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Introduction

University of Windsor

The University of Windsor sits on the Traditional territory of the Three Fires confederacy of First
Nations, comprised of the Ojibway, the Odawa, and the Potawatomie. On the main campus, Turtle
Island Walk is a pedestrian walkway that recognizes the Anishinaabe history with a series of plaques
that feature the Seven Teachings of the Ancestors. The seven teachings are Wisdom, Love, Respect,
Bravery, Honesty, Humility and Truth. These are posted in both Anishinaabe and English.

The University of Windsor is comprised of the two campuses. The main campus is situated nearby the
Ambassador Bridge and across the river neighbours the state of Michigan, USA. The downtown
campus is comprised of the School of Social Work, School of Creative Arts and the Centre for
Continuing Education.

University of Windsor Commitment to Equity, Diversity and Inclusion
The University of Windsor is a diverse and inclusive community that is committed to employment
equity through the following:

e strengthening its policies, practices and programs by addressing any potential systemic
barriers of the designated group members

e promoting equity, diversity and inclusion in its teaching, learning, researching and work
environments

e by providing the tools, resources, funding and training to further enhance equity, diversity and
inclusion in all facets of academia and administration, such as access to the University’s
employment equity tool (DEAP Tool)

The University of Windsor is committed to meeting its obligations to key requirements in accordance
with the Federal Contractors Program (FCP) and follow the practices of the Employment Equity Act
and its regulations. As such, it continues to strive to achieve equity within its workforce so that “no
person is denied employment or educational opportunities for reasons unrelated to ability.”*

Federal Contractors Program (FCP)

On June 27, 2013, the FCP implemented changes to its program. One of the changes was an increase
in the contract threshold to $1,000,000 from the previous threshold of $200,000.2 As a result, the
University of Windsor is no longer a signatory to the FCP. However, the University is committed to
employment equity by being ‘FCP ready’. This includes, but not limited to, the following:

e Collecting workforce information
e Completing a workforce analysis
¢ Maintaining an employment equity plan

L https://laws-lois.justice.gc.ca/eng/acts/E-5.401/page-1.html#h-215135
2 https://buyandsell.gc.ca/policy-and-guidelines/policy-notifications/PN-50R1
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By being ‘FCP’ ready, this will position the University to be eligible to bid on certain contracts and if
awarded, the University would then be subject to the FCP and required to fulfill the FCP
requirements.? Also, there are some federal departments who still operate under the $200,000
threshold. For instance, a university institution encountered a federal department that still operates
under the $200,000 threshold, and was therefore required to be FCP compliant.

Workforce Representation

Designated Groups
The definitions and terminology used in this report are in accordance to the Federal Contractors
Program and Employment Equity Act.

The four federally designated groups are as follows:

e Women

e Aboriginal Peoples

e Visible Minorities

e Persons with Disabilities.

In addition, the University of Windsor recognizes a fifth designated group, sexual/gender minorities.
sexual/gender minorities are not reported in the Employment Equity Report 2018, as currently there
is no external workforce availability comparator to identify gaps and underrepresentation. Therefore,
there is an inability to conduct a workforce analysis for this group. However, sexual/gender minorities
are recognized in all aspects when considering equity, diversity and inclusion.

Internal Representation and External Availability of Designated Groups

The internal representation is comprised of the statistical percentage of the University of Windsor
faculty and staff employees of the four federally designated groups as of December 2018. The internal
representation is drawn from the most updated University of Windsor workforce census, and the
subsequent data of new hires and status changes. Using the guidelines provided through the FCP, the
University of Windsor internal representation is the collection of data comprised of the following:

e Permanent full time employees

e Permanent part time employees

e Temporary limited term appointments that are greater than 12 weeks
e All sessional instructors are included

e Student employments are not included

3 https://www.canada.ca/en/employment-social-development/programs/employment-equity/federal-contractor-
program.html
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The external workforce representation data is derived from the most current Statistics Canada data.
For three of the four designated groups (women, Aboriginal peoples and visible minorities), the data
is derived from the 2016 Canadian Census. For the designated group, persons with disabilities, the
data is derived from the 2017 Canadian Survey on Disabilities.

Employment Equity Occupational Groups (EEOGS)

Listed by hierarchy, the employment workforce is divided into fourteen job categories, also called
“Employment Equity Occupational Groups” (EEOG). Each EEOG is then broken down into specific
occupational groups, also called “National Occupational Classification” (NOC) codes. See Appendix A
for a full description of the EEOGs.*

The Data

Employment Equity Self-ldentification Survey

All employees hired at the University of Windsor (full-time, part-time, permanent, temporary) are
requested to respond and submit an online employment equity survey for self-identification. The self-
identification questions relate to the five designated groups. This online survey can be accessed
through the employee portal or by visiting the Office of Human Rights, Equity and Accessibility
(OHREA) website. Employees can update their status at any time. There is an option to decline if an
individual wishes to not self-identify at this time.

Reporting

The report looks at the workforce representation of the internal representation percentages of faculty
and staff employees at the University of Windsor compared to the external workforce availability
labour pool percentages of the four federally designated groups. Details of the report analyzes the
statistical representation within the Employment Equity Occupational Groups (EEOG) and Academic
Units (faculty/departments). The report further identifies and highlights any gaps and
underrepresentation that may be present in the designated groups. The intended goal is to develop
strategies and action plans to minimize any barriers that may exist in employment equity.

Gaps and underrepresentation are identified when the internal representation is less than the
external workforce representation, resulting in a negative number. The “severity” of the gap
determines how significant the underrepresentation is. The “severity ratio” is measured by calculating
a percentage of how close the internal representation for an employment equity designated group is
to the external workforce representation. The standard for significant underrepresentation is found
when the severity ratio is less than 80%.

4 https://www.canada.ca/en/employment-social-development/services/employment-equity/tools/technical.html
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In keeping with the guidelines of the FCP, the internal representation percentages of the designated
groups are collected from the Employment Equity Census and Survey. However, following the best
practices outlined in the FCP, the data on women in this report are extracted from the University of
Windsor Human Resources Information System (HRIS). It is important to note that the HRIS does not
currently collect and store data on gender identity beyond the options of female and male.
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Workforce Analysis

Progression Charts:

Chart A) Overall Internal Representation 2013-2018

Overall Internal Representation
2013-2018
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90.0%

80.0%

70.0%

60.0%

Internal Representation
Percentages

2013 2014 2015

m Women 57.0% 56.3% 56.6%
m Aboriginal Peoples 2.0% 1.9% 1.7%
H Visible Minorities 14.2% 12.4% 11.6%
Persons with Disabilities 5.9% 5.2% 4.9%

Year
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56.6%
1.8%
12.2%
4.9%
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40.0%
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20.0%
10.0%
0.0% | | - ] | |

2017 2018
56.7% 56.5%
1.9% 2.4%
14.2% 14.8%
4.8% 5.3%

The overall representation of the University of Windsor workforce is shown in the chart above.

e Women show a range of 55.6% in 2011 to 57.0% in 2013

e Aboriginal peoples show a range of 1.6% in 2011 and 2012 to 2.4% in 2018

e Visible minorities show a range of 10.0% in 2011 to 14.8% in 2018
e Persons with disabilities show a range of 4.8% in 2017 to 5.9% in 2013

Note: 2013 was the most updated workforce census. Reporting progression on the last 5 years.

