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Introduction 

 
The Task Force on Employment Equity Law Reform (hereinafter Task Force) was created by the 
YUFA Executive Committee on 24 July 2013. Its members, Amanda Glasbeek, Jan Kainer and 
Jennifer Stephen, were appointed by the Executive Committee and ratified by Stewards Council. 
Sue Levesque, Executive Associate, assisted our work. Lorna Weir agreed to act as the ex officio 
Chair of the Task Force after her term as Equity Officer began on 1 June 2014.   
 
The mandate of the Task Force is as follows:   
 

To consider options for YUFA’s equity policy and develop equity proposals for the next 
round of collective bargaining in response to recent changes in the Employment Equity 
Act language regarding the Federal Contractors’ Program. Such recommendations are to 
be brought to the YUFA Equity Subcommittee (ESC) to inform its work around equity-
related proposals for the next bargaining cycle, as well as for the other equity work within 
its mandate. The ESC will then take recommendations to the Executive, via the Equity 
Officers. It is anticipated the report of the Task Force will be shared with the 
membership. (YUFA Executive Committee Minutes, 24 July 2013)  

Our terms of reference thus have two aspects which we have interpreted as follows:  1) 
bargaining proposals in response to the 2012 amendment to the Employment Equity Act; 2) 
options for YUFA’s equity policy in relation to the 2012-2013 weakening of the Federal 
Contractors Program (FCP). A discussion of the 2012-2013 changes to the federal equity 
landscape, the general context for our work as a Task Force, appears in the next section of this 
Report.  

The Task Force is given the work of interpreting the new equity landscape to YUFA. It does so 
in a context where there is little external labour-side work to rely on.  CAUT is working on 
contract language to address the Harper government’s attack on employment equity, but this is 
still in process. Labour documents did not appear in our online searches. We note that the 2012 
CAUT Memorandum, Destroying the Federal Contractors Program, remains the single best 
publically available source (Appendix 1). There is no standard union strategy on bargaining 
employment equity post-2012, just the good sense of CAUT in pointing out that collective 
agreements are now more important than ever in securing it.    

The Task Force met 3 times over the summer and early fall of 2014. We drew on the research 
of our colleagues at York to help our work: Enakshi Dua (Dua and Bhanji 2012), Carl James 
(2012), Miriam Smith (Grundy and Smith 2012), and Leah Vosko (Vosko 2014).  We asked 
the Employer for, but were unable to obtain, reports under CA Arts. 12.22 (e), (f) and (g).   
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The Task Force also engaged with sources external to York.  Sue Levesque did an online 
document search and set up a Dropbox archive. In June 2014 we contacted CAUT to ask about 
the work of other affiliates in the area of the Task Force’s mandate and to seek CAUT advice 
about bargaining proposals. We are grateful to CAUT staff member Rosa Barker for her 
extensive help. In September 2014 we contacted OCUFA with a question about benchmarks 
for external availability and changes to the Employment Equity Act.  Many thanks for Donna 
Gray for her reply indicating that OCUFA had left these questions to CAUT. The Task Force 
was also able to speak with Daina Z. Green, a senior labour consultant who has worked with 
other CAUT affiliates and non-academic unions on employment equity.  
 
The Task Force actively sought out information pertinent to its mandate.  We were disappointed 
that nothing was forthcoming from the Joint Subcommittee on Employment Equity (JCEE), 
which has not met since 1999. The JCEE is mandated to “discuss issues with respect to the 
requirements of the Federal Contractors Program and the University’s Policy on Employment 
Equity” (Art. 7.08).  As the JCEE has not met for 15 years, the Task Force needed to call a 
meeting with the ER (discussed above) to discover the basic facts on the ground with respect to 
the 2012-2013 legal and regulatory changes affecting the FCP.   
 
