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DEFINITIONS










Systemic Racism

The structures of power and oppression built over centuries in Canada (and
elsewhere) that enforce the racial hierarchies that confer benefits on certain
people at the expense of others. Systemic racism provides a scaffolding that
can operate to the disadvantage of and cause harm to BIPOC people even
without the conscious intent to do so.







Heterosexism, Homophobia & Transphobia

Heterosexism is the systemic bias that favours heterosexuals and
heterosexuality. It is encoded into and is a characteristic of major social,
cultural and economic institutions.

Belief that male and female roles, thoughts and expressions are separate and distinct.

Heterosexism reinforces the belief that gender exists only as a binary (male or female
are the only options for the assignment of gender).

Heterosexism is a systemic bias that leads to, intersects with, and fuels homophobia
and transphobia (Rainbow Resource Centre).
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What is Diversity?

Diversity = Representation

» Diversity should include members
of all marginalized groups

 Employment has been accessed
in a workplace by people of
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Equity

Equity occurs where
the “other” is not
merely incorporated
into existing
workplace
structures, cultures
and practices, but
where the other also
is imbued with the
power to affect the
structure, culture
and practices of the
organization.




The Case For Equity & Inclusion
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Diversity and Inclusion in Law

Nalty: Higher attrition rates for lawyers in already underrepresented
groups has been demonstrated:

= Racially, ethnically diverse and Indigenous lawyers

= Women

* LGBTQ2+ communities

= Persons with disabilities

Law firms tend to focus on hiring, not retention, development and
advancement within the organization.
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Why does inclusion matiter?

In Going All-In On Diversity and Inclusion: the Law Firm Leader’s
Handbook, lawyer and consultant Kathleen Nalty summarizes
conclusions from a number of studies that highlight the critical

importance of DEIl to profitability

Greater market share: companies with leaders having the most inherent
social identity differences (race, gender identity, age, sexual orientation,
nationality, disability, etc.) and acquired differences (cultural fluency,
gender smarts, social media skills, language skills, generational savvy,
etfc.) show improved ability to capture market share.
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Better Decision Making

Having the smartest people does not necessarily lead to best performance

2010 study from MIT and Carnegie Mellon University found little correlation between collective intelligence
and the 1Qs of its individual members, but inclusion of women who ten to demonstrate greater social
sensitivity and foster better group dynamics performed better than groups consisting of people with the
highest 1Qs.

2006 Tufts University study found that diverse mock-jury panels outperformed all-white panels by spending
more time deliberating, making fewer mistakes with the evidence, discussing more case facts, citing more
missing evidence, and correcting more inaccurate statements. The most significant difference was that
white jurors on diverse jury panels worked harder cognitively and participated in more robust discussions
than their counterparts on all white panels, who fell into groupthink* and failed to work as hard cognitively
or share as much information

The finding that visible differences significantly affect group performance has been replicated in a wide
variety of settings — no matter what the makeup of a homogenous group, it will underperform.
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Better Financial Performance

* Many studies have found correlation between increased profitability and
inclusion, including McKinsey & Company’s 2012 study which reported that
companies in the top quartile of publicly fraded companies with the highest
levels of gender and racial/ethnic diversity among execvutives and board
members had 53% higher returns on equity than companies in the bottom
quartile.

In a two-year study of over 400 companies, Deloitte found that those with the
most advancement in diversity and inclusion outperformed less advanced
companies with 2.3 times more cash flow per employee, 1.4 times more
revenue, and were 120% better able to meet financial targets.
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Other benefits of DEI

Increased Engagement from employees measured by:

Intent to stay with an organization, higher rates of discretionary effort
and increased team collaboration and commitment

Innovation

e.g. Another Deloitte study showed that companies with greater gender
and racial/ethnic diversity as well as advanced inclusion efforts were
170% better at innovation and 180% better at adapting to change

Recruiting Talent and Retention

Inclusive workplaces promote higher rates of recruitment and retention,
and less destructive conflict

2021 - Laurelle A. Harris




Critical Mass to Achieve Culture Shift

A University of Pennsylvania study indicates that 25% of a decision-making body needs
to be committed to changing a norm to see a shift
(https.//www.sierraclub.org/sierra/how-change-peoples-minds-25-percent-tipping-

point)

Achieving critical mass (or one-third) of women in leadership is essential to building “a
sfronger economy, better institutions and a more representative democracy,” write the
authors of Benchmarking Women's Leadership, published by The White House Project,
a New York City-based nonprofit that aims to advance women'’s leadership roles in
communities and sectors
(https://www.in.gov/icw/files/benchmark_wom_leadership.pdf)
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BEST PRACTICE h
Demonstrating current best practices in D&I; exemplary for
other organizations globally.

