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acknowledge the diversity of cultures and traditions that make a university a rich place to learn, 
where everyone can contribute and where everyone is valued. 
 

Introduction  
 

Note: Queen’s University equity targets and the number of chair holders for each of the Four 
Designated Groups (FDGs) are constantly updated at: 

https://www.queensu.ca/vpr/canada-research-chairs-program-crcp#EquityTargets 

 
The Canada Research Chairs Program Secretariat has highlighted the importance of its 
commitment “to correcting long-standing equity concerns and ensuring that all institutions 
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[(m-1 (32 ((h)a3ri)5 (ar) Td
[(m-i)5 (t)1 (y)3 (m 0 Ts1 (i1.135 c.0 Ts1 (i1.1 (y135 0ir1 ( h)1 (as)2.1 (-1 (o)dh)1 (ig)2 )1.1 ( )]TJ
[(o)3 (p2 (quin(-)Tj
-0(i1.11(y135 0iw 0.305)]TJ
[p)1 (ld)1 (h)1.1 ( )Tc -0.002 Tw 0.y1 (ac)25 Tw 12 -0 1 (as)i1 (e)-1 (d)lu (o)3 (rth)1.1 iw 0.305)]TJ
[)1 (an)2 (pr)4 [((ED (rtITj
J
[)r)1.4 (o)1.g)2 ( lo)33T
E6]TJ
0 Twa-0.9 (n)21 (ng4t a)-1 ( pl2 ((h)a)-1 (,h)5 (rc3T
E6]s)0.9 (ti)-m)-1 (ethe)-2 (n)21 1 ( a)-e)-2 (r)-1 (nha)-1 w)-2 (e)-21 (ur)-1 (11 (ng)1 ( tha)-1t a)-1 ( wi(n)5 (d e)-2 (ns)1 (ur)-1t 0 Twr)-1t a)-1 du (ndi)-1 (ng)]TJ
-)-2 (  (11 (-1 (ngmTd
[(m)-1 ( (ndi),  (i)-1 (1 (ge)-113.41 (nd(r)-1 c.0 TuG)2 (r)-1d(r)-dns)1.1 ( )]TJ
-1 -1.22 Td
[(m)-1 (e Td
[(bl (tuti)-0.9
[(s)1 h)-1 (n-2 (r)-1 (i)-0.9
to (rt)1 (an)1 (c)-1 (e)-fo (rt (11 (-1 (ng-1 (nd -2 (e)-21fu(d e)-2 (ns)1pa(t a)-1 (ndtm)-1 ( (ndi)m)-1 (p1 ( a)-e)4t a)-1 ( a)-1 f  ( ta)-0.9ET
2)1 (g)]TJ
und-1 (ng-1 (ndr (tuti)-0.9pr (tuti)-0.9s-1 (i)5 (rc)2 (6-0.95.54 (g)]TJ
1t 5uti)-0.9n ti)-0.9s-1 (i)-1 (v)1 (e Td
[(ti)-0.9n v)1 (r)-1t a)-1 (D))1 (,h)-5 ( (ndi)u-1 (ndr (tuti)-0.9nt2 (ns))-2 ( a)-5 ( (ndi) Td
[(t 5uti)-0.9g)1t a)-1 c)-2 (e)-2 (zi)-0.9n )5 (rc)2 (15 0 Td
[Tj
ET
u)535]TJ
0 Twa-00.9s (o)3 (rre)-1 (c)176 Td
[(p)-4 (ro)n)1 (g)]T9 (e)3-3DC 
/ (c)-1 (e)-wa)-1 1 (tuti)-0.9(,h)5 (rc)2 ( lo)33.54 (g)]TJ
I)-1 (di)-1 (v)1 (i)-0.9(a)-1 (-2 (quPi)-1 (r)-1c 03 (pl (tuti)-0.9s-5 (r7.8ad)5 (a)], p (r)-1 ( e)3 (quia)-1 (l)-(Allng)1 ( h)1 (an)2 (ts)0.9 (.)2.1 ([ 1 (asi3 (rtab-1 (i)-5-1 (Tw 0.225 ge)-1(m 0 Ts1 (e)d(o)3 (rre)-1 (c)1.99 (g)0.9 (e)3.1 (ts)0.9 (.)1.1 (”)]TJ
0 Twm( )Tc mbh)1 (ig)2 r3 (rt)1 (an9 (.)2.1 (4176]TJ
0 Tw(e)-1 ( imp)1.1 i3 (rthb12 -0 le Tc 0.003 Tw 2.7161 (g)0.9 (e)3.1 (ts)0.9 (.)1.1 (”)]TJ
0 Twmi1 (e)s)2 (i Tw 0.225 0 Td
Tc 0.003 Tw 2.4.111 (g)]T9 (e)3-)2 (pr)4  (.)1.1 (”)]TJ
0 Twi 03 (.e(-)Tj.)2.s)1 h)ndi)-1 4rt)1 (an)1)0.9 (.)1.1 (-35e)- (c)-1 (e)-F)-1t a)-1 (-1 (nd Di)-0.9s-1 (i)-1 (v)1 (e Td
[(ti)-0.9n G)1 (r)-1t a)-1 (D))1 ( ()-0.9F)-1t DG)1 () ( ta)-0.9ET
361 (g)]T9.(e)3.121 (g)0.9 (e)3.1 (21)0.9 (.)3.1 (”)]TJ
0 Tw  (o)3 3as)2.)1 h)n.1 ( CRCP)4t 1 (1 (e1 (an)1)0.9 (.)1.1 (5.89)]TJ
0 Twi 0(ndtm)-1 (a)4t ti)-0.9s-1 ( d Td
[(t Td
[(
[(s)1 (ta)-(d e)-2 (ns)i)-0.9(n)21 (ng-1t a)-1 ( s)1.1 ( )a)-1 (e Td
[(2 (ns))-2 ( s)1 (i)-0.9s-1 ( a)-1 ( a)n.1 -2 (e)-2-1 (nd -1 ( i)8.735] (c)-1 (e)-v)1 (r)-1t a)-1 (D))1 (,hm)-1 (e(n)21 2 (ns)u105 0 Td
(-)TjL)5 (rc)2 (15 0 Td
[Tj
ET[(GBn)21 T1 4rtQ
Tc 0.003 Tw 2.9)53 (g)0.92(e)3.15)1 (g)]T9+(e)3.15 (g)]T9,(e)39 (e)3-1.1 (§)]TJ
0 Tw-2 (e)-2-14ing





