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Equity, Diversity and Inclusion (EDI) Guidance Document 

People, Safety & Culture | March 2024 

This document provides guidance to CRD staff as they consider Equity, Diversity and Inclusion 
(EDI) implications for staff reports and resulting projects. Note that it is not expected that every 
staff report and project will include EDI Implications.  

This is intended to be a living document that considers and implements user feedback. Please 
contact the People, Safety & Culture division (edi@crd.bc.ca) with any questions or comments 
about this guide. 
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Introduction to this Tool 
This document provides guidance to CRD staff regarding how to implement an equity, diversity 
and inclusion (EDI) lens as they develop programs, projects, services and initiatives for the public 
as well as internally to the CRD. Specifically, the Guidance provides information about how to 
complete the “EDI Implications” section of a staff report. 
 
Note that it is not expected that every staff report will include EDI Implications. Be thoughtful and 
intentional when considering EDI implications to ensure that the efforts are meaningful and 
effective. 
 
This is intended to be a living document, with the expectation that it will evolve and change over 
time. Please contact the People, Safety & Culture division at edi@crd.bc.ca with any questions or 
comments about this guide. 
 

OVERVIEW: Context 
The purpose of a staff report is to provide essential information in a concise format to the CRD 
Board, Committees and Commissions so they can make informed decisions. The EDI Implication 
section of staff reports provides an opportunity to highlight any considerations related to equity, 
diversity and inclusion which would assist the Board in decision making. 
 

Board Priorities 
Several of the 2023-2026 Board Priority Initiatives include strong directives related to Equity, Diversity 
and Inclusion: 

• Governance 5b: Strengthen Board decision-making frameworks to include First Nations 
reconciliation, equity, diversity and inclusion, and climate action lenses. 

• Governance 5c: Develop an understanding of, and accountability for, equity, diversity 
and inclusion across CRD decision-making bodies. 

• Governance 5d: Foster greater civic participation among diverse community members. 
 

Corporate Plan 
The Corporate Plan includes the following Commitment to Equity, Diversity & Inclusion:  
 
At the CRD, we are committed to creating an inclusive workplace culture that celebrates the 
uniqueness of individuals – where differences are recognized, appreciated and responded to in 
ways that fully respect each person’s background, lived experiences, talents and strengths. We 
value equity, diversity, and inclusion and are committed to listening, learning and evolving on this 
journey to improve the sense of belonging for everyone at the CRD. 
 
Staff are encouraged to review the relevant sections of the 2023 – 2026 Corporate Plan for 

https://www.crd.bc.ca/docs/default-source/crd-document-library/plans-reports/board-priorities-2023-2026.pdf?sfvrsn=356354ce_2
https://www.crd.bc.ca/docs/default-source/crd-document-library/plans-reports/crd-corporate-plan-2023-2026.pdf?sfvrsn=9d545bce_4
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additional EDI-related initiatives. 

If your project aligns with any of the goal(s), ac�on(s) and/or sub-ac�on(s) outlined in the CRD Board 
Priori�es/Corporate Plan, include this informa�on in the "Alignment with Existing Plans & Strategies" 
and “Alignment with Board & Corporate Priorities” sec�ons of your staff report. 

OVERVIEW: Key Definitions 
The following defini�ons can be used to create a common understanding of the meaning of the terms 
equity, diversity, inclusion and accessibility. 

Equity 
Equity is about trea�ng individuals according to their diverse needs in a way that enables everyone to 
par�cipate, perform, and engage to the same extent. Whereas equality treats everyone the same 
regardless of their circumstances, equity acknowledges that individuals may require different levels of 
support or resources to achieve the same outcomes and takes into account historical and systemic 
barriers to power and access, striving to level the playing field and promote fairness for all. 

Diversity 
Diversity refers to the variety of unique dimensions, quali�es, characteris�cs that an individual 
possesses, and the mix that occurs in a community or a group of people. It extends beyond just visible 
atributes like race and ethnicity to include factors such as race, ethnicity, language, age, gender iden�ty 
and expression, sexual orienta�on, culture, religion, belief system, marital and family status, 
socioeconomic status, physical and intellectual abili�es, mental health, work status, life experiences and 
thinking style. 

Inclusion 
Inclusion creates an environment which embraces, respects, accepts and values diversity. With inclusion, 
all individuals have a sense of belonging and are recognized as valued and contribu�ng members of 
society. 
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GUIDANCE: Applying an EDI Lens - Examples  
 

By applying an EDI lens to the work of the CRD, we can generate beter solu�ons by incorpora�ng 
diverse perspec�ves and removing barriers. This approach fosters the development of a workplace that 
is more welcoming to all individuals, while also promo�ng greater accountability and engagement with 
the public. 

The following are some examples of types of CRD work which may benefit from applying an EDI lens.  

Note that it is not expected that every staff report will include EDI Implica�ons. Be though�ul and 
inten�onal when considering EDI implica�ons to ensure that the efforts are meaningful and effec�ve. 

• Policies – Analyzing the impact of policy posi�ons and processes on diverse and equity-seeking 
individuals and groups, with a view to iden�fying and reducing or elimina�ng barriers to service 
access where possible.  
 

• Programs - Considera�on of how diversity factors in the demographics within the popula�ons that 
the project seeks to reach or serve can inform program design, outreach and delivery. 
 