J

PROGRESSIVE h
Implementing D&I systemically; showing improved results and

outcomes. )

PROACTIVE )

A clear awareness of the value of D&I; starting to implement
D&l systemically.

REACTIVE
A compliance mindset; actions are only taken in compliance
with relevant laws and social pressures.

INACTIVE
1 No D&I work has begun; diversity and a culture of inclusion are
not part of organizational goals.

IVE LEVELS of PROGRESS

© The Centre for Global Inclusion, 2017 >l
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MBA Mid-Winter Conference
January 21, 2021

The Business Case for Equity:
Why Inclusive Workplaces are Successful




' The Law Society
of Manitoba

RRRRRRRRRRRRRRRRRRRRRRRRRRRRRRR

Manitoba Population Demographics

« 17.5% of Manitoba’s population belonged to a
visible minority

* 18% of Manitoba’s population was Aboriginal (First
Nations, Metis, Inuit)

Statistics Canada Census, 2016
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Diversity in Manitoba’s Legal Profession

* .05% of practicing lawyers in MB identified as visibly
ethnic

* .04% practicing lawyers in MB identified as
Indigenous (First Nations, Metis, Inuit)

Law Society of Manitoba’s 2018 Annual Report
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Gender Demographics

* 39% of active members identified as female and
61% of active members identified as male.

Law Society's 2020 Annual Report
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Self-Reported Data from Law Society Annual Member Reports

Visibly Ethnic

Indigenous 103 114 82
Francophone 75 64 56
LGBT2SQ+ 54 48 34
Person with Disability 43 40 31

SO lawsociety.mb.ca
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Canadian Centre for Diversity and Inclusion
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The legal profession
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“The world changes according to the way
people see it, and if you can alter, even by a
millimeter, the way people look at reality,
then you can change the world.”

-James Baldwin




Thank you.

Alissa Schacter
Equity Officer and Policy Counsel

aschacter@lawsociety.mb.ca cronossoon
204.926.2029

200 - 260 St. Mary Ave.
Winnipeg, MB
R3C OM6 Canada

3O lawsociety.mb.ca




MBA 2021 Mid-Winter Conference Online Via Zoom
Webinar

Vivene Salmon
Past President of the Canadian Bar
Association

Thursday day, January 21, v
2021



Ontario Statistical Snapshot: Ontario Lawyers (2018)

INDIGENOUS

1.4%
RACIALIZED

22.9%

WHITE
76.1%

https://lawsocietyontario.azureedge.net/media/lso/media/lawyers/practice-
supports-resources/equity-supports-resources/snapshot-lawyerseng-pdf.pdf




I

Ontario Statistical Snapshot: Black Lawyers (2018)

BLACK
3.5%

GENERAL
96.5%

https://lawsocietyontario.azureedge.net/media/lso/media/lawyers/practice-
supports-resources/equity-supports-resources/snapshot-lawyerseng-pdf.pdf




Federation of Law Societies of Canada (FLSC) Statistical Reports:
https://flsc.ca/wp-content/uploads/2020/02/2018FLSCStatsReport.pdf

Law Society of Ontario (LSO) Statistical Reports:
https://lawsocietyontario.azureedge.net/media/lso/media/lawyers/practice-
supports-resources/equity-supports-resources/snapshot-lawyerseng-pdf.pdf

Globe and Mail:
https://www.theglobeandmail.com/business/article-why-are-ther

e_
black-lawyers-on-bay-street/ _
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Table 1: Indigenous and Racialized Lawyers in Ontario in 2018, compared to the 2016 Ontario population

