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An aboriginal medicinedance hasbeen
credited with inspiring an innovative
education program aimed at opening
the door to information technology for
nativeCanadiansandtheir communities.
TeKnoWave (www.teknowave.ca)
is a collaboration of educators,
government departments, native
organizations and the corporate sector
whosharetheinitial objectiveof turning
out 1,000 aboriginal Canadiansinto IT
sector jobsby 2006. Beyondthat target,
there are no limits. But an equally
important long-term goal is the
economicprosperity of Canada’ snative
communities.
TeKnoWavelauncheditspilot class
in Ottawa last September with an
enrolment of nine students. Based on
the107-year-oldtrainingmodel at Willis
College of Business and Technology
(www.williscollege.com), the project
has been designed to develop
community-driven skills specifically
geared to the aboriginal population. Its
next phaseisplanned withinayear with
the launch of classes on a Six Nations
reserve. Theprogramwill eventually be
rolled out onanational level withat |east
six training centres across Canada.
“TheinspirationfortheTeKnoWave
initiative began with an event that took
placethreeyearsagoin Winnipegwhere
| was presenting a paper at an
international conference,” recallsRima
Aristocrat, presidentand CEO of Willis
College and the principal driving force
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behind the new project. “Educators
from 20 different countries gathered
for an evening of entertainment, where
George Bear, an aboriginal dancer,
performed a traditional hoop medicine
dance. After his dance, George
spontaneously gave a speech about his
lack of education and the hardshipsthat
First Nations people face in achieving
higher education.”

Multiple project partners

Bear's story moved Aristocrat to give
him an $18,000 scholarship. Willis
College soon followed by creating a
scholarship program for aboriginal
students, alongwith additional financial
student aidfrom private-sector sponsors
inthenativecommunity. Theinitiative
eventually won the support from the
University of Winnipeg, the Odawa
Native Friendship Centrein Ottawa,
the Aboriginal Human Resource
Development Council of Canada
(AHRDCC), the Ontario Federation
of Indian Friendship Centres, and
leading aboriginal IT companies, such
as Donna Cona Inc. and Mohawk
Internet Technologies.

The project, intended to respond
directly totheskillsshortagerecognized
by government and business, also
receives funding under the federally-
supported Aboriginal Human
Resour ce Development Agreement
(AHRDA) andindividual bandcouncils.
The TeKnoWave program describes
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Program prepares wave of aboriginal talent

itself as a comprehensive effort to
promote the participation of aborigina
peoplesin the Canadian workforce and
to capture the imagination of youth by
introducing themto I T careers, “ setting
them on a life-long learning path and
broadening their employment and
entrepreneurship opportunities.” The
one-year course consists of a
provincially-approved technology
diplomaprogram, withuniversity degree
credits and internationally-recognized
industry certification.

Helping meet workforce needs
Improving prospects for employment
of Canada’ srapidly-growingpopulation
of aboriginal youth, the project aso
coincides with Canada s growing need
for anew labour pool. Accordingto the
latest census, 50% of Canada’s
aboriginal populationisunder 25. These
young people are seeking new
opportunities and role models in the
knowledge-based economy, Aristocrat
says. At the same time, aboriginal and
First Nation communities, both urban
and rural, have access to
telecommunications and computers,
thankstofedera ‘informationhighway
programs’ andinvestmentsof their own
bands.
“Thisunifyingsolutionisinnovative,
inclusiveandinternational in scopeand
makes an unprecedented contribution
tothecultural, education and economic
development of aborigina youth and
nativecommunities,” Aristocrat says.
Strategies have been developed to
promote formation of aboriginal
companies, athough the supply of
skilledandexperienced peopleremains
inadequate, a situation TeKnoWave
wants to change.
Grant Thomas, director of
KnowledgeResour cesCanadalnc.,

Continued on page 2
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International interest fromp. 1

voluntary consultant on the project and
member of TeKnoWave's board, says
that aside from the short-term goal's of
providing valuable technical,
professional and vocational training to
youngaboriginal people, theprojectwill
also empower aboriginal communities
to capitalize on the availability of new
telecommunications and web-based
technologies being introduced through
governmentinvestmentinCanada srural
and remote regions.

“Thereisnot yet afull appreciation
of what that means and what the
opportunities and the potentia of this
technology is,” Thomas says. “So |
view it askind of the‘ ahaquotient’. By
having our students work back in their
communities, we influence the band
leadership and the administration, so
they can say ‘aha, that's what you
mean by the Internet’.”

At the same time, graduates of the
programwill be ableto contributetheir
skills through internships in
communities, thereby reinforcing their
economy, Thomas notes.

“It is absolutely fundamental that
thesecommunitiesdevel optheir human
resources so that they’ re able to design
theirownapplications,” hesays, pointing
out a comparison with Canada’s
international development investments
inregionssuchasAfrica. “We' vegot to
do a similar effort with the aboriginal
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community, so that you end up at the
end of theday with ayoung personwho
has a career, has some experiences and
who has been professionally trained
and who can go anywhere with global
certification.”

