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Abstract

“The most dangerous form of ‘white supremacy’ is not the obvious and extreme fascistic
posturing of small neo-nazi groups, but rather the taken for granted routine privileging of white
interests that goes unremarked in the political mainstream” (Gilbourn, 2005, p.485). This
genealogical (Foucault, 1979; 1990) research study interrogates the political nature of universities
and their role in the maintenance of racial oppression. Using Queen’s University, Ontario,
Canada as a case study, it analyzes and explores the racist historical underpinnings of the
institution and the response of the university to incidents of racial discrimination in the early
1990°s— particularly the creation of the 1989 Principals Advisory Committee (PAC) on Race
Relations. This work documents and examines the institutional, political, and ideological
obstacles in implementing this comprehensive, university-wide anti-racism policy. This research
reveals and traces the discourses of racism at Queen’s University. It analyzes how the histories,
ideologies, and institutional policy responses toward racism have produced and perpetuated
processes that function to control and oppress racialized minorities. The study begins with a
chronological analysis of racism at the university and identifies and examines the discursive
strategies and techniques that are employed to sustain racist practices. The study concludes with
an analysis of qualitative interviews with original members of 1989 Principal’s Advisory
Committee on Race Relations who drafted the 1991 Race Relations Report, and captures their
reflections on the institutional challenges and obstacles in implementing this monumental anti-

racism policy at Queen’s University.
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Chapter 1: Race [STILL] Matters

Grade School: Vignette 1

We were in grade 6 and he said “Your dad is on T.V. and complaining about people not allowing
him to wear his turban at the legion. You guys are all troublemakers. I can’t believe your dad
wears a turban.” My heart was beating so fast. My hands were sweaty. [ denied it. “That’s not my
dad,” I said. “No, you have the wrong person.” I was so ashamed. I was so embarrassed.

* * *

Grade School: Vignette 2

I remember like it was yesterday. “Hey you Paki, get off the basket ball court, Pakis can’t walk
on the basketball court.” I walked away quickly, looking at the floor, my heart racing, my
stomach hurting, and my palms sweaty. | just kept walking. | never really liked basketball,

anyway.

* * *

Grade School: Vignette 3

“I don’t want to sit behind her, she smells like curry, like a Paki, and has flies in her hair,” the
boy said. My teacher remarked, “Now don’t be rude, take your seat.” That’s what she said. That’s
all. I went home and scrubbed the curry off my skin. But every French class, he would say the
same thing. My self-consciousness was a powerful paralyser.

* * *

University: Vignette 4

“I like you. But I have some reservations about you. You ask too many questions, and are too
critical about things. | want to make sure you will be okay with being in my group. Just to let you
know | prefer not to have [academic designation] with accents, they are too difficult to
understand. But you will be okay. I know you are not a “foreigner” or immigrant--you are
alright.”




Introduction

“I don’t think it is sufficiently understood, even by us who suffer from various kinds of negative
otherings, how intensively/ extensively violent the experience of racism is. This violence is
everywhere in a society based on “race,” in the basic social organization of presences and
absences in spaces, in the production of silences and denials, in erasing and representing. ”
(Himani Bannerji, 1995)

I begin with these vignettes, as these types of experiences characterized much of my
elementary and secondary (indeed post-secondary) educational experiences in Canada, and
poignantly illustrate the fact that “race [still] matters” (West, 1993).

Throughout all of my educational life, I have experienced numerous forms of racism. This
racism has manifested itself in overt harassment and discrimination, and also in subtle, systemic
barriers and exclusion. Both forms have been powerful, violating, and difficult to confront. These
experiences reified the fact that racism and other forms of inequity continue to be central sites of
struggle and dissonance in Canadian institutions of education. In his work on racism in Canadian
schools, George Dei (1999) states: “Racial hierarchies shape and/or demarcate our schools,
communities, workplaces, social practices and lived experiences” (p. 19). Increasingly,
allegations of systemic and institutional racism have been levelled at universities across the
country (Nakhaie, 2004; Henry & Tator, 1994a; Canadian Association of University Teachers
[CAUT], 2004; Samuel & Burney, 2003; Dei, 1993, 1996). The manifestations of racism are
reflected in a multiplicity of ways. In addition to overt incidents of racial harassment, more subtle
forms of racism include: lack of minority representation at faculty and administrative levels;
teaching of a Euro-centric curriculum; paucity of research and courses on racism; absence of an

anti-racist pedagogy; incidents of racial harassment; lack of resources allocated to implement



equity and anti-racism policies and practices effectively; power relations between White majority
and other minority faculty and staff; polarization between White students and students of colour;
and resistance to social change processes designed to eliminate racism (Henry & Tator, 1994a).
Although many universities have responded to racial incidents and systemic racism by
developing lofty recommendations and policies, and by establishing various offices whose
mandate it is to represent the institution in such instances, the implementation, reception, and
effectiveness of these offices and policies are often left wanting (Henry & Tator, 1994a).
Furthermore, while a number of studies have documented the ways in which people of colour
experience discrimination in higher education, such studies are often buried, and their
recommendations rarely followed (Henry & Tator, 1994a).

Research on implementing equity policies in universities in Canada indicates that
resistance to equity policies and programs and the backlash to anti-racism initiatives operate at
the level of individuals, administrators, and the entire institutional culture (Henry & Tator,
1994b). According to Henry and Tator (1994b), although lip service is paid by many Canadian
university administrators to the need to ensure racial equality by implementing race relations task
forces, equity policies and offices, in reality, many university administrators do not have
sufficient dedication, skills, commitment, or resources to address racial inequality. The
relationship between the pervasiveness of racism in universities and the lack of administrative
commitment to address these inequities points to entrenched hegemonies within the institution.

More simply, addressing racial inequality is not seen to be in the interest of the institution.



William Stokes (1997) highlights the contradictory aspirations of racial equality by many
university institutions, and how these contradictions articulate into the perpetuation of racism. “It
is a feature of our national myths to profess to aspire toward equality and the end of
discriminatory practices (to have constitutional and legal protections), but to simultaneously
remain blind to the ‘savage inequalities’ that exist” (p. 219).

Furthermore, as critical theorist Henry Giroux (2000) explains, diversity initiatives in the
academy have come under attack for refusing to link cultural differences to relations of power:

Multiculturalists of the academy have been rightly criticized for attempting to

manage diversity through policies designed to incorporate resistance by paying lip

service to the celebration of cultural distinctions. Such strategies simultaneously

undermine challenges faced by minority students against the misdistribution of

power and resources in higher education. (p. 65)

In this context of multiculturalism in higher education, race and difference is neutralized within
the inclusive but homogenous logic of assimilation or the power-insensitive discourse of
pluralism (Giroux, 2000).

Problematic

As instances of racism continue to be raised in post secondary institutions, many
universities and colleges have developed their own committees and policies for dealing with
racism complaints and grievances. However, resistance to equity policies and programs and the
backlash to anti-racism initiatives also continue to operate at the level of individuals,
administrators, and the entire institutional culture. The 1991 Queen’s University Race Relations
Policy Report provides a concrete example of how one Canadian university responded to
numerous incidents of racial and systemic discrimination. Between 1989 and 1991, under the
advisory of the then principal’s special task force, Queen’s University produced an extensive and

detailed policy report on race relations, in which many significant anti-racist policies were

proposed. The report was commissioned after a number of racial incidents and acts of
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discrimination were repeatedly reported in the Queen’s community and in local newspapers such
as The Queen’s Journal, The Kingston Whig- Standard, and The Gazette. Following the
publication of this report few, if any, of the recommendations appear to have been implemented,
and a lack of concrete accountability, leadership, and guidance prevented any monitoring or
follow up of this historic report (Henry, 2004). As a result, this significant report on racism at
Queen’s University was abandoned, “deep sixed,” for over 15 years. ! In 2001, another
subcommittee was commissioned, this time by the vice principal academic to investigate the
experiences of visible minority and Aboriginal faculty members after a significant number of
faculty members had resigned from their positions because of experiences with racism (Henry,
2004). This investigation produced another lengthy policy report entitled Systemic Racism
Towards Faculty of Colour and Aboriginal Faculty at Queen’s University: Report on the 2003
Study. This report indicated that Queen’s University continued to have a poor retention rate of
visible minority and Aboriginal faculty, and the academic climate perpetuated a culture of
Whiteness (Henry, 2004). Even more unsettling, this report was not made available or publicized
to the Queen’s community or to the general public until April 1, 2006— three years after the
study was completed.

In this thesis I will document the events and processes by which Queen’s University has
arrived at the place it currently resides. | am referring to what appears to be the continued
presence of systemic and institutional discrimination of visible minorities, the lack of visible
minority and student representation, and the chilly climate experienced by many visible minority
faculty members and graduate students. | will be (re)visiting and (re)covering the processes that

continue to fail to monitor and institute the recommendations of the 1991 anti-racism policy

! This term refers to the disposal and/or rejection of a given phenomenon. It is derived from nautical slang of the
1920s for tossing something overboard (to its watery grave). It was transferred to more general kinds of disposal in
the 1940s and gave rise to the verb deep-six, for “toss overboard” or “discard”. (Merriam-Webster)
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document and the relationship between this inaction and the continuing racial inequality at
Queen’s University. I hope to gain valuable insight to better understand how the processes of
deep sixing anti-racist policy reports transpired at Queen’s University in order to identify the key
institutional obstacles in achieving racial equality at a Canadian university, facilitate awareness
and institutional dialogue to prevent such inaction(s) toward addressing racial inequities from
occurring in the future, and to reiterate the importance of the role of universities and their
administrators in spearheading social change and remedying racial injustices.

Using the 1991 PAC Race Relations Report, the 2003 report entitled Systemic Racism
Towards Faculty of Colour and Aboriginal Faculty at Queen’s University: Report on the 2003
Study, publicly available Senate documents, Queen’s archival documents and newspapers, and
interviews with the original members of the 1991 PAC and other members involved in anti-
racism initiatives at Queen’s as a springboard, my research will: provide a historical and
contextual examination of the “culture” of Queen’s University; examine the ways in which
academic institutions such as Queen’s University have responded to systemic and institutional
racism; uncover and analyze the inconsistencies, power inequities, obstacles, and contradictions
that surround the implementation, monitoring, and dissemination of the 1991 PAC Race
Relations Report ; and, finally, make recommendations that will point to ways to bring about
institutional change strategies to encourage that racial equity be a priority at Queen’s University.
As historian and philosopher Ronald Wright (2004) profoundly states: “If we see clearly what we
are and what we have done, we can recognize human behaviour that persists through many times
and cultures. Knowing this can tell us what we are likely to do, where we are likely to go from
here” (p. 2).

It is important to reiterate that, in focusing on Queen’s University as a case study to

examine institutional resistance to anti-racism initiatives and policies, | am not suggesting that
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Queen’s University is unique among other universities in this regard. Other Canadian universities
are struggling with the same problems (Dei, 1999; Bannerji, 1995; Henry & Tator, 1994a).
Rather, in using Queen’s University as a case in point and documenting the historical processes
by which it abandoned the 1991 Race Relations Report, | can better examine the intricacies and
workings of racism at the everyday level in higher education institutions. Furthermore, this
research could also serve as a site of analysis for other researchers engaging in similar work
about other educational institutions.

Purpose

“It is not only what we do, but also what we do not do for which we are accountable.” (Moliere,
French playwright, 1622-1673)

“The way relations of power and knowledge are organized in and through the university
makes it possible to live these relations without reflecting on them” (Bannerji, Carty, Delhi,
Heald, & McKenna, 1991, p. 4). My thesis work aspires to better understand the context in which
the 1991 PAC Report was commissioned and undertaken, and to provide an opportunity for those
directly involved in producing the report to reflect on their insights as to what they perceived to
have taken place both during the production of the report, and in subsequent years. In revisiting
the 1991 PAC Race Relations Report, | will apply an analogy similar to the one articulated by
Ronald Wright (2004):

In the fates of such societies—Ilie the most instructive lessons of our own. Their

ruins are shipwrecks that mark the shoals of progress. Or— to use a more modern
analogy—they are fallen airliners whose black boxes can tell us what went wrong.

(p. 8)
In this thesis, | will re-read and re-visit the context and development of the 1991 PAC Race
Relations Report as a black box “in order to avoid repeating past mistakes, of flight plan, crew

selection and design” (Wright, 2004, p. 8). More broadly, my work will interrogate the political



nature of Queen’s University and by extension the role of other universities in maintaining racial
oppression, and in doing so make visible that which is invisible.

Cornel West eloquently explains that “to engage in serious discussion of racism we must
begin not with the problems of [racialized people] but with the flaws of society, flaws rooted in
historic inequalities and longstanding cultural stereotypes™ (1993, p. 3). My research echoes these
sentiments. To engage in serious dialogue and discussion about the pervasiveness of racial
inequity in Canadian educational institutions, we first must begin by addressing the existing
power and social inequities that are embedded in the institution’s histories. The following
questions will guide my research:

1) How have the origins and histories of Queen’s contributed to a culture of racism?
2) What does it mean to deep six an anti-racist policy at a prominent Canadian university?
3) What factors caused the policy to be abandoned?
4) What are some of the obstacles in achieving diversity and racial equity at an institution of
higher learning such as Queen’s University?

Rationale

Higher education has, until recently, remained relatively insulated from the kinds of
policies that have developed in local authorities, schools, and the health service, that challenge
racism and promote ethnic and cultural diversity. This can be largely attributed to its refusal to
acknowledge inequity (Law, Phillips, & Turney, 2004). Racism and institutional racism have not
been on the public agenda in higher education in the last decade, largely because their existence

was denied and there were few if any champions of the cause (Henry, Tator, Mattis, & Rees,



1999.) Recent research has indicated that racialized communities in universities are experiencing
tension and discrimination in various facets of academic life and asserts that universities have no
right to be complacent because of their responsibility and role in setting the standards for social
justice in society (Nakhaie, 2004; Russell & Wright, 1992; Bannerji, 1991; hooks, 1989, Henry &
Tator, 1994a; CAUT, 2004; Samuel & Burney, 2003; Dei 1993, 1996, 2005). Although many
universities have now begun to address the system inequities in their institutions, the pace of
these responses has been slow (Henry, Tator, Mattis, & Rees, 1999) and the effectiveness,
sincerity, and dedication to these initiatives questionable.

Over the past several decades, Canada has become increasingly ethnically and culturally
diverse, boasting a large visible minority population. The visible minority population is defined
by the Canadian Employment Equity Act as “persons, other than Aboriginal peoples who are
non-Caucasian in race or non-white in colour” (Statistics Canada, 2001). It is noteworthy that
between 1981 and 2001, the visible minority population in Canada almost quadrupled from 1.1
million to nearly 4.0 million (Statistics Canada, 2005). This represents a change from 5% to 13%
of the population in 20 years (Statistics Canada, 2003). The population of visible minority
persons in Canada is expected to increase from approximately 4 million in 2001 to a level
estimated between 6.3 million and 8.5 million in 2017. Approximately one in four (between 21%
and 26%) Canadians in 2017 will be foreign-born immigrants (Statistics Canada, 2001).

As the Canadian student population is becoming increasingly diverse, their educational
and social experiences are becoming increasingly multi-layered and complex. In light of

scholarly evidence that faculty and faculty composition can indeed have an impact on student



behaviour and academic performance, one would assume that universities are making deliberate
attempts to diversify their teaching staff for more multifaceted and multicultural educational
programs. However, this is not the case. According to a 2004 study by the Canadian Association
of University Teachers (CAUT) entitled “Closing the Equity Gap,” the average Canadian
university professor is still a White, middle-class man and those who are not tend to be White,
middle-class women. The report highlighted some key findings, namely that people of colour and
different class backgrounds remain highly underrepresented within the university.

Henry, Tator, Mattis, and Rees (1999) demonstrate how racist attitudes continue to be
embedded in the policies and practices of many Canadian institutions including universities,
despite the fact that Canadians pride themselves on their commitment to principles of equality,
tolerance, and social harmony. Many universities have responded to racial incidents, systemic
racism, and inequities in employment by instituting policies and establishing offices expressly for
diversity issues. However, the effectiveness of these policies and offices are open to question.
Solutions to equity issues have leaned toward modest reform such as additional courses on race
relations or sensitivity training, all of which provided a temporary departure from conventional
norms, but do not disrupt institutional structures, curriculum content, standards of merit, and
hierarchies that shore up entrenched interests (Fleras & Elliot, 1996).

To date, very little academic research has examined the development or effectiveness of
policy responses of Canadian universities to systemic and institutional forms of racial inequity.
More specifically, current academic literature has done little to provide an accurate analysis of

the production of racial inequity in Canadian higher education, and how universities have been
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responding to these injustices. My work aspires to create a space in which tacit understandings,
cultures and policies on race and racism are made explicit (Northfield & Loughran, 1996). It will
analyze the context in which the 1991 PAC Race Relations Report was developed at Queen’s,
and examine the factors that may have contributed to the report being abandoned. Finally, and
most importantly, my thesis work will confront educators, administrators and students to
(re)vision institutions of higher education “as moral and political spaces in which administrators,
policy makers, and intellectuals assert themselves not merely as professional academics, but as
citizens whose knowledge and actions assume specific visions of public life, community, and
moral accountability” (Giroux, 2007, p.8).
Situating the Researcher and Why | Research
“So the question is not, ‘Does my story reflect the past accurately?’ As if [ were holding
up a mirror to my past. Rather I must ask, ‘What are the consequences my story
produces? What kind of a person does it shape me into? What new possibilities does it
introduce for living my life?”” (Ellis & Bochner, 2003, p. 221)
Anita Sheth (1997) poignantly states that before engaging in the process of academic
writing, “I would prefer if we start with asking ourselves why we engaged in this project from
our differentially located positions” (in Sheth and Dei, 1997, p. 152). I believe this is an
important task in any academic endeavour. As a South Asian Canadian, who attended elementary
and secondary school with predominantly White populations (including teachers and students),
who experienced overt, traumatic forms of racism throughout my youth, who subsequently
experienced institutional and subtle forms of racism during my undergraduate and graduate years
at university, I am now pursuing research in the very area(s) of interest which lingered as a
tremendous source of struggle in my years of formal education. | often wonder about the

implications of these years. | wonder about the gaps in what | knew and what | know now, the

11



knowledge and critical consciousness which developed exponentially in graduate school (and
continues to do so every day), and their pedagogical effects in informing my current intellectual
work on racism and policy responses in higher education.

Himani Bannerji (1991) importantly states:

There is no better point of entry into a critique or reflection than one’s own experience. It
is not the end point, but the beginning of the exploration of the relationship between the
personal and the social and therefore the political. And this connecting process, which is
also a discovery, is the real pedagogic process, the ‘science’ of social science. (p. 46)

In beginning the process of writing this thesis, | could not help but recall some
educational experiences or “stories” that have informed my thoughts about racism in Canadian
education institutions. My experiences and stories of racism are important in situating myself as
researcher- “who I am, what I believe, what experiences I have had because it affects what, how,
and why I research” (Ladson-Billings, 2003a, p. 4). | feel it is important to recognize how my
social background, experiences, and assumptions can intervene in the research process. As
Mishra (1997) poetically states: “How this thesis tells/is written is as important as that it is being
told, is as important as who is telling it. | am a woman of colour, a child of immigrants, a first
generation Canadian, a student” (p. 32). My role as a researcher also includes being aware of my
current positionality, the types of questions | ask, and the way | collect and analyze my data.
Indeed, “issues of difference impact all phases of the research process” (Hesse-Biber & Leavy,
2006, p. 132.) I acknowledge that in writing this thesis, | am writing in and from a position of
privilege— as a middle-class student attending graduate school, afforded to write in the safety of
familiar circumstances. Yet, with this privilege, many contradictions and struggles emerge. It is

from writing this thesis that I am now compelled to re-examine what these struggles might mean.
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There are many memories of racism; memories that have been long forgotten, yet, now, in
the midst of writing this thesis are emerging from the shadows. It is from these memories and the
telling of my narratives of victimhood that | hope to more fully understand what and how these
experiences mean (Dei, 2005). Perhaps, the remembering and the sharing of my stories of racism
is part of the larger task of remembering myself.

Each of my racist experiences is specific and unique, and as such, reflects the complexity
of how racism is manifested in both subtle and overt forms. My earliest memories of racism
occurred in my junior high years. In the following paragraphs | will describe some of my
memories.

I remember...feeling ashamed

I was in grade 8, attending a junior high school in one of the Prairie provinces. | had got
into some trouble with some other students and my father was coming in to my school to meet
with my principal. | remember feeling so scared and nervous but not because of the trouble I was
going to be in with my parents, but because | was worried the kids at school would finally see my
“Sikh father”; my father, the tall man with the thick black beard and turban. I was so afraid of
losing my popularity, losing my “coolness” once the kids saw that I was an Indian, with a “very
Indian” father. My fears were realized. I vividly remember my father walking down our grade 8
hallway looking to meet me at my locker and the loud snickers and laughter from the other
students about what my father was wearing on his head. “You are a Paki? Is that a turban? Look
at her dad. That is so gross” were the phrases that were buzzing in the hallway. I remember trying

to walk ahead of my father so the kids would think that the tall Indian man was not related to me.
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But it was too late. I was now labelled a Paki and was ridiculed because of my “true” identity. I
was embarrassed. More importantly, | felt guilty and ashamed of this embarrassment. Ironically,
the symbol of Kesh in Sikhism my father proudly wore served as a source a severe anxiety for

2

me.

I remember...feeling powerless

I recall the Euro-centric content of most social science courses taught in my high school,
university, and graduate classes. | remember my personal frustrations in my grade 10 Canadian
history class, where | had discovered and researched about the Komagata Maru incident and
wondered why this significant piece of racist Canadian history was never presented in our
textbooks or in our lessons.? I also recall my undergraduate classes in psychology and sociology,
in which numerous professors would provide ignorant and racist lessons in classes, which were
supposedly focused on multiculturalism or were diversity related. One incident was particularly
disturbing. It was a university course in cultural psychology in which the professor delivered an
inaccurate lecture about arranged marriages in South Asian families, and portrayed South Asian
culture as completely backward and negative. | remember feeling paralysed, humiliated, and
alone. | wanted to put up my hand and tell my professor her “facts” were wrong and

misconstrued. Yet, | remained silent.

2 “Kesh” or unshorn hair is regarded as a symbol of saintliness in the Sikh religion. Guru Nanak started the practice
of keeping the hair unshorn. The keeping of hair in its natural state is regarded as living in harmony with the will of
God. It represents the inviolability of the human body. The keeping of unshorn hair represents the Sikh belief in the
accepting of God's will. The unshorn hair is to be covered at all times by the dastar (turban). The turban also serves
as an outward form of recognition of Sikh men and women.

® The Komagata Maru was a Japanese steam liner that sailed from Hong Kong to Shanghai, China, Yokohama,
Japan, and then to British Columbia, Canada, in 1914, carrying 376 passengers from Punjab, India, most of whom
were not allowed to land in Canada and were returned to Hong Kong and India. Of these, 340 were Sikhs, and all
were British subjects. This was one of the most notorious “incidents” in the history of exclusion laws in Canada
designed to keep out immigrants of Asian origin.
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In another undergraduate class, | encountered a similar experience. The final assignment
was to write a paper about a controversial female figure and her experiences in affecting change
in the world. | chose to write about a controversial Indian woman, Phoolan Devi, otherwise
known as the Bandit Queen.* To make a long story short, | received the paper back with a low
mark and comments which questioned the validity of the paper, since the female figure | chose to
write about was not known to the teaching assistant (TA) marking my paper. | was very upset. |
spoke to the professor about this unjust low mark and she echoed the sentiments of the TA. Their
rationale for the low mark for the paper was the fact that Phoolan Devi was not someone with
whom they were familiar, since she was not a North American prominent female figure. This
apparently made the paper more difficult to assess. | was upset by this blatant Euro-centric
assessment, and yet powerless. My inaction to take this issue any further repeated another story
of silence.

Reflecting back, similarities emerge in all of these stories and experiences: silence,
powerlessness, and fear. | did not feel safe to challenge or question my White professors in a
classroom of forty other White students. I didn’t feel confident enough to question the dominant
group, to speak my voice, to talk back. Yet, ironically during my graduate educational
experiences, when | did speak up, ask questions, and raise issues about inequitable educational
policies or practices, | was told by a professor that my questions in class were too critical and that

I spoke out too much. What might this contradiction mean? It seems that silence and

* Phoolan Devi came from a low caste fisherman’s family. She suffered indescribable atrocities as a youth, and then
went on to join a powerful gang of dacoits or bandits. She eventually became the leader of one of the most dangerous
bandit gangs in Indian history. She gained the romantic image of a female, Indian Robin Hood; fighting and stealing
for the lower castes of India. (Metcalf & Metcalf, 2008, p. 279)
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acquiescence is the expected state for visible minority persons. It seems that speaking up was
considered a liability, so the pressure to stay silent increased. In many ways, this thesis is the
dissecting and intersecting of the private spaces of oppression (my stories of racism) and public
realities of institutional structures (racism at Queen’s University as a case in point). It is about
finally creating the space in which I can question and “talk back™ (hooks, 1989, p. 9). The writing
of this thesis is an attempt by me to disrupt my past powerlessness and inability to stand up to
racial injustice. As discussed in a conversation with a fellow graduate student, | am using my past
experiences as a guide to understand the present circumstances of racial injustice at Queen’s
University. | hope to relate my own experiences and transformations not simply as a personal
story, but rather as a site where the personal and political meet. It is through this writing that |
hope to understand myself in deeper ways “and in understanding yourself comes understanding
others” (Ellis & Bochner, 2003, p. 207). bell hooks (1989) recognizes personal narrative as a
powerful method for making meaning from lived experience, and to question dominant forms of

power:

When we dare to speak in a liberatory voice, we threaten even those who may initially
claim to want our words. In the act of overcoming our fear of speech, of being seen as
threatening, the process of learning to speak as subjects, we participate in the global
struggle to end domination. When we end our silence, when we speak in a liberated voice,
our words connect us with anyone, anywhere who lives in silence...it is that act of
speech, of talking back...that is no mere gesture of empty words, that is the expression of
our movement from object to subject- the liberated voice (p. 18).

By weaving together my personal narratives, retrospective interviews, and archival data
analysis, my goal in writing this thesis is in part to explore the tensions that exist in implementing

anti-racist policies structures in institutions of Canadian higher education.
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Thesis Map

This thesis will be divided into seven chapters. This introduction functions as the first
chapter. Chapter two, the review of literature, will present existing work in the area of
racism and faculty diversity in higher education. It will also outline the various terms and
definitions that will be used throughout this thesis, the different forms of racism present in
many institutions of higher education, and the ways in which universities have been
addressing systemic racism in their institutions.

Chapter three highlights my conceptual lens and outlines how and why | intend to
use the theoretical underpinnings of critical race theory and anti-racism education combined
with critical discourse analysis in my thesis research. The purpose of this section is to
introduce the reader to some major concepts surrounding these theoretical frameworks, and
to demonstrate how they offer a way of seeing and making sense of my data.

Chapter four, the methodology chapter, will provide a thorough description as to
how I conducted the collection and analysis of my data and discuss the various challenges
and obstacles | encountered throughout the process.

Chapter five presents a historical context and backdrop of racism at Queen’s
University over the past fifty years. It consists of an archival based, historical timeline of
racism at Queen’s University, and presents and re-creates the context and culture of Queen’s
University during the 1980s and 1990s when racism flourished at the institution. Its purpose
Is to provide a glimpse into the histories of inequality and discrimination at the university in
order to better understand how the 1991 PAC Race Relations Report emerged at the
university. This section also documents the emergence of the 1989 PAC on Race Relations

and a subsequent report on racism conducted by Francis Henry in 2003.
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Chapter six is presented in two parts. The first half of the chapter consists of data
analysis in which I present the stories and “rememberings of three members of the 1989
PAC on Race Relations committee and two anti-racist activists at Queen’s University.Their
retrospective rememberings address a particular set of questions relative to how the 1989
PAC on Race Relations emerged and what happened to the final report produced by the
committee. The analysis draws meaning from their thoughts and memories. The second half
of the chapter provides a discursive analysis of twenty-eight public letters of opposition
toward the implementation of the 1991 Race Relations Report. This chapter examines the
discursive regimes through which resistance to anti-racism is articulated using the lens of
anti-racist and critical discourse frameworks. My analysis discusses how elite institutions
such as universities veil their language, policies, and political actions in tolerance and
acceptance, and how they linguistically institutionalize and perpetuate the power of the
White majority over racialized minorities in society.

Chapter seven is the conclusion and the last chapter of this thesis, the conclusion. This
chapter synthesizes and summarizes the findings of this thesis and discusses what this all might
mean in the larger social context. It provides some final thoughts that will hopefully inspire
conversation and wondering, and will continue the ongoing literature that seeks to explore and
create possibilities for critically understanding the tacit privileging of White interests in higher
education.

Chapter 2: The Myth of Equality: A Review of Literature

This chapter will summarize and present the works of scholarly literature in the area
of racism in higher education. One of the challenges confronted in analysing racism is
identifying appropriate terminology (Henry, Tator, Mattis, & Rees, 1999). | will begin this

literature review by first identifying and clarifying the various terms that will continually

18



surface throughout this thesis. It is necessary to define these terms in order to understand the
framework from which this research will be based, and to gain a clearer understanding of the
terminology surrounding the nature of racism and inequality in Canadian higher education.
Forms of Racism

What do we mean by racism? Racism is not a uniform concept and operates in many
forms, and the context in which it occurs largely determines the form it takes. Racism refers to
the “assumptions, attitudes, beliefs, and behaviours of individuals as well as to the institutional
policies, processes, and practices that flow from those understandings” (Henry, Tator, Mattis, &
Rees, 1999, p. 5). The following sections will compare and contrast the variations and types of
racism that manifest in a variety of contexts. They include: red-necked racism, polite racism,
individual racism, and systemic/institutional racism.

Red-neck Racism

Red-neck racism refers to the kind of old fashioned racism that prevailed and (continues to
exist) in the American “deep South” (Fleras and Elliott, 1996, p.71). It flourished during the frontier
expansion in Canada and the United States, particularly with the arrival of immigrants from outside
Northern Europe. Red-neck racism is characterized by the explicit, highly personalized character of its
expression including physical or verbal abuse. It consists of highly personal attacks on those who are
perceived to be culturally or biologically inferior and include derogatory name calling. The United
States have many publicly noted examples of red-neck racism (Klu-Klux Klan) particularly revolving
around the histories of slavery and the civil rights movement. However, although it may appear that the
impact of red-neck racism in Canada has been minimal, many anti-racist theorists point out that
Canada’s treatment of racial, Aboriginal minorities since Confederation has also been very overtly
discriminatory (Fleras and Elliott, p. 72). “The Chinese, Japanese, Indo-Pakistani, First Nations, Jews,

and Blacks have been and continue to be the object of intense racism” (p. 72). Evidence suggests that
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red-neck racism is now less acceptable than was the case in the past. It has been displaced by more
subtle, tacit forms of racism.
Polite Racism
If racists as a category all wore horns, the battle against them would be a great deal
easier...The type that chilled me the most, in-fact, was not the hard-nosed bully who wanted to
kick somebody’s teeth in, but rather the highly educated man, wealthy and sophisticated, who
sat sipping his cognac while elaborating on the nobility of the white race and the necessity of
excising the “mud people” from our midst. (Barrett, 1987)
Polite racism is seen as a contrived attempt to disguise a dislike of others through behaviour that
appears outwardly non-discriminatory (Fleras and Elliott, p.74). Polite racism is often demonstrated
when visible minorities are ignored or passed up for promotions, jobs, or accommodation on a regular
basis. A common example is where a landlord may claim an apartment or housing is filled rather than
admit “no Blacks need apply” when approached by an undesired tenant. “Polite racism may appear
more sophisticated than its red-necked equivilent; nevertheless, the effect on the victim is similar: It
serves to sustain prevailing relationships of control, exclusion, or exploitation (Fleras and Elliott, 1996,
p.74).

Both red-neck and polite racism are forms of ‘individual racism’ where individuals hold
negative attitudes regarding others based on physical characteristics (i.e. primarily skin colour).
(Henry, Tator, Mattis & Rees, 1995) assert: “Individual racism has been defined as an attitude, belief
or opinion that one’s own racial group has superior values, customs, and norms, and conversely, that
other racial groups possess inferior traits and attributes” (p. 45). Individual racism usually involves the
attitude held by an individual and the overt behaviour initiated by the attitude. Anthias and Yuval-
Davis (1992) speak to how racism operates in implicit and highly structured forms and is a “set of

postulates...which serve to differentiate and dominate” (p. 15). Individual racism is a form of prejudice

because it is rooted in the individual’s belief system. “It involves not only pre-judgement
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but...misjudgement as well. It is categorical thinking that systematically misinterprets the facts”

(Wellman, 1977, p. 24).

Systemic/Institutional Racism

Systemic/institutional racism, which will largely be the focus of this thesis, is “manifested
in the policies, practices, and procedures of various institutions, which may, directly or indirectly,
consciously or unwittingly, promote, sustain, or entrench differential advantage or privilege”
(Henry, Tator, Mattis & Rees, 1995, p. 48). Institutional and/or systemic racism produces
differential treatment of various groups within an institution, which is used to “maintain social
control and the status quo in favour of the dominant group” (Dobbins & Skillings, 1991, p. 42).
More simply, “institutional racism involve rules and procedures that directly and deliberately
prevent minorities from full and equal involvement within society (Fleras and Elliott, p.78).
Examples of institutional racism include policies or practices (regardless of intent) that are
disadvantageous to racialized minorities such as: “internal” hiring and recruitment practices, lack
of recognition of foreign credentials, and unequal access to educational opportunities. According
to Carl James (1994) there is a reciprocal relationship between institutional racism and individual
racism:

The racist policies and practices of institutions are developed and implemented by

individuals who, because of their training and allegiance to the organization,

understand that they must adhere to the norms (including the role relationships)

and sanctions to maintain the ‘order of things’. (p. 135)

Another form of institutional racism that comes across as unconscious or unintentional, is
systemic racism. The tacit, unobtrusive nature of systemic nature make it difficult to name or
detect. According to Fleras and Elliott (1996):

Systemic racism in the name given to this subtle yet powerful form of discrimination

within the institutional framework of society. It is entrenched within the structure (rules,

organization), function (norms, goals), and process (procedures) of social institutions. The
standards and expectations inherent within these organizations may be universal and
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ostensibly colour-blind. Yet, they have the unintended but real effect of excluding those
outside the mainstream. (p.81)

With systemic racism, it is not the intentions or motivations that count, but rather the
consequences of the discriminatory practices. Systemic racism rests on the belief that institutional
rules, cultures, and practices can be racist even if the actors themselves are free of racial
prejudice.

