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Executive
Summary
Mount Royal University (MRU) conducted a pay equity
study on its full-time faculty members to detect
inequalities in income; gaps and barriers in university
policies, processes and data; and to determine a path
forward to correcting and preventing pay inequality in
the future.
The MRU pay equity study primarily examined the
present state of pay equity at the university. The
study involved a quantitative Human Resources
(HR) data review, a quantitative and qualitative
survey and a comprehensive review of all
compensation and advancement policies and
processes and the Mount Royal Faculty Association
(MRFA) Collective Agreement. A comparative
analysis was conducted with the Government of

attributed to initial placement on the MRU salary
grid at the time of hire, the number of children a
person has, implicit biases, and a lack of clear
understanding of job expectations and who is
responsible for advising and encouraging faculty
members to seek opportunities for advancement.
The pay equity study combined with the
comparative analysis revealed gaps and weaknesses
including a lack of application and integration of
equity, diversity and inclusion (EDI) principles and
best practices; poor data collection on faculty
members during recruitment, hiring, and
advancement stages; areas of pay inequality; and,
unclear and inconsistent professional development
and career advancement practices among faculty
members. This report outlines tangible
recommendations to advance equity for full-time
faculty members that are grounded in strong
foundational EDI best practices .

Introduction

Canada and other post-secondary institutions in
Canada to compare policies and processes and
identify other innovative approaches to pay equity
to inform the final recommendations.
In the analysis of HR data pay inequalities were
detected, however, the amount of influence gender
had/has on income at MRU is not as significant as
other factors examined such as, length of service,
rank, tenure status or highest degree obtained. The
quantitative and qualitative survey analysis
revealed a perception of pay inequality according to
gender, race and ethnicity. Combining the HR
findings and further informed by the perceptions
identified in the survey, the pay inequality may be
[1] Statistics Canada. (2016-2017). Gender Pay Gap at Universities.
[2] Michael Baker, Yosh Halberstam, Kory Kroft, Alexandre Mas and Derek
Messacar. (2019). Pay Transparency and the Gender Gap. Statistics Canada.

Female workers in Canada earn less than their
male counterparts and Women of Colour
experience even further pay inequality.
According to Statistics Canada, there is a
gender pay gap at nearly all Canadian
universities. Nationally, in 2016 male
professors were paid 11% more or a difference
of $14,972 than their female counterparts.[1]
In October of 2018, the Government of Canada
announced proactive pay equity legislation to
require pay equity studies in all federally
regulated workplaces. Though not federally
regulated, several post-secondary institutions
across Canada have completed pay equity
studies and many provinces have instituted
salary disclosure laws since 1996. MRU
proactively released its sunshine list in 2016.
The gender earnings gap between men and
women persists largely because it is easily
hidden.

2

Completing pay equity studies and enforcing
transparency laws at post-secondary institutions
in Canada for full-time academic employees have
resulted in reducing faculty salaries overall by one
to three percentage points (by slowing the growth
of the previously inflated male salaries), reducing
the gender wage gap by 2.2 to 2.4% points, and a
greater reduction in the gender wage gap in
unionized environments.[2]
A comprehensive pay equity study was conducted
on full-time, non-contract faculty members at
Mount Royal University (MRU), commissioned by
MRU’s Joint Diversity and Equity Committee
(JDEC). In several of the Faculty by Faculty
analysis, in order preserve anonymity within small
data sets and to conduct a regression analysis,
several of the faculties with similar demographics
were grouped. Explanations on the specific
groupings that were made are detailed in the HR
data analysis section of the report. The analysis of
the grouped faculties did not reveal additional
explanation beyond the main regression model.
The purpose of the pay equity study was to assess
the present state of gender pay equity at the
university while also identifying limitations and
gaps that may prevent equality in compensation
and advancement.
This report presents a summary of the current
state of gender pay equity among full-time faculty
at MRU and recommendations on how to enhance
pay equity in university policies, processes and
data collection and through ongoing pay equity
studies.

Methodology
The MRU pay equity study utilized a mixed-methods
approach that included quantitative analysis of
Human Resources data, a quantitative and qualitative
survey, a review of compensation and advancement
related policies, processes and the collective
agreement, as well as a comparative analysis. Below is
a summary of the methodology employed for each
type of analysis.
Human Resources Data Analysis
Human Resources (HR) data was obtained from MRU
and contained 389 observations. In order to provide
the most up to date and accurate
information within the scope of the project, part-time
faculty members and duplications were deleted from
the data set. The final data set included a total of 333
observations comprising of 180 (54 per cent) women
and 153 (46 per cent) men. In several of the Faculty by
Faculty analysis, in order to preserve anonymity
within small data sets and to conduct a regression
analysis, several of the faculties with similar
demographics were grouped. Explanations on the
specific groupings that were made are detailed in the
HR data analysis section of the report.
The scope of the project only included full-time, noncontract faculty members as contract members are on
a substantially different compensation grid and have
different hiring procedures and advancement policies.
A quantitative data analysis was conducted using
descriptive statistics, correlations, cross-tabs and
several regression analyses. The regression analysis
showed how influential gender is to faculty member's
income, compared with other factors such as age,
length of service, current rank, rank at time of hire,
work pattern, highest degree, maternity or paternity
leave taken, grade and step level. Each Faculty was
also examined using a regression analysis.
Our main interests were to detect pay inequality
between women and men faculty members therefore
annual income was the independent variable.
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The analysis sought to determine the extent to which

