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PART A: INTRODUCTION
1.	 Background
Greater Essex County District School Board (GECDSB) is committed to fostering a 
community that is focused on diversity, equity, and inclusivity. GECDSB wants to identify 
and celebrate the diversity within our system and our communities, by fostering a 
greater understanding of who we are.

In 2021, the GECDSB conducted its first Workforce Census to gather demographic 
information about the unique and diverse composition of the Board’s workforce. The 
results of the census will help the Board to better understand who its employees are 
and identify gaps in representation. This information will support the development of 
programs, resources, and supports to build an even more inclusive, welcoming, and 
supportive environment for all employees. 

GECDSB contracted with Turner Consulting Group Inc. to conduct the Workforce 
Census with the goal of answering the following questions:

      •    What is the current demographic makeup of the GECDSB workforce?

 	    -    What is the representation of employees in various demographic groups, 
 	          including sex, race, gender identity, disability, religion, and age? 

	    -    How does the diversity of the GECDSB workforce compare with the diversity
	          of Greater Essex County based on census data and other comparative data? 

      •    Does the data indicate that the equity-seeking groups experience barriers in
             hiring or advancement within the organization?

2.	 The Workforce Census 
2.1	 The Survey
The Workforce Census was created by the consultant with input from GECDSB staff. The 
census questions were designed to focus on the groups that experience systemic and 
persistent disadvantage in the labour market as identified by the Royal Commission on 
Equality in Employment,1 namely women, racialized people2 (visible minorities), Indigenous 
people, and persons with disabilities. In addition, a question about religion and sexual 
orientation were also asked in order to explore an additional dimension of diversity. The 
questions were also designed to allow a direct comparison of the composition of the 
GECDSB workforce to the 2016 Census data and other relevant data sources. 
1 The Royal Commission on Equality in Employment, whose report was released in 1984. Equality in Employment: A Royal Commission Report was a 
landmark that fundamentally influenced the fields of employment and human rights law, jurisprudence, and public policy. It created the concept of 
employment equity, a distinctly Canadian policy to address inequality in employment on the basis of gender, visible minority status, disability, and 
Aboriginal identity.
2 The term “racialized” is used throughout this report to replace the term “visible minority” used by Statistics Canada. This definition includes 
those who self-identify as South Asian, Chinese, Black, Filipino, Latin American, Arab, Southeast Asian, West Asian, Korean, Japanese, mixed 
race, and others who identify as non-White and non-Indigenous.
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Additional data on age, length of service, level in the organization, and type of position 
was collected to help with the analysis of the demographic data to identify any barriers 
to hiring and advancement of the various groups within the organization. 

The survey contained 11 questions and took respondents less than 10 minutes to 
complete.

The completion of the Workforce Census was confidential, voluntary, and anonymous 
and participants could choose not to participate in the census in its entirety. If they 
chose to participate in the census, they were able to opt out of answering any of the 
questions by selecting the response “I prefer not to answer.” Employees were also able 
to exit the survey at any time.

2.2	 Administration of the Survey
A high survey response rate is critical to having an accurate picture of the diversity of 
the workforce — the more employees who complete the survey, the more accurate the 
snapshot will be. 

Key to a high survey response rate is the administration of the survey. The goal of the 
survey administration strategy is to ensure that all employees know about and are able 
to complete the survey. Critical to achieving this goal is a communication strategy that 
addresses the concerns of employees and encourages them to participate in this 
important organizational initiative.

The census was announced through email communications to all employees from the 
Director of Education. The email included a link to a newly created GECDSB Workforce 
Census website that provided further information on the census, answered frequently 
asked questions, and provided information on how privacy and confidentiality will be 
maintained. In addition, posters that announced the census, the date of the census, 
and that employees could visit the website for further information were distributed for 
display in all schools and worksites. 

Survey day was identified as November 12, 2021, which was a professional 
development day for all school-based employees. On that day, the Director of 
Education sent an email to all employees with a link to the survey. All school 
administrators, managers, and supervisors were asked to give employees 10 minutes 
to complete the survey. The online survey remained open from November 12 to 30, and 
reminder emails were sent during that period. 

Employees had the option of completing the survey online or on paper. Managers 
and supervisors with employees who did not have access to a computer at work were 
provided with paper copies of the census to distribute. Those with access to the 
GECDSB Workforce Census website were also able to print a paper survey from the 
site. 
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While participating in the survey was voluntary, all employees were asked to complete this 
section of the census to allow GECDSB to determine the extent to which all employees 
received the census and were provided with the opportunity to complete it. It also provides 
an opportunity to better understand why employees choose not to participate in the census. 

The survey rate represents the number of employees who confirmed that they received 
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PART B: SUMMARY OF THE DATA
4.	 Demographic Overview
This section analyzes the responses to the demographic questions and, where 
possible, compares the data to the external population in order to help GECDSB 
understand where issues of representation exist. Recommendations are then made to 
address the identiy4MCID[2DC 
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4.3	 Religion / Faith
GECDSB employees were also asked to identify which faith, religious, or belief group 
they identified with. 

