Porter, Sunwing, Georgian, Sky regional,
Nav Canada, Seneca College, Waterloo
Wellington Flight Centre, Aviation World,
Threshold Aviation and others, not just
accept diversity but actually promote and
foster safe, diverse and inclusive cultures.

Greetings from the back seat!
As I
deadhead to Cancun, I find some time to
write at the beginning of a 6-day pairing.
It was a busy deployment for me in Belfast
and now I am based back in YVR for the
winter.
We have set up the dates for the year-end
parties in Vancouver, Toronto and for the
first time, Montréal. These events are a
great way to mingle with like-minded
people safely and share stories.
I realise we are quite lucky in Canada these
days. We’ve come a long way from the
days of police raids in bars, whereas now
the police want to join pride parades.
Aviation organizations like Jazz, Air Canada,

We should not be complacent. South of the
border the current administration is trying
to roll back the clock to naive concepts of
binary genders, requiring transgender
people to maintain their birth gender and
use inappropriate washrooms.
I am encouraged by older aviators who,
self-included, didn’t understand or get it,
but have changed their attitudes and
welcome dissimilar identities. Coming out is
a big part of this change in attitude. Coming
out changes people’s minds when they can
put a face and context to an idea.
Canadian Aviation Pride wants to help
facilitate this current positive change by
providing safe spaces and trying to make
the world a better place. This also means
you, as a reader. You are also a supporter
and I encourage you to be involved,
wherever you are, and make the world a
better place.
Happy Landings!

Peter Litherland
Chair, Canadian Aviation Pride
chair@aviationpride.ca
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We have been asked whether we have any
suggestions on how organizations can be
more inclusive of gender diversity, and so
this month we are dedicating our Diversity
article to this subject. We hope you find it
helpful. Also, Vera has put together an
article which draws on material her interairline Diversity committee has been
working on for our online resources. It is a
scenario, one of several, and poses some
hopefully thought-provoking questions.

As we mention in the section below her
article, do you have a story of inclusion or
exclusion to share? Some aviation
employees believe that the LGBTQ+
community no longer has any challenges at
work, so we would like to provide stories of
both successes and opportunities for
improvement. I would really encourage you
to email
them
to
us
at
info@aviationpride.ca. We will de-identify
all written material before passing on the
information.
This month's cover photo shows the cabin
of the Air Canada Vickers Viscount which is
in the Royal Aviation Museum of Western
Canada in Winnipeg, Manitoba. On the
front bulkhead you can see the golden
maple leaf which we have been using as our
10th anniversary logo throughout 2018.

Adrian Walker
Editor & Vice-Chair
info@aviationpride.ca

by Kelly Kincaid
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With mental health and transgender issues (both individually and together) receiving increased
media coverage in recent months, we thought we’d share a “trans aviation” scenario for
discussion and/or reflection in this month’s newsletter.
In a study published last year, 51% of trans people reported having been diagnosed with
depression or anxiety, and considering that many trans people may not be “out” to their
colleagues and/or employers, a workplace culture that considers the mental health and wellbeing of all employees may be the best approach to looking after our trans colleagues and
everyone else we work with!
The following story is based on real-life events at a Canadian airline. Identifying details have
been removed to preserve anonymity. As you read this story, consider the following: How does
personal and systemic bias play a role in what transpired? Who was affected, and how could
what happened impact safety? How might things have been handled differently in a workplace
with more trans-identified workers or allies in supervisory and decision-making roles?
“Uniform Saga”
Janelle was recently hired by Fly Away Home Airlines
(FAHA). She was excited to work for FAHA because their
hiring materials boasted a diverse group of people, and
the interview emphasized the company’s commitment to
serving Canada’s diverse population. “Everyone is
welcome at FAHA”, is the company’s slogan, and it’s one
that has served the company well, as many customers
specifically choose to fly FAHA on account of their visibly
diverse staff, and the wide range of cultural cuisine
offered on longer flights.
Janelle naturally assumes that her new employer’s slogan means that she, too, is welcome at
work!
Janelle identifies as a transgender woman. Having recently transitioned, her passport and other
documents still reflect her legal name and pre-transition gender. When Janelle calls the uniform
provider towards the end of her initial training, she is refused female uniform pieces. The
employee on the phone cites “company policy” as the excuse for not issuing Janelle the uniform
assigned to the gender which she expresses.
Frustrated and disappointed, Janelle calls a former colleague from her previous workplace to
share her experience and seek advice.
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Definitions:
Cisgender: a term used to describe people who, for the most part, identify as the gender they
were assigned at birth
Transgender: An umbrella term for people whose gender identity and/or gender expression
differs from the sex they were assigned at birth.
Reflection Questions:
Based on the details shared above, who is included in the “everyone” from the company’s
slogan? Who is excluded?
How did the uniform office employee show cisgender bias? What are some things the airline
could have done beforehand to avoid this sort of situation?
Whereas the impacts of cisgender bias on flight attendants and pilots are obvious, the
implications on other workers may be more subtle. How are non-uniformed employees
impacted by transphobia and cisgender bias? (such as office workers, ATC and FSS employees,
etc.)
Why do you think Janelle chose to share her story with someone outside the workplace?

