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ABSTRACT
Like many other countries, Canada’s academic 
system has been challenged to achieve 
proportionate representation of historically 
underrepresented groups. Canadian equity 
law identifies four designated groups (FDG) 
for whom conditions of disadvantage shall 
be corrected: women, Indigenous peoples, 
persons with disabilities, and members of 
visible minorities. In 2006 the Canadian 
Human Rights Tribunal issued a settlement 
agreement with the Canada Research 
Chairs program, a federally-funded research 
program, in response to a complaint 
concerning the lack of representation of the 
FDG among the program’s appointed Chairs. 
The agreement identified a series of measures 
and actions, such as setting equity targets 
and ongoing tracking, that the Program would 
undertake. In 2017, due to lack of progress 
in improving equitable participation in the 
Program, the Program established new 
requirements for institutions to develop 
equity, diversity and inclusion (EDI) action 
plans. 

This case study examines how the University 
of Ottawa implemented its EDI action plan to 
meet the regulatory compliance requirements 
of this national research chairs funding 

program, and how it used the plan to help 
drive equity, diversity and inclusion activities 
at its institution. The study describes the 
activities undertaken by the Vice-President 
Research Office, including the analyses 
conducted to identify barriers to participation 
in the program, actions taken, and results 
achieved. Over a two-year period, the 
University recruited more than 20 research 
chairs from underrepresented groups, thereby 
meeting all equity targets and exceeding 
targets for three of four groups.

In conjunction with the initial implementation 
of the EDI plan, broader institutional level 
activities were undertaken, including creation 
of an advisory committee that guided the 
development of a broader EDI in Research 
Action Plan.

Key observations from this study are: effective 
equity, diversity and inclusion strategies are 
sustained efforts which are context-specific; 
compliance requirements can be effective 
incentives if implemented as part of a larger 
institutional transformation; and research 
administrators have a key role to play in this 
area, which is part of their expanding tool kit.
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BACKGROUND
Similar to many other countries, Canada’s 
academic system has been challenged to 
achieve proportionate representation of 
historically underrepresented groups. In 
their comparative analysis of Canada, United 
States, United Kingdom and Australia, Henry 
et al. (2017) noted that irrespective of the 
differences in how these four countries 
categorize the academic work force, there is 
evidence that underrepresentation occurs 
everywhere, with women underrepresented 
relative to men across all groups, and evidence 
of significant differences in the representation 
of historically racialized groups. This under-
representation points to long-standing, 
inflexible barriers to access and participation 
(Henry et al., 2017).

Canada’s federal employment equity law 
defines four designated groups (FDG): women, 
Aboriginal people (referred to as Indigenous 
peoples), persons with disabilities, and 
members of visible minorities (Employment 
Equity Act, 1995). The Canadian Human Rights 
Commission oversees enforcement of this law 
whose purpose is to ensure that all Canadians 
have equal access to the labour market and 
that employers correct the disadvantages 
that individuals in these groups experience 
(Canadian Human Rights Commission, 2022). 

In 2003, a complaint was filed with the 
Canadian Human Rights Commission against 
the Canada Research Chairs Program, a 
federally-funded research chairs program 
established in 2000, concerning the lack of 
representation of the four designated groups 
among the program’s appointed Chairs. In 
2006 the Canadian Human Rights Tribunal 
issued a settlement agreement in which the 
Program agreed to implement a series of 
measures and actions, such as setting equity 
targets and ongoing tracking, to address the 
equity issues raised by the complainants 
(Canadian Human Rights Tribunal, 2006).

Following its initial implementation of the 
settlement agreement, the Canada Research 
Chairs Program reviewed progress as part of 
its regular five-year program evaluations. In 
the first evaluation, evaluators recommended 
that universities be more transparent in 
their Chair selection and renewal processes; 
however, the next evaluation in 2016 was 
more critical, focusing on the fact that 
universities were not meeting their equity 
targets (Canada Research Chairs Program, 
2010, 2016). In response to this 15th-year 
evaluation of the Program, the Program 
released its own Equity, Diversity and Inclusion 
Action Plan in spring 2017 which included 
additional requirements for institutions—
some to be met by October of that same year, 
and the remainder to be completed two years 
later, in December 2019 (Canada Research 
Chairs Program, May 2017).

