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I.
INTRODUCTION
The Collective Agreement between the York University Faculty Association and the Board of Governors of York University contains a negotiated affirmative action plan requiring the submission of Faculty/Departmental affirmative action plans to the Joint Committee on Affirmative Action.  The present document updates the July 1998 Schulich School of Business Affirmative Action Plan to incorporate the new language pertaining to affirmative action agreed upon in the 1999-2001 Collective Agreement, which extends affirmative action to include aboriginal peoples, racial/visible minorities and persons with disabilities as well as women. This version is designed to be applicable in the longer term and thus does not include statistics on the individual Areas/Programs' hiring contexts, which become outdated yearly.  The plan outlines the procedures the Schulich School of Business (SSB) is implementing in order to guarantee affirmative action for women, members of racial/visible minorities, aboriginal people and persons with disabilities. Given that situations of equity change over time, this plan is submitted with the understanding that it will be reviewed regularly.  The Schulich School of Business is committed to engaging in this process while upholding principles of academic and professional excellence.

I. A.

Goals:
The Schulich School of Business is simultaneously committed to increasing the number of women, members of racial/visible minorities, aboriginal people and persons with disabilities in tenure-stream positions and to attracting the most highly qualified candidates.  In order to enhance the learning environment of our undergraduate (IBBA,BBA) and graduate (MBA, IMBA and PhD) students, the Schulich School of Business is simultaneously  committed to increasing the diversity of its faculty in tenure stream positions and to attracting the most highly qualified candidates.

In order for SSB to accomplish its goal within the framework of these guidelines, search procedures, which attract the widest possible response from appropriate applicants, are required, and evaluation and assessment procedures must also strive to be free of bias.  The objective of this affirmative action plan is to continue the process of establishing a set of guidelines and procedures which SSB will use in the recruitment, selection and hiring of faculty over the medium to long-term.



I. B.

Background Information About the Schulich School of Business And Its Environment
As of October 26,2000, the School had 25% of its tenure stream positions filled by women - up from 17% in 1989.  Within this total figure, women represent 27% of the assistant professors and 40% of the associate professors.  There was one woman promoted to full professor effective January 1, 1998.  Among the tenured faculty, 25% are women.  Tables 1 and 2 (see Appendix C and D) show the breakdown according to gender for the Business School as a whole as well as for the various Areas within the School as of October 26, 2000.  Cross-appointed members are designated by the proportion of their appointment in the Schulich School of Business.  

The School employs 58 part-time instructors of whom 38 % are women - up from 25 % in 1998.  On the whole, part-time instructors are full time business people who can contribute to the Schulich School of Business by teaching based on their extensive work experience.  They represent a different pool than the pool drawn on for tenure track faculty.

The Schulich School of Business offers programs leading to BBA, IBBA, MBA, IMBA, MBA/LLB and PhD degrees.  In 2000/01 at the bachelor's level, 55% and 52% of the full time students were women in the BBA and IBBA programs respectively and at the MBA level, 41%.  Forty one percent of the students in the School's International MBA program were women.  In the PhD program, 57% of the students were women. These statistics fluctuate yearly.

The environment of business schools is unique, resulting in particular pressures when SSB attempts to recruit faculty.  There is a shortage of qualified candidates, demand greatly exceeds supply, and it is a sellers' market when it comes to recruitment of faculty at all levels.  This shortage will become more acute as business schools across North America attempt to replace the large number of retiring faculty.  For example, over the next 10 years, twenty SSB faculty will be retiring. SSB must move quickly and decisively when a qualified candidate who is prepared to relocate to Toronto is available.

II.

