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Scotiabank is proud to support this vital research led by the Equitable 
Recovery Collective and Imagine Canada to better understand the state 
of nonprofit organizations’ equity practices across Canada. The first step 
in building more equitable organizations and communities is 
understanding the scale of existing disparities. 

Scotiabank remains invested in advancing diversity, equity, and inclusion 
both in its own practices and in the communities in which we live and 
work. It is core to our values as a business, to our employees, and to our 
commitment to building a bank that is here for every future. 

The research is clear – certain groups face greater barriers to financial 
success. Scotiabank acknowledges this reality and through our $500 
million, 10-year ScotiaRISE initiative, we seek to create pathways for 
those who are disadvantaged to more fully participate in our economy. 

 In our own organization’s journey, we recognize that overcoming the 
barriers faced by equity-deserving groups requires equity to be 
embedded at the core. It cannot advance without reliable engagement 
and data on the experiences of disadvantaged and equity-deserving 
groups. Data is a key tool in driving impactful change. 

This research represents an important step in developing nonprofit sector 
capacity around equity. The research approach itself involved collaboration 
across a wide variety of geographically, racially, and mission diverse 
organizations. The work was grounded in equity at every stage and certainly 
that strengthens the value of its findings. 

The results of this research will contribute to advancing a sector-wide 
dialogue around organizations’ employment equity practices and the link 
between those practices and how these organizations show up for the 
communities they serve.  

We hope the insights in this report strengthen approaches for delivering on 
social change by helping to build a more inclusive Canadian nonprofit sector.

Meigan Terry
Senior Vice President & Chief Sustainability, Social Impact, and 
Communications Officer
Scotiabank

Foreword

Shifting Power Dynamics Equitable Recovery Collective 2 



Equitable Recovery Collective 3 Shifting Power Dynamics

The Equity Benchmarking Project
The Equity Benchmarking Project is led by a working group of the 
Equitable Recovery Collective, a group of nonprofit organizations 
working to advance equity in nonprofit sector policy, foster a more 
equitable funding environment, and build sector-wide capacity to 
advance equity in nonprofit organizations.

The goals of the Equity Benchmarking Project are to:

1. Advance equity by building relationships with a wide range of 
charitable and nonprofit organizations and equity-seeking 
groups;

2. Increase awareness of the different facets of equity including 
intersectionality, anti-racism and anti-oppression, justice, 
equity, diversity and inclusion, reconciliation and 
decolonization;

3. Determine courses of action the sector can take to evolve in 
these areas; and where practice-based experts want the sector 
to go;

4. Contribute to greater equity in the sector and Canadian 
communities.

Member organizations of the Equitable Recovery Collective and/or 
Equity Benchmarking Working Group are:

• ASE Community Foundation for Black Canadians with Disability
• Canadian Women's Foundation
• Community Foundations of Canada
• Disability Without Poverty
• Egale Canada
• Foundation for Black Communities
• Imagine Canada
• Muslim Association of Canada
• National Association of Friendship Centre
• Network for the Advancement of Black Communities
• Ontario Nonprofit Network
• Philanthropic Foundations Canada
• Pillar Nonprofit Network
• PolicyWise for Children & Families
• The Canadian Red Cross Society
• The Circle on Philanthropy and Aboriginal Peoples in Canada
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The aim of the survey is to increase our 
understanding of what charities and nonprofits are 
currently doing to enhance their equity practices, 
internally in their dealings with staff and volunteers 
and externally in how they affect and interact with 
those they serve. 

The survey is intended to be applicable to charities 
and nonprofits broadly, regardless of their location, 
size or mission. The primary focus is on measuring 
the extent to which organizations engage in a core 
set of activities and initiatives they can use to 
manage and advance their internal and external 
equity practices. The survey focuses on 
organizational behaviours because respondents 
occupying different roles across the organization 
(e.g., managers vs. senior leaders) are more likely 
to give consistent responses and because focusing 

on behaviours may make results less prone to social 
desirability bias.

Potentially significant topics were identified by 
reviewing existing literature, gathering feedback 
from Equity Benchmarking Working Group members 
and consulting with potential end users. A subset 
was selected for inclusion in the survey based on 
the extent to which topics could be linked to specific 
behaviours, the extent to which information already 
exists and whether the topic was most effectively 
addressed by survey-based approaches.

Why equity benchmarking?
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The characteristics of responding organizations 
turned out to be incredibly important for 
understanding how equity, diversity and inclusion 
principles are being applied in the Canadian 
nonprofit sector. 

The most important of these are the equity 
characteristics of organizational leaders and the 
presence of some form of managerial structure to 
help organize and manage equity, diversity and 
inclusion-related work. These two factors are 
significant in virtually all dimensions measured by 
the survey and play a larger role than factors like 
sub-sector and region.

The survey divides organizations into three 
categories based on whether significant fractions of 
the leadership are from BIPOC‡ backgrounds, 

other backgrounds commonly under-represented 
among nonprofit leaders, or mainstream 
backgrounds. Similarly, organizations are 
categorized according to whether they have some 
form of committee or working group focused on 
equity-related issues.

Regardless of the specific dimension explored by 
the survey, organizations with leadership from non-
mainstream backgrounds and organizations with 
equity working groups were more likely to engage in 
practices likely to enhance equity.

Respondent characteristics
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‡For more detail regarding our use of the term BIPOC, please refer to the glossary.



Would you consider your organization to be BIPOC-led? / Led by people from background(s) commonly under-represented among senior 
leaders of nonprofit organizations?
% survey respondents (weighted)

About a third of respondents were from BIPOC-led organizations and another 
one in seven from organizations led by other minorities.
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Would you consider your 
organization to be BIPOC-led? / 

Led by people from background(s) 
commonly under-represented 

among senior leaders of nonprofit 
organizations? 

BIPOC-led

White-led

Other under-
represented-led

Organizational leadership is assessed using two nested 
questions.

First, respondents were asked whether they considered their 
organization to be BIPOC-led, meaning did they consider a 
significant fraction of the senior leadership to be made up of 
people who are Black, Indigenous and/or of other non-white 
backgrounds. Organizations answering yes to this question are 
classified as BIPOC-led.

