FACULTY OF ENVIRONMENTAL STUDIES

AFFIRMATIVE ACTION AND EQUITY PLAN


As approved at the Committee of Instruction on February 15, 2001.


As approved at Faculty Council on February 22, 2001.


As approved by the Affirmative Action for Women Faculty Committee on April 18, 2001.
Preamble to 2001 Policy:
This Equity Plan revision of the September 24, 1998, Affirmative Action Plan, has been developed within the specific geographic context of the Greater Toronto Area, and within the institutional context of York University and the Faculty of Environmental Studies. A majority of the population of Toronto is from visible minority groups.  Minority students already make up a large percentage of the York University student body and of the Faculty of Environmental Studies, particularly at the undergraduate level.  Yet members of visible/racial minorities, aboriginal people and persons with disabilities remain highly under represented among faculty members.  The unique interdisciplinary thrust of the Faculty of Environmental Studies is also an important part of our context, in that we recognize different perspectives and different ways of knowing.  The convergence of these factors provides the impetus to our commitment to addressing issues of diversity through this policy.

E1.1 Introduction:
In 1990, the Board of Governors of York University and the York University Faculty Association (YUFA) agreed on an affirmative action policy which required each hiring unit to develop an affirmative action plan for women which will govern its appointments policy and procedures. (The Faculty of Environmental Studies Affirmative Action and Equity Plan is consistent with the YUFA Collective Agreement). The Plan has been reviewed and approved by the Joint Implementation Committee on Affirmative Action for Women Faculty and has been used to evaluate the affirmative action efforts of the hiring unit when it made its appointment proposals. The Faculty has the full-time equivalent of 39.4% women faculty as of February 6, 2001.

On October 23, 1997, the Committee of Instruction passed this motion:  "That the Faculty Appointments Advisory Committee develop employment equity guidelines, with special attention to ethnic and cultural diversity; that these guidelines address issues related to job descriptions, e.g. relevant knowledge and experience in cross‑cultural settings, outreach, e.g., advertising in the ethnic press, and encouraging applications from aboriginal peoples and minorities in Canada, hiring processes and decision‑making; and that the FAAC report to C of I both on the development of these guidelines on Nov. 6, 1997, and on their application in hiring new faculty within FES when appropriate."  At the same meeting, the FAAC was asked "to review and update the Affirmative Action Policy."

The work of the FAAC involved investigating similar policies in other parts of the University.  The Faculty of Education and the Department of Political Science, for example, have incorporated into their Affirmative Action Plans clear priorities for the hiring of members of visible/racial minorities, aboriginal people and persons with disabilities. 

The Joint Committee on Employment Equity and the YUFA Standing Committee on Equity has since developed an employment equity policy that  addresses not only women, but also members of visible/racial minorities, aboriginal people and persons with disabilities. This has now been implemented in the YUFA Collective Agreement 1999-2001.

This version of the Faculty of Environmental Studies Affirmative Action and Equity Plan has been updated by the FAAC to bring it in line with the overall policy. 

E1.2 Affirmative Action and Equity for Ethnic/Cultural Diversity: Goals and Objectives:
It is the goal of the Faculty that women occupy at least 50% and that members of visible/racial minorities, aboriginal people and persons with disabilities occupy at least 25% of the full faculty complement, including contractually limited and tenure stream positions.

E1.3 Identification of Appointment Needs and Setting of Priorities:
The Faculty of Environmental Studies differs from most other units in that there is no departmental structure.  Environmental studies has fluid boundaries and continually shifting inter‑relationships amongst sub‑fields and fields of study.  This transdisciplinarity requires that our process for identifying hiring priorities be simultaneously focused on identified teaching and research needs, yet open to the possibility of innovative mixing and matching of applicants' expertise, perspectives, skills, and personal qualities.

Over the next few years, we see the Faculty operating at least three different styles of appointment processes to match three different situations:

a)  one or more positions are available, with no area of specialization prioritized.

b)  one position available, with one area prioritized.

c)  more than one position available, with one or more areas prioritized, perhaps the others left open.

