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Working Alone Process Update and UCSafetyApp
• Working Alone Standard and process being updated to incorporate use of 

mobile app for check-ins

• Expected launch date in late April 2023

• Updated Standard:
• Clarifies when Working Alone process must be used to meet legislated requirements
• Describes content of Working Alone Plan which will be in webform/SharePoint with 

approval workflow

• New App called UCSafety App:
• Provides automated check-ins on worker 
• Check-ins monitored by third party service provider
• App has several other features to promote health and safety

If you have any questions, please reach out to Environment, Health & Safety
ucsafety@ucalgary.ca



UCSafetyApp
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d. To advise the Dean of Graduate Studies on issues relating to graduate education at the University 
of Calgary. To receive and discuss annual work plans for the next academic year from its standing 
committees before the end of each academic year. 

e. Authorize the granting of degrees. 

f. Such other activities and responsibilities delegated or assigned to it by the GFC or brought to it by 
the Chair from time to time. 

 
5. POWERS 

 

The Council is empowered to carry out its role and responsibilities subject to any conditions or restrictions 
that are imposed on it by the GFC. 

 
The Council may delegate any of its powers, responsibilities and 









7  

Council Records 
 

Minutes of the proceedings of all Council meetings and records of all decisions of the Council made outside 
of a meeting will be created and presented to the Council for approval or in1(.207 0 Td
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14. COUNCIL ASSESSMENT 
 

The Council shall carry out an assessment of its performance and operations no later than three years 
following its last assessment in accordance with a process approved by the Council or its delegate. 

 
15. AUTHORIZATION AND EXECUTION 

 

All documents or instruments in writing requiring execution on behalf of the Council shall be signed by 
the Chair or those authorized signatories specified in, and in accordance with, a written authorization of 
the Council. 

 
All documents or instruments authorized and signed on behalf of the Council as provided herein shall be 
valid and binding on the Council. 

 
16. VALIDITY OF NOTICES 

 

“Business Day” for the purposes of this section means a day other than a day that the University of Calgary 
is closed or a Saturday, Sunday, statutory or civic holiday in Calgary, Alberta. 

 
Any notice or communication required or permitted to be given or made hereunder will be sufficiently 
given or made for all purposes if delivered personally, sent by electronic mail or facsimile or sent by 
ordinary mail within Canada to the last address listed in the records of the Secretary. Any such notice or 
communication if sent by facsimile or other means of electronic communication shall be deemed to have 
been received on the day of sending, and if delivered by hand shall be deemed to have been received at 
the time it is delivered to the applicable address. A document sent by mail will be s91 0 Td
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Over the next two years, the Handbook Working Group met on a regular basis, and members dedicated 
considerable time and resources to addressing outmoded and outdated criteria on research and scholarship, 
teaching, and service for academic staff members, introducing new wording in line with the 21st century. As well, 
the ways to attract and appoint academic staff to the university was overhauled. In this way, the Handbook was revised 
and separated into three separate sections: Part A including Definitions, Authority, Faculty Guidelines, and Transitional 
Provisions; Part B outlining Criteria for Appointment, Renewal, Transfer, Tenure, Promotion, and Merit Assessment; 
and Part C describing Academic Appointments Selection Procedures, Position Posting, Expedited Procedures for Spousal 
and Strategic Hiring, and Equitable & Inclusive Hiring Initiatives. This revised Handbook was approved at GFC in June of 
2021. 
 
From July 2021 to September 2022, the Handbook Working Group activities were on a hiatus pending:  
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RISKS / FUTURE DIRECTIONS 
 
Since implementation of the Handbook in June 2021, each Faculty across the University was asked to create new 
Faculty Guidelines and any disciplinary requirements for the academic staff affiliated with that Faculty. This work 
has been on going and it is anticipated that some Faculty Guidelines will be approved by the Provost in the coming 
months. Teams across the various faculties as well as HR and TUCFA have been working diligently on drafts of 
Faculty Guidelines to ensure alignment with the Collective Agreement, the Handbook, and DORA. After completion 
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SUPPORTING MATERIALS 
 
1. Handbook dated March 2023 – showing revisions 
2. Handbook dated March 2023 – clean copy 
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Preamble  

This Handbook has been developed to assist academic staff to understand criteria necessary for 
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PART A 
 

Definitions, Authority, Faculty Guidelines, 
Transitional Provisions  
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1. Definitions  

1.1 For the purposes of this Handbook, the following definitions apply (listed alphabetically): 

i. “AHRA”, stands for the Alberta Human Rights Act. 

ii. “Collective Agreement” means the Collective Agreement between the Governors of the 
University of Calgary and the Faculty Association of the University of Calgary in force at the 
time the provisions of this Handbook are being applied. 

iii. “Conjoint Unit” refers to the Faculty, Department or Unit that a cross-appointed academic 
appointee will join as part of their secondary affiliation. 

iv. “Dean” means the Dean, or Dean equivalent of a Faculty as defined in ix.  

v. “EDIA” stands for equity, diversity, and inclusion, and accessibility.  

vi. “Equity-Deserving Groups” are communities that experience significant collective barriers 
in participating in society. These barriers may encompass attitudinal, historical, social, and 
environmental barriers based on prohibited grounds as outlined in the AHRA.  

vii. “Equitable & Inclusive Hiring” refers to programs designed to meet the requirements 
outlined in Section 10.1 of the AHRA which states:  

“ It is not a contravention of this Act to plan, advertise, adopt or implement a policy, program 
or activity that: 

(a) has as its objective, the amelioration of the conditions of disadvantaged persons or 
classes of disadvantaged persons, including those who are disadvantaged because 
of their race, religious beliefs, colour, gender, gender identity, gender expression, 
physical disability, mental disability, age, ancestry, place of origin, marital status, 
source of income, family status or sexual orientation; and, 

(b) achieves, or is reasonably likely to achieve, that objective”. 

viii. “Faculty” refers to the following (listed alphabetically): Arts, Cumming School of Medicine, 
the Haskayne School of Business, Kinesiology, La
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2.7 Where senior leadership team members are to be appointed to academic positions, in 
accordance with the “Policy on the Appointment and Reappointment of Deans” and the 
“Procedure for Adding an Academic Appointment to a Senior Leadership Team Position,” such 
appointments must be made in accordance with those policies as approved by the GFC.  

