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The Ontario Arts Council (OAC) is a publicly funded, independent agency of
the Ontario Ministry of Tourism, Culture and Sport that supports artists and
arts organizations in Ontario through grants, awards, and services. Since its

establishment in 1963, OAC has played a vital role in promoting and

assisting the development of the arts and artists for the enjoyment and
benefit of Ontarians. OAC'’s mandate is to foster the creation and
production of art for the benefit of all Ontarians.

In 2016-2017, OAC supported about 1,660 individual artists
and 1,100 arts organizations through grants totaling $50.8
million. OAC welcomes all forms of artistic expression, and its
programs serve a variety of disciplines, practices, and communities
across the province.

OAC has a staff of about 70 people working in granting, services to the
arts community, and administration.

These staff serve a growing and increasingly diverse provincial population of almost 13.5 million residents.

Recently released 2016 Census data show that:

29% of the province's population was
born outside of Canada (3,853,145),
ot®% |\ - 00e
':a"‘ with almost 12% of the province’s
immigrant population coming to '-'
Canada between 2011 and 20161

-
Eiw Ontarians report speaking over 100 ‘ 2.8% of the provincial population
._m different languages™ . reported an Indigenous identityt™!

29% of Ontarians are racialized?
(3,885,585), with South Asians, East
Asians, and Black people being the
three largest racialized groupstt!

Estimates of the size of the LGBTQ+

population range from 3% who () In 2012, 11%"! of the province's
self-identified as gay, lesbian, and working-age population (i.e., those
bisexual through the Canadian ‘ aged 15 to 64) reported having a
Community Health Survey to 5% who disability, while 8% of the labour force
self-identified as lesbian, gay, bisexual, reported a moderate, severe, or very
or transgender through a Forum severe disability.!

Research poll of Canadians!

W Statistics Canada. Community Profile, 2016.

121 The term "racialized" is used throughout this report to replace the term "visible minority" used by Statistics Canada. This definition includes those
who self-identify as South Asian, Chinese, Black, Filipino, Latin American, Arab, Southeast Asian, West Asian, Korean, Japanese, Mixed Race, and others
who identify as non-White and non-Indigenous.

Bl Statistics Canada. Canadian Community Health Survey, 2014.

¥l Forum Research Poll, 2012.

181 Statistics Canada. Canadian Survey on Disability, 2012.

161 Statistics Canada. Canadian Survey on Disability, 2012. o
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BACKGROUND

OAC has an Equity Plan that is part of its current strategic plan, Vital Arts and Public Value 2014-2020, and guides OAC'’s
decision-making over the next five years. The vision statement from OAC's Equity Plan is:

‘ ‘ The OAC is inspired by and values Ontario’s
artists, who help shape our thriving and diverse
society and express the richness of our stories,

histories and cultures. Therefore, as a public

agency, funder and employer, OAC will lead

and be responsive and inclusive in supporting

diverse artists, artistic practices, arts
communities and our own organization. , ,

As such, OAC’s Equity Plan has diversity as one of its core values, specifically stating that OAC board, staff,
applicants, and assessors will reflect the diversity of the public it serves, with an objective to enhance
diversity in OAC staff, board, hiring committees, peer-assessment committees, vendors, and suppliers.

The Staff Demographic Survey was identified as an activity in support of the Equity Plan to help OAC know
how the diversity of its workforce compares with the community it serves. The survey results create a
baseline and will enable OAC to measure progress over time.

Also, by better understanding who OAC employees are, the organization will be able to identify gaps and
create programs, priorities, and resources to help build an even more inclusive, welcoming, and supportive
environment for everyone.

In 2017, OAC contracted with Turner Consulting Group to conduct a Staff Demographic Survey.

The objectives of the survey were to answer the following questions:

What is the current demographic makeup of OAC staff?

(5% What is the representation of employees in various demographic identities, including race,
gender identity, sexuality, age, religion, and disability?

How does the OAC workforce compare to the diversity of Toronto and Ontario, using census
data, or other comparative data sets?

o Lo

What identities are reflected in different types of positions/levels at OAC?

@ How does that compare to overall OAC demographics?

24
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THE SURVEY

D The Survey

The Staff Demographic Survey was created with input from members of OAC'’s Equity
Committee and further refined by the consultant. The questions were designed to allow a direct
comparison of the composition of the OAC workforce to the recently released 2016 Census data.

Additional data on length of service, level in the organization, and type of position were collected to help
identify any barriers to hiring and advancement of particular groups within the organization.

