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OFFICE OF THE Director & Assistant Director 
 

INTRODUCTION 
        
The MSU has sought to recognize and celebrate diversity through MSU 
Diversity Services since 2003. The service currently supports the diversity of 
McMaster through 3 main areas of focus: race, religion, and indigenous affairs. 
By doing community events and awareness campaigns, we work towards our 
goal of building an inclusive community on campus. Part of this includes 
addressing barriers to diversity, such as oppression and privilege. By adopting 
an anti-racist, anti-oppressive, intersectional framework to all the work we do, 
we hope we can champion awareness of these issues. 
 
Diversity Services has gone through substantial changes over the past year. 
The pillars that have laid the foundation for our service over the past 13 years 
have been dissolved. With the evolution of some of our pillars into entirely new 
MSU services with overlapping mandates, last year’s Director and Assistant 
Director decided it would be best to get rid of the pillar structure and instead 
adopt an executive structure that focusses on the type of work they will do 
(such as events and campaigns), rather than simply our topics. 
 
This year will not be easy for our service. We are essentially working as a brand 
new service with an entirely new structure and a more specific mandate. All 
these changes are positive, and we hope to see a successful year as a result of 
them. 
 
One of our priorities is to take a more critical lens to our programming than 
ever. The notion of “diversity” invokes the idea of celebrating culture. While 
celebration is important, it is not our primary goal this year. Building off 
momentum from last year, we want our events and campaigns to address real 
issues of marginalization and oppression as they affect students; and thus, 
repurpose the common notion of “diversity”. This doesn’t mean that we don’t 
want to have fun, though! There will be plenty of opportunity to showcase 
cultures and celebrate, through initiatives like Pangaea and MSU Night Market. 
 
We hope that we can help Diversity Services continue to improve its reputation 
and work toward building an inclusive campus. Some of our other goals this 
year include further developing Anti-Oppressive Practises training, and 
becoming a resource hub for students. We are incredibly excited about the year 
ahead, and have a lot of great things in store. 
 
Ryan and Lilian 
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GOALS 
 

Objective 1 Re-structure and Formalize Volunteer Committees 
Description With our old pillar structure, we created a committee of four 

volunteers in each pillar: A Logistics Officer, Internal Outreach 
Officer, External Outreach Officer, and Finance Officer. While a 
lot of work went into the job descriptions and formalization of 
these roles, in practise it was found that these role divisions 
failed to reflect the nature of the work the volunteers did. Also, 
with the new service structure created in March 2016, we need 
to create new committees and volunteer roles. 

Benefits This new method of engagement will hopefully allow 
volunteers to engage with Diversity Services in new ways, 
while maintaining the functionality of the committees.  

Difficulties With our new executive structure, we do not know what the 
optimal committee structure will be. This year will likely serve 
as a trial run for a new structure, and it will need to be 
evaluated at the end of this year. 

Long-term 
implications  

A new, formalized volunteer structure will help the service see 
long-term stability, along with the changes that were made to 
the executive structure. 

How? Information must be collected on what other services with a 
similar model to us have done, and we must decide what 
works best for our goals as a service. Then, the executive who 
will oversee the volunteers will help draft job descriptions, 
which will need to go to the Executive Board for approval, 
pending review and revision. 

Partners ● Events Coordinators (Mijia Murong & Angela Mutoigo) 
● Social and Political Advocacy Coordinators (Sutina 

Chou) 
● Operations Coordinator (Jess Bauman) 
● VP Administration (Shaarujaa Nadarajah) 

 
 

Objective 2 Ensuring Diversity Services Retains its Interfaith Focus 
Description With our new service structure, we no longer have a 

Multiculturalism and Interfaith pillar. This decision was made so 
that our events start incorporating both aspects in order to be 
more intersectional; however, we have noticed that the 
interests of our executive have leaned towards 
multiculturalism and racial politics for the past few years. Thus, 
we are worried that our interfaith focus will suffer. It is 
imperative that we continue to provide valuable programming 



 Page | 4 

and services that cater to the diverse religious needs on 
campus, and incorporate that into our structure. 

Benefits The benefits to this are that the service will operate the way it 
should, addressing the needs of the diverse groups on campus 
that fall within our mandate. 

