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Sheridan’s Land Acknowledgement

We acknowledge the land for sustaining us and for providing us with the necessities of life. 
This territory is covered by the Dish with One Spoon treaty and the Two Row Wampum treaty 
which emphasize the importance of joint stewardship, peace, and respectful relationships. 
As we reflect on land acknowledgements, let us remember that we are all stewards of 
the land and of each other. We recognize the land on which we gather has been and still 
is the traditional territory of several Indigenous nations, including the Anishinaabe, the 
Haudenosaunee Confederacy, the Wendat, the Métis, and the Mississaugas of the Credit First 
Nation. Since time immemorial, numerous Indigenous nations and Indigenous peoples have 
lived and passed through this territory. Sheridan affirms it is our collective responsibility to 
honour the land, as we honour and respect those who have gone before us, those who are 
here, and those who have yet to come. We are grateful for the opportunity to be learning, 
working, and thriving on this land.
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About Cover Design
The cover illustration was developed by Sheridan student Melissa Ishihara. The 
drawing shows the different recognition levels in the Dimensions program and 
Sheridan’s placement at the construction level. The person in the image is reaching 
for a depiction of an enriched research ecosystem. The sphere displays the many 
teaching, learning and research activities found at Sheridan. Many supports and 
systems work together to make Sheridan equitable, accessible and inclusive for all.
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Introduction
Equity, diversity and inclusion (EDI) is a cornerstone of Sheridan’s strategic ambitions. We aim to embed 
EDI in everything we do and to create a community where everyone is bringing their full potential 
and experiences.

This Action Plan (2023-2028) was developed through the course of Sheridan’s participation in the federal 
Dimensions Program pilot, which is aimed at advancing EDI in research environments. The plan was informed 
by an inclusive self-assessment and engagement process and was considered by the Dimensions Review 
Committee as part of Sheridan’s submission for recognition under the program.

In addition to setting out the plan, this document provides an overview of how Sheridan participated in the 
pilot, engaged the Sheridan community and designed the five-year action plan.  

About the Dimensions Pilot 
The Dimensions program seeks to foster transformative change within the research ecosystem at Canadian 
postsecondary institutions by addressing systemic barriers and inequities faced by members of historically 
and currently underrepresented and/or excluded groups, including but not limited to women, Indigenous 
Peoples, people with disabilities, members of racialized groups, and 2SLGBTQ+ persons. The program is jointly 
administered by the Canadian Institutes of Health Research, the Natural Sciences and Engineering Research 
Council of Canada, and the Social Sciences and Humanities Research Council. 

Sheridan’s engagement with Dimensions stretches back to 2019 when we endorsed the Dimensions Charter. 
In a ceremony with Minister Duncan, Sheridan committed to prioritizing research EDI initiatives. Later 
that same year, we were thrilled to learn that Sheridan was one of 17 postsecondary institutions chosen 
to participate in the Government of Canada’s newly established Dimensions pilot program.

As a pilot participant, we had the opportunity to apply for recognition under the program. Sheridan also 
worked alongside other participating institutions to contribute to the development of the program’s design 
by collaborating with and providing feedback to the Tri-Agency Dimensions team.

Our application received a ‘Construction’ designation. This designation recognizes a strategic and coordinated 
approach to addressing EDI and Sheridan’s continuous efforts towards embedding EDI in all of Sheridan’s 
policies, processes and practices. Sheridan is among 10 postsecondary institutions recognized through the 
Dimensions program.

While Dimensions is aimed at the research ecosystem, research depends upon an organization’s systems and 
culture. EDI in research and EDI in the whole institution are intrinsically connected, and our application – and 
our plan – approached the research ecosystem as the whole of Sheridan. 

Self-assessment and Engagement 
A central element of the Dimensions program is an inclusive self-assessment. As part of our self-assessment 
process, we engaged with employees across Sheridan who provided honest and thoughtful feedback and 
ideas about embedding EDI across different systems at Sheridan. Engagement that informed the action plan 
had three main elements, with over 700 engagement points.

1. Employment Systems Review 
A third-party consultant completed a review of employment policies and practices as well as the 
organizational and work environment through an equity lens. 
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2. EDI in Research Focus Groups and Survey
Focus groups were designed and completed by a Research EDI Advisory Committee to narrow in on qualitative 
accounts of barriers to EDI in the research ecosystem. Surveys allowed us to understand more broadly the EDI 
priorities of faculty and of administrators and support staff in the Faculties.

