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In recent years, diversity and inclusion have 
repeatedly emerged as important themes…

• International, national and local events are sober reminders of key disparities
and ongoing gaps in achieving a truly inclusive and anti-racist society

• Fostering diversity and inclusion continues to be a key priority for the public 
service
– Call to Action on Anti-Racism, Equity, and Inclusion in the Federal Public Service

(2021)
– 27th Annual Report to the Prime Minister on the Public Service of Canada (2020)
– Building a Diverse and Inclusive Public Service – Joint Union-Management Task 

Force (2017)

We’ve talked about this many times over many years.
How will we truly make a lasting difference?



Greater momentum is needed to bridge the gaps 
and to look beyond traditional EE categories…
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Fostering diversity and inclusion at every level 
requires deliberate effort and commitment…
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• Identifying Systemic Experiences 
and Barriers

• Re-thinking Job Design

• Enabling Local Conversations
• Providing Training and Tools
• Re-orienting Recruitment and 

Retention

• Addressing Unconscious Bias
• Facing Micro-aggressions
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Insights are emerging continuously to help 
inform a path forward…

Designing for diversity
through HR plans and 

concerted actions

Sustaining behavioural
expectations



Potential actions for consideration

• Create Branch-wide team to support D&I efforts – promoted via message to all-staff and to 
departmental staff networks, LMCC union representatives

• Create whiteboard and complementary mechanisms to collect systemic experiences and barriers from 
MSC staff

– Collect feedback, produce summary, provide as a tool for managers to hold local discussions and identify local actions

• Promote tools and training
– CSPS Respectful and Inclusive Workplace placemat
– JLP Training sessions from Mental Health Team – Stress, Mental Health, resilience and more…

• Host series of open discussion workshops where staff can share best practices and tools
– Identifying barriers
– Dealing with microaggressions
– Fostering safe spaces (manager training)
– Re-thinking job design – possible contract in 2021-2022

• Consolidate learnings into a MSC Diversity and Inclusion Strategy, as part of a refreshed People Plan



Questions for discussion

• How can we best co-create a path forward towards
meaningful progress?

• What are some initial thoughts and reactions to the 
potential actions being proposed?

• How will we measure success?

• What other aspects should be considered?
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