Canada Research Chairs Equity, Diversity & Inclusion Action Plan 5 
 

Review is based on quantitative data produced by the Equity Office on recruitment, nomination 
and retention, by qualitative data reflected in surveys of chairs, administrators and follow-up 
interviews, including with members of underrepresented groups and those with intersectional 
identities.  Survey instruments and interview questions are included in the appendices.   The 
objective of the data gathering was to identify possible systemic barriers at all stages of the 
CRCP so that intentional and purposive action can be taken. Another goal was to determine if 
the process is open and transparent and if it follows the CRCP requirements. 
 
The ESR entailed: 
 

1) Confidential survey of CRC holders (Appendix B). The survey was sent to 43 CRCs. Of the 
43 sent, 24 were completed, of which 13 were by Tier 1 chairs and 11 by Tier 2 chairs.  
The letter of invitation to complete the survey assured participants that the surveys 
would be kept confidential and anonymized. Applicants were encouraged to self-
identify in all the categories that apply to them. Seven CRCs self-identified as FDG and 
multiple persons self-identified in more than one identity. In order to protect the 
confidentiality of participants, more specific data on self-identification groups within 
this larger category cannot be provided.  Responses were cross-referenced to self-
identification data to assess any correlation between the experiences reported and self-
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(Research) [Chair], Provost, or Deputy Provost (Academic Operations and Inclusion) as delegate, 
Dean & Vice-Provost Graduate Studies, or delegate, Associate Vice-Principal(s)(Research), 
Associate Vice-Principal Equity and Inclusion.  An internal review of the research portfolio 
recommended expanding the membership of the CRC executive committee to incorporate 
three additional research leaders.  This change will be implemented by December 2019. 
 
The Committee’s responsibilities are to: 
 
·       Review and identify which new and renewal CRC nominations will go forward to the CRCP 

for adjudication based on the research and scholarly excellence and leadership qualities of 
the nominees and fit with Queen’s CRCP goals and Queen’s University strategic research 
plan. 

·       Establish and amend Queen’s internal policies and procedures with respect to CRCs to be 
consistent with those established by the Provost  Office, the University Advisor on Equity, 
and the Collective Agreement between Queen’s University Faculty Association and Queen’s 
University (where applicable), and consult with and obtain approvals from governing bodies 
(e.g., Vice-Principal’s Operations Committee, Senate) if/as appropriate. 

·       Monitor equity targets set by the Tri-agency Institutional Programs Secretariat (TIPS) in 
collaboration with the Provost’s Office to achieve equity, diversity and inclusion (EDI) within 
Queen’s CRC appointments. 

·       In collaboration with the Provost Office, Equity Office and the Equity, the Associate Vice-
Principal Indigenous Initiatives and the Diversity and Inclusion CRC Advisory Committee 
identify and implement new processes to assist in meeting, or exceeding, and sustaining 
equity targets. 

·       In collaboration with the Provost Office and Equity Office, ensure consistency between 
Queen’s EDI policies, the Queen’s Truth and Reconciliation Task Force Report, and the 
Principal’s Implementation Committee on Racism Diversity and Inclusion (PICRDI). 

·       Consult with others, including the Deans and Vice/Associate Deans Research  
   
Accountability/Timeline 
The allocation of Canada Research Chairs is the responsibility of the Vice-Principal (Research) in 
consultation with the CRC Executive Committee (including the Associate Vice-Principal Equity 
and Inclusion), the Provost, the Principal.  
  
Process for allocating chairs to department/faculty 
 
The Vice-Principal (Research) and the CRC Executive Committee are guided by CRC equity and 
diversity targets and gaps, and EDI best practices when allocating a Chair position to a 
department or faculty, when deciding which field to support with a Chair and whether to limit 
the pool to internal candidates.  Queen’s adopts several different paths for allocating chairs.  
 
1) A targeted call for specific research areas (either internal or external).  Prior to the decision 

on targeted field of research, the Faculty Deans submit a strategy document to the CRC 
Executive Committee that outlines equity considerations and potential research areas.  The 
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Vice-Principal (Research) and the CRC Executive Committee may suggest defining a broader 
field of research to attract a more diverse pool of candidates.  

 
Prior to the decision on a named nominee, Faculty Deans submit documentation to the Vice-
Principal (Research)/CRC Executive Committee that includes a letter from the Dean that (among 
other items): 
 
·       lists the names of all candidates recommended by Appointments Committees in 

units/departments but not recommended by the Dean 
·       
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CRC Recruitment Process  
 
The Queen’s Equity Services is mandated to manage and monitor the University's employment 
equity program and to report on completion of each equity hiring process, including 
nominations to the CRC program. This monitoring is done through the Queen’s Equity 
Appointments Process (QEAP) Application (Appendix G). The QEAP is an innovative web 
application that collects, tracks, and reports on employment equity data for which the Queen’s 
Human Rights and Equity Office was awarded the 2018 Innovation Award, an Employment 
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higher than the applicant self-identification process results would indicate (with the exception 
of Indigenous peoples.)  
 