Respondents answering no to the first question were then 
asked whether they would consider their organization to be led 
by people from another background or backgrounds commonly 
under-represented among the senior leaders of nonprofit 
organizations. Organizations answering yes to this question are 
classified as being led by people from other under-
represented backgrounds.‡

Organizations answering no to both questions are classified as 
white-led.
‡For more detail about the specifics of those from other under-represented 
backgrounds, please refer to the glossary.



Other under-
represented-led

Other under-
represented-led

What was your organization’s total revenue from all sources last year? / What sub-sector does your organization primarily work in?

% survey respondents (weighted)

Responding BIPOC-led organizations were more likely to be small and to work 
in particular sub-sectors.
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A A BIPOC-led respondent 
organizations were markedly 
more likely to be smaller, with 
annual revenues less than $500 
thousand.

Minority-led‡ respondent 
organizations were more likely 
to work in the area of social 
services. 

B

BIPOC-led respondent 
organizations were much less 
likely to focus on grantmaking, 
fundraising & voluntarism and 
somewhat more likely to focus 
on “other” activities.

CC

B

‡ Organizations with leaders from BIPOC or other under-represented backgrounds.



Does your organization have any programs or services specifically focused on particular communities? By specifically focused, we mean either 
activities that are designed for a particular community or where a large portion of the beneficiaries come from that community.

% survey respondents (weighted)

Responding BIPOC-led organizations were also markedly more likely to have 
programs designed to serve equity-deserving communities.

Equitable Recovery Collective 9 

Other under-
represented-led

Shifting Power Dynamics

Responding organizations were asked 
whether they provide programs and 
services focusing on particular 
communities.

Responding BIPOC-led organizations are 
much more likely to deliver programs to 
Black and otherwise racialized or culturally 
distinct communities. They are also more 
likely to serve immigrants, women, men 
and low income Canadians. 

BIPOC-led respondent organizations are 
markedly less likely to serve the general 
public. As will be seen, this degree of 
focus on particular communities 
significantly affects the nature and scope 
of their equity, diversity and inclusion-
related work.



Have an equity working group

16%

20%

14%

13%

46% 60%

46%

34%

43%

28%

Other under-
represented-led

33%

17%

23%

14%

14%

Does your organization have any sort of committee or working group focused on issues of equity, diversity and inclusion?
Would you consider your organization to be BIPOC-led? / Led by people from background(s) commonly under-represented among senior leaders of nonprofit 
organizations?

% organizations by annual revenue size

About a third of organizations have some sort of equity working group. Larger 
organizations are more likely to have these groups, but less likely to be BIPOC-led.
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Overall, one third of organizations 
reported having an equity working 
group.

The likelihood of having such a group 
tends to increase with annual revenue 
size, ranging from about a quarter of 
organizations with less than $500 
thousand to over two thirds of 
organizations with $5 million or more.

In contrast, the representation of non-
white-led respondent organizations 
tends to decrease with revenue size.

As will be seen, both factors have 
significant effects on the state of 
organizational equity, diversity and 
inclusion practices.



Other under-
represented-led Other under-

represented-led

Does your organization have any sort of committee or working group focused on issues of equity, diversity and inclusion?

% organizations by annual revenue size and leadership

The likelihood of having an equity working group is much higher among 
minority-led organizations, but only when they are small.
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Overall, white-led organizations 
are significantly less likely to 
have equity working groups.

Smaller white-led organizations 
are less likely to have equity 
working groups. Once annual 
revenues reach $1.5 million or 
more, this difference disappears.

BB

A
A



When seeking to change organizational practices, 
understanding the current situation is key. To help 
understand the role systematic review of current 
norms might be playing in improving equity 
practices, respondents were asked whether their 
organization had ever conducted equity audits of 
13 common types of activities. 

The survey used a broad definition in order to be 
applicable to the full range of organizations 
responding to the survey. Audits were defined as 
some form of systematic review using an equity, 
diversity and inclusion lens and no specific time 
horizon for the review was used.

Overall, use of equity audits is common but far 
from universal, even with the broad definition used. 
About three fifths of organizations said they had 

previously reviewed some aspect of their 
operations. On average, these organizations looked 
at 3.8 different organizational activities.

Organizations with equity working groups and 
organizations with leadership from non-white 
backgrounds were materially more likely to have 
audited virtually all areas of organizational activity.

Equity audits
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Has your organization ever conducted an equity audit of any of the following aspects of its activities?

% organizations

Three in five organizations have audited at least one aspect of their operations 
using an equity, diversity and inclusion lens.
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39%
No

61%
Yes

Implemented
equity audits

24%

20%

28%

28%

32%

25%

18%

18%

15%

21%

18%

5%

5%

5%Other
Investment practices

Procurement / supplier relationships
Funding practices

Communications and marketing
Evaluation and measurement

Allocation of funding
Paid staff compensation / retention

Supports to other organizations
Paid staff recruitment

Program design
Training & professional development

Volunteer recruitment / retention
Board composition / performance

Shifting Power Dynamics

Organizations are most likely to 
have audited their board 
composition / performance, 
volunteer practices, and training 
and professional development.

B

Overall, just over three in five 
organizations have audited at 
least one aspect of their 
operations.

A

Questions related to funding 
were asked only of 
organizations that provide 
funding or similar supports to 
other organizations.

C
C

B

A



Has your organization ever conducted an equity audit of any of the following aspects of its activities?

% organizations auditing at least one aspect of their activities

54%

51%
39% 68%

70%
55%

BC

AB PR ON

QC
AT

The likelihood of having conducted equity audits varies significantly by region.
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Organizations in the 
Prairies are less likely 
to have conducted 
equity audits.

A

Organizations from 
Ontario and Quebec 
are more likely to have 
conducted equity 
audits.

B

B

A



Other under-
represented-led

*

*
* **

*

* * * *

*
* *

*

* *

*

*

***

* *

**

*

Has your organization ever conducted an equity audit of any of the following aspects of its activities?

% organizations by leadership / existence of an equity working group

Both organizations that are minority-led and organizations with equity working 
groups are more likely to have audited virtually all aspects of their operations.
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Organizations led by those from 
other under-represented 
backgrounds are most likely and 
white-led organizations least likely 
to have audited most aspects of 
their operations. With few 
exceptions, BIPOC-led 
organizations tend to rank in 
between the other two groups.

Organizations with equity working 
groups are more likely to have 
audited all aspects of their 
operations.

