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Agenda should contact the University Secretariat before the Board meeting. Members 
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the Board meeting.  
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 OPEN SESSION 

 
 1. Notice of Meeting (8:30 AM) 

 
 2. Remarks from the Chair 

 
 3. Approval of the Agenda – Open Session 

 
 4. Declarations of Conflicts of Interest 

 
 CONSENT 

 
 5. Minutes of the Previous Meeting - December 11, 2025 (Open 

Session) 
Approval  

7 - 15  Open Session Minutes - Board of Governors - December 11, 
2025 

 
 6. Committee Reports 

 
 1. Planning and Resources Committee 

  
16   Report from the Planning and Resources Committee 

  
17 - 19 a. Report from the University Student Fees Committee 

Approval 
Report from the University Student Fees Committee 
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 2. University Planning Committee  
20   Report from the University Planning Committee 

  
21 - 26 a. Report from the Office of the Vice-President, Research 

Information 
Report from the Office of the Vice-President, Research 
  

27 - 31 b. Report from Financial Affairs 
Information 
Report from Financial Affairs 

 
 REGULAR 

 
 7. Business Arising 

 
 8. Board Feedback on Strategic Plan (8:35 AM) 

S. McCracken & N. Lishchyna 
Discussion 

 
 9. President's Report to the Board of Governors (9:10 AM)  
32 - 36   President's Report to the Board of Governors 

 
 10. Communications 

  
 1. Artwork Feature (9:30 AM) 

M. Reid 
Information 
  

37 - 69 2. Equity and Inclusion Office Annual Report 2024-2025 (9:35 
AM) 
B. Walker 
Information 
Equity and Inclusion Office Annual Report 2024-2025 

 
 11. Report from the Senate (9:45 AM)  
70   Report from the Senate 

  
 1. Enrolment Management Team 

M. Grasselli 
Verbal Update for Information 

 
 12. Committee Reports (10:00 AM) 

  
71   Report from the Remunerations Committee 

 
 1. Remunerations Committee 
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M. Shoukri

a. First Tentative Agreement with CUPE Unit 4 (Residence
Life)
W. McKenna & M. Pooran
Approval

72 - 77 Executive Summary - Summary of Terms of a First 
Collective Agreement 
Summary of Terms of a First Collective Agreement 

13. Presentation to the Board of Governors (10:10 AM)

Name: Allison Williams
Title: Setting the Standard for Employer Supports for Caregivers: the
CSA Standard

78 - 95 Setting the Standard for Employer Supports for Caregivers: the 
CSA Standard 

14. Other Business (10:30 AM)

BREAK

CLOSED SESSION 
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Report to the Board of Governors 
from the 

Planning and Resources Committee 
Open Consent 

 
APPROVAL 
 

a. Report from the Student Fees Committee 
 
At its meeting on February 12, 2026, the Planning and Resources Committee 
reviewed and approved the fee recommendations from the University Student Fees 
Committee for the following items:  
 
1. Faculty of Engineering Graduate Academic Certificates in Rail Infrastructure 

and Operations, Rail Electrification and Signaling, and Railway Systems and 
Assurance – Faculty of Engineering, W Booth School of Engineering Practice 
and Technology 

2. Graduate Certificate in Science Communication - Faculty of Science, School of 
Interdisciplinary Science  

3. Graduate Diploma in Social Medicine & Entrepreneurship - Mary Heersink 
School of Global Health & Social Medicine, Faculty of Health Sciences  

4. Graduate Academic Certificates in Social Medicine and Social 
Entrepreneurship and Social Medicine Program Design - Mary Heersink 
School of Global Health & Social Medicine, Faculty of Health Sciences  

5. Microcredential in Social Medicine Ecosystems and Social Entrepreneurship - 
Mary Heersink School of Global Health & Social Medicine, Faculty of Health 
Sciences  

6. Master of Public Policy Program Admissions Deposit - Faculty of Social 
Sciences  

7. Major in Nuclear Engineering  
 

It is now recommended, 
 
that the Board of Governors approve the fee recommendations from the 
University Student Fees Committee. 
 
Should members of the Board of Governors wish to review the materials, please 
contact the Secretariat’s Office at board@mcmaster.ca.  
 

Board of Governors 
Approval 
March 5, 2026 
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Report to the Planning and Resources Committee 
from the 

University Student Fees Committee 
 

Consent 
 

APPROVAL 
 
At its meeting on February 3, 2026, the University Student Fees Committee reviewed and 
approved the following: 
 

a. Faculty of Engineering Graduate Academic Certificates in Rail 
Infrastructure and Operations, Rail Electrification and Signaling, 
and Railway Systems and Assurance – Faculty of Engineering, 
W Booth School of Engineering Practice and Technology 
 
It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the following fees for the Faculty of Engineering 
Graduate Academic Certificates in Rail Infrastructure and Operations, Rail 
Electrification and Signaling, and Railway Systems and Assurance, effective 
September 1, 2026: 
 
a) $50.00 application fee; 
b) $2,924.34 per course domestic tuition fee; 
c) $5,073.09 per course international tuition fee; and 
d) Supplementary fees for Convocation Services, MacCard, GSA 

academic support, transcripts/letters/certificates, athletics & 
recreation, and the Student Wellness Centre 

 
b. Graduate Certificate in Science Communication - Faculty of 

Science, School of Interdisciplinary Science 
 

It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the following fees for the Faculty of Science, 
School of Interdisciplinary Science’s Graduate Certificate in Science 
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Communication, effective September 1, 2026: 
 
a) $2,924.34 per course fee; and 
b) Supplementary fees for Convocation Services, MacCard, GSA 

academic support, transcripts/letters/certificates, athletics & 
recreation, and the Student Wellness Centre 

 
c. Graduate Diploma in Social Medicine & Entrepreneurship - Mary 

Heersink School of Global Health & Social Medicine, Faculty of 
Health Sciences 

 
It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the following fees for the Graduate Diploma in 
Social Medicine & Entrepreneurship, effective September 1, 2026: 
 
a) $2,924.34 per course domestic tuition fee; 
b) $4,000 per course international tuition fee; and 
c) Supplementary fees for Convocation Services, MacCard, GSA 

academic support, transcripts/letters/certificates, and the Student  
Wellness Centre.   

 
d. Graduate Academic Certificates in Social Medicine and Social 

Entrepreneurship and Social Medicine Program Design - Mary 
Heersink School of Global Health & Social Medicine, Faculty of 
Health Sciences 

 
It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the following fees for the Graduate Academic 
Certificates in Social Medicine and Social Entrepreneurship and in Social 
Medicine Program Design, Implementation, and Evaluation, effective 
September 1, 2026: 
 
a) $2,924.34 per course domestic tuition fee; 
b) $5,073.09 per course international tuition fee; and 
c) Supplementary fees for Convocation Services, MacCard, GSA  

academic support, transcripts/letters/certificates, and the Student  
Wellness Centre.   
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e. Microcredential in Social Medicine Ecosystems and Social 

Entrepreneurship - Mary Heersink School of Global Health & 
Social Medicine, Faculty of Health Sciences 

 
It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the following fees for the microcredential in 
Social Medicine Ecosystems and Social Entrepreneurship, effective 
September 1, 2026: 
 
a) $2,924.34 per course domestic tuition fee; 
b) $5,073.09 per course international tuition fee; and 
c) Supplementary fees for Convocation Services, MacCard, GSA  

academic support, transcripts/letters/certificates, and the Student  
Wellness Centre.   

 
f. Master of Public Policy Program Admissions Deposit - Faculty of 

Social Sciences 
 

It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, a $1,000 non-refundable deposit for the Master of 
Public Policy Program, effective May 1, 2027. 

 
g. Major in Nuclear Engineering  

 
It now recommends,  
 
that the Planning and Resources Committee approve, for recommendation 
to the Board of Governors, the Faculty of Engineering undergraduate tuition 
fees for the new major in Nuclear Engineering, effective September 1, 2027.  
 

 
Should members of the Planning and Resources Committee wish to review the materials, 
please contact the Secretariat’s Office at prc@mcmaster.ca. 
 
 
 
Planning and Resources Committee: FOR APPROVAL 
February 12, 2026 
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Report to the Board of Governors 
from the 

University Planning Committee 
 

Open Consent 
 

INFORMATION 
 

a. Report from the Office of the Vice-President, Research 
 
At its meeting on January 7, 2026, the University Planning Committee received the 
2026 Planning Report from the Office of the Vice-President, Research. This item is 
being reported for information.  

 
b. Report from the Financial Affairs 

 
At its meeting on February 4, 2026, the University Planning Committee received the 
2026 Planning Report from Financial Affairs. This item is being reported for 
information.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Board of Governors: FOR INFORMATION 
March 5, 2026 
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Report to the University Planning Committee 

Office of the Vice-President, Research 
 

Executive Summary 

The strategic plans of the Office of the Vice-President, Research (OVPR) are fundamentally 
aligned with overall University planning. They are driven by the Strategic Research Plan 
(SRP) and the overarching goals of the President and Vice-Presidents (PVP). The OVPR’s 
vision, "Transforming our region, impacting our world," captures our commitment to 
addressing local challenges while making discoveries that resonate globally. 
 
To achieve this dual mission and maintain McMaster’s trajectory as a globally recognized, 
research-intensive university, the Strategic Research Plan identifies 10 research themes to 
galvanize our research efforts:  
 

• Transformative health innovations & technologies 
• Addressing the growing burden of chronic disease 
• Promoting health and well-being across the lifespan 
• AI, data & the digital society 
• Maintaining and restoring a healthy environment 
• Advanced materials & manufacturing 
• Realizing McMaster’s nuclear potential 
• Advancing Indigenous knowledge & reconciliation 
• Civil society, cultures & sustainable prosperity 
• Exploring new frontiers 

 
These themes fuel our ambition to tackle complex global challenges and empower our 
researchers to drive solutions with impact. They’re in-step with provincial, national and 
global priorities and allow us to build on our past successes and ensure a multi-
dimensional approach across disciplines.  
 
OVPR Mandate and Strategic Alignment: 
 
The Vice-President, Research, oversees the university’s extensive research ecosystem, a 
critical driver of the University’s financial health and global reputation. Through the OVPR, 
we support the academy across the entire research journey, while strengthening 
McMaster’s national and global profile. 
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Reporting Areas: 
 

• Research Office of Administration, Development and Support (ROADS) 
• McMaster Industry Liaison Office (MILO) 
• Research Finance 
• McMaster Nuclear Enterprise 
• Biosafety Office 
• Biosafety Committee 
• Veterinary Services & Compliance 
• Research Security 
• Research Equity, Diversity and Inclusive Excellence 
• Research Prizes & Awards 
• Oversight of Core Research Platforms and Research Centres & Institutes 

 
Additionally, the OVPR works in partnership with the McMaster Innovation Park (MIP) to 
develop programs that support and accelerate innovation, commercialization, and 
entrepreneurship across campus and in the region. MIP acts as a vital bridge between 
research and industry, and creates pathways for McMaster’s faculty, researchers, and 
students to translate discoveries into real-world impact. The VPR works closely with MIP 
leadership to ensure alignment on research, innovation, and commercialization priorities, 
setting the stage to expand partnerships and drive economic development. 
 
In 2024, McMaster's sponsored research income was over $423 Million, with nearly half 
from non-government sources—underscoring the confidence our industry and other 
partners place in McMaster’s researchers. 
 
Positioning for the Future:  
 
Current budgetary projections indicate that the research envelope is under-resourced, 
requiring dedicated funding to capitalize on unique institutional opportunities, sustain 
investment in core services to reduce risk, and future-proof the research enterprise against 
uncertainties such as potential Tri-Agency reductions. 
 

• Strategic Restructuring: Emerging priorities have resulted in changes to the OVPR 
senior leadership team, with two associate vice-president roles – Society & Impact 
and Commercialization & Entrepreneurship – recently winding down. A reimagined   
focus on these activities has resulted in the creation of an Associate Vice-President 
Research (Accelerated Commercialization and Entrepreneurship)—AVP-ACE—
position, that will drive the university’s commercialization, entrepreneurship and 
knowledge mobilization strategy, advance interdisciplinary initiatives and attract 
investors. Additionally, the terms of reference of the Deputy VPR have been revised 
to assume more responsibility for internal operations and governance 
accountabilities, to allow the VPR to focus on external opportunities, advance 
advocacy efforts and build partnerships with industry and government.  
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• Sustained Core Funding: Securing long-term funding for core services (like MILO, 
ROADS, and Research Finance) to ensure continuity and stability, rather than relying 
on variable income sources such as royalties. 

• Capitalizing on Unique Assets: Investing in the Nuclear Enterprise to realize the full 
economic potential of the McMaster Nuclear Reactor (MNR) and establish the 
Hamilton region as a global radiopharma hub. 

 
Path to Success 
 
Budget 2025 offers bold opportunities to advance Canada’s nation-building, sovereignty, 
and talent attraction goals. These investments will strengthen innovation capacity and 
global competitiveness—but we must be ready to act. McMaster is well-positioned to lead, 
provided we secure the resources to support our researchers and core services. By 
preparing now, we can move beyond alignment with national priorities to fully capitalize on 
them and shape Canada’s future prosperity. 
 
Government and industry are looking to universities more than ever to drive innovation and 
economic growth. Success will depend on forging partnerships across sectors and 
leveraging our strongest assets—Research Centres and Institutes (RCIs) and Core 
Research Platforms. These platforms provide the infrastructure, expertise, and 
collaborative networks that make McMaster a trusted partner in advancing Canada’s 
priorities. 
 
Our 70 RCIs are engines of interdisciplinary research, enabling more than half of 
McMaster’s publications and driving policy, innovation, and talent development. Core 
Research Platforms complement this by housing specialized equipment and technical 
expertise essential for world-class research. They maximize resources, foster new 
directions, and open access to industry, government, and academic partners—ensuring 
competitiveness and sustainability. Partnerships like our reciprocal agreement with 
Western University show how shared access to infrastructure accelerates discovery and 
strengthens research capacity across Southern Ontario. By leveraging these assets and 
deepening collaborations, McMaster can maximize federal and provincial investments, 
push boundaries, and position Canada at the forefront of global innovation. 
 
Current Priorities:  
 
Maximizing the McMaster Nuclear Enterprise 
 
The Nuclear Enterprise, aligned with the SRP theme "Realizing McMaster’s nuclear 
potential,” is, perhaps, the University’s greatest opportunity, with its world-class facilities 
and capacity to lead in clean energy, materials science, and nuclear medicine. 
 
