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Foreword
The Board of Directors’ Equity Committee first identified the need for 
an Equity Lens for AMAPCEO in 2016-17. The tool was then developed 
through the collaboration of the Board, Equity Committee, and creation 
of a member-driven Equity Lens Working Group. 

The release of AMAPCEO’s Equity Lens further advances our 
overarching commitment to ensuring full and equitable participation 
of our members.

The Equity Lens is designed to be a practical tool to support our efforts 
to be consistent and deliberate in moving equity and inclusion forward 
in our member engagement and services, through our volunteers and 
staff, to the benefit of our union and workplaces. 

Our Board is determined to ensure that AMAPCEO remains amem-
ber-driven, accessible, and inclusive organization—not because it is 
required—but because we know that we are stronger when all our 
members are included.

The Equity Lens will breathe life into AMAPCEO’s Equity Statement in 
that we will:

• be more aware of diversity,
• incorporate a multiplicity of perspectives that will strengthen the 

capacity of our member teams and their work,
• contribute to a positive and respectful work environment, and
• aid in identifying and addressing the systemic barriers that our 

members face. 

We urge you to make the Lens a part of your AMAPCEO work. In doing 
so, we will demonstrate that AMAPCEO is for all our members as we 
plan for, support, and protect our diverse membership.

Cynthia Watt
Vice-President 
& Chair, Equity Committee

Rob Smalley
Chief Operating Officer 
& Director, Labour Relations Services
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AMAPCEO Equity Lens: 
Moving from Commitment to Action 
INTRODUCTION
AMAPCEO’s Equity Statement confirms that we will take proactive steps 
to ensure full and equitable participation is possible and will create 
an environment where AMAPCEO members are respected for their 
abilities and their potential. The Equity Lens is a practical tool to help 
bring AMAPCEO’s Equity Statement to action.

AMAPCEO supports the use of an Equity Lens as a tool to reflect and 
support equity and inclusion throughout our union. 

The Equity Lens can help us move from the why (equity is the right 
thing to do) to the how (taking steps to ensure we are supporting 
inclusion and building equity).

Completion of AMAPCEO’s Equity and Inclusion online course will 
enhance your understanding and use of this Lens. See Appendix D - 
Additional Resources for the link to this 
member learning opportunity. 

WHAT IS THE AMAPCEO 
EQUITY LENS?
The Equity Lens is a tool to help us 
analyze our actions and processes to 
ensure they support equity and 
inclusion. It is like a pair of glasses. 
It helps you see things from a new 
perspective and helps us to be more 
effective in our everyday work by 
getting a clearer focus and a more 
complete view of equity and inclusion. 

The Equity Lens is like a pair of glasses. 
It helps you see things from a new 
perspective and helps us to be more 
effective in our everyday work by getting 
a clearer focus and a more complete 
view of equity and inclusion.
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The AMAPCEO Equity Lens can be used to support a culture in which 
equity is embedded in our union’s actions and processes. This means 
that:

• equity is seen as an essential component of our member programs 
and services, 

• equity is systematically and holistically considered in the course of 
our business, and

• we are committed to take proactive steps to ensure that equity 
happens. 

The Equity Lens will help our union:

• become more aware of diversity,
• incorporate diversity of perspectives to strengthen the capacity of 

work and member teams,
• contribute to a positive and respectful work environment, and
• help address the systemic barriers that many of our members face.

Who is at risk of exclusion?

• Francophones
• Indigenous Peoples
• LGBTQ+ People
• People with Disabilities
• Racialized People
• Women

Who is the Lens for?

The Equity Lens is for everyone:

• Members and Activists
• Staff
• Partners and allies
• Consultants and contractors providing services to AMAPCEO
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How to use the 
AMAPCEO Equity Lens
The Equity Lens is an assessment tool that AMAPCEO can use to achieve 
greater equity, inclusion, and diversity for the benefit of individual 
members and our union as a whole. AMAPCEO members and staff 
should apply the AMAPCEO Equity Lens whenever they engage in 
delivering member programs and services.

The Equity Lens tool includes a set of guiding questions to be considered 
when planning, executing, or evaluating our union’s services, programs, 
or initiatives. The questions will help all of us diagnose barriers and 

identify, measure, and evaluate best practices regard-
ing access, equity, and inclusion.