University of Windsor, Employment Equity Report 2018
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Chart B) Academic Internal Representation 2013-2018

Academic Internal Representation
2013-2018

(includes lecturers, assistant professors, associate professors, full professors,
academic ancillary specialist, learning specialist AAS, sessional lecturers,
sessional instructors and librarians)
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® Women 46.9% 47.6% 46.6% 46.7% 47.3% 45.3%
B Aboriginal Peoples 0.8% 0.7% 0.7% 0.7% 0.9% 2.2%
Visible Minorities 18.4% 14.0% 13.4% 14.4% 17.9% 19.8%
Persons with Disabilities 4.3% 3.3% 3.3% 3.9% 4.4% 5.6%
Year

The chart above shows the internal representation of Academic employees at the University of
Windsor. This includes all employees in NOC 4011 (lecturers, assistant professors, associate
professors, and full professors), NOC 4012 (academic ancillary specialist, learning specialist AAS,
sessional lecturers, and sessional instructors) and NOC 5111 (librarians).

e Women show a range of 45.3% in 2018 to 47.6% in 2014

e Aboriginal peoples show a range of 0.7% in 2014, 2015 and 2016 to 2.2% in 2018
e Visible minorities show a range of 13.4% in 2015 to 19.8% in 2018

e Persons with disabilities show a range of 3.3% in 2014 and 2015 to 5.6% in 2018

Note: 2013 was the most updated workforce census. Reporting progression on the last 5 years.
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Chart C) Non-Academic Internal Representation 2013-2018

Non-Academic Internal Representation
2013-2018

(includes full-time and part-time managerial and professional employees,
all full-time and part-time unionized staff employees, full-time and part-time
temporary staff employees (that have worked more than 12 weeks))
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Persons with Disabilities 7.2% 7.2% 6.4% 5.8% 5.3% 5.2%
Year

The chart above shows the internal representation of Non-Academic employees at the University of
Windsor. This includes all full-time and part-time managerial and professional employees, full-time
and part-time unionized staff employees, full-time and part-time temporary staff employees (that
have worked more than 12 weeks).

e Women show a range of 64.0% in 2018 to 66.3% in 2015

e Aboriginal peoples show a range of 2.5% in 2018 to 3.1% in 2014

e Visible minorities show a range of 9.8% in 2015 to 11.5% in 2018

e Persons with disabilities show a range of 5.2% in 2018 to 7.2% in 2013 and 2014

Note: 2013 was the most updated workforce census. Reporting progression on the last 5 years.
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Overall Representation Rates (2018)

All Employees: Internal Representation vs. External Workforce Representation

Overall Representation Rates of All Employees
Internal Representation vs. External Workforce Representation
(2018)
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Designated Groups

e Women comprise of 56.5% of the internal representation compared to the 48.2% 2016
Canadian census external workforce representation

e Aboriginal peoples comprise of 2.4% of the internal representation compared to the 4.0%
2016 Canadian census external workforce representation

e Visible minorities comprise of 14.8% of the internal representation compared to the 21.3%
2016 Canadian census external workforce representation

e Persons with disabilities comprise 5.3% of the internal representation compared to the 9.1%
2017 CSD external workforce representation
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Internal Distribution of Employees (2018) by Designated Groups and EEOGs

All Employees Women Aboriginal \./iSib.I? Pe.rson.s'vyith
Employment Equity Occupational Group Peoples Minorities Disabilities
# % % % %

01: Senior Managers 12 50.0% 0.0% 16.7% 8.3%
02: Middle and Other Managers 142 53.5% 1.4% 9.9% 4.2%
03: Professionals 1619 50.2% 1.9% 17.7% 4.6%

4011: University Professors* 504 37.5% 3.0% 28.4% 7.1%
04: Semi-Professionals 171 42.7% 2.3% 8.2% 6.4%
05: Supervisors 29 44.8% 6.9% 10.3% 3.4%
06: Supervisors: Crafts and Trades >10 0.0% 0.0% 0.0% 0.0%
07: Administrative and Senior Clerical 266 92.1% 1.5% 12.0% 3.8%
08: Skilled Sales and Service Personnel 16 31.3% 0.0% 12.5% 0.0%
09: Skilled Crafts and Trades Workers 44 6.8% 2.3% 0.0% 6.8%
10: Clerical Personnel 135 88.1% 1.5% 7.4% 8.1%
11: Intermediate Sales and Service Personnel 21 81.0% 0.0% 4.8% 9.5%
12: Semi-Skilled Manual Workers >10 33.3% 0.0% 0.0% 0.0%
13: Other Sales and Service Personnel 260 66.2% 6.9% 14.2% 10.0%
14: Other Manual Workers 15 13.3% 6.7% 20.0% 6.7%
Total (EEOG 01-14) 2735 56.5% 2.4% 14.8% 5.3%

* The NOC code of “4011: University Professors” is contained within the EEOG “03: Professionals”.
This includes tenured, tenure-track and limited term appointments only (Assistant Professors, Associate Professors, Full Professors and

Lecturers).

University of Windsor, Employment Equity Report 2018
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Internal Distribution of Employees (2018) by Designated Groups and EEOGs

Designated Group: Women

e The highest percentage of women at 92.1% is found in the Employment Equity Occupational
Group (EEOG) 07: Administrative and Senior Clerical

e The lowest percentage (excluding 0.0%) of women is found in the EEOG 09: Skilled Crafts and
Trades Workers at 6.8%

e 0.0% percentage is found in the EEOG 06: Supervisors: Crafts and Trades

Designated Group: Aboriginal peoples

e The highest percentage of Aboriginal peoples is found in the EEOG 05: Supervisors and EEOG
13: Other Sales and Service Personnel at 6.9%
e The lowest percentage (excluding 0.0%) of Aboriginal peoples is found in the EEOG 02:
Middle and Other Managers at 1.4%
e 0.0% percentage of Aboriginal peoples is found in the following EEOGs:
0 EEOG 01: Senior Managers
O EEOG 06: Supervisors: Crafts and Trades
O EEOG 08: Skilled Sales and Service Personnel
0 EEOG 11: Intermediate Sales and Service Personnel
0 EEOG 12: Semi-Skilled Manual Workers

Designated Group: Visible Minorities

e The highest percentage of visible minorities is found in the EEOG 14: Other Manual Workers at
20.0%
e The lowest percentage (excluding 0.0%) of visible minorities is found in the EEOG 11:
Intermediate Sales and Service Personnel at 4.8%
e 0.0% percentage of visible minorities is found in the following EEOGs:
O EEOG 06: Supervisors: Crafts and Trades
O EEOG 09: Skilled Crafts and Trades Workers
0 EEOG 12: Semi-Skilled Manual Workers

Designated Group: Persons with Disabilities

e The highest percentage of persons with disabilities is found in the EEOG 13: Other Sales and
Service Personnel at 10.0%
e The lowest percentage (excluding 0.0%) of persons with disabilities is found in the EEOG 05:
Supervisors at 3.4%
e 0.0% percentage of persons with disabilities is found in the following EEOGS:
O EEOG 06: Supervisors: Crafts and Trades
0 EEOG 08: Skilled Sales and Service Personnel
0 EEOG 12: Semi-Skilled Manual Workers
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Internal Representation vs. External Labour Market Availability

Women

Internal

Labour Market

Location of

Employment Equity Occupational Group Representation Availability Gap | Severity Ratio Recruitment
01: Senior Managers 50.0% 27.6% 3 National
02: Middle and Other Managers 53.5% 39.4% 20 National
03: Professionals 50.2% 50.6% -7 99.1% National
4011: University Professors* 37.5% 44.0% -33 85.2% National
04: Semi-Professionals 42.7% 38.0% 8 Provincial
05: Supervisors 44.8% 60.0% -4 74.7% Windsor
06: Supervisors: Crafts and Trades 0.0% 11.3% 0 0.0% Provincial
07: Administrative and Senior Clerical 92.1% 80.5% 31 Windsor
08: Skilled Sales and Service Personnel 31.3% 38.7% -1 80.7% Provincial
09: Skilled Crafts and Trades Workers 6.8% 3.9% 1 Provincial
10: Clerical Personnel 88.1% 72.1% 22 Windsor
11: Intermediate Sales and Service Personnel 81.0% 71.4% 2 Windsor
12: Semi-Skilled Manual Workers 33.3% 23.3% 0 Windsor
13: Other Sales and Service Personnel 66.2% 58.2% 21 Windsor
14: Other Manual Workers 13.3% 24.8% -2 53.8% Windsor

University of Windsor, Employment Equity Report 2018
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Internal Representation vs. External Labour Market Availability
Women

According to the overall representation of the University of Windsor workforce, women are
represented at 56.5% (2018) compared to the labour market availability at 48.2% (2016 Census).
Although women are represented overall, there are areas of underrepresentation for women as
highlighted in the above charts.

