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1 Introduction

The work of the Principal’s Advisory
Committee on Race Relations has
been to set the University on a course
of change to achieve an institution
where: ‘Every member of the Univer-
sity-faculty, staff or student - has the
right to freedom from discrimination
in the University because of race, an-
cestry, place of origin, colour, ethnic
origin, citizership, and creed.’

Our activity may be pla.ced withina
broader framework of change at
Queen's, guided by the:

‘principle of the equal dignity of
every member of society as a rational
and self-determining human being.
The University cannot flourish if
some members are made to feel their

concerns and needs rate lower than |

those of others, Queen’s has an obli-
gation to create and maintain an en-
vironment in which all its members
‘may pursue their common purpose
without fear of injustices, indignity or
bodily harin’.? o

Canadian society has changed dra-

matically in the past three decades, .

not énly demagraphically, but also in
terms of public attitudes and social
policies. Human diversity is a fact,
and it will increase; there is both pub-
lic and official acceptance of this di-
versity. Queen’s has educational, eth-
jcal and legal obligations to embrace
these changes. Many prefer that we
beat the forefront of these changes,
and expect that we will be so:

‘Queen’s University is expected to
P

set standards: academic standards,

ethical standards, standards of toler-
ance, and of human and social
behaviour.

As a university of national stand-
ing, we must judge ourselves by na-
" tional criteria. Institutions often lag
behind political and demographic
changes in society; however, at some
point, the discrepancy needs to be ad-
dressed. This point has arrived, in-
deed is overdue, at Queen's.

Implementation of the recommen-
dations of this Report, we believe,
will be animportant step toward such

change at Queen’s. It will enable us 1o
take a proactive position with respect
to racism, while at the same time es-
tablishing an effective means to deal
with radal discrimination,

The Committee (See Appendix 1) -

has sought to fulfill its Terms of Ref-
erence (see Appendix 2) by consulting
broadly in the University and the
Kingston community, holding'a num-
ber of public and private meetings,
and examining race relations policies
and practices at some other universi-
ties (see Appendix 3),

Over the course {since March 1989)
the Comumnittee has met forty-two
times, has held two open forums (in
November 1589) to discuss issties of
racism generally, organized two sets

" of public Workshops {in March and

October 1990) on ten specific topics

(see Appendix 4} in order to receive -

suggestions for recommendations,
and has heid numersus discussions

" withindividuals and groups. in addi-
tion, a Draft Report was presented in -

December, 1950 for comment and dis-
cussion, These further consultations
have led to some clarifications and

elaborations that appear in this Final
Report. In particular, clarifications -

about some areas of common concern
are included in Section 9, such as ev-
idence for radsm at Queen’s, aca-
demic freedom, categorizing by race,
quotas, and the meaning of excel-
lence. The preparation of the recom-
mendations was donedn small work-

ing groups, with the assistance of -

many persons who were not mem-

_ bers of the Committee. This Report is
the result of this process of consulta-

tion and participation. We acknowl-
edge and thank all those who as-
sisted, challenged, and scoffed;
without their concern, and their

heated and pointed questions, we '

could nothave achieved the range, or
the depth of the contents of this Re-
port. i -

Part way into the work of the Com-

mittee, (in November, 1983) we ad-
vised the Principal that there is a
problem of racism at Queen's. This
conclusion was based upon evidence

gathered by the Committee from a
large number of sources, incduding

" the examination of University publi-

cations (policies, calendars etc), and
the statements of many individuals
and groups who had observed, or
been the victims of, racism at Queen’s
(see Section 9 a). Our finding
prompied him to declare that
‘Queen’s University must be commit-
ted and strive to create a collegial
learning environment where racism
no longer exists, Racism should not
be tolerated at this University’. The
present Report is based upon the
judgment that racism is a problem,
and that it shoujd not be tolerated at
Queen's,

This Report is firmly rooted in prin-
ciples of human rights. From the
United Nations Declaration, to the
Canadian Charter of Rights and Free-
doms, and to the Ontaric Human
Rights Code, there is universal accep-
tance that individuals should be free

from discrimination and harassiment :

because of their inclusion in a defin- - .

able group. In particular, Section 10
of the Ontario Human Rights Code
places a responsibility upon the Uni-
versity to consider notonly the intent,
but also the effect of various polices
and programmes upon racial minori-
ies. Moreover, the Ontario Human
Rights Code {Section 13) permits spe-
cial programs fo pursue collective
rights for disadvantaged groups. Gur
Committee has adopted this human
right perspective in an attempt to

“achleve consensus asbout what

Queen’s ought to strive for as an in-
stitution. The goal, quite simply, is to
welcome diversity and achieve eq-
uity, so that we can better meet the
needs of all members of Canadian so-

clety.

In this Report, we identify objectites,
make recormmendations, and indicate
to whotn we believe the recommen-
dations should be conveyed by the
Prindpal for appropriate action, This
structure, we believe, allows for the
building of consensus in the Univer-
sity around the objectives, even
though there may be some disagree-
ment about how to achieve these ob-
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jectives, or who should be respansi-
ble for achieving them, We further
believe that if the obiectives can be
agreed upon, then the resulting sense
of common purpose and goodwill
can form the basis for further agree-
ment about specific actions and re-
sponsibitities.

We have examined racism at
Queen’s in a number of domains.
Rather than reporting each dormain
separately, we attempt to present an

integrated account, one that empha- .

sizes the relationships among the is-
sues. There are six main sections: Re-
cruitment  and Admission of
Students; Hiring/ Appointment, Pro-
motion and Tenure; Curriculum and
Library; University Climate; Im-

plementation and Complaints Proce-
dures.

The first three are intimately con-
nected: whe comes to study at
Queen’s, who feaches and provides
services here, and what is taught and
learned, are issues that affect each
other, and must be addressed, and
changed, together (see Figure). All
three issues are set in a general uni-
versity climate that includes:

0 support services l(counselling,
housing, food);

a information (publications and
promotional materials);

@ cultural policy (art, concerts, lec-
tures) and awards (including
honorary degrees);

0 religious observances and the
scheduting of activities {exams,
hotidays);

& graduate supervision and re-
search ethics;

a orientation;

a relationships with the broader
Kingston community.

Thefinal twosections deal with pro-
cedures for handling complaints and
with implementation. The latter pro-
poses a way in which Queen’s can
undertake, and monitor, the changes
which are necessary to establish an
anti-racist university, where every
person can feel welcome, valued and
justiy reated.

STUDENTS

(Who comes to Queen's)
\-

FACULTY CURRICULUM
AND STAFF AND LIBRARY
(Who works here?}

GENERAL UNIVERSITY CLIMATE .

{What is taught?)

2 Definitions

A Racismand Race

By racism we mean the negative valu-
ing and diseriminatory treatment of
individuals and groups on the basis of
thelr race. Beyond this definition, we
wish to identify some aspects of rac-
ism that are meant in this Report:

(i) The term race is intended to focus
on visible minorities and First Na-
tions peoples. In keeping with the On-
tario Human Rights Commission
usage 4, the term race is also used to
include all race-related grounds:
race, ancestry, place of origin, colour,
ethnic origin, citizenship and creed.

(it} Racisn can be manifested in both
personal attacks and insults, and in
the structure of social institutions.
This is the well-known distinction be-
tween personal racism (insuits, ha-
rassment and discrimination directed
at individuals), and institutional or
systemic racism (the conventional
practices or structures of institutions
whose effects are to exclude, or dis-
criminate against individuals or
groups), Thus, racism can be present
in apparently neutral arrangements,
as well as in hostile acts,

(iif) Racismmay beintentionalorun-
intentional. It can be the result of ac-
tlvity or arrangements that set out to
discriminate or harm, ér it can result
from ignorance or inadvertance. The
presence of racisim can be detected by
its effects, in addition to its intent.

(iv} Racism is more than prejudice: it
involves differential power to act on
such prejudice, leading to discrimina-
tion, inequality and exclusion, In this

Report, we are particularly concerned: -

with racism as it affects those In a
minority position. However, discrim-
‘ination directed towards any Individ-
ual or group is unacreptable.

(v} Racial minority group is the term
used fo refer to visible minorities and
First Nations pecples unless other-
wise expanded to include other
groups mentioned in (i) above.

B Anti-racist Perspective

This Report adapts an anti-racist
stance. Not only does it not accept the
,promotion of racism at Queen’s, it
does notaccept it as a legitimate point
of view within the range of academic
discourse (see Section 9 b). This Re-

port advocates an explicit ant-racist
position as the only ethically and ed-
ucationally acceptable position for a
justand humane institution. Auniver-
sity that is merely non-racist may be
seen as tolerating racism as an accept-
able point of view; this we reject.

C Human Diversity

While this Report focuses on the ractal
aspect of human diversity, we recog-
‘nize that Canadian sodety has other
dimensions to its diversity: gender,
culture,disability, sexual orientation
and economic disadvantage. After
lengthy discussion, the Committee
agreed that the racial issues would be
blurred if 21l disadvantaged groups
were addressed in one document. For
example, sexism, racism and classism
are inextricably linked, but the man-
date of the Committee was to address
radsm. However, attention must be
paid, and objectives setby the Unlver-
sity, to change the double and some-
times triple disadvantage that some
members of society faca,




Education is a basic human right
which should be accessible to all seg-
ments of society. In reality it is not.
Post secondary educationis available,
but it is not accessible to specific
groups within our society for a multi-
tude of reasons which include race
and class inequality. In a society
which values and rewards individual
achievement, ratism acts as an im-
pediment to individual and group ac-
complishment for raciat minority stu-
dents. The consequences of past and
present discrimination to these stu-
dents are enormous and mcalmlable

Racial rmnonry students are under-
represented in the university popula-
tion generally, and in particular, at
Queen's. This under-representation is
a direct result of the systemic radsm
which pervades all Jevels of the edu-
cation process. In parficular, stream~
ing and assessment practices from the
earliest years through to the end of
secondary school, divert members of
racial minosity groups from the uni-
versity track.University structures
and procedures in areas such as re-
cruiting and admissiens maintain and
reinforce barriers that racial and eth-
nic minorily students face as they as-
sert their right to a post secondary
education.

