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DEMOGRAPHICS OF TENURE-STREAM MUSIC 
FACULTY IN CANADIAN POST-SECONDARY 
INSTITUTIONS

Louis Bergonzi, Deanna Yerichuk, Kiera Galway, and Elizabeth Gould

Introduction
The tenure process is a defining element of the workplace culture in Canada’s 
post-secondary music institutions and plays a key role in the lives of most aca-
demics, functioning simultaneously as an implicit basis for hiring, a mechan-
ism for retention and initial promotion experience. Although it is a strongly 
contested and fraught system, tenure is a critical measure by which academic 
success is assessed and career stability achieved.

Despite the importance of tenure to Canadian universities, there is a lack 
of comprehensive, trustworthy research on demographics of music faculty in 
post-secondary institutions, the tenure process itself, and its impact on the 
lived experience of those involved. While research on post-secondary music 
institutions in the United States has been ongoing since the early 1970s, stud-
ies investigating the demographics of Canadian post-secondary music institu-
tions are noticeably absent. McLean and Jobin-Bevans’s 2009 survey collected 
general data on Canada’s various post-secondary music institutions, including 
information on enrolment, staffing, programs, facilities, and student-to-fac-
ulty ratios. Their survey provides a useful and necessary starting point, albeit 
with incomplete data sets. They suggest that further, more detailed research is 
needed on Canadian university music institutions and call for increased col-
laboration among MusCan members to create and maintain information on 
the country’s post-secondary music institutions. This suggests a need for more 
current, accurate statistical data on Canadian university music education, spe-
cifically demographic data on members of the professoriate.

This article aims to address the paucity of demographic information iden-
tified by McLean and Jobin-Bevans by presenting the findings in the first 
phase of the larger mixed-methods study, “Living with Tenure.”1 The study, 
funded by the Social Sciences and Humanities Research Council of Canada, 
endeavoured to investigate tenure through an equity lens, paying particular 

1 The first phase of the study used a survey to gather demographic information from forty-four 
Canadian post-secondary music institutions. The second phase employed institutional ethnography 
to explore the interaction of texts and people throughout the tenure process at three specific institu-
tions. In the third phase of the project, participants shared their experiences and stories relating to the 
tenure process. 
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attention to gender and race/ethnicity, with the overall goal of strengthening 
higher education in music through insights that might contribute to making 
the tenure process more equitable. However, we were equally motivated by the 
lack of data available on Canadian post-secondary music programs, particu-
larly on faculty members. As such, the project overall was oriented to three 
main objectives: first, to craft a statistical snapshot specific to the Canadian 
post-secondary music context; second, to gain insight on the tenure process as 
it is institutionally regulated; and third, to animate statistical data by bringing 
forward narratives of individual tenure experiences. This article speaks to the 
first of these objectives by presenting a statistical overview of current tenure 
demographics in Canadian post-secondary music institutions. While the au-
thors provide preliminary analysis of the findings, particularly through an 
equity lens, our primary objective is here is to provide statistical analysis and 
demographic data that build on the work of McLean and Jobin-Bevans (2009) 
to create a baseline of data specific to the Canadian context.

Context and Review of the Literature
Research on tenuring practices focuses on social groups that have historically 
been underrepresented in tenured positions, including women and people of 
colour (Cooper and Stevens 2002; Dooris and Guidos 2006).2 The bulk of this 
research has been conducted in the United States, suggesting a need for simi-
lar work in Canadian contexts. Research topics include, for example, adverse 
effects of the “double day” for women that adds responsibilities of mothering, 
care-giving, and domestic responsibilities to a full academic career (Armenti 
2004a, 2004b3; Colbeck and Drago 2005; Finkel and Olswang 1996; Mason and 
Goulden 2002, 2004; Norrell and Norrell 1996; Rosen 1999; Suitor, Mecom, 
and Feld 2001; Wright and Young 2001). Ornstein, Stewart, and Drakich (2007) 
focus on Canadian post-secondary institutions, and their analysis of promo-
tions of full-time faculty between 1984 and 1999 found not only unequal ratios 
between men and women faculty members but also differences between men 
and women in time to promotion and tenure.4

The majority of research on tenure processes has focused on gender dispar-
ity, with less concentration on race/ethnicity. That said, a number of studies 
address the effects of marginalization and racism (perhaps unintended, but 
nonetheless real) experienced by people of colour in post-secondary contexts 
(Boyd, Cintrón, and Alexander-Snow 2010; Damasco and Hodges 2012; Diggs 
et al. 2009; Fenelon 2003; Holmes, Land, and Hinton-Hudson 2007; Perna 
2001; Thomas 2006; and Trower 20025). Statistical data from both the College 
Music Society (CMS) and the US National Association of Schools of Music 
(NASM) confirm some of the problems associated with unequal representation 
of minorities in post-secondary music institutions.

2 Both U.S. studies. 
3 Canadian study.
4 See also Stewart, Ornstein, and Drakich (2009).
5 All U.S. studies.
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The findings of research conducted by CMS and NASM further suggest that 
women and people of colour are disproportionately underrepresented among 
tenured faculty members at music institutions. In 2009, women earned 47 per 
cent of music doctoral degrees in the United States (data not available in Can-
ada), but constituted only 36 per cent of assistant professors and 29 per cent of 
associate and full professors in the United States (Higher Education Arts Data 
Services 2010). Considering the high degree of similarity between statistics on 
university music professors in the United States (ibid.) and in Canada (Gould 
2011), it is possible that similar disparities exist in Canada, but research is ne-
cessary to confirm this.

Our larger research project, Living with Tenure, in part updates these previ-
ous studies by focusing specifically on the tenure distribution of women and 
people of colour within the university music programs in Canada, as well as 
exploring both institutional and individual experiences of the tenure process. 
A necessary first step in the larger project was to provide a snapshot of current 
tenure demographics in Canadian post-secondary music institutions, and this 
article takes that first step by presenting the findings of the first phase of the 
larger research project.

Given the absence of such a profile, we conducted a survey to determine 
the socio-demographic characteristics of tenured and tenure-track faculty, 
focusing on representation of women and people of colour. Although recent 
articles in academic journals (e.g., Acker, Webber, and Smyth 2012) and trade 
publications (e.g., Curtis 2014) both suggest that contract positions are on the 
rise while tenure-track positions are disappearing, we gathered data only on 
tenure-track faculty members with the rationale that, as a pilot project, this 
research could best begin by focusing on this more clearly defined group that 
sets work expectations and standards in post-secondary institutions. Further, 
the tenure process remains the most important element in the career of an 
academic, offering access to employment security as well as prestige. We focus 
on tenure-track faculty to build a baseline of data on tenure status and ten-
ure rates, which have not been available in Canadian post-secondary music 
programs.

