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LAND ACKNOWLEDGEMENT
We recognize that many Indigenous Nations have longstanding relationships with the territories upon which York University 
campuses are located that precede the establishment of York University. York University acknowledges its presence on the 
traditional territory of many Indigenous Nations. The area known as Tkaronto has been care taken by the Anishinabek Nation, 
the Haudenosaunee Confederacy, and the Huron-Wendat. It is now home to many First Nation, Inuit and Métis communities. 
We acknowledge the current treaty holders, the Mississaugas of the Credit First Nation. This territory is subject of the Dish with 
One Spoon Wampum Belt Covenant, an agreement to peaceably share and care for the Great Lakes region.1

1 Refer to Appendix A for discussion on land acknowledgements.
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NOTE OF THANKS
Initiatives to address disparities and increase inclusiveness at York University have been undertaken over many years by faculty, 
instructors, staff and students. As well, this vital work continues to be advanced across the university by various unions, caucuses, 
committees and departments. These groups have facilitated progress in decolonization, equity, diversity and inclusion and York 
acknowledges their contributions. 

York also acknowledges the many significant contributions made by others who have stepped forward, engaged in dialogue, provided 
feedback and assisted with drafting this strategy.

York recognizes that it needs to do much more to foster an environment that is equitable and inclusive as well as responsive to all 
community members. York hopes this strategy builds on the work already undertaken and that it demonstrates the University’s 
ongoing commitment to decolonization, equity, diversity and inclusion.
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EXECUTIVE SUMMARY
The York University Decolonizing, Equity, Diversity and 
Inclusion (DEDI) Strategy is a community-informed strategy, 
resulting from the collaborative efforts of the President’s 
Advisory Council on Equity, Diversity and Inclusion (EDI), 
a body charged to provide advice and guidance to advance 
an EDI strategy, and the Office of the Vice-President Equity, 
People and Culture, charged to lead the development 
and implementation of a strategy. This is the first effort to 
formalize and coordinate DEDI efforts across the University 
to collectively drive the vision and action required to create 
a decolonizing, inclusive and equitable environment where 
all members of the York community experience a sense of 
belonging, connection and well-being.

DEDI is central to the core values of York University. This 
strategy acknowledges the University’s colonial structures and 
appreciates that many forms of discrimination and oppression 
exist both in society and in higher education. The DEDI 
Strategy provides a lens on the University’s past, present and 
future, allowing it to focus clearly on the efforts and resources 
needed to drive change. 

The document can be read as two parts. The first part of the 
document lays out the University’s vision, the background and 
environment which informed the development of the strategy, 
the principles that inform DEDI work and the strategy at York, 
as well as a snapshot of employee representation at York. 
The principles of decolonization, equity, diversity, inclusion, 
accessibility, anti-racism, human rights, Indigenous rights, 
intersectionality, reconciliation, rights of the planet and social 
justice will guide decisions, actions, and behaviours.

The second part of the document is where the strategy itself 
is laid out. The DEDI Strategy is comprised of five strategic 
directions that provide focus for enabling activities: teaching 
and learning, research and innovation, representation and 
success, campus climate and environment, and leadership 
and capacity building. Each strategic direction is comprised of 
four areas of recommendation: new campus-wide initiatives; 
initiatives already in progress; calls to action for the University 
community to consider (“taking action, making impact”); and 
benchmarks to signal success. The final section of this part of 
the document outlines what activities will take place next in 
order to enable the plan. An implementation plan and a toolkit 
for the community will be developed and shared broadly.

The delivery of this strategy is considered to be the beginning 
of a conversation and commitment to DEDI that will continue 
to evolve over the lifespan of the strategy (2023-2028) and 
beyond. Together with other key equity initiatives, this strategy 
and its underlying principles will lead to a greater sense of 
inclusion and belonging where individuals feel they are treated 
equitably, enhance experiences for students and employees, 
empower individuals and communities and contribute to 
a community that can respectfully have uncomfortable 
conversations in order to drive collective understanding. Its 
successful implementation is dependent on the combined 
efforts of the entire university community and is central to the 
realization of the University Academic Plan.

York University is proud of its commitment to DEDI and social 
justice. This strategy supports that commitment and advances 
the work, acknowledging that as the conversations around 
DEDI evolve, the strategy and the University will also evolve to 
drive progress.
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INTRODUCTION

2 The UAP is a senate-approved plan that fundamentally supports the development and implementation of DEDI related frameworks and strategies. The UAP was 
launched during a time that “demonstrated extraordinary creativity, solidarity, and dedication to serving the public good while caring for all people, including the most 
marginalized and vulnerable.” It seeks “to bring expertise from across disciplines to build new tools and strategies to tackle the myriad dimensions of these historic crises.” 
The UAP also aims to advance the UN Sustainable Development Goals (UNSDGs). The UAP provides for the administration to develop and implement strategies such as 
this DEDI strategy and many of the actions found within it. For example, under the 21st Century Learning priority there is a commitment to pursuing inclusive excellence by 
decolonizing curriculum.
3 Including for example, class, caste, gender, sexuality, religion, origin, race, ability.

Founded in 1959 on the traditional territory of the Anishinabek 
Nation, the Haudenosaunee Confederacy, and the Huron-
Wendat, York University is a leading interdisciplinary research 
and teaching institution with a vibrant and diverse community. 

Excellent learning and research and a commitment to collab-
oration enable York to address complex challenges and create 
positive change in the local and global communities it serves. 
Students, faculty, instructors, staff and alumni are passionate 
about building a just, inclusive and sustainable world.

As a colonial institution, York has committed to the process of 
decolonization and to addressing all forms of discrimination, 
to ensure a sense of belonging, connection and well-being 
for all members of the community. Maximizing the impact of 
this strategy requires that everyone share responsibility for 
supporting and enriching each other’s views and experiences 
with the goal of fostering individual and collective success. 
York’s commitment to this pursuit is clearly embedded in its 
mission, vision and values. 

The University Academic Plan 2020-2025: Building a Better 
Future (UAP)2 further commits to these core values through 
the six Priorities for Action. As well, the UAP challenges 
the York community to answer the call made by the United 
Nations Sustainable Development Goals. Several of these 
goals have clear connections to the work York has undertaken 
as it relates to decolonization, equity, diversity and inclusion.

A VISION FOR THE FUTURE
York’s vision for an equity strategy is based on a commitment 
to decolonization, equity, diversity and inclusion (DEDI). 
Decolonization rests on an understanding of colonialism and 
the ways in which university culture and processes system-
ically reproduce systems of oppression and discrimination. 
Striving toward equity requires mechanisms that recognize, 
acknowledge, account for and redress the inequities of domi-
nant cultures and practices. This calls for specific attention 
to the legacies of ongoing colonialism and supremacism3 and 
their detrimental impacts. Creating a sense of inclusion and 
belonging requires supportive structures and social spaces 
where diverse perspectives are heard, acknowledged and 
respected. 

Thus, a comprehensive DEDI strategy appreciates that many 
forms of oppression and discrimination exist, with wide-
ranging consequences. The context is not static; identities 
are dynamic and intersectional, and they will change across 
contexts and over time – including resistance to identification 
itself. External events can also amplify discriminatory 
behaviours, as was evident during the pandemic with the rise 
of anti-Asian racism and the rise in 2022 of Antisemitism and 
Islamophobia. 

York aims to facilitate a decolonizing, inclusive, diverse 
and collaborative ecosystem that promotes individual and 
collective flourishing. Achieving an inclusive and equitable 
community is not a destination but rather a journey that 
requires ongoing attention and action. Organizational change 
must be informed by the foundational and ongoing work to 
advance DEDI through research, curriculum, teaching, service 
and programming. 

https://www.yorku.ca/about/mission-and-vision/
https://www.yorku.ca/uap2020-25/
https://www.yorku.ca/uap2020-25/
https://www.yorku.ca/uap2020-25/answering-the-call/
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A NOTE ON TERMINOLOGY 
This strategy strives to use current, relevant, inclusive and 
affirming language. Terminology also shifts and changes 
with time and York is committed to actively and continuously 
adapting its language in accordance with these changes. The 
strategy aims to be as specific and descriptive as possible. 
York recognizes that there are limitations to language. For 
example, not everyone will self-identify with the terms used 
to refer to groups of people. York also acknowledges the rich 
diversity and difference within and across communities; no 
group is a monolith and terms are rarely sufficient to reflect 
those complexities. This document often refers to specific 
groups in the collective in order to address broad systemic 
issues. For example, the choice to use the term “racialized 
people(s)” to describe groups of people who experience 
racism, which may include Indigenous, Black and other people 
of colour.

This document uses person or people with disabilities, under-
standing that not all people identified with a disability agree 
with such classification or use this terminology, and that this 
general term does not capture the nuances of disability across 
a broad spectrum of lived experiences. The terms Indigenous 
and Black are used to honour the distinct experiences of 
Indigenous and Black people and to align with the Indigenous 
Framework for York University and the Framework and Action 
Plan on Black Inclusion. 

In some places, “2SLGBTQIA+” is used to denote people 
of various sexual orientations and gender identities. Where 
gender is referenced, this includes non-binary, transgender, 
and cisgender identities. References to political and religious 
discrimination include Antisemitism and Islamophobia and 
they may also apply to other groups. The term “equity-de-
serving groups” is an umbrella term used to refer to groups 
who have historically experienced disadvantage and discrim-
ination based on citizenship, race, national or ethnic origin, 
colour, ancestry, religious and/or spiritual beliefs, sex, sexual 
orientation, gender identity or expression, disability, marital 
status, family status, or age.  The University acknowledges that 
some of the terms used in this strategy tend to be used more 
frequently in academic circles. Readers may also refer to the 
Glossary for additional terminology.
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OVERVIEW OF PROCESS

4 See Appendix B for a diagram of the Council structure.

The President’s Advisory Council on EDI was formed in the 
late fall of 2020. Membership is broadly representative and 
diverse, consisting of nearly 50 participants (Appendix B). 
These include at-large representatives of academic and 
non-academic staff, and selected representatives from 
Faculties, Divisions, specific committees, and constituencies 
such as undergraduate and graduate students. The council 
was charged with providing advice and recommendations 
on how to advance a DEDI strategy at York. It enables and 
supports York students, faculty, instructors and staff to 
participate meaningfully in planning and implementing a DEDI 
strategy, with the goal of cultivating a campus culture that is 
diverse, equitable and inclusive.

Council members spent time educating themselves about 
promising EDI practices in the post-secondary sector. This 
included launching Insights: A speaker series on EDI in 
February 2021 with the goal of encouraging learning and 
conversations about EDI across the University. 

Structurally,4 the council established four sub-committees 
to allow for more focused conversations in the development 
of the strategy. The four sub-committees were formed 
around constituency groups: academic staff; non-academic 
staff; undergraduate students; and graduate students. The 
sub-committees were responsible for exploring special topics 
and/or investigating specific types of experiences through 
research and consultation with the York community, then 
reporting their findings and recommendations. Specifically, 
they were charged with exploring seven thematic areas as 
they relate to the constituency groups: teaching and learning; 
research and innovation; campus environment; employment; 
access and community engagement; capacity building; and 
accountability. Their findings and recommendations informed 
the draft strategy. 

COMMUNITY FEEDBACK
In addition to the representative input from its members, 
the council received input from several sources, including a 
one-question survey posed to the University community in 
September 2021, to further the council’s understanding of 
community expectations for a DEDI strategy.

A Draft EDI Strategy For Community Feedback was released in 
late March 2022, with a formal feedback period open to early 
May 2022. Comment was received through several sources 
including a university survey, feedback sessions, presentations 
and invited written response. The survey was open to all 
community members, with 128 completed responses 
received. Most came from women and/or equity-deserving 
individuals.  Nineteen feedback sessions were scheduled 
(11 held) that were either open to the community or with 
invited partners, including the Senate Equity sub-committee 
and labour partners. A total of 42 individuals registered to 
attend these sessions. During this period, 18 presentations 
were given to larger groups, totalling 770 participants, where 
additional feedback was received through question-and-an-
swer opportunities. Fifty-nine special interest groups, such as 
student organizations, Organized Research Units (ORUs) and 
committees were invited to provide written feedback on the 
Draft Strategy. Thirteen written submissions were received.

Two ad hoc sub-committees were subsequently formed, one 
to address the inclusion of decolonizing as a fundamental part 
of EDI and the second to review the feedback received and 
recommend edits.

https://www.yorku.ca/vpepc/vpepc-events/speaker-series/
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PRINCIPLES 
The following principles5 guided the work of the President’s Advisory Council on EDI. It is hoped that these will provide common 
language and understanding in the implementation of the strategy and in related conversations across the university community.6

5 The council decided to place the principles of DEDI first, then to use alphabetical order so as not to elevate any one principle over another.
6 We would like to acknowledge that these principles are informed by the ongoing work at many institutions including York University, the University of Alberta, Grand 
Valley State University, McMaster University, the Ontario Human Rights Commission, Ontario’s Anti-Racism Strategic Plan, the Alberta Civil Liberties Research Centre, and 
the University of Alberta, among others.
7 Racism maintains these hierarchies and the colonial ways of thinking and practices that legitimize oppression, including in post-secondary institutions. Decolonization 
requires an understanding of the historical and ongoing connection between colonialism and racism, as a relation that is both local and global. It is a process that 
recognizes the interdependence between groups of people oppressed under colonialism.

DECOLONIZATION
Decolonization refers to the social and political movement for 
Indigenous self-determination, and the liberation of all humans 
and non-humans from the oppression of colonial systems, 
institutions, logic and practice.

Decolonization is foundational to the work of EDI and requires 
a deeper understanding of colonialism, which is driven by 
an excessive need for power and control of land, people 
and resources to achieve economic gain, impose ways of 
thinking and dominate all aspects of life. Fuelled by specific 
ideologies, including white supremacy, Christianity, capitalism 
and imperialism, colonialism depends on the judging of 
people Indigenous to the lands being colonized as inferior and 
requires the colonizers to assert superiority as justification for 
their actions. Colonialization is violent, and in many countries, 
including Canada, it is ongoing. Colonialism is built on racial 
hierarchies that justify the displacement, enslavement and 
forced assimilation of colonized peoples (Cote Meek, 2014; 
Tuck and Yang, 2012; Veracini, 2010).