Systemic racial discrimination
within the education system is expe-
rienced from the point of entry for
racial minority students, and contin-

" ues unabated untl their point of de-

" parture, For many students, the day
to day struggle against historic and
systemic racial diserimination culmi-
nates in 2n inadequate secondary ed-
ucation, and limited or restricted ac-
cess to post secondary education.

Queen’s University should, within
its recruitment and admissions poti-
cies and procedures, find a method
that incorporates recognition of this
systemic racial discrimination. Fur-
ther, it should recognize that this dis-
crimination has and will continue to
affect life opportunities, including ac-
cess to post secondary institutions, for

- racial minority students. Policies and
" practices must be developed and im-
plemented which are actively anti-
radist and non-discriminatory.

A General recommendation for
recruitment and adnrissions

-1 Queen's University should make a
concrete commitment to anti-racism

and equality in recruitment and ad-
missions. This commitment should
inctude recogrition and admission of
past inequality, and should articulate
the need to continue looking for ways
to improve the accessibility to

3 Recruitment and Admission of Students

Queen’s for raclal mingrities.
{Responsibility: Principal)

B Recruitment of Students
Recruitmen! of Students: Objeclives

1 Toenstre that recruitment policies
and practices are actively non-dis-
criminatory.

2 Torecognize that the tradifional re-
cruitment process is discriminatory in
its effect.

3 Todevelop and implement recruit-
ment policies and practices which will
rake Queen’s attractive and accessi-
bie 1o racial minority groups.

Recruitment of Stidents:
Recommendatipns

1 The entire recruitment process
should be examined; the goal is the
elimination of racial and ethnic bias,
and the implementation of a positive
and affirmative recruitment poticy for

. racial minorities.

{Responsibility: Registrar)

2 The selection of high schools from
which Queen’s recruits candidates
should be analyzed for any bias, and
the list should be expanded te include
high schoals with large populations
of racial minority students.
(Responsibility: Registrar; AMS)

3 Queen's recruitment activities
should extend into First Nations, vis-
ible and ethnic minority communi-
ties; and in so doing Queen’s should
acknowledge and articulate the exis-
tence of past and present inequalities
in the recruitment and admissions
process. Recruiters should address.
and directly convey the commitment
of Queen’s to anti-racist, non-discrim-
inatory policies and practices.
(Responsibility: Registrar)

4 .Individuals who represent
Queen's in recruitment should in-
clude racial minorities.
{Responsibility: Registrar)

5 A review of the recruitment prac-
tices of other Canadian universities
for racial minority students should be
undertaken by Queen’s in order to see
what can be learned and what should
be avoided. :

(Responsibility; Registrar)

& All promolional materials shouid
portray a diversified Queen's,
{(Responsibility: Registrar; Public Re-
lations}

7 Anactive recruitment policy focus-
sing on historically under-repre-
sented and disadvantaged racial mi-

norities should be developed. This
policy needs to specifically define dis-
advantaged and under-represented
EYOUPS.

{Responsibility: Registrar)

& One ‘lialson officer’ should have
the following two responsibilities:

) foster and maintain ongoing con-

" tact with racial minority groups

b) to integrate these objectives
within the existing recruitment liai-
son positions.

(Kesponsibility: Registrar)

C Admissions

Admissions: Qbiectives

"1 “To ensure that the presence of sys-

temic racism is acknowledged, and
recognized as a factor to be consid-
ered in the admissions process.

2 “To ensure that the selection process
{for admissions is free of racial bias
and discriminatory practices.

3 To admit more racial minority stu-
dents in the undergraduate/gradu-
ate/ professional faculties, to a level

_ thatatieast reflects their percentagein

the Canadian population.

4 Toincrease accessibility to Queen's
for racial minority students who may
not meet traditional admissions oi-
teria.

{ssions: it ions

1 Queen’s should undertake to ob-
tain data on diversity, based upon
self-identification (see Section 9 ¢) in
the Queen’s student population for
recruitment and adrnission purposes.
These data should distinguish be-
tween international, permanent resi-
dents, and Canadian students. Racial
minority students should sit on the
committee which develops and re-
views the questionnaire.

{Responsibility: University Registrar,

" Graduate Registrar)

2 Specific goals (see Section § d) need
to be set which will at least make the
number of racial minority students
admitted to Queen's reflective of their
percantage in the overall Canadian
population, ’
(Responsibility: Registrars)

3 Asubstantial proportion of the ex-
isting bursary money should be des-
ignated for racial minority students, A
new bursary fund should bz devel-
oped to assist racial minority stu-
dents. The availability of this money
should be publicized in high schools,
universities, appropriate communi-



ties and their media.
(Responsibility: Registrars)

4 An admissions equity program
needs to be deveioped and im-
plemented. This program sheuld in-
clude a tiebreaker® process which fac-
tors in the additional barriers that
racial minority students must have
overcome in order to achieve aca-
demic excellence. Radal minority ap-
plicanis should be viewed as spedial,
* and/or advantaged, rather than dis-
advantaged with respect to admis-
sions requirements.
(Responsibility: Registrars)

*A tie breaker process may be de-
fined as the following: When a racial
minority student and a white student
appear equal on paper, it should be
remembered when deciding which
applicant to accept, that the racial mi-
nority student has had to overcome
systemic racism within the education
system and is therefore [ikely tobe the
stronger applicant. ’

The Unijversity needs to better repre-
sent the characier of the Canadian
waorkforce population, for two rea-
sons: it is essential on educadonal and
ethical grounds, and it i5 required lo

do so &s part of the the Federa] Con-

tractors Program.

InJune 1987, as part of an agreement
to bid on Federal Government Con-~
tracis of over $200,000, Queen’s Uni-
versity committed to implementing
an employment equity progvam. Part
of that commitment was to do a cen-
sus to see how representative women,
aboriginal people, visible minorities
and persons with a disability are in
the Queen’s Workforce. The Employ-
ment Equity Census of January 29,
1990 (Queen’s Gazelle - Qctober 22,
1990) showed that racial minority em-
ployees were under-represented on
the Queen’s campus, The second part
of that commitment s to set numerical
goals (see section 9 d) and timetables
as well as institute special measures,
as allowed under section 13 of the
Ontario Human Rights Code, inorder
te correct the imbalance of qualified
racial minority faculty and staff.

A _Hirlng]Appgi'nt'ments
H 'ting! Anpointmen!s: ( Yojeclives

1 Hire/appoint more racial minority
group members {visible minorities
and First Nations peoples) in all of the
major occupational groups (Abella
Codes)5 since Queen’s is below the
provindal percentage for racial mi-
norities, in the workplace, in alt 12
occupational categories (Queen's Em-

5 Radal minorities should be repre-
sented at every stage of the admis-
sions pracess. This includes, but is not
restricted to, positions on admissions
selection comimittees.
(Responsibility: Registrars, Depart-
mental Graduate Admissions Come
mittees) -

6 Faculties should implement ongo-
ing yearly reviews of their admissions
policies and criteria with respect to
race and ethnic diversity.
(Responsibility: Deans)

7 Acommitment should be made by
each Faculty to establish yearly goals
for racial minority admissions.
{Responsibility: Deans)

8 A professional development train-
ing program should be developed
and implemented for admissions
committees in order that they can
learn new ways of evaluating scholar-
ship without bias. \

(Responsibility: Personnel; Registrar)

4 Hiring, Appointments, Promotion, Tenure

ployment Equity Census 1989 and
Statistics Canada Census 1986}, The
general objective is that the job distri-
bution at least reflect the racial and
ethnic diversity of the Canadian

working population.

2 Appeoint more racial minority per-
sons into tenure track positions.

3 Hire/appoin! more racial minority
persons into higher positions orlevels
of responsibility throughout the Uni-
versity (Académic & Non-academic}
s0 as to provide additional perspec-
tives at the decision-making levelsbut

. .also appropriate role models in the

system,

4 Ensure a fair-distribution of raciat
minorities in committee appoint-
ments in order to attain diversity,

1 Hire/appoint qualified racial mi-
nority group members in their areas
of expertise, so that they reflect, but
are not limited to their percentage in
the Ontario workforce.
(Responsibility: Selection Commit-
tees)

2. Appoint qualified faculty from ra-

dal minority groups with the appro-
priate interest and expertise to teach
courses on racial and cultural studies.
Where this is not possible, then ap-
point qualified faculty with a demon-
strated commitment to anti-racst ed-
ucation {o teach these courses.
(Responsibility: Selection Commit-
tees)

9 A comprehensive review should
be undertaken of the pracess of appli-

-cation for admission in order to elim-

inate any inherent bias; This should
include an assessment of the criteria
necessary for admission to Queen’s.
Policies which determine the accept-
ability of nen-Canadian qualifica-
tions and degrees should be reviewed
for bias. .

{Responsibility: Registrars) *

10 A one-year preparatory program
should be developed for students
who wish toenter university and who
have the potential, but who lack the
réguired academic preparation and
skills which would enable them to
enter and succeed. Queen’s should
examine the existing programs cur-
rently in place at the University of

« Torontoand Dalhousie University be-

fore setling up its own program. (see
Appendix 3}
{Responsibility: Principal, Deans)

3 Develop specially funded pro-
grams (or extend QNS) to recruit suit-
ably qualified candidates from racial
minority groups {thisis not tobe seen
as a substitute for the regular appoint-
ment process).

