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Introduction

For many years the University has produced an annual
Employment Equity Report. This report has taken several forms
and has served a number of different purposes. In September,
1986 the University signed a commitment to implement
employment equity in the context of the Federal Contractors
Program (FCP). This program is still in effect and brings with it
various reporting as well as compliance requirements. The
University has its own Employment Equity Policy first approved
in 1986 and revised in 1991. There have also been changing
provincial requirements, and in some years, reports required by
the City of Toronto.

This year’s report involves a departure from past practice.
While parts of it will help us to fulfill our obligations for
government reporting, we have taken the first steps in
designing a report that will meet the University’s needs and
goals. We want to recruit and retain people from under-
represented groups not because of legislation or “correctness”
but because we want a better institution. To the extent that
systemic barriers keep certain people from either getting into
the system or staying in it, we limit ourselves unnecessarily.
Thus, this report is part of our institutional commitment to
excellence.

This report can be seen as a companion piece to the
Annual Report published by Human Resources for the first time
in November 1996. In future years we plan to coordinate the
production of the two reports. This Employment Equity report
presents more information than previous reports. It provides a
“snapshot” of all employees at a particular point in time,
including those whom we have most recently hired. It attempts
to characterize and explain departures, promotions, and kinds
of training. In addition, it describes the senior management of
the University. We have presented no data from previous years.
This report will provide baseline data against which subsequent
years can be compared.

The tables in this report present information in two
different ways — by topic (e.g., survey completion rates, hiring,
training) and by employee groups (e.g., research associates,
non-unionized administrative staff). We have provided
commentary on each table or set of tables that represent a
specific topic or group. The comments are predominantly
descriptive and try to make sense of the basic information
presented in the tables. The comments are self-contained, i.e.,
we do not compare or discuss the data across tables.

We have provided a brief summary of some highlights of
the report. It is our expectation that most readers will read the
highlights and then focus their attention on the individual tables
and commentaries that reflect their interest in specific topics
and/or employee groups.

The report was produced by the Employment Equity
Committee with the help of an external consultant, Dr. Helen
Breslauer. The members of the committee were: Professor
Michael Finlayson, Vice-President Administration and Human
Resources (Chair); Professor Rona Abramovitch, Status of
Women Officer; Mr. Les Babbage, Director, Employment and
Staff Development; Professor Paul Gooch, Vice-Provost; Mr.
Brian Marshall, Director, Labour Relations; Ms. Gayle Murray,
Employee Relations Coordinator. The committee would like to
thank Mr. John Lymburner, Mr. Paul McCann, Ms. Christine
Minas and Mr. Paul Roth for their assistance.
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Highlights

Senior levels of academic
administration

With respect to women, there are a substantial number of
women at the level of associate dean, chair, etc. (20%).
Thus, we have a pool of women to call upon for future
academic administration. It is noteworthy that women are
over-represented in this group compared to the percentage
of women who are tenured full professors (12.4%).

However, at the most senior levels, we are currently doing
no better than we were approximately five years ago. In
January 1992 there was one female member of the senior
academic administration at the level of the President, Vice-
Presidents and Vice-Provosts, one female college principal/
master at Massey and four females who were either deans or
directors of faculties/schools. In 1995/96 we have two
women among the President, Vice-Presidents and Deputy/
Vice-Provosts, no College Principals and four Deans who are
women.

With respect to the other designated groups the numbers
are very small with few people available to “move through
the ranks”.

Academic staff

On behalf of the Provost the Status of Women Officer meets
with most faculties/departments engaged in searches for
new tenure-stream faculty members. The goal of the
meetings is to provide advice on proactive faculty
recruitment in order to expand the pool of excellent
applicants from the four groups designated by the
University's Employment Equity Policy. In addition to
proactive recruitment the presentation focuses on an
inclusive interview process and the relationship between
equity and excellence. The Status of Women Officer has
done this for the years 1994/95; 95/96; and 96/97.

Across the entire faculty (including tenure stream, non-
tenure stream and clinical faculty) our representation of
both women and visible minorities is somewhat lower (by a
few percentage points) than the external availability data.

With respect to the hiring of tenure-stream faculty, the
University culture has changed substanially over the past
decade. 41.9% of assistant professors in the tenure stream
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are women and 16.6% are visible minorities. Thus the
“face” of the tenure stream faculty at the university is
changing. Itis worth noting, however, that especially with
respect to visible minority faculty the change is slow (and
the “face” is still very different from the “face” of our
students).

It is also interesting to note that the distribution of women
is very hierarchical (and not just in the tenure stream), with
the typical pattern being greater representation of women
at the lower ranks in most job categories. This is not quite
as pronounced for visible minorities.

Representation of persons with disabilities (PWDs) is about
what might be expected from the external data, but varies
substantially across job categories and rank and seems to
be, at least, in part, associated with age.

Across the entire faculty there are only 7 Aboriginal
persons. This represents 0.4% of the total faculty,
compared to 1.2% in the external availability data.

Librarians are a female dominated group at the University
and externally. Our representation of both visible
minorities and PWDs, while low, is above what would be
expected from the external data. However, there are no
Aboriginal persons.

With respect to research associates, women are under-
represented, compared to the external data, in full-time
positions. However, the external data are not a perfect
match with this job category and the proportion of women
at the University probably reflects the concentration of
research associates in the sciences. There are no
Aboriginal persons and few persons with disabilities.

Senior levels of non-academic
administration

In March 1996, the Vice-President, Administration and
Human Resources formed the SMG Career Development
Commitee to recommend specific initiatives which would
give effect to the recently-approved staff planning and
career development policies for the Senior Management
Group (SMG). ,These policies also apply to other
administrative managers, where application of the policies
does not conflict with policies for non-unionized
administrative staff, developed under the Framework




Agreement with the Univesity of Toronto Staff Assocation.
The Committee’s terms of reference included providing
recommendations “. . .for the development of specific tools,
mechanisms, programs, services and required funding to
identify and remove obstacles to career development (with
particular attention to designated group members and staff
with family care needs)...”.

There are substantial numbers of women in the Senior
Management Group (SMG) — 54 (44.3%).

However, SMG is made up of four position classifications.
In the two highest categories there are 16 employees, only
three of whom are women.

There are 40 women and 37 men in the two remaining SMG
categories. (Note that approximately two-thirds of all
administrative staff are women. Thus the 52%
representation of women in these two SMG categories is still
not representative of the pool.)

With respect to the other designated groups there is no
representation in the two highest categories and only 11
visible minorities and 2 PWDs in the two lower SMG
categories

The group designated as Administrative Managers and
Professionals (AMP) provides a potential recruitment pool
for SMG. Almost 60% of the AMP group are women. (Still
below the two-thirds representation one might expect).
However, they are concentrated in the two lower of the
three AMP categories.

Similarly while visible minorities account for almost 18% of
AMP, they make up approximately 30% of the lowest
category, 21% of the middle category and only 9% of the
upper category.

There are only 4 Aboriginal people and 11 PWDs in AMP.

Thus with respect to Aboriginal people and persons with
disabilities AMP does not provide a large recruitment pool
for SMG. And although there are a substantial number of
women (232) and visible minorities (66) in AMP, a large
majority are in the middle and lower as opposed to the
upper category.

Non-unionized Administrative Staff

In October, 1993, the University's Business Board approved
a Training and Career Development policy for the non-
unionized administrative staff which identifies career
development of staff as "...a primary means for the
achievement of the University's employment equity goals
and objectives. "In order to actualize the commitment to
career development of staff, the Human Resources
Department has opened a Staff Development Resource
Centre, offering self-paced computer skills training, a library
of training materials and videos, and confidential career
advisory services.