Henry, et al.,(1999) assert that it is important to note the convergence of individual
attitudes and cultural ideologies in institutional contexts result in innumerable examples of both
intended and unintended racism.

Racialized/ Racial Minorities

The terms visible minority and racialized minority will be used throughout this thesis. By
these terms, | am referring to the groups of people who, because of their physical appearance, are
subjected to differential and unequal treatment in Canada. According to the Canadian
employment equity act, the term visible minority encapsulates those individuals who have
experienced racial bias and discrimination based on the colour of their skin. Of course, there are
significant differences among racial minorities and people of colour, as there are within any
ethno-racial group (i.e. Aboriginal peoples); however, for the purposes of this thesis, they will be
grouped together. In addition, the term racialized has been defined as “processes by which
meanings are attributed to particular objects, features and processes, in such a way that the latter
are given special significance and are embodied with a set of additional meanings” (Miles, 1982,
p. 70). For example, Stam (1993) asserts that skin colour carries with it more than the
significance of colour:

It also carried with it a set of meanings attached to cultural traits of those who are

a certain colour, and these meanings are incorporated in everyday language and

the discursive practices of politicians, bureaucrats, institutional authorities, the
media, and other opinion shapers. (p. 65)
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Systemic Racism in Higher Education: Sustaining Oppression

“It always amazes me when people express surprise that there might be a ‘race problem’
in Canada, or when they attribute the “problem” to a minority of prejudiced individuals.
Racism is, and always has been, one of the bedrock institutions of Canadian society,
embedded in the very fabric of our thinking, our personality.” (Shadd, 1994, p.9)

Fundamental racial inequality continues to affect the lives of people of colour and
Aboriginal peoples in Canada (Tator, 2005). Furthermore, the school and university are sites of
overt and subtle struggle and inequity for racialized students and staff (Tator, 2005), as power
and privilege are perceived to be granted on the basis of race, gender, and other socially
structured characteristics (Ng, 1994).

According to Henry and Tator (1994a), the university has always been considered part of,
and yet detached from society. The concept “ivory tower” suggests that the university is removed
from many of the social forces operating in society. Yet, universities are not, “hermetically sealed
worlds” (p. 1). In her paper “Can values be taught in the university,” Toni Morrison (2000) notes
that the genesis of higher education is “unabashedly theological and conscientiously value ridden
and value seeking” (p. 1). She exposes the fallacies of impartiality and neutrality that are often
invoked in the debate about education and social inequity and are worth quoting at length:

The university’s reinvention of itself and its mission responded to major

historical upheavals: wars, transformations in economy, new populations etc.

and as newer, better, and more likely provable knowledge accumulated in

the sciences, the shift in the goals of universities was dramatic and may have

led some to think that the secular education offered by the academy strives

only for value-free, objective, pure, research, analysis and exposition. Yet

today, biological and medical sciences are being perpetually transformed by

their own innovations. Education in the law is similarly scoured by its own

practitioners employing new technologies to concepts of justice- all kinds of

disciplines are responding to modern ethical issues with the same ferocity as

its predecessors, ancient, medieval, or colonial. Thus, the real or imagined

search for “goodness” in some figuration is still part of the justifying,

legitimizing language of the academy...The innate feature of the university
is that not only does it examine, it also produces power-laden and value-
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ridden discourse. Much scholarship is often, even habitually, entangled in or
regulated by ideology. (pp. 2-3)

When it is understood that the university is a microcosm of society, it becomes easier to
accept that despite its venerable pursuit of truth and knowledge, it too can be permeated with
racist attitudes and behaviours.

Recognizing universities as explicit or implicit value-ridden and value-seeking
institutions raises a number of critical questions related to racial inequality and social justice:
What types of values do universities, such as Queen’s University consider important today? Is
racial equality valued? What is the ethical responsibility of the university for ensuring racial
equality? How close are we toward realizing a “real” multicultural, anti-racist university? In
order for universities to move forward to address and take action on issues of racism and
systemic discrimination, they first must realize and

take seriously and rigorously its role as guardian of wider civic freedoms, as

interrogator of more and more complex and ethical problems, as servant and

preserver of deeper democratic practices, then some other regime or ménage of

regimes will do it for us, in spite of us. (Morrison, 2000, p. 4)

Black (2004) echoes these sentiments, asserting that simply developing more equitable,
multicultural curriculum or ensuring fair treatment of Black and visible minority students and
faculty does not ensure a democratic and inclusive university. It involves raising issues of ethics
and responsibility in intellectual life in the academy. The university has traditionally defined
itself as an institution of higher learning devoted to the pursuit and communication of knowledge
(Henry & Tator, 1994a). The foundation of the academic quest for truth and learning rests on
those values associated with honest intellectual endeavour, stimulated by adherence to the most

valid methods of inquiry; complete dependence on the principle of merit by those who engage in

the primary activity of research and teaching; the creation and maintenance of standards of
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excellence in all of its activities, and the strict adherence to freedom of thought and expression
(Henry & Tator, 1994a).

Yet, historical and contemporary research in racism in higher education suggests that the
culpability and ignorance of the academy to problems of racism deny, reproduce, and legitimize
racism.

The Denial of Racism in Academia

bell hooks (1994) considers the addiction to lying and denial as one of the major forces
hindering the academy from moving forward from a culture of domination and oppression. This
lying includes the denial of racism- that racism doesn’t exist anymore:

It becomes most evident that part of our contemporary crisis is created by a lack

of meaningful access to truth. That is to say, individuals are not just presented

untruths, but are told them in a manner that enables the most effective

communication. When this cultural consumption and attachment to

misinformation is coupled with the layers of lying individuals do in their

personal lives, our capacity to face reality is severely diminished as is our will to

intervene and change unjust circumstances. (p. 29)
Here hooks critiques the traditional role of the university in pursuit of knowledge and truth and
asserts that “it is painfully clear that biases [in the academy] that uphold and maintain white
supremacy, imperialism, sexism, and racism have distorted education so that it is no longer about
the practice of freedom” (p. 29).

The university has long been named a place of racial struggle by students and faculty of
colour. Himani Bannerji, a visible minority scholar, feminist and anti-racist (1991) expresses how
racism is mirrored in processes of schooling and academia: “We need to understand that this is a
racist, classist, and heterosexist society and that the university is structured to perpetuate those
relations” (p. 38). Yet despite the numerous cases and accounts of incidents of overt and systemic

racism expressed by racialized minorities, many Canadian universities have refused to accept the

existence of racism at its campuses (Henry & Tator, 1999). In functioning to explain away and
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deny racism and its impact, anti-racist theorists believe such arguments manoeuvre us “to believe
that we are the ones with the problem” (Dei, Karumanchery, & Karumanchery-Luik, 2004, p.
15). Racism and its impact on the lives of people of colour are often minimized when
observations about the progression of our society and the current lack of racism are made. This
assertion that racism simply does not exist in democratic societies such as Canada is referred to
as “the discourse of denial” (Henry and Tator, 1999; Van Dijk, 1999). The argument in the
discourse of denial is that racism could not possibly exist in a society that upholds the ideals of
democracy, equality, and liberalism. Consequently, when incidents of racism surface they are
identified as only isolated occurrences stemming from a small number of social deviants, or
“undemocratic traditions” which are slowly disappearing. “This discourse resists the notion that
racism is systemic and inherently embedded in Canada’s cultural values and democratic
institutions” (Henry, et al., 1999, p. 27).

Furthermore, Van Dijk (1999) importantly notes:

Whether in the streets of the inner city, in the press or in parliament [or in

institutions of higher learning] dominant group members are often engaged in

discourse about ‘them’: ethnic minority groups, immigrants or refugees, who have

come to live in the country. Such discourses, as well as the social cognitions

underlying them, are complex and full of contradictions. They may be inspired by

general norms of tolerance and acceptance, but also, and sometimes at the same

time, by feelings of distrust, resentment or frustration about those ‘others’. (p. 69)

Law, Phillips and Turney (2004), anti-racist experts in the United Kingdom assert: “We
face a future where university racisms are likely to be highly durable, protean and impervious to
intervention. They are likely to co-exist alongside a wide range of progressive, anti-racist,
multicultural and inclusive ideas, programmes, practices and initiatives” (p. vii). Henry et al.’s

work (1995) on racism in the university examines and identifies the disjuncture between racism

and academic freedom in the academy.
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Institutions of higher learning are expected to comport themselves in an exemplary
fashion. They are looked upon as fortresses of enlightenment; and they are burdened with the
messy responsibility of spearheading progressive social change. Because many colleges and
universities have taken an increasingly active role in helping foster an appreciation for diversity
among members of their communities over the last 20 years, we have seen small gains in
representation of minority faculty in high administrative ranks. However, minority faculty
continue to be dramatically under-represented at all stages of faculty positions (Milem & Astin,
1993).

Critical theorists and radical educators have long argued that the academy and the
classroom itself are not mere sites of instruction. Mohanty (1994) asserts that classrooms “are
also political and cultural sites that represent accommodations and contestations over knowledge
by differently empowered social constituencies” (p. 147). Thus, teachers and students produce,
reinforce, recreate, resist, and transform ideas about race, equity, gender, and difference in the
classroom. Similarly, academic institutions also create paradigms, principles, and voices that
exemplify and transcribe equity and race. The growing national recognition of the importance of
racial diversity in institutions of higher learning, the increased numbers of racial harassment,
systemic and overt discrimination, and the under representation of visible minority faculty in
universities have only recently prompted many universities to address these concerns in their
policies and programs.

Manifestations of Institutional Racism

Faculty Under-Representation

It is important to note that in September 1986 many Canadian universities became

signatories of the Federal Contractors Program, which allows the university to bid on federal
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contracts over $200, 000. In becoming participants, the universities certified their commitment to
implement employment equity in accordance with eleven criteria. Criterion six states the
university must comply by “establishment of goals and timetables for the hiring, training, and
promotion of designated group employees” (Shah, 2000). Yet, as Shah points out, “In spite of our
good intentions, we have not made any gains in increasing the visible minority composition of
our tenured and tenured stream faculty” (2000).

Equity policies and pro-active hiring practices have been disappointingly ineffective in
increasing representation in educational administrative positions. “Such policies will continue to
be ineffective until a better understanding is gained of the typical experiences that minorities
have in organizations, and, in particular, of the factors which impede and facilitate promotion of
minority people to leadership positions in organizations” (Russell & Wright, 1992, p. 127). A
summary of the pertinent literature suggests that visible minorities are rarely represented in
university administration and tenured or full time faculty positions, despite a significant increase
in their population share (Nakhaie, 2004). The universities are in a particular conundrum as they
confront pressures and demands from racial minority students and external groups within the
community for greater access and increased representation of minorities at all levels, at a time
when financial constraints prevent substantive hiring (Henry & Tator, 2002). Nevertheless,
universities, like other institutions (especially in Ontario, where legislated employment equity is
now a reality), are required to review their hiring policies and practices. Many have already done
employee workforce audits, and their results with respect to minorities, women, and other
disadvantaged groups are less than impressive. For example, at the University of Toronto, the
country's largest university, there is a relatively small number of minority staff (Henry & Tator,
1994b). Visible minority student enrolment at the University of Toronto is almost 40 percent, yet

less than 10 percent of its faculty were members of racial minority groups (Henry & Tator,
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1994b). Even more revealing is the fact that minority faculty were heavily concentrated in a few
fields, such as engineering and computer sciences. Disciplines such as the social sciences had
very few minority faculty members. Racial minority faculty are also sometimes "ghettoized" in
other specialized thematic fields such as Asian Studies, African Studies, Native Studies, and the
like. Kobayashi (2001) affirms that women of colour in Canadian academia are notable for being
“unseen,” and illustrates the severe disproportion between the rising visible minority student
enrolment and low percentage of visible minority faculty:

Members of visible minority groups hold 18.7 of PhD’s in Canada, yet make

up on average 10.3% of university faculties across the country. In contrast, the

number of visible minority students in Canadian universities have risen

sharply, approaching or even exceeding 50% of the total student bodies of

several institutions, including the University of Toronto, York University, the

University of British Columbia and the University of Calgary...the university

has long been, and remains, a zone of white privilege. (p. 1)

A recent statistical study by Shah (2000) found that hypothetically, even if an average of
15% of all new faculty members hired by the University of Toronto were visible minorities, it
would take more than 25 years before the minority complement represented 15% of the
professoriate. According to the Equity Census conducted by the University Advisor of Equity at
Queen’s University (2003), women, Aboriginal people, visible minorities, and persons with a
disability continue to be underrepresented faculty members at Queen’s University. Visible
minority faculty consist of 9.4% of all faculty staff- a figure that rose from 6.8% in 1994.
Another study by the Canadian Association of University Teachers (CAUT, 2004) revealed that
women, First Nations groups, and visible minorities continue to be under-represented amongst
academic staff in Canadian universities.
In regards to pay equity, the study revealed a significant pay gap for visible minority

professors, resulting from a number of possible factors including both overt discrimination in

hiring and promotional decisions, as well as institutional practices and salary structures that may
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be discriminatory in effect (CAUT, 2004). The article outlined the employment and pay gaps are
explained by practices and patterns of discrimination that limit opportunities for individuals from
marginalized groups. However, the CAUT did not provide statistics on how many visible
minority applicants actually apply to faculty positions, or whether some departments are more
under-represented than others. Nakhaie’s (2004) national study entitled Ethnoracial Origins of
Canadian University Administrators and Faculty’s Perception of Mistreatment exposed a gross
under-representation of visible minority and non- European origins among those who control
Canadian universities. There are very few visible minority presidents or principals, and only
recently have they been appointed.

A Chilly Climate: Visible Minority Experiences in Academia

The experiences and voices of visible minority faculty in academia have been
traditionally left out of the educational mainstream, and their stories have often been silenced.
Emerging research in this area continues to profile the lives and experiences of visible minority
faculty in academia as marginalized and as sites of struggle (hooks, 1994; Luther, Whitmore, &
Moreau, 2003; Razack, 2003; Turner & Myers Jr., 2000; McLaughin & Tierney, 1993). At
Canadian university campuses across the country, many minority students and faculty have stated
that the university campus is a location of serious racial tension. Examples include: York
University, where a group of Black students claiming they had been harassed by security guards
staged a protest at the president’s door (Henry et al., 1999); and Winnipeg’s campuses have been
faced with brutal racist attacks such as death threats painted on elevator walls and discriminatory
and stereotypical lectures presented by professors about Aboriginal peoples (IBID). Razack
(1998) suggested that in many universities there is a chilly climate in terms of attempting to alter

racialized forms of power.
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In a recent report conducted by Luther, Whitmore, and Moreau (2003) entitled “Making
visible the invisible: The experiences of faculty of colour and Aboriginal faculty in Canadian
universities,” the authors interviewed visible minority staff and faculty at universities across the
province of Ontario to gain more in-depth information about their experiences. A variety of
interesting themes emerged from the interviews, including the need for more institutional support
for visible minority faculty and students. This support included financial and professional support
and also personal support from deans, directors, chairs, and colleagues.

In her paper entitled “Racialized Immigrant Women as Native Informants in the
Academy,” Razack (2001) asserts: “In liberal spaces rights now, issues of race and racism are not
considered to be the rule but the exception.” (p.52) She states that the way in which the academy
deals with the problem of “difference” is by advocating for an approach that includes “learning
more about those people” and bringing them into spaces from which they have been excluded.
However, she argues that this approach rarely recognizes the power inequities embedded in the
space of the university. Instead, people of colour and Aboriginal peoples are managed and
contained by the dominant group. Furthermore, she suggests that racialized women in the
academy are hired primarily as Native informants. She uses this term from an anthropological
stance in that the Native informant is the person who helps the anthropologist negotiate his or her
way through alien culture- being seen as the authentic object of reference. As such, this enables
the academy to think it has dealt with and mastered difference, when it has only “confined those
of us who are bodies of colour inside the academy to the role of raw experience” (p. 61).

In their book Faculty of Colour in Academe, Turner and Myers (2000) outline that
challenges to the successful recruitment, retention, and development of faculty of colour include
significant barriers within academia itself that discourage people of colour from becoming

productive and satisfied members of the professoriate. Their findings indicated that a large barrier
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visible minority faculty face in academia is an unwelcoming and unsupportive work
environment--the effects of a chilly work environment. Garza (1993) conducted a national study
in the US, where he surveyed 238 Latino faculty members. He found that 40 percent of the
Chicano and Puerto Rican faculty in his study felt that their colleagues devalued their research,
particularly if it related to their own ethnic/ racial group. In addition, the top three reasons for the
denial of tenure for many Latino faculty members were department politics, racism, and a
devaluing of their research interests.
Tenure

The academic community has, over many years, devised procedures for promotion and
tenure in the system. These rules generally relate to the need to establish excellence in research,
in teaching, and in service to the university. Traditional measures of excellence may, in fact,
discriminate against women and minorities. Minority scholars face the same barriers because they
are often, but not exclusively, in fields that relate to the study of race and ethnicity. The
denigration of the fields of specialization of "minority" faculty takes many forms. For example,
Henry and Tator (1994b) outline that publishing in peer-assessed “refereed” journals is an
important criterion of academic assessment. Minority scholars may publish in smaller,
community-oriented or advocacy publications, which are often given far less weight in promotion
and tenure decisions. Similarly, many minority scholars participate in less prestigious locally
organized conferences, which also carry less consequence than do the larger national and
international disciplinary conferences. Henry and Tator (1994b) demonstrate that minority
academics also have a heavier burden of student counselling, advising, and graduate student
supervision because there are too few academics to meet the demands of the growing student
body. Yet, these additional commitments are rarely given the weight they deserve. Minority

academics are also required to participate in more university committees and organizations
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because these bodies now demand the participation of “a woman" and, increasingly, of a racial
minority. Yet, these extra service commitments are not valued in tenure considerations.
Diversity at Queen’s University

According to the 2004 Equity Census conducted by the University Advisor of Equity at
Queen’s University, women, Aboriginal people, visible minorities, and persons with a disability
continue to be underrepresented employees at Queen’s University- including faculty members.
Visible minority faculty constitute 9.4% of all faculty staff-- a figure that rose from 6.8% in
1994. Aboriginal faculty members continue to be the most underrepresented with only 0.5% in
faculty positions. Women went up in representation from 26.5% in 1994 to 34.4% in 2004--
although they are still not as prominent as their male counterparts. According to another study on
hiring and termination, 34 out of 268 or 14.3% of terminations at Queen’s University (including
self termination, etc.) are visible minority faculty. What is most interesting, are the retention
rates of visible minority faculty at Queen’s University. The pattern is consistent. Although the
university might be improving in its hiring of visible minority faculty, the retention rate of these

professors is very low. Why are so many visible minority faculty members leaving Queen’s?

Chapter 3: Theoretical Framework
The theoretical basis of this thesis work begins with acknowledging educational
institutions as political sites with unequal distributions of power. Foucault (1980) discusses the
pervasiveness of power: “Power is everywhere, not because it embraces everything but because it
comes from everywhere” (p. 93).
I will be conducting my thesis work through two qualitative research paradigms: critical
race theory and policy discourse analysis. These two conceptual lenses are the most conducive in

examining the underlying questions and assumptions that will be guiding my research. Both
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research paradigms interrogate the textual, discursive, historical, and tacit social processes of
academic institutions and place emphasis on the connections between race, gender, and class in
analyzing and understanding oppression. My reason for choosing the lens of critical discourse
and policy analysis of historical documents at Queen’s University stems from my interest in
understanding how institutions such as universities work to enact, maintain, and perpetuate
systemic racism and how these practices work. The institutional discourses, thoughts, and
practices about racism and anti-racism play a significant role in shaping how anti-racism policies
are implemented. This chapter will outline the key tenets of each paradigm and how they function
as a catalyst for my research.

Critical Race Theory

Using critical race theory (CRT), I will look at ways in which social organizations, such
as universities, provide privilege for some at the expense of others. Critical race studies in
education call into question the larger socio-political context and ideological forces of
domination, and consider how race can be linked to critical pedagogy (Parker & Stoval, 2004). It
begins with the notion that racism in normal, not aberrant in society (Delgado, 1995).

Because racism is viewed is an ingrained feature of our landscape, it looks

ordinary and natural to persons in the culture. Formal equality can do little about

the business as usual forms of racism that people of colour confront every day and

that account for much misery, alienation, and despair. (Delgado, 1995, p. xiv)

Critical race studies in education evolved from an earlier movement in the mid- 1970s
called critical legal studies (CLS). CLS is a legal movement that “challenged the traditional legal
scholarship that focused on doctrinal and policy analysis in favour of a form of law that spoke to
the specificity of individuals and groups in social and cultural contextss” (Ladson-Billings, 1998,

p. 10). Scholars from this movement analysed existing legal doctrines and exposed its internal

and external consistencies and revealed the ways in which “legal ideology has helped create,
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support, and legitimate America’s present class structure” (Crenshaw, et al, 1995, p. 1350).
However, CLS became the centre of a wide variety of public and academic critique due to its
failure to include racism in its attack on American meritocracy. “In a racialized society whiteness
is positioned as normative, and everyone is ranked and categorized in relation to these points of
opposition” (Ladson-Billings, 1998, p. 4). Thus, CRT became a logical outgrowth of the
discontent of legal scholars of colour. According to Delgado (1995), CRT emerged in the 1970s
primarily from the work of Derrick Bell and Alan Freeman. CRT became an important
intellectual and social tool for deconstruction, reconstruction, and construction: deconstruction of
oppressive structures and discourses, reconstruction of human agency, and construction of
equitable and socially just relations of power” (Ladson- Billings, 1998, p. 4). Although CRT
focuses its attention on the injustices facing African Americans in the United States, its
application is relevant to any people who are constructed outside and excluded from the dominant
paradigm. According to Matsuda, Laurence, Delgado and Crenshaw (1993), there are six major
constructs that define the CRT movement:
1) CRT recognizes that racism is endemic to American life.
2) CRT challenges dominant ideology. It expresses scepticism toward dominant legal
claims of neutrality, objectivity, colour blindness, and meritocracy.
3) CRT challenges ahistoricism and insists on a contextual/ historical analysis of the law.
CRT theorists adopt a stance that presumes racism has contributed to all contemporary
manifestations of group advantage and disadvantage.
4) CRT insists on recognition of the experiential knowledge of people of colour and our
communities of origin in analysing law and society.
5) CRT is committed to social justice.

6) CRT is interdisciplinary.
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7) CRT works toward the end of eliminating racial oppression as part of the broader goal
of ending all forms of oppression (p. 6).

Another important function of CRT in challenging racial oppression is the use of formal
storytelling, in which writers begin with the premise that society and culture constructs social
reality in ways that promotes its own self-interest (or that of the dominant or elite group). Voice
and storytelling are integral components of CRT, in particular, the knowledge(s) and experiences
of people of colour are highly valued. “Those who have experienced discrimination speak with a
special voice to which we should listen” (Matsuda, Laurence, Delgado, & Crenshaw, 1993, p.
63). Storytelling in CRT analyses and confronts the myths, assumptions, values, and wisdoms
that make up the common culture about race and racial inequality, and by writing and speaking
against them so “we may hope to contribute to a better, fairer world” (p. Xiv). As Native novelist
and scholar, Thomas King (2003) notes: “The truth about stories is that that’s all we are” (p. 2).
Anishibabe writer Gerald Vizenor mirrors these sentiments: “You can’t understand the world
without telling a story. There isn’t any centre to the world but a story” (as cited in King, 2003, p.
3).

Storytelling and narratives are considered important amongst critical race theorists in that
they create a space of resistance to question the objectivity of positivist standpoints, and
counteract “stories” of the dominant group. In my research, using the critical theory framework, |
will also attempt to tell my stories of racism in the educational system and academia. These
stories are important in situating myself as researcher- “who I am, what I believe, what
experiences | have had because it affects what, how, and why I research” (Ladson-Billings,
2003a). CRT rests on the belief that stories are powerful aspects of the human condition, and the
knowledge and stories of and by visible minorities have been repressed, distorted, and denied by

Euro-centrism. CRT seeks to address the power inequities of different storytellers- by way of
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engaging in active counter-storytelling. CRT does not suggest that these counter-stories be
viewed as “the truth,” but rather create the conditions under which we can highlight the point of
our difference- and the social, political, economic basis of this difference (Lewis, 2005).

Another key feature of CRT is the concept of interest convergence. Developed by Derrick
Bell (1980), it asserts that White elites will tolerate or encourage racial advances for Blacks (or
other visible minorities) only when they also promote White self-interest. The interest of Blacks
in achieving racial equality will be accommodated only when it converges with the interest of
Whites; however, the fourteenth amendment, standing alone, will not authorize a judicial remedy
providing effective racial equality for Blacks where the remedy sought threatens the superior
societal status of middle and upper class Whites (p. 90). When applying critical race theory to
education, education then can no longer be “race neutral” or “colour blind.” CRT recognizes that
visible minority students, regardless of their economic standing and/or gender, suffer the
insidious effects of a racist society. “Thus a critical race perspective always foregrounds race as
an explanatory tool for the persistence of inequality. The power of racial coding allows even the
poorest White in society to define the most credentialed, wealthy, (visible minority) to be referred
to as ‘nigger’” (Ladson- Billings, 1997, p. 131). Using CRT, | am attempting to speak to the ways
in which relations of inequality are organized in and through the university, and how relations of
power make it possible to live these relations without reflecting or deconstructing them. CRT
calls into question the larger socio-political context and ideological forces of domination, and
considers how race can be linked to critical pedagogy (Parker & Stoval, 2004). The analysis will
be directed at better understanding power relations within institutions of higher education for the
purpose of explicating processes of change (Parker & Stoval, 2004). CRT will help to raise
questions in my research about the control and production of knowledge(s) about the visible

minority experience and systemic racism in academia.
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Critical Policy and Discourse

What is policy?

Harman (1984) defines policy as:

The implicit or explicit specification of courses of purposive action being
followed or to be followed in dealing with a recognized problem or matter of
concern, and directed towards the accomplishment of some intended or desired set
of goals. Policy also can be thought of as a position or stance developed in
response to a problem or issue of conflict, and directed towards a particular
objective (p. 13).

However, Taylor, Rizvi, Lingard and Henry (1997) outlined many shortcomings with this
definition, and stressed the need to recognize policy as a process, and how policy works in
practice, including the role of politics and power relations in identifying policy “problems.”
Taylor et al. (1997) assert that Harman’s definition gives the impression that there is general
agreement when policies are formulated and that they are implemented in an unproblematic way.
In contrast to more linear or distinct policy models, they view policy as struggled over at all
stages by competing interests and as being more complex and multi-layered. Viewed as both
product and production, “policy involves the production of the text, the text itself, ongoing
modifications to the text, and processes of implementation into practice” (p. 25). Ball (1994)
asserts that “policy is both text and action, words and deeds, it is what is enacted as well as
intended. Policies are always incomplete insofar as they relate to or map to the ‘wild profusion’
of local practice”
(p. 10).

The approach to policy and document text in this thesis will also focus on and highlight
the political character of both the policy process and the text. Taylor et al. (1997) note that

political struggles will always be present over whose voices will be heard and whose values will
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be reflected in policies. The document and policy analysis will be framed around the conceptual
framework of critical policy analysis, which not only focuses on the content of policy, but also on
the processes of policy development and implementation. This approach involves studying the
ways in which meaning serves to establish and sustain relations of domination. According to
Stein (2004), “The field of cultural and literary policy study provides an analytical option for
viewing such policy ‘texts’ as exposing belief systems and organizing thought” (p. x). Questions
surrounding the interests of policy makers and processes of consultation are brought to the
forefront.

Stein (2004) asserts:

Attention is most often paid to the characteristics of individuals rather than the
structures of society that contribute to unequal and inequitable life circumstances.
Interrogation of the cultural dimensions of a policy unveils the often obscure
assumptions built into policies, and the structural inequalities of power and
privilege in which they exist. Cultural analysis reveals how policy provides a
limited- indeed- distorted lens for viewing people and their life conditions. (p. 7)

Critical policy studies makes a deliberate attempt to deconstruct the historical, political, and
ideological contexts under which the policies were formed and implemented. Taylor et al. (1997)
outline some general observations as central to understanding the process of policy development
and implementation, which are paraphrased below:

Policy is more than the text: Policies are more than just words written on a document,
they are dynamic and interactive. One must also pay attention to the nuances and subtleties of the

context, which give the text meaning and significance.
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Policy is multi-dimensional: Policy develops and works by the influence of various policy
players involved in the process. However, not all influence the policy process equally, as
conflicts and contradictions of perspectives often arise.

Policy is value laden: Values pervade policy processes, and are inextricably linked to the
way one might approach policy analysis- particularly in a field such as education in which the
moral purposes are varied. Policies are embedded in value systems, however the question
becomes: whose values and in whose interest?

Policies exist in context: Policy development and implementation exist in a particular
context, with a history, within a political and ideological climate-which all affect and shape the
outcome of the policy.

Education policies interact with policies in other fields: Policies that are seemingly
school/ education based can usually be connected to broader policy development such as anti-
racism, rural development projects, human rights etc.

Policies result in unintended as well as intended consequences: Policy making is an
uncertain business. Given the complex inter-relationship of contextual factors, different and
sometimes opposing interests, linguistic ambiguities, and the variety of key players involved in
policy processes.

A number of Canadian universities have developed their policies on equity, employment
equity, multiculturalism, and anti-racism from mandated requests by federal government bodies
to provide accountability and a means for dealing with human rights issues. A concrete example

is the Canadian Federal Contractors Program (FCP). This program was developed in 1986
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through a Cabinet decision and is governed through the Human Resources and Social

Development Canada. According to the program:
Whereas the Employment Equity Act (1995) covers federally regulated employers
of the LEEP (legislated employment equity program,) FCP applies to provincially
regulated employers with a national workforce in Canada of 100 or more
employees. Specifically, FCP applies to contractors (such as universities) - those
provincially regulated employers which receive federal government goods or
services contracts of $200,000 or more. As a condition for bidding on large federal
contracts, such contractors are required to certify in writing their commitment to
employment equity. The program is administered by workplace equity staff of
Labour Standards & Workplace Equity from national headquarters, as well as by a
network of regional Workplace Equity Officers across Canada. These same
officers enforce the program by conducting periodic on-site compliance reviews at
the premises of contractors. Contractors which refuse to honour their commitment
to employment equity and are found in non-compliance with program criteria may
lose the right to bid on further federal government contracts. (Employment Equity
Act: Annual Report, 2006)

Queen’s University is regulated by this program and is required to fulfil the following duties:
collect data on members of designated employment equity groups such as women, visible
minorities, people with disabilities, and Aboriginal people; develop and implement employment
equity plans; communicate equity responsibilities to the university community; and comply with
federal auditing procedures designed to monitor equity initiatives (Office of the University on
Equity, Queen’s University, 2006).

Policies for diversity are generally considered to be important, but the legitimacy of these
policies and their purposes constitute differing and disputed discourses (Chan, 2005). The
emphasis on policy processes and the power relations embedded in these processes are located
within a “politics as discourse framework.” In this framework, policies are seen as a way to
represent the outcome of political struggles over meaning, and to indicate the significance of
power relations in framing and interpreting policy texts (Ball, 1994; Codd, 1988; Taylor et al.,

41



1997). Codd (1988) asserts: “Fundamentally policy is about the exercise of political power and

the language that is used to legitimate that process™ (p. 235). Codd (1988) further elaborates:

Policy documents can be said to constitute the official discourse of the state
(Codd, 1988). Thus policies produced by and for the state are obvious instances in
which language serves a political purpose, constructing particular meanings and
signs that work to mask social conflict and foster commitment to the notion of
universal public interest. In this way, policy documents produce real social effects
through the production and maintenance of consent. (p. 237)

Institutional Discourse Analysis

Defining Discourse

Recognizing the profound effect of talk and text in everyday life is a critical component of
discourse analysis. My approach to the study of discourse and its relation to racism is focused not
only on the uses of language, but also, on language in use. As Jaworski and Coupland (1999)
assert: “Discourse is language use relative to social, political, and cultural formations— it is
language reflecting social order but also language shaping social order, and shaping individuals
interaction with society” (p. 3). Discourse can be explained as the ways in which an issue or topic
is ‘spoken of” through the analysis of speech, texts, writing, and documents (Carabine, 2001). For
Foucault (1980), discourses are constructive and productive in that “they produce the objects of
which they speak” such as sexuality or madness or in the case of this thesis, racism at Queen’s
University (as cited in Carabine, 2001, p. 266). Policy documents and texts at Queen’s University
on the subject of anti-racism initiatives are powerful in producing how racism and anti-racism
were spoken of, defined, and validated.