{Responsibility: Principal)

4 Redefine, best qualified and excel-
lence (see Section 9e), so as to ac-
knowledge relevant life experiences,
academic/ training equivalences (eg
foreign credentials), service on com-
mittees, counselling, contribution to
racial minority publications, commu-
nity service ete. - '
{Responsibility: Coundl on Employ*
ment Equity}

5 Focus advertisements to indicate
the commitment fo hiring/appoint-
ing members of racial minority

groups:

‘a).-Contents of advertisements

shouid reflect a strong desire to attract
candidates from ragial minority
groups, and that Queen’s is signatory
to the Federal Contractors Program.

b} In addition to standard profes-
sional journals, jobs should be adver-
tised in publications specifically di-
rected o members of racial minority
groups {eg Share, anid Contrast).

¢} Request Chairs of university de-
partrients in-Canada fo suggest the
nameés of possible candidates fromra
cial minarity groups. :

@) Develop a proactive recruitment
strategy which involves racial minor-
ity communities to atiract qualified




candidates to fill available positions
(Responsibility: Personnel, Deans,
Department Heads)

& Ensure that a complete statistical
review {see Section 9 ¢) is done on all
hiring and appointments. Part of this
applicant fracking review would in-
clude total number of applicants,
numbers interviewed, numbers
hired, and at what level. The number
of candidates from racial minority
groups must be clearly indicated atall
stages of the hiring/appointments
protess. This is currently done for
men and women and would be ex-
panded through a self-identification
applicant tracking process approved
by Ontario Human Rights legislation
(Section 313}

(Responsibility: Employment Equity
Coordinators)

7 Develop a search committee infor-
mation package to assist in conduct-
ing creative, affirmative searches
{rom the time of identifying depart-
mental needs through to the final
choice among candidates, This pack-
age would contain facts on human
rights issuesincluding racism and rel-
evant legislation,

(Responsibility: Personnet)

8 Allselection committees should be
prepared to justify their selection(s)
and, where applicable, to account for

... the non-selection of candidates From'

racial minority groups. :
{Responsibility: Persorinel, Principal,
Deans, Employment Equity)

9 Ensure that the University adheres
to Federal Employment and Im-
migration Department policy of hir-

Ing Canadian citizens and permanent

residents over foreign applicants.

This allows qualified Canadians with

a racial minerity ancestry to be
hired/appointed first.

" {Responsibility: Principal)

10 Ensure that the top rated, suitably
qualified candidate from a racial mi-
rority group Is seriously entered into
the competition. Such a candidate
who has self-identified through the
University’s applicant tracking pro-
gram, should be invited for an inter-
view,

(Responsibility: Directors, Deans, De-

partment Heads)

11 Ensurethat dlstance isnota factor’

in bringing qualified candidates for
interview. {Note: This takes into ac-
count the fact that, given the relative
dearth of local candidates from racial
minority groups, it may be necessary
to recruit them from farther afield.)
(Respensibility: Directors, Deans, De-
partment Heads) .

12 Given that racial minority
wormen have been idenlified as dou-

v

bly disadvantaged, ensure in all re-
cruitment interviews, issnes of paren-
tal leave, child care, tenure expecta-
tions, available support systems and
the quality of life in the surrounding
communrity are addressed. Alsoallow
for the possibility of flexible appoint-
ments, eg shared appointments, de-
layed appointments, etc.
(Responsibility: Directors, Deang, De-
partment Heads

13 Provide incentives {such as addi-
tional full-time positions), to depart-
ments that succeed in hiring/ap-
pointing outstanding candidates
from raciat minority groups.
(Responsibility: Principal}

14 In order to ensure that represen-
tation of racial minority groups does
not fall below current levels, any va-
cancies arising from retirement or res-
ignation of such persons should be
designated for replacement in the
University and where possible.in the
department being vacated, by a qual-
ified visible minority or First Nation
person.

(Responsibility: Principal)

15 Encourage faculties and depart-
ments to define what constitutes
‘success’ or ‘quality” in the world out-
side academe, and recruit from

among these experienced practition- .

€rs.

(Responsibility: Deans, Departmenti ‘

Heads)

16 A demonstrated commitment to

h:rmg/appomt'ment of racial minor-
ity faculty and staff should be tied
into management performance e

views and merit pay increases.

{Responsibility: Principal, Vice-Prin- "

cipals, Directors, Deans, Department

- Heads, Managers)’

17 Encourage the participation of,
and appoint members of, racdal mi-
nority groups to the Board of Trust-
ees, Senate, Advisory Committees, in
fund ralsing campaigns, etc.
(Responsibility: Principal, Vice-Prin-
dpals)

18 Develop programs which bringin
senior faculty from other universities
from racial minority groups f6f short-
term exchanges.

{Responsibility; Deans, Department
" Heads)

19 Review existing hiring and pro-

motion practices in order to identify

systernic barriers to employment at
Queen’s. This is a requirement of the
Federal Contractors Program.

(Responsibility: Faculty Advisor on
Employment Equity, Empl oyment

Equity Coordmatqr, Personnel)

" 20 Most internationa! studerts are

raclal minorities; should they need to

earn money they can only do so by
finding work at the University. Uni-
versity employers should give first
consideration to qualified candidates
from this group when filling casual
and temporary positiens at all levels.
The AMS Work Bursary program
couid be the vehicle for dealing with
this area, as this mechanismis already
in place.

(Responsibility: Personnel, Depart-
ment Heads, Individual Supervisors,
AMS)

B Tenure and Promotion

1 Increase the number of racial mi-
nanry group members (visible minor-
ities and First Nations peoples) who

. are tenured.

2 Increase the number of racial mi-
nority persons who are assistant, as-
sociate and full professors.

3 Increase the number of racial mi-
nority persons who are in upper and
middle management, and are manag-
ers/supervisors in the professional,
semi-professional, supervisory and
foremen/women categories.

Tenyre pnd Prometion.
Recommendations

=1 Promote more racial minority

group members into tenured posi-
tions 5o that they reflect but are not
limited to their percentage in the On-
tario workforce.

(Re5p0m1b1hty Tenure Committees)

2 Promote more racial minority

- group members into higher faculty

ranks/staff occupational categories
so that they reflect but are not limited .
to their percentage’in the Ontario
workforce.

(Responsibility: Promotion and Selec—
tion Committees) -

3 Ensuré that appeal procedures, es-
pedally for appeal of promotion and
tenure decisions and salary incre-

“ ments zre free of racial bias.

{Responsibility: Senate)

4 Sincé numbers of racial minorities
are low among faculty, and pressures
-to become involved in committee
work are high, an effort should be
made to balance teaching, research

-and committee responsibilities to en-

able néw racial minority faculty to
establish themselves.

(Responsibility: Deans, Department
Heads)

5 Encourage faculty to seek out
scholars from racial minority groups
for collaboraiive teaching and re-
search, ete. *

(Responsibility: Faculty)



6 Seek ways to recognize the addi-
tional responsibilities (such as coun-
selling and mentoring) that are an in-
evitable part of the life of racial
minority faculty members.
(Responsibility: QUFA, QUSA,
AWTAQ, Unions, Department
Heads, Tenure & Promotion Commit-
tees)

5 Curriculum and Library

What is taught at 2 university should
meet the needs of the students, and be
within the competence of the faculty.
While no University can teach every-
thing, from ali points of view, our
judgment is that Queen’s has re-
mained too narrow and exclusive,
and could do more to meet the needs
of diverse students in the Canadian,
and international populations. The
Eurocentric character of the Queen's
curriculum is not in keeping with the
multicultural character of the Cana-
dian population. or with our interna-
tional obligations.

A Curriculum

Establish a more balanced curriculum
by addressing and correcting the lack
~ of interdisciplinary studies, lack of
curriculum dealing with non-Eure-
pean cultures, and the inadequate use
of indigenous’ materials. In all re-
spects, the concept of Canadian con-

tent in curricula should reflect the Ca-

nadian mosaic. The resistance to
changes in curriculum by students
and faculty must also be addressed in
order to establish a curriculum. that
reflects a multicuitural and multi ra-
clal Canadian society, and prepares
our graduates to work in a diverse
population.

Currilur: R i

1 The University shouid develop a
policy that will promote anti-racist
education. Priority should be given to
finding new resources or reallocating
existing resources. This may involve
the consolidation of existing pro-
grams {eg African Studies, Latin
American Studies). ;
{Responsibility: Principal, Senate)

2 Each department/faculty shouid
be required to assess existing curricu-
lum with regard to racism, identify
problem areas and state a strategy for
change.

{Responsibility: Principal, Deans, De-
partment Heads)

3 To ensure that a wider r'ange of
racial and cultural issues wili be cov-
ered, the process of curriculum devel-

7 Recognize the Jegitimacy of a vari-
ety of publication outlets, including
those which cater to racial minority
interests.

{Responsibility: Tenure and Promo-
tion Committees)

& Ensure, that as far as possible, at
least one racial minority member
should sit on Tenure and Promotion

]
/!

opment should be reviewed, with
input from racial minority students

and knowledgeable persons in the-

community. ‘ ‘
{Responsibility: Faculty Boards,
Deans, Department Heads)

4 All course descriptions should be
reviewed for accuracy. Where course
content does not reflect its descrip-

tion, the course should be renamed to *

veflect what it really is (eg History of
Political Thought should be renamed
History of Western Political Thought
to be consistent with the course de-
scription; otherwlise revise course
content).