3. Benchmarking Conversations
Using Sheridan’s EDI indicator framework, we engaged in benchmarking conversations to develop a baseline 
understanding for how EDI resides across the institution. 

The action plan is linked to the evidence gathered from this engagement and other data points from an 
environmental scan. By incorporating recommendations from ongoing and evolving initiatives like the 
Employment Systems Review, we aim to galvanize the considerable EDI momentum building at Sheridan.

About this action plan 
This action plan is organized around Sheridan’s EDI indicator framework. Our framework is a benchmarking 
tool adapted from the Global Diversity, Equity and Inclusion Benchmarks (GDEIB), which provides a globally 
recognized set of standards by which to evaluate the maturity of EDI initiatives within an organization. There 
are four spheres in our framework: EDI Solid Foundation, Inclusive Workforce, Community Connections, and 
Whole Student Experience (note this final sphere is still under development as it is not part of the GDEIB).

At the heart of our EDI framework is the EDI Solid Foundation. The Inclusive Workforce sphere aims to 
systemize EDI across employee systems. This, in turn, leverages EDI to create innovative programs and 
services that ensure student access and success in the Whole Student Experience and to influence EDI 
practices in our local and global communities, represented by the Community Connections.

In line with our EDI maturity and self-assessment findings, this action plan emphasizes the EDI Solid 
Foundation and Inclusive Workforce spheres. This focus is also a function of the Dimensions recognition 
levels, which have a narrower scope in the early stages, and hence there is a prioritization of employee systems. 

This action plan builds on the foundational work we have completed since 2018. By including short, medium 
and long-term actions, we aim to focus our immediate efforts on a limited number of concrete and meaningful 
steps while developing more robust and long-term actions. 

Sheridan’s Inclusive Communities Advisory Body (ICAB) will help monitor progress toward the completion 
of objectives, and implementation of the plan will be supported and enacted through Sheridan’s annual 
integrated planning and performance management processes. Progress updates on the action plan will 
be posted on an annual basis.

Action plan layout
The action plan is organized by the four spheres of Sheridan’s EDI indicator framework (shown as ‘EDI F/W’ on 
the table). Each sphere has corresponding overarching goals (e.g., 1.1, 1.2) that are addressed by the activities 
listed under the “Specific Actions” column. Here, activities related to the overarching goals are clustered 
together and listed alphanumerically. The ‘Rationale’ column describes why Sheridan is undertaking these 
activities. The ‘Timeframe’ column outlines when the actions will begin and end. Year one of this action plan 
begins 2023.

The Responsible Units (‘Resp’l Units’) column identifies the departments contributing to activities in each row. 
The Department in bold will play a lead role. Finally, the ‘Success Criteria’ column lists expected outcomes 
and how we can track progress. More details about Sheridan’s action plan are provided in the next section.
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EDI SOLID FOUNDATION
ED

I 
F/W

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

1.1
C

om
m

unication: B
uild understanding and confi

dence about ED
I across em

ployee system
s through ongoing 

com
m

unication.
a.

Leadership w
ill 

consistently com
m

unicate 
a persuasive case for the 
im

portance and value of 
ED

I across Sheridan.

C
om

m
unicating a 

com
pelling case for 

ED
I on an ongoing 

basis w
ill fortify 

Sheridan’s solid ED
I 

foundation, help build 
an inclusive w

orkforce 
and enhance the 
research environm

ent. 

O
ngoing YR

S 1-5

C
om

m
unication 

baseline developed in 
YR

 1 and tracked 
annually. 

ICPVP

C
PAM

M
etrics on internal com

m
unication. 

(ED
I related m

eeting agenda item
s, 

ED
I reflected in term

s of reference 
for com

m
ittees, #

 of e-m
ails 

opened, #
 of m

eeting registrants). 

B
enchm

arking conversations w
ill 

show
 progressive level of 

com
m

itm
ent and understanding of 

the im
portance of ED

I.

Evaluated in the next ESR
 in YR

4.

b.
D

evelop intentional 
research com

m
unications 

plans and celebrate 
IPED

G
 researchers and 

ED
I-related research.

Affi
rm

ing and 
recognizing diverse 
researchers and 
research on ED

I issues 
w

ill foster a m
ore 

inclusive research 
ecosystem

.

