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Third-year sociology student
Genna le Gear is head coach

4 ANTIBODY from egg yolk

for the Guelph Syn<hronized

could combat rotavirus.
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Swimming Club, a local
program that has more than
50 girls and young women
involved in both competitive
and recreational synchronized swimming. The club
uses the Univers ity's red pool
every week to practise, and le
Gear, who's been involved in
synchronized swimming for a
decade, is one of four U of G
students who coach for the
club. See story on page 12.

HARMLESS-looking tree

is really a predator.

6 MORE information is needed
to decide about GMOs.

7 FINE art student is equally at
home on tb e football field.
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Human
Rights
Report
in Final
Draft

Director of Food System Biotech Centre
Appointed Vice-President (Research)
Prof Alan Wildeman will assume new duties July 1

Working group aims to
bring document to Senate .
meeting in September

I

NCLUDED WITH THIS ISSUE of
@Guelph is the Human Rights
Policy Development Working
Group's final draft of Humat1 Rights
at the University of G11elph. Patrick

Case, director of the Human Rights

and Equity Office, says the draft
represents the consensus of ideas
and input arising from the working
group's efforts to develop a human

rights

policy

and

that will
everyone at U of G.
document

procedures
work

for

"Although our consultations

T

HE SEARCH COMMITTEE for the position of
vice-president (research ) has recommended
the appointment of Prof. Alan Wildeman, director
of U of G's Food System Biotechnology Centre.
T he appointment, which will go to Board of
Governors for final approval, begins July 1.
" I am delighted to accept this recommendation," says president Mordechai Rozanski, chair of
the search committee.
"As a member of U of G's faculty for more than
IS years, Dr. Wildeman enjoys a national reputation as a first-rank researcher with extensive experience in multidisciplinary networking and
multi-faceted research projects involving universities, the provincial and federal governments and
industry. He has also long pur-sued an interest in
the societal impacts of research and science, believes in a research agenda that values diverse
fields and approaches, and is committed to advancing the linkages between research and teach-

have been extensive and detailed, we
welcome the fact that we will continue to receive comments about the
policy and procedures from individuals and some groups as we
move to conclusion," says Case.
The goal is to bring the human
rights policy and procedures document to Senate in September for
discussion, as a prelude to submission to Board of Governors for final
approval, he says.

mg."
Wildeman, who holds B.Sc. and M.Sc. degrees
m biology from the University of Saskatchewan
and a PhD in molecular genetics from U of G,
joined Guelph in 1985 as a professor in the Department of Molecu1ar Biology and Genetics. He
has held a Natural Sciences and Engineering Research Council Industrial Research Chair in biotechnology, has been a participant in many
national and international peer-review panels in
the biomedical sciences, was named director of the
Food System Biotechnology Centre in 1999 and is
Guelph's lead participant in the Ontario Genome

Group and the Human Rights and
Equity Office, I wish to thank all of
those who have contributed to the
final draft."

Project.
"The University of Guelph contains many of
the elements that a leading research institution
needs," says Wildeman. "While our reputation in
agri-food and veterinary medicine grows, research

"On behalf of the Worlcing

Prof. Alan Wildeman
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excellence in social sciences, life sciences, physical
sciences and humanities increasingly highlights
the multi-faceted nature of scholarship on th.is
campus. Needless to say, I feel honoured at having
been picked by the selection committee. I look forward to working with the Office of Research in the
delivery of their services to the research community, and to meeting with deans, chairs, faculty,
staff and students across campus to discuss ways in
which I, the associate vice-presidents and others in
the office can help to promote their research aspirations. I also look forward to working with the
various government agencies that place a large investment in us, particu1arly at a time when research funding in Canada is growing."
Rozanski notes that the search process was an
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extensive and challenging one, ultimately incorporating a review and restructuring of the Universitfs research operations.
"Given the exceptional leadership provided by
Or. Larry Milligan over the past 15 years and the
continuing achievements of U of G's research
community, the search committee was committed
to recruiting an individual of the highest calibre
We were seeking someone with visionary and strategic leadership to help the Universitfs researchers and scholars achieve institutional and
individual research aspirations - locally, nationally and internationally."
T he president adds that as the search evolved, it
became clear that the structure and resources of
the Office of Research had to be enhanced to recruit a worthy candidate who met Guelph's distinctive requirements, as well as to ensure ongoing
success in the new provincial and federal funding
environment. Spurred by these needs, a review of
the Office of Research was conducted, resulting in
the creation of two new associate vice-president
positions and recommendations for further operational adjustments and resource improvements to the office, he says.
"I look forward to working very closely with
Or. Wildeman in his new role over the next few
years," says Rozanski.
"He and l have already discussed the priority
steps that should be taken to fulfil the management needs of a restructured office. We have also
discussed ideas to ensure that central as well as local research issues are addressed. The newly created and evolving senior research admµlistrative
team will be of immense help in this regard, helping the VP (research) pursue the full range of
Guelph's internal and external research initiatives.

Continued on page JO

Women of Distinction Named
U of G faculty, staff, alumni recognized for achievements and contributions
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OF G FACULTY, a staff
member and two alumni, one
of them a former director of
development at the University, have
been named recipients of the 2001
Women of Distinction Awards by
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The awards recognize women
and their achievements in eight categories: arts an,d culture; business, labour, the professions and entrepreneurs; education, training and
development; lifetime achievement;
science, technology and the envi·
ronment; voluntary community hu·
manitarian service; wellness, health
and active living; and yo ung woman
of distinction.
Prof. Donna Lero, Family Rela·
tions an d Applied Nutrition, was
honoured in the wellness, health and
active living category.Prof Janet
Wood, Microbiology, received the
award fo r science, technology and
environment. Judith Nasby, direc·
tor of the Macdonald Stewart Art
Centre and an adjunct professor in
the School of Fine Art and Music,
was honoured for her contributions
to arts and culture.
The lifetime achievement hon·
our went to Marilyn Robinson·
Murray, a fo rmer director of <level·
opment at U of G and a 1955 gradu·
ate
of Macdonald
Institute.
Elizabeth Fisk, a 1990 BA graduate
of Guelph, was honoured in the
category voluntary community humanitarian service.

Lero, a fa culty member at
Guelph since 1974, co. founded the
University's Centre for Families,
Work and Well·Being, where she
helps famili es manage work and
home responsibilities, and works to
promote respon sive family-friendly
work environments. Recently, she
and the centre played an aotive role
in the You Bet l Care! studies on the
quality of child care in Canada, the
most
systematic and
multi·
jwisdictional studies ever docu·
mented.
"Recognition by the community
is very gratifying," says Lero of the
Women of Distinction Award. " 1
also appreciate the fact that the
award refl ects the support and encouragement the University pro·
vides fo r interdisciplinary applied
research."
Wood, who joined U of G in
1977, was recognized for using her
background and international repu·
tation to benefit the community, es·
pecially by encouraging yo ung
women to pursue careers in science.
She has also been involved in em·
ployment equity, disability issues
and literacy projects.
" I believe the roles of an academic scientist should include com·
munity service," she says. "After
many years of intense and almost
exclusive involvement in teaching,
research and other University affairs, I have only recently begun to
explore ways in which my academic

<toolbox' can be applied within the
community."
Nasby, a staff member at U of G

since 1968, was recognized for her ef·
forts as the driving force behind the
creation of the Macdonald Stewart
Art Centre and for her "tireless en·
thusiasm and dedication'' to enrich·
ing the community with art.
"It's an honour to be recognized
with this award for working in the

arts and for this community," she

says. "It was an exciting moment 20
yea rs ago when 900 people attended
the opening of the art centre. Over
the years, I have worked with so
many fin e artists, staff, volunteers
and trustees who have contributed so
much for the art centre's benefit. "
Robinson·Murray was honoured
for her "vision, pioneering spirit and
leadership. " Her lifetime of contributions include work with 4-H,
Meals on Wheels and the boards of
the Homewood Foundation, Musica
Viva and the Grand River Founda·
tion. She joined U of G's develop·
ment staff in 1986 and went on to
become director of development and
directo r of donor relations before re·
tiring in 1996.
Fisk was recognized for her many
volunteer activities, which include
work with Family and Children's
Services, the United Way and the
Guelph Police Services Board.
The awards will be presented at a
ceremony May 17 at the River Run
Centre. For tickets, call 763·3000.
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DAVIDARNOTI
Retired food science professor David Amott, a faculty
member at Guelph for 32 years, died April I at the age

of75.
•
•
•
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A BSA graduate of the University of Manitoba, he
taught at the University of Saskatchewan for four years
before earning his MS in dairy science at the University
of Minnesota and his PhD in agricultural biochemistry
and dairy manufacturing at Penn State. fie spent a year
teaching at Purdue University before joining the faculty
of OAC as an assistant professor of dairy marketing in
1958.

Prof. Arnott specialized in the problems of producing high·quality market milk and in doing research in
new product development. In addition to his research
and teaching, he served for. many years as chair of the
Convocation Committee andas parade marshal. He re·
tired {rom the University in 1990.
Prof. Arnott is survived by his wife, Jenny; two children, Janice and John; and five grandchildren. A tree
will be planted in his memory Sept. 23 at the Wall·
Custance Memorial Forest in the Arboretum.

GEORGE LEIBBRANDT
Prof. George Lcibbrandt~ Mathematics and Statistics,
died suddenly April 3 al' the age of 63. A B.Sc. graduate
of McMaster University and an M.Sc. and PhD gradu·
ate of McGill University, he joined Guelph's Depart-
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ment of Mathematics and Statistics at its inception in
1966.
An applied mathematician who specialized in the
field of theoretical physics, he fbcused his research on
noncovariant gauges in particle physics, renormaliza·
tion in Yang·Mills theory, quantum gravity and
Chem-Simons theory. He published 72 refereed papers
and a 1994 research monograph titled Noncovariant

Gauges: Quantization of Ya11g·Mills aud Chem-Simo11s
'Flieory in Axial· Type Gaz1ges.
Renowned internationally for his research, Prof.

Leibbrandt was frequently invited to visit and speak at
universities, centres and meetings around the world. He
held visiting professorships at lmperial and Queen
Mary colleges (University of London), Cambridge Uni·
ver.sity, Harvard Univers ity and the Ewopean Organization for Nuclear Research in Geneva. He also received
Germany's Alexander van Humboldt Fellowship tw.iu.
Most recently, he was heavily involved in the formation
of the Perimeter Institute for Theoretical Physics in
Waterloo, serving on its board of directoi:s.
Prof. Leibbrandt was also a popular teacher who
taught a wide variety of courses and maintained an active graduate program throughout his career.
He is survived by his wife, Martha; three children,
Martha, George and Sylvia; and three grandchildren. A
tree will be planted in his memory Sept. 23 at the WallCustance Memorial Forest in the Arboretum.
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INPUT SOUGHT
ON INTELLECTUAL
PROPERTY PAPER
The Subcommittee on
Intellectual Property (a subcommittee of Senate Execu-

Gilmor Award Honours Two
Staff member, OAC student recognized for contributions to student life
Prof. Ian Duncan, Animal and
Po ultry Science, has been awarded
the Robert Fraser Go rdon Memorial Medal for 2001. The medal recognizes distinguished contributions
to a branch of poultry science and
was presented this week at a combined meeting of the British Society
of Animal Science and the Wo rld~s
Poultry Science Association in
York, England. Duncan specializes
in poultry behavio ur a nd welfare
and has been developing methods
of "asking" chickens how they feel
about the conditio ns they're raised
under. This is only the second time
a Canadian has received the Gordo n
Medal since it was established in
1983. In 1997, it went to Prof. Rob
Etches, also of the Department of
Animal and Poultry Science.

tive Committee) recently
released a discussion paper

to the University community that outlines a set of
issues and questions that
need to be addressed in a
are
policy.
Responses
invited from all faculty, staff
and students. Copies of. the

discussion paper can be
obtained from the Senate Qffice on

Level 4 of the University Centre,
Ext. 6760, or. on the Web at
www.uoguelph.ca/Senate. Also on

the Web site are links to related

policies and some of the literature
that has been reviewed by the sub-

committee. Responses should be

submitted by April 27 to secretary
of Senate Irene Birrell.

MICROBIOLOGIST NAMED TO
jOURNAL EDITORIAL BOARD

FARMING COUPLE HONOURED
A farming couple from Ayr are this
year's recipients of the Ontario
Agricultural College's Outstanding
Service Award in recognition of
their contributions to agricultural
research and teaching programs.
John Gillespie and Mary O 'Connor
ofJo-Mar Farm were honoured at a
volunteer recognition receptio n
April 2. For many years. the couple
have made their farm and livestock
operation available to U of G students and fac:ulty, to the Ontario
Ministry of Agric:ulture, Food and
Rural Affairs, and to visiting groups
from across the country and inter~
nationally.

SLAPSIE RUNS HIGH SCHOOL
LITERARY COMPETITION
The Sc;hool of Literatures and Performance Studies in 'English is running the Stone Sky 2001 Literary
Competition for secondary school
students. Prizes will be awarded in
the categories fiction, poetry, and
dramatic monologue or dialogue.
Each competitor is limited to one
story of five to 10 pages, three
poems of up to six pages and a
monologue or dialogue five minutes in length. Entries must be sent
by May 15 to the Stone Sky Literature Competition, Massey Ha:ll.
Judges are drama professor Judith
Thompson and English professors
Janice Kulyk Keefer and Tom King.

Laurie Schnarr, left, and Kathryn Barkey are the 2001 recipients of the R.P. Gilmor student Life Award.

T

HIS YEAR'S WINNERS of the R.P.
Gilmor Student Life Award for
contributions th at enhance the
quality of student life on campus are
manager
of
Laurie
Schnarr,
leadership, service and involvement
programs in the Counselling and
Student Resource Centre (CS RC),
and Kathryn Barkey, a third-year
OAC student. They were honoured
at an April 3 reception attended by
former provost Paul Gil.mar, for
whom the award is named.
Schnarr, who joined the University in 1983 and CSRC in 1985, is d escribed by student nominators as "a
tireless advocate for the betterment
of student life" who is ''willing to go
above and beyond the call of duty in
order to support students."
Since assuming m anagement of
the University's peer helper program
in the mid- '80s, Schnarr has been instrumental in developing it into the

PHOTO BY MARTIN SCHWALBE

largest peer helper program in Canada. She is a founding member and
co-ordinator of the Student Executive Council and each year coordinates Student Leaders Interacting and Collabo rating, an awardwinning leadership conference for
newly elected and appointed student
leaders from across the country.
Scharr has increased the visibility
of her unit through projects such as
iCAN (Interactive Community Action Network), a Web service that
links volunteers with community organizations, and Project Serve, a
one-day vo lunteer e.vent for students
across campus.
Barkey, who is president of the
Fed eration
of
OAC
Student
(SFOAC), followed three older siblings from the family farm in Blackstock, Ont. , to OAC in 1998. She has
represented her college on the University's Judicial Board and the Stu-

dent Budget Ad visory Group and is a
student representative on the academic vice-president's facul ty selectio n committee.
Previously, she acted as liaison
between SFOAC and the U ofG Hu man Rights and Equity Offi ce and is
currently working with alumni as a
member of the OAC Alumni Foun dation and OAC Alumni Associatio n
boards.
A 4-H member and active Jr.
Farmer, Barkey works parl time for
the Ontario Farm Animal Council
and the Admissio ns O ffi ce.
Barkey's SFOAC no minators say
her " co ntagious enthw iasm" for student life has influenced many U of G
students to become involved. " Her
persistence in her pursuit of
strengthening ties between OAC and
the rest of the University has been
appreciated by students, fac ulty and
alumni."

Dean Candidates Announced

S

EARCH COMMITTEES for the
positions of dean of the
College of Arts and dean of the
Ontario Agricultural College have
announced the names of shortlisted candidates.
WORKSHOP FOCUSES
The College of Arts search comON UNRESOLVED GRIEF
mittee, which continues its search
The Couple and Family Therapy
with other candidates, has
process
Centre is co-sponsoring a workannounced two candidates to date:
shop April 20 on strategies for livCynthia Neville, a history professor
ing with unresolved grief. The
and associate dean of graduate studworkshop will feature Pauline Boss,
ies at Dalhousie University, and Jua University of Minnesota family
dith Henderson , a professor of
science professor, who will talk
English and history and associate
about "Ambiguous Loss." Thesesdean (humanities and fine arts) at
sion is aimed at social workers,
the
University of Saskatchewan.
therapists, counsellors, clergy, docNeville and H enderson have
tors, nurses, long-term caregiver..s
been invited to visit the University
and mental health professionals,
this month to give public talks and
although the general public may
meet with various administrators,
also attend. It runs from 9:30 a.m.
faculty,
staff and students. Neville
to 4:30 p.m. at the Arboretum. Cost
will speak April 18 and Henderson
is $95 for professionals and $65 for
will speak April 23, with both talks
students. For more information,
beginning at 9 a.m. in Room 120 of
call Rosemary Sartori at Ext. 6426.
the MacKinnon Building. The ses~-----------' sions will include a question period.

Copies of the candidates' CVs are on
file in College of Arts academic offices and in the office of the provost,
Room 414 of the University Centre.
The College of Arts search committee, chaired by provost Alastair
Summerlee, invites written submissions on the candidates fro m members of the University co mmunity.
Other members of the search co mmittee are Prof. Brian Allen, Mathematics and Statistics; Prof. Daniel
Ghouinard, Languages and Literatures; Pro f. Elizabeth Ewan, History;
Prof. Alan Filewod, Literatures and
Performance Studies in English;
Prof. Alun Joseph, dean of the College of Social and Applied Human
Sciences; Susa n Morrison of the
College of Arts dean's office; and
student Jackie Swa island .
The OAC search committee has
announced the names of two sho rtlisted candidates: Prof. Tom
Michaels, acting dean of OAC and a
fa culty member in the Department
of Plant Agriculture; and Craig
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Pearson of the Department of Agriculture, Fisheries and Forestry in
Canberra, Australia. Pearson is the
department's chief scientist in the agriculture, food and sciences divisio n
and greenho use co-ordinato r for the
Bureau of Rural Sciences, and is also
an adjunct professor at the Australian
National University.
It's anticipated that the candidates
will be invited to give a public lecture
and meet with vario us constituencies
in mid-May o r early June. Copies of
their CVs will be on file in OAC academic o ffices and in the provost's offi ce.
Chaired by Summerlee, the OAC
search committee consists of Prof:
Robert Brown, Landscape Architecture; William Curnoe, Kemptville
College; Prof. Kees de Lange, Animal
and Poultry Science; Chris Gillard,
Ridgetown College; graduate studies
dean Isobel Heathco te; graduate student Ryan Ramsey: Prof. Barry Shelp,
Plant Agriculture; and Prof. John
Walsh, HAFA .