With respect to non-unionized administrative staff the issue
is “distribution” rather than representation. Among full-time
administrative staff 67% are women and 26% are visible
minorities For those with term appointments the numbers
are comparable. Overall this representation is above what
would be expected from the external availability data.
However, as indicated above, women and visible minorities
make up a small percentage of those in the highest paid and
most senior job categories.

Overall representation of Aboriginal people is less than half
of what might be expected from the external data, while
representation of persons with disabilities is, on average,
what might be expected, but varies dramatically across job
categories.

Unionized Administrative Staff

Among full-time unionized administrative staff, almost 40%
are women. This is somewhat lower than the external data
of 47%. However, the University employs a large number of
skilled crafts and trades staff, (15% of all unionized staff),
who are traditionally almost exclusively male dominated
both within and outside the University When the University
data are adjusted for this, women account for 47% of the
unionized administrative staff.

Visible minorities account for just under 20% of the
unionized administrative staff, while the external availability

data indicate that this number should be closer to 27%.

This is the only employee group in which Aboriginal people
(2.9%) are “over-represented” according to the external
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data. As with the non-unionized staff representation of
persons with disabilities is on average what might be
expected, but varies substantially across job categories.

* Inorder to assist unionized staff in preparing for career
advancement, English as a Second Language workshops
are being provided to the predominently-female
Caretaking Division of Facilities and Services. In addition,
Staff Development continues to make available, computer
skills training and résumé preparation clinics to all
unionized staff.

Persons with Disabilities

* The representation of this group is variable across job
categories, but overall PWDs are under- rather than over-
represented particularly at the more senior levels of
employment.

Aboriginal People

*  One of the most consistent statements made throughout
the report is that the number of Aboriginal people is too
small to make any comments about distribution or
representation.

Part-time employees

*  Another very consistent statement made throughout the
report is that the proportion of employees who are
women is greater for those working part-time compared
to full-time.

General practices

¢ [tis difficult to summarize the information on hires, exits,
promotions and training. Much of these data will be more
meaningful over time. While there are instances where
particular groups may be over- or under-represented, the
data do not, in general, suggest strong systemic biases in
employment practices.

4 - Employment Equity Report 1997




How to read
the data:

1. Who is counted?

The data for this report are taken from the Personnel
System month-end extract tape dated September 30. 1996. All
staff holding an appointment of 25% full time equivalent (FTE)
or more were included in the survey. This includes staff who
are full time (i.e., 100% FTE) and part time (i.e., 25 to 99% FTE)
and who are staff appointed to a position, the employment
conditions of which are governed by University policy or a
collective agreement. Our personnel information system has
information required for employment equity planning and
reporting purposes for people in these positions. While we also
hire individuals on a casual or contractual basis we do not yet
maintain employment information for this group of employees
other than what is required for legal or payroll purposes. No
status-only appointments are included. Faculty and staff who
have been on Long-Term Disability for two years or more as of
September 30. 1996, have been excluded.

It should also be noted that employee groups from OISE/
UT are not included in this year’s report, but will be included in
subsequent reports.

Clinical Faculty are academic staff in the Faculty of
Medicine who are health professionals actively involved in the
provision of health care in the course of discharging their
academic responsibilities.

2. EEOG’s and NOC's

The Federal Government has established a system for
classifying jobs, called National Occupation Codes (NOC’s).
Each job at the University has been coded by comparing it to
the NOC descriptions to find the best match. NOC's can be
“rolled up” into 14 Employment Equity Occupational Groups
(EEOG’s) which group jobs into broad categories, such as
Senior Managers, Professionals, Clerical Workers and Skilled
Crafts and Trades. The EEOG’s also subdivide certain of these
categories into different skill levels. We use the EEOG’s for
reporting representation and distribution of the designated
groups across the University’s workforce.

Statistics Canada uses NOC’s and EEOG’s to categorize
responses to the question on the Canadian Census relating to
occupation. Statistics Canada is then able to analyze this data,
along with responses to questions on membership in the four
designated groups, to generate data on the representation of
each designated group within each EEOG and NOC. These data
provide an indication of the availability of designated group
members within the external labour market which can be used
both to assess representation within the University’s own
workforce and for determining goals which the University can
reasonably expect to achieve for improving representation
through its hiring and promotion practices. In our own analysis
we use a refined version of the Statistics Canada EEOG data
which includes only those NOC’s in which the University has
jobs. We also use data based on our most likely area of search
for jobs in particular EEOG’s — e.g., Canada-wide data for faculty
positions, and the Census Metropolitan Toronto area data for
most administrative and union positions.

3. Academic and non-academic
administrators and supervisors

Not all of the data presented in this report are categorized
in terms of EEOG’s and NOC's. We have presented data on
people in positions of power and authority at the University.
Thus one table (Table 3) displays information about senior
academic administrators (the President and Vice-Presidents.
Deputy/Vice Provosts, Deans, Principals, Chairs, Directors, etc.).
Another table (Table 6) displays information about non-academic
senior managers — those in the Senior Management Group
(SMG) and those designated as Administrative Managers and
Professionals (AMP). Academic managers are also counted as
part of faculty and SMG and AMP are counted as part of the non-
unionized administrative staff.

While the titles (e.g., president, principal, dean, etc.) of
those in the groups of senior academic administrators make the
composition of these groups quite transparent, this is less clear
with respect to SMG and AMP. SMG is a staff category, consisting
of about 100 members of the administrative staff. Positions are
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included on the basis of criteria which include reporting and
providing advice to the President, a Vice-President, an Assistant
Vice-President, a Principal or a Dean; exercising broad
management responsibility over multi-functional units; or
having been identified as a SMG position on the basis of the
nature and scope of assigned responsibilities. Ultimately,
membership is determined by the Vice-President,
Administration and Human Resources.

AMP, as referred to in this report, is a group of
administrative staff members whose positions are not included
in the SMG, but have been identified as being managerial or
professional in nature by their divisions. Staff in the AMP group
are employed under non-unionized administrative staff policies.
The SMG Career Development/Training policy extends to this
group where its provisions do not conflict with those of policies
developed under the Framework Agreement with the University
of Toronto Staff Association.

While membership in SMG overlaps more than 90% with
membership in the first three Employment Equity Occupational
Groups listed for non-unionized administrative staff,
membership in AMP does not correspond to a limited number
of EEOG categories.
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4. Data on designated groups

University of Toronto data for women and men are drawn
from personnel records (as of September 30, 1996). Data for
Aboriginal People, Visible Minorities, and Persons with
Disabilities (including those on Long Term Disability and
Worker’ Compensation) are drawn from the Employment Equity
Workforce Survey 1995 (updated to September 30, 1996). While
these data are not 100% complete we believe they give us a
reasonably reliable estimate of the proportion of people from
the designated groups in the University of Toronto workforce
(the one case in which we were able to compare survey returns
with personnel records, i.e., the proportion of men and women,
indicated a close match).

Data based on Survey responses from an employee group
or category with less than ten people, have been suppressed to
respect confidentiality. This is designated by ** in the tables.