* use with caution (see Methodology section 
for details)



The degree to which equity, diversity and inclusion 
is reflected in statements of policies and 
procedures gives important behaviourally-tied 
insights into organizational norms. The survey first 
asked respondents whether their organization has 
a stand-alone EDI policy and then whether EDI 
was specifically highlighted in 15 other types of 
organizational policy. To ensure questions were 
broadly applicable, the survey included quite 
common policies such as statements of 
organizational values as well as less common 
policies such as vendor selection.

Survey results show that organizations were more 
likely to highlight EDI in other policies, particularly 
higher-level policies, than they were to have stand-
alone policies. Not surprisingly, they were less 
likely to have more specialized or operationally 

focused policies highlighting EDI. Organizations with 
equity working groups and organizations with 
minority leadership, particularly BIPOC leadership, 
were more likely to have policies highlighting EDI.

While the mere existence of policies and procedures 
does not guarantee that organizations will follow 
them, results show a very high degree of correlation 
between the existence of policies specifically 
highlighting EDI and equity-enhancing practices 
measured by other components of the survey. 

Policies and procedures
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% organizations

While most organizations incorporate equity, diversity and inclusion into their 
operational policies to at least some extent, significantly fewer have a 
dedicated, stand-alone EDI policy.
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44% 82%

Organization has at least one policy 
specifically highlighting equity, 

diversity and inclusion.

Does your organization have any 
sort of stand-alone document or 
body of policies related to equity, 

diversity and inclusion?



Is equity, diversity and inclusion specifically highlighted in each of the following?

% organizations

Equity, diversity and inclusion are most commonly highlighted in high-level 
organizational policies.
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18%
No

82%
Yes

Policies have
EDI component

49%
49%

54%

66%
54%

46%

49%

37%

43%

27%

30%
30%

39%

53%

15%
12%Other

Vendor selection policies
Funding policies

Data protection & privacy policies
Client service policies / bill of rights

Volunteer policies / handbook
Workplace health & safety policies

Onboarding materials
Operational plan

Board nomination & election policies
Governance policies / Board terms of reference

HR policies / handbook
Complaint & harassment policies

Mission / vision statements
Strategic plan

Organizational values

Shifting Power Dynamics

Organizations are most likely to 
mention EDI in high level 
policies and areas where the 
risk of discrimination might be 
higher such as complaint & 
harassment and human 
resources policies.

A

Organizations are somewhat 
less likely to specifically mention 
EDI in policies that tend to focus 
on those the organization serves 
such as client services, privacy, 
and funding.

B

A

B



Other under-
represented-led

* * *
*

* * ** *

Is equity, diversity and inclusion specifically highlighted in each of the following?

% organizations by leadership / existence of an equity working group

Minority-led organizations and organizations with equity working groups are 
more likely to have policies and procedures referencing EDI.
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White-led organizations are less 
likely than minority-led 
organizations to have all types of 
policies and procedures that 
reference EDI. 

BIPOC-led organizations tend to 
be even more likely than 
organizations led by those from 
other under-represented 
backgrounds to have such policies 
and procedures. HR policies are 
the major exception to this trend.

Organizations with equity working 
groups are substantially more 
likely to have all types of policies 
referencing EDI.

* use with caution



Organizations depend on their volunteers and paid 
staff. Treating them in fair and equitable ways that 
respect their individual circumstances is central to 
good equity practice. To help understand current 
norms among charities and nonprofits, the survey 
gathered information about paid staff and volunteer 
recruitment, retention and development practices.

To assess the extent to which organizations are 
focussing on the equity dimensions of human 
resources, organizations were asked whether they 
track the personal characteristics of staff and 
volunteers and whether they are measuring the 
impact of their equity efforts over time. To gauge 
the current state of practice in the nonprofit sector, 
organizations were asked whether they engage in 
any of over three dozen specific human resources 

practices identified in a literature review as 
enhancing equity within organizations.

Broadly, survey results indicate that the vast 
majority of organizations are engaging in equity-
enhancing practices, though they are less likely to 
be tracking the effectiveness of these measures 
over time. Regardless of the specific dimension of 
human resources being examined, larger 
organizations, organizations with non-white 
leadership and organizations with equity working 
groups are more likely to be more engaged in 
equity-enhancing practices.

Human resources
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Other under-
represented-led

Does your organization track the equity characteristics (e.g., gender, race, immigration status, etc.)  of the following groups?

% organizations by leadership / existence of an equity working group

Minority-led organizations and organizations with equity working groups are 
markedly more likely to track the characteristics of board, staff and volunteers.
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BIPOC-led organizations are most 
likely and white-led organizations 
least likely to track the equity 
characteristics of staff and 
volunteers. The differences were 
particularly large with the 
President/CEO and managers. 
The relatively small differences 
with senior executives may be 
driven by the relatively small 
number of minority-led 
organizations of a size to have  
such leaders.

Organizations with equity working 
groups are roughly twice as likely 
to track the equity characteristics 
of staff and volunteers. This is 
particularly true for more senior 
positions.



% of organizations with paid staff / operational volunteers

Comparatively few organizations regularly review their human resources 
practices against the equity characteristics of paid staff and volunteers.
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29% 28%

Some aspectsAll aspects

55%

Does your organization regularly 
assess paid staff recruitment efforts 

by equity characteristics?

Does your organization regularly 
assess paid staff retention, 

compensation, development and/or 
performance management efforts 

by equity characteristics?

Does your organization regularly 
assess volunteer recruitment and 

retention efforts by equity 
characteristics?

37%

18%



Does your organization do any of the following to make recruitment more equitable?

% of organizations with paid staff

Overall, organizations were most likely to engage in practices that are more 
good hiring practices than proactive equity-seeking measures.
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42%

27%

37%

17%

19%

31%

18%

21%

46%

32%

44%
45%

31%

42%

29%

2%Other measure(s)

Mandatory equity training for recruiters

Evaluate recruitment by defined metrics / targets

Mandatory equity training for management

Staff identification of alternative recruitment channels

Ensure interviewee pools include candidates from
under-represented populations

Ensure range of backgrounds on hiring committees

Intentional recruitment of under-
represented groups

Recognize international accreditation / experience

Include skills-based assessment

Include equity statement in job ads

Focus on skills rather than previous work
experience, background & education

Publish salary ranges in job ads

Make clear distinctions between required &
desired competencies

Equate experience with formal qualifications

Have standardized hiring processes

82%
Yes

18%
No

Equity-related
recruitment
measures

*

Shifting Power Dynamics

The most common equity-
enhancing measures tend to be 
more generic good hiring 
practices.

