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“The success of
the University
in achieving its
priority objec-
tives involves
active involve-
ment of excel-
lent faculty,
staff and
students.”
(Stepping UP -
Synthesis)

1.

INTRODUCTION

The University’s academic plan, Stepping UP, outlines clearly our vision
to be a leader amongst the world’s best public teaching and research
universities. The Human Resources and Equity portfolio is expected —
and wishes - to play a significant role in supporting the University in
attaining this vision. In particular, professionals within Human Resources
and Equity can support academic departments and administrative units in
the recruitment and retention of outstanding faculty and staff; we can
develop and support programs that focus on improving and enhancing
the employee experience and that lead to the University consistently
being an employer of choice; we can support our divisional colleagues as
they practice equity and diversity.

Angela Hildyard
Vice-President

Human Resources and Equity

2. EMPLOYMENT & LABOUR RELATIONS

Faculty

Human Resources works closely with the Office of the Provost to de-
velop and support proactive employment practices for faculty. Pursuant
to the 2003 mediated settlement with the Faculty Association, several
joint working groups were formed to make recommendations on issues
including retirement, the PTR model, and alternate pension and benefit
designs. Recommendations from the Retirement Working Group will be
considered during the current set of negotiations with UTFA, as will
preliminary recommendations from the Working Group on the PTR
model. A benefits working group has reviewed the current plan design
and experience and begun exploring potential alternative models.

HR continues to work collaboratively with the Provost’s office in the
development and delivery of programs for newly appointed academic
administrators. This year, a new session was delivered on facilitating an
inclusive environment for faculty, staff and students. We also held two
new workshops geared to support staff making the transition to a new
chair or dean, focusing on developing complementary relationships
between academic administrators and staff.
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“The program
helped my
spouse develop
job interview
skills, and
explore both
employment
and educa-
tional opportu-
nities in To-
ronto. This
support was
very valuable
in easing our
transition.” (A
new faculty
member)

The successful relocation and employment of a spouse/partner is a
critical issue for many candidates for faculty positions. Staff
Development’s Career Services office within HR is now providing
assistance in terms of career advice, workshops and contacts for
spouses and partners of faculty being recruited to the University through
the newly named Dual Career Connection. Promotional materials
were prepared and provided at a meeting of PDAD&C and an orienta-
tion to the Toronto job market was conducted in September for new
dual career spouses and partners. The Staff Development Library and
Learning Lab resources were updated and reorganized to meet the
needs of this new group. Twenty-three clients have made use of the
service this year.

The Faculty Relocation Service, which operates within the Family Care
Office, provides deans, chairs and search committees with assistance in
meeting their recruitment goals by assisting newly appointed faculty and
their families with relocation and transition issues. Each year, many
prospective and recently appointed faculty meet with staff from this
office to discuss concerns related to housing, moving arrangements, care
for children and elderly family members, in addition to referrals that this
office provides to ethnocultural and religious communities. The website
also offers a wealth of information and is significantly utilized by this
group. The Family Care Office has conducted research on best prac-
tices related to maternity and parental leave and has created a Network-
ing File for pregnant faculty who can connect with other female faculty
who are currently raising a family while balancing their academic career.

This year our Health & Well-being office worked with the Provost’s
office to develop guidelines on sick leave, long term disability and ac-
commodation for academic administrators. We also made a presentation
at PDAD&C on wellness, disability and accommodation for faculty.
Further training in this area will be provided in the new year.

Professional/Managerial Staff

Members of the Professional/Managerial (P/M) group are critical to the
ability of the University to accomplish its academic mission. This year
we have made significant progress on a number of initiatives that affect
this group. In May, 2004 we rolled out the results of the new job
evaluation system and compensation program. Approximately 640
P/M jobs were evaluated using the new system, designed to measure
aspects of work relevant to P/M roles at UofT. A new compensation




“The tool is
better, more
objective ...
requires the
reviewer to
really consider
all aspects of
performance.
“(Quote from a
recent survey

of P/M staff)

“This tool is
only as valu-
able as the
reviewer’s
commitment to
using it”
(Survey)

program was also implemented this year, establishing 9 salary levels for

the P/M group. Under the new program P/M staff in levels 1 through 6

are eligible to receive both an across-the-board increase and an adjust-
ment based on performance. The annual adjustment for the more senior
staffin levels 7,8 and 9 is entirely based on performance

Significant changes were also introduced to the Performance Assess-
ment Process for P/M’s. The new process was designed to improve
objectivity and consistency, to facilitate meaningful dialogue and feed-
back on performance and to strengthen the link between performance
and merit pay. Both reviewers and those being reviewed received
training on the new process, which identifies competencies important to
the University and establishes benchmarks to measure performance and
facilitate development planning. An evaluation of this year’s experience
is currently being conducted through focus groups and an on-line survey
with members of the P/M group and academic administrators who
supervise them. Enhancements will be made for the coming year.

Becoming an “employer of choice” requires that we place significant
emphasis on career development for P/M staff. Succession plan-
ning, particularly for leadership roles, is also critical for this group given
the high number of expected retirements. Over the next decade approxi-
mately 33% of the P/M staff will become eligible for retirement. Cur-
rently, as illustrated below, approximately 41% of P/M vacancies are
filled with internal candidates. While this indicates that we are success-
ful in developing staff to assume more senior positions, the university
could do more to develop internal talent and ensure that highly qualified
internal candidates are available to assume more senior roles as these
become available.

Professionals/Managers Recruitment Sources
(Oct 1, 2003 - Sep. 30, 2004
(Full-Time Staff)

Academic
3%
Non Union
16%

External Hires
USWA 59%
22%




A working group reviewed best practices in succession planning and
released a report this year with recommendations. In the coming year a
succession planning process for P/M positions will be designed and
piloted within the University, paying particular attention to areas of
vulnerability due to retirement projections and the need to foster a talent
pool for critical leadership roles. Leadership programs will be reviewed
and linked to succession planning strategies.