Following the first meeting of the Task Force on July 28, Lorna Weir and Jennifer Stephen, 
with the assistance of Penni Stewart, YUFA Chief Steward, met the Employer (ER) on 22 
August, 2014.  Barry Miller and Annette Boodram represented the ER.  YUFA was told that 
the ER had received a letter from the FCP-ESDC in June 2014 informing the University that it 
was no longer a member of the FCP.  Surprised by the content of the letter, the ER fully 
expects to be reinstated in the FCP on appeal as York University currently and in the past has 
had contracts with the federal government in excess of $1million. The ER informed us that it 
fully supported the Affirmative Action elements in the YUFA CA and would continue to hold 
its employment equity system to the standard that obtained prior to the 2012-2013 changes in 
the equity landscape.  The ER committed itself to releasing its Annual Employment Equity 
and Diversity Report as a standing practice. Given the data secrecy that has surrounded York’s 
employment equity system, we greeted this news with happy hearts. The Task Force was 
clearly told that the ER was concerned to go forward with inclusivity and diversity, not to 
renege on Affirmative Action in bargaining.  We concluded that the long hibernation of equity 
had ended.   
 
The 22 August 2014 meeting with the ER underlined that the weakening of employment equity 
enforcement is taking place at the moment when a new form of non-legislated, pro-active equity 
governance is emerging: inclusivity and diversity. We recommend that YUFA respond to the 
present moment in equity defensively in relation to employment equity and imaginatively in 
relation to inclusivity and diversity.  The broadening of equity governance has much to offer the 
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practice of gender equality, an anti-racist university, the inclusion of people with disabilities, 
equally-valued sexualities, and the recognition of Aboriginal peoples, titles and knowledge. 
Given the terms of reference of this Task Force, we have concentrated on the defense of 
employment equity, dealing with the realities of the inclusivity and diversity only insofar as they 
became relevant in the context of our recommendations about the former.  

This Report has six sections: the introduction, the wider context of our work, principles guiding 
our recommendations, recommendation for bargaining, recommendations to YUFA with respect 
to equity policy, and future considerations.      

The Report of the Task Force was approved by the YUFA Equity Subcommittee on 17 
September 2014. 

 

1. The Equity Landscape, 2012-2013   

The federal government established the FCP in 1986 to promote employment equity in non-federally 
regulated organizations with 100 or more workers and which held federal contracts valued over  
$200,000.  York has long been a member of the FCP (although it is not one now - see above), and as 
such was required to create and implement an employment equity plan for all its employees. The York 
employment equity system has gathered information and analyzed data related to the four (4) 
designated groups – women, Aboriginal Peoples, Visible Minorities, and Persons with Disabilities – as 
mandated under the FCP.   
 
Until 2012 the Employment Equity Act required that the regulatory structure of the FCP be 
“substantially equivalent” to the legal standards set by the Employment Equity Act. This 
changed in 2012 with an amendment to the Employment Equity Act (see below), which in 2013 
was followed by new FCP regulations issued by the Minister of Labour.  
 
In 2012 the Harper Government’s amended the Employment Equity Act to change the relation 
between that Act and the Federal Contractors Program. Bill C-38 (the omnibus budget bill) 
modified the Employment Equity Act to read, simply, “the Minister [of Labour] is responsible for 
the FCP (Federal Contractors Program].” In this way the FCP was removed from the jurisdiction 
of the Employment Equity Act and no longer legally required to be “substantially equivalent” to 
the standards set by the Employment Equity Act.  CAUT commented: “This means that the 
Minister [of Labour] can set any standard s/he likes, including no real standard” (Appendix 1).  
 
We understand this delinking of Employment Equity and the Federal Contractors Program, along 
with the general declawing of federal Employment Equity programs, to be part of a larger 
neoliberal attack on labour rights, including removing the state from its role in market regulation.  

3 
 



We further note that these changes are occurring at the same time that pay equity legislation has 
been eviscerated, with the cumulative result that systemic inequities within the labour market 
based on such factors as race, gender, and dis/ability are likely to become more marked, even as 
the division between workers and employers grows greater.  In other words, both employment 
and equity standards are being eroded simultaneously. Thus it is all the more important for 
Unions to ensure that these standards are articulated, defended and, where possible, advanced in 
their collective agreements. 
 
At the same time, these structural changes to the equity landscape offer a possibility for renewal.  
The Federal Contractors Program harnessed the University to a particular Employment Equity 
model that has disproportionately benefited some equity seeking groups (in particular, white 
women) more than others, and which has maintained a quantitative approach to equity that may 
not fully capture how the broad workplace culture may act as a barrier to achieving equity as a 
lived condition.  As a Union, we remain committed to ensuring employment equity.  No longer 
constrained by the FCP and Employment Equity provisions, this is an opportunity to address the 
more general attack on working conditions, and to embrace new measures, and new approaches, 
to achieving employment equity at York University.  Our recommendations are made in this 
spirit. 
 

