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EXECUTI VE SUMVARY

Denogr aphi ¢ diversity anong O SE/ UT faculty is

val ued, but lacking. The |ack of people of colour,
persons with disabilities, Aboriginal

peoples and, in sone fields, wonen, neans a | ess
enriched environnment than would exist if nenbers of
t hese groups were present to a greater degree.
Hring of faculty in 1997-98 at O SE/ UT did not
result in the hiring of designated group nenbers.
Therefore, there is a concern that there nmay be
system c barriers preventing the desired increase
in diversity. A recent study at MT found such
barri ers.

O SE/ UT comm ssioned this study to | ook for ways to
i nprove its faculty hiring process. The

wi |l lingness to do so shows an under st andi ng t hat
any barriers blocking enploynent systens are an
organi zational 1ssue requiring organi zati onal



solutions. In many organi zations the “problent is
seen as resting with designated group nenbers,
e.g., there is no supply, they are not qualified.
Virtually all the respondents | spoke with (not a
random sanpl e) see that O SE/UT has a probl em of
not havi ng enough of at |east sone of the

desi gnated groups on the faculty.

Thirty-five reconmendations are provided in this
report. Various recommendations should aid
different searches. One key finding is that
different scholarly areas have different needs when
it conmes to equity and increasing their desired

di versity. Each search commttee shoul d

Il ncorporate the recomendati ons that are nost
appropriate to it. The majority of the
recommendations are O SE/UT-wide in scope. It is
essential to institutionalize processes and
practices that facilitate total fairness in hiring.

A few respondents noted that an equity perspective
makes themfeel guilty until proven innocent.
Equity work is not about guilt or innocence but
about change -- inproving the hiring processes so
that they work better for all enpl oyees.

RECOMVENDATI ONS AFFECTI NG ALL OF O SE/ UT

OISE/UT stance and commitment

1.

Devel op a policy statenent regarding the
conpatibility of equity and excell ence.

Define how “diversity” is valued at O SE/ UT.
Devel op a sel ection process which ensures that al

new faculty hires can work within an inclusive
wor kf or ce.



4. Hire an Equity Coordinator on a three to five year
term

5. Identify and commt the resources needed to
achieve O SE/UT" s equity objectives.

Demographic data needs
6. Collect data on all candi dates.

7. Follow up wth nenbers of designated groups who
refuse offers.

8. Assenbl e denographic data on current faculty by
schol arly area.

9. Estimate denographic information for students or
devel op a systemto coll ect denographic
i nf ormati on.

10. Determ ne what data is obtainable and is the nobst
appropriate “conparison” data.

11. On-going assessnent of representation of
desi gnated group nenbers i s needed.

Survey of OISE/UT'’s culture

12. The Equity Standing Committee should work with
the adm nistration to devel op a survey of
O SE/UT" s culture.?

1 To ensure confidentidlity the data should be collected and aggregated by
someone outside of OISE/UT.



Retention of new hires

13. Assessnent of fairness in hiring offers should
be exam ned each year.

14. Develop an O SE/UT-w de orientation
15. Develop a nentoring support systemcentrally.

16. Periodically assess fairness in salary,
committee appoi ntnents, etc.

Persons with disabilities

17. Equity Standing Conmittee, in consultation with
the adm ni stration, should explore the special
| ssues associated with encouraging the hiring of
nore faculty with disabilities.

Creating labour supply

18. The Equity Standing Commttee, adm nistration and
others (i.e., adm ssions) should explore creative
ways to increase the supply of designated group
facul ty.

Process of making changes

19. Adm nistration and Equity Standing Conmttee
shoul d neet as soon as possible to discuss the
recommendations in this report, particularly those




whi ch involve the Equity Standing Commttee, and
to set priorities.

RECOMVENDATI ONS AFFECTI NG SPECI FI C SEARCHES

Unit of analysis

20. Determ ne equity needs (under-representation)
Wi thin each community of scholars that is
recruiting.

21. Do longer-term planning so searches can be
gr ouped.

22. Hire visiting appoi ntnents and sessional s
targeted to nenbers of designated groups where
there is a |l ow supply of nenbers of designated
groups.

Training needs

23. Training should be devel oped and delivered to :
student representatives on search conmttees,
search comm ttees and chairs.

Search committees

24. Start search processes earlier.

25. The conposition of search committee shoul d
reflect the diversity of O SE/UT where possi bl e.

26. Use Equity Assessors on search commttees where
under -representati on exi sts.

27. Ensure student nenbers of search commttees are
not put into conflictual situations.



Criteria development

28. Develop criteria which will be used in the search
and determ ne how each qualification wll be
measur ed.

Recruitment

29. Institutionalize outreach recruitnent as much as
possi bl e.

30. Include in the ads a better encouragenent of
equity and diversity.

Decision-making

31. Make the decision-nmaking process explicit and
revi ew deci si ons invol ving desi gnhated group
menbers.

32. Allow nore than one person to be hired froma
search if it will add to an inportant denographic
diversity need within the scholarly area.

Links within OISE/UT, University of Toronto and City
of Toronto

33. Help candidates nake Iinks to others wthin
O SE/UT and the University of Toronto.

34. Promote City of Toronto’s diversity.



Follow-up

35. Devel op a nechanismto track desi gnated group
menbers and ot her potential “stars” identified in
sear ches.

10
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| NTRODUCTI ON

Denogr aphi ¢ diversity anong O SE/ UT faculty is

val ued, but lacking. The |ack of people of colour,
persons with disabilities, Aboriginal peoples and, in
sone fields, wonen, neans a | ess enriched

envi ronnment than would exist if nenbers of these
groups were present to a greater degree. Such
diversity is desirabl e because:

Di verse perspectives stinmulate creativity and
i ntel l ectual chall enge;

A diverse faculty better reflects and better serves
t he student body; and

11



¢ A diverse faculty encourages a nore diverse
student body.

Diversity refers to a variety of differences. At one
| evel, diversity refers to any relevant difference
t hat provides a perspective that can benefit the
wor kpl ace. In this general sense, diversity can
I ncl ude disability status, gender, imm grant
experience, race, religion, sexual orientation,
soci o-econom ¢ status, and so on. However, under the
Uni versity of Toronto' s Enpl oynent Equity policy,
four specific designated groups are targeted for
I ncl usi on: Abori gi nal peoples, persons with
disabilities, visible minorities and wonen.? \hile
whi te, abl e-bodi ed nmen have an inportant perspective
to bring to any Canadi an organi zation, this
perspective is well represented at O SE/UT currently.
The focus on the four designated groups, and then to
other forns of diversity, is neant to ensure that all

the rel evant “voices” contribute to the organi zati on.

Wth the exception of the hiring of wonen, which has

% Throughout this report there are a number of terminology boxes such as the one on the
next page. Since the readership of this report may include both those who are quite
familiar with the equity field and those who are nat, it is likely that some will be familiar
with certain terms while others will not. To aid those who are unfamiliar while not
burdening those who are, terminology boxes provide definitions to equity terms that are
used throughout this report.

12



been very successful, recent faculty hiring at

O SE/UT (statistics are given in the next section)
has not resulted in the hiring of the other three
desi gnated group nenbers. Therefore, there is a
concern that there may be system c barriers
preventing the desired increase in diversity.
System c barriers tend to be unintentionally built

I nto neutral systens, and have an adverse inpact on
certain groups but not others.

Ter m nol ogy Box

Desi gnat ed groups:

Also referred to as equity groups or target
groups. Enploynent equity has identified
four groups which experience adverse inpact
wi t hi n Canadi an wor kpl aces and result,

di sproportionately for nenbers of these
groups, in:

¢ Lower representation in positions of
aut hority;

¢ Hi gher under- and un-enpl oynent; and
¢ Lower salary for skill |evel.

The four designhated groups are:

Abori gi nal peoples: status and non-status
“Indi ans” as defined by the Indian Act of
1876, Metis, Inuit and Denes, and those
whose ancestry is partially Aboriginal and

13



consi der thensel ves as such.

Persons with disabilities: A person with a
persi stent physical, nental, psychiatric,
sensory or |earning inpairnent that

di sadvant ages the person with respect to
enpl oynent .

Visible mnorities: people who are non-
Caucasi an by race and non-Wite by col our

Wnen

Ter m nol ogy Box

System c barriers tend to be

¢ Unintentional: they are not based on
consci ous bias and prejudice, though they can
refl ect enbedded stereotypes about groups;

¢ Built into neutral systens: barriers are not
the result of interpersonal discrimnation
but rather have, over decades, been
I ncorporated into enpl oynent systens because
menbers of certain groups were not in the
| abour force, there was no recognition of the
needs of various groups, or those in power
desi gned the systens to work well for them
Wi t hout understanding the barriers this
created for others. The systens are referred
to as “neutral” because they are not designed
to discrimnate but have valid purpose, i.e.,
to recruit.

¢ Adversely inpacting on certain groups but not
ot hers: nost enpl oynent systens have been
desi gned (not unexpectedly) by and for the
group which has traditionally been perceived

14




as having the greatest attachnent to the

| abour force — white, able-bodied,

het er osexual , m ddl e-aged, nmarried, Christian
nmen. Systens devel oped based on the
stereotypes of this group are often perceived
of as normal, natural or the only way things
can be done. This results in those who are
different fromthe nmai nstream enpl oyee bei ng
di sproportionately di sadvantaged by these
syst ens.

A premise of this report is that diversity anong
faculty contributes positively to the m ssion of
O SE/UT. That is, diversity adds value to an

organi zation that trains educators and conducts

research on educati onal issues.

A second premise is that sone aspects of diversity
are essential (e.g., gender, race, disability status)
whil e others contribute strongly (e.g., sexual
orientation, immgrant experience, soci0-econonic
status). Mire is said about this later in this
report. In addition, it is assuned that any barriers
found are a function of a long history of soci al
evolution in Canadi an organi zati ons and are not due
to conscious behaviours of those currently working
at O SE/ UT.

15



Change is required if barriers are found. Such
changes nust be institutionalized. Since barriers
are found in systens, the systens nust be changed to
ensure that they work equally well for all enployees.

The Massachusetts Institute of Technology (MT)

provi des a nodel for change and | eadership.® The
finding of subtle, unintentional discrimnation

agai nst wonen faculty wwthin MT s Faculty of Science
Is not the big news. Rather, as one of the wonen who
initiated the study said: “The admnistration’s
comrents on the report are the nost forward-| ooking
statenents on gender discrimnation that |’ve ever
read by a high ranking adm nistrator.” Both the
presi dent and the dean have cone out strongly saying,
essentially, “discrimnation exists and we w ||
redress it”. Discrimnation in hiring, in addition
to pronotions, inclusion on inportant conmttees, and
al l ocation of val uable resources |ike |aboratory
space and research noney, were found to exist.

3 A Study on the Status of Women Faculty in Science at MIT: How a
Committee on Women Faculty came to be established by the Dean of the
School of Science, what the Committee and the Dean learned and
accomplished, and recommendations for the future, Boston: MIT, 1999.
Website: http://web.mit.edw/fnl/women/women.html).
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One of the key comments in the report is that
“discrimnation consists of a pattern of powerful but
unrecogni zed assunptions and attitudes that work
systenmatically agai nst wonen faculty even in the

| i ght of obvious good will.” This speaks to the need
to ensure that systens are changed and that these

changes are institutionalized.

Qutline of report

The main product of this report is 35 reconmendati ons
t hat woul d change the faculty hiring system Hiring
I's defined broadly to include everything fromsetting

qualifications to orientation of new hires.

This report is divided into the follow ng sections:
¢ Background and current situation
¢ Met hodol ogy
¢ Recommendat i ons
. Affecting all of O SE/ UT
. Affecting specific searches

17



BACKGROUND AND SI TUATI ON

O SE/UT is an organi zation resulting fromthe 1996
nmerger of the Ontario Institute for Studies in
Education (O SE) and the Faculty of Educati on,

Uni versity of Toronto (FEUT). 1In broad terms, since
the nmerger, there are three general sorts of faculty
profiles with respect to teaching. Faculty are

i nvol ved i n:

1. Only graduate courses (primarily fromthe fornmer
a SE),

2. Only pre-service courses (primarily fromthe
former FEUT), and

3.Both — referred to as the blended profile --
(primarily fromthe former FEUT)

A bl ended profile is the requirenent for virtually
all new faculty hired since the nerger. This
expectation holds even for areas that are |ess
strongly linked to the pre-service program

Hi storically, both the Faculty of Education and O SE
have put efforts into the hiring of wonen faculty but
|l ess into the hiring of the other designated groups.
An exception would be the targeted search | ast year

18



dealing wth Aboriginal education; a person of
Abori gi nal ancestry was hired.

Faculty hiring at O SE/UT has increased over the |ast
coupl e of years and there will be a | arge nunber of
hires over the next five years. [In part because of
this wi ndow of opportunity, the Equity Standing
Committee of the Faculty Council was concerned about
overt and subtle, unintentional barriers that were
perceived to be operating. Through the work of this
Committee, three resolutions were passed at the
Faculty Council in the fall 1998. These resol utions

are concerned wth:

1) The need to hire an i ndependent consultant to
undertake a detail ed analysis of the practices
and procedures used in the current faculty
searches, to identify how these practices hinder
and/ or advance the hiring of nenbers of the
desi gnat ed groups

2) The need to provide data gathered from | ast
year’s hiring process, along with reports from
this year’s process to the Equity Standing
Conmi ttee

19



3) Gving the Equity Standing Comrittee observer
status on search comm ttees.