Difficulties Because racial politics are so prevalent in today’s society, 
religious politics, aside from Islamophobia, do not seem to 
generate as much interest from the general student 
population, as reflected by the interests of our executive 
applicants over the past 2 years. 

Long-term 
implications  

As Diversity Services' focus shifts over time, our core values of 
representing race, religion, and indigenous affairs will remain at 
the core of our structure, even if not at the executive level. 

How? While this is still a topic of discussion, we hope to dedicate 
certain volunteer roles to interfaith and make interfaith-related 
knowledge a competency in our hiring. In addition, we will 
ensure that our executive’s Year Plans include a balance of 
racial and religious programming, while maintaining 
intersectionality. 

Partners ● Diversity Services Executive 
● Operations Coordinator (Jess Bauman) 
● Ecumenical Chaplain (Rev Andy Crowell) 
● Religious Clubs 

 
 
Objective 3 Increased Promotions of Bridges as the Diversity Café 
Description Bridges Cafe and Diversity Services were created at the same 

time, for one another. While our name is on the outside banner, 
many people do not see it or associate it with us as an MSU 
service. Thus, it is in our favour to promote Bridges Café as our 
space, and not just a restaurant. One of the most effective 
ways of making this association is to target those who 
frequent the Refectory building. I want to put a permanent 
sign with the Diversity Services logo (and the Mac Breadbin 
logo, if applicable) under the Bridges Café sign when entering 
the Refectory building. 
 

Benefits The benefits of this are promotional. Increased awareness of 
Diversity Services will result from very apparent promotions of 
Bridges Café as Diversity Services space. This persistent 
association will help us reach out to a much wider audience in 
our promotions: all the users of both Bridges and The Phoenix. 
With a sign beside the Bridges sign, people are going to enter 
Bridges thinking about Diversity Services, and will be primed 
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to notice our office (as many people do not realize our office is 
there). We can then use our office to advertise events both in 
and outside of Bridges, helping increase attendance and MSU 
presence in Bridges Café. In addition, this association can lead 
to a better relationship and increased partnership with 
Hospitality Services, bettering the MSU as a whole. 

Difficulties Proper promotions means more than just online promotions 
and posters. The idea in mind is expensive, but will be 
effective. Another difficulty is that the future of Diversity 
Services and Bridges is uncertain, and there may be hesitancy 
with committing finances to a project. Although this 
uncertainty is there, Bridges will remain as is for several years, 
and those years can be used to establish Diversity Services’s 
space. This sign can also be removable, and thus be 
transported to wherever necessary 5 years down the road. 

Long-term 
implications  

If a stronger association with Bridges is established, Diversity 
Services will likely remain in the conversation when the future 
of Bridges is being discussed. In addition, increased 
promotions will allow the student body to associate Bridges 
with Diversity Services, benefitting the service immensely. 

How? We would need to meet with Wooder and Ryan MacDonald to 
discuss financing a sign like this, as well as get permission from 
Facility Services to install a permanent sign in the Refectory. 
The sign will need to be designed and ordered, as well as 
installed in the ideal location. 

Partners ● VP Finance (Ryan MacDonald) 
● Student Life Development Coordinator (Michael 

Wooder) 
● Facility Services 
● Bridges Café Chef Manager (Leigh Laidlaw) 
● Mac Breadbin Director (Veronica Van Der Vliet) 

  
 
Objective 4 Bring Back MSU Night Market 
Description The MSU Night Market is a dynamic cultural festival integrating 

MSU services, delicious cultural foods, live performances, local 
vendors and so much more. The Student Center gets 
transformed into a culturally rich environment, full of various 
entertainment, engaging activities with clubs and services. In 
the 2013-2014, the Night Market was cancelled due to awkward 
placement and minimal advance planning. This year, we are 
hoping to bring Night Market back as a counterbalance to the 
educational programming brought by Diversity Week.  
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Benefits A higher energy, large scale event that focuses primarily on 
visual celebration and representation, unlike most of our 
events.  

Difficulties Many of the difficulties can be associated with bringing back 
partners, the estimating the approximate timing and the costs 
associated with the event, considering it was not initially 
budgeted for from the 2015/2016 year. 

