
START TIME PG # AGENDA ITEM LEAD TIMING 

5:30 p.m. 1. Opening Remarks, Call to Order and
Confirmation of Quorum

M. Hackl 1 min. 

5:31 p.m. 2. Approval of the Agenda
Motion 1

M. Hackl 1 min. 

5:32 p.m. 3. Conflict of Interest Declarations M. Hackl 1 min. 

5:33 p.m. 4. Approval of the minutes of February 21,
2019
Motion 2

M. Hackl 2 min. 

5:35 p.m. 5. Action Items D. Robinson 10 min. 

5:45 p.m. 6. Report from HR Specialist
Motion 3

D. Robinson 30 min. 

6:15 p.m. 7. Policy Review
7.1 Continuation and Termination of Benefits

for Employees on a Leave of Absence 
     Motion 4 

D. Robinson 20 min. 

6:35 p.m. 8. By-Law No. 11
(to follow)
Motion 5

L. Gagne 30 min. 

7:05 p.m. 9. New Business M. Hackl 2 min. 

7:07 p.m. 10. Date of Next Meeting: June 27, 2019 M. Hackl 1 min. 

7:08 p.m. 11. Adjournment
Motion 6

M. Hackl 1 min. 

HUMAN RESOURCE COMMITTEE MEETING 
THURSDAY APRIL 11, 2019 

5:30 p.m. (dinner at 5:00 p.m.) 

AGENDA 
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# Meeting 
Date 

Agenda 
Item 

Motion 

1 2019-04-11 2 Be it moved that the Committee approve the agenda, as presented. 

Mover:   Seconder:   CARRIED 
2 2019-04-11 4 Be it moved that the Committee approve the minutes of the meeting held on 

February 21, 2019, as presented. 

Mover: Seconder: CARRIED 
3 2019-04-11 6 Be it moved that the Committee accept the Report from the Human Resources 

Specialist, as presented.  

Mover: Seconder: CARRIED 
4 2019-04-11 7.1 Be it moved that the Committee recommend approval of Policy D-2.6, Group 

Insurance/Pension Plan: Continuation and Termination during a Leave of Absence, as 
presented. 

Mover: Seconder: CARRIED 
5 2019-04-11 8 Be it moved that the Committee recommend approval of By-Law No. 11, as 

presented. 

Mover: Seconder: CARRIED 
6 2019-04-11 11 Be it moved that, being no other business, the Committee adjourn the meeting at 

__________________. 

Mover: Seconder: CARRIED 

LIST OF MOTIONS 

Committee Human Resources Committee 
Meeting Date April 11, 2019 
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Teleconference   Regrets 
U. FiliceM. Hackl (Chair)

L. Burchett
L. DuPelle
S. Holman
J. Mestre-Monteiro

Staff 
D. Robinson, HR Specialist 
V. Wall (Recorder)
L. Gagne (Teleconference)

1. Call to Order and Opening Remarks
M. Hackl called the meeting to order at 5:33 p.m.  M. Hackl congratulated J. Mestre-Monteiro
on her appointment to the Board effective June 2019.

2. Approval of the Agenda
It was motioned by S. Holman and seconded by J. Mestre-Monteiro that the Agenda be
approved as presented, CARRIED.

3. Conflict of Interest Declarations
None were declared.

4. Approval of the Minutes of December 6, 2018
The Committee reviewed item 8.3 of the December 6, 2018 Minutes and agreed to defer a
review of the policy until the next HR meeting.

It was motioned by J. Mestre-Monteiro and seconded by L. Burchett that the minutes of the
meeting held on December 6, 2018 be approved as presented, CARRIED.

5. Follow Up Items
D. Robinson reviewed the follow up items report.
All items are complete except 1, 5 and 7.
Item 1: By-law #11 for VPM – This by-law will be updated before the AGM in June.
Item 5: Overview of leave policies – the policies will be posted in Workforce Now when the 

Human Resource Committee Meeting 
Victoria Park Community Homes  

February 21, 2019 

Minutes
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software is running at full capacity. 
Item 7: Employee review of all policies on an annual basis – D. Robinson reported that her 
report in the Committee’s meeting package is in response to an enquiry made at the Board 
meeting in January. 

Currently there is no official process in place for an annual review of all HR policies by staff. 
During the recent policy review all HR policies were revised or rescinded and some new 
policies were created. Between 2015 and 2018 all new and revised policies were distributed 
to staff for sign-off once they had been adopted by the Board upon recommendation of the 
HR Committee. With the implementation of Workforce Now (WFN) all HR policies can be 
uploaded into the system and once a staff member reviews a policy it is saved as a resource 
on that staff member’s profile. Moreover, policies can be set up in the staff so that staff are 
required to acknowledge having read a policy. 