 
New Faculty Appointments: Designated Group Representation    
 

Appointees 
(After hired)  
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is inclusive), that researchers with career leaves are invited to apply and that their application 
will not be negatively affected by their leave(s).  Ensure annual (January) updating 
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Training and Development  
  
Article 24 of the Collective Agreement between the Queen’s University Faculty Association 
(QUFA) and the University, requires that members of all appointments committees, including 
for the CRC program, successfully complete a familiarization and training workshop that covers 
the “principles, objectives, recent history, best practices, and rules and institutional 
expectations with respect to employment equity.” (Article 24.2.1). Workshops are provided by 
the Human Rights and Equity Office.  For 2018, 243 members of appointment committees 
participated in the training provided by the Human Rights and Equity Office.  There were thirty-
two sessions; 22 sessions were General Training for Appointments Committee members; 10 
sessions were Employment Equity Representative Trainings.  Each member of every CRC 
appointments committee must have the requisite equity training before the committee 
convenes. If any individual lacks the required training, the committee is deemed to be non-
compliant with the training portion of the CA obligations.  Some flexibility is allowed if only a 
short time elapses between the formation of a committee and the training as long as the 
committee has not undertaken substantive work during that time.  
 

In addition to Employment Equity training numerous sessions are provided by the Human 
Rights and Equity Office that also related the CRC program (See Appendix L).    
 
Highlights include: 
 
From Diversity to Inclusion in the Workplace Certificate Program:  This program is a series of 
courses that seek to engage Queen’s staff and faculty in conversations, discovery, and learning 
about diversity and equity and to provide resources, knowledge and tools required to make 
Queen’s an inclusive campus. More information regarding the Certificate Program can be found 
on the Equity Office website at http://www.queensu.ca/equity. 
 
New Faculty and Staff Orientation Training:  The Orientation sessions provides information to 
all new staff attending the Human Resources orientation sessions regarding equity and 
inclusion.  
   
Equity and Inclusion Training for Senior A1 (o)2([(E(ff a)-1 (tte))1 (s)2d (ni)-1 (1 (ng)1 ( e)-2ff a)--2 (  T) a)-1 (t (he)-)--2 w1 (1 (ng)1 k( e)-h1 (1 p  a)-1 (tte)-)--2 ma1 pp1 (1 (ng)1 tun)--2 -2 (qui)-1 (tyg)1 ( fo)2 (ro)2 ( )]TJ
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CRC searches have completed equity training and that a CRC search committee does not begin 
its work until there is full compliance with this requirement.  
 
Accountability/Timeline 
Provost’s Office: immediate and ongoing. 
 

University Policies 
 
The Queen’s Canada Research Chairs Equity, Diversity and Inclusion plan is guided by several 
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Providing a supportive and inclusive workplace 
 
A number of measures have been taken in order to provide the framework and support 
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�” The Accessibility Hub serves as a centralized online resource for accessibility on campus 
with the mandate to “elevate and inclusion and improve access for everyone on our 
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University.  The Office of Vice-Principal (Research) will hold exit interviews with departing CRC 
holders, should the occasion arise.  There have been not departures of CRC holders from the 
university. 
 
Harassment and Discrimination Support Resources. Queen’s University is committed in creating 
a culture of equity, diversity and inclusion and in nurturing a campus environment in which all 
are treated with dignity and respect. In the event that one experiences or bears witness to 
harassment or discrimination, the University encourages its members to disclose their 
experience. A list of resources is available through the Inclusive Queen’s website. Disclosures 
are held in confidence and support services are client-driven and open to faculty, staff and 
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Associate Vice-Principal Human Rights, Equity and Inclusion has a mandate to follow-up on 
complaints or concerns and to work collaboratively across the university to address complaints.    
 

Contact Information of Units Responsible for Managing Complaints about the 
Institution’s Chair Allocations 
 
Vice-Principal (Research)  
Office of the Vice-Principal (Research)  
Richardson Hall Room 215 
E-mail: vpresearch@queensu.ca 
 
Deputy Provost (Academic Operations and Inclusion): 
74 University Avenue, Room 353, Richardson Hall  
Queen's University at Kingston, ON K7L 3N6 
Phone: + 1 (613) 533-2020 
E-mail: provost@queensu.ca 
 
Associate Vice-Principal (Human Rights, Equity and Inclusion) 
Human Rights Office 
B506 Mackintosh-Corry Hall 
Telephone: (613) 533-6886  
Email: hrights@queensu.ca 
 
Mechanism for monitoring and addressing concerns/complaints and mechanism for how 
concerns/complaints are reported to senior management 

The CRC Executive Committee has the responsibility of monitoring concerns and to work 
collaboratively with the Provost’s Office and Deans/Heads to address concerns or complaints if 
they do arise. 
 
Employment Systems Review Objectives, Tactics and Indicators  
 
The ESR conducted in 2019 suggests the following objectives/tactics/indicators: 
 

Objectives  
1. To embed EDI considerations within our procedures for CRC allocations, 

recruitment and renewal in order to ensure that members of 
underrepresented groups move through all stages from application to 
appointment to promotion for CRC allocations, recruitment and renewal.  

2. To make available to all CRCs formal support systems to ensure their success 
and retention.  

 





Canada Research Chairs Equity, Diversity & Inclusion Action Plan 22 
 

 
Accountability/Timeline 
Office of the Vice-Principal (Research) in partnership with Associate Vice-Principal (Human 
Rights, Equity and Inclusion), ongoing monitoring with specific new initiatives to be completed 
by May 2020. 
 

  
Tactics:   

�x Encourage CRCs to identify in all the categories that pertain to them (self-ID in I COUNT 
already includes multiple variables for self-ID) 

�x Add fluid genders to I COUNT census  
�x Continue to collect and analyze disaggregated data on research stipend, protected 

research time, space, etc. examining the data on individuals who identify with more 
than one group 

�x Consult regularly with the newly-formed CRC Equity, Diversity and Inclusion working 
group (Appendix O) to generate tactics. 

