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Recommendations

Council adopted the Equity 
Framework in July 2021 and directed 
staff to report on progress on an 
annual basis.

Recommendation A
THAT Council receive for information 
the Chief Equity Officer’s annual 
progress report on cross-departmental 
internal initiatives to move the City of 
Vancouver in the direction of equity 
per commitment in the City’s Equity 
Framework.



Recommendations

Recommendation B
THAT Council receive for information 
the Language Access policy (ADMIN-
073), prepared by Civic Engagement 
and Communications and approved 
by the City Manager, to establish 
principles and general standards for 
providing translations for public-
facing services provided by the City of 
Vancouver.



Recommendations

Recommendations C & D
THAT Council rescind the Human 
Rights and Harassment policy (AE-
002-05) and the Respectful 
Workplace policy (AE-002-06) 
effective January 1, 2024. 

THAT Council approve the Respect in 
the Workplace policy and associated 
procedure to take effect January 1, 
2024 and authorize the City Manager 
and Chief Human Resources Officer 
to incorporate further administrative 
updates or revisions to the policy 
and procedures as and when 
appropriate. 



Vision per Equity 
Framework

We envision a city where
those who are most marginalized 

are not excluded 
from care and opportunity for 

flourishing, 
rather, they are systemically 

prioritized for it.

Fr
on

tli
ne

 W
or

ke
rs

 (2
02

0)
 b

y 
Ja

g 
N

ag
ra

/ (
@

pu
nj

ab
im

ar
ke

t/
 T

w
itt

er
)



Community facing 
Identity-based 
Strategies

Status Update

Photo by John Vicente



One Framework, Several Strategies
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Equity Framework
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Integrating equity into City’s business

Transportation Plan / Projects / Practices

Housing Strategy / Projects / Practices

Vancouver Plan / Neighbourhood Plans

Climate Emergency Action Plan 

Human Resources Annual Work Plan

Capital Plan / Facilities Plan / Budget

City Bylaws



One Framework, Several Strategies
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Internal 
Initiatives

Status Update

Photo by John Vicente



Global Diversity Equity & Inclusion Benchmarks

The Global Diversity, Equity, 
and Inclusion Benchmark 
(GDEIB) tool can be used for 
a comprehensive self-
assessment of an 
organization’s performance 
on equity.



Global Diversity Equity & Inclusion Benchmarks



E.g. Category 2 – Leadership & Accountability

Benchmarks describing Level 3 (Proactive):

2.10 JEDI is an essential leadership competency and leaders 
are rated on it.

2.11 Leaders engage in JEDI issues important to employees 
and prevalent in the societies in which they operate.

2.12 To increase their knowledge and competence, leaders 
seek coaching in JEDI and provide coaching and mentoring 
to others. 



Progress over the past year

Level Progress 1 1.5 2 2.5 3 3.5 4 4.5 5
1: Vision, Strategy & Rationale Steady
2: Leadership & Accountability* Steady
3: Structure & Implementation Significant
4: Recruitment Steady
5: Advancement & Retention* Steady
6: Job Design, Classification & Compensation Slight
7: Work-Life Integration, Flexibility & Benefits Steady
8: Assessment, Measurement & Research* Steady
9: Communications* Significant
10: Learning & Development* Significant
11: Connecting JEDI & Sustainability Steady
12: Partnerships & Grants Significant
13: Service Provision Not yet assessed
14: Public Engagement & Customer Service Steady
15: Responsible Procurement Steady
* = Identified in 2022 as priority Area

Initial Level (2021)
Target Level (2025)



A Collective Impact Approach
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Category 2: Leadership 
& Accountability

INITIAL
(2021)

TARGET
(2025)

2
Reactive  

3
Proactive

Steady progress 
over the past year
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Category 5: 
Advancement & Retention

Initial
(2021)

TARGET
(2025)

1.5
Between inactive and 

reactive

3
Proactive

Steady progress 
over the past year
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Category 8: Assessment, 
Measurement & Research

INITIAL
(2021)

TARGET
(2025)

1.5
Past Inactive

Not yet Reactive

3
Proactive

Steady progress 
over the past year
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Category 9: Communications

Significant progress 
over the past year

INITIAL
(2021)

TARGET
(2025)

3
Proactive

4
Progressive
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Category 10: 
Learning & Development

INITIAL
(2021)

TARGET
(2025)

2.5
Past Reactive

Not yet Proactive

4
Progressive

Significant progress 
over the past year



Language Access 
Policy

Spotlight:

Category 9: Communication
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What is language accessibility and why it matters? 

• Enhances equity and inclusiveness by 
better serving diverse communities

• Improves communication with the public 
and makes it easier to follow instructions 
and requests

• Helps increase access to civic participation

• Builds public trust and reputation

• Brings visibility to local Indigenous 
languages (hən̓q̓əmin̓əm̓ and 
Sḵwx̱wú7mesh)
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What is excluded for now?

1. Service Areas: 

• Vancouver Police Board
• Vancouver Public Library Board
• Vancouver Board of Parks and 

Recreation
• City Council, appointed boards and 

commissions 

2. Interpretation (verbal interaction) 
– TBD for future phase

3. Accessible communication for 
people with disabilities (such as 
ASL, Braille) – future work 

4. Further engagement needed for 
local Indigenous languages
(hənq̓ə̓minə̓m̓ and Sḵwx̱wú7mesh) 

5. Additional documents - human 
resources, legal (including bylaws), 
procurement
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Information hierarchy: how to decide when to translate?
Citywide Localized

Critical
Is this information that will or may impact the immediate and direct health and safety 
of residents, and/or sudden disruption of the City's critical services?
Examples: extreme weather warnings, emergency alerts. 

