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Key Insights

Black, Latinx and Native American minority groups in the U.S have experienced
disproportionately higher levels of COVID-19 infection and death than other ethnic
groups relative to the size of their populations. This has resulted in the perception of
elevated individual risk and psychological stress due to members of these employees’ social
networks being hospitalized or dying from COVID-19.

Members of all equity deserving groups are more likely to experience microaggressions,
negative bias and harassment at work. These groups tend to perceive their workplaces as
less fair, less accepting and less equitable than the dominant group/s. This affects mental
health and reduces engagement, leading to the sense of “not bringing one’s whole self to
work” and/or a lack of authentic self-expression in the workplace. It also fosters higher levels
of burnout among these groups compared to their peers. There is evidence indicating that
remote work during the pandemic has mitigated some of these effects.

Women overall spend more time on caregiving at home and on emotional labor at work
than men. Black and Latina women are more likely than women overall to be responsible
for all their family’s housework and caregiving. These factors also contribute to the higher
levels of burnout seen among women in comparison to men.

Asian-Americans and people living with disabilities tend to be overlooked groups in
companies’ diversity and inclusions programs. Disability inclusion efforts lag behind race,
gender and sexual minority diversity inclusion efforts.

LGBTQ+ identifying individuals have experienced unique identity-related stress during the
pandemic due to reduced connections with supportive social and professional networks.

When there is a lack of psychological safety regarding identity-related discussions in the
workplace, individuals experiencing identity-related stress suppress those feelings to
conform to the dominant workplace cultural norm. This leads to task withdrawal and social
disengagement.

When open discussion about bias and discrimination (both in and outside the workplace)
is signaled to be acceptable by leadership, managers and workers, this can help members of
equity deserving groups to feel safe, accepted and valued at work because of (as opposed to
in spite of) their identity.

Allyship, sponsorship and mentorship programs are effective and valued ways of
improving equity in the workplace.

As the proportion of the population with disabilities increases, major efforts are needed to
mainstream disability inclusion in the workplace. Proactive leadership and management
actions are needed to recruit and retain employees with disabilities. This includes giving
consideration to the concept of universal design, in which spaces and products are designed
from the outset to be accessible to all people, regardless of age, size, disability or other
factors.
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Actionable Recommendations

1.

Follow a flexible approach for returning to the office. A flexible approach should take into
account employees’ caregiving responsibilities (for children and/or for adults), as well as the
potential of varying pandemic-related psychological effects across different employees.
Psychological effects may include elevated concern about transmission risk based on
demographics (and health status), and stress due to hospitalization and/or deaths due to
COVID-19 among some employees’ social networks.

Acknowledge and document the occurrence of microaggressions and biases toward
equity-deserving groups in the workplace. Ensure data collection, accessible response
mechanisms, and evidence-based training programs are employed to combat them. Data
should focus on prevalence and types of microaggressions among different groups. Types
include being talked over, having one’s expertise questioned, being mistaken for another
employee with the same identity characteristic/s, hearing frequent comments made about
appearance/hair, and being complimented (with surprise) for being articulate.

Establish psychological safety of identity-based discussions at work to enable equity-
deserving groups to feel comfortable speaking openly about microaggressions, bias,
prejudice and discrimination that occur in and outside of work. Discussions may take the
form of employees from the dominant group reaching out (formally by managers, or
informally by coworkers) to those who share the same identity characteristics as groups
experiencing harm due to their identity, especially for incidents with significant media
attention. Leadership should also send signals that these issues are important to them
through employee-wide, public communications.

Proactively ensure that people living with disabilities and Asian Americans feel valued.
Ten actions for leadership and 18 policies and procedures for mid-level managers,
supervisors and staff to support disability inclusion are listed in Table 1. They include hiring a
manager with a disability, having a mentoring program to promote advancement of diverse
employees, and making all job interview candidates aware of the option to request
accommodations for the interview. Asian American employees need more recognition and
support to advance into management and leadership.

Use allyship and sponsorship programs to support members of equity-deserving groups
to advance. These are valued tools for participants, but often not enough effort is invested in
making them effective. There is also a discordance between behaviors self-identified allies
perform and actions members of equity deserving groups find most valuable. Allyship is
more effective when members of dominant groups advocate for new opportunities and
provide mentorship or sponsorship for members of equity deserving groups.

. Consider moving away from traditional employee segmentation and toward needs-based

segmentation that takes into account identity factors as well as life stage, caregiving
responsibilities and personality/emotional needs. This approach may foster more
connections between employees across identity groups, such as fathers of young children
and LGBTQ+ caregivers, as well as extroverts, and people without dependents.
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Introduction

This report describes the findings from a literature review conducted by Weeyacom to support
the Office of Audit and Evaluation (OAE) of Shared Services Canada (SSC). The review examined
evidence from the United States (U.S.) on reasons for lower levels of comfort in returning to the
physical workplace among equity deserving groups, following working from home during the
COVID-19 pandemic. The review also gathered evidence of potential moderators to that
reluctance, which could inform management action plans.

Equity deserving groups are identity groups that face barriers to equal access, opportunities and
resources due to disadvantage and/or discrimination. For this review, the following groups of
interest included individuals identifying as female, Indigenous, Black and racialized, LGBTQ+,
and persons with disabilities (visible and non-visible).

Specifically, the review sought to address the following questions:
1. What are the benefits of having high levels of employee engagement? What is known
about how employee engagement differs between equity deserving groups and their

peers?

2. What is the emerging U.S. evidence base showing for causes for lower levels of
engagement in the workplace during the pandemic among equity deserving groups?

3. What are examples of management actions that have been effective in promoting
employee engagement for members of equity deserving groups?
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Literature Review Findings

Engagement Differences Between Employee Groups

Research Question 1: What are the benefits of having high levels of employee
engagement? What is known about how employee engagement differs between equity
deserving groups and their peers?

Employee engagement describes the cognitive, physical, social and emotional connection
employees experience in relation to their work'. These parameters are reflected in Shared
Services Canada’s 2020 handbook, Psychological Health and Safety in the Workplace*. Though a
somewhat broad concept, researchers specify that the various pathways toward engagement at
work span: 1) how employees feel about the value they create, 2) alignment with a sense of
purpose, 3) autonomy, 4) trust, 5) self-efficacy and 6) social belonging??. In addition, research
indicates that employee engagement is intrinsically linked to employee wellbeing, as well as job
and organizational performance*>®.

In the U.S. context, women and minorities experience lower levels of engagement in comparison
to their peers for various reasons. For instance, national survey data of 25,000 private sector
employees during the pandemic found a trust deficit among Black employees in that a
significant portion perceive their workplaces to be less fair, less accepting and less
equitable than members of other races (Figure 1).

