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Guidelines: Incorporation of Equity, Diversity, Inclusion (EDI) Principles 
and Practices in Department of Laboratory Medicine & Pathobiology 
Committees 
1.0 LMP Commitment to Equity, Diversity, Inclusion (EDI) 

The Department of Laboratory Medicine & Pathobiology (LMP) at the University of Toronto 
(U of T) is committed to the principles of EDI (which includes indigeneity and accessibility) 
and Wellness in all that we do.  
This includes 
a. recruiting and retaining learners, staff and faculty that reflect the diversity of our society,  
b. recognizing identity, trauma, and resilience of diverse individuals and groups including, 

but not limited to, Indigenous groups and individuals with disabilities, who may be LMP 
staff, students, faculty, or affiliated with LMP, or patients, and considering the impact of 
our policies and practices on these groups, 

c. creating, supporting, and maintaining a learning and working environment that is free 
from discrimination, harassment, intimidation, bullying, and disrespectful behavior, and 

d. ensuring that our programs and curricula prepare LMP members to meet the needs of 
the diverse communities they will serve in their careers in Canada and around the world. 

 

2.0 Definitions  

a. Equity: “Implies fairness and impartiality. A distinct process of recognizing differences 
within groups of individuals and using this understanding to provide equal opportunities.” 
(Direct quote from: Faculty of Medicine Diversity Advisory Council: Terms of Reference) 

b. Diversity: “Diversity embodies inclusiveness, mutual respect of multiple perspectives, 
and serves as a catalyst for change resulting in equity. In this context, we are mindful of 
all aspects of human differences; including and not limited to, socioeconomic status, 
race, ethnicity, language, nationality, sex, gender identity, sexual orientation, religion, 
geography, disability, and age.” (Direct quote from: Faculty of Medicine Diversity 
Advisory Council: Terms of Reference) 

c. Inclusion: “Inclusion is a core element for successfully achieving diversity. Inclusion is 
achieved by nurturing the climate and culture of the department through professional 
development, education, policy, and practice. The objective is to create a climate that 
fosters belonging, respect, and value for all and encourage engagement and connection 
throughout the department and community.” (Direct quote from: Faculty of Medicine 
Diversity Advisory Council: Terms of Reference) 

d. Indigeneity: “Can be seen as the re-doing or reaffirming of education to include 
Indigenous ways of knowing, thinking, feeling, and being. It involves elevating the voices 
of Indigenous peoples, elevating traditional, and cultural knowledge, and intentional 
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inclusion of Indigenous ways of teaching and learning to form and create pedagogical 
approaches.” (Direct quote from: Queen’s University: Office of Indigenous Initiatives) 

e. Accessibility: “Giving equitable access to everyone along the continuum of human ability 
and experience. Accessibility encompasses the broader meanings of compliance and 
refers to how organizations make space for the characteristics that each person brings.” 
(Direct quote from: American Alliance of Museums: Diversity, Equity, Accessibility and 
Inclusion). 

3.0 Objective 

Together with the LMP Terms of Reference template, this document will aid in the 
development of committees that are guided, composed and governed by EDI principles, 
with memberships that are representative and inclusive of the diverse dimensions of LMP.  

4.0 Benefits for committees that respect equity, diversity, and inclusion principles 

a. Ensure representation of the broad LMP community. 
b. Better anticipate and consider concerns and perspectives of all constituencies. 
c. Draw upon a broad and representative range of competencies and knowledge to solve 

complex issues and develop creative solutions. 
d. Attract and engage talented individuals to LMP. 
e. Enhance excellence throughout LMP. 
f. Uphold the University’s commitment to fairness and inclusion. 
g. Ensure that members of the LMP community feel included in activities/decision making. 
h. Dismantle barriers which prevent meaningful participation in departmental decision 

making. 
i. Advocate decolonization and recognition of Indigenous worldviews and values. 

5.0 Incorporation of EDI principles into committee practices 

5.1 Committee member recruitment  
a. Committee recruitment methods should be transparent and standardized for all. 
b. Recruitment of members could involve identification of potential members by staff, 

learners, research staff, faculty, and committee members. Self-nominations could also 
be considered. 

c. Members should be recruited from the LMP community. Members should be informed 
of opportunities by advertising at LMP meetings and in newsletters, encouraging 
nomination by LMP members, and promoting committees in LMP-wide newsletters, 
emails, and seminars. 