The highest internal representation of women is found in the EEOG 7: Administrative and Senior
Clerical at 92.1%.

Underrepresentation that is not considered significant per the severity ratio is found in the following
categories:

e EEOG 03: Professionals with the internal representation at 50.2% compared to the external
national labour market availability at 50.6% with a gap of -7 and a severity ratio of 99.1%

e Within the EEOG 03: Professionals, women as University Professors (NOC 4011) have an
internal representation of 37.5% compared to the external national labour market availability
of 44.0% with a gap of -33 and a severity ratio of 88.2%

e EEOG 08: Skilled Sales and Service Personnel with the internal representation of 31.3%
compared to the external provincial labour market availability at 38.7% with a gap of -1 and a
severity ratio of 80.7%

Significant Underrepresentation, where the severity ratio is less than 80% (excluding 0.0%), is found in
the following EEOGs:

e EEOG 05: Supervisors with an internal representation of 44.8% compared to the external local
labour market availability at 60.0% with a gap of -4 and a severity ratio of 74.7%

e EEOG 14: Other Manual Workers with an internal representation of 13.3% compared to the
external local labour market availability at 24.8% with a gap of -2 and a severity ratio of 53.8%

In addition, no internal representation of women can be found in the EEOG 06: Supervisors: Crafts
and Trades

Out of the 14 EEOGs categories listed, 3 groups are considered not significantly underrepresented, 2
groups are significantly underrepresented and 1 group is not represented at all.
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Internal Representation vs. External Labour Market Availability

Aboriginal Peoples

Employment Equity Occupational Group Rep:'r;izl;\ntaaltion La:::i:a“;l:i:l;et Gap Severity Ratio I::::utiitor:eor:t
01: Senior Managers 0.0% 3.2% 0 0.0% National
02: Middle and Other Managers 1.4% 2.7% -2 52.2% National
03: Professionals 1.9% 1.9% 0 National
4011: University Professors* 3.0% 1.4% 8 National
04: Semi-Professionals 2.3% 2.5% 0 93.6% Provincial
05: Supervisors 6.9% 2.8% 1 Windsor
06: Supervisors: Crafts and Trades 0.0% 2.5% 0 0.0% Provincial
07: Administrative and Senior Clerical 1.5% 2.6% -3 57.8% Windsor
08: Skilled Sales and Service Personnel 0.0% 3.3% -1 0.0% Provincial
09: Skilled Crafts and Trades Workers 2.3% 2.7% 0 84.2% Provincial
10: Clerical Personnel 1.5% 1.8% 0 82.3% Windsor
11: Intermediate Sales and Service Personnel 0.0% 2.8% -1 0.0% Windsor
12: Semi-Skilled Manual Workers 0.0% 2.9% 0 0.0% Windsor
13: Other Sales and Service Personnel 6.9% 3.3% 9 Windsor
14: Other Manual Workers 6.7% 3.4% 0 Windsor

University of Windsor, Employment Equity Report 2018

Page 14 of 43



Internal Representative vs. External Labour Market Availability
Aboriginal Peoples
100.0%
90.0%
80.0%
70.0%
60.0%

50.0%

Percentages

40.0%
30.0%
20.0%

10.0%

0.0% - - | | l | - l l

Employment Equity Occupational Group (EEOG)

M Internal Representation Labour Market Availability

Page 15 of 43
University of Windsor, Employment Equity Report 2018



Internal Representation vs. External Labour Market Availability
Aboriginal Peoples

The overall representation of the University of Windsor workforce for Aboriginal peoples are
significantly underrepresented at 2.4% (2018) compared to the national labour market availability at
4.0% (2016 Census). There continues to be significant challenges of underrepresentation of Aboriginal
peoples throughout the Employment Equity Occupational Groups (EEOGS).

The highest internal representation of Aboriginal peoples at 6.9% is found in the following EEOGs:

e EEOG 05: Supervisors
e EEOG 13: Other Sales and Service Personnel

Underrepresentation that is not considered significant per the severity ratio is found in the following
EEOGs:

e EEOG 04: Semi-Professionals with the internal representation at 2.3% compared to the
external provincial labour market availability at 2.5% with a gap of 0 and a severity ratio of
93.6%

e EEOG 09: Skilled Crafts and Trades Workers with the internal representation at 2.3% compared
to the external provincial labour market availability at 2.7% with a gap of 0 and a severity ratio
of 84.2%

e EEOG 10: Clerical Personnel with the internal representation at 1.5% compared to the external
local labour market availability at 1.8% with a gap of 0 and a severity ratio of 82.3%

Significant Underrepresentation, where the severity ratio is less than 80% (excluding 0.0%), is found in
the following EEOGs:

e EEOG 02: Middle and Other Managers with an internal representation at 1.4% compared to
the external national labour market availability at 2.7% with a gap of -2 and a severity ratio of
52.2%

e EEOG 07: Administrative and Senior Clerical with an internal representation at 1.5% compared
to the external local labour market availability at 2.6% with a gap of -3 and a severity ratio of
57.8%

In addition, no internal representation of Aboriginal peoples can be found in the following EEOGs:

e EEOG 01: Senior Managers

e EEOG 06: Supervisors: Crafts and Trades

e EEOG 08: Skilled Sales and Service Personnel

e EEOG 11: Intermediate Sales and Service Personnel
e EEOG 12: Semi-Skilled Manual Workers

Out of the 14 EEOGs categories listed, only 3 EEOGs are considered not significantly
underrepresented, 2 groups are significantly underrepresented and 5 are not represented at all.
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Internal Representation vs. External Labour Market Availability

Visible Minorities

Employment Equity Occupational Group Replrztszrtzltion La:::i:'al\;l;irtl;et Gap Severity Ratio RL:;rautiito;eonft
01: Senior Managers 16.7% 11.5% 1 National
02: Middle and Other Managers 9.9% 17.6% -11 56.0% National
03: Professionals 17.7% 25.0% -118 70.9% National
4011: University Professors* 28.4% 21.1% 37 National
04: Semi-Professionals 8.2% 23.1% -26 35.4% Provincial
05: Supervisors 10.3% 13.3% -1 77.8% Windsor
06: Supervisors: Crafts and Trades 0.0% 10.1% 0 0.0% Provincial
07: Administrative and Senior Clerical 12.0% 10.5% 4 Windsor
08: Skilled Sales and Service Personnel 12.5% 37.5% -4 33.3% Provincial
09: Skilled Crafts and Trades Workers 0.0% 14.7% -6 0.0% Provincial
10: Clerical Personnel 7.4% 11.4% -5 65.0% Windsor
11: Intermediate Sales and Service Personnel 4.8% 19.1% -3 24.9% Windsor
12: Semi-Skilled Manual Workers 0.0% 17.5% -1 0.0% Windsor
13: Other Sales and Service Personnel 14.2% 18.7% -12 76.1% Windsor
14: Other Manual Workers 20.0% 24.2% -1 82.6% Windsor
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Internal Representation vs. External Labour Market Availability
Visible Minorities
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Internal Representation vs. External Labour Market Availability
Visible Minorities

Overall, visible minorities are significantly underrepresented in comparison to the national labour
market availability with the internal representation at 14.8% (2018) compared to the external
workforce representation at 21.3% (2016 Census). The challenges of underrepresentation continue
throughout the majority of the Employment Equity Occupational Groups (EEOGs).

The highest internal representation of visible minorities is found in the EEOG 14: Other Manual
Workers at 20.0%.

Underrepresentation that is not considered significant per the severity ratio is found in the EEOG 14:
Other Manual Workers with the internal representation at 20.0% compared to the external local
labour market availability at 24.2% with a gap of -1 and a severity ratio of 82.6%.