2.8 When the Provost & Vice-President (Academic) determines that it may be necessary to deviate 
substantially from the Academic Appointment Selection Process approved in Part C of this 
Handbook, the Faculty Association will be consulted. After such consultation, the Provost & Vice-
President (Academic) shall decide the appropriate and fair way to proceed in each case and will 
inform the Faculty Association of the decision. The Provost & Vice President (Academic) will 
report the above cases annually to the Academic Staff Criteria and Processes Working Group to 
enable the Working Group to fulfil its responsibilities.   

3. Faculty Guidelines  

3.1 For Renewal, Transfer, Tenure, Promotion, and Merit Assessment, Articles 28.4 and 29.2 of the 
Collective Agreement allow GFC to delegate to the Faculty Councils the creation of Faculty 
Guidelines to ensure that any discipline specific or distinctive aspects relevant to its faculty 
members are addressed.  

3.2 Criteria outlined within this Handbook, may be refined and interpreted in Faculty Guidelines. 
Faculty Guidelines may not, however, create new criteria, or add to, contradict, or delete criteria, 
unless specifically authorized to do so within this Handbook.  

3.3 Each Faculty Council is required to establish a formal Academic Appointment Selection Process 
for all appointments of more than twelve months’ duration, as part of their Faculty Guidelines. 
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scholarship, teaching, and service, 

ii. of how the Faculty interprets these functions (i.e., the various activities that the Faculty 
defines as legitimate and appropriate research and scholarship activities including creative 
and/or artistic activity), 

iii. of how the Faculty values knowledge engagement and transfer (the ways in which public 
and private sectors benefit from research), entrepreneurship, and innovation,  

iv. the relative weighting of the activities outlined in i., ii.
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Examples of such barriers may include explicit and implicit service expectations, implicit bias 
and/or discrimination surrounding publication quality, community engagement as a pre-
requisite for research and scholarship, and/or cognitive and implicit bias and/or 
discrimination, influencing application of criteria in Renewal, Transfer, Tenure, Promotion, 
and in Merit Assessment, 

xviii. that clearly outlines where the responsibility lies for drafting a Posting (outlined in Part C.2) 
for an Academic Appointment Selection
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PART B 
Criteria for Appointment, Renewal, Transfer, Tenure, 

Promotion, and Merit Assessment 
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1. Criteria for Research and Scholarship, Teaching, and Service 

In keeping with the commitment of the University of Calgary to the San Francisco Declaration on 
Research Assessment (DORA), research and scholarship activities shall be evaluated based on the 
quality of the research and scholarship,1 relying on robust tools and approaches to assessing 
research quality and impact, rather than on bibliometrics alone. This includes considering the 
merit 
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members and the University shall be the importance of high-quality research and scholarship 
and/or other creative or professional activities.  

1.2.2 Research and scholarship and/or other creative or professional activities may include: 

i. fundamental research that creates new knowledge including research creation and creative 
practice, 

ii.  integration of knowledge which involves the synthesis of information across disciplines, and 
across topics within a discipline; research that involves entrepreneurship and/or innovation, 

iii. systematic study of teaching and learning processes, including the scholarship of teaching 
and learning, 

iv. application of knowledge to critically analyze texts, identify or solve a compelling problem 
in the community-at-large or challenge in society including knowledge engagement and 
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post-doctoral scholars, and other trainees. In this context, teaching activities may include critical 
evaluation of written work, advice, and guidance to trainees on their research methods and 
experimental approaches, supervision of experiential activities, participation on supervisory 
committees, or serving as an external examiner.  

1.3.5. Mentorship of undergraduate or graduate students, post-doctoral scholars, and/or other 
trainees, and/or colleagues, is also an important dimension of teaching. Mentoring activities may 
include one-on-one or group discussions, sharing knowledge, and providing advice and 
guidance/counselling. These mentorship activities may include career planning, goal setting, 
development of a curriculum vitae, employment opportunities, and/or other direction that is 
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vii. service as peer reviewer for journals or granting bodies including ad hoc reviewing, 

viii. participation in research networks, consortia, or research teams. 

2.3.3 For appointment at, or promotion to, the rank of Associate Professor, it is expected that a record 
of high-quality research and scholarship such as peer-reviewed or refereed presentations or 
publications in an academic, community or artistic forum suitable to the discipline or field has 
been achieved, or that other measurable contributions to professional practice, knowledge 
engagement, innovation, or entrepreneurship have been achieved. Evidence of ability to obtain 
competitive funding to sustain a research program is normally required (see also Part B.1.2.7).  

2.3.4 In some disciplines or fields, and depending upon assigned duties, appointment at or promotion 
to the rank of Associate Professor may require the academic staff member to have successfully 
taught a variety of courses and provided evidence of teaching effectiveness (e.g., as part of a 
Teaching Dossier). This may be demonstrated by contributing to course and/or curricular 
development, serving as a member of graduate student supervisory committees, providing 
trainee mentorship, and/or demonstrating successful supervision or co-supervision of 
undergraduate or graduate students, post-doctoral scholars, and/or other trainees. Teaching 
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iv. keynote address or invited speaker to high-calibre 
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2.6.4 When an academic staff member holds a tenure-track appointment at the rank of Instructor 
Assistant Professor (Teaching), the granting of promotion to Senior Instructor Associate 
Professor (Teaching) normally carries with it the granting of tenure. 