Prof. Chris Whitfield, Microbiology, has been appointed to the editorial board of the Journal of Biological Chemistry for a five-year
term. The journal is published
weekly by the American Society for
Biochemistry and Mo lecular Biology and is one of the premier jo urnals in irs field. In 2000, the journal
handled 12,600 submitted papers
and published more tha n 41 ,000
pages.

TOP ATHLETES HONOURED
U of G's to\) student-ath\etes were
honoured recently at the Department of Athletics' annual banquet.
Swimm er Sean SepuJis, who wo n
three CIAU gold medals this season
and o wns mo re Q UA records tha n
any o ther swimmer, was named
male athlete of the year, the second
time he has received the honour.
Track-and-fi eld Grypho n Heather
Loree was named female athlete of
the year for a stellar season that
included three medals at the
national championships. The Wildman Trophy went to football Gryphon Jeremy OxJey (see profile on
page 7). Tara Hedican was named
female rookie of the year for her
performance in rugby and wrestling, and the male rookie of the
year award was shared by basketball
Gryphon Naden Kapetanovic and
QUA golf champion Oliver Tubb.

WOMEN'S MOVEMENT IN
CANADA FOCUS OF TALK
Prof. Lynn McDonald, Sociology
and Anthropology, gave a paper on
"The Women's Movement in Canada: Setting the Agenda" at a colloquium on "Madeleine Parent and
H er Struggles" at McGill University
in March.

OPEN HOUSE PLANNED
An o pen house in ho no ur of Peter
Willo ughby, who is retiring after
more than 23 years with Computing
and Communicatio ns Services, will
be held April 25 from 3 to 6 p.m. at
the Whippletree. Anyone wishing
to contribute towards a gift can
send a donatio n to Kim Burgess in
Ro om 006 of the Animal Science
and Nutrition Building.

Antibody From Egg Yolks Could Combat Rotavirus
Between two million and three million children die each year from rotavirus because no vaccine is available

P

ROF. YOS HIN ORI MINE ,

Food

Science, has developed a new
antibody producible in chicken egg
yolks that m ay one day wipe out a
virus that kills millions of children
annually. The antibody, which could
be delivered orally, has proven
effe ctive in elim inating rotavirus in
animals and is now moving to
human clinical trials.
Rotavirus is the major cause of
intestinal in fection in children un de r age three, leading to seve re d iarrhea and vomiting and ofte n death
due 10 dehydration.
"lt is a very difficult virus to control, especially in developing countries," Mine says. "Between two
million and three million children
die each year because, at th e momenl, lhere is no vaccine. Govern -