We examined the findings using a Variance

the gender differences in faculty member salaries

Influence Factor (VIF) to measure how much the

arose because women and men were different in

variance of the regression coefficients may be

terms of various pay determining characteristics

inflated compared with the non-inflated baseline

(also called variables) or because these

of independent predictors. None of the

characteristics are compensated differently by

coefficients in our model were inflated and

gender. The first types of effects are called

multicollinearity was determined to not be a factor

composition effects and the second types are called

in the findings. Table B in the HR data analysis

pay structure effects. A non-discriminatory pay

section provides the full regression analysis

structure would apply the same compensation rules

results.

to all individuals irrespective of gender or other
identity group membership.
The dependent variables included gender, rank,
length of service, credential, age, and work pattern.
Please see Appendix A for a full outline of the
dependent variables.
Over the past 40 years, numerous analyses of the
gender pay gap in academia have been conducted.
Morton, Gordon and Braden (1974) and Ginther and
Kahn (2003) found that professorial rank, in
particular Full Professor, account for the largest
share of the gender pay differential in faculty
member salaries.
For example, McDonald and Thornton (2001) using
data from the Council of Ontario Universities (19871989) found that “a good deal of the overall pay gap,

Survey Methodology
The voluntary quantitative and qualitative survey
was administered online. The survey was
distributed by Canadian Equality Consulting
through Qualtrics who houses and protects the
data gathered on a server in Canada and complies
with industry best practices and privacy
legislation. Responses to the survey were
anonymous, aggregated and confidential.
The purpose of the survey was to:
Examine if recruitment, retention,
advancement and compensation practices are
open and transparent;
Measure perceptions of pay equity at MRU;
Determine if there are barriers or practices
that could be having an adverse effect on
employees to achieving fair compensation or

from half to three-quarters of it, may be due to

from either applying for or being encouraged

different proportions of men and women faculty in

for employment mobility or advancement

the various ranks.” We have included professorial

opportunities within MRU; and,

rank as an important potential "explanatory”

Identify actions that can influence policy

variable.

change.

The data was also examined for multicollinearity

The survey was sent to 388 people in total. The

to detect if any of the more influential variables

388 people that received the survey were a larger

on income were masking or downplaying the

group than those that were included in the HR

influence of gender.

data analysis as

17(1), 17(4)(d)

and the 388 e-mail addresses were not
reviewed for duplicates or accuracy.
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However, the survey instructions were clear that the

Other factors that have stronger impacts on income

survey was only intended for full-time, non-contract

include rank (the higher your rank, the higher your

faculty members at MRU.

income), age (the older you are, the higher your
income), length of service (the longer you have

The survey had a response rate of 77%. The survey

worked at MRU, the higher your income), and the

helped to present a full picture of the perceptions of

level of credential obtained (for each higher degree,

pay equity at MRU. Due to MRU being a small post-

you receive an increase in income).

secondary institution, a threshold of respondents to
not report on was determined.

It is worth noting that gender, race and ethnicity can
also impact and influence a person's length of service

Results that described the full institution of 5 and

at MRU as well as being able to access and obtain

under and on results in each faculty of 10 and under

higher degrees. For instance, if MRU has an

were not reported on or they were grouped with

unfriendly environment for women, non-binary

other results to maintain anonymity. The Canada

genders or People of Colour, these groups of people

Research Council recommends that the threshold for

may experience higher turnover rates and would not

not reporting on results to ensure anonymity is 4 and

have as long length of service as others. Essentially,

under, however, we have heightened our standards

even though length of service, credential, rank and

for the thresholds due to the small size of MRU.

age were deemed more influential, gender, race and
ethnicity could still play an influential role in each of

All full-time, non-contract faculty members were also

these factors.

offered the option to e-mail, phone or meet in person
to share their experiences and stories personally and

It is important to note that the HR data review did

confidentially with regards to compensation and

not include an analysis of any identity factors beyond

advancement at MRU. These additional stories and

binary gender such as race or ethnicity because MRU

experiences are included and integrated into the

HR does not collect demographic factors beyond

survey results.

binary gender and age. The survey aimed to
supplement the HR data review by including a

Current State of
Pay Equity

multitude of other identity factors in examining the

According to the HR data analysis, MRU does

There were 333 full-time faculty members included

experience a marginal amount of pay inequality on

in the analysis, 153 were men and 180 were women.

the basis of binary gender. The survey analysis

The following is a table that describes the average

revealed a perception of pay inequality based upon

(mean) of several indicators by binary gender.

perception and individual experiences of pay equity
at MRU.
Human Resources Data Analysis

race and ethnicity.
When considering the entire population, we can see
The significance of gender on income in the HR data

that the average incomes for each gender are

analysis is not as significant as other factors

different, with males earning higher incomes on

identified, but it is still marginally significant overall.

average and obtaining the highest rank of
professorship more often.
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These findings exist despite having roughly the same age, same level of degree (credential), more
woman in the population, more woman in the TSS work pattern, and a very similar length of service.
The following table (Table A) describes a summary of descriptive statistics on all variables for binary
gender (women and men).
Table A
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The following table (Table B) outlines the results from a regression analysis conducted on the HR data.
As illustrated below, the variables that impact the gender income difference include years of service,
age, credential level and rank. In all of the models, the Variance Inflation Factor (VIF) was very low
illustrating the lack of collinearity.
In other words, after controlling for all factors that could have a potential impact, it was found that men
still made higher incomes at MRU. These results are explored in further detail below.