Labour Relations

(a) Collective Bargaining

In August, 2004 the Ontario Labour Relations Board issued a certificate
to CUPE Local 3902 to represent the University’s stipendiary and
sessional instructors (on contracts of less than one year). This brings the

UNION REPRESENTING # Expiry Date  Status
C.AW. Op. Engineers 73 30-Apr-2004 Agreement reached May 31,
2004
Carpenters Carpenters 1 30-Apr-2004 Collective bargaining
continues
CUPE 2484 Day Care Workers 33 31-Dec-2003 Agreement reached June 22,
2004
CUPE 3261 Service Workers (cleaners, 575 30-Jun-2004 Agreement Reached Dec. 1,
grounds keepers, service 2004
workers etc.)
CUPE 3261 P.T. & Casual (seasonal) 257 30-Jun-2004 Awaiting settlement of
PT Service Workers F.T.unit; bargaining to begin
Jan. 2005
CUPE 3902 Stipendiary Instructors 600 Bargaining began Nov. 23,
2004
CUPE 3907 OISE Grad Stu. - Grad 195 31-Aug-2004 Collective bargaining
Ass'ts (research) continues
I.B.E.W. Electricians 24 30-Apr-2004 Collective bargaining
continues
IATSE Hart House 1 31-Aug-2004 Collective bargaining
(stage continues
hands)
Machinists Machinists & locksmiths 12 30-Apr-2004 Agreement reached Nov. 26,
2004
OPSEU 519 Campus Police 44 30-Jun-2004 Collective bargaining
continues
OPSEU 578 OISE Research Assoc. & 21 30-Jun-2002 Agreement reached March
Officers 26, 2004
Painters Painters 0 30-Apr-2004 Collective bargaining
continues (!)
Plumbers/St. Plumbers & Steamfitters 15 30-Apr-2004 Collective bargaining
continues
Sheet Metal Sheet Metal Workers (Tin 2 30-Apr-2004 Collective bargaining
W. Shop) continues

number of bargaining units at the University of Toronto to 22. The
University, CUPE and the Faculty Association made representations to
the board in January of 2004, each with a different point of view on the
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definition and make up of the appropriate bargaining unit. Once the
certificate was issued, a steering committee was struck in September to
provide guidance and direction in developing the University’s proposals
for bargaining a first collective agreement. Bargaining commenced with
an exchange of proposals between the parties late in November, 2004.

The year 2004 has seen a considerable amount of collective bargaining
activity, with five collective agreements successfully concluded, and ten
still underway. A similarly busy bargaining agenda is scheduled for
2005, as shown below.

UNION REPRESENTING # of EEs Expires

CUPE 3902 Student - T.A.s & Instructors 2450 30-Apr-2005
CUPE 1230 FT Full Time Library Techs. 186 30-Jun-2005
CUPE 1230 PT P.T. & Casuals (most casuals, students) 222 30-Jun-2005
OPSEU 578 OISE Research Assoc. & Officers 21 30-Jun-2005
USWA Appointed  (Steel) Admin. Staff 3,103 30-Jun-2005
USWA Casuals  (Steel) Admin casuals 1,500 30-Jun-2005
CUPE 2484 Day Care Workers 35 31-Dec-2005

(b) Grievance Activity
The rate of grievances (non-faculty) across the University

. # of employees @ # of grievances

Union September 2004 Jul 1/02 - Jan 1/03 - Jan 1/04 - % Increase over
Jun 30/03 Dec 31/03 Dec 31/04 previous period

OPSEU 519 (police) 50 6 8 11 72%
Carpenters 8 1 2 0 -200%
CUPE 1230 (FT, PT & 197 2 4 0 -400%
Casuals)
CUPE 3261 (FT, PT & 589 40 34 27 -26%
Casuals)
CUPE 3902 (T.A’s) 3107 31 26 24 -8%
CUPE 3907 195 6 0 0 0
Electricians 23 3 2 0 -200%
Machinists 11 4 4 2 -50%
CAW (Operating 78 0 1 1 0
Engineers)
Plumbers 16 4 0 1 100%
Sheet Metal Workers 2 3 2 5 250%
USWA (appointed & 3163 appointed 117 127 112 -13%
casual) 1632 casual
HERE (FT, PT & 82 0 0 1 100%
Casuals)
TOTAL 9153 217 210 184 -14%

(c¢) Job Evaluation and Compensation

During 2004 great progress was made in fulfilling the obligation (arising
out of the 2002 collective bargaining settlement) to introduce a new job
evaluation program for CUPE 1230, representing the library workers.
New job profiles were developed for all members of the bargaining unit,
and the Library’s job evaluation committee rated all jobs on a custom




“We recognize
and appreciate
the significant
amount of time
that supervi-
sors have
committed to
the USWA job
evaluation
project.”
(Mary Ann
Ross, Director
of Labour
Relations)

“Right from
the start, an
USWA em-
ployee will
have the big
picture over-
view of the
organization
and the career
opportunities
that exist, in
an environ-
ment where
career develop-
ment is encour-
aged.” (Mem-
ber of the joint
USWA/UofT
Training &
Career Devel-
opment Com-
mittee)

developed point factor system. Wage adjustments arising out of this
initiative will be realized in the December pay. The University and the
Union will work to resolve all remaining outstanding issues arising out of
this exercise early in 2005, leading into the next round of collective
bargaining.

The ambitious job evaluation initiative undertaken with the United Steel-
workers of America, (USWA) Local 1998 has continued, albeit slowly,
throughout 2004. Many hours of work on the part of the union and the
University generated initial results on approximately 50 benchmark
positions. The parties are now documenting and “sore thumbing” the
rating results in order to assess what further changes may be needed in
the system before rolling it out to the close to 3,000 additional positions
in the bargaining unit.