List of Tables

Table 1(A)'  Employment Equity Workforce Survey: Return Rates and Completion Rates For Full-Time Employees

Table 1(B)  Employment Equity Workforce Survey: Return Rates and Completion Rates For Part-Time Employees

Table 2(A)  Faculty (Full-Time) by Designated Group Within Type of Appointment and Rank and External Availability Data

Table 2(B)  Faculty (Part-Time) by Designated Group Within Type of Appointment and Rank and External Availability Data

Table 3 Senior Academic Administrators (Full-Time and Part-Time) by Designated Group and External Availability Data

Table 4(A)  Professional Librarians, Including Department Heads (Full-Time), by Designated Group and External Availability Data

Table 4(B)  Professional Librarians, Including Department Heads (Part-Time), by Designated Group and External Availability Data

Table 5(A)  Research Associates (Full-Time) by Designated Group and External Availability Data

Table 5(B)  Research Associates (Part-Time) by Designated Group and External Availability Data

Table 6(A)  Senior Managers, Administrative Managers and Professionals (Full-Time) by Designated Group

Table 6(B)  Senior Mangers, Administrative Managers and Professionals (Part-Time) by Designated Group

Table 7.1(A)  Administrative Staff (Full-Time): Non-Unionized by Designated Group and External Availability Data

Table 7.1(B)  Administrative Staff (Part-Time): Non-Unionized by Designated Group and External Availability Data

Table 7.2(A) Administrative Staff (Full-Time) on Term Appointments: Non-Unionized by Source of Funding by Designated Group and External
Availability Data

Table 7.2(B) Administrative Staff (Part-Time) on Term Appointments: Non-Unionized by Source of Funding by Designated Group and External
Availability Data

Table 8(A)  Administrative Staff: Unionized (Full-Time) by Designated Group and External Availability Data

Table 8(B)  Administrative Staff: Unionized (Part-Time) by Designated Group and External Availability Data

Table 9(A)  Training (Major Training Topic) for Administrative Staff: Non-Union and Union (Full-Time) by Staff Category and Designated Group

Table 9(B)  Training (Major Training Topic) for Administrative Staff: Non-Union and Union (Part-Time) by Staff Category and Designated Group)

Table 10 Promotions by Staff Category by Designated Group

Table 11(A)  Exit Data (Reason for Leaving) by Staff Category (Full-Time) by Designated Group

Table 11(B)  Exit Data (Reason for Leaving) by Staff Category (Part-Time) by Designated Group

Table 12(A)  New Hires by Staff Category (Full-Time) by Designated Group

Table 12(B)  New Hires by Staff Category (Part-Time) by Designated Group

Table 13.1  Female/Male Tenure-Stream New Hires from July 1, 1996 to October 30, 1996 (Including Applicants and Those Hired) by Foley Group

Table 13.2  Female/Male Tenure-Stream New Hires from July 1, 1996 to October 30, 1996 (Including Applicants and Those Hired) by Statistic Canada
Data

1 “A” means Full-Time only; “B” means Part-Time only.
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Table 1(A) Employment Equity

Workforce Survey: Return
Rates and Completion Rates
for Full-time Employees

Table 1(B) Employment Equity

Workforce Survey: Return
Rates and Completion Rates
for Part-time Employees

The Employment Equity Workforce Survey was conducted
in 1995 in order to comply with the provincial Employment
Equity Act, 1993 and to enable us to report to the Federal
government with respect to the Federal Contractor’s
Program. In 1996 we conducted a follow-up survey of
employees who had not returned the 1995 survey. As new
employees are hired they are asked, on a voluntary basis, to
complete the survey.

The survey asks for a yes/no answer with respect to
membership (self-defined) in each of the four designated
groups (women, Aboriginal people, visible minorities,
people with disabilities). Some surveys were returned with
none of the questions answered. In some cases the survey
was only partially completed, i.e., a person responded to at
least one but not all four questions. We have chosen to use
the data from all surveys in which there was at least one
question answered. Therefore the denominator for
calculating percentages sometimes varies among groups.

Return and completion rates were high for almost all full-
time employee groups. They were somewhat lower for
part-time employees.

In all subsequent tables in this report data for women and
men are drawn from personnel records (as of September
30, 1996) while data for Aboriginal People, Visible
Minorities, and Persons with Disabilities are drawn from the
Employment Equity Workforce Survey. Therefore the data
on women will be accurate for all groups, full-time and part-
time. The data on the other groups will presumably be less
perfect overall and less reliable for part-time as compared to
full-time employees.

The only full-time group whose survey response rate was
quite low is CUPE 1230 and the circumstances around
collection of these data were somewhat unique. The
original 1995 workforce survey was conducted in
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consultation with each employee group. The survey
questionnaire which resulted from this process for the
CUPE 1230 group contained a statement that the data were
being collected for the purpose of complying with the
provincial Employment Equity Act, 1993. (This was only
group surveyed in this way). The legislation which the
current provincial government passed to repeal this Act
required that information collected from employees
exclusively for the purpose of complying with the
Employment Act, 1993 be destroyed. Therefore, we
destroyed all responses to the 1995 CUPE 1230 survey.
When we conducted the 1996 follow-up survey, we also re-
surveyed all members of the CUPE 1230 full time
bargaining unit. Since many of those receiving the survey
had recently provided similar information, they may have
felt that it was not necessary to complete and return the
survey yet again. This may account for the low return rate.
(We plan to conduct another follow-up survey for staff in
the CUPE 1230 bargaining unit).
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Table 2(A) Faculty (Full-Time) by

Designated Group by Type of
Appointment and Rank and
External Availability Data

Table 2(B) Faculty (Part-Time) by

Designated Group by Type of
Appointment and Rank and
External Availability Data

The overwhelming majority of full-time faculty, close to
three-quarters, is male.

Among the full-time tenure stream faculty, slightly more
than three-quarters is male.

If we look only at full professors who are tenured or in the
tenure-stream, who make up over half of the tenure stream
category, they are close to 90% male.

For the full-time faculty, with the exception of the
instructor level, the percentage of women in each rank
increases as the rank decreases. The overall pattern is the
same for the part-time faculty, although it is less
pronounced.

However, this means that the “face” of the faculty will be
changing over time. It is important to note that 41.9% of
assistant professors in the tenure stream are women.

In both the full-time and part-time faculty the percentage of
women in clinical non-tenure stream appointments in
medicine is lower than the percentage of women in the
tenure stream.

Women make up more than half of the faculty only among
the “Others”, i.e., senior tutors, tutors and instructors.

In comparison to external availability data on university
professors, U of T is more than 4 percentage points below
the proportion of women professors available.

With respect to Aboriginal peoples, the most powerful and
important statement to be made is that there are only 7 self-
reported Aboriginals among the full-time faculty and only
another 2 among the part-time faculty. 7 of the 9 are men,
5 of the 9 (including the two women) are found among the
tenure stream full-time faculty and only 1 of those is a Full

Professor. Although the availability data for Aboriginal
peoples indicate that there is a very small pool of university
professors, the U of T data show proportions even lower
than those available.

With respect to visible minorities: 11% of each of the full-
time and part-time faculty who completed surveys
identified as visible minorities. This compares with 12% in
the external data.

Of the 211 full-time visible minorities, 21.8% are women. A
little more than half, 51.6% are in the tenure stream.
However, the percentage of visible minorities is lower in
the tenure stream (9.1%) than in any other faculty category.

For the full-time faculty, with the exception of the
instructor level, the percentage of visible minorities tends
to be higher in lower ranks. Again, this means that the
“face” of the faculty will change over time. Almost 17% of
assistant professors in the tenure stream self identify as
visible minorities.

Among the part-time faculty, visible minorities are not
found in the tenure stream category at all. Those self-
identifying as members of visible minorities are found
primarily in the non-tenure stream appointments of CLTAs
and the clinical category.

There are only 79 persons with disabilities amongst the
faculty and the vast majority (70.9%) are in the tenure
stream. Within the tenure stream more than three-quarters
are men. Approximately two-thirds of the men are Full
Professors, while just over half of the women are at that
rank.

Across the entire full-time faculty 78.5% of the total number
of those with disabilities are at the Associate and Full
Professor level.

Only 2.5% of those in those in the part-time faculty self-
identify as PWDs.
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Table 3

Senior Academic
Administrators (Full-Time
and Part-Time) by
Designated Group and
External Availability Data

Among the President, Vice-Presidents and Deputy/Vice-
Provosts two out of nine are women.