The aim is to ensure AMAPCEO continues to build 
equity within our union and ensure the equitable 
delivery of services to our diverse membership. 

WHERE TO START
Let us consider our own diversity, check our own assumptions, ask 
about inclusion, and apply our insights to our work, so we can create 
change.

Consider your diversity

Recognizing diversity within ourselves and others can help us under-
stand how multiple factors influence the way we provide services, 
design policies and programs, or interact with others.

Apply the Equity Lens 
when planning, executing, 

or evaluating services, 
programs, or initiatives.

Consider 
your diversity

Check 
assumptions

Ask about 
inclusion
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Each of us has multiple factors at play in our lives. Who we are, or how 
we identify, is largely a result of a variety of life experiences, social 
factors, and interactions with many different societal groups. It is this 

intersection, or crossover of our identities, 
that affects how we experience our union or 
workplace. This is called intersectionality.

Check assumptions

When we question our own ideas, we can 
discover new ways of understanding. To better understand people who 
risk exclusion and ways to check our assumptions, please see Appendix 
D - Additional Resources. Please keep in mind that each of us may identify 
with more than one group, and that individual personalities make each 
person unique.

Considering a situation from the perspective of 
those who risk exclusion is a key step in promot-
ing equity and inclusion. It is an on-going learn-
ing process for everyone.

Ask about inclusion

We may experience inclusion in some areas of our life but exclusion in 
others. These diverse experiences may be a consequence of systemic 
barriers or inequities. By asking ourselves these three simple questions 
at any given moment, we can thread equity and inclusion in all the 
work we do. 

• Who is not included?  
• What could contribute to this exclusion?
• What can be done differently to ensure inclusion?

Each of us may identify with 
more than one group, and 
individual personalities make 
each of us unique

Our identity is shaped by a 
variety of life experiences, 

social factors, and interactions 
with different societal groups.
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APPLYING THE AMAPCEO EQUITY LENS
The Lens is a tool that consists of three checklists and additional 
resources in Appendix D.

1. Read through the questions in each of the three checklists 
(Planning, Execution, and Evaluation) to consider which ones 
can inform your work.

2. Apply the Lens to the project, service, program, or initiative for 
each of the following phases:
• Planning
• Execution
• Evaluation

3. Consult with allies, as required, to learn from the experiences of 
others.

4. Consider what our union is already doing and what can be done 
differently to ensure inclusion. Record the ideas to inform any 
future work.

5. Periodically evaluate and tell us how the tool is working.
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Planning Checklist
Planning allows us to become champions for equity and 
inclusion and eliminates barriers so that everyone can benefit and 
participate.

1. Does the planning process promote equity and inclusion? What 
steps or actions could be taken to ensure equity and inclusion is 
promoted?

2. Do you have the necessary background information to address 
equity and inclusion in planning?

3. Do the strategic objectives for the project, service, program, or 
initiative reflect a broad vision of equity and inclusion?

4. Are there additional objectives for the project, service, program, or 
initiative that should be considered to promote and support equity 
and inclusion?

5. Are tasks designed to ensure that everyone can participate and 
complete the tasks?

6. Are there aspects of the planning timeline that may establish or 
perpetuate barriers to equity and inclusion?

7. Is equity and inclusion incorporated into the criteria for what 
should be prioritized? 

8. Do the performance measures/evaluations capture the impact on 
equity and inclusion, including whether equity and inclusion are 
increasing or decreasing?

9. Does the communication strategy foster equity and inclusion? 
What are the specific communication strategies needed to reach 
everyone?

10. Are additional internal and financial resources required to achieve 
equity and inclusion in this plan? 
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Execution Checklist
When we include equity and inclusion in the execution of our 
work, we act to ensure that everyone is included and benefits from 
our work.

1. Is the work undertaken following established equity policies and 
principles? What additional steps should be taken to ensure they 
are being followed?

2. Are there members, activists or staff at risk of being excluded? 

3. Is information gathered to enable us to measure benchmarks or 
targets for increasing equity and inclusion? 

4. What information or data is needed to assess the ongoing impact or 
implications for equity and inclusion? How could this information 
be gathered?

5. Is the impact or implications for equity and inclusion being 
consistently re-assessed?

6. Are additional resources required to ensure equity and inclusion 
objectives are being achieved? If so, what are they?

