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EXECUTIVE SUMMARY 

At UBC, we are committed to improving employment equity, protecting the human rights of students, 
faculty and staff, and building a community where principles of inclusion are embedded across academic, 
work and campus life. UBC’s Equity & Inclusion Office (EIO) provides strategic leadership and works with 
campus partners to advance those commitments across the University. 

In the 2016-2017 academic year, EIO focused on building up resources to meet the needs of our 
community and support system-wide changes, and continued to deliver education and professional 
development in order to enhance our community members’ competencies to engage with diversity. 

In 2017, EIO, with executive support, established the Student Diversity Initiative (SDI). SDI was formed 
in response to an analysis of current programming designed for marginalized students on campus, and 
the identified gaps in support for these students. Following its formation, SDI undertook steps to 
establish partnerships with core administrative and academic units in order to build the capacity of those 
units in delivering support for diverse students. Going forward, SDI will engage with systems and 
processes at the local as well as the strategic levels to support building a university that is welcoming and 
inclusive of all of our students.  

An emerging conceptualization of our approach to inclusion is through the framework of Inclusive 
Excellence (IE). IE is a framework and practice for addressing diversity and inclusion at higher education 
institutions. The framework states that true excellence in an institution cannot be achieved without 
inclusion – instead diversity and inclusion are framed as fundamental to excellence. The IE change model 
employs a systemic approach to inclusion.  

As we navigate diversity, we are also working to support productive dialogue that helps foster an inclusive 
environment. To do so, EIO introduced a new role of director, dialogue and conflict engagement. Dr. 
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Aftab Erfan, the incumbent director, works to facilitate productive engagement with conflict, 
contributing to the overall wellbeing of our community and the creation of conditions for transformative 
learning.  In 2016-2017, efforts included nine facilitated dialogue processes and four workshops. Beyond 
informal conflict resolution efforts, the role works with the human rights advisor on ensuring compliance 
with UBC policies.  

As in previous years, the three human rights grounds that generated the most contacts with EIO were 
discrimination or harassment on the basis of sex, race, and ability. There were 69 cases brought forward 
by students, 21 by staff, and 21 by faculty. Overall, the Equity and Inclusion Office staff worked to resolve 
111 cases (105 at UBC Vancouver and 6 at UBC Okanagan) with only 2 cases referred externally for formal 
investigation.  

To support capacity building and culture change efforts with student, staff, and faculty, EIO continued 
to deliver educational programming and community activities with multiple partners at our Vancouver 
and Okanagan campuses, including with the Centre for Student Involvement and Career Services, alumni 
UBC, the Irving K. Barber Learning Centre, UBC Recreation, and Human Resources.  

Overall, EIO staff delivered over 60 workshops and events, engaging more than a thousand students, 
staff, faculty, alumni and broader community members. Thanks to our partnership with alumni UBC, 
we’ve been able to deliver two large community events on issues related to sexual assault and racism. 
We look forward to our continued partnership. 

One of the workshop offerings from EIO is executive-level training for search committees. While these 
workshops continued to focus on growing staff’s understanding of unconscious bias in recruitment and 
selection, going forward, the focus is shifting to giving search committees the tools and resources to 
assess candidates’ diversity competencies as a key skill required for all positions. 

At strategic levels, EIO continues to facilitate and advise the Vice-Presidential Strategic Implementation 
Committee on Equity and Diversity. The committee supported UBC’s strategic planning efforts and the 
work of the Race and Leadership, and the Trans, Two-Spirit and Gender Diversity Working Groups. The 
two working groups produced two sets of recommendations for the university.  

Recommendations included strategies to attract and retain a more diverse leadership, the addition of 
“Gender Identity” and “Gender Expression” as named grounds to UBC’s Policy #3 ‘Discrimination and 
Harassment, and further consultations with the Musqueam and Okanagan First Nations, as well as two-
spirit and indigenous sexual health organizations.  

In addition to the above, a Retribution and Retaliation Working Group developed a set of 
recommendations that seek to strengthen assurances to those who report discriminatory, abusive and 
disrespectful conduct.  This has led to the development of a group who will work on a retaliation 
statement or policy to be brought to the Board of Governors in 2019. 

As a way to encourage and facilitate leadership and community engagement around equity and inclusion, 
we continued to support student, staff and faculty-led projects through our Equity Enhancement Fund. 
In 2016, from a total pool of $90,000, we funded 11 projects at both UBC Vancouver and UBC Okanagan 
campuses. Projects focused on race and culture, sexual orientation and gender identity, human rights, 
and indigenous issues. 

Lastly, the supplementary Employment Equity Report serves as an accountability and transparency 
mechanism, and is produced in response to Federal Contractor reporting requirements. The report data 



ANNUAL EQUITY & INCLUSION OFFICE REPORT 2016-2017 

 Page 3 

is based on the April 2016 U-Count census conducted at both campuses. The data is presented both on 
an aggregate level and by occupational groups, and is benchmarked in comparison to the year prior, and 
the national and local averages reported by Census Canada. 

At UBC Vancouver, the overall percentage of women and those who identify as Aboriginal is higher or on 
par with the Vancouver workforce average. The percentage of those who identify as Visible Minorities or 
Persons with a Disability is slightly lower than the Vancouver or provincial workforce.  

At UBC Okanagan, the overall percentage of Women and Visible Minorities is higher than the Kelowna 
workforce average. Detailed comparisons in relation to national averages or by occupational group are 
also available. 

In addition to overall employment equity, the Canada Research Chair program sets out specific best 
practices, and starting in 2017 requires institutions to develop Equity, Diversity and Inclusion Action 
Plans to ensure greater transparency in the allocation, selection, and renewal processes for chairholders. 
UBC’s CRC equity strategies have resulted in chair occupancy rates that surpass the targets for Visible 
Minorities and Aboriginal Peoples, and meet the target for Women (based on January 2016 data). 

Overall, we are pleased to note that UBC continues to be recognized as one of Canada’s Best Diversity 
Employers, and, in February 2017, the Times Higher Education named UBC as the Most International 
University in North America. 

Key 2017-2018 Priorities 

1. Accelerate and scale up efforts to embed equity and inclusion across the university, including 
through the work of the Student Diversity Initiative; 

2. Continue investing in education and training efforts that advance culture change and build 
competencies among students, faculty and staff to engage with diversity; 

3. Continue supporting the development and implementation of UBC’s Strategic Plan, including 
through the Inclusion Working Group; 

4. Conduct Employment Systems Review and update the Employment Equity Plan; 

5. Enhance university reputation and build understanding around critical societal issues through 
improved communication and engagement activities around equity, diversity and inclusion. 

Attachments:   
- Equity & Inclusion Office 2016-2017 Annual Report 
- Employment Equity Report 2016 

INSTITUTIONAL STRATEGIC PRIORITIES SUPPORTED 

 Learning  Research  Innovation  Engagement  International  Operational 
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DESCRIPTION 
& RATIONALE 

At UBC, we are committed to excellence. To achieve excellence, we also understand 
that we need to be an inclusive community that values difference. To do so, we are 
working to develop the diversity competencies of our community members, ensure 
employment equity, protect the human rights of students, faculty and staff across our 
campuses and work sites, and build a community where the principles of equity, 
diversity, and inclusion are embedded across academic, work and campus life. 

As a University, we recognize the importance of inclusion and the value diverse 
perspective brings to our understanding of our communities and the world. Achieving 
sustained excellence in research, education and engagement is indeed dependent on 
the integration of diverse perspectives and approaches.  

Providing a respectful and inclusive working and learning environment is not only a 
moral imperative, but is critical to achieving improved student experience, learning, 
critical thinking, and innovation. It also ensures compliance with Policy 3: Harassment 
& Discrimination and supports the Statement on the Respectful Workplace 
Environment. 

The UBC Equity & Inclusion Office (EIO) plays a principal role in stewarding these efforts 
across the university by providing strategic leadership, by building the capacity of 
students, faculty, and staff to engage with diversity, and by offering services to meet 
the needs of our diverse community members. 

As identified in Policy 3: Harassment & Discrimination, the EIO is responsible for 
providing information, advice and assistance in a fair and impartial manner to any UBC 
community member who has a concern about Discrimination or Harassment, both 
those who may have experienced Discrimination and Harassment and those alleged to 
have perpetrated it.  The EIO focuses on the informal resolution of harassment and 
discrimination complaints through mediation, dialogue, and education on engaging 
with conflict.  Through the expert services provided by the Associate Vice President, 
Director, Dialogue & Conflict Engagement and our Human Rights Advisor, we are able 
to resolve almost 99 per cent of the concerns which present at the EIO.  Additionally, 
our Equity Facilitators on both campuses provide significant resource and education 
opportunities around issues related to human rights, respectful environment and 
intercultural comptency. 

The EIO annual report provides accountability to our community in a transparent way, 
and acts as a mechanism for reflection and continual improvement.  The current report 
provides an overview of key efforts during the academic year period of July 1, 2016 to 
June 30, 2017. 

The EIO annual report is a supplement to UBC’s Employment Equity Report. The 
Employment Equity Report constitutes UBC’s commitment to compliance with the 
Federal Contractors Program (FCP), which requires the university to develop an 
employment equity plan in order to receive Federal government funding.  

Together, these reports provide an overview of efforts that are integral to advancing 
UBC’s commitment to excellence and providing a respectful living, working, and 
learning environment. 
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BENEFITS 
Learning, 
Research, 
Financial, 

Sustainability 
& 

Reputational 

Aligned with national and global recognition of the value and importance of equity we 
understand that there are significant, long-term benefits that be can harnessed from 
this work. 

These include some of the following: 

• Improved student learning outcomes; 

• Improved student, faculty & staff experiences;  

• More successful recruitment and retention; 

• Improved workplace environment; 

• Financial and social sustainability benefits; 

• Improved critical thinking, learning and understanding; 

• Benefits to innovation, creativity, and productivity; 

• Improved quality, relevance and impact of research; 

• Improved access to talent pool; and 

• Enhanced integrity. 

2016-2017 activities have contributed to advancing learning, research, social 
sustainability, and the reputation of the university on-campus and off-campus.  

RISKS 
Financial, 

Operational & 
Reputational 

Experiences in which students, staff and faculty may feel excluded, discriminated 
and/or harassed can negatively impact individual’s wellbeing and/or performance,  
University’s operational efforts, and overall reputation, including in terms of student, 
staff, and faculty recruitment, hiring, and retention. It may introduce other financial 
and operational risks. 

This annual report does not introduce new policy or risks. It supports continuous 
improvement, transparency and accountability efforts. 

Previous Report Date 2015-2016 

Decision For Information 

Action / Follow Up None 
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About the Equity & Inclusion Office
Through leadership, vision and collaborative action, the Equity & Inclusion Office 
(EIO) continues to further UBC’s commitment to excellence, diversity, and 
inclusion.  

The office provides a full range of services that support employment equity, 
education, leadership, and proactive initiatives while building a resilient and 
respectful community.

The Associate Vice-President, Equity and Inclusion reports to the Provost and Vice-
President Academic, Vice-President, Human Resources, Vice-President, Students, 
and the Deputy Vice-Chancellor.

About This Report
UBC is committed to improving employment equity, protecting the human rights 
of students, faculty and staff across its campuses and work sites, and building a 
community where principles of inclusion are embedded across academic, work and 
campus life. 

This report serves as an accountability and transparency mechanism for equity and 
inclusion efforts at UBC.

The Equity & Inclusion Office annual report provides an overview of key highlights 
during the academic year period of July 1 to June 30, 2017.

The EIO annual report is a supplement to the Employment Equity Report. The 
Employment Equity Report constitutes UBC’s commitment to compliance with the 
Federal Contractors Program (FCP), which requires that employers of a certain 
size develop an employment equity plan in order to receive Federal government 
funding.

Overall, these reports provide an overview of efforts that are integral to advancing 
UBC’s commitment to excellence and providing a respectful living, working, and 
learning environment. 
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We envision a community in which 
human rights are respected and equity 
is embedded in all areas of academic, 
work and campus life. 

Through its leadership, vision and 
collaborative action, the Equity & 
Inclusion Office continues to further 
UBC’s commitment to excellence, 
equity, and mutual respect.
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“Really useful conversations that wouldn’t have 
happened without the presentation. It is really 
important as filmmakers to create inclusive, diverse, 
representative content and having a safe work 
environment. Thank you!”

Speak Up Workshop Student Participant
Department of Theatre and Film Studies

“With the support of the Inclusive Recreation 
Committee,we have been able to make 
substantial progress in providing inclusive and 
accommodating programs and facilities.”

 
Michael Tan
Director, Intramurals and Recreation
UBC Athletics and Recreation

“The Equity Enhancement Fund has been critical to 
the success of the Wingspan Disability Arts, Culture 
and Public Pedagogy’s cluster success, drawing 
attention to the neglected turn of disability in social 
justice work at UBC and beyond.” 

Professor Leslie Roman
Co-Chair
President’s Working Committee on Disability Culture, Art and Equity

“The Equity Enhancement Fund we secured 
two years ago catalysed an extremely effective 
project, Teacher Education For All. It has grown 
into a Faculty-wide initiative highlighting SOGI-
inclusive culture and practices.”

Wendy Carr
Associate Dean, Teacher Education
Faculty of Education

“The Equity Enhancement Fund not only provided 
us funds to do great things, but helped spark a more 
strategic conversation about what our unit needs and 
gave us latitude to experiment.”

Sarah E. Gergel
Associate Dean, Diversity and Inclusion
Faculty of Forestry

“It was fun… I didn’t realize simple and everyday 
thoughts and actions might affect others. Useful 
and informative.”

Speak Up Workshop Student Participant
Department of Theatre and Film Studies

COMMUNITY REFLECTIONS
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37
CAPACITY BUILDING 
WORKSHOPS

35
DEPARTMENTS AND/OR UNITS 
ENGAGED THROUGH WORKSHOPS 
AND PARTNERSHIPS

300
DELIVERED TRAINING TO OVER

UBC RECREATION STAFF

23%
INTERNATIONAL STUDENTS 
FROM 162 COUNTRIES

#DIDYOUKNOW

11
COMMUNITY-LED EQUITY PROJECTS 
FUNDED THROUGH THE EQUITY 
ENHANCEMENT FUND

14
STUDENT EQUITY AMBASSADORS

6
EXECUTIVE SEARCH 
COMMITTEES WORKSHOPS

1300
STUDENT LEADERS TRAINED

25
POLICY 131 ENGAGEMENT 
SESSIONS
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We acknowledge that the UBC Point Grey campus is situated 
on the traditional, ancestral, and unceded territory of the 
Musqueam people, and that the UBC Okanagan campus is 
situated on the territory of the Syilx Okanagan Nation.
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Building an Inclusive 
Campus Community
Dear friends,

As we mark more than 100 years of UBC, we also recognize the diverse history 
of our university and our communities. With another year in university’s history 
behind us, this report provides an annual snapshot of the Equity & Inclusion 
Office initiatives that seek to advance the University’s broader commitment to 
excellence and mutual respect. 

In order to pursue excellence in research, innovation, and student success, UBC 
must foster opportunity for a diverse workforce and community.

As one of Canada’s most diverse and most international universities, we are 
uniquely positioned to harness that diversity, and to embed the tenets of 
inclusion and intercultural fluency through a holistic, whole systems approach. 

Operationally, we are committed to improving employment equity and protecting 
the human rights of students, faculty and staff across our campuses and work 
sites. And, in the 2016-2017 academic year, we strengthened our capacity to 
enhance and embed inclusion across the university, and to productively engage 
with conflict by bringing new resources to our office and the university.
 
Our office continues to provide strategic leadership, build the capacity of 
students, faculty, and staff to engage with diversity and offer services that meet 
the needs of our community.

This work is critical as we consider UBC’s commitment to recruit and support 
diverse students. As part of this commitment, and with the support of the 
Commitment to Diversity Fund, we launched the Student Diversity Initiative as a 
way to build a university environment that is welcoming and inclusive of all our 
students.

This year, we also expanded our efforts to productively engage with conflict by 

creating a new position of director, dialogue and conflict engagement. Dr. Aftab 
Erfan, the incumbent director, will facilitate productive engagement with conflict, 
contributing to the overall wellbeing of our community and create conditions for 
transformative learning.

To enhance campus engagement around diversity and inclusion, we also 
continued to deliver community engagement and educational programming 
with a range of partners at our Vancouver and Okanagan campuses , including 
Campus and Community Planning, alumni UBC, the Irving K. Barber Learning 
Centre, UBC Recreation, and Human Resources.

In order to facilitate leadership and engagement around equity and inclusion, we 
continued to support community-led projects through our Equity Enhancement 
Fund. In 2016, we funded 11 projects that seek to build capacity of students, 
faculty and staff to engage with diversity.

I am pleased that UBC’s efforts are not going unnoticed. This year, we were 
recognized as one of Canada’s Best Diversity Employers, and Times Higher 
Education named UBC as the Most International University in North America.

Equity and human rights are foundational to UBC’s academic pursuits, our 
working lives, and our involvement in the larger campus community. As such, we 
look forward to continuing to work with you as we advance a model inclusive and 
diverse campus community.

Sincerely,

Sara-Jane Finlay, Ph.D.
Associate Vice-President, Equity and Inclusion
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ORGANIZATIONAL 
STEWARDSHIP

The Equity & Inclusion Office works with partners 
to provide strategic leadership, and embed equity 
and inclusion across the university.

The Office supports policy and planning efforts 
that build leadership capacity and support partner 
initiatives that help build a more welcoming and 
inclusive campus community.



Building Capacity 
Enhancing the Student Experience
At UBC, we are committed to recruiting and supporting diverse students. In 
response to the need to strategically enhance those efforts, the Commitment to 
Diversity Fund was established. In 2016, UBC operationalized this commitment 
through the Student Diversity Initiative (SDI). SDI will work to develop a guiding 
framework of Inclusive Excellence to address systems and processes that build a 
university that is welcoming and inclusive of all our students. 

Get Set Phase

Stakeholder Report

UES Data Review SDI Launch

A literature review of equity, 
diversity, and inclusion 
work across post-secondary 
institutions was conducted, 
to note the best practices in 
supporting diverse students 
at UBC.

Student Focus Groups

SDI Created

May

The Equity & Inclusion Office 
and VP Students’ Office begin 
planning how to leverage 
the Commitment to Student 
Diversity Fund to support 
diverse student experiences.

October November December

Staff, faculty, and student 
leaders across the institution 
were consulted on the current 
programming to support 
marginalized students on 
campus, as well as to identify 
gaps in support of these 
students.

February

A detailed examination of 2016 
Undergraduate Experience Survey 
(UES) responses by demographics 
shows that some students are having 
a less positive experience than their 
peers.

