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The (non)Story of Why I Became Involved with 
OCC/CCO 

Audrey Healy 

OCC/CCO Executive members were each asked to each write about why they got involved with OCC/CCO. 

Sadly, I started writing just such an article when I realised I can’t remember how or why I first got involved. 

This is because it happened several years ago and it likely was completely lacking any drama or excitement – 

I am guessing someone asked me if I would be the Eastern rep and I said sure.  

However, I think what is more relevant (and something I can remember) is why I stay involved in OCC/CCO. 

The answer to that are connections. Being involved lets me connect with college counsellors from across the 

province. I meet new counsellors every year and I re-connect with counsellors that I see only once or twice a 

year. These connections are important to me because these are the people who do the same work I do and 

we have built-in common interests. It always makes me proud to be a college counsellor when I hear others 

speak about their work. 

Being involved with OCC/CCO also allows me to connect with the work that other counsellors are doing. At 

meetings or conferences I always hear about some issue, that I thought was only happening at Fleming, is 

happening at most colleges. Or I hear about a new trend before it hits my colleges. I learn so much from my 

fellow college counsellors that I can’t imagine doing my job without these connections. 

Finally, I laugh so much at the OCC/CCO Executive meetings or our conference. The people involved with 

OCC/CCO are a really fun group, who know how to have a good time.  

Those are my reasons. Each member of the Executive has his or her own but I doubt they would argue with 

mine. I believe all college counsellors should be involved in small and large ways with OCC/CCO. I hope that 

as you read this, you think about joining the Executive, or a conference planning committee, or a sub-

committee, or attending a meeting or writing an article for Between Us/ Entre Nous. The more of us who are 

committed to OCC, the better OCC is for all of us. 
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What makes the role of the college counsellor unique… 

Jim Lees, M.S.W., RSW 

Confederation College, Thunder Bay, ON 

I work at Confederation College in Thunder Bay, yes home of the Sleeping Giant, yes the same Sleeping Giant 

displaced by the canoe and prairie skies during the Seven Wonders of Canada contest and yes, I’m not bitter.  We are 

a school of about 3,000 full time students.  We provide services to a regional area about the size of France and we 

are eight road hours away from Winnipeg to the West and Sault Ste. Marie to the east.  We have three full time 

counsellors who all work out of the main campus in Thunder Bay.  (We also have regional campuses in Kenora, Fort 

Frances, Dryden, Sioux Lookout, Marathon and Geraldton.)  The reason I mention this, is that the article is based on 

my experience at only this college.  Some of the observations I make may be specific to a “smaller college” but I look 

forward to any comments that reader’s have. 

I don’t think that many folks understand what we do.  I am often referred to as a guidance counsellor and I relent to 

this, because it is a good start, but not an accurate one. (Guidance counsellors are trained teachers who have 

specialized in a different role and who have very similar credentials to each other, they are teachers first).  By 

comparison, some college counsellors come from the ranks of faculty [myself included] but the vast majority has 

diverse academic and professional backgrounds.  (I remember once meeting this great college counsellor who had 

come from the human resources department of a huge retail company!).   

So how is it that we can describe more accurately how we are unique?  I think there are four major ways that we are 

unique.  

1. We work for an organization whose prime reason d’etre isn’t the provision of counselling services. 
We work in an educational institution so there is an underlying assumption that our intervention is ultimately aimed 

at a student’s success in their education.  The debate on the difference between “counselling” and “psychotherapy” 

that has raged across the province over the last few years has been very instructive.  I have never considered myself 

to be a psychotherapist, or a therapist although I use therapeutic or clinical techniques.  Saying that you provide 

“clinical” services raises eyebrows at our college… We are here to provide “supportive counselling”, “academic 

counselling”… mainly short to medium term, often corresponding to a life crisis, our involvement/intervention 

clustered around a life event or crisis.  Bottom line, we may find ourselves justifying our approach with a student on 

whether what we are doing is relevant to their success in school; it puts a limit on our clinical involvement that a 

counsellor in a community setting probably wouldn’t experience.  My perception that there is a boundary over which 

we refer students to longer term or more specialized therapy to community agencies and that boundary differs 

across the system depending on which college you work at.  There are colleges where “clinical” is a word not spoken 

in polite company, and other colleges where counsellors are encouraged to practice clinical specialties and openly 

call themselves therapists. 

A lot of folks even within the college system don’t really know what we do.  I have noticed that this is difference 

across faculty departments… for example the human services departments have a very accurate perception of our 

role whereas the technology and trades areas less accurate.  This puts us in a position where we may have to 

“advertise” and “educate” within our own institution.  This year, the Dean of Technology asked that I spend a day a 

week in his building… the result, an upswing in business and a much more accurate understanding of what 
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  counselling has to offer to both faculty and students. 

We are sometimes in a situation where we are counselling students to leave school because of the overarching 

personal demands they face and this for us as professional counsellors would be seen as a success, but is seen as 

attrition within the statistics. 

2. We have some interesting built in “dual relationships” which must be negotiated constantly much more 
than a counsellor in a community Agency… 

 

Well, first of all we’re members of the same union as faculty members and for those of us who have either come 

from the ranks of teaching faculty or who teach at the same time, it sometimes presents with interesting challenges; 

when a student for example complains about a teacher or appeals a decision made by a teacher, especially one you 

know.    

I have experienced occasional dilemmas when speaking to a teacher about a student’s situation, or hearing a 

teacher’s complaints about a student (i.e. a teacher telling me that an identified student was manipulating the 

system, that he didn’t need that “extra time for tests” when I knew that this was patently untrue.  I felt a strong need 

to correct him but did not feel I could reveal any more detail without the expressed permission of the student).   I 

feel a pressure to maintain good working relationships with teachers; I think they will be more likely to refer students 

earlier if they know and have trust in you and see that you have something to offer.  I also see this as a way of 

exercising influence when a student asks me to intervene on his/her behalf.    