Significant Underrepresentation, where the severity ratio is less than 80% (excluding 0.0%), is found in
the following EEOGs:

e EEOG 02: Middle and Other Managers with the internal representation at 9.9% compared to
the external national labour market availability at 17.6% with a gap of -11 and a severity gap
of 56.0%

e EEOG 03: Professionals with the internal representation at 17.7% compared to the external
national labour market availability at 25.0% with a gap of -118 and a severity ratio of 70.9%

e EEOG 04: Semi-Professionals with the internal representation of 8.2% compared to the
external provincial labour market availability at 23.1% with a gap of -26 and a severity gap of
35.4%

e EEOG 05: Supervisors with the internal representation of 10.3% compared to the external
local labour market availability at 13.3% with a gap of -1 and a severity ratio of 77.8%

e EEOG 08: Skilled Sales and Service Personnel with the internal representation of 12.5%
compared to the external provincial labour market availability at 37.5% with a gap of -4 and
a severity ratio of 33.3%

e EEOG 10: Clerical Personnel with the internal representation of 7.4% compared to the
external local labour market availability at 11.4% with a gap of -5 and a severity ratio of
65.0%

e EEOG 11: Intermediate Sales and Service Personnel with the internal representation of 4.8%
compared to the external local labour market availability at 19.1% with a gap of -3 and a
severity ratio of 24.9%

e EEOG 13: Other Sales and Service Personnel with the internal representation of 14.2%
compared to the external local labour market availability at 18.7% with a gap of -12 and a
severity ratio of 76.1%
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In addition, no internal representation of visible minorities can be found in the following EEOGs:

e EEOG 06: Supervisors: Crafts and Trades
e EEOG 09: Skilled Crafts and Trades Workers
e EEOG 12: Semi-Skilled Manual Workers

Out of the 14 EEOGs categories listed, only 1 EEOG is considered not significantly underrepresented, 8
groups are significantly underrepresented and 3 are not represented at all.
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Internal Representation vs. External Labour Market Availability

Persons with Disabilities

Employment Equity Occupational Group Rep:'r;izl;\ntzltion La:::i:al\;lial\irtl;et Gap Severity Ratio I::::utiitor:eor:t
01: Senior Managers 8.3% 5.0% 0 National
02: Middle and Other Managers 4.2% 5.0% -1 84.5% National
03: Professionals 4.6% 8.9% -70 51.4% National
4011: University Professors* 7.1% 8.9% -9 80.3% National
04: Semi-Professionals 6.4% 7.6% -2 84.6% Provincial
05: Supervisors 3.4% 27.5% -7 12.5% Windsor
06: Supervisors: Crafts and Trades 0.0% 10.1% 0 0.0% Provincial
07: Administrative and Senior Clerical 3.8% 10.0% -17 37.6% Windsor
08: Skilled Sales and Service Personnel 0.0% 8.0% -1 0.0% Provincial
09: Skilled Crafts and Trades Workers 6.8% 7.8% 0 87.4% Provincial
10: Clerical Personnel 8.1% 9.3% -2 87.6% Windsor
11: Intermediate Sales and Service Personnel 9.5% 10.8% 0 88.2% Windsor
12: Semi-Skilled Manual Workers 0.0% 10.3% 0 0.0% Windsor
13: Other Sales and Service Personnel 10.0% 10.7% -2 93.5% Windsor
14: Other Manual Workers 6.7% 6.8% 0 98.0% Windsor
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Internal Representative vs. External Labour Market Availability
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Internal Representation vs. External Labour Market Availability
Persons with Disabilities

Overall, persons with disabilities are significantly underrepresented at 5.3% (2018) in comparison to
the national labour market availability at 9.1% (2017 CSD). There continues to be challenges with
respect to underrepresentation of persons with disabilities in the following EEOGs.

It is important to note that there were significant improvements to the 2017 Canadian Survey on
Disabilities that affected the percentages of the external workforce availability and the comparability
with the 2012 Canadian Survey on Disabilities.

The highest internal representation of persons with disabilities is found in the EEOG 13: Other Sales
and Service Personnel at 10.0%.

Underrepresentation that is not considered significant per the severity ratio is found in the following
EEOGs:

e EEOG 02: Middle and Other Managers with the internal representation of 4.2% compared to
the external national labour market availability at 5.0% with a gap of -1 and a severity ratio of
84.5%

e EEOG 04: Semi-Professionals with the internal representation of 6.4% compared to the
external provincial labour market availability at 7.6% with a gap of -2 and a severity ratio of
84.6%

e EEOG 09: Skilled Crafts and Trades Workers with the internal representation of 6.8%
compared to the external provincial labour market availability at 7.8% with a gap of 0 and a
severity ratio of 87.4%

e EEOG 10: Clerical Personnel with the internal representation of 8.1% compared to the external
local labour market availability at 9.3% with a gap of -2 and a severity ratio of 87.6%

e EEOG 11: Intermediate Sales and Service Personnel with the internal representation of 9.5%
compared to the external local labour market availability at 10.8% with a gap of 0 and a
severity ratio of 88.2%

e EEOG 13: Other Sales and Service Personnel with the internal representation of 10.0%
compared to the external local labour market availability at 10.7% with a gap of -2 and a
severity ratio of 93.5%

e EEOG 14: Other Manual Workers with the internal representation of 6.7% compared to the
external local labour market availability at 6.8% with a gap of 0 and a severity ratio of 98.0%

Significant Underrepresentation, where the severity ratio is less than 80% (excluding 0.0%), is found in
the following EEOGs:

e EEOG 03: Professionals with the internal representation of 4.6% compared to the external
national labour market availability at 8.9% with a gap of -70 and a severity ratio of 51.4%
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e EEOG 05: Supervisors with the internal representation of 3.4% compared to the external local
labour market availability at 27.5% with a gap of -7 and a severity ratio of 12.5%

e EEOG 07: Administrative and Senior Clerical with the internal representation of 3.8%
compared to the external local labour market availability at 10.0% with a gap of -17 and a
severity ratio of 37.6%

In addition, no internal representation of persons with disabilities can be found in the following
EEOGs:

e EEOG 06: Supervisors: Crafts and Trades
e EEOG 08: Skilled Sales and Service Personnel
e EEOG 12: Semi-Skilled Manual Workers

Out of 14 EEOGs categories listed, 7 groups are not considered significantly underrepresented, 3
groups are significantly underrepresented and 3 groups have no representation at all.
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Designated Group Employment Equity Data Profile — Academic Units (Faculty)
(includes all lecturers, assistant professors, associate professors, and full professors; excludes assistant dean, associate deans, and deans)

DESIGNATED GROUP EMPLOYMENT EQUITY PROFILE - ACADEMIC UNITS (Faculty)
Women Aboriginal Peoples Visible Minorities Persons with Disabilities
Internal Labour S . Internal Labour S . Internal Labour S X Internal Labour S .
Workforce Market ‘;vi.nty Workforce Market ‘;vi.nty Workforce Market ‘:"i.”ty Workforce Market ‘;vi.nty
Representation Availability atio Representation Availability atio Representation Availability atio Representation Availability atio
Faculty of Arts,
pumanites & 52.7% 44.0% - 4.2% 1.4% - 15.6% 21.1% | 73.9% 9.6% 8.9% -
(FAHSS)
:Zf“;'::’l:: 55.0% 44.0% - 5.0% 1.4% - 40.0% 21.1% - 5.0% 8.9% | 56.2%
:i:i‘:eye(:ifng 14.1% 44.0% | 32.0% 1.3% 1.4% 47.4% 21.1% - 5.1% 8.9% |57.3%
Faculty of
Human 43.5% 44.0% 0.0% 1.4% 0.0% 8.7% 21.1% | 41.2% 4.3% 8.9% | 48.3%
Kinetics
::;:"ty of 65.5% 44.0% - 13.8% 1.4% - 27.6% 21.1% - 17.2% 8.9% -
:laucr‘:'i;‘;“ 82.4% 44.0% - 0.0% 1.4% | 0.0% 17.6% 21.1% 5.9% 8.9% | 66.3%
:,:iceu.:?éd 22.2% 44.0% | 50.5% 0.9% 1.4% | 64.3% 33.3% 21.1% - 3.7% 8.9% | 41.6%
Odette
School of 17.7% 44.0% | 40.2% 1.6% 1.4% - 37.1% 21.1% - 6.5% 8.9% | 73.0%
Business
Libraries 78.3% 81.4% 0.0% 2.4% 0.0% 13.0% 11.4% - 0.0% 89% | 0.0%
Ancillary
Academic 56.5% 54.3% - 0.0% 1.3% 0.0% 19.4% 36.2% | 53.6% 4.8% 8.9% | 53.9%
Staff
f:z::‘?:f: 58.6% 54.3% - 0.0% 13% | 0.0% 10.3% 36.2% | 285% | 10.3% 8.9% -
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Designated Group Employment Equity Profile - Academic Units (Faculty)
Internal Workforce Representation vs. External Labour Market Availability
(includes all lecturers, assistant professors, associate professors, and full professors;
excludes assistant dean, associate deans and deans)