Social inequalities, such as racism, are produced and made real through discourses, and
the realities of racism in academic institutions such as exclusion and opposition to anti-racist

polices and initiatives cannot be fully understood without reference to the discourses that give
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them meaning. Discourse analysis focuses on the role of discursive activity in creating and
legitimising unequal power relations. “It should describe and explain how power abuse is
enacted, reproduced or legitimised by the talk and text of dominant groups and institutions” (van
Dijk, 1996, p. 84). According to Fairclough (1995), one of the founders of critical discourse
analysis (CDA), discourse analysis aims to
systematically explore often opaque relationships of causality and determination between
a) discursive practices, events and texts, and b) wider social and cultural structures,
relations, and processes; to investigate how such practices, events and texts arise out of
and are ideologically shaped by relations of power and struggles over power (p. 132).
Discourse analysis includes focusing on tacit language conventions and capturing the
meanings that are created amongst people through their interactive talk, their written narratives,
and institutional documents and policies. Using the “relations of ruling” framework of Smith
(1987), I am able to dissect and recognize power relations not only embedded in every day
practices, but also in language and text. “‘Relations of ruling’ is a concept that grasps power,
organization, direction, and regulation as more pervasively structured than can be expressed in
traditional concepts provided by the discourses of power” (Smith, 1987, p. 3). Relations of ruling
are helpful in thinking about how power in university institutions becomes entrenched in policy
actions and documents, even though individuals may have no awareness of consciousness of the
power that these actions and documents communicate (Chan, 2005). Furthermore, diversity, race,
and other notions of difference are also political because they are about power relation
experiences in everyday institutional life. In this thesis, | will be using the relations of ruling

framework to consider how dominant ideologies often reproduce and maintain inequitable

systems and policies in educational institutions.
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Policy and Discourse

Drawing upon the work of Bacchi’s (2000) on policy-as-discourse, my purpose in
invoking a discourse analysis approach to examine equity policy at Queen’s University is to draw
attention to how meaning making and the inclusion and exclusion of particular issues affect the
outcome of policy reform initiatives.
As Bacchi (2000) states:

I would suggest that policy-as-discourse theorists define discourse then in ways

that identify what they see to be constraints on change, while attempting to

maintain a space for a kind of activism...The goal is to illustrate that change is

difficult, not only because reform efforts are opposed, but because the ways in

which issues get represented have a number of effects that limit the impact of

reform gestures...Issues get represented in ways that mystify power relations and

often create individuals responsible for their own ‘failures,” drawing attention

away from structures that create unequal outcomes. The focus on ‘the ways issues

get represented’ produces a focus on language and on ‘discourse,” meaning the
conceptual framework available to describe social processes. (p. 46)

This approach draws attention to the discursive knowledges and practices that complicate
attempts at policy change. It recognizes the tacit, intentional ways in which problems get framed
within policy proposals, how the frames will affect what can be thought about and how this
affects possibilities for action (Bacchi, 1999).

The work of Foucault (1977, 1980) has also been instrumental in examining how
particular conceptions of truth about the social, political, and economic conditions of the world in
places such as institutions of higher learning are seen to reign over other oppositional versions-
and how this process is perpetuated. To Foucault (1977), discourses are then “practices that
systemically form the objects of which they speak; they do not identify objects, they constitute
them and in the practice of doing so conceal their own invention” (p. 17). An example of this can

be seen in the effectiveness and support of state or institutional policies on equity and anti-
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racism. Foucault’s discourse analysis calls into question the idea of knowledge as a neutral, and
argues that the humanities and social sciences are particularly inseparable from moralizing
projects. These disciplines establish regimes of truth and knowledge “that regulate our approach
to ourselves, each other and our surroundings respectively” (Andersen, 2003, p. 2). Andersen

(2003) elaborates on Foucault’s questioning of discursive assumptions:

Foucault wants to show how any discourse involves excluding procedures, which
not only exclude themes, arguments, and speech positions form the discourse, but
also produce outsiders, denounce groups of people as sick, abnormal or irrational,
and grant other groups the right and legitimacy to treat these people...He shows
that power in society cannot be pinpointed and thus separated and isolated
from...the social sciences and public welfare institutions such as schools,
hospitals and [institutions of higher learning]. (p. 3)

Foucault (1972, 1980) highlights discourses not as something to be interpreted in order to
determine what lies behind them, “but as ‘monuments’ whose very description provides an
understanding of the relations and objects that are constituted in the discourse; in turn, the
archaeological metaphor” (Shapiro, 1981, p. 132).

Lewis (1993) articulates, “Power is having access to those processes which legitimate and
enforce meaning as this is inscribed in language and supported by concrete practices” (p. 114).
The discursive practices such as text, writing, discussions, and tensions surrounding policy
development in institutions become clear political acts “when we realize that who ‘speaks’ and
by what authority their ‘speaking’ is governed cannot be disassociated from those relations of
power that mark the social, political, and economic structures within which individuals live their
daily lives” (Lewis, 1993, p. 114). Giroux (1988) has specified the importance of ideology in

organizational institutions:
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Ideology has to be conceived as both source and effect of social and institutional
practices as they operate within a society that is characterized by relations of
domination, a society in which men and women are basically unfree in both
objective and subjective terms. (p. 68)

Henry et al. (2005) also assert that ideologies that drive organizations, such as
institutions of higher learning, are social constructs that act through a network of social
relations, which produce racist and racialized discourses. This process produces tensions
“between the collective values, beliefs, and practices of the dominant White culture and
the discourse of racism buried in our language, national narratives and myths, public
accounts, and everyday commonsense interpretations, explanations, and rationalizations”.
(p. 2) The practices of social systems are influenced by the organization’s values, the
values and beliefs of the individuals in the institution, their functional responsibilities, and
society’s “established” political and social ideologies prevailing at the time. Culture has
proved to be a critical component in understanding the barriers to and processes of change
and transformation in universities. A discursive analysis of can uncover the historical
patterns of social inequity at Queen’s University to locate how racism emerged and
flourished at the university.

Institutional ethnography, a term used by Dorothy Smith (1987), has shed

important insight on the relationship between the social dynamics of institutions and the

formation of official policy. According to Sutton and Levinson (2001):

Institutional ethnography shares intellectual ground with another set of approaches
to the study of power and policy that are particularly critical to the socio-cultural
conception of power...particularly those inspired by Foucault (1971, 1972, 1979)
and by feminist and other critical epistemologies. (p. 8)

In applying a discursive approach, institutional documents and policies are analysed as more than

just simply texts; it also involves analysing the processes and contexts prior to the articulation of
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the text and the processes which continue after the text has been produced, both in modifications
to it as a statement of values and desired action and in actual practice (Taylor et al., 1997).

Genealogy: Analysing Histories of the Present
“Whenever I have tried to carry out a piece of theoretical work it has been on the
basis of my own experience, and always in relation to processes that | saw taking
place around me. It is because I thought I could recognize in the things | saw, in
the institutions with which | dealt, in my relations with others, cracks, silent
shocks, malfunctionings...that I undertook a particular piece of work, a few
fragments of autobiography. ” (Foucault, as cited in Kritzman, 1988, p. 156)
Foucault (1971) was interested in understanding how operations of power developed
through discourses and knowledge(s). “Genealogy was the name given to the methodological
approach he used to study discourse to reveal power/knowledge networks (Carabine, 2001, p.
275). Foucault’s genealogy is characterized as a method for analysing history but is not
concerned with finding or revealing “the real truth.” Rather, it is concerned with “describing the
procedures, practices, apparatuses, and institutions involved in the production of discourses and
knowledges, and their power effects” (Carabine, 2001, p. 276). Foucault (1971) also describes
genealogy as an exploration into particular moments and traditions which "we tend to feel [are]
without history" (p. 48) such as sexuality and mental illness. Genealogy is not the search for
origins, and is not the creation of a linear development of history. It seeks to locate the multiple
and sometimes contradictory past(s) that reveal the influence that power has had on given truths.
Foucault (1971) writes:
The body: a surface on which events are inscribed (whereas language marks
events and ideas dissolve them), place where the Me is dissociated (a Me to which
it tries to lend the illusion of a substantial unity), it is a volume perpetually
crumbling away. Genealogy, as an analysis of where things come from is thus

situated at the point of articulation of the body and history. Its task is to show a
body totally imprinted with history, and history destroying the body. (p. 83)
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A genealogical analysis can expose the processes through which discourses about racism
are produced in institutions of higher learning, and how they are practiced and supported

institutionally. Carabine (2001) argues that in examining the past:

Foucault sought to trace the development of knowledges and their power effects in

order to reveal something about the nature of power/knowledge in modern society.

Genealogy is concerned to map those strategies, relations, and practices of power

in which knowledges are embedded and connected. (p. 276)

In also adopting a genealogical theoretical framework in my own thesis work, in a sense, |
will be conducting a genealogy of the production of the 1991 Race Relations Report and also of
its abandonment. In doing so, | will be revealing the power inequities, complexities, and tensions
embedded in institutional power and practices.

Foucault (1980) argues that power in educational institutions such as universities, plays a
significant role in creating and controlling dominant ideologies, and this power is manifested in
everyday structures and practices that we consider “ordinary”- including policy. His work on
genealogy points out the unreliability of truth, and the power interests often embedded in
particular truths. By deconstructing truth, we are able uncover how relations of ruling operate.
Foucault (1981) writes:

Thought does exist, both beyond and underneath systems and edifices of

discourse. It is something that is often hidden but always drives everyday

behaviours. There is always a little thought occurring even in the most stupid

institutions; there is always thought even in silent habits. Criticism consists in

uncovering that thought and trying to change it: showing that things are not as

obvious as people believe, making it so that what is taken for granted is no longer

taken for granted. To practise criticism is to make harder those acts which are now

too easy... [A]s soon as people begin to no longer be able to think things the way

they have been thinking them, transformation becomes at the same time very
urgent, very difficult and entirely possible. (p. 456)

Within the frameworks mentioned in the above paragraphs, the Queen’s University 1991 PAC

Race Relations Policy Report can be understood as an official discourse of the university, and its
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subsequent abandonment, as another discourse of the university. The examination of the policy
processes and outcomes regarding this anti-racism policy will be located as an “archaeological
metaphor” in an attempt to map out the social and political culture that resides at Queen’s
University and gain a clearer understanding of the relationship between these “practices” and the
discourses in which they occur. To analyze policy discourse within Foucault’s understanding of
it, is to understand not only the way in which various groups within institutions exercise control
over others, but also to understand how institutions are produced and maintained by discursive
practices. Questions such as: why was the 1991 Queen’s Race Relations Policy mandated/
created? What are/were the discursive ideas and ideologies framing the abandonment of the Race
Relations Policy Report, and on what grounds were these selections made and justified? How do
institutions create self-protecting practices? —will be explored in the discursive analysis of the
public letters of opposition to the report and qualitative interviews with members of the original

1991 PAC on Race Relations and other active anti-racism advocates.

Chapter 4: Methodology

This chapter will document the processes by which this research was conducted. The first
section of this chapter will outline the processes by which | conducted the document and text
analysis of archival documents related to the 1991 PAC on Race Relations. The final section will
provide an overview of the processes involved in conducting qualitative interviews with original
members of this committee. This chapter will also outline the processes and the various obstacles
I experienced in conducting this research.

Providing the Context: The Emergence of Racism at Queen’s University
The first part of this research consisted of document analysis of material available in the

Queen’s University archives and in Queen’s University library related to the origins of Queen’s
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University, and to the emergence of racism on campus. These documents included a selection of
archival books on the history of Queen’s, public letters, draft reports, newspaper articles, and
senate reports minutes related to the 1991 PAC Race Relations committee. Hodder (2003)
importantly notes: “Material items [such as texts] are continually being reinterpreted in new
contexts...Text and context are in a continual state of tension, each defining and re-defining the
other, saying and doing things differently through time” (p. 12). In this thesis, I have treated these
documents as special examples of artefacts, with intended and unintended residues, to be
interpreted and analysed for the purposes of providing insight into how racism has been
perceived and addressed at Queen’s University throughout the years.

It is important to note and clarify the limitations and scope of this research in regards to
the data selection and analysis of this study. In conducting the first part of this research, | selected
archival textual material related to the emergence of the PAC report and to the subsequent
abandonment of this report. The second part of the data collection consists of qualitative
interview data. These data were used to provide retrospective insight on how particular people
interpreted the emergence and outcomes of the PAC report’s proposed policy changes. My
intention in using and analysing both types of data was to provide a historical backdrop for
understanding how racism emerged and flourished at the university, in order to provide a clear
context for the emergence and resistance to the implementation of the PAC report.

According to Patton (2002), records, documents, artefacts, and archives constitute a rich
source of information in conducting field research and evaluation. Hodder (2003) also asserts that
texts are of importance to qualitative research because the information provided may differ from
and not be available in spoken form. Texts endure and give historical insight. In the archaeology
of historical periods, it has often been assumed that written texts provide a clearer indication of

original meanings than do other types of evidence. My intention in detailing the histories of
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Queen’s University was to contextual racism and racial discrimination within a broader historical,
political, and ideological framework of the institution in its historical context in order to make
sense of the emergence and continuance of racism at institutions of higher learning.

In creating this historical context, I drew heavily on the work of notable Queen’s
historians: Hilda Neatby (1978), Federick Gibson (1983), and D.D. Calvin (1941). In preparing a
brief biography of Queen’s University, I was able to contextualize many of its cultural traditions,
practices, and historical ideologies, and create the conditions under which one could begin to
make connections between these histories and the persistence of racism on campus. | created a
timeline of incidents of racism that had occurred at Queen’s beginning from the 1920s until the
early 1990s. These incidents were retrieved from newspaper articles such as The Kingston Whig-
Standard and The Journal, from public letters written to the principal by target groups, and letters
written by the race relations advisors who worked at the university during that time. My purpose
in creating this timeline of racism at Queen’s was to reveal the political, ideological, and social
picture of the conditions of race relations at the university, and illustrate how these conditions
eventually manifested in the creation of the 1989 PAC on Race Relations. In my view,
understanding the conditions under which the PAC was formed, the mandate purpose, and the
actions of the committee would be critical to understanding how the report was resisted and
abandoned. According to Carabine (2001), in conducting a discursive analysis, “it is also
important to know the context of the issue, topic or document that you are researching” (p. 285).
My objective in this analysis was to establish the background to the 1991 PAC on Race Relations
and identify key historical influences for the issue of racism on campus.

The second stage of my research included conducting a critical discursive analysis of
archival, public letters which were written by various members of the Queen’s community

(faculty, students, student organizations, and administrators) addressed to the Principal, and the
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Chair of 1989 PAC on Race Relations. In December of 1990, when the 1989 PAC on Race
Relations released its first draft report to the Queen’s community, they asserted the following:

This is a draft report intended for wide circulation and comment. It likely contains

errors, inconsistencies, redundancies and omissions; however we are submitting it

at this time in order to stimulate discussions and to receive feedback. Responses

(both written and oral) are invited by the committee. Please contact the chair, or

any member of the committee, to make comments. (PAC on Race Relations, Draft

Report, 1990, p. 1)

Between December 7 and February 28 of 1990-1991, the PAC on Race Relations and Principal
David Smith received a large number of responses from the Queen’s community toward the
committee’s first draft report. These responses included individual responses from faculty
members, deans, administrators, students, and also group responses from faculty board meetings,
departments, and student and faculty organizations. The letters were made available to the public
with the approval and consent of all authors. | obtained a total of sixty-two of these letters from
Queen’s University Archives. While many university members supported the anti-racism policy
report and its recommendations, almost half of the responses received by the committee were in
strong opposition to the report, its mandate, and its initiatives. | identified twenty-eight letters of
opposition, each of which were characterized by a strong resistance toward implementing some
or all of the report’s anti-racist policy recommendations.

My interest in analysing these particular letters is to gain a deeper conceptual
understanding around the questions of: why would someone be in opposition to anti-racist
policies and recommendations, what types of ideologies would drive not supporting the
recommendations of this report, and for what reasons? While appearing as mere feedback or
opinion, the discourse of these letters reveals a form of racial hegemony— legitimizing the

ideologies and attitudes of members of the dominant group. The discourse of these letters of

opposition provides a clearer understanding to why the Queen’s administration may have been
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delayed or prevented the PAC Race Relations Report from being fully implemented and
monitored.

The release of the draft report in 1990 and the final report in 1991 created considerable
controversy on the campus, and many individuals submitted open letters to express either their
support for the proposed policy changes or strong opposition and resistance to the anti-racism
policy recommendations. The letters were retrieved from Queen’s University archives and were
also available in the senate office. My initial difficulties with accessing the letters will be
discussed further in the sub-section entitled “Challenges to Obtaining the Letters”.

CDA refers to a multiplicity of intersecting systems for the study of textual practice and
language use as social and cultural practices (Fairclough, 1992). As Luke (1998) suggests, it is
based on three broad theoretical orientations:

First, it draws from poststructuralism the view that discourse operates laterally

across local institutional sites, and that texts have a constructive function in

forming up and shaping human identities and actions. Second, it draws from

Bourdieu's sociology the assumption that actual textual practices and interactions

with texts become "embodied"” forms of "cultural capital” with exchange value in

particular social fields. Third, it draws from neomarxist cultural theory the

assumption that these discourses are produced and used within political

economies, and that they thus produce and articulate broader ideological interests,

social formations and movements within those fields. (p. 151)

In conducting a critical discourse analysis of the letters, | was interested in exploring how
socially produced ideas (such as resistance to anti-racism) at Queen’s University are created, and
how they are maintained and held in place over time (Phillips & Hardy, 2002). This analysis will
be discussed in chapter six. According to Foucault (1980):

Each society has a regime of truth, its ‘general politics’ of truth: that is, the types

of discourse which it accepts and makes function as true; the mechanisms and

instances which enable one to distinguish true and false statements, the means by

which each is sanctioned; the techniques and procedures accorded value in the

acquisition of truth; the status of those who are charged with saying what counts
as true. (p. 131)
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Foucault (1980) argues that institutions such as schools and universities in society operate for the
benefit of specific people— particularly those persons in positions of power. He further
elaborates:

It seems to me that the real political task in a society such as ours is to criticize

the working of institutions which appear to be both neutral and independent; to

criticize them in such a manner that the political violence which has always

exercised itself obscurely through them will be unmasked, so that one can fight

them. (p. 6)
Similarly, my research suggests that Queen’s University operates to benefit particular individuals
from particular racial, gender, and class backgrounds. Following the ideas of Foucault, my thesis
seeks to deconstruct the resistance around issues of racial equality at Canadian universities. In
Foucault’s words, “One needs to investigate historically, and beginning from the lowest level,
how mechanisms of power have been able to function” (1980, p. 100).

The Analysis of the Letters
| obtained a total of 62 open letters written by members of the Queen’s community
(faculty members, deans, department heads, social organizations) in regards to implementing the
recommendations of the draft and final report from Queen’s University archives. The first part of
the analysis involved sorting the letters into piles categorized as ‘in support of the policy
recommendations’ or ‘against the policy recommendations.’ I was surprised by how easy it was
to categorize the letters under these binary headings; none of the letters lent themselves to a “grey
area.”
Twenty-eight of the letters were identified as being in strong opposition to the mandate

of the report’s recommendations. I based this selection on the language used in letters. For
example, if the letters were characterized by mainly negative, angry, demeaning, critical, and

unsupportive language toward the PAC on Race Relations Policy recommendations, the letters

were deemed oppositional. | focused specifically on the 28 letters of opposition that were written
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by Queen’s members in response to the anti-racism policy. The letters were each assigned a
number from 1 to 28, in order to organize and track quotes and ideas contained within them. The
letters varied in length from one to eight pages, most were detailed, and many provided lengthy
arguments for what they were either supporting or refuting. My purpose in conducting a
discursive analysis of these particular letters of opposition was to use the content of letters as a
way to reflect and represent the reality of the social and ideological tensions within the
university, and understand how these tensions may have inadvertently affected the outcome and
implementation of the final report. My research asked in what ways does resistance to anti-racism
perpetuate the continuance of racism. Also, how might have these letters of resistance have
functioned to position the report in such a way so as to be unimplemented?

| approached these letters as tacit knowledge(s) and ideologies present among the
university, in which a discursive analysis could provide a concrete mapping of the social and
political culture residing at the university. Referring to the work of Fairclough (2002):

Language is widely misperceived as transparent, so that the social and ideological

‘work’ that language does in producing, reproducing or transforming social

structures, relations and identities is routinely overlooked...social analysis of

discourse entails going beyond this natural attitude towards language in order to

reveal the precise mechanisms and modalities of the social and ideological work

of language....Texts constitute a major source of evidence for grounding claims

about social structures, relations, and processes...and are sensitive barometers of

social processes, movement and diversity and textual analysis can provide

particularly good indicators of social change. (p. 204)
In approaching these letters as discourses of the university, such discourses are not simply
innocent forms of language use or subsidiary types of verbal social interaction.

Rather, they have a fundamental impact on the social cognitions of dominant

group members, on the acquisition, confirmation, and uses of opinions, attitudes,

and ideologies underlying social perceptions, actions, and structures. In other

words, racism is socially learned, and discourse is essential in the process of its
ideological production and reproduction. (van Dijk, 1990, p. 3)
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Researchers using discursive analysis assert discursive activity does not occur in a vacuum, and
discourse in and of itself does not hold a meaning. In order to begin to understand discourse, we
must also understand the context, in which they arise (van Dijk 1997, Titscher et al., 2000).

In conducting the analysis of the letters, I followed the framework of Carabine’s (2001)
“guide to doing a Foucauldian genealogical discourse analysis” (p. 281). I began by reading and
re-reading the letters; familiarizing myself with key terms, arguments, and rationalizations in
regards to opposing the implementation of the proposed anti-racist policies. | then identified
emerging themes and categories amongst the letters and looked for inter-relationships between
these discourses. This part of the analysis was the most time consuming, and the most important.
| pulled out the multiple meanings and discourses the letters were tacitly presenting. Secondly, |
established where racism and systemic racism entered into the discussion. Thirdly, I analysed
how resistance to anti-racism was “spoken of” and how it was justified. Many of the categories
and themes were inter-related. The discursive strategies, or “the ways that a discourse is
deployed... [and] the means by which a discourse is given meaning and force” (Carabine, 2001,
p. 288) were also analysed and identified. These included the tone, language, absences, and
silences revealed in the texts. Once the themes and categories were identified, | extracted direct
quotes from the letters to present, and placed them in various categories to understand how
resistance to anti-racism at Queen’s University was rationalized and justified. Each of the themes
or dominant discourses was presented and analysed and a discussion about what these discourses
tell us about resistance to anti-racism at Queen’s concluded the analysis.

Challenges to Obtaining the Letters

| first came across the letters at the University Senate Office. | had approached the Senate

Office, and told the office personnel that I was writing my master’s thesis on the 1991 Race

Relations Report, and hoped they could provide me with documentation related to the report and
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the committee. | was presented with a large number of documents including senate meeting
minutes, draft reports, and copies of the approximately 62 public responses to the draft report. |
was informed by office personnel that all of the information provided to me was public archival
material, and | would be able to use all documents to use for my thesis. | planned to return to the
senate office in a few days to begin work on the documents. However, it seems that the
controversy that surrounded the PAC report in 1991 would also be following me in my thesis
work in 2006!

The following week, | received an e-mail from the senate office indicating that |1 would no
longer be able to access the approximately 62 public letters written to the principal regarding the
1991 draft report. | was informed that they had been advised that the letters were to be destroyed
and were not available for public perusal. | found this to be very strange because the destruction
of these letters would constitute the disappearance of an importance set of historical documents.
After a lengthy and tumultuous discussion with the Queen’s archives office and members of the
university secretariat office, it was finally decided that the letters were in fact public property and
would be made available to researchers as historical material. It is important to note how fragile
such material is in conducting archival research and once it is destroyed it cannot be retrieved.
Yet decisions about the destruction or preservation of archival and historical material are
sometimes made rather idiosyncratically.

It was determined that these letters were historic documents which should be preserved
for archival and documentation purposes for the university. This material was a critical piece of
data for my thesis, instrumental in understanding the 1991 PAC Race Relations Report. It is
important to note that it remains the case that no clear policy exists to help the institution decide
what materials ought to be conserved for the public record and what materials are destroyed to

protect the interests of the institution. My time-consuming and frustrating experience in obtaining
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the historical data of the university highlighted the importance of preserving the documented
history of an institution. This experience also indicated the often serendipitous process by which
the institutional memory is erased.

I became acutely aware of the importance of protecting historical documents, which can
help present and future researchers better understand the historical trajectory and growth of an
institution with regard to social issues such as racism.

This process of obtaining these letters raised many questions for me: What are the
university’s embedded interests in destroying historical documents? Who benefits from this?
Who loses? How might this incident function to be a self-protecting mechanism for the
university? Is this not another example of how power is exercised and maintained in an
educational site? If I had not fought for access to the historical documents, what might have
happened to them? What message does this send to future researchers engaging in similar work?
What are the larger institutional ideologies driving a response such as this one? What | found
very interesting were the opposing responses to accessing the data that | received from two
governing bodies from the same campus. Most notable, was how these opposing responses
functioned as a metaphor for the internal institutional ideological tensions and power struggles
that continue to exist in universities. It profoundly brought to my attention the subtle ways in
which institutions legitimate processes for the exercise of power.

Retrospective Remembering: Interviews with the PAC on Race Relations Members

The third stage of my research concluded with conducting open-ended, semi- structured
interviews (Patton, 2002) with six participants who were original committee members on the
Queen’s University’s PAC on Race Relations, and Queen’s members actively involved in anti-
racism policy process and initiatives in the 1990’s. Semi-structured interviews are designed to

explore the extent, nature, and quality of the participants’ thoughts and feelings about a range of
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personal, interpersonal phenomena (Creswell, 2005). This component of the research received
approval from the general research ethics board (GREB) at Queen’s University.
Participants

Participants interviewed for this study included members of various constituencies (i.e.
faculty and students) of the PAC on Race Relations. These members of the Queen’s community
assisted in drafting and developing the final race relations report, or actively followed the policy
process and participated in anti-racism initiatives. These individuals possessed a great depth and
breadth of knowledge concerning the development, presentation, and eventual shelving of the
race relation report. My purpose in conducting qualitative interviews was to capture the
complexities of the individuals’ perceptions (Patton, 2002, p. 348) of the events surrounding the
development and subsequent status of the PAC Race Relations Report. Gubrium and Holstein
(1997) note that the interview has become an example of contemporary storytelling, where
persons reveal life accounts in response to interview inquires. Since the original PAC was a
public committee, and the individuals were part of the Queen’s community, the names of
individuals were widely accessible and available. The five participants were located both by
referral, through my personal and professional contacts in the Queen’s community and by the e-
mail directory from Queen’s University. I recruited all participants by e-mailing a letter of
invitation and information to take part in the research. | assured all of the participants that their
identities would be masked and confidential. All of the participants responded positively to my
proposed research and were very enthusiastic about participating in a retrospective interview. The
participants consisted of two males and three females, and of the group, two participants were
identified as visible minorities. The two male participants whom | will call Raj and Peter were
retired faculty who had both worked at Queen’s University for over 30 years and worked and

participated in many anti-racism and diversity initiatives and were actively involved in drafting
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the report. Rita, one of the four females, was a student in the late 80s and early 1990s and
actively involved in campus anti-racism, and is still employed at Queen’s University. Lucy has
worked at the university for over 15 years and was involved in drafting the report and
participated in anti-racism coalitions on campus. Gloria has worked at the university for 16 years
and also has been involved in many social justice and anti-racism initiatives on campus. One
interview was conducted with each participant, and the length of each interview was
approximately 60 minutes.

The Interviews: Oral Histories

In exchange for the immediacy of diaries or correspondence, the retrospective

interview offers a dialog between the participant and the informed interviewer.

Having prepared sufficient preliminary research, interviewers can direct the

discussion into areas long since "forgotten,"” or no longer considered of

consequence. . . .The quality of the interview, its candidness and its depth,

generally will depend as much on the interviewer as the interviewee, and the

confidence and rapport between the two adds a special dimension to the spoken

memoir. (Fenzi & Nelson, 1994, p.3)

Semi- structured, quasi-oral history interviews were conducted with the original members
of the 1989 PAC on Race Relations and anti-racist activists as another primary source of data.
Methodologically, the interviews followed the process of an oral history, or retrospective
interview, capturing the historical recollections of the committee members about the role,
processes, and outcomes(s) of the 1991 Race Relations Report. Often oral histories or
retrospective interviews are not published, and are usually found in archival libraries waiting for
their testimony to be brought to life (Fontana & Frey, 2003). As Hesse-Biber and Leavy (2006)
assert: “If you are interested in studying a historical event or historical time period and how a
certain population experienced that event or lived in that period, oral history may be the best

method” (p. 153). Perhaps the most profound component of oral histories is their ability to tap

into the intersection of personal experience, historical circumstance and cultural and political
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framing (Hesse-Biber & Leavy, 2006). Memory and its relation to recall are critically important
in understanding retrospective or oral history interviews (Fontana & Frey, 2003). Schwartz
(1999) examined the way in which we recall important moments in our lives: “Biographic
memory...is better understood as a social process and as we look back, we find ourselves
remembering our lives in terms of our experiences with others” (p. 15).
The interviews were conducted in a semi-structure format. According to Hesse-Biber and
Leavy (2006):
Semi-structured interviews rely on a certain set of questions and try to guide the
conversation to remain, more loosely on those questions. However, semi-
structured interviews allow individual respondents some latitude and freedom to
talk about what is of interest or important to them. In other words, while the
researcher does try to ask each respondent a certain set of questions, she allows the
conversation to flow more naturally, making room for the conversation to go in
new and unexpected directions. (p. 125)
The interview questions were framed around four main points of focus:
1) Why the 1991 Race Relations committee was formed.
2) The mandate of the committee, what did they imagine would happen with the 1991 Race
Relations Report once it was completed.
3) The obstacles in implementing the recommendations of the final report.
4) What the report accomplished and achieved.
The interviews followed a semi-structured interview guide, in which all interviews followed the
same interview questions, but allowed the conversations to flow naturally and veer in directions
as determined by the participants during the interview. At the beginning of each interview, a
demographic/ background information question was asked to help the participants become
comfortable and create some context for how they became involved in the race relations

committee. For a sample of the interview questions please see Appendix, Figure A. Each

interview lasted approximately one hour and was conducted in a private, causal, and neutral
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environment of the participant’s choice. It is also important to note that since the interviews were
retrospective, participants had to recall a specific event that occurred over 15 years ago, and
many of the participants pointed out candidly that their memories were a bit foggy, and had some
difficulty recalling exact incidents and dates as such. Since an individual’s story or experiences
are narrated through memory, it their recollection of those specific experiences that give meaning
to those experiences; making it about more than just accuracy, but also the process of (re)-
membering (Hesse-Biber & Leavy, 2006). Through this process of remembering, tensions arise
and thoughts are filtered and interpreted. “There is a tension between history and memory, the
collective recorded history and the individual experience of that collective history, that can be
revealed, exposed, and explicated through oral history” (p. 156).

Unfortunately, during the interview and recording process | experienced some
cumbersome difficulties. My second interview was conducted with a tape recorder that | had
borrowed from a friend who indicated that the device was a high calibre machine. | used the tape
recorder at the interview (which I thought went very well), and followed all the necessary
directions and precautions. But it seems that the tape had not recorded and | was left in tears and
with a blank tape. Luckily, | was able to reschedule the interview with participant number two,
but acknowledge the effects of conducting a second interview with the same person may have
lent to other unintentional problems, such as saturated questions (and answers), the lack of
spontaneity or natural flow of conversation etc.

Another tension that | experienced during and after the interview process was realizing
the potential of this thesis research to be used for multiple purposes- such as archival information,
administrative policy development, material for the human rights office etc. | realized the
potential of possible outcome of this thesis research may have affected and influenced the way in

which participants told their stories.
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As Wilmsen (2001) writes:

The deliberate consideration of what can and should be said, and how it should be

said, is pronounced when interview transcripts are specifically prepared for

archival purposes because narrators will seek to prepare their narratives for an

undetermined public audience. This has a double edged effect. On the one hand, it

can produce more accurate recollections and fuller accounts if narrators take the

time to refresh their memories by consulting old documents, and/ or other people

who experienced the same events. On the other hand, however, it may produce

more of a ‘canned speech,” or a more carefully crafted statement that is sensitive

to wider implications of what is said. (p. 72)

Data Analysis

Patton (2002) highlights the key goals in the process of data analysis: “Data interpretation
and analysis involves making sense out of what people have said, looking for patterns, putting
together what is said on place with what is said in another place, and integrating what different
people have said” (p. 380). The first part of my analysis consisted of transcribing all of the
recorded interviews and the hand-written notes | had written during each of the interviews. Once
all the interviews were finally transcribed, only one interview required additional clarification—
in which communication was conducted over e-mail. Three of the interviews were recorded in a
digital software program and were stored and transcribed from my personal computer, and the
two others were transcribed from a tape recorder. All interviews were transcribed on a computer.
During this processes | became very familiar with the data, and used a notepad to take notes and
memos on my reflections about the data. After all of the interviews were transcribed, | became
overwhelmed at the monstrous amount of paper work | had accumulated and started to feel
intimidated about analysing the data. | began to sift through each interview individually to
identify and underline reoccurring themes and patterns in words, phrases, and ideas. This

inductive approach involved “discovering patterns and categories in one’s data... through the

analyst’s interactions with the data” (Patton, 2002, p. 453). Using a content and thematic analysis
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approach (Patton, 2002; Hesse-Biber & Leavy, 2006), | identified and memoed chunks of
information in each of the interviews and gave these pieces of information labels from which |
was able to generate a set of key categories from which to frame my analysis. “This consists of
literally reading line by line” (Hesse-Biber & Leavy, 2006, p. 348). Using various colours of
highlighters and pens, | began to colour-code each theme/ category, based on my initial points of
focus as mentioned earlier. Once the overarching themes were identified, a more focused coding
procedure began and | began to highlight the data according to the specific colour-coded themes.
All of the data were coded into one of the categories and then organized into thematic groups. “In
focused coding, a researcher examines all the data in a category, compares each piece of data
with every other piece, and finally builds a clear working definition of each concept, which is
then named” (Ibid., p. 352). It is noteworthy that during the coding process, some contradictions
and competing ideas arose in the data, which will be further discussed in chapter six.
Other Considerations

“More recently, sociologists have come to grips with the reflexive, problematic, and, at
times, contradictory nature of data and with the tremendous, if unspoken, influence of the
researcher as an author” (Fontana & Frey, 2003, p. 87). During this process, transcribing and
analysing the data presented their own challenges. As a researcher, my analysis, interpretation,
and writing of my findings is part of the meaning making, and producing this work can be
likened with producing meaning— and knowledge itself. | realized after the transcription process
that in omitting some pauses, “ums” and “like” and the other informal ways people speak, my
actions overtly affect meaning construction. My power as a researcher is interwoven throughout
this process, and the choices | make are interlinked with social power and affect the interpretation
and representation of the data. | became acutely aware of the repercussions of seemingly

mundane acts in editing and analysing, which in turn shape and implicate how meaning in data is
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produced. | acknowledge that my choice of methodology is also a political action. It shapes the
research process (including the questions asked and the answers | received), and it privileges
specific ways of knowing.