Methodology
The objective of this phase of the research project was to collect demographic 
information that would provide a snapshot of tenured and tenure-track music 
faculty in universities across Canada, particularly related to gender and race/
ethnicity. The institutions selected to participate in the study were chosen 
based on three requirements: (1) having a tenure/professorial ranking system; 
(2) offering a four-year degree-granting system/offering a major and/or cours-
es in music; and (3) having an administrative system for the music depart-
ment or school. A survey instrument was designed to collect demographic 
data related to tenure and tenure rates in Canadian post-secondary music in-
stitutions that use a tenure/professorial rank system. We identified the head 
of each music department or school primarily through institutional websites, 
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and asked them, or a designate, to complete an online survey by providing 
data based on the then-current 2012/13 academic year. Note that the position 
titles and structures of the music programs varied widely across institutions, 
and therefore for consistency’s sake, we refer to the heads of music programs 
with the term of academic music executive, following the College Music So-
ciety (Miller, Werner, and Hip 2006), as well as the National Association of 
Schools of Music.

The survey asked a series of questions related to tenure-track faculty and the 
numbers of employees overall (see appendix A for the full survey). Specifically, 
the survey collected data on the following areas:

• Music faculty by rank, gender, race/ethnicity, primary area of ap-
pointment (current year)

• Tenure applications by gender, race/ethnicity, primary area of ap-
pointment (current year)

• Successful tenure applications by gender, race/ethnicity, primary 
area of appointment (current year)

• Applications to “stop” tenure clock by rank, gender, race/ethnicity, 
primary area of appointment (current year)

• Existence of mentorship programs (formal or informal)
• Primary area of academic appointment per tenured/tenure-track 

faculty member, in the categories of composition; theory; ethno-
musicology; musicology; music education; conducting; brass; per-
cussion; strings; woodwinds; jazz; piano; organ; early music; voice; 
opera

• Gender, collected in the categories of male and female
• Race/ethnicity, collected using the categories of Aboriginal, Black/

African descent, Caribbean, Hispanic/Latino, white non-Hispan-
ic, Pacific Islander, South Asian (e.g., India, Pakistan, Bangladesh, 
Sri Lanka), East/Southeast Asian (e.g., China/Taiwan, North/South 
Korea, Japan, Thailand, Vietnam)

The categories of race/ethnicity were based on the categories used by the 
College Music Society with the assumption that these categorizations were 
both broad enough to be determined by an administrator about their faculty 
members, yet specific enough to get a sense of the ethnic diversity within music 
divisions of universities. The research team made slight modifications to this 
list to reflect terms and categories specific to Canada, drawing from ethno-
racial categories used by Statistics Canada (2011).

Our selection procedures yielded a valid population of forty-eight institu-
tions from a list of fifty-four potential post-secondary institutions developed 
from the directory of the College Music Society and the directory provided 
by the Association of Universities and Colleges of Canada. To reflect this pilot 
study’s focus on music faculty who are tenured or on the tenure track, the 
researchers set three criteria for participation in the study: that the institution 
have a tenure process; that the institution offer degrees in music or with music 
requirements; and that the institution provide instruction in music. Four 
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institutions were eliminated because they did not meet these criteria.6 Finally, 
the responding administrators had to answer three qualification questions at 
the beginning of survey. The results of this process further eliminated two in-
stitutions that did not meet the criteria required for participation.7

Survey refinement, distribution, and data collection took place over ap-
proximately four weeks in the summer of 2013. First, two academic music 
executives piloted the study, and minor revisions were made that rendered the 
survey usable and valid. The online survey was then distributed to adminis-
trators of post-secondary music programs via an email message that included 
instructions from the principal investigator and a unique email link to the sur-
vey. Using the contact information listed on schools’ websites, follow-up phone 
calls and emails were completed to five institutions that did not receive notice 
of the survey, either because their administrators had pre-opted out of all in-
vitations from the survey company; opted out of the online survey application 
for this study; or for which contact information was inaccurate.

Academic music executives were given fourteen days to respond before be-
ing sent a reminder email. After this, phone calls were made to confirm the 
updated contact information and to encourage their participation by offering 
them the option of completing the survey over the phone or receiving and sub-
mitting the survey as a fillable text document. Five academic music executives 
completed the survey via hard copy or telephone. Post hoc analysis showed 
that the average time to complete the survey online was twenty-one minutes, 
regardless of the size of the faculty, and that academic music executives spent 
less than a minute per faculty member completing the survey for their unit.

During this period, informal feedback from some administrators indicated 
that estimates of full-time equivalents (Question #14) were difficult for some to 
calculate. In light of this information, a revised version of the survey was cre-
ated with this survey item as optional. This modification resulted in four addi-
tional responses. At the end of the response period, twenty-eight responses 
(58.3 per cent) had been received.

Data were analyzed using SPSS software (v. 22; IBM 2013). Pairwise deletion 
was used in our analyses, so that for each analysis cases with missing data were 
not used. Pairwise deletion attempts to minimize loss that occurs by deleting 
all cases with data missing for any single variable in the data set. For this rea-
son, we calculated and reported a separate valid n for each analysis.

6 Their ineligibility was determined through the research team’s first-hand knowledge of these 
institutions. The accuracy of our conclusions was subsequently confirmed by examining each institu-
tion’s online materials. 