In her report D. Robinson had recommended that annually during the first quarter of each 
year HR roll out all current policies to all employees registered in WFN to ensure they 
annually sign off on them. She said that she would like amend her recommendation so that 
while all HR policies will be rolled out to staff during the first quarter of each year for review, 
only the most critical policies (the Confidentiality Policy (C3.8), the IT Policy (C3.14), the 
Workplace Violence and Harassment Policy (B4.2), and the Health and Safety Policy (A1.1) 
would require staff to acknowledge them with a sign-off.  

It was MOVED by Steve Holman and seconded by Lisa DuPelle 
THAT annually during the first quarter of each year HR roll out all the current HR 
policies to all employees registered in WFN and that staff be required to sign off on 
only the critical policies. 

CARRIED. 
6. Report from H.R. Specialist

D. Robinson presented her report which covered the following topics:
• Strategic Plan Update
• ADP Software Conversion
• Health and Safety
• Looking Back/Trending Forward including an overview of Employee Departures and

Employee Training and Development

The following was discussed further: 
• Further to what she stated in her Report, D. Robinson advised that the NEER

surcharge assessed against VPM  was paid in January 2019. This was to a  serious
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workplace incident in 2017 that resulted in lost time. 
 

• D. Robinson advised that VPM is approaching the $2.5M threshold for payroll which 
will impact the requirement for severancewhen an employee with over 5 years of 
service is terminated without cause. .  Staff had recognized that further investigation 
may be needed for Resident Managers of our Managed Clients who live on site and 
whose employment may be terminated with VPM when our contract with the housing 
provider ends, but may continue employment with the new management company. M. 
Hackl read from the Employment Standards Act, Section 10:   

“New building services provider 

10 (1) This section applies if the building services provider for a building is replaced 
by a new provider and an employee of the replaced provider is employed by the 
new provider.  2000, c. 41, s. 10 (1). 

No termination or severance 

(2) The employment of the employee shall be deemed not to have been terminated 
or severed for the purposes of this Act and his or her employment with the 
replaced provider shall be deemed to have been employment with the new 
provider for the purpose of any subsequent calculation of the employee’s length 
or period of employment.  2000, c. 41, s. 10 (2).” 

M. Hackl suggested that we have legal counsel review the clause to ensure we are 
interpreting it correctly, but the consensus was that this would apply to our Resident 
Managers for our managed clients. 

• D. Robinson advised that staff have investigated changing  health and dental 
insurance providers due to a proposed increase of approximately 25% by our current 
provider, Sunlife.  Life Insurance, AD&D, and Long Term Disability will remain with 
Sunlife; only extended health  and dental will transfer to Green Shield Canada. The 
transition should be fairly seamless for employees since the benefits will be 
comparable and the same ID numbers will be used; only the provider will be different 
and that change will result in an increased cost of approximately 9% rather than the 
anticipated 25% with Sun Life.  The other option was to stay with Sun Life but 
decrease benefit coverage. The Committee agreed that benefits are an integral part of 
overall compensation and that keeping the same benefits and changing providers was 
the best course of action. 
 

It was motioned by L. Burchett and seconded by J. Mestre-Monteiro that the Committee 
receive and accept the H.R. Specialist’s report with the noted verbal amendment, CARRIED. 
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7. New Business 
L. Gagne advised that a proposal had been submitted to the Finance Committee and will be 
going to the Board in March regarding the start up of the Mobile Maintenance Division.  The 
division would require a contribution from VPAHC of up to $150K in start up costs and would 
start as a pilot with VPAHC properties and one employee.  Staff expect this to be a cost 
neutral division and will eventually charge back the services to the individual properties.  We 
expect turnovers will be faster, more efficient and also that our staff will provide better 
customer service to our residents. 

 
8. Date/Time of Next Meeting:    

April 11, 2019 at 5:00 p.m. 
 
 

9. Adjournment 
There being no further business, it was motioned by S. Holman and seconded by J. Mestre- 
Monteiro to adjourn the meeting at 6:06 p.m. 
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ACTION ITEMS  
HUMAN RESOURCE COMMITTEE MEETING 

Updated April 2019 

Item 
# 

Meeting 
Date 

Details Action Comments Due 
Date 

Complete 

1 05/19/2016 Item 7.5 – Conflict of Interest 
Policy 
• Committee recommends that

the Board review By-law No. 8
and By-law No. 11.

L. Gagne

Inc: By-Law No. 11 
passed at May 3rd 
Board meeting and 
AGM as By-Law 
No. 16. 

By-Law No. 11 for 
VPM is pending. 

