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WHO IS THIS GUIDE FOR?
This project focuses on education as a crucial step towards
shifting economic, political, and social power to support
equality among genders. Aiming to increase capacities
(knowledge, attitudes and skills), we hope to fill a gap in
supporting people and organizations to enhance their
practice by fostering an inclusive workplace culture.

How to use
this guide
more
effectively

This guide is designed to be used by everyone in the
workplace as gender inclusivity matters to all of us. There are
misconceptions regarding gender identity that affect our
perceptions, and our goal is to work on these notions and
learn more about gender inclusivity.
This guide aims to be an accessible resource for everyone
who is interested in supporting gender inclusivity or who
simply wishes to learn more about gender. It will show how
individual lives can be affected by different identity markers
such as race and ethnicity in addition to gender. In order to
facilitate the use of this guide, we have targeted both
leadership and frontline service providers. While in the first
part, the focus is on policy and training, the other section can
be used by all employees (e.g. leadership and staff), to
introduce key concepts and offer strategies.
We address some common workplace issues related to
gender and provide examples and strategies to clarify and
resolve these issues. Moreover, we have included an exercise
section, where readers can find real-life scenarios that
present a case where they can test their understanding of
gender inclusivity. Finally, readers can find a glossary at the
end if they need more information regarding the terms and
concepts.
This guide is designed in an interactive way so that the
reader can move back and forth to different sections as
desired. While there is some information in the form of
infographics that can be accessed more quickly, there is also
additional information available when you click on a link.
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When you see
this icon you
can find the
definition of
a concept
discussed in
the booklet.

Hover over any
purple message
box with your
mouse to learn
more about a
term or concept.
While a glossary
of terms is
provided as an
appendix to this
document, these
purple boxes are
added to
enhance a more
focused reading
experience.

WHAT IS GENDER
INCLUSIVITY?
Inclusivity means to be open to everyone and not limited to certain people. From a
gender standpoint, this means that services, establishments, learning institutions,
government agencies, etc., are all welcoming of any individual's expression of their
gender identity, including their characteristics and behaviours such as appearance,
dress, mannerisms, speech patterns, and social interactions. (1)

Inclusive Vision and Policy
Inclusive practices start with reviewing policies
and finding ways to include all genders in the way
we word our organization's vision and mission
statements and by making sure that all genders
equally benefit from the policy making practices.

Using Pronouns
There are many ways in which all staff can make
sure they are using the correct pronouns in
meetings, communications, etc. If you are unsure
what pronoun to use, ask to clarify what pronoun
the individual prefers.

Inclusive Spaces
Executive teams and administrative teams are
responsible for ensuring spaces such as
washrooms, changing rooms, etc., are accessible to
everyone regardless of what gender they identify
as.

Inclusive Hiring Practices
The inclusive practices in the organization need to
be clear on the website or application packages. All
participants regardless of their identified/assigned
gender should be given a fair chance in the hiring
practices.
PAGE 6

PAGE 7

GENDER VS. SEX

Gender identity is each person’s
internal and individual
experience of gender. It is their
sense of being a woman, a man,
both, neither, or anywhere along
the gender spectrum. A person’s
gender identity may be the same
as or different from their birthassigned sex. Gender identity is
fundamentally different from a
person’s sexual orientation. (2)
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GENDER-BASED
VIOLENCE

67%

OF ALL CANADIANS SAY THEY
PERSONALLY KNOW AT LEAST ONE
WOMAN WHO HAS BEEN SEXUALLY OR
PHYSICALLY ASSAULTED. (3)

Gender-based violence is rooted in gender
inequalities and other systems of oppression.
Intimate partner and sexual violence are
disproportionately perpetrated against women
and violate their right to live free from abuse and
violence. Women experience significantly more
gender-based violence, which violates their right
to live free from abuse and violence.
Gender-based violence can take many forms:
cyber, physical, sexual, societal, psychological,
emotional, and economic, as well as neglect,
discrimination, and harassment. (4)

WHEN IT COMES TO GENDER INEQUALITY,

WE ARE ALL
PAYING THE
PRICE
“Gender inequality harms us all. Rigid
gender roles, often imposed on children
and continuing into adolescence, can
result in stereotyping and unrealistic
expectations for people of all genders”
(5). But it does not stop there: it leads to
discrimination and violence against
women, girls, transgendered gendernon-conforming people.

Lesbian, gay, and
bisexual people
experience sexual
assault at a rate 6
times higher than
heterosexual people.
(6)

GENDER INEQUALITY COSTS LIVES & MONEY

EVERY 6 DAYS
a woman in Canada is
killed by her intimate
partner, on average. In
2009, 67 women were
murdered by a current or
former spouse or
boyfriend. (7)

3000 WOMEN
are living in emergency
shelters to escape
domestic violence on any
given day in Canada,
(along with their 2,500
children).(8)
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OVER 635,000
incidents of sexual
assault were reported in
2014, while most
incidents go unreported.
(9)

PROJECT GOALS:
Create custom campaign to build the client's
brand image.