Ontario Populntlon

University
Persons in the Graduates in -
Everyone Labour Force, the Labour A n d
=i || G ppendi
Ages 25-69
]
Percent x n

Indigenous
First Nations 353 0.91 0.89 57.8 55.3 1.84 1.40 0.54
Inuk 6 0.02 0.02 66.7 73.8 0.03 0.02 0.01
Métis 188 0.48 0.47 55.9 51.7 0.94 0.89 0.49
g’(’i‘i;;:ggs“’“m""’ 0.10 0.07 0.04

Total Indigenous 547 1.40 1.38 57.2 54.3 2.91 2.38 1.08

Racialized
Arab 358 1.02 0.91 52.8 47.0 1.56 1.12 1.89
Black 1,242 3.54 3.16 59.7 55.6 4.20 4.00 2.91
Chinese 1,386 3.95 3.53 58.7 53.7 5.41 5.44 9.05
Filipino 137 0.38 0.35 55.5 51.4 2.24 2.75 3.43
Japanese 65 0.19 0.17 47.7 49.7 0.14 0.15 0.25
Korean 334 095 0.85 58.1 52.0 0.60 0.60 1.04
Latino 224 0.64 0.57 51.3 45.7 1.42 1.59 1.29
South Asian 2,615 7.45 6.65 50.9 45.6 8.50 8.35 13.21
Southeast Asian 137 0.39 0.35 62.8 56.9 0.90 0.89 0.66
West Asian 443 1.26 1.13 58.9 51.7 1.10 1.03 1.61
Other Visible Minority 0.71 0.70 0.45

319 0.91 0.81 59.6 53.9

Racialized and White 617 1.76 1.57 62.1 56.0 1.76 0.79 1.16

Total Racialized 7,877 22.45 20.05 56.0 50.3 29.28 27.95 37.61

White 26,711 76.14 78.58 46.2 47.2 67.82 69.65 61.32

Not Indigenous, Declined 3,849 38.8 40.1

Racialization Question

Declined Indigenous and 5,681 28.0 295

Racialization Questions

Total 100.0 100.0 45.1 100.0 100.0 100.0

omiwr [ iases | [ [ Lraemen | senan | e

Source: 2018 Lawyer Annual Report; analysis by Michael Ornstein v
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Table 5a: Status by Racialization™ for Ontario Lawyers, 2018

Sole Law Firm Law Firm Law Firm Other Retired or
Practitioner Partner Assoclate Employee | Legal Clinic In-house Government | Education | Employment | Not Working Total

Percent

Indigenous A d -
First 24 8 1 3 5 10 19 2 7 1 100 351 ppen I
Nations
and Inuk -
Métis 18 9 20 3 3 10 22 2 5 8 100 181 x .

Indigenous 22 8 14 3 5 10 20 2 6 10 100 532

Total

Racialized
Arab 23 10 23 4 2 10 15 0 6 6 100 345
Black 31 6 15 3 4 " 17 1 5 7 100 1,216
Chinese 18 9 24 2 1 18 13 1 6 8 100 1,339
Filipino 31 9 18 4 0 15 10 1 7 5 100 137
Japanese 9 25 6 0 3 17 20 0 1 9 100 65
Korean 13 9 22 4 1 18 17 0 9 100 327
Latino 21 9 25 4 3 17 10 0 5 8 100 218
South 29 9 19 3 2 12 1 1 6 8 100 2,539
Asian
Southeast 22 8 23 4 4 7 13 0 8 1 100 134
Asian
West Asian 25 7 27 5 1 13 8 1 9 100 429
More 19 6 24 2 2 10 20 1 8 9 100 3086
than one
Racialized
Group
Racialized 12 8 24 4 3 16 19 2 5 8 100 593
and White

Racialized 24 8 21 3 2 13 14 1 6 8 100 7,648

Total

White 18 17 19 3 1 12 14 1 6 8 100 26,228

Not 25 16 15 3 1 13 12 1 7 8 100 3,790

Indigenous,

Declined

Racialization

Question

Declined 24 19 14 4 1 1" 13 1 5 7 100 5,603

Indigenous

and

Racialization

Questions

Total | 21 ] 16| sl 3] 4] 2] s3] 1 6l 8]l 10043801
Source: 2018 Lawyer Annual Report; analysis by Michael Ornstein “excludes new licensees