As Canada’s only university with a research reactor on campus, McMaster holds a 
significant advantage in moving discoveries to real-world applications. The McMaster 
Nuclear Reactor (MNR) is a world-leading supplier of medical isotopes, producing enough 

Page 23 of 740



 4 

to treat approximately 70,000 cancer patients annually, and currently responsible for about 
60% of the global supply of Iodine-125. 
 
It positions McMaster to be at the centre of an emerging radiopharma hub in the Hamilton 
region, capitalizing on a market projected to reach US$33 billion by 2030. A recent 
provincial investment of $15.5 million is expanding the MNR’s operations to 24 hours a day, 
seven days a week, accelerating the development of life-saving therapies and opening new 
commercial opportunities. 
 
These opportunities were validated by the acquisition of Fusion Pharmaceuticals, a 
McMaster-based spin-off from the Centre of Probe Development and Commercialization 
now housed at MIP, by AstraZeneca for US$2.4 billion in 2024. This significantly elevated 
McMaster’s profile and will us to attract other radiopharmaceutical companies to Hamilton 
in the near- and long-term.  
 
In addition to medical isotope production, the Nuclear Enterprise is focused on clean 
energy solutions, particularly research related to Micro Modular Reactors (MMRs) designed 
for remote or industrial sites. To address the talent gap, McMaster is expanding enrollment 
in Engineering Physics and introduced a new interdisciplinary Minor in Nuclear Studies and 
Society, which saw high student demand in its first offering. 
 
Accelerating Commercialization and Entrepreneurship (ACE) 
 
Advancing commercialization and entrepreneurial activities is a key institutional priority 
and will be central to the University’s Strategic Plan. Universities are at the intersection of 
governments and industry, and essential for advancing regional, provincial, and national 
economic and social development. 
 
At this point, government funding does not support the full pipeline of commercialization 
which means universities have a critical role to play in creating and nurturing programs to 
support these activities. 
 
The support that McMaster collectively provides to entrepreneurship initiatives (including 
the McMaster Seed Fund and The Forge) have significant impact.   
 

• A critical piece of McMaster’s entrepreneurship success is the McMaster Seed 
Fund—to date we’ve invested $4 million in 13 companies, creating close to 100 jobs 
and attracting more than $14 million in follow on financing.  

• Over the last 10 years, The Forge incubated more than 350 businesses which raised 
over $100 million and created more than 1100 jobs. 

• McMaster’s top 24 research-based startups have collectively raised over $515 
million in funding and created 600 jobs. 

• Commercialization revenue (including royalties and licensing fees) reached $7.5 
million in 2025. 
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Despite this momentum, the planning reveals a significant financial risk: approximately 50 
percent of current commercialization and entrepreneurship programming relies on short-
term discretionary funding commitments that expire by the 2025/26 fiscal year.  
 
An institutional review of our commercialization and entrepreneurship activities has 
recently been completed, and its recommendations will be rolled out in early 2026. It 
builds on our success—particularly over the last five years—and the robust innovation 
ecosystem which McMaster has nurtured and addresses the gaps as they relate to funding 
and governance.  
 
Collaborating Across Disciplines: 
 
McMaster is already recognized for its leadership in interdisciplinary research, but we can 
do more to address the world’s most complex challenges. To amplify this strength, we aim 
to create a structured program designed to unite all six Faculties around shared, high-
impact problems.  
 
Over the next several months, we will consult widely and gather input to shape the terms of 
this initiative, with a formal launch planned for late 2026. This program will nurture a 
culture of collaboration, ensure representation from all Faculties, and adopt a systems 
approach to research—positioning McMaster to address global challenges with bold, 
integrated solutions. 
 

• Nurture and Grow a Collaborative Culture: Build on McMaster’s tradition of 
interdisciplinary work by creating incentives and support systems that encourage 
faculty and students to work across disciplinary boundaries. 

• Address Complex Global Challenges: Focus on pressing issues, such as climate 
resilience, health equity, sustainable energy, and technological sovereignty—that 
require integrated solutions. 

• Ensure Representation from All Faculties: Design calls for proposals that 
mandate participation from every Faculty, ensuring diverse perspectives and 
expertise. 

• Adopt a Systems Approach to Research: Move beyond siloed projects to holistic 
frameworks that consider social, economic, technological, and environmental 
dimensions. 

 
Research Excellence and Reputation 
 
Enhancing Reputation and Excellence: Actively supporting and promoting faculty 
achievements through major prizes and honours, which underscores research quality and 
attracts top talent and investment. 
 
A core function of the OVPR is to enhance the national and global reputation of McMaster 
research. Supporting our faculty in their nominations for major prizes, awards and honours 
is a priority. With a concerted focus on increasing our nominations, McMaster researchers 
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have earned several prestigious awards of the last two years, including a Dorothy Killam 
Fellowship, the Royal Society of Canada’s Dawson Medal, The Royal Society of Canada’s 
McLaughlin Medal, a Killam Prize in Health Sciences, and NSERC’s Arthur B. McDonald 
Fellowship. Within that same two-year period, 15 McMaster scholars were named Fellows 
or New College Members in the Royal Society of Canada.   
 
Research Security 
 
Given the current geopolitical climate, Research Security has emerged as a crucial, 
resource-intensive priority. The OVPR is actively supporting faculty and administrators in 
navigating evolving government research security guidance, including the federal Policy on 
Sensitive Technology Research and Affiliations of Concern (STRAC). Protecting research 
involves identifying risks related to unwanted access, interference, or theft, and enacting 
measures to minimize these risks. The OVPR’s planning calls for investment in tools and 
resources to protect research, ensure compliance, and uphold McMaster’s reputation, 
recognizing that this is critical for futureproofing the research enterprise. 
 
Conclusion 
 
The OVPR’s strategic plans are not isolated activities but integrated components of the 
University’s overall strategy, designed to leverage McMaster’s unique strengths to maximize 
economic and societal impact. By prioritizing the McMaster Nuclear Enterprise and 
investing in the Acceleration of Commercialization and Entrepreneurship (ACE) through 
sustained funding and a clear strategy, the University ensures it is positioned to thrive in an 
increasingly competitive environment. 
 
At a time when Canada faces unprecedented global challenges, McMaster has a significant 
role to play in creating the innovations that will safeguard our sovereignty, strengthen 
nation-building, and attract top talent. Our made-at-Mac solutions will help to keep 
Canada competitive, create jobs and deliver real-world impact.   
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FINANCIAL AFFAIRS 

 
About the Department 

Financial Affairs is a central service unit within the McMaster University Operations and 
Finance portfolio. The division reports to the Vice-President (Operations and Finance) and 
plays a critical role in ensuring the university’s long-term financial sustainability, 
stewardship, and strategic decision-making. 

The division is led by Omer Ahmed, Associate Vice-President and Chief Financial Officer 
(AVP & CFO), who serves as the university’s senior financial executive. In this role, the CFO 
provides enterprise-wide leadership on financial strategy, multi-year planning, debt 
management, investment oversight, financial risk management, and financial reporting, 
ensuring financial decisions support McMaster’s academic and research mission.  

Financial Affairs operates in a highly decentralized financial environment and works 
closely with academic and administrative leaders across the institution to provide 
guidance, oversight, and consistent financial frameworks. 

The Department has been providing a steady support in McMaster’s financial stability 
during a period of sustained sector-wide pressure. Through disciplined planning, prudent 
financial management, and a strong culture of accountability and transparency, the 
division has helped position the university as a credible institution in the eyes of 
government, donors, partners, and rating agencies. Under Financial Affairs purview, 
investments of McMaster’s endowment fund have consistently performed well, 
contributing a steady stream of revenues towards University’s consolidated financial 
results. In addition, McMaster maintains a strong credit profile with external debt rating 
agencies and continues to prudently manage the financial sustainability health metrics as 
stipulated by the Province. 

 
Mission, Vision and Values 
Our Mission: We support and facilitate the financial affairs for the University and its 
communities with expertise and integrity. 
Our Vision: We are the foundation for strategic and operational excellence in University 
financial affairs. 

Core Values 

• Trust 
• Respect 
• Accountability 
• Integrity 
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• Teamwork 

These values underpin Financial Affairs’ approach to service delivery, partnership with 
campus stakeholders, and commitment to transparency and continuous improvement. 

 

Staffing and Structure 

• Approximately 70 FTE staff across multiple functional areas 
• Organized into teams supporting both central operations and faculty-level financial 

management 
• Recent organizational realignment to strengthen strategic financial management, 

investment oversight, alternate revenue generation support, procurement, and 
systems support. These changes are aimed to enhance further collaboration, 
innovation and strategic support to the stakeholders across the University. 

 

Previous structure:  

 

 

 

New Structure: 

 

AVP & CFO

Controller Treasurer
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Mandate and Role 

Financial Affairs is responsible for: 

• Providing strategic financial leadership and advice to senior administration and the 
Board of Governors 

• Supporting long-term financial planning, budgeting, and forecasting 
• Ensuring sound stewardship of university resources 
• Maintaining strong internal controls, financial policies, and compliance 
• Supporting informed decision-making through accurate, timely financial reporting 

Key Services and Functions 

Financial Affairs provides a broad range of services across the institution, including: 

• Strategic and multi-year financial planning 
• Budgeting and financial reporting 
• Treasury and cash management 
• Investment and endowment management 
• Accounts payable and Accounts Receivable 
• Strategic Procurement 
• Business Development and financial analysis 
• Financial systems support and process improvement 
• Policy development, compliance, and risk management 
• Board and committee financial support 

These services are designed to balance strong financial controls with flexibility to support 
academic and operational needs. 

Strategic Priorities and Focus Areas 

Current priorities for Financial Affairs include: 

• Strengthening long-term financial planning and financial risk management 
• Enhancing operational excellence through automation and innovation 
• Culture enhancement 
• Supporting alternative revenue generation and financial sustainability initiatives 
• Advancing investment performance and endowment management 
• Improving coordination and consistency across McMaster’s decentralized financial 

structure 
• Supporting major institutional initiatives, including real estate development, public-

private partnerships, and research commercialization 
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Financial Affairs has played a key role in supporting McMaster’s strong financial position 
through disciplined planning, prudent debt management, and effective stewardship of 
resources. 

Financial Affairs Review 

Financial Affairs recently underwent a comprehensive review led by the Office of the Vice-
President (Operations and Finance), on December 9, 10, and 11, 2025. 

This review reflects the university’s ongoing commitment to academic and operational 
excellence, transparency, and continuous improvement. It will provide an important 
opportunity to: 

• Celebrate the division’s achievements 
• Assess current challenges and opportunities 
• Identify strategic improvements to strengthen Financial Affairs’ effectiveness and 

impact 

The review will: 

• Evaluate how well financial processes and services meet the needs of a research-
intensive institution of McMaster’s size and complexity 

• Identify opportunities to strengthen coordination across the decentralized financial 
management model 

• Inform the renewal of the Financial Affairs strategic plan and future priorities 

Results of this review will be released in coming months and will provide an opportunity to 
build on this foundation and ensure Financial Affairs continues to evolve in support of 
McMaster’s long-term ambitions. 
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Gilmour Hall, Room 238 
1280 Main Street West,  
Hamilton, ON L8S 4L8 

(905) 525-9140 x 24340 
president@mcmaster.ca  
mcmaster.ca

President’s Report to the Board of Governors 

March 5, 2026 
 

Remembering Lynton (Red) Wilson (1940 to 2026) 

On Feb. 9, Canada lost an inspiring leader in business and philanthropy who cared deeply 
about understanding our country’s past and securing its future, and McMaster lost a true 
champion who had dedicated half his life to helping the university from which he had 
graduated in 1962.  McMaster Chancellor Emeritus Lynton (Red) Wilson was 85. 

Dr. Wilson had earned seven honorary degrees, including a McMaster Doctor of Laws 
degree in 1995. He was an Officer of the Order of Canada and a recipient of the prestigious 
Vanier Medal for Public Service, but he preferred people to call him Red, a nickname he had 
earned for the original color of his hair. 

Red was, as you know, a towering and deeply admired figure in the life of this university, as 
demonstrated through the naming of L.R. Wilson Hall. He profoundly loved McMaster, as 
he demonstrated through transformational philanthropy that gave us Wilson College for 
Leadership and Civic Engagement, the Wilson Institute for Canadian History, the Wilson 
Leadership Scholar Awards and much more. Beyond his and his wife Brenda’s gifts to the 
university, Red was deeply engaged in the life and success of McMaster and its people, 
especially its students. 

As a student, Red had played football and tennis for McMaster, and after graduating with a 
Bachelor of Arts in Economics, he entered the diplomatic service at the urging of classics 
professor Edward Toto Salmon, a trusted mentor of his. After serving Canada abroad and 
earning a master’s degree in Economics at Cornell University, he built a highly successful 
career in the civil service and business, serving the governments of Canada and Ontario, 
and working in senior executive roles at blue-chip corporations including Bell Canada 
Enterprises, Nortel, John Labatt, Redpath, MacMillan Bloedel, the Bank of Nova Scotia and 
CAE. 

Red served on McMaster’s Board of Governors from 1983 to 1991 and as Chancellor from 
2007 to 2013. He chaired the highly successful Changing Tomorrow Today campaign from 
2009 to 2011.  

Red was born in Port Colborne, where he started his working life as a paperboy. Throughout 
his storied life, Red remembered his roots, honored his family and credited his McMaster 
education for helping him to reach his potential. He was a firm believer in a well-rounded 
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education, a patriotic Canadian and a lifelong learner who advocated strongly for the 
teaching and learning of history, especially Canadian history. 

I feel fortunate to have known Red, as I know is true for so many here at McMaster and 
beyond, and on behalf of the university, I want to share my sympathy with Red’s family and 
all who knew him.  
 
We are planning a campus commemoration of his life and the many ways he gave to 
McMaster on May 12. 

 
Provincial Government Funding for Universities and Colleges 

On Feb. 12, I visited Queen’s Park for the Government of Ontario’s announcement of major 
changes to post-secondary education funding, including $6.4 billion in increased operating 
funding over four years. 

This will provide substantial support to McMaster through an increase to base grant 
funding, increased program weights for key programs and a resetting of the corridor.   