2.7 Requirements for Teaching Professor (Teaching)  

2.7.1 
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applications and referencing relevant criteria. 

3.1.3 
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i. 
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positions. Academic staff members who serve their academic units, faculty or the University in 
administrative roles, including as Department Heads, Associate Deans, Program or Institute 
Directors, or other equivalent roles shall also be assessed on the quality of their leadership, e.g., 
how they have advanced the academic mission of their portfolio, displayed vision, implemented 
plans and strategies, advanced a culture of high quality research and scholarship, teaching and 
service, and created meaningful and relevant academic programs.  

4.1.5 Article 29.2.5 of the Collective Agreement states that criteria for assessing academic staff 
members in positions outside the professorial, instructor, librarian, curator, archivist and 
counsellor streams shall be based on the duties assigned at the time of hiring, and as mutually 
amended by the academic staff member and supervisor over time, or as agreed to by the Provost 
and Faculty Association.  

4.1.6 Article 29.2.6 of the Collective Agreement states that as an academic staff member progresses 
through a rank, the normal exp(e n)16s 
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the relevant Faculty Guidelines. 

4.2.2 All research, scholarship, and other creative activities shall be assessed on the merits of the work, 
regardless of the form in which they appear, and subject to the same rigor of informed peer 
review or appropriate refereeing. It may be important for Heads and/or Deans to engage in post-
publication review to assess value and impact where traditional peer review is not appropriate 
or applicable. 

4.
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4.3.4 Evaluations of teaching should state the basis for the assessment (e.g., student feedback, peer 
review, classroom or laboratory visits by the Head or equivalent). It is helpful to members of the 
FMC if the Head or equivalent outlines the extent, nature, and significance of an academic staff 
member’s time commitment and contributions to teaching.  

4.3.5 In assessing teaching activities, the Head or equivalent as well as the members of the FMC shall 
refer to criteria for teaching, as set out in Part B.1, and criteria established for teaching for 
academic staff members in different ranks and streams, as set out Part B.2. 

4.3.6 In assessing teaching activities, supervision or co-supervision of undergraduate or graduate 
students, post-doctoral scholars, and/or other trainees, mentorship, the participation on 
supervisory committees, and/or serving as an external examiner, shall be considered where 
applicable. 

4.4 
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PART C 
 

Academic Appointments Selection Procedures, 
Position Posting, Expedited Procedures for  

Spousal and Strategic Hiring, 
Equitable and Inclusive Hiring Initiatives 
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1. General Considerations 

The University of Calgary is strongly committed to an equitable and inclusive campus, and recognizes 
that a diverse faculty, including Indigenous faculty, benefits and enriches the work, learning, and research 
experiences of our campus and the greater community. The University is committed to removing barriers 
that impede access to, and success within, the academy, and strives to recruit individuals who will further 
enhance the diversity of the campus community. Academic Appointment Selection Committees will 
identify and address systemic barriers as they manifest themselves in the hiring process, and actively 
work to eliminate them.   

2. Position Posting  

The objective of an Academic Appointment Selection process is to appoint highly qualified, excellent, and 
diverse candidates to the University who have the potential and/or track record to become exceptional, 
recognized scholars. For all appointees to realize their full potential at our university, we will foster and 
promote guiding principles of inclusive excellence – recognizing the integral relationship between 
diversity and quality in research & scholarship, teaching, and service. It envisions diversity and quality as 
“two sides of the same coin.” Inclusive excellence also addresses the critical role that diversity of identify, 
background, and perspective play in harnessing creativity and innovation, and the importance of building 
an inclusive and collegial community.  

2.1 Faculty Guidelines will direct the responsibility for drafting a position posting to any one of the 
Dean’s office, the Head or equivalent, the Academic Appointment Selection Committee or its 
Chair (see Part A.3.7.xviii.); however, final approval of the posting by the Dean, or Vice-Dean is 
r
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v. a description of the qualifications, skills and achievements required for the appointment, 
and presented in an objective, equitable and inclusive way in order to attract a diverse 
applicant pool, based on criteria described in Part B.2, 

vi. closing date for receipt of applications (see Part C.2.2) or, a statement that reflects that the 
Position Posting will close before the ranking of the candidates by the Academic 
Appointment Selection Committee or, an option for on-going recruitment until the position 
is filled, 

vii. an expectation of the information to be included with applications. This may include as 
relevant to the position, a current curriculum vitae, statement of teaching philosophy, 
statement of research interest, samples of scholarly work, and if applicable, an equity and 
reconciliation statement,. Depending upon the required background, skills, and experience, 
a narrative statement or Most Significant Contributions may also be solicited.  

viii. information about the applicable Faculty, Department, and Unit, providing web links where 
available,  

ix. 
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3.1 Academic Appointments Selection Committee Composition  

3.1.1 All Academic Appointment Selection Committees are advisory to the Dean. Faculty Guidelines 
will assign who is responsible for the selection and appointment of the Academic Appointment 
Selection Committee. The Chair of the selection committee will confirm that the committee 
composition aligns with the Faculty Guidelines in discussion with the Dean, if the Dean is not the 
Chair. 
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Part 3.1.2 above, the committee makeup may be modified by the Chair, while endeavouring to 
remain as consistent with the above rules as possible. If the Chair is not the Dean, any such 
deviations are subject to confirmation by the Dean.  