(Responsibility: Deans, Faculty
Boards, Department Heads)

5 In reviewing curricula, science

should not be exempted from ethics ..

with respect to anti-racist focus {ie
perpetuation of myth that sclence is
value-free)

(Responsibility: Deans, Department
Heads, Faculty Boards)

6 Reformulate what are considered. .
" tobecore coursesby: .. -

" a restructuring core courses 50 that

they address other than Eurocentric

‘issues.

'b making anti-racist courses manda-

tory in certain curricula in order to
prepare graduates to work ina multi-
racial saciety{eg Education, Social
Sciences, Law, Health and other pro-
fessions.)

¢ using inclusive language and tak-
ing care not to deny the reality of
people of colour, All courSes should
be presented in an ant-racist, non-
discriminatory manner.
{Responsibility: Deans, Department
Heads, Faculty)

7 Thelanguage requirement in some
graduate programs should be exam-
ined for relevance, particularly with
regard to students who already have
proficiency in non-European lan-
guages.

{Responsibility: School of Graduate
Studies and Research, Department

" Heads)

decision and Pelicy Committees.
{Responsibility: Department Heads,
Senate)

9 Inform new racial minority faculty
and staff fully about all aspects of
review for tenure and promation.
(Responsibility: Deans, Department
Heads)

§ Where course material is racist,
professors shouid acknowledge this
to their classes and be prepared to
treat the material in a manner that wiil
beneflt the entire class.

(Responsibility: Dears, Department

. Heads, Faculty)

9 Inorder to provide instructionina.

wider tange of courses, faculty
chould be hired who can deal effec-
tively with courses with a focus other
than the Eurocentric ones.
(Responsibility: Trincpal, Deans, De~
partment Heads)

10 Consideration should be given to
introducing certain special inter-dis-
ciplinary fields of concentration such
as Black Studies, Native Studies.” The
establishment of a Department of An~
thropology should be considered.
(Responsibility: Board of Trustees,
Principal, Deans)

11 Curricula in professional schools
should provide appropriate fraining
with respect to racism and human di-
versity in all its dimensions.
(Responsibility: Deans, Heads of De-
partments, Faculty Boards)

12 A review of methods of teacher
evaluation should bedone toexamine
the extent to which anti-racist educa-
tion is being defivered. Questions re-
garding the instructor’s attitude on
racism, and coiirse content, should be
included in the evaluation.

{Responsibility: Deans, Department

. Heads)

13 Ensure that all courses are evalu-
ated by students so that undesirable
biases can be identified.

(Responsibility: Departmental Stu-
dent Councils, or equivalent groups)

B Library

The library will obviously have a cen-
tral role in moving Queen’s towards
amore hospitable environment forra-
cial minorities. There is no point in
moving to anti-radst, multicultural
curricula if the material to support
this approach is not available in the
library.

(Responsibility: Principal, Senate}




Library: Objective:

Change the process of acquisitions,
and cataloguing where necessary in
order to provide more balanced refer-
ence material. A less Eurocentric ap-
proach should be adepted. Appropri-
até steps should be taken in planning
the library for the 21stcentury so as to
ensure that the current situation is not
perpetuated.

ibrary; Re ations

1 Student input to library acquisi-
tions should be actively encouraged.
For example, announcements should
be placed in the Queen's Jorrnal and

6 Univérsity Climate

This section draws together a number
of domains of concern, all of which
establish the climate for teaching,
learning and living at Queen’s.

A General Climate

“Fo correct the under-representation of
racial minorities and their views atall
levels of the University cornmunity,in
order to make the climate more wel-
coming. To provide a learning and
living environment and suppart ser-
vices that will ensure that racial mi-
nority students, staff and faculty will
feel welcome and valued, and will
remain at Queen’s.

lipate: R endati

1 Makeaclear statement of commxt—
ment to the value and impertance of
human diversity among alt those as-
sociated with the university.

(Responsibility: Principal, Board of
-Trustees, AMS)

2 Make a clear staternent of commit-
ment to attract applicants (students,
faculty, staff) from racial minority
groups.

(Responsibility: Principal, Board of
Trustees, AMS)

3 Encourage the formation and
maintenance of peer support groups
in order fo encourage racial minerities
to stay once they have been hired /ap-
pointed.

(Responsibility: QUFA, QUSA,
AWTAQ, Unions}

4 Support services for racial minor-
ity students needs to be developed.
Information on racial minority orga-
nizations on campus should be sent
out with orientation packages, Funds
should be made available to these or-
ganizationsin order that they can pro-
duce this material.

(Responsibility: Vice-Principal Oper-

other student publications to elicit
suggestions for new acquisitions.
(Responsibility: Library, University
Publications)

2 Thematic bibliographies on racial
issues should be developed to supple-
ment -Line.

(Responsibility: Library)

3 Develop promotional and infor-
mhation guides to Improve access to
bibiiographic mformahon {eg book-
marks on racism).

(Responsibility: Library)

4 Use the *Planning for the ‘Library
of the 21st Century™ as an opportu-

ations, and University Relations)

5 Establish an ‘open’ process for the
fofmation of all University commit-
tees to be comprised of faculty, staff
and students. All members should
have equal voting rights.
{Responsibility: Department Heads)

6 Provide education and training on
anti-racism and cross-cultural sensi-
tivity for'all committees, with a spe-
cial ernphasls on committee chairs.
(Responsibility: Personnel) -~

7 All administrators should be ac-
countable far their demonstrated con-
tribution to the University’s commit-

‘ment to employment equity.

(Responsibility: Principal, Vce-l’nn—

cipals, Deans, Director, Department'

Heads, Managers)

8 Eliminate the possibility of radal
bias in marking, for example by using
student niunbers on examinations, or
by other appropriate means.

(Responsibility: Registrar, Faculty, .

Senate)
B Suppor Services
et

To provide services that are suiteble

and available to all students, staffand .

faculty. -

i

A Policy: Reconmmendations

1 AUniversity policy should be writ-
ten which affirms the role of services
to traditionally disadvantaged
groups within the context of the aca-
demic mission of the University.
(Responsibility: Vice-Principal,
Human Services, Vice-Principal, Op-
erations)

2 The policy should have the five fol-
lowing ‘prongs” which will lead 1o
changes in structures, behaviour and
practices:

nity for critical action on'acquisitions,
organization of the access to holdings,
special collections, staff recruitment
and training, library environment, ail
in support of an anti-racist university.
(Responsibility: Planning Commit-
tee)

5 The library campaign and the
Queen’s Challenge should work to-
wards the creation of an endowed
special collection for fibrary materials
of an anti-racist, anti-ethnocentric na-
ture, as required to address the Tec-
ommendations for changes in the cur-
ricuta.

{Responsibility: Queen’s Challenge

Campaign, Library)

a) itshould condernn discrimination
against all persons and groups, in-
duding racial minorities. -

b} it should celebrate, and give pos-
itive expression 1o, the impact which
human diversity makes on the Uni-

versity;

o it should make services available,
accessible and sensitive to all individ-
uals and groups;

_d) it should provide for moritoring

of services, with sanctions for viola-
tions. It should state that everyone
should be held accountable for up-
holamg this policy;

e it should evolvefrom afulldiscus-
sion in the Queen’s community about
the appropriate balance between a
punitive and educational approach to
transgressmns of human rights;

f) in developing the po[icy, anti-Tac-,
ist and racial minority organjzations

" should be consulted.
" {Responsibility: Vice- Prmc:pa]
- Human Serv:ces, \Fxce—Pnnapal Op-

erations)

B Personnel Services:
}iccommmﬂa!fons

Theserecommendations speak to Per-
sonnel Services as asupport service in
non-academic hiring. -

1 Selection Comumittees for non-aca-
demic staff and the selection process
should include radial minority groups
in order to increase sensitivity.
(Respansibility: (Personnel, individ-
ual employers)

2 Openness and sensitivity to diver-
sity should be incorporated into job
description requirements, with quali-
fications based solely on bona fide
requirements of the job, with relevant
non-Canadian training, experience
and credentials treated equitably.

(Responsibility: Personnel, individ-



)

ual employers)

3 Accelerated timelables for change
and goals should be set for the im-
p]emenfa:ion of employmént equity
targets in hiring non-academic staff
(for example, three years rather than
five or ten}.

{Responsibility: Council on Emplay-
ment Equity)

C Service Structure and Delivery:
Recommendations

1 Provision should be made for ons
going racism awareness and cross-

. cultural sensitivity training for all

personnel and volunteers engaged in

* support services.

(Responsibility: Personnel}

2 Support Services should have an
internal and external system of ongo-
ing crifical review and monitoring.
These programs should be developed
with the participation of racial minor-
ities.

(Responsibility: All Support Services
Directors)

3 Support Services should examine
the cultural appropriateness and in-
clusiveness of their services and pro-
grams in order to eliminate racism
and ethnocentrism.

{Responsibility: All Support Services
Directors)

a) consideration should be given to
providing more cultural diversity in
food services under present and fu-
ture contracts.

{Responsibility: Residences and Food
Operations Manager)

b} consideration should be given to
the provision of alternative housing
for those who wish tolive in residence
without the food plan, and require
kitchen facilities to meet cultural di-
etary needs. This could be achieved
by transforming some of the Queen’s
off-campus housing into residences
for students with such dietary needs.
{Responsibility: Director of Resi-
dences)

¢} Apartments and Housing shouid
establish and monitor criteria for the
listing service, and investigate com-
plaints about Jandlords who discrim-
inate against racial minorities.
{Responsibility: Director of Apart-
ments and Housing)

C Information, Publications
and Promotional Materials

The University presents itself to oth-
ers in part by way of its publications.
The Committee has reviewed exter-
nal publicity in the form of posters,
high school liaison, pamphlets and
internal publications (University, stu-
dent, staff and faculty).

