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Input 
Sought 
on Draft 
Policy 
As PART OF U of G's commit-

ment to ensuring that 
everyone on campus has learning, 
research, work and living environ-
ments free of discrimination or 
harassment, the University has 
developed a draft human rights 
policy. 

The draft policy and accompa-
nying procedures for the resolution 
of human rights discrimination and 
harassment concerns and com-
plaints are included as an insert in 
this issue of @Guelph. Developed by 
the Human Rights and Equity Office 
and the University's Human Rights 
Working Group, the policy and 
procedures follow years of research 
and extensive consultations with 
employee and student groups. 

The draft policy is now going to 
the entire University community for 
comments. 'Fhe consultation period 
will run from Oct. 25 to Nov. 24 and 
will include t\vo open forums Nov. 2 
from noon to I p.m. in Room 1708 
of the OVC Learning Centre and 
Nov. 14 at the regular meeting of 
Senate. Anyone wishing to attend 
the Nov. 14 meeting or address Sen-
ate at that time should contact the 
Senate Office at Ext. 6758. The Stu-
dent Executive Council is also plan-
ning an open forum for students. 

Those unable to attend these 
meetings are encouraged to send 
their comments to Pat Case, direc-
tor of human rights and equity, at 
pcase@hre.admin.uoguelph.ca. 

Case is also available to speak on 
the drafti policy to any campus 
group wishing more information. 
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CONGRATULATIONS! 
Some 650 degrees and diplomas were awarded at fall convocation 
ceremonies Oct. 16 to 18 in War Memorial Ha\\. At \eft: Joining the ranks 
of U of G's a\umni a1'e \i\\ Bieh\e1' of f\.nc.aste1', \eft., who graduated with a 
B~.Sc. in applied human nutrition. and Jane Reid of Elmira, who earned 
an honours BA in geography. Above: Convocation also marked the 
presentation of the first Lincoln Alexander Medal for Distinguished 
Service to Gordon Nixon, left, a 1937graduate ofOAC who founded the U 
of G Alumni Association and has made many contributions to student life 
and fund-raising at the University. At right is chancellor Lincoln 
Alexander. PHOTO BY MARTIN SCHWALBE 

Grad Stadents Witness First-Hand 
China's Social, Economic Change 
CIDA-supported project helps once-small rural towns deal with rapid growth 

CHINA HOLDS a special fasci-
nation for U of G students 

Quin Shirk-Luckett, Karin Borzel 
and Chris Khng. 

The trio spent last spring in 
Zhejiang - a Chinese province un-
dergoing a tremendous amount of 
rural development - sitting in on 
training sessions and doing research 
for their master's projects. 

Their visit was part of an ongoing 
joint project between U of G, headed 
by Prof. K.C. Tan, Geography, and 
Zhejiang University, under the 
sponsorship of the Canadian Inter-
national Development Agency 
(CIDA). 

Although based in the Depart-
ment of Geography, the project pro-
vides research opportunities for 
graduate students in several other 
departments, says Prof. Alun Joseph, 
dean of the College of Social and Ap-
plied Human Sciences, who was in-
volved in developing the project 
while serving as chair of the Depart-
me~t of Geography. 

"Right from the beginning. the 
goal has been to take an interdiscipli-
nary approach to the study of rural 
modernization," he says. "This 
makes for easy links with graduate 
training because interdisciptinarity 
is one of the foundations of graduate 
studies at Guelph. This project offers 
students a tremendous opportunity 
to interact with faculty in different 
programs and to get involved in 
their research initiatives." 

Khng, Borzel and Shirk-Luckett, 
who come from three different de-
partments, are all doing research re-
lated to social and economic changes 
in rural China in the past 20 years, 
especially its effect on the environ-
ment. Their trip allowed them to 
witness first-hand the changes they 
had been studying and writing 
about. 

The students say they knew they 
were going to a densely populated 
region, but they imagined they'd be 
in1erviewing mostJy farmers and 
field workers residing in villages. Al-
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though their assumptions proved 
true in som'e of the more rural re-
gions, the)' weren't prepared to find 
that many of the larger cities were 
undergoing a commercial boom. 

"There was a Kentucky Fried 
Chicken on every corner and Coca-
Cola everywhere,'' says Khng, who 
moved to Canada from Singapore as 
a child. "It is so commerc;ialized, and 
it's all happening so fust. For exam-
ple, in the 2 \.2 months we were there, 
at least three internet cares/coffee 
houses opened." 

Add Shirk-Luckett " I kept look-
ing around and thinking: 'Five years 
ago, some of these people were car· 
rying a bucket down to the river to 
get water. Now. they Live in a four-
storey house \vith a cell phone and a 
motorhome.'" 

The rapid pace of development is 
exactly why the project Tan has 
headed since I 997 is so badly 
needed. China's rural environment 
slarted booming as a result of eco-
nomic changes after the death of 

Mao Tse Tung in I 976. Although the 
growth has created new jobs and 
businesses, there's been little time to 
contemplate what the rapid pace of 
development and growth is doing to 
the environment, says Tan. There 
have also been many social changes, 
especially for women1 \vith many of 
them entering the workforce fo r the 
firsl time. 

The project was awarded $1.3 
million from CIDA at i1s inception. 
The goal is to enhance the capacity of 
administrators of once·sma.U rural 
towns and managers of ruraJ enter-
prises to deal with rapid growth, es-
pecially with its environmental con-
sequences. 

Zhejiang was chosen because of 
its rate of growth, says Tan. "China is 
so large, it simply didn't make sense 
to try and spread our resources too 
thin." 

For the past three years, he and 
other U ofG faculty have travelled to 
China each spring to conduct two-
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Radio Will Make Waves 
in African Farming 
U of G joins forces with agricultural agency to improve farmers' access to information 

FARMERS in even the farthest 
corners of Africa will soon be 

able to receive information and 
advice from U of G re.searchers by 
simply tu rning on a radio. 

The Centre for International 
Programs (CIP) and the School of 
Rural Extension Studies have 
teamed up with the International 
Service for NationaJ Agricultural Re-
search {ISNAR) and the Developing 
Countries Farm Radio Network 
(DCFRN) to train rural radio broad-
casters in sub-Saharan Africa. 

This first-of- its-kind venture is 
intended to improve fa rmers' access 
to information so they can learn 
about simple proven ways to in-
crease food supplies, income and 
employment, says Nancy Bennett, 
DCFRN's executive director. Food 
security is an ongoing concern in 
this region, and radio is the most ef-
fective medium through which agri-
cultural information can be 
communicated across long distances 
and in languages familiar to rura l 
people, she says. 

"People really do gather around 
the radio in the community and lis-
ten in groups. This is a chance for 
farmers to use radio as an opportu-
nity to learn what services are avail-
able for them. They can also start to 
provide feedback to the agricultural 
resource system on the types of serv-
ices and assistance the}' need." 

That nvo-way communication is 
a vital component of the program, 

adds Helen Hambly Odame, associ-
ate research officer in lSNAR's edu-
cation and capacity building 
division. 

"Agricultural sc ience can be a bit 
of an 'ivory tower' at times," she 
says. Too often, researchers develop 
theories without a lot of thought to 
the pract ical side of farming, she 
says. "This will help researchers be 
accountable to the social environ-
ments in which their theories are be-
ing applied. The programs we 
develop wiU be based on real-world 
need." 

Bennett and Hambly Odame say 
U of G was chosen for the pilot proj -
ect because of its rep utation for hav-
ing the best international agricul-
tural education and extension re-
search group in Canada. It's hoped 
this pilot program in Ghana, Uganda 
and Cameroon will eventually be ex-
panded to other African countries. 

U of G and its partners applied 
for and won a $150,000 grant to fi-
nance the three-year project from 
the Canadian In ternational Devel -
opment Agency's CGIAR-Canada 
Linkage Fund. 

The program is st ill in the devel-
opment stage, says Prof Doug 
Pletsch, director of the School of Ru-
ral Extension Studies, but it will be 
based on successful extension mod-
els Guelph has already developed, 
such as its distance programs in 
Egypt, Cameroon and Russia. In ad-
dition, U of G and its partners will 

work with local broadcasters in the 
targeted countries, holding training 
workshops on subjects such as script 
writing, accessing information on 
the Internet and adapting informa-
tion for radio. The project will also 
involve the Office of Research and 
student writers in the SPARK pro-
gram. 

"This will give us the opportu-
nity to learn new lessons and create 
new material," Pletsch says. 

Another cruoial component is 
the vital experience graduate stu-
dents will gain in developing exten-
sion programs for remote rural 
areas, he says. 

"All of this will directly benefit 
the University by giving our stu-
dents and faculty the opportunity to 
increase their e>..-posure to other cul-
tures and ways of doing things. This 
helps broaden their horizons, and 
they can bring those experiences 
back to the classroom, adding a 
richness to their teaching and re-
search." 

Prof. Jim Shute, director ofOIP, 
notes that this is the first link U of G 
has had with ISNAR. 

"Although we've had previous 
awards in this linkage program with 
other CGIAR centres, this award 
broadens both our experience and 
our reputation with the largest agri-
cultural research network in the 
world and is very good for the Uni-
versity." 

BY LORI BONA H UNT 
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Honorary Degree Recipient Invented Yukon Gold 

RENOWNED POTATO BREEDER Gary 
Johnston, who rece ived an honor-
ary degree from U of G in June. died 
Oct. 9 at the age of 84. 

A B.Sc. and M.Sc. graduate of 
OAC, he was a research sc ientist 
with Agriculture Canada before be-
ing seconded to U of G in 1953. 
One of his mos! widely recognized 
cono·ibutions was the invention of 
the Yukon Gold potato. The variety 

was released 20 years ago, and many 
potato breeders in North America 
and Eu.rope use the Yukon Gold as 
a standard they must meet for suc-
cessful introduction of new yeUow-
tleshed varieties. 

ln addition to the Yukon Gold, 
Mr. Jo hnston was involved in the 
introduction of a number of other 
registered variet ies that have been 
used in commercial production, in-

eluding the Red Gold, Rose Gold, 
OAC Temagarni Trent and Simcoe. 
'Even after retiring from U of G in 
1980, he remained active in breed-
ing new potato cultivars. 

Predeceased by his wife and a 
son, Mr. Johnston is survived by 
four children, Maureen Drescher of 
Human Resources, Gary, Wayne 
and Bob; nine grandchildren; and 
eigh1 great~grandohildren. 
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FEDERAL MINI-BUDGET 
SUPPORTS RESEARCH 
The federal government's 
Oct. 18 mini-budget in-
cluded funding for research 
and a.tax break for students. 
The Canada Foundation (or 
Innovation will receive an 
additional $500 million -
$~00 million to help fund 
the operating costs of 
research infrastructure and 
$100 million for interna-
tional scientific illitiatives. 
The Social Sciences and 
Hwnanities Research 

Council will receive an additiona:l 
$ 100 million over five year.s for 
research focused on the new econ-
omy. Education tax credits for stu-
dents will double to $400 a month 
for full- time students and $120 a 
month for part-time students. 

GOLF GRYPHONS CAPTURE 
PROVINCIAL CHAMPIONSHIP 
U of G's men's golf team <"aptured 
the OUAA team championship this 
month in London. The Gryphons 
defeated Wilfrid Laurier by one 
stroke in the two-day final. Team 
m ember Oliver Tubb shot a two 
under par 70 in the final round to 
win the individual championship. 
Other team members are Jeff 
Cunningham, Mike Kearns, Lucas 
Peltonan and Ryan Kahro. They are 
coached by Doug Percival and 
assistant Mike Contini. 

COLLOQUIUM TO FOCUS 
ON CULTURAL MEMORY 
The Centre for Cultural Studies 
will hold a one-day colloquium on 
"Cultural Memory: Communities, 
Violence, Justice" Nov. 10 from 
9:45 a.m. to 5 p,m. in the Whipple-
tree. Keynote speakers are Sandra 
Richards, chair of African Ameri-
can studies at Northwestern Uni-
ver.sity, who will disvuss «snap-
shots of The Great Homecoming: 
Memorializing the Slave Trade in 
Ghana," and Roger Simon of the 
Ontario Institute for Studies in 
Education, who will present "The 
Touch of the Past: The Pedagogical 
Significance of Public Memory." 
The day will also feature a presenta-
tion by meruber-s of Guelph's Cul-
tural Memory Project and will end 
with a round-table discussion. 

RAITHBY LECTURE NOV. 8 
The 2000 Raithby Memorial Lec-
ture will be held Nov. 8 at 12:IO 
p.m. in Room 1714 of the OVC 
Learning Centre. Elliot Entis, presi-
dent of N'fJ Protein Ltd. and Aqua 
Bounty Farms of Maine, will dis-
cuss "A Salmon's Tale: Commer-
cializing Gene-Modified Fish." The 
lecture is sponsored by the Raithby 
Memorial Fund and U of G's 
Aquaculture Centre. 

sB"-CENTURY STUDIES 
FOCUS OF TALKS 

CFIA Regulatory Chair Named 
Guelph grad's experience a good fit for new position 

President Mordechai Rozanski, left, and CFIA president Ron Doering welcome Joan Wakeman to her new 
appointment as CFIA regulatory chair at u of G. PHOTO BY MARTIN SCHWALBE 

JOAN WAKEMAN has been 
appointed the first Canadian 

Food Inspection Agency (CFIA) 
regulatory chair with the U of 
G-based Canadian 1nstitute for Food 
Inspection and Regulation (CIFIR). 

Wakeman's chair duties will in-
clude providing the CIPIR with lead-
ership and direction on significant 
regulatory issues, managing research 
and policy projects of joint interest to 
the CFlA and CIFlR, lecturing on 
regulatory issues at U of G, and men-
toring Guelph students who are 
thinking of a career in the regulatory 
field. 

"I'm excited by the opportunity 
and glad to be in a university set-
ting," says Wakeman, who graduated 
from Guelph with a B.Sc. in microbi-
ology in 1978. "I have a background 
in training and facilitation and am 
currently doing a master's degree in 
education, so I think this will pro-
duce a good fit in terms of interac-
tion with students and seeing how 
the curriculum in various programs 
interfaces with som e of the emerging 
needs of the CFLA. On a nostalgic 
note, I have such fond memories 
from my time here as an undergrad 
and just marvel at the growth on the 
campus since I was here. Guelph is a 
hub for agri-food research and 
teaching in Canada, which is why the 
CFlA is here." 

The GIFIR is a unique Canadian 
research, regulatory and educational 
program in food-safety regulation 
and animal and plant health that was 
established through the partnership 
of the CFIAand U ofG. Las' January, 
U of G president Mordechai Rozan-
ski and CFlA president Ron Doering 
formally announced the signing of 
an agreement between the rwo or-
ganizations establishing the CIFIR. 

"I!m very pleased to have Joan 
join us here at the University," says 
CIFIR interim director Jim Pettit. 
''It's another step towards develop-
ing a close working relationship with 
the CPIA in education, training and 
research-related programs." 

Institute for Food Safety, incorpo-
rates a number of initiatives, includ-
ing: 

a joint research committee that 
identifies research priorities and 
potential collaborative projects, 
and works to secure research and 
development funding from pri-
vate- and public-sector sources; 
support for the OVC leadership 
program; 

• the CFIA regulatory chair; 
annual employment of up to 30 
students interested in pursuing 
work-term employment with the 
CFIA through U of G's co-
operative education program; 
three three-year assistantships for 
students in biotechnology: and 
support for the University's 
SP ARK student \'lriting program. 
"The purpose of the regulatory 

chair is to have in place a personal 
connection between the CFIA and 
the University of Guelph and a posi-
tion that will actively manage that re-
lationship,'' says Bob Clarke, CFIA 
executive director of laboratories. 'jlt 
will also help the CFIA further re-
search and policy development, opti-
mize our use of science, renew our 
existing staff and help us recruit new 
staff through our interaction with 
students at Guelph." 

At U of G, Wakeman will guest 
lecture on food safety, food control 
and food emergency response. She 
sees one of her roles as raising the 
CFlA's visibility on campus, with a 
view to eventually recruiting more 
high-quality graduates to the agency 

"The initiatives we have under 
way - support for the ave leader-
ship program, co-op students, 
SPARK students, internships and as-
sistantships - are all opportunities 
for us to provide a positive experi-
ence and showcase the rewarding ca-
reers with the CFIA." 

veloped food-safety audits for Agri-
culture and Agri-Food Canada 
(MFC) programs~ as well as na-
tional inspection and raring stan-
dards for some foods. She also 
developed training programs for 
audit, inspection and quality assur-
ance programs. 

In 1996, Wakeman became area 
food project officer, firs I with AAFC 
and then with the CHA. Based in 
Hamilton, she managed higb-
visibility issues, provided technical 
advice and guidance on domestic 
and imported foods, and served as a 
team leader on the food-safety en-
hancement team. Since then, she has 
also served as food-safety and recall 
officer and as a program specialist 
with the CFlA's food-safety and in-
vestigative program. 

"The appointment of Joan 
Wakeman marks an important step 
in the growth of the CIF!R and will 
enhance the already strong relation-
ship benveen the CFIA and the Uni-
versity," says Prof. Larry Milligan, 
vice-president (research). "Faculty, 
staff and students involved in food 
safety and regulation will benefit 
from Joan's expertise and experience 
in the field, and through her pres-
ence on campus, we fully expect to 
capitalize on many of the potential 
synergies in research and teaching 
that would further the mission of the 
institute." 

Chair appointees will serve one 
year in their position. "T his allows 
us to expose a range of CFIA profes-
sionals to the University, where they 
can upgrade skills and exchange ex-
pertise and experience with special-
ist faculty they might not otherwise 
meet, as well as teach and mentor 
students on the regulatory environ-
ment and profession," says Clarke. 

Wakeman says she's excited 
about tackling a brand-new position 
because it offers an opportunity to 
start from the ground up. 

"The great thing is, I've been 
given direction to be as creative as 
possible in developing this position 
and the links between the CFIA and 
the University." 

ENGINEERING PROF SELECTED 
FOR LEADERSHIP CONFERENCE 
Prof. Valerie Davidson, Engineer-
ing, was one of 40 women selected 
from more than 200 applicants 
across North America to attend the 
fi rst Women's Engineering Leader-
ship Conference this month in 
Colorado. Sponsored by the 
National Science Foundation, the 
Gordon-style conference was 
designed _ to familiarize high-
achieving mid-career female aca-
demics with leader.ship roles rang-
ing from department chair to uni-
versity president. The conference 
speakers, all women, addressed top-
ics such as building appropriate 
career paths, strategic planning and 
methods for implementing neces-
sary change. Participants had an 
opportunity to discuss academic 
leade.rship and strategies to bring 
more women to leadership roles. 

RESEARCHERS TO SPEAK 
AT GEOLOGICAL MEETINGS 
Two U ofG researchers will present 
papers at the I 12th armual meeting 
of the GeologicaJ Society of America 
next month in Reno. Nevada. Prof. 
Michael Brook.field, Land Resource 
Science, will discuss " Problems in 
Interpreting Ancienl Loess-Fed 
Sedimentary Basins: Examples 
From the Sherwood Sandstone 
Group (Lower Triassic} of the Sol-
way Basin, U.K." Susan Glasauer, a 
post-doctoral fellow in the Depart· 
ment of Microbiology, will present 
a Qa"QCC co-au\hotc.d w\th techn.\.-
cian Sean Langley and Pro[ Terry 
Beveridge on "Sorption of Fine-
Grained Fe(hydr)oxides to the 
Outer Membrane of Shewanella 
PutrefaGiences." 

