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Overview Selected Key FIndAIings

Equity, diversity and inclusion (EDI) best practices strengthen the validity and impact of scientific research and are integral
to innovation and scientific excellence'. Developing initiatives that directly create opportunities for members of historically A C

marginalized groups is central to BrainsCAN's strategic plan. We use a data-driven, adaptive and long-term approach . »
to identifying and implementing best practices in EDI, at all levels of career progression, in research design and in the
research environment (Figure 1). |
Age Breakdown Gender 60.9% of faculty report witnessing offensive language and/or behaviour

Data driven Core Principles

governance for the
development and We take ownership in addressing the challenges that
evaluation of EDI remain in achieving full participation from members

26.3% experienced
uncomfortable situations
initiatives ; , th In the work place
Create, promote _ Embedding EDI of underrepresented groups (including women, visible

¥ il F3CURy
and support access . : " considerations within minorities, Indigenous peoples, LGBTQ2S+ people and W racely _
mequity. ang ~ allofour programs people with disabilities) in our research communities. 11 Faculty
diversity intiatives and the wider 70.6% men: 42 6% men:
for all staft DATA research community : . : - . . MO . 3 Faculty 29.4% women; 55.7% women;
DRIVEN Comprehensive equity, diversity and inclusion prac- - s

; : ol 0% another 1.6% another
ACTION tices increase access to a larger pool of qualified gender identity gender identity
Develop and PLAN Extend influence potential participants, strengthen research outputs,
implement equitable _ . and leadership and increase overall research excellence. g . . -
and diverse recruit- - _ - onEDlacross the 32.6% of faculty on the receiving end of offensive language and/or behaviour
e andrSisttion | - 5 KL ERY S The creation of an equitable, diverse and inclusive _ of those...
initiatives nationally Lt st Racial Groups
Support and research community is the responsibility of every '
enhance positive membper of the community, not just members of

work environment underrepresented groups.
for all students,

researchers and staff

29.1% of HQP report witnessing offensive language and/or behaviour

Diverse representation is absolutely necessary to
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O Figure 1: Schematic representation of BrainsCAN's EDI academic institution.
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. _ approach to address challenges related to EDI within Sexual Orientation Indigenous Peoples . . " .

Al e I o Central to our approach is accessing our community for Ej:g?aﬁfndents indicated Indigenous Leading academic equity programs such as Athena SWAN and Dimensions
; ? 'I;‘DL.“ agfﬁ“”i”@- HtEt-‘f'”gb?” dat? ‘zf”ecffd fm_?" all . have demonstrated how effective data-driven action plans can be.
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Develop/revise initiatives with Il within our community, while also assessing the impact of We perform an annual environmental scan to assess the culture and

The EDI Action Plan framework uses a data-driven ' A lack of specific data within the academy makes it difficult fo unravel the

,r;mnmugzgjgﬁzﬁtuggmup iriitiatives to allow iterative iFibrovermant (Figre 2. climate, to identify areas of progress and those that need improvement, and
gageme fo inform our program design and delivery.
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Data-driven Action Plan Items Key performance Indicators (KPI)

Objective Key Actions Impact Areas Key Actions Impact Areas Objective Key Actions Impact Areas
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The EDI Committee was established to oversee BrainsCAN ED! initiatives. Core Hours policy: Core hours (9:30am to 3:30pm) are to be utilized for WORK-LIFE ; - : - RESEARSH
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appointed committees. Should opportunities arise to improve our REPRESENTATION spanning eight faculties and 35 departments. This network aims to REPRESENTATION, Resources page to include more mental health resources. Full agreement that it has been made clear that and opportunities for external representation,
program performance, the design of such programs will be revisited. magnify the connections between researchers who are committed to EQUAL networking and mentorship for HQP
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Postdoctoral Fellowship Special Call: Up to 10 BrainsCAN postdoctoral COMMUNITY by our researchers. workplace.
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We provide annual funding to a variety of programs which are linked to forefront. Furthermore, BrainsCAN's website has been Web Content EQOAL b et neidences. well as frgcking career prggresgion within the UHTVEFS”Y (|e

equity, diversity and inclusion, while advancing neuroscience research. VARIOUS Diversity in Neuroscience Summer Studentship Program: An under- DEE;?&!%&ELEES Accessibility Guidelines (WCAG) 2.0 AA compliant since 2017, four years OPPORTUNITY ) )
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research supervisor. Ay encourages the use of any resource that increases accessibility to its

REPRESENTATION e
spaces, facilities and content.

Perceived Representation

Increase agreement to “visible role model” among

Increase BrainsCAN engagement with underrepre-
underrepresented groups.

sented groups noting the limitation on demographic
change within relatively static population of Western
researchers (NB: HQP are less static than faculty).

Equal Opportunities

Increased agreement across all Equal Opportunities

EDI Policies and Practises Competency statement, with particular interest addressing “fair

dence in supervisors to properly address situations.




