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The province of BC has attracted start-ups and anchor companies from across 
the globe, making us Canada’s fastest growing tech hub and a major contrib-
utor to the economy. A key element in the hyper-growth of the sector is to 
ensure that we are meeting the hiring needs of organizations while making 
diversity, equity, and inclusion a top priority in the process. In fact, 76% of job 
seekers report that a diverse workforce is a factor when evaluating companies 
and job offers (Glassdoor, 2020). It’s my pleasure to share Tap Tech + People 
Network’s Diversity, Equity and Inclusion Tech Project’s Final Report. Since the 
onset of the project in June 2019, we have witnessed and participated in a 
significant learning journey for the Tech sector of British Columbia, the Tap 
Tech + People Network members and our project team. 

It is proven that more diverse and inclusive work environments lead to bet-
ter business outcomes, increased revenues, and the attraction of great talent. 
Companies in the top quartile for ethnic and racial diversity are 35% more 
likely to surpass industry peers in returns (McKinsey, 2015). Despite this, 
the current representation of employees across the sector is not reflective 
of BC’s diverse population. Our 2021 Diversity in Tech Dashboard highlights 
that minority populations are drastically underrepresented in the sector with 
some of the lowest being Indigenous peoples (0.7%), people with disabilities 
(2.9%), and individuals belonging to the 2SLGBTQQIA+ community (8.3%). 
Moving the needle on representation isn’t something that will happen quick-
ly. To substantially increase representation within our sector will require many 
organizations doing the hard work to increase representation within their own 
organizations. I am confident we will move the needle because the year over 
year data in our Diversity Dashboard shows a tremendous increase in sector 
commitment to doing this work. 

Message from the CEO

https://www.glassdoor.com/employers/blog/diversity-inclusion-workplace-survey/
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/why-diversity-matters
https://diversity.hrtechgroup.com/diversity-tech-dashboard-2021
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Prior to the inception of Tap Tech + People Network’s Diversity, Equity, and 
Inclusion Tech Project in 2019, there was very little diversity data being col-
lected.  The social-political movements and tragic events of the past two years 
have increased awareness of the need for DE&I practices and this project was 
well positioned to increase the availability of resources to support employers 
in activating changes. The five pilots run over the last nearly three years in-
cluded:

1. Everyone Belongs in Tech’ video vignettes of underrepresented
individuals who are thriving in the tech sector, created so youth and
career transitioners might find role models and see career possibilities
for themselves in the tech sector

2. Development of three unique Diversity Equity & Inclusion training
programs which were delivered to over 280 tech sector leaders

3. 32 diversity, equity and inclusion audits, provided to tech companies
across the province, from SMEs to anchor employers

4. Creation of the DE&I Resource HUB, a library of 400+ best-in-class tools
and resources to support employers in their activation of DE&I work

5. Diversity Benchmarking of the sector, through the development of an
employer Benchmarking Toolkit and the creation of a process to collect
data and report annually on diversity within the sector

The legacy of this project will live on in the form of tools and resources that are 
widely available to the tech sector at any time, including the Benchmarking 
Toolkit, Diversity in Tech Dashboard, DE&I Resource HUB, and the ‘Everyone 
Belongs in Tech’ video vignettes. In addition, the sector will continue to ben-
efit over the years to come from the developed training programs, reduced 
cost audits, HUB learning events and the collective power of the communi-
ty built through this project. By leveraging the significant foundational work 
completed through this project, organizations can amplify their DE&I efforts 
regardless of where they are at on their own unique journey. 

Stephanie Hollingshead
CEO, TAP TECH + PEOPLE NETWORK

https://www.hrtechgroup.com/cpages/diversity-and-inclusion-benchmarking-resources
https://www.hrtechgroup.com/cpages/diversity-and-inclusion-benchmarking-resources
https://diversity.hrtechgroup.com/diversity-tech
https://diversity.hrtechgroup.com/
https://www.hrtechgroup.com/cpages/stories-of-diversity
https://www.hrtechgroup.com/cpages/stories-of-diversity
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1 | Project Overview
Tap Tech + People Network secured Sector Labour Market Partnership funding, alongside industry contributions, to 
support a three-year Diversity and Inclusion Tech Project from June 2019 until February 2022. The purpose of the Project 
has been to increase the attraction, retention and advancement of women, Indigenous peoples, people with disabilities, 
people of colour, newcomers to Canada, and individuals who identify as 2SLGBTQQIA+ in the technology sector of 
British Columbia.  

1.1 | Project Objectives
• Increase tech industry awareness of the need for and benefits from a diverse and inclusive workforce;
• Increase capability of individual companies to develop a diverse and inclusive workforce;
• Measure and reinforce progress on diversity and inclusion practices;
• Increase tech industry talent pool and continue development of its diversity,
• Increase tech industry activity on reconciliation commitments; and,
• Increase opportunities with Indigenous peoples through efforts to develop a diverse and inclusive workforce.

Tap Tech + People Network embarked on several strategic initiatives working alongside our vendors:  
• Build and deliver Diversity and Inclusion training
• Develop, curate, and host an online resource hub with active support
• Benchmark & report on current diversity and inclusion levels
• Develop awareness promotion and attraction campaign
• Diversity and inclusion audits for tech sector employers

Through the implementation of various diversity, inclusion, and indigenization strategies, a strong effort was made to 
improve the representation of underrepresented populations in technology careers in the province. 
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1.2 | Project Activations & Extension

Due to the tremendous success and positive feedback of the Project during the initial 24-months, the project was ex-
tended by an additional 9 months, through the end of February 2022. The decision behind requesting an extension 
involved five major factors: 

1.	 Continuous success and impact of the pilots

2.	 Increased demand for the offerings of this Project 

3.	 Growing number of people that the Project was positively affecting 

4.	 An opportunity to support the government mandate on commitments with priorities of equity and anti-racism

5.	 Imminent need to ensure that under-represented populations are respectfully included in the tech sector 
workforce

Project activations from June 2019 - February 2022 included the following:
•	 Development of DE&I Resource HUB
•	 6 sessions of ‘Inclusive Organizations – Executive Training’, developed by Tap Tech + People Network in 

collaboration with Chastity Davis-Alphonse and Chanelle Tye 
•	 4 cohorts of the ‘Inclusive Change Agent’ program, in collaboration with Refinery 
•	 4 cohorts of the ‘Inclusive Leadership’ program, in collaboration with Refinery 
•	 32 Diversity & Inclusion Audits, in collaboration with Veza Global
•	 8 episodes of ‘Everyone Belongs in Tech’ video vignettes produced by True Calling Media
•	 Year 1 and 2 of the Diversity in Tech Dashboard and Progress Report, in collaboration with Mercer
•	 Ongoing maintenance, content curation and optimization for the DE&I Resource HUB
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We are providing a final report to identify the successes and learnings from Tap Tech + People Network’s Diversity & 
Inclusion Tech Project to date. The information outlined in this document represents the final standing of each pilot 
activated within the Project and the performance at the conclusion of Provincial funding. The findings in this report are 
complemented by the final evaluation feedback provided by the Projects’ evaluation firm, Social Research and Demon-
stration Corporation (SRDC) and throughout this document. 

Project ImpactHi there - wanted to reach out
and express my gratitude for
these emails and resources.
It’s very valuable for my own
development and growth, as
well as development of the
organization I work with.

- DARIA BUKREEVA, 
DIRECTOR OF PEOPLE EXPERIENCE AND DEVELOPMENT
DOMAIN7

June 2019 - February 2022

400+

Network of 550+

3 DE&I Special
events in 2021

600+ registrants

Resources available
on the HUB

18 HUB Advisory 
members

C-Suite executives
HR practitioners 
Tech sector employees 
Partner and supporting Associations
Not-for-profit organizations
Providers for equity-deserving populations

 

8 Everyone
Belongs in
Techvideo 

vignettes

 DE&I HUB
Subcommittees

7
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The Governance Committee was thoughtfully composed of twelve members, all selected with the capacity, knowledge 
and expertise to provide continuous feedback and guidance throughout the duration of the Project. This group of ex-
tremely knowledgeable individuals has been responsible for providing recommendations and ensuring the success of 
all deliverables. 

Members

Bryan Buggey

Director of Strategic Initiatives and Sector Development 
at Vancouver Economic Commission

Lauren Kelly

Director of Sector Transformation, First Nations Technol-
ogy Council

Micaela Evans

Marketing and Communications Specialist at The Presi-
dents Group

Patrick MacKenzie

CEO at Immigrant Employment Council of BC

Shivam Kishore

Manager, Technology Sector Growth at Vancouver Eco-
nomic Commission

Stephanie Hollingshead

CEO at Tap Tech + People Network 

Tara Kemes

General Manager at Cinesite & Alumnus Board Member 
at QMUNITY 

Tina Strehlke

CEO at Minerva BC

2 | Governance Committee

Past Members

Minor attrition of the Governance Committee was a 

result of organizational leaders moving on from their 

respective positions for other opportunities. This 

included the following individuals:

Trish Kelly

Sr. Accessibility Consultant at The Presidents Group

Sasha Hobbs

Previous Chief Operating Officer at First Nations Tech-
nology Council 

William Johnson

Strategist & Writer previously at Innovate BC

Others

Laura Celeste

Senior Research Associate at Social Research and 
Demonstration Corporation (SRDC)

Reuben Ford

Research Director at Social Research and Demonstra-
tion Corporation (SRDC)

Shawn de Raaf 

Research Director at Social Research and Demonstra-
tion Corporation (SRDC)

Kathy Gibson

Senior Consultant/Project Manager for the Tap Tech + 
People Network DE&I Tech Project 

Susannah Machelak

Senior Program Manager at Ministry of Advanced Edu-
cation and Skills Training
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Since the launch of the Project, we have sent out several 
detailed updates to the Governance Committee and re-
ceived feedback on all deliverables prior to completion. 
In addition, 9 meetings have taken place on the follow-
ing dates: 
•	 June 18th, 2019
•	 October 1st, 2019
•	 December 11th, 2019
•	 March 10th, 2020
•	 June 9th, 2020
•	 September 14th, 2020
•	 December 10th, 2020
•	 April 6th, 2021
•	 October 7th, 2021

Although the first four meetings were held on site at the 
Vancouver Economic Commission, we shifted to a vir-
tual approach for the remainder of the Project due to 
COVID-19.1 Given that our Governance Committee had 
known one another for almost two years, we noticed no 
negative effects on the nature of discussions and the 
level of trust demonstrated when these meetings took 
place. 

Throughout the duration of the Project, our Governance 
Committee maintained high levels of involvement 
through ongoing feedback, the development and ap-
proval of language, circulation of materials and posts, 
and final approval on all deliverables. Outside of the 
general participation, several members took part in ad-
ditional initiatives including:
•	 The Tap Tech + People Network Diversity & Inclusion 

Advocacy Series, produced by Catchy Consulting 
Inc.

•	 HUB Advisory Committee and the specialized sub 
committees

Formally, the Governance Committee will continue their 
involvement in Project initiatives until Provincial fund-
ing has come to an end in February 2022. The highly 
esteemed Governance Committee members have been 
active in ensuring the sustainability of the DE&I HUB 
through introductions to potential sponsors and many 
have offered to partner on various DE&I Special Events 
as we move forward into 2022. We also have a few our 
Governance Committee members and/or their respec-
tive organizations involved in the DE&I HUB Advisory to 
ensure ongoing guidance and feedback on the DE&I 
Resource HUB mandate. 

We originally had two representatives from The President’s Group in attendance but despite Trish Kelly departing the or-
ganization, we were already in the midst of discussing the fact that having multiple members from one organization was 
too much to ask for in terms of time allocation and resources.  In the case of both the First Nations Technology Council 
and The President’s Group, when a Governance Committee member moved on, the organizations ensured that another 
employee at the participating organization took their place.

1 An ongoing global pandemic that resulted in a global lockdown and a series of health and safety measures being introduced.

https://www.youtube.com/channel/UCI5mtVw9Hw2s5oDzmcUzvuA/videos
https://www.youtube.com/channel/UCI5mtVw9Hw2s5oDzmcUzvuA/videos
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3 | Project Manager Summary
3.1 | Key Insights, Lessons Learned & Final Thoughts

PILOT | Training Programs (‘Inclusive 
Change Agent’ and ‘Inclusive Leadership’, in 
collaboration with Refinery Leadership)

The Refinery training programs received overwhelming-
ly positive feedback. Many of those in attendance ex-
pressed that they would implement their learnings with-
in their own organizations and day to day activities. The 
content was seen as strong and impactful. Participants 
reported that the guest speakers and facilitator were 
excellent; this sentiment was captured through informal 
feedback and the formal evaluation process.

Cohort 1 training was disrupted by the pandemic out-
break. After a delay, the course was resumed online. Co-
horts 2, 3, and 4 did not experience a shock when shift-
ing to online learning, as they had nothing to compare 
it to like Cohort 1.

The guest speakers in Refinery sessions have been a 
valuable asset and enhanced the sessions. This ap-
proach was replicated with the co-facilitators in Inclu-
sive Organizations Executive Training sessions; utilizing 
Chastity Davis-Alphonse and Chanelle Tye, who origi-
nally presented with Refinery. 

The days allocated for training were reduced due to 
ongoing feedback around the time commitment. Inter-
session calls were introduced to combat the long wait 
between sessions. However, the latest cohort expressed 
that the guest speaker segment seemed rushed and 
there were mixed reviews with the calls. In any future 
sessions, the time allocated for each topic and the focus 
of the calls may need to be reviewed and considered.

To have the time commitment viewed positively (rather 
than taking away from working time), pre-work to on-
board people into these valuable sessions is being con-
sidered.

PILOT | DE&I Audits

Feedback from employers was overwhelmingly positive. 

The selection process for participating companies was 
concentrated on the size of organizations, growth pro-
jections, subsector, location, and commitment from 
leadership/resource allocation toward DE&I. To ensure 
impact, all of these factors are vital in determining who 
receives these audits.

With the Black Lives Matter (BLM) movement and other 
current events, organizations/companies seemed more 
willing to reflect and make changes.

The submissions for audits have been significantly high-
er than the availability of spots. The extension of the 
project allowed for more opportunity in the sector and 
a higher impact.

PILOT | Training Program ‘Inclusive 
Organizations – Executive Training’

There is an enormous amount of emotional labour for 
co-facilitators with the session being designed for im-
pact in a short delivery time, the act of sharing personal 
and lived experiences, and taking on microaggressions 
for the learning of non-Indigenous peoples. Tap Tech + 
People Network is sensitive to the fact that it was uncom-
fortable to present such tremendously powerful and 
tragic content in a condensed form. Our Indigenous fa-
cilitator took pause to acknowledge this during the ses-
sion and addressed her ancestors.