�x Develop distinct strategies for each of the FDG groups that recognizes the unique 
experience of its members.  One example for a distinctive strategy for CRCs with 
disabilities is outlined in Appendix P; this form of unique strategy will be developed for 
all of the underrepresented groups: 

 
Accountability/Timeline 
Associate Vice-Principal (Human Rights, Equity and Inclusion) in partnership with Office of the 
Vice-Principal (Research), by May 2020. 
 

Environmental Review 
 
Generally, the primary EDI indicators used at Queen’s to assess the institutional environment 
and inclusive measures are three-fold: i) the CRCP equity targets defined for Queen’s by TIPS;  
ii) the national, award-winning, Diversity and Equity Assessment and Planning (DEAP) Tool 
(Appendix Q) and Queen’s Equity Appointments Process (QEAP; Appendix G); iii) Queen’s 
extensive self-study of inclusivity over the last four years, especially in the Truth and 
Reconciliation Commission (TRC) Task Force and the Principal’s Implementation Committee on 
Racism, Diversity, and Inclusion (PICRDI). 
 
With respect to the CRC Program at Queen’s, in addition to the Employment Systems Review 
outlined above, an environmental review was conducted based on confidential surveys of CRC 

Objective: to broaden our implementation of equity objectives to include 
intersectionality and to create specific strategies for underrepresented groups. 





Canada Research Chairs Equity, Diversity & Inclusion Action Plan 24 
 

Theme 2 – Research stipends/funding 

For some respondents, research stipends provided them with an effective platform to carry out 
ambitious and high-impact research programs.   Others mentioned high degree of support 
within their departments, including additional graduate funding for recruitment, increased 
research funding.  Several respondents suggested that differentials in research stipends can be 
demoralizing and that greater equity should be implemented. One CRC suggested that the 
introduction of a CRC salary bonus as is the practice at other universities would be most 
welcome.  

One respo
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The 1:1 interviews (
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�x Conduct exit interview in the event that a chairholder leaves the university and share 
the information (respecting confidentiality) with CRC EDI working group (Appendix O) 

�x Support post-CRC transition in collaboration with Faculties 
  
 
Indicators:  

�x Evidence of increased diversity and enhanced processes to sustain equitable and 
inclusive environments for CRC holders through the DEAP analysis  

�x Evidence provided by QEAP and I COUNT analysis on increased diversity within the 
CRCP 

�x Improved qualitative results in annual survey of all chairs, including those from 
underrepresented groups 

�x Improved qualitative results in follow-up interviews with chairs, including those from 
underrepresented groups  

�x the retention of equity-seeking individuals through all stages of the recruitment and 
appointment process 

 

Comparative Review 
 
The comparative review adopted the following methodology:   
  
1) Review of the annual reports submitted to the CRC program by all CRC holders. Conducted by 

the Office of the Vice-Principal (Research)  
  
2) Institutional review of salaries/benefits and annual research stipends of all CRC holders. 

Conducted by the Office of Vice-Principal (Research).  
  
3) Cross-referencing the data with anonymized self-ID status, including intersectionality. (Equity 

Office)   
  
4) The CRC Surveys and interviews mentioned above and survey of Heads of Units.   
  
The review examined institutional support for the CRC program in the following areas: research 
stipend, protected time for research, CFI JELF allocations, service responsibilities, and 
salary.  Analysis of the data took into account disciplinary differences and market differentials 
as well as such negotiable elements as protected time for research, salary, research funding, 
start-up funds, and additional student support.      
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Findings: 
The comparative data for the CRC research stipends reflects differences in the level of research 
stipend support provided to CRC holders.  Both average and median were calculated in order 
to provide information on research stipends from different vantage points.  The graph below 
indicates the average and median for Tier 1 and Tier 2 CRC research stipends across Non-FDG 
and All FDG groups. 

 
Note that research stipends for physician CRCs are excluded from the analysis, to provide a 
consistent comparison among CRCs who are members of QUFA.  
  
Our comparative review suggested the need for standardized minimum research stipends for all 
CRCs (both internal and external), monitored centrally by the VPR.    
 
The comparative data on protected research time indicates that all CRC holders at 
Queen’s have at least 50% of their time protected for research.  Protected time for chairs 
currently ranges from 50% to 80% with an overall average of 62%.  On average, clinician 
scientists/physicians receive a higher release from teaching than other CRC holders, due to 
unique local circumstances related to South Eastern Ontario Academic Medical Organization 
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Conclusion 
 
In sum, the employment systems review, environmental scan, and comparative review have 
highlighted areas in which the equity goals of the CRCP and of Queen’s University are being 
advanced and in which significant progress towards a more equitable, inclusive and diverse 
research environment have been made. The review has also highlighted gaps in processes and 
practices and the need for continued monitoring and the introduction of new initiatives.  This 
report has highlighted over-arching objectives and the tactics/actions to advance these 
objectives, with an indication of responsibility and timeline for implementation.  We welcome 
this opportunity to work collaboratively to build an equitable, diverse and inclusive research 
world.  
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Appendices 
 

Appendix A – Senate Equity in Research Statement 
 
On November 28, 2017, Queen’s University Senate pledged its commitment to these goals 
through explicit advocacy for inclusive excellence in the CRC Program.  
 
“The research community at Queen's is committed to and recognizes that building a culture of 
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Appendix B – Survey of CRC Chairholders 
 
Canada Research Chairs (CRCs) at Queen's University 
  
You are being contacted by Equity Services because you hold a Canada Research Chair (CRC) at 
Queen’s University.      
 
As you may be aware, following a recent evaluation of the CRC program, concerns were raised 
regarding issues of equity and diversity which led to the CRC Secretariat launching its Equity, 
Diversity and Inclusion Plan, to look at strategies for the effective recruitment and retention of 
CRC Tier 1 and Tier 2 holders from equity-seeking groups (women, Indigenous/Aboriginal 
peoples, racialized/visible minorities, persons with disabilities and persons who identify as 
LGBTQ+).  
 