Colonialism is a structure and a process that operates at all 
levels in academic institutions, including in the hierarchical 
organization, governance and knowledge production, and it is 
legitimized through teaching and research and the individual-
istic values and competitive interactions that operate within 
and beyond the academy’s walls. Academic institutions are 
implicated in perpetuating colonialism, and they must identify, 
challenge and revise assumptions, ideas, values and practices 
that reflect colonialism’s dominating Eurocentric influence. 

Decolonizing requires the critique of Euro-western worldviews, 
including white supremacy,7 heteropatriarchy, ableism, xeno-
phobia, imperialism and capitalism. Decolonization recognizes 
the interdependence of groups oppressed under colonialism, 
and it centres the diversity of Indigenous knowledges in 
service of the re-establishment of Indigenous sovereignty and 
the repatriation of Indigenous land and life.

Decolonization is not a linear process; rather, it is a collective 
multidimensional approach that informs institutional 
principles and practices, strategic directions and distribution 
of resources, and it creates conditions for transforming social 
and political relations with Indigenous Peoples.

York will support the process of decolonization by identifying 
and responding to the ways that Euro-western worldviews, 
structures of governance and individualistic values have 
organized our relationships with humans and non-humans, to 
our work, ourselves, and one another. Importantly, the strategy 
recognizes Indigenous rights, including Indigenous Peoples’ 
right to self-determination.

EQUITY
Equity refers to the guarantee of fair treatment, access, oppor-
tunity and advancement for students, faculty, instructors and 
staff at every stage of educational and career development.

Equity in the post-secondary educational sphere refers broadly 
to ensuring access and opportunities in research, knowledge, 
and pedagogy, employment and career development, recog-
nizing that systemic imbalances and barriers faced by some 
people require differential responses to effectively promote 
justice and fairness.    

York University acknowledges that the existence of historically 
underserved and underrepresented populations from equi-
ty-deserving groups. The University further recognizes that 
policies, practices, informal processes and language created 
by and for particular groups, with a default norm in mind, 
produce structural barriers that limit access and inclusion for 
other individuals and groups.

Equity in research, knowledge and pedagogy encourages 
diverse ways of knowing, theorizing and expression and allows 
individuals to engage with concepts and ideas beyond the 
dominant and privileged hegemony. Equity in employment 
requires that principles, policies and practices promote and 
enable equitable access, representation, and opportunities. 

https://fernwoodpublishing.ca/book/colonized-classrooms
https://jps.library.utoronto.ca/index.php/des/article/view/18630
https://link.springer.com/book/10.1057/9780230299191
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Equity as a guiding principle means that York must be inten-
tional in revising its processes and practices to remove barriers 
and demonstrate meaningful change, thereby ensuring that 
historically excluded groups have the same opportunities to 
fully flourish at the University.

DIVERSITY
Diversity refers to the presence of difference and variety of 
personal experiences, values and worldviews that arise from 
difference of culture and circumstance. 

Such differences encompass race, ethnicity, sexual orientation, 
gender identity and expression, disability, age, class, religion, 
and spirituality, geographic location, and culture. Within 
universities, diversity also encompasses difference or variety 
in education, perspectives, opinions, heuristics, disciplines, 
skills, and learning styles.

York University supports and encourages diversity through 
the identification and removal of barriers and biases, and the 
creation of workplaces and learning environments that are free 
of harassment and discrimination. We affirm and celebrate 
diversity at York.

INCLUSION
Inclusion refers to enabling all individuals on our campuses 
to fully enjoy the opportunities the University offers creating a 
sense of belonging. 

Inclusion means that we value and cultivate full and mean-
ingful engagement of historically and structurally excluded 
individuals and groups in a healthy and affirming climate. 

Inclusion is “the active, intentional, and ongoing engagement 
with diversity — in people, in the curriculum, in the co-cur-
riculum, and in communities (intellectual, social, cultural, 
geographical) with which individuals might connect — in ways 
that increase one’s awareness, content knowledge, cognitive 
sophistication, and empathic understanding of the complex 
ways individuals interact within value systems and institu-
tions.” (Association of American Colleges and Universities)

Inclusion also means actively identifying and addressing 
oppression and discrimination.8 Racism, sexism, homophobia 
and other forms of discriminatory behaviour can take on overt 
and covert, direct and indirect, intentional and unintentional 
forms at both the individual and organizational levels. Similar 
grounds for discrimination may be perpetrated and expe-
rienced differently by different communities or individuals; 

8 The Canadian Human Rights Commission (CHRC) defines discrimination as an action or a decision that treats a person or a group negatively for such reasons as race, 
national or ethnic origin, colour, religion, age, sex (which includes pregnancy), sexual orientation, gender identity or expression, marital status, family status, disability 
(which includes mental health disorders), genetic characteristics or a conviction for which a pardon has been granted or a record suspended.

for instance Muslim and Jewish individuals may experience 
discrimination on the basis of religious or political grounds 
or both but these forms of discrimination may manifest 
differently. 

Inclusion establishes an environment in which all individuals 
and communities are able to thrive in authentic ways, which 
includes fostering a sense of belonging. Moreover, an inclusive 
and welcoming climate embraces differences, for example 
religious and political differences, so that all people can 
participate fully in university life. 

York is committed to the advancement of inclusion, addressing 
discrimination and creating environments where individuals 
feel welcomed, respected, supported and valued. 

ACCESSIBILITY
Accessibility refers to the degree to which physical, peda-
gogical, financial, social, and administrative structures are 
(re)designed to enable the full, meaningful, and equitable 
engagement of all community members.

Accessibility is a foundational principle for proactive and 
universal design and implementation of policies and practices 
to remove barriers that limit the equitable and meaningful 
access to participation and opportunities for people with 
labelled disabilities and variations in functioning and aptitude, 
which include cognitive, neurodiversity, learning, visual, motor, 
auditory, and medical disabilities, as well as disabilities of 
mental health. Accessibility includes, for example, designing 
for physical, financial, sensory, social, and language-level 
access. Historical and current systemic barriers to inclusion 
require specific changes to systems, ideologies and 
behaviours to support the full participation of everyone in our 
community. York has a legal and social obligation to reduce as 
many barriers as possible, while creating efficient, transparent 
processes for individuals to gain accommodations. 

ANTI-RACISM
Anti-racism refers to taking proactive steps to fight racial 
inequity. It differs from other approaches that may focus on 
multiculturalism or diversity because it acknowledges that 
systemic racism exists, and it actively confronts the unequal 
power dynamic between groups and the structures that 
sustain it.

Anti-racism involves consistently assessing structures, 
policies and programs to ensure they are fair and equitable for 
everyone, including through the monitoring of outcomes.

http://www.chrc-ccdp.gc.ca/
https://www.chrc-ccdp.gc.ca/en/about-human-rights/what-discrimination
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It actively examines the power imbalances between racialized 
people and non-racialized or white people. These imbalances 
play out in the form of privileges that white people benefit 
from, and racialized people do not.

York aims to practise anti-racism by identifying systems 
of power and privilege at the University, with the goal of 
understanding how they affect the lived experiences of 
racialized and Indigenous Peoples who work and study on our 
campuses, and it will work to make changes to foster a more 
equitable community. 

HUMAN RIGHTS
Human rights recognize the inherent dignity and universal, 
equal and inalienable rights of all people. It recognizes all 
people’s entitlement to pursue individual interests and oppor-
tunities, contribute to society, and enjoy a life of dignity, equity 
and respect, free from discrimination and harassment.

York is committed to upholding human rights, and recognizing 
dignity for all, as set out in the Ontario Human Rights Code, 
which promotes equal treatment and prohibits discrimination 
and harassment on the basis of citizenship, race, colour, 
ancestry, ethnic origin, place of origin, religious and/or spiritual 
beliefs, sex, sexual orientation, gender identity, gender 
expression, disability, marital status, family status, age and any 
other protected grounds, amended over time. The University 
will reflect this in its work and practices, and it will endeavour 
to identify root causes of discrimination and work towards 
bringing about broad, systemic change.

INDIGENOUS RIGHTS
Indigenous rights refer to the collective and inherent rights of 
Indigenous Peoples, which derive from their relationship with 
land and territories. These include rights to use, develop and 
control the lands, territories and resources they possess by 
reason of traditional ownership, occupation or use, as well as 
those they have otherwise acquired. The right to self-determi-
nation and self-government and the right to practise one’s own 
culture, spiritual traditions, languages and philosophies are 
fundamental.

York will take action to understand and respect the inherent 
rights of Indigenous Peoples, Indigenous knowledges, 
cultures and traditional practices, recognizing the importance 
of education, relationship building and reconciliation in 
advancing Indigenous priorities.

9 The term “intersectionality” was first coined by Black feminist scholar Kimberlé Crenshaw in articles published in 1989 and 1991.

The development of this work takes place against the 
backdrop of Indigenous treaty relationships, Canada’s 
constitutional and human rights obligations and international 
frameworks such as the United Nations Declaration of the 
Rights of Indigenous People (UNDRIP). 

INTERSECTIONALITY
Intersectionality9 refers to the interconnection of various 
categories of social diversity (race, class, gender, sexuality, 
disability, nationality, religion, language, age etc.). It acknowl-
edges that they do not exist in isolation and that together they 
can have a cumulative impact. 

Intersectionality focuses on how multiple interwoven vectors 
shape social belonging, cultural representations and social 
and political institutions, as well as the material conditions, 
in ways that are not reducible to any singular vector or social 
category.

Intersecting social categories play a role in exclusion, and 
they shape social, political, and material marginalization and 
dominance. Experiences and systems of persistent social 
inequality can only be understood through an intersectional 
framework.

York will act with understanding of the unique lived 
experiences and barriers faced by different equity-deserving 
groups, and it will recognize the importance of considering 
both intersectional and disaggregated issues and the needs of 
these equity-deserving groups.

RECONCILIATION
In response to the Truth and Reconciliation Commission of 
Canada (TRC, 2008-2015), reconciliation has come to have 
specific reference to a process of building and sustaining 
respectful, ethical relationships between Indigenous peoples 
and the rest of Canada, based on mutual understanding and 
respect. 

Truth and reconciliation in education includes acknowledging 
and responding to the ongoing legacy of colonialism in 
post-secondary institutions, the violent impact of which has 
produced the need for decolonization, equity, diversity and 
inclusion. York is committed to the work of truth and recon-
ciliation, to recognize and redress how academic institutions 
perpetuate colonialism, and to explore ways of transforming 
the University. 

https://www.un.org/development/desa/indigenouspeoples/wp-content/uploads/sites/19/2018/11/UNDRIP_E_web.pdf
https://www.un.org/development/desa/indigenouspeoples/wp-content/uploads/sites/19/2018/11/UNDRIP_E_web.pdf
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Within the context of this strategy, York embraces new projects 
and processes arising out of our response to, but not limited 
by, the TRC’s 94 Calls to Action. We acknowledge that while 
the lack of action in response to the Calls to Action has caused 
a “Reconciliation Is Dead” response from many Indigenous 
Peoples, the hope for reconciliation continues to guide our 
actions. 

RIGHTS OF THE PLANET
Informed by Indigenous philosophies and the United Nations 
General Assembly Resolution, this refers to the rights of all 
entities to life-sustaining conditions. Humanity has a shared 
responsibility to protect all of creation. (Deloria, 1994; Kimmer 
2013)

York acknowledges the rights of the planet and accepts 
responsibility to act with regard for planetary well-being.10 
Fundamental to living well together, this includes recognizing 
the importance of living in balance within the environment and 
ensuring that the rights of all living creatures are respected. 
York endorses the United Nations General Assembly’s 
resolution, recognising the fundamental human right to live in 
a clean, healthy and sustainable environment.

SOCIAL JUSTICE
Social Justice refers to creating a fair and equal society in 
which each individual matters, their rights are recognized and 
protected and decisions are made in ways that are fair and 
honest.11

Social justice serves as the conceptual foundation for York 
University’s commitment to DEDI. The University recognizes 
its responsibility to examine traditional power structures and 
to address unfair treatment of any community member within 
these structures. 

York aims to educate and empower all members of the 
community to think critically about systems of marginalization 
and oppression. This includes a deeper understanding of 
power and privilege, and the need for everyone in the commu-
nity to work toward equity and fairness.

10 This DEDI strategy will work in concert with York’s Sustainability strategy and as such, this principle connects the DEDI strategy to sustainability.
11 Source of definition: Oxford Reference https://www.oxfordreference.com/view/10.1093/oi/authority.20110803100515279

http://www.chrc-ccdp.gc.ca/
https://digitallibrary.un.org/record/3983329?ln=en
https://digitallibrary.un.org/record/3983329?ln=en
https://eric.ed.gov/?id=ED387276
https://milkweed.org/book/braiding-sweetgrass
https://milkweed.org/book/braiding-sweetgrass
https://www.oxfordreference.com/view/10.1093/oi/authority.20110803100515279
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EXTERNAL ENVIRONMENT 
To understand current trends and practices in equity, diversity 
and inclusion (EDI), the President’s Advisory Council on EDI 
undertook an external environmental scan. The scan provides 
a snapshot of current trends, challenges and promising 
practices on EDI in higher education institutions (HEIs) for 
women, Indigenous Peoples, people with disabilities, racial-
ized peoples, and members of the 2SLGBTQIA+ community 
(referred to collectively as equity-deserving groups). 

The scan identified three broad themes around EDI, briefly 
summarized below: 

Institutional structures. This theme includes offices, 
services, staffing, committees, policies and plans that enhance 
or facilitate EDI within higher education. 

Academic affairs. This theme includes curriculum devel-
opment and course requirements, teaching and learning 
including pedagogy and learning environment, and research 
approaches.

Practices. This theme includes hiring and retention practices, 
leadership approaches and assessment tools that HEIs utilize. 

Additionally, the council undertook a survey of trends in EDI 
plans and strategies at a variety of Canadian and American 
HEIs, which also contributed to the discussions of the council 
and the steering committee and helped inform this strategy. 