I’m a bit hyperactive, and when I have a no-show, I’m often faced with a choice; do paperwork, or do a “walkabout” 

which I affectionately call “trolling” (getting out of the office usually wins out).  I walk down the hallway and say hi to 

students and teachers and “touch base”.  I often end up with a student who wants to talk and we return to the 

office, or I end up in a prof’s office chatting about how things are going.  These informal contacts achieve a few 

things.  First relationship building with faculty which often results in a referral or my suggestion about how to work 

with a particular student who is struggling; second being “out there” so students see that you’re a human being (not 

a kennel dweller with a couch); and third, it expends some physical energy which I find really helps me. 

Another dual relationship issue comes up with the students themselves.  Because we tend to see enrolled full time 

students, there seems to be a higher probability that we come upon information from and about other students 

from different sources; the population from which we draw is smaller than a counsellor in a community agency.   

(Now, I am told by my colleagues at larger institutions that this isn’t a very common issue).  A student who lives in 

residence for example, may come in to complain about a teacher.  In one of my walkabouts I may have found out 

from the residence manager that this student has been in trouble in the residence and is drinking heavily; one of his 

profs has mentioned he is an “at risk” student due to a lack of attendance; and one of the residence advisors who 

comes in for counselling may have mentioned this student’s evening time antics as a particular source of their own 

stress.   In my experience, this is not an infrequent occurrence in a smaller college. 

As well, we may know students in different capacities; I do training for residence advisors and do counselling with a 

number of them as the year unfolds.  We may work in the office with students on “work-study” (apparently we 

employ more students in this arrangement per capita than any other college).  We may be in situations where 

students ask us for job references or see us as customers when we use the fitness centre.   
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Perhaps one situation illustrates this better.  I had the following “relationships” with this student who was a residence 

advisor; 

1. trainer; communication skills, Myers Briggs Type Indicator work, crisis intervention 
2. counsellor; this student became very depressed in 4th semester 
3. consultant to another staff member; who had an “employer” relationship with this student and wanted some 

coaching on how to approach a particular situation 
4. consultant to the r/a; he had concerns about a student on the floor, actually a student who had the same 

issues as the r/a, and he wanted my help in what to do  
5. employer; I hired this student to do some graphics work for our department because this student was very 

talented and had some excellent ideas 
6. peer; I participated in a “talent show evening” with a large group of students, this student being one of them 

To summarize, my colleagues at larger schools don’t tend to identify with this.  I would be interested to hear anyone 

else’s perspective on this, as I find it to be a stimulating aspect of my work, but one where I sometimes feel I’m flirting 

with unethical boundary issues. 

3. what counsellor means across the college system is different/a continuum of commitment to the provision 
of counseling services 

 

The one page description of what a counsellor does in our collective agreement sort of looks like an afterthought.  

Across the province, there isn’t “one” job description, no common hiring benchmark qualification (although the OCC 

has suggested one) and what counsellors do a certain colleges can be categorically different (i.e., learning strategists 

are classified as counsellors at some colleges). 

During an OCC executive meeting, a veteran counsellor mentioned that the present time was particularly good at her 

college.  “The current administration loves the counselling department and we are actually hiring 2 new counsellors!”  

She said that it was cyclical, that there was a time when commitment to the provision of counseling services waned at 

her college and “the numbers game” became essential to survival.  At the same table, during the same meeting, a 

counsellor was sharing what essentially amounted to the dismantling of their counseling department, and the doling 

out of counselling functions to admin and support employees.     

I remember sitting at an OCC Conference session at a college a few years ago.  A very highly respected, outgoing 

president said to us (I’m taking significant liberties paraphrasing); “counsellors, we love ya… but if money get’s tight, 

and we have to make a choice between front line faculty and you, you’re gone.”  This is a corollary to the first 

difference; that we are functioning within an education environment.  Support for what we do as counsellors seems to 

ebb and flow within the college system.  

4. we are much more likely to be supervised by “non-counsellors” 
 

The final way that we are unique is that we are more likely to be supervised by individuals without counselling 

background.  I think this has some interesting implications for us.  First we may have to do more explaining about why 

we’re doing what we’re doing.  I remember having a very enlightening discussion with our new Vice President 

Academic when I was explaining what was involved in a suicide risk assessment and how I would intervene if a student 

was at a low, medium or high risk.  (Actually I am going to attach the diagram I used to describe schematically how I 

saw my role as a counsellor.)  She was extremely supportive and was genuinely surprised at the level of specialized 
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assessment and intervention skill required for the job. 

Second, sometimes when “non counsellors” look at our work, it is tempting to “tease out” the parts of our job that 

can be provided by admin and support staff.  For example, the common triumvirate of career exploration, academic 

advisement and personal counselling is probably widely used across our system to explain at a fundamental level what 

we do.  And we all know how the needs of a student or potential student can be amorphous and seep into all three of 

these areas in a single hour.  In the skilled hands of the counsellor, this becomes an opportunity to do some solid 

assessment and planning.  In the hands of a non-counsellor manager, and perhaps one who is influenced by “scientific 

management” principles, this becomes a temptation to ask “isn’t career counselling better handled by someone who 

can provide the service at a more economical cost?”  or “couldn’t we farm out personal counselling to a community 

agency?”  