In conclusion, this chapter summarized the processes by which | conducted my research.
It identified: the tools used in gathering my data; the various stages of the research process; and
the theories, values, and cultural protocols used to inform my methodology. The next chapter,
chapter five, will begin the data analysis piece of this thesis. The data analysis will begin with a
historical re-counting of incidents of racism at Queen’s University and how the 1989 PAC on

Race Relations Committee emerged and developed at the university.

Chapter 5: Remembering Racism: Queen’s University, Past and Present

In this chapter, | will begin by documenting the origins, culture, and tacit policies and
practices of Queen’s University toward racial equality as a backdrop to gain a clearer
understanding as to how racism flourished at the institution in the 1980s.

This section draws upon the work of notable Queen’s University historians D.D. Calvin
(1941), Hilda Neatby (1978), and Frederick Gibson (1983). All have written extensively on the
histories and key events surrounding Queen’s University, and use personal/public documents of
principals, proceedings and minutes of governing bodies such as the Senate, and records of
university administrative officers. Finally, the overview | will provide about the history of
Queen’s University will not be lavish in detail or depth, as my intentions are only to provide
snapshots of the culture of Queen’s at various points in time.

A Brief History of Queen’s University as Relevant to this Thesis
In his book Queen’s University at Kingston, D.D. Calvin describes the origins of Queen’s

University as a Scottish-Canadian Foundation. Queen’s University was established on October
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16, 1841 as a university staffed and managed by members of the Presbyterian Church in
communion with the Church of Scotland. The founding of Queen’s University at Kingston was
characterized by religious controversy. Canada in the1820s experienced a significant increase in
immigration from Scotland. As the Presbyterian community was growing, so were the numbers
of ministers from the Church of Scotland. In 1831, with over twenty ministers in both Quebec
and Ontario, the Presbyterian community formed their own Synod with the Church of Scotland.
A primary goal was to look after the religious interests of Scottish colonists abroad (Neatby,
1978). In 1840, the United Presbyterian Synod (of Upper Canada) and the Synod of the
Presbyterian Church (Quebec and Ontario) in connection with the Church of Scotland
amalgamated together as one unifying body, and became particularly concerned with
“Presbyterian claims on public endowment for the support and training of ministers and for
higher education in general” (Neatby, 1978, p. 15). In addition, there was concern that land and
property rights were being quickly afforded to the benefit of the Church of England colonies. The
Church of England exercised its power to obtain large acres of land to upon which to house the
scholars of King’s College, York (an Anglican run institution for Anglican students). This caused
an outrage within members of the Presbyterian colonies. Neatby (1978) outlines:

Morris, [a leading laymen of the Church of Scotland, and one of the original

founders of Queen’s College at Kingston] in spite of his constant references to the

unjustifiable diversion of the lands, seems to have felt that he could accept King’s

College if both the established churches could be represented on the governing

body and on the faculty. (p. 18)
Furthermore, Neatby (1978) asserts: “Scots did not resent favours to the Church of England, but
they demanded the same favour to every member of the Church of Scotland” (p. 19). On August
2, 1832, the Synod of the Presbyterian Church of Canada, in partnership with the Church of

Scotland made their first effort to attempt to secure a share in the public endowment of higher

education (Calvin, 1941). Members of the Synod were becoming increasingly interested in
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creating a university that would be based on Scottish foundations and independent from
ecclesiastical control, but closely linked to the Church (Neatby, 1978). The intent was to model
their university on others such as the Universities of Edinburgh and Glasgow, which were also
Protestant and Presbyterian in their beginnings. In 1839, the commission of the Synod drafted
and presented a bill for the establishment of a college in close connection with the Church of
Scotland. Neatby (1978) asserts:

The act to establish a college by the name and style of the University at Kingston

had for its object the education of youth in the principals of Christian religion

and...their instruction in the various branches in sciences and literature...the act

named a board of 27 trustees, compromising fifteen laymen and twelve clergymen

all to be in full communion with the Church of Scotland. (p.42)
After a long struggle, “The act to establish a college by the name and style of the University at
Kingston was passed by the parliament of Upper Canada on February 10, 1840- the wedding day
of the young Queen whose royal title the college was to bear” (Calvin, 1941, p. 30). Interestingly,
according to Calvin (1941),

The founders of Queen’s do not seem to have realized, in 1840, that they were

setting up a university just as closely controlled by the Presbyterians as was

King’s College by the Anglicans...in the matter of rigid control, however, there

was no difference; one was Presbyterian, one Anglican, but both were sectarian.
(p. 32)

Despite these gains, the future of Queen’s remained insecure. The practical difficulties of
establishing a college as a teaching institution were far greater than getting the act of corporation
passed by Parliament (Calvin, 1978). In its subsequent years, Queen’s experienced and faced
financial ruin, as many of its founding principals and officials including Principal Snodgrass,
rescued the university by engaging in a desperate fundraising campaign across the country to
save the university. By 1877, under the leadership of the 8" Principal, Rev. George Munro Grant,

Queen’s achieved a position of stature as one of Canada’s leading universities. The university
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was extensively expanded, as many faculties and departments were established and financial
security was achieved.

Principal Grant who played a fundamental role in the advancement of Queen’s University is
regarded as the “definitive principal of Queen’s” (Gibson, 1983, p. 4). He was also a deeply
religious man:

He felt that all Canadian churches must take up together the work of Christian

mission and social service, making of the west a Christian, orderly society, helpful

to immigrants...[Grant] held up the idea of a practical, ecumenical

Christianity...and appeared ever more prominently as a Christian reformer and

moral guardian. (p. 4)

At this point in history, it is also important to note and recognize the significance of
another man who played a pivotal role in saving Queen’s University from financial ruin, Mr.
Robert Sutherland. Robert Sutherland was the first man of colour at Queen’s University. Robert
Sutherland was born in Jamaica and entered Queen's in 1849, just eight years after the university
was founded. “He may have been the first student of colour in Canada, as well as at Queen's; the
subject has not been fully researched, but none of the handful of other universities that existed
then have uncovered records of an earlier entrant” (Queen’s Encyclopedia, 2006, p. 4).
Sutherland held an extremely successful academic career at Queen's, winning 14 academic prizes,
including one for general merit in Latin that was awarded after a vote by fellow students. Upon
graduating in 1852 with honours in classics and mathematics, he went on to study law at
Toronto's Osgoode Hall. He died in 1878 after contracting pneumonia, and just three weeks
before his death, he left his entire $12,000 estate to Queen's. His donation was the largest that any
one person had yet given to the university and came at a time when Queen's was still battling its
way out of poverty (Queen’s Encyclopedia, 2006).

After Principal Grant died in 1902, he was succeeded by the Rev. Daniel Milner Gordon.

In 1912, under the direction of Principal Gordon, Queen’s separated from the Presbyterian
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Church- a move which brought it in touch with an increasingly secular age and to financial
stability. By the spring of 1905, it had become clear that the Church was not going to provide the
$500,000 which was being sought for Queen’s (Calvin, 1978). However, despite the ongoing
constitutional changes that started to separate Queen’s and the Theological College, the good
relations between the Church and Queen’s were not weakened by the change. Throughout the
years, the leadership of Queen’s remained closely allied with the Church and conservatism. As
Calvin notes (1941):

On the contrary there has been in Queen’s a long tradition of conservatism, or of

continuity of method, which has had in its effect in holding the balance between

old and new. There has been a determination to teach fundamentals, rather than to

train specialists- in other words to distinguish between education and technical

training. These are an inheritance from the old Scottish tradition; not for nothing

have all the first 10 principals of Queen’s been graduates of British universities-
nine of Edinburgh or Glasgow, and one of Oxford [and all Presbyterian ministers].

(p.78)

Queen’s University went on to experience many challenges, changes, and feats during the First
World War, the Great Depression, and the Second World War, despite the dramatic changes in
physical, demographic and financial structures at Queen’s University. It seemed that particular
structures remained the same for decades, and continue to remain the same today. For instance,
the White male dominated administrative configurations including principals, rectors, and
members of the Board of Trustees, the understated elitism, the lack of women and visible
minorities in high rank decision positions, and the continued presence and close ties with the
members of the Church.

Hidden Histories: Racism at Queen’s

Black Students and Medical School

According to the Queen’s Encyclopedia (2006), perhaps one of the most extreme cases of

racism at Queen’s University occurred in 1918 with the Faculty of Medicine. A small number of
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Black students, mainly from Caribbean descent, attended medical school early in the century and
appeared to be happily integrated into university life, but they were more tolerated than accepted
by local patients. The tolerance turned into hostility in 1917 when wounded soldiers who
returned from the war in Europe refused to be treated by Black doctors or interns. The faculty,
staff, and administration did nothing to rectify these prejudices, but instead started the process of
expelling all of the 15 Black students in the medical faculty, even those who were not yet
required to complete clinical work. In 1918, the Queen’s Senate supported Dean James’ decision
that all Black medical students be transferred to cities with larger Black communities. What is
even more tragic about this episode is that there are no records of the reactions of the Black
students or where they were transferred to complete their studies. It is likely that many of them
were transferred to Dalhousie, where Connell had recommended. Black students were not
permitted to attend the Faculty of Medicine until after the Second World War. Interestingly, there
were never any recorded restrictions against Black students in other faculties (Queen’s
Encyclopedia, 2006). Perhaps, at this point, it may be important to highlight the continuing issue
of the lack of records by which to convey the history of this institution, particularly relating to
incidents of racism and social injustice.

Japanese Exclusion

Japan’s attack on Pearl Harbour and the mood of fear, panic, and anger that it created,
triggered the Canadian government to evacuate approximately 20,000 Japanese Canadians from
the Coastal region of British Columbia into the interior and farther east (Gibson, 1983). In 1942,
as a result of this displacement, many Japanese Canadians applied for admission to eastern
universities such as Queen’s. Since there was no policy governing the admittance of these
students, Dean Clark solicited the advice of the Senate to “decide on a policy” (Gibson, 1983).

The university decided it would admit a number of Japanese Canadian students in the 1942-1943
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academic session which provoked strong opposition from the Queen’s Alumni Association in
Ottawa. The response was as follows: “It seems to be the general view that with Canada at war
with Japan, no good purpose would be served by admitting new Japanese students to Queen’s
University, and the prestige of the university might be seriously prejudiced” (Gisbon, 1983,
p.198). Principal Wallace did not like the tone of the Queen’s Alumni letter; however, at the same
time

the Ontario government, under the terms of a tripartite agreement which it had

entered into with governments of Canada and British Columbia, a number of

Japanese-Canadians had been relocated in Ontario but only to engage in farm

work, war industry or domestic service; those not occupied in these activities were

to be returned to British Columbia. (Gibson, 1983, p. 198)

In light of this, the university decided not to allow Japanese Canadian students to enrol at

Queen’s University during the 1942-1943 academic year.

Anti-Semitism at Queen’s in the 1940s

With the admission of Japanese students being ironed out, another racial tension was
emerging— the high number of Jewish students enrolled at Queen’s University. Gibson (1983)
provides a clear context of the situation:

In the 1942-43 academic session, with intramural enrolment down to 1, 640, there

were 127 Jewish students [a significant increase from the 1938-39 session].

Principal Wallace drew attention to the change in his report to the trustees in the

fall of 1942, offering two possible explanations. McGill University, it was

believed, was limiting the number of Jewish students by requiring them a higher

than normal admission standard; and Jewish students were coming from other

places because there seemed to be the feeling that Queen’s was hospitable to Jews.

The trustees requested the Principal to explore the matter further. (p. 199)

The board met in 1943 and Principal Wallace indicated that Jewish enrolment had doubled over
the previous year and stated the increase had created “problems.” These problems included the

fact that orthodox Jews were prevented by their religious practices from attending classes on

Saturday. This state of affairs was causing a great deal of tension at the university. However,
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Principal Wallace did not feel pressed to address this issue at that point. Yet, six months later, the
issue was raised again. The Jewish student population had increased again and Principal Wallace
and the Board of Trustees decided to authorize the appointment of a joint Trustee-Senate
Committee “to consider the problem created by the rapid increase in the number of Jewish
students” (Gibson, 1983, p. 200). Some possible explanations included that McGill University
was implementing double-standard admission regulations. For instance, Jewish students were not
accepted to the Faculty of Arts at McGill unless they had a 75 percent overall average, though
other students were being accepted with a 60 percent average. The double standard in admission
requirements for Jewish students at McGill University caused a great deal of distress for Queen’s
officials (Gibson, 1983). “The practical effect of the McGill regulation is to send the less
competent Jews to Queen’s” (p. 200). Anti-Semitic beliefs were found in numerous members of
the Board of Trustees as well as other members of the Joint Senate Committee. Gibson (1983)
documents Principal Wallace’s comments:

The race discrimination problem is difficult...and I can understand and share the

apprehension. But I have seen no way as yet except a raising in standards all

round, which would have some effect, but would confessedly not meet the whole

problem. But I think that it is the only thing we can do. (p. 201)
Another trustee member D.H. Laird also made some suggestions to address the ‘Jewish problem’:
“All applicants for admission should be required to make written application prior to registration;
and the university offices should conduct personal interviews in Montreal with applicants from
the province of Quebec, after which they might select ‘a certain number of Jews,” and refuse the
others” (Gibson, 1983, p. 201). These suggestions were deliberately designed to limit the number

of Jewish applications at an early stage in the admissions process without the violating the

Ontario Racial Discrimination Act (Gibson, 1983).
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In the end, Principal Wallace and the joint committees did not implement any of the
actions proposed by some committee members, due to the fact that the Faculty of Arts was
already raising admissions standards (for different reasons) and they would wait to see how the
revisions would affect the Jewish enrolment

Racism at Queen’s in the 1980s and 1990s

“Racism at Queen’s you say? I haven’t seen it.”
(The Queen’s Journal, February 12, 1990)

“I went to [the kingston pub] the Duke of Kingston with some friends of mine, two guys and two
girls, all of whom happened to be white. We walk in and we sit down, and two guys start banging
on their table and calling ‘get out nigger, blackie...they were both pretty big.”
(Wube Girma, Arts *91, The Queen’s Journal, 1991)
In this section, I will begin by recounting the numerous reported stories of racism
experienced at Queen’s during the late eighties and early nineties. However, the stories I tell here
are not the only stories to be told (Lewis, 1993). There were countless numbers of individuals
who faced disturbing encounters of racism while at Queen’s, many of whom either left the
institution, or buried their dangerous memories (Welch, 1985). Their silence will also be
remembered in this text. The stories and cases of racism at Queen’s University have been
retrieved from archival documents including Queen’s University newspapers such as The Journal
and The Gazette; the Kingston newspaper, The Kingston- Whig Standard; and other public

documents such as letters to the Principal or informal newsletters.

Setting the Stage: The Gordon House Fiasco

It is important to note that, during the late eighties, 1989 to be exact, Queen’s University
experienced an ugly backlash toward a women’s rights “NO MEANS NO” campaign. This
campaign was organized by the undergraduate students of the Alma Mater Society’s Gender

Issues Committee to raise awareness about date rape.
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The notable incident (which garnered significant media coverage) was the reaction to this
campaign by factions of male students, particularly male residents of the Gordon House, a
student residence. Male students responded to this campaign with a “counter sign” campaign,
posting large signs and posters in and around the student residences with slogans such as: “No
means tie me up,” “No means kick her in the teeth,” “No means more beer.”

Magda Lewis (1993), a feminist professor at the university notes: “The sign campaign
made explicit their belief [the men’s] that women’s refusal of male sexual demands could
appropriately be countered with violence...to the extent that the signs were accompanied by
active verbal threats and physical intimidation, many women experienced the atmosphere as
misogynist” (p. 150).

However, what was most disturbing about these events was the lack of action and reaction
by university officials to this incident. Alison Dickie (1990) documented this event in an article
on sexism at Queen’s:

Although the Dean of Women ordered the signs taken down, they were still up a

week later. The only faculty member besides the Dean of Women to publicly

criticize the students and administration was Christine Overall, a young untenured

professor in the philosophy department, who wrote a condemnation of the

activities in the Kingston Whig-Standard. The university's principal remained

silent. (p.2)

The silence of the administration reiterated the hard truths of misogyny at many Canadian
campuses, such as Queen’s. This silence from the administration triggered what is now known as
the largest women’s protest and “sit-in” in the history of Queen’s University. Approximately one
hundred women calling themselves "A Group of Women" staged a twenty-nine-hour sit-in in

Principal David Smith's office. The women wore scarves across their faces and sunglasses to

protect their identities, and demanded immediate action from the offices of the administration.
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The Gordon House incident became a media disaster for Queen’s University. Gidget

Bardot (1993), a writer from a now discontinued Queen’s underground magazine entitled Surface

writes:

The whole Gordon house incident was a public relations nightmare for the
Queen’s Administration. They were embarrassed, not because the signs were
inherently wrong but because they received negative media coverage. Everyone
knows negative image is not good for alumni and corporate funding. It seemed
they were concerned with covering it up, not rectifying the problems, and this can
be seen through their handling of the problem. Instead of acting quickly by
prosecuting the perpetrators, administration dragged their feet. It took two and half
years to come to some sort of resolution. Too little, too late, women were put in
further danger by the inaction of the Queen’s men. (p. 5)

Philip Goldman (1990) a professor from the Faculty of Law echoed those sentiments in an

article in The Kingston Whig-Standard entitled “Queen’s must deal with misogyny, not media”.

Goldman (1990) speaks to how Queen’s University was preoccupied with damage control, and

nit picking over validity of facts being reported on, rather than acknowledging and denouncing

the incidents themselves. He writes:

Surely, and in light of what we know about the grim realities of our world,
Queen’s should have said: ‘we are not immune to misogyny and perhaps
unthinkingly, do our part to perpetuate it.” Instead, Queen’s University asked The
Whig for an apology and has threatened further action...Queen’s University is ill-
served by flailing away at The Whig, and by finding scapegoats. It is a squalid
exercise in damage control. (p.3)

This incident acted as a catalyst to force the administration of Queen’s University to

examine the university’s political and social culture, and adopt a new approach to addressing

social issues. It also opened the floodgates for other incidents of discrimination, such as racism to

be brought to the forefront.

Racist Campus Advertising

Racism in campus advertising emerged in two highly publicized instances at Queen’s

University in 1988 and 1989. The first one was a poster advertisement by the campus bookstore.
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It featured an exaggerated, primitive picture of a Black man taking a bite out of a book with the
caption “Don’t bite the book that feeds the mind” above the picture. Below the picture was the
campus bookstore advertisement for a large sale. The posters were distributed all over campus
(see Appendix, Figure B for a copy of the advertisement). Soon after, a group of concerned
students wrote a letter to Principal Smith in the student newspaper, The Queen s Journal editorial
section detailing the incident and asking the Principal to take action:

We would like to bring to your attention a matter of grave concern to us. We refer

to a poster used by the Campus bookstore to advertise its recent book sale. This

poster features a picture of a black man attempting to bite a book. Clearly, the

message conveyed is that people of African descent are ignorant, barbaric and

primitive. We find this highly offensive and deeply disturbing. It is disturbing not

only because it is blatantly racist, but also because it demonstrates that racism

exists at the institutional level at this university. Consequently, we feel it would be

a serious mistake to treat this matter lightly. It would also be wrong to dismiss it

as an isolated incident which a simple rebuke will put to right, for as I am sure as

you are aware, this is not the first time that concerns of this nature have been

raised about advertising at Queen’s”. (Concerned Students [authors unknown],
1998)

Subsequently, the campus bookstore issued an apology to the university through a letter to the
Principal and the Race Relations advisors on December 16, 1988. However, no one officially and
publicly denounced this incident.

Another similar incident occurred in 1991, this time in the Department of English. The
School of English published a newsletter on July 12 in which it included a “funny” cartoon comic
strip entitled “Burger Queen’s.” The cartoon began with the caption “Somewhere in Africa” and
depicted an African (‘savage’) man hunting down a White man, and practicing cannibilism. The
comic was an extremely offensive text, and portrayed members of the African community in a
very savage light. The Kingston Coalition Against Racism drafted a letter of complaint to
Principal Smith outlining their disdain for the cartoon:

The School of English newsletter (containing the racist cartoon) was circulated in
the Kingston community and has been seen by many people. This has been very
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hurtful to members of the African and Black communities who reside in Kingston.
Many children have also seen this cartoon and have taken it to be a “funny”
cartoon...May we remind the Principal that it is 1991 and we as Canadians have
worked hard to promote an environment of multiculturalism and tolerance. We
hope Queen’s University will abandon such archaic pedagogy and make a firm
commitment to anti-racist education. (Kingston Coalition Against Racism, July
26, 1991)

An important question posed by one of the Race Relations advisors, who was also
involved in bringing this to the attention of the Principal, was how this publication was sent out
without someone identifying the potential problems. A month passed, and then in August of 1991
the administration was still unsure as to how to proceed with publicly addressing this incident.

Inequitable Hiring at Queen’s

In November of 1989, the Queen’s Law School held a conference to examine institutional
racism. Hadley (1989) reported that Dr. Barry Batchelor, one of the few Black professors at
Queen’s University, was disappointed in the hiring inequities at Queen’s University and the
under-representation of visible minorities in faculty and staff:

Racism is prevalent in the hiring practices at Queen’s. The administration is a

group of WASPish people that don’t have time for minorities...I will be damn

sure when I leave this place Queen’s has a race relations policy in place. We must

aggressively do something to get good quality [minority] people before legislation

forces all universities to do it.” “There are as far as | know, four black faculty at

Queen’s. It will soon be down to three...then two...The numbers have to increase

at Queen’s. We are doing it for women, why not for minorities? (p.8)

Dr. Barry Batchelor was also interviewed for another article in The Kingston Whig-
Standard (November 20, 1989) entitled “Queen’s top brass blamed for paucity of Blacks on
staff”. He reiterated the lack of Black faculty of Queen’s:

There are as far as [ know, four Black faculty at Queen’s. It will soon be down to

three...then two...” He urged the university to hire more visible minority faculty:

“The numbers have to increase at Queen’s. We are doing it for women, why not
for minorities? ( p.6)

77



Overt Racism at Queen’s

In August of 1990 a crude, anti-Muslim, hand-scribbled poster was posted in the New
Technology building. The poster read “Muslims Go Home” (see Appendix, Figure C for poster).
This poster was tacked in the centre of the foyer of the building, shortly after the Iraqi invasion of
Kuwait and its neighbouring states was announced to the world (The Journal, September 14,
1990). The Journal newspaper reported the incident promptly in its September issue condemning
the act: “Like these other incidents, this latest display of generalized racist thinking shows the
dark underside of Canadian society...Now is the time for all levels of the university
administration and student government to provide support for Muslims at our university” (p. 4).

In late August, a group of 23 Muslim and non-Muslim students from the Department of
Engineering wrote a letter to their department heads, the International Centre, and Race Relations
advisors asking for the Queen’s administration to respond to the incident. Soon after, another
letter was written to the Principal on September 24 by a Race Relations advisor pressing the
Principal to respond to the incident especially since The Queen’s Journal made the incident
public. Finally, in October a formal statement by Principal Smith was delivered to the university
denouncing the incident.

Another similar incident occurred in October of 1991 when the Jewish Student Society
“Hillel” received an anti-Semitic letter from a Queen’s Engineering Alumni member publicly
revealing his identity in the letter. His letter was written on Queen’s University stationery and
expressed several anti-Semitic sentiments on the Jewish presence at Queen’s. He referred to the
excessive Jewish influence at Queen’s and asserted that Jews have negatively impacted other
universities such as McGill and the University of Toronto. He characterized Jews as noisy,
bullish, confusing and greedy. Both members of Queen’s Hillel and the Alma Mater Society

(AMS) Racism and Ethnic Discrimination Committee wrote letters to the Principal outlining their
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outrage of this incident and asked the Principal to prohibit the identified perpetrator from entering
Queen’s campus. Principal Smith responded to Queen’s Hillel in November 1991 and decided
that the perpetrator would no longer be welcome to use the facilities in the Engineering
Departmental.

In Hogan’s (1990) article entitled “Queen’s must do more to fight racism on campus,
student leaders say”, he articulates that Queen’s University is not doing enough to protect its
students from racially motivated assaults. Reporting from the Kingston Coalition Against Racism
open meeting, he asserts: “Just last Thursday, Queen’s student Ali Rahnema found a note
addressed to him in a campus mailbox reading ‘if you and your commie paki faggot dyke nigger
proabortion friends don’t like it here, leave before something happens to you’ (p.3). He further
reported:

Other incidents cited by the coalition include a racist message left of the telephone

answering machine of Queen’s student Atif Ghani in September by a fellow

student living in the same campus residence. Immediately after he heard the racist

message left on his answering machine, he approached the administration about

the incident, but the response he received was limited, he said. (p. 3)

A Catalyst for Change: The Story of Madhu Bhalla

Perhaps known as the most prominent case of overt racism at Queen’s University during
this time occurred on November 29, 1988 to an East Indian, female history professor. Professor
Madhu Bhalla received an anonymous envelope in her department mailbox. The envelope
included an unsigned note that read: “Your students would appreciate it if you please washed
more often. It might help if you would change your blue sweater. Thank you for your
consideration.” Also included in the envelope was a bar of soap. Horrified by the incident,
Professor Bhalla promptly wrote a letter to Principal Smith on December 23, 1988, which was

published in The Kingston Whig- Standard on January 11, 1989. She described her experiences at
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the university, making it very clear that she planned to demand serious action to address this
issue. She writes:

As an Indian woman in Kingston these past seven years | thought | had
encountered the full range of racist reaction...and yet this note, and the deep black
hole that is the face of my faceless note writer threatens with a hatred | cannot
understand...it allows me no hope of walking away from it...I am face to face
with my faceless companion once again. With it, age, gender, place and
immediate purpose are ever changing, but it is relentless in its pursuit. | have
walked away from it at the street corner and the house where Indians and Chinese
are not wanted. But | find it waiting for me in the one place | cannot allow it to
take over. For here it speaks in the people | know. It undermines relationships that
make my work possible, the value of the very ideas we discuss together in the
classroom. But, more than anything else, it brings home the fact that there are no
safe havens anywhere...I address this to the two groups who in different ways
constitute the problem- the victims and the victimizers. The victim has two
choices: either to come out of the woodwork or else dream dreams of white
fathers. To the victimizer | serve notice she must no longer expect easy victories.
This is not because | fancy myself as a latter-day Joan of Arc, but because the
conditions of my life and work are constrained by your stupidities. And because,
because | am, quite simply fed up. (Bhalla, 1989, p. 3)

What is of particular importance in this incidence of racism is the proactive and assertive manner
in which Professor Bhalla brought her story into the media limelight. On January 13, 1989, The
Journal featured Professor’s Bhalla’s story which elicited other student responses from the
Queen’s community who felt that Principal Smith did not recognize the extent of the bigotry
problem on campus, but saw it only as a sporadic problem with only a few bigots on campus.
Professor Bhalla’s disturbing story, made widely available to the public soon after the
incident occurred, triggered alarm bells in the Canadian public, the Kingston community, the
Queen’s community, and most importantly the Queen’s administration. Racism was emerging as
a far too common occurrence at Queen’s University. Furthermore, a lack of administrative action,
process , or policy to address and prevent these types of incidents from occurring was missing

from the university structure.
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It is important to note the many more recent cases of racism continue to take place on
Queen’s campus. A few examples include: the white supremacist group The Heritage Front was
active on campus in 1994 through the activities of an undergraduate student; in 2005 a Queen’s
undergraduate student dressed in Blackface as Miss Ethiopia at a Halloween party; in 2006, a
banner near the Queen’s Muslim Student Associatin (QUMSA) was set on fire; in November
2007, a racialized female faculty member was forced off a sidewalk on campus after being
harassed by Queen’s students, in 2008, the The Arts and Science Undergraduate Society (ASUS)
president made an Islamophobic comment on a friend’s Facebook page and refused to apologize

for his comments.

Confronting Racism in the Academy: The Creation of 1989 Principal’s Advisory’s Committee on

Race Relations

After the enormous pressure placed on the Principal to take action on the acts of racism that
had been surrounding the Queen’s community, in January 1989, Principal David Smith of
Queen’s University announced that he would be establishing a Principal’s Advisory Committee
on Race Relations. In his formal announcement in the faculty newspaper, he outlined the
committee would make recommendations on all aspects of race relations on campus. Committee
members were appointed by the Principal, and consisted of 14 members— both student and
faculty and external members of the Queen’s community. The terms of reference established for
the committee were as follows:

1. To survey the steps taken at other Canadian universities, to review 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 be applicable to Queen’s.
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2. To consult broadly within the university and the Kingston community concerning the
present state of race relations at Queen’s and to recommend educative and other measures
which will tend to promote harmonious race relations in the university

3. To review support services available in the university to Canadian and international
students who are members of visible minority groups and to make recommendations.

4. To recommend long term institutional means of giving advice to the university on race
relation issues, including, if appropriate, the establishment of a Principal’s Advisory’s
Committee on Race Relations and to recommend terms of reference.

On March 28, the committee held their first meeting and a work plan was developed to
organize the tasks and develop a timeline for achieving the committee’s goals. There was,
however, criticism levelled at the various systemic processes in which the committee operated.
These included: the decision by the Principal to appoint a White male as chairperson for the
committee which was opposed by many members of the Queen’s community; the rationale
behind choosing specific members to sit on the committee (i.e. we must have an East Indian
person, even though they are not diversity or anti-racism experts); and finally the “closed”
process of the committee’s operations (Anderson, 2005). After a year of working, the committee
began to amend some changes to the formal bureaucratic structure of the committee and opened
the meetings to student activist groups, and organized a series of working sessions to bring
Queen’s and Kingston community members together to discuss recommendations for the final
report.

Despite the various obstacles, the committee worked tirelessly for two years in preparing an
interim draft, and a final report on improving the context of race relations at Queen’s University.

The final report was completed on February 28, 1991.
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The final report entitled Towards Diversity and Equity at Queen’s: A Strategy for Change
included a set of over 114 recommendations under the following headings: Recruitment and
Admission of Students, Hiring and Appointments, Curriculum and Library, University Climate.
Under each heading, specific faculty and administrative offices (i.e. the registrar, department
heads and Deans, the Senate, student awards) were held accountable to oversee and implement
the designated goals. The final section of the report consisted of implementation objectives and
principals to guide the implementation process and suggested the creation of a Race Relations
Council and Race Relations Centre with a director to oversee the implementation of the report’s
recommendations. The committee held the Principal of the university responsible to ensure the
designated offices followed the committee’s recommendations, and that a Race Relations Centre
be created to monitor the report.

Remembering Racism: Conclusion

What do these histories of Queen’s University reveal? What do they tell us? What do they
tell us about how racism re-emerged and flourished in the 1980s? These histories raise critical
questions and shed light on how social relations and practices of power are put together at
Queen’s University. Since its earliest beginnings, the traditions and cultures of Euro-centric
superiority at Queen’s have been passed down from one generation to another, but always with
the best intentions of maintaining academic excellence and reputation. Many of its policies and
practices have been deeply committed to the maintenance of racial, ethnic, and gender barriers.
Minority professors have been highly under-represented in almost all disciplines and particularly
in administrative positions. Various forms of racism continually surfaced in many chapters of the
book of Queen’s, sometimes overt and ugly, other times disguised and unintended. The histories
also revealed a trend on the part of the administration — a denial that racism is a serious problem

that warrants serious attention and action. The unsettling relations of racism at Queen’s
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University characterize a long and continuous struggle and tension with inequality. These
histories provide the context in which we are able to recognize how and why racism emerged so
strongly in the 1980s, and how the 1991 PAC Race Relations was created.

In locating and examining the historical origins, practices, and tacit culture of racial
discrimination at Queen’s University, we are (re)telling dangerous histories. | use the term
dangerous histories in the same capacity Sharon Welch (1985) initially used the term dangerous
memories to describe the subordination of women:

Dangerous memory...is not only a memory of conflict and exclusion as in

Foucault’s genealogies. It is also a memory of hope, a memory of freedom and

resistance...In order for there to be resistance and affirmation that is implied in the

presentation of the memory of suffering, there must be an experience that includes
some degree of liberation from the devaluation of human life by the dominant

apparatus of power/knowledge. (p. 39)

In remembering these dangerous histories, the conditions are created where one can begin to
deconstruct how the organizational origins and culture of Queen’s University may have
contributed and sustained systemic and institutional racism, and by understanding this, we can
hopefully move toward change. As Magda Lewis (1993) similarly asserts, the telling of these
dangerous [histories] serve powerful purposes.

They are the basis of our collective consciousness of resistance, subversion, and

political action... and are pedagogically powerful because of the possibilities such

memories afford for learning and action for change... To be politically effective,

our [dangerous histories] require that we hold the past in the present. (p. 9)

In revisiting histories of racism at Queen’s University, particular trends are revealed. The
Trends include: elitist, meritocratic leadership styles; conservative belief systems; strong ties to
the Presbyterian Church and Christian religious beliefs; male dominated administrative

structures; patriarchal cultural traditions; exclusionary practice and policies; conservative stances

on political/ social issues; an intolerance for diversity or difference; delayed action in response to
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reported racist incidents; resistance to strategies of change; and a lack of strong governing equity
policy and grievance process.