WHAT COUNTS AS DISCRIMINATION
AND HARRASSEMNT?
Discrimination is an action or a decision that
mistreats a person or a group for reasons such as
their race, age or disability. These reasons, also
called grounds, are protected under the Canadian
Human Rights Act. It can be in any form of unequal
treatment, whether it is imposing extra burdens or
denying benefits. It may be intentional or
unintentional. It may involve direct actions that are
discriminatory or rules, practices or procedures
that appear neutral but disadvantage certain
groups of people. Discrimination may take obvious
forms, or it may happen in very subtle ways. Even if
there is only one, that is considered a violation of
this policy. (10)
Harassment is a form of discrimination. It includes
any unwanted physical or verbal behaviour that
offends or humiliates you. Generally, harassment is
a behaviour that persists over time. Serious onetime incidents can also sometimes be considered
harassment. (11)

PAGE 11

Experiences of Harassment
in the workplace
Note: these statistics are based on the individuals'
assigned sex rather than the gender with which
t h e y i d e n t i f y . (12)

43%
Women who
have been
harassed at
work.

12%
Men who have
been harassed
at work.

81%
Men have never
reported sexual
harassment.

73%
Women who
have never
reported sexual
harassment.
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21%
Women who say
calling a
colleague's outfit
sexy is acceptable.

34%
Men who say
calling a
colleague's outfit
sexy is
acceptable.

If a person does not explicitly object to harassing
behaviour or appears to be going along with it, this
does not mean that the behaviour is okay. The
behaviour could still be considered harassment under
t h e C o d e . (13) A p e r s o n m a y n o t e x p r e s s o b j e c t i o n o r
report the incident because of the power dynamic or
fear of losing their job or other consequences.
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EXAMPLES OF
Harassment
in the Workplace (14)

OFFENSIVE JOKES
Offensive jokes or comments of a
sexual nature about an employee or
client;
Epithets, remarks, jokes or innuendos
related to a person’s race, gender
identity, gender expression, sex,
disability, sexual orientation, creed,
age, or any other ground.

BULLYING

VERBAL ASSAULT
Bragging about sexual prowess or
questions or discussions about sexual
activities.
Comments ridiculing a person.

INTIMIDATION AND DISRESPECT

Posting, circulating or
display of sexually offensive
pictures, graffiti or other
materials including through
electronic means, whether
in print form or via e-mail or
other electronic means.

Gender-related verbal abuse,
threats or taunting.
Singling out a person for
humiliating or demeaning
“teasing” or jokes because they are
a member of a Code-protected
group.

DISCRIMINATORY BEHAVIOUR
BASED ON GENDER
STEREOTYPES
Rough and vulgar humour or
language related to gender.
Paternalism based on gender which
a person feels undermines his or
herself respect or position of
responsibility.
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PHYSICAL CONTACT
Unwelcome physical contact;
Propositions of physical intimacy.
Leering or inappropriate staring.
Demands for dates or sexual favours.
Sexual Solicitation.

HOW MEN ARE AFFECTED BY
HARASSMENT

(15)
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Contrary to common perception, men
are also the target of gender-based
violence, as seen from the chart.
Young boys and men are often
subject to societal expectations in
order to uphold the "perfect"
traditional image of masculinity. They
are often exposed to these ideals
from an early age through media,
school, and the everyday world
around them that expects them to be
tough, aggressive, and violent.
Young men who do not conform to
these expectations are subject to
bullying, verbal and physical
violence and harassment in the
workplace.

HOW
TOXIC MASCULINITY
HARMS MEN (16)

SUICIDE

MEN AND VIOLENCE

Men are 3.5 times more
likely than women to die
of suicide.

Men are three times
more the victims of
homicides in Canada.
Men aged 18 to 24
were by far the largest
demographic group,

Men are less likely to be
diagnosed with
depression, often
because they do not seek
out care.

HEALTH CARE

MENTAL HEALTH

Research suggests
that men who
conform more to
masculine norms are
more likely to
consider unhealthy
behaviour normal.

The more rigid a
man's beliefs about
masculinity, the
more negative his
beliefs about
seeking mental
health support.

SEEKING HELP

WHAT CAN BE DONE?

Mental health
professional, educators,
service providers should
keep in mind that men
are reluctant to admit
vulnerability and seek
help when it comes to
mental health.

We should encourage men
and women to discard
harmful ideas about
traditional masculinity and
identify and strengthen
positive aspects.This is
possible through education.
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WHAT COMMUNITY GROUPS ARE MORE
VULNERABLE WHEN IT COMES TO GENDER
INEQUALITY?

