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INTRODUCTION 

The Max Bell School of Public Policy’s Equity, Diversity and Inclusion Committee1 (EDI 

Committee) is very pleased to present its first report. The report proposes strategic priorities 

for the School for the next two years, a series of goals and activities and an Operational Plan 

that is attached to this Report as Annex 1.  

1. Acknowledgments

We have been benefited from the significant investment and hard work of the: Omar Akeileh Policy 

Consultant, Cannabis Council of Canada (MPP ‘20); Rudayna Bahubeshi (MPP Candidate 2021);  

Clarissa Passos, Administrative Coordinator MBSPP; Nayantara Sudhakar (MPP Candidate 2021 and 

Vice-President PPAGS); Lina Vissandjee, Multilateral Affairs Officer, Québec Government Office in 

Paris (MPP ‘20);  Jennifer Welsh, Canada 150 Research Chair in Global Governance and Security and 

Director, Centre for International Peace and Security Studies.  The EDI committee was chaired by 

Pearl Eliadis.  

Grateful thanks to the Public Policy Association for Graduate Students (PPAGS) for its collaborative 

approach throughout the year, to dedicated research assistants Nayantara Sudhakar and Yvette 

Yakibonge who supported the research beyond EDI Committee work, and to the Communications 

team led by Katrine Classens. Special thanks to Sabrina Gill who worked with us to revise our Land 

Acknowledgement.  

We also acknowledge the 2020-2021 student cohort, alums and staff members who provided 

feedback. We are grateful to Leonardo Lozano, MPP candidate 2021 and VP Academic for PPAGS, 

who shared the results of input from students that touched on a range of EDI matters, especially as 

they affect international students. Finally, the ongoing support and guidance of The School’ s Core 

Faculty Group and of Angela Campbell, Associate Provost (Equity and Academic Policies) are all 

gratefully acknowledged. 

This report was tabled with the Max Bell School’s Faculty Group and the Operational Plan was 

accepted in principle on May 27, 2021. 

1  The EDI Committee members are drawn from School instructors, students, alums and staff who are selected 

through an open application process. 
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2. Why Now?

EDI is a relatively new area in Canadian universities and has been given additional impetus 

across Canadian universities, including at McGill, following events during the pandemic. McGill 

University has several high-level plans to support EDI and has made public commitments to 

address anti-Black racism. In early 2021, the Faculty of Arts created a new community of 

practice on EDI to track progress across the Faculty and to share and showcase good practices 

and ideas.    

3. EDI Committee Mandate and Terms of Reference

The EDI Committee was created in the context of broad structural and systemic challenges 

related to racism and discrimination in our learning environments, and to work for and with 

people who face systemic barriers, including people with disabilities and 2SLGBTQI+ people, 

and to address all forms of racism against Black, Indigenous, and people of colour.  

The School is committed to developing innovative policy solutions and ideas that address these 

challenges. The Max Bell School EDI Committee’s Terms of Reference task the committee with 

providing recommendations to the School to further the School’s mission to bring together 

people from varied perspectives to explore and design innovative policy solutions, to address 

discrimination and racism and to advance equity. 

4. Methodology

Our work was informed in part by the University’s EDI Strategic Plan 2020-2025 and 

the University’s Action Plan to Address Anti-Black Racism (ABR Plan) released on September 30, 

2020. 

In the 2020-2021 academic year, the EDI Committee committed itself to reading and learning 

about EDI issues in the McGill community and more widely. It met monthly to identify and 

develop priorities, and to help chart a path forward. The School Director provided the EDI 

Committee Chair with funding that was used to hire two research assistants who have been 

supporting the work of the EDI Committee and we had the benefit of administrative support. 

The following steps were taken to prepare for the development of strategic priorities:  

• Surveys of students, alums and staff: The survey results are attached in Annex 2.

• PPAGS VP of Equity, Diversity, and Inclusion started an innovative practice of regular “EDI

office hours.” This report includes input from the PPAGS EDI office hours.

• Key issues raised from town halls were incorporated into our work.

https://www.mcgill.ca/equity/files/equity/mcgill_strategic_edi_plan_2020-20251.pdf
https://www.mcgill.ca/provost/files/provost/action_plan_to_address_anti-black_racism.pdf
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• The EDI Committee joined the Faculty of Arts Community of Practice to help coordinate

EDI work across the Faculty of Arts and the University; we have included useful ideas

from other parts of the Faculty of Arts as part of a review that was done in April 2021.

• On April 14, the Faculty of Arts delivered a strategic plan to the University, which is

attached as Appendix 3 and included Max Bell.

PROPOSED STRATEGIC PRIORITIES 

Approach: This plan seeks to shift the School’s internal culture by building awareness of racism 

and discrimination and their impacts, and doing so in our teaching, research and engagement 

on public policy. This plan is also grounded in part in the statements made in the Max Bell 

School Statement regarding Systemic Racism and Public Policy: 

As a school committed to examining sound public policy, not just in theory, but as it exists in the 
real world, we also acknowledge the problem of systemic racism in public policies, and the hurt 
it has caused. Many public policies have not been developed to serve all people equally.” 

Since our school’s launch in the Fall 2017, we have not given the issue of racism the attention 
and the emphasis it deserves. Our teaching staff have been insufficiently diverse; our curriculum 
has not addressed the pernicious effects of racism; and our workshops and special events have 
missed opportunities to promote discussions about the issue.  

The School has also addressed the role of public policy in relation to Indigenous peoples in its 

own statement developed along with the Land Acknowledgement:  

The Max Bell School acknowledges the ways in which public policy has contributed to or failed 

to address systemic oppression.  We aim to develop, in solidarity with Indigenous peoples, 

research and a curriculum that emphasizes the importance of representation and equitable 

public policy. [Note that we are waiting for approval on the final text] 

While tackling systemic racism has had a strong degree of urgency to it, especially over the last 

18 months, we recognize that there are broader issues linked to equality, equity and non-

discrimination that also require sustained thought and attention, and that EDI should extend to 

faculty and staff hiring, instructional content, events, and student life and experiences, as well 

as governance and advisory bodies. Students and staff have emphasized the importance of 

collaboration and community that support the tools and skillsets needed to make a 

difference and generate a culture of recognition for bold thinking and to support our capacity 

to bringing new voices to research and knowledge in public policy. Finally, because the School 

is new, with few entrenched ways of doing things, there are unique opportunities to build on 

success and to achieve necessary internal shifts.  

https://www.mcgill.ca/maxbellschool/about/statement-anti-racism-and-discrimination
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The advice we received from senior University administration was to focus on limited goals and 

we have identified priority areas:  

1. Ensure available resources to support EDI work.

2. Diversify program, events and publications.

3. Improve diversity of workforce, advisory boards.

4. Establish mentoring and wellness initiatives for staff, instructors, and students.

5. Improve accessibility for persons with disabilities and promote universal design for all.

This plan will be communicated to the School, our advisory committees and the broader 

community and results will be monitored to build in a cycle of feedback and overall 

improvement as we move through future academic years.   

The following sections provide a more detailed discussion of the priorities, results to date, and 

future goals and activities, as well as their alignment with the five broad dimensions identified 

in the University EDI plan (student experience, research and knowledge, outreach, workforce, 

and physical space) follows. 

1. Ensure available resources to support EDI work

• Timing: Start Spring/Summer 2021, Ongoing

• Relevant EDI Dimensions: Student Experience; Workplace

Creating a sustainable base for EDI work requires resources and support. The Operational Plan 

should be a work in progress that remains sufficiently flexible so that new opportunities and ideas 

can be integrated into EDI work on an ongoing basis.  Results to date 

This calendar year has taught us that that the EDI Committee needs the perspectives of 

students, alums, faculty and staff. For students and alums, an open and transparent nomination 

process helps to establish trust in the process and to build credibility of the members.  

