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OFFICE OF THE DIVERSITY SERVICES DIRECTOR 
INTRODUCTION 

 
Diversity Services has been under a microscope for the past few months. 
Recent events on our campus mean that our work and our collective voices 
take on a higher level of importance. Many students question the necessity of 
a service such as this. They claim we create divisions where there are none and 
that we seek to pit groups against each other. Others posit that our service 
does not go far enough in supporting the most marginalized amongst us. One 
thing remains certain – this service has a lot work to do. With our newfound 
visibility comes the responsibility to do right by the McMaster community, all 
students, and those we are tasked with representing specifically.  
 
This year will not be easy for our service. As the political climate becomes more 
hostile, our own work becomes more precarious. Regardless, our priority is to 
take a critical, rigorous lens to our programming. 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”. 
 
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. 
 
We hope that we can help Diversity Services continue to improve its 
reputation and work toward building a truly inclusive campus. Some of our 
other goals this year include further developing Anti-Oppressive Practises 
training, and becoming a resource hub for students. I am incredibly excited 
about the year ahead, and I know the team has so many great things in store.  
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SHORT-TERM GOALS 
 
Objective 1 Standardize Anti-Oppressive Practices Training  
Description The number of organizations and student groups requesting 

AOP Training has grown exponentially. To accommodate 
these new requests, the Director and Assistant Director have 
had to work beyond our paid hours and call on our executive 
team to assist in facilitation for larger groups. Our operating 
policy, and the MSU’s relevant policies, should be updated to 
indicate that AOP training is offered solely by us. In addition, 
we need to ensure that labour is compensated. 

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  

The creation of fixed training modules, a formal booking 
system, and a codified form of payment for developers and 
facilitators. 

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. 

Partners ● VP Administration (Preethi Anbalagan) 
● Operations Coordinator (TBD) 
● AVP Internal Governance (Kamini Persaud) 

 

Objective 2 Maintaining Relationships with Indigenous Groups on 
Campus  

Description Last year, Diversity Services added the stipulation that the 
Indigenous Affairs Executive must collaborate with both the 
Co-operative of Indigenous Studies Students and Alumni as 
well as McMaster Indigenous Student Community Alliance. 
Students have come to us and expressed that only working 
with one group does not mean our job is sufficiently done. 
This was absolutely correct.  

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 
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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 interactions with autonomous groups.  

Long-term 
implications  

Indigenous students at McMaster are best served when the 
groups that represent them have stable working 
relationships. While Diversity Services cannot and should not 
insert itself into an intra-community matter, we have our part 
to play in ensuring that students’ needs are met. Last year’s 
changes combined with our consolidation of relationships 
presently can ensure that at least Diversity Services covers 
its bases in terms of representation.  

How? It is imperative that we as a service reach out to both CISSA 
and MISCA to lay the groundwork for a relationship this year. 

Partners ● Indigenous Affairs Executive (TBD) 
● VP Education (Ryan Deshpande) 
● VP Administration (Preethi Anbalagan) 
● MISCA (Gail Jamieson) 
● CISSA (TBD) 
● Training Resources Research Assistant (Merima 

Menzildzic) 
 

Objective 3 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. 

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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Objective 4 Retaining our Inter-Faith Focus 
Description Since the re-structuring of the service, we have lost our pillar 

dedicated specifically to developing faith-based 
programming. While the new structure allows for more 
intersectionality and less rigidity in our content, faith has 
simply fallen off the radar. As of this moment, the service is 
not doing enough to incorporate religious needs 

Benefits Faith falls squarely within our mandate, and the benefits in 
this regard are such that more students will have an avenue 
for support as well as access to education. 

Difficulties Racial politics are hyper-visible in our society so religious 
politics 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 few 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 specifically 
reflected or identified in the positions at the executive level. 

How? As Director, I want to impose the need for interfaith 
programming. I will simply mandate that a set number of 
campaigns and events per term are specifically faith-based. 
Additionally, we will screen for faith focuses during executive 
and volunteer hiring. We will also expand on religion during 
our first team training in October. Finally, we will ensure that 
our executive’s Year Plans include a balance of racial and 
religious programming, while maintaining intersectionality. 

Partners ● Diversity Services Executive Team 
● Operations Coordinator 
● Ecumenical Chaplain (Andy Crowell) 
● Religious Clubs 

 

Objective 5 Strengthen our Advocacy Potential 
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 to garner interest and feedback 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 
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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 It is often 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. 

Long-term 
implications  

The service gains more clout and influence within the 
University through the various ways in which we achieved 
change. We can always forge a stronger relationship with our 
University partners is always.  

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. We can also make 
better use of PACBIC. 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 • PACBIC (Lilian Obeng) 
• VP Education (Ryan Deshpande) 
• Promotions Executive (Adam Sapa) 
• Social and Political Advocacy Coordinators (Aly Khalifa & 

Merima Menzildzic) 

 

Objective 6 Supporting International Students 
Description A group that often falls to the wayside in terms of support 

and representation are International students. With the 
current global political climate and what is now being 
dubbed the “Trump Effect,” Canadian universities look more 
attractive internationally. At McMaster, the enrollment of 
international students is projected to go up substantially, but 
the resources offered on campus are insufficient even for the 
current crop of students. Diversity Services has the capacity 
to engage international students at the very least in a social 
sense. 
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Benefits International students will at the very least, have a place 
within the MSU that extends beyond the realm of policy.   

