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This document outlines the University of Northern British Columbia Canada Research Chairs Equity, 

Diversity and Inclusion Action Plan in conjunction with the policies set out by the Tri-agency Institutional 

Programs Secretariat (TIPS).  
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Commitment to Equity, Diversity, and Inclusion  

 

Research at UNBC aims to be impactful locally, nationally, and globally. Our desire to contribute 

meaningfully to a community depends upon drawing from the diversity of that community, recognizing 

that all perspectives add value and breadth to research endeavours. We value the opinions of people from 

underrepresented and marginalized groups (Indigenous peoples, members of visible minorities, persons 

with disabilities, women, LGBTQ2S+ and all intersectionalities) and encourage them to contribute the 

knowledge they have gained through their lived-experience to inform development and progress of this 

Canada Research Chairs Equity, Diversity and Inclusion Action Plan. 

 

The Canada Research Chairs Program (CRCP) requires all universities that receive CRC funding to prepare 

an Equity, Diversity and Inclusion (EDI) Action Plan wherein institutions must demonstrate they are 

making concerted efforts to meet their equity and diversity targets, and providing a supportive and inclusive 

workplace. The University of Northern British Columbia supports the CRCP’s efforts to ensure a more 

diverse representation within the CRC program as well as in the broader university workplace in which 

chairholders are nested. To this end, UNBC is taking significant steps towards understanding its own 

environment. Like many smaller universities, it has struggled with capacity issues including both human 

and financial resources. UNBC is committed to non-discrimination and employment equity and has 

embraced the requirement for an EDI Action Plan as an opportunity for reflection, recommendations, and 

action. With the recent recognition by the CRC Secretariat that resources at many institutions are limited, 

and the subsequent awarding of an EDI stipend, UNBC aims to take greater steps forward in advancing the 

goals outlined in this Action Plan.   

 

As discussed below, the following revised EDI Action Plan has been developed by the CRC EDI Working 

Group in consultation with members of senior administration, CRC chairholders, and the broader university 

community including faculty, staff, and students. This plan has been endorsed by the Interim President. The 

President’s statement on EDI can be found here. 

 

Objectives and Measurement Strategies 

 

Methods and approach to the required reviews  

 

UNBC established a Working Group to respond to the call from the Canada Research Chairs (CRC) 

Program for institutions to develop and implement an Equity, Diversity and Inclusion Action Plan to 

support the management of the Canada Research Chairs program. The current CRC EDI Working Group 

comprises the Director of Research and Innovation, Research Project Officer, Research Support Officer, 

Associate Professor and Coordinator of Women’s and Gender Studies Programs, Director of Health and 

Wellbeing, and Acting Director of Human Resources.  The Acting Vice-President, Research and Innovation 

has overseen the development of UNBC’s Plan. 

 

Members of this group and external consultants conducted an employment systems review (ESR), a 

comparative review (CR), and an environmental scan (ES), each of which generated recommendations. To 

ensure appropriate methodology and a robust plan, members of the Working Group also participated in the 

Developing an Equity, Diversity and Inclusion Action Plan webinar (26 June 2019) and the Universities 

Canada workshop Strengthening Equity, Diversity and Inclusion on Campus: Best Practices for Senior 

University Leaders (3 June 2019). The Working Group reviewed the Canada Research Chairs publication 

Institutional Equity, Diversity and Inclusion Action Plans: A Best Practices Guide.  

 

https://www2.unbc.ca/equity-diversity-inclusion
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The Working Group also reviewed the committee and expert reviews received after the submission of the 

second iteration of the Action Plan. There were four main areas for improvement identified by the 

committee: 

 

1. The need for completion of the institutional analyses, clarification of findings, and an indication of how 

these have contributed to the plan. The Working Group has now completed the analyses, as indicated above, 

and has listed in this plan how their findings relate to the recommendations. In addition, the Working Group 

has incorporated into the Action Plan fuller institutional analyses that will enhance our understanding of 

the current and ongoing state of EDI. Actions B1 and B3 below address additional required analyses.  

 

2. The need to extend EDI measures beyond a focus on women. Only women are currently “counted” in 

Collective-Agreement analyses because of the lack of a robust self-identification (self-ID) program. The 

actions on self-ID should help address this concern (Action B2 is particularly relevant). Every workshop 

conducted has proceeded from an awareness of intersectionality, an approach that we will carry forward in 

future. We will also ensure that sexual orientation and gender identity (SOGI) becomes part of our self-ID 

program rather than proceeding with attributed sex and male-female binary identification. In response to 

the Second Review Stage Feedback, the CRC committee will discuss a call for proposals for programs of 

research with potential relevance to members of the four designated groups that may result in scholars from 

the FDGs applying to the call. UNBC’s Vice-Provost of Indigenous Initiatives will assist the committee 

with suggestions and guidance in this regard. 

 

3. The language about individual achievement and merit that could have the unintended consequence of 

undercutting the institution’s EDI objectives. This will be addressed through revision of the current policy 

to ensure the language and goals of the policy are in alignment with EDI objectives and in accordance with 

current Faculty Agreement language. 