 

3.1.5 In the case of cross appointments, the Chair shall be drawn from the Home Unit, and the 
Committee members as described in Part C.3.1.2.ii. shall be evenly drawn from the Home Unit 
and Conjoint Units. In cases where the appointment is not evenly divided across Units, the 
proportion from Home and Conjoint Units shall reflect this. 

3.1.6 In the case of an appointment where the academic staff member is likely to be seconded, the 
Faculty Guidelines may provide for one or two additional Committee members who are academic 
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proposed timeline for screening, short-listing, and interviewing potential candidates. 

3.2.2 The Committee members shall:  

i. collectively develop criteria for evaluating candidates prior to reviewing any applications, 
including criteria that articulate academic excellence as well as consider diversity and a 
broad range of career paths, including those of applicants not based in a typical academic 
trajectory, and/or diverse skill sets which may encompass research & scholarship, teaching, 
or service activities are outside of mainstream forms, 

ii. base criteria on Part B.1 and B.2 that describe research & scholarship, teaching, and service, 
and the expectations for academic staff in different ranks and streams, 

iii. rank criteria in order of weight and importance prior to screening applicants using an 
evaluation matrix, 

iv. be informed by a method to identify an applicant’s skills, abilities, experience, and qualities, 

v. review and assess all applicant files using criteria formulated by the Committee, 

vi. develop a short list of candidates, 

vii. develop a final ranking process for interviewed candidates based upon established relevant 
criteria and that identifies candidates’ suitability for the position.  

3.2.3 
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relevant Faculty, Department or discipline(s) including a mechanism to solicit written feedback. 
All such written feedback shall be reviewed and accorded appropriate weight by members of the 
Committee. Candidates will be informed that members of the relevant Faculty, Department or 
discipline(s) will be provided access to the candidates’ Curriculum Vitae. 

3.4.2 The Committee shall develop a core set of position-related interview questions designed to 
identify academic excellence, on which each candidate's evaluation will be based. Normally, 
these questions should be asked of all candidates during the committee interview to ensure 
consistency and to allow comparative judgments to be made. Behaviour-based questions are 
considered the norm, which means that hypothetical questions should largely be avoided in 
favour of questions that the candidate can answer by relying on past experience and examples. 
Committee members are not permitted to ask questions relating to protected grounds under the 
AHRA, except as otherwise permitted by law.  

3.4.3 The Committee shall ensure that all candidates have the opportunity to ask questions outside 
the formal interview process.   

3.4.4 Good stewardship is essential during the interview process. To this end, candidates shall be 
provided with a chance for confidential discussions with Faculty and/or Staff members not 
directly involved in the search, who can provide information about schools, housing, childcare, 
places of worship, or any other types of information that might be needed for a candidate to 
envision themselves joining the community. Candidates may be introduced to Faculty members 
with similar research interests, if applicable.  

3.4.5 All candidates shall receive the same tailoring of visits, and principles of equity, fairness and 
transparency shall be followed. If candidates require alternative arrangements, such 
arrangements will be accommodated, wherever possible. Specifically, candidates will be 
informed of: 

i. 
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in the letter of appointment whenever possible. The Home Unit shall consult with the 
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make its recommendation based on the career history of the applicant and relevant criteria for 
the appropriate rank and stream and requirements for tenure, as described in Part B.1. to B.3. 
and in accordance with Articles 1.8 and 28 of the Collective Agreement.  

4.6 An appointment With Tenure may be made upon appointment only if so recommended to the Senior 
Administrator by the Ad Hoc Selection Committee.  

4.7 External competition for academic staff positions outside of Faculties may is not normally be 
required where the promotion of an individual represents a normal career path. Internal 
advertising of the opportunity is, however, required.  

 

5. Expedited Extraordinary Procedures for Spousal and Strategic 
Hiring  

5.1 From time to time, it may be in the University’s best interest to act expeditiously in order to be 
able to make an offer of employment for a Spousal Hire or a Strategic Hire. In such cases, and 
subject to the requirements and limitations outlined in Part C.5.4 below, the expedited hiring 
procedures shall be considered equivalent to, and used in lieu 
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i. has unique expertise that has resulted in exceptional impact on their discipline or field and 
is of a calibre equivalent to international standing, 

ii. has demonstrated unique research and scholarship, teaching activities and/or scholarly 
engagement that has resulted in a broad, heightened awareness of the perspectives of 
either Indigenous peoples or other equity-deserving groups in the community at large, 

iii. is expected to achieve significant breakthrough discoveries and/or exert cutting-edge 
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5.4.11 As soon as possible after the provisions outlined above have been carried out, the Dean of the 
Home Unit shall convene a meeting of the Hiring Committee to consider the proposed hire and 
to make its recommendation. The Hiring Committee shall take into account criteria as outlined 
in Part B, as appropriate. 

6. Equitable & Inclusive Hiring Initiatives  

6.1 The University is committed to equitable and inclusive hiring practices consistent with the 
principles of EDIA and Indigenous Strategies in order to achieve diverse representation in its 
academic staff. From time to time, the University may wish to engage in an Equitable & Inclusive 
Hiring Initiative in accordance with the AHRA. 