Table B
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Market Supplements
April 2019 data was received from HR on
market supplements. The number of MRU
full-time faculty members that receive market
supplements is under 10 and we are not able
to disclose specific details on them such as
their faculties to protect anonymity and

These findings are consistent with numerous
studies including a 2016 global Deloitte survey that
revealed that over one-third of respondents
believe that taking a paternity leave would result in
a perception of a lack of commitment to their jobs.
This fear extends beyond the U.S. and has been
examined in Canada, Austria, Poland and the Czech
Republic as well.[9]

confidentiality. In analyzing the genders of
those that receive market supplements, it was
found that there are almost an equal number
of men and women receiving the supplements
from a variety of faculties across the
university.
Parental Leave
The parental leave data was not large enough
to run a regression analysis, however a

Rank
In general, rank is a highly influential variable in pay
equity studies at post-secondary institutions.[10]
At MRU, there are more women Assistant
Professors (24 women and 16 men) and Associate
Professors (136 women and 109 men) than men,
and there are more men Full Professors (28 men
and 20 women) than women. A regression analysis
revealed that gender has a lesser impact on income
when the factor of rank is added.

descriptive statistical analysis was conducted.
An income difference of $10,138 per year on
average was found between women that have
taken maternity leave versus women that
have not. The women that have taken
maternity leave tend to earn lower incomes
with an average income of $109,461,
however, this difference in income can also be
attributed to tenure, rank and age in addition
to the time away from work or biases that

At MRU, consistent with other post-secondary
institutions, if you are hired as an Assistant
Professor, you are required to work towards and
apply to become an Associate Professor. If you are
unsuccessful in becoming an Associate Professor,
you are terminated. Moving from an Associate
Professor to Full Professor requires a certain
amount of teaching and service and in some cases
scholarship (if the faculty member is in the TSS
work pattern).

they may experience from taking a leave.
The average income of men that have taken a
paternity leave is $102,275, which results in a
difference of $20,823 less per year than men
that have not taken a paternity leave.

Our descriptive statistical analysis revealed that
for the category of Full Professors, there are more
men and they earn much higher incomes. We also
found that despite having more women than men in
the Assistant Professor and Associate Professor
categories, men still earned higher incomes than
women on average.

[9] Deloitte. The 2016 Deloitte Millennial Survey. Link:
https://www2.deloitte.com/content/dam/Deloitte/global/Documents/A
bout-Deloitte/gx-millenial-survey-2016-exec-summa
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Overall when examining rank, it was found that it takes

Faculty of Arts

men and women on average the same amount of years

The table below (Table C) illustrates descriptive

to reach Full Professorship (12 years for men and 12

statistics on the variables for the Faculty of Arts.

years for women). The number of years on average to
obtain Associate Professorship are greater for men
than women (women need 5.8 years, men need 6.8
years).
Work Pattern
Both the Teaching and Service (TS) and the Teaching,

In the Faculty of Arts there are 54 women and 52 men
(106 faculty members in total). The average income for
women is $122,394 compared to $130,328 for men.
The average age for women is 38 years and for men is
40 years. There are more men Full Professors and

Service and Scholarship (TSS) work patterns have more

Assistant Professors. However, there are more women

women than men. However, in both categories, men

Associate Professors (43 women, 34 men) and more

receive higher incomes on average than women.

women not tenured than men.

However, work pattern was a factor that was found to
be not as significant as others, as illustrated in the
regression analysis. See Table B for more details.