PROF SERVES ON CIHR PANEL 
Prof. Mark Baker of the depart-
ments of Pathobiology and Molecu-
lar Biology and Genetics has been 
asked to serve as a member of the 
review panel for operating grants in 
the "New Investigator B" awards 
committee of the Canadio.n Insti-
tutes of Health Research. Hjs term 
runs until June 30, 200 I. 

VP GIVES TALK ON ETHICS 
Prof. Maureen Mancuso, associate 
vice-president (academic), gave a 
presentation on "Implementing 
Ethics Programs" at the Ethics in 
the New Millennium conference in 
Ottawa. The conference was 
sponsored by the International 
Institute for Public Ethics. Mancuso 
was part of a plenary panel whose 
members discussed their experi-
ences of ethics programs in several 
jurisdictions. She spoke on public 
attitudes in Canada about ethics 
and government. 

RIDING TO SUCCESS 
Prof. Meg Thorburn, Population 
Medicine, recently captured second 
place in t\YO Canadian Motorcycle 
Association off-road competition:. 
- the national Hare Scrambles 
series and the Enduro series. 
Thorburn rides for Suzuki Canada 
and is lhe first woman in Canada to 
receive factory sponsorship for 
off'-road rJcing. 

The School of Literatures and Per-
formance Studies in English and 
the Department of History are 
sponsoring "Scenes of Desire and 
Exchange: An Lnterdisciplinary 
Colloquium on 18th-Century 
Studies" Nov. 3 from 1to5:30 p.m. 
in lower Massey Hall. 

The institute, localed at 43 
McGilvray St. ne.'<t to OVC and co-

~----------~ housed with the Canadian Research 

Wakeman began her career as a 
bacteriologist in the private sector 
before moving to Health Canada in 
1980. For 10 years, she served as a 
food and drug inspector with the de-
partment's health protection branch. 
Later. still at Health Canada, she de- BY ALEXANDER WOOLEY L-------------' 
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Let's Walk the Talk 
Community volunteer challenges U of G to dig deeper for the United Way 

EACH DAY ON THE JOB, we help 
the University of Guelph in its 

efforts to improve the quality oflife 
of Canadians. We do it by providing 
educational opportunities, con-
ducting research and adding 
reasoned debate to the issues that 
affect our lives. 

Each fall, the United Way chal-
lenges us to make that same effort 
on an individual basis, to dig into 
our own pockets and support local 
programs that improve the Jives of 
people who live in our own com-
munities and neighbourhoods. 

RETIRED FACULTY HONOURED 

Janet Allen d idn' t use those ex-
act words, but when she spoke to a 
group of United Way volunteers on 
campus Oct. 19, she was issuing the 
same challenge. She works with 
Change Now, a youth drop-in cen-
tre located in a basement storefront 
in downtown Guelph. The centre is 
a drug- and alcohol-free meeting 
place for young people who may be 
homeless, hungry and emotionally 
lost from other means of support. 

U of G honoured two retired faculty members at convocation this 
month by bestowing University professor emeritus status on Prof. 
Ronald Harris, Environmental Biology, left, and Prof. Richard Protz, 
Land Resource Science. They were honoured at the Oct. 17 ceremony 
for graduates of the Ontario Agricultural College. 

Allen said the centre welcomes 
up to 14 new people each month-
young people aged 13 to 24. Some 
come to play pool or cards, 
scrounge something to eat or sleep 
through the day while Change Now 

PHOTO BY MARTIN SCHWALBE 
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is open. She said many homeless 
youth - and there are dozens in 
Guelph - are too frightened to ac-
tually sleep while on the street at 
night. Other teens visit Change 
Now looking for someone to care 
about them and help solve a prob-
lem. 

United Way Community Serv-
ices in Guelph and Wellington pro-
vides the only consistent financial 
support that Change Now receives. 
"Anything you can do to support 
the United Way will help us," Allen 
said. 

She recognizes that Change Now 
is only one of 44 local agencies that 
rely on United Way funding. The 
community goal this year has been 
increased to $2 million because the 
need is growing. Campaign director 
Allison Haskins-Brown says the 
number of agencies requesting sup-

port is up 25 per cent over last year. 
The U of G United Way campaign 

hopes to raise I 0 per cent of the com-
munity total. Nicolea Riley, a third-
year student working to tabulate 
United Way giving, says there's still 
$52,000 to go before the cam paign 
closes Nov. 30. 

U of G campaign co-c;hairs Karen 
Reimer, manager of Co-operative 
Education Services, and Richard Free-
man, director of the Department of 
Athletics, have reinforced the need for 
campus-wide participation and the 
ease of using payroll deduction. They 
say there are lots of good reasons to 
support the United Way, including the 
fun of participating and incentive 
prizes. Eighr people have already won 
prizes, but there's still time to qualify 
for the nvo remaining incentive draws 
Nov. 2 and 16. 

Everyone is also welcom e to par-
ticipate in a variety of departmental 
events, such as the Human Resources 
penny table scheduled for Nov. 9 from 
10 a.m. to 3 p.m. on Level S of the Uni-
versity Centre. 

On Oct. 26, staff at M&T Insta-
Print will hold a bake sale and raffle 
from 11 a.m. to 2 p.m. in the Univer-
sity Centre courtyard. 

BY MARY DICK/ESON 

'Offer available on new bookings only be1ween August 26 and December 2.2000 Travel ~ must be made al any Atnefioan Express Travel Agency In Canada Final paymem must be made on or be lore December 2, 
2000. Travallers Cheques Wiii be \ssued at the time of 111\8.1 paym!lnt Umt Of one ofter per booking up to a ma>dmumd S200 Cdn Otter no1. valld onsell-ol'fg or with any oth« offer or discounts Not valid at American Express 
Business Travel cenues Certain other condiOons apply. Cal lor delal\'9 •• Exciud:!~ taxes ®: used under license tr om Ameocan ~ COfllNUlY Copyr1Qtlt 0: Amex Bank Of Cen&da, 2000. ON REG 11259996 SC REG 
12419-4 

ROYAL CITY TRAVEL .Ill ROYAL PLAZA IO Pm.tey S<., Unit 8 G•olph 
Ont Reg. 602716341 

ter!1•• 763-3"20 
to make your '6ool<ing! 

AT GUELPH If OCTOBER 25, 2000 



Guelph's Musical History Steers a New Course 
Students learn about local performers, instrument makers and· musicians from El and early 2dh centuries 

FORGET BACH, Beethoven and the 
other European masters - at 

least for a semester. Have yo u hea rd 
of Guelph's Royal Opera House? 
What do you know of forme r 
Guelph bandmaster William Philp? 

Under a one-time research proj-
ect course being offered by the 
School of Fine Art and Mus ic this 
fall, senior undergraduate students 
are learning about aspects of 
Guelph 's mus ical history, including 
performers, instrument makers and 
musicians from the 19"' and early 20"' 
centuries. 

"Often, students are intimidated 
about talking about the musica l 
canon because so many soholars 
have already studied it," says Prof. 
Mary Cyr, d irector of the School of 
Fine Art and Music. " In this case, 
students quickly see that they do 
have something to bring to it." 

Unlike masterworks courses 
based on works and composers lo-
cated an ocean and several centuries 

away, "Music in Guelph's Past" of-
fers students a look at primary mate-
rials, including instruments, scores 
and photographs, says Cyr. "It's a 
chance to look at it fo r the first time 
and exercise some critical judg-
ment." 

Much of that material came from 
her own investigation earli er this 
year of archives in the University and 
public Libraries. She also found early 
musical documents and photo-
graphs at the Guelph Civic Museum 
that have yet to be studied. 

"I was kind of excited when I saw 
the collection because quite a few of 
the items were from before 1900," 
she says. "I was surprised with that 
depth or really old materi al. " 

Using material dating mostly 
from about 1860 to 19301 Cyr de-
vised four course topics: 

The Bell piano and organ factory. 
Established in 1865, this factory 
remained in business in Guelph 
into the early 1900s. At the Wei-
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lington County Museum and Ar-
chives in Fergus, Cyr found a 1910 
copy of an instructional book for 
playing a Bell organ. (U ntil the 
end of this year, the museum has 
an exhibition on music in Wel-
lington County, including musi-
cal instruments made during the 
1800s in the Guelph area.) 
Church music in Guelph. "I was 
surprised at the number of instru-
ments used in church," says Cyr. 
"I had assumed that in the early 
days, there would only be the or-
gan or the piano. But quite sur-
prisingly, stringed instruments or 
a small orchestra were used quite 
regularly." 
City bands and band leader 
William Philp. Besides leading 
bands in Waterloo and Elmira, 
Philp directed the Guelph Musical 
Society Band, which began as a 
city band in 1880 and was re-
named in 1898. Guelph's Bands 
a11d Musicians, published in 1996, 

lists 40 to 50 bands and ensembles 
that were based here at various 
times. 
The Royal Opera House. "This is a 
subject near and dear to my 
hea rt," says Cyr. who studies 17"'-
and l81h-century opera and 
French voca l music. "I like the 
idea that Guelph, in addition to a 
musical culture centred around 
church, had its own opera house." 
Located across from the 

Wellington Hotel, the Royal Opera 
House opened in 1894 and featured 
such performances as Romeo rmd }11-
liet and Gilbert and SuJlivan 's The 
Mikado. The building became the 
Capitol Theatre in 1923 and was de-
molished 30 yea rs later, according to 
an account in the book Guelpli and 
Its Spring Festival, published in 1992. 

G11elph and Its Spri11g Festival, 
which was edited by fo rmer U of G 
drama professor and associa te vice-
president Leonard Conolly and 
Guelph writer and violinist (and U 

of G history graduate) Gloria Dent, 
serves as the text for the new course. 

Cyr says she's not aware or many 
university music courses based on 
local musical lore. "I enjoy doing 
things related to the locale that rm 

Under an undergraduate research 
assistantship, she hired Cynthia 
Ryde, a music graduate now studying 
art history, to help prepare materials 
for the new course. 

''Music in Guelph 's Past" is part 
or a series or one- time project 
courses offered by music professors 
in rotation. Several years ago, for ex-
ample, Cyr's students took a semes-
ter to compile a catalogue of the 
musical instruments in U or G's 
Coleman Collection. 

Guelph residents with sto ries or 
items to share from local musical·his-
tory are invited to call Cyr at Ext. 
8452 or to send e-mail to mcyr@arts. 
uoguelph.ca. 

BY ANDREW VOWLES 

TOWN HALL MEETING 
As part of the University's ongoing planning 

process for enrolment growth with quality, a town hall 

meeting to update the community on the Sciences and 

Advanced Learning and Training (SALT) facilities will be 

held Nov. 8 from 4:30 to 5:30 p.m. Location to be 

announced. Check the U of G Web site and 

posters to be distributed across campus. 
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NS I GH T 

HIGHER EDUCATION 
AND THE PUBLIC GOOD 

"Given the exponential growth of corporate globalization, 

it's time for us to ask what kind of universities we want." 

Editor's note: Jennifer Sumner, a staff member in the 
School of Rural Extension Studies and PhD candidate 
in the rural studies program, was awarded the 
2000/2001 Beverley Jackson Fellowship by the Cana-
dian Federation of University Women at its annual 
general meeting held at U of G in August. The follow-
ing is a talk presented by Sumner at the meeting. PUBLICLY FUNDED EDUCATION in this country, 

like health care, is being privatized. Th is 
priva tization is all part of the agenda of 
globaJization, particu larly what I call corpora te 

globa lization, which includes the transformat io n of the 
public sector into profit-making opportunities for 
transnational corporations. The effects of corporate 
globalization are seen everyw·here in this country: the 
widening gap beh\leen rich and poor; chronic permanent 
unemplo)'ment and under- employment; the beginnings 
of two-tiered health care; and an increasingly defunded 
higher-education system. 

O ne of the groups that promotes the privatization of 
higher education is the World Bank, and its philosophy is 
that education today must serve the needs of the global 
market, not the needs of society or community. lt makes 
\oans to many countries only if they privatize their educa-
tion systems. To ca rry out the privatization process, the 
Wo rld Bank advocates moving the higher-education cost 
burden from taxpayers to parents and students, which 
translates as full -freight tuition with no grants and no 
scholarships to hampe r pure commodification. Those 
who can pay will; those who cannot must do without or 
borrow from the banks, which inaugurates them into a lifetime 
of indebtedness. 

What would privatized higher education look like? Cer-
tainly not like the educa tion we've all known. 

The role of higher education would change under privatiza-
tion. Its function would be simply to serve the global market. 
The role of faculty would also be clear: they would prepare and 
'skill-train ' all of us to participate in and be loyal to the global 
market. 

The funding of higher education would change under priva-
tization. It would no longer be the duty of the state to subsidize 
higher education. Students as consumers wouJd pay the full 
price to buy educational products. 

The governance of higher educatjon would change under 
privatization. All decision making wouJd be guided by market 
demands. No other interests would prevail . Certainly not the 
public interest. 

Access to higher education wouJd change under privatiza-
tio n. Access would be restricted to those who could pay the 
full-fre igh t tujtion. The educati onal needs o f people who 
couldn 't pay would be ignored. 

BY JENNIFER SUMNER 

The curriculum of higher education would change under 
privatization. It would be limited to subjects that are relevant to 
the global market. We are already seeing this happen, with sci-
ence, mathematics and computer courses being funded over 
the arts and social sciences - subjects, I might add, that have 
historically appealed to women most of all. Education would 
turn into training as more and more corporations became busi-
ness partners with universities. Courses would turn into vehi-
cles for corporate advertising. Course content would pander to 
anyone who could pay for it; course materia1s would be covered 
'vith corporate logos. 

The teaching of higher education would change under pri-
vatization. Professors would become more like entrepreneurial 
technicians who simply promote the global market. And as 
higher education became more consumer-oriented, would the 
customer always be right? 

Learning in higher education would change under privatiza-
tion. It would narrow down to what was of interest to the global 
market, with no critical or transformative potential. Critical 
thinking would not be allowed. Instead, "learning for earning'' 
would be the kind of learning in privatized higher education, 

with an emphasis on professionalization and credenti-
alization. Lifelong learning would become lifelo ng adap-
tation to the needs of the global market. 

Technology in higher education would change under 
privatization. Instead of being a complement to the 
teaching process, it would take over the classroom . A 
computer is less expensive than a pro fessor. 

And finally, the outcomes for higher education 
would change under privatization. The quality o f educa-
tion would give way to sheer quantity. The only knowl-
edge that would be recognized would be knowledge that 
could be privatized, commodified and sold in the global 
market, eliminating the free exchange of knowledge that 
has up to now characterized the university. And follow-
ing Paulo Freire's banking model of educatio n, that 
knowledge product would be deposited in the heads o f 
students who could afford to pay for it. There would be 
no place fo r the kind of gro up learning and knowledge 
building that many women prefer. 

What would be the effects of such a privatized higher 
education on Canadian society? It's hard to imagine, but 
I do know that a weU-educated population is tolerant, 
open and democratic. I don't' think this could be said of a 
population raised on the values of a privatized , for-
profit educat ion system. 

Given the exponential growth of corporate globaliza-
tion , it's time for us to ask what kind of universities we 
want. Noam Chomsky says the answer to such a ques-
tion comes down to values. He asks: 

"Do we want universities to be places where people 
come to grips with lmman affairs, aultural tradition and 

the problems that people face? Do we want them to be a place for 
advancing and understanding society? Do we want tl1em to be a 
place for creative work? Or do we simply want students to be ser-
vants of private power? 

Is it time for us to ask: Does our society value an educated 
population? Does it value education for its own sake? Does it 
value education that promotes the public good, which has 
no thing in common with corporate goals? Or does our sociecy 
simply value money, so that everything we do, including higher 
education, merely becomes a vehicle for making money? 

I believe that, in the best of situations, universities work for 
the public good, which is completely different than, and even 
antithetical to, the cor;porate good. 

I believe in working for the public good, despite the fact that 
some people argue that what's good for business is good for the 
country, and despite the fact> that the public service is constantly 
maligned as part of the corporate drive to privatize it. 

And I believe that universities are one of the few places in so· 
ciety where a person can still work for the public good. Who will 
work for the pubJjc good when universities are privatized? 

Animal Welfare Focus of Presant Lecture Nov. 8 
MARTIN POTTER, head of the 

farm animal department of 
the Royal Society for the Prevention 
of Cruelty to Animals (RSPCA), will 
deliver the F.W. Presant Memorial 
Lecture Nov. 8. 

Sponsored by the Colonel K.L. 
Campbell Centre for the Study of 
Animal Welfare and the OAC 
Alumni Foundation, the talk will fo-
cus on "The Power of Public Senti-

ment: How Animal Welfare 
Concerns Have Changed Animal 
Agriculture in the United Kingdom" 
at 7:30 p.m. in the conference centre 
of the Government of Ontario build-
ing on Stone Road. The lecture is 
free and open to the public. 

Potter will also give guest lectures 
in various undergraduate classes 
during the week of Nov. 6. He will 
meet with students and faculty from 

OVC and OAC and with officials 
from the O ntario Ministry of Agri-
culture, Food and Rural Affairs. 

Before joining the RSPCA 13 
years ago, Potter did research at the 
University of Reading on the welfare 
and behaviour of dairy cows, pigs 
and poultry. He also worked for the 
U.K. Ministry of Agriculture, Fisher-
ies and Food. He has represented 
European welfare organizations in 
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discussions at the Council of Europe 
and with the European Commis-
sion, and has served on the U.K. 
Farm Animal Welfa re Council, an 
independent advisory body to the 
government. 

The Presant lectureship is named 
in memory of Fred Presant, a 1923 
OAC graduate who was a pioneer of 
the modern livestock and poultry 
feed industry. At U ofG, he served as 

chair of the OAC Advisory Board and 
chair of the Board of Regents of the 
Federated Colleges . He is a fellow of 
the University, was named Alumnus 
of Honour by the U o f G Alumni As-
sociation and was awarded the OAC 
Centennial Medal. 

The OAC Alumni Foundation 
supports the lectureship \vith funds 
raised by the family and friends of 
Presant. 
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The University of Guelph human rights policy and pro-
cedures are supplemental to and do not replace indi-

vidual or group rights or responsibilities arising from the 
Ontario Human Rights Code. 

I. The Human Rights Policy 
1. Foundation Statement 
The University of Guelph is committed to a campus free 

of discrimination and harassment and is dedicated to the 
highest standards of human equality and academic free-
dom. The University actively endorses these standards at 
every level of the institution and in all aspects of student, 
faculty and staff life while individuals or groups are acting 
in a capacity defined by their relatio nship with the 
Unjversity. 

2. The Legislative Context 

Ontario Human Rights Code 
The Supreme Court of Canada has stated that the provi-

sions of human rights codes bind universities. The Su-
preme Court has also stated that human rights laws are un-
like ordinary Jaws and that they are "quasi-constitutional" 
in nature. The Ontario Human Rights Code exists to pre-
vent discrimination and harassment and, through its spe-
cial programs provisions, to promote proactive steps to 
end such practices. In addition, human rights case law pro-
hibits the creation and/or fostering of negative or poisoned 
environments that threaten basic human rights. 

