Equity, Diversity, Inclusion, Accessibility,
and Anti-Racism (EDIA-A) Plan DRAFT
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CMHA Durham Equity, Diversity, Inclusion, Accessibility & Anti-racism Plan

The Canadian Mental Health Association (CMHA) Durham is dedicated to fostering the mental, emotional, and physical well-being
of Durham Region residents. To fulfill our mission, we prioritize the development of systems and programs that recognize and
address the diverse needs of our community.

As a provider of mental health and primary health care services, CMHA Durham is unwavering in our commitment to upholding
the highest standards, ensuring that our programs are inclusive, accessible, and anti-racist. Our Equity, Diversity, Inclusion,
Accessibility, and Anti-racism (EDIA-A) plan delineates the proactive measures CMHA Durham will undertake to lead in mental
health and primary care provision, tailored to the specific requirements of our community.

Building a Common Understanding of EDIA-A

Terms Diversity Inclusion Anti-Racism Equity Belonging J
. Actively opposing i
Respect, support Fair treatment, .
What it The ways in P PP racism by A feeling of
means e and removal of . access, and security, support
which |.nd|V|duaIs barriers to chaIIe.:nglng and opportunity for all and acc,eptance !
differ. contribution. changing systems people. '
and structures.
(
4 ) < Individuals differ in what they can access and how.
Accessibility < Itis key to remove barriers to improve accessibility for all.
< Building equitable access and opportunity for everyone is key to fostering a sense of belonging for all.
< Leverage the Accessibility for Ontarians with Disability Act (AODA) to guide how we deliver our services.
- O\
4 N (o | -
Equity deserving groups are communities that experience significant collective barriers in participating in society. This
Equity-Deserving Groups could include attitudinal, historic, social, and environmental barriers based on age, ethnicity, disability, economic
status, gender, nationality, race, sexual orientation, and transgender status.
- J

Adapted from: Innovation, Science and Economic Development Canada. The 50 — 30 Challenge?
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The Three Dimensions of Diversity?.

Internal Dimensions: Traits you are born
with, such as sex, ethnicity, race, etc. You
will carry around these traits for the rest of
your life.

External Dimensions: Elements acquired
based on life experiences that shape us;
affinities, hobbies, and abilities.

Organizational Dimensions: A focus on
Cognitive Diversity i.e. how we approach
problems and think about the world.
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EDIA-A Statement:

At CMHA Durham, we envision a community where Equity, Diversity, Inclusion, Accessibility, and Anti-racism (EDIA-A) principles
are at the heart of mental health and primary care. We strive for a future where every individual, regardless of background or
identity, has equitable access to inclusive and culturally responsive services that honor their unique experiences and promote
holistic well-being. Through our unwavering commitment to EDIA-A, we aim to create a safe, welcoming, and affirming
environment where all voices are heard, valued, and respected. Together, we work towards a society free from discrimination,
stigma, and barriers to mental health and primary care support, fostering a culture of belonging, empowerment, and healing for
individuals and communities across the Durham Region.

We align our EDIA-A vision with the following three CMHA Durham Strategic Plan Objectives

People We Serve
People Who Serve
% Partnerships, Collaborations, System Leadership

0
0’0
0,
0’0

CMHA Durham's EDIA-A Accomplishments and Milestones to Date

Historically, CMHA Durham has prioritized Equity, Diversity, Inclusion, Accessibility, and Anti-Racism (EDIA-A), aligning programs
and initiatives with Ontario Health's framework. In January 2023, CMHA Durham and five other branches collaborated to assess
progress and plan future actions. The organization contracted consultants to conducted education sessions and surveys,
committed to addressing systemic barriers through anti-oppression/anti-racism practices for equitable access and decision-
making.