6.2 An Equitable & Inclusive Hiring Initiative 
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7. 
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1. Definitions  

1.1 For the purposes of this Handbook, the following definitions apply (listed alphabetically): 

i. “AHRA”, stands for the Alberta Human Rights Act. 

ii. “Collective Agreement” means the Collective Agreement between the Governors of the 
University of Calgary and the Faculty Association of the University of Calgary in force at the 
time the provisions of this Handbook are being applied. 

iii. “Conjoint Unit” refers to the Faculty, Department or Unit that a cross-appointed academic 
appointee will join as part of their secondary affiliation. 

iv. “Dean” means the Dean, or Dean equivalent of a Faculty as defined in ix.  

v. “EDIA” stands for equity, diversity, inclusion, and accessibility.  

vi. “Equity-Deserving Groups” are communities that experience significant collective barriers 
in participating in society. These barriers may encompass attitudinal, historical, social, and 
environmental barriers based on prohibited grounds as outlined in the AHRA.  

vii. “Equitable & Inclusive Hiring” refers to programs designed to meet the requirements 
outlined in Section 10.1 of the AHRA which states:  

“ It is not a contravention of this Act to plan, advertise, adopt or implement a policy, program 
or activity that
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c. has been recommended for, or holds, either a non-academic or a Senior Leadership 
Team position. 

xii. “Spousal Hire” refers to the spouse of a marriage or spousal equivalent of a Primary Hire 
who has the qualifications to hold an appointment as an academic staff member and who 
desires to do so; 

xiii. “Strategic Hire” refers to specific individuals who will bring the greatest possible recognition 
to, and/or significantly enhance the reputation of, the University because they meet one or 
more specific criteria (outlined in Part C.5.3), and cannot be recruited using the normal 
procedures;  

xiv. “Transdisciplinary” means an appointment across one or more Units.   

2. Authority and General Considerations  

2.1 Within this Handbook, criteria for Renewal, Transfer, Tenure and Promotion, and Merit 
Assessment, are established by the University’s General Faculties Council (GFC) pursuant to 
Articles 28.4 and 29.2 of the Collective Agreement 
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2.7 Where senior leadership team members are to be appointed to academic positions, in 
accordance with the “Policy on the Appointment and Reappointment of Deans” and the 
“Procedure for Adding an Academic Appointment to a Senior Leadership Team Position,” such 
appoint
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scholarship, teaching, and service, 

ii. of how the Faculty interprets these functions (i.e., the various activities that the Faculty 
defines as legitimate and appropriate research and scholarship activities including creative 
and/or artistic activity), 

iii. of how the Faculty values knowledge engagement and transfer (the ways in which public 
and private sectors benefit from research), entrepreneurship, and innovation,  

iv. the relative weighting of the activities outlined in i., ii., and iii. as defined by the discipline 
or field, applicable to academic rank and stream, 

v.  the ways in which the Faculty applies the DORA principles in assessing research and 
scholarship activities in Appointment, Renewal, Transfer, Tenure and Promotion, and Merit 
Assessment, 

vi. that clearly articulates any expectations with regard to different types of funding, 

vii. of how the Faculty assesses other duties such as clinical or professional responsibilities, 
where applicable,  

viii. of how the Faculty assesses contributions to service activities as well as administrative 
duties,  

ix. 
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requisite for research and scholarship, and/or cognitive and implicit bias and/or 
discrimination, influencing app
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PART B 
Criteria for Appointment, Renewal, Transfer, Tenure, 

Promotion, and Merit Assessment 
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members and the University shall be the importance of high-quality research and scholarship 
and/or other creative or professional activities.  

1.2.2 Research and scholarship and/or other creative or professional activities may include: 

i. fundamental research that creates new knowledge including research creation and creative 
practice, 
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evaluation of written work, advice, and guidance to trainees on their research methods and 
experimental approaches, supervision of experiential activities, participation on supervisory 
committees, or serving as an external examiner.  

1.3.5. Mentorship of undergraduate or graduate students, post-doctoral scholars, and/or other 
trainees, and/or colleagues, is also an important dimension of teaching. Mentoring activities may 
include one-on-one or group discussions, sharing knowledge, and providing advice and 
guidance/counselling. These mentorship activities may include career planning, goal setting, 
development of a curriculum vitae, employment opportunities, and/or other direction that is 
instrumental to a successful educational experience in the University and beyond.   

1.3.6 Educational leadership is a dimension of teaching that advances innovation of, and expertise in, 
teaching and learning, with impact beyond the classroom. This may include contributions to 
curricular development and renewal, pedagogical innovations, evidence-based and/or practice-
based educational activities including Indigenous teaching practices, the sharing of pedagogical 
expertise through publications, or formal educational leadership roles in the academic unit or 
beyond. 

1.3.7 The University also recognizes the legitimate role of academics in collaborating with partners in 
knowledge creation and innovation, or as ‘knowledge brokers’ in transferring new knowledge 
and innovations to persons in government, business, industry, the professions, and broader 
communities through the organization and presentation of seminars, workshops, and short 
courses.  

1.4 Service 

1.4.1 Academic staff members have a responsibility to contribute through service to move the 
institution forward through collegial governance, to advance academic disciplines, and to impact 
communities and society. Service means active participation and shared responsibility in 
academic governance, and development in matters relevant to the progress and welfare of the 
academic staff member’s Department, Unit, Faculty, Institution, discipline, and profession.  

1.4.2 
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1.4.4 Service to an academic staff member’s disciplines or profession may include membership on 
committees or executive bodies of academic or professional organizations, editorial boards of 
disciplinary or interdisciplinary journals, national or international granting agency councils, on 
grant selection committees and adjudication panels of regional, provincial, national, or 
international agencies, and similar professional activities. Service may also involve organization 
of conferences, seminar series, workshops or presentation of short courses within the University, 
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2. Requirements for Academic Staff Ranks and Streams  
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2.3.3 For appointment at, or promotion to, the rank of Associate Professor, it is expected that a record 
of high-quality research and scholarship such as peer-reviewed or refereed presentations or 
publications in an academic, community or artistic forum suitable to the discipline or field has 
been achieved, or that other measurable contributions to professional practice, knowledge 
engagement, innovation, or entrepreneurship have been achieved. Evidence of ability to obtain 
funding to sustain a research program is normally required (see also Part B.1.2.7).  

