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unwanted duplications (and competition), waste of resources, can inform gaps in 
actions and areas needing focus, and communications issues.  

7. Self-identification: Consider a self-identification option for all UFV forms and 
applications.  

8. Annual Reporting: Publish annual reports on alleged occurrences of racism from EDI, 
HR, SUS, TLC, RAN etc. as a way of making racism visible and real so that patterns and 
systems can be addressed and appropriate actions taken.  

9. Assert for Change: RAN will make recommendations (with review dates) to the Board 
Chair, Senate Chair, President (operations) and the Provost (Vice-President, 
Academic)  to assert these recommendations for change at all levels, divisions, 
departments, and units (including SUS, CIVL radio, student clubs etc). The RAN’s 
intention is to ensure that the Board, Senate VP’s, AVP’s, Directors and Deans are 
accountable and transparent in creating an EDI Plan that includes Anti-racism. 

 
 

Specific Recommendations 2021:  
 
RAN accepts and understands that we may not be aware of all the work that has been done, 
and the nuances of the work that is continuing and in process.  
 
1.Indigenization 
 
Respectfully, we make the following recommendations:  
 

1.1 That there to be greater clarity of the roles of each unit and area that has responsibility 
for Indigenization.  

1.2 That 
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3.Supporting Anti-racism for Students 
 

3.1 That there be a concerted and united effort behind providing anti-racist experiences 
and support to students and to putting relevant structures in place.  

3.2 Tracking self-identified race/ethnicity disaggregated data on students is required for the 
benefit of students, and for the university as a whole.  

3.3 Inform students of anti-racism resources on campus.  
3.4 Provide anti-racist, anti-oppression, and decolonization education, training, and 

research opportunities to students.  
3.5 Support students in preventing and responding to alleged racist and discriminatory 

incidents on campus by ensuring that appropriate student-led systems are in place.  
 
4. Collecting Anti-racism Information (Data) 
 

4.1 That there be a centralized, independent, and transparent university-wide office for 
students, faculty, staff, and/or administrators to confidentially and/or anonymously 
report incidents of racism and/or discrimination and/or harassment on campus, to 
investigate and resolve those incidents in a manner consistent with procedural fairness 
or fundamental justice, to recommend or provide avenues of redress, and to assess 
institutionalized patterns of racism and/or discrimination with capacity to recommend 
ameliorative actions, whether this is done through the existing but currently unstaffed 
Human Rights Office and/or the newly created Director of EDI, and/or another entity 
such as a university Ombuds office.  

4.2 That such an office be properly staffed and resourced, consistent with its other 
recommendations for the EDI Director’s office. 

4.3 That UFV make public (annually) the Human Rights Office’s report (or other similar 
offices like the Director of EDI) on UFV’s compliance with our Equity and Inclusion 
compliance mandate. RAN will itself make further efforts to gather information about 
racism on campus for the purposes of accountability and transparency. 

4.4 That UFV conduct an Equity Systems Review and/or an Equity or Anti-Racism Climate 
Survey. An Equity Survey was completed in 2010 and the results were publicly available 
but needs to be updated since these data are now more than 10 years old.  

4.5 That UFV collect and disseminate race/ethnicity disaggregated data about its students, 
faculty, staff, administrators, and governance structures.  
(This latter recommendation is consistent with other provincial efforts to collect and 
report on race/ethnicity disaggregated data, including the BC Office of the Human 
Rights Commissioner <https://bchumanrights.ca/wp-
content/uploads/BCOHRC_Sept2020_Disaggregated-Data-Report_FINAL.pdf>.  There 
are various options for doing this: https://www.cbc.ca/news/canada/race-canadian-

doing

canadian

doing

the

doingdoing

https://bchumanrights.ca/news/bcs-office-of-the-human-rights-commissioner-calls-for-new-legislation-governing-disaggregated-demographic-data-collection-to-address-systemic-discrimination-in-british-columbia/
https://bchumanrights.ca/news/bcs-office-of-the-human-rights-commissioner-calls-for-new-legislation-governing-disaggregated-demographic-data-collection-to-address-systemic-discrimination-in-british-columbia/
https://www.cbc.ca/news/canada/race-canadian-universities-1.4030537
https://www.cbc.ca/news/canada/race-canadian-universities-1.4030537
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5. Hiring Tenure and Promotion 
 

5.1 UFV makes a committment to diversity hiring policies and practices. 
5.2 Audit human resources and university policies and practices to ensure that they 

support diversity hiring, including those relating to promotion, tenure, and retention.  
5.3 Train DRC and URC members to recognize and value anti-racist, Indigenization, and 

anti-oppressive teaching, scholarship, and service, and to value the labour involved in 
working actively in these ways. 

5.4 Integrate a decolonization and anti-oppression component into new faculty 
Orientation and the new faculty handbook. 

5.5 Inform all new faculty, staff, and administrators of anti-racism resources on campus. 
This should be noted in tenure and promotion information. 

 
 
6. Raising Awareness 
 

6.1 Create a handbook for distribution to Faculty Advisors and to other UFV personnel 
(guide on 'handling difficult equity moments', informal and formal complaint 
procedures, and guidelines on human rights frameworks). 

6.2 Create a plan and process to inform students, faculty, and staff on how to seek support, 
how they can report experiences of racism, and who to report these experiences to 
within the institution. This process should have an accountability, communications, and 
feedback mechanism. 

6.3 Organize and support regular anti-racism speakers and workshops, not only by RAN but 
by other committees and units of the university. 

6.4 That the Library to conduct an inventory and create a LibGuide specific to anti-racism. 
6.5 Consider developing mandatory anti-racism training for all new students, faculty, staff, 

and administrators. 
 
7. Institutionalizing Anti-racism 
 

7.1 That the Office of a Vice President coordinate the development and implementation of 
a UFV wide anti-racism strategy, with specific attention to the recommendations of the 
2021 RAN Report. 

 
 

Respectfully submitted, 
RAN Report Subcommittee:  
 
Adrienne S. Chan (Chair) 
Satwinder Bains 
Ghizlane Laghzaoui 
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Hayli Millar 
Fiona MacDonald (first phase of this review) 
Jessica Price 
Ian Roxborough-Smith 
Mary Saudelli (first phase of this review) 
Awneet Sivia 
Tanveer Saroya (Research Assistant) 
Melissa Walter 
 
A complete Appendix is attached, which provides the detail recommendations from 2011 and 
2017, and provides an outline of what information the committee was able to collect via 
various email contacts, consultations, and meetings.  

 