The University will be back at the collective bargaining table with USWA
in 2005. Consultations with management throughout the University are
already underway to ensure that we bring to the bargaining table the
needs and wishes of those administering the collective agreement in this
very diverse and decentralized workplace.

Professional & Career Development

(a) Career Development
Career development is a key area of focus for Human Resources and
Equity. In addition to the initiatives described for P/M staff earlier in
this report, several recommendations from a Joint Steelworker/Manage-
ment Training and Career Development Committee have been imple-
mented. These include the web based “Ca-
reer Clips”, profiling individual staff careers,

and expanded resume and interview support

on all three campuses along with other career
services and training programs, computer
skills assessments and support for individual “The University
training plans. In 2004 several sessions were must promote the
conducted for divisions on fostering continu- notion of ‘careers’
ous learning and career development. A joint and not just ‘jobs;
committee has been formed to plan the for staff” (Joint
implementation of other recommendations Training/ Carge r
such as a career development orientation kit Dev’t Committee)
for new staff, enhanced on-line career tools

and career path information, and an annual
professional development day for staff. Next




“I have loved
being a mentor
- partly be-
cause it has
allowed me to
connect with
people in a
wide variety of
roles in the
University -
and partly
because it feels
like an oppor-
tunity to pass
along some of
the unique
knowledge 1
have gained
about this
complicated
place and how
it works ...” (A
senior member
of the P/M
staff)

year we will be developing a new performance assessment system for
Confidential staff and introducing other career development initiatives to
assist them in realizing the career potential within the university. We
continue to provide career counselling through Career Services with
counselling appointments, public and divisional in-house career work-
shops and individual services for staff in transition. 440 appointments
were booked with staff in 2004.

(b) Mentoring
The Mentoring Partnership continues to be an important leadership
development mechanism, pairing senior leaders with leaders at more
junior levels within the organization.
The program was expanded in 2004
and the number of partnerships
doubled to 30. This expansion in-
cluded more junior levels of staff and
has provided an opportunity for
mentorees from the senior program to
participate as mentors for the first

“The value of
being a mentor
is that you can
give someone

time. Since the program was intro- new to Canada,
duced, 35% of participants have been something
promoted to more senior positions really useful -
within the University. As part of the introductions
Speaker’s Series we hosted a panel of and names of
executives from outside organizations people to

contact. If you
live here, you
build up your
own network,
but if you are
new to the
country, you

who discussed mentoring as a leader-
ship development tool.

We have also been able to expand our
mentoring activities into the Toronto
community through the University’s

association with the Toronto Region don’t have
Immigrant Employment Council those connec-
(TRIEC). This program partners tions, which
recent immigrants who are internation- are so critical
ally trained professionals with senior U to finding a
of T administrators in the same profes- job.” (Cathy
sion. The goal of creating access to Riggall, Vice-
career opportunities in the GTA was Pregzdent,
met as 6 of the 7 participants gained Busmess
Affairs

employment in their profession within 3
months of their 4 month partnerships.
U of T has recently established intern-




“Giving me the
opportunity to
share my
experience and
knowledge and
passion with
other people,
that’s an
incredibly
rewarding
thing.” (A
staff member
who taught in
a Staff Devel-
opment Pro-
gram)

“The program
helps staff
enhance the
student experi-
ence at the
University of
Toronto by
helping them
appreciate the
many layers of
experience that
go into it.” (A
participant in
the Enhancing
the Student
Experience
Program)

ships for internationally trained professionals at U of T through the
Career Bridge program and, as a Strategic Partner in the TRIEC
Mentoring Partnership, will supply 20 mentors for the new program
towards the goal of establishing 1000 partnerships across the city for
2005.

(¢) Learning Programs

We continue to provide a wide variety of programs to help administra-
tive staff develop and enhance their knowledge and skills. We experi-
enced an increase in course participation this year, holding more than
740 sessions to support the development of leadership, professional,
computer and technical, career and life management skills. This repre-
sents an increase over the previous year of 21% in participants attending
courses and 41% in the number of sessions held. We acknowledge the
challenge of measuring the outcomes achieved through these programs.
We hope to be able to use data obtained through the new competency-
based performance assessment process as one way of measuring the
impact of training.

More training was introduced in 2004 for staff on equity and diversity
matters and fostering a healthy workplace. Case studies on equity and
diversity have been incorporated into all levels of the leadership devel-
opment program. The Enhancing the Student Experience Program in-
cluded diversity sessions such as Ability and Class, Race, Culture and
Sexual Orientation. The Professional Effectiveness Program module on
Understanding the University included diversity and equity cases with the
equity officers. Sessions on defining and fostering a healthy workplace
were introduced in all the leadership programs. We also hosted a
“Speakers Series” session with Linda Duxbury, who has researched and
published on the topic of workforce stress and balance issues.

The Enhancing the Student Experience Program introduced last year was
heavily subscribed and received recognition when it was featured in the
University’s “What it Takes to be Great” series. The program recog-
nizes the pivotal roles played by those providing direct support to stu-
dents and helps staff further develop the competencies necessary to
provide excellent service in this area.

We continue to research best practices in E-Learning. The Learn It
Online service was introduced in March 2004 as a 3 month pilot initia-
tive to enable web-based training in computer and advanced technical
skills not currently available through Staff Development. The 100 avail-
able course requests were filled in 3 days. The program is being evalu-




ated with the goal of creating a permanent offering. A bulk purchase of
Windows and Office XP training CD ROMs was organized and distrib-
uted to 73 departments and divisions for their use. We are partnering
with Computing Network Services and the Director, Strategic Comput-
ing to develop a curriculum for Information Technology Professionals.
The curriculum would provide an opportunity for IT professionals at
UofT to update their technical expertise and develop the “softer” com-
petencies essential for success and would include a job exchange pro-
gram to enable staff to broaden their knowledge base of the IT function
within the University.