While the FAAC initiates and is at the heart of this identification and prioritizing process, it works in a highly iterative fashion.  It seeks out information and opinions from all possible stakeholders including faculty, alumnae and students.  The knowledge and insights of the Dean, the Curriculum Committees, and the Admissions Committees, are of particular importance. The FAAC distills and reconciles these pluralistic and often non‑converging views into a list of appointment requirements.  These recommendations are submitted to the Committee of Instruction (all the teaching faculty) and to all students.  After discussion in the Committee of Instruction and consideration of student submissions, the FAAC drafts an advertisement for the required position(s).  This is submitted to the Committee of Instruction again for approval and amendment.  Agreement on the advertisement is arrived at by consensus, or, if necessary, majority vote.

In considering the need for increasing the diversity of the Faculty, the FAAC in consultation with the Committee of Instruction and Faculty Council and in tandem with an ongoing curriculum review with regards to ethnic/cultural diversity, will consider proposing new positions that better reflect the subject areas and specializations of people prioritized in our Affirmative Action and Equity Plan.  The job advertisement should also include language that clearly communicates our flexibility in adapting to the kinds of subject areas and skills that new faculty members may bring.

E1.4  Procedures for Advertisement Placement:

The approved advertisement is placed in the "CAUT Bulletin", "University Affairs", and in the "ACADEMIC" classified advertisement section of the "Globe and Mail". In addition, the advertisement is placed in publications likely to be read by the kinds of person(s) the Faculty is seeking but especially by women, members of visible/racial minorities, aboriginal people and persons with disabilities. Where appropriate, mailing lists of academic and professional organizations, government and nongovernmental organizations, conference attendees and electronic mail networks are utilized. An emphasis should be placed on referring readers of our advertisements to the University/Faculty web site.

E1.5  Institutional Networking:
Letters accompanied by a copy of the advertisement are sent to the appropriate academic officers of all Canadian Faculties and Departments that offer graduate work in fields related to the position available, as well as to organizations that represent or work with women, members of visible/racial minorities, aboriginal people and persons with disabilities.  The letters will emphasize the desire of the Faculty to have applications from suitable candidates who are members of visible/racial minorities, aboriginal people and persons with disabilities. 

E1.6  Individual Networks of Faculty and Students:

Students and faculty are urged to either send letters and copies of the advertisement to potential applicants and their associates or suggest such names to FAAC.

E1.7  Procedures Following the Receipt of Applications:
a)  Each application is received in the FAAC secretary=s office and date stamped.

b)  Receipt of each application is acknowledged and any missing pertinent information is requested by email.

c) At the time of application deadline, each file is to be assigned an alpha/numeric code.

d) A master list of all applications is created alphabetically to record details about position, PhD status, gender, citizenship, self-identification status, and professional memberships (where required). 

e)  The FAAC members individually peruse the files and then meet to share their assessments.  They apply two levels of criteria:

Exclusionary criteria are a coarse sieve intended to screen out applicants who are clearly unsuitable. These criteria are applied at the initial stage, in order to determine whether letters of reference should be sought.  Applicants who make it past the exclusionary criteria will be considered potentially acceptable.

Exclusionary criteria are:

(i)   Canadian citizens and permanent residents will be considered first for this position.

(ii)  PhD, or equivalent (professional degree, or experience/knowledge strongly recognized in the area), or PhD pending.

(iii) An interdisciplinary perspective.

Evaluation criteria will then be reviewed for and applied to the specific requirements of each job description.  These involve judgements on the appropriateness of each applicant as well as comparative evaluations of applicants, for example, the impact of past family responsibilities on the pace of the applicant's academic career, or the systemic lack of access to academic positions. Although tradeoffs amongst the criteria are inevitable and some are obviously more important than others, the criteria are not weighted in a fixed manner.  A particularly significant trade‑off is between the focus of study and the gender or the ethnic/cultural background of the applicant.  In addition to other procedures designed to maximize the chances of attracting outstanding candidates who are women, members of visible/racial minorities, aboriginal people and persons with disabilities, the Faculty may, from time to time, be somewhat flexible with respect to the focus of study in order to appoint more women, members of visible/racial minorities, aboriginal people and persons with disabilities.  The Faculty's annual appointments strategy will explicitly deal with this trade‑off and related procedures.