D Administration of the Survey

A high survey response rate is critical to having an accurate picture of the diversity of the

workforce the more employees who complete the survey, the more accurate the snapshot

will be of the OAC workforce.

Key to a high survey response rate is the administration of the survey. The goal of the survey
administration strategy is to ensure that all employees know about and can complete the survey. This
includes having a communication strategy that addresses the concerns of employees and encourages them
to participate in this important organizational initiative.

The Staff Demographic Survey was announced at an all-staff meeting. It was followed up by an email from
the Director & CEO. An additional email was distributed to staff from the Equity, Diversity and Accessibility
Coordinator, with links to Frequently Asked Questions, a Confidentiality Fact Sheet, and a preview of the
survey.

Alink to the OAC Staff Demographic Survey was emailed to staff by Turner Consulting Group. Staff were
given two weeks (October 30 to November 10, 2017) to complete the survey, and reminder emails were
sent during that period.

D Analyzing the Data
Because participants were able to opt out of answering a question by selecting the response "l
choose not to answer," not all participants responded to each question.

The percentages were calculated based on the total number of staff who chose to participate in the Staff
Demographic Survey by answering even one question. To ensure that employees cannot be identified and
that their privacy is protected, where there was at least one but fewer than five responses (5 would be 8%
of the 60 survey respondents), the percentage is displayed, such as "<8%".

P Retaining the Data
This survey represents a one-time snapshot of the organization. The database will be retained
for one year to allow OAC to request any additional analysis that may be needed.

At the end of the one year period, the data will be deleted.
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RETURN & RESPONSE RATES

} The Survey

The survey rate represents the number of staff who confirm receiving the survey, whether they completed
it or not. The formula for calculating the survey rate is as follows:

Number of employees that logged into the survey,
whether they answered any questions or not
Total Number of Employees

To allow the consultants to track the survey rate, staff were asked to enter their email on the landing page
of the survey. They were then asked to indicate whether or not they choose to participate in the survey.
The survey tool ensured that email addresses were not connected to the responses to the questions,
allowing employee confidentiality to be maintained. This process allowed Turner Consulting Group to track
the survey rate and follow up with staff who had not logged into the survey tool.

Survey Rate ——

The goal was to achieve a survey rate of 100%, meaning that all employees know about
and indicate that they had the opportunity to complete the survey. Of the 70 employees,
66 logged onto the survey and confirmed receipt, achieving a survey rate of 94%.

} Response Rate

The response rate is the proportion of employees who chose to participate in the survey by answering at
least one of the questions. The Canadian Human Rights Commission has identified that a survey response
rate of 80% is needed to ensure that the data accurately reflects the composition of the organization’s
workforce.

The response rate is calculated as follows:

Number of employees who participated in the
survey by answering at least one question

Response Rate —

Total Number of Employees

Of the 66 employees who logged on to the survey, six chose not to participate in the survey.

In total, 60 of the 70 employees answered at least one question. This results in
an 86% response rate and provides data that accurately reflects the composition
of OAC’s workforce.
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2 d

Female Male
24% Male OAC Staff Demographic Survey 23%
76% Ontario
Female @~ Population (2016) 48.8%
Workforce Population Aged 51.3%
15 Years and Over (2011)2 =
Toronto CMA
Population (2016)7! 48.5%
o e
0% Non bmary., Workforce Population Aged
Trans, Two-spirit 15 Years and Over (2011)® 51.3%

The OAC Staff Demographic Survey allowed survey

respondents to identify as men, women, non-binary, trans,
and two-spirit. It also allowed respondents who don't
identify with these terms / categories to specify the
gender with which they identify.

While the Staff Demographic Survey used inclusive
terms under the question "gender identity," the
census uses "male" and "female" as categories for
gender. Those who identified as "women" on the
OAC Staff Demographic Survey were counted as
"female" and those who identified as "men" were counted
as "male" for the purposes of comparison to the Census.
Further, while Statistics Canada collects data on gender, it
does not allow Canadians to identify as a gender other than

"female" or "male". As such no census data is available on Canadians who identify as non-binary, trans, or
two-spirit.

A slightly larger proportion of both the provincial and Toronto CMA workforce populations (aged 15 years
and over) is female. However, given that men have a higher labour market participation rate than women,
men make up a slightly larger proportion of the labour market.

By contrast, the vast majority of OAC employees identify as female (77%), with the remaining 23%
identifying as male. No employee identified as non-binary, trans, or two-spirit.