This case study focuses on how a Canadian 
university, the University of Ottawa, 
implemented its Institutional EDI Action Plan to 
meet the regulatory compliance requirements 
of the Canada Research Chairs Program, and 
how it used this to help drive equity, diversity 
and inclusion activities at its institution. 

PROGRAM REQUIREMENTS
The Canada Research Chairs Program is a 
federal program which funds more than 2000 
research chairs in Canadian universities. 
The Program aims are “to attract and retain 
excellent researchers in Canadian universities; 
to improve universities’ capacity for generating 
and applying new knowledge; to strengthen 
the training of highly qualified personnel 
(HQP); and to optimize the use of research 
resources through strategic planning” (Canada 
Research Chairs Program, 2010, p. 1). 

Institutions are awarded two types of Chairs 
(Tier 1 for senior researchers and Tier 2 
for early career researchers) based on the 
amount of research funding the researchers at 
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their institution have received over the three 
previous years from the three federal granting 
agencies (SSHRC; NSERC; CIHR). Universities 
then nominate researchers to receive these 
Chairs. These nominations are peer-reviewed 
and awarded by the Program.

The Canada Research Chairs Equity, Diversity 
and Inclusion compliance requirements 
and timelines were: 1. Posting of Public 
accountability statements on institutional 
website (October 27, 2017); 2. Development 
of Institutional Equity Action Plan (December 
15, 2017); and 3. All Equity targets would 
be met (December 2019) (Canada Research 
Chairs Program, 2017). Action Plans were 
required to pass the Program’s peer review 
process. Institutions were required to meet 
all requirements in order to receive ongoing 
funding from the Program.

In 2017, the University of Ottawa, one of 
Canada’s research-intensive universities, had 
an allocation of 75 Canada Research Chairs. 
The bilingual institution located in the nation’s 
capital of Ottawa was in a rapid growth phase, 
with a student population of 41,800; 1,250 
regular professors; and research revenues 
which exceeded $320 M. It had met its CRC 
targets for only one designated group (visible 
minorities).

The Canada Research Chairs program 
defines equity as “…the removal of systemic 
barriers and biases enabling all individuals 
to have equal access to and to benefit from 
the program.” Diversity is “… differences 
in race, colour, place of origin, religion, 
immigrant and newcomer status, ethnic 
origin, ability, sex, sexual orientation, gender 
identity, gender expression, and age” and 
“…must be accompanied by concerted and 
meaningful efforts to ensure inclusion.” Finally, 
inclusion is “…the practice of ensuring that all 
individuals are valued and respected for their 
contributions and equally supported…” (Canada 
Research Chairs Program, 2021a, para. 1). 

DEVELOPMENT AND 
IMPLEMENTATION OF 
INSTITUTIONAL EDI ACTION 
PLAN
The Vice-President, Research was responsible 
for the development of the uOttawa Canada 
Research Chairs Institutional EDI Action 
Plan (IEDIAP). These activities were led by 
the University Research Office, Research 
Management Services, the unit responsible for 
the internal management of the university’s 
Canada Research Chairs program (CRC).

A review was undertaken of the University’s 
policy and administrative context to inform 
the development of the Action Plan. This 
employment systems review included an 
overview of institutional policies and practices 
related to the university’s management of its 
CRC allocation, equity data collection, resource 
allocation, and retention and inclusivity. The 
review showed that the university had significant 
gaps in the representation of all four designated 
employment equity groups in all employment 
categories, as indicated in the university’s 
2016 employment equity report to the Federal 
government (University of Ottawa, 2019).

Staff also conducted a comparative review of 
existing CRC holders (2013 to 2018) to assess 
disparities within the distribution of chairs 
(men, women, visible minorities) and the level 
of support provided to these groups. Annual 
start-up funds, tri-agency participation rates 
and levels of tri-agency research funding were 
analyzed. Any identified issues were addressed 
in the action plan, for example, the process 
for awarding start-up funds was revised and 
standardized. Feedback was also provided by 
the Working Group on Diversity and Inclusion, 
Employment Equity. This group included senior 
leaders from faculty affairs, human resources, 
human rights office, and the research office. 
Members provided advice and support on how 
to address gaps in University policy (for example, 
development of a preferential hiring policy). 
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This analysis identified barriers and practices 
that could adversely affect the participation of 
individuals from the FDGs, namely: 

