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The increasingly diverse demographics of Canada and the rising share of educational and financial capital possessed by diverse communities are 

causing organizations across multiple industries to rethink models of success and how to ensure sustainability for the future. Leaders are 

prioritizing to understand the importance of workplace diversity, and how to diversify management and leadership to better reflect the 

communities they serve. 

Throughout our tenure as talent management and workplace strategists for the commercial real estate and development industry, we have 

discovered that at this pivotal time, Canadian business leaders have the unique opportunity to forge a path of innovation and competitively 

remain ahead of the curve. Attention must be deliberate and fixated on all people, as this is the essence of business in the increasingly diverse 

economy of the future. 

Demographics data reveals that the Canadian workplace is undeniably more diverse than at any point in its history. However, those numbers tell 

only a part of the story, as diverse representation is commonly found at the bottom of the hierarchy within companies. As workplace strategists, 

we have observed that progress towards equity and inclusion in the workplace is not only slow, but it is often ineffective.   

We continue to see organizations lag behind when it comes to diverse representation in positions of influence and power at the senior leadership 

level. Its implications continue to touch virtually every industry as evidenced by the #MeToo, #OscarsSoWhite, #BlackLivesMatter, #LoveIsLove 

(LGBTQ2S+ Marriage Rights) and #TransRights (Transgender) movements. The terms diversity, inclusion and equity have not only become 

buzzwords, but an industry unto themselves. 

What we know is that the failures and ineffective outcomes are a direct connection to short-term performative and reactionary behaviours veiled 

under diversity and equity. Moreover, it has become clear to us that the diversity authorities within the academia, private and public sectors 

continue to focus on the wrong areas to address diversity and the how to implement equitable structures that are truly inclusive for all employees. 

It is clearly evident with the increase in reverse discrimination legal suits.   

The homogeneity within leadership, the fear of the unknown, and the polarization of ideas has contributed to the slow progress of understanding 

the essence of the benefits of diversity and its impact on workplace culture, employee engagement and profitability. The challenge arises from 

fundamental lack of exposure and awareness about how to systematically increase and advance diversity, for the right reasons, that directly 

impacts business sustainability. 

We strongly believe that the core to effective and sustainable diversity and equity initiatives and their supporting policies should not solely focus 

on differences but rather on commonalities that connect to the humanity of how people live, work, learn, and play.  

https://www.ncemploymentattorneys.com/news/reverse-discrimination-lawsuits-are-concerning/
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In addition, we know that diversity and equity initiatives have the potential to enhance performance and positive outcomes for organizations. In 

order to do this effectively, leaders must be committed, intentional and invested to evolve the frameworks and workplace practices that integrate 

diversity, equity and inclusion into their mission, culture, community partnerships, supply chain and day-to-day work.  

Collectively, in the era of constant disruption, all employees need to maintain focus on lifelong learning, upgrading skills, knowledge sharing and 

educational training that manifest progressive mindsets and cultural shifts towards inclusion. We are confident that the DIV.e.IN™ Survey will be 

a critical piece to unpack employees’ perspectives as the foundation for diversity and equity to thrive within all aspects of  workplaces. 
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The Matrix DIV.e.IN™ Survey is a four-phase process that is customized to capture, measure and report on the framework of diversity and equity 

within the workplace. Our system purposefully measures all aspects of the organization that includes valuable intelligence for blind spots, hidden 

gaps and growth opportunities that directly impact retention, engagement and development of all employees.  

 

 

 

 

Measure. Compile. Report 

The DIV.e.IN™ Survey allows us to capture key qualitative and quantitative data that will help leaders more thoroughly understand the 

demographics and perspectives of their employees. In turn, this information guides business leaders on the direction and prioritization of practical 

solutions to enhance their business strategy.  

Further, to better understand the aspects of the power of diversity, Matrix360 has created the M360 4Dx Model™ (see Appendix B) to help leaders 

visualize how diversity impacts our workplaces in interconnected ways. The 4Dx Model represents the various dimensions that exist amongst 

people based on:  

 Internal Attributes (IA)  

 External Influencers (EI)  

 Workplace Factors (WF)  

 Global Perspectives (GP) 

The 4Dx Model of diversity dimensions provides the details on how the elements of diversity have the ability to impact workplaces. Having the 

ability to connect the dimensions of diversity to the perspectives of employees offers key insights (blind spots, hidden gaps and victories) to 

understanding the context of diversity that will help guide you to create initiatives, programs, services and policies to evolve your workplace. It is 

important to remember that as you evolve your workplace culture, the more information you are aware of about your employees, the more 

potential there is to effectively build and expand the boundaries of the workplace culture.    
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The formula for diversity is rapidly evolving. It is more than creating a heterogenous workforce, but rather leveraging the workforce to create 

innovative business practices that can set an organization apart and give it a competitive advantage in the global economy. Today, diversity and 

equity are key drivers for a majority of business executives, leaders, community partnerships and stakeholders. A diverse and equitable workforce 

is integral to drive innovation, foster creativity, guide business strategy, and increase profits.  