A

A

More proactive approaches 
such as actively recruiting 
candidates from under-
represented groups and 
ensuring that interviewee pools 
include candidates from under-
represented populations are 
less common.

B

B

Mandatory equity training and 
evaluating recruitment efforts 
against defined metrics are 
comparatively uncommon.

C
C

* use with caution



Part-time
staff only

Other under-
represented-led

* * ***

Does your organization do any of the following to make recruitment more equitable?

Average # measures by full-time paid staff size and leadership / existence of an equity working group (organizations with paid staff only)

Generally, larger organizations tend to take more measures than smaller 
organizations, as do minority-led organizations and those with equity working groups.
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Across all size categories, white-
led organizations tend to engage in 
fewer equity-enhancing 
recruitment practices. BIPOC-led 
organizations lead amongst the 
smallest organizations, but trail 
organizations led by leaders from 
other under-represented 
backgrounds when staff size 
increases.

Organizations with equity working 
groups tend to engage in more 
equity supporting practices.

The differences between groups 
tend to narrow as paid staff size 
increases.

* use with caution



Other under-
represented-led

*
*

*

*
*

*
*

** *

**

*

Does your organization do any of the following to make compensation / development / performance management more equitable?

% of organizations with paid staff by leadership / existence of an equity working group

While organizations with equity working groups are more likely to take all measures, 
BIPOC-led organizations frequently trail other under-represented-led organizations.
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White-led organizations tend to 
trail minority-led organizations 
most with more proactive 
approaches like ensuring that 
interviewee pools include 
candidates from under-
represented populations and 
mandatory equity training.

BIPOC-led organizations tend to 
lag in measures that correlate with 
developed human resources 
infrastructure. This likely correlates 
to their generally smaller size.

Organizations with equity working 
groups were markedly more likely 
to require mandatory training, 
include equity statements in job 
ads, and embrace more proactive 
approaches.

* use with caution



Does your organization do / offer any of the following to make compensation, development and performance management more equitable?

% of organizations with paid staff

Overall, organizations are modestly more likely to engage in retention-related 
measures; again, measures reflective of general good practice are most 
common.
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91%
Yes

9%
No

Retention &
development

measures

20%

33%

63%

39%

37%

45%

33%

21%

49%

38%

44%

32%

45%

32%

7%Other measure(s)
Anonymous staff surveys

Tuition support
Benchmark compensation against external norms

Religious / cultural / ability-based
accommodations

Mentoring / shadowing program
Transparent compensation framework

Exit interviews
Regular compensation reviews

Wellness & cultural leave
Regular review of job descriptions

Frequent informal development opportunities
Commitment to living wage

Standardized performance review process
Flexible work arrangements

*

Shifting Power Dynamics

A The pandemic helped make 
flexible work arrangements by 
far the most common measure.

A

While commitment to a living 
wage was comparatively 
common, transparency in  
compensation and 
compensation benchmarking 
were less common.

B

B

B
Although exit interviews are 
relatively common, anonymous 
staff surveys, a key means of 
tracking ongoing EDI-related 
progress were substantially less 
common.

C

C

C

* use with caution



Part-time
staff only

Other under-
represented-led

* * * **

Does your organization do / offer any of the following to make compensation, development and performance management more equitable?

Average # measures by full-time paid staff size and leadership / existence of an equity working group (organizations with paid staff only)

Larger organizations tend to engage in more measures. Broadly speaking, the 
presence of an equity working group tends to have a greater impact than 
minority leadership.

Equitable Recovery Collective 27 Shifting Power Dynamics

Organizations led by those from 
other under-represented 
backgrounds tend to take the most 
equity-enhancing retention and 
development measures while 
BIPOC-led organizations tend to 
take the fewest.

Similarly, organizations with equity 
working groups tend to take more 
measures than those without such 
groups.

The differences between groups 
tend to increase with organization 
size.

* use with caution



Other under-
represented-led

76%

*

*

*

* *

*

*

*

Does your organization do / offer any of the following to make compensation, development and performance management more equitable?

% of organizations with paid staff by leadership / existence of an equity working group

Many retention-related measures appear to be associated with organization 
size and resources, with BIPOC-led organizations facing greater challenges.
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BIPOC-led organizations are less 
likely than other organizations to 
engage in most retention and 
development measures. While 
some of this is likely related to 
organizational size, the size of the 
differences suggests BIPOC-led 
organizations face particular 
challenges.

Organizations with equity working 
groups are more likely to engage 
in all measures, particularly the 
least common ones.

* use with caution



Does your organization do any of the following to help recruit and retain volunteers from under-represented communities?

% of organizations with volunteers in operational roles

Organizations are somewhat less likely to take measures aimed at recruiting 
and retaining diverse volunteers.
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16%

29%

35%

45%

28%

30%

17%

16%

29%

24%

27%

3%Other measure(s)

Set recruitment goals for under-represented
communities

Mandatory training for staff working with
volunteers

Hire staff from similar backgrounds

Accessibility of recruitment & training materials

Visibility in training & recruitment materials

Cultivation of appropriate communications channels

Assess demographic characteristics of community

Honoraria for volunteers in need

Feedback from existing volunteers

Targeted outreach to under-represented
communities

Collaboration with orgs serving under-represented
communities

76%
Yes

24%
No

*
Recruitment
& retention
measures

Shifting Power Dynamics

B

A
Collaborating with other 
organizations that serve under-
represented communities is the 
most common equity-enhancing 
measure by a significant margin.

A

As with paid staff recruitment, 
mandatory training and defining 
/ tracking concrete metrics are 
the least common equity-
enhancing measures.

B

* use with caution



Other under-
represented-led

Does your organization do any of the following to help recruit and retain volunteers from under-represented communities?

Average # measures by number of operational volunteers and leadership / existence of an equity working group (organizations with volunteers 
in operational roles only)

The number of measures organizations use tends to increase with the size of the 
volunteer pool, minority leadership and the presence of equity working groups.
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In contrast to the situation with 
paid staff-related measures, 
BIPOC-led organizations tend to 
engage in more volunteer-related 
equity enhancing measures than 
other organizations, particularly 
white-led ones.