In order to assess the EDI landscape at Queen’s for CRCs, Equity Services is conducting a survey 
on behalf of the university.     We are inviting all CRCs to complete this short survey concerning 
their experiences at Queen’s with the CRC program.  It should take no more than 15-20 minutes 
to complete.  
 
The information shared will help Queen's to improve our support for chairholders. We are 
particularly interested in the experiences of chairholders who self-identify as being members of 
equity seeking groups.  If you are an equity seeking group member you will have an opportunity 
at the end of the survey to indicate your willingness to be contacted by Equity Services to 
discuss your experiences further.    
 
The results of the survey will be presented to the Vice-
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Queen’s is exploring the introduction of a mentorship program for the CRC program.   
 
What elements would you like to see incorporated in a CRC mentorship program? (Select all 
that apply) 

o Advice on building a highly-effective research group (including graduate student and 
post-doctoral fellow recruitment) 

o Network opportunities to build research collaborations across the university 
o Resource/networking for equity seeking groups 
o Work/life balance 
o Publications/Conferences/Presentations 
o Career/professional development 
o Optimizing digital footprint 
o Settling into the community 
o Other (please specify) 

 
What additional supports from the university would be helpful? 

o Advice on building a highly-effective research group (including graduate student and 
post-doctoral fellow recruitment) 

o Promoting your research 
o Building a portfolio for honours/accolades/prizes 
o Grant applications 
o Knowledge mobilization – social innovation/commercialization 
o Libraries/Information Technology Services 
o Space/Core facilities 
o Advanced computing 
o Other (please specify) 

 
In the interest of helping us understand how equitably the CRC funds are currently allocated by 
units to Chairholders, please outline the percentage of CRC funding that is allocated to you in 
the following categories (if applicable) per year to support your research activities. 

 
Teaching Replacement 

 
Salary replacement 

 
Stipends in addition to salary 

 
Research funding 

 
Administrative support 

 
Equipment/technical support 
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Other 

 

Total 

 

Please indicate your course relief as a CRC. Please also define the customary teaching load for 
your unit. 
 
 
Thank you for completing the survey. In order to better understand the composition of the 
CRCs at Queen's we invite you to answer the following demographic questions. Your answers t
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Do you self-identify as a visible minority or racialized person? 
o Yes 
o No 
o Prefer not to answer 

 

Do you self-
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Appendix C – Survey Themes 
 
Canada Research Chairs  

The CRC survey was sent to 43 CRCs.  Of the 43 sent, 24 were returned complete. This analysis 
is based on the 24 complete responses. Responses were fairly-
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One response highlighted the need for more administrative support for prolific researchers.  
With success comes greater pressure to lead proposals but not more resources to support 
these activities.   

The findings suggest the value of centralizing the management of CRC packages in order to 
minimize the variation that occurs across and within units.  One FDG member reported a lower 
stipend than colleagues; others from FDG reported higher stipends.  The comparative review 
provides quantitative data on research stipends and is needed to supplement the qualitative 
data of the survey and interviews.   

Theme 3 – Sources of Support: Department/Faculty/University 

In the qualitative responses for this question, respondents repeatedly, either directly or 
indirectly, referenced that their departments played the largest role in determining the quality 
of their experience and that there were few direct interventions with their Faculty Office in 
support for their CRC role. Many 
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geographic location can stand as “alibis for why we have done so poorly.  People will come if we 
provide an environment where they can flourish.  This includes cohorts of well-supported 
researchers with shared interests, academic and social support …".  Another head stated that 
“There are some initiatives on campus to encourage community building among racialized 
minorities here; more could be done in this regard.”   
 
In addition, respondents repeatedly spoke about a lack of job options for spouses of CRCs being 
a deterrent.  One head stated “The two-body problem is a major issue.  Many women chair 
candidates are reluctant to apply/accept offers without a guarantee of a job for their spouse or 
partners.”  
 
Theme 6 – Course Relief/Protected research time  
The responses to this question reflect varied levels of course/teaching relief. This was a theme 
that was also mentioned in the CRC survey.  
  
Recommendations made by Department Heads:  
�x Consistent teaching/course relief across the institution  
�x Greater clarity on role and function of departments in the recruitment and retention of 

equity-seeking group member CRCs  
�x Greater awareness and institutionalized supports for departments in recruiting and 

retaining CRCs (i.e. support for spouses, connections to community supports etc.)  
�x Greater assistance and support for departments that have a history of inequity and that 

struggle to recruit from underrepresented groups  
�x Consider thematic, targeted cohort hires where groups of outstanding scholars working in 

particular areas are hired together  
�x Recognize and target for recruitment scholars who generate alternative and marginalized 

knowledges that may not be as easily measurable by traditional CRC standards  
�x Expand existing community-building among equity-seeking groups on campus  
�x Profile the advantages of living in Kingston and promote the great research conducted at 

Queen’s  
�x Use proactive advertising and recruitment strategies   
 
Interviews with CRCs 

1. Women Tier 2 CRCs are often of child-bearing years - Women who have children and 
manage a household experience affects research productivity. There is room for 
improvement to provide consistent support and accommodation of maternity leaves, career 
interruption, return to work and child care provisions.  

