


(commonly referred to as the Henry Report); and lastly a follow up to the Henry Report
penned by the Senate Educational Equity Committee (SEEC) “Senate Educational
Committee Response to the Report on ‘Understanding the Experiences of Visible
Minority and Aboriginal Faculty Members at Queen’s University.” In light of this long
history of assessing the climate of this university, participants frequently asked why the
university had decided to commission yet another report in light of the many
recommendations it as already received, few of which have been implemented over the
past 18 years.

This report is not a “scientific” study, but the results of a special inquiry into a
series of social, cultural, and intellectual problems that have plagued our campus for far
too long. While we collectively affirm the accuracy of our findings we acknowledge that
the majority of participants in this process have been engaged in diversity, equity and
anti-racism work on this campus in a variety of roles. Despite our best efforts, we found it
very difficult to combat the all too pervasive view on our campus that diversity issues
were the primary concern of equity seeking groups. We feel that this pervasive attitude at
Queen’s is a symptom of the nature of the climate on our campus with respect to issues of
diversity, anti-racism and equity. We are also aware, sadly, that many of the most
marginalized members of our community did not feel empowered or safe to speak with us
under any conditions or circumstances.

We present this report during a very difficult time in Queen’s history of
intergroup relations on campus. We have weathered a number of well documented
serious racist, sexist, homophobic, anti-Semitic and Islamophobic incidents over the past

18 months. There have also been serious divisions amongst student leadership and the



student body at large with regard to how to best deal with these issues, invoking an
impassioned if at times uncivil debate which at least upon one occasion degenerated into
physical violence.

In addition, the university’s recent attempt to implement an “Intergroup Dialogue’

program in its student residences me






heavily lifting on campus to foster a more inclusive climate. Many participants expressed
the view that the university’s leaders do not understand how to achieve this nor were they
able to see, name or understand “racism” and the lack of equity on our campus. Many
participants also felt that too much of this work had been left up to students and student
leaders. (see recommendations below). Nonetheless, most participants agreed that these
initiatives represented a few well intentioned efforts which had had limited success
improving the overall climate of the university. They felt that these efforts were
necessarily limited because Queen’s University, both subtly and overtly, has fostered a
campus climate where cultural homogeneity is valued over cosmopolitanism. The
administration’s efforts to improve the campus climate were either unknown or deemed
ineffective by our participants.

Participants also commonly expressed concerns about the university’s ‘branding’
campaigns on our websites and promotional material which rely too heavily on a rather
superficial and static rendering of *Scottishness’ based on the iconography of plaid,
tartan, kilts etc.” While some of our participants acknowledged that this university, like
all universities, is justified in celebrating the heritage of its founders, they also generally
felt that Queen’s’ exclusive fixation with these images does little too embrace the future

of an institution that may well have trouble attracting the students of the future, many of

% This is an idea of primordial ‘Scottishness’ that many scholars of Scotland routinely problematize as


http://blog.oup.com/2009/01/kilts/

whom will be from large Canadian urban centres undergoing rapid demographic changes
due to long term trends in immigration and settlement. Paradoxically, many of our
participants noted promotional material which did attempt to feature ‘diversity’ at
Queen’s did so rather crudely through tokenistic representations of “visible’ minorities,

suggesting a degree of racial heterogeneity that does not exist on the campus.

(i1)Student Orientation

Participants consistently identified the importance of Orientation Week for setting
the tone for the campus climate. While we acknowledge the importance of Orientation
Week for helping students to form friendships and form attachments to their new
university, in our conversations it became startlingly clear that Orientation Week was a
profoundly alienating experience for many members of the student body. The centrality
of alcohol in events both during that week and at other times was identified as an aspect
of student life from which many students felt excluded, as was the homogeneity of
Queen’s student leadership. One member of a focus group astutely remarked that
students’ first week of orientation instilled values of insularity and tribalism within

students that could take years to overcome if success was at all possible.