:~:~~::~
~~~~~::":~~s~spend
Chicke ns could provide an unlimited supply of highly specifi c an-

tibodies capable of neutralizing

human rotavirus, he says. "These an tibodies can then be pu ri fied, packaged for human consumption as
pills or liquid syrup for children, and
used to treat and prevent the virus."
Mine's research foc used on de·
veloping an antibody that speci fically fights hum an rotavirus.
Antibodies are natural "smart proteins" of the immune system that
fight fo reign viruses - or antigens
- in the body. Hens naturally produce an antibody {lgY) that is deposited into egg yolks to give
increased immunity to developing
embryos. Mine's group used the
hens' unique immune system as a
vehicle for antibody production.
The researchers found specific
surface proteins in the rotavirus that
play a key role in the neutralization
of the virus. They expressed the pro-

tein using biotechnology and injected it into the hens.
"The resulting antibody - deposited into the egg yolk - captured
the virus and didn 't allow it to grow
anymore," Mine says.
In animal tests involvi ng mice,
the antibody both neutralized the virus in infected animals and prevented in fe ction in others.
"This has significant implications
as an oral delivery of antibodies fo r
hum ans and fo r possible use in the
forti fi cation of food products as medicinal foods," he says.
Antibodies are often produced
for comm ercial use as med ical therapies and drugs. They are traditionally obtained by using the serum of

mammals such as mice, rats, rabbits,
sheep, goats and horses after they've
been immun ized. Until now, however, no antibodies have effectively
elim.inated rotavirus.
Mine says that using chickens for
antibody production is superior to
using m ammals fo r a nu mber of reasons. Less antigen is required to produce an efficient immune response,
and hens produce 18 times as many
antibodies as m ammals their size do.
Eggs are also eaten by people worldwide, making them a more feasible
and cost-e ffective source for largescale production. In addition,
chicken antibodies can be easily purified from the egg yolk using simple
non-invasive techniques.

White pine partners with fungi to eat insects alive, new research shows

T

known
for its maj estic heights and soft
blue-green needles - is a predator
under the soil , teaming up \vi th fungi
to eat insects alive, U ofG researchers
have discovered. The findin gs of
Prof. John Klironomos, Botany, and
graduate student Miranda Hart,
which appeared in the April 5 edition
of Na h1re magazine, have the
potential to change how science
looks at nutrient cycling in forests.
Klironomos and Hart found that
white pine trees form a deadly partnership underground with the fungus Laccaria bicolor, which grows
from the tree's root. The two work as
mutualists, with the fungus preying
on insects to get animal-origin nitrogen, then using it to .. barter" with the
host tree for the carbon it needs to
HE WHITE PINE TREE -

synthesize enzymes.
In this way, white pine trees are
acting indirectly as predators to supply themselves with life-sustaining
nutrition, says Klironomos. It also
means that forest nutrient cycling
may be more complicated than was
previously thought.
"Above-ground, these trees look
so harmless," he says, "but it turns
out that below the surface, they are
feeding on live animals.n
The researchers made the discovery while conducting a routine study
that involved white pines. "When we
would introduce insects to the soilmostly springtails - they would die
immediately, and we wondered
why," says Klironomos.
"On closer examination, we discovered the insects were really being

attacked by this fun gus. We think the
fungus releases a toxin that paralyses
the insect, then it infects them, grows
inside them and eats them alive."
To verify the results, the researchers conducted a series of controlled
experiments with white pine seedlings and L bicolor. They found that
springtails in the soil did not die in
the presence of other fungi or in tests
that were fungu s-free. Likewise,
when white pine seedlings were
grown in controlled environments
with a different fungus or in the absence of fungus, they were able to acquire nitrogen only from dead
insects.
"It is the specific combination of
the white pine tree and the L. bicolor
fungus that proves lethal for insects
and most effective for the tree," says

Klironomos.
Science has long recognized the
importance of the partnership b e~
tween trees and ectomycorrhizal
fungi (fungi that grow from trees'
roots) in plant nutrition. Until now,
however, it's been commonly believed that trees and their associated
fungi derive nitrogen from dead organic matter in the soil.
Klironomos adds that more
studies must be conducted to determine if their findings are an isolated
incident.
"When you're dealing with soil,
it really is a big black box," he says.
"It's so difficult to figure out what's
going on down there. But if this phenomenon proves to be widespread,
it changes everything."
BY LORI BONA HUNT
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He has written a book chapter on
this research that has been accepted
for publication by Kluwer Academic
Press in the United Kingdom. He also
presented his findings at the international gathering of the American
Chemical Society.
In December, Mine received a
Premier's Research Excellence Award
from the Ministry of Energy, Science
and Technology to help fund his research. He has also received backing
fro m the Natural Sciences and Engineering Research Council, Agriculture and Agri-Food Canada, the
Ontario Egg Producers Marketing
Boa rd and the Ontario Ministry of
Agriculture, Food and Rural Affairs.
BY LORI BONA HUNT
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"With the conventional method
of obtaining antibodies, animals are
inevitably sacrificed fo r the antibodies in their circulating blood," says
Mine. "Here, only the eggs from the
immunized hens are used."
The second part of his research
fo cused on developing ways to deliver the antibody o rally. To combat
or prevent rotavirus, antibodies
must pass safely through the stomach and exert their fun ction in the
intestine, where the rotavirus attaches. So Mine developed a unique
antibody microcapsulation technology that resists breakdown in the
stomach and is released into the
small intestine fo r target antibody
delivery without degradation.
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Edible .Pac~agin~, Udder Balm Capture
Top Pnzes 1n Pro1ect SOY Competition
Contest designed to harness the creativity of U of G students in finding innovative uses for soybeans

E

DIBLE, biodegradable pa~k
aging and an all-natural
lavender-scented udder cream for
cows and ewes were the top winners
in this year's Project SOY (Soybean
Opportunities for Youth), an annual
contest for U of G students to
develop new uses and markets for
soybeans.
The event wrapped up April 3 in
Guelph with an awards ceremony attended by Ontario Minister of Agriculture, Food and Rural Affairs
Brian Coburn. The minister, president Mordechai Rozanski and Peter
Hannam, president of First Line
Seeds, presented the winners with
first-, second- and third-place
awards in undergraduate/graduate
and diploma categories, valued at
$2,500, $1,000 and $500, respectively, in both categories. Seven student teams competed in the contest.
First place in the undergraduate/graduate category went to edible
and biodegradable food-packaging
trays called Soylutions Inc., developed by engineering undergraduate
students Marc-Antoine Joly, Eugene
Mohareb and Phuong Nguyen. First
place in the diploma category was
awarded to Udderly Soyft, a
lavender-scented udder balm that
minimizes the spread of infection
(lavender acts as an antimicrobial

Eugene Mohareb, left, Phuong Nguyen and Marc-Antoine Joly captured
first place in Project SOY's undergraduate/graduate category for their
edible food packaging.
PHOTO BY MARTIN SCHWALBE

and seems to have a calming effect
on the animal). The product was developed by Kemptville College student Jason Mcintosh.
Second place in the undergraduate/graduate category went to food
science undergraduate students
Rebecca Paine and Catherine
Schluter for paper products made
from okara (soy byproducts). Third
place was awarded to plant biology
undergraduate student George Bassel and food science undergraduate
Amy Proulx fo r FerriSoy, an iron
supplement derived from nodules
on soybean roots.
Second place in the diploma category went to Ridgetown College students Krystyna Czarnik and Alicia
Gabourie for Soy'Perb, antiperspirant products based on soy oil
and soy flour.
Honourable mentions (and $250
cash prizes) went to the team of
Meghann Mcleod, Sarah Morrison
and Andre McBride for a low-fat
brownie snack and to Jessica Hough
for Catsoya, a tuna-flavoured soy
milk forc.ats.
Project SOY was initiated in 1996
to harness the creativity of students
in finding innovative new uses for
soybeans, the number-one cash crop
in Ontario. Project SOY winning
ideas in the past have included

heart-healthy soy bagels, a coffeelike beverage made from roasted
soybeans and environmentally
friendly soy-based candles.
Student participants in Project
SOY who want to advance their
products to the commercialization
stage can now apply to the Hannam
Soybean Utilization Fuad (HSUF)
for assistance. The HSUF is a $1·
million gift to U of G from Hannam,
an OAC graduate who was instrumental in initiating Project SOY.
The contest is sponsored by First
Line Seeds and the University, with
additional support from the Ontario
Soybean Growers and Maple Leaf
Foods International. Students at
Guelph and at its affiliate colleges in
Ridgetown, Kemptville and Alfred
are eligible to participate.

T

BY MARGARET BOYD
AND MIR/ANA VRBASKI
OFFICE OF RESEARCH

HE
HANNAM
Soybean
Utilization Fund is calling
for proposals for Year 2 of the
fund. About $50,000 per project
is available each year. A
slatement of interest must be
submitted by April 27 to HSUF
chair Prof. Tom Michael~.
acting dean of OAC.

Canadians Need More Info to Decide About GMOs
Report recommends establishment of comprehensive communications program that is interactive, participatory, proactive

C

In December, CBAC released 10
want and need
comprehensive information background reports it had commisexplaining both the benefits and sioned, including Finlay's, to advise
risks of food biotechnology, the committee in its shaping of adaccording to a report co-authored by vice to government on public poliProf. Karen Finlay, Consumer cies related to biotechnology.
Finlay and her co-authors, UniStudies.
Finlay was one of three authors of versity of Calgary professor Edna
"Meeting the Public's Needs for In- Einseidel and student research
formation on Biotechnology," pre- assistant Jennifer Arko, fo und that
pared at the request of the federal when it comes to biotechnology, Cagovernment's Canadian Biotechnol- nadians need to know more about
the research initiatives under way to
ogy Advisory Committee (CBAC).
The researchers found that, to understand environmental and ecodate, most communication efforts nomic effects, and about the regulaaround biotechnology have been tory process in place to ensure safety
driven either by industry groups in and manage risks.
The authors drew on existing refavour of the technology or advocacy
groups opposed to it, and consum- search about how messages are commemorized
and
municated,
ers full similarly into split camps.
"Canadians tend to fall into two retrieved to recommend how inforgroups," says Finlay. "One group is mation about biotechnology might
eager to learn more about genetically be better understood. Their paper
enginhred food but believes that, so reviewed literature on the dissemifar, there hasn't been enough unbi- nation of biotechnology informaased, balanced information on tion in other countries and
which to form a judgment. The programs now under way in North
other group may need more motiva- America, and tied them to current
tion to make the effort to search out consumer research methodologies.
They found that in an age of meand learn more information about
biotech foods. Our key recommen- dia proliferation and message clutter,
developing information that
dation is for the establishment of a
comprehensive
communications meets the needs, goals and values of
program that would be interactive, the consumer is critical, preferably
participatory and proactive and using more than one media vehicle
would feature a Web site, television to "hit" as many busy family memadvertising, targeted information bers as possible.
"Products should be developed
kits, press kits and exhibits."
ANADIANS

with the needs and values of consumers in mind for optimal success
and efficiency," says Finlay. "Consumers must be targeted proactivcly
and creatively, taking messages to
them rather than passively relying
on traditional media vehicles."

"A positive overall
predisposition to GM foods
is a desirable cognitive state
for consumers, not to
convince them to use GM
foods, but rather to
positively predispose them to
search for and process
specific information about
GM foods so that they
become neutrally informed."
The researchers suggest that because the human mind often memorizes more easily within distinct
categories, it might be possible to
present information in similar categories for GMOs, such as benefits,
effects on nature/environment and
regulation.
"More information is remembered later since activation flows direotly among information elements,
and cues recall information from the
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same category," says the report.
On the subject of supermarket labelling of GMO foods, a contentious
issue at present, the authors write in
favour of it, although they concede
there's a risk that if mandatory product labelling of GM Os is introduced
at the supermarket, it could start a
whole new shopping dynamic.
"Traditionally, consumers have
assumed that if a product is on the
supennarket shelf, it's safe. Research
has shown that, on average, 56 items
are purchased during every 20minute shopping trip. Given this,
plus the typically cluttered and hectic grocery store, it is clear that the
average shopper is not carrying out
too detailed an information search
of each product.
"But with increased media coverage of genetically modified foods,
this heuristic appears to be fading.
Mandatory implementation of GM
food labelling could introduce a new
decision heuristic. If a product is labelled GM, it may be less preferred."
Ideally, the researchers would
like to see consumer perception redirected, so that if confronted with a
GM label, the "don't buy" heuristic
changes lo a "need to know more"
one.
"If consumers become aware of
and positively predisposed towards
the need to become infonned, 'finding out more' will become the
function of the label if that addi-

tional information is effortlessly accessible," says Finlay.
The researchers believe that open
labelling is the right thing to do to
convince consumers that the products are safe. Without labelling, public concern and mistrust will
increase, they say. But a major public
awareness campaign is necessary so
that consumers are not discouraged
from products solely because they
are labelled as containing GMOs.
"A positive overall predisposition
to GM foods is a desirable cognitive
state for consumers, not to convince
them to use GM foods, but rather to
positively predispose them to search
for and process specific information
about GM foods so that they become
neutrally informed," says Finlay.
CBAC is an arm's-length expert
advisory body created in 1999 to
provide independent advice to the
seven federal ministers who make up
the Biotechnology Minis1erial Coordinating Committee. The 21 appointees to CBAC, which include U
of G plant agriculture professor
Doug Powell, are drawn from the scientific, business, ethics and environmental communities as well as the
genera.I public.
The CBAC news release and all 10
commissioned backgrounders can
be found at the committee Web site
at www.cbac.gc.ca.
BY ALEXANDER WOOLEY

ON A TREADMILL GOING BACKWARDS
"Grades are seen as similar to a money economy and become the chief currency on campus"

A

BY NANCY SCHMIDT
learned or achievement attained. They made little distinction between the quantity of time and the quality of effort.
Difficulties and fru strations arose when what they had
learned did not get recognized in a particular method of assessment or when what they had studied was not what the instructor intended fo r them to learn .

s PART of my doctoral studies in higher
ed ucation at the University of Toronto, I
conducted a series of interviews with 30
fi rst-year U of G stude nts who were part of the
Un iversity College Con nection program. My goals were to
understand what the academic side of university life looked
like to first-year students; to investigate how students as
novice learners negotiated their role as learners; to examine
the belief systems they brought with them about learning,
academic success, ways to minimize academic risk and the
role of instructors; to explore their coping strategies in a
12-week semeste red system; and to understand the tacit
theories they acquired within their day-to-day educational
experiences. Four major themes emerged from the research,
themes that have been reinforced fr om my ongoing work
and interactions with fi rst-year students.
Time Management and the 'Sin of Wastefuln ess'
In students' stories about studying, going to classes and
even in describing their motivation, the theme of wasteful ness came up over and over again. It permeated their talk,
appeared to direct their actions and set lim its on how much
time they spent on academic activities. Students fretted
about "wasting" their money or their parents' money if they
didn't do well. They deplored wasting time, especially if
there didn' t seem to be an appropriate payback for their ef-

forts.

By the third week of cl asses, students were already feeling
behind. There was talk of trying to "catch up" and concerns
about the workload. They described themselves as "buried in
the work" and fee ling overwhelmed. By the eighth week of
classes, I found a frenzied never-ending rush of students trying to get caught up with their schoolwork and a weariness
that came fr om repeated attempts to gain control of their time
and their lives. Katherine summed up these feelings as fo llows:
"It's like running on a treadmill going backwards. Yeah, it's
hard 'cause you have so much to do, but you have no time to do
it in. It's really tough to get everything done and catch up on
past work. It feels like you are in a glass ball, running around in
circles."
Time was seen as a valued commod ity that students neve r
see med to have enough of. What emerged &om their stories was
the notion of an "efficiency principle" they operated fr om. This
principle required all their academic activities to undergo some
kind of cost-benefi t analysis. Those activities deemed to be too
time-consuming without an appropriate payback were eliminated. Dec isions about wheth er to go to class or not underwe nt
this ki nd of analysis co nstantly, as well as where to put one's
study efforts in a particular course. By the middle of the semester, they were very disc riminating about what classes to attend,
depending on other time comm itments and what assignments
were due or if there was an upcoming exam.
The choices students made were dependent on the values
they assigned to their options. An opportunity to sleep in during the morning and thus miss class in order to stay up late at
night to stud)' made sense under these circumstances.
There was another challenge that affected their time - the
d istractions that came from living in residence. Ben summarized this concern: "The noise causing distractions, people
knocking on your door every fi ve seconds, the tempting or
more interesting things that are going on instead of sitting
down at your desk and reading. That just perpetuates my pro·
crastination. It's not unique to me, 'cause it's evident wherever
you go. I know five or six people who are going home for fi nals
so they can sit and concentrate on work. At home, you' re not
going to say: "Oh, I've got to go socialize wi th Mom! "

shared the expectation that hard work, not performance.
should be rewarded. Students didn 't see fail ure as a lack of ability or a lack of effort, but rather a lack of responsibility.
They also came to realize that other fa ctors could affect their
grades, such as difficulties related to transition, and these, too,
were differentiated from ability. Said Sara: "I think that first semester is basically getting used to the idea of mid-terms and
how tough they are, and everyone who is here was good in high
school, so they have the ability. It's just movi ng away from
home fo r the first time. It's a big adjustment."
By mid-term time, I was curious what they would say when
they did get exams back that indicated poo r performance. What
kind of face-saving techniques would they use? From Mike: "I
guess I was really tired and I'm gettin g behind in my reading
and I'm doing it later at night and it's not sticking as well as it
normally would. It's just nerves, too."
I saw repeated patterns emerging in which students deflected poor performance away from personal inadequacy to
fac tors outside themselves.
For many of these students, grades were a sign of maturity
and discipline, a measure of a successful adaptation to the acade mic environment and/or using the right or correct study
methods. Students who were receiving consistently successful
grades tended to identify their hard work and effort as reasons
fo r their success. O n the other hand, students who were getting
poorer grades were starting to question why this formula didn't
always work. Hard work would usually pay off, but there were
times when it didn't, and when that happened, students tended
to experience major fr ustration. As Barbara noted: "My grades
have changed a lot. I came in to Guelph with a 90 average. I' m
going into the chem final with a 63 per cent, and that's the class
that Jive probably wo rked the most at. You look at your grades
and wonder what happened."
Grades defin ed how students felt about their role as learner,
their competence, career aspirations and sense of self. Grades
Sweat Equity: The Rewarding of Hard Work and Effort
St udents seldom brought up the notion of ability as a con- are seen as simil ar to a money economy and become the chief
tributing fac tor for their success. Most assumed that admission currency on campus. Students saw them as a reward fo r specito university conferred on them a recognition of their ability to fie d performance requirements. This grade perspective influ do university work. Many were Ontario Scholars who assumed enced students' understanding of how they should be judged
their high grades in high school gave them a ce rt ain kind ofl e- and rewarded fo r their academic work, and what they considgitimacy to be at university. lnstead, what they recognized as ered to be a fai r and equitable wage fo r t·heir efforts.
They wanted value fo r their effo rts. They wanted to be paid
factors fo r success were hard work and effort. Time on task was
synonymous with effort, and the more time put into studying, a "fair wage" fo r their work. Many believed that time spent enthe better would be your corresponding grades. These students gaged in an academic activity assumes that something has been
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Minimizing Faculty Contact
Throughout my interviews, I was struck by the fact that
students never identifie d their instructors by name. Most often, they were just "he" or "she." It surprised me that the instructors would be such nameless entities even though the
students spoke about them in great detail.
I was also surprised at how minimal the contact was between students and their instructors. Although many commented o n how approachable their instructors were and
how this was so different from what they expected, most said
they wo uldn't actually go to talk to them. Carol explained:
"Generally, yeah, I found the professors approachable, but I
haven't gone to talk to any one of them. If I had a question, I
would tend to ask someo ne in my cluster as opposed to asking my prof. I don't want to go and ask him and have to admit I' m behind ."
Thro ugh their informal networks, students talked about
who would be safe to visit and who would be willing to provide help in a way that didn't denigrate them for not understanding something. For most students, seeking help from
an instructor was not' a "safe" activity, because to do so was
to place themselves in situations where they would be
judged, have to admit ignorance or be berated for their lack
of understanding with the very person who would be grading
them.
Student Autonomy and Institutional Authority
In addition to !United facul ty contact, none ofi the students I
interviewed reported having any other kind of meaningful interaction with adults on campus. They and their peer groups
reigned.
Students enter university with multiple tribal identities
based on common goals, traditions, gender, race, histories or
shared cultural form s of music and leisure. These tribal identities provide them with a sense of loyalty and purpose, fulfil
needs of affecti on and fo ster identity development. As universities increase in size, the socialization process of students is left
to the peer group through such t ribal subgroups.
In a 1989 study of campus life, Michael Moffatt identified
three zones of autonomy experienced by undergraduate students. Students were most autonomous in their daily personal
lives, many fo r the first time living outside the control of parents, and least autonomous in the academic arena. They had