CMHA Durham is proud of the following accomplishments:

X3
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June 2018 - Scaled the Franch Language Services

March 2023 - Organization-wide training on Equity, Diversity, Inclusion, and Accessibility

April 2023 - Board of Directors leadership EDIA-A training

May 2023 - Contracted consultants to publish a CMHA Durham EDIA needs assessment

February 2023 - Signed a partnership agreement with Indigenous Works for training and research

January 2023 - Signed on to the Ontario Council of Agencies Serving Immigrants (OCASI) for EDIA knowledge sharing
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As an organization, CMHA Durham strives for continued improvement. We recognize that healing ideas and practices based on
traditional dominant models can result in the exclusion of marginalized groups. We are committed to ensuring that barriers to
access and inclusion, whether systemic or overt, are addressed. CMHA Durham will implement a championing approach to anti-
oppression, anti-racism practices to create and sustain equitable access to service, employment, promotion, and decision-
making.
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Needs Assessment:

In 2023, an assessment was co-developed by the GIAISA Consulting firm and the CMHA Durham. The assessment produced an
EDIA-A Consultation report which identified key areas of strength and opportunities for the organization. The key
recommendations from the report are as summarized below:

0’0

L)
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8

X3

%

Establish and effectively communicate a comprehensive EDIA-A vision across all organizational levels, ensuring alignment
with day-to-day practices and decision-making processes.

Implement strategies to enhance board diversity through representation initiatives and skill matrix tools.

Enhance hiring practices to ensure fairness and inclusivity at every stage of recruitment. Establish measurable benchmarks
to track progress and evaluate the effectiveness of initiatives aimed at promoting diversity and inclusion within the
workforce.

Review and commit to implementing recommendations outlined by the Truth and Reconciliation Commission (TRC)
specifically tailored to the NGO sector, fostering reconciliation, and advancing Indigenous rights and perspectives.
Integrate Equity, Diversity, Inclusion, and Accessibility (EDIA-A) considerations into the organization's strategic planning
process, ensuring that EDIA-A principles are embedded in all strategic initiatives and objectives.

Enhance the accessibility of organizational facilities and services to accommodate diverse needs, including physical
accessibility modifications and the provision of assistive technologies.

Prioritize care for marginalized populations as identified in the Ontario Health Anti-Racism framework, allocating resources
and support to address systemic barriers and promote health equity.

Allocate dedicated budget lines to support priority EDIA-A action projects, ensuring adequate resources are allocated to
drive meaningful and sustainable change.

Develop a comprehensive database to collect identity demographics for the organization's human resources, enabling
targeted interventions and tailored support for underrepresented groups.

Expand access to French translation services to facilitate equitable communication and engagement with Francophone
communities.

Establish continuous learning environments for EDIA-A education and growth among employees, volunteers, and clients,
fostering a culture of lifelong learning and inclusivity.

Develop a robust community partnership plan to establish collaborative relationships with diverse stakeholders, ensuring
the provision of complementary and equitable service models for priority populations.

The recommendations above will be used as the foundation to inform how CMHA Durham builds programs and services.
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EDIA-A Framework:

The Equity, Diversity, Inclusion, Accessibility and Anti-Racism (EDIA-A) plan is underpinned by the following tools:

The Alliance for Healthier Communities Health Equity Charter.

The Alliance for Healthier Communities Model of Health and Wellbeing.
The Ontario Health Anti-Racism framework3.

The Accreditation Canada Reporting Standards.

The Ontario Health Quintuple Aim.

ke

S

Model of Health and Ontario Health Equity Ontario Health Accreditation Canada
Wellbeing _ Alliance fc Framework Anti Racisi Quintuple Aim.pdf - Governance.pdf

Alliance Charter
2021-Full-English-Revi

Accreditation Canada
- Leadership.pdf

Ontario Health
Reporting Requireme


https://www.ontariohealth.ca/sites/ontariohealth/files/2020-12/Equity%20Framework.pdf
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Strategic Priorities:

Phase One March 2024 - March 2025

Develop and share EDIA- March 2024 +» Develop EDIA-A DRAFT plan

A DRAFT plan with the % Present EDIA-A DRAFT plan to the

Board for approval. Board

Establish an EDIA-A April 2024 % A high-functioning council.

Leadership Council and % Diverse members from all programs

Employee Resource and levels of the org.

Groups ERGs. % Opportunity for specific members to
lead Employee Resource Group ERGs*

Ontario Health East June 2024 % Submit approved EDIA-A plan to

submission of the Ontario Health East

approved EDIA-A Plan

Establish and effectively November < EDIA-A Policy

communicate a 2024 % Health Equity Statement

comprehensive EDIA-A
vision across the
organization

Enhance hiring practices
to ensure fairness and
inclusivity at every stage
of recruitment.

