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These days, with growing interest in diversity, equity and inclusion, people are looking to educate themselves, get
involved and become allies. In Canada last year, according to Google trends, some of our top searches were
related to DEI. For example, Blackout Tuesday, Black Lives Matter, Systemic Racism, BIPOC and “What is
Juneteenth?”

A key factor in this quest for knowledge is language. And in the realm of DEI, it can mean adding new words to
our vocabulary.

To help clarify some of the words that may be new to you--and honour the people they represent--we’ve put
together this list of the key terms we referred to in our recent DEI webinar, along with definitions we’ve found
helpful and examples of how they’re used in the workplace and our day-to-day work.

Note: We’ve drawn these definitions from a variety of sources and acknowledge that there are multiple ways to
explain different terms—this is by no means a definitive guide.

A
The tendency to gravitate toward people like ourselves (i.e., hiring someone who shares the
same race, gender, age, religion or education as ourselves). See also: Bias, Unconscious bias.
Example: When interviewing a candidate, you learn she comes from your hometown, so you
favour her over candidates from other locations. 

AFFINITY
BIAS

Discrimination against people because of their age, often based on stereotypes, which is
illegal in Canada. According to a 2012 Revera report, half of Canadians say ageism is the most
tolerated social prejudice (versus gender or race-based discrimination). Often not taken as
seriously as other forms of discrimination, ageism can have the same economic, social and
psychological impact as any other form of discrimination. Tip: To be more inclusive, when
creating job ads, remove age barriers by avoiding language like “fast-paced environment,
energetic, technology ninja.”

AGEISM

People who actively promote a culture of inclusion through intentional, positive and conscious
efforts that benefit groups other than their own, especially disadvantaged or oppressed
groups. Allies take supportive action on their behalf, commit to reducing their own complicity,
and invest in strengthening their own knowledge and awareness of oppression. For example:
If you witness bias, discriminatory behaviour or microaggressions in the workplace or
elsewhere, rather than staying silent, become an ally and speak up about it. See also:
Microaggression

ALLY

The act of being an ally. See also: Performative allyship.ALLYSHIP

https://trends.google.com/trends/yis/2020/CA/
https://trends.google.com/trends/yis/2020/CA/
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A
ANTI-RACISM The only way to counter the effects of systemic racism is to actively break it down

by becoming an anti-racist. Example: Instead of saying, “I’m not racist,” which is
passive (you don’t really need to change your behaviour in any way), work to
become an anti-racist by actively speaking up whenever you witness discrimination
based on race and openly advocating for changes in your workplace and social life.

B
The feeling of security and support that people feel when they are accepted.
Whereas diversity is more factual—you can quantify the diverse makeup of your
workforce—and inclusion is more of a choice—you can choose whether to include
diverse voices at the table—belonging is more of a feeling. How does everybody feel
when they’re actually at the table? Do they feel like they belong there? Example: In
your organization, you hire or promote more women of colour in senior leadership
roles and you include them in management team meetings. However, when these
women try to voice their opinion, others speak over them. Result? They will quickly
feel that they don’t belong there.

BELONGING

Everyone has biases, those unfair prejudices or judgments in favour or against
certain groups based on preconceived ideas. Whether conscious or not (See also:
Unconscious bias, Affinity bias), biases take many forms—they can be based on age,
ethnicity, sexual orientation, etc.—and can have an impact on many areas of the
workplace, from hiring to creating an inclusive culture. Example: Bias in the
recruitment process can result in missing out on sourcing and hiring the most
talented and qualified candidates. You might automatically discount older
candidates, for example, thinking they won’t “fit” the culture, are over-qualified, or are
maybe not tech-savvy enough for the job.

BIAS

Acronym for Black, Indigenous and people of colour. Some people oppose its use
since it collects all groups together as one, whereas not all people of colour face the
same levels of injustice. Note: In Canada, it can sometimes be written as IBPOC,
putting Indigenous people first to recognize that they are the first peoples of this land.

BIPOC
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D
Often used incorrectly to describe someone who is different from the perceived
majority; it should only be applied to an entire collective made up of things that are
different from each other, not to an individual or a subset of a group. Example:
(correct) “We have a diverse workforce.” (incorrect) “I just hired a diverse
employee,” or “The diverse employees were less likely to feel a sense of belonging.”

DIVERSE

The psychological, physical and social differences that occur among any and all
individuals, including race, ethnicity, nationality, religion, socioeconomic status,
education, marital status, language, age, gender, sexual orientation, mental or
physical ability, learning styles, etc.

DIVERSITY

E
Not to be confused with equity, equality refers to giving everyone equal access to
the same resources and opportunity to have a safe and healthy life. Example: An
employer opts to provide all staff members with the same standup desk, thinking
this will improve their overall health and wellbeing. However, the desks do not
consider employees in wheelchairs or those for whom standing is not possible.

EQUALITY

Levels the playing field by addressing discrepancies and ensuring that everyone
has what they need to succeed. Employees have different needs; certain teams or
demographics need specific support or resources to be successful. Equity requires
organizations to be adaptable and willing to work with their employees to ensure
everyone’s success. Example: Building on the example above, to help foster the
health and wellbeing of all employees, the organization should survey employees to
determine which of them requires an ergonomic desk tailored to their particular
physical needs.

EQUITY
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M
A group of people that does not enjoy the same privilege as that of the rest of
society. Example: Members of BIPOC communities are marginalized in Canada.

