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Next Steps (indicate specific dates/timelines):

As Chairs become available in 2023-24, Dalhousie will continue to focus recruitment on attracting researchers from equity deserving groups, including the FDGs, to
further increase diversity to meet and exceed interim and December 2029 targets for Indigenous peoples, persons with disabilities, racialized minorities and women and
gender minorities. Dalhousie recognizes that the current level of diversity amongst Tier 1 CRCs is low and gaps in targets for racialized minorities and women and gender
minorities still exist. Upcoming CRC recruitments are aimed at addressing current gaps in representation amongst Tier 1 CRCs and will be restricted to candidates that
self-identify as women or gender minorities and racially visible persons or Indigenous peoples. All Chair recruitments will be available to Indigenous candidates,
regardless of targeted demographic area in the job advertisement as part of Dalhousie’s commitment to the Truth and Reconciliation Commission Calls to Action and
Dalhousie’s Indigenous Strategy. Upcoming Tier 2 CRC recruitments will be restricted to candidates who self-identify as persons with disabilities. Recruitments for 
Tier 1 CRCs and  Tier 2 CRCs are underway, with nominations expected to be submitted by April 2024 and April 2025. It is anticipated that these measures will close
remaining gaps in representation across all four FDGs for both Tier 1s and Tier 2s by the December 2025 interim target. Through the annual “Be Counted” census,
Dalhousie collects self-identification data from staff and faculty. This data allows the university to actively monitor and address gaps in representation from equity
deserving groups within the university at all levels (faculty, administration, staff, students), and is used to help guide recruitment and retention. To date, over 90% of
faculty and staff and over 80% of students have provided self-identification data. Dalhousie has instituted the practice of disaggregating the “racially visible” self-
identification data to include those who identify as Black and/or African Nova Scotians, and further focuses the “Indigenous” data to include those who identify as
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Challenges encountered during the reporting period:
Changes in culture due to COVID-19 resulted in a shift of most events (including meetings, awards ceremonies and seminar series) from in person to virtual. While virtual
events do often support greater accommodation for participation, this may have also limited networking possibilities. As we move forward into a post-COVID-19 era,
events are moving to a hybrid format. This may continue to affect participation, networking, and impact of events.

Next Steps (indicate specific dates/timelines):
The Office of the Vice-Provost Equity & Inclusion will explore various funding mechanisms to determine whether an Institutional Membership to the NCFDD might be
continued. Given the large interest by the student population, it might be an initiative to expand with the Faculty of Graduate Studies (January 2023). By 2025, the
faculty mentorship program will be expanded from currently only tenure-stream faculty to also include Instructors and limited-faculty, maintaining the focus on members
of equity-deserving groups. With the support of the CRC EDI stipend, in 2023 the EDI RA will interview non-Chairholders regarding their experiences at Dalhousie with
respect to the CRC Program and other awards and prizes to use as a comparator to the Chairholder interviews conducted in 2020-21. This will focus on recruitment,
retention, and mentorship and will be used to ascertain the different experiences of Chairholders and non-Chairholders at Dalhousie for the purposes of refining
recruitment and retention strategies for equity-deserving CRCs at Dalhousie. Moving forward, Dalhousie will shift focus to the recruitment and retention of Indigenous
researchers including CRCs. The Office of Research Services and the Office of the Vice-Provost Equity and Inclusion are working to support ongoing recommendations
and actions from Indigenous community feedback, both internal and external to the University, with specific attention to recruitment and retention strategies. This work
is anticipated to be completed by Spring 2024.

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

�1�R

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 3

Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) Key Objective 3:

Integrating Diversity, Inclusiveness and Equity Goals into Systems, Structures, Policies and Practices.

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. A need was identified for increased managerial and
supervisory skills and knowledge in accommodation in both hiring and employment 2. A need was identified for university-wide coordination and updating of accessibility
and mobility needs on campus, including access to buildings, offices and meeting spaces. 3. A need was identified for standardization of hiring practices across the
university to allow for diversity and equity accountabilities and monitoring results. 4. A need was identified for broadening the definition of qualifications to include non-
traditional scholarship and traditional ways of knowing in job postings and similarly in the hiring process. This barrier affects faculty, including CRCs, related to career
progression, recruitment and hiring in all designated groups. 5. Oversight of ongoing CRC recruitments requires a higher-level focus to provide a second look at job
advertisements, short-listed candidates, and job offers.