Althoughthe TeKnoWaveprogram
is specifically geared to information
technology, it offersamodel that canbe
applied to any industrial sector, such as
environment, health, tradeandbusiness.

“Theaveragevalue of acommunity
internship project has been
acknowledged to be$20,000, reflecting
acontribution of $10,000 per student,”
Aristocrat explains. “With its present
target of 1,000 professionals,
TeKnoWave can deliver $10 million
worth of applications through the
community internship component to
groups that could not otherwise afford
such system support.”

All studentsarerequiredtocomplete
an IT or business application that
provides practical benefits to the local
community or a socia agency. As a
result, the students gain practical
experiencewhileservingthecommunity.

“It’ sessential that in the long term,
expertiseberetainedinthecommunity,”
Aristocrat stresses, pointing out that
new businesses may range from a
restaurant or design company to a
computer store or business centre.
“Entrepreneurships in the community
will evolveaslocal talent isdeveloped,
prompting the growth of new small
businesses, staffed, managedandowned
by TeKnoWave graduates and other
community members.”

The ‘culturally-adapted’
TeKnoWaveprograminvolves:

m Input from the private sector to
definelocal employment needs

m  Ministry of education diplomas

m  Transferable credits for continued
university education at the
undergraduatelevel

m  Global industria certification

m A mandatory community internship
program

m Participation of major businesses
and government to connect students
directly and immediately to job
opportunities.

Another key part of the program,
Aristocrat says, isitsplacement service.
Intended to open doors to employment
for graduates, with particular emphasis

on aboriginal IT companies, aswell as
the internship program, it will see
students developing their IT skills to
serve their communities.

Aboriginal leaders endor se strategy
Kelly Lendsay, president of the
AHRDCC, says his organization
recognizes the dual benefits of the
TeKnoWave project and is
wholeheartedly supportive.

“Thecouncil isproudtobeapartner
in TeKnoWave, an initiative that puts
aboriginal talent at the forefront of
today’ stechnology, improvingthelives
of trainees, aswell astheemployersand
the communities they serve,” Lendsay
points out.

“Education is critical to our
aboriginal youth to develop both
personaly and professionaly,” says
John Bernard, president and CEO of
Donna Cona Inc., and who was
involved in the development of
TeKnoWave. Toomany times, Bernard
says, hehasseenyoung aborigina people
looking for work be disappointed
because education or training courses
they havetakenfail to providetheskills
required for their employment.

Other groupssupporting theproject
include the Aboriginal Workforce
Participating I nitiative, the National
Aboriginal Economic Development
Board, and corporate sponsors, such
as CIBC and RBC Financial Group.

International interest in model
Not only have former Prime Minister
Jean Chrétien and other members of
parliament endorsed the project,
TeKnoWave has aso drawn attention
from outside Canada. Educators from
Mexico, Brazil, Peru, Mozambiqueand
Guyanaall believetheir countriescould
benefit fromthe TeKnoWavemodel for
the advancement of their youth. Even
the United Nations has expressed
interest.

“TeKnoWave will help create new
role models, leadersand I'T champions
who can create new hope and
opportunity for the youth to follow,”
says Aristocrat. “The driving force
behind this project isastrong desire to
ensurethat aboriginal youtharenot only
given the opportunity to be part of the
new economy, but to position
themselves as leaders to inspire
indigenous people around the world.”
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Morediversity needed from specialty channels. CRTC

Canada’'s broadcast regulatory
commission has issued a directive to
operators of specialty channels to step
up their efforts to reflect the country’s
cultural diversity intheir programming,
with particular emphasis on the
aboriginal population and people with
disabilities.

Initsdecision to renew thelicenses
of 22 specialty television services, the
Canadian Radio-television and
Telecommunications Commission
(www.crtc.gc.ca) stresses the need
for broadcasters to ensure that people
with disabilities, visible minorities,
women and aboriginal Canadians,
designated groups covered by
employment equity legislation, are
properly reflectedintheir programming.

The commission said it expects
licensees to ensure that the on-air
presence of members of the four
designated groups is reflective of
Canadian society and that members of
these groups are presented accurately
andinamanner that doesnot perpetuate
stereotypes.

Industry study nearing completion
The January announcement follows a
similar call by the CRTCin2001 which
directed all conventional television
licensees to more accurately reflect
cultural and racial minorities, aswell as
aboriginal peoples, inthe communities
they serve. That directive led the
Canadian Association of
Broadcasters (CAB) (www.cab-
acr.ca) to launch its Task Force on
Cultural Diver sity toassisttheindustry
in assessing the state of racial diversity
inprivatetelevision. Theinitial report of
the task force, considered one of the
most comprehensivestudieson cultural
diversity ever conducted, is due for
release this spring.