Committee work is unpaid at McGill. However, we learned this year that research and 

monitoring the progress of the plan are part of an ongoing cycle of learning and planning that 

requires support over and above the regular time that is allotted to committee work. This year, 

the School Director provided funds to the EDI Committee which were used in part to hire two 

research assistants and a small budget was provided to PPAGS for its EDI work. This turned out 

to be hugely helpful not only for supporting the EDI proposals (for example, researching first 

responders’ programs in universities in Canada and elsewhere) but also for the success of the 
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Conference on Racial Profiling. 

Proposed Activities:  

• Ensure that strategic planning includes an EDI lens and communicate the plan to the

MBSPP community.

• Appoint EDI committee. Students and alums are appointed on an annual basis, using an

open nominations process to identify students and alums for the EDI committee. Faculty

will be appointed for two years.

• Provide a standing budget for research assistance (over and above committee work) for

student(s), especially for research, monitoring and assessing progress.

• Participate in and support the Faculty of Arts EDI Community of Practice.

• Provide financial support to PPAGS for initiatives and projects linked to EDI subject to

budget approval including the development of a training program, potentially with an

outside trainer or NGO if there is no University expertise, for example a training session

on micro-aggressions and their impact on students.

2. Diversify program, events, and publications

• Timing: Start Spring/Summer 2021, Ongoing

• Relevant EDI Dimensions: Student Experience; Research and Knowledge

What We Heard 

“[There should be a] wider range of topics/issues covered by the curriculum and diversity of courses and 

reading materials.” Source: MBSPP 2020 Alum Survey 

“A more representative and engaging curriculum, with a wider range of topics (non-Canadian, non-

Western) with diverse courses and reading materials that evoke critical thinking on complex topics and 

reinforce inclusion…” Source: PPAGS Student Survey 2020 

“[There should be] recommendations for reading materials relevant to public policy or PPOL courses 

from authors, and perspectives that represent diversity and ways in which we can engage practitioners 

teaching in the program to give thought to diversity when developing their outlines.” Staff Survey 2021 
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“Expand the MPP curriculum to include courses in which the topics2 of racism, oppression, and 
discrimination play central roles. Having said this, current courses should also incorporate these 
elements and how this is done should be stated on the course syllabus.” 

“Include Indigenous module/section/perspectives in all instructional content (EDI Committee member).” 

The Surveys showed that students, alums and staff saw this issue as a pressing priority.3 In July 
2020, the School undertook to “move further in this direction [of expanding the MPP 
curriculum] with new course offerings”4 to make specific commitments, such as a new Seminar 
on racism and public policy and Case Study Courses in which themes of racism and 
discrimination play central roles.  

Although adding specific courses on these topics is welcome, integrating diversity and 
inclusiveness across the program would be especially welcome. Leaving aside 
representativeness of instructors (discussed in the Section 3), the development of an academic 
curriculum should, in the Committee’s view, integrate a range of perspectives in teaching, 
research, and assigned readings. students have signalled an interest in topics other than 
Canadian ones, especially international development/the Global South, in anti-oppression, and 
in amplifying the voices of marginalized and racialized peoples who are often underrepresented 
in academic/policy literature (and in senior policy positions in the Government in Canada) and 
are, as a result, less recognized or influential in public policy processes. There was also a strong 
interest in an inclusive equality approach, using an asset-based lens that is broader than anti-
racism and discrimination. The plan begins by a scan of EDI issues in courses, course 
components, and/or readings and discussion components, mirroring the Faculty of Arts 
Community of Practice initiative. 

2  Two out of the three top choices for courses identified by students were Indigenous topics, queer perspectives, and 

antidiscrimination and diversity. 
3 Based on the 2020 Student Academic Survey, the top three academic choices were: Urban Studies, Indigenous 

perspectives, and human rights (anti-discrimination, etc.). International case studies were also emphasized.  
4 Source: MBSPP July 2021 Statement against Systemic Racism. 
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2.1. Systematic review of program & curriculum: Enhance EDI, address Anti-Black 
racism. 

Results to Date 

• The School introduced two new cases studies addressing racism and discrimination and

a complexity seminar on racism and inequality in Winter 2021.

• At least two core courses, Law Ethics and Policy and Global Political Landscape have

adapted course design and readings to include human rights-based approaches and to

include perspectives of non-Western states and actors, respectively.

• A comprehensive review of case studies and complexity seminars is underway in the

Spring of 2020.

• The EDI Committee developed, and the School approved, a revised Land

Acknowledgement that includes a statement about the implications for the School’s

approach to research.

Proposed Activities 

• Review the MBSPP program/curriculum to identify and enhance EDI related topics, to

address Anti-Black Racism and integrate EDI-related elements, as appropriate, into

courses. Instructors should explain these elements in their course syllabi, including

where EDI issues are (1) the main issues; (2) course components, and/or (3) discussion

components and readings that include EDI issues.5

5 This breakdown is drawn from the Faculty of Arts Community of Practice Plan 2021 

McGill University EDI Goal 4: Promote the adoption of universal design for learning practices in 
program structures, course materials, pedagogical approaches, and academic assessments to reduce 
the demand and need for accommodations and enhance the educational experience of all students. 

ABR Plan, Action Item 5: Enhance capacity within Teaching and Learning Services (TLS) to support 
the development of inclusive pedagogies and curricular approaches that foster the learning and 
development of our diverse community and a sense of belonging for all students, without interfering 
with the freedom of individual instructors to determine the content of their courses. This will occur 
through facilitated training and other resources for instructors and teaching assistants and through 
SKILLS21 programming within TLS. 
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o Create peer system (perhaps in the context on an annual meeting of Faculty each 

fall) so that course syllabi are adapted for accessibility, diversity of readings, 

inclusive pedagogy, and design at a meeting before the academic year starts 

review syllabi and include an EDI lens. 

o Encourage instructors to consider EDI, ABR as components for all courses, 

readings, discussions (e.g., through written communications to instructors as 

they are planning their courses). 

• Add an EDI-related question for all course evaluations.    

2.2. Explore creating a case study or complexity seminar on the Black experience. 

 

Although this is connected to the previous action item, the special focus on Anti-Black Racism 
and the University’s strategic priorities in this area point to the need for a distinct area of focus.  

 

• Consider creating a case study to complement the complexity seminar focused on the 

histories, experiences, advocacy of Black communities in Canada.6 

 

2.3. Actively consider strategies to build on recognition and engagement of 
Indigenous peoples and perspectives.  

 

Results to Date 

 

During the development of the Land Acknowledgement by the EDI committee in 2020-2021, 

the School has been discussing the development of a plan in solidarity with Indigenous peoples 

to create research programs and a curriculum that emphasizes the importance of representation 

and equitable public policy. In the spring of 2021, the Core Faculty Group agreed that the School 

should actively consider the development of a plan to integrate Indigenous perspectives in public 

policy into the program with a view to receiving a preliminary plan by December 2021. 

 

Proposed Activities 

• Develop a research plan on Indigenous perspectives, Indigenous communities, and 

Indigenous experiences, in solidarity with indigenous peoples, and a curriculum that 

emphasizes the importance of representation and equitable public policy. 

• Identify resources within the university to support the implementation of the plan.  

 
6 There is currently a complexity seminar titled, “Race and Inequality in Public Policy”, which is taught by Debra 

Thompson. 
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2.4. Scan for new EDI and ABR opportunities for Policy Labs 

Results to Date 

• In 2020-21, there were three policy labs with topics involving EDI and ABR-related issues,

including housing for vulnerable populations/Black communities; post-Covid recovery for

vulnerable populations, and the 60 Million Girls lab that focuses on education for vulnerable

populations in remote areas in sub-Saharan Africa.