7 The three qualification survey questions were: (1) Does the administrative unit for which you 
are responsible have a process for professorial rank faculty tenure? (2) Does the administrative unit 
for which you are responsible offer a four-year or four-plus-year degree or major in music, or include 
music-related instruction as a part of your four-plus-year degree or after-degree programs?, and (3) 
Does the administrative unit for which you are responsible have one of the following: (a) a faculty 
dedicated to music instruction; (b) a university school of music or conservatory; or (b) music instruc-
tion that exists as part of a larger faculty, department, or administrative unit?
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Representativeness of Responses
To assess the representativeness of the data obtained, the randomness of non-
respondents was examined relative to the type of institution as determined by 
the 2013 Maclean’s university annual rankings of universities (Dehaas 2012). As 
part of its excellence ranking procedures, Maclean’s categorizes all Canadian 
colleges and universities into three groups according to “differences in levels of 
research funding, diversity of offerings and breadth and depth of graduate and 
professional programs” (Dwyer 2013). The response rates for comprehensive, 
medical/doctoral, and primarily undergraduate categories, were 62.5, 76.5, and 
33.3, respectively (table 1).
Table 1. Response rates and status by institution type

Institution type

Total (%)Comprehensive
Medical 
doctoral Undergrad

Responded No Count 6 4 10 20

Expected count 6.7 7.1 6.3

% within respondent 30.0% 20.0% 50.0% 100%

% within institution 
type

37.5% 23.5% 66.7% 41.7%

% of total 12.5% 8.3% 20.8%

Yes Count 10 13 5 28

Expected count 9.3 9.9 8.8

% within respondent 35.7% 46.4% 17.9% 100%

% within institution 
type

62.5% 76.5% 33.3% 58.3%

% of total 20.8% 27.1% 10.4%

Total Count 16 17 15 48
% of total 33.3% 35.4% 31.3% 100%

Note: Expected counts are the counts one would expect if there were no relationship between the institution type and 
whether an institution responded or not.

A chi-square test of independence to determine the randomness of the non-
respondents relative to distribution of schools by Maclean’s categories was sig-
nificant, χ2 (2, N = 48) = 6.27, p = .043. In other words, whether or not a school 
responded depended on what type of institution it was, and institutions that 
were primarily undergraduate were less likely to have completed the survey 
than comprehensive or medical/doctoral institutions. Therefore, any conclu-
sions about schools of music in Canada as a whole are biased by the non-ran-
dom pattern of responders and non-responders related to institution type.

However, the interpretive importance of this statistical relationship is 
meaningful relative only to any extent that institution type corresponds: (1) 
to the gender distribution of faculty, and (2) to expectations and procedures 
related to tenure. Our own supplemental analysis and the work of Ornstein, 
Stewart, and Drakich (2007) indicate that expectations related to tenure and 
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promotion of music faculty do not vary by institution type.8 Therefore, and 
with a response rate of 58 per cent, we consider the data from our survey as 
functionally representative of all Canadian music programs.

Results

Description of Music Faculty
According to the survey responses, 84 per cent of tenure-stream faculty mem-
bers in Canadian post-secondary music institutions are tenured (table 2). Ten-
ure-stream faculty represent only 34 per cent of all faculty appointments in 
music.

The size of faculty was also determined by summing the number of individ-
ual faculty profiles recorded in the final question of the survey (Q12) for which 
respondents recorded the gender, race/ethnicity, rank, primary appointment 
area, and tenure status during 2012–13 of each full-time tenure-stream faculty 
member. Respondents also answered questions about tenure action over the 
previous five years (2008–9) up to and including the most recent 2012–13 aca-
demic year.

Since the 2008–9 academic year, sixty faculty members were awarded ten-
ure, three were denied, and one was eligible but deferred (table 4). This rate of 
acting on tenure-eligible faculty, about ten per year, occurred also for the year 
2012–13, during which eleven tenure applications were submitted that resulted 
in six approvals, four delayed decisions, and one deferred application.

8 The first consideration was investigated by supplemental analysis, the results of which 
showed that gender and institution type were not related, χ2 (2, N = 286) = 0.061, p = .97 for the music 
faculty across ranks, or among a subgroup of non-tenured assistant professors, χ2 (2, N = 45) = 0.1.33, 
p < .05. We also note that the randomness of these relationships was stable, whether or not the five 
tenured assistant professors (see table 3 for details) were included among the rank of tenured faculty. 

For the second consideration regarding expectations and procedures related to tenure, Ornstein, 
Stewart, and Drakich (2007), using data about all Canadian tertiary faculties, investigated promotion, 
gender, discipline, and institution type (using the Maclean’s categories used in the current study). 
Their results indicated that variation in the time to promotion by institution type was greater than 
variation by gender and among disciplines. Time to tenure, however, is not analogous to difference 
in tenure expectations. Indeed, in describing the context their study, Ornstein, Stewart, and Drakich 
note how a general escalation of the importance of research for promotion and tenure has homogen-
ized “formal expectations of research, teaching, and service” across undergraduate, graduate, and 
professional faculties (3). Members of the current study’s research team from Canada believed that 
this was also the case for music faculties.
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Table 2. Description of music faculties by tenure statusa (responders N = 28)

Missing 
data n Mean Max Source question

Total faculty sizeb Q4: How many music-specific 
faculty members are there in your 
administrative unit? Consider all 
types of appointment: clinical or 
other non-tenure track, tenured, and 
in tenure track.

Full-time equivalent 1 496.01 18.37 56.74

Head count 3 850 33 122

Tenure stream faculty 286 Q12: Final section of the survey 
focuses on … currently tenured or 
tenure-stream professorial rank 
music faculty, including those about 
whom a tenure action or decision 
was made during 2012–13 … and 
their tenure status during the 
just-completed academic year, the 
2012–13 academic year.

Tenured 229

Not yet tenured 57c

Tenure action last 5 years 1 64 Q6: Over the last 5 academic years 
(in other words, beginning with 
2008–9), how many of these profes-
sorial-rank faculty members (head 
count) applied for and received 
tenure? 

Applied—awarded 1 60

Applied—denied 1 1

Deferred application 2 3
a Survey questions do not necessarily capture faculty from Institution A who were hired at Institution B with tenure.
b This includes all types of appointments, clinical, other non-tenure, and tenure track.
c In addition to head counts reported here, we asked academic music executives to quantify faculty size as full-time 
equivalencies (FTE). A separate question (Q5) was asked about full-time equivalents and head counts for tenure-
stream faculty members who were not yet tenured (head count = 42). Results indicate that most of the difference is 
attributable to the number of faculty about whom tenure action was taken during 2012–13 (table 4).