Figure 1: Employee perceptions of how their race or ethnicity will impede career growth
Progression and advancement, % of employees answering “strongly agree” or “agree”

My race or ethnicity

will make it harder to
achieve my career
goals at this company

Black Hispanic/Latino Asian White

Source: Race in the Workplace, The Black Experience in the U.S. Private Sector, McKinsey & Company 2021

" Shared Services Canada defines employee engagement in Psychological Health and Safety in the Workplace, The 13 Psychosocial
Factors: A Guide for Managers and Supervisors (2020) as follows: “Engagement as present in a work environment where employees
feel connected to their work and are motivated to do their job well. Employee engagement can be physical, emotional and/or
cognitive. Physical engagement is based on the amount of exertion an employee puts into his or her job. Physically engaged
employees view work as a source of energy. Emotionally engaged employees have a positive job outlook and are passionate about
their work. Cognitively engaged employees devote more attention to their work and are absorbed in their job. Whatever the source,
engaged employees feel connected to their work because they can relate to, and are committed to, the overall success and mission
of their organization.”
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According to the survey’s findings, fewer Black employees agreed that their companies welcome
diverse perspectives, reward employees in line with their contributions, and allow employees to
be themselves, speak up and share with colleagues about their lives outside of work. Only one-
third of Black employees expressed that they believe their company’s diversity programs are
effective. The survey also found a lack of managerial sponsorship and allyship for Black
employees’.

Looking at women, those with children spend significantly more time performing caregiving
duties at home than fathers. Yet this work often goes unrecognized because male partners
perceive the burden of household labor to be equally shared. According to McKinsey &
Company’'s Women in the Workplace 2020 survey, mothers were 1.5 times more likely than
fathers to spend 20 hours a week on this kind of unpaid care. Figure 2, extracted from the
survey, depicts this discrepancy in self reports from working mothers and fathers during the
pandemic®.

Figure 2: Differing views on distribution of household labor between couples during
the pandemic

Fathers Mothers
. 3%
i More than 70% of fathers think they are
splitting household labor equally with
‘ their partner during Covid-19—but only
44% 44% of mothers say the same.
72%

My partner is responsible for most of the work
| share responsibilities equally with my partner
[ 1 am responsible for most of the work
I 1 am responsible for all of the work
12

- %
-
Source: Women in the Workplace 2020, McKinsey & Company

In addition, women overall spend more time on emotional labor at work than men. Data
collected during the pandemic representing women and men in leadership positions indicate
that this has been carried out in various forms. For example, mentoring others, supporting
others’ wellbeing, helping subordinates balance workload, and more intensively engaging in
diversity, equity and inclusion (DEI) work than men. Specific DEI work includes activities such as
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mentoring an employee of color, recruiting employees from underrepresented groups, and
speaking out against discrimination®.

Both of these factors (caregiving duties at home and emotional labor at work) contribute to
women reporting higher levels of burnout than men. Indeed, during the COVID-19 pandemic,
women'’s burnout increased 10 percentage points from 32 percent to 42 percent of women
reporting feeling “often” or “almost always” burned out at work. Over the same period, men
reporting the same levels of burnout increased from 28 percent to 35 percent (Figure 3)°.

Figure 3: Women's versus men’s burnout

42%
42% of women say they have

been often or almost always
burned out in 2021, compared
to 32% a year ago.

2020 Men

2020 Women
2021 Men

2021 Women

Source: Women in the Workplace 2021, McKinsey & Company 2021

When caregiving responsibilities are examined more closely, it is found that Black and Latina
women bear the largest burden®. During the pandemic, they were more likely than women
overall to report being responsible for all their family’s housework and caregiving. For example,
43 percent of Latinas reported spending five or more hours per day on housework and
caregiving, compared to 34 percent of women overall. In addition, close to one third of
Latinas reported caring for both children and an elderly family member at home, which
significantly adds to their workload. Furthermore, compared to women overall, Latinas were less
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likely to take regular breaks and prioritize their own well-being when they work from home. All
of these factors contribute to burnout®.

One study among 16,000 National Institutes of Health employees, trainees, contractors, fellows
and volunteers conducted in 2019 found that one in five survey respondents had experienced
sexual harassment at work. Women, sexual and gender minorities, and persons with disabilities
were more likely to experience harassment than other respondents. This affected their physical
and mental health and their feeling of belonging on their team. It also led to a deterioration of
these employees’ work conditions, and reduced job satisfaction'. The Human Rights
Campaign’s 2018 survey, A Workplace Divided: Understanding the Climate for LGBTQ Workers
Nationwide, used probability sampling to survey 804 LGBTQ and 811 non-LGBTQ employees on
their perspectives of workplace climate. It found that 46 percent of LGBTQ+ workers had not
disclosed their identity at work due to concerns about being stereotyped, making others
uncomfortable, losing connections with coworkers, and colleagues thinking they may be
attracted to them. In addition, 25 percent of LGBTQ+ employees report feeling that colleagues
with whom they disclosed their identity seem uncomfortable when they mention something
about their sexual orientation or gender identity, such as mentioning a spouse, partner or
personal history. Further, a substantial 59 percent of non-LGBTQ+ workers think that it is
unprofessional to talk about sexual orientation or gender identity at work. These
workplace climate issues lead to a quarter or more of LGBTQ+ workers feeling unhappy or
depressed at work, avoiding certain colleagues, lying about their personal life and/or feeling
distracted from work tasks. Further, close to 20 percent have stayed home from work because
their workplace isn’t always accepting of members of the LGBTQ+ community, avoided social
events at work, felt exhausted from spending their time and energy hiding their sexual
orientation, or searched for another job™.

There is comparatively less data available on the experiences of Asian and Native Americans in
the workplace, as well as a dearth of primary research on workplace engagement among people
living with visible and non-visible disabilities. Making up six percent of the population but 12
percent of the professional workforce, Asian Americans are not considered an
underrepresented minority and receive less attention than other minority groups in
workplace diversity and inclusion programs. However, Asian Americans struggle in the
workplace with the “model minority” stereotype (i.e., being well-educated and professionally
successful) and are underrepresented in leadership positions'>'*, In addition, Asian American
women notably report the feeling of being unnoticed and overlooked in the workplace®. Among
women who hold leadership positions, Asian American women are most likely to be judged as
unfit for leadership, while White women are judged for their interpersonal style™.

Native Americans are often grouped into an “other people of color” category in surveys, if
reflected at all, likely due to their relatively small population size—about one percent of the U.S.
population'. Within Native American communities, though, there is a historical context of
marginalization and poverty, and one third of Native Americans report being personally
discriminated against because of their ethnicity in the areas of equal pay and work
promotions®'" '8,
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Living with a (visible or invisible) disability is a common experience in the U.S. According to
the Centers for Disease Control and Prevention, 26 percent of the U.S. population is living with a
disability'. However, disability status remains highly stigmatized in the workplace. As of October
2021, 77 percent of persons with disabilities were not in the labor force, compared to 33 percent
of people with no disability. Among those in the labor force, the unemployment rate for
individuals with disabilities was nine percent in comparison to four percent for those without®.
The National Organization on Disability’'s Employment Tracker reports that, on average, four
percent of employees identify as having a disability?'. Yet, in 2016, the Center for Talent
Innovation conducted a national survey of white-collar workers finding that up to 30 percent of
white-collar workers live with disabilities, with 62 percent of them having an invisible disability?.
Many employees do not disclose their disability if it is not always visible due to fear of negative
bias and discrimination. Indeed, significant levels of prejudice toward people with
disabilities exist in the workplace, resulting in people with disabilities feeling like their
judgement is not trusted, they do not receive recognition for good work, their skills are
not put to good use, and they do not have equal opportunity for advancement. Finally,
data show that disability inclusion in the workplace lags behind diversity inclusion®'. Indeed,
disability inclusion is still sometimes seen as separate from diversity and inclusion efforts, while
research indicates that including disability in companies' diversity and inclusion efforts is an
effective way of recruiting and retaining employees with disabilities?.
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Causes of Lower Levels of Comfort in Returning to the Physical
Workplace

Research Question 2: What is the emerging U.S. evidence base showing for causes for
lower levels of comfort returning to the physical workplace during the pandemic among
equity deserving groups?

