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Institutional Telephone Number:
902-494-6513

Does your institution have an EDI Action Plan for the CRCP?

Yes

PART A: EDI Action Plan - Reporting on Key Objectives Analyses, Systemic Barriers, Objectives
and Indicators

Date of most recent plan (e.g. latest revision of the public plan):

09/18/2019

Rating given action plan in most recent review process:
Satisfies

Name of vice-president level representative responsible for ensuring the implementation of the plan:
Alice Aiken

In developing their action plans, institutions were required to conduct: 1) an employment systems
review; 2) a comparative review; and 3) an environmental scan (see program requirements here).
These assessments were required in order to identify the specific systemic barriers and/or
challenges that are faced by individuals from underrepresented groups (e.g. women, persons with
disabilities, Indigenous Peoples and racialized minorities, LGBTQ2+ individuals) at the respective
institution; institutions were then required to develop key S.M.A.R.T. (specific, measurable, aligned
with the wanted outcome, realistic and timely) objectives and actions to address them.
 
Indicate what your institution’s key EDI objectives are (up to six) as outlined in the most recent
version of your action plan (either the one approved by TIPS or the one currently under review by
TIPS), as well as the systemic barriers/challenges identified that these objectives must
address. Please note that objectives should be S.M.A.R.T. and include a measurement strategy.
List the corresponding actions and indicators (as indicated in your institutional EDI action plan) for

https://www.chairs-chaires.gc.ca/program-programme/admin_guide-eng.aspx#equity_requirements
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Key Objective 2

Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) Key
Objective 2:

Recruiting and Retaining a Diverse Workforce with Emphasis on Historically Under-Represented Groups – Align Human Resources
(HR) practices and policies for CRCs (hiring, recruitment, promotion, performance management, succession planning) with diversity
and inclusiveness goals.

Systemic barriers - 
Please provide a high-level description of the systemic barriers (e.g., summarize what the barriers are and how
they were identified):

The following systemic barriers and needs were identified through an employment systems review (2016), comparative review of
institutional supports for Canada Research Chairholders (2019), an environmental scan (2017), and a working climate survey for
CRCs (2019). These initiatives were undertaken to identify barriers and gaps related to recruitment, hiring, career progression,
training and development, retention and accommodation.    1. Hiring Committees need to review the role of equity/diversity
representation and the role or need for an equity/diversity advocate.  2. A need was identified to recognize institutional contributions
by historically underrepresented faculty members, and CRCs in particular, who may experience increased administrative
responsibilities and feel overburdened.  3. A need was identified to better acknowledge inclusion and the value of strengths brought
to the Dalhousie community by the recruitment and hiring of a diversity of applicants, for example, valuing staff and faculty who
have diverse work experience, speak multiple languages, etc.  4. 
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Next Steps (indicate specific dates/timelines):
Building on support from the previous CRC EDI stipend, the Vice-Provost, Equity and Inclusion, with support from the Office of
Research Services, will perform an environmental scan on EDI resources and policies at other universities across Canada and the US
(March 2023). This will support the development of a Policy on EDI in Research, to provide researchers with guidance on considering
EDI within the context of the research team and the research environment, as well as incorporating EDI within the research design.
This will also support a greater understanding of EDI principles amongst faculty, staff and students, which is essential for providing
an inclusive working environment.

Was funding from the CRCP EDI stipend used for this key objective?

No

If the answer to the previous question was 'yes', indicate how much of the funding was spent on this key objective
and specifically what the funds were spent on.

Key Objective 4

Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) Key
Objective 4:

Regular Monitoring, Assessing and Reporting Diversity and Inclusiveness Performance. Dalhousie monitors and assesses effectiveness
of diversity efforts and publishes regular reports for the purpose of institutionalizing a culture of diversity and inclusiveness planning
and continuous assessment.

Systemic barriers - 
Please provide a high-level description of the systemic barriers (e.g., summarize what the barriers are and how
they were identified):

The following systemic barriers and needs were identified through an employment systems review (2016), comparative review of
institutional supports for Canada Research Chairholders (2019), an environmental scan (2017), and a working climate survey for
CRCs (2019). These initiatives were undertaken to identify barriers and gaps related to recruitment, hiring, career progression,
training and development, retention and accommodation.  1. Differences were noted within the Quality of Work Life survey for
underrepresented groups, including the four designated groups. Consultation with underrepresented groups and development of a
strategy that responds to these differences is needed.  2. Institutional EDI surveys and initiatives could be tailored such that results
may be applied with a CRC lens and focus.