ENLARGING THE POOL OF QUALIFIED  RACIAL/VISIBLE MINORITIES, ABORIGINAL PEOPLE, PERSONS WITH DISABILITIES AND  WOMEN CANDIDATES

The Schulich School of Business is composed of seventeen Areas/Programs (Accounting, Economics, Finance, Management Science, Marketing, Organizational Behaviour/Industrial Relations, Strategic Management, Arts and Media, Business and Sustainability, Business Ethics, Entrepreneurial Studies, Financial Engineering, Financial Services, International Business, Nonprofit Management and Leadership, Public Management, Real Property Development), each containing distinct sub-disciplines and each facing unique market conditions and competition from other business schools for candidates.

II. A.

Planning Junior Level Appointments
Except in cases (discussed below) where there is a need to replace senior faculty, the Areas/Programs are generally authorized to hire assistant or associate professors.  This creates the opportunity for SSB to attract and recruit from the increasing number of women who are doing PhDs in business and actively pursue racial/visible minorities, persons with disabilities and aboriginal peoples as well.

Based on the strategic plan and mission of the Schulich School of Business, hiring priorities are established by the Dean in conjunction with Operating and Management Committees and with significant input from the Areas/Programs.  The School is composed of a broad range of sub-disciplines, all of which are essential to deliver quality programs.  Therefore the School cannot interchange hiring priorities between Areas/Programs.  Within the Areas/Programs, hiring priorities are determined by requirements for teaching essential courses (such as the need to teach courses for the International MBA) and the long-term strategic needs of the School.  Areas/Programs should attempt to maximize their opportunities for identifying racial/visible minorities, aboriginal people, persons with disabilities and women by defining their needs as broadly as possible within their mandate for course delivery.

The highly competitive nature of the job market necessitates that the hiring process at SSB be continuous and dynamic, with no distinct beginning and end.  This means that as qualified candidates are located they are interviewed.  Immediate hiring decisions are often required on a case-by-case basis.  Candidates typically have simultaneous offers from more than one school and many candidates also have offers from industry and government.  Within this unique context it is recommended that the steps identified in this plan are carefully followed so that our goals can be achieved.

II. B.

Strategies for Attracting More Applications from Qualified Junior Level Racial/visible Minorities, Aboriginal People, Persons with Disabilities and Women Candidates
The Schulich School of Business is presently pursuing the following strategies in order to attract more applications from qualified junior level women, racial/visible minorities, aboriginal people and persons with disabilities:

A.
THE SCHOOL LEVEL
1.
The advertisement presented in Appendix A has been placed in University Affairs and the CAUT Bulletin.  In keeping with Article 12.16 of the York University Collective Agreement, the wording of SSB advertisements has been changed to include more specific reference to the changes in the affirmative action program and to strongly encourage women, racial/visible minorities, persons with disabilities and aboriginal people to apply.  All advertisements are to include: 


"For many years, York University has had a policy of employment equity including affirmative action for women faculty.  Recently, York has included racial/visible minorities, persons with disabilities and aboriginal peoples in its affirmative action programme.  Persons who are members of one or more of these three groups are encouraged to self identify during the selection process.  The Schulich School of Business welcomes applications from women, racial/visible minorities, persons with disabilities and aboriginal peoples.  Please note that only candidates from these three groups who self-identify will be considered within the priorities of the affirmative action program."

2.
It is the practice of the SSB Executive Officer to send a copy of SSB advertisements to major schools graduating PhDs in Business.  Pursuant to Affirmative Action recommendations, the cover letter accompanying the advertisement clearly identifies the University's affirmative action program and specifies policies which are of interest to women, racial/visible minorities, persons with disabilities and aboriginal people (e.g. day care, maternity leave, additional time toward tenure for each pregnancy, sexual harassment centre, equal fringe benefits, the Women's Centre on campus, Office for Persons with Disabilities, Centre for Refugee Studies, 


Centre for Human Rights & Equity, York University's Department of Health and Safety which is well equipped to deal with and help with accommodations in way of equipment for persons with disabilities, etc)

3.
Business schools are being requested to identify graduates on the market that year and to send resumes if available.

4.
Appendix B provides a list of organizations that can be contacted about hiring qualified women and members of targeted groups including internet sites such as www.hirediversity.com.