The representation of individuals attending the training 
programs was not tracked. The sessions offered were 
predominantly directed at C-Suite level positions, which 
are predominantly filled by white men. This is a notable 
opportunity for ally-ship initiatives for attendees.
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Much of the feedback received included requests for 
more tactical implementation information. What has 
been learned is that there are key steps that need to be 
followed to enhance retention of employees from un-
derrepresented groups rather than just checking a box 
on representation, this includes:

1.	 Awareness building and foundational education

2.	 Establishing organizational readiness

3.	 Building out tactical plans and ‘how-tos’ 

With each session, tweaks and adjustments were made 
to the program to ensure the most impact was made. 

It was anticipated that C-Suite attrition rates would be 
extremely high. The risk was mitigated by overfilling 
sessions to account for dropout rate. It was a significant 
amount of work to track and deal with the changes, al-
though expected

PILOT | Video Vignettes

The goal of sharing the video vignettes among the 
K-12 school system was reached when the content was 
shared in the “Learn” newsletter that reached 65K cer-
tified teachers, guidance counsellors, and principals in 
June 2021.

Episodes #7 and #8 are focused on subsectors of tech 
that are attractive to the younger demographics (VFX 
and Social Media). After the final video release, our con-
tact at the Ministry of Education will again be engaged 
to circulate the episodes. 

There was a shift in contacts at True Calling Media, with 
two Producers going on Maternity Leave in a short pe-
riod of time. This change in points of contact resulted 
in delays in releases and missed information, but over-
all, the content and circulation of the videos remained 
strong.

PILOT | DE&I Resource HUB

Although sourcing content was originally more difficult 
than assumed at onset, the HUB has experienced an in-
credible influx of content being submitted.

With over 400+ resources available on the site, we are 
still sourcing content targeted toward BIPOC, succes-
sion planning, and ageism. New materials are being as-
sessed for inclusion regularly. 

Search engine optimization is key to ensuring high site 
performance and requires key words and analysis for 
each tool and resource on the site. 

Social media posts are crafted based on new content 
being added to the HUB on a weekly basis.

The HUB Advisory Committee and various subcommit-
tees have been introduced to ensure there is strong in-
volvement from volunteers to reduce content gaps, im-
prove site performance and provide valuable insight for 
potential changes. In addition, several experts from un-
derrepresented populations were provided an honorar-
ium to share their expertise around the subject matter.

DE&I Special Events have allowed for a unique oppor-
tunity for sponsors and project partners to become in-
volved in driving awareness and traffic to the HUB while 
covering important topics in the sector.
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PILOT | Benchmarking

The Diversity in Tech data has become a key talking 
point amongst other areas of the project (training pro-
grams, video vignettes, etc.) and will continue to act as a 
strong force in exemplifying the need to increase repre-
sentation in the sector.

The ‘Year 1’ data was shared with the Coalition in 2020 
and then launched publicly with a press release on Feb-
ruary 3, 2021. The ‘Year 2’ data is set to be launched on 
November 9, 2021, with a Coalition meeting planned to 
share the results.

Tap Tech + People Network has made extensive efforts 
to support organizations in measuring diversity data for 
the first time (e.g., Benchmarking Toolkit). We are ex-
pecting the data set to continuously grow over time as 
more companies feel comfortable asking their employ-
ees to self-report.

A number of press opportunities arose from the release 
of the Diversity in Tech Dashboard data, including: In-
terviews with members of underrepresented popula-
tions to speak on the project initiatives and needs in the 
sector, a podcast episode with Stephanie Hollingshead, 
and featured articles from media outlets.

Pilot Evaluation

Following the training sessions, it was not possible to run 
focus groups in light of Project pivots due to COVID-19. 
A strategy was implemented around introducing sur-
veys to collect feedback.

It required extensive follow up to ensure project partic-
ipants completed the engagement survey, along with 
the training survey for any attendees. With that in mind, 
a considerable amount of positive feedback was re-
ceived with a number of individuals willing to provide 
anonymous quotes on the impact it has made on their 
respective organizations.

Due to constraints of COVID-19, SRDC had a few hours 
contracted in the original work plan that were unused. 
They have allocated the additional hours to run a sec-
ondary engagement survey to further track the aspects 
of the pilots that participants are engaged with and how 
they connect
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The DE&I Coalition was developed at the inception of 
the Project to raise awareness around the overarching 
need to increase representation and inclusion of under-
represented populations in the tech sector. Throughout 
the project, the Sr. Project Manager / Consultant had nu-
merous meetings (phone, Zoom and in-person) to share 
information on the pilots and Project objectives. Over 
550 people across the Province of BC selected in, wish-
ing to received updates, participate in various opportu-
nities to engage with the Project and help share out the 
objectives in whatever way they could. Through frequent 
communication and engagement, the Coalition has al-
lowed for the Project to continuously build momentum 
and gain new interest. This vast network is inclusive of 
all sub-sectors of tech, with the majority of individuals 
being C-suite executives and HR practitioners within the 
Technology sector of British Columbia.

Other Coalition members include:
•	 Tech sector employees who have an interest in DE&I
•	 Representative from partner / supporting 

Associations (both regional and sub-sector of 
Technology)

•	 Not-for-profit and service providers of under-
represented populations

Members of the Coalition were attracted and engaged 
through various means, including social posts and intro-
ductions from existing members. Since the last Interim 
Report, we have seen an increase of over 25% in mem-
bership, bringing us to a total of 552 members as of Oc-
tober 1st, 2021. The ongoing increase of members has 
been primarily due to continued engagement through 
our various communication channels: 
•	 95 Newsletters – inclusive of CEO Updates
•	 19 Coalition Engagement email Updates
•	 6 Coalition Meetings
•	 Multiple web-based Project update calls at onset of 

Project (5-14 participants per call)
•	 Calls to action via social media
•	 Ongoing inquiries, queries, and feedback 
•	 Emails, calls and in-person meetings with Project 

Manager

The ongoing updates and announcements were well 
received by Coalition members, with existing individu-
als on the mailing list often making introductions or ex-
pressing their appreciation.

4 | Diversity & Inclusion Coalition

“Hi there - wanted to reach out and express my gratitude for these emails and resources. It’s very valuable for my own 

development and growth, as well as development of the organization I work with.”

- DARIA BUKREEVA, DIRECTOR OF PEOPLE EXPERIENCE AND DEVELOPMENT AT DOMAIN7
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A number of Coalition members have also joined 
sub-committees and/or focus groups to provide further 
input, feedback and guidance to various aspects of the 
Project. This model has continued with the DE&I Re-
source HUB itself with nearly 20 engaged stakeholders 
who are eager to assist in the future enhancement of the 
site and DE&I objectives. 

Due to COVID-19 , the possibility of large in-person 
meetings was impacted for most of the Project. Having 
to adapt to a virtual environment for all forms of meet-
ings posed some challenges, including:
•	 Ensuring engagement
•	 Dissociation 
•	 Lack of human interaction 
•	 Screen fatigue 
•	 In-person communication gaps 

Throughout the Project, we continued to tweak the way 
in which meetings were delivered to address the pain 
points associated with connecting online. We’ve had 
20-25% of Coalition members register and attend the 
various Coalition meetings hosted by Tap Tech + People 
Network (see Appendix A: Coalition Meetings).

Our final Coalition meeting will take place mid-Febru-
ary. This will be the last formal meeting before provin-
cial funding comes to an end and we anticipate high 
attendance from our Coalition members. To ensure the 
sustainability of the successful Project pilots, the goal 
is to maintain regular contact with Coalition members 
through the following channels:

1.	 Quarterly newsletter 

2.	 Social communications

3.	 Tap Tech + People Network outlets

These updates will be centered around content releas-
es, updates, and learning event opportunities related 
to the DE&I Resource HUB. Sustainability efforts and 
engagement will continue to flow through the DE&I 
HUB with the intention to continue to secure the nec-
essary funding to host various learning events in the 
future. During the project, Tap Tech + People Network 
also launched a Diversity, Equity and Inclusion Special 
Interest Group (SIG). The intention moving forward will 
be to coordinate efforts with the DE&I Resource HUB to 
further the implementation efforts within organizations 
after learning events. 
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5 | Pilots
5.1 | DE&I Training | Change Agent & Inclusive Leadership 
Programs - Refinery Leadership  
•	 August to September 2019: Discovery – Complete 
•	 September to October 2019: Co-creation of Curriculum with Governance Committee – Complete 
•	 November 2019: Curriculum #1 to be Submitted to Province – Complete 
•	 January to March 2020: Delivery of Cohort 1 & Evaluation – Complete
•	 September to December 2020: Delivery of Cohort 1, Module 2/3 & Evaluation – Complete
•	 January to March 2021: Delivery of Cohort 2, Module 1/2/3 & Evaluation – Complete
•	 April to July 2021: Delivery of Cohort 3, Module 1/2/3 – Complete
•	 May 2021 to July 2021: Delivery of Cohort 4. Module 1/2/3 – Complete

All Cohorts of the Inclusive Leadership Program and Change Agent Program have successfully been delivered. A sample 
of registration communication used for all modules can be found in Appendix B: Registration Details – IL & CA Programs. 

COHORT 1 Inclusive Leadership Dates Change Agent Dates Delivery

MODULE 1 January 29th-30th, 2020 February 10th-11th, 2020 in-person

MODULE 2 September 16th-17th, 2020 October 6th-7th, 2020 virtual

MODULE 3 October 29th-30th, 2020 November 24th-25th, 2020 virtual

COHORT 2 Inclusive Leadership Dates Change Agent Dates Delivery

MODULE 1 January 12th, 2021  January 13th, 2021 virtual

MODULE 2 February 9th, 2021 February 10th, 2021 virtual

MODULE 3 March 9th, 2021 March 10th, 2021 virtual

COHORT 3 Inclusive Leadership Dates Change Agent Dates Delivery

MODULE 1 April 29th, 2021 April 30th, 2021 virtual

MODULE 2 May 28th, 2021 May 27th, 2021 virtual

MODULE 3 June 28th, 2021 June 29th, 2021 virtual

COHORT 4 Inclusive Leadership Dates Change Agent Dates Delivery

MODULE 1 May 4th, 2021 May 6th, 2021 virtual

MODULE 2 June 7th, 2021 June 8th, 2021 virtual

MODULE 3 July 13th, 2021 July 14th, 2021 virtual
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Participant Roles for Change Agent Programs:

Vice President of Human Resources

Human Resources Team Lead

Senior Talent Acquisition Partner

Vice President of Human Resources

Inclusion Advisor

Human Resources Analyst

People Experience Specialist 

Participant Roles for Inclusive Leadership Programs:

Human Resources Manager

Vice President of People

Vice President of Operations

Director of People Operations

Vice President of Marketing

IT System Administrator

Human Resources Generalist 

Total Rewards Specialist 

The organizations who participated in the Change 
Agent and Inclusive Leadership programs were from 
many sub-sectors of tech including, but not limited to: 
Clean Tech, Life Sciences, Biotechnology, Telecommuni-
cations, Information Technology Communications, Dig-
ital Entertainment & Interactive, inclusive of Computer 
Games, Software, Animation and Visual Effects.
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Inclusive Leadership Program Overview

Leaders seeking to expand their awareness around di-
versity and inclusion in the workplace are invited to par-
ticipate in our Inclusive Leadership Program. This pro-
gram is targeted towards leaders open to challenging 
their own perspectives and creating more productive 
and inclusive teams. The learning outcomes for this pro-
gram are: 

1.	 Identify your underlying beliefs, areas of privilege 
and personal bias

2.	 Explain the societal and organizational barriers 
for women, Indigenous individuals, people living 
with disabilities, and other underrepresented 
groups such as immigrants, people of colour and 
members of the 2SLGBTQQIA+ community

3.	 Apply communication tools that open dialogue 
and shift perspectives

4.	 Commit to and practice inclusive leadership 
behaviors such as empathy, effective listening, 
and accountable curiosity

5.	 Identify opportunities to set the conditions for an 
inclusive environment

6.	 Search out ways to advocate for underrepresented 
groups by noticing and reducing bias in 
organizational systems such as recruiting, and 
developing staff

7.	 Describe the competitive advantage and value of 
diversity & inclusion for your organization

Inclusive Change Agent Program

This program is for HR and organizational leaders with 
an interest in fostering diversity and inclusion practices 
within their tech organization. The learning outcomes 
for this program are:

1.	 Identify your underlying beliefs, areas of privilege 
and personal bias

2.	 Articulate a compelling story for diversity, equity 
and inclusion

3.	 Facilitate organizational dialogue on 
DE&I concepts, psychological safety and 
microaggressions

4.	 Apply communication techniques that open 
dialogue and shift perspectives

5.	 Identify how beliefs, privilege and personal 
bias underpin organizational systems such as 
attraction, recruitment and development and what 
to do about them

6.	 Identify the forces for and the forces against DE&I 
within your own organization

7.	 Design a systematic approach to build diversity 
and inclusion best practices for your organization

8.	 Access information and resources to be able to 
advocate for underrepresented groups

9.	 Build a network to support and leverage tech 
sector learning

10.	 Apply learning in practical ways between sessions

Feedback for both the Inclusive Leadership Program and the Change Agent Program have provided valuable insight 
into the overall success of the training sessions. The overall design choices, along with facilitator skill supported the 
learning for participants which has led to the delivery of four successful cohorts.
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For the Inclusive Leadership Program, in the feedback 
provided, participants spoke to building their knowl-
edge around unconscious bias, microaggressions, psy-
chological safety, the importance of inclusivity and cre-
ating safe spaces for everyone to participate and bring 
their best selves to work. Guest sessions were informa-
tive and allowed individuals to learn about diverse ex-
periences and develop understanding and empathy.

“Guest speakers were impactful!”