Streamlining and efficiency measures will see special-purpose grants rolled into the 
corridor and growth opportunities will come through a priority growth competition where 
an additional 40,000 seats will be allocated to institutions across the province – in addition 
to 30,000 that had been recently allocated, for a total of 70,000 seats.    

This will expand student choice and increase students’ ability to get into their programs of 
choice at the universities of their choice. 

The baseline for these measures is 2024-25, meaning that the STEM funding announced 
earlier this year is included in the announcement.  

Because there are so many moving parts, we are moving cautiously in assessing the 
specific net benefit to McMaster.  

The Ministry of Colleges, Universities, Research Excellence and Security will be sharing 
further details about the funding increase, as we will be required to sign a revised Strategic 
Mandate Agreement. 

The Ministry is also lifting the tuition freeze which has been in place since 2019. Institutions 
may increase tuition by 2 per cent per year for three years, and by the rate of inflation in the 
years that follow.  We know this causes concern for our students and are carefully 
considering increases in that light.  
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Students are also impacted by changes to OSAP, which will mean the maximum amount of 
student grant funding will be capped at 25 per cent (previously 85 per cent) and the 
remainder will be in the form of loans. McMaster offers bursaries and scholarships, and 
administers the Student Access Guarantee. Our staff are working directly with students 
who have questions about funding, deferrals, or changes in their financial situations. 

Additionally, there are extensions of Facility and Equipment Renewal.  

Taken together, these are some of the most comprehensive changes to university funding 
to occur in recent memory, and they will indeed help ensure the fiscal sustainability of 
McMaster. We will be taking the time to contemplate thoughtfully how best to ensure these 
funds support the university’s mission and incorporate them into our next strategic plan.  

This work, as well as our submission for priority growth, will take place over the next few 
months, and we will be able to provide more details at the June Board of Governors 
meeting. 

I welcome this new funding, both for our sector and for McMaster. While we will continue 
to be responsible and careful with our finances, these resources will allow us to sustain 
our standards of excellence. 

 

Canada Impact+ Research Chairs 

The federal government launched the Canada Impact+ Research Chairs and Impact+ 
Emerging Leaders programs in December 2025, committing nearly $1 billion to recruit 
world-leading researchers and enhance Canada’s competitiveness in priority areas, 
including AI and quantum, health and biotechnology, clean technologies, climate 
resilience, advanced manufacturing, and defence. 

Chairs must be internationally based and hold the rank of associate or full professor (or 
equivalent). They are expected to build major national and international partnerships –
across industry, governments, not-for-profits, and Indigenous communities – and to 
translate research into practice, policy, and commercialization pathways that deliver 
measurable social and economic benefits. 

Awards are valued at $1M or $500K annually for eight years, with a possible four-year 
extension at 50 per cent. 

McMaster’s institutional limit is $11M per year, based on tri-agency funding levels. With 70 
per cent of awards allocated in Intake One (due March 24, 2026), McMaster has committed 
$8.5M to 10 U.S.-based nominees, representing every Faculty. The remaining $2.5M will 
support Intake Two nominees (due June 29, 2026). Results will be announced in June and 
September, respectively. 
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Defence, research and innovation 

The federal Defence Industrial Strategy, released earlier this month, underscores the 
essential role of Canadian research and innovation in strengthening national security and 
sovereign capabilities. 

McMaster researchers and partners are advancing dual-use work in health care, quantum 
science, advanced materials, and artificial intelligence—supporting societal well-being 
while contributing to Canada’s evolving defence and security needs. 

To help build national R&D capacity, strengthen supply chains, and train the highly skilled 
workforce needed to meet long-term strategic goals, McMaster is leading a Defence 
Innovation Network for Southern Ontario. The initiative involves five universities and 
multiple industry partners, with plans to engage Department of National Defence 
leadership to address defence-related challenges. 

 

Canadian Institutes for Health Research and Canada Foundation for Innovation 

McMaster researchers secured more than $12.2M for 20 projects in the latest Canadian 
Institutes for Health Research competition. Our 13 per cent success rate is in line with the 
provincial average and slightly below the national rate of 16 per cent. While this is lower 
than our typical performance, the drop likely reflects a significant increase in submissions 
— nearly 60 per cent more applications than last fall’s competition and 23 per cent more 
than spring 2025. 

Canada Foundation for Innovation results will be announced on March 13th and will 
highlight significant success for McMaster, with three Innovation Fund awards receiving a 
combined $35.6M. 

 

Moving ahead in developing the new strategic plan  

Our work to develop the new strategic plan, Setting The Course, is progressing well and 
we’re well into consultations across campus. We’re making a strategic effort to reach as 
many members of the broad McMaster community as possible so we can hear directly 
about where we should focus our priorities, and what differentiates McMaster.  

Over the past few weeks, the team’s work has included pop-ups in student spaces, a 
campus-wide survey and a student competition to generate ideas.  
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The month ahead will feature more than 80 focus-group consultations, drop-in 
sessions, consultations with alumni and external partners, office-hours, 
and designated sessions – both virtual and in person for faculty and staff groups – to make 
participating as easy as possible. 

Staff sessions for our TMG and Unifor colleagues will run from March 25 through April 1, 
and faculty sessions from March 26 through April 1, with multiple time options in each 
format. Details are available on the Setting the Course website.   

McMaster athletes represented the university well at the Winter Olympics 

McMaster was very well represented at the recent Winter Olympics, with two students and 
one recent graduate competing for Team Canada.  

Mark Zanette, a 2023 Mechanical Engineering graduate who had played on McMaster’s 
varsity baseball team, competed in four-man bobsleigh. 

Trennt Michaud, a part-time student in Social Sciences, and Madeline Schizas, a student in 
the Environment and Society program, represented Canada as figure skaters. 

All of them performed admirably and we can all be proud of them.  

One in particular, Madeline Schizas, made headlines around the world when she asked one 
of her instructors, Sociology Professor Vic Satzewich, for an extension on an assignment 
that was due on a day when she was competing. 

She shared her request on social media, where it went viral and generated coverage in 
outlets including The New York Times, Wall Street Journal, The Today Show, USA Today, 
Sports Illustrated, NBC News, Newsweek, MSN, Britain’s Daily Mail, and here at home, 
CBC, CTV and Global News, The Globe and Mail, Toronto Star, National Post and Hamilton 
Spectator.  

Many of those same outlets followed up with the happy news that Dr. Satzewich granted 
the extension she had asked for. 

Not only did Madeline have the best excuse for handing in a late assignment, I think we can 
safely say this was the highest profile such a request has ever achieved. 
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Mandates & Highlights
Equity and Inclusion Office Mandate
The Equity and Inclusion Office (EIO) has a broad three-pronged mandate:

•	 to provide leadership to advance institutional equity, diversity, and inclusion (EDI) priorities and inclusive 
excellence goals;

•	 to provide education, training, and resources related to accessibility, inclusion & anti-racism, human rights, and 
sexual violence;

•	 to provide response services and resources geared towards the prevention of harassment, discrimination, and 
sexual violence. 

The EIO is a key partner and leader in advancing McMaster’s commitment to establishing accessible, equitable, and 
inclusive learning, living and working environments that are barrier-free and free from harassment, discrimination, and 
gender-based and sexual violence, per the university’s Accessibility Policy, Discrimination and Harassment Policy, and 
Sexual Violence Policy.

Equity and Inclusion Office Team  2024-2025 
Dr. Barrington Walker, Vice Provost, Equity & Inclusion Joan Johnson, Executive Assistant

Grace Wanyama, Executive Assistant

Patricia Suleiman, Senior Director, Human Rights & Accessibility 

Lenore Lukasik Foss, Director, Sexual Violence Prevention & Response Office 

Cheryl Louzado, Director, Equity, Inclusion, and Anti-Oppression

Craig Foye, Senior Human Rights Advisor

Sacha Ally, Senior Human Rights Advisor

Fareeda Adam, Senior Human Rights Advisor

Paula Hearn, Manager, Accessibility Program

Miles Riel-Walker, Accessibility Project & Training Coordinator, Accessibility Program 

Wil Prakash Fujarczuk, Manager, Sexual Violence Prevention Education

Natalie Lafleur, Sexual Violence Response Case Manager

Renata Hall, Manager, Inclusion and Anti-Racism Program

Eve Nyambiya, Coordinator, Anti-Black Racism Education and Programming

Hafsa Rehman, EIO Student Ambassador

Juliana Pineiro-Passos, EIO Student Ambassador

This academic year we said farewell to the following EIO staff members: 

Miles Riel-Walker, Project Accessibility Project & Training Coordinator, Accessibility Program 

Lenore Lukasik Foss, Director, Sexual Violence Prevention and Response Office

Wil Prakash Fujarczuk, Manager, Sexual Violence Prevention Education

Renata Hall, Manager, Inclusion and Anti-Racism Program

We wish them well and appreciate their contributions to this office.

Deep thanks to the EIO team for their continued commitment to advancing inclusive excellence at McMaster.
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Institutional EDI Framework & Strategy Update:
Over the past year a penultimate draft of the EDI Strategic Plan, McMaster University Equity, Diversity, Inclusion, and 
Accessibility Strategic Plan 2025-2028 Inclusive Excellence in Action was completed. You will recall from last year’s 
report that this plan had its roots in a  partnership with EAB, the EDIA framework and strategy. It was built upon the 
university’s inaugural 2019-2022 strategic plan and the baseline training and capacity building that was successfully 
implemented in its action plan.  Led by the inaugural Director of Equity, Inclusion and Anti Oppression, the 2025-
2028 plan has strategically assessed the strengths and gaps of the 2019-2022 plan  and expanded its intersectional 
analyses with more robust engagement of accessibility, disability justice, and decolonization. Six faculty specific 
plans are appended to the central plan, embodying the principle of coordinated decentralization.  Next steps include 
the socialization of the penultimate draft, approval of the plan and laying the groundwork for an implementation 
committee. 

Annual Report Mandate 
Under sections 52 of the Discrimination and Harassment Policy and section 55 of the Sexual Violence Policy, the EIO is 
responsible for collecting and reporting annual anonymized, aggregate data on complaints, investigations, sanctions 
and outcomes, consultations, disclosures, early interventions, and voluntary/dispute resolution to the Senate and the 
Board of Governors.

Annual Report Parameters 
Unless stated otherwise, this report covers data collected from  September 1, 2024 , to August 31, 2025.

The EIO collects and maintains data for the annual report and includes information from the Sexual Violence Prevention 
and Response Office, the Human Rights and Dispute Resolution Program, Employee & Labour Relations, the Student 
Case Management Office, and the Faculty of Health Sciences Office of Respectful Conduct in Clinical and Academic 
Environments (formerly the Professionalism Office). The EIO extends its appreciation to these intake offices for their 
collaboration and for their support in collecting and sharing statistical data that informs this report.

In addition to highlighting policy-mandated, consolidated statistical data, the report provides narrative information 
and data on the activities of the four (4) EIO portfolios: AccessMac Accessibility Program; Inclusion, Equity and Anti-
Oppression Program; Sexual Violence Prevention and Response Office (SVPRO); and Human Rights & Dispute Resolution 
Program (HRDR).
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2024-2025 EIO Office Highlights
Human Rights-Related Consultation Trends

•	 In 2023–2024, the tragic events of October 7, 2023, and the subsequent ongoing conflict corresponded with a 
significant increase in human rights–related consultations. In 2024–2025, the HRDR team observed a marked 
decrease in the volume of consultations associated with this issue, notwithstanding the continued and ongoing 
humanitarian crises. While concerns related to the conflict continued to be raised, they were reported at a 
substantially lower frequency than in the prior year. Overall consultation volumes in 2024–2025 returned to 
levels more consistent with those observed in years without a comparable large-scale global incident.

Training Initiatives
•	 The Sexual Violence Prevention and Response Office (SVPRO) delivered 21 synchronous training sessions 

reaching 2,427 participants, in addition to asynchronous training accessed by 2,601 participants.

•	 The Human Rights and Dispute Resolution Program (HRDR) facilitated 8 synchronous training sessions with 343 
participants.

•	 Including training sessions provided during welcome week, the Equity, Inclusion and Anti-Oppression team 
delivered a total of 94 sessions reaching 4,292 participants.

•	 The EIO team collectively offered 21 training sessions over Welcome Week for 1383 students.

These efforts supported awareness-building, skill development, and institutional capacity-building related to equity, 
accessibility, human rights, and sexual violence prevention and response.

Staff Updates
•	 Four individuals left the office during the reporting year and three went on extended leave.  

•	 In July 2025, Paula Hearn was appointed to the role of Associate Director Accessibility.

•	 In September 2025, Rusan Lateef was appointed to the role of Associate Director of the Sexual Violence 
Prevention and Response Office.

These appointments strengthened leadership capacity across core EIO portfolios and supported continuity of 
services during a period of transition.
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Community Partners
Equity, anti-racism, human rights, accessibility, and sexual and gender-based violence prevention and response 
efforts extend well beyond the physical boundaries of the office. Advancing inclusive excellence requires meaningful 
engagement with the broader communities that McMaster serves. In support of this work, the EIO maintains and 
strengthens partnerships and collaborates on initiatives with a range of community organizations, as well as provincial 
and national associations:

•	 AODA University Community of Practice
•	 Advocacy Centre for Tenants Ontario
•	 Blazing Trails Mentorship Program
•	 BLKOWNEDHAMONT
•	 Burlington Mundialization Committee
•	 Canadian Association of College and University Student Services (CACUSS)
•	 Canadian Association for the Prevention of Discrimination and Harassment in Higher Education (CAPDHHE)
•	 Canadian Hearing Services
•	 Canadian National Institute for the Blind
•	 Children’s Aid Society of Hamilton
•	 City of Hamilton – Accessibility Advisory Committee
•	 Community-Based Research Centre (CBRC)
•	 Darts Transit
•	 Hamilton Centre for Civic Inclusion (HCCI)
•	 Hamilton’s A11y Meetup Group
•	 Hamilton Anchor Institutions Leadership
•	 Hamilton Anti-Racism Resource Centre (HARRC)
•	 Hamilton Community Legal Clinic
•	 Hamilton Roundtable for Poverty Reduction
•	 Hamilton Black History Month Council
•	 Hamilton BikeShare
•	 Hamilton Tiger-Cats
•	 John C. Holland Awards
•	 L’Arche
•	 Munar Learning Centre
•	 Ontario Network of Accessibility Professionals
•	 Sexual Assault Centre (Hamilton and Area) (SACHA)
•	 Sisters in Spirit Committee Hamilton
•	 Sisters in Sync Hamilton
•	 The AIDS Network of Hamilton, Halton, Haldimand, Norfolk, and Brant (TAN)
•	 Ontario University’s Sexual Violence Network (OUSVN)
•	 Rising Stars
•	 Purity Culture Research Collective
•	 White Ribbon Campaign
•	 Woman Abuse Working Group (WAWG)
•	 Work Safe Twerk Safe
•	 YMCA Hamilton/Burlington/Brantford International Committee
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•	

Program Highlights
2024 | 2025
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AccessMac 
Accessibility 

Program

Highlights of Notable Compliance Related Successes and Opportunities
•	 AODA Desk Audit Response: In January 2025, the Ministry of Seniors and Accessibility opened an AODA desk 

audit for McMaster University. The Ministry requested the completion of an extensive audit template, which 
required providing additional evidence of compliance related to all 5 of the AODA Integrated Accessibility 
Standards Regulations. The EIO coordinated the audit process and worked closely with campus partners to 
collect all required documentation and sources of evidence (e.g. policies, templates, photos, explanations). On 
March 31, 2025, the Ministry indicated that all audit responses were met and satisfactory, and they successfully 
concluded the desk audit for McMaster. 

