YORKIL,

Academic Appointments Process

Academic hiring is vital to enriching and expanding the knowledges a university is able to both
generate and share, making it one of the most consequential responsibilities of the collegium. The
appointments process delineated below ensures that we hire and invite new scholars to join York
in accordance with this purpose as well as government regulations, university policies and
collective agreements. To maintain the integrity of our hiring and the commitments between the
University and bargaining units, all parties involved in hiring must familiarize themselves with and
abide by the relevant terms. Questions about the appointments process and/or collective
agreements should be directed to the Associate Vice-President, Faculty Affairs (AVPFA).

The academic appointments process applies to full-time faculty and librarian/archivist positions.
Faculty appointments are to the Professorial or Teaching Streams and classified as tenured,
probationary or contractually-limited. Librarian/Archivist positions are classified as continuing,
probationary or contractually-limited. Academic appointments progress through three stages:

1) search request & authorization; 2) search process; and 3) appointment recommendation.

1. Search Request & Authorization 2. Search Process 3. Appointment Recommendation

» Position Advertising eAppointment Files
«Recruitment & Review *Rank & Tenure
«Shortlisting & Interviews *Review & Approval

1) Search Request & Authorization

The Provost & Vice-President Academic, in conjunction with the President and the Vice-President
Research and Innovation (VPRI), must approve appointment positions in advance of the search.
Resignations, retirements, or other forms of separation do not automatically result in a vacancy or
replacement position. Rather, these departures allow Faculties and units to reflect on their
longer-term academic priorities and identify appointments that might serve to bolster specific
areas of strength, meet new challenges, and adapt to changing needs and demands. The
University remains committed to maintaining the size of its tenure-track complement and will
continue to make as many appointments as are fiscally possible. Decanal requests for
appointments, not all of which can be granted, must be made on academic grounds and be
consistent with unit, Faculty, and University planning documents. Requests for bridging
appointments will be considered each year where retirements are expected in areas of critical
importance or to fill other urgent academic needs; approval will be contingent on appropriate
funding arrangements.

Appointment allocations are made only for the year specified and are not automatically carried
forward if the position is not filled. A new request for an unfilled position must be submitted for
approval. In cases of genuine emergency, or to take advantage of a special opportunity, a
Dean/Principal may submit a request for a position outside of the normal annual cycle. While the
Provost will consider such cases, they are the exception rather than the rule. All relevant units
should consult and co-operate with a view to meeting shared needs. When appointments come
forward for approval, appropriate indication of such efforts must be provided.
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The needs of appropriate Graduate Programs are also a major consideration for all faculty
appointments. All new faculty hires are expected to contribute to an existing Graduate Program or
one that is expected to come on stream soon. In a university as deprived as York is of tenure-
track positions, it is not surprising the teaching needs of undergraduate programs often drive
tenure-stream hiring requests. Nevertheless, where an appointment can also satisfy research
needs (e.g., supporting an emerging nucleus of research activity, or an Organized Research Unit),
that fact ought to be seen as additional support for the request for a tenure-track position. Any
request for a tenure-track position in the Professorial stream should comment on the implications
of the proposed appointment for the research program of the initiating unit. Some units will adopt
a policy of building upon existing research strengths, while others will opt for developing new
nuclei. Both strategies should be seen as viable, provided the longer-term implications of the
strategy are made clear.

On the financing of proposed positions, the Provost has been charged with the responsibility of
monitoring Faculty budgets and requires assurance that the Faculty has the capacity to pay for
the proposed positions. Beginning in 1993-94, Deans/Principals were asked to enter into formal
memoranda of understanding indicating that proposed appointments could be funded from
existing Faculty budgets, endowment income, or from new revenue streams approved by the
Office of the Provost & Vice-President Academic. In this way, the financial basis on which all
appointments are made is known by everyone. In the absence of such memoranda of
understanding, appointment files were turned back.