We have noted that in the images of
Queen’s life, racial minorities rarely
appear in photographs, and where

" they do appear, they were depicted in

a stereotypical manner. These pic-
tures suggested that:

a} all members of racial minority
groups are international students and
that their social life revolves arcund

‘the International Centre.

b} members of racial minority
groups canaot be involved in inte-
grated social activities at Queen’s.

¢} members of racial minority
groups spend most of their free time
engaging in their own social and cul-

tural events, and that this is a suffi--

cient outlet for their individual self-
expression.

[ dhicctive

To develop Queen's publications so
that they reflect the values and activ-
ities of all people at the University.

A General Recommendations

1 Develop a communications policy
that provides standards, guidance,
and advice on ortraying diversity in
Canada, and at Queen's,
(Responsibility: Race Relations Coun-
al

2 Develop a list of dates of all major
religious and similar holidays, and
include these in various University
publications and calendars.
(Responsibility: Public Relations)

B Queen’s Journal, Gazelte and Alumni
Review: Reconmendations

1 Ensure that members of racial mi-

nority groups are presented in pic-
tures in a variety of different situa-
tions.

2 Include members of raclal minor-
ity groups in ali facets of the publica-
tions.

3 Any advertising copy that depicts"

members of a racial minority group
should be shown to a member of that
group to ensure that the image por-
trayed is not sterotypical offensive.

4 Seek out stories and cover events

" that involve or would interest mem-

bers of racial minority groupsoncam-
pus and in Kingston by scliciting
clubs for events and suggestions.

5 Messages such as ‘Merry
Chsistmas’or ‘Happy Easter’ some-
times appear in Queen’s publications.
This courtesy should be extended to
the holidays of other racial minority

groups.

6 The above recommendations

apply as well -to other University
newspapers and newsletters, includ-
ing Golden Words, Surface, QUSA Cou-
rier and QUFA QUFACTS.
(Responsibility for atl: Editors of pub-
lications}

C Tricolour Yearbook: Recommendation

1 Since the Yearbook is an important
Queen's souvenir, it is imperative that
these pages show the human diver-
sity of Queen’s campus.
{Responsibility: AMS, Tricoleur Edi-
tor)

D What's Next: Recommendations

1 In the section on phone numbers,
all important numbers {(eg Interna-
tional Centre) should be included.

© 2 The list f clubs should be com-

prehensive and up-to-date, including
clubs operated from the lnternahor\a]
Centre.

3 Under the Comumiunity Services
section, ensure that the Kingston
Community racial minority advocacy
groups are included.

4 Ensure that holidays, other than
Christian ones appear in the Calen-
dar,

5 Ensure that the restaurant guide
includes all types of restaurants {eg
Chinese, Indian).

{Responsibiiity for all: AMS, Whal's
Next Editor)

E Whe's Where: Recommendations

1 Ensure that pictures indude mem-
bers of racial minority groups.

2 Ensurethatthe ;istof clubsisinclu-

shve.

3 Oulline the grievance procedure
for cases of racial discrimination on
campus, as is done for sexual harass-
ment, and include the role of the Race
Relations Officer.

4 Indude a comprehensive listing of
all religious institutions, not merely
churches,

(Responsibility: AMS, Who's- Where
Editor)

F RHigh School Liison:
Recommendation

1 Publications distributed by High
School Liaison should be inclusive,
and welcoming to peopile of all back-
grounds. Many students {eg black
students in Toronto) apparently do
not come fo Queen's because of its
perceived racist image and un-
accommodating climate,
{Responsibility: Registrar)
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Public Commiunications:
Recommendation

1 The Public Relations Department,
Studio Q (Queen’s television pro-
gram broadcast weekly on Cablenet
13) and CFRC should portray the
human diversity that is present at the
University.,

(Respornsibility: Heads of respective

operations)

D Cultural Policies and
Awards

Objective:

To ensure that the range of cultural
events held at, and awards giveh by
Queen's University reflects the di-
verse character of Canadian and of
world cuitures, '

nendalions:

1 Adopt a policy of diversification

and representativeness at the Univer-
sity with respect to its cultural activi-
ties, including the Art Centre, con-
certs, theatre, and public lectures.
(Responsibility: Art Centre, Perform-
ing Arts Office, all Lectureship com-
mittees)

2 Develop a nomination process for
Honorary Degrees, so that nomina-
tions of individuals from diverse
groups are generated.
{Responsibitity: Registrar

E OQrientation

Animportantobjective of Orientation
Week is to welcome alf incoming stu-
dents to the Queen’s community
{Jackson Report, 1990). To meet this
objective the activities and the spirit
of orientation must be indusive, This
general objective has been clearly de-
fined by the Senate Committee on
Student Affairs. In its 1987 report it
declared that the purpose of orienta-
tion is to help students make a
smooth transition into their new en-
vironment in ali of its aspects. The
report outlines four broad areas:

a) emphasizing the community of
Queen’s, with its inteliectual, cultural
and social resources;

b) providing optional events and
support that will meet the variety of
needs and interests of a diverse group
of individuals;

¢) fostering an awareness of the
community of Kingston, with an em-
phasis on participating in that com-
munity and building responsible citi-
zenship; and

d) generating enthusiasm and a

sense of pride and responsibility in
becoming & member of the Queen’s
family.

The responsibility for the following
recommendations rests with the
AMS, and the Orientation Activities
Review Board.

Orientation Week can'become a more
welcoming environment for all mem-
bers of the Queen's community and
better meet the objectives outlined by
the Senate Committee on Student Af-
fairs if the following recommenda-
tions are implemented:

1 A member of an anti-racist group
should sit on the Orientation Activi-
ties Review Board. This person
should not be the AMS Education
Commissioner, since this person may
not have sufficient expertise about
racism. \

2 Orientation leaders must be aware
of, and responsive to, the climate of
intolerance and insensitivity that is
often generated in Qrentation. The
selection of Orlentation leaders must
specifically address this issue. In
order to achieve this-goal, anti-racist
groups must be active participants in
the selection process. Furthermore,

mandatory anti-racist education sem-

inars need to be implemented for Ori-
entation leaders,

3 FEthnic campus clubs, and anti-rac-

. ist committees should be actively so-

licited for advice. Orientation orga-
nizers should also seek advice on
racism from former organizers, orien-
tation committees at other universi-
ties and any other interested individ-
ual or party. :

4 All incoming students should be
made aware of the existence of the
Race Relations Officer. These advisers
should hold regular office hours dur-
ing Orientation Week. -

5 Activities must be planned with a
sensitivity towards racial minority
groups. The practice of kneeling
down and calling the Gaels ‘god’ is
offensive to many religions. The of-
fensive and subordinating activities
such as Tindall Field must be abal-
ished. The new events should be de-

/

ties. Reducing the role of atcohol dur-
ing this week would help create a
more welcoming atmosphere to an
acadetnic institution.

§ Fthniccampus clubs should be ac-
cessible during Orientation Week. A
tist of ail the clubs and & contact per-
son should be available in all orienta-
tion handbooks and at the prientation
information centre (Nerve,Centre).

9 An eveni, similar te clubs night,
should take place to promote various
campus and Kingston facilities to
meet the needs of racial minorities.

10 Campus groups shouid plar ori-
entation events geared lowards the
interests of the particular racial mi-
nority group that they serve.

1t The Give me a Break program
should remain separate from the
Chaplain's Office, and should be
structured to be more welcoming to
students from all religious and racial
minority backgrounds.

12 The focus of Orientation must be
redirected from stressing the histeri-
cal traditions of elitism, to emphasiz-
ing the wide range of educational op-
portunities that exist in a university
community. The speeches during
Opening and Closing Ceremonies
should be changed to meet this goal.

"F Religious Observances and

Scheduling

Almost 150 years after its founding,
Queen’s remains a largely Christian-
centered institution. Members of non-
Christian religious groups endure a
significant measure of marginaliza-
tion and discrimination. The pattern
that emerges is one of systematic eth-
rocentrism.” Consequently, many
members of the Queen's cormmunity
are forced to choose between their
jobs or courses, and religious cbser-
vances. Theresultisunwanted assim-
ilation. Rather than continuing this
exclusion, Queen’s should foster a
multi-fajth environment which sends

" & clear message of welcome to people
- of all religions.

signed to promote individuality and

equality.

6 Orientation activities must be di-
verse. Awide variety of events should
take place in order o appeal to a di-
verse student body.

7 The central role of alcohol during
Orientation Week causes many
Muslim and other students to decline
participation in all orfentation activi-

Recommendntions:

1 The function of the Chaplain’s Of-
fice should be reviewed.” An alterna-
tive to the present arrangement
would be to expand it to become a
religious services group representing
all religions of the Queen’s commu-
nity. All members of the group should
have the same status within the group
and within the University, Such a
group would be a sounding board for
members of the Queen's community
needing counselfing, support, and
advocacy on a variety of issues refat-
inig to religious needs and University
practice.
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(Responsibility: Principal)

2 Alldepartments of the administra-
tion, staff, faculty, and student gov-
ernment should be provided with a

Tist of the significant religious holy

days of all faiths. The scheduling of
any and all University activities
should be done with these dates in
mind,

{Resporsibility: Public Relations De-
partment)

3 The current process for resolving
scheduling conflicts during final ex-
amination periods shoyld be ex-
panded to caver all examinations in-
cluding mid-terms, and should be
widely publicized among faculty and
students. Professors shouid empha-
size that students having a schedul-
ing conflict may use the established
process, and that there willbe no pen-
alty for so doing,

(Responsibility: Registrar, Senate,
Faculty)

4 There should be a simple, well-
publicized ‘opt-out’ procedure for
students not wishing to support cam-

. pus events and operations serving al-

cohol, since this is against the practice
of numerous religious groups.
(Responsibility: AMS)

5 There should be a comprehensive
review of restdence and support ser-

vice practices which ignore the reii-- -

glous practices of any faith.
{Responsibitity; Residence, Support
Services Directors) -

& In order fo ensure that sensitivity
to religious concerns is a part of the
agenda of the administration’s re-
sponse to racism atid ethrocentrism,
all offices, committees, advisers, (etc)
relating 1o this area should include
ethnic relations as well as race Tela-
tions. It should be understoed that the
Race Relations Officers are in fact ad-
visers on Race and Ethnic Relations.in
keeping with the definitions used in
this Report.