5.
Advertisements will also be circulated to journals, organizations, computer networks, conferences and individuals that are likely to reach communities in the designated target groups.

2. AREA/PROGRAM LEVEL 

1. Wording of advertisements identifies affirmative action for women faculty and requests that candidates self identify if they are a member of a racial/visible minority, of an aboriginal group and/or a person with a disability.  During the search for candidates, relevant policies affecting women are highlighted in both written and oral communication.

2. An extensive effort is being made by individual faculty members and Area Coordinators/Program Directors to activate their personal networks to help identify qualified potential women candidates:  for example, women faculty at other universities are being asked to identify candidates.  The academic network in business schools is strong and will help identify and track qualified women.  In addition, related cognate fields, government employers of PhDs, public accounting firms, engineering associations, etc., which are relevant to particular Areas/Programs are being contacted.

Efforts will be made to extend this network to help identify qualified potential racial/visible minorities, aboriginal people, and persons with disabilities.

3.
In business schools one of the major ways of identifying qualified candidates is attendance at conferences that have recruitment and placement services.  Representatives from the Areas/Programs attend relevant conferences and search out qualified candidates.  Efforts are made to meet these candidates and to encourage them to apply to York University.  The Schulich School of Business will endeavour to target racial/visible minorities, aboriginal people, persons with disabilities and women. All contacts are documented and follow-ups made when appropriate and needed.

4.
Advertisements will strongly encourage people to self-identify as a member of the targeted group.  Applications are acknowledged as they come in.  Where self-identification is not forthcoming, the Chair of the hiring committee will repeat the request to self-identify in the letter of acknowledgement of the application.  All applicants will be sent a self-identification form as soon as the application is received, along with the letter of acknowledgement.  The self identification form will read: "Do you consider yourself to be a member of the following targeted affirmative action groups: aboriginal, member of a racial/visible minority, person with a disability?" Possible responses are "yes", "no" and "choose not to answer".  As the diversity of our applicants increases, it is becoming and will continue to be more and more difficult to discern whether an applicant is male or female based on their name alone.  To account for this, the self-identification form will also include a question regarding whether the applicant is male or female.  Applicants will be informed that if they do not explicitly self-identify, with the exception of women, they cannot benefit from our affirmative action policy at the short-listing stage.  Choosing not to self-identify, however, will not block candidates from possible inclusion on the short list.  Moreover, short listed candidates may choose to self-identify up to and including the interview process.

II. C.

Senior Level Appointments - Planning and Strategies for Attracting More Applications from Qualified Women, Racial/visible Minorities, Aboriginal People and Persons with Disabilities
Although the majority of new hires are made at the junior level, occasionally there is a need in the Schulich School of Business to hire senior level people.  Often this process results from the need to replace a senior faculty member in one of the existing Areas/Programs or to fill newly created endowed chairs and professorships.  The School is aware that finding qualified members from the target group listed above for senior appointments is particularly difficult given the shortage of potential candidates from this group with PhDs and accumulated experience.  When replacing senior faculty, the search must be conducted in an aggressively proactive fashion and the position defined in a broad way so that the size of the pool is increased.  This Area/Program search process requires more active utilization of contacts in business and industry as well as existing business school networks.

  In a few exceptional situations the SSB has been able to take advantage of opportunities to expand the programs and courses offered within the Business School in new directions.  These new initiatives often require senior level hires with unique skills, backgrounds and leadership abilities.  In such circumstances a different approach and set of strategies for attracting applications is required.  The usual process breaks down particularly when the hiring need does not fall into traditional functional business Areas/Programs or disciplines (e.g. Business Ethics, Real Property Management, Business and Sustainability).  In these situations the School must be more creative in identifying appropriate locations for the placement of advertisements and networks to tap into.  For example, contacts may need to be made in faculties and schools outside business, editorial board members and board of directors members of relevant organizations.  It may be advantageous to contact different women's organizations and target group organizations.  A different type of search process from that employed at junior levels becomes necessary.  For example, advertisements in national and international newspapers and/or journals outside the field of management may be most appropriate.