7. How is key information being communicated to all involved? Is 
plain language used so it is understood by diverse audiences?

8. What additional steps are required to ensure full participation and/
or to eliminate exclusion? 

9. Is the final project, service, program, or initiative equitable and 
accessible?
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Evaluation Checklist
When we consider equity and inclusion in how we measure 
success, we act to continuously improve and ensure that all benefit 
from our processes and outcomes. Each project, service, program, or 
initiative will require a different level of measurement and evaluation.

1. What is the evaluation process? Is equity and inclusion incorporated 
into the evaluation process? If the process establishes or 
perpetuates barriers, what changes could be made to the 
evaluation process to remediate this?

2. Are all participants/stakeholder included in the evaluation process? 
Is anyone at risk of exclusion? Will their perspectives be included?

3. When the evaluation data is analyzed, what steps will be taken 
to minimize any biases? How will a diversity of perspectives be 
maintained when analyzing data? 

4. Does the final evaluation report include specific equity and 
inclusion issues identified in the planning stage?

5. How will the evaluation findings be reported back to leaders, 
participants, members, and activists? 

6. Did the project, task or initiative achieve equity and inclusion-relat-
ed objectives? Why or why not?

7. If equity and inclusion-related objectives were not achieved, what 
actions could have been taken to address barriers to equity and 
inclusion?

8. What opportunities are there to enhance the achievement of equity 
and inclusion in the project, task, or initiative?
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Appendix A 
Useful Terms
Ally
A person who supports an individual or group to be treated equitably 
and fairly. This often grows out of the self-awareness of inequities or 
privileges we have experienced. Action is taken individually or 
collectively to create conditions that enable everyone to have equal 
access to resources and benefits.

Assumptions
Something we presuppose or take for granted without questioning it. 
We accept these beliefs to be true and use them to interpret the world 
around us.

Bias
A tendency, trend, inclination, feeling, or opinion, for or against 
something that is preconceived or without justification. Biases can 
be innate or learned. 

Champion
A person who assumes leadership by working with others to create and 
influence change in the organization or the wider community.

Diversity
The presence of a wide range of qualities and attributes within a 
person, group or community. When we celebrate diversity, communities 
and workplaces become richer as they draw upon the variety of 
experiences, perspectives and skills that people can contribute.

Equity 
Equity is treating everyone fairly by acknowledging their unique 
situation and addressing system barriers. The aim of equity is to ensure 
that everyone has access to equal results and benefits. 

Equity Lens
A set of guiding questions to be considered when planning, developing, 
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implementing or evaluating our union’s services, programs, or 
initiatives. The questions will help all of us diagnose barriers and 
identify, measure, and evaluate best practices regarding access, equity 
and inclusion. The aim is to ensure AMAPCEO continues to build equity 
within our union and ensure the equitable delivery of services to our 
union’s diverse membership.

Inclusion
Acknowledging and valuing people’s differences to enrich social 
planning, decision making and quality of life for everyone. In an 
inclusive union, we all have a sense of belonging, acceptance and 
recognition as valued and contributing members.

Intersectionality
Each of us has multiple factors at play in our lives. Who we are, or 
how we identify, is largely a result of a variety of life experiences, 
social factors, and interactions with different societal groups. We may 
experience exclusion in some areas of our life, but inclusion in other. 
It is this intersection, or crossover of our identities, that affects how we 
experience system barriers and inequities.  

Privilege
The experience of freedoms, rights, benefits, advantages, access and/or 
opportunities afforded to members of a dominant group in a society or 
in a given context.

Stereotypes
Making assumptions about an entire group of people. We generalize 
all people in a group to be the same, without considering individual 
differences. We often base our stereotypes on misconceptions or 
incomplete information.
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Appendix B 
AMAPCEO Equity Statement
Approved by the Delegates on November 28th, 2014

The Association of Management, Administrative and Professional 
Crown Employees of Ontario (AMAPCEO) is committed to the elimina-
tion of discriminatory and exclusive behaviour, policies or practices 
that prevent or undermine the full and equitable participation of all 
who wish to join and pursue the mission of the organization.

AMAPCEO will take proactive steps to ensure that full and equitable 
participation is possible and will create an environment where 
Association members are respected for their abilities and potential.

AMAPCEO is committed to build a culture in which equity, diversity, 
tolerance and safety are fundamental.