Long-term 
implications  

Evolvement of the event to include more partners, and 
potentially use as a source of revenue. 

How? The vision of this event needs to be established, and one of the 
main concerns raised with the executive was the restriction of 
using Paradise Catering. If there is the possibility of subverting 
or accommodating around this, then it will follow that we 
should meet with partners to arrange this. The logistics of this 
event include meeting with Wooder to define the scope of the 
event, book the space, rent the necessary equipment, look for 
sponsors, look for partners and vendors, develop promotions, 
and plan for the day-of logistics. 

Partners ● Student Life Development Coordinator (Michael 
Wooder) 

● Communications Officer (Sarah Mae Conrad) 
● Campus Events (Marco Gugliucciello & Al Legault) 
● VP Administration (Shaarujaa Nadarajah) 
● External Vendors and Partners 
● Other MSU Services 

 
 
Objective 5 Building New Hamilton Partnerships  
Description There are many groups that do anti-racism and interfaith-

related work in Hamilton, and these influence McMaster 
students in many ways. Thus, we want to establish working 
relationships with the variety of groups in Hamilton that are 
relevant to our mandate, in order to foster collaboration and 
be able to represent the interests of students in Hamilton 
issues. 

Benefits The MSU and Diversity Services will have a more established 
reputation in the broader Hamilton community. 

Difficulties With annual turnover, it is difficult to maintain these 
partnerships. Thus, it is important to become formalized 
members of groups and committees, which will help retain 
Diversity Services’s name in these partnerships. 

Long-term 
implications  

The scope of Diversity Services will increase beyond campus, 
and we have the potential to be part of decisions where the 
interests of racialized and religious students are concerned. 
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How? By attending relevant events and setting up meetings with 
people, we can begin to sow the seeds for these partnerships. 
Matthew Green has already extended an invitation for lunch, 
and this can be the stepping stone to meeting more people. 
This should happen as relevant events occur in Hamilton over 
the course of first term, and a spreadsheet of contacts will be 
created to pass onto future Directors. 

Partners ● Matthew Green (Hamilton City Councillor) 
● Hamilton Centre for Civic Inclusion 
● The Community Coalition Against Racism 
● The Hamilton Interfaith Peace Group 
● + Other relevant social justice groups 

 
 
Objective 6 Improve Relationships with Cultural & Religious Clubs 
Description Part of Diversity Services’s attempt to represent all students 

results in us not paying attention to particular groups’ needs, 
even though informal feedback at our events has indicated 
that events targeted to particular groups are wanted. The way 
we try to do this is by collaborating with the cultural or 
religious club that corresponds to the group we wish to 
address in an event. For example, every year we collaborate 
with McMaster Hillel to host Holocaust Education Week. Thus, 
we want to build better relationships with clubs in order to 
have better events and collaborations. 

Benefits Diversity Services’s events will properly address prevalent 
issues and have higher quality programming. 

Difficulties It is difficult to address every issue and give equal time to each 
cultural and religious group; however, this doesn’t mean we 
shouldn’t address certain issues through collaborations. 

Long-term 
implications  

Hopefully, partnerships will carry forward and events can 
become recurring. 

How? By taking a more active and participatory role in the Clubs 
Executive Council, clubs can view Diversity Services as more 
approachable, as well as more involved in their affairs. Also, 
our promotions executive has begun to strategize ways to 
best reach out to clubs, including attending their meetings, 
getting onto their mailing lists, and meeting with them to 
discuss our respective goals. 

Partners ● Clubs Executive Council 
● Promotions Executive (Helen Zeng) 
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Objective 7 Formalizing Anti-Oppressive Practises Training 
Description As developing an inclusive an anti-oppressive focus is 

becoming a priority for many groups, Diversity Services has 
been getting more requests to facilitate AOP training for 
student groups on campus, including MSU Services. This has 
increased since the Equity and Inclusion Office has stopped 
doing this training for student groups. Currently, it is not 
mandated that any MSU service receive AOP, nor is the fact 
that AOP is offered through us formalized anywhere. Our 
operating policy, and the MSU’s relevant policies, should be 
updated to indicate that AOP training is offered by us. 

