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	Project Title: Navigating Academic Spaces: Untold Stories of Black, Indigenous and Women of Colour
	Introduction: This policy brief presents key findings and recommendations from a research project that sought to deepen our understanding of the experiences of Black, Indigenous, and Women of Colour (BIWOC) academics, administrators, and graduate students in Canadian academia. Despite efforts to promote equity, diversity, and inclusion, many academic institutions in Canada continue to struggle with systemic barriers and biases that affect the recruitment, retention, and success of BIWOC. This project aimed to shed light on these issues and identify strategies for creating more inclusive and equitable academic environments. Through a comprehensive review of existing literature and original research, we explored the following research questions: What are the experiences of BIWOC academics, administrators, and graduate students in Canadian academia? What systemic barriers and biases do they face, and how do these impact their careers and well-being? What policies and practices can academic institutions implement to promote equity, diversity, and inclusion?
The project used a qualitative research approach to gather rich and nuanced data on the experiences of BIWOC individuals. This brief is organized into several sections, including an overview of the key findings, implications for policy, and an extension of the project. It is intended for academic administrators, policymakers, and other stakeholders who are working to promote equity, diversity, and inclusion in academic institutions. By highlighting the experiences and perspectives of BIWOC individuals, we hope to inform policy and practice changes that promote greater equity, diversity, and inclusion in academia.
	Key Findings: Our research project uncovered several key findings that shed light on the experiences of Black, Indigenous, and Women of Colour (BIWOC) academics, administrators, and graduate students in Canadian academia. These findings highlight the systemic barriers and challenges that BIWOC individuals face, impacting their careers, well-being, and overall success.
BIWOC individuals encounter numerous systemic barriers, including discrimination, such as racism, sexism, and homophobia, which can manifest in subtle ways, like microaggressions, or more overt ways, like exclusionary language or behaviour. Additionally, they often experience cultural taxation, which refers to the emotional, mental, and physical labour expected of them in academic and professional settings, including serving on diversity committees and navigating complex environments. BIWOC individuals are also underrepresented in leadership positions, making it difficult to find supportive mentors and role models.
The cumulative effect of these systemic barriers can lead to stress, anxiety, burnout, isolation, and disengagement among BIWOC individuals, ultimately resulting in increased attrition rates. Despite efforts to promote equity, diversity, and inclusion, our research suggests that current approaches have been insufficient, often falling short of addressing the root causes of systemic barriers and biases. A more comprehensive approach is needed to address the complex and intersecting forms of oppression that BIWOC individuals face.

