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§The Ontario Public Services’ (OPS) social and 
administrative structures (policies and practices) 
foster and perpetuate systemic anti-Black racism in the 
OPS.

§It is the operation of systemic anti-Black racism in the 
OPS which gives individuals (including Directors) the 
power and licence to engage in individual racism 
(macro and micro aggressions) against Black workers.



§OPS internal policies, such as the Respectful 
Workplace Policy (or WDHP) and the Workplace 
Violence Prevention Policy (WVP), have been 
employed by OPS staff and the Employer to denigrate 
and oppress Black workers, rather than to protect 
them from racial discrimination and racial harassment. 

§Black workers in the OPS are facing increasing 
exposure to violence, systemic harassment, exclusion 
from the workplace and the Employer is not doing 
anything meaningful to control anti-Black racism in the 
OPS.



§Black workers in the OPS have the right to be safe and 
to be free from discrimination, systemic harassment, 
bullying and psychological oppression while doing 
their jobs.

§Unacceptably, the WDHP office, lawyers who work for 
the Treasury Board Secretariat, and upper management 
[Directors, Deputy Ministers, and the Secretary of the 
Cabinet/Head of the OPS (SOC)] continue to disregard 
their legal obligations under the Ontario Human Rights 
Code, despite informative cases, such as McKinnon.



§Unacceptably, discourse and engagement around 
human rights concepts such as oppression, white 
privilege and white supremacy, which is integral to 
understanding and ending systemic anti-Black racism 
in the OPS is purposely subverted by the Employer. 

§Unacceptably, the lived work experiences of Black 
workers in the OPS is denied, ignored, and trivialized 
by the Employer.



§Unacceptably, a 2005 survey conducted within the OPS  
(and after the McKinnon decision) indicates that 
70 percent of Black workers who reported their 
experience of discrimination in the OPS indicated no 
satisfaction with the outcome (only 13 percent reported 
a satisfactory outcome). 

§Unacceptably, when Black workers raise their 
experience of workplace racial discrimination and 
racial harassment they are met with the following: 
denial, anger, blame, retaliation and reprisal by their 
white colleagues and the Employer.



§Unacceptably, when Black workers raise their 
experience of racial discrimination, racial harassment 
and/or white privilege, white staff and Employer are 
claiming that this is “racial discrimination” against them 
as white people (reverse racism).

§Unacceptably, there is an inexcusable lack of adherence 
to workplace policies, and a lack of transparency and 
accountability in dealing with complaints involving 
Black workers. 



§Unacceptably, the Employer actively protects white staff 
who engage in discriminatory or harassing behaviour 
against Black workers.

§Unacceptably, there are no safe spaces for Black workers 
to discuss/address experiences of racial discrimination 
and racial harassment.



§Black workers are marginalized.

§Black workers are overworked.

§Black workers are yelled/sworn at by white staff.

§Black workers are falsely accused of being violent.

§Black workers are falsely accused of being insolent.

§Profiling, policing and stereotyping of Black workers.

§White staff are treated preferentially by the Employer.

§Black workers are treated as not credible.



§White staff receive the full power of the Employer’s resources 
in promoting false and/or unclarified allegations against 
Black workers and in defending legitimate claims brought 
by Black workers against white staff.

§Black workers who speak out against anti-Black racism are 
severely penalized by their colleagues and the Employer 
e.g. targeted, isolated, suspended, fired.

§The Employer does not protect Black workers from 
discriminatory and harassing conduct.

§The Employer participates in the racial discrimination and 
racial harassment of its Black workers.



§The Employer blatantly flaunts human rights policies and the 
Code in respect to its Black workers.

§The WDHP office staff and TBS Counsel do not have a 
comprehension of basic human rights principles, the 
Respectful Workplace Policy (or WDHP), the WVP or the Code.

§External Investigators retained by the Employer to investigate 
racial discrimination and racial harassment do not have anti-
racism, anti-Black racism training and experience.



§Discrimination and harassment prevention 
responsibilities are not integrated into employee 
performance commitments, contrary to the Respectful 
Workplace Policy (or WDHP).

§Contrary to the Respectful Workplace Policy (or WDHP), the 
Employer is not posting this Policy throughout the workplace.

§ It does not appear that workplace discrimination and 
harassment prevention measures, policy and program 
performance results are being kept and evaluated by MGCS 
annually (or reported to the Public Service Commission every 
two years).



Demands
§Making public the status of the Anti-Racism Directorate 
Progress Cards provided to Minister Coteau at an ARD pubic 
community meeting. 

§An immediate moratorium on the suspension and firing of 
Black workers.

§An external investigation, by an Expert, with a demonstrated 
commitment to racial justice and racial equity, and a 
demonstrated expertise in human rights principles, and 
concepts such as anti-Black racism, white privilege, and 
white supremacy. 



Demands

§A “truth and conciliation” initiative focused on Black workers.
§The Employer to provide funding resources to all Black workers 

with human rights cases. 
§Mandatory cultural competence, and anti-Black racism training 

for all managers.
§Racial equity lens to be applied to all complaints of racial 

discrimination and racial harassment.
§Meaningful, specific and substantive messaging to be sent from 

the SOC regarding a zero tolerance for anti-Black racism in the 
OPS. 



Proposed Solutions

§Anti-Racism, Racial Diversity and  Racial Inclusion Audit (see 
McKinnon).

§An Black anti-racism, diversity and inclusion environmental 
scan of the OPS should be conducted annually. 

§The results of the environmental scan should be made public.

§Periodic diversity and inclusion audit as a means of tracking 
OPS racial demographics.

§Creation of a Black Justice Division, similar to the Indigenous 
Justice Division.



Proposed Solutions
§All upper management should have an academic and 
demonstrated understanding of racism, anti-racism, anti-
Black and Indigenous racism, white/skin privilege, white 
supremacy, oppression, and white fragility, and should be 
tested against their performance. 

§During the hiring process there should be interview 
question(s) that allow for measurable and quantifiable 
assessment of candidates’ competencies.



Proposed Solutions
§The competency question(s) must be given significant 
weight as to affect candidates’ overall scoring, e.g. a 
candidate’s failure to obtain at least an 80% score on this 
question should result in his/her removal from the short list.

§Black workers should be consulted in the drafting of the 
competency question(s).