100.0%

90.0%

80.0%

70.0%

60.0%

50.0%

Percentages

40.0%

30.0%

20.0%

10.0%

‘l..lln l“l.l |H|.| ll .||.| ll .|‘|| || .||.| |‘||| |l..|||| ‘I I ll .||.| || .||||

Faculty of Faculty of Faculty of Faculty of Faculty of Law  Faculty of Faculty of Odette School Libraries Ancillary Sessional
Arts, Education Engineering Human Nursing Science of Business Academic Lecturers
Humanities & Kinetics Staff
Social
Sciences ) .
(FAHSS) Academic Units
B Women Internal Workforce Representation B Women Labour Market Availability
m Aboriginal Peoples Internal Workforce Representation m Aboriginal Peoples Labour Market Availability
B Visible Minorities Internal Workforce Representation B Visible Minorities Labour Market Availability
B Persons with Disabilities Internal Workforce Representation B Persons with Disabilities Labour Market Availability
Page 26 of 43

University of Windsor, Employment Equity Report 2018



Designated Group Profiles — Academic Units (Faculty)

This chart gives a breakdown of the Academic Units by University Professors (NOC 4011), Librarians
(NOC 5111) and Other faculty related (NOC 4012)

In the category University Professors (NOC 4011) (by Faculty)

Women meet representation in the following Academic Units
0 Faculty of Arts, Humanities and Social Sciences (FAHSS)
0 Faculty of Education
O Faculty of Law
O Faculty of Nursing
Aboriginal peoples meet representation in the following Academic Units
0 Faculty of Arts, Humanities and Social Sciences (FAHSS)
O Faculty of Education
O Faculty of Law
0 Odette School of Business
Visible minorities meet representation in the following Academic Units
0 Faculty of Education
0 Faculty of Engineering
O Faculty of Law
O Faculty of Science
0 Odette School of Business
Persons with disabilities meet representation in the following Academic Units
0 Faculty of Arts, Humanities and Social Sciences (FAHSS)
0 Faculty of Law

In contrast, University Professors (NOC 4011) (by Faculty)

Women are underrepresented, however not considered significant per the severity ratio in the
Faculty of Human Kinetics
Aboriginal peoples are underrepresented, however not considered significant per the severity
ratio in the Faculty of Engineering
Visible minorities are underrepresented, however not considered significant per the severity
ration in the Faculty of Nursing
There are no underrepresentation that is not considered significant per the severity ratio for
persons with disabilities
Women are significantly underrepresented (including 0.0%) in the following Academic Units

0 Faculty of Engineering

0 Faculty of Science

0 Odette School of Business
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e Aboriginal peoples are significantly underrepresented (including 0.0%) in the following
Academic Units
0 Faculty of Human Kinetics
0 Faculty of Nursing
0 Faculty of Science
e Visible minorities are significantly underrepresented (including 0.0%) in the following
Academic Units
0 Faculty of Arts, Humanities and Social Sciences (FAHSS)
0 Faculty of Human Kinetics
e Persons with disabilities are significantly underrepresented (including 0.0%) in the following
Academic Units
O Faculty of Education
Faculty of Engineering
Faculty of Human Kinetics
Faculty of Nursing
Faculty of Science
Odette School of Business

O O O o0 O

In the category Librarians (NOC 5111) and Ancillary Academic Staff & Sessional Lecturers (NOC 4012)

e The workforce representation for women in Libraries is 78.3% compared to the external
labour market availability of 81.4%. The representation of women is slightly underrepresented
at 96.2%

e Women meet representation for Ancillary Academic Staff and Sessional Lecturers

e Thereis no representation of Aboriginal peoples for Libraries, Ancillary Academic Staff and
Sessional Lecturers

e Visible minorities meet representation for the Libraries, however, there is significant
underrepresentation for both Ancillary Academic Staff and Sessional Lecturers

e There is no representation of persons with disabilities in the Libraries. Ancillary Academic Staff
is significantly underrepresented for persons with disabilities. Lastly, persons with disabilities
meet representation for the Sessional Lecturers
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Designated Group Profile — Academic Departments — FAHSS (Department)
(includes all lecturers, assistant professors, associate professors, and full professors; excludes assistant dean, associate deans, and deans)

DESIGNATED GROUP EMPLOYMENT EQUITY PROFILE - ACADEMIC UNITS — FAHSS (Department)

University of Windsor, Employment Equity Report 2018

Women Aboriginal Peoples Visible Minorities Persons with Disabilities
Internal Labour S . Internal Labour S 5 Internal Labour S . Internal Labour S .
Workforce Market ‘;’{"‘i.”ty Workforce Market c;wi.rlty Workforce Market c;wi.rlty Workforce Market c;wi.rlty
Representation | Availability atio Representation | Availability atio Representation | Availability atio Representation | Availability atio
ﬁ’gg‘;‘:ﬁ:w' 40.0% | 44.0% |90.9% | 0.0% 14% | 0.0% | 20.0% | 21.1% |94.8%| 0.0% 8.9% | 0.0%
English
ti:f::f; g 56.3% | 44.0% | - 12.5% 1.4% - 6.3% 21.1% | 29.9% |  6.3% 8.9% | 70.8%
Creative Writing
History 40.0% 44.0% | 90.9% 0.0% 1.4% 0.0% 30.0% 21.1% - 0.0% 8.9% 0.0%
Languages,
Literatures & 41.7% 44.0% | 94.8% 0.0% 1.4% 0.0% 25.0% 21.1% - 0.0% 8.9% 0.0%
Cultures
Philosophy 33.3% 44.0% | 75.7% 22.2% 1.4% - 0.0% 21.1% 0.0% 11.1% 8.9% -
Political Science 38.5% 44.0% | 87.5% 7.7% 1.4% - 23.1% 21.1% - 7.7% 8.9% 86.5%
Psychology 51.7% 44.0% - 3.4% 1.4% - 10.3% 21.1% | 48.8% 13.8% 8.9% -
School of 62.5% | 44.0% | -- 0.0% 14% | 00% | 6.3% 21.1% | 29.9% | 12.5% 8.9% | -
Creative Arts
‘:‘;':r::t‘l’cf Art 90.0% | 44.0% | - 0.0% 1.4% | 0.0% 0.0% 21.1% | 0.0% | 10.0% 8.9% -
\SACI::’IZ’ lofSocial | /206 | a2.0% | - 0.0% 14% | 0.0% | 235% | 21.1% | -- 11.8% 8.9% -
Sociology,
Anthropology & 40.0% 44.0% | 90.9% 0.0% 1.4% 0.0% 30.0% 21.1% - 20.0% 8.9% -
Criminology
Women's & 100.0% | 44.0% | - 33.3% 1.4% - 0.0% 21.1% | 0.0% 0.0% 8.9% | 0.0%
Gender Studies
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Designated Group Profile - Academic Departments - FAHSS (Department)
Internal Workforce Representation vs. External Labour Market Availability
(includes all lecturers, assistant professors, associate professors, and full professors;
excludes assistant dean, associate deans and deans)