LGBTQ+ people in aviation face some interesting situations that are unique to the
industry. As an organization that promotes inclusion, CAP is in the midst of
developing a series of scenario- and fact-based tip sheets, and we want to hear
from YOU! The above story and reflection question are from one of our inclusion
resources (visit our web resource page for more information).
We’d like to use your experiences and expertise to develop more scenarios for workplace and individual learning. Do you have a story of inclusion or exclusion to
share? Please email us at info@aviationpride.ca. Don’t worry, we will change any
names and identifying details, and our team of writers will come up with some
reflection questions (though you’re welcome to suggest some).
We often receive requests from those in the industry looking for resources to support
learning with operational crew and/or other staff. They report that some straight
employees believe that that there are no more challenges for LGBTQ+ people, and
that being LGBTQ+ in aviation isn’t a barrier any longer. We don’t agree!
Your real life, aviation-related stories can help us make those learning opportunities
authentic for the people who read and hear about them. Please consider sharing
your story.
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There are a million reasons why I love what I do...sometimes it’s the people, or the
destinations, or the challenges, or the feeling of accomplishment. But always, always, always, I
love the view.
- Dorian Pope

Page 6

Silver Dart |November 2018

Our Chair, Peter, spent the last two months in Ireland and took advantage of the opportunity to
do some travelling around the Emerald Isle. In County Galway he visited a historic aviation site
with a Canadian connection! In June 1919, John Alcock and Arthur Brown made the first
Atlantic crossing and landed here 16 hours after taking off from St. John’s, Newfoundland.
Their aircraft was a Vickers Vimy with two Rolls Royce Eagle engines of 360 horsepower each.
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In previous articles we have explored what Diversity is, what Inclusion means, and how to
recognize and combat the biases we unconsciously maintain. We looked at the practical ways
we can design a D&I program, and most recently how to effect the cultural change which this
requires.
In our very first article we noted that some of the more commonly known areas for diversity
are Gender, Age, Sexual orientation, Gender identity, Ableness, Race and Colour, Culture,
Ethnicity, Veteran status or Religion. We explained that achieving a diverse team at any level
brings differing experiences and perspectives into the organization, with the potential for an
improvement in the range of available ideas and outlooks.
Gender diversity has been a key concern of our society in recent years, with a recognition that
women have a much lower representation, and pay, in many fields of work. It seems
reasonable to us that we explore the practical side of how to improve gender diversity in our
aviation organizations. While many of the techniques apply to any diversity group, there are
some specific approaches which are needed specifically to improve gender diversity.
We know that women occupy a lower percentage of leadership roles than men, and that using
quotas provides results without eliminating the bias which has been behind the disparity, thus
leaving the culture as it was. How does one make the company ‘bias proof’?
First, gender diversity needs to be in the top few strategic priorities of a company, and must
have commitment from the CEO and each level of management. Within the already-designed
D&I program, examine the current percentages of men and women in areas of recruitment,
retention, promotion, senior staff levels, project teams, and look also at those same metrics in
company suppliers, all the time looking for disparities. For example, what could you do to
challenge the reality that pilot and mechanic positions are largely male?
Look at internal communications and see if there are gender-specific terms being used, or
whether there is a level of gender-neutrality which maintains a balance and therefore an
attractiveness to both genders. Perform a pay-gap analysis. Run a D&I internal survey. Share
company gender diversity information in the form of an internal labour map, to identify the
demographics for all employees to see.
Review job descriptions and ask whether some requirements would tend to favour men rather
than women. Make sure that the job descriptions emphasize the opportunities to learn, and
that they do not list any more requirements than are truly essential for the job, in order to
open up the pool of eligible candidates.
When hiring, consider using search firms and gender-supportive networks to identify possible
candidates, whether for an immediate vacancy or even just with an eye to the future. Are there
any existing gender-diverse pipelines to tap? Consider not starting the interview process until
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you have as many women in the pool as men. Have the interview panel itself be diverse, which
will make candidates from underrepresented groups feel more comfortable rather than the
‘odd one out’. You might even consider using gender-stripped resumes to give no idea of the
applicant’s gender until they have been screened in for further assessment. Have performance
management appraisals of hiring managers recognize good performance in achieving gender
diversity, and in breaking down gender bias.
We will publish the second half of this article in next month’s newsletter. If you would like to
read it now, please go to our web site’s online resources section and download the entire
article, as well as any others you may have missed.
Author: Adrian Walker

