
BUILDING OUR COMPETENCIES,
ENGAGEMENT AND COMMITMENT
TO DIVERSITY, EQUITY & INCLUSION

Enrollment through conversation: We invite employees to fireside chats led
by a DEI consultant; we record and share with staff candid conversations
between our CEO and a DEI consultant covering a range of topics.
DEI courses: We send team members to courses on DEI hosted by the CCDI
and others.
Early enrollment (DEI foundational learning): We provide eight hours of DEI
instruction in the Altis Academy, covering a range of topics, including Writing
Inclusive Job Postings, Human Rights & Interviewing and Microaggressions.
DEI certification: We have our team members trained through the AIRS
Certified Diversity and Inclusion Recruiter course.
Recognition of religious holidays: We celebrate the holidays of our team
members by offering additional time off or personalized gifts.
Uncovering bias - training and engagement: We have staff complete the
Harvard Implicit Association Test, a free online assessment that uncovers
unconscious biases; we also conduct unconscious bias training sessions
covering key biases present in recruitment and selection.

One of the key things we’ve learned on our Diversity, Equity & Inclusion journey: it’s not a start-to-finish kind of
trip. Instead, it’s a continuous voyage of learning and relearning.

Likewise, we’ve learned that for this kind of work, the one-and-done diversity training session wasn’t the best way
to bring our team on board. 

So, how are we enrolling our team in our DEI journey? Here are some of the key ways we’ve fostered greater
diversity, equity and inclusion at all levels: company, employee, leader and community. 

Company-Level Enrollment
COMMUNICATING OUR VISION FOR AND COMMITMENT TO DEI

DEI as a guiding principle: We added Diversity as one of our core values, so staff understand its importance
and our commitment to it
DEI committee: We launched a conversation-based DEI employee committee. When we asked for volunteers,
18% of employees signed up and continue to contribute routinely.
Canadian Centre for Diversity and Inclusion (CCDI): We became a member of CCDI and regularly share their
trends and issues with our staff. We also encourage staff to attend CCDI webinars on various topics.
Internal DEI newsletter: We issue a monthly internal DEI newsletter, including books, upcoming dates,
courses, definitions, etc.
DEI resources: We maintain and share with staff a list of top DEI resources, including books, podcasts, films,
articles, etc. 

Employee Engagement
ENGAGING OUR EMPLOYEES THROUGH AWARENESS AND LEARNING

DID YOU KNOW?

While diversity training
sessions can help raise
awareness, studies have
shown that they don’t change
behaviour on their own, so we
opted for a multi-pronged
approach that includes
continuous conversation,
learning and discovery.

https://airsdirectory.com/products/certified-diversity-and-inclusion-recruiter-11-0-cdr
https://implicit.harvard.edu/implicit/takeatest.html
https://ccdi.ca/
https://www.weforum.org/agenda/2018/06/diversity-training-change-behaviour-gender-equality-work/


THE FOUR MOST COMMON UNCONSCIOUS BIASES IN THE
RECRUITMENT AND SELECTION PROCESS: 

Leader Competencies
BUILDING INCLUSIVE LEADERS

The best way to build an inclusive culture and make people feel like they’re being treated fairly, are valued
and belong (all of which contributes to high performance) is to hire and develop inclusive leaders. Here are
some of the things we’re doing:

Hiring for diversity and inclusivity: We include questions about diversity in our leader selection process.
Core competency for all leaders: Through anonymous employee engagement surveys, we ask whether
team members feel they are being included and belong in our company. We then share this feedback
with our leaders, highlighting the importance of a commitment to diversity and inclusion in leadership.
Leader involvement in DEI initiatives is also integrated into our leadership reviews. 

Affinity Bias: Gravitating toward people like yourself (i.e., same race, gender, age, etc.)
Confirmation Bias: Looking for information that confirms your existing beliefs (e.g., trying to validate that a
candidate without Canadian experience is less competent)
Performance Bias: Overestimating the performance of high-status individuals (e.g., white males) while
underestimating the performance of people from lower-status groups (e.g., BIPOC women)
Beauty Bias: Judging people, especially women, based on how attractive you think they are, and treating those
you find attractive more favourably

Community Level
ENGAGING OUR COMMUNITY

DEI webinars: We share our DEI journey with our community through free webinars.
Diverse candidate slate: We intentionally prepare and share with our clients a diverse slate of qualified
candidates.
Advocating for diverse candidates: We actively champion qualified candidates who may face common
barriers to employment (e.g., they may have a foreign accent or lack Canadian experience).
Altis in Action Blog: We share our ongoing actions and initiatives related to DEI on our blog.

DID YOU KNOW?

According to Deloitte, what leaders say
and do makes up to a 70% difference
when it comes to employees feeling
included.

https://hbr.org/2020/03/the-key-to-inclusive-leadership


Our words in action:
ALTIS.EXCEL NEWCOMER PROGRAM
Most new immigrants to this country are highly skilled professionals, but when they arrive and start looking for
work, many of them hit the “Canadian experience” wall. 

However, Canadian experience doesn’t mean better experience. 

We created the Newcomer Program in 2017 to create opportunity for talented newcomers, and have since
welcomed more than 65 professionals to participate in a paid internship with Altis.Excel, teaching them relevant
skills while providing real-life Canadian work experience. 

YOUR OPPORTUNITY TO GET INVOLVED!
When immigrants win, we all win. To bolster your team with hard-working, talented professionals, contact us to
learn more about hiring talented grads from our Newcomer Program: newcomers@altisrecruitment.com.

Where Diverse Talent Meets Opportunity
Canadian staffing leaders since 1989, our talent is finding the best people to fuel your success. And finding
diverse talent is only the first step. Beyond making initial introductions, we also share helpful research, resources
and tools with clients and candidates alike because a win for one is a win for us all. 

The key is making sure everyone has the same chance of winning.

We recognize that BIPOC Canadians face systemic barriers to meaningful employment, which is one of the most
important drivers of equality. We are committed to intentionally recruiting, advocating for, and including diverse
talent — exceptional candidates who reflect the communities where we live and work — for all client requirements. 

By connecting you to top talent, and setting each candidate up for success, we're building communities and
careers worth celebrating. And having a lot of fun doing it.

HIRING INCLUSIVE LEADERS—
QUESTIONS WE ASK: 

Tell me about a time when you advocated for
diversity and inclusion in the workplace.
How do you make your direct reports feel a
sense of inclusion, belonging and equity on a
daily basis?
What steps will you take to eliminate bias from
your hiring process? 

https://blog.altisrecruitment.com/newcomer-program/