The above requirements still apply. Further, in regard to strategic appointments, appointment
requests should demonstrate how the appointment will contribute to directions set out in the
University Academic Plan. In addition, detailed rationales should be provided describing how
each requested appointment (centrally-funded and faculty-funded) will advance university
strategic priorities and objectives and/or advance Faculty strategic academic priorities. Note that
when requests for appointment authorization(s) are submitted to the Provost, the Dean/Principal
should ascertain the start-up costs involved if applicable and how those costs will be funded.
Anticipated start-up funding is part of the decanal submission and the amount of start-up costs
that will be provided from the Office of the Provost in relation to strategic appointments will be
determined on an annual basis and specified in calls relating to strategic appointments. Unless
otherwise specified, additional funding for start-up costs will come from the Faculty budget or
research funding secured by the faculty member. Deans should indicate any special resources or
arrangements (e.g., lab/studio space or renovations, equipment, etc.) that may be required.

Finally, there is the general matter of accountability both within the University and externally.
While it is true that Faculty and unit plans can give a sense of future direction, it is also true that it
is the decisions of the responsible administrative officers that will give effect to that sense of
direction. There is no more important statement of the direction of the Faculty or unit than that
which indicates the appointments that will be made in the near future and the Provost expects
such statements to make explicit reference to unit and Faculty plans. The Provost is regularly
asked by bodies reporting to Senate, by the Board of Governors, and by external bodies for
statements of this sort, and it is important that this Office be kept fully apprised of the proposals
that Deans/Principals have for appointments.
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2) Search Process

The steps and information below are meant to help hiring units identify and recruit the best
possible candidate while adhering to government regulations, collective agreements with
bargaining units, university guidelines and practices, and York’s Affirmative Action (AA) program
and employment equity policy.

To promote the quality, equity, and efficiency of our hiring, the Office of the AVPFA (i.e., Faculty
Affairs) works to support faculty and staff colleagues engaged in faculty searches. Supports
include topically-focused trainings, drop-in information sessions, and a Teams site to provide
just-in-time guidance and answers to queries. Search committees are encouraged to ensure that
at least one member joins the Teams site. Relevant policies, templates, and supplemental
materials are available to York faculty and staff in the Faculty Hiring Resources folder. Contact
Faculty Affairs for clarification or consultation regarding any of York’s hiring practices.

Position Advertising

Hiring units should use the ad templates in the Faculty Hiring Resources folder to prepare their
ads. The templates are formatted to maximize legibility to applicants, ensure inclusion of required
content and highlight distinctive aspects of the position, unit, and York. As reflected in the
templates, all ads must include:

e Specification of any degree requirements, including whether the degree must be complete
by the start date or if it is acceptable for the degree to be “close to completion.” If the latter,
committees should determine an appropriate timeframe for completion in advance of
reviewing files.

¢ Anapplication due date. It is normal practice at York to specify a due date rather than
accept applications on a rolling basis (i.e., open until filled). Exceptions must be approved in
advance by the AVPFA.

e If applicable, reference to graduate teaching and supervision and suitability for prompt
appointment to the Faculty of Graduate Studies.

e Indication that all appointments are subject to budgetary approval.

e Reference to the optional Affirmative Action self-identification form and the statement:
“York University is an Affirmative Action (AA) employer and strongly values diversity,
including gender and sexual diversity, within its community. The AA Program, which applies
to women, members of racialized groups, Indigenous peoples, persons with disabilities and
those who self-identify as 2SLGBTQ+, can be found here or by contacting Aqsa Ahmed, EDI
Program Manager (aqsa517@yorku.ca).”

e Reference to the mandatory Work Status Declaration form (without which an application is
incomplete) and the statement required by Employment & Social Development Canada
(ESDC), “All qualified candidates are encouraged to apply; however, Canadians and
permanent residents will be given priority.”

e Assurance that as per the Accessibility for Ontarians with Disabilities Act (AODA), York will
provide accommodations throughout the recruitment process to applicants with disabilities.
Ads must state: “York University has a policy on Accommodation in Employment for Persons
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with Disabilities and is committed to working towards a barrier-free workplace and to
expanding the accessibility of the workplace to persons with disabilities. Candidates who
require accommodation during the selection process are invited to contact [name, title,
contact information].”