 

4. The need to update the self-ID questions to align with current best practices. Actions B1, B2, and B4 all 

address this concern. They provide for the revision of the self-ID questions, but also the change of the self-

ID process to allow it to be completed at any point in employment, rather than at the point of application 

when candidates may feel most vulnerable. This emerged from public consultations where participants 

asked how they could self-ID after hiring. Revisions will also separate self-ID from questions about the 

immigration process and previous criminal convictions, an association which may serve to deter self-ID. 

This responds directly to questions about trust and self-ID expressed at consultations. As one participant 

wrote in feedback: “Will it be used against me?”   

 

The findings from the three studies, along with the other data mentioned, were gathered and analysed by 

the full Working Group, resulting in the synthesized report, recommendations, and plan for action captured 

here. Receipt of the Phase 2 feedback has provided opportunity for the Working Group to clarify the steps 

in the plan that aim to address the concerns raised by the Review Committee.  Receipt of the Phase 3 

feedback requires UNBC to: 

1. Append the updated self-identification form to the plan; 

2. Add the findings of the consultant’s report with regards to what changes regarding language about 

merit and individual achievement will be made; and 

3. Add text to the plan that confirms that the program’s recruitment requirements are strictly being 

followed by the institution for all Canada Research Chairholder recruitment and nomination 

processes at the institution. 
 

Employment Systems Review (ESR) 

 

Ideally, an ESR would be conducted by a large and diverse committee. However, because of the extremely 

tight timelines involved, the Academic Lead of the CRC EDI Working Group undertook the ESR on behalf 
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of and with input from the group. For the purposes of reviewing formal policies, practices, and procedures, 

the author of the ESR surveyed all publicly available documentation relevant to this report, including 

policies, collective agreements, and job advertisements. 

 

Assessment of informal practices, policies, procedures, and cultures was enabled by employee surveys 

conducted in 2016 and 2018. These surveys demonstrated that UNBC’s employees are committed to EDI. 

In 2018, more than three-quarters of participants agreed that “we respect the contributions of all members 

of our diverse community.”  

 

Consultations and workshops conducted by the CRC EDI Working Group on campus in spring-summer 

2019 also contributed to our analysis of informal practices and cultures. In April’s Research Week, Dr. 

Jacqueline Holler conducted a “Lunch and Learn” session on EDI for students, faculty, and staff. 

Approximately 50 attendees joined the session. Though feedback was not formally collated and analysed, 

participants raised ideas for future training opportunities, including training targeted to specific issues such 

as the building of inclusive research teams.  

 

On 7 June 2019, 20 senior administrators, research chairs, and human resources and student services 

professionals participated in a day-long interactive session led by Dr. Rachael Sullivan of the University 

of British Columbia Equity and Inclusion Office. 

 
 

Figure 1. This wordcloud was generated using definitions of inclusion provided by participants in the 

7 June interactive EDI session. Notable is the prominence of the word “welcome.” 

 

On 13 June 2019, over 30 engaged members of the UNBC community including chairholders, faculty, staff, 

and students gathered for a four-hour workshop led by Dr. Theresa Healy, Principal of History in the 

Making Consulting, and Adjunct Professor in the Department of Environmental Planning at UNBC.  

 

Following these robust and well-attended sessions, Drs. Sullivan and Healy provided summary data and 

synthetic reports, including analyses of key themes. Participants expressed gratitude for the opportunity to 

participate, demonstrating the UNBC community’s support for EDI initiatives. Invitations were open to 



 

 6 
 

everyone, and we did not ask participants to self-ID either before or during the event. At a small institution 

like UNBC, asking people to self-ID can be intrusive and can serve as a barrier to participation. Self-ID 

information was distributed to participants after the session as part of a survey to determine the effectiveness 

of the workshop, allowing them to identify online and in confidence. Thirteen of 32 participants responded. 

Though several elected "prefer not to answer" to self-ID questions, the survey revealed significant diversity 

among participants, with three FDGs represented at levels equal to or higher than their representation of 

the Canadian population. Women were greatly over-represented, which, in itself, may be an equity concern.   

 

Participants also expressed strong appreciation for the opportunity to participate in the consultation and for 

its content and facilitation. Though one FDG was absent from the self-ID exercise, participants shared lived 

experience of intersectional and FDG identities relating to all of the FDGs, and discussed barriers specific 

to one or another group or to intersectional identities and social locations.  

 

ESR data were analysed with regard to any potential discrimination relevant to: 

 

o CRC allocation processes, with attention to “how allocations of chairs are distributed, who is 

involved in deciding where allocations are distributed, the transparency of the process, and 

the alignment of the allocation process with the institution’s strategic research plan and its 

EDI objectives” (CRC, 2019b);  

o Recruitment, selection, and hiring of CRCs, particularly as regards the program requirement to 

analyse, e.g., “the specific language used in postings; how data is collected and used; the role 

of the faculty union and collective agreement in the recruitment process; the interview 

process” (CRC, 2019a) as those items relate to CRCs; and  

o Career path considerations, particularly as regards the program requirement to analyse, e.g., “how 

career leaves are addressed, how accommodation policies are communicated as well as how 

requests are handled; how the research outputs of scholars with non-linear and/or research 

undertaken outside of Western-normalized frameworks are evaluated (for example, 

researchers who do community-based research; research based in Indigenous ways of 

knowing; researchers with career leaves; researchers with non-linear career paths; etc.” ) 

(CRC, 2019a) 

 

Rather than separate formal and informal policies, practices, and cultures, the ESR report analysed each of 

the employment areas in the bullets above, in each case attempting to assess both the formal and the 

informal influences that may be relevant to EDI.  