B
y end of YR

 1, 
im

plem
entation plan 

for the new
 G

enerator 
sub-brand w

ill be 
developed w

ith 
specific 
com

m
unication plans 

related to ED
I in 

research.

C
om

m
unication 

baseline developed in 
YR

 1 and tracked 
annually.

G
enerator

R
IE branding im

plem
entation and 

com
m

unications plan com
pleted.

M
etrics on types of research 

featured on @
SheridanR

IE and in 
the G

enerator Annual R
eport. B

y YR
 

3, w
e w

ill show
 year-over-year 

im
provem

ent relative to baseline.

EDI SOLID FOUNDATION
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ED
I 

F/W

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

1.1 
C

nt’d
C

om
m

unication: B
uild understanding and confi

dence about ED
I across em

ployee system
s through ongoing 

com
m

unication.
c.

C
oordinate ongoing 

em
ployee engagem

ent 
on ED

I through the 
Inclusive C

om
m

unities 
Advisory B

ody (IC
AB).

R
egular 

com
m

unication on ED
I 

activities helps build 
m

utual trust, 
aw

areness, confidence 
in ED

I com
m

itm
ents, 

and m
om

entum
 

around engagem
ent 

activities and ED
I 

eff
orts overall.

O
ngoing YR

S 1-5

C
om

m
unication and 

Engagem
ent plan in 

place by end of YR
 1. 

ICH
R

C
PAM

Engagem
ent Plan com

pleted. 

M
etrics on internal 

com
m

unication and participation 
(e.g., #

 of e-m
ails opened, #

 
registrants for tow

nhalls). 

1.2
 A

ccountability: B
uild system

atic data collection capacity and accountability to m
easure the eff

ectiveness and 
im

pact of ED
I interventions.  

a.
Include ED

I objectives or 
developm

ent goals in 
m

anagers’ annual 
Perform

ance Feedback 
and D

evelopm
ent 

R
eview

 (PFD
R).

B
y m

easuring and 
assessing ED

I for 
adm

inistrative 
em

ployees, ED
I 

becom
es m

ore of a 
shared responsibility 
w

ith dem
onstrable 

accountability.

R
ollout in YR

 1.

O
ngoing YR

S 1-5

H
R

 

IC

50%
 of em

ployees w
ith PFD

R
’s w

ill 
have ED

I objectives included in 
annual w

ork goals by end of YR
 2.

80%
 of em

ployees w
ill have ED

I 
objectives included in annual w

ork 
goals by end of YR

 4.

b.
C

reate an institutional 
Equity D

ashboard.

C
onsolidating and 

visualizing ED
I data 

allow
s us to track 

progress, dem
onstrate 

proof of im
pact, and 

enhance accountability 
and transparency.

YR
 3

IC
 

H
R

IR

An equity dashboard is created. 

EDI SOLID FOUNDATION
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EDI SOLID FOUNDATION
ED

I F/W

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

1.2 
C

nt’d
A

ccountability: B
uild system

atic data collection and assessm
ent capacity to m

easure the eff
ectiveness and 

im
pact of ED

I interventions and enhance transparency and accountability.
c.

R
un a cam

paign to 
prom

ote the Em
ployee 

D
iversity Self-

Identification C
ensus. 

Post- census cam
paign, 

circulate new
 analysis of 

data to divisional units.

Increased aw
areness 

of the C
ensus w

ill help 
im

prove the response 
rate and the validity of 
the data. R

efreshed 
em

ployee data w
ill 

allow
 Sheridan to track 

progress and to inform
 

recruiting and hiring 
decisions.

 YR
 1 and YR

 4 
(C

ensus data 
cam

paign cycle).

YR
 2, and YR

 5 new
 

divisional census 
reports circulated.

IC

All divisional units w
ill receive local 

census reports.

B
y YR

 4 the census response rate 
w

ill be 80%
.

d.
C

reate ED
I queries for 

Exit Surveys and 
Interview

s. Include 
self-identification in the 
redesigned applicant 
experience survey.
Exit Survey and 
Interview

 data com
piled 

and analyzed annually to 
identify issues that 
disproportionately 
im

pact IPED
G

s.

C
om

pile and analyze 
results of the candidate 
experience survey 
annually. 