When drafting ads, hiring units should note that the required qualifications for a position as stated
in the ad are determinative and cannot be changed later. A recommended candidate must meet
the posted criteria. Applicants who do not should be deemed “unqualified” and not reviewed
further. Hiring units shall submit drafted ads to Faculty Affairs for review and approval. Ads for
Canada Research Chairs should also be vetted by the VPRI.

After ensuring the ad conforms to the template and hiring authorization from the Provost, Faculty
Affairs will post the ad on the Faculty Positions website and arrange for publication in CAUT
Bulletin and University Affairs. All other advertising, including any stipulated by the unit’s
Affirmative Action Plan, will be arranged by the unit/Faculty. *Decanal and Librarian/Archivist ads
must be posted on Job Bank until the position is filled. If all shortlisted candidates are Canadian,
the Job Bank ad may be removed after shortlist approval.

YUFA and the University agree that hiring units may use short-form versions of an ad on the
following conditions: 1) the standard ad must first appear on York's Faculty Positions site; 2) the
short-form ad must include a link to the standard ad for position details; 3) the short-form ad
must include the Affirmative Action and ESDC statements noted.

Units/Faculties are responsible for sharing ads for full-time positions with YUFA and CUPE 3903
and posting the ads in the relevant academic units of the University at the same time that the ads
are posted and circulated more widely.

If advertising tenure-track and contractually-limited appointments (CLA) in the same area,
specify in the ad that applicants should declare to which position they are applying. Those
applying to both should submit two separate applications. Candidates not recommended for a
tenure-track position should be asked if they wish to be considered for a CLA (if available).

Recruitment & Review

e Search Committee Composition: Hiring units’ Affirmative Action Plans should outline who
serves on a search committee and with what rights and responsibilities (e.g., whether with
vote or not). Normally, faculty colleagues (including librarians and archivists) on search
committees should have tenured/continuing appointments. The committee roster should be
listed in the Search Committee Report. Across all hiring units, a search committee should
have an identified chairperson, an Affirmative Action Representative, and a Dean’s
Representative. Unless there are exceptional circumstances, the hiring unit chairperson, the
search committee chairperson, the Affirmative Action Representative and the Dean’s
Representative on the Search Committee should not be the same person(s).

o Re Dean’s/Principal’s Representative: The Dean’s Representative advises the
committee in following relevant unit, university, and government hiring guidelines (e.g.,
unit’s Affirmative Action Plan, York Terminal Degree guidelines, ESDC regulations) and
assists in addressing conflicts of interest or apprehensions of bias. They should also
ensure the search committee undertakes a comparative evaluation of the scholarly
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contributions of candidates and that shortlisted candidates are approved by the Dean.

Applicant Rank: As a matter of transparency and fairness to prospective applicants, it is
normal practice at York to exclude from review those candidates whose current or most
recent faculty appointment in the field is above the advertised rank. For example, an
applicant who is already an Associate (or international equivalent) should not be considered
in a search for an Assistant.

CUPE 3903 Unit 2: Efforts should be made to identify qualified applicants currently in CUPE
3903 Unit 2 positions. As per CUPE 3903 Unit 2 Collective Agreement Article 23.08, a
member is entitled to an interview if they hold the prima facie qualifications and have the
accrued applicable prior experience.

Applicants with York Terminal Degrees: The following agreed-upon phrasing is offered to
guide hiring committees’ consideration of applicants with terminal degrees from York:

As part of its undertaking to appoint the best candidates for advertised appointments on the
basis of academic and professional excellence, the University seeks to bring renewal and
diversity of approaches to the University’s academic life. In this regard, the factors that will
be taken into account by collegial recruitment or search committees in considering applicants
for tenure stream appointments in the context of relevant provisions of the collective
agreement, including Articles 12.15 and 12.18, will include but are not limited to the
following:

o Approach(es) to the discipline that the candidate may bring;

Institution(s) where the candidate received their training, in particular their terminal
degree;

Any concentration of approaches to the discipline in the existing faculty complement;
Any concentration of institutions where existing faculty in the unit received their training;
The candidate’s professional/academic/research appointment(s) (faculty or otherwise);
Whether York is the only, or one of few, Canadian institutions to offer a terminal degree in
a particular field.