virtually no say in how they were tested, very little voice related
to their academic program and little, if any, choice in their selection of courses and instructors. But between the zones of student autonomy and institutional authority, there existed a grey
zone where students made decisions about whether to go to
class, how much time to devote to studying, or whether to make
contact with their instructors. This was an area where neither
autonomy nor authority fully reigned.
Th.is bifurcation bet\veen student autonomy and institu tional authority parallels the split between the academic and the
social. Each area has its own culture, language and practices,
and students spend their days traversing between the t\vo, living
among and bet\veen the edges.
The academic arena brings with it various rules, regulations,
traditional pedagogical practices and ways of doing business.
The social realm, fu elled by student tribalism, exerts pressure
on students in how they spend their time and on ways to meet
their personal needs and pleasures. These students live between
two spaces, two cultures and two languages. It is the space in between, the crossroads of these different and often competing
cultures, the borderlands, that become an alternative space. It is
in this grey area that I think we need to foc us attention on, to
examine what we can do to help students traverse between the
two zones and become effective border crossers.
Nancy Schmidt is assistant director of the Counselling and
Student Resource Centre.
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THE UNIVERSITY OF GUELPH HUMAN RIGHTS POLICY AND PROCEDURES ARE SUPPLEMENTAL TO AND DO NOT
REPLACE INDMDUAL OR GROUP RIGHTS OR RESPONSIBILITIES ARISING FROM THE ONTARIO HUMAN RIGHTS CODE

I. The Human Rights Policy 4. Monitoring and Amendment
1. Foundation Statement
A comm itment to the maintenance of the dignity of the
hu man person is central to this policy. Asa result, 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 freedom. The
University actively endorses these standards at every level
of the institutio n and in all aspects of student, faculty and
staff life while individuals o r groups are acting in a capacity
defin ed by their relationship with the University.

2. The Legislative Context
Ontario Human Rights Code
The Supreme Court of Canada has stated that the provisions of human rights codes bind universities. The Supreme Court has also stated that human rights laws are unlike ordinary Jaws and that they are "quasi-constitutional"
in nature. The Ontario Human Rights Code exists to prevenl discrimination and harassment and, through its special programs provisions, to promote proactive steps to
end such practices. Jn addition, human rights Jaw prohibits
the crea1ion 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:
• every student and employee;
• learning, University residential and working enviro nments 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 obJjgations under the equality rights provisionsof theCharter of Rightsand Freedoms and the On1ario Human Rights Code;
• the uniqueness and d iversity ofour students, employees
and community; and
• a partnership of students, employees and community.
These values are consistent with an educatio nal institution that actively supports human rights. As such, violations of human rights will not be tolerated. Discrimination
and harassment based o n grounds prohibited by the O ntario Human Rights Code de.value and taint the working,
learning or University residential environment and erode
our values and the integrity of our organization. Such behaviour must be addressed not only for its cost in individual human terms, but also for its cost to our social, economic and civic future.
The University of Guelph asserts that discrimination and
harassment are learned behaviours, not natural or instincti"e impulses. As such, discriminatio n and harassment can
be eliminated, and the ideal of a fair and equitable u niversity can be achie\led. The University is committed to the development and implementation of measures designed to
eliminate or reduce the disadvantages caused by discrimination. Within the bounds of academic freedom, the University's curriculum, employment equity and human resou rces policies must reflect this commilment.
Under the University of Guelph Act, the ultimate responsibility for the educ::ational policy of the University rests
with Senate. This includes, but is no1 limited to, academic
issues related to curriculum (co urse content, teaching
practice and methods of evaluation). It is recognized that
although the human righls policy and procedures do provide mechanisms for addressing complaints that may involve issues related to curriculum, nothing in this human
rights policy and these procedures shall be interpreted so as
to alter Senate's jurisdiction in educational policy.
The policy embodied in this document reinforces the
University's commitment by providing descriptions of d iscrimination and harassment on human rights grounds and
their effec1s, and establishing procedures fo r responding to
allegations of human rights violations. The purpose of this
policy is to prevent discrimination and ha rassment
through greater awareness of and responsiveness to their
deleterious effects, and to ensure that occurrences are dealt
with expeditiously and effectively through consistently applied policy and procedures. Human rights policy, procedure and practice are evolving areas, and the University of
Guelph wishes to remain at the forefront of these developments.

To facilitate the growth and development of this policy
and these procedures and to facilitate their continued applicability to the U of G community, an advisory committee shaUbe established from among University faculty, staff
and students and the Human Righ ts and Equity Office.
The Human Rights Advisory Group (H RAG) shall meet
o nce every three months to comment o n the progress made
in implementing this policy and these procedures. In addition, every three years after their initial date of operation,
this policy and these procedures will be reviewed by an external consultant chosen by and acting under the auspices

of the HRAG.

Witho ut limiting the ability of the HRAG to develop further criteria,. the mandate of the external consultant shall

be:
• to review the minutes of each meeting ofthe HRAG held
d uring the previous three years;
• to interview each member of the HRAG with respect to
his or her perceptions about the effectiveness of these
policies and procedures;
• to selectively interview University of Guelph community members who have become involved with these
procedures;
• to review any statistics about use of this policy and these
procedures kept by the Human Rights and Equity Office; and
•

to develop, as a result of these interviews and reviews, a
report with recommendations about the policy and procedures and about their implementation.

On receipt of the external consultant's recommendations, the HRAG shall consider whether to make the recommended amendm ents to the policy and procedures.

5. 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 suppo rted by the pro ~
visions of the Canadian Charter of Righ ts and Freedoms,
which guarantees everyone freedom of thought, belief,
opinion and expression. The University of Guelph believes
the ability to investigate, speculate, com ment and criticize
without deference to prescribed doctrine or authority is a
precious freedo m that must be protected and nurtured at
all times. For the University to maintain its place as a centre
of excellence and to nurture its environment of creative
and original research, it is crucial that academic and intellectual independence be strong and secure.
The University acknowledges that situations arise in
which there is a perceived conmct benveen academic freedom and human rights. A violation of either freedom is of
grave concern to the institution. With respect to the interplay of human rights protection and the practice of academic freedom , it is the position of the University that, regardless of the subject matter, d iscussion of controversial
issues in or out of the classroo m is not a violat ion of [his
policy and these proced ures. Academic freedom entails the
right of all University community members to make statements that challenge and may even offend the sensibilities,
ideas and beliefs of others. O n 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.

6. Ontario Human Rights Code
to Prevail
•W here the provisions of another policy, procedure o r
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 shall prevail.

7. Those Covered by This Policy
While individuals or groups are acting in a capacity defi ned by their relatio nship with the University, this policy
applies to and covers all University of Guelph administrators, students, employees, Board of Governors and Senate
members, clients of the University, employee organizations, attendees, invitees, special-status organizations, volunteers and contractors.

8. Definition of Discrimination
and Harassment

Human rights law has defined discrimination and harassment as the wrongful exercise of power, authority or control
over others, whether intended or not, based on the followi ng
grounds:
• d isability;
• gender (described as "sex" in the Ontario Human Rights
Code and including pregnancy and gender identity);
•
•
•
•
•
•
•

sexu al orientation;
race;
colour;
ancestry;
place of origin;
ethnic origin;
citizenship;

• creed_(fuith);
•
•
•
•
•

age ( 18 to 64 for the purposes of employment only);
marital status;
family status;
receipt of public assistance (in accomm odation only); and
same-sex partnership sta tus.

8.1 Discrimination
Discrimination is differential or u nequal treatment that is
accorded to an ind ividual o r group of ind ividuals based on
their membership in groups protected under the Ontario Human Rights Code and this policy. Discrimination may be d irect or indirect. Requirements, qualifications or factors that
are neutral on their face may be discriminatory if they nevertheless have the effec~ of preferring, excluding or restricting a
grou p of persons who are identified by a protected ground under the code and this policy.
Discrimination can also be embedded "systemically" - that
is, within the policies and procedures of an o rganizatio n or a
society. This "systemic d iscrimination" perpetuates inequality
benveen 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."
Discrim inatory conduct can have the effect of"poisoning the
environment" of the perso n who is its target. Poisoned environments create unequal and unfair 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 assumptio ns.
Supervisory staff at the University of Guelph have a d uty to
respond to requests for reasonable acco mmo dation and to
complaints of discrimination. In cases where the obligation to
accommodate based on grounds protected under the Ontario
Human Rights Code and this policy arises, the failure to provide reasonable accommodation will result in discrimination
against the person who requires the accommodation.
T he Ontario Human Rights Code makes it clear that corporate liability can result when those with supervisory responsibilities condone (im plicitly o r explicitly) any d iscriminatory
or harassing behaviour of o thers.
ReprisaJs against those who claim discrimination, such as
threats, intimidation or the deniaJ of opportu nity connected
to an y matter covered by this policy, are prohibited under the
Ontario Human Rights Code and are illegal.

8.2 Harassment
Harassment is a form of discrimination based on o ne or
more of the prohibited grounds identified in this policy. Generally speaking, harassmenl takes place between individuals.
The O ntario Human Righ ts Code further defines harassment
as "engaging in a course ofvexatious comment or conduct that
is known or ough t 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.
Discriminatio n based on gender can take the form of harassment, which can include a sexual advance, request for sexual
favo urs, or sexual fli rtation or banter that is known) or o ught
reasonably to be known, to be unwanted. It is particularly pernicious where the solicitation or advance is made by any person in a position to grant, confer or deny a benefit, privilege or
advancement to another.

8.3 Negative Environments or Climates
Human rights law holds that negative environments o r climates are created by acts or omissions that maintain offensive,
hostile or intimidating climates for individuals or groups

based on one or more of the prohibited grounds of discrimination. These acts or omissions have the effect of "poisoning" the environment. In this context, discriminatory
behaviours of University community members, either inside or outside the institution, while engaged in University
affairs or at University-related events and functions, can
have a negative effect on the University community, thus
poisoning the environment for study, work or residential
living.
A negative working, learning o r University residential environment is characterized by supervisory acceptance of, o r
participation in, such matters as graffiti or pinups on walls
or work spaces; language that demeans groups protected by
thjs policy; inattention to remedying imbalances in the employment of designated-group members through implementation of the University's employment equity program;
and the failure to review and change policies, practices and
procedures that discriminate on any ground prohibited by
this policy.

9. Duties and Responsibilities
The University expects that all members ofits community
will be positive role models to each other by:
• not engaging in human rights discrimination or harassment, and not engaging in reprisals against anyone who
makes or defends a complaint of discrimination or harassment 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
discrimination 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. Q uite apart from its general expectations for all members of the community, the University's
administrators, deans and chairs of academic departments,
directors and supervisors (referred to hereinafter as "those
with supervisory responsibilities") have a particular duty to
take steps to prevent discrimination and harassment on the
grounds covered by this policy and to support the implementation of the policy and procedures. Those with supervisory responsibilities a re also encouraged to support, where
established, special programs designed to eliminate disadvantage caused by discrimination.
The University has an obligation to reasonably accommodate the needs of persons with disabilities where those disabilities preclude them from carrying o ut the essential duties attending the exercise of their right to equal treatment in
the provision of educational services or employment. The
University also has an obligatio n to consider accommodation 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 otherwise required by the code.
Those with supervisory responsibilities in relation to student instruction should ensure that the learning environment is free from discrimination 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 employment policies and practices and in reasonable access to
programs, resources and facilities.

9.1 Particular Duties of Those With
Supervisory Responsibilities
Within the scope of their particular authority, those with
supervisory responsibilities have particular duties to pre·
vent and respond to human rights discrimination and harassment. These include:
• with the assistance of the Human Rights and Equity Office, facilitating the education of faculty, staff and students about these policies and procedures;
• with assistance available from the Human Rights and Equity Office, facilitating awareness training among faculty,
staff and students about equality rights matters;
• informing any party who brings a concern or complaint
of harassment or discrimination to their attention about
this policy1 including the concern and complaint resolution 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;
• supporting the work ofthe Human Rights and Equity Office in the processing and resolution of concerns and
complaints, including providing the office with any material relevant to their resolution;
• working with the Human Rights and Equity Office in
scheduling training and information sessions for faculty,
staff and students;
• working with the Human Rights and Equity Office in the
collection of data and other information regarding concerns and complaints;
• setting a good example by not condoning or participating
in any discrimination or harassment in the workplace,
learning o r University residential environment;
• seeking advice and assistance when necessary from the
Human Rights and Equity Office;
• affording fair treatment to any party known to be involved in the human rights concern and complaint resolution procedures;
• with the assistance of the Human Rights and Equity Office, providing support to the parties throughout the hu·
man rights concern, mediation and complaint resolution
procedures;
• protecting .the parties against reprisal; and
• with the assistance of the Human Rights and Equity Office, implementing resolutions when required.

10. Hwnan Rights Concerns
and Complaints
All those who are inoluded under this policy may raise a
concern o r make a complaint about discrimination and harassment as defined by this policy and have access to internal
complaint procedures offered by the University. It is necessary that those with supervisory responsibilities address and
attempt to resolve d isputes in the informal/mediated processes outlined in these procedures. When requested by a
party, or where the University determines that it is necessary, a fact-finding process under these complaint procedures shall be invoked.

11. The Human Rights
and Equity Office
The Human Rights and Equity Office reports directly
th rough its director to the president of the University of
Guelph and acts with impartiality in carrying out its mandate under this policy and these procedures.
The Human Rights and Equity Office carries the responsibility for:
• assisting those with supervisory responsibilities in the
resolution ofhuman rights concerns. The mandate of the
Human Rights and Equity Office is aJso to manage the
fact-finding process in a consistent, timely and fair manner, and otherwise act on any equity-related matters that
may be referred to the office by the president of the University of Guelph.
• 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 Human Rights and Equity Office shall publish an annual report conta ining both quantitative and q ualitative
infonnation about human rights at the University. and
the report shall also communicate the Human Rights and
Equity Office's activities and programs to faculty, s1aff,
students and the community.
• bringing to the attention of those in positions of responsibility any apparent gaps or inadequacies in University
policy, procedures and practices that discrim inate
against individuals o r 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 resource persons drawn from the University community. The roles of both the fact-finders and human
rights resource persons are provided later in this document.
In accordance with the above, these functions shall be carried out by:
• encouraging concerns and complaints to be resolved informally, if possible;

• ensuring that adequately trained personnel are available
to assist and represent those involved in the process;
• training those with supervisory responsibilities about
their duties under Ontario human rights law, this policy
and these procedures;
• ensuring that adequately trained fact-finders are available
to assist in the alternative dispute resolution processes
and in fact-finding for complaints;
• where applicable, involving unions andlor employee associations in the resolution of concerns, disputes and
complaints, and in any accommodation that may become necessary;
• ensuring that University-wide training is conducted in
relation to the University's expectations under this polio/.
• advocating for equality rights principles within the University; and
• ongoing monitoring of the resolution of complaints to
ensure that the appropriate recommendations are consistently 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 defined by their relationship with the University, the policy
and procedures embodied in Humm1 Rights at rhe U11iversity
ofGuelph apply to and coverall University of Guelph administrators, students, employees, Board of Governors and Senate members, employee organizations, clients of the Univer·
sity, attendees, invitees, special-status organizations,
volunteers and contractors.
The procedures explained below accord with the preceding policy and provide a mechanism for dealing with human
rights concerns and comp\ai.nts. No\hi.ng i.n the procedures
denies or limits access co other avenues of redress available
under 1he law, such as a complaint ro the Ontario Human
Rights Commission or a union or association grievance.
The goal ofthe procedures presented here is to resolve concerns and complaints regarding discrimination and harassment in a fair and satisfactory manner. There are three processes through which a co ncern or complaint of
discrimination or harassmenl may proceed: the human
right:. concern process, mediation and the complaint process (which includes a fact-finding). 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 Judkial 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 toes·
tablish 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 provisions
of this procedure. Fact-finders will be deployed by the University's Judicial Office.
The Human Rights and Equity Office shall also be respon·
sible for seeking volunteers from the University community
to establish a separate pool of human rights resource persons. This group wiU be trained to provide advice to ind ividuals or groups who become engaged in these procedures.
Human rights resource persons will be deployed from the
Human Rights and Equity Office to advise disputants during
mediation and/or to accompany complainants or respondents to fact-find ing interviews.
The selection of members of the University community
wishing to serve as fact-finders or human rights resource
personsshaU be conducted by a subcommittee ofrhe HRAG,
which shall, by full consensus, establish selection criteria,
post advertisements, draft behaviour-based questions fo r
candidates, receive and shortlist applications, and shortlist
and select candidates from among the University's faculty,
staffand students for the advertised positions. The full list of
fact-finders shall be forwarded to the University's judicial
officer, who shall bear the responsibility of deploying fact-

finders upon the establishment of fact- finding teams. The
fu ll list of human rights resource persons shall be forwarded to the Human Rights and Equi ty Office.

3. Confidentiality
Those with supervisory respo nsibiliti es engaged in implementing the concern an d complain t resolution proced ures
under thi s policy are required to mai ntai n the confidentiality of th is procedure. Th is shall include refraining from discussions or releasing information in any fo rm beyond th at
which is permitted under this policy o r is required by law. A
substantiated improper breach of confidentiaJity can result
in disciplinary action.
This confidentiality requirement does not preclude those
with supervisory responsibilities from:
• communicati ng with witnesses and potential witnesses,
with care not to leave the appeara nce of having coached
them;
• \vith in the context of th e concern or complai nt, communicating with any other person whom they believe
could be of assistance;
• providing information about the concern or complaint
to the Human Rights and Eq uity Office for co nsultation
or record-keeping purposes; or
• reporting information to tbe appropriate authority at
th e Un iversity when it is believed that the health or
safety of any membe r of the Un ivers ity community may
be at risk (e.g., the Un ivers ity's Security Services).
Parties to a complaint under this policy also have a respo nsibility to mainta in t11e con fidentiality of the co ncern
and complaint resolution procedures. Any alleged breach
of this confidentiality will be addressed by the fact-fi nd ing
team, which wiUdetermine whethe r o r not the breach was
improper and will recommend how to proceed to the appropriate person with supervisory responsibilities.
All correspondence and other docu ments ge nerated un·
der these proced ures must be marked "Private and Confidential." Th is documentation is to be maintained with in
these confiden liali ty provis ions by the Hum an Rights and
Eq uity Office and those with supervisory responsibilities
who handled the co mplaint.

4. Duties and Responsibilities
of Those With Supervisory
Responsibilities

To commence the process under these procedures, those
with supervi sory responsibilities who receive a human
rights complaint filed as a complaint on the prescribed
form shall retai n a copy and fo rward the originaJ of the
complaint to the Hum an Rights and Eq uity Office.
Reprisa ls against individuals because they have participated in the human rights process by, for exa mple, repo rting, responding to or providing in fo rm ation about a concern or complaint are strictly forb idden. Alleged reprisals
sha11 be treated as complaints and, ifsubstantiated, are subject to the same consequences as complaints of d..is'crim in ation or harassment.

5. The Concern and Complaint
Resolution Process
Under this policy, a complain ant may choose from
among three separate processes for resolving human rights
