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hroughout Canada, universities have taken significant steps toward developing
equity, diversity, and inclusion (EDI) policies, programs, and strategies1.
Furthermore, the Tri-Council granting agencies (CIHR, NSERC, and SSHRC) have
incentivized EDI commitments throughout the research process2. However, there are still
many steps required for EDI to become mainstream in everyday practices3. Together we
must redefine how we work as colleagues in Canadian research institutions and reform
systems, policies, and structures for sustainable results.
First and foremost, successful EDI work is not measured by intention; it is measured by
impact4. EDI work must support tangible changes that empower people who have been
marginalized due to racism, colonialism, patriarchy, heteronormativity, ableism, and
more5. High-level policy statements are valuable because they help to signal institutional
support for change and accountability. However, on an institutional level, it can be
challenging to action EDI recommendations in ways that are: specific, meaningful,
measurable, and impactful.
EDI work must align with an organization's goals and objectives to be transformative.
GWF aims to position Canada as a global leader in water sciences for the world's cold
regions, be the global partner of choice for transdisciplinary water research, and provide
strategic tools to manage water futures in Canada and internationally6. With that in mind,
it is vital to consider the case for developing an intersectional approach to EDI for the
GWF research network in addition to the guidance already provided by GWF partner
intuitions and granting agencies. An intersectional approach considers the diﬀerent ways
that power structures influence opportunities and experiences when people hold
multiple intersecting identities (e.g. age, race, class, gender identity, and more)7. A GWFspecific approach will connect people working within the network, external partners, and

end-users of the research around a shared vision for
EDI in water research networks. There must be
baseline data against which change is measured.
These data must reflect the fundamental inequities
that the organization wishes to change and must be
reviewed regularly to ensure completeness and reflect
normative changes in the practice environment.
The ways that structural and institutional inequities
manifest in daily life are remarkably personal, often with significant and irreparable
damage to self-confidence, mental and physical well-being, financial stability, and career
opportunities writ large. In recent years, Gender-Based Analysis Plus (GBA+),
and unconscious bias training, have provided new analytical tools to understand
inequities in theory and practice. While renewed commitments to anti-racism, and intercultural communication courses, have opened up meaningful conversations. Increasing
knowledge must be paired with action to produce tangible changes. Taking the right
action often requires an in-depth understanding of how inequities manifest in a particular
field or research space. This is where the collaborative knowledge of a research network
like GWF is invaluable. As leaders with vast networks and highly specialized knowledge of
water research practices, GWF members are uniquely positioned to address EDI barriers.
Thus, establishing new norms and standards that embed EDI principles in the very fabric
of what it means to be internationally recognized in the field.
Water research is at the core of environmental, social, and economic well-being globally8.
GWF researchers are leaders in many academic disciplines that contribute to an in-depth
knowledge of water research in Canada and internationally. Working together across such
an extensive research network provides a clear opportunity to accelerate knowledge
sharing and implement EDI practices specific to inclusive water research methodologies,
community engagement, data collection, and mitigating the diﬀerential impact of
empirical and theoretical research findings on marginalized communities and
individuals9.
Faculty, students, and staﬀ working within GWF all have an essential role to play while
incorporating EDI principles into the program's innovative research and ensuring that the
experience of people working within the research network reflects the organization's
commitment to EDI. Training the next generation of researchers to be fluent in EDI
practices is another step towards achieving GWF's social, economic, and environmental
objectives and establishing a legacy of excellence in water research10.
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