Employment and gender
Despite having similar education and
experience, women in Alberta earn less than
men. In 2017, Alberta women’s median
income was $32,300, while men’s was
$50,700. (17)

Race and gender
Indigenous women are 3 times more
likely to be sexually assaulted than
non-Indigenous women. (18)

Youth and gender
74% of LGBTQ+ students reported
feeling unsafe at school and 64% are
physically harrassed or assaulted. (19)
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(20)

GENDER-BASED
DISCRIMINATION
AND THE
LGBTQ2+
COMMUNITY

20% of trans people experience physical or sexual
assault. (17)
Lesbian and gay Canadians are twice as likely to
be victims of violent victimization. (18)
Bisexual Canadians are nearly nine times more
likely to be sexually assaulted. (19)

GENDER EQUALITY

Gender Equality is a part of human
rights, including the right to be
free from coercion, intimidation,
and violence at work and at home.
(21)
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GENDER AND OTHER IDENTITY FACTORS:
HOW OTHER IDENTITY FACTORS SUCH AS RACE AND ETHNICITY
CAN AFFECT GENDER INCLUSIVITY

People who experience social marginalization and
discrimination are at greater risk of experiencing genderbased violence, harassment, and bullying compared with
people who do not experience social marginalization and
discrimination.

Marginalization and oppression can also impact the experience of gender-based
violence, harassment, and bullying. For example, gender-based violence,
harassment, and bullying experienced by immigrants and refugees may be shaped
by their immigration status and background. Immigration status can increase
women’s vulnerability to violence.
Marginalized groups often experience multiple barriers to disclosing and/or
reporting what happened to them and to accessing relevant support services. (22)
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While gender-based discrimination and
harassment can target any social group,
individuals who experience more than one
marginalized identity marker are more
vulnerable to discrimination in the
workplace.
As can be seen from the power flower chart on the
next page, different factors such as age, nationality,
ability, language, race, and ethnicity can affect an
individual's identity•. Thus, a person who is affected by
two marginalizing identity markers such as disability
and gender non-conforming categories , for instance,
is at a greater risk of discrimination and harassment in
the work environment and at home.

PAGE 20

Here are a few statistics regarding these social groups:
Immigrant and refugee women may be more vulnerable
to gender-based violence and face barriers in seeking
support due to social isolation, lack of English language
skills, underemployment, or uncertain legal status. (23)
People of colour are more likely to experience workplace
harassment than other groups. (24)
Women with disabilities are more than twice as likely as
women without disabilities to have been physically or
sexually abused by a current or former partner. (25)
People with disabilities (mental or physical) are twice as
likely to be sexually assaulted than people without
disabilities. (26)
People with disabilities are more likely to experience
workplace harassment than other groups. (27)
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POLICY, TRAINING, AND ACCOUNTABILITY

Recent research on harassment, violence and sexual
violence in Canadian workplaces revealed that
employers should be primarily responsible for
gender-inclusive practices (28) by fostering a culture
of respect: here are some recommendations for
policymakers and administrators:

1) Develop and implement non-discrimination
policies and comprehensive practice guidelines
that clearly state organization’s rules and
expectations;
(2) Ensure that staff receive appropriate and
sufficient training; and
(3) Hold staff accountable for following
established policies and practices through a staff
evaluation process. (29)

Legal aspect: Companies are, however, protected if they have
taken

reasonable

steps

to

discriminating against others.
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prevent

employees

from

HOW TO ACT AS POLICYMAKERS WHEN IT
COMES TO GENDER INCLUSIVITY ISSUES:
Some practical steps that board of directors and executive teams can take:

It is important that every organization develop a policy
to address workplace gender-based violence,
harassment, and bullying.
This policy should begin with a statement of the
purpose. A policy statement conveys why the policy is
needed and outlines the organization’s position on the
issue of gender-based violence, harassment, and bullying
in the workplace. (30)
The policy addressing gender-based violence,
harassment, and bullying response and prevention must
include a statement outlining the scope of the policy,
key definitions, and the roles and responsibilities of all
staff. The policy should specify when and how it will be
reviewed and by whom. (31)

It should also address communications
following an incident or report, articulate
strategies for mitigating risk from people
who have caused (or may cause) harm,
enhance safety for people who have been
harmed, respond to critical incidents, and
address privacy and confidentiality
considerations.
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The policy should
be accompanied by
a set of procedures
that articulate
options for
disclosing and
reporting genderbased violence,
harassment and
bullying, and
investigating
incidents that are
reported to the
organization.

The scope of the
policy needs to
ensure that
everyone working
in or with the
organization is
aware of when,
how, where, and
to whom policy
applies.

THE

POLICY

ORGANIZATION
THE

STATEMENT
BELIEVES

ORGANIZATION’ S

GENDER-BASED

COMMUNICATES

THIS

ISSUE

COMMITMENT

VIOLENCE,

IS
TO

HARASSMENT,

WHY

THE

IMPORTANT

AND

ADDRESSING
AND

BULLYING.

