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In developing their action plans, institutions were required to conduct: 1) an employment systems 
review; 2) a comparative review; and 3) an environmental scan {see program requirements here). 
These assessments were required in order to identify the specific systemic barriers and/or challenges 
that are faced by underrepresented groups {e.g. women, persons with disabilities, Indigenous peoples 
and racialized minorities at the respective institution; Institutions were then required to develop key 
S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) objectives and 
actions to address them.  

Indicate what your institution's key EDI objectives are (up to six) as outlined in the most recent version 
of your action plan (either the one approved by TIPS or the one current under review by TIPS), as well 
as the systemic barriers/challenges identified that these objectives must address. Please note that 
objectives should be S.M.A.R.T. and include a measurement strategy. List the corresponding actions 
and Indicators (as Indicated In your institutional EDI action plan) for each objective, and outline: a) 
what progress has been made during the reporting period; b) what actions were undertaken; c) the 
data gathered; and d) indicators used to assess the outcomes and Impacts of the actions. Please note 
that indicators can be both quantitative and qualitative and should be specific. Outline next steps and 
use the contextual information box to provide any additional information (e.g. course correction, 
obstacles, lessons learned, etc.) for each objective. 

 

  



Key Objective 1  

Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, 
realistic and timely) Key Objective 1 

Attract and retain the best talent available in an increasingly diverse workforce to achieve and 
maintain an equitable and diverse representation of the four designated groups in our Canada 
Research Chairs Allocations. 

Systemic barriers: 

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

Historic under-representation of equity-seeking groups and historic academic recruitment 
practices are widely understood to be barriers to diversifying the academic workforce.  The CRC 
Steering Committee recognized that recruiting individual Chairs in narrowly targeted fields was not 
allowing us to achieve our equity targets quickly enough. 

Corresponding actions undertaken to address the barriers:  

The majority of our unallocated Chairs over the past two years have been devoted to two cluster 
searches. A Special Program “demographic” cluster hire, soliciting applications only from the three 
designated groups previously under-represented among Western’s CRC holders (women, persons 
with disabilities and Indigenous peoples), was held in 2019-20.  This search was not limited by field 
and it attracted a diverse pool of qualified applicants and increased representation in these 
designated groups across Western.   A currently ongoing “research priorities” cluster hire solicited 
applications in broadly defined strategic research priority areas across all three Agencies.  The 
literature demonstrates that research priority cluster hires tend to attract more diverse applicant 
pools than narrowly focused searches.   

We have also used some corridors of flexibility to increase the number of Tier 2 chairs during 
recruitment ; this allows us to provide more Chairs to more junior scholars in innovative fields and 
build our talent pipeline.  

In addition, to ensure new equity targets set by the 2021 Canadian Human Rights Settlement will be 
achieved, additional allocations of Chairs have been devoted to specific designated groups.  This 
includes a search in all disciplines for Indigenous peoples (one Tier 1 and two Tier 2 Chairs); a 
search in all disciplines for a Person with a Disability (one Tier 1).  A search in English & Writing 
Studies for an Indigenous person (one Tier 2) was conducted, however the search was not 
successful. 

Data gathered and lndicator(s) - 





Key Objective 2  

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

Continue Institutional monitoring of Employment Equity through the provisions of the Faculty 
Collective Agreement and annual reporting on Recruitment and Retention, Promotion and Tenure 
and Career Trajectory Analysis as required. 

Systemic barriers: 

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

While equity concerns have traditionally been focused on recruitment, a broader approach to 
equity has drawn attention to the fact that some kinds of academic work are more highly valued 
than others. For example, work in innovative and emerging fields, often published in less-
established venues, may be evaluated less positively than more traditional outputs.  Similarly, 
community outreach or service work is often less highly valued than traditional research work.  
This has obvious implications for the retention of a diverse group of faculty and for their successful 
career progression. 

Our Collective Agreement has excellent provisions for Employment Equity, and we have a good 
system for tracking our equity provisions around gender.  Tracking of equity provisions regarding 
other equity-seeking groups is hampered by lo9.60.8 (h7)1.7 (r)-1.31



developed to ensure they are familiar with the opportunities available under the Letter of 
Understanding.   Additional training for UWOFA Members, participating on Annual Performance 
Evaluation, Promotion, Tenure and Continuing Status and Workload committees will also be 
conducted.      

A Career Trajectory Analysis of salaries for all full-time UWOFA Faculty is currently being 
conducted in accordance with the Collective Agreement in the final year of the current 2018-2022 
agreement.  This analysis will first identify and correct salaries which may be anomalously low 
based on gender. If there are no gender anomalies, or if there are remaining funds after gender 
anomaly corrections, the fund will identify and address faculty salary adjustments anomalously low  
based on career stage and accomplishment. 

In 2020, we negotiated a number of LUs 





All first -term CRC holders with an end-date before June 2023 were provided the opportunity 
initiated by the CRCP in the spring of 2021 to extend their term for one year as a result of COVID, in 
order to mitigate any likelihood that COVID delays would negatively affect the renewal of their 
Chairs.  The CRCP provided the opportunity to provide extensions to CRC holders again and to 
support renewals.   Western approved offering these extensions to all CRCs in their first term 
regardless of their end date or term. 

  





 

  







The equity training required as part of the CRC program has done a great deal to raise awareness of 
equity issues more broadly on campus and to drive recognition that broader equity training would 
be beneficial.  The main barrier to such training has been our capacity to scale it up to all faculty 
processes across campus. 

Corresponding actions undertaken to address the barriers:  

The Joint Employment Equity Committee under our Collective Agreement created Western’s 
‘Employment Equity Guide’ for Committees many years, ago.  The guide is currently being updated 
to align best equity practices more closely with the processes of the Collective Agreement and to 
provide easily accessible EDI guidance for all faculty who engage with the Collective Agreement. 

The employment equity article of the most recent Collective Agreement requires a trained equity 
representative be a member of each Appointments, Promotion, Tenure and Continuing Status and 
Annual Performance Evaluation Committees.  A recent LU has extended that requirement to Chair 
and Director Selection Committees and search committees.  We provide the required training for 
those equity representatives and are pleased to note that some departments have chosen to require 
that all members of those committees receive equity training. 

There are two required components of Western’s



Prior to March 2020, the equity training was delivered in-person. As a result of the COVID-19 
pandemic, we transitioned to delivering the training in an online format using Zoom. While this 
initially presented a challenge, the online format has been widely accepted and, in some cases, has 
assisted with more easily facilitating people’s attendance (as there’s no need to travel to participate 
in sessions).   It is expected we will continue with this format in 2022 to facilitate increased 
participation  as it eliminates the need to travel. 

Next Steps (indicate specific dates/timelines): 

Currently, the Joint Employment Equity Committee continues in the process of reviewing, revising 
and updating Western’s Employment Equity Guide, 
https://www.uwo.ca/hro/doc/fac_employ_equity_guide.pdf    We expect it to be available online in 
the 2022-23 academic year. 

  



Challenges and Opportunities 
 
Other than what has been outlined in the section above, outline any challenges and opportunities or 
successes regarding the implementation of the EDI action plan, as well as best practices that have 
been discovered to date.  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 and 
opportunities?  
 
We have addressed challenges, opportunities and successes within the context of each of our 
obje