Third, I think that this has tremendous implications for how and the extent to which we are evaluated.  At our college 

we are currently in a protracted process of designing an evaluation format. (The faculty one took about 2 ½ years to 

develop.)     There are some counsellor colleagues who have told me that they haven’t been evaluated for a long time 

and others who tell me that they have been evaluated using a support staff format (which looks at things like time 

management, punctuality and teamwork)    But because our advancement up the grid isn’t dependant on a successful 

evaluation, I don’t think the system often knows quite what to do with us.  The result?  Arguably, we may be the most 

“under-evaluated” counsellors on the planet! 

Anyway, I’d be interested in reaction and feedback to this article.  I would like to see this is the start of a conversation, 

rather than an academic treatise.  Thanks for reading it, and I really look forward to your comments. 

What’s happening at Confederation… 

Jim Lees, M.S.W., RSW 

This semester we have a little change in personnel.  Jim Lees has taken a 7 month secondment as the Assistant 

Director of Student Success.  Replacing Jim is Glenn Halverson, just about M.S.W., RSW.  Glenn has a long and varied 

history at our College;  he has taught, been a technician, done extensive career counselling in Job Connect and now 

providing counselling in the technology and trades portfolio.  Lorna Lathem continues in her counselling role in Health 

Sciences, Human Services, Business and Learning and Basic Skills.  Janice Battiston (nee Janssen) is our Aboriginal 

Counsellor providing counselling services to the Negahniween College of Academic and Community Development 

which includes upgrading and general arts and science.  On the “new initiatives side”, our college is participating in an 

extensive two year project called Foundations for Success funded by the Millenium Foundation.  It is a two year study, 

placing first year students in one of three cohort groups to determine essentially “what supports create the most 

success for College students.”  We think the “intrusive advisement” of the project so far has resulted in an upswing in 

IEPs and the use of tutors…it will be interesting to determine whether it has promoted the use of the counselling 

services in the first year of the project.  
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OCC  AW A R D  O F  EX C E L L E N C E  F O R  C O U N S E L L I N G  PR A C T I C E  

Purpose: 

This award is designed to honour counselors, who demonstrate excellence and innovation in the provision of 

counseling services, and who have significantly contributed to student success at their college.  This award 

recognizes excellence in the performance of the counseling role as articulated in the O.C.C. Statement of Ethics and 

Standards of Practice. 

Recipients will be Counsellors employed by an Ontario Community College. Nominators are normally counselors but 

may include other College staff/faculty and students.  

See the OCC Awards Nomination Process, located on the OCC website for details. All nominations should include a 1 

page description of the nominee’s outstanding contributions, referencing the following criteria: 

Selection Criteria: 

1. Counselling Techniques 

 Demonstration of clarity and insight in assessment of client situation and need 

 Understanding of and utilization of a variety of recognized counselling techniques 

 Ability to assist students to effectively mobilize their own resources 

 Has used innovative approaches in meeting student needs 

 Ability to recognize own limitations and demonstrates the ability to make effective and timely referrals 

2. Interpersonal Skills 

 Demonstrates enthusiasm and caring for students 

 Is open to other opinions, assessment and ideas  

 Demonstrates respect for student diversity and sensitivity to others 

 Able to provide consultation effectively to other persons within the counseling unit and to individuals both 
within and outside of the college 

3. Specialized Competencies 

 May be recognized by their peers as an “expert” in an area of specialized competency (such as psychometric 
testing, course development and instruction, career assessment for special populations) 

4. Professionalism and Vision 

 Constantly upgrading their knowledge and skill base 

 Demonstrates they are a life-long learner 

 Able to identify changing needs/circumstances and to make recommendations and to plan to meet student 
needs accordingly 
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OCC  L E A D E R S H I P  AW A R D  

Purpose:  

The purpose of the OCC Leadership Award is to recognize the outstanding contribution and/or Leadership of an individual or 

individuals working within the Ontario Community College system. 

The recipient will be an individual or individuals currently employed by and Ontario Community College but not necessarily a 

counsellor.  Nominators and seconders must be counsellors.  

The nomination should include a 1 page description of the nominee’s outstanding contributions, referencing the selection 

criteria below. See OCC Awards Nomination Process on the OCC web site for further details. 

Selection Criteria:  

1. Leadership: has provided a distinguished contribution to the development and promotion of counseling services at the 
local, regional or provincial level. 

2. Advocacy: has raised awareness internally and externally regarding the importance of counseling services too students 
within the college system. 

3. Collegiality: has been willing to mentor/support colleagues and/or others in the counseling field.  

4. Dedication: has a strong sense of sustained dedication to the fundamental principles of fostering services to support 
students and the teaching/learning experience. 

5. Quality/Excellence: has improved “quality” in some aspects of  counseling services 

6. Replication: has made a contribution which can be replicated at other institutions 

7. Originality: has been enterprising and has extended the current knowledge base 

8. Timeliness/Relevance: has made a relevant contribution to the changing environment within the college system. 

OCC  AW A R D S  NO M I N A T I O N  PR O C E S S  

Note OCC has two awards: The Leadership Award and the Award of Excellence in Counselling Practices. See OCC web site for 

individual award descriptions and criteria. 

1. Nominators are normally counsellors but may include other College staff/faculty and students. A minimum of 3 

nominators is required. (One Counsellor and 2 seconders) Nominations may not be self-generated.  

2. Nominators must complete a descriptive report covering each area of the selection criteria describing how the 

candidate meets the criteria for nomination. Supporting documentation may be included. See OCC web site for Awards 

Criteria. 

3. The recipient must be an individual or individuals currently employed by an Ontario Community College. Exceptions will 

be made at the discretion of the OCC Executive.  