3. Statement of Commitment 
The University of Guelph is committed to maintaining a 

working, learning and University residential environment 
that values: 
• each and every student and employee; 
• learning, University residential and working environ-

ments that are safe, positive, respectful and conducive to 
the pursuit of excellence; 

• equity, innovation, accountability and accessibility; 
• the existence of a collegial governance structure; 

• meeting its obligations under the equality rights provi-
sions of the Charter of Rights and Freedoms and the On-
tario Hum an Rights Code; 

• the uniqueness and diversity of our students, employ-
ees, families and community; and 

• a partnership of students, employees, families and com-
munity. 

These values are consistent with an educational institu-
tion that actively supports human rights. As such, viola-
tions of human rights will not be tolerated. Discrimination 
and harassment based on grounds prohibited by the On-
tario Human Rights Code devalue and taint the working, 
learning or University residential environment and erode 
our values and the integrity of our organization. Such be-
haviour must be addressed not only for its cost in individ-
ual human terms, but also for its cost to our social, eco-
nomic and civic future. 

The University of Guelph recognizes that discrimination 
and harassment are learned behaviours, not natural or in-
stinctive impulses. As such, discrimination and harassment 
can be eliminated, and the ideal ofa fair and equitable uni-
versity can be achieved. The University is committed to the 
development and implementation of measures designed to 
eliminate or reduce the disadvantages caused by discrimi-
nation. Within the bounds of academic freedom, the Uni-
ver.sity's curriculum, employment equity and human re-
sources policies must reflect this commitment. 

The policy embodied in this document reinforces the 
University's commitment by providing descriptions of dis-
crimination and harassment on human rights grounds and 
their effects, and establishing procedures for responding to 
violations when they occur. The purpose of this policy is to 
prevent discrimination and harassment through greater 
awareness of and responsiveness to their deleterious ef-
fects, and lo ensure that occurrences are dealt with expedi-
tiously and effectively through consistently applied policy 
and procedures. Human rights policy, procedure and prac-
tice are an evolving area, and the University of Guelph 
wishes to remain at the forefront of these developments. 
Accordingly, this policy and these procedures will be re-
viewed every three years after their initial date of operation. 

4. Academic Freedom 
and Human Rights 

Academic freedom - the right to examine, question, 
teach and learn freely - is a basic tenet of university life. 
The practice of academic freedom is supported by the pro-
visions of the Canadian Charter of Rights and Freedoms, 
which guarantees everyone freedom of thought, belief, 
opinion and expression. The University of Guelph believes 
the ability to investigate, speculate, comment and criticize 
without deference to prescribed doctrine or authority is a 
precious freedom that must be protected and nurtured at 
all times. For the University to main tain its place as a centre 
of excellence and to nurture its environment of creative 
and original research, it is crucial that academic and intel-
lectual independence be strong and secure. 

The University acknowledges that situations arise where 
there is a perceived conflict behveen academic freedom and 
human rights. A violation of either freedom is of grave con-
cern to the institution. With respect to the interplay of hu-
man rights protection and the practice of academic free-
dom, it is the University's position that, regardless of the 
subject matter, discussion of controversial issues in or out 
of the classroom is not a violation of this policy and proce-
dures. Academic freedom entails the right of faculty and 
students to make statements that challenge and may even 
offend the sensibilities, ideas and beliefs of others. On the 
other hand, academic freedom does not entail a right to 
deny equality to or harass individuals on grounds protected 
by the Human Rights Code and this policy. 

5. Ontario Human Rights Code 
to Prevail 

Where the provisions of another policy, procedure or 
practice of the University purport to require or authorize 
conduct that is in contravention of the Ontario Human 
Rights Code, the provisions of the code and its interpreta-
tion in human rights case law shall prevail. 

6. Those Covered by This Policy 
While individuals or groups are acting in a capacity de-

fined by their relationship with the University, this policy 
applies to and covers all University of Guelph administra-
tors, students, employees, Board of Governors and Senate 
members, clients of the University, employee organiza-
tions, attendees, invitees, special-status organizations, vol-
unteers and contractors. 

7. Definition of Discrimination 
and Harassment 

Human rights case law has defined discrimination and 
harassment as the wrongful exercise of power, authority or 
control over others, whether intended or not, based on the 
following grounds: 
• disability (described as "handicap" in the Ontario Hu-

man Rights Code); 
• gender (described as "sex" in the Ontario Human Rights 

Code and including pregnancy); 
• sexual orientation; 
• race; 
• colour; 
• ancestry; 
• place of origin; 
• ethnic origin; 
• gender identity; 
• citizenship; 
• creed (faith); 

• age ( 18 to 64 for the purposes of employment only); 
• marital status; 
• family status; and 
• social condition. 

7 .1 Discrimination 
Discrimination is differential or unequal treatment ac-

corded to an individual or group of individuals based on 
their membership in groups protected under the Ontario 
Human Rights Code and this policy. Discrimination may 
be direct or indirect. Requirements, qualifications or fac-
tors that are neutral on their face may be discriminatory if 
they nevertheless have the effect of preferring, excluding or 
restricting a group of persons who are ident ified by a pro-
tected ground under the code and this policy. 
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Discrimination can also be embedded "systemically'' - that 
is, within the policies and procedures of an organization or a 
society. This "systemic discrimination" perpetuates inequality 
between groups of people and may be difficult to detect. It is 
most easily seen by its effect on its targets-by understanding 
who is being excluded by the "old way of doing things." 

Discriminatory conduct can have the effect of "poisoning the 
environment" of the person who is its target. Poisoned envi-
ronments create unequal and unfaiI conditions of learning, 
employment or accommodation, diminish opportunity and 
create situations for the victims where it is difficult - and 
sometimes impossible - to thrive. Discrimination, whether 
individual or systemic, is shaped by and, in turn, shapes social 
beliefs, stereotypes and assumptions. 

Supervisory staff at the University of Guelph have a duty to 
respond to requests for reasonable accommodation and to 
complaints of discrimination. In cases where the obligation to 
accommodate arises, the failure to provide reasonable accom-
modation will result in discrimination against the person who 
requires the accommodation. 

The Ontario Human Rights Code makes it clear that corpo-
rate liability can result when those with supervisory responsi-
bilities condone (implicitly or explicitly) any discriminatory 
or harassing behaviour of others. 

Reprisals against those who claim discrimination, such as 
threats, intimidation or the denial of opportunity connected 
to any matter covered by this policy, are prohibited under the 
Ontario Human Rights Code and are illegal. 

7.2 Harassment 
Harassment is a form of discrimination based on one or 

more of the prohibited grounds identified in this policy. The 
Ontario Human Rights Code further defines harassment as 
"engaging in a course of vexatious comment or conduct that is 
known or ought reasonably to be known to be unwelcome." 
Harassment can include, for example, verbal or physical 
abuse, jokes, slurs, graffiti, pejorative or demeaning names, 
and ostracism. 

Discrimination based on gender can take the form of harass-
ment, which can include a sexual advance, request for sexual 
favours, or sexual flirtation or banter that is known, or ought 
reasonably to be knO\vn, to be unwanted. Iti is particularly per-
nicious where the solicitation or advance is made by any per-
son in a position to grant, confer or deny a benefit, privilege or 
advancement to another. 

7.3 Negative Environments or Climates 
Under case law interpreting the Ontario Human Rights 

Code, negative environments or climates are created by acts or 
omissions that maintain offensive, hostile or intimidating cli-
mates for individuals or groups based on one or more of the 
prohibited grounds of discrimination. These acts or omissions 
have the effect of '1poisoning" the environment. In this con-
text, discriminatory behaviours of University community 
members, either inside or outside the institution, can have a 
negative effect on the University community, thus poisoning 
the environment for study, work or living. 

A negative working, learning or University residential envi-
ronment is characterized by supervisory acceptance of, or par-
ticipation in, such matters as graffiti or pinups on walls or 
work spaces; language that demeans groups protected by this 
policy; inattention to remedying imbalances in the employ-
ment of designated-group members through implementation 
of the University's employment equity program; and the fail-
ure to review and change policies, practices and procedures 
that' discriminate on any ground prohibited by this policy. 

8. Duties and Responsibilities 
The University expects that all members of its community 

will be positive role models to each other by: 
• not engaging in human rights discrimination or harass-

ment, and not engaging in reprisals against anyone who 
makes or defends a complaint of discrimination or harass-
ment under this policy; 

• addressing occurrences that may constitute discrimination 
and harassment and hate-group activity; 

• providing assistance to those who may be the targets of dis-
crimination and harassment; 

• refraining from making bad-faith complaints; and 
• presuming the innocence of those who face concerns or 

complaints under this policy. 
The University has a duty to maintain an environment free of 

discrimination and harassment for all persons served by it, and 
it must be ever vigilant against anything that might interfere 
with this duty. Quite apart from its general expectations for all 
members of the community, the University's administrators, 



deans and chairs of academic departments, directors and su-
pervisors (referred to hereinafter as "those with supervisory 
responsibilities") have a particular duty to take steps to pre-
vent discrimination and harassment on the grounds cov-
ered by this policy and to support the implementation of the 
policy and procedures. Those with supervisory responsibili-
ties are also encouraged to support, where established, spe-
cial programs designed to eliminate disadvantage caused by 
discrimination. 

The University has an obligation to reasonably accommo-
date the needs of persons with disabilities where those dis-
abilities preclude them from carrying out the essential du-
ties attending the exercise of their right to equal treatment in 
the provision of educational services or employment. The 
University also has an obligation to consider accommoda-
tion plans aimed at providing reasonable accommodation 
where a bona fide and reasonable requirement, factor or 
qualification established by the University has the impact of 
restricting, excluding or preferring a group identified by a 
ground protected under the Ontario Human Rights Code or 
where othenvise required by the code. 

Those with supervisory responsibilities in relation to stu-
dent instruction should ensure that the learning environ-
ment is free from discriminat ion and harassment and 
should speedily respond to breaches of this policy when they 
occur. It is essential that University management practices 
support the values embodied in this policy. Consequently, 
every effort shall be made to ensure that no discriminatory 
barriers exist in the University and that equity exists in em-
ployment policies and practices and in reasonable access to 
programs, resources and faci lities. 

8.1 Particular Duties of Those With 
Supervisory Responsibilities 

Within the scope of their particular authority, those \.vi.th 
supervisory responsibilities have particular duties to pre-
vent and respond to human rights discrimination and har-
assment. These include: 
• with the assistance of the Human Rights and Equity Of-

fice, facilitating the education of faculty, staff and stu-
dents about these poliGies and procedures; 

• with assistance available from the Human Rights and Eq-
uity Office, fac ilitating awareness training among faculty, 
staff and students about equality rights mattersi 

• informing any party who brings a concern or complaint 
of harassment or discrimination to their attention about 
this policy, including the concern and complaint resolu-
tion procedures and about the resources and personnel 
available to assist them; 
speedily invoking the human rights concern resolution 
mechanisms under this policy and these procedures 
whenever warranted; 

• actively supporting the work of the Human Rights and 
Equity Office in the processing and resolution of con-
cerns and complaints, including providing the office 
with any material relevan t to their resolution; 

• working with the Human Rights and Equity Office in 
scheduling training and information sessions for faculty, 
students and staff, 

• working \.vith the Human Rights and Equity Office in the 
collection of data and other information regarding con-
cerns and complaints; 

• setting a good example by not condoning or participating 
in any discrimination or harassment in the workplace, 
learning or University residential environment; 
seeking advice and assistance when necessary from the 
Human Rights and Equity Office; 
affording fair treatment to any party kno'm to be in-
volved in the human rights concern and complaint reso-
lution procedures; 

• \.vi.th the assistance of the Human Rights and Equity Of-
fice, providing support to the complainant and respon-
dent throughout the human rights concern and 
complaint resolution procedures; 

• protecting the complainant and respondent against re-
prisal; and 

• with the assistance of the Human Rights and Equity Of-
fice, implementing resolutions when required. 

9. Human Rights Concerns 
and Complaints 

All those who are included under this policy may raise a 
concern or make a complaint about discrimination and har-
assment as defined by this policy and have access to internal 
complaint procedures offered by the University. It is neces-

sary that those \.vi. th supervisory responsibilities address and 
attempt to resolve disputes in the informal/mediated pro-
cesses outlined in these procedures. ln certain circum-
stances or when requested by a party, it 'vill be necessary to 
invoke fact-finding processes under the complaint proce-
dures. 

10. The Human Rights 
and Equity Office 

The Human Rights and Equity Office reports directly 
through its director to the president of the University of 
Guelph and acts \.vi.th impartial ity in carrying out its man-
date. 

The Human Rights and Equity Office carries the responsi-
bility for: 

• assisting those with supervisory responsibilities in the 
resolution of human rights concerns. The mandate of the 
Human Rights and Equity Office is also to manage the 
fact-finding process in a consistent, timely and fair man-
ner, and othenvise act on any equity- related matters that 
may be referred to the office by the president of the Uni-
versity. 

• communicating the state of human rights at the Univer-
sity to the president of the University and then to the 
University community. In pursuit of this goal, the Hu-
man Rights and Equity Office shall publish an annual re-
port containing both quantitative and qualitative 
information about human rights at the University, and 
the report shall also communicate the Human Rights and 
Equity Office's activities and programs to students, staff 
and the community. 

• bringing to the attention of those in positions of respon-
sibility any apparent gaps or inadequacies in University 
policy, procedures and practices that disc riminate 
against ind ividuals or groups based on prohibited 
grounds. 

• helping those who are involved in the discrimination and 
harassment concern , dispute and complaint resolution 
procedures under this policy to acquire the assistance 
and support of trained personnel. For this purpose, the 
Human Rights and Equity Office shall establish and 
maintain volunteer groups of fact-finders and human 
rights resou(ce persons drawn from the University com-
munity. The roles of both the fact-finders and human 
rights resource persons are provided later in thjs docu-
ment. 

In accordance \.vi.th the above, these functions shall be car-
ried out by: 
• encouraging concerns and complaints to be resolved in-

fo rmally, if possible; 
• ensuring that adequately trained personnel are available 

to assist and represent those involved in the process; 
• training those \.vith supervisory responsibilities about 

their duties under Ontario human rights law and this 
policy and procedures; 

• ensuring that adequately trained personnel are available 
to assist in the alternative dispute resolution processes 
and in fact-finding for complaints; 

• where applicable, involving unions and/or employee as-
sociations in the resolution of concerns, disputes and 
complaints; 

• ensuring that University-wide training is conducted in 
relation to the University's expectations under this pol-
icy; 

• advocating fo r equality rights principles \vi.thin the Uni-
versity; and 

• ongoing monitoring of the resolution of complaints to 
ensure that the appropriate recommendations are con-
sistently implemented. 

II. Procedures for the 
Resolution of Human Rights 
Discrimination and 
Harassment Concerns and 
Complaints 
1. Coverage and Purpose 
of These Procedures 

While individuals or groups are acting in a capacity de-
fined by their relationship with the University, the policy 
and procedures embodied in Human Rights at the Un iversity 
of Guelph apply to and cover all University of Guelph ad-

3 

ministrators, students, employees, Board of Governors and 
Senate members, employee organizations, clients of the 
University, attendees, invitees, special-status organizations, 
volunteers and contractors. 

The procedures explained below accord \.vi.th the preced-
ing policy and provide a mechanism for dealing with human 
rights concerns and complaints. Nothing in the procedures 
denies or limits access to other avenues of redress available 
under the law, such as a complaint to the Ontario Human 
Rights Commission or a union or association grievance. 

The goal of the procedures presented here is to resolve 
concerns and complaints regarding discrimination and har-
assment in a fa ir and satisfactory manner. There are three 
types of processes through which a concern or complaint of 
discrimination or harassment may proceed: the human 
rights concern process, mediation and the complaint pro-
cess (which includes a fact-fi nding). The choice of process 
will be determined by the complainant: and the facts of each 
case as represented in the concern or complaint. 

Translation services shall be provided through the Human 
Rights and Equity Office or the University's Judicial Office, 
should they be needed. 

2. Human Rights Resource Persons 
and Fact-Finders 

The Human Rights and Equity Office shall be responsible 
for seeking volunteers from the University community to 
establish a pool of fact-finders. This group will be trained to 
be impartial third parties during mediation and to assist in 
the resolution of complaints in accordance with the provi-
sions of this procedure. 

The Human Rights and Equity Office shall also be respon-
sib le fo r seeking volunteers fro m the University community 
to establish a pool of human rights resource persons. This 
group will be trained to provide advice to individuals or 
groups who become engaged in these procedures. Human 
rights resource persons wiU be deployed fro m the Human 
Rights and Equity Office to advise disputants during media-
tion and/or to accompany complainants or respondents to 
fact-finding interviews. 

3. Confidentiality 
Those ,.,flth SU\)ervismy n:s\)on~\bi..\\\'u:s en~a~ed \n \m\)\e· 

menting die concern and complaint resolution procedures 
under this policy are req uired to maintain the confidential-
ity of this procedure. This shall include refraining from dis-
cussions or releasing information in any form beyond what 
is contemplated under this policy or is required by law. A 
substantiated improper breach of confidentiality can result 
in disciplinary action. 

This confidentiality requirement does not preclude those 
,..fith supervisory responsibilities from: 
• communicating wi th witnesses and potential \vitnesses, 

with care not to leave tl1e appea rance of having coached 
them; 

• \.vi thin the context of the concern or complaint, commu-
nicating with any other person whom they believe could 
be of assistance; 

• providing information about the concern or complai nt 
to the Human Rights and Equity Office for consultation 
or record-keeping purposes; or 

• reporting information to the appropriate authority at the 
University when it is believed that the health or safety of 
any member of the University community may be at risk 
(e.g., the University's Security Services). 

Parties to a complaint under this policy also have a respon-
sibility to maintain the confidentiality of the concern and 
complaint resolution procedures. Any alleged breach of this 
confidentiality will be addressed by the fact-finding team , 
who \vill determine whether or not the breach was improper 
and will recommend how to proceed to the appropriate per-
son with supervisory responsibilities. 

All correspondence and other documents generated under 
these procedures must be marked "Private and Confiden-
tial." This documentation is to be maintained within these 
confidentiality provisions by the Human Rights and Equity 
Office and those with supervisory responsibilities who han-
dled the complaint. 

4. Duties and Responsibilities 
of Those With Supervisory 
Responsibilities 

Those with supervisory responsib ili ties may become 
aware of discrimination or harassment in the workplace, 
Univers ity residential or learning environment in different 
ways. They may directly observe incidents that they believe 



to constitute discrimination or harassment; they may re-
ce ive allegations from the individual affected, a witness or 
other third party; or they maybe informed of the alleged in-
cidents through the Human Rights and Equity Office. The 
policy and procedures embodied in Human Rights at the 
University of G11elpl1 require that all those who are covered 
by the policy immediately address alleged occurrences of 
discrimination and harassment . 

