AFFIRMATIVE ACTION GUIDELINES


Passed 9 March 2001

This policy is for the Department of Theatre’s guidance for the foreseeable future, and is subsidiary to the requirements of the Collective Agreements.  As these Collective Agreements change regularly, they must be consulted for information that may take precedence over the policies outlined below.

The Department of Theatre has an existing Affirmative Action Plan (AA90) that has sought to address equity in the hiring of women in the Department.  The existing Plan does not address the climate for, or hiring of, federally designated groups (racial/visible minorities, persons with disabilities, and aboriginal/native persons).  In this new Affirmative Action Plan for the Department of Theatre,  both groups will be addressed, the employment of women first.  Because York University and YUFA do not yet have any set policies governing issues of inclusivity in relation to sexual or gender orientation, this document will only refer to this aspect of affirmative action in a reflective way. 


Women in the Department of Theatre:

Over the course of the last decade, the Department has consistently attracted and held on to a 2/3, 1/3 split of women to men in the student body.  

In 1990, there were two full time, tenure track positions held by women among the seventeen tenure track positions in the Department. There were many part time positions and guest positions held by women.  One of the women was a long term member of the Department.  By fall 2000, there were sixteen line appointments, of which six (37.5%) are women.  Since 1990, the Department has hired four tenure track women: two in the Acting-Directing Area, two in Design-Production.  There is also one ongoing CLA appointment of a woman in the Design-Production Area.

In AA90, the following policy is articulated:

Until each area has at least two female, tenure-track members, (or six overall), women will continue to be in a disadvantageous position in this department. An interim goal of six tenure-track females by the year 2000 would allow women to be, at least, a viable minority.
These appointments have fulfilled many of  the goals of AA90.  There remains a need for appointments of women to be more evenly spread throughout the Department.  The Theatre Studies area has only one permanent female faculty member.  While staying true to the Department’s commitment to hiring excellent candidates, with experience and expertise in both the academic and the professional sides of theatre, there should be a concerted effort to hire more women.  Within the upcoming retirement schedule, a new Theatre Studies appointment is imminent and hopefully will help address these concerns.


People of Colour in the Department of Theatre:

Our student body has not traditionally reflected the range and diversity of York University’s student population.  In the spring of 2000, York’s Institute for Social Research conducted a survey for our Undergraduate Program Review which  indicated the following:

· 75% identified themselves as “white’ vs 61% for York as a whole

· 88% spoke English at home vs 74% for York as a whole

· 79% have English as their first language vs 61% for York as a whole

· 83% were born in Canada vs 68% for York as a whole

There have been many discussions about why this is so. Is it because of accessibility? Is it because of perceptions of exclusivity? What seems to be the conclusion in most of these informal discussions is that the generalized worry of parents that their offspring will not survive outside of the university unless they have something practical and marketable to fall back on has followed us from the 1970s into the year 2000.  That many first generation Canadians at York are not being encouraged, in fact are being discouraged and even prevented by their families from pursuing studies in the performing arts. This is not to say that we have no students of colour in the Theatre Department, just to indicate that our undergraduate population is still largely drawn from what are perceived as mainstream cultural and ethnic groups.

Our faculty, staff and P/M group is, at this point, also drawn primarily from similarly mainstream cultural and ethnic groups. There is some diversity in terms of background, but this lack of diversity must be addressed in future hirings.  We need to increase the presence of, and establish a profile for, the federally designated groups in our faculty, staff and P/M personnel that indicates that we teach from a perspective that comes from our own diverse backgrounds.

To begin to implement a pro-active search for faculty, staff and P/M personnel of diversity, we need to do more than advertise in culturally or ethnically specific publications. If the work we do is culturally and ethnically diverse then we can begin to attract people of greater diversity.  The work we showcase must indicate our interest in and commitment to diversity. (While cross-cultural casting and gender-blind casting of plays from the European and American canons are  positive steps, it is not the same as producing work by artists from other cultures.) People who do not see themselves in a room will not easily enter the room.  Furthermore, if our faculty, support staff and P/M personnel represent the diversity of the university more fully, perhaps our student body will also begin to diversify more widely.

AA90 prescribed the following:

We will also encourage applications from larger numbers of students from minority groups to apply to York Theatre.
We have not achieved our goals in this area, though we have made small inroads. One aspect that might be worth emphasizing is the concurrent or consecutive programmes in Education, to which many of the Theatre students gravitate. As well, we need to coordinate with the Counsellors at our feeder High Schools about career options Theatre programme offer within or outside of a conventional theatre environment.  Additionally, the Department needs to reinforce its connections with culturally specific theatre companies for the purpose of advocacy.
Persons with Disabilities in the Department of Theatre:

Our buildings are, in large part, accommodating to a variety of physical challenges.  Our classrooms, teachers and instructors have become sensitized to a variety of learning disabilities and are becoming increasingly more familiar with such learning disabilities as dyslexia, and Attention Deficit Disorder, and how best to accommodate students who are working with these challenges.