100.0%
90.0%
80.0%
70.0%
w
@ 60.0%
8
<  50.0%
8
2 40.0%
30.0%
20.0%
||| I || || || |I| || |||| |I| ||| |I| ||| ||
o [ 14 Ak, I
& . Q o Q 2 2\ ) & & A o
q;(\\ $&\Q @a’@ S (,oé\ é,\‘z’(\o & e¥ o & o ,@&e
) N RS o X R 3 . & S
° & o° & ) ey & S &° & &
¢ S & S < & <>< S d N
\ ﬂe é 0\ Os\ O‘\ \0 %— (’)QJ
& ¢ & < > > S 2 &
& 2 o o N ° %
© N 3 & & & R 3
N N N2 ) S O &
((\\) @ (o {5‘ 06\
N N $° & S
© @Qg» \3,0("’ Academic Departments - FAHSS \ocz,\‘
(\@ oél\o
\:b =)
&
&
<</(‘
B Women Internal Workforce Representation B Women Labour Market Availability
H Aboriginal Peoples Internal Workforce Representation Aboriginal Peoples Labour Market Availability
H Visible Minorities Internal Workforce Representation B Visible Minorities Labour Market Availability
B Persons with Disabilities Internal Workforce Representation M Persons with Disabilities Labour Market Availability
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DESIGNATED GROUP EMPLOYMENT EQUITY PROFILE - ACADEMIC UNITS - Faculty of Engineering (Department)
Women Aboriginal Peoples Visible Minorities Persons with Disabilities
Internal Labour Severity Internal Labour Severity Internal Labour Severity Internal Labour Severity
Workforce Market Ratio Workforce Market Ratio Workforce Market Ratio Workforce Market Ratio
Representation | Availability Representation | Availability Representation | Availability Representation | Availability
Civil &
Environmental 11.1% 44.0% | 25.2% 0.0% 1.4% 0.0% 66.7% 21.1% -- 16.7% 8.9% --
Engineering
Electrical &
Computer 11.1% 44.0% | 25.2% 0.0% 1.4% 0.0% 61.1% 21.1% -- 0.0% 8.9% 0.0%
Engineering
Mechanical,
Aut tive &
e 15.0% | 440% |341% | 25% | 1.4% | - | 350% | 211% | - 25% | 8.9% |281%
Materials
Engineering
Designated Group Profile - Academic Departments - Faculty of Engineering (Department)
Internal Workforce Representation vs. External Labour Market Availability
(includes all lecturers, assistant professors, associate professors, and full professors;
exclude assistant deans, associate deans and deans)
100.0%
©  80.0%
o
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c
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(]
a 20.0%
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B Women Internal Workforce Representation
Aboriginal Peoples Internal Workforce Representation
H Visible Minorities Internal Workforce Representation

B Persons with Disabilities Internal Workforce Representation

Civil & Environmental Engineering Electrical & Computer Engineering Mechanical, Automotive & Materials Engineering

Academic Departments - Faculty of Engineering

B Women Labour Market Availability
Aboriginal Peoples Labour Market Availability
M Visible Minorities Labour Market Availability

B Persons with Disabilities Labour Market Availability
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Designated Group Profile — Academic Departments — Faculty of Science (Department)
(includes all lecturers, assistant professors, associate professors, and full professors; excludes assistant dean, associate deans, and deans)

University of Windsor, Employment Equity Report 2018

DESIGNATED GROUP EMPLOYMENT EQUITY PROFILE - ACADEMIC UNITS - Faculty of Science (Department)
Women Aboriginal Peoples Visible Minorities Persons with Disabilities
Internal Labour S it Internal Labour S it Internal Labour S it Internal Labour S it
Workforce Market eRvi.n ¥ Workforce Market ivi.n ¥ Workforce Market ivi.n ¥ Workforce Market ivi.n y
Representation | Availability atio Representation | Availability atio Representation | Availability atio Representation | Availability atio
g;::i:a' 25.0% | 44.0% |56.8% | 5.0% 14% | - 10.0% | 21.1% | 47.4% | 10.0% 89% | -
Chemistry &
. . 18.2% 44.0% | 41.4% 0.0% 1.4% 0.0% 18.2% 21.1% | 86.3% 0.0% 8.9% 0.0%
Biochemistry
Earth &
Environmental 15.4% 44.0% | 35.0% 0.0% 1.4% 0.0% 15.4% 21.1% | 73.0% 0.0% 8.9% 0.0%
Sciences
Economics 30.8% 44.0% | 70.0% 0.0% 1.4% 0.0% 38.5% 21.1% -- 7.7% 8.9% 86.5%
Mathematics
.. 25.0% 44.0% | 56.8% 0.0% 1.4% 0.0% 66.7% 21.1% -- 0.0% 8.9% 0.0%
& Statistics
Physics 37.5% 44.0% | 85.2% 0.0% 1.4% 0.0% 37.5% 21.1% -- 12.5% 8.9% --
School of
Computer 15.0% 44.0% | 34.1% 0.0% 1.4% 0.0% 60.0% 21.1% -- 0.0% 8.9% 0.0%
Science
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Designated Group Profile - Academic Departments - Faculty of Science (Department)
Internal Workforce Representation vs. External Labour Market Availability
(includes all lecturers, assistant professors, associate professors, and full professors;
excludes assistant deans, associate deans and deans)
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Designated Group Profiles — Academic Departments

The charts above give a further breakdown of the Academic Units by University Professors (NOC

4011) by Academic Departments.

In the category University Professors (NOC 4011) by departments

e Women meet representation in the following Academic Departments

0 English Language, Literature & Creative Writing
Psychology

School of Creative Arts

School of Dramatic Arts

School of Social Work

0 Women’s and Gender Studies

O O O O

e Aboriginal peoples meet representation in the following Academic Departments

0 English Language, Literature and Creative Writing
Philosophy

Political Science

Psychology

Women’s and Gender Studies

O O O O O

O Biological Sciences

e Visible minorities meet representation in the following Academic Departments

O History

Language, Literatures & Cultures

Political Science

School of Social Work

Sociology, Anthropology and Criminology
Civil and Environmental Engineering
Electrical and Computer Engineering

Economics

Mathematics and Statistics
Physics

0 School of Computer Science

O O 0O OO0 OO0 O0OO0o0OOo

Mechanical, Automotive and Materials Engineering

Mechanical, Automotive and Materials Engineering

e Persons with disabilities meet representation in the following Academic Departments

0 Philosophy

Psychology

School of Creative Arts

School of Dramatic Art

School of Social Work

Sociology, Anthropology and Criminology
Civil & Environmental Engineering

O O 0O 0O 0 o

University of Windsor, Employment Equity Report 2018
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O Biological Sciences
0 Physics

In contrast, University Professors in the category (NOC 4011) by departments

e Women that are underrepresented, however, not considered significant per the severity ratio
in the following Academic Departments
0 Communication, Media and Film
History
Languages, Literatures and Cultures
Political Science
Sociology, Anthropology and Criminology
0 Physics
e There are no underrepresentation that is not considered significant per the severity ratio for
Aboriginal Peoples

O O O O

e Visible minorities that are underrepresented, however, not considered significant per the
severity ratio in the following Academic Departments
0 Communication, Media and Film
0 Chemistry and Biochemistry
e Persons with disabilities that are underrepresented, however, not considered significant per
the severity ratio in the following Academic Departments
0 Political Science
0 Economics
e Women that are significantly underrepresented (including 0.0%) in the following Academic
Units
Philosophy
Civil and Environmental Engineering
Electrical and Computer Engineering
Mechanical, Automotive and Materials Engineering
Biological Sciences
Chemistry and Biochemistry
Earth and Environmental Sciences
Economics
Mathematics and Statistics
0 School of Computer Science

O OO0 o0 O OoOO0oOOo

e Aboriginal peoples that are significantly underrepresented (including 0.0%) in the following
Academic Units
0 Communication, Media and Film
History
Language, Literatures and Cultures
School of Creative Arts
School of Dramatic Art
School of Social Work