Additionally, participants spoke to taking action which 
was the main focus for Module 3. Participants left the 
program indicating they would use the resources to:
•	 Implement education and work plans at their own 

organizations
•	 Be more intentional in their communication (e.g., 

recognize the lens and story they make up about 
situations versus what might be someone else’s 
reality)

“Be more curious and ask more questions rather 
than tell my team what needs to be done, giving 
them the opportunity to learn on their own, try to 
show more vulnerability and take the time to get to 
know and relate to others on a personal level.”
•	 Start DE&I conversations with others, be more open 

to different perspectives
•	 Build trust and listen to people’s voices
•	 Be better leaders by being more present and 

authentic and championing change in the world

For the Inclusive Change Agent Program, feedback 
provide by participants spoke to learning how to:
•	 Identify biases in systems
•	 Improve recruitment systems
•	 Understand the importance of data and how to use 

it
•	 Recognize the stage of their own organization’s 

journey towards more inclusive environments
•	 Work collaboratively with peers to identify DE&I in a 

systematic way

Participants were also supported to learn the impor-

tance of formulating and communicating DE&I strategy 
in alignment with business and organizational strategy.  
Participants were given working tools that allowed them 
to build their knowledge and skills to initiate and/or 
support DE&I work within their organizations.

“Today’s session helped a lot with confident 
communication of DE&I. The idea that I don’t have 
to be an expert to make change is the space is 
a hang up I often have, and this allowed [me] to 
silence that and allow me to speak up more within 
my organization. Today’s session allowed for a 
background on why DE&I is so important and 
generated some great places to start in being an 
ally.”

For both programs, much was said about how both the 
design and the facilitator supported the participants’ 
learning.

“Julie is an amazing facilitator who is very 
knowledgeable and created a safe space and 
openness for all of us to share and learn from each 
other.”

The programs were designed to allow people to con-
nect in meaningful ways with activities that created psy-
chological safety. It was key to have a facilitator who was 
able to show up humbly, be authentic and balance the 
voices to enable relationship building and demonstrate 
a solid understanding of DE&I.

“Julie is an amazing presenter and I feel like I 
take away so much from these workshops. It’s 
not someone talking at you it’s about learning 
and growing together and learning from each 
other which I think is just so unique from other 
workshops and presentations I’ve gone to in the 
past.”

Guest speakers and intersession calls were introduced 
in Cohort 2 and became a consistent part of all proceed-
ing sessions. Guest segments had representation from 
various equity-seeking populations including Indige-
nous people, women, people of colour, people with 
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pants who attended the sessions. Tools were enhanced, 
guest segments were spread over two modules versus 
one, increased reflection was added for the leadership 
action plan and a truncated section on good strategy all 
led to very consistent feedback for the programs. 

Virtual Learning: By Module 3, the challenges of being 
in a virtual space seemed to diminish slightly based on 
the recognition that virtual was the new reality.  Howev-

disabilities, 2SLGBTQQIA+, and newcomers to Canada.

“The speakers were fantastic - I thought it was 
really interesting to have them all there at the same 
time since they all were sharing their own unique 
messages, but they had some similar threads. It 
was really helpful in tangibly showing how each 
unrepresented group is unique and shouldn’t be 
lumped together, but at the core, there is a lot of 
similarity in how we can be allies.”

This aspect of the program was carefully designed to 
create safer spaces for everyone to learn and understand 
diverse perspectives. Discussions focused on under-
standing bias and barriers for these groups and being 
able to respectfully ask questions to deepen knowl-
edge. The “Canadian History through an Indigenous 
Lens,’’ portion of the program was particularly powerful 
given the public attention around the residential school 
system and historical treatment of Indigenous peoples. 

“Our organization has a desire to focus our work 
on improving representation of indigenous 
people in tech but were immediately leaping to 
scholarships and internships. Chastity’s session 
was the light bulb moment for me that our first 
step needs to be educating our team on the 
history before we can launch a program like this.”

Intersession calls created opportunities for richer di-
alogue, relationship building, and learning in small 
groups. The calls were intended to have between 4-6 
participants from each cohort connecting on what they 
learned to discuss challenges relevant to their situa-
tions. Although not all participated in the intersession 
work, for every group there were at least 2-3 people.  
This demonstrated courage in having these tough con-
versations and provided further learning for their small 
group discussions. 

All cohorts were run with the same design principles 
and intention. Adjustments were made to both pro-
grams based on the valuable feedback from partici-
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er, participants did speak to a full day being tiring in a 
virtual setting.  Many suggested breaking the sessions 
into ½ modules spread over a longer period of time.    

Intersession Calls: The days of the program were re-
duced from 4 to 3 days with intersession calls in be-
tween modules.  The intent of the intersession calls was 
to speak about actions participants had taken as a re-
sult of the previous module’s learning.  Each participant 
was given a challenge at the end of the modules and 
expected to share what they learned.  This was met with 
mixed accountability, some participants fully engaged 
in the intersession work and came prepared to share, 
while others didn’t.  Future cohorts also provided mixed 
reviews around the intersession calls and work.  

Strategy Work – Change Agent Program: For the 
Change Agent Program, the strategy section posed 
some challenges for participants.  Upon review of the 
cohort positions, the facilitator assumed that strategy 
was not something they would likely have encountered 
at their stage of career. The Change Agent program was 
predominantly filled with Human Resource profession-
als, only some of which would “have a seat at the table” 
or the ability to influence business decisions. This sec-
tion, while important, was above the level of experience 
most participants had.

Missing Voices: The initial program learning objectives 
did not include people of colour.  With the significant 
impact of the Black Lives Matter movement and the in-
fluence of U.S. current events, there was a recognition 
that understanding around people of colour and the 
barriers they face should be included in the learning 
objectives.  The challenge was to work quickly to find 
a guest who could contribute during the small group 
sessions who could and was willing to share their lived 
experience as a person of colour. 

Indigenous Facilitator Fees: The segment on Histo-
ry Through the Indigenous Lens by Chastity Davis-Al-
phonse is one of the best parts of the program accord-
ing to participants. Chastity creates awareness and 
learning in a profound way. The challenge and concern 
going forward is being able to fund the expertise and 
unique delivery experience Chastity brings, as she is dif-
ficult to secure and in very high demand.

Challenges faced throughout the delivery of both programs included:
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Ongoing mitigation strategies were introduced to counteract the challenges being faced:

1.	 Intersession calls were modified for later cohorts.  For the Inclusive Leader program, the intersession assignments 
were clearer and provided as optional so that those who weren’t prepared didn’t feel obliged to attend. For the 
Change Agent program, intersession calls moved towards specific topics for discussion and were supported by 
a DE&I expert currently working in an organization.  The two intersession calls focused on data collection and 
Employee Resource Groups.  Review of feedback from both programs suggests that focused topics versus sharing 
out intersession activities or work was more beneficial for participants.  Intersession calls and design should be 
reviewed for any future sessions. 

2.	 The strategy section was significantly reduced, and the time was replaced with the “work of DE&I”.  The time 
was spent in a collaborative working session, where participants learned all the potential work of DE&I and then 
were taught about choosing the right work, based on where their organization was at, and what would matter 
most.  Good strategy was introduced to support participants’ development but in a more succinct way.  Feedback 
suggests this was effective. 

3.	 Refinery leveraged its client list to find a Senior Human Resources Leader who was a person of colour to 
contribute to the program. This enabled some time to source other guests for future cohorts.  Refinery was 
able to leverage participants from past programs who clearly showed passion and enthusiasm for the work of 
DE&I, understood the intentions and design of the program, and could contribute lived experience to the guest 
segments.

Key Takeaways from Participant Evaluations: Inclusive Leadership Program

PROS
Understanding 

privilege, identities 
and unconscious bias

Being able to 
share and listen to 
perspectives within 
a safe environment

Julie was a great 
facilitator who 
did a great job 
with engaging 
the audience 

LESSONS 
LEARNED

Some of the exercises 
did not resonate 
with attendees or 

were hard to follow

The delivery and 
digestion time for 

information provided 
by guest speakers 

should be adjusted 

“I will be sharing learning with the rest of our 
management team, sharing insight on the day in 
our team huddle tomorrow, and will be mindful 
in my upcoming interviews of some of my 
unconscious bias. I will go into conversations with 
the goal of listening (and listening for what is not 
being said, values, facts, etc.)”

“Thank you so much!!! I’ve been so excited to 
participate in this course. And it was beyond 
my expectations! I’ve got so many notes to take 
back and share with my workplace diversity and 
inclusion committee.”
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Key Takeaways from Participant Evaluations: Inclusive Change Agent Program

PROS
Real life experiences 

of guest speakers 
were impactful 
and meaningful
Large and small 

group discussions 
were great for real 
and unstructured 

conversations
Learning about 
understanding 

personal identity, 
privilege, and bias

LESSONS 
LEARNED

The Zoom and 
emotional fatigue 
by the end of the 

sessions due to the 
complexity of the 

content shared 

Guest speakers felt 
rushed and crunched 

for time toward the 
end of the sessions

“Excellent session! I was engaged the whole 
day (which is a challenge in a virtual world). 
Appreciated the opportunity to also make some 
connections. Great content. Safe environment.”

“I really appreciated the way you gradually made 
us feel comfortable on the call, encouraging 
interaction without forcing it. Breaking us up into 
small rooms at the beginning was very helpful as 
an ice breaker. I very much felt that I was in the 
learning zone, a tiny bit in the panic zone at the 
end when we were sharing our take always, but I 
wanted to be courageous. :)”

The most valuable feedback summary that can be provided from all programs and cohorts was the overarching theme 
that participants were: 
•	 Engaged in learning  
•	 Challenged to continue their learning beyond the program and,  
•	 Take their desire to learn back with them to their own organizations to initiate much needed change 

As the program progressed, it became clear that there is building knowledge and understanding around general DE&I 
topics in the BC tech sector.  The difference in knowledge individuals brought to the program between the initial ses-
sions and the following cohorts was noticeable in pre-session surveys.   For any potential cohorts in the future, a design 
review may be required to go deeper on topics that are now more familiar to the mainstream population such as psy-
chological safety and unconscious bias. Many leaders entering the program felt the pressure to be an expert in DE&I to 
initiate anything within their organization. The program taught them they didn’t have to be an expert to start the conver-
sations and engage others to learn together. 

Although powerful, the guest segments are dependent on thoughtful selection of the speakers to ensure the guests 
have lived experience and are clear on the outcomes for the small group dialogue. More work is needed to source 
guests who can add depth to the program. Through the continual development and adjustment of content, it is possible 
to promote learning and great dialogue in the virtual space if it is done well and seamlessly. 
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•	 April to May 2020: Discovery – Complete 
•	 June 12th, 2020: Curriculum #1 to be Submitted to Province – Complete 
•	 August to November 2020: Co-creation of Curriculum with Facilitators – Complete
•	 January 28th, 2021: Delivery of Session 1 & Evaluation – Complete
•	 February 11th, 2021: Delivery of Session 2 & Evaluation – Complete 
•	 March 4th, 2021: Delivery of Session 3 & Evaluation – Complete
•	 April 20th, 2021: Delivery of Session 4 – Complete
•	 May 18th, 2021: Delivery of Session 5 – Complete 
•	 June 8th, 2021: Delivery of Session 6 – Complete

The initial discovery process included a survey which was vetted by the Governance Committee and sent out to a num-
ber of individuals who have been involved in the Project. The questions selected were first sent to the SRDC for feedback 
and guidance. See Discovery Survey Questions in Appendix D. 

Results from the survey showed that individuals want their executives to understand the benefits of implementing DE&I 
practices and have them prepared with tangible action items that can be directly applied to their organizations (see 
Discovery Survey Results in Appendix D). The decision to include co-facilitators was made to ensure that the program 
offers a diverse range of perspectives, providing attendees with real life experiences to deepen their understanding of 
underrepresented groups. With feedback from the Governance Committee and other key stakeholders, we chose to 
work with Chanelle Tye and Chastity Davis-Alphonse.

5.2 | DE&I Training | Inclusive Organizations | Executive Training - 
Tap Tech + People Network

In the post-training follow up survey completed in September 2021 (see Appendix C: Post-Training Survey Results – IL & 
CA Programs), most participants expressed that they were able to put something into practice from training. The most 
common organizational DE&I changes made were initiatives, practices, and policy changes. The positive feedback con-
tinued, even months following the session:

“This was amazing training. Anyone I know who took it, said it was some of the best DE&I training they got for 
work. It also connected so many people in a broader industry. Well worth it for me and others I know!”
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Chanelle Tye

Chanelle Tye is a dynamic and engaging equity facilita-
tor and coach. A trained educator pursuing her Master 
of Education in Equity Studies at Simon Fraser Univer-
sity, she brings a deep knowledge of systemic oppres-
sion, power, and privilege and specializes in the areas 
of anti-racism, sexual orientation, and gender identity 
(SOGI). As a queer of colour, she uses her lived expe-
rience and academic learnings to inform her work with 
educational, non-profit, and governmental agencies. 
She has most recently been the provincial SOGI Educa-
tion Lead working closely with British Columbia’s Minis-
try of Education to support safe, inclusive schools for all 
children and staff. Chanelle uses humour, conflict-reso-
lution strategies, and participant engagement to ensure 
safe learning environments for novices and experts in 
social justice issues alike. She is based on the unced-
ed and rightful territory of the Sḵwx̱wú7mesh (Squa-
mish), səl̓ilw̓ətaʔɬ (Tsleil-Waututh), and xʷməθkʷəy̓əm 
(Musqueam) peoples.

With influence from the co-facilitators and Governance 
Committee, the curriculum was developed by our Proj-
ect Manager, Kathy Gibson. Tap Tech + People Network 
had upwards of 17 versions of the original curriculum, 
making adjustments as more powerful feedback or 
examples were provided. The goal was to ensure that 
content being delivered was the most impactful it could 
be, in the limited window of time allocated for these 
sessions. Through feedback from participants in all six 
sessions, it is evident that we made the right selection 
of co-facilitators who have real life experiences to draw 
from in their delivery. 

“Chastity and Chanelle’s very brave and personal 
account of their personal experience with DE&I 
forced me to honestly evaluate my behaviour, 
practices and reflect on the work that I am capable 
of doing.”

Chastity Davis-Alphonse

Chastity Davis-Alphonse is the Principal/Lead Con-
sultant for Chasity Davis Consulting, committing her 
life purpose to facilitate the building of bridges be-
tween Indigenous and non-indigenous people. She is 
a proud member of the Tla’amin Nation, with a diverse 
background of European and First Nation descent. She 
is passionate about keeping her First Nation culture, 
traditions and values as part of her life. Chastity is the 
Chair for the Minister’s Advisory Council for Aboriginal 
Women, past-Director on the Board of Minerva BC and 
Chair for the Indigenous/Reconciliation Council at the 
Vancouver Symphony Orchestra.