Those with supervisory responsibilit ies are to remain 
aware of poss ible signs that someone in their area may be 
experiencing harassment or discrimination. These signs 
can include changes in behaviour, reduced productivity, 
inattention to studies, absenteeism, requests fo r transfe rs 
and the presence of rumours. Those with supervisory re-
sponsibilities should carefu lly consider what they can do to 
create the support necessary for someone who may have 
experienced harassment or discrimination to come for-
wa rd and report her/his concerns. Without support) some 
people may be reluctant to report harassment or disc rimi-
nation. 

In aU cases, there is a duty to respond under these proce-
dures as outlined below. There is also a concurrent duty to 
fully inform and advise those who are - and have the po-
tential of becoming- involved in these procedures about 
the policy and procedures and about the resources and per-
sonnel available to assist them. 

If a concern or complaint made under this University 
policy relates to a policy, procedure or practice that alleg-
edly negatively affects the student or employee, the issue is 
not only between two individuals, but is also an institu-
tion aJ issue that the University must address. Such matters 
shouJd be speedily discussed with staff in the Human 
Rights and Equity Office. In general, if doubt exists about 
whether or not a situation constitutes discrimination or 
harassment or about what steps should be taken , the matte r 
should be discussed with staff in the Human Rights and Eq-
uity Office. 

To commence the process under these procedures, those 
with supervisory responsibilities who receive a hun1an 
rights complaint filed as a complaint on the prescribed 
form shall retain a copy and forward the original of the 
complaint to the Human Rights and Equity Office. 

Reprisa ls against individuals because they have partici-
pated in the human rights process by, for example, report-
ing, responding to or providing information about a con-
cern or complaint, are strictly forbidden. Alleged reprisals 
shall be treated as complaints and, if substantiated, are sub-
ject to the same consequences as complaints of discrimina-
tion or harassment. 

5. The Concern and Complaint 
Resolution Process 

Under this policy, a complainant may choose from three 
separate processes for resolving human rights disputes: 
• human rights concerns; 
• mediated resolution; and 

• complaint process. 

Ind ividuals are encouraged to seek a resolution of matters 
through the more informal "human rights concern" proce-
dures provided below, but each type of resolution is valid 
and complete in and of itself. One need not lead to another. 
At any time during the process, however, the parties may 
request mediation and suspend the process in which they 
are currently engaged. In addition, resolution of a concern 
may be stopped and replaced by a complaint process. To 
encourage use of the process, however, any information 
gathered during mediation is not transferable to a com-
plaint. 

University employees who are covered by a collective 
agreement or other policy with the University have an obli-
gation to file grievances within a specific period. In such 
cases, employees may elect to hold the processing of the ir 
grievance in abeyance until such time as their complaint 
under these procedures has been resolved. 

It is understood that a speedy resolution of a dispute may 
prevent both escalation and further negative conse-
quences, while creating or maintaining a healthy learning, 
University residential or workplace environment. 

Statements made in bad fuith by any person who becomes 
engaged in these procedures may !~ad to disciplinary out-
comes. 

Nothing in this procedure precludes the Univer..sity from 
initiating or investigating a situation where the University 
reasonably believes that discrimination or harassment may 
have occurred, even though no person has complained 
about a violation of the University's human rights policy. 

6. Human Rights Concerns 

6.1 Response to Human Rights Concerns by 
Those With Supervisory Responsibilities 

Bringing forward a human rights concern to a person 
with supervisory responsibilities is the most direct and im-
mediate of the processes contemplated under this policy 
and procedures. Articulat ing a human rights concern to 
those with supervisory responsibilities permits them to 
deal with the dispute in a manner that helps the parties de-
velop greater understanding of the issues involved. ln the 
case of a hwnan rights concern alleging harassment or dis-
crimination, this process involves some form of direct 
communica tion between the parties involved - directly 
person to person, by correspondence or by using a tl1ird 
party. Although this method cannot be used in all cases, it is 
very effective when there is willingness on the part of all 
parties to come together to qu ickly resolve an issue. 

In the case of an individual who alleges discrimination 
because of a University or departmental policy, procedure 
or practice or because of the failure of the Unive rsity or a 
department to provide an accommodation, articulating 
human rights concerns to a person with supervisory re-
sponsibility may provide an opportunity for an expeditious 
resolution. 

Taking a human rights concern to a person with supervi-
sory responsibilities is not a precondi tion to mediation or 
to filing a human rights complaint, and an individual or 
group may proceed at any time to mediation or to a human 
rights complaint. 

There are four options that those with supervisory re-
sponsibilities shouJd consider to manage human rights 
concerns. The Hwnan Rights and Equity Office can be con-
sul ted in assessing these options. 

Option I: Discuss human rights concern directly with the 
otlier party. 

Suggest to the person expressing the concern, where ap-
propriate, that she or he approach the person whose behav-
iour gives them cause for concern, making it clear why the 
behaviour gives rise to the concern and that the offending 
behaviour is not acceptable. When this is done, it is impor-
tant that the petson with supervisory responsibilities fo l-
low up with both parties to see whether the encounter was 
successful and that the resolution is one supported by this 
policy and these procedures. 

Option 2: Present human rights concern and infonn otl1er 
party of tl1e University's policy. 

Suggest to the pe rson expressing the concern, where ap-
propriate, that she or he approach the person whose behav-
iour is in question, explain the concerned person 's under-
standing of the University's expectation of appropriate 
behaviour and provide the person whose behaviour is in 
question with a copy of Human Rights at the University of 
Guelph. When this is done, it is important that the person 
with supervisory responsibilities fo llow up with both par-
ties to see whether the encounter was successful and that 
the resolution is one supported by this policy and these 
procedures. 

Option 3: Provide third-party assistance. 
If either party is not comfortable speaking privately with 

the other, a third party who is trained to facilitate the reso-
lution of human rights concerns and who is acceptable to 
both parties may assist. When this is done, it is important 
that the person with supervisory responsibilities follow up 
with both parties to see whether the encounter was success-
ful and that the resolution is one supported by this policy 
and these procedures. 

Option 4: lnfom1 botl1 parties of policy and procedures. 
Inform both parties about the existence of this policy and 

outline for both parties the steps to be fo llowed. When this 
is done it is important that the person with supervisory re-
sponsibilities follow up with both parties to determine how 
they wish to proceed. 

6.2 Important Points for Facilitating Human 
Rights Concerns 

(i) Those \vith supervisory responsibilities managing hu-
man rights concerns on grounds covered by this policy may 
fac ilitate a resolution by helping the person concerned de-
velop a plan of action. This plan may include a variety of 
initiatives, such as the person concerned speaking with or 
writing to the person whose behaviour gives cause for con-
cern. Such communications could include a statement that 
the alleged incident is possibly in violation of University 
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policy and demanding an end to the alleged behaviour. When 
a plan is implemented, those with supervisory responsibilities 
shall fo llow up by monitoring the situation and , if necessary, 
holding meetings (together or separately, as appropriate) with 
both parties. 

(i i)Those involved should be advised to take notes about the 
situation, including when the alleged incident or incidents oc-
curred and who was present. Both parties should be advised 
that correspondence abo ut the matter could become a record 
should the conduct allegedly be repeated. 

(iii)Note that in some cases, it will not be appropriate to pro-
pose to the person concerned that he/she speak privately about 
her/his human rights concerns with the person whose behav-
iour is in question. For example, if concerns have been raised 
about pe rsonaJ safety or intimidation, or if the person con-
cerned believes the situation will escalate as a result of a private 
confro ntation, the person concerned should be supported in 
pursuing other options. Either the person concerned or the 
person whose behaviour is alleged to be unacceptable may seek 
confident ial advice and ass istance from a University human 
rights resource person acceptable to the Human Rights and 
Equity Office in assessing or exercising her/his options. 

(iv) \t\fhen human rights concerns arise, a resolution sup-
ported by a union and/or other employee group is desirable, 
whenever applicable and possible. In such circumstances, 
those with supervisory respo nsibilities shall ensure that there 
has also been compliance with the terms of this policy and 
these procedures. 

7. Mediated Resolution 
Where alleged harassment is the basis of the dispute, media-

tion involves a third party acting as a facilitator in direct com-
munication between the two disputants. Where systemic dis-
crimination or a fa ilure to accommodate a person with a 
disability is alleged, the parties to a mediation may include the 
individual disputing the policy, practice or procedure, as well 
as those with supervisory responsibility in the matter. Media-
tion is not appropriate when onJy one disputant is committed 
to the process. Mediation does not, unless i~ is agreed to by the 
parties, lead to disciplinary outcomes. Any party to a dispute 
may call for a mediated resolution at any time. 

A mediated resolution is not a precondition to filing a com-
plaint, and an individual or group may proceed at any time to a 
compla in t. Where there is al ready a complaint subject' to fact-
finding under these procedures, the parties may agree at any 
time during the fact- finding to hold that process in abeyance 
and seek a resolution through mediation. 

Those,vith supervisory responsibilities shall advise both par-
ties to mediation that information obtained during mediation 
or an attempted settlement arising from the mediation is "off 
the record" or ~'without prejudice" and cannot be introduced 
as evidence in any subsequent fact-finding or hearing. 

Whenever mediation is sought, the Human Rights and Eq-
uity Office shall provide or approve trained mediators who are 
acceptable to both parties. The mediators ,vilJ work on behalf 
of the Human Rights and Equity Office, ensuring that the Uni-
versity becomes a party to the mediation. In any one case, the 
mediator(s) shall be drawn from a workplace, learning or Uni-
versity residential environment other than that of the dispu-
tants. 

Any settlement must be mutually accepted by the parties and 
approved by the H wnan Rights and Equity Office and by those 
with supervisory responsibilities who are responsible for im-
plementing or monitoring the terms of the agreement. Where 
an employee union or other employee group has been in-
volved in the process, their support for the settlement is wel-
comed. 

Meetings required fo r mediation sessions will be scheduled 
by the Human Rights and Equity Office. To avoid additional 
ex:pense or interference with University programs, these meet-
ings should take place as quickly as possible and should bal-
ance convenience for the complainant, the respondent and the 
mediator. 

Mediators cannot be compelled to give evidence in any fu-
ture or concurrent proceeding regarding any information dis-
closed during the mediation process. 

For more information on the mediation process, refer to the 
pamphlet on "mediation available from the Human Rights and 
Equity Office. 

8. The Complaint Process 
The complaint process commences \vi th the submission of a 

written signed and dated complaint. The next step in the pro-
cess will be a fuc t-finding that determines the fucts giving rise 
to the complaint. Ordinarily during this process, the fact-
finding team will interview witnesses. A fact-finding report is 
produced that contains fucts, allegations, responses, findings 



and conclusions. After the report has been written, the appro-
priate University vice-president determines whether the com-
plaint should proceed to a hearing by a disciplinary tribunal, 
judicial committee or staff human rights committee of the 
University. 

8.1 General 
On receiving a complaint, the Human Rights and Equity Of-

fice will establish a fact-finding team, as described later in this 
section. 

Although the fact-finding procedures refer to an individual 
complainant and respondent, the procedures also apply to 
group complaints and group responses. 

Fact-finding teams shall gather evidence in a manner consis-
tent with the ru les of evidence observed by the University of 
Guelph tribunals to which they ultimately report. 

The fact-finding team may decide to suspend any fact-
finding in the event the complaint is amenable to - and the 
parties mutually decide to resort to - mediation. Jn deter-
mining whether a complaint is amenable to mediation, a fact-
finding team will consider factors such as: 

• the Universitfs legal responsibility to provide an environ-
ment free from harassment and discrimination; and 

• whether the matter involves, prima facie, express or im-
plied threats, intimidation or coercion. 

The fact-finding team may decide to postpone, suspend or 
cancel any fact-finding if its continuance would duplicate or 
prejudice another proceeding or bring the administration of 
this policy and procedure into disrepute. In coming to a deci-
sion, the fact-finding team will consider such factors as: 

• the University's legal responsibility to provide an environ-
ment free from harassment and discrimination; 

• the recognition that grievances may be filed simultaneously 
with complaints to comply with negotiated timelines. 
(Should a complainant under these circumstances elect to 
grieve a human rights matter under his/her collective agree-
ment or other policy established with the University rather 
than through this policy and procedures, the University re-
serves the right to continue with its own fact-finding to ad-
dress the matter in compliance with the Ontario Human 
Rights Code); and 

• other legal procedures that may be initiated to protect 
statutor.y i;ights. 

The fact-finding team shall attempt to make all decisions by 
full consensus. Where full consensus is not possible, the fact-
finding team shall vote on the issue and abide by a majority de-
cision. 

The filing of a counter-complaint by a respondent against a 
complainant regarding matters subject to a fact-finding under 
these procedures will not result in a separate fact-finding. The 
allegations raised by the respondent will be addressed within 
the scope of the original fact-finding. 

Anonymous complaints against an individual or group will 
not be accepted as complaints. 

8.2 Timelines for Filing a Complaint 
All complaints must be reported within six months of the 

most recent alleged discriminatory or harassing behaviour, as 
prompt reporting protects the rights of all parties to a com-
plaint.1'his six-month tin1e limit does not apply when the time 
limit has elapsed as a result of a complainant or disputant at-
tempting to resolve the matter either informally or through 
mediation. Further, the time limit may be extended where the 
complainant's delay has occurred in good faith and does not 
prejudice the respondent in defending against the complaint. 

To seek a waiver of the six-month time limit for filing com-
plaints, complainants who are faoulty members or students 
shall seek, through the fact-finding team, the approval of the 
vice-president (finance and administration). To seek a \vaiver 
of the six-month time limit for filing complaints, staff mem-
bers shall seek, through the fact-finding team, the approval of 
the provost and vice-president (academic). 

No timelines under these procedures are in effect until the 
Human Rights and Equity Office receives the completed and 
signed complaint form. 

8.3 Reporting a Complaint 
For a complaint to be made under these procedures, the 

complainant must complete the prescribed complaint form 
(See Appendix B). Usually, the individual affected by the al-
leged discrimination or harassment will file a complaint. 
Complaints _may aJso be made by persons representing the 
complainant or by persons who witnessed the alleged behav-
iour. In all cases, the complaint form shall be fonvarded to the 
Human Rights and Equity Office. 

8.4 Assistance in Preparing a Complaint 
ln the preparation of a complaint, individuals are encour-

aged to seek the assistance of any of these individuals: 

• human rights resource person from a roster maintained by 
the Human Rights and Equity Office; 

warded to a vice-president to whom the dean or staff 
director does not report. If the vice-pres ident in receipt 
of the record determines there is sufficient evidence of a 
breach of this policy and procedures, she/he shall im-
pose whatever outcomes she/he deems appropriate in 
conformity with the provisions outlined below in part 
8.20 below. • union or association representative; 

• representative of a student organization; or 
• employee, colleague, friend or relative. 

8.5 Actions of the Human Rights and Equity 
Office on Receiving a Complaint 

On receiving the 'vritten complaint, the Human Rights and 
Equity Office shall take the following steps: 

(i) Review the complaint to determine if: 
(a) the University has jurisdiction; 
(b) the allegation(s) are based on a prohibited 

ground; 
(c) the most recent alleged incident occurred within 

the past six months; and 
(d) if there are any safety or health concerns that 

require immediate action. 
This may include, for example, determining whether the 

parties need to be separated in their current learning, Univer-
sity residential or working environment. 

(ii)Within two University working days of receipt of the com-
plaint: 

a) notify the appropriate person(s) with supervisory 
responsibilities of the complaint; 

b) notify the complainant in 'vriting of receipt of the 
complaint and include a copy of Human Rights at 
the University of Guelph; and 

c) notify the respondent in writing of receipt of the 
complaint and include a copy of the policy and the 

complaint form with any attachments. 

(iii) Within 10 University working days, obtain a written re-
sponse to the complainant's allegations from the respondent. 

(iv) Communicate the respondent's written response to the 
complainant and within 10 University working days, obtain a 
written reply to the respondent's response. 

(v) Within 10 University working days of receipt of a com-
plaint form, strike a fact -finding team and commence the 
faot-finding process into the complaint on receipt of the com-
plainant's reply in (iv) above. 

8.6 Assistance and Representation for 
Complainants, Respondents and Witnesses 
During the Fact-Finding Process 

Persons who are parties to the fact-finding process may seek 
assistance from any of these individuals and, if desired, be ac-
companied by up to two of these individuals du ring the pro-
cess: 

• a human rights resource person from a roster maintained 
by the Human Rights and Equity Office; 

• a union or association representative; 
• an employee, colleague, friend or relative; or 

• a student. 

8.7 Scheduling Meetings 
Meetings required under these procedures should occur as 

quiok.ly as possible on a balance of convenience for the com-
plainant, the respondent and the Human Rights and Equity 
Office. 

Responsibility for managing the fact-finding process and en-
suring compliance with Human Rights at the University of 
Guelph rests with the Human Rights and Equity Office. 

8.8 Complaints Against Deans, Staff Directors, 
Vice-Presidents, the President of the 
University and Members of the Board 
of Governors 
Deans and staff directors 

Whenever a written complaint has been fi led against a dean 
or staff director, the Human Rights and Equity Office shall es-
tablish a fact-finding team composed of the director of the Hu-
man Rights and Equity Office, the vice-president to whom the 
dean or staff director reports or the vice-president's designate~ 
and one fact-finder. 

The fact-finding team will, in conformity to all other parts of 
this procedure, complete the fact -finding report. 

The record re.la ting to the complaint - consisting of the fi-
nal report without recommendations and any witness state-
ments gathered during the fact-finding process- shall be for-
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Vice-presidents, the president of tl1e Uriiversity and 
members of the Board of Governors 

Whenever a written complaint has been filed against a 
vice-president, the pres ident of the University or a 
member of the Board of Governors, the Human Rights 
and Equity Office shall establish a fact-finding team 
composed of the director of the Human Rights and Eq-
uity Office, a University vice-president and one fact-
finder drawn from the community outside the Univer-
sity. 

The fac;t-finding team will, in conformity to all other 
parts of th is procedure, complete the fact -finding re-
port. 

The record relating to the complaint - consisting of 
the final report without recommendations and any wit-
ness statements gathered during the fact-finding pro-
cess-shall be forwarded to legal counsel with expertise 
in human rights law and alternative dispute resolution. 
If the legal counsel in receipt of the record determines 
there is sufficient evidence of a breach of this policy and 
procedures, she/he shall recommend to the president 
with respect to complaints against vice-presidents, to 
the Board of Governors with respect to the president of 
the University, and to the president and the Board of 
Governors with respect to complaints against individ-
ual members of the Board of Governors, whatever out-
comes she/he deems appropriate in conformity with the 
provisions outlined in part 8.2 1 below. 

8.9 Fact-Finding Teams in Complaints 
Against Faculty, Students and Staff 
Fncult:y 

Whenever a written complaint has beeo filed against a 
faculty member, the Human Rights and Equity Office 
shall establish a fact-finding team composed of either 
the di.rector of the Human Ri.gh\s and 'E.qu\ty Office or a 
human rights consultanr from the Human Rights and 
Equity Office, the chair or director of the respondent 
faculty member's department, and one fact-finder. 

Students 
Whenever a complaint has been filed against a stu-

dent, the Human Rights and Equity Office shall estab-
lish a fact-finding team composed of either the director 
of the Human Rights and Equity Office or a human 
rights consultant from the Human Rights and Equity 
Office, and two fact-finders, at least one of whom shall 
be an undergraduate or graduate student, as appropri-
ate. 