disputes:
• human rights concerns;
• mediation ; and
• complaint process.
Individuals are encouraged to seek a resolution of matters
thro ugh the more informal "human rights conce rn " procedures provided below, but each type of resolution is valid
and complete in and of itself. One need not lead to anot~ er.
At any ti me during the human rights concern or complaint
resolu tion processes, the parties may request mediation
and suspend the process in wh ich they are currently engaged. In addition, resolution of a co ncern may be stopped
and replaced by a complaint process. fo encourage use of
mediation, however, any information gathered sole!)' during med iat ion is not transferable to a complain t.
U of G employees who are covered by a collective agreement or other policy with the University have an obligation
to file grievances within a specific period. In such cases, employees may elect to hold the processing of their grievance
in abeyance until such time as their complaint u nder these
procedures has been resolved.
It is understood that a speedy resolution of a dispute may
prevent both escalation and furth er negative consequences, while creating or mai ntaining a healthy learn ing,
University res idential or workplace environment.
Statements made in bad fa ith by any person who becomes
engaged in these procedures may lead to disciplinary o utcomes.
Nothi ng in this procedure precludes the Un iversity from
invoking a fact-fi nding in accordance with these procedures in a situation where the University reasonably believes that discrimin ation o r harassment may have occurred, even though no person has complained about a
violation of the University's human rights policy.

Those with supervisory responsibilities may become
aware of discrim in ation or harassment in the workplace,
University residential or learning environment in different
ways. They may directly observe incidents that they believe
to constitute discrimination or harassment; they may .receive allega lions from the individual affected, a witn ess or
other thi rd pa rty: or they may be informed oft he alleged incidents through the Human Rights and Equity Office. The
6.1 Response to Human Rights Concerns by
policy and procedures embodied in H111nnn Rigl1ts at the
University ofG11elp'1 require th at all those who are covered Those With Supervisory Responsibilities
by the policy immed iately address a1leged occurrences of
Bringing forward a hu man ri ghts concern to a pe rson
discrimina tion and harass ment .
with supervisory responsibilities is the most direct and im Those with supervisory responsibilities are to remain med iate of the processes contemplated under this policy
aware of possible signs that someone in their area may be and these proced ures. Articulating a human rights concern
experiencin g harassme nt or discrimination. These signs to those with supervisory responsibilities permits them to
can includ e changes in behaviour, reduced productivity, deal with the dispute in a manner that helps the parties dein attention to studies, absenteeism, requests for transfers velop greater understanding of the issues involved. In the
and the presence of rumors. Those with supervisory re- case of a human rights concern alleging harassment or dissponsibilities sho uld carefully consider what they can do to crimination, this process involves some form of direct
create the support necessary for someone who may have commun ication between the parties involved - d irectly
experienced harass ment or d iscriminat ion to come for- person to pe rson, by correspondence or by using a third
wa rd and report her/his concerns. Without support, some party. Although this method can not be used in all cases, it is
people mar be reluctanl to report harassment or disc rimi - very effective when there is willingness on the part of all
nation.
parties to come together to quickly resolve an issue.
In all cases, there is a duty to respond under these proceIn the case of an individual who alleges discrimination
du res as outlined below. There is also a concurrent duty to because, for example, a policy, procedure or practice of the
fu lly in fo rm and advise those who are - and have the po- University, a college, department or organ iz.ation occupytent ial of becom ing..:.... involved in these procedures about ing space within the University, or because of the fa ilure of
the policy and procedures and aboutthe resou rces and per- the University, a college, a department or an orga nization
sonnel available to assist them.
to provide an accommodation, articulating human rights
If a concern or compla int made under this University concerns to a person with supervisory responsibility may
policy relates to a policy, proced ure or practice that alleg- provide an opportunity for an expeditious resolution.
ed\)' negatively affects the student or employee, the issue is
Taking a human rights concern to a person with supervi not on!)' behveen two individuals, but is also an inst itu- sory responsibilities is nol a precondition to mediation or
tional issue that the University must address. Such matters to filing a human rights co mplaint, and an individual or
should be speedily discussed with staff in the Human group may proceed at any ti me to med iation or lo a hum an
Rights and Equity Office. In genera1, if doubt ex.is1s about righls complaint.
whether or not a situation constitutes d iscrimin ation or
Those with supervisory responsibilities are to be reharassment or about what steps should be taken, the mart er minded tha1an agreement mar have been reached between
should be discussed 'vi th staff in the Human Rights and Eq- the parties tha1 a record of the resolution ohhe concern be
uity Office.
placed in an individual 1s personnel file. Unless such an

6. Human Rights Concerns

agreement has been reached, those with supervisory responsibilities sha11 not use the fact of the concerns having been raised
or resolved in any performance review or o ther evaluatio n of
the individuals concerned.
There are four options that those with supervisory responsibilities should consider to manage human rights concerns.
The Human Rights and Eq uity Office can be consulted in assessing these options.

Optiou 1: lufonn both parties of policy and procedures.
Inform both parties about the existence of this policy and
o utline for both parties the steps to be followed. When this is
done, it is important that the person with supervisory respon sibilities follow up with both parties to determine how they
wish to proceed.

Option 2: Discuss human rights concem directly with tl1e other
party.
Suggest to the person express ing the concern , where appropriate, that she or he approach the person whose behaviour
gives cause for conce rn , making it clea r why the behaviour
gives rise to the concern and that the offending behaviour is
no t acceptable. When this is done, it is important that the person with supervisory responsibilities fo llow up with both parties to see whether the encounter was successful and that the
resolution is one consistent with outcomes supported by this
policy and these procedu res.

Option3: Preset1tliumm1 rights concerti and i11fon11 otl1erparty
of tire University's policy.
Suggest to the perso n express ing the concern, where appropriate, that she or he approach the person whose behaviour is
in question, explai n the co ncerned person's understanding of
the University's expectation of appropriate behaviour and
provide the person whose behaviour is in question with a copy
of Human Rights nt tile University of Guelph. When this is
done, it is important that the person with supervisory responsibilities follow 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 4: Provide third-party assistance.
If either party is not comfortable speaking privately with the
other, a person who is trained to facilitate the resolution 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 fo llow up wit h both parties to see
whether the encounter was successful and that the resolution
is one supported by this policy and these procedures

6.2 Important Points for Facilitating Human
Rights Concerns
(i) Those with supervisory responsibilities managing human
rights concerns on grounds covered by this policy may fac ilitate a resolution by helping the person concerned develop a
plan of action. Th is plan may include a variety of initiatives,
such as the person concerned speaking with or writin g to the
person whose behaviour is being questioned. Such co mmun ications could include a statement that the alleged incident is
possibly in violat ion of University policy and requesting an
end to the alleged behaviour. When a plan is implemented,
those with supervisory respons ibilities shall follow up by
monitoring tbe situation and, if necessary, hold ing meetings
(together o r separately, as appropriate) with both parties.
(ii) Those involved should be advised to take notes about the
situation, incl uding when the alleged incident or incidents occurred and who was present. Both parties should be advised
that, except where information is obtained solely for the purpose of mediation, correspondence about the matter could beco me a record should the conduct allegedly be repeated.
(i.i i) Note that, in some cases, it will not be appropriate to
propose to the person concerned that he/she speak privately
about her/his human rights concerns with the person whose
behaviour is in question. For example, if concerns have been
raised about personal safety or intimidation, o r if the person
concerned believes the situation will escalate as a result of a
private confrontation, the person concerned should be supported in pursuing other options. In assessing or exercising
herfhis options, either the person concerned or the person
whose behaviour is alleged to be unacceptable may seek confi dential advice and assistance from a University human rights
resource perso n from the list of those available through the
Human Rights and Equity Office.
{iv) When human rights concern s arise, a resolution sup ported by a union and/or other employee group is desirable,
whenever applicable and possible. In such circumstances,
th ose with supervisory responsibil ities shall ensure that there
has also been compliance with the terms of thi s policy and
these proced ures.

7. Mediated Resolution

•

Where alleged harassment is the basis o f the dispute, mediation involves a third party acting as a facilitator in direct communication between the t\'IO disputants. Where systemic dis-

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 decision, the fact-finding team will consider such factors as:
• the University's legal responsibility to provide an environment free from harassment and discrimination;

crimination or a failure 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. Mediation is not appropriate when only one disputant is committed
to the process. Mediation may not be appropriate in drcum.
stances where there have been allegations of physical violence,
threats to safety, serious emotional or physical abuse or intimi-

•

dation, or where the relationship between the disputants is
that of supervisor and supervisee. Mediation does not, unless
it 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 complaint, and an individual or group may proceed at any time to a
complaint. Where there is already a complaint subjecti to fac:tfinding 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 with supervisory responsibilities shall advise both parties to mediation that information obtained during mediation
or an attempted settlement arising from the mediation is "off
the recordr' or "without prejudice" and cannobbe introduced
as evidence in any subsequenti fact-finding or hearing.
Whenever mediation is sought, the Human Rights and Equity Office shall provide or approve trained mediators who are
acceptable to both parties. The mediators will work o n behalf
ofthe Human Rights and Equity Office, ensuring that the University becomes a party to the mediation. In any one case, the
mediator(s) shall be drawn from a workplace, learning or University residential environment other than that of the disputants.
Any settlement must be mutually-accepted by the parties and
approved by the Human Rights and Equity Office and by those
with supervisory responsibilities who are responsible for implementing or monitoring the terms of the agreement. Where
an employee union o r other employee group has been involved in the process, their: support for the settlement is welcorned.
Meetings required for mediatio n sessio ns will be scheduled
by the Human Rights and Equity O ffice. To avoid additional
expense or interference with University programs or business,
these meetings should take place as quickly as possible and
should balance convenience for the complainant, the respondent and the mediator.
Mediators cannot be compelled to give evidence in any' future or concurrent proceeding regarding any information d isclosed 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 with the submission ofa
written signed and dated complaint. The next step in the process will be a fact-finding that determines the facts giving rise
to the complaint. Ordinarily during this process, the factfinding team will interview witnesses. A fact-finding report is
produced that contains facts, allegations, responses, findings
and conclusions. After the report has been written, the appropriate University vice-president determines whether the complaint 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 Office 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 consistent with the rules of evidence observed by the University of
Guelph tribunals to which they ultimately report.
The fact-finding team may decide to suspend any factfinding in the event the complaint is amenable to - and the
par1ies mutually decide to resort to - mediation. In determining whether a complaint is amenable to mediation, a factfindi ng team will consider factors such as:
• the University's legal responsibility to provide an environment free from harassment and discrimination; and

whether the matter involves express or implied threats~ intimidation or coercion.

the recognition that grievances maybe tiled 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 agreement or other policy established with the Univer.sity rather
than through this policy and procedures, the University reserves the right to continue with its own fact-finding to address the matter in compliance with its obligations under
the Ontario Human Rights Code);

•

other legal procedures that may be initiated to protect
statutory rights; and

•

the wishes of the parties.

The fact-finding team shall attempt to make all decisions by
full consensus. Where full consensus is not possible, the factfinding team shall vote on the issue and abide by a majoritydec;isio n.
The filing of a counter-complaint by a respondent against a
complainant regarding matters subject to a fact-fi nding under
these procedures will not res ult 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
AU 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 complaint. Thissix-month time limit does not apply when the time
limit has elapsed as a result of a complainant or disputant attempting 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
preju dice the respondent in defending against the complai.nt.
To seek a waiver of the six-month time limit for filing complaints, complainants who are faculty members o r students
shall seek, through the fact-finding team, the approval of the
vice-president (finance and administration). To seek a waiver
of the six-month time limit for filing complaints, staff members shall seek, through the fact- finding team, the approval of
the provost and vice-pres ident (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 co mplete the prescribed complaint form
(see Appendi.x B). Usually, the individual affected by the alleged discrimination or harassment will fi le a complaint.
Complaints may also be made by persons representing the
complainant or by persons who witnessed the alleged behaviour. In all cases, the complaint form shall be forwarded to the
University's Human Rights and Equity Office.

8.4 Assistance in Preparing a Complaint
In the preparation of a complaint) individuals are encouraged to seek the assistance of any of these individuals:
• human rights resource person from a roster maintained by
the Human Rights and Equity Office;
• 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 written 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 si.x months; and
(d) if there are any safety or health concerns that
require immediate ac1ion. This may include,
for example, recommending to the appropriate

supervisor that the parties should be separated
in their current learning, University residential
or working environment.
(ii) Within hvo Universityworkingdaysofreceipt of the
complaint:
a) notify the appropriate person(s) with supervisory
responsibilities of the complaint;
b ) notify the complainant in writing of receipt of the
complaint and include a copy of Human Rights at
the University ofGuelph; 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 IO Universityworkingdays,solicit a written
response to the complainant's allegations from the respondent.

(iv) Communicate the respondent's written response to
the complainant and, within 10 University working
days, solicit a written reply to the respondent's response.
(v) W ithin 10 University working days of receipt of a
complaint form, strike a fact-finding team and commence the fact-finding process into the complaint on
receipt of the complainan t'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 o f these individuals and, if
desired, be accompanied by up to two ofthese individuals during the process:
• 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; and
• a student.

8.7 Scheduling Meetings
Meetings required under these procedures shouJd occur as quickly as possible on a balance of convenience
for the complainant, th e respondent and the Human
Rights and Equity O ffi<;e.

Responsibility fo r managing the fact- finding process
and ensuring compliWce with Humat1 Rights m- the
Ut1iversity ofGuelpli rests with the University's Human
Rights and Equity Office.

8.8 Complaints Against Deans, Staff
Directors, Chairs, Academic Directors,
Vice-Presidents, the President of the
University and Members of the Board of
Governors
Deans arid Staff Directors
Whenever a written complaint has been filed against a
dean o r staffdirector, the Human Rights and Equity Office shall establish a fact-finding team composed of the
d irector of the Human Rights and Equity Office, the
vice-president to whom the dean o r staff director reports or the vice-president's designate, and one fuctfinder.
The fact-findi ng team will, in conformity with all
other parts of this procedure, complete the fact-finding
report.
The fact-finding record relating to the complaint,
consisting of the final report without reco mmendations
and any witness statements gathered during the factfi nding process, shall be forwarded to a vice-president
to whom the dean or staffdirector does not report. If the
vice-presidenf in receipt of the record determines there
is sufficient evidence or a breach ofthis policy and these
procedures, she/he shall impose whatever outcomes
she/he deems appropriate in con form ity with the provisions outlined in 8.21 below.

Chairs and Academic Directors

Whenever a written complaint has been filed against a
chair or academic director, the Human Rights and Equity Office shall es tablish a fact-finding team composed
ofthedirectorofthe Human Rights and Equity Office. a
dean to whom the chair or academic director does not
report, or the provost and vice-president (academic)'s
designate, and one fact-finder.
The fact-finding team wW, in conformity with all
other parts of this procedu1e, complete the fact -finding
report.
The fact-finding record relating to the complaint,

consisting of the fin al report without recommendations and
any witness statements gathe red during the fact-fi nding
process, shall be fo rwarded to the provost and vicepresident (academic). If the provost and vice-pres ident
(academic) determ ines there is sufficient evidence of a
breach of this policy and these procedures, she/he shall im pose whatever outcomes she/he deems appropriate in conformity with the provis ions outlined in 8.2 1 below.

Other Users of University Premises and Programs
Whenever a complaint has been filed against other users of
University premises o r 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 Offi ce, one senio r employee from the University's
Human Resources Division and one fact-finde r. Decisions
of the fac t-fi nding team with respect to other use rs of University premises shall be fi nal and shall be referred fo r implementation to the person(s) with supervisory responsibilities
over the area within which the complaint arose.

Vice-Presidents, the President of the U11iversity and Mem bers of the Board of Goveniors
Whenever a written complaint has been filed against a
vice-p resident, the preside nt of th e Un iversity or a member
of the Boa rd of Gove rnors, the Human Rights and Equ ity Potential Conflicts of Interest
Office shaUestablish a fact-fi nding team composed of the diImmediately after a fact- findin g team has been convoked,
rector of the Human Rights and Equity Office, a University the fa ct-find ers shall disclose to o ne ano ther any potential
vice-presiden t and one fact-finde r drawn from the commu- conflicts of interest they have wi th any of the parties to the
nity ou tside of th e Un iversity.
complaint.
The fact-fi nding team will, in conformity to all other parts
The fuel-fi nding team shall determine whether a decla red
of th is procedure, complete the fact -finding report.
potential conflict of interest sha ll result in the member's reThe fact-finding record relating to the co mplaint, consist- cusing herself or himself from all cons ideratio n of the coming of the final report wit hout recommendatio ns and any plaint.
witness statements gat hered during the fac t-finding process,
The nature and circumstances of all declared potential
shall be fonva rded to legal counsel with expert ise in human conflicts of interest, together with the fact-findi ng team's
rights law and alternative dispute resolution. If the legal conclusions rega rdin g the matter, shall be noted in writing
cou nsel in receipt of the record determines there is sufficient in both the preliminary and final report concerning the
evidence of a breach of this poli cy and these procedures, complaint.
she/he shall recommend to the president with respect to
Any party to a complaint may challenge the appointment
compl aints aga inst vice-presidents, to th e Board of Gover- of one o r more individuals to a fact -finding team on the
nors with respect to the president of th e University and to ground th at the individual has a poten tial conflict of interest
the president and the Board of Governors with respect to in the outcome of the matter. A party ra ising the challenge
complaints against ind ividual members of the Board of shall state the challenge in writing to the director of the HuGovernors, whatever outcomes she/he deems appropriate man Right and Equity Offi ce.
in co nformity with the provisions outlined in 8.2 1 below.
Where the director of the Human Rights and Eq uity Office
has rece ived a challenge to the appointment of one or more
8.9 Complaints Against Members of the
members of a fac;t-fi nding team, the director shall im mediHuman Rights and Equity Office
ately fonva rd all documentation regarding the challenge to
the
vice-president (fi nance and admin istration) in the case
Whenever a written complaint has bee n filed against a
member of the Human Rights and Eq uiry Office, the Uni- of fac ulty or student challengers and to the provost and
versity president shall establish a fact-fi ndi ng team com- vice-president (academic) in the case of staff challenge rs.
The decision of the vice-president with regard to the existposed of a vice-president of the University, a departmental
ence of a potential conflict of interest shall be made within
chair and a staff director.
The fact-findi ng team wiJJ, in conformity to all othe r parts five University working days of having received the challenge, and the decision will be final.
of this procedure, complete the fact-find ing report.
The fact-fi nding record relating to the complaint, consist8.11
Timelines
in g of the fin al report wit hout recommendations and any
From the initiation of the process to the issuing of a draft
wi tness statements gathered during the fact-fi nding process,
shall be fonvarded to the Universityp reside nt. lfthe Univer- report to the parties, a fact-findi ng process shall be comsity president determines there is sufficient evidence of a pleted within 50 University working days. Requests by the
breach of this policy and these procedures, she/he sha ll im- fact-fin ding team to extend any tirneline established under
pose whatever ou tcomes she/he deems appropriate in con- these procedures, based on reasonable grounds, shall be
fo rmi ty with Univers ity policy gove rning disciplinary out- submitted to the vice-president (fina nce and administraco mes for professionallmanagerial or support staff
tion) in the case of faculty or student respondents and to the
provost and vice-president (academic) in the case of staff re8. 10 Fact-Finding Teams in Complaints
spondents.

Against Faculty, Staff and Students
Faculty

Whenever a writ ten complaint has been filed against a fac-

ulty member, the Hu ma n Rights and Equity Officesha Ues-

tablish a fact-finding team composed of either the director