(iii) Safety and Accessibility on and off Campus

Safety was a concern that resonated throughout the participants’ comments. The
issue of safety was represented in two ways. First we noted that safety emerged as a
concern amongst those who did not feel safe airing their concerns about very sensitive

and often public discussion about issues of social inclusion, diversity and equity on



campus. Some participants expressed their unease at broaching these topics for fear of
being labeled intolerant or even racist. Yet others felt unsafe challenging racism, sexism,
ableism and classism that is often expressed by individuals in positions of leadership at
the university. Non- unionized staff and untenured faculty members in particular feared
reprisals for speaking out against these attitudes.

As or more troubling, participants frequently expressed concerns about the lack of
physical safety on campus. On several occasions we heard from primarily racialized and
gay and lesbian students and faculty who had experienced verbal threats or physical

intimidation. One of the most alarming disclosures were from Muslim






students, particularly at the graduate level: cultural alienation, the university’s poor
attempts at communicating the expectations of our academic culture, an insensitivity to
the extenuating circumstances facing international students, and an attendant rigidity and
insensitivity in both creating and implementing academic policies and procedure. This
ranges from resistance to re-scheduling major tests that occur on religious holidays to
hostility towards knowledge that has been gained outside of a Canadian context. As a
result, it is clear that many international students suffer severe levels of isolation, loss of

confidence,
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hours that had to be devoted to core subjects. We also heard concerns about the tendency
for programs to tokenize diversity issues by cramming them into a single module
attended by hundreds of students.

We found that many of the issues concerning teaching learning and curriculum
are crystallized in the theme of classroom dynamics that delimit the possibility of
embracing diversity and anti-racism in our classrooms and in the wider university
community. Many visible minority students—particularly foreign students who speak so
called “accented English”—found that they were often given less responsibility in group
assignments or found it difficult to find classmates who were willing to work with them.
Other participants noted that in the course of class discussions professors were often
quick to tokenize students from various social identities, looking to them to “validate” the
material. Perhaps even more troubling were the stories brought to our attention in which
professors were unwilling or unable to broach issues of diversity and inclusion in their
classrooms at all and often censored students who attempted to do so or worse, subjected
them to inappropriate and/ or abusive remarks. Minority professors were often treated
with disrespect based on their accent and appearance. They were also frequently accused

of bias when they attempted to bring diverse perspectives into the classroom.

(vi) Lack of Accountability, Clarity and Leadership

Again and again this panel was told that leadership on issues of inclusion, diversity
and anti-racism were lacking at Queen’s, starting with the reality that there is no common
institutional understanding of the overused and under-theorized term “diversity.” Many

participants also lamented the lack of institutional accountability around these issues.
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Who, they asked, is ultimately responsible for implementing the recommendations that
the university has solicited from various bodies from the early 1990s?

Closely related to the issue of accountability is the university’s lack of a strategic
vision or direction. There is a common perception amongst our participants that Queen’s
is perpetually in a “reactive” mode in dealing with issues of diversity and inclusion and
too slow to respond to incidents of intolerance. Nor do we effectively communicate these
incidents to the broader community. The university’s vision is for creating an inclusive
campus over the next five, ten or twenty-five years is not clear. Lastly there was a call for
both a more diverse senior leadership and a university leadership with the capacity to

govern the university through a diversity lens.

Part I11: Recommendations

The panel is well aware that the university is now in the midst of a serious
budgetary crisis. We have therefore divided our recommendations into two parts. The
first consists of recommendations we feel the university should be able to immediately
implement. The second is a longer term vision for the university once it has fiscally
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that it has solicited from various committees over the past 18 years. It is time to move
beyond studying the climate of the university and the experiences of faculty, staff and

students. We believe that the time of collecting data should end.
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be administered by the Office of the VP Academic and vetted jointly by the Rector, the
AMS Social Affairs commissioner, the SPGS Equity Commissioner, the Diversity
Advisor to the VP Academic and the Assistant Dean of Diversity Programs and

Community Development, Student Affairs.

1) The university should fund the new Journal of Critical Race Inquiry, an initiative of the
Human Rights Office, to the tune of $5,000 per annum as part of its base operating

funding rather than “soft money” or discretionary funds.

j) In coordination with interested student groups, the university should support a series of
brown bag seminars featuring talks on issues of anti-racism, anti-oppression and
diversity. This can be modeled along the lines of the AMS Academic Affairs

Commission Last Lecuture on Earth, or the Ban Righ Centre’s lunchtime lecture series.