Of the 3,544 employees who responded to this question, 55% identified as Christian, 6% 
identified with a non-Christian religion, compared with 73% of the Windsor community 
that identified as Christian, and 8% that identified with non-Christian religions.  

A larger proportion of GECDSB staff reported that they were atheist, agnostic, or not 
affiliated with any faith, religious, or belief group (29%) than in the community (19%). 

4.4	 Gender
The GECDSB Workforce Census allowed survey respondents to identify their gender 
identity. Gender identity refers to a person’s internal sense or feeling of being a woman, 
a man, both, neither or anywhere on the gender spectrum, which may or may not 
be the same as the person’s sex assigned at birth. It is different from and does not 
determine a person’s sexual orientation. 

While Statistics Canada collects data on gender, it does not allow Canadians to identify 
a gender other than “female” or “male.”  As such, no census data is available on 
Canadians who identify as gender diverse or transgender.

As Table 6 shows, the vast majority of GECDSB employees identify as cis women 
(69%), with 22% identifying as cis men. By contrast, just over half (51%) of the 
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population of Windsor census metropolitan area (CMA) is female and 49% is male. A 
sizable proportion – 8% – chose not to answer this question.

4.5	 Sexual Orientation
The Workforce Census asked employees to identify their sexual orientation. It provided 
the options of bisexual, gay, heterosexual/straight, lesbian, queer, questioning, and 
Two-Spirit. If a survey respondent did not identify with one of these sexual orientations, 
employees were able to write in their sexual orientation. 

As Table 7 shows, about 5% of respondents (190 people) indicated that they identify as 
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was the first Statistics Canada survey to include a question on sexual orientation.4  
The CCHS found that 3% of Canadians aged 18 to 59 self-identified as gay, lesbian, 
or bisexual (1.7% self-identified as gay or lesbian and 1.3% as bisexual).5 This survey 
also employed a conservative approach to measuring sexual orientation, asking only 
whether a person was gay, lesbian, or bisexual. Therefore, it likely underestimates the 
representation of those who do not identify as heterosexual.

Another estimate of the size of the LGBTQ2S+ population comes from a 2012 Forum 
Research poll, which found that 5% of Canadians aged 18 and over identify as lesbian, 
gay, bisexual, or transgender.6 Again, given the limited categories, this poll likely also 
underestimates the representation of those who do not identify as heterosexual.

Studies in other countries, which worded questions differently, estimate a gay, 
lesbian, and bisexual population of between 1.5% and 7%.7 One 2011 study found that 
approximately 3.5% of the U.S. population is gay, lesbian, or bisexual and 0.3% is 
transgender.8

Using these estimates, survey respondents who indicated that they identify as 
LGBTQ2S+ appear to be well represented in the GECDSB workforce. 

Given that the question on sexual orientation had one of the highest non-response 
rates (13%), there may be employees who either don’t feel safe disclosing their identity 
or who are heterosexual and don’t feel comfortable answering this question.

5.	 Analysis
While the demographic overview of the organization is important to provide a picture 
of the diversity of the GECDSB workforce, critical to the organization’s equity efforts is 
an analysis of this data to determine whether particular groups face barriers to hiring 
or advancement. 

In this section, we will examine the representation of various identity groups within the 
following areas:

      •    Teacher Diversity Gap

      •    Age and years of service of racialized employees, and

      •    Permanent and occasional teachers.
4 This survey resulted in limited provincial estimates and does not provide estimates for cities.
5 Statistics Canada. (2015). Canadian Community Health Survey, 2014. 
https://www.statcan.gc.ca/eng/dai/smr08/2015/smr08_203_2015
6 Carlson, K. B. (2012, July 6). The true north LGBT: New poll reveals landscape of gay Canada. National Post.
http://news.nationalpost.com/news/canada/the-true-north-lgbt-new-poll-reveals-landscape-of-gay-canada
7 Rogers, S. (2010). Gay Britain: Inside the ONS statistics. The Guardian, DataBlog.
http://www.guardian.co.uk/news/datablog/2010/sep/23/gay-britain-ons
8 Gates, Gary J. (2011). How many people are lesbian, gay, bisexual, and transgender? The Williams Institute.
https://www.schoolnewsnetwork.org/attachments/Gates-How-Many-People-LGBT-Apr-2011.pdf

Graph 1. Teacher Diversity Gap, GECDSB and Windsor CMA.
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5.3	 Permanent and Occasional Teachers
Another important area of consideration is increase in precarious employment in 
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7.	 Summary
The different communities that make up Greater Essex County are becoming 
increasingly diverse as the population ages and the country relies more heavily on 
immigration for population and labour market growth. To respond to the needs of 
an increasingly diverse student population, GECDSB must not only create inclusive 
working spaces, but must also hire a workforce that reflects the diversity of the student 
population. 

But diversity alone will not accrue benefits for the organization. If organizations are 
to take full advantage of the skills and talent that an increasingly diverse labour force 
has to offer, then they must create equitable employment policies and inclusive work 
environments. In a time of limited financial resources, equity in employment also allows 
the Board to benefit from the greater creativity and innovation of a diverse workforce 
and become more responsive to the community it serves.