2.3.4 In some disciplines or fields, and depending upon assigned duties, appointment at or promotion 
to the rank of Associate Professor may require the academic staff member to have successfully 
taught a variety of courses and provided evidence of teaching effectiveness (e.g., as part of a 
Teaching Dossier). This may be demonstrated by contributing to course and/or curricular 
development, serving as a member of graduate student supervisory committees, providing 
trainee mentorship, and/or demonstrating successful supervision or co-supervision of 
undergraduate or graduate students, post-doctoral scholars, and/or other trainees. Teaching 
effectiveness and expertise also includes a demonstrated ability to design learning experiences 
grounded in a clearly articulated teaching, and/or mentorship, and/or supervisory philosophy 
(see also Part B.1.3.2 to B.1.3.5).  

2.3.5 For appointment at, or promotion to, the rank of Associate Professor, a satisfactory record of 
and active involvement in university, professional or community service that has demonstrated 
commitment to the Department, Unit, Faculty, University or wider community is also expected, 
as defined in the relevant Faculty Guidelines.  

2.3.6 When an academic staff member holds a tenure-track appointment at the rank of Assistant 
Professor, the granting of promotion to the rank of Associate Professor normally carries with it 
the granting of tenure. 

2.4 Requirements for Professor  

2.4.1 Appointment at, or promotion to, the rank of Professor is reserved for those whose academic 
achievements would normally be recognized by their peers within the University and beyond to 
be of a calibre equivalent to international standing and as outstanding in their community, 
discipline, or field. According to discipline or field, indicators may vary. Within the context of this 
paragraph, some examples are as follows: 

i. evaluation by recognized authorities external to the University, who are qualified to 
evaluate the applicant, 

ii. publication of high-quality peer-reviewed works in appropriate journals of the field, or 
equivalent juried creative work 

iii. preeminent or influential creative or professional awards or prizes that bring distinction to 
the University, 

iv. keynote address or invited speaker to high-calibre conferences, seminars, or workshops, at 
leading venues, 

v. invitation to contribute to edited collections, 
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goals, supporting student learning activities and engagement, and creating assessment strategies 
may also be required.  

2.5.2 Appointment to the rank of Assistant Professor (Teaching) requires engagement in the research 
and scholarship required to maintain currency in pedagogy and curriculum design of the relevant 
discipline or field as well as engaging in other scholarly professional or creative activities that 
strengthens and informs the academic staff member’s knowledge base and expertise as an 
Assistant Professor (Teaching). 

2.6 Requirements for Associate Professor (Teaching) 

2.6.1 In addition to the requirements for an Assistant Professor (Teaching), appointment at, or 
promotion to, the rank of Associate Professor (Teaching) requires evidence of teaching 
effectiveness (e.g., as part of a Teaching Dossier), a demonstrated ability to apply scholarly 
approaches to teaching and learning and student engagement, to design student learning 
experiences and assessment strategies grounded in a clearly articulated teaching philosophy, 
and to engage in scholarly, professional, or creative activities that inform and expand the 
academic staff member’s knowledge base as an Associate Professor (Teaching). Depending on 
duties assigned, and as defined in Faculty Guidelines (see Part A.3.7.xii.) this may include, but 
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leadership contributions to teaching and learning. Promotion to Professor (Teaching) requires 
documented evidence of distinguished achievement in three of the following four categories:  

i. professional learning and development: engaging in professional development to improve 
teaching and student learning, 

ii. research and scholarship: consulting relevant scholarly sources to design and implement 
teaching and learning experiences, conducting and sharing research and scholarship on 
teaching and learning to advance knowledge in the teaching and learning community, 

iii. mentorship: supporting the teaching and academic development of faculty and students, 

iv. educational leadership: activities that advance teaching and learning communities by 
sharing expertise that helps others to strengthen their teaching practice. 

2.7.2 Notwithstanding demonstrated distinction in teaching effectiveness and expertise, appointment 
at or promotion to, the rank of Professor (Teaching) shall normally only be recommended where 
the academic staff member has clearly established an outstanding reputation, demonstrated 
through educational leadership contributions to the theory and practice of teaching and learning, 
and by impact on, or innovation within, the relevant community, discipline or field, resulting in 
distinguished peer-recognition. According to discipline or field, indicators may vary.  

Some examples are as follows: 

i. 
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who consistently demonstrates a high standard of achievement in all areas and roles and 
demonstrates due diligence in meeting assigned duties. 

3.4.2 When an academic staff member applies for Professor or Professor (Teaching), the FTPC shall 
consider the complete career record of the academic staff member at the University of Calgary 
and elsewhere.  

3.5 Transfer between Streams  

3.5.1 In accordance with Articles 28.7.6 and 28.10 of the Collective Agreement, all provisions regarding 
promotion shall apply to the process of transfer between streams with the question being 
whether the academic staff member seeking the transfer meets criteria for the new rank. A 
tenured academic staff member may not apply for a rank that normally does not include tenure 
(e.g., Assistant Professor or Assistant Professor (Teaching). 

3.5.2 In the event that an academic staff member wishes to apply to transfer from one stream to 
another (i.e., teaching and research stream to teaching-focused stream or teaching-focused 
stream to teaching and research stream), the same criteria as outlined above must be met. In 
the event that an academic staff member meets these criteria, the FTPC members shall evaluate 
them based upon the rank and stream to which they are transferring, ensuring that all criteria as 
set out above, and in Faculty Guidelines, have been met. 