Due to the unique nature of each of these positions a specific and detailed set of action steps is impossible to articulate.  The search process, however, must be creative and proactive.  In some of these cases it may be necessary to form a special, cross-area/program subcommittee to conduct the search.  An advocate will be appointed to help with the process and ensure the required steps are taken.  The search committee will ensure that:  the search is proactive; unbiased criteria are established; women candidates are identified;  members of racial/visible minorities, aboriginal people and persons with disabilities who self-identify are identified; racial/visible minorities, aboriginal people, persons with disabilities and women interviewed are made to feel comfortable (as described in the next section) and that substantial equality requirements are followed.  The committee will then recommend a candidate to the Dean and Operating Committee.  As with all hires, Operating Committee is responsible for ensuring that all affirmative action criteria have been met.

III.

THE HIRING PROCESS
III.A.

The Search Process

At the Schulich School of Business, each Area/Program is responsible for identifying candidates, creating a list of candidates to meet, arranging interviews and making a recommendation to Operating Committee.  Operating Committee in turn recommends a hire to the Dean who makes the final decision.  Each candidate is interviewed by members of the Area/Program, the Dean of SSB, the Director of one of the graduate programs (or designate) as the representative of the Dean of Graduate Studies, and representatives from other related Areas/Programs.  A presentation made by each candidate is attended by interested faculty and PhD students from all Areas/Programs.

In an effort to conduct a more affirmative search, the School's Affirmative Action Representative identifies a person to act as an Affirmative Action Advocate.  The Advocate's role is to ensure that the Area's/Program's hiring process follows the affirmative action guidelines and to participate in Area/Program meetings relevant to the hiring process.  The Schulich School of Business is aware that women and members of the target group can act as Advocates.  Recognizing the additional burden this places on junior faculty, acknowledgment of their contribution to the School is made and documented for their tenure and promotions files.  Once an Area/Program has been approved for hiring and selects an Affirmative Action Advocate, that Advocate will be given a copy of the School's latest Affirmative Action Plan.  On request, the Affirmative Action Representative will provide an affirmative action training session for all Area/Program Affirmative Action Advocates.  

Operating Committee also assumes responsibility for reviewing each Area's/Program's hiring process to ensure that affirmative action criteria have been met.  The SSB Affirmative Action Representative or an Affirmative Action Advocate attends Operating Committee meetings to ensure that the process occurs without bias.  

Area Coordinators and Affirmative Action Advocates are kept fully informed about the University's affirmative action program by the SSB Affirmative Action Representative.  The SSB Affirmative Action Representative volunteers for this role once it appears on the Nominating Committee nominating slate.  The Representative:  ensures that adequate support is provided from the Joint Implementation Committee; is the consultant to all Areas/Programs; and encourages the flow of communication between the School and the Committee.  Since all members of SSB are involved in the recruitment process they will also continue to be informed about the best way to conduct an affirmative search.

III.B.

Evaluation
The first task for each Area's/Program's Affirmative Action Advocate is to lead a discussion about ways to fulfill affirmative action requirements during that year's search process.  This discussion should include the design of a process for screening candidates, and deciding the order of interviews.  Advocates must ensure that minutes are taken in order to document the decisions made.  The following items should be addressed at this meeting:

Discuss CAUT policy on fair appointment practices and fair judgments based on academic merits and non-discriminatory criteria.

Recognize the different career patterns of women (e.g. due to childbearing, etc.) and adapt evaluation so women will not be penalized in comparisons.

Ensure that women's, racial/visible minorities', aboriginal people's and persons with disabilities' specializations, if different, are not undervalued (e.g. new perspectives, philosophical or ethical orientation, published in unfamiliar or feminist journals).