Proposed Activities 

• Scan for new EDI and ABR opportunities for policy labs, including in community-based

organizations, charities and NGOs.

• Monitor results.

2.5. Increase diversity among external/guest speakers.  

What We Heard 

“Diverse representation in events – inclusion of BIPOC speakers: allocating quotas [or targets] to ensure 

diverse perspectives are shared on the School’s platform.” Source: MBSPP Source: 2020 Student Survey. 

“Increase the number of visiting speakers, workshop facilitators, and guest lecturers who are Black, 

Indigenous, and people of color (BIPOC), and especially so beyond topics that have elements of race and 

ethnicity.”7  

The speakers’ series, conferences and other events form an important part of the intellectual 

life of the School. A survey was conducted of all events held between 2017-2020 that were 

convened by or associated with the School and promoted on its web site.  

Gender: An analysis of events shows a gender split was 63% men/37% women. We had no 

capacity to identify speakers who are trans, non-binary, 2Spirit or who have other gender 

identities.8  

There was a significant diversity gap for persons who are Indigenous and racialized in favour of 

white speakers (90% + white guest speakers).   

Results to Date 

• In 2020 -2021, the School held a half-day conference on Racial Profiling in Policing on

7 PPAGS VP, “Working together to create an equitable, diverse, and inclusive community” (Jan. 15, 2021) 
8 Rhis information is rudimentary and gleaned from speaker bios and pronouns, as speakers are not currently asked 

to self-identify. 
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March 25, 2021, as part of our EDI work with ¾ of the 14 speakers racialized or 

Indigenous and including activists, community workers, academics, law enforcement, 

and victims of profiling. 

• Other events included: Getting to know Canada’s North: Learning from Northern and

Indigenous policy leaders on issues and opportunities of today and solutions for

tomorrow and Adrian Harwood’s talk during Black History Month.

Proposed Activities 

• Offer the opportunity for speakers to self-identify as members of equality-seeking

groups and to offer options that do not rely on a gender binary.

• Plan for a speaker series for 2021-2022 that includes equity-related topics led by

scholars/academic/community members who are members of equity-seeking groups

and coordinate with commemorative days and months and advertise as such, where

appropriate.

• Monitor results.

2.6. Bring an EDI Lens to Events and Publications. 

• Timing: 2021-2022

• Relevant EDI Dimensions: Outreach, Student experience

The School should plan for and support events, publications and communications platforms 

that celebrate diversity among students, ensure viewpoint diversity, and that commemorate 

and recognize designated days and months historical events.  

Results to Date 

• Max Policy and the Bell have been established

• Two MBSPP students created a student-led podcast, The Equalizer, to contribute to Max

ABR Plan: Develop effective communications about EDI challenges, initiatives, and celebrations 
at McGill to ensure accessibility of all McGill Communications and virtual spaces. 



Max Bell EDI Report and Plan 2021-23 

13 

Bell’s inclusion project. The podcast explores the role of public policy in relation to 

equity-seeking groups and explores how to design innovative policy solutions related to 

the challenges faced by such groups. The podcast also makes special efforts to host 

policy professionals and leaders from diverse backgrounds and underrepresented 

groups. The School provided some financial support for the podcast.  

Proposed Activities 

• Offer students/alum/faculty/staff a dedicated space to publish work, op eds and articles

on discrimination/racism/harassment. The Bell and its platform can be leveraged to

feature students’ pieces in alignment with internationally-recognized dates relevant to

equity seeking groups. Faculty could also be encouraged to align their writing for Max

Policy.

• Ensure that editorial leadership of School publications, blogs etc. is developed through

open and competitive processes that encourage applications from equity-seeking

groups. To promote an inclusive environment which promotes individual growth, special

efforts should be made to support/coach students who want to participate but require

guidance to refine their ideas.

• Plan communications in advance of each semester for internationally-recognized dates

relevant to equity-seeking groups so that these are appropriately respected and

recognized: in addition to the ones mentioned above, e.g., International Day for the

Elimination of Racial Discrimination (21 March), International Day Against Homophobia,

Transphobia and Biphobia (17 May), International Day of Persons with Disabilities (3

December); International Women’s Day (March 8), Black History Month, and Canada’s

National Indigenous Peoples Day (June 21), to name a few.

• Create internal mechanisms at the School e.g., EDI Committee in partnership with

Communications, to act as a resource for planned events such as conferences and guest

speakers to ensure gender diversity and the engagement of equity-seeking groups.

• Find creative ways to engage with Indigenous leaders in policy: e.g., host writers and

policymakers “in residence,” and ensure that one of our policy labs or experiential

programs is land-based in an Indigenous collective or NGO.

• Support the production of second season of the EDI podcast, The Equalizer, through

funding, communications, and technical support.

3. Improve Diversity of Workforce and Advisory Boards

• Timing: Start in 2021-2022

• Relevant EDI Dimensions: Workforce and Outreach
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What We Heard 

Increase the representativeness of the Max Bell community (staff (those in administrative and those in 

formal leadership roles), faculty, and students). To understand which groups are underrepresented, we 

must first collect analyze, and report on demographic student, faculty, and staff data.” 

“Change needs to happen at all levels of the Max Bell School, including in those bodies from whom we 

seek advice. As such, we pledge to improve the diversity of our external advisory board and our internal 

(to McGill) advisory committee.” Commitment from July MB statement on Systemic Racism 

3.1. Increase diversity among faculty/lecturers.  

What We Heard 

“Diverse representation in events – inclusion of BIPOC speakers: allocating quotas [or targets] to ensure 

diverse perspectives are shared on the School’s platform.” Source: MBSPP Source: 2020 Student Survey. 

The McGill community has told us that many Black students experience isolation partly due to 

underrepresentation of Black faculty and Black administrative leadership. 

The current profile of instructors shows opportunities to improve representativeness and 

diversity: a review of our website shows that about 1/10 instructors are Indigenous/racialized, 

while about one third are women. There is no data at the unit level with respect to any other 

groups, such as 2SLGBTQ+ or people with disabilities.    

What We Heard 

The McGill community has told us that many Black students experience isolation partly due to 

underrepresentation of Black faculty and Black administrative leadership. 

The School should make a conscious and deliberate effort to move beyond our own contacts 

and known networks to incorporate a wider range of perspectives. Students, alumni, and staff 

have sent a strong message about the need for greater attention paid to representativeness 

and diversity among lecturers, external guest speakers, workshop leaders, and policy lab 

coaches. As well, the 2020 Academic Diversity survey from students indicated that top choices 

for instructors and speakers were people with first-hand experience, followed by political 

figures, and foundation and NGO representatives. Depending on the topic being taught this 

would include professional experience, lived experience, and advocacy work as well as front 

line work.  
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Faculty: The School is new, and the number of tenured academic staff is relatively small. In this 

regard, we have been told there is limited room for change. However, two appointments are 

coming up (Diamond Brown and the Sidney Duder) and these offer opportunities to recruit with 

an EDI lens. With respect to practitioners, including Contract Academic Staff (CAS) 

appointments, Visiting Professors, Professors of Practice, and sessional lecturers, there is a 

significant opportunity to increase diversity and address the issues highlighted by students.  

Representativeness of people with disabilities and related issues of accessibility, as well as 

members of 2SLGBTQ+ communities, did not surface in any of the surveys, raising concerns that 

these issues are being overlooked. We would encourage people to be able to self-identify their 

gender identity without relying on a gender binary.  

Results to Date 

• The Director is undertaking a comprehensive review of case studies and complexity

seminars, including instructors.

• Appointment and hiring committees are actively using an EDI lens in reviewing

candidates for all positions.