3.6 Additional Considerations for Renewal, Tenure and Promotion  

3.6.1 Outside Professional Activity shall be considered in determining career advancement to the 
extent that any such activity contributes to fulfilling the obligations of the academic staff 
member to the University and to enhancing 
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step for constructively and continuously improving the quality of teaching and the student 
experience across the University.  

4.3.2 Teaching expertise and effectiveness shall be assessed as part of the performance review for 
merit assessment purposes. Such evaluation should consider all ways academic staff members 
address their teaching responsibilities and interact with undergraduate or graduate students, 
post-doctoral scholars, and/or other trainees. Evaluations of teaching activities should also 
consider the extent of innovation, preparation, reflection and integration of current knowledge, 
level of interest, direction, and encouragement demonstrated by the academic staff member. 
Participation in teaching development programs and/or seeking expert opinion to assist in 
improving teaching and learning shall be viewed as an indication of commitment to teaching. In 
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PART C 
 

Academic Appointments Selection Procedures, 
Position Posting, Expedited Procedures for  

Spousal and Strategic Hiring, 
Equitable and Inclusive Hiring Initiatives 
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1. General Considerations 

The University of Calgary is strongly committed to an equitable and inclusive campus, and recognizes 
that a diverse faculty, including Indigenous faculty, benefits and enriches the work, learning, and research 
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All such written feedback shall be reviewed and accorded appropriate weight by members of the 
Committee. Candidates will be informed that members of the relevant Faculty, Department or 
discipline(s) will be provided access to the candidates’ Curriculum Vitae. 

3.4.2 The Committee shall develop a core set of position-related interview questions designed to 
identify academic excellence, on which each candidate's evaluation will be based. Normally, 
these questions should be asked of all candidates during the committee interview to ensure 
consistency and to allow comparative judgments to be made. Behaviour-based questions are 
considered the norm, which means that hypothetical questions should largely be avoided in 
favour of questions that the candidate can answer by relying on past experience and examples. 
Committee members are not permitted to ask questions relating to protected grounds under the 
AHRA, except as otherwise permitted by law.  

3.4.3 The Committee shall ensure that all candidates have the opportunity to ask questions outside 
the formal interview process.   

3.4.4 Good stewardship is essential during the interview process. To this end, candidates shall be 
provided with a chance for confidential discussions with Faculty and/or Staff members not 
directly involved in the search, who can provide information about schools, housing, childcare, 
places of worship, or any other types of information that might be needed for a candidate to 
envision themselves joining the community. Candidates may be introduced to Faculty members 
with similar research interests, if applicable.  

3.4.5 All candidates shall receive the same tailoring of visits, and principles of equity, fairness and 
transparency shall be followed. If candidates require alternative arrangements, 
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example, many candidates may have articles published in non-peer reviewed journals on 
important issues, produce research to meet community needs for future generations of 
Indigenous peoples, or may be a recently appointed post-doctoral scholar with fewer 
accomplishments compared to one who has completed one or more post-doctoral 
scholarship positions, 

ii. fairly assess research and scholarship activities that may be considered outside of the 
mainstream of the discipline,  
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Vice-President (Academic) and the members of the Committee and provide a rationale for their 
decision.  

3.7  Letter of Appointment  

3.7.1 
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in Part B, as appropriate. 

6. Equitable & Inclusive Hiring Initiatives  

6.1 The University is committed to equitable and inclusive hiring practices consistent with the 
principles of EDIA and Indigenous Strategies in order to achieve diverse representation in its 
academic staff. From time to time, the University may wish to engage in an Equitable & Inclusive 
Hiring Initiative in accordance with the AHRA. 

6.2 An Equitable & Inclusive Hiring Initiative (see also Part A.1.1.viii.) means any job competition that 
gives preference to, or is only open to, one or more equity-deserving groups with the objective 
of amelioration, in accordance with the AHRA. In the case of a bona fide occupational 
requirement, the same procedures will apply. 

6.3 The Deputy Provost, a Vice Provost, or a Dean may propose an Equitable & Inclusive Hiring 
Initiative which requires approval by the Provost and Vice-President (Academic).  

6.4  The following information must accompany a request for the Provost’s approval of an Equitable 
& Inclusive Hiring Initiative: 

i. An outline of the proposed initiative and its objective (e.g., decreasing under-representation, 
supporting community-engaged scholarship, developing certain areas of research), 

ii. A summary of evidence supporting the need for the initiative (e.g., University EDI data and/or 
local, provincial, and/or National data relevant to the proposed initiative),  

iii. Any proposed adjustments to the Position Posting and Academic Appointments Selection 
Committee, 

iv. Confirmation of consultation with Human Resources, Labour Relations, and the Faculty 
Association, as well as the Vice Provost (Indigenous Engagement) and/or Vice Provost (EDI), 
and a brief summary of those consultations, 

v. The proposed Position Posting that clearly articulates the range of candidates to whom the 
position is open,  

vi. Any other information that the Provost & Vice-President (Academic) deems necessary to 
evaluate the proposed initiative. 

6.5. Once an Equitable & Inclusive Hiring Initiative has been approved, the Academic Appointment 
Selection Committee will be selected as described in Part C. 3.1. Once the Academic Appointment 
Selection Committee is in place, the procedures outlined above in Part C. 3.2 to C. 3.9 shall be 
followed. The language of the proposed Position Posting listed in Part C. 6.4.v. above, may, 
however, be revisited by the Committee before being released for publication. 

7. 