	Implications for Policy: The research findings have significant implications for policy formulation and decision-making in academic institutions. To promote greater equity, diversity, and inclusion, institutions should consider developing and implementing policies that address the specific needs and concerns of BIWOC individuals. This includes policies related to diversity and inclusion training, inclusive hiring practices, mentorship programs, and accountability mechanisms. By implementing these policies, institutions can create a more equitable environment that supports the recruitment, retention, and success of BIWOC individuals.
The following sections outline the key policy implications in more detail, including specific policy recommendations, implementation strategies, and potential challenges.
Policy Recommendations: Institutions should implement policies that promote diversity and inclusion, such as mandatory diversity and inclusion training for faculty and staff. This training should cover issues related to implicit bias, microaggressions, and cultural competence. Additionally, institutions should implement inclusive hiring practices, such as blind hiring or cluster hiring, to increase diversity in faculty and staff. Mentorship programs can also be established to support the career development and advancement of BIWOC individuals.
Benefits of Policy Implementation: Implementing policies that address systemic barriers can lead to numerous benefits, including improved retention and recruitment of BIWOC academics, administrators, and graduate students. A more diverse and inclusive academic environment can also be fostered, leading to increased representation of BIWOC individuals in leadership positions. Furthermore, policies that promote diversity and inclusion can lead to a more positive and supportive campus climate.
Implementation Strategies: To ensure the successful implementation of policies, institutions should engage with stakeholders, including faculty, staff, and students, to inform policy development and implementation. Providing training and support for faculty and staff is also crucial to ensure that policies are implemented effectively. Regular monitoring and evaluation of policies and initiatives can help identify areas for improvement and ensure that goals are being met.
Addressing Intersectionality: Policies should be designed to address the unique experiences of individuals with multiple marginalized identities. This can involve using an intersectional framework to inform policy development and implementation. Inclusive language that acknowledges and respects diverse identities and experiences should also be used.
Policy Implementation Challenges: Institutions may face challenges in implementing policies to promote diversity and inclusion, including resistance to change from existing power structures or individuals who may feel threatened by changes to the status quo. Limited resources, including funding, personnel, and infrastructure, can also pose a challenge. To overcome these challenges, institutions can secure leadership commitment, build coalitions with diverse stakeholders, and provide training and support for faculty and staff.
Role of Leadership: Leadership commitment and support are critical to promoting diversity and inclusion. Leaders can set the tone for a culture of inclusion and respect, allocate resources to support policy implementation, and hold individuals accountable for promoting diversity and inclusion.
Assessment and Evaluation: Institutions should regularly assess and evaluate the effectiveness of policies and initiatives aimed at promoting diversity and inclusion. This can involve tracking metrics, conducting surveys, and making adjustments to policies and initiatives based on feedback and metrics. By regularly assessing and evaluating policies and initiatives, institutions can ensure that they are meeting their goals and making progress towards creating a more equitable environment for all individuals.
Conclusion: In sum, promoting diversity and inclusion in academic institutions requires a comprehensive and intentional approach. By developing and implementing policies that address the specific needs and concerns of BIWOC individuals, institutions can create a more equitable environment that supports the recruitment, retention, and success of all individuals. This requires a commitment to addressing systemic barriers, fostering a culture of inclusion, and holding individuals accountable for promoting equity and respect. By working together, institutions can create a more just and equitable environment for all.
	Policy Recommendations: To promote greater equity, diversity, and inclusion in academic institutions, it is essential to develop and implement policies that address the specific needs and concerns of BIWOC individuals. The following policy recommendations are proposed:
Culturally Safe Spaces: Developing and implementing policies that promote culturally safe spaces for qualified BIWOC academics, administrators, and graduate students is crucial. This can be achieved by creating dedicated spaces for BIWOC individuals to gather, socialize, and find support. Institutions can also provide resources and funding for events and initiatives that celebrate and identify strengths and contributions of diverse cultures and identities. Furthermore, ensuring that physical spaces are accessible and welcoming to all individuals is vital. By creating culturally safe spaces, institutions can foster a sense of belonging and community among BIWOC individuals.
Representation in Leadership: Increasing representation of qualified BIWOC in leadership positions is critical to promoting diversity and inclusion. This can be achieved through targeted recruitment and retention strategies. Institutions can actively seek out and recruit BIWOC candidates for leadership positions and provide training and development opportunities to support their advancement. Additionally, implementing policies to retain BIWOC leaders, such as mentorship programs and support networks, can help facilitate meaningful and long-lasting change in the academy.
	Policy Implementation: Effective policy implementation is crucial to promoting equity, diversity, and inclusion in academic institutions. To ensure that policies are implemented in a way that is meaningful and impactful, institutions should prioritize intentionality, purposefulness, and tangible results. This involves moving beyond performative actions and instead focusing on non-performative actions that drive real change.
To achieve this, institutions should take A Strategic Approach to policy implementation. This involves developing a clear plan with specific goals and objectives, informed by the needs and concerns of stakeholders, including BIWOC academics, administrators, and graduate students. Collaboration with stakeholders is essential to this process, and can be achieved through regular meetings and focus groups. By working together, institutions can ensure that policies are tailored to the needs of BIWOC individuals.
Effective policy implementation involves several key components. Resource Allocation is critical, and institutions should allocate resources in a way that supports equity, diversity, and inclusion initiatives and promotes tangible results. This can include funding for training and mentorship programs, as well as resources and tools to support faculty and staff in implementing policies effectively. Accountability is also essential, and institutions should establish mechanisms to track progress and ensure that policies are implemented in a way that is consistent with their goals and objectives.
To support effective implementation, institutions can establish a Task Force to monitor progress and address challenges. This task force can be responsible for overseeing policy implementation, identifying areas for improvement, and providing regular updates and reports on progress and challenges. Additionally, institutions can engage with existing initiatives and programs to promote equity, diversity, and inclusion, building partnerships and identifying opportunities for collaboration and synergy.
Finally, institutions should prioritize ongoing evaluation and improvement in policy implementation. This involves regularly assessing the effectiveness of policies and initiatives, identifying areas for improvement, and making adjustments as needed. By taking a proactive and iterative approach to policy implementation, institutions can ensure that they are making progress towards their goals and promoting a culture of equity, diversity, and inclusion. By integrating these components, institutions can ensure that policies are implemented in a coordinated and effective manner, driving real change and promoting a more equitable environment for all.
	Key Messages: The experiences of BIWOC academics, administrators, and graduate students in academic institutions are shaped by systemic barriers, necessitating a comprehensive approach that promotes equity, diversity, and inclusion. These barriers can limit opportunities and create a hostile environment, making it essential for institutions to address them through policy changes, training and education, and accountability mechanisms.
A comprehensive approach to addressing these barriers involves understanding the specific needs and concerns of BIWOC individuals. By engaging with stakeholders and gathering feedback, institutions can develop policies that are tailored to the needs of BIWOC academics, administrators, and graduate students. This approach enables institutions to create a more inclusive environment that supports the success of all individuals.
Implementing policies that address systemic barriers can have a positive impact on academic institutions. Effective policy implementation can lead to improved retention, recruitment, and representation of BIWOC individuals, which can attract and retain top talent, improve student outcomes, and enhance the institution's reputation. To achieve this, institutions should prioritize collaboration and stakeholder engagement, working with BIWOC individuals to develop and refine policies that meet their needs.
Collaboration and stakeholder engagement are critical components of successful policy implementation. By building partnerships with existing initiatives and programs, institutions can leverage resources and expertise to drive positive change and promote equity, diversity, and inclusion. This approach enables institutions to create a more inclusive environment that supports the success of all individuals, ultimately leading to a more equitable and diverse academic community.
To this end, promoting equity, diversity, and inclusion in academic institutions requires a comprehensive approach that addresses systemic barriers and promotes positive change. By prioritizing policy implementation, collaboration, and stakeholder engagement, institutions can create a more inclusive environment that supports the success of all individuals, driving meaningful change and promoting a culture of equity, diversity, and inclusion.
	Additional Resources: This project has generated several additional output resources, including:

