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Many of our communities, whether
those in which we live, work, or play,
are constantly changing. These are the
communities in which our events take
place; however, communities are not
just a place. They make up our Board of
Directors, our staff, contractors, vendors
and suppliers, our volunteer force, and in
some cases our memberships. They are
the interactions and human behaviours,
the shared experiences and expectations,
values, and beliefs between individuals.
Because of this, some may think that
diversity and inclusion is not something
that can necessarily be seen, has no
tangible benefit, and is hard to quantify.
For this article, we will be focusing
on diversity and inclusion at the Board
level, with staff, contractors, vendors
and suppliers, our volunteers and our
memberships, and how we can create
engaging, diverse, vibrant internal
communities. We will also look at what
the benefits of diversity and inclusion
are and some of the ways we can
measure the success of our initiatives.
Diversity and inclusion continues to
be a hot topic for the LGBT community,
with the most prominent current issues
focusing around trans rights, “bathroom
bills,” and similar matters of policy,
both at the municipal and federal levels.
As a Canadian, the conversation differs
slightly compared to other countries,
such as our American neighbours;
however, the conversations are still
taking place around the world.
Through over fifteen years of
involvement with the Calgary Pride
Festival, the last six of which have been at
an executive level, I have seen the impact
of creating and supporting a diverse
and inclusive community first hand. I
have been involved in and seen shifts
in public policy, and the perceptions
and behaviours of individuals.
As diversity and inclusion can
be a daunting subject, with some
misconceptions about what it is, let’s start
by defining what they are. Diversity is all
the ways we differ. It is what makes us
unique, the sum of all our parts and all
our experiences. Inclusion is the process
of recognizing and bringing these diverse
resources together. Through respect and
connectivity, we are able to harness the
benefit and wealth of knowledge that
these diverse resources have to offer.
When thinking about diversity and
inclusion, with the ongoing growth in
media attention, the words diversity and
inclusion are becoming synonymous with
the lesbian, gay, bisexual and transgender
(LGBT) communities. Some may also be
drawn to thinking about gender equality
as it relates to women’s rights, feminism,
and sexism, as well as ethnic minorities.

If we are talking about diversity as we
defined above however, it means looking
at all those who differ from ourselves.
This may also include race and cultural
heritage, age, disability, marriage, civil
partnership and family units, religion,
pregnancy, and so on. For the purpose of
this article, we are going to be focusing
on LGBT diversity and inclusion.
Global Statistics:
• Only 61 out of 196 countries in
the world prohibit discrimination
in employment because of sexual
orientation.
United States Statistics:
• A report issued by UCLA’s Williams
Institute in 2013 showed that:
• 21% of LGBT employees report
having being discriminated against
in hiring, promotions, and pay.
• 47% of transgender employees
reported similar discrimination
in the workplace.
• The LGBT community earns as
little as $0.68 for every dollar that
heterosexual workers earn, with
equal or greater qualifications.
• According to the American
Civil Liberties Union:
• Only 21 states have state-wide
employment non-discrimination
laws covering sexual orientation
and gender identity.
• 96% of Fortune 500 companies have
LGBT workplace protections and say
that such policies have boosted their
business.
Canadian Statistics:
• A report issued by Angus Reid
indicates that some discrimination
persists for working Canadians:
• 34% of gays and 40% of lesbians
have experienced discrimination
during their professional lives.
• 10% of employees still find
employers and co-workers intolerant
towards LGBT individuals.
• 28% of respondents who have not
come “out” at their workplace say
they fear negative consequences.
According to the Canadian
Community Health Survey:
• 12% of gay men earned less than
their heterosexual counterparts.
So what does this mean for the festival
and event industry? Through the variety
of stakeholders that festivals and events
engage with year after year to ensure
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successful planning and execution,
organizations will likely encounter
several generations of individuals.
These different generations may all
have very different experiences with
diverse communities, and organizational
changes can sometimes be
difficult to accept, causing conflict
or resistance to arise. However, for
millennials and the younger generations,
diversity and inclusion may already
be part of their experience.
In the past, businesses have addressed
issues of diversity and inclusion much
the same as the rest of society, and
based on what was deemed appropriate
by society at the time. Now, we are
beginning to see a global movement
in the workplace, and an ongoing shift
to create more diverse and inclusive
business practices, as the “business
case for diversity” continues to become
a modern business mantra. This shift,
according to a study conducted by the
Williams Institute in 2013 indicates “A
diverse workforce (or in more nuanced
versions, a well-managed diverse
workforce) will lead to lower costs
and/or higher revenues, improving
the corporate bottom line.”