To read the full scan, please visit the President’s Advisory 
Council on EDI website.

https://www.yorku.ca/vpepc/presidents-advisory-council/
https://www.yorku.ca/vpepc/presidents-advisory-council/
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INTERNAL ENVIRONMENT
The council also undertook an internal environmental scan 
early in the process, to understand where there are policies, 
programs, departments, committees and activities related 
to EDI happening across the University. There is a great deal 
in progress, a sampling of which is identified in the internal 
environmental scan presented to the council in February 
2021, and available on the council’s website. The council also 
received a detailed slide deck on Addressing Indigenous and 
Black Racism in Higher Education and related institutional 
activities from a Justice, Equity, Diversity and Inclusion 
(JEDI) group convened by the Senior Advisor on Equity 
and Representation to the VP Equity, People and Culture, 
who undertook a survey of activities happening across 
the University and identified some key considerations for 
this strategy.

https://www.yorku.ca/vpepc/presidents-advisory-council/
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SNAPSHOT OF REPRESENTATION AT YORK TODAY
York has collected self-identification data for employees since as early as 2004, and in 2020 began disaggregating the data. Student 
self-identification data is being collected for the first time at York in the fall of 2021, with the launch of a new student census, and 
was not available at the time of writing. The details below are sourced from the Employment Equity Survey data and the 2021 Annual 
Report. To see further disaggregated data, readers can review the Employment Equity Annual Report online. 

Please note that intersectional data is not available at this time, due to current limitations with the data analysis software. As the 
conversations and research around DEDI continue to evolve, the University anticipates that deeper levels of data analysis and 
understanding will follow. 

Figure 1 provides a summary of employee representation rates across five groups (women, Indigenous Peoples, racialized groups, 
persons with disabilities and 2SLGBTQIA+) from 2019 to 2021.

Figure 1: Summary of Employee Representation Rates Across Five Groups (2019-21)
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Based on data for 2021, women made up 56.2% of all employees at York. This compares to an aggregated external availability figure 
of 52.4%. Internal representation figures for women continue to be relatively stable when compared to figures from 2019 and 2020. 
Among women, academic employees had an internal representation of 50.6% versus an external availability of 48.9%, whilst among 
non-academic employees, internal representation stood at 63.3% versus an external availability of 56.3%.
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Figure 1 indicates that in 2021, 0.8% of the total employee base identified themselves as Indigenous Peoples. This compares to an 
external availability figure of 1.8%. Academic employees have an internal representation figure of 0.8% versus an external availability 
figure of 1.6%. Non-academic employees have an internal representation rate of 0.8% compared to an external availability rate of 
1.8%.

At the end of 2021, the University had an internal representation for racialized persons of 25.3% among total employees, compared 
to an external availability of 29.7%. Academic employees had an internal representation of 17.4% versus an external availability of 
27.7%. Non-academic employees had an internal representation of 36.4% versus an external availability of 34.1%.

Overall, 5.0% of the total employee base identified themselves as persons with disabilities in 2021. This compares to an external 
availability figure of 8.8%. Internal representation of persons with disabilities for academic employees was 5.2% versus an external 
availability of 8.9%. Non-academic employees had an internal representation of 5.1% versus an external availability of 8.8%.

Figure 2: Summary of Senior Management Representation Rates (2021)
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In 2021, 6.2% of total employees self-identified as 2SLGBTQIA+, and for the past three years, internal representation of 
2SLGBTQIA+ among total employees has been increasing. The internal representation of 2SLGBTQ+ for academic employees was 
7.4%, and among non-academic employees, the internal representation of 2SLGBTQIA+ was 5.3%. External availability figures for 
the 2SLGBTQIA+ community were not available from Statistics Canada at the time of writing.
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The data provides information on where to focus our efforts to increase the representation rates of certain groups, in particular, 
Indigenous Peoples, racialized peoples and people with disabilities, where the overall representation rates fall below the external 
availability data provided by Statistics Canada. Unpacking the category of race is also important for a clearer understanding of 
representation as is looking at unit level data that may be different from the pan-University analysis. Additional detailed data is 
available in the annual Employment Equity Report.

Figure 3: Summary of Middle Management Representation (2021)
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A further look at representation in leadership at York, as compared to Statistics Canada representation rates, is found in Figures 2 
and 3. Note in these that Statistics Canada representation rates for Senior Managers and Middle and Other Managers is not available 
for Black Peoples, South Asian, East Asian and Other (Arab, Non-White Latin, Non-White West Asian).

In the data represented in Figures 2-3, York University seems to outperform Statistics Canada representation rates in most cases, 
with the exception of people with disabilities and Indigenous Peoples in middle managers. Again, at different levels of analysis, this 
will not always be true. Representation is unevenly distributed across the university. Importantly, the Statistics Canada data may also 
reflect biases or limitations in the data; while providing a benchmark for comparison, they are not necessarily the goals to which we 
aspire to drive equity, diversity and inclusion.

https://www.yorku.ca/vpepc/employment-equity-and-diversity/
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OVERARCHING STRATEGIC DIRECTIONS AND MAJOR NEW 
CAMPUS-WIDE ACTIONS
This DEDI strategy focuses on five campus-wide core strategic 
directions:

1. Teaching and learning 

2. Leadership and capacity 

3. Research and innovation

4. Campus climate and environment 

5. Representation and success

There are several enabling activities that support the 
implementation of the DEDI strategy at an institutional level 
that include the current University Academic Plan (UAP), 
the Indigenous Framework, the Framework and Action Plan 
on Black Inclusion, and the DEDI plans that exist in various 
faculties, divisions and units. This DEDI Strategy is meant 
to augment these existing frameworks and plans serving as 
an umbrella to support and complement strategic planning, 
development, and implementation of focused activities to 
advance DEDI at York. Individual faculties, divisions and units 
will identify and resource appropriate enabling activities for 
implementation of their specific DEDI strategies and activities. 
In terms of the academic implications, it is also important that 
the University Senate and its committees, including Faculty 
Councils, also engage and foster the work of DEDI.

While the Division of Equity, People and Culture takes a 
leadership role in advancing this DEDI strategy, success 
depends on the participation of the entire community 
including our students, faculty, instructors, and staff. 
Everyone has a responsibility to advance this work. 

THE DEDI STRATEGY IN ACTION
This strategy is a long-term endeavour that will evolve over 
time. The recommendations included in this strategy cannot 
all happen at once – they represent initiatives proposed to be 
taken up over the next five years (2023 – 2028). This DEDI 
Strategy will serve the University beyond this period of time, 
anticipating the strategic directions will remain unchanged, 
yet knowing that priorities and initiatives will change in an 
ever-evolving climate and context. 

The strategy aims to embed DEDI into the fabric of York 
University in pursuit of living its mission and values. The DEDI 
strategy consists of several interdependent dimensions, 
institutionally embedding DEDI principles, practices and 
actions. This is visually represented as the head of a flower in 
Figure 4. 

DEDI STRATEGY

Figure 4: York University 2023-2028 DEDI Strategy
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At the core of the DEDI strategy represented in the eye of the 
flower are five people created and connected by a single line 
drawing that represents the York campus community broadly 
and, more specifically, undergraduate students, graduate 
students, faculty, instructors, and staff. People are at the heart 
of the strategy and should always be centred in the work. 

The eye of the flower is surrounded by a red circle where the 
five strategic directions of the strategy are located, indicating 
their core importance. These provide an intentional focus for 
the five years of the plan to help drive transformative change. 
The five strategic directions are described in more detail. 
Each strategic direction is defined and discussed in terms of 
recommendations for new campus-wide initiatives; initiatives 
already in progress; calls to action for the University commu-
nity to consider; and benchmarks to signal success.

The light blue circle references University strategies and plans 
that are connected to the DEDI strategy and the strategic 
directions. The inclusion of this circle is meant to indicate the 
interconnectedness of this work across the university commu-
nity. These include the UAP, the Indigenous Framework, the 
Framework on Black Inclusion and the individual faculty, 
divisional and unit DEDI plans that already exist or are being 
formed. 
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There are 12 outer petals of the flower, each one representing 
one of the principals outlined earlier in the strategy.  Each 
petal, or principle, serves as a reminder of the purpose and 
goals behind DEDI. These principles form the basis for a 
common understanding and framing for DEDI work across 
the University

STRATEGIC DIRECTION: TEACHING AND 
LEARNING
York University will cultivate inclusive teaching and learning 
environments that nurture multiple and intersectional ways 
of knowing, including the incorporation of DEDI principles in 
curriculum and programs. 

The teaching and learning environment, and experiences 
in that environment, encompass a wide range of activities 
including the design of curriculum, experiences accessing 
teaching and learning in a classroom (physical or virtual), 
supporting academic activities (such as lab environments, 
tutoring programs), degree or program design, design and 
implementation of learning assessments, addressing barriers 
to success in specific roles related to teaching and learning 
and the array of supports associated with these activities (e.g. 
learning management systems, accommodations etc.).

Consistent with the UAP, decolonizing curriculum and class-
rooms requires that the University acknowledges the history of 
colonialism and the ways it impacts teaching and learning at 
the University. This involves disrupting the Eurocentric canons 
of thought and engages with issues of power, hierarchy, equity, 
tracing the origins of ideas etc. To reframe the curriculum, it is 
important to integrate research and resources authored by a 
diversity of scholars, including Indigenous, Black, racialized, 
2SLGBTQIA+, persons with disabilities and equity-deserving 
scholars. Decolonizing classrooms also calls for utilizing 
a range of assessment practices to offer students options 
to demonstrate their learning and providing students with 
opportunities to engage and participate actively in their own 
learning through debate and discussion.

Students have indicated that psychological and emotional 
safety in the classroom is important. Some of the ways in 
which student safety has been compromised include, but are 
not limited to, the following: inappropriate/insensitive course 
content, unmediated debates, faculty and/or instructors 
singling out students unnecessarily (e.g. inviting Indigenous 
students to address the class on Indigenous topics thinking 
they are experts on everything Indigenous) and problematic 
or derogatory use of language. Further, the ways that certain 
topics are taught in a classroom can reproduce and perpetuate 
stereotypes. It is important to pay attention to what is taught 
and how it is taught. To promote safer learning environments, 
the University must address this issue through policies, 
practices, and training for everyone.

Recommendations for new university-wide initiatives

• Request that the Senate review those aspects that lie within 
its purview and those of its committees to incorporate DEDI 
principles in areas such as new program development, 
making major modifications to curriculum, cyclical program 
review recommendations, designing course outline 
templates etc. 

• Request relevant administrative units to consider what 
actions can be undertaken in support of incorporating 
DEDI principles in the operationalization of areas related 
to quality assurance, teaching and learning development 
and supports, and creation of inclusive experiential learning 
opportunities.

• Develop and implement an education and prevention 
campaign on discrimination and harassment in the 
classroom for all individuals who intersect the teaching and 
learning environment (e.g. students, faculty, instructors, 
TAs, lab staff etc.) to be led by the Centre for Human Rights, 
Equity and Inclusion.

• Develop and implement a four-part web-based course for 
faculty and instructors on applying the principles of decolo-
nization to classroom praxis to be co-developed by the 
Teaching Commons and the Associate Vice-President (AVP) 
Indigenous Initiatives.

• Initiate a symposium on decolonizing practices related to 
teaching and learning to be co-developed by the Teaching 
Commons and the AVP Indigenous Initiatives.

Recommendations for continuing initiatives

• That training, education and development opportunities 
for faculty, instructors, librarians, and academic support 
persons such as teaching assistants related to DEDI 
continue to be developed and delivered by the Teaching 
Commons. Existing training will be communicated more 
effectively, and training will include new topics such as 
problem-solving techniques in managing bias and racism in 
the academy (e.g. managing macro and microaggressions 
including but not limited to interpersonal violence such as 
misgendering and mispronouncing names, racial slurs etc., 
dealing with supervisors who evidence bias and racism, 
promotion of existing internal mechanisms for conflict 
resolution and support, how to disrupt whiteness in the 
academy).

• Continue work to ensure appropriate systems, policies and 
accommodation guidelines are in place for transgender, 
non-binary and various gender-identified students, 
instructors, faculty and staff. This work will continue to 
engage SexGen (or relevant advisory and advocacy groups 
as may exist with the creation of the new advisory council 
on DEDI).

• Continue to create, support and promote accessible and 
inclusive experiential education opportunities through 
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expansion of supports for engagement of and with 
equity-deserving student populations and continued collab-
oration with diverse community partners and organizations.

• Continue to facilitate the Indigenous community book 
club, collaboratively run by the AVP Indigenous Initiatives 
and the Teaching Commons, which is open to the entire 
York community in support of building understanding of 
Indigenous perspectives on books written by Indigenous 
authors.

• Continue to support and enhance the Indigenous Teaching 
and Learning fund out of the Provost’s Office, including 
increasing awareness of projects and building more 
champions for decolonizing work in the classroom.

• Continue to implement relevant action items in the Action 
Plan on Black Inclusion, such as those in the area of 
Knowledge Creation, among others.

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Ensure that different histories, global perspectives, ways 
of knowing are reflected in curriculum including syllabus, 
content, course delivery and assessment, with a goal to 
ensure a diversity of scholarship and scholars. 

• Engage in a process of decolonizing courses, curriculum, 
programs of study, support services for students related 
to teaching and learning etc. This includes undertaking 
the learning necessary to understand decolonization as a 
process.

• Encourage faculty and instructors to build flexibility into 
the course requirements to accommodate diverse student 
needs. For example: Create opportunities for students to 
show they understand course content and topics in different 
ways that are meaningful to them and move beyond 
traditional assessments and methodologies.

• Provide support to faculty and instructors in becoming 
well informed on DEDI, culture, history and how inequities 
manifest, including stereotypes in the classroom.  Ensure 
there are opportunities to develop the capacity and 
skills to facilitate delivery of such content and classroom 
discussions.

• Be open to learn about systemic racism, oppression and 
discrimination (e.g. anti-Black racism, Islamophobia, 
Antisemitism, ableism, anti-Indigenous racism, anti-Asian 
racism, homophobia, transphobia) and dominant 
assumptions about behaviour/professionalism. These 
include unacknowledged assumptions of what is valued, 
permitted, stereotypes of communities that are reinforced, 
and what is being said in the learning environment, that may 
inadvertently advance a hidden or secondary curriculum.

• Create and promote inclusive experiential education 
opportunities. 

• Utilize universal design in curriculum development and 
course/training delivery, which may include training and 
professional development opportunities for instructors, 
faculty and staff.

Benchmarks 

Understanding that benchmarks will need to be established 
over time, and the mechanisms put in place be able to track 
University progress, the following benchmarks and/or moni-
toring systems are recommended: 

• Evaluation metrics on training opportunities provided 
for faculty, instructors and facilitators of training and 
development sessions for staff to be led by the Teaching 
Commons, CHREI and Human Resources. 