 

Key barriers identified by the ESR were: 

(a) unclear communications on UNBC’s website of the priority placed on EDI, including support 

from Senior Administration; 

(b) formulaic rather than welcoming and inclusive language in UNBC’s recruitment materials;  

(c) lack of accessible information on accommodations for current employees and applicants;  

(d) the need for overhaul of the self-ID language and process; and  

(e) the need for committee education on pool enlargement, unconscious bias, diversity of 

scholarship and career path, and the use of networks in recruitment. 

  

Fifteen (15) specific recommendations to address these barriers resulted from the ESR and are discussed 

below in the Action Plan.  

 

Comparative Review  

 

A comparative review of all CRCs at UNBC was undertaken by the Research Project Officer. The method 

chosen to assess support was an online survey hosted by Survey Monkey. The Research Project Officer 
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designed the questions in consultation with the Academic Lead and the Director of Research. The questions 

were then analyzed by UNBC’s Information Governance Officer, who ensured that the survey adhered to 

best practices for the preservation of privacy and confidentiality.  

 

Canada Research Chairs were sent an email requesting participation and providing a link to the online 

survey. Questions asked of the CRCs included current and starting salaries; current rank and rank of 

appointment; level of CRC stipend and other financial supports; teaching release; and administrative 

support from the academic unit and the Office of Research and Innovation. 

 

Five of the as of then current eight Canada Research Chairs participated in the online survey. Moreover, at 

the time of completing the survey, some Chairs did not have access to information required, such as a 

complete breakdown of support received over the five years of the program. Some chairholders self-

identified in completing the survey; however, it is not possible to give a breakdown of identification with 

the FDGs or other underrepresented and historically marginalized groups because of numbers below five.  

 

On most measures, chairholders reported equitable levels of support, including stipends, student support, 

etc. However, variations in salary were reported. It is difficult to analyse salary variations without complete 

data including years in rank, year of Ph.D., etc. However, there is significant discretion given to 

administrators in two areas: salary placement at the time of appointment and the offering of market 

differential. Whether such variations have resulted in inequities among chairholders should be investigated.  

 

Another difference that emerged between the chairholders was that not all of them had applied for Canada 

Foundation for Innovation JELF funding. Because the CFI funding available is based on Tri-agency 

funding, changes to UNBC’s allocation may have produced inequities. In addition, there is some 

administrative discretion in invitations to apply for JELF funding and the institutional allocation thereof. 

Therefore, another recommendation emerging from the Comparative Review was that the Office of 

Research and Innovation review the CFI JELF/BC Knowledge Development Fund processes to ensure that 

all chairholders have access to needed funding and that allocation of such funding proceeds on the basis of 

sound criteria. 

 

Recommendations resulting from the Comparative Review, including the recommendation for a fuller 

analysis, appear below in the Action Plan.  

 

Environmental Scan  

 

Because UNBC is a small community, the Working Group decided that it would be best to hire an external 

consultant to complete the environmental scan. Dr. Theresa Healy, Principal of History in the Making 

Consulting and Adjunct Professor in the Department of Environmental Planning, was selected as the 

consultant.  

 

Dr. Healy knows UNBC and the academic environment, but she is not a regular employee and will not 

participate in academic or other employment decisions regarding the chairholders. The Working Group 

thought this made her an ideal outsider-insider interviewer. In addition, Dr. Healy has a longstanding 

passion for equity work. Dr. Healy and her wife, Wendy Young, were one of five BC couples to successfully 

challenge the exclusion of same-sex couples from the legal definition of marriage. Dr. Healy’s public profile 

as an advocate for social equality makes her a highly trusted individual for equity-seeking groups within 

the Prince George community. The Working Group believed that Dr. Healy’s personal commitment to 

equity, along with her status as a successful community planner and group facilitator, would enhance the 

degree of trust chairholders felt in the interview process and allow them to be frank. As one chairholder put 

it, “we need more conversations like this”: confidential discussions with informed, discreet, and trusted 

interlocutors.  
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The method selected for the Environmental Scan was open-ended qualitative interviewing. Using an email 

that was sent to invitees by the Office of Research and Innovation, Dr. Healy invited 12 current and former 

chairholders and senior administrators to participate in interviews. Questions were drawn from the York 

University survey identified as an exemplar by the Secretariat. The final questionnaire for the interview 

was reviewed by the Working Group and the Information Governance Officer.   

 

Nine of the 12 invitees participated in interviews. The total included both chairholders and senior 

administrators, but the breakdown is not provided here for reasons of confidentiality. Notes were taken and 

transcribed to strip identifying data. They were then provided to the respondents to review both for accuracy 

and to catch any inadvertent identification. To further ensure the privacy of all interviewees, Dr. Healy 

provided summary data and thematic analysis rather than interview notes to the Working Group.  