Types of gender-based violence (e.g.,
The policy may address physical locations

sexual violence, intimate partner

where the work of the organization

violence, sexual harassment, bullying);

/company is performed (e.g., job sites,
offices), events organized by the

Intersecting forms of social inequality

organization/company or involving

and oppression that impact who is

organization/company staff (e.g., meetings,

most at risk of experiencing gender-

conferences, staff socials), or where
organization staff are engaged in domestic
or international business travel. It may
also include situations where

based violence (e.g., racism, sexism,
heterosexism, etc.);
Courses of action for someone who has

organization/company equipment (e.g.,
computers, phones) and/or accounts (e.g.,
social media, videoconferencing) are used
to perpetrate gender-based violence,

experienced gender-based violence
(e.g., disclosing, reporting,
accommodations, investigation)
individuals involved in incidents of

harassment, and/or bullying. (32)

gender-based violence (e.g.,

Workplace policy addressing gender-based
violence, harassment, and bullying should
clearly define key terminology relevant to
the issue and appear in the policy:

victim/survivor, the person who caused
harm, the person who made a
disclosure/report, the person about
whom a disclosure/report has been
made).
A framework for appropriate and
effective approaches (e.g., trauma-
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informed and culturally safe). (33)

RECOMMENDATIONS FOR USING
MORE INCLUSIVE LANGUAGE IN THE
WORKPLACE
USING PRONOUNS
Standard practices among organizations that are specifically
attempting to be non-binary inclusive include:
Asking all people what their pronouns are, rather than
assuming them, assumptions of pronouns as either ‘he’ or
‘she’ excludes non‑binary people.
Using gender-inclusive pronouns; accepting gender-neutral
titles. (34)
Calling individuals by their preferred names and pronouns.
(35)
Offering non‑binary gender options on forms/records such as
Male/ female/ non‑binary/prefer not to say.

Everyone should be able to correctly record their
gender and title. Non‑binary people are frequently
forced to pick incorrect options to access even basic
services such as healthcare.
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PRACTICAL STEPS TO USE LANGUAGE
EFFICIENTLY IN THE WORKPLACE:

It is a common misconception to assume that phrases covering both
binary genders, such as ‘ladies and gentlemen,’ are inclusive of
everyone when, in fact, they ignore the existence of non‑binary
people. To avoid this:
Advise customer service and human resource staff to use nongendered greetings.
Develop and communicate a commitment statement to diversity
and inclusion.
Use the statement on all job postings.
Provide the statement on your website.
Communicate the commitment to all employees.
Audit workplace forms, policies and procedures for genderinclusive language.
Remove questions about gender and/or sex if not needed.
Provide non-binary options when requesting information on
gender and/or sex.
Use gender-neutral language throughout (i.e. use “parent” rather
than “mother/father,” use “child” rather than “son/daughter,” use
“partner” rather than “husband/wife,” etc. (36)
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DRESS CODE

Dress codes can represent a particular problem for nonbinary people as they are frequently gendered, with
different clothing sets for men and women. In order to
establish an inclusive dress code, it is important to focus
on its purpose: that it should be professional and
functional.
For example, instead of specifying that women should
wear skirts with black shoes and men should wear suits,
these should be presented as: ‘clothing set one includes a
skirt with black shoes’ and ‘clothing set two includes
suits.’ Allowing some flexibility should be key to
incorporating everyone’s needs, and as long as the
objectives are met, the organization should not be overly
controlling of its employees’ dress. (37)
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GENDER-NEUTRAL SPACES

For non‑binary people, the issue is slightly more complicated;
public bathrooms are commonly gendered, providing separate
options for men and women; however, neither of these are aimed at
non‑binary people, and both can be unsafe. A more inclusive
solution exists, and this is termed a gender‑neutral bathroom,
which is one with no gendered signage or segregation.
Ensure all individuals can use all washrooms rather than
assuming which washroom an individual may use. (38)
Support non‑binary people in using the bathroom of their choice
and ensure that they remain safe while doing so. Gender-neutral
bathrooms are for use by all staff, not just non-binary people.
We do not recommend creating another segregated bathroom
for non-binary people.
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HAVING
STAFF NETWORKS

To make a staff network inclusive of non‑binary people, it is important to base this
change on the current level of knowledge in the organization. If you have
non‑binary people in your organization, it is important to let them lead the change
in both the network's structure and the network's activities. This will help get
non‑binary staff involved and will give you a better quality network in the end.
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PRACTICAL STEPS TO MAKE OUR
STAFF NETWORKS MORE INCLUSIVE

Allow time off for medical

Display posters that inform the

treatment. Non‑binary people may

public and staff that the

require time off to attend medical

organization is a “hate-free space.”

appointments or to recover from

Regularly engage in dialogues with

medical procedures, and companies

staff about respecting differences

should make allowances if this is the

and understanding the harms of

case. Requests for time off for

harassment and bias. (40)

medical reasons should be treated in

Maintain confidentiality of an

exactly the same way as they would

individual’s medical and/or social

for medical treatments required by

history.

other employees. (39)

Support employee resource groups.

Require staff to respond

Encourage employees to meet and

immediately and adequately to all

support each other.

harassment and abuse.