7 Statistics Canada. Community Profile. 2016.
18 Statistics Canada. Employment Equity Data Report. 2011.
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DEMOGRAPHIC OVERVIEW

b Sexual Orientation

IR PS4

20% Lesbian, Gay, 73% Heterosexual 7% No Answer

Bisexual, Queer

20% of OAC employees identified as lesbian, gay, bisexual, or queer, with 73% identifying as heterosexual.
Seven percent of survey respondents chose not to answer this question.

Sexual orientation and gender identity is not asked on the Canadian census. One estimate on the size of the
LGBTQ+ population comes from the 2014 Canadian Community Health Survey, the first Statistics Canada
survey to include a question on sexual orientation. In total, 3% of Canadians aged 18 to 59 self-identified as
gay, lesbian, or bisexual - 1.7% self-identified as gay or lesbian and 1.3% as bisexual.

Another estimate on the size of the LGBTQ+ population comes from a 2012 Forum Research poll, which
found that 5% of Canadians aged 18 and over identify as lesbian, gay, bisexual, or transgender.”!

Using either estimate, staff who identify as LGBTQ+ are well-represented in the OAC workforce. However,
it should be noted that none of the employees identify as non-binary, trans, or two-spirit.

PISee http:/news.nationalpost.com/news/canada/the-true-north-Igbt-new-poll-reveals-landscape-of-gay-canada
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DEMOGRAPHIC OVERVIEW

c Disability

20% Physical Disability, Health 30% Persons

condition & learning disability with Disability

STAFF
DEMOGRAPHIC
SURVEY

Mental health ONTARIO
disability

8% Labour
Market

Close to a third of OAC employees (30%) reported having a disability. The survey asked those who indicated
that they have a disability to specify the type of disability. Their responses indicate that mental health
disabilities are by far the most common type of disability in the OAC workplace: 23% of OAC employees
reported having a mental health disability, while 20% reported having a physical disability, health condition,
or lear ning disability. A number of employees reported having multiple disabilities.

The 2012 Canadian Survey on Disability (CSD) is a national survey of Canadians aged 15 and over whose
everyday activities are limited because of a long-term condition or health-related problem®. For the
general working-age population (i.e., those aged 15 to 64), the disability rate for Ontario was 11.4%, with
pain being the most common form of disability, followed by mobility and flexibility limitations. In 2011,
persons with moderate, severe, or very severe disabilities made up 8% of those in the labour market.[?
Using either figure, persons with disabilities are well represented in the OAC workforce.

1101 Statistics Canada. Canadian Survey on Disability. 2012.
11 Statistics Canada. Canadian Survey on Disability, 2012.
112 Statistics Canada. Canadian Survey on Disability. 2012.
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DEMOGRAPHIC OVERVIEW

d Race / Ethnicity

‘ Indigenous People

‘ Raciliaized People

. White People

OAC Staff Demographic Survey <8% .
Population (2016) 2.8% | R

Ontario opulation ( ) OI .
Workforce Population Aged 15 Years and Over (2011)14 2.1%' 24.4%
Toronto | Population (2016) 0.8% | R
CMA " |\workforce Population Aged 15 Years and Over (2011)4 O.é%| 44.1%

The survey asked employees to identify the race / ethnicity with which they identify, regardless of place of
birth, and allowed employees to identify multiple groups to which they belong. To allow for comparison to
the Canadian census data, those who identified mixed racial heritage (i.e., identifying with a racialized group
and White, or with multiple racialized groups) were recoded as “mixed racial identity” and counted as

racialized.

Less than 8% of OAC staff (but more than the 2.8% representation in the provincial population) who
responded to the survey identified as Indigenous. Compared with the Ontario and Toronto CMA
populations, Indigenous people are well represented in OAC's workforce. Indigenous people represent 2.8%
of Ontario’s population and 0.8% of the Toronto CMA population. They also represent 2.1% of Ontario's
labour force and 0.6% of the Toronto CMA labour force.

33% of OAC staff identified as racialized, which includes those who identified mixed racial identity. In
addition, 58% of OAC staff identified as White.

Racialized people are well represented in the OAC workforce compared with their representation in the
provincial population and the provincial workforce population (33% versus 29% of the population and 24%
of the workforce population).

1131 Statistics Canada. Community Profile. 2016.
1141 Statistics Canada. Employment Equity Data Report. 2011
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When the representation of racialized people in the OAC workforce is compared to their representation in
the Toronto CMA, where the majority of OAC positions are located, they are significantly under-represented
(33% versus 51% of the population and 44% of the workforce population).

Staff were asked to identify the racial/ethnic group to which they belong. Along with Indigenous, they were
able to identify as Black; East Asian; Latin, Central and South American; South Asian; Southeast Asian; West
Asian / Arab; and White / European.