(k) The university must ensure that all student leaders have access to diversity training
and that diverse perspectives are represented in our all important Orientation Week
events. Orientation Week also gives the university a singular opportunity to introduce
students to issues of anti-racism, anti-oppression and diversity. We encourage creative
programs that will engage students rather than bore or alienate them (eg. comedy or
theatre). The Office of Student Affairs, the Human Rights Office and the AMS Social
Issues Commission can work to train student leaders in and out of residences. Substantial
progress can be made in three years at which time expanded efforts could be funded by

the university.
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1) University leadership must work in partnership with QUFA to raise awareness about
the importance of sensitivity to issues of diversity and inclusion and fairness in the
classroom. We propose a joint awareness campaign, enlisting the support of the Centre
for Teaching and Learning (CTL) and Health Counseling and Disability Services. The
panel recommends recent initiatives by Health, Counseling and Disability Services and
the School of Graduate studies in the form of presentations on the needs and issues of
international graduate students be extended to undergraduate chairs and administrative

positions.

(i)Long Term Recommendations

(a) The university must actively recruit and retain racialized and other faculty from
underrepresented groups as well as faculty with an expertise in mounting courses and
producing scholarship in anti-racist and anti-oppression work. The QNS program should
be reinstated and one of its core mandates—cultivating a diverse professoriate—should
be restored. The university should also provide support for faculty from

underrepresented groups in the form of peer support networks.

(b) Increased targeted recruitment of students from underrepresented groups,
particularly Aboriginal students and urban outer city youth with funding support for those

from families earning less than $50,000 per annum.
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(c) All Senior Officers of the University, Deans department heads and staff must receive
mandatory equity training. Competences in these areas should also be a central criterion

for anyone aspiring to a senior leadership position at Queen’s.

(d) Queen’s must create report and reward structures at all levels of the administration,
from department heads to the Vice Principals that require progress on issues of diversity
and inclusion. All members of the senior administration, and the deans should be required
to show that they have endeavored to pursue the goals of inclusion and diversity as part

of their annual reports.

(e) The university needs to actively support the diversification of the curriculum. Queen’s
needs more programs such as the Aboriginal Teachers Education Program (ATEP) as
well as other academic programs that enrich the curriculum with non-Western
perspectives and knowledge. We need to revisit course exclusions and prerequisites that
limit the existing number of courses students can take. The university must be careful to
recognize the continued importance of programs such as the Native Studies teachable in
French education or the study of Francaphonie in French Studies. Budget cuts must be

carefully implemented to ensure the survival of such programs.

(f) The university should ensure that all students are required to take a required course on
themes of social justice or social difference in order to fulfill the requirement of all

undergraduate degree programs at Queen’s. This objective can be reached in a number of
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ways. The university could offer incentives and rewards in the form of development
grants for instructors and or programs/departments to design new curriculum (courses,
concentrations, degree requirements ect) as well as re-design current core and
introductory courses as well as for the implementation of extracurricular academic
activities like lecture series/research workshops/sponsored reading groups/seminars on
relevant themes. Rewards for successful curricular reform and innovative diversification
should be developed including rewards/recognition for individuals and programs or
priority in faculty appointments. Alternatively, the university could create a General

Educational Requirement (GER)
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Office should also be unmoored from the Department of Human Resources given the

potential for conflicts of interest.

Conclusion

This university faces a number of challenges in fostering an inclusive
environment. Queen’s reputation is already damaged among racialized secondary school
students and others who, according to many of D.A.R.E.’s participants, are frequently
advised to avoid Queen’s as a prospective university. The reputation of our university
will surely continue to suffer if we fail to expeditiously tackle this problem. The
D.A.R.E. panel urges the senior officers of Queen’s University to act upon the numerous
recommendations it has solicited over the past 18 years and in so doing continue to affirm
its commitment to providing a working environment in which employees and students are
able to realize their full potential as members of our community. Queen’s University
must proactively renew its commitment to non-discrimination and equity and implement

a comprehensive strategy for doing so.