Evaluation criteria are: (not necessarily in order of importance)

(i)   Demonstrated strength in theory and practice in one or more of the designated areas; if appropriate, good standing as a professional in the area.

(ii)  Awareness of emerging developments in the area; innovativeness.

(iii) Extent of her/his interdisciplinary perspective, including its breadth and depth; demonstrated or potential capacity to approach the area across disciplinary/professional boundaries and to expand or build it within the Faculty.

(iv) A commitment to critically addressing issues of social difference and inequality based on race, ethnicity, gender, social class, and ability.

(v)  A strong record or potential as a teacher and advisor of the kinds of students who are and will be in FES.

(vi) An active research record or potential, including independent and collaborative research and evidence or dissemination of research results, in refereed publications or other forms of communications that reach a broader public.

(vii)  Strong contributions to the communities relevant to the area of study, and/or work of public significance and use.

(viii)  Collegiality ‑ i.e., a person with whom we would like to spend the next several years.

(ix) Administrative capability; capacity and willingness to take on a share of the administrative workload of the Faculty.

(x) Other criteria appropriate to specific positions.

f) Using these criteria, the FAAC will dispose of all of the received files in one of three ways:

(i) Reject.  Applicant is considered unsuited to the position (does not meet the exclusionary criteria and is not outstanding in any other respect): letter sent from Dean, informing applicant.

(ii) Seek References.  Applicant meets the exclusionary criteria and shows potential for one of the positions.  FAAC Chair requests letters of reference and applicant is so informed.  

(iii) Hold.  Applicant meets exclusionary criteria but potential seems marginal.  The file is held open to permit a later comparison with other applicants or to permit faculty and student comment.

g) The FAAC issues a list of all applicants classified under either the Seek or Hold categories. Students and faculty will have one week to read the Seek and Hold files and comment on them in writing to the Chair of FAAC.   All comments made by faculty and students on the candidates will be held confidential.

h)  The FAAC considers its own assessments and the comments of faculty and students to establish a short list, working from and with the notion of substantial equality.  If at all possible, regardless of which of the three previously described appointment situations the Faculty is dealing with, at least one third of each shortlist shall consist of women, and one third shall consist of members of visible/racial minorities, aboriginal people and persons with disabilities.  (The percentage could in fact be less than 2/3 if there is an overlap between two or more categories).  At the very least, every shortlist (drawn from the Seek and/or Hold categories) must contain the highest ranked woman and the highest ranked member of a visible/racial minority, aboriginal person and/or persons with disabilities (which could be the same person).

As soon as possible, the shortlist of applicants is published, indicating which position(s) each candidate is being considered for and the details of their visits.

Except in exceptional circumstances, the shortlist shall be published at least five working days before the visits begin.

E1.8  Visit Process and Procedure:
Each shortlisted applicant will be provided with an information package about the University and the Faculty.  Applicants will be invited to raise questions about terms and conditions of employment.  The Chair of FAAC will discuss the process and the nature of the visit with the applicant, so that there are no unnecessary surprises.  The AAppendix K@ letter (from the York University Faculty Association Collective Agreement, which outlines the obligation of the Administration to make certain information available for shortlisted candidates) is mailed to all shortlisted candidates.