The SRDC survey was shared with all participants at the 
end of each session. There was a high risk of not receiv-
ing any feedback from this audience due to the lack of 
time availability for C-Suite executives. Several mecha-
nisms were implemented to enhance participation: 

1.	 The survey link was provided via Zoom chat 
during the session.

2.	 Participants were actively encouraged to 
immediately open the survey through the post-
training materials email follow-up.

3.	 A LinkedIn message was sent by Kathy Gibson 
(Tap Tech + People Network’s Senior Consultant 
& Project Manager) to thank each individual 
participant for attending and request that they 
complete the survey to improve future sessions. 
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From the first four sessions, we had an impressive 64% of participants respond to the survey. Outside of SRDC’s eval-
uation, an additional 2 sessions were held bringing the total of Executives who participated in the program to 132. In 
reviewing final feedback, a few key points stood out in the SRDC Final Phase Evaluation Activities Report:
•	 84% of participants found the training either extremely useful or very useful.
•	 98% of participants indicated that the topic of societal and organizational barriers faced by underrepresented 

groups was covered very well

Although the current evaluation approach was formative and focused on short term impacts only, future work could 
see an expansion of the scope to include longer-term outcomes. For example, a summative approach could assess the 
impacts of the project activities on increasing the number of underrepresented workers in the BC tech sector. Essential 
in this potential future project would be the inclusion of the perspectives and experiences of underrepresented workers 
themselves with the impacts the project activities. 

Participants were willing and eager to share feedback (see Post Training Survey Summary Results in SRDC Final Phase 
Evaluation Report) either through the SRDC survey or directly to stakeholders within the project. 

For example: 

“Thank you for facilitating this seminar.  Although I left very overwhelmed by the discussion and information that came 

up, I would say that I am much more educated on the different dimensions of diversity and inclusion. I am reflecting on 

my role within diversity and hope to be much more confident in exploring different strategies moving forward.” 

“Congratulations on putting together a strong, authentic, informative, relatable, and relevant training session. It is 

really, really good. Chanelle and Chastity were awesome! They presented a LOT of info in a short period of time. And 

it didn’t feel super rushed! And the way they communicated made the info accessible.”

“I was very impacted by the history and information shared with regard to the marginalization of Indigenous peoples 

in Canada. A lot to digest and reflect upon. The training was good, and coverage of topics was also good - we’ve had 

similar training within our organization so in terms of new learnings on diversity and inclusion for myself personally, it 

was less impactful, but I can imagine that for someone without the same background, it would be useful.”
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Informed by input provided by the Governance Com-
mittee, participant feedback, and the expertise of facil-
itators, the trainings opted to focus on securing an au-
thentic commitment to DE&I from tech sector leaders. 
From this foundation, suggestions for actionable take-
aways for organizational change were provided. With-
out understanding the context of experiences of under-
represented populations, they would not be as eager 
to allocate time and resources to make improvements. 
With each session, adjustments and tweaks were made 
to improve the experience for future participants. This 
included:
•	 Moving of videos produced for this curriculum 

from the delivery of the deck into the post-training 
materials

•	 Adjusting timing to allow for longer break out 
groups and conversations between participants

•	 Creating slides around participant reactions (e.g., 
avoidance, othering, and shutting down)

•	 Reworking, reconfiguring, and reducing the amount 
of content around white supremacy to ensure a 
healthy amount of time for all topics to be covered 

•	 Balancing the opportunity to learn from one another 
and have experts share

•	 Changing the name of the program from “C-Suite 
Training” to “Inclusive Organizations – Executive 
Training”

•	 Introducing a certificate and letter of completion for 
participants interested

•	 Adjusting the workbook to better match the flow of 
the training

Some of these tweaks were made to improve partici-
pation, while others were made to improve the output 
from the program. The delivery of the program was a 
success, with over 120 executive level members of the 
tech industry taking part in the sessions. By working with 
individuals in high-level roles with the willingness and 
readiness to change, it’s possible to encourage shifts 
from the top, where budget allocation and business de-
cisions are key.
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Companies from across British Columbia (Metro Van-
couver, Thompson-Okanagan, and the Kootenays) were 
selected for confidential audits. This included various 
sub sectors of tech: 

•	 Interactive Entertainment (VFX, Animation, Video 
Games)

•	 CleanTech 

•	 Information and Communications Technologies

•	 Machine Vision

•	 IT Consulting (Projects, Licensing and Managed 
Services)

•	 Product Design Agency

•	 Cyber Security

•	 Software Development

•	 Financial Technology (FinTech)

5.3 | Diversity and Inclusion Organizational Audits - Veza Global	
•	 September 2019 to March 2021: Active support/audits to employers – Phase 1 - Complete
•	 March 2021: Application process for Phase 2 will commence – Complete
•	 March 2021 - September 2021: Selection and completion of additional 16 Audits – Complete
•	 October 2021: Veza to report on audit findings – Complete

•	 Education

•	 SAAS

•	 Life Science

•	 Fintech

Most of the organizations that participated ranged be-
tween higher levels of commitment to the lower cham-
pioned stage of diversity and inclusion. Generally, they 
had either a very small or a non-existent Human Re-
sources team. Oftentimes, one person would be leading 
the DE&I initiatives as a percentage of their workload. 

At the time Veza initially signed the contract with Tap 
Tech + People Network, the scope of the audit was limit-
ed. However, as the audits progressed and we began to 
experience societal unrest around the Black Lives Mat-
ter (BLM) movement and the discovery of thousands of 
unmarked graves at several Residential “Schools” 

Veza Global was contracted to deliver a total of 32 DE&I audits inclusive of initial funding and the project extension. After 
the final intake round, a total of 50 applications were received in total. Over 90% of the 32 audits have been complet-
ed with a select few that will be wrapped up by mid-December 2021 (see Appendix E: DE&I Audit Highlights). Careful 
consideration was given to the selection of the companies based on organization size, growth projections, subsector, 
location, commitment from leadership and resource allocation towards diversity and inclusion.
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across Canada, it was important to increase the scope to 
provide a more comprehensive audit, provide more ed-
ucational opportunities to the organization and provide 
more consulting time. There was also a need to develop 
a stronger communications strategy to deal with the in-
creased need from staff for leaders to respond to cur-
rent societal unrest. The version of the audits that took 
place toward the end of Provincial funding included an 
expansion from the original 8 hours allocated to each 
organization (audit, kickoff, and 2 hours of consulting) to 
now include 20-22 hours per client, which is focused on:

•	 Use of organizational assessment measurement 
tool to develop a benchmark of how well the 
organization is doing on EDI

•	 Kick-off meeting with the client

•	 Audit of HR and employer brand processes/
practices 

•	 1-hour audit review meeting

•	 2 hours consulting

•	 Detailed report of recommendations and findings

•	 Roadmap to move forward 

The delivery of audits has been progressive and re-
sponsive to the evolving needs of organizations. As the 
pandemic hit, organizations started to focus on mental 
health and how that was impacting their employees, 
along with inclusive remote and hybrid working mod-
els. As the Black Lives Matter movement began, orga-
nizations were requesting audits to include a focus on 
human rights and how leaders respond to the call of 
inclusivity in an aligned and purposeful manner, rather 
than be performative. Then as the anti-Asian hate crimes 
increased in BC and the graves of the Indigenous chil-
dren who attended Residential “Schools” were found, 
organizations started to shift their focus from reviewing 
policies and processes to understanding what type of 
training and/or support to offer leaders around these 
sensitive topics. The increase in attention around racism, 
social inequality and violence against underrepresented 
populations made the importance of DE&I work an on-
going conversation within the tech sector and beyond. 

Throughout the duration of the project, there were a 
few organizations who had to de-prioritize diversity 
equity, and inclusion due to the challenges posed by 
COVID-19. This included:

•	 A lack of resources and bandwidth internally

•	 The shift from in office activities to a work from 
home model

•	 Limitations around financial commitments to DE&I

•	 Impacts to business viability due to uncertainty 

In some of these cases, this resulted in organizations de-
ciding to withdraw from the pilot or take part at a later 
date. For others, this meant only being able to move for-
ward with recommendations through the funded audit 
and free resources available on the Resource HUB. The 
lack of financial commitment from some organizations 
leaves uncertainty around whether or not the DE&I rec-
ommendations suggested by the audit will be actioned. 
However, despite the potential roadblocks faced, many 
of the participating organizations are agile and can over-
come the barriers that are presented to them.  Through 
the delivery of each audit, there are a number of key 
takeaways that were consistent:  

1.	 There is a lack of understanding around where to 
source qualified underrepresented Talent

2.	 Organizations are unsure of how to address 
culture-add2  during the employee life-cycle 
process

3.	 Employers need to take into consideration the 
historical and current events that affect the 
ongoing experiences of underrepresented 
populations when establishing DE&I initiatives 

2 The addition of a new perspective and diversity of thought to a team rather than trying to have them fit into an existing culture which is perpetu-
ating current cultural and organizational systems that exist.
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“Manpreet and her team at Veza Global provided us with excellent feedback that confirmed we were on the right 

track with our DE&I strategy. They provided us with feasible recommendations that will take our DE&I strategy to the 

next level.” 

—  ALEX STUTZ, HR PARTNER AT BLACKBIRD INTERACTIVE INC

“The audit report is very rich and the feedback was very detailed; directed to each process we gave them. It will help 

us immensely as we build our strategy...” 

—  JAN LASHILEY, HR VP OF BALLARD

“We were very grateful for the opportunity to work with Vera Global sponsored by the Tap Tech + People Network. 

Going through the audit process was a valuable experience for us to take a step back and look at many of our internal 

processes, documentation and systems through an EDI lens. The audit report was a great artifact to sit down and 

review with senior leadership and helped to facilitate many discussions around topics we had not deeply discussed 

before. The benchmarking score was another helpful tool to understand how far along in our journey we are against 

our peers and provide us with clear goals to aspire to. Overall our experience taught us a lot and I would highly 

recommend the Veza team and the process to any organization looking to challenge their existing EDI work.” 

— NATANIA MATHANY, VP PEOPLE & CULTURE, A THINKING APE ENTERTAINMENT 

“We had the opportunity to work with Manpreet and her team at Veza this year when they conducted a Diversity and 

Inclusion audit for us. The team reviewed our policies, practices, survey’s, online training documents, hiring materials 

and onboarding presentations. It was an in-depth and comprehensive review which resulted in a detailed report with 

thoughtful recommendations. We very much valued the commentary provided and the feedback has generated 

meaningful conversation in our DE&I committee meetings. We are very appreciative of the time and effort that 

went into this report! We look forward to continuing to work with Veza’s DE&I experts as we identify and implement 

initiatives to support our DE&I journey. 

— HR TEAM, PLENTY OF FISH

With a growing attention to the importance of diversity, equity, and inclusion, it is anticipated that the demand for avail-
able resources and support will continue. The overall feedback of the audits was overwhelmingly positive with organiza-
tions willing to provide testimonials on their experience: 
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5.4 | Diversity & Inclusion Resource HUB - Veza Global 
•	 June to September 2019: Call-out for shared content for HUB – Complete 
•	 June to December 2019: Hub content curation; building representational content – Complete
•	 January to June 2020: Hub content structure & web development support with ImageX – Complete
•	 June 2020 to February 2022: Ongoing support related to content curation, community engagement and 

optimization – In Progress / Ongoing

The Tap Tech + People Network Diversity and Inclusion Resource HUB was officially launched at the end of July 2020 in 
partnership with Veza Global. The HUB has over 400 resources supporting the employee life-cycle of multiple marginal-
ized and racialized groups who are underrepresented in BC’s tech sector. The HUB faced initial challenges in procuring 
content at the onset, however, that was remedied through greater support from various stakeholders. Many were not 
ready to share the content as they didn’t feel they were the “experts.” This allowed for conversations around what is 
needed in the sector and the type of support they could use. There have been concentrated efforts to ensure content is 
in alignment with the values of the Project and its service to the greater community. The content on the HUB is updated 
regularly based on feedback, new submissions, and other sourced materials. There is a strong desire from stakeholders 
to deepen the resources on the HUB. Many of which are on topics where content is not readily available, for example with 
ageism and supporting psychological safety or invisible diseases. The tech companies who have a foundation of DE&I 
are now looking at longevity of creating systemic change. As the Diversity in Tech Dashboard reports on year over year 
progress and foundational policies are put in place, the sector can rely on the pilots that were established by the DE&I 
Tech Project to amplify their efforts to create more inclusive environments and improve the representation of underrep-
resented populations. In particular, the DE&I Resource HUB will act as a catalyst to ensure that organizations have the 
tools they need to progress on their individual journeys. 

The Governance Committee has been influential in providing key insight and guidance to the development and on-
going improvement of the HUB. They asked the hard questions of representation in the content, for example ensuring 
resources included support for people of colour or ageism. 

HUB Advisory Committee & Special Events

The HUB Advisory Committee was introduced in an 
effort to improve the functionality, optimization and 
content curation of the site. Diverse representation on 
the committee has been key to ensure a wide range of 
perspectives are taken into account when making deci-
sions. Individuals who have volunteered to take part in 
these initiatives, have expertise around: 

•	 Event Coordination
•	 Marketing
•	 Fundraising & Sponsorship
•	 Communications
•	 Public Relations
•	 User Experience/Journey expertise
•	 Technical SEO
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HUB Advisory Committee members:

Anja Lanz 
Design Engineer at Society for Women in Science & 
Technology (SCWIST) 

Charlyne Fothergill 
Senior HR Business Partner at CTO.ai  

Isabelle Kao 
People & Culture Manager at RESSAS

Jesse Dallon 
Human Resources Director at Piranha Games

Kam Johal 
Curriculum Portfolio Coordinator at TRU

Patrick MacKenzie 
CEO of Immigrant Employment Council

Laura Turner 
Director of Human Resources at Kixeye  

Leanne Viola 
Director, People & Culture at Hinterland Games  

Manpreet Dhillon 
CEO/Founder of Veza Global

Melissa O’Connell 
HR Director at Central 1

Micaela Evans 
Marketing and Communications Specialist at the Presi-
dent’s Group

Michele Cadario 
CEO Vanguard Strategy, Founder J&M Leadership 
Network

Monica Zlotnik 
HR Generalist at Advanced Intelligent Systems (AIS)  

Rachel Maxcy 
Director of Talent Management at Ziva Dynamics   

Shivam Kishore 
Manager, Technology Sector Strategy and Partnerships 
at Vancouver Economic Commission (VEC) 

Zephaniah Wong 
Principal Consultant at Axiomatic Solutions Inc  

Armaan Haji 
University Student

Several sub-committees have been established by utiliz-
ing each committee member’s unique skill-set:

1.	 Communications and Social Media: Handling 
all communications, social media posts and press 
releases related to the HUB.