2. Principles Guiding the Task Force Recommendations 
 
In light of the changes to the Federal Contractors Program, and consequently to the employer’s 
responsibilities to employment equity practices detailed above, we make the following set of 
recommendations, all of which are guided by, and cohere around, 3 principles: 
 
First. No concessions in bargaining.  
 
At a minimum, the requirements set out by the FCP as of February 2012 should remain in place.  
These include the 12 requirements for the employment equity programs of employers, listed 
below: 
 

1) Adopt accountability mechanisms for employment equity and assign a senior 
official. 

2) Communicate to employees regarding employment equity. 
3) Consult and collaborate with bargaining agents and/or employee representatives. 
4) Collect workplace information. 
5) Complete a workforce analysis. 
6) Complete an employment systems review. 
7) Establish short-term and long-term goals. 
8) Adopt measures to remove barriers. 
9) Adopt special measures, positive policies and practices and reasonable 

accommodation measures. 
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10) Adopt monitoring procedures. 
11) Make reasonable efforts and achieve reasonable progress. 
12) Review and revise the employment equity plan. 

 
 
Second.  We see this moment as one of possibility to move beyond the current employment 
equity framework to achieve better results.  We characterize this shift as one from a human rights 
framework, focused on discrimination and exclusion, to a diversity and inclusion framework, 
focused on building an equity infrastructure that is proactive in nature.  The result is a dual 
equity structure: employment equity + inclusion and diversity.  
 
Third.  Consequently, there needs to be a shift from a strictly quantitative approach to a more 
qualitative approach to workplace equity, that includes issues that have received significantly 
less attention to date, including workplace culture (such as everyday racism, Eurocentric 
teaching models, etc.)   
 
 
3. Bargaining Proposals 
 
Proposal 1   Entrenchment of the 2012 Federal Contractors Program Guidelines in the CA 
 
We recommend that the terms of the Federal Contractor’s Program in effect during February 
2012 (see Appendix 2) be carried forward and entrenched in the Collective Agreement in order 
to provide the architecture of employment equity data collection, analysis, and sharing.   
 
Rationale:   
Given the changes to the Federal Contractors Program (FCP) outlined above, we recommend 
ensuring the principles of the FCP at the beginning of 2012 be upheld in the Collective 
Agreement.  The language of the Collective Agreement should be updated to remove 
reference(s) to the FCP where it no longer applies, and may not in future apply.   
 
We note that the following are absent from the July 2013 FCP requirements, but were found in 
the 2012 FCP requirements:   
 

1) Communicate, consult and collaborate with bargaining agents and employee groups 
2) Complete an Employment Systems Review 
3) Adopt measures to remove barriers 
4) Adopt special measures, positive policies and practices and reasonable accommodation 

measures. 
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Proposal 2   Revised Role for the JCEE 

We recommend revising language in Article 7.08 on the role of the Joint Subcommittee on 
Employment Equity (JCEE), a subcommittee of the JCOAA.  The following reference should be 
deleted from the CA’s definition of the JCEEs purpose:  “to discuss issues with respect to the 
requirements of the Federal Contractors Program” as the Minster of Labour is no longer legally 
obligated to regulate the FCP in accordance with employment equity. If the twelve FCP 
requirements are bargained into the CA (see Proposal 1 above), the JCEE shall address them as 
part of its responsibilities.   

The language of the CA on Joint Subcommittee on Employment Equity (JCEE) (Art. 7.08) 
should be revised as follows:  

a) The Joint Subcommittee on Employment Equity will be renamed the Joint Subcommittee on 
Equity and Inclusivity (JCEI); 

 
b) The role of the JCEI will be to oversee and promote equity, nondiscrimination, and 

inclusivity;  
 

c) The JCEI’s powers will be:1  
I. to ensure the twelve requirements of the February 2012 FCP are properly followed and 

implemented in a timely fashion;  
II. to review equity data from governmental and nongovernmental organizations;  

III. to receive and  review all equity reports the Employer submits to the federal and 
provincial governments;  

IV. to review on an ongoing basis employment equity plans at other universities in Canada 
and internationally;  

V. to identify any systemic barriers in recruitment, employment and promotion policies 
together with procedures that have negative effects on equity-seeking groups;  