Year end party - Peter & Leo's party room
6:00 pm to 10:00 pm
1155 Homer Street, 2nd floor lounge
Friday 7 December Door Buzz code ‘137’
Potluck, bring a dish, BYOB
RSVP by email to Peter with what you are
bringing at chair@aviationpride.ca
Year end party - Pilot Tavern, 22 Cumberland St,
Toronto, 5:30 pm to 7:30 pm
Friday 30 November RSVP by email to Peter at chair@aviationpride.ca
Event is free,
Just pay for your own drinks and food
Fête de fin d’année - Year end party
Complexe Sky
1478 rue Sainte-Catherine Est
Vendredi 30 novembre de 18h00 à 20h00 - from 6:00 pm to 8:00 pm
Friday 30 November

Winter Warm Up - Palm Springs CA,
7 - 10 February 2019 Renaissance Palm Springs Hotel
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Montréal

Toronto

Vancouver
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Thursday 25 October 2018
For CAP’s October meeting, five Directors attended and a volunteer, Paul, who will be assisting
us with website design and marketing initiatives. After a briefing by Paul on his recent
marketing proposal including some of his recommendations for reaching out to members and
our community, it was agreed that Peter, our Chair, would meet with Paul the following day in
Toronto to review CAP’s Strategic Plan and current Action Plan.
Year-end events in Toronto, Montréal and Vancouver were finalized and Adrian will circulate a
proposed list of 2019 events for discussion.
Vera gave a comprehensive briefing on a networking and mentoring event she has started
planning with a youth-led anti-discrimination organization. This initiative will bring together
youth interested in aviation with industry leaders and LGBTQ+ professionals. She also advised
that workplace training on inclusion is available through the same organization and it was
agreed that this is something that all Board members will participate in.
The meeting concluded after an hour and fifteen minutes.

CHAIR - PRÉSIDENT
Peter Litherland
VICE CHAIR - VICE-PRÉSIDENT
Adrian Walker
TREASURER - TRÉSORIER
Dorian Pope
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DIRECTORS - DIRECTEURS
George Patton
Vera Teschow
Calvin Hui
______________________________________
Email - Courriel: info@aviationpride.ca
______________________________________
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Canadian Aviation Pride's Web Page contains
information about our organization, our
objectives and who we are. Check it out,
including our Resources and Newsletter
pages!

La page Web de Canadian Aviation Pride
contient
de
l'information
sur
notre
organisation, nos objectifs et qui nous sommes.
Découvrez-le, y compris nos pages des
ressources et des bulletins!
http://www.aviationpride.ca

http://www.aviationpride.ca

FB Page

FB Group

Instagram

Twitter
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For more information about Nav Canada visit
http://www.navcanada.ca
Pour plus d'informations sur Nav
Canada visitez http://www.navcanada.ca

For more information about Jazz Aviation LP visit
https://flyjazz.ca/en/
Pour plus d'informations sur Jazz Aviation LP visitez
https://flyjazz.ca/fr/

For more information about Waterloo Wellington Flight
Centre visit http://www.wwfc.ca or call 519-648-2213.
Pour plus d'informations sur la Waterloo Wellington
Flight Centre visitez http://www.wwfc.ca ou appelez
519-648-2213.
Silver Dart |November 2018
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Thanks for taking the time to read our Merci d'avoir pris le temps de lire notre
newsletter. As we get closer to each event, we bulletin. Plus proche de chaque événement,
will send out further details and a reminder.
nous enverrons d'autres détails et un rappel.
If you would like to volunteer or help lead an
event, or if you have ideas you would like us to
consider, please don't hesitate to let us know.
Email us at info@aviationpride.ca.

Si vous voulez être un bénévole, ou aider à
diriger un événement, ou si vous avez des
idées à nous soumettre, n'hésitez pas à nous
le faire savoir. Envoyez-nous un courriel à
info@aviationpride.ca.

Blue skies and tail winds!

Ciel bleu et vent arrière!

Copyright © 2018 Canadian Aviation Pride
All rights reserved.
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