This report is the outcone of the first resol ution.
Specifically, this assignnent is to:
1) Review current hiring practices with a viewto
I dentifying systemc barriers currently in

pl ace;

2) Wite a report providing
e recomrendati ons on the conposition,
responsibilities and training of search
commttees within the context of University
of Toronto’s Policy and Procedure on
Academ ¢ Appoi nt nments;

e recomrendati ons on possibilities for
| mredi at e change and for long-termequity
goal s and procedures;

 material for education sessions on equity

| ssues.

How does one know if there are barriers confronting
the designated groups? 1In the equity field this is

20



enpirically determined. |If representation of each

designated group within the faculty exists, it is

assuned no barriers are present; if representation is

| acki ng, then barriers are assunmed to exist.

Ter m nol ogy Box

Representation: A neasure of the proportion of
a designated group found within an organi zation
or an organi zational sub-unit (i.e., a
departnent) conpared to the “availability” of
menbers of the designated group within a
particul ar occupation (i.e., professor).
Availability is typically neasured in terns of
those in the | abour force with the
qualifications to do the job. G ven the needs
of O SE/UT, availability figures are not al ways
collected in a manner that allows for exact
conparison. Potential conparison figures are
di scussed under Reconmendati on 10.

Under-representation: There is a |ower
proportion of the nmenbers of a designated group
anong O SE/ UT faculty than woul d be expected

gi ven the conparison (availability) figure
chosen.

mat es of the denographic diversity for the four

desi gnated groups for each of the five O SE/ UT

departnents are provided in Table 1. O SE/ UT shows

under -representati on when conpared to the University

21



of Toronto. For the three designated groups (other

t han wonen) for tenure and tenure stream faculty,

O SE/UT' s proportion is about half (799 of Uof T s
(13%total, 13% anpbng Humanities faculty and 12% of
Soci al Science faculty). For wonen, O SE/UT has 37%
conpared to U of T s total 23% 26%in Humanities,
and 30% i n Social Sciences.* O SE/UT has been strong
in the hiring of wonen and has shown concern for
wonen’ s issues, e.g., Centre for Winen's Studies in

Educat i on.

Wthin positions of authority, one of the Associate
Deans is a woman (next year two will be); none of the
Departnent Chairs is, though there

* Source: University of Toronto’'s Employment Equity Annual Report
1996-1997, Data as of September 30, 1997, Tables 2(A) and 2.1A.
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TABLE 1
BREAKDOWN OF DESI GNATED GROUPS BY DEPARTMENT®

Depart nment Aborigin Per sons Vi si bl e Total of 3 Worren Tot al
(Facul ty FTEs) al with mnoritie desi gnat ed 4
peopl es disabilit S groups desig
i es d gro
Adul t Educati on,
Comuni ty .6 0 1 1.6 10.6 1:
Devel opnent and (3% (5% (8% (54% (62
Counsel i ng
Psychol ogy (19.6)
Curricul um .2 0 3 3.2 28.7 3(
Teachi ng and (.2% (4% (4% (37% (39
Learning (76.62)
Hurran Devel opnent 0 0 1 1 9.8 1(
& Applied (3% (3% (34% (35
Psychol ogy (28. 86)
Soci ol ogy and 1.2 1 3 5.2 7.7 1.
Equity Studies (7% (6% (179% (30% (45% (69
(17. 29)
Theory and Policy 0 0 0 0 5 5
Studi es (27.1) (18% (18
2 1 8 11 61.8 6¢
TOTAL (164.87) (1% (.69 (5% (7% (37% (41

*This is total nunber of people. An individual who is a wonan
and a nmenber of one or nore of the other designated groups is
only counted once.

will be one next year. A nunber of wonen have becone
Associ ate Chai rs. There are no people of col our,
Abori gi nal people or persons with visible (obvious)
disabilities in these positions. Anong the chairs of
the search commttees this year, three are wonen and
one additional woman is co-chairing a commttee.

This year twelve faculty positions were to be filled,
in actuality thirteen could be filled.® N ne search

> An administrator devel oped these numbers, at my request. They are not
based on sdlf-report and may not be totally accurate. They are used to
provide a sense of the equity situation at OISE/UT.
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commttees were struck, as noted in Table 2 on the
next page. Five of the commttees (8 positions to be
filled) began their search this year and are
restricted to Canadi an citizens and | anded i mm grants
(first tier search). Four of the commttees (5
positions) are continuing a search process begun | ast
year; these searches are international in scope
(second tier search).

Dat a about the short-listed candi dates was coll ected
fromthe Chairs of the search commttees (Table 3).
The nunber of O SE/ UT graduates is included in these
tables since its effect on equity hiring was raised
by respondents. The issue of hiring one’s own
graduat es, inmedi ately

® The Anti-Racism and Feminist Studies search for one position resulted
in the hiring of two faculty members. One fulfills thisyear’s search and
the other fills an up-and-coming vacancy. Thus, there are 13 potentia
hiresthis year.
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TABLE 2

SEARCH COWM TTEES AND NUMBER OF POSI Tl ONS

TO BE FI LLED I N 1998-99

Positions to Depar t ment Nunber of 1st or
be filled positions | 2" year
(in to fill sear ch
al phabeti cal
or der)
Anti-Racism | Sociology & Equity 1 2"
& Fem ni st St udi es
St udi es
Car eer Adul t Educati on, 1 15t
Counseling & |Comunity
Devel opnent Devel opnent &

Counsel i ng

Psychol ogy
Child & Human Devel opnent & 1 15t
Adol escent Appl i ed Psychol ogy
Devel opnent
Child Study Human Devel opnent & 1 2"
and Appl i ed Psychol ogy
Educati on
Educat i on Theory & Policy 1 2nd
Admi nistrati |Studies in
on Educati on
Measur enent Curricul um 1 2"
& Eval uation |Teaching and

Lear ni ng
Politics & Theory & Policy 2 15t
Pol i cy Studies in

Educat i on
Teacher Curricul um 3 15t
Educati on Teachi ng and

Lear ni ng
VWor kpl ace Adul t Educati on, 1 15t
Learni ng & Communi ty
Change Devel opnent &

Counsel i ng

25




Psychol ogy

after graduation, is discouraged in nost
universities. However, there are few universities
with Ph.D. progranms in education in Canada and none
whi ch have as nany students who are nenbers of the
desi gnat ed groups as QO SE/ UT.
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TABLE 3
CHARACTERI STI CS OF SHORT- LI STED CANDI DATES

Sear ch Tie Candi dates on short i st Ofer (A

(nunber of r =

positions, Tota |From 3 wonen O SE acEept ed;

if nore I DGs* graduat |D =

than 1) es decl i ned)

Anti-Raci sm| 2™ 4 4 4 1 2 \Wnen

& Femi ni st of Col our

St udi es (A

Car eer 1°

&Oounsel i ng 36. AppIJI i cations accepted until

ril 30.

Devel opnent AP

Child & 1%

Adol escent

Devel opnent

Child Study | 2™ 6 1 6 2 Wnan (A)

and

Educat i on

Educat i on 2nd 3 1 2 0 Wonan

Adm ni strat

i on

Measur ement | 2™ 4 2 2 1 Wnan (A)

and

Eval uati on

Politics & 1° 8 3 or 4 3 1 Worman

Policy (2) of Col our
and 1 Man

Teacher 1° 10 3 9 2 Wonen

Educati on (A

(3)

Wor kpl ace 1° 4 2 2 Wman of

Learning & Col our

Change

*Abori gi nal peoples, persons with disabilities and visible

m norities.
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Table 3 (last colum) provides information as to whom
the position was offered. Two searches (2 positions)
were not conpleted at the tinme this report was
witten. In addition, at this tine, only two of the
three positions in Teacher Education had been

offered. In the Career Counseling & Devel opnent
search the short-list will be developed after this
report is finished.

Last year’s searches resulted in ten hires; 7 were
white nen, three were wonen and one of the wonan was

of Aborigi nal ancestry. This year’s hiring, to
date, differs. At the tinme of witing, 10 of the
potential 13 positions have been offered. At

present 9 offers have been nade to wonen (this wll
be at |east 69% of offers if all 13 offers are nade)
and 4 to wonen of colour (this is at |east 31% of

of fers).

The next five years is a critical period for

I ncreasing diversity at O SE/UT since a | arge anount
of hiring will take place. Between 1999 and 2004
there will be 31 nmandatory retirenents.” Wile al

t hese positions may not be filled, others will becone
avail able due to early retirenents and ot her

" Dataprovided by Dean’ s Office, April 6, 1999.
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termnations. It is clear that there wll be
consi derable hiring in the next while.
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IVETHODOLOGY

I nformati on was gathered by tal king to people both
I nsi de and outside of O SE/UT. Respondents were
recommended to ne by the admi nistration and by the
Equity Standing Conmttee. Specifically I

i nterviewed the foll ow ng people at O SE/UT (an

I ndi vidual could be in nore than one category):

¢ Chair of each search commttee (9)

¢ At least one faculty nmenber who served on each
search commttee (9)

¢ Students who served on search commttees (2)

¢ Faculty who are nenbers of the various
desi gnated groups (14)

¢ Associate Deans (together at begi nning of study
and then each separately)

In addition, I net with the Equity Conmttee a nunber
of tinmes; and tal ked to people el sewhere at the
University of Toronto and at other universities.

My questions focused on:
¢ The search process;
¢ \Whet her barriers were perceived to be operating
or not;
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¢ If barriers were felt to be an issue, what they
wer e;
¢ O her equity issues and concerns; and

¢ Suggestions for inproving the faculty hiring
process wWith respect to equity issues.

The list of questions | devel oped are found in
Appendi x A. | did not ask any one respondent all
t hese questions and | asked other questions where
rel evant.

What | gathered were respondents’ perceptions.

I ndi vi dual perceptions differ. Departnents differ.
This has lead ne to conclude that is better to think
about equity within the context of the various
communi ties of scholars (i.e., disciplines) within or
across departnents rather than for O SE/UT as a
singl e organi zati on (see Reconmendati on 20).

Further, many people at O SE/UT are interested in and
concerned about equity issues but are unaware of what
I s happeni ng el sewhere within O SE/UT. Thus,
Recommendat i onl12 speaks to the need for a survey of
O SE/UT' s organi zational culture. Such a survey wll
help to show that while feelings in one area are
valid, they are not necessarily shared el sewhere.

The need for the survey is reinforced because of the

31



possibility that social desirability affected the
responses | received; people are nore likely to feel
t hey can be candid in an anonynous survey.

The remai nder of this report provides reconmendati ons
for what can be done differently in the future to
hel p i ncrease representati on of designated groups and
bring in other kinds of diversity.

32



RECOMVENDATI ONS

Last year ten positions were filled. Only one person
of colour (a woman) was hired and this was into a
position specifically focused on Abori gi nal

education. Two additional wonmen were hired; in other
wor ds, 30% of hires were of designated group nenbers.
This year, while all the offers have not been deci ded
upon (see 3), substantially nore offers are being
made to designated group nenbers.

Success in hiring designated group nenbers this year

I s encouraging and all those involved are to be

conpl i nment ed. However, it is dangerous if it |eads
O SE/UT to assune that there are no barriers inits
faculty hiring process. The |ack of designated group
menbers is a long-termissue — it is not just a
matter of one year’s hiring. This year’s successes
could be, in part, a result of |ast year’'s |ack of
diversity hires. This year’s successes are wonderful
encour agenent that things can be done differently.
This year’s successes show what concern, vigilance
and good will on the part of a |arge nunber of people
can do. This year’s successes, however, could easily
be a fluke. It is vital to institutionalize the
activities that ensure that every aspect of the
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faculty hiring process is open to the needed and
desired diversity.

Thirty-five recomrendati ons are nmade.
Recommendati ons one to nineteen affect O SE/UT as a
whol e and deal with areas such as commtnent to
equity, resourcing, organizational surveys, and data
needs. The remaining recommendations are relevant to
specific searches within particular communities of
schol ars. These recomendati ons cover areas such as
training, search commttee conposition and process,
criteria devel opnent, recruitnent, decision-nmaking

and retenti on.

RECOVVENDATI ONS AFFECTI NG ALL OF O SE/ UT

The first 19 recommendati ons have an organi zati on-
w de effect, while the renaining reconmendati ons
relate to specific searches.

OISE/UT STANCE AND COMMITMENT
The University of Toronto’s Enpl oynment Equity policy

comm t s®

8 In addition to its commitment to employment equity, the University has
alega obligation to undertake employment equity under the Federal
Contractors Program. (FCP). The FCP requires those who have a
contract with the federal government of at least $200,000 to under take
employment equity.



to achi eving and nai ntai ning a workforce
representative of those pools of qualified

I ndi vidual s available for recruitment... Wile
remai ning alert and sensitive to the issue of
fair and equitable treatnent for all, the

University has a special concern with the
participation and advancenent of nenbers of four
desi gnated groups that have traditionally been
di sadvantaged i n enpl oynent: wonen, visible

m norities, aboriginal peoples and persons wth
di sabilities.