YEARS AS MEMBER (2017 Statistical Report of the Federation of Law Societies of Canada)

- Barreau |Chambre des
Brilish | \berta | Sask. [Manitoba| Ontario | du | Notairesdu |, " | NoVa [pg | NFLD& |y on | NWT. | Nunawut
Columbia , Brunswick | Scotia Labrador
Québec | Québec

0-5 Years
[Female 1697 [ 1,485 307 281 5321 3,746 510 163 346 30 109 80 61| DA
|Ma|e 1687 [ 1,556 354 296] 4,974 2,155 176 13 310 48 9% 74| 103 DIA
[TOTAL 3,384 | 3,041 661 517 10,295 5,901 686 276 | 656 78 203 154| 164 | D/A
[6-10 Years
|Female 1,105 974 206 172 4075 2422 636 107 197 21 83 37 68| DIA
Male 1,064 988 192 163 3,734 1,510 207 112 214 18 67 48 90| DIA
TOTAL 2169 | 1,962 398 335 7,809 3,932 843 29| 41 39 150 85| 158 | DIA
11-15 Years

Female 829 868 169 134 3,509 2,096 300 106 203 23 59 15 20| DIA
Male 811 885 161 108] 3,043 1,322 99 80| 167 15 68 16 32| DA
TOTAL 1,640 [ 1,753 330 242 6,552 3,418 399 186 | 370 38 127 il 52| DIA
16-20 Years

Female 652 664 158 89| 3,348 1,758 163 95| 186 25 65 10 16| DIA
Male 774 844 178 123] 3,389 1,259 48 72| 154 14 55 18 40( DIA
TOTAL 1,426 | 1,508 336 212 6,737 3,017 211 167 | 340 39 120 28 56| DIA
21-25 Years

Female 647 545 139 76| 2517 1543 206 66| 143 26 53 16 12| DIA
Male 898 711 169 114 2,928 1,241 66 115 184 18 64 22 22| DIA
TOTAL 1,545 [ 1,256 308 190 5,445 2,784 272 181 327 44 17 38 34| DA
26 Years plus

Female 1,084 | 1,256 331 167| 5489 2,764 693 164| 356 26 71 7 15 DIA
Male 3428 | 4541| 1178 648 15,757 5,195 770 571| 986 77 262 33 58| DIA
TOTAL 4512 5797 1,509 815 21,246 7,959 1,463 735| 1,342 | 103 333 40 73| DA
Total Membership

Female 6,014 5792 1310 919] 24259 | 14329 2,508 701 1431 151 440 165 192 | D/A
Male 8662 | 9525| 2232 1452| 33.825| 12,682 1,366 1,063 | 2,015( 190 610 21| 345| DIA
TOTAL 14,676 | 15,317 | 3,542 2,371 58,084 27,011 3,874 1,764 | 3,446 | 31 1,050 376 537| DIA