VI. to advise and make joint decisions on changes to the Employer’s employment equity 
system (inclusive of external availability standards);  

VII. to review and approve all aspects of inclusivity and diversity governance affecting 
YUFA members, including but not limited to training and educational programs, 
annual reporting, and mentoring and network facilitation.  

 
d) The JCEI’s training and educational programming apply to the compliance provisions of the 

Collective Agreement in employment equity and the production and enhancement of a 
broader culture of equity at York.  To ensure equity is respected and enforced, training and 

1 The proposed powers of JCEI in part reproduce those for the Bilateral University-Association 
Employment Equity Committee found in the WLU CA Art. 22.5.1.   
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educational programming in non-discrimination and inclusivity will be undertaken by the 
JCEI with respect to all levels of University governance, including, at a minimum, deans, 
administrators and communication officers;   

 
e) Its membership will consist of three (3) representatives of the Association and three (3) of the 

Employer; at least one representative of the Association will be an Equity Officer as an ex 
officio voting member tasked with reporting to the YUFA Executive Committee; 

 
f) It will be staffed by an ex officio, non-voting Equity and Diversity Coordinator funded by the 

University and approved by the Association to assist the JCEI in fulfilling its work; 

g) An ex officio, non-voting Equity and Diversity Officer will support such projects as the 
members of the JCEI will determine; this Officer will be selected from the YUFA 
membership, approved by the YUFA Executive and ratified by Stewards Council. 
Appropriate compensation in FCEs for this position will be supplied by the ER and approved 
by the YUFA Executive annually.   

See Table 1 (below), for a before-after comparison of the Joint Subcommittee discussed above: 
 
 
 Table 1  Joint Subcommittee on Equity and Inclusivity  
 Before    After   
    
Name                                                                                       Joint Subcommittee on Employment Equity  Joint Subcommittee on Equity and 

Inclusivity 
 

    
Acronym 
  

JCEE JCEI 
 

 

Purpose                                 
 

Discuss issues relating to FCP   and   
University’s Policy on EE          

Oversee and promote equity, 
nondiscrimination and  inclusivity 
+ University’s Policy on EE 

 

 
Composition                            

 
Unclear, but including AA Officer and EE 
Officer, both ex officio  

 
3 YUFA reps (1 an EO) + 3 ER 
reps + ex officio, non-voting 
Equity and Diversity Coordinator 
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Rationale:                                                                                                                                      
Under Art. 7.08 of the YUFA CA, the JCEE is mandated to “discuss issues with respect to the 
requirements of the Federal Contractors Program and the University’s Policy on Employment 
Equity.” Art. 7.08 rests on the assumption that the FCP and employment equity have an intrinsic 
relation which is no longer the case.  The mandate of the JCEI should thus be delinked from the 
FCP.   

In addition to the 2012-2013 changes to the Employment Equity Act and the FCP, YUFA is faced 
with the emergence of inclusivity and diversity as a second generation equity strategy distinct 
from employment equity. YUFA needs powers which it does not presently have under the CA to 
be inside the inclusivity and diversity discussions. The most economical way of doing this is to 
repurpose the JCEE.   

 
Proposal 3   Consistency in Roles of JCEI (formerly JCEE) and JICEE (formerly        
JCAA)  
 
The Task Force recommends that the Joint Committee on Affirmative Action (JCAA) be 
renamed the Joint Implementation Committee on Employment Equity (JICEE) (see 
Recommendation 5 below). The JICEE should be tasked with positive measures to entrench 
employment equity in the hiring process. It should thus retain its present core functions: to 
approve unit affirmative action plans (although see Recommendation #5 on nomenclature, 
below), to review the recommendations for appointments, and to train hiring committees and 
employment equity representatives (currently called Affirmative Action representatives in the 
CA) in the principles of employment equity. The other powers of the present JCAA should be 
transferred to the JCEI. What is now the AA Officer’s task to “work with equity-seeking groups” 
should be transferred to the JCEI’s Employment Equity Officer. The equity survey data received 
by the JCAA (Art. 12.22) should likewise be transferred under the CA to the JCEI.  Broad 
training in employment equity and inclusivity, as distinct from what is now termed “Affirmative 
Action” in the present CA, would vest with the JCEI. The position of the Affirmative Action 
Coordinator, renamed Employment Equity Coordinator (see Recommendation 5 below), should 
be retained in the JICEE, with appropriate compensation. The position of the Affirmative Action 
Officer should be transferred to the JCEI and revised as the position of Equity and Diversity 
Officer.   
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See below for a before-after table which displays the proposed changes in the Joint 
 