of the Hum an Rights and Equity Office or a human righ ts
consultant from the Human Rights and Equity Office, the
chair or director of the respondent faculty member's department, and one fac t-finder who shall be appointed by the
University's judicial offi cer from th e list of avail able factfind er.s.
University Staff

Whe never a complaint has bee n filed against a Univers ity
staff member, the 1-1 umnn Rights and Equity Office sha ll establish a fact-finding team composed of either the director
of the Humnn Rights and Equity Office or a human rights
consultant from the Hum an Ri ghts and Equ ity Office, a staff
member al th e d irector level drawn from the pool of factfi nders, and one other non-managerial fact-finder who shall
be appointed by the University's judicial officer from the list
of available fact -fi nders.
Sh1dents

Wheneve r a complaint has been filed aga inst a student, the
Human Rights and Eq uity Office shall establish a factfi nding 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-finde rs,
at least one of whom shall be an undergraduate or graduate
student, as appropriate. These two fact-finders shall be appointed by the University's judicial officer from the list of
available fuct -finders.

I

\

8.12 Interim and Protective Measures
Immediately after the complaint is fi led, the director of the
Human Rights and Equ ity Office, in consu ltation with the
appropriate supervisory or academic pe rsonnel, shall dete rmin e if any immed iate action or interim measures are required to protect the University community or any of its
members. These measures may include limiting access to facilities, arrangements for alternative grad ing or supervisory
relationships, or discontin uing contact between the complainant and the responde nt during the period of the proceedings. Interim measures, if required, are to be implemented by the appropriate University person nel.

8.13 Separation of the Parties
The direc tor of the Human Rights and Equity 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 abili ty of either to fun ction at
their studies, at work or in their Un iversity residential environment;

(ii ) whethe r there has been a reprisal o r whether the threat of
reprisal exists; and
(iii) whether the complainant or respondent poses a risk to
one another or to others.

Where it has been determined that one or more of the
above three tests has been met, if practicable, the respondent
(or the complainant , if necessary) shall be transferred to another department or workplace without loss of wages and
benefits, pending fin al disposition of the complaint.
If this is not possible or if it can be shown that the respon-

dent or complainant poses a risk to each other or to others,
pending final disposition of the compl aint, an employee respondent (or complainant, if necessary) shall be placed on
home assignment without loss of wages and benefits; and a
student respondent (or complainan t, if necessary) shall be
excluded from one or more of her/his classes, residence or
the University in accordance with the University's regulations govern ing student behaviour. Whe re such precautions
are taken with respect to students, the students' studies shall
be supported pending the outcome of the situation.
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 co ntact, either
d irect or indirect, with a complainant until the fact-find ing
has been concluded and its recommendations acted on.
Note that a separatio n pursua nt to this provi sion should
not be viewed as "discipline" or a "transfer" within the
meaning of any collective agreement or policy.

8.14 Withdrawing a Complaint
A complaint may be withdrawn at any ti me, but the with drawal of the complaint must be done in writing. The withd rawaJ of a complaint will not stop a fact-find ing process if
the fact-finding team has a reasonable belief that:
• discrimination or harass ment has occurred;
•

the withdrawal of the complaint would prejudice the respondent; or
• the complaint was maJicious.
In such circumstances, the fact- findin g team shall proceed
to conduc t or complete a fact -finding into the matter.

8.15 Preliminary Fact-Finding Process
The written complaint shall be delivered to the respondent'
through the respondent's supervisor or, in the case of a stu'dent, through the dean of the college in which the student is
enrolled. Within 10 University workin g days, the respondent shall, through her/his sup ervisor or dean, deliver a
written response to the fact- finding team . O n receipt of the
respondent's statement, the fact-finding team will review
both the complaint and the response to ascertain whether
there is an obligation to conduct a fact- findin g or whether
further consultation with the complainant or respondent is
required to determine whether a fact-find ing should take
place.
A fact -finding tea m may recommend the striking of all or
part of a compl aint or response where the complaint or response is without merit or fou ndation and where there is no
reasonable likelihood that furth er proceedings would establish that the claim or response has merit or foundation.
A fact-findi ng team may reco mmend the striking of a
complaint or response made in bad faith.

8.16 The Fact-Finding Plan
In the event that the fact- findin g team determines that a
fact-finding should take place, it shall devise a written factfindin g plan under which it will interview the complainant,
the respondent and all witnesses whom the fact-fi nding
team determines to have any information relevant to the allegations. In addi tion , the fact-finding tea m shall list those
persons who, although named as witnesses, in its view had
no information bea ring on the allegations or were not ava ilable for interview. !fit ap pears to the fac t-finding team that
other persons not named by the parties may have information related to the complaint, every effort should be made to
interview these potential witnesses. It may also be necessary
to re-i nterview the complainant and/or respondent before
issuing the draft report
Every attempt shall be made to interview the complainant
first. Usually, the respondent will be interviewed seco nd because the respondent has the right to reply fully to allegations made aga inst her/him and name her/his witnesses. If a
party or witness decl ines to part icipate in a fact-fi nding process, the process shall proceed to a conclusion and any resulting recommendations will be fonva rded to the appropriate person(s) with supervisory responsibilities. In all
circumstances, interviews with witnesses shall occur after
the complainant and respondent have been given an opportunity to be interviewed.

8.17 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 Jaw matters, and not on the more st ringent standard of "beyond a
reasonable doubt" used in criminal trials.

8.18 Draft Fact-Finding Report
Once the fact-finding process is complete, the fact-finding
team shall, within 15 University working days, give a draft
report to the parties detailing:
•

alleged facts giving rise to the complaint;

•

grounds in this policy that have allegedly been violated;

•

response;

•

analysis;

•

findings; and

•

conclusions.

8.19 Right to Respond
The complainant and respondent have the right to comment' in writing on the draft report before a fin al report is is-

sued. Comments must be submitted to the fact-finding
team within IO University working days of receipt of the

written draft report. Requests by the complainants or respondents to extend the timeline for commenting on the
draft report, based on reasonable grounds, shall be submitted to the fa~t-finding team for consideration. Permission
for such an extension sha11 not be unreasonably withheld.

8.20 The Final Fact-Finding Report
Based on the results of the fact-finding process and the responses to the draft report, the fact-finding team will prepare a final report. Although the fact-finding team is responsible for making recommendations arising from any matters
in the complaint that have been substantiated, the final report shall not contain those recommendations. Any recom mendations made by the fact-finding team sha11 be sealed
and retained by the Human Rights and Equity Office in accordance with 8.25 below.
Copies of the final report wi ll be distributed by the Hum an
Rights and Equity Office to the complainant and the respondent and, in the case of the parties' refusal or inability to mediate, to the appropriate vice-president, associate vicepresident or dean.
This final report is to be completed within 20 University
working days of the receipt of comments on the draft report
from the complainant and respondent. If no comments are
received, the fin al report is to be completed within I 0 days of
the deadline set for receipt of the comments.

8.21 Hearing by a Disciplinary Tribunal,
Judicial Committee or Staff Human Rights
Committee
Faculty
If the respondent to a compl aint is a faculty member, the
record relating to the complaint, cons isting o f the fina1 factfinding report witho ut recomme ndations and any witness
st-ate men ts gathered during the fact-finding process, shall be
fonvarded to the dean of the college in which the matter
originated. If the dean determines there is sufficient evidence of a breaGh of thi s policy and these procedures, she/he
shaU forward the matter to the provost and vice-president
(academic).
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 refe rring the matter to a discipl inary tribunal established un de r the University's faculty policy or under the terms and
conditions of employment for professional librarians. If the
provost and vice-preside nt (academic) determines that sufficient grounds exist to proceed to a hearing, she/he will simultaneously refer the matter for a hearing and notify the
complainant, the respondent, the appropriate dean and the
fact -finding team of her/his decision and the reasons for the
decision.
If the provost and vice-preside nt (academic) determines
that insufficient grounds exist to proceed to a hearing,
she/he will notif}'. in writing, the complainant, the respondent, the appropriate dean and the fact-finding team of
her/ his decision and the reasons for the decision .
University Staff
If the respondent to a complaint is a Unive rsity staff mem ber, the record relating to the complaint, consist ing of the fi nal fact-finding report without recommendations and any
witness statements gathered during the fact-finding process,
shall be forwarded to the University vice-president to whom
the individual ultimately reports. If the University vicepresident 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 matter 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 insufficient gro unds exist to proceed to a hearing, she/he will notify
in writing the complainant, the respondent and the factfinding team of her/ his decision and the reasons for the decision.

Un iversity before the expiry of t\vo years from the date at
which he/she was found to have violated this policy, the
pre-existi ng record co ntaining the disciplinary outcome
shall be reattached to the respondent student's record, and
the student shall be informed that this measure has been
taken.

Students
If the respondent to a complaint is a student, the associate
vice-president (student affairs) or her/ his designate shall
have carriage of the complaint throughout the process. In
such cases, the fact-finding record relating to the complaint,
consisting of the finaJ report without recomme ndations and
an y witness statements gathered during the fact-finding
process, shall be forwarded to the associate vice-president
(student affairs). If the associate vice-president (student affairs) determines there is suffi cient evidence of a breach of
this policy and these procedures, she/he shall simultaneously refer the matter to a hearing of the University's judicial
committee and notify the complainant, the respondent and
the fact-finding team of her/ his decision.
If the associate vice-president (student affairs) determines
that insufficient grounds exist to proceed to a hearing,
she/he will notify, in writing, the complainant, the respondent and the fact-finding team of her/his decision and the
reasons fo r the decision.

If two years or less old, a respondent student's prior disciplinary record establi shed under this policy may be submitted to a hearing panel to assist the panel in determining the
appropriate disciplinary outcome in a subsequently substantiated m atter.

8.22 Outcomes of Fact-finding Processes

8.23 Additional Remedies

To facilitate consistency in decision making across the
three panels referred to in this procedure, fact-finding teams
sha11, in the event that they conclude a complaint has been
substantiated either in whole or in part, commit to writing
what~ver recommendations they deem appropriate in the
circumstances.
To safeguard the impartiality of future steps in the complaint process, the fact-finding team's recommendations
shall not be forwarded with the fact-finding report.
A fact-finding team's recommended outcomes shall be retained within the Human Rights and Equity Office unless
and until the complaint has been substantiated in part or in
whole and a hearing panel has exercised its discretion to request submissions about an appropriate remedy from the
fact-finding team.
Where a fact-finding team or a hearing panel believes that
it is warranted, without regard to the progressive disciplinary steps outlined below, they may, on a request by a hearing panel for submissions with respect to remedy, recommend such remedy as they believe is appropriate in the
ci rcumstances.
If the complaint is not substantiated, no further action will
be taken, subject to the following section on maintaining
records. A substantiated complaint under these procedures
will resu lt in discipline as follows:

In addition to disciplinary outcomes, other actions may
include:

Faailty aud Staff Respondents
Subject to the provisions of existi ng University policies
and collective agreements, the fact-finding team may recommend that on the first substantiated incident, the respondent shall be issued at least a written repri mand and
that second and subsequent violations of this po licy must
lead to increased penalties.
Whenever a complaint has been substantiated, the appropriate supervisor shall ensure that a record of the disciplinary outcome be placed in the respondent empl oyee's officia1 personnel fil e, subject to the provisions ofany applicable
collective agreem ents and policies.
If two years or less old, a respondent employee's prior disciplinary record established undCr this policy may be submitted to a hea ring panel to assist the panel in determining
the appropriate disciplinary outcome in a subsequently substantiated matter.
Whenever a complaint has been substantiated, the complainant and respondent, through their appropriate supervisor, shall receive a copy of the decision of the hearing panel
complete with any recommendations made by the panel.
The appropriate supervisor shall meet with the Human
Rights and Equity Office represen tative from the particuJar
fact-finding team regarding implementation of the hearin g
panel 's recommendation(s) .
Sttldent Respondents
In m aking 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 a~ched to the respondent
student's University record for rwoyears or until the student
ceases to be enrolled at the University. In the event that a student ceases to be enrolled but subsequently re-enrols in the

Whenever a complaint has been substantiated, the complainant and respondent, through the judicial officer, shall
receive a copy of the decisioD"of the hearing panel complete
with any recommendations made by the panel. The judicial
officer shall meet with the Human Rights and Equity Office
representative from the particular fact-fi nding team regarding implementation of the hearing panel's recommendation(s).

Respondents W1to Are Other Users
Outcomes must be deemed appropriate for the individual
situation and may include such responses as a letter of disapproval and warning, revocation of permits or contracts, issuance of a no-trespassing warning or notification to the police of the violation of this policy.

•

restorative sessions designed to develop a positive learning, University residential or working envi ronment;

•

mediation;

•

offering the possibility of specific counselling;

• permanent separation of respondent and complainant
from each other;
•

rearrangement of residence placements; and

• speci fi c accommodations for, among others, people with
disabilities.
Complainants may requ ire othe r ass istance as is deemed
appropriate, taking into account all the circumstances and
based on the principle that complainants should be restored
to the position they would have occupied had the discrimination or h arassment not occurred. For example, resolutions may include-awarding ;promotion to a complainant if
a job competition is found to be discriminatory or independent!}' re-evaluating student work and exams when a
discriminatory evaluation has been substantiated.

8.24 Remedies for Systemic Discrimination
Where a fact-fi nding team concludes that systemic discrimination has taken place and where a hearing panel concurs in the concl usions of the fact-fi nding team 1 not only
shall individuals be placed in the position they would have
been in had the discrimination or harassment not occu rred,
but proactive steps shou ld also be taken to ameliorate exist·
ing conditions. In such circumstances, a hearing panel shall
refer its recom mended actio ns to the app ropriate University
vice-president(s) responsible fo r the affected area(s).

8.25 Records
Records of all fact-finding processes for complaints will be
kept in the Univers ity's Human Rights and Equity Office fo r
two years from the date of the fin al decision. If by that time
there is no further activity in the matter, no fact-find ing processes under these proced ures or other related policy or legislation involving a party to the original complaint, or no
further: activity in relation to the original complaint, all records of the complaint will be destroyed.
Except fo r staff in tbe University's Human Rights and Equity Office, and subject to the complainant's or respondent's
access to his/her own documentation, there shaU be no access to fil es or other materials obtained or generated duri ng
Or after attempts to resolve a human rights m atrer, unless
compelled by law.
Stat istics may be derived from confidential records, but
will be worded in such a way as to maintain the anonymity of
persons named o r otherwise 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, all alleged cases of discrimination or harassment wi ll be reported by the Human Rights
and Equity Office without names or specific details. In the
data gathering and reporting process, a distinction \vill be
made among inqµiries, concerns, mediated disputes and
complaints.

APPENDIX A

T

he following defi n itions of selected
terms are intended to assist users o f
hum an r ights at the Un iversity ofGuelph by
providing supplementary information:

Academic Freedom means "academic freedom" as defined in the Special Plan Agreement and as amended from time 10 time.
Within the context of this policy and these
procedures, this definition of academic freedom applies mutatis m11tandis to students.
Accommodation see Duty to Accommodate.

Age means an age that is 18 years or more, ex-

cept in cases of employment, in which age

means an age 1hatis 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 factfinding team is satisfied that a complaint was
made as retaliation or where a complaint or
response or some part of them was advanced
for dishonest reasons.
Citizenship accrues to aU persons born in
Canada or all persons 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
fa iling to respond to complainls.
Creed is defined as a professed syslem and
confession offai1h, including both beliefs and
observances or worship. A belief in a god or
gods or a single supreme being or deity is not a
requisite.

GLOSSARY OF TERMS
requirement, factor or qualification is imposed in good faith but has the effect, when
applied, of preferring or adversely affecting a
group of individuals who are a1J identified by
thesamepro1ected ground under the Human
Rights Code; where a per.son with a disability
is otherwise unable to carry out the essential
requirements of employment or th e essential
requirements that are necessary to access a
service. But accommodation is no t required if
it would pose an undue hardship. For exam ple, a student may be granted reasonable accommodation in the provision of education.
This does not mean, however, that the student is not required to complete the essential
requirements established by the University
for completion of a program .
Employment Equity is a program designed to
remove systemic barriers to equality of outcomes in employment. It involves identifying
and eliminating discrim inatory policies and
practices, remedying the effects of past discrimination, and ensuring appropriate representation of designated groups. Em ployment
equity programs require goals and timetables
to be set to increase the representation ofdesignated groups in the workp lace.
Ethnic Origin refers to a group of people having a heritage and a common ancestry or
shared historical past, as well as identifiable
physical, cultural, linguistic and religious
characteristics.
Family Status means the status of being in a
parent-and-child relationship.
Gender is the cultural definition of behaviour
defined as appropriate to the sexes in a given
society at a given time.

Gender Ident ity is an individual's sense of his
or her gender. This conviction is not continDisability means for the ceason that the per- gent on the individual's biological sex.
son has o r has had, or is believed lo have or
Handicap see Disability
have had:
(a) any degree o f physical disability, infir- Harassment, a form of discrimination on
m ity, malformation or disfigurement that is grounds enumerated in this policy, is usually
caused by bodily injury, birth defect or ill· persistent, ongoing communication in any
ness and, without limiting the generality of form of negative attitudes, beliefs or actions
the foregoing, including d iabetes mellitus, - which m ight reasonably be known to be
unwelcome - toward an individual or group
epilepsy, any degree o f para1ysis, amputawith the intention of disparagement. Sometion, lack of physical co-ordination, blindtimes a single act or expression constitutes
ness or visual impediment, deafness or hearharassment ifit is a serious violation or from a
ing im pedim e nt, mute n ess o r sp eec h person in authority. Forms of harassment inimpediment, or physical reliance on a guide clude name calling, jokes, slurs, graffiti, indog or on a wheelchair or other remedial ap- sults, threats, discourteous treatment, written
pliance o r device;
or physical abuse, and hate~group activity.
(b ) a condition of m ental or psychologicaJ Harassment may be either subtle or blunt.
impairment;
Invitees are persons who enter University
(c) a learning disability or a dysfunction in lands and property through either express or
one or more of the processes involved in un- implied permission . Their business may be
ders ta nding or using symbols or spoken lan- connected to University business or with acguage;
tivities that the University conducts or permits to be conducted on its land or property.
(d) a mental disorder; or
(e) a n injury or disability for which beneMarital Status means the status of being marfits were claimed or received under the in- ried, single, widowed, divorced, separated or
surance plan established under the Work- living with a person of the opposite sex or the
place Safety and Lnsurance Act, 1997.
same sex in a conjugal relationship outside
Discrimination is any practice or behaviour, marriage.
whether in tentional or not, I hat negatively affects an individual or group because of race,
ancestry, place of or igin, colour, ethnic origin, cil izenship, creed, gender, sexual oriental io n, age, ma rital s ta tus, family sta tus,
disability or social condition. Discrimination
may arise from direct differential treatment
or it may result from the unequal effect of
treating individuals and groups in the sam e
way. It may also arise as the result of hategroup activity. If the effect of the behaviour
on the individual is to grant them equality in
name but to maintain the conditions of subordination or disadvantage that limit fuU 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, including the following: where a

Merit or Foundation must be found for a
matter to proceed to fact-finding. A matter
may be said to be without foundation if, not·
withstanding lh'e facts alleged can be proven,
it cannot succeed on its merits. For example, a
matter will not.be able to succeed on its merits
if the fact-finding team lacks the jurisdiction
to hear it or where the distinction is not based
on a ground covered by the policy. This
would include circumstances where the undisputed fads clearly provide a defence.
Place of Origin covers characteristics that are
strongly associated with a particular place, including a country, state, province, group of
countries or city.
Race refers to a group of peopl~ of common
ancestry, distinguished 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 societies divide people
according to such characteristics. Race is often confused with ethnicity. Human groups
usually overlap, and group names can even be
seen as alternative ways of classifying people.
Various types of broad-based groups (e.g., racial, ethnic, regional and reLigious) are rarely
mutually exclusive, and degree ofdiscrimination against any one or more varies from place