MARGINALIZED
GROUP

Everyday verbal, non-verbal and environmental slights, snubs or insults, whether
intentional or unintentional, that communicate hostile, derogatory or negative
messages aimed at a person based solely on their membership in a marginalized
group. Example: You think you are complimenting an Asian woman during a job
interview by saying, “You speak such good English!” This is a microaggression. 

MICRO-
AGGRESSIONS

I
The act of creating environments in which any individual or group feels welcomed,
respected, supported and valued to fully participate. An inclusive and welcoming
climate embraces differences and offers respect in words and actions for all people. 
Example: In the workplace, acknowledge cultural and religious holidays that are not
officially recognized as statutory holidays in Canada. For example, for Chinese New
Year, offer employees who celebrate this day the opportunity to take a paid day off to
spend with their families and loved ones.

INCLUSION

You may have diverse, multidisciplinary teams that include women and men,
people of different cultural backgrounds, and younger and older workers.
However, putting them together doesn’t guarantee high performance. It requires
inclusive leadership — leaders who ensure that all team members feel they are
treated respectfully and fairly, are valued and sense that they belong, and are
confident and inspired. Did you know: Research by Deloitte (2019) found that
teams with inclusive leaders are 17% more likely to report that they are high
performing, 20% more likely to say they make high-quality decisions, and 29%
more likely to report behaving collaboratively.

INCLUSIVE
LEADERSHIP
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R
A social construct that artificially divides people into distinct groups based on
characteristics such as physical appearance, ancestral heritage, cultural affiliation, cultural
history, ethnic classification, and the political needs of a society at a given period of time.
Note: Race and ethnicity are often used interchangeably. Whereas race is understood by
most people as a mixture of physical, behavioral and cultural attributes (for example,
someone who is Black, Asian, etc.), ethnicity recognizes differences between people
mostly on the basis of language and shared culture.

RACE

Individual and institutional practices and policies based on the belief that a particular
race (i.e., white) is superior to others. This often results in depriving certain people and
groups of rights, resources and the opportunity for social, educational and political
advancement.

RACISM

The pronoun or set of pronouns that an individual uses and would like others to use
when referring to them (for example, she/her/hers). Note: Replaces the term Preferred
Gender Pronoun, which incorrectly implies that their use is optional. Did you know:
Many languages, including English, use gender binary pronouns and suffixes. For
example, 'he/him/his' with men and 'she/her/hers' with women. However, this binary
reference doesn’t encompass today’s increasingly broad number of gender identities
and expressions. Gender-expansive employees – those who do not self-identify as
male or female – may opt to use pronouns such as "they, them and theirs" instead of
the gendered pronouns. Also, gendered honorifics such as "Ms." or "Mr." may be
altered to the more inclusive "Mx (pronounced as MIX). Correctly using an individual's
preferred pronoun is an easy way to show respect and signal an inclusive
environment. Pro tip: To be more inclusive in the workplace, encourage all employees,
regardless of their gender identity, to put their preferred pronouns in their email
signature. This signals to all staff that they can freely express their own personal
pronoun. When preparing event materials, confirm with all speakers what their
preferred pronouns are, so you can use them correctly in intros and bios.

PERSONAL
GENDER
PRONOUN

P
(vs. Allyship) When someone from a non-marginalized group (e.g., white, able-bodied,
etc.) professes support for and solidarity with a marginalized group in a way that is
superficial/not helpful or, in some cases, actually harmful to that group. It can
sometimes be motivated by personal benefit (i.e., to improve their personal or
company brand by seeming to be an ally publicly) rather than a true desire to support
the person/group in question. Example: For Chinese New Year, you ask staff members
who celebrate the holiday to write posts on your company social media accounts,
describing their traditions. You think you’re doing good by highlighting that your
company supports Chinese New Year. However, you’re actually being a performative
ally, benefiting from your employees’ willingness to share their stories publicly, rather
than supporting them during a very important tradition. Instead, consider offering a
paid day off, so they can celebrate with their loved ones. Or offer to send them a gift
certificate to help pay for a celebratory meal. You don’t need to show support publicly
to be a true ally.

PERFORMATIVE
ALLYSHIP
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QUESTIONS? COMMENTS?
If you have questions about any of these definitions or feel we’ve missed any key terms, we’d love to hear
from you: diversity@altisrecruitment.com.

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.

WHERE DIVERSE TALENT MEETS OPPORTUNITY

ADDITIONAL DEI RESOURCES
As we continue on our DEI journey, we’re developing a series of resources that we've found helpful--
everything from lists of current educational materials to top tips for enrolling your team in DEI and how-to
guides for disrupting bias in the recruitment process. 

To request copies of these resources, along with a high-level snapshot of our DEI strategic plan, please
contact us: diversity@excelhr.com.

U
(see also Bias) Unconscious biases—also known as implicit biases—are social
stereotypes about certain groups of people that individuals form outside their
own conscious awareness, stemming from our tendency to organize social
worlds by categorizing. These biases can refer to a person’s race, ethnicity, age,
gender, gender identity, physical abilities, religion, sexual orientation, weight etc.
Example: In the hiring process, you notice that a candidate graduated from the
same university as you, so you favour her over candidates educated at other
institutions. This is known as affinity bias—the tendency to gravitate toward
people like ourselves (i.e., hiring someone who shares the same race, gender,
age, religion or education as ourselves).

UNCONSCIOUS
BIAS

mailto:diversity@excelhr.com
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