2.	 Content Review and Approval: Ongoing review 
and approval of content to be put on the HUB.

3.	 Specialized Review: Reviewing content and 
identifying gaps with a lens on lived experiences 
for underrepresented populations. 

4.	 Content Curation: Sourcing and securing 
additional content and the permissions to post it.

5.	 SEO Optimization: Reviewing website traffic and 
analytics to determine best practices and strategy 
tweaks moving forward.

6.	 Fundraising and Sponsorship: Building 
relationships and networking for future 
sponsorship and fundraising opportunities to 
maintain the momentum of the Resource HUB.

7.	 Special Events and Workshops: Organizing and 
booking special events related to the content 
found on the Resource HUB.
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As part of the project extension, DE&I HUB Special Events were introduced in an effort to raise awareness on important 
topics, direct traffic to the HUB, and engage sponsorships in an interactive and unique way. 

To date, the following events have been executed:
•	 Creating an Inclusive Workplace for Individuals with Autism Spectrum Disorder (ASD) in partnership with Orbital 

Learning and Focus Professional Services (128 people registered) - June 22nd, 2021
•	 Queer in Tech featuring Sara Martin and Eunice Kajoba (167 people registered) - September 23rd, 2021
•	 Canadian History Through an Indigenous Lens delivered by First Nations Technology Council, Chastity Davis-

Alphonse, and Shelley Joseph. Participation made possible by Klei Entertainment and support from DigiBC (over 
300 people registered) - September 30th, 2021

Several other events are in the pipeline for the remainder of 2021 and early 2022 (see Appendix F: DE&I Special Events 
Calendar). These opportunities are gaining traction and are highly dependent on industry sponsor and interest. 
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5.5 | Diversity & Inclusion Resource HUB Web Development - 
ImageX
•	 January to June 2020: Web development of the HUB – Complete
•	 December 2020 to February 2022: Maintenance – Ongoing 

ImageX was contracted to support the web development and ongoing maintenance of the DE&I Resource HUB. The cre-
ation and launch of the DE&I Resource HUB went extremely well, although more hours and resources were required for 
uploading the curated content onto the HUB. ImageX created a template for web development that included represen-
tative data, and then Tap Tech + People Network uploaded all approved content and web copy. Prior to development, it 
was thought that the HUB would only serve as a catalogue of tools and resources. Due to the sizable scope and demand, 
an extensive number of hours for consideration and consultation were required. The number of Project Management 
hours required were considerable, due to the significant outreach and review of 400+ resources that were donated to 
the site. In Spring 2020, additional support received covered the added spending of this pilot. 

Ongoing maintenance and support of the HUB has been provided by ImageX (see Appendix G: ImageX Service Hour 
Allocation). This has included Drupal updates, bug fixes, change requests, and other business-related initiatives. Key 
updates or fixes that were acted on:
•	 Navigation under the ‘About’ section to open in a new tab 
•	 Increasing the font size on the resource cards 
•	 Security patch updates in Drupal 
•	 Menu text overlap on mobile

Routific Hackathon

Routific dedicated their hack week toward the ongoing 
improvement of the Resource HUB which was comple-
mented by ImageX via Slack support, development of 
an extensive SEO report, and the creation of a test envi-
ronment for enhancements. Key areas of focus included 
user journey, usability, SEO, searchability, and refine-
ment of the maturity model. 

Google Analytics Metrics  

From December 2020 to September 2021, there were 
a total over 23,137 pageviews and 17,941 unique pa-
geviews (see Appendix H: Google Analytics for HUB). 

The most visited pages outside of the homepage in-
clude:

1.	 Maturity Model - 1,684

2.	 Start Here - 1,104

3.	 Diversity in Tech Dashboard - 1,068

With regular analytics reports from ImageX, the traf-
fic and patterns of the audience continue to be moni-
tored to further optimize the way in which the website is 
presented. The information is taken into consideration 
when planning social media posts and curating content.
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5.6 | Awareness, Promotion and Attraction Campaign - True 
Calling Media
•	 June 2019: Kick-off, work plan – Complete 
•	 June to October 2019: Pre-production: Research & casting for Episodes 1-3 – Complete 
•	 October 2019: Casting approvals; Episodes 1-3 – Complete 
•	 October to January 2019: Production; filming Episodes 1-3 – Complete 
•	 December 2019: Episode 1 Delivered Final Cut – Complete 
•	 February 2020: Episode 2 Delivered Final Cut – Complete 
•	 March 2020: Episode 3 Delivered Final Cut – Complete
•	 June 2020: Casting approvals; Episodes 4-6 – Complete
•	 July to September 2020: Production; filming Episodes 5-6 – Complete
•	 October 2020: Episode 4 Delivered Final Cut – Complete
•	 November 2020: Episode 5 Delivered Final Cut – Complete
•	 February 2021: Episode 6 Delivered Final Cut – Complete
•	 June 2021: Episode 7 Delivered Final Cut – Complete
•	 November - February 2022: Episode 8 (exact timing TBD) – In Progress

As part of the Awareness, Promotion and Attraction Campaign, True Calling Media partnered with Tap Tech + People 
Network to produce a total of 8 video vignettes featuring people who have found what they love to do working in the BC 
Tech sector, so that we can inspire our audience to see the possibilities in their own career and lives. To date, 7 out of the 
8 have been completed with the last underway before the Project extension comes to an end.  

Originally, the 5th and 6th videos were intended to be filmed during the summer of 2020. It was difficult to source can-
didates who satisfied the requirements of all relevant stakeholders while falling into the necessary underrepresented 
populations and subsectors of tech. Casting outreach was done predominantly through emails, cold calling, social me-
dia, and networking events. Tap Tech + People Network and True Calling Media both encouraged applicants by reaching 
out to organizations, business associations and tech companies. The 6th video featuring Fatima Ahmed of Abcellera was 
released in March 2021. Delays for filming of this episode were the result of several issues: 
•	 Abcellera went public, limiting and delaying their bandwidth for this commitment 
•	 No access to the Abcellera building due to COVID-19
•	 Sourcing an Airbnb for filming that aligned with the video

Once True Calling sourced an appropriate Airbnb, most of the problems were mitigated but it did introduce additional 
unexpected costs. To keep costs down, supplementary stock footage was used to complement what was captured with 
Fatima. Additional measures were taken while filming to ensure the safety of all those in attendance due to COVID-19, 
this included safety protocols and the use of PPE.
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After filming the 7th episode that featured Hatim Hanafi 
of Hootsuite, the release of the video was delayed due 
to extensive review of the social media plan and an un-
expected announcement of Hatim’s departure from the 
company. Kirsten Sharp, Head of Content Production at 
Daz 3D, has been secured for the 8th and final episode. 
All content for the video has been filmed, edited, and 
approved by the Governance Committee. At the time 
of writing, we anticipate the release of the video in De-
cember 2021.  

Through the ‘Everyone Belongs in Tech’ series, Tap Tech 
+ People Network has been able to cover an aspect of 
the sector that cannot be reached through employer 
facing resources, the school system. Project Manag-
er, Kathy Gibson, secured a contact within the Ministry 
of Education that provided an opportunity to distrib-
ute the completed episodes (as of June 2021) to over 
65,000 principals, teachers and guidance counsellors in 

the province. After the final episode is released, Kathy 
Gibson will again activate this relationship to share the 
complete series of videos and spread awareness in the 
school district. It is anticipated that underrepresented 
youth will see individuals working in tech with whom 
they can relate and this may encourage them to pursue 
a career in the sector. Episodes 4, 7 and 8 are focused 
on subsectors of tech that may be particularly interest-
ing to younger demographics due to the relatability of 
the content and industries. 

All of the subjects and participating companies have 
been pleased with the experience and final videos, due 
to the inclusive, collaborative and respectful approach 
taken by True Calling Media. In addition to the above, 
True Calling Media has also been involved in SRDC Re-
view meetings, several update meetings, an all-vendor 
meeting and a PR/Communications sub-committee 
meeting.

Episode 1: Sara Teigland - Intermediate Software Developer at Thinkific 
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Episode 2: Patrick Rmeily - Pipeline Technical Director at Cinesite
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https://www.facebook.com/truecallingmedia/videos/1599199243561342/
https://youtu.be/vefE7l70C1I
https://www.linkedin.com/posts/true-calling-media-inc-_softwareengineer-software-entrepreneurs-activity-6625902387980705792-qvwj
https://twitter.com/TrueCallingCA/status/1220141680797503489
https://www.instagram.com/p/B7mdSBvBbuO/?igshid=10l5kss5apnnr
https://www.instagram.com/p/B7jw0VHh4LI/?utm_source=ig_web_copy_link
https://www.facebook.com/truecallingmedia/photos/a.213284639069390/937936276604219/?type=3&theater
https://www.linkedin.com/feed/update/urn:li:activity:6625160758755893248
https://twitter.com/TrueCallingCA/status/1219396135304826881
https://www.instagram.com/p/B7uRHGmhxCB/
https://www.facebook.com/truecallingmedia/photos/pb.122744134790108.-2207520000../940857586312088/?type=3&theater
https://www.facebook.com/watch/?v=216298639648267
https://youtu.be/MlbfR1vbHGs
https://www.linkedin.com/feed/update/urn:li:activity:6653785307944669185
https://twitter.com/TrueCallingCA/status/1248020546899439617?s=20
https://www.instagram.com/p/B-sUQcIh7Ik/?utm_source=ig_web_copy_link
https://www.facebook.com/truecallingmedia/posts/993785847685928
https://www.instagram.com/p/B-pk-MmBkUR/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6652992729225789440
https://twitter.com/TrueCallingCA/status/1247224947593732098?s=20
https://www.facebook.com/truecallingmedia/posts/995941767470336
https://www.instagram.com/p/B-xoIL0hzy6/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6654123223627771904
https://twitter.com/TrueCallingCA/status/1248358598226235392?s=20
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Episode 4: Humaira Ahmed - CEO and Founder of Locelle 
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Episode 5: Katherine Shadwick - Software Quality Analyst at Vancity
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Episode 6: Fatima Ahmed - Research Scientist at Abcellera
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Episode 7: Hatim Hanafi - Former Program Manager, Strategic Planning & Execution at Hootsuite
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Episode 3: Harley Knife - Senior Animator at Yeti Farm Creative 
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https://www.facebook.com/watch/?v=666851204253420RAM
https://youtu.be/e4cbU63JfEQ
https://www.instagram.com/tv/CGF-VoxBqEK/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6720029752113160193
https://twitter.com/TrueCallingCA/status/1313947156189908992?s=20
https://www.facebook.com/watch/?v=4418801184859931
https://www.instagram.com/p/CGDqBwghycn/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6719714118745640960
https://twitter.com/TrueCallingCA/status/1314270033288130560?s=20
https://www.facebook.com/truecallingmedia/posts/1133707347027110
https://www.instagram.com/p/CGBHM7Qhsuz/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6719353838782046208
https://twitter.com/TrueCallingCA/status/1313602047745298432?s=20
https://www.facebook.com/truecallingmedia/posts/1136022620128916
https://www.instagram.com/p/CGIlH8LhDEC/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6720411910866632704
https://twitter.com/TrueCallingCA/status/1314645121778900992?s=20
https://www.facebook.com/truecallingmedia/videos/vb.122744134790108/1870184549811391/?type=2&theater
https://www.instagram.com/p/CKmymYdBuEg/
https://www.linkedin.com/posts/true-calling-media-inc-_everyone-belongs-in-tech-katherines-story-activity-6760714048804925440-JgvC
https://youtu.be/N_VW0AnCWGY
https://fb.watch/43YjnkJXl7/
https://www.instagram.com/p/CKhe45Sh6n9/
https://www.instagram.com/p/CKfFsBsMCjg/
https://www.linkedin.com/posts/true-calling-media-inc-_truecalling-activity-6759615827013726208-CdAx
https://www.facebook.com/truecallingmedia/photos/a.213284639069390/1220013211729856/
https://www.instagram.com/p/CKozUb0BjZO/
https://www.linkedin.com/posts/true-calling-media-inc-_lovewhatyoudo-hrtech-truecallingmedia-activity-6762074120499920896-Ygz_
https://www.facebook.com/122744134790108/videos/224216599155851/?__so__=channel_tab&__rv__=latest_videos_card
https://www.instagram.com/p/CO-2LE3FYnU/
https://www.linkedin.com/posts/true-calling-media-inc-_hr-tech-diversity-inclusion-in-tech-ep-activity-6799153355353669632-bz4J
https://youtu.be/jyrt1mcuCjg
https://www.facebook.com/truecallingmedia/videos/343613333811345
https://www.instagram.com/p/COtFETVsrcC/
https://www.linkedin.com/posts/true-calling-media-inc-_hrtechgroup-activity-6797601653395623936-3wQo
https://www.facebook.com/truecallingmedia/photos/1286316535099523
https://www.facebook.com/truecallingmedia/photos/1285037381894105
https://www.linkedin.com/posts/true-calling-media-inc-_hrtechgroup-activity-6798339813490618368-pxV9
https://www.linkedin.com/posts/true-calling-media-inc-_tech-marketing-team-activity-6826323985056325632-SGW-
https://www.facebook.com/truecallingmedia/videos/618784189099498
https://www.instagram.com/p/CR99cLYheyh/
https://www.linkedin.com/posts/true-calling-media-inc-_career-in-social-media-teaser-activity-6825918779667693568-3iWG
https://youtu.be/dEqOQ3vcSU4
https://www.facebook.com/truecallingmedia/videos/387305092737801
https://www.instagram.com/p/CR2gFIKF8Yi/
https://www.instagram.com/p/CRzKX8jM4SJ/
https://www.linkedin.com/posts/true-calling-media-inc-_socialmedia-marketing-tech-activity-6825479781182779392-a8d2
https://www.facebook.com/truecallingmedia/photos/1336496626748180
https://www.facebook.com/truecallingmedia/photos/1341939009537275
https://www.instagram.com/p/CR6kIt8MGDq/
https://www.linkedin.com/posts/true-calling-media-inc-_tech-marketing-team-activity-6826323985056325632-SGW-
https://www.facebook.com/watch/?v=315012749511355
https://www.instagram.com/tv/CBjJdhOhbM4/?utm_source=ig_web_copy_link
https://youtu.be/9vFhbdjrkx0
https://www.linkedin.com/feed/update/urn:li:activity:6679166256131784704
https://twitter.com/TrueCallingCA/status/1273402278439907329?s=20
https://www.instagram.com/p/CBgdas8Fu69/?utm_source=ig_web_copy_link
https://www.facebook.com/truecallingmedia/posts/1033899403674572
https://www.instagram.com/p/CBd5cteHyTJ/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6673333839189962752
https://twitter.com/TrueCallingCA/status/1272988407371714561?s=20
https://www.facebook.com/truecallingmedia/posts/1047231545674691
https://www.instagram.com/p/CBoYYFKBOSt/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6679848114528116736
https://twitter.com/TrueCallingCA/status/1274826005148917760?s=20
https://www.facebook.com/truecallingmedia/posts/1048817865516059
https://www.instagram.com/p/CBtqBHYBGCs/?utm_source=ig_web_copy_link
https://www.linkedin.com/feed/update/urn:li:activity:6680591268772487168
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5.7 | Benchmarking Diversity and Inclusion – Mercer
•	 August to October 2019: Kick-off the benchmarking project, focus group and engage the community – Complete 

•	 October to December 2019: Prepare Employee Communication Toolkit – Complete 

•	 December to May 2020: Execute communication plan & gather data – Complete

•	 September to October 2020: Analyze diversity data and release survey results – Complete

•	 March 2021: Mercer Presentation and Panel on Benchmarking for Tap Tech + People Network Members – 

Complete

•	 Spring 2021 to Fall 2021: Data collection – Complete

•	 September 2021: Reporting – Complete

•	 October 2021: Release of the Year 2 Diversity Dashboard – Complete

Mercer was engaged to support benchmarking the current representation of women, Indigenous peoples, people with 
disabilities, visible minorities, and people who identify as 2SLGBTQQIA+ within BC’s tech sector. This baseline data will 
provide a benchmark to track and measure progress on increasing the representation of these groups within the sector. 