Organizations with equity working 
groups tended to engage in more 
equity-enhancing measures.

The size of the differences 
between groups is also larger than 
with paid staff measures.



Other under-
represented-led

*

* *

*

*

*

*

Does your organization do any of the following to help recruit and retain volunteers from under-represented communities?

% of organizations with volunteers in operational roles by leadership / existence of an equity working group

BIPOC-led organizations are particularly likely to take measures to help recruit 
and retain volunteers from under-represented communities. 
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BIPOC-led organizations are more 
likely to engage in most equity-
enhancing measures than other 
organizations. 

They are particularly more likely to: 
• provide honoraria for 

volunteers in need, 
• cultivate particular 

communications channels, 
• set recruitment goals, 
• hire staff from similar 

backgrounds, and 
• require mandatory training.

Organizations with equity working 
groups are more likely to engage 
in all equity-enhancing measures.

* use with caution



The degree to which organizations seek to 
understand the equity characteristics of the people 
they serve and apply this knowledge in decision 
making is a key measure of the state of equity 
practices among nonprofits and charities.

To help understand what organizations are 
currently doing, respondents were asked whether 
their organization gathers each of 15 different 
types of equity-related information about the 
people they serve, either directly from those served 
or indirectly from other sources. Organizations that 
indicated they gather equity information were then 
asked how they obtained this information and 
whether they use it in any of 18 different 
organizational activities and processes.

Overall, the results indicate that while most 
organizations are gathering equity-related 
information, the application to decision-making is 
quite uneven. While the most common applications 
of equity-related information focus on program 
delivery and high level organizational functions, fully 
two in five organizations gathering equity-related 
information do not use it. Organizations with equity 
working groups are substantially more likely to 
gather equity-related information and make heavier 
use of it. Organizations with non-white leadership 
consistently make heavier use of equity-related 
information though they are not necessarily more 
likely to gather some types of it. 

Collection and use of equity-related information
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Does your organization collect / gather any of the following equity-related information about the people it serves / benefits?

% of organizations serving people directly

Most organizations are gathering equity-related information about those they serve.
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21%
No

79%
Yes

Equity data
gathered
directly

31%

37%

28%

34%

46%

25%

16%

28%

24%

36%

8%

19%

44%

25%

29%

6%Other
Religious beliefs

Sexual orientation
Marital status

Citizenship
Socio-economic status

Education / literacy
Ethnicity

Indigenous status
Employment status

Race / visible minority
Health

Language
Gender

Geographic location
Age

Shifting Power Dynamics

Overall, just under four in five 
organizations are gathering some sort 
of equity data about the people they 
serve or benefit.

They are more likely to gather 
information related to age, location and 
gender than about race or ethnicity.

They are least likely to gather 
information about the religious beliefs, 
sexual orientation and marital status of 
those they serve.



Does your organization collect / gather any of the following equity-related information about the people it serves / benefits?

Average # of types of data gathered by geographic focus of organization (organizations serving people directly)

Organizations with a more local focus tend to gather more equity-related 
information about those they serve.
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6.5

6.2

5.8

4.8

5.5

5.3

5.2Other

International

Canada

More than one province or territory

Single province or territory

Region within a province or territory

A neighbourhood, city, town or rural municipality

*
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* use with caution



Other under-
represented-led

*

*
*

* *
* **

*

*

Does your organization collect / gather any of the following equity-related information about the people it serves / benefits?

% of organizations serving people directly by leadership / existence of an equity working group

Organizations with equity working groups are more likely to gather equity-related 
information; a few key types stand out for other under-represented-led organizations.
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The equity-related information 
organizations gather is significantly 
affected by the populations they 
serve.

Minority-led organizations are 
more likely to gather most types of 
equity related information. Race, 
employment status, ethnicity and 
citizenship are particularly 
associated with BIPOC leadership 
while age, geographic location, 
language, health, Indigenous 
status and sexual orientation are 
particularly associated with 
leadership from other under-
represented backgrounds.

* use with caution



Does your organization require the organizations it funds and/or supports to collect / gather any of the following equity-related information about 
the people they serve / benefit?

% of organizations working through / with other organizations to support beneficiaries

Organizations that work indirectly are less likely to require the collection of 
equity-related information about those their partners serve.
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23%
No

15%
14%

17%
16%

18%

8%
9%

13%

10%

12%

3%
5%

24%

12%

9%

5%

Religious beliefs
Other

Marital status
Education / literacy
Sexual orientation

Employment status
Citizenship

Socio-economic status
Language

Ethnicity
Gender

Race / visible minority
Health

Indigenous status
Age

Geographic location

77%
Yes

Equity data
gathered
indirectly

*
*

*
*

*
*

*

Shifting Power Dynamics

Overall, organizations working 
indirectly are much less likely to 
require the organizations they support 
to gather any individual type of 
information than organizations are to 
gather it themselves, but about as 
likely to require them to gather 
something.

Judging by differences in the relative 
ranking of specific information types, 
organizations working indirectly seem 
to place higher importance on ensuring 
the organizations they support collect 
data about Indigenous status and 
somewhat lower importance on 
collecting gender, language, and 
employment status data.

* use with caution



How is this equity-related information collected / gathered?

% of organizations that directly collect equity-related information

Equity-related information is predominantly collected internally.
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11%Web statistics

14%Other

21%

63%

48%

45%

20%Focus groups

External data sources

Interviews

User surveys

Internal administrative data

*

*
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Organizations are most likely to 
collect equity-related information 
from administrative data, 
surveys and interviews of those 
served.

A

A

They are less likely to draw on 
external data sources (e.g., 
Statistics Canada) and focus 
groups.

B
B

* use with caution



What are the most important uses of equity-related information about those your organization serves / benefits?

% of organizations that collect equity-related information

Organizations gathering equity-related information use it for many purposes 
(6.0 on average) though a significant minority don’t use it at all.
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39%
No

61%
Yes

34%

12%

9%

27%

18%

30%

12%

17%

34%

23%

11%

39%

34%

34%

23%
22%
22%

15%

2%Other purpose(s)
Reporting to those who provided equity information

Benchmarking performance
Reporting to senior management

Reporting to funded / supported orgs
Informing / influencing government policy
Sharing findings with peer organizations

Communicating with public / media
Dismantling systemic / structural inequities

Informing staff / volunteer recruitment
Allocating resources

Learning about outcomes
Consulting with community / beneficiaries

Reporting to the board
Evaluating achievement of program objectives

Revising programs
Reporting to funders / supporters

Organizational strategy
Developing new programs

Using 
equity-related 

information

*

Shifting Power Dynamics

Incredibly, two in five 
organizations collecting equity-
related information do not use it. 
By extension, this means that 
only about half of organizations 
are using equity-related 
information.

