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I appreciate the invitation to speak with you today.

As you heard, my name is Chris Murray, City Manager at the City of Toronto, and today I am joined by our Chief People Officer, Omo Akintan; and we will be presenting on the City’s Corporate strategies, initiatives and approaches to support Black staff and address anti-Black racism in the Public Service.

We hope to provide some information on the context of how these initiatives developed as part of the City’s Corporate policies and how they are used to embed a long-lasting culture of equity and inclusion for all staff, including public service employees of African descent. 



Supporting Black Staff

Background

The City recognizes that building an inclusive workforce that reflects the population it serves at all

levels within the enterprise will promote public trust and confidence, and to realize our Corporate
Strategic Plan.

» City Council unanimously adopted the Toronto Action Plan to Confront Anti-Black Racism in
December 2017. The Plan identified 22 recommendations and 80 actions to address anti-
Black racism in Toronto, including within the Toronto Public Service.

« Recommendation 11: Increase employment and training opportunities for Black
Torontonians at the City of Toronto

Aligned with the City’s Workplace Culture themes and the Council-adopted Workforce Equity
and Inclusion Plan, the City is committed to building a “public service that reflects the

population we serve, and that values and champions diversity, accessibility, inclusion and
respectful behavior.”
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Here at the City we are committed to building and supporting a more inclusive workforce by creating infrastructure that supports Black staff and by extension Black communities.

Supporting and investing in our people is a critical part of our Corporate Strategy, and that includes creating an environment where people feel respected, empowered and valued, and where our actions, policies and efforts embrace diversity and inclusion.

The City recognizes that building an inclusive workforce that reflects the population it serves, at all levels within the enterprise, will promote public trust and confidence. 
 
In an effort to realize these goals, and to support improved outcomes for Black Torontonians, City Council unanimously adopted the Toronto Action Plan to Confront Anti-Black Racism in December 2017. 

The Plan identifies 22 recommendations and 80 actions to address anti-Black racism in Toronto. 

As part of the Plan the City is actively working to increase employment and training opportunities for Black Torontonians at the City of Toronto by stewarding outreach, engagement and new community partnerships that support Black staff to advance in the corporation

Additionally, advancement of recommendation 11 also helps achieve the City’s broader Workforce Culture themes and further aligns with the Council approved Workforce Equity and Inclusion Plan. 


http://app.toronto.ca/tmmis/viewAgendaItemHistory.do?item=2017.EX29.11

Toronto Action Plan to Confront Anti-Black Racism

In addition to the specific recommendations, the Toronto Action
Plan to Confront Anti-Black Racism identifies three primary
strategies and mechanisms to address anti-Black racism,
including:

o The Confronting Anti-Black Racism Unit
o The Anti-Black Racism Learning Strategy; and
o The Black Staff Network
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In addition to advancing the recommendations in the Action Plan, the City uses additional levers to ensure an anti-Black racism approach and culture is embedded across all areas of the work in the public service.

Through the leadership of our Corporate Confronting Anti-Black Racism Unit, often referred to as the C-A-B-R Unit, this is achieved through three primary mechanisms:

The support, advice and tools delivered through the C-A-B-R Unit
The Anti-Black Racism Learning Strategy; and 
The establishment of a corporation-wide Black Staff Network

Now I will turn it over to our Chief People Officer, Omo Akinton, who will provide more detail on each of these areas of work



Creating Culture Change

The Confronting Anti-Black Racism Unit

The CABR Unit supports Black staff, as well as the broader Toronto Public Service by
providing coordination, training and consultation to City divisions, agencies, boards and
commissions, and provides strategic guidance, advise and support to apply and embed an
anti-Black racism lens in operational plans, policy development, project evaluation to drive
transformational systems change at the City.