June 
2019 

2 11/10/2018 Section 9.4 – Guideline for 
Management of Leave Policies 
• Staff to develop a document that

lists and clarifies the various
leaves covered by the ESA and
VPM/VPCHI to assist
Management staff in applying
the leaves policies.

D. Robinson Pending WFN. 

3 21/02/2019 Section 4 – 8.3 of December 6, 2018 
minutes re Policy 2.6 – Group 
Insurance/Pension Plan 
Continuation and Termination 
• Amendments to be brought back

to the Committee for review.

D. Robinson On agenda for 
April 2019 

April 
2019 

4 21/02/2019 Section 6 – Severance for employees 
of Managed Clients when contract 
ends, Section 10 of the ESA. 
• Staff to investigate legalities.

D. Robinson/
Lauren Blumas

June 
2019 
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Victoria Park Community Homes 

155 Queen Street North 
Hamilton, Ontario, L8R  2V6 

 

 

Human Resource Specialist Report 
to the Human Resource Committee 

April 11, 2019 
 
 

PURPOSE 
 

The purpose of this report is to provide information to Members of the Human Resource 
Committee about  issues of significance that have transpired since the last report was submitted to 
the Human Resource Committee at its February 21, 2019 meeting. 

 
 

1. STRATEGIC PLAN 2018-2020 
 

Strategic Priority # 3: Support and sustain a highly engaged and effective workforce. 
[Note: At every meeting I will update the HR Committee on the status of each task and milestone 
and after each one is reported as having been achieved, I will drop it from subsequent reports and 
report on the next task and milestone so only real-time progress will be reported.] 

 

• Tactic 3.8 Investigate Core-Competency Based Model 
 

Phase 2 – Task and Milestones 
2.5 MILESTONE 1: Job descriptions reviewed and up to date.  
 Due date: Extended from December 31, 2018 to February 28, 2019. Outstanding. 
 

Phase 3 – Task and Milestones 
3.1  Management to identify core competency clusters/job families 
 Due date:  January 2019. Outstanding. 
 

3.2 Hold a workshop for each job family to identify core competencies of each job summary in 
 the family. DONE: George Vandermey facilitated a 90-minute workshop for senior and 
 middle managers on March 21, 2019. 
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3.3  Update job descriptions and competencies for all job families.  
 Not begun. Due March/April 2019. 
 
• Tactic 3.9 Develop a succession plan for all key staff. 
 

Phase 1 - Task and Milestones 
1.1 Each Manager ensures new updated job descriptions include service delivery. 
 Due date:  Extended from December 31, 2018 to February 28, 2019. Outstanding. 

 
 

2. ADP SOFTWARE CONVERSION TO WORKFORCE NOW (WFN) 
 

2.1  My thanks to Ewa Arnister for preparing the following status report: 
 

Timeline & Progress to Date 
We are still working through some payroll issues that continue to come to light as we use the 
system at full capacity. We will remain in this final phase, the production phase, until these issues 
are resolved and will not transfer from the ADP implementation team to ADP Customer Service 
until all the ongoing issues and errors have been fixed.  
 

Moving Forward 
We plan to roll out the following HR features of WFN in 2019: 
• Attendance and Paid Time Off (work has already begun on this module.) 
• Annual Performance Reviews 
• Recruitment  
• Company Property Tracking 
• Employment Documents 

 

As well, employees who receive non-cash remuneration (i.e. Quarters Allowance) will be asked to 
register in WFN by the end of 2019. These employees are spouses of Resident Managers who are 
already registered in WFN. 
 

2.2  WFN/ Policy Distribution 
At the last HR Committee meeting I committed to distributing all the HR policies in Workforce Now 
to all registered staff for an annual review by the end of the first quarter of this year. This has not 
happened due to other priorities. I will make this happen within the next 6 weeks and confirm it in 
my next report.  
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3. HEALTH AND SAFETY 

 

3.1  WSIB:  February 7 – April 3, 2019 
• No Form 7s were submitted during this period.  
• As reported by Veronica Fowler, Manager of Finance and Administration, at the  

  February 20, 2019 meeting of the Finance Committee, all source deductions for 
  October to December 2018 were submitted by their appropriate due dates. 

 

3.2  Sick Time  
Appendix 1 shows the total number of sick days taken by employees for the first quarter of 
2019 compared to the first quarter of 2018. Similar to the same period last year, the majority 
of Office Staff and RMs/Maintenance Attendants have not taken any sick days in Q1 of 
2019.  

 

 3.3 Short-Term / Long-Term Disability Leaves 
One Office employee went on short-term disability leave in February for a non-work related 
medical reason. A return to  work date is unknown and it is possible that there will be a 
transition to long-term disability leave. 
 

No employees are on long-term disability leave at present. 
 