4. The recipient of the of the Leadership Award need not be a Counsellor but needs to meet the Awards criteria in making 

an outstanding contribution in the field of Counselling in the Ontario College System.  

5. The recipient of the OCC Award of Excellence in Counselling Practice will be a Counsellor employed by an Ontario 

College. 

6. The Nomination report is to be forwarded to the OCC Awards Committee and the recommendations will be forwarded 

to the Chair of the OCC Executive. The winners will be announced and presented at the Annual General Meeting in the 

Spring each year.  

7. An Awards committee will be established at the Fall Joint Regional meeting. It will be this committee’s responsibility to 

send out a “call for nominations” and set a deadline for submissions.   

8. If nominations do not meet the award criteria, no award will be presented that year. 
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Reflections on a Tragic Response  

Shawna Bernard, M.S.W., R.S.W. 

Counsellor, Conestoga College 

Every year in my work with students, I find myself remembering one or two clients a bit more than others.  Maybe 

someone’s story touches me in a certain way, one student needs more advocacy than usual, or for another the 

struggle has been particularly difficult and resiliency shows through in a way which only adversity can bring.  As I 

have been reflecting over my work in the past several weeks, I think this year it will be a student I had never met 

whom I will remember the most.   

This fall, at separate and unrelated times, our college learned of the deaths of three students.  For one particular 

situation, the program chairperson and the student’s faculty requested counsellors to be involved in offering our 

tragic response debriefing to the student’s classmates.  This student was well known by his faculty and classmates 

and the news of his death was a shock.   

I think I will always remember the look on his classmates’ faces when my colleague and I went into his class to tell 

them the news of his death.  His classmates were upset and shocked. He was part of a small program and the 

students knew each other well.  They had gotten to a point in the semester where they had worked together a lot 

and presented themselves as a team.  I am aware that when counsellors go into a class to share this type of news, 

the students in the room know their classmate more than we do.  As we talked to his classmates, half of whom had 

just been called from another class, it was clear he had been one of them. They talked about this student’s potential, 

how close they were, and that they didn’t get a chance to say good-bye.  They asked for answers about what had 

happened, and as shock set in they asked how someone who had been their classmate and friend one day, and who 

seemed to be coming out of his shell and had everything going for him, could not be with them today.   

My colleague and I did not have a lot of information for them in this initial session – only the fact that he had died 

and the information provided by his obituary.  Our delivery involved expressing our sympathy for their loss, 

acknowledging that this news was hard, and reading the student’s obituary to them.  This provided them with the 

information which was available and made the news real.  We gave out handouts on grief as part of our tragic 

response protocol.  We informed them of the college response process when a student dies, opportunities for 

providing sympathy to his family or honouring the student’s memory in conjunction with their program faculty, as 

well as further resources available to them if they needed grief counselling.  The students also asked if they could 

have more information as it became available, as the normal mixture of shock, sadness, and anger brought with it a 

need for explanation and answers. 

Later that day, my colleague and I learned through contact from a family member that the student had died by 

suicide.  With the permission of this family member, we honoured his classmates’ request and held additional 

debriefing sessions with the students and faculty as we shared this further news.  The next few days were filled with 

outreach and support to his classmates and faculty.  Group sessions were held to provide further updates about the 

circumstances of this student’s death.  In these sessions, information provided by the family was given and we talked 

about suicide.  As a counsellor, I tried to balance honouring this student’s life and death while recognizing the 

complexity of grief caused by suicide.   The question “Why?” resonated in the room, and we talked about how for 
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some people we may never truly know what happened for them.  I was also aware that some students in the room 

could be at risk, and shared my worry for them, acknowledging that this death may remind them of previous losses 

or they may also be affected by their own thoughts of suicide.  I talked about the importance of talking about their 

feelings and allowing themselves to receive support.   Without too much oversimplification, we also had frank 

discussions about how keeping feelings of depression and thoughts of suicide to oneself can create a very narrow, 

hopeless perspective.   I told them that by talking about this, perspective can widen, one can receive the right kind of 

support, and hope can enter.   

The students requested a memorial service for their classmate on the day of his funeral, as distance did not allow any 

of them to attend his funeral service.  Another faculty and I organized and provided this on campus, both 

acknowledging that this was something we had never done before but in this instance, it seemed right.  Students and 

faculty were able to share their memories of the student, to sign cards for his family, to cry, and to know they had 

the support of each other and the staff at the college.  One student placed a poem he had written beside his friend’s 

picture, as a way of saying good-bye.  The small but simple ceremony brought some sort of needed tribute to a life 

and death which had affected us all. 

There were different times during the week, following these events, that faculty or students came forward to share 

their concerns about another.  Outreach was made to these people, whether through seeking them out to touch 

base, booking follow-up counselling appointments, or in one instance contacting a student at home who had not 

been able to come back to campus after learning of his friend’s death.  There were times when they directly asked 

for “someone from the college” to take control of the situation and ensure that their other classmates were OK.  

They were adults, but during a time of loss and confusion they needed support and leadership.  Many times they had 

questions which I could not answer, but we were able to try to talk about it together and they were able to receive 

support.  I found myself sometimes stepping outside my normal role as a counsellor, but I can only conclude that 

each one of these situations is different and we do what we think is best at the time.   

Fortunately, tragic responses are not something we do every day, so when they occur they seem particularly 

poignant.  As the helper, we need to debrief with our colleagues after these events.  It is also necessary to reflect on 

the experience to refresh ourselves on our office’s practices in the unfortunate event of future tragic responses at 

our campuses. 
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Guidelines for Organizational Development  
of a Critical Incident Response Team 

Leon Hudecki, M.S.W., R.S.W., 

Fanshawe College  

 

1. The process needs to be sanctioned initially by senior administration with fluid communication throughout 

the developmental process. 