York University is a very welcoming environment and we want to make our candidates feel as comfortable as possible while they are visiting the Faculty of Environmental Studies. Each shortlisted applicant is phoned to arrange a suitable time for a visit to the Faculty. The applicant should be informed of the meetings that will take place and that they are expected to make one or more presentations to the Faculty and students, the nature of which will be discussed ahead of time with the Chair of the relevant committee. Candidates should be advised in advance that their presentations will be videotaped.  The committee should make every effort to see to the comfort, security and well being of the candidate while they are visiting the Faculty.  This can be accomplished by:

-  making travel arrangements that are agreeable to the candidate;

-  providing lay over days where appropriate so that the candidate is well rested;

- enquiring whether candidate prefers to stay on/off campus;

- making child care arrangements during visit to Faculty if required;

- making office space  available for candidate during break times;

- enquiring about food preferences; 

- taking into account cultural/religious preferences regarding dinner arrangements; 

- arranging taxi chits,  parking passes, gas, rental cars as required;

- advising candidate of per diem expense rate; 

- completing expense claim for reimbursement as quickly as possible.

The Faculty Appointments Advisory Committee will encourage women faculty and students as well as any faculty and students who are members of visible/racial minorities, aboriginal people and persons with disabilities to participate in every stage of the visit including small group meetings, the presentation, and the lunch.  A session is organized with the Committee to discuss specifically the position of women faculty and of members of visible/racial minorities, aboriginal people and persons with disabilities in the University and in the Faculty of Environmental Studies particularly.  Special emphasis is placed on the resolutions which indicate, unequivocally, the Faculty's desire and intent to address both gender imbalance as well as the lack of ethnic/cultural diversity and to ensure an academic environment congenial to and supportive of all participants.

Visit Schedule:  Guidelines for the visit schedule are listed below.  While the schedule may be adapted, all candidates for a particular position will be treated equally.

10:00 A.M.

Meet with the FAAC

10:30‑11:00 A.M.
Meet with the Dean

11:00‑12:00 Noon
Meet with Faculty 

12:00‑12:30

Break

12:30‑ 1:30 P.M.
Presentation and Discussion

1:30‑2:00 P.M.
Lunch

2:00‑2:30 P.M.
Meet with Students

2:30‑3:30 P.M.
Meet with the FAAC

E1.9 Post Visit Process:
Individual students, student groups, individual faculty and faculty groups are encouraged to submit, within five working days after the last visit, on a form provided by the FAAC, written evaluations of all candidates or candidates being considered for a particular position.  These evaluations should be based on a thorough examination of the files, face‑to‑face discussions, the candidates' presentations and, for each position, a comparison of each candidate with her/his competitors.  These post visit evaluations which must be signed, will be for the FAAC members' eyes only.  After the last visit, the FAAC will convene a meeting of faculty and a meeting of students to discuss the comparative merits of the candidates.

E1.10  Deciding Who Gets Recommended:

The Faculty Appointments Advisory Committee will operate in accordance with Article 12.21 in the Collective Agreement 1999-2001 which states:

AAffirmative Action Plan

12.21 Consistent with the principle expressed in Article 12.15 that the principal criterion for appointment to positions at York University is academic and professional excellence, and as an affirmative action program to promote equity in employment of women, members of visible/racial minorities,  aboriginal people and persons with disabilities, the parties  agree to the measures set out below (to be read in conjunction with Article 12.31).

No candidate shall be recommended who does not meet the criteria for the appointment in question.

Candidates are substantially equal unless one candidate can be demonstrated to be superior.

When candidates= qualifications are substantially equal the candidate who is Canadian or a permanent resident of Canada shall be recommended for the appointment.

To determine whether 40% of the tenure stream positions are filled by women, jointly appointed faculty are counted in conformity with the fraction of their appointment in each unit. Seconded faculty are counted only in their home unit.

(a)   Units With Less Than 40% Women

(i)   In units where fewer than 40% of the tenure stream faculty/librarian positions are filled by women, when candidates' qualifications are substantially equal the candidate who is a member of a visible/racial minority, an aboriginal person or a person with a disability and female shall be recommended for appointment.

(ii)  If there is no candidate recommended from (i) above then when candidates' qualifications are substantially equal a candidate who is female or who is a male and a member of a visible/racial minority, an aboriginal person, or a person with a disability shall be recommended for appointment.

If there is no candidate recommended from (i) or (ii) above then the candidate who is male shall be recommended for appointment. 