1) The inability to recruit sufficient 
candidates from the FDGs and the lack 
of mandatory training on the impact 
of unconscious bias for those involved 
in the recruitment; 2) The lack of 
standardized data to monitor and report 
on performance, both at the institutional 
level and for CRC holders; 3) The lack of 
focused attention on activities to support 
the retention and inclusion of Chairs who 
are members of the FDGs; and 4) The 
need for greater institutional commitment 
to diversity and inclusion. (University of 
Ottawa, 2019 p. 5)

The university’s linguistic requirement that 
professors teach in both English and French 
was another challenge. This requirement 
further restricts the pool of candidates in 
that a mere 4% of the world’s population (300 
million) are French speakers (Organisation 
Internationale de la Francophonie, 2018). 

The Action Plan identified actions and 
indicators to address these barriers (University 
of Ottawa, 2019, pp. 15-18) (See Annex). 
The Plan was reviewed internally by key 
stakeholders and selected Chairholders from 
the FDGs prior to submission to the national 
program for peer review. Regular progress 
reports were provided to the university’s 
senior administration as well as the national 
program.

RESULTS
In order to meet Program requirements, the 
original CRC EDI action plan submitted to the 
CRC Program in December 2017 was updated 
twice (in December 2018 and September 2019). 
In early 2020, the latest revision received the 
ranking of “Satisfy”, an indication that the 

University could continue to submit new Chair 
nominations and renewals to the Program.

During the implementation of the CRC EDI 
Action Plan (from 2017-2020), the University 
achieved the following results: 1) Increased 
the representation of the FDGs amongst CRC 
holders (Table 1 below): the university met all 
targets set by the CRC Program and exceeded 
targets for three of the four designated groups 
(women, visible minorities and Indigenous 
peoples). Between 2017 and 2020, the 
university successfully recruited a total of 21 
CRC holders belonging to one or more of the 
FDGs. These Chairs, representing various fields 
and disciplines, both national and international 
(U.K, U.S. etc.) recruits, with a limited number 
of internal nominations, will be instrumental 
in advancing the university’s research in the 
coming years. 2) In collaboration with key 
sectors across campus, Research Management 
Services (RMS) incorporated EDI in the 
recruitment and selection processes by: 
providing mandatory unconscious bias training; 
developing and implementing preferential and 
selected hiring mechanisms; reviewing internal 
CRC recruitment guidelines with an EDI lens 
to limit barriers and increase transparency; 
and appointing the Special Advisor to the 
President on Diversity and Inclusion to sit on all 
selection committees for CRC recruitments. 3) 
With regards to data collection and reporting, 
a self-identification form was developed to 
collect self-reported data of CRC applicants, 
and gender-based analysis of current CRC 
holders was performed. Lastly, in terms of 
strengthening institutional commitment to 
EDI, in 2018 the Vice-President of Research 
launched the IDÉE committee to identify EDI 
priorities for the broader research community. 
This committee recommended creating a 
dedicated EDI full-time staff position to lead the 
development of a broader uOttawa EDI Action 
Plan for Research, establishing EDI targets for 
internal Chairs programs, and improving equity 
and diversity considerations in the selection of 
Prizes and Awards.
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Table 1: uOttawa Target Setting Findings for the Four Designated Groups 2017-2020

Demographics Women Visible Minorities
People with 
Disabilities

Indigenous Peoples

Target 
in Chairs

Number 
of Chairs

Target 
in Chairs

Number 
of Chairs

Target in 
Chairs

Number 
of Chairs

Target in 
Chairs

Number 
of Chairs

December 2017 19 13 9 10 2 * 1 *

August 2020 18 23 8 11 2 * 1 *

Source: Internal self-identification data, Research Management Services. 
*Numbers suppressed due to small cell size.

In spring 2019, the University of Ottawa was 
selected as one of 17 Dimensions program 
pilot sites, a program led by the federal tri-
agencies to recognize the equity, diversity 
and inclusion (EDI) achievements of Canadian 
post-secondary institutions. The objective of 
the program is to support cultural change 
that eliminates obstacles and inequities 
within the research community (Natural 
Sciences and Engineering Research Council, 
2021a). This program is part of a suite of 
tri-agency commitments to EDI in research 
which includes fair access to tri-agency 
research support and equitable participation 
in the research system (Natural Sciences and 
Engineering Research Council, 2021b).