Difficulties Many of the services offered to international students are 
scattered and notably decentralized. The recent changes to 
the SSC may prove to be difficult in terms of navigation on 
our end. 

Long-term 
implications  

A lasting connection with international students and ties to 
their services aids in bolstering our advocacy potential. 

How? One method we could implement is exploring the option of 
providing programming in multiple languages. Our volunteer 
base contains people from many different backgrounds. 
Making use of our own diversity is one way of reaching out 
to international students. Diversity Services also has the 
capacity to assist in the creation, distribution, and evaluation 
of a survey asking students to identify the particular areas 
wherein there is insufficient support. Simply hosting social 
gatherings is another way to bring students together – cute 
events like speed-friending are methods of establishing our 
presence on campus. 

Partners • The Student Success Centre vis a vis the International 
Student Services 

• Promotions Executive (Adam Sapa)  
• VP Education (Ryan Deshpande) 
• President (Chukky Ibe) 
• AVP University Affairs (David Lee)  
• Cultural Clubs 
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LONG-TERM PLANNING 
 

Overarching 
Vision  

Plans for the Student Activity Building  

Description The MSU has a stake in the new building on campus. It is 
imperative that Diversity Services is an active member in the 
initial consultation process to advocate for state of the art 
prayer rooms and washrooms, for food options that comply 
with religious accommodations, and general mindfulness 
with regards to marginalized populations. 

Benefits Diversity Services has the capacity to reach out to specific 
groups of students as per our mandate. We have the 
capacity to increase the efficacy of the SRA’s information 
gathering periods. 

Year 1  Push executives and volunteers to participate in the Ad-Hoc 
Committee. Work with the AVP Finance to create, distribute, 
and collect information and suggestions from students at our 
events. A campaign is another possible avenue to explore. 

Year 2  The Director and Assistant Director should seize the 
opportunity to involve themselves in on going conversations 
surrounding the allocation of student space. 

Year 3  Continue to involve Diversity Services in ongoing 
conversations. 

Partners • VP Finance (Daniel D’souza)  
• Student Activity Building Ad-Hoc Committee (Scott 

Robinson)  

 

Overarching 
Vision 

Renegotiating the Bridges Agreement & Religious Food 
Accommodations 

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. 

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

 

Overarching 
Vision 

Ensuring Service Unity  

Description The structure of the service has changed yearly. This is the first 
time in a few years that a massive change in the executive 
structure of the service has not occurred. In spite of this, 
certain positions within the executive team are not as engaged 
as others, specifically, Research and Resources, the Indigenous 
Affairs Executive, and the Bridges Coordinator. 

Benefits This would promote greater communication and for more 
collaboration within the service executive. This is in turn allows 
for more creative programming in the future. 

Year 1  Make alterations to Job Descriptions to account for the reality 
of the expectations of each role on the service – more 
responsibility will be given to the aforementioned positions.  

Year 2  Evaluate the executive roles in February-March 2019 and 
update job descriptions as necessary, prioritizing the 
aforementioned positions. 

Year 3  Evaluate the executive roles in February-March 2020 and 
update job descriptions as necessary, prioritizing the 
aforementioned positions. 

Partners ● Diversity Services Executive Team  
● VP Administration  

 

Overarching 
Vision 

Diversity Services as 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 
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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 lays the groundwork 
for a peer-supportive space within the service.  

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  
● Social and Political Advocacy Coordinator  
● The Underground 
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GOALS 
 
 

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

• Bridges AV Training (Director, Bridges Coordinator, and Assistant Director)  
• Promotional material for volunteer hiring 
• Executives fully trained in the volunteer hiring process 
• Standardize AOP – including financial compensation 
• Firm plan for volunteer hiring + hiring of the Indigenous Affairs Executive 

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

• Fully complete planning for Diversity Week in late November  
• Taking a more active and expansive role in supporting Indigenous students 

(ongoing) 
• Increase inter-faith programming  
• Hire an Indigenous Affairs Executive 
• Participate in the SAB Ad-Hoc Committee  

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

• An online hub of resource guides 
• Grounding our programming in advocacy  
• Continue building relationships in the city of Hamilton 
• Re-evaluate the Job Descriptions of each role 
• Participate in at least one advocacy campaign run with or by the MSU 
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Master Summary 
 

May • Develop AOP (CLAY) 

June • Complete transition reports 
• Welcome Executives 

July • Executive Training 
• Develop AOP (Horizons) 

August • Welcome Week event creation and participation 
• Bridges Coordinator AV Training 
• Develop AOP (Maroons) 
• Standardize AOP 

September • Hire volunteers 
• Publish last year’s resource guides 
• Participate in PACBIC (all executives) 
• Begin connecting with the Hamilton Community  
• Develop AOP (CLAY, PSL, Peer Support, Spark, SWHAT) 

October • Re-create and deliver volunteer training 
• Campaigns 

November • Campaigns 
• Diversity Week preparation 

December • Campaigns 
• Regular anti-racist/event programming  
• Diversity Week preparation 

January • Diversity Week 
• Campaigns 
• Regular anti-racist/event programming  

February • Campaigns 
• Regular anti-racist/event programming  
• Black History Month 

March • Regular anti-racist/event programming  
• Campaigns  
• Evaluate successes and failures of the year 

April • Transition 
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