Book
Dixon, S., & DePass, C. (Eds.). (in progress). Racialized women navigating academic spaces: Stronger together. Bloomington Publication Inc.

Extension of the Project: Call for Submissions
This project has been extended to include a Call for Submissions for a Special Issue of Cultural and Pedagogical Inquiry (CPI), entitled "No longer silent: Racialized academic women speak out!" Guest edited by Sandra Dixon, Cecille DePass, Towani Duchscher, and Apooyak’ii/ Tiffany Hind Bull-Prete, this issue aims to amplify the voices of racialized academic women, addressing systemic barriers, biases, and triumphs in academia. Submissions are invited in various formats, including articles, essays, poetry, art, and photography, with a deadline of July 1, 2025, and a proposed publication date of Late Summer 2026.

Conferences
Dixon, S., & DePass, C., & Batta, M. (2024, March 5). “And Still, We Rise”: Exploring the experiences of racialized women in the academy. Virtual presentation at the 19th Annual Education and Development Conference [EDC2024], March 5-7, 2024, Thailand. https://www.ed-conference.org/edc2024videos.html
Dixon, S., & DePass, C., Edge, D., & Batta, M. (2023, June 2). No longer silent!” Racialized academic women speak out. Open/Technology in Education, Society, and Scholarship Association (OTESSA Conference) (virtual presentation). York University, Ontario.

Media Coverage
ulethbridge. (2024, March 9). Owning my voice and speaking my truth in academic space. PUBlic Professor Series: Dr. Sandra Dixon [Video]. YouTube. https://youtu.be/V8W0NbQRG50?si=fimIRWihO93JfxlA
ulethbridge. (2024, February 26). Owning my voice and speaking my truth in academic space. PUBlic Professor Series presents Dr. Sandra Dixon [Video]. YouTube. https://youtu.be/yVs834z8D4o?si=1hlhpuSgaaRNUCW6
ulethbridge. (2024, February 26). Dr. Sandra Dixon: PUBlic Professor Series. Instagram. https://www.instagram.com/reel/C30cEH6pDx0/
	undefined: Dr. Sandra Dixon
	Project dates start and end: July 1, 2022-January 31, 2025
	Grant name: Prentice Institute Research Seed Grant (PIRSG) 