Among the 22 Principals and Deans, there are 3 women.

Among the 116 Academic Directors & Chairs & Associate
Deans there are 23 women - just under 20%. However, this
is substantially greater than the percentage of tenured full
professors who are women (12.4%).

The percentage of women in each of these categories is
less than their representation in the external availability
data.

The numbers of the other 3 designated groups are very
small in every category - too small to discern any particular
patterns. And in every single case they are less than the
external availability data would predict.

Given the importance of a strong commitment from the
senior administration for the success of employment
equity, it is gratifying to note that all of those in the
President, Vice President, Deputy/Vice Provost group
completed the survey. Almost 90% of Principals and Deans
and just under 80% of Academic Directors and Chairs and
Associate Deans did so.
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OFFICERS AND ACADEMIC ADMINISTRATORS (FULL-TIME AND PART-TIME) BY

Table 3

DESIGNATED GROUP AND EXTERNAL AVAILABILITY DATA

JOB CATEGORY

President, Vice President, Deputy/Vice Provost

Principals & Deans

Academic Directors & Chairs, & Associate Deans

EEOGNOC EXTERNAL AVAILABILITY STATISTICS:

01-0014 Senior Mgrs-Health, Educ, Social & Community Svcs & Membrshp Orgs
02-0312 Administrators in Post-Secondary Education & Vocational Training
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Table 4(A) Professional Librarians,
including Department Heads,
(Full-Time) by Designated
Group and External
Availability Data

Table 4(B) Professional Librarians,
including Department Heads,
(Part-Time) by Designated
Group and External
Availability Data

*  Professional Librarians, whether full-time or part-time,
whether department heads or not, are a female dominated
group at the University of Toronto and elsewhere. In
comparison with the external availability data, U of T has a
slightly smaller proportion of full-time female librarians and
a slightly higher proportion of part-time female librarians.

* Incontrast, U of T has a greater proportion of librarians,
whether full-time or part-time, who are members of visible
minority groups, or persons with disabilities than would be
expected by reference to the external availability data. Of the
23 people in these groups, only 2 are men.

*  There are no Aboriginal people among librarians of any kind
at the university
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Table 5(A) Research Associates (Full-
Time) by Designated Group
and External Availability Data

Table 5(B) Research Associates (Part-
Time) by Designated Group
and External Availability Data

*  Although more than 3/4 of the full-time research associates
are men, only a little more than 1/2 the part-timers are men.

* There are no Aboriginal people at all in this category, no
persons with disabilities among the part-timers and only
two among the full-time population. There is a greater
proportion of visible minority members amongst the full-
time research associates than the external availability data
would predict

*  There are fewer women than the external data would
predict. However, the external data are not a perfect match
with this job category and the proportion of women at the
University probably reflects the concentration of research
associates in the sciences.
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Table 6(A) Senior Managers,
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latter groups. Over 18% of those who completed the <ZE cfom~ o[ v o4 &
surveys are visible minorities in the AMP group and more s B3 § S°a3s anl °
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added together, 17% of those who completed surveys are = @ % E RN Il I P B!
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* There are no Aboriginal people anywhere in the hierarchy < 1 é RSN 1 P E »
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level of the AMP group). g D] ] R c;E
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- bl o 5lu 9
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’ ) ol= == 3|52 255 £
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= T
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designated groups. The one visible minority member and
three PWDs in the part-time AMP group are, of course,
women.
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"Upper" refers to salary grades 12N and up; "Middle" is 09N through 07B; and "Lower" is below 09N.

1 within Administrative Managers and Professionals,

Table 7.1(A) Administrative Staff (full-
time): non-unionized by
Designated Group and
External Availability Data

Table 7.1(B) Administrative Staff (part-
time): non-unionized by
Designated Group and
External Availability Data

Table 7.2(A) Administrative Staff (full-time)
on term appointments: non-
unionized by Source of
Funding by Designated Group
and External Availability Data

Table 7.2(B) Administrative Staff (part-
time) on term appointments:
non-unionized by Source of
Funding by Designated Group
and External Availability Data

*  The first three occupational groups (01-03) overlap almost
entirely with the Senior Management Group discussed in the
context of Table 6. Therefore the only discussion of these
groups will be with respect to the external availability data.

*  With respect to female full-time employees, the University
falls behind what would be predicted from external
availability data for senior managers (01) and professionals
(03) and is slightly above what would be predicted for the
middle and other managers (02).

* The University is equal to or above the expected percentage
of visible minorities for middle and other managers (02) and
for professionals (03), but below what would be expected
for the most senior category (01).

*  The University is below expectations for PWDs for the top
two categories and above for the third.

*  There are no Aboriginal people in the first three
occupational groups.




With respect to part-time employees there are no part-time
members in the senior managers category. For part-time
members of categories 02 and 03, the female/male split is
not identical to but reflects the findings in Tables 6 (A) and
(B) —i.e., a higher proportion of part-time as compared to
full-time women. The numbers for the other designated
groups are too small to be meaningful.

Among the full-time non-unionized staff in occupational
groups 04-13, there are many single gender dominated
occupations similar to the pattern in the general population
(external availability data). Only one of these groups, the
Semi-Pro and Tech (Skill Level B) is roughly 1/2 male and
1/2 female. The others range from 60 - 100% one or the
other dominated. 3 of the 10 categories in question are
100% one gender or the other.

Among the part-time non-unionized staff, there is less
diversity. There are only 7 categories below the managerial
level and 4 of these are 100% female (they have very small
N’s, however). The total proportion of women in this group
is a striking 89% compared to 67% among their full-time
analogs.

Among the full-timers on term appointments, there are 11
middle and other managers and they are found only among
those in the Operating Fund category. Professionals, on the
other hand, are found both in Operating and Grant
categories. Both of these can be compared with their
colleagues from Table 7.1(A) who have more job security
than they do. There are 73 professionals among the term
appointees of whom 32 or about 44% are women. This
compares with 41% for those on continuing appointments.
The external availability data for this category indicate that
51.5% are women.

Among the term-appointed full-timers below the
management level, only one category is half male and half
female (05, operating fund) and has only 6 cases.
Otherwise, every category, regardless of source of funding is
female-dominated ranging from 65 - 100%. Those categories
that are male-dominated among the continuing
appointments are hardly represented among the term
appointees (i.e., 06, 08 and 09). Note that although the
average for the table shows this group to be female-
dominated, the top two managerial categories are male-
dominated.

Among the term-appointed part-timers (arguably those
with the least secure jobs) we find 87.7% are female. The
numbers are very small so it is difficult to make many other
observations.
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Table 8(A) Administrative Staff:

unionized (Full-Time) by
Designated Group and
External Availability Data

Table 8(B) Administrative Staff:

unionized (Part-Time) by
Designated Group and
External Availability Data

Only 2 of the 11 categories represented here (04-14) are
roughly divided evenly between males and females and
these are 10, the Clerical Workers at Skill Level C, and 13,
Sales and Service Workers at Skill Level D. In both cases
51.6% are women. Only one group is female dominated, 04,
the Semi-Pro and Tech at Skill Level B that is 68.6% women.
All the other unionized groups are male-dominated at
proportions ranging from 72.2% to 100%. However, as
noted below, this is consistent with the external data.

Overall, among full-time unionized staff, almost 40% are
women. This is somewhat lower than the external data of
47%. However, the University employs a large number of
skilled crafts and trades staff, (15% of all unionized staff),
who are traditionally almost exclusively male dominated
both within and outside the University When the
University data are adjusted for this, they are consistent
with the external data.