UHiversity staff 

Whenever a complaint has been filed against a Univer-
sity staff member, the Human Rights and Equity Office 
shall establish a fact-finding team composed of either 
the director of the Human Rights and Equity Office or a 
human rights consultant from the Human Rights and 
Equity Office, a staff member at the director level drawn 
from the pool of fact-finders, and one other fact-finder. 

Other users of University premises nnd programs 
Whenever a complaint has been filed against other us-

ers of University premises or programs, the Human 
Rights and Equity Office shall establish a fact-finding 
team composed of either the director of the Human 
Rights and Equity Office or a human rights consultant 
from the Human Rights and Equity Office, one senior 
employee from the Universit(s Human Resources Di-
vision, and one fact-finder. Decisions of the fact-finding 
team with respect to other users of University premises 
shall be final and shall be referred for implementation to 
the person(s) with supervisory responsibilities over the 
area where the complaint arose. 

Potential conflicts of interest 
Any party to a complaint may challenge the appoint-

ment of one or more individuals to a fact-finding team 
on the ground that the individual has a potential con-
fiict of interest in the outcome of the matter. A party 
raising the challenge shall state the challenge in writing 
to the director of the Human Right and Equity Office. 

Where the director of the Human Rights and Equity 



Office has received a chal lenge to the appoin tment of one or 
more members of a fact-finding team, the director shall im -
mediately fonvard all documentation regarding the chal-
lenge to the vice-president (finance and administration) in 
the case offacuJty or studen t chalJ engers and to the provost 
and vice-president (academic) in the case of staff chaUeng-
ers. 

The decision of the vice-president with regard to the exis-
tence of a potentia l conflict of interest shall be made within 
five University working days of having received the chal-
lenge, and the decision will be final. 

8.10 Timelines 
From the initiation of the process to the issuing of a draft 

report to the parties, a fact-finding process shaJJ be com-
pleted within SO University worki ng days. Requests by the 
fact- finding team to extend any timeline es tablished under 
these procedures, based on reasonable grounds) shall be 
submitted to the vice-president (finance and ad ministra-
tion) in the case of faculty or student respondents and to the 
provost and vice-p resident (academic) in the case of staff re-
spondents. 

8. 11 Interim and Protective Measures 
Immedia tely after the complaint is filed, the director of the 

Human Rights and Equity Office, in consultation with the 
appropriate supervisory or academic pe rsonnel, shall deter-
mine if any immediate action or interim measures are re-
quired to protect the University community or any of its 
members. These measures may include limiting access to fa-
cilities, arrangements for alternative grading or supervisory 
relationships, or discontinuing contact between the com-
plainant and the respondent during the period of the pro-
ceedings. Interim measures, if required, arc to be imple-
mented by the appropriate University personnel. 

8.12 Separation of the Parties 
The director of the Hwnan Rights and Eq uity Office, in 

consultation with the appropriate supervisory or academic 
personnel shall, on a balance of probabilities, determine: 

(i) whether the continued proximity of the complainant 
and respondent will impair the ability of either to function at 
their studies~ at work or in their University residential envi-
ronment; 

(ii) whether there has been a reprisaJ or whether the threat 
of reprisal exists; and 

(i ii ) whether the respondent poses a risk to the complain-
an t o r others. 

Where it has been determined that one or more of the 
above three tests has been met, if practicable, the respo ndent 
shaJI be transferred to another department or workplace 
without loss of wages and benefits, pending final disposition 
of the complaint. If this is not possible or if it can be shown 
that the respondent poses a risk to persons other than the 
complainant, pending final disposition of the complaint, an 
employee respondent shall be placed on home assignment 
without loss of wages and benefits, and a student respondent 
shaJJ be excluded from her/his classes, residence or the Uni-
versity in accordance wi th the Unive rsity's regulations gov-
erning student behaviour. To the extent practicable, other 
users of University premises or premises where University 
programs take place who are respondents shall be required 
to have no contact, either direct or indirect, with the com-
plainant until the fact-finding has been concluded and its 
recomme ndations acted on. 

No1e that a separation pursuant to this provision should 
not be viewed as "discipline" or a "t ransfer" within the 
meaning of any collective agreement or policy. 

8.13 Withdrawing a Complaint 
A complaint may be withdrawn at any time, but the with-

drawal of the complaint .must be done in writing. 
l'he withdrawal of a complaint will not stop a fact-find ing 

process if the fac:t-finding team has a reasonable belief that: 
• discrimination or harassment has occurred; 

• the withdrawaJ of the complaint would prejudice the re-
spondent; or 

• the complaint was malicious. 

In such circumstances, the fact-finding team shall proceed 
to conduct or complete a fact-finding into the matter. 

8.14 Preliminary Fact-Finding Process 
The written complain I shall be deHvered to the respondent 

through the respondent's supervisor. Within JO University 
working days, the respo ndent shall, through her/his super-
visor, deliver a written response to the fact-finding team. On 

receipt of the respondent's statement, the fact-finding team 
will review both the complaint and the response to ascertain 
whether there is a prima fac ie case of d iscrimination or har-
assment and therefore an obligation to conduct a fact-
finding, or whether further consultation with the complain-
ant o r respondent is required to make a prima facie determi-
nation. 

A fact-finding team may dismiss all or part of a complaint 
or response where the complaint or response is witho ut 
merit or foundation and where there is no reasonable likeli-
hood that further proceedings would establish that the claim 
or response has merit or fo undation. 

A fuct-finding team may dismiss a complain t or response 
made in bad faith. 

8. 15 The Fact-Finding Plan 
In the event that the fact-finding team determines that a 

pri ma facie case of discrimination or harassment exists, it 
shall devise a written fact-finding plan under which it will 
interview the complainant, the respondent and all witnesses 
the fact-finding team determ ines to have any information 
relevant to the allegations. In addition, the fact-finding team 
shall list those persons who, although named as witnesses, in 
its view had no information bearing on the allegations or 
were not available for interview. If it ap pears to the fact-
find.ing team that other persons not named by the parties 
may have information related to the complaint, every effort 
shou ld be made to interview these potential witnesses. It 
may also be necessary to re- interview the complainant 
and/or respondent before issu ing the draft report. 

Every attempt shall be made to interview the complainant 
first. Usually, the respondent will be interviewed second be-
cause the respondent has the right to reply fully to allega-
tions made against her/him and name her/his witnesses. A 
respondent may be intervie.wed first if a risk to heal th or 
safety is believed to exist, or if the complainant is unavailable 
because of an extended absence and delaying the fact-
finding would be prejudicial to the respondent. If a party or 
witness declines to participate in a fact-finding process, the 
process shall proceed to a conclusion and any resulting rec-
omm endations will be forwarded to the appropriate per-
son(s) \vith supervisory responsibilities. In all circum -
stances, interviews with witnesses shall ocour after the 
complainant and respondent have been given an opportu-
nity to be interviewed. 

8.16 Standard of Proof 
Conclusions about whether a specific allegation did or did 

not occur are based on a balance of probabilities, the same 
standard used in human rights inquiries and civil law mat-
ters, and not on the more stringent standard of "beyond a 
reasonable doubt" used in criminal trials. 

8.17 Draft Fact-Finding Report 
Once the fact-finding process is com plete, the fact-finding 

team shall, within 15 University working days, give a draft 
report to the parties detaili ng: 

• fucts giving rise to the complain t; 
• allegations; 

• response; 

• analysis based on relevant hwnan rights case law; 
• findings; and 

• conclusions. 

8.18 Right to Respond 
The complainant and respondent have the right to com-

ment in writing on the draft report before a final repon is is-
sued. Comments must be submitted to the fact-finding 
team within 10 University working days of receipt of the 
written draft report. 

8.19 The Final Report 
Based on the results of the fact-finding process and the re-

sponses to the draft report, the fac t-finding team will pre-
pare a final report. Although the fact-finding team is respon-
sible for making recommendations arising from any matters 
in the complaint that have been substantiated, the final re-
port shall not contain those recommendations. Any recom-
mendations made by the fact-finding team shall be sealed 
and reta ined by the Human Rights and Equity Office. 

Copies of the final report will be distributed by the Hum an 
Rights and Equity Office to the complainant and the respon-
dent and to the appropriate vice-pres ident, associate vice-
president or dean. 

This fina l report is to be completed within 20 University 
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working days of the receipt of comments on the draft report 
from the complainant and respondent. If no comments are 
received, the finaJ report is to be completed within 10 days of 
the deadline set fo r receipt of the comments. 

8.20 Hearing by a Disciplinary Tribunal, 
Judicial Committee or Staff Human Rights 
Committee 
Faculty 

If the respondent to a complain t is a faculty member, the 
record relating to the complaint---consisting of the final re-
port without recommendations and any witness statements 
gathe red during the fact-finding process - shall be for-
warded to the dean of the college in which the matter origi-
nated. If the dean determines there is suffic;ient evidence of a 
breach of this policy and these procedures, she/he shall for-
ward the matter to the provost and vice-president (aca-
demic). 

The provost and vice-president (academic) shall review 
the record and determine whether sufficient evidence of a 
breach of this policy and these procedures exists to justify re-
ferring th e matter to a disciplinary tribunaJ established un-
der the University's Faculty Policy. If the provost and vice-
pres ident (academic) determines that suffic.ientgroundsex-
ist to proceed to a hearing, she/he 'viii simultaneously refer 
the matter for a hearing and notify the complainan t, the re-
spondent, the appropriate dean and the fact-fi nding team of 
her/his dec ision and the reasons for the decision. 

If the provost and vice-president (academic) determines 
that insufficient grounds exist to proceed to a hearing, 
she/he will no tify, in writing, the complain ant, the respon-
dent, the appropriate dean and the fact-finding team of 
her/his decision and the reasons for the decision. 

Students 
If the respondent to a complaint is a student, the record re-

lating to the complaint- consisting of the final report with-
out recommendations and any witness statements gathered 
during the fact-finding process - shall be forwarded to the 
associate vice-president (student affairs). If the assoc iate 
vice-president (student affa irs) determines there is suffi-
cient evidence of a breach of this policy and these proce-
dures, she/he shall simultaneously refer the matter to a hear-
ing of the University's Judicial Committee and notify the 
complainan t, the respondent and the fact-finding team of 
he r/h is decision. 

Ifthe assoc iate vice-president (student affairs) determines 
that insufficient grounds exist to proceed to a hearing, 
she/he will notify, in writing, the complainant , the respon-
dent and the fact-finding team of her/his decision and the 
reasons for the devision. 

University staff 
If the respondent to a complaint is a University staff mem -

ber, the record relating to the complaint- consisting of the 
final report without recomme ndations and any witness 
statements gathered during the fact -finding process- shall 
be for.varded to the Unive rsity vice-president to whom the 
individual ultima tely reports . If the University vice-
president determines there is sufficient evidence of a breach 
of this policy and these procedures, she/he shall notify the 
complainant, the respondent and the fact-finding team of 
her/his decision and forward the m atter to a hearing of the 
Staff Human Rights Committee, which shall be convoked by 
the vice-president (finance and administration) or the pro-
vost and vice-president (academic), as appropriate. 

If the University vice-president determines that insuffi-
cient grounds exist to proceed to a hea ring, she/he will no-
tify, in wri ting, the complainant, the respondent and the 
fact-finding team of her/his decision and the reasons for the 
decision. 

8.21 Outcomes of Fact-Finding Processes 
To facilitate consistency in decision making across the 

three panels referred to in this procedure, fact-finding teams 
shall, in the event that they conclude that a complaint has 
been substantiated either in whole or in part, commit to 
writing whatever recommendations they deem appropriate 
in the circumstances. 

To safeguard the impartiality of future steps in the com-
plaint process, the fac t-finding team's recommendations 
shall not be forwarded with the fact-finding report. 

A fuct-fin ding team's recommended outcomes shall be re-
tai ned within the Human Rights and Equity Office unless 
and until the complain t has been substantiated in part or in 
whole and a hearing panel has exernised its discretion to re-
quest submissions about an appropriate remedy from the 
fact-finding team. 
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Where a fact-finding team or a hearing panel believes that 
it is warranted, without regard to the progressive discipli-
nary steps outlined below, they may, on the conclusion of 
their responsibilities under this policy and these procedures, 
refer the matter for consideration under the faculty discipli-
nary process, any collective agreement, or regulations con-
cerning student rights and responsibilities, as is appropriate. 

If the complaint is not substantiated, no further avtion will 
be taken, subject to the following section on maintaining 
records. A substantiated complaint under these procedures 
will result in discipline as follows: 

Sh1de1lt respondents 
ln making its recommendations on student breaches of 

this policy and these procedures, the fact-finding team will 
follow the appropriate disciplinary penalties set out in the 
University's student regulations. 

Whenever a complaint has been substantiated, a record of 
the disciplinary outcome will be attached to the respondent 
student's University record for two years or until the student 
ceases to be enrolled at the University. In the event that a stu-
dent ceases to be enrolled but subsequently re-enrols in the 
University before the expiry of two years from the date at 
which he/she was found to have violated this policy, the 
pre-existing record containing the disciplinary outcome 
shall be reattached to the respondent student's record. 

A respondent student's prior disciplinary record estab-
lished under this policy may be submitted to a hearing panel 
to assisti the panel in determining the appropriate discipli-
nary outcome in a subsequently substantiated matter. 

Faculty and staff respondents 
Subject to the provisions of existing University policies 

and collective agreements, the fact-finding team may rec-
ommend that on the first substantiated incident, the re-
spondent shall be issued at least a written reprimand, and 
that second and subsequent violations of this policy must 
lead to increased penalties. 

Whenever a complaint has been substantiated, the appro-
priate supervisor shall ensure that a record of the discipli-
nary outcome be placed in the respondent employee's offi-

cial personnel file, subject to the provisions of any applicable 
collective agreements and policies. 

A respondent employee's prior disciplinary record estab-
lished under this policy may be submitted to a hearing panel 
to assist the panel in determining the appropriate discipli-
nary outcome in a subsequently substantiated matter. 

Whenever a complaint has been substantiated, the appro-
priate supervisor shall receive a copy of the decision of the 
hearing panel, complete with any recommendations made 
by the panel. T.he appropriate supervisor shall meet with the 
Human Rights and Equity Office representative from the 
particular fact-finding team regarding implementation of 
the hearing panel's recommendation(s). 

Respondents who are other users 
Outcomes must be deemed appropriate for the individual 

situation and may include such responses as a letter of disap-
proval and warning, revocation of permits or contracts, is-
suance ofa no-trespassing warning or notification to the po-
lice of the violation of this policy. 

8.22 Additional Remedies 
In addition to disciplinary outcomes, o ther actions may 

include: 
• restorative sessions designed to develop a positive learn-

ing, University residential or working environment; 
• mediation; 

• specific counseUing for the respondent; 

• permanent separation of respondent and complainant 
from each other; 

• rearrangement of residence placements; and 

• spevific accommodations for, among others, people with 
disabilities. 

Complainants may require other assistance as is deemed 
appropriate, taking into accoun~ alJ the circumstances and 
based on the principle that complainants should be restored 
to the position they wou1d have occupied had the discrimi-
nation or harassment not occurred. For example, resolu-
tions may include awarding a promotion to a complainant if 
a job competition is found to be discriminatory or inde-
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pendently re-evaluating student work and exams when a 
discriminatory evaluation has been substantiated. 

8.23 Remedies for Systemic Discrimination 
Where a fact-finding team concludes that systemic. dis-

crimination has taken place and where a hearing panel con-
curs in the conclusions of the fact-finding team, not only 
shall individuals be placed in the position they would have 
been in had the discrimination or harassment not occurred, 
but proactive steps should also be taken to ameliorate exist-
ing conditions. In such circumstances, a hearing panel shall 
refer its recommended actions to the appropriate University 
vice-president(s) responsible for the affected area(s). 

8.24 Records 
Records of all fact-finding processes for complaints will be 

kept in the University's Human Rights and Equity Office for 
two years from the date of the fina1 decision or review. If by 
that time there is no further activity in the matter, no fact-
finding processes under these procedures or o ther related 
policy or legislation involving a party to the origina1 com-
plaint, or no further activity in relation to the origina1 com-
plaint, all records of the complaint will be destroyed. 

Except for staff in the Human Rights and Equity Office, 
and subject to the complainant's or respondent's access to 
his/her own documentation, there shall be no access to files 
or other materials obtained or generated during or after at-
tempts to resolve a human rights matter, unless compelled 
bylaw. 

Statistics may be derived from confidential records, but 
wiJJ be worded in such a way as to maintain theanonyrnity of 
persons named or othenvise involved in proceedings. for 
statistical purposes and in addition to those cases where 
both a complainant and respondent have been identified 
and informed of the complaint, aU aUeged cases of discrimi-
nation or harassment will be reported by the Human Rights 
and Equity Office \vithout names or specific details. In the 
data gathering and reporting process, a distinction will be 
made among inquiries, concerns, mediated disputes and 
complaints. 

II GLOSSARY OF TERMS 
11 The following definitions of selected terms are intended 

to assist users of Human Rights at the University of 
Guelph by providing supplementary information: 

Academjc Freedom means "academic freedom" as defined in 
the Specia1 Plan Agreement and as amended from time to 
time. Within the context of this policy and tbese procedures, 
this definition of academjc freedom applies nrntatis mutandis 
to students. 

Al!commodation (see Duty to Accommodate) 

Age means an age that is 18 years or more, except in cases of 
employment, in which age means an age that is 18 years or 
more and less than 65 years. 

Ancestry means a line of people from whom one is descended; 
family descent. 

Bad faith can be said to exist where a fact-finding team is satis-
fied that a complaint was made as retaliation or where a com-
plaint or response or some part of them was advanced for 
dishonest reasons. 

Citizenship accrues to all persons born in Canada or who have 
become naturalized in Canada. 

Colour (see Race) 

Condonation is a form of discrimination and, in the main, 
constitutes supervisory acceptance of breaches of this policy 
or its procedures: for example, ignoring racist jokes or failing 
to respond to complaints. 

Creed is defined as a professed system and confession of faith, 
including both beliefs and observances or worship. A belief in 
a god or gods or a single supreme being or deity is not a requi-
site. 

Disabilities can be visible or non-visible, physical or mental, 
and constitute a condition that significantly impairs an indi-
vidual's ability to study, learn, work andfor gain access to 
amenities or facilities. A disability is a condition that affects an 
individual over a protracted period of time. 

Discrimination is any practice or behaviour, whetl1er inten-
tional or not, that negatively affects an individual or group be-
cause of race, ancestry, place of origin, colour, ethnic origin, 
citizenship, creed, gender, sexua1 orientation, age, marital 
status, family starus, disability or socia1 condition. Discrimi-
nation may arise from direct differential treatment or it may 
result from the unequal effect of treating individuals and 
groups in the same way. It may also arise as the result ofhate-
group activity. If the effect oftl1e behaviour on the individual 
is to grant himJher equa1ity in name but to maintain the con-
ditions of subordination or disadvantage that limit full and 
meaningful access to, for example, goods, services, facilities, 
employment, housing or accommodation available to other 
members of society, it is discrimination. 

