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3. Provide Culturally-Appropriate Career Development Practices

A report by the Aberdeen Group identifies “onboarding” as today’s version of the
employee orientation program. It’s a process involving a series of tasks and requirements
to acclimate and engage a new employee in the company, including socialization in the
company culture. Vaughan sees value in this approach as long as this socialization is
inclusive and tailored to meet the needs of different groups.

Sources:

1) Articles produced by DiversiPro 2) “The Key Elements of a Cultural Diversity Talent Management
Strategy” by Billy Vaughan, http://dtui.com/diversityblog/?p=25 3) Aberdeen Group,
http://www.aberdeen.com/summary/report/benchmark/RA_Onboarding MT _3393.asp

First Person — Ruth Glisinski

A couples’ relationship counsellor with a strong Christian

faith, Ruth Glisinski was born to an Aboriginal mother and
Irish French-Canadian father. In 2000, rheumatoid arthritis
wreaked havoc with her joints and restricted her mobility to a
wheelchair. Ruth’s multiple identity groups have her living at the
intersection of diversity. Here’s her story.

Growing Up as a “Non-Status” Indian

I grew up in a rural Ontario community not realizing until the age of 12 that I was an
Aboriginal Canadian. Strangely, it was being called the “N” word by other kids who may
have used the only word at their disposal to describe someone they saw as different to them
that triggered an explanation of my native ancestry. Having married a non-Indian, my
mom was stripped of her status under Canada’s Indian Act. Later laws allowed women to
reclaim their Indian status and in 1995 I got my band card.

Defining Ruth

Culture, history, ability — these inform my identity, they do not determine who I am. I have
chosen to define myself by those things that I can be responsible and accountable for rather
than those that restrict me.

Living with a Disability

Pursuing my Masters in Social Work at the University of Toronto, I soon realized that a
career in child welfare, making home visits, wasn’t a door I could literally walk through.
Thankfully, I loved my courses in counselling. I knew that as long as I could listen and talk,
my physical abilities would allow me to pursue counselling as a career over the long-term.

When people spot my wheelchair they avert their eyes, perhaps because they don’t want to
be seen staring. But that’s a problem. If people are unwilling to look at me, it’s hard to give
cues; there’s no give and take to make room for each other.

Life Lessons Learned

I believe that we all experience things that hold us back from achieving or doing what we
want in life. Whether it is a fear, a negative self-image, a social oppression, a past event or a
present obstacle, we all have our life challenges. Those who choose to face these handicaps
and struggle to overcome them are my heroes.

Do You Know ??? cont'd

e The Justice Minister for the
Netherlands has called on Dutch
people to stop using the word

a) Native Dutch
b) Immigrants and ethnic minorities
c) Gays and lesbians

“Allochtoon,” calling it divisive. What
group(s) is this word used to describe?

Source: www.nisnews.nl
qQ=¢9=_7Q=1] siomsup zinQ)
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Book Review

By Medhat Mahdy, Senior Vice President
Strategic Alignment and Executive Sponsor
for the Diversity and Social Inclusion
Initiative at the YMCA of Greater Toronto

“£, . .. - Gettingto Maybe:
"~ - Howthe World is
Changed

THIS BOOK IS FOR THOSE WHO ARE

NOT HAPPY WITH THE WAY THINGS

ARE AND WOULD LIKE TO MAKE

A DIFFERENCE. THIS BOOK IS FOR

ORDINARY PEOPLE WHO WANT TO

MAKE CONNECTIONS THAT WILL

CREATE EXTRAORDINARY OUTCOMES.

THIS IS A BOOK ABOUT MAKING THE

IMPOSSIBLE HAPPEN.

HOW THE WORLD IS CHANGED.

This book is a great guide to leaders,
facilitators and anyone interested in better
understanding what processes can lead to

sustainable social innovation.

Perhaps the biggest learning in the book is
this: When working on diversity and social
inclusion, we should seek out promising
processes instead of best practices. Why?
Because the most effective practices are ones
that emerge from processes that people in an
organization have experienced together.

The book teaches us that:
In complex situations there are no
final answers but certain key questions
illuminate the issue of social innovation.

Social innovation both reveals and
creates tensions. Once understood, these
tensions can then be engaged —not
simply managed — in the interests of
amplifying the desired change.

For social innovation to succeed,
everyone involved plays a role. As systems
shift, everyone — funders, policy makers,
social innovators, volunteers, evaluators —
is affected. It is what happens between
people, organizations, communities and
parts of systems that matters —in “the
between” of relationships.

A certain mindset is crucial; framed
by inquiry, not certitude, it’s one that
embraces paradoxes and tolerates
multiple perspectives.

Aided by the concepts in this book, the
YMCA continually seeks to create

an environment receptive to diverse
experiences, perspectives and interests that
is inclusive of all.


http://www.nisnews.nl/public/260208_1.htm