A

A

The most common uses of 
equity-related information are 
related to programming and 
high-level organizational 
management functions.

B

Organizations are less likely to 
use equity-related information in 
more narrowly focused 
operational ways or for reporting 
to those they serve.

C

B

C

* use with caution



Other under-
represented-led

* * * * *

*
*

* *

*

What are the most important uses of equity-related information about those your organization serves / benefits?

% of organizations that collect equity-related information by leadership / existence of an equity working group

Minority-led organizations and organizations with equity working groups are 
more likely to use equity-related information in virtually every way.
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Organizations led by those from 
other under-represented 
backgrounds are most likely to use 
equity-related information in 
virtually all ways.

The tendency for BIPOC-led 
organizations to lag organizations 
led by those from other under-
represented backgrounds is likely 
related to the generally smaller 
organizations BIPOC leaders 
represent.

* use with caution



To better understand the operational contexts in 
which EDI practices exist, respondents were asked 
whether their organization had programs or 
services specifically focused on particular 
communities. In this context, specifically focused 
was defined as activities designed for a particular 
community or where a large portion of the 
beneficiaries came from a particular community. 
Respondents were able to choose up to ten 
specific communities from a list of two dozen.

Survey results show that organizations have 
programs serving an incredible range of groups. 
Three quarters of organizations served more than 
one group, with the average hovering around five. 
Most commonly organizations have programs 

serving the general public and a number of other 
groups. Results also show strong associations 
between the populations served and the background 
of organizational leadership.

Populations served
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Does your organization have any programs or services specifically focused on particular communities? By specifically focused, we mean either 
activities that are designed for a particular community or where a large portion of the beneficiaries come from that community.
% organizations

Organizations have programs and services intended for a very wide range of 
audiences.
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8%
3%

4%
5%

7%
10%

13%
13%

14%
15%

16%
16%

19%
22%
22%

24%
24%
24%

28%
32%

34%
38%

41%
49%

*
*

Other
Religious faiths

Veterans
Formerly incarcerated

Drug users
Migrants / asylum seekers

Men / boys
Un- / under-housed

Rural, remote or Northern
Physical health conditions

Specific cultural background
2SLGBTQ+ communities

Other racialized communities
Black communities

Indigenous Peoples
Adults

Mental health conditions
Disabilities

Women / girls
Families

Seniors / Older adults
Low income

Children / youth
General public

Shifting Power Dynamics

Although organizations were 
most likely to have programs 
aimed at the general public, 
87% of organizations had 
programs focusing on other 
communities.

A

Programming based on age and 
gender is relatively common 
though there is a broad range 
(e.g., adults and men/boys).

B

A

B

D

C

Roughly a fifth of organizations 
offer programs focusing on 
particular visible minority 
groups.

C

Comparatively few organizations 
surveyed offer programs 
specifically for these groups.

D

* use with caution



Other under-
represented-led

*

*
* *

*

*

*
*

*
**

*

*
* *

*
* *

* * *
*

*

* *

**

*

*

Does your organization have any programs or services specifically focused on particular communities? By specifically focused, we mean either 
activities that are designed for a particular community or where a large portion of the beneficiaries come from that community.

% organizations by leadership / existence of an equity working group 

White-led organizations are less likely to have programs and services focusing 
on specific groups.
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BIPOC-led organizations are 
noticeably more likely to offer 
programming focusing on 
particular age-, gender-, culture- 
and race-based communities.

Organizations with leadership from 
other under-represented 
backgrounds are comparatively 
likely to offer programming to 
communities differentiated by most 
other characteristics.

Organizations with equity working 
groups are more likely to offer 
programs focusing on particular 
communities.

* use with caution



The capacity of organizations to engage in EDI-
related work is affected by a range of internal and 
external factors. To better understand what may be 
helping or hindering organizations in their equity-
related work, respondents were asked about the 
degree to which 15 potential factors are enablers 
or barriers in their organization’s efforts to apply 
equity, diversity and inclusion principles to its work. 
The range of factors covered is broad and includes 
the availability of resources and material supports, 
engagement of internal and external stakeholders, 
staff capacity and the broader societal context.

Survey results indicate that the biggest enablers 
are buy-in and engagement, both within the 
organization and with external parties, while the 
biggest barriers are access to the time and money 
required to do the work. Organizations are most 

split on factors related to knowledge, training, skills 
and support from funders. 

Overall, the results indicate that BIPOC-led 
organizations are facing greater challenges, 
particularly with funding and buy-in and 
engagement. Organizations with equity working 
groups are more likely to see buy-in and 
engagement as enablers, but also more likely to see 
greater challenges with funding, most likely because 
they are devoting more effort to these activities.

Enablers and barriers
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To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations

Focus and buy-in are the biggest enablers in applying equity, diversity and 
inclusion principles, while lack of resources and systemic discrimination are 
the biggest barriers.
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25%

30%

29%

27%

49%

63%

55%

53%

37%

44%

27%

43%

49%

39%

10%

60%

55%

54%

50%

35%

17%

21%

26%

40%

26%

42%

36%

23%

38%

47%Systemic discrimination / racism

Financial resources

Capacity of funded / supported orgs

Staff time

Core funding

Long-term funding

Funder support

Staff training

Access to knowledge

Stakeholder buy-in

Support from peer organizations

Staff knowledge / skills

Board engagement

Staff buy-in

Leadership support

Strong barrier Moderate barrier Slight barrier Neutral Slight enabler Moderate enabler Strong enabler

Shifting Power Dynamics

A

B

B

C
C

A Engagement of people within 
the organization is the biggest 
enabler.

Organizations were more split 
as to whether knowledge, 
training, and funder support are 
enablers or barriers to their 
work. 

Lack of money and time are the 
biggest barriers to making 
progress on EDI issues.

A significant fraction of 
organizations were unsure 
about the impact of systemic 
discrimination on their EDI work.