Ensure that both traditional and unique contributions are accounted for (e.g. women because of limited numbers are asked to serve on more committees and to counsel and mentor female students).

Ensure that a candidates' willingness to relocate is not prejudged.

Identify general characteristics of successful faculty members, examine for stereotypes and bias.  Define job related criteria against which candidates may be assessed.  Typical criteria include assessments of scholarship (e.g. conference papers presented, articles published in refereed journals, articles under review), teaching (courses taught, curriculum development and quality of the presentation to the faculty) and service (if relevant) plus criteria related to the Areas/Programs' unique needs.

Discuss how to define "substantially equal" qualifications. 

In cases where candidates meet the advertised criteria and their qualifications are substantially equal and where a unit has under 40 % women then the following applies.

First priority is for a woman who is an aboriginal person, a member of a racial/visible minority, and/or a person with a disability.  Second priority is for a white woman OR a man who is an aboriginal person, a member of a racial/visible minority, and/or a person with a disability.  In this case, the Area/Program hiring committee has the choice and will be made on a case-by-case basis. The third priority is for a white man.

Agree on unbiased evaluation procedures, e.g., teaching experience, publication record, committee work compared on a rating form.  The Advocate's role is to observe the process and discussion for bias and ensure only relevant criteria are applied.

Discuss how to ensure that qualified women, members of racial/visible minorities, aboriginal people and persons with disabilities are fairly evaluated.

Discuss any problems in attracting and identifying qualified women, members of racial/visible minorities, aboriginal people and persons with disabilities, and possible remedies.

The Areas/Programs and their Affirmative Action Advocates screen job applications and attempt to ensure that selections made are consistent, to the greatest extent possible, with the criteria decided on above.  The Areas/Programs then decide whom they want to interview and schedule the interviews, at all times keeping in mind substantial equality requirements and be mindful of dietary restrictions, religious observances, health issues (if known) surrounding the social events related to the hiring process (lunches, dinners and presentations).  When references are obtained, by telephone or letter, the job-related information sought is clearly identified.  Oral references are documented in writing and an effort is made to treat all candidates consistently. 

III.C.

Interviews
The Business School is taking the following steps to ensure that members of racial/visible minorities, aboriginal people, persons with disabilities and women candidates are made to feel welcome during their visits.

1 Each candidate is interviewed by members of the Area/Program, the Dean of SSB, the Director of a graduate program (or designate) as the representative of the Dean of Graduate Studies and relevant faculty from at least two other Areas/Programs.  

1 In Areas/Programs in which there are no or few women or members of the target group, the School's Affirmative Action Representative or an Advocate from another Area/Program will spend time with the candidate.  They ensure that questions about programs of interest to women as well as members of the target group and life around the University are addressed and that the candidate feels welcomed at SSB.

1 All faculty, PhD students and the Affirmative Action Advocate are invited to attend the candidate's presentation.  Each Area/Program discusses ways to make the candidate feel comfortable and to ensure that no unintentional discrimination occurs.  Every member of SSB is strongly encouraged to access the Ontario Human Rights Commission's web site (www.ohrc.on.ca/english/pulications/emp_app_forms_eng.htm) to obtain a copy of the Ontario Human Rights Commission's "Employment Application Form and Interview Guidelines", which identifies what questions are appropriate to ask candidates.  All faculty have been reminded that sexist remarks, language or innuendo are inappropriate.

III.D.

Offers
In order to increase the likelihood of hiring female and/or target group candidates, candidates will be asked to visit SSB as early in the process as possible.  However, it is recognized that this may be constrained by the schedule of the candidates themselves.  New applications from female and/or target group candidates should be reviewed quickly vis-a-vis the specified criteria and qualified candidates invited for an interview as soon as possible.  The process should be monitored carefully to ensure that comparisons and decisions are made based on equivalent information and according to the unbiased criteria agreed to earlier. 