2. The process is mutually owned by stakeholders within an institution despite the fact that one division may 

take leadership of the development process.  Ownership of this process belongs to the institution developing 

and incorporating it into its policies and procedure manuals.  

3. Transparency and openness are imperative at all stages of development and with all content regarding the 

theoretical perspectives, model and role of a Critical Incident Response Team. 

4. The “3 C’s” COLLABERATION –  CO-OPERATION & CONSIDERATION 

5. These functions are essential elements of the construction phase of a Critical Incident Response Team policy. 

(It prevents “turfism” which inhibits growth.)   

6. Numerous departments and levels of an organization are involved in the development and operational 

aspects of a Critical Incident Response Team policy.  All levels must have a clear understanding of their role 

and responsibilities in responding to a Critical Incident. 

7. PATIENCE:  Groundwork, negotiating and departmental agreements take time. 

8. The response mechanism for your institution must be home grown.  It needs to meet the standards and 

match the culture of your organization.   

9. The Critical Incident Response Team needs to have dedicated members who are clearly identified. (They can 

have various responsibilities considering their skill levels.) 

10. (9)  Examine response “models”   (Critical Incident Stress Management – Psychological First Aid - other) 

Choose one that makes sense for your institution and educate your response team with it.  Have consensus 

for its use and purpose. 

11. Critical Incident Response Team polices and procedures (like most procedures) are “fluid” and are 

changeable, can be altered or amended and enhanced as new information or changes in your institution 

occur.  

12. (11)  Be Prepared:  Once your policy is complete…Practice Practice Practice    Keep it alive knowing that 

Critical Incident Response will be required within your institution at some point. 
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Critical Incident Response Team (CIRT)    
Fanshawe College 

Leon Hudecki, M.S.W., R.S.W., 

Fanshawe College  

Fanshawe College’s interests in developing a Critical Incident Response Team (CIRT)  was initiated from its 

assessment that it didn’t have a uniform or organized response mechanism in place to Critical Incidents that were 

occurring within the college.  As more Critical Incidents were being reported world wide; especially those in 

academic institutions it became apparent that our counselling department was unprepared to respond to a mass 

casualty incident and this initiated talks on formalizing what a Critical Incident Response Team should look like within 

our college.  With the support of our senior administration and our campus security services we constructed our 

“protocol” by defining our goal, our roles, definitions, examined several modalities of response finally settling on the 

“Psychological First Aid” model as a practical caring “tend and befriend” model.  A three day in-house training event 

occurred for those dedicated to be on the team and the appropriate out-lines and protocols were distributed.  The 

“CIRT Operational Plan” continues to be in draft form but outlines the chain of command, assessment phase, 

communications plan, deployment of staff and an evaluation and debriefing section.   We have found it quite helpful 

to keep this plan alive by reviewing Critical Incidents in the news at our clinical meeting and reviewing what we think 

our response might be if it were at our college.    
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  Positive Space at Fanshawe 

Candice Lawrence, M.Ed., R.S.W., 

Counsellor  

 

In September 2008, Fanshawe College will commence the implementation of its new “Positive Space” Program, a 

community initiative of the Counselling and Student Life Department.  “Positive space” involves the creation of a 

warm and welcoming community for gay, lesbian, bisexual people and their families.  This includes other groups with 

alternative sexuality, including transgendered, and “two-spirited” peoples (gay, lesbians and bisexuals of aboriginal 

descent). 

MISSION STATEMENT 

The purpose of the Positive Space Program is to make the Fanshawe College campus a safer and freer environment 

for all members of the College Community, regardless of sexual orientation.  Positive space participants and allies 

pledge to be non-judgmental, confidential and supportive contacts for members of the Fanshawe College community 

who may be dealing with gay, lesbian, bisexual or transgender issues.  The Program also endeavours to educate the 

College community about issues facing our gay, lesbian, bisexual, transgendered and two-spirited people (GLBT). 

TRAINING FOR POSITIVE SPACE ALLIES 

Training for volunteers will occur prior to the start of the Fall Semester and will include the provision of a Positive 

Space Resource Manual, which allies may use to answer more detailed questions about the following:   theories of 

homosexuality, the “coming out process:, useful terminology, the Cass Model of gender identity development, 

frequently asked questions, guidelines on when to refer students to a Counsellor, unique issues facing GLBT 

students, sexually-transmitted diseases, local, national and provincial resources, and important information needed 

to be an effective and supportive ally.  Once volunteers complete their training, they will be supplied with their 

participation sticker and logo, thereby making their participation visible to members of the GLBT population. 
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The Spot Initiative 

Carol Goodrow 

Sheridan College 

 

The SPOT initiative (Space for Positive Outreach Together) was the outcome of work Carol Goodrow had been 

supervising with a team of Counselling Service Peer Mentors in 2006-2007. Following a research phase last summer, 

a senior Peer Mentor took the lead and, with his team of four students and the Student Union, spent the fall term 

doing educational outreaches providing LGBTTQQ information, education and resources. They also conducted 

random surveys to find out what the awareness level, insight and experience was for a sampling of our Trafalgar 

Road campus population.   