2. Communication regarding the CRC Program and process thereof could be enhanced. 
3. There is room for improvement in regards to support for faculty members in general, not 

just specific to CRC Chairs  
4. 
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6. CRC Program is also about attracting international talent yet the CRC experience is 
completely different for international candidates, more support is needed  

7. Lack of clarity from university in regards to what happens next to one’s research career post 
CRC   

8. The university could improve its consultation of CRCs in regards to overall research strategy  
9. Best to ask equity-seeking individuals what they want, how they would like to define 

themselves  
10. There is room for improvement in regards to encouraging FDGs to apply  
11. Advertising language could be more explicit in regards to why we are seeking FDGs  
12. At all levels of the university (institution, faculty, department, committee members) there 

needs to be evidence of commitment to fostering inclusive and progressive research 
environment  

13. There is room for improvement in regards to the administrative 
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�x Lunch and with whom?   
�x Dinner and with whom?   
�x More than one day?   
�x 
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Administrative support :   
Equipment/technical support :   
Other :   

 
 
Please indicate how your unit currently determines course relief for Tier 1 CRCs and Tier 2 CRCs to 
support the Chairholder’s research activities. Please also define the customary teaching load for your 
unit.   
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Appendix F – 
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Applications from all eligible candidates will be reviewed and assessed by a diverse panel. The 
panel will make recommendations to the Queen’s Canada Research Executive Committee, 
comprised of the Vice Principal Research, the Deputy Provost, and the Vice Provost and Dean, 
Graduate Studies. 
 
Decisions will be released to applicants by June 30, 2019. Full nomination packages for 
successful candidates must be submitted to the Tri-agency Institutional Programs Secretariat 
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New Staff Appointments 
 
In Fall 2017, the Principal and Vice-Principals approved the implementation of an equity hiring 
process for Staff recruitment.  Mandatory implementation of an employment equity program 
for Staff began in January 2019. 
  
Employment Equity Representatives 
 
1. Attend the 3 hour Employment Equity Representatives Training session provided by the 

Human Rights and Equity Office 
2. Contact equity@queensu.ca to request access to the QEAP Application 
3. Review the recruitment practices, step by step guide (For Staff EE Reps): Recruitment 

Practices
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Code of Confidentiality 

1. Confidentiality begins when you use your Queen's netid and password to respond 
directly to the Census. 

2. Only authorized persons involved in Employment Equity will have access to the census 
information. 

3. The Census information will only be used to comply with the Federal Government 
Employment Equity legislation and to develop and monitor Employment Equity 
programs at Queen's. 

4. All reports based on the census information will be in summary form only, so that no 
individual can be identified. 

5. Census information provided by any individual can be changed upon the written request 
of the individual. 
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Appendix I – Self-Identification 
 
* Taken from: https://www.queensu.ca/fourdirections/self-identification/self-identify 
 
Why Self-Identify? 

What is Indigenous Self-Identification? Why should you identify? 

�” Self-identifying allows Queen’s to provide the best programs and opportunities to 
Indigenous students 

�” Students can learn more about their culture and/or connect with the growing 
Indigenous community at Queen’s 

�” Students can self-identify at any time during their university career  

 

It is a chance for students with Indigenous ancestry to… 

�” Engage with and become a part of the Indigenous community at Queen’s 

�” Learn more about and strengthen their connection to their ancestry 

�” Practice and/or learn more about their culture 

 

It allows the University to… 

�” Re-evaluate and enhance its programs and services to better suit the needs of the 
Indigenous student population 

�” Gain a better understanding of the Indigenous community at the school 

The process is voluntary and confidential 

How can I self-identify? 

Students with Indigenous ancestry can fill out the self-identification information at any point 
during their time as a student at Queen’s. 

1. Login to your SOLUS student account at myqueensu.ca 

2. Scroll to the bottom of the page to “Personal Information” 

3. On the left hand side of the page, click the drop-down menu labelled “other personal”. 

4. Select Indigenous Self-Identification and complete the information 
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Hear more from Indigenous students themselves! 

For more information: Please contact Vanessa McCourt for more advice on self-identification or 
visit the Four Directions Indigenous Student Centre. 

*The information provided can only be accessed by select staff at the Four Directions 
Indigenous Student Centre and in the Office of the University Registrar. The information will be 
used to enhance programming, success services, and will inform outreach strategies for 
Indigenous students. Any reporting will be done in aggregate, meaning that statistics will be 
collected and used in large numbers and not attached to your name or any identifying 
information unless you give us permission. For more details about how the information will be 
used, please review our Frequently Asked Questions. 

Queen’s wishes to acknowledge funding from the Ontario Ministry of Advanced Education and 
Skills Development for the development of the university’s self-identification mechanism. 
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Appendix J – Canada Research Chairs Self-Identification Form 
 
Online form is available at: 





Canada Research Chairs Equity, Diversity & Inclusion Action Plan 60 
 

Checklist 
 

Definitions: 

�x Responsible - who is responsible for carrying out the entrusted task? 
�x Accountable (also Approver) - 
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´ Best Practice 3.12 In the job posting, include 
information about the department and provide web 
links, if available. Showcase the diversity of students 
and the city. 

Provost POStaffing ´ 

´ Best Practice 3.13 Provide information about the 
university, community assets and resources, EDI 
policy and action plan, accommodation policies, and 
family resources that would serve a diverse group 
and attract them to the institution (Monica Stewart). 

Provost POStaffing ´ 

´ Best Practice 3.14 Be explicit that career breaks for 
family, medical or community responsibilities will not 
negatively impact the hiring decision.  

Provost POStaffing ´ 

4. SEARCH FOR CANDIDATES7 

´ Requirement 4.1 Mandate proactive, targeted 
outreach to attract members of underrepresented 
groups. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
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´ Requirement 4.9 If the pool of eligible applicants is 
insufficiently diverse, extend the application 
deadline, or review the ad more critically for 
potential barriers and repost it. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee 

´ 

´ Best Practice 4.10 Include encompassing, clear, 
flexible criteria for assessing research excellence, and 
account for nontraditional areas of research and/or 
research outputs. Provide evidence that the 
committee has discussed this in recommendation for 
appointment through the use of an evaluation 
matrix. 

Provost/ 
Dean/ Dept. 
Head 

Chair of the 
Appointments 
Committee  

´ 

5. APPOINTMENTS COMMITTEE.  

´ Requirement 5.1 The committee must have some 
representation from underrepresented groups.  
Inclusion of representation by racialized minorities is 
highly-recommended and if not included, an 
explanation for this exclusion will be required. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee  

´ 
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stereotypes and micro-aggressions revealed during 
the discussions and support the committee members 
as they work through them. 