For the part-timers, all the groups are dominated by one or
the other gender thus making the total average a distortion
of the data rather than a summary. But the numbers are too
small to make many further generalizations.
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There are more Aboriginal people in this group than in any
other (18) and they are all men. The majority are in Sales
and Service Skill Level D where there are 10. There is only
one Aboriginal person in the part-time data. The figures for
this category are higher than would be predicted by the
external availability data.

Almost 20% of those surveyed among the full-timers are
visible minorities (about 40% women), who are primarily in
4 categories: Semi-Pro and Tech (Skill Level B); Skilled
Crafts and Trades (Skill Level B); Clerical Workers (Skill
Level C) and Sales and Service (Skill Level D). The external
availability data indicate that the percentage of visible
minorities should be closer to 27%. There are only 8 visible
minorities among the part-timers but they account for 40%
of this small category.

Among the full-timers, there are 54 PWDs (less than 25%
women) and the majority of them are found in Skilled
Crafts and Trades (Skill Level B) and Sales and Service (Skill
Level D). For most categories, the representation of PWDs
exceeds that found in the external data. There are only 2
PWDs among the part-timers.




Employment Equity Report 1997 - 25

L'92 1.2 692 2T ¢'T 2T|69F TS | x +x 00T +x 02 |+« * % 0'0v xx 0C % x +x 0'§ +x 0T €vS 6T LSy 91 S€ STVIOL v
9°0€ S'TE 0'T€ 0T T T'T|gCS LLY % x *x %% xx S * % % % % % xx 9 % x *x oxx xx § 8°0€ ¥ 269 6 €T (@ 19A87 1IMS) 2IAISS pue sajeS €T
T°0€ 2’62 €62 €c L'T 8T|0TT 068 |+ x * x x % xx T * % % % % % xx T % % * x x % »x 1 00 0 0°00T T T (D IMIS) SIIOM [enuey pa|Ipis-lweS Z T
9'€€ V'0€ 0'¢¢ €T €T €T (VIS 9'8v |T 0 00T T 0T S 0 0°0S S 0T 0 0 00 0 0T €eL TT L9z ¥ ST [CREVCH] S) SINIOM 3D 0T
¢ Le G'8T 8'8T LT 80 80 |8°¢ 296 |x x *x xox +x 0 * % * % * % xx 0 * % *xoxox +x 0 00 0 00 T T (g 1977 |IMS) SapeiL B syeid PalS 60
v'0¢c T1'6¢ S0C 0T 0’0 0T |5°86 ST |xx xx % ox xx T * x xx % ox «x T x x xx oxx xx T 0'00T T 00 0 T (@ 19A07 IMS) 181D JUsS B ulwpy L0
06T 102 S'6T 0T 9'T €T |€99 L'€Y |x x * x % ox xx € * % % % % % xx € % % * x oxx xx € 0'SsL € 0'sz 1T 14 (8 19797 1IMS) Yd8L ® 0Id-lWdS ¥ 0
USWOM  USI  [el0L | USWOM  USIN  [el0L [ USWOM  USIN % # | P3| # _ # _ % # | pa1d| Pa19| [USWOM USWOM USN  USN  #[eloL dNOYO TWNOILYdNDD0 SC0H
% % % % % % % % [el0L dwog uswom [ uaiy ej0L Fdwod [Fdwod| % # % # ALINOT INIWAOTANT
% SaNLIOUIN_ BqISIA Sodoad [eubLOqY “S9A., J0 asuodsay lejoL S9A,, 0 asuodsay [el0L S9A., J0 asuodsay leloL
0JUOIOL SanIIqesia Ui suosiad SONLOUIN_ 9[qISIA Sajdoad [eubLoqy
(amd 10} T66T-986T) T66T 10 066T Ul
PaYJoM OYM +9-GT paby uoneindod sjuspuodsay Asnins saakoldw3 ||y
SOILSILVYLS ALMIGVIIVAY TYNY3LX3 FOHOIHHOM OLNOHOL HO ALISHIAINN
YLiva ALITIgVIIVAY TYNYILXT ANV dNOYD d3ILVNOISIA Ad
(IWIL-1¥vd) @3ZINOINN  :H44V1S JAILVHLSININGY (a)8 aiqel
1792 1.2 6°9¢ T ¢'T 271|697 T'E€S [« x xx L8 xx 129 |x x * % T6T «x ET9 |x= xx  6'C x«x 0C9 |9'6€ VvSE ¥'09 6ES €68 SIV10L v
€9 8792 L'€T §'ST 0’z €T v'I|TVI 6'G8 |0 € G2l € ve 0 € ¢t € ve 0 Z €'8 Z ve §'C T §'.6 6€ OV (@ 19A87 IMS) SISNI0M [eNUBN B0 ¥ T
6V 9°0€ S'TE 0'TE 0T 2T T'T|€2S L'Ly |9 9T €L x4 00€ (vT (k4 v'11T veE L6C |0 0T €€ 0T 66¢ |9'TS 86T ¥'87y 98T ¥8E (@ 18787 [IXS) dAIMIBS pue sBles €T
L8 T°0¢ ¢'6C €'6¢ €c LT 8T|0TT 068 [+ x % oxox * % L x % x % * % x L x % % oxox xx L ¢ee ¢ 8°LL L 6 (D 1IMS) SIadIOM [enuep pajiis-IWaS Z T
8'€ 8'9T ¢'vE T'€EC oc 60 9T |(6°€9 T'9€ [+ » xx oxox xx 8 x % xx oxox xx 8 * % xx oxox xx 8 8Lz S ¢'ZL €T 8T (D 19797 IDIS) BIIBS pue safes TT
9V 9'€€ Vv'0€ 0°¢¢ €T €T €T1T|V1Is 9'8¥ |€ T 6°'S 14 89 (€T 11 8'GE Vv¢ L9 0 0 00 0 89 9'1S ¥9 ¥'8y 09 Vet (2 1enen S) SISNIOM [eLBD 0T
T's cLe S'8T 8'8T LT 80 80 |8°¢ 2'96 |0 ¢T L'TT 21 €0T (O ve 8'€Zz v¢ 10T |0 € 6'¢C € €0T |0°0 0 0'00T T¥VT TIVT (g 12797 IMS) sapelL B syeId pajibS 60
«T'€ T0€ v'SE 0'VE 6'T TT €'71|¢€L2C L'egL |0 T 6°¢ T Ve T € S¢T v (4 0 0 00 0 Ve vve 1T 9'SL V€ Sv (8 1987 IMIS) BAIIBS pue sBles 80
V'€ ¥'0¢ T1T'62 S°0¢C 0T 00 0T |(s86 ST |+« xx oxox xx T x % xx oxox xx T x % xx oxox xx T 00 0 0°00T T T (8 19797 [IMS) 181D udS B ulwpy L0
xG°9 L°S2 T2l 6CT 6°¢C 0T T'T|LS EV6 |+ x * % xox % x L % % * % * % »x L * % * % xox xx L 00 0 0°00T 6 6 S) pul wud-peiL/oid/uen :12dns 90
e/u 9'0¢ VLT 281 6°0 8'T 9T |L2¢ €LL |0 T 1L T v 0 T TL T ) 0 T 1L T v 6°'S T Tv6 9T LT (a S) Mas/eles/I8lD (edns G0
8'S 06T 102 S'6T 0T 9'T €T |€9S L'EV |€ S SvT 8 S§ (9T 9 0'ov ¢¢ GS 0 T 8'T T SS 9'89 ¢. Vv'1E €€ SO0T (g 12A97 IMS) YodL B 0id-IWdS ¥ 0
sanl|iqesiq | USWOM  US  |eJOL | USWOM  USIN  [eJOL | USWOM  USN # [ # ] % # | pa18| # [ # 1 % # | pa1g| % # | PSI9| | USWOM USWIOM USN  UBN #[el0L dNOYO TYNOILYdANO00 O0H
UIA suosiad % % % % % % % % _._mEo>>_ UsN _ [ejoL dwoyy :mEo>>_ UsN _ |eloL -dwod 210l Fdwod| % # % # ALINO3 INIWAOTANT
% SONLIOUIN_ 9qISIA sa1d0ad [euIBLOqY .S9A., JO asuodsay [el01 .S9A., J0 osuodsay [ejoL .S9A., JO asuodsay [ejol
0JUOI0L SaNIiqesiq UM suosiad SaNUOUIN_ B[qISIA sa]d0ad [euBLOqY
(@md 10} T66T-986T) T66T 10 066T Ul
PaxIOM OUM +9-GT paby uonendod sjuapuodsay Aaning saakoldw3 v
SOILSILYLS ALNIGVIIVAY TYNY3LX3 FOHOIMHOM OLNOHOL 4O ALISHIAINN