What our outreach interactions and our survey results seemed to underscore, however, was a higher level of both 

awareness and inclusiveness (gay/ straight respect) at this campus than we might have anticipated.** 

** We had thought that this initiative MIGHT lead to a number of outcomes: 

1. censure or negative feedback from employees or students that the Counselling Service and our Peer 

Mentors were creating tensions by highlighting this particular issue (we got a few questions but no negative 

feedback or backlash) 

2. inquiries or personal initiatives to establish a "gay/ straight alliance" or create an actual SPOT to meet (2 

inquiries) 

3. requests for a "group" for gays or lesbians or questioning students 

4. (3 requests were referred to excellent groups in the community) 

5. a large demand for more resources on the topic (3 direct requests) (100s of printed and or web resources 

given out) 

6. more contacts with our team by students or employees needing information and resources to deal with 

issues of conflict in this area (only 5 direct referrals came to our attention last term) 

What impressed us were the numbers of students and employees who participated happily in the interactions, said 

this was "important information" to be discussing, asked good questions, demonstrated openness to learning, took 

away resources, gave very positive feedback and thanked our team for the initiative! 

What we heard the most in our interactions were: 

1. what is "the law"? how does it apply to me? what are Sheridan's rules?I didn't know Sheridan had a Code of 

Conduct! How does that affect/ include me? 

2. what are my rights? what are my responsibilities? are there different rights for profs than for students? 

3. what if I am feeling harassed? where do I go? what do I do? 

4. more should be done to make more students and employees aware of how they need to treat each other! 

5. what do I do if I'm being bullied? stalked? put down? (because of the way I look or speak or dress) 

6.  profs and students need WAY more information and 'training' about how to work effectively in groups and 

teams!!! 
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7.  what do I do if I feel a mark is unfair? 

As a result, our Trafalgar Peer Mentor Team, with ongoing support from Counsellors and the Student Union, has 

focused energy on education about the "big picture", including:: 

1. publicizing our Code of Conduct and related policies through advertising, handouts, outreach & 

referrals to web sites 

2. participating in a PEACE outreach in November 

3.  planning and delivering a ceremony and educational outreach against violence on National Action Day 

of Remembrance and Action on Violence Against Women on December 6 

4.  participating in the launch of Sheridan's new "harassment helps"  

5. campaign in January which includes displays, posters and an enhanced website reminding our 

community of the law and our harassment and discrimination policy, procedures, contacts and 

resources 

6. preparing for February education and outreach initiatives on 

7. "Respect: Celebrating our Differences!" which will highlight the contributions of black Canadians during 

Black History Month 

8. sharing our resources from a successful "Human Roots Celebration and Diversity Exchange" here last 

March with colleagues and students at our Davis campus who are planning a diversity and mental 

health event this March 

9. writing another article for the Sheridan SUN on what we have learned. 

Angry Students 

Greg Taylor,  Counsellor 

Georgian College 

Dealing with an angry student can be challenging for anyone. For teachers, concerns may include: Will this student 

lash out at me or other students? What can I do to stop the anger from turning to violence or abuse? What if the 

student doesn’t stop? Will I lose control of my class? Anger is neither good nor bad. Anger is a normal feeling. It helps 

us survive and even thrive. It is often a secondary emotion, masking feelings of anxiety, hurt, grief, fear, depression 

(anger turned inward) and other painful emotions. Men will often seem angry when they are really feeling grief, 

anxiety or fear. Women may cry when they are in fact angry. Society and culture play a huge role in how people 

express or repress strong emotions. Anger becomes a problem when it occurs too frequently, too intensely, lasts too 

long, becomes aggressive toward others and disturbs work and relationships. People always have the right to feel 

angry, but it is how people express their anger that is the important issue. If you or students in your class feel unsafe, 

that is an indication that the current expression of anger is a problem. Anger can be a most serious problem when it 

turns to rage. Rage can be rooted in early childhood for people who have grown up with a sense of helplessness or 

hopelessness. It becomes a problem for some people more than others. Some people have "long fuses" and some 

have "short fuses." Everyone has a different story, whether it is the environment they grew up in (role modelling, 

cultural influences, being raised in an abusive or hurtful setting) or their "make-up" (genetic, temperament, mental 

illness). What triggers one person to anger may not trigger another at all. People dealing with mental illnesses, mood 

disorders and addictions can have difficulty properly expressing anger. However, it is a myth to think that only people 
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with more severe issues have anger problems. Any student under enough pressure can be agitated and hostile when 

overwhelmed with stresses from tests, assignments, financial hardship, potential academic failure, parental pressure 

and relationship conflicts.  Teachers may be able to stop the anger situation from escalating. Anger occurs in degrees 

and by the time someone risks becoming violent, other prior cues might have been missed: verbal outbursts, hostility 

to unimportant irritants, rapid and harsh judgement statements about others, body language (tense muscles, 

clenched fist/jaw, glaring), passive-aggressive behaviours, social withdrawal, refusing to complete assignments or 

follow instructions, complaining about authority figures, challenging authority or verbal abusive language. Also, when 

other students report a concern about a student, take their concern seriously. If you choose to deal with an angry 

student you may be able to approach them privately and ask, "Are you okay? I noticed that you seemed agitated." 

Remember that you are not expected to be a counsellor; refer them to Student Success for support. You can also call 

Student Success if you suspect a student is troubled but you don’t know how best to approach them. Stay calm and 

be professional. If someone is inappropriate in the classroom setting, try to normalize and say “I can see that you are 

upset but this is not an appropriate place to talk about this." You could also say, "We can’t use class time to address 

this issue – but I can speak with you later privately." If their anger keeps escalating - safety is always the primary 

issue (for both teacher and student). Immediately assess the level of safety. Most people’s anger will not turn 

violent, especially if you do not touch them or verbally attack them. Give them lots of space. Encourage the class to 

do so as well (and watch for "instigators" who may want to challenge him/her). Be firm and let the student know that 

you will call security (or have another student call security) if they do not calm down or leave the classroom. If 

student becomes violent, call security immediately. Move away from the student. If the student does not leave the 

class ask other students to leave the classroom. Remember that you are not expected to be a police officer. Also 

remember: 

 Anger does not automatically equal violence.   