The policy expresses a typical commtnent to

enpl oynent equity. Wthin this framework, O SE/ UT
needs to clarify its stance and conmtnent to the

| ssue. For instance, what does equity hiring nean at
O SE/UT? \What is the appropriate conpari son
statistic to use to determ ne representation? A
consul tative process should be used to address these
guestions within the O SE/ UT community. Such

di al ogue hel ps nmake people part of the solution.

Addi tional issues to be addressed include (a
recommendati on speaks to each):
e Equity and excell ence — how they conpl enent each
ot her (Recommendation 1)
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e Definition of diversity at O SE/ UT
(Recommendat i on 2)

e Selection process which ensures that all new
faculty hires can work within an inclusive
wor kf or ce (Reconmendati on 3)

Flowing fromits stance and commtnent are the
resources that need to be dedicated to equity

(Recommendati on 5).

Recommendations

1. Devel op a policy statenent regarding the
conpatibility of equity and excell ence.

When “equity” and “excell ence” are presented as
different poles on a continuumthere are strong
feelings supporting each. O SE/UT needs a strong
policy statenent on the conpatibility of the two.

Rat her than a policy statenent comng fromthe Dean’s
office, a series of dialogues within the O SE/ UT
community is reconmended. All concerns need to be
heard and addressed. Because of the divisiveness
surrounding this issue, consultation requires a
strong commtnent to “dialogue” — a true opportunity
to discuss and listen to each other. O SE/ UT needs
to devel op a process for dial ogues which over tine
will involve the whole O SE/UT community. The
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process should begin with various groups of faculty
(no nore than 15 people) who address the issues

rai sed. I nput fromthe small er dialogues needs to
be brought together in increasingly expandi ng

i nclusion of faculty® until a single policy statenent
I s devel oped.

The di al ogue needs to be focused, allow for all
concerns and fears to be aired and nove O SE/ UT
forward. The Equity Standing Commttee and the

adm ni stration should work together to devel op the

di al ogue process. It is hoped that the dial ogue
process can be used to do nore than develop O SE/UT s
policy — that it can al so speak to what a diverse
envi ronnment should | ook like at O SE/UT, both as a
wor kpl ace and as an educational institution (i.e., in
the curricul un.

Sone questions to be addressed in the dial ogues could
f ocus on:

¢ How does equity contribute to excell ence?

¢ Wy do sone see the two as inconpatible?

¢ \What are the fears associated with this issue?

° | dedlly the dialogue should include staff and students in addition to
faculty sincethisis consistent with OISE/UT’ s culture.
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4 How can diversity contribute to research? and to

pre-service?

That the concern between equity and excel |l ence needs
to be explicitly addressed was highlighted in the MT
report, referenced earlier. Two statenents related
to this issue are given below. The first are
comrents fromthe Dean of the Faculty of Science
where the study was conduct ed.

(O ur undergraduate body at MT reflects
reasonably well the remarkable diversity and

ri chness of the Anerican population. Qur
faculty, on the other hand, renains

overwhel mngly white male. This, of course,
nmeans that we are not taking advantage of the
trenmendous talents of the absolute majority of
the population in filling our faculty ranks.
This is to the detrinment of the students, the
faculty, and MT as a whole. (Enphasis added)?®®

The report itself states (Page 9 in Section titled:
How di d inequities cone about? *“Gender

di scrimnation” in 1999):

First and forenost it is essential to set aside
the i ssue of whether these wonen were badly
treated because they were sinply not good enough.
It nmust be understood that for these particul ar
wonen the opposite was undeniably true. Despite

O\Website: http://web.mit.edu/fnl/women/Birgfnl.htmi
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di scrimnation, npst of these wonen achi eved at an
outstanding | evel within their profession.

Simlarly, it needs to be nmade clear that while
enpl oynent equity (EE) in no way requires or
encourages hiring of less than qualified individuals,
U S. experience indicates that sonme enpl oyers have
done just this however. Such an approach to equity
I's inappropriate and does little to further the
obj ectives of EE efforts. Still it has occurred in
sone organi zations. A policy statenent that
specifically states the conpatibility of equity and
excel | ence hel ps assure everyone of the route O SE/ UT
wll take to achieve its equity objectives.
In addition this policy statenent could speak to the
fol | ow ng:
a) How diversity relates to the m ssion of
A SE/ UT;
b) How diversity anong faculty benefits O SE/ UT
students — both graduate and pre-service;
c) How faculty diversity hel ps to advance
schol ar shi p; and

d) How diversity (both anbng students and faculty)
contributes to the educational system

2. Define how “diversity” is valued at O SE/ UT.
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Uncertai nty about what enpl oynent equity does and
shoul d include at O SE/UT was expressed by a nunber
of the respondents, including those on search
commttees. Sone people felt it was as inportant to
have people with other characteristics (e.g., gay
nmen and | esbi ans, working class background) as it was
to hire people fromthe designhated groups. The

i ncl usion of those with other characteristics can add
| nportant and rel evant perspectives. In
Recommendati on 20, | speak to the issue of each
scholarly area defining their diversity needs. Here
the issue is how an equity hire is defined with
respect to those which are primary — the four

desi gnat ed groups under enploynent equity. The need
for diversity in gender and race are well understood,
the concerns of persons with disabilities |ess so.

Respondent s suggested three possible definitions of
an “equity hire”:

a) Soneone who is researching in an equity area.
(What constitutes an “equity area” is likely to
differ across departnents.)

b) A nenber of one or nore of the designated groups
(Aborigi nal ancestry, persons with a disability,
visible mnority or wonen).
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c) A nenber of one or nore of the designated groups
who researches in an equity area.

Item (a) does not fulfil the University's EE policy,
nor is it consistent wwth the | egal EE obligation of
the University. Item(b) is the definition under
typical EE practices, and item (c) goes beyond it.

The O SE/UT community needs to determne if it has a
position on whether the definition should be (b) or
(c) or another definition; or whether this can be a
determ nation of the search conmttee for specific
sear ches.

Rel ated to this recommendation, regardl ess of which
definition of equity is chosen, is how research in
equity areas is evaluated. For the nost part, such
schol arshi p does not tend to be “core” scholarship in
the field of education. More is said about this in
Recommendat i on 31.

3. Devel op a selection process which ensures that all
new faculty hires can work within an inclusive
wor kf or ce.
Al new faculty will be working in an O SE/ UT
environnment that is increasingly diverse in terns of
t he student body, staff and their faculty coll eagues.
Everyone will be working with those who are “other”.
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The sel ection process should address this issue.
This can be assessed in two ways:

¢ Ask those applying to include a “diversity CV'.
Candi dates could be infornmed that O SE/UT is
seeking to beconme nore diverse and is interested
in their experience — fromtheir professional or
personal life that they care to share — that they
can work within and/or contribute to O SE/UT' s
diversity. Alternatively, such a “diversity CV’
could be narrowed to aski ng candi dates only about
t hose areas of diversity which the comunity of
schol ars the person woul d be joining has
i dentified as rel evant (see Reconmmendati on 20).

Any instructions for a “diversity CV or
guestionnaire would have to be carefully worded
to ensure that its true intention is clear; that
it is welcomng to all candidates; and that it
clearly indicates that while diversity is an

i nportant criterion, it is only one of a nunber
of criteria. The use of a diversity CV is unique
and O SE/ UT woul d be | eadi ng the way.

4 Ask a question in the interview process to get at
the candidate’s confort, skills and openness for
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wor king in an inclusive environnent. A possible

guestion is:
O SE/UT is increasingly becomng a diverse
place — both in terns of its workforce (staff
and faculty) and its students. D versity
whi ch is present and/or desired includes
differences in ternms of gender and race, kinds
of disabilities, sexual orientation, socio-
econom c status, religion, age, ability to
speak additional |anguages and so on. W thout
menti oni ng your nenbership in any particul ar
group, we are interested in hearing about
situations in school, at work (vol unteered or
pai d) or other areas of your |ife which have
provi ded you with the opportunity and/or

experience to function in a diverse setting.

Qovi ously, both actual experience and a sense of a
candi date’s potential to work in a diverse
envi ronment woul d be assessed for those w thout

experi ence.

.Hre an Equity Coordinator on a three to five year
term



G ven that the next five years are a critical period
in the hiring of faculty, it is vital that this
opportunity not be | ost because it is not given the
adm ni strative support needed. The Equity Standing
Committee, the Dean, Associ ate Deans, Depart nent
Chairs, Search Commttee Chairs and others wll be

i nvolved in equity activities. However, w thout
sonmeone whose focus is primarily on equity issues it

I s possible that opportunities will be |ost because
of ot her demands, best intentions which are not
actualized and so on. The position will be
responsi ble for ensuring that the reconmendati ons
that are accepted are actually inplenented in a
reasonable tinmeframe. Further, the Equity
Coordinator will be able to nonitor the situation and
determ ne when other activities are needed as nore is
| ear ned and acconplished in this area.

This position should report directly to the Dean and
be full-tinme. It could be staffed by one of the
current faculty, know edgeable in equity issues who
woul d be given release fromteaching. It is expected
that it would deal with equity issues related to al
enpl oynent, not just those of the faculty.



5.1dentify and conmmt the resources needed to achieve
O SE/UT' s equity objectives.

“Resources” as used here are defined broadly, and

i ncl udes senior admnistration’s clear comm tnent and
accountability. Keeping equity visible is an

| nportant resource, for instance. The increased
hiring of nore visible mnorities and wonen this year
conpared to |last year is, | believe, due in |arge
part to the visibility and concern shown for equity

| ssues. For exanple, sone commttees extended the
search process because there were few nenbers of
designated groups initially, consulted with the
University of Toronto's Status of Wnen O ficer, Rona
Abranmovitch, on an issue, and one commttee utilized
the services of a voluntary Equity Assessor. One
comm ttee showed great creativity in having part of
the commttee neet a candidate of colour in Buffalo
because she could not cross the border due to visa
restriction. By video taping the presentation and
showing it to the rest of the conmttee and faculty
It was possible to consider this candidate.

O SE/UT has utilized resources within the Uof T
(i.e., semnars by the Status of Wnen O ficer) which
shoul d be continued. Resources of the other equity
offices wthin the University should be expl ored.

O her than the cost of the Equity Coordi nator
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position, the necessary resources do not necessarily
require an outlay of l[arge suns of noney. One of the
nost inportant resources, is institutionalizing
procedures, rather than relying on good wll of

I ndi vi dual s.

DATA NEEDS

Recommendati ons are made for two broad kinds of data;
the first are for data related to the denographics of
the faculty while the second is a survey of O SE/ UT

cul ture.

Demographic data needs

The vast majority of respondents agree that O SE/ UT
does not have a good representation of faculty of
colour, wth disabilities or who are Aboriginal.
There is | ess agreenent about the situation with
respect to wonen. VWile it is inportant not to make
equity into a “nunbers gane”, nunbers (data) are an
i nportant aid to the process.

Col I ecti ng denographi c data on candi dates can help in
the foll ow ng ways:
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¢ Provide baseline data which can be used to neasure
progress and the achi evenent (i.e., representation)

of equity.

¢ Provide hard facts for discussions of equity issues
and concerns.
Wil e there should be discussi on about many aspects
of equity, expending energy on enpirical issues
(e.g., how many people of colour are on the
faculty) is not useful. This information is needed
to facilitate discussion of the nore inportant
| ssues, e.g., the anount and ki nds of resources
whi ch shoul d be apporti oned.

¢ Provide help in determ ning where barriers may
exi st for specific searches.
By keeping track of the nunber of designated group
nmenbers at each stage in the process, it is
possible to determne if, and where, they may be
encountering barriers. Barriers may differ for
different designated groups. For exanple, if few
visible mnorities apply, this could be a
recruitnment issue; if the Aboriginals who apply do
not nmake the short-list, this could be an issue of
assessnent of credentials. If many fenmale
candi dates are found throughout the process (i.e.,
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make it to the short-list, are hired), then there
are no barriers for this group for this search.

Knowi ng t he denographic profile of the current

facul ty:

¢ All ows assessnent of diversity needs within a
particul ar scholarly area.
In some scholarly areas wonen faculty predom nate
while in others it is nen. Sone areas have a
proportion of visible mnorities, but the magjority
have no or few faculty of colour. Hiring nore
wonen in an already predom nately female faculty
does not add to diversity in the sane way that
hiring a non-traditional candidate does®.
Denogr aphi ¢ i nformati on enabl es scholarly areas to
determ ne where to put their resources (assuni ng
these are limted) in creating the nost diversity.

¢ Enabl es assessnent of diversity across faculty
ranks to assess “pipeline” and retirenent issues.
Many of the O SE/ UT searches are open in terns of
rank. This is good since faculty of different
ranks can provi de sonmewhat different services
(e.g., supervision of theses). An assessnent of

" However, in afew specific circumstances, e.g., women' s studies, it
would be expected to have a disproportionate number of members of a
particular designated group.



t he needs of the departnent in terns of different
faculty ranks wll help in |onger term planning.
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Denographi c profile on students is needed.