Other accomplishments of the CRC EDI 
Action Plan included: a Women Research 
Chairs mentoring group (of approximately 
20 individuals) was established in 2019/2020; 
EDI was included in key strategic planning 
activities such as the University’s Strategic Plan 

and the uOttawa Strategic Research Plan 2020-
2025; in-house training sessions on Diversity 
and Inclusion were provided to senior leaders 
of the Vice-President Research Office to foster 
a leadership culture of inclusion. 

NEW CRC EDI TARGETS
In July 2019, the CRC Program reached 
an agreement with the plaintiffs of the 
2006 Canadian Human Rights Settlement 
Agreement which outlines the terms of 
a revised agreement (“2019 Addendum”) 
(Canada Research Chairs Program, 2021b). The 
Addendum includes setting new equity targets 
for universities to progressively meet over 
the next 10 years (Table 2). The University is 
updating its CRC EDI Action Plan to meet these 
targets. As of June 2021, the CRC Program 
reported that 85% (N: 55/65) of institutions 
had met their December 2019 equity targets 
(Canada Research Chairs Program, 2021c).

Table 2: uOttawa CRC EDI Targets for Four Designated Groups (2019 and 2029)

Groups 2019 Equity Targets New Targets (2029 deadline)

Women 31% 50.90%

Persons with Disabilities 4% 7.50%

Visible Minorities 15% 22%

Indigenous 1% 4.90%
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ADDITIONAL ACTIONS
In late 2020, the Vice-President Research 
Office commenced work on the EDI Action 
Plan for Research to extend EDI to the broader 
research community. The action plan identifies 
actions to support institutional commitment 
to EDI in research, whose goal is to develop 
an inclusive climate in which systemic barriers 
are addressed so that uOttawa researchers 
and trainees from underrepresented or 
disadvantaged groups can fully participate. 
This work is guided by an advisory committee 
composed of a cross-section of University 
research community members (researchers, 
graduate students, staff members) 
representing underrepresented groups, 
members of key research governance bodies 
and professors whose research focusses on 
EDI-relevant areas. The Action Plan addresses 
five underrepresented groups (women, visible 
minorities/racialized persons, Indigenous 
peoples, persons with disabilities, LGBTQ12S+ 
community members) and identifies four 
main recommendations: 1) build awareness 
and recognize excellence; 2) strengthen 
professional development; 3) provide 
institutional support and infrastructure; and 
4) measure needs, evaluate performance 
and document lessons learned (University 
of Ottawa, 2021). In order to maximize 
integration and impact, the committee 
ensures close linkages with the University’s EDI 
Strategy which is under development, as well 
as other related initiatives underway, including 
an anti-racism task force and the University’s 
participation in the Dimensions Pilot.

EVALUATION AND ANALYSIS
In implementing its CRC EDI Action Plan, 
the Vice-President Research Office clearly 
achieved the equity targets set out by the 
Canada Research Chairs Program and it 
completed the activities identified in the plan. 
However, it is unlikely these activities alone 

would have achieved lasting change because 
diversity measures by themselves generally 
have limited effectiveness and more inclusive 
approaches are necessary to address systemic 
inequities. 

FROM DIVERSITY TO INCLUSION
Several aspects of the uOttawa CRC EDI Action 
Plan focus on standard diversity measures, 
such as the diversity of applicants versus 
those hired, number of individuals who have 
taken implicit bias training, number of venues 
where jobs were posted, number of selection 
committee memberships approved, and 
progress towards meeting equity targets. 
There is mixed evidence on the effectiveness 
of diversity activities and whether they 
increase the representation of marginalized 
groups or reduce discrimination (Noon, 2017). 
While diversity training or implicit bias training 
workshops are widely used, there is little 
evidence of their long-term effectiveness and 
they may have unintended negative impacts 
(Dobbin & Kalev, 2018). 

Moss-Racusin et al. (2014) note that diversity 
training programs which place pressure 
or blame on participants appear least 
effective in addressing implicit bias. Rather, 
they propose that training approaches: be 
grounded in scientific evidence; use active 
learning techniques, such as problem-solving 
and group discussion; and be regularly 
evaluated. This will increase the likelihood of 
their improving participants’ awareness of 
diversity issues and increasing their propensity 
to take action. Failing this, they argue that 
interventions are more likely to uphold the 
existing system which perpetuates biases. 
Perceptions and institutional culture can 
also mitigate effectiveness. Dover, Major and 
Kaiser (2016) found that diversity measures 
can be perceived as discriminatory and unfair 
treatment by members of privileged groups, 
such as whites and men. Further, Sinclair 
(National Academies of Science, 2020) notes 
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that how colleges frame diversity is more often 
geared to the preference of the establishment 
than the needs of ethnic minorities. 