Benefits Student groups will know that Diversity Services offers AOP 
training, and structures can begin to form. 

Difficulties The training can be overwhelming for the service because it 
takes up a lot of time, when our hours could be put towards 
developing our actual service. 

Long-term 
implications  

More sophisticated structures could form, such as a booking 
system and monetization. 

How? We need to review the relevant MSU policies (Diversity 
Services Operating Policy, Anti-Oppression Policy, and 
training-related policies) in which AOP training can fit in, and 
modify them as necessary. We need to re-evaluate the time 
spent on AOP and the distribution of work on the Director and 
Assistant Director. Also, we need to properly develop and 
promote the avenues to access AOP training. This will result in 
a proposal to EB at the end of the year regarding 
recommendations and next steps for AOP training. 

Partners ● VP Administration (Shaarujaa Nadarajah) 
● Operations Coordinator (Jess Bauman) 
● Bylaws & Procedures Commissioner 
● Operations Commissioner (Preethi Anbalagan) 

 
 
Objective 8 Further Developing Anti-Oppressive Practices (AOP) Training 

and Teaching Models 
Description Many students who get involved on campus do so in multiple 

ways throughout their undergraduate career. This often 
results in receiving many of the same trainings numerous 
times, to the point where they get repetitive and are unable 
to apply concepts in new ways. One of these trainings is 
AOP, especially since many MSU services have begun to 
employ it over the last 3 years. To allow people to apply their 
knowledge in new, relevant ways, we want to develop new 
AOP Training models for the services that warrant it. 
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Benefits The benefits of this are that students will get to go more in 
depth with the knowledge they have gotten over the past 
several trainings. In addition, we as facilitators get to 
challenge our own knowledge and facilitate in new ways. 

Difficulties Creating new modules for every service in order to keep it 
relevant is very time consuming. Thus, we are being selective 
about which services warrant another AOP level, dependent 
on the number of volunteers, availability of facilitators, and 
the number of people who have completed AOP multiple 
times before. 

Long-term 
implications  

A well-developed multi-level AOP model will result that can 
be carried forward into future years, hopefully leading to 
better trainings. 

How? After assessing whether or not a service warrants another 
AOP, we meet with the PTM to figure out their priorities and 
work towards developing a training model for them. Usually 
the Director, Assistant Director, Training Resources Research 
Assistant (as per her availability), and one other individual 
will facilitate the training. Criteria needs to be developed 
which determines who can facilitate this training, and which 
services we should prioritize to receive it as part of the 
proposal in Objective 7. 

Partners ● Training Resources Research Assistant (Shruti Ramesh) 
● Research & Resources Executive (Abeera Shahid) 
● Service Partners 

 
 
Objective 9 Grounding Programming in Advocacy  
Description Part of the changes we made to our executive structure was 

to introduce the role of a Social and Political Advocacy 
Coordinator. The purpose of this was to have more 
campaigns that addressed issues on campus, in Hamilton, or 
in society in general in order to garner interest and feedback 
in order to create change. Another way we want to keep this 
momentum going is by having a way to publish the concerns 
and feedback we get, for example by creating posts on the 
MSU website, writing for PACBIC Dialogues, or publishing 
articles in the Silhouette. 

Benefits Diversity Services will get to establish itself as a body that 
represents students and carries out actions to benefit them. 

Difficulties Sometimes it is difficult to draw the line in terms of remaining 
politically fair but also representing the interests of 
marginalized groups. It is important that we strike a balance, 
and ensure that our work does not marginalize others. 
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Long-term 
implications  

The service gains more clout and influence within the 
University through the various ways in which we achieved 
change. We are also hoping that this will become routine and 
will carry on into the future. 

How? After each campaign or event, we can write down and 
summarize the concerns that were brought up to the team 
and start publishing them on the MSU website, on our own 
page. This can be facilitated by having a dedicated volunteer 
who collects feedback during the event, using predetermined 
themes. This can start growing, and as bigger issues are 
raised, we can contact other mediums to share concerns and 
what we hope to change. 