Corresponding actions undertaken to address the barriers:
1. Hold discussions and workshops with faculty, and in particular with underrepresented faculty, including the FDGs, and CRC
Chairholders.  2. Perform a Campus Climate Survey tailored to Key Performance Indicators developed under the Diversity and
Inclusiveness Strategy.  3. Require that applicants for CRC job postings include a completed Self-Identification Questionnaire.  4.
Promotion of Dalhousie’s census “Be Counted”, including specific outreach to CRC Chairholders by the VPRI.  5. Continued monitoring
of representation of historically underrepresented groups including the FDGs at the undergraduate, graduate and post-graduate
levels across research disciplines.  6. Development of CRC EDI Advisory Group, consisting of representation from the Offices of the
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Next Steps (indicate specific dates/timelines):
The Manager, Employment Equity was hired (May 2022) and will finalize the revisions of the Employment Equity Plan, for submission
for final approval. Implementation will begin in summer and fall 2022. The Plan will contain specific actions and recommendations
that will help ensure Dalhousie continues to attract a diverse pool of researchers and further strengthen the recruitment and
selection processes used to identify CRCs at the University.    The Dalhousie Census is part of the university’s Strategic Plan (2021-
2026), Third Century Promise, Inclusive Excellence pillar that focuses on aspiring to be an accessible destination employer and the
national leader in championing equity, diversity, inclusion and accessibility. The 2020 Report (released August 2021) included details
on Enrolment Diversity Trends for undergraduate and graduate students, as well as community representation for undergraduate,
graduate, postgraduate students, degrees awarded, faculty, staff, postdoctoral fellows, CRCs and Senate. Dalhousie is committed to
employment equity and wishes to institute active measures to eliminate discrimination and to reverse the historic under-
representation of Indigenous peoples (especially Mi’kmaq), Black/African descent (especially historic African Nova Scotians), and
other members of racialized groups, persons with disabilities, women and persons identifying as members of the 2SLGTBQIA+
community within its workforce. As an extension to Dalhousie’s Be Counted census data, additional efforts are ongoing to examine
disaggregated data to include a breakdown of racialized minorities to Black, African Nova Scotian, and of Indigenous to Mi’kma’ki.
Greater data analysis and reporting of intersectionality is planned. (December 2022)    A review of the CRC IEDIAP in response to the
results of the Your Voice Survey and the Employment Systems Review will be completed. Systemic barriers and action items will be
identified, and the plan will be updated accordingly. (March 2023)
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EDI Stipend Objective 1

Additional Objectives (if applicable) 

Table C1. Provide information on the objectives associated with your institution’s EDI Stipend application,
including the funding and timelines, for the reporting period.

EDI Stipend Objective 2

EDI Stipend Objective 3

EDI Stipend Objective 4

EDI Stipend Objective 5

EDI Stipend Objective 6

Part D: Engagement with individuals from underrepresented groups

Outline how the institution has engaged with underrepresented groups: e.g., racialized minorities,
Indigenous Peoples, persons with disabilities, women, LGBTQ2+ individuals, during the
implementation of the action plan (during the reporting period), including how they have been
involved in identifying and implementing any course corrections/adjustments, if applicable. For
example, how was feedback gathered on whether the measures being implemented are resulting in
a more inclusive research environment for chairholders of underrepresented groups? How has
intersectionality been considered in developing and implementing the plan (if applicable)? Have
new gaps been identified? How will members of underrepresented groups continue to be
engaged? (limit: 10 200 characters)

Underrepresented groups have been engaged throughout the reporting period during the implementation of the action plan, with
specific examples provided below:    Institutional membership for the National Center for Faculty Development and Diversity.  As
mentioned above, the Vice Provost, Equity and Inclusion consulted with faculty members from equity deserving groups to determine
how the institution could better support retention, and in particular for early career researchers. It is well established that
researchers from equity deserving groups are frequently asked to take on additional administrative duties and can often feel
stretched with their time. Following these consultations, training programs that focused on grant and publication writing, time
management skills, and faculty success programs were identified as a top priority.    Based on these consultations and following a
recommendation from researchers who had participated in past programs, Dalhousie purchased an institutional membership to the
National Center for Faculty Development and Diversity (NCFDD) in winter 2021. This organization offers virtual, on-demand training
programs across a variety of areas, including those listed above (writing, time management, early career faculty success, etc.).     The
opportunity to participate in the NCFDD programs was targeted primarily at Tier 2 CRCs and faculty members from equity deserving
groups. However, the institutional membership allows all faculty and staff to participate in the training opportunities offered.      Belong
Seminar Series – Breaking Barriers.  Through consultation with faculties as well as with researchers from equity deserving groups, the
Vice Provost, Equity and Inclusion developed the concept for the seminar series. Based on feedback from the community, a list of
prospective speakers from equity deserving groups was developed. Seminars took place in Spring-Summer 2021. In addition to
providing a networking opportunity to enhance collaborations, the seminar series was seen as a unique opportunity to build
connections and relationships with leading researchers from equity deserving groups, which could potentially serve as a starting
point for future recruitments (for both CRC positions as they come available and regular tenure track positions).    The institutional
membership to the NCFDD and the Belong Seminar Series – Breaking Barriers directly support Objective 2, Action Item 8, for the
development of awards, training programs and a lecture series to support the recognition of non-traditional career paths and
research.      Employment Systems Review:  In fall 2021, Dalhousie completed an employment systems review focused on inclusion and
equity in employment. Faculty and staff were invited to give input on experiences and observations about working at Dalhousie
through virtual open consultation forums. The review focused on members of groups that have been marginalized or historically
underrepresented at the university, including members of the FDGs. These groups were engaged through open consultation forums
held for members of equity deserving groups, e.g. faculty with disabilities, racialized faculty, LGBTQ2S+ faculty, Indigenous faculty,
women, where participants were invited to share about their experiences working at Dalhousie. Opportunities to provide confidential
comments was offered, which provided flexibility if timing of particular sessions were not convenient. The results from the
employment systems review, and the feedback from faculty from equity deserving groups, have helped shape the development of an
Employment Equity Plan at Dalhousie and form the basis for specific action items that will be undertaken over the coming years. The
Employment Equity Plan will be formalized in 2022, with implementation planned for fall 2022.       Accountability on Institutional
Reports:  Dalhousie University has developed several reports examining systemic barriers and providing recommendations in
addressing these barriers. These include: “Breaking Barriers: Report of the Task Force on Access for Black and Native People” (1989),
“A Report from the Committee on Aboriginal and Black/African Canadian Student Access and Retention: A Focus on Financial
Support” (2015), “Report and Recommendations of the Committee for Dalhousie’s Strategic Initiatives on Diversity and Inclusiveness
(Charter 5.2), “Diversity and Inclusiveness Strategy Progress Report” (2019), “Report on Lord Dalhousie’s History on Slavery and
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