Who is this resource for? This resource is for anyone engaged in policy work at the
University of Waterloo: a member of a drafting or working group, those responsible for
establishing policy committees, or those creating a new or amending/reviewing an existing

policy.

What is this resource? This resource is part of the University's commitment to the
principles of equity, diversity, and inclusion. It continues implementation of the Presidential
Anti-Racism Task Force recommendation to review the policy management framework and
existing policies through these prinicples. It is a dedicated resource describing how to "do"
policy work through the lens of the PART principles. Throughout the document, hover-over
examples illustrate key points. Linked documents provide greater depth on specific topics. A
list of consultation resources is available on the webpage associated with this document.
This is a starting point, not a comprehensive guide.

» Policies are an opportunity to recognize and address inequity and barriers. However,
policies can also create and perpetuate inequity and barriers.

+ EDI is fundamental to our mission. Our core values of curiosity, excellence, integrity,
respect, and courage require us to dismantle systemic barriers and ensure all
community members can contribute to and benefit from our innovations.

» Policies that account for diverse experiences from the outset require fewer revisions,
generate fewer complaints, and face less resistance during implementation. When
policies work for those facing the greatest barriers, they work better for everyone.

* The University operates in a framework of human rights and equity legislation, for
example, non-discrimination and accommodation. Policies follow these legal
standards.

Three critical stages where EDI must be embedded

Committees matter
« Committees can only solve problems they can perceive, and perception is shaped by
lived experience. When perspectives are absent, their realities become invisible to
the policy process. The committee embeds their own circumstances as the norm.
Example

+ Encourage diversity of perspectives, including those that challenge and make us
uncomfortable. Diversity means intersectional representation: visible diversity plus
diversity of roles, career stages, disciplines, and experiences within identity groups.

+ Address power dynamics: recognize that power dynamics operate in varied ways
and change over time: they can shift across settings, operate formally and informally,
and be difficult to perceive because they are layered. |dentifying power dynamics
requires constant analysis and reanalysis. Examples.

» Ask reflective questions: Who is this policy intended to serve? How can we
encourage diversity of opinions? How might diverse community members see
themselves in this policy? Do we know of barriers that exist? Who can we ask so we
are not making assumptions? Whose voice is missing?


Comment on Text
Shifting across settings: A graduate student may hold significant influence in their research lab where they have specialized expertise and influence over undergraduate students, but feel hesitant to speak up in a university-wide policy committee where senior administrators are present.

Operating formally and informally: A committee chair has formal authority to set agendas and call votes, but an influential faculty member may informally shape discussions through their reputation, grant funding, or social connections rather than position.

Layered and difficult to perceive: A staff member presents a new procedure to the committee and appears to be the decision-maker, but they may actually be implementing directives from their director who is not present. Meanwhile, a senior faculty member's quiet suggestion may carry more weight than a junior faculty member's formal motion, even though both technically have equal voting power.

Constantly changing: In one meeting, a student representative may defer to faculty expertise on academic matters, but in the next discussion about student services, that same student becomes the expert whose perspective carries the most authority.

Comment on Text
A committee reviewing parental leave policy that only includes tenured faculty with stay-at-home partners will likely create different solutions than one that includes contract faculty, staff, graduate students, single parents, and LGBTQ2S+ parents navigating adoption/surrogacy. The first might focus on research delays; the second might prioritize financial stability, career progression protection, and inclusive definitions of "parent." 

But even with diverse membership, if junior members can't challenge senior faculty without career consequences, or if staff voices are treated as less authoritative than faculty voices, the policy will still reflect the priorities of those with power. 

To address these dynamics, committees may use clear processes for anonymous input, rotating speaking orders, external facilitators for contentious issues, and explicit documentation of how each member's concerns were addressed.


* Request support from the Office of Equity, Diversity, Inclusion and Anti-racism for
guidance early in the process and consult our in-depth policy guide [link to
consultation quide] and brief diversity metrics [link to equity survey]. For specific
data, request from [link to university data and statistics request form].

Assumptions and "use-case" perceptions happen in drafting
*  Whether conscious or not, we imagine a use-case: a "typical" user of a policy. This
mental model creates assumptions we employ when drafting policy. This opens
doors for those who match our imagined user and creates obstacles for those who do
not. Example!

* Make your assumptions explicit by naming your imagined "typical" user and ask:
who doesn't fit this profile? Describe the problem you imagine the policy is solving.
Test assumptions through consultation.

+ Ask reflective questions: What is the policy intended to do? Whose experience is
being centered throughout the policy? What barriers prevent compliance? Test these
assumptions through consultation with diverse community members.

* Request support from the Office of Equity, Diversity, Inclusion and Anti-racism.

Consultations matter
* No matter how diverse our committee or thoughtful our drafting, vital perspectives will
be missing. Consultation discovers whose voices we didn't know we needed.

+ Genuine engagement means: giving adequate time to respond, asking specific
questions, sharing decision-making power where possible, explaining how feedback
shaped the policy, and being transparent when feedback cannot be incorporated.
Performative consultation damages trust and undermines policy legitimacy.
Example: For more, see EDI-R Office [link to infographic on performative
consultation].