Partners ● Promotions Executive (Helen Zeng) 
● Social & Political Advocacy Coordinator (Sutina Chou) 
● President’s Advisory Committee on Building an 

Inclusive Community (Ryan Deshpande) 
 
 
Objective 10 Bridges Agreement + Menu 
Description Last year, the MSU & Hospitality Services’s Bridges 

Agreement was revisited and updated; however, this 
agreement was never carried forward and as a result, very 
few things were changed. One positive thing that came out 
was a more affordable Paradise Catering student menu. One 
thing that remains a priority is to allow students to bring their 
own food to Bridges Café during events. This is something I 
want to continue to advocate for and to implement for 
student groups. Another part of this agreement should 
address the quorate motion that was passed in the 2015 
General Assembly, which stated that the MSU will work 
towards making Bridges kosher and getting more kosher 
items on the menu. This can be done in the Refectory, or 
incorporated into the plans of the new Living Learning 
Centre, if that is where Bridges is moving. 

Benefits This will result in a more affordable, inclusive campus. A 
formal agreement with Hospitality Services will give a 
structure to our relationship and can help the MSU decide 
what to evaluate in future years and decide on what to 
improve. 

Difficulties It will be very difficult to get Hospitality Services on board 
with allowing students to bring food into Bridges, and making 
the kitchen Kosher will involve an initial investment as well.  

Long-term 
implications  

A more affordable, inclusive campus that is also associated 
with Diversity Services’s space. 
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How? The current agreement will have to be reviewed with the VP 
Finance, as well as the draft that did was never pushed 
through. If there are changes that need to be made, it should 
be done and approved by both the MSU and Hospitality 
Services. Long-term planning must be considered in the 
agreement as well. 

Partners ● VP Finance (Ryan MacDonald) 
● Bridges Coordinator (Rhea Deshpande) 
● Bridges Café Chef Manager (Leigh Laidlaw) 
● Hospitality Services Director (Chris Roberts) 

 
 
Objective 11 Indigenous Students and McMaster Indigenous Student 

Community Alliance (MISCA) Support 
Description One of the concerns our Indigenous Affairs Liaison and 

MISCA established last year was that allies tend to take up a 
lot of space in MISCA, and would benefit from allyship 
training. MISCA has also identified the need for increased 
promotions about their group and open membership, which 
we hope to support. Aside from these things, MISCA, as an 
OPIRG working group, has expressed interest in becoming an 
MSU service. 

Benefits Wider outreach and support for self-identified Indigenous 
students, as well as Indigenous issues. 

Difficulties There is a very tenuous relationship between several 
Indigenous-focused groups on campus, despite a reliability 
on funding commitments to each other. One of the difficulties 
associated with exploring best forms of support is a 
potentially negative reaction of certain groups against the 
MSU’s interventions to autonomous groups. 

Long-term 
implications  

It is difficult to pinpoint the final destination of this support, 
however beginning the conversation is vital. The model for 
Indigenous student support will ultimately be shifted, 
hopefully in a way that allows it 
to have autonomous financial support, a sustainable structure 
and structural oversight. In addition, McMaster policy can 
guide further recommendations as internal advocacy points 
with support from the VP Education.  

How? Continuous consultation with our executive and MISCA to 
establish needs and priorities for the year will help this 
process. An allyship training can be developed with the TRRA 
and our executive, and increased promotions will be ongoing 
with the support of our executive and MISCA. 

Partners ● Indigenous Affairs Liaison (Evan Jamieson-Eckel) 
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● VP Education (Blake Oliver) 
● VP Administration (Shaarujaa Nadarajah) 
● MISCA (Gail Jamieson) 
● Training Resources Research Assistant (Shruti Ramesh) 

 
 
Objective 12 Bridges Coordinator AV Training 
Description The soundboard in Bridges is a wonderful feature which 

allows us to provide free basic sound equipment to student 
groups. The problem is that neither the Director or Bridges 
Coordinator is an expert on AV equipment, and thus a formal 
system of training should be set up with AVTEK or someone 
else who can deliver this knowledge. 

Benefits The Bridges Coordinator and Director will have an in-depth 
understanding on how to use the soundboard and can deal 
with technical problems at events, thus properly being the 
experts of our space. 

Difficulties Making sure this training carries forward from year to year 
will be difficult. 

Long-term 
implications  

Being knowledgeable about the basic sound equipment can 
help us grow and expand it as necessary in the future. 