The next step is for us to reach out and examine whether or not we are adequately providing an environment in which students, faculty, support staff and P/M personnel who are differently abled can achieve success and fulfill their potential.  We must coordinate with the campus Office for Persons with Disabilities as well as the Learning Disabilities Program and see if there is a way to reach out to both potential students and potential personnel. 


Gender Identification and Orientation in the Department of Theatre:

As stated above, this document does not specifically focus on issues of gender identification or sexual orientation, as York University does not yet have delineated policies in these areas. However, it is vital to note that our faculty, support staff and P/M personnel do not reflect the wide range of identifications and orientations present in our student body.  There is a lack of declared or self-identified diversity within our personnel in this area.

Search Committee:

The composition of the Search Committee will be as stated in the Department of Theatre Faculty/Staff handbook, currently two representatives from the area in which the search is being conducted, plus one member from each of the other two areas, a representative from the Graduate Program in Theatre, a representative from outside the Department, a student representative, and a staff representative who will also function as secretary.  All members of the committee are voting members.  At least two of the faculty representatives must be female.  The Department will name one of the members of the committee as the Affirmative Action representative. 

Outreach:

Inclusive language in all advertisements should include the affirmative action language as of August, 2000:


For many years, York University has had a policy of employment equity including affirmative action for women faculty and librarians. Recently, York has included racial/visible minorities, persons with disabilities and aboriginal peoples in its affirmative action program. Persons who are members of one of more of these three groups are encouraged to self-identify during the selection process. Please note that candidates from these three groups will be considered within the priorities of the affirmative action program only if they self-identify. The Department of Theatre welcomes applications from women, racial/visible minorities, persons with disabilities and aboriginal peoples. The affirmative action program can be found on York’s website at  GOTOBUTTON BM_1_ www.yorku.ca or a copy can be obtained by calling the Affirmative Action Office at 416-736-5713.

Advertising should at least include all specialised journals, magazines, newspapers, and email list serves that reach relevant constituencies (including women, persons of colour and First Nations people, persons with disabilities and other identifiable groups discussed within this document), CAUT Bulletin and University Affairs, all relevant service and special interest organisations and their print and electronic publications. Direct contact should be made through the professional and academic communities as well as any other area in which potential applicants may be found, and less conventional outreach events should be attempted (such as Open House presentations, invitations to departmental events for possible candidates for future positions, or even invitations to observe classroom or studio work for people in the possible applicant pools). 

Evaluation Criteria:

These criteria will involve judgements on the appropriateness of each applicant as well as comparative evaluations of applicants. Such elements as the impact of past responsibilities on the pace of the applicant’s professional/academic career, lack of access to professional/academic positions will be considered. These criteria will take into fullest consideration the nature of the area of the theatre discipline in which the applicant is strongest and the particular needs of the job posting. 

The following criteria have been adapted from the Affirmative Action and Equity Plan of the Faculty of Environmental Studies at York University:

*Demonstrated strength in theory and/or practice in the designated areas; if appropriate, good standing as a professional in the area;

*Awareness of emerging developments in the area; innovativeness;

*Ability to approach the area from multiplicity of perspectives, crossing, where appropriate, area borders;

*A commitment to critically addressing issues of difference and speaking with authority about art that speaks in a diversity of cultural voices;

*A strong record or potential as a teacher and advisor of the kinds of students who are and will be York Theatre students;

*An active research/creative project record or potential, including independent and collaborative work, as well as evidence of dissemination of this work in either publications or public venues or other forms of communication that reach a broad public;

*Strong contributions to the communities relevant to the area of study and/or work of public significance or acclaim;

*Collegiality: someone with whom we would, as a department, like to spend the next number of years;

*Administrative capability and willingness to take on an appropriate share of the administrative workload of the Department;

*Other specific criteria as determined by each particular job posting and position.

Hiring Priorities:
The emphasis must be in two directions:

Towards ensuring that 40% of each Area faculty are women in addition to the now achieved goal of reasonable representation of women throughout the Department; and

Towards ensuring that new hirings of faculty, staff and P/M personnel reflect our commitment to increasing the presence of people of colour, persons with disabilities and Aboriginals/First Nations people. 

Search Committees must first consult the Collective Agreement with regard to changes that may be made to the 1999-2001 agreement.