¢ A denographics profile of students can provide
Il nput into the assessnent of diversity needs in
t hree ways.
First, faculty should to sone degree reflect the
student body. Students who are nenbers of the
desi gnated groups need to “see thenselves” in the
faculty. Second, students need to experience those
who are “different” in positions of authority.
Third, in areas with few or no nenbers of any
particul ar designated group, the presence of
faculty can increase, over tine, the participation
of menbers of their particular group anong the
st udent s.

Recommendations

6. Col |l ect data on all candi dat es.

Dat a shoul d be coll ected on candi dates via a process
totally separate fromthe search commttee and
departnental chairs. For instance, a short
questionnaire could be sent to all applicants asking
themto self-report as to their enploynent equity
denogr aphi cs (race, gender and disability status
shoul d be collected) and to return this to the Equity
Coordinator. It should be nade clear why this
information is needed and howit will (and will not)
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be used. As the search process continues the Equity
Coordi nator can assess if nmenbers of any of the four
desi gnated groups are di sproportionately elim nated
at any particular stage in the search process.

Where this occurs, barriers need to be identified and

r enoved.

Al ternatively, rather than sending the questionnaire
to all applicants, it could only be sent in those
searches where inclusion of one or nore of the
designated groups is inportant for the diversity of a
community of scholars and there has not been success
in the past in hiring fromthis group.

This data m ght also be useful in determning the
accuracy of a search commttee' s identification of
nmenbers of the designated groups. Nane, school
attended, research interest and other m scell aneous
i nformation on the CV is used to determ ne race and
gender, and sonetines disability status. It is
recogni zed that this is a haphazard process.

7. Foll ow up with nenbers of designated groups who
refuse offers.

Menbers of designated groups who receive an offer but
turn it down should be contacted personally to |earn
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the reason for their refusal. Such refusals can
occur for any nunber of reasons, but follow up can
sonetinmes provide informati on on sone subtl e nuances.
Soneone not connected with the search commttee
shoul d do such followup, i.e., Equity Coordi nator.

8. Assenbl e denographic data on current faculty by
schol arly area.

This data will be used to help areas assess their own

di versity needs.

Precision in data collection needs to be bal anced
agai nst the resources needed to collect it. For
exanpl e, data on the nunber of Aboriginal peoples,
visible mnorities and wonen currently on the
faculties can be easily assessed. However, having
others identify one as a nenber of a designated group
Is often resented and so self-identification is
preferred. For persons with invisible disabilities
only self-identification is possible. Self-

I dentification data was collected in the past and
provided to the University of Toronto, but this is
now out of date.

The Equity Standing Conmittee and the adm ni stration
shoul d deci de on the best neans of obtaining data —
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self-report or estimates by others. (For persons
with invisible disabilities, data should be reported
on a departnental basis or for all of O SE/ UT rather
than by scholarly area. One wants to avoid
specul ati on about who within an area or departnent
has an invisible disability.)

9. Esti mat e denographic information for students or
devel op a systemto coll ect denographic
I nformati on.

Devel opi ng a systemto coll ect denographic

i nformati on on students is a larger issue than the
use of such data in the faculty hiring process. | f
faculty hiring were the only reason that such
information is needed, then | would recommend that an
estimati on process such as: 0 to 15% fenal e students
Is LON 16%to 25%is MODERATE, and so on. For each
desi gnated group the definition of |ow noderate, and
high would differ. Scholarly areas with both a | ow
and a high proportion of students in a particul ar
equity area would want to ensure diversity anong its
faculty in this area. Areas wth a high proportion
of students want to ensure that they have a faculty
that reflects the study body. 1In scholarly areas
with a | ow proportion, designated group faculty can
have a positive role nodeling effect thus encouraging
students fromtheir group to consider this field of
st udy.
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Such estimates should be done for graduate students
wi thin each scholarly area and for total pre-service
st udent s.



10. Determ ne what data is obtainable and is the nost
appropriate “conparison” data.

bt ai nabl e data with respect to each of the four
desi gnated groups may differ, so different conparison
data coul d be used for the various groups.

There is general agreenent anong ny respondents that
O SE/ UT does not enpl oy enough faculty of col our.

What is “enough”? | have placed “enough” in quotes
to enphasize that this is not an issue of determning
a ceiling above which one would not hire any
addi ti onal nenbers of a particul ar group, but rather
to nean that there is a confort |evel that
representati on has been achieved. This would nean
that [imted resources could now be used to
encour agi ng ot her needed aspects of diversity.

Possi bl e conpari son data coul d incl ude:
¢ Nunmber of Ph.D.’s in discipline (this data is
avai |l abl e for wonen and nay becone avail able for
ot her groups)

¢ Estimate of Ph.D.s fromavailability data
provi ded by Statistics Canada which groups all
graduat e degrees together.*?

2While data for designated groups other than women is not available in
terms of Ph.D.sit isavailable for master’s degree and above. A
proportion of thisfigure could be used as an estimate of Ph.D.s. For
example, in 1997 15% of those who earned a masters degree or above
(24,872) earned a doctorate (3,914). Source: Satistics Canada, 1999
Canada a a Glance, page 5)
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¢ Conparable figures for University of Toronto
(either in total or for humanities or social
sci ence faculty)

¢ Proportion of students in scholarly area

Sone of the conparison data neasures are avail abl e
for a smaller “unit” (e.g., nunber of graduate
students) while others would require a conparison of
total O SE/UT faculty. The admnistration (Deans and
departnent chairs) along with the Equity Comm ttee
should identify the conparison neasures for each
desi gnated group and cone to a consensus about the
appropriate nmeasures. To avoid naking this an
exercise in nunbers, the faculty comunity shoul d

di scuss what the achi evenent of diversity neans for
O SE/UT as a whole and for particular scholarly

ar eas. .

11. On-going assessnent of representation of
desi gnated group nenbers i s needed.

It is hoped that all barriers have been elim nated
once equity objectives have been achi eved for each
desi gnated group. Experience shows that elimnation
of barriers is a long-termprocess and at tines there
are set backs; on-going vigilance is needed.
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Therefore, even after representation has been
achieved, it is necessary to continue to collect and
nonitor data to ensure that under-representation does
not occur and that barriers are not re-introduced.

Uof T nust nonitor data under its Enploynent Equity
policy, but OSE/ UT needs to continue to nonitor its
own data annually and respond if there is an

I ndi cati on of new probl ens.

Survey of OISE/UT'’'s culture

More questions were raised than answered in talking
wi th nenbers of the designated groups currently

wor king at O SE/UT. Perceptions differ — there are
t hose who experience barriers and those who do not.
Reactions of the respondents who were white, nale and
appeared to be abl e-bodied also ran the ganbit.
Because respondents were not selected in a systenatic
manner, no concl usions can be reached. A survey of

O SE/UT s culture with respect to equity issues would
provi de valuable information. First, O SE/ UT w ||
know itself and its conplexity better; currently
there is a great deal of speculation as to what the
climate is. Second, such information will help

O SE/UT work toward its equity objectives.
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Recommendation

12. The Equity Standing Committee should work with
the adm nistration to devel op a survey of
O SE/UT"s culture.

The purpose of the survey is to identify faculty
menbers’ perceptions of OSE/UT"s climate with

respect to equity. It is not expected that the
perspectives will be the sane across the institute.
Rather, it wll be instructive to conpare differing

perspectives to determne if they vary on denographic
characteristics or seniority or by departnment or
discipline. The results should be distributed to all
faculty when they are avail abl e.

Sone of the questions should assess perceptions while
ot hers should assess facts (e.g., is OSE UT nore
diverse than U of T). Questions on equity and
excel l ence may be fully resolved via the dialogue in
Recommendation 1; if not, or if it is felt that
collecting survey information on this issue would
facilitate or be a good followup to the dial ogue

t hen these questions should be added. 1In all areas

3 To ensure confidentiality the data should be collected and aggregated by
someone outside of OISE/UT.
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guestions should collect information on what “shoul d”
be happening as well as what is perceived to be
happeni ng.

Al t hough this report focuses on faculty hiring there
are clear advantages to surveying all enpl oyees.

The purpose of the survey includes:
¢ Providing an understanding of the differing
perspectives that exist on equity issues.

¢ ldentifying any barriers that prevent nenbers of

various groups from feeling included.

¢ ldentifying where change i s needed.

¢ Providing baseline data to assess organi zati onal

cul ture over tine.

Sone of the denographic information that should be
consi dered for collection includes:
* Age

 Designated group nenber status (other than woman)
Currently the nunber of Aboriginal people and
persons with disabilities is too snall to coll ect
on its owmn wi thout conpromsing confidentiality

e Gender
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e Years at O SE/ UT
* Years since degree
* Researching in equity issues or not

e Departnent/scholarly area (in order to identify
t he percentage of simlar people, i.e., on race
and gender, in the departnent)

While the Equity Standing Commttee and the
Adm nistration will have nmany ideas of what shoul d be
asked in this survey, | suggest consideration of the
following (this is not an exhaustive list).

e Wether O SE/UT has an appropriate commtnment to
equity.

e Whether equity issues are really only the concern
of a few

e Whet her O SE/ UT does better than U of T as a whol e
in equity hiring.

e Wiether the requirenent for a blended profile
(teaching in both pre-service and graduate
prograns) has an adverse inpact on nenbers of the
desi gnat ed groups. *

14 Respondents provided very differing views on the relationship between
the blended profile requirement. Some felt that the blended profile was an
advantage for designated group members since it meant hires would be at
entry level. Others hypothesized that because of the greater time
requirements it demands, combined with the continued emphasison
research for promotion, this would adversely affect designated group
members who are more likely to be among the newer faculty. Obvioudy
more research is needed to determine if thereis any impact on equity
hiring and retention.
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e How equity shoul d be defi ned.

e Whether O SE/UT should or should not hire its own
graduates directly (right after they graduate).

e Whether hiring O SE/UT graduates has a
positive/ negative/no effect on equity hiring.

e Wich are powerful conmmttees and those that are
perceived as “grunt” conmttees — what are
denogr aphi cs of nenbershi p*®

e \Were departnents or scholarly areas need
di versity:

- Gender (indicate if need nore nen or
wonen)

- Race (indicate if need nore Aboriginal
peopl e, people of colour or whites)

- Disability status

- Age (specify)

- Soci o-econom ¢ status (specify)

- Second | anguage skills (specify)

- Recent imm grant experience

e Whether nost visible mnorities are working in
equity studies.

e \Whet her nost Aboriginal faculty research in
Abori gi nal issues.

e Whet her nbst wonen faculty research in equity
ar eas.

> Some of my respondents hypothesized that women and other designated
group members are placed on less powerful committees and are on more
committees.
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Whet her working in school systens outside of Canada
or in another |anguage is good experience.

Whet her the proportion of wonen faculty has
| ncr eased/ decreased/ stayed the sanme since the
nmer ger .

Whet her candi dates who research in equity areas are
gi ven the sane consideration as those who research
I n core areas.

Whet her the student bodies (Masters, Ph.D., Pre-
service) are diverse in terns of disability status,
gender, and race.

Whet her the way a discipline is defined can create
hiring barriers for those not researching in core
ar eas.

Whet her hiring depends nore on “who” one knows,
rat her than “what” one knows.

Whet her Associ ate Deans should be the Dean’s
desi gnate on search commttees or would a specific,
non-voting, equity representative be better.

Whet her O SE/ UT shoul d invol ve students, research
staff and other staff in hiring decisions and
soneti nes external communities; e.g., in Aboriginal
hiring used community el ders.

Whet her search conmittees or departnents are best
able to make hiring reconmmendati ons.

A series of questions to nmake explicit what is seen
as the appropriate O SE/UT type (e.g., sone
respondents believe faculty need to be tough to
survive).

62



e Whether international searches facilitate equity
hi res of
= Abori gi nal peopl e
= Peopl e of colour (mght want to break into main
groups —Asi an, Black and East |ndian and ot hers)
= Persons with disabilities
= Wonen

e Whet her there are any denographic characteristics
that are best suited for teaching in graduate or
pre-service prograns.

e Assessnent of general climte issues, e.g.,
har assnment .

e Assessnent of designated groups in positions of
aut hority.

Retention of new hires

Faculty hiring is the focus of this report. However,
retention is the ultimate goal of any hiring process.
Four issues related to retention are discussed; sone
require inplenmentation i nmediately upon hire while

ot hers are on- goi ng.
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13. Assessnent of fairness in hiring offers should be
exam ned each year
H ring offers should be exam ned to ensure that rank,
salary and other terns and conditions of enpl oynent
are not adversely inpacting on any group. The
criteria for such ternms and conditions of enpl oynent
need to be nmade explicit. Ofers can be conpared
each year to ensure fairness and tracked over a
period of tine to ensure there is no unintended
underlying bias. This recommendation can benefit all
new hires not just designated group nenbers.

14. Devel op an O SE/ UT-wi de orientation

Orientation can contribute to retention. Orientation
to scholarly area, departnent, O SE/UT, University of
Toronto, other universities and the city of Toronto
coul d each be relevant for sone new hires. (Those
who attended O SE/UT or other Toronto schools or who
are from Toronto woul d have different needs than
those who did not.) CQobviously, orientation can be
beneficial to all new hires who can | earn sonet hi ng
fromit; it may be nore critical for designated group
menbers because they have been narginali zed.