Ask employee resource groups for

Use staff meetings and other

their input in developing more

communication mechanisms to

inclusive practices and spaces. (41)

convey to staff the expectation that

Provide regular training on respect in

they are to treat every individual

the workplace, unconscious bias,

respectfully and in a

anti-discrimination, and intercultural

fair and non-discriminatory manner.

understanding.
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TIPS FOR BETTER PRACTICES
Refer to individuals by their preferred name and pronoun.
Be mindful that an individual may prefer a pronoun or name different
from the one they are assigned. For instance, if they identify as a
female, staff should refer to her using the pronoun “she” and the name
she uses to identify herself rather than “he” and the name she was
given at birth unless the individual requests otherwise.

Staff should respect that some individuals may not identify as male or
female and may prefer using pronouns other than “he” or “she.”
A transgender person should never be addressed as “he/she” or “it.”

Allow individuals to express their gender identity through clothing,
hairstyle, and accessories.
While formal written documents about a transgender person may need
to include a reference to the person’s legal name, these documents
should use the name the individual prefers to be called. If you are
unsure what name to use, ask them to clarify.
Ask how trans clients prefer to be addressed (in case they are not “out”
to others).
In meetings, ask individuals to introduce themselves using their
preferred pronouns.
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If you don’t know someone’s pronouns, ask, “Can I confirm what name you go
by and what your pronouns are?”
Avoid using gendered language. Use “everyone” instead of ladies and
gentlemen.
Avoid using pronouns where possible. For example, say, “The client requested
an evening appointment.” (42)
Management should promptly intervene in all incidents of verbal and physical
harassment or demeaning behaviours, explaining that the conduct is not
tolerated in the organization.
Staff should report repeated or serious incidents to management/Human
Resources, who should investigate promptly and respond according to
established procedures for addressing harassment and abuse in the
organization.
Staff should never ignore gender-based abuse. It is inappropriate to suggest
to individuals that they are inviting harassment or violence by dressing or
behaving in a manner inconsistent with their birth sex. (43)
Complete proper and thorough investigations of all complaints of genderbased violence or threats as required under organization policy and never
minimize or ignore reports of abuse.
If the complaint is substantiated, respond to the aggressor appropriately. The
type of response should depend on the severity of the incident and whether
the aggressor has engaged in repeated incidents of harassment or violence
against a person.

Provide a system for reporting gender-based
harassment or abuse and promptly and appropriately
respond to all verbal or written complaints.
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Organizations should take prompt disciplinary action against any
staff member who engages in harassing, abusive, or
discriminatory behaviour toward a person or who fails to respond
appropriately to an incident of abuse that he or she witnessed or
was informed about. (44)
Foster a climate of respect to protect all individuals from
harassment or abuse without resorting to isolation.
Adopt and enforce policies that prohibit discrimination and
harassment based on race, gender, religion, disability, national
origin, sexual orientation, gender identity, and other differences.
All staff should model and communicate the message that
everyone is entitled to respect and dignity and that disrespect
and intolerance of any kind are not permitted.
Ensure the privacy, safety, and dignity of transgender and
gender non-conforming persons in bathrooms, showers, or when
changing clothes.
Allow transgender individuals to use the bathroom that matches
their gender identity without any restrictions.
Connect transgender and gender non-conforming persons to
supportive resources, programs, and services. (44)
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The table below helps us review some of the steps we can take in order to
have a more inclusive workplace. As seen below, employers and supervisors
play an essential role in nearly all of these strategies. Although some of
these strategies are individual practices that we can all incorporate into our
workplace behaviour, many others require leadership and executive teams to
commit to reviewing and revising policies, implementing action plans, and
taking measures to protect their employees against any form of harassment
and discrimination.

(45)
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Exercise: put your knowledge about gender
inclusivity to practice!

In this section, we present a few real-life scenarios and anecdotes to make the
issues, contexts, and strategies that we discussed in this resource more tangible.
This section is designed to enhance our understanding of the issues individuals
face in the workplace and gives us a chance to put our new learnings into practice.
Moreover, the discussion points help us identify the issue and find the best
strategies to deal with these problems.
Each exercise can be done individually or in groups to put our knowledge of gender
inclusivity to the test. The discussion portions provide opportunities to learn and
disseminate ideas about gender inclusivity in teams. If you decide to adopt this
resource as part of a training or orientation session for your organization, this
section can provide some interactive learning opportunities for all levels of
employment.
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After three years of working as an Assistant at a public school, Andre, 25, applies for
the early childhood educator position at a childcare centre because it aligns with his
university degree and career plans. He hears from the employer via email and gets an
in-person interview.
When Andre shows up, he notices that the hiring committee is surprised to see him.
They sound skeptical during the interview and don’t show enough interest. After
Andre leaves, the Executive Director looks at her three colleagues around the table
and says, “He has an impressive resume and sounds knowledge with great peoples
skill, but I’m not sure if parents are ready to see a man in our educators team.”
Everyone agrees as they prepare to welcome the next interviewee.

Questions to guide the conversation:
1. What are the biases, assumptions and expectations that make the hiring committee
reluctant about Andre?
2. How can organizations ensure that their hiring practices are not filtered through
biases and stereotypes?