To achieve this we agree to:
• Respect each member of the group equally
• Ensure a diversity of voices are heard
• Listen with intent
• Speak with purpose
• Be accountable, hold others accountable
• Ask questions, be curious, engage with other members
• Collaborate
• Allow disagreements, but work through them with care and 

kindness.
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Appendix C 
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Equity Committee Members (2018–March 2020): 
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• Kerry-Ann Douglas-Powell, Board Liaison, October 2018–June 2019
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• Board-appointed Committee members:
• Nupur Deonarine
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• Caucus Co-Chairs:
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*We miss our friend and colleague who passed away in May 2020. Elissa’s humour, 
kindness, and dedication is remembered and cherished.

**The Young Workers’ Caucus was established as stand-alone committee in October 2018 
and was included in the discussions and consultation on the final document content.
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Appendix D 
Additional Resources
A Leader’s Guide to Strengthen Unions; Moving Beyond Diversity... 

Towards Inclusion, Toronto & York Region Labour Council, https:// 
d3n8a8pro7vhmx.cloudfront.net/torontoyorklabour/pages/80/at- 
tachments/original/1550092276/equity_handbook.pdf?1550092276, 
September 2014 

“AMAPCEO offers recommendations on ending employment 
discrimination in the OPS”, https://amapceo.on.ca/ending- 
employment-discrimination-recommendations, June 20, 2018

AMAPCEO online course called Equity and Inclusion: Activate Your 
Power! for members that can be accessed by logging in to our web-
site at https://amapceo.on.ca/user

“Black on Bay Street: Hadiya Roderique had it all. But still could not fit 
in”, Hadiya Roderique, The Globe and Mail, https://documentcloud.
adobe.com/link/track?uri=urn:aaid:scds:US:a5113158-0504-45d6-
b41e-50e80db37fe9, November 4, 2017

Call it out: racism, racial discrimination and human rights, Ontario Hu-
man Rights Commission. A 30-minute interactive course that offers 
a foundation and historical overview of about race, racial discrimi-
nation, and human rights protections under Ontario’s Human Rights 
Code. The course also explains what “race,” “racism” and “racial 
discrimination” mean, and provides approaches to preventing and 
addressing racial discrimination, http://www.ohrc.on.ca/en/learning/
elearning/call-it-out

City for All Women Initiative (CAWI) compiled additional information, 
resources, and videos (https://www.cawi-ivtf.org/equity-inclusion/
profiles) that will expand your knowledge about equity-seeking 
groups:
• Asian Communities
• Black Communities
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• People with Disabilities
• Francophones
• Indigenous, Aboriginal (First Nations, Métis, Inuit)
• LGBTQ (Lesbian, Gay, Bi-Sexual, Trans, Two-Spirit, and Queer)
• Racialized People
• Women
• Youth

“Diversity Doesn’t Stick Without Inclusion,” Laura Sherbin and Ripa 
Rashid, Harvard Business Review, https://hbr.org/2017/02/ 
diversity-doesnt-stick-without-inclusion, February 1, 2017

“Diversity without Inclusion is Meaningless”, Sangeeta Subramanian, 
LinkedIn, https://www.linkedin.com/pulse/diversity- 
without-inclusion-meaningless-subramanian-she-her-/ 
?articleId=6676965857266151424, June 11, 2020

“Does Unconscious Bias Training Really Work?,” Janice Gassam, Forbes, 
https://www.forbes.com/sites/janicegassam/2018/10/29/ 
does-unconscious-bias-training-really-work/#6a4ce04cb8a2, 
October 29, 2018

Equity and Inclusion Lens Handbook, City of Ottawa, https://documents.
ottawa.ca/sites/documents/files/ei_lens_hb_en.pdf, 2018

Gender Identity: New OPS Bilingual Gender Inclusive Language Resourc-
es, Ministry of Government and Consumer Services, https://www.
sdc.gov.on.ca/sites/mgcs-onterm/en/Pages/gi.aspx

Glossary of Terms from Dancing on Live Embers: Challenging Racism in 
Organizations, Tina Lopes & Barb Thomas, https://documentcloud.
adobe.com/link/track?uri=urn%3Aaaid%3Ascds%3AUS%3Aee248bf4
-8d9b-4ab9-a3f7-65f82d02ec40#pageNum=1, May 2006 