•	 Preparing for the 2025 AODA Compliance Reporting: In preparation for the province’s December 31, 2025, 
biennial AODA compliance reporting, the McMaster Accessibility Advisory Council in coordination with the 
AccessMac Program launched the 3rd AODA Compliance Environmental Scan Survey in June 2025, using a new 
data collection process. To increase efficiency and sustainability, the EIO partnered with McMaster’s Institutional 
Research and Analysis Office to create a more systematic and accessible data collection process. An online 
AODA Environmental Scan Survey was developed (using Microsoft forms) and was administered to reporting 
units across the University in June 2025. By August 2025, all requested units had responded. In total, 12 central 
units and 14 sub-units at the University directly responded to the survey, with an additional 26 sub-units feeding 
into central unit reports. To display survey results, Power BI and SharePoint are being used to create customized 
spaces for each reporting unit. These AODA compliance spaces will provide a centralized, unit-specific eco-
system to house compliance status progress, related files and data, resources, and a feedback mechanism 
between the unit and the Equity and Inclusion Office.  

•	 Website Accessibility Compliance: Continuing the work started under the 2021-2022 Web Accessibility Plan 
(Roadmap), the University developed a McMaster Web Accessibility Compliance Workplan in agreement 
with the Ministry of Seniors and Accessibility in 2023. In November 2023, an agreement was reached granting 
McMaster an extension to achieve web accessibility compliance by December 31, 2024. McMaster’s Institutional 
websites were prioritized for full website accessibility compliance during this process. The Equity and Inclusion 
Office worked in partnership with University Technology Services and other campus partners to implement this 
plan which was successfully completed and approved by the Ministry of Seniors and Accessibility in December 
2024.

Institutional Accessibility Consultations and Training Development
•	 Consultations: Throughout this period, the AccessMac Program provided over 217 consultations ranging from 

referrals, resource sharing, and policy document reviews, providing direction, feedback and guidance. It should 
be noted that 63 of these consultations were with individuals who identified as persons with disabilities. There 
remains a steady increase in persons with disabilities (staff, students, and faculty) bringing forward complaints 
or requests for support through consultation. This steady increase in direct requests from persons with 
disabilities reinforces the need for resources and support to service the McMaster community. The remaining 
of the consultations were related to disability inclusion or accessibility / AODA implementation. Some of the 
themes identified across consultations include parking accommodations (this remains a top request for 
consultation), built environment, digital accessibility, employment accommodations, student accommodations, 
service animals on campus, training support, and accessible events. Note: A consultation takes place when an 
individual or group seeks advice and/or guidance on a matter related to accessibility and disability inclusion as 
per the Accessibility for Ontarians with Disabilities Act (AODA), 2005 or best practice.
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Table: AccessMac’s Consultations between 2019 and 2024 
Description: there are four rows including the date, number of disclosure related consultations, number of accessibility 
and disability inclusion consultations, and totals. There are also six columns which includes the years covered.

Category 2020/21 2021/22 2022/23 2023/24 2024/25

Disclosure / Support-Related 
Consultations 34 68 88 56 63

Accessibility and / or Disability 
Inclusion Consultations 227 256 307 220 154

Totals 361 324 381 276 217

•	 Training and Engagement Achievements: With AccessMac’s full-time Project Coordinator in place from 
October 2024, AccessMac was able to offer both synchronous and asynchronous trainings. This resulted in 2,844 
participants attending 20 synchronous training workshops (e.g. Welcome Week, Policy Information Sessions, 
Accessibility 101 Anti-Ableism and Anti-Racism and Accessible Events, engagement events (14 in total), and 
attending committee and network meetings (27 meetings). The type of training and information sharing for 
this period reflects the shift towards evidence based (data drive) training needs, policy requirements, and 
operational excellence initiatives.

Additionally, through asynchronous delivery, 6,047 individuals were trained, this includes 3,958 individuals who 
completed the mandatory AODA and Human Rights Code training, greater than the previous year. Please refer 
to Appendix A for further information on training and engagement numbers. The following are the top training 
topics covered during this period:

•	 AODA and Human Rights Code  
•	 Digital and Web Accessibility  
•	 Accessible Events
•	 Anti-Ableism and Anti-Racism 
•	 Tailored training – Accessibility and Disability Inclusion 101

These in-depth consultations significantly added value and contributed to meaningfully making McMaster’s 
structural processes and spaces more accessible and inclusive.

•	 New and Updated Training Content: To ensure accessibility and disability inclusion training remains current, the 
following was updated:

•	 AODA and Human Rights Code Training (Mandatory): videos were updated and published on the Avenue 
to Learn course shell and remain open access on the Accessibility Hub.

•	 Accessibility Policy training: a new training video was developed and is embedded into the mandatory 
AODA and Human Rights Code training course. Anyone who has taken the mandatory course in the past 
three years is eligible to take the stand-alone Accessibility Policy training course available on Avenue to 
Learn. The video is also available on the Accessibility Hub.

•	 Inclusive Excellence Leadership Program: AccessMac has worked closely with Human Resources to shift 
the “Creating Disability Inclusive Work Culture through Accommodations and Accessibility Approaches” 
course from an asynchronous to a synchronous training course.

•	 New training content: in response to complaints and consultations that come through the Equity and 
Inclusion Office, new training materials have been developed, for example, related to anti-ableism, gender 
and race.
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The investments in creating new training materials supports AccessMac’s approach of responding to the changing 
compliance, accessibility and disability inclusion landscape, and preparing content that can be reused in the future.

Accessibility and Disability Inclusion Training and Engagement    
Table: the following table has two columns, one indicating the type of training or engagement, and the second 
indicates the number of participants. 

Synchronous (In-person) Trainings, Workshops, and Committee Meetings 

In-Person Accessibility and Disability Inclusion 
Training and Education Sessions 552

Accessibility Committee and Network Meetings 
(27 in total): 406

Welcome Week Training (August 2025) 1,247

Community Advisory Training (August 2025) 136

Community Engagement Events and other 
Workshops (14 in total) 503

Sub-Total Persons Trained and Engaged 
Synchronously 2,844

Asynchronous (online, self-paced) training 

AODA and Human Rights
Employees: 1,896 completed
Students:  2,062 completed
Total: 3,958

FLEX Forward
Employees: 67 Completed
Students: 57 Completed
Total: 124

TA Training - Accessibility and Disability Inclusion 282

Welcome Week and CA Online Training Component 1,382

MSU Executives and Volunteer Training 300

Sub-Total Persons Trained Asynchronously 6,047

Total People Trained or Participated in Workshops 
through both Asynchronous and 

Synchronous methods 
8,890
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Most Popular Educational Sessions Themes

•	 AODA and Human Rights Code 
•	 Digital and Web Accessibility 
•	 Accessible Events
•	 Anti-Ableism and Anti-Racism
•	 Tailored training – Accessibility and Disability Inclusion 101

Communications
•	 Accessibility Hub: AccessMac continued to host and maintain the website accessibility.mcmaster.ca, also 

known as the Accessibility Hub, which is a central place for the McMaster community to access all information 
related to accessibility and disability inclusion. 

•	 Publications:  The annual publication of the Accessibility and Disability Inclusion Update, 2023-2024 was 
launched during National Accessibility Week 2025.

•	 Listservs:  AccessMac continued to host and maintain three accessibility listservs (1. For employees, 2. For 
students, 3. General). Over 20 communications were sent through these lists.

AccessMac Community Development and Engagement
McMaster’s Employee Accessibility Network: Established in 2017, the Employee Accessibility Network (EAN) continued in 
this reporting period as a space for employees with disabilities at the University to connect, network, and collaborate. 

Comprised of more than 145 list serve members and growing, the work of the EAN continues, offering a lens of lived 
experience to institutional work that may disproportionately impact employees with disabilities in the absence of 
consultation.  

During this reporting period, 6 EAN meetings were held. The following topics were discussed during these meetings: 

•	 Peer Support, including various challenges experienced by employees with disabilities

•	 Celebrating December 3rd – International Day of Persons with Disabilities

•	 Workplace accommodations (dialogue with Human Resources)

•	 National AccessAbility Day – In person celebration - 20 attendees gathered for the first time in person since 
before Covid-19.

•	 Strategic planning and direction for the coming year of the EAN 

Other Committees and Groups: During this period, AccessMac engaged in a variety of other accessibility-related 
committees and groups on campus, including 27 meetings (combined) of the following groups:

•	 McMaster Accessibility Advisory Council (MAAC)

•	 McMaster Community of Practice

•	 Web Accessibility Advisory Group, and Steering Committee

•	 Disability, Inclusion, Madness, Accessibility, NeuroDiversity (DIMAND)

•	 Assistive Technology Sustainability Group

•	 Barrier Free Standards Committee – During this year, with the finalization of the MacFAD Standards, this 
committee came to an end, and will be transformed into a new committee to help govern the MacFADS
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AccessMac’s strong partnerships and connections remain with student-based groups on campus, including Maccess, 
McMaster’s Student Union group, and the Faculty of Engineering’s Engineers with Disabilities group. During this year, 
AccessMac developed a partnership with the Indigenous Education Council, which included holding a film screen event 
during Indigenous Disability Awareness Month (November) ahead of the International Day of Persons with Disabilities 
(December 3). Additionally, McMaster staff remain connected to many different external community groups, such 
as, Accessibility Hamilton Alliance, and the Ontario Network of Accessibility Practitioners (ONAP). Accessibility cannot 
be done in isolation, and ensuring all of these networks and committees remain active is an essential component of 
continuously progressing accessibility and disability inclusion on campus.

International Day of Persons with Disabilities Events (December 3): To celebrate this milestone day, McMaster 
celebrated by hosting 10 different events. AccessMac Program (EIO) hosted four community events, in addition to 
supporting and promoting other engagement activities held by our community partners. AccessMac’s events include: 

•	 Screening of the film Soop on Wheels and dialogue with the film’s creator (Hosted by: AccessMac, Indigenous 
Education Council, and Faculty of Science)

•	 Access by Design: Empowering Inclusive Web Experiences Webinar (Hosted by: AccessMac and UTS) 

•	 Chill & Chat: Arts and Games Lounge for IDPD (Hosted by: MSU Maccess, and AccessMac), and

•	 Employee Accessibility Network Meeting. 

In total, 85 participants joined these events, which is in addition to reaching many more individuals through the 
publication in the Daily News article marking the occasion. 

Additionally, 6 other events were held on campus, hosted by Student Accessibility Services, Lime Connect, MacPherson 
Institute, and School of Graduate Studies.

National Accessibility Week (May 2025): To recognize National Accessibility Week (May 25 to 31, 2025), AccessMac 
developed a statement to mark the occasion, which was published through the Daily News, along with launching the 
7th annual publication of the Annual Accessibility and Disability Inclusion Update. Throughout the week at least 5 events 
took place, with over 55 people attending the AccessMac supported events:

•	 National Accessibility Week Book Display (Hosted by: AccessMac, and McMaster Libraries)

•	 Intersectionality Workshop: Race, Disability, and Systemic Barriers 
(Hosted by: Equity and Inclusion Office)

•	 Grads are Rad (lunch and learn) (Hosted by: School of Graduate Studies)

•	 Teaching and Learning Innovation Month trainings (Hosted by: MacPherson Institute)

•	 Employee Accessibility Network Virtual Event
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Equity, Inclusion, 
and Anti-Oppression 

Program

This year, the Equity, Inclusion and Anti-Oppression team focused on broadening partnerships, increasing the scope 
and efficiency of education and training events, supporting the community through a microgrant program and 
partnering with the Human Resources team through Inclusive Excellence Leadership offerings.

Some highlights include:

Institutional Educational Projects  
•	 Newly revised Welcome Week and Residence Life Bystander Training modules for over 1300 student and 

residence welcome week representatives, in collaboration with Sexual Violence Prevention and Response Office 
(SVPRO), Accessibility McMaster (ACCESS MAC) Program within the EIO, the Sexual Assault Centre for Hamilton 
Area (SACHA) and Faculty and Department EDI Leads. 

•	 Developed and deployed two asynchronous modules in partnership with the McPherson Institute – Trauma 
Informed Pedagogy and Culturally Responsive Teaching.

•	 Co-hosted with McPherson Institute and the Office of VP Research an in-person, inaugural collaborative 
event to provide a platform to share and learn about strategies for embedding equity, diversity, inclusion, and 
accessibility (EDIA) into academic practices. This event offered a platform for faculty members at the forefront 
of EDIA to share knowledge, resources, and practices to foster inclusive and equitable teaching, learning, and 
research. Over 75 students, sessionals, and faculty attended.

•	 EDIA book club with recruitment: Alongside our asynchronous “EDIA Fundamentals” module, we piloted a 
synchronous education series modeled after a book club, creating space for participants to debrief learning 
outcomes and engage in deeper discussions about the module content. In partnership with the Recruitment 
Office, the Equity and Inclusion Office facilitated three 1-hour Q&A and discussion sessions for recruitment staff, 
exploring topics such as anti-oppression, social identity, positionality, and anti-Black racism within the context 
of their recruitment roles. This model was very well received and organizers and participants recommended 
adopting this model with other teams.