to place and even over time.
Reprisal may occur when th ere are threats,
intimidation, denial of o pportunity or undue
focus on the rights o f individuals or groups to
claim and enforce their rights under this pol-

icy.
Restorative Sessions involve a process in
which all parties (for exam ple, offenders. victims and other relevant members of the University com mun ity) in a conn ict come
together with a neutral facilitator and consider the offence and its impact on the whole
com mu nity. Together, the participants work
toward repairing the ha rm that has been
done. This is a conflict resolution process.
Same-Sex Partnership Status means the
status ofliving with a person of the same sex
in a conjugal relationship outside marriage.
Sex is female biological distinctiveness from
m ales and vice-versa. In this policy and these
procedures, complaints made on the ground
of gender identity shall be considered under
the ground gender.
Sexual H arassment occurs when a person receives unwelcome sexual or sexualized attention from another person whose comm ents
or conduct are known or should reasonably
be known to be offensive, in appropriate, intimidating, hostile and unwelcome. Sexual
harassment includes situations where a person in a position of authority (a supervisor or
teacher, for example) shows unwelcome sexual attention to an employee or student, and
in which reprisal occurs or is threatened if the
sexual attention is rejected. lt also includes an

environment where sexist jokes and materials
are allowed.
Sexual Orientation is defined as feelings ofattraction for the same sex, for the opposite sex
or fo r both sexes and does not require actual
sexual experience.
A Staff Human Rights Committee shall be
composed of a University departmental director and two University staff members, at
least one of whom shall be non-managerial.
l'his committee shall be convoked from time
to time by the University's provost and vicepresident (academic). The committee shall,
in accordance with the rules of fairness governing such ma tters, receive, review and consider the records of fact-findings involving
staff respondents that have been conducted
under this policy and these procedures. The
Staff Human Rights Committee may interview witnesses and review records a nd materials from the University that are relevant to
the complaint.
A Stereotype is an inaccurate generalization
made with reference to a personal characteristic. Specifically, it involves the attribution of
a characteristic or set of characteristics to a
group. which is then imputed to the individual members of that group because of their
membership in it. O ne takes a preconceived
or fixed notion about a group of individuals
identified by a per..sonal charaoteristic and assumes that all individuals identified by that
personal characteristic fit that preconceived
idea.
Student is defined under this poLicy and these
procedures as an individuaJ who is enrolled as
either a fuU·time or part-time student at the
University or an individual who is on a field
placem ent 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 position of trust,
power or authority.

APPENDIXB

COMPLAINT FORM

Under Human Rights at the University of Guelph
PRIVATE AND CONFIDENTIAL
C#mplllbrtom may red 1S.S1lstau. lllro111ll tlle R111n1111 Ri6llt:11111d Eqrtll] OJJlce.from • ,,,,,,.,, rlfht:1 ra011rce

pmo,,, l>efou completbr1 111&/onn.
COMPLAJJilANT
Name: _ _ _ _ __

_ __ _
Status: Stu.dent o Faculty o Staffo Other o
CoUcgelDept.JWolbite: _ _ _ _ _ _ __ __ _ _ _ _ _ _ _ _ _ __

JobTitlcirStafl'orfaculty: _ _ _ __ _ __ _ _ __ _ _ __ _ _ __
_ __ _ _ _ _ _ _ __
Worlr.Phono: _ _ _ _ _ _ _ __
~mail:

RlSPONDENT

Name: _ _ _ _ _ _ _ _ __

Status: Srudent c Faa.ilty o Staff c Other o
CoUcgclDept.IWorksito: _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ __
JobTitlo ifStafforfac:ulty: _ _ _ _ _ _ __ _ _ _ _ _ _ _ _ _ _ __
_ _ __ __ _ _ _ __
Work.Phone: _ _ _ _ _ _ _ __
~mail:

DETAll..S OF COMPLAINT
Description ofallegeddiscriminatlonandJorhlrusmeo1: _ _

_

_

_ _ _ _ _ __ __

Date(1)ofincldcntortime&ameandlocation orinddmt: _ _ _ _ _ _ _ _ _ __ __

Hu this compl41D1 been reported previously? lflO, to whom and what actions wm tlkeo? _ __ _ __

R.!SOLtTllON REQUESTED: - - - - --

- - - - -- - -- -- --

Complal9nt(1)1lpat.,.e - - - - - - -

O.tc: _ _ _ _ _ _ __
0.te: _ _ _ _ __ __

GRIDIRON GIANT
DRAWS ON HIS TALENTS
Student-athlete is equally at home in an art studio or on the field tackling a quarterback

E

BY ALEXANDER WOOLEY

MERGING FROM ZAVITZ HALL

on

a

sunny

afternoon,

fifth -year BA student Jeremy

Oxley attracts attention. It

colild be his easy m anner that has friends

and acquaintances arresting his progress
across Branion Plaza to chat. It could be
his size, which at 6'4" and 385 pounds
means the All-Canadian defensive

'
,

lineman for the football Gryphons towers

•

over most people. "I'm hard to miss," he
chuckles. "Jeremy's one of the few

'

students I've ever had on whose chest I can

comfortably rest my head," says one of
Oxley's professors, Chandler Kirwin,
himself 6'4".
Or it could be because Oxley - not
surprisingly, "Ox" to friends and teammates - is coming out of Zavitz Hall,
home of the School of Pine Art and Music.
The artist and the nose tackle?
Someone who doesn't think it "oxymoronic," thati one person cou1d m ake a
career of stopping the draw play while at
the sam e time love to draw, is U of G head
football coach Dan McNally. "'Why wou1d
it be?" he says. "We've had several fine art
majors on the team over the years. Artistic ability and sensibility
are very comm on among athletes. Jeremy is just a very talented
individual."
Oxley specializes in studio art, specifically drawing. Along
the way to earning the degree he'll be awarded this spring, he's
also taken sculpture, silkscreen making, lithography and printmaking courses.
"But I'm fascinated by the hand, the human figure," be says.
"It's why I love the realistic drawin gs of da Vinci and
Michelangelo. For example, it's just am azing to me how da
Vinci can bring out exactly how the human cheekbone protrudes from the face."
Kirwin, a dedicated sports fan himself, says Oxley is and
should be a role m odel precisely because of his diverse interests.
"Jeremy is an excellent example of someone who has handled
well the delicate balancing act bet\veen academics and athletics,
akin to the Ivy League tradition wh ere the student-athlete is
seen as an ideal model. I think this is a m odel that should be
emulated, where possible."
One is tempted to theorize that Oxley's size was an intentional piece of creation, his statistical vitals plain necessity to accommodate apparently disparate passions - the pursuit of
truth through art and the pursuit of fleeing quarterbacks-in a
personality that takes each with a balanced, laid-back sense of
fun.
"Jeremy is simply a very strong presence, a very self-assured,
charismatic leader, always upbeat, energetic and positive," says

McNally.

The word "presence" comes up frequently in descriptions of
Oxley. "He definitely has been a big presence in ow program,"
agrees Kirwin. "Jeremy has performed admirably in both art
history and in studio. One of the things that impresses m e is
that he truly is committed to the arts, that he has a passion for it,
and in addition to that, he is very much aware of his love of
learning."
When drawing, Oxley emulates two of his heroes, da Vinci
and Michelangelo, in a style rooted in realism. His chief tools
are graphite and charcoal - the reason he chose to work in this
m edium is itself based on som ething quite real: Oxley is partly
colour-blind. As a result, he's had to steer clear of painting. "Ifl
try to paint a human figure, I just; end up with a pink person,"
he says, referring to the problems he has distinguishing browns
and greens and their offshoots.

To overcom e this challenge, Oxley labels bis green and
brown pencils, so he knows what he's mixing. "It doesn't affect
my silkscreen work because it uses true colours instead of
mixed ones."
True colours
if Oxley had to choose two favourites, they
would likely be Gryphon red and gold. He considers it a blessing
that his five years of playing at Guelph means that he's ineligible
to play football for another university, accordin g to OUAA
rules. Not that he's temp ted to don the jersey of a Guelph rival.
"I couldn't do it, even if I was eligible," he says. "Say I went
to Western for teachers' college, for example. It would be impossible for me to put on that uniform" - he holds up his
hands in mock horror. "I couldn't, not after I've played here for
Guelph with this team. Heck, after I'd been here three days, I
couldn't have played for another school."
Oxley grew up in Brownsville, just outside Tillsonburg.
Mention T illsonburg and people respond "tobacco country."
"That it is;' says Oxley. "It rules the life of towns in that area.
They actually delay the school term for two weeks in September
to get the tobacco harvest in."
He spent seven summers on the harvest, which he says
helped build not only his strength but also his bank account to
attend univer-sity.
In high school, Oxley excelled at art. "But I also loved football." Choosing university over community college or art
school meant he didn't have to choose between his t\vo favourite pursuits, that he could both punt and paint, if he chose. "I
got the best of both worlds."
Oxley says U of G's fine art program has allowed him to
build an impressive portfolio that he could use to get a job in
commercial drawing or animation. It was also at Guelph that he
developed a love ofart history, particularly the Renaissance and
the baroque (his campus e-mail account carries the nickname
"Verrochio," a Renaissance landscape artist he favours at the
moment).
Putting down the pastels and putting on the pads, Oxley is
something ofa legend in Gryphon football. The formal recognition alone makes for an impressive list. Named All-Canadian
the last two years, he is the first Gryphon football player to win
first-team national honours in two consecutive years. Forntime OUAA All-Star. Two-time Lineman of the Year. Team
MVP and team captain this past season. Wildman Trophy winner this year (awarded since 1932 to the senior football player
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who demonstrates to the highest degree the
traits of sportsmanship, leadership and
scholarship). W.F. Mitchell Sportsman
Award winner last year (the winner m ust
possess exceptional citizenship qualities in
addition to being an outstanding athlete).
Team Rookie of the Year in his first year.
Oxley also started every game over his
five-year career. In fact, McNally reckons
Oxley has missed less than 15 minutes of
playing time over his entire career as a Grypbon - an accomplishment the coach
calls "extraordinary."
For the Gryphons, however, Oxley has
been much more than a fixture on defence
for half a decade. "Jeremy has been a wonderful ambassador for Gryphon football
and for Gryphon athletics," says McNally.
"He is probably the most weU-known,
most recognized University athlete in
Guelph. He carries himself with a lot of
pride in being a Gryphon. He is a classy individual and he projects the kind of im age
that we would like all our athletes to project."
Ex-NFL coaching great and football
commentator John Madden once theorized that offensive linemen are the gentle giants who've always
been big, even as children, and who as a res ult tend to be m ore
aware of their size and gender, whereas defensive players grow
up smaller, develop later and tend to be more aggressive - read
"mean" - by nature.
Oxley, super-sized from youth, agrees with this and says it
was one reason he expected to be put on the offensive line when
he came to Guelph. At the time, however, the team's biggest
need was on the defensive side of the ball, says McNally, who
believes the decision to put Oxley on defence turned out to be a
good one because he's made a bigger impact there than he
would have playing offence.
Oxley says he carried his good manners with him to defence.
"Fm a gentleman on the field. If I hit the quarterback, I'll usually pick him up afterwards. Over the course of five years, I've
gotten to know a lot of my opponents across the line, and we
greet each other by first name." He pauses to consider. " No, I
will only 'get evil' (here he invokes air quotes) if someone does
something to me first."
Oxley says the Gryphon defensive linemen are a close group
who carry the reputation of being a lighthearted band of brothers. "We're loud, I suppose, happy. Orn motors are usually running a little faster than other people's. We kill ourselves in
practice, but we're still joking around in the locker room afterwards while some of the others have collapsed from exhaustion."
What's in the futrne? While he considers attending teachers'
college, Oxley still flirts with the idea of playing professional
football, possibly with the NFL Ernope, and has an agent looking at his playing options. Oxley says CFL scouts have bypassed
him because, at his size, he's considered too big to be playing on
che defensive line in Canada.
...-It's disappointing that because ofbudger reasons or whatever, the scouts won't even look at a lot of players in the ClAU,"
he says. "When they hear my m easurements, they think I won't
be able to move well, that I don't fit the mould. Whereas the
truth is, I move well for my size."
His coach agrees. "The most remarkable thing about Jeremy
is his athleticism," says McNally...Most truly big men do not
have the co-ordination or quickness that Jeremy posseMes. He
is also physically very strong. His best chance will be as an offensive lineman in the CPL, though he has an outside chance at
playing as a defensive lineman in the NFL"

s
PLAZA OUT OF CONTEXT
IN CAMPUS CORE
I wish to respond to a letter from
architect Paul Hammond about the
Thornbrough addition and adjacent
plaza. He may have a point when he
says the building has been praised by
other professionals and that the
plaza is a public space for gatherings
and has to meet existing elevations
abutting the site. But there are three
problems with his points.
I ) The building sits within a context

of many other build ings.
The designers seemingly ignored
the architectural context, thus creating yet one more architectural style
in our campus core. Stand between
Raithby House and the University
Centre and pan 360 degrees, and
you'll count seven d ifferent facade
materials and numerous styles. The
Richards to Thornbrough complex
is now four connected modules,
each with a unique architectural
style.
Most environmental designers
would suggest that the integrity of a
site is enhanced by a greater focus on
unity rather than diversity. There
should absolutely be some complexity and diversity, but consider for a
moment planned additions to a family residence. How many of us would
consider three additions to an original structure using four different architectural styles, facade materials
and fenestration patterns? Most of

w wou1d find this a mishmash and
wouJd prefer more unity o r harmony. The same holds true for this
site.
Fellow architects may find the
building and plaza appealing when
seen away from its surroundings,
but when viewed as a cornerstone of
our core, it is obviously out of context. This contributes to the degradation of what little original design
integrity is left on this campus.
2) The plaza is not a campus open

space; it appears to be a forecourt to
the building.
Two planters situated near the
centre of the plaza divide the space
into several zones. These planters
will interfere with events the campus
enjoys during the warmer months.
3) The plaza is not flat, and the
slopes exceed recommended gradients.
After the plaza was completed, I
took my graduate landscape engineering class to examine the grad ing
and drainage issues. Using a digital
level, we found that some slopes approached five per cent. Under the
building code, a ramp may be only
eight per cent. The desirable slope
for a plaza is two per cent or less. The
existing slopes are simply too steep
to afford a pleasant usable space.
What would have been better? In
cases such as this, we could use
"grade change" devices (walls, steps,
ramps) to make the plaza portion accessible, usable and maintainable.

When asked several years ago to prepare a design for this space (it was to
be a temporary plaza), I suggested
one solution that wrapped the existing stairs around the north end of
the site and made the site accessible

from the northeast and southwest

with "at grade" entrances. A ramp in

the stairs with handrails wide
enough to accept snow-clearing
equipment wou1d have respected
barrier-free access from Branion
Plaza while making the necessary
grade change.
Entry into the plaza would have
yielded a programmable open public
space with a scaled-down refuge under a tree-lined edge. The vegetation
wou1d have reduced the impact of
the variety of building types around
the edge, creating a true, relatively
flat plaza.
So what now? The plaza is quite
obviously at the core of our campus
and deserves special attentio n. Tio be
perfectly blunt, it should be removed
and redesigned to reOect the true
needs and wishes of the University
community. This site is not just the
fo recourt for this building; it is a
core esthetic and functional space.
As it is now, it simply doesn't work.
We deserve better.
Is it a question of a tight budget?
Not really. The reinforced concrete
slab is quite expensive, and those
precious dollars cou1d have been
better spent on a more appropriate

design.

How did we get into this situation? Working within myriad constraints is common for environmental design professionals. We
should be instructing and evaluating
the work of our consultants in the
same way we evaluate changes in
academic curriculum: does the proposal suggest there is integrity in the
product, and how does that proposal

fit into the larger context? The University community deserves this attention to esthetic maturity.

Prof. Ron Stoltz
School of Landscape Architecture

A JOB WELL DONE
Staff and students in the Centre for
Students With Disabilities (CSD)
wou1d like to thank John Reinhart
and the snow removal crew in
Grounds for a job weU done this
winter. CSD staff member Barry
Wheeler reports that although he
often had trouble getting to the University this winter, once he got to
campus, he found the sidewalks
cleared.
We'd also like to thank Paul
Cook and the staff in Transportation
Service for all their help repairing
scooters and wheelchairs this year.
Without them, flat tires and other
damages would not have been repaired on the spot. Thanks for providing such great service.

SALARY LIST SHOWS
WHERE PRIORITIES LIE
Does underpaid mean undervalued?
Certainly the list of members of the
$100,000 club in the April 2
Kitchener-Waterloo Record makes for
a depressing feeling among at least
some full professors at the University
of Guelph and certainly spells out
where Guelph's priorities lie.
U ofG has about 70 in the club, of
which about 22 are in administration
(deans and up). On the other hand,
the University of Waterloo has about
200 in the club, of which about 13
were identified as being in administration.
The news is not all bad, though.
Guelph has almost caught up to Wilfrid Laurier University, which has 75
members in the club, of which 14 are
identified as administrators.
Of cour-se, Guelph's administration has recently realized the gravity
and unfairness of the situation, so it
promises to speedily rectify it, taking
only three year-s to bring full professors' salaries up to the provincial average. But there will be no retroactive
reparations for underpaid labour. After au, for the administration to do
that, it wouJd have to acknowledge
that it knew all along it was underpaying full professors.

Staff and Students
Centre for Students
With Disabilities

Trip Of A Lifetime Series
October 8 - 21, 2001

Maui - Kauai
Koma Coast & Hilo Coast
of the Big Island of Hawaii
Inclusion of:
- Fligh ts
- 2 Nights at Hyatt Hnl.
• Cruiee & Taxes
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Prof. John Simpson
Prof. Gabriel Karl
Department of Physics

Rural Communities Face
Daunting Challenges: Report
Three-year project explores rural economic development in Ontario

O

PAYING TRIBUTE
A memorial service was held April 3 in War Memorial Hall to honour
those who have donated their body to science. The 20 donors whose
bodies were studied in U of G's human anatomy course were named
and honoured with the lightingokandles and the placing of a red tulip
for each person. The service was co-ordinated by campus minister
tucy Reid and Francine Pilon, an instructor in the Department of
Human Biology and Nutritional Sciences.
PHOTO BY MARTIN SCHWALBE

NTARIO' S RURAL communities lack the wherewithal to
maintain or improve their declining
economic circumstances, and the
problem is likely to become m ore
widespread and intense, according
to a new U of G report.
"In many communities, the interrelatedness of economy, co mmunity survival and quality of rural Life
is the pivotal issue," says Prof. David
Douglas1 School of Rural Planning
and Development, director of the research project. "What we discovered
is a dangerous picture requiring our
immediate attention. "
In a survey of all 495 of Ontario's
rural municipalities (128 or 26 per
cent responded), the researchers
found that without provincial help,
rural communities are fl agging and
at risk.
"As the provincial government
has greatly reduced its support for
rural municipalities, they have had
to become increasingly dependent
on their own resources to survive,"
says Doug1as. "The local economy is
the single most important resource
and plays an increasing role in the viability of these municipalities. If, in
turn, they lack the wherewithal to

ESL Enrolment Soars
Course provides stepping stone to university for students from around the world

M

THAN
25
new
international students come
through Tony Juliani's office each
month, but he never forgets a face.
It's his job to remember who the
students are, where they're from and
why they're in Guelph, and it's a
responsibility he thoroughly enjoys.
Juliani is the director of the English as a second language (ESL) program offered through the Office of
Open Learning, and under his guidance, enrolment has more than doubled in a little over a year.
"We're getting about 25 new students each month, and the way
things are going, we expect to double our enrolment again in 200 l," he
says. "We've had students from
China, Saudi Arabia, Europe and
South America, and we even had a
group of medical doctors from
Rome who came here because they
needed a crash course in English."
The program is a university-level
preparation course for international
students who want to become U of G
students or improve their scores on
the Test of English as a Foreign Language (TOEFL), which they must
pass to be admitted to a Canadian
university. It's also designed for corporate training professionals who
want to improve their Englishspeaking skills.
U of G originally developed the
program in collaboration with the
Guelph company Global Awar;eness
Throughout English Enteq>rises. A
little over a year ago, the Office of
ORE

Open Learning resumed full responsibility for the program. Courses are
now taught on campus with
University-employed ESL teachers.
Juliani adds that the program allows U of G to expand its international offerings, facilitates admission
qualifications for foreign students
and contributes to the "internationalization" of the University.
As new students enrol each
month, their English skills are evaluated to determine the appropriate
placement level in the program. In
addition, students are evaluated
monthly via the institutional TOEFL
to monitor their progress. Many students enrol in several sessions, and
co1uses run year-round.
'We try to keep the classes small
- 10 to 15 students," says Juliani.
They spend about six hours a day,
five days a week, studying Englishreading, writing, listening, speaking
and grammar. Cowses emphasize
conversation, presentation skills and
integration into Canadian society.
The students also enjoy the same
privileges as other U of G students,
including library access, e-mail accounts and Internet access, computer use and academic counselling.
In addition, there are optional excursions to places like Toronto and
Niagara Falls, as well as cultural,
sports and tour events. Owing the
summer, when more residence space
is available, students enrolled in the
program can live on campus; otherwise, they live off campus.

Students who complete the program, pass the institutional TOEFL
exam with an acceptable score and
pass a minimum of four open learning courses with a 70-per-cent average are guaranteed admission into
the University's BA program.
"Most of our students don't just
come here to learn English," says
Juliani . "They come here because
they're interested in the programs
Guelph has to offer."
Ameen Abdelkariem is one such
student. The Sudan native chose
Guelph 's program because he was
interested in studying agriculture
and learning about animals. When
he arrived at U of G six months ago,
his TOEFL score was 460, far below
the required 570.
"Last month, I was tested and received a score of 557, so I've improved by more than 100 points,
which is really good for m e," he says.
Abdelkariem plans to continue in
the ESL program until he earns the
required test score, then become a
full-fledged U of G student in September.
Juliani says many students follow
a similar path. "About 90 per cent of
the people in the program go on to
become regular U of G students.
Many of the students also bring
prestigious scholarships from foreign governments that serve to enthe entire international
rich
community."

BY LORI BONA ffUNT