Having inclusive policies and procedures is
the first step, but if we don’t have ongoing
orientation and training to encourage selfreflection and foster an inclusive workplace
culture, policies will not fulfill their role as
live documents that hold us accountable.
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Yusuf, 32, who emigrated from Turkey to Canada in his early 20s and
completed his graduate education in Alberta, recently joined a large
voluntary organization as a Communications Director in Calgary. His
boyfriend Josh accompanied him to the organization’s staff and
family potluck. When Yusuf sat down at a table and introduced his
boyfriend to the group, a co-worker named June jokingly said, “Oh
wow! No wonder they didn’t like you in your country.” Everyone
laughed and someone changed the subject by commenting on the
incredibly delicious chicken stew. Yusuf awkwardly laughed along,
not knowing what to say.

Questions to guide the conversation:
1. What does June’s comment reveal about her judgment of Yusuf and his
identity?
2. How can others act in solidarity and provide support in such incidents?

It is about impact, not intention. Lack of
awareness and acting on biases can lead to
exclusion; we end up hurting or excluding
others with our words/actions.
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Johnathan is a senior accountant who has been to several harassment prevention
workshops. When his group goes to happy hour together, and he wants to tell a sexual
joke, he always prefaces it with “I hope no one is offended by this . . .” and warns that
he is about to tell a racy joke. Katie and Asma, the two women on the team, do not feel
comfortable and decide not to attend their group’s social events anymore.

Questions to guide the conversation:
1. What can Katie and Asma do regarding Johnathan’s behaviour?
2. What is the responsibility of other team members when they witness such type
of behaviour?
3. Whose interventions strategies do you suggest in response to Johnathan’s
behaviour?

Write down your response:

04
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Rola, a Youth Support Program Coordinator, receives a complaint from a couple whose
teenage boys attend an after-school leadership program. They use derogatory terms
describing that they have found out that a Trans youth is in the group, and they don’t
want their kids around them. Rola tries to calm them down, but they start shouting and
threaten to pull their sons out of the program if Rola or her manager doesn’t expel the
individual.

Questions to guide the conversation:
1. What are the parents’ fear and anger rooted in?
2. How can Rola respond to this complaint in a constructive way?
3. How should the program/organization provide support to the Trans youth?

Write down your response:
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Ms. Couchie was terminated after the first of six sessions she was contracted to
deliver on Aboriginal relations for staff from various Ontario government
ministries. Evaluations from that first session included comments such as
“whining about all the past historical injustices.” Her non-Aboriginal copresenter also received negative reviews. One week later, Ms. Couchie’s contract
was terminated at the direction of the Ministry of Municipal Affairs and Housing.
Her co-presenter, however, was retained - with the suggestion that he get some
“refresher work.”

Questions to guide the conversation:
1. What is happening here – what are the impacts of gender and power in this
scenario?
2. What options did Ms. Couchie have to deal with this
If she came to you for advice as her colleague, what would be the best course of
action?
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GLOSSARY
OF TERMS
COMING OUT
The process of disclosing one’s sexual orientation
This glossary provides an overview of some

or gender identity to others. Coming out is not a

common terms used by many transgender and

discrete event but a lifelong process.

gender non-conforming people and their allies. It
is meant to be a general guide. This is not a

COERCION

comprehensive glossary, especially since these

Using manipulation against someone until they

terms are always evolving. For that reason, you

give in. When people are coerced, they are not

should refer to any person using the terms and

saying “yes” on their own terms.

pronouns they prefer.

FEMME
A term some individuals use to describe their

ANDROGYNOUS
Having or displaying characteristics, feelings, or
behaviours that are both feminine and masculine.

feminine gender identity or expression.

FTM
A person who transitions from female to male,
meaning a person who was assigned female at

ASSIGNED BIRTH SEX

birth, but identifies and lives as a male. Also

The sex, male or female, originally noted on an

boy.”

individual’s birth certificate. May also be referred

known as a “transgender man” or “transgender

to as “birth sex.”

GAY

BISEXUAL

A person whose emotional, romantic, and sexual

A person who is emotionally, romantically,

sex, typically in reference to men. In some

and sexually attracted to both men and

contexts, it is still used as a general term for

attractions are primarily for individuals of the same

women.

homosexual men and women.

BUTCH

GENDER EXPRESSION

A term some individuals use to describe their
masculine gender identity or expression.

A person’s expression of their gender identity,
including their characteristics and behaviours such
as appearance, dress, mannerisms, speech
patterns, and social interactions.

GENDER IDENTITY
A person’s internal, deeply felt sense of being
male or female, or something other or in-between.
Everyone has a gender identity.

GENDER QUEER
A term of self-identification for people who do not

GENDER NON-CONFORMING
Having or being perceived to have gender
characteristics and/or behaviours that do not

identify with the restrictive and binary terms that
have traditionally described gender identity (for
instance, male or female only).

conform to traditional or societal expectations.
Gender non-conforming people may or may not
identify as LGBTQ+.