Communication & Services

This year, in partnership with Administrative Management Systems, we
launched the first phase of the Employee Self Serve (ESS) system. Over
7,000 employees now have access to the system, enabling them to view
their pay statements, benefits and employment information and to update
address, emergency contact and banking information on-line from home
or work. This new service will result in future cost savings through
reduced paper, printing and distribution costs, and data entry and filing
time in the divisional offices. By accessing their own information regu-
larly, employees will be able to ensure the accuracy of their own infor-
mation, reducing time spent in reconciling data and ensuring more accu-
rate reporting. We are currently evaluating the success of this initial
phase (with the assistance of a class of students from the Master’s in
Industrial Relations program) and exploring opportunities for increasing
utilization and adding functionality.

We continue to work on improving communication and information
sharing. Health and Well-being Programs and Services launched a new
website to provide easy access to information about illness, disability,
accommodation and the healthy workplace. A project to redevelop the
Environmental Health & Safety website is well underway with a launch
expected early in the new year. A larger project to develop a new
website for Human Resources has also been initiated with the objective
of providing easy access to relevant, timely information for employees,
managers, job applicants and the general public. We are in the informa-
tion gathering and project scoping stage; launch is planned for fall, 2005.

The Staff Development Listserv has been a useful mechanism to keep
staff informed of training and career development programs and upcom-
ing events and has grown to over 500 subscribers this year. The “Make
Your Career Soar” promotional postcard mailed to over 5,300 staff
generated responses from staff members such as caretakers, who had
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“The Staff
perform the
work that
ensures that
our teaching
and research
enterprise is
able to function
appropriately.
Staff are the
first point of
contact for
students on a
wide range of
matters and
are essential to
ensuring the
quality of the
student experi-
ence.” (Step-
ping UP -
Synthesis)

not previously accessed Staff Development services. Environmental
Health and Safety will be introducing on line express registration in
HRIS for their many courses in January 2005. This will enable staff to
register on line and receive immediate confirmation via HRIS, reduce
paper-based processes and allow EHS to capture all training on HRIS
for tracking and reporting purposes.

Health and Well-being Programs and Services

The last year in Health and Well-being Programs and Services (HWB)
was one of consolidation. The integration of three former units - Occu-
pational Health Services, Workplace Safety Insurance Board claims, and
Disability and Accommodation Services — was completed with a move to
263 McCaul St. Under one roof, the office hosted a successful Open
House in June at which time the Health and Well-being Programs and
Services website was officially introduced. Workshops on a variety of
issues such as stress management, preventive stretching at your work
station and blood pressure information brought over two hundred em-
ployees to the new office.

The office also participated in the Achieving Work Life Balance Month—
a first at the University of Toronto. Initiatives including the launch of bi-
weekly massage clinics at St. George and Scarborough campuses,
continuation of the walking groups, the planned introduction of weekly
yoga classes in January, 2005 and the launch of the ‘Take Back the
Lunch Break’ awareness campaign are aimed at HWB’s goal to improve
workplace health at University of Toronto.

Office staff continued to provide assistance to University employees,
managers and Human Resource staff in the areas of illness, injury, return
to work strategies and accommodation. The office responded to a
significant increase in the number of accommodation requests and em-
ployees returning to work after lengthy absences. In addition discussions
continued with several Unions to explore issues of mutual concern in the
areas of disability, accommodation and return to work strategies.

Occupational Health staff expanded services to include medical surveil-
lance for a number of potential health hazards including mercury, asbes-
tos and pathogens unique to medical lab facilities. Once again the Uni-
versity offered influenza immunization clinics and provided flu shots to
hundreds of U of T employees on Scarborough and St. George cam-
puses. Peel Public Health led the immunization clinic at UTM. In
addition to the day to day activities of the office, HWB participated in a
number of educational seminars for employees, managers and new
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academic administrators. Education on such issues as accommodation
and work injury reporting remain of high importance.

Finally, the office continued to work with Faculty of Dentistry, Facilities
and Services and other smaller units to develop targeted cost-shared
pilot projects to minimize work-related absences including workplace
injury and sick leave. We will continue development of these projects
and begin evaluating their impact in the coming year.

Quality of Worklife Programs

The Quality of Worklife Advisor launched a number of new programs and
initiatives this year. Throughout the spring, a series of focus groups were con-
ducted with staff, identifying areas of concern related to work life and qualita-
tively assessing staffs’ perceptions of the University as an employer of choice. A
more in-depth quantitative analysis will be initiated in the Spring/Fall of 2006.

Our staff and

faculty should I The University of Toronto has entered into an agreement with Kids and
enjoy a work ' Company to provide emergency back-up child care to our staff and

iZ;tl r:annr]izsent faculty. The programme was launched in October of this year and a
among the number of orientation sessions were conducted. This initiative was

finest in the : generated in response to the Caring for Family and Friends Survey that
country.” I identified emergency childcare as an urgent issue for many staff and
Stevpine UP - : faculty at the University. The availability of child care spaces continues
(Stepping y y y p

Synthesis) j to be of concern. Kids and Company has agreed that as their corporate

client, our employees will have access to their full and part-time child
care facilities as well.

Take Our Daughters and Sons to Work Day was offered again this year
with the Athletic Centre serving as a significant partner in the event.
Over 300 children registered for the event, with a total of 480 children
and parents attending throughout the day. In October, the first Achiev-
ing Work Life Balance Month of activities was offered to the University
community with over 30 events scheduled between October 18-Novem-
ber 12. Included in this month of activities was the launch of “The Take
Back the Lunch campaign,” and our first Employee Health and Benefits
Fair. Numerous individuals attended the workshops and events and
overall comments were very positive.