Duty to Accommodate arises in several circumstances, in-
cluding the following: where a requirement, factor or qualifi-
cation is imposed in good faith but has the effect, when 
applied, of preferring or adversely affecting a group of indi· 
vidua1s who are all identified by the same protected ground 
under tl1e Human Rights Code; where a person with a disabil-
ity is othenvise unable to carry out the essential requirements 
of employment or the essential requirements that are neces-
sary to access a service. But accommodation is not required if 
it would pose an undue hardship. For example, a student may 
be granted reasonable accommoda1ion in the provision of 
education. This doe.sn't mean, however, that the student is not 
required to complete the essential requirements established by 
the Universiry for completion of a program. 
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Employment Equity is a program designed to remove sys-
temic barriers to equality of outcomes in employment. It in-
volves identifying and eliminating discriminatory policies and 
practices, remedying the effects of past discrimination and en-
suring appropriate representation of designated groups. Em-
ployment equity programs require goals and timetables to be 
set to increase the representation of designated groups in the 
workplace. 

Ethnic Origin refers to a group of people having a heritage and 
a common ancestry or shared historical past, as well as identi-
fiable physical, cultural, linguistic and religious characteris· 
tiC.s. 

Family Status means the status of being in a parent-and-child 
relationship. 

Gender is the cultural definition of behaviour defined asap-
propriate to the sexes in a given society at a given time. 

Gender Identity is an individua1's internal sense of being male 
or female (or both). This conviction is not entirely contingent 
on the individual's biological sex. 

Harassment, a form of discrimination, is usually persistent, 
ongoing communication in any form of negarive attitudes, 
beliefs or actions - which might reasonably be known to be 
unwelcome - toward an individual or group with the inten-
tion of disparagement. Sometimes a single act or expression 
constitutes harassment ifit is a serious violation or from a per-
son in authority. Forms of harassment include name calling, 
jokes, slurs, graffiti, insults, threats, discourteous treatment, 
written or physicaJ abuse, and hate-group activity. Harass-
ment may be either subtle or blunt. 

Invitees are persons who enter University lands and property 
through either express or implied permission. Their business 



may be connected to University business or with activities that 
the University conducts or pennits to be conducted on its 
land or property. 

Marital Status means the status of being married, single, wid-
owed, divorced or separated, and includes the s tatus of living 
with a person of the opposite sex or of the same sex in a conju-
gal relationship outside marriage. 

Merit or Foundation must be found fora matter to proceed to 
fact-finding. A matter maybe said to be without foundation if, 
notwithstanding the facts alleged can be proven, it cannot suc-
ceed on its merits. For example, a matter will not be able to 
succeed on its merits if the fact-finding team lacks the jurisdic-
tion to hear it or where the distinction is not based on a 
ground covered by the policy. This would include circum-
stances where the undisputed facts clearly provide a defence. 

Place of Origin covers characteristics that are strongly associ-
ated with a particular place, including a country, state, prov-
ince, group of countries or city. 

Prima Facie Case refers to the existence, at first glance, of a 
sufficiency of evidence of discrimination or harassment pro-
vided by a complainant. A prim a facie case of discrimination 
or harassment is made out when it can be concluded that, 
without benefit of a responding statement, the allegations are 
proven. 

Race refers to a group of people of common ancestry, distin-
guished from others by physical characteristics such as colour 

of skin, shape of eyes, hair texture or facial features. The term 
is also used to designate the social categories into which socie-
ties divide people according to such characteristics. Race is of-
ten confused with ethnicity. There are ethnic groups within 
racial groups. 

Reprisal may occur when there are threats, intimidation, de-
nial of opportunity or undue focus on the rights of individuals 
or groups to claim and enforce tJ1eir rights under this policy. 

Restorative Sessions involve a process in which all parties (for 
example, offenders, victims and other relevant members of 
the University community) in a conflict come together with a 
neutral facilitator and consider the offence and its impact on 
the whole community. Together, the participants work to-
ward repairing the harm that has been done. This is a conflict 
resolution process. 

Sex is female biological distinctiveness from males and vice 
versa. 

Sexual Harassment occurs when a person receives unwel-
come sexual or sexualized attention from another person 
whose comments or conduct are known or should reasonably 
be known to be offensive, inappropriate, intimidating, hostile 
and unwelcome. Sexual harassment includes situations where 
a person in a position of authority (a supervisor or teacher, fo r 
example) shows unwelcome sexual attention to an employee 
or student, and in which reprisal occurs or is threatened if the 
sexual attention is rejected. It also includes an environment 
where sexist jokes and materials are allowed. 
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COMPLAINT FORM 
Uoder Human Rights at the Unlvm//y of Guelph 

Sexual Orientation is defined as feelings of attraction for the 
same sex, for the opposite sex or for both sexes and does not 
require actual sexual experience. 

Social Condition means social rank. 

Staff Human Rights Committee shall be composed ofa Uni-
versity departmental director and hvo University staff mem-
bers. This committee shall be convoked from time to time by 
the University's provost and vice-president (academic). 

Stereotyping is a tendency to overgeneralize about individu-
als based solely on preconceived notions about such charac-
teristics as their racial, ethnic, religious or gender group. This 
tendency to overgeneralize about other groups is often ac-
companied by a strong belief in the "correctness" or "truth" 
of the stereotype and a disregard for fuct. Such generalization 
or categorizing based on preconceived notions or insufficient 
knowledge may occasionally be positive, but as applied in this 
policy, it is negative. 

Student is defined under this policy and these procedures as 
an individual who is enrolled as either a full-time o r part-
tirne student at the University or an individual who is on a 
field placement from the University or enrolled as a co-op 
student in any University program. 

Supervisory Responsibility is defined under this policy and 
these procedures as a University employee who is in a posi-
tion of trust, power or authority. 

PRIVATE AND CONFIDENTIAL 

Complainants may seek assistance, through the. Human Rights and Equity Office, from a Human Rights Resowce 
Person before completing this form. 

COMPLAINANT 

Name: --------------
Adme~: -------------

Status: a Student o Staff D Faculty 

Home Phone: ---- -------
Work Phone: ------ ------
E-Mail: -------------
Fax: - -------------

a Other 

College/Depanment!Work Site: ------------------------

Jobtitleifstaffor faculty: -------------------------

RESPONDENT 

Name: -------- - ----- Home Phone: - ----------
Adfil~s: ------------- :~~hone: ------ - --- - -

Fax: _____________ _ 

Status: a Student o Staff a Faculty o Other 

College/Departmeot/Work Site: ------------------------
lob title if staff or faculty: ________________ _________ _ 

DETAILS OF COMPLAINT 

Description of alleged discrimination and/or harassment: _______ _ _________ _ 

Date(s) of incident(s) or time frame and location of incident: - ------------ --

Has this complaint been reported previously? If so, to whom, and what actions were taken? -------

Rcsolutionrequested: ---------------------------

Complaioent(s) sigoature(s): ------------ Date: ________ _ 

Date: _ _ _______ _ 
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GETTING THE FACTS ON CRIME 
School policies against violence based on politics and fear, sociologist says 

WANT TO HAVE a stimulating conversation at 
your next dinner party? Invite everyone you 
know who natters endlessly about how 
rampant crime is, how society has gone to pot 

and how they simply don' t know what's wrong with kids 
today. Then make sure Prof. Jane Sprott is on your guest list. 

During the course of the evening, maybe over dessert and 
coffee, casually bring up the topic oficrim e, violence and youth 
aggression, urge Sprott to speak up, then sit back and watch. 
The newly appointed faculty member in the Department of 
Sociology and Anthropology has a mind ful1 of the kind of 
knowledge that can raise a ruckus in certain circles. 

She can rattle facts, figures and case studies off the top of 
her head that show violent crime hasn' t increased in Canada in 
decades, that children today are no more aggressive than their 
parents or their parents' parents, and that policies designed to 
protect schools and society from violence are often based 
more on politics and fear than reality. 

Some of your dinner guests might start to sputter in their 
coffee or turn red in the face, but others may leave questioning 
their own views or even end up inviting Sprott to their dinner 
parties. Yes, she could most certainly liven things up with her 
know-how, articulate speaking style and enthusiasm. But she 
won't. 

"I'll be at parties, and someone will go off on a tangent 
about the kids of today, and my skin will just start to crawl," 
she says. "l'll sit there and think of all the things I could say, 
but I usually let it slide in social environments." 

llhat's because Sprott reserves most of her educating for 
the classroom, where she teaches by raising awareness and 
sharing knowledge. Her goal is simply to get students to think 
about why they believe what they believe. 

" I love to raise questions for people to think about," she says. 
"My hope is that when students take my course, they think 
about things in a different way than they've thought in the past 
and come to their own conclusions. If I can get them to do that, 
my job is done." 

Even though Guelph is Sprott's first teaching job as a full-
fledged professor, she's been studying in her field long enough 
to know there's a strong public perception about crime, fuelled 
by fear and emotion. "If someone wants to believe that violence 
is increasing, there's nothing you can do or say to convince 
them otherwise." 

She does, however, have a lo t of information she could use to 
try to convince them. After completing an undergraduate de-
gree in psychology at the University of Waterloo, she earned her 
PhD from the University of Toronto 's Centre of Criminology, 
where she specialized in youth violence and youth justice. She 
conducted ground-breaking research on issues ranging from 
what makes children aggressive to how society forms its percep-
tions of crime. Her work has been published in academic jour-
nals such as the Canadian Journal of Crimit101ogy and the 
Journal of Criminal justice, and she has had studies commis· 
sioned by Human Resources Development Canada. She comes 
to U of G fresh from a post-doctoral research position at Co· 
lumbia University, where she oversaw a study of the relation· 
ship between substance abuse and juvenile delinquency for the 
National Centre for Addiction and Substance Abuse. 

Although Sprott liked living in New York City, her passion-
ate interest in youth violence and justice brought her back 
home. "This is a fascinating time to be working in youth justice 
in Canada," she says. "There's a lot of government interest in 
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youth justice issues right now and many research opportuni· 
ties." 

For her part, Sprott plans to study violence levels in Cana· 
dian schools, talking to principals, teachers and students and 
examining police and court records. She wants to come up with 
sound numbers that can be used as a guideline in drafting poli· 
cies. She suspects that many schools will start to adopt "zero tol· 
e[ance" policies similar to those in the United States, and she 
plans to look at incidences of violence both before and after 
such policies are adopted. 

"Canada has no understanding of what the level of violence 
is in its schools, none whatsoever, because there are no good 
data," says Sprott. Establishing ''zero tolerance" policies with· 
out such information means they will be based on assumptions 
and politics rather than facts, she says. It also means they will 
most likely be counteq>roductive. 

She notes, for example, that most U.S. schools with "zero 
tolerance" policies simply call the police or suspend students 
who violate the rule.s. "There is some kind of feeling out there 
that these bad kids just need to be caught and punished, and 
that will take care of the problem. But that is simply not the an· 
swer 

Sprott has studied youth aggression extensively and says her 
research shows that children at the highest risk for aggressive 
behaviour are those who lack support at home or feel left out at 
school, and that one of the keys to improving their attitude is a 
supportive teacher and better school support. 

"You're suspending or expelling them from what is the best 
thing for them," she says. "By kicking them out, by incarcerat-
ing them, we are creating more problems than we realize. The 
criminal justice system is not the answer to all our problems." 

Too many people, including lawmakers, believe the opposite 
to be true, says Sprott. She takes issue with Canada's youth in· 

J. Martin Van Dam 

carceration rate, which is higher than that of the United 
States. " It's very embarrassing," she says, pointing out that 75 
per cent of youths in custody are there for non-violent crimes. 

In fact, when it comes to youth justice, only 20 per cent of 
all cases seen by judges involve violent crimes, and of that 20 
per cent, close to half involve minor assaults, she says. "That's 
what's increasing- the number of minor assault cases before 
judges." 

In the past, these cases rarely made it to court; most were 
resolved on the playground, by a trip to the principal's office 
or by a telephone call home. In reality, violent crimes com· 
mitted by youths haven't changed in decades, Sprott says. 

Indeed, last week, Statistics Canada released its annual sur· 
vey on the country':, homicide rate, which showed that over· 
all, the nation's rate in 1999 was the lowest in 30 years, and the 
number of children between 12 and 17 accused of murder in 
1999 was 45, seven lower than in the previous IO year.s. 

"Every generation thinks the current generation of kids is 
worse than the one before. You can find quotes from people in 
the 1800s talking about how the youth of today are so much 
more violent and how society has gone to hell and how, in my 
day, we wouldn't do something like this. But what they really 
might be saying is: ' J never did this, and no one I knew was do· 
ing this, so it must not have been happening when f was 
young.' We aU recollect a peaceful pasl that didn't ex.isl by any 
level, at least not empirically." 

It's also worth noting that incarcerated youth are ;:iware of 
what the public thinks about them, says Sprott. During the 
course of one study, she interviewed nearly 100 youths in a 
correct\ona\ faci.\i.ty about pub\i.c pe.rce.p\\ons, then asked 

them about their own attirudes tow;:irds crime. "Every young 
kid there was painfully aware that people didn't want them 
around." 

Equally interesting is the fact that the incarcerated youths 
themselves have perceptions about crime that mirror those of 
the general public, she says. When asked to suggest sentences 
for particular crimes, the youths were as harsh or harsher than 
the general public., she says. "The prevailing attitude was: 'Lock 
them up as long as possible, then transfer them to adult court.'" 

Trying to figure out why people-even incarcerated youths 
- feel this way is what inspired Sprott to make criminology her 
profession. " I was very aware of public reaction to crime and 
violence and the public perception that crime is increasing and 
sentences aren't tough enough. I wanted to understand why." 

After years of study, analysis and research, Sprott has a 
clearer idea of what drives public perception. It's a combination 
of politics, the attention paid to violent crimes in the media, fear 
and a lack of awareness and knowledge, she says. But changing 
those perceptions is a slow process. 

A good beginning, she says, might be for people to start 
questioning things more. "Everyone is obviously concerned 
about physical safety, but when politicians come out with state-
ment.s that crime is increasing and that there's more violence in 
our schools, it's unfortunate that people don't challenge that. 
They just accept it as truth." 

Granted, if you invite Sprott to dinner, she's more likely to 
talk about the weather and choice of wine than crime and vio· 
Jenee. But just because she thinks the classroom is the besr place 
for her to educate doesn't mean she doesn't want people think-
ing and talking abour these issues. And it doesn't mean she 
doesn't want to be asked over for dinner either. After all, she is 
new to campus. 

··- REACH THE UNIVERSITY OF 
GUELPH WITH YOUR 

ADVERTISING MESSAGE . .. 52 Waverley Drive 
Guelph, ON NlE 6C6 
Phone: (519) 836-0462 wentworth 
Toll Free: 1-800-463-5386 FINANCIAL SERVICES INC. 

@Guelph, the University or Guelph's 
official campus newspaper, 

RETIREMENT and FINANCIAL PLANNING 
RETIREMENT OPTIONS • RRSPs 

INVESTMENTS • MUTUAL FUNDS • 1'ERM DEPOSITS 

AT G UELPH 7 O CTOBER 25, 2000 

is published every other Wednesday. 
For information about advertising, 

call: 
Brian Downey, 

Communications & Public Affairs, 



PENSION ISSUES NEED 
TO BE RESOLVED 

In an Oct. 4 memo to aU U ofG pen-
sion plan members, Nancy SuJlivan, 
vice-president (finance and ad.min i-
stration), announced that Board of 
Governors had approved a one-year 
pension contribution holiday for 
members of aJI plans. We applaud 
this move by the University admini-
stration because it will give a sub-
stantial increase in take-home pay to 
most plan members al no cost to the 
institution. 

Our applause, however, is some-
what muted by the fuct that it has 
taken so long to put m place, while 
1·he administration has saved consid-
erable sums over the past few yeaIS 
through its contribut ion holidays. 
Moreover, in the absence of any in-
formation to the contrary, the holi-
day for plan members appears to be 
an ad hoc arrangement without any 
guidelines as to what should be done 
at the end of the one-year period. 

During the process of ratifying 
the negotiated salar}' settlement be-
tween the University administratjon 
and the U of G Faculty Association 
in spring 1999. we pushed for a con-
tribution holiday as a no-cost option 
that the administration could adopt, 
and we elaborated on this in a letter 
to @Guelph in June 1999. Given the 
state of the pension plans at that 

UET rr ER s 
time, the administration could well 
have taken the initiative and put a 
contribution holiday in place more 
than a year ago. Had this occurred, 
we would probably now be enjoying 
a second year of contribution holi-
day and be feeling somewhat 
warmer towards the administration. 

The announcement of the contri-
bution holiday also serves to remind 
us that we have made very little 
progress in achieving any meaning-
ful participation in the administra-
tion of the pension plan and tl1at 
negotiations seem to have bogged 
down. As it is, the announcement of 
the holiday seems highly paternalis-
tic, and there does not appea r to be 
any meaningful apparatus in place to 
review the situation at the end of the 
one-year period. 

We believe there are many issues 
related to the pension holiday and to 
pension contributions that need to 
be resolved. For example, who de-
cides whether the contribution 
should be extended? How is chat de-
cision made and what are the criteria 
or benchmarks used to evaluate 
whether such an extension is war-
ranted? Can we assume that future 
full or partial contribution holidays 
will be shared equally benveen the 
University and its plan members? 
Are there alternative strategies fo r 
pension contribution holidays? For 
example, would it be better to take a 

partial contribution holiday over a 
number of yea rs instead of a foll 
holiday over one or t\vo years? 
Should we be reviewing and adjust-
ing the nonnal contribution rate in 
light of the present surplus? Above 
all, there is the question of how we, 
as member.s of the pension plans, 
participate in the assessment of these 
alternatives and in the governance of 
the plans themselves. 

In conclusion, we are encouraged 
that an agreement has finaJly been 
reached on a pension contribution 
holiday, and we hope that the pro-
cess ofaddressing the issues we raise 
here will begin shortly and will be 
concluded in a much more timely 
fash ion. 

Prof. Robin Davidson-Arnott 
Prof. Reid Kreutzwiser 

Department of Geography 

ADAPTATION BETTER 
FOR GLOBAL WARMING 

In the Oct. 11 @Guelph, LevTarasoff 
asks us to believe that the climate 
change debate can be likened to a 
simple story of a ship heading 
towards an iceberg. The hazard is 
predictable, imminent and cata-
strophic, and the remedy is easy and 
costless. The economist who raises 
trifling objections against remedial 
action is therefore a fool. 

Having knocked do\.vn that straw 

man, Mr. Tarasoff goes on to dismiss 
economists in general, not to men-
tion the entire world economic sys-
tem. His evident obsession with the 
free market makes it sound like the 
debate is, for himi not really about 
climate science after all. 

As for the policy implications of 
tl1e scientific uncertainties, I spelled 
them out in my letter of Sept. 13,.so I 
needn~t repeat them all here. The 
Kyoto Protocol is an exlTemely ex-
pensive policy initiative. Even if the 
government listens to (gasp!) econo-
mists and relies on a uniform carbon 
tax, which is the most efficient in-
strument available, just reaching the 
initial target would cost something 
on the order ofone to two per cent of 
GDP, which is comparable with the 
1990/91 recession. Because the gov-
ernment seems to prefer a host of 
more expensive and Jess effective in-
terventions into selected energy 
markets, the costs wiJl be many times 
larger. Yet acco rding to the climate 
models used by the Intergovern-
mental Panel on Climate Change, 
Kyoto will not make any appreciable 
difference in the projected path of 
global 'va.rming. So adaptation, 
rather than mitigation) sounds like a 
better strategy to me. 