In SSB, fewer than 40% per cent of the tenure stream positions are filled by women.  Therefore, as previously indicated, where candidates meet the advertised criteria and their qualifications are substantially equal:  First priority is for a woman who is an aboriginal person, a member of a racial/visible minority, and/or a person with a disability.  Second priority is for a white woman OR a man who is an aboriginal person, a member of a racial/visible minority, and/or a person with a disability.  In this case, the Area/Program hiring committee has the choice, which will be made on a case-by-case basis. The third priority is for a white man.

The decision to recommend hiring is based on the above criteria.  The Area's/Program Affirmative Action Advocate is required to ensure that these criteria are applied and that the decision is adequately documented.  SSB intends to remain competitive and equitable in salary offers between men and women.  In addition, SSB will continue to create a climate that is hospitable to women, racial/visible minorities, aboriginal people, and persons with disabilities so as to enable them to pursue their interests.  It is recognized that dual career couples face different problems and if possible the School will assist spouses to find jobs in Toronto.

The Joint Implementation Committee on Affirmative Action will receive a memorandum with the appointment file detailing the affirmative action steps taken by the Area/Program doing the hiring.  The School has a Handbook for Hiring New Faculty Members which outlines for the Area Coordinators and Program Directors what information to include in the files and this handbook is updated based on feedback from the Joint Committee (the Handbook is currently being updated).

IV.

CONCLUSIONS

SSB is developing a broad range of research orientations, and diverse research fields are supported and encouraged.  The School will continue to encourage this diversity because it is seen as creating an environment where female, as well as male, academics will be comfortable utilizing and developing their unique interests.  A growing number of faculty are focusing their research on women's issues and some of the topics being studied are female entrepreneurs, dual career couples, career paths of professional women, stress in managerial women and women on boards of directors. 

A number of faculty are focusing their research on aboriginal issues including stakeholder analysis and ethics.

In the longer term the ability of SSB to retain, promote and support the women, racial/visible minorities, aboriginal people and persons with disabilities hired will be assessed and, if necessary, improved.  

The size of the PhD program at SSB along with efforts to attract applicants  from diverse backgrounds has helped increase the number of women and racial/visible minorities currently in the pool.  Finally, steps are being taken to explore ways to attract more diverse applicants to the MBA program.  It is hoped that these measures will lead to more women, racial/visible minorities, aboriginal people and persons with disabilities in the pool, in the long term.

Since the implementation of its Affirmative Action Plan, the Schulich School of Business has made good progress towards its goal of increasing the number of women faculty.  The proportion of tenure-track women has increased from 3% in 1986/87 to 25% as of October 26, 2000.  Through sustained commitment to the guidelines described in this document, SSB is confident that it will continue to attract high quality women and target group applicants and thus ensure the attainment of its goals.

APPENDIX A

APPENDIX B
List of Organizations Contacted About Hiring
Academy of Management - Gender and Diversity in Organizations Division

Administrative Sciences Association of Canada - Women in Management

Association of Professional Engineers of Ontario

Black Business and Professional Association

Canadian Congress for Learning Opportunities for Women

Canadian Information Processing Society

Canadian Mathematical Society

Canadian Political Science Association

Canadian Research Institute for the Advancement of Women

Canadian Women's Economists Network (www.yorku.ca/cwen) 

Carleton University's Directory of Sources for Accessing Academically Qualified Women

Committee on the Status of Women in the Economics Profession

Groupe de Récherche et D'échange Multidisciplinaires Feministes

Institute of Public Administration of Canada

International Organization of Women and Mathematics

Internet job posting site:  www.hirediversity.com   

National Action Committee on the Status of Women

Ontario Association of Certified Engineering Technicians and Technologists - Committee on Women's Issues

Resources for Feminist Research - OISE

Society for Canadian Women in Science and Technology

Women in Information Processing

Women in Science and Engineering

Women's Business Network

APPENDIX B
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