R
eview

ing data 
(including self-
identification data) 
from

 candidates and 
those w

ho have left 
Sheridan w

ill allow
 us 

to gain talent 
m

anagem
ent insights 

to im
prove H

R
 ED

I 
practice.

Im
plem

ent YR
 2.

Annually YR
S 3-5.

H
R

ICPVP

ED
I is assessed and evaluated in 

candidate surveys, exit surveys 
and Interview

s.

The candidate experience of ED
I is 

assessed and evaluated. R
esults, 

including recom
m

endations for 
im

provem
ents w

ill be rolled up to 
PVP.

e.
C

om
plete another 

Em
ployee System

s 
R

eview
 that aligns w

ith 
the scope of the 
D

im
ensions application 

due in 2027.

O
ngoing assessm

ent 
allow

s us to m
easure 

the im
pact of ED

I 
interventions and 
enhance 
accountability.

B
y the end YR

 4.  
H

R
IC

The ESR
 is com

plete, the progress 
and gaps analyzed. R

esults are 
shared w

ith Sheridan com
m

unity.
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EDI SOLID FOUNDATION
ED

I F/W

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

1.2
C

nt’d
A

ccountability: B
uild system

atic data collection and assessm
ent capacity to m

easure the eff
ectiveness and 

im
pact of ED

I interventions and enhance transparency and accountability.
f.

Evaluate the activity of 
FA

AD
’s ED

I taskforce for 
lessons that could be 
applied m

ore w
idely 

across Sheridan.

Assessing and sharing 
the im

pact of initiatives 
in FA

AD
, and the 

resources allocated to 
them

, w
ill allow

 ED
I 

eff
orts to be m

ore 
readily pursued across 
Sheridan.

Analysis com
plete in 

YR
 1.

EEICFA
AD

All Faculties 
action 

Analysis com
pleted. R

esults 
shared w

ith other Faculties for 
actioning in YR

S 2-5. 

g. 
Plan for the next self-
assessm

ent beginning 
in January 2026, 
reflecting 
recom

m
endations from

 
last SAT w

here possible 
and appropriate based 
on evolution of 
D

im
ensions program

 
follow

ing the pilot 
period.

O
ngoing assessm

ent 
allow

s us to m
easure 

the im
pact of ED

I 
interventions and 
enhance accountability.

B
egins YR

 4
ICR

IE
SIC

AB

The SAT is identified, and Term
s of 

R
eference are in place.
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INCLUSIVE WORKFORCE
ED

I F/W

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

2.1
Talent Planning: Ensure that talent planning is com

pleted through the lens of ED
I.

a.
Follow

ing distribution of 
local census reports, 
support each division or 
Faculty to specify goals 
to address areas of 
underrepresentation.

N
ote: D

ue to data 
sam

ple sizes, C
ensus 

divisions are not 
synonym

ous w
ith 

business units. 

C
om

plem
ent plans w

ill 
create a m

echanism
 

for academ
ic leaders to 

intentionally consider 
w

hat institutional 
outcom

es w
e should 

strive for w
hen hiring 

faculty and how
 best to 

build the com
plem

ent 
needed to achieve 
academ

ic priorities.

C
ensus reports w

ill 
be circulated 
together w

ith 
conversation guide 
in YR

 1.

C
ensus-related goals 

w
ill be set by non- 

academ
ic divisions 

by YR
 3.

C
om

plem
ent plans 

for Faculties w
ill be

com
pleted by YR

 2.

ICH
R

C
PO

D

All divisions 
w

ill 
participate.

100%
 of divisional units w

ill have 
diversity goals.

100%
 of Faculties have 

com
plem

ent plans.

b.
Enhance ED

I practice in 
recruitm

ent by 
deepening H

um
an 

R
esources Talent 

Acquisition ED
I 

com
petencies. 

Supporting a deepened 
understanding of ED

I 
for staff

 in H
um

an 
R

esources recognizes 
their critical role in 
advancing ED

I eff
orts.

Specific training w
ill 

be identified by the 
end of YR

 2.
R

esources required 
for training w

ill be 
requested w

ith the 
aim

 that training w
ill 

be com
pleted by the

end of YR
 4.