Typical orientations tend to be dull and their main
acconpl i shnent is information overl oad. It i s best



to ask relatively new faculty what they wanted to
know during their first couple of weeks and their
first nonth at O SE/UT and use that as the basis for
devel opi ng an orientation program

Different kinds of orientation opportunities are
needed. An opportunity for all new faculty to neet
each other and to neet the Adm nistration (Deans,
Departnent Chairs) is needed. For those new to

O SE/ UT, a thorough orientation to the services
(e.g., conputer) is needed. Sone faculties assign an
orientation-coll eague — sonmeone within the sane
departnent who agrees to take a new faculty nenber to
| unch one day each week for the first nonth or so to
answer all the questions that arise. New faculty can
al so be given a list of other faculty nenbers who
have vol unteered to serve as a referral about various
communities found within the university and Toronto
(e.g., disability community, different religious
conmunities, gay and | esbian communities, ethnic
comruni ties). Just providing new faculty with an
opportunity to neet each other can aid their

I ntegration into O SE/ UT.

The goal of the orientation is to be wel com ng

W t hout being patronizing. It nust allow people to
make their own choices -- to be sensitive to
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potential needs of “others” w thout assum ng that

t hey should take advantage of them By asking new
hires each year what el se woul d have hel ped t hem when
t hey begun, the orientation process can constantly

i nprove. In addition, it is inportant to
institutionalize a way to ensure that new faculty
nenbers are periodically asked how O SE/ UT can
support them

I nvol ve the Equity Committee in thinking through ways
to institutionalize good orientation that takes into
account the “otherness” of sone new faculty.

15. Devel op a nmentoring support systemcentrally.
Again, nmentoring, like orientation, is needed by al
new faculty, not just those in the designated groups.
However, it is also likely that sone nenbers of the
desi gnated groups who are serving as pioneers (one of
the first “whatever” in their departnent) could need
addi ti onal nentoring support.

16. Periodically assess fairness in salary, conmttee
appoi ntments, etc.

As the MT study found system c discrimnation is
subtle and is not just a hiring issue. MT found
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t hat seni or wonen who had not felt disadvantaged as
junior faculty, felt they becane nore di sadvant aged
over tine. It is inportant that everyone in the
comunity know that there are institutionalized
mechani sns to ensure that fairness, once achieved ,is
nonitored. It is inportant both to be fair and to be
seen as fair. | nportant terns and conditions of

enpl oynent such as salary need to be periodically
nonitored. A review process should be inplenented so
that every year data on certain terns and conditions
of enploynent are collected. By inplenenting the
reviews on a rotating basis each termor condition of
enpl oynent can be nonitored every three to four
years.

Persons with disabilities

17. Equity Standing Cormmittee, in consultation with
the adm ni stration, should explore the special
| ssues associated with encouraging the hiring of
nore faculty with disabilities.
Persons with disabilities differ fromthe other three
desi gnated groups with respect to hiring. Wile
there are scholars researching in the area of
disabilities (e.g., special education), unlike the
ot her designated groups there is less likely to be

i dentifiable sub-groups of such scholars (conpared to
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a Bl ack Psychol ogi st group within the Anerican
Psychol ogi cal Association, for instance).

There are sone peopl e who, because of their
disability, may be unable to performthe essenti al
duties of a faculty nenber; there are nmany nore
persons with disabilities who are assuned to be
unable to performthe job. Sone such assunptions are
due to a | ack of understanding of the availability of
technical aids. Finally, the need to be able to
procure technical aids for new hires in a tinely
manner can in itself be a barrier which is not faced
by any of the other designated groups.

Thus for a nunber of reasons, the needs of this
designated group differ fromthe others and require
addi ti onal study and reconmendati ons beyond those
provi ded here.

Creating labour supply

18. The Equity Standing Commttee, adm nistration and
others (i.e., adm ssions) should explore creative
ways to increase the supply of designated group
facul ty.

Unli ke many ot her organi zations that are addressing

equity issues, universities have the opportunity to

create their own | abour supply. Sone things are

al ready being done on the adm ssions side to increase
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t he denographic diversity anong students. However,
there are probably a nunber of creative activities
that could be undertaken within O SE/UT, within UofT
and possibly with other Canadi an universities that
have Ph.D. prograns in education. For exanple, could
a post-doctorate exchange be established so that

O SE/ UT graduates coul d get exposure to anot her
university while a post-doc fromthat school is
getting experience at O SE/UT? This would also help
address the issue of schools hiring their own
graduates. How can visible mnorities, and other
desi gnated group nenbers in the school system be

encouraged to go into an academ c career?

Process of making changes

19. Adm nistration and Equity Standing Conmittee
shoul d neet as soon as possible to discuss the
recommendations in this report, particularly
t hose which involve the Equity Standi ng
Commttee, and to set priorities.

The Equity Standing Committee can provide both

knowl edge and human resources that can be used to
address a nunber of equity considerations.

Eventual |y the Equity Coordi nator or the senior

adm ni strator responsible for equity issues wll
coordinate with the Equity Commttee. However, the
Adm ni stration and the Equity Standing Conmttee need
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to cone to agreenent about which recomendati ons they
agree should be undertake, and to prioritize these.
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RECOMMVENDATI ONS AFFECTI NG SPECI FI C SEARCHES
Si xteen reconmendations are nade in this section.

The first one in this section (Recommendati on 20)
provides a framework for all those that follow

Unit of analysis

20. Determ ne equity needs (under-representation)
mﬂthip gach community of scholars that is
recruiting.

O SE/UT is organized into five departnents. However,

searches are really inplenented for a community of

schol ars which may conprise a sub-group wthin a

departnent and/or may cross departnental |ines..

Such a community shares a nore conmon scholarly

Interest (i.e., discipline) than the departnents as a

whole. What | amreferring to as a “scholarly area”

Is the appropriate unit of analysis for nuch of the

t hi nki ng and action on equity issues. For exanple,

the requirenents for a position in Second Language

Education are different than those for positions in

Teacher Devel opnent, though both are in Curriculum

Teaching and Learning. Further, different areas have

different diversity needs. Assunme an area where

approxi mately 40% of the students and 42% of the
faculty are woman, while 20% of students and 5% of
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faculty are visible mnorities. There is an under-
representation'® of visible minority faculty but not
wonen faculty. | amnot recommendi ng that al

searches be targeted only to the group for which
there is greatest under-representation. Rather, | am
recommendi ng that an under-representati on anal ysis be
done within each community of scholars and that this
informthe search. The obligation to nake a strong
attenpt to redress an under-representation wll

affect how the search commttee conducts its search.

The adm ni stration should be responsible for
providing the availability data that is obtainable'.
Before the ad is witten, the representation in each
community of scholars which has a search shoul d be
determ ned and this should be provided to the

adm nistration with a plan for the efforts (e.qg.,
using an Equity Assessor) which will be undertaken in
t he search process.

16 This exampleis being used for illustrative purposes only and not to
suggest that the proportion of sudentsis the measure to use. Rather,
Recommendation 10 speaksto the need for the OISE/UT community to
determine what measures of “availability” are the most appropriate.

" Recommendation 10 discusses potential availability figures used to determine if
under-representation exists.
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Ter m nol ogy box

Smal | nunber and availability data

Usi ng schol arly areas rather than departnents
to assess under-representation wll result in
“scholarly areas” with small nunber of total
faculty. Using percentages on a snall base
has ram fications for interpreting under-
representation. Assune a scholarly area of
seven, one faculty nmenber equals 14% |If the
avail ability percentage is 17% the closest
the representation could be is 14% addi ng
anot her nmenber of the designated group raises
the representation to 28% Thus14% in a
seven person area i s representative, even

t hough availability is 17%

If a search commttee makes a hiring recomrendati on
to the Dean that does not address under-
representation, it nust explain in detail where its

efforts were unsuccessf ul.

In addition to identifying under-representation of
desi gnated groups, scholarly areas may consi der ot her
ki nds of diversity that would be of benefit, e.g.,
second | anguage skills, inmgrant experience.
However, these desirable characteristics can never
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override any under-representation of the designated
groups.

The assessnent of a scholarly area’ s diversity wll
facilitate an answer to a potential question that

m ght be raised in conparing this year’s and | ast
year’ s searches. Last year 70% of the hires were nen
and 90% were whites, which was seen as a probl em
This year, at the tine of witing, ten offers have
been nade; nine to wonen and four to wonen of

colour. There are three positions remaining to be
filled this year; how these are filled could change
the statistics sonmewhat. Still, the vast majority of
hires will be female. |f one assunes it is close to
the 70% of nmen who were hired | ast year, does this
nmean that there is a problenf The questions can be
addressed, not by looking at the hiring statistics in
| sol ation, but by |ooking at the diversity within
each scholarly area. |In sone areas, there is a |lack
of wonen and in others a |lack of nen. One year’s
hiring is not the issue, the diversity wthin each
unit is.

21. Do longer-term planning so searches can be
gr ouped.
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As noted, the next five years is a critical period
for increasing diversity at O SE/UT since a | arge
amount of hiring will occur. Long-term planning
woul d hel p to group searches so that a single
commttee is | ooking for nore than one candi date.
There appears to be an equity advantage (besi des the
obvi ous advant age of decreasing the anmount of tine
requi red of search commttee nenber). This year
there were two searches where nore than one position
was being recruited sinultaneously. In both
commttees there was a sense that a greater diversity
of candi dates was included on the short-list than
woul d have been if there were only one position.

This differs fromthe situation that occurred this
year where a search commttee recommended that two of
Its candi dates be hired since the departnment w ||
have an opening next year. Since this resulted in
the hiring of an additional woman of colour, it is
also a way to help diversify (see Recommendati on 32).

The openness to hiring people at different ranks is
good*®. Some of the long term planning shoul d take
i nto account that O SE/ UT does not want to create the

18 Recommendation 13 speaks to means to ensure that such openness does
not inadvertently introduce any discrimination in terms of rank and salary.
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situation where its denographically diverse faculty
are likely to all retire at about the sane tine.
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22. Hre visiting appointnents and sessional s targeted
to nmenbers of designated groups where there is a
| ow supply of nenbers of designated groups.

Recommendat i on 20 speaks to the need for comrunities
of scholars to identify where there is under-
representation of nmenbers of different designated
groups. The purpose of that recomrendation is to

i dentify where efforts and resources shoul d be put.
It is possible that in a limted nunber of
disciplines there is low availability of faculty in
one or nore of the designated groups. QO SE/UT' s
ability to affect the supply is discussed in
Recomendation 18. Visiting faculty or sessionals
who are nenbers of a designated group can (1) be a
role nodel to students, and (2) provide a different
perspective within the faculty. Qoviously, it is
best to hire designated group nenbers into tenure-
track positions.

Training needs

O SE/ UT nmade use of the resources of the University
of Toronto by having the Status of Wwman O fi cer,
Rona Abranovi tch, conduct a nunber of awareness

sem nars for nenbers of the search commttees. In
addi tion, sonme of the search commttees consulted
with Dr. Abranovitch during the search process. The
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vast mgjority of ny respondents had attended one of
t hese sessions and found them very hel pful. The
sem nars kept equity issues in focus and provi ded a
common | anguage to use in tal king about equity.
Further, the training reinforced, as did the

Associ ate Dean’s responsibility for this issue, that
equity is inportant to O SE/ UT.

Dr. Abranovitch indicated that these sem nars were
not really training but nore sensitization sessions.
Dr. Abranovitch and a nunber of the respondents
agreed that nore advanced training was needed in the
future. Search Conmttee Chairs encouraged
attendance at a session but not everyone was able to
attend.

Sone respondents noted that the students on the
search comm ttees woul d have sone special training
needs because they have not had the sane exposure as
faculty have had, and they have to deal with the
power differential that exists on the commttee.

In the area of enploynent equity and diversity, two
kinds of training typically are needed. One is
awar eness training and the other is skills training.
Skills training would i nvolve ways to consi der non-
traditional careers and research agendas, how to
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determ ne the best way to neasure hiring criteria,
how to weigh information in the deci sion-making
process, how to assess personal information and so
on. The recommendati ons bel ow deal with different
nmeans of delivering the training.

Recommendations

23. Training should be devel oped and delivered to
student representatives on search commttees,
search comm ttees and chairs.

Three training nodul es are needed:

1) Hold a session for all student representatives on
search conmttees (wth attendance by other

students optional) to introduce themto the search

process (e.g., howto read a CV) and fundanent al
equity issues.

2) Have an equity trainer attend a search commttee

neeting early in the search process. By providing

training to each commttee it can be tailored to
the specific needs of the search, i.e., the

di versity needs of the conmunity of schol ars and
the hiring criteria.

79



3) Provide equity training for all departnent chairs
and search conmttee chairs, to deal with nore in-
depth issues such as cross-cultural communication
and cross-cultural conflict resolution. D versity
can create tensions. Such tensions can be lead to
creative or destructive outcones, depending on how
they are handled. It is unfair to ask chairs to be
experienced in skill areas where the organization
has not provided themw th skills training.

4) Training for Equity Assessors (see Recommendati on
26) .

Search committees

24. Start search processes earlier.

Search commttees need to start their work in enough
time before the ads are placed so they will have tine
to formulate qualifications and deci de how they wil |
“measure” them They will also need to discuss how
any under-representation within their conmunity of
scholars wll affect the search process.