Implementation Committee:  
 
 
 
Table 2  Joint Implementation Committee on Employment Equity  

 Before    After   
    
Name                                                                                       Joint Implementation Committee on 

Affirmative Action for Faculty and 
Librarians 

Joint Implementation Committee 
on Employment Equity 

 

    
Acronym 
  

JCAA JICEE  
 

 

Purpose                                 
 

Approve unit AA plans, review  
recommendations for appointments (with 
power of recommending refusal), train AA  
Reps on Hiring committees, hold workshops 
for unit chairs, hiring committees and T&P 
Committees about employment equity; AA 
Officer to “work with equity-seeking groups”            

Approve unit EE plans, review 
recommendations shortlist and 
recommendations for 
appointments, train EE 
representatives on hiring 
committees 

 

 
Composition                            

 
3 YUFA reps + 3 ER reps + AA Officer (ex 
officio and non-voting)  

 
3 YUFA reps + 3 ER reps + Equity 
and Diversity Coordinator (ex 
officio, non-voting) 

 

    
    
     
 
Rationale:  
The relation between what are presently the JCEE and the JCAA should be made consistent.  In 
general the JCEI should be tasked with inclusivity, diversity and employment equity, with the 
exception of positive measures at the point of hiring, the present core function of the JCAA.   
 
 
The following unranked bargaining proposals are intended to make employment equity 
consistent with the emergence of Inclusivity and Diversity governance.  They may be 
understood as a logical extension of employment equity.  
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Proposal 4   Embedding Equity in Data Collection 
 
Add a subsection to Article 8.01 to specify the Employer’s responsibility to provide the Union on 
an annual basis, at the end of the calendar year, with comprehensive data relevant to equity 
goals, including (but not limited to) self-report survey data, composition of the faculty based on 
defined equity seeking groups, employer-generated data as set out in the data recommendations 
below (Bargaining Proposal 5).  
 
Rationale: 
The addition of a subsection specific to equity within Article 8 that more generally directs the 
Employer to share workforce information with the bargaining agent gives equity a more 
prominent and central role in the relationship between the employer and the Union (shifting 
equity information from a specific provision of the Agreement to a central function required by 
the Employer). This has both pedagogical value and instrumental value for larger equity goals, 
and thus also reflects the shift to a more inclusive and proactive approach to equity. This 
recommendation is also consistent with the old FCP language/requirements #3 and #4 (consult, 
collaborate and collect workforce information) and facilitates other requirements with respect to 
reviews, setting of goals, monitoring procedures and reviewing the equity plan (requirements 6, 
7, 10, 12).   
 

 

Proposal 5   Comprehensive Data on Equity-Seeking Groups 
 
In accordance with article 8.01 and 12.22 (f), comprehensive data on equity-seeking groups will 
include, but not be limited to, tracking for the following: 
 

a. Cross tabulations of all equity-seeking groups, now including LGBTQ2; 
b. Reasons for separation, both voluntary and non-voluntary (e.g. denial of tenure); 
c. Tabulation of data by rank, salary range, age, and unit (of, e.g. 10 or more); 
d. Collection, analysis and reporting of disaggregated data by race/ethnicity within the 

Visible Minority category.  
 
Rationale: 
Fostering a climate of inclusivity and diversity includes the capacity of all parties to closely 
monitor the distribution of all equity-seeking group members at all stages of career, including 
monitoring patterns of retention that are not addressed in the Employer’s Annual Employment 
Equity and Diversity Report.  
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With respect to 6d above, we observe that, while racialization gives rise to common experiences 
across racialized groups, some groups are clearly more disadvantaged than others.  At the 
moment aggregate data is not sophisticated enough to show more detailed patterns of 
underrepresentation, especially of 'black' Canadians. As such, having disaggregated data by 
race/ethnicity will allow for a more systematic and meaningful exploration of equity within the 
Visible Minority category with regards to hiring, tenure, and retention. 
 