 3.4  Fire Drill/Fire Testing Policy 
  Appendix 2 is attached for Committee Members’ information. It is a new Health and Safety  
  policy about Fire Drills and Fire Alarms. The policy has been distributed to staff. 

 
 

4. VACATION CARRYOVER 
Victoria Park’s Vacation Entitlement policy (# D-2.3) states that, “..subject to their manager’s 
approval, employees may carry their earned vacation forward to the following year but must 
take it within the first three months of that year.” Full disclosure: this year 43 employees – 
almost 50% of the workforce (including yours truly) - carried over a portion of their 2018 
vacation entitlement and did not take it during Q1. As of the writing of this report, all but 17 of 
those employees have scheduled this overdue vacation. I have followed up with the managers 
of the 17 employees to ask them to ensure it is scheduled and reminding them that it is 
important not only for the health of their employees but also because the accrued vacation time 
is a corporate liability. 
 

Page 10 of 30



 
 
 
 
 

5. GROUP INSURANCE PLAN PROVIDER CHANGE: UPDATE 
Following the Board’s adoption of the recommendation by the Human Resource Committee on 
March 7, I issued a notice to all staff informing them of the pending change in providers for 
Extended Health and Dental coverage only. I explained that the reason for the change is 
because “Sun Life wanted an increase of almost 25% which is unacceptable. The only way to 
maintain all our benefits and remain with Sun Life at a lower cost would be to decrease our 
benefit coverage. Both the Board and Management recognize that benefits are an integral part 
of an employee’s compensation and did not want to do this.” Several staff expressed thanks for 
this decision. The transition from Sun Life to Green Shield Canada becomes effective May 1. 
 

6. HUMAN RIGHTS COMPLAINT 
Victoria Park has received a complaint filed by a former employee with the Ontario Human 
Rights Commission (OHRC). This employee was terminated last year when her position was 
eliminated after the Operations and Development division was dissolved. In her termination 
letter we stated that “We have looked to see if we have a comparable role to accommodate you 
and have found none.” and that is the basis of the complaint - discrimination because she was 
not offered another position which was posted around the same time of her termination. The 
decision to terminate was made in consultation with a lawyer because we anticipated 
problems. Since receiving the OHRC complaint, we have spoken again with a lawyer and, while 
we firmly believe that no discrimination occurred because this person could not fulfill the duties 
of the posted position, we are prepared to settle for reasons of economy. The original date for 
Victoria Park to file a response with the OHRC was April 22; the complainant’s lawyer agreed to 
extend that deadline by a month while he discusses the possibility of a settlement with her. 
 

7. GENDER DISTRIBUTION 
Further to an enquiry made at the last HR Committee meeting, I am pleased to advise the 
following gender distribution among Victoria Park employees: 
 

 VP Management VP Inc Corporate Total 
Female 26 24 50 

Male 14 32 46 
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8. RECOGNITION FOR YEARS OF SERVICE 
At the March 20th Resident Managers general meeting, Board Chair Steve Holman and Chief 
Operating Officer Charlene Thornhill presented two Years of Service Certificates, one to Ryan 
Tayler and Kayla Volpini-Tayler for 5 years of service and the other to Fay Jolly for 20 years of 
service. The latter became possible because of the Human Resource Committee’s 
recommendation last fall that the Recognition Policy be amended so that in the event of an 
amalgamation or merger, the service record of any employee involved will be from the original 
date of hire, provided the employment is uninterrupted. Ms. Jolly became a Victoria Park 
employee in 2013 when the organization contracted with McMaster Community Homes 
Corporation to manage Cotton Mills Estates in Dundas. We were happy to retroactively 
recognize her 20 years of service since she began working at Cotton Mills Estates in 1998. 
 

 
 

L to R: Ryan Tayler, Steve Holman, Fay Jolly, Charlene Thornhill, Kayla Volpini-Tayler 
Photo Credit: Ewa Arnister 

 
 
 

9. CORPORATE UPDATE/SOCIAL COMMITTEE 
At a Corporate Update held during the afternoon of March 21, Lori-Anne reported to staff about 
the many good news items that occurred during Q1 of 2019 and it was an impressive list: 
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• 7 new hires, including one returning contract employee, two Co-op students, and a
Threshold School of Building (tsob.ca) trainee.

• 2 staff promotions (Petr Bakus to Manager of Resident & Property Services and Ryan Tayler
to Mobile Maintenance Division).

• 2 employee title changes (Veronica Fowler becomes Chief Financial Officer and Charlene
Thornhill becomes Chief Operating Officer).

• 1 new property management client (Rambynas Senior Citizens)
• 1 employee recognition (Fay Jolly for 20 years of service).