Deliverables and project activities have included:

Tools to support members to collect demographic data 
from their employees:
•	 Project launch email and member engagement 

survey
•	 Communication and engagement strategy
•	 Summary of options for diversity data collection
•	 Communication toolkit, including a sample diversity 

questionnaire
•	 Information session webinars

Data collection, analysis, and reporting on the demo-
graphic data:
•	 Revisions to the existing compensation survey 

questionnaire to collect the demographic data on 
members’ employees

•	 Analysis of the demographic data collected from 
members

•	 Preparation of the 2020 and 2021 Diversity in Tech 
Dashboard

•	 Presentation of the dashboard results to members at 
the Coalition meeting 

Mercer worked closely with Tap Tech + People Network to make any necessary revisions to the 2021 survey question-
naire to improve the data collection process, administer the survey within the membership, support members in the data 
submission process, analyze the data collected and publish the compensation survey and high-level demographic data 
findings. The demographic data for the 2021 Diversity in Tech Dashboard was released publicly on November 9th, 2021 
(see Appendix I: 2021 Diversity Dashboard) 
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Overall feedback on the toolkit and the dashboard re-
sults were positive. The vast majority of the members 
had not previously collected demographic data from 
their employees and appreciated the toolkit materials. 
The toolkit helped them to launch the data collection 
effort successfully with materials and messaging that 
put employees at ease around what the information 
would be used for and how confidentiality would be 
maintained. Once the dashboard was published, mem-
bers appreciated the opportunity to understand how 
their demographics compare to others in the sector and 
use this information to plan their own strategies around 
workforce representation. 

Key challenges and insights from Mercer’s involvement 
with the project include: 

1.	 Members’ readiness to collect demographic 
data from their employees is varied. Some 
members demonstrated a high level of interest 
and engagement in launching this data collection 
effort while other members were more hesitant. 
Going forward, continued interaction with 
members that have not collected this data to 
ensure that they are familiar with the toolkit 
materials that can be leveraged to support the 
data collection efforts and connecting them with 
other members who have successfully completed 
this will be of continued importance.

2.	 The realities of the COVID-19 pandemic and 
the tight labour market for talent has placed 
significant pressures on the members’ HR teams 
in terms of workload and capacity to take on 
additional initiatives that are not core to their day-
to-day HR operations. Again, the toolkit materials 
can be leveraged, however, some members may 
continue to struggle to find the resources needed 
to advance the data collection efforts.

3.	 Members’ needs for a diversity, equity, and 
inclusion strategy and point-of-view will continue 
to grow and gain more importance and visibility 
at the senior leadership and board level. As the 
profile of this issue increases, the importance 
of understanding the current state of workforce 
demographics will continue to grow. We are 
optimistic that the volume of demographic data 
submitted to the survey will continue to grow.

The Governance Committee and a Benchmarking Com-
mittee were both key resources in the review and feed-
back loops on the wording of the data collection ques-
tions to ensure that the language and form of questions 
were clear and aligned with the standard descriptors 
and definitions of the various demographic categories. 
In addition, the Committees also provided input into 
the content of the member toolkit based on their knowl-
edge of communication preferences and norms within 
the member companies and helped us anticipate and 
mitigate risks based on their knowledge of the current 
state of demographic data collection activities with-
in the members. The Governance Committee also re-
viewed and provided feedback on the dashboard prior 
to publication.
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Increasing awareness and attracting new stakeholders 
has continued to be a strong aspect of the Project. Tap 
Tech + People Network is actively expanding the ap-
proach beyond the video vignettes. A few of the key ini-
tiatives incorporated into the strategy include: 
•	 Social posts related to DE&I initiatives and events 

outside of the Project
•	 Training opportunities with Tap Tech + People 

Network that echo the Project’s goals 
•	 Stephanie Hollingshead (Tap Tech + People 

Network CEO) being featured in a BIPOC/ DE&I 
Resource HUB podcast 

•	 Ongoing press releases on various pilots (5 in total)
•	 Stephanie Hollingshead being interviewed in a BIV 

Podcast on diversity in BC’s tech sector
•	 Various re-shares & newsletter acknowledgements 

across the province from sector partners

There has been a total of 5 press releases issued in re-
sponse to the various project activities and accomplish-
ments. This includes:
•	 More Inclusive Workforce to Advance Tech Sector in 

BC – May 22nd, 2019
•	 Tap Tech + People Network Debuts the ‘DE&I 

Resource HUB’, A Free Online Diversity & Inclusion 
Tool for Businesses – August 25th, 2020

•	 Tap Tech + People Network’s Inaugural Diversity 
in Tech Dashboard Survey Poised to Reshape BC 
Tech Industry Benchmarking – February 3rd, 2021 
(generated over 5.8M views and 121 posts)

•	 Tap Tech + People Network Well-Positioned to Drive 
Further Inclusion, Equity and Diversity Within British 
Columbia’s Tech Sector – April 7th, 2021

•	 Tap Tech + People Network releases 2021 Diversity 
in Tech Dashboard – November 10, 2021

Speaking Opportunities

To promote the various pilots and resources, Stephanie 
Hollingshead has taken part in several speaking oppor-
tunities including:
•	 November 18th, 2020 – The Inclusive Workforce 

by WES Canada
•	 November 24th, 2020 – BC Tech’s DE&I C-Council

Google Ad Campaigns

Although not funded through the Project, Tap Tech + 
People Network engaged a web consultant to run Goo-
gle Ad campaigns promoting the diversity and inclusion 
resources to a broader audience. The intent of the ad 
campaigns was to drive more people to our DE&I Re-
source HUB, to share information and tools and to pro-
mote further diversity and inclusion learning by encour-
aging people to join the Tap Tech + People Network 
mailing lists. As of September 2021, 133 people have 
joined our diversity and inclusion mailing list as a result 
of these ads.

5.8 | Other Promotional & Awareness Activities

https://news.gov.bc.ca/releases/2019AEST0034-001012
https://news.gov.bc.ca/releases/2019AEST0034-001012
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20200825005275/en/HR-Tech-Group-Debuts-the-%E2%80%98DI-Resource-HUB-A-Free-Online-Diversity-Inclusion-Tool-for-Businesses
https://www.businesswire.com/news/home/20210407005071/en/HR-Tech-Group-Well-Positioned-to-Drive-Further-Inclusion-Equity-and-Diversity-Within-British-Columbia%E2%80%99s-Tech-Sector
https://www.businesswire.com/news/home/20210407005071/en/HR-Tech-Group-Well-Positioned-to-Drive-Further-Inclusion-Equity-and-Diversity-Within-British-Columbia%E2%80%99s-Tech-Sector
https://www.businesswire.com/news/home/20210407005071/en/HR-Tech-Group-Well-Positioned-to-Drive-Further-Inclusion-Equity-and-Diversity-Within-British-Columbia%E2%80%99s-Tech-Sector
https://www.newswire.ca/news-releases/hr-tech-group-releases-2021-diversity-in-tech-dashboard-866880702.html
https://www.newswire.ca/news-releases/hr-tech-group-releases-2021-diversity-in-tech-dashboard-866880702.html
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Social Media

Social media platforms continued to be a strong source 
of recruitment for Coalition members and Project sup-
porters throughout the project. Through the social ac-
counts held by Tap Tech + People Network, Stephanie 
Hollingshead, Kathy Gibson and many supporters and 
partners of the Project, word continues to spread of the 
impact being made. Messaging around key initiatives 
and pilots continue to be shared across the province 
and country (see Appendix J: Social Media Engage-
ment). 

Outside of the deliverables of the Project, Tap Tech + 
People Network continues to promote existing and up-
coming diversity and inclusion efforts in the sector in-
cluding events, campaigns and organizations: 
•	 PeaceGeeks’ Snapp Pilot Program
•	 Pay Up for Progress by Unbounce 
•	 PromoteHER/Tap Tech + People Network: 

Leadership Development Program 
•	 Presidents Group (various events and initiatives)
•	 IEC-BC events
•	 Minerva events
•	 Women in Tech Showcase by YMCA
•	 Diversity & Inclusion Symposium Showcase
•	 First Nations Technology Council Events
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SRDC is a non-profit research organization created spe-
cifically to develop, field test, and rigorously evaluate 
new programs. For the Tap Tech + People Network’s 
Diversity and Inclusion Tech Project, SRDC undertook a 
formative evaluation using a mixed methods approach 
involving quantitative and qualitative inquiry, allowing 
the Project team to refine and nuance the results into 
meaningful insights on the processes to inform future 
activities.

Final thoughts and analysis done by SRDC was submit-
ted through the Final Phase Evaluation Activities Report 
(see Appendix K), along with the Final Evaluation Report 
(see Appendix L) in Spring 2021. SRDC’s formative eval-
uation of the project demonstrated that Tap Tech + Peo-
ple Network, along with its vendor partners, successfully 
delivered the five pilot components in a manner that 
achieved the project’s short-term outcomes. The short-
term outcomes included: creating a governance com-
mittee to guide the project; maintaining a consultative 
process with sector stakeholders; training leaders and 
change-makers; producing an operational information 
HUB of DE&I resources; developing a DE&I benchmark; 
and increasing awareness and promotion of DE&I in the 
BC technology sector. While not a focus of the present 
evaluation, the project has made significant progress 
toward its longer-term sector-wide outcomes, which in-
clude enhancing DE&I activities underway in the sector, 
increasing awareness, consensus, and dissemination of 
practical DE&I tools, and establishing a benchmark for 
measuring and monitoring DE&I in the sector. The proj-
ect achieved these outcomes by continually improving 
the project development and implementation through 
feedback from key stakeholders, all whilst overcoming 
the challenges of a global pandemic.

6 | EVALUATION SUMMARY

The successful implementation of the pilot components 
that were well-received by stakeholders suggests that 
this multi-pronged approach of implementing a broad 
range of pilot initiatives that were developed and re-
fined through continued stakeholder feedback can 
play an important role in supporting the inclusion of 
underrepresented groups in the sector’s workforce. The 
evaluation also demonstrated that the pilot initiatives 
represent a promising model that would benefit from 
further testing and a longer-term follow-up with partici-
pants and stakeholders to determine the project’s wider 
impact on increasing awareness, capacity, and develop-
ment of diversity and inclusion in BC’s technology sec-
tor. Key takeaways for project pilots include:
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6.1 | DE&I Resource HUB & 
Audits - Veza Global

Audits

The first round of audits was being completed just as 
COVID-19 hit, leading a few companies to defer their 
audit to later in the year, when they had more capacity. 
The second round of audits was delayed by COVID-19 
in order to give companies time to assess their capacity. 
This delay led to difficulties in scheduling in December, 
so the final audits were moved to January to accommo-
date these companies’ schedules. The delay in schedule 
did not impact the overall delivery, which was complet-
ed by the end of January 2021. Most companies were 
set up to work remotely, but some took time to adjust 
and delayed their engagement due to lack of capacity. 
COVID-19 delayed but did not majorly impact the au-
dits, as there was room for this adjustment to the sched-
ule.

In the audit application process Veza paid attention to 
applications from companies which may show promis-
ing practices in diversity and inclusion. They made space 
for companies which have diversity in HR, leadership, 
and backgrounds. A facilitator to the implementation 
of the audits was the cooperative companies, some that 
donated their extra time so that within the initial bud-
get Veza could provide audits to additional companies. 
Additionally, after the first round of audits and launch of 
the HUB, Veza was able to streamline the audit process 
to provide templates and examples from the HUB, and 
to allow for more meaningful back-and-forth interaction 
over a period of weeks, rather than the initial one half-
day schedule. This adaptation allowed for a more inter-
active engagement for the final round of audits.

There was the need to manage companies’ expecta-
tions for the audits. While companies were enthusiastic 
about the potential for what the audits could achieve, 
the audits were limited to half days, so likely would not 
cover all the expected outcomes. To mitigate this risk, 
Veza began conducting initial consult calls before the 
audits to assess early expectations and address any is-
sues and manage expectations before the audit began. 
Moreover, for the second round of audits Veza adjusted 

the timing to allow for more back and forth, and to in-
corporate companies’ expectations upfront. The launch 
of the HUB streamlined the audit process, allowing com-
panies to learn directly from examples and resources.

The demand for audits increased based on the 2020 so-
cial climate, leading to sector firms examining systemic 
racism within their own organizations, which generated 
greater interest in the audits. In future work, looking 
into companies that do not necessarily show promising 
practices should also be considered. It is important to 
look at the organizations that may not be fully ready to 
start their DE&I journeys and see how these initiatives 
could be encouraged. 