Family Care Office

The Family Care Office provides information and workshops for staff,
faculty and students on a variety of topics. The primary areas of con-
cern involved child care options, funding for child care, maternity and
parental leaves, parenting, elder care, relocation issues and housing,
requests for counseling and legal referrals related to separation/divorce,
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balancing work/family and flexible work arrangements. They also pro-
vide educational programming and offer a variety of workshops, discus-
sion groups and events to address these family care issues. This year
there was an increase in the number of workshops offered and the
number of participants who attended these workshops by 10%. The
Office also has a myriad of print, audio and video resources available to
staff and faculty. The website was enhanced this year, generating a 23%
increase in utilization. The Director of the Family Care Office has
worked on many university wide events including: Achieving Work Life
Balance Month, Take Our Daughters and Sons to Work Day, and vari-
ous other programs.

Employee Assistance Program (EAP)

EAP is a confidential counseling and referral service provided by the
Family Service Association that can be accessed by staff at any time
(24/7). This year we have extended the services provided by the EAP
to include financial and legal counseling. We have also introduced the
Take 10 programme to the University community; a programme specifi-
cally geared towards employees that are feeling angry in the workplace
or unsafe due to angry co-workers and or supervisors. Our EAP also
works closely with our Family Care Office, Health and Well-being
Programs and Services, Human Resource Managers and Generalists in
providing on-site workshops especially in the areas of stress and
eldercare. Employees continue to take advantage of all of the services
available to them through this program; we have seen an increase in
utilization by all employee groups

DIVISIONAL HUMAN RESOURCES
OFFICES

w

Human Resource services at the University are provided on a decentral-
ized basis. Twelve divisional HR offices provide a full range of HR
services to their client groups. Services provided by divisional HR
offices may include administrative and faculty recruitment, benefits
orientation, HRIS/Payroll advising and administration, job evaluation and
salary administration. They also provide advice to their management
clients on issues such as organizational change, performance manage-
ment and assessment, HR planning, labour relations, employee relations,
sick leave, accommodation and staff development. The Divisional offices
work in collaboration with subject matter specialists in the central HR
offices to deliver effective, high quality services to their client groups.
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A brief profile of the divisional offices is attached as Appendix 1 to this
report.

Key accomplishments and objectives for the Divisional HR offices
include::

Central Admin.
HR Services:

- Introduced a series of “Stepping Up” theme-oriented meetings for

Business Officers.

- Established HR Management Forums to communicate best practices

for managers.

- Will increase focus on succession planning.
- Will identify opportunities to further diversify administrative hiring.

Professional

Faculties South:

- Have implemented sessions to strengthen HR capabilities of managers.
- Will pilot an orientation program for new employees.
- Participating in activities aimed at the proactive recruitment of women

faculty and a providing a supportive work environment in the Faculty of
Applied Science & Engineering.

Faculty of
Arts & Science

- Continued to provide training for Chairs’ assistants in carrying out their

responsibilities with respect to appointments, tenure, promotions and
PTR process, including equity & diversity related issues.

- Launched a pilot applicant tracking process to measure success in

reaching members of designated groups; continuing to refine this pro-
cess to obtain more complete data.

Faculty of
Dentistry

- Developed and implemented a training agreement for dental hygienists,

providing financial support so that they can become certified.

- Initiated and continue to support a multi-party mediation process to

enhance communication & interactions amongst staff and between staff
and management; will develop workplace charter & code of conduct
as part of this process.

Facilities &
Services:

Participated on bargaining teams for several trades bargaining units and
CUPE 3261. Three agreements concluded; 6 continue into 2005.
Overseeing the creation of an automated timesheet for bi-weekly
payroll and internal billings; this will eliminate the paper timesheets
currently used.
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Library: ) - Completed and implemented the CUPE 1230 job evaluation project,
' with a new job evaluation system, new job profiles and a new salary
schedule.
Launched a monthly supervisors forum for discussion of HR issues.
Worked with the LGBTQ office to develop pilot diversity sessions for
managers; will offer to library staff in 2005.

- Supported a major Academic Administrative restructuring with the
creation of new departments and new positions.

- Launched a pilot onsite training program in partnership with Staff
Development; will evaluate the program this year.

- In 2005 will design an orientation program and succession planning
process for UTM

UTM:

89 Chestnut: I - Further integrated the University’s HR policies, procedures and HRIS
' system into 89 Chestnut’s system to ensure institutional compliance
- Build positive and productive relationships with various University
groups

Faculty of I - Provided extensive start up support for the Structural Genomics Con-
Medicine I sortium and International Medical Graduates - Ontario
' - Development and maintenance of Faculty HR website to facilitate
communication and HR management
- Support for the significant growth in the recruitment of foreign aca-
demic physicians in the Toronto Academic Health Sciences Centres in
the context of the evolving policies of the various agencies
- Will support the implementation of the new policy for clinical faculty
- Will provide start up support for the Terrence Donnelly Centre for
Cellular and Biomolecular Research

This year the Divisional HR offices also worked with the Office of the
Vice-President HR & Equity to identify a number of shared priority
objectives, reflecting the needs of the various faculties and divisions
across the University. These included:

Developing a process for succession planning

Continuing projects to reduce injury rates, absenteeism and LTD and

facilitate accommodation of staff with disabilities

Developing an orientation program for new employees.

Improving the HR website as a communication and employment

marketing tool.

Improving communication about health and safety.

Developing and implementing a work climate survey.
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B

Reviewing and refining the HR service delivery model.
Improving communication and knowledge sharing within the human
resources portfolio.

Teams comprised of HR staff from across the University have been
formed to address each of these objectives. This approach allows us to
capitalize upon the experience and expertise that exists in the Divisional
HR offices while also providing opportunities for career development
and succession planning within the HR portfolio.