Table 3. Tenure-stream faculty by rank, gender, race/ethnicity, primary appointment, and tenure 
status (Fall 2012)

Characteristic Count Valid %

Ranka Assistant professor, without tenure 45 15.7

Assistant professor, with tenure 5 1.7

Associate professor, without tenure 7 2.4

Associate professor, with tenure 130 45.5

Full professor 99 34.6

Valid n 286

Gender Female 95 33.3

Male 190 66.7

Valid n 285

. . . . . . . 
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Characteristic (cont’d) Count Valid %

Race/ethnicityb Bi-racial or mixed race 1 0.4

Black/African descent 4 1.4

Caribbean 1 0.4

East/Southeast Asian (e.g., China/Taiwan, North and 
South Korea, Japan, Thailand

7 2.5

First Nations, Inuit, Metis 0 0

Hispanic/Latino 3 1.1

Pacific islander 0 0

South Asian (e.g,. India, Pakistan, Bangladesh, Sri 
Lanka)

5 1.8

White non-Hispanic 255 91.4

Uncertain 3 1.1

Valid n 279

Primary appointment Brass 3 1.1

Composition 32 11.3

Conducting: choral 16 5.7

Conducting: orchestra 6 2.1

Conducting: winds/percussion/bands 5 1.8

Early music 3 1.1

Ethnomusicology 13 4.6

Jazz 13 4.6

Music business/administration 0 0

Music technology 10 3.5

Music theory 28 9.9

Music therapy 4 1.4

Music education 22 7.8

Musicology/historical musicology 48 16.6

Opera/musical theatre 1 0.4

Percussion 4 1.4

Piano/organ/keyboard 35 12.4

Popular music 2 0.7

Strings 15 5.3

Voice 15 5.3

Woodwinds 9 3.2

World music 0 0

Valid n 284
a Ten responses to Q12.5 about tenure status were left blank. Assuming this was unintentional, and because the rank 
of these faculty members was indicated to be “Full Professor” or Associate Professor with Tenure,” we assumed the 
correct response to Q12.5 about tenure status for these faculty members to be “Already tenured: no tenure action 
needed or taken during 2012–13.”
b The “uncertain” option was selected only 3 times; the race/ethnicity question was left blank by only a single institu-
tion. This suggests that data on faculty race/ethnicity are available to academic music executives.

Intersections_35-1.indd   87 9/19/2016   3:26:47 PM



88 Intersections

Table 4. Tenure status and actions taken, 2012–13 academic year (Q12)

Status n Valid %

Already tenured: No tenure action needed or taken during 2012–13 233 81.5

Non-tenured: No tenure action needed or taken during 2012–13 41 14.3

Tenure was approved during 2012–13 7 2.4

Tenure was denied 2012–13 0 0

Tenure was applied for during 2012–13, but a decision was deferred 4 1.4

Was eligible to apply for tenure 2012–13; did not apply 1 0.3

Total 286

Tenure actions according to gender can be described, but differences in tenure 
actions by gender cannot be determined because cell sizes were small (table 5).
Table 5. Tenure action taken by gender (2012–13)

Tenure action during 2012–13

Gender

TotalFemale Male

Applied, approved Count 3 4 7

% within tenure status 42.9 57.1 100.0

% within gender 60.0 57.1 58.3

Applied, deferred Count 1 3 4

% within tenure status 25.0 75.0 100.0

% within gender 20.0 42.9 33.3

Eligible, did not apply Count 1 0 1

% within tenure status 100.0 0.0 100.0

% within gender 20.0 0.0 8.3

Total Count 5 7 12
% within tenure status 41.7 58.3 100.0
% within gender 100.0 100.0 100.0

Note: Cell sizes too small to determine statistical significance.

Faculty Sociodemographics
In this sociodemographic profile of Canadian music faculties, analyses focus 
on whether the nature of the relationship between tenure and gender is one 
that is random, i.e., without bias or predictability.

Music faculties are overwhelmingly male, at a rate of about 2:1 (66.7 male, 
and 33.3 female; table 6), a rate that has remained stubbornly consistent for 
the past forty years.9 Further, this ratio is likely to remain consistent in the 

9 The proportion of women music faculty members in the United States in 1976 was 24.2 per 
cent (Neuls-Bates 1976), growing to 31 per cent by 1986 (Block 1988). However, by 1993, an American 
study using statistics derived from the CMS directory found that women still comprised only 33.6 
per cent of all US music faculty members—of that number, 75 per cent were employed in “two-year 
institutions, community colleges, or in part-time, unranked positions” (Payne 1996, 98). In a 2008–9 
survey completed by institutional members of the US-based National Association of Schools of Music 
(NASM) and volunteer non-member institutions (621 total, approximately one-third of the CMS dir-
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foreseeable future, given that males make up 71.1 per cent of pre-tenure faculty 
members. There is no compensatory cadre of female faculty members in line 
for eventual tenure consideration, suggesting that males continue to be hired 
into tenure-track positions twice as frequently as females. While men are more 
likely to be in the tenure stream, the rate of achieving tenure in music facul-
ties in Canada is statistically independent of gender χ2 (N = 285) = 0.475 (p = 
.49).10 In short, knowing something about a person’s gender does not indicate 
anything about her or his tenure status.
Table 6: Tenure status Fall 2012 by gender

Gender

Tenure status

TotalNot tenured Tenured

Female Count 13 82

Expected count 15 80

% within gender 13.7% 86.3% 100.0%

% within tenure status 28.9% 34.2% 33.3%

Male Count 32 158

Expected count 30 160

% within gender 16.8% 83.2% 100.0%

% within tenure status 71.1% 65.8% 66.7%

Total Count 45 240 285
% within gender 15.8% 84.2% 100.0%

Note: Tenure status was recoded from responses to Rank (Q12.01) as the more reliable option over Q12.5, tenure 
status during 2012–13.
One respondent from a comprehensive school did not complete the section on faculty demographics in the survey. 
Thus, the valid number of institutions reporting the data used here is reduced to 27.

In contrast, gender was significantly related to specialization area (table 
7). Looking at specializations with ten or more members and for differences 
of more than one person than expected, given overall proportions, there is a 
significantly disproportionate number of women not specializing in compos-
ition, technology, and strings. Males are underrepresented in music education, 
musicology/historical musicology, and voice (p ≤ .01). Men and women serve in 
expected proportions as teachers of choral conducting, ethnomusicology, jazz, 
music theory, and piano/organ/keyboard. In consideration of these results, one 
must keep in mind that there are full-time appointments that are categorized 
solely by the faculty members’ primary specialization. It does not capture fac-
ulty who are part-time and/or specialize in more than one area. Even a cursory 
view of MusCan data suggests that that further research is needed to inventory 
and analyze membership of these faculty subgroups.

ectory), women comprised 30.4 per cent of music faculty members (Higher Education Arts Data Ser-
vices 2010). In the Canadian context, near identical percentages were presented by Ornstein, Stewart, 
and Drakich in 2007 for Canadian post-secondary institutions overall, and for music faculty first by 
Gould’s 2011 preliminary study now confirmed through this survey. 