Very limited information was available that directly answered this research question. However, a
substantial body of research exists on issues pre-dating the pandemic that cause women and
minorities to experience greater levels of discomfort in the workplace. Many of these issues have
been examined throughout the pandemic. Both to mitigate the limited availability of directly
relevant literature, and due to the rich depth of literature on identity related stressors in the
workplace, the latter was considered relevant to the research question.

Findings directly related to the research question

Only one study, by Liu and associates (2020), explicitly examined employees’ reluctance to
return to the physical workplace by identity characteristics, aiming to uncover reasons for the
reluctance. Liu and associates studied a sample of 333 energy sector employees, examining how
three factors influenced willingness to return to the physical workplace. The factors were
individual and health characteristics, exposure to COVID-19 among employees’ professional and
social networks, and organizational virus transmission control strategies.

Ordinal logistic regression analysis revealed that women, non-white employees, those living in
multi-generational households and those with childcare concerns were more reluctant to return
to work than their peers. Individuals with people in their social or professional networks who
were either sick, hospitalized or died from COVID-19 were also less willing to return than their
peers. This study did not examine the perspectives of persons with disabilities or those
identifying as LGBTQ+. Underlying health conditions were not significantly related to willingness
to return to work, while older age was positively related. Provision of personal protective
equipment to employees was also positively related to willingness to return. However, other
organizational measures such as disinfection protocols, health checks, and compensation
policies for sick employees were not related to willingness to return.

The study authors drew the conclusion that organizations should assess employees’ well-
being and develop flexible arrangements for returning to the office on an individual basis.
Return plans should take into account employees’ caregiving responsibilities as well as
demographics, and the psychological impact of elevated risk and network exposure among
certain groups?. The study conclusions point to the importance of considering the greater
impact that COVID-19 has had on minority groups in the U.S., who have experienced
disproportionately higher levels of infection and death than the rest of the population.

This is a critical issue that scholars have extensively documented over the course of the
pandemic. For example, Black, Latinx and Native American populations have contracted and
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died from COVID-19 at higher rates than other ethnic groups in the U.S. relative to the
size of their populations®. It is also notable that across race and ethnicity categories, men are
more likely to die from COVID-19 than women'. This indicates the possibility of elevated COVID-
19 related concerns among minority men in comparison to minority women. According to The
COVID Tracking Project, as of March 2021, the death rate among Black people was 1.4 times the
rate among White people (Figure 4).

Figure 4: Mortality due to COVID-19 by race/ethnicity,

Black or African
American
American Indian or

. 172
Alaskan Native
Hispanic or Latino 154

Native Hawaiian or
Other Pacific Islander

144

Other 97
Asian 95
Two or more races 18

Source: The COVID Tracking Project, March 2021

Blacks, Latinx and Native Americans also tend to be more concentrated in jobs that have placed
them at a higher risk of contracting coronavirus and are more likely to live in multi-generational
households®. In addition, Blacks and Latinx faced higher rates of job losses than members of
other groups when the economy shut down?. These factors offer further depth to the Liu and
associates (2020) study findings, indicating that increased COVID-19 impact among minority
employees is connected to potential elevated stress related to personal risk; caregiving
challenges in multi-generational households; and social proximity to others who have
experienced illness, hospitalization or death due to COVID-19.

COVID-19 and race as pandemic-related mega-threats

Scholarly research has also examined the linkages between the disparate impacts of COVID-19
on minority populations, as well as race-related stress and trauma overall, and employee
engagement in the workplace. Leigh (2020) for instance, has studied COVID-19 as an identity-
related threat to racial minorities that affects workplace engagement?®®. Her research defines a
theoretical model (see page 15) describing that mega-threats can increase the personal

" See U.S. Centers for Disease Control and Prevention’s COVID Data Tracker for case and death rates by
demographic characteristics.
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experience of threat among individuals who have a common identity with victims of
mega-threats. A mega-threat is defined as a negative, identity-related event that receives
significant media attention. When individuals experience a lack of psychological safety during
identity-related discussions at work, this results in an elevated personal threat. Individuals then
engage cognitive and emotional resources to suppress feelings associated with the threat in
order to conform to the dominant workplace cultural norm (i.e., White Eurocentric and
colorblind). Leigh and Melwani (2021) define this process of threat suppression as identity
labor, in which employees distance themselves from work tasks and interpersonal
connections at work in order to both conserve psychological resources required to manage
their emotional experience, and conceal it from others®.

Leigh and Melwani's research found that Black professionals felt that their race made them
more vulnerable to getting sick from COVID-19 to a significantly greater degree than
White professionals, and that this indeed fit their mega-threat model leading to identity
labor and reduced workplace engagement. However, their work focuses to a greater degree on
race-based incidents of violence that receive significant media attention as mega-threats, such
as murders targeting unarmed civilians due to their race. Specifically, it looks at their impact on
workplace behaviors among Asian and Black professionals. In one study, they looked at the
effects of the 2021 Atlanta spa shooting where individuals of Asian decent were targeted,
looking at differential effects on people of Asian versus White decent. In another study, they
examined differential emotional effects among Black and White professionals after various
police killings of unarmed Black men and women in 2019 and 2020. Across their studies, they
found that a lack of psychological safety in the workplace for discussions of prejudice,
racism and inequality was a key contributor to Asian and Black professionals suppressing
aspects of their identity in order to effectively maneuver interpersonal exchanges with the
majority of their colleagues.

Identity-related stressors partially linked with the pandemic

Related work has looked more broadly at unique and intersectional experiences in and outside
the workplace of people of color, caregivers, women, people living with disabilities and
individuals who identify as LGBTQ+. Many of these pre-dated the pandemic, though most of the
studies described here explored them during the pandemic. Some studies focused on identity-
related stress fueled by the pandemic. Overall, the research shows that there are unique
stressors particular to all identity groups. Some have been exacerbated during the pandemic
while others—microaggressions in particular—were long-standing pre-pandemic.

PANDEMIC-FUELED ISSUES

Research has documented pandemic-related stressors specific to sexual and gender
minorities, such as isolation from social networks due to stay-at-home orders and social
distancing requirements, that have contributed uniquely to elevated emotional distress™®.
In addition, COVID-19 has fueled overt anti-Asian discrimination that in some cases has
manifested in uncivil behavior in workplace settings®'. Quotation 1 reflects the experience of an
Asian American professional early on in the pandemic®.
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Quotation 1

"l was the only Asian American at a
conference with work colleagues and | had an
allergy flare up that day. One woman, seeing
me sneeze, told me | couldn’t be there, that |
needed to leave, and ordered me not to
touch any of the coffee and cookies put out

by the convention. She singled me out when
other people in the conference were
sneezing, sniffling and coughing.”

- Asian American professional

There are also intersectional issues that
extend even beyond overlaps between these
groups to challenges unique to workers
without dependents, fathers of young
children, and ‘onlys’ (defined in Box 1).
McKinsey & Company and Lean In's Women
in the Workplace 20217 survey of 65,000
professionals across U.S. public and private
sector industries documented many of these
issues in detail during the pandemic. For
instance, social isolation has been a

particular challenge for workers without
dependents. At the same time, data indicate
that mothers with young children have
fared worse than fathers with young
children due to work-life balance being a larger barrier to engagement for mothers. While
remote working fathers overall fared relatively well, 15-17 percent reported
disengagement and negative well-being. Meanwhile, remote working mothers who reported
attainment of work-life balance were more likely to also report a positive sense of well-being®°.