Two final points. Mr. Tarasoff 
dismisses the solar-climate correla-
tion because it does not imply cau-
sality. lf one variable is fluctuations 

in sola r ouq;mt and the other is fluc-
tuations in the Earth's temperature, 
even an economist can figure out 
that there's likely some causality, 
and it can only go in one direc tion. 

He also says it's an "outdated" re-
sult. Evidently the European Space 
Agency and the EU didn 't think so 
because they hosted a majot confer-
ence last month on this very subject. 
The abstTacts are posted on the Web 
at www.iac.es/proyect/solspa/index. 
html. 

It is a highly active field, with sig-
nificant areas of disagreement. Sci-
entists from the Scripps Institute, 
the Goddard Space Flight Centre, 
the Harvard-Smi thsonian Centre 
for Astrophysics, the U.K. 
Rutl1erford-Ap,pleton Observatory, 
the Danish Space Research Institute 
and many other places debated how 
best to measure and interpret the 
correlation, and what physical 
mechanisms might be at work. 

But maybe Mr. Tarasoff knows 
something they don't know, and 
these folks really are wasting their 
time on an outdated study. I'm sure 
if he took the trouble to write them, 
they wouJd all appreciate his in-
sights. But tone down the sarcasm, 
Lev. You don~t want people thinking 
you' re a crank. 

Prof. Ross M,oKitrick 
Department of Economics 
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Health and Performance Centre helps former "couch potato" get up and running 

LAST SPRING, Julie W est took the 
first step in a life-transforming 

process. The self-described fo rmer 
"couch potato," who works in 
Student Housing Services, made an 
appointment at U of G's Health and 
Performance Centre and met two 
people who have since coached her 
on the road to better health and 
fitness . 

At their first meeting, West told 
Health and Performance Centre fit-
ness consultant Cyndy Mclean, who 
is also the centre's co-ordinator, and 
dietitian Heidi Smith that her prime 
goal was to lose some weight. They 
recommended she focus on other 
goals instead - adding some physi-
cal activity to her day, making incre-
mental changes to what she ate and 
drinking more water. 

O ne of West's fitness goals was to 
be able to ride her bike up a particu-
lar hill on Edinburgh Road without 
stopping fo r a rest along the way. 1n 
terms of nutrition, she started keep-
ing track of her food intake and tried 
to eat snacks every few hours and 
drink eight glasses of water a day. 
Smith helped her assess her eating 
patterns by categories suoh as calo-
ries, fat and fibre. 

" It was tough at first," says West. 
" I often laugh that I went to Cyndy 
and Heidi with every excuse in the 
book, but they always had a solu-
tion." 

West rode her bike up the Edin-
b urgh Road hill withoul stopping ln 
June. She had also sta rted swim-
ming, a simple weight routine and 
walking around the campus at 
lunchtime. 

When she reviewed her progress 
with Mcl ean and Smith in July at 
the end of the initial t\vo-month Fit-
ness and Nutrition Success Program, 
she had met all her goals and sur-
passed some. But there was another 
challenge ahead. 

"Jn the summer, things were re-
laxed and I knew I was on a good 
roll, but I didn 't know ifl could keep 
it up when the students arrived at the 
end of August and things got busy." 

So West decided to continue with 
a second program and set new goals 
- reducing body fat and boosting 
fibre in her diet. 

By September, her aerobic fitness 
had improved by 20 per cent from 
the spring, body fat was down eight 

t 

A runn ing program is the latest step on the path to fitness for julie West 
right, shown here with fitness consultant Cyndy Mcl ean. ' 

PHOTO BY MARTIN SCHWALBE 

per cent, and her strength and flexi-
bility had increased significantly. 
She'd also lost 30 pounds. 

West's next move was to start 
running. 

"If anybody had told me six 
months ago I was going to start a 
running program, I'd have told them 
they were nuts," she says. "I was back 
in my home town for Thanksgiving 
and I was able to run around a park 
that I could never run around in high 
school. 

"I feel wonderful. I'm amazed at 
the amount of energy I have. I handle 
stress better. I'm sleeping better. Six 
months ago, Fd go home from work 
and make dinner or get dinner on 

the way home, then I was mostly a 
couch potato, vegging out in front of 
the TV. Now I get home and reassess 
my day, food-wise and exercise-wise, 
and think: 'What do I need to do to 
meet my goals fo r the week?' I am 
very seldom a couch potato any-
more." 

She credits Smith and Mcl ean 
for educating and motivating her 
and helping with time-management 
skills. 

«t doubt I could have done it on 
my own. In the past, I haven't been 
able to sustain it." 

From McLean 's perspective, 
"Julie is a model client. We've been 
able to help her come from a point 

where she wasn't very active to a 
point where her goals are very 
perfo rmance-oriented." 

The Health and Performance 
Centre opened two yea rs ago, with a 
combined focus on health promo-
tion and sports medicine. It serves a 
wide range of clients who wa nt to 
improve their health, whether 
they've never exercised befo re or are 
elite athletes. 

A comprehensive array of serv-
ices allows the practitioners to com-
pare notes and consult with one 
another to ensure a total treatment 
plan. 

In addition to Smith's dietitian 
services, the centre has fo ur sports 
medicine physicians, one chiroprac-
tor, five physiotherapists, three mas-
sage the rapists, a pedorthist, two 
fi tness consultants (including 
McLean) and support staff. 

When West began running, one 
knee started giving her problems. 
McLean recommended she see pe-
dorthist Bryan Billings. He looked at 
the shoes West was using and recom· 
mended another type with more 
support. Since then, she's not had a 
problem. 

" It made a huge diffe rence in my 
ability to run," says West, who ap-
preciates the diversity of services 
available at the centre. "You can 
really hook up with a variety of peo-
ple depending on your needs." 

But how does she fi t all these new 
activities in~ ls i.t time-consuming~ 
West says she spends a bit more time 
planning out her week, including 
grocery shopping, but for the most 
part, it's not a matter of doing more, 
but doing things differently. 

"It's not something I've added on 
-it just permeates my life. My over· 
all health and well-being have be· 
come a priority. It's a Lifestyle 
choice." 

And it's a balanced approach that 
Wes t is confident she'll be able to 
sustain in the future. There's nothing 
she can't eat, and she's picked up 
pamphlets from restaurants such as 
Tim Hortons and Wendy's to heJp 
her make better choices. And Dairy 
Queen is still an occasional stop. 

"I probably won't have too many 
Blizzards, but an ice cream sandwich 
is within my goals." 

BY STA CEY CURR Y GUNN 

It's Been a Banner Year for Guelph's 
Health and Performance Centre 

THE HEALTH and Performance Centre has 
surpassed many of. its own goals sinGe it 

opened in September 1998. Over the last- year, 
some 3,500 clients made 20,000 visits, generating 
3bout 25 per cent more revenue than originally 
forecasted. As a result, the centre has been able to 
pay off its start-up loan afiead of schedule and get 
more students involved in its activities. 

•<it's been a tremendous success," says centre 
co-ordinator Cyndy Mclean. "We're so far ahead 
of our plans." 

The centre's initial staff of 12 bas swelled to 
25, including three graduate students. About 60 
undergraduates from programs such as hun1an 

biology and nutritional sc.ciences, family relations 
and applied nutrition, and psychology volunteer 
their services to gain experience in a number of 
areas. 

The centre's specialization in sports medicine 
and health promotion is complemented by an os-
teoporosis prevention and patient education pro· 
gram and the Human Nutraceutical Research 
Unit, which investigates foods for their health 
promotion or disease prevention and manage-
ment qualities. 

About half the clients are students and half are 
U of G faculty and staff and members of the wider 
Guelph community. Many services are covered 

b}' extended health·care plans. Exempt staff and 
members of tbe Professional Staff Association 
and U of G Staff Association are eligible for reim-
bursement for some health and fitness prog.ra,ns 
and services. 

The Health and Performance Centre is man-
aged by a committee of representatives from the 
Department of Human Biology and Nutritional 
Sciences, the Athletics Department and Student 
Health Services. It is located on the second floor 
of the John T. Powell building, next to the 
Mitchell Athletics Centre. 

For more information about its programs and 
services, call Mclean at Ext. 33 19. 
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Leave 
the Pack 
Behind 
U OF G STUDENTS are helping 

student smokers kick the 
habit through a new provincial 
program called "Leave the Pack 
Behind." Funded in part by the 
Ontario Tobacco Strategy of the 
Ministry of Health and Long-Term 
Care, the U of G program is called 
"Choose Choice" and is available to 
those who are considering a smoke-
free lifestyle, those who don't want 
to quit or those who just want to 
talk about or find out more about 
smoking. 

The student·run program pro-
vides support, counselling and per· 
sonalized programs for smokers 
and serves as an information re-
source fo r the community. It offers 
individually designed quitting 
strategies, residence education talks 
and tips on how to deal with the 
nagging and best in tentions of fam-
ily and friends. Smokers can also 
take a priva te computer assessment 
that indicates what stage they're at 
in ending their smoking habit. 

Other post-secondary institu-
tions participating in the program 
are McMaster, Queen's, Brock and 
Windsor universities and Niagara 
and Mohawk colleges. 

For more details, call the Well-
ness Centre at Ext. 3327 or send e-
mail to choosechoice@hotmail 
com or jatkinO\@uoguelph .ca. 

Leadership 
Awards 
Available 
APPLICATIONS are being sought 

for the ninth annual Gordon 
Nixon Leadership Awards, 
established in recognition of 1937 
OAC graduate Gordon Nixon fo r 
his outstanding contributions to 
student life and fund-raising at U of 
G. 

Annual grant funding oU I 0,000 
provided through the Annual Fund 
is available to campus-based stu-
dent organizations to support sig-
nificant new initiatives that 
demonstrate: 

promotion of student involve-
ment, service and leadership at 
Guelph; 
relevance to the University's 
learning objectives; 

• broad impact beyond the mem-
bership of a particular student 
organization; 
fostering new or expanded op-
portunities for service on campus 
and/or in the local community; 
and 
evidence of support from other 
sources. 
Deadline for applications is Oct. 

31. Information and applications 
for the award can be obtained by e-
mail at contact@osci.uoguelph. ca. 
Applications are also available from 
the Info Desk in the University 
Centre. 



Historian Explores Impact of French Revolution 
SSHRC-funded research to explore how revolution affected colonies in Caribbean 

THE CARIBBEAN may not be top 
of mind as a place to research 

the French Revolution, but that's 
why history professor Bill Cormack 
is heading there this winter. 

Thanks to a $45,600 Social Sci-
ences and Humanities Research 
Cow1cil (SSHRC) grant, Cormack 
has embarked on a three-year proj-
ect titled "Patriots, Royalists and 
Terrorists in the West Indies: the 
French Revolution in the Windward 
Islands 1789- 1799." 

Although he will spend most of 
his resea rch time in France, he plans 
a short trip to the islands of Martin-
ique and Guadeloupe this winter to 
study the effect of the revolution on 
the small French colonies. 

"I' ll be looking at how they were 
affected by the impact of European 
ideas of revolution, the resu1ting po-
litical struggle as different ideas sur-
fuced about the nation, what it 
meant to be a citizen, and what the 
relationship between the colonies 
and metropolitan France shouJd be." 

Cormack's interest in the top ic 
was kindled during his PhD work at 
Queen's University, wh ich resu1ted 
in a book on the politics of the 
French navy during the revolution. 
That research yielded "tantalizing 
g]impses of interesting and exciting 
things going on in the Caribbean/' 
he says. 

Most of the scholarship to date 
on the topic has focused on the is-

land now known as Haiti, says 
Cormack. "There's been less interest 
in the smaller islands, and my proj-
ect is to fill that niche. I plan to ap-
proach it less from the perspective of 
a specialist in Caribbean history or 
slavery and more from the perspec-
tive of the history of the French 
Revolution." 

He's already made one of poten-
tially three trips to France since re-
ceiving the SSHRC grant last spring. 
In the Archives Nationales, he sifted 
through correspondence, reports 
and other official documents that 
passed between government agents 
in the colonies and officials in 
France, as well as private correspon-
dence from island residents to the 

government. 
On that trip, Cormack spec ifi-

cally sought material related to the 
impact that news of the revolution's 
outbreak had on the colony of Mar-
tinique. Among his findings was cor-
respondence about a slave revolt that 
occurred before the fall of the Bas-
tille and was put down. H is resea rch 
also turned up letters written by 
slaves who had heard slavery was to 
be abolished and believed the planta-
tion owners were concealing that 
fact. " It shows the effect of ru-
mo urs," he says. 

On a future trip to France, 
Cormack plans to explore the local 
archives in Bordeaux to see how 
news about the revolution and its 

impac t travelled back and forth be-
t\veen France and the colonies. 

All the research will eventually 
become a book, facilitated by the 
$15,000 research time stipend 
awarded as part of the SSHRC granto 
and matched by the University. It 
pays fo r sessional teaCJhing support, 
so that Cormack, who began teach-
ing the history of modern Europe at 
Guelph two years ago, can devote a 
full year to the project. 

"The research time stipend is a 
huge benefit, particu1arly in the hu-
manities and social sciences," he 
says. "The time to be able to write is a 
big deal, so I feel extremely lucky 
they granted my request' fo r it." 

BY STACEY CURRY GUNN 

Industrialization, Environment Focus of Studies 
Continued from page 1 

week workshops, mainly for manag-
ers of businesses in rural communi-
ties and admin istrators of small 
towns. Joseph has delivered part of 
the train ing program for three years, 
has supervi sed graduate students 
throughout the project (he is cur-
rently Khng's supervisor) and has 
published research resu1ting from it. 

Other faculty participating since 
the beginning of the project are 
Profs. Richard Kuhn, Geography, 
and Lianxi Zhou, Consumer Stud-
ies. Additional major participants 
have been former agricultural eco-
nomics and business faculty mem-
ber Wayne Howard, former PhD 
student Bonnie Hallman and former 
faculty project manager Wei Xu. 

When presenting the workshops, 

"we don 't say to participants: 'This is 
the perfect way to do things,"' says 
Tan. "Rather, we say: 'This is how 
we've done it. ' We just want to try to 
find useful ways for waste treatment 
and streamlining improvements." 

After the sessions, the students 
remain in China for about three 
months, conducting research related 
to industrialization and the environ-
ment. There have also been student 
exchanges between U of G and the 
University of Zhejiang. 

"The idea was to establish some 
kind of continuity," says Tan. "I'm 
very proud of what we've done. We 
have successfully trained a large 
group of young Canadians to con-
tinue working with the Chinese in 
the futu re, while producing good 

IS IT TIME FOR YOUR 
PET'S ANNUAL 

CHECK-UP'! 

The Veterinary 
Teaching Hospital 
invites pet-owning 

members of the 
Universil)I communil)I 

to our Communif)I 
Wellness Clinic which 

operates Friday 
a~emoons and 

Saturday mornings. 

Please call Ext. 4198 or 
823-8830 for an appointment and 

information on fees. 

graduate research." 
During the three years, 16 gradu-

ate students have gone to China and 
eight of them have completed their 
master's degrees. Two of the Chinese 
students who served as the latest 
group's interpreters and research 
companions, Tan Qiong and Shen 
Dife i, are current1y visiting Guelph. 

While in China, Khng, a rural 
planning and development student, 
interviewed residents about how ac-
cess to health care has changed in the 
face of economic development. 

Barze!, a sociology and interna-
tional development student, inter-
viewed women born during the 
period of economic reform about 
the perceived changing gender roles. 

Shirk-Luckett, a geography stu-

dent, talked to women about their 
perceptions of and responses to the 
environmentaJ changes that have oc-
curred in China over the past two 
decades. 

" It was an awesome opportu-
nity," says Borzel, adding that be-
cause the program is well established 
and government support is already 
in place, it was easier to travel in the 
region and interview local residents. 
"There was a certain level of trust in 
the communities, and Fm not sure it 
would have worked out the same had 
we been there independent1y." 

The Guelph trio socialized with 
other students from the campus of 
Zhejiang University and were free to 
visit popular attractions such as 
West Lake in Hangzhou, a major city 

that served as their research base. 
"It was amazing to see the 

amount of knowledge the younger 
generation there is suddenly exposed 
to ," says Borzel. "Students are mak-
ing a concerted effort to educate 
themselves, surfing the Internet, 
learning English. In one place, stu-
dents would actually meet in a field 
to study English." 

Despite all the recent commer-
cialization and changes, however, 
the Guelph students say some of 
their expectations about China 
proved true. "I went to one village, 
and some of the people told me I was 
the first fo reigner who had ever been 
there," says Shirk-Luckett. "That's 
amazmg 

BY LORI BONA HUNT 
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Ii L A S S I E I E D S 
FOR RENT 

Furnished three-bedroom heritage 
house close to campus, two baths, 
available Jan. I to May IS, non-
smokers, no pets, 824-9203 or send 
e-mail to ncarson@uoguelph.ca. 

Large one-bedroom apartment, 
Speedvale and Woolwich area, avail-
able immediately, $705 a month 
inclusive, 827-0435. 

Two-bedroom apartment in new 
house, five minutes to campus, 
separate entrance, laundry, parking 
for two cars, suit professional couple 
or mature students, non-smokers, 
no pets, available Nov. l , $1,000 a 
month plus shared utilities, one-
year lease, references required, 
827-9393. 

Furnished upper room in south end, 
private three-piece bath, shared liv-
ing room, kitchen and laundry, 
parking, on bus route, $360 a month 
inclusive, non-smoker, no pets, Ext 
402 1 or send e-mail to gadam-
ska@ovc.uoguelph.ca. 

FOR SALE 

Matching couch and loveseat, 
837-3809. 

OshKosh two-piece navy/red snow-
suit, size 3XJ4; purple rain boots, 
size 13; Sorel teal/purple winter 
boots, size I l , 822-1438. 

Four snow tires on rims with hub-
caps for Volkswagen Jetta or Golf, 
ready to install, used only one win-
ter; nvo used Metler balances, Paul, 
Ext. 4347. 

Twin futon with frame, divider 
screen, rocking chair, halogen 
lamps, four new Pl 95/60R 15 win-
ter tires, 836-0011 or send e-mail to 
jtidman@uoguelph.ca. 

Two two-drawer letter-size filing 
cabinets, one black, one beige, with 
frames and hanging folders; cart 
with casters for filing cabinet, 
837-9325 or send e-mail to 
evdave@sympatico.ca. 

Used overhead projectors, sold "as 
is" and may not be used on campus, 
Classroom Technical Support loan 
counter, Day Hall 108. 

Mac computer system, 6360 Pow-
erPC, 160Mhz, 48RAM, IS-inch 
NEC monitor, full keyboard, OD, 
two years old, lo ts of soft\vare, MS 
Office, Epson 600 colour printer, 
763-0449. 

HP Desk Jet 612C colour printer, 
comes with black-and-white ink 
cartridge, printer soft\vare and HP 
instant delivery Internet CD-ROM. 
640 x 640 dpi, new, Steve, 
763-1759. 

! 97S Honda CB5SO, new rear tire 
and stainless-steel brake lines, 
tuned and carbs cleaned, 21,000 

miles, needs nothing to certify, 
824-6508. 

