
 

 

Initial JEDI Findings & Insights for CSLA and Provincial Associations  

Capillary Consulting was engaged in October 2021 to develop a JEDI Strategy for CSLA, the provincial component 
associations and the LACF. This is a summary of Capillary Consulting’s activities and discovery in these first months of 
engagement. The combined task forces had an opportunity to review and validate the findings presented below. 

What we did… 

This was the first in a national series of focused conversations on JEDI to be undertaken by the CSLA, LACF and the 
component associations, who are committed to creating opportunities to pursue these conversations. 

• Over 35 hours spent in rich conversation and gathering insights from CSLA and component association members  
• Eleven, one-on-one interviews with staff and presidents/board members from CSLA, AALA, AAPQ, APALA, BCSLA, 

LACF, MALA, NuALA, NWTALA, OALA, and SALA 
• Fourteen, 90-minute focus groups were held for members representing MALA, NuALA, APALA, AALA, SALA, NWTALA, 

BCSLA, OALA, AAPQ, CSLA and component association board members, female identifying; 2SLGBTQIIA+; ethnic non-
white; first language not English or French; Indigenous, First Nations, Métis, Non-Status; and individuals with differing 
abilities including physical, health, mental wellbeing, and other identifications  

• Representative sample of the membership: students, interns, managers, partners, and board members 
• Cross-section of attendees: private practice, different sized companies and firms, municipalities  
• Emails received and feedback included from individuals unable to attend the sessions 

The focus groups were optional and attended by members who volunteered their time and identified with the association 
or identity of the focus group, e.g. a member of NuALA or Female-Identifying. We acknowledge that the focus groups 
received a lower turnout than we hoped for, possibly due to covid fatigue, scheduling conflicts, and other factors, which 
led to certain groups being under-represented or absent from the conversation.  

What we heard…  

Diversity is… 
 

“…a variety of different people and having the different 
opinions, thoughts, voices and cultures being heard, being 
seen, and being utilized to strengthen any company or 
organization or situation you are inhabiting.” - OALA Member 

“…NOT just being the type of person who looks good 
on our firm’s website” – MALA Member 
 

Inclusion is…   

“…not making it sound like it is a burden, a negative that 
you have to deal with those of us from different cultures that 
aren’t white.” – Latina Woman Of Colour (WOC) 

“…feeling welcomed. To be a part of something. 
Having a voice and being respected and valued for 
it” – APALA member 
 

On Equity…  

“I would like to see proactive leadership on equity issues; diversity issues…and a recognition of the diversity and 
equity problem.” – WOC 

Justice, Diversity, Equity and Inclusion in the LA Profession 

There has been more diversity in the field over the years, with an increased participation of women, and an interest in 
including diverse groups and communities, such as immigrants to Canada and the 2SLGBTQIA+ community. However, a 
number communicated that the profession of landscape architects is still largely run by “the old white boy’s club,” who 
have a limited consideration of how traditionally marginalized groups experience the industry. In particular, while there 
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are more diverse communities within the profession and industry, there are still few women in leadership positions, and 
a very small representation of black, indigenous and people of colour (BIPOC) in the field and in positions of leadership. 

A heightened awareness of the need for diversity and inclusion, of wanting the truth, and a motivation to “do better” 
exists within the profession and associations. There is an appetite for change, but many don’t know how to change.   

Barriers to the profession 

• The expensive cost to get established in the profession, including education, the number of years of study, length of 
internship, and the accreditation process, which includes the exams, are very costly; and the “payoff” is challenging.  

• A gap between graduation and the working world, where there is not enough mentorship for new graduates, especially 
immigrants and POC, with female-identifying immigrants and POC being the most impacted. 

• The Associations in general are viewed as very insular, needing to proactively engage diverse groups and their views  
• Communications, promotions, and advertising for education and paid positions is inaccessible. 

Community Engagement 

It was conveyed that landscape architects tend to build public spaces for the community without engaging with the 
community. Many believe that the profession “exists to build out public spaces,” but inclusion of the users of the spaces 
is lacking, especially youth, local communities, and those who are actively seeking engagement. 

• People vs $$$ as a driver for design. Design lacks engagement and is not inclusive of the diverse populations.  
• Space needs to be designed to be flexible to accommodate changing needs such as addressing mental health during 

COVID lockdowns. We can see how there was a need to reinvent public space and the utilization of space as a result.  

White Fragility & Resistance to Change 

• Continued systemic exclusion stemming from unchanged colonial frameworks. “Generationally, there are differences 
when it comes to responsibility. The younger generation does care.” – Female Board Member 

• “It feels like we are going too fast with these initiatives. We need to go slower” – many voices in response to a 
letter sent by the student group asking for the CSLA to support the #BlackLivesMatters movement, 15 months ago 

 
Gaining Momentum for JEDI Initiatives  

• Increase representation and see diverse members participate in panels and discussions. People need to see 
themselves in forums, panels, workshops, and it must be accessible to members. 

• Have members contribute to building what they want to see, and engage the association in it. 
• Emotional labour of education and awareness shouldn’t be for the minority or impacted individuals to bear. 
• This is a learning process, and we need to support the members and staff to model JEDI behaviours. 
• Establish JEDI-specific goals that will be monitored and measured. 

What’s Next? 

In the coming months, the CSLA, LACF and component association task forces will validate the findings in Phase 2 of the 
project. Capillary Consulting will provide regular updates via the CSLA, LACF and component association communications. 

 

 
RESEARCH & 

BENCHMARKING 

Of similar organizations for insight 

into best practices, challenges, 

and opportunities. This will feed 

into strategy development. 

THOROUGH REVIEW 

To identify implementation 

techniques and the creation of 

supporting documents that will be 

available to all members.  

IMPLEMENTATION 
STRATEGY 

Rollout of a high-level 

implementation strategy to all 

members and key stakeholders. 

DEPLOYMENT of  ACTION 
PLAN 

Creation of an Action Plan, with 

input from members and the 

opportunity to review and 

comment. 

Phases 2 + 3 Include: 
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