For the Association of Registered Interior Designers of Ontario (ARIDO) organization, the data extracted reveals an association where a 

strong majority of members are highly committed to diversity, however, are unsure if ARIDO’s business framework and foundation is 

currently diverse and equitable. The vast majority of members believe that in interactions with the association and events they can expect 

to feel safe, and where a large majority of members have not experienced any form of discrimination, harassment, bullying or 

stereotypes. The overall framework of ARIDO seems to reveal a progressive, committed and multigenerational membership that 

acknowledges there is room for improvement for access to opportunities for diverse equity seeking groups.  

The data reveals that ARIDO’s membership has a strong mindset focused on the commitment to diversity, where members believe more action 

driven initiatives need to be created to increase diversity within ARIDO. An overwhelming majority of members believe ARIDO’s advocacy is 

integral for newcomers and interns entering into the industry. The organization, overall, is seen as being in an influential position in the design 

industry and presented with the opportunity to lead the way in diverse and equitable practices. We have highlighted the findings of our DIV.e.IN™ 

survey findings below. (See Appendix A for full graphs of data results and comparisons) 

Demographics Overview  
 A majority of ARIDO members are in the two categories of self-employed and working for large companies 
 Over ¾ of respondents are employed full-time and are employed by interior design firms 
 A large proportion of ARIDO members are in Ownership, Executive and Senior level positions within their companies  
 A large percentage of members live in the central region of Ontario  
 The two largest membership categories are Registered and Intern, making up a majority of the membership base of ARIDO 
 The ARIDO membership is highly educated with over 2/3 of respondents having post-secondary education  
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Diverse Representation 
 Less than ¼ of ARIDO members identify as People of Colour  
 The ARIDO organization consists of a membership that is dominated by a White, female, heterosexual, able-bodied, educated 

demographic 
 Responses indicate that the ARIDO membership does not identify as being Newcomers in the last 12 months 
 The ARIDO membership is vastly diverse in regards to generational categories, similar to the age demographic makeup of Canada 
 Less than 1/3 of the members believe ARIDO’s Board of Directors reflect Canadian diversity 

 
Perspectives for Advocacy & Communications 

 A large majority of members believe ARIDO should advocate for co-op and internship opportunities for newcomers and students 
 A significant proportion of members believe ARIDO is committed to diversity, equity and inclusion  
 Similarly, a significant majority also believes ARIDO should create more diversity initiatives 
 A significant percentage of members are unsure if ARIDO’s communications are diverse and inclusive - this should be further examined 

 
Perspectives for Initiatives and Events 

 A vast majority of members feel ARIDO’s initiatives are inclusive 
 A large majority believe ARIDO events and initiatives offer a safe environment for members to be their authentic selves, free of 

discrimination, harassment, bullying, etc. 
 A large majority believe ARIDO can improve its diverse representation on panels, however a large proportion of members have indicated 

that they are not interested in participating on panels 
 Over 2/3 of the members have highlighted that ARIDO could improve in the following initiatives:  

 Professional Development 
 Mentorship 
 Diversity and Equity Education  
 Disabilities and Accessibilities 

 Over 2/3 of the members are interested in participating and learning more on the following topics:  
 Professional Development 
 Leadership Development 
 Disabilities and Accessibilities  

 A large majority of members believe community outreach and diversity workshops/seminars will increase diverse representation in ARIDO 
 
  



 

 
P a g e  | 10  

Perspectives Related to Workplaces in the Industry 
 An overwhelming majority believe diversity and equity initiatives and polices are important in the workplace  
 Over ¼ of ARIDO members have experienced some form of discrimination, bullying, stereotypes, prejudice, bigotry or harassment based 

on their identities in the workplace 
 Many members have indicated they have experienced one or more forms of “isms” in the workplace, with sexism, ageism, and misogyny 

being identified as the highest in proportion 
 A large proportion of members are comfortable with socializing with people who do not share the same identities 
 A large percentage of members believe that people mistakenly discriminate against others based on race, gender, orientation, abilities 

and age 
 When members meet someone for the first time, people identify age, race, gender and ethnicity as the identities they see first 
 A large percentage of members indicate they are comfortable with speaking about any issues that are related to race, gender, orientation, 