 Not all angry people yell and scream (look for body posture, tone of voice, facial expression) 

 Watch for cultural differences. Some cultures are more "expressive" than other cultures and their behaviour 

could be misread as improper anger 

 Angry students will almost always immediately stop if they know security will be called.  

Trust your instincts and use common sense. 
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Connecting with Gen X and Gen Y Students  

Summarized by Lynn Baine, Georgian College  

with amendments and approval by Ms. Kovary, author. 

The following information was obtained at a seminar I attended at Sheridan College. The speaker was Giselle Kovary 

from a company called n-gen People Performance Inc. This company works with employers to assist them in 

understanding how to attract, retain and engage the four generations of workers.  

The 4 generations that she described were: 

 Traditionalists (1922-1945) Age 62-85 

 Baby Boomers ( 1946-1964) Age 43-61 

 Generation X (1965-1980) Age 27-42 

 Generation Y ( 1981-2000) Age 7-26 

These 4 groups have very different working styles, relationships with authority are viewed differently, as are their 

learning preferences. 

Since the majority of our students are in the Gen X and Gen Y category, I will highlight some of Ms. Kovary’s 

feedback about their Attitudes and Expectations related to College/University studies.  

Gen X & Y students like to learn using technology and learn by “doing”. They like teamwork and “edutainment.” They 

love blended learning- with technology, using simulations, role plays, & problem solving. They want the learning to 

be fun, skill based and linked to marketability and making money in the workplace. They appreciate course materials 

that are visual and delivered in a variety of formats. 

This group of students want to consume education as they consume other things in their world. They want quick, 

personal service and want personalized messages. They feel that they are “entitled” to the outcome (i.e. pass the 

course) and tend to view their teaching instructors as peers. They want a collaborative, rather than authoritative 

relationship with faculty and expect to have fun while they learn. 

There is a very fine line between being casual and disrespectful in the classroom. They are keen to have insights from 

past students, employers and experts in the field that they are studying. There motto might be “don’t give me the 

information…I can read that on my own…” The classroom is a time for interactive learning for them. 

This group needs a lot of feedback and are used to hearing positive, rather than negative feedback! They have been 

told all of their growing years that they can do and be anything that they want. Failing is not something they are used 

to. These student’s opinions have been solicited, listened to and acted upon by their parents throughout their 

growing up years. 
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       Ten tips for Effective Delivery: Use technology 

 Contextualize the learning-give BIG picture view 

 Chunk information into bite size pieces 

 Use gaming 

 Be dynamic-provide varied learning experiences 

 Provide opportunities for creativity 

 Demonstrate expertise-relevant and “real world” based 

 Provide a lot of feedback on assignments 

 Create time for Q & A 

 Clearly define expectations 

Many of this generation have unrealistic expectations of how much money they will make when they graduate and 

the role of colleges as a bridge to the world of work could involve: 

 Teach them appropriate face to face communication skills…they are used to text messaging, MSN , Face 
book and need to learn appropriate writing and speaking “face to face” skills (no abbreviations like “brb” (be 
right back!). 

 They need to learn appropriate protocol and business etiquette as the likelihood is that their managers will 
be from the Traditionalist or Baby Boomer generations. 

 Teach them how to collaborate, receive and give feedback appropriately; understand corporate values and 
expectations. 

 Reinforce the value of certain skill sets/knowledge and how they can add value in the world of work. 

I found this seminar to be very interesting and helpful in understanding this group of students....In discussions with 

faculty, administration & support staff we are often shaking our heads and bewildered by this new type of student 

(and potential grad). This seminar really addressed some of the questions about how to better connect with these 

students and keep them engaged in their program of study so that they can be productive members in the world of 

work. Hopefully, some of her tips might be helpful in your interactions in the classrooms.  

For your information, the website for n-gen People Performance Inc. is www.ngenperformance.com 

http://www.ngenperformance.com/
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Interested in creating your own Party Smart Network ? 
Intéressé à créer votre propre réseau ''Futés des 
parties'' ?  

Michel Lefebvre  M. Ed., Conseiller 

La Cité collégiale 

In Ottawa, we have created a network regarding substance use prevention. In this article, I will share information 

about our Party Smart Network and The Drugged Driving Kills project (DDK project).    

The Party Smart Network, in Ottawa, is a network of people exchanging ideas from different types of services 

including: high schools, colleges and university counsellors,  police officers, nurses, social workers, teachers, 

addictions counsellors, representatives from the Ministry of Transportation of Ontario, Ottawa Police; RCMP; OPP; U 

of Ottawa; Carleton; La Cité collégiale; Algonquin; PARTY program; OPH; Carlington; YSB; MADD Ottawa.  

We all work in some way or another in substance use prevention. 

Our purpose is to support planning, networking and facilitating access to prevention programs that target individuals 

below the age of 24. Our goal is to educate individuals to prevent related problems and injuries resulting from 

alcohol, marijuana and other drug use/ misuse. 

Our Objectives are to promote partnerships through networking, to support local advocacy work for programs or 

policies that impact on injuries and alcohol and other drug use, to help individual organizations link to target groups 

when planning activities or programs.  

Members are encouraged to present any new information or program/services at a network meeting and to act as 

the Steering committee to the Drugged Driving Kills Project (DDK) for its duration. 

The goal of DDK project (Health Canada) is to enable youth to make informed, healthier decisions regarding cannabis 

use and to decrease problematic use of driving impaired by cannabis, to increase awareness about the adverse 

health effects of cannabis, to increase awareness and knowledge about the adverse effects of cannabis while driving 

a motor vehicle and to create a supportive environment that promotes healthier attitudes, skills and resiliency. 