ISSUES BEYOND THE PANDEMIC

In addition, McKinsey & Company’s and
Lean In's Women in the Workplace 2020
and 2027 studies point out, unrelated to
the pandemic, that ‘onlys’ stand out in
the workplace due to having one or
more identity that is different from
everyone else’s. Focusing on ‘onlys’
allows for recognition of the
compounding effect of having traits that
are not shared by any other colleagues,
in low diversity work environments. It
acknowledges the different experiences of, for example, being the only woman in the room or
the only person of color in a room compared to being among even a few other women or
people of color. The experience of being an only is characterized in this research by a
greater likelihood of having one’s accomplishments and challenges being closely
scrutinized and experiencing bias and microaggressions. Being a double only—being the
only woman and the only person of color, or being the only person identifying as LGBTQ+ and
living with a disability—makes this experience more intense, increasing the likelihood of
burnout®'.

Box 1: Definition of ‘only’ as an identity status

An ‘only’ is an individual who is often the only
person with their identity characteristics (e.g., race,
gender, sexual orientation, caregiving
responsibilities etc.) in the room at work. Being an

only is dependent not just on an individual’s
identity but on the identities of the majority of
their colleagues being different from theirs.

Source: Women in the Workplace 2027, McKinsey &
Company and Lean In
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Another topic looked at, though not directly
pandemic related, was the common experience of
microaggressions in the workplace among women
and minorities. Notably, Black women were more
likely than all other groups of women to report
experiencing disrespectful and othering
microaggressions. This category of
microaggressions includes Black professionals
overhearing insults about Blacks and other
minorities, being confused by non-Black colleagues
for someone else, having others comment on their
appearance, being expected to speak for all
members of their race or gender, and non-Black colleagues expressing surprise
at Black colleagues’ eloquent or articulate language skills. In Quotation 2, one
Black senior manager described her take on the frequency of microaggressions
experienced at work by people of color™.

Further to this, women with visible and non-visible disabilities were more likely than women
overall to experience microaggressions in which their competency was challenged. This type of
microaggression takes the form of being interrupted or spoken over and having their
judgement in their area of expertise questioned or their emotional state commented on. More
than 50 percent of women with disabilities reported feeling often or almost always burned out
and close to 25 percent reported that their disability had led to missing out on a raise,
promotion, or chance at getting ahead. They were also more likely to feel judged when
requesting or taking advantage of flexible and remote work options. Parallel to this, they were
twice as likely as women overall to say that in the past year, during the pandemic, setting
boundaries around their availability or
taking time off for mental health reasons
Quotation 3 had hurt their career. These negative

“I haven't told my managers about my repercussions lead to high levels of non-
disability. It's not something | talk about at disclosure of invisible disabilities, hurting
work. I'm very open with my personal life, but the disability inclusion cause overall, and

mental health is not something that’s very are evidenced by Quotation 3 by a White
openly talked about in my workplace.” lesbian with an invisible disability'®?.

- White lesbian with an invisible disability

Broadly, the research illustrates that
persons with disabilities in the workplace
experience powerful negative bias. Across
genders, a national U.S. study pre-dating
the pandemic found that 34% of employees with disabilities reported having experienced
discrimination or negative bias in their current workplaces. Close to half of this group felt they
were misjudged, 1/3 had been insulted, and 20 percent had experienced other colleagues
avoiding them. Well over half (57 percent) felt unable to advance in their careers, while this was
reported by 44 percent of employees without disabilities®. This negative bias often goes
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unnoticed and unaddressed as only 25 percent of employees report that their companies
prioritize disability in their diversity, equity and inclusion efforts. More employees—40 percent—
report that their companies prioritize gender and sexual orientation while 60 percent report that
their companies prioritize race'®. Overall, the literature points to disability inclusion efforts in the
workplace receiving less attention than other company diversity efforts directed toward race and
gender inclusion?.

The frequency of experiences of different types of microaggressions are depicted in Figure 5.
Each row represents a type of microaggression, and each column is an identity category. Identity
categories include men, women, LGBTQ+ women, women with disabilities, White women, Asian
women, Latinas and Black women. Cells are shaded to indicate prevalence level with light
shading being lower prevalence and dark being higher. The groups that reported the highest
prevalence of microaggressions are women with disabilities and Black women.

Figure 5: Frequency and types of microaggressions experienced by women
from different identity categories

Women
All LGBTQ+ with
AllMen Women Women Disabilities

White Asian Black
Women Women Latinas Women

Challenges to Competence

Being interrupted or spoken over
more than others

Having your judgement in your area
24% 37% 46% ving your JACE nveur 31%
of expertise questioned
Having others comment on your
12% | 18% [ 30% g others Y
emotional state

Disrespectful and "othering"
behavior

15% 28% 34% 27% 29% 27% 32%

38%

21%

Hearing people express surprise at

0, 0,
your language skills or other abilities 3% 11% 13% 18%

6% 8%

7% 14% Hearing or overhearing ins.ults about 59 99% 99% 16%
your culture or people like you
59 Being confused with some?r.\e else 4% 6% 17%
of the same race/ethnicity
Feeling like you are expected to
6% 13% speak on behalf of all people with 5% 14% 11% 31%
your identity

Heaving others comment on your
4% o v 5% 5% 5%
hair of appearance

Source: Women in the Workplace 2027
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TAKEAWAYS

The literature paints a clear picture of women, racial minorities, individuals identifying as
LGBTQ+ and individuals with disabilities experiencing unique identity-related stressors in their
work environments, both prior to and during the pandemic. Indeed, during the pandemic these
groups have reported higher levels of anxiety and depression than their White (or male) peers.
An ongoing U.S. Census Bureau multi-wave Household Pulse Survey* of pandemic-related
anxiety and depression has gathered time series data starting from April 2020. With samples at
data collection intervals ranging from 40,000-120,000 individuals, the survey data show
consistently higher levels of anxiety and depression among all race/ethnicity categories (except
Asian) compared to Whites, women compared to men, sexual and gender minorities compared
to straight and ‘cisgender® individuals, and persons with disabilities compared to those without.

It is thus reasonable to consider that the unique identity-related stressors experienced by
diverse identity groups contribute to elevated anxiety and depression and may contribute to
task withdrawal and social avoidance behaviors at work, as illustrated in the mega-threat model,
Figure 6, by Leigh and Melwani (2021). As depicted in the model, having a shared identity with
persons affected by mega-threats contributes toward those individuals’ personal experience of
threat (i.e, embodied threat). This then leads to employees utilizing psychological resources to
suppress the experience of threat, resulting in elevated work withdrawal and reduced social
engagement. However, the model theorizes that the establishment of psychological safety
within the workplace for identity-related discussions (e.g., on topics such as bias, discrimination,
inequity and racism etc.) can moderate the experience of threat suppression and its negative
effects on behaviors at work.

Figure 6: Theoretical model of the Influence of Mega-Threats on Individuals at Work

Shared identity
with mega-
threat victim(s) Work
withdrawal

Threat suppression

»~ Cognitive N

Mega- Embodied

threat threat W D),

Emotiona x
Social

engagement

Psychological
safety of identity
discussions

Source: Leigh and Melwani. (2021). Am | Next? The Spillover Effects of Mega-Threats on Avoidance
Behaviors at Work. Unpublished, under peer review as of Nov 22, 2021 (adapted).