O O O OO
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(0}

Sociology, Anthropology and Criminology
Civil and Environmental Engineering
Electrical and Computer Engineering
Chemistry and Biochemistry

Earth and Environmental Sciences
Economics

Mathematics and Statistics

Physics

School of Computer Science

e Visible minorities that are significantly underrepresented (including 0.0%) in the following
Academic Units

(0]

O O O 0O O O

(0]

English Language, Literatures and Creative Writing
Philosophy

Psychology

School of Creative Arts

School of Dramatic Art

Women'’s and Gender Studies

Biological Science

Earth and Environmental Sciences

e Persons with disabilities that are significantly underrepresented (including 0.0%) in the
following Academic Units

(0}

O O 0O 0O 0O OO0 O Oo0OOo

Communication, Media and Film

English Language, Literature and Creative Writing
History

Languages, Literatures and Cultures

Women'’s and Gender Studies

Electrical and Computer Engineering

Mechanical, Automotive and Materials Engineering
Chemistry and Biochemistry

Earth and Environmental Sciences

Mathematics and Statistics

School of Computer Science
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Action Plans and Timelines in 2018

In addition to the various employment equity initiatives stated in the section to follow, the University
of Windsor continues to strengthen its equity, diversity and inclusion in all areas of academia.
Outlined below are action plans and timelines in 2018-2019, which come from the Employment

Equity Multi-Year Plan 2016-2020.

University of Windsor, Employment Equity Report 2018

Action Plan Responsibility | Timeframe | Status
Update
EE Data Management
Revise EE Self-Identification Survey form with EECC OHREA, EECC Winter 2018 | Done
for input
Review/Revise staff applicant tracking (current) OHREA, HR Fall 2018 Done
EEHRM to access faculty applicant data using Form 2 | OHREA (EEHRM) | Winter Done
and Form 3 (Lotus Notes) and enter the information 2018-Fall
into the applicant tracking spreadsheet (provided by 2018
Bylaw 20 Appendix A)
Populate WEIMS data in 2017 OHREA, ITS Winter 2018 | Done
Submit project scope for approval OHREA, ITS Winter 2018 | Done
Migrate to updated DEAP 2.1 Tool OHREA, ITS Summer Done
2018
Note: Includes module for Administrative Units and
Governance
Explore feasibility for gender option on forms and OHREA, ITS Fall 2018 Waiting
systems on
e HRIS (employment) approval
e Student (application, registration) &
resources
EE Structure
Review/Revise Terms of Reference for the EECC, OHREA, Winter 2018 | Done
Employment Equity Coordinating Committee (EECC) PCDI
Create EE Sub-Committees (Recruiting & Attracting, EECC, OHREA Fall 2016 to | Done
Inclusion & Retention, Training & Education) Fall 2018
Create Terms of Reference for the EE Sub- EECC, OHREA, Winter 2018 | Done
Committees (Recruiting & Attracting, Inclusion & PCDI
Retention, Training & Education)
Review/Revise EE/PA list and recruiting progress OHREA, WUFA, | Fall 2018 Done
opP
Policies, Practices and Procedures
Review various University employment equity OHREA Winter 2018 | Done
policies and prioritize policies that may need revision
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Action Plan Responsibility | Timeframe | Status
Update
Reporting
Complete the Employment Equity 2015 Report OHREA Winter 2018 | Done
progress
Upload Employment Equity 2015 Report to OHREA OHREA Summer Done
website 2018
Complete the Employment Equity 2016 Report OHREA Summer Done
progress 2018
Upload Employment Equity 2016 Report to OHREA OHREA Fall 2018 Done
website
Complete the Employment Equity 2017 Report OHREA Fall 2018 In
progress Progress
University Workforce Census
Develop Action plan of University Workforce Census | OHREA Winter 2018 | Done
Complete the Ethics Review documents for the EE OHREA Summer Not
Census and submit for approval 2018 Required
Develop the University of Windsor 2020 EE Census OHREA Fall 2018 Done
and alternate formats
Create the slogans, FAQs, pamphlets, posters and OHREA Fall 2018 - In
other promotional materials for EE Workforce Census Summer progress
2019
Communication
Explore formal e-network(s) to share information OHREA Fall 2018 Done
internally and externally throughout the University
community
Register to join the formal e-network(s) OHREA Fall 2018 Done
Create informal e-network(s) list for applicable OHREA Fall 2018 Done
designated groups
Review Employment Equity website and update OHREA (Admin. | Winter 2018 | Done
Assist.), PAC
Research other university EE website OHREA Fall 2018- In
Winter 2019 | Progress
Explore various social media outlets and determine OHREA (Admin. | Fall 2018- In
which ones would benefit EE (e.g. linkedin, twitter, Assist.), PAC Winter 2019 | Progress
facebook)
Create an information brochure on the University’s OHREA Winter 2019 | In
EE structure Progress
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Action Plan Responsibility | Timeframe | Status
Update
Professional Development
EE Training Luncheon for EE/PAs and others involved | OHREA, PCEE, Fall 2018 Done
in hiring (invitations to applicable University oP
community personnel)
Create Lunch & Learn series with topics related to OHREA Fall 2018 - In
Equity, Diversity and Inclusion Winter 2019 | Progress
Determine feasibility of conducting EE training in OHREA (Exec. Fall 2018 In
various web based formats Dir.), OP, ITS Progress
Review training materials for bias OHREA, CTL, Fall 2018 Done
HR’s Mgr of EED
Add CRC bias training on OHREA website OHREA Fall 2018 Done
(http://www.chairs-chaires.gc.ca/program-
programme/equity-equite/bias/module-
eng.aspx?pedisable=true)
Recruitment, Promotion, Retention
Create and provide EE Data Profile to the Equity OHREA, OP Winter 2018 | Done
Assessors for the Units they are assessing
Note: Provide to Faculty Recruitment Coordinator to
distribute to Equity Assessors
Provide Academic Unit specific EE Data to AAU OHREA Fall 2018 Done
Heads, Directors and Deans
CRC Equity, Diversity and Inclusion Annual Report OHREA, ORIS, Annually — Done
Committee October
2018

Review ESR of areas identified as possible barriersto | OHREA, HR, OP, | Summer Done
promotion and tenure acquisition Unions 2018

Note: Under the section “Status Update,” the status of the action plan in this report is updated as of
December 2018. Any items that are in progress will be carried over to next years’ Action Plan, and

the status will be updated on the Employment Equity Annual Report 2019.

University of Windsor, Employment Equity Report 2018
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Equity, Diversity and Inclusion Highlights in 2018

Hiring of SPF50 New Assistant Professors (final round)

In 2015, the University of Windsor announced an initiative to hire fifty (50) new assistant professor
positions over a three-year time span (2016-2018). The first round resulted in the hiring of fifteen (15)
tenure-track assistant professors in 2016. Fourteen (14) tenure-track assistant professors were hired
in the second round in 2017. The third and final round resulted in twenty-one (21) tenure-track
assistant professors hired in 2018. Thus, the program reached the intended target of 50 new hires.

In the hiring process, each academic unit was provided with their unit’s employment equity profile.
The employment equity profile highlighted areas of under-representation of the four federally
designated groups: women, Aboriginal peoples, visible minorities and persons with disabilities. The
information provided helped the academic units to better understand their units’ demographics and
to address the gaps and under-representation that may be present.

The 50 new hires were reported in the “Report of the Review Committee on Employment Equity
(RCEE) September 2018”
(http://www.uwindsor.ca/secretariat/sites/uwindsor.ca.secretariat/files/sa180209 combined.pdf).
More information regarding the 50 new hires can be found in the following websites
(http://www.uwindsor.ca/50newprofs/) and (http://www.uwindsor.ca/provost/345/recent-
appointments-2016-18).