Proposed Activities 

• Plan to increase diversity among tenured faculty, with explicit processes and objectives

for equity in hiring, e.g., within six months, have a complement of four to five

professionals/instructors who are racialized or Indigenous teach case studies and

complexity seminars over the next two years.

• Aim to recruit at least one professor from an equality-seeking group for the next school

year, beyond courses where the topics are specifically linked to their racialized

identities. Given the University priorities, special attention should be paid to Black and

Indigenous applicants.

3.2. Increase diversity among staff.  

What We Heard 

The McGill community has told us that many Black students experience isolation partly due to 

underrepresentation of Black faculty and Black administrative leadership. 

At the time of writing, the School had seven Administrative Staff (including the School Director 
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and Graduate Program Director). In a 2020 survey, the staff survey prioritized the promotion of 

a respectful, accessible and inclusive work environment and increased representativeness. The 

School currently ensures that members of underrepresented groups are included on short-lists 

for admin and academic hiring.  

Proposed Activities 

• Ensure that all recruitment encourages EDI, consistent with university policies and

practices and consciously integrate EDI objectives into all hiring.

• Develop a plan for increased engagement and outreach with Indigenous and racialized

communities to address gaps in the pool of applicants.

• Systematically monitor data on short-listed candidates against successful applicants to

develop insights into hiring patterns and practices (subject to University policy).

• Obtain further information from staff about what measures should be taken to improve

respectful, accessible and inclusive work environment and increased representativeness

through future surveys.

3.3. Increase diversity among advisory boards.  

• Timing: To begin immediately

• Relevant EDI Dimensions: Student Experience, Workplace

In its July 2020 anti-racism statement, MBSPP made a commitment to improve the racial 

diversity of the School’s advisory bodies.  

Although we have no official data on composition, an informal review of the website indicates 

that as at June 2021, three of the 15 members of the External Advisory board are from 

racialized communities and seven are women. We have no information on other equality-

seeking groups.  

The School also has an “internal” advisory group (faculty from within McGill) comprised of eight 

people with two women and one member of a racialized group. We have no information on 

persons who are in other equality-seeking groups such as Indigenous representation, persons 

with disabilities, and 2SLGBTQ persons.   

Proposed Activities 

• Develop terms of reference for advisory boards that include an EDI perspective.

• Subject to University rules, we should capture and report on data regarding our advisory
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boards on an ongoing basis, e.g., disaggregate for gender identity and for equality-

seeking groups wherever possible, including for Indigenous and racialized individuals.  

4. Establish training, mentoring, and wellness initiatives for staff, instructors,
and students 

• Timing: To begin immediately

• Relevant EDI Dimensions: Student Experience, Workplace

What We Heard 

“To address racism and bias within the school, Max Bell should establish monthly BIPOC town hall 

meetings with a member of the EDI Working Group as well as the Director of the Max Bell School of 

Public Policy in attendance. This would allow for ongoing monitoring of students’ experiences and 

ensure that each step of the way students feel equally safe and included in classrooms.” 

“All staff, including faculty should go through mandatory EDI training, especially regarding resources. 

Sometimes the students come for help and I feel powerless. I want to help but I don’t know where I 

should send the student or if I should deal with the situation internally. I don’t feel that we, the staff, are 

well informed regarding McGill resources for us or for the students.” 2021 Staff Survey 

4.1. Track representativeness in the student body.  

What We Heard 

““[it] would be great to know how many Black and Indigenous applicants, and applicants from other 

equity seeking groups we received applications for, and why the students do not accept offers or were 

not extended offers. Just as important to consider our screening processes as to outreach.” Student, EDI 

Committee  

There is currently no University-wide capacity to capture this data, although official unit-level 

data for School should be available starting in the 2022-2023 academic year and accessible at 

the unit level after that.   
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Results to Date 

• The School has introduced a new EDI-focused scholarship to students once they are

admitted to the program, entitled the Dean of Arts Scholarships for New Voices in Public

Policy.

Proposed Activities 

• Incorporate EDI principles and targets as they are developed at the University level into

admissions policies (add EDI information to application information and allow students

to self-identify, subject to university requirements).

• Capture data on student representativeness at the unit level.

• Prepare an annual report on EDI data and make suggestions on how to encourage self-

disclosure for equality-seeking groups (something similar has been done in the

Department of Art History communications)

4.2. Create structured pathways, including a First Responders Program, for students 
and staff to disclose concerns and access University mechanisms.  

What We Heard 

“I want to help [students] but I don’t know where I should send the student or if I should deal with the 

situation internally. I don’t feel that we, the staff, are well informed regarding McGill resources for us or 

for the students.” 2021 Staff Survey 

EDI Action Plan: Action item 1: Increase the representativeness of the Student body 

ABR Plan: Student Experience: Understand and analyze its student demographic landscape 
through conducting a student demographic survey. Survey data will be disaggregated to be 
able to discern the representativeness of specific racialized and ethnic groups (e.g., Black 
students). Strive for equitable representation of individuals from underrepresented groups 
among…recipients of awards.  
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In its July 2020 statement, the School undertook to introduce an anonymous feedback system 

to ensure that student concerns can be expressed and addressed. This is not about course 

evaluations, but rather is aimed at creating personal connections and avenues so that students 

can be comfortable disclosing concerns to designated members of faculty and/or the 

administration.  

Results to Date 

• The School has introduced several measures to help us better understand the student

experience and provide equitable support, access to opportunities, and a respectful and

inclusive learning experience.

• PPAGS has established open EDI office hours.

• Town Halls led by Andrew Potter have been held which have allowed us to flag issues

and concerns early on.

• A proposal to create a First Responders Program was prepared by Nayantara Sudhakar

and Yvette Yakibonge and presented at the April meeting of the Core Faculty Group.

• The School struck an interim First Responders team in 2021 and all interim First

Responders received University-level training from the office of the Deputy Provost.

• The School created a formal Program for the fall of 2021. Two of the interim responders

will be on the team and we are waiting for the nomination of a third member.

Proposed Activities 

• PPAGS could offer a special session with the 2021 cohort with the incoming PPAGS

executive for 2021-2022 to offer insights and advice on EDI for the new academic year.

• Town halls should continue to be held regularly, possibly with a member of the EDI

Committee and a member of the Core Faculty Group to monitor student experiences

and ensure that each step of the way students feel equally safe and included in the

School.

According to research conducted for McGill’s ABR Plan, Black students find it difficult to know where and how to 
raise concerns about experiences of discrimination or isolation. To remedy this, Action Item 2 commits to expanding 
institutional supports for students which specifically addresses the needs of students to disclose experiences related 
to mental health challenges, sexual violence and discrimination.  

Similarly, goal two of McGill’s Strategic EDI Plan commits to “promote student wellness, success, and support, 
especially for those from underrepresented groups.”  

The University’s Strategic EDI Plan also identifies EDI First Responders Programs to “support the development of 
staff and faculty capacity to be effective ‘first responders’ to students who disclose experiences related, for 
example, to mental health challenges, sexual violence, and discrimination.”  
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• A dedicated town hall for students from equity-seeking groups, especially Black students

and Indigenous students, should be considered in addition to the open town halls, if

students wish to hold events like this to ensure students feel safe in raising concerns

and issues. We may wish to include the new McGill Black Student Liaison.

• PPAGS suggests canvassing students for an interest in one or more Town Halls dedicated

to racialized and Indigenous students.

• Ensure all First Responders receive training before assuming their functions.

• Include information about the First Responders group as part of the Orientation Week in

the EDI presentation.