 

https://www.queensu.ca/indigenous/decolonizing-and-indigenizing/defintions
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5.2 Committee membership 
a. Create committees that are composed of individuals who are diverse in knowledge, 

worldviews, and experiences. 
b. Consider that group composition affects deliberation and consensus reached (Cooper 

& Carr 2010; Mallery et al 2019). 
c. Composition should consist of a variety of perspectives and expertise to achieve the 

committee’s purpose. 
d. Membership can be based on different lived experiences, skills in specific areas, 

disciplinary diversity, education level/training. 
e. Committees should contain LMP representatives from different academic units and 

locations and alumni. 
f. Identify voices and perspectives that are missing within the committee and develop 

strategies to recruit individuals who can provide those perspectives. 
g. Ask Vice Chair, Promotion and Mentorship to reflect on membership. 
h. Selection criteria should be transparent and standardized for all potential members. 
i. Consider that groups larger than five members are more likely to be led by a dominant 

speaker (Fay et al. 2000). When appropriate, establish working groups consisting of 
five members maximum, with the goal of increasing the potential for dialogue and 
generation of novel ideas. 

5.3 Committee member term length 
a. Maintain records of involvement on Departmental Committees to ensure new members 

are invited to participate and that other members are not committed to many 
committees for long periods of time. 

b. Review membership cycles on a yearly basis. 
c. New members should join at regular staggered cycles when possible. 
d. To improve committee member participation and retention, provide new members with 

an orientation session on the roles and expectations of the committee. 

5.4 Committee procedures, including decision making processes 
a. Set clear ground rules which explicitly promote inclusion when a committee is formed 

and review them yearly and/or with onboarding of new members. Being clear on 
expected conduct creates a safe space, makes everyone aware of their rights and 
responsibilities, and ensures that all members can contribute to decision-making 
processes. 

b. The lead should be aware of how often members speak or provide input into decision-
making process to ensure participation from all members. 

c. Encourage participants to “step up” or “step back,” if they are typically more reserved or 
outgoing, respectively. 
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d. Make space for different types of communication and thinking styles. 
e. Consider power dynamics between committee members (which may arise due to 

differences in seniority or marginalization). 
f. Explore different decision-making processes (i.e., live polling, anonymous surveys, 

dotmocracy voting, etc.). 
g. Identify unconscious bias and acknowledge impact it may have on decision making 
h. Committee members must actively seek the opinions and perspectives of stakeholders 

who will be affected by decisions (i.e., contact form and call out to faculty). 
i. A plan should be established to incorporate stakeholder knowledge and relay such 

considerations. 
j. Stakeholders should be given a means to communicate with committee at any time 

throughout and/or after the decision-making process. 
k. Consider the appointment of an EDI advocate to help guide decision making 
l. Promote goal setting for committees regarding EDI principles. 

5.5 Unconscious bias 
a. All members should be trained to understand and recognize unconscious bias and 

structural barriers. 
b. Systemic inequities and unconscious bias are inhibitory to the intended outcomes of 

diversification. 
c. Adequate training on the histories of structural barriers is necessary to address inequitable 

power dynamics. 

5.6 Accessibility 
a. Set up ways for members to access documents related to committee work (i.e., meeting 

minutes, agendas, and resources). Clear criteria (e.g., confidentiality) must be provided for 
excluding documents from public disclosure. 

b. Ensure that all members find resources (i.e., content and proceedings of meetings) and 
meetings (includes physical access) accessible. 

c. Policies must be flexible to ensure appropriate and active participation from all members. 

5.7 Indigenous Perspective 
a. Committees need to have an indigenous perspective that reflects impact on this 

community, and other disadvantaged groups, and how they might promote their equity, 
diversity, and inclusion 

b. To incorporate an indigenous perspective into LMP, we may consider learning about and 
addressing decolonization, indigenization, and incorporation of Indigenous pedagogies 

c. Consider the impact of LMP policies and practices on individuals or groups of individuals 
who may have been impacted by historical trauma and discrimination 
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d. Evaluate if past procedures need to be updated to reflect best practices 
e. When new procedures, practices, or policies are devised by LMP committees, it may be 

beneficial to form formal and informal partnerships with Indigenous organizations if 
appropriate 

f. Terms of Reference documents and agendas for each committee should include a Land 
Acknowledgement 

i. A suggested acknowledgment is: “We acknowledge the land on which the Faculty 
of Medicine operates. For thousands of years, it has been the traditional land of 
the Huron-Wendat, the Seneca, and most recently, the Mississaugas of the 
Credit River. Today, this meeting place is still the home to many Indigenous 
people from across Turtle Island and we are grateful to have the opportunity to 
work on this land.” 

ii. Committees may also choose to ask one member to reflect on the land 
acknowledgement at each meeting. 

• Questions that one may wish to reflect on include:  

• What is your relationship to the land? 

• How do your research, work, and other aspects of your life benefit 
from the privilege of being, living, and learning on this land? 

5.8 Recognition 
Identify ways to recognize members for their contributions. 
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