Culture Change Tools include:

* The African Ancestral Acknowledgment Institutional/
rganizational

* The Anti-Black Racism Analysis Tool e

« The City Leads Circle ermeron

« The Partnership and Accountability Circle
« The UBUNTU Framework
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First I would like to start by outlining the work of the Confronting Anti-Black Racism Unit, which was established in 2018 to implement the Toronto Action Plan to Confront Anti-Black Racism.

The Unit has supported the Corporation to develop tools, approaches and frameworks to create an environment that better supports Black staff to feel more included, affirmed and recognized, and ensures a Black staff worldview is integrated in how we do this work at the City – this approach is critical to ensure not only residents, but staff feel represented in the work we do

There are a number of culture change tools that have been developed by the Unit. Tools include the African Ancestral Acknowledgement.
Introduced in May 2018, the African Ancestral Acknowledgement is a voluntary offering for Black staff to acknowledge their ancestors of African descent who have been present and actively contributing to life on Treaty lands and traditional Indigenous territories, and to recognize the legacy of systemic discrimination as a result of enslavement during the Trans Atlantic Slave Trade

The CABR Unit has also developed an Anti-Black Racism Analysis Tool For a Radically Equitable COVID-19 Response
To respond to COVID-19, The CABR Unit designed the Anti-Black Racism Analysis Tool to support staff to respond to Black communities, staff and service users during the pandemic with guidance on interventions, using an Anti-Black Racism policy lens.

The City Leads Circle
Convened by the CABR Unit, this table brings together senior level City staff working on Action Plan items to meet regularly to share inputs, outputs and activities for monitoring and performance tracking of Confronting Anti-Black Racism work at the City

The Partnership and Accountability Circle 
As the primary reference group for the Action Plan, this group of 12 Black leaders works to ensure its fullest implementation of the Action Plan, but also provides critical feedback to City divisions looking for strategic advice to support initiatives to advance action against Anti-Black racism. The creation of this table further embeds Black resident leadership at the City and has led to an increased number of Black divisional advisory groups

And finally, the UBUNTU Framework
The Unit has developed an evaluation framework that they have been piloting with various City Divisions to begin to assess and evaluate progress from a decolonized lens, examining systems change across 4 spheres: the individual, interpersonal, institutional and societal



Creating Culture Change

Anti-Black Racism Learning Strategy

The Confronting Anti-Black Racism Unit has committed to continuing to create Culture
Change at the City with the creation of an anti-Black racism learning strategy, which
iIncludes curated pedagogy that will operationalize the Unit's theory of change.

CABR facilitator-led trainings

Lunch + Learn Sessions

Unpacking Dialogue Sessions

Learning Opportunities

Leaders Book club: White Fragility
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Another critical element of creating culture change is the build out of an Anti Black Racism Learning Strategy

Since the establishment of the Action Plan, approximately 14,000 staff in City divisions and agencies have participated in the CABR Unit coordinated, facilitator-led trainings. These trainings  increase the capacity of City staff to identify, understand, proactively respond and implement deliverables in the Action Plan. 

This year alone we have engaged 18 different divisions in CABR training. The training sessions engage participants to develop an understanding of some of the primary terms related to Confronting Anti-Black Racism, explore the terms and theories for understanding, critiquing, and confronting anti-Black racism and develop skills to identify, analyze examine and explore the manifestations of anti-Black racism in workplace contexts. 

In order to orient staff to issues and topics related to Black communities and the Action Plan, the CABR Unit hosts monthly midday and late-afternoon virtual sessions to (re)engage staff to the Action Plan by theme. Sessions include internal and external partners who are delivering on the actions of the Action Plan. 

The CABR Unit also hosts the Unpacking Dialogue Sessions - a biweekly, informal cross-divisional dialogue series to support staff as they cross pollinate ideas, resources and strategies in operationalizing the Action Plan. These sessions are informal spaces to engage staff and management separately in their feelings and experiences in the implementation of the Action Plan. These micro-learnings have been spaces to gauge knowledge of and experience of issues of anti-Black racism. 