HORMONE THERAPY

(also Hormone Replacement
Therapy, HRT, Hormonal
Sex Reassignment)
Administration of hormones to affect the
development of secondary sex characteristics that
are consistent with one’s gender identity.

INTERSEX
A term used to refer to an individual born with
reproductive or sexual anatomy that does not
conform exclusively to male or female norms in
terms of physiological sex (this may include
variations of genetics, genital or reproductive
structures, or hormones). According to the

GENDER ROLES

Intersex Society of North America (ISNA)—an

Social and cultural beliefs about appropriate male

intersex concerns—about one in every 2,000

or female behaviour.

organization that advocates and educates about
children are born intersex.

LGBTQ+
A common acronym for lesbian, gay, bisexual, and
transgender—persons who, despite their
differences, are often discriminated against in
similar ways, sometimes written to include Q for
questioning and/or queer, I for intersex, A for ally,
and/or TS for two-spirit.

PREFERRED NAME
The name an individual prefers to be called. If you

LESBIAN
A woman whose emotional, romantic, and sexual
attractions are primarily for other women.

are unsure what name to use, ask to clarify what
name the individual uses.

PREFERRED PRONOUN
The gender pronoun that an individual prefers. If

MTF
A person who transitions from male to female,

you are unsure what pronoun to use, ask to clarify
what pronoun the individual uses.

meaning a person who was assigned male at birth
but identifies and lives as a female. Also known as

QUEER

a “transgender woman” or “transgender girl.”
A historically derogatory term for a gay man,
lesbian, or gender non-conforming person. The

NON-BINARY
A person who does not identify with either male
or female genders.

term has been widely reclaimed, especially by
LGBTQ+ youth, as a positive social and political
identity. It is sometimes used as an inclusive or
umbrella term for all LGBTQ+ people. Queer is
also used as a term of self-identification by people
who do not identify with more restrictive, binary
terms. Some LGBTQ+ community members still
find this term offensive.

QUESTIONING
An active process in which a person explores their
own sexual orientation and/or gender identity and

NON-DISCRIMINATION
POLICY
A written policy that explicitly includes sexual
orientation and gender identity and that prohibits
anti-LGBTQ+ harassment and discrimination.

questions the cultural assumptions that they are
heterosexual and/or gender conforming. Many
LGBTQ+ people go through this process before
“coming out.” Not all people who question their
identities end up self-identifying as LGBTQ+.

SELF-IDENTIFICATION
One’s own identification of one’s gender identity
or LGBTQ+ sexual orientation. Increasingly,
LGBTQ+ youth are self-identifying during preadolescence or early adolescence.

TRANSITION
The time period when a transgender person starts
living as the gender they identify as. It often
includes a change in style of dress, selection of a
new name, a request that people use the correct
pronouns, and possibly hormone therapy and/or
surgery.

SEX REASSIGNMENT

TRANSPHOBIA

Medical procedures that change one’s body to

Fear of, hatred of, aversion to, or discrimination

make it align with one’s gender identity. Contrary
to popular belief, there is not one surgery but

against transgender or gender non-conforming
people.

rather various procedures that a person might
undergo, depending on their own medical needs
determined with a
health care provider.

TRANSSEXUAL
A term for someone whose gender
identity is different from their assigned
birth sex. Transsexual people undergo medical

SEXUAL ORIENTATION
A term describing a person’s emotional, romantic,
and sexual attraction, whether it is for members of
the same sex or a different sex. More appropriate
than “sexual preference.”

STUD
A term that some masculine women use to
describe themselves regarding their sexual
orientation and gender identity—most prevalent in
urban youth-of-colour communities.

TRANSGENDER
A term that can be used to describe people whose
gender expression is nonconforming and/or
whose gender identity is different from their
assigned sex at birth.

treatments to change their physical body to match
their innate sense of their gender identity through
hormone treatments and/or surgery. Many
transsexual people refer to themselves as
transgender.

TWO-SPIRIT
An English term that emerged in 1990, out of the
third annual intertribal Native American/First
Nations gay and lesbian conference to describe
Native Americans who fulfill one of many mixed
gender roles found traditionally among Native
Americans and Canadian First Nations. The
mixed-gender roles encompassed by the term
historically included embracing behaviours,
clothing and mannerisms associated with both
men and women.