© Federation of Law Societies of Canada 2017
I L [ ]
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MEMBERSHIP (2017 Statistical Report of the Federation of Law Societies of Canada)
Chambre des
Bettish Alberta | Sask. | Manitoba | Ontario | BT %Y | \oiaires du | NeW Nova | pe) | NFLD& | v\ \on [ NW.T. | Nunavut | 2017 Total =
Columbia Québec (1) [ T iiec | Brunswick | Scotia Labrador A e n d I
Practicing Members - Insured p p
Female 185 2,455 714 560 8,585 7.64 2,24 308 734 53 192 37 28] NA
659 4,367 1,180 1,088 15,910 8,14 1,26 558 | 1,105 94 332 38 42| NA n
TOTAL 844 6,822 1,894 1,648 24,495 15,78¢ 3,509 866 | 1,839 147 524 75 70| NA 66,519 x -
Members - Exem| From Insurance/ Not insured
1,442 1,419 175 205 8,011 6,259 SIO 186 49 4 112 40 43 NIA
1,148 1,535 180 170 6,737 4,163 SIO 176 42 2 86 27 51 NA
2,590 2,954 355 375 14,748 10,422 0 362 91 3 198 67 94| NIA 32,325
ticing - Canadian Legal Advisor
1 DIA DIA 0 17, 16 DIA DIA 0 o] DA 0 o NA
1 DIA D/IA 0 34 18 D/A DIA 0 0 D/A 0 0 N/A
2| DA DIA 0 51 34| 0 DIA 0 0o DA [ o NA 87
nt
160 28 27, 1,801 474 DI/A 42 3_s| 6 19 56 69]  N/A
316 80 42 1,942 434 DIA 61 65 16 31 128 74| NIA
476 108 69 3,743 908 0 103 103] 22| 50 184 243]  NIA 6,474
1920 233 127 302 7 zs_n_i» 165 565 gg'll 117 25 48] NIA
621 274 152 630 142 105 268 778 55] 161 27 77 NIA
5,541 507 279 13,932 239 365 | 433 | 1,343 100 | 278 52 125 NIA 25,969
Not (NOTE: Not in totals, in N Me I
Female DIA DIA N/A DI/A DIA D/A NIA NIA DIA N/A N/A
Male D/A DIA N/A D/A DIA D/A N/A N/A D/A NA NA
TOTAL 1 D/A DIA 12 4,648 DIA D/A 220 41 NIA DIA N/A NA
Others - RAC  (NOTE: Not in totals, rep in Ni M
|Female DIA DIA DIA D/A D/A DIA D/A DIA o NA DIA o] NA N/A
Male DIA D/A DIA D/A D/A DIA D/A DIA o] NA DIA o] NA N/A
TOTAL DIA DIA DIA D/A D/A DIA D/A DIA 0 NIA DIA of NA NIA
Others - Reti (NOTE: Not included in fotals, rep, d in Non-Practicing Members)
Female 299]  DIA DIA DIA DIA DIA DIA NIA o] NA N/A o] DA N/A
Male 851 DIA DIA D/A D/A D/IA DIA N/A o NA N/A o] oA N/A
TOTAL 1150]  D/A DIA DI/A 3,811 D/A DA | 154 213 22 NA 10] DA N/A
Others - St d Clerks  (NOTE: Not in totals, rep ted in Non-F g Me
|Femate DIA DIA DIA DIA DI/A D/A DIA DIA 45]  DIA DIA 2[ DIA N/A
Male DIA DIA DIA DI/A DI/A DIA DI/A DIA 27| _DIA DIA 2| DA N/A
TOTAL DIA DIA DIA DI/A DI/A D/A DIA DIA 72| _DIA DIA 4] DA NIA
Others - Life M. yi Di (NOTE: Not in totals, rep: in Non-P M )
Female DIA DIA DIA DI/A DI/A D/A DIA NIA 0 2[  NA 0] D/A N/A
Male DIA DIA DIA DIA DIA DIA DIA N/A 0 2| NA 0| DA N/A
TOTAL DIA DIA DIA 3 1,281 DIA DIA 50 50 4 NA 39| DA NA
ofal velPracticing Membership _ — — _
Fernale 4,777 4,034 917 792 18,414 13,918 2,248 536 821 102 323 133 140 N/A
Male 7.124 6,218 1,440 1,300 24,623 12,324 1,261 795 | 1.212 136 449 193 267 NA
TOTAL 11,901 10,252 2,357 2,092 43,037 26,242 3,509 1,331 | 2,033 238 772 326 407 | NIA 104,497 |
Total Membershij
Female 014 954 1.150 919 | 24,250 14,01 2,501 701 ] 1.386 147 240 58] 188] NA
Male 662 839 1714 1,452 33,825 12,466 1,36 1,063 | 1,990 191 610 | 220 344 [ NA
TOTAL 14,676 15,793 2,864 2,371 | 56,084 26,48 3,87 1,764 | 3,376 338 1,050 378 532  NIA 127,707 |
(1) Reporting period for the Barreau du Quebec wa s April 1, 2017 to March 31, 2018 © ion of Law Societies of Canada 2017
(2) Law Society of Nunavut doas not report by gender ] [ |




