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Introduction
The School of Social Work is committed to the university's plan for affirmative action as articulated in the Collective Agreement between the Board of Governors of York University and the York University Faculty Association (YUFA). The specific section that applies to the school reads: 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. The School also includes sexual orientation as part of its affirmative action strategy adding gay, lesbian, bisexual and transgendered persons to the list of equity seeking groups identified by the university. These five equity seeking groups have been the focus of the affirmative action plan of the school since 1998. This plan sets out the search and selection procedures.

As Table 1 indicates, the majority of our full‑time and part‑time faculty members are female. While the University's affirmative action plan has influenced recent appointments, to a large extent the gender composition of our faculty reflects the fact that social work is predominantly a profession of women. There are twelve faculty positions in the school, in the year 2000-2001, two of these positions were held by contractually limited appointments. The analysis here is based on those occupying the ten tenured or tenure track positions. Of these ten faculty, three self-identify as members of visible/racial minority groups. 

The majority of our contract faculty are female, social work professionals with a full‑time appointment elsewhere, usually at a senior level. We have not asked our contract faculty to self-identify as a member of an equity seeking group.

Table 1: Gender Composition of Faculty (2000-2001)
Tenured/probationary

Rank



Male

Female
Total 

Female %

Professor



0

0

0

0

Associate Professor


2

5

7

71

Assistant Professor


1

2

3

66

Total




3

7

10

70%

Male

Female
Total

Female %

Contract



7

13

20

65%

Search Process
1) Search Committee

The search committee is a committee of the School reporting through the faculty to the Dean of Atkinson. When approval is received to hire for a tenure stream or tenured position, a faculty member is appointed to chair a search committee. The committee has a minimum of six faculty members including the affirmative action (AA) representative and a minimum of one faculty who has self-identified as a member of one of the affirmative action groups. The committee has up to three external votes. The Deans of Atkinson and of Graduate Studies and the associations of the BSW and MSW students are invited to send a representative. If a member of faculty is asked to represent a Dean, that member continues to have one vote. The AA representative ensures that the committee adheres to the requirements of this plan. If a committee member misses more than one interview, they are not permitted to vote. For extenuating circumstances, the presentations of the candidate(s) are audio taped for the unavailable member. For contractually limited appointments, a smaller committee of faculty members including the AA representative and the Deans’ representatives is struck.

2) Recruitment

When a new faculty is to be hired, the full‑time faculty of the School including the AA representative meet to determine the academic priorities including any preferred area of concentration and the affirmative action priorities for the position. All applicants must be able to teach at the graduate and undergraduate level. The chair of the search committee prepares an advertisement that reflects these priorities for approval by the faculty and the Dean of Atkinson. In the advertisement, potential candidates are encouraged to self identify in their application as a member of an equity seeking group.

The advertisement is published in the CAUT Bulletin and in University Affairs and when time allows in professional journals such as the CASSW bulletin and Focal Points, a newsletter received by all Canadian Schools of Social Work. The ad is posted to the Atkinson website and on the Ontario social work list serve and if time and resources allow is included in a composite advertisement by Atkinson in the Globe and Mail. A copy is sent to all Canadian Schools of Social Work and to community agencies such as the Access Action Council, the Social Planning Council, the Ontario Council for Agencies Serving Immigrants. The School faculty send the ad electronically to their extensive professional and academic contacts. Our contract faculty who are typically senior staff in social service agencies with extensive  professional linkages are informed.

Three weeks before the closing date for the position, the Chair of the SC reviews the files to ensure that applications from members of the priority affirmative action groups have been received.  If this is not the case, the Chair of the SC, the AA representative  and the Director of the School meet to decide whether to recommend remedial action to the SC, e.g. to initiate a special search and extend the closing date.

3) Initial Screening

As the files are received, an acknowledgment letter is sent again inviting each applicant to self-identify as a member of the designated affirmative action groups. After the closing date, all faculty members review each file and assess applicants against the advertised hiring criteria on a rating sheet identifying the most preferred, preferred and least preferred. After all files have been read and rated, the faculty meet to identify a short‑list. A summary of the ratings of candidates as most preferred and preferred is prepared. The AA representative ensures that candidates that have self-identified as belonging to the affirmative action groups along with any other candidates with life experiences that require recognition eg. non-traditional career paths, periods of family care taking responsibilities, illness and displacement due to political conflict are brought to the attention of the reviewers for due consideration.  Faculty may propose other candidates who may have exceptional strengths that have not been recognized. For example, candidates at an early stage in their academic career may not appear in the most preferred category compared with more experienced but not necessarily better candidates at a more advanced stage in their career. The meeting will seek to arrive at a consensus on the short‑list although voting may be necessary. 