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carry out economic development, as
we found , then it is inevitable that
they suffer, as does the quality of life
of their residents."
The two-volume report, "An Integrated Analysis of Changing Municipal and Community Roles and
Practices," was released in February,
part of a three-year research project
called "Toward More Effective Rural
Economic Development in Ontario," and comes just before the expected release of a provincial report
on rural economic renewal.
In the Guelph report, the researchers note that Ontario's recent
economic prosperity has not filtered
down to rural co mmunities. More
than two-thirds of communities responding complained of economic
stagnation and population decline in
the period 1996 to 1999.
The researchers also found th at
few municipalities are actively involved in community-based economic de.velopment, only 38 per
cent have an economic development
plan, only five per cent have an economic development officer, and
roughly half don 't even have one
part-time staff person in place overseeing economic development.
"Local economic development in
rural Ontario is under-resowced in
terms of financial and organizational resources and in terms oflocal
know-how and skills," says Douglas.
"The municipal organizations and
the communities they represent siznply lack the capacity to carry out local economic development. We had
a sense of that before; this new research confirms it."
Douglas does point out that in
some cases, there arc other important players in development. "These

include the counties and "Community Futures" development corporations. But overall, it is the
municipalities that constitute the
front line for rural communities," he
says.
His research team included rural
studies PhD student Sandra
Chadwick and four master's students. The three-year project is supported by the School of Rural
Planning and Development, the enhanced partnership between U of G
and the Ontario Ministry of Agriculture, Food and Rural Affairs, the Association of Municipalities of
Ontario, the Economic Developers
Council of Ontario and FedNor, a
regional development fund of lndustry Canada.
Enhanced partnership funding
comes in part from the "Sustainable
Rural Communities" program.
Douglas says that not only do rural
communities need sustaining, but
so, too, do the researchers looking to
learn more about the criticaJ issues
fa cing those communities. "At
times, we have scrambled for fund ing to keep this project going," he
says.
Douglas and his team aren 'l finished yet. Next steps in the project,
which began in September J999 and
carries through 2002, include 79 indepth interviews with rural municipalities (now complete), six. regional
workshops on rural economic development, deveJoping '1>est practices"
case studies of three successfi.tl municipalities, interviews with selected
counties and other players, and disseminating the current findings with
research partners and municipalities
across the province.
BY ALEXANDER WOOLEY

8/ora lestival Sinpers
present

Remembering Gerald Finzi
Saturday April 28, 2001, 8 p.m.
Church of St. John the Evangelist
Henderson & Smith Streets, Elora
The Aldeburgh Connection - Stephen Ralls and
Bruce Ubukata - and soloists join Noel Edison and
the Elora Festival Singers to celebrate composer
Gerald Finzi's 1OOth birthdate.
Sometimes called the "Schubert of England" Finzi
wrote vety lyrical music, romantic in style setting his
music to the poetry of Robert Bridges, Shakespeare,
Wordsworth and Milton. Though he wrote fewer
than 50 compositions in his 55 years, Finzi's work
exemplifies the English pastoral tradition at its
finest and most distinctive.
For tickelB ($24) and infonnation, call 846-9.694
VISA and MasterCard accepted

-,

Members Sought
for Committees

T

he University of Guelph
community is invited to
recommend members for the
selection committees for the
following positions: associate
vice-president (research) and

associate

vice- president

(agri-

food and partnerships).
Membership on each com mit-

tee is to include one dean, three
tenured faculty members horn

different colleges, one student and
one regular full-time staff member, all of whom will be elected by

Pushing Kids to Excel Often
Backfires, Study Finds

Senate. Members of the selection
committees need not be senators.
The committees will be chaired by
Prof. AJan Wildeman , in coming
vice-president (research).

Parenta l pressure associated with lower self-esteem, less competence in school skills

P

The Se nate Bylaws and Membership Committee will present membership slates fo r approval at the
May 8 meeting of Senate.
The deadJine for submission of

recommendations

is

April

18.

Forms are available from the Senate
Office on Level 4 of the University
Centre.

New Research VP
to Begin July 1
Continued from page 1
Simila rly, other organizat iona1
needs are being discussed with directors and managers in the Office of
Research ."
In total, the sea rch committee
considered some 50 c.a ndjdates fr om
inside and oulside the Uni versity,
rep resenting a wide range of disciplines and organization s, says
Rozanski. Ten of these ca ndidates
were interviewed and, over time,
fo ur we re presented publicly to the
U of G community.

"I wish to offer public thanks to
those who have con tributed to the
successful conclusion of this extensive search process," he adds.
"Thanks, as well, to the superb individuals who honou red us by allowing their names to stand publicly as
candid ates for the position. It remains a point of great pride that the
search comm ittee was able to present to th e Guelph commun ity excellent finali sts for the position. "
BY SUZANNE SOTO

ARENTS
who push their
children to excel in school and
extracurricular activities may be
harming their kids' ego and
academic perform ance, according to
a study by Prof. Ge rald Adams,
Family Relations and Applied
Nutrition.
"Our findin gs show that parental
pressure is associa ted with lower
self-esteem, a lower sense of assertiveness and less competence in
school skills," says Adams. By comparison, children who are under less
parental pressure tend to do better in
school, get along with their peers,
follow rules and handle fru stration.
"Parents usually have good intentions," he says. "They might think
they're helping their child by using
pressure when the child is showing
problems in school, but it often
backfires. If parents have high expectations of their child doing well, the
child will have those same expectations. She or he will start to think that
no matte r how well they do, mom
and dad expect more."
Adams, who has written a seri es
of books that examine the effect parenting styles have on childhood and
adolescent behaviour, originally set
out to discover what factors determine how well children follow rules
in school and get along \vith class-

Clarification
In the March 28 issue of@Gue/plJ, the
news item ''CCFF Honours Lam"
shouJd have stated that Prof. Joseph
Lam, Microb iology, was awarded a
renewable three-year scholarship
from the Canad ian Cystic Fibrosis
Fou ndation valued at $60,000 a year,
for a total of $ 180,000.

mates. But during his study of more
than 300 children in grades 4 and 7,
he fo und that parent-child interactions are the greatest predictor of
rule compliance and sociability. So
he expanded the research to also examine the effect of parental pressure
on child ren's school and social lives.
"We've learned there are a lot of
characteristics that can predict how
well a child will do in school, regardless of the teachers they have," he
says.
Other findings include:
The negative effects of parental
pressure only increase as a child
gets olde r.
Children under the most parental
pressure tend to com e from
households where control is a central focu s. Children who are supported rather than pressured by
their parents tend to Jive in homes
where cohesiveness is paramount.
Parental pressure often determines how well children get along
with others. Pressure lowers a
child's ego strengt h, and children
with higher egos tend to extend
themselves and h ave a better ability to handle the frustrations associated with frequent interactions
\vith others. Self-esteem is also often an indicator of how well a child
does in school.

Many parents and school boards
are urging greater fa mily involvem ent in children 's school activities. Schools should be ready to
provide guidance and parental
training on the results of negative
pressure, and offer gu idance on
how to best help children rega rding school activities.
"Our research shows that parental support has positive influences
on a ch ild's school act ivities, although there is a very fin e line between parental support and parental
pressure," says Adams. "But children are capable of deciphering bet\veen the two, and they are m ost
influenced by positive things."
BY LORI BONA HUNT
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• Roadin g and Writi'1g he/ore Grade one
• Low S1ude11t I Teacher Ratio
• Strn11g 1\cademic.t - Mat h, Geometry,
Geography, Botany, Culture and more
• Prench, Karate, M usic and mall)' c.'Clras
• For childrell 2.5 yet1r.'\ lo Grade six

OVERSEAS
SHIPPING
FOR SALE
Dehumidifier, three months old;
large carpet, clean, in good condition, 836-7986 or send e-mail to

isk.im673@hotmail.com.

Large granny rocker; new bread
maker; two-drawer filing cabinets;
floor lamp; brown wool rug, eight by
l 0 feet; Eddie Bauer long coat and ski
jacket, women's medium; folding
travel bag suitcase; large goldcoloured antique milk can; king
waterbed with bookcase, 856-0874
or send e-mail to tdean@fin.
uoguelph.ca.
Mastercrafti air conditioner, 9,000
BTU, great condition, Kyle, 8241280 or kmack.ie@open.uoguelph.
ca.
Cross-country skis, mountain bike,
send e-mail to eramon@uoguelph.ca
or estelleramon@hotmail.com.
Reel-to-reel recording tape, large
quantity from recording studio, reasonably priced, Ext. 3504 or send
e-mail to hdavis@uoguelph.ca.
Inglis dryer in good working condition; boy's skates, CCM Tacks 685,
Pro Lite blades, size one, used for
one season, excellent condition,
836-0125.
Female German shepherd puppy, six
months old, gentle and well-trained,
spayed and vaccinated, large cage
included, 836-7986 after 6 p.m. or
eyjeong673@yahoo.co.kr.
Two-bedroom house/cottage in
Haliburton, m ore than an acre of
property, l 'h baths, woodstove, propane stove and water heater, close to
Eagle Lake, Laura, Ext. 2264.

FOR RENT

people, non-smokers, no pets, $500
a week, 763-1236 or bardwell@

ovc.uoguelph.ca.
1i'wo-bedroom cottage on Georgian
Bay Island, overlooks Killbear Provincial Park, sleeping loft, Ken,

822-2125 days or 822-7705 evenings.
Three-bedroom century home on
quiet street near downtown, newly
renovated kitchen, laundry, porch
sunroom, non-smokers, $ 1,500 a
month inclusive, 836-9918.
Large basement bed-sitting room in
shared house behind Hartsland
Zehrs, private bath, bus stop at door,
parking, laundry, available for May,
$400 a month, Jen, leave message at
766-6046.
Summer sublet in four-bedroom
townhouse, close to bus, groceries,
$300 a month inclusive, Lisa,
829-2708.
Three-bedroom house, 1'h baths,
20-minute walk to campus, bus stop
at door, washer/dryer, suitable for
family or three students to share,
available May l, $1,200 a month
inclusive, 836-8961 or send e-mail to
trosenda@uoguelph.ca.

WANTED
Research team seeks feedback from
faculty and students on Ontario's
student loan system. You are invited
to share in writing your impressions
of how participation in institutionalized borrowing has affected postsecondary education. Respond by
e-mail to midtovmprod@hotmail.
com.
Reasonably priced one- or twobedroom apartment for student with
two cats, James, 836-8510.

One bedroom in shared house, two
blocks from campus, suit a mature
female student, available May l,
836-9236.

Rental accommodation for quiet
non-smoker with no pets in urban or
rural area, shared or private,
763-6120 or send e-mail to
gbowles@golden.net.

Two-bedroom cottage just north of
Sauble Beach, dishwasher, propane
barbecue, TV NCR, suitable for four

Summer student with experience in
molecular genetics needed to work
in com genomics lab in Guelph this
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Personal Effects
and General Cargo
via Ocean and
Air Freight

Housekeeper, one day a week, Ext.
3438 or 763-7430.

Phone: (8,0) 896-0340
Fa: (0,0) 800-0343

P.O. Box 1071 - Ont. N2G<I01

One- or two-bedroom apartment for
professional couple in quiet area,
close to downtown and campus,

822-9092 Monday to Thursday after
5:30 p.m.
Two quiet, non-smoking mature
students need accommodation for
September to December 2001, looking for either one two-bedroom
apartment or two one-bedroom
apartments, 763-2235 or jgiacint@
uoguelph.ca.
One-bedroom apartment for mature
female student for Sept. l, preferably
furnished, non-smoker, references,
leave message at 836-8681 or send
e-mail to kentishm@nt.net.
Roommate for May l, close to
downtown, 20-minute walk to campus, close to laundry, groceries and
bus, no lease, $288 a month plus
utilities, 822-5735 or send e-mail to
rstranbe@uoguelph.ca.
Furnished or unfurnished fourbedroom house for rwo young couples for May l, close to campus,
laundry, parking for one car, will pay
up to $ 1,600 a month inclusive,
Tanya, leave message at Ext. 76545
or send e-mail to tjonesOl@
uoguelph.ca.

AVAILABLE

MONTESSORI SCHOOL
OF WELLINGTON
(Located in Dublin Street United Church)

Call Karen or Glynis at (519) 821-5876
Our school provides Montessori education
for children aged 3 to 6 years and offers:
• classes fully equipped wi.th
Montessori materials

• French 1:uit\on

• AMI trained Montessori

• large gymnasium

• full & half-day programmes

• outdoor play area

• before & after school
supervision

• central downtown
location

teachers

Housesitter available July l , short
term and long term, references,
Guelph graduate, single with own
business, Carolyn, 836-6435.

Abacus Computers is proud to present the power and ,,.rsatility of the Gateway
lineup to the Guelph area. With the ability to choose from hundreds of software
and peripheral products, Gateway is sure to be able to meet your reqwrements
Call us today to have one of our Gateway specialist help you personalize yow:
system or go to www:gateway.com/ ca and configure your own Gateway system
and then call us at 519-837-1350!

•

You con m/St the Pro111iers Program 10 heft>

you achieve your ftmmcial goal~· whme11er tltcy may be.

summer1 Ext. 3396 or raizada@

K-W
INTERNATIONAL
SHIPPING INC.

Abacu1

Computtr11

Yo11r so11m in Gmlph and s11rro11nding areafot·

Gale1vqy prod11cts, peripherals and software

485 Silvercreek Parkway North, G uelph, Ontario N1H 7K5
519 837-1350
W\V\v.abacus c.on.ca
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ARBORETUM
The Arboretum Auxiliary's series of
seasonal Sunday afternoon walks
continues April 15 with "Early
Spring Discovery Tour." The walk
leaves from the Nature Centre at 2
p.m. and is free, with a suggested
do nation of $3 per person . For more
in fo rmation, call ~x t. 2113.
Natwalist Chris Earley presents a
wo rkshop on less common warblers
May 3 from 9 a.m. to 4 p.m. Cost is
$45 . Registration and payment are
requ ired by April 18. Call Ext. 4110.

Guidelines are available on th e Web
at www.aucc.ca/en/program s/african .html or at the Centre for International Programs in Day Hall 20S.
Human Resources Development
Development
Canada's
Social
Partnership Program is calling for
proposals
fo r
research
and
development projects related to
services
and
policies
that
promote/support early childhood
learning and care. Submission
deadlines are April 27 to the Office of
Research and May 4 to HRDC.
Information is available outside
Room 224 of the Office of Research.

Instructor/writer Mary Ann Moore

presents three weekly workshops on

journalli ng in the garden May 8, IS
and 22 from 10 a.m. to noon. Cost is
$30. Registration and payment are
required by April 24.
Tbeatre in the Trees presents the
dinn er-theatre comedy Sometl1ing
for Charlie by Neville Bryant Saturdays until April 28. Doors open at 6
p.m.; sho\o/time is 8 p.m. Tickets are
$49 and are available at Ext. 4110.

ART CENTRE
The Macdonald Stewart Art Centre
hosts a brown bag lunch talk April 17
at noon, with Nick Hill discussing
"Lighthouses."
A reception for the exhibition "Jan
J.M. Noes theden: Congratulatfons
on a Job Well Done'' will be held
April 26 at 4 p.m . at the art centre.

NOTICES
The Mclaughlin Library will be
closed April 28 to May 6 to aUow the
removal of transfo rmers from the

buildin g.
The Association of Universities and
Colleges of Canada administers the
program Sabbatical Gran ts in Africa
for Canadian Researchers on behalf
of the International Development
Research Centre. Grants are available for Canadian researchers visiting Africa to cover expenses related
to travel, research and communication. Submission deadline is May IS.

A graduate student working under
the supervision of Prof. Kelly
Meckling-Gill, Human Biology and
Nutritional Sciences, is looking for
overweight subjects for a study com paring the effects of a low-fat diet
versus a low-ca rbohydrate diet on
we ight loss and other health parameters. For more information , call
836-2 131 or send e-mail to
ca itrion@uoguelph.ca.
The Ontario Ministry of Agriculture,

Food and Rural Affairs (OMAFRA)

invites proposals for funding
through its Food-Safety Research
Program, a new initiative that fund s
research to support the implementation of an enhanced science-based
food- safety system in Ontario. The
next deadline fo r proposals is May
29 to the Office of Research and May
31 to OMAFRA. For more info rmation ,
visit
the
Web
site
www.gov.on.ca/OMAFRA/english/
research/food/foodsafe. htm.
The Canada-European Community
Program fo r Co-operation in Higher
Education and Training supports
the development of international
joint projects among Canadian and
European universities, colleges and
technical institutions. A new competition has been announced with federal support of $200,000 per project
over three years for the Canadian
partner institutions. Applications
are due May 23. Guidelines are available on the Web at http://www.canlearn.ca/iam/can_euro/eng_callfo rproposal.shtml.

SEMINAR
T he Guelph-Waterloo Centre for
Graduate Work in Chemistry and
Biochemistry will hold its annual
semin ar April 27 at 3 p.m. in
Thornbrough 100. Waterloo chemistry professor Gary Dmitrie nko will
discuss 'Three Little Atoms, All in a
RO\v: The Mysterious Affair of the
Kinamycin
Antibiotics."
The
seminar will be preceded by the
centre's annual meeting and
fo llowed by a poster session and
awards presentations.

TEACHING SUPPORT
Teaching Support Services's winter
series of training and development
opportunities for faculty and teaching staff concludes April 19 with
"HTML V: Developers Q & A. 1'
Register online on the Web at www.
tss.uoguelph.ca.

THESIS DEFENCES
T be final examination of PhD candidate David Gad ish, Engineerin g, is
April 11 at 8:30 a.m. in Thornbrough
1360. The thesis is "Inconsistency
Detection and Adjustment of Spatial
Data Using Rule D iscovery." T he
advisers are Profs. Otma n Basic and
David Chiu .
The final examination of M.Sc.
candidate Jennifer Bowman, Family
Relations and Applied Nutrition, is
April 11 at 9:30 a.m. in HAFA 33 1.
11he thesis is "Validation of the Minimum Data Set 2.0 Section K in
Long-Term-Care Residents. " The
adviser is Prof. Heather Keller.
The final examination of M.Sc. candidate Bjarni Kristj3.nsson, Zoology,
is April 11 at 2 p.m. in Axelrod 26SA.
The thesis is "Divergence of Icelandic Threespine Stickleback to
T\vo Bottom Types in Lakes and
Recently Formed Lagoon." The
advisers are Prof. David Noakes and

Skuli SkU!ason.

The final examination of M.Sc. candidate Sue Wickenden, Environm ental Biology, is April 12 at 9 a. m.
in Graham Hall 3301 . The thesis is

"The Isolation and Purification of
Putative Allelochemicals
From
Chrysan tliemwn morifoliumTissue."
The advisers are Profs. Chr is Hall
and Bernard Grodzinski.
The final exam in ation of Isabelle
Schmelzer, a PhD candidate in the
Department of Zoology, is April 16
at 2 p.m . in Axelrod 26SA. The thesis
is "A Dynamic Seascape and a Disappearing Seal: A Biogeographical
Analysis of the Population Ecology
of the Hawaiian Monk Seal." T he
advisers are Profs. David Lavigne
and Tom Nudds.
The final e,'l(amination of M.Sc.
candidate Johan BrOjer, Clinical
Studies, is April 17 at l :30 p.m. in
OVC
1713.
The
thesis
is
"Proglycogen and Macroglycoge n in
Equine Skeleton Muscle. " The
adviser is Prof. Henry Staempfli.
The final examination of PhD candidate Vern Osborne, Animal and
Poultry Science, is April 18 at 9 a. m.
in Animal Science and Nutrition
141. The thesis is "Water Nutrition
in the Dairy Cow. " T he adviser is
Prof. Brian McBride.
The final examination of PhD candidate Jeffrey Kemp, Engineering, is
April 23 at 10 a.m. In Thornbrough
1307. The thesis is "Measurement of
Gaseous Mercury Emissions From
Natural Sources." T he adviser is
Prof. Grant Edward.
The final examinatio n of Richard
Perkins, an MFA candidate in the
School of Fine Art and Music, is
April 23 at 2 p.m. in Zavitz 207. The
work is titled "Representing the
Absurd: Models for Real and Imagined Fears." The -adviser is Prof.
Margaret Priest.

Guelph Museums celebrates the
city's birthday April 22 with activities in the children's museum from 1
to 4 p.m. For information, call
836-1221.
The Canadian Poetry Association, in
collaboration with the Guelph Arts

Council, invites poets and artists/
photographers
in
Wellington
County to submit entries for the
Wellington County A nthology, scheduled for publication in September.
Submission deadline is May I. For
details, caU 836-3280 o r send e-mail
to gac@sentex. net.
The City of Guelph Millennium
Committee dedicates its millennium
time capsule April 23 at 5 p.m. at

John Galt Park.
The Guelph Male Choir performs a
benefit concert for UNICEF April 2S
at 4 p.m. at Westminster-St. Paul's
Church . The choir can also be heard
in concert April 22 at 4 p.m. at Westwood Church.
Hospice Wellington holds its annual
charity dinner and dan ce April 27 at
6:30 p.m . at Creelman Hall. For
ticket information, call 836-392 1.
Award-winning author Jane Urquhart, a 197 1 BA graduate and honorary degree recipient of U of G, and
writer Sheila Munro will read
together at the Bookshelf Cinema
April 2S at 7 p.m. Urquhart will read
from her latest novel, The Stone
Cnrvers; Munro will read from Lives
of Mothers nnd Daugh ters, which
traces her relationship with her
mother, novelist Alice Munro. Tickets are $S, with all proceeds going to
Action Read.
T he Guelph Collegiate Vocational
Institute alumni association is hosting a wine-and-cheese reception
April 28 at 7:30 p.m. at St. Mary's
Parish Hall to kick off preparations
for the school's 150"' reunion in
2004. For tickets, call GCVI at
824-9800, Ext. 491.
1'he Waterloo-Wellington Wildflower Society will meet April 18 at
7:30 p.m. at the Arboretum Centre.
Carole Ann Lacroix of the Department of Botany will discuss "Purple
Loosestrife: Friend or Foe?" Everyone is welcome.
Dublin Street Church hosts its
annual fine art show and sale April
2 1from10 a.m. to 4 p.m.

Synchronized Swimmeris Pool Their Talents at U of G
Four Guelph students are part of local club's coaching team

I

r's A SPORT that combines Ge nna Le Gear, a third-year sociolswimming,
gymnastics
and ogy student from Markham who's
ballet. And the more than SO girls been involved in synchronized
and young women who make up the swimming for a decade.
Under her guidance and that of
Guelph Synchronized Swimming
Club use U of G's red pool every club president Lynn Hammond, the
week to practise the figures and program is growing rapidly, attractroutines that develop teamwork and ing girls from ages seven to 18. In adbuild strength, co-ordination and dition to the 23 girls who swim
competitively, the dub has recreaendurance.
The University's involvement tional and pre-competitive proand support of the program don't grams that serve more than 30 girls.
"The recreational program just
end with access to the pool. Four of
the club's seven coaches are U of G gets bigger and bigger," says LeGear.
students, including head coach "Many of the girls start off in the rec-

reational program and then move
into the pre-competitive and competitive group, which is helping us
build a really strong group."
Le Gear and Hammond believe
the growth of the club is simply due
to getting the word out through participation in events like College
Royal, hosting synchronized swimming evenings for Brownie and
Pathfinder dubs, and being involved
in community events such as the
Wizard of Hope Walk for mental illness and schizophrenia.
The team hosted its first-ever re-

AT GUBLPH 12 APRIL u , 2001

gional meet April 7 and 8 for 1SO
competitors from all over southwestern Ontario - one sure sign of
the team's rising stature in provincial
synchronized swimming.
"This event was a great opportunity for us to showcase and promote
synchronized swimming in our own
community," Hammond says. "It
gave the dub and our many volunteers a chance to train, thereby ensuring there are qualified volunteers
ready and able to assist with the synchronized swimming events being
held at the Winter Games coming to

Guelph next year."
"These girls achieve a really excellent level of fitness," says Prof.
Linda Mahood, History, whose 12year-old daughter, Lucy Satzewich,
is a member of the club. "They can
all swim at least two laps of the red
pool without a breath, and can swim
between 60 and 70 lengths of the
various strokes, including butterfly
as part of their weekly training. The
commitment they make to each
other is remarkable. Tihey learn to
work together as a team."
BY STACEY CURRY GUNN

