
1         TIP Guided Learning Kit – CFC CGE Learning Cohort 2022/23 
 

GUIDED REDI+ LEARNING KIT 

           

 
 

COMMUNITIES FOR GENDER 

EQUALITY (CGE) COHORT 2022/23 

 

 



2         TIP Guided Learning Kit – CFC CGE Learning Cohort 2022/23 
 

 

01 INTRODUCTION 

02 REDI+ GLOSSARY 

03 REDI+ PRINCIPLES 

04 UNDERSTANDING BIAS 

05 UNPACKING CONCEPTS 

06 REDI+ ADVANCEMENTS (RESOURCES)  
 
 

 

The Inclusion Project (TIP) is a social innovation network and resource hub for 

organizations, communities, and institutions engaged in knowledge 

development and practice to support and further Racial Equity Diversity & 

Inclusion (REDI+), through gender-based analysis and other intersectional 

frameworks for organizational competency development. Our theory of 

change is predicated on the need for innovative change and culture shifts in 

policy, process and practice. Through our full-service consultancy, we support 

and strengthen intercultural competence in the workplace through 

performance measurements and capacity development. 

 

We connect evidence-based research with specific organizational frameworks 

for advancing REDI+ and an Anti-Racism Anti-Harassment (ARAH) 

framework across operational and strategic organizational functions. We 

provide racial and gender data analytics with targeted benchmarks for 

solutions design, implementation and progress tracking. Our delivery process 

covers the range of baseline assessment to strategic action, roadmap 

development, and orientation towards systemic and structural change.  

CONTENTS 
TABLE OF 
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In partnership with The Inclusion Project (TIP), the Community Foundations Canada 

(CFC)’s Learning Institute has embarked on a journey towards actualizing systemic 

change across the grantmaking and philanthropic landscape in Canada. The 

Communities for Gender Equality (CGE) is a group of individuals in the 2022-23 

Learning Cohort, exploring ways they can lead their organizations in demonstrating 

best practices in Gender Equality and Racial Equity. Our initial exploration will begin 

with an exhaustive discovery of the intersectional Racial Equity, Diversity & Inclusion 

(REDI+) journey, and subsequently, the exploration of Gender-Based Analysis Plus 

(GBA+) principles.  

 

            This guide provides an introductory and overarching framework and language to guide 

the cohort learning journey and advance best practices in community leadership, staff 

leadership, and governance. The REDI+ Process is a journey, not a destination. This 

journey is both individual and collective. Our shared learning will emerge through self-

guided and cohort-based learning as we creatively explore, design, and implement 

solutions to long-standing inequities.  

 
 
 

INTRODUCTION 

2 
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REDI+ OVERVIEW 
 

 

 
 

REDI+ TRAINING FOR CFC’s CGE 

TIP aims to provide the Communities of 

Gender Equality (CGE) with tips, tools, and 

best practices for advancing gender equality 

and racial equity in grantmaking, philanthropy, 

and community foundations, in support of a 

future where everyone belongs.  

 

Webinars, self-guided, and group-based 

modules will support participants to identify 

and overcome                       personal leadership challenges, 

which are grounded in intentionality. 

Included in this process are opportunities to 

develop and strengthen skills related to 

change management, unconscious bias 

training, intersectional analysis, anti-racist 

frameworks, and feminist principles.  

 

The learning kits are designed to address 

knowledge gaps and support group 

discussions that contribute to a culture that 

supports the Learning Institute’s goal of 

transformation – across the network, the 

sector, and the communities – starting with 

personal leadership through to governance, 

institutional change, and community 

change. Each session within the learning 

journey aims to strengthen the capacity of 

staff, leadership, and the Board to engage in 

gender-based activities in grantmaking, 

organizational change, and investing – a strategic 

approach to enable change across the sector. 

 

come together as 

 

practices." 
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REDI+ KIT OVERVIEW 
HOW TO USE THE REDI+ RESOURCE KITS 

Blended REDI+ Approach (Guided Virtual and Self-Study): Each Guided REDI+ Learning Kit will             

explore topics within the Cohort Learning Journey. Participants may wish to make use of them 

prior to the group discussion session that follows each webinar. Below are the first three topics.   
 

With this Kit, reflect on your personal REDI+ journey. Read through the glossary terms 

and scenarios as they are foundational. Adopt them. Share your learnings.  