{Responsibility: Principal)

G Graduate Supervision and
Research Ethics

University Research is usually carried
out by individuals working in dose

cooperation with others (either a su-
pervisor or other team members), The’

intimate nature of this enterprise can
sometimes give rise to conflictual in-
terpersonai relationships, and as this
point prejudices can intrude. And be-
cause of the private nature of the in-
teractions, evidence about such con-
flicts is usually only available from

the parties directly concerned.

Many research students at Queen’s
are international students who may
arrive without benefit of an intercul-
tural orientation program and their
supervisors may not have had much
intercultural experience. Such
students’ academic record may also
be under-evaluated; they may lack
sufficient information about the
country, the University and the par-
ticwlar program; and they may be suf-
fering from the financial burden of
differential fees. These factors and
siresses may contribute to a break-
down in the working retationship.

Toimprove the working relationships
between supervisors and research
students when they have diiferent ra-
cial backgrounds.

b Graduate Supervigion:
Reconpuendafions

1 Place information about Queen's
that is relevant to racial minority stu-
dents in a single specific section in the
Graduate School Calendar.
(Responsibility: Dean of Graduate
Studies} -

2 Study the rationale for maintain-
ing the differential fee structure for

internaticnal students beyond two

years of Masters, and three years of
Doctoral studies.

{Responsibility: Dean of Graduate
Studies)

3 Seek ways to strengthen informa-
tion resources, and establish inter-
university collaboration in order to

have a basis for evaluating academic -
records of international student ap-

plications.
{Responsibility: Dean of Graduate
Studies)

4 Encourage faculty to seek out
graduate students from racial minor-
ity groups.
{Responsibility: Facuity) N
5 Develop anti-racist and qoss-cul-
tural sensitivity training for faculty
involved with supervising racial mi-
nority students,

(Responsibility: Dean of Graduate
Studies}

Res ics: Obfecti

To ensure that research with human
subjects is-free of racism or racial bias.

a ics: 7 i)

1 Examine the current research eth-
jcs review procedures to ensure that
all ethics commitees include racism
and racial bias as a basis on which to
judge the ethicality of a research pro-
posal.

(Responsibility: ARC Committee and
Research Ethics)

2 Affirm that there be no restrictions
on the choice of research topics, but

“there is a need to judge the approach

to topics for racism and racial bias.
(Responsibility: Principal, Dean of
Graduate Studies)

H Relationships with
Kingston Comumunity

Queen’s is an integral part of the
larger Kingston community. It is a
contributor to the diversity of the
Kingston population, and enriches tts
cultural lfe,

 Obiegi

_ To ensure that, as Queen's strives to

become more diverse, there are open
and positive relationships with the
Kingston community.

Recommendalions

1 The University Race Relations
Coundil should seek to have formal
meefings, at least annually, with the

“Kingston Mayor's Committee on

Race and Fthnic Relations, and with
the Kingstor 'olice Race Relations
Advisory Committee.
(Responsibility: Race Relations Coun-
cl)

2 The University Race Relations
Council should maintain close iiaison
with the Superintendents in charge of
Race Relations in the area County
Boards of Education with respect to
curriculum and recruitment matters.
(Responsibility : Race Relations
Coundl}

3 The University Race Relations
Council should maintain close liaison
with government organizations deal-
ing with race relations (eg Human
Rights Commission, Race Relations
Directorate).

{Responsibility: Race Relations Coun-
cil)

4 The University Race Relations
Coundl should develop communica-
tions with non-governmental organi-
zations (eg Kingston District Irnmigr-
ant Services, various racial and ethnic
crganizations).

{Responsibility: Race Relations Coun-
cil)
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7 Implementation

 Ohiectives

1 To ensure that the recommenda-
tions contained in this Report are im-
plemented, and that the changes are
monitored.

2 Toaddress the Committee’s fourth

term of reference: “To recommiend
long-term institutional means of giv-

ing advice to the University on race -

relations issues, and if appropriate, to
recommend terms of reference’.

Congiderations

On'thebasis of the materials coliected,
and the various opinions expressed,
we propose six principles that should
gulde the implementation of the rec-

- ommendations in this-Report.

The procedures to be established
should:

1 Fadlitate the democratic involve-
ment and commitment of all affected
constituencies (faculty, staff and stu-
dents) in developing the measures
which wil} lead to an anti-racist envi-
ronment. The perspettives of racial
minorities should be seriously con-

sidered tn shaping such measures. -

-2 Be kept as a distinct element, and

not be merged with other issues {such
as general grievance or gender) into a
general procedure. This is essential
for two reasons, The first is because
racism is not well-understood, there

- may be a need for changes which

would be more difficult to achieve

within a complex structure. The sec- .

ond is because issues of racism may
become lost in a large context, -

3 Be able to carry out two distinct
functions. One is proactive, concerned
with implementation, and monitor-
ing of the recommendations, and
with education about racism for the
Queen’s community. The second is re-
active, concerned with complaintsand
grievances that arise from racial ha-
rassment or discrimination. Aithough
distinct, these two functions could be
housed together in a single operation,

4 Permit the person acting pro-
actively to be.supportive of these
seeking Lo make, and those who have
already made, a complaint.

5 Be empowered by, but not under
the direct control of, the University
administration. Such an arm's length
arrangement is necessary in order to
be effective in the implementation of
change.

6 Be supported by a high-level com-
mitment to change, an allocation of
resources, and a requirement that

units within the University abide by
this commitment, Within the context
of this commitment, the pace and
character of the change should con-
tinue to be influenced by those most
affected by racism.

I 3 ;\:_—
1 It is recommended that individu-
als identified with specific responsi-
bilities in this Report use appropriate
mechanisms such as departmental
student councils and departmental
commitiees on curriculum, promo-
tion, to develop implementation
plans, Due consideration should be
given to ensuring the democratic in-
volvement of all levels of the organi-
zational unit concerned, Assistance in
the development of such plans should
be sought from the Race Relations

‘Centre (see Recommendation 5

below).
{Responsibility: Principal)

2 Arealistic timetable should be es-
tablished to ensure timely develop-
ment of implementation plans, pref-
erably before the end of 1991. Such
plans should be passed on to the Race
Relations Council (see recommenda-
tion 3} for comment and recommen-
dations for change, before im-
plementation.

{Responsibility: Deans, Department
Heads, Directors)

3 The University shouid establish a
Race Relations Council. The Council
should adopt an advocacy stance for
the interests of racial minorities at the
University. Its terms of reference
should be:

a) To establish a Race Relations Cen-

ire, {see below), and to appoint a Di-
rector of this Centre.

b} Toappoint a Race Relations Officer
{see below)

o) To develop writtent guidelines for
use by Department Heads and Diree:
tors in developing their implementa-
tion plans. ;

d) To assist in the development of

" policy and procedures for dealing

with racism at this University, and to
monttor their implementation.

e) Toreceive annual reports from the

Director of the Race Relations Centre

and Race Relations Officer.

f) Toadvise the Principal on all mat-
ters related to racism on campus.

g) To develop an annual report
which includes information on the
implementation of this Report. This
Annual Report should be released to

the Universily community.

h) To communicafe and liaise with
counterparts in other academic insti-
tutions.

{Responsibility: Principal}

4 The appointment of members to
the Race Relations Council should be
guided by the following principles:

) Those appointed should have a
demonstrated record of commitment

/to an anti-racist stance.

b) Those appointed should be ac-
ceptable to the majority of the Univer-
sity population, and especially to ra-
cial minorities.

¢} Appointments should be made
with regard to achieving a balance
among the various constituencies
(faculty, staff, undergraduate stu-
dents, graduate students and the
Kingston community). In order to
achieve the confidence necessary to
carry out their work, consideration
shouid be given to gender balance,
and the majority of Council should be
members of racial minority groups.
There shall be three ex officio mem-
bers: The Director, the Officer and the
Employment Equity Coordinator.

d) Appointments to the Council
should be made according to the
arm's leagth principle. Iniially, mem-
bers of Coundil should be selected by
a nominating committee made up of
the twocurrent Race Relations Advis-
ers, and one representative each from
QUFA, QUSA, AMS and GS5.
{Responsibility: Prindpal}

5 The Race Relations Council should
establish an office, tobe designated as
the Race Relations Centre, with a Diree-

“tor, Appropriate resources and staff

should be provided by the University.

The Centre should be easily accessi-
bt have a welcoming environment

. and be located in one of the student

activity areas such as the John
Deutsch University Centre. In order

. todevelop this environment, the Cen-

tre should be zble to organize and
promote cultural and public educa-
tional activities on anti-racism. The
resource implications of establishing
the Race Relations Centre shouid be
reviewed with respect to other units
performing overlapping functions,
such as the International Centre and
the Employment Equity Office.

‘The Director should adopt a posi-
tion of advocacy with respect to racial
minority interests.

The Director’s responsibilities
should indlude:




a) Assisting the Race Relations
Coundil in menitoring the functions
of, and propesing changes to, the Uni-
versity system In such matters as ad-
missions, hiring, promotien, tenure,
and compensation.

b} Assisting the Department Heads
and Directors in developing their im-
plementation plans and procedures.

