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You may complete sections individually by selecting them from the table of contents. At the end of each section, you will be redirected to this 
table of content to select another section to complete or to review. Alternatively, you may complete the full report, without going back to this table 
of content between each section, by selecting the option “Complete Full Report”.

Submit and Exit Survey

Important Note

(Once you have read the statement below, click the radio button beside it.)

Please note that the information you enter in your report is only saved when clicking on the “Save and Next” button at the bottom of the page. 
Using the browser navigation buttons or the “Continue Later” button at the bottom of the page will not save  the information entered on the 
page. If after clicking "Save and Next" you see a "Page has errors" message in red, near the top of the page, it means that at least one field is 
missing information. In such an instance, the empty field will have the words "Answer is incomplete" underneath it, in red.

This report includes mandatory reporting on 1) the CRCP institutional equity, diversity and inclusion action plan (IEDIAP) and 2) the $50,000 EDI 
Stipend. 

Your institution must submit the report by the deadline date indicated by the program, and must cover the reporting period identified by the 
program.

Institutions are required to post the most up to date version of their EDI action plan on their public accountability web pages.

Each year, institutions must also publicly post a copy of this report to their public accountability web pages within 7 working days after the 
deadline for submitting the report to TIPS. TIPS will review the report each year; in addition, the annual report(s) will be provided to the external 
EDI Review Committee, when it is convened every few years, to evaluate the progress made in bolstering EDI at the respective institution and to 
provide context for future iterations of the EDI action plan.

All sections of the form are mandatory (unless otherwise noted). 

Contact information

Please complete the fields below.

Institutional Telephone Number:

250-472-5383 
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Progress and/or Outcomes and Impacts made during the reporting period:

1. The 10 preferential/limited hire postings yielded 5 successful hires, 2 successfully reposted after an unsuccessful search, and 3 unsuccessful. Since open searches were 
also successful in attracting applicants from equity deserving groups, it is inconclusive to confirm whether or not the preferential/limited hire guideline helped the equity 
recruitment. In general, 15 of 18 UVic’s nominations (new and renewal) during the reporting period were of EDI candidates (83% of UVic’s candidates). 2. Through 
frequent meetings, the working group members were able to stay on topic to reach collective decisions in a timely manner throughout the reporting period. 

Challenges encountered during the reporting period:

1. Within the university, there were still misunderstandings and questions about the guidelines around the preferential/limited





Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) Key Objective 4:

ACCOMMODATION: To support accommodation, including for CRC recruitment and retention in line with UVic Policy, procedures and the Collective Agreement • Provide 
advice, training and support for leaders and hiring committee members on the principles and UVic’s processes to support accommodation. • Support all potential chair 
candidates requiring accommodation during recruitment process 

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

We have not observed systematic barriers in providing support for hiring committees on the accommodation process. The Faculty Relations (FR) team in VPAC works in 
partnership with our internal Equity and Human Rights (EQHR) experts for ongoing consultation and guidance to ensure our hiring and onboarding practices are barrier-
free to the fullest extent possible. UVic is deeply committed to reducing systemic barriers in all recruitments, and we have taken a universal design approach to reduce 
extra steps for accommodating. We are also currently engaged in an extensive review of all appointment, reappointment, promotion and tenure processes. 

Corresponding actions undertaken to address the barriers:

In collaboration with EQHR, FR ensures that; - hiring committees receive tailored EDI training as well as one-on-one support from FR where necessary. - All 
advertisements have the following statement included “Persons who anticipate needing accommodations for any part of the application and hiring process, may contact 
the Equity and Human Rights Office.” As an employer, under the University’s Employment Accommodation policy, we have a duty to accommodate job candidates at all 
stages of the application process as well as once they are hired. When a duty to accommodate arises, the request for accommodation must be met unless it would cause 
undue hardship to the University. The two main terms used to refer to modifying standard arrangements for candidates are: • Accommodation • Universal design Moving 
beyond “accommodation on a case by case basis,” taking a “universal design” approach was identified as advantageous when enhancing our recruitment processes and 
the workplace practices. In this approach, we design processes and procedures that are barrier-free from the start, creating a smoother experience for all members. For 
example, when search committees integrate accommodations into their process, they are expected to share the details with all candidates in advance of their interviews 
and ensure that all candidates are able to fully participate in the selection process. 

Data gathered and Indicator(s) - can be both qualitative and quantitative:

To our knowledge, there were no requests for formal accommodation from past CRC job postings or new CRC hires during the reporting period. Some candidates may 
have sought informal accommodations, which would have been handled at the hiring unit level. 