Following the Corporate Update, Victoria Park`s annual bowling tournament was held, with the 
largest number of staff participants yet from across all sectors of the organization. This is 
especially noteworthy since, given the nature of their position, most RMs do not have an 
opportunity to regularly interact with Office staff or with each other. My thanks to Petr Bakus 
and a passerby at the alley for commemorating the event in a group photo: 

10. FOOD FOR THOUGHT
For your reading pleasure: Appendix 3 is a 4-page article entitled “Workforce diversity is essential, 
but what does real inclusion look like?” 

Respectfully submitted, 

Darlene Robinson, CHRL

Human Resource Specialist 
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Appendix 1A

During this quarter no office staff  have been absent for 2.5-4.5 days.
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Appendix 1B
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Appendix 1C

During this quarter no RMs or Maintenance staff  have been absent for 5 days or more.
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Appendix 1D

During this quarter no RMs or Maintenance staff have been absent for 5 days or more.
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Appendix 2 
VICTORIA PARK COMMUNITY HOMES – HEALTH & SAFETY 

Section:  Safe Operating Procedures Policy Number:  B 1.1 
 Effective Date:  March 6th, 2019  
Subject:          Fire Drill/Fire Alarm Testing  Revision Date:   
    Page 1 of  5 

 
Fire Drill/Fire Alarm Testing 

 
Policy Statement 
 
Victoria Park Community Homes is committed to the provision of a safe and healthy workplace.     
 
Purpose 
 
To Identify the steps for responding accordingly in case of a fire and to ensure that all staff are 
prepared and protected. 
 
Fire Alarm Testing Procedure 
 
The Ontario Fire Code states that once a month we must do testing of the Fire Alarm System 
as per s.6.3.2.2. This can be very disruptive to our busy work schedules and because of this, we 
have determined that on the provided dates (see list posted in office), YOU DO NOT HAVE TO 
EVACUATE the building. However, if you hear the alarm and it’s not a test day, then follow the 
Evacuation Procedure outlined in the Fire Safety Plan. 
 
Fire Drill Procedure 
 
The Ontario Fire Code states that we must perform Fire Drills to ensure that all staff are aware 
of what to do in case of a fire. We will be conducting these drills quarterly as per s.2.8.3.1(5) of 
the Ontario Fire Code.  During these drills ALL STAFF MUST EVACUATE the building and 
adhere to the Evacuation Procedure outlined in the Ontario Fire Code.  You will be made aware 
of 3 of these dates but 1 will be left as a surprise so that your Joint Health & Safety Committee 
can monitor the outcome. 
 
Evacuation Procedure 
 
Follow instructions listed on page 15 of the Fire Safety Plan. A copy of this and the building 
contact information is included with this policy as an Appendix.  
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Roles and Responsibilities 
 
Employer 
 
• Make sure all staff are aware of this Policy 
 
• Post list of Fire Testing & Fire Drill lists in appropriate areas  
 
Employee 
 
• Become familiar with the General Occupant Evacuation Procedures located on page 15 of the 
Fire Safety Plan (attached) 
 
• Follow the General Occupant Evacuation Procedures in the event of a fire or fire drill 
 
• Participate in the annual fire drills 
 
• Follow directions from the fire wardens in the event of a fire or fire drill 
 
• Head to meet up location which is side walk across from Little Grieg Street Entrance 
 
 
Joint Health & Safety Committee 
 
• Provide Fire Drill/Fire Test Policy to all employees 
 
• Post list on Notice Board of Fire Wardens 
 
• Obtain reports from Fire Warden for each Fire Drill 
 
• Report to Management any problems from Fire Drill 
 
Fire Wardens 
     

- Make sure everyone complies with fire code 
- To lead the fire drills and real evacuation procedures – they must be familiar with all 

escape routes and exits from their designated area 
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- To assist all people in the workplace should an emergency occur, including assisting 
people with special needs, i.e.: helping someone in a wheelchair to evacuate 

- If the fire alarm is sounded, fire wardens have a duty to assist in the safe evacuation of 
workers and visitors from the workplace 

During an evacuation, fire wardens need to: 
- Direct everyone to leave the building using all appropriate routes and exits 
- Check all accessible spaces in their area, including the bathroom, to make sure 

everyone has evacuated 
- Close the doors to help isolate the fire 
- Guide everyone to the assembly area and assist in checking that everyone has arrived 

safely 
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D HITJMAN RESOURCES

Building Owner:

Building Manager/Chief Warden :

Fire Alarm Site Monitoring:

After-Hours On-Gall Response :

Supervisory Stafli Organization:

Victoria Park Community Homes
Management Office
155 Queen St N

Hamilton, Ontario, L8R 2Vo
905-527-0221

Charles Ball
Victoria Park Gommunity Homes
Management Office
155 Queen St N
Hamilton, Ontario, L8R 2V6
905-527-0221 x251
cball@vpch.com