As the success of many of the festivals
and events that I have worked on can
be directly related to the dedication of
a well-motivated and productive group
of staff and volunteers, as well as the
support of local city business units,
vendors and suppliers, research suggests
that there is a direct economic benefits
to creating and maintaining a diverse
workforce. The same Williams Institute
study highlighted the following specific
benefits that would have a positive
impact on an organizations bottom line:
• Improved recruitment and
retention of talented employees
• New ideas and innovations generated
by drawing on a workforce with a wide
range of characteristics and experiences
• Attracting and better serving
a diverse customer base
• Increasing employee productivity
• ecuring business with public sector
clients that require employment
non- discrimination or domestic
partner benefits policies
• Boosting morale and employee
relations by responding favourably to
requests from employees or unions
All of the festivals and cultural events
that I have been involved in have been
managed by non-profit organizations
with a Board of Directors; some (but
certainly not all) have staff, and typically
a robust volunteer component. Calgary
Pride, which is responsible for the
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second largest parade in Calgary, is
also one of the smallest non- profit
organizations, comprised of eight
Board members, currently no paid
staff, and approximately three hundred
volunteers, the majority of which are
utilized the week of the festival.
At this point, I typically hear a lot of
conversation regarding “quotas” and
“seat- fillers.” Personally, I dislike the
concept of a quota, whether it’s staff
or volunteer related, and have always
believed that the best candidate should
be the one to fill the role. At the opposite
end, having been in roles with national
organizations responsible for annual
nation-wide fundraising campaigns to
small volunteer driven festivals with
no paid staff such as Calgary Pride, I’ve
also experienced far too many times
what happens when organizations just
fill a seat because someone raises their
hand and has the time available.
As an organization that works within
and represents the LGBT community,
it would be easy to assume that
Calgary Pride is a diverse and inclusive
organization, and in some respects it
is. The truth of the matter, though, is
that it could do better. The majority of
our Board of Director’s are currently
gay Caucasian males. There is very
little cultural or ethnic diversity, gender
diversity, and even diversity of sexual
orientations. Even for an organization
that is specifically serving the LGBT
community, diversity and inclusion
can be a difficult undertaking.
It is important for an organization,
regardless of what community they
serve and without having to implement
quotas, to be aware of diversity and
inclusion, and can be actively seeking
out equally skilled candidates to recruit
from traditionally discriminated and
underrepresented groups, especially
for key Board positions. This past
year, Calgary Pride began to take an
active role in the identification and
recruitment of Board members, which
saw the addition of a trans woman
and a heterosexual male (who is also
the parent of two young children).
This addition to our Board helped
provide new insight and innovative
approaches to working with the
trans community. Out of this a
new partnership with the Trans
Equality Society of Alberta (TESA)
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was stimulated to expand our
programming, and in March of 2016,
Calgary Pride and TESA held the largest
Trans Day of Visibility event in
Canadian history, and based on
our research the second largest in
the world behind San Francisco.
With diversity and inclusion
conversations focusing more and
more around the LGBT community
recently, there is a definite “business
case for diversity.” Festivals and events
are uniquely positioned to be leaders
in promoting diversity and inclusion
in their local markets through their
interaction with a variety of stakeholders,
from sponsors to volunteers.
What Can You Do To Become a More
Diverse and Inclusive Organization?
1. Assess your organizational
environment to develop and maintain
diverse and inclusive LGBT-supportive
policies, and ensure that they align
with your organizations core values.
2. Evaluate the Board of Director’s, staff,
and volunteers to ensure that there is
diverse representation at all levels of
the organization.
3. Conduct an audit of your contractors,
vendors and suppliers, city and
government agencies, and any other
stakeholders of the organization to
ensure their policies and core values
align with those of your organization.
4. Establish a LGBT affinity group
to promote the professional and
personal development of your Board
members, staff, and volunteers.
How Can You Measure the Success?
1. Improved and increased Board, staff,
and volunteer applications, recruitment,
retention, training, and promotions
from traditionally discriminated and
underrepresented groups.
2. Reduced incidence of discrimination,
and less discrimination leading to an
increase in job satisfaction. This also
relates to reductions in absenteeism
when efforts are made to create an
inclusive organizational culture.
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3. Increased innovations, which could be
measured through initiatives such as
new festival programming and activities,
approaches to sponsorships and funding,
or targeting new segments of the market.
4. Increased membership in LGBT affinity
groups. This allows individuals in
your organization an opportunity to
discuss ideas outside of their specific
business unit in a social setting.
While the focus of this article has been
on the LGBT community, the benefits of
diversity and inclusion can be applied
to other traditionally discriminated
and underrepresented groups, and the
steps on how to become a more diverse
and inclusive organization, and the
ways to measure the success of your
efforts, are not mutually exclusive to
the LGBT community. With a direct
impact on not only the health and
wellness of your staff and volunteers,
but also the potential to improve
your bottom line, as festival and event
professionals, fostering a diverse and
inclusive environment just makes sense!
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