Progress noted

In its most recent ruling, the CRTC
notes that women are generally well
represented in Canadian television and
that visible minorities are beginning to
gainrepresentationontheair. However,
it addsthat too few on-air positionsare
filled by aboriginal peopleor thosewith
disahilities. Several interveners, it says,
havecalled onthecommissiontoensure
that the reflection and portrayal of
Canada' s diversity continues to be a
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high priority.

“Broadcasters share responsibility
for assisting in the development of a
broadcasting system that accurately
reflects Canada's ethno-cultural
minorities and aborigina peoples,” it
says. " Thisalsomeansthat broadcasters
must ensure that the portrayal of such
groups, through their presence and
participation on-screen, isaccurate, fair
and non-stereotypical.”

Broadcaster accountability required
The commission says it expects
licensees to file corporate plans on
cultural diversity, detailingthemeasures
they will take to ensure their
responsibilities to reflect diversity are
“properly discharged.” It adds that the
speciaty broadcasters are expected to
support theongoing work of theCAB’s
task forceandto assist inimplementing
its recommended best practices. Most
of the specialty channels, it points out,
belong to corporate groups that have
aready filed corporateplansto promote
diversity. Butit saysthose plansshould
include detailed, specific initiatives
toward corporate accountability,
reflection of diversity in programming
and in serving community interest.

This, it says, includes appointing a
senior executivewhowill beresponsible
for diversity practices, ensuring that all
managersreceivediversity training, and
setting out plans for recruitment and
retention of visible minorities and
aborigina employees.

More representative news cover age
In the case of news and information
programming, the CRTC sayslicensees
should identify mechanisms to ensure
people from visible minority and
aboriginal groups are used as sources,
“regardless of whether the issue being
discussed is particularly related to a
specific community.” Stories about
minorities and aboriginal communities
shouldnot appear solely withincoverage
of cultural celebrations or reporting of
negative stories, it stresses, adding that
reporters and journalists from visible
minorities and aboriginal communities
should not be assigned exclusively to
covering storiesof principal concernto
those groups.

Regarding other programming, the
commission wants broadcasters to

ensurethat thoseresponsiblefor casting
include minority and aboriginal actors
in leading and recurring roles, and that
programming obtained from
independent producersreflectsthesame
godls.

Representation of disabilities
Thepresence, portrayal and participation
of Canadianswith disabilities received
speciad note in the CRTC directive,
calling it animportant matter in need of
thorough investigation by the
broadcasting industry. It called on the
CAB to file a plan within six months
outlining how broadcasters caninclude
those with disabilities in television
programming.

Film producer Don Peur amaki told
thecommission* peoplewithdisabilities
should not be ‘out of sight’ nor ‘out of
mind’ in this critical industry, which
shapes the perception of ourselvesas a
nation.” The commission noted that
some broadcasters have already
expanded their definition of diversity to
include peoplewith disabilities.

“Thecommissionnotesinparticular
the role that broadcasters can play in
helping create and reinforce positive
attitudes towards persons with
disabilities,” it says. All broadcasters, it
adds, should incorporate those with
disabilitiesinto their cultural diversity
program planning, which are to be
reflected in their annual reports on
diversity beginning this December.

“The commission expects all
speciaty servicelicenseesto take steps
toensuremembersof all four designated
groupsreceivefair on-air representation
and, inparticular, toredresstheobvious
absence of persons with disabilitiesin
on-air positions.”

Requirements cover other groups
The 22 specialty service licenses
approved by the CRTC and effective
through August 31, 2010, included CTV
NewsNet, History Television, the
Comedy Network, HGTV,
Treehouse, Prime, The Score and
Rogers Sportsnet. In its ruling, the
commissionalso called on broadcasters
to increase the amount of closed-
captioned broadcasts serving hearing
impaired viewers, aswell asvoice-over
descriptive audio servicesfor visually-
impaired subscribers.
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Ontario fundsbridgetraining for foreign-taught professionals

As part of its strategy to bolster the
province's skilled labour pool, the
Ontario government is allocating more
than $4 million for a series of ‘bridge
training’ programsto upgradetheskills
of immigrant professionals.

The provincial government has
announced a number of training
programsthat will assistinternationally-
trained professionals to enter the
workforceinteaching, engineeringand
health care. The program has been
undertaken in partnership with the
Toronto Region Immigrant
Employment Council (www.triec.ca),
the Maytree Foundation
(www.maytree.com) and the federal
government.

“Wearecommittedtoreal, positive
change by removing barriers to
employment for internationally-trained
professional sand skilledtradespeople,”
says Mary Anne Chambers, Ontario
minister of training, colleges and
universities. “Leveraging our diversity
andbuildingthebest educatedandhighly
skilled workforcein North Americaare
the keys to achieving our economic
potential.”