4) Site visits

Each short-listed candidate is contacted by the chair of the SC to arrange a visit to the school. At this time any religious, cultural, disability or other needs of the candidates are identified. Transportation and accommodation needs if required are also addressed. Each candidate is asked to submit a teaching dossier including course outlines and peer and student evaluations and to arrange with their referees for their letters to be sent to the school. Each candidate is asked to prepare a presentation of approximately twenty minutes. They are informed that there will be a period of questions and discussion that focus on the presentation of up to one hour which is open to all students and faculty. Postings of the presentations are put up in the school. After the presentations, there is a brief coffee break followed by a question and answer period with the members of the SC only. The candidates may also ask questions of the committee.

Prior to the first presentation, members of the SC meet to review the conflict of interest guidelines and the hiring criteria, and to identify the areas of questioning of the candidates. Committee members take responsibility to lead the questioning in the four areas of interest: research and scholarship, teaching, practice and service. The same questions are asked of each candidate. After the presentation and interview, candidates are invited to meet informally for lunch or coffee with selected members of the Search Committee and other faculty. Any faculty and SC members of the affirmative action group of the candidate will be asked to be available for this informal discussion about the opportunities and issues at York. If there are no faculty members of the affirmative action group of the candidate, the appropriate colleagues in other schools and faculties will be asked to meet with the candidate. The candidate will be consulted as to their preferences of restaurants or meeting places. The candidates will also be offered information on the York University Faculty Association (YUFA) and any other documents of interest. No individual meetings are included in the assessment process.

5) Letters of reference

The short-listed candidates are asked to arrange for their three referees to submit letters to the chair of the SC. Copies of the letters of reference and teaching dossiers are circulated to the members of the committee prior to the presentations if available. Reference letters are reviewed to identify strengths and issues, and any further indicators of special circumstances to be considered by the committee.

6) Comparison of candidates

The full SC meets to evaluate the candidates interviewed. The advertised academic and affirmative action priorities are reviewed. In alphabetical order, the candidates are reviewed in turn along the four dimensions: research and scholarship, teaching, professional practice and service. Committee members identify strengths and concerns. The AA representative ensures that members of affirmative action groups are identified along with any special circumstances such as explanations of periods of low productivity. After the discussion is complete, the members are asked to rank order the candidates beginning with the most preferred candidate. The chair and one other member, preferably the representative of the Dean of Atkinson, compile the rankings and present them to the committee. The candidates are ranked according to their score, the candidate with the lowest number is ranked first. If the highest ranking candidate is significantly rated above the other candidates and also meets the affirmative action priorities of the School, that candidate will be recommended for the position. The Chair of the committee will inform the candidates of the committee’s decision. The successful candidate will be advised that the formal offer will be made by the Dean and will require Presidential approval.

7) Substantial equality

When two or more candidates receive similar rankings, that is their achievements across the four dimensions are deemed comparable, the affirmative action priorities will determine the final candidate. If it is unclear whether the candidates are comparable, the committee is asked to vote on the following question:  "Is this candidate demonstrably superior to the next ranked candidate?"  If less than 60% agree, this will be taken as evidence of substantial equality between the candidates and the candidate from the priority affirmative action group will be ranked first.

8) Circumstances under which no recommendation to appoint would be made

If the committee determines that no candidate meets the academic and affirmative action priorities, it will be asked to vote on a resolution that no recommendation to appoint me made. If concerns are raised that the hiring process including the affirmative action guidelines have not been followed, the committee will also be asked to vote on a resolution that no recommendation to appoint be made. 

Other supportive measures; how to promote retention
The entire faculty will be informed of the decision of the committee and provided with the name, phone number and email address of the selected candidate and encouraged to contact the candidate to welcome them to the school. The Director of the School will meet with the candidate to discuss work load and teaching assignments. Candidates in junior positions will be supported by being given a small range of courses and preferable ones that will not require extensive course preparation. During the first year, new hires will not have extensive service requirements, eg. sit on one School committee only. A reduced teaching load will be given to candidates who have not completed their doctoral program. New hires will be matched with senior faculty who will serve as mentors advising on issues related to research, pedagogy and service. New faculty will be advised to become affiliated with the Centre for Support in Teaching and meet with the faculty’s YUFA representative.

Preparation of appointment files for AA committee
A full report on the search process will be submitted to the Dean of Atkinson and the AA committee. It will include the assessment criteria, the determination of substantial equality and any exceptional life circumstances considered by the committee. 

After each search committee, the chair of the committee and the AA representative will review the AA plan to identify areas for improvement and clarification. The revised plan will be submitted to the School faculty and to the Affirmative Action sub-committee of the Joint Committee on the Administration of the Agreement for approval. 

The report of the search committee will include the following documents:

1. Indication of approval to make an appointment.

2. Copy of advertisement, publications in which it appeared and other initiatives to identify possible candidates.

3. Letters of application, curriculum vitae and letters of reference for each short-listed candidate.

4. Report on search procedures and rationale for selection.

5. Copy of affirmative action plan.

6. Report of affirmative action representative.

7. Statement by Graduate Director and/or Dean of Graduate Studies about candidate’s capacity to contribute to graduate teaching.

Approval

This plan was approved by the faculty of the School of Social Work on May 3, 2001.
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