• The University senate considers undertaking a review of 
program creation and standard course syllabi guidelines and 
reviews relevant policies and processes related to teaching, 
including experiential education, and the use of new and 
emerging technologies for curriculum delivery with a DEDI 
lens.

• The development and evaluation of an education campaign 
related to discrimination and harassment in learning 
environments, to be led by CHREI.

• Monitor key questions on learning and the learning 
environment, as identified by the Office of Institutional 
Planning and Analysis (in consultation with key partners) 
from regular recurring student surveys at the undergraduate 
and graduate levels, for improvement/progress.

• Review of the Indigenous Teaching and Learning fund for 
applications, use and impact of the fund by the Provost 
and Vice-President Academic, and the AVP Indigenous 
Initiatives.

STRATEGIC DIRECTION: RESEARCH AND 
INNOVATION
York University will cultivate inclusive and equitable research 
environments that nurture multiple and intersectional ways 
of knowing, create and nurture diverse research teams and 
encourage research programs in traditionally equity-deserving 
settings. 

Research encompasses all areas of research and innovation 
activities, including funding; who conducts research; what 
informs how the research is carried out; what gets recognized 
as scholarly work and scholarly excellence; how research is 
approved and conducted; power dynamics in research groups; 
and how a researcher pathway is cultivated. All aspects of 
innovation work and how a group may intersect with this area 
of activity are also included here.
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Recommendations for new campus-wide initiatives

Under the leadership of the Division of Research and 
Innovation, in collaboration with divisions and faculties:

• Conduct education sessions for tenure & promotion 
committees on the ways to recognize community-engaged 
research, mentoring and other forms of service and 
knowledge creation.

• Develop a best practice guide for researchers on DEDI in 
the lab for researchers (for graduate students and research 
teams).

• Identify opportunities to support tri-council funding 
opportunities related to DEDI; equity-deserving faculty in 
writing grant applications; and to further advocacy efforts 
related to DEDI and research with grant-funding bodies and 
agencies.

• Identify opportunities to develop and implement strategies 
and programs to improve knowledge mobilization, entrepre-
neurship, and innovation pathways for equity-deserving 
groups and research.

• Support the strengthening of research partnerships with 
equity-deserving communities with the goal of knowledge 
mobilization, recognizing that knowledge mobilization for 
those working with equity-deserving communities may take 
non-traditional formats.

• Identify educational opportunities for researchers on how to 
meaningfully incorporate DEDI principles and practices into 
their research programs including addressing DEDI consid-
erations in research design and practices, recruitment, 
data collection and sex- and gender-based analysis plus 
(SGBA+) analysis, trainee recruitment, and research team 
participation. 

• In collaboration with the Indigenous Council and the Centre 
for Indigenous Knowledges and Languages, support the 
establishment of an Indigenous Research Ethics Board.

Recommendations for continuing initiatives

• Embed DEDI principles into the review processes for all 
funding programs and award nominations including Division 
of Research and Innovation administered internal funding 
competitions; internal research awards; institutional 
nominations for external awards and honours; and funding 
programs that require adjudication and peer-review, 
ensuring transparent and equitable criteria and processes.

• Continue to support seed research funding for diverse 
scholars from equity-deserving groups (professorial, 
postdoctoral) to support capacity building in applying for 
external funding.

• Continue to assess and address representation from equity-
seeking groups in faculty hiring including research chairs 

in fields of study as deemed necessary while also ensuring 
inclusive and equitable processes in all faculty hiring.

• Continue to advance the York-Canada Research Chairs EDI 
Action Plan and the Dimensions Charter, as well as other 
existing and future government funding programs.

• Continue the implementation of the Decolonizing Research 
Administration Report and Action Plan, co-led by the Office 
of the Vice-President Research and Innovation and the 
Office of the Vice-President Equity, People and Culture.

• Evaluate and further develop the Place of Online Learning for 
the Adjudication of Researchers Inclusively and Supportively 
(POLARIS) to address decolonization in the training of 
those who rank, judge, adjudicate, or provide feedback on 
researchers and their applications. 

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Ensure that DEDI principles and practices are embedded 
into research plans.

• Develop dedicated access and outreach to research 
opportunities for diverse student populations (e.g. 
Black, racialized, Indigenous, people with disabilities, 
2SLGBTQIA+, first-generation, international), recognizing 
that there are significant barriers to inclusion for students 
that need to be addressed in program design.

• Support initiatives to create inclusive research environments 
in work and learning, specifically in research labs and teams, 
including mentoring.

• Embed DEDI principles and practices in the review 
processes for all funding programs and award nominations 
that are localized in unit. For example, ensure that nominees 
for research and other scholarly awards are representative, 
including under-represented equity-deserving individuals, 
and are sought out using inclusive practices.

• Identify opportunities to strengthen meaningful research 
partnerships with equity-deserving communities.  

• Ensure research-related committees, research teams and 
supervisory committees have representative membership 
and operate with inclusive practices.

• Ensure that conference representation enables participation 
of researchers, students and partners from equity-deserving 
groups and settings.

• Ensure that research is not only disseminated in traditionally 
scholarly formats but also mobilized in formats accessible to 
the diversity of broader society.

• Ensure that recommendations related to tenure and 
promotion encompass all the examples in the Tenure 
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and Promotions Policy, Criteria and Procedures and not 
recapitulate the sole reliance on traditional forms of 
scholarly production and dissemination.

Benchmarks

Understanding that benchmarks will need to be established 
over time, and the mechanisms put in place to be able to 
track University progress, the following benchmarks and/or 
monitoring systems are recommended: 

• DEDI practices and principles are embedded in University 
and faculty research plans.

• The Research Office will explore tracking application and 
award rates from equity-deserving groups in grant and 
scholarship competitions, award nominations, and CRCs/
York Research Chairs. Evaluate the progress over time.

• Track the implementation of actions from the Decolonizing 
Research Administration Action Plan.

STRATEGIC DIRECTION: REPRESENTATION 
AND SUCCESS
Through a range of efforts across the University, York will work 
to build an environment that is representative of the commu-
nities it serves by actively recruiting, supporting, retaining, 
and advancing students, faculty, instructors, and staff from 
equity-deserving communities. 

Representation across all sectors of the University is 
important. This includes all aspects of the employment cycle 
and the student life cycle. To address representation, the 
University must pay attention to recruitment and retention 
initiatives as well as create conditions for success.

Recommendations for new campus-wide initiatives

• Undertake a deeper review of the representation rates and 
the complex array of barriers that equity-deserving domestic 
and international undergraduate and graduate students 
encounter when applying for their program of choice and 
meeting the requirements of successful completion to 
ensure appropriate outreach, recruitment strategies and 
supports are in place. To be led by the Division of Students in 
collaboration with the Faculty of Graduate Studies (FGS).

• Assess financial barriers for students (undergraduate and 
graduate); identify and seek funding and support opportu-
nities to both reduce barriers for equity-deserving students 
and support affordability strategies/programs for students, 
to be led by the Division of Students. 

• Initiate a fundraising effort to support decolonization, 
diversity, equity and inclusion-related initiatives, with a 
particular emphasis on support for scholarships, awards and 
bursaries, to be led by the Division of Advancement.

• Create a convocation review working group to make 
recommendations to apply principles of DEDI to the ritual 
and ceremony of convocation.

• Create a DEDI program that will assist graduate student 
admission selection committees, which may include 
education or tools in areas such as: reviewing the language 
in program descriptions; information on the selection of 
diverse admission interview committee members; materials 
to understand and identify unconscious bias; information on 
best practices for recruiting Indigenous Peoples, women, 
persons with disabilities and racialized peoples, to be led by 
FGS.

• Create a DEDI education program or set of tools for all 
student award committee members (e.g. scholarships, 
bursaries etc.) to enable more inclusive approaches to 
recipient selection led by Division of Students in collabo-
ration with FGS.

• Develop a strategy and action plan for employment equity 
at York, including benchmarks for recruitment, hiring, and 
retention of equity-deserving individuals, qualitative and 
quantitative reporting mechanisms with the goal of building 
on existing dedicated hiring initiatives, increasing represen-
tation, career progression, success and retention across all 
employee groups (faculty, instructors and staff), to be led by 
Division of Equity, People and Culture. This includes:

• Reviewing and revising interview and hiring practices 
to ensure universal design and ensuring gender-neutral 
language is used in job postings;

• Reviewing and revising our understanding of qualifications 
for employment, for example what counts as “experience” 
through a DEDI lens and examining expectations of 
experience in areas or positions from which equity-de-
serving individuals have been systemically and historically 
excluded;

• Embedding DEDI as a competency in the York 
competency framework for Confidential, Professional 
and Managerial (CPM) employees, which may include 
development and implementation of criteria for advancing 
into mid-level and senior-level leadership that requires 
demonstration of individual leaders’ commitment to DEDI;

• Encourage the University Secretariat to request that 
faculty tenure and promotion (T&P) committees include 
DEDI principles in their guidelines.

• Identifying and implementing opportunities to ensure that 
University-created learning opportunities utilize universal 
design principles and accommodate learners’ needs; 

• Develop and maintain a resource guide aimed at 
decreasing barriers and increasing satisfaction and 
retention of employees with disabilities, led by CHREI;

• Reviewing and revising, as appropriate, any existing 
employment equity related programs or policies;
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• Develop and launch of an employment equity data 
dashboard;

• As an Anchor Institution12, support a local hiring strategy 
for all non-academic positions that recognizes the 
long-standing place-based relationship York has with 
its neighbouring communities. This strategy, developed 
in consultation with the Anchor York U Employment 
Working Group, will centre the valuable contributions 
that members of the community bring to the institution 
uniquely positioning York to leverage its economic power 
and human capital through the strategic recruitment of 
local13 residents for employment. This aims to increase 
representation and success in employee demographics 
and contribute to community economic wellbeing.

• Create and embed best practice guidelines for the 
recognition and valuing of DEDI-related work in collabo-
ration with Provosts, Deans, and collective bargaining units, 
in scholarship, teaching, educational leadership, and service 
for faculty.

Recommendations for continuing initiatives

• Implement a student census, including use of data to inform 
reviews of student support services and development of 
new initiatives to support student success and retention.

• Engage with SexGen, RISE, ENABLE York and other 
relevant advisory/advocacy bodies to continue the work to 
ensure appropriate systems, policies and accommodation 
guidelines are in place. 

• Continue to support the creation of employee affinity groups 
to provide visibility, support and opportunities for staff, 
faculty, instructors, and student employees from equity-de-
serving groups to connect (e.g. Black Staff Affinity Group). 
Resource appropriate supports, including budget allocations 
to the network(s) to organize events or activities. 

• Continue to cultivate donor relationships that support DEDI 
projects and that include financial support programs for 
equity-deserving students at both the undergraduate and 
graduate levels.

• Support the development and implementation of alumni 
networks for equity-deserving groups and engagement 
activities for these alumni.

• Continue regular reviews of accommodation policies and 
practices for all student and employee groups.

• Labour Relations to continue to work with union partners to 
implement new and revised provisions related to DEDI that 
have been negotiated into renewal collective agreements 
in 2021 and 2022. This includes the first ever Joint 

12 Anchor institution: the idea that an institution has a long-standing place-based relationship with the community it is located in. As a result of this relationship, the 
institution is uniquely positioned to intentionally leverage its economic power and human capital in partnership with the community to contribute towards the community’s 
wellbeing.
13 Postal code areas M3N, M3M, M3L and M3J.

Committees on Equity, Diversity and Inclusion that were 
negotiated into some collective agreements.     

• Implementation of relevant action items in the Action 
Plan on Black Inclusion continues, and may overlap with 
initiatives already identified, such as those in the thematic 
areas of Representation and Data Collection, among others.

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Embrace alternative ways of valuing/recognizing individuals’ 
contributions to York 

• Ensure diverse representation on all standing committees 
(scholarships and awards, petitions, Faculty Councils, 
resource-faculty graduate curriculum committees etc.).

• Increase representation in leadership roles from equity-de-
serving groups, such as program directors, chairs etc.

• Embed DEDI principles and practices in the delivery of 
student-focused initiatives, programming, and events 
including the recruitment and training of staff and students 
engaged in such work.

• Identify opportunities to recruit and hire individuals 
(including faculty, instructors and staff) from equity-de-
serving groups and assess a state of readiness to welcome 
a diversity of individuals to the unit. If the unit is not ready 
to welcome diverse individuals, then actions need to be 
identified and taken to address the culture of the unit to 
change and be one that is inclusive and ready.

Benchmarks

Understanding that benchmarks will need to be established 
over time, and the mechanisms put in place to be able to track 
our progress, the following benchmarks and/or monitoring 
systems are recommended: 

• Develop mechanisms to monitor key student application, 
enrolment, retention and graduation benchmarks 
(undergraduate, graduate, continuing education etc.) 
annually.

• Monitor proportion of equity-deserving groups to ensure 
representation in employment at all levels and in all 
categories within the institution, annually for progress and 
against local representation rates where possible.

• Develop mechanisms to monitor key employment equity 
benchmarks including rates of application, retention, failed 
hires etc. A retrospective analysis will be conducted to 
understand the success and lessons learned from dedicated 
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hiring programs with the view to make recommendations for 
future hiring practices. 

This work will be done with consideration to Indigenous data 
sovereignty. Consultations with York Indigenous community 
members will take place on what this means for the University 
in relation to equity benchmarks and data collection and may 
mean development of a consultation process on the collection, 
interpretation and publication of data involving Indigenous 
Peoples. 

STRATEGIC DIRECTION: LEADERSHIP AND 
CAPACITY BUILDING
York University strives to be a community where all members 
demonstrate the knowledge and skills necessary to navigate 
through and lead in a diverse world. York commits to building 
capacity in its leadership to advance EDI for today, tomorrow 
and the future.

Advancing DEDI requires leadership. Building capacity to 
lead is critical and includes support for a culture where DEDI 
is integrated into everything the University does, including a 
conceptualization of leadership as collaborative, relational, 
and responsive to members of the community. Opportunities 
will be provided for education and training, leadership 
development, building communities of practice, developing 
toolkits, support from institutional leadership, and building 
mechanisms for accountability. 

Recommendations for new Campus-Wide Initiatives

• Build a vibrant campus network (community of practice) of 
professionals across the University who undertake DEDI 
work. The Centre for Human Rights, Equity and Inclusion 
(CHREI) will continue to expand its programs and activities 
designed to support these professionals, facilitate collab-
oration, share and further enhance their work individually 
and collectively. The CHREI will develop leaders throughout 
the institution, matching their commitment with the skills 
required to shepherd real and lasting progress in individual 
units.