How? Work with the VP Admin and AVTEK to establish a training 
regime for the Bridges Coordinator and the Director, and find 
a way to ensure this continues every year by establishing a 
good relationship with AVTEK. This can also involve 
establishing a training manual for equipment as well as 
expanding the equipment as necessary. 

Partners ● Bridges Coordinator (Rhea Deshpande) 
● VP Administration (Shaarujaa Nadarajah) 
● AVTEK 

 
 
Objective 13 Take a Larger Role in the President’s Advisory Committee on 

Building an Inclusive Community (PACBIC) 
Description The Director sits as the student vice-chair of PACBIC, and the 

Assistant Director is a formal member. In this setup, the 
executive does not participate in PACBIC and misses out on 
valuable opportunities to create change on campus. Each job 
description that was updated in March included a new line 
that indicated that each executive must participate in a 
PACBIC working group relevant to our mandate. By meeting 
with University stakeholders, the executive can also help 
enact Objective 9. 
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Benefits The executive will be more involved with implementing 
change on campus. 

Difficulties This is an added time commitment for each executive, so it 
may not always be a priority. 

Long-term 
implications  

A stronger relationship between Diversity Services and 
University partners. 

How? Each executive will tell the Assistant Director which working 
group(s) they wish to join, and they will be added to the 
mailing list for those working groups as personal members. 
They can attend meetings throughout the year and represent 
Diversity Services at those meetings. 

Partners ● Diversity Services Executive 
● President’s Advisory Committee on Building an 

Inclusive Community 
 
 
Objective 14 Revamp Volunteer Training and Add a Peer Support Module 
Description Many positive changes took place last year with regards to 

volunteer training, as it was the first year there was ever 
formal training for volunteers. This year, we want to build on 
that and empower the executive to take a bigger role in 
volunteer training by facilitating certain sessions themselves. 
We also want to add in a peer support module to our 
volunteer training, as feedback from last year’s volunteers 
indicated that they were unequipped to facilitate community 
events, which often had a supportive nature. 

Benefits A better developed training regime will help our events be 
more successful and our volunteers feel better prepared to 
succeed in their roles. 

Difficulties Training is long and takes time, and the more complicated it 
is, the more difficult it is to implement. 

Long-term 
implications  

Over time, trainings will continue to improve and better ways 
of training volunteers will be developed. 

How? Meeting with the TRRA will be the first step, to consult her on 
the best resources we can use to develop our training. Then, 
the executive will also identify priorities for volunteer 
training, and as a team we will develop training modules for 
the volunteers. 

Partners ● Diversity Services Executive 
● Training Resources Research Assistant (Shruti Ramesh) 
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Objective 15 Revamp The Diversity Services Webpage 
Description Our website was created to reflect our old pillar structure; 

thus, we need to re-format it so it better suits our new 
structure. Also, we will maintain the webpage and our social 
media to keep people up to date on our programming and 
campaigns. 

Benefits Diversity Services will be more accessible to students who 
have a hard time staying updated on events. We will also be 
seen as more active and engaged since we will have 
increased online activity.  

Difficulties Properly advertising and planning all our activities can be 
difficult because of unforeseen circumstances, but having 
volunteers dedicated to informing the Promotions Executives 
about upcoming events will help facilitate this. 

Long-term 
implications  

This is something that will require constant work and is not 
something that will end after this year. Proper transition 
between the Promotions Executives from year to year will 
help this run smoothly.  

How? The Promotions Executives should meet with the 
Communications Officer to discuss the best way to revamp 
the page, and discuss any new graphics that would need to 
be added. They will also keep the social media up to date 
with the Director and Assistant Director by setting up a 
schedule for promotions as per our events. 

Partners ● Promotions Executive (Helen Zeng) 
● Design Executive (Michelle Xu) 
● Communications Officer (Sarah Mae Conrad) 

 
 

Objective 16 Evaluate Bridge Coordinator Role 
Description Recommendations from last year’s Bridges Coordinator and 

Director indicated the need to evaluate the work the Bridges 
Coordinator is doing and the extent to which they are 
working beyond their stated hours but are not in a 
management role (where it is more common to exceed 
hours). This can be part of the full part time staff wage review 
conducted by the VP Admin and Finance this year, but needs 
to be evaluated with special attention. 