Within the everyday practices, policies, and ideological constructs at Queen’s University,
ideas about race and racism have been produced, preserved, promoted, and perpetuated. The
racist ideologies of Queen’s University emerged throughout its history—assuming different
shapes and articulated in ways that are not particular to Queen’s but are, nonetheless, rendered in
way peculiar to the institution. As Henry, et al., (1999) note, “Racist ideology creates and
preserves a system of dominance based on race and is communicated and reproduced through
agencies of socialization and cultural transmission, such as schools and universities” (p. 17).

The historical and contemporary examples of racism at Queen’s University cited in this
chapter demonstrate the highly complex nature of racism and the diverse forms it takes (Henry, et
al., 1999). These examples of racism illustrate the cultural and ideological racism embedded in
the tacit networks, beliefs, and values of Queen’s University— justifying discriminatory
practices. The histories of Queen’s European origins and religious and cultural practices, the
university’s exclusionary policies and practices toward various religious and visible minorities,
and the lack of tolerance or acceptance for diversity of difference- make it impossible to fathom
that racism could ever be completely eliminated at this institution. Himani Bannerji (1995)
speaks to the colonial and historical origins of racism in European societies:

The fact of the matter is that it is almost impossible for European societies as they

are to eliminate racism in a thorough going way. Racism is not simply a set of

attitudes and practices that they level toward us, their socially constructed ‘other’,

but it is the very principal of self-definition of European/ Western societies. It

could be said that what is otherwise known as European civilization— as

manifested in the realm of arts and ideas in daily life— is a sublimated,

formalized, or simply a practiced version of racism...Europe or America created

(and continued to create myths) of imperialism, of barbarism/savagery, a general

inferiority of the conquered, enslaved and colonized peoples and also created

myths of exoticism at the same instant as it defined itself also as an ‘other’ of
these. (p. 47)
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The resistance of the university to respond to racist incidents and implement anti-racist or
employment equity policies reflects an array of tension and conflict between racialized minorities
and White educators and administrators. As Henry, et al. (1999) assert: “The confluence of
individual attitudes and cultural ideologies in institutional contexts results in innumerable

examples of both intended and unintended racism” (p. 62).

Chapter 6: Abandoning Equity Policy: Retrospective Interviews
“Understanding things makes it possible to change them. Coming to see things differently, we are

able to make out possibilities for liberating collective as well as for unprecedented personal
growth. ” (Bartkey, as cited in Lewis, 1993 p. 18)

This chapter analysizes the findings that emerged from interviews conducted with five
members of the Queen’s University 1989 Principal’s Advisory Committee on Race Relations. |
was fortunate to have the opportunity to conduct these interviews as many of the original
members of the Committee had either retired or were out of the country, or otherwise unavailable
for an interview. | was equally grateful for the depth and range of expertise that each of the
individuals | interviewed brought to the interviews. As original members of the Committee, each
person | interviewed had been directly involved in the development of the Report from the time
of its inception through to its publication. Furthermore, several of these members were involved
in anti-racist work prior to their membership in the PAC and were strongly interested and directly
involved in issues related to anti-oppression and social justice. Given the first-hand experience
that each of the members had with the Report, the stories and reflections of these interviewees
offer unique insights into the climate of racism at Queen’s at the time. To ensure the identities of
the interviewees remained anonymous and the information they provided confidential,

pseudonyms were applied to each committee member. The following names are the pseudonyms
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used in this chapter: Peter, Raj, Lucy, Gloria, and Rita. Each interviewee was assigned a number
for coding purposes.

These members shared their reflections on the 1991 PAC Report and what they remember
about the emergence, resistance to, and implementation of the policy Report. The interviews
provided the opportunity for these individuals to reflect upon the following points: How the 1991
Race Relations Report affected the Queen’s community, what the Committee members remember
about its emergence and the obstacles and resistance they encountered in undertaking the
production of such a report at Queen’s University.

The interview analysis will be presented and discussed in the four following
questions/subsections:

1) How did the Report emerge?

2) What happened with the 1991 PAC Race Relations Reports?

3) What did the Report accomplish?

4) What were the obstacles and resistance that arose in attempts to implement the Report?

It is interesting to note that all of the interviewed members of the 1989 Principal’s
Advisory Committee on Race Relations expressed the feeling that the recommendations included
in the final Report had not been implemented by the university administration. More importantly,
they expressed concern that at the time of the interviews (in June 2005) there had not been a
review of what parts of the 1991 Report may have been implemented.

The Creation of the 1989 Principal’s Advisory Committee and Final Report

In discussing the emergence of the 1989 Principal’s Advisory Committee on Race
Relations, all interviewed members indicated that there were numerous examples of direct and
hostile cases of racism and sexism occurring on campus. The extreme cases of discrimination

acted as the catalyst for the creation of the Committee. As one committee member, Rita, states:
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My understanding was there was quite a lot of concern and anxiety on campus
about the ways in which student and faculty in particular were being treated, and
their place in the institution as racialized people. I think...well there were so just
so many factors that converged into people’s overall concern about racism in
Canada, but then there were things that happened that were very particular to
Queen’s. There were a number of incidents, as I understand it that had to do with
very direct and blatant racism and people subject to the most direct forms of
racism you can imagine. Like for instance, name calling, threats, hostility in and
out of the classroom. I can recall a South Asian professor being targeted by her
students. Also, racialized students experienced the same kind of treatment... who
were becoming more public about the types of things that were happening to
them. So I think people were...there was a sense of alienation that was spilling
everywhere. People were vocally and publicly beginning to question the myth of
multiculturalism and the kinds of discrimination people were facing on a daily
basis. (R, interview # 3, p. 1)

Peter discusses how serious acts of sexism occurring on campus at the time influenced the
backlash toward racist acts and policies that many Queen’s members were experiencing:

Prior to the committee being struck, there was agitation around issues of sexism.
With a good deal of sit ins of the Principal’s office. And issues of racism, lack of
representativeness, and lack of curriculum change were beginning to
surface...mainly by undergraduate students. I think that was the driving force.
There was another inciting incident that happened and that was an advertisement
that was in The Journal by the Queen’s Bookstore. It was a stereotypical cartoon
of an African with a big mouth and flashing teeth, eating a book! And, it was so
outrageously inappropriate, I can’t remember the caption exactly, but it was
something like ‘Eat knowledge instead of people’ just something terrible. It was a
paid advertisement in The Journal by the Queen’s Bookstore. It was in the late
80s. I think I, we, may have skipped over too much the agitation against sexism
that was also happening. That got a lot of people organized, active, ready to
change. The slogan was ‘No means No.” And then the male dormitories at the
time put slogans that said ‘No means more beer’, ‘No means kick her in the face.’
There was a carryover from that kind of concern into racism at Queen’s. It was
almost a natural progression...from sexim to racism... have to change.

(P, interview #1, p. 2)

Lucy, expressed similar thoughts in regard to how and why the 1991 PAC Race Relations
Committee was commissioned by the Principal:

There were events that took place in the community and on campus that brought
racism into sharp focus. Unavoidable, you know, people could not pretend it was
not happening. And there were individuals on the campus who were prepared to
make their experiences very public. And that was unusual, ’cause very often of
course, when people are discriminated against, the last thing they want to do is
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risk some public scrutiny around that. But, in this case, there were a couple of

people to put themselves out there. So there was a climate on campus...

(L, interview #5, p. 1)
Consequently, the persistence of racism and discrimination at the university gave rise to
the creation of the 1989 PAC on Race Relations. Peter discussed the role that community
uprising and crisis played in confronting racism in the academy:

In fact, to jump way ahead, though I can’t remember if it’s in the Report or not...

but three or four years after the Report appeared, | gave workshops to universities

in Canada, some in Quebec, some in Canada, in which I proposed that that there

are three components to motivate change. One, you need a bunch of people who

are angry as hell about a situation and are willing to agitate strongly for change.

And that’s what was beginning to appear at Queen’s. Secondly, you need morally

and ethically, clear leadership from the top. You need to hear people say- “Racism

will not be tolerated. And | intend to change this university climate so that it has

no more place.” Thirdly, you need to have all those in place, those bureaucratic

structures, what constitutes knowledge, what gets taught, who gets hired, which

students are we recruiting, which students are from which backgrounds, what is

allowed as equivalent credit etc. All of those Bureaucratic rules and structures

need to change. But to me the key is the agitation and turmoil and raising hell

from below. That was happening at Queen’s. (P, interview #1, p. 3)
The committee members all asserted that collective organization, community uprising, and
individuals publicly revealing their experiences with racism directly contributed to the creation of
1989 PAC on Race Relations. Marginalized groups were coming forward with their racist
experiences at the university and making them public to the media. Student organizations and
faculty members were speaking out to challenge traditional norms, and most importantly,
racialized groups were angry and demanding change.

In their study entitled “Making Visible The Invisible: The Experience of Faculty of
Colour and Aboriginal Faculty in Canadian Universities,” Luther, Whitmore, and Moreau (2003)

highlight the importance of a critical mass as a means to challenging racism and inequity within

the academy:
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Critical mass, which means having sufficient numbers of a group reflected in an
institution, is both a means to equity and an end itself. In tangible terms, critical
mass can encompass both the presence of significant numbers of general
supporters of members of equity target groups, such as Aboriginal individuals
and people of colour...Within the academy, there is a crucial reliance on internal
allies to provide mass support in the move toward race equity. Such allies can
include supportive individuals found among feminist faculty members,
university equity and human rights officers, ‘progressive’ scholars and
administrators and student groups and organizations. (p. 25)

According to Luther et al. the need for this type of critical mass is one of the primary goals of
achieving equity. Without such a critical mass, the potential to significantly alter or transform the
inequities of the academy, and its day-to-day thinking and functioning, remains elusive at best. In
the Queen’s University setting, a critical mass of anti-racist faculty, students, and community
members was quickly forming in the late 1980s, and this group’s protest and agitation that
provoked the institution to take action.

Racism and Rage: A Catalyst for Social Change

In speaking about the emergence of the 1989 PAC on Race Relations, interviewees
discussed the agitation and anger that was brewing on campus. They explained that marginalized
members of the Queen’s community were openly expressing their anger and resistance to the
racist incidents that were occurring on campus. This uprising and rage of key community groups
played a key role in the university’s response to take action. How might one understand “rage” to
be a necessary, constructive element in motivating social change and engaging in anti-racist

praxis? First, what is “rage”? According to the Merriam-Webster online dictionary (2008), rage

29 ¢ 29 ¢

refers to “violent and uncontrolled anger;” “an intense feeling;” “a violent action.”

Many critical anti-racist researchers have explored the uses and importance of rage as a
tool of empowerment in anti-racist and anti-hegemonic social change. In her book Killing Rage:
Ending Racism, bell hooks (1996) illustrates the link between rage and a strong passion for

justice. hooks’ (1996) book begins with a particular racial incident that left her in a state of
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“killing rage” and powerlessness. She describes a sequence of racialized events she experienced
involving a White man sitting next to her on an airplane who became overtly rude and racist. She
explains that her anger was triggered by a ticket/boarding pass error involving her Black and
female friend. In this incident, hooks’ friend and travelling companion has been called to the
front of the plane and publicly attacked by White female stewardesses who accuse her of trying
to occupy a seat in first class that is not assigned to her. Although her friend was assigned to the
seat, she was not given the appropriate boarding pass. hooks explains: “When she tries to explain
they ignore her. They keep explaining to her in loud voices as though she is a child, as though she
is a foreigner who does not speak airline English, that she must take another seat.” (p.18). hooks
sees this dispute as symbolic of the role of racism and sexism in American society.

In an interview, hooks explains:

It was as if all the pain of racism and white supremacy had just descended on me

in that moment. And I was struck by just how rage can also empower you. | began

to write the lead essay in the book. And one of the things | keep saying in the book

is that rage is healthy. None of us imagine that we can have a love relationship

where we’re never angry. The question becomes: what do you do with your

anger? How do you utilize it? (hooks, 1996, p. 17)
hooks emphasizes that colonization and other hegemonic processes all contribute to teachings
that encourage racialized people to repress their rage and anger about issues concerning racism
and injustice. hooks (1996) frequently referred to the philosophies of civil rights activist Malcolm
X, and expressed that contemporary reassessments of Malcolm X’s political career tend to deflect
away from his “killing rage.” She remarks,

Malcolm X’s passionate ethical commitment to justice served as a catalyst for his

rage. That rage was not altered by shifts in his thinking about white folks, racial

integration etc. It is the clear defiant articulation of rage that continues to set

Malcolm X apart from contemporary black thinkers and leaders who feel “rage”
has no place in anti- racist struggle. (p. 13)
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hooks expresses that it is “rage” for social justice justice that clearly pushes toward greater and
greater awareness and change in society. hooks (1996) fervently expresses rage as a necessary
and powerful catalyst to develop critical consciousness and come to full decolonized self-
awareness In confronting her rage, she slowly began to realize she was undergoing a process of
radical politicization and self-recovery. The process and act of writing her book Killing Rage:
Ending Racism is an example of how she used her rage to empower:

Then and now | understand rage to be a necessary aspect of resistance and

struggle. Rage can act as a catalyst inspiring courageous action. By demanding

that black people repress and annihilate our rage to assimilate, to reap benefits of

material privilege in white supremacist capitalist patriarchal culture, white folks
urge us to remain complicit with their efforts to colonize, oppress, and exploit.

(p. 16)

Thus, in her reflections and analysis of the concept of rage, hooks highlights the
magnitude of using rage to engage in, and launch individual or organized collective resistance in
various types of oppression. Here rage is imagined and used as an act of courage...of justice. In
her essay “The uses of anger: women responding to racism” feminist writer Audre Lorde (1984)
warns against being fearful or dismissive of allowing racialized individuals to express their anger
toward incidences of racism. She writes:

My response to racism is anger. | have lived with that anger, ignoring it, feeding
upon it, learning to use it before it laid my visions to waste, for most of my life. Once |
did it in silence, afraid of the weight. My fear of anger taught me nothing. You fear of that
anger will teach you nothing also. Women responding to racism means women
responding to anger; the anger of exclusion, of unquestioned privilege, of racial
distortions, of silence, ill-use, stereotyping, defensiveness, misnaming, betrayal, and co-
optation. (p 124)

She also states that “anger is loaded with information and energy” (p 131). In many
respects, the rage and anger that bell hooks (1995) and Audre Lorde (1984) speak about as being

a critical component in achieving anti-racist social change can be directly applied to the

circumstances that were occurring at Queen’s University in the late 1980s. The blatant incidents
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of racism, such as the note that Professor Madhu Bhalla received in her mailbox as mentioned in
the previous chapter, the racist propaganda and advertisements being used by the campus
bookstore, and the critical mass that was challenging the administration, all played a significant
role in why and how the 1989 PAC on Race Relations was formed.
Reactive Response to Racism: Struggles and Conflict

Some of the respondents talked about the way in which the Committee was mandated. In
particular, the way in which the Committee was mandated was viewed as a reactionary measure
to address the problem of racism on campus. Raj commented on the reactive rather than proactive
response of the University to remedy the troubling incidents of racism occurring on campus:

Many of these incidents were made public and the University seemed forced to act

upon these issues. But there was also the discrimination against women

incident...the Gordon House incident, a lot of things were happening at Queen’s at

the same time. So David Smith [the Principal of the University] was being

hammered from different equity directions to take action...not just on one front.

(R, interview # 2, p. 3)
Lucy commented on the University’s fears of public scrutiny and “bad press” in their efforts to
address racism on campus:

But the University was afraid in 1991, really they were...the reputation of

Queen’s was at stake. They had something to lose by not buying into this, the

Report, and addressing this issue somehow. (L, interview # 5, p. 8)
Rita discussed the factors of fear and panic that must strike a university before it begins to take
equity issues seriously:

Unless (equity) is clearly and poignantly placed on the agenda by the upper

administration as a foremost goal, it will always be lost to other considerations-

unless there is a crisis and then people panic. We needed to have six visible

minority faculty leave the university and make a stink about their experiences

before anyone paid any attention to it. So, yea, it’s not preventative. I think that’s

probably typical of institutional culture. Institutions sort of lurch from one crisis to

another with fear being an underlying motivator that is going to make national
media or whatever. (R, interview #3, p. 7)
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What does it mean when a university institution is forced into responding toward racist incidents
on campus? How might reactive reactions on behalf of university administrators contribute to
magnifying racial tensions rather than dampen hostilities? According to Critical Race and Anti-
Racism frameworks, equity policies emerging in educational settings have historically been
characterized as reactionary, not proactive or preventative. David Gillborn (2005) speaks to how
policies regarding race/ inequity have a trend of being mandated only when the public
(particularly marginalized individuals) push for it:

Policy makers (and many educationalists) tend to imagine education policy as

evolving over time, sometimes with dramatic changes in focus, but always (as

policy makers assure us) with the best of intentions for all. This sanitized (white

washed) version of history envisions policy as rational processes of change, with

each step building incrementally on its predecessor in a more or less linear and

evolutionary fashion. But such an approach is contrary to the reality of race and

politics in England, where virtually every major public policy meant to improve

race equity has arisen directly from resistance and protest by Black and other

minoritized communities. (p. 486)
Indeed, this example can be applied to the circumstances at Queen’s University in which the
university administration finally decided to take action toward racism on campus. Gillborn
(2005) stresses that there is a pressing need to view educational policies, including equity policies
through a lens, which recognizes the existing structural and historical relations of domination.

Anti-racist theorists Fleras and Elliot (1996) express that racism in the “ivory towers” has
elicited institutional responses ranging from denial, to bandwagon, to acceptance. Responses and
remedies to combating racism are not so much about what happens, but more with what doesn’t
happen: “To date, many anti-racist concessions are seen as devices for calming ‘troublesome
constituents’ through conflict management or damage control. Nor can we be sure that solutions
will fall into place...” (p. 382). Fleras and Elliot identify two types of institutional responses that

universities carry out to improve equity relations on campus: reactive strategies and proactive

strategies.
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Reactive institutional responses concentrate on crisis management through damage control and
conflict resolution. Rules, procedures, and resources are put in place to deal with racist incidents
as expeditiously as possible for the preservation of peace and order on campus (Fleras & Elliot,
1996). In this type of response, resource persons are appointed to provide advisory and
consultative service for the marginalized members in need, to develop policy, and to deter future
racist incidents. However, the effectiveness of reactionary response measures is debated by many
anti-racist theorists (Henry et al., 1995; Kobayashi, 2002; Dei, 2004; Fleras & Elliot, 1996).
Reactionary responses lean toward moderate reform such as additional courses or sensitivity
training, the establishment of committees or offices to examine the severity of the issue, to
“punish” would be offenders. Nevertheless, many anti-racist theorists critique the nature of
reactionary responses as not clearly articulating or adopting an anti-racist stance. This includes
the inability of these responses to disrupt “institutional structures, curriculum content, academic
freedom, standards of merit, and hierarchies that shore up entrenched interests” (Fleras & Elliot,
1996, p. 256). In addition, reactionary responses usually do not recognize the routine privileging
of White interests, and the patterning of racial advantage and inequity that is structured in
domination on the part of White power holders in university institutions (Gillborn, 2005).

Carol Tator (2005) expresses the importance of adopting a clear anti-racist stance in the
vision statement of an anti-racist policy:

The need for a clear, concrete and comprehensive vision statement and policy is

critical to the success of any anti-racism policy. A vision statement sets out the

organization’s goal and binds it and its members to work toward achieving that

goal. However, very few organizations or institutions have explicitly incorporated

anti-racism or racial equity in their vision statements or their policies. When an

organization consciously omits anti-racism from its agenda, it is a sign of a

reactive strategy. (p. 3)

In a similar fashion, the administration at Queen’s University mandated the PAC on Race

Relations at Queen’s University following significant public campaigning and social upheaval by
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racialized members of the Queen’s community. Reactionary responses to racial inequity typically
fail to recognize the very real struggles and tensions that lie at the heart of the processes through
which policy and practice are mandated and shaped (Gillborn, 2005). Critical race scholarship
calls into question many of the reassuring myths that self-proclaimed democratic institutions tell
about themselves in examples such as equity policy development. It examines who and what
equity policy is for, and who wins and who loses as a result of the policy priorities and intentions.
How might a reactive policy response to racial inequity play an active role in affirming the types
of racist structures and inequities it seeks to remedy? The reactionary response of the Queen’s
administration to establish a committee on Race Relations calls into question how willing and
committed the University was, and universities are in general, in establishing racial equality on
campus.

What Happened to the 1991 PAC Final Report on Race Relations?

After discussing with the interviewees the conditions under which the 1989 PAC on Race
Relations emerged, | then turned the discussion toward the question of what exactly happened
with the anti-racist policy report produced by the advisory committee. Perhaps, at this time, it
might be helpful to reiterate a few facts on the purpose of the Committee. The Committee was
originally mandated by the then Principal, David Smith. The Committee members were selected
by the Principal to examine the problem of racism on campus and were expected to provide
recommendations on how the University could move forward toward creating an anti-racist
university. All of the Committee members indicated that from their understanding, the
implementation of the Report would be the responsibility of the University administration under
the leadership of the Principal since the Committee was originally mandated by the Principal’s
Office. After the Committee completed their research, workshops, public inquiries and

consultations, community outreach etc. over a period of two years, they created and produced
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their final report. The report was entitled Towards Diversity and Equity at Queens: A Strategy for
Change. This report was in essence, a call to action for the University to implement specific anti-
racist institutional policy recommendations deemed important by the Committee. The
recommendations were grouped into five main sections: 1) Recruitment and Admission of
Students, 2) Hiring/ Appointment, Promotion and Tenure, 3) Curriculum and Library, 4)
University Climate, 5) Implementation and Complaints Procedure. Each section clearly identified
objectives and recommendations to groups/parties on campus that the Committee deemed
responsible in implementing these recommendations. The monitoring and implementation of
these recommendations would be overseen by the Principal. In the introductory section of the
final report, the Committee indicated how they imagined the Report’s recommendations would
be achieved:

In this report we identify objectives, and make recommendations and indicate to

whom we believe the recommendations should be conveyed by the Principal for

appropriate action. This structure, we believe, allows for the building of consensus

in the University around the objectives. (Final Report of the Principal’s

Advisory’s Committee on Race Relations, 1991, p. 1)

At the end of the Report, the Committee included a section entitled “Implementation.” In
this section, they proposed the establishment of a Race Relations Centre to oversee and ensure
that the recommendations contained in the report were implemented and that the changes would
be monitored. The centre would be appointed with a Race Relations Director and Officer who
would assist in the development of policy and procedures for dealing with racism on campus (p.
12). The establishment of this centre was deemed the responsibility of the Principal.

As Peter recollects:

We imagined the recommendations that were directed in each category...to each

group. Like a couple of students who had been on committees earlier, had said if

you just make recommendations and not direct it to a particular individual for their

attention and response for action- then nothing gets done. So, we expected each
person from the category group where the recommendations were directed would
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report back to the Principal. And there were some reports done...then the
implementation would be the responsibility of the university administration. (P,
interview #1, p. 8)

The Committee members imagined the Principal would oversee the Report’s recommendations,
and the recommendations would slowly, category by category, become addressed. However, this
did not happen. All of the respondents specified that after they submitted their policy report to the
Principal to be implemented, little action occurred with regard to implementing the majority of

the Report’s recommendations.

The Report Became Buried or “Shelved”

A common sentiment among the interviewees as to what they perceive happened with the
final report’s recommendations was that the Report became buried and shelved in bureaucratic
structures and ultimately was simply forgotten. The Committee members identified a number of
factors, which may have contributed to how and why the document got buried. These included:
administrative turnover; public backlash toward the Report; lack of clear leadership in monitoring
the implementation of the Report; the worry that “race” was trumping other designated groups on
campus; and the idiosyncrasies of bureaucratic structures in universities.

Rita recalls the bureaucracy, politics, and resistance involved in the University resisting
the Report’s recommendations:

I simply, naively thought it would just be done. That the people who were

bracketed in the report, the people who were named as those taking responsibility

would simply do so. But of course, there is politics and bureaucracy involved in

that sort of thing as well, and | know that there were departments who did respond

to the PAC Report and those who did not respond in a particularly positive way. |

may be missing some of the history here myself, but it seems to me that there were

gaps in what would logically need to happen to get something implemented, and it

would start from the very top levels, and an acceptance of all of the 144

recommendations if that’s what they agreed to, than to put together a strategic

plan to deal with it. I don’t even know if we got to first base, which was an
agreement that these recommendations need to be implemented and so be it, they
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will be. This may be why, very simply, why these things didn’t get done. (R,
interview #3, p. 2)

Gloria described the lack of leadership role in monitoring the Report:

I wouldn’t say that anyone in sort of a leadership position has taken the lead in
actually monitoring or looking at the Report’s recommendations and not letting
the report sit on the shelf and then say... to the Human Right’s Office, we’d like
your opinion on how we could move forward on x or y. (G, interview #4, p. 1)

Raj and Peter’s comments focused on similar themes:

I think we identified who was responsible for each area, and it was really to the

Principal, as far as | can remember, who was suppose to put the pressure on or

give directions to each area. | know the registrar at that time, she was genuinely

interested in doing something. She came to all the workshops, she did not just sit

there, she was genuinely interested in doing things in her office so that some of

the things we were proposing were implemented. Now what she did, I don’t

know...But I think the report was left to the Principal and the Senate to follow

through. 1 would say that there was not anything concrete that was done by the
administration...directed to the departments and so on...other than making

everybody aware of the Report. I remember there wasn’t any major direction

coming from anybody. (R1, interview #2, p. 8)

It got buried. Each of the recommendations were directed to specific target groups

on campus and then he (Principal Smith) then sent them (the targeted groups)

asking them for a response. But it got buried in paperwork. (P, interview #1, p. 7)

The interviewees indicated that few, if any, of the recommendations of the final report
produced by the 1989 PAC on Race Relations were implemented by the University. It is
interesting to note that many participants commented on the administration’s role in not
monitoring the potential implementation of the final report and how significantly that affected the
final outcome of the Report.

Creating the Queen’s Human’s Right Office: Competing Marginalities

After one year of no action of the part of Queen’s administration in establishing a Race

Relations Centre, in the spring of 1992, the Principal funded the creation of a Human Rights

Office with a full time director. This decision was based on opposition from the Queen’s

community on focussing a centre only on racial issues, and encouraged the administration to
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establish an office mandate of which would be to address all human rights issues on campus. In
his statement to the Senate on May 28, 1992, Principal Smith asserted:

At this juncture, the approach which might be most helpful is move beyond
further debate on the details of the Race Relations Report and to think instead of
the steps needed to build consensus and to develop further our programme of
education and harassment prevention on all of the human rights concerns. (Senate
Meeting Minutes, May 28, 1992, p. 2)

The decision to create a Human Rights Office to address issues of racism on campus was met
with much hostility and resistance from many student groups and faculty members, including the
1989 PAC members but of course for a variety of different reasons. Many of the original
members of the PAC committee were in opposition to establishing a Human Rights office, as
they imagined that the critical issues of racial inequality that were surrounding the university
would get pushed to the back burner.
Gloria commented on how the creation of the Queen’s Humans Rights Office detracted
attention from actually focussing on the racial inequities occurring on campus:
| think that one of the things that happened was that once the Human Rights office
was in place, so now you have a unit that’s called ‘human rights’ or if we were a
‘race relations office’... surely they’ll take care of it. And actually some of the
people who were involved with the 1991 PAC Report had said...they had a very
good point, that putting an office like this in place in response to the Race
Relations Report, that the administration was washing its hands of the rest of it. It
would wash its hands of needing to do things. | think to a certain extent that did
happen. (G, interview #4, p. 8)
Peter noted the way in which the Principal came to the decision to mandate a Human Rights
office instead of a Race Relations Centre:
The Principal...I’m sure he took advice. You know the expression the “wise
men”? Well, I don’t doubt that there is small group of people advising the
principal on how to proceed on this. I don’t know who they are...I know there is a
small group of informal people advising the Principal...I’m sure he consulted with
them. Instead of addressing the issue in specific and concrete ways...that’s where

the idea of the Human Rights Office came from. The Human Rights Office was
not our idea. The idea to roll all these problems into one barrel came as part of the
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Principal’s response, and I’m sure it came from him consulting the ‘wise men’. (P,
interview, #1, p. 7)

Raj echoed the views of his colleagues and talked about the possible motives behind mandating a
human rights office:
The only thing that strikingly came out was this Human Rights Office. And the
Principal delayed the formation of that office. My impression is that he was
worried that we had to look after all of the designated groups and not just visible
minorities. It was a very long process...we were all wondering when he was going

to do anything about it. (R1, interview #2, p. 7)

Rita focused on the institutional resistance in specifically isolating discussions around anti-
racism:

Anti-racism is the one that people in my opinion have the greatest difficulty

understanding and getting their heads around on how to deal with it. They have a

much easier time understanding gender issues. I think there is a tendency to think

these things will just happen...or somebody else will take care of it.... People

become very uncomfortable thinking about what actually needs to happen, what

needs to be done. The trend is when people begin to get close to what makes them

feel uncomfortable about racism...then we bring in diversity. It’s like we can’t

talk about race and racism anymore. Surely, without bringing in sexuality...of

course we need to talk about sexuality, and it certainly wouldn’t be fair to not

bring in disability or gender discrimination. We can’t simply talk about racism

issues. (R, interview #3, p. 6)

The decision to mandate a Human Rights Office instead of a Race Relations Centre as a
response to implementing the recommendations of the 1991 PAC Report revealed the tensions
and lack of solidarity within the equity movement at Queen’s University. Despite the fact that
racism was still present in the culture of the University, anti-racist responses to dealing with
racism continue to have a low priority in terms of the public agenda of the institution (Henry,
2004). As some of the respondents articulated in the above paragraphs, race is an unsettling issue
for many Euro-Americans (Dei, 1999). Dei asserts that educators, parents, policy makers, etc.
often shy away from discussing race or engaging in anti-racist practices for the fear of offending

individuals or in a concealed attempt to deny race privilege.

101



How might the act of creating a Human Rights Office instead of a Race Relations Office
have operated as another attempt to deny racism at Queen’s University? The respondents in this
study viewed this administrative decision as a backlash to the efforts of the Committee members
in proposing an anti-racist methodology in dealing with racial tensions on campus. According to
Henry (2004), the backlash to anti-racist efforts to alter or challenge power relations and/or
institutional Whiteness and maleness is manifested in the discourse of “equal opportunity.” The
discourse of equal opportunity suggests that if everyone is treated the same then fairness will be
ensured. This notion is based on the premise that all individuals are inherently equal and access
to resources occurs on a level playing field. The myth that everyone begins from the same
starting point is reflective of an ideology that rejects the need to dismantle White institutional and
educational spaces. Addressing equity issues from an equal opportunity perspective represents a
passive approach to anti-racism and does not dismantle the White institutional power entrenched
in many institutions, and demands no form of proactive anti-racist policies or procedures (Henry,
2004).

According to the interviewees, although the university created the Human Rights Office
as a response to addressing racism on campus, most of the recommendations of the 1991 PAC
Report on Race Relations were left unimplemented, and the Report buried.

Resistance Toward Implementing the Report

This section of the interview analysis focused on the question: What institutional barriers
or resistance might have impeded the full implementation of the 1991 Anti-Racist Policy Report?
During the interviews, overlapping themes emerged among all Committee members. The
emerging themes were then grouped into four main barriers or forms or resistance to
implementing the report:

a) Lack of administrative accountability and leadership.
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b) Paralysis by analysis.

c) Public backlash by the Queen’s community.

d) Climate of Whiteness at Queen’s University and the City of Kingston.

In what follows, | present and critically reflect upon the discursive meanings and tensions
embedded in the four identified obstacles. | am interested in unpacking the purposes, goals, and
processes by which a university might resist implementing an anti-racist policy report.

Lack of administrative accountability and leadership

The lack of leadership monitoring and accountability of the report. The first obstacle
identified by members of the Committee in implementing the Report was the lack of leadership
for accountability by the top administrators to ensure the Report’s anti-racist objectives and
recommendations were implemented. All participants identified a lack of effort on the part of the
University’s key administers (registrar, student affairs office, the Principal, and so on) to fully
monitor the recommendations of the Report.

Peter noted that once the Committee completed their final report, it was left to the
Principal to facilitate change:

We imagined that the recommendations that were directed in each category to a

group... So, we expected each person from the category group where the

recommendations were directed would report back to the Principal. Then the
implementation would be the responsibility of the university administration.

(P, interview #1, p. 8)

Raj commented on the lack of direction or leadership in deciding how to move forward on the
implementing the Report’s recommendations:

I think the University administration should really have had someone dedicated to

the problem- otherwise it doesn’t work. Unless they have a dedicated position for

the next one year or six months to look at this...exactly what needs to be

done...how it needs to be done. Not what is already stated, but how it should be

done. So that the registrar says to its committee do this and this...and the principal

says do this. That’s an important thing...Nobody was monitoring the Report. (R1,
interview #2, p. 10)
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Rita also spoke about the lack of concrete vision in implementing the report:

In the sense, there was no sort of detailed plan attached to them...like and the

institution shall do this, and well how...within what time frame and how is that

action going to be done. And without those types of specifics to those

recommendations, they just didn’t have practical value. But my belief is really that

nothing is going to change substantively unless action is taken from very high

levels of the University. (R, interview #3, p. 4)
Participants found that many of the senior administrators, in particular the Principal, did not
exercise their responsibility in overseeing the implementation of the Report. The participants did
assert that while certain activities were achieved, for example the creation of the Human Rights
Office, a pro-active, anti-racist process of change was not adopted. The Human Rights Office was
created to respond to instances of racism on campus, while the Report’s policy recommendations
were intended as a pre-emptive approach aimed at changing the culture of the institution.