EQUITY AND DIVERSITY

The University’s commitment to equity and diversity is grounded within a
deep understanding of the role and mission of the university. In carrying
out this commitment, the University is fortunate to have access to a
number of highly skilled Equity Officers. As our understanding of equity
issues has matured, we have expanded this group to include such offices
as Quality of Worklife, Health and Well-being, Community Safety, Multi-
faith initiatives amongst others.

The infrastructure underlying this wide range of offices has not, however,
been aligned with our overall vision. To this end, the Vice President
Human Resources and Equity, the Vice-Provost Students and the Vice-
Provost Academic have very recently completed an infrastructure re-
view, using a consultative process, and have developed a set of ten
recommendations. Key recommendations include the development of an
institutional Equity Statement; establishment of a broadly representative
Equity Advisory Board; the appointment of a senior Equity Officer as
Special Advisor on Equity Issues to the VP HR&E; the creation of a
roster of volunteer faculty and staff who are trained in informal resolu-
tion and mediation strategies to work with the Equity Officers, as appro-
priate, in addressing complaints; and the appointment of a Coordinator
of Equity and Diversity Education. Implementation of these recommen-
dations will commence immediately.

During the past year the University underwent a comprehensive audit of
its employment equity practices as part of the Federal Contractors
Program. Not only was the University found to be in compliance with
the FCP, but we were also commended for our “demonstrated under-
standing of the concept of employment equity”. More information on
employment equity at the University can be found in the 2003 Employ-
ment Equity Report.
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Finally, please note that annual reports from specific Equity Offices are
available through the Governing Council website.

ENVIRONMENTAL HEALTH & SAFETY

While a comprehensive Environmental Health and Safety report will be
provided to Business Board in February, 2005, a few key points have
been highlighted below.

University of Toronto Health and Safety Policy

In March 2004, Governing Council approved a revised Health and
Safety Policy. The revisions reflect the University’s commitment to
excellence and best health and safety practices. The revised policy
emphasizes the responsibilities of the supervisors and all members of the
University community to ensure health and safety in the workplace. The
responsibilities of employees, students, contractors, tenants and visitors
to comply with this policy and relevant legislation have been made more
explicit. Communication about the revised policy provided us with an
opportunity to reinforce for managers their responsibilities under the
Occupational Health & Safety Act.

Asbestos Issues

In 2004, the University actively continued to communicate, implement
and enforce the requirements of the Asbestos Control Program. Notable
activities include:

(a) Asbestos Advisory Committee

The committee held its first meeting in January 2004, with an additional
7 meetings throughout the year. The committee reports to the Vice-
President, Human Resources and Equity and is co-chaired by the Assis-
tant Vice-President, Human Resources and the Acting Assistant Vice-
President, Facilities and Services. Membership includes worker and
management representatives. Management and worker membership and
involvement have been significant in communicating University initiatives
and identifying and providing direction on asbestos-related issues.
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(b) Facilities and Services
Facilities and Services have made significant progress in asbestos clean-
ing, abatement and hazard reduction activities this year. Highlights
include:
Dust clean up and numerous asbestos removals in the Central Steam
Plant and in the central heat distribution tunnels; extensive asbestos
remedial work in buildings.
Creation of an asbestos hazard deficiency database to record and
track asbestos deficiencies identified on surveys, workplace inspec-
tions and employee hazard reports.
Development of an updated hazard reporting systems for F&S
employees to report identified workplace hazards, including asbestos
hazards, ensuring appropriate and timely responses.
Use of an incident tracking system to ensure that every incident
involving the exposure or potential exposure of individuals to asbes-
tos or breaches in the Asbestos Control Program are fully investi-
gated and actions taken to prevent recurrences. Findings are re-
viewed at the Asbestos Advisory Committee.

(c) Plaster Surveys

In 2004, the University was proactively involved in the characterization
of ceiling and wall plaster materials in University buildings. Surveys have
been conducted in 13 buildings to determine if these plaster materials
contain asbestos. Walls and ceilings in which the plaster contains asbes-
tos will be appropriately labeled. In 2005, surveys will be extended to
other buildings.

(d) Training and Education

In 2003, the asbestos training requirements for University employees
were revised. In late 2003 and throughout 2004 training was provided to
approximately 200 employees and supervisors who work with or around
asbestos. Also, approximately 250 employees who do not conduct
asbestos work but who may encounter asbestos-containing materials in
the course of their work and who may inadvertently damage the materi-
als were given asbestos awareness training.

Asbestos abatement contractors are required to provide the University
with evidence that their workers have received appropriate asbestos
training. The University has expanded the training requirements of
“specifically targeted” external contractors who work in buildings with
asbestos-containing materials to ensure a minimum of asbestos aware-
ness training. The University is facilitating some of this training. In June
2004, the University developed and distributed an asbestos awareness
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brochure for employees (academic and administrative) and students. Since
then, a revised brochure has been widely distributed throughout the campus.

(d) Medical Surveillance

In 2004, the University’s Occupational Health Service implemented an
asbestos medical surveillance program on a voluntary basis to all University
employees conducting Type 2 or Type 3 asbestos work. The program con-
sists of a baseline health assessment (including a physical examination, chest
x-ray and pulmonary function test) to employees prior to assignment to Type
2 asbestos work, after 1000 hours of accumulated asbestos work, and at
least every two years thereafter.

In 2005, we will continue to actively address issues related to asbestos at
the University of Toronto.

PCB Waste Management

For many years, the University maintained a central PCB waste storage
facility at Downsview on the grounds of the Institute for Aerospace Studies.
In September of this year, this site was decommissioned. This involved the
removal, transportation and disposal of all 112 drums of PCB waste that had
been stored there and the subsequent decontamination of storage site. The
Ministry of Environment was fully aware and satisfied with the entire decom-
missioning procedure. In future, the small quantities of PCB wastes that will
be generated from University sources will be disposed of as generated,
eliminating the need for on-site storage.