Spend time Unpacking Concepts as preparation for your group discussion session.  

 
#1: Data and Equity in Trust-based Philanthropy 

The call for transparency in data management and accountability is a 

widespread push across public and private sectors, particularly as it relates to 

collection of race-based and gender-based disaggregated data. Values in trust-

based philanthropy provide equitable ramifications for building trust, 

respect, and openness for the collection of representative data across the 

areas of culture, structures, leadership, and workplace practices. 

 

#2: REDI+ Approaches to Data Collection & Analysis 

Inclusive approaches to data collection and analysis are fundamental to the 

development of a lasting standard on racial and gender equity. We will engage 

champions from the movement who are leading best practices in equitable data 

collection, analysis, and adaptation toward changes in policy, process, and 

practice. We will explore scenarios and best-in-class approaches on community 

collaboration, equitable grantmaking, and practical tools for effective collection 

and analysis of relevant data and insights within the sector.  

#3: Centering “Inclusion” in Trust Based 

Philanthropy 

What does it mean to build a culture of inclusion in philanthropy and the 

charitable sector in particular? What are some of the challenges organizations 

face in building a culture centred on inclusion? What gaps has the COVID-19 

pandemic exposed, and how can we best address those gaps to ensure groups 

that have long been excluded are included and represented in future planning 

and current realities? How should community foundations evolve to reflect the 

changes in societal landscape and the call within global communities for more 

inclusive, accountable, and transparent cultures?   



REDI+ GLOSSARY 
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We encourage participants to reflect on the following terms and concepts before 

starting the journey with the REDI+ self-guided kits. 

Anti-Racism 

Anti-Racism is defined as the work of actively opposing racism by advocating for changes in 

political, economic, and social life. Anti-racism tends to be an individualized approach and set up in 

opposition to individual racist behaviors and impacts. 

Decolonization 

Decolonization may be defined as the active resistance against colonial powers, and a shifting of 

power towards political, economic, educational, cultural, psychic independence and power that 

originate from a colonized nation’s own indigenous culture. Decolonization demands an Indigenous 

framework and a centering of Indigenous land, Indigenous sovereignty, and Indigenous ways of 

thinking. 

Equity-deserving/Equity-denied Groups 

Communities that identify barriers to equal access, opportunities, and resources due to 

disadvantage and discrimination, and actively deserve social justice and reparations. This 

terminology is used instead of “equity-seeking groups” due to the fact it reframes the narrative to 

acknowledge the systemic inequities that unfairly disadvantage some communities rather than an 

individualistic tone that forces the individual to actively try to seek justice themselves. 

IBPOC 

A contemporary term that refers to Indigenous, Black and People of Colour. Its origins are in the 

USA where the term is expressed as BIPOC. We strive to consistently place 'First Peoples first', so 

we are using the Indigenous-first acronym - IBPOC. 

Inclusion 

Inclusion is a set of institutional efforts and practices in which different groups or individuals 

having different backgrounds are culturally and socially accepted and welcomed, and equally 

treated. More than simply diversity and numerical representation, inclusion involves authentic 

and empowered participation, and a true sense of belonging. 

Intersectionality 

Intersectionality operates under the premise that people possess multiple, layered identities, 

including race, gender, class, sexual orientation, ethnicity, and ability, among others. 

Intersectionality refers to the ways in which these identities intersect to affect individuals’ realities 

and lived experiences, thereby shaping their perspectives, worldview, and relationships with others. 

Exposing these multiple identities can help clarify the ways in which a person can simultaneously 

experience privilege and oppression.



REDI+ GLOSSARY 
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People of Color 

Often the preferred collective term for referring to non-White racial groups. Racial justice advocates 

have been using the term “people of color” since the late 1970s as an inclusive and unifying frame 

across different racial groups that are not White, to address racial inequities. While “people of color” 

can be a politically useful term and describes people with their own attributes (as opposed to what 

they are not, e.g., “non-White”), it is also important whenever possible to identify people through 

their own racial/ethnic group, as each has its own distinct experience and meaning and may be more 

appropriate. 

Racial Equity 

The condition when racial identity cannot be used to predict individual or group outcomes (e.g., 

wealth, income, employment, criminal justice, housing, health care, education) and outcomes for all 

groups are improved. 