D
D



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by leadership

Funding and finances are greater barriers for BIPOC-led organizations as they 
seek to apply equity, diversity and inclusion principles in their work.
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Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Shifting Power Dynamics

Funding-related factors are greater 
barriers to applying EDI principles for 
BIPOC-led organizations than for 
white-led organizations and 
organizations led by those from other 
under-represented backgrounds.

Access to financial resources is 
particularly problematic for BIPOC-led 
organizations. Unlike with other 
organizations, lack of financial 
resources is a more important barrier 
than the type of funding and funder 
support.



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by existence of an equity working group

Funding and finances also tend to be greater barriers for organizations with 
equity working groups.
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Organizations with equity working 
groups face greater challenges with 
funding-related factors and financial 
resources than organizations without 
them. 

At first glance, this may seem 
paradoxical but we believe it is driven 
by the fact that these organizations are 
engaging in more EDI-related work 
and want to do even more but are 
constrained by financial concerns.



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by leadership

BIPOC-led organizations are also facing greater challenges with buy-in, 
engagement and access to knowledge.
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Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

*

*
*

*

*

*

Shifting Power Dynamics

Organizations led by leaders 
from other under-represented 
backgrounds are more likely to 
view leadership support and 
staff buy-in as enablers while 
BIPOC-led organizations are 
more likely to see them as 
barriers.

A

BIPOC-led organizations are 
particularly likely to see lack of 
stakeholder buy-in and difficulty 
accessing knowledge as 
barriers to their efforts to apply 
EDI principles in their work.

B

B

AA

* use with caution



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by existence of an equity working group

Organizations with equity working groups are more likely to view these factors 
as enablers of their work.
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*
*
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Stakeholder buy-in is an 
exception to the general trend. 
Organizations with equity 
working groups are more likely 
to face challenges in this area. 
We suspect that this is linked to 
their generally higher level of 
engagement in EDI work.

A

Organizations with equity working 
groups are more likely to see all these 
factors as enablers, mainly because 
they are less neutral about them. They 
are not noticeably more likely to see 
most of them as barriers.

A

* use with caution



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by leadership

BIPOC-led organizations are more likely to face most staff-related barriers.
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Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led

*

*
*

*
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A

A Organizations led by those from 
other under-represented 
backgrounds are more likely to 
view staff buy-in and skills as 
enablers to their EDI work but 
face particular challenges 
finding sufficient staff time.

BIPOC-led organizations are 
facing greater difficulties with 
staff training and buy-in.

B

A

B

* use with caution



To what extent are each of the following barriers or enablers for your organization as it seeks to apply equity, diversity and inclusion principles in 
its work?

% organizations by existence of an equity working group

While organizations with equity working groups have greater staff buy-in, they 
are more divided in their response to other staff factors.
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*

*
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A Organizations with an equity 
working group tend to have 
greater staff buy-in.

B
Organizations with equity 
working groups are more likely 
to report most factors as 
barriers, particularly staff time 
and training. This is likely 
because these organizations 
tend to be engaged in more 
EDI-related activities.

B

Again, organizations with equity 
working groups are less likely to be 
neutral about potential factors.A

* use with caution



To better understand the context of their 
responses, the survey asks respondents to agree 
or disagree with a series of statements focusing on 
the degree to which EDI issues have become more 
prominent since the onset of the pandemic, the 
extent to which their organization is well situated to 
apply EDI principles in its work and the EDI-related 
values respondents believe it holds.

Overall, respondents see the value of working in 
ways that enhance EDI, believe their organization 
is doing so and see the value of embracing more 
active frameworks such as ARAO. While most 
respondents believe their organization is well 
positioned to advance its EDI practices and believe 

that the importance of EDI has increased since the 
pandemic, views on these topics are more divided.

There are significant differences in views between 
organizations with BIPOC leaders or leaders from 
other under-represented backgrounds and white-led 
organizations. White-led organizations are more 
uncertain that the importance EDI has shifted since 
the pandemic, less likely to believe that working in 
ways that enhance EDI makes them more effective 
and to see the value of embracing more active 
frameworks. Similar patterns are seen with 
organizations lacking equity working groups.

Attitudes and opinions
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Please rate how much you agree or disagree with each of the following statements.

% organizations

Overwhelmingly, organizations see the value in EDI practices and are well 
situated to intensify their efforts; they are more divided on whether the 
pandemic is a driver.
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83%9%Equity, diversity and inclusion are values
 my organization practices every day

51%15%Those we serve have higher expectations of our organization
 on EDI issues than they did prior to pandemic

50%17%Funders have higher expectations of our organization
 on EDI issues than they did prior to pandemic

62%13%To be truly effective at our mission we need to go 
beyond EDI to embrace ARAO frameworks

72%12%Orgs that do not follow EDI principles internally
 will not be able to apply them externally

51%19%Our organization has devoted more attention to
 EDI issues since the onset of the pandemic

76%7%Working in ways that enhance EDI makes us
 more effective at achieving our mission

60%21%Our organization is well equipped to improve our
 EDI practices over the next few years 

75%13%Our staff and board are well-aligned
 when it comes to EDI issues

Strongly disagree Somewhat disagree Neutral Somewhat agree Strongly agree

Shifting Power Dynamics

B Organizations were 
comparatively unlikely to have 
neutral views on alignment 
between board and staff, 
highlighting the importance of 
communication on EDI-related 
issues.

C While most organizations 
believe they need to go further 
with EDI and are equipped to do 
so, significant minorities do not 
share these views.

A Organizations are most likely to 
believe they are following EDI 
principles and to see this as 
valuable.

Organizations are most divided 
about whether expectations 
around EDI have changed since 
the pandemic.

D

A

C

D

B



Please rate how much you agree or disagree with each of the following statements.

% organizations by leadership

White-led organizations are less likely to agree that the pandemic has driven 
shifts in expectations around EDI.
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Other under- 
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Other under- 
represented-led

Other under- 
represented-led

*

*

*

*

*

*

*
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A A Non-white-led organizations are 
more likely to have devoted 
more attention to EDI issues 
since the onset of the pandemic.

Organizations with minority 
leadership, particularly those 
that are BIPOC-led, have seen 
increased expectations around 
EDI issues since the onset of 
the pandemic.

B
B

* use with caution



Please rate how much you agree or disagree with each of the following statements.