Chemical Waste Handling Facility (Lash Miller Building)
Over the last few years, “bulking” activities of solvent/flammable wastes in
the Lash Miller Building were limited because of inadequate facilities. Major
renovations of the old area on the 7th floor of the Lash Miller Building were
completed in November 2004; this will facilitate more effective packaging
operations of flammable solvent wastes from the Department of Chemistry,
which produces approximately 40% of these wastes on the St George Cam-
pus. The cost of this renovated facility was approximately $112,000 but we
expect the “bulking” operations to produce savings of at least $25,000 on an
annual basis.

Strategies for Communicating Health and Safety

One of our key objectives in 2004 was to develop strategies for more effec-
tive communication and accountability of health and safety duties and re-
sponsibilities, workplace hazards, safety policies and procedures and other
health and safety-related issues. A number of activities have been undertaken
including:
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Redesigning the EHS website to communicate more effectively with and
provide health and safety information to the University community.
Launch of the new site is expected early in 2005.

Dissemination of an EHS information pamphlet promoting the resources/
services provided by the Office of Environmental Health and Safety.
Participation in a number of faculty/department health and safety “days”
that provide health and safety information/training to faculty, administra-
tive staff and students.

Provision of an ever-increasing number of health and safety courses to
academic and administrative staff and graduate students. Presently, EHS
offers more than 25 health and safety courses, including: Asbestos:
Evaluating and Controlling the Hazard, Biosafety, Chemical Safety and
WHMIS, Laser Safety, lonizing Radiation Safety, Office Ergonomics,
Understanding Noise, Respiratory Protection, Mould Awareness, Health
and Safety for Managers and Supervisors. The following table summa-
rizes the increased training activity:

# of courses offered: 60 92 155
# of attendees: 919 1638 2454

We have been exploring the feasibility of web-based training to enable us
to meet the increased need for training in a more time and cost effective
manner. A web-based module in Radiation Protection has been intro-
duced this year. Other on-line programs are slated for development in
2005.

In 2005, we will continue to promote effective communication of health and
safety information as a key objective.
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Appendix 1

Amended
January 17, 2005

DIVISIONAL HR OFFICES

ARTS AND SCIENCE Assistant Dean, Faculty Secretary Paul McCann
Manager, Administrative HR Julie Binks
Client Group Faculty of Arts and Science
CAHRS Manager, Human Resources Susan Ashmore
Client Group Division of Vice-President and Provost

Division of Vice-President Development and University Advancement
Division of Vice-President Human Resources and Equity
Division of Vice-President Research

Governing Council Office

Innis College

Innovation Foundation

New College

Division of Vice-President Business Affairs

Office of the President

School of Continuing Studies

University College

University of Toronto Hart House

Woodsworth College

FACILITIES AND Manager, Human Resources Helen Thibodeau

Client Group

Division of Vice-President Business Affairs

DENTISTRY Manager, Human Resources Alison Mahoney

Client Group Faculty of Dentistry
LIBRARY Manager, Human Resources Veronica Chase

Client Group University of Toronto Library
MEDICINE Director, Human Resources Laura McConkey

Client Group Faculty of Medicine
ROTMAN SCHOOL OF Manager, Human Resources Helen Zias

Client Group Faculty of Management
OISE/UT-PROFESSIONAL Manager, Human Resources Susan Anderson

Client Group Faculty of Information Studies

Faculty of Law
Faculty of Music
Faculty of Social Work

OISE/UT
School of Graduate Studies
PROFESSIONAL Manager, Human Resources Jean Robertson
Client Group Faculty of Applied Science and Engineering

Faculty of Architecture, Landscape and Design
Faculty of Forestry

Faculty of Nursing

Faculty of Pharmacy

Faculty of Physical Education and Health
University of Toronto Schools

RESIDENCE - 89 Manager, Human Resources Sharon Grandison

Client Group Division of Vice-President Business Affairs
U of T at MISSISSAUGA Manager, Human Resources Lynda Collins

Client Group University of Toronto at Mississauga
U of T at SCARBOROUGH Manager, Human Resources Kim Richard

Client Group University of Toronto at Scarborough
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Appendix 2

Full-Time Faculty and Staff
All Sources of Funding

% change |% change

Year| Sep-00] Sep-03| Sep-04/2000:2004(2003:2004
Tenure/Tenure Stream | 1,747 1,863 1,865] 7| 0]
Clinical 404 377 359 -1 -5
CLTA/Other 180 138 149 -17 8
Total Clinical and CLTA/Other 584 515 508 -13 -1
Other Academics | 239| 310] 284 19| -8|
Total All Academic Staff [ 2570] 2,688]  2,657] 3 =]
Librarians | 129 134| 138| 7| 3|
Research Associates [ 127] 188] 234] 84| 24|
ESL Instructors | n/al 27| 28| | 4]

Non-Unionized Administrative Staff by Source of Funding:

Operating Budget 612 696 722 18 4
Ancillary 9 20 20 122 0
Grant 13 11 15 15 36
Total 634 727 757 19 4

USWA Administrative Staff by Source of Funding:

Operating Budget 2,137 2,403 2,454 15 2
Ancillary 37 68 83 124 22
Grant 236 329 360 53 9
Total 2,410 2,800 2,897 20 3
Other (non USWA) Unionized Staff 855 902 1,059 24 17
Total Unionized Staff 3,265 3,702 3,956 21 7
TOTAL FULL-TIME STAFF MEMBERS | 6,725| 7,466| 7,770] 16/ 4]

Note: Other Academics include all Instructors, all Lecturers and all Tutors.
Increase in Other Unionized Staff due to Addition of two unions
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Appendix 2