Race 

A socially constructed system of categorizing humans largely based on observable physical features 

(phenotypes) such as skin color and on ancestry. There is no scientific basis for or discernible distinction 

between racial categories. The ideology of race has become embedded in our identities, institutions and 

culture and is used as a basis for discrimination and domination. 

White Supremacy 

The idea (ideology) that white people and the ideas, thoughts, beliefs, and actions of white people 

are superior to People of Color and their ideas, thoughts, beliefs, and actions. While most people 

associate white supremacy with extremist groups like the Ku KluX Klan and the neo-Nazis, white 

supremacy is ever present in our institutional and cultural assumptions that assign value, morality, 

goodness, and humanity to the white group while casting people and communities of color as 

worthless (worth less), immoral, bad, and inhuman and “undeserving.” Drawing from critical race 

theory, the term “white supremacy” also refers to a political or socio-economic system where white 

people enjoy structural advantage and rights that other racial and ethnic groups do not, both at a 

collective and an individual level. 

2SLGBTQ+ 

An acronym used to identify two-spirit, lesbian, gay, bisexual, transgender, queer/questioning as a 

community of people whose sexual and gender identities can create shared political and social 

concerns. We placed 2S in front of LGBTQ+ to acknowledge that indigenous peoples were first on 

these lands. 



REDI+ PRINCIPLES 
 

8         TIP Guided Learning Kit – CFC CGE Learning Cohort 2022/23 
 

 

NAME YOUR STORY 

 
Before you embark on the journey through this REDI+ kit, let’s unpack your story, starting 

with your name: 

 
Write your full name: 
 

 

 

Ask yourself: 

Who gave you your name? Why that name? 

Do you know the family origin of your name? 

Do you have any nicknames? If so, how did you get them? 

What does your name mean to you and your loved ones? 

 

Write 3 adjectives to describe your story: 
 
 
 

 

 

DEFINE REDI+ 

Now that you have reviewed the REDI+ glossary let's try to build our own understanding of 

REDI+. For each letter, try to think of your own definition or understanding: 

 

R    
 

 

E    
 

 

D   
 

 

I   
 

 

+ (what is Intersectionality to you?) 

 
 

LET'S BEGIN 



REDI+ PRINCIPLES 

POWER & 
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PRIVILEGE GUIDE 
 
 

 
 

 
Identity is complex, and it consists of multiple intersecting factors. For example, race, gender and/or 

socio- economic status leads to differences not only in biological markers (e.g., skin colour or physical 

features) and cultural markers (e.g., types of clothing), but also in shared traditions, beliefs, and/or 

biases. These identities not only impact the way society treats or views an individual, but also the way 

an individual interacts with others and their surroundings. 

 
Analyze and find the intersections where your identities or lived experience lay in the "Wheel of 

Power & Privilege". In our current socio-cultural milieu, the closer your identities are to the middle, 

the more power and privilege you are afforded within society. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



REDI+ PRINCIPLES 

POWER & 
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PRIVILEGE GUIDE 
3 types of power: 

 

Power-over-others 

Often, how we traditionally think about power – the ability to get someone to do 

something against their will; 

Using rewards, punishments, manipulation to force someone to do something they do 

not choose. 

 

 

Power-with-others 

The ability to influence and take action based on unity with others; 

The power that comes from community, solidarity and cooperation. 

 

 
Power-from-within 

The ability to influence and take action based on intention, clarity of vision, or charisma; 

Aung San Suu Kyi explains: “If you have confidence in what you are doing and you are 

shored up by the belief that what you are doing is right, that in itself constitutes power, 

and this power is very important when you are trying to achieve something.” 

 
 
 
 

" P R I V I L E G E I S W H E N Y O U 

T H I N K S O M E T H I N G I S N O T 

A P R O B L E M B E C A U S E I T ' S 

N O T A P R O B L E M T O Y O U 

P E R S O N A L L Y " 
 

David Gaider 
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REDI+ PRINCIPLES 

ENVISIONING REDI+ 

Take some time to imagine what a transformed, equitable, and healthy trust-

based orientation in your foundation would look and feel like. Answer the 

questions in the section below and then move on to reviewing to get clear about 

what changes you’re hoping to see within yourself  and your organization 

overall. 