To improve the effectiveness of diversity 
training, Dobbin and Kalev (2018) suggest 
that it be included in a wider program of 
change. Such a program of change will 
necessarily focus on creating an inclusive work 
environment. In higher education, Stefani and 
Blessinger (2018) note, “…building a culture 
and mindset of inclusion is imperative in order 
to create a meaningful learning environment 
that embraces and values diversity.” This 
perspective is consistent with the growing 
body of management literature on inclusive 
leadership (Creary et al., 2021; Ferdman et al., 
2020; Moss, 2019; Bourke & Espedido, 2020).

Creating Inclusive Environments through 
Transformative Change

Bilimoria, Joy and Liang (2008) note 
that simplistic solutions cannot address 
systematic, historical, and widespread 
inequities in academia; rather comprehensive 
transformation, which addresses 
organizational systems, structures and 
processes and individual practices is 
needed. Such transformation will address 
key academic career transitions, such as 
recruitment, promotion and tenure and 
progress through the pipeline, including 
leadership roles. Crimmins (2020) notes the 
need for cohesive commitment by academic 
organizations and individuals with strong 
support for diversity and inclusion embedded 
across all schools and centers in an institution.

An important example of a transformative 
approach is the U.S. National Science 
Foundation ADVANCE Institutional 
Transformation program, started in 2001, 
which encourages institutions of higher 
education to address aspects of academic 
culture and institutional change. Rich findings 
have emerged from the experiences of 
the more than 40 institutions which have 

participated in this program whose aim is 
to increase participation of women in the 
science and engineering workforce (National 
Science Foundation, 2021). Mechanisms to 
support retention and development include: 
faculty workload (O’Meara et al., 2019); faculty 
networks (O’Meara & Stromquist, 2015); 
networking and mentoring micro-grants for 
pre-tenure faculty (Virginia Technical Institute, 
2010); and departmental sessions on culture 
and climate (Bowen & Debinski, 2012). 

Bilimoria and Singer (2019) identified 
numerous effective practices for gender 
equity transformation from the Case Western 
University ADVANCE study at the individual, 
department/faculty and institutional levels 
(See Figure 1). Outcomes achieved by the six 
research institutions involved in its IDEAL 
program included institutionalization of 
climate surveys, faculty development positions 
or offices, mentoring programs, search 
committee workshops and participation 
in university-wide initiatives such as hiring 
initiatives. 

The uOttawa CRC EDI Action Plan contained 
some transformative elements but was not 
comprehensive. For example, key internal 
factors, such as senior administration support 
and involvement, clear vision with milestones, 
visibility of actions and outcomes were put 
in place. In addition, clear outcomes were 
identified (e.g., increased representation 
of the FDGs), and the transformation was 
institutionalized through new structures, 
tools, and processes for recruitment. The 
fact that the Chairs were highly coveted, 
prestigious research positions used for 
external recruitment provided an opportunity 
to showcase the value and results of the 
centrally-administered structured recruitment 
processes that faculties were required to 
follow. This helped to drive further reflection 
and additional changes within the university, 
for example, a request by some faculty 
members that EDI be a consideration in all 
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academic recruitment processes and that it 
be reflected in the selection process for the 
internal research chairs program.

As uOttawa has moved forward in developing 
a broader EDI in Research Action Plan, it has 
built on the momentum created and lessons 
learned from implementing the CRC EDI Action 
Plan. This has included broadening the scope 
of stakeholder involvement and imbedding 
engagement and consultation throughout its 
development processes. An in-house survey 

of Canada Research Chairholders on their 
experiences and EDI activities within their 
research teams provided valuable information 
to inform the plan (University of Ottawa, 2021). 
The implementation of the plan will help the 
University address aspects of academic culture 
and will drive institutional change to promote 
a more inclusive workplace where members 
of underrepresented or disadvantaged groups 
are valued for their contributions and have a 
strong sense of belonging. 