O

o O O O

The recruitment or search committee will provide the Dean in the shortlisting memorandum an
explanation of how the above-noted factors, where relevant, were taken into account with
respect to each of the applicants recommended for inclusion on the shortlist.

The normal expectation is that candidates who earned their terminal degree from York will
have held professional/academic/research appointments (faculty or otherwise) at other
institutions for several years before applying here. Nevertheless, this does not preclude the
colleagues from recommending that a recent York graduate be included on the shortlist
having regard to the above-noted factors and/or in circumstances where a recent York
graduate appears to be amongst the best applicants. It remains with the Dean or Principal to
approve the recommended shortlist, having considered the shortlisting memorandum,
including any discussion of the above-noted considerations.

Consideration of these factors does not preclude or override the recruitment or search
committee’s normal obligations to consider and address Affirmative Action requirements
under the collective agreement, as well as immigration restrictions.
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Non-Canadian Candidates: The document Considering International Applicants in Faculty
Recruitment in the Faculty Hiring Resources folder offers guidance regarding non-Canadian
applicants. Information about a candidate’s eligibility to work in Canada (i.e., as a citizen,
permanent resident or permit holder) must be collected during the search. If it is not part of
the application, applicants should be provided the Work Status Declaration form and alerted
that they cannot be considered without it. If unclear, it is legally permissible to ask if an
applicant is Canadian (citizen or permanent resident) or not. Units should save copies of the
position’s postings in CAUT Bulletin and University Affairs in case a non-Canadian is
recommended for hire and requires a Labour Market Impact Assessment (LMIA).

o Re Non-Canadian Research Chair Candidates: Non-Canadian candidates for
federally and provincially funded positions (e.g., Ontario Research Chairs, Tier 1 and
Tier 2 Canada Research Chairs) may be exempt from the LMIA process. In CRC and
ORC searches, a recommended international candidate can be considered on the same
basis as a Canadian candidate provided: 1) the international candidate already holds a
qualifying Research Chair position prior to accepting York’s offer of appointment; or 2)
the international candidate’s nomination is approved by the Government of Canada
prior to the candidate’s application for a work permit. For international candidates in
the latter circumstance (more common for Tier 2 CRCs), nomination approval should
be sought as far ahead of the start date as possible to avoid immigration delays. In the
absence of such government approval, an LMIA may be required.

Affirmative Action: As per Article 12.24 of the YUFA Collective Agreement, all search
committee members must complete training on unconscious bias and equity in hiring
organized by the Joint Committee on Affirmative Action (JCAA). The Affirmative Action,
Equity & Inclusion Officer (AAEIO) or designate will also be invited to meet at least once per
year with each hiring committee. Questions pertaining to unconscious bias and/or
Affirmative Action should be directed to the AAEIO and/or EDI Program Manager.

A unit’s Affirmative Action Plan must be updated and approved by the JCAA prior to
initiating a search. The dates of revision and approval should be clearly documented. The
updates should include the unit’s most recent gender and racial representation statistics
and reflect the terms of Article 12.21(b) of the 2024-2027 YUFA Collective Agreement:

o Units with 45% or more women and 28% or more members of racialized groups shall
review their affirmative action plans with a view to proactively increasing the
representation of faculty/librarians and archivists who are Indigenous; people, and
persons with disabilities using the diversity of the populations of the Canadian workforce
as a guideline (from the most recent census).

o Inunits where fewer than 17% of the tenure-stream faculty and librarians and archivists
are women, such units shall revise their affirmative action plan with a view to proactively
increasing the representation of women faculty and librarians and archivists.

o In units where fewer than 12% of the tenure-stream faculty and librarians and archivists
are members of a racialized group, such units shall revise their affirmative action plan
with a view to proactively increasing the representation of faculty and librarians and
archivists who are members of a racialized group.
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The Affirmative Action Report in the recommendation file must provide the review outcomes
(i.e., shortlisted or not) for all applicants. Units are encouraged to present this in a table
(example below) listing applicants’ gender, Canadian work status, AA self-identification (if
applicable), if they were shortlisted and if not, the reason for their exclusion. The rationale
for exclusion must refer to criteria stated in the ad. This information is critical to AA process
review and for filing a LMIA if a non-Canadian candidate is recommended.