The provincial training strategy
includes:

= $1 million over 18 monthsfor more
than 2,000 internationally-trained
teachers to work in Ontario’s school
system

m  $1millionoverthreeyearsinbridge
training for engineeringtechniciansand
technologists

m  $645,000 over three years for an
international pharmacy graduate
program at the University of Toronto

m $114,000 over two years for
internationally-trained health care
professionals

m $233,000 over two years for
registration of medical laboratory
technologists

In addition, the provinceisworking
with the Collegesof Ontario Network
for Education and Training and three
community colleges through the
$611,000CON*NECT program, which
will create a new framework for the
colleges to provide another choice for
foreign-trained professional sandtrades
people to fast track their entry into the
workplace.

Another $701,000isbeingallocated
to Career Bridge, an internship
program (www.careerbridge.ca)

targeted towards business and
community groupsthroughout southern
Ontario to enhance employers’ ability
tointegrateforeign-trained immigrants
into the provincial work force.
I nternshi psofferedthroughtheprogram
provideaway for skilledimmigrantsto
receive Canadianwork experience, says
John Tory, honorary chair of Career
Bridge. “Toronto is the most
multicultural city in the world and our
labour market must reflect thisdiversity,”
he says.

Joseph Volpe, federal minister of
human resources and skills
development, welcomed the
collaborationof al level sof government
intheintegration of skilled immigrants
into the labour force, adding “we rely
on skilled newcomers to help power
our economy and enrich our society.”

Career Bridge is a paid internship
program, launched late last year and
designed to overcome workplace
barriers often faced by trained
immigrants, that pre-screens for
equivalency of international post-
secondary education. Applicants for
the program must have at least three
years work experience outside Canada
and be fluent in English.
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BC schools get failing gradein aboriginal teaching

Many schoolsin British Columbia are
failingbadly intheeducationof aborigina
students, a new report charges, but
shows improvements are possible.

The Fraser Institute
(www.fraserinstitute.ca) says “dismal
results’ of asurvey it conducted show
that schools must be made accountable
for the poor showing of their aboriginal
students. In the first-ever Report Card
on Aboriginal Training in British
Columbia, it compares the grades of
aboriginal students at 38 elementary
schoolsand 49 secondary schools, both
public and private, using detailed
academic resultsobtained fromthe BC
Ministry of Education.

“British Columbia sschoolsare, in
generd, failingtheprovince saborigina
students miserably,” says Peter
Crowley, co-author of the report and
the Institute’s director of school
performance studies. “On every
indicator of academic performance at
both the elementary and secondary
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levels, their results are abysmal.”

In the past four school years,
aborigina students in BC failed more
than40% of province-widereadingtests,
the report says. On every one of the
grade 4 and grade 7 test results, the
failureratewasmorethan doubl ethat of
their non-aboriginal classmates. The
likelihood that aboriginal children
enrolling in grade 8 will successfully
completetheir studiesand receive their
diplomaintheusual timeisonly dightly
betterthanoneinfive. Thenon-aborigina
success rate is more than three times
higher, the study says.

“Thisstate of affairsisneither new,
nor isitasituationaboutwhichaborigina
leaders, educators and provincial and
federal government officials are
unaware,” Cowley points out. “We
introduced this report card to provide
parents with the evidence they need to
hold schools accountable for their
performance.”

Cowley stresses that aboriginal

students are not doomed to failure, but
that the current “ disastrous state must
no longer beignored.” The report card
demonstrates that some schools have
found ways to make their aboriginal
students more successful. Among
possible solutions, aboriginal parents
must have the “unfettered right” to
enroll their children in the schools of
their choice and all parties must have
easy-to-understand, school-by-school
reports of student achievement.

“Fromthis, wecantakethemessage
that if one school can find ways to
improve the results of its aborigina
population, socanothers,” Cowley adds,
urging a carrot-and-stick approach to
resolving the problem. “Schools that
perform well or show consistent
improvement, are applauded...poorly
performing schools and those that are
deteriorating must facetough questions.
Dramatic change for the better must
begin now.”
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New minister hedgeson retirement debate

Canada’'s recently-appointed minister
of social devel opment sayssheiskeeping
an open mind about the debate over
abolishing mandatory retirement. But
Liza Frulla says the idea of ending
legidationthat allowscompaniestoretire
workers at age 65 has nothing to do
withgovernment cost-cutting measures.

Thepossibility that the government
may rescind the legislation was floated
by Prime Minister Paul Martin within
hours of taking office in December. “I
don’'t believein mandatory retirement,”
the 65-year-old Martin said.

Frulla says she is keeping an open
mind on the issue, but she rejects
charges by unions and other criticsthat

thegovernment hasrai sedthepossibility
asaway of saving on pension payouts
and other benefits to senior citizens.
Unionsclaimmandatory retirementlaws
help open up job opportunities for
younger workersand requireemployers
to pay pensions to older workers.
Frulla says she wants a national
debateontheissueinvolvingall level sof
government, unions, the private sector
and other interested parties, as well as
more research on the economic impact
of ending mandatory retirement. A
government caucustask force is slated
tocompleteitsreport on aging later this

spring, she says.