* Recognize that data is always incomplete and does not override what people
experience. Check out EDI-R Office [link to infographic on bias in data]. Target
consultation: identify who is most affected and prioritize their input.

+ Engage with experts for specific questions or reviews. Request support from the
Office of Equity, Diversity, Inclusion and Anti-racism to help you find who you need.

Core definitions and frameworks

Equity is the principle of fairness that recognizes people have different needs, experiences,
and barriers. It requires providing varied levels of support and resources to ensure everyone
has the same opportunities to succeed. Example

Diversity refers to the presence of human differences within a group or organization. This
includes: race, ethnicity, Indigenous identity, religion, disability, sexual orientation, gender
identity and expression, age, socioeconomic status, nationality, language, disciplinary
background, and their intersections. Avoid tokenizing. Example

Inclusion is the practice of creating environments where any individual or group is
welcomed and valued. It requires examining and changing implicit cultural norms, unwritten
procedures, and embedded practices that create "insider" and "outsider" dynamics.
Example

Intersectionality recognizes that people experience multiple identities simultaneously
(e.g., a racialized woman with a disability) and that these identities interact to create unique


https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/how-take-action/how-consult-engage-groups-marginalized-identities
https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/how-take-action/how-consult-engage-groups-marginalized-identities
https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/sites/default/files/uploads/documents/fp1977-equity-student-survey-18x24_poster_final_final-ua.pdf
https://uwaterloo.ca/institutional-analysis-planning/university-data-and-statistics
https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/sites/default/files/uploads/documents/controltaggedapr16.pdf
https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/sites/default/files/uploads/documents/controltaggedapr16.pdf
https://uwaterloo.ca/equity-diversity-inclusion-anti-racism/sites/default/files/uploads/documents/datataggedapr16.pdf
Comment on Text
A graduate student emergency fund policy drafted with a default user in mind might contain the exclusive language: “Applicants must submit proof of Ontario residency via a utility bill or lease agreement and must provide a letter from their academic supervisor certifying the emergency’s impact on their studies.” The prescriptive language assumes formal housing arrangements, automatically excluding students in informal or shared rentals where their name isn't on utility documents. 

Similarly, the mandatory language forces a potentially damaging disclosure of personal crisis into a professional power dynamic. This creates critical barriers for international students, those in precarious housing, and anyone with a complex supervisory relationship. In contrast, inclusive language would shift from rigid mandates to flexible options that reflect the policy's intention to provide support to those who need it.

Comment on Text
A committee revising research ethics policies might initially consult only faculty researchers and graduate students. But through consultation, they discover that undergraduate research assistants, community research partners, and facilities staff who maintain research equipment face unique ethical challenges they hadn't considered. Simply sending a last-minute mass email survey to these groups would be performative. Genuine engagement requires targeted outreach, partnering with different campus units, providing appropriate compensation and support, and adjusting timelines to meaningfully incorporate these newly discovered perspectives

Comment on Text
Equal academic support might mean "professors hold office hours at a fixed time and location for all students." Equitable support recognizes that some students have work commitments, are commuters, or feel intimidated by one-on-one meetings, so it offers flexible, virtual, and asynchronous office hours, along with facilitated peer-study groups.

Comment on Text
A faculty evaluation policy might appear neutral by valuing "research excellence" through publication counts. But if it only recognizes peer-reviewed journals (not community-engaged research), values single-author papers (disadvantaging collaborative Indigenous research methods), and doesn't account for career interruptions or systemic barriers to research funding, it excludes diverse forms of scholarship. True inclusion would recognize multiple forms of research impact, value community partnerships, and acknowledge how systemic barriers affect research productivity.

Education & Outreach
Comment on Text
A committee seeking "the student perspective" on mental health services might default to undergraduate student government representatives. But students experiencing mental health challenges have vastly different needs: international students may fear visa implications or lack support networks, graduate students face supervisor power dynamics, some Indigenous students may encounter services that don’t acknowledge historical trauma or systemic racism in healthcare, first-generation students might not know counseling is an option, and students with pre-existing diagnoses need different supports than those in crisis for the first time. Having one or two student representatives cannot capture this diversity; you need multiple students from different backgrounds who can even disagree with each other about priorities and solutions. 

We risk inadvertently tokenizing when we include only one representative from a group, placing impossible expectations on them to speak for all.

True diversity in committees, in consultations - recognizes that no group is homogeneous, no individual can represent an entire community, and recognizes the risk of tokenization.


circumstances. This lens must inform how you think about equity, diversity, and inclusion
throughout. This is crucial for data-driven policies since how you collect, disaggregate, and
interpret data shapes which problems become visible and what solutions seem viable. See
example. Example

These Concepts Matter Together

Equity, diversity, inclusion, and intersectionality are fundamentally different frameworks for
understanding what fair treatment looks like and how to achieve it through policy. There are
other equally important frameworks, such as anti-racism, decolonization, indigenization,
reconciliation, accessibility, and justice, that offer distinct perspectives on systemic issues.
Each framework asks different questions and suggests different interventions, even when
addressing the same issue; some, like decolonization and indigenization, are rooted in
inherent rights and community sovereignty, not institutional inclusion. Example.