Earlier this year our City leaders formed a book club and reviewed the book White Fragility


Creating Culture Change

Black Staff Network

The creation of the Black Staff Network for Black City staff is an important
deliverable of the Action Plan. Over the course of this year they have been able to ..
organize a carry out a variety of virtual events to bring Black Employees together.  :
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Looking internally at actions we have taken to create a culture change that is more attentive to the black employee experience

The Black Staff Network has been a truly transformative development

They have hosted a series of wellness, networking and professional development events, which in turn supports career development goals.

They have a Spotlight Series which is used to showcase Black talent across the City of Toronto and provide inspiration to other .

A personal branding and career development workshop to support Black staff members’ career mobility

Mental health engagements have also been delivered, including a two-day workshop series in partnership with the Black Staff Network and Toronto History Museums to explore frank discussions on mental health. Sessions included featured guest speakers, movement coaches and mental health counselors. 

In partnership with TAIBU Community Health Centre, the City also expanded Black Mental Health Day (2020) to Black Mental Health Week (2021), an action that was initiated by the Black Staff Network. 

This initiative expanded to deliver a week of programming to Black staff and residents through a campaign focused on the detrimental impacts of anti-Black racism and systemic discrimination on mental health. The CABR Unit partnered with the Black Staff Network in coordinating panel discussions focused on Black men, women and members of the 2SLGBTQ+ communities.

Also, earlier this year the City celebrated the International Day of Remembrance of the Victims of Slavery and the Transatlantic Slave Trade (May 25). The ceremony honored and educated staff members of traditional African grieving and veneration practices of different shores with community healers (2021). 

And there is much more to come…. To ensure its not simply a top down approach  to culture change we are also setting up divisional chapters of the BSN. This ensures that smaller black employee groups have an opportunity to connect with each other and develop engagement programs to suit their needs



Talent Attraction

Strategic Partnerships & Branding

Community Partnership Engagement Initiatives

City of Toronto Information Session

L aCK acces

TALENT employment
INITIATIVE

I c A U F P October 12" 2021 | 12:00pm = 1:00pm | WebEx
Attendees will hear about
« Work life at the City
CANADIAN ASSOCIATION * Latest Engineering Opportunities at the City

LA OF URBAN FINANCIAL « The City's recrui
PROFESSIONALS PROFESSIONALS L R asmon s
IN H]m Tnnamn be* INGENIEURS NOIRS DU CANADA
NETWORK

A C W
ELEVATE AKFA

YOUTH TORONTO

PERSONAL BRANDING SESSION

BLACK ENGINEERS OF CANADA be* INGENIEURS NOIRS DU CANADA
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Online Branding

City of Toronto
Data Specialist

The successful didate has :

+ Experience in statistical and machine learning models and
algorithms OR

* Experience developing Extract, Transform and Load processes

* Experience with databases and data warehousing including
organizing, analyzing and summarizing large datasets

* Knowledge and experience with Python, R, SQL, Git, AWS, GIS
software and other related tools

City of Toronto

Manager Financial
Planning

The successful candidate has:
* A combination of experience and education in financial

planning, accounting or similar designation
* Extensive experience in the practices of operating and capital
budget formulation, evaluation, administration and planning
* Considerable leadership experience, including managing and
engaging a diverse workforce
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Diversity focused external partnerships with both community led organizations and academic institutions are developed to increase the Attraction, Sourcing and Selection of diverse talent from the Black communities and other equity-deserving groups. 

One avenue to attract Black talent is through our efforts on Strategic External Partnerships---diversity focused partnerships with both community organizations and academic institutions that we have developed to increase the attraction, sourcing and selection of candidates from Black communities.

On this slide –here are a number of groups such as that we have worked with:
Black Talent Initiative, Black Professionals in Tech Network, Black Engineers of Canada, New Nakfa, Acces to name a few. 