Compared to the Ontario population,
Black people, East Asians, and South
Asians are well represented in the
OAC workforce, but those num-
bers are slightly lower than their
representation in the Toronto
CMA. Those who belong to

other racialized groups are under
-represented in the OAC as
compared to their representation in the
Toronto CMA.

OAC Staff Toronto Ontario
Demographic CMA Population
Survey Population P

Black 8% 8% 5%
East Asian 8% 12% 7%
South Asian 10% 17% 9%
Other, including Latin, Central

and South American; Southeast <8% 15% 8%

Asian; West Asian / Arab; Mixed
racial identity

1151 Statistics Canada. Community Profile. 2016.
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DEMOGRAPHIC OVERVIEW

e Francophones

18% at OAC  5%!'¢! at Ontario

OAC uses the Government of Ontario’s Inclusive Definition of 100 -
Francophone (IDF), which includes “those persons whose mother 80 -
tongue is French, plus those whose mother tongue is neither French 60 -
nor English but have a particular knowledge of French as an Official 40
Language and use French at home.” 20
0

Based on this definition, 18% of survey respondents identified as Francophone.

According to the Office of the French Language Services Commissioner of Ontario, 5% of the provincial
population reported being Francophone, using the Inclusive Definition of Francophone.

Francophones are well represented in OAC compared to their representation in the provincial population.

f Religion

35% of OAC staff who completed the survey identified as being affiliated with a Christian religion, while
27% identified with a non-Christian religion. 37% reported that they were not affiliated with any faith,
religious, or belief group.

While the survey allowed employees to select the faith, religious, or belief groups with which they are
affiliated, no more than five people identified with each of the faith, religious, or belief groups listed.

When compared with the 2011 National Household Survey datal*é! a smaller proportion of the OAC
workforce identified as Christian than the Ontario or Toronto CMA populations. Staff who identify with a
non-Christian religion were well represented in the OAC workforce compared to the provincial and
Toronto CMA populations. The largest proportion (37%) of the OAC workforce does not identify with any
faith or belief, a larger proportion than in the provincial or Toronto CMA populations.

@ crrister Reigions atatnorbeict @) NoAnswer

OAC 35% 27% 37% 1%
Ontario 65% 12% 23%
Toronto CMA 57% 22% 21%

1161 Office of the Commissioner of Official Languages. 2017

71 Religion is asked on the Census every 10 years. As such, 2011 is the latest year for which this data is available.

®
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DEMOGRAPHIC OVERVIEW

18 to 24 25to 34 35to 44 45 to 54 55 to 64
Source: Statistics Canada. Community Profile. 2016.

The survey asked employees to identify their age. The graph above compares the OAC workforce to the age
breakdown of the working-age population of the Toronto CMA and provincial population (aged 15 and
over). As the graph shows, compared with the Toronto CMA and provincial populations, the OAC workforce
is made up of a smaller proportion of those in the younger and older age groups, which is to be expected

given that they are less likely to be in the labour force. 50% of the OAC workforce is aged 25 to 44, while
42% is aged 45 to 64.
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ANALYSIS

While the demographic overview of the organization is important to provide a picture of the diversity of the
OAC workforce, critical to the organization’s equity efforts is an analysis of this data to determine whether
particular groups face barriers to advancement or to obtaining permanent positions.

In this section, we will examine the representation of various identity groups in the following areas:

* Job security, through their [_3"@ J6b
o O

Years of

representation in contract positions

. service.
versus permanent positions

classification

Given the small number of Indigenous people employed by OAC, this analysis is not conducted for this
group. Further, given the small numbers in each cell when the LGBTQ+ and Francophone employees are
examined by job classification and years of service, limited analysis can be conducted for these groups.

a Job Security

The extent to which contract employees from diverse
backgrounds have access to permanent employment
within OAC is worth analyzing, as permanent
positions offer job security and access to benefits.

Of the 60 employees who completed the survey, 10
reported being on a fixed-term contract (17%), while
the remaining 50 (83%) reporting being in a

permanent full-time or part-time position with OAC.

- -

] Women Racialized Persons LGBTQ+ Francophone
various groups among permanent employees. with Disabilities

The following table shows the representation of

As the table shows, 80% of women who completed the survey specified that they were in permanent
positions, 34% of racialized employees, 28% of employees with disabilities, 16% of LGBTQ+, and 18% of
Francophone.