Literature Review

March April May

From the populations identified 
in the UES data as having difficult 
experiences at UBC, student focus 
groups were convened to understand 
the lived experiences of students.

The SDI leadership team 
used the stakeholder 
report, UES data, literature 
review, and student focus 
groups to inform the 
creation of the Student 
Diversity Initiative.

The SDI began its roll-out 
in the spring of 2017. To 
date the initiative has 
hired 11 staff to support 
the adoption of Inclusive 
Excellence across the 
institution.

ACTIVITIES INFORMING THE FORMATION OF THE STUDENT DIVERSITY INITIATIVE (SDI)
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Concept Spotlight 

Inclusive Excellence
While many Canadian universities may have high rates of demographic 
diversity, harnessing that diversity and embedding the tenets of inclusion 
and intercultural fluency into the cultural fabric of an institution requires 
an institutional commitment and an empirically sound roadmap. 

Inclusive Excellence (IE) recognizes that excellence at universities is 
not only enhanced by diversity, but that excellence cannot be achieved 
without structural and systemic support for diversity. 

IE can be considered an approach and a process in which diversity, 
equity, and inclusion are embedded into the core operations, policies, 
and practices of every unit of the university. Inclusion constitutes equity 
in access, representation, and success of historically underserved and 
marginalized populations in postsecondary education.

Inclusive Excellence includes the following components:

 » A focus on student intellectual and social development.
 » Development of staff and faculty competencies.
 » The purposeful development and utilization of unit and institutional 

resources to enrich and enhance student learning.
 » The prioritization of the cultural and social differences that diverse learners 

bring to the educational experience and that enrich and enhance the core 
mission of the university.

 » A robust and welcoming intercultural campus community that actively 
engages all of its diversity in the service of student and institutional 
learning.

Leading Change and 
Influencing Strategy

Vice Presidential Strategic Implementation 
Committee on Equity & Inclusion

The Vice Presidential Strategic Implementation Committee on Equity 
& Inclusion (VP SICED) continued another year of operation, providing 
advice and recommendations on actions and implementation to the 
Provost and Vice President, Academic; the Vice President, Human 
Resources; the Vice President, Students; and the Deputy Vice Chancellor 
for the Okanagan Campus. 

The VP’s use this advice to enhance the implementation of equity and 
diversity initiatives throughout their portfolios.

In 2016, the committee operationalized a Trans, Two-Spirit and Gender 
Diversity Working Group and a Race & Leadership Working Group.

In October 2016, the Trans, Two-Spirit and Gender Diversity Working 
Group delivered a series of recommendations including that “Gender 
Identity or Expression” be added as named grounds be added to UBC’s 
Policy #3 ‘Discrimination and Harassment’.

In April 2017, the Race & Leadership Working Group delivered a set 
of recommendations aimed at attracting and retaining a more diverse 
leadership.

Finally, the Retribution and Retaliation Working Group developed a set of 
recommendations around retaliation in order to strengthen assurances to 
those who report discriminatory, abusive and disrespectful conduct. The 
recommendations have been placed under consideration and actions are 
being taken to follow-up on how best to implement them.
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President’s Working Committee on Disability 
Culture, Art and Equity
In 2017, the Equity & Inclusion Office staff joined the newly formed President’s 
Working Committee on Disability Culture, Art and Equity. 

The committee adopts a novel approach, turning away from the deficit 
understandings of people with disabilities or stereotypes of pity, tragedy, and 
criminality towards an arts-based and creative understanding of disabilities as 
valued differences on our campus and in our lives.

Advancing Faculty Equity
In 2016, Dr. Jennifer Love, Senior Advisor to the Provost on Women Faculty and 
the Equity & Inclusion Office continued to collaborate on initiatives that enhance 
UBC’s scholarly and leadership environment and strengthen opportunities for 
women faculty. 

During this time Dr. Love, in collaboration with UBC Human Resources and 
Planning and Institutional Research (PAIR), worked on the development of 
a Faculty Data Dashboard. The dashboard allows for easy tracking of data 
related to faculty positions at each level, and allows UBC to better identify and 
understand discrepancies between male and female faculty members.
 
EIO and Dr. Love also continued to deliver briefing sessions on equity and 
inclusion to faculty search committees.
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Developing Faculty & Staff 
Competencies
In addition to engaging students, the Equity Facilitation team works with faculty 
and staff to heighten their awareness of issues and needs concerning respectful 
spaces in the learning, working, and living environments on both campuses. 

We achieve these outcomes through a myriad of methods including 
education, facilitation, consultation, collaboration, policy development, 
conflict management support, and the provision of resources to the university 
community.

We work with students, administrators, faculty, staff, and representatives from 
unions, employee associations, departmental equity committees and the wider 
community.

 
Identifying Systemic Barriers and Exploring 
Solutions
In January 2017, the Equity Facilitation team hosted a Positive Space Learning 
Lab. The lab offered a facilitated space through which staff and faculty could 
learn about and experiment with possible solutions to systemic issues and 
circumstances encountered by sexual and gender diverse  community members 
and allies in the UBC working, learning and living environments.

The workshop was delivered in response to people who have taken the Positive 
Space workshops and wanted to build more Sexual Orientation and Gender 
Identity (SOGI) competencies and knowledge. A group of 15 staff and faculty 
took part in a two hour session.

By the end of this workshop, the participants were be able to identify and 
explain how issues and barriers have an impact on transgender and gender non-
conforming people, identify needed information, resources, and stakeholders, 
and formulate solutions and plan for implementation.
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Enhancing Student Communications
As part of our efforts to build capacity across the university, the Equity 
Facilitation team provided equity and inclusion subject matter expertise 
to Student Communications staff as they worked to create pre-arrival 
communications for new students. The ‘Know My Campus’ campaign introduced 
students to UBC’s values for a safe, respectful, and inclusive environment.

Content was organized around three topic areas: A Place of Connection, A Place 
of Learning and Discover Your Place. Leveraging existing channels, the campaign 
used blog posts, videos, and interactive resources to introduce students to UBC’s 
expectations and commitments needed to build a welcoming and inclusive 
university community.

As result of this collaboration, Student Communications team developed 
knowledge and materials that will help inform future communications with 
students.

UBC Recreation “Inclusive Rec Committee”
As an active member of UBC Recreation’s “Inclusive Rec committee,” the Equity 
& Inclusion Office provided leadership on several strategic initiatives aimed at 
enhancing the inclusivity of UBC Rec services and programs.

Equity Facilitation team supported UBC Recreation in creating a more gender-
inclusive intramural competition structure; supporting an Inclusive Rec Project, 
leading to the design of facilities and offerings for people with diverse gender 
identity and expression, ability and accessibility, and race, culture and ethnic 
diversity.

Working closely with he Aquatic Centre management and student staff, the 
team supported the universal changeroom signage and delivered professional 
development training to staff who work to welcome and include all community 
members in the use of the new aquatic facility.
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Enhancing Student 
Leadership
Community Building Education
The Equity & Inclusion Office Equity Facilitation team continued to collaborate with the 
Centre for Student Involvement and Career Services to deliver workshops and training 
that help build the capacity of student leaders to create an inclusive and welcome 
campus community.

Spring Welcome, a coordinated training day, brings together nearly 1300 student 
leaders, student & staff facilitators and provides a high-impact opportunity to 
deliver educational sessions. 

The Community Building Education sessions grow student leaders’ 
understanding of diversity, helps them connect their individual values to their 
frames of reference, and teaches them skills to be active bystanders.
 
Student leaders apply the knowledge gained during Imagine Day, a University-
wide orientation day, and during various peer programs and events throughout 
the year.

Active Bystander Program
The Active Bystander (AB) program is a student leadership program designed to 
provide students with the knowledge, skills, and confidence required to facilitate the 
Active Bystander programming through a community building workshop.

An Active Bystander is someone who observes a conflict, unacceptable 
behaviour, or unsafe situation and takes steps that can make a difference. An 
active bystander does not ignore the situation, look away, or call it something 
else.

Whether it’s in the classroom, in residence, or even on a bus commute, student 
leaders are equipped to respond to disrespectful language and/or behaviours, 
supporting the cultivation of a respectful and inclusive university community.
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Positive Space Workshops
The Positive Space Campaign works to make UBC more receptive to and 
welcoming of its LGBT2SQIA+ students, staff and faculty.

Led by the Equity Facilitators and volunteers, 20 workshops were delivered this 
past year across both UBC campuses to audiences comprised mainly of students 
and staff.

20 POSITIVE SPACE
WORKSHOPS

1300
STUDENT LEADERS TRAINED
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Diversifying Selection & 
Recruitment
Search Committee Briefings
At UBC, we recognize benefits of when equity, diversity and inclusion are 
considered throughout the recruitment process. 

Those responsible for recruiting faculty have a responsibility to conduct a 
purposeful, thorough and equitable recruitment process and each year. 

The Associate Vice-President, Equity & Inclusion, representatives from Faculty 
Relations, and the Senior Advisor to the Provost on Women Faculty assist 
departments to meet their recruitment goals by briefing search committees 
on topics related to equity, diversity and inclusion. In 2016-2017, the Associate 
Vice-President, Equity and Inclusion delivered seven senior leadership workshop, 
across seven different units, including in support of the Presidential Search 
Committee.

In 2016-2017, we shifted our efforts beyond solely addressing unconscious bias, 
and have focused our efforts on workshops that build diversity competencies. 

Key topics presented in the briefing sessions include:

 » Selecting a diverse search committee
 » Roles & responsibilities of search committees
 » Job descriptions and advertising
 » Screening, interviewing and selecting candidates
 » Diversity competencies
 » Unconscious bias

Academic Leadership Development Program

Sara-Jane Finlay, Associate Vice-President continued to deliver professional 
development presentations to the Academic Leadership Development Program
(ALDP) program in order to inform academic leaders about the mandate, 
services and educational programs of the Equity & Inclusion Office.

PROJECT SPOTLIGHT

Supporting New Racialized Faculty

In 2016, a team in the UBC’s Faculty of Arts received funding from the 
Equity Enhancement Fund to conduct a three-part project that seeks to 
explore and enhance the experiences of new racialized faculty at UBC. 

Although there are various resources and programs dedicated to faculty 
orientation, both centrally and Faculty-based, UBC has not yet examined 
how, if at all, the needs and experiences of racialized faculty differ and 
how such unique needs and experiences can be best supported. 

As a collaborative project, the project team will draw from multiple 
perspectives and mandates in order to enhance equity and inclusion at 
UBC. 

The project follows from the understanding that successful recruitment of 
diverse faculty requires their retention and that the deep engagement of 
diverse faculty has a profound and positive impact on all members of the 
University community.
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CONFLICT 
ENGAGEMENT & 
COMPLIANCE

The Equity & Inclusion Office provides services 
that support management and resolution 
of inter-personal conflicts, facilitation of 
contentious group conversations, and capacity 
building around having difficult conversations 
and building a healthy culture of conflict 
engagement.

The Office also actively supports community 
members in respect to human rights and 
respectful environment compliance.
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Case Management & 
Conflict Engagement
Our Approach
Despite our best efforts to create a positive and supportive academic 
work environment, members of the UBC community at times find 
themselves in conflictual situations. 

In most cases, conflict emerges naturally out of our community’s diversity 
and the multiplicity of views, cultures and experiences. It also brings 
into light ways that we fail to understand each other, or systemic and 
structural barriers to inclusion we have not yet successfully addressed. 

The Equity & Inclusion Office provides support to students, staff and 
faculty and builds their capacity to navigate these situations, facilitating 
the development of a deeper understanding of what it means to live and 
work with others in equitable ways.

In some cases, the presence of conflict signals infringement on a person’s 
protected rights. In those cases we follow a rigorous set of procedures to 
respond in accordance with applicable laws and policies. In other cases 
conflict can become the doorway for speaking about our differences 
so that we can adjust our behaviours, processes or procedures to 
accommodate the rights and needs of everyone. Successful engagement 
with conflict is critical to ensuring the health of our community and can 
provide the conditions for transformative learning. 

This year the office experienced important expansion in its role and 
capacity with regards to managing cases that arrive at the office - from 
small scale mediation and ensuring compliance with human rights 
policies, to dialogue and conflict engagement that attempts to address 
systematic issues within units and across the University.

Management of inter-personal conflicts
In relation to UBC’s Policy #3 (Discrimination and Harassment), 
our Dialogue and Conflict Engagement team provides services that 
are available to students, faculty or staff members who believe 
they may have a human-rights based discrimination or harassment 
concern.

The team provides support to those who are not able to address 
their issues directly on their own or through their supervisor or 
another trusted resource.

The office provides a space for confidential conversations that can 
illuminate options for resolution, information on filing a human 
rights complaint and launching an investigation, and referrals to 
other resources inside or outside UBC.

As in previous years, the three protected areas that generated the 
most concern were discrimination or harassment on the basis of 
sex, race, and ability.

During this reporting period we have resolved 110 cases referred to 
our office, with 2 cases referred externally for formal investigation. 
As in previous years, the three protected areas that generated the 
most concern were discrimination or harassment on the basis of 
sex, race, and ability.

1
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Facilitation of contentious conversations

University leaders may come to us to request assistance in designing 
and/or running processes that address contentious topics and 
difficult conversations within their units - and we may approach 
leaders to propose such processes when we become aware of such a 
need through other channels.

We offer internal advising and facilitation services to address 
conflictual situations, including those that don’t require or seek an 
investigation (e.g. interpersonal tensions between colleagues), those 
that may arise in the course of routine operations (e.g. disputes 
in committee work), and those that arise out of societal concerns 
and require expanding dialogue (e.g. culture of micro-aggressions, 
response to hateful incidents). 

Depending on the need, we may advise coaching, climate audit, 
small group conversations, professionally facilitated large group 
meetings, and coordination or referrals to other resources inside or 
outside of the University.

During this reporting period and in collaboration with campus 
partners, we initiated nine facilitated processes including four 
proactive dialogues (including one at UBC Okanagan). Topics 
included: the Use of Humour in Campus Interactions, Representation 
of Refugees in Canadian Media, Queer Lives in Kelowna, and 
Intercultural Graduate Student Supervision. 

We also conducted two internal audits (including one at UBC 
Okanagan), two conflict intervention sessions, and three conflict 
coaching engagements at the request of specific units.

Capacity building around difficult 
conversations
Leaders can request semi-customized information and training 
sessions to build the understanding and skills of students, 
faculty, and staff to navigate difficult conversations and address 
conflict as it emerges in the context of their work, study, and life 
at UBC. 

This includes training on how to engage with conflict more 
skillfully, and how to facilitate processes for other people who 
are in conflict. We can also connect you with other resources on- 
and off-campus for further training or specialized skill building in 
these areas.

During this reporting period, and in response to requests, 
we delivered four training sessions on policies, receiving 
disclosures,  exchanging feedback, and facilitating difficult peer 
conversations. 

2 3
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STAFF SPOTLIGHT
Fighting the Good Fight
When it comes to conflict, most people try to avoid it. But Aftab Erfan, UBC’s first 
Director of Dialogue and Conflict Engagement with the Equity & Inclusion Office, 
views it as an opportunity for growth and change.

“I define conflict as a difference that matters enough to mobilize our emotional 
resources,” she explains. 

“As our community becomes more diverse and we increasingly 
recognize our differences, you might actually expect conflict to 
become more prevalent—and the creation of my position at UBC is 
an acknowledgement that this is not a problem. In fact, if we can 
engage with it, conflict can be kind of a doorway to learning and 
transformation.”

Aftab’s role is split between creating a strategic vision for conflict engagement 
on the Vancouver and Okanagan campuses, offering workshops to build the 
capacity of UBC staff, faculty and students for having difficult conversations, and 
facilitating dialogues to address areas of tension within various university units 
or on campus.

At its core, says Aftab, conflict engagement is about supporting diversity, which 
includes transforming our structures to do so. “Diversity is a crucial ingredient for 
deep learning, innovation and excellence. But you can’t just put a diverse group 
of people together and expect them to get along and reap all the benefits,” she 
insists. 

“You have to create the right conditions for those benefits to come about. 
Working with conflict is one way of creating those conditions. It’s a way of 
making diversity really practical and valuable.”
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BY THE NUMBERS Employment Equity
At UBC, we are committed to improving employment equity and protecting the 
human rights of students, faculty and staff  across its campuses and work sites. 

These areas of focus are integrated into the University’s broader commitment to 
excellence and mutual respect.

As part of these efforts, we continue to evaluate and report on universities 
compliance with the Federal Contractors Program (FCP). The program requires 
that employers of a certain size develop an employment equity plan in order to 
receive Federal government funding.

The office tracks and reports on headcount and proportion of employees in each 
Occupational Group and Designated Group. “Occupational Group” refers to 
Employment Equity Occupational Group (EEOG), which combines jobs that are 
similar in level or type

“Designated Group” includes the four groups designated by legislation - Women, 
Aboriginal Peoples, Visible Minorities, and Persons with Disabilities -
as well as a fifth category that UBC has chosen to designate, Sexual/Gender 
Diversity. UBC’s internal data is compared to the prior year as well as to external 
Census-Canada data. 

In 2017-2018, the Equity & Inclusion Office will be conducting an Employment 
Systems Review that will form the basis of an updated Employment Equity Plan.  
Strategies to address the under-representation of Persons with Disabilities, 
Visible Minorities in some employment categories and Aboriginal Persons.

The following summaries are excerpts from the Equity Employment Report 2016-
2017 and provide an overview of equity data at UBC.
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UBC Vancouver Campus
For the Vancouver Campus, the percentage of Women is above the Census 
Canada comparison group for more than half of the Occupational Groups. The 
percentage representation is at least 10 per cent higher than the Census Canada 
comparison for five Occupational Groups. 

The percentage of employees who self-identified as Aboriginal Peoples in UBC’s 
Equity Census is 2.1 per cent overall, equal to the Census Canada representation 
for the Vancouver workforce, but below the national comparator.  

For the Vancouver Campus, the percentage of people self-identifying in the 
survey as Visible Minorities, 34.6 per cent overall, is at a level below Census 
representation in Vancouver but above the national workforce. 

The representation of Persons with Disabilities remains below the external labour 
market, where the provincial workforce reports 5.8 per cent of the population 
being Persons with Disabilities, and by comparison UBC Vancouver Campus has 
3.8 per cent representation amongst faculty and staff.  

In addition, 7.2 per cent of staff and faculty identified as having a diverse sexual 
or gender identity, an increase from the year prior.

UBC Vancouver Campus hires Women at a higher rate than the external market.  
UBC has seen a decline in the hiring of those who self-identify as Aboriginal 
Peoples and their representation amongst new hires is below the regional and 
national workforce. 