Tyco
1800-289-2647

Gharles Ball
905-512-0636

Location/Section

Entire Building

Dutv

Chief Warden

Representative

Charles Ball

d**
ftEPtorE€ltoxtJtc.t#

14

Page 21 of 30



OCCUPANT

UPON DISCOVERY OF FIRE IN THE BUILDING. OGGUPANTS SHOULD:
1. Assist anyone in immediate danger to evacuate to a safe area.
2. Leave the fire area immediately.
3. Close all cloors behind you to confirm the smoke and fire.
4. Activate the fire alarm and/or alert the Building Manager.
5. Do NOT use the elevators
6. Use exit stairuells to leave the building. Remain Calm
7. Do NOT reenter the building until instructed to do so by staff or the fire department.

IN THE EVENT A FIRE ALARM SOUNDS OCGUPANTS SHOULD:

IF IN YOUR SUITII:
1. Before opLlning the door, touch the door knob to feel for heat. lf it is hot, do not open the

door. lf it is not hot, brace yourself against the door and open slightly. Close the door
immediately if you feel air pressure or a hot smoke draft. Remain in your suite and protect
in place.

2. lf there is no smoke or fire in the corridor, leave your suite, close your suite door behind
you and exit the building by the nearest stairwell. Make sure all corridor and stairwell
doors are closed behind you.

3. Assist othr:rs in the area to evacuate safelv.

IF YOU ARE NOT IN YOUR SUITE:
1. Leave the building via the nearest exit.
2. lf you encounter smoke in the stairway, use an alternate exit or seek refuge in a suite or

other smoke free area.
3. Remain mlm.
4. Do not usr-. the elevator
5. Do not re-enter the building until instructed by staff or the fire department.

IF YOU ARE UNABLE TO EVACUATE THE AREA:
1. Close the door.
2. Seal all cracks around the door and vents (where smoke can enter) with wet towels or

sheets.
Telephoner for assistance (ie: switchboard, administrator, Fire Department)
lf smoke enters your suite keep low, close to the floor and move to the most protected
area of the room. lf possible, open a window unless smoke enters from the outside.
Show your rescuers where you are by handing a sheet from the window or balcony.
lf possible, listen to the voice communication system loudspeaker or Building Manager
for additional instructions.

7. Wait to be rescued.

4.

6.

6,/
lIat''/

dS'"
FrePF','TC7'ANilc'W
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Appendix 3 

https://www.cbc.ca/life/culture/workforce-diversity-is-essential-but-what-does-real-inclusion-look-like-1.5076025 
Workforce diversity is essential, but what does 
real inclusion look like? 
Social Sharing 
8 Canadian women and leaders share their insight 

Natasha Bruno · CBC Life · Posted: Mar 28, 2019 6:05 PM ET | Last Updated: March 28 
 
The case for diversity and inclusion in the workplace is growing stronger and stronger. For many 

companies, devoting efforts and resources toward better mirroring the society that we all inhabit 

makes total sense, including from a financial perspective. But, all too often, businesses misconstrue 

the real meaning of these two, extremely hot, buzzwords. 

Let's be real: advancing diversity and the deeply nuanced issue of inclusion at work is a much more 

complex process than merely improving numbers. And if we truly want a melting pot of people to 

coalesce and flourish, it's going to take more than a written company policy.   

To gain real-world insight into what companies' D&I intentions should look like, we turned to eight 

successful Canadian women whose careers span fields including science, medicine, finance and 

activism. 

Last year, the Women's Executive Network recognized each trailblazer as one of Canada's most 

powerful women, giving them a Top 100 award. And they aren't just changing power structures and 

redefining the "chief seat" in Canadian business due to their gender. Their identities are also tied in 

with race and ability — other crucial layers that also make up a woman and make experiences among 

people completely different. 

Read on for their thoughts on what "diversity" and "inclusion" really mean. 

 

Emily Mills, founder of How She Hustles 

"One of my mentors constantly references diversity and inclusion in this way: diversity is being invited 

to the party; inclusion is being invited to dance. So it's one thing to have diversity in the workplace 

[and be like], 'Oh look, there's a rainbow of people.' It's another thing to say, 'Okay, how are you 

actively participating in this space?' … Diversity is a fact, inclusion is a choice. 
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I think the other piece inclusion is very much about making sure that everyone feels like they belong 

[and] making sure that everyone is able to bring their best — whatever that looks like. It's not just 

about being included [at] someone else's table ... because sometimes that sounds like you're being 

invited into someone else's space. Really making it inclusive [means] it's everybody's space…. 

Everybody has a stake and everybody has a way of playing a role that makes them feel valuable." 