10 The randomness of these relationships was evidenced whether or not the five tenured assist-
ant professors were included among the ranks of tenured or non-tenured faculty. 
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The related distributions between specialization and gender might be a 
latent influence on any relationship between gender and tenure. However, no 
relationship was found between tenure status and specialization (p > .05).
Table 7. Gender by specialization

Specialization

Gender

TotalFemale Male

Brass Count 1 2 3

Expected count 1.0 2.0 3.0

% within primary appointment 33.3 66.7 100.0

 within gender 1.1 1.0 1.1

Composition Count 3 28 31

Expected count 10.2 20.8 31.0

 % within primary appointment 9.7 90.3 100.0

 within gender 3.2 14.7 10.9

Conducting: 
choral

Count 6 10 16

Expected count 5.2 10.8 16.0

 % within primary appointment 37.5 62.5 100.0

 within gender 6.5 5.2 5.6

Conducting: 
orchestra

Count 0 6 6

Expected count 2.0 4.0 6.0

 % within primary appointment 0.0 100.0 100.0

 within gender 0.0 3.1 2.1

Conducting: 
winds/
percussion/
bands

Count 3 2 5

Expected count 1.6 3.4 5.0

% within primary appointment 60.0 40.0 100.0

 within gender 3.2 1.0 1.8

Early music Count 1 2 3

Expected count 1.0 2.0 3.0

 % within primary appointment 33.3 66.7 100.0

 within gender 1.1 1.0 1.1

Ethnomusicology Count 4 9 13

Expected count 4.3 8.7 13.0

 % within primary appointment 30.8 69.2 100.0

 within gender 4.3 4.7 4.6

Jazz Count 3 10 13

Expected count 4.3 8.7 13.0

 % within primary appointment 23.1 76.9 100.0

 within gender 3.2 5.2 4.6

. . . . . . .
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Specialization (cont’d)

Gender

TotalFemale Male

Music 
technology

Count 0 10 10

Expected count 3.3 6.7 10.0

 % within primary appointment 0.0 100.0 100.0

 within gender 0.0 5.2 3.5

Music theory Count 10 18 28

Expected count 9.2 18.8 28.0

 % within primary appointment 35.7 64.3 100.0

 within gender 10.8 9.4 9.9

Music therapy Count 2 2 4

Expected count 1.3 2.7 4.0

 % within primary appointment 50.0 50.0 100.0

 within gender 2.2 1.0 1.4

Music education Count 10 12 22

Expected count 7.2 14.8 22.0

 % within primary appointment 45.5 54.5 100.0

 within gender 10.8 6.3 7.7

Musicology/
historical 
musicology

Count 22 26 48

Expected count 15.7 32.3 48.0

 % within primary appointment 45.8 54.2 100.0

 within gender 23.7 13.6 16.9

Opera/musical 
theatre

Count 1 0 1

Expected count .3 .7 1.0

 % within primary appointment 100.0 0.0 100.0

 within gender 1.1 0.0 0.4

Percussion Count 0 4 4

Expected count 1.3 2.7 4.0

% within primary appointment 0.0 100.0 100.0

 within gender 0.0 2.1 1.4

Piano/organ/
keyboard

Count 14 21 35

Expected count 11.5 23.5 35.0

 % within primary appointment 40.0 60.0 100.0

 within gender 15.1 11.0 12.3

Popular Music Count 0 3 3

Expected count 1.0 2.0 3.0

 % within primary appointment 0.0 100.0 100.0

 within gender 0.0 1.6 1.1

. . . . . . .

Intersections_35-1.indd   91 9/19/2016   3:26:48 PM



92 Intersections

Specialization (cont’d)

Gender

TotalFemale Male

Strings Count 2 13 15

Expected count 4.9 10.1 15.0

% within primary appointment 13.3 86.7 100.0

 within gender 2.2 6.8 5.3

Voice Count 8 7 15

Expected count 4.9 10.1 15.0

 % within primary appointment 53.3 46.7 100.0

 within gender 8.6 3.7 5.3

Woodwinds Count 3 6 9

Expected count 2.9 6.1 9.0

 % within primary appointment 33.3 66.7 100.0

 within gender 3.2 3.1 3.2
Note: Contingency coefficient = .333. p ≈.012. Valid N = 284

Supportive Structure for Non-Tenured Faculty: Pausing 
Clock and Mentoring
Formal mentoring programs are rare, whereas allowing faculty to suspend the 
tenure clock is common. Allowing pre-tenure faculty to request a pause in the 
tenure clock is possible at twenty-one of twenty-eight institutions. Mentoring 
programs are almost inversely rare to the ability to pause the clock, with only 
32 per cent of valid respondents answering in the affirmative to the question 
about whether their institution has “a formal mentoring program for tenure 
track faculty that occurs on a regular, systematic basis.” The four respondents 
who chose the “Other” option to this question offered statements, which are in-
cluded in Appendix B. One comment about the nature of alternatives to men-
toring is offered here as summary of the collection of four: “No mentoring per 
se, but clear information and feedback that is fundamentally important for a 
candidate’s success.”