• Further develop DEDI education programming for leadership 
at all levels to deepen understanding and encourage 
modelling of inclusive and equitable behaviour and 
practices, with a focus on applied skills and performance 
management in diverse workplaces. To be led by Human 
Resources and Faculty Affairs in the Division of Equity, 
People and Culture.

• Consult, develop and implement guidelines and toolkits for 
decision-making, policy writing, and program development 
that incorporate DEDI principles.

• Create a new advisory council on DEDI, building on the work 
of the current President’s Advisory Council on EDI and the 

President’s Advisory Committee on Human Rights and their 
sub-committees. 

• Develop leadership development programming to support 
underrepresented equity-deserving employee groups, to be 
led by Human Resources and Faculty Affairs in the Division 
of Equity, People and Culture.

Recommendations for continuing initiatives

• Continue to identify and resource DEDI strategic initiatives 
through existing budget processes as one of the University’s 
key values.

• Continue to resource, develop, implement, and evaluate 
comprehensive education and training programs on 
DEDI for students, faculty, instructors, and staff. Embed 
this education and training in recruitment processes, 
onboarding, assessment and performance reviews, and 
professional development for staff, faculty and instructors, 
and in curricular and co-curricular contexts for students.

• Facilitate and continue to provide opportunities for open and 
respectful dialogue through continued implementation of 
the recommendations made during the President’s Initiative 
on Open and Respectful Dialogue. This includes continued 
efforts to build conflict engagement skills and practices 
among all members of the York community to equip people 
for working across differences.

• Review the Work-Study/Student Employee Becoming YU 
process and program with a DEDI lens and further embed 
DEDI as a competency and learning opportunity.

• Continue to implement relevant action items in the Action 
Plan on Black Inclusion, such as those in the thematic areas 
of Decision-Making and Accountability.

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Support the training and development of all employees as it 
relates to DEDI.

• Provide opportunities to foster the leadership skills and 
knowledge of under-represented Indigenous and equity-de-
serving groups.

• Create opportunities to foster respectful dialogue across 
differences and to build conflict engagement skills and 
practice in community members.

• Create opportunities to share and learn from a diverse range 
of leadership practices, including, for example, Indigenous 
leadership practices.
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Benchmarks

Understanding that benchmarks will need to be established 
over time, and the mechanisms put in place to be able to track 
the University’s progress, the following benchmarks and/or 
monitoring systems are recommended: 

• Identify and develop metrics to annually monitor 
employment progression in leadership roles of equity-de-
serving groups across all employee groups. To be led by the 
Division of Equity, People and Culture.

• Human Resources and Faculty Affairs, in collaboration 
with key partners, to regularly evaluate and review DEDI 
training and education activities to ensure leadership at 
all levels is given opportunities to increase awareness and 
understanding of DEDI.

STRATEGIC DIRECTION: CAMPUS CLIMATE 
AND ENVIRONMENT
York University will work towards creating an inclusive and 
equitable community where everyone has the potential to 
feel a sense of belonging and that they are respected. The 
University will undertake initiatives to enhance the accessibility 
of physical and virtual spaces for students, staff, faculty, and 
instructors. 

Campus climate is understood to be the current perceptions 
and attitudes of staff, students, faculty and instructors 
regarding issues of equity and diversity on a campus. Campus 
environment is generally understood to be the sum of environ-
mental factors that influence students’ learning and life, which 
involves three elements: physical, cultural and interpersonal. 
This can be applied to all community members, including 
employees. Campus climate includes the circumstances, 
objects, or conditions that surround all community members. 
Environment is not limited to the physical (built) environment, 
though that contributes significantly to a sense of place and 
belonging. This strategic direction includes co-curricular 
activities for students and how they are supported; expe-
riences that contribute to the development of culture; how 
York community members are engaged; and the structures of 
the organization that help create and shape the environment 
where everyone lives, works and studies (such as policy or 
organizational structure). 

Recommendations for new campus-wide initiatives

• Develop and implement a Campus Climate Survey, run on a 
regular cycle (for example, every three years), to measure 
progress and inform policy, system review, and program 
review and development, and share findings with the 
community. To be led by CHREI.

• Undertake a review to ensure that all student success/
experience/engagement programs have embedded DEDI 

principles, with emphasis on peer-led programming/
initiatives/events, to be led by the Division of Students. 
Examples include Peer Mentoring, Peer Tutoring, 
Peer-Assisted Study Sessions (PASS), Peer Health 
Educators, Peer Ambassadors, Course/Class/Cohort 
Representatives, Peer Volunteers. 

• Undertake a review to understand and propose actions 
related to recognition and/or compensation for additional 
labour undertaken by equity-deserving students in 
equity-committee work at the University.

• Identify opportunities to enhance the inclusivity of physical 
spaces on campus such as, but not limited to, the following:

• Creating spaces for equity-deserving groups (students, 
employees etc.) to convene and create communities of 
support for one another;

• Ensuring campus infrastructure, including ceremonial 
spaces, are physically accessible;

• Identifying of designated space for breast and 
chest-feeding (and CHREI to change the language in 
current guidelines to use all-gender language);

• That a requirement be developed for a review of all new 
major construction projects by a specialist consultant with 
an expertise in accessibility.

• Consider improvements to wayfinding through use of 
technology such as connecting QR codes to campus 
maps/wayfinding apps; and 

• Ensure representation of art from equity-deserving artists 
is displayed in public areas across campus.

• Identify and address potential barriers to accessing the 
digital campus environment(s).

Recommendations for continuing initiatives

• Support activities that enhance spaces and initiatives toward 
inclusion for students, such as co-curricular programming, 
events, mentoring and peer support programs, academic 
support programs and skill development opportunities.

• Continue to ensure AODA compliance in all areas.

• Continued implementation of social procurement policies 
and procedures, which may consider creation of DEDI 
criteria to engage all external contractors to work toward 
supporting DEDI at York, and as a condition for being added 
to the preferred list of vendors or contractors for York.

• Continue to educate the campus community about the 
new Human Rights Policy and Procedures and to identify 
ways to have clear means for raising complaints and finding 
resolution.

• Continue to implement action items in the Action Plan on 
Black Inclusion, particularly from relevant thematic areas 
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such as Safety, Mental Health and Community Engagement 
among others. 

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Improve accessibility and inclusivity of built and digital 
environments, documents etc., where it is within their scope 
to do so.

• Respond to the climate survey results when they become 
available.

• Proactively build and strengthen York’s relationships with 
communities and organizations representing equity-de-
serving groups, especially those close to our campuses.

Benchmarks

Understanding that benchmarks will need to be established 
over time, and the mechanisms put in place to be able to track 
the University’s progress, the following benchmarks and/or 
monitoring systems are recommended: 

• Monitor the Campus Climate Survey, once implemented, 
for progress.
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ENABLING THE PLAN
While overall accountability for driving this strategy resides 
within the Division of Equity, People and Culture (EPC), every 
community member carries responsibilities, both in relation to 
the plan and to one another, for the creation and maintenance 
of an inclusive, welcoming, equitable community. 

As the objectives of the strategy are advanced, meaningful and 
transparent mechanisms of accountability across the system 
will need to be created.  On an annual basis, the University will 
evaluate its progress, report to the community, and update the 
plan as necessary.

The University will identify means to build accountabilities 
into existing evaluation and performance tools, such as the 
Integrated Resource Plan. These accountabilities will be incor-
porated into the formal performance evaluations for senior 
positions, with the expectation that leaders, in turn, hold their 
own units accountable for developing and implementing their 
own strategies to support the DEDI goals laid out in this plan.

Over time, the University will track metrics that represent 
important factors in assessing progress toward these goals. 
These metrics will be used in combination to determine 
whether specific shifts up or down, or lack of activity, repre-
sent positive outcomes relative to creating a more diverse, 
equitable and inclusive campus. At regular intervals, the 
University will update the community on its progress.

A review of the existing information regarding the state of 
the University has highlighted critical gaps in its data, among 
them, the lack of a comprehensive, campus-wide climate 
survey, as well as deeper levels of employment equity data 
analysis to aid the institution in tracking equity and inclusion. 
These gaps will be addressed as implementation moves 
forward. 

Key initiatives

To support the community and to enable the plan, several key 
initiatives have been identified and will be funded:

• The Office of the Vice-President Equity, People and 
Culture will work with key offices to incorporate awards 
into our existing programs that recognize outstanding 
accomplishments of community members that enhance 
equity and contribute to a diverse and inclusive campus 
environment.  All DEDI-related awards will solicit 
nominations from a broad pool of prospects and will be 
widely publicized. 

• The Office of the VP EPC will establish a DEDI Innovation 
Fund for activities not otherwise funded by other comple-
mentary funds (e.g., the Academic Innovation Fund, 
Sustainability Innovation Fund and relevant research funds).  

University community members will be eligible to apply for 
one-time grants. 

• With this plan being written, the President’s Advisory 
Council will have fulfilled its mandate. The University will 
dissolve the council and the existing President’s Advisory 
Committee on Human Rights and its three sub-committees 
and create a new advisory council on DEDI. This group will 
provide guidance on matters related to DEDI, which may 
include accountabilities, initiatives, accountability systems 
and more.

Taking action, making impact:

We call on faculties, divisions, units, departments, and 
individual York community members (including students) to 
identify and implement actions to:

• Adopt policies and procedures that set accountability and 
responsibility towards implementing, monitoring, tracking 
the progress of and reporting about DEDI-based initiatives, 
which may include a local DEDI committee or a DEDI 
committee of council.

• Consider including DEDI principles as important budget and 
resource planning considerations.
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CONCLUSION
York University is proud of its commitment to decolonizing, 
equity, diversity and inclusion and its long-standing historical 
commitment to social justice. York envisions that this strategy 
will continue to advance DEDI and will contribute to:

• Community members including staff, students, faculty and 
instructors, feeling a greater sense of safety, inclusion and 
belonging

• Decision-making that is reflective of a diversity of voices 
represented in leadership and at decision-making tables

• Enhanced student experiences in their classrooms as well 
as in co-curricular and extracurricular activities at the 
University more broadly

• Community members feeling empowered to achieve their 
best, however they define excellence in achievement

• Equity-deserving individuals having opportunities to 
progress in their academics and careers

• A community empowered to have difficult yet respectful 
conversations, with a greater understanding of the 
importance of decolonizing, equity, diversity and inclusion.
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GLOSSARY
[2SLGBTQIA+] is an umbrella term used to denote people of 
various sexual orientations and gender identities. The letters 
stand for two spirit, lesbian, gay, bisexual, trans/transgender, 
queer/questioning, intersexual and asexual. “The placement 
of two spirit (2S) first is to recognize that Indigenous people 
[sic] are the first peoples of this land, and their understanding 
of gender and sexuality precedes colonization. The ‘+’ is for 
all the new and growing ways we become aware of sexual 
orientations and gender diversity.” (Adapted from Equity & 
Inclusion Glossary of Terms, University of British Columbia)

• Context and usage: Rates of representation of the 
2SLGBTQIA+ community at York are collected through 
self-identification data for employees. 

• See also Gender Identity and Expression and Sexual 
Orientation.

[Ableism] may be defined as a belief system, analogous to 
racism, sexism, or ageism, that sees persons with disabilities 
as being less worthy of respect and consideration, less able 
to contribute and participate, or of less inherent value than 
others. Ableism may be conscious or unconscious, and may be 
embedded in institutions, systems or the broader culture of a 
society. It can limit the opportunities of persons with disabili-
ties and reduce their inclusion in the life of their communities. 
(Source: Policy on Ableism and Discrimination Based on 
Disability, Ontario Human Rights Commission, June 27, 2016)

• Context and usage: The University seeks to 
counter ableism, partly through its Accessibility & 
Accommodation/Disability Policies, Procedures and 
Resources.

• See also Accessibility and Disability.

[Accessibility] refers to the degree to which physical, 
pedagogical and administrative structures are (re)designed 
to enable the full, meaningful and equitable engagement 
of all community members (as defined in this document). 
Accessibility is also the degree to which persons with disabil-
ities can access a device, service or environment without 
barriers. Accessibility is also a process: it is the proactive 
identification, removal and prevention of barriers to persons 
with disabilities. (From the Glossary on Accessible Customer 
Service eLearning by the Council of Ontario Universities) 
Accessibility includes, but is much broader than, physical 
access to buildings. It also includes, for example, designing for 
physical, financial, sensory, social, and language-level access. 
(York University DEDI Strategy)

• Context and usage: The University’s policy on accessibility 
observes the standards laid down by the Accessibility For 
Ontarians With Disabilities Act (AODA).

• See York University’s AODA Compliance.

[Ageism] is often a cause for individual acts of age discrim-
ination and also discrimination that is more systemic in 
nature, such as in the design and implementation of services, 
programs and facilities. Age discrimination involves treating 
persons in an unequal fashion due to age that is contrary to 
human rights law. (Source: Fact sheet, Ontario Human Rights 
Commission)

• Context and usage: The definition of age under the York 
University Human Rights policy adopts the Ontario 
Human Rights Code definition.

[Anti-racism] refers to taking proactive steps to fight racial 
inequity. It differs from other approaches that may focus on 
multiculturalism or diversity, because it acknowledges that 
systemic racism exists and actively confronts the unequal 
power dynamic between groups and the structures that 
sustain it.

• Context and usage: See also Race and Racism.

[Belonging] describes values and practices where no person 
is left out of our circle of concern. Belonging means more 
than having just access; it means having a meaningful voice 
and the opportunity to participate in the design of political, 
social, and cultural structures. Belonging includes the right to 
both contribute and make demands upon society and political 
institutions. (Source: the Othering and Belonging Institute, UC 
Berkeley) 

• Context and usage: “York University will work towards 
creating a more inclusive and equitable community where 
everyone feels a sense of belonging and that they are 
respected.” (York University DEDI Strategy).  

• See also Inclusion.