6. THE INTERVIEW 

´ Best Practice 6.1 Rank selection criteria prior to 
screening the applications. Use an evaluation matrix. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee  

´ 

´ Best Practice 6.2 Ensure all parts of the process are 
accessible. Indicate that the ue 6.2 6.2 6.23vBT
/TT11.84 Tm
[
BT
12 -0 0 12 84.66 592.0979 re
W n
BT
 (c)-2 (a)-1 [ (a)-1 [ (a) 592.08 p4 675.076 43.92 re
W n
0 592.08 p4 675t the uec84 603.96 84.7 2 ( I)2 (ndi)-1 (c)0 592c1 <</MCID 6 >-.76 5Ecess are 



Canada Research Chairs Equity, Diversity & Inclusion Action Plan 65 
 

of the discipline, or focused on issues of gender, race 
or minority status, for example. 

´ Requirement 7.4 Ensure that the need for workplace 
accommodations does not negatively impact a 
candidate’s assessment. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee  

´ 

´ Requirement 7.5 Review candidates through the lens 
of equity principles by: challenging the notion of 
rewarding or overvaluing the familiar, considering 
diversity of thought, method and experience and 
valuating the candidates’ demonstrated 
commitments to EDI. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee 

´ 

 Requirement 7.6 If there are two or more equally 
ranked leading candidates, the decision will be based 
on Queen’s CRC equity gaps consistent with an 
existing MOU with QUFA. 

Provost / 
Dean /  
Dept. Head 

Chair of the 
Appointments 
Committee  

´ 

´ Requirement 7.7 Review the final nomination 
decision (and chall



http://www.chairs-chaires.gc.ca/program-programme/referees-repondants-eng.aspx#bias
http://www.chairs-chaires.gc.ca/program-programme/referees-repondants-eng.aspx#bias
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extension provisions are taken advantage of where 
possible. 

´ Best Practice 8.5 Minimize potential bias within the 
research program by adhering to the Canadian 
Institutes of Health Research (CIHR) Sex, Gender and 
Health Research Guide: A Tool for CIHR Applicants, 
the Tri-Council Policy Statement on Research 
Involving the First Nations, Inuit and Métis Peoples 
of Canada, and the Social Sciences and Humanities 

http://www.chairs-chaires.gc.ca/program-programme/nomination-mise_en_candidature-eng.aspx#s3
http://www.cihr-irsc.gc.ca/e/32019.html
http://www.cihr-irsc.gc.ca/e/32019.html
http://www.pre.ethics.gc.ca/eng/policy-politique/initiatives/tcps2-eptc2/chapter9-chapitre9/
http://www.pre.ethics.gc.ca/eng/policy-politique/initiatives/tcps2-eptc2/chapter9-chapitre9/
http://www.pre.ethics.gc.ca/eng/policy-politique/initiatives/tcps2-eptc2/chapter9-chapitre9/
http://www.sshrc-crsh.gc.ca/about-au_sujet/policies-politiques/statements-enonces/aboriginal_research-recherche_autochtone-eng.aspx
http://www.sshrc-crsh.gc.ca/about-au_sujet/policies-politiques/statements-enonces/aboriginal_research-recherche_autochtone-eng.aspx
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backgrounds to ensure that these do not lead to 
inequities. 

´ Best Practice 8.11 Ensure salary and startup 
packages, as well as research support, is comparable 
across chairs (taking into account disciplinary 
differences). 

Provost Dean ´ 

 
Signatures 
The designated senior university official: ____________________________________ 
Dean: ___________________________________________________________________ 
Department: ______________________________________________________________ 
Department Head: _________________________________________________________ 
Employment Equity Representative: ___________________________________________ 
Committee Members: ______________________________________________________ 
_________________________________________________________________________ 
_________________________________________________________________________ 
_________________________________________________________________________ 
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Appendix L – Training and Workshops 
 

Diversity and Inclusion Staff Team Learning Program  
�x Launched in January 2018  
�x Pilot project with 15 staff from Advancement  
�x 9 week blended learning course for staff (onQ learning system platform & in-person)  
�x Interactive online course designed to facilitate the building of a community of practice 

among staff  
�x Focus of the course is on equity, diversity and inclusion in the workplace  
�x Themes in the course include: Privilege and bias and Diversity and inclusion   
�x Pilot #2 was launched in February 2019 with the Division of Student Affairs  

  
Diversity and Inclusion Faculty Modules (online and in-person)  

�x Project started Winter 2018  
�x Collaborative project between Human Rights and Equity Office and Centre for Teaching 

and Learning  
�x University of British Columbia is a partner on the project   
�x Blended learning program for faculty on the subject of equity, diversity and inclusion  
�x Module themes include:  

-Power, privilege and bias  
-Universal Design for Learning  

-Inclusive and Responsive Teaching  

-Conversations on Decolonization   
-Navigating Difficult Conversations  

�x At present, module one and module four are nearly complete (Queen’s)   
�x UBC is currently finishing up module two  
�x Advisory committee has been set-up to review modules  

  
Diversity to Inclusion Certificate:   
76 current registrants (staff members)  
 

Staff Hiring  
Staff Hiring: 286 individuals trained  
Staff Equity Representative: 113 individuals trained   
 

Showing up for Equity and Diversity:  Senior Administrators (Grades 10 and above)  
Equity and Inclusion (Module 1): 168 individuals trained  
Equity and Inclusion (Module 2): 148 individuals trained   
 

Leading, Including, Transforming (LIT) In-person  
�x Launched August 2018 collaborative initiative with Human Rights and Equity Office & 

Division of Student Affairs  
�x 
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Appendix M – Queen's Employment Equity Policy 
 
* Taken from: https://www.queensu.ca/secretariat/policies/human-resources/employment-equity-policy 
  
Category:  Administrative Approval: Vice-Principals' Operational Committee  Responsibility: Provost and 
Vice-
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Responsibilities: 
 
All members of the Queen's community play a role in the success of employment equity. Each 
one of us is responsible and has a role to play in the fostering and maintaining a supportive and 
inclusive workplace. 
 