Tenure and Race/Ethnicity
The survey also asked respondents to provide demographic data on the ethnicity/
race of their tenure-track faculty. Of the 280 tenure-stream faculty reported in 
the survey, fully 256 tenure-track faculty were reported as white, non-Hispanic. 
The next highest category was Eastern/Southeast Asian, with 7 tenure-track fac-
ulty (refer to table 3). Because of such low sample sizes in any category besides 
the “white, non-Hispanic” category, inferences could not be drawn about the 
relationships between race and tenure, or race and specialization.
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Discussion
In Canadian university music divisions, professors are tenured at an extremely 
high rate: of the tenure decisions made in the 2012–13 academic year, not one 
institution reported denying tenure to any faculty member who applied, echo-
ing the findings of Stewart, Ornstein, and Drakich (2009) on Canadian post-
secondary faculty overall. However, several respondents reported that four 
applicants (three male, one female) deferred the tenure decision, and there was 
one reported case of a female professor being eligible, but choosing not to apply 
for tenure (see appendix D for a full list of respondent comments related to 
tenure decisions).11

What analysis of the current study did find was that the distribution of ten-
ure is statistically independent of gender, meaning that females are no more or 
less likely than males to be tenured, again confirming the findings of Stewart, 
Ornstein, and Drakich (2009). However, Canadian post-secondary music in-
stitutions have a much higher proportion of male tenure-track faculty over-
all, at a rate of about 2:1, a rate that has remained obstinately constant since 
Adrienne Block (1974, 1988) first started studying tenure and gender in post-
secondary music programs. Perhaps more importantly, our analyses indicate 
that this distribution is not going to be changing anytime soon: while males 
represented approximately two of three of faculty who already had tenure 
in the 2012–13 academic year, males comprised an even larger proportion of 
faculty who had not yet achieved tenure (71 per cent). This suggests that, de-
spite affirmative action policies ostensibly adopted by Canadian universities 
in previous decades, men continue to be hired at twice the rate of women into 
tenure-track positions. What affirmative action policies have been adopted and 
implemented by institutions warrants further investigation, as do processes for 
recruiting and hiring tenure-stream faculty. While gender appears to be a fac-
tor in these processes, it is unclear how. Perhaps, as Acker, Webber, and Smyth 
(2012) argue, the experiences and processes of tenure may be highly gendered 
even while tenure rates between men and women are commensurate. We an-
ticipate gaining some insight into these questions through the second phase of 
research underway, which is studying the tenure processes of three Canadian 
post-secondary music programs.

Results of data analyses suggest that women’s and men’s primary appoint-
ment to a specialization occurs disproportionately to their representation 
across the entire music faculty in Canada. For example, women are under-
represented as specialists in composition, technology, and strings, while they 
dominate in music education, musicology–historical musicology, and voice. 
Further research is needed to investigate the relationship between gender and 
specialization to understand the factors at play that shift the gender ratios 
among subdisciplines.

11 Future phases of the larger research project, Living with Tenure, of which the current study 
is the initial part, will focus on the tenure process itself, both from the perspective of the institutions 
overseeing the tenure process, and from the perspective of those in the tenure stream. We anticipate 
that these upcoming phases of research will offer insight into whose applications are being deferred 
or not, and the reasons behind this.
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In examining race/ethnicity among tenure-track music professors, results 
point to a stunning imbalance in Canadian post-secondary music programs. 
Consider the simple tally of the responding institutions to the survey: if all cat-
egories besides “white, non-Hispanic” were combined, including the “uncer-
tain” category, then by that tally, the “white non-Hispanic” category accounts 
for 91 per cent of all reported tenure-track faculty in the survey. Consequently, 
it was not possible to draw any comparative conclusions about tenure in rela-
tion to race/ethnicity based on statistical analyses. Given such high rates of 
tenure approvals reported overall, it may be possible that race/ethnicity has as 
little to do with the tenure decision as gender, but the very fact of such small 
numbers of non-white tenure-stream faculty members should give pause 
for anyone concerned with the racial and ethnic representativeness of music 
faculty.

Findings indicate that most post-secondary institutions have formal mech-
anisms in place for pre-tenure faculty to take a leave of absence without detri-
mentally affecting their tenure process, and several comments from the survey 
indicate there are policies that allow for extending the tenure timeline. While 
neither the effectiveness of these mechanisms nor the experiences of requesting 
for leaves can be determined through the survey, the simple existence of such 
mechanisms suggests that many universities have addressed some equity con-
cerns related to parental leave by having these policies in place. Finally, the 
issue of mentoring warrants closer investigation, given how few institutions 
report having a formal mentoring process in place for their pre-tenure faculty. 
At the same time, comments from the survey suggest that many institutions 
support their candidates using informal and ad hoc mechanisms. Further re-
search may discover whether formal mentoring programs improve the tenure 
experience for tenure-track faculty, or perhaps identify promising practices 
in mentoring that may improve or streamline the tenure process for tenure 
candidates.

Implications
This study addresses the gap in Canadian-specific data on post-secondary 
music faculty, which may prove useful to academics and administrators look-
ing for statistical data on music faculty in Canada. By producing accurate, 
comprehensive statistical data of post-secondary music faculties in Canada re-
lated to tenure, gender, race/ethnicity, and primary teaching area, this article 
provides a socio-demographic snapshot—a first step toward considering pros-
pects for change.

What is clear from our findings is that post-secondary music faculty are the 
norm rather than the exception to tenure-track faculty in North American 
post-secondary institutions overall. Men outnumber women in tenure-track 
positions at a rate of 2:1, and visible minority faculty are significantly under-
represented. For post-secondary institutions that have adopted affirmative 
action policies over the past two decades, these stubborn results should raise 
questions about the effectiveness of these measures, or perhaps the effectiveness 
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of their implementation. Given a recent report from NASM (Higher Education 
Data Services 2010) that found almost four in ten holders of doctoral degrees in 
music are female, it would seem that the issue is not about having a big enough 
pool of candidates from which to choose.

Further, the simple and somewhat shocking fact that the numbers of non-
white tenure-track faculty are so low suggests that racial/ethnic diversity in 
tenure-track faculty remains an urgent equity issue facing administrators. 
Very little research has focused on the relationship between race and tenure, 
and what exists focuses mostly on American contexts. The College Music So-
ciety published a report in 1982 commissioned by the Committee on the Status 
of Minorities in the Profession providing summary statistical data and a call 
for more research, which appears to have gone unheeded. A brief report pub-
lished in the Journal of Blacks in Higher Education in 2003 notes that Afri-
can Americans comprise only 4.7 per cent of US music department faculties at 
twenty-four of what it describes as “the nation’s 27 highest-ranked universities” 
(Anonymous 2003, 54). Factors cited as contributing to these low numbers in-
clude the less than 1 per cent of music doctorates awarded to African Amer-
icans in 2003, and institutional curricula that are heavily weighted toward the 
Western European canon. Further research is clearly warranted, particularly 
research that connects race and tenure in music faculty to questions of cur-
ricular and programmatic focus in post-secondary music programs currently 
dogging many administrators.