Example: Applicants & Outcomes Record

Applicant Work Status Self-ID Shortlist Outcome & Rationale
C W &I Shortlisted
NC RG Incomplete application
C PD Shortlisted
NC, CUSMA Unqualified per advertised criteria (too few publications

relative to career stage; insufficient evidence of promise)

C I Unqualified per advertised criteria (PhD in wrong field)
NC, work permit Shortlisted but withdrew, accepted position elsewhere

C=Canadian citizen or permanent resident; NC=Non-Canadian; CUSMA=Canada-US-Mexico Agreement;
W=woman; RG=racialized group member; PD=person with disabilities; I=Indigenous person

As applicable, the Affirmative Action Report make explicit the grounds on which a
recommended candidate is judged to be demonstrably superior to others on the shortlist.
This rationale can be explained in text, presented in a table or listed as a point-by-point
comparison according to hiring criteria.

o Re Applicant Self-Identification: The AA program applies only to applicants who self-
identify as belonging to one or more of the designated employment equity groups:
women, members of racialized groups, Indigenous peoples, persons with disabilities and
those who self-identify as 2SLGBTQ+. Hiring committee members’ observations or
assumptions should not serve as the basis for affirmative action. Applicants should have
multiple opportunities to self-identify. Those who do not self-identify at the time of
application should be provided an AA self-identification form when acknowledging
application receipt, including if working with a search firm. Candidates may also self-
identify when meeting with the AA Representative during an interview. As per YUFA
Collective Agreement Article 12.23, “the hiring committee shall review self-identification
information for all candidates from the outset of the process.”

Confidentiality: Candidates may request their applications be held in confidence at least
until the shortlist is determined. It should be explained to them that if shortlisted, their
interview, visit, and/or talk will be advertised and no longer confidential.

Consultation: While every unit will have its own procedures, the search committee should
consult widely among colleagues, including appropriate graduate programs. This may be
achieved by arranging an interview between the candidate and relevant graduate program
director(s). Appointment files should include evidence that the recommendation has been
informed by the views of the Dean of Graduate Studies or designate.
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o Re Candidates with Interdisciplinary Research Programs: If a candidate is likely to
require resources (e.g., student assistants, studio/lab space, equipment) from two or
more faculties to carry out their research or creative activities, the hiring unit or faculty
is expected to come to an agreement with the relevant faculties about the supply and
funding of those resources. The Provost, VPRI, and/or Faculty of Graduate Studies
should be consulted as needed. This should happen in advance of an appointment
recommendation to prevent delays in the colleague initiating their scholarship at York.

Conflicts of Interest: A crucial component of the integrity of our hiring process is the
consideration of all applicants based on their own merits. The following policy should be
reviewed by search committee members to ensure adherence and to address conflicts of
interest (COI) as fully and as early as possible.

Search committee members must declare any COIs prior to determining the shortlist. The
search committee must then ascertain whether the relationship between a candidate and
committee member and consequent bias or apprehension of bias is significant enough to
warrant the member’s full recusal from the search process (i.e., they do not evaluate any
candidates). This might occur if a committee member: a) has a pecuniary interest in a
candidate; c) has a familial or close relationship with a candidate; or c) has provided a letter
of reference for a candidate.

In other situations, responding to the COI depends on the nature and timeframe of the
relationship between a search committee member and candidate. In some instances (e.g.,
recent/ongoing collaboration or mentorship), full recusal may be appropriate; in others (e.g.,
collaboration on a team project several years ago), the committee member may only abstain
from voting or commenting on the relevant candidate. Circumstances in which partial and
possibly full recusal may be warranted include but are not limited to if a search committee
member: a) has co-authored with the candidate; b) has collaborated with a candidate; c)
was the principal PhD dissertation supervisor of a candidate; d) was a PhD supervisory
committee member or principal Master’s thesis supervisor of the candidate.