The representation of Visible Minorities amongst new hires remains below that 
of the labour market data for Vancouver.  Similarly, the UBC Vancouver Campus 
is less successful at hiring those who self-identify as a Persons with Disabilities, 
neither equaling UBC’s current representation nor the external labour market 
data.  

However, the current proportion of hires of those with diverse sexual or gender 
identities is higher than the year prior, and is also above that of the pre-existing 
representation at the Vancouver Campus.

12,877
FACULTY & STAFF
AT UBC

EQUITY 
SURVEY

72%
SURVEY RESPONSE RATE
AT UBC VANCOUVER

U Count at UBC

The Equity & Inclusion Office tracks and reports 
on headcount and proportion of employees in 
each Occupational Group and Designated Group. 
The following is an overview of employees by 
Designated Group.

“Designated Group” includes the four groups 
designated by legislation - Women, Aboriginal 
Peoples, Visible Minorities, and Persons with 
Disabilities - as well as a  fth category that UBC 
has chosen to designate, Sexual/Gender Diversity. 

UBC’s internal data is compared to the prior year 
as well as to external Census-Canada data. 

80%
SURVEY RESPONSE RATE
AT UBC OKANAGAN



- 0.1% relative to 2015*

+8.1% relative to national workforce**

+7.7% relative to Vancouver workforce**

WOMEN

56.3%

VISIBLE 
MINORITIES

34.6%

PERSONS WITH 
DISABILITIES

3.8%

7.2%

ABORIGINAL

2.1%

- 0.3% relative to 2015*

+16.8% relative to national workforce**

-7.2% relative to Vancouver workforce**

- 0.8% relative to 2015*

-1.1% relative to national workforce**

-2% relative to provincial workforce**

SEXUAL & 
GENDER 

DIVERSITY +1.2% relative to 2015***

+0.2% relative to 2015*

-1.4% relative to national workforce**

On par with Vancouver workforce

Employment Equity Survey Results 2016
UBC Vancouver Campus

* Relative to 2015 UBC Employment Equity Survey data.
** Relative to the 2011 Canada Census data.
*** We have omitted the comparison to Canadian Census due to limited external data.
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-1.3% relative to 2015*

+8.4% relative to national workforce**

+7.5% relative to Kelowna workforce**

WOMEN

56.6%

VISIBLE 
MINORITIES

11.5%

PERSONS WITH 
DISABILITIES

4.7%

5.7%

ABORIGINAL

2.9%

- 0.5% relative to 2015*

-6.3% relative to national workforce**

+5.3% relative to Kelowna workforce**

- 0.6% relative to 2015*

-0.2% relative to national workforce**

-1.1% relative to provincial workforce**

SEXUAL & 
GENDER 

DIVERSITY +1.1% relative to 2015

-0.1% relative to 2015*

-0.6% relative to national workforce**

Employment Equity Survey Results 2016
UBC Okanagan Campus

-1.4% relative to Kelowna workforce**
* Relative to 2015 UBC Employment Equity Survey data.
** Relative to the 2011 Canada Census data.
*** We have omitted the comparison to Canadian Census due to limited external data.
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UBC Okanagan Campus 

UBC Vancouver Campus

UBC Okanagan Campus
In six out of eight Occupational Groups, Women employees exceed their 
representation in the Census Canada data.  The percentage of employees who 
self-identified as Aboriginal Peoples is 2.9 per cent overall, which is below the 
Census Canada average of 4.3 per cent for Kelowna and 3.5 per cent nationwide. 

The percentage of people self-identifying as Visible Minorities is higher than 
the Census Canada comparison group for six of the eight Occupational Groups. 
Those self-identifying as Persons with Disabilities is lower than the national 
workforce average as well as the provincial workforce average. 

The representation of people who self-identify within the Sexual/Gender 
Diversity group has increased from 4.6 per cent in 2015 to 5.7 per cent  in 2016.
 
Amongst new hires, the UBC Okanagan Campus hires Women at a higher rate 
than the Census Canada external market comparison group. 

Aboriginal Peoples are hired at a percentage that is higher than their pre-existing 
representation, and above the Census Canada comparison group for Kelowna 
and Canada.  

Visible Minorities are hired at a higher rate than the pre-existing representation 
and the regional workforce comparison group, but below the national workforce 
comparison group. 

Hires of those self-identifying on the survey as Persons with Disabilities is at a 
percentage rate that is lower than pre-existing representation, and also below the 
provincial and national labour market comparison group. 

In addition, the percentage of new hires self-identifying within the Sexual/Gender 
Diversity category is below the percentage of pre-existing representation on the 
Okanagan Campus.
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CULTURE & 
CONNECTION

Through community engagement 
programming we facilitate dialogue, 
disseminate knowledge, and seek to 
inspire our community members to 
play an active role in building inclusive 
communities.



ANNUAL REPORT 2016 29

Fostering Community 
Dialogue and Engagement
Signature Speaker Series
In 2016, we partnered with alumni UBC and Irving K. Barber Library to deliver 
two signature panel discussion on critical social issues. The events engaged more 
than 400 community members and help build a broader understanding of issues 
related to race, culture, society, sexual assault, and gender identity.

Examining Whiteness: What’s at stake for 
Canada?
The Examining Whiteness event was one of our two signature events that 
brought together leading UBC faculty members in dialogue around race and 
whiteness. The event helped raise awareness of racism, disseminate knowledge, 
and demonstrate UBC’s leadership on these issues. The event catalyzed 
additional dialogue about racism in Canada and the impact of the country’s 
colonial history.

EVENT SPOTLIGHT

CAMPAIGN SPOTLIGHT

Outreach Campaigns
In 2016, the Equity Facilitation team continued to proactively conduct outreach 
campaigns, leveraging high-impact opportunities such as Imagine Day, Thrive 
UBC, and Welcome Back Staff and Faculty BBQ. 

This year’s featured campaign sought to inspire everyone to be a superhero 
in their own community, using fun and creative calls to action so as to raise 
awareness of the need to stop all forms of discrimination.
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Annual Queer Orientation 
In 2016, we continued to build a visible and vibrant queer community at UBC’s 
Okanagan Campus. 

This year, we hosted an inaugural annual Queer Orientation (QO) and continued 
with the ongoing work of the Positive Space Committee to engage our campus.

Working with campus partners, such as the Pride Resource Centre and the 
Positive Space Committee, we hosted a series of events for students, staff 
& faculty, including meet-ups, workshops, games nights, and a drag show in 
September and October. 

These initiatives demonstrate our continued efforts to increase the visibility of 
resources and community building opportunities available to our LGBT2SQIA+ 
community members.

Our Positive Space Committee continues to represent a wide variety of students, 
staff and faculty.

Two Spirit Awareness Event 
On November 18th 2016 we welcomed novelist and playwright Tomson Highway 
to UBC’s Okanagan campus to raise awareness about Two-Spirit identities. This 
event was a collaboration with Aboriginal Programs & Services and aimed to 
provide an intersectional alternative to the usual one-dimensional narrative of 
queerness.

The event was rooted in a desire to move away from just tolerating difference, to 
fostering inclusion and the celebration of sexual and gender diversity. 

Partners included the Aboriginal Programs & Services, AVP Students Portfolio, 
Faculty of Creative and Critical Studies, IKBSAS, Que(e)rying Campus Research 
Team, UBCSUO Pride Resource Centre, and the Okanagan Pride Society.

Building Positive SpaceUBC Okanagan
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Engaging Peers, Advancing 
Social Change

Equity Ambassadors Program
The Equity Ambassador (EA) program is part of the Social Change category of 
Peer Programs in the Center for Student Involvement and Careers.

By participating in the program, students develop leadership qualities, grow their 
understanding and skills in relation to social justice issues, and work to engage 
the campus community in dialogue on issues of equity, diversity and inclusion.

The EA program provides opportunities for student leadership training in the 
areas of social issues, facilitation, conflict engagement (difficult dialogues), event 
planning, and communications. 

The students that are part of this program are concerned with equity and 
inclusion on campus and the program gives them an outlet through which they 
can make high impact social changes.

In 2016-2017, 14 Equity Ambassadors organized two dialogue events, three 
information and outreach booths, and one training event in partnership with UBC 
Okanagan Equity Ambassador team.

In addition to organizing their own events, students participated in a number of 
other campaigns and events, including Imagine Day, UBC Pride Week, and Thrive 
UBC.

Educate. Engage. Empower.

14
STUDENT EQUITY AMBASSADORS



EQUITY & INCLUSION OFFICE 32

Supporting Community-Led 
Change
Equity Enhancement Fund

In 2016-2017, the Equity & Inclusion Office again conducted a campus-wide call 
for proposals for the Equity Enhancement Fund. The fund allows us to encourage 
and support community-led engagement projects that help build student, staff 
and faculty competencies and understanding related to issues of equity, diversity 
and inclusion. 

In total, $70,000 was allocated to seven projects at the UBC Vancouver campus 
and $15,000 to four projects at the UBC Okanagan campus. Over the application 
period of January to end of February, the office received 35 applications. 11 
applications were selected - 7 from UBC Vancouver and 4 from the UBC 
Okanagan campus.

In 2015-2016, the office funded 15 projects at UBC Vancouver and 5 at the UBC 
Okanagan campus. Majority of those project came to completion with the end of 
the fiscal 2016-2017 year.

11
COMMUNITY-LED EQUITY PROJECTS 
FUNDED THROUGH THE EQUITY 
ENHANCEMENT FUND

$85,000
IN FUNDING FOR COMMUNITY-LED, 
COLLABORATIVE PROJECTS

Project Spotlight

Forestry Diversity Crew
The Forestry Diversity Crew is one of the 2016-2017 recipients of the Equity 
Enhancement Fund. With funding in hand, the crew commenced planning of 
activities for 2017-2018 academic year that will engage and educate the Faculty 
of Forestry community members around diversity, inclusion, and equity.
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Promising Practices in 
Teaching, Learning and 
Research

As part of our efforts to advance equity & 
inclusion across the university, we collaborated 
with students, faculty and staff on collaborative 
and applied research, education and curriculum 
projects that enhance the academic environment.
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Supporting Applied 
Research Collaborations
This year, the Equity Facilitation team participated in a SEEDS Sustainability 
Program project led by UBC Varsity. 

UBC’s SEEDS Sustainability Program brings together students, staff and faculty 
to address campus sustainability challenges, including those in the area of social 
sustainability.

Through this project, the Equity Facilitation team worked with UBC Varsity on 
a project titled “Interculturalism in Varsity Athletics at the University of British 
Columbia: Creating Meaningful Connections”.

Part of the Kinesiology 465 Interculturalism and Sport course, the project 
provided UBC Varsity athletes with an opportunity to reflect on the intersections 
of interculturalism in varsity sports at UBC. The student group conducted 
interviews with Varsity athletes from a number of teams to explore students’ 
understanding of interculturalism and how it shows up in their team culture.

Three main findings were presented from the research:

1) International participants had an accurate understanding of interculturalism,
whereas domestic participants were either unaware of the concept or thought of 
it as synonymous to multiculturalism.

2) International participants found language barriers and sport culture practices 
to be the most significant cultural differences they’ve experienced within UBC 
varsity athletics.

3) The majority of international participants felt that their team facilitated a 
cohesive environment in which cultural values and norms were co-created, 
while all but one of the domestic athletes agreed that UBC Varsity fosters this 
acceptance for social integration.

These finding were presented to the UBC Varsity community fostering a better 
understanding of these issues and ways to support athlete integration and team 
cohesion.

Partner Spotlight

Wingspan Collaborative
The Equity & Inclusion Office, through the Equity Enhancement Fund, provided 
funding for the Wingspan Collaborative project. The project received funding in 
April 2017 in order to foster collaboration across disciplines at UBC to advance 
the rights of people with disabilities.

The goal of the project is to proactively promote the idea that while individual 
disabilities pose impairments, they should not be seen as deficits but instead as 
differences that enrich collective human experience and the arts.

The project is an integral part of the Vice President Research and International 
Dis/ability Arts, Culture & Public Pedagogy Cluster.  
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Enhancing Inclusive Curriculum
In 2016, a proposed expansion of the previously funded Teacher Education for 
All! (TEFA) project was again selected as one of the Equity Enhancement Fund 
recipients.

The Faculty of Education Teacher Education for All project will build capacity 
for faculty, staff and students in the Teacher Education Program to create 
and provide an inclusive culture, workplace, and learning environment with a 
particular focus on the intersectional approaches to thinking about sexual and 
gender diversity and pedagogical approaches to recognize, and intervene to 
transform, the impacts of systemic discrimination.

The initial pilot led to the creation of a Teacher Education for All! Working Group 
of Bachelor of Education (B.Ed) faculty, staff and students. The group reviewed 
policies, conducted curriculum mapping across the B.Ed Program courses, offered 
workshops, and produced an LGBT2SQIA+ inclusion statement for B.Ed syllabi. 

The newly funded 2017-18 project extended the pilot, creating and compiling 
resources into a digital clearinghouse of learning opportunities and 
workshops that help build teacher candidate and instructor capacity for 
LGBT2SQIA+inclusion at all levels and in their own lives and teaching careers. 
The project will culminate with a TEFA conference.
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Advancing Excellence in Graduate 
Supervision
At UBC, we understand that excellence in graduate supervision is integral to 
excellence in graduate education, research, student learning, student health and 
wellbeing, and an outstanding work environment at UBC. 

The diversity of UBC Vancouver’s community and UBC’s commitment to equity 
and inclusion necessitate a broad and deep awareness and understanding of 
intercultural differences and the development of intercultural fluency. 

This is critically important in the realm of graduate supervision where the power 
differential is marked and the nature of the supervisory relationship can be 
isolating. 

The project team, funded by the 2016-2017 Equity Enhancement Funds, 
commenced their work in May of 2017 with an intent to:

 » Promote a campus-wide dialogue about intercultural understanding and the 
role of diversity and inclusion in supervision excellence, one that broadens our 
awareness of cultural through an intersectional lens.

 » Conduct focus groups to gain insight and input into the issue of intercultural 
fluency and supervision and inform a symposium and potential training/
education initiatives to build competencies and tools for students, staff and 
faculty.

 » Develop a template for a workshop on intercultural fluency in graduate 
supervision based on the data, research and insights gained through the focus 
group discussions and the symposium.

 » Develop a set of recommendations regarding graduate supervision excellence 
in the context of intercultural fluency and present to key stakeholders and 
Vice-Presidents Students, Research, Academic, and Human Resources.
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Partners and Workshop Participants
Board of Governors
VP Research | Presidential Search Committee
VP Students | Student Development and Services 
VP Students | Centre for Student Involvement & Careers
VP Students | Student Communications
Associate Vice-President, Students, UBC Okanagan
Planning and Institutional Analysis (PAIR)
Campus + Community Planning | SEEDS Sustainability Program
alumni UBC
Student Housing and Hospitality Services
Centre for Teaching, Learning and Technology
Irvin K. Barber Learning Centre
Aboriginal Programs & Services
UBC Library
UBC Athletics and Recreation
UBC Human Resources
UBC Varsity
UBC Wellbeing
Accelerated Leadership Development Program
Faculty of Arts 
Faculty of Education
Faculty of Forestry
Faculty of Medicine
Faculty of Science
Faculty of Applied Science | Women in Engineering
Faculty of Applied Science | School of Architecture and Landscape 
Planning
Faculty of Creative and Critical Studies
Irving K. Barber School of Arts and Sciences
Banting Post-doctoral Fellowship
Network of Centres of Excellence
UBC Student Union Okanagan Pride Resource Centre
Okanagan Pride Society
Pride Collective
Diversity Crew
Pride Resource Centre
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About UBC
The University of British Columbia is a global centre for research and teaching, 
consistently ranked among the 40 best universities in the world. 

Since 1915, UBC’s West Coast spirit has embraced innovation and challenged 
the status quo. Its entrepreneurial perspective encourages students, staff and 
faculty to challenge convention, lead discovery and explore new ways of learning. 
At UBC, bold thinking is given a place to develop into ideas that can change the 
world.

UBC employs 5,003 faculty members and 9,550 staff members at its Vancouver 
campus, and 471 faculty members and 673 staff members at its Okanagan 
campus.

UBC Vancouver Campus is located on the traditional, ancestral and unceded 
territory of the Musqueam First Nation. UBC Okanagan Campus is located on the 
traditional territory of the Okanagan Nation.
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We envision a community in which human 
rights are respected and equity is embedded in 

all areas of academic, work and campus life. 

Through its leadership, vision and 
collaborative action, the Equity & Inclusion 

Office continues to further UBC’s commitment 
to excellence, equity and mutual respect.
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About This Report

UBC is committed to improving employment equity, protecting the human rights of 
students, faculty and staff across its campuses and work sites, and building a community 
where principles of inclusion are embedded across academic, work and campus life. 

Overall, these efforts are integral to advancing UBC’s commitment to excellence and 
providing a respectful living, working, and learning environment. 

This Employment Equity Report constitutes UBC’s commitment to compliance with the 
Federal Contractors Program (FCP), which requires that employers of a certain size must 
develop an employment equity plan in order to receive Federal government funding.

This report provides tables showing the headcount and percentage of employees in each 
Occupational Group and Designated Group.  

“Occupational Group” refers to Employment Equity Occupational Group, which combines 
jobs that are similar in level or type of work.  “Designated Group” includes the four groups 
designated by legislation - Women, Aboriginal Peoples, Visible Minorities, and Persons 
with Disabilities - as well as a fifth category that UBC has chosen to designate, Sexual/
Gender Diversity.  

UBC’s internal data is compared to the year prior as well as external Census Canada data, 
the latter of which is labelled “Comparison to Census.”

12,877
FACULTY & STAFF
AT UBC

EQUITY 
SURVEY

72%
SURVEY RESPONSE RATE
AT UBC VANCOUVER

U Count at UBC

The Equity & Inclusion Office tracks and reports 
on headcount and proportion of employees in each 
Occupational Group and Designated Group. The 
following is an overview of employees by Designated 
Group.

“Designated Group” includes the four groups 
designated by legislation - Women, Aboriginal Peoples, 
Visible Minorities, and Persons with Disabilities - as well 
as a fifth category that UBC has chosen to designate, 
Sexual/Gender Diversity. 

UBC’s internal data is compared to the prior year as well 
as to external Census-Canada data. 

80%
SURVEY RESPONSE RATE
AT UBC OKANAGAN
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Executive Summary

UBC Vancouver Campus
For the Vancouver Campus, the percentage of Women is above the Census Canada 
comparison group for more than half of the Occupational Groups. The percentage 
representation is at least 10 per cent higher than the Census Canada comparison for five 
Occupational Groups. 