4.3. Training, mentoring and wellness initiatives for staff, instructors, and students. 

The University has introduced mandatory training for certain topics, e.g. “It Takes all of Us”, and 

others are coming online, including one on systemic racism on MyCourses. A specific issue that 

has been raised in the broader university context is the fact that Black students in particular 

experience microaggressions and the Committee thought that some form of student training 

would be appropriate. 

Results to Date 

• The School introduced an EDI session as part of its orientation week in the Fall of 2020

which will be expanded in 2021.

• A voluntary mentorship program was introduced for all students in 2020.

• Core Faculty and staff received OSD training in December 2020.

• EDI Committee members received Equity training and are members of the Faculty of

Arts EDI Community of Practice.

• The PPAGS EDI team shares information on equity training for students provided by the

Equity team in the Office of the Associate Provost.

EDI Plan: Goal 4: “Enhance capacity of teaching staff and Student Services to create and maintain respectful, 
accessible, and inclusive student life and learning settings.”   
• Develop training and supports for teaching staff, particularly those who engage with difficult and sensitive

topics in the classroom, on balancing our commitments to freedom of expression, academic freedom,
respect and inclusion. Undertake ongoing assessments to ensure the effectiveness of these measures.

ABR Plan: Research and knowledge: Main recognition for diverse research ideologies and methodologies, including 

community engagement, land passed and participatory action research.  
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• Information has been shared From the PPAGS EDI Team to the cohort regarding:

“Unchecked Microaggressions and Race-Based Trauma: Let’s Start a Conversation”,

“Addressing Microaggressions in the Classroom”, “Intro to Anti-Racism", and “Intro to

Anti-Oppression" amongst others.

• Each month, PPAGS’ EDI team highlights and shares with the Max Bell community the

observances/celebrations of various faiths and beliefs within that month.

Proposed Activities 

For Students 

• Include an expanded EDI session as a standing component of Orientation Week,

addressing University processes (OMR, OSD, etc.) and First Responders. This could take

the form of a workshop organized by the Office of the Associate Provost on Anti-Racism

and Anti-Oppression. First Responders could also present an overview of the First

Responders Program and their capability to support students and their concerns.

• Formalize Max Bell’s mentorship program as a permanent part of the program.

• Develop a resource and reading toolkit for training and independent learning on EDI

matters9, including anti-Black racism.

• Assess the need to create a student handbook or code of conduct, modelled on

University resources and adapted to the School, addressing issues like discrimination,

micro-aggressions, etc.

• Design and launch a student training session to support Indigenous and racialized

students/equity-seeking groups/ international students on micro-aggressions.

• Create structured opportunities to collaborate with the McGill University Black Students

Network and wellness advisors, for Black students in the School.

For Instructors & Staff 

• Ensure that all instructors have access to Mandatory Training, e.g.:

o Planned anti-racism training module for all instructors at McGill (check if all

lecturers esp. case study lecturers have access to this).

• Hold specialized workshops, seminars or other events on issues related to gender equity,

anti-oppression, anti-racism, history of colonialism (see Section 2.6, above) including

holding one or more workshops on teaching difficult subjects in partnership with PPAGS.

9 Students specifically noted the Government of Canada’s Gender Based Analysis + as free online training. This is a

short two-hour module introduces an analytical approach and offers practical tools. 
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• Attend annual OSD training for core faculty group and staff.

• Hold a session on “managing challenging conversations” in the Skills workshop e.g.,

including staff as a response to the survey requesting this topic

• Communicate high level messages and supports from all training that is relevant to

teaching, course design etc. to all instructors and encourage them to take Teaching and

Learning Services-facilitated training once available (See ABR Plan Action Item 5, above)

as part of the School’s communications with them when they are confirmed as lecturers

and in course-prep related communications.

• Create a faculty mentoring program for all new faculty/instructors. Particular efforts

should be made to identify current faculty/instructors who belong to equity-seeking

groups and assign mentees who share similar backgrounds.

• Report and monitor on training sessions held in the first phase, including evaluating

training and other initiatives at the School level.

Other 

• Evaluate training and other related initiatives.

• Based on the University’s planned training module on systemic racism, the School can

broaden and deepen our collective understanding of what systemic racism is from a

policy perspective and create a learning tool or paper as it relates to policymaking.

• Connect with the Onyx Initiative, a non-profit organization that supports Black post-

secondary students/recent graduates transition into corporate work through

mentorship, training, career fairs, and access to corporate job postings. McGill is already

a partner and Max Bell should also consider partnering with the Onyx Initiative to close

the systemic gap in recruitment and selection of Black scholars and recent graduates.

4.4. Improve supports for international students. 

• Timing: To begin immediately

• Relevant EDI Dimensions: Student Experience

A significant portion of the cohort this year and last year was international, and it is likely to be 

just as important next year. While international students contribute significantly to the School, 

several challenges emerge in relation to their student experience, from issues of time zone (for 

online learning), to expanding the curriculum to attract more international students; to 

challenges in group work, language comprehension, and, overall, a sense of belonging. While 

some of these challenges may lessen after the pandemic, the School needs to pay close 

https://onyxinitiative.org/partners/
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attention to areas identified. Issues related to more international topics are a recurring theme 

and overlap with proposals in Section 2.  

Comprehension and writing have in the past posed challenges for some students. This issue is 

especially marked in courses where quality of writing is the focus or a major area of evaluation. 

On the one hand, the School has appropriate and demanding academic criteria (including a high 

level of proficiency required in English), but on the other hand, some students have clearly 

struggled. In considering what support is needed, it should be borne in mind that in an intensive 

graduate year like the MPP, the bandwidth and time available to significantly improve a 

student’s written or spoken English are limited.  

Results to Date 

• See earlier sections for the introduction of more international topics.

• PPAGS has conducted surveys and informal exchanges to understand the needs of

international students and used the results to create specific events targeting

international students to promote an inclusive environment.

• Zoom lectures and speaking events now have the functionality of turning on real-time

English-language transcription, which assists with comprehension.

• Some courses make informal minor allowances for grammar and style when the

student’s mother tongue is not English or are from a country with regional variations of

English with which the instructor is unfamiliar.

• The School, in collaboration with PPAGS, has offered an English as Second Language

(ESL) workshop and resources for tutoring School students in writing.

Proposed Activities 

• Continue to diversify the case study topics/complexity seminars to include more

international topics

• Lecture Comprehension:

o Use real-time English language transcription systematically for all Zoom courses

and recordings and pre-recorded material.

o Review English language requirements for all courses and consider modifying

requirements for non-English language speakers.

o Encourage instructors to use PowerPoints or other audiovisual lecture aids that

support comprehension.

o Offer English-language supports for eligible students (beyond the McGill Tutorial

system).
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• Sense of belonging, personal wellness needs:

o Include a quiet space in the School to promote contemplation and mental &

emotional wellness.

o Provide information and resources to incoming students about appropriate

spaces in the University that are designed to address spiritual well-being and

contemplation.

5. Improve accessibility for persons with disabilities and universal design for all

• Timing: To begin immediately

• Relevant EDI Dimensions: Student Experience, Workforce, Physical/Digital space

While the pandemic kept us away from the University’s physical buildings, it taught us that the 

accessibility of the digital infrastructure is as important as the physical environment for all 

students and staff, including those with disabilities. For this reason, the Plan adds online/digital 

space to the University’s EDI dimension of accessible physical space. The University had set a 

deadline of May 2021 for all web sites to be accessible and this has been the Communications 

team’s first selected priority.  

Second, students experiencing disabilities who require accommodation plans or other forms of 

accommodation need clear pathways to understand how the McGill system works, especially 

given the fact that the MPP is an intensive one-year programme in a School that is physically 

separated from the Faculty of Arts, its processes and administration. Students have limited time 

and bandwidth to navigate the complex system within the University. Accessibility for persons 

with disabilities was also highlighted by staff as a priority area. 