 
Proposal 6  Recognition of LGBTQ2 as an Equity-Seeking Group 
 
That LGBTQ2 be included as an equity-seeking group where relevant in the collective 
agreement, together with all employment equity policies, procedures, and data collection. 
 
Rationale: 
In the spirit of inclusivity and diversity, the Task Force strongly advocates the inclusion of 
LGBTQ2 as a recognized equity-seeking group in the Collective Agreement. The list of equity-
seeking groups will thus be extended to comprise women, Aboriginal people, members of 
racialized groups, persons with disabilities, and gay men, lesbians, bisexuals and transgendered 
and two-spirited persons.  
 
The Employment Equity Act is directed to achieving workplace equity for four “designated 
groups.”  Because the Employment Equity Act is no longer binding on the FCP, the schema of the 
four “designated groups” is now legally weakened with respect to its enforcement.  At this point 
a political space opens up for the inclusion of LGBTQ2 as an equity-seeking group.  
 

Proposal  7  Strengthened Language on Non-Discrimination   
 
A) That the following (edited) language on Non-Discrimination in Employment Equity from the  

Queen’s University Faculty Association Collective Agreement replace Art. 12.20 of the CA: 

Non-Discrimination 
 

In accordance with the University’s equity goals, the Parties’ commitment to non-discrimination 
as contained in Article 3 of this Agreement, and to the principles of employment equity, the 
University and the Association recognize the responsibility and the need to promote equity in the 
employment of women, racialized groups, Aboriginal people, persons with disabilities, persons 
of any sexual orientation or gender identity and such other groups as may be designated by 
legislation.  
 
In this Article, “Equity-seeking groups” refers to women, members of racialized groups, 
Aboriginal peoples, persons with disabilities plus LGBTQ2 persons.  
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Consistent with principles of employment equity, the University shall act to eliminate or modify 
those policies, practices, and systems, whether formal or informal, shown to have an 
unfavourable effect on the hiring, retention, and promotion of members of equity-seeking 
groups, and to recognize the value that diversity adds to the academic activities of the University.  
 
 
B) That the following language from the Queen’s University Faculty Association Collective  

Agreement be inserted immediately prior to CA Art. 12.21 (a) (i): of the YUFA Collective 
Agreement: 
  

Consistent with principles of employment equity, the Parties agree that in the evaluation of 
candidates for appointment, renewal, tenure and promotion, (a) the criteria adopted must not 
systematically discriminate against members of equity-seeking groups and shall be reviewed 
periodically to ensure that they do not undervalue work which is done predominantly by 
members of the equity-seeking groups; and (b) candidates shall not be disadvantaged by 
reason of minor career interruptions caused by family responsibilities.  

 
Rationale:                                                                                                                                      
The YUFA CA needs a clearer and more specific statement of principles with respect to non-
discrimination in employment equity, including its extension to retention and promotion and 
application to tenure and promotion. 

 
Proposal 8     Consistent CA Language on Employment Equity  
 
We recommend implementing consistent language on employment equity in the CA and in 
university policy generally.  We recommend revising Articles 12.21, 12.22, 12.23, 12.24 entitled 
Affirmative Action as well as Article 12.31 (a) (b) on Conversions (of Unit 2) by changing 
references about  “Affirmative Action” to “Employment Equity,” as originally recommended by 
the 1984 Abella Commission on Employment Equity in Canada.   The name of “affirmative 
action plans” should be revised as “employment equity plans” and the name of the Joint 
Implementation Committee on Affirmative Action for Faculty and Librarians to Joint 
Implementation Committee on Employment Equity for Faculty and Librarians (JICEE), as well 
as changing the name of “Affirmative Action Officer” to Employment Equity Officer and so on, 
as per Articles 12.21, 12.22, 12.23, 12.24.     
 
Rationale:  
The CA uses the terms “affirmative action” and “employment equity” inconsistently.  The use of 
affirmative action in order to entrench equity in its hiring process is a local term; employment 
equity is used in the federal Employment Equity Act.  We note that Rosalie Abella argued the 
term affirmative action originated in the United States; she recommended using employment 
equity in Canada to distinguish it from the American approach and to minimize the possibility of 
backlash based on the misunderstanding of equity principles.  The language of the CA also 
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deviates from equity language used across academic units within York.  Clarifying and 
standardizing the language on employment equity will remove some of these inconsistencies.   
 
