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Employment Equity Resources
Please note that there are additional employment equity resources available online at:

http://www.uwo.ca/equity/employment/resources.htm

These resources include, but are not limited to:
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employment equity and diversity.    

Employment equity and diversity play an important role in 

leadership

and confidence and reduce absenteeism and 
miscommunication

leadership

mind that it is important to implement employment equity 

and mandates.

 

http://www.uwo.ca/equity/employment.htm

Western’s Employment Equity Objectives
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Instructions to the Committee Chair: 

welcomed, respected and considered.

Instructions to Committee Members:

process.  

process.  

bias.

Instructions to the Committee
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and procedures to ensure that all present and potential 
employees receive equitable treatment in all matters related to 
employment. 

systemic or otherwise, based on their membership in a 

persons. 

What Is Employment Equity?

An effective and equitable process:

criteria;

their full qualifications for the job;

ability to meet those objective job 
requirements and organizational goals.

DID YOU

KNOW?
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What Legislation Affects Employment Equity?

http://www.hrsdc.gc.ca/en/lp/lo/lswe/we/programs/fcp/
index-we.shtml.

 
http://www.ohrc.on.ca/

DID YOU

KNOW?DID YO

KNOW?D OU

Corporate liability may be found:

 directly or indirectly infringe on a protected  
 

 
 mind”* of the corporation knows of  

 
 

 gender related behaviour or a poisoned  
 

 appropriate steps to address the issue.

 * Employees may be viewed as part of  
 

 
 representative of the organization itself.
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There are two main documents that relate to Employment 

Employment Equity Policy, Manual of Administrative 
Policies and Procedures (MAPP) 3.2: 

persons, visible minorities and persons with 

http://www.uwo.ca/univsec/mapp/

The Employment Equity article contained in each of the 
Faculty and Librarians/Archivists Collective Agreements:

Equity

improve their employment status and to ensure their 

http://www.uwofa.ca
http://www.uwo.ca/pvp/facultyrelations

 

What University Documents Relate to Employment Equity?
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Highlights from Employment Equity Articles

shall include: 

University Affairs and the Canadian 
Association of University Teachers (CAUT) Bulletin or 

journals, national newspapers, listserves and websites. 

employment equity and welcomes applications 

disabilities. 

advertised positions.

[section 4].

must accompany its recommendation on the search 
process. This report shall include: 

number with doctorates or other appropriate 

The Employment Equity Articles also
specify that:

[section 6]. 

http://www.uwo.ca/equity/employment.htm
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Appointments Committees

 

DID YOU

KNOW?
UU

DID YO

KNOW?D OUUU

1.     Initial Considerations 

Equity considerations. 

in comparison to society as a whole, or the job pool 

applicants.  

practice.

diversity and employment equity.

All Committee members must be given equal 
and adequate opportunity to participate in each 
interview and in all decision-making. How Committee 
members themselves interact and treat each other 

will be a significant reflection of the Faculty or 
Department. All members should be free to voice 
their individual points of view and to interact with the 

by the other members. It is the responsibility of the 
Chair of the Committee to ensure that this happens. 
 



T h e  E m p l o y m e n t  E q u i t y  G u i d e         1 1      

2.     Advertising the Position 

Employment Equity:

The University of Western Ontario is committed to 
employment equity and welcomes applications from all 
qualified women and men, including visible minorities, 
Aboriginal persons and persons with disabilities.

and unbiased.  The stated qualifications must not create 
unnecessary barriers to potential applicants.   

The advertisement must be placed in University Affairs 
and the CAUT Bulletin
journals, national newspapers, listserves and websites.  

should be sent is available at http://www.uwo.ca/equity/

include:

 
and journals and newspapers which serve the needs  

departments at other institutions with substantial 

potential candidates. 

approaches to suitable persons. 

All qualified candidates are encouraged to apply; however, 
Canadian citizens and permanent residents will be given 
priority. 

For sample position advertisements please visit: 
www.uwo.ca/equity/employment/resources.htm
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3.     Reviewing Applications 

appropriate.

value.

to a new country.

department.

stereotypical words and phrases that may be used 

candidate. 

DID YOU

KNOW?

G u i

DID YO

KNOW?

t  E q    T h e  E m p l o1

D
K

OU
?
U

There may be good reasons why a given candidate has not 

reality and perception that an academic life was ‘simply not 

environmentally-coerced choices often result in rather few 
women even aiming at such a career.

U
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4.    Interviewing Candidates 

and policies. 

Interview Questions:

should be equitable and should relate directly to the 

answer each question without interruption. 

DID YOU

KNOW?DID YO

KNOW?D OU

Interview questions that should not be asked 

  How old are you? 

  Do you have children? How many? 

  Do you plan to have children? 

  What does your spouse do? 

  Where were you born? 