[Classism] is a prejudice against or in favour of people 
belonging to a particular social class, resulting in differential 
treatment. (From the Canadian Race Relations Foundation)

• Context and usage: While social class or economic 
background is not a code ground under the Ontario 
Human Rights Code, receipt of public assistance (in 
housing) is. The EDI strategy also mentions the context 
of accessibility, including “financial accessibility”: 
Accessibility includes, but is much broader than, physical 
access to buildings. It also includes, for example, 
designing for physical, financial, sensory, social, and 
language-level access. (York University DEDI Strategy)

[Colonialism] is an intentional process by which a political 
power from one territory exerts control over a different 
territory. It involves unequal power relations power relations 
policies and/or practices of acquiring of acquiring full or partial 
political control over other people or territory, occupying the 

https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://www.ohrc.on.ca/en/policy-ableism-and-discrimination-based-disability
https://www.ohrc.on.ca/en/policy-ableism-and-discrimination-based-disability
https://rights.info.yorku.ca/accommodations-for-persons-with-disabilities/
https://rights.info.yorku.ca/accommodations-for-persons-with-disabilities/
https://rights.info.yorku.ca/accommodations-for-persons-with-disabilities/
http://www.e-laws.gov.on.ca/html/statutes/english/elaws_statutes_05a11_e.htm
http://www.e-laws.gov.on.ca/html/statutes/english/elaws_statutes_05a11_e.htm
https://www.yorku.ca/accessibilityhub/aoda-compliance/
https://www.ohrc.on.ca/en/ageism-and-age-discrimination-fact-sheet
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://belonging.berkeley.edu/our-story
https://belonging.berkeley.edu/our-story
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1/item/22807-classism
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territory with settlers, and exploiting it economically. (Source: 
Equity & Inclusion Glossary of Terms, University of British 
Columbia)  

• Context and usage: The University Academic Plan, The 
Indigenous Framework for York University and York’s 
Framework on Black Inclusion all refer to understanding 
the impact of colonization and an active process of 
decolonizing curriculum in order to pursue inclusive 
excellence and advance equity. 

[Creed] In the Ontario Human Rights Code and York’s Human 
Rights Policy and Procedures, rights pertaining to religion and 
spirituality are referred to as “creed,” which consists of reli-
gious beliefs and practices. It may also include non-religious 
belief systems that, as with religion, substantially influence a 
person’s identity, worldview and way of life. (Adapted from the 
Ontario Human Rights Commission)

• Context and usage: Creed is a prohibited ground for 
discrimination under York’s Human Rights Policy. See also 
the policy on Academic Accommodation for Students’ 
Religious Observances for more information on the 
University’s commitment to respecting the religious 
beliefs and practices of all members of the community, 
and making reasonable and appropriate accommodations 
to adherents for observances of days of religious 
significance.

[Decolonizing] is a foundational principle of York’s 
Decolonizing, Equity, Diversity and Inclusion Strategy. 
Decolonizing refers to the processes of deconstructing colonial 
systems, institutions, logic and practice to transform social 
and political relations with Indigenous Peoples. It is a collec-
tive approach that centres and values Indigenous knowledges 
in service of the reestablishment of Indigenous sovereignty 
and the repatriation of Indigenous land and ways of life. 

• Context and usage: York is committed to recognizing 
and redressing how academic institutions perpetuate 
colonialism. 

• See entry for Colonialism 

[Disability] should be interpreted in broad terms. It includes 
both present and past conditions.  Disabilities shall be 
defined as those conditions so designated under the Ontario 
Human Rights Code. Disabilities may be visible or nonvisible 
(sometimes referred to as invisible or hidden). Visible disabil-
ities are disabilities that are easily observed or recognized. 
For example, persons who are blind and use guide dogs or 
persons with mobility disabilities who use wheelchairs have 
visible disabilities. Nonvisible disabilities, on the other hand, 
are disabilities that are not readily apparent. Persons with 
learning disabilities or mental health disabilities, persons with 
medical conditions such as diabetes, and many persons with 

hearing loss have nonvisible disabilities. Likewise, disabilities 
may be temporary or permanent. (Source: Faculty Resource 
Guide on Teaching Students with Disabilities, 2020)

• Context and usage: For more information, see the York 
Policy on Academic Accommodation for Students 
with Disabilities, the York Policy on Accommodation in 
Employment for Persons with Disabilities, and the Faculty 
Resource Guide.

[Discrimination] Any form of unequal treatment based on 
an Ontario Human Rights Code ground, whether imposing 
extra burdens or denying benefits. Discrimination may be 
intentional or unintentional. It may involve direct actions 
that are discriminatory on their face, or it may involve rules, 
practices or procedures that appear neutral but disadvantage 
certain groups. Discrimination may take obvious forms, or it 
may happen in very subtle ways. Even if there are many factors 
affecting a decision or action, if discrimination is one factor, 
that is a violation of this policy. (From: A policy primer guide 
for developing human rights policies and procedures, Ontario 
Human Rights Commission) 

• Context and usage: The university’s Human Rights Policy 
adopts the definition and interpretation of discrimination 
under the Ontario Human Rights Code. 

[Diversity] is a foundational principle of York’s DEDI strategy. 
It refers to the presence of difference and variety of personal 
experiences, values and worldviews that arise from difference 
of culture and circumstance. Such differences include race, 
ethnicity, sexual orientation, gender identity and expression, 
disability, age, class, religion and spirituality, geographic and 
international affiliations and more. 

• Context and usage: Diversity and Inclusivity are among 
the five core values of the university. The university 
supports and encourages diversity through the identi-
fication and removal of barriers and biases, and the 
creation of workplaces and learning environments that are 
free of harassment and discrimination. (York University 
DEDI Strategy) 

• When using the word “diverse,” it should only be applied 
to an entire collective (e.g. “the entire student body is 
diverse”) and not for a subset of a collective, nor as a 
euphemism for historically, persistently or systemically 
marginalized people (e.g. “diverse students were less 
likely to feel sense of belonging”). The latter usage 
assumes that the other part of the collective is “not 
diverse,” which is rarely accurate and can imply that 
certain identities or aspects of diversity are fundamentally 
different from the rest of the group. (Adapted from SAGE 
Reference Encyclopedia of Diversity in Education)

• See also Ways of knowing.

https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://indigenous.yorku.ca/framework/
https://indigenous.yorku.ca/framework/
https://www.yorku.ca/abr/framework/
https://www.yorku.ca/abr/framework/
https://www.ohrc.on.ca/en/code_grounds/creed
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-religious-observances-policy-guidelines-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-religious-observances-policy-guidelines-and-procedures/
https://accessibility.students.yorku.ca/sites/default/files/pdf/Faculty-Resource-Guide%20SUMMER%202020R.pdf
https://accessibility.students.yorku.ca/sites/default/files/pdf/Faculty-Resource-Guide%20SUMMER%202020R.pdf
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-policy/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-policy/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-policy/
https://www.yorku.ca/secretariat/policies/policies/accommodation-in-employment-for-persons-with-disabilities-procedures-on/
https://www.yorku.ca/secretariat/policies/policies/accommodation-in-employment-for-persons-with-disabilities-procedures-on/
https://accessibility.students.yorku.ca/sites/default/files/pdf/Faculty-Resource-Guide%20SUMMER%202020R.pdf
https://accessibility.students.yorku.ca/sites/default/files/pdf/Faculty-Resource-Guide%20SUMMER%202020R.pdf
https://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures
https://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures
https://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://us.sagepub.com/en-us/nam/encyclopedia-of-diversity-in-education/book234236
https://us.sagepub.com/en-us/nam/encyclopedia-of-diversity-in-education/book234236
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[DEDI] An abbreviation for “decolonizing (or decolonization), 
equity, diversity and inclusion.” The term “decolonizing” added 
before “EDI” highlights the importance of approaching EDI 
through a critical perspective that frames the work within 
an anti-oppression and anti-colonial framework. The terms 
equity, diversity and inclusion are often grouped together to 
describe efforts to create more supportive, representative 
and equitable environments. Equity, diversity and inclusion 
are three distinct values that support and uphold each other. 
In presenting all together, DEDI also addresses some of the 
limitations of previously using terms like “diversity,” “equality” 
or “multiculturalism” on their own.

• See separate entries for Decolonizing, Equity, Diversity, 
and Inclusion.

[Employment equity] is an ongoing planning process used by 
an employer to:

• Identify and eliminate barriers in employment procedures 
and policies.

• Put into place positive policies and practices to eliminate 
systemic barriers.

• Ensure appropriate representation of four federally 
designated groups throughout all occupations and at all 
levels within the organization. In Canadian employment 
equity legislation, disadvantaged groups have been defined 
as Indigenous people, women, people with disabilities, 
and racialized people. York as an institution recognizes 
these four categories as well as the umbrella category of 
2SLGBTQIA+ people.

• Foster a climate of equity and attract talent to the 
 organization.  
(Adapted from Employment Equity and York Self ID) 

• Context and usage: York University is committed to 
Employment Equity and monitors the representation 
of the above designated groups. See the Annual 
Employment Equity Report for more information.

[Equity] is a foundational principle of York’s DEDI strategy. 
Equity refers to the fair treatment, access, opportunity and 
advancement for students, faculty, instructors, and staff at 
every stage of educational and career development. Taking 
equity as a guiding principle means that the University will 
respect and value the differences of our members by actively 
identifying and removing barriers, including structural barriers, 
to ensure that historically excluded groups have the same 
opportunity to fully flourish at York University. (York University 
DEDI Strategy)

• Context and usage: In the university context, equity 
requires the creation of opportunities for historically, 
persistently, or systemically marginalized populations 
of students, staff, instructors, and faculty to have equal 
access to education, programs, and growth opportunities 

that are capable of closing achievement gaps. This 
requires recognizing that there are existing inequities; 
not everyone is starting from the same place or history, 
and that deliberate measures to remove barriers to 
opportunities may be needed to ensure fair processes and 
outcomes. (Source: Equity & Inclusion Glossary of Terms, 
University of British Columbia)  

[Equity-deserving groups] are communities that experience 
significant collective barriers in participating in society. This 
could include attitudinal, historic, social and environmental 
barriers based on age, ethnicity, disability, economic status, 
gender, religion, nationality, race, sexual orientation and 
transgender status etc. Equity-deserving groups are those that 
face discrimination or barriers to equal access, opportunities 
and resources and actively seek social justice and reparation. 
(Source: Equity & Inclusion Glossary of Terms, University of 
British Columbia)

• Context and usage: York has opted to use the term 
“equity-deserving” rather than “equity-seeking.”

• See also Underrepresented Populations and Historically 
Excluded Groups.

[Gender identity] is a person’s internal and individual 
experience of gender. It is a person’s sense of being a woman, 
a man, both, neither or anywhere along the gender spectrum. 
Gender identity does not corelate with a person’s assigned sex 
or to their sexual orientation. A person’s gender identity may 
change over time. A person’s current gender may differ from 
the sex a person was assigned at birth and may differ from 
what is indicated on current legal documents. Examples of 
gender identities include: woman, man, cisgender (including 
cisgender man or woman), transgender, nonbinary, gender 
nonconforming. (Adapted from: York’s Safer Spaces Toolkit 
and Statistics Canada) 

• Transgender: A person whose gender identity differs 
from the sex they were assigned at birth may identify as 
transgender, for example. It can be used as an umbrella 
term to refer to a range of gender identities and experiences. 

• Cisgender: A person whose gender identity aligns with the 
sex they were assigned at birth. 

• Non-binary: A person who self-identifies as non-binary 
may have a gender identity in between or beyond “man” or 
“woman” or have no gender, either permanently or for some 
of the time. Non-binary gender identity is understood as 
broader, less defined and potentially more fluid. (benjamin 
lee hicks, The Unicorn Glossary, 2018)

• Context and usage: Gender identity is also a protected 
ground under the Ontario Human Rights Code and the 
York University Human Rights Policy.

• See also Gender expression and 2SLGBTQIA+

https://yulink-new.yorku.ca/documents/20182/89203/Employment+Equity+and+the+York+Self+Identification+Survey/cc2b83b0-40d6-41bd-a0b0-ee75a1822f96
https://www.yorku.ca/vpepc/employment-equity-and-diversity/
https://www.yorku.ca/vpepc/employment-equity-and-diversity/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://thecentre.yorku.ca/files/2020/10/yorksvr-safer-spaces-toolkit-digital.pdf?x84945
https://www23.statcan.gc.ca/imdb/p3Var.pl?Function=DEC&Id=410445
https://www.benjaminleehicks.com/blh-publications
https://www.benjaminleehicks.com/blh-publications
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
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[Gender expression] refers to how a person publicly or 
outwardly expresses or presents their gender identity. This can 
include physical expressions, such as outward appearance, 
and can be presented through hair, make-up, dress, voice and 
body language, or behaviour. A person’s chosen name and 
pronouns are also common ways of expressing gender. In 
different ways and at different times, people can change how 
they express their gender identity. 

• Context and usage: In addition to the ways in which 
individuals choose to express their gender, the way other 
people perceive someone’s gender expression, can 
also significantly impact a person’s experience. Gender 
expression was added to the Ontario Human Rights Code 
as a code ground to protect against discrimination. 

• Gender expression is also a protected ground under 
the Ontario Human Rights Code and the York University 
Human Rights Policy. See also Gender Identity and 
Gender Expression: A Guide for Students, Faculty and 
Staff.

[Harassment] is defined as “engaging in a course of vexatious 
comment or conduct that is known or ought reasonably to be 
known to be unwelcome.” (From the Ontario Human Rights 
Commission)

• Context and usage: At York, harassment is defined in 
accordance with relevant policy, code, regulation, or 
collective agreement applicable to the person(s) or 
incident(s) at issue. The definition of harassment from the 
Ontario Human Rights Code, as amended, also applies to 
community members in respect of services, housing, and 
employment. 

• For more information, consult York’s policies related to 
healthy workplace. Resources at York include the Centre 
for Human Rights, Equity and Inclusion for human rights 
code based concerns, the Centre for Sexual Violence for 
issues pertaining to sexual harassment and the Office of 
Student Community Relations (OSCR) for students. 

[Historically/structurally/systemically excluded individuals 
and groups] refers to those people or groups who have 
been excluded or disenfranchised throughout history, and 
whose legacy includes day-to-day barriers that contributed 
to past, and perpetuate current, inequities which compound 
over time. In Canadian employment equity legislation, these 
disadvantaged groups have been defined as Indigenous 
people, women, people with disabilities, and racialized people. 
York as an institution also recognizes these four categories 
as well as the umbrella category of 2SLGBTQIA+ people as 
historically underserved and/or excluded. Systems, policies, 
practices, culture, behaviours, and beliefs continue to maintain 
these barriers. It is often not an individual intentional, but 
rather a systematic, effort to discriminate. It is an unconscious, 
unrecognized practice of doing things as they have always 
been done (and recreating the historical exclusions). At times, 

the term “underserved” is also used to specifically describe 
the lack of services or accessibility of services for, or acknowl-
edgement of, historically excluded groups. (Source: Equity & 
Inclusion Glossary of Terms, University of British Columbia) 

• Context and usage: York University acknowledges that 
there are historically underserved and underrepresented 
populations. We recognize that policies, practices, 
informal processes and language created by and for 
particular groups of people, with a default norm in mind, 
produce structural barriers that limit access and inclusion 
for other individuals and groups.