Benefits The role can be modified as necessary and applicants can get 
a more realistic expectation of the job when applying. 

Difficulties Evaluating the role takes time. 
Long-term 
implications  

A better understanding of the role duties can help the service 
modify it and expand as necessary in the future. 
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How? Work with the VP Admin and VP Finance to partake in their 
wage review. Have the Bridges Coordinator track their hours 
throughout first term and present to the necessary people. 

Partners ● Bridges Coordinator (Rhea Deshpande) 
● VP Administration (Shaarujaa Nadarajah) 
● VP Finance (Ryan MacDonald) 
● Executive Board 
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Long-term planning 
 

 
Overarching 
Vision 

Ensuring Service Stability  

Description In recent history, Diversity Services has yet to see a year of 
stability in its structure. With pillars lost, hours changed, PTM 
role changes, and a complete executive overhaul, we are finally 
at a place where we can remain stable for several years. A lot 
of thought and research went into the current structure; 
however, future Directors should be evaluating this structure 
and refining it to ensure it is what is best for the service. 

Benefits Once the structure is evaluated and the service has its ideal 
form, the service can see relative stability. 

Year 1  Evaluate the executive roles in February-March 2017 and 
update job descriptions as necessary. Also, the Director and 
Assistant Director should track hours to make sure the new 
structure fits within their stated hours 

Year 2  Evaluate the executive roles in February-March 2018 and 
update job descriptions as necessary 

Year 3  Evaluate the executive roles in February-March 2019 and 
update job descriptions as necessary, prioritizing the Bridges 
Coordinator and the Research & Resources Executive. 

Partners ● VP Administration (Shaarujaa Nadarajah) 
● Operations Coordinator (Jess Bauman) 

 
 
Overarching 
Vision 

Turn Diversity Services Into a Resource Hub 

Description Diversity Services has a long-term plan to become a resource 
hub for students. The groundwork for this will be started this 
year. Online resources–blogs, videos, statistics, infographics–
for marginalized students will be collected and published 
online and in a booklet form. In addition, Pillar Coordinators 
will be expected to be a point of knowledge for on campus 
and off campus resources, to support other students. Long-
term, this will increase Diversity Services’ reputation as a place 
where students can learn about diversity-related issues, 
especially those relevant to McMaster. 

Benefits Setting the groundwork for becoming a resource hub will 
make Diversity Services a place where all students can learn 
more about diversity-related issues. This sows the seeds for a 
peer-supportive space within the service.  
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Year 1  Research must be done to collect resources and compile them 
in formats that are accessible to students. A booklet will be 
printed with information and resources.  

Year 2  Resource booklets and other material will be updated with 
more research as topics in the media and relevant topics on 
campus change. 

Year 3  Resource booklets and other material will be updated with 
more research as topics in the media and relevant topics on 
campus change. 

Partners ● Research & Resources Executive 
● The Underground 

 
 
Overarching 
Vision 

Formalized Bridges Agreement + Making Bridges Kosher 

Description Despite many years of partnership, there is little 
documentation to support the fact that the MSU and 
Hospitality Services has a stake in running Bridges Café. This is 
an issue that must be addressed in the upcoming years to push 
through to ensure financial accessibility for students using the 
space. In addition, the 2015 General Assembly mandated that 
there should be increased kosher options at Bridges. Finally, it 
is imperative that Diversity Services is kept in the conversation 
of the future of Bridges. The café was created for and with 
Diversity Services, and that relationship should continue into 
the future. 

Benefits Increased religious accessibility and a comfortable position for 
the MSU to advocate on other relevant issues, including 
potlucks in Bridges. 

Year 1  Ensure signing of Bridges agreement and begin to investigate 
kosher options for Bridges. Start the conversation about the 
future of Bridges and the potential for a kosher kitchen. 

Year 2  Evaluate feasibility of kosher options in Bridges. Re-negotiate 
prices to maximize financial accessibility. Keep Diversity 
Services in the conversation for office and event space in the 
new Bridges Café. 