disabilities, emotional and mental wellness 
 

Overall, ARIDO members seem engaged and positive about the association focusing on diversity and equity initiatives and programs. It is evident 

that a large proportion of ARIDO members believe that progress in diversity and equity are important for increasing ARIDO’s presence in the 

industry. In addition, the data suggests that ARIDO should continue to advocate for diverse representation for internship and co-op opportunities 

for newcomers and students. ARIDO members are progressive and possess inclusive mindsets. The ARIDO membership consists of an 

overwhelmingly large percentage of members who identify as female, heterosexual, White and able-bodied; and a large proportion believe ARIDO 

should focus on increasing diverse outreach and initiatives focused on diversity and equity. While the experiences with direct interactions with 

ARIDO have generally been positive, the survey findings do underline that there are significant challenges, like in many industries, to diversity and 

equity that are still present in the workplace.  

Victories 

 A strong majority of the membership expressed positive views about engaging with ARIDO, and indicated events are inclusive, a safe and 

welcoming environment, and without negative experiences related to identities 

 The membership base in ARIDO is well educated and actively participating in the design industry  

 The age demographics of the membership reflect the diversity of age groups in Canada 

 There is relatively good representation of persons with disabilities, compared to the proportions existing in Canada 

 LGBTQ2S+ representation is also relatively strong in ARIDO, compared to Canadian demographic proportions 
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 Over ¾ of respondents have identified they would like to see ARIDO take more action on diversity, equity and inclusion initiatives - this 

suggests that initiatives as part of the strategic plan will likely be well received 

 The commentary in the qualitative questions of the survey indicates a high level of engagement to provide suggestions, share experiences, 

and learn more about the organization’s plans for Diversity, Equity, and Inclusion initiatives 

 Over ¾ of respondents believe diversity, equity and inclusion initiatives and policies are important in the workplace 

 2/3 of ARIDO members have participated in some form of training focused on the Accessibility for Ontarians with Disabilities Act (AODA) 

 

Hidden Gaps & Blind Spots 

Areas that we believe that need to be further examined are as follows: 

Diverse Representation: ARIDO 
 There is a significant imbalance of members who identify as People of Colour and Indigenous persons. ARIDO should further examine and 

prioritize what programs and initiatives can be created and supported to increased representation 

 Only a small percentage of members believe ARIDO’s Board of Directors are diverse and are reflective of Canadian diversity - further 
exploration on recruitment outreach and volunteer programs should be examined  

 Although a small percentage of respondents identify with having one or more forms of disabilities, it is highly encouraged to explore 
educational and engagement opportunities to increase representation in ARIDO’s membership base 

 A small proportion of members identify as being males, and further exploration focused on gender representation should be conducted  

 More than 50% of members only speak English - it is encouraged to explore how ARIDO can increase the rich vibrance of Ontario’s ethnic 
and cultural diversity through supporting educational outreach to newcomers, non-English speaking community groups and educational 
institutions  

 Members indicated that ARIDO should play a larger role in advocating to connect with communities of colour through educational 
outreach, internships and co-op opportunities 

 
Diverse Representation: The Workplace 

 Nearly 40% of respondents believe their employer’s leadership teams are not reflective of the demographics of Canada 
 1/3 of members are either unsure or believe their employer does not have any diversity, equity and inclusion initiatives 

 1/3 of respondents have not attended any education or training workshops/seminars related to the AODA (Accessibility for Ontarians with 

Disabilities Act)   

 ¼ of members are not comfortable in speaking about race and colour issues in the workplace 
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Education and Awareness 
 Further exploration for educational workshops, seminars, blogs and resource library content for members to explore and learn about 

diversity and equity should be examined, as many members indicated an interest in learning more 

 There seems to be a curiosity within ARIDO members to learn more specifically about BIPOC (Black, Indigenous and People of Colour) 
education and outreach. Further opportunities for information sharing should be explored through: the curation of a celebratory calendar 
for cultural events/observances, educational seminars, and partnerships  

Brand & Communication 

 Nearly half of respondents have indicated that ARIDO’s communications are not diverse, equitable and inclusive, and over 40% indicated 
they are unsure. Further exploration on how to capture the diversity of the ARIDO membership, initiatives and activities should be 
examined  

 Members commented on the lack of diverse visible representation on marketing and communications collateral. Further examination on 
how to increase and showcase ARIDO’s diversity committee’s work, the leadership team’s values on diversity and inclusion, website 
content, and additional communications of initiatives/programs should be considered 

 Approximately 1/3 of survey respondents indicated they are unsure of whether they believe ARIDO is committed to diversity, equity and 
inclusion, indicating an opportunity for reinforcing values and communicating commitments moving forward 
 