 

Zahra Ebrahim, executive advisor at Doblin 

"When I think of inclusion, I think of a strong sense of belonging somewhere. I think of feeling a sense 

that when I speak, people want to listen … [that] there's willingness to explore it. 

I'm kind of over the conversation of 'count the number of people of colour and women at the table,' 

and then just continue with business as usual. To me, that's offensive because I've been the person 

at that table and it sets it back…. So many women and people find themselves part of these 

conversations or [as] symbolic gestures at these tables. Sometimes you show up and you're really 

excited and then you realize it's just business as usual. The norm is not shaking or breaking. It's the 

same. 

Even within my own community [or with] anyone new, you just want them to have a sense of 

belonging [and] you layer on different cultural dynamics ... different norms, class. When you strip 

away all the assumptions we make about people, that's really hard work, and I think it's work worth 

doing. I just think we need to stop labelling in [a] simplistic way." 

 

Darlene Dasent, vice-president and chief financial officer at The University Health Network 

"What I find to be most essential [in the world of business] is to have diversity of perspective and 

diversity of thought. And, of course, your perspectives and your thoughts are often shaped by the life 

that you've lived before, which in turn is shaped by your gender, race — it's shaped by a variety of 

things…. When you have different perspectives around the table, I feel strongly that you come up with 

a more wholesome and better decision." 

 

Claudette McGowan, chief information officer at the Bank of Montreal, founder of Black Arts & 

Innovation Expo 

"Diversity and inclusion are about difference; everybody brings their unique self to whatever they're 

doing. The respecting and valuing of that difference is very important. Inclusion is more about a 

feeling — I think about inclusion and belonging. You can have a corporate mandate that says 'We're 
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all for diversity,' but how does that actually manifest? When you look at things like pay equity, are you 

seeing that? 

Having certain [diverse] people on a corporate flyer or some type of annual report, but not seeing 

them at every level is very critical to me. Diversity that works tells me that people are treated equally, 

paid equally and also that you've got everybody having a voice and a seat at the table." 

 

Dr. Marcia Anderson, MD, executive director of Indigenous Academic Affairs at the University of 

Manitoba's Ongomiizwin Indigenous Institute of Health and Healing 

"I actually never use [the terms 'diversity' and 'inclusion,'] because I think people use them very 

uncritically in ways that invite people to the table — but on the terms of the status quo. And the 

reason why people like me, as a visibly Indigenous woman, don't get to the table in the status quo is 

because this country was founded on white supremacy and patriarchy. 

I think most institutions, when they approach diversity and inclusion, do it in ways where they don't 

challenge the inequitable distribution of power, of money and of resources that keep racialized 

people, that keep Indigenous people, [and] that keep people who experience multiple forms of 

oppression like racism or homophobia or gender[-based discrimination] … out. So we always end up 

being the exception within the rule, as opposed to changing the rule. 

I prefer to talk about the balance of power and the structures of disadvantage and the structures of 

inequality so that if we're going to aim for meaningful change, we're going to do it in ways that are 

lasting, that are rights-based, that fundamentally challenge structures and that outlast people's or 

institutions' periods of benevolent intentions." 

 

Dr. Nirvani Umadat, dental surgeon, founder of Dr. Nirvani Radha Umadat Dental Corporation 

"We all [show up] with our own set of experiences, our own set of values and our own set of beliefs, 

[but] often, when you get to a workplace, those things are directed [at you], and you're driven toward 

a track of thinking. 

And I think, as much as you want everyone on your [company] team to be on board with your vision 

and your mission, diversity is allowing everyone … that you include in your team to express those 

things [experiences, values and beliefs] about themselves. When you do that, then you drive 

inclusion."   
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Maayan Ziv, founder and CEO of AccessNow, activist, photographer and entrepreneur living with 

muscular dystrophy 

"When I heard the news about receiving this award, I was thinking about when I was a young girl ... 

looking around at TV shows and movies and influential business people ... those figures who people 

look to for inspiration for role models. And I didn't really see anyone who looked like me. 

When I think about diversity, it's every single different perspective, it's all of the different people who 

come from different backgrounds …  and inclusion is about recognizing the strength in each of those 

perspectives … and being devoted enough to actually making sure every person is not just [present] 

but supported and valued — and given equitable opportunity to actually reach their full potential. 

I've been hypervisible my whole life. I've always been, for the majority of my experiences, the only 

person who looks like me in any conversation or in any room … [If you look at the statistics], there are 

one in seven Canadians who experience a disability … so I've always seen my visibility or my 

representation as a statement not just of 'Here I am,' but also advocacy. [That] I exist in this industry, 

or I have something to say. 

And I'm not just doing it for me. I'm trying to carve out a space for others to do the same — to act as a 

role model that I didn't get to see as a kid." 