Year 3  Continue to advocate for potlucks in Bridges during event 
hours. Keep Diversity Services in the conversation for office 
and event space in the new Bridges Café. 

Partners ● VP Finance (Ryan MacDonald) 
● Hospitality Services Director (Chris Roberts) 
● Bridges Café Chef Manager (Leigh Laidlaw) 
● Facility Services 
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Overarching 
Vision 

Anti-Oppressive Practises Training Changes 

Description As developing an inclusive an anti-oppressive focus is 
becoming a priority for many groups, Diversity Services has 
been getting more requests to facilitate AOP training for 
student groups on campus, including MSU Services. This has 
increased since the Equity and Inclusion Office has stopped 
doing this training for student groups. Currently, it is not 
mandated that any MSU service receive AOP, nor is the fact 
that AOP is offered through us formalized anywhere. Our 
operating policy, and the MSU’s relevant policies, should be 
updated to indicate that AOP training is offered by us. Long 
term, the structure of Diversity Services may need to be 
modified to adapt to our increased delivery of this training.  

Benefits Student groups will know that Diversity Services offers AOP 
training, and structures can begin to form. 

Year 1  Internal changes to AOP delivery, including developing of 
multiple levels of training. Give a report to EB outlining 
recommendations for the future of AOP. 

Year 2  Build partnerships with external groups who regularly ask us 
for AOP, and begin to discuss monetizing it for certain groups 
in order to compensate for time and effort spent. Honorariums 
should also be considered for unpaid staff who contribute to 
training delivery. 

Year 3  Work with the Equity and Inclusion Office to develop a plan to 
work together and avoid overlap in delivery and discrepancies 
with monetization. 

Partners ● Research & Resources Executive (Abeera Shahid) 
● VP Administration (Shaarujaa Nadarajah) 
● Equity and Inclusion Office 
● External student groups 
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GOALS to strive for 
 

 
List 5 things that you would like to have prepared for the beginning of 
September 

● Bridges Agreement 
● Volunteer Training + Bridges Coordinator AV Training 
● Revamp the Webpage 
● Further Develop AOP Training 
● Re-structure Volunteer Committees 

 
List 5 things you would like to have completed during the fall term (1st) 

● Bring Back Night Market 
● Bridges Sign 
● Take a Larger Role in PACBIC 
● Indigenous Student Support 
● Improve Relationships with Cultural and Religious Clubs 

 
List 5 things you would like to have completed during the winter term (2nd) 

● Formalize AOP Training 
● Grounding Programming in Advocacy 
● Build New Hamilton Partnerships (ongoing) 
● Evaluate Service Structure 
● Resource Booklet(s) release 

 
 

Master Summary 
(calendar and checklist) 

 
 
May ● Develop AOP training (CLAY) 
June ● Executive transition 
July ● Executive training 

● Develop AOP training (Horizons) 
August ● Bridges Agreement 

● Bridges Coordinator AV training 
● Create volunteer committees, include interfaith focus 
● Build Hamilton partnerships 
● Develop AOP training (Peer Support) 

September ● Hire volunteers 
● Build Hamilton partnerships 
● Revamp and deliver volunteer training 
● Bridges sign 
● PACBIC participation 
● Implement cultural and religious club strategies 
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● MISCA Promotions 
● Peer Support/PSL/Spark AOP training 

October ● Night Market 
● Campaigns 

o Voluntourism campaign 
o Cultural Appropriation campaign 

● Programming 
o Regular anti-racism/interfaith programming (TBD) 
o MacTalks 

November ● Programming 
o Regular anti-racism/interfaith programming (TBD) 

● Campaigns 
● Resource Guidebook publish 
● MISCA allyship training 

December ● Programming 
o Regular anti-racism/interfaith programming (TBD) 

● Campaigns  
● Diversity Week prep 

January ● Diversity Week 
● Programming 

o Regular anti-racism/interfaith programming (TBD) 
● Campaigns 

February ● Programming 
o Regular anti-racism/interfaith programming (TBD) 

● Campaigns 
o Black History Month 

March ● Programming 
o Regular anti-racism/interfaith programming (TBD) 

● Campaigns Campaigns 
● Evaluate structure 
● AOP evaluation and recommendations 
● Pangaea 

April ● Transition 
 