The percentage of employees who self-identified as Aboriginal Peoples in UBC’s Equity 
Census is 2.1 per cent overall, equal to the Census Canada representation for the 
Vancouver workforce, but below the national comparator.  

For the Vancouver Campus, the percentage of people self-identifying in the survey as 
Visible Minorities, 34.6 per cent overall, is at a level below Census representation in 
Vancouver but above the national workforce. 

The representation of Persons with Disabilities remains below the external labour market, 
where the provincial workforce reports 5.8 per cent of the population being Persons with 
Disabilities, and by comparison UBC Vancouver Campus has 3.8 per cent representation 
amongst faculty and staff.  

In addition, 7.2 per cent of staff and faculty identified as having a diverse sexual or gender 
identity, an increase from the year prior.

UBC Vancouver Campus hires Women at a higher rate than the external market.  UBC 
has seen a decline in the hiring of those who self-identify as Aboriginal Peoples and their 
representation amongst new hires is below the regional and national workforce. 

The representation of Visible Minorities amongst new hires remains below that of 
the labour market data for Vancouver.  Similarly, the UBC Vancouver Campus is less 
successful at hiring those who self-identify as a Persons with Disabilities, neither 
equalling UBC’s current representation nor the external labour market data.  

However, the current proportion of hires of those with diverse sexual or gender identities 
is higher than the year prior, and is also above that of the pre-existing representation at 
the Vancouver Campus.

UBC Okanagan Campus
In six out of eight Occupational Groups, Women employees exceed their representation in the 
Census Canada data.  The percentage of employees who self-identified as Aboriginal Peoples is 
2.9 per cent overall, which is below the Census Canada average of 4.3 per cent for Kelowna and 
3.5 per cent  nationwide. 

The percentage of people self-identifying as Visible Minorities is higher than the Census 
Canada comparison group for six of the eight Occupational Groups. Those self-identifying as 
Persons with Disabilities is lower than the national workforce average as well as the provincial 
workforce average. 

The representation of people who self-identify within the Sexual/Gender Diversity group has 
increased from 4.6 per cent in 2015 to 5.7 per cent  in 2016.
 
Amongst new hires, the UBC Okanagan Campus hires Women at a higher rate than the Census 
Canada external market comparison group. 

Aboriginal Peoples are hired at a percentage that is higher than their pre-existing 
representation, and above the Census Canada comparison group for Kelowna and Canada.  

Visible Minorities are hired at a higher rate than the pre-existing representation and the 
regional workforce comparison group, but below the national workforce comparison group. 

Hires of those self-identifying on the survey as Persons with Disabilities is at a percentage rate 
that is lower than pre-existing representation, and also below the provincial and national labour 
market comparison group. 

In addition, the percentage of new hires self-identifying within the Sexual/Gender Diversity 
category is below the percentage of pre-existing representation on the Okanagan Campus.
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- 0.1% relative to 2015*

+8.1% relative to national workforce**

+7.7% relative to Vancouver workforce**

WOMEN

56.3%

VISIBLE 
MINORITIES

34.6%

PERSONS WITH 

DISABILITIES

3.8%

7.2%

ABORIGINAL

2.1%

- 0.3% relative to 2015*

+16.8% relative to national workforce**

-7.2% relative to Vancouver workforce**

- 0.8% relative to 2015*

-1.1% relative to national workforce**

-2% relative to provincial workforce**

SEXUAL & 

GENDER 

DIVERSITY
+1.2% relative to 2015***

+0.2% relative to 2015*

-1.4% relative to national workforce**

On par with Vancouver workforce

Employment Equity Survey Results 2016
UBC Vancouver Campus

* Relative to 2015 UBC Employment Equity Survey data.

** Relative to the 2011 Canada Census data.

*** We have omitted the comparison to Canadian Census due to limited external data.
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-1.3% relative to 2015*

+8.4% relative to national workforce**

+7.5% relative to Kelowna workforce**

WOMEN

56.6%

VISIBLE 
MINORITIES

11.5%

PERSONS WITH 

DISABILITIES

4.7%

5.7%

ABORIGINAL

2.9%

- 0.5% relative to 2015*

-6.3% relative to national workforce**

+5.3% relative to Kelowna workforce**

- 0.6% relative to 2015*

-0.2% relative to national workforce**

-1.1% relative to provincial workforce**

SEXUAL & 

GENDER 

DIVERSITY
+1.1% relative to 2015

-0.1% relative to 2015*

-0.6% relative to national workforce**

Employment Equity Survey Results 2016
UBC Okanagan Campus

-1.4% relative to Kelowna workforce**
* Relative to 2015 UBC Employment Equity Survey data.

** Relative to the 2011 Canada Census data.

*** We have omitted the comparison to Canadian Census due to limited external data.
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Introduction
UBC is committed to improving employment equity and protecting the human rights of 
students, faculty and staff across its campuses and work sites. These areas of focus are 
integrated into the University’s broader commitment to excellence and mutual respect. 
Equity and human rights are foundational to UBC’s academic pursuits, our working lives, and 
our involvement in the larger campus community.

In order to pursue excellence in research, innovation, and student success, UBC must foster 
opportunity for a diverse workforce. UBC aspires to exceed minimal expectations required 
by employment equity legislation. Put simply, understanding and implementing employment 
equity helps achieve inclusion and fairness, brings a rich diversity to UBC as a workplace, 
and creates the necessary conditions for innovation and excellence.

Amongst UBC’s key accountability efforts is this annual 
Employment Equity Report, where the representation of the 
designated groups amongst different Occupational Groups for 
faculty and staff have been tracked and are reported. 

Federal Employment Equity legislation has designated four equity groups - Women, 
Aboriginal Peoples, Visible Minorities, and Persons with Disabilities. In addition, UBC has 
chosen to designate Sexual and Gender Diversity as a fifth designated group. “Occupational 
Group” refers to Employment Equity Occupational Group (EEOG), a grouping of all faculty 
and staff into 15 categories based on National Occupational Codes. UBC’s internal data 
is compared to the external Census Canada data, which is itself labelled “Comparison to 
Census.”

This information is collected through the UBC Employment Equity Census Questionnaire 
that, upon hire, asks people to self-identify if they are a member of the four designated 
groups or as having a diverse sexual or gender identity. In addition, for the purpose of 
calculating the representation of Women, we use information on an employee’s sex which 
is pre-existing in our Human Resource Management System (HRMS).  Cross-sectional 
analysis of the combined Employment Equity Census and HRMS data is provided by 
Occupational Group, designated group, campus (Vancouver or Okanagan), and bargaining 
unit, in order to identify areas where UBC’s representation is higher than, or lower than, the 

Canadian Census population. UBC also tracks hiring trends, and collects and reports 
information on supplemental categories such as ethnicity and type of disability.  

This report also constitutes UBC’s commitment to 
compliance with the Federal Contractors Program that requires 
employers of a certain size to survey their employees and 
develop an equity plan, in order to receive federal contracts and 
funding. 

As UBC receives significant funding from the Government of Canada, UBC is 
committed to compliance at the very least, and will continue to pursue equity goals 
that are above and beyond those required by the legislation.

Regarding the level of participation in UBC’s Employment Equity Census (also known 
as the “return rate”), it should be noted that the 2016 questionnaire had a much higher 
participation rate than the year prior (Graph 1, below). For the Vancouver Campus, 
participation increased from 56.3% in 2015 to 72.2% in 2016.  For the Okanagan 
Campus, participation increased from 68.7% in 2015 to 80.0% in 2016. For more 
information, detailed tables regarding the return rate are provided in Appendix B.

The re-survey by the Equity & Inclusion Office of UBC’s workforce population has 
contributed to these improved return rates. The survey was conducted electronically 
beginning May 2016, and an additional re-survey via paper copy was conducted in 
the fall of 2016 targeting employees who do not work at a computer workstation.  
Completion of the survey is now mandatory for new hires, although employees have 
the option to decline to answer.
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45.3%

55.6%

55.9%
57.3%

58.5% 57.6%
56.3%

72.2%

57.1%

62.2%

67.6%

70.6%
73.0% 71.9%

68.7%

80.0%

40%

45%

50%

55%

60%

65%

70%

75%

80%

85%

90%

2009 2010 2011 2012 2013 2014 2015 2016

Return Rate of Employment Equity Census Questionnare at UBC, 2009-2016

Vancouver Campus

Okanagan Campus

Graph 1: Return Rate of Employment Equity Census Questionnare at UBC, 2009-2016
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Employment Equity Occupational 
Groups at UBC

All positions at UBC are classified using the fifteen Employment Equity Occupational Groups 
(EEOGs) established by the Federal Government. Table 1 lists these groups, examples of UBC 
positions in each category, and the geographic area from which UBC would normally recruit 
staff. Please note that some of the groups do not apply to the Okanagan Campus.
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Occupationl Group Examples of UBC Positions Area of Recruitment 1

Senior Managers Associate Vice President, Dean, Deputy Vice Chancellor, President, Registrar, University Librarian, Vice President. National

Middle & Other Managers Associate Dean, Chair, Computer Systems Manager, Director, Financial Manager, Food Service Manager, Head. Municipal

University Professors Adjunct Professors, Assistant Professor, Associate Professor, Clinical Professor or Instructor, Lecturer, Member Extra Sessional Studies, 
Professor, Senior Instructor, Sessionals.

National 2

Professionals (excluding University Professors) Accountant, Coordinator Student Services, Counselor, Editor, Employee Relations Officer, General Librarian, Genetic Assistant, Physician, 
Programmer/Analyst, Scientific Engineer, Social Science Researcher.

Municipal

Semi-Professionals & Technicians Biosafety Officer, Building Inspector, Coach, Engineering Technician, Graphics Supervisor, Horticulturist, Library Assistant, Medical Artist, 
Research Assistant/Technician, Research Scientist.

Municipal

Supervisors Accommodation Manager, Accounting Supervisor, Campus Mail Supervisor, Cleaning Supervisor, Head Service Worker, Section Head, Senior 
Resident Attendant, Supervisor (Administration), Word Processing Coordinator.

Municipal

Supervisors: Crafts & Trades
Farm Manager, Grounds Supervisor, Head Carpenter, Head Plumber, Herd Manager, Mechanical Trades Supervisor, Sub-Head Electrician, Sub-
Head Gardener.

Municipal

Administration & Senior Clerical Personnel Administrative Assistant, Administrator, Budget Analyst, Conference Coordinator, Lab Supervisor, Office Manager, Personnel Assistant, 
Secretary 1- 5, Senior Admissions Officer, Executive Assistant.

Municipal

Skilled Sales & Service Personnel Assistant Cook, Commissary Cook, Commissary Baker, First Cook, Head Cook, Relief Cook. Municipal

Skilled Crafts & Trades Workers Bricklayer, Carpenter, Electrician, Locksmith, Maintenance Engineer I and II, Painter, Plumber, Sheet Metal Worker, Shift Engineer. Municipal

Clerical Personnel Administrative Clerk, Buyer 1 to 3, Clerk 1 to 3, Clinical Office Assistant 1 to 3, Computer Operator, Data Entry Clerk, General Clerk, Mail Clerk, 
Program Assistant, Store Person.

Municipal

Intermediate Sales & Service Bookstore Assistant, Computer Salesperson, Dental Assistant, Housekeeper, Patrol Person, Sales Attendant, Sales Clerk, Utility Worker, 
Waiter/Waitress.

Municipal

Semi-Skilled Manual Workers Clerk Driver, Farm Worker 1 to 5, Milker, Nursery & Greenhouse Gardener, Printing Operator 2 and 3, Spray Painter, Truck Driver. Municipal

Other Sales & Service Personnel Food Services Assistant, Gate Keeper, General Worker, Grocery Clerk, Janitor, Caretaker, Building Supplies Service Worker, Kiosk Attendant, 
Residence Attendant, Service Worker: Ice Maker.

Municipal

Other Manual Workers Labourer 2, Labourer 2 (Construction & Heavy), Labourer 3 (Special). Municipal

1 Area of Recruitment: National = “Canada” for both Campuses.  Municipal = “Vancouver” for Vancouver Campus and “Kelowna” for the Okanagan Campus.  Where noted, the comparison may be changed to 
province-wide data based on data availability.

2 Because this report makes comparisons to Census Canada data, the broadest available geographic category for labour market comparison is national.  Comparisons to the international labour market may be 
appropriate for University Professors, however that comparison is outside of the scope of this report.

Table 1: Employment Equity Occupational Groups (EEOGs)
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Representation of 
Designated Groups 
amongst Staff and 
Faculty
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Vancouver Campus
Tables 2-6 provide information on the representation of designated groups amongst 
faculty and staff at the UBC Vancouver Campus. The data is presented for each 
designated group in a separate table, and includes both 2015 and 2016 data. Hiring 
trend data is provided in Table 7 with additional analysis of the dynamic between UBC’s 
hiring and pre-existing representation of designated groups. These tables are created 
as described in the Methodology Notes in Appendix D of this Report. 

This information is collected through the UBC Employment Equity Census 
Questionnaire that, upon hire, asks people to self-identify if they are a member of the 
four designated groups or as having a diverse sexual or gender identity. 
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Women
As shown in Table 2, Women at the UBC Vancouver Campus are 
represented at a percentage rate which is higher than the Canada 
Census comparison group for more than half of Occupational 
Groups (EEOG), including such levels as Senior Managers, Middle & 
Other Managers, Professionals, Semi-Professionals & Technicians, 
Supervisors, Administrative & Senior Clerical, Clerical Personnel, and 
Intermediate Sales & Service. 

The percentage representation is at least ten percent higher than the 
Census Canada comparison for Senior Managers, Middle & Other 
Managers, Professionals, Semi-Professionals & Technicians, and 
Supervisors. 

Women are represented at a rate which is below the Census Canada 
comparison in such areas as University Professors, Supervisors: Crafts 
& Trades, Skilled Sales & Service, Skilled Crafts & Trades, Semi-Skilled 
Manual Workers, Other Sales & Service, and Other Manual Workers.  

For Women at the Vancouver Campus, there are four occupational 
groups where representation is above the comparison group and 
still increasing, four occupational groups where representation has 
declined yet is still above the comparison group, and four occupational 
groups where our representation is below the comparison group yet is 
increasing year-over-year.  There is one occupational group where UBC 
has below-comparison representation and is also declining.

Occupational Group Women, Respondents to UBC Employment Equity Census 
Questionnaire

Census Average2015 2016 % Women

# 
Women

# 
Men

Total 
#

# 
Women

# 
Men

Total 
#

2015 2016

1
Senior Managers 19 27 46 18 24 42 41.3% 42.9% 27.4%

2 Middle & Other 
Managers

441 383 824 436 380 816 53.5% 53.4% 39.8%

3 University Professors 1,337 1,997 3,334 1,335 1,918 3,253 40.1% 41.0% 43.3%

4 Professionals 1,991 1,148 3,139 2,112 1,267 3,379 63.4% 62.5% 51.8%

5 Semi-Professionals & 
Technicians

1,046 644 1,690 1,010 665 1,675 61.9% 60.3% 48.5%

6 Supervisors 126 55 181 123 52 175 69.6% 70.3% 51.4%

7 Supervisors: Crafts & 
Trades

0 25 25 0 29 29 0.0% 0.0% 12.0%

8 Administrative & Senior 
Clerical

859 135 994 876 137 1,013 86.4% 86.5% 79.0%

9 Skilled Sales & Service 50 103 153 75 138 213 32.7% 35.2% 46.2%

10 Skilled Crafts & Trades 3 229 232 4 230 234 1.3% 1.7% 3.9%

11 Clerical Personnel 506 140 646 503 150 653 78.3% 77.0% 70.0%

12 Intermediate Sales & 
Service

347 164 511 356 160 516 67.9% 69.0% 64.2%

13 Semi-Skilled Manual 
Workers

10 33 43 3 34 37 23.3% 8.1% 17.1%

14 Other Sales & Service 373 365 738 389 394 783 50.5% 49.7% 57.8%

15 Other Manual Workers 4 57 61 5 54 59 6.6% 8.5% 30.1%

Total 7,112 5,505 12,617 7,245 5,632 12,877 56.4% 56.3% n.a.

National Workforce Population (All Occupational Groups) 48.2%

Vancouver Workforce Population (All Occupational Groups) 48.6%

Table 2 Representation of Women at the UBC Vancouver Campus (Effective October of Each Year)

n.a. = not applicable or not available
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Aboriginal Peoples
As shown in Table 3, the percentage of employees who self-identified as 
Aboriginal Peoples in UBC’s Equity Census is 2.1% overall. UBC’s representation 
of 2.1% is at the same level as that of the Census Canada representation for the 
Vancouver workforce population, but below the national workforce population, 
which is 3.5%. 

Aboriginal Peoples on the Vancouver Campus have representation in ten 
occupational groups that is higher than the census comparison group.  There are 
two occupational groups where there is no representation. However, the overall 
representation of Aboriginal Peoples increased from 1.9% in 2015 to 2.1% in 2016.  
In this case, we caution that the data is sensitive to small sample size. 

Occupational Group Aboriginal Peoples, Respondents to UBC 
Employment Equity Census Questionnaire

Census Average
2015 # 2016 # 2015 % 2016 %

1
Senior Managers 1 2 3.1% 5.4% 2.9%

2 Middle & Other Managers 7 13 1.4% 1.9% 1.5%

3 University Professors 20 27 1.3% 1.4% 1.3%

4 Professionals 33 50 1.8% 2.0% 1.3%

5 Semi-Professionals & Technicians 12 15 1.6% 1.5% 2.3%

6 Supervisors 3 3 2.8% 2.1% 2.6%

7 Supervisors: Crafts & Trades 0 0 0.0% 0.0% 3.0%

8 Administrative & Senior Clerical 17 20 2.7% 2.4% 2.1%

9 Skilled Sales & Service 2 5 5.7% 5.6% 2.3%

10 Skilled Crafts & Trades 4 5 4.8% 3.0% 2.9%

11 Clerical Personnel 8 12 2.3% 2.5% 2.4%

12
Intermediate Sales & Service 6 8 3.2% 2.4% 2.3%

13 Semi-Skilled Manual Workers 0 0 0.0% 0.0% 2.2%

14 Other Sales & Service 5 21 2.4% 4.4% 2.7%

15 Other Manual Workers 2 1 8.7% 2.4% 3.2%

Total 120 182 1.9% 2.1% n.a.