Maple dining room table with four 
chairs and hutch, excellent condi-
tion, Cindy, Ext. 8308 or send e-mail 
to cindy@physics. uoguelph. ca. 

Computer books: Internet Bible, 
Windows 98 Bible, Excel Windows 95, 
Microsoft Access Bible, WordPerfect 
6.1 for Dummies, Windows 95 Sim-
plified (visual 30 series), Neelam, 
763-9411 or gupta!OOl@yahoo. 
com. 

Two Pl8S/7SR14 snow tires \vith 
rim taken from 1993 Cavalier, used 
only one winter, 787-2797 or 
wfung@uoguelph.ca. 

PC Pentium 166 Mhz, 48 RAM, 1.7 
Cb hard d isk, IS-inch monitor, 
speakers, Epson 400 colour printer, 
MS Office 2000, Chris, 837-5791. 

WANTED 

House and cat sitter from Dec. 12 to 
Jan. 3 in old University area, 
821-2133. 

Winter storage space for Trans Am 
convertible, November to April, fa.1. 
6940. 

Horse farm worker for the month of 
November, flexible hours, Anne, 
822-1049. 

Used Kodak Ektagraphic slide pro-
jector and projection screen, in good 
to excellent condition, Grant, 836-
7602, 823-8611 or ghollett@ 
wrwddhc.on.ca. 

Bachelor or self-contained suite in 
house for female grad student for 
Jan. I , must be non-smoking with 
no pets, parking required, send 
e-mail to slaubman@uoguelph.ca. 

AVAILABLE 

Gelding for part board, retired from 
three-day eventing, good at dres-
sage, hack and occasionally jump, 
barn is 10 minutes east of campus, 
Tammy, 856-2974. 

Former student of art history and lit-
erature wishes to help undergradu-
ates with essay research, analysis and 
proofreading, Jackie, 846-8110. 

Music lessons on woodwinds, 
strings, piano, 826-9125. 

Classifieds is a free service available 
to staff, faculty, students, alumni 
and retirees of the University. Sub-
mit items to Linda Graham on Level 
4 of the University Centre, fax to 
824-7962 or send e-mail to lgra-
ham@exec.admin.uoguelph.ca. For 
e>..1ernal and commercial advertis-
ing, call Brian Downey at Ext. 6665 
or send e-mail to bdowney@ 
exec.admin.uoguelph.ca. 

All tickets 
on sale now! 

Single tickets $28-18 

A poor. frightened man i5 seized upon 
as a hero by a hero-starved community in the 
west of Ireland because he claims to have thrown off 
parental oppression by murdering Ills "'Da."' 

c..o~ ,. ~-
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Chinese Medicine 
&Acupuncture 

Specialist, B.Sc. 

~ ! ~*9\.i< Canadian Famll' 
Acupuncture Care Centre 
A OIVISCOl-I OF OUEHTAL ME"AllNO Alm • UtAl,CH INC, 

15 Surrey St. West, Unit 3A 
Guelph, ON NlH 3R3 

Phone: (519) 763-6340 
F8": (519} 763-9047 

ChineseMedci"lle 
&A.cupuocture 

Specialist 

Let us help your business look its best... 

Flyer Design 
Annual Reports 

Corporate Brochures 
Logo Development 

Advertising Layouts 

(519) 826-5999 

SERVING WELLINGTON-WATERLOO @ 1-800-663-9990 

HOME CLEAN HOME 
• CARPETS 

~-- • UPHOLSTERY 
·-· • AREA RUGS 

• AIR DUCT CLEANING 

RESIDENTIA.l. • COMMERCIAL. 836-7340 

RovAL Crrv Music AL PRooucrroNs, L"lc. 
l'ROUDL\' PRESENTS 

Min:1c -vm LnuC"$ u\ 
Hucu MAi.1<1.11" ""D RAu•u 81-v<r 

Director 
Tim Oberholzer 

Musical Oirecto.- Choreographer 
Anne Monkhouse Producer Patricia Mcleod 

Richard Vollans 
Nov'EMBER 16, 11, 1s· & 19:, 2000 

orvbit ~!~Ruu{?n,! 2};1 ~~~V~I~~~ Guelph 
Pnxlu«dbyspc.:1~IJn:u1g<mtrnw1tllllum.-\V'i\JTW\.Mllw;lfM:>Iy 

Fr••fl from our ldu,,_ · · · 
HOT TAKE-OUT SUPPERS 

• Chicken 'n Dumplings 
• Com and Bean Chowder 

• Vegetarian Chili 
• Spinach Stuffed Turkey & Herb Meatloaf 

"Fat food,,,.. • ...-" 
GUELPH POUL TRY MARKET 

Mon.-Wed. 9-7 
ThUf$.-Fri. 9-8 
Sal "" Siil. ()osed 

Kortright just off the Hanlon 
Kortright Plaza 

763-2284 



ARBORETUM 

"From Artifacts to Archeology: Can 
You Dig Jt?" is the theme of a 
hands-on workshop Nov. 18 fTOm I 
to 4 p.m. at the Arboretum. Cost is 
$ 18 fo r adults, $9 for children (must 
be at least I 2 and accompanied by an 
adult) and $40 for a fam ily of four. 
Registration and payment are 
required by Oct. 27. Call Ext. 411 0. 

Arboretum naturalist Chris Ea rley 
leads a workshop on gulls Nov. 8 
from 9 a.m. to 4 p.m. Cos" t is $45. 
An optional one-day field trip to the 
Niaga ra area is planned a t an addi-
tional cost. Registration and pay-
ment are req uired by Oct. 31. 

Theatre in the Trees presents the 
dinner-theatre comedy Touch and 
Go by Derek Benfield Saturdays 
beginning Nov. 4. Doors open at 6 
p.m.; showtime is 8 p.m. Tickets a re 
$49 and are avai lable at Ext. 411 0. 

The Arboretum Auxi liary presents 
The Tin Soldier, a children's theatre 
production by William Orlowski 
Tap Dance Projects, Nov. 21 at 6:30 
p.m. Tickets are $5 and are available 
at lhe Arboretum, Simply Wonder-
fu l and Tributaries. 

ART CENTRE 

The Macdonald Stewart Art Centre 
hosts its annual Framed Art Auction 
Party Nov. 11 , beginning at 6:30 
p.m. This year marks the 20"' anni -
versary of the auction , which fea-
tures frames transformed by promi-
nent artists into works of art. Tickets 
are $35 and are available at the art 
centre information desk and the 
Framing and Art Centre. 

CONCERTS 

The School of Fine Art and Music's 
Thursday noon-hour concerts con-
ti nue Oct. 26 with pianist Rami Bar-
Niv and Nov. 2 with fl utist Kim 
Shippey and harpist Alyssa Michal-
sky. O n Nov. 9, Jacob Heri ngman 
performs on renaissance lute. The 
concerts are in MacKinnon 107. 
Admission is free, but donations are 
welcome. 

The U o f G Chamber Singers, con-
due1ed by Marta McCarthy, perfo rm 
Nov. 4 at 8 p.m. at the Macdonald 
Stewart Art Centre. Tickets are $15 
and $ 10. 

COLLOQUIUMS 

The School of Literatures and Per-
fo rmance Studies in Engl ish and the 
Department of History present 
"Scenes of Des ire and Exchange: An 
Interdisciplinary Colloquium on 
18th -Century Studies" Nov. 3 fro m 
I lO 5:30 p.m. in lower Massey Hall . 

The Centre fo r Cultural Studies 
hosts a one-day colloquium on 
"Cultural Memory: Communities, 
Violence, Justice" Nov. 10 from 9:45 
a.m. to 5 p.m. in the Whippletree. 

CONFERENCE 

The IO'h ann ua l Tri-University His-
tory Conference runs Oct. 28 from 9 
a.m. to 5 p.m. in the OVC Lifetime 
Learning Centre. Cost is $20 for fac-
ulty, $15 fo r students. Register in the 
Department o f History. 

LECTURES 

The School of Literatures and Per-
formance Studies in English presents 
Veronica Kelly o f the University of 
Queensland discussing "Alfred 
Dampier as Perfo rmer of Late Colo-
nial Australian Masculinit ies" Oct. 
25 a t 1:30 p.m. in MacKin non 3 10. 

The Facul ty of Environmental Sci-
ences' Kenneth Hammond Lectures 
on Environment, Energy and 
Resources continue Oct. 26 with 
Sandra Postel of the U.S. Global 
Wa ter Poli cy Project discuss ing 
"Wa ter, Popul ation and Environ-
ment: Chal lenges for the 21" Cen-
tury." On Nov. 2, Prof. Ron Brooks, 
Zoology, presents "Earthworms and 
the Fo rmation o f Enviro nmental 
Et hics and Other Mythologies: A 
Danvinian Perspective." The lec-
tures are a t 7 p.m. in War Memorial 
Hall. Admission is free. 

Third Age Learning- Guelph's fall 
lecture series for retired people con -
cludes Nov. I with retired English 
professor John Bligh discussing 
"Enlargements of the European 
Union, Past and Presen t" a t 10 a.m. 
and University of Waterloo profes-
sor emeritus Alvin Evans exploring 
"Aging As a Spiritual Journey" at 2 
p.m. Lectures are at the Arboretum 
Centre. 

Elliot Entis, president of AJF Protein 
Ltd. and Aq ua Bounty Farms of 
Main e, delivers this year's Ra ithby 
Memorial Lecture Nov. 8 a t 12: 10 
p.m. in OVC 1714. His topic is "A 
Salmon's Tale: Commercializing 
Gene-Modified Fish." 

NOTICES 

The Women's Campus Safety Initia-
tives Committee invites proposals 
from all members of the Univers ity 
community to receive support u nder 
the Ministry of Training, Colleges 
and Un iversities' an nual $10,000 
grant for women's safety initiatives. 
Application deadline is Nov. 6. 
Guidelines are available from the 
Human Rights and Equ ity Office or 
its Web site, www. uoguelph.ca/hre/ 
WCS l. htm, the Central Student 
Association, the Grad uate Students' 
Associat ion , the Wome n's Resource 
Centre, Security Services, Student 
H ousing Services, the Munford Cen-
tre and the Centre for Students with 
Disabilit ies. For more information , 
call com mittee chair Ma hejabeen 
Ebrahim at Ext. 6025. 

The Stress Management and High 
Performance Clinic is o~ring a 
four-session program on managing 
headaches, beginning Nov. 7 at 7:30 
p.m. It will provide an int roduction 

to understa nding personal headache 
triggers and will offer in struction in 
prevention and managemen t strate-
gies for stress- rela ted tension and 
migraine headaches. Cost is $20 for 
U of G students, $60 for o thers. For 
more informa tion, leave a message 
at Ext. 2662 or visit the Web site 
www.uoguelph.ca/-ksomers. 

The Nutraceutical A!Jiance's second 
ann ual symposium in conjunction 
wit h the Equine Research Centre 
focuses on "Adva ncements in Natu-
ral Products" Dec. 8 and 9 at the 
OMAFRA building. Industry leaders 
wiU present expert lectures on a vari-
ety of topics, with special emphasis 
on herbs and other natura l health 
products for horses. For more infor-
matio n, call Wendy Pearson or 
Sharon Wootton at 837-006 1. 

The Sustainable Fores t Management 
Nenvork (SFMN), wh ich aims to 
develop knowledge s trategies and 
tools 10 ensure that Canada 's boreal 
forests a re effectively managed, is 
calli ng for research proposals. The 
deadline for submissions is Nov. 29 
to the Office of Resea rch and Dec. I 
to SFMN (renewal applications are 
due Jan. 31 ). Guidelines and applica-
tion forms can be found at the 
SFMN Web site at http://sfm- 1.biol-
ogy.ualberta.ca/-webpage/english/ 
research/eproposals.htm. 

You th Challenge International is 
looking for young people aged 18 to 
25 to apply for volunteer projects in 
Costa Rica and Guyana. For more 
information, call 4 16-504-3370, 
send e-mail to info@yci.org or visit 
the Web site www.yci.org 

SEMINARS 

The biochemistry seminar series 
continues Oct. 26 with Prof. Stephen 
Seah, Microbiology, discussing 
"Problems and Solutions in the 
Bio remediation of Toxic Polychlo ri-
nated Biphenyls (PCBs)o Stud ies of 
Microbial Hyd rolases Involved in 
the Aerobic Degradatio n of PCBs" 
and Nov. 2 with Ray Truant o f 
McMaster Unive rsity on the "Dis-
covery of Direct and Indirect 
N ucleocytoplasmic Localization Sig-
nals in the Huntington 's Disease 
Protein: A Model fo r H untingto n 
Neurotox.ic ity." Both seminars begin 
at noon. On Nov. 9 at 11 :30 a. m., 
"Determination of Dietary 2-
Amino- l -Methyl-6-Phenylimidazo 
{4,5-b]-Pyridine (PhlP) and Its 
Metabolites in Hu man Breast Milk 
and Urine as a Biomarker of Expo-
sure" is the topic of M.Sc. student 
Patti Solbeck, Chemistry and Bio-
chemistry. AJI seminars are in 
MacNaughton 222. 

The Plant Biology Council seminar 
series presents Tammy Sage of the 
University of Toronto d iscussing 
"Recognizing and Rejecting Self~ 

Pollen in Flowering Plants: Distrib u-
tion, Mechanisms and Evolution of 
Self- incom patibility" Oct. 26 at 2:30 
p.m. in Axelrod 028. 

" Bayesian Nonparametric Regres-
sion Using Wavelets" is the to pic of 
Jean-Fra n~ois Angers of the Univer-
sity of Montreal Oct. 26 in the 
Department of Mathematics and 
Statistics semi nar series. On Nov. 2, 
Peter Forsyth of the University of 
Waterloo examines "Segregated 
Funds: Bad News fo r Canad ian 
Insurance Companies." On Nov. 9, 
the topic is "Modified Likelihood 
Ratio Test for Finite Mixture Mod-
els" with Jiahua Chen of the Univer-
sity o f Wa terloo. The semi nars begin 
a l 4 p.m . in MacNaughton 121. 

The departmen ts of Consumer 
Stud ies and Economics present 
Tony Dalto n of R.M lT Un ivers ity in 
Australia discussing "Home Owner-
ship and Policy-Making in Australia 
and Canada" Oct. 27 at 12:30 p.m. in 
Mac::Lachlan 107. 

"Non-Linear Featu res of FX Volatil-
ity" is the topic of Tom McCurdy of 
the Unive rsity of Toronto Oct. 27 in 
the Department of Econo mics visit-
ing speake r series. On Nov. 3, Pau l 
Anglin of the Unive rsity of W indsor 
examines " Price vs. T ime: A Study of 
Sell ing a House." The seminars 
begin at 3:30 p.m. in MacKinno n 
234. 

The School of Languages and Li tera-
tures presents Prof. Victor Matthews 
discussing "Antimachus's Version of 
the Argonautic Myth" Oct. 27 a t 3:30 
p.m . in the University Club on UC 
Level 5. 

T he Axelrod Institute o f Ichthyol-
ogy's seminar series continues Oct. 
3 1 with grad uate studen t Ben 
Clemens, Zoology, discussing "To 
Bloat o r Not to Bloat: Buoyancy in 
Coregonus Hoyi'' at 12:30 p.m. in 
Axelrod 168. 

TEACHING SUPPORT 

Teach ing Support Services presents 
a moderated panel discussion on 
"Thinking Critically About WebCT: 
Reflections on the Design Process" 
Nov. 3 from 11 :30 a.m. to 1 p.m . in 
the McLaughlin Library's Group 
Viewing Room . The pedagogy be-
hind the process of developing effec-
tive user-centred, Web-based 
courses will be the focus of discus-
sion. Instructo rs already engaged in 
designing, creating and using 
WebCT will share their experiences. 
Anyone who has developed a 
WebCT course is asked to come pre-
pared to share how their instruc-
tional design took shape. Next up in 
TSS's series of learning technologies 
workshops are sessio ns on "WebCT: 
Advanced'' Nov. 7 and "HTML lll: 
Jump-Start Your Course Web Site" 
Nov. 17. Register online at www. tss 
.uoguelp h.ca. 

THEATRE 

The drama program presents Liz 
Lochhead's adaptatio n of Drac11la 
Nov. 6 to 11 at the Inner Stage. Di-
rected by Prof. Ann Wilson and de-
signed by Prof. Allan Watts, the pro-
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duction runs at 8 p.m. Monday to 
Friday and 7 p.m. Sa turday. Tickets 
are $6 and $8 and are available a t the 
UC box office and the drama office 
in Massey Hall . Unsold tickets will 
be available at the door. 

THESIS DEFENCE 

The fi nal examination of Ph D cand i-
date Terry Humphreys, Family 
Relations and Applied N utrition , is 
Nov. 20 at 10 a. m. in HAFA 243. "Fhe 
thes is is "Sexual Consent in Hetero-
sexual Dating Relatio nships: Atti-
tudes and Behavio urs of Unive rsity 
Students. " The adviser is Prof. Ed 
Herold. 

Guelph 's Commu nity and Volun-
teer Educational Series Committee 
is offering a day of free workshops 
Nov. 4 to enhance the skills of area 
volunteers. Twelve workshops o n 
top ics such as music therapy, AIDS 
awareness, child abuse identifica-
tion, n utrition , dementia and the 
power of storytelling will be offered 
at the Evergreen Sen iors Centre. The 
sessions are free, bu t registration is 
required. Ca ll Cynthia Hof at 
82 1-5363, Ext. 326. 

The Guelph Guild of Ha ndweavers 
and Spinners \.vill hold a weaving 
meeting Nov. 1at2:30 p,.m . at West-
wood United Ch urch . "Fall Fibres," 
the guild's an nual sa le and demo n-
stratio n of spinning and weaving, 
runs Nov. 4 and 5 from 10 a.m. to 4 
p .m . a t the Wellington Coun ty Mu-
seum and Archives . 

T he Rotary Club of Guelph presents 
Up W ith People, performing Nov. 8 
to 10 at the Rive r Ru n Cen tre. For 
ticket in fo rmation, call 763-3000. 

The YMCA-YWCA will hold its 
annual meeting Nov. 7 at 6:30 p .m. 
at the Arboretum. Guest speaker is 
David Foot, well-known Canadian 
demographer and best-sellin g 
autho r of Boom, Bust and Ec/10. 
Tickets a re $ 10 and must be pur-
chased in advance at the Y or by call-
ing 824- 5150. 

The Guelph Creative Arts Associa-
tion will hold its annual craft show 
Nov. 5 from 11 a.m. to 5 p.m. at the 
River Run Centre. The associatio n's 
51" annual juried exhibition of fine 
arts and crafts runs from Nov. 5 to 
25 in the lower level of the Guelph 
Centre. An opening receptio n runs 
Nov. 5 from 2 to 4 p.m. 

Th e annual dinner of the Cardiac 
Fitness Association will take place 
Nov. 13 at 6:30 p.m. at the Maryhill 
Knights of Columbus H all. For tick-
ets, call 648-2252. 

The Royal City Quilters Guild meets 
o n the second 'f.uesday of each 
month a t 7:30 p.m. at Wesl\vood 
United Church on Willow Road. For 
more in formatio n, call Lisa Fletcher 
at 763-4668. 
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