DE&I Resource HUB

An initial barrier to the creation of the HUB was that 
from a budget perspective, the content creation and 
web copy was not accounted for in the initial budget. 
To overcome this barrier, Tap Tech + People Network 
negotiated an amendment with the Province to cover 
this cost, and Veza took on the web copy work. The HUB 
was not noticeably impacted by COVID-19. ImageX’s 
work on the website design, and Veza’s work to com-
pile resources were all set up to be completed virtually. 
The HUB was ready and launched in August 2020. The 
only impact of COVID-19 on the HUB was the launch, 
which was initially planned as an in-person event but 
was moved to an online event.

The dissemination of practical tools was achieved 
through the HUB. The website has been very well re-
ceived by members of the tech sector, showed contin-
ued high traffic with increasing traffic through organic 
searches and has been accessed internationally from 10 
different countries. A risk identified for the HUB is the 
ongoing need to update the platform as well as update 
and curate content. The risk is that the HUB is a living 
resource, and if it requires any further development, it 
may necessitate changes to stay relevant (particularly 
for subject matter that is continually evolving). To mit-
igate this risk Tap Tech + People Network reached out 
to partners and contributors and obtained funding from 
sponsors to maintain the HUB in the short-term beyond 
the timeline of the project.
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6.2 | Change Agent & Inclusive 
Leadership Training Programs 
- Refinery Leadership

Refinery Leadership worked with the feedback from the 
Governance Committee and the survey of Tap Tech + 
People Network members to develop training that re-
flected the needs of participants. COVID-19 impacted 
the implementation of the leadership training. Both 
trainings in Cohort 1 had completed the initial two days 
before March 2020, however the remaining two days 
were postponed when the pandemic began. Reconfig-
uring the delivery design took some time and resources, 
but the remaining Cohort 1 workshops were resched-
uled for September – November 2020.

Refinery recognized that they needed diverse repre-
sentation amongst their facilitators to have an open dia-
logue based on lived experiences. Refinery recognized 
that they were not able to provide a diverse staff inter-
nally, so they adapted and incorporated external facili-
tators to provide more inclusive representation. Budget 
was identified by Refinery as a barrier in terms of finding 
a facilitator with lived experience and expertise. Refin-
ery dealt with this barrier by using only one facilitator 
to bring in guest speakers as well as an Indigenous fa-
cilitator.

Reducing content from four full days to three days was 
an added challenge for Refinery to compress the con-
tent, but a solution was to move some of the material 
to pre-training homework, and to add two shorter inter-
session calls to supplement the longer training sessions 
and allow for more time for participants to absorb the 
material. A risk identified for the Refinery training was 
that after the training, information would not be applied 
in the workplace. This was mitigated by encouraging 
a community network amongst participants to share 
resources and maintain contact, the dedicated Slack 
channel was well received by participants. Post-training 
survey results suggested that participants have applied 
various learnings to their workplaces.

6.3 | ‘Everyone Belongs in 
Tech’ Video Vignettes - True 
Calling Media 

True Calling selected candidates who have stories that 
speak to their experience of inclusion in the tech sector. 
Many of these stories show not only diversity but also in-
tersectionality of diverse identities, addressing multiple 
subsectors of interest identified in this project. Having 
diverse representation was prioritized above any minor 
delays in timeline for the final few videos to ensure the 
best candidates were selected for the final vignettes, to 
cover the widest range of experiences and subsectors.

True Calling’s creativity was a facilitator for the video vi-
gnettes, and helped the project overcome challenges 
with filming locations and content. For instance, an ini-
tial barrier for filming in tech offices, was the sensitive/
confidential projects that could not be captured by True 
Calling’s videos, which was creatively solved by using an 
animation reel to provide examples of past work, rather 
than filming the client working on current projects. An-
other creative solution was to use the company’s media 
library of corporate video or stock footage to fill in any 
gaps when the pandemic shut down offices.



Provincial Final Report - Tap Tech + People Network’s Diversity & Inclusion Tech Project
Disclaimer: The views and opinions expressed in this report are those of  its author(s) and 

not the official policy or position of  the Government of  British Columbia.

45

6.4 | Inclusive Organizations – 
Executive Training - Tap Tech + 
People Network 

Tap Tech + People Network worked with the feedback 
from the Governance Committee and the survey of Tap 
Tech + People Network members to develop a training 
that reflects the needs of technology sector executives. 
The design and implementation of the executive train-
ing was adjusted due to COVID-19. The desire to offer 
the training in-person and form that personal connec-
tion between executive members led Tap Tech + People 
Network to postpone confirming the design and imple-
mentation of the training in case it would be possible to 
convene in person after the initial wave of the pandem-
ic. However, with the lasting barrier to in-person gather-
ings, Tap Tech + People Network moved the training to 
an online format.

In the post-training survey, executive participants appre-
ciated the online format and use of breakout rooms, and 
some suggested that with the online format the training 
could be split across two or more days to either provide 
more time for discussion and/or time to process the in-
formation.

The executive training curriculum was designed to pro-
vide program learning outcomes which were directly 
linked to diversity and inclusion including challenging 
personal beliefs and perspectives and identifying key 
strategies to promote DE&I.
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6.5 | Benchmarking Diversity - 
Mercer

In the initial phase of the project, Mercer created a draft 
version of the questions to be included with the Tap 
Tech + People Network salary survey. There was a series 
of feedback rounds to incorporate feedback from the 
Governance Committee and SRDC to ensure the final 
questions reflected inclusive language and approaches 
to gathering personal identity data. The toolkit was cre-
ated based on feedback from the Governance Commit-
tee and questions that came out of Mercer’s webinar on 
reporting.

The salary survey data collection had already begun 
when the pandemic began. It was possible that some 
companies did not provide data due to a reduced ca-
pacity of HR staff or a shift of priorities during the initial 
phase of the pandemic. However, many companies had 
already begun collecting the data before the impact of 
COVID-19 and Mercer extended the deadline to offer 
flexibility. The analysis and release of the data was not 
impacted due to COVID-19.

A main risk identified for the benchmarking is a reliance 
on the willingness for HR staff to get their companies 

on board with the diversity benchmarking. To mitigate 
this issue, Tap Tech + People Network’s CEO reached 
out to those employers who did not participate in the 
first round of data collection, to better understand their 
non-participation, and to identify what support could 
encourage participation in future years. It was suggest-
ed that the 2020 climate of social unrest and attention 
paid to systemic racism has facilitated the discussions of 
DE&I in some companies, making the benchmarking a 
priority for future years.

In addition to the two deliverables SRDC provided in 
May 2021, additional results for the second round of 
engagement survey results (see Appendix M: Engage-
ment Survey Results – Round 2) and the 6-month follow 
up survey were provided (see Appendix C: Post-Training 
Survey Results). Information sourced through these sur-
veys is consistent with existing feedback. 
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As provincial funding comes to an end in February 2022, Tap Tech + People Network intends to ensure viability for con-
tinuing these important project initiatives. This will be done through various methods, including:

1.	 Ongoing networking to secure interest from potential sponsors 

2.	 Maintaining key relationships with existing project sponsors

3.	 Applying for available government funding when applicable

4.	 Partnering with organizations who have been allocated funding and whose purpose and values are similar to 
those of the DE&I Tech project– continuing to leverage the network of engaged audience through our DE&I 
Coalition

5.	 Offering DE&I training at a discounted price to organizations

6.	 Exploring additional opportunities for revenue through the DE&I Resource HUB

With funding sourced through the various means mentioned, Tap Tech + People Network will focus on each of the pilot 
elements of the project which proved to be successful and essential to increase the attraction, retention, and advance-
ment of underrepresented populations in BC’s technology sector. The sustainability of each initiative is outlined on the 
following pages.

7.1 | DE&I Audits

Transition Plan

Continuing to promote the success of the audits and the strong feedback gathered during the pilot with Tap Tech + 
People Network and Coalition members, along with the rest of the sector via social media to raise awareness of this 
opportunity. 

A discounted rate for audits has been negotiated with Veza Global and will be periodically promoted to the sector.

Sustainability

This service can still be activated for a fee to organizations. There is also the potential for additional funding or sponsor-
ship to be allocated toward offering audits in the future.

Risks & Mitigations

Organizations having the budget to allocate toward this initiative with the “service for fee” model. A discounted rate will 
be offered to Coalition and Tap Tech + People Network members to increase the likelihood of companies being able to 
commit funds for this type of support.  

If additional funding or sponsorship is secured, there is the potential to offer audits again free of charge to select orga-
nizations in the future. 

7 | Next Steps & Sustainability
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7.2 | DE&I Resource HUB

Transition Plan 

Sector sponsorship will be required for sustainability to ensure the ongoing maintenance and growth of the HUB.

Organizations interested in contributing will be offered various packages that might include:
•	 Podium time at Tap Tech + People Network events related to the DE&I Tech Project
•	 Logo placement on the HUB and during training sessions or events
•	 Customized event delivery in partnership with sponsoring organization
•	 Mentions through social media posts or in relevant press releases

A “donation” page is being added to the website to allow for smaller, one-time or reoccurring contributions to be made 
to the HUB.

Volunteers for the HUB Advisory will be recruited to maintain and update the HUB when needed will be crucial in the 
sustainability and growth of the website.

Tap Tech + People Network is actively looking at hiring a student to assist with ongoing maintenance, taking into consid-
eration the potential grants available in the sector through government funding and/or tech employers.

Exploring additional revenue generating opportunities where appropriate may introduce the potential for establishing 
the website as a social enterprise.

Sustainability

The HUB Advisory will contribute to ongoing review and feedback around the resources available on the site and po-
tential opportunities that can be explored. Having members with different skillsets and perspectives allows us to build a 
deeper understanding of what organizations across the province might need to commit to DE&I and how the HUB can 
support them in their goals.

DE&I Special Events will be held in partnership with supporting organizations and/or sponsors. The purpose of these 
events is to promote awareness of underrepresented populations and the barriers they face, along with key topics in 
relation to DE&I. The resources on the HUB will be promoted and encouraged throughout these sessions to drive traffic 
to the site and highlight useful materials available. Through ongoing networking, we continue to meet potential organi-
zations interested in these opportunities (e.g. we are in discussions with Black Women Business Network for an event in 
Spring/Summer of 2022, utilizing funding they have been allocated under Gender Equality federally)

We are exploring additional revenue generating opportunities which may introduce the potential for establishing the 
website as a social enterprise

Sponsors have come to us from ongoing networking. For example, our last sponsor came through an introduction from 
Invest in Canada.
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Risks & Mitigations

Relying on volunteers can be risky, as everyone has their own commitments and time restraints to take into consider-
ation. Ongoing involvement from stakeholders will be necessary for frequent follow-up on action items and recruitment 
of new volunteers.

The time and effort required to upkeep the website is expensive. Ensuring sector interest is maintained will be crucial for 
funding, which means regular engagement with project supporters will be vital to ensure that consistent sector sponsor-
ships are incoming.

Curating quality content continues to be a risk for the HUB. Involving a strong number of volunteers from across the 
sector will ensure that there is an ongoing stream of resources being considered for the website. 

The cost of sourcing experienced facilitators and guest speakers for DE&I special events has become an increased area 
of risk, with increased demand. Important wage/rate considerations including years of experience, areas of expertise, 
pay equity for those contracted, need to be balanced with dynamic / changeable budgets that are not yet secured, back-
end maintenance of the site and community facing resources and learning opportunities.

7.3 | Coalition

Transition Plan

The DE&I Coalition will continue as a staple element in the project initiatives. Although updates and meetings may not 
occur as frequently, the members of the Coalition will still be the first to receive key information regarding the project 
(e.g., training, DE&I Special Events, etc.) as it becomes available.

Engaging with the Coalition through various learning opportunities in a Lunch and Learn style has proven to be an ef-
fective model for success; we will continue to explore various partnerships for these events. In November of 2021 the 
DE&I HUB partnered with Innovate BC and delivered a HUB Tour in collaboration with the Innovator Skills Initiative and 
associated grants. It was very successful, with almost 250 registrants.

Sustainability

Networking with Coalition members will allow Tap Tech + People Network to continue to raise awareness around the 
objectives and goals of the project, while drawing in new interest for project sponsorship or additional opportunities.

Attraction and engagement will continue to be done through the Tap Tech + People Network website, social posts, and 
newsletters. A network of networks approach will continue to be a supportive aspect of the Coalition’s projected reach.

Risks & Mitigations

Growing the Coalition to its current size and maintaining relationships with the members has taken time and dedication 
from the Sr. Project Manager/Consultant, Kathy Gibson. A community approach of leveraging networks of networks with 
key stakeholders of the project has propelled the reach of the project. Without ongoing funding, it may be difficult to en-
sure the continuity of high engagement and the continued building of new contacts to the network. Sector contributions, 
one-time donations and potential future funding should allow for more time dedicated to these initiatives.
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The maintenance of the Coalition list is in itself administratively time consuming due to regular turnover within the sec-
tor. Tap Tech + People Network is committed to utilizing sponsorship dollars to handle the administrative work behind 
maintaining and growing the Coalition list.

7.4 | Video Vignettes

Transition Plan

After the release of the final video, Tap Tech + People Network will continue to raise awareness of the content through 
social media posts, shares in newsletters and other forms of networking.

Sustainability

The content will be repurposed to build awareness in the sector over time. On an annual basis, the education system will 
be engaged to ensure they have the content and can leverage where applicable amongst students.

Risks & Mitigations

Eventually the roles highlighted in the series may not be relevant any longer. Tech is a sector that is always evolving and 
changing. At some point, it may be necessary to create new content to gain interest in the same way. The production of 
each video vignette is time consuming and expensive, which would require additional sector contributions or funding to 
create. Given the positive reaction to the release of these videos from participating organizations, there is the potential 
to incorporate the release of this content as part of a sponsorship package.

7.5 | Training Programs

Transition Plan

Training programs will be offered on an ad hoc basis based on demand, at a discounted price. By leveraging Tap Tech + 
People Network’s growing membership, the HUB Advisory, and the association’s community outreach, connections will 
be made to organizations that might be interested in participating.

Sustainability

The pilot testing of the training was crucial to understand what organizations are looking for in these types of training 
sessions. The content delivered will be adjusted to meet the needs and DE&I goals of the participating organizations. 
Facilitators will be sourced depending on the topics covered, with a likelihood of engaging pilot program facilitators 
who have had strong feedback from participants. 