 

Key findings related to a number of areas, including the allocation of Chairs itself. Generally, an open call 

goes out to fill a Chair. Ideas for potential Chairs are solicited from the institution. Submissions are 

evaluated by the CRC Committee and a decision made. Interviewees noted that while department chairs 

and others make their best cases for a Chair, allocations are ultimately determined by the overall strategic 

research plan and stated research orientation of the university. This could have EDI implications. This 

finding harmonized with findings from the public consultations; as a result, one significant step toward 

achieving EDI at UNBC would be to consider EDI in revising UNBC’s “pillars of research” in the next 

iteration of the Strategic Research Plan.  

 

The importance of personal contacts in the recruitment of CRCs at UNBC was highlighted. CRCs felt that 

UNBC’s small size and location make EDI a challenge. Many CRCs found out about the program through 

personal networks. As is well known, such networks can operate as vehicles of systemic discrimination, if 

members of FDGs are excluded from such networks or if their networks do not hear of opportunities. On 

the other hand, personal networks can serve to build awareness of opportunities among FDGs, and this was 

the experience of chairholders. Chairholders stressed the importance of recruiting through networks, 

particularly for members of FDGs who may fear discrimination or be concerned about moving to a small 

northern university. One chairholder expressed the belief that without the recommendation, urging, and 

support of members of the chairholder’s personal network, the chairholder would never have heard of the 

opportunity and would certainly never have applied. This confirms the need for UNBC to broaden its 

strategy of advertising to reach out to organizations and networks that include and foster the success of 

members of the FDGs. 

 

At the level of selection, chairholder interviews identified the need to ensure diversity within the 

committees themselves. This led to the recommendation that UNBC works to develop guidelines on best 

practices around diversity with regard to the CRC search committees. Chairholders were aware of the 

differential burden placed on members of the FDGs, and cautioned against an approach to diversity that 

would lead to extra workload and tokenism, particularly in FDGs that are smaller and currently more 

underrepresented.  

 

Chairholders also articulated the problem of overreliance on traditional academic measures and particularly 

on metrics. Given that these measures discriminate against younger academics (a generation in which the 

FDGs are more prominently represented) and against members of the FDGs working in non-traditional 

areas or with non-standard career paths, metrics were seen as a particular concern. This concern can be 

addressed through the development of an assessment approach in which principles of EDI are embedded, 

and through steering away from overreliance on traditional measures of excellence such as metrics.  

 

The role of organizations and individuals beyond the university was also highlighted in interviews. 

Chairholders recommended pulling in local institutions and organizations to support the recruitment and 
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relocation of candidates, especially those in the FDGs, who may be anxious or concerned about finding 

community in a small northern city like Prince George.  

 

Some chairholders thought that an EDI Officer would be an ideal contact for new recruits because of the 

trust in that person’s discretion. Indeed, the idea was expressed that the university needs a person who is 

responsible for equity and EDI initiatives, a view also highlighted in community consultations. 

 

Another key finding related to the need for CRCs to be prepared for the return to the regular professoriate 

from the beginning of their CRC terms. Mentoring in their CRC roles is required as a scaffold to provide 

support as they enter, grow within, and leave their Chairship, thereby providing “an attractive wraparound.” 

Mentoring lunches, more frequent meetings of the CRCs, and “making use of us” were recommended. 

Finally, chairholders recommended the building of “subcultures of support” within the university.   

 

Recommendations resulting from the Environmental Scan appear below in the Action Plan.  

 

Key outcomes: The Action Plan 

 

The Action Plan presented below consists of actions that align with the requirement that planned EDI 

actions be SMART: specific, measurable, aligned with the wanted outcome, realistic, and timely.  

 

An external consultant was recruited to advance the EDI Action Plan as a result of financial support 

provided by the Secretariat. The final report has been received and progress on the recommendations will 

be monitored by the CRC EDI Working Group and the Vice-President Research and Innovation.  Recent 

advancements that have been made on the plan have been indicated in the tables below.  We note, however, 

that having just received the recommendations from the consultant, many of the items will require further 

time to implement. 

 

Each action aligns with one of two broad priorities. These priorities emerged from the formal reviews and 

from public consultations.  

 

Priority A: Building and communicating a culture of Equity, Diversity, and Inclusion 

  

In order to fully address the underlying causes of systematic underrepresentation of the FDGs, raising 

awareness and fostering a culture of equity, diversity and inclusion must be a top priority for UNBC. It is 

particularly important that UNBC communicate its commitment clearly and fully in a variety of domains, 

and that senior leadership model and promote EDI as a pillar of the institution. Though building an EDI 

culture within the CRC program is important, both CRCs and other community members promoted the 

value of an overall culture of EDI that extends throughout the institution. To this end, the Interim President 

has convened the President’s EDI Taskforce (September 2020), and senior administration has committed 

resources to support this group’s efforts in building a culture of equity, diversity and inclusion across the 

institution. The President also recently announced (March 2021) resources for the establishment of an 

Office of Equity Affairs staffed by a Director position initially. 