Progress and/or Outcomes and Impacts made during the reporting period:

UVic has made significant progress and impact on the promotion of accommodations. While search committees have access to dedicated EQHR supports for all 
recruitment activities, the Associate Director of Faculty Relations is also available to oversee equitable recruitment practices in addition to the detailed CRC supports 
provided through the Vice-President Research and Innovation’s team. Similarly, FR provides each recruitment committee detailed recruitment guides and hiring resources 
tools to assist with their recruitment and onboarding efforts. 

Challenges encountered during the reporting period:

Notably, in the latter part of this reporting period, operational changes related to COVID-19 facilitated greater ease with certain aspects of our recruitment process, 
eliminating the need for air and ground travel and on-campus presence. It cannot be known whether this eliminated the need for accommodations, but anecdotal 
evidence suggests it did have a positive impact. We have also worked on creating online training to ensure individuals can receive training from wherever they are 
located at whatever time they choose. 

Next Steps (indicate specific dates/timelines):

The University is presently engaged in an institutional Equity Action Plan (EAP) process. As we develop the EAP, we will expand on the advancements made through the 
UVic Employment Equity Plan. Our work will deepen our institutional commitment to finding and addressing systemic barriers to equity, diversity and inclusion. 
Embedding Anti-Racism and Anti-Oppression initiatives and actions will also be an important part of the process. The EAP will provide UVic with a set of universal goals to 
advance and embed equity, diversity, inclusion and Anti-Racism. The plan will also offer guidance for different groups and constituencies within the UVic community as 
they develop targeted strategies to work towards the universal goals. In addition to this work, since January 2021, Faculty Relations has formed a close partnership with 
the newly appointed and fully dedicated Equity, Diversity and Inclusion Research Officer in UVic’s Office of the VP Research and Innovation (supported with CRC’s EDI 
Stipend) to further review existing practices. Recommendations are currently under development, with implementation planned in the 2021-2022 academic year. 

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

No

If the answer to the previous question was 'yes', indicate how much of the funding was spent on this key objective and specifically what the funds 
were spent on.

Key Objective 5

Brief description of S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) Key Objective 5:

LEADERSHIP & ACCOUNTABILITY: To provide leadership on equity, diversity and inclusion - Promote and practice equity to ensure equity, diversity and inclusion are key 
considerations and key ingredients in the UVic culture 

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

1. Communication: Institutional Commitment to equity, diversity and inclusion needed to be communicated more widely and regularly. 2. Leadership Change - In 2019, 
the UVic President announced his departure from his role. 
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Corresponding actions undertaken to address the barriers:







Outline the total expenditures below: 

Total funds of EDI stipend spent on the objective: 0 

Institutional commitment (if applicable): 0 

Total funds spent:

Indicate in the table below any leveraged cash or in-kind contributions provided by your institution:

Amount $ Source / Type (cash or in-kind) 

1 0 cash

2 0 cash

Table C2. EDI Stipend Impact Rating
Please rate the extent of the impact the EDI Stipend has had on your institution in meeting this objective as identified in your 
application, for the reporting period:

Major impact (the EDI Stipend had a major impact on achieving progress)

Provide a high level summary of how the stipend was used:
The EDI Officer has had a significant impact in this objective, once she was hired, after the reporting period of this report. 

EDI Stipend Objective 3

Indicate the S.M.A.R.T. (specific, measurable, aligned with the wanted outcome, realistic and timely) objective(s) towards which this funding has 
been directed:

Review current self-identification systems and develop stronger processes and tools for the collection of self-identification data within the program. 

Indicator(s): Describe indicators, as presented in the EDI Stipend application, and how they are calculated.

Successful development of new processes for self-identification. 

Progress: Describe results observed, including indicator results, outcomes, impacts. Include timelines (start and end dates).

A team composed of the EDI Officer, Faculty Relations and the Office of Equity and Human Rights, studied current processes and designed a new self-identification 
solution. NOTE: the EDI Officer supported with the EDI Stipend started in January 2021, after the reporting period of this report. Therefore, the expenditures are 
indicated as $0 in this table. 

Outline the total expenditures below: 

Total funds of EDI stipend spent on the objective: 0 

Institutional commitment (if applicable): 0 

Total funds spent:

Indicate in the table below any leveraged cash or in-kind contributions provided by your institution:

Amount $ Source / Type (cash or in-kind) 

1 0 cash

2 0 cash

Table C2. EDI Stipend Impact Rating
Please rate the extent of the impact the EDI Stipend has had on your institution in meeting this objective as identified in your 
application, for the reporting period:

Major impact (the EDI Stipend had a major impact on achieving progress)
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This information will be sent to the Tri-agency Institutional Programs Secretariat when you click 'Submit.'

Jointly administered by:
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