(continued)  part.Time Faculty and Staff
All Sources of Funding

% change |% change
Year| Sep-00] Sep-03] Sep-04/2000:2004]2003:2004

Tenure/Tenure Stream | 10] 13] 13] 30| 0]
Clinical 122 102 96 -21 -6
CLTA/Other 88 82 88 0 7
Total Clinical and CLTA/Other 210 184 184 -12 0
Other Academics | 48| 176] 196] 308] 11]
Total All Academic Staff | 268] 373] 393] 47] 5]
Librarians | 20| 14] 18] -10] 29|
Research Associates | 15| 21] 21] 40] 0]
ESL Instructors In/a | 5] n/a | nia | n/a |

Non-Unionized Administrative Staff by Source of Funding:

Operating Budget 24 36 35 46 -3
Ancillary 0 0 0

Grant 1 3 1 0 -67
Total 25 39 36 44 -8

USWA Administrative Staff by Source of Funding:

Operating Budget 227 223 228 0 2
Ancillary 1 4 6 500 50
Grant 38 38 32 -16 -16
Total 266 265 266 0 0
Other Unionized Staff 53 45 50 -6 11
Total Unionized Staff 319 310 316 -1
TOTAL PART-TIME STAFF MEMBERS 647| 762 784] 21| 3]

Note: Other Academics include all Instructors, all Lecturers and all Tutors.
Increase in Other Academic dues to policy change re. Casual Academics
Appointments less than 25% excluded.

% change
Year| Sep-00] Sep-03] Sep-04/2003:2004

Teaching Assistants (No. of Appointments) 2,467 2,820 3,107 10
Graduate Assistants (No. of Appointments) (OISE/UT ) 183 194 195 1
TOTAL EMPLOYEES AT THE UNIVERSITY | 10,022 11,242] 11,856] 6

2000/01 | 2003/04 | 2004/05
Undergraduate Students (Full and Part-Time) 44,974 | 55,334 | 55,624
Graduate Students (Full and Part-Time) 10,130 | 11,928 | 12,068
FTE (All Students) 45,265 | 55,763 | 57,887
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Appendix 3

INSTRUCTORS, LECTURERS, SENIOR LECTURERS

AS AT SEPTEMBER 2004

DISTRIBUTION BY RANK AND PORTION OF TIME

ALL SOURCES OF FUNDING

FULL-TIME |PART-TIME TOTAL
INSTRUCTORS 36 13 49
LECTURERS 114 172 286
SENIOR LECTURERS 134 11 145
TOTAL 284 196 480
NOTES:

Excludes all Status-Only appointments.
Appointments less than 25% not included.

PROFESSORIAL STAFF AND LECTURERS

AS AT SEPTEMBER 2004
DISTRIBUTION BY RANK AND TENURE STATUS
ALL SOURCES OF FUNDING

A) FULL-TIME
Faculty Rank Tenured Tenure Stream Non-Tenure Stream Total
CLTA/Other | Clinician Total
Professor 838 0 22 128 150 988
Associate Professor 566 28 40 135 175 769
Assistant Professor 0 407 77 94 171 578
Assistant Professor (Cond) 0 26 10 2 12 38
TOTAL 1404 461 149 359 508 2373
B) PART-TIME
Faculty Rank Tenured Tenure Stream Non-Tenure Stream Total
CLTA/Other | Clinician Total
Professor 6 0 8 27 35 41
Associate Professor 5 1 25 36 61 67
Assistant Professor 0 1 48 32 80 81
Assistant Professor (Cond) 0 0 7 1 8 8
TOTAL 11 2 88 96 184 197

NOTES:

Tenured staff includes some Clinicians.

Excludes all Status-Only appointments.

Appointments less than 25% not included.

Assistant Professor (Cond) replaced Lecturer in 1999.
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Appendix 5

Turnover
(Full-Time Staff Only)

Oct 1, 1999 - Sep 30, 2000 Oct 1, 2002 - Sep 30, 2003 Oct 1, 2003 - Sep 30, 2004

Employee Group | Count % Staff Count % Staff Count % Staff

Tenure/Tenure Stream New Hires 94 5.5% 118 6.4% 100 5.4%
Promotions 44 2.6% 27 1.5% 53 2.8%
Terminations 66 3.9% 72 3.9% 73 3.9%
Staff Count 1710 1841 1863

Librarians New Hires 12 9.3% 10 7.5% 15 11.2%
Promotions 4 3.1% 7 5.3% 14 10.4%
Terminations 11 8.5% 1 8.3% 9 6.7%
Staff Count 129 133 134

Admin, Non-Unionized New Hires 47 7.3% 54 7.8% 46 6.2%
Promotions 48 7.4% 46 6.6% 36 4.9%
Terminations 83 12.9% 48 6.9% 42 5.7%
Staff Count 645 696 739

Admin, USWA New Hires 333 14.8% 295 11.0% 310 11.1%
Promotions 81 3.6% 109 4.1% 187 6.7%
Terminations 180 8.0% 192 71% 192 6.9%
Staff Count 2250 2686 2800

Admin, Unionized New Hires 47 5.5% 67 7.6% 102 11.3%
Promotions 33 3.9% 38 4.3% 21 2.3%
Terminations 58 6.8% 32 3.6% 44 4.9%
Staff Count 855 882 902

NOTES:

Promotions for Tenure/Tenure Stream are to Full Professor only

Promotions are in to each employee group (e.g. USWA to Non-Union is counted in the non-union group)
Promotions include position reclassifications

New Hires are external to the university including previous casual staff

Terminations include voluntary leaves, involuntary leaves and retirements

Staff Count is as of the beginning of the period
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The photographs appearing in this annual report represent work from collections of University
faculties and divisions and reflects the diversity of occupations at the University.
We thank all who generously provided their work for this publication.