National Workforce Population (All Occupational Groups) 3.5%

Vancouver Workforce Population (All Occupational Groups) 2.1%

Table 3 Representation of Aboriginal Peoples  at the UBC Vancouver Campus (Effective October of Each Year)

n.a. = not applicable or not available
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Visible Minorities

The percentage of people self-identifying as Visible Minorities in UBC’s Equity 
Census (Table 4) is at a level above their representation in the broader Canadian 
workforce, yet below that of the Vancouver workforce. The percent self-identifying 
as Visible Minorities in UBC’s Equity Census has a slight increase from 34.3% 
in 2015 to 34.6% in 2016, and nine of the fifteen Occupational Groups declined 
slightly from the year prior. 

Looking at the breakdown by Occupational Group, people self-identifying as 
Visible Minorities in UBC’s Equity Census remain at, or above, the percentage 
representation in the Canadian Census population for eight of fifteen groups. 
Occupational Groups where Visible Minorities are self-reporting at a rate below the 
comparison group include Senior Managers, Middle & Other Managers, University 
Professors, Professionals, Supervisors: Crafts & Trades, Semi-Skilled Manual 
Workers, and Other Manual Workers.

Occupational Group Visible Minorities, Respondents to the UBC 
Employment Equity Census Questionnaire Census 

Average2015 # 2016 # 2015 % 2016 %

1
Senior Managers 1 2 3.1% 5.4% 10.1%

2 Middle & Other Managers 129 188 25.0% 27.2% 37.0%

3 University Professors 291 368 19.2% 18.8% 19.1%

4 Professionals 629 839 34.6% 34.1% 37.1%

5 Semi-Professionals & Technicians 316 421 41.6% 41.6% 37.0%

6 Supervisors 69 83 63.3% 57.2% 43.4%

7 Supervisors: Crafts & Trades 2 5 18.2% 25.0% 28.7%

8 Administrative & Senior Clerical 230 309 36.9% 37.8% 35.3%

9 Skilled Sales & Service 24 48 68.6% 53.9% 53.5%

10 Skilled Crafts & Trades 30 54 36.1% 32.3% 31.8%

11 Clerical Personnel 172 228 48.6% 47.5% 42.3%

12
Intermediate Sales & Service 110 166 57.9% 50.8% 47.5%

13 Semi-Skilled Manual Workers 6 11 42.9% 39.3% 48.9%

14 Other Sales & Service 141 291 68.4% 60.9% 55.9%

15 Other Manual Workers 7 13 30.4% 31.0% 47.6%

Total 2,157 3,026 34.3% 34.6% n.a.

National Workforce Population (All Occupational Groups) 17.8%

Vancouver Workforce Population (All Occupational Groups) 41.8%

n.a. = not applicable or not available

Table 4 Representation of Visible Minorities at the UBC Vancouver Campus (Effective October of Each Year)
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Persons with Disabilities
Based on self-identification in UBC’s Equity Census, Persons with Disabilities 
(Table 5) are represented across almost all Occupational Groups at UBC’s 
Vancouver Campus with the exception of Senior Managers. However, the 
representation of Persons with Disabilities remains below the provincial 
workforce average of 5.8% as well as the national workforce average of 4.9%.

In this particular case, we caution that the data is sensitive to small sample 
size.  There were 290 Persons with Disabilities self-identifying in our survey 
in 2015, and in 329 such Persons in 2016.  

Occupational Group Persons with Disabilities, Respondents to the UBC 
Employment Equity Census Questionnaire Census 

Average
2015 # 2016 # 2015 % 2016 %

1 Senior Managers 0 0 0.0% 0.0% 4.3%a

2 Middle & Other Managers 19 19 3.7% 2.7% 4.3%a

3 University Professors 56 81 3.7% 4.1% 3.8%

4 Professionals 71 65 3.9% 2.6% 5.4%

5 Semi-Professionals & Technicians 42 41 5.5% 4.1% 4.5%b

6 Supervisors 3 5 2.8% 3.4% 5.8%c

7 Supervisors: Crafts & Trades 1 1 9.1% 5.0% 5.8%c

8 Administrative & Senior Clerical 30 37 4.8% 4.5% 3.8%b

9 Skilled Sales & Service 2 3 5.7% 3.4% 3.3%b

10 Skilled Crafts & Trades 7 7 8.4% 4.2% 7.4%b

11 Clerical Personnel 23 24 6.5% 5.0% 5.1%b

12 Intermediate Sales & Service 17 16 8.9% 4.9% 5.7%

13 Semi-Skilled Manual Workers 3 4 21.4% 14.3% 7.8%b

14 Other Sales & Service 13 22 6.3% 4.6% 7.3%b

15 Other Manual Workers 3 4 13.0% 9.5% 5.8%c

Total 290 329 4.6% 3.8% n.a.

National Workforce Population (All Occupational Groups) 4.9%

Vancouver Workforce Population (All Occupational Groups) 5.8%

Footnotes:
a = For Comparison to Census data, combines Senior Managers with Middle & Other Managers.
b =According to Statistics Canada, this figure should be used with caution due to small sample size. 
c = For these Occupational Groups, due to small sample size for the level-specific Census Canada data, we provide the 
representation of Persons with Disability for all Occupational Groups province-wide.
d = Occupational Group numbers 4 to 15 are compared to the entire provincial labour market, due to the absence of city-
specific data for this data source.
n.a. = not applicable or not available.

Table 5 Representation of Persons with Disabilities at the UBC Vancouver Campus (Effective October of Each Year)
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Sexual & Gender Diversity

People who self-identify within the Sexual/Gender Diversity group represent 7.2% 
of faculty and staff on the Vancouver Campus (Table 6).

Persons from this broadly-defined Sexual/Gender Diversity community are 
represented in most Occupational Groups, with the exception of Supervisors: 
Crafts & Trades and Semi-Skilled Manual Workers. Otherwise, representation is 
between 1.8% and 16.2%. The highest representation is amongst Senior Managers 
and Skilled Sales & Service workers.  The proportion of Sexual/Gender Diversity 
changed from 6.0% in 2015 to 7.2% in 2016, while the total headcount almost 
doubled from 376 to 627 persons.

Within this larger 7.2% of the workforce, 6.3% identify as lesbian, gay, bisexual, 
queer or an analogous term. An additional 0.8% of respondents self-identify 
as trans, transgender, gender-fluid, or an analogous term. These two categories 
have been combined in order to ensure greater confidentiality because of the 
small population size. Please also note that for this group, external labour market 
comparisons are not available.  

Occupational Group Sexual/Gender Diversitya, Respondents to the UBC 
Employment Equity Census Questionnaire

2015 # 2016 # 2015 % 2016 %

1 Senior Managers 3 6 9.4% 16.2%

2 Middle & Other Managers 33 48 6.4% 6.9%

3 University Professors 93 145 6.1% 7.4%

4 Professionals 116 171 6.4% 7.0%

5 Semi-Professionals & Technicians 52 79 6.9% 7.8%

6 Supervisors 6 9 5.5% 6.2%

7 Supervisors: Crafts & Trades 0 0 0.0% 0.0%

8 Administrative & Senior Clerical 35 67 5.6% 8.2%

9 Skilled Sales & Service 4 11 11.4% 12.4%

10 Skilled Crafts & Trades 0 3 0.0% 1.8%

11 Clerical Personnel 14 28 4.0% 5.8%

12 Intermediate Sales & Service 11 23 5.8% 7.0%

13 Semi-Skilled Manual Workers 0 0 0.0% 0.0%

14 Other Sales & Service 8 36 3.9% 7.5%

15 Other Manual Workers 1 1 4.3% 2.4%

Total 376 627 6.0% 7.2%

Footnotes:
n.a. = not applicable or not available.
a = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, 
trans*, transsexual, intersex, asexual +, or other analogous term.  We have omitted the comparison to Canadian Census due 
to limited external data. 

Table 6 Representation of Sexual/Gender Diversity at the UBC Vancouver Campus (Effective October of Each Year)
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New Hires

In this section, hiring rates (Table 7) are compared to the Canada Census pre-existing representation of staff 
and faculty by designated group. New hire data is based on those new hires self-identifying as members of 
a particular designated group on UBC’s Equity Census Questionnaire, with the exception of data on Women 
which uses pre-existing employee records from our HRMS.

For Women, the UBC Vancouver Campus hires at a higher rate than the external market; 58.6% of new staff 
and faculty are Women, compared to 48.2% of Canadian workers and 48.6% of Vancouver workers.  

UBC hires people who self-identify as Aboriginal Peoples at a percentage rate that is lower than the external 
markets; 1.7% of new faculty and staff self-identify as Aboriginal Peoples compared to the Vancouver 
workforce population and national workforce population, which is 2.1% and 3.5%, respectively. Vancouver 
is UBC’s target recruiting market for most Occupational Groups (i.e. excluding Senior Managers which is a 
national labour market, and University Professors, which are compared to the national labour market for this 
report but might normally be regarded as an international labour market). UBC’s estimated representation 
of Aboriginal Peoples amongst new hires is higher than the Census Canada benchmark for such levels as 
University Professors, Professionals, and Skilled Sales & Service.  In this case, small sample size is a factor, as 
the high and low representation often reflects a difference between zero and five people.

UBC hires people who self-identify in the questionnaire as Visible Minorities at a lower rate (31.9% overall) 
than the pre-existing representation (34.6% overall) and below the Vancouver labour market (41.8% 
overall). 

For University Professors, the results are more nuanced; 18.8% of UBC’s current faculty and 23.2% of new 
hires self-identify as a Visible Minority in the Equity Census Questionnaire, which in both cases exceeds 
the Canadian Census national labour market comparison of 17.8%. While this report compares UBC’s 
representation to the Canadian Census, for which the broadest possible comparison group is national, many 
faculty are recruited internationally. 

UBC recruits people who self-identify as Persons with Disabilities in the questionnaire at a rate that is 
lower (at 1.7%) than UBC’s pre-existing representation (at 3.8%), which is itself lower than the provincial 
comparison of 5.8%. 

For the Sexual/Gender Diversity community, UBC Vancouver Campus recruits new staff who self-identify as 
such at a rate of 10.8%, which is higher than the pre-existing population of 7.2%.  



UBC VANCOUVER CAMPUS

EMPLOYMENT EQUITY REPORT 201622

Occupational Group
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1. Senior Managers x x x x 27.4% x x 2.9% x x 10.1% x x 4.3%a x x

2. Middle & Other Managers 19 19 38 50.0% 39.8% 0 0.0% 1.5% 8 34.8% 37.0% 0 0.0% 4.3%a 2 8.7%

3. University Professors 154 132 286 53.8% 43.3% 3 2.4% 1.3% 29 23.2% 19.1% 4 3.2% 3.8% 20 16.0%

4. Professionals 183 122 305 60.0% 51.8% 5 2.9% 1.3% 43 24.9% 37.1% 0 0.0% 5.4% 13 7.5%

5. Semi-Professionals & Technicians 120 71 191 62.8% 48.5% 0 0.0% 2.3% 32 39.5% 37.0% 0 0.0% 4.5%b 10 12.3%

6. Supervisors 5 2 7 71.4% 51.4% x x 2.6% x x 43.4% x x 5.8%c x x

7. Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. 12.0% n.a. n.a. 3.0% n.a. n.a. 28.7% n.a. n.a. 5.8%c n.a. n.a.

8. Administrative & Senior Clerical 86 20 106 81.1% 79.0% 0 0.0% 2.1% 28 41.8% 35.3% 2 3.0% 3.8%b 12 17.9%

9. Skilled Sales & Service 27 49 76 35.5% 46.2% 1 7.1% 2.3% 5 35.7% 53.5% 0 0.0% 3.3%b 2 14.3%

10. Skilled Crafts & Trades 1 19 20 5.0% 3.9% 0 0.0% 2.9% 2 13.3% 31.8% 0 0.0% 7.4%b 0 0.0%

11. Clerical Personnel 51 30 81 63.0% 70.0% 1 2.1% 2.4% 24 50.0% 42.3% 1 2.1% 5.1%b 4 8.3%

12. Intermediate Sales & Service 41 11 52 78.8% 64.2% 0 0.0% 2.3% 9 42.9% 47.5% 1 4.8% 5.7% 0 0.0%

13. Semi-Skilled Manual Workers x x x x 17.1% x x 2.2% x x 48.9% x x 7.8%b x x

14. Other Sales & Service 46 42 88 52.3% 57.8% 0 0.0% 2.7% 12 34.3% 55.9% 2 5.7% 7.3%b 2 5.7%

15. Other Manual Workers x x x x 30.1% x x 3.2% x x 47.6% x x 5.8%c x x

Total 733 517 1,250 58.6% n.a. 10 1.7% n.a. 192 31.9% n.a. 10 1.7% n.a. 65 10.8%

National Workforce Population (All Groups) 48.2% 3.5% 17.8% 4.9%

Regional Workforce Population (All Groups)d 48.6% 2.1% 41.8% 5.8%

Footnotes:
a = For Comparison to Census data, the data combines Senior Managers with Middle & Other Managers.
b = According to Statistics Canada, this figure should be used with caution due to small sample size. 
c = For these Occupational Groups, due to small sample size for the level-specific Census Canada data, we provide the representation of Persons with Disability for all Occupational Groups province-wide.
d = For Persons with Disabilities, Occupational Group numbers 4 to 15 are compared to the entire provincial labour market, due to the absence of city-specific data for this data source.  For Gender, Aboriginal Peoples, and 
Visible Minorities, the data comparison is municipal data.
e = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, trans*, transsexual, intersex, asexual +, or other analogous term.  We have omitted the comparison to 
Canadian Census due to limited external data.
n.a. = not applicable or not available.          x = data suppressed due to insufficient data to report.

Table 7 New Hires by Occupational Group and Designated Group at the UBC Vancouver Campus (Effective October 2016)
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Okanagan Campus

Tables 8-12 provide information on the representation of designated groups amongst 
UBC Okanagan Campus faculty and staff. The data is presented for each designated 
group in a separate table, and includes both 2015 and 2016 data. 

Hiring trend data is provided in Table 13 with additional discussion of the dynamic 
between UBC’s hiring and pre-existing representation of designated groups. These 
tables are created based on the methodology described in the Methodology Notes in 
Appendix D of this Report. 
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Women
As shown in Table 8, Women are represented at a percentage rate 
that is above the Census Canada comparison for six Occupational 
Groups (EEOG), including such levels as Senior Managers, Middle 
& Other Managers, University Professors, Professionals, Semi-
Professionals & Technicians, and Administrative & Senior Clerical. 

The percentage representation is at least ten percent higher than 
the Census Canada comparison for Middle & Other Managers, 
Professionals, as well as Semi-Professionals & Technicians.  

Occupational Group

Women, Respondents to UBC Employment Equity Census 
Questionnaire

Census 
Average

2015 2016 % Women

# 
Women

# 
Men

Total 
#

# 
Women

# 
Men

Total 
#

2015 2016

1 Senior Managers 3 8 11 4 8 12 27.3% 33.3% 27.4%

2 Middle & Other Managers 33 30 63 34 34 68 52.4% 50.0% 37.6%

3 University Professors 189 242 431 194 246 440 43.9% 44.1% 43.3%

4 Professionals 150 69 219 150 78 228 68.5% 65.8% 55.5%

5
Semi-Professionals & 
Technicians

123 58 181 138 70 208 68.0% 66.3% 50.0%

6 Supervisors x x x n.a. n.a. n.a. x n.a. 71.0%

7 Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a. 11.0%

8 Administrative & Senior Clerical 84 6 90 70 8 78 93.9% 89.7% 85.7%

9 Skilled Sales & Service n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a. 51.9%

10 Skilled Crafts & Trades n.a. n.a. n.a. x x x n.a. x 3.1%

11 Clerical Personnel 37 24 61 27 18 45 60.7% 60.0% 78.3%

12 Intermediate Sales & Service n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a. 68.4%

13 Semi-Skilled Manual Workers n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a. 15.1%

14 Other Sales & Service 0 13 13 0 12 12 0.0% 0.0% 57.6%

15 Other Manual Workers n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a. 22.9%

Total 619 450 1,069 617 474 1,091 57.9% 56.6% n.a. 

National Workforce Population (All Occupational Groups) 48.2%

Kelowna Workforce Population (All Occupational Groups) 49.1%

Footnotes:
n.a. = not applicable or not available.     x = data suppressed due to insufficient data to report.
Please note that the UBC Okanagan Campus does not have any positions that are matched to Occupational Group (EEOG) numbers 7, 9, 12, 13 
and 15. However, we have provided the rows with n.a. in each cell to allow easier comparison to other tables.

Table 8 Representation of Women at the UBC Okanagan Campus (Effective October of Each Year)
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Aboriginal Peoples
In Table 9, the number of employees who self-identify as Aboriginal 
Peoples is 2.9% overall, and is below the Kelowna and national averages of 
4.3% and 3.5%, respectively. The percentage has slightly decreased while 
the number self-identifying has increased by 5 people from the year prior. 

Footnotes:
n.a. = not applicable or not available.
Please note that the UBC Okanagan Campus does not have any positions that are matched to Occupational Group (EEOG) 
numbers 7, 9, 12, 13 and 15. However, we have provided the rows with n.a. in each cell to allow easier comparison to other 
tables.
x = data suppressed due to insufficient data to report.

Table 9 Representation of Aboriginal Peoples  at the UBC Okanagan Campus (Effective October of Each Year)

Occupational Group Aboriginal Peoples, Respondents to UBC 
Employment Equity Census Questionnaire

Census Average
2015 # 2016 # 2015 % 2016 %

1
Senior Managers 1 0 12.5% 0.0% 2.9%

2 Middle & Other Managers 2 3 4.8% 4.8% 2.6%

3 University Professors 7 8 2.6% 2.4% 1.3%

4 Professionals 5 6 3.4% 3.1% 2.5%

5 Semi-Professionals & Technicians 3 6 2.9% 4.0% 3.1%

6 Supervisors x n.a. x n.a. 6.3%

7 Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. 7.1%

8 Administrative & Senior Clerical 2 1 2.9% 1.5% 3.4%

9 Skilled Sales & Service n.a. n.a. n.a. n.a. 4.1%

10 Skilled Crafts & Trades n.a. x n.a. x 4.5%

11 Clerical Personnel 0 1 0.0% 4.2% 4.5%

12
Intermediate Sales & Service n.a. n.a. n.a. n.a. 4.5%

13 Semi-Skilled Manual Workers n.a. n.a. n.a. n.a. 5.8%

14 Other Sales & Service 0 0 0.0% 0.0% 8.3%

15 Other Manual Workers n.a. n.a. n.a. n.a. 4.9%

Total 20 25 3.0% 2.9% n.a.

National Workforce Population (All Occupational Groups) 3.5%

Kelowna Workforce Population (All Occupational Groups) 4.3%
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Visible Minorities
The percentage of people self-identifying as Visible Minorities (Table 
10) is higher than the Census Canada comparison group for six of the 
eight Occupational Groups. However, the percentage decreased from 
the year prior in seven cases. 