Members of the Search Committee will be provided with copies of this document well in advance of the start of their work.

Hiring Procedure:

Step One:
Using the criteria outlined above, the Search Committee will categorise files as follows:

1. Reject: applicant is unsuited to the position (does not meet the exclusionary criteria and is not outstanding in any other respect). Letter sent from Chair of Department/Search Committee informing applicant;

2. Seek References: applicant meets exclusionary criteria and shows potential for position. Request letters of reference if not already in file;

3. Hold: Applicant meets exclusionary criteria but potential seems minimal. File is held to permit later comparison with other applicants or to permit faculty/student input;

Step Two:
The Short List is formulated by the Search Committee working from the notion of substantial equality (as delineated in the Collective Agreement). If at all possible, at least one third of each Short List shall consist of women and one third shall consist of Aboriginal/First Nations people and/or people of colour and/or persons with disabilities if known. If there is overlap in terms of designated groups and gender, the percentage could in fact be less that 2/3. At the very least, each Short List should contain the highest ranked woman and the highest ranked Aboriginal/First Nations person or person of colour or person with a disability (if known).
The Short List is forwarded to the Joint Affirmative Action Committee and posted, indicating the candidates and the specific job for which they are short-listed. Every effort should be made to post this list at least five working days in advance of any of the campus visits.

Reminders:

*In considering candidates, the committee will take into consideration gaps in a CV created by special circumstances which might include such things as being primary caregiver to a child or family member, or difficulty caused as a result of a disability. Appointment criteria will focus on potential as well as accomplishments indicated in the applicant’s CV

*Each Search Committee will, in advance of vetting applications, set out criteria for evaluation, performance measures and basis for comparison of candidates. In particular, equivalencies (professional versus traditional academic backgrounds) must be clearly delineated.

Candidates Files:

An applicant’s file will contain: 

· the applicant’s letter

· a complete CV including education, post-secondary teaching experience, all relevant professional experience.

· names, titles, complete addresses and telephone/email/fax of three referees who have agreed to write letters of reference for the candidate’s application and. (The Search Committee may choose to solicit independent references to complement these three letters.)

· the Affirmative Action report

On Site Residency:
The Search Committee will normally schedule a residency for each of the short-listed candidates, and shall be made with sensitivity to any needs that the candidate may have. This residency will include:

1. An interview during which all Search Committee members may speak with the candidate. Questions should be discussed by the committee in advance of this interview and agreed upon by the committee.

2. A master class at a time when students and faculty members interested in the candidate’s area of expertise are available. There may be two master classes if the position required ability in studio and in the classroom.

3. Meetings with the Chair of the Department, students, the Area faculty members, the Dean of the Faculty of Fine Arts, the Dean of Graduate Studies.

4. Time may be booked by Faculty members or the Master of Winters College for personal interviews with the candidate

The candidate’s schedule should be circulated at the time the short list is posted , with an invitation to all Theatre Department faculty, staff, students, Dean’s Office personnel, and others in Fine Arts or Graduate Studies who may have an interest in participating. The invitation should stress that written comments may be submitted for consideration by the Search Committee, especially from those who attend the scheduled Master Class. Such written comments should contain references to the candidate’s discussions and/or the candidate’s master class or presentation. If possible, these should evaluate candidates comparatively.

Step Three:
Following the residencies of all short-listed candidates, and the receipt references and comments from faculty, students, etc., the Search Committee will meet to recommend a candidate to the Dean.  The Search Committee shall discuss all components of the candidacies of those on the Short List.  A ranking order of all short-listed candidates will be included in the recommendation. Some comparative data may appear in tabular format.  Any self identification will be noted.  The Search Committee may seek further information. The Committee shall then make their recommendation to the Chair of the Department.  The recommendations sent forward to the Chair should contain at least one male and one female applicant, where possible.  No proxy votes will be permitted at the meeting where the final vote is taken to approve candidate(s) name(s) to be sent forward to the Chair. 

Files forwarded to the Dean by the Chair should also contain detailed comparisons of the candidates on the short-list specifically discussing their performance during the residencies. 

Step Four:
The file forwarded to the Dean of the Faculty will contain materials that clearly chronicle the procedures undertaken to ensure that the pool of qualified candidates included women and/or Aboriginal/First Nations people and/or people of colour and/or person with disabilities. This documentation will normally include:

· List of publications in which the job postings were listed; other contacts; electronic listserves where relevant;

· The ratio of Seek References files and the candidates on the Short List based on gender, Aboriginal/First Nations status, people of colour, persons with disabilities, if known.

It is advisable that the committee make recommendations on ways to improve the hiring process to the Chair at the completion of each search.