• Service Delivery – Ensuring that delivery of services takes into considera�on the needs of diverse 
individuals and groups and that front-line service workers have received EDI training so they are 
beter able to respond to emerging needs. 
 

• Public Engagement Ini�a�ves – Development of an outreach plan that specifically targets diverse 
groups, use of mul�ple methods for obtaining informa�on or engaging with the public, and 
leveraging community networks to reach diverse groups. 
 

• Communica�ons – Considera�ons include using clear, plain inclusive language; communica�ng 
key messages in languages other than English if/when needed; using diverse representa�on in 
images and symbols; and iden�fying ways to reach specific popula�ons who may be at risk of not 
otherwise receiving communica�ons materials. 
 

• Research – Iden�fying and mi�ga�ng any assump�ons, biases or systemic barriers underlying 
research methodology and subjects, composi�on of research team and par�cipa�on of diverse 
individuals and groups in conduc�ng research. 
 

• Grants, Funding and Procurement – Ensuring equitable access to grants, funding opportuni�es, 
and the procurement process, including considera�ons related to accessibility of the applica�on 
process and suppor�ng underserved or underrepresented individuals or groups. 
 

• Buildings – Iden�fying opportuni�es and constraints related to inclusive design, accessibility, 
gender inclusivity and cultural considera�ons for facility design and renova�on.  



 
 

6 
 

GUIDANCE: EDI Considerations 
 

Considera�on Ques�ons to Ask 
Overall Are you using inclusive language in your staff report (whether or not your 

report includes EDI Implica�ons)? 
 
See inclusive language references in Addi�onal Resources sec�on for further 
informa�on. 
 

Design Equity: In what ways does the design of this program, service or ini�a�ve 
increase equitable access by removing barriers? 
 
Diversity: In what ways does the design of this program, service or ini�a�ve 
inten�onally increase representa�on and/or par�cipa�on of diverse people? 
 
Inclusion: In what ways does the design of this program, service or ini�a�ve 
foster a sense of belonging for diverse people?  
 

Engagement How are you including the voices and perspec�ves of diverse individuals as part 
of your invested party or interest holder engagement? What groups of people 
are impacted by this ini�a�ve? Why would they benefit from knowing about 
the ini�a�ve or process?  
 
Whose voices or perspec�ves have you not heard from, and why? What are 
poten�al barriers to par�cipa�on and how will you iden�fy and address them? 
 
Addi�onal guidance from Corporate Communica�ons regarding Engagement: 
Explain the objec�ve (what you want to achieve) through public engagement as 
well as what the promise to the public is for each objec�ve. Refer to the 
engagement decision tree and IAP2 Spectrum of Par�cipa�on for guidance.  

 
Impacts How will this program, service or ini�a�ve differently affect par�cular 

individuals and communi�es, in rela�on to different aspects of their iden��es?  
Consider: race, ethnicity, colour, ancestry, place of origin, poli�cal belief, 
religion, marital status, family status, physical disability, mental disability, sex, 
gender iden�ty or expression, sexual orienta�on, age, class, socioeconomic 
status, and any other relevant aspects of iden�ty. 
 
How will the program, service or ini�a�ve be responsive to emerging 
unintended consequences as they may arise? 
 

Communica�ons What language, images or messages associated with this program, service or 
ini�a�ve could be used to cul�vate inclusion?  
 

https://goto.crd.bc.ca/teams/exec/cc/1475PublicConsultations/EngagementDecisionTree.docx
https://iap2canada.ca/Resources/Documents/0702-Foundations-Spectrum-MW-rev2%20(1).pdf
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Are there any language, images or messages that reinforce stereotyped 
narra�ves or dominant cultural norms? If so, how will these be assessed and 
remediated? 
 
Is there a need for communica�ons materials (i.e. safety informa�on, posters, 
brochures, etc.) to be translated into languages other than English? 
 

Accessibility What accessibility considera�ons need to be addressed to ensure equitable 
access for all people? 
 
In what ways does this program, service or ini�a�ve meet or exceed 
accessibility regulatory requirements? 
 

Feedback  How will you receive and incorporate feedback if there are concerns related to 
equity, diversity and inclusion? 
 

 

Note: This Guidance chart was adapted from the University of British Columbia’s Activating Inclusion Toolkit “Using 
an Equity and Anti-Racism Lens in Decision Making”, UBC Equity & Inclusion Office, November 2023. 

 
RESOURCE: Additional Guides 
 

CRD Corporate Wri�ng Style Guide 

Words Mater - Guidelines on Using Inclusive Language in the Workplace (gov.bc.ca) 

A Way with Words and Images: Sugges�ons for the Portrayal of People with Disabili�es (Canada.ca) 

 

RESOURCE: Further Assistance  
Please contact the People, Safety & Culture division at edi@crd.bc.ca for addi�onal assistance or with 
any ques�ons or comments about this guide. 

https://equity.ubc.ca/resources/activating-inclusion-toolkit/
https://goto.crd.bc.ca/teams/exec/cc/0340PoliciesProceduresManuals/CRD_Writing%20Style%20Guide_2023Update.pdf
https://www2.gov.bc.ca/assets/gov/careers/all-employees/working-with-others/words-matter.pdf
https://www.canada.ca/en/employment-social-development/programs/disability/arc/words-images.html
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