Given the small number of those on fixed-term contracts, an analysis of the representation of these groups
among contract staff cannot be conducted. Despite the small numbers, each of the individuals on contract
who completed the Staff Demographic Survey identified with at least one of the following identities:
women, racialized, Indigenous, LGBTQ+, Francophone, and/or as having a disability.
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ANALYSIS

b Job Classification

Total Women Racialized D
Persons
Classifications 7-12 38% 39% 35% 50%

Officers, Managers, Directors and others

Classifications 4-6
Includes Coordinators, Finance / IT / HR and Purchasing 33% 35% 40% 33%
staff positions, Associate Officers, and others

Classifications 1-3

Includes Program Administrators, Assistants and others 22% 22% <25% 28%

An analysis of employees by job classification is important, as employees from diverse communities,
backgrounds, and identities are often under-represented in senior management positions. The extent to
which they have access to senior positions in the organization points to potential barriers to advancement
within the organization.

People from equity-seeking groups typically are concentrated in entry-level and junior positions, though this
is not the case in this organization.

As the data show 38% of all employees who responded to the survey are in positions in Classifications
7-12, while 33% are in are Classifications 4-6, and 22% in Classifications 1-3.

Half of persons with disabilities are employed in the most senior positions including Officers, Managers, and
Directors (Classifications 7-12). While a similar proportion of these groups are in positions in Classifications
4-6 compared with the workforce overall, a smaller proportion are in positions in Classifications 1-3.
Women and racialized people closely mirror the distribution for all employees across job classifications.

2 m T

Women Racialized Total
<2 Years 28% <25% 28%
2-4 Years 26% 40% 23%
5-9 Years 13% 0% 13%
10+ Years 28% 25% 30%

As the data shows, 28% of all employees were hired within the past two years, 23% have been employed by
OAC for 2 to 4 years, 13% for 5 to 9 years, and 30% for over 10 years.

While there is little variation for women and racialized employees.

®
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KEY TAKEAWAYS

OAC has a diverse workforce that generally reflects the provincial and Toronto CMA populations. The OAC
workforce has a higher proportion of women, persons with disabilities, Indigenous peoples, Francophones,
and employees who identify as LGBTQ+.

While this is the case, there are a few areas that OAC may which to consider focusing its efforts where the
workforce population isn't as reflective of the municipal and provincial populations.

While racialized employees are well represented as compared to the provincial population, they are
under-represented when compared to the Toronto CMA, where most of OAC's jobs are located. In consid-
ering the Toronto CMA, OAC may wish to focus efforts on analyzing and removing barriers to hiring,
retaining, and increasing the representation of racialized staff.

Further, Census data shows that Ontario’s racialized population is growing at a faster rate than the total
provincial population. As such, this gap in representation could continue to grow if not addressed.

With each of the 10 employees on contract who completed the survey indicating that they are women,
racialized, Indigenous, LGBTQ+, Francophone, and/or have a disability, OAC may wish to examine the extent
to which contract work supports employees to gain much needed skills and knowledge to move into
permanent positions within OAC, or whether such temporary work creates precarious employment for
these groups.

With the vast majority of persons with disabilities reporting a mental health disability, OAC may wish to
explore ways in which it can strengthen efforts to reduce stigma around mental health, increase supports to
staff, and equip managers to support employees. OAC should also consider putting initiatives in place to
create and maintain a welcoming, supportive, and inclusive work environment so as not to exacerbate
employees’ mental health issues.

The diversity of religions in the workplace raises the need for religious accommodation to be examined and
considered, such as ensuring that policies are in place for religious accommodations, such as time off for
religious observances and providing space for religious or spiritual observances.

While no employee identified as trans, non-binary, or two-spirit, it is a best practice to ensure that a
trans-inclusive work environment is being created through initiatives such as developing a Transitioning at
Work Policy, providing gender-neutral washrooms, and training managers and employees.

The mix of four generations in the workplace also offers a number of challenges to the organization. With
multiple generations in the workplace, OAC may also wish to consider the supports needed to help employ-
ees work across intergenerational differences, given the different values and approaches to work that each
generation brings to the workplace.

With upwards of 23% of OAC staff being over age 55, OAC should consider the implications of an aging
workforce,including upcoming retirements and the need for succession planning and knowledge transfer.
Further, the organization may wish to consider the need for younger workers and the generations that
follow the Baby Boomers (those currently aged 55 to 71) to have access to developmental opportunities
that will prepare them to replace those who will be retiring.

Lastly, given the existing diversity within the workplace, OAC should continue its efforts to create and
maintain an inclusive work environment in which all employees are able to bring their full selves to work. It
is only by creating an inclusive work environment that OAC will reap all the benefits a diverse workforce has

14

to offer.
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