% organizations by existence of an equity working group

Conversely, organizations with equity working groups are more likely to agree 
the pandemic has driven shifts in EDI expectations.
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*

*

Shifting Power Dynamics

A A Organizations with equity 
working groups are significantly 
more likely to have devoted 
more attention to EDI issues 
since the beginning of the 
pandemic.

Similarly, organizations with 
equity working groups are more 
likely to feel that expectations on 
EDI issues have increased since 
prior to the pandemic. 
Organizations without working 
groups are more likely to be 
neutral, which for many we 
believe means they are unsure.

B
B

* use with caution



Please rate how much you agree or disagree with each of the following statements.

% organizations by leadership

While virtually all organizations believe they practice EDI values, white-led 
organizations are less likely to see the need for greater internal and external efforts.
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Other under- 
represented-led

Other under- 
represented-led

Other under- 
represented-led
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*

*

*

*

*

*

*
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The lesser likelihood of white-
led organizations to see the 
need for greater EDI-related 
efforts is driven more by 
neutrality on the issues than 
outright disagreement. 

A
A

* use with caution



Please rate how much you agree or disagree with each of the following statements.

% organizations by existence of an equity working group

Organizations with equity working groups are markedly more likely to see the 
need for greater efforts related to EDI, both internally and externally.
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*

*
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As with differences by 
leadership characteristics, the  
lesser likelihood organizations 
without equity working groups to 
see the need for greater EDI-
related efforts is driven more by 
neutrality than clear 
disagreement. 

A

A

* use with caution



Please rate how much you agree or disagree with each of the following statements.

% organizations by leadership

White-led organizations are somewhat less likely to see the utility of EDI-
related work and less well positioned to advance it.
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As with most other attitudes and 
opinions not related to 
expectations since the 
pandemic, the major contrasts 
are between white-led and 
minority-led organizations.

One of the only potentially 
significant variations from this 
pattern is with views on being 
well positioned to improve EDI 
practices, suggesting that 
organizations led by those from 
other under-represented 
backgrounds may face particular 
barriers. Again, this is likely 
driven by the characteristics of 
these organizations (e.g., size, 
sub-sector, etc.).

A

A

* use with caution



Please rate how much you agree or disagree with each of the following statements.

% organizations by existence of an equity working group

Organizations with equity working groups are better positioned for EDI-related 
work and to see the utility of this work.
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*

*
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Differences in views about 
whether the organization is well-
equipped to improve EDI 
practices based on the presence 
of working groups are larger 
than the differences based on 
leadership characteristics, 
suggesting that working groups 
can be a key way forward for 
organizations.

B

B

Organizations with and without 
working groups are less split in 
their views on alignment 
between staff and board than 
they are on many other issues.

A

A

* use with caution



The survey was conducted online via an 
interactive website between August 18th and 
October 31st, 2022. In total, 1,655 respondents 
completed the survey.

The survey used a dual component methodology 
to ensure that it reached a broad range of 
charities and nonprofits. The first component 
consisted of a known population of registered 
charities that were not religious congregations 
and had annual revenues of $30,000 or more. 
These respondents were reached directly via 
email. The second component consisted of an 
unknown population of nonprofits, qualified 
donees, and registered charities (potentially 
including religious congregations and 
organizations with less than $30,000 in annual 
revenue)  that were reached indirectly, through 

invitations distributed by partner organizations. 
These partners were predominantly umbrella 
groups and capacity building organizations 
focused on particular geographies, causes, or 
populations served.

Survey responses were weighted by organization 
size, region and sub-sector to produce estimates 
believed to be more representative of the nonprofit 
sector as a whole. A comparison of the weighted 
and unweighted distributions of respondent 
organizations can be found on the next page.

Multivariate analysis was used throughout to 
identify key drivers. This analysis clearly 
highlighted the critical importance of leadership 
characteristics and the presence of equity working 

groups, even when organizational size, region, and 
cause were taken into account. 

Compared to many other surveys of charities 
conducted by Imagine Canada, region and sub-
sector were less important explanatory factors, 
though organizational size, as measured by 
number of paid staff, remained an important factor.

Generally speaking, the larger the number of 
organizations contributing to a given figure and the 
more consistent their responses are, the more 
accurate an estimate is likely to be. When the 
number of charities contributing to an estimate is 
small and/or their responses are highly variable, 
we have marked the estimates with “*”. These 
estimates are still useful for decision-making but 
should be used with caution.

Methodology
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% survey respondents

Responses are weighted by a number of factors including revenue size, sub-sector and 
region to produce estimates more characteristic of the population of organizations.
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BIPOC: The acronym “BIPOC” stands for 
Black, Indigenous and People of Colour. We 
recognize this is a controversial term that is 
justly criticized for masking the diverse 
experiences and perspectives of the 
populations it includes. Unfortunately, given 
the size of the sample, we must group 
responses from Black, Indigenous and 
racialized leaders together to have sufficient 
statistical power to highlight differences by 
organizational leadership.

BIPOC-led: Organizations where a significant 
fraction of senior leadership is made up of 
people who are Black, Indigenous and/or of 
other non-white backgrounds.

Equity audit: Formally, equity audits are 
systemic, wide-ranging reviews of existing 
organizational policies, practices and 
structures to identify factors perpetuating or 

promoting inequities. For the purposes of the 
survey, equity audits were defined as some 
form of systematic review using an equity, 
diversity and inclusion lens.

Equity working group: These groups are 
established to identify and address equity-
related issues. Commonly groups draw 
membership from across the organization and 
emphasize a diversity of perspectives and 
backgrounds. For the purposes of the survey, 
equity working groups were defined as some 
sort of committee or working group focussed 
on issues of equity, diversity and inclusion.

Minority-led: This is a collective term referring 
to both BIPOC- and other-under-represented-
led organizations.

Other under-represented-led: Organizations 
led by people from backgrounds commonly 

under-represented among senior leaders of 
nonprofit organizations.  Common 
backgrounds specified by respondents include 
being 2SLGBTQIA+, women, having 
disabilities or medical conditions, being 
immigrants and members of linguistic 
minorities.

White-led: Organizations that are not led by 
those from BIPOC or other-under-represented 
backgrounds.

Under-represented communities / 
populations: These terms are used in 
individual survey questions to denote 
individuals who are commonly under-
represented among employees and/or 
volunteers.

Glossary
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