Table C

Analysis by Faculty
The scope of our study included the Faculty of Arts;
Business and Communications; Health, Community
and Education; Science and Technology; Teaching and
Learning; and, Library. Other research institutes,
centres, faculties, or departments outside of these
were not included.
Only the Faculties of Teaching and Learning, Arts and
Library have more women than men. However, only
Teaching and Learning and Library have higher
incomes for women than men. Every other faculty is
male dominated in numbers and income.
It was found that it takes different average lengths of
time in different faculties to receive a promotion. An
analysis was conducted on the average length of time it
takes for a male and female employee to receive a
promotion since their time of hire. We concluded that
overall the average length of years is similar between
women and men to receive a promotion in all faculties
except in the Library (where it takes men a slightly
longer time to receive a promotion).
[10] Boudreau, et al., (1997). Should Faculty Rank be Included as a Predictor
Variable in Studies of Gender Equity in University Faculty Salaries?.
Research in Higher Education, 38(3), 297-312.
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Faculty of Business and Communications
In the Faculty of Business and Communications, there are more men than women (28 women and 36 men, 64
faculty members in total). The average income of men is higher at $123,217 compared to $118,019 for women
despite having the same average age (43 years for women, 43 years for men). Men have longer years of service on
average (11 years for men, 10 years for women). The majority of both men and women are clustered in Associate
Professor positions. Both men and women are predominately in the TSS work pattern. It takes men on average
4.31 years to receive a promotion as opposed to 3.8 years for women. The table below (Table D) outlines the
description statistics for the Faculty of Business and Communications.
Table D
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Faculty of Health, Community and Education
In the Faculty of Health, Community and Education there are 59 women and 18 men (77 faculty members in total)
with lengths of service on average 10 years for women and 12 years for men. The average income of women is
$117,916 and $128,686 for men. The average age is 43 for women and 40 for men. The majority of men and women
are clustered in the Associate Professor role. It takes men on average 4.6 years to receive a promotion as opposed to
3.61 years for women.
The table below (Table E) illustrates the descriptive statistics on all variables for the Faculty of Health, Community
and Education.
Table E
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Faculty of Science and Technology
In the Faculty of Science and Technology there are 22 women and 37 men (59 faculty members in total) with
lengths of service on average of 10 years for women and 11 years for men. The average income of women is
$124,841 and $127,189 for men. The average age is 43 for women and men. There are more male Full
Professors than women. The majority of faculty members that are not Full Professors are in Associate
Professor positions. It takes men on average 6.04 years to receive a promotion as opposed to 5.21 years for
women.
The table below (Table F) illustrates the descriptive statistics on all variables for the Faculty of Science and
Technology.
Table F
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Faculty of Teaching and Learning
In the Faculty of Teaching and Learning, the majority of faculty members are women. The lengths of service
on average are 10 years for women and 11 years for men. Women tend to earn higher incomes on average
than men by approximately $1000 difference. The average age is 38 for women and men. There are no Full
Professors in the faculty and both genders are equally divided between Assistant and Associate Professor
roles. It takes men on average 3.25 years to receive a promotion as opposed to 1.78 years for women.
The table below (Table G) illustrates the descriptive statistics for the Faculty of Teaching of Learning.
Table G
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Library
In the Library, there are more women than men with lengths of service on average of 10 years for women and
just under 10 years for men. The average income of women is higher than the average income of men. Women
are on average slightly older than men. It takes men on average 2.4 years to receive a promotion as opposed
to 3 years for women. Many details of the faculty members for each gender are not reported on as they are
under the privacy threshold.
The table (Table H) below illustrates the descriptive statistics for the Library.
Table H
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Faculty Regression Model Analysis
In order to run an effective regression analysis, several faculties that are male dominant were combined and
those that are female dominant were combined. In all of the analyses, gender was not found to be significant.
In the Faculties of Arts; Business and Communications; Science and Technology; and Health, Community and
Education; length of service, rank and credential level were found to be strongly significant. In the Faculties of
Teaching and Learning and Library, length of service had marginal significance and credential level had
moderate significance.

Overall, the most significant factors that impact income were found to be length of service, credential level,
tenure status and rank. Essentially, the longer you have been employed at MRU, the higher your credentials,
and the higher your rank level results in a higher income level. Age (the older you are, the higher your income
tends to be) and gender were found to be moderately to minimally significant.
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Survey Results
The survey had 300 responses out of

There is also a substantial proportion of respondents (41%)

388 full-time faculty members that

that do not know where to go if they have a concern or

were invited to participate, resulting in a

complaint regarding their pay. There is a significant lack of

77% response rate. The survey findings

awareness of conflict resolution options and workplace

around level of income examined with

policies related to compensation.

years of service and credentials (highest
degree obtained) are consistent with

The table below (Table I) illustrates the survey respondents by

the findings in the HR data analysis.

binary gender and other identity factors.

The survey revealed that there is a

Table I

perception of pay inequality at MRU on
the basis of gender, race and ethnicity.
There is also a strong perception that it
is more difficult for women and nonbinary genders than men to reach the
most senior positions in their field (52%
agreed or somewhat agreed, 31%
disagreed or somewhat disagreed).
There is a perception that it is more
difficult for women and non-binary
genders than men to reach the most
senior positions at MRU in their field
(49% agreed or somewhat agreed, 35%
disagreed or somewhat disagreed).
Approximately 54% of respondents
think that there is pay inequality at
MRU and 40% feel that gender
influences pay.
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Number of Children
The survey results revealed that there is a perception
that the number of children a person has at MRU
could affect their income. Survey comments
mentioned that employees with children have been
encouraged or advised not to discuss their families or
children at work as it could negatively affect their

17(1)

advancement. These comments were common in the
qualitative portions of the survey, although when
asked if their department was accommodating of
family-related matters, the majority of respondents
(81%) agreed and only 7% disagreed and 12% were
neutral.
Race and Ethnicity
Race and ethnicity were prominently mentioned
throughout the survey in qualitative responses and
emailed submissions as a potential factor in pay
inequality. However, the survey included a low
response rate on the diversity demographic question
inquiring about the respondent's race and ethnicity.
When comparing the annual salaries as indicated in
the survey of self-identified People of Colour
respondents versus Caucasian or European
respondents, they were similar and consistent.
It also appears that the majority of respondents
in all race and ethnicity groups are mostly
clustered in Associate Professor roles, however
many people opted out of the race and ethnicity
question reducing the validity of these
summaries.
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The majority of respondents that self-identified as a
Person of Colour also found that MRU does not have
clear and accessible criteria, policy and processes for
17(1)
promotion.