... heed to curb early retirement: report

A severelabour shortagein Canadawill
place major strains on the country’s
public and private pension plansunless
older workers are encouraged to stay
on the job, a new report warns.

The proportion of the population
that will either leave or not yet have
entered the workforce will increase by
26% by 2030, in part as a result of a
93% increase in the proportion of non-
working elderly Canadians, according
to the Watson Wyatt Canada report.
Onepossibleremedy, it says, istoadopt

programs that promote greater
workforce participation at all ages.

“Thisincreased dependency burden
will lead to an enormous strain on the
Canadian pension system,” says lan
Markham, director of pension
innovation for Watson Wyatt Canada.
“In the coming decades, as the baby
boom generation begins to retire and
|eave the workforce, Canada will need
to determine how to support an aging
population that produces fewer
workers.”
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Quebec women win court equity battle

A section of the Quebec’s Pay Equity
Act which exempted employers from
paying women equal wagestomen, has
been found unconstitutional by a
provincial superior court judge.

The decision by Justice Carole
Julien was hailed by the Canadian
Union of PublicEmployeesasavictory
for al women in the province. The
Quebec government announced that it
would not challenge the court ruling
that clearsthe way for 300,000 women
working inthe province' s public sector
toreceive asecond round of pay raises.

“This decision will have positive
impacts on thousands of women
throughout Quebec,” says Annick
Deg ardins, CUPE representative.“We
can now set about creating real pay
equity programs.”

Judge Julien ruled that akey clause
of Quebec’'s pay equity law
discriminated against some groups of
female employees. The section of the
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Act allowed employerswho had adopted
apay equity program prior to enactment
of thelegidationin 1996, to be exempt
fromrequirementsthat other employers
had to meet. The Quebec government
was among 180 employers protected
by the exemption, which also covered
universities, municipalitiesandinsurance
companies.

But Julien ruled that the exemption
violatedtheCanadian Charter of Rights
and Freedoms.

QuebecTreasury Board president
Monique Jerome-Forget said the
provincewantsto set agood exampleto
other employersand will not appeal the
court’s decision. “As an employer, we
have come up with an equitable
decision,” she said. But it remains
uncertain how much the province will
pay to increase its female workers
salaries as aresult of the ruling, which
Jerome-Forget hinted may affect
negotiations with public sector unions.

Not over the hill

Canada’'s aging workforce appears to
be holding its own when it comes to
employment statistics.

While all major employee groups
managed employment gains in 2003,
Statistics Canada (www.statcan.ca)
reports it was the third consecutive
year for older workersto lead the way.
Employment among men aged 55 or
older rose by 88,000, or 8.3%, while
employment amongwomeninthesame
age group jumped by 102,000, a14.2%
increase.

Employment in Canada in 2003
showed an increase of 332,000, a
modest 2.2% improvement over the
previous year. On average, just over
15.7 million people were employed in
Canadalast year, thehighest annual rate
of employment on record.

The median age of retirement was
nearly 62 years, compared with just
under 61 inthelate 1990s. Among ol der
women, the largest gains occurred in
health care, social assistanceand public
administration. For older men, the
greatest employment growth was in
education, construction and real estate.

Strongest over-all employment gains
were in Alberta and Ontario, while
employmentincreasedinevery province
except New Brunswick.
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Cirque will rehire

Montreal-based Cirque de Soleil has
agreed to reinstate an HIV-positive
gymnast after an eight-month
investigation.

The U.S. Equal Employment
Opportunity Commission upheld the
merits of a complaint by Matthew
Cusick, 32, that he was fired because
of his condition. Cusick voluntarily
disclosed hishealth condition and spent
four months training with the group
before he was told his contract had
been terminated because he posed a
health risk to fellow performers. He
filed a complaint under the Americans
With Disabilities Act, which provides
protection for people with HIV.

“For thelast eight months, we have
triedtoget CirquedeSoleil tounderstand
theseriousnessof firing someonesimply
because he has HIV,” Hayley
Gorenberg of the Lambda Legal
Defenceand Education Fund told the
Associated Press.
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“Visionary” women honoured with new regional awards

A new national awards program
honouringwomenwho havecontributed
“inaggnificantway to Canadiansociety”
has gotten underway.

Ten winners from Montreal and
eight from Atlantic Canada kicked off
theinaugural Canada’s Most Powerful
Women: Top 100. Developed by the
Women'’ s Executive Network and the
Richard Ivey School of Business, this
year's winners represent a number of
“talented, successful and visionary
women who have broken through the
proverbial glassceiling”.

“They are role models who we
believe will inspire the next generation
of Canadian women,” said Pamela

Jeffery, president of The Jeffery
Group and founder of Canada's Most
Powerful Women: Top 100 Awards
Program.