Sone respondents expressed concerns about the
advertisenents. It was felt they should be clearer
with respect to qualifications. Involving the search
commttee early to think about how the criteria can
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actually be assessed will allow the criteria to be
clearer in the ad. Discussion later in the search
process about exactly what qualifications nean wll
not be needed.

25. The conposition of search commttee shoul d
reflect the diversity of O SE/UT where possi bl e.

Search conmttees are conprised of those with

di fferent perspectives, those within and outside the
departnent, for instance. Were possible,
denographic diversity should be reflected. However,
this should not be done where it places a

di sproportionate burden on nenbers of one or nore of
t he designated groups. O her nechani snms to encourage
diversity can be used, sone of which are covered in
Recommendat i ons 34. Al'l search comm ttee nenbers
shoul d be receptive to diversity as a val ue of

O SE/ UT.

26. Use Equity Assessors on search commttees where
under -representati on exi sts.

Currently Associ ate Deans have been asked to be
formally responsible for raising equity issues on the
search commttees. This has a nunber of advantages:
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e Equity is signaled as inportant since it is given
an organi zationally authoritative voi ce.

e Associate Deans will be on search commttees for
ot her reasons so it neans one | ess person to
coordi nate in scheduling neetings.

On the down side, it is asking those who hold a
certain position to have knowl edge and skills in an
area that was not one on which they were selected in
the first place. |In addition, the Associ ate Deans
are being asked to represent a nunber of other issues
(e.g., pre-service) in addition to equity.

| want to be very clear that nmy recommendation to
change the process has nothing to do with the success
of the current incunbents in the Associ ate Dean
positions. Rather, | am concerned, as noted earlier,
with institutionalizing processes so that they are

I ndependent of current incunbents.

First, consistent with Recommendati on 20 that
scholarly areas be the basis of determning diversity
needs, it follows that all search commttees do not
have the sane equity assessor needs. Based on each
area’s diversity assessnent, one of the follow ng
shoul d be assigned the role of equity assessor:
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¢ A faculty nenber who is outside the community of
schol ars, and who is know edgeabl e about equity
| ssues. There are nunerous faculty nmenbers who
are conducting research and teaching in areas
related to one or nore of the designated groups
or on issues related to equity (e.g., anti-
racism). The Dean and the Equity Commttee
shoul d work together to identify those who are
able and willing to serve in this role on faculty
search commttees. These individuals m ght be on
the Equity Comm ttee but do not have to be.

¢ Equity Coordi nator could serve as a non-voting
menber on search conm ttees.

¢ Associ ate Dean where a scholarly area is fully
representative on all four designated groups.
The Associ ate Dean woul d be charged with ensuring
that all procedures continue to be consistent
with equity and fairness principles.

Those serving as Equity Assessors shoul d be:

e Soneone from outside the community of schol ars
since they need to be in a position to chall enge
t he process

e Soneone who is seen as inpartial (e.g., with
respect to candidates, hiring O SE/ UT graduates)
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e Seen as a clear thinker on equity issues

e Trained on both process and content of being an
equity assessor

The equity assessors should regularly get together,
e.g., before, during, and after the search process.
Via the Equity Coordi nator, they should share the
| essons | earned with the O SE/UT comunity. |If there
appears to be an area of where know edge is | acking,
training should be arranged. All those involved need
process skills to raise equity issues w thout naking
It divisive. 1In areas that have the greatest
diversity needs, the equity assessor needs to bring
t he nost know edge and the fewest other agenda itens
with her/him The assessor needs the foll ow ng
skills and abilities:

e Awareness of subtle power issues;

e Ability to call attention to what has been said
but not attended to;

e Ability to keep criteria in m nd;

e Ability to get behind stereotypes or
general i zations to behavi ors;

e Ability to dissect the discourse that is taking
pl ace;

e Ability to re-frame di scussion at tines;



e Ability to introduce new i deas and/ or chall enge
t he m ndset; and

e Ability to serve as a positive role Model.

27. Ensure student nenbers of search commttees are
not put into conflictual situations.

The role of students on search conmmttees is an

| nportant one. Students, however, are put into a
chall enging situation since there will always be a
power i nbal ance. Many search commttee chairs are
very sensitive to the ways to include student input.
However, sone pre-service students have been put into
the situation of being told to be at a presentation
at the sane time as their practicum?® It is vital

t hat students’ needs are respected and protected
whil e they serve on comm ttees.

¥ One committee videotaped the candidate’ s presentation so that students
with such conflicts, and others, could watch it at another time.
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Criteria development

28. Develop criteria which will be used in the search
and determ ne how each qualification will be
measur ed.

The ability to devel op neasurenent of hiring criteria
Is one reason it is recomended that the search
process begin earlier (Reconmendation 24). Even if

t he search process does not begin earlier, it is

| nportant for search commttees to clearly think

t hrough how they will assess the qualifications they
are looking for. |If commttees do this before the
equity training (Recomendation 23), the equity
trainer can help the conmttee think about any
potential cultural bias in their selection criteria.

Each comm ttee needs to discuss how publications wll
be evaluated. As noted, those whose scholarship is
in equity areas tend not be “core” to many of the

di sciplines within education. Wat does this nean in
ternms of how candi dates’ scholarship will be judged?
Is it the quality of the research or the topic
researched that is nost inportant? 1Is it the
conpatibility with research interests of current
faculty or new interests that is val ued?

The commttee should al so nake explicit what it is
| ooking for in ternms of “fit”. The concept of “fit”
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I s judged, along with technical conpetence, in
determ ning whomto hire. Cultural differences, be
these due to a disability, gender, or race (including
Aboriginal ancestry), may subtly affect judgenents
about fit. For instance, there are different

cultural “rules” about when it is appropriate to nmake
eye contact which can | ead to m s-understandi ngs
between those with different cultural rules. Sone
respondents told me that faculty needed to be
aggressive to survive O SE/ UT students and ot her
faculty; assumng this is true, how does the
commttee assess, not aggression, but the ability to
“survive” at O SE/ UT? By maki ng expectations explicit
around “fit” issues, it is easier for the search
commttee to understand and effectively eval uate
their reactions to candi dates.

Recruitment

29. Institutionalize outreach recruitnent as nuch as
possi bl e.
Qutreach recruiting should be systematized to as
great an extent as possible, so that it is
automatically activated whenever there is a search.
Equity Commttee nenbers, faculty nenbers and ot hers
shoul d be contacted to obtain nanmes and addresses of
organi zations and individuals who are likely to be
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good sources for referrals of designated group
candi dat es.
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Ter m nol ogy box

Qutreach recruitnent
In addition to traditional recruitnment sources,
the ability to increase equity hiring depends
on additional sources, which are likely to
reach nmenbers of designated groups. Since
menbers of the designated groups are different,
their networks are often different to sone
extent. Equity candi dates who hear about job
openi ngs through traditional sources and those
directed at equity nmenbers can feel nore
confortable that they are truly encouraged to

apply.

Such sources may include individual faculty who wite
In equity areas or organi zati ons such as equity sub-
groups wi thin academ c organi zations. Extra effort
needs to be nmade to identify potential sources of
persons with disabilities (see Reconmendation 17).

Once such a list is conpiled, ads need to be
automatically sent to these sources; this
responsibility woul d be under-taken by the Equity
Coordi nator or the person in charge of placing the
ads. The list needs to be up-dated periodically
(every three years or so) to ensure its continued

usef ul ness.
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In addition, where an under-representation exists,
the search comm ttee should at the begi nning of the
search process, contact the numerous nenbers of the
O SE/ UT faculty who have contacts and networ ks anpong
the rel evant equity communities.

30. Include in the ads a better encouragenent of
equity and diversity.

Currently the ads say, “In accordance with its

Enpl oynent Equity Policy, the University of Toronto

encour ages applications fromqualified wonan and nen,

nmenbers of visible mnorities, aboriginal peoples,

and persons with disabilities.” A respondent noted

that a nore wel com ng statenment had been used in the

previ ous year.

The Equity Standing Commttee, in consultation with
the adm nistration, should wite a nore encouragi ng
statenent that incorporates the ideas that al

candi dates are expected to be supportive of

di versity. Consideration should be given to whether
there should be a single statenent used in all ads,
or if nore specific statenents should be used to
reflect the particular diversity needs of the
community of scholars. In no case, however, would

90



any statenent inply that nenbers of certain groups
shoul d not apply.

Decision-making

31. Make the decision-making process explicit and
revi ew deci sions invol ving desi gnated group
menbers.

Search conm ttees nmake deci sions. They decide who
makes the short-list and who is recomended for hire.
Where an under-representation exists, commttees can
aid their decision-nmaking by making explicit what a
“good” candidate | ooks like. Such a profile is not
used as a tenplate for judging candidates. Rather it
hel ps the conm ttee chal |l enge their custonary
assessnent. For exanple, the profile of a “good”
candi date m ght be soneone who has gotten all their
degrees in education. Wiy is this assuned to be
good? |If the answer is “because they are conmtted
to the field”, this allows a discussion of other ways
“commtnment to the field” mght be denonstrat ed.

It is inportant to nake the deci sion-naki ng process
consci ous throughout process so it can be
“challenged”. In this case, challenge refers to the
process the search commttee uses to ensure that it
Is consistently applying its decision criteria. It
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Is particularly hel pful to give designated group
candi dates a second | ook or “doubl e-check” to ensure
that critical aspect of each criterion (substance) is
bei ng assessed rather than an aspect of style.

32. Allow nore than one person to be hired froma
search if it will add to an inportant denographic
diversity need within the scholarly area.

As was done this year in the Sociology and Equity

St udi es search, allow the hiring of an additional
candi date where the search commttee identifies a
candi date who adds an inportant denographic
diversity, if the departnent will have an opening in
t he next year or two.

Links within OISE/UT, University of Toronto and City

of Toronto

33. Help candidates nake links to others wthin
O SE/UT and the University of Toronto.

Candi dates who cone to make a presentation shoul d be
encouraged to neet or at |east |earn about others in
O SE/UT and/or the University of Toronto whose
research and teaching interests match their own. For
desi gnated group candi dates who are being asked to be
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“pioneers” (one of the first nmenbers of their group
in the departnment), this can be especially hel pful
when they do not see anyone else like themw thin the
departnment. Menbers of the Equity Standing
Committee, other faculty within O SE/UT and the
various equity offices at the U of T should be able
to help with the necessary networKki ng.

34. Pronote City of Toronto's diversity.

A suggestion that wll help non-traditional

candi dates can al so be expanded to help nore typical
recruits. Toronto is a very “nulti-everything” city.
Candi dates who are unfamliar with the city can be
provided with a listing of various comunity
resources. This list would include ethnic and raci al
comunities (e.g., Aboriginal, Chinese and

Ukrai nian), religious organi zations, gay and | esbhi an
organi zations, etc. Candidates should be encouraged
to make contact with rel evant comrunities before they
arrive and should be encouraged to spend sone tine
getting to know the rel evant aspects of the city.

It is very inportant not to assune what a candi date

wants to know but to make all the naterial avail able

to everyone.
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Follow-up

Two of the search conmttees identified candi dates of
col our who were considered to have good potential by
those wwth whom | talked . One candi date was not

hi red because she was considered not yet ready, but
could be in three or four years. A candidate from
anot her search was perceived to be outstandi ng but

| nappropriate for the particular position. At
present, these candidates could “fall through the
cracks” rather than becone future O SE/UT faculty.

35. Devel op a nmechanismto track designated group
menbers and ot her potential “stars” identified in
sear ches.

As searches are conpleted, the Equity Coordi nator
coul d ask each chair if there are any candi dates with
whom O SE/ UT shoul d keep in contact. The Equity
Coordi nat or would work with departnent chairs and
faculty nmenbers to encourage contact. This could
take the formof getting together at conferences,
provi di ng feedback on draft papers or just staying in
contact by e-nmail. Qbviously no prom ses would be
made regarding the certainty of future enpl oynent.
The purpose is to naintain a link so that if the
candi date continues to show potential and if there is
a rel evant vacancy, the candidate will have positive
feel i ngs about O SE/ UT
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CONCLUSI ON

O SE/UT is |looking for ways to inprove its faculty
hiring process. The willingness to do so shows an
under standi ng that any barriers are an organi zati onal
| ssue requiring organizational solutions. In many
organi zations the “problenf is seen as resting with
desi gnated group nenbers, e.g., there is no supply,
they are not qualified. Virtually all the
respondents | spoke with (not a random sanpl e) see
that O SE/UT has a problem of not having enough of at
| east sone of the designhated groups on the faculty.

Thirty-five recomrendations are provided in this
report. Various ones should aid different searches.
One key finding is that different scholarly areas
have di fferent needs when it cones to equity and

I ncreasing their desired diversity. Each search
comm ttee should incorporate the recomendations that
are nost appropriate to it. The majority of the
recommendations are O SE/UT-wide in scope. It is
essential to institutionalize processes and practices
that facilitate total fairness in hiring.

A few respondents noted that an equity perspective

makes them feel guilty until proven innocent. Equity
work is not about guilt or innocence but about change
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-- inproving the hiring processes so that they work
better for all enpl oyees.
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APPENDI X A

| NTERVI EW QUESTI ONS

12 February, 1999
Questions for search conmttees

1.

2.

VWhat is done to identify candi dates?

How effective is this at including DG nenbers in
t he pool ?