 

Maili Wong, author, Canadian investment advisor and first vice president and portfolio manager at 

CIBC Wood Gundy 

"To me, diversity and inclusion are really mindsets … mindsets [that are] open to different 

perspectives. My personal belief is that … diversity of thought is really valuable, and diversity of 

thought actually leads to a more constant state of evolution, so we all collectively benefit by 

embracing different perspectives…. I think it also comes from letting go of pre-conditioned biases 

[and] first being aware of what the biases are." 

These interviews have been edited and condensed. 

 
Natasha Bruno is a Toronto-based writer with an obsession for beauty, health & wellness, women's 
issues, and curly hair. Follow her journey on Instagram @natashajbruno. 
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Report 

Date: June 21, 2018; Updated April 4, 2019 

 

To: Human Resource Committee Members  
From: Darlene Robinson, CHRL 

HR Specialist 
Subject: New Policy re: Discontinuing Benefits 
 
Purpose: 
 
To obtain Board approval of a new policy about when employee benefits are discontinued. 
 

 
Background: 
 An excerpt from the attached article reads: 
 

Increasingly, employers are developing policies which indicate that an employee who is off for more 
than 12, 18 or 24 months on a leave of absence will have their benefits discontinued. Maternity and 
paternity time off do not count. If this policy is already in place and you discontinue benefits, it will not 
constitute discrimination under the Ontario Human Rights Code, nor will it allow the employee to take 
the position that you have terminated them by discontinuing their benefits coverage. You are simply 
following the established policy. 
 

Hamilton Spectator: “How long must business keep job open for sick worker?” 
Opinion Dec. 11, 2017 by Ed Canning, Ross & McBride LLP 

 
My thanks to Veronica Fowler, Manager of Finance and Administration, for forwarding this article to 
me. 
 
History of HR Committee Consideration of this Item: 

• This new draft policy was first discussed at the June 2018 meeting of the HR Committee. The 
minutes of that meeting show that 

  
“Because the Committee has requested that D. Robinson investigate an over-arching policy, it was agreed to defer 
approval of this policy until the next meeting when the Committee gets an update.” 
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• When the over-arching policy was brought forward at the October 2018 meeting, the minutes 
show that  
 

  “It was agreed to table this policy for now until we know the future of Bill 148.” 
 

• At the January 21, 2019 meeting the HR Committee agreed to bring the draft policy about 
continuation/termination of benefits of employees on leave forward for consideration at its 
next meeting. 

 
 
Recommendation: 
 
THAT the HR Committee approve the attached draft policy. 
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VICTORIA PARK COMMUNITY HOMES - HUMAN RESOURCE POLICIES 

Section: Compensation Policy Number:  D-2.6 

Sub-section: Benefits Effective Date:  April 11, 2019 

Subject: Group Insurance/Pension Plan 
 Continuation and Termination 

 

Page: 1 of 2 

 

Group Insurance/Pension Plan: 
Continuation and Termination during a Leave of 

Absence 
 

Purpose: 
Victoria Park has established certain benefits to attract new employees as well as 
retain and motivate current employees.These benefits are discretionary; they are not 
legally required. 
 
This policy establishes a structure that identifies the duration of an employee’s 
group insurance and pension plan coverage when an employee is on a leave of 
absence. 
 

Qualification: 
All employees of Victoria Park Community Homes who are enrolled in the 
organization’s group insurance policy and/or pension plan. 
 

Policy:  
Maximum 24 months of coverage during a Leave of Absence 

1. Victoria Park will maintain an employee’s group insurance and/or pension 
plan coverage for up to 24 months from the start of a leave of absence. After 
24 months these benefits will be discontinued. 

2. Victoria Park will continue to make contributions toward the employee’s  
pension plan upon receipt of the employee’s cash contributions. 
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3. Human Resources will advise the employee in writing at the start of the leave 
of absence about the length of time they will continue to have benefit 
coverage and will send another written reminder after 18 months. 

4. Human Resources will advise the employee in writing at the start of the 
unpaid leave of absence about their option to continue their pension plan 
contributions. 

5. This policy will be implemented fairly and consistently throughout the 
workforce. 

6. This policy does not apply when an employee is on any leave whereby there is 
a legislated right for the employee to continue to participate in a benefit plan 
during their leave.  (e.g. pregnancy, parental, sick, family responsibility, 
bereavement, declared emergency, family caregiver, family medical, critical 
illness, organ donor, domestic or sexual violence, child death or crime-related 
child disappearance leave) or on anyo ther leave under the ESA as amended 
or its successor legislation. 

 
Reference: https://www.ontario.ca/document/your-guide-employment-standards-
act-0/benefit-plans 
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