Honouring the Truth, Reconciling for the Future, Summary of the Final 
Report of the Truth and Reconciliation Commission of Canada, 
http://www.trc.ca/assets/pdf/Honouring_the_Truth_Reconciling_for_
the_Future_July_23_2015.pdf, July 2015
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“How to Create a More Inclusive Workplace Culture,” Eric Mosley, 
Forbes, https://www.forbes.com/sites/ericmosley/2019/10/17/how-to-
create-a-more-inclusive-workplace-culture/#1b3bbd9e67bd, October 
2017  

The Ontario Black History Society (OBHS) is a Registered Canadian 
charity, dedicated to the study, preservation and promotion of Black 
History and heritage, http://blackhistorysociety.ca/

Reclaiming Power and Place, Executive Summary of the Final Report 
National Inquiry into Missing and Murdered Indigenous Women and 
Girls, https://www.mmiwg-ffada.ca/wp-content/uploads/2019/06/ 
Executive_Summary.pdf, June 2019 

Residential Schools in Canada: History and Legacy, Historica Canada, 
https://fb.historicacanada.ca/education/english/ 
residential-schools-legacy/, March 11, 2020

Slavery and its Gradual Abolition in Upper Canada, Natasha Henry, 
https://www.canadashistory.ca/education/lesson-plans/ 
slavery-and-its-gradual-abolition-in-upper-canada, January 31, 2018

“The Danger of the Single Story” (TED Talk), Chimamanda Ngozi 
Adichie, https://www.ted.com/talks/chimamanda_ngozi_adichie_the_
danger_of_a_single_story, 2009

“Think You’re Not Bias Against Women at Work?  Read This,” Tiffany 
Pham, Forbes, https://www.forbes.com/sites/break-the- 
future/2016/12/20/think-youre-not-biased-against-women-at-work-
read-this/, December 2016

“Truth and Reconciliation: My Action Plan,” Sarah Robinson, 
https://www.dropbox.com/s/wqiydirvcyhlg6x/ 
Rainwatch_T%26R_PersonalActionPlan.pdf, April 2020

“‘What white privilege?’ ‘Why can’t you be more civil?’ Some FAQs 
about racism and answers you may find challenging,” Shree 
Paradkar, Toronto Star, https://www.thestar.com/opinion/star- 
columnists/2020/06/03/what-white-privilege-why-cant-you-be-more-
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civil-some-faqs-about-racism-and-answers-you-may-find- 
challenging.html, June 3, 2020

“White Fragility,” Robin DiAngelo, International Journal of Critical Ped-
agogy, Vol 3 (3), http://libjournal.uncg.edu/ijcp/article/view/249/116, 
2011

“White Privilege: Unpacking the Invisible Knapsack,” Peggy McIn-
tosh, Wellesley Centres for Women, https://documentcloud.adobe.
com/link/track?uri=urn:aaid:scds:US:2692df42-501e-44d2-89f0-bd-
5c0e0db040, 1989

“The White Space,” Elijah Anderson, Sociology of Race and Ethnicity, 
https://sociology.yale.edu/sites/default/files/pages_from_sre-11_rev5_
printer_files.pdf, 2015

The win-win of disability inclusion, International Labour Organization, 
https://www.ilo.org/infostories/Stories/Employment/
The-win-win-of-disability-inclusion, December 2016

“Why Subtle Bias is So Often Worse than Blatant Discrimination,” Eden 
King and Kristen Jones, Forbes, https://www.forbes.com/sites/rsm-
discovery/2018/08/22/why-workplace-diversity-is-so-important-and-
why-its-so-hard-to-achieve/#4d9d0b3096d6, August 22, 2018

“Why Workplace Diversity is So Important, And Why It’s So Hard to 
Achieve,” Meir Shemla, Forbes, https://www.forbes.com/sites/rsm-
discovery/2018/08/22/why-workplace-diversity-is-so-important-and-
why-its-so-hard-to-achieve/, August 22, 2018 
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1 Dundas Street West, Suite 2310
PO Box 72    Toronto ON   M5G 1Z3
1.888.262.7236

amapceo.on.ca

Established in 1992, AMAPCEO is a bargaining agent 
that represents 14,000 professional and supervisory 
public servants who work in the Ontario Public Service 
or one of six organizations in the Broader Public Sector.

/AMAPCEO