December 2024

e
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0.0

Enhance Organization Policy guideline
from an EDIA-A lens

Website, DAK Board, and Brochure
content

Introduce Pronouns usage and badges
Main lobby mural design

Introduce a mental health space for
exercise, prayer, or meditation.

Audit Employee Experience’s
recruitment cycle and identify areas of
opportunity

Board approval of the EDIA-A DRAFT
plan

Established EDIA-A leadership
Council members and Terms of
Reference (TOR).

Established ERGs with emphasis on
black racialized, indigenous, gender,
sexual orientation, and religious
minority groups.

Submitted EDIA-A plan to Ontario
Health East

Established EDIA-A Policy

A Health Equity statement co-
designed with Equity-deserving
groups.

Established website contents,
physical assets, and lobby mural.
Introduce periodic EDIA-A training
for employees.

Socialize an Org-wide understanding
of Pronoun usage.

Socialize a co-designed Land
Acknowledgment

A dedicated mental health space for
employees.

Established EDIA-A feedback channel
for employees and clients.
Embedded EDIA-A practices in the
recruitment lifecycle.

Embedded EDIA-A lens in all
Employee Experience policies.


https://www.aihr.com/blog/affinity-group-vs-employee-resource-group/#:%7E:text=Employee%20resource%20groups%20%28ERGs%29%20are%20voluntary%2C%20employee-led%2C%20company-sponsored,with%20less%20focus%2C%20if%20any%2C%20on%20personal%20interests.
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Develop robust
community partnerships
with diverse stakeholders
from the Indigenous and
Black communities.
Ensuring the provision of
complementary and
equitable service models
for priority populations.

January 2025

Embed EDIA-A in CMHA
Durham’s Governance

March 2025

Enhance the accessibility = March 2025
of organizational facilities
and services to
accommodate diverse
needs, including physical
accessibility modifications
and the provision of
assistive technologies.
Tracking, monitoring,
reporting, auditing, and
improving

Ongoing

Implement recommendations outlined
by the Truth and Reconciliation
Commission (TRC)

Co-design programs with Indigenous
Works.

Establish sustainable relationship and
presence with the Mississauga’s Of
Scugog Island First Nation.
Establish sustainable relationship and
presence with local Black community
groups.

Review Intake Process from and EDIA-
A lens.

EDIA-A training with a focus on Anti-
Indigenous and Anti-Black Racism.
Education about people-centered care
principles and actively involves clients
and families in governance activities
and decisions.

Review and revise Governance By-
laws and policies to reflect EDIA-A
Survey employees and clients to
identify accessibility gaps.

Address gaps identified in the survey.

Leverage the SAA Local Obligations
Reporting: EIDA-R Plan

Leverage the Service Accountability
Agreement Local Obligations
Reporting: First Nations, Inuit, Métis
and Urban Indigenous (FNIMUI)
Reporting Template

B
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Training on Indigenous healing
practices and using them in the
treatment of patients in collaboration
with Indigenous healers and Elders,
as requested by Indigenous patients.
Anti-Indigenous Racism programs.
Anti-Black Racism programs.

The Intake process is adjusted to
accommodate client diverse needs
such as language, culture, education
level, lifestyle, and disabilities.

Anti-Indigenous Racism training.
Anti-Black Racism training.
People-centered training.

Implementation of accessibility
needs identified in the survey.