The program is made up of four
categories. Corporate Executives,
Entrepreneurs, Public Sector Leaders
and Trailblazers.

The 10 recipients from Montreal
werecel ebrated at abreakfast presented
by Scotiabank and Mercedes-Benz
Canada on January 28". Among the
women honoured were Gisele
Desrochers, Senior Vice President,
Human Resources and Operations,
National Bank of Canada, Heather
Munroe-Blum, Principal and Vice

Chancellor, McGill University, and
Suzanne Blanchet, President & CEO,
Cascades Tissue Group Inc.

In Halifax, the Honourable Myra
Freeman, Lieutenant Governor of Nova
Scotia, hosted alunch on February 3,
for the eight recipients of Canada's
Most Powerful Women: Top 100, from
Atlantic Canada. Thewinnersincluded
Judge Sandra Ellen Oxner, Dr. Noni
M acdonald, Professor of Pediatricsand
Microbiology, Dalhousie Medical
School, and Beth Kelly, Owner/
Operator, Aquila Tours.

CompleteTop100listsareavailable
at  www.wxnetwork.com and
WWW.powerwomen.ca.

U.S. companiesrecognized for advancement of women, minorities

On March 25", the spotlight is put on
threecompaniesfor * doing outstanding
jobs of attracting, retaining, and
promoting women employees.” The
2004 Catalyst Awardswill bepresented
to General Electric, Harley-
Davidson, and Shell Oil Company.
“Each of this year’s winning
initiativeshassucceeded using strategies
that lead intheir industry and provide a
mix of strong lessonsand examplesfor
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thebusinesscommunity,” said Catalyst
president Ilene H. Lang.

Shell’s initiative, Valuing and
Leveraging DiversitytoBecomeaMode
of Inclusiveness, focused ondevel oping
and advancing women and people of
colour, and provided a direction for
diversity management.

Catalyst, a leading non-profit
research and advisory organization on
theadvancement of womeninbusiness,

Alliance aids job seekerswith disabilities

CompaniesintheLondonareaarefinding
that working together and openingupto
the concept of putting diversity and
ability firstaregoodfor business, thanks
to the efforts of one organization.

The Employment Alliance
(www.tealondon.on.ca) has created
working relationships between
placement agenciesand|ocal businesses
and, as a result, is finding new
employmentfor peoplewithdisabilities.

“Before The Employment Alliance
was established, there was an
atmosphere of competition rather than
collaboration,” saidVicki Mayer, chair
of TEA's Management Committee.
“Variousareaemployment serviceswere
operatinginisolationfrom oneanother,
often knocking on the same doors and
marketing only their own clients.
Workingtogether servesboththeir own
clients and own agency.”

TEA accessesthe services of its 15
member organizations and distributes
jobpostingsamongthem. It pre-screens
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candidates for prospective employers
and coordinates with member agencies
employment support services, such as
sign languages interpreters and on-site
job coaches.

“ Accommodations for integration
and ongoing training were made
seamlessly with the assistance of
member agencies and the Canadian
Hearing Society interpreter service,”
Susan Brady, human resources
manager for Lanier Canada, said after
adataentry position wasfilled through
the TEA process.

TEA markets candidates from all
member agencies, collects and
distributes job leads, does the final
prescreening of candidates, and uses
reports and statistics to counter any
stereotypes or concerns about
disabilities.

“We open doors by liaising with
employers to present the concept of
diversity hiringand ability first hiring,”
Mayer explained.

conducts a year-long evaluation that,
according to chairman Thomas J.
Engibous, “sets a standard in itself.”
As a result, Engibous says, “The
business world is strengthened by the
competition.”

The gaa dinner, which annually
attracts over 175 companies and more
than 50 Fortune 500 CEOQs, is held in
New York.
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Websitefor students
with disabilities
The National Educational
Association of Disabled Students
(www.neads.ca) has launched the
only siteof itskindfor post-secondary
students or recent graduates with a
disability who are looking for work.

The site (www.nows.ca) allows
companies that are looking to hire
qualifiedemployeeswithdisabilities,
anopportunity to postjoblistings. At
the same time, students can upload
their resumes, browse and search for
jobs, and apply online. Boasting of
havingthe* only Canadiansearchable
database of its kind”, NOWS lets
students promote themselves to
employers seeking employees with
disghilities.

Fundedinpart by theGovernment
of Canada, NOWSisin both official
languages.
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A
NEW ON THE WEB

www.accessibilitydirectory.ca. The
Ontario March of Dimeshasdeveloped
a single site where organizations that
provideass stanceinmakingworkplaces
accessiblecanreachtheir clients. Tobe
addedtotheDirectory for Accessibility,
your organization must be based in
Ontario. Contact: Wei Ke. Email:
WK e@dimes.on.ca.

www.enablelink.org. The Canadian
AbilitiesFoundation(CAF) haslaunched
a new on-line inventory of accessible
facilitiesand servicesacrossthecountry.
Access Guide Canada (AGC) makesit
easier to find accessible services and
resources, such as restaurants,
accommodation, parks, transportation
and places of worship. AGC also
includes the Directory of Disability
Organizations. For inclusion, contact:
JasonBourque. Tel: 416-923-2885, ext.
223.