Furthermore, the participants mentioned that administrative turnover was also a challenge
in keeping the recommendations at the forefront of the university’s mandate. As new
administrators entered the University and old ones left, the importance and emphasis in
remembering and monitoring the Report quickly disappeared. If there were policies and attendant
practices in place with the responsible parties named by position, rather than as individuals, then
the system would be such that it would not matter who occupied that position—the policy would
still need to be implemented. Gloria spoke to these issues in her interview:

Because those people who were involved in the report started moving on and new

people came in who weren’t necessarily aware...and so when you have a new VP

or anew dean...it’s a huge task to get their attention, and get them to understand

exactly what’s been going on. One of the things I certainly believe was that the

PAC Report wasn’t going to go anywhere unless the leadership of the institution

was going to take it there...you can toil away forever...but it’s leadership. It

creates the conditions under which social justice and social equality is valued and
considered of the utmost importance. (G, interview #4, p. 7)
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Peter addressed the critical importance of leadership continuity in addressing issues of
equity and diversity:

And of course, Principals change. And | might say, when Principal Legget came

in, he spoke very highly of creating diversity at Queen’s. But he never once made

any note of this committee even existed or the work that we did. He never once

approached me to provide advice to continue in this vain. And | myself was

devoted to my family and work. It certainly wasn’t in my mind to go knocking on

his door. Because those recommendations came out of a request from the senior

administration of the university and despite changes in who occupies that chair,

the recommendations were to a position who was the Principal. It wasn’t directed

to Principal Smith, it was a Principal’s Advisory Committee. All Principals

thereafter have the responsibility to examine them and monitor them. (P, interview

#1,p. 11)

Tator (2005) stresses the importance and need for clear and consistent leadership
accountability to ensure the success of any anti-racist process of institutional change: “No
institution can address the issue systemic racism without a system of both individual and
organizational accountability” (p. 4).

As a result of the lack of leadership accountability and monitoring of the Report at
Queen’s University, there were some separate and narrowly focused initiatives and community
awareness, but no overall systematic, holistic, and long term vision or implementation strategy of
the anti-racist report. Furthermore, since the administration bodies often changed, so did the
agendas and priorities of equity issues of these governing bodies. In creating a true anti-racist
campus, all of the participants stressed that equity should be valued and considered of the utmost
importance in the institution and should be embedded and respected in all facets of academia; and
creating that tone should begin with the Principal and the administrative bodies over which he or
she has control.

According to Tator (2005), anti-racism policy change emphasizes a holistic approach to

the development of anti-racist goals and policies where effective monitoring mechanisms are put

into place to ensure accountability throughout the organization:
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As an organizational response it requires the formation of new organizational

structures; the introduction of new cultural norms and value systems; changes in

power dynamics; the implementation of new employment systems; substantive

changes in services delivered; support for new roles and relationships at all levels

of the organization; new patterns and more inclusive styles of leadership and

decision making; and reallocation of resources. Strategic planning, organizational

audits and reviews, monitoring and accountability systems and training are all

considered an integral part of the management of anti-racist change. (p. 4)
Finally, in collaboratively implementing a concrete anti-racist policy, leadership accountability
and monitoring is a key component of the process of change. While the Committee members of
the PAC on Race Relations made a noteworthy effort in drafting and proposing a well articulated
vision of anti-racism policy at the University, the lack of commitment to implementing the
Report on the part of the University administrators contributed to the silencing of it. A critical
reading of this lack of commitment raises some key questions about the subtle ways in which

racism is reproduced and reinforced in academia.

Paralysis by analysis

The second institutional barrier identified by the committee members toward
implementing the anti-racist report was the over analysis of the Report, or otherwise referred to
as “paralysis by analysis.” This phenomenon is demonstrated by constant requests for more
statistics, reports, studies, evaluations, and meetings resulting in an over-analysis of a specific
issue. Ultimately it goes so far that the issue can no longer be recognized and the subject matter is
completely saturated. It also means that no action ever need be taken because the focus is always
on producing more data. This process is usually accompanied by little decision-making or real
change because it is always seen that more “study” or research needs to be done. Paralysis by
analysis is in some cases desired by institutions. Indeed, it often appears even purposeful, and can

operate as bureaucratic delay or institutional stalling tactic in policy reform or social change.
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Many of the interviewees commented on how the Queen’s administration became
preoccupied and over-consultative in wanting to “study” the final report’s recommendations and
analyze them for further information. The participants viewed this as a stalling tactic on behalf of

the University to avoid moving toward concrete action in implementing the recommendations of

the Report.

Raj described the how the administration provided a lengthy delay in concretely

addressing the Report:

See that’s one of the problems. By the time you finish the Report, the problem
becomes so stale nobody takes any interest in it. So that’s one of the problems in
the whole system...you’re analyzing, analyzing it...you sort of kill it. What’s the
word? Oh yea... ‘analysis by paralysis’. That’s the sort of thing that happened.
One of the problems that we had was the Report dragged on quite a bit. Cause
there was so much consultation, consultation, after consultation. There were
people defending the ‘white’ position too...you know it wasn’t just one side.
(R1, interview #2, p. 10)

Gloria also expressed how frustratingly slow the institutional response was to the final report.

2

She also spoke to the ways in which institutional practices such as ‘give me more information
could be understood as a purposeful act of not acting:

So for me the problem is old...very old record player that plays over and over
again— which is give me more information. As almost a way of not acting on
something you already know...or not acting on something that might be new...but
there is just no doubt in my mind at all. The literature will tell you that. Aboriginal
faculty members and those faculty members who are visible minorities, whose
talks have been listened to carefully, are still questioned all the way about the
validity of what they are doing. (G, interview #4, p .6)

Rita commented on how administrative delays in seeking more studies and information about a
policy proposal can be used as a means to halt anti-racist social change:

What | see happening around the writing of the Report that speaks to the kind of
resistance against anti-racism that we are seeing is that things need to be studied
again and again as though we don’t already know what the problem is. So, they’ll
be a study, and then there will be a discussion of the study, and then there will
need to be a discussion about the discussion, and then a study of the discussion
and the next thing you know it’s been fifteen years! And now we need to have
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another report because things have changed. So the writing of a report can

definitely be used as institutional stalling tactic around doing some real work and

acting on anti-racist initiatives. (R, Interview #3, p. 8)

While organizational change theorists assert that institutional transformation is a tricky
problem, with sometimes, unpredictable outcomes (Astin, 1982), a major factor of resistance to
anti-racism reform is rooted in the extent to which organizational leaders believe that racial
equality is valued and legitimate force to motivate change (Tator, 2005). How can anti-racism
policy be viewed as legitimate and valued, when the policy itself endures lengthy over analysis,
discussion, and study of its validity? One might conclude that these tactics serve to mask the
reality that institutional culture is still operating under the focus of “proving” racism actually
exists.

In exploring and deconstructing the process by which an anti-racist policy undergoes a
lengthy period of analysis by paralysis, how might anti-racist theory or critical race theory make
sense of ideologies embedded in this act?

Tator (2005) highlights that the prevailing role and power of dominant discourses of
racism that deny, deflect and silence acts of anti-racism are prevalent in universities. Queen’s
University’s preoccupation with analyzing and “studying” the recommendations, resulting in a
lengthy delay of action, and contributing to the Report being buried, could be characterized as an
act of deflecting or suppressing the processes of policy implementation. Henry and Tator (2002)
refers to this discursive form of resistance as the discourse of denial. The discourse of denial
reflects a refusal to accept the existence of racism in its overt, institutional, or systemic forms.
Henry and Tator (2002) further explain:

The assumption here is that because Canada is a society that upholds the ideals of

liberal democracy, it could not possibly be racist. When racism is shown to exist,

it tends to be identified as an isolated phenomenon relating to a limited number of

social deviants, economic instability, or the consequence of “undemocratic”
traditions. (p. 4)
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The narratives from these interviews suggest that the act of over-analyzing, studying, and
delaying in decision making was a facade to cover the lack of will and desire of the Queen’s
administration to sincerely address the pressing issues of racism occurring on campus.

Public Backlash and Lack of Support

Another critical form of resistance identified by the committee members in implementing
the PAC Anti-racism report was the public backlash and lack of support toward the Report by
some members of the Queen’s community. In this respect, the Committee members expressed
how the Report and its recommendations became a “contested site;” a battleground of sorts
involving a struggle between opposing groups on campus in competition over power, status, and
values. While the Report played a monumental role in bringing awareness to the racial injustices
occurring on campus and garnered the support of many groups on campus, not everyone
responded positively to the proposed institutional changes. The Committee members indicated
that they did anticipate a backlash, but not to the extent they experienced with the 1991 PAC
Anti-racist Report. Peter brought attention to his own struggles working on such a committee and
“the tug of war” the committee experienced between opposing groups on campus:

Well, I think it’s probably the most difficult thing I’ve ever done in my life. And

I’ve done a lot of interesting things. I think its because we were being battered

from the left and right, so to speak. There were people who still wanted this place

to be a Scots, Presbyterian institution and there were people who wanted to

dramatically radicalize the place. And we wanted to produce change, but do it

from a point of view positioned somewhere in between those. As | mentioned

before, you can’t achieve change, well sure you can, if you want to bring the place

down and have a Bolshevik revolution. But you can’t achieve change by

advocating too much, too swiftly. It just created reaction, backlash, people dig in

their heels. We tried to balance the two opposing sets of views on campus, but in a

way that would achieve change, fairly dramatic change. Nowadays, if we look at

the recommendations, they are sort of ‘ho-hum’. But fifteen years ago, they were
radical. (P, Interview #1, p. 5)
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He also described the specific cases of pubic resistance toward the Committee and the report:

Responses (to the Report) were from a lot of faculty. Like: ‘If these
recommendations are accepted by Queen’s, this is not the type of place I would
like to teach in.” ‘It’s going to lower standards,” And we had prepared for an
argument for this. If the University is a circus...some people think it is, and you
have trained animals to jump through hoops...how do you get more animals
through the hoop? You can lower the hoop...or you can widen it...and we are
proposing to widen it. In other ways, no change in standards, ’cause obviously that
wasn’t going to work at Queen’s. But a massive change in criteria. What is
acceptable as scholarship, what is acceptable as knowledge, what is acceptable as
legitimate university work. So, the excellence of Queen’s was a big, big issue for
the faculty at Queen’s. And some people whose opinion I still value, and who
were very senior to me...good scholars... thought I had simply succumbed to
political correctness. My response was that it was politically correct to be anti-
Semtic in Germany in the 1930s. So the term political correctness has no meaning
for me. It’s simply a convenient put down. And at the time, these views were not
politically correct. They were not widely espoused by many people. (P, Interview
#1, p. 6)

Lucy also commented on backlash stirring at the university and how that may have influenced the
Report being buried:

Well absolutely the resistance from some members played a large part in the
Principal putting the Report on the backburner. When senior people in their
departments say: | am not taking part in this and a) I’m not calling a meeting on
this report and b) I’m not wasting the time to discuss this nonsense, of course it
would not be taken any farther. | know in the politics department at the time, there
were meetings about it...people discussed it...what does this mean? When people
say such and such, how does that reflect on us? Is that something even reasonable
to implement? (L, Interview #5, p. 9)

Furthermore, Gloria spoke about the negative outpouring by the Queen’s alumni toward the
decision of the Principal to create a Human’s Rights Office:
Like opening the Human Rights Office was huge, because somehow that was seen
as in the writing as dissent. And this huge negative outpouring from alumni was
quite surprising to me. Because it showed the strength of that past that seemed to
be hindering advancement to the future. (G, Interview #3, p. 8)

Rita described how the public resistance and challenges toward the Report were not met with

further response from the Queen’s administration, but that the Report was simply dropped:
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Well in general, | think there were things that were met with direct resistance that
people were simply unwilling to do. The challenges to the PAC as | understand it,
weren’t really met with any further response from the institution. So, it was like
people got upset or mad about some of the recommendations and that’s where it
stopped. There didn’t seem to be any moving forward or any attempt to educate,
or work through the issues to a positive result. So, that was one | guess sticking
point around the PAC that kept it from moving forward. (R, Interview #3, p. 5)

Additionally, the resistance the interviewees speak about in this section was further
demonstrated in the public letters of opposition toward the first draft of the PAC committee’s
recommendation report. In December of 1990, when the Committee released its first draft report
to the Queen’s community, they invited the Queen’s community to respond to the
recommendations and provide feedback. They inserted the following call attached to the Report:

This is a draft report intended for wide circulation and comment. It likely contains

errors, inconsistencies, redundancies, and omissions; however we are submitting it

at this time in order to stimulate discussions and to receive feedback. Responses

(both written and oral) are invited by the committee. Please contact the chair, or

any member of the committee to make comments. (PAC on Race Relations, Draft

Report, 1990, p. 1)

The Public Letters of Opposition

The Committee received a large number of individual and group letters of feedback from
professors, staff, students, Deans, departments, and administrators. The letters were made
available to the public with the approval and consent of all authors. The letters were available in
Queen’s University Archives and from a total of sixty-two, twenty-eight of the letters
demonstrated a strong resistance toward implementing some or all of the Report’s policy
recommendations.

In the effort to supplement the interviewee perspectives in this area, the following
paragraphs will introduce excerpts from the letters of opposition (as mentioned by the Committee
members) written by members of the Queen’s community toward the draft report of the

Committee. The written text from the letters of opposition aids the interview analysis in gaining a
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deeper understanding of the discursive, rhetorical, and linguistic strategies employed by the
authors to deny and cast doubt over the “legitimacy” of recommendations contained within the
Report. In framing the public letters, | draw upon the work of Henry and Tator (2002) and
position the letters as what they refer to as discourses of denial—a discursive device that rests on
the assumption that racism simply does not exist in a democratic society. It is a refusal to accept
the reality of racism, despite the overwhelming evidence of racial prejudice and discrimination in
the lives and on the life chances of people of colour. Henry and Tator (2002) explain:

The assumption is that because Canada is a society that upholds the ideals of a

liberal democracy, it cannot possibly be racist. The denial of racism is so habitual

in the media that to even make the allegation of bias and discrimination and raise

the possibility of its influence on social outcomes becomes a serious social

infraction, incurring the wrath and ridicule of many journalists and editors. (p. 6)

Certain discourses of denials or themes for denying the Report’s recommendations united the
letters and included: the discourse of not providing enough evidence; the discourse of reverse
racism; the discourse of being too politically correct; the discourse of equal opportunity and
colour blindness. Some of these themes are discussed and analysed in the following paragraphs
and reinforce the challenges faced by the PAC Committee.

The most commonly expressed critique of the 1991 PAC Report’s recommendations was
the denial that racism existed on campus and there was not sufficient evidence to support this
claim. Many of the respondents indicated they required more proof and “evidence” of racism at
the University before they would support anti-racist policy changes. Their arguments and
rationale for not supporting the Report used linguistic tricks and a strategy of excuses around the
argument of a lack of data proving racism.

Letter # 4 expressed a need for more evidence that racism was a problem at Queen’s

University:
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I find the style of the Report itself too radical. I have only been at Queen’s for four

years, but | feel it is the most tolerant place | have worked and | have never

witnessed racial discrimination. In order for the rest of us to appreciate the

problem better we need hard facts. That is to say, accounts of incidents of

discrimination, or racism, and statistics. We need to know exactly what and where

the problems are before we can comment on the strength of the corrective

measures. (R #4, letter)
Respondent # 4 assumes that because he has never witnessed racism on campus, there may not be
a “real” problem. Henry and Tator (2002) explain that in liberal and democratic societies, denials
of racism are often articulated in the context of doubt as to whether acts of discrimination
actually occurred. They assert: “The assumption here is that because Canada is a society that
upholds the values and ideals of a liberal democracy; it cannot be racist, nor can its major
institutions be racist” (Henry & Tator, 2002, p. 82). Moreover, the letter # 4 comment illustrates a
devaluing or doubting of the experiences of racism experienced at the institution. What
constitutes an acceptable level of evidence to support that racism exists? The claim that existing
evidence of racism on campus is not enough to prove its existence, and demand that more reliable
data are needed is the very problem. Such denials and demands can be viewed as a defence
strategy and part of the larger, powerful discourse of denial. Arguments such as these deny and,
in turn, silence the stories and experiences of marginalization and racism that prompted the
creating of the PAC Committee in the first place. Furthermore, the writers of the letters can make
these arguments and denials, ignorant of their power to do so. Kincheloe & Steinberg (2000)
assert: “Invisible privileges are perpetuated, regenerated, and recreated within a system that
normalizes oppression by vesting the oppressor with power and social advantages that he himself
not consider” (p. 179). The question is no longer about the experiences of racism, but who is
defining what constitutes sufficient evidence of racism. If the answer is exclusively those people

who are never targeted in or by racism, then the argument is problematic. Carr and Klassen

(1996) assert that informal resistance toward anti-racist and equity initiatives often manifests
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itself in the form of undervaluing and denying the significance of race in everyday lived
experiences of racialized people.

Similarly, letters #3 and #7 and #12 expressed doubt about the incidences of racism on
campus as outlined in the Report:

There is in the report a reprehensible tone of insinuation and vagueness. | am not
denying that there are racial incidences at Queen’s. I do not know of any, but it
would be astonishing if there were none in a university this size. Egregious
instances can be brought to the attention of the Ontario Commission on Human
Rights. I recommend to the Queen’s community that the report be rejected
completely as an analysis of conditions at Queen’s and as a basis for reform. (R
#3, letter)

The draft report of Principal’s Committee on Race Relations does not make any
attempt to document the extent of racial imbalance or injustice at Queen’s, yet it
makes a multitude of recommendations aimed at correcting these inferred
problems. (R#7, letter)

The report makes a series of statements about reputedly factual situations without
providing any evidence nor references to published evidence. This calls into
question the validity of a large part of the report, especially since many among us
suspect in fact your implied data are wrong: e.g. ‘Racial minority students are
underrepresented in the university population generally, and in particular, at
Queen’s.” We have no evidence, does the committee? (R#12, letter)

Many respondents counter-attacked the anti-racist nature of the Committee and accused the
Committee of reverse racism toward the White majority. The authors of the letters accuse the

Committee of being too caught up with race, thus alienating the White members of Queen’s.

Its approach is all too often one of ensuring racially correct thinking through
heavily bureaucratic procedures...The report is offensive in its demand that the
University and its members must collectively and individually admit to being
guilty of systemic racism, in its implication that only members of racial minorities
can be trusted to make unbiased decisions. (letter #7)

Similarly, letters #1 and #14 and #23 provided an argument of denial and reproach:

When | finished reading the report, | had the distinct impression that | was being
attacked in the report because I was a ‘member of a definable group,” a white
male. Since | felt | was being attacked, | had come to the conclusion that the Final
Report of the Principal’s Advisory Committee was racist in character. A bit of a
paradox! (letter #1)
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The authors of the report place no trust in the fair-play and good-faith of the
university community, but they expect the university community to place its trust
in the fair-play and good-faith of a racially-loaded Race Relations Committee.
(letter #14)

Firstly, the titles Principals Race Committee and Advisory Committee on Race
Relations are in themselves provocative and really quite inappropriate. They
conjure up visions of Nazi Germany or of the old South Africa, and although we
have may have some minor problems at Queen’s, they are minor, and can be
resolved without indulging the excesses of interest groups who would like to see
discord where none exists. (letter #23)

The respondents’ dissatisfaction with the committee’s emphasis on racially correct

thinking leads to an accusation of reverse racism. Notions of reverse racism are built on the

argument that claims of racism are themselves racist turning those in positions of dominance into

minority victims. In this case, the dispute becomes: we are not the racists; they are the racists.

The victims now become the dominant White group, who are being forced to adopt policies and

procedures that bring race and racial inequity to the forefront of the university. Henry , Tator,

Mattis & Rees (1995) discuss the underpinnings of reverse racism:

In a semantic reversal, those associated with the dominant culture contend that
they are now the victims of a new form of oppression and exclusion. Anti-racism
and equity policies are discredited by suggesting in strong, emotive, language that
they are nothing more than ‘apartheid in reverse,” ‘a new inquisition,” or
‘McCarthyite witch hunts’...Those concerned with addressing racial inequalities
have frequently been accused of belonging to radical groups, extremist groups.
The implication of these reproaches is that the issue of race is being used as a
cover for promoting conflict in pursuit of other, questionable political ends. (pg.
NEL)

Another linguistic trick exercised in this statement is the subtle redistribution of blame. In

this reversal of the arguments against racism it is not “we” (the White majority) who are mainly

responsible for the racial conflict and discrimination at the university. The oppressed are now

being viewed and presented as irresponsible and reckless trouble makers in accusing the

University of institutional and systemic racism. Patricia J. Williams (1993) speaks about this
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redistribution of blame in denying institutional racism from her own experiences as a Black law
professor:

For people who don’t believe that there is such a thing as institutional racism,
statements alleging oppression sound like personal attacks, declarations of war.
They seem to scrape deep from the cultural unconscious some childish feelings of
wanting to belong by forever having others as extensions of oneself, of never
being told of difference, of not being rent apart by the singularity of others, of the
privilege of having the innocence of one’s most whimsical likes respected. It is a
feeling that many equate with the quintessence of freedom; this powerful fancy,
the unconditionality of self-will along. It is as if no others exist and no
consequences redound; it is as if the world were like a mirror, silent and infinitely
flat, rather than finite and rippled like a pool of water. (p. 102)

More interestingly, respondent #23’s statement can be read as a concession of sorts: yes, there are
some problems, but.... Concessions are another form of denial masked in doubt, distance, and
non acceptance in acknowledging racism. van Dijk (2002) points out that concessions play an
implicit role in denying racism:

Such apparent concessions are another major form of disclaimer in discourse
about ethnic relations, as we have them in statements like: ‘There are also
intelligent blacks, but...” or ‘I know that minorities sometimes have problems,
but...’....The mitigation not only appears in the use of euphemisms, but also in
the redistribution of responsibility, and hence in the denial of blame. It is not we
(whites) who are mainly responsible for the tensions between the communities,
but everybody is, as is suggested by the use of the impersonal existential phrase:
‘There is misunderstanding’. (pp. 315-316)

Another discursive example of resistance expressed by many members of the Queen’s
community was that the Report was ‘too politically correct.” The following excerpts are
written by Queen’s members who felt the Race Relations Report was censoring and
stunting everything from pedagogy and curriculum language to hiring practices within the
institution:
If the Report’s recommendations are adopted, there is a grave danger that Queen’s
University will become an institution in which race is the primary consideration
for many of its activities. We reject this; rather, we believe we should strive for a

state in which opportunity is assured, academic achievement is the paramount
consideration, and race is of no consequence whatsoever. (letter #7)
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The document is so extensive and all-encompassing as to be unworkable. | had to
force myself to read through it, choking on ‘politically correct’ catch phrases (for
example (“...must celebrate, and give positive expression to, the impact which
human diversity makes on the university”). It alienated me. (letter #2)

We have from time to time resisted attempts by governments and university
administrators to place limits on academic freedom because we believe that the
freedom to express unpopular ideas is essential for the academic enterprise and for
the preservation of a free and prosperous society. Are we now to put aside the
University’s tradition of freedom of speech in the name of something as ill-
specified as systemic racism? (letter # 14)

We believe we should strive for a state in which opportunity is assured, academic
achievement is the paramount consideration, and race is of no consequence
whatsoever. (letter #7)

Queen’s university has, at least as long as | have been here, used excellence as
nearly the sole criterion for recruitment and promotion of both students and staff.
The recommendations of the Draft Report would seriously compromise this, by
requiring consideration of race in all such decisions. It seems inconceivable to me
that we would be willing to return to an era in which the colour of a person’s skin
was a significant consideration in hiring and promotion. (letter #6)

These passages exemplify a strong resistance to the inclusion of non-dominant voices,

stories, and concerns of racialized minorities in an institution such as Queen’s University.

The anti-racist recommendations proposed in the Report are now discredited as an

overdose of political correctness. In these arguments, institutional and systemic racism are

viewed as expressions for political or social sensationalism and have no merit. Giroux

(2005) discusses the role of political correctedness in what he terms ‘neoliberal racism’:

“Neoliberal racism asserts the insignificance of race as a social force and it aggressively

roots out any vestige of race as a category at odds with an individualistic embrace of

formal legal rights” (p. 69). Giroux explains that neoliberal racism focuses on individuals

rather than groups and is unwilling to accept the role of the state or institutions as being

guardians for public interest:
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Arguing that individual freedom is tarnished if not poisoned by the discourse of

equality, right wing legal advocacy groups such as the Centre for Individual

Rights and the Foundation for Individual Rights in Education argue that identity

politics and pluralism weaken rather than strengthen American democracy

because they pose a threat to what it means for the United States ‘to remain

recognizably American... Hence neoliberal racism provides the ideological and

legal framework for asserting that since American society is now a meritocracy

government should be race neutral, affirmative action programs should be

dismantled, civil rights laws discarded and the welfare state eliminated. (p. 69)

From this perspective, the accusations made by these writers particularly the comment in
letter # 14, “Are we now to put aside the University’s tradition of freedom of speech in the name
of something as ill-specified as systemic racism?” exemplifies how the individual interests of
privileged classes at Queen’s University override any belief that the University should be a
guardian of public interests including those underrepresented groups. Systemic and institutional
racism are silenced under the guise of the university’s tradition of freedom of speech. Yet
interestingly, at Queen’s University, the tradition of freedom of speech has historically benefited
those voices and writings that have supported and embraced the established status quo and
established norms. What does freedom of speech really mean here? Whose “freedom of
speeches” are valued, whose are denied and dismissed? In regards to the report, the voices,
stories, and experiences of marginalized groups do not hold value or merit compared to the
freedom of speech of those not represented in the report.

Through the discourses of racial/ political correctness, it is revealed that the established
norms of the University in regards to language, hiring policies, campus speech codes and so on,
operate outside of any moral or ethical responsibility for its societal consequences. In this case,
the university is operating in a bubble and does not account for the ethical and societal
responsibility in addressing issues of discrimination. The discourse of political correctness is

used as a defence against significant social change, a defence for Queen’s to remain recognizably

Queen’s. The arguments of the Report being too politically or racially correct become part of a
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struggle in the exercise of power. As Miller, Swift, and Maggio, (1997) point out, “the definers
want the power to name. And the defined are now taking the power away from them” (p. 54).

As the interviews and letters of opposition highlighted, not everyone was conceding
ground to anti-racist change within the University. The public backlash at Queen’s University
toward implementing the PAC Report’s recommendations illustrate implicit and strategic forms
in denying racism that might have contributed to the Report’s recommendations not being fully
implemented and the Report being buried. By placing the letters in context of the racist history of
the University, as these were presented in previous chapters, we can see the history of Queen’s as
having “a direction of domination, where that direction is intimately linked to the fortunes and
interests of a certain group” (Wetherell & Potter, 1992, p. 81). The discourses embedded in the
letters are disguised in language that is race-neutral, tolerant, preserves self-presentation, and
mitigates the seriousness of racial inequality in higher education. Through and by this analysis,
perhaps a space has been created where we can now see “the invisible power deployed by those
who are best able to identify themselves within the boundaries of ‘White reason’ while
notions/assumptions of irrationality...are projected onto the other” (Kincheloe & Steinberg,
2000, p. 189).

Queen’s University and the city of Kingston: A “chilly” climate

The final form of resistance discussed during the interviews was the chilly climate and
exclusive environment of Queen’s University toward issues of inequality and marginalization on
campus. According to Harvey (1991), “Campus climate is a term used to describe the culture,
habits, decisions, practices, and policies that make up campus life. The degree to which the
climate is hospitable determines the ‘comfort factor’ for African Americans and other nonwhite
persons on campus” (p. 128). The term chilly climate refers to a university work environment

characterized by feelings and experiences of isolation, little support from peers and superiors,
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overt and subtle gender and racial bias, lack of mentorship, and unwelcoming and hostile
academic environments (Turner & Myers, 2000). The Committee members all acknowledged that
while most universities struggle with achieving equity and anti-racist social change across the
many facets of university life, Queen’s University faced particular challenges due to its legacy
and history of exclusion. The interviewees discussed the specific characteristics and qualities
about Queen’s University and the city of Kingston, Ontario that they felt prevented the university
from fully implementing the 1991 PAC Anti-racist Report.

Gloria discussed how racist traditions of the past that were considered “normal” are
entrenched in the University’s collective identity, making it exceedingly difficult to move
forward to anti-racist change:

Perhaps, part of the answer and I’m saying perhaps...is the very strong sense of
tradition and belonging. And so much of Queen’s is determined by its
undergraduate body. So that makes a big difference right there. So much of it
involves keeping it, the network of belonging or a group of people that’s pretty
homogenous for a long time- strong. And so these people... for them, in the
past...this wasn’t a problem and they did love and enjoy their experience. And
things that threatened to change that for others...you know there is this whole sort
of resistance. And I think that (traditions of racism) could be part of the problem. |
mean it’s the whole problem with orientation week...which is like the chants and
things...like what is no longer considered a Mohawk from engineering faculty.
Frankly, a couple of years ago, | saw a truck or something parked during
orientation and it had sort of a cartoonish head...a big Mohawk on it. I mean those
remnants are there and you can’t take it away ’cause it’s tradition. A ten year old
tradition becomes tradition and you can’t take it away...even if it’s racist. You
need to examine what those traditions mean... So I think that is part of the
hindrance you know. (G, interview #4, p. 7)

Raj outlined that in some areas of equity at Queen’s University such as in hiring practices, there
seems to be a reoccurring problem:

In other places people go out of the way to create spaces of inclusion, but I think

for Queen’s its just being forced upon them. I would say that its Queen’s who’s

part of the problem. I don’t know whether they...possibly some departments need

special attention. Cause I look at departments and they are not bad. But there are
some, where | can see all white still. Or all females. | can say where I think the
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problem is...I can say the problem was started maybe 50 years ago, and that
culture is continuing. (R1, interview #2, p. 9)

Rita discussed the critical importance in developing a collective anti-racist stance throughout all
aspects of the university, particularly the mission statement before true social change would be
possible:

I have to be honest, and say I don’t think that Queen’s does strive to create a
culture of inclusivity. Again, I think that it’s a responsibility that has been given to
a few people, but my belief is really is that nothing is going to change
substantively unless action is taken from very high levels of the university. The
discussion around the Henry Report...what we are really talking about...and what
I don’t think that people are making the connection within their minds- is making
Queen’s an anti-racist campus. And projecting that to the broader community, that
this is a campus that is anti-racist in its stance and doesn’t tolerate x, y, z and
doesn’t tolerate that sort of thing. That kind of visioning can only happen at a
certain level, it doesn’t matter how much you toil in the human rights office, if
people are not branding Queen’s with that particular stance, that its just not going
to come to be. It’s not going to be believable. So, on that front, very little has been
done, and there is a recognition that that’s what needs to happen to be infused into
everything. There needs to be a pedagogical re-directing of what happens at
Queen’s. It needs to be that deep. People are still looking at very surface kinds of
initiatives, like a making a racism week longer etc. but that’s not going to do it.
But with that being said, the Humans Rights Office and the Equity Office have
been fully funded with full time staff...there are other universities who are in more
dire circumstances than us. But, institutionally, a movement toward anti-
racism...is what’s needed. There seems to have been a slight movement toward
diversity and the need to respect diversity....but anti-racism in and of itself has
fallen off the map. (R, interview #3, p. 6)

Peter described how the city of Kingston and its lack of diversity and inclusivity also acted as an
impediment toward achieving equity at Queen’s University:

It’s Kingston. Kingston is a lily white town. It is difficult for us to attract good
people here and keep them....it’s not just Queen’s that’s inhospitable, it’s
Kingston that inhospitable. It’s the community. I have a book in my car on
immigrant youth adaptation in 14 societies and it outlines very clearly and
strongly how a very close strong attachment to heritage culture is a primary source
of support generation after generation. It doesn’t matter whether you are from
Vietnam or China, or India or Argentina or Scottish, that heritage remains part of
you think you are and how you behave. The myth of cultural loss and assimilation
is really exposed. Cultural continuity is a fact of life....people don’t want to be
isolated from those with whom feel comfortable with and those who share similar
cultural experiences during their life time or their family history. It’s tough being
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a culturally isolated person, and the community of Kingston is not hospitable- just

like Queen’s. You don’t have a critical mass of people to feel comfortable with.

The ideal of anti-racism is that you should feel comfortable with anybody.

Especially in a community which is not hospitable. (P, interview #1, p. 11)

These comments paint a picture of how Queen’s University is troubled by a racist past,
and how it faces its own unique challenges in achieving anti-racist social change. Questionable
“traditions” and social practices (which have been deemed by some as blatantly racist) have been
entrenched in the very bedrock of the University, hindering the implementation of an anti-racist
policy mandate. In her work, St. Lewis (2003) characterized a chilly workplace climate for
visible minorities and women with experiences of: tokenism, exclusion, professional isolation,
intellectual bondage, marginalization, and academic imperialism. She refers to the hostile nature
of the academy as “the belly of the beast.” The interviews also highlighted how the demographics
of Canadian cities play a large role in effecting how anti-racist movements are received by
universities. Fleras and Elliot (1996) assert that demographic concentrations of visible minorities
impact how Canadian race, ethnic, and Aboriginal relations are created and supported.

The four examples of resistance toward implementing the 1991 PAC Report on Race
Relations at Queen’s University reflected on the deeply rooted tensions, conflicts, and
contradictions about race and racism in institutions of higher learning. The interviews suggested
that the obstacles of lack of administrative accountability and leadership; paralysis by analysis;
formal/ informal public backlash; and the climate of racism at Queen’s University and the city of
Kingston abetted efforts to defend, justify, and perpetuate racial inequality at the University. The

identified obstacles were often interrelated and interconnected, often manifesting themselves in

subtle ways.
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What did the Report Accomplish?