The training can be offered on a “fee for service” model for the wider sector or on a per organization basis. The training 
programs were designed so that large segments of the curriculum can be reused so that only a small amount of further 
development is required.
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Risks & Mitigations

There are risks associated with sourcing experienced facilitators and guest speakers for training programs due to avail-
ability, costs and securing individuals with expertise, lived experience &/or understanding of the unique considerations 
of those leaders and workers within the technology sector. It is very important that years of experience and areas of 
expertise are taken into consideration for compensation while ensuring pay equity for those contracted (similar to the 
DE&I Special Events).

A risk with the training is the respective maturity of each organization and the unique previous experiences of the par-
ticipants, impacting how the content is received and integrated. Based on stakeholder observations and participant 
evaluations a key opportunity in the future could include the creation of various levels of training built to the maturity and 
readiness of the organizations to action recommendations and implementation strategies.

Our society is always evolving, which includes the way that we approach DE&I initiatives. Although curriculum is already 
created, it will need updates to stay relevant to current trends and findings. The “fee for service” model will allow for 
budgets to be allocated to the necessary content changes.

7.6 | Benchmarking

Transition Plan

Organizations will be able to rely on the Diversity in Tech data gathered through the pilot to build a deeper understand-
ing of their internal representation and where there is room to improve. The Dashboard reports will also provide a con-
tinued collective call to action to the tech sector, to increase diversity in specific areas.

The benchmarking toolkit will remain available to help organizations introduce the collection of diversity data and en-
gagement of employees in the process. This will contribute to an ongoing increase in participating organizations which 
will lead to more robust data in the future.

Sustainability

Sector sponsors will have the opportunity to provide a contribution which will go toward the release of the data each 
year in exchange for logo placement on the dashboard, mentions in the relevant press release, social media and Coali-
tion meetings.

The benchmarking toolkit will be reviewed on a yearly basis to ensure documents are up to date and offer all the neces-
sary information required for diversity data collection.

Risks & Mitigations

The budget required for the analysis and release of an annual Diversity in Tech Dashboard is costly. Securing a sponsor 
that will cover these costs may be challenging. To mitigate this, ongoing networking and engagement of the DE&I Coa-
lition will be crucial to ensure relationships with potential contributors are strong and that they are regularly updated on 
progress in the sector.
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The scope of specific initiatives will be scaled each year to the revenue received to mitigate financial risks. For 2022, a 
budget for sustainability has already been outlined with current sector contributions. The key project components that 
will continue for 2022 include:

1.	 The ongoing maintenance and optimization of the DE&I Resource HUB. This will encompass DE&I Special Events 
in partnership with supporting organizations and sponsors to raise awareness around important topics and draw 
attention to the resources available on the site

2.	 Launching Year 3 of the Diversity in Tech Dashboard to continue to track the progress of representation in the 
sector

3.	 Ad hoc training programs that may be available for select organizations or extended to the sector on a “fee for 
service” model

As sponsorships and potential funding increase, the amounts allocated to each initiative may be adjusted based on 
demand.

8 | Conclusion & Final Thoughts
As outlined in the Diversity and Inclusion in the BC Tech Sector report from 2017, a number of recommendations were 
made:

1.	 Increase Industry’s DE&I awareness and understanding

2.	 Engage Senior Leaders and increase HR’s DE&I capability

3.	 Drive DE&I progress

4.	 Increase talent pool and its diversity

5.	 Increase reconciliation commitments and opportunities with First Nations and Indigenous Peoples

A great deal of momentum and an amplification of change in the sector is evident from the project outcomes. The 
delivery of all five pilots has contributed to each of the above recommendations, with many instances where the pilots 
worked in parallel toward a common goal. Despite the success of project initiatives, there is still a lot of work to be done 
with increasing the talent pool of the tech sector and its diversity, reconciliation commitments and opportunities, and 
building on the capabilities for human resources. With the foundation that has been introduced by the DE&I Tech Project, 
this important work in the sector can continue to flourish.

https://www.workbc.ca/getmedia/87e29b7a-e12e-4c64-a900-daa401ec9018/technology_bctech-assoc-diversity-and-inclusion-report_nov-2017.pdf.aspx
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Appendix A 
Coalition Meetings

Meeting Agenda:  
October 1, 2019

DE&I Coalition Meeting
Date: Tuesday, October 1st, 2019, 4-5:30pm
Host: Microsoft
Location: 7th Floor, 725 Granville Street, Vancouver, BC

Agenda

4:00-4:10pm	 Welcome

4:10-4:20pm	 Project Overview

4:20-4:50pm	 Vender/Pilot reviews

•	 Veza Strategy

•	 ImageX Media

•	 True Calling

•	 Mercer

•	 Refinery Leadership

4:50-4:55	 Sub-committees Formation

4:55-5:05	 Q&A

5:05-5:20	 Your Inner Circle Exercise

5:20-5:25	 Welcome to reception by VanHack

Meeting Agenda:  
February 25, 2020

DE&I Coalition Meeting
Date: Tuesday, February 5th, 2020, noon-1:30pm
Host: Tap Tech + People Network via Zoom Conference
Location: Zoom

Agenda

12noon-12:20pm Project Pilot Updates

•	 Video Vignettes

•	 Inclusive Leadership, Change Agent 
Training Program & C-suite DE&I 
Training

•	 DE&I Organizational Audits

•	 DE&I HUB

•	 Industry Benchmarking - Tap Tech + 
People Network Salary Survey with 
Mercer

•	 Fall events

12:20-12:30	 Q&A on Project Pilots

12:30-1:00pm	 Moderated Panel Discussion: 
		  Experiences with Measuring Diversity

•	 Amanda Mallow (Sophos) 

•	 Leslie Collins (Unbounce) 

•	 Sheryl Ries (Vancity) 

1:00-1:15pm	 Q&A with Panel 

1:15-1:20pm	 Closing & Summary of Ways to 
		  Support & Amplify the Project 
		  Objectives
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Meeting Agenda:  
July 29, 2020

DE&I Coalition Meeting
Date: Wednesday, July 29th 2020, 12/noon-1:00pm
Host: Tap Tech + People Network via Zoom Confer-
ence
Location: Zoom

Agenda

12noon-12:05pm

		  Welcome & introduction to 
		  latest True Calling video 
		  vignette release

12:05-12:20pm	Project Pilot Updates:

•	 True Calling: Video Vignettes

•	 Inclusive Leadership, Change Agent 
Training Programs & C-suite DE&I 
Training

•	 DE&I Organizational Audits

•	 Industry Benchmarking – Tap Tech + 
People Network Salary Survey with 
Mercer 
Presented by Stephanie 
Hollingshead, CEO of Tap Tech + 
People Network

•	 Potential Fall/Winter events

•	 DE&I Resource HUB

12:20-12:40pm	DE&I HUB Demo 
		  Krista Dinsmore, Veza Strategies

12:40-12:55pm	Q&A on Project Pilots

12:55-1:00pm	 Closing & Summary of Ways to 
		  Support & Amplify the Project 
		  Objectives

Meeting Agenda:  
October 28, 2020

DE&I Coalition Meeting
Date: Wednesday, October 28th, 2020, 12noon-
1:30pm
Host: Tap Tech + People Network via Zoom Confer-
ence
Location: Zoom

Agenda

12noon-12:05pm 
		  Welcome & presenting the latest  
		  True Calling video

12:05-12:20pm	Project Pilot Updates:

•	 DE&I Training Programs:

•	 Inclusive Leadership

•	 Change Agent Training  

•	 C-suite DE&I Training

•	 DE&I Organizational Audits

•	 DE&I Resource HUB

•	 Sourcing Content

•	 Sponsorship for sustainability of 
website

12:20-12:35pm	Diversity in Tech Dashboard Release 
		  presented by Mercer

12:35-1:20pm	 Keynote Speakers on Diversity  
		  Benchmarking / Measurement

1:20-1:25pm	 Q&A on Project Pilots

1:25-1:30pm	 Closing & Summary of Ways to  
		  Support & Amplify the Project  
		  Objectives

Appendix A 
Coalition Meetings, cont’d
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Meeting Agenda:  
April 7, 2021

DE&I Coalition Meeting
Date: 	 Wednesday, April 7th, 2021 (12:00pm-1:15pm)
Host: 	 Tap Tech + People Network (ft. guest speaker 
Lauren Kelly)
Location: Zoom

Agenda

12-12:05pm 	 Welcome & presenting the latest  
		  True Calling video

12:05-12:25pm Project Extension and Key 
		  Updates:

•	 DE&I Training Programs:
•	 Inclusive Leadership
•	 Change Agent Training  
•	 Inclusive Organizations – Executive 

Training
•	 DE&I Organizational Audits
•	 DE&I Benchmarking
•	 Employer Toolkit
•	 DE&I Resource HUB
•	 Sourcing Content
•	 Sponsorship for sustainability of 

website
•	 Advisory Committee 
•	 True Calling Video Vignettes 

12:25 – 12:30pm Q&A on Project Extension  
		  and Key Pilots 

12:30 – 1:00pm Fireside Chat: Lauren Kelly on 
		  Indigenous Allyship & Transformation 

1:00 - 1:10pm	 Q&A on Indigenous Allyship and Truth 
		  & Reconciliation Mechanisms

1:10 – 1:15pm	 Closing remarks; ways to support and 
		  amplify the Project objectives

Meeting Agenda:  
November 9, 2021

DE&I Coalition Meeting
Date: 	 Tuesday, November 9th, 2021  
	 (12:00pm-1:00pm)
Host: 	 Tap Tech + People Network  
	 (ft. guest speakers from Mercer)
Location: Zoom

Agenda

12:00-12:05pm	Welcome & Land Acknowledgment

12:05-12:15pm	Diversity & Inclusion Tech Project – 
		  Project Summary:

•	 True Calling Video Vignettes 
•	 DE&I Training Programs:
•	 Inclusive Leadership
•	 Change Agent Training  
•	 Inclusive Organizations – Executive 

Training
•	 DE&I Organizational Audits
•	 DE&I Resource HUB
•	 Industry Benchmarking

12:15 – 12:50pm 2021 Diversity in Tech Dashboard 
		  presentation by Mercer 

12:50 - 12:55pmQ&A

12:55 – 1:00pm	Sponsorship & Ways to Support and 
		  Amplify the Project Objectives

Appendix A 
Coalition Meetings, cont’d
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Appendix B 
Registration Details – IL & CA Programs

Excerpt from November 9, 2020 email sent to Coalition member:
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Appendix C 
Post-Training Survey Results – IL & CA 
Programs
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Appendix D 
Inclusive Organizations – Executive 
Training
Discovery Survey Questions

Q1. What do you think your executives want to know more about with respect to diversity and inclusion?

Q2. What are your executives asking and/or saying about diversity and inclusion?

Q3. What would you want your executives to gain from this learning program?

Q4. Which of the following equity seeking groups have your executives and boards already addressed?
•	 Indigenous
•	 LGBTQ+/2S
•	 Newcomers to Canada
•	 People with disabilities
•	 Women

Q5. Which of the following equity seeking groups do your executives need basic awareness about?
•	 Indigenous
•	 LGBTQ+/2S
•	 Newcomers to Canada
•	 People with disabilities
•	 Women

Q6. What delivery method(s) do you believe would be most appealing for your executives?

Q7. Is there anything else you think we should consider in our design and delivery?
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Discovery Survey Results
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Appendix E 
DE&I Audit Highlights
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Appendix F  
DE&I Special Events Calendar

Day Event Potential Topic Time Event Type Status of 
Event

TBD DigiBC Event Foundations of DE&I 12:00pm - 1:15pm Webinar Prospective 

TBD DigiBC Event 12:00pm - 1:15pm Webinar Prospective 

09 November 
2021

Diversity Dashboard: 
Benchmarking 

2021 Diversity data 
release 12:00pm - 1:15pm Webinar Confirmed

24 November 
2021

ISI; Innovate BC: 
HUB Tour Tour of HUB 12:00pm-1:15pm Webinar Confirmed

Jan/Feb 2022 Special Event - 
Chanelle Tye 

Anti-Racism/Power & 
Privilege 12:00pm - 1:15pm Webinar Prospective

18 January 2022 Presidents Group Hybrid Workplaces 
and Mental Health 12:00pm - 1:15pm Webinar Prospective 

20 January 2022 DigiBC Event 
IEC-BC, Cultural 
Intelligence & POC, 
VanHack

12:00pm - 1:15pm Webinar Prospective 

15 February 2022
Special Event 
- Placeholder 
(Sponsors TBD)

Minerva/Women & 
Gender Intelligence 
/ EAC

12:00pm - 1:15pm Webinar Prospective 

19 April 2022 DigiBC Event 
2SLGBTQQIA+ 
/ Transgender / 
QMUNITY

12:00pm - 1:15pm Webinar Prospective 

10 May 2022
Special Event 
- Placeholder 
(Sponsors TBD)

President's Group/
Mental Health 
and non-apparent 
disabilities

12:00pm - 1:15pm Webinar Prospective 

14 June 2022
Special Event 
- Placeholder 
(Sponsors TBD)

Indigenous Cdn 
History T&Rec 12:00pm - 1:15pm Webinar Prospective 

TBD
Special Event: HUB 
Tour for Alliance 
Members (Cinesite)

Tour of HUB TBD TBD Prospective 
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Appendix G 
ImageX Service Hour Allocation
Year Month Hours  

Contracted
Hours  
Utilized

Hours In-
voiced

Hours  
Remaining

2020 July 120 5.91 10

August 0 6.17 10

September 0 14.75 10

October 0 10.91 10

November 0 3.91 10

December 0 3.55 10

2021 January 0 1 10

February 0 9.75 10

March 0 2.75 10 

April 0 0.08 10

May 0 0 10

June 0 5.67 10

TOTAL 120 64.45 120 55.55

Year Month Hours  
Contracted

Hours  
Utilized

Hours In-
voiced

Hours Re-
maining

2021 July 175.55 7.38 10

August 0 0.25 10

September 0 2.67 10

October 0 0 0

November 0 0 0

December 0 0 0

2022 January 0 0 0

February 0 0 0

March 0 0 0

April 0 0 0

May 0 0 0

June 0 0 0

TOTAL 175.55 10.3 20 165.25
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Appendix H 
Google Analytics for HUB



Provincial Final Report - Tap Tech + People Network’s Diversity & Inclusion Tech Project
Disclaimer: The views and opinions expressed in this report are those of  its author(s) and 

not the official policy or position of  the Government of  British Columbia.

67

Appendix I 
2021 Diversity Dashboard
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Appendix J 
Social Media Engagement
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Appendix K 
Final Phase Evaluation Activities Report
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Appendix L 
Final Evaluation Report
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Appendix M

Engagement Survey Results – Round 2
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