Figure 1: Effective Practices for Gender Equity Transformation from Case Western University’s 
ADVANCE Institutional Program, 2003-2008

RECOMMENDATIONS AND 
LESSONS LEARNED
Key observations from this study are: effective 
equity, diversity and inclusion strategies are 
sustained efforts which are context-specific; 
and research administrators can play a key 
leadership role in supporting EDI.

Implementation is Context-Specific

There is a growing body of literature that 
indicates diversity improves the quality 
of scientific outputs (Valantine & Collins, 
2015) and on the effectiveness of individual 
diversity and inclusion activities themselves; 
however much more work needs to be done. 

Ultimately it is important to recognize that 
equity, diversity, and inclusion initiatives are 
cultural transformation activities. Academia 
has been slow to respond to the opportunities 
that diversity presents, and it is unlikely to 
change quickly in dismantling systemic power 
structures that have been insurmountable 
barriers to progress. 

Because the focus of EDI is to identify and 
address systemic barriers to participation, 
including examining those conditions 
under which they occurred, this work is 
context-specific, and it must engage the 
individuals affected. “Nothing about us, 
without us” must be a guiding principle. 
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Tools such as critical race theory can be 
useful to examine power differentials and 
promote understanding of concepts, such as 
intersectionality (Crichlow, 2015). 

Internal and external factors such as institution 
size; type; demographics; language; location; 
local culture and heritage; governance; and 
regional geopolitics can contribute to barriers. 
How these barriers are constructed within the 
institutional ecosystem will in turn influence 
the strategies and actions needed to create 
equitable access. For example, consider the 
2020 murder of George Floyd, a Black man, 
by police officers in the United States and 
the increasing prominence of the Black Lives 
Matter movement. This tragedy sparked 
outrage throughout the world, and yet the 
internalization of this event was experienced 
differently in various cultures. In Canadian 
universities, the response, while dramatic, was 
more muted than in the U.S. and it focused 
primarily on civil discourse about racism 
(Corbet & Garriga, 2020). 

To some degree, the CRC EDI action plans 
in Canadian universities are reflective 
of institutional characteristics and local 
situations. Smaller universities which are more 
regionally focused and have fewer research 
chairs tend to encounter fewer problems 
in achieving their targets, while research 
intensive universities, which were located 
in urban centres and had medical schools, 
have struggled. Several large universities 
have been criticized for tokenism because 
they implemented aggressive preferential 
hiring strategies to meet the targets. This 
has prompted fears about faculty retention 
(Peters, 2022). While the CRC program has 
not released a public report which assesses 
the plans, it appears that research-intensive 
universities have focused primarily on 
recruitment, training, and data collection 
activities. On the other hand, some regional 
universities which had explicit commitments 
to equity, diversity, and inclusion prior to the 

implementation of the CRC requirements have 
launched innovative inclusion activities, such 
as an EDI in research web page to support 
researchers building EDI into their research 
programs and a collaborative CRC Network 
for sharing expertise and EDI best practices. 
When considering EDI in the international 
context, other influences, such as national 
and regional geopolitics and the legal and 
jurisdictional focus of EDI, come into play. For 
example, in North America the emphasis is on 
diversity while Asia and Western Europe focus 
on women but exclude other minority groups 
(Stefani & Blessinger, 2018).

EDI is Part of the Toolkit for Research 
Administrators

EDI expertise is an integral part of the growing 
skill set for all research administrators 
whether they are leaders of EDI initiatives, 
delivering client services to their diverse 
research community or to their own 
research administration teams. This 
expertise is of critical importance in Canada 
as federal funders continue their rollout 
of equity, diversity and inclusion initiatives 
and expectations. In EDI the research 
administrator works with counterparts at 
funding agencies to clarify policy and to 
serve as change agents and problem-solvers, 
filling a critical gap between the scientist 
and the funder, engaged in activities which 
are imbedded and specific to the evolving 
research and innovation ecosystem (Agostinho 
et al., 2020; Reardon, 2021). Such a role can 
help facilitate a culture change in academia in 
which research administrators’ skills are more 
highly-valued (Payne, 2021).