Products & Services 
 A large percentage of ARIDO members believe that education and community outreach focused on diversity will help increase diverse 

representation. Further exploration on leveraging this through quarterly educational workshops and lunch and learn seminars should be 
considered  

 An overwhelming majority of members believe ARIDO should advocate for internships and co-op opportunities for its members. However, 
there is only a small contingency of members who identify as students and newcomers. Further exploration focused on membership 
drives, internship and co-op programs should be conducted  

 
Safety, Wellness & Belonging: ARIDO Events and Initiatives 

 A small proportion of members shared that they have experienced forms of discrimination, bullying, harassment and stereotypes based on 
their identities. A continued reinforcement of anti-discrimination, anti-harassment, and diversity policies, as well as a revisit of what gaps 
may exist that can be remedied, should be explored. It is recommended to consider educational seminars and workshops to remedy this 

 A small percentage (1/8) of members fear being judged at ARIDO events. Further exploration should be examined and messaging about 
belonging and acceptance should be communicated openly and consistently 
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 Over 50% of ARIDO members believe in story-sharing townhalls, yet over ¾ of members are not comfortable or not interested in sharing 
their stories. Further measures should be undertaken to encourage members of the importance of story-sharing as a means of building 
community and ideas 

 Although a large percentage of members believe there needs to be more diverse representation on panels, an overwhelming majority of 
members are not interested in participating on panels. This suggests a discomfort exists among the membership base. Further, 
educational training for panel workshops should be explored for members 

 A large proportion of members believe people discriminate based on diversity identities, though it is positive that a large proportion of 
employees have indicated that they have not experienced any form of discrimination or harassment. The underlying perspectives and 
factors should be further explored to address discrimination where possible and further reinforce best-practices through educational 
workshops and seminars  

 
Safety, Wellness & Belonging: In the Workplace 

 A significant proportion of ARIDO members have indicated that they have experienced one or more forms of the “isms” in the workplace - 
further education and training workshops for companies should be explored 

 Over ¼ of respondents indicated they have experienced a form of discrimination, harassment, bullying, prejudice, bigotry, or stereotypes 
based on their identities in the workplace 
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Appendix A  
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Demographics Overview – Membership, Region, and Newcomer Status 
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Demographics Overview – Employment, Discipline, and Work Setting 
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Demographics Overview – Company Size and Position Level 
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Demographics Overview – Education and Salary Ranges  
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Demographics Overview – Age Category, Gender Identity, and Diversity Categories 
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Demographics Overview – Race/Ethnicity, Religion, and Languages 
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Demographics Overview – Orientation and Disabilities 
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Demographics Overview – Family Responsibilities 
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Perspectives – ARIDO – Diversity Committment, Representation & Initiatives Action 
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Perspectives – ARIDO - Inclusiveness of External Communications, Initiatives, and Experiences at Events  
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Perspectives – ARIDO – Experiences Storytelling and Diversity Representation on Panels 
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Perspectives – ARIDO – Areas of Improvement Suggestions 
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Perspectives – ARIDO – Topics of Interest 
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Perspectives – ARIDO – Actions for Increasing Diversity Representation  
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Perspectives – ARIDO – Advocacy  

 

  



 

 
P a g e  | 30  

Perspectives – Workplace – Awareness, Representation, and Diversity and Equity Importance  
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Perspectives – Workplace – Experiences in the Workplace 
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Perspectives – Workplace – Comfort with Differences, and Discrimination Occurrences  
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Perspectives – Workplace – First Impressions  

 

  



 

 
P a g e  | 34  

Perspectives – Workplace – Comfort with Diversity and Equity Topics, and AODA Training Attendance   
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Appendix B  
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Data Notice 

The figures displayed in this report are intended to be used for informational and educational purposes. 

Due to the nature of surveys, there exists the potential for a small margin of error that can be caused by variations in  

interpretation of questions by survey respondents, “other” responses categorization/grouping, and rounding.  

 

 

Copyright Notice 

THIS REPORT CONTAINS INFORMATION THAT IS PROPRIETARY TO MATRIX360 INC. 

All Matrix360 DIV.e.IN™ Survey content contained in the “Report” including, but not limited to, the question selection, 

composition, arrangement, structure, and response options, is owned by or Matrix360 Inc, and is protected by Canadian copyright, 

trademark, or intellectual proprietary rights. No part of the DIV.e.IN™ Survey may be copied, reproduced, republished, translated, 

distributed, publicly displayed, or utilized for any commercial purpose, in any form or manner whatsoever, through any means, in whole 

or in part, without the express written permission of Matrix360 Inc. 
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