 

Priority B. Building EDI into our processes, policies, and training  

 

Policies and procedures facilitate decision-making processes within UNBC. Some policies and processes 

are missing or need revision. In other cases, however (such as recruitment), good EDI-fostering policies 

are present, but the community needs better training in order to implement them effectively. Finally, in 

areas where current agreement language, policy, or practices seem to produce a conflict between EDI and 

“excellence,” there is need for the development of interpretive guidelines to ensure that (sometimes 
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questionable) measures of excellence do not trump a holistic, unbiased, and equitable assessment of 

candidates’ qualifications. 

 

A key policy that needs revision is the Equity in Employment policy. The recommendations from the 

consultant, with examples provided from comparator institution policies, outline a structure that this policy 

could take, including: a background and purpose statement that includes the university’s rationale for the 

development of a new Equity in Employment policy, together with the role of the policy as a framework 

for the delivery of its employment equity program; defined terminology with consistency across documents; 

identification of the principles that are desired by the university to realize employment equity using input 

from diverse stakeholders; a policy statement that clearly articulates the university’s commitment to EDI 

and linking this to the values that guide UNBC and its employment practices, and the steps being taken 

and/or commitments being made to make employment equity a reality at UNBC; and, a statement of scope, 

as well as a compliance and reporting statement. 

 

Complete development of this policy will require input from all employment groups and diverse 

stakeholders, and will be guided by the Director of the Office of Equity Affairs, whose leadership will 

ensure appropriate consultation. The hiring process for the Director position has been initiated and the work 

on this policy will commence once the position has been filled. 

 

UNBC faces challenges in capacity, size, and geographic location that add complexity to the articulation 

and implementation of EDI. However, our institutional commitment and the specific changes highlighted 

in the Action Plan will enhance our recruitment, retention, mentoring, accommodation, and career-progress 

processes to ensure the best and most equitable outcomes for our CRC program. These changes will also—

and importantly, as we heard in consultations—serve to benefit the entire UNBC community, and to build 

a stronger, more inclusive organization for the future.  With the establishment of the Office of Equity Affairs 

(OEA), UNBC will have dedicated resources to advance many of the actions in this plan.     
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Priority A. Building and communicating a culture of Equity, Diversity, and Inclusion 

 

# Status Source  Action  Indicator  Deadline  Responsibility 

A1 Complete Employment 

Systems Review 

Author a presidential 

EDI statement to be 

posted on the EDI 

landing page and 

elsewhere 

Statement posted 

on UNBC website 

  

December 2020 President of UNBC/ 

Communications 

A2 In progress 

Incorporating 

recommendations 

from External 

Consultant (EC) 

Revised Action Plan Present the revised 

Action Plan to the 

UNBC community 

Feedback received 

and incorporated 
August 2021 CRC EDI Working 

Group 

A3 In progress 

Incorporating 

recommendations 

from EC 

Employment 

Systems Review 

Create a readily 

accessible web source 

on accommodations 

for employees 

Meetings among 

responsible parties 

Web source 

launched 

August 2021 HR/Communications/ 

CRC EDI Working 

Group/ 

A4 In progress 

Incorporating 

recommendations 

from EC 

Employment 

Systems Review 

Ensure that CRC 

postings contain  

(a) info regarding 

accommodation 

policies 

(b) link to web 

resources 

(c) statement that 

accommodation request 

will not impact 

application 

(d) contact for requests  

Revised posting 

language 

August 2021 HR/CRC EDI Working 

Group  

 

A5 Complete Employment 

Systems Review 

Highlight UNBC’s 

endorsement of the 

Universities Canada 

Inclusive Excellence 

Principles through 

posting on the EDI 

landing page  

Statement posted 

on UNBC website 

  

October 2019 Communications 
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A6 In progress 

Incorporating 

recommendations 

from EC 

Employment 

Systems Review 

Clearly state UNBC’s 

commitment to EDI 

on Career 

Opportunities 

webpage, with 

endorsement of 

President 

Statement posted 

on UNBC website 

  

August 2021 HR/Communications 

A7 In progress 

Incorporating 

recommendations 

from EC 

Employment 

Systems Review 

Develop new, 

welcoming and 

inclusive EDI 

statement and include 

it in all postings, 

including those for 

CRCs. 

Development of 

statement 

Inclusion in 

postings 

August 2021 CRC EDI Working 

Group/ 

HR 

A8 In progress Employment 

Systems Review 

Post new EDI 

statement at or near 

the top of postings  

Revision to order 

of postings 

August 2021  HR 

A9 Complete  February 2019 

Action Plan 

Update the Canada 

Research Chair 

portion of the Office 

of Research and 

Innovation website to 

ensure access 

An accessible 

webpage as tested 

for full range of 

accessibility 

October 2018 Office of Research and 

Innovation (ORI)/ 

Communications 

A10 Complete February 2019 

Action Plan 

Convene the current 

CRC committee in 

January of 2019 to 

review the action plan 

and assess progress.  