5 Indigenous Scholars new hires (PIPS)

The University of Windsor created an initiative to advance diversity within academia, specifically
within the Aboriginal peoples designated group. In 2018, through the President’s Indigenous Peoples
Scholars Program (also known as PIPS) five (5) Indigenous scholars were hired. More information
regarding the PIPS hires can be found in the following websites (http://www.uwindsor.ca/indigenous-
peoples/), (http://www.uwindsor.ca/indigenous-peoples/297/presidents-indigenous-peoples-
scholars-program) and (http://www.uwindsor.ca/provost/345/recent-appointments-2016-18).

Employment Equity Coordinating Committee (EECC) Subcommittees

Three subcommittees were created to help focus the work of the EECC. The role of the
subcommittees is to advise and provide recommendations to the EECC on employment equity related
matters. Terms of Reference were completed for the three EECC subcommittees. It is anticipated that
the subcommittees will be formed and meeting in late spring 2019. The subcommittees are as
follows:

EECC Recruiting and Attracting Subcommittee
EECC Inclusion and Retention Subcommittee
EECC Training and Education Subcommittee

The Terms of Reference for the three Employment Equity Subcommittees can be found by following
this link http://www.uwindsor.ca/ohrea/29/employment-equity-coordinating-committee
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Diversity & Equity Assessment & Planning (DEAP) Tool

In early 2016 the University acquired the DEAP Tool that was developed by the Equity Office from
Queen’s University. The DEAP Tool is the University of Windsor’s employment equity tool to help
assist University units to better understand their unit’s environment and climate as it relates to
equity, diversity and inclusion. It is a self-audit tool for units to establish and monitor starting points,
goals and timetables.

The tool was launched in the fall of 2016. At the time of the launch, academic units were the primary
DEAP Tool users as the Academic Module was the only module available.

In 2018, the DEAP Tool was upgraded to version 2.1 and was released to include an Administrative
Module and Governance Module. Now with the access to the DEAP Tool for administrative units,
these units can use the tool to enhance equity, diversity and inclusion to plan ways to meet their
equity goals. Administrative units that are interested in accessing the DEAP Tool can contact the
Employment Equity Manager from the Office of Human Rights, Equity and Accessibility for further
information, training and access.

President’s Commission on Employment Equity (PCEE) Report

Senate Bylaw 20: Types and Terms of Appointments

The senate bylaw 20 includes an Appendix A, which is the format for Annual Reports to the Office of
Human Rights, Equity and Accessibility. This report requires PCEE to report information that includes
all academic appointments hired within the academic calendar year (July to August). The reporting
format includes the following information:

e Position type/title (include: rank, tenure status [probationary or limited term], full or part-
time, salary)

e the number of Aboriginal persons (applying, short-listed and interviewed)

e the number of persons with disabilities (applying, short-listed and interviewed)

e the number of sexual/gender minorities (applying, short-listed and interviewed)

e the number of visible minorities (applying, short-listed and interviewed)

e the number of women (applying, short-listed and interviewed)

e total number of designated group applicants (do not double count individuals)
note: an applicant may be a member of multiple designated group categories.

e total number of all applicants (designated and non-designated)

e number of offers made to: designated group member and non-designated group member

e offer accepted by: designated group member or non-designated group member
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Changes to the 2017 Canadian Survey on Disability

There were significant improvements to the 2017 Canadian Survey on Disability (CSD)° that affected
the percentages of the external workforce availability and the comparability with the 2012 Canadian
Survey on Disability. One of the major improvements was new census filter questions that helped
better the coverage of people with disabilities compared to the questions asked in the previous
census. The previous filter questions were not as effective in targeting people with disability types
that may be less visible such as cognitive or mental health related disabilities.

Another improvement to the 2017 survey was the data collection method. In 2017 the data collection
was conducted using an electronic questionnaire that could either be self-administered online or
completed over the phone with the assistance of an interviewer. Approximately two in five
respondents opted for the self-administered online collection. In 2012 the data collection consisted
primarily of telephone interviews and also few pen-and-paper interviews. This change in collection
method may have affected responses as those who answered the questions online could see all the
possible response choices as opposed to those who had the choices read to them over the phone by
the interviewer.

As a result of these improvements the number of people who identified as having a disability in the
2017 CSD increased significantly. This is reflected in the external workforce representation
percentages. For example, in the category of EEOGO03, the percentage changed from 3.8% in 2012 CSD
to 8.9% in 2017 CSD. It is important to note, as this is advised by the Canadian Survey on Disability,
that the data percentage differences between the 2017 and 2012 is neither possible nor
recommended to compare between the two surveys. Any attempts at comparison would be
considered invalid.

Legalization of Cannabis and the University of Windsor

On October 17, 2018, recreational cannabis products was legalized across Canada. The University of

Windsor developed a University of Windsor Cannabis Strategy as a guide to the existing policies.

Information regarding the University of Windsor Cannabis Strategy can be referenced at the website

http://www.uwindsor.ca/recreationalcannabis/sites/uwindsor.ca.recreationalcannabis/files/cannabis
strategy - final.pdf.

5 https://www150.statcan.gc.ca/n1/en/pub/89-654-x/89-654-x2018001-eng.pdf?st=s4tEzohu
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Appendix A: Employment Equity Occupational Groups (EEOG)®

1 | Senior Managers Senior managers are officials holding the most senior positions in firms or corporations.
They are responsible for the corporation's policy and strategic planning, and for directing
and controlling the functions of the organization.

2 | Middle and Other | Middle and other managers receive instructions from senior managers and administer the

Managers organization's policy and operations through subordinate managers or supervisors. Senior
managers and middle and other managers comprise all managers.

3 | Professionals Professionals usually need either a university degree or extensive formal training and often
have to be members of a professional organization.

4 | Semi-Professionals | Workers in these occupations have to possess knowledge equivalent to about two years of

and Technicians post-secondary education, offered in many technical institutions and community colleges,
and often have further specialized on-the-job training. They may have highly developed
technical and/or artistic skills.

5 | Supervisors Supervisors are non-management first-line coordinators of white-collar (administrative,
clerical, sales, and service) workers. Supervisors may, but do not usually, perform any of
the duties of the employees under their supervision.

6 | Supervisors: Crafts | Supervisors of crafts and trades are non-management first-line coordinators of workers in

and Trades manufacturing, processing, trades, and primary industry occupations. They supervise
skilled crafts and trades workers, semi-skilled manual workers and/or other manual
workers. Supervisors may, but do not usually, perform any of the duties of the employees
under their supervision.

7 | Administrative Workers in these occupations carry out and coordinate administrative procedures and
and Senior Clerical | administrative services primarily in an office environment, or perform clerical work of a
Personnel senior nature.

8 | Skilled Sales and Highly skilled workers engaged wholly or primarily in selling or in providing personal
Service Personnel | service. These workers have a thorough and comprehensive knowledge of the processes

involved in their work and usually have received an extensive period of training involving
some post-secondary education, part or all of an apprenticeship, or the equivalent on-the-
job training and work experience.

9 | Skilled Crafts and Skilled crafts and trades workers are manual workers of a high skill level, having a thorough
Trades Workers and comprehensive knowledge of the processes involved in their work. They are

frequently journey people who have received an extensive period of training.

10 | Clerical Personnel | Clerical personnel are workers performing clerical work, other than senior clerical work.

11 | Intermediate Sales | These are workers engaged wholly or primarily in selling or in providing personal service
and Service who perform duties that may require from a few months up to two years of on-the-job
Personnel training, training courses, or specific work experience. Generally, these are workers whose

skill level is less than that of skilled sales and service, but greater than that of elementary
sales and service workers.

12 | Semi-Skilled Semi-skilled manual workers perform duties that usually require a few months of specific
Manual Workers vocational on-the-job training. Generally, these are workers whose skill level is less than

that of skilled crafts and trades workers, but greater than that of basic manual workers.

13 | Other Sales and Other sales and service personnel are workers in sales and service jobs that generally
Service Personnel | require only a few days or no on-the-job training. The duties are basic and require little or

no independent judgement.

14 | Other Manual Other manual workers are in blue collar jobs which generally require only a few days or no

Workers

on-the-job training or a short demonstration. The duties are manual, basic, and require
little or no independent judgement.

6 https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report-2016.html#aD
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