H
R

80%
 of H

um
an R

esource – Talent 
Acquisition staff

 w
ill be trained in 

enhanced ED
I com

petencies in 
relation to hiring.
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INCLUSIVE WORKFORCE
ED

I F/W
2.2

Policy Infrastructure: ED
I w

ill be w
oven into the fabric of all organizational policies or guidelines that apply to 

em
ployees.

SPEC
IFIC

 AC
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

a.
R

eview
 Sheridan policies 

for com
pliance w

ith 
equity related legislation 
and alignm

ent w
ith ED

I 
principles.

Educate hiring m
anagers 

on equivalencies.

B
y system

atically 
integrating an ED

I lens 
for organizational 
policies, w

e w
ill ensure 

that ED
I considerations 

are integral part of 
policy m

aking and 
change m

anagem
ent.

51 em
ployee related 

policies w
ere review

ed 
for alignm

ent w
ith ED

I 
principles as part of the 
ESR

. As a result, four 
policy gaps w

ere 
identified including 
im

provem
ents to 

preferred nam
e policy 

and transitioning 
policy.

B
y the end of YR

 2, 
all policy 
recom

m
endations in 

the ESR
 w

ill be 
addressed.

B
egin tracking job 

postings w
ith 

equivalencies by end 
of YR

 2.

B
y the end of YR

 3, a 
scan of 
organizational 
policies that w

ere 
not review

ed as part 
of the ESR

 w
ill 

assess alignm
ent 

w
ith ED

I principles.

H
R

IC

B
y end of YR

 3 100%
 of all 

em
ployee policies w

ill reflect ED
I 

principles.

All future policies w
ill be review

ed 
w

ith an ED
I lens by YR

 2.

Increased num
ber of job postings 

w
ith equivalencies by YR

 3.

b.
C

reate a policy that 
ensures vacant 
m

anagerial and 
adm

inistrative positions 
are filled by a 
com

petitive process.

C
onsistent com

petitive 
processes w

ill increase 
confidence and 
fairness in the hiring 
process.

B
y YR

 2
H

R
IC

100%
 of all positions not being 

filled by a com
petitive process 

have a business case for this 
exception approved by a senior 
leader.
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INCLUSIVE WORKFORCE
ED

I F/W

SP
EC

IFIC
 A

C
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L U
N

ITS
SU

C
C

ESS C
R

ITER
IA

2.3
ED

I C
om

petencies: Em
ployees throughout the institution w

ill receive ED
I training specifi

c to their job and level.

a.
Increase dom

ain and job 
specific ED

I education
B

y enhancing role 
specific ED

I 
com

petencies, 
em

ployees can m
ore 

easily apply ED
I 

know
ledge in their field 

of influence and ED
I 

w
ill be better 

em
bedded throughout 

the institution.

Survey em
ployees 

for desired 
resources in YR

 1.

Learning resources 
and opportunities 
created and m

ade 
available on ongoing 
bases thereafter.

H
R

IC
 

G
enerator

M
etrics on #

 of participants and/
or dow

nloads of resources.

C
reate new

 survey questions 
related to ED

I training and 
learning opportunities that 
queries preparedness to apply 
know

ledge independently and 
relevance to role.  

b.
R

ecalibrate ED
I content 

in the Teaching and 
Learning Academ

y (TLA) 
and Peer C

oaching 
program

s. 

Enhancing ED
I 

alignm
ent of existing 

program
s w

ill serve to 
em

bed ED
I in the 

faculty onboarding 
process.

A review
 of the TLA 

and Peer C
oaching 

program
 w

ill be 
com

pleted by YR
 3. 

R
efined ED

I aligned 
curriculum
com

pleted by YR
 4.

SPAR
K

TLA and Peer-C
oaching 

participant evaluation of 
preparedness to apply know

ledge 
independently and relevance to 
role.

c.
O

ff
er coaching and 

m
entorship to leaders, 

faculty and relevant staff 
in the academ

ic division. 

B
y off

ering continual 
and specialized support 
em

ployees w
ill im

prove 
their capacity to apply 
ED

I principles in their 
sphere of influence.

ED
I coaching and 

m
entorship is 

underw
ay for 

academ
ic leaders, 

SPAR
K and faculty 

in FA
AD

. R
oll out to 

other areas of 
academ

ic division in
YR

S 2-5.

SPAR
K

100%
 of Academ

ic leaders to 
have had 1:1 w

ith the D
irector of 

Educational Equity.

75 faculty w
ill be reached per 

year via group dialogues.