(b)   Units With 40% Or More Women

In units where 40% or more of the tenure‑stream faculty/librarian positions are filled by women, a candidate who is a member of a visible/racial minority, an aboriginal person or a person with a disability shall be offered the appointment unless a candidate who does not belong to these groups can be demonstrated to be superior.

(c)   The parties will make their best efforts to implement the affirmative action measures for members of visible/racial minorities, aboriginal people and persons with disabilities for hirings on and after 1 July, 2000. The Affirmative Action Self‑Identification Form (as attached hereto as Appendix R of the collective agreement) with a self‑addressed stamped envelope shall be sent to all candidates who meet the prima facie criteria for the position. Returned forms will be held by the Office of the Special Assistant to the President (Equity) which shall forward the information for a group of candidates to a hiring committee at the point when a hiring committee requests such information.

(d)   In units where fewer than 15% (or 3 in units larger than 6 whichever is greater) of the tenure stream faculty/librarian are female, such units shall revise their affirmative action plan with a view to pro‑actively increasing the representation of women faculty and librarians.
Consistent with the principle expressed in Article 12.21 of the YUFA Collective Agreement that the principal criterion for appointment to positions at York University is academic and professional excellence, and given our long‑term goals (E1.2 of the FES Affirmative Action and Equity Plan), recommendations will be made on the basis of "substantial equality". The Faculty has adopted this definition of substantial equality: when the Faculty Appointments Advisory Committee has difficulty deciding between two candidates, for the Seek Reference category, the shortlist, or the Final Recommendation, it will be assumed that the two candidates are substantially equal.

Whenever a man is ranked above a woman, all voting members of FAAC will vote on the following question: "Is this candidate (the man) demonstrably superior to the next ranked woman candidate?"  If fewer than 60% agree, that result will be taken as evidence of substantial equality and their rankings will be reversed.

Whenever a non-identified person is ranked above a member of a visible/racial minority, aboriginal person or person with disability, all voting members of FAAC will vote on the following question: "Is the highest ranked candidate demonstrably superior to the candidates who are members of visible/racial minorities, aboriginal people and persons with disabilities?"  If fewer than 60% agree, that result will be taken as evidence of substantial equality and their rankings will be reversed.

E1.11  Reporting Who Gets Recommended:
The recommendations of the Faculty Appointments Advisory Committee will be announced five working days after they are submitted to the Dean.

E1.12  Appointment File:
This file contains materials that document the procedures adopted to ensure the largest possible pool of qualified candidates who are women, members of visible/racial minorities, aboriginal people and persons with disabilities. For male candidates, 11 copies of the appointment file are needed: nine are to be sent to the University Affirmative Action Committee, one copy is to be sent to the Office of the Vice-President Academic and one copy is to be kept for FES records.  For female candidates, 3 copies of the appointment file are needed: one copy is to be sent to the University Affirmative Action Committee, one copy is to go to the Office of the Vice-President Academic, and one copy is to be kept for FES records. 

The appointment file includes the following information:

a)  List of publications in which notices or advertisements were placed; general contacts by faculty and students; organization membership; journal subscribers; and conference attendee list; electronic mailbox networks.

b)  The ratio of the Seek Reference and the Shortlisted candidates based on gender, members of visible/racial minorities, aboriginal people and persons with disabilities status.

c)  A discussion of the qualifications of the recommended candidate, in comparison to other candidates on the shortlist. This will be based on the deliberations outlined in E1.10 "Deciding Who Gets Recommended".  When the recommended candidate is a male, he will be compared to all the females on the shortlist.  If there are no females on the shortlist, he will be compared to the two most qualified females on the Seek Reference List.  Similarly, when the recommended candidate is a white female, she will be compared to any visible/racial minority women, aboriginal women and women with disabilities on the shortlist or the Seek Reference List.  If a white male is on the shortlist, he will be compared to any visible/racial minority men, aboriginal men and men with disabilities on the shortlist or Seek Reference List.