 
 
4. Recommendations for YUFA 
 
Recommendation 1  Annual Executive Audit of the Equity Provisions of the CA 
 
The Task Force recommends that the YUFA Executive (or designated officers) conduct an 
annual audit of the CA provisions relating to equity, submitting the audit in writing to the 
Executive Committee for approval and ratification by Stewards Council in order to ensure that 
the equity provisions of the CA have been implemented fully.  
 
Rationale:  
This Recommendation is intended to provide an oversight and accountability mechanism for the 
Executive Committee in relation to the implementation of the equity provisions of the CA.   
 
Recommendation 2   Educational Programming for YUFA Members 
 
We recommend that YUFA develop policy and procedures to educate Chairs and Directors in 
nondiscrimination and inclusivity.    
 
Rationale:   
The work of Chairs and Directors routinely implicates inclusivity and diversity in their units.  
YUFA should take the initiative on devising appropriate inclusivity and diversity education for 
all its members, including those who are Chairs or Directors.   
 
 
Recommendation 3  Internal Discussion of Appropriate Equity Benchmarks   
 
YUFA encourages a comprehensive discussion, perhaps by an expert group, about the validity 
and reliability of external availability data as benchmarks for among equity-seeking groups, now 
including LGBTQ2. Consideration of additional forms of measure and data sources should be 
assessed, including but not limited to York student demographics, CMA/GTA data, together with 
data from non-governmental organizations and government sources extending beyond national 
labour market statistics. 
 
Rationale: 
Quantitative methods remain crucial to monitoring progress; however, the capacity to collect 
comprehensive and reliable national labour force statistics has been eroded over the past several 
years. While the WEIMS  (Workplace Equity Information Management System) remains 
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available as a tool to assess EE performance, the labour force data which feeds WEIMS is 
increasingly outdated as it relies on the 2006 Canadian Census for external availability data 
(authorized by Art. 12.21 (b)), rather than the 2011 Census.  The elimination of the long-form 
census has compromised the capacity of Statistics Canada to provide current labour force data. 
These developments necessitate the consideration of alternate means/forms of data collection. 
 
We note as well that, although the ER routinely states that national external labour force 
availability is the only rational standard, Dua and Bhanji (2012: 63) show that other Canadian 
universities use provincial and municipal data. Indeed, the ER itself in its 2010 Annual 
Employment Equity and Diversity Report argued that the University should “strive to ensure that 
its workforce is reflective of the population of Toronto” (ibid: 61). 
 

 
1. Future Considerations 
 
During its deliberations the Task Force discussed a range of issues beyond its mandate.  
Although we recognized certain subjects were not directly linked to formulating bargaining 
recommendations to the ESC, we have elected to provide a record of them here as they may be 
useful to the development of YUFA equity policy at a point that the equity landscape is changing 
due to the Harper government’s attack on employment equity and the rise of Inclusivity and 
Diversity as an equity strategy.  Our comments also provide an historical record of our 
discussions.  
 
 
1. Training for Deans and Administrators 
 
Deans and administrators should be given mandatory training to ensure equity is both enforced 
and respected by representatives of the employer at all levels.  Such training should include (but 
not necessarily be limited by) knowledge of the provisions of the Agreement with respect to 
equity (and therefore be aimed at compliance), awareness of barriers to equity faced by various 
equity-seeking groups, and the positive recognition of non-Eurocentric knowledge in hiring and 
retention.  This training projected will enhance the building of a broader culture of equity at 
York. 
 
This comment is consistent with the shift to a more proactive equity agenda of inclusivity and 
diversity. The Employer had verbally indicated support to management training in line with its 
recent commitment to diversity. This comment would also assist in removing barriers to equity.  
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2,  Proactive Projects  

The Collective Agreement should include language that allows for short-term pilot projects (the 
terms of which may deviate slightly from the Collective Agreement) in order to determine 
successful proactive strategies for enhancing equity.  For example, it may be desirable to actively 
recruit particular candidates for tenure-track hires, or to temporarily change workload 
agreements, or to include new considerations in tenure and promotion processes, in order to 
address systemic workplace barriers.  (Note: the Task Force is not necessarily recommending 
these specific projects, and there may be others; rather, the recommendation is that there be a 
way to launch such pilot projects without prejudice to the current agreement or the specific 
members involved). 
 