O
ngoing check-ins w

ith academ
ic 

leaders to assess im
pact of

coaching on their w
ork.
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INCLUSIVE WORKFORCE
ED

I F/W
 

SP
EC

IFIC
 A

C
TIO

N
S

R
ATIO

N
A

LE
TIM

EFR
A

M
E

R
ESP

’L 
U

N
ITS

SU
C

C
ESS C

R
ITER

IA

2.4 
ED

I in R
esearch: G

row
 em

ployee participation in research activities.  

a.
Enhance visibility of and 
access to the research 
offi

ce, research centres 
and research spaces 
though Trafalgar 
K–W

ing renovations.

Physical spaces are an 
im

portant part of 
creating an inclusive 
and supportive cam

pus 
com

m
unity.

K-W
ing renovations 

com
pleted by YR

 2.

O
pen house to be 

hosted in YR
 2, plus 

up to 3 annual 
events open to the 
Sheridan 
com

m
unity by YR

 5.
G

enerator Support 
O

ffi
ce survey 

repeated before end 
of YR

 3.

G
enerator

Aw
areness of G

enerator Suuport 
O

ffi
ce and its services as 

m
easured through survey.

M
etrics on #

 of projects and #
 of 

R
IE events open to the 

com
m

unity hosted in K-W
ing.

 

b.
R

efine and re-launch 
research m

entorship 
program

 in response to 
pilot data and 
com

m
unity input.  

Enhancing peer 
m

entoring and 
netw

orking for 
em

erging Sheridan 
researchers helps 
break dow

n silos and 
invites those w

ho m
ay 

not see them
selves as 

researchers to be 
engaged and 
supported.

TR
EE (recalibrated 

research m
entorship 

program
) w

ill be 
launched by end of 
YR

 1.

Feedback from
 

program
 evaluation 

considered year 
after year for 
continuous 
im

provem
ent.

G
enerator

Assessm
ent of TR

EE, including 
tracking #

 of applications/ 
projects by participants over tim

e.

Participants/m
entors are w

illing 
to share their stories at events 
and in recruitm

ent eff
orts.

c. 
C

ontinue to prom
ote 

and celebrate Spring/
Sum

m
er research tim

e 
w

hile exploring w
ays to 

expand faculty tim
e for 

research.

M
echanism

s to 
facilitate tim

e for 
research support 
participation in 
research activities.

O
ngoing

Presentations on 
Spring/ Sum

m
er 

research tim
e to AD

 
council and 
conversation w

ith 
academ

ic leaders 
initiated by YR

 3.

G
enerator

Sustained or increased 
participation in Spring/Sum

m
er 

research tim
e.

Analysis of tim
e assigned for 

research in Standard W
orkload 

Form
s com

pleted annually.
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INCLUSIVE WORKFORCE
ED

I F/W
SP

EC
IFIC

 A
C

TIO
N

S
R

ATIO
N

A
LE

TIM
EFR

A
M

E
R

ESP
’L 

U
N

ITS
SU

C
C

ESS C
R

ITER
IA

2.5 
W

ork-Life B
alance: P

rovide dedicated supports and resources for Indigenous P
eoples, equity deserving groups and other 

groups. 

a.
Encourage the form

ation 
of and provide resources 
and supports to 
Em

ployee R
esource 

G
roups (ER

G
s).

Special eff
orts w

ill be 
m

ade to encourage the 
form

ation of 2SLG
B

TQ
+ 

Em
ployee R

esource 
G

roup.

Enabling ER
G

s creates 
a resource to deepen 
understanding of 
barriers to ED

I at 
Sheridan, and also 
increase em

ployee 
engagem

ent, 
satisfaction, and 
ultim

ately com
m

itm
ent.

M
em

bers can access 
professional and social 
support.

In Fall 2022, 
Sheridan launched 
tw

o inaugural ER
G

s: 
Indigenous Peoples 
and em

ployees w
ith 

disabilities. O
ngoing 

enlisting of ER
G

s in 
YR

S
1-5.

H
R

IC

An Em
ployee R

esource G
roup 

satisfaction survey w
ill be 

launched in YR
 1 w

ith year over 
year im

provem
ents in evaluation.

Increased num
ber of ER

G
s 

including a 2SLG
B

TQ
+ Em

ployee 
R

esource G
roup.

b.
Educate em

ployees and 
m

anagers about m
ental 

health, m
ental w

ellness 
and accessing 
accom

m
odations. 