Finally, the University already has clear guidelines on the importance of universal 

design/inclusivity in teaching that should be communicated to all instructors.   

Current University Guidelines: 

The University is committed to creating an accessible and inclusive environment for all members of the 

community. Incorporating principles of inclusive course and assessment design will create a learning 

environment that is inherently more accessible to all students, while simultaneously reducing the 

potential need for individual accommodations or academic considerations. 

Results to Date 

https://www.mcgill.ca/tls/instructors/policies/guidelines-f2021
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• Comms staff completed the IT audit of the School’s website accessibility. They have

already received training.

• Current remodelling of the School offices is being undertaken consistent with all McGill

standards for accessibility.

• Core faculty and staff have received EDI, OSD training and First Responders training to

be able to respond to disclosures and to direct all students, including those students

with disabilities, to appropriate resources in the university.

• Some instructors and external events have begun using real time captioning where

Zoom is used.

• Some instructors are using digital and learning aids like PowerPoint slides, uploading

slides, recording lectures, etc., which enhances accessibility generally, including for

students with disabilities.

Proposed Activities 

• Find creative ways to enhance a sense of inclusion by enhancing the physical premises

and adding visual elements that allow students to “see themselves” in the School.

• Include a quiet space in the School to promote contemplation and mental & emotional

wellness.

• Identify physical spaces and schedule its use for equity groups to meet and discuss EDI

best practices for the School, e.g., for regular townhalls, EDI Office Hours, etc.

• Provide information and resources to incoming students about appropriate spaces in the

university that are designed to address spiritual well-being and contemplation.

• Create training and learning opportunities for instructors to integrate universal design

principles into teaching.

• Encourage all instructors to prioritize accessibility and inclusivity in course design and

teaching, through multiple forms of representation/evaluations, (e.g. using and

uploading PowerPoints slides) or using other audiovisual aids to assist with

comprehension and different learning styles (in person/online).

CLOSING THOUGHTS 

While some proposals may appear to be a radical reform of a very new institution, we have an 

opportunity for MBSPP to strengthen the dimensions of the School’s commitments to teaching, 

the student experience, outreach, engagement, and applied policy research. This report aims to 

have a transformative effect beyond ‘cosmetic diversity’ and set a standard of expecting 

“nothing less than an educational and research environment that is conducive to everyone 

https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/maxbellschool/about/our-pillars
https://www.mcgill.ca/maxbellschool/about/our-pillars


Max Bell EDI Report and Plan 2021-23 

achieving their potential and developing the skills to be policy professionals committed to the 

principles of equity, diversity, and inclusion in their policy making futures.”10

10  Nayantara Sudhakar, VP PPAGs and member of the School EDI committee.



Annex 1: Operational Plan 

EDI Operational Plan 2021-2023 

Note: This plan provides operational guidance for the MBSPP to develop its EDI work 
across the student experience, teaching and research, the workforce, outreach, and physical 
and digital accessibility. We expect the plan to evolve as we learn about EDI and from the Max 
Bell community. 

Goal Action Item Progress to 
Date 

Plan Proposed 
Responsibilit
y 

Timeline11 

McGill University Plan Dimensions:  Student Experience; Workforce 

Ensure 
available 
resources to 
support EDI 
work. 

Strategic 
planning & 
communicating 
EDI report and 
plan 

Finalize EDI 
report and 
operational 
plan. 
Update as 
required 
DI Committee. 
Elements to be 
shared 
with CFG, 
CoP/FA on a 
rolling basis. 

Present report and 
plan to CFG; seek 
approval of 
operational plan for 
2021-23. 

Communicate 
approved plan as a 
“work in progress” to 
CoP/FA. 

Present EDI report 
and plan during 
Orientation Week 

Implement and 
evaluate plan, 
update as required. 

EDI 
Committee; C
FG 

Jun/Jul 2021 

Jun/Jul 2021 

Aug. 2021 and 
Ongoing 

All  

Appoint EDI 
Committee 

Committee 
appointed in Fall 
2020 w/ faculty, 
staff, students, 
alums. Open 
nominations 
process was 
used for 
students, alums. 

Appoint faculty 
members in summer 
2021, annually 
thereafter; extend 
invitations to 
students and alums 
to apply for positions 
on EDI Committee at 
the beginning of each 
academic year. 

Director 
EDI 
Committee 

Summer 2021 
Fall 2021 
Ongoing 
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Resource EDI 
work 

Two RAs hired in 
2021 

Create and budget 
for an RA position 
each fall.12 
Hiring to be handled 
by EDI Committee 
chair and office 
manager. 

Director 
EDI 
Committee 
Chair 
Office 
Manager 

Sept 2021 
Ongoing.  

Support FA EDI 
CoP 

EDI Chair, 
students 
attended 
meetings on a 
regular basis in 
2021. 

Ensure MB School 
input and that the 
School is aware of 
Faculty 
developments. 

EDI 
Committee 
PPAGS 

2020-22 
academic year 
Ongoing 

Provide admin 
support to EDI 
Committee 

Admin staff 
provided 2020-
21. 

Assign interested 
staff member to 
provide staff 
perspective on EDI 
matters and support 
meeting planning, 
etc. 

School 
Director 
Office 
manager  

Aug 2021 

Financial support 
for PPAGS 

PPAGS submitte
d and received a 
budget for 
2020-21. 

PPAGS submits 
budget request to 
School Director 
including for PPAGS 
EDI initiatives (ex.an 
EDI training program 
for students).  
 
Confirm budget with 
PPAGS 

PPAGS 
 
 
 
Director 

October 2021 
Annually there
after 

McGill University Plan Dimensions:  Student Experience; Research and Knowledge 

Diversify 
program, 
events and 
publications. 

Systematic 
review of MPP 
program to 
enhance EDI-
related topics 
and to address 
ABR.  

Partial scan of 
EDI initiatives 
for CoP FA. 
Where main 
issues: 
Core Courses: 
None 
Case 
studies: Racial 
Profiling in 
Policing (new); 
Women’s 
Equality Rights: 
India (new); 
Sexual Violence 
against Girls and 
Women in 
Kenya 
Complexity 
Seminar: Race, 
Inequality and 

Review program and 
undertake a 
comprehensive scan 
of all courses. 
 
Create peer review 
system so that 
course syllabi are 
adapted for 
accessibility, diversity 
of readings, inclusive 
pedagogy, and 
design13 at a meeting 
in late summer to 
review syllabi and 
include an EDI lens. 
 
Encourage 
instructors to 
consider EDI, ABR as 
components for all 

School 
Director 
 
 
Program 
Director 
Core 
instructors 
 
 
 
 
Program 
Director 
 
 
 
 
 
Office 
Manager 

June-Aug 2021 
 
 
Evaluate 
results 2022 
 
CFG strategy 
meeting in the 
Fall 2021 
 
 
Ongoing 
thereafter 
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Public Policy 
(new). 
Where course 
components: 
Core Courses: 
Ethics, Law and 
Policy (gender, 
disability); 
Global Political 
Landscape 
(Indigenous 
participation in 
Int’l system); 
others (TBD). 
Where there 
are readings 
and Discussion 
components 
TBD 

courses, readings, 
discussions (e.g. 
written 
communications to 
instructors as they 
are planning their 
courses), universal 
design. 

Maintain the new 
courses developed to 
date (or comparable 
courses) and 
continue to build on 
progress, whether 
through dedicated 
courses, or courses 
where human rights 
and related issues 
form part of the 
course and/or its 
readings. 

Add EDI question for 
all course 
evaluations. 

Explore creating 
a case study or 
complexity 
seminar on the 
Black experience. 

MB introduced a 
complexity 
seminar on race 
for 2021-2022. 