Institutional Initiatives   
•	 In Summer of 2024, the Anti-Black Racism Coordinator established a Scarborough Charter Community of 

Practice, comprised of representation including African and Caribbean Faculty Association of McMaster 
(ACFAM), Student Affairs, Black Student Success Centre (BSSC), African and African Diaspora Studies Program 
(ABLD), President’s Advisory Committee for Building an Inclusive Community (PACBIC), and Black Student 
Mentorship Program (BSMP), to strategize the implementation of priorities and actions of upholding Black 
Excellence on Campus. During this year, we conducted comprehensive data collection to document all 
initiatives supporting Black inclusion and advancement at McMaster both before and after the signing of the 
Scarborough Charter resulting in detailed reports highlighting key accomplishments. Additionally, we supported 
data analysis from Community of Practice (CoP) members to identify institutional priorities and goals. On May 
6th, the CoP met with Dr. David Farrar to present progress on Charter-aligned projects and longstanding legacy 
initiatives, expressing appreciation for his continued support. The CoP is also scheduled to meet with President 
Susan Tighe and Maureen McDonald to share updates on ongoing work, demonstrate collective impact, and 
further advance Black inclusion in higher education on January 22nd, 2026.

•	 Students, Staff, and Scholars, Stimulating Equity (S4E) Microgrant: As part of McMaster University’s and the 
Equity and Inclusion Office’s commitment to advancing Equity, Diversity, Inclusion, and Accessibility (EDIA) and 
promoting Black flourishing and excellence, the S4E (Students, Staff, and Scholars Stimulating Equity) Microgrant 
Program has supported meaningful initiatives that drive innovation, collaboration, and equity on campus. 
The program has been highly successful and impactful, enabling grassroots and cross-collaborative projects 
that strengthen belonging, address anti-Black racism, and align with McMaster’s EDIA Action Plan and the 
Scarborough Charter. Funded projects have advanced human rights, dignity, and respect while building more 
inclusive pathways for student, staff, and scholarly engagement. Please read more information on winners and 
successful projects of the S4E Microgrant 2025-25.
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•	 Dimensions Program: McMaster applied and was accepted to the 2025 Dimensions Program Cohort. 
Dimensions is the flagship initiative of the tri-agency EDI Action Plan, is led by the CRCC, and administered jointly 
by NSERC, CIHR and SSHRC. Its stated objective is a transformation to increase equity, diversity and inclusion 
and help drive deeper cultural change within the research ecosystem by identifying and eliminating obstacles 
and inequities. This will support equitable access to funding opportunities, increase equitable and inclusive 
participation, and embed EDI-related considerations in research design and practices. McMaster will apply for 
the recognition program and the grants program.

•	 All In: Exploring Inclusive Solidarity in 2SLGBTQIA+ Communities: On Tuesday, June 24, 2025, we hosted a panel 
discussion focused on intersectional and inclusive solidarity within 2SLGBTQIA+ communities. In collaboration 
with campus partners from Student Success, the School of Social Work, and the Office of the Registrar, we 
brought together a diverse group of panelists representing a range of intersecting identities. Their collective 
insights offered a rich exploration of what meaningful, inclusive solidarity looks like for allies both on campus 
and in the broader community.

With 83 people attending, participants described the event as well-organized, engaging, and anchored by 
knowledgeable speakers who addressed important and complex topics with depth and clarity. Attendees 
appreciated the inclusion of ASL interpretation and noted that the Q&A period was managed effectively, 
allowing for meaningful, in-depth responses from the panelists. Many highlighted the panel’s generosity, 
honesty, and preparedness, emphasizing that their insights contributed to a stronger understanding of 
intersectional inclusion and helped build solidarity across 2SLGBTQIA+ communities at McMaster. The discussion 
resonated deeply with attendees, who valued the panel’s openness—particularly around the nuances of 
allyship—and expressed interest in receiving additional resources to continue their learning beyond the session.

•	 Welcome Week Training: All EIO teams facilitated the synchronous and asynchronous training for welcome 
week representatives and community advisors from Residence Life. This included creating asynchronous 
modules on avenue to learn covering introductory concepts to anti-oppression, anti-Black racism, EDIA, 
microaggressions, anti-racism, Sexual violence, bystander intervention and accessibility and disability inclusion 
and more.

•	 Continued to sponsor McMaster Community and Hamilton Community events and initiatives, including the 
Black, Indigenous, and Racialized Staff (BIRS) Employee Resource Group and Black Graduation 

Institutional Community Events   
•	 Black History Month: This year, McMaster honoured Black History and Black Futures through the theme 

Diasporic Dreams: Reclaiming Pasts, Shaping the Present, Crafting Futures, emphasizing Afrofuturism’s focus on 
ancestral knowledge, imagination, and culturally rooted visions of liberated futures. The theme guided campus 
programming that recognized the significance of history, celebrated present-day creativity and resistance, 
and affirmed that Black futures are actively crafted through intention, culture, and community. Black History 
Month 2025 resulted in 32 McMaster-led events and 1,822 attendees, strengthened cross-campus partnerships, 
expanded volunteer support, and increased online engagement from 620 to 711 Instagram followers. 

As part of this impact, the Equity and Inclusion Office collaborated with campus partners to deliver three staff- 
and faculty-focused events designed to deepen engagement in Black History Month programming. These 
partnerships produced measurable outcomes, including a solidarity-focused alumni panel with 68 registrants 
and strong LinkedIn engagement; an Afrofuturistic literature event with 35 attendees and coordinated news 
and social media promotion; and a faculty-centered collaboration with the McMaster Museum of Art exploring 
Afrofuturism and Indigeneity, with 11 participants. Together, these initiatives strengthened dialogue, visibility, and 
community connection across campus, reflecting a results-driven and collaborative approach to celebrating 
Black History Month at McMaster.

•	 Pride Month and National Indigenous History Month: In partnership with Indigenous Student Services, the 
Human Resources team, Student Affairs, we co-hosted “Power in Community”, a fireside chat event, with Dr. 
James Makokis and Anthony Brown, dedicated and well-known equity and inclusion advocates and winners of 
Amazing Race Canada. The PrideAtMac Employee Resource Group was also launched for 2SLGBTQIA+ faculty 
and staff.
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Equity, Inclusion, and Anti-Oppression Program Consultations

Consultations: A consultation takes place when an individual or groups seek advice, guidance, or collaborative 
discussions related to Equity, Diversity, and Inclusion (EDI), Anti-Racism (AR), and Anti-Oppression (AO) education or 
strategic planning.

Table: Equity, Inclusion, and Anti-Oppression Program Consultations
Description: This table has four columns and several rows. The first column lists the type of consultation. The next three 
columns show the number of consultations for each reporting year: 2022–2023, 2023–2024, and 2024–2025. Rows are 
grouped by consultation categories, including inclusion and anti-racism consultations, support-related consultations, 
and anti-Black racism education and programming consultations. The final row provides totals for each year.

Type of Consultation 
Number of 
Consultations 
2022-2023  

Number of 
Consultations 
2023-2024

Number of 
Consultations 
2024-2025

Inclusion and Anti-Racism Consultations: 
•	 Departmental or program specific EDI strategic 

planning, 
•	 recruitment and retention consultations
•	 committee consultations and strategizing, 
•	 Consultations for educational mapping and 

planning, policy and protocol development, and 
content or statement reviews 

Consultation for events and initiative planning or safety 
planning

120 199 193

Support Related Consultations:  
•	 Persons with lived experience of equity deserving 

identity seeking navigational consultation and 
support

10 7 2

Anti-Black Racism Education and 
Programming Consultations:   

•	 Departmental or program-specific strategic 
planning and/or recruitment for Black identifying 
staff, students and faculty 

•	 Anti-Black Racism education mapping, reviews, 
and consultations 

Safety planning for Black-focused events, initiatives, 
and projects on campus

*N/A 105 95

Total 130 311 290

Type of Consultation 
Number of 
Consultations 
2022-2023  

Number of 
Consultations 
2023-2024

Number of 
Consultations 
2024-2025

Inclusion and Anti-Racism Consultations: 
•	 Departmental or program specific EDI strategic 

planning, 
•	 recruitment and retention consultations
•	 committee consultations and strategizing, 
•	 Consultations for educational mapping and 

planning, policy and protocol development, and 
content or statement reviews 

Consultation for events and initiative planning or safety 
planning

120 199 193

Support Related Consultations:  
•	 Persons with lived experience of equity deserving 

identity seeking navigational consultation and 
support

10 7 2

Anti-Black Racism Education and 
Programming Consultations:   

•	 Departmental or program-specific strategic 
planning and/or recruitment for Black identifying 
staff, students and faculty 

•	 Anti-Black Racism education mapping, reviews, 
and consultations 

Safety planning for Black-focused events, initiatives, 
and projects on campus

*N/A 105 95

Total 130 311 290

*2024 is the first year of reporting by category for Anti-Black Racism consultations as data were not previously captured
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Equity, Inclusion, and Anti-Oppression Education Sessions	

Sessions and Workshops: Educational sessions and workshops encapsulate both synchronous and asynchronous 
workshops, presentations, and training delivered. This includes student, faculty, and staff delivered sessions, including 
leadership groups, student-led groups, classroom level workshops and discussions, and departmental staff training.

Table: Equity, Inclusion, and Anti-Oppression Education Sessions
Description: This table has four columns. The first column lists the type of program or educational activity. The remain-
ing three columns provide the number of sessions and participants for the reporting years 2022–2023, 2023–2024, and 
2024–2025. Rows include different categories of education such as equity, diversity, and anti-oppression education, 
anti-Black racism specific education, anti-racism and anti-Black racism events, asynchronous EDIA Fundamentals 
modules, and Welcome Week/Residence Life training. Some rows include both number of sessions and number of par-
ticipants. A final set of rows provides overall totals.

Type of Program 
Number of Sessions 
and Participants 
2022-23

Number of Sessions 
and Participants 
2023-24

Number of Sessions 
and Participants 
2024-25

Equity, Diversity, and Anti-Oppression 
Education: 
This is comprised of workshops, 
discussion sessions, lectures and 
seminar style education delivered across 
our synchronous topics such as: bias, 
microaggressions, stereotypes, inclusive 
language, bystander intervention, 
psychological safety and anti-oppressive 
organizational development.
(Please note: this data is inclusive of 
larger, staff and student cohort focused 
orientation education such as the 
Employee Equity Facilitators Program 
Training, the Inclusive Excellence People 
Managers Training in Anti-Racism, and 
the W Booth Orientation Training)

# of Sessions: 
78

# of Participants: 
4952+

# of Sessions: 
36

# of Participants: 
1700+

# of Sessions: 
34

# of Participants: 
915

Anti-Black Racism Specific Education:   
this is comprised of workshops discussion 
groups, and seminar style education 
focused on our anti-Black racism 
educational topics such as: defining anti-
Black racisms, Black intersectionality’s, 
Race-Based Trauma and Supporting the 
Black community 

*Data not captured # of Sessions: 
13

# of Participants: 
110

# of Sessions: 
29

# of Participants: 
425

Anti-Racism and Anti-Black Racism 
Specific Events

*Data not captured *Data not captured # of Sessions: 
10

# of Participants: 
604

EDIA Fundamentals Asynchronous 
Module Completion:    
this new asynchronous module was 
launched in May 2024. The data reflect 
number of registrants and number of 
participants who have completed the 
module successfully

*Data not captured EDIA Fundamentals 
Module on Avenue to 
Learn, Piloted May 2024
Number of Registrants as 
of August 31st 2024:
157 staff/faculty 
171 students 
Number of Registrants 
that have successfully 
completed the module as 
of August 31st 2024: 
67 staff/faculty 
148 students 

EDIA Fundamentals 
Module on A2L

193 Staff/Faculty 
772 Students
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Type of Program 
Number of Sessions 
and Participants 
2022-23

Number of Sessions 
and Participants 
2023-24

Number of Sessions 
and Participants 
2024-25

Summer 2024 Welcome Week 
Representative and Residence 
Life Training 

*Data not captured # of Sessions: 
In collaboration with 
Student Success 
and Residence life, 4 
educational sessions of 
Bystander intervention 
with 17 rounds of case 
scenario education were 
provided throughout 
August for the Welcome 
Week Reps and Residence 
Life Community Advisors 
collaboration 3

# of Participants: 
1100+ welcome week 
representatives and 
residence life community 
advisors 

21 sessions (3 large group 
sessions and 18 bystander 
sessions)

# of Participants: 
1,383: 

Total # of Sessions: 
78

# of Participants: 
4,952+

# of Sessions: 
70

# of Participants: 
3,125

# of Sessions: 
94

# of Participants: 
4,292

*2024 is the first year of reporting by these categories as data were not previously captured
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Sexual Violence 
Prevention & Response 

Office

Highlights of Notable Successes and Opportunities

•	 Student Ambassador Program Launch: The EIO launched a new Student Ambassador program to expand the 
reach and consistency of sexual violence education across campus while offering meaningful paid experiential 
learning opportunities for students. The inaugural ambassadors, Hafsa Rehman (entering her fourth year of the 
Honours Political Science program) and Juliana Pineiro-Passos (entering her third year of the same program), 
supported SVPRO in amplifying outreach efforts and strengthening community awareness of sexual violence 
prevention and response resources.

•	 Ambassador-Led Training and Community Engagement: The Student Ambassadors played an integral role 
in SVPRO’s education and outreach initiatives, delivering 14 sexual violence education and training sessions to 
more than 1,300 participants, with a primary focus on responding to disclosures of sexual violence. They were 
especially vital during Welcome Week activities, supporting both new students and the McMaster student 
leaders responsible for welcoming incoming students to campus. The ambassadors also engaged the broader 
McMaster community through information tables and outreach events, increasing the visibility of the Equity and 
Inclusion Office and the Sexual Violence Prevention and Response Office, and connecting students, staff and 
faculty with available services and supports.

•	 It Takes All of Us (CONSENT 1A00/SGS 202): Building on the successful pilot of the It Takes All of Us (ITAOU) 
course in 2022/23, SVPRO continued to offer the asynchronous module to all incoming undergraduate and 
graduate students at McMaster. ITAOU is an online, interactive course that increases awareness of gender-
based and sexual violence, bystander intervention, and on-campus supports, while fostering a campus culture 
rooted in respect and consent. First-year undergraduate and graduate students are automatically enrolled and 
encouraged to complete the course, and McMaster employees continue to have access through the Avenue 
to Learn (A2L) platform. In 2024/2025, 1,218 incoming undergraduate and graduate students completed the 
training, and a new completion assessment was integrated into the program to better evaluate comprehension 
and track overall completion.