B
y raising aw

areness 
about m

ental health 
and m

ental w
ell-being, 

Sheridan aim
s to 

destigm
atize m

ental 
health and increase the 
likelihood that 
em

ployees w
ill seek 

and receive needed 
accom

m
odations.

B
y end of YR

 2, a 
cam

paign directed 
at em

ployees w
ill 

raise aw
areness 

about m
ental health, 

accom
m

odations 
and their rights.

M
etrics review

ed 
annually.

H
R

C
PAM

IC

Participation m
etrics for learning 

sources (e.g., #
 of people w

ho 
open e- m

ails, num
ber of people 

w
ho attend events, event 

evaluations).

M
ental health accom

m
odation 

m
etrics review

ed annually.
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ED
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N
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R
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N
A
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A

M
E

R
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’L 
U

N
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C

C
ESS C

R
ITER

IA

3.1
K

now
ledge M

obilization: Sheridan leads in Equity, D
iversity, Inclusion and D

ecolonization know
ledge m

obilization. 

a.
D

evelop an Indigenous 
Engagem

ent R
oadm

ap 
for Sheridan. (See also 
4.1.c)

Sheridan has a 
responsibility and 
com

m
itm

ent to building 
reciprocal relationships w

ith 
Indigenous com

m
unities.

D
eveloping a roadm

ap w
ill 

provide a fram
ew

ork for 
relationship-building.

C
om

plete roadm
ap 

by YR
 2. O

ngoing 
activity and 
m

onitoring im
pact 

thereafter. 
IC

An Indigenous Engagem
ent 

R
oadm

ap is com
pleted. 

M
etrics identified based on 

R
oadm

ap.

b.
Im

plem
ent the 

D
ebw

ew
in project w

ith 
the M

ississaugas of the 
C

redit First N
ation and 

other ally organizations 
in H

alton-Peel 
R

egionion.

Sheridan has a 
responsibility and 
com

m
itm

ent to building 
reciprocal research 
relationships w

ith 
Indigenous com

m
unities.

O
ngoing, w

ith the 
D

ebw
ew

in project 
launched in YR

 1

R
esearch 

partnership 
engagem

ent 
strategy developed 
in YR

 2

G
enerator

ICFAC
U

LTIES

O
ngoing partnerships and 

positive evaluation of research 
partnerships w

ith Indigenous 
com

m
unities.

c.
Serve as a K

now
ledge 

M
obilization partner 

w
ith C

olleges and 
Institutes C

anada in the 
Federal governm

ent’s 
50/30 C

hallenge.

Sheridan collaborates w
ith 

other organizations for 
m

utual learning to drive 
change.

YR
S 1 - 3, w

ith 
possible funding 
extension 

IC
#

 of organizations using 50/30 
K

now
ledge M

obilization tools.

50/30 evaluation m
etrics. 

d.
Partner in a G

ender 
Equality Policies and 
Training project for 
Technical and Vocational 
Education and Training 
(TVET) institutions in 
Kenya.

International collaboration 
and m

ultisectoral 
partnerships foster global 
citizenship.

O
ngoing– YR

 3
IC

 
TVET evaluation m

etrics.

COMMUNITY CONNECTIONS
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4.1 Infrastructure for ED
I: Sheridan has an infrastructure that supports capacity in em

bedding ED
I, R

econciliation and decolonization 
in curriculum

, pedagogy and the classroom
 environm

ent.

a.
U

tilize the inform
ation from

 
engagem

ent and capacity-
building activities coupled w

ith 
an external literature review

 to 
develop a Sheridan-specific 
practice-based Educational 
Equity R

oadm
ap (EER

). 

C
reating an EER

 w
ill allow

 Sheridan 
to advance ED

I m
aturity in the 

W
hole Student Experience.

YR
S 1-3

SPAR
K

A practice-based 
Educational Equity 
Fram

ew
ork is com

plete.

b.
D

evelop an action plan to 
im

plem
ent the EER

.

Em
bed EER

 in the form
ative 

faculty assessm
ent.

Im
plem

enting the EER
 w

ill further 
em

bed ED
I into pedagogy and 

curriculum
 developm

ent and 
support the creation of inclusive 
learning environm

ents.