A
NEW ON VIDEO

Dialogue: Now You're Talking. This
videolooksat waysto openup effective
on-the-job dialogue among cultures,
gendersandgenerations. Italsoexplores
how dialogue is a critical tool in
leveraging the full range of resources
that employees bring to the workplace.
Cost: $525US. Order online:
www.executivediversity.com/
products.asp.

Human Rights Educational Videos.
Intercultural & Community
Devel opment Resourcesisofferingtwo
video kitstitled Discrimination and the
Law, and Understanding Gender
Discrimination. Eachkitincludesahalf-
hour video, a user’s guide with tips on
making presentations and facilitating
discussion groups, and an audio tape of
the video production. Price: $40 each
+S&H. Order online: www.icdr.com.
Email: dorothy @icdr.com.

A
NEW TOOLS

Valuing Experience: Howto Motivate
and Retain Mature Workers. This
research report examines the
perspectives of HR executives and
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professionals as they relate to mature
workers. It describes innovative
programs designed to meet the needs
of older employees, toattack workplace
stereotypes, and to encourage the
transfer of valuable knowledge and
skills. Topicscoveredinclude Creating
a Senior-Friendly Workplace, and
Fixing Benefitsfor Longer Work Lives.
Price: $140US. View online:
www.conference-board.org/
publications.

Embrace Diversity or BeLeft Behind.
This electronic document drives home
the point that diversity is good for
business. It explainsthat because of an
aging population and severe labour
shortagesin nearly every sector across
Canada, recruiting and retaining
workers from all cultural groups is
imperative. In other words, attract
immigrants immediately or lose out to
the competition. View online:
www.hrreporter.com.

A
| NEW IN PRINT
Creating the Multicultural

Organization: A Strategyfor Capturing
the Power of Diversity. Consultant
Taylor Cox Jr. illustratesto readersthe
many practical and innovative ways
that top organizations, such as Alcoa,
havemadediversity work for them. He
challengescompaniestostop* counting
heads’ and start creating effective
strategiesfor amore positive approach
to managing diversity by securing and
developingtheta ent they needin order
to succeed. Price: $29.95US. Order
online: www.wiley.ca

Making Cultural Diversity Work.
Managing a diverse workplace can
present awholerangeof challengesfor
HR personnel. Because diversity is
inevitable due to workforce
demographics and human rights
legislation, Dr. Nan Weiner, author of
3 books on workplace equity, explains
how managing this job successfully
benefitsnot just the employees, but the
organization too. Chapters include
Improving Cross-cultural
Communication, The Process of
Achieving Inclusivity, and Diversity
Skills for Supervisors and Managers.
Price: $60. Order online:
www.entinst.ca.

Finding Diversity. Thisbook describes
almost 300waystoreachthecandidates
for adiverseworkforce based on skills,
specialties and levels of education.
Included are websites, email lists,
magazines, newspapers, job fairs, and
conferences that can help in the
recruitment process. Price: $49.95US.
Order online:
www.shrmstore.shrm.org.

A

CALENDAR

March2-4, California, The2004 Tough
I ssuesin the Workplace Conference.
Thehot topicsat thisyear’ sconference
includeDisabilitiesintheWorkplace: Is
this Really a Tough Issue, Seeing
Straight: The Thinking Person’s Guide
to BiasReduction, and GLBT: Straight
Talk about Gays, Lesbians, Bi-Sexual
and Transgendered in the Workplace.
SpeakersincludeK enWhegtley of Sony
Electronics, and Sondra Thiederman,
author of Making Diversity Work: Seven
Steps for Defeating Bias in the
Workplace. Fee: Non-associates:
$1995US. Register: www.conference-
board.org/conferences.

March 15—20, Los Angeles,
Technology & Persons with
Disabilities. More than 250 sessions
and over 145 exhibits mark the 19"
annual international conference at the
CentreonDisabilitiesat CdiforniaState
University. Workshops will feature a
faculty of internationally recognized
speakersand issues, such asExploring
Features/Functionality of
Accommodation for the Visually
Impaired, and Strategies for Providing
an Accessible Workplace for Blind
Employees. Keynote speaker will be
Vinton G. Cerf, one of the “Fathers of
thelnternet” . Registrationfee: $449US.
Tel: 818-677-2578. Email:
ctrdis@csun.edu.

March 17—18, New York, 2004
Women’'s Leadership Conference:
Shifting the Organizational
Paradigm. Topics covered at this 2-
day event will include Retaining Senior
Women, Bridging the Racial Divide:
Options for Leadership, and Being an
Agent of Change within Your
Organization. Fee: Non-associates:
$1995US. Register: www.conference-
board.org.
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Workerspaidtocarefor ill family members
Thefederal government isnow providing temporary income
support for Canadians who must leave work to care for a
chronically ill or dying spouse, child, parent or common-law
partner.