Research administrators in formal EDI 
leadership roles undertake such activities as: 
establishing diverse research teams through 
inclusive leadership practices; promoting 
organizational learning and change through 
establishing networks and communities of 
practice; and leading and championing of 
institutional EDI initiatives. For front-line 
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administrators, a basic EDI toolkit might 
include the following:

1. self-reflection: developing self-awareness 
of biases and privileges and undertaking 
personal growth strategies to be 
inclusive and to support mutuality and 
understanding;

2. allyship: developing an enabling mindset; 
identifying barriers and supporting 
equitable access for individual clients;

3. tools for EDI in research: developing 
skills to support clients in meeting 
sponsors’ EDI requirements in programs 
and activities; pursuing customized EDI 
in research and research design training 
(e.g., sex- and gender-based analysis); 
developing tools and providing training to 
clients; and

4. awareness of institutional resources: 
becoming knowledgeable about 
institutional EDI resources, such as 
human rights, harassment, affinity groups, 
mentoring and networking activities for 
self, team, and clients.

All research administrators, regardless of their 
role, will greatly benefit from formal training 
in EDI concepts and methods. Since the start 
of its CRC EDI Action Plan, two University 
of Ottawa team members completed EDI 
certification programs, and a third EDI 
practitioner with Ph.D. research expertise 
was hired, thus increasing the value of their 
leadership contributions to the University’s 
ongoing cultural transformation. Other 
positions have been created centrally and in 
some faculties. 

CONCLUSION 
A diverse and inclusive research ecosystem 
creates the conditions where all can thrive 
and create innovative and impactful research. 
An in-depth understanding of discrimination 
and exclusion is necessary in order to 
address systemic, historical and widespread 

inequities in academia. The most effective 
strategies are sustained efforts that are 
context-specific and which address identified 
barriers. Federal compliance requirements 
can be effective incentives if implemented as 
part of a larger institutional transformation 
which includes cross-institutional partnerships 
and collaborations, effective change 
management and communications strategies, 
and evaluation frameworks which measure 
impact. Research administrators can play 
a key leadership role in this organizational 
journey, both on the front lines working with 
researchers to provide equitable and inclusive 
services, and in formal roles leading the 
development of equity, diversity, and inclusion 
strategies. Through this, they can help to heal 
the past and shape the future, creating an 
inclusive climate where all can thrive.

The University of Ottawa acknowledges and 
honours that its campus sits on the traditional 
unceded territory of the Omamìwìnini 
Anishnàbeg (Algonquin). 
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ANNEX
Canada Research Chairs Institutional Equity, Diversity, Inclusion Action Plan, 2017-2019

University of Ottawa

Revised September 27th, 2019

UOttawa’s Canada Research Chairs Equity Mission Statement

The University of Ottawa strongly supports a workplace environment that removes disparities 
experienced by the designated groups in Canada: women, Indigenous peoples, persons with 
disabilities and members of visible minorities, as defined in the Employment Equity Act. To this 
end, we have implemented various measures throughout the Canada Research Chair (CRC) 
recruitment and nomination process to promote the full participation of members of these 
groups.

Objective #1: Increase representation of the four designated groups (FDGs) amongst CRCs.

Action Indicator

1.a Inform recruitment and selection committees 
of the CRC Program targets regarding the FDGs 
and existing gaps at uOttawa. 

-Information posted on uOttawa website 
and shared regularly with Chairs of selection 
committees.

1.b Develop and implement preferential and 
selected hiring mechanisms to increase the 
representation of the FDGs.

-Preferential and selected hiring process in 
place and running.

1.c Target internal potential CRC candidates from 
the FDGs for CRC positions.

-Number of internal potential CRC candidates 
from the FDGs.

1.d Dedicate a number of CRC positions exclusively 
for the recruitment of FDG candidates.

-Number of preferential and selected hiring 
positions and number of candidates recruited 
from the FDGs.

Objective #2: Incorporate EDI in recruitment and selection processes.

Action Indicator

2.a Appointment of a new Special Advisor to the 
President on Diversity and Inclusion (SADI)) 
who sits on all CRC recruitment committees 
to ensure fair and transparent processes are 
followed, as well as EDI best practices.

-Position filled for two-year mandate (2018-
2020). 
-Number of CRC selection committees 
attended.

2.b Mandatory Unconscious Bias Training 
Module for all CRC recruitment and selection 
committees and for research administrators 
involved in the selection of CRC candidates.

-Number of selection committees and 
members who took the training. 
- Number of research administrators who took 
the training.