1 U.S. Census Bureau Household Pulse Survey
§ A person whose sense of personal identity and gender corresponds with their birth sex.
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At the same time, there are indications that working remotely has relieved some of the work
environment stressors described in the previous section. For example, remote work and
flexibility have been described as having been critical to the health and safety of women with
disabilities'. In addition, a 2021 survey among 10,000 knowledge workers (across the U.S.,
Australia, France, Germany, Japan and the U.K)) found that employee experience measures (i.e.,
valuing relationships with colleagues, being treated fairly, and management being supportive)
rose significantly from mid-2020 to mid-2021 among Black workers. Scores rose by about 30
percentage points, from the 43-48
percent range to the 73-78 percent
range. In the U.S., employee
experience scores among Black
workers rose the most steadily, while
they plateaued for other groups. In
addition, Black workers were more
likely to report that working

Quotation 4

“A big part of the experience of race at work is your
sense of comfort or belonging. If you work in an
environment where you're in the minority, the
office might be less comfortable. But if you can
work at home and not feel a sense of being
constantly on the outside—if you remove that

remotely improved their sense of ‘everyday tension’—that can improve your
belonging than the opposite, while experience. You don‘t have to go into the cafeteria
White workers reported feeling and wonder who you're going to sit with or who is

that working remotely lessened eating with whom."”
their sense of belonging. As shared

- Brian Lowery, social psychologist and professor
by one researcher in Quotation 4, of organizational behavior at Stanford

work environment stressors related University’s Graduate School of Business

to being different from the majority
are eased when work is remote?®.

Across the board, the literature
points to the fact that individuals
have unique identity-related experiences of, contributors to and responses to stress, in and
outside the workplace. Factors include, race, gender, sexual orientation, disability status,
caregiving responsibilities, and the extent to which people work with others who share similar
characteristics. As recommended by Liu and associates (2020), flexible approaches are needed to
meet employees’ diverse needs, and needs should be assessed on an individual basis given their
intersectional diversity across different population groups. For instance, all individuals with
caregiving responsibilities—whether women, fathers of young children, or LGBTQ+ employees
caring for a partner or parent—should be given consideration for needing certain flexibilities
that others may not. Further, while many minorities feel relief in being their full selves while
working remotely, some without dependents may acutely experience social isolation.
Approaches toward flexibility and inclusion that meet individual needs are elaborated on in the
subsequent section.
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Management Actions

Research Question 3: What are examples of management actions that have been
effective in promoting employee engagement for members of equity deserving groups?

This section summarizes the literature on management actions to address employee equity in
the post-pandemic period. Some management actions focus specifically on COVID-19. Others
are more geared toward addressing diversity and inclusion issues that pre-dated the pandemic.

Hybrid and Remote Work

With regard to COVID-19, the literature consistently describes the need to promote and
normalize hybrid and remote work, which will in turn set norms for collaboration,
communication and boundary setting for work-life balance®. It is also important to establish
clear and strong safety precautions for minimizing COVID-19 transmission risk in the office, as
this is associated with increased comfort in returning to the physical workplace®. There is
evidence that ‘job resources’ (i.e., safety systems, communication, decision-making, situational
awareness, fatigue management, and participation in decision-making) are a buffer to the
emotional exhaustion created by perceived risk of being infected at work®.

Psychological Safety in the Workplace

Leigh and Melwani (2021) propose that increasing the psychological safety of identity-based
discussions in the workplace can reduce the need for employees to engage in the task
withdrawal and social disengagement behaviors associated with identity labor and threat
suppression. This is articulated by others as well. Specifically, engaging in open dialogue about
race-related violence in the news in the form of public acknowledgement by senior leaders, as
well as formal and informal discussions and check-ins, both initiated by managers and between
colleagues, are discussed as effective strategies®**. Positive workplace social connections are also
discussed across literature focusing on supporting LGBTQ+ employee engagement?®.

Allyship, Sponsorship and Mentorship

More broadly, allyship, sponsorship and mentorship programs for equity deserving employees
are also well-documented for being effective in increasing equity in the workplace. Common
allyship behaviors in the workplace include informing oneself about diversity issues and
standing up for others who may be experiencing an injustice. However, allyship programs tend
to not be as effective as they could be. More effective allyship entails advocating for new
opportunities and mentoring or sponsoring equity deserving employees®’*%, Referred to as the
‘allyship gap’, these key allyship actions are reported as critical by women of color but are less
employed by women who consider themselves to be allies®. One way to expand and enhance
the effectiveness of employee mentorship/sponsorship is through partnerships with professional
networks that specialize in addressing equity issues within certain fields. An example of this
would be when a science or medicine research organization partners with a professional
network that works on gender equity within a science, technology, engineering, mathematics,
and medicine field®.
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Address Inclusion Through Needs-Based Identity Segmentation

Recent diversity, equity and inclusion literature

has also discussed a forward-looking approach Figure 7: Traditional segmentation
that expands beyond traditional equity or

intersectional groupings. The new approach Q MALE
includes all employees and focuses on needs- . FEMALE
based identity segmentation. This means
examining individuals’ identity-related needs, but . WHITE

including intersectional identities, life-stage, ASIAN
caregiving responsibilities and personality needs, BLACK
in addition to race, gender, sexual orientation or OTHER
disability status*®*'. For example, in the traditional
approach to DEI, a woman might be classified as . STRAIGHT
female, White and straight (Figure 7), and a man . L LGBTQ+
might be classified as an Asian male.

STATIC
However, in reality the woman may have an e Profile: Female, likely to be the
invisible disability, prefers to not have children, primary parent in the future
likes to think out loud, and feels energized by * Benefits that should be offered:

interacting with a lot of people at work. The man Maternity leave, part-time options

. . . .
may identify as LGBTQ+, have an adopted child Source: /t’s Time to Reimagine Diversity, Equity, and

or be caring for an elderly parent, and is best able /<0 (2021) Boston Consulting Group (adapted)
to recharge and focus when alone. Figure 8

provides a visual depiction of the more dynamic reality of employee identity.

Figure 8: Dynamic reality of employee identity

Immigrant Employee

Only child of aging parents Mom

Church worship leader No local family help
Type 1 diabetic Wife

Part of a dual-career household Strong extrovert

“Out loud” thinker Manager

Process oriented Spanish accent

Career switcher Caregiver

Source: /t’s Time to Reimagine Diversity, Equity, and Inclusion (2021) Boston Consulting Group (adapted)
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The needs-based identity segmentation approach takes into consideration not only the standard
identity categories, but also needs specific to individuals’ personality types and priorities related
to their life-stage. Figure 9 provides a visual depiction of how employee needs may be classified
according to a needs-based segmentation. With this approach, individual needs may align with
different groupings depending on their personality and life-stage as well as race, gender,
disability status, sexual orientation and caregiving responsibilities. The key point is that identity
characteristics that are relevant for the workplace are not static. Employee needs vary, and may
change over the course of an employee’s career.