Remember that at all times the interview process is 

occur off campus. Because of the desire to make 

personal background. Committee members should 
feel free to follow the conversation where it may be 

life. Failure to do this may leave an unsuccessful 
candidate feeling that those particular aspects of his 

and may lead to a complaint of discrimination. 

http://www.uwo.ca/equity/employment/resources.htm
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Cultural, Gender and Disability Considerations

and leadership styles.  

individual candidate.

Interviewing a Person with a Disability / Duty to 
Accommodate 

Duty to Accommodate Guideline applies:  
http://www.uwo.ca/humanresources/home/splash/
accommodation.htm

would cause undue hardship to do so.  

u i dq u   T h e  E m p l o y m e

DID YOU

KNOW?

www.mcss.gov.on.ca/mcss/english/how/howto_workplace.htm
www.leadsservices.com/abilityfirst/pdf/RRPD-handbook.pdf
www.totb.ca/index.asp

Differences in accents and speech patterns may lead to direct 
or indirect discrimination against an excellent candidate. The 
committee also must be conscious of more subtle cultural-

to look a person in a position of authority directly in the eye.

look askance at self-promotion and members of that culture 
are more likely to credit others for their successes than to credit 
themselves. Care should be taken to ensure that Committee 
members are understanding of different interactional styles and 
that such behaviours are not interpreted inappropriately by some 
members of the Appointments Committee as a lack of self-
confidence or an inability to meet the requirements of the position.  

For more information visit: 
http://www.uwo.ca/equity/employment/resources.htm
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Subsequent interviews and/or follow-up informal 
activities: 

interview process.

also be approached with equity considerations in mind.  

wherever possible. 

5.     Recommending a Candidate for  
        the Position 

unit.  

characteristics without evidence.  

http://www.uwo.ca/pvp/faculty relations/forms/
index-forms-guides.html

DID YOU

KNOW?
YOUOOU

Fairness dictates that the person is selected on the basis of his or her 
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conditions upon which decisions on promotion and tenure/

to ensure evaluation criteria are not based on inappropriate 

they are not considered to be in mainstream subjects. 

Each committee must ensure that it turned its collective mind to 

Promotion and Tenure/Continuing Appointment Committees 
and Annual Performance Evaluation Committees 

problematic. If a designated group member conducts research which 

on subjects or approaches of interest to members of his or her group 

member may find it more difficult to find a forum (be it a publisher or 
a conference) for his or her work. Publication totals may suffer. The 
same concern applies to the ability to obtain high-profile funding or 
research awards – non-mainstream work may not be rewarded as 

the research conducted by the designated group member is smaller (a 

bodies as mainstream work. Many such forums have established their 
reputations over the years in particular areas of study or with regard 
to specific approaches to research – research in emerging areas with 
non-traditional approaches may not be considered at all. The result is 
that the work of members of designated groups may be published in 
forums which (whether fairly or not) are considered by the committee 

may allow their (perhaps unspoken) prejudices to come into the 
decision-making process. Emerging topics may be considered to be 
of little interest to the readership; non-traditional approaches may be 

  

DID YOU

KNOW?
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DID YOU

KNOW?

the prejudices of the students themselves to influence 

under-value a female instructor; students in a mono-racial 
class may under-value an instructor who is a member of 
a visible minority group. Gender and culture may affect 

instructor does not meet the expectations of the dominant 
group in the classroom. There is documented evidence that 
male undergraduate students are more likely to challenge 

professor of a visible minority group and to disrupt the class. 
The result may be an overall decrease in the effectiveness 
of the instructor and poor student evaluations from all 
members of the class. 

1.     Initial Considerations 2.     Research / Academic Activity

ability to publish widely, or publish in prominent journals, 

awards?  

3.     Teaching / Professional Practice



1 8       T h e  E m p l o y m e n t  E q u i t y  G u i d e

DID YOU

KNOW?
is often a greater demand for the services of members of 

Members of the designated groups who have reached 
the level of university faculty are often in demand both on 

and conduct speaking engagements.  This inordinate 
demand may unfairly take away from the time they have 

or annual evaluation the adverse effect produced by these 
responsibilities could be held against the candidate. 

guard carefully against members of designated groups 
being disadvantaged. This can happen by their doing more 
than a fair share of service work to the detriment of their 

or annual review.

4.    Service 

demand on the person to serve on certain committees, 



Contact and Resource Information 

 
on the issues discussed in the document: 

Equity & Human Rights Services 

web: http://www.uwo.ca/equity 

Faculty Relations 

Faculty Association 

Faculty Recruitment and Retention 

Teaching Support Centre

web: http://www.uwo.ca/tsc

Ontario Human Rights Commission 
web: http://www.ohrc.on.ca

Human Resources and Social Development Canada 

Canadian Charter of Rights and Freedoms, Section 15,  

Videos 
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