Meeting held; 

feedback received 

and incorporated 

into Action Plan 

January 2019 ORI 
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A11 Revised and  

complete 

 

CRC EDI 

Working Group 

constituted 

instead. Limited 

representation 

from FDGs 

(though no self-

ID completed) 

 

CRC EDI 

Working Group 

has developed 

revised EDI 

Action Plan 

February 2019 

Action Plan 

Establish EDI 

working committee 

chaired by the Director 

of Human Resources 

and including 

representation from the 

FDGs and the LGBTQ 

community. EDI 

working committee 

will also approve the 

EDI Action Plan and 

obtain endorsement 

from the President.  

Committee 

constituted 

January 2019 ORI/HR 

A12 Revised and in 

progress 

CRC EDI 

Working Group 

constituted 

February 2019 

Regular meetings 

held March-

September 2019 

 

February 2019 

Action Plan 

Create an effective 

communication plan 

for EDI quarterly 

reporting to senior 

leaders 

Progress on EDI Action 

Plan communicated to 

the CRC Advisory 

committee on a 

biannual basis. 

Meetings held  February 2019—

ongoing 

Meetings held 

January 5th and 

January 25th. 

Next meeting 

May 2021. 

CRC EDI Working 

Group/ ORI 

A13 Complete 

 

 1.“lunch and 

learn” session 

held in April 

2019 Research 

Week; 2. two 

sessions/worksho

ps held in June 

2019 

>100 participants 

(3 sessions) 

February 2019 

Action Plan 

Offer expert-led 

workshops on equity, 

diversity and inclusive 

hiring and retention 

practices to help 

establish a baseline 

level of training.  

Participation in 

workshops  

Spring-Summer 

2019 

ORI 
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A14 In progress 

Incorporating 

recommendations 

from EC 

  

 

Employment 

Systems Review/ 

Environmental Scan 

Incorporate EDI into 

Strategic Research 

Plan and invite 

researchers who work 

in EDI-related areas to 

articulate a potential 

thematic “pillar”  

Completion of new 

Strategic Research 

Plan (January 

2022) and 

integration of EDI 

into new pillar 

April 2022 ORI/ 

Office of Equity Affairs 

(OEA) 

A15 Pending Comparative Review Review the CFI JELF 

and BC Knowledge 

Development Fund 

Processes to ensure 

that all chairholders 

have access to needed 

funding and that 

allocation of such 

funding proceeds on the 

basis of sound criteria 

Report on review 

and guidelines for 

future allocation 

December 2021 ORI 

 
 

 

 

Priority B. Building EDI into our processes, policies, and training 
 

# Status Source  Action  Indicator  Deadline  Responsibility 

B1 In progress,  Employment 

Systems Review 

Complete a thorough 

workforce survey 

and analysis, 

including a self-ID 

campaign. 

Workforce survey 

completed 

Self-ID Campaign 

launched 

 

To Be Determined HR/OEA 

B2 Complete 

Draft version 

available for 

review 

Employment 

Systems Review 

Revise self-ID 

questions to contain 

acknowledgement of 

intersectionality, more 

fulsome and inclusive 

definitions of the 

FDGs. 

Form revised and 

provided to HR 

for use in self-ID 

campaign 

September 2021 HR/OEA 
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B3 Complete Comparative 

Review 

Conduct a 

confidential equity 

salary study of the 

current CRCs, using 

institutional data to 

examine salary at 

appointment, salary in 

relation to years at 

rank, start-up funds, 

market differentials, 

research allowances, 

and teaching loads.  

Study complete January 2020 ORI/HR 

B4 In progress Employment 

Systems Review 

Develop a 

freestanding self-ID 

process separate from 

questions of criminal 

record and 

immigration status and 

available at any stage 

of employment (not 

just upon recruitment) 

Self-ID campaign 

launched and 

available to all. 

Appropriate data 

storage and 

management 

system in place  

December 2021 HR/OEA 

B5 In progress 

Discussions held at 

June 2020 meeting 

 

 

Employment 

Systems Review 

Incorporate 

discussion of 

diversity of 

scholarship and 

career path and their 

relationship to EDI 

into training for CPTC 

and UPTC committees 

Meeting 

scheduled (JCC 

and CPTC; JCC 

and UPTC); 

materials provided 

to committees   

To be determined Appropriate 

Committee to be 

determined/OEA 

B6 Complete Employment 

Systems Review 

Establish standing 

Research Chairs 

Advisory Committee 

comprising current 

Research Chairs and 

representation from all 

employment groups. 

Terms of 

Reference 

developed. 

Membership 

constituted. 

May 2021 ORI  
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B7 In progress 

Incorporating 

recommendations 

from EC 

Employment 

Systems Review 

Add training on pool 

enlargement and 

equity-enhancing use 

of networks and 

targeted recruitment 

for research chair 

search committees 

Development of 

training modules 

Delivery to 

research chair 

search committees 

August 2021 ORI/HR 

B8 In progress Employment 

Systems Review 

Undertake a 

complete review of 

all hiring policies and 

procedures to ensure 

they reflect an open, 

transparent, fair and 

equitable process 

Review complete Ongoing HR/Employment 

Groups/OEA 
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Management of Canada Research Chair Allocations 

 

All Canada Research Chairholder recruitment and nomination processes at UNBC will strictly adhere to the 

Canada Research Chairs recruitment requirements. 