17(1)

. The remainder of the results from
the respondents who identified as a Person of Colour
were consistent with the responses from the Caucasian
or European respondents.
17(1)

The survey responses were also analyzed by gender
and race and ethnicity to detect if there were any
unique experiences or barriers that for example,
Women of Colour have experienced, and the results of
this group were also consistent with the Caucasian or
European female and male groups.
The following table (Table J) depicts the Caucasian or
European responses by gender compared with People
of Colour responses by gender.

"

17(1)

Table J
17(1)

17(1)
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Despite the respondents who self-identified as being People of Colour having fairly consistent results with
those that identified as Caucasian or European, does not mean that People of Colour at MRU do not have
unique experiences or are not disadvantaged in some way. This only indicates that the small group that selfidentified as People of Colour have consistent results with others. Because it was only a small group that selfidentified as People of Colour combined with the fact that a large amount of faculty members included
anecdotal information about disadvantages and discrimination along racial and ethnic lines, it is safe to assert
that MRU may still have a degree of inequality according to race and ethnicity.
Career Recruitment, Training and Advancement
The majority of respondents felt that MRU has clear and accessible criteria, policy and processes for
promotion (81% agree, 13% disagree, 6% neutral). This result is maintained across genders, number of
children, sexual diversity, relationship status, type of position, income, religion, work pattern, employment
status, highest degree obtained and faculty.
The majority of respondents (74% agree, 17% disagree, 9% neutral) feel that they have clear job
descriptions and agree that the selection criteria for full-time faculty positions are clear and fair (71%
agree, 17% disagree, 12% neutral).
The number of respondents that felt they had a clear job description outlining expected duties and
responsibilities varied by faculty.

17(1)

.
Approximately 71% of respondents felt that they were given an adequate orientation to their new position
when promoted or moved internally, when applicable (21% disagreed, 8% were neutral).
The majority, 50% of respondents disagreed that there are rewards and incentives available to them at
MRU (33% agreed, 17% were neutral).
It was also noted that once you achieve tenure, respondents feel that there are no opportunities for
additional mentorship or support.
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Departmental Encouragement to Advance
The majority of respondents, 52% believe that it is
more difficult for women and non-binary genders
than men to reach the most senior positions in their
field (31% disagreed, 17% were neutral).
Again, the majority of respondents, 49% feel that it is
more difficult for women and non-binary genders
than men to reach the most senior positions at MRU
(36% disagreed, 15% were neutral).
The majority of respondents, 58%, feel like they are
supported in pursuing their career goals at MRU
(29% disagreed).
Approximately 42% of respondents have been
informed of where they need to improve in their
work while 30% have not.
Approximately 54% feel that their Department Chair
encourages them to undertake further training and
pursue professional development opportunities,
while 22% do not.

17(1)

17(1)

17(1)

17(1)

17(1)

.
The majority of respondents feel that they have not
been encouraged to apply for a promotion at MRU
(while 34% feel that they have been encouraged and
20% were neutral).
58% of respondents agreed that they are satisfied
with the progress they have made towards meeting
their salary goals (30% were not satisfied and 12%
were neutral).
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Many additional comments were made in the survey
about a lack of funding for research dissemination.
Respondents also indicated that the funds available
for work travel and conference presentations were
inadequate and that they have had to personally
cover most of these costs.
Comments made by respondents also indicated that
there are some excellent and supportive
department Chairs at MRU that are actively
engaged in others’ career advancement, however,
there are also many Chairs that are not.
Overall, the role of Chairs in supporting others in the
department to advance appears to be unclear by
respondents.

Despite the majority of respondents feeling that their
department promotes a healthy work-life balance,
the majority (62%) also felt that they experience
much conflict in balancing their work at MRU with
their personal life (24% disagreed and 14% were
neutral).
Approximately 19% of respondents stated that they
will actively look for a job elsewhere in the next year
while 59% will not (22% were neutral).

17(1)

.
17(1)

Retention and Workload Allocation
Only 55% of respondents feel that the allocation of
workload in their department is fair (45% do not).
The definition of workload allocation includes
teaching, administrative duties, service, lab work
and research.
Approximately 61% of respondents feel that their
teaching requirement at MRU is manageable or
slightly manageable (while 30% feel that their
teaching requirement is unmanageable to slightly
unmanageable).
The majority, 81% of respondents agree that their
department is accommodating of family-related
matters (only 7% disagree, 12% were neutral).
Half of respondents, 50% feel that their department
promotes a healthy work-life balance (while 33%
disagreed and 17% were neutral).
A majority of respondents, 57% indicated that
meetings and events are seldom scheduled outside
of 9:00 am and 4:30 pm (while 39% disagreed and
4% were neutral).
Comments received in the survey also indicated that
departmental meetings are scheduled within
daytime working hours, however, meetings held by
the faculty council or convened by groups above the
department level, are often held after daytime
working hours.

.
17(1)

.

17(1)

17(1)
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A Sense of Belonging
A large majority of respondents, 77% feel that their

17(1)

department leaders value their input and opinions
and 74% feel that they are fully part of their
department.
Approximately 47% of respondents feel confident in
putting themselves forward for a promotion while
approximately 37% do not.
Just over half of respondents (55%), feel that they are
compensated by pay appropriately according to their
position, work pattern, value, working conditions and
level of responsibilities (34% do not).
A significant number of respondents feel that if they
have a concern or complaint regarding their pay, 41%

17(1)

do not know where they must go to direct their
questions or concerns while only 44% indicated that
they do know where to go.
Overall, the survey indicates that MRU does experience
a perception of pay inequality primarily by gender, race
and ethnicity and number of children. Respondents
strongly indicated their views with 54% expressing that
there is pay inequality at MRU (only 20% disagreed).
Approximately 40% believe that gender influences pay
and 39% believe that they have personally experienced
gender-based pay inequality at MRU.
17(1)

However, a majority of respondents (59%) feel that
MRU has a real genuine commitment to promote equity,
diversity and inclusion.