Creating the Conditions for Counter-Story Telling: A Voice for the Unheard

Perhaps one of the most important accomplishments of the 1991 PAC on Race Relations
was its ability to create a space for discussion and dialogue about racism on campus. Students,
faculty, staff, community members, and administration officials were encouraged to share their
personal experiences, stories, and thoughts about the equity problems materializing at the
University. The open weekly and monthly forums held by the Committee were characterized as
particularly powerful and poignant for marginalized individuals and White people. Campus
members who felt isolated, alone, or embarrassed about their experiences with racism were
provided with an opportunity to discuss and openly share their experiences. Joe Kincheloe (2005)
recognizes the importance of White groups listening to racialized groups in reinventing and
redefining what he refers to as a new pedagogy of Whiteness:

The process of inducing White people to listen to non-Whites is one of the key

features of a pedagogy of Whiteness, but because Western socio-cultural

frameworks encourage speaking over listening, those in positions of power and

privilege have always been rewarded for their disregard of marginalized positions

and experiences. Such anti-racist meaning making requires that White people not

only accept the presence of non-White cultures, but that they also actively and

proactively interrogate their implication and participation in the maintenance of

oppression. (p. 157)

The weekly and monthly open forums provided by the 1989 PAC Committee on Race
Relations was initiated and created by the Committee members themselves. This decision was
initially met with some resistance from the Principal and the chair of the Committee was
criticized for having done this.

Peter recollects this decision:
I was criticized by the administration by having done this. Because it was a
Principal’s Advisory Committee, the Principal claimed right to choose who would

be advising him. But, basically, | ignored that. During the course of the meetings,
we met regularly, sometimes every week. Blocks appeared. Different interest
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groups appeared. Also, informal leadership appeared...The public meetings at
which we encouraged the senior administration (Principals, Vice principals,
Deans) to come hear and come learn directly were wild mostly. People were
crying. People were telling stories that people would have not otherwise believed
if they had not been recounted first hand. (P, interview #1, p. 3)

Peter goes on to discuss the emotional and heated aspects of some of the discussions that took
place at the open meetings:

We heard things like: An Afro-Caribbean student in English literature reporting a
conversation with a professor of commonwealth saying that he understood now
that there has been a substantial body of literature coming from India and the
Caribbean and would this be part of the curriculum? And the answer was very
hotly, ‘we don’t do that sort of thing at Queen’s. The public meetings had a whole
variety of opinions being expressed. One of the most poignant of them, I’'m
certainly not going to say who it was, a member of the faculty got up and said ‘I
am a Black man, I’ve been here for 30 years and I’ve experienced nothing but
racism, discrimination, limited opportunity since I’ve been here.” And the next
speaker was a young man, also from Caribbean origin, and he said ‘Well I was
born in Kingston, I grew up here, I went to high school here, I went to Queen’s.
I’'m now in medical school and Dad, I don’t know what you are talking about.’
There was absolute silence in the room. Now that is an extremely poignant
moment. Two guys, father and son, with totally radically different views on what
it was like to be here... so there are individual differences... (P, interview #1, p.
4)

This passage highlights an important moment in recognizing the meaning making that takes place
in and shapes one’s experience of racism. Here we have two people, both from the same minority
group (the only thing that differentiates them is age) and one is saying they have experienced
nothing but racism on campus, and the other one says- “I don’t know what you are talking
about!” This is not confusion. The analysis of these narratives is not about assessing whether one
position is right and the other is wrong, but about highlighting that these two people are operating
out of two different perceptions of their experience. In both of these narratives, we can see how
the world is perceived and more importantly, in how the individual is perceived in relation to
their world (Dei, 2005). What investments might racial minorities (or any other minorities for

that matter) have in “not seeing” racism? Is it possible not to experience racism in a culture of
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Whiteness such as Queen’s University? By a culture of whiteness, I draw on the work of Audrey
Kobayashi (2002) who uses and describes the university setting as a culture of Whiteness:

By ‘whiteness’ I do not mean simply the fact of being ‘white.” I mean the
construction of dominant discourses and the mobilization of power according to
standards set within a white cultural framework. Whiteness is not necessarily male
violence: it often takes forms that are benevolent, patronizing or condescending. It
is not always direct discrimination, but the creation of difference by subtle cultural
means that are every bit as excluding as restrictive covenants. Whiteness ranges
from speech patterns to body language, from social distance to etiquette, and from
friendship to collective action. (p. 52)

It is interesting to think about how both father and son made sense of their experiences as visible
minorities at Queen’s University.

Lucy also placed importance on the open discussion process of the Committee. She
highlighted the effort the Committee made in including all underrepresented groups at the
campus at the Committee’s open meetings. She recollects that initially there was some discussion
around the campus about whether the Committee should draft a survey to examine to what degree
racism was occurring on campus. The Committee came to the conclusion that it didn’t matter
how often or to what degree that racism was happening on campus, but that it was evident that it
was happening. The Committee members decided to focus their attention on consulting the public
as much as possible throughout their term about racism on campus. She explains this in detail:

I will take some responsibility for part of...and I claim credit for a particular turn
the Committee made. We...there was discussion about whether to have a survey
and to examine to what extent racism was a problem on campus. Because of
course, reasonably, people think oh we need research to know...how do we know
if we are making progress or not? And then the discussion went around to the
conclusion that it didn’t matter. The only thing that mattered was that some people
(it didn’t matter if it was one or two people) are unable to study and work
comfortably in a campus where they feel discriminated against. So, something
needs to happen. So rather than spending money and time examining and
quantifying a circumstance- why not just get on with it. And it was that leap on to
it that sort of put us into a place where we adapted quite a transparent process. So
rather than being a committee that knocked behind doors...the Committee also
invited groups to come and meet and make presentations in whatever form they
wanted. And we determined that....consultation needed to be as public as
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possible, there needed to be more focus to it, that the focus wasn’t now this topic
versus that topic, but rather, lets identify general themes. Further to that, we
wanted to make sure that the people who most negatively impacted by racism, the
people who would be racially identified by others were the people that had the
strongest voice. So within the meetings, there was kind of an inner circle...the
terminology at the time was “people of colour” and on the outside of that were the
observers, and the observers were the Vice Principal of the University...the
registrar of the university came to almost all of the meetings. (L, interview #5, p.
3)

Raj talked about his shock, listening to the many stories of racism being told at the public
meetings. He explains the Committee had not anticipated such a large response from the Queen’s
community about issues of racism on campus:
I think the Committee in general (well, with the exception of the students) was not
anticipating such a large response, as we didn’t think the problem was that big. And the
responses told us...what we heard in the public forums. And that’s where the Committee
was shocked too...when many students would stand up and talk about their issues when
they were teaching assistants in their social sciences classes, or students that didn’t speak
English that well. And there were graduate students who were telling us that their
supervisor refused to look at their thesis...you know these things we had not anticipated.
But, it was widespread. (R1, interview # 2, p. 4)
Rita stated that the community forum meetings conducted by the Committee played an integral
part in educating the Queen’s community about the serious incidents of racism occurring on
campus:

People needed a forum to voice their concerns in a way they knew would become

official. So, I think the creation of that document (1991 PAC Race Relations

Report) served a couple of purposes. The first one was obviously an

administrative purpose. The second one was filling a community function and

allowing people to give expression to what was happening. Perhaps, today we

wouldn’t need to do quite the same thing. But people were very angry about

racism and vocal about it at the time. (R, interview #3, p. 1)

The Importance of Voice in Anti-Racism
Why is voice and story so important in anti-racist initiatives? What does it do? Why is it

so important in experiences of inequity and discrimination? CRT places a strong emphasis on

employing story-telling and the telling of counter-narratives by racially marginalized individuals
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to challenge current myths and wisdoms about racism in our society (Ladson-Billings, 1998).
One of the central tenets of CRT includes the “recognition of the experimental knowledge of
people of colour” (Matsuda et al., 1993, p. 6). Importance is placed on the voice and knowledge
of people of colour: “Those who have experienced discrimination speak with a special voice to
which we should listen” (Matsuda,et al.,1993, p. 63). CRT utilizes personal narratives and stories
as valid forms of support to document inequity and discrimination based on a qualitative
perspectives rather than a “numbers only” quantitative approach to documenting discrimination.
One of the most important purposes of voice and stories in CRT scholarship is to counteract the
stories of the dominant group (Delgado, 1995).

The 1991 PAC on Race Relations created the conditions during their open forum
meetings for many racialized individuals to come forward and tell their stories. Listening to the
Committee members recall the stories of racism they heard from the Queen’s community, we are
reminded of the disbelief that occurs when discriminatory situations are described by racialized
individuals. Even though these discriminatory experiences are documented over and over again in
the literature (Dei, 2005; Bannerji, 1995; Razack, 1998), it still appears the voices of faculty and
students of colour are largely ignored in circles of academia. The Committee’s attention to voice,
narrative, and counter-story telling of racialized individuals acted as an important
accomplishment in their examination of racism on campus. Importantly, the interviews with the
committee members highlighted the fact that the 1991 PAC report was abandoned by the
university administration and little to no follow up was made on the report’s significant
recommendations.

Anti-racist education and critical race education begin with acknowledging that racism is
a normal part of North American society and a permanent fixture in North American life

(Ladson-Billings, 1998). A major strategy of these frameworks becomes one of unmasking and
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exposing racism in various forms. The Committee played an important role in unmasking and
exposing the racism that was plaguing Queen’s University.
Summary

In conclusion, the personal memories and narratives of the 1989 PAC Committee
members provided a primary way of uncovering the myths, assumptions, and habits of thinking
that made up the common sense understandings about what transpired with the monumental anti-
racist report produced by the Committee. The narratives of the interviewees suggest: “The
standard of measurement in the academy is still whiteness, and that success is dependent upon
conformity and mimicking white knowledge and values” (Luther, Whitmore & Moreau, 2003,
p.27).

This chapter also provided a small glimpse of how even the most well-intentioned and
carefully drafted anti-racist policy reports still encounter considerable institutional resistance.
Indeed, Queen’s University reflects and mirrors the values of the larger society, and its difficulty
in implementing the recommendations of the 1991 Race Relations Report highlights the difficulty
of institutional social change in general. The interviews also presented examples of myths,
explanations, and rationalizations that have the effect of reinforcing racism in the academy
(Henry & Tator, 2002). Mackey (1996) contends: “Liberal principles are the very language and
conceptual framework through which intolerance and exclusion are enabled, reinforced, defined,
and defended” (p. 305). Kobayashi (2002) discusses the changing nature of the “new racisms” of
the 90s:

Social processes of racialization have changed over the recent decades, to reflect

the larger changes in dominant social attitudes. It speaks to the power of racism

that is so readily transformed, that it adapts to the contours of the social times,

naturalizing and normalizing, so that it becomes difficult to recognize and
therefore all the more powerful. (p. 51)
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Despite the challenges and resistances, it is important to note and commend the
tremendous efforts and work of all of the original committee members of the 1989 PAC on Race
Relations. While the report’s recommendations may not have been embraced by the university,
the Committee members worked tirelessly in conducting: research, public community
consultations, focus groups, and creating a space for marginalized groups to tell and share their

stories.

Chapter 7: Conclusion/Recommendations
My story

In revisiting the purpose of this thesis, | am also revisiting the purposes of my own
motivations, interests and struggles in engaging in anti-racist research and writing. | am drawn to
the words of Dei, Karumanchery & Karumanchery-Luik (2004) in this context:

In doing academic work it is essential that we constantly check ourselves, the

reasons that we write and who it is we write for...We are socially/politically

located, situated, positioned and we bring these various objectivities to any and all

or the work we do. (p. 1-2)
While the central purpose of this research has been to problematize the ways in which institutions
of higher education respond to incidences of systemic and overt racism on campus, a deeper and
perhaps more important outcome/purpose also emerged from engaging in this work— an
exposure to a critical understanding of difference and race, and a language by which to name and
understand systems of dominance. | wish to discuss and revisit his purpose first.

As a racially minoritized female student, my personal scars of racism were neatly and
quickly stitched away by, and within educational and institutional contexts that did not create

conditions for me to critically read race and racial inequality. The consequences of being blind to,

and silenced by, these contexts for the majority of my teenage/adult life resulted in my stories,

129



experiences, questions, guilt, anger, and confusion around issues of race fading away to an
uncontested hazy space. A space that remained locked away.

Being afforded the opportunity and privilege to attend graduate school and work closely
with feminist/critical scholars such as Dr. Magda Lewis, | was introduced to theories and
academics of critical pedagogy, anti-racist education, critical race theory, and critical discourse
analysis. These various social justice theories privilege experience and identity as the source of
knowledge and aim to identify the lines, sources, and effects of power. Through these theories |
have developed a clearer awareness of the link between discourse and social inequality and how
unequal relations of power are given meaning through the various uses of language.

By and through this exposure | was provided with a social vocabulary that allowed me to
make sense of what Dei (2005) refers to as:

the multiple sites through which our oppression is manufactured, multiple sites

in/through which we are implicated as actors/subjects in those moments, and then

again, multiple sites in/through which we might seek to rupture those relations of

power. (p. 139)

The writing of this thesis was in many ways the forming of my critical eye toward experiences
and incidences of racism that were/are difficult to name and prove during my life. Coincidently
and simultaneously, this difficulty of naming and proving instances of systemic and overt racism
was an endemic problem occurring at the very university | chose to engage in such research
interests. Perhaps this was a coincidence. Perhaps, this was fate or destiny. What is clear is that
the conditions were finally created for me to join other critical theorists in examining and
exposing the dominant discourses around racism that have caused myself and many other
racialized minorities to remain silent on the oppressions and unequal power relations that have

characterized our lives. The writing of this thesis enabled my journey toward a greater social

consciousness.
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More concretely, the central purpose of this thesis was to use the 1991 Principal’s Advisory
Committe Policy Report on Race Relations as a case study to examine the multi-layered tensions
and contradictions that exist in institutions of higher education in responding to incidents of
racism on campus. On the one hand, institutions of higher learning, specifically those individuals
who hold positions of power and authority within them, espouse overarching commitments to
ideals of equity and inclusion. They invest in creating equity committees, anti-racism reports, and
task forces. Yet, on the other hand, they continue to employ subtle, tacit, manipulative ways to
oppress the very members they claim to help and value. What does this tension mean? How
might one recognize it? How is it formed?

Connecting the Stories Together

In the literature I reviewed and through the collection of my theoretical framework, two
main knowledge frameworks were used to understand unequal distributions of power: critical
race theory and policy discourse analysis. Sometimes the sources for these conceptual
frameworks were seen as overlapping, and there were a number of consistencies between my
study and the academic theory and literature.

The scholarship on systemic racism in higher education indicates that racism continues to
affect the experiences of racialized faculty and students at institutions of higher education (such
as the University of Toronto, OISE, and Queen’s University). Furthermore, critical race and anti-
racist education scholars suggest that the culpability and ignorance of the academy in addressing
racism is due to the larger culture of denying the existence of racism on campus (Bannerji, 1995;
Razack,1998; Kobayashi, 2001). This denial of racism was also reflected in the interviews of
many of the research participants and in the public letters of opposition to implementing the 1991
PAC Report. The denial of racism was exercised through the use of liberal White discourses or

discourses of denial which act to dismiss discussions on discrimination. The tactic was utilized at
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Queen’s through the public letters of opposition where members of the university sited various
discourses of denial such as ‘political correctness’, ‘merit’, ‘reverse discrimination,” and the need
for ‘proof’. These discursive tactics worked to prevent the report from moving forward and being
implemented. Furthermore, the interviewees noted that the 1991 Report on Race Relations was
simply another form or structure put into place simply to pay ‘lip service’ to diversity and equity
at Queen’s but was never truly designed to diminish inequalities.

Critical discourse analyses, explain that racial prejudices are prominently acquired and
shared within the dominant groups in institutions of higher education, particularly through
‘everyday’ institutional text and talk. When this ‘everyday’ talk is deconstructed, it reveals the
ways in which dominant discourses legitimate, conceal or deny acts of discrimination and racism
(van Dijk, 1992). Finally, critical discourse theorists, such as van Dijk, 1992, explain that one of
the most powerful tactics that contribute to the maintenance of the discourse of denial is the act of
“positive self-preservation or facekeeping” (p. 89). The law, as well as general norms and values,
prohibit racial discrimination. As van Dijk (1992) points out, many, if not most, White group
members are aware of these social taboos and constraints and also may acknowledge these
taboos. Therefore, even the most racist discourses, attitudes, and opinions are often mitigated
with justifications or denials of racism that preserve positive self-image and ‘save face’ as most
individuals do not wish to be labeled as racist. In considering a statement from one of the letters
of opposition to 1991 PAC Report (as presented in a previous section) - such as ‘I have nothing
against visible minorities, but if we use race as a criterion to determine academic admission in
certain departments we run the risk of lowering our academic standards * - | have attempted to

show how the expression of such sentiments is able to detract emphasis from the racial prejudice

® This is a paraphrasing of the general sentiment of responses within the report.
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and assumption embedded in the statement under the guise of academic integrity. van Dijk
(1992) explains this tactic in more detail:
Hence, when speakers emphasize that ‘they have nothing against blacks’ (or other
minority groups), such disclaimers focus on a more permanent attitude, rather than
on the specific (negative) opinion now being expressed about some specific
outgroup member or some specific ethnic or racial action or event. (p. 90)
The result of this tactic is racial hegemony as the tactic becomes embedded in the everyday social
discourses of the university. Racial discrimination becomes natural and invisible making it
difficult to identify, confront, and prove. This tactic was also demonstrated at Queen’s University
especially in the discourses of the public letters and through the comments and observations of
the interviewees of why the PAC Report’s recommendations did not get implemented. For
example, one letter writer suggests dismissing the reports recommendations altogether by arguing
that the university should not be held accountable to examine its systemic and institutional
cultures of exclusion, but rather “one-off” instances of racism should be dealt with on a case by
case basis:
There is in the report a reprehensible tone of insinuation and vagueness. | am not
denying that there are racial incidences at Queen’s. I do not know of any, but it
would be astonishing if there were none in a university this size. Egregious
instances can be brought to the attention of the Ontario Commission on Human
Rights. I recommend to the Queen’s community that the report be rejected
completely as an analysis of conditions at Queen’s and as a basis for reform. (R
#3, letter)
In re-presenting this example here from earlier in the thesis, | use it to emphasize the subtle and
complex structure of racism as a discursive technology. The writer begins with a statement that
attempts to preserve positive self image and demonstrates empathy: “l am not denying there are
racial incidences at Queens”’; but then quickly questions and rejects that racial discrimination is

taking place on campus because he/she has not witnessed it themselves. Instead, he/she suggests

that the failings of individuals should be dealt with by legal measures rather than addressing the
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culture of the institution more generally. The tendency to treat acts of racism as “one-off” or
isolated incidences because one has not witnessed it- can have detrimental effects (such as self
doubt and shame) to the victims of racist acts and adds to the slippery discursive slope of denial.

According to Henry and Tator (1994a) there is a tendency on the part of “White Canadians”
to dismiss easily the accumulated body of evidence documenting racial prejudice and different
treatment, including victims’ testimonies and experiences” (p. 1).

Furthermore, according to the Henry Report, the Qualitative study conducted in 2003 to examine
the experiences of racialized faculty on campus, Queen’s University suffers from a culture of
Whiteness and racism and the experiences described by racialized faculty are reflective of this
culture of Whiteness. She noted that the demographic of the university faculty and students were
mostly White individuals and the values and beliefs of the university are dominated by White
men. She indicates because of the pervasive nature of Whiteness, Whites at the university are
unaware of how their actions, beliefs, values, contribute to maintaining a culture of inequality. In
her analysis and findings, Dr. Henry also reflected quite heavily on the 1991 PAC Report and
explains while there was an initial drive to implement some of the recommendations in the PAC
Report many of these initiatives simply provided lip service to equity and diversity leaders and
few of the recommendations in the report have actually been implemented. (Henry, 2004)

The consistency between the interviewees’ thoughts on why the PAC Report was
abandoned and the discourses of denials demonstrated in the public letters suggest that Queen’s
lacked the full commitment and community support to anti-racism tenets to follow through on
implementing the PAC Report’s recommendations.

Ending the Story

My interviews with the original members of the 1991 PAC on Race Relations and analysis

of the Queen’s community public letters of opposition toward adopting the recommendations of
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the Report have come together to create a piece of research which I hope provides a new
perspective of remembering anti-racism at Queen’s University. In adhering to a critical discourse
and race studies approach to my research, | hope this work has created the conditions to
deconstruct and penetrate the social veils that masked the rationales of opposition that contributed
to the abandonment of the 1991 PAC Report. | wish for this research to provide an opportunity to
question the culture, motivation, and contradictions that characterize the anti-racism policy
development and inaction and how it reproduces racism in higher education.

Recommendations

The following section will highlight a number of recommendations that might be
considered by the university in developing system wide anti-racism approaches and initiatives.
1. Create ongoing opportunities for social discussion and exchanges:

Institutions must recognize the ways in which everyday text, social talk, and behaviors can
oppress and silence marginalized groups, and to develop and provide strategies and options for
addressing them. Critical race scholars explain that the stories, beliefs, and values which most
widely circulate in society are those which are forcefully and repeatedly told and exchanged by
privileged groups. (Delgado, 1995). Thus, these scholars advocate for the creation and telling of
“counter stories” or stories constructed by racialized people. The importance of regular and
ongoing opportunities for dialogue and exchanges within and between racialized groups that are
shared widely and publicly will challenge and transform dominant and supposedly ‘objective’
stories of notions of truth (Crenshaw et al., 1995; Delgado, 1995). Opportunities for social
discussion and exchanges could take place through ongoing staff and faculty training, and regular
open town hall forum discussions for students, faculty, staff and community members to share
thoughts, experiences, and day to day life on attending/working at Queen’s University. As Freire

(1996) indicates, dialogue becomes central to the naming and renaming of human experience and
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possibilities.

Indeed, counter stories provide a number of benefits to racialized people including sources
of strength, power and knowledge. Furthermore, the public exchanges and distributions of
counter stories can help to make the experiences of racialized people more accessible to the
general public bringing greater awareness to their oppression and the ways in social institutions
such as universities can perpetuate this oppression.

Another area to explore is the critical examination of the racial representation of the
professoriate/administrative members and design recruitment and promotion strategies that attract
and promote qualified racially diverse candidates. Queen’s University has only ever seen White
Deans and Principals. Henry and Tator (1994) express that this is not uncommon, as institutions
of higher education are especially non-representative of racial diversity at senior management
levels.

2. Implement existing policy recommendations:

The university must heighten efforts to revisit the recommendations of the PAC Report,
conduct a thorough needs assessment of the university in regards to what has been achieved, and
what needs to be accomplished, and hold someone in a position of power accountable to
implement the crucial social, academic and administrative changes. The Report continues to act
as a valuable springboard for offering new possibilities and commitments for achieving racial
equality on campus, and is a powerful document whose implementation would serve the
university well in its struggles to address the ongoing experiences of racism of members of the
University community. It is my hope that administrators, faculty, students, and staff at Queen’s
engage in ongoing discussion about the experiences of racialized members on campus and whole-
heartedly invest in time, money, resources, and systems to develop, monitor, and evaluate future

anti-racism education efforts on campus. It is important to note though that the desire to change

136



the ingrained characteristics of institutional discriminatory thinking and acting require everyone’s
efforts. As bell hooks (1989) so eloquently concludes: “it is our collective responsibility as
people of colour and as white people who are committed to ending white supremacy to help one
another” (p. 118).

3. Collaborate with larger government bodies:

The university should collaborate with larger government agencies and bodies to engage in
regular or annual systems-wide evaluation processes of the university campuses for the purpose
of documenting perceptions, and experiences, by which to develop programmes of support and
services aimed at addressing issues of discrimination proactively- not reactively.

While this recommendation is important, one must also keep in mind that:

There is no blueprint for successful anti-racism, no one ‘correct’ way. What

succeeds at one time, or in one context, may not be appropriate at a later date or in

another context. Racism changes; it works differently through different processes ...

and changes with particular institutional contexts. Anti-racism must recognize and

adapt to this complexity. (Gillborn, 2000, p. 486)

Here Gillborn warns about approaching too simplistically the complexity of implementing an
anti-racism framework and pedagogy. This caveat aside, the recommendation for systematic
oversight remains a significant outcome of this research.
Post-Script

For myself, the undertaking of this research has brought with it a number of personal challenges
and changes. Indeed, research is a transformative process, and by engaging in telling the story of

how a monumental institutional policy recommendation was abandoned and neglected, | could
also not help remember and revisit the many personal stories of racial neglect and abandonment |
experienced throughout my life. Through this research, and the writing and telling of the stories |

am left with a hope in new possibilities of activism, action, and change. Thus, | conclude my

work here with a quote that inspires me to continuing remembering and telling forgotten stories:
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We live by stories, we also live in them. One way or another we are living the
stories planted in us early or along the way, or we are also living the stories we
planted—knowingly or unknowingly—in ourselves. We live stories that either give
our lives meaning or negate it with meaninglessness. If we change the stories we
live by, quite possibly we change our lives. (Ben Okri, 1997, p.1)
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Appendix
Figure A: Sample of interview questions
I will be asking you questions concerning your participation and role on the 1991 Principal’s
Advisory Committee (PAC) on Race Relations. Also, I am interested in your thoughts and
observations regarding the process and development of the PAC report, and the subsequent lack
of implementation of the various policies proposed in the report. When possible, please provide

as many concrete details and specific examples along with your own perspectives and
experiences. All information will be confidential and your identity will be masked.

* How did you come to be involved with the 1991 Principal’s Advisory Committee (PAC)
on Race Relations? Were you a faculty representative, student representative, etc.?

* How did members come to sit on this committee? Was there a formal appointment
process or a process of self- nomination?

=  What were the circumstances under which the 1991 PAC on Race Relations was formed?
What led to the formation of this task force?

=  What was the main mandate or mission of this committee?

= How did you come to be interested in this committee?

= What did you see as the main purposes of the development of this policy?

*  From your point of view, could you describe the process of developing the policy
recommendations. How did the committee begin to develop the policy recommendations?
How transparent was the process? Who was involved?

» What was your role in making, developing and/ or revising the policy?

=  Were there any challenges in the process of doing so?

* From your point of view, did you find the policy development process effective? Why or
why not?

» How did the rest of the Queen’s community respond to and react to the policy initiative
and the committee as a whole?

* What were the committee’s expectations of the policy document after the final draft was
completed?
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Figure B: Copy of advertisement “Don’t bite the hand that feeds”

We've all been warned not W bile the hand thas
feeds Lhe moutl. And thet's good advice. But now
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Figure C: Copy of poster “Muslims go home”
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Figure D: Copy of final report of the Principal’s Advisory Committee on Race Relations
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graups within the conizent of the 3o . Peracencl, Indiwid-



S

val employers]

3 Accelesad Smenbies dor change
ard goals should be s foe the k=
pemrmrieden ef employment equity
largees (n hiring men-acadesic atas
(for eoarrgle, three peass malher than

1 Frovision shoul# be made for on

| raciim awaresss and ereds
exlturad sasiivity maning for all
persosnel and volunteen engaged in
)

sevios
ﬁ-kﬂrh—nﬂ
1 Nmmmm;n

W hase roted f31 In the brogm of
Queen's [Fe, racl misceites rarddy
appear Is photographs, and where
they o sppear, they were depicsed in
. st P

0 all members of cacial minadny
proups e ircamational ghudeats snd
that e social He revalvis asousd
e Inwmational Canme,

B members of racial mizority
groups cxsnot be iwalved in inte-
prabed poctal activides 3 Queer's.

d b of raclal mineoi
mmmdmn«m
wngaging in fheir ouws aocial and cuk
sl everes, and thae this (s & sufl-
ciert outhet for thete individaal sl

expeession

g ol seview a:hmm vty
These L
'ﬂ:‘llll o Mpod %o deve o b &
uamumﬂuommm
Wm-ymsqpnw ¥ el ali people 2t fae Uriversity.
Dicacory A Coneral Beroreows sxtaes
3 Seppont Servios thauld eamine

the cultaral appeoprisieesd and s
cusivesess of theie services and pro-
grams ' ordes 1o ekminale racism
and ethnocentrism.

@Mﬁrhﬂﬁumm

o mmmum»

g roee
food services Mnm-nm-
Sune coRiMCE,

1 D!lelmrﬂq

2 Develap a list of dutes of i major
mligiow and sadar halday, and
nclade dwse i varlous Universily
pubbcations and caleaders.

apply 3¢ well 1o cther Uniwessity
and aewsletiers, nckad-
Wy, Suurfere, QUSA Coue
riee and QUEA QUFACTS
{Fawporudstity foc alt. Bdimucs of puis-
lications)
€ Trinshear Yearhosk: Reczwrundatio

1 Since fae Yearbook i ar impactare
Quwez'sscuveniz, it @ irporative that
thise show the heran diver-
ity of Quees's carzpras.

gmﬂlﬂ AMS, Treslour R

D Weet's Nest: Reoowswendations

1 In the section oa phora aumbery,
2k important nurmbers (o faleras-
1h023] Tenvived sacedd be ncraded.

] Tllllldﬁu‘hnhuhhm-

3 Under the Communlty Services
mestion, sraure thet the

SRR

4 Basuwe thar holicays, other (han
Cheatan ones sppear in S Cakns
dae

5 Ersere ot the tausaat puide
incladen ol types of sestrwranis (eg

(Reaporaibilny for ol AME, Pials
Next Bl

E Wiy Whor Retommendations

(Responatziity: Residances and Food  TReSPomiBiig Public
Operatons Manaper) B Que's bund, Gusteand Aimei 1 Ensioe that pictones bdude mem-
¥ conmbderation should be given o A Reomneralations by of social smluerity poups.
e il intesdencs 1 rewes dat mebers of cal ml- 2 Erasre dathestof b el
wihonut the food pian, and reqiire T are preseted i s
Hlichen faciitios 8 eest culura) di- ®1 3 vackety of it #R- 3 Cndine e griensnce proceduee
stary raedts, This cosld be achieved for casss of racidl dscrimenation ce
traasorming some of e QV0eN'S 3y, mrbers of adal mipar-  CXEp, 8 b done far seveal haras-
”m‘““‘ﬁmd":.,w by groapa ol st o hepulcs- L 18 e bl of e Bace
erpensisiiity Director of Xesi- . o -
denca) 3 Anpadwertisieg copy St depicts” 4 hudea comgret e Sating of
N a Fossing shouls TS o€ & cacal minetity greup dd--mmm;
& e dl"ghtﬂ\! sheesld be shown o 3 memiber of that )
o uﬁu“-dumlp*twn- gToup 10 ersure thet dhe Image por- m’r-mm‘“‘"
S sboutlandicats who diserimy T4 ® Pt erstypiod —
agairst racal minocitien. 4 Sede ot wioris ard cover evests  F g Schadl Lison:
mﬁ’:"’:m“m"' that Tavele or wiud interest mem- Frremrendnas
~ pus and In M’b;’ﬂw“n‘ 1 Publications dmmd‘by High
C Information, Publicaions Gy, for events and mppmtons. School Lisien sheedd be indiusive,
and Promotional Materials i wbeoming 1o people of a8 back-
§ Messages amch as Merry Many amadents (e black
The Unfemsty prasents itsdl 0 ot Chatstmar'or “Happy Easter’ some- students in Toronaad appacendy do
wra dn pact by way of lis puslicath times i Cusen'y publicad B0t come o Queers because of s
'n.lg Cauniu; hu:-m - rhw‘:mu ded 10 tvad racist image and un-
nal publidy ol peritess, & other rackl mirarity W'w"h
xhwl’lh'am. purphilets and  prougs {Res porudsiity: Regar)

wierzal publications [University, sro-

PR S —- T y——
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Patie Comembtves
Recsavorsdation

1 The Public Relaticen

Studo Q |Queer's wievisica peo-
gram broedcast weekly en Cabienst
13) and CERC showid poctray the
Irammam iversisy fat ks present at the
incpore

¥

Heads of

o

D Cultural Pelicies and
Awards

Ot

To ersuire that O range of cuural
events Tald 2t and awinds ghven by
Quuer's University refiects D di-

werse chanse of Caradan sad of
weorld cultercs

sczse of pride and rapoesisiity
becoming » member of the Queer's
famity.

Ememandatans

The revpansbility for e following
recommendations rests with the
ard the Orientetion Actrvite

Qirienian on Wesek o betome a meme
envirarment foe all mene
bess of the Quesn's conomunity and
LT vep eatbined
the Senle on St
faks ¥ the fllowing necemmentr
s ane
1 A mamber of s articacht grosp
sharsdd sit o The Orientaton Aoivi-
ties Review Bosrd. This penoz
should 2o be the ANS Education

S, Rsdusing oz 1ode of alchel dur-
g this week would belp cvele o
mave weikoeing Amosphere 1o 16
s cadenmic Futivirion.

¢ Ednicampus ubs shoald beac-
comitle dering Orlezation Week A
Bt of all e cuts wnd 3 CONRaD e
som shauid be avallskiein all ariem

|mm~mma«9um
9 An evers, wemiler 0 cheb sight
Muﬁ::uupnmvmu
campus and Kingsion facilities 1o
fraet e mends of racial minorkie.
/0 Cammpus grosps showld plaa et
enlation everis s

terens of (e particdir cacil i
sty grosp fhal they seeve.

