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HALIFAX REGIONAL SCHOOL BOARD 
Diversity Management Overview Report 

 
PURPOSE: To provide the Governing Board with an overview of board wide Diversity 

Management initiatives from 2004 to 2012.  
 

BACKGROUND:      The Diversity Management position was established by the Board in 2004. Senior Staff 
approved following definition of Diversity Management: the planning, developing and 
management of resources (human and others) while acknowledging and valuing the 
similarities and differences of all staff and students.                                  

  
CONTENT: From 2004 to 2006, professional development on the concepts of diversity 

management was delivered by staff to Senior Staff, Diversity Management 
Committee, Central Office staff, Operations staff at Edgewood and Bedford sites, 
principals and vice principals.  Teachers at all levels would receive diversity 
management professional development over the following five years.  

 
 In 2006 the Superintendent appointed the Diversity Management Consultant and the 

Coordinator of Human Resources as Co-Chairs of the Diversity Management 
Committee.   The purpose of the Diversity Management Committee “is to recommend, 
implement and evaluate policies, procedures and strategies to promote and support 
equity and inclusion within the Halifax Regional School Board”- Committee Terms of 
Reference, 2006.  The membership of the committee was comprised of employees 
from all HRSB departments and representation from NSTU, NSGEU, NSUPE and 
CUPE. 

 
 The Diversity Management Committee researched best practices in diversity policies 

and drafted the Diversity Management Policy which was approved by the Governing 
Board in February 2007 (Code:D.009).  The Policy is a tool used by Senior Staff to 
achieve a qualified workforce that reflects the diverse communities served by the 
Halifax Regional School Board, and ensure environments of inclusion and respect.   

 
 Procedures of the Policy required the Superintendent to provide the Governing Board 

with information on: 
1) Current and Accurate Data 
The Diversity Management Committee designed and developed a voluntary 
Workforce Survey which was approved by Senior Staff.  The Survey was delivered 
to all employees in 2005.  Currently applicants can self identify when applying for 
positions and new employees are expected to complete the Workforce Survey. 
 
In 2006 the Department of Education sponsored a pilot for a voluntary student 
identification.  Student Identification data collection is ongoing.  Both surveys are 
based on voluntary self-identification; therefore, the precise composition of our 
workforce is undetermined. 
 
Harassment Reporting Forms for incidents reported by students are forwarded to 
the Diversity Coordinator where they are recorded and assessed for follow-up when 
appropriate.  Most incidents are dealt with at the school by the school administration 
or the RCH Liaison and Sexual Harassment Volunteers.  
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2) Strategic Planning and Management   
Diversity planning is based on recommendations from Phases one and two of the 
Employment Systems Review.  Part of the five-year Diversity Management Plan 
was presented to the Board for information on May 28, 2008 (Report No.08-05-
1138). 
 
During 2008 and 2009 the Diversity Management Committee completed phases one 
and two of the Employment Systems Review (ESR). An ESR is a comprehensive 
process used to identify and remove barriers to employment, retention, 
advancement and increases equity for employees; in particular employees who 
belong to underrepresented groups.   Phase one involved all central office 
employees at the following locations: 90 Alderney, the Bell Building, Edgewood and 
Bedford.  Phase two involved all school-based staff: teachers, custodians, 
educational program assistants, principals, vice principals and secretaries. 
 
As part of the Employment Systems Review, the Diversity Management Committee 
examined all board policies and has recommended amendments to policy language 
that will result in the removal of gender and/or cultural bias. 
   
Further, the policies were assessed to determine: 
Legality: Does the policy or practice conform to applicable human rights and 
employment laws? 
Consistency: Is the policy or practice applied in a consistent manner?  
Adverse impact: Does the policy or practice have a negative impact on any 
designated group? 
Validity: Is the policy or practice objective, and does it accomplish its predictive or 
evaluative function? 
Job-relatedness: Is the policy or practice based on bona fide occupational 
requirements? 
Business necessity: Is the policy or practice necessary for safe and efficient 
operation of the business? 
 
2a) Promotion 
● in 2008 staff developed Webpages dedicated to providing resources and the 
promotion of Diversity Management for internal and external users.   
● in 2008 staff partnered with students at the Nova Scotia Community College in the 
Media Program to develop a promotional Diversity Management video.   

 
3) On-going Training and Development 
Professional development in cultural competence, harassment and human rights 
was provided to all work groups.  Staff have designed and delivered: 
● Cultural competence professional development sessions to school based staff as 
requested  

 ● Half-day Harassment Policy education sessions to:  
    - All Central Office Employees 

 - RCH and Sexual Harassment Liaison Volunteers 
 - Leadership Development Program participants 
 - All Elementary, Junior High and High School teachers 

          - YPT employees 
 - All custodians and caretakers 
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 - All Stock bus drivers 
- Adult EAL employees (formerly ESL)    

● half-day sessions on “Having Difficult Conversations on Harassment or 
Discrimination” to school administrators and other school-based supervisory staff  
● age-appropriate Harassment Policy education sessions to students in grades 
Primary to 12.   
● following the approval of the Harassment Policy in 2006 regular mediation 
services were provided throughout the board 
   
 

COST:    N/A 
 

FUNDING:   N/A                
 

TIMELINE: From June 2004 to May 2012. 
 

APPENDICES:  N/A 
   

RECOMMENDATIONS: The Board receives this Report for information. 
 

COMMUNICATIONS:  N/A 
  
From:    Heather Chandler,  

Coordinator – Diversity Management 
E-mail: chandler@hrsb.ns.ca 

 
To:    Senior Staff, May 14, 2012 

Board, May 23 2012 
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