•	 Partnership Agreement with SACHA: SVPRO is pleased to continue its formal partnership with the Sexual Assault 
Centre (Hamilton and Area), SACHA, to strengthen and advance prevention education within the McMaster 
community. Building on the success of the 2023/24 inaugural partnership agreement, this collaboration has 
continued into the 2024/25 academic year. As part of this work, 1,383 Community Advisors and Residence Life 
Area Coordinators received both in-person and asynchronous training during the 2024–2025 Welcome Week 
period. This training included bystander intervention education and highly interactive, scenario-driven sessions 
that provided student leaders with opportunities to deconstruct concepts related to gender-based and sexual 
violence and explore how these issues manifest among their peers in real-world situations that incoming 
students may encounter, and where student leaders can play a meaningful role in making a positive difference.

•	 Feminist Self-Defence:  In partnership with local organization Acts of Resistance, SVPRO offered a 
comprehensive 8-week series designed for McMaster undergraduate and graduate students who identify 
as women, intersex, nonbinary, trans, and/or agender. This inclusive and empowerment-focused workshop 
provided a safe and supportive space for participants to build confidence, learn practical self-defence skills, 
and strengthen community connections. Led by an experienced instructor, the series combined physical 
skill-building with community-based learning and empowerment education. Participants explored strategies 
for navigating and resisting violence, discrimination, and harassment across a range of real-world contexts; 
developed assertiveness, de-escalation, and boundary-setting skills; and engaged in collaborative discussions 
and exercises that fostered solidarity and resilience. The program welcomed individuals of all physical abilities 
and emphasized collective empowerment, encouraging participants to advocate for their own safety and the 
well-being of their communities. All sessions were well-received by participants.
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Disclosures

Disclosures over the past academic year are highlighted below.

A disclosure is made when an individual informs someone in the University community about an experience of sexual 
violence because they wish to access support, accommodations and/or information about their options. A person 
may wish to disclose, seek support, and take no further action. This is an option for individuals under McMaster’s Sexual 
Violence Response Protocol and Sexual Violence Policy.

Categories for reporting are based on provincial requirements, as set out in Common Institutional Metrics Reporting 
Guidelines document.

Sexual Violence Policy Disclosures

Between September 1, 2024, and August 31, 2025, there were a total of 112 Disclosures of Gender-Based and Sexual 
Violence. The number that went on to the Complaints process is captured in the Statistical Report section.

Table: Sexual Violence Policy Disclosures by Category and Year
Description: This table has six columns and multiple rows. The first column lists categories of sexual violence, such 
as sexual assault, sexual harassment, stalking, indecent exposure, voyeurism, sexual exploitation, intimate partner or 
domestic violence, and unspecified sexual violence. The remaining five columns show the total number of disclosures 
for each category across five academic years: 2020/21, 2021/22, 2022/23, 2023/24, and 2024/25. The final row shows the 
total number of disclosures for each year.

Category
2020/21 

Total # of 
Disclosures

2021/22 
Total # of 

Disclosures

2022/23 
Total # of 

Disclosures

2023/24 
Total # of 

Disclosures

2024/25 
Total # of 

Disclosures

Sexual Assault 12 40 69 110 54

Sexual Harassment 11 16 22 10 35

Stalking 2 1 5 3

Indecent Exposure 1 2

Voyeurism 1 1

Sexual Exploitation  1 3 2 2

Intimate Partner / 
Domestic Violence 1 4 8 21 26

SV (not specified) 20 25

Total 27 61 123 143 *148

Note: SVPRO Disclosure Statistics are captured here and are also reflected in the Statistical Report which highlights 
consolidated data collected by EIO from all five Intake Offices on campus.

*consultations can involve more than one sexual violence category
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Sexual Violence Policy Consultations

Between September 1, 2024, and August 31, 2025, SVPRO, offered 61 Sexual Violence Policy consultations. These 
consultations are captured here and are also reflected in the statistical section of the report showcasing consolidated 
consultation data collected by EIO from all five Intake Offices on campus.

Table: Sexual Violence Policy Consultations by Year
Description: This table has two rows and six columns. The first row lists the academic years from 2020/21 to 2024/25. The 
second row shows the number of sexual violence policy consultations recorded in each of those years.

2024/25 Consultation Breakdown:
Sexual Violence: 42 | Gender-Based Violence: 15 | Intimate Partner Violence: 4 | Code-Based Sexual Harassment: 1

Year 2020/21 2021/22 2022/23 2023/24 2024/25

Consultations 64 61 126 151 61

Sexual Violence Prevention Education

Table: Sexual Violence Prevention Education Activities
Description: This table has five columns and multiple rows. The columns are: type of activity, number of events, number 
of participants, audience and topics. Each row describes a different education format, such as synchronous trainings 
and workshops, asynchronous training for student leaders, and the “It Takes All of Us” course. The final column includes 
a brief description of the main topics covered for each activity type.

Type Number of Events Number of 
Participants Audience Topics

Synchronous 
trainings and 
workshops (virtual, 
hybrid, and in-
person)

21 2,427 Students (undergraduate, 
graduate), staff, faculty, 
clinical faculty

Responding to 
disclosures of sexual 
violence, Addressing 
Family Violence, 
Bystander Intervention, 
Peer Educator Training, 
and safeTALK 

Asynchronous 
trainings

N/A 1,383 Community Advisors, 
Residence Life Area 
Coordinators, Welcome 
Week Representatives

Responding to Disclosures 
of Sexual Violence

It Take All of Us 
(Consent 1A00/SGS 
202)

N/A 1,218 Incoming undergraduate 
and graduate students

Consent, responding to dis-
closures, bystander interven-
tion, seeking supports on and 
off campus
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Human Rights 
and Dispute Resolution 

Program

Highlights of Notable Successes and Opportunities

•	 Developed Teaching Contentious Topics Module (in partnership with the MacPherson Institute): Co-
developed a comprehensive, research-informed learning module designed to support educators in effectively 
and safely facilitating student engagement with contentious or polarizing topics in the classroom. This 
foundational resource provides guidance on legal and institutional considerations, roles and responsibilities, 
pedagogical strategies, trauma-informed practices, and psychological safety. The module offers step-by-
step strategies for preparing, facilitating, and concluding discussions, integrates case studies relevant to 
current teaching contexts, and includes practical planning tools for instructors. Created in close collaboration 
with the MacPherson Institute, this module strengthens McMaster’s capacity to foster inclusive, respectful, 
and intellectually rigorous learning environments aligned with the university’s commitments under the 
Discrimination & Harassment Policy, Bill 166, and the Inclusive Excellence Framework.

•	 Modernized IELP Human Rights & Equity Fundamentals Module: Redesigned and modernized the foundational  
Human Rights & Equity Fundamentals module within the Inclusive Excellence Leadership Program (IELP), 
transitioning it to a fully asynchronous online format to increase accessibility, consistency, and learner 
engagement across the university. This updated module provides people leaders with essential knowledge 
of Ontario’s human rights legislative framework, McMaster’s EDIA strategy, and institutional responsibilities 
under the Discrimination & Harassment and Sexual Violence policies. It also equips supervisors with practical 
guidance on recognizing, responding to, and referring workplace concerns, understanding confidentiality limits, 
and fostering psychologically safe and inclusive team environments. The redeveloped module strengthens 
leadership capacity across McMaster by ensuring all IELP participants receive a comprehensive, flexible, and 
policy-aligned foundation before progressing through subsequent modules.

•	 Strengthened Equity-Informed Review of Request for Special Consideration (RSC) Applications: Collaborated 
with the Office of the Registrar and Faculty offices to refine the RSC form and review process, incorporating 
guidance from recent case law to ensure that admissions decisions reflect individualized assessments of 
applicants’ circumstances, including the impacts of discrimination, prior accommodations, and alternative 
demonstrations of competency. This work enhanced clarity and transparency for prospective students while 
supporting a consistent and equity-aligned approach to reviewing special consideration requests.

•	 Continued Collaboration on Retroactive Academic Accommodation Processes: Maintained ongoing 
collaboration with Assistant Deans, Deans, Student Accessibility Services, and other institutional partners 
to support updates to McMaster’s processes for the intake and assessment of retroactive academic 
accommodation requests, ensuring greater clarity and consistency in how these requests are reviewed across 
faculties.

•	 Targeted Training and Education: Delivered customized training sessions for the Faculty of Health 
Sciences, Faculty of Social Sciences, Faculty of Humanities, and Campus Safety Services on topics including 
Discrimination and Harassment under the Ontario Human Rights Code, Anti-Ableism, Anti-Racism, Disability 
Inclusion, Sexual Violence and Gender-Based Violence, and Anti-Black Racism, including education informed 
by the Ontario Human Rights Commission’s final report on anti-Black racism in the Toronto Police Service, From 
Impact to Action. 
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Statistical Report
of Complaints & Consultations under McMaster’s 

Discrimination & Harassment Policy
and Sexual Violence Policy
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Definitions

Early Intervention: can be facilitated by an Intake Office and may include fact-finding discussions, clarification of the 
issues, facilitated conversations, coaching, reconciliation, and voluntary no-contact agreements. Where applicable, 
options for Early Intervention may also include equity, diversity, inclusion, and belonging education specific to the 
context of the allegation of a Policy violation.

Complaint: A complaint under McMaster University’s Discrimination & Harassment Policy or Sexual Violence Policy is 
made when an individual seeks to initiate the institution’s investigation and adjudication procedures by completing 
and submitting complaint forms to one of the five Intake Offices on campus. Upon receipt of a complaint, the Policy 
Response Team convenes to review the materials with a view to making recommendations to the respective Decision 
Maker. Complaints are either investigated or not investigated. If the complaint is not investigated, the complainant is 
informed of their right to make a written request for review of the decision to the appropriate Vice-President.1 

Investigations: may also be initiated by the University, when the University becomes aware of situations where an 
investigation may be warranted, on the basis of both the circumstances and nature of the allegations.1

Consultations: A consultation takes place when an individual seeks advice and/or guidance on a matter related to 
discrimination, harassment, and/or sexual violence from an Intake Office representative in one of the five Intake Offices 
on campus. Consultations are confidential, subject to limits of confidentiality, outlined in the Policies.

Coaching: involves structured sessions focusing on personal and professional growth, compliance with relevant 
policies, and enhancing interpersonal skills. These conversations often address the gap between intent and impact, 
guiding individuals to adjust their behaviours to align with the Discrimination and Harassment Policy and the Sexual 
Violence Policy. The sessions also explore power dynamics, identity, and societal norms influencing behaviour, 
particularly in areas like consent. This method promotes introspection, helping individuals understand the broader 
effects of their actions and fostering a constructive approach to personal and interpersonal challenges. Coaching is 
used post-investigation, following a finding of a policy violation, to support the healing of all parties involved.

Dispute or Voluntary Resolution: Dispute or early resolution is a voluntary service provided by Intake Office 
representatives to help facilitate the successful resolution of issues and concerns related to discrimination, harassment, 
and/or sexual violence. It is a voluntary process involving steps taken to resolve or remedy a Complaint, with which both 
the Complainant and Respondent have agreed. May include a mediation.

Intake Offices: the five Intake Offices listed in McMaster University’s Sexual Violence Policy and Discrimination & 
Harassment Policy are the Sexual Violence Prevention & Response Office, Human Rights & Dispute Resolution Program, 
Employee and Labour Relations, Faculty of Health Sciences Office of Respectful Conduct in Clinical and Academic 
Environments, and Student Case Management Office.

1	 For more information on University-initiated investigations, see section 92 of the Discrimination & Harassment Policy 
and/or section 99 of the Sexual Violence Policy.
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Consolidated numbers on complaints, consultations and alternative dispute resolution are listed in the statistical report 
section below.

Complaint Statistics

Table: Complaints – Overview of Complaint Numbers
Description: This table has five columns and multiple rows. The first column lists academic reporting years from 2019–
2020 through 2024–2025. The remaining columns show the total number of complaints, the number open at the start of 
the year, the number of new complaints, and the number closed during the year.

Reporting Year
Total Number of 

Complaints
Open at Start 

of Year New Closed

September 1, 2019– 
August 31, 2020 46 12 34 20

September 1, 2020 – 
August 31, 2021 58 26 32 40

September 1, 2021 – 
August 31, 2022 35 18 17 18

September 2, 2022- 
August 31, 2023 28 9 19 23

September 1, 2023- 
August 31, 2024 40 5 35 25

September 1, 2024- 
August 31, 2025 31 15 16 27

There continues to be a noted increase in the complexity of the matters coming forward.

Table: Complaints by Policy
Description: This table has five columns and multiple rows. The first column lists reporting years from 2019–2020 through 
2024–2025. The remaining columns show the total number of complaints, the number involving the Discrimination and 
Harassment Policy, the number involving the Sexual Violence Policy, and the number involving both policies.

Reporting Year
Total Number of 
Complaints

Number of 
Complaints 
involving the 
Discrimination & 
Harassment Policy

Number of 
Complaints 
involving the 
Sexual Violence 
Policy

Number of 
Complaints 
involving both 
Policies

September 1, 2019– 
August 31, 2020 46 35 25 14

September 1, 2020 – 
August 31, 2021 58 48 25 15

September 1, 2021 – 
August 31, 2022 35 30 10 5

September 2, 2022- 
August 31, 2023 28 18 10 0

September 1, 2023- 
August 31, 2024 40 35 11 5

September 1, 2024- 
August 31, 2025 31 24 9 7
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Table: Complaints Investigated – Investigation Rates and Outcomes
Description: This table has four columns and multiple rows. The first column lists reporting years from 2019–2020 through 
2024–2025. The other columns show the percentage of complaints investigated, the percentage resulting in policy 
violations, and the mean length of investigations in months, with median values noted in parentheses.

Reporting Year Percent investigated Percent resulting in 
policy violations

Mean Length of 
investigation2 
 process (months)

September 1, 2019– 
August 31, 2020 75% 87% 5.4 (median 5)

September 1, 2020 – 
August 31, 2021 80% 59% 7.4 (median 7)

September 1, 2021 – 
August 31, 2022 66% 71% 8.4 (median 7.75)

September 2, 2022- 
August 31, 2023 43% 50% 8.8 (median 7)

September 1, 2023- 
August 31, 2024 24% 75% 3.5 (median 3)

September 1, 2024- 
August 31, 2025 7.75% 50% 3.68 (median 3.68)3 

Complaints not investigated
Complaints are not investigated for a variety of reasons, including: the complainant elects to withdraw the complaint; 
the parties reach a resolution; the complaint proceeds under another University process, such as Academic/Research 
Integrity, Student Appeal Procedures or Student Code of Rights & Responsibilities; the Assessment Team and Decision 
Maker decide not to investigate because, for example, there is no jurisdiction, the complaint is out of time, or there is no 
prima facie case.