Figure 9: Employee needs change based on career trajectory and evolving life
circumstances

'

YOUNG AND EAGER RISING STAR EXECUTIVE LEADER

e Context: Just starting e Context: Part of a dual- e Context: Mom, rare
career, lots of ambition career household, finding extrovert on executive

e Needs: To feel management style team during the COVID-19
challenges, inspired, e Needs: To feel confident, crisis
excited supported, productive e Needs: To feel secure,

connected with peers

FIRST JOB Promotion  Marriage First child  Promotion Second child COVID-19

Source: /t’s Time to Reimagine Diversity, Equity, and Inclusion (2021) Boston Consulting Group (adapted)
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Disability Inclusion

While management actions to support disability inclusion are discussed separately from diversity
initiatives in the literature, the evidence shows that ensuring disability inclusion is integrated into
organizations’ diversity programs is key to recruiting and retaining employees with visible and
invisible disabilities. One study identified 28 effective disability inclusion practices and separated
them by actions to take at the leadership/executive level and policies and procedures for mid-
level managers, supervisors, and staff (Table 1)*.

Table 1: Management actions that promote disability inclusion

Actions that demonstrate Policies and procedures for mid-level managers,

commitment of leadership/executive | supervisors and staff

management

1. Have an accommodations budget 1. Report progress toward hiring persons with disabilities to
line item to cover costs of senior management.
accommodations for employees. 2. Have internship and summer employment programs

2. Participate in job fairs for people directed toward high school and college students with
with disabilities. disabilities.

3. Have annual targets and assess 3. Identify and select partners that can be valuable in
performance to achieve application recruiting qualified individuals with disabilities.
and employment goals of persons 4. Include “work and disability” as a topic in the company’s
with disabilities diversity and inclusion training.

4.  Have in-house (or contractual) 5. Have internal and external resources to support the goals
disability management personnel of the company’s disability employment and inclusion
that are responsible for handling program.
issues related to the ADA and job 6. Have a mentoring program to promote advancement of
accommodations. diverse persons.

5. Have a hiring manager with a 7. Communicate emergency preparedness policy or
disability. procedures with specific mention of persons with

6. Senior leadership clearly disabilities.
communicates its commitment to 8. Have strategies to attract qualified applications from
employment of people with persons with disabilities.
disabilities. 9. Include disability in the company’s diversity and inclusion

7. Post statement of commitment to policies and procedures.
hiring people with disabilities on 10. Senior leadership communicates clearly and affirmatively
the company website. the company’s commitment to recruit and hire people

8. Have a senior executive with a with disabilities.
disability. 11. Have contracts with employment agencies.

9. Provide disability inclusion training | 12. Have a disability accommodation policy.
for company’s HR recruiters. 13. Include “work and disability” as a topic in the company’s

10. Have a mechanism to assess the new employee orientation training.
number of people with disabilities 14. Offer an Employee Assistance Program.
in the company. 15. Have a process to assess website for compliance of

coding with existing law and regulations.

16. Have a policy to make all job interview candidates aware
of the option to request accommodations for the
interview

17. Emergency preparedness policy or procedures in place
with specific mention of persons with disabilities.

18. Offer health care coverage to employees with disabilities.
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There is also research suggesting that universal design—design usable by all people to the
greatest extent possible, without the need for adaptation or specialized measures—may be
appropriate for organizations in the U.S. to consider. The purported advantages of universal
design include reducing disability stigma and the need for individual accommodations, as well
as increasing employee productivity overall™. As described by Sheppard-Jones et al. (2021), it
encompasses:

® The physical work environment (e.g., effective lighting, space for travel and maneuvering,
minimal noise levels, color contrast in walkways to help with wayfinding);

® Workplace technologies and tools (e.g., captioning, speech to text software, machines
that can be fully operated without visual cues, providing access to cognitive support
technology); and

® Within-work policies, communications, and safety processes (e.g., multi-sensory alarm
signals, high contrast signage, clearly identified and placed emergency equipment,
reflecting respect for all employees within policies and procedures)

At a minimum, employers should understand that there are likely many more people with
disabilities within their workplace than they are aware of. Employees with disabilities tend to
disclose their disability to their manager or direct supervisor prior to their human resources
office. Yet, while disclosure is associated with greater engagement, disclosing comes with fear by
many employees of negative repercussions, such as discrimination or the perception of being
unable to take on certain work projects. Employers should be aware of this, as well as that
disability inclusion encompasses a wide range of activities that go well beyond recruitment and
ensuring representation. Maintaining engagement of employees with disabilities requires an
equity approach throughout employees’ tenure in the workplace'.
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Annex | Glossary of Terms

Allyship

Allyship describes actively promoting and advancing the culture of inclusion through intentional,
positive and conscious efforts by members of an ingroup, to advance the interests of an
oppressed or marginalized outgroup for the benefit of all.

Cisgender

A person whose sense of personal identity and gender corresponds with their birth sex. The
word cisgender is the antonym of transgender. The prefix cis- is derived from Latin meaning on
this side of. Coined in 1994, cisgender began to be added to dictionaries in 2015, as a result of
changes in the way people discussed gender.

Disability / Persons with Disabilities

The definition recognizes that barriers to inclusion are often related to a society’s norms,
attitudes, and beliefs, rather than solely the capacity of the person. A person with disability is
someone who a) has a significant and persistent mobility, sensory, learning, or other physical or
mental health impairment, which may be permanent or temporary, b) experiences functional
restrictions or limitations of their ability to perform the range of life’s activities; and/or c) may
experience attitudinal and/or environmental barriers that hamper their full and self-directed
participation in life.

Diversity

Differences in the lived experiences and perspectives of people that may include race, ethnicity,
color, ancestry, place of origin, political belief, religion, marital status, family status, physical
disability, mental disability, sex, gender identity or expression, sexual orientation, age, class,
and/or socio-economic situations. Diversity is a concept meant to convey the existence of
difference. Each person’s unique combination of differences contributes to their experiences in
ways that can be both positive and negative. Diversity is not a spectrum or a measure. One
person cannot be more diverse than another.

Equity / Equitable

Equity refers to achieving parity in policy, process and outcomes for historically and/or currently
underrepresented and/or marginalized people and groups while accounting for diversity. It
differs from the concept of equality in that it considers differential power, access, opportunities,
and treatment by recognizing that not everyone is starting from the same place or history. Thus,
fair treatment requires deliberate measures to remove barriers to opportunities for some to
ensure fair processes and outcomes.
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Equity Seeking / Deserving

Equity seeking/deserving groups are communities that experience significant collective barriers
in participating in society. This could include attitudinal, historic, social and environmental
barriers based on age, ethnicity, disability, economic status, gender, nationality, race, sexual
orientation and transgender status, etc. Equity-seeking groups are those that identify barriers to
equal access, opportunities, and resources due to disadvantage and discrimination, and actively
seek social justice and reparation.

Inclusion

Inclusion is an active, intentional, and continuous process to address inequities in power and
privilege and to build a respectful and diverse community that ensures welcoming spaces and
opportunities to flourish for all.

Intersectionality

A theoretical framework that was developed by professor Kimberlé Crenshaw in 1989 in a paper
for the University of Chicago Legal Forum entitled “Demarginalizing the Intersection of Race and
Sex: A Black Feminist Critique of Antidiscrimination Doctrine, Feminist Theory and Antiracist
Politics” to explain how African-American women face overlapping disadvantages and
discrimination related to sexism and racism. This approach or lens is a best practice and assists
researchers to better understand and address the multiple barriers and disadvantages that
individuals with intersecting social identities face. Barriers can be systemic and may be related to
race, gender, sexuality, and/or class—they affect access to opportunities in a multitude of areas
(e.g., health, education, wealth, access to justice, etc.) across the lifespan. Using an intersectional
approach to develop policies and research projects helps to better identify and address these
systemic barriers.