Through these partnerships we have been able to demonstrate our engagement in different ways, for example:
With Black Engineers of Canada: Via a virtual Information session, attendees heard from Black Hiring Mangers about their experience and culture at the City of Toronto and learned about upcoming roles from recruiters
And with the Black Talent Initiative: facilitated a professional development workshop around personal branding and positioning oneself for success in the recruitment process

Furthermore when we look at attracting Black talent one of the first areas we sought to enhance was our social media branding.  
Our marketing collateral has been bolder with clear imagery of Black people. This has successfully increased our online engagement amongst Black Talent




»
I Talent Attraction

Black Youth Career Development Program (BYCDP)

This program provided meaningful short term employment to Black youth who have otherwise been dismissed for
opportunities because of their lack of qualifications. This program helped candidates develop valuable work skills and
provide resources that helped set them up for future career success.

17 Black Youth placed in Administrative Trainee role

13 Divisions participated across the City of Toronto

82% Conversion Rate for continued employment

2 Professional Development workshops offered to program participants
100% satisfaction amongst the youth that participated

“| enjoyed my manager's
mentorship and the collaborative
spirit of the division | was in. It
really made me feel comfortable
and helped me excel in my work”

“The work experience | gained
and exposure to other job roles
at the City that | never knew
about.”

Goal
Setting

Peogie & Equity | Diversty and inchusicn B r a " [I | n g
Yourself

Preaple & Equily | Diversity and lnclesion
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One of our great success stories-

This year we launched a pilot program focused on the placement of Black Youth across the City of Toronto. This program provided 17 Black youth with meaningful short term employment, networking opportunities, and career development workshops.  
Through the support of the program we were able to achieve a conversion rate of 82% into longer term employment.

We conducted a feedback survey at the end of this program and 100% of participants were very satisfied with the program. On the slide you will see a couple of their testimonials.
 



»

Stewardship & Support

Targeted D+| Specialists

Nima Hersi
Diversity & Inclusion Specialist
Black Talent

Internal & External Talent

Attraction Strategy

|dentify and source Black talent

Dedicated resource to lead and deliver on Black

Talent Strategy
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Ronald Peters
Snr. HR Specialist

Workforce Engagement

* Engaging and closely collaborating with the
Confronting Anti Black Racism Unit (CABR)

Creating awareness to debunk misconceptions and

stigma around the Black Community
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Another key support system we have developed is a Diversity and Inclusion team which includes specialist focused on the Black candidate and Employee Experience with the City.

This team is fairly new and was officially launched earlier this year, the work the Diversity and inclusion team is doing is however NOT new for the City – but the investment the City has made to expand resources to do this work gives us the opportunity to be more intentional, targeted and approach this in a more strategic and holistic way.

On this team, we ensured that we had representation from Black communities with staff that have both technical expertise as well as lived experiences to lead our Employment Strategies. These targeted Diversity and Inclusion Specialists have extensive experience in advocacy in Employment for Black people. This includes a focus on the attraction and increased representation of Black professionals at the City as well as the retention of Black Employees - with concentrated effort on Workforce engagement and development.


Stewardship & Support

0 ToRONTO

Human Rights Office (HRO)

Provides neutral, confidential advice, information, and assistance related to human rights
issues such as discrimination, harassment, and accommodations to all members of the
Toronto Public Service, members of Council, and the public.

Employee Assistance Program (EAP)

Offers confidential short-term counselling, information and referral services to members of the

Toronto Public Service and eligible family members. Black Staff can request to engage with a Black
Counsellor

Black Staff Network (BSN)

Provides professional development, mentorship and advocacy forums for Black staff
to connect, share knowledge and promote a more inclusive workplace.
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We have also developed or enhanced other support systems for black staff including making our Human Rights Office, Employee Assistance Programs more accessible and enabling the development and growth Black Staff Network

The City's Human Rights Office ("HRO") provides neutral, confidential advice, information, and assistance related to human rights issues such as discrimination, harassment, and accommodations to all members of the Toronto Public Service, members of Council, and the public.
When dealing with complaints, the Human Rights Office looks for and facilitates appropriate resolutions to support a workplace that is free from discrimination and harassment. Methods used to address issues include coaching, facilitating early resolution, mediation, and investigations.