In the past academic year, 92.25% of complaints did not proceed to investigation under the Discrimination and 
Harassment Policy or the Sexual Violence Policy.

Interim measures
Interim measures are temporary steps put in place while an investigation is in progress to safeguard the working, 
learning, and/or living environments of all individuals. Interim measures do not extend beyond the final resolution of a 
matter and are reviewed on an ongoing basis to ensure they remain appropriate in the circumstances.

Interim measures were necessary in 100% of the cases investigated and closed this past academic year. Relevant staff 
and faculty are often asked to assist in discussions to explore options, and to support implementation and oversight of 
interim measures.

Outcomes
When policy violations are found to occur, outcomes vary, depending on the circumstances of each case. Examples 
of outcomes during the 2024/2025 academic year include written outcomes that record the findings and set out 
expectations for future conduct.

2	 The length of an investigation process is calculated as the time between the date the parties are first notified of the 
process and the date the parties receive the findings and outcomes of the process.

3	 The increase in investigation time can be attributed to the availability of parties to meet with the investigator. 
Consistent with our trauma-informed and person-centered approaches, interviews are scheduled based on 
participants’ readiness and availability, which may extend timelines, process and the date the parties receive the 
findings and outcomes of the process.
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Disaggregated Complaint Data

Table: Complaints by Protected Ground
Description: This table has six columns and multiple rows. The first column lists protected grounds under human rights 
legislation, such as sex, personal harassment, ancestry/colour/race, disability, creed/religion, family status, age, gender 
identity or expression, and reprisal. The remaining columns show the number of complaints involving each ground for 
the years 2020/21 through 2024/25. The final row provides totals for each year.

Protected Ground 2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Sex (includes sexual 
harassment and 
assault)

25 14 12 11 7

Personal Harassment 
(intimidation, 
bullying)

17 10 7 9 10

Ancestry, colour, race 13 8 4 14 8

Disability 7 4 4 7 6

Creed/religion 2 3 4 3 1

Family status 2 1 1 1 0

Age 2 4 3

Gender Identity/
Gender Expression 1 1 0

Reprisal 1 0 1

Total 66 40 36 50 36

*Note: Some complaints involve more than one ground.

Table: Complaints by Participant Type
Description: This table has three columns. The first column lists participant types (e.g., undergraduate student, graduate 
student, staff, faculty, other). The second and third columns show the number of complainants and respondents in each 
category.

Complainant Respondent

Undergraduate Student 9 5

Graduate Student 1 0

Staff 9 14

Faculty 9 14

Other (external, not identified) 0 0

*Note: Some complaints involve more than one complainant and/or respondent. 
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Table: Complaints by Faculty or Area of the University
Description: This table has three columns. The first column lists faculties and administrative areas. The second and third 
columns show the number of complainants and respondents associated with each faculty or area.

Complainant Respondent

Administrative Units* (*other than 
Hospitality and Facility Services) 2 6

DeGroote School of Business 3 3

Faculty of Engineering 5 5

Faculty of Health Sciences 12 12

Faculty of the Humanities 2 0

Faculty of Science 1 1

Faculty of Social Sciences 3 1

Athletics & Recreation 1 0

Facility Services 0 0

Hospitality Services 2 2

Table: Complaints by Origin of the Concern
Description: This table has six columns and multiple rows. The first column lists contexts in which concerns arose, such 
as academic, employment, campus community, off-campus with a university nexus, residence, and athletics. The re-
maining columns show the number of complaints for each context from 2020/21 through 2024/25.

Origin of Concern 2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Academic context 16 9 7 10 9

Employment context 26 19 13 22 18

Campus community 
(e.g., extracurriculars, 
events)

3 3 0 5 1

Off campus, with 
a nexus to the 
University

8 2 7 2 2

Residence 3 0 0 0 0

Athletics 4 3 1 1 1
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Coaching Statistics
No post-investigation coaching sessions were conducted this year, as the outcomes of the investigations did not 
identify behaviours requiring coaching. Coaching sessions are typically offered to support respondents in addressing 
behaviours found to be in violation of the Discrimination and Harassment Policy or the Sexual Violence Policy.

Consultation Statistics
As set out above, a consultation takes place when an individual seeks advice and/or guidance on a matter related to 
discrimination, harassment, and/or sexual violence from an Intake Office representative in one of the four Intake Offices 
on campus. Consultations are confidential, subject to limits of confidentiality outlined in the Policies.

Numbers
For the 2024-2025 academic year, the five Intake Offices recorded a total of 670 consultations.

Themes
Most consults and disclosures pertained to academic matters. Staff and Undergraduate students were the most 
common groups seeking consultation.

Top three grounds- Consultations:
•	 Ancestry, colour, race
•	 Disability
•	 Creed/religion

Disaggregated Consultation Data

Table: Consultations by Issue
Description: This table has six columns and multiple rows. The first column lists issue types, such as personal harass-
ment, sexual violence, discrimination, accommodation, grounds-based harassment, poisoned environment, and ac-
cessibility. The remaining columns show the number of consultations for each issue from 2020/21 through 2024/25. The 
final row provides totals for each year.

Issue 2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Harassment - 
Personal 95 108 112 124 69

Sexual Violence 81 61 35 84 168

Discrimination 64 91 100 668* 266

Accommodation 80 618 85 221 95

Grounds Based 
Harassment 43 69 150 253 31

Poisoned 
Environment 10 5 63 37 5

Accessibility** 17 3 11 25 26

Total 390 970 556 1,412 670

Note: some consultations involved more than one issue.

* 584 consultations addressed issues related to Israel and Palestine.

** Consultations related to accessibility under the Discrimination & Harassment Policy tend to focus on improving 
access to processes and services in a general overall sense, whereas consultations related to accommodation are 
focused on specific cases requiring resolution.
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Table: Consultations by Protected Ground
Description: This table has six columns and multiple rows. The first column lists protected grounds such as disability, 
creed/religion, ancestry/colour/race, ethnic origin, family status, gender identity/expression, age, place of origin, sex, 
sexual orientation, citizenship, and marital status. The remaining columns show the number of consultations for each 
ground from 2020/21 through 2024/25. The final row provides totals for each year

2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Disability 90 119 136 168 94

Creed/religion 12 542* 26 361 85

Ancestry, colour, race 49 47 125 1,068 124

Ethnic origin 12 14 15 143 86

Family status 9 18 11 23 12

Gender identity/
gender expression 5 9 13 56 54

Age 0 6 3 6 10

Place of origin 24 15 5 115 37

Sex 92 45 51 81 71

Sexual orientation 3 6 1 12 35

Citizenship 7 4 4 16 4

Marital status 0 0 0 0 1

Total 303 825 390 2,049 613

Note: Some consultations involve more than one ground.

Table: Consultations by Participant Type
Description: This table has six columns and multiple rows. The first column lists participant types (e.g., undergraduate 
student, graduate student, staff, faculty, medical resident, other). The remaining columns show the number of consulta-
tions involving each participant type from 2020/21 through 2024/25.

2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Undergraduate 
Student 74 129 142 128 198

Graduate Student 43 43 62 44 14

Staff 106 173 226 348 239

Faculty 95 92 82 89 59

Medical Resident 5 6 21 4 4

Other (external, not 
identified) 21 527* 23 16 13
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Table: Consultations by Faculty or Area of the University
Description: This table has six columns and multiple rows. The first column lists faculties and administrative areas. 
The remaining columns show the number of consultations associated with each faculty or area from 2020/21 through 
2024/25.

2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Administrative Units 84 54 116 136 130

DeGroote School of 
Business 18 19 27 25 37

Faculty of 
Engineering 35 52 47 37 44

Faculty of Health 
Sciences 86 126 183 180 113

Faculty of the 
Humanities 24 23 28 28 20

Faculty of Science 32 47 82 29 45

Faculty of Social 
Sciences 40 25 26 157 23

Ath & Rec 7 12 3 18 12

Unknown 34 599 47 15 9

Table: Consultations by Origin of the Concern
Description: This table has six columns and multiple rows. The first column lists contexts in which consultations arose, 
such as academic, employment, campus community, off-campus with a nexus, off-campus with no nexus, residence, 
athletics and recreation, and online. The remaining columns show the number of consultations for each context from 
2020/21 through 2024/25.

Origin of Concern 2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Academic context 199 228 231 260 176

Employment Context 70 106 207 129 99

Campus community 
(e.g., extracurricular, 
events)

25 27 33 137 97

Off campus, with 
a nexus to the 
University

21 30 17 34 24

Off campus, with 
no nexus to the 
University

7 14 NA 5 8

Residence 13 13 17 4 7

Athletics & 
Recreation 15 9 18 4 3

Online 56 11
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Education & Training Initiatives
The HRDR Program expanded its approach to targeted education and training by more closely integrating insights 
from the case management system, which has been tracking complaint and consultation data since July 2023. By 
analyzing emerging themes and patterns, the program is able to anticipate areas of concern, reduce potential risks, 
and strengthen the University’s efforts to maintain an equitable and respectful community.

A coordinated team that includes the Senior Director of Human Rights and Accessibility, Senior Human Rights Advisors, 
and members of the Response Team works with faculties and departments to offer guidance that reflects their 
specific operational and cultural contexts. Through quarterly reports and meetings, anonymized data is shared with 
deans, department leadership, and EDI leads where available. These discussions support the identification of trends, 
clarification of concerns, and informed decision-making while maintaining confidentiality.

Training materials are developed in collaboration with each unit to ensure that content speaks directly to their needs 
and priorities. This tailored model allows the HRDR Program to address unique challenges, support ongoing learning, 
and align training with institutional goals. Feedback mechanisms and regular assessments help refine the learning 
experience and maintain relevance as policies, expectations, and community needs evolve.

The HRDR Program remains committed to strengthening the campus climate through targeted, evidence-informed 
educational initiatives that address current concerns and contribute to long-term cultural change.

During the 2024–2025 academic year, the HRDR team facilitated eight customized training sessions across three 
faculties, as well as several administrative units and departments. These sessions addressed a range of human rights 
topics, including discrimination, harassment, personal and psychological harassment, duty to accommodate, intake 
procedures, and strategies for early intervention.

Dispute Resolution
As indicated above, dispute resolution is a service provided by Intake Office representatives to facilitate the resolution of 
issues and concerns related to discrimination, harassment, and/or gender-based and sexual violence.

Dispute resolution seeks to resolve matters in an efficient and amicable manner and, if successful, reduces the 
likelihood of a complaint being filed. Engagement in the process is voluntary, and parties may withdraw from the 
process at any point in time.

Situations involving human rights go to the core of people’s identity; it is not surprising that addressing and assisting 
parties to work through such matters entail mediating emotionally charged, extremely sensitive, and multifaceted 
interpersonal conflicts. The Intake Offices draw upon their acquired expertise in conflict coaching, negotiation, and other 
Alternative Dispute Resolution (ADR) techniques.

Page 67 of 740



Equity and Inclusion Office Annual Report 2024 – 2025  | Statistical Report |  32

2024-2025 Numbers
•	 For the 2024-2025 academic year, the Intake Offices recorded a total of 27 dispute resolution matters.

Table: Number of Resolutions Facilitated by Intake Offices
Description: This table has six columns and one main data row. The first column identifies the measure (number of reso-
lutions facilitated by Intake Offices). The remaining columns list academic years from 2020/21 through 2024/25 and the 
number of dispute resolution matters facilitated in each year.

Issue 2020/2021 2021/2022 2022/2023 2023/2024 2024/2025

Number of 
resolutions facilitated 
by Intake Offices

145 103 90 55 27

•	 Personal harassment was the most frequently addressed matter through dispute resolution.

•	 Undergraduate students and staff were the parties most frequently involved in dispute resolution processes.

•	 The majority of matters dealt with through dispute resolution related to campus community issues, including 
extracurricular activities.

Early Intervention Statistics
Eleven Early Interventions were conducted during the 2024-20254 academic year, with the most common requests for 
intervention involving matters related to race, disability, sex, and sexual harassment.

Table: Early Interventions by Year
Description: This table has four columns and one main data row. The first column identifies the intervention type (ear-
ly interventions). The remaining columns list academic years 2022/23, 2023/24, and 2024/25, with the number of early 
interventions conducted in each year.

Intervention Type 2022/2023 2023/2024 2024/2025

Early Interventions 23 16 11
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Gilmour Hall, Room 210 
1280 Main Street West,  
Hamilton, ON L8S 4L8 

(905) 525-9140 x 24337 
board@mcmaster.ca  
senate@mcmaster.ca 
secretariat.mcmaster.ca 

Report to the Board of Governors 
from the 
Senate 

Open Regular 
 
 
 

1. Enrolment Management Team 
At its meeting on February 11, 2026, the Senate received a presentation on the 
Enrolment Management Team. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Board of Governors  
For Information 
March 5, 2026 
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Gilmour Hall, Room 210 

1280 Main Street West,  

Hamilton, ON L8S 4L8 

(905) 525-9140 x 24337 

board@mcmaster.ca  

senate@mcmaster.ca 

secretariat.mcmaster.ca 

 
Report to the Board of Governors 

from the 
Remunerations Committee 

 
FOR APPROVAL 
 

a. Ratification of the First Collective Agreement with CUPE 3906, 
Unit 4 (Residence Life) 

 
At its meeting on February 26, 2026 the Remunerations Committee reviewed and 
approved the first tentative agreement between CUPE 3906, Unit 4 (Residence 
Life) and the University. 
 
It is recommended, 
 

that the Board of Governors approve the first tentative collective 
agreement reached between McMaster University and CUPE Local 3906, 
Unit 4 (Residence Life), effective March 5, 2026 and expiring on August 31, 
2029. 