. What special efforts, if any, are needed to ensure

inclusivity in the pool of candi dates?

.How is search commttee constituted?
.What are criteria for selection of candi dates?
. How are criteria set?

.What are the primary qualifications needed for

faculty in this search?

.What is the relationship between pre-service and

graduat e program needs?

.How is informati on used to assess criteria?

CV: \Were obtain degree
Who study with
Di ssertation topic
Publ i cati ons
How val uable is research in DG area?
How i nportant is Canadi an experience in school
syst enf
How i nportant is North Anerican experience in
school systen?
How i nportant is experience in school system
where English is spoken?
Ref er ences
I ntervi ews
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Present ati on
& her

10. How are above weighted in terns of inportance of
i nformation to decision?

11. Is there a typical “pattern” found on resunes for

candi dates in your discipline? If yes, what is
it?

12. \What distingui shes candi dates who nake the short-
list fromthose who do not?

13. How are criteria assessed via
I nt ervi ews/ presentation?

14. How is input obtained fromthose not on the
search conm ttee?

15. What is the decision-making process like within
the search commttee to determne to whomto offer
t he j ob?

16. How are new faculty nmenbers integrated into the
faculty?

17. \What are the issues related to increasing
representation of three designated groups in
O SE/ UT faculty?

18. What shoul d/could be done differently to increase
representation?

19. What are the positive features of having a nore
di verse faculty?

20. What are the negative features about a nore
di verse faculty?
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21. What if anything, can be |l earned fromthe
experi ence of increasing the representation of
wonen?
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APPENDI X B

MATERI AL FOR EDUCATI ON SESSI ONS ON
EQUI TY | SSUES

Educational material on four topics is provided,
t hese topics are:
e Enpl oynent equity

D fference between enpl oynent equity and
diversity
Myth of the nost qualified

Cultural literacy

The first, Enploynent Equity (EE), describes sone of
t he basics conponents of enploynent equity and the
second section conpares EE to diversity. The Myth of
the Most Qualified is useful for discussion of equity
and excellence. Cultural literacy is a skil

required for working with people fromdifferent
cultures. “Cultures” is used here in its broadest
sense and can refer to ethnic/racial differences,
gender differences, religious differences, discipline
di fferences and so on.
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EMPLOYMENT EQUI TY?°

What is enploynent equity?

Enpl oynent equity (EE) is a set of activities
designed to ensure that an organi zation has equality
for all its enployees in all aspects of enpl oynent
such as recruiting, hiring, conpensation, training,
and so on. The goal of enploynent equity is to have
organi zati ons' workforces mrror or reflect the
conposition the | abour market from which each
recruits; for enploynment policies and practices to
work well for all enployees; and for all to be able
to progress to the full extent of their ability

(gi ven opportunities).

Whay is enpl oynent equity needed?

EE i s needed to renpbve systemc discrimnation to
ensure that those who have traditionally been

di sadvant aged are no | onger di sadvant aged.

The groups which are seen as di sadvantaged are
referred to as designated groups or target groups;
t hey i ncl ude:

0] Worren

0 Abori gi nal peoples or First Nations People

o] Persons with disabilities, and

0 Visible or racial mnorities.

Enpl oynent equity is not about giving these groups an
advantage, but to provide themw th their fair share
of enpl oynent opportunities by overcomng the effects
of past and presentation discrimnation.

2 Source; excerpt from Employment Equity: Making It Work by Nan
Weiner, Toronto: Butterworths, 1993.
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What is systemi c discrimnation?

Systemc discrimnation is a particul ar kind of
discrimnation. It differs fromthe comobn perception
of discrimnation. The nore comon kind of
discrimnation is referred to as direct or

I ntentional discrimnation. Defining systemc
discrimnation is easier by contrasting it to direct
discrimnation. Direct discrimnation is typically
presunmed to involve the behaviour of a bigoted or
prejudi ced individual. Such a person, it is
bel i eved, knowi ngly and intentionally discrimnates
agai nst others. Sonetinmes such discrimnation is
clearly neant to do sonmeone harm-- "I wll not hire
Abori gi nal peopl e because | do not want them around.”
Sonetines the discrimnation is notivated by concern
-- == "1 wll not hire wonen because they are |ikely
to get hurt doing the heavy lifting required.”

Ei t her kind of behaviour is discrimnatory because a
decision is being made for an individual, which is
not based on characteristics of personal skill.

Rat her, such deci sions are based on the presuned
characteristics of a group to which the individual
bel ongs. Enploynent equity addresses direct and
system c discrimnation. Systemc discrimnation is
nore pervasive than direct discrimnation.

Systemic discrimnation is unintentional; it is not
typically a conscious decision to discrimnate. In
fact, systemc discrimnation tends to occur though
the normal operation of enploynent practices, polices
and systens which are often subtle the way they
discrimnate. The systens which may systemcally

di scrimnate include recruitnent, selection,
conpensation, training and ot her enploynent systens.
These systens are designed to acconplish sone
objective -- to recruit, to identify the nost
qualified person, to pay people fairly, and so on.
They di scri m nate because they adversely effect one
or nore the of designated groups. For exanple, one
comunity college found that its educati onal
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assi stance program wor ked agai nst wonen in | ower paid
jobs -- unintentionally. The program was desi gned

| i ke nost: enpl oyees could take any course they
want ed and they woul d be rei nbursed upon successf ul
conpl etion of the course. The problemwas that many
of the wonen in |ower paid jobs could not manage the
cash flow of paying for a course ahead of tine and
bei ng rei nbursed nonths later. So a program which
was designed to hel p enpl oyees devel op and nove up
within the organi zati on was adversely affecting one
of the groups it was specifically designed to help.

How does systemic discrimnation differ fromdirect

di scrim nation?

The difference between direct and systemc
discrimnation is outlined in Chart B-1 on the next
page. Wth direct discrimnation there tends to be a
specific event which is discrimnatory -- for

exanpl e, the decision not to hire a black person; not
to pronbte a di sabl ed person; not to pay a wonan the
sane as a man with the sane qualifications; or not to
send an Aborigi nal person to a supervisory training
program This event is usually seen as an
aberration, not the normal way of doing things.
Systemc discrimnation results fromthe on-going
operation of established procedures and systens.

None of these systens were designed to discrimnate.
System ¢ discrimnation occurs when sone aspects of
enpl oynent systens unintentionally adversely inpacts
agai nst one or nore of the designated groups.

Systemic discrimnation is often subtle.
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CHART B-1

COVPARI SON BETWEEN DI RECT
AND SYSTEM C DI SCRI M NATI ON

DI RECT

SYSTEM C

Vi ew of discrinination

Exceptional or aberrant

i nci dent.

System c discrimnation results
fromthe operation of a policy,
procedure or systens which is
designed to serve the

organi zati on but which in
addition to its intended purpose
has an uni ntentional adverse

i mpact on (discrimnations

agai nst) wonen, Aborigina

Peopl es, Persons with
Disabilities and/or Visible

M norities.

Awar eness of

di scrimnation

Di scrimnation is known or

Subtle and difficult to see

suspected. Conplaint can be unl ess looking for it.
filed.
Scope of renedy
Purpose of renedy is to "make Usual Iy nore than one possible
one whole." way to change systen(s).

Liability tinmeframe

Liability begins at time of
conpl ai nt .

Retroactivity is often
required.

A reasonabl e period to correct
the system(s) is needed. Renedy
of ten phased-in.

Orientation of

r enedy

Renedy | ooks to past.

Renedy | ooks to future.

Appr oach

Ri nt - based approach

Pro-active, problem solving
approach is best.

Still |earning about how system c
di scrim nation operates

| ssue of guilt

Bl anme is rel evant.

Typically inpersonal and
unintentional; issue of blame is
irrel evant.
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The on-going process to renedy systenmc
discrimnation in enploynent is enploynent equity
(EE). EE involves |ooking for enploynent barriers
whi ch are systemcally discrimnating and correcting
them It does not nean waiting for a conplaint to
see if there is a problem Rather, enploynent equity
IS pro-active.

A final difference between direct discrimnation and
system ¢ discrimnation concerns the issue of blane.
Because direct discrimnation is about conscious,
del i berate behaviours there is the issue of guilt.
Blame and guilt are irrel evant when addressing
system c discrimnation. Systens were designed for a
particul ar purpose, not to discrimnate. The fact
that they do discrimnate, neans that there is an
obligation to correct such discrimnation as quickly
as possible once it is recognized. In doing

enpl oynent equity one is saying "we can see a better
way to do things", rather than saying "we have nake a
m stake." For instance, one does not feel guilty
when a better way is found to market a product or
service, to train sales people, or to structure the
organi zation. The sane can be said about doing

enpl oynent equity. It involves finding a better way
-- one which does not adversely affect certain groups
-- First Nations Peoples, persons with disabilities,
racial mnorities and wonen. Another way to say this
Is that systens nust work for all people in the

| abour force: nen and wonen; whites and raci al
mnorities and Abori gi nal Peopl es; people who are

abl e- bodi ed and peopl e who are di sabl ed.

An inmportant simlarity between dealing with direct
and system c discrimnation is that the issue of
intent is not of relevance in either kind of
discrimnation. The Suprenme Court of Canada has
ruled that it is the effect, not intent, which
defines a practice as discrimnatory.
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Wiy are, Aboriginal Peoples, persons with
disabilities, racial mnorities and wonen targeted
for enploynent equity consideration?

These four groups are di sadvantaged in terns of
enpl oynent. Enpl oynment equity is concerned about
group rights. That is, the groups as a whole are
di sadvantaged in terns of:

* higher levels of unenploynent and under -

enpl oynent ,

e |ower pay for equal qualifications, and

e |ower of participation in positions of authority
(e.g., managenent).

What exactly does enploynent equity involve?

A wide range of activities are part of enploynent
equity -- everything fromputting four bricks under a
desk so that it will accommbdate a person using a
wheel chair to establishing an on-site day care
centre. Anything that helps identify and renove

enpl oynent barriers for the designated groups

It is inmportant to renenber that while the ultimate
goal of enploynent equity is to have a representative
wor kf orce, there are still many enpl oynent equity
activities which can (and shoul d) be done even though
your organization is not hiring. For exanple, one
maj or enploynent equity activity is to ensure that
job requirenments and qualifications are totally job
related. Reviewng job qualifications is best done
when the organization is not hiring. Wen there is a
vacant position there is pressure to fill it as

qui ckly as possible; a careful review (and
guestioning) of the job requirenents will slow down

t he process. Review ng job requirenents nonths
before any possible hiring is likely to result is a
nore thorough assessnent of all the possible ways
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future enpl oyees could obtain the qualifications they
need to do the job.

What are the steps involved in doing enpl oynent
equity?

Wil e many activities can be part of overcom ng
system ¢ discrimnation, enploynent equity should be
carried out as a program A set of steps for

achi eving enpl oynent equity are:

1. Organi zational Preparation
a. Commi t nent
b. Conmuni cati on
c. Accountability

2. Data collection and anal ysi s
a. Data collection and anal ysis of the
organi zation's current workforce in terns of
desi gnated group nenbers
b. Systens review

3. I npl enentation
a. Setting goals and tinetables
b. Speci al neasures

4. Monitoring and eval uating

Enpl oynent equity says that the status quo is not
fair to everyone one and so there nust be changes.

It is based on the prem se that the status quo

I nvol ves making certain kinds of mstakes -- this is
the |l oss of tal ented designated group nenbers.
Further, enploynent equity is based on the principles
t hat :

o Equality does not nean treating everyone the
sane.
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o Notions of equity evolve as nore is |earned
about how certain groups are di sadvant aged.

o For a period of tinme, there is a need to
explicitly focus on characteristics (e.g., race
and gender) which should not influence
enpl oynent deci si ons, but which do.

o The goal of a representative workforce assunes
that talent is found anong all kinds of people,
but our pre-set notions prevent us from seeing
it.

o Those who have nust share with those who do not.

What are the benefits of enploynent equity?
Wi |l e enpl oynment equity will require some bl ood,
sweat and tears it also is likely to have the

foll owi ng benefits:

o Inproved human resource policies and
practices.

0 Access to a broader pool of qualified
candi dates for jobs.

o Creativity which conmes fromdiversity.

0 Reduced risk of legal action from unintended
di scrimnatory practices.

o0 Know ng the organization is operating in a
fair and equitabl e manner.
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DI FFERENCE BETWEEN EMPLOYMENT EQUI TY AND DI VERSI TY

Enpl oynent equity (EE) and diversity are sonetines
used interchangeably and sonetinmes di stinguish two

di fferent approaches to equity work.

contracts the two.

The chart bel ow

Conpari son between diversity and EE

EE Diversity
Coverage |Four designated Al relevant differences
groups
Motivati o |Legi slation Vol untary — see business case (i.e.
n mar ket share (custoners), gl obaliza-
tion, and | abour supply)
bj ective |Representative Inclusivity (i.e., productivity,
S wor kf orce and creativity and flexibility)
enpl oynment systens
whi ch work for al
enpl oyees
Techni que |Creative Techni ques of organi zati onal change so
s and initiatives to corporate culture is
st eps overcome barriers Accepting of differences and uses them

whi ch cause under -
representation

1. Workforce
anal ysi s

2. Enpl oynent
Systens Revi ew
Witten
policies
Act ual
practices
Cor por at e
culture
3. Measures
Supportive

Speci al / positive
Accommodat i on

to increase creativity and flexibility.
Have to overcone organi zational need for
"predictability"

Cultural literacy

* Recogni ze cul tural
need to read them

e Learn to read one's own culture.