¢} Developing proposals for educa-
tional activities for students, faculty,
and staff in order to promote a policy
of anti-racism in its environment.

d) Providing support for complain-
ants,

¢) Providing support to the Race Re-
lations Officer (see below).

f) Liaising with other relevant Uni-
versity services, in particular the Em-
ployment Equity Office, International
Centre, support services and the stu-
dent government.

g} The appointment of the Director
and other staff of the Race Relations
Cenire should be made according to‘
principles 4 a) and b} above.

h} The development of an annual re-
port to be presented to the Race Rela-
tions Council.

(Responsibility: Race Relations Coun-
il

fectip
To provide well-defined access:b!
and effective procedures to deal with
complaints of racial disciimination in
the University system.

Against the backdrop of a society
which often condones and promotes
racist views and actions, Queen’s
University should break these pat-
terns of discrimination. It should em-
powes racial minorities by creating a
positive environment and by re-
sponding to individual and systemic
incidents of racism in a forceful and
principled manner.

Some examples of racism are:

a) interpersonal behaviour such as
name calling, derogatory remarks,
gestures, and physical attacks

b) racial bias in academic decisions,
such as grades, marks, scheduling of
academic activities and decisions re-
lated to curricular offerings

¢) racial bias in administrative deci-
sions, tenure, promotion, appoint-
ments, leave, salary increases etc.

6 Itis recommended that a Race Re-
lations Officer be appointed by the
University.

a} The appointment of the Race Re-
lations Officer should be made ac-
cording to principles 4 a) and b}
above.

{Responsibility: Race Relations Coun-
il

) TheRace Relations Officershould
be responsible for investigating and
mediating the complaints dealing

- with racism following the principles

established in the section on Com-
ptaints Procedures.

<) - The Race Relations Officer should
present an annual report to the Race
Relations Council.

7 Relationships among the Race Re-
lations Coungil, the Director of the
Race Relations Centre, and the Race-
Relations Officer should ‘be as fol-
lows:

a) The Council will serve asan advo-
cate for racial minorities at the Uni-,
versity. It will aiso provide overall
advice and guidance to the Director
with respect to policies and pro-
grams, and.monitor progress in the
implememation of the recommenda-
tions in this Report, and of any new
policies and programs.

8 Procedures to Deal with Complaints

The University has several constitu-
encies, and situations may arise
among individuals of one constitu-
ency or group or between individuals
from different groups. The main con-
stituendies are: students, faculty, sup-

‘port staff, library staff, and adminis-
trative staff, There are also those who
work on campus but who are not-di-
rectly employed by the University,
such as employees in support ser-
vices {eg the bookstore and food ser-
vices), N

The Committee has carefully exam-
ined the existing grievance proce-
dures and believes that they do not
provide a mechanism for reporting
and dealing with issues related to ra-
cial discrimination. The two Race Re-
iations Advisers have been appointed
under the existing grievance proce-
dures. This has to be considered only
an interim measure because their
terms of reference and the procedures
for dealing with complalnts, are un-
defined.

Recommendations

1 The Race Relations Council, after
appropriate consultations, should de-

b} The Director will be responsible to
the Council in carrying out these pol-
icies and programs. The Director’s
role is mainly proactive, as identified
in the opening principles. The Direc-
tor shall be an ex officio member of
the Council.

¢} The Officer will be responsible to

the Councit in carrying out duties
under the complaints and grievance
procedures The Officer’s role is
rnamly reactive identified in the
opening principles. The Officer shali
be an ex officic member of the Coun-
cil.

It is recognized that not ali recom-
mendations in this Report can be im-
plemented immediately or simulta-
necusly. We have not attempted to
indicate either a timetable or a list of
priorities. However, we are advising
that the University establish the Race
Relations Council within six months
of receipt of this Report. Its first task
should be to develop a Race Relations
Paolicy, and within this policy, to set
timetables and priorities. As soon as
possible, the Director of the Race Re-
lations Centre and the Race Relations
Officer should be appointed to assist
in the work of the Council, and to
begin the proactive and reactive func-
tions we have identified.

velop formal procedures to be used
by the Race Relaticns Officer for deal-
ing with complaints that would be
applicable to all of the constituencies
on campus. In developing this frame-
work, consideraton should be given
to policies developed by other orga-
nizations incheding the University of
Western Ontario’s Race Relations Pol-
icy (see Appendix 5). Consideration
should also be given to the Ontarlo
Human Rights Commission Policyon -
Racial Slurs, Jokes and Harassment,
to such principles 25 natural justice
and to other relevant legislation, such
as the Ontario Human Rights Code
and Canadian Charter of Rights and
Freedoms.

{Responsibility: Race Relations Coun-
dl)

2 Radsm should be added to the
Queen's University Student Code of
Conduct as constituting an offence
within the University community. In
addition, codes of conduct which in-
clude racism should be developed for
faculty and staff and published in ap-
propriate University documents such
as Regulations Governing Appoint-
ment, Renewal of Appointment Ten-
ure and Termination for Academic



Staff', and Personnel Pelicy and Pro~
cedures Manual {for Support Staff’.
(Responsibility: Senate, Personnel)

3 In order for the complaints proce-

dure to be effective, they should be

seen to be accessible and supportive

of the complainant. This can be en-
" sured by: '

a} providing for identified com-
plaints which the complainant is will-
ing to pursue in a formal manner.

b} providing for the recording of
complaints which the complainant is
not willing to pursue formally, This
will allow the Race Relations Officer
to monitor patterns of complaints at

port (in December, 1990), numerous
commenis and questions were re-
ceived by the Committee. These have
been considered during the process of
revision. Some comments have been
incorporated directly into the appro-
priate sections of this Report. Other
comments, those that were men-
tioned frequently, are identified in
this section, and brief comments on
them are provided.

a) Evidence Concerning Personal
and Systeric Racism at Queen's

The Committee seriously considered
conducting a survey to provide a
firm, quantitative basis of facts and
recorded attitudes and opinions, The
value of such a survey, even when
executed professicnally, at high cost,
would have been marginal, mainly
because there is no national or other
baseline data set to compare with the
Queen's data. Moreover, we were ad-
vised repeatedly by individuals who
were victims of racism that it was of-
fensive to them to have to demonstr-
ate or prove their experiences. Sur-
veys conducted at other universities
{eg York, Western, Windsar) point to
a significant degree of racism. We
have no reason to believe that
Queen's woul/d be any different.

That certain racial minority groups
are badly underrepresented at
Queen's does not need to be proven
beyond the obvious, and that a certain
number of racist incidents do occur
does not have to be quantified to es-

the University, and to assist in the
development of anti-racist education
programs.

& developing support mechanisms
for complainants through the Direc-
tor of the Race Relations Centre.

d) including in the complaints pro-
cedures a method to deal with respon-
dents who take reprisals against com-
plainants. (Similar protections

provided for complainants in Section |

7 of the Ontario Human Rights Code}.
{Responsibility: Race Relations Coun-
cil)

4 In developing setflements under
the proposed complaints procedures,

9 Areas of Common Concern

_ ' Following the release of the Draft Re-

tablish that a problem exists. Crur pro-
cesses of investigation have clearly
identified probiems of both individ-
ual and systemic racisim. Since none
of our recommendations depend on
the measure of racistm at Queen's, we
decided against a survey or any other
~form of quantification.

b) Academic Freedom

The Commitlee fully accepts the
University’s Statement on academic
Freedom (adopted by Senate on April
24, 1969). This statement affirms that
academic freedom is indispensible to
the purpose of a university and that
faculiy members should have the
freedom o study, to teach and to re-
cord knowledge according to their
best professional judgment. The state-

. ment also asserts that The right to

academic freedom carries with it the
duty to use that freedom in a respon-

sible way, with due regard to the

rights of others within the University
and the community at large’. The
Committee believes that racism is not
protected by academic freedom, since
it infringes on the rights of others.

¢} Categorizing by Race’

"It has been claimed by some that

many.of the recommendations in this
Report require that alf persons beclas-
sified by ‘race’, so that ‘race’ will be-
come the most important characteris-
tic of people at Queen’s, rather than
redudng its importance, However,
sell- identification only is proposed,
using whatever categories one feels

comfortable with. Moreover, such

due consideration should be givent
three basic principles:

.a) empowering complainants an

addressing their concerns

b} developing time limits for pre

cessing such complaints which pre
vide enough time for proper invest;
gation and attempts o conciliate
while at the same time ensuring tha
the needs of the complainant are me
in a timely fashion, -

¢ addressing the University’s obli
gation to develop and maintain arac
ism-free environment
(Responsibility: Race Relations Coun
<il)

self-identification has been a featun
of Canadian demographic statistic

for 6ver a century, and we are propos-

ing nothing new.
d) Quotasand Affirmative Action

These two terms are not used in the
Report, but many critical comment:
have implied that they are. Moreover
the Report does not recommend z¢
tions that could be construed in this
sway. Rather than ‘quotas’, we refer tc
‘goals’, which are not strict numbers
but valued objectives. Rather than‘af
firmative action’ we propose employ-
ment and.admission ‘equity’, by
which we mean an attempt to match
certain reasonable criteria in the pop-
ulation. The closest we come to suct
ideas is in the proposal of a ‘tic
breaker’, bul even here ‘advantage’ j:
given only when candidates an
‘equal’.

e} Excellence

Many assume that admissions or ap-
pointments that seek equity will aw
tomatically reduce quality, This belie.
rests on a deeper assumption tha’
those from groups that are not now
appropriately represented in Queen's
are of lower quality.