 

Management of Allocation 

 

Membership of the CRC Advisory Committee is described in the recently developed Terms Of Reference, and 

includes the requirement for representation.  The four designated groups (FDGs) are currently not completely 

represented on the CRC Committee. Strategies to ensure representation on this committee will be the responsibility 

of this committee. This may include, for example, surveying academic programs to determine individual interest 

in serving on the Committee and requesting individuals to self-identify. It may also include looking to community 

organizations, members of which have roles and experience, both lived and professional, that would provide a 

valuable lens to the committee. This committee is responsible for advising on the area, theme and topic of the 

CRC to be recruited. All members of this committee are provided with mandatory equity training, which includes 

instruction on how to recognize and combat unconscious, implicit, overt, and prejudicial bias, as well as any other 

kinds of bias. 

 

This committee meets, at a minimum, once per year to review UNBC’s equity and diversity targets to ensure 

UNBC addresses the underrepresentation of members of the FDGs among their chairholders. This data will be 

submitted in an annual report to the Tri-agency Institutional Programs Secretariat so the program can monitor 

UNBC’s progress toward meeting our established targets. 

 

Safeguards to ensure practices are open and transparent 

 

In revising its Equity in Employment policy, UNBC will include language that encourages participation of 

underrepresented groups and provides context around any language that may be perceived as exclusive such as 

that dealing with research excellence. Chair postings will encourage applications from the FDGs as well as 

researchers who have taken career leaves. Postings will point applicants to UNBC’s accommodation practices, 

making it clear to whom requests are to be directed.  Postings will also indicate that preference may be given to 

members of the FDGs. 

 

To ensure that this policy, the Faculty Collective Agreement and the CRC recruitment and nomination 

requirements are adhered to, a Senior Human Resource Consultant will work alongside the Office of Research and 

Innovation to advise and ensure transparency. UNBC policy also requires that a review of the selection process be 

completed when the short list does not have representation from the designated groups. The hiring committee must 

also report on the search process with the number of self-identified applicants included. This report is to be 

reviewed by the responsible Dean prior to recommending any formal offer of appointment and this individual may 

recommend extension of the competition deadline. 

 

Process for determining in which faculty, department and/or research area to allocate chair positions  

 

UNBC manages its allocation of chairs through the CRC Committee. The positions listed above for the CRC 

Committee membership inform the Vice-President Research, who is ultimately responsible for the decisions made. 

UNBC’s decision-making process for determining in which faculty/department/research area to allocate its chair 

positions, includes an open call for Chair ideas, based on the type of chair available (NSERC, SSHRC or CIHR) 

followed by a nomination process. The CRC Committee then discusses the nominations received and decides 

based on the following Key Principles: 

 

• Alignment with UNBC’s Strategic Research Vision 

• Consideration of linkages to existing Faculty positions 

• Synergy with existing UNBC Chairs/research programs 

 
 

https://www.chairs-chaires.gc.ca/program-programme/equity-equite/recruitment-recrutement-eng.aspx
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Corridor of flexibility, renewal, advancement and phase-out processes 

 

Based on the results of the environmental scan and comparative review, the decision-making processes for how 

the institution chooses to use the corridor of flexibility, the renewal process, the advancement process and the 

phasing out of chairholders due to the reallocation process will be reviewed by the CRC Committee in consultation 

with the CRC EDI Working Group and processes formalized to ensure equitable treatment. 

 

Measures to ensure FDGs are not disadvantaged 

 

UNBC includes in all its CRC advertisements a statement that the institution takes action to promote equity and 

diversity and fosters a culture of inclusivity and that all applicants will have fair and equitable access to 

opportunities throughout the recruitment, retention, and advancement processes. The advertisement also contains 

standard language that encourages applicants to explain career leaves and that measures will be taken to ensure 

that these leaves will be taken into careful consideration during the evaluation process. Moving forward, each 

hiring committee member will receive equity training that includes instruction on how to recognize and combat 

unconscious, implicit, overt, prejudicial and other kinds of bias, which is also reflected in the CRC advertisement. 

Based on the findings from the employment systems review, environmental scan and comparative review, 

the CRC Advisory Committee in collaboration with Human Resources, and the Office of Equity Affairswill 

review and formalize processes to ensure that FDG’s pursuing open CRC positions are not disadvantaged in 

any way. 

 

Training and Development Activities 

 

Training and development activities related to unconscious bias, equity, diversity and inclusion for administrators 

and faculty who are involved in the recruitment and nomination process for chair positions (acknowledging that it 

has been shown that unconscious bias can have adverse unintended negative impacts on the overall success/career 

of individuals—especially those from the FDGs) have taken place and will continue to take place for all Chair 

nominations.  UNBC will implement standardized, bias-conscious, and equity-audited assessment criteria/grids to 

be used in Chair selection/interviewing. This will be done in alignment with the recommendations of the Canadian 

Human Rights Commission report on Employment Systems Review on Employment Equity. Specifically, Part 4: 

Assessing Compliance. 

 

Support Provided to Chairholders 

 

UNBC provides funds to support both the CRC salary ($15K stipend) and eligible expenses for their research 

program. CRCs are provided office and/or research space, and receive administrative support through the Office 

of Research and Innovation, Research Finance, Research Contracts, Human Resources, Graduate Programs and 

other administrative units at UNBC to ensure the CRC’s program is set up for success. All CRCs are given a 

reduced teaching load not to exceed 40% of a normal load. 