LGBTQ+

Lesbian, Gay, Bisexual, Trans, Queer (or Questioning). The '+’ refers to intersex, asexual and all
the new and growing ways humans are becoming aware of sexual orientations and gender
diversity. Some Indigenous Nations use the phrase ‘two spirit’ (2S) to recognize non-binary
identities and/or diversity in sexual orientation.

Mega-threat

A negative, large-scale, diversity-related episode that receives significant media attention. A
mega-threat occurs when an individual or group is attacked, or otherwise harmed, because of
their social identity group and that event is then highly publicized. This term was coined by Dr.
Angelica Leigh in her work examining the emotional impacts on Black people as a result of
exposure to significant media coverage of murders of unarmed Black civilians in the U.S.
between 2016 and 2020.

Microaggression

Refers to brief and common verbal, behavioural or institutional actions that play into
stereotypes or discrimination against a group of people, often from underrepresented groups.
First coined by Dr. Chester M. Pierce in his 1970s research looking at the experiences of Black
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Americans, research on microaggressions has since expanded to examine the experiences of
Indigenous Peoples, people with disabilities, women, LGBTQ+ people and a number of racial,
ethnic and religious groups. Taken in isolation, one instance of microaggression can seem like a
minor event; however, members of underrepresented groups often experience the same
microaggression/s repeatedly over time, producing adverse emotional, social, psychological and
health impacts (trauma) which can also affect their level of productivity and sense of inclusion at
work. Examples of microaggression include implying a member of an underrepresented group is
an “equity hire”; asking where someone is “really from”; downplaying the effects of race, gender,
ability, etc. on lived experiences; implying that someone’s reaction is due to sensitivity, not the
nature of the situation they are in.

Systemic Barriers
Patterns of behaviour, policies or practices that are part of the social or administrative structures
of an organization or system, and which create or perpetuate a position of relative disadvantage
for some persons.

Threat Suppression

This term, also coined by Dr. Angelica Leigh, describes the act of using psychological resources
to hide emotional distress felt from an identity-based mega-threat while in the workplace. The
actions related to threat suppression are also described as identity labor because they are
carried out to avoid expressing certain aspects of one’s identity in order to conform to the
workplace cultural norm. This type of identity labor may also occur in reaction to routine
microaggressions and bias at work.

Universal Design
Universal Design is the design of buildings, products or environments to make

them accessible to all people, regardless of age, disability or other factors. The term was coined
by the architect Ronald Mace to describe the concept of designing all products and the built

environment to be aesthetic and usable to the greatest extent possible by everyone, regardless
of their age, ability, or status in life.
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Annex Il Methods

Design Overview

We employed a comprehensive search strategy intended to cast a wide net to ensure as much
existing evidence as possible was gathered within the allotted level of effort. The search aimed
to gather all directly relevant published literature available, and as much directly relevant grey
literature as possible. Only English language sources were used. Articles, reviews, websites and
other sources published/produced in 2020 and 2021 that shared evidence directly related to the
literature review questions were considered gold standard and the most important type of
source for this review. Beyond this, research-informed literature (including reports and websites)
was gathered, as well as results from relevant research studies published prior to 2020. We
anticipated that the research-informed literature would mainly consist of suggested frameworks
and approaches for understanding and addressing engagement issues particular to equity
deserving groups. Research published or conducted prior to 2020 was considered relevant if it
discussed issues related to employee engagement among equity deserving groups and/or
management actions that were effective in enhancing engagement among these groups. These
three tiers of evidence-types are summarized in Table 2.

Table 2: Tiers of Evidence Types

Tier one: Articles, reviews, websites and other sources
Recent evidence-based published/produced in 2020 and 2021 that
findings share evidence directly related to the

literature review questions.

Tier two: Research that discusses employee
Relevant research engagement among equity deserving
published/conducted prior | groups and/or management actions that
to 2020 were effective in enhancing engagement

among these groups outside of the context
of the COVID-19 pandemic.

Tier three: Suggested frameworks and approaches (e.g.,
Research-informed authoritative thought pieces) understanding
literature and addressing engagement issues

particular to equity deserving groups.
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Information Sources and Methods

A three-pronged strategy was employed to cast a broad net across peer reviewed journal
articles and grey literature. Table 3 shows the search approaches and sources that were utilized.
Reference lists of all articles and reports found were scanned to identify additional useful

studies.

Table 3: Information Sources

Search Approaches

Sources

Database platforms University of Virginia’'s Virtual Library of Virginia,

the State Library of Oregon’s Gale database
platform, APA PsychNet, ScienceDirect, Pubmed

Web and websites Google, Google Scholar

Boston Consulting Group, McKinsey & Company,
Harvard Business Review, Gallup

Contacts Directly relevant research as yet unpublished was

Search Strategy

also included, via direct contact established with
Dr. Angelica Leigh at Duke University’'s Fuqua
School of Business.

A search strategy was systematically employed using keywords, Boolean operators and pre-
determined filters. The search strategy encompassed the following terms and limits:

Table 4: Search Strategy

Phrase Combination Filters
“return to office,” “work | “gender,” “minority,” “equity Published in
from the office,” deserving group,” “diversity,” 2020/2021

“physical workplace,”
“resistance to returning
to the office,” “remote
work,” “work from
home,” "hybrid work”

nou

“inclusion,” “intersectional/ity,”
“Black,” “African American,”
“Asian,” “Latino,” “Latinx,”
“Hispanic,” “Native American,”
“Indigenous,” “racialized,”
“disability,” “people with
disabilities,” “people with visible
and non-visible disabilities,”
“LGBTQ,” "LGBTQ2+,” “non-
binary,” “pansexual,” “asexual,”
“intersex,” “gay,” “lesbian,”

“Queer,” “Bisexual,” “Transgender”
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“employee “gender,” “minority,” “equity Since 2010
engagement,” deserving group,” “diversity,”
“workplace,” “employee | “inclusion,” “intersectional/ity,”
well-being,” “workplace | “Black,” “African American,”
culture,” "workplace “Asian,” “Latino,” “Latinx,”
climate” “Hispanic,” “Native American,”
“Indigenous,” “racialized,”

“disability,” “people with
disabilities,” “people with visible
and non-visible disabilities,”
“LGBTQ,” "LGBTQ2+," “non-
binary,” “pansexual,” “asexual,”
“intersex,” “gay,” “lesbian,”

“Queer,” “Bisexual,” “Transgender”

Inclusion Criteria

Papers were included if they addressed reluctance to return to the office and/or discussed
employee engagement among equity deserving groups. Studies were prioritized if participants
belonged to equity deserving group/s and the results depicted unique results for specific groups
and/or intersectional identities. In addition, studies were selected based on their alignment with
at least one of the three evidence tiers (refer to Table 1). Example survey questions and survey
tools were gathered as part of the original scope of work. However, these have been included as
an annex to this report following the cancellation of an anticipated OAE-planned survey.

Data Charting

All relevant bibliographic references and associated URLs were documented in a user-friendly
searchable spreadsheet included as a separate annex to the report. This resource is intended to
be a tool for information users in order to quickly identify articles that address certain topics by
using Excel’s filter function. An abbreviated version is also included in Annex Ill. Consistency in
data extraction was ensured among the consultants through review and discussion. Detailed
findings were also charted in a word document organized by key topics (i.e., evidence-base,
employee engagement, management actions).