* Realize that cannot interpret another
culture in terns of one's own.

* Learn to interpret "other-culture"
behavi our for what it is.

di fferences exist &
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MYTH OF THE MOST QUALI FI ED*

Enpl oynment equity chal | enges organi zati ons to assess
what is neant by the concept "the nost qualified."™
First, it should be recognized that "nost qualified"
does not nean the best person in the whole world for
this job. Rather, it means the person whomthose
maki ng the hiring decision perceive to be the best
person from anong those who applied and whose tal ent
Is recognized. In other words, if the truly "nost
qual i fied" person does not apply or if that person is
not perceived to be the best qualified then true
talent is being mssed.

Many peopl e are concerned that there is a conflict
bet ween qualifications and the hiring of designated
group nenbers. Many people seemto assune that

enpl oynent equity is the antithesis of hiring
qualified persons. This reaction is based on the
foll owi ng three assunptions:

e Merit is the only determinant in a hiring
deci si on.

e |If designated group nenbers were qualified they
woul d be hired and pronoted w thout enpl oynent
equity.

e The nost qualified person can be identified and
such identification is independent of race,
gender, or perceptions of physical or nental
disability (beyond what is actually required to
do a job).
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Wth these assunption in mnd, an exam nation of how
job candi dates are evaluated is in order. Potenti al
enpl oyees are typically judged on three criteria:

1. Task capability (nmerit, job-related
gual i fications)

2. Organi zational citizenship

3. Organizational fit

Task capability relates to ability, talent,

knowl edge, and skills. The ability to do the
techni cal aspects of the job. A truck driver mnust
know how to drive a truck and all the rules of the
road. A secretary nust know word-processi ng and how
to set up letters, tables, reports, etc. But the
term"nost qualified" is not based solely on task
conpetence. The second criteria neasures whether or
not the candidate is perceived to be a good

organi zational citizen. No job description spells
out everything that is expected of enployees. It is
under st ood that everyone is expected to cone to work
when schedul ed, to be concerned about safety, to
handl e equi pnent appropriately, to call in when sick,
to be civil to others, etc. |In addition, an enpl oyee
I s expected to cooperate and, to give freely of their
| deas. Sonetinmes an organization wll trade-off
techni cal conpetence for good citizenship. For

I nstance, hiring soneone who is perceived to be
willing to play by the organi zational rules and not
rock the boat. But generally, there is an assunption
t hat technical conpetence is nore inportant.

Organi zational fit is the third criteria. Fit refers
to how simlar or dissimlar candidates are to the
peopl e who are already in the work unit. [If the
candi date "fits in" then everyone is likely to feel
confortable and it is presuned wll get along better
and work well together. Organizational fit is also
related to feelings of trust and shared commtnent to
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the organization. While task conpetence is assessed
formally through the sel ection process, assessnent in
ternms of organizational citizenship and fit are
assessed informally during the interview and through
ot her contacts with candi dates. This assessnent is
of ten based on stereotypes (e.g., "nenbers of this
group are typically late, | bet this person will not
be at work on tine"); or it may sinply be based on
appearance (e.g., "this person does not dress |like

t he other people working here".) Though these
assessnents are less explicit than the assessnent of
task conpetence, they influence the perception as to
who is the "best qualified."

But not even objective neasures of technical
conpetence is judged the sane for nenbers of

desi gnated groups versus those in the mainstream |In
a study conducted in Toronto in 1985, a black and
white applicant applied for the sane jobs adverti sed
in the | ocal papers. The job applicants were in fact
actors. A black and a white female actor applied for
jobs traditionally performed by wonen while nmal e
actors applied for jobs traditionally perfornmed by
nmen. The researchers created equival ent resunes for
each inter-racial pair applying for the sane job. So
the qualifications of the black and white applicant
were the sane. The equally qualified black and white
"applicants" responded to approxi mately 200 jobs ads
by dropping off their resune. The black applicants
found that a third of the tine they were treated
worse than the equivalently qualified white
applicant. Either qualified racial mnority nmenbers
are not perceived so because they do not fit the

| mage of those who typically fill the job, or because
equally qualified individuals of different races are
not judged the sane. Another study focusing on
gender also illustrates this point. Six resunes were
sent to human resource professionals along with a job
description. The human resource professionals were
asked to rank the six candidates in terns of their
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gualifications for the job. Al the human resource
prof essi onal s received identical resunes -- with one
exception. On one resune, sent to half of the

prof essi onal s, one of the candidates first nanme was
"John" while on the identical resune sent to others
the first nane was "Jane". The resunes were
otherwi se identical. Consistently, both fenmal e and
mal e human resource professionals ranked Jane as |ess
qualified than John for the job in question. Since
the qualifications of the two were identical -- the
gender of the applicant is what nade a difference.
This may have been due to vague notions that Jane
woul d not want to travel or would not be as commtted
to her job -- but it could not have been her
gqualifications since they were the sane as John's.

Now let's return to the four assunptions noted at the
begi nning of the article. The first assunption
states that nerit is the only determnant in a hiring
decision. W have seen that other factors such as
assessnent of organizational citizenship and fit can
I nfluence this decision. Further, other factors such
as who one knows play an inportant role in many
organi zations. The second assunption is that if

desi gnated group nenbers have not been hired this is
because they are not qualified. Research studies
show that equally qualified racial mnorities and
wonen are not treated the sane way as whites and nen,
respectively.

The third assunption is that qualifications are

j udged i ndependently of race, gender or perceptions
of physical or nental disability. |In addition to the
research studi es nentioned above, another study has
found that attractiveness does influence assessnent
of fit. This may result in an adverse inpact for
sone persons wth disabilities who do not fit the
traditional notions of attractiveness.
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The fact that a discussion of enploynent equity

I mredi ately |leads to the assunption that designated
group status and qualifications are inconpatible is
initself an enploynent barrier.
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CULTURAL LI TERACY*

Literacy is the ability to read the printed word. It
has been a mark of educated people since witten
| anguage began. Conputer literacy is the ability to

use conputer technology. It has increasingly becone
a sign of being a participant in the 20th century
wor kpl ace. Cultural literacy® is the ability to

"read" differing cultures within today's diverse
wor kpl aces. Just as the ability to read and conputer
|iteracy are essential in nost workplaces, cultural

literacy is becom ng a standard skill requirenent.
But unlike the other two kinds of literacy, the need
to be cultural literate is not well appreciated.

First, there is no tangible object like the printed
page or the conputer software on which one can focus
one's skills or be conscious of the |ack of them

Rat her, cultural literacy requires the "readi ng" of
different groups where often the typically reaction
Is -- "what's wong with them why aren't they
behaving the right way (i.e., like ne)". Professor

Hi ggins' lanment in My Fair Lady -- "Why can't a wonen
be just |like a man" -- cones to mnd. So the very
first step to becomng cultural literate is to

realize that such literacy is needed.

The second step in becomng culturally literate is to
be able to read one's own culture. Reading other
cultures is a process of conparison between one's own
culture and that of others'. It is often difficult
to renmenber that one's culture has nornms for certain
behavi ours unl ess one sees those in other cultures
behaving differently. It is very hard for any group

22 Source: Making Cultura Diversity Work by Nan Weiner, Toronto:
Carswell, 1997

% This concept comes from the anthropologist Edward T. Hall Beyond
Culture, 1976, New York: Anchor Books, page 40.
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to see its own culture. Yet, Canadi ans, nore than
ot her groups, seemto have this problem In
answering the question: "lIs there a Canadi an
culture?" nore than other groups, Canadi an defi ne
thenselves in terns of what they are not -- not
Anericans, British nor French.

When trying to | earn about culture -- one's own or
others' -- it is difficult because one needs to know
how to ask others about their culture and peopl e need
to know how to tal k about their own culture. The
omi - presence of culture nmakes this difficult. What
people in any culture can tell is when soneone has
behaved in a manner counter to their norns. By
listening to "shoul ds" and "don'ts" one | earns about
cultural nornms; by asking for the reasons behind

t hese one can | earn about cultural values. Learning
about culture then requires contrasting it wth other
cultures. The people who can best describe norns are
t hose fromone culture who bunp into the norns of
another culture. Consider eye contact. There are
many cul tural nornms about eye contact and many
negati ve eval uations are nmade about soneone who does
not follow the norns. Not | ooking soneone in the eye
in North Arerica is interpreted as being evasive and
di shonest. However, in sone other cultures | ooking
sonmeone with authority in the eye is disrespectful.
So a common msinterpretation for the culturally
illiterate North American would be to assune

evasi veness when one is being shown respect. To not
m sunder stand one needs to know

e There are norns about eye contact.

e \VWat the norns are in one's own cul ture and
that they can differ in other cultures.

e \What interpretations are nade about people who
do not exhibit the "correct" behavi our.
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Thus cultural literacy is two-fold. First is the
real i zation that our group has a unique culture.

This realization enables us to becone aware that
menbers of other groups have a culture that differs
fromours (thus they are likely to behave differently
in the sanme situation). Second, it allows us to

explore the specific rules of our culture -- the
content. Wth respect to tine, for instance, "how
late is late" is culturally determ ned. |f soneone

Is fifteen mnutes |ate for an appointnent, North
Ameri cans expect an apology. But if sonmeone
apol ogi zes for being a mnute late we think they are
obsessive. In other cultures being a hour late is

| i ke being five mnutes late in North Anmerica and

t hey woul d not apol ogi ze for being a half hour |ate
(this woul d seem obsessive in their culture).

In sunmary, own-culture literacy is how aware we are
of our own rules and ways of doing things. The best
way to "see" one's own culture is to "bunp into"
another culture. Only after we are able to "see" our

own culture can we becone "other culture" literate.
QO her-culture literacy is the ability to read ot her
cultures. | have used the phrase "read ot her

cultures" rather than "know ot her cultures" because
to truly know another culture requires a depth of
knowl edge which nost of us will never acquire in the
wor kpl ace. Further, we cannot be expected to know
all the nornms of other cultures. VWhat we want to do
with cultural literacy is stop using our own culture
to interpret the behaviours of others.

Steps to cultural literacy
The steps involved in becomng culturally literate
ar e:

1. Recognize that different cultures exist and

that there is a need to be able to "read"
t hem
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2. Learn to read one's own culture in order to
contrast it wiwth norns of other cultures.

3. Understand that one cannot interpret another
culture in terns of nornms of one's own
culture
o] t he same behavi our can nean different

things in different cultures, and
o] D fferent behaviours can nean the same
t hi ng.

4, Learn to interpret "other-culture"
behavi our.

Typically when we begin exploring other cultures we
feel lost and inconpetent. W feel that we are

pl aying by a set of rules we do not know. \at we
need to realize is that there are different rules in
different cultures to achieve the sane end and t hat
what we want to avoid is nmaking interpretations of

ot hers' notives which have no basis in that culture's
reality. Motives are, after all, sonething which are
I nsi de anot her person and which we only interpret
fromtheir behaviour. Realizing that we do not
understand i s an advancenent in cultural literacy to
| nposing our culture's interpretati on on soneone

el se's behaviour. The cultural literate generate
hypot hesis rather than interpretations. For exanple:

Ms Chen does not ook ne in the eye when we
talk; | wonder if that is because of
cultural differences and what it means from
her perspective.

rat her than:

Ms Chen does not ook ne in the eye when we
talk, she is a cold-fish.
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In conclusion, it is inpossible to becone ot her-
culture literate without first becom ng own-culture
literate. Until we understand where each culture has
rul es and what ours are, we cannot begin to

under stand how the rules of other cultures differ
fromours. W can never know all the norns of

anot her culture, but can know that there are norms.
Cultural literacy is required of people fromall
cultures, not just the mainstreamculture. All
cultures within the organi zation have to learn to
read each other. For instance, it is just as |likely
that a black and a Italian will m sread each other's
cultures as it is for a Canadian to m sread the bl ack
and Italian cul tures.

Figure B-2 provides a scale for cultural literacy.
As one is able to exhibit the higher nunbered
behaviours one is nore cultural literate. One may be

better able to becone culturally literate in certain
cultures (e.g., age) than in others (e.g., gender).
But becomng culturally literate in any kind of
cultural differences should have sone transference to
under st andi ng the process of interacting with others
fromany culture.

FI GURE B-2
SCALE OF CULTURAL LI TERACY

1. Knows there are cultural differences tied
to gender, age, race, ethnicity, religion,
and so on.

2. Knows that there are differences and that
one's own culture cannot be all good and
others all bad.

3. Begins to separate behaviours from
i nterpretation of behavi our.

120



8.
di fferen

Knows that m sunderstandi ngs can be due to
culture, not personality, but does not know
how to find out about cultural differences.

Accepts differences in speech, dress, etc.
recogni zing that they are style
di fferences, not substantive differences.

Knows that the discovery of aspects of the
other's culture is necessary to interact
effectively.

Feel s confortabl e aski ng questi ons about
other's culture and sharing information
about own cul ture.

Looks for ways to gain synergy from
ces.
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