The search committee chair is responsible for ensuring that COIs are adequately addressed
and subsequently recorded — including the method and rationale for their resolution —in the
search committee report to the Dean/Principal (see example below). If COIs are not
reported in the recommendation file and/or are not addressed satisfactorily, file review will
be delayed and in the extreme case could result in a recommendation not being approved. If
no COIs were identified, this should be indicated in the search committee report.

Example: Conflicts of Interest Record

Committee Member Applicant Conflict Description Action Taken

YUFA Collective Agreement, Articles 12.18 (b), (c)(i), and (c)(ii) (see Article 12.19 for
librarian/archivist provisions) provide further context for the search process:

o The evaluation and recommendation of candidates for full-time probationary or tenured
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appointments shall be carried out in the first instance in the academic unit(s) in
question...using procedures that ensure fair consideration to all candidates.

o Where such procedures have been formally established by an academic unit(s), or are
hereafter amended or established by the mutual agreement of the parties to the
Agreement, these shall be adhered to in all but exceptional circumstances...

o Inexceptional cases, a Dean/Principal may wish to recommend to the President an
appointment at a rank other than the one specified in the recommendation received
from the academic unit(s) in question.

o Inexceptional circumstances in which a Dean/Principal [may] decline to recommend to
the President...the individual recommended for appointment by the academic unit(s)...

o Inexceptional circumstances, a Dean/Principal may alter established procedures.

Shortlisting & Interviewing Candidates

Search committees must submit their recommended shortlist, including rankings and rationale, to
their Dean/Principal for review and approval. The unit should notify all applicants who did not
make the shortlist. The Dean/Principal should, through their representative on search
committees, ensure that a thorough comparative evaluation of the scholarly contributions of each
candidate on the shortlist has been conducted. A report of this evaluation should be part of the
recommendation file going forward to the Dean and subsequently to the Provost.

Ensure that all shortlisted candidates’ applications are complete and in final form (e.g., all
required statements, signed reference letters, work status information) since these will be
included in the appointment recommendation file.

Shortlisted candidates should be either immediately or (in the case of ABDs or very recent PhDs)
imminently appointable to the Faculty of Graduate Studies according to both Senate and
program-specific criteria. It is York’s practice for search committees to consult the Faculty of
Graduate Studies regarding any appointments in which teaching or supervising graduate students
is expected. This may sometimes apply to Teaching Stream faculty and CLAs. This normally
occurs through the direct input of a graduate program representative on the search committee.
The Graduate Program Director (or delegate) is required to write a letter endorsing any candidates
recommended for hire. If the letter is written by a delegate, this should be clearly stated.

Interviews of all candidates are essential to the hiring process except under extraordinary
circumstances. This is true even if the candidate is familiar to the search committee (e.g., long-
term CUPE member, current CLA, collaborator, etc.) or if there is only one candidate for the
position. A formal interview provides opportunities for the search committee to determine if there
is possible impediment that could not have been foreseen and allows the candidate to ask
guestions they may have. Not holding an interview could be seen as denying the due process that
should be afforded to all candidates equally. Hiring units should weigh the respective advantages
and disadvantages of virtual and in-person interviews, including equity and accessibility. Most
important is that processes and opportunities are as consistent as possible across candidates.
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3) Appointment Recommendation

Appointment Files

Appointment recommendations for tenure-track and CLA positions should be addressed to the
Provost and submitted by the Dean/Principal to Faculty Affairs, which will review the file for
completion and accuracy as per the Tenure-Track Appointment Checklist or CLA Checklist.
Deans/Principal should submit two bookmarked PDF copies of the appointment file to Faculty
Affairs, one of which has compensation details redacted. Key file components include:

Dean/Principal Recommendation Memo: Both the President and the Provost look for a
personal recommendation from the Dean/Principal in the matter of appointments. Before
recommending a candidate, the Dean/Principal is expected to have undertaken an
independent assessment of the candidate, which may include but is not limited to individual
meeting(s) with the candidate. In their recommendation memo, the Dean/Principal should
acknowledge any limitations of the candidate or their record and explain their reasons for
recommending the candidate nonetheless (e.g., providing relevant context, identifying
strengths that offset weaknesses). The Dean’s/Principal’s memo must comment on the
candidate’s research interests and agenda. If recommending a candidate with a York
terminal degree, the Dean/Principal should provide a rationale. Memos should also specify
the grounds for deeming a candidate as “demonstrably superior” to others.