This comment is consistent with all three principles outlined above: it promotes a more proactive 
equity agenda and it changes the focus to more qualitative processes by which equity may be 
achieved.  
 
3.   Advocacy for Women 
 
Task Force members observed that the ESC currently contains no equity caucus for women.  
There is no specific group in YUFA tasked with advocacy on behalf of women.  However, there 
are faculties and units where gender inequality in hiring and retention remain systemic issues.  
The Task Force hopes the question of institutionalizing a voice for women’s advocacy in YUFA 
will be considered by the ESC.  

 
 

4.   Equity Representative on Tenure and Promotion Committees 
 
Under the current CA, hiring committees have an Affirmative Action Representative, which we 
have proposed to be renamed an Employment Equity Representative.   The Task Force suggests 
that Tenure and Promotion Committees would also benefit from having an Employment Equity 
Representative who could gather information on and interpret the equity, inclusivity and 
diversity aspects of the tenure and promotion applications.  
 

 
5. Updating of Affirmative Action with Respect to the 40% Rule  

 
Employment equity originated in feminist activism of the 1970s and early 1980s.  The present 
CA retains the emphasis of first-generation equity on positive measures for hiring women. Art. 
12.21 (a), Units with Less than 40% Women, and Art. 12.21(b) and (c), Units with 40% or More 
Women, can be argued to privilege women in employment equity vi-a-vis the other 3 equity-
seeking groups. The effect of this language in the CA is not clear at present for lack of 
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quantitative evidence.  The Task Force asked for cross-tabulated data from the ER on the 4 
equity-seeking groups currently recognized under the CA but sadly did not have access to the 
data at the time of writing. We do, however, believe that Arts 12.21 a, b and c represent an 
approach to equity that is no longer viable and should be stricken from the CA.  
   

 
5.  Formal and Informal Discrimination  
 
One important issue raised during our meetings concerned the implications of the present 
academic institutional culture for attaining equity at York.  The Task Force observed that the 
professorial stream has in recent years been characterized by the growth of prestige rankings 
related to an increased number of research chairs, investigator awards and research centres.  The 
creation of this research culture has led to the social recognition and privileging of those forms of 
scholarship linked to external funding.  The Task Force is concerned that this may be leading to 
status differentiation among faculty, with those at the bottom of the pyramid expected to do more 
service to the university, undertake teaching the largest classes, or supervise graduate students 
with the greatest academic challenges.  In short, such prestige ranking opens the door to 
differential workloads and unfair treatment within the academic culture of programs and 
departments.  
 
The competitive culture of research at the unit and faculty level, together with its potential equity 
dimensions, has not been subject to collective deliberation within YUFA.  Under these 
conditions systemic problems may become misinterpreted as matters of individual failing.  
 
The language below from Queen’s University Faculty Association CA (Article 24.1.3) addresses 
our concern here:     
 

Consistent with the principles of employment equity, the University shall act to eliminate 
or modify those policies, practices or systems, whether formal or informal, shown to have 
an unfavourable effect on hiring, retention, and promotion of members of equity-seeking 
groups, and to recognize the value of diversity adds to the academic activities of the 
University.  

 
YUFA CA Article 12.20 on non-discrimination could be strengthened along the above lines 
found in the QUFA CA to recognize that both formal and informal systems of discrimination 
undermine equity goals.   
 
The Task Force suggests that YUFA consider promoting collective deliberation about research  
stratification and its impact on faculty relations. This could be achieved in many ways, some 
quite simple.  What comes to mind for the Task Force are focus groups followed by a report of 
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initial findings that is distributed to the membership. In this and other issues of concern the Task 
Force strongly supports a strengthening of the mechanisms available to YUFA for supporting 
collective deliberation among the membership in order to better identify member concerns.  

 
 

Conclusion 
 

The Task Force thanks YUFA for the opportunity to reflect on the equity landscape in light of 
the Harper Government’s attack on the enforcement of employment equity law.  We are grateful 
to Sue Levesque and Penni Stewart for their time and advice in strengthening this Report. We 
ask that this Report be distributed to Stewards Council after it has been considered by the 
Executive Committee, and, when and as appropriate, to the YUFA membership.  
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