 

Q1. What can REDI+ look like in your workplace? And what would it feel like? 

What behaviors, policies, and practices would have to change to enable REDI+? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

_________________________________________________________________________________ 

Q2. How would relationships have to change to foster REDI+ in your environment? 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

_________________________________________________________________________________ 

Q3. What would it feel like to be a workplace where different equity-deserving 

groups thrive and are truly well, and for all stakeholders to experience equity, 

belonging and wellness? 

____________________________________________________________________________
____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 

____________________________________________________________________________ 
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THE VALUE OF REDI+ 
 

 
 

Racial Equity, Diversity and Inclusion (REDI+) is a holistic approach 

– not just an HR prerogative 

Organizations have been trying to reduce gendered bias and racism with programs 

and initiatives                 that are not holistic enough to create meaningful change. The usual tools 

alone — diversity training, hiring tests, performance ratings, grievance systems— can 

actually aggravate bad situations, if unaccompanied by organization-wide support and 

leadership buy-in.  

These kinds of initiatives can actually sometimes activate bias and ignite resentment. 

There are numerous REDI+ tactics that do move the REDI+ needle, such as recruiting 

initiatives, mentoring programs, and REDI+ task forces. If REDI+ work is intentional, 

holistic and organizational- wide then it has the foundation to create sustainable and 

equitable change. REDI+ leadership must be taken up by not just executive leadership, 

HR, and client-serving staff but across all levels of an organization. 

 

 Scenario 

The narrative begins when 

a racialized woman is hired 

or joins a new organization. 

She is initially welcomed 

but soon experiences 

tokenism. The racialized 

woman experiences 

recurring 

microaggressions and 

structural barriers. 

 

These dynamics are 

further complicated by 

the fact that if she were 

to explicitly name her 

experiences with race, 

both the organization as 

a whole and individuals 

within it will deny her 

experiences of racism. 
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THE VALUE OF REDI+ 

REDI+ ACCOUNTABILITY 
METRICS 

Use these questions to assess and address ongoing REDI+ related objectives within your 

foundation’s programming and granting activities: 

 
Recruitment And Selection 

Are you sourcing job candidates using multiple mediums, including non-traditional 

sources, to ensure you have a diverse job pool? 

Are your interviewers following a standardized interview process and an evaluation 

process that is used with all candidates? 

Are your interviewers trained on unconscious bias in the selection process? 

Look at your selection data. Are you sourcing a market-appropriate number of 

diverse                    candidates? Are certain managers hiring fewer diverse candidates? 

 

Performance Management 

Are all managers/evaluators of performance trained on your foundation’s 

Performance Management process and ratings before completing any performance 

reviews? When you look at overall performance ratings, are there managers that are 

scoring diverse employees lower? 

Do all employees or volunteers at your foundation have standardized performance 

rating averages, regardless of gender, race or identifiers? 

 

Learning And Development 

Are certain groups benefiting from learning opportunities than others? For 

development opportunities that require manager/leader sponsorship, are you 

making sure that these opportunities are being awarded without bias or preference 

for particular groups? 

 

Communication 

Are your key communication messages clear and direct? Do you avoid the use of 

acronyms, complex terminology, and jargon in finance, admin, volunteer and 

quality assurance communications? 

Are the images and text in your communications representative of all staff and 

volunteers within your foundation, and the communities served? 

 

Relations 

Do you expect fundraising partners, volunteers, media relations and/or  partners to 

be familiar with and abide by your foundation’s REDI+ values? 

Do you analyze the demographics engaged as volunteers, financial partners to 

address white saviourism, tokenization, and/or favouritism?  
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UNDERSTANDING BIAS 
Biases are a natural part of who we are as humans. To make sense of and process the 

complexities of our day to day to lives, we naturally compartmentalize or create categories in 

our minds. These categories are expressed in the form of generalizations, stereotypes, attitudes 

and associations. They incorporate our beliefs, values, and experiences, and often, they impact 

our social and professional circles. 

 

Types of Common Biases: 

Implicit stereotypes 

Occurs when people judge others according to unconscious stereotypes 

ex. You assume your new male Asian co-worker in the volunteer department is math-inclined 

so you hand off all numerical tasks to them 

 
Affinity bias 

Affinity bias, also known as similarity bias, is the tendency people have to connect with others 

who share similar interests, experiences and backgrounds. 

ex. When companies hire for ‘culture fit,’ they are likely falling prey to affinity bias. 