VLVA ALITIGVIIVAY TYNYILXI ANV dNOYD AILVYNDISIA Ad
(IWIL-17N4) dIZINOINN  44VLS JAILVHLISININGY (v)8 @alqel




Table 9(A) Training (Major Training

Topic) for Administrative
Staff: non-union and union
(full-time) by staff category
and designated group

Table 9(B) Training (Major Training

Topic) for Administrative
Staff: non-union and union
(part-time) by staff category
and designated group

Overall, in each staff category, women participated in a
greater percentage of the training offered than their
representation in the category.

Visible minority representation was about equal to overall
representation in SMG and for “other administrative staff”.
Participation rates were higher than representation in the
workforce for AMP and for unionized administrative staff.

For persons with disabilities participation in training was
less than representation in the staff category for all
categories, except for the unionized group. The low
participation rates for persons with disabilities could

indicate problems with access to training seminars — either

physical access or availability of training in alternative
delivery formats.

Participation for Aboriginal people varied between staff
categories, but is probably based on too small a population
to draw meaningful conclusions.

26 - Employment Equity Report 1997

In terms of types of training, women'’s participation rate
was greater or equal to their representation in the
workforce for most seminars.

Visible minorities were more likely to participate in
computer skills and administrative management systems
training and less likely to participate in management
development and career and life planning.

Persons with disabilities were most likely to participate in
staff development courses (e.g. administrative and
business skills) and least likely to participate in
management development.

Again numbers for Aboriginal people are too small to
interpret.

Because of the small numbers involved, it is not possible to
draw meaningful conclusions from the data on part-time
staff.




Table 9(A)

TRAINING (MAJOR TRAINING TOPIC) FOR ADMINISTRATIVE STAFF:

AND UNION (FULL-TIME) BY STAFF CATEGORY AND DESIGNATED GROUP

NON-UNION

All Employees Survey Respondents
Total # of # of Participant # of Participant # of Participant
Participant Days for Staff Aboriginal Days for Staff Visible Days for Staff | Persons with
Days for Women Who Completed Peoples Who Completed Minorities Who Completed Disabilities
Staff Category |Type of Seminar Workforce® |%Wkforce %Days1 Surveys %Wkforce %Days Surveys %Wkforce %Days Surveys %Wkforce %Days
Senior Staff Development 5 70.0 3 0.0 3 0.0 3 0.0
Management Computer Skills 9 100.0 7 0.0 7 0.0 7 0.0
Group Admin Mgmt Systems 212 54.5 192 0.0 192 10.4 192 0.5
Rethinking Admin 0 0.0 0 0.0 0 0.0 0 0.0
Mgmt Development 61 75.4 60 0.0 60 21.8 60 0.8
Career & Life Planning 0 0.0 0 0.0 0 0.0 0 0.0
Env Health & Safe 0 0.0 0 0.0 0 0.0 0 0.0

Admin, Non-union:

Admin Managers &
Professionals

Admin, Non-union:

Others

Administrative,
Unionized

ALL ADMIN
STAFF

Staff Development
Computer Skills
Admin Mgmt Systems
Rethinking Admin
Mgmt Development
Career & Life Planning
Env Health & Safet

Staff Development
Computer Skills
Admin Mgmt Systems
Rethinking Admin
Mgmt Development
Career & Life Planning
Env Health & Safe

Staff Development
Computer Skills
Admin Mgmt Systems
Rethinking Admin
Mgmt Development
Career & Life Planning

Staff Development
Computer Skills
Admin Mgmt Systems
Rethinking Admin
Mgmt Development
Career & Life Planning

72 77.6 71 2.8 71 20.4 71 1.4
74 79.7 65 0.0 65 34.9 60 0.8
1143 79.2 1057 0.7 1043 28.2 1017 2.5
0 0.0 0 0.0 0 0.0 0 0.0
149 73.1 145 4.2 145 17.0 145 1.7
5 100.0 4 0.0 4 0.0 4 12.5
0 0.0 0 0.0 0 0.0 0 0.0
291 84.7 250 0.0 256 25.2 250 6.8
724 86.2 647 1.4 649 34.4 645 4.5
3045 90.6 2752 0.7 2738 26.9 2732 2.4
0 0.0 0 0.0 0 0.0 0 0.0
92 82.1 89 0.0 89 6.2 89 0.0
24 89.4 22 0.0 22 13.6 22 2.3
0 0.0 0 0.0 0 0.0 0 0.0
51 24.8 37 1.4 34 3.0 37 8.2
44 75.0 28 0.0 28 49.1 28 0.0
24 27.1 16 0.0 16 51.6 16 35.5
0 0.0 0 0.0 0 0.0 0 0.0
0 0.0 0 0.0 0 0.0 0 0.0
6 25.0 3 0.0 3 40.0 3 0.0

0 0 0 0

1Percentages shown in "% Days" are weighted by the number of participant days within each cell.
2'AVG DAYS" shows, within a given staff category, the average number of training days taken by the entire relevant workforce, which may be compared to the average number

of training days taken by designated group members.
®Data on Participant Days has been collected from AMS Education and Training module in HRIS.
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Table 9(B)

TRAINING (MAJOR TRAINING TOPIC) FOR ADMINISTRATIVE STAFF:

AND UNION (PART-TIME) BY STAFF CATEGORY AND DESIGNATED GROUP

NON-UNION

All Employees Survey Respondents
Total # of # of Participant # of Participant # of Participant
Participant Days for Staff Aboriginal Days for Staff Visible Days for Staff | Persons with
Days for Women Who Completed Peoples Who Completed Minorities Who Completed | Disabilities

Staff Category |Type of Seminar Workforce® |%Wkforce %Days1 Surveys %Wkforce %Days Surveys %Wkforce %Days Surveys %Wkforce %Days
Admin. Non-union:|Staff Development 2 100.0 2 0.0 2 0.0 2 0.0
Admin Managers & Computer Skills 3 100.0 3 0.0 3 0.0 3 0.0
Professionals Admin Mgmt Systems 43 100.0 43 0.0 43 0.0 43 53.5
Rethinking Admin 0 0.0 0 0.0 0 0.0 0 0.0

Mgmt Development 1 50.0 1 0.0 1 0.0 1 0.0

Career & Life Planning 0 0.0 0 0.0 0 0.0 0 0.0

Env Health & Safety 0 0.0 0 0.0 0 0.0 0 0.0

TOTAL 48 100.0 100.0 48 * * 0.0 48 * * 0.0 48 *x 48.4

AVG DAYS® 1.98 1.98 0.00 0.00 7.67

Admin. Non-union:|Staff Development 29 86.0 28 0.0 28 0.0 28 7.1
Others Computer Skills 37 98.6 32 0.0 31 0.0 32 17.5
Admin Mgmt Systems 278 94.6 251 0.0 241 8.3 251 7.0