The Employee Assistance Program (EAP) offers confidential short-term counselling, information and referral services to members of the Toronto Public Service and eligible family members. The program is designed to provide direct access to experienced professionals who can help you to resolve problems before they affect your health, personal life or job performance including: personal, relationships, legal advisory, financial counselling
The EAP is City-funded. There is no cost to you for short-term services. Confidential appointments can be arranged at a variety of locations across the city.

The Black Staff Network Provides professional development, mentorship and advocacy forums for Black staff to connect, share knowledge and promote a more inclusive workplace. 



Future Steps

% Understanding the employee experience

Leverage experiences of existing Black employees to
better understand the candidate/employee experience

@ Enable hiring managers and recruitment staff

Build equity and inclusion capabilities for Strategic
Recruitment Staff and People Managers

Engage external and internal stakeholders and
organizations to execute training programs and initiatives
Use data and metrics to hold City staff accountable and
evaluate effectiveness of training programs and initiatives

% Develop key external partnerships

Create awareness

Support, promote and strategically engage with the Black
Staff Network (BSN)

Encourage leaders to disclose and debunk the myths and
misconceptions associated with Black employees

e  Work with community organizations focused on

employment and training for Black Professionals

Provide engaging and effective training for Recruitment
Staff and People Managers
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The work we have already begun around attracting black talent and creating culture change Fits into our larger ambitions to deepen the sense of belonging and aid long term career growth

As we continue to do this work and address the identified gaps affecting members of the Black community we plan on:


Diving deeper into enabling our Hiring Managers and Recruitment staff –who are the gatekeepers of talent—ensuring that they have the tools, resources and capabilities to apply an equity lens to every phase of the recruitment process 
We will do this by focusing on building their equity and inclusion capabilities through training

Using data and metrics to hold City staff accountable as well as assess and evaluate the effectiveness of training programs and initiatives

Continuing to develop Key external partnerships with the Black communities that are focused on employment –this means working more closely and strategically with community and academic institutions 

We plan on understanding the Employee Experience by working more strategically with our Black Staff Network to leverage the experience of existing Black staff 

Providing more engaging and effective training for all staff to address anti-black racism.

 And continuing to support, promote and strategically engage with our Black Staff Network



Access to Employment:

Execution Timelines

e Continue expansion of anti black racism training
Q2 2022 for all staff

Workforce e Work with the Black Staff Network on tailored
Engagement engagement activities for Black staff

e Stakeholder engagement

¢ Socialize the framework and action
plan and obtain input

e Complete foundational training

Q4 2021
Building
Connection

e Recruitment staff and People Managers
continue targeted training

e Strengthen employee programs and
processes to ensure that they are reflective
of our inclusive culture

e Build the City's Brand to attract Black Q3 2022

Q1 2022 Talent Workforce
Goto e Participate in job fairs, networking Development
Market opportunities with community

partners and academic institutions
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We understand that this is work that going to take us some time to fully implement, but over the next year as we continue to build capacity and infrastructure and leverage the additional expertise we have on the corporate Diversity and Inclusion team, we plan on building the strong foundation needed to ensure our efforts are sustainable.

For the remainder of 2021,  we will focus on building strong connections both internally and externally and ensuring the completion of foundational training across the City of Toronto

Q1 we will focus on deepening the City's brand to attract people Black staff to the City—by getting out there and participating in initiatives both online on digital platforms as well as in person within Black communities and academic institutions. 

In the second quarter,  our focus will switch to more workforce retention and engagement –increasing awareness internally on anti-Black racism, working with our Black Staff Network on more tailored engagement activities for Black staff 

And finally in Q3 we will target Workforce development –where we will strengthen employee programs and processes that sets our black employees up for career success
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