Footnotes:
n.a. = not applicable or not available.
Please note that the UBC Okanagan Campus does not have any positions that are matched to Occupational Groups (EEOG) 
number 7, 9, 12, 13, and 15. However, we have provided the rows with n.a. in each cell to allow easier comparison to other 
tables.
x = data suppressed due to insufficient data to report.

Occupational Group

Visible Minorities, Respondents to the UBC 
Employment Equity Census Questionnaire Census 

Average
2015 # 2016 # 2015 % 2016 %

1 Senior Managers 1 1 12.5% 11.1% 10.1%

2 Middle & Other Managers 3 4 7.1% 6.5% 6.1%

3 University Professors 52 61 19.0% 18.4% 19.1%

4 Professionals 10 11 6.8% 5.7% 6.2%

5 Semi-Professionals & Technicians 6 12 5.7% 8.0% 6.6%

6 Supervisors x n.a. x n.a. 5.6%

7 Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. 3.8%

8 Administrative & Senior Clerical 5 4 7.4% 5.9% 3.9%

9 Skilled Sales & Service n.a. n.a. n.a. n.a. 9.9%

10 Skilled Crafts & Trades n.a. x n.a. x 3.3%

11 Clerical Personnel 2 2 9.1% 8.3% 4.8%

12 Intermediate Sales & Service n.a. n.a. n.a. n.a. 7.1%

13 Semi-Skilled Manual Workers n.a. n.a. n.a. n.a. 5.8%

14 Other Sales & Service 2 3 28.6% 27.3% 9.1%

15 Other Manual Workers n.a. n.a. n.a. n.a. 5.6%

Total 81 98 12.0% 11.5% n.a. 

National Workforce Population (All Occupational Groups) 17.8%

Kelowna Workforce Population (All Occupational Groups) 6.2%

Table 10 Representation of Visible Minorities at the UBC Okanagan Campus (Effective October of Each Year)
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Persons with Disabilities
Those self-identifying in the questionnaire as Persons with Disabilities 
(Table 11) have a level of representation at 4.7%, which is below the national 
workforce and provincial workforce average of 4.9% and 5.8%, respectively. 
The percent representation is below UBC’s comparison market in most 
Occupational Groups with the exception of University Professors, Semi-
Professionals & Technicians, and Administrative & Senior Clerical.  

Footnotes:
a = For Comparison to Census data, the data combines Senior Managers with Middle & Other Managers.
b =According to Statistics Canada, this figure should be used with caution due to small sample size. 
c = For these Occupational Groups, due to small sample size for the level-specific Census Canada data, we provide the 
representation of Persons with Disability for all Occupational Groups province-wide.
d = Occupational Groups number 4 to 15 are compared to the entire provincial labour market, due to the absence of city-
specific data for this data source. 
Please note that UBC Okanagan Campus does not have any positions that are matched to Occupational Groups (EEOG) 
number 7, 9, 12, 13, and 15. However, we have provided the rows with n.a. in each cell to allow easier comparison to other 
tables.
x = data suppressed due to insufficient data to report.               n.a. = not applicable or not available.

Occupational Group Persons with Disabilities, Respondents to the UBC 
Employment Equity Census Questionnaire Census 

Average
2015 # 2016 # 2015 % 2016 %

1 Senior Managers 0 0 0.0% 0.0% 4.3%a

2 Middle & Other Managers 0 2 0.0% 3.2% 4.3%a

3 University Professors 19 19 6.9% 5.7% 3.8%

4 Professionals 9 7 6.1% 3.6% 5.4%

5 Semi-Professionals & Technicians 6 8 5.7% 5.3% 4.5%b

6 Supervisors x n.a. x n.a. 5.8%c

7 Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. 5.8%c

8 Administrative & Senior Clerical 2 4 2.9% 5.9% 3.8%b

9 Skilled Sales & Service n.a. n.a. n.a. n.a. 3.3%b

10 Skilled Crafts & Trades n.a. x n.a. x 7.4%b

11 Clerical Personnel 0 0 0.0% 0.0% 5.1%b

12 Intermediate Sales & Service n.a. n.a. n.a. n.a. 5.7%

13 Semi-Skilled Manual Workers n.a. n.a. n.a. n.a. 7.8%b

14 Other Sales & Service 0 0 0.0% 0.0% 7.3%b

15 Other Manual Workers n.a. n.a. n.a. n.a. 5.8%c

Total 36 40 5.3% 4.7% n.a.

National Workforce Population (All Occupational Groups) 4.9%

Provincial Workforce Population (All Occupational Groups) 5.8%

Table 11 Representation of Persons with Disabilities at the UBC Okanagan Campus (Effective October of Each Year)
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Sexual/Gender Diversity

People who self-identify within the Sexual/Gender Diversity group represent 5.7% 
of faculty and staff completing the Equity Census (Table 12).  This percentage 
reflects an increase of 17 people or 1.1% of all survey respondents.

Persons from this broadly-defined Sexual/Gender Diversity category are found to 
have a higher representation amongst Middle & Other Managers and University 
Professors. Due to a lack of data, we cannot interpret whether Sexual/Gender 
Diversity is representative of the local workforce. Within the larger 5.7% of the 
workplace, 5.3% identify as lesbian, gay, bisexual, queer or an analogous term. An 
additional 0.4% of respondents self-identify as trans, transgender, gender-fluid, or 
an analogous term. These two categories have been combined to ensure greater 
confidentiality because of the small population size. Please also note that for this 
group, external labour market comparisons are not available.

Footnotes:
n.a. = not applicable or not available.
x = data suppressed due to insufficient data to report.
Please note that the UBC Okanagan Campus does not have any positions that are matched to Occupational Groups (EEOG) 
number 7, 9, 12, 13, and 15. However, we have provided the rows with n.a. in each cell to allow easier comparison to other 
tables.
a = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, 
trans*, transsexual, intersex, asexual +, or other analogous term.  We have omitted the comparison to Canadian Census due 
to limited external data.

Occupational Group Sexual/Gender Diversitya, Respondents to the UBC 
Employment Equity Census Questionnaire

2015 # 2016 # 2015 % 2016 %

1 Senior Managers 0 0 0.0% 0.0%

2 Middle & Other Managers 2 5 4.8% 8.1%

3 University Professors 21 28 7.7% 8.5%

4 Professionals 6 6 4.1% 3.1%

5 Semi-Professionals & Technicians 2 8 1.9% 5.3%

6 Supervisors x n.a. x n.a.

7 Supervisors: Crafts & Trades n.a. n.a. n.a. n.a.

8 Administrative & Senior Clerical 0 0 0.0% 0.0%

9 Skilled Sales & Service n.a. n.a. n.a. n.a.

10 Skilled Crafts & Trades n.a. x n.a. x

11 Clerical Personnel 0 1 0.0% 4.2%

12 Intermediate Sales & Service n.a. n.a. n.a. n.a.

13 Semi-Skilled Manual Workers n.a. n.a. n.a. n.a.

14 Other Sales & Service 0 0 0.0% 0.0%

15 Other Manual Workers n.a. n.a. n.a. n.a.

Total 31 48 4.6% 5.7%

Table 6 Representation of Sexual/Gender Diversity at the UBC Okanagan Campus (Effective October of Each Year)
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New Hires

In this section, UBC’s hiring rates (Table 13) are reviewed in comparison to the Census 
Canada pre-existing representation of staff and faculty by designated group, for the 
Okanagan Campus.

For Women, UBC hires at a higher rate than the external market; 58.1% of UBC’s new staff 
and faculty are Women, compared to 48.2% of Canadian workers and 49.1% of Kelowna 
workers being Women.    

For those self-identifying as Aboriginal Peoples, UBC hires at a higher rate than the external 
markets; 4.8% of new staff and faculty self-identify as Aboriginal Peoples compared to 3.5% 
of the national workforce and 4.3% of the Kelowna workforce. The percentage representation 
of Aboriginal Peoples amongst new hires is higher than the Census Canada comparison 
group for University Professors, Professionals, and Semi-Professionals & Technicians.  

UBC hires people who self-identify as Visible Minorities, at a higher rate (14.5% overall) than 
the pre-existing representation (11.5% overall) and above the Kelowna workforce average of 
6.2%, but below the national workforce average of 17.8%.    

For Persons with Disabilities, UBC recruits people who self-identify as such in the 
questionnaire at a lower level (1.6% overall) than pre-existing representation (at 4.7% 
overall), which is itself lower than the provincial comparison group of 5.8%.  

For Sexual/Gender Diversity, UBC recruits at a lower level (1.6%) than the pre-existing 
representation (at 5.7%), according to self-identification in the questionnaire.
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Occupational Group
Gender Aboriginal Peoples Visible Minorities
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1. Senior Managers x x x x 27.4% x x 2.9% x x 10.1% x x 4.3%a x x

2. Middle & Other Managers x x x x 37.6% x x 2.6% x x 6.1% x x 4.3%a x x

3. University Professors 23 20 43 53.5% 43.3% 1 3.7% 1.3% 5 18.5% 19.1% 0 0.0% 3.8% 1 3.7%

4. Professionals 15 7 22 68.2% 55.5% 1 7.7% 2.5% 1 7.7% 6.2% 0 0.0% 5.4% 0 0.0%

5. Semi-Professionals & Technicians 16 16 32 50.0% 50.0% 1 6.3% 3.1% 2 12.5% 6.6% 1 6.3% 4.5%b 0 0.0%

6. Supervisors n.a. n.a. n.a. n.a. 71.0% n.a. n.a. 6.3% n.a. n.a. 5.6% n.a. n.a. 5.8%c n.a. n.a.

7. Supervisors: Crafts & Trades n.a. n.a. n.a. n.a. 11.0% n.a. n.a. 7.1% n.a. n.a. 3.8% n.a. n.a. 5.8%c n.a. n.a.

8. Administrative & Senior Clerical 7 1 8 87.5% 85.7% 0 0.0% 3.4% 1 16.7% 3.9% 0 0.0% 3.8%b 0 0.0%

9. Skilled Sales & Service n.a. n.a. n.a. n.a. 51.9% n.a. n.a. 4.1% n.a. n.a. 9.9% n.a. n.a. 3.3%b n.a. n.a.

10. Skilled Crafts & Trades x x x x 3.1% x x 4.5% x x 3.3% x x 7.4%b x x

11. Clerical Personnel x x x x 78.3% x x 4.5% x x 4.8% x x 5.1%b x x

12. Intermediate Sales & Service n.a. n.a. n.a. n.a. 68.4% n.a. n.a. 4.5% n.a. n.a. 7.1% n.a. n.a. 5.7% n.a. n.a.

13. Semi-Skilled Manual Workers n.a. n.a. n.a. n.a. 15.1% n.a. n.a. 5.8% n.a. n.a. 5.8% n.a. n.a. 7.8%b n.a. n.a.

14. Other Sales & Service n.a. n.a. n.a. n.a. 57.6% n.a. n.a. 8.3% n.a. n.a. 9.1% n.a. n.a. 7.3%b n.a. n.a.

15. Other Manual Workers n.a. n.a. n.a. n.a. 22.9% n.a. n.a. 4.9% n.a. n.a. 5.6% n.a. n.a. 5.8%c n.a. n.a.

Total 61 44 105 58.1% n.a. 3 4.8% n.a. 9 14.5% n.a. 1 1.6% n.a. 1 1.6%

National Workforce Population (All Groups) 48.2% 3.5% 17.8% 4.9%

Regional Workforce Population (All Groups)d 49.1% 4.3% 6.2% 5.8%

Footnotes:
a = For Comparison to Census data, the data combines Senior Managers with Middle & Other Managers.
b = According to Statistics Canada, this figure should be used with caution due to small sample size. 
c = For these Occupational Groups, due to small sample size for the level-specific Census Canada data, we provide the representation of Persons with Disability for all Occupational Groups province-wide.
d = For Persons with Disabilities, Occupational Group numbers 4 to 15 are compared to the entire provincial labour market, due to the absence of city-specific data for this data source.  For Gender, Aboriginal Peoples, and 
Visible Minorities, the comparison is municipal data.
e = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, trans*, transsexual, intersex, asexual +, or other analogous term.  We have omitted the comparison 
to Canadian Census due to limited external data. While 1 (1.6%) of the respondents self-identified as a person who is lesbian, gay, bisexual, queer or an analogous term, no one (0.0%) self-identified as a person who is 
transgender or an analogous term. 
n.a. = not applicable or not available.          x = data suppressed due to insufficient data to report.

Table 7 New Hires by Occupational Group and Designated Group at the UBC Okanagan Campus (Effective October 2016)
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Supplementary 
Survey Questions
The UBC Employment Equity Census Questionnaire includes supplementary questions 
that are not requirements of the Federal Contractors Program.  UBC asks for additional 
information on race/ethnicity and for details regarding Persons with Disabilities.  These 
tables are created based on a methodology described in the Methodology Notes in 
Appendix D of this Report.  Staff and faculty may decline to answer any or all of the 
supplementary questions, and all responses are confidential. The response rate for the 
supplementary questions tends to be lower than that of the designated groups. 
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Representation by Race/Ethnicity

Faculty and Staff, Number of Survey 
Respondents

Faculty and Staff, Percent of Survey 
Respondents

Race/Ethnicity 2012 2013 2014 2015 2016 2012 2013 2014 2015 2016

Aboriginal 75 78 72 67 113 1.2% 1.2% 1.1% 1.1% 1.3%

Arab 30 32 27 22 54 0.5% 0.5% 0.4% 0.3% 0.6%

Black 48 53 49 43 71 0.8% 0.8% 0.8% 0.7% 0.8%

Chinese 776 835 864 870 1,394 12.5% 13.0% 13.5% 13.8% 15.9%

Filipino 207 228 245 242 473 3.3% 3.5% 3.8% 3.8% 5.4%

Japanese 75 89 96 94 143 1.2% 1.4% 1.5% 1.5% 1.6%

Korean 45 54 59 64 103 0.7% 0.8% 0.9% 1.0% 1.2%

Latin American 115 133 131 132 215 1.9% 2.1% 2.1% 2.1% 2.5%

South Asian 225 244 257 262 374 3.6% 3.8% 4.0% 4.2% 4.3%

Southeast Asian 98 106 113 115 254 1.6% 1.6% 1.8% 1.8% 2.9%

West Asian 63 78 75 75 88 1.0% 1.2% 1.2% 1.2% 1.0%

White 3,323 3,442 3,419 3,376 4,893 53.7% 53.5% 53.5% 53.7% 55.9%

Total Respondents* 6,191 6,433 6,386 6,286 8,746 100% 100% 100% 100% 100%

Okanagan Campus
80.1% of those who complete the additional questions on race/ethnicity identified 
themselves as White. A further 2.8% identified as Aboriginal Peoples or Chinese, 1.4% 
identified as South Asian, and 1.3% identified as West Asian.  Because of increased 
responses due to the re-survey of the workforce population, interpretations of year-
over-year shifts should be made with caution.

Faculty and Staff, Number of Survey 
Respondents

Faculty and Staff, Percent of Survey 
Respondents

2012 2013 2014 2015 2016 2012 2013 2014 2015 2016

11 13 14 16 24 1.7% 1.9% 2.1% 2.4% 2.8%

3 4 3 3 4 0.5% 0.6% 0.4% 0.4% 0.5%

5 7 6 6 9 0.8% 1.0% 0.9% 0.9% 1.1%

12 15 14 13 24 1.9% 2.2% 2.1% 1.9% 2.8%

1 4 5 6 4 0.2% 0.6% 0.7% 0.9% 0.5%

7 6 3 3 7 1.1% 0.9% 0.4% 0.4% 0.8%

4 4 4 4 4 0.6% 0.6% 0.6% 0.6% 0.5%

4 5 7 6 9 0.6% 0.7% 1.0% 0.9% 1.1%

14 13 11 11 12 2.2% 1.9% 1.6% 1.6% 1.4%

1 3 3 3 4 0.2% 0.4% 0.4% 0.4% 0.5%

9 11 8 12 11 1.4% 1.6% 1.2% 1.8% 1.3%

416 464 470 466 681 66.0% 67.9% 69.6% 69.1% 80.1%

630 683 675 674 850 100% 100% 100% 100% 100%

*Total Respondents is the total number of faculty and staff completing the supplemental questionnaire.  This number will be larger than the sum of the numbers above, as some respondents did not respond to this section of 
the supplemental questionnaire.

Table 14 Representation by Race/Ethnicity, UBC Vancouver Campus (Effective October of Each Year) Table 15 Representation by Race/Ethnicity, UBC Okanagan Campus (Effective October of Each Year)

Vancouver Campus
55.9% of those who completed the additional questions on race/ethnicity identified 
themselves as White.  A further 15.9% identified as Chinese, 5.4% identified as 
Filipino, and 4.3% identified as South Asian.  It should be noted that the re-survey of 
the workforce population resulted in a 2,460-person increase in those completing the 
supplemental questionnaire. Due to this shift we advise caution on the interpretation of 
year-over-year trends.
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Table 15 Representation by Race/Ethnicity, UBC Okanagan Campus (Effective October of Each Year)

Representation of Persons with 
Disabilities by Type of Disability
Vancouver Campus
Of those on the Vancouver Campus self-identifying as Persons with Disabilities (Table 
16) and providing additional information on their disability type, 2.1% indicated that 
they had a physical disability or impairment, 3.5% indicated they had an invisible 
disability or impairment, 6.1% indicated that they had an ongoing medical condition, 
and 35% of those with a disability indicated that their disability requires some kind 
of workplace accommodation.  A year-over-year comparison is not viable because 
the total number of survey respondents has increased due to the re-survey of the 
workforce population.trends.

Okanagan Campus
Of those on the Okanagan Campus self-identifying as Persons with Disabilities 
(Table 17) and providing additional information on their disability type, 2.4% 
indicated that they had a physical disability or impairment, 3.8% indicated 
they had an invisible disability or impairment, 6.6% indicated that they had an 
ongoing medical condition, and 43% of those with a disability indicated that 
their disability requires some kind of workplace accommodation.  Year-over-year 
comparisons should be made with caution, as the total number of respondents to 
the supplemental questionnaire increased due to the re-survey of the workforce 
population.