Moreover, excellence is a guality
that pertains toinstitutions, notjust ¢
individuals. In a multicultural and
multiracial society, it is plausible t¢
argue that a culturally and raciaily
diverse institution s superior to a he-
TNOZENeous one.
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Footnotes

1 From statement hy Principal D.
Smith, November 23, 1989; bases are
extracted from the Ontarlo Human
Rights Cede.

2 From paper by Principal D. Smith,
*Values at Queen’s,” 1990.

3 From address to convocation by
Rosemary Brown, October 27, 1990

4 From Ontario Human Rights Comn-
mission ‘Policy Statement on Racal

Slurs and Harassment,

5 Abella Codes is a term, coined by
the 1984 Royal Commissionon Equal-
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- APPENDIX 1 Membership* of the -

Principal’s Advisory Commitiee on
Race Relations

Carol Allen  (from January, 1990)
Susan Anderson (until May, 1990)
Barry Batchelor

Elspeth Baugh

John Berry {Chair)

Sue Bolton

Nina Chahal

Rebecca Gotdfarb {from January,
1950)

Robert Green  (from January, 1990}
Dolf Harmsen

Pamelalp (until May, 1990)

Sandra Jass {and others, for Student

‘Committee Against Racism; from Jan-

uary, 1990 until May, 1590)

Madan Joneja ]

Joyce Pelletier (until January, 19%0)
VicSahai  {until May, 1990)

David Sangha

Albert Williams (until June, 1950)
Winsom (until June, 1950}

*All members were appointed on’

March 1989 and continue until the
present, unless otherwise noted

APPENDIX 2

Terms of Reference of the Principal's
Advisory Committee on Race Rela-
tions

1 To survey the steps taken at other
Canadian universities to understand

ity in Employment (Judge Rosalie
Abella Commissioner), to refer to the
twelve major occupational categories
by which employment equity data is
reported. .

6 The Committee welcomes the re-
cenily announced programme in Na-

tive Education, developed jointly by -

Queen’s University and Trent Univer-,
sity

7 Examples of this form of ethnocen-
trism include setting a Muslim gradu-
ate student's thesis defence during the
fast month of Ramadan; holding
ASUS elections on Kol Nidre, the ho-

the situation of minority groups in the
university and to promote good race
relations; and from this survey to
identify policies and suggestions
which might beapplicable to Queen's.

2 To consuit broadly within the Uni-
versity and the Kingston community
and to recommend educative and
other measures svhich will tend lo
promote harmonious race relations in
the University. '

3 To review the support services

.available in the University to Cana-

dian and international students who
are members of visible minority
groups and to make recommenda-
tions,

4 To recommend long-term institu-
tional means of giving advice to the
University on race relations issues
and, if appropriate, to recommend
terms of reference.

5 In fulfilling these terms of refer-

ence, the committee will be guided by
the following: the committee may
make recommendations about griev-
ance and discipline procedures at
Queen's that are relevant to race rela-

. tions; the committee may consider in-

dividual cases and advise individuals
about how to pursue their complaints,
but the committee will not adjudicate
individual complaints.

APPENDIX 3
Activities Concerning Race Relations
at Selected Canadian Universities

A number of Canadian Universities
have examined race refations at their

institutions, and have developed pol-

icies and programmes:

1 York University (1988). A York
comrnittee produced a report that
made four major recommendations;

a) The re-articuiation of a human

liest night of the Jewish calendar; the
non-availability of food which meets
certain dietary restrictions; Christmas
dinners in residence, to the exclusion
of other festivals; the saying of a

_ Christian grace and the serving of al-

cohol at High Tables; having the first

~day of classes in 1988 on Rosh

Hashanah, the Jewish New Year; and
the marginalization of other religious
leaders due to the central role of the -

* Chaplain's Office.

B The Commitiee welcomes the re-
cent formation of an Interfaith Coun-
¢il by the Chaplain’s Office.

rights policy for the York University
community.

b} Establishing a Centre for Raceand

Ethinic Relations at York University.

) All hiring, recruitment, and pro-
motion policies for faculty, staff, li-
brary, and service personnel be re-
viewed for possible sources of
systemic discrimination against
members of racial and ethnic minori-
ties.

d) More effective outreach programs
" designed Lo foster relations between it
and the large numbers of ethnocultu-
ral and advocacy groups which have
been formed so that the University
can better serve the needs of the
changing population of the dity.

{Source: York University‘ Report on
Race and Ethnic Relations)

York subsequently set up an Office of
. Race and Ethnic Relations, with &

© part-time Director and a full-tirmne sec-

tetary. All functions were carried out
from this Office {counselling, han-
diing complaints, human rights pro-
motion, public education, community
relations, and advising the York Cur-
rculum Comrittee and Employment
Equity Office)

{Source: Interview with Professor
David Trotman, first Director of the
Office of Race and Ethnic Relations)

2 Dalhousie University (1985}
Dalhousie produced a report focus-
sing on access for Black and Miamac
students, and recommended special
outreach and transitional pre-
grammes. One example is that in 1589
the Dalhousie Law School established
the Law Program for Indigenous
Blacks and Micmacs (IMB pro-
gramme). The goal of the program is
lo increase the representation of in-
digenous Nova Scotian Blacks and



Micmacs in the legal profession by
making Dalhousie Law School more
accessible to applicants from these
two communities. The IMB program
represents an acknowledgement by
Dalhousie Law School and the legal
profession in Nova Scotia that the
underrepresentation of these com-
munities in the legal profession is
based on historicinequality. The pro-

* gram s one step toward overcoming

this inequality. It strives to recruit
more students from the Black and
Micmac communities and provide
them with financial and academic
support during law school.

{Source: Dalhousie University Re-
port an access for Indigenous Blacks
and Micmacs) i

3 University of Western Ontario

(1959). A Western Committee pro-

duced a report with five main recom-
mendations

4) That a race relations policy and
procedures be developed and im-
plemented.

p) That the University appdint, on
an ongoing basis, a Race Relations
Commiitee drawn from the Univer-

sity and the community.

¢} That the University appoint a
suitably qualified individual as a
Race Retations Officer.

d) That the University undertake a
review of all polices, procedures
and practices in order to ensure that
they are free of aniy systemic barriers
which discriminate on the basis of
race. .

&) That the University implement
prograrm of race relations awareness
for the entire University community.

Western subsequently ‘developed
and accepted & race relations policy.
Amongother aspects, the Policy calls
on the University to:

a) Promote dignity and respect
among all members of the University
community and not to tolerate any
act of harassment ar discrimination
on the basig of race.

b) Provide educational opportuni-
ties that raise the awareness of the
University community on issues as-
sociated with race relations, racism
and racial harassment and also pro-
vide skills tralning programs that as-
sist in handling or preventing racial
problems. ‘

¢} Hold all persons in positions of
authority who make or influence de-
cisions regarding potentfal or cur-

‘tent faculty, staff, and students re-

sponsible and accountable for
communicating the tenets of the pol-
icy toall who come under their juris-
diction and to foster an environment
in their area which is free of discrim-
ination and harassment on the basis
of race.

d) Prohibit reprisal or threats of re:
prisal against any member of the
University community who makes
use of this pelicy or participates in
proceedings held under its jurisdic-
tion.

{Source: University of Western On-
tarlo Report and Policy Statement)

4 University of Atberta (1950). A
Committee reviewed the situation,
and recommended the establish-
ment of a Human Rights Office that
would be responsible for a number

of issues in addition to race relations -

(gender issues, employment equity).
AHuman Rights Officer is currently
being sought,

{Source: University of Alberta Re-
portand job advertisement)

5 University of Toronto {1990). In
October 1590 the University of To-
ronto President appointed two spe-
cia} advisers to help him decide how
1o deal with issuesof race and racism
at the university. These advisers are
to consult with faculty, students and
staff and to formulate a plan. Their
objectives are:

a) ‘To identify and describe the .

scope of the problems and
challenges the University faces in
improving the racial climate and ex-
perience at the University.

b} Torecorumend specific steps that
could be taken immediately to im-
prove the radal dimate and experi-

ence at the university.
N

¢) Torecommend ways in which the
university should develop and im-
plement plans over the long term to
improve the racial climate and expe-
rience at the university.

(Source: U nf.T Bulletin, October 22
and November 12, 1550)

For a number of years (since 1970}

prior to this current initiative, the
University of Toronto has operated a
Transitional Year Program. This pro-

- gram has its roots in the Biack ¢om-

munity and provides an academic
program, within the university
structure, which serves education-
ally disadvantaged members of
socio-economically disadvantaged
groups. The program length is one
academic year and full OSAP fund-
ing is available. Upon successful

. ‘completion of the program students

are admitted to their program of
choice at the University of Toronto.
The Transitional Year Programisrec-
ognized by other universities in On-
tario and it is possible for students to
gain admission at other universities
if they so choose.

APPENDIX 4

Workshop Topics on Racism at
Queen's

In March and QOctober 1990 the Com-
mittee organized a set of workshops
onracism at Queen’s, In cooperation
with the Student Cornmitiee Against
Racism (SCAR), the Multi-Heritage
Collective, and the AMS Comimittee
on Racism and Ethnic Relations.

The topics were:

March 3-4, 1990
, 1 Student Admissions
2 Support Services
3 Information and Publications
4  Hiring, Appointments,

Promotion and Tenure

5 Procedures for Complaints and
Grievance

§ - Curriculum and Library

October 28, 1990

7  Academic Supervision and
Research Ethics

8 Residences and Housing

9  Awards and Honorary Degrees

10 Implementation of
Recommendations

Reports of these Workshops are
available from the Chair of the Com-
mittee.

‘APPENDIX 5
Race Relations Policy of the Univer-
sity of Western Ontario,