 

39 |  P a g e 

offered [as per Collective Agreement Article 1.6.f)]. In this instance, the Special Limited Term 
appointment shall be a non-renewable one-year term, and the offer may be made without 
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General Faculties Council Executive Committee 
Academic Staff Criteria and Processes Handbook Working Group 

Terms of Reference 
 
1. ESTABLISHMENT  
  
The General Faculties Council (GFC) Executive Committee (EC) is responsible to periodically review and 
make recommendations for changes to the Academic Staff Criteria and Processes Handbook (the 
Handbook) for approval by GFC.  
  
To assist it in carrying out its work effectively and productively, the EC hereby establishes a working group 
called the Academic Staff Criteria and Processes Handbook Working Group (the Working Group) under 
these Terms of Reference, and delegates to the Working Group the responsibilities set out hereia the Provost (ex officio)  

 

Academic Co-Chair (non-voting) 
One academic staff member from a list of seven individuals nominated by the Faculty Association and 
appointed by the GFC
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5. MEETINGS, QUORUM AND VOTING  
  

The Working Group will meet in accordance with a schedule agreed to by the Administrative Co-Chair and 
Academic Co-Chair. Additional meetings may be called by the Co-Chairs as necessary to deal with business. 
Meeting items will be determined by the Co-Chairs or by resolution of the membership of the Working 
Group. 
 
In the event that a member is absent from two or more consecutive meetings without notice, the Co-
Chairs may request that a substitute be appointed for the duration of the absence of the member or may 
declare the member’s position vacant and ask that a replacement be appointed for the balance of the 
member’s term. Appointments under this provision will be conducted in accordance with the regular 
appointment process for that member. 
 
A 
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5. MEETINGS, QUORUM AND VOTING  
  

The Working Group 



 
GENERAL FACULTIES COUNCIL EXECUTIVE COMMITTEE 

Report to General Faculties Council 
for the meeting held February 15, 2023 

 
 
The following report is submitted on behalf of the General Faculties Council (GFC) Executive Committee (EC). 
 
 
Revisions to the Academic Staff Criteria and Processes Handbook 
 
The EC was reminded of the mandate and membership of its Academic Staff Criteria and Processes Handbook 
Working Group (ASCPHWG), and heard that the ASCPHWG and its resource planning sub-group have each 
been meeting monthly and the ASCPHWG co-chairs have been conducting consultations as needed. 
 
The EC received a presentation summarizing the ASCPHWG’s proposed revisions to the Academic Staff 
Criteria and Processes Handbook. The EC heard that some of the revisions are housekeeping revisions and 
others are intended to provide greater clarity in the document. It was reported that revisions further 
incorporating the University’s commitment to the principles of the Declaration on Research Assessment 
(DORA) will be brought forward in the future. 
 
In response to questions, it was reported that: 

�x The wording in the Handbook must align with the Collective Agreement between the Faculty 
of funding”  

�x The socialization and operationalization of the Handbook is allowing for the identification of sections 
that need to be refined. It is expected that ongoing periodic reviews of the Handbook will occur, and 
that proposed revisions will be brought forward when necessary. 

 

Approval of Revisions to the Academic Staff Criteria and Processes Handbook Working Group Terms of 
Reference 
 
Following a presentation of the proposed revisions, the EC voted to approve the revisions to the ASCPHWG 
Terms of Reference. 
 
Recommendation of the Interdisciplinary and Transdisciplinary Graduate Program Governance 
 
The EC reviewed the proposal to designate the Faculty of Graduate Studies (FGS) Faculty Council responsible 
for the oversight of interdisciplinary and transdisciplinary graduate programs that are not within another 
Faculty, and heard that because, as the University advances its interdisciplinary and transdisciplinary 
scholarship, there will be an increasing number of proposals. The EC heard that the FGS Faculty Council has 
broad representation from graduate programs across the University, and that this arrangement does not 
remove the requirement for consultation with units involved in an interdisciplinary or transdisciplinary 
program or change the approval process for courses within the programs. 
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In response to questions, it was reported that: 

�x There will be checks and balances in place to ensure that pieces such as the program budget and 
operational and teaching needs are addressed in proposals and that thorough consultation has taken 
place 

�x It is possible that interdisciplinary and transdisciplinary programs will become part of a separate unit 
(i.e. the Graduate College) in the future, which will have a steering committee and established 
consultative and communications network 

 
Discussion included that: 

�x This streamlined process should reduce proponents’ frustration and the time needed to achieve 
proposal approval as some proponents were taking proposals to each Faculty Council involved 

�x The persons most engaged in interdisciplinary and transdisciplinary work may not serve on the FGS 
Faculty Council, and so broad consultation on matters such as curriculum changes will be necessary 

 
The EC voted to recommend that the GFC approve the Faculty of Graduate Studies as the Faculty Council 
responsible for oversight of interdisciplinary and transdisciplinary graduate programs where FGS is the 
academic and administrative home. 
 
Review of the Draft March 9, 2023 GFC Agenda 
 
The EC reviewed the draft agenda for the March 9, 2023 GFC meeting. 
 
In response to questions, it was reported that: 

�x The estimated times on the agenda will be carefully reviewed before the agenda is finalised 

�x The “Statutory Declaration Process” discussion item will be discussed by the Academic Planning and 
Priorities Committee before it is discussed by the GFC, and a briefing note will be provided 

 
_______________________________________________________________________________________ 
Ed McCauley, Chair and Penny Werthner, Vice-Chair 
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Standing Reports 
 
The TLC received reports on the current activities of the  Course Feedback Implementation Working Group, 
Taylor Institute for Teaching and Learning, Graduate Students’ Association, and Students’ Union. 
 
 
Leslie Reid, Co-Chair, and Barbara Brown, Academic Co-Chair 
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Sincerely, 
 
Joule Bergerson 