• See also Underrepresented Populations and Employment 
Equity.

[Homophobia] is the fear, hatred, discomfort with or mistrust 
of people who are lesbian, gay, or bisexual and/or who express 
themselves in ways that challenge traditional gender roles. 
Homophobia may stem from a fear of associating with people 
from the 2SLGBTQIA+ community and/or of being perceived 
as gay, lesbian or bisexual themselves. (Source: Planned 
Parenthood; benjamin lee hicks, The Unicorn Glossary, 2018)

[Human rights] are a universal entitlement that all people 
should have access to freedom, justice and protection from 
discrimination and harassment, and that people should have 
equal access to a climate that preserves the dignity and worth 
of individuals and groups. In Ontario, the Human Rights Code 
prohibits actions that discriminate against people based on 
a protected ground (age, ancestry, colour, race, citizenship, 
ethnic origin, creed, disability, family status, marital status, 
gender identity, gender expression, receipt of public assis-
tance, record of offences, sex, and sexual orientation), in a 
protected social area (accommodation/housing, contracts, 
employment, goods, services, and facilities, membership in 
unions, trade, or professional associations). 

• Context and usage: Every member of the York community 
is protected by York’s Human Rights Policy and 
Procedures. You can reach out to a Case Resolution 
Officer at the Centre for Human Rights, Equity and 
Inclusion if you have any questions, concerns, or need 
assistance relating to matters impacting your human 
rights. For definitions of the Code grounds listed in the 
definition above, please see York’s Human Rights Policy 
and Procedures. 

[Inclusion] is a foundational principle of York’s Equity, 
Diversity and Inclusion Strategy. It refers to enabling all 
individuals on our campuses to fully enjoy the opportunities 
the University has to offer, and ensure people feel a sense of 
belonging. It means valuing and cultivating full and meaningful 
engagement of historically and structurally excluded individ-
uals and groups in a healthy and affirming climate. 

• Context and usage: The York University Academic Plan, 
the Policy on Academic Accommodation for Students 

https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://rights.info.yorku.ca/gender-identity-gender-expression-a-guide-for-students-faculty-and-staff/
https://rights.info.yorku.ca/gender-identity-gender-expression-a-guide-for-students-faculty-and-staff/
https://rights.info.yorku.ca/gender-identity-gender-expression-a-guide-for-students-faculty-and-staff/
https://www.ohrc.on.ca/en/students%E2%80%99-handouts/fact-sheet-1-ontario-human-rights-code
https://www.ohrc.on.ca/en/students%E2%80%99-handouts/fact-sheet-1-ontario-human-rights-code
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://hr.info.yorku.ca/occupational-health-safety-policy/
https://hr.info.yorku.ca/occupational-health-safety-policy/
https://rights.info.yorku.ca/
https://rights.info.yorku.ca/
https://thecentre.yorku.ca/
https://oscr.students.yorku.ca/
https://oscr.students.yorku.ca/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://www.plannedparenthood.org/learn/sexual-orientation/sexual-orientation/what-homophobia
https://www.plannedparenthood.org/learn/sexual-orientation/sexual-orientation/what-homophobia
https://www.benjaminleehicks.com/blh-publications
https://www.ohrc.on.ca/en/ontario-human-rights-code
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://rights.info.yorku.ca/complaint-case-resolution-and-consultation/
https://rights.info.yorku.ca/complaint-case-resolution-and-consultation/
https://rights.info.yorku.ca/complaint-case-resolution-and-consultation/
https://www.yorku.ca/uap2020-25/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-guidelines-procedures-and-definitions/
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with Disabilities, and the Framework on Black Inclusion 
affirm the importance of inclusion and inclusive design. 

• See also Belonging.

[Indigenous] The term “Indigenous” encompasses First 
Nations, Métis and Inuit Peoples, either collectively or sepa-
rately, and is a preferred term in international usage, e.g. the 
“U.N. Declaration on the Rights of Indigenous Peoples.” In its 
derivation from international movements, it is associated more 
with activism than government policy and so has emerged, for 
many, as the preferred term.

• Context and usage: For more information, see the 
Indigenous Framework for York University.

• See also Indigeneity

[Indigeneity] refers to the inherent rights and entitlements of 
Indigenous Peoples.  

• Context and usage: For more information, see the 
Indigenous Framework for York University.

[Intersectionality] is a foundational principle of York’s DEDI 
Strategy. This term describes the interconnected nature of 
social categorizations such as race, class, disability, sexual 
orientation and gender identity as they apply to a given 
individual or group. Intersectional identities create overlapping 
and interdependent systems of discrimination or disadvan-
tage. (Adapted from the Oxford Dictionary Online). 

• Context and usage: The term was coined by lawyer, civil 
rights advocate, and critical race theory scholar Kimberlé 
Crenshaw to describe the “various ways in which race 
and gender intersect in shaping structural and political 
aspects of violence against women of color.” (Crenshaw, 
Kimberlé. Mapping the Margins: Intersectionality, 
Identity Politics, and Violence against Women of Color. 
Stanford Law Review, Vol. 43, No. 6 (July 1991), pp. 
1241-1299)

• Applying an intersectional approach is an effective 
practice in many fields (e.g. equity work, research, and 
human rights complaints on multiple grounds) because 
it addresses the many barriers and disadvantages that 
individuals may face.  

[Marginalization] is a social process by which individuals or 
groups are (intentionally or unintentionally) distanced from 
access to power and resources and constructed as insignifi-
cant, peripheral, or less valuable/privileged to a community or 
“mainstream” society. (Source: Equity & Inclusion Glossary of 
Terms, University of British Columbia) 

• Context and usage: “York intends to educate and 
empower all members of the community to think critically 
about systems of marginalization and oppression. This 
includes a deeper understanding of privilege and the need 

for everyone in the community.” (York University DEDI 
Strategy) 

• For more information on the connection between margin-
alization and race see Addressing Anti-Black Racism: A 
Framework on Black Inclusion.

• See also Oppression.

[Oppression] The obvious and subtle ways dominant groups 
unjustly maintain status, privilege and power over others, 
using physical, psychological, social, or economic threats 
or force. Oppression is often systemic and can manifest in a 
variety of ways, including but not limited to, racism, sexism, 
homophobia, ableism, transphobia, and classism. Oppression 
often manifests in non-uniform ways, for example, oppression 
against women may manifest differently for different social 
groups in obvious and covert ways, and different forms of 
oppression can intersect. (Adapted from The 519’s Glossary of 
Terms and The Canadian Race Relations Foundation, Glossary 
of Terms).

• Context and usage: The Centre for Sexual Violence’s 
Building Safer Spaces Toolkit states that “recognizing 
oppression is important in creating a safer space […] 
where we all act with care and compassion to those 
around us.”

• See also Marginalization, Privilege, and Intersectionality.

[Patriarchy] The norms, values, beliefs, structures and 
systems that grant power, privilege and superiority to men, 
and thereby marginalize and subordinate others who are not 
men. (Adapted from The Canadian Race Relations Foundation, 
Glossary of Terms). This type of power is socially constructed 
as opposed to anything biological or innate. (Kate Millett, 
Sexual Politics, 1970)

[Persons with disabilities] Persons living with one or more 
temporary, long-term, or recurring disabilities.

• Context and usage: The York DEDI Strategy uses the term 
person or people with disabilities, while understanding 
that not all people who live with a disability choose to use 
this term nor does this collective capture the nuances of 
disability across a broad spectrum of lived experiences.

• For more information, see York Policy on Academic 
Accommodation for Students with Disabilities, York 
Policy on Accommodation in Employment for Persons 
with Disabilities, and the Faculty Resource Guide.

• See also Disability.

[Privilege] refers to unearned power, benefits, advantages, 
access and/or opportunities that exist for members of the 
dominant group(s) in society such as men, white people, 
wealthy people and able-bodied and neurotypical people. 

https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-guidelines-procedures-and-definitions/
https://www.yorku.ca/abr/
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://www.jstor.org/stable/1229039
https://www.jstor.org/stable/1229039
https://www.jstor.org/stable/1229039
https://www.jstor.org/stable/1229039
https://www.jstor.org/stable/1229039
https://www.ohrc.on.ca/en/intersectional-approach-discrimination-addressing-multiple-grounds-human-rights-claims/introduction-intersectional-approach
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://www.yorku.ca/abr/framework/
https://www.yorku.ca/abr/framework/
https://www.the519.org/education-training/glossary
https://www.the519.org/education-training/glossary
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=50
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=50
https://thecentre.yorku.ca/files/2020/10/yorksvr-safer-spaces-toolkit-digital.pdf?x84945
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=50
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=50
https://monoskop.org/images/c/c2/Millett_Kate_Sexual_Politics_1970.pdf
https://monoskop.org/images/c/c2/Millett_Kate_Sexual_Politics_1970.pdf
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-policy/
https://www.yorku.ca/secretariat/policies/policies/academic-accommodation-for-students-with-disabilities-policy/
https://www.yorku.ca/secretariat/policies/policies/accommodation-in-employment-for-persons-with-disabilities-procedures-on/
https://www.yorku.ca/secretariat/policies/policies/accommodation-in-employment-for-persons-with-disabilities-procedures-on/
https://www.yorku.ca/secretariat/policies/policies/accommodation-in-employment-for-persons-with-disabilities-procedures-on/
https://accessibility.students.yorku.ca/sites/default/files/pdf/Faculty-Resource-Guide%20SUMMER%202020R.pdf
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Can also refer to the relative privilege of one group compared 
to another. (Adapted from the Ontario Human Rights 
Commission Glossary of Human Rights Terms)

• Context and usage: “York intends to educate and 
empower all members of the community to think critically 
about systems of marginalization and oppression This 
includes a deeper understanding of privilege and the 
need for everyone in the community to work toward 
equity and fairness.” (York University DEDI Strategy) This 
is echoed in the Anti-Black Racism Framework, where it 
is acknowledged that a strong, accountable and action-
oriented way forward is required to dismantle the deeply 
ingrained structures of power and privilege that allow 
anti-Black racism to thrive.

[Racism] is a form of discrimination that is defined as any 
individual action or institutional practice that treats people 
differently because of their colour or ethnicity. (Adapted from 
Understanding Racism: A Guide for Students, Faculty and 
Staff) In some cases, people don’t even realize they have 
these beliefs. Instead, they are assumptions that have evolved 
over time and have become part of systems and institutions. 
(Adapted from the Glossary of Human Rights Terms, Ontario 
Human Rights Commission). Race is also one of the protected 
grounds under the Ontario Human Rights Code. 

• Context and usage: “[York] understand[s] and accept that 
racism and white supremacy have been part of academia 
since its inception. As a result, Black, Indigenous, and 
other racialized peoples have suffered in innumerable 
ways. We are sorry for the harm that Black students, 
faculty, instructors, staff, and community members have 
experienced. York University is committed to addressing 
systemic racism and will take steps to create change.” 
(From the Addressing Anti-Black Racism Framework)

• A specific form of racism is Anti-Black racism, which is 
pervasive and entrenched in Canadian society. Anti-Black 
racism is defined as “prejudice, attitudes, beliefs, stereo-
typing and/or discrimination that is directed at people of 
African descent and is rooted in their unique history and 
experience of enslavement and colonization.” Anti-Black 
racism is embedded in all institutions and York University 
is not immune to this fact. As a site of knowledge creation 
and dissemination, it is essential that York challenge 
and discontinue the reproduction and reinforcement 
of anti-Black racism. (Adapted from the Addressing 
Anti-Black Racism Framework)

• See also Discrimination.

[Racialized] is derived from the term “racialization” coined 
by Omi and Winant. Using the term “racialized” rather than 
such terms as “visible minority” is one way of recognizing 
the problematic implications of using umbrella terms or 
individual racial or ethnic categories – such as Black, Asian, 
Latinx or Arab – with no clear context. One concern, if not the 

key concern in doing so, is unintentionally (if not uncritically) 
participating in further “naturalizing” these racial categories. 
In this sense, using “racialized” as a descriptive term draws 
attention to the social construct of “race” and counters the 
assumption that ideas about race (or the effects of racism) are 
“natural” or biological. As Omi and Winant describe, racializa-
tion is a process of signifying the extension of racial meaning 
to a previously racially unclassified relationship, social 
practice or group. They note that racialization is an ideological 
historically specific process. Racial ideology is constructed 
from pre-existing conceptual or discursive elements and 
emerges from the struggles of competing political projects and 
ideas seeking to articulate similar elements differently. (Omi 
and Winant, Racial Formation in the United States from the 
1960s to the 1980s, 1986) Additionally, using such terms as 
“minority” does not account for historical exclusion or power 
dynamics; nor does it accurately depict demographic changes. 

• Context and usage: York uses the term “racialized” in 
documents such as the Employment Equity survey to 
describe people of colour who previously were called 
“visible minorities.”

[Reconciliation] refers to a process of building and sustaining 
respectful, ethical relationships between Indigenous Peoples 
and the rest of Canada based on mutual understanding and 
respect. It embraces new projects and processes arising 
out of our response to, but not limited by, the Truth and 
Reconciliation Calls to Action. (Adapted from York’s DEDI 
Strategy)

• Context and usage: The Indigenous Council has 
emphasized the concept of reconciliation as core to the 
Indigenous Framework for York University. 

• See also Truth and Reconciliation Commission Calls to 
Action.

[Religion and Spirituality/Religious beliefs] See Creed.

[Sexism] is prejudice or discrimination based on sex and 
gender identity; behaviours, conditions or attitudes that foster 
stereotypes of social roles based on gender identity. In a 
patriarchal system, sexism is most commonly directed toward 
women or people read-as female. Sexism may be conscious or 
unconscious, and may be embedded in institutions, systems or 
the broader culture of a society. (Adapted from the Canadian 
Race Relations Foundation and benjamin lee hicks, The 
Unicorn Glossary, 2018) 

• Context and usage: For more information, see York’s 
Human Rights Policy and Procedures.