The Chair will be maintained by Ontario Public Health for the duration of the DDK project. This is reviewed on a 

yearly basis and our membership is open to organizations interested in preventing injuries related to alcohol and 

other drug use or misuse by prevention, health promotion or harm reduction strategies. The last go around the 

incentives went to the partners who engage youth/young adults. 

The Network meet (4) times a year: Tuesday afternoon: March, June, September and December.  DDK minutes are 

taken and distributed to members.  

Partnerships can be struck as a result of the information exchanged during the Network meetings or email updates 

of activities and opportunities.  
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Partners who have participated in the DDK project are accountable to the project components as it pertains to the 

evaluation. Partners update network members of their activities but are not accountable to the network for 

outcomes. Regular communication for the project occurs through email updates every 4-6 week basis. 

Almost 4 years have passed since the cannabis concept was first discussed and activated. Our official project time line 

was for the Drugged Driving Kills Project was from September 2005 until June 2007; however, the Network still exists 

today and has received funding that will go on until March 31, 2009.  

We have re-launched the Why Drive High campaign ads since April 2007.  It consisted of bus interior ads; bus shelter 

ads and radio ads in the 5 languages over the next 6 weeks. The posters in high schools and university/colleges are 

also being promoted as well as a complimentary CD ROM of the 5 Radio Ads were sent to all the high schools to 

incorporate into their morning announcements. 

The bottom line of all the ads messages are: marijuana impairs your ability to drive, it is also helping to dispel the 

myths about marijuana use and driving among youth.  

69% of all youth surveyed could recall seeing/hearing a message about marijuana and driving.  Recall Survey findings 

indicate also that the campaign message was both believable and comprehensible. While 76.9% of those who 

responded felt the posters were believable, 81.4% of those who responded felt the radio ads were. Similarly, 75% of 

those who responded demonstrated that they had understood the posters' message, while 85% of those who 

responded demonstrated that they had understood the messages from the radio announcements. Participant 

responses also indicated that based on increased awareness of the campaign and the risks associated with smoking 

marijuana and driving, attitudes of some Ottawa youth are beginning to change!  35.8% of the youth respondents 

indicated that they had talked to someone about the issue of marijuana and driving after seeing/hearing the message 

and  17.9% of the youth said they had modified their own behaviour/ or someone else's.  

They responded that they: 

a) no longer drive after smoking marijuana;  

b) no longer ride as a passenger with someone who had been smoking marijuana 

c) or reduced their own consumption of marijuana.  

Pour la campagne de publicité en français, ''Pourquoi conduire en étant « high »''  a été relancée et initiée par des 

jeunes francophones.  

Cette campagne a visé à sensibiliser les ados aux dangers de prendre le volant après avoir consommé de la marijuana 

ainsi qu’à réfuter les mythes à ce sujet.  

D’après les résultats du sondage sur la campagne de l’an dernier, certains jeunes d’Ottawa ont changé leur attitude à 

l’égard de la mari au volant. En effet, 17,9 p. 100 des jeunes ont déclaré que la campagne les avait encouragés à 

modifier leur propre comportement, ou celui de quelqu’un d’autre, en ne prenant plus le volant après avoir 

consommé de la marijuana, en ne prenant plus place dans le véhicule de quelqu’un qui a fumé de la marijuana ou 

encore en réduisant leur propre consommation. De plus, toujours selon les résultats du sondage, 

35,8 p. 100 des jeunes ont mentionné qu’après avoir vu et entendu le message, ils ont discuté avec quelqu’un de la 

question de la mari au volant. Comme on sait que la marijuana affaiblit plusieurs facultés du conducteur dont la 
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coordination, le temps de réaction, le temps de décélération, la perception et l’aptitude à réagir aux sons et aux 

signaux routiers. 

À La Cité collégiale, les bénévoles de l Entraide par les pairs ont, à plusieurs reprises, présenté des kiosques 

d'information à ce sujet lors de temsp opportuns, avant les fêtes et lors des parties de la fin de l 'année. 

À Ottawa, pour en savoir plus sur cette campagne ou pour connaître la documentation qui existe sur le sujet, veuillez 

communiquer avec la Ligne d’info-santé publique au 613-580-6744 ou encore consulter le site Web ottawa.ca/sante. 

La campagne Pourquoi conduire en étant « high »? connaît un vif succès grâce à un partenariat solide avec le Centre 

de santé et de services communautaires Carlington et la Stratégie canadienne antidrogue mise sur pied par Santé 

Canada, et à la collaboration de 25 autres partenaires communautaires dont La Cité collégiale. 

Promotion of our knowledge are planned for exchanges between planners and evaluators through abstract 

submission/vendor display representation at national/ provincial conferences and journal publication. Initial reach 

project; 4,700+ professionals in Health promotion.  

Le jeu '' Why Drive High Game '' est disponible en français et in english au site www.maddyouth.ca This site on the 

WEB is hosting our interactive web version of the Why Drive High game (bilingual) Go and check it out ! 

To learn more about this campaign or to access available material, please call the Ottawa Public Health Information 

Line at 613-580-6744 or visit the web site at ottawa.ca/health.  

Terry-Lynne Marko 

Ottawa Public Health 

100 Constellation Cresent 8th Floor East Ottawa, ON K2G 6J8 phone 613-580- 6744 ext. 24359 fax 613-580-9652 

Michel Lefebvre  M. Ed., Conseiller 

Service de counselling 

La Cité collégiale 

801 promenade de l`Aviation, Ottawa, Ontario K1K 4R3 