IL The Give me 3 Boea
should remain separate Im

Rasmrzagaime Crenmistioeas, since tis pesson may  Chaplain's Difice, and shold 3¢
) ot have perine sbout £ tn b mare welcnming W
1 Adot » policy of diversificatien  racism. . stvddemtn freem o) refigiones nd rachal
and repree iiveness at the Uisives: — N rinoty backgroands
sity with sespoct a3 culremal it 3
tew, including the Az Centre, o of, end responeive i, Be e of 12 The boras of Orlentation =ns be
cizts, dheaime, 3 public Rotures and oy ot i Srected [rom stressing the thest
(Respombdity: Ar Cerire, Pericenr w:n‘??hﬂumpm dmxduq‘nhmnb
Axts Cffice, abi Lo hip com- the Tirge =
o specifically addsws fis issue, i o initas e ot In » urdversty
order to ackieve (N3 goal, antesdiit ¢ Tae es cusing
2 Devsiop s neelvation pacess foe groups st be actiee participans in ard Clesing Ceremonies
l’ﬁ-z:?an-.nMn-lnr muhdmpu«qm should e harged to meel b goal
tiore of individuals kom diverse ants
prosps are goeated. e impl i~ ¥ Refiglons Observances and
CResporuitifly: Sephes) #naziiom Imders. Seheduling
E Orientation 3 Mbric dubssnd At Te Aot atur s Joundirg,
e o Lot ss <yt mindve s iy et
Okjecnin: lidted dor sdvics Oceraation cenored ira ftudon. o ron-
P o " nizers shocid also sek advice on  Chradan igoa GOURs i 3
An 2 gaizers, orien- Micant measere of margiralase
ek s to welcome s incuisg st \afion coreiritiees o cther ariversi- et diairsination. The paie
unts 10 (e Queen's community  thes ard aoy othes bieresied individ- it ermergeg Is0an of sysiemasic et
il o7 party. noceatsiam. Conseqoently, masy

mﬂ#ﬁnhﬂmd—"dﬁ made aware of (e existance of e
by e Sezate Ceenminion on Fovce Refations Office. These advivers
Student Affsies, In s 1967 report It should held reguier ofior howrs dur
declered Mt S purpese of srdenta iz Oriervation Wedk
lon ts to help studeats make &
smooth warsticn imo Beiroow e § Activities prust be planned with 3
vhcamant i Ak of ¥ aspeas. The sersitivity fowasds caclall minarity
report oufires four bioed anss groups. The practior of knecling
- Y down and the Cacls gocd
4l emphasaing fe ity of o sy The of-
Cuommis, wih 1 frialicnan, celtural  fensive wd subendneting aviiies
and sochl Imorosy such a3 Tndal Field must be abol-
|saed. The pew events should be de-
W providing epsianal wverss aad  signed to procos individzality and
Dl wil et the variaty of  equaliy.

suppernt
reds ard Dierers of 3 dverse group
of wrdividualsy

o famering 3 awateness of the

& Ocieafion scivites must be di-
verss, Awide variey of evests hould
taka place In o 1o appeal 0 a di-

commenity =f Kingsion, wieh an em- werse student body.
i on participating in (hat acem
wuniy and buiking eporable dg- 7 The central yole of aicohal duriag
nv::Zp:u-d Orientation Week causes many
Mranlir and other siadens lodecine
d g gng enthrsias and & pandcipution in all crieatation sctivi-
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e bers of e Queon’s

1 Tre fsnction of the ‘s OF
fcw should be seviesed.” A3 dlieraa-
tlye 5o the preseat aTTargement
would be @ expand i %o Beome 3
Tedighoras services group Tepresnting

mity ermrebwrs of (2w groasp Shouid
ava the same b wilhin fae gsup
and witsle. the Uplvensity Soch &
prowp would be 3 scunding bosed foe
e bora of e Qoeer's commondy
needirg cownmaling, Seppecy ard
-lmq-nuluyd‘iua*b
g to reigious zeeds and Usivesity
praction.
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e

(Responsldiny: Prircizall

2 Mﬂcmdhm-
tion, salf, by, and sredent gove
ammaen| S0 bo provided with 3
Tist of the sgrificant Teligiocs holy
days of 4l &iths. The achedafing of
any and sl University activities
sheuld de dore with these dates In

mind.
(Reipomibiley: Public Relations De-
parnment

3 The ccveat Sf:m for resalving
schedalizg con! Fnal ex-
smination puiods should be ex-
10 cover 3 eeamiratisns In-
cludisg mic-ares, and shosld be
widely gedicined among deuty and
studmite Probesoes thosld emphas.
sizw that soadents having & schedil-
ing condis: may i the esablished
ed 0t e will e 0 pes-
alty for 5o dolrg.
[ResponuibiBtyt Reglslrar, Senaie,
Faculty)

& There shozld e & simpis, well
eized 0 &ire So

Pres even i and cpersdons wrving o
cohol, smoe this b against Se practics
of parrir0es religiows groe s,
[Respomsibility: AMS)

5 There should be & compesharsiwe
review of residence and support sar-
mm;ﬂdlfﬂa{-hnﬂ
s peaction of any fald
(Responsbility: Recidance, Suppon
Sarvices Dinecion)

& T order b ensare trat sersitivity
1o sélighoes cmoeres B 8 part of the
agenda of fhe adminkirasion’s s
% saciam and ethnoomn frar,
olficas, comneminees, sdviers, (eucl
selafng © i aree should taclude
ethnr relations as wll a3 cace 1o~
Sarg, 0t s hou bl be undersiood that the
Foace Relaiors Offiors arwin fadt ad-
wisers on Race s2d Brhic Relvtiors in
knepizg nith te definition used In

this Report
Oespemsibility; Princpall

G Graduste s?mhhn and
Rasexrch Ethics

l.kdnﬁhylumlhﬂyanhd
eul by tediriduaks working in dose

pont prepdicn can intrede. Aad be-
caups of the privase nanse of the in
wemaztioes, evidmoe about sech con-
Fics In wuly only availstle from

e parties diraoly cncemed.

Moy reseaech studests at Cuem's
are Intoraatomal stedemis who
arzive wilhout Besefi of an lﬂtﬂ
tural oeimestion progeas sed (heir
suparvisers may 2ot Yave had mach
Intercultural eapecience. Such
studens’ sademic second sy also
e under-evaluated; they rmay ladk
suffizient information abaut the
eountry, the Urirsecaity and the par-
tioular prograen; sod they sy be sul-
feriag fom the Prandal Suden af
differectial fois. Thise lacons aod
stresses Ty conwibuie % 3 boasfes

relaBonsip,

1 Exsrine the cumest ssaasch o
s awvime procediees o ermure At
all efiies commitess ncude racism
and 1acdal bas s 8 Besis o8 which =
faddpe the eivically of = seaich pro-

1 ARC Cormpritiee and
Reseanch Bevicsl

1AMt daat there be 5o reetrictions
on fae thokce of reiessch woples, but

thene | 3 rewd =0 jadge the approach
% togies Sar 1aciers and racisl biss,

S

Cown in the warking ¥ Delationships with
Kingson Community

o Grafus Sussraisie Obiecrine

) Questr’s s an Iregrel peet of the
Elwwﬂ-,“.u;‘ A;Eb g Kippiton oo F“,nu

bwean wipervisans resel vy fldl}! of

students s, Ouey horme dfarest c3- znpnu s dmlnﬂ&-ol:
cal backgrounda. oolroral
P e S—
Bripeseadetions Pt

o " o expare Dat, ax Queer's strives 1B
& S about Queet’s oy morw dimesse, thene ave cpen
that & sdevant Tl mRsHty a5 Loy v relatinibips With the
dents b s singlespecifc section in e Kingsion aammeasitp
Craduste School Calendar,
(Resporalsility: Dess of Craduste  Rayesseadations

Stuces]
2 Study the ratkamale foe mainaln-
ing e dlfereatial foe srwctare for

. Itermational students beyend rwvo

mmu thowe ywars ef
RudE.

(Respoesbility: Desa of Graduste
Srudies)

aademic
reconds of Intemational stedent xp-

plication
wuxr Dean of Ceadunie

4 Encoenage buly % sesk cut
pradusis studeats brom redal minar-

mumw .

s antirudst and aoss-cul-

s eyt oL
narity students

g?uﬂnq. Dean of Graduats
i)

¢ Kook Eibice Obieiiee

To mmuxe that seearch with Jumaa
subijeass Iree ol rackem or raclal bias.

i Baouck Elkics decsmmmdstiay
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1 The Uriwecsity Race Relatiors
Couna] shauid sk o 2ave formal
meerings, at lewst armaally, with the

. Xingston Mayer's Carzmivee on

Race 30d Erhale Teltiora, and with
the Kirgston P'slise Bace Refatiors

Advasry Commines.
o0 i

2 The University Bace Relatioas
Councd should maintiz closs Eazon
weith the sendeatsin charpecl
Race ix the grea County
Beards of Education wifh respect to
qurriodiern and seonuliren meNes.
{Respensibilizy : Race Relations
Coendl)

3 The Univesrzy Race Relatiom
Councl shareld maknisin cose Livisan
ﬁﬁpmqﬂumu
Ing with race scdafors: ey Husan

Commimen, Race Relatiors

Tirecweatel
enporsibiliy: Race Relasions Caus-
<0

4 Tae Universky Race Belatiozs
Cound] should devedop communicas



7 Implementation

Doy enis withia the Ual abideby o Usiversity comanaeity.
1His commitmens, Wit the conteat
1 To engure that the 4 of {hls i the pace and B To cerremunicate nd Nalse wih
tiora contaired i3 this wreim  @daracer of the chasge should o oerserrers ia ather acsdemic st~
plemaated, and fhar the Sarges & tirae 1o be Infuenced by hose Bost tushors
menuzel alfected by radsm. (Resporaitibyy. Frincpalt
1 Toaddress he Committer's DU Peevewwdtins 4 The » rere of membes o
verm of redererce: W s e Race Relasions Councld should be
Jong-sen institional mewrs af g 3 & & rocommended don Individe-  grided by Mhe Jeftowing prindples
:anhu;mwwm mmumle‘:mmw&-p-‘- 5 il e
foes bses, and €appropeiate, v Bt in ths Report sscappropeiase 4 Thise appeizted s .

recommend £ reference’, chanisms such 2s dep s 4 record of

. stdent courclls and departments] 108 anlFTact starce.
Cansirmtiens coraminges on owrcsiom, .

tien, to develop implemenution bl Thowe appainted saould e e
Orhsbusisefhemamishealesd, Ly, Due considerspon should be  STPesbie tothemajrity f Do Uriver
m1nuﬂa:wamm‘. given @ eraring the democrats i dupﬂnwmlyu»
rprof " chvermest of all Jeveis o the orgnl- S mOTIS:

guide fre implementstion of the rec- A s

SR duniiapemmatnpt - f.."'.!,.d .&‘:gmku":

' o Te sought from e Race Reledons e £
:'ml'e res to be Cantre {see Recommendation 3 f:“'hm" parsiimey

1 Faclitate the deocrads avnlve-
et and comoniement of wfl afleasd
constituercies acel iy staff aad stue
derrsd in ing fhe MERSUNES
which will lead 4 am and-raciat envi-
seamert. The perapeitives of ol
jth shculd be ly oot
sidered in Shping such masiures

3 o kept is & distnct element, end
ot e merged with oeher sues (ruch
nmgkwnw.ndmuwl

3 De able to caery oul twe ditinet
Fancions. One s proacts a
wih tmgh thon, and mer

ing of the meommendations, and
with education aboel rackem for the

housed sogether i 2 singhe op

& Permit (he peran -eﬂ:::
scdvely 1o be.auppornive
preking o xwlie, ard thow who have

already mada, a exergliing.

5 Te erpomered by, Dut not under
the direct control of, the Uniwesicy
adminlsration. Soch an am's kgt
armangenent & newssary in osde 12
e effective b2 fh implemescation of
change.

& Bewapponksd by 3 Nigh-devel conr
sitment ¥ chaape, an hon of

belowl
Mespensibikty: Pringpl)

1 Arealstic timatable should be &
eaklahed 1o endure dnely dewdop-
mest of implementatios plasa, prefs
exably befare the end of 1991 Suck
should be passed an to tha Race
Council {see seosemmendy-

tio: 3 Jor commen: and rwcummene
dations for change, before f=-

phenEaaion,
eporsibédity: Deaos, Daparsneat
Heads, rosctors)

2 The University should estatish o
Fae Rebationr Coueel The Courcl]
should adozt an kdvooy stamos fos
the inlenssis of racial miscrities whe
Universizy s terme of refereace
showld be .

%) Toesabiish & Ra Relatiory Cone

tre, (e betow), and © appeint a D
mector of this Cenure.

B Tosppoiat » Rere Relstioes Offfor
{sne velow)

& To sssist inn M development of
ooty e g

i e
studens and the

& Appointments 0 the Coudil
feuld be @ade acczmding o the

5 The Raco Relations Councllshoeld
eotabbah as office, o be desl .
dhg Racy Palatinns Conter, & Diree-

Wb remcerers and staff
pravided oy the Urdvessity

The Cartre should be easily sooesse-
b, hawe 3 welcostisg
and ba locared T ore of e student
nuv.&x areas wach as the John

policy aad pe & P cututral and puslic eduo-
Telth Tacism at thic Uriversity,and o tonal activities on axtiractsm. The
iroe DT ’. " dhoats d.”mm
ﬂmﬂlmmﬂﬁdh
a Te . 2 P - e 1 ‘M “»*m
Direcior of the Rese Rehdons Centie averiapping fencicre.
and Race Refations Ofics. wach a5 he Irnterzasonal Carse and
Employmen| Oifice,
 Toadviee the Principal on ali mat- - o
tury related 10 Y2 Cem on campred. ﬁnbhmnuﬂ-&pum
advacacy with pespect b
g To develop aa szaual repori :::g,.-,m

which Indudes inkenation on the

ad s that

o of s fepart. Ths
Ansuel Report shoud be redessed o
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The Director's responsibilities
Kaoad Il ode:




al Assisting the Race Relaticns
Coundl in monkocing the Janadons
of, and proposing cias g i, the Ui
wersity sywiem in pach maness a5 0d-
mlmions, iring, promotion, lemere,
v Comperseon.

W Asdsfiag the Departnent Heats
and Disecaats in developing their im.
i plazased o

¥

@ Dewoping foe educa-
tisaia] wetivities for sractuats, facuity,
and stalf In crder % pr » pobicy

6 1t is ecommended that a Reoe Re-
latfons Officer be appolnted By the
Universiy.

s The el of (he Race Re-
Iatlore should be rade sc-
conding % prindples 4 a) and B

above.
{Tesporsibilivy: Ruce Rel atioos Cowne
au

b The Race Relsiorn Officer shaudd
be respoesidie for imvestigating and

of inasen

d} Providing spport for complaine
ants.

o Providing supporn to f Race Re-
latinrs Oiosr (see beloivl.

0 Lialsizg with efher pdevant Usl-
varilty sevics, b the Ex

1 agnad

diating the complaints desling
with razian Fallowiag $e priodpis
establabed t the section on Come
plaints Pocedens.

€} The Race Relysions Oflcer should
presest e anmeal swport 1o the Race
Ralavons Councl.

7 Relatinships among the Race R~
laticns Comneil, (he Divoctor ol he

LA .*"q

Centre, suppor serviom and the st
dent gowermmene

P Theas 1 of the Direcior
and other w3l of the Kac Relations
Contre should be made accordisg @
prindpies 4 a) ard b) above.

hl Thedevelopreast of sz arsusl fe-
port o be presnnd 10 (he Race Rala-
el

tes Cow
Mssponyislity: Rate Relbons Cous-
ab

Ll

To provide wel deliaed accemible

and ¢feoive procedures o deal with
dairss of redal akion in

he Univeryiey spetemm

e dodidop of & sockty
which often coadaras snd promotes
racist views &2d actions, Guesn's
Uni shaudd break these pat-
tere of discraringdon. 1t should em
pamwer rechil minaritia by ewting 2
pulnnmmnlat:ddbyw

o tndividaal and syswmic
Incidents of rickstn fn 3 forcefid and
princpled marnes

Some examrphes of rucium are:

a) Interpersanal belaviour sech s
mame caling, Serogatsry remarks,
s, ana pysical siacks

bl racial B i scademic decienes,

aadems
|asad to caevivelar clecip

e racil tlas in admiskurative declk

sions, teoure, pROMOKOR, 3ppeint-
oy, bl ve, Saary Increases H

Race R Centre, and e Race
Relatices Officer shauld B¢ a5 fob-
lows:

2) Tre Covmcil will serve a8 a= sdve
cane for racial ménorities a the Usl-
varsly k& will sho provide aversll
advice and guidance 1 e Dissctor
with rmpect to palicies and pro
grams. “ﬂmﬁmh I_h!
thons In his Repan, and of any new

8 Procedures to Deal with Complaints

severad

Thet wh
encies, and sitzations may asise

work as campes bet who wow not di
reutly by fhe Uriversey,
such opess In suppee! ses
wices g tie bosksiere and food ser-
wioesl &

The Coonerittue has casefally exsre-

ined e existing grievamce proce-
dures d believes that they do not
provide » mechenism far repors=g
and desltng with wuns related o ra-
:ﬂdhahlum‘rkmmu-
TR T i
under the aevane proce
dumen. This has 5o be coraldeced only
an ineis measure because thelr
o ref and the peocech
fer dualing with corplainks, sse un-
dafired

Beccovemlucises

1 The Race Relatore Cooart, afer
appropriste cormulatons, should de-
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Bl The Divecior will e risporsitie
the Centpcll in carmying aul these poi-
The Director's

. Tha Direcs
tor shull be an e efid0 member of
the Counddl.

I The Officr wil be resporaitle 1o
the Couscll In crpng ost duties
urder e complaing and g vance
peocedures. The Officer's eole Is
malaly seactive idemtified in the
opming peisciples. The Offesr shall
e 30 ex officko mamber of the Qoo
.

s et nat all recom-
rendsdom n i Besert can be lne

P y or

wacudy We have rot amenpled 0
indhcate gidrer 3 Emeiabie or 3 2tel
priorities. However, we are advising
thas fhe Usiversity esisbibish the Race
Reistioas Comacl witsis six moeths
nlm?ml_ﬂsnw\-luhuk

bt Rpmipepy
Feliey, and witils (55 policy to e
thmatables and pricrkies. As s0om &5
, thee Disecsor of the Race Re-
v pas Coe tre and the Race Reladors
Odficer should be appoinied to anret
In the work of h&-ﬂ.n:n:
the and reactive
o

welop formal procedures 1 be wsed
By the Race Retadons Offiae fre dea
g with camplaios Dal would be
appiicadle to all of the caratitomncie
on cerpus. Indev s frame-
wor'k, conmldesn =
o pobicies developad by ather orga-
nizadorn bckding the Uni of
Waitern Omiario’s Raoe Relations Mo~
Icy (sor Apperdix 5. Considenation
shaud a0 be ghwn @ fhe Oraarin
Merman Reghss Corenision Pollcoyen
Radtal Shrs, jokes and Hazaaumert,
o sk ot paster
and o other oemvaat begiilation, sy
a5 the Ortasic Hesan ts Code
und Caradian Cranter of Mights and

Froedsea.
(Bewpernibility: Raos Relations Coren-
=]

3 Racem shonald be added 1o e
Queen's Unbvereiy Soudeat Code of
Conduct ms coeadtating en ofence
withia ¢ Unlvenity commeanity ke
addirion, codes of conduse which In-
ehade raclsn Shoud e deerloped foe
feculty and piaft srdd pebiished i ap:

ta Uaiversity decomen s such
s ‘lntumcwmh‘ Appaial
ment, Rarewal ol Appoinument Ten-
wre and Terreiration for Acaderic



S, ad Persarnal Podicy and Fro-
cedvres Mamal for Seall".
(Rewporsiilly: Serave, Personned)

3 In ooder iy the complainis proce-
dure @ be effective, dey should be
swen b b poceisle a0 suppartive
of the complanant. This can b en-
sured by

&) providing for idencified com-
plakats whics the complainant is wills
ing % pursse in 2 formal masnes

¥ providing for the dirg of

the Universiy, and to amist &= (e
developmss of ans-racst edutafin
programs.

o Seveloping mmecharieTs
for ann_pllmn:"h Be Diver-
e of the Race Relations Cantre.
4l includerg in the complaints peo-
oodures 3 msthod 1-deal with respon-
denty who lake S
ainants. [Similar peotections
b 2 inSection

7 alder Oveario Human Rights Coded.

conplint which fie complaimam is
rot willing o formally. This
wil aliow (2 Relations Offcer
4 rroalior patkery of compl ar

(Responsdbil ty: Race Reatiors Couze
el

{mammum
plaists procedurcs,

mwdu-mn.
Fort (n 19500, numeroas

comments and questions were Te

Lo 0l

9 Areas of Common Concern

tablish thata problem aiss, Owpeo-
cusies of (poestigalian Bave clexly
identified problexus al bath individ-
wal and sysiem|c pisn. Snoe none

mcarpon

priste sectiors of This Reponi Other
commenis, @ose that were men-
ticoed freguently, sve idendfled In
© s secdon, aad boiel comements oo
theen aee

VG ST

The Comenitine serarasly corsidered
coducting & survey ¥ oovics a
&, tara of iscts and
recorded attiudes and opinions. The
vake of yech 3 survep, even when
worcuted professionally, a1 Hgh cost,
would have beex manginal mainly
Berasse (here 15 no nadonal or other
Taseline data 5 10 cOmpare wiih the
Queer’s data. Moswover, vee were ad-
'hdaqul:yb’h‘ﬂdnum
were viotime of recare that it was of-
Juraive 1o d1em 0 have to demonats-
ate o prove their eaperiences. Sur-
voys concheesed o olber universitios
{eg; ok, Wmtemn, Windser) peint 10
a significant of rachm Wa
have no reasen to believe that
Mw’lhmym

That cortain sacl rineeily groups
azw badly underrepraseatad at
Quaca's does aot =eed 10 be proven
bayond fee ddrvious, and thatacertain
number of rackt Scdents do poour
does not kave in be quandfied w 2o~

of sur detisms depend 00
ha easan of Taciem at Queen's, we
decded aguirat aycerey of dny 0 Der
form of qeartification.

» SR
Tae Comminee fully accepls the
University's Sammen on acadernic
Proedoen ladopted by Senate on Agril
4, 15650 This statemsent affirrs )
demie dood om is ndaperrkie 1
the purposs of 3 schwesily and that
lsculty memiers should Rave the
Sacdom 1 study, % teach and o pe-
ond Jnosdedpe acording 10 their
et profesional pd gment. The state
st aliso sgeects faat The rgh 0
scademic beedom arries with it (e
daty to use that fopedcrm i 8 pEIpaT-
sible way. with doe pegard % the
Tights of nehaes withia dhe University
ad the communlty st laspe’. The
Cammitior belleves Bt racksm s not
:Mdlyndmkhdm.m
Infrioge ca the rights of athars.
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woee bade

o enpowiring complalnans an
addressing (e conoems

B developlag dme Lmita for prc

dee coesiderafion shoeld be glven
preapee

prtion and Jemgpis 10 condilan
wehile 3t far e birne exvering
the nends of the oom plalnant are me
I3 timaly fabion.

¢ addremicg e University's ook
s¥ion ko devlapand mantan a rac
dama-dowe cavisesiaeat

se'f-larsficaton has been & Sesean
of Camadin demographic sadeic
dgroveracrztaryand we v propai
ing nothing arw

Theme bwe leeers see Dol used In &
Repart, but many critical comment
have irepfied B they sre. Mosscrer
ihe dom sk secommend 3
tions ¥hat cookd be consrued Bty
ek Rather than gustas’, we refer iz
“geals’, wWhith wre not atrict sumben
brat valoed abjerdves. Rafher fhan st
Grmative scion” we propase empioy
memt and afmision ‘eqeity”, bt
wikch we zem an o0 MY
cerasin rexsoratle criteria in the popr
uiation. The desisl we 0ome 1o wch
[dexs fs tn fre peopedad of & ‘tH
bemalons’, but aven hare ‘advariage i
given oaly whea caadidases an
‘el

o Ealteres 1

Many ssratse (it admisslons o7 a-
priaimrents (! saak ety will o
somscally redtce quasity, This pels.

feis an 3 deper asumplion (M
frome fom that are ast now

m sepreseraid [n Queer'

Moseower, mcwlance i & qualn
that partairs 5 LA TR G0N, Ree Rt
individuals. In 3 multicaltue and
Freithraciald sadeety, 1L 15 plwcaitle i
argue that 3 alunally axd sechil)
drveres brasragon B superios 4o a o
TOREIENS e




Footnotes

1 Poom ssstement by Prindpd D
Sy, November 23, 1567, bases are
extracied from e Omtacie Humes
Righss Code

3 From paper by Princpsl D.Seif,
Wahues #) Queer's,’ 1950

3 From addrms 32 convooation by
Rosemary Browa, Ooicber 17, 1998

4 Foom Oetariy Humss Righs Seere
rmlmicn Policy Starement ox Racial
Slurs and Harassment,

B Abella Coder ix 3 tetm, coloed by
the 1954+ Rayal Commisstion o Eqeai-

Appendices

1 Mambesship of the Principals Ad-
Co Face Ralaf

Ity = Em o (udge Rosalie
A{dhcm-vtumbh
twelve maje ecoupalhong] categocks
by which employment squity (3
meported.

& T Comsmitess weiomem the pe-
m‘mmadwlnﬂr
dve !

ity

7 Ecarrgies of (his lorm of echoacen-
1rism Inchade setting & MesTim pradu
ate studenl's thesis Sefracaduring e
fast month of Xamadan; belding
ASUE eleckions oa Kl Midre, e do-

vhary

1 Terms of Reference af the
Principat’s Adviscry Commiliee o2
Face Relatioms.

3 Activities conoerning race relations
at selocied Caradian

4 Warkshap Topics

5 Race Relations Policy of the Uni
vensty of Wesseen Cwaria.

APPENDIX 1 Membershiz” of ©e
Principal's Adviscey Conmines o=
flace Relatioos

Carct Allen  (from Jezuary, 19900
Sunan Andersos {unil May 19506
Tarry Batcheion

Mrpeth Baugh

Jobwn Barry (Chalk]

$ue Belion

Nina Chahal

Rebecea Goldiarb (Irom [auary,
19904

Fobers Gresn  (frem Jamcacy, 1550

Toll Harmsen

Pamrata Ip  Gantll May, 19901
Gandra Jass Gynd othes, for Sudent
Comemitiee Agairst Racss, foe an-
uary, 190 unt® May, 19500

Madan forga

Jowom Pellether (antil [avsary, 1955
Vic Gahal  (ursl May 1950

David Sai
Aot wmu(umﬂu 1990
Winsom  (until June, 1990

“all members were appainied on’
Mareh 1989 and continee saifl the
present, unless otherwise roted

APTENDIX

Tarms of Raference of e Frindpal™s
Adivizory Commities on Race Rela-
fions

1 T survey fhe stops tkm =t oder
Canadizn universies o usdersrand

identify palickes and su| s
which might be appiicabie

1 To corsult brosdly withinde Usl-
versity and the Kngsion oo musily
ard o recommend educative and
other mearures which will snd 1o

4 To moommend kagiem imtite
tianal means of giving adve 1 the
Uslverity oo rece relations lauds

it
L

% In fulfilfng Dese werms of sefer

enoe, e comumetios will be By

on. .
ou..mww.‘;‘.’lm’:':;".;.",'

Fat gt 0l the Jewish ealendar, the
pop-avalishiity of food which meets
curtais atary restricders; Cleiiumas
dirgvees ' yesiderce, 1 Be escharion
of ofaer festivale the saying of 2
Clvistian prace s (he wremg of o
oobal at High Table; havisg the M
day of ctaases in 1948 on flesh
Masharah, e feurnk New Yece: and
Exation of o religh

e m 7
Jadezs dec 10 (he oeniral sde of the
Chaplain’s Cifice.

& The Commitie welzoas the e
cent farmation of an Ireeradth Coun-
ol by tha Canplais Oifice.

dghts palicy for the York Uniwenity
eamaruniiy

M Raablishing a Corre fat Race ard
Eshric Relations it York Unévenvzy.

motion. policies Far lecslry wiadl, b
beary aad sasvioe perwemrael be re-
viewed for pessible sourses of
sysiemic discrimination agelast
merbess of racial xad eldic mivesr

and the lezge rumben of sthnoedlne
i ind advocacy proups which have
bem feemed 50 that the Universiny
can better warve the peeds of the
unging population of $w iy,

(ousrse York Univenity Tepont on
Race aad Ethzic Relsiors)

York thy pet uz an Office of
mm Relations, weh a2
M-.m-ﬁnmﬂlm

the folowing: the nay retary. All fmctioed wem curied oat
oake swecmmandatioes sboyt grawws  (rom Bis Offiee [srselling, Bare
ance and discipline procedeses at g compleing, wnaa dgats gro
Croses's Gt e rédevant to race reler 08, e tion. oM ey
tions; N commities may corgider fn-  TEROSTE aviing the Yook Cue-
T e o B P —
::n.mwbpu-dif Equity Cifice)
cormmattes will aot adpadicaie
vidal aomplainie. (Soesce: Interview with Professar
- Duvid Tromnan, fest Drecior of the
Ctficn of Race and 1faric Relafons)
APENDIX 3
Activities Conemming Bace Refatioms 2 Dalhousle Vaiversity (1995)
ot Sdened Canadin Uriversities Dalhousn produced a wpart loces
wing en docess dor Black and Micwac
A number of Cxzadisn Usiverios  stedonits, ard sectrmentied specl
hayve exammined sace relafons a1 Sair teeach and itioeal pre-
iratitugons, and have developed poi- gramaes, Oma snrpie s that In 1969
Iches ard programeres: The Diad housie Law Scroel macssich ed
the Law Progran for Indipmous

1 York University (1988 A York

comirittes produced a meport that
made four majer 5 i

Blacks a=zd Micmacy (IME pro-
grammel. The goad of the program
0 the Hon of In

2} The se-articulation of 3 hsman
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Aot Nov Blacks and



J 4 by -~ »~
accomitle 2 applcants from hese
10 Comannities. The M8 program
Tepoeens an achnow edgement by
Dalbeusie Law School and fee legal
pofemion in Nava Seofa that the
wdenepresination of fese com:
Tounities in the Wgal peofession b=
based an histors ineqaality. Thepro-
pramia one dtep wwihd oversning
this irequaliny. It sirives @ sera
more sudemts foen (he Tack and
Micmae communities and
them with firancid and academic
seppere doring law schocl.

(Sauree: Dubiouste University Re
port oa acrems St [ndigenass Backs
and Micmacs)

3 Universisy of Westsra Creario
(1989, A Western Commitses pro-
* duesd 3 repert with free ain reoom-
merdation

a) That a race mfariore policy and
proceduncs be deviioped aad v
plemenied

& That the Urlversty sppeire, on
ar. pageng buls, 2 Race Belstons

. Commies draws frem the Univer-

‘uqnudhm

€ Tha the Univerity appaint a
sultably qualified individual 35 3
Race Reladens Officer

@ That the Universiey underake &
muu of ¥ policies, procedures
in eeder 1o enauoe that

m- a0e frew of any systessic barmiers
discriminate on. the buils of

& Thﬂu-l.h.mslrywmn
dmuuhmm

3) Promole dignity sed respect
among ali mesmivezs of the Unlvessity
comeaunily snd ot to m any
act of o discrt

ol pace.

bl Proside echeatenal oppertuni-
tes that caiie the awaeerem: of the
Univesslty commaaity on S s~
soctabed with ace relations, rcism
ard ructal haraswrant and also pro-
vide kil trairing programs faat as-
sist i handing o preveating tecial
probiems

SR LY WO B RE O LRI O
caiazy pegading powntial or cur-
renit hcum Pl and Sudins s

AR af wa §ean b S i bt &
'u‘nu&uu\lh?m‘ﬂtm
pram has it roees b O ek ¢oeee

bhe for  musity and des o ademic
mn-mmgumumpd program, widsis the univarsity
iy to alll wisa comve wnder thelr jerls- mtlu.&-hﬂl’ serves ecwcatian-
dovian aod w Sater i sy d ged metnbecs of
in their ares which e free of dlgcrim-  soceconamically dinduannged
mation aod Naresamamn| oo the besis  upe- Tha program length a e

of cace.

41 Prolilt reprisal ee hreats of s

4 Unlversty of Albsts (1790 A
Committes reviewad e siniafion,
and recommended the estaSlish-
wnt of & Heman Rights Office tam
wonld be for » b
allgues i

lsszes,
m:mm:m“
twiag, sowght

Goures: Usl of Alberts Ree
porcand b adversemendd

§ Univenity of Torores (19900, In
omm»mmmub

‘. 3 l!.. ‘IJLL

wdenl with s of face dnd recan
at the Thume sdvises arw
0 consult with leouky stoderas and
ataff azed 4o lormrelam o pln. Their
abjectives we.

J)Wl%ll‘mh
seope ems and
Jmk

verytyy facs
the racidl climane and o

perience at the Uninersity.

¥ Torecseamend specific sieps Dat
could be taken, mmecistely 1o Ina-
poove the redal climate and evpert-
ercw at the universty <

€ Torecenmend ways in which the
university shosld develop and -
mﬂmwwhh‘uo
the radal cimale and expe-
ramce al L umivensty

Source Uy T Baliie, Oaober 11
and Noweriber 12, 19900

For & number of yean lsince 15704

o e peladinns -

aademic year and full furd-

g is availatie. Upon susceital

of the program sudens

are admitted W ther progrem of

choice o the Urlrersity of Torcrna

The Traasitional Yeor Progrum i sec-

by olber uatversitios in Orr

tarke amd #is poasivle for stoderes to

pun admission o aiher unicersles
1 thry so chocer.

APPENDEX
Workshop Toples on Racism o
Ques's

[ Marchand Cashér 1932 the Coe.
ritoe organized 3 setof warshops
on rachen ot Quien's, I8 coOpersfon
wifh the Saaders: Cormanittes
Bacam (SCAR], the Mol -Herltage
Collecrive, a3¢ g AMS Coonmite
o Raciam und ERwic Relations.

The topiss were:

i
;

7
L]
9 Awads ard Monoraty
1w

Feports of thee Workshops are
wrailabie oo (he Thatr of dre Comr-
mines.

APPENDIXS
Race Rcdations Policy of the Lnhe-
sy of Wegtesa Ovtarin
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