22

Recommendations
Several recommendations have emerged based
upon examining MRU policies and the MRFA
Collective Agreement with an equity and
intersectional lens and analyzed with the findings
from the HR data review and the survey. These
recommendations are further supported by the
successful practices of other post-secondary
institutions and the Government of Canada in the
comparative analysis.

It is advised that all recommendations outlined below be
implemented in consultation with the JDEC committee
and the MRFA. Unions, in particular, play an important
role in understanding the experiences of inequity of
their members and in implementing solutions.[18]
[16] Mount Royal Faculty Association Collective Agreement. (2016-2018).
Page 107.
[17] Ibid.
[18] Michael Baker, Yosh Halberstam, Kory Kroft, Alexandre Mas and Derek
Messacar. (2019). Pay Transparency and the Gender Gap. Statistics Canada.

The recommendations outlined below are
consistent with the mission and priorities of the
MRU JDEC Committee.
The recommendations are also aligned and
consistent with Article 24 in the collective
agreement which states that MRU must:
Endorse the principle of equity in employment;
Support the full access to and inclusion in the
workplace; and,
Agree to cooperate to identify, address and
remove barriers to recruitment, selection, hiring,
retention and promotion; such barriers to
include, but not limited to, the grounds protected
by provincial human rights legislation.[16]
The collective agreement also states that:
“Employment equity involves hiring the most
suitably qualified candidate considering factors that
include qualifications, areas of expertise, teaching
responsibilities and academic and professional
excellence for any open position are fair and
equitable for all persons.”[17]
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Recommendation #1
Improved Data Collection
In order to effectively identify gaps at MRU, data disaggregated by diversity identity factors must be collected. It
is recommended that MRU immediately begin to collect this data in accordance with established best practices,
NSERC and Tri-Agency data collection practices and guidelines.
The collection of identity factor data is voluntary and relies heavily on self-identification. It is recommended that
the data collected go beyond the traditional four designated disadvantaged groups of women, Indigenous people,
visible minorities and persons with disabilities, to also include gender diversity, sexual diversity, religion, race,
ethnicity, ability, culture, family status, relationship status, age, etc… It is critical to attempt to obtain this data as
best as possible in order to understand MRU’s current equity environment and to be able to measure and
monitor change over time. You are not able to solve a problem unless you see the problem and proper data
collection can equip you to detect equity and inclusion issues.
Once collected, this data can be analyzed according to recruitment, hiring, promotion and tenure practices as well
as in accessing funding, awards, as well as other equity indicators for compensation, advancement and a culture
of inclusion. The United Nations, the OECD, the International Institute for Sustainable Development as well as
Statistics Canada, Women and Gender Equality Canada, the Canadian Human Rights Commission, and Alberta
Culture, Multiculturalism and Status of Women all recommend collecting disaggregated data by many different
diverse identity factors.

Recommendation #2
Regular Pay Equity Studies and Correction
of Salary Anomalies
Other Canadian post-secondary institutions that have completed pay equity studies have sought to mitigate the
gender pay gap by either imposing group-based awards, below-the-line corrections, or individual case reviews. In
1994 the University of Manitoba increased the base salary of all female faculty members by 2.84%; in 2015
Simon Fraser University increased all female faculty member salaries by 1.7%, plus an additional $5M to
compensate female faculty members with one-time payments based on the number of years they endured the
pay gap. Others like the University of Western Ontario, employed a below-the-line correction, where an
algorithm was developed to distribute compensation with a salary adjustment on a sliding scale where those that
experience the largest pay gap receive the most money. Essentially, those that fell below a salary predicted by a
regression line received compensation. Others such as the University of Waterloo took a mixed approach
including a payment of $2905 to all female faculty members as well as individual salary increases based on
assessment of individual situations.[19]
[19] Edkins, T. (2017). Methodological Review: Sex/Salary Studies at Post-Secondary Institutions. Prepared for the Joint University of Manitoba and
University of Manitoba Faculty Association Committee on Gender-Based Salary Differentials.
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It is recommended that MRU HR confidentially examine current salary inequalities as identified in previous HR
data reviews on a case by case basis. For instance, it is clear in the HR data review that certain individuals with
different genders were hired with different salaries despite having the same rank, level of education and years of
employment. This should be examined individually with action to follow to bring equity to the salaries identified.
To build upon Recommendation #1, it is also part of this recommendation that with improved data collection,
MRU will be able to incorporate other identity factors beyond binary gender into future pay equity studies to
equip MRU HR to remedy any additional pay inequality cases discovered either on a case by case basis or in the
form of cross the board payments made to certain identified disadvantaged groups along with an adjustment in
step. Once MRU is able to effectively identify disadvantaged groups in terms of pay inequality beyond just binary
gender, it is also recommended that they examine the losses of these groups in pension contributions and
benefits, in addition to salary. A regular examination and review of pay equity around parental leaves and the
distribution of market supplements is also recommended to prevent any pay inequality.