Consider developing 
a case study to 
complement the 
complexity seminar, 
led by a Black 
instructor focused on 
the histories, 
experiences, 
advocacy of Black 
communities in 
Canada. 

Director/CFG 2022-2023 

Develop  strategi
es to build on 
recognition and 
engagement of 
Indigenous 
peoples and 
perspectives 

EDI Committee 
has developed 
LA, which 
articulates 
commitments: 

Text: “Develop a 
plan, in 
solidarity with 
Indigenous 
peoples, to 
create research 
and a 
curriculum that 
emphasizes the 

Approval of LA and 
additional research-
oriented statement 
at university level. 

Identify available 
resources to support 
Indigenous initiatives 
at the university 
level. 
Propose a new 
research programme 
at the School on an 
Indigenous-focused 
theme – including 

J. Welsh Draft plan by 
Dec 2021 

Implementatio
n 2022-23 
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importance of 
representation 
and equitable 
public policy.” 

hiring objectives (at 
different levels of 
seniority), potential 
donors/funding 
sources, substantive 
focus of research, 
potential partners, 
and opportunities for 
student involvement. 

Scan for new EDI 
and ABR opportu
nities for Policy 
Labs. 

Three policy 
case studies 
address EDI 
issues.14  

Undertake 
environmental scan 
for new policy labs 
on EDI issues, as well 
as sponsors that are 
community 
organizations and 
charities working 
with and in equality-
seeking 
communities. 

Assess 
representativeness of 
Policy Lab coaches. 

Policy Lab 
Coordinator 
Input from 
Instructors, C
FG, advisory 
committees 
as required.  

Ongoing 

Increase diversity 
among 
external/guest 
speakers. 

Conference on 
Racial Profiling 
in Policing 
Getting to know 
Canada’s North 
Adrian 
Harwood’s talk 
during Black 
History Month. 

Offer opportunity for 
speakers to self-
identify as members 
of equality-seeking 
groups and to offer 
options that do not 
rely on a gender 
binary.  (We will 
need a standard 
form) 

Plan for a speaker 
series that includes 
equity-related topics 
led scholars and 
practitioners who are 
members of equity-
seeking groups and 
coordinate with 
commemorative days 
and months; 
advertise as such, 
where appropriate. 

Comms  2021-ongoing 

EDI Committee 

Analysis 
completed: 

Offer the opportunity 
for speakers to self-

Program  Dire
ctor 

Summer 2021 
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2017-2020 
showed some 
inequity in 
gender and 
significant area 
for 
improvements 
for racialized 
persons. No 
data on other 
groups. 

Some events in 
2020-21 have 
included 
outreach and 
diversity 

identify as members 
of equality-seeking 
groups and to offer 
self-identification 
options that do not 
rely on a gender 
binary. 
Plan for a speaker 
series for 2021-22 
that includes equity-
related topics led by 
scholars, 
academics/communit
y members who are 
members of equality-
seeking groups. 

Coordinate with 
commemorative days 
and months.  

CFG/EDI input 

Ongoing 

Ongoing 

Bring EDI lens to 
events and 
publications. 

Max Policy and 
The Bell have 
been 
established as 
publishing 
platforms. 

Offer 
students/alum/facult
y/staff a dedicated 
space to publish 
work, op eds and 
articles on topics 
such 
as:  discrimination, 
racism, harassment. 

Ensure editorial 
leadership is diverse 
and consider 
diversity and 
inclusion when 
selecting candidates. 

Plan a calendar, 
solicit articles and 
authors to celebrate 
commemorative 
days, months.15 

Ensure that 
diversity/inclusivenes
s is considered for 
authors throughout 
the year. 

Support the 
production of second 
season of The 

Program 
Director & 
students 

Director, 
Program 
Director, 
Comms 
manager 

Director, PPA
GS  

Sept 2021 

Oct 2021 

Ongoing 

2021-2022 
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Equalizer, through 
funding, 
communications, 
and technical 
support. 

McGill University Plan Dimensions:  Workforce; Outreach 

Improve 
diversity of 
workforce 
and advisory 
boards. 

Increase diversity 
among 
faculty/lecturers 

The Director is 
undertaking a 
comprehensive 
review of case 
studies and 
complexity 
seminars, 
including 
instructors. 

Appointment 
/hiring 
committees  acti
vely use an EDI 
lens in reviewing 
candidates 

All recruitment 
notices include 
standard 
language 
encouraging 
diversity 
candidates to 
apply  

Recruitment to 
include explicit 
processes and 
objectives for equity 
in hiring, e.g., within 
six months, have a 
complement of four 
to five 
professionals/instruc
tors who are 
racialized or 
Indigenous teach 
case studies and 
complexity seminars 
over the next two 
years. 
Aim to recruit at 
least one professor 
from an equality-
seeking group for the 
next school year, 
beyond courses 
where the topics are 
specifically linked to 
their racialized 
identities. Given 
University priorities, 
special attention 
should be paid to 
Black and Indigenous 
applicants.  

CFG, Director 2022-23 

Increase diversity 
among staff. 

The School 
currently 
ensures that 
members of 
underrepresent
ed groups are 
included on 
short-lists for 
admin and 
academic hiring. 

Integrate EDI 
objectives into all 
hiring. 
Plan to increase 
engagement and 
outreach with 
Indigenous, racialized 
communities to 
address gaps in the 
pool of applicants. 
Monitor data on 
short-listed 
candidates against 
successful applicants 
to develop insights 

TBD 

Chair of 
Admissions 
Committee 
(subject to 
approval or 
review form 
University) 
Office 
manager  

TBD 

Starting 2022-
23 
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into hiring patterns 
and practices 
(subject to University 
policy).Obtain further 
information from 
staff about what 
measures should be 
taken to improve 
respectful, accessible 
and inclusive work 
environment and 
increased 
representativeness 
using surveys. 

Increase diversity 
among advisory 
boards. 

The School has 
an “internal” 
advisory group 
(faculty from 
within McGill) 
which has a 
total of 8 
people, two 
women and one 
individual of a 
racialized group. 

Develop term of 
reference guided by 
an EDI lens for the 
advisory board. 

Begin to capture 
disaggregated data 
for gender identity 
and for equality-
seeking groups. 
(subject to university 
rules and 
procedures) 

Director 
CFG 

TBD 

McGill University Plan Dimensions:  Student Experience, Workforce 

Training, 
mentoring, 
and wellness 
initiatives 
for 
staff, instruc

Track 
representative-
ness in the 
student body.  

No data No data yet at 
university level. See 
report for potential 
actions beyond scope 
of this plan.  

2022-23 
subject to data 
coming online 
and 
consultations 
with university 
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tors, and 
students. 

Develop clear 
pathways for 
students and 
staff to disclose 
concerns and 
access University 
mechanisms 

PPAGS has 
established 
open EDI office 
hours. 

Town Halls led 
by Andrew 
Potter have 
been held to 
flag issues and 
concerns early 
on. 

A proposal to 
create a First 
Responders 
Program was 
presented at the 
April meeting of 
the Core Faculty 
Group. 

interim First 
Responders 
team created in 
2021; 
Responders 
received 
University-level 
training from 
the office of the 
Deputy Provost 

Program 
approved for 
Fall 2021. 

Provide orientation 
on EDI d offer a 
special session with 
the 2021 cohort with 
the incoming PPAGS 
executive for 2021-
2022 to offer insights 
and advice on EDI for 
the new academic 
year. 
Hold Town and 
possibly a dedicated 
town hall for 
students from 
equity-seeking 
groups, especially 
Black students and 
Indigenous students, 
We may wish to 
include the new 
McGill Black Student 
Liaison at one of 
those  events. 
Name 3rd member of 
team. 
Ensure all First 
Responders receive 
training before 
assuming their 
functions. 
Include information 
about the First 
Responders group as 
part of the 
Orientation Week in 
the EDI presentation. 