Question Faculty and Staff, Number of Survey 
Respondents

Faculty and Staff, Percent of Survey 
Respondents

2012 2013 2014 2015 2016 2012 2013 2014 2015 2016

Physical Disability or Impairment 106 120 123 113 182 1.7% 1.9% 1.9% 1.8% 2.1%

Invisible Disability or Impairment 156 161 146 133 302 2.5% 2.5% 2.3% 2.1% 3.5%

Ongoing Medical Condition 227 231 228 208 529 3.7% 3.6% 3.6% 3.3% 6.1%

Does Your Disability Require Workplace 
Accommodation?*

145 146 138 130 302 35% 34% 33% 34% 35%

Number of people who answered "yes" 
at least once (question 1, 2 or 3)

412 426 413 377 862 100% 100% 100% 100% 100%

Total Respondents** 6,191 6,433 6,386 6,286 8,746 100% 100% 100% 100% 100%

Faculty and Staff, Number of Survey 
Respondents

Faculty and Staff, Percent of Survey 
Respondents

2012 2013 2014 2015 2016 2012 2013 2014 2015 2016

12 12 13 14 20 1.9% 1.8% 1.9% 2.1% 2.4%

14 17 17 17 32 2.2% 2.5% 2.5% 2.5% 3.8%

19 19 20 22 56 3.0% 2.8% 3.0% 3.3% 6.6%

22 21 21 23 41 56% 49% 48% 50% 43%

39 43 44 46 95 100% 100% 100% 100% 100%

630 683 675 674 850 100% 100% 100% 100% 100%

* Percentage is out of those who answered "Yes" at least once (questions 1, 2 or 3).
** Total respondents is the total number of faculty and staff completing the supplemental questionnaire.  This number will be larger than the sum of the numbers above, as some respondents did not respond to this section of 
the supplemental questionnaire.

Table 16 Representation Of Persons with Disabilities by Type of Disability, UBC Vancouver Campus 
(Effective October of Each Year)

Table 17 Representation of Persons with Disabilities by Type of Disability, UBC Okanagan Campus 
(Effective October of Each Year)
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Representation of Designated 
Groups by Bargaining Unit
Tables 18 and 19 show the representation by the designated groups according to 
bargaining unit, plus several non-unionized employee groups. These tables are created 
as described in the Methodology Notes in Appendix D of this Report.  The acronyms for 
each bargaining unit are as follows:

Glossary of Bargaining Unit Acronyms
AAPS – Association of Administrative and Professional Staff, representing managers and 
professionals that are excluded from other bargaining units.

BCGEU – British Columbia Government Employees’ Union (including Vancouver local of 
childcare employees and a support-staff local on the Okanagan Campus).

CUPE – Canadian Union of Public Employees, including local 116 representing trades, 
research technicians, and other support staff; local 2950 representing library support, 
administrative support, and other support staff, and local 2278 representing English 
Language Instructors who are also referred to as Non-Credit Instructors.  CUPE 2278 
members who are student employees delivering teaching assistance, are outside the 
scope of this Report.

IUOE – International Union of Operating Engineers, a union representing operating 
engineers.

Vancouver Campus
Women are represented at UBC’s Vancouver Campus (Table 18) at a rate of 56.2 
% of staff and faculty. Representation amongst Women is above 56.2% for such 
bargaining units as BCGEU (Vancouver Child Care), CUPE 2278 (Non-Credit 
Instructors / English Language Institute), CUPE 2950, Excluded M&P, Exec 
Admin, AAPS, and Technicians & Research Assistants (Non-Union Techs).  

For faculty and staff 2.1% self-identify in UBC’s survey as Aboriginal Peoples, and 
representation is above 2.1% in such groups as BCGEU (Vancouver Child Care), 
CUPE 116, CUPE 2950, IUOE 882, AAPS, and Senior Executives.  

Those self-identifying as Visible Minorities make up 34.6% of those who 
complete the questionnaire, and are more highly represented amongst BCGEU 
(Vancouver Child Care), CUPE 116, CUPE 2950, IUOE 882, and Technicians & 
Research Assistants (Non-Union Techs).  

Faculty and staff self-identifying as Persons with Disabilities represent 3.8% 
of those who submitted an equity questionnaire, and are represented at a rate 
above 3.8% in such bargaining units as BCGEU (Vancouver Child Care), CUPE 
116, CUPE 2950, and Faculty (Faculty Association).

Amongst faculty and staff, 7.2% of the Vancouver Campus self-identify in the 
survey as part of the broader Sexual/Gender Diversity category. Representation 
in this category is at or above 7.2% of survey respondents for such bargaining 
units as CUPE116, Excluded M&P, Exec Admin, Faculty (Faculty Association), 
Service Unit Directors, and Senior Executives.  
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Gender
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BCGEU UBC - Vancouvera 144 8 152 94.7% 3 3.5% 38 43.7% 4 4.6% 6 6.9%

CUPE116b 942 1,259 2,201 42.8% 41 2.9% 714 49.9% 75 5.2% 106 7.4%

CUPE2278 (Non-CR Instructors) 47 17 64 73.4% 0 0.0% 3 13.6% 0 0.0% 1 4.5%

CUPE2950c 1,294 269 1,563 82.8% 29 2.6% 486 44.1% 58 5.3% 74 6.7%

Excluded Management & Professional 47 13 60 78.3% 0 0.0% 13 24.1% 1 1.9% 4 7.4%

Executive Admin (non-union clerical) 36 2 38 94.7% 0 0.0% 10 33.3% 1 3.3% 3 10.0%

Faculty (Faculty Association) 1,254 1,785 3,039 41.3% 30 1.5% 369 18.7% 83 4.2% 151 7.6%

Faculty (Non-Faculty Association) 420 545 965 43.5% 2 0.6% 97 27.1% 6 1.7% 20 5.6%

International Union of Operation Engineers 882 1 65 66 1.5% 1 2.4% 19 45.2% 1 2.4% 0 0.0%

Management & Professional (AAPS) 2,422 1,332 3,754 64.5% 69 2.2% 1,043 33.9% 83 2.7% 218 7.1%

Service Unit Directors 23 24 47 48.9% 0 0.0% 2 5.1% 1 2.6% 5 12.8%

Sr. Executivesd 10 8 18 55.6% 2 12.5% 0 0.0% 0 0.0% 4 25.0%

Technicians & Research Assistants 565 287 852 66.3% 4 0.8% 229 45.8% 15 3.0% 35 7.0%

Grand Total 7,205 5,614 12,819 56.2% 181 2.1% 3,023 34.6% 328 3.8% 627 7.2%

Footnotes:
a = BCGEU UBC-Vancouver includes BCGEU UBC-Vancouver, BCGEU UBC-Vancouver Kids Club and BCGEU UBC-Vancouver (Auxiliary).
b = CUPE116 includes CUPE116 (Aquatic Centre), CUPE116 (Clerk, Secretary, Bookstore), and CUPE116 (Service, Techns, Trades). 
c = CUPE2950 includes CUPE2950 (Chan Centre) and CUPE2950 (Clerk, Secretary, Library).
d= Sr. Executives include Sr. Executives - Academic and Sr. Executives- Administrative.
Please note that for reasons of small sample size the following groups have been excluded: Agassiz Farm Workers and Non Union Childcare Auxiliary.
e = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, trans*, transsexual, intersex, asexual +, or other analogous term.  

Table 18 Representation of Designated Groups by Bargaining Unit, UBC Vancouver Campus (Effective October 2016)
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Okanagan Campus
At UBC’s Okanagan Campus (Table 19) women represent 56.3% of 
faculty and staff, and exceed this level in bargaining units as such as 
BCGEU Okanagan, Exec Admin, Faculty (Non-Faculty Association), and 
AAPS. For faculty and staff 3.0% self-identify as Aboriginal Peoples, with 
representation higher than 3.0% in BCGEU Okanagan and AAPS. Self-
identified Visible Minorities, which make up 11.7% of faculty and staff, are 
represented at that rate for both categories of faculty. 

For staff and faculty 4.8% of those completing the questionnaire self-
identify as Persons with Disabilities, with representation above this 
percentage rate for such bargaining units as Exec Admin and Faculty 
(Faculty Association). 

Faculty and staff self-identifying within the Sexual/Gender Diversity 
group are 5.7% of the total, and representation is higher than this 
percentage for Faculty (Faculty Association). 

Footnotes:
The following groups have been excluded for privacy reasons due to the small number of incumbents: Excluded M&P, Service Unit Directors, Sr. Executives.
a = The Sexual/Gender Diversity category includes those who self-identified as lesbian, gay, bisexual, queer or questioning, trans*, transsexual, intersex, 
asexual +, or other analogous term.  
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BCGEU UBC - Vancouvera 144 8 152 94.7% 3 3.5% 38 43.7% 4 4.6% 6 6.9%

CUPE116b 942 1,259 2,201 42.8% 41 2.9% 714 49.9% 75 5.2% 106 7.4%

CUPE2278 (Non-CR Instructors) 47 17 64 73.4% 0 0.0% 3 13.6% 0 0.0% 1 4.5%

CUPE2950c 1,294 269 1,563 82.8% 29 2.6% 486 44.1% 58 5.3% 74 6.7%

Excluded Management & 
Professional

47 13 60 78.3% 0 0.0% 13 24.1% 1 1.9% 4 7.4%

Executive Admin (non-union 
clerical)

36 2 38 94.7% 0 0.0% 10 33.3% 1 3.3% 3 10.0%

Faculty (Faculty Association) 1,254 1,785 3,039 41.3% 30 1.5% 369 18.7% 83 4.2% 151 7.6%

Faculty (Non-Faculty 
Association)

420 545 965 43.5% 2 0.6% 97 27.1% 6 1.7% 20 5.6%

International Union of Operation 
Engineers 882

1 65 66 1.5% 1 2.4% 19 45.2% 1 2.4% 0 0.0%

Management & Professional 
(AAPS)

2,422 1,332 3,754 64.5% 69 2.2% 1,043 33.9% 83 2.7% 218 7.1%

Service Unit Directors 23 24 47 48.9% 0 0.0% 2 5.1% 1 2.6% 5 12.8%

Sr. Executivesd 10 8 18 55.6% 2 12.5% 0 0.0% 0 0.0% 4 25.0%

Technicians & Research 
Assistants

565 287 852 66.3% 4 0.8% 229 45.8% 15 3.0% 35 7.0%

Grand Total 7,205 5,614 12,819 56.2% 181 2.1% 3,023 34.6% 328 3.8% 627 7.2%

Table 19 Representation of Designated Groups by Bargaining Unit, UBC Okanagan Campus (Effective October 2016)
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Conclusion
In keeping with UBC’s commitments to achieve its strategic goals and also to comply 
with the requirements of the Federal Contractors Program, this report provides several 
insights about UBC’s profile of faculty and staff based on designated groups and 
Occupational Groups.

For the Vancouver Campus, Women are represented at a rate that is above the Canada 
Census comparison for more than half of Occupational Groups. The percentage of 
survey participants self-identifying as Aboriginal Peoples is at a lower level than the 
national workforce but at the same level as the local workforce. The percentage has 
increased from the previous year in both number and proportion. The percentage of 
survey participants self-identifying as Visible Minorities is at a level above that of 
the Canadian workforce but below that of the Vancouver workforce. Persons with 
Disabilities self-identify at a level that is below the national and provincial labour 
market.  Representation amongst those self-identifying within our Sexual/Gender 
Diversity category has increased in proportion and in number.

Regarding UBC’s hiring trends on the Vancouver Campus, Women are hired at a 
rate which is higher than the Census Canada comparison market. The Vancouver 
Campus hires those who self-identify as Aboriginal Peoples at a rate that is below the 
Vancouver and national labour markets. Those who self-identify as Visible Minorities 
are hired at a level that is lower than the local labour market, but higher than the 
national labour market.  For those self-identifying as Persons with Disabilities, we are 
hiring at a rate that is below the provincial and national comparison.

On the Okanagan Campus, Women are represented above the level of the external 
market, both overall and for most Occupational Groups. For Aboriginal Peoples, 
representation is below the Kelowna and national average, and has declined 
slightly from the year prior. For those self-identifying as Visible Minorities, UBC has 
representation above the external comparison for six of the eight occupational groups. 
Those self-identifying as Persons with Disabilities are represented at a rate that is 
below the provincial comparison group overall, however there are three occupational 
groups where UBC’s representation is higher than the external market.

UBC’s hiring trends on the Okanagan Campus are higher than the Census Canada comparison 
market for Women. The Okanagan Campus hires those who self-identify as Aboriginal Peoples 
at a rate that is higher the national and regional comparison market. UBC recruits people 
who self-identify as Visible Minorities at a higher rate than the pre-existing complement 
of faculty and staff, and also above the average for the Kelowna labour market. For Persons 
with Disabilities, UBC recruits people who self-identify at a lower percentage rate than the 
pre-existing representation, and also below the average for the provincial and national labour 
market. 

Regarding those self-identifying within the Sexual/Gender Diversity group, 7.2% of the 
Vancouver Campus and 5.7% of the Okanagan Campus self-identify as part of this designated 
group. UBC hires candidates at a percentage rate that is above the pre-existing population 
within the Vancouver Campus, but below the pre-existing population within the Okanagan 
Campus. 

Through the office of the Associate Vice President, Equity & Inclusion, education, outreach and 
proactive strategies focused on improving equity employment are offered on both campuses. 
For example, the annual Equity Enhancement Fund supports community-led initiatives that 
build student, faculty and staff competencies related to issues of equity, diversity and inclusion. 
The office also delivers professional development workshops, supports interviewing and hiring 
practices, offers guidance and support to those with human rights concerns, and facilitates 
dialogues around conflict engagement and strategic planning. In July 2016, Dr. Jennifer Love 
was appointed as Senior Advisor to the Provost on Women Faculty, to continue pre-existing 
successes in promoting faculty diversity through policy development, advancement and 
leadership, and ongoing research. A similar Senior Advisor to the Provost role is being created 
to address concerns of faculty who are Visible Minorities.

Several administrative departments (for example Access & Diversity) co-ordinate disability-
related accommodations for employees who require equipment or mobility assistance.  The 
Campus and Community Planning unit works to resolve physical accessibility issues on 
campus.  UBC’s Return-to-Work team helps many staff stay at work or return to work during or 
after an illness or disability. 

In recent years there has been an increased focus on wellbeing at UBC.  These initiatives 
include the establishment of the UBC Wellbeing Initiative, the eighth successful year of 
UBC Thrive, the 2016 signing of the Okanagan Charter: An International Charter for Health 
Promoting Universities and Colleges, the extension of the 30 Day Online Mindfulness 
Challenge beyond the pilot program, the expansion of the Mental Health First Aid facilitation, 
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the hiring of two Senior Managers, Workplace Mental Health, the extension 
of the Not Myself Today Campaign into its second year, and the awarding of 
Golden Apple Awards on the Okanagan Campus.  These efforts are pro-active 
in their contribution to a community health orientation to mental health and 
wellbeing. 

Recently, UBC created a presence on aboriginalcareers.ca, to extend our 
advertising reach beyond paper advertisements previously sent to Band offices.  
The Positive Space Campaign is a campus-wide initiative to help make UBC 
more receptive and welcoming to the Sexual/Gender Diversity community, 
offering workshops and supporting resource-person advocates in the workplace.
UBC continues to deliver Selection Interviewing Workshops to ensure recruiters 
understand effective recruitment practices that avoid discrimination.  The 
University also delivers presentations to recruitment panels for senior positions 
– up to and including the position of President - to ensure panels consider 
the impact of personal bias and the value of diversity.  There is also a formal 
education process on the prevention of bullying and harassment.
UBC provides a variety of general practices to encourage skills growth and 
career mobility.  Because historically-disadvantaged groups are more likely 
to face obstacles in these areas, we expect these robust practices to improve 
equity and equality.  Specific examples include: a formal career navigation 
service; an ongoing funding commitment to provide on-line learning through 
Lynda.com to staff and faculty free of charge; the expansion of professional 
development funding for several bargaining units; a variety of leadership 
development programs; and coaching services.
Campus-wide expectations of metrics-based decision-making are growing 
and evolving, as UBC begins to consider new options to re-fresh its approach 
and increase its own standards.  UBC enters its second century with growing 
expectations that everyone will meet and exceed compliance standards and 
increasingly break new ground.  Employment Equity is part of this effort.

The re-survey of the UBC population on both campuses provided significantly 
more robust data than has been available in the past.  As a result, we are now in 
a position to undertake an Employment Systems Review and update the existing 
Employment Equity Plan to address the areas of under-representation that have 
been identified in this report.  Throughout 2017 and 2018, we will undertake the 
review of systems, processes and policies related to employment at UBC and 
use this as a basis to update our Employment Equity Plan.
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APPENDIX A

TABLE CONVERSION KEY
Table 20 lists the tables provided in this year as well as prior year’s report 
in sequential order, and also provides the table numbers in those prior 
reports. This table is intended to assist those who are comparing data 
year-over-year. It should be noted that between 2011 and 2012 UBC 
chose to shorten the Report to mostly focus on data that was required by 
the Federal Contractors Program. 

Please note that any comparisons of students to faculty and staff have 
been dropped; while meaningful in many respects, this information is 
not directly relevant to the purposes of this Report. Directors, and Senior 
Executives.  
 

Table Number (2015 + 
2016 Report) Current Name of Table (In Some Cases Simplified) 2013 and 

2014 Reports
2012 
Report 2011 Report

Graph 1 Return Rate of Employment Equity Census Questionnare 
at UBC, 2009-2016

Graph 1 n.a. n.a.

Table 1 Employment Equity Occupational Groups (EEOGs) Table 1 Table 1 Figure 1

Table 2 Representation of Women - Vancouver Campus Table 2 Table 2 Figure 3 (i)

Table 3 Representation of Aboriginal Peoples - Vancouver Campus Table 3 Table 3 Figure 3 (ii)

Table 4 Representation of Visible Minorities - Vancouver Campus Table 4 Table 4 Figure 3 (iii)

Table 5 Representation of Persons with Disabilities - Vancouver 
Campus

Table 5 Table 5 Figure 3 (iv)

Table 6 Representation of Sexual/Gender Diversity - Vancouver 
Campus

Table 6 n.a. n.a.

Table 7 New Hires by Occupational Group and by Designated 
Group - Vancouver Campus

Table 7 Table 6 Appendix 6

Table 8 Representation of Women - Okanagan Campus Table 8 Table 7 Figure 3a (i)

Table 9 Representation of Aboriginal Peoples - Okanagan Campus Table 9 Table 8 Figure 3a (ii)

Table 10 Representation of Visible Minorities - Okanagan Campus Table 10 Table 9 Figure 3a (iii)

Table 11 Representation of Persons with Disabilities - Okanagan 
Campus

Table 11 Table 10 Figure 3a (iv)

Table 12 Representation of Sexual/Gender Diversity - Okanagan 
Campus

Table 12 n.a. n.a.