12/7/23, 3:25 PM RespondentResponses.htm

file:/ RespondentResponses.htm 8/13

Outcomes and Impacts made during the reporting period:
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Next Steps (indicate specific dates/timelines):
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 2021 Report (released August 2022) 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 correct the historic under-representation of Indigenous peoples (especially Mi’kmaq), Black/African descent (especially historic African Nova��
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PART B: Challenges and Opportunities

Challenges

Other than what has been outlined in the section above, outline any challenges regarding the implementation of the EDI action
plan. If COVID-19 has had an impact on the implementation of the institution’s action plan, please outline how below. How has
or will the institution address these challenges? (limit: 5100 characters):

The COVID-19 pandemic resulted in challenges that have continued to disproportionally affect researchers who are from historically underrepresented groups as well as
early career researchers. The availability and ability of researchers to participate in additional initiatives was sometimes challenging, as it represented an additional
request of their time. A balance is needed to ensure that the initiatives designed to support and enhance EDI effectively seek out feedback without creating undo burden
on researchers’ time.

Opportunities

Other than what has been outlined in the section above, outline any opportunities or successes regarding the implementation
of the EDI action plan, as well as best practices that have been discovered to date. (limit: 5100 characters):

As a large institution that is committed to equity, diversity, and inclusion, Dalhousie is fortunate to have many ongoing initiatives related to examining and improving EDI.
This includes the ongoing yearly census, historical reports on racism and how it influences the current climate and culture, workplace climate surveys and the
employment systems review. This work helps to shape and inform the CRC Institutional EDI Action Plan and allows for the action items developed within to potentially
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Part D: Engagement with individuals from underrepresented groups

Outline how the institution has engaged with underrepresented groups: e.g., racialized individuals, Indigenous Peoples,
persons with disabilities, women, 2SLGBTQIA+ 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:
Employment Equity Plan: Dalhousie recently introduced (Fall 2022) an Employment Equity Plan (2022-2026) that focuses on 7 key priorities that cover the life cycle of
employment at Dalhousie and over 50 actions to help promote a more representative and inclusive workforce. This Employment Equity Plan is the result of
comprehensive and far-reaching consultations which began with the 2021 Employment Systems Review (ESR). The review comprised more than 22 open consultation
forums; a confidential comment form for online submissions; many personal meetings and communications; discussions with employee group and bargaining unit
representatives; and a review of internal and external literature. The findings of the ESR framed the backbone of the first draft of the Plan. After the Plan was initially
drafted, it was brought forward for further consultations and review with leaders, staff, and faculty across the university. The Employment Equity Plan (2022-2026) will
help attract and retain more diverse talent and deliver on Dalhousie’s pivotal role in the economic and social well-being and development of our communities and our
commitment to the Inclusive Excellence pillar as part of Dalhousie's Strategic Plan (2021-2026), Third Century Promise. The Employment Equity Plan provides Dalhousie
with a set of overarching priorities and concrete actions that will help us enhance the access, opportunity, and success of equity-deserving groups across the institution.
Employment Equity Leads have been designated in each Faculty/School, Unit/Department, and division to support the implementation of the actions in the Plan. The
Leads will: identify the top priorities and actions within the Plan for their division and map out strategies (in collaboration with division leaders) to ensure their
implementation; monitor the implementation of these priorities and actions and provide support, suggestions, and feedback related to implementation; serve as liaison(s)
between HR/ Employment Equity and their divisions; contribute to quarterly reports on the implementation of the Plan. The Leads are responsible for ensuring that the
Plan’s priorities and actions are fulfilled within the timelines as described in the Plan. 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 Race” (2020), “Toward an African Nova Scotian Strategy for
Dalhousie University”, and the “Dalhousie Indigenous Strategy”. To support implementation and accountability the Office of the Vice-Provost of Equity and Inclusion
began an initiative to develop Pan-University committees that will be responsible for monitoring the progress and implementation of recommendations outlined in the
aforementioned reports. Six pan-university committees have been formed, and they will be responsible for monitoring six dimensions within EDI: 1. Campus Climate, 2.
Curriculum, Teaching, and Learning, 3. Research and Innovation, 4. Recruitment, Retention, & Promotion of Faculty, Staff & Administrators, 5. Student Access & Success,
and 6. Community Engagement. Committees include representation from across the university. Faculty and staff caucuses for underrepresented groups are participating
on the pan-university committees. Committees will meet quarterly, and reports will be provided to the Office of the Vice-Provost, Equity and Inclusion. Committees have
identified top priorities and working groups have been formed to identify the ongoing efforts at the institution to address recommendations on the above-listed reports.
Dalhousie will continue to engage and work with networks that represent EDIA groups, including those on campus (faculty and staff caucuses, African Nova Scotian and
Indigenous Advisory Councils, etc.) as well as off-campus (i.e. Canadian Black Scientist Network).

PART E:  Efforts to Address Systemic Barriers More Broadly within the Institution

Briefly outline other EDI initiatives underway at the institution (that are broader than those tied to the CRCP) that are expected
to address systemic barriers and foster an equitable, diverse and inclusive research environment. For example, are there
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Before submitting your report, please ensure that your responses are complete. You will not be able to edit the
information after it is submitted.
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This information will be sent to the Tri-agency Institutional Programs Secretariat when you click 'Submit'. You will
receive a confirmation email with a copy of your completed form in HTML format once it is submitted.
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