0.5% or more of 
home languages 

1.0% or more of 
home languages 

Compliance / Regulatory
Is this information to help follow regulations or bylaws, which may have direct 
negative consequences? Examples: taxes, fines, fees, or withholding core services.

1.0% or more of 
home languages 

2.0% or more of 
home languages 

Participatory
Is this information that is intended to encourage use of City services, participation in 
activities, or changes in behaviour?
Examples: engagement surveys, joining events or programs

1.0% or more of 
home languages 

2.0% or more of 
home languages 

Awareness-building
Is this information that is intended to build general awareness without the 
expectation of further action by the public?
Examples: notice of holidays, promotional/marketing 

1.0% or more of 
home languages

(optional)

2.0% or more of 
home languages 

(optional)
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Most commonly used Home Languages in Vancouver
Home Languages Citywide (2021 Census) Population % of Pop. 

Traditional Chinese (TCH) 56,445 8.6%

Simplified Chinese (SCH) 30,925 4.7%

Tagalog 10,835 1.7%

Spanish 8,600 1.3%

Punjabi 8,505 1.3%

Vietnamese 7,755 1.2%

Farsi 5,550 0.8%

Korean 5,100 0.8%

Portuguese 3,995 0.6%

French 3,955 0.6%

Japanese 3,620 0.6%

1% Citywide >



Respect in the 
Workplace Policy 
and Procedure

Spotlight:

Category 5: Advancement and Retention



Impetus for the new policy 

• The City’s existing Human Rights and Harassment policy and 
Respectful Workplace policy have not been substantially 
revised in over ten years. 

• Changes in governing legislation, internal operations and 
cultural environment have been significant in the past decade.

• There are indications that the current policies and procedures 
are falling short of serving their intended beneficiaries. 
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Employee Benchmark Survey Results

23% 19%

58%

0%
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40%

50%
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70%

80%

90%

100%

% Disagree % Neutral % Agree

I am confident that appropriate action 
will take place when I report an 

incident of discrimination or 
harassment. 

Anonymous survey 
conducted by BC Stats 
on behalf of City of 
Vancouver in the 
spring of 2021. 
Results are based on 
participation of 3,732 
members of staff.



Jurisdictional Scan
Fall 2022 –
Project working group studied policies of 9 other jurisdictions

* Best in class.                           

• City of New West
• City of Nanaimo
• TransLink
• Province of BC
• City of Edmonton*

• City of Calgary
• City of Toronto*
• City of London 
• City of Waterloo 



Union and Staff Engagement
Comments received from CUPE 1004, CUPE 15, IAFF18

Staff Engagement Summary:

~2003 12 90

Engagement sessions 1-on-1 conversations issues gathered 
(and counting)

Employees consulted

Participants were sent a follow-up survey and are receiving ~monthly updates on project progress

+1



Broad Goals for Revisions 

• Simplify language and process, whenever possible
• Update language to speak to current context
• Introduce trauma-informed elements
• Introduce accountability elements
• Introduce transparency elements
• Retain procedural fairness
• Retain alignment with Provincial legislation



A Singular Policy Replacing Two

• Defines Harassment as an umbrella term for behaviours prohibited by the policy:

Conduct or comment by a person that the person 
knew or reasonably ought to have known would 
cause the other person to be humiliated or 
intimidated

Personal 
Harassment

Conduct or comment related to any of the 
prohibited grounds of discrimination that is 
unwanted, unwelcome, offensive or humiliating. 
Includes sexual harassment

Discriminatory 
Harassment

HARASSMENT

+ Mention of behaviours that do not on their own rise to the level of Harassment, but they lead to a person 
feeling disrespected or uncomfortable



A Singular Set of Expectations

• Clarify that expectations of respectful behaviour are equally 
applicable to everyone in the workplace

• Clarity that different mechanisms exist for addressing concerns 
of inappropriate behaviour towards/by different groups
– Harassment by employee towards employee
– Harassment towards employee by non-employee
– Harassment towards non-employee by employee
– Harassment towards employees unable or unwilling to file complaints  + 

the role of witnesses



An aspirational and honest vision

We actively create 
safer environments.

People are knowledgeable 
about, and attentive to the 
rights and needs of others, 
and actively participate in 
creating a culture of care

We have widespread 
capacity for repair.

When, despite the above, 
harm happens in interactions, 
there is widespread capacity 

in the workplace to assist with 
repair, restoration of 

relationships and 
transformation of root causes

We minimize harm in 
our processes.

Processes used to address 
harm are attentive to the 

rights and needs of all 
involved, and strive for 

fairness, timeliness, and 
care for the parties

We aspire to a diverse  workplace where...



Re-introduction of ‘informal resolution’



Trauma-informed elements

• Window to file complaint is expanded from 6 to 12 months
• Support person is allowed for complainant and respondent + 

details of their role are spelled out
• What a complaint consists of is laid out 
• Commitment around regular communication with complainant 

and respondent during the course of an investigation are 
spelled out



Accountability elements

• Roles are updated and more clearly laid out including for City 
Leadership Team

• Mechanisms for complaints about one’s supervisor, Human 
Resource and the Equity Office are introduced

• Examples of corrective actions and discipline are named



Transparency elements

• Description of why confidentiality is important 
• Examples of why an investigation might take longer than we 

would like
• Examples of why a complaint may be rejected by the City 
• Examples of what goes into choosing the right investigator 



Important Next Steps Subject to Approval

• Development of targeted communication and training 
materials

• Creation of a workplace restoration framework and team
• Continued support for staff in public-facing worksites
• Departmental monitoring or implementation, aggregate 

reporting on cases
• Continued engagement with staff and the unions
• Review and revisions in 1 year



Questions and 
feedback much 

appreciated
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