• See also Discrimination and Gender Identity and Gender 
Expression.

https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.yorku.ca/abr/framework/
https://rights.info.yorku.ca/understanding-racism-a-guide-for-faculty-staff-students/
https://rights.info.yorku.ca/understanding-racism-a-guide-for-faculty-staff-students/
https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.yorku.ca/abr/framework/
https://www.yorku.ca/abr/framework/
https://www.yorku.ca/abr/framework/
https://www.taylorfrancis.com/books/mono/10.4324/9780203076804/racial-formation-united-states-michael-omi-howard-winant
https://books.google.ca/books/about/Racial_Formation_in_the_United_States.html?id=fylRAQAAIAAJ&redir_esc=y
https://books.google.ca/books/about/Racial_Formation_in_the_United_States.html?id=fylRAQAAIAAJ&redir_esc=y
https://books.google.ca/books/about/Racial_Formation_in_the_United_States.html?id=fylRAQAAIAAJ&redir_esc=y
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=100
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?start=100
https://www.benjaminleehicks.com/blh-publications
http://https://digitallibrary.un.org/record/3983329?ln=en
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[Sexual orientation] refers to a person’s internal sense of 
their sexual identity or self-identification as bisexual, straight, 
gay, pansexual, queer etc. (Adapted from Merriam Webster 
dictionary) It is also a protected ground under the Ontario 
Human Rights Code. Sexual orientation or sexual identity is 
distinct from gender identity. 

• Context and usage: See York’s Annual Employment 
Equity Statistical Report and York’s Human Rights Policy 
and Procedures.

• See also 2SLGBTQIA+.

[Social diversity/socially diverse] See Diversity.

[Social justice] refers to creating a fair and equal society in 
which each individual matters, their rights are recognized and 
protected, and decisions are made in ways that are fair and 
honest. (Adapted from the Oxford Dictionary) When arbitrary 
distinctions are made between individuals and groups in the 
assigning of basic rights, responsibilities, and opportunities, 
conditions of social justice are greatly diminished; when all 
members of society are given equal freedom to pursue their 
desired ends, social justice can potentially flourish. (From The 
SAGE Encyclopedia of Qualitative Research Methods)

• Context and usage: York’s commitment to social justice 
is stated in the York University Academic Plan and the 
Framework on Black Inclusion. 

[Transphobia] can include negative attitudes, feelings, fear, 
hatred of or aversion to trans people and communities. 
Transphobia is rooted in systems of oppression such as 
sexism, heteronormativity and patriarchy. Often transphobic 
behaviour is based on stereotypes, misconceptions or hate 
that are used to justify discrimination, harassment and 
violence toward trans people. (Adapted from: York University’s 
Safer Spaces Toolkit) Gender identity and gender expression 
are also protected grounds according to the Ontario Human 
Rights Commission, which states that: “Organizations should 
learn about the needs of trans people, look for barriers, 
develop or change policies and procedures and undertake 
training. This will help make sure trans people and other 
gender non-conforming individuals are treated with dignity 
and respect and enjoy equal rights and freedom from 
discrimination.” (Policy on Preventing Discrimination Because 
of Gender Identity and Gender Expression) 

• Context and usage: For more information, see York’s 
Human Rights Policy and Procedures.

[Truth and Reconciliation (TRC) Calls to Action] The Truth 
and Reconciliation Commission (TRC) provided those directly 
or indirectly affected by the legacy of the Indian Residential 
Schools system with an opportunity to share their stories 
and experiences. The TRC spent six years travelling to all 
parts of Canada and heard from more than 6,500 witnesses. 
At the closing event in 2015, the TRC released its Executive 

Summary, which included its findings and 94 Calls to Action 
aimed at redressing the legacy of residential schools and 
advancing the process of reconciliation in Canada. (Adapted 
from Truth and Reconciliation Commission of Canada) 

• Context and usage: The Indigenous Framework for York 
University embraces reconciliation through projects and 
processes arising out of response to, but not limited by, 
the Truth and Reconciliation Calls to Action. 

• See also Reconciliation.

[Underrepresented populations] are individuals or groups 
with insufficient or inadequate representation in various 
aspects of university life, often determined when compared 
to their proportional composition in Canadian society, but in 
the university setting other considerations may also override 
strictly proportional representation. Within the context of the 
university, they are also known as underserved populations. 
(Adapted from the Equity & Inclusion Glossary of Terms, 
University of British Columbia)

• Context and usage: York’s DEDI Strategy acknowledges 
that there are historically underserved and underrep-
resented populations in the university community. It 
recognizes that policies, practices, informal processes, 
and language created by and for particular groups of 
people, with a default norm in mind, produce structural 
barriers that limit access and inclusion for other 
individuals and groups. (York University DEDI Strategy)

• See also Equity-Deserving Groups and Historically 
Excluded Groups.

[Unconscious bias] Unconscious (or implicit, hidden) biases 
are mental processes or internalized schemas that operate 
outside of our consciousness, intentional awareness, or 
control. Unconscious biases include (but are not limited to):

• Affinity bias: The tendency to show favour and/or feel more 
kinship toward people who are more like us. It may be based 
on some aspect of identity that we share with that person, or 
it could be similar interests and backgrounds.

• Attribution bias: How people explain the behaviour or 
outcomes for themselves or others. For example, attributing 
a person’s success to their natural abilities, versus seeing 
that success as the result of luck or favoritism.

• Confirmation bias: The tendency to more easily accept, 
search for, interpret or favour information that aligns or 
agrees with one’s existing beliefs and opinions.

• Performance bias: An assessment of people’s competence 
based on some aspect of their appearance or identity. 
(Adapted from the Equity & Inclusion Glossary of Terms, 
University of British Columbia, the SAGE Encyclopedia of 
Qualitative Research Methods and Unconscious Bias: What 
Is Yours?)

https://www.yorku.ca/vpepc/employment-equity-and-diversity/
https://www.yorku.ca/vpepc/employment-equity-and-diversity/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.oxfordreference.com/view/10.1093/oi/authority.20110803100515279
https://methods.sagepub.com/Reference/sage-encyc-qualitative-research-methods/n428.xml
https://methods.sagepub.com/Reference/sage-encyc-qualitative-research-methods/n428.xml
https://www.yorku.ca/uap2020-25/
https://www.yorku.ca/abr/framework/
https://thecentre.yorku.ca/files/2020/10/yorksvr-safer-spaces-toolkit-digital.pdf?x84945
https://thecentre.yorku.ca/files/2020/10/yorksvr-safer-spaces-toolkit-digital.pdf?x84945
https://www.ohrc.on.ca/en/policy-preventing-discrimination-because-gender-identity-and-gender-expression
https://www.ohrc.on.ca/en/policy-preventing-discrimination-because-gender-identity-and-gender-expression
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://ehprnh2mwo3.exactdn.com/wp-content/uploads/2021/01/Calls_to_Action_English2.pdf
https://www.rcaanc-cirnac.gc.ca/eng/1450124405592/1529106060525
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://equity.ubc.ca/resources/equity-inclusion-glossary-of-terms/
https://methods.sagepub.com/reference/sage-encyc-qualitative-research-methods/n252.xml
https://methods.sagepub.com/reference/sage-encyc-qualitative-research-methods/n252.xml
http://journals.sagepub.com/doi/full/10.1177/1043659617713566
http://journals.sagepub.com/doi/full/10.1177/1043659617713566
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• Context and usage: As part of York University’s 
commitments to equity and greater inclusion, it has 
mandated training on unconscious bias for certain hiring 
committees. 

• See York’s Canada Research Chairs EDI Program, and the 
Centre for Human Rights, Equity and Inclusion’s Respect, 
Equity, Diversity and Inclusion (REDI) Workshop Series.

[Ways of knowing] Broadly, the term pertains to epistemology 
or the theory of knowledge: how we know, what we know. 
However, the term “ways of knowing” has a distinctly critical, 
feminist and anti-colonial connotation. It emerges from 
various critical traditions that have challenged dominant and 
privileged ways of knowing. Critical perspectives are informed 
by the insight that knowledge of any object is conditioned by 
the social and historical perspective of the knower and is also 
impacted by relationships of power. (Adapted from Anderson, 
Feminist Epistemology: An Interpretation and a Defense, 
1995)

• Context and usage: The embrace of diversity in ways of 
knowing as a core value of York University pertains to 
the promotion of cross-cultural and global openness and 
understanding. In this sense, diversity also encompasses 
difference or variety in education, perspectives, opinions, 
heuristics, disciplines, faculties, skills, and learning 
opportunities.

• Respect for Indigenous approaches to knowledge and 
learning is included as a key principle in the Indigenous 
Framework for York University: A Guide to Action. 

[White supremacy] stems from the belief, conscious or 
unconscious, that white people are superior and should there-
fore dominate all other racialized groups. It is an ideology that 
assumes the inherent importance of white people, realities 
and knowledge. “This notion of race emerged in the context 
of European imperial domination of nations and peoples 
deemed “non-white” and was used to establish a classification 
of peoples. There is no legitimate scientific basis for racial 
classification. It is now recognized that notions of race are 
primarily centered on social processes that seek to construct 
differences among groups with the effect of marginalizing 
some in society.” (As explained in York University’s Addressing 
Anti-Black Racism: A Framework on Black Inclusion, from 
OHRC Policy Guidelines, 2009, p.11. ohrc.on.ca Ontario 
Human Rights Commission)

• Context and usage: White supremacy is framed broadly 
in order to push back against the narrow and popular 
definition of the term which only equates it with specific 
types of racist violence enacted by fringe groups 
and therefore an exception to a generally “non-racist 
majority.” The broad definition is intended to include both 
conscious and unconscious ideas of white superiority. It 
also considers those actively and passively benefitting 
from systemic racism as directly implicated in maintaining 

white supremacist institutions. (Gilhorn, What Is White 
Supremacy?, 2022)

• See also Racism and Anti-racism.

https://research.info.yorku.ca/files/2017/10/EDI-Report-Final-Dec-15-2017.pdf
https://rights.info.yorku.ca/redi-workshop-series/
https://rights.info.yorku.ca/redi-workshop-series/
https://www.jstor.org/stable/3810237
https://www.jstor.org/stable/3810237
https://www.jstor.org/stable/3810237
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://indigenous.yorku.ca/files/2017/08/Indigenous-Framework-for-York-University-A-Guide-to-Action.pdf?x29983
https://www.yorku.ca/abr/framework/
https://www.yorku.ca/abr/framework/
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APPENDIX A: DISCUSSION ON LAND ACKNOWLEDGEMENTS

WHY DO WE, AS SETTLERS, ACKNOWLEDGE 
THE LAND?
Observing Indigenous protocols, including the land 
acknowledgement, honours Indigenous communities. It 
disrupts colonial practices and re-educates people about 
the relationships between Indigenous people and the land, 
as well as the relationships between settlers and the land. 
The Dish With One Spoon wampum belt covenant is a critical 
element that recognizes our shared responsibilities to the 
land and each other. Settlers in Tkaranto have an obligation 
to be aware of our relationship to the land we occupy, the 
treaties that have never been fully honoured, and to act in 
responsible relationship to the land. Indigenous sovereignty 
is linked to our collective liberation, and it is paramount that 
we act in solidarity with the resistance of Indigenous peoples 
and communities to Indigenize and decolonize institutions, 
particularly post-secondary institutions. 

It is imperative to acknowledge the many people of African 
descent, who are not settlers, but whose ancestors were 
forcibly displaced as part of the transatlantic slave trade, 
brought against their will, and made to work on these lands. 

UNDERSTANDING THE LAND 
ACKNOWLEDGEMENT
Although the wording used in the York video Understanding 
the Land Acknowledgement is outdated, the content is 
important, and it remains timeless. The eight-minute video 
clearly explains the purpose of a land acknowledgement 
and why and how settlers hold the responsibility for decol-
onization. As well, it outlines how settlers can deliver land 
acknowledgements with integrity and purpose.

https://youtu.be/qNZi301-p8k
https://youtu.be/qNZi301-p8k
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APPENDIX B: PAC ON EDI STRUCTURE AND MEMBERSHIP

The above diagram outlines the structure of the President’s Advisory Council on EDI. Additionally, two ad hoc committees were 
established to assist with revisions. The following is a comprehensive list of members across the lifespan of the council, including 
those who concluded their term prior to the conclusion of the work of the council. 

Chair

Sheila Cote-Meek, VP Equity, People and Culture

Steering Committee

Annette Boodram
Christal Chapman
Enakshi Dua
Beyhan Farhadi
Vinitha Gengatharan
Carl James
Marian MacGregor
Mayoori Malankov
David Phipps
Rebecca Pillai Ridell
Randy Pitawanakwat
Vanessa Thompson

Appointed Members

Annette Boodram (EDI Program Manager, subsequently 
Executive Director, Community Safety)
Christal Chapman (EDI Program Manager)
Sharon Henry (PACHR – RISE)
Carl James (Sr. Advisor, Equity & Representation)
Ruth Koleszar-Green (Indigenous Council)

Marian MacGregor (Executive Director, Centre for Human 
Rights, Equity & Inclusion)
Gin Marshall (PACHR – SexGen)
Lori Mishibinijima (Indigenous Council)
Roxanne Mykitiuk (PACHR – Enable York)

Faculty Representatives

Gerald Audette (Science)
Sarah Barrett (Education)
Rosanna Chowdhury (Environment & Urban Change)
Louizandre Dauphin (Glendon)
Andrea Davis (Liberal Arts & Professional Studies) 
Mazen Hamadeh (Health)
Paulina Karwowska-Desaulniers (Lassonde School of 
Engineering)
Joy Kirchner (Libraries)
Brent Lyons (Schulich School of Business)
Judith MacDonnell (Health)
Aryn Martin (Graduate Studies)
Hengameh Saberi (Osgoode Hall Law School)
Sarah Bay-Cheng (Arts, Media, Performance & Design)

EDI Steering 
Committee

President’s Advisory 
Council on EDI

Non- Academic Staff

Academic Staff

Undergraduate 
Students

Graduate Students + 
Post-Docs

President
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Divisional Representatives

Debbie Montanera-Bojda (Provost & Vice-President Academic)
Vinitha Gengatharan (Students)
David Phipps (Research & Innovation)
Jayne Rop (Finance & Administration)
Vanessa Thompson (President’s Office)
Kairi Williams (Advancement)

Undergraduate Students (appointed)
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