Recommendation #3
Formalize Professional Development and
Career Advancement Practices
17(1)

Formal Professional Development Support
The survey findings indicated that there is a lack of clarity around
the roles and expectations that Chairs, Deans/Directors and the
Provost and Vice President Academic play in faculty member’s
career advancement. There is confusion over which positions are
expected to assist faculty members with career advice on
promotions, learning or advancement opportunities, and in
mentorship and sponsorship activities. The survey responses
illustrated that Chairs play a large role in career advice, offering

17(1)

growth opportunities and mentorship to faculty members.
However, others indicated through the survey that this
responsibility should only lie with Deans/Directors and VicePresidents and that their particular Chair was not involved in their
personal or career growth. Clarity is needed in terms of roles and
responsibilities for promotions at MRU.
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Performance Reviews
It is recommended that the responsibilities for career support and
encouragement to advance be clearly identified and communicated

17(1)

to faculty members and included in writing in the MRU Professional
Development policy document and in all position orientations.
Performance indicators should also be developed and included in
annual performance reviews of those responsible for career
advancement support.
It is also important to ensure that performance reviews are

17(1)

meaningful for all, conducted regularly and include multiple checkins throughout the year.
Informal Career Advancement Conversations
Efforts should be made to ensure career advancement
conversations take place in an equitable manner. The survey results
indicated that there are many informal advancement conversations
held in the evening and over drinks at bars. Several respondents
referred to these conversations as “boys clubs” and expressed that

17(1)

they are mainly dominated by Caucasian or European males. This
results in inequitable treatment to those that are not able to attend
or are not invited to these conversations.
It is recommended that these conversations become formalized
and enshrined in MRU policy and be held during work hours to
prevent exclusion.
Mentorship
It is also recommended that women, racialized people and other
marginalized populations receive mentorship when they join the
university or when they express interest in advancement, as it can
help to prevent inequalities that develop from being traditionally
excluded from informal networks.
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Recommendation #4
Integrate EDI into Recruitment, Hiring and
Advancement Policies and Practices
Policies

An EDI specialist in HR, rather than act as an additional

Equity, diversity and inclusion (EDI) should be

resource to support the committee in the process,

integrated into all recruitment, selection,

should also be a member of each hiring committee to

advancement and compensation policies and

ensure an EDI lens is applied and that equity

practices.

considerations are integrated into all elements of the
process and decision-making. This EDI HR specialist

Recruitment and Advancement

should also work closely with the committee to

Alternative recruitment methods should be

develop the selection criteria well in advance of the

encouraged to target and reach diverse groups of

recruitment process.

people. These alternative methods could include
advertising on social media, popular job websites, or
reaching out to community organizations or think
tanks, among others.
In order to identify if certain groups of people are more
successful than others and if certain groups experience
unique barriers in the recruitment, hiring and
advancement process, self-identification of identity
factors should be encouraged throughout the process.
It is also recommended that HR should be actively
involved in recruiting and selecting members of all
selection committees. HR involvement can assist in
reducing biases and judgements that may lead to a
homogeneous hiring committee. Each selection
committee should have criteria for membership based
upon diverse identity factors, similar to the University
of Manitoba policy.[22]

All potential faculty members applying for positions at
MRU should be required to submit an equity, diversity
and inclusion commitment statement that would be
evaluated based upon established criteria in the
selection process. The statement would outline why
EDI is important to them and how they ‘live’ these
values through examples or ideas. For example, the
University of Manitoba and the University of British
Columbia requires all Canada Research
Chair candidates to submit similar EDI commitment
statements and the University of Alberta is also
currently exploring adding this requirement to all new
faculty hires.
Interview processes should have elements that are
standardized across all faculties and departments in a
clear and transparent manner. This will prevent any
personal biases that may affect the interview process,
for example, the survey revealed that some hiring
committees invite candidates out for an evening to

[22] University of Manitoba. Faculty Association Collective Agreement.

informally socialize. This technique has significant

Tenure Committee Structure and Promotion Committees. Articles

barriers to equitable access and the format is not

19.D.1.3 and 0.A.2.2

required or indicative of whether or not a candidate
will actually be successful in teaching, service or
scholarly work.
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Also, candidate rating sheets and summary sheets

Hiring

should be standardized and prepared by HR Consultants

As outlined in the survey responses, email

to ensure that EDI elements were adequately

submissions, quantitative HR data analysis and

considered and incorporated in the process and

confirmed in the collective agreement review, the

decision-making.

process for determining and negotiating the initial

Parental Leave and Tenure
Inequalities that have been detected in the
current parental leave policy is that while on
leave, in order to have your time counted towards

salary grid placement for new hires should be
examined. The findings revealed inequalities in
particular where members of male and female
groups are initially placed, with males starting

your tenure probationary period, you must

employment with higher salaries despite having the

demonstrate and prove substantial scholarship

same level of credential and rank. The survey

was completed while on leave.

findings demonstrated that some salary
negotiations at the time of hire considered part-

This places a large burden on the person taking

time work for some and for others did not. Some

the leave, as outlined in several survey findings.

negotiations also considered level of education,

This also results in predominately women, who

while others did not.