Exacerbating questions of equity within tenure-stream faculty is the over-
whelming and ever-increasing body of research that shows tenure-stream fac-
ulty positions have on the whole been on a steady decline. During the past 
thirty-five years, data analysis in the United States has found that the number 
of full-time tenure-stream faculty has increased by only 23 per cent, while the 
number of full-time non-tenure-stream faculty has risen by 259 per cent, and 
part-time faculty by 289 per cent (Curtis 2014; Dobbie and Robinson 2008). 
Results from this study indicate that two of three music faculty appointments 
were not full-time tenure stream appointments in 2012–13. Disappearing full-
time tenure-stream positions are a significant concern that matters not only to 
faculty who must submit themselves to tenuring or face increasingly precar-
ious work conditions, but also to academic music executives who guide tenur-
ing processes while facing ever-increasing financial pressures in a neoliberal 
environment that devalues humanities in higher education. As McLean and 
Jobin-Bevins note, administrators must negotiate keeping enough full-time 
tenure-stream faculty to provide long-term stability while also keeping part-
time staff who can draw from their professional experience in the music busi-
ness effectively in their teaching. Yet administrators make decisions “all too 
often by economic constraints” rather than on the basis of “an ongoing part of 
a school’s strategic direction” (2009, 89). Like McLean and Jobin-Bevans, we 
recognize the multiple pressures facing music executives, yet we assert that 
concerns of equity are central to operational concerns and questions of viabil-
ity in an increasingly precarious post-secondary environment.
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In conclusion, this study is the first part of the larger research project Liv-
ing with Tenure that will investigate processes of tenure at institutions as well 
as experiences of tenure from individual faculty members across Canada. It 
will also offer insights into the tenure process in Canadian university music 
programs that might improve the tenure experience for all involved in the ten-
ure process, and perhaps offer courses of action to make the process of ten-
ure more equitable. At the same time, these questions about tenure will also 
require larger conversations about the state of professorial work in Canada’s 
post-secondary music institutions, and about programmatic focus of post-sec-
ondary music training. Living with Tenure was motivated in equal measure 
by a lack of data and the potential inequity represented by that data. While 
several important issues related to gender and race have been raised in the 
survey results, it is important to conclude by underscoring what McLean and 
Jobin-Bevans have called for: sustained efforts across Canada’s post-secondary 
music programs are needed to collect, share, and analyze data about music 
programs and the people who teach them. In-depth analysis and possibilities 
for change are possible only when reliable and transparent data are available. 
Several organizations in the United States collect detailed demographic data 
on music faculty, but the paucity of similar data in Canada means that there 
simply isn’t a baseline of knowledge from which to make informed policy deci-
sions or recommendations.
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Appendix A: Survey of Tenure-Stream Faculty in Canadian  
Post-Secondary Music Programs
Eligibility
The next three questions will determine if your administrative unit is what we 
are looking for in this study.
1. Does the administrative unit for which you are responsible have a process for 
professorial rank faculty tenure? (Response required)

 ☐ Yes
 ☐ No
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2. Does the administrative unit for which you are responsible offer a four-year 
or four-plus-year degree or major in music, or include music-related instruc-
tion as a part of your four-plus-year degree or after-degree programs? (Re-
sponse required)

 ☐ Yes
 ☐ No

3. Does the administrative unit for which you are responsible have one of the 
following: (a) a faculty dedicated to music instruction; (b) a university school 
of music or conservatory; or (c) music instruction that exists as part of a lar-
ger faculty, department, or other academic administrative unit? (Response 
required)

 ☐ Yes
 ☐ No

If you answered “yes” to all three questions, please proceed to the next page 
of the survey .

Part 1: Profile of Current Faculty
Please reply to the following questions relative to the music administrative unit 
for which you are responsible. If you are responsible for an educational unit, 
please answer in reference to your music-related faculty only. You will be asked 
to “count” faculty size in two ways:

Full-time equivalents: Consider full-time equivalency (FTEs). For example, 
a faculty member who has a 50 per cent appointment in your music adminis-
trative unit should be counted as .5 FTE.

Head counts: The number of individuals, regardless of FTE.
4. How many music-specific faculty members are there in your administrative 
unit? Consider all types of appointment: clinical or other non-tenure track, 
tenured, and in-tenure track. Enter your answer in the boxes below.

 FTE: Use whole numbers and decimals, for example, 4.2 ___
 Head count: Whole numbers only    ___

5. How many of these music-specific faculty members are currently in the pro-
fessorial-rank tenure track but not yet tenured? Enter your answer in the boxes 
below.

 FTE: Use whole numbers and decimals, for example, 4.25 ___
 Head count: Whole numbers only    ___

6. Over the last five academic years (in other words, beginning with 2008–9), 
how many of these professorial-rank faculty members (head count) applied for 
and received tenure?

 Head count: Whole numbers only    ___
 Comments (optional) ____________________________

7. Over the last five academic years (in other words, beginning with 2008–9), 
how many of these professorial-rank faculty members (head count) applied for, 
but did not receive tenure?

 Head count: Whole numbers only    ___
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 Comments (optional) ____________________________
8. Over the last five academic years (in other words, beginning with 2008–9), 
how many of these professorial-rank faculty members (head count) were eli-
gible for tenure but did not apply?

 Head count: Whole numbers only    ___
 Comments (optional) ____________________________

9. At your administrative unit, may professorial-rank faculty members apply or 
request that the “clock” to tenure be paused?

 ☐ Yes
 ☐ No (Note: if “no,” please skip #10)

10. Over the last five academic years (in other words, beginning with 2008–9), 
how many music-specific professorial-rank faculty members (head count) who 
were on a tenure track had “the clock” paused?

 Head count: Whole numbers only    ___
 Comments (optional) ____________________________

11. At your administrative unit, is there a formal mentoring program for pro-
fessorial-rank tenure-track faculty that occurs on a regular, systematic basis?

 ☐ Yes
 ☐ No
 ☐ Other (please specify):

Part 2: Academic and Tenure Status of Professorial-Rank Faculty, 2012–13 
Academic Year
The final section of the survey focuses on the demographic and professional 
characteristics of your currently tenured or tenure-stream professorial-rank 
music faculty, including those about whom a tenure action or decision was 
made during 2012–13.

Please consider only the academic year just completed, the 2012–13 academic 
year.

We are not interested in the names of any individuals. So in these next ques-
tions we use the term “Faculty Member #n” for each individual about whom we 
are asking you to provide information.