EDI 
Committee P
PAGS 

Program 
Director 

PPAGS 

Director 

EDI 
Committee 
and Office of 
Deputy 
Provost  

August 2021 

Fall 2021 
And ongoing 

August 2021 

Ongoing 

August 2021 
and annually 

Training & 
Mentorship 
(students) 

EDI session part 
of orientation 
week 2020 

Voluntary 
mentorship 
program for all 
students in 
2020. 

Core Faculty and 
staff 
received OSD tra
ining in 
December 2020. 

Establish EDI as 
regular part of 
Orientation week 

Offer mentorship on 
annual basis 

Offer OSD training on 
regular basis 

Offer EDI training on 
regular basis 
Develop a resource 

Program 
Director + EDI 

Program 
Director 

EDI 
Committee 

PPAGS, 
Comms 

Annual 
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EDI Committee 
members 
received Equity 
training and are 
members of the 
Faculty of Arts 
EDI Community 
of Practice. 

The PPAGS EDI 
team shares 
information on 
equity training 
provided by 
Office of the 
Associate 
Provost and 
from PPAGS EDI 
Team to the 
cohort. 

PPAGS’ EDI 
team highlights 
and shares with 
the Max Bell 
community the 
observances 
/celebrations of 
various faiths 
and beliefs on a 
monthly basis 

and reading toolkit 
for independent 
learning on EDI 
matters incl. ABR 

Consider a student 
handbook or code of 
conduct, modelled 
on University 
resources and 
adapted to the 
School, addressing 
issues like 
discrimination, 
micro-aggressions, 
etc. 
PPAGS proposes 
design and launch a 
student training 
session to support 
Indigenous and 
racialized students 
equity-seeking 
groups/ international 
students on micro-
aggressions. 
Create structured 
opportunities to 
collaborate with the 
McGill University 
Black Students 
Network and 
wellness advisors, for 
Black students in the 
School. 

PPAGS 

EDI 
Cttee, PPAGS 

Training and 
Mentorship 
(Faculty-Staff) 

CFG and office 
manager have 
taken 
Equity Training 
2020 
OSD Training 
December 2020 
First Responder 
Training 

Plan annual training 
with OSD, EDI 
Consider specialized 
workshops, seminars 
etc. on gender 
equity, anti-
oppression, anti-
racism colonialism 
(see Section 2, 
above) including 
teaching difficult 
subjects in 
partnership 
with PPAGS. 
Hold “managing 
challenging 
conversations” 

EDI 
committee 
with CFG 

N. Duschenay

Director 

Annual 

TBD 

2021/2022 

Ongoing 
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in  Skills workshop 
e.g., including staff,
as a response to the
survey requesting
this topic
Communicate high
level messages and
supports relevant to
inclusive teaching,
course design, etc. to
all instructors.
Encourage them to
take TLS Services-
facilitated training as
available (ABR Plan
Action Item 5) as part
of School’s
communications
when they are
confirmed as
lecturers and in
course-prep related
communications.
Create faculty
mentoring program
for new
faculty/instructors.
Identify current
faculty/instructors
who belong to
equity-
seeking groups and
assign mentees who
share similar
backgrounds. Needs
assessment to start.
Report and monitor
on training
Connect MBSPP with
the Onyx Initiative re
available supports
for Black post-
secondary
students/recent
graduate from MB.

CFG 

CFG EDI Cttee 

C. Stace

TBD 

Fall 2021 

Improve 
supports for 
international 
students 

School has been 
strengthening 
international 
content across 
all courses, 
based on survey 
results 

Continue to diversify 
courses to include 
international topics 
Lecture 
Comprehension: 
Encourage real-time 
English language 

Career 
Services 
Manager 

Director 
Office 

Fall & ongoing 
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Zoom lectures, 
speaking events 
have 
functionality of 
turning on real-
time English-
language 
transcription, 
which assists 
with 
comprehension. 
Some courses 
make informal 
minor 
allowances for 
grammar and 
style when the 
student’s 
mother tongue 
is not English 
The School 
+ PPAGS, has 
offered an 
English as 
Second 
Language (ESL) 
workshop and 
resources for 
tutoring School 
students in 
writing. 

transcription for 
Zoom 
courses/recordings. 
Consider modifying 
language 
requirements for 
assessments of non-
English language 
speakers. 
Encourage 
instructors to use 
PowerPoints or other 
lecture aids to 
support 
comprehension. 
Offer English-
language supports 
for eligible students 
(beyond the McGill 
Tutorial system). 
Sense of belonging, 
personal wellness 
needs: 
Include a quiet space 
in the School to 
promote 
contemplation, 
wellness. 
Provide 
information/resource
s to students about 
appropriate spaces in 
the University for 
spiritual well-being 
and contemplation. 

Manager 
 
PPAGs 
 
 
 
 
 
 
 
Office 
Manager 
 
TBD 

McGill University Dimensions: Accessible Physical and Digital Spaces 

Improve 
accessibility, 
universal 
design 

Enhance MBSPP 
Website 
accessibility 

Comms staff 
trained, website 
revisions 
completed in 
May 2021 
Some 
instructors and 
external events 
have begun 
using real time 
captioning. 

Review as required. Comms 
manager 
 
  

Ongoing 
  

Enhance physical 
accessibility, 
welcoming space 

Current 
remodelling of 
the School 
offices is 
consistent with 

Find creative ways to 
enhance sense of 
inclusion by adding 
visual elements to 
physical environment 

Director, 
Office 
Manager 
 
PPAGS, Office 

2021-2022 
 
 
 
Jan 2022 
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all McGill 
standards for 
accessibility. 

Quiet space to 
designated in 
Reading Room 

that allow students 
to “see themselves” 
in the School. 

Customize “Zen Den” 
(e.g., humidifier, blue 
light, plants, 
comfortable seating 

manager  

Improve 
accessibility for 
students 
experiencing 
disabilities, 
learning barriers. 

Core faculty and 
staff have 
received OSD an
d First 
Responders 
training to 
respond to 
disclosures, 
direct all 
students, to 
appropriate 
resources in the 
university. 
Some 
instructors use 
learning aids 
e.g. PPT slides,
notes,
recordings
which enhance
accessibility
generally

Create training and 
learning 
opportunities for 
instructors to 
integrate universal 
design principles into 
teaching. 
Encourage 
instructors to 
prioritize accessibility 
and inclusivity in 
course design and 
teaching, through 
multiple forms of 
representation/evalu
ations, (e.g. 
uploading 
PowerPoints slides) 
to assist with 
comprehension and 
different learning 
styles (in 
person/online). 
Include 
resources e.g. for 
students 
experiencing 
disabilities who 
require 
accommodation 

EDI Cttee/Edi 
Office 

Director, 
Program 
Director as 
appropriate 

Annual 
Ongoing 

Create accessible 
and safe spaces 
for students, 
esp.  equality-
seeking groups, 
to hold events 

No progress to 
date 

Assign or designate 
accessible, safe 
spaces for students 
from equality-
seeking groups to 
meet and convene 
(check against space 
availability following 
renovations or check 
with University. 

TBD 
with PPAGS 

2021-2022 

https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
https://www.mcgill.ca/equity/resources/covid-19-best-practices-equitable-inclusive-student-centred-learning
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Academic Survey of 2020-21 MBSPP Cohort (October 26, 2020) 
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Staff Survey MBSPP (January 2021 – short form results) 
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Academic Survey of 2020-21 MBSPP Cohort (October 26, 2020) 
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Staff Survey MBSPP (January 2021 – short form results)  
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