“The Compassionate Care Benefit...will help Canadians
give vauable support to a gravely ill family member,” the
Honorable Joe Volpe, minister of Human Resour ces and
Skills Development (www.hrdc-drhc.ge.ca) announced
in January. “It will also alow businesses to support their
employees in such difficult times.”

Workers must be eligible for employment insurance to
qualify for Compassionate Care and must also submit a
medical certificate from the attending physician of theailing
family member. If eligible, workers can receive up to six
weeks of benefits.

“Canadians should not have to choose between their job
and caring for their family during a serious medical crisis,”
Volpesaid.

Woman wins highest B.C. rights award
TheB.C. Human Rights Tribunal hasordered Grammy’s
Place Restaurant and Bakery to pay $20,000 to Sukh-
winder Gill after her boss sexually harassed her, fired her
and spread rumours about her. The amount was the highest
ever awarded by the Tribunal. Gill, awaitressin Hope, B.C.,
claimed she attempted suicide because of the harassment but
says she may never collect the money because her former
boss died of cancer last year.

Partnership afirst for aboriginal group

A partnership with Ensign Drilling has made the Fort
Nelson Fir st Nation thefirst aboriginal community inBritish
Columbiato own and operatean oil and gasrig. Aspart of the
agreement, the band will pay half the cost of the $8-million
rig. Thisinvestmentwill create 20 direct and 50indirect jobs,
plus give Fort Nelson First Nation a 50% share in revenues.
“Itwill benefit usgreatly,” said Liz L ogan, the band’ schief.
“We plan on using the revenues from thisrig to improve the
welfare of my community.”

B.C. Energy Minister Richard Neufeld said that there
wereaready similar dealsin theworksin Albertaand added
that this agreement could lead to more partnerships between
industry and First Nations communitiesin B.C.

Good help hard to find, survey says
Accordingtoasurvey conducted by theCanadian Feder ation
of Independent Business (www.cfib.ca), 82 percent of
small businesses are experiencing hiring problems. This
number represents a 68 percent increase from three years
ago.
CatherineSwift, CFIB president, described thenumbers
asan“dll-timerecord” sincethefederation began monitoring
in 1989.

Of the companies surveyed, 56 percent stated that their
strategy for dealing with the problem was to hire under-
qualified people and hope for the best.
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Agreement givesbirthtodiamondindustry
TaheraCorporation and the I nuit of western Nunavut have
reached an “historic” agreement that could result in the
territory’ s first diamond mine.

Thelnuit Impact Benefit Agreement isrequired under the
Nunavut Land Claimbefore any development of the Jericho
Diamond Mine can proceed but as Grant Ewing, Tahera's
spokesmansaid, “ It really representsthebirth of the diamond
industry.”

Nunavut’ sfirst diamond minewould mean jobs, training
and business opportunitiesfor the 4,500 Inuit who livein the
region.

“We believe that mining is one of the sectors we need to
pursuefor economic opportunitiesfor the Inuit people,” said
Charlie Evalik, president of the Kitikmeot Inuit
Association, adding that the mine will also “create alot of
economic wealth for the Kitikmeot Inuit.”

Multi-cultural radio launched

CJLL, (www.chinradio.com/ottawa.asp) Ottawa's only
multicultural radio station, waslaunched in early December,
withapromiseto giveavoicetotheregion’ srapidly growing
diverse ethnic mix. The station, which was awarded its
license 2 years ago, will model itself after CHIN Radioin
Toronto that programs in 20 languages and serves 37 ethnic
groups. The station is owned by L enny Lombardi, son of
CHIN’ s founder, Johnny Lombardi. Programming for the
Ottawastationwill includeCaribbean, Italian, Arabic, Chinese,
Spanish, Portuguese, Greek, Vietnamese and Russian.

OSPE creates pathway to employment
The Ontario Society of Professional Engineers
(www.ospe.on.ca) has designed a program to prepare
international ly educated engineersfor theemployment required
to obtain their professional licence.
Pathwaysisacombination of in-classand on-linetraining
that focuses on English communication skills and work
readiness. Itisdesigned to help foreign-born engineerswho
are now living in Ontario and have English as a second
language, acquire the 52 weeks of relevant work experience
necessary to qualify for their Professional Engineer licence.

DIVERSITY CALENDAR
March
Learning DisabilitiesAwarenessMonth
Ashura (Islamic, Muslim)
The Dall Festival (Japan)
Mardi Gras
Ash Wednesday (Protestant, Roman Catholic)
Purim (Jewish)
International Women's Day
St. Patrick’s Day
International Day for the Elimination of Racial
Discrimination
Now Ruz (Baha'i, Iran)
New Year's Day (India)
25 The Annunciation (Christian)
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