 

Attribution error 

Occurs when the wrong reason is used to explain someone’s behaviour; coupled with in-group 

favouritism, this results in a positive attribution for in-group members and a negative 

attribution for out-group members. 

ex. When hiring, attribution bias can cause hiring managers and recruiters to determine a 

candidate unfit for the job because they found something misspelled on a resume although the 

spelling was correct in the applicant’s country. 

 
Confirmation bias 

Seeking or interpreting information that is partial to existing beliefs 

ex. A 2017 study published in the APA Journal of Personality and Social Psychology found that 

people tended to perceive young Black men as taller, heavier, and more muscular than similarly 

sized white men, and hence more physically threatening. 
 

“Hidden biases are neither a moral failing nor a sign of a bad person. Most people have them. So, it 

isn’t a matter of being ashamed or embarrassed — as long as we work to identify and overcome 

our unconscious attitudes and act differently. It starts with making the unconscious conscious.” 

Zabeen Hirji, Chief Human Resources Officer, RBC 
 
 

                                    16 Unconscious Bias EXamples and How to Avoid Them in the Workplace  

https://builtin.com/company-culture/cultural-fit
https://psycnet.apa.org/record/2017-11085-001
https://builtin.com/diversity-inclusion/unconscious-bias-examples


REDI+ ADVANCEMENTS 

LET'S TALK SCENARIOS 
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During a casual meeting, a colleague mentions they are reading Me and White 

Supremacy: Combat Racism, Change the World, and Become a Good Ancestor by Layla 

Saad. They were pondering, "How does white supremacy show up in my life?" and 

asked for input from other colleagues. A white colleague jumped in and stated, "Yes, 

white people shouldn't be privileged but it's not even our fault, it's just how the world 

works. I am not racist and have always been there for the Black people I know." 

 
REDI+ Insight: This scenario demonstrated White supremacy, "white centring" (the 

belief that white culture, values and norms are the normal center of the world) and 

"ally cookies" (the special praise sought by some white people for not being racist). It is 

important to acknowledge this is not about generalizing or stereotyping white people 

as being somehow deficient or defunct. This is about seeing how they were born into a 

system that automatically gave them power and privilege. 

                 

Image accredited to @sophfei 

WHITE SUPREMACY 

https://www.meandwhitesupremacybook.com/
https://www.meandwhitesupremacybook.com/


REDI+ ADVANCEMENTS 
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You are a white woman collaborating on a presentation for International Women’s 

Day. Two of your white female colleagues are tone policing a Black female colleague. 

They say that her suggested contribution to the presentation is too aggressive and 

does not fit the style they were going for. 

 
REDI+ Insight: 

“White feminism” is a label for the enactment of feminism that puts white women at 

the centre. It minimizes women of colour’s issues and lets white women dictate the 

status quo in a movement that should be for all women. 

 

Identify your privilege: As a white woman, you notice that your perspective will be 

readily included. You can speak up without having your passion being labelled as 

“angry” (read about the Angry Black Woman stereotype) or being told that you’re 

being divisive or “making everything about race”. 

 

Use your privilege: Speak up and challenge the oppressive feedback. Remind the 

white colleagues that feminism is only real feminism if it’s inclusive of everyone. 

Endorse your Black colleague and then pass the mic by asking what feedback they’d 

like to give on the presentation. Does it represent what they want it to yet? How can 

you all make it better? 

 

The equitable outcome: the whole group can meaningfully learn from one another 

and take a step forward in practicing credible, inclusive feminism.  

 
There are a few things to keep in mind when it comes to understanding power and 

privilege. 

1. Privilege is interconnected with power in our society i.e., those who have 

privilege have the ability to create/maintain societal norms, often to their benefit 

at the expense of others. 

2. Privilege does not mean that a person has not experienced struggles. 

3. Privilege does not mean that you did not work hard for the things you have. 

4. Privilege is fluid; it can change as you move through life. 

5. Privilege is contextual; identities you hold can give you an advantage or a 

disadvantage based on how people perceive you. 

6. Privilege has strategically been set up as a "taboo" subject, allowing those in  

dominant groups to ignore embedded, and often invisible, forms of oppression. 