There are six types of tenure status or action about which we are asking:
1. Already had tenure prior to 2012–13; no tenure action taken 

or needed
2. Non-tenured; with no tenure action necessary or taken during 

2012–13
3. Tenure approved during 2012–13
4. Tenure denied during 2012–13
5. Tenure applied for during 2012–13 but a decision was delayed
6. Was eligible to apply for tenure during 2012–13 but did not 

apply
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12. Please complete the following table for only tenure-stream professorial-rank 
music faculty regarding their tenure status during the just completed 2012–13 
academic year.

There are spaces for fifteen entries [only one field is provided here as an ex-
ample] . If you need more space, please photocopy the last page and enter infor-
mation there.

Faculty  
member #2

Rank during 
2012–13 Gender Race/ethnicity

Primary 
appointment Tenure status

• Assistant 
professor

• Associate 
professor, 
without 
tenure

• Associate 
professor, 
with tenure

• Full professor

• Male
• Female

• Bi-racial or 
mixed race

• Black/African 
descent

• Caribbean
• East/South-

east Asian 
(e.g., China/
Taiwan, 
North/South 
Korea, Japan, 
Thailand, 
Vietnam)

• First Nations, 
Inuit, Metis

• Hispanic/
Latino

• Pacific 
Islander

• South Asian 
(e.g., India, 
Pakistan, 
Bangladesh, 
Sri Lanka)

• White 
non-Hispanic

• Uncertain

• Brass
• Composition
• Conducting: 

choral
• Conducting: 

orchestra
• Conducting: 

winds/
percussion/
bands

• Early music
• Ethnomusic-

ology
• Jazz
• Music
• Business/

administration
• Music 

technology
• Music theory
• Music 

therapy
• Music 

education
• Musicology/

historical 
musicology

• Opera/music-
al theatre

• Percussion
• Piano/organ/

keyboard
• Popular 

music
• Strings
• Voice
• Woodwinds
• World music

• Already 
tenured, no 
action taken 
or needed

• Non-tenured; 
no tenure 
action taken 
or needed, 
2012–13

• Tenure was 
approved dur-
ing 2012–13

• Tenure 
was denied 
2012–13

• Tenure was 
applied 
for during 
2012–13, but 
a decision 
was delayed

• Was eligible 
to apply 
for tenure 
2012–13; did 
not apply

Appendix B
Descriptions from a response of “Other” about the existence of a formal men-
toring program (Q11)

1. In this administrative unit, there is a good deal of informal 
collegial mentoring for tenure-track colleagues, but varies 
from case to case. At more central levels, there are formal 
information sessions and workshops for new faculty and es-
pecially for those approaching a tenure review; mentoring 
resources are normally made through those programs. The 
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sessions/workshops are offered regularly and systematically, 
by the Faculty Association (collective bargaining association) 
and also by Faculty Relations (a unit in the Provost’s Office), 
but attendance is not mandatory. In this administrative unit, 
there is a formal and systematic process for a faculty mem-
ber approaching a reappointment or tenure review to meet 
with the Head to ensure all facets of the review process are 
properly understood and the required materials are in or-
der. The first purpose of this process is to ensure procedural 
clarity and avoid unnecessary procedural problems, but the 
Head also advises the candidate on the most effective ways 
to present his or her dossier, whether there any gaps in the 
dossier, whether concerns might be raised, and so forth. Since 
there are normally two reappointment reviews before a ten-
ure review, this procedure for meeting periodically with the 
Head does amount to regular, systematic, and formal process, 
at which feedback and counsel are given. Not mentoring per 
se, but clear information and feedback that is fundamentally 
important for a candidate’s success.

2. Mentoring is done informally within the discipline.
3. Professors can request a mentor through the Centre for Aca-

demic Leadership, which also offers workshops on tenure. 
Professors may also seek a mentor through the union (APUO).

4. There are informal mentoring opportunities, and a formal 
process guided by the Director.

5. Once a year one-on-one session with Dean
6. Mentoring is done informally within the discipline
7. Informal assignment of Senior Staff mentor in area of special-

ization, several central admin support programs available.

Appendix C
Comments from responders regarding the number of faculty who have re-
quested to pause the tenure clock (Q10)

1. During maternity leave
2. It’s not so much a pause, but actually a request to extend the 

time before applying for tenure (for one or two years).
3. Mentioned above (“one has a deferral”)
4. One of the recently tenured professors had asked to pause the 

clock before 2008.
5. One year unpaid leave

Appendix D
Comments from responders regarding tenure actions of the last five academic 
years (2008 –9) (Q6–8)

1. Last tenure track hire was 2002
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2. One of the two was converted from Limited Term
3. Three appointed after 2008–9
4. Tenure-track professors must apply for tenure after five years.
5. This person left the institution before being reviewed for 

tenure
6. One applied [for tenure] but was given an extension
7. This is not applicable. The university has an automatic tenure 

clock
8. Once has a deferral

ABSTRACT
This study provides a snapshot of tenure at Canadian post-secondary music institu-
tions, with a particular focus on gender and race/ethnicity. The data show tenure has 
been granted at high rates over a five-year period, and that women are no more or less 
likely to achieve tenure than men. However, more men than women hold both tenured 
and tenure-track positions, at a ratio of 2:1. The sample size of non-white faculty was 
not large enough to conduct statistical analyses about tenure rates in relation to race/
ethnicity, although the extremely low rates of non-white tenure-track faculty suggest 
that diversity remains a concern in post-secondary music programs.

RÉSUMÉ
Cette étude donne un aperçu de l’obtention de la permanence dans les institutions cana-
diennes universitaires d’enseignement de la musique, en se concentrant en particulier 
sur les facteurs de genre et de race/ethnicité. Les données montrent que la permanence 
a été octroyée à un taux élevé sur une période de cinq ans, et que les femmes n’ont pas 
plus ou  moins de chances de l’obtenir que les hommes. Cependant, il a été observé que 
plus d’hommes que de femmes occupent les postes réunis avec permanence et menant 
à la permanence, et ce, dans une proportion de 2 à 1. L’échantillon des professeurs 
non-blanc n’était pas suffisamment important pour effectuer des analyses statistiques 
sur les taux de permanence en rapport avec la race et l’ethnicité, bien que les taux très 
bas de non-blancs à des postes menant à la permanence suggèrent que la diversité 
demeure une préoccupation dans les programmes postsecondaires d’enseignement de 
la musique.
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