The Principal, Provost, Vice-Principals, Deans, Senior Administrators including Unit Heads and 
all other managers who have obligations for employment actions and share responsibility and 
accountability for the outcomes of the employment equity plan are expected to foster and 
endorse attitudes and behaviours within their respective divisions that advance employment 
equity. 
 
The Equity Office, under the leadership and direction of the Provost and Vice-Principal 
(Academic) is mandated to manage and monitor the University's employment equity program 
and to reporting on compliance with all legal requirements. The Equity Office coordinates the 
development of the University employment equity plan which establishes quantitative and 
qualitative measures and reflects the findings of the ongoing employment systems reviews. The 
employment equity plan is developed in consultation with appropriate academic and 
administrative departments and the Council on Employment Equity. 
Final accountability for the University's employment equity policy rests with the Principal of the 
University. The Principal will ensure open communications on this policy and on the results of 
its employment equity initiatives by reporting annually to the Senate and the Board of Trustees. 
 
Definitions: 
 
'Designated Groups' is a term that refers to women, members of visible minorities, Aboriginal 
peoples, and persons with disabilities (and such other groups as may be included in the 
definition of 'designated groups' in the Employment Equity Act, S.C. 1995, c.46, as amended 
from time to time). 
 
'Diversity' is about what makes each of us unique and includes our backgrounds, personality, 
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'Equity-seeking Groups' is a term which includes the four designated groups plus persons who 
identify as lesbian, gay, bisexual, transgender, or queer in the context of the Queen's University 
workplace. 
 
'Federal Contractors Program (FCP)' is a program that requires that provincial organizations 
with 100 or more employees and who receive at least $200,000 in federal contracts commit to 
implementing employment equity with regard to four designated groups: Aboriginal peoples, 
persons with disabilities, visible minorities/racialized groups, and women. Queen's University is 
a contractor under the FCP. 
 
'Special Programs' are programs that help disadvantaged groups improve their situation. It is 
not discrimination to put in place a 'special' program if it is designed to improve equality of 
opportunity and help eliminate discrimination for such groups. Special Programs are protected 
by the Ontario Human Rights Code and the Canadian Charter of Rights and Freedom. 
 
'Underrepresentation' is defined by the FCP as having a significantly lower percentage of 
designated group members in a particular occupational group than would reasonably be 
expected in comparison to their known availability in the Canadian workforce. 
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Appendix N – Queen's Equity Office 
 
The Equity Office, led by Associate VP Equity and Inclusion, works to ensure equity, diversity 
and inclusion across the university with a mandate to: 

● Provide leadership, information and liaise on equity matters throughout the University 
● Identify throughout the University those structures, practices and policies which create 

inequity 
● Initiate processes to identify gaps in equity policy and to facilitate the development of 

new policies, procedures and programs that remove barriers to equity and ensure 
greater and equal participation of marginalized groups and individuals in the University 

● Identify those individuals and offices with whom particular responsibility for 
implementing equity rests or should rest 

● Take steps necessary to ensure those responsibilities are met and to coordinate 
University equity resources 

● Provide initiative in effecting cultural change throughout the institution so that equity 
becomes everyone's concern and responsibility. 
 

In order to fulfil its mandate, the Equity Office uses a multipronged approach to stay connected 
with the campus community as a means of both disseminating and receiving information 
regarding issues of equity, diversity and inclusion: 

· The Equity Office website is updated regularly with the most current resources and 

http://www.queensu.ca/equity/
http://www.queensu.ca/equity/employment-equity/i-count-equity-census
http://www.queensu.ca/equity/employment-equity/exit-survey
https://www.facebook.com/EquityOfficeQU/
https://twitter.com/EquityOfficeQU
https://itunes.apple.com/ca/app/queens-equity-locator/id1382237356?mt=8


https://www.queensu.ca/connect/equity/
https://www.queensu.ca/qwn/
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Appendix P – Distinctive strategies for FDG groups: An example 
 
Objective: To make available to all CRC living with disabilities both formal and informal 
support systems and services to ensure their success and retention. 
 
Tactics: 

�x Develop a CRC recruitment strategy aimed at attracting candidates living with 
disabilities that could be tailored to meet specific unit needs and requirements. 

�x Develop and implement an onboarding process specific to CRC living with disabilities. 
�x Raise awareness of existing support systems and services (including but not limited to, 

the Accessibility Hub, Accommodation Policy, Individualized Emergency Response Plan 
Policy, Return to Work Services, Accessibility Services). 

�x Review ‘universal’ support systems and services to ensure the removal of barriers to 
access for CRC living with disabilities. 

 
Accountability/Timeline 
Associate Vice-Principal (Human Rights, Equity and Inclusion) in partnership with Office of the 
Vice-Principal (Research), by May 2020. 
 
 
  



http://www.queensu.ca/equity/educational-equity/deap
http://www.queensu.ca/equity/sites/webpublish.queensu.ca.eqwww/files/files/2018-10-24_DEAP_User_Guide.pdf
http://www.queensu.ca/equity/sites/webpublish.queensu.ca.eqwww/files/files/2018-10-24_DEAP_User_Guide_Administration.docx.pdf
http://www.queensu.ca/equity/sites/webpublish.queensu.ca.eqwww/files/files/2017-05-08_Frequently%20Asked%20Questions%20(FAQs).pdf
http://www.queensu.ca/equity/sites/webpublish.queensu.ca.eqwww/files/files/2019-09-11_Toolkit%20FINAL.pdf
https://webapp.queensu.ca/equity/deap/index.php