Rethinking Admin 0 0.0 0 0.0 0 0.0 0 0.0

Mgmt Development 6 100.0 6 0.0 6 0.0 6 0.0

Career & Life Planning 1 50.0 1 0.0 1 0.0 1 0.0

Env Health & Safety 0 0.0 0 0.0 0 0.0 0 0.0

TOTAL 350 88.3 94.4 317 0.9 0.0 306 12.3 6.5 317 2.8 7.9

AVG DAYS 1.31 1.24 0.00 0.77 4.17

ALL ADMIN Staff Development 30 86.7 30 0.0 30 0.0 30 6.8
STAFF Computer Skills 39 98.7 34 0.0 33 0.0 34 16.2
Admin Mgmt Systems 321 95.3 294 0.0 284 7.1 294 13.8

Rethinking Admin 0 0.0 0 0.0 0 0.0 0 0.0

Mgmt Development 7 100.0 7 0.0 7 0.0 7 0.0

Career & Life Planning 1 50.0 1 0.0 1 0.0 1 0.0

Env Health & Safety 0 0.0 0 0.0 0 0.0 0 0.0

TOTAL 397 95.1 364 0.0 353 5.7 364 13.2

1Per(:entages shown in "% Days" are weighted by the number of participant days within each cell.
2'AVG DAYS" shows, within a given staff category, the average number of training days taken by the entire relevant workforce, which may be compared to the average number

of training days taken by designated group members.
3Data on Participant Days has been collected from AMS Education & Training module in HRIS.
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Promotions by Staff Category

by Designated Group
streams were promoted from associate to full professor at
associate professors in the tenure stream were women and

With respect to women, those in the academic and clinical
about the rate that would be expected, e.g., 30.1% of

Table 10

29.7% of those promoted were women. The same was true
for SMG . However, women were somewhat “under-

promoted” in the Administrative, Non-Unionized group and

“over-promoted” in the Administrative Managers and
The numbers are too small to indicate much with respect to

Professionals and the Administrative, Unionized group.
other designated groups. However, Aboriginal people were
“over-promoted” in 2 categories; “under-promoted” in 2
categories and not represented at all in one category (2

among PWDs. In 2 out of 5 categories PWDs were promoted

Aboriginals received promotions). Visible minorities were
more than their proportion in the population.

“over-promoted” in 3 out of 5 categories (49 visible
minorities were promoted). There were 7 promotions
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Table 11(A) Exit Data (Reason for

Leaving) by Staff Category
(Full-Time) by Designated
Group

Table 11(B) Exit Data (Reason for

Leaving) by Staff Category
(Part-Time) by Designated
Group

Given the number of cases, the most sensible place to look
for patterns is in the “All Reasons” category for each
subgroup. In the case of Aboriginals, the proportion of exits
is less than or equal to the proportion of those in the
workforce in all cases in which there are sufficient numbers
to compare.

For visible minorities there are 4 instances in which the
percentage of exits is less than percentage representation
in the workforce and one instance (unionized
administrative staff) where the proportion of exits is greater.

For PWDs the proportion leaving is greater than workforce
representation in all cases where the numbers are sufficient
for reporting.

For women, the proportion of exits is less than
representation in the workforce for faculty, (tenure stream
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and non-tenure stream), research associates and non-
unionized administrative staff. The proportion is about
equal for Senior Management Group. For librarians and
unionized administrative staff the proportion of those
leaving is greater than workforce representation.

The patterns are somewhat different in the part-time table.
However, the numbers are too small to be meaningful.

It is interesting to look at the specific category of “releases”,
i.e., those whose exits were most probably involuntary. For
full-time non-unionized administrative staff who were
released from the operating budget (the largest group of
released staff — 57 people) the percentage of women and
Aboriginal persons released is lower than representation in
the workforce, while the percentage of PWDs and visible
minorities is slightly higher.




Table 11(A)

EXIT DATA (REASON FOR LEAVING)' BY STAFF
CATEGORY (FULL-TIME) BY DESIGNATED GROUP

All Employees Survey Respondentsﬁ1
# of Aboriginal # of Visible # of| Persons with
Total Women Exits with Peoples Exits with Minorities Exits with Disabilities
STAFF REASON # of % of % of Completed % of % of Completed % of % of Completed % of % of
CATEGORY. FOR LEAVING Exits |Workforce Exits Surveys [Workforce Exits Surveys |Workforce Exits Surveys|Workforce  Exits

Faculty:
Tenure Stream

All _Reasons: 71 21.9 14.1 41 0.4 0.0 40 9.1 5.0 41 4.6 17.1

Faculty:
Non-Tenure

All Reasons: 98 31.4 22.4 47 0.3 0.0 49 14.1 8.2 48 3.2 6.3

Professional

Librarians

All_Reasons: 6 785 1000 3 00+~ 3 11.3 4 3 5.7  *
Research
Associates

All Reasons: 40 23.3 7.5 20 0.0 0.0 20 36.6 35.0 20 2.0 5.0

Senior Mgmt Grp

All_Reasons: 11 443 455 9 00 __* ¢ 9o ___12.4 sl 9 2.2+

Admin,
Non-union

All _Reasons: 289 67.9 59.9 179 0.6 0.6 179 26.8 17.3 179 3.8 7.8

Admin Unionized

All _Reasons: 69 39.6 43.5 25 2.9 0.0 25 19.1 28.0 25 8.7 20.0

! "Reason for Leaving" is based on coding on Action Forms by departments, which may not be consistently applied in all cases.
2 Admin Unionized Release includes voluntary exits.
3 Values which are based on Survey responses, for a population less than 10, have been supressed to respect confidentiality.
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Table 11(B)

EXIT DATA (REASON FOR LEAVING)' BY STAFF
CATEGORY (PART-TIME) BY DESIGNATED GROUP

Survey Respondems4

# of Aboriginal # of Visible # of| Persons with

Total Exits with Peoples Exits with Minorities Exits with Disabilities

STAFF REASON # of % of Completed % of % of Completed % of % of Completed % of % of
CATEGORY FOR LEAVING Exits Exits Surveys [Workforce Exits Surveys [Workforce Exits Surveys|Workforce Exits
Faculty: Early Retirements 1 0.0 1 * 1 * 1 *
Tenure Stream All_Reasons: 1 0.0 1 * o * 1 o * 1 * o *
Faculty: Normal Retirements 1 0.0 1 * 1 * 1 *
Non-Tenure Early Retirements 1 100.0 1 & 1 2 1 L
Stream Expiry of Appt-Opertg 18 83.3 8 * 8 * 8 *
Resignations 5 20.0 1 * 1 * 1 *

Release 1 100.0 0 *ox 0 *ox 0 *
All _Reasons: 26 34.5 69.2 11 0.9 0.0 11 11.3 9.1 11 2.6 0.

Professional Early Retirements 1 100.0 1 KAE 1 e 1 ki
Librarians Expiry of Appt-Opertg 2 50.0 1 *ox 1 * o 1 *
All _Reasons: 3 90.5 66.7 2 0.0 * o 2 12.5 * 2 6.3 *

Admin, Normal Retirements 2 0.0 1 *o* 1 *ox 1 *
Non-union Early Retirements 4 50.0 2 AL 2 e 2 &
Expiry of Appt-Opertg 3 100.0 1 * % 1 * * 1 *
Resignations 18 83.3 11 0.0 11 36.4 11 0.