Table 13 New Hires by Occupational Group and by Designated 
Group - Okanagan Campus

Table 13 Table 11 Appendix 6a

Table 14 Representation by Race/Ethnicity - Vancouver Campus Table 14 Table 12 Figure 11

Table 15 Representation by Race/Ethnicity - Okanagan Campus Table 15 Table 13 Figure 11a

n.a. Table deleted and replaced by more comprehensive Tables 
6 and 12 of the 2013-16 Reports.

n.a. Table 14 Figure 12

Table 16 Persons with Disabilities by Type of Disability - Vancouver Table 16 Table 15 Figure 13

Table 17 Persons with Disabilities by Type of Disability - Okanagan Table 16 Table 15 Figure 13

Table 18 Representation of  Designated Groups by Bargaining Unit - 
Vancouver Campus

Table 17 Table 16 Appendix 7

Table 19 Representation of Designated Groups by Bargaining Unit - 
Okanagan Campus

Table 18 Table 17 Appendix 7a

Table 20 Table Conversion Key Table 19 Table 18 n.a.

Table 21 Return Rate of Questionnaire - Vancouver Campus Table 20 Table 19 Figure 2

Table 22 Return Rate of Questionnaire - Okanagan Campus Table 21 Table 20 Figure 2a

Table 23 Response Rate of Questionnaire - Vancouver Campus n.a. n.a. n.a.

Table 24 Response Rate of Questionnaire - Okanagan Campus n.a. n.a. n.a.

Table 20 Table Conversion Key - List of Tables From the 2016 Report and their 2011-2014 Counterparts
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APPENDIX B

RETURN AND RESPONSE RATE OF THE 
UBC EMPLOYMENT EQUITY CENSUS 
QUESTIONNAIRE
This is the ninth Employment Equity Report at UBC that is exclusively using the 
data gathered from the UBC Employment Equity Census Questionnaire initiated 
in November 2008. The data used throughout this report is the snapshot of 
questionnaire results as of October 15, 2016.

Tables 21-22 show the “return rate” or UBC’s percentage participation rate compared 
to the baseline population, for UBC’s Employment Equity Census Questionnaire by 
staff and faculty across UBC’s Vancouver and Okanagan campuses. The return rate is 
72.2% for the Vancouver Campus which reflects a high increase from the year prior 
due to the re-survey of the workforce population. The return rate is 80.0% for the 
Okanagan Campus, which also reflects a strong increase from the previous year.  

Tables 23-24 show the “response rate” or UBC’s percentage of staff and faculty 
who provided completed questionnaires only, excluding those respondents who 
submitted a questionnaire instrument but declined to answer the questions. The 
response rate is 67.9% for the Vancouver Campus which reflects an increase from 
the year prior. The response rate is 77.8% for the Okanagan Campus, which also 
reflects an increase from the previous year due to the re-survey of the workforce 
population.  

Occupational Group Return Rate (Includes Declined-to-Answer)

2009 2010 2011 2012 2013 2014 2015 2016

1.
Senior Managers 80.0% 87.9% 88.6% 88.9% 86.8% 83.3% 71.7% 88.1%

2. Middle & Other 
Managers

61.1% 69.2% 69.7% 70.9% 68.5% 65.0% 68.8% 88.4%

3. University Professors 40.3% 49.1% 49.6% 50.8% 52.0% 52.0% 51.0% 63.9%

4. Professionals 53.6% 63.5% 64.4% 66.6% 68.1% 66.7% 64.1% 76.5%

5. Semi-Professionals & 
Technicians

41.8% 53.5% 51.7% 52.2% 55.6% 55.6% 52.0% 65.6%

6. Supervisors 57.1% 63.1% 64.3% 66.8% 67.0% 69.4% 70.7% 88.6%

7. Supervisor-Crafts & 
Trades

40.5% 58.8% 63.6% 57.6% 53.1% 65.5% 64.0% 86.2%

8. Administrative & 
Senior Clerical

58.0% 68.5% 68.9% 70.4% 71.5% 70.4% 68.4% 83.8%

9. Skilled Sales & Service 26.8% 44.8% 44.9% 35.9% 31.1% 31.2% 27.5% 45.5%

10. Skilled Crafts & 
Trades

28.0% 39.1% 40.1% 41.7% 43.3% 46.0% 44.4% 79.1%

11. Clerical Personnel 51.9% 60.2% 58.8% 61.6% 63.3% 60.1% 61.5% 78.4%

12. Intermediate Sales & 
Service

32.6% 43.6% 44.9% 47.0% 46.7% 43.9% 43.6% 68.6%

13. Semi-Skilled Manual 
Workers

27.3% 51.2% 64.3% 53.7% 46.0% 42.6% 44.2% 78.4%

14. Other Sales & Service 24.5% 41.9% 40.6% 41.6% 41.4% 40.0% 38.2% 66.7%

15. Other Manual 
Workers

26.0% 42.6% 45.6% 47.8% 50.9% 49.2% 47.5% 76.3%

Grand Total 45.3% 55.6% 55.9% 57.3% 58.5% 57.6% 56.3% 72.2%

Table 21 Return Rate of Employment Equity Questionnaire, UBC Vancouver Campus (Effective October of Each Year)
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Occupational Group Return Rate (Includes Declined-to-Answer)

2009 2010 2011 2012 2013 2014 2015 2016

1.
Senior Managers 80.0% 87.9% 88.6% 88.9% 86.8% 83.3% 71.7% 88.1%

2. Middle & Other 
Managers

61.1% 69.2% 69.7% 70.9% 68.5% 65.0% 68.8% 88.4%

3. University Professors 40.3% 49.1% 49.6% 50.8% 52.0% 52.0% 51.0% 63.9%

4. Professionals 53.6% 63.5% 64.4% 66.6% 68.1% 66.7% 64.1% 76.5%

5. Semi-Professionals & 
Technicians

41.8% 53.5% 51.7% 52.2% 55.6% 55.6% 52.0% 65.6%

6. Supervisors 57.1% 63.1% 64.3% 66.8% 67.0% 69.4% 70.7% 88.6%

7. Supervisor-Crafts & 
Trades

40.5% 58.8% 63.6% 57.6% 53.1% 65.5% 64.0% 86.2%

8. Administrative & 
Senior Clerical

58.0% 68.5% 68.9% 70.4% 71.5% 70.4% 68.4% 83.8%

9. Skilled Sales & Service 26.8% 44.8% 44.9% 35.9% 31.1% 31.2% 27.5% 45.5%

10. Skilled Crafts & 
Trades

28.0% 39.1% 40.1% 41.7% 43.3% 46.0% 44.4% 79.1%

11. Clerical Personnel 51.9% 60.2% 58.8% 61.6% 63.3% 60.1% 61.5% 78.4%

12. Intermediate Sales & 
Service

32.6% 43.6% 44.9% 47.0% 46.7% 43.9% 43.6% 68.6%

13. Semi-Skilled Manual 
Workers

27.3% 51.2% 64.3% 53.7% 46.0% 42.6% 44.2% 78.4%

14. Other Sales & Service 24.5% 41.9% 40.6% 41.6% 41.4% 40.0% 38.2% 66.7%

15. Other Manual 
Workers

26.0% 42.6% 45.6% 47.8% 50.9% 49.2% 47.5% 76.3%

Grand Total 45.3% 55.6% 55.9% 57.3% 58.5% 57.6% 56.3% 72.2%

Table 22 Return Rate of Employment Equity Questionnaire
UBC Okanagan Campus (Effective October of Each Year)

Occupational Group Response Rate (Completed Questionnaires Only)

2009 2010 2011 2012 2013 2014 2015 2016

1.
Senior Managers 80.0% 87.9% 85.7% 86.1% 83.8% 81.0% 69.6% 88.1%

2. Middle & Other 
Managers

56.9% 63.9% 64.6% 65.6% 63.0% 59.1% 62.7% 84.8%

3. University Professors 35.5% 42.4% 43.0% 44.5% 46.1% 46.2% 45.4% 60.1%

4. Professionals 50.0% 58.2% 58.4% 60.9% 62.1% 60.4% 57.9% 72.8%

5. Semi-Professionals & 
Technicians

36.8% 44.7% 43.3% 44.3% 47.1% 47.3% 44.9% 60.4%

6. Supervisors 50.0% 53.5% 55.2% 58.8% 57.9% 61.1% 60.2% 82.9%

7. Supervisor-Crafts & 
Trades

35.1% 44.1% 51.5% 42.4% 34.4% 44.8% 44.0% 69.0%

8. Administrative & 
Senior Clerical

54.1% 62.8% 62.9% 64.6% 65.5% 64.2% 62.7% 80.8%

9. Skilled Sales & Service 21.6% 32.4% 33.9% 27.4% 23.5% 24.2% 22.9% 41.8%

10. Skilled Crafts & 
Trades

24.0% 29.2% 31.2% 32.8% 34.4% 37.6% 35.8% 71.4%

11. Clerical Personnel 46.8% 53.5% 51.4% 53.7% 55.2% 53.0% 54.8% 73.5%

12. Intermediate Sales & 
Service

28.3% 37.4% 37.7% 40.5% 39.8% 37.1% 37.2% 63.4%

13. Semi-Skilled Manual 
Workers

22.7% 36.6% 42.9% 34.1% 35.4% 31.9% 32.6% 75.7%

14. Other Sales & Service 21.3% 27.8% 27.3% 29.9% 29.4% 28.9% 27.9% 61.0%

15. Other Manual 
Workers

24.7% 35.3% 35.3% 37.3% 42.1% 39.3% 37.7% 71.2%

Grand Total 40.8% 48.4% 48.6% 50.4% 51.5% 50.7% 49.7% 67.9%

Table 23 Response Rate of Employment Equity Questionnaire
UBC Vancouver Campus (Effective October of Each Year)

x = data suppressed due to insufficient data to report.
n.a. = Not applicable or not available.  Please note that the UBC Okanagan Campus does not have any positions 
that are matched to Occupational Groups (EEOG) numbers 7, 9, 12, 13 and 15. However, we have provided the 
rows with n.a. in each cell to allow easier comparison to other tables.
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x = data suppressed due to insufficient data to report.
n.a. = Not applicable or not available.  Please note that the UBC Okanagan Campus does not have any positions that are 
matched to Occupational Groups (EEOG) numbers 7, 9, 12, 13 and 15. However, we have provided the rows with n.a. in 
each cell to allow easier comparison to other tables.

Occupational Group Response Rate (Completed Questionnaires Only)

2009 2010 2011 2012 2013 2014 2015 2016

1.
Senior Managers 66.7% 71.4% 66.7% 63.6% 72.7% 80.0% 72.7% 75.0%

2. Middle & Other 
Managers

69.0% 79.5% 68.6% 73.1% 73.7% 69.5% 66.7% 91.2%

3. University Professors 55.6% 58.4% 60.6% 61.7% 64.1% 64.4% 63.6% 75.2%

4. Professionals 57.9% 66.7% 71.1% 65.2% 72.1% 71.0% 67.1% 85.1%

5. Semi-Professionals & 
Technicians

61.0% 57.0% 52.5% 65.7% 67.8% 62.4% 58.0% 72.1%

6. Supervisors x x x x x x 100.0% x

7. Supervisor-Crafts & 
Trades

n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a.

8. Administrative & 
Senior Clerical

70.8% 77.2% 80.0% 80.0% 79.3% 77.4% 75.6% 87.2%

9. Skilled Sales & Service n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a.

10. Skilled Crafts & 
Trades

0.0% 83.3% 80.0% 66.7% 71.4% n.a. n.a. 100.0%

11. Clerical Personnel 39.4% 50.8% 41.0% 50.7% 49.3% 43.9% 36.1% 53.3%

12. Intermediate Sales & 
Service

n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a.

13. Semi-Skilled Manual 
Workers

x x x x x x n.a. n.a.

14. Other Sales & Service 50.0% 57.1% 52.9% 50.0% 58.8% 58.8% 53.8% 91.7%

15. Other Manual 
Workers

n.a. n.a. n.a. n.a. n.a. n.a. n.a. n.a.

Grand Total 51.2% 48.6% 61.8% 64.0% 66.8% 65.4% 63.0% 77.8%

Table 24 Response Rate of Employment Equity Questionnaire
UBC Okanagan Campus (Effective October of Each Year)
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APPENDIX C

TERMINOLOGY FOR SEXUAL/GENDER 
DIVERSITY

This report provides data and analysis regarding UBC’s representation by people who self-
identify as within “Sexual/Gender Diversity”. This wording is intended as a broad-based 
category which includes a variety of topics, for which draft terminology is part of a work in 
progress.

Sexual diversity describes behaviours, identities, and expressions that occur outside of the 
mainstream heterosexual (i.e. male/female) romantic or sexual pairing.  Transgender includes 
gender identities and expressions that do not presume that women are feminine and men are 
masculine, or that we must conform to the sexual stereotypes of our external environment.  
Transsexual includes those who were born into a biological sex (male/female) which is 
different from their gender (masculine/feminine) identity or expression, some of whom 
undergo medical transformation to have their body match their gender identity.  Trans* is an 
umbrella term used to capture the diversity of people who might identify with transgender or 
transsexual identities and communities.

There are limitations in measuring and categorizing people by equity categories, in part 
because the surveys rely on self-identification, and individuals may have different ways 
of describing themselves. As well, the use of words evolves over time. By contrast, the 
mechanism for measuring, reporting, and subsequently representing various campus groups 
relies on the fixed categories in survey research. While there are opportunities to update the 
survey categories occasionally, comparisons over time can be disrupted by frequent changes of 
measurement.

The draft terminology for Sexual/Gender Diversity is described by the Equity & Inclusion Office 
as follows:

The acronym LGBT*QTIA+ (Lesbian, Gay, Bisexual, Trans*, Queer or Questioning, Transsexual, 
Intersex, Asexual +) is generally used by the Positive Space Campaign. A plus sign (+) is added 
to the end of the acronym to incorporate identities outside this acronym.

What are sexual orientation and gender identity?

It is important to remember that sexual and gender identity are distinct 
concepts. Because LGBT*QTIA+ includes terms for sexual orientation and 
gender identity, the difference between these two concepts can get obscured. 
While we all possess a sexual orientation and gender identity, one’s sexual 
orientation says or determines nothing about one’s sexual identity and vice 
versa. Sexual orientation deals with attraction to others while gender identity 
deals with how one sees ones’ self along a continuum of gender possibilities, 
independent of attraction.

At the time of writing, the normal parlance for the Sexual/Gender Diversity 
community is LGBT*QTIA+. In recognition that the inclusive terminology is 
always evolving, UBC uses a more general term of “Sexual/Gender Diversity”.
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APPENDIX D

METHODOLOGY NOTES
The workforce analysis compares UBC’s internal workforce of designated group 
members (i.e., Women, Visible Minorities, Aboriginal Peoples, and Persons with 
Disabilities) with each group’s representation in the relevant external labour pool. This 
is done in order to determine the degree of equity representation in each “Occupational 
Group,” technically known as Employment Equity Occupational Groups (EEOGs). 
Determining representation and concentration of designated group members at UBC 
makes it possible to develop realistic goals and timetables in achieving greater equity.

When reporting on the percent representation of a particular designated group, 
UBC reports the percentage of all people identifying as a member of the designated 
group. On a row-by-row basis, UBC also reports on the number of people within a 
particular Occupational Group (EEOG) who are part of an equity category, and also 
the percentage of people within that Occupational Group (which is the number of 
people self-identifying in the designated group, divided by the number of survey 
respondents for that particular Occupational Group). For the overall data, the whole 
data sample is the denominator, whereas for individual rows of data, the number of 
survey respondents within that Occupational Group is the denominator.  UBC’s data is 
effective October 31 of each year with the exception of 2016, where October 15 data 
was used in order to take advantage of a comprehensive data set created for other 
purposes. 

Data for UBC’s internal workforce comes from two sources: employee records that are 
pre-existing in UBC’s Human Resource Management System (HRMS), and confidential 
survey data from UBC’s Employment Equity Census which resides in a secure and 
confidential location within UBC’s Human Resource Management System. The Census 
has a participation rate of 72.2% for the Vancouver Campus and 80.0% for the 
Okanagan Campus, as described in Appendix B. As such, this report is interpreting a 
sample of the population of employees.

For the tables in this report, all information on an employee’s sex is taken from 
employee records in HRMS, for all who are eligible to participate in the Employment 
Equity Census.  By contrast, the tables in all other areas including Visible Minorities, 
Persons with Disabilities, Aboriginal Peoples, and all supplemental questions, 

the information is taken exclusively from self-identification responses from the 
Employment Equity Census itself.

The terms “Comparison to Census” and “external labour market” are used to refer to 
data from Canadian Census 2011, in most cases. Canadian labour force data is drawn 
from the 2011 Canadian Census Employment Equity Data Report. The underlying 
data within the Canadian Census describes equity representation amongst people 15 
years of age or older who worked in Canada in 2010 or 2011, except for Persons with 
Disabilities, to which the data refers to people aged 15 to 64 years and who worked 
in 2011 or 2012. In prior years’ reports this external comparison data was described 
as “Availability Data” to reflect labour market availability.  Availability is the normal 
terminology amongst those with advanced knowledge of employment equity reporting.  
UBC has attempted to use plain language in this report to make it accessible. 

This report provides information on Sexual/Gender Diversity representation at UBC; 
however, labour market data from the Canadian Census is not available for comparison 
purposes in the same manner as the groups designated by legislation.

For most Occupational Groups, UBC uses market data based on municipality, as 
described in Table 1 of this Report, with the exception of Persons with Disabilities 
for which only provincial data is available. By contrast, UBC uses external labour 
market data at the national level for Senior Managers and University Professors. Some 
Senior Managers and University Professors are recruited internationally, and it may 
be relevant to consider international labour market data for comparison purposes. 
However, international labour market data is outside of the scope of this compliance 
report.
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For those tables reporting data broken down by Bargaining Unit, we use Union Code records 
that exist within our HRMS.  Bargaining Unit and Union Code are designated by the terms 
of union certifications as assessed by UBC human resources, in compliance with provincial 
legislation and the related mechanisms for feedback from the employee groups themselves. 
For the purposes of this report, numbers of five or less in an overall occupational category are 
suppressed. This is being done for two reasons. First, reporting responses when there are only a 
few people in an occupational category may have the effect of disclosing personal information. 
Second, data from such a small sample may be misleading or lead to inaccurate conclusions.

Please also note that the tables in this report provide information on all University Professors 
combined; however, other types of information can be made available on request. 

This report was written between December 2016 and July 2017 as a combined effort involving 
staff in the Workforce Planning team of UBC Human Resources, Planning and Institutional 
Research (PAIR), the Equity and Inclusion Office, and with some use of the pre-existing 
wording of the authors of prior years’ reports.
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