Limitations

There were some limitations of this review, largely related to gaps in the available body of
literature with respect to the topics. Broadly, there is a limited availability of primary research
exploring levels of comfort in returning to the physical workplace following the pandemic-
related work from home period. At the same time, there is a broad body of literature on
identity-related stressors that affect members of certain identity groups uniquely, both within
and outside the workplace. Both to mitigate the limited availability of directly relevant literature,
and due to the rich depth of literature on identity related stressors in the workplace, the latter
was considered relevant to the research questions. However, it should be recognized that the
specific focus of many of these studies was broader than the pandemic and/or physical
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workplace. In addition, the available bodies of literature on workplace engagement among some
identity groups (e.g., women, and Black and Latinx populations) was much larger than that of
others (e.g., individuals living with visible and non-visible disabilities and Native Americans). To
ensure representation across identity groups, information somewhat more disparately related to
the essential literature review questions was sought out, such as labor force participation
statistics and experiences with discrimination. This was particularly relevant for Native American
populations, for whom the information gap is largest. Finally, consideration of differences in the
legal, historical, socio-demographic, political and workplace contexts between the U.S. and
Canada should be made when applying the findings to the Canadian context, though this was
an implicit assumption from the outset.
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Annex lll Article Table

S scholarly article Data stud Sector/
Title + url Year Publisher R report Sample size collection u .y . ector
. location industry
O opinion period
"Are We Doing Enough": An Evaluation Secondary
of the Utilization of Employee Assistance analysis of six _
Programs to Support the Mental Health Journal of large surveys Sept public &
Needs of Employees During the COVID- 2020 Insuran'ce S with samples 2019-July u.s. prlv‘ate/
19 Pandemic Regulation between 250 2020 various
https://content.naic.org/sites/default/files/inline-
files/JIR-ZA-39-08-EL.pdf and 100,000+
A Workplace Divided, Understanding the H Righ 1,615 LGBTQ blic &
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Detailed searchable Excel spreadsheet (referred to as the charting form) submitted separately. It was used to record bibliographic
references, associated URLs, and details on study methods and topics.
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Annex IV Survey Tools

Initially, this review was to include a search for survey questions and tools on employee
engagement during the pandemic and on topics related to returning to the physical workplace
for equity deserving employees. The following survey questions and tools were gathered during
the early phase of the literature review. Different from the Human Resources and Workplace
pulse surveys and the Public Service Employee Survey, surveys in the U.S. during the pandemic
have asked about 1) exposure, hospitalization and deaths related to COVID-19 in employees’
networks (e.g., “Someone | am close to has been hospitalized with symptoms”), 2) impact and
support from colleagues around stress/trauma related to current events that affect particular
communities 3) microaggressions experienced by employees (e.g., judgement questioned in
area of expertise, comments made about appearance/hair, compliments about being articulate,
4) percent of housework and childcare responsible for at home, 5) time spent supporting other
employees’ well-being and helping them manage their workload , 6) time spent on diversity,
equity and inclusion efforts (e.g., mentorship/sponsorship of employees of color) at work.

® | Don't Want to Go Back, Examining the Return to Physical Workspaces During COVID-19
(Journal of Occupational and Environmental Medicine, 2020; U.S. research): Survey in May
2020 of 333 energy sector workers examining individual and health factors, COVID-19
network exposure and organizational transmission control factors in relation to employee
willingness to return to physical workspaces.

® The Relationship Between Engagement at Work and Organizational Outcomes (Ga/lup 2020;
global research): Uses a propriety, formative 12-item measure of factors that contribute to
engagement for routine global survey.

e (COVID-19 and the employee experience: How leaders can seize the moment (McKinsey and
Company 2020, U.S. research): Surveyed 800 employees in March 2020 and identified top
needs and employee experience factors that contribute to engagement, well-being and work
effectiveness. These are described in the article.

® How do ethnic minority foodservice workers perceive employee well-being? An exploratory
study (Journal of Hospitality and Tourism Management 2021; U.S. research): National survey
of 411 food service employees 1) to explore how ethnic minority foodservice workers
perceive employee well-being and 2) to investigate how employee well-being affects their
job performance, organizational commitment, and turnover intentions.

® How to Measure Diversity, Equity and Inclusion (Boston Consulting Group, 2021; evidence-
informed opinion): Boston Consulting Group'’s Diversity and Inclusion Assessment for
Leadership (DIAL) tool measures diversity, equity and inclusion with range of employee
perception and other questions within the categories: recruitment, retention, advancement,
representation, and pay.

® Women in the Workplace 2020 and Women in the Workplace 2021 (McKinsey and Company,
U.S. research) — select survey questions are available here, extracted from the endnotes of
the two reports. Some select all that apply questions did not list all answer options.
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While interacting with co-workers during the past few months, there have been times
when | felt uncomfortable sharing: [Select all that apply] | My work-life challenges;
My status as a parent.

In response to the Covid-19 crisis, which of the following has your company
instructed managers to do? | Take steps to ensure that mothers’ work-life needs are
being met, Take steps to ensure that fathers’ work/life needs are being met. In this
instance, percentage of employees is restricted to responses from parents.

How much do you agree with the following statements? | feel | can bring my whole
self to work. | | have strong allies on my team (i.e., people who use their power to
advocate for people with less power). | Somewhat/strongly disagree.

While interacting with co-workers during the past few months, there have been times
when | felt uncomfortable sharing | My thoughts about racial inequity; My experience
of grief or loss.

Since the start of the Covid-19 crisis, which of the following have you experienced at
work? | Feeling like | can’t talk about the impact current events are having on me or
people in my community.

In the last year, during the normal course of business, have you experienced any of
the following? [Respondents selected from “Yes,” “No,” or “Not sure”] | Being
interrupted or spoken over more than others; Hearing others express surprise at your
language skills or other abilities; Having your judgment questioned in your area of
expertise; Hearing or overhearing insults about your culture or people like you;
Feeling like you have to be careful when talking about yourself or your life outside
work; Being confused with someone else of the same race/ethnicity; Having others
comment on your emotional state (e.g., you're too angry, feisty, emotional); Feeling
like you are expected to speak on behalf of all people with your same identity;
Having others comment on your hair or appearance in a way that made you
uncomfortable; Feeling judged because a child interrupted or appeared on-screen in
a video call.

Which of the following do you do on a consistent basis to support women of color
(including Black, Indigenous, Latina, Asian women) at work? | [Select all that apply] |
actively listen to the personal stories of women of color about bias and mistreatment;
| publicly acknowledge or give credit to women of color for their ideas and work; |
mentor or sponsor one or more women of color; | actively solicit the perspectives of
women of color when making decisions; | take a public stand to support racial
equality; | take a public stand to support gender equality; | educate myself (e.g., read
books, attend events) about the experiences of women of color; | advocate for new
opportunities for women of color; If | see discrimination against women of color, |
actively work to confront it.

In your opinion, which of the following actions most convey meaningful allyship to
women of color? | [Select up to three] Advocate for new opportunities for women of
color; Actively confront discrimination against women of color; Give credit to women
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of color for their ideas and work; Educate themselves about the experiences of
women of color; Mentor or sponsor one or more women of color
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