Release-Grant 1 100.0 0 *ox 0 *ox 0 *

Release-Operating 7 85.7 4 *ox 4 * ox 4 @

Release-Other 1 100.0 0 *ox 0 *ox 0 *

Deceased 1 100.0 1 * * 1 *ox 1 *
All _Reasons: 37 89.3 78.4 20 0.8 0.0 20 11.5 25.0 20 3.8 5.

Admin Unionized [Resignations 2 50.0 1 * * 1 *o* 1 *
Release® 5 80.0 4 2 3 4 S @ 4 @

All Reasons: 7 54.3 71.4 5 5.0 *o* 5 40.0 * ok 5 10.0 *

! "Reason for Leaving" is based on coding on Action Forms by departments, which may not be consistently applied in all cases.
2 "% of Workforce" represents percentage of relevant part-time workforce only.

3 Admin Unionized Release includes voluntary exits.

4 Values which are based on Survey responses, for a population less than 10, have been supressed to respect confidentiality.
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Table 12(A) New Hires by Staff Category

(Full-Time) by Designated
Group

Table 12(B) New Hires by Staff Category

(Part-Time) by Designated
Group

*  For the full-time faculty as a whole, women represent
a higher proportion of new hires than their representation
in the faculty. This reflects the fact that women were hired
in greater proportions in all categories of faculty.

*  Among professional librarians (admittedly a female
dominated category), research associates and the higher
ranks of non-unionized administrative staff women were
hired in lesser proportions than their representation in the
population.

*  With respect to SMG and AMP women represent a
much lower proportion of new hires compared to their
representation in the workforce and all of these are term
rather than continuing appointments.

*  Among the non-unionized administrative staff women
were hired in roughly the same proportion as their
representation in the category and among the unionized
administrative staff, women were hired below their
representation.

*  For the part-time staff, in all categories except term
appointments for non-unionized administrative staff,
women were hired in a proportion higher than their
representation in the workforce.

*  The numbers for Aboriginal people are too small to
comment on.

*  With respect to visible minorities the percentage of
new hires was greater than representation in the
workforce for the faculty as a whole and for unionized
administrative staff. The percentage hired was lower
than representation in the workforce for research
associates and non-unionized administrative staff.

The numbers were too small to report for other
groups.

*  With respect to PWDs the percentage of new hires
was greater than workforce representation for

research associates and non-unionized administrative
staff. It was lower than representation for unionized
administrative staff and for the faculty as a whole.
However, it is worth noting that for tenure-stream
faculty 7.5% of new hires self-identified as PWDs
compared to 4.6% in the workforce.

*  Among the part-time hires the numbers of Aboriginal
persons, visible minorities and PWDs are too small to
comment on.

Another way to view the impact of hiring on representation of
the designated groups in the University's workforce is to
compare hiring rates with exit rates to determine the degree to
which the University is maintaining or increasing representation
through its hiring practices.

*  For full-time tenure stream faculty, representation
among those hired exceeded representation among
exits for women (31.5 % versus 14.1%) and visible
minorities (12.5% versus 5.0%), but exits of persons
with disabilities exceeded hiring (17.1% versus 7.5%),
probably reflecting age related disabilities.

*  For full-time non-tenure stream faculty, representation
among new hires exceeded representation among
exits for women (44.2% versus 22.4%) and visible
minorities (16.7% versus 8.2%), but no persons with
disabilities were hired, while 6.3% of exits were from
this group. For part-time non-tenure stream faculty,
representation among new hires exceeded
representation among exits for visible minorities
(14.3% versus 9.1%), but exits of women exceeded
hiring (69.2% versus 57.6%).

*  For full-time research associates, representation
among new hires exceeded representation among
exits for women (16.7% versus 7.5%), but exits
exceeded hires for visible minorities (35.0% versus
29.2%) and persons with disabilities (5.0% versus
4.2%).

¢  For full-time non-unionized administrative staff,
representation among new hires exceeded
representation among exits for women (69.2% versus
59.9%) and visible minorities (19.2% versus 17.3%),
but exits exceeded hires for persons with disabilities
(7.8% versus 5.5%). For part-time non-unionized
administrative staff, representation among new hires
exceeded representation among exits for women
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(89.3% versus 78.4%), but exits exceeded hires for
visible minorities (25.0% versus 11.1%) and for persons
with disabilities (5.0% versus 0

. For full-time unionized administrative staff,
representation among exits exceeded representation
among new hires for women (43.5% versus 21.1%),
visible minorities (28.0% versus 22.0%) and persons
with disabilities (8.7% versus 4.9%).

. For professional librarians and Aboriginal people, the
numbers are too small to comment on.
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Table 13.1 Female/Male Tenure-Stream

New Hires (including
applicants and those
interviewed) by Foley Group

Table 13.2 Female/Male Tenure-Stream

New Hires (including
applicants and those
interviewed) by Statistics
Canada Data

Table 13.1 summarizes appointments made in each of
the departmental groups created by the Foley report.
(In 1993 the Working Group on Employment Equity
for Academic Staff and Librarians issued its report.
Former Provost, Professor Joan Foley, was chair of the
group and the report is know as the Foley Report.).
The Table displays information on female and male
applicants, or applicants interviewed, as well as those
actually hired. The goals for hiring women set in the
Foley report were based on doctoral degrees awarded
in Canada in 1987, 1988 and 1989 and also on doctoral
enrollment in Canadian universities in 1987/88, 1988/
89 and 1989/90. Departmental groups were
established by placing together broadly cognate fields
such that the percentage of doctorates awarded to
women over the three years specified above did not
vary by more than 15% within the group. The basic
assumption with respect to hiring goals was that
hiring should reflect the applicant pool. Note that the
“N’ or neutral category reflects faculties and
departments that tend to be female dominated (e.g.,
nursing). No goals for hiring were set for this group.

It is clear that we either met or exceeded our goals
with respect to hiring women in five of the eight
groups and that we did not meet our goals in three.
However, it is difficult to interpret these data since it is
likely that the number of women in the applicant pool
has changed over the years. More current data are
now available. Table 13.2 presents the data in a
different form. We have re-grouped departments
based on Statistics Canada data on Ph.D. degrees
granted by gender and field of study from 1992 to
1994. While not a perfect measure, we feel that this
gives us a much better estimate of potential applicant
pools.

Rather than thinking in terms of cognate fields of
study we have simply placed departments into groups
based on the percentage of Ph.D. degrees granted to
women and men. We arbitrarily created five groups:
those with more than 50% female Ph.D.’s; and those
with 33.3-50%; 25 -33.3%; 15-25%; and less than 15%.
It is interesting to note that we hired more women
than might have been expected in the two discipline
groups with the lowest percentage of women earning
Ph.D.’s. The percentages for the two groups with the
highest percentages were lower than might have been
expected; the middle group was as expected. Overall
the total percentage of Ph.D. degrees granted to
women in the time period under consideration was
30.9%. This compares to our overall hiring of 31.5%.

The tables indicate that our interviewing and hiring
both reflect the proportion of female applicants, which
as noted above, reflects the applicant pool.

We have stopped reporting on the number of visible
minority candidates interviewed for positions since
these data are not reliable.

We did not establish goals for hiring in other “equity
categories” mainly due to lack of reliable data on
applicant pools. It may be worth looking at data from
the 1991 census in this regard. The 1991 census
indicated that 17.6% of persons in Canada who hold
an earned doctorate are members of visible minorities
and 0.9% are of Aboriginal origin. Current external
availability statistics (reported in tables 2A and 2B)
indicate that 12.0% of university professors are visible
minorities and 1.2 % are Aboriginal people. While it
may still be difficult, and not necessarily desirable, to
establish specific goals, our hiring in these categories
— 1 Aboriginal and 6 visible minority appointments —
seems to be below the potentially available applicant
pool. (See Table 12A).
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