YR
S 1-5  

SPAR
K

All equity-centered 
toolkits for the 
developm

ent and review
 

of policies, program
s, 

curriculum
, and 

procedures are com
pleted 

and shared w
ith 

appropriate stakeholders.

Focus group results.

c.
Source and m

ake available 
appropriate learning resources 
to expand non-Indigenous 
people’s know

ledge of the 
history of colonialism

 in 
C

anada and their role in 
reconciliation. (See also 3.1.a)

D
eep understanding of the Truth 

and aw
areness of individual role in 

R
econciliation w

ill provide Sheridan 
Em

ployees w
ith tools necessary for 

excellence in academ
ic program

s, 
pedagogy and research.

This w
ill be how

 Sheridan lives its 
obligation to Truth and 
R

econciliation per Indigenous 
Education Protocol com

m
itm

ents.

YR
 2

O
ngoing activity and 

m
onitoring im

pact 
thereafter.

Indigenous 
Engagem

ent 
Indigenous Engagem

ent 
R

oadm
ap com

plete by the 
end of YR

 2.

Participation and 
engagem

ent m
etrics.

d.
C

reate a suite of program
m

ing 
available to all em

ployees and 
students on the N

ational D
ay 

for O
bservance of Truth and 

R
econciliation (recently 

approved as an annual non-
teaching day)

O
ff

ering dedicated program
m

ing 
underscores the significance of 
Septem

ber 30 and w
ill help to 

increase aw
areness, personal 

com
m

itm
ent and action related to 

Truth and R
econciliation.

YR
S 1-5 ongoing

TR
W

G

ICALL D
IVISIO

N
S 

Participation and 
engagem

ent m
etrics.

e. 
Introduce self-identification 
survey for students.

C
ollecting data about our student 

population w
ill help Sheridan to 

better address student needs and 
m

ake data inform
ed decisions.

Pilot student self-
identification survey in YR

 2. 
Launch student  
identification survey in YR

 3.

SEEM
IC

Student self-identification 
survey is launched.

WHOLE STUDENT EXPERIENCE
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A
bbreviations &

 A
cronym

s List

2SLG
B

TQ
+ 

2spirited, Lesbian, G
ay, B

isexual, Transgender, and Q
ueer 

AD
Associate D

ean
C

PAM
C

om
m

unication, Public Aff
airs, and M

arketing
C

PO
D

C
entre for People and O

rganizational D
evelopm

ent
ED

I
Equity, D

iversity, and Inclusion
EER

Educational Equity R
oadm

ap
ER

G
s

Em
ployee R

esource G
roups

ESR
Em

ploym
ent System

s R
eview

FA
AD

Faculty of Anim
ation, Arts &

 D
esign

G
D

EIB
G

lobal D
iversity, Equity and Inclusion B

enchm
arks

G
enerator

G
enerator at Sheridan

H
R

H
um

an R
esources

IC
Inclusive C

om
m

unities
IC

AB
Inclusive C

om
m

unities Advisory B
ody

IPED
G

Indigenous Person and person from
 an equity deserving group

IR
Institutional R

esearch
PFD

R
Perform

ance Feedback and D
evelopm

ent R
eview

PVP
President and Vice Presidents

R
IE

R
esearch, Innovation and Entrepreneurship

SAT
Self-Assessm

ent Team
SEEM

Student Experience and Enrolm
ent M

anagem
ent

SPAR
K

C
entre for Academ

ic Excellence
TLA

Teaching and Learning Academ
y

TR
EE

The R
esearch Essentials Experience

TR
W

G
Truth and R

econciliation W
orking G

roup
TVET

Technical and Vocational Education and Training



Get in touch 
Davis Campus 
7899 McLaughlin Road 
Brampton, Ontario L6Y 5H9 
T 905-459-7533

Hazel McCallion Campus 
4180 Duke of York Blvd. 
Mississauga, Ontario L5B 0G5 
T 905-845-9430

Trafalgar Road Campus 
1430 Trafalgar Road 
Oakville, Ontario L6H 2L1 
T 905-845-9430

sheridan_college

sheridaninstitute

sheridancollege

www.sheridancollege.ca

https://www.instagram.com/sheridan_college/?hl=en
https://www.facebook.com/sheridaninstitute/
https://twitter.com/sheridancollege
http://www.studyatsheridan.ca
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