Concrete practices for each EDI dimension

In order to contemplate EQUITY in policy-making, you:
« Explicitly prioritize addressing barriers faced by specific groups based on data,
consultation, and institutional commitments
* Adjust requirements to account for different starting points and circumstances
* Build in flexible processes for alternate pathways to achieve the same outcome
» Allocate resources proportionally to need to create equity to ensure equal treatment.
Example

In order to contemplate DIVERSITY in policy-making, you:
» Ensure multiple perspectives shaped committee formation, policy drafting, and
consultations
* Document diversity of opinion through deliberations or consultation summaries
* Acknowledge the "typical" user(s) you're imagining and the assumptions that shape
requirements. Example

In order to contemplate INCLUSION in policy-making, you:
» Write in jargon-free, accessible formats and language
» Create mechanisms for ongoing feedback during development
* Build in supports for full participation rather than just access
* Consider inclusion within the committee itself. Example
* Resource: See communications and inclusive language guide by [link to university
of waterloo plain and inclusive writing style guide]

In order to contemplate INTERSECTIONALITY in policy-making, you:
« Discuss how race, class, gender, ability, and other factors key to the context you are
examining shape experiences and any data you are analyzing
+ Discuss how a policy that works for one segment of a group may not work for all
* Acknowledge that solutions must be flexible to address overlapping barriers.
Example

Request support from the Office of Equity, Diversity, Inclusion and Anti-racism (EDI-R) for:

e identifying potential barriers or e recommending consultation
unintended impacts pathways and community contacts
e analyzing interest group convergence e equity data requests

e policy text review o [link to website]



https://uwaterloo.ca/brand/downloads-and-resources/university-waterloo-writing-style-guide
https://uwaterloo.ca/brand/downloads-and-resources/university-waterloo-writing-style-guide
Comment on Text
A university’s analysis of its conference travel policy, which reimburses costs after travel, might initially show no disparity when viewed by gender alone. However, disaggregating the data by both gender and international status revealed that international students received far fewer grants. Further yet, the deepest barrier only became visible through intersectional analysis when racialized international female students faced a uniquely compounded barrier of financial precarity, visa risk, and travel discrimination, effectively excluding them from participating in the conference research process entirely. 

This demonstrates how single- or dual-axis data can obscure the most severe equity gaps, underscoring that only by examining intersecting identity factors can institutions truly identify how a reimbursement policy functions as a systemic filter. This crucial quantitative mapping, however, must be guided by qualitative consultations, as it is often through listening to lived experience that the hypotheses for what data to disaggregate and where to look for drop-offs are first generated; only by combining these methods can institutions fully uncover how a seemingly neutral policy excludes scholars through overlapping constraints.

Comment on Text
An equity-informed conference funding policy might provide higher funding rates for caregivers who need childcare, people with disabilities who need attendants, or precariously employed staff who lack other professional development funds.

Comment on Text
A diversity-informed hiring policy includes multiple ways to demonstrate qualifications (not just traditional credentials), recognizes international experience, and values community knowledge alongside academic credentials

Comment on Text
An inclusion-informed committee participation policy doesn't just invite diverse members but provides meeting materials in advance, offers multiple ways to contribute (written, verbal, asynchronous, anonymous), covers accessibility costs; schedules meetings considering caregiving and other responsibilities; and takes other measures that ensure parity of participation by taking into account differential power dynamics between committee formers, drafters, and consultants.

Comment on Text
Childcare support helps parents generally but may not address the needs of student parents on precarious visas, parents who come from cultural backgrounds with extended ideas of family, or parents with disabilities who need accessible childcare

Education & Outreach
Comment on Text
Consider a student financial aid program. Different frameworks would approach it differently:

An equity lens might increase funding for first-generation students

An inclusion lens might simplify application processes and remove cultural barriers

An anti-racism lens might address how wealth gaps from historical discrimination affect current need

A decolonization lens might question why Indigenous students need to prove financial need for education on their traditional territories

An indigenization lens might allocate funding directly to Indigenous governing bodies to distribute according to their own priorities, ensuring sovereignty and autonomy over decisions affecting indigenous students rather than filtering them through institutional aid processes

An accessibility lens might  provide multiple submission formats

A justice lens might challenge why students bear educational costs at all

Each framework reveals different problems and suggests different solutions. To complicate matters further, these terms themselves are contested; there is no consensus on what "equity," "anti-racism," "decolonization," or "inclusion" should mean or require to solve. 

What one person sees as necessary equity measures, another might view as unfair advantage; what some call inclusion, others critique as assimilation; what some frame as reconciliation, others reject as pacification. Because everyone brings different understandings of "fairness" based on their experiences, worldviews, and positions in systems of power, 

Encourage a diversity of perspectives at the table, including those that challenge, disagree, and make us uncomfortable. Without this diversity, policies reflect only the vision of fairness by those who created it.
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