Notes and References
We would like to acknowledge our use of multiple resources that have guided our
research journey and helped us to develop this resource. We have borrowed ideas,
definitions, and examples in the form of direct quotes, tables and charts, as well as
paraphrases from these resources that appear numbered throughout the text.
1
"What is a 'gender inclusive' world?" Gender Spectrum.
https://www.genderspectrum.org/blog/what-we-mean-by-gender-inclusive/
2- 10
"Ontario Human Rights Commission"
http://www.ohrc.on.ca/en/policy-preventing-discrimination-because-gender-identityandgender-expression/3-gender-identity-and-gender-expression
3-7
"Learning Network Western Centre for Research & Education on Violence against
Women and Children" – Issue 10: Gender Equality
http://www.vawlearningnetwork.ca/our-work/issuebased_newsletters/issue10/index.html
4-5
"Government of Canada - Status of Women: A year in review," 2018-2019
https://cfc-swc.gc.ca/violence/strategy-strategie/report-rapport2019-en.html
6
"Statistics Canada – Violent victimization of lesbians, gays and bisexuals in Canada,"
2014
https://www150.statcan.gc.ca/n1/pub/85-002-x/2018001/article/54923-eng.htm
8
"Statistics Canada – Violent victimization of lesbians, gays and bisexuals in Canada,
"2014
https://www150.statcan.gc.ca/n1/pub/85-002-x/2018001/article/54923-eng.htm
9
"Canadian Women's Foundation"– The Facts about Gender-Based Violence
https://canadianwomen.org/the-facts/gender-based-violence/

Notes and References
11
"Canadian Human Rights Commission" https://www.chrc-ccdp.gc.ca/eng/content/what-harassment1
12-17-21
"Statistics Canada – Analytical products, "2016 Census
https://www12.statcan.gc.ca/census-recensement/2016/as-sa/98-200-x/2016024/98-200x2016024-eng.cfm
13-18
"Native Women's Association of Canada – Fact Sheet: Violence Against Aboriginal Women"
https://www.nwac.ca/wpcontent/uploads/2015/05/Fact_Sheet_Violence_Against_Aboriginal_Women.pdf
14-15
"LGBTQ2+ Inclusiveness Toolkit for Inclusive Municipalities in Canada and Beyond"
file:///C:/Users/projects/Downloads/CIMToolkitLGBTQ2PlusInclusiveness.pdf
16
Toxic Masculinity Hurts Us All
http://ohbythewayblog.blogspot.com/2019/03/toxic-masculinity-hurts-us-all.html
17
"Ending Violence Association of BC – Creating Safer Workplaces and Communities"
https://endingviolence.org/wpcontent/
uploads/2019/09/EVABC_CreatingSaferWorkplacesAndCommunitiesPolicyGuidelines_
vF.pdf
18
"Statistics Canada" – Self-reported sexual assault in Canada, 2014
https://www150.statcan.gc.ca/n1/daily-quotidien/170711/dq170711a-eng.htm
19
"Canadian Women's Foundation" – Fact Sheet: Moving Women out of Violence
https://canadianwomen.org/wp-content/uploads/2017/09/FactSheet-VAWandDV_Feb_2018Update.pdf
20
"OCASI Ontario Council of Agencies Serving Immigrants" – Initiative to End Gender-Based Violence
in Immigrant and Refugee Communities
https://ocasi.org/gender-based-violence

Notes and References
21
"Government of Canada, Employment and Social Development Canada" – Harassment
and sexual violence in the workplace
https://www.canada.ca/en/employment-social-development/services/healthsafety/
reports/workplace-harassment-sexual-violence.html
22-23
"Statistics Canada – Violent victimization of women with disabilities," 2014
https://www150.statcan.gc.ca/n1/daily-quotidien/180315/dq180315b-eng.htm
24
"Benefits Canada"– 60% of Canadians report experiencing workplace harassment:
survey
https://www.benefitscanada.com/benefits/health-wellness/60-of-canadiansreportexperiencing-workplace-harassment-105845
25-43
Resource Publication by The National Centre for Lesbian Rights: A Place of Respect: A
Guide for Group Care Facilities Serving Transgender and Gender Non-Conforming Youth
http://www.nclrights.org/wp-content/uploads/2013/07/A_Place_Of_Respect.pdf
26
Refinery29 – 5 LGBTQ+ People on what they wish their workplaces looked like
https://www.refinery29.com/en-us/2019/05/227791/lgbt-discrimination-in-theworkplacestories
27-28-29-30-31-32-33-34-35-44-45
"Violence Association of BC – Creating Safer Workplaces and Communities"
https://endingviolence.org/wpcontent/
uploads/2019/09/EVABC_CreatingSaferWorkplacesAndCommunitiesPolicyGuidelines_
vF.pdf
36
"LGBTQ2+ Inclusiveness Toolkit for Inclusive Municipalities in Canada and Beyond"
en.ccunesco.ca › CIMToolkitLGBTQ2PlusInclusiveness
37
"Ontario Human Rights Commission" http://www.ohrc.on.ca/en/ohrc-policy-positiongender-specific-dress-codes/dress-code-faqs

Notes and References
38- 41-42
"LGBTQ2+ Inclusiveness Toolkit for Inclusive Municipalities in Canada and Beyond"
en.ccunesco.ca › CIMToolkitLGBTQ2PlusInclusiveness
39-40
Gibson, Sarah, and J Fernandez. Gender Diversity and Non-Binary Inclusion in the Workplace: The
Essential Guide for Employers. , 2018. Internet resource.
http://www.nclrights.org/wp-content/uploads/2013/07/A_Place_Of_Respect.pdf

COPYRIGHT ©2020 EDMONTON
CENTRE FOR RACE AND CULTURE