Populate and submit the Ontario
Health Reporting Requirements



https://www.bing.com/ck/a?!&&p=f398a0b11ae91324JmltdHM9MTcwNjIyNzIwMCZpZ3VpZD0xY2NmYmYxYi0wNzhkLTZkNzMtMWZiMS1hY2ZmMDYyNzZjMmUmaW5zaWQ9NTkwMQ&ptn=3&ver=2&hsh=3&fclid=1ccfbf1b-078d-6d73-1fb1-acff06276c2e&u=a1aHR0cHM6Ly93d3cuYmluZy5jb20vYWxpbmsvbGluaz91cmw9aHR0cCUzYSUyZiUyZnNjdWdvZ2ZpcnN0bmF0aW9uLmNvbSUyZiZzb3VyY2U9c2VycC1sb2NhbCZoPWszMEtiNXNTZVN1d0ZBU09mVXVwSnFwOWdnYjQ0VGRNWm9rQ1VCd29LU1ElM2QmcD1sd190cHQmaWc9OEE2RDgyOTJBMTQ2NDZCNjk2MzQ4MjRCQzA3RERBNTgmeXBpZD1ZTjEyMjl4MjYzOTM4OTYw&ntb=1
https://www.bing.com/ck/a?!&&p=f398a0b11ae91324JmltdHM9MTcwNjIyNzIwMCZpZ3VpZD0xY2NmYmYxYi0wNzhkLTZkNzMtMWZiMS1hY2ZmMDYyNzZjMmUmaW5zaWQ9NTkwMQ&ptn=3&ver=2&hsh=3&fclid=1ccfbf1b-078d-6d73-1fb1-acff06276c2e&u=a1aHR0cHM6Ly93d3cuYmluZy5jb20vYWxpbmsvbGluaz91cmw9aHR0cCUzYSUyZiUyZnNjdWdvZ2ZpcnN0bmF0aW9uLmNvbSUyZiZzb3VyY2U9c2VycC1sb2NhbCZoPWszMEtiNXNTZVN1d0ZBU09mVXVwSnFwOWdnYjQ0VGRNWm9rQ1VCd29LU1ElM2QmcD1sd190cHQmaWc9OEE2RDgyOTJBMTQ2NDZCNjk2MzQ4MjRCQzA3RERBNTgmeXBpZD1ZTjEyMjl4MjYzOTM4OTYw&ntb=1
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
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Phase two March 2025 - March 2026

Measure success of phase one of the EDIA-A July 2025

plan

Develop a comprehensive database to collect December 2025
identity demographics for the CMHA Durham
client population, enabling targeted
interventions and tailored support for
underrepresented groups.

Develop a comprehensive database to collect
identity demographics for the organization's
human resources, enabling targeted
interventions and tailored support for
underrepresented groups.

December 2025

Expand community partnerships with diverse March 2026
stakeholders to include other dimensions of

diversity. Particularly Gender and Sexual

orientation equity-deserving groups.

Tracking, monitoring, reporting, auditing, and Ongoing

improving

Survey employees,
community partners, and
clients on success and
future areas of opportunity
Partner with SQOE to
develop a database of client
demography of current and
previous clients

Leverage BambooHR to
collect data on the other
Dimensions of Diversity

TBD

Leverage the SAA Local
Obligations Reporting:
EIDA-R Plan

Leverage the Service
Accountability Agreement
Local Obligations Reporting:
First Nations, Inuit, Métis
and Urban Indigenous
(FNIMUI) Reporting
Template

R/
0’0

More than 50%
positive feedback from
all respondents.

Publish end of year
client demography
report

Publish end of year
employee demography
report

TBD

Populate and submit
the Ontario Health

Reporting
Requirements



file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
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Phase three March 2026 - Beyond

Tracking, monitoring, reporting, auditing, and Ongoing % Leverage the SAA Local Populate and submit the
improving Obligations Reporting: Ontario Health Reporting
EIDA-R Plan Requirements

% Leverage the Service
Accountability Agreement
Local Obligations Reporting:
First Nations, Inuit, Métis
and Urban Indigenous
(FNIMUI) Reporting
Template

Endnotes

! Innovation, Science and Economic Development Canada. The 50 — 30 Challenge Toolkit
2 CultureAlly. The Dimensions of Diversity

3 The Ontario Health Anti-Racism framework

4 Employee Resource Group ERGs



file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
file://cmha.durham.server1/cmha%20files/Employee%20Experience/EDIA/RE_%20EDIA-R.zip
https://whatworkstoolkit.50-30tools.ca/
https://www.cultureally.com/blog/dimensionsofdiversity
https://www.ontariohealth.ca/sites/ontariohealth/files/2020-12/Equity%20Framework.pdf
https://www.aihr.com/blog/affinity-group-vs-employee-resource-group/#:%7E:text=Employee%20resource%20groups%20%28ERGs%29%20are%20voluntary%2C%20employee-led%2C%20company-sponsored,with%20less%20focus%2C%20if%20any%2C%20on%20personal%20interests.