 
 
 
 
 
 
 
 
 
 
 
 
 
Board of Governors  
Approval 
March 5, 2026 
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GOVERNANCE BODY  Board of Governors 

ITEM/SUBJECT  Ratification Request: CUPE Local 3906, Unit 4 (Residence Life) 

DATE  February 26, 2026 

LEAD(S)  Wanda McKenna, AVP & CHRO 

Maggie Pooran, Executive Director, Health, Safety, Well-being & 

Labour Relations 

GOVERNANCE PATH  PVP (electronic vote February 15, 2026) > Remunerations Committee 

(February 26, 2026) > Board of Governors (March 5, 2026)  

MOTION  That the Board of Governors ratify the tentative agreement reached 

between McMaster University and CUPE Local 3906, Unit 4 

(Residence Life), for a first collective agreement, effective from the 

date the parties exchange notice of ratification (anticipated March 5, 

2026) and expiring on August 31, 2029. 

JURISDICTION   N/A 

SUPPLEMENTAL 

MATERIALS 

1. Summary of Terms of a First Collective Agreement

between McMaster University and CUPE Local 3906, Unit

4 (Residence Life)

EXECUTIVE SUMMARY 
On February 13, 2026, the University reached a tentative agreement for a first Collective 
Agreement with CUPE Local 3906, Unit 4 (Residence Life), effective from the date the parties 
exchange notice of ratification and expiring on August 31, 2029.    

The University and the Union agreed to recommend the ratification of the tentative agreement to 
their respective principals.  CUPE is planning to hold its ratification process on February 19, 
2026.    

BACKGROUND 
On March 28, 2024, CUPE Local 3906 was certified as the bargaining agent for a newly 
established bargaining unit (“Unit 4”), representing “All employees of McMaster University, in the 
province of Ontario, employed in Residence Life save and except Residence Life Area 
Coordinators, persons above the rank of Residence Life Area Coordinator, and persons currently 
represented by an existing Trade Union”.  

The University received notice to bargain from CUPE on April 8, 2024, and met with CUPE on 
April 26, 2024, to discuss a preliminary approach to negotiating a first collective agreement. 

The Parties formally began negotiations on February 18, 2025. CUPE advised the University on 
August 22, 2025, that they had received a strike mandate from their bargaining unit, and filed for 
conciliation on September 2, 2025.  The Parties met a total of 26 days in bargaining, 3 of which 
were with the provincially appointed conciliation officer.  

As of April 30, 2025, there were 192 employees represented in this bargaining unit. 

The tentative agreement is within the mandate approved by Remunerations Committee, 
preliminarily on October 10, 2024, and subsequently confirmed on February 12, 2026.  
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STRATEGIC ALIGNMENT   
The tentative agreement achieved outcomes in alignment with the University’s Collective 
Bargaining Strategy, 2023-2026, and McMaster’s institutional priorities, enabling operational 
excellence and fiscal responsibility, while also supporting McMaster’s ability to maintain labour 
relations stability.  
  
RISK AND RISK MITIGATION STRATEGIES  
The University has engaged in multi-year financial planning to forecast and project wage 
increases, to ensure affordability and inform budgetary planning.   
  
RECOMMENDATIONS AND NEXT STEPS   
The University’s Bargaining Team seeks ratification of the tentative agreement at the next Board 
of Governors meeting.  
  
KEY TERMS   
  
CUPE Local 3906:  
Union that represents four (4) bargaining units on campus, including Unit 1 (Teaching Assistants), 
Unit 2 (Sessional Faculty), Unit 3 (Post-doctoral Fellows), and Unit 4 (Residence Life).  
  
CUPE Local 3906, Unit 4 (Residence Life): 
All employees of McMaster University, in the province of Ontario, employed in Residence Life 
save and except Residence Life Area Coordinators, persons above the rank of Residence Life 
Area Coordinator, and persons currently represented by an existing Trade Union. 
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Summary of Terms of a First Collective Agreement   
between  

McMaster University and CUPE Local 3906, Unit 4 (Residence Life)  
  
  
Term:   

• First collective agreement, effective from the date the parties exchange notice of 
ratification and expiring August 31, 2029. 

  
Compensation Structure: 
 
Community Advisors (Effective May 1, 2026): 
 

• Community Advisors are not required to purchase a meal plan.  
 

• Community Advisors are required to pay a Standardized Community Advisor Room Rate, 
which will be no greater than the single standard room rate in Residence Life, and will be 
collected via payroll deductions in equal installments. 
 

• The difference between the Community Advisor Standardized Room Rate and the actual 
fee for the room a Community Advisor is assigned is applied as a taxable benefit in 
accordance with Canada Revenue Agency regulations, equalized on the Employee’s 
payroll installments. 
 

• Community Advisors receive a Stipend with two (2) components: Part A and Part B. Part 
A is equal to the Standardized Community Advisor Room Rate.  
 

• The Community Advisor Stipend is for 555 hours of work (an average of 15 hours/week) 
for the period of August 1 to April 30.  The Community Advisor Stipend is paid in equal 
installments on the University’s first twenty (20) regular pay dates between August 1 and 
April 30. 

 

  
  

Stipend Amounts Effective: 

May 1, 2026  May 1, 2027  May 1, 2028  

Community Advisor Stipend  
  
  

Part A:   $8,096  Part A:  $8,339 Part A:  $8,590 

Part B:   $2,412  Part B:  $2,484 Part B:  $2,559 

Total:   $10,508 Total:   $10,824 Total:   $11,148  

 
Additional Assignments for Community Advisors: 
 
There are two (2) additional assignments that may be provided to Community Advisors: Senior 
Community Advisor, and an assignment to work during the Residence Holiday Closure 
Period.  
 
If a Community Advisor is provided with either (or both) of these assignments, they will receive 
an additional stipend(s), as follows:  
  

Page 74 of 740



 

Page 4 of 6 

 

 Additional Stipend for: 
  

Stipend Amounts Effective: 

May 1, 2026  May 1, 2027 May 1, 2028 

Senior Community Advisor assignment  
(an additional 296 hours of work)  

$6,473 $6,667 $6,867 
 

Residence Holiday 
Closure Period assignment  
(an additional 32 hours of work)  

$787 $811 $835 

 
Hourly-paid Positions: 
 
Effective May 1, 2026, the following hourly rates will become effective:  

 

  
Job Title  

Effective: 

May 1, 2026  May 1, 2027 May 1, 2028 

Guest Registration Assistant  $18.28 $18.83 $19.39 

Residence Orientation Assistant  
$20.26  $20.87  $21.50  Graduate Community Leader  

Project Assistant  
$22.33 $23.00 $23.69 

Residence Orientation Planner  

 
Across the Board (“ATB”) increases  
 
ATBs will be applied to the Wage Grid and all Community Advisor Stipends as follows: 

o May 1, 2027: 3.0% 
o May 1, 2028: 3.0%  

 
Lump Sum Payments 
 
The following lump sum payments (less applicable deductions) will apply to employees who are 
employed as of February 13, 2026, and who remain employed as of April 11, 2026: 
 

• Community Advisor: $1206.00 

• Senior Community Advisor: $250.00 (in addition to the Community Advisor lump sum) 

• All other Employees in the Bargaining Unit: $250.00  
 
Any employee whose employment ends after February 13, 2026, and before April 11, 2026, will 
receive one-half (1/2) the amount.  
 
Benefits and Leave Provisions: 
 
CUPE Administered Benefits: 
 

• For the purpose of CUPE administered and sponsored Benefit Plan(s), which may include 
reproductive health and gender affirmation care, the Employer will remit to CUPE Local 
3906 the following amounts: 
 

o May 1, 2027: $10,000  
o May 1, 2028: $20,000 
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Other Benefits and Leave Provisions (effective on ratification): 
 

• Access to the Employee & Family Assistance Plan 
 

• Bereavement Leave without loss of pay, aligned with other bargaining units  
 

• Intimate Partner Violence Leave without loss of pay, aligned with other bargaining units  
 

• Eligible for Pregnancy & Parental Leave Supplemental Unemployment Benefit, aligned 
with other bargaining units  

 
Operational Items 
 
The agreement includes language that is legislatively compliant and operationally efficient, 
addressing the following issues: 
 

• Benefits 

• Community Advisor Standardized Room Rate 

• Compensation 
o Schedule A: Wage Grid 
o Schedule B: Community Advisor Stipends 

• Definitions 

• Employee Information 

• Grievance Procedure 

• Health and Safety 

• Hours of Work 

• Information 

• Job Postings and Appointments 

• Joint Labour Management Committee 

• Leaves of Absence 

• Legal Liability 

• Letter of Understanding: Community Advisor Handbook 

• Letter of Understanding: Coverage Shifts 

• Letter of Understanding: Employment Equity  

• Letter of Understanding: One-Time Lump Sum Payment 

• Letter of Understanding: Policies Affecting Terms and Conditions of Employment 

• Letter of Understanding: Room Inspections, 10 Bay Open House, and Move Out 

• Letter of Understanding: Transition of Compensation Structure for Community Advisors 

• Management Rights 

• No Discrimination, Harassment, or Violence 

• No Strike or Lockout 

• Performance Evaluations 

• Probationary Period 

• Public Holidays and Public Holiday Pay 

• Recognition 

• Resources 

• Scope and Purpose 

• Seniority 
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• Term 

• Uniform 

• Union Representation 

• Union Security 

• Vacation 

• Workplace Accommodation 

• Workplace Investigations, Counselling, Discipline and Discharge 
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Setting the Standard for 
Employer Supports for 
Caregivers: the CSA 
Standard
McMaster Board of Governors Meeting (March 
2026) 

Presenter: Dr. Allison Williams
Date: March 5, 2026
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Land Acknowledgement
McMaster University recognizes and acknowledges that it is located 
on the traditional territories of the Mississauga and Haudenosaunee 
nations, and within the lands protected by the Dish With One Spoon 
wampum agreement.
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Webinar Objectives 
What we will cover today 

3

Explore solutions, such as carer-friendly workplace programs & policies
Creating Caregiver-Friendly 

Workplaces course
CSA B701 Carer-inclusive Workplace 

Standard Tools & Resources 

Empower professions to advocate within their organizations

Outline hidden challenges working family caregivers [or carer-employees (CEs)] face
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Carer-employees (CEs)

February 9, 2026 4

 Make up most CEs in the 
workforce (53%)

 Most experienced & often best 
trained employee pool

1 in 4 
Canadians 
1/3 of Canada’s 
workforce 
CEs aged 40-59 

 Are balancing paid employment 
with unpaid care 

 Over 5.2 million Canadians 

 Are CEs – those balancing paid 
employment with unpaid care
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5
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The ethical imperative The Business Case

Increased 
productivity 

Reduced 
turnover

Reduced 
absenteeism

Reduced 
presenteeism 

Improved job 
satisfaction Cost savings  

6

For every dollar 
invested in flextime, 
companies can expect 
a ROI ranging from 
$1.70 to $4.34
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Carer-Inclusive Policies
A good business decision

Improves Employee 
Well-being & 
Engagement

• Supportive policies 
contribute to better mental 
health and increased job 
satisfaction among 
employees.

Strengthens 
Company Reputation 
& Attracts Talent

• Being recognized as a 
carer-friendly employer 
can enhance your brand 
image and attract a 
diverse talent pool. 

Aligns with 
Evolving Workforce 
Demographics

• As the population ages, 
more employees will have 
caregiving responsibilities; 
proactive policies position 
your business for future 
success.

7
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What can happen if you don’t support carer-employees?
Example of potential negative impacts

8
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Making Care Inclusive
What HR Leaders Need to Know (and Do)

Must-Knows
• Human Rights: Duty to 

accommodate family status
• Employment Standards: Job-

protected leaves
• Occupational Health & Safety
• Psychological safety: stigma-free 

culture

Best Practices
• Flexible work arrangements & async 

options
• Normalize caregiver conversations
• Manager training on burnout signals

Quick Wins
• Add caregiving to staff surveys
• Audit leave policies for gaps
• Share free external resources
• Updated Onboarding 

9
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Developing Supportive Policies for Carers in SMEs
CSA B701:17 (R2021) Carer-inclusive and accommodating organizations standard

10

Scan here to download
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Developing Supportive Policies for Carers in SMEs
CSA B701HB-18 Helping worker-carers in your organization 

11

Building the 
foundation

Putting it into 
practice 

Monitoring 
progress

• Establish leadership 
• Choose a champion
• Engage workers 

• Identify and communicate what’s 
already working 

• Look for gaps 
• Establish the program

• Measure, analyze, and improve the 
program

• Audit to identify opportunities to 
improve 
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Build a process to 
monitor and measure 

Design and implement 
internal audits 

Conduct management 
reviews

Identify opportunities 
for improvement 

Developing Supportive Policies for Carers in SMEs
1. Building the foundation

12

Commit leaders and 
resources Engage workers 

Build the carer-
employee policies 

Review current legal 
requirements 

Review social and 
ethical responsibilities 

What’s already 
available? What are the gaps?

Identify objectives and 
targets 

Increase carer-
employee awareness 

Cope with carer-
employee emergencies 

2. Putting into practice

3. Monitoring progress
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Workplace Program 
Model 
CSA B701:17 (R2021) Carer-
inclusive and accommodating 
workplaces

13
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Impact
Voluntary Standard moving to Required Standard? 

14

Impact 
of the 
Standard

Standard helped frame issue of working caregivers as a valid workplace 
concern

Awareness and use of the Standard increased through free downloads 
and tools and resources developed by McMaster University and partners

Pandemic has reshaped employees' expectations regarding a healthier 
work-life balance and flexibility, while also fostering conversations around 
mental health and well-being and caregiving is increasingly recognized as 
part of that trend

Standard embraced by caregiver organizations, policy makers and 
researchers – key element of work to develop a National Caregiver 
Strategy

Standard used as basis for the development of ISO 25551 and Canada 
seen as leader in this field

45% of employers 
have put a well-being 

strategy in place in 
the last three years 

or are currently 
developing their 

strategies, according 
to the Conference 
Board of Canada.
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Developing Supportive Policies for Carers in SMEs
Creating Caregiver-Friendly Workplaces course - FREE

https://continuing.mcmaster.ca/programs/health-social-services/creating-caregiver-friendly-workplaces/

15

Scan here to download
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Developing Supportive Policies for Carers in SMEs
Additional tools & resources

16

Scan here to download
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Putting it into practice
CFWPs

17

Importance of leadership commitment

Assignment of responsibility

Identify resources & think sustainability

Tailor – assess specific risk factors

It’s a journey – take a phased approach

Find champions and engage all workers

Address issues of stigma, gender, age, work life balance
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Q&A

February 9, 2026 18
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