Offer Letter: Offer letters should use the templates provided by the AVPFA in the Faculty
Hiring Resources folder to ensure consistency, accuracy, and compliance with current
collective agreements. Among other things, offer letters should specify: compensation and
benefits; research and teaching resources and expectations (e.g., start-up funds, Research
Commons participation, teaching load); expectations regarding attendance at New Faculty
Orientation; sabbatical credits and other collective agreement provisions (e.g., Professional
Expense Reimbursement funds); relocation services and immigration requirements as
applicable; and time period for deliberation (recommended 15 days).

o Re Teaching Load: Probationary tenure-track faculty members with a normal teaching
load of 2.5 FCE or higher will be offered a reduced teaching load of 0.5 FCEs the first
three years to assist them in establishing their careers and scholarship at York.
Thereafter, they may be eligible for the YUFA or OHFA Research Release Programs
(Articles 18.15 and 18.18 of the respective collective agreements).

Appointment Start Date: Normally, official appointment start dates should be July 1 and
occasionally January 1. If a candidate’s actual start must be delayed, this can be handled by
combining the standard July 1% start date with a leave of absence without pay (LOAWOP) to
cover the delay. Unusual start dates (anything other than July 1) and LOAWOPs at the start
of an appointment should be approved by the AVPFA prior to being agreed upon by the
Dean/Principal and the candidate. Unusual start dates and LOAWOPSs at the start of
appointments can have implications (e.g., tenure and promotion clock, sabbatical credits)
that should be addressed in the offer letter. If a probationary faculty member is appointed
on January 1, they move through pre-candidacy and candidacy as if the appointment took
effect the following July 1. In some cases, LOAWOPs can be used to accommodate the
completion of a post-doc appointment at York. Contact Faculty Affairs for more information.
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Over the course of developing an appointment recommendation and any terms of offer, the
Dean/Principal may conduct informal talks with candidate(s) to ascertain what arrangements or
resources (e.g., space, equipment, etc.) a candidate may require. Deans should consult the
Provost if there are unusual considerations and/or high costs associated with these. No formal
offer or commitment can be made until the recommended hire is approved by the President.

Note that if a Dean/Principal’s recommendation diverges from the hiring committee’s, YUFA
Article 12.18 (c) (i) applies: “In the exceptional circumstances in which a Dean/Principal declines
to recommend to the President for appointment to a position the individual recommended for
appointment by the academic unit(s), the Dean/Principal shall within three (3) weeks, indicate in
writing to the academic unit(s) in question and the Association the reasons why the Dean/Principal
declined to recommend the unit(s)’s choice. The Dean’s/Principal’s decision shall be subject to the
grievance and arbitration procedures......”

Article 12.18 of the YUFA Collective Agreement offers the following overview of the appointment
recommendation process and documentation:

All recommendations for appointment of faculty members are made in writing to the President
by the Dean/Principal. [NB: Our practice is for recommendations to go first to the AVPFA.] The
Dean/Principal shall, at the same time as s/he informs the President, provide a Notice of
Recommendation to the Chair of the department, or in Faculties/Colleges where there are no
departments, to the chair of the appointments committee, and to the Association. Deans shall
submit to the Joint Committee on Affirmative Action the names of candidates on the short list
including any self-identification information provided to the Dean by the Unit with the short list.
The parties to the Agreement acknowledge the importance of collegial assessment in the
process of evaluating candidates for appointment to the full-time faculty.