52

SRA INTERNATIONAL

Action Indicator

2.c Review of internal recruitment and 
selection guidelines to incorporate CRC EDI 
requirements, as well as our own CRC EDI 
Action Plan.

-Ensure compliance with CRC Program 
requirements and policies. 
-Guidelines updated in both Official Languages. 
-Shared with the selection committees and 
available for consultation (Appendix C in CRC 
EDI Action Plan).

2.d Ensure diversity of CRC selection committees 
(discipline, gender, ethnicity, bilingualism, 
career stage, etc.).

-Minimum of 2 members from the FDGs on 
each committee. 
-All memberships reviewed and approved by 
VPR. 
-Committee composition details included in 
final report.

2.e Encourage recruitment committee chairs to 
widely advertise CRC job postings and ensure 
area of research is broadly defined to obtain a 
diverse pool of candidates.

-Number of venues where the job is posted (i.e. 
targeted EDI groups and networks, informal 
listserves, specialized areas of research). 
- Monitor number of incoming applications and 
flag any shortcomings to correct before the 
closing deadline. 
-Use of inclusive, unbiased and ungendered 
language. 
-Focus on required job qualifications and skills.

2.f Create an Institutional EDI Attestation Form to 
be signed by all committee members.

-Form created in both Official Languages. 
-Number of selection committees signing the 
form.

Objective #3: Develop EDI data collection and reporting.

Action Indicator

3.a Develop a self-identification 
form and encourage all CRC 
candidates to voluntarily fill the 
form.

-Form created and included in CRC job postings. 
-Number of candidates filling the form. 
-Number of candidates self-identifying to one or more of 
the FDGs.

3.b Perform comparative analysis 
to assess disparities within the 
allocation of CRCs.

- Use internal data to run gender-based analysis and 
generate a report. 
- Use internal data to run analysis for visible minority 
groups and generate a report.

3.c Provide EDI data and statistical 
reports to senior management 
and CRCP.

-Provide gender-related data to the Special Advisor on 
Equity and Diversity for reporting purposes. 
-Provide EDI target updates and statistics to the VPR. 
-Produce CRC EDI annual progress report and post on 
uOttawa’s accountability website.

3.d Collect information related to 
EDI barriers, solutions and best 
practices amongst CRC holders.

-Create and distribute survey. 
-Compile and communicate results.
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Objective #4: Strengthen institutional commitment to EDI.

Action Indicator

4.a Raise awareness of existing gaps and barriers 
related to EDI in research enterprise.

-Inform relevant sectors/groups (i.e. 
Research Management Services staff, Faculty 
administrators, senior University officials, 
Finance and HR services) of current gaps within 
allocation of CRCs at uOttawa amongst the 
FDGs. 
-Sensitize research administrators to 
unconscious bias via training and planning 
activities (i.e. annual retreats and strategic 
planning exercises). 
-Creation of IDÉE committee at VPR level. 
-Encourage managers and employees to 
include EDI in work objectives, training and 
performance review. 
-Review guidelines/policies within internal 
research programs and literature to identify 
potential or existing EDI barriers/biases.

4.b Have open dialogues on potential or existing 
EDI barriers with CRC holders and various 
groups/individuals.

-Participation rate in EDI related initiatives 
such as training, information session and 
mentorship/leadership programs (lead or 
participate). 
-Seek input from CRC holders of the FDGs in 
the development and monitoring of the EDI 
CRC Institutional Action Plan. 
-Organize welcome meetings with CRC holders 
from the FDG to explain the role of the 
Research Management Services and the OVPR 
in general to facilitate integration and monitor 
for any specific need/issue or questions.  
-Consult chairholders on their interest in a 
peer-mentoring program.

4.c Promote research achievements of CRC 
holders including members from the FDGs.

-Publicly announce all CRC nominations 
and renewals and subsequent research 
achievements using various social media 
outlets (i.e. Facebook, Twitter, press releases, 
uOttawa website, media interviews, etc.). 
-Increase visibility of CRC within the FDGs.

4.d Incorporate EDI within institutional planning 
and priorities.

-Include EDI priorities in the University’s 
upcoming Strategic Plan, Transformation 2030. 
-Include EDI priorities in the OVPR’s Strategic 
Research Plan 2020-2025. 
-Launch of a University wide self-identification 
initiative for all faculty and staff in fall of 2019.

Reproduced with permission from the Vice-President, Research and Innovation, University of 
Ottawa.