POWER & PRIVILEGE 

https://www.harpersbazaar.com/culture/politics/a22717725/what-is-toxic-white-feminism/
https://www.npr.org/2019/02/24/689925868/harnessing-the-power-of-the-angry-black-woman
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You are eating your lunch in the breakroom with a colleague, Joe, when you notice 

another colleague, Rebecca, come into the room. Rebecca is a Black colleague who 

typically has long black hair. This day you notice her hair is in a curly afro for the first 

time. You had not noticed previously, but Rebecca was wearing a wig all these years. 

Joe, as surprised as you are, jumps up in awe of Rebecca's hair and tries to touch it, 

saying "Wow, is this real!?" You immediately notice how uncomfortable Rebecca looks 

and say "Joe, Rebecca's hair is absolutely beautiful, but it's not appropriate to touch it 

without her consent." 

 
REDI+ Insight: Receiving comments about one's natural hair is a frequent struggle for 

Black women in particular. Black women's textured hair is often seen as "less 

professional" in the workplace than smooth hair. For black women, the bias against 

natural hair results in higher levels of anXiety about their appearance. One in five 

black women feel socially pressured to straighten their hair for work, which is twice 

the rate for white women according to Perception Institute. The "professionalism hair 

bias" is something Black women have to address when styling their hair for the 

workplace. 

 
This situation is an example of racial microaggression. There are typically three types 

of microaggressions: 

 
1) Microinsults refer to subtle insensitive comments and/or behaviours (often 

unconscious) related to a person’s identity. 

EXample: “Helping” a wheelchair user without asking if they would like assistance 
 

2) Microassaults refer to conscious and intentionally biased/discriminatory comments 

and/or behaviours related to a person's identity. 

EXample: Using racial slurs; denying accommodations for trans persons 
 

3) Microinvalidations refer to the subtle exclusion or negation of one's feelings and/or 

experiential reality related to that person's identity. 

EXample: Repeatedly asking someone where they were born; Saying that you are 

“color-blind” 

 

RACIAL EQUITY 

https://perception.org/goodhair/results/
https://perception.org/goodhair/results/
https://perception.org/goodhair/results/
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You have a new volunteer named James. You are meeting James for the first time 

in the office, who comes in wearing a rainbow shirt, with a blue shiny manicure and 

short cut hair. As you welcome James, you have a colleague come by and introduce 

James to them. "James came to Vancouver from Mexico three days ago and he is so 

excited to be here!" You continue the conversation and finally go to your office where 

you sit down with James. James voices to you that they prefer to go by she/they 

pronouns and that they feel uncomfortable going by he/him pronouns for the future. 

 
REDI+ Insight: In this situation, the appropriate action would be to allow James to 

introduce themselves and ask for their preferred pronouns before making assumptions 

and misusing them. Personal gender pronouns are the pronouns that a person 

identifies with and would like to be called when their proper name is not being used. 

EXamples include "she/her/hers," "he/him/his," and "they/them/theirs." For some 

queer, non-binary, transgender and gender non-conforming people the most 

commonly used pronouns of he/him and she/her may not fit and if used incorrectly 

can cause anXiety, stress and may even place them in physical danger. 

 
Gender Inclusion Best Practices: 

1. Consider including your pronouns in your email signature or name at work to 

foster a culture of inclusivity. Remember that for some 2SLGBTQ+ people, 

disclosing their pronouns may be a source of anXiety so do not force this practice 

on others. 

2. Incorporate neutral language in greetings. Instead of "Hey, guys!" or "Welcome, 

ladies!", use "Welcome, everyone!" to make sure all participants feel acknowledged, 

safe and included. 

3. If you make a mistake and someone corrects you, say "Thank you" instead of "I'm 

sorry" to own the responsibility for your mistake. Practice using someone's 

pronouns so that you can get this right as soon as possible. Having to correct others 

who misgender them is exhausting for many transgender and non-binary people. 

4. Use "they or their" wherever possible, as opposed to "his or her" to include people 

who may not identify with the pronouns his or her. 

5. Remember that you can't tell someone's gender just by looking at their appearance. 

So, share your pronouns first and invite others to share theirs with you. 