Hire Rank & Tenure:

As detailed in Article 12.02 of the YUFA Collective Agreement, appointments in the Professorial
Stream will carry the title (as appropriate, given the candidate’s qualifications, experience and
seniority): Lecturer, Assistant Professor, Associate Professor, or Professor. If a Professorial Stream
candidate has not yet completed their PhD and is recommended for a position in which the
terminal degree is a PhD, they will be classified as Lecturer with automatic promotion to the
appropriate rank upon conferral of their PhD. Rank titles in the Teaching Stream include: Assistant
Professor, Teaching Stream; Associate Professor, Teaching Stream; Professor, Teaching Stream.

Candidates who do not have tenure or a continuing appointment in their current position will be
offered an appointment without tenure at York. Normally, candidates who have tenure or a
continuing appointment in their current position will be offered a tenured or continuing
appointment at York. For candidates not employed at a university, the equivalent of a peer-
reviewed continuing appointment position is required to consider an appointment with tenure.

In all cases, an appointment offer with tenure must receive the prior approval of both the Provost
and President. The Administration and YUFA agree that if recommending an appointment with
tenure, the hiring unit must obtain three or more tenure reference reports for the recommended
candidate from individuals not already among the referees identified by the candidate for the
purposes of their application. At least one tenure reference must be from an individual employed
at the candidate’s current institution. All tenure references must comment on the candidate’s

Academic Appointments Process, August 2025
Office of the Associate Vice-President, Faculty Affairs



12

teaching, research and service. Normally these additional references are included in the
recommendation file so that the appointment and tenure are reviewed concurrently.

Occasionally an applicant for an Assistant Professor position may be tenured and/or promoted in
the period between applying and being hired for a position. Normally in such cases, the
appointment will be made at the posted rank and without tenure. The Dean/Principal may offer
the candidate an accelerated tenure/promotion process soon after the start date.

Review & Approval:

When the appointment file is correct and complete, Faculty Affairs sends the copy without
compensation details to JCAA, which reviews the search process and recommendations for
adherence to the Affirmative Action Program. JCAA reviews all appointment recommendations.

Probationary and tenured/continuing appointments must be approved by the President, who
requests formal approval from the Board of Governors. Authority to approve CLAs has been
delegated to the Provost. Upon the President’s approval (or Provost’s if a CLA) and JCAA’s
assessment, the AVPFA notifies the Dean/Principal that they may formally extend an offer based
on the letter included in the appointment file and initiate negotiations with a candidate. A formal
offer may not be made prior to this final approval.

As per Article 12.28.1 of the YUFA Collective Agreement (formerly Appendix K), candidates
receiving an offer must be informed of their right to request YUFA’s assistance in preparing to
negotiate their contracts. This notice, the text of which is posted in the Faculty Hiring Resources
folder, should be given to candidates by the Dean/Principal at the same time as the offer.

Major changes to the terms of an offer during negotiations must be approved by the Provost. This
includes but is not limited to significant changes in compensation level, sabbatical credits and
start-up funding. Normally, the Dean/Principal will not enter into discussions over salary and
other terms with a candidate until the draft letter of offer has been approved by the Provost. If the
Dean/Principal would like to have earlier exploratory discussions, they should provide the Provost
with an expected salary or salary range for preliminary approval.

York has a spousal hiring program under Article 12.31 of the YUFA Collective Agreement,
whereby the partner/spouse of a recommended tenure-track candidate who self-identifies as
belonging to one or more of four AA categories may be considered for a CLA of up to five years.
Only one spousal appointment can be made per year. Deans/Principal should contact the AVPFA
to explore the possibility and potentially help facilitate such an appointment.

¢ If a candidate declines an offer, this information and any known details should be shared with
Faculty Affairs. Before making an offer to the next ranked candidate, the Dean/Principal must
provide an updated appointment file for review by the Provost and President. JCAA re-review is
not necessary. If the position is ultimately a failed search, the Dean/Principal should detail this
outcome in a memo to the Provost and AVPFA.

¢ When a candidate accepts an offer, the Dean/Principal should immediately notify Faculty Affairs
and provide a copy of the signed offer letter. Faculty Affairs will share the letter with YUFA in
accordance with the collective agreement. The hiring faculty/unit, Faculty Affairs, and other
offices as needed (e.g., Human Resources, Immigration & Relocation Services) will then
cooperate to welcome the new colleague and facilitate their transition to York.
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