 

The current CRC Advisory Committee will meet in May 2021 to discuss the recommendations of the External 

Consultant including updates to criteria and safeguards to ensure that equitable decision-making processes are 

followed. The CRC Committee will also work to address any equity gaps identified following the target-setting 

exercise in the next section. 
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UNBC Equity Targets and Collection of Equity and Diversity Data 

 

UNBC currently holds six Canada Research Chair positions, with one CRC Tier II allocation available. The table 

below represents the distribution of the currently active chairs at UNBC. Note that in accordance with the 

Privacy Act, all numbers of designated groups that are less than 5 and associated percentages have been 

withheld. 

 

 

SECTION I - Data Entry  

  

INPUT DATA                                                                      Number of active Chairs  

  

Chairs by agency  

NSERC 2 

CIHR 2 

SSHRC 2 

Total active Chairs 6 

  

Chairs who are members of the designated groups 

Women Withheld 

Visible minorities Withheld 

Persons with disabilities Withheld 

Indigenous Peoples Withheld 



 

 
20 

 

SECTION II – Results  

  

Equity target percentages and equity targets in number of chairs for the December 2022 deadline 

Equity Target Deadlines 

Indigenous Peoples Persons with disabilities Racialized minorities Women 

Target % 
Target in total 

Target % 
Target in total 

Target % 
Target in total 

Target % 
Target in total 

number of chairs number of chairs number of chairs number of chairs 

December 2022 Equity Targets 2.00% N/A 4.87% N/A 16.80% 1 36.00% 2 

December 2025 Projected Targets 3.00% N/A 5.74% N/A 18.50% 1 41.00% 2 

December 2027 Projected Targets 4.00% N/A 6.61% N/A 20.20% 1 46.00% 3 

December 2029 Projected Targets 4.9% N/A 7.5% N/A 22.0% 1 50.9% 3 

* If the number of Chairs needed to fill the gap is less than 0.5, the cell indicates N/A 

 

 

Current occupany and gap of chair positions (based on December 2022 equity targets) 

 Target Occupancy Gap Gap (# of Chairs) 

Women 36.00% *W *W *W 

Racialized minorities 16.80% *W *W *W 

Persons with disabilities 4.87% *W *W *W 

Indigenous Peoples 2.00% *W *W *W 

** Due to the low number of chairs information in this table has been withheld for privacy reasons. *W - Withheld 

 



 

 
21 

Currently, UNBC collects self-identification data when applicants apply to UNBC. It is recognized that additional 

strategies are needed for encouraging individuals to self-identify once they are successful and become more secure 

in their appointment. UNBC’s self-identification form has been revised since the last iteration of this plan and the 

draft form is attached. 

  

In an effort to increase representation of underrepresented groups within UNBC’s CRC pool, special recruiting 

efforts will include establishing and maintaining relationships with pool-enlargement caucuses and research 

groups, to seek their assistance in identifying qualified candidates. 

 

Retention and Inclusivity 

 

UNBC aims to provide a supportive and inclusive workplace for all employees, including chairholders and other 

faculty, through provisions in the Collective Agreements and UNBC polices such as Respect in the Workplace 

and Sexual Violence and Misconduct Prevention and Response. Complaints and concerns brought forward under 

the policies are managed by trained investigators and follow processes and procedures outlined in the appropriate 

policies and/or collective agreements.   

 

Additional measures and assessments are necessary to ensure that a supportive inclusive workplace is being 

achieved.  Currently, UNBC is developing an online exit interview survey which will allow for themed data over 

time, but also an immediate response on a case-by-case basis, where needed.     

 

Consultations with the UNBC community, both past and future, have/will provide important feedback on how to 

improve retention and inclusion.  The recently hired EDI Consultant worked to advance these important aspects 

of our EDI Action Plan through stakeholder engagement and additional data collection. 

 

Conclusion 

 

UNBC will be making substantive changes to its employment processes to ensure alignment with the CRC 

program requirements regarding equity, diversity and inclusion in the Chair nomination process, and more widely 

in our recruitment, retention and promotion policies and practices. A number of these changes require important 

stakeholder review and contribution, and thus requiring regular revision of anticipated timelines.  

UNBC’s equity targets and gaps for each of the FDGs align with the targets outlined by TIPS. More information 

can be found here: program’s equity target data 

 

The link to the advertisement for all chair position postings for external recruitment processes, which are open 

to all potential internal and external candidates, will be advertised widely. https://www.unbc.ca/career-

opportunities 

 

Contact Information 

 

For questions or concerns regarding Equity, Diversity and Inclusion Public Accountability and Transparency 

please contact: 

 

Dr. Geoff Payne, Interim President and Chancellor 

president@unbc.ca 

250-960-5600 

 

http://www.chairs-chaires.gc.ca/about_us-a_notre_sujet/statistics-statistiques-eng.aspx
https://www.unbc.ca/career-opportunities
https://www.unbc.ca/career-opportunities
mailto:president@unbc.ca