Video Resource: Understand some best practices for using  

pronouns in the workplace 

GENDER INCLUSION 

https://youtu.be/K23QwzM7Otw
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Your organization is hiring [for a X position]. A position description has been posted 

and includes an EDI statement to welcome and encourage a diversity of applicants.  As part 

of the recruitment process and in an effort to reduce discrimination, names of all applicants 

are redacted from their resumes/cover letters. A shortlist emerges, and interviews are 

arranged. Standard questions are asked of all interviewees and notes taken by the interview 

panel. Upon conclusion of the interviews, the panel meets to discuss selecting and making an 

offer to the best candidate. One of the members on the hiring panel rationalizes the best 

candidate (a female), mentioning cost effectiveness due to a reduced pay to be offered, 

commensurate with their years of experience as indicated on their resume. (The male 

candidate's resume indicates a higher number of years of work experience.)  

 

How would you respond? 

 

For further reading: The Gender Pay Gap  

  

GENDER PAY GAP 

https://canadianwomen.org/the-facts/the-gender-pay-gap/
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Please take some time to develop your responses to the questions below. You may 
find some insights from the articles shared in the REDI+ Resources section.  

 

                 
  

UNPACKING CONCEPTS 
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REDI+ RESOURCES 
 

As a participant in this learning cohort, you are encouraged to continue your own personal learning 

and share resources / references that you discover along your REDI+ journey.  Here are a few links 

that serve to illustrate content presented in the webinar on Trust-Based Philanthropy. Have a look at 

them and see if any of them lead you to more valuable resources and information worthy of sharing 

with your cohort. Additionally, you will find a list of recommended readings (authors) whose books 

you may find in your local library or online.  

• Feminist Philanthropy 

• Giving Statistics - Report from Women’s Philanthropy Institute 

• Global Development – Gender Equality Funding & women’s organizations – The Guardian 

 
• Trust-Based Philanthropy Begins with Confronting Systemic Power Imbalances 

 

• Overcoming Bias: Building authentic relationships across differences – Tiffany Jana & 

Matthew Freeman 

• The Skin We’re In – Desmond Cole  

• Me and White Supremacy – Layla F. Saad 

• Erasing Institutional Bias: How to create systemic change for organizational inclusion- 

Tiffany Jana & Ashley Mejias 

• The Short Bus: A journey beyond normal – Jonathan Mooney 

• What if I say the wrong thing? 25 habits for culturally effective people – Verna Myers 

• Algorithms of oppression: how search engines reinforce racism – Safiya Noble 

• So you want to talk about race? – Ijeoma Oluo 

• Reset: my fight for inclusion and lasting change – Ellen Pao 

• The Difference: How the power of diversity creates better groups, firms, schools and 

societies – Scott Page 

• Whistling Vivaldi: How stereotypes affect us and what we can do – Claude Steele 

• White fragility. Why it’s so hard for white people to talk about racism – Robin DiAngelo 

• Deep diversity: overcoming Us vs. Them – Shakil Choudhury 

• Dare to Lead: Brave work. Tough conversations. Whole hearts – Brene Brown 

• On being included: Racism and diversity in institutional like – Sara Ahmed 

• We can’t talk about that at work! – Mary-Frances Winters 

https://canadianwomen.org/wp-content/uploads/2020/05/Feminist-Philanthropy.pdf
https://philanthropy.iupui.edu/news-events/news-item/giving-to-women%E2%80%99s-and-girls%E2%80%99-causes-remains-at-1.6-percent-of-all-charitable-giving.html?id=344
https://www.theguardian.com/global-development/2019/jul/02/gender-equality-support-1bn-boost-how-to-spend-it
https://www.trustbasedphilanthropy.org/blog-1/2020/6/24/tbp-begins-with-confronting-systemic-power-imbalance
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Thank you for your commitment to  

the Communities for Gender Equality (CGE)  

and for beginning your personal REDI+ journey  

 

We hope this kit can serve as a starting point on your journey 

towards REDI+ within your role at your foundation, and in your 

personal life. The topics and learnings from this kit can be applied 

anywhere and are relevant to aspects outside of the workplace. 

We hope a collective movement of learning can catalyze a cultural 

shift towards REDI+    within the workplace culture of community 

foundations in Canada. 
 

 

 

www.theinclusionproject.com 

                                                                 info@theinclusionproject.com  
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