tend to take the longer ‘maternity’ leave to
experience this burden that significantly affects

In practice, the initial grid placement process in

their tenure progress and long-term

negotiations leaves too much flexibility and room

compensation rates.
It is recommended that the faculty member not
have to prove their scholarship while on leave, and
that the institution assumes it is being done and
the person automatically continues to receive
credit toward their tenure probationary period,
unless informed otherwise by the faculty member
themselves.

for personal judgement and biases which has
resulted in inequalities. It is recommended that this
process be examined further to determine the best
course of action. For instance, Catalyst
recommends a “no negotiations” policy as studies
have shown that when women in particular
negotiate for higher salaries, hiring managers react
more negatively than they do when a man asks for
more money. This can directly contribute to the pay
gap.[20]

[20] Hariton, Lorraine. Catalyst. Employers: Fix the Pay Gap, or You’ll Be Left
Behind. April 1, 2019.
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EDI Training
17(1)

It is recommended that MRU deliver interactive EDI training
for all faculty members and staff that includes tangible tools
for ongoing practice and implementation.
The mandatory orientation seminar for all new faculty hires at
MRU should include information on the code of conduct,
respectful workplace policies, unconscious bias, an
intersectional equity lens and EDI expectations, policies and
responsibilities. Curriculum on Inclusiveness and Diversity in
Education, intersectionality, Indigenous awareness in
Education, and anti-racism/cultural sensitivities should also be
included.

17(1)

The mandatory training workshop that each Tenure and
Promotional Committee member must attend needs to have
expanded curriculum on implicit bias, intersectionality, and
EDI in evaluating and hiring practices. The Tenure and
Promotional Committees at MRU are “expected to exercise
judgement” in their decisions and the evaluation criteria
leaves considerable room for flexibility. The training
workshop is currently conducted by the Mount Royal Faculty
Association, the Provost and the VP Academic and should also
include an EDI expert to effectively add this material, facilitate
meaningful discussions and answer questions. The committee
should also have equity considerations added to their guiding
Principles of the committee.
The MRU Academic Standards Committee (ASC) mandated
by the General Faculties Council develops, reviews and
recommends the criteria for promotion and tenure of faculty
members. The ASC should be convened to receive EDI
training and facilitate a conversation on how to incorporate
equity principles into evaluation criteria. For instance, the
University of Manitoba has introduced and NSERC
recommends that EDI and reference checking workshops
should be held to assist faculty members in writing inclusive
and unbiased reference checks and to ask appropriate
questions and evaluate the responses fairly.
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EDI Action Plans
It is recommended that each Faculty and Department create an EDI Action Plan to prevent and mitigate any
inequalities. The University of British Columbia and the University of Manitoba require all faculties, departments
and units to create their own statement of commitment to EDI and create tailored EDI Action Plans with clear
goals and targets that will be monitored, tracked and evaluated over time.
The survey and various literature finds that mostly women as well as racial and ethnic minority groups tend to do
more service-type work at universities. In the process of developing EDI Action Plans for each faculty and
department at MRU, inequities such as these will be examined and plans to correct them can be established.
The development of EDI Action Plans should take a whole-of-faculty approach to ensure their relevance and to
demonstrate a commitment by all faculty members of its importance. This kind of approach will ensure that this
task is simply not delegated to a women or racial minority to conduct this highly personal work off the side of their
desk adding substantially to their already high burden of service work. It should also incorporate a timeline of EDI
activities and integration for accountability.

Conclusion
Overall, the pay equity analysis of full-time faculty members demonstrates that MRU does experience pay
inequality on the basis of predominately gender and a strong perception of pay inequality on the basis of
gender, race, ethnicity and number of children. However, the statistical analysis demonstrates that the
amount of influence gender has on income at MRU is not as significant as length of service, rank, tenure status
or level of credential.
It is recommended that MRU adopt the recommendations outlined in this report to advance equity and
inclusion in compensation and advancement as well as continue to monitor, track and evaluate pay equity on a
regular basis. The recommendations also seek to remedy structural weaknesses and inequalities to prevent
future pay inequality at MRU.
Two years after the Government of Canada announced proactive pay equity legislation, Mount Royal
University is at the forefront of Canadian post-secondary institutions tackling the complex issue of pay
inequality.
The Honourable Patty Hajdu, Minister of Employment, Workforce Development and Labour stated
“Proactive pay equity is not just the right thing to do, it’s the smart thing to do. The bottom line is that when
people are treated fairly and are given an equal opportunity to succeed and to reach their full potential, we
all benefit.”[24]
[24] The Honourable Patty Hajdu. (2019) Employment and Social Develoment Canada. Government of Canada introduces historic proactive pay equity
legislation. Link: https://www.canada.ca/en/employment-social-development/news/2018/10/government-of-canada-introduces-historic-proactivepay-equity-legislation.html
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Appendix A
Dependent Variables in HR Data Analysis
The Variables in the HR Data Analysis were coded and used as follows.
1. Gender (Female=1)
2. Years of Service
3. Age
4. Credentials
Credential 2=1 (compared to all others)
Credential 1=1 (compared to all others)
5. Rank
Full=1 (compared to all others)
Associate=1 (compared to all others)
6. Work Pattern
TSS=1 (compared to all others)
7. Interaction Term
Gender (female=1) *Years of Service
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