" TIPS FOR

. INTERVIEWERS

Identify a suitable environment

e |dentify a private, quiet, well-lit space where you can complete the interview by yourself. The space
should be free of potential distractions and where you can speak freely. To the extent possible, make
sure you have control over the background noise (e.g. pets if interviewing from home)

e Make sure enough light is available (window, lamp, etc.) so the applicant can see you clearly.

e If you're doing the interview at night, make sure there's a lamp available that can light up your face.

e Consider the backdrop you will use during your interview, and try to keep it neat and free of
distractions.

e Have an outlet nearby in case you need to plug in your device.

Practice using technology before conducting interviews

e Check your microphone and camera to make sure they're working well and that both are good
quality.

e Check your internet speed. You can do this it at SpeedTest.net. Sometimes switching from Wi-Fi to a
wired ethernet connection improves your internet speed. If your home's internet connection is too
slow, contact your program for advice on what to do if you have concerns about internet connectivity.

e Note how the camera and microphone are positioned so you can recreate a setup that works when
you log in to the system to complete your actual interview.

e Make a trial call to someone you know to practice using the software program you will use for the
interview and collect feedback on your audio and video.

Familiarize yourself with interview materials

e Review any documents relevant to how you will run the interview, including an interview script,
possible or required interview questions, any competency definitions, or descriptions of rating scales.

e Take steps to effectively mitigate implicit bias
e Be sure the following materials are available to you:

o Interview schedule & login information (if applicable).

o Welcome script & interview questions.

o Contact information for your school's technology support.

o Applicant's contact information (as a backup option if you are disconnected).



Tips for setting up before the interview

Presentation:
e Dressasyouwould foranin-person interview.

e Haveallrelevantinterview materials in front of you for easy reference.
Environment:

e Briefly scan your interview space to ensure that it is quiet and that your background is free of
distractions.

e Ensure there are no sources of bright light directly behind you and that you have an outlet nearby in
case you need to plug in your device.

Technology:

e Connect early (approximately 15 minutes) to double-check all technology and confirm that the
microphone and camera are working properly. You should be looking directly at the video camera.

e Check all other programs on your device are shut down so no alerts, notifications, or other
disruptions on your device interrupt the interview or distract you.

e Your device is fully charged, and you have a charger nearby.

e Have a backup plan in case the technology fails — make sure you have the applicant’'s phone number.

e Mute cell phone, pager and landline phones.

Create a comfortable atmosphere

Good video interviewing is an acquired skill and requires practice. Ensure that you are coming off as open,
friendly, engaged - usual body language and visual cues that applicants rely on during the interview may be
muted or less visible. Be more “over the top” than normal.

¢ Welcome the person in a friendly manner and confirm the applicant can both see and hear you.

e Introduce yourself, giving your name and title, and exchange phone numbers, in case technology fails.

e Acknowledge the unusual circumstance, and thank the applicant for being flexible. This may be the
applicant's first virtual interview, and this simple acknowledgement may help them feel more
comfortable. Be aware that virtual interviews come with a different set of challenges for candidates
AND interviewers than a normal in-person interview. Increased nervousness, self-consciousness,
technology issues can all play a factor.

e Remind the applicant how long the interview will take.



e If you plan to take notes during the interview, tell the applicant before you begin the interview.
Explain that taking notes helps to ensure you remember responses accurately. You might also note
that taking notes may limit your eye contact, but they should not interpret this as a lack of interest in
their response.

e If you know that you might be interrupted during the interview by a call or urgent matter, tell the
applicant about that possibility before you begin the interview.

Follow typical interview protocol

e Ask any required questions and/or optional questions if permitted and applicable.

e Avoid inappropriate questions that may be prohibited by law. These are questions about protected
groups, like demographic information, family history, disabilities, military or criminal history, etc.

e Take notes, as necessary

e Applicants should be afforded an opportunity to ask questions at the end of the interview or provide
clarity on their answers.

Close the interview

e Thank the applicant for their time and tell them about next steps, if appropriate.

Equity, Diversity, and Inclusion Considerations

“Being inclusive in resident recruitment can help institutions and programs to build a more diverse physician
workforce. Increased diversity in physicians has been shown to address health care disparities and improve
training.”

A Framework for Inclusive Graduate Medical Education Recruitment Strategies: Meeting the ACGME Standard
for a Diverse and Inclusive Workforce - Gonzaga et al, Academic Medicine May 2020

e We request that you review the Queen's Human Rights and Equity Office's Unconscious Bias training
module. This should take about 30 minutes to complete.

e Familiarize yourself with the PGME Applicant Selection Guidelines.



https://www.queensu.ca/hreo/education/unconscious-bias

During the interview:

Add your preferred pronouns to your zoom name and ask at the beginning of the interview which
pronouns the candidate prefers.

If you are unsure of the pronunciation of the candidate’s name it is acceptable to ask them so that you
don’t mispronounce their name. It is not acceptable to say you are not going to try because their name is
too hard to pronounce or unilaterally to decide to shorten their name.

If you are asking some ice-breaker questions at the beginning, let the candidate know they are questions
to start the flow of the conversation and will not be part of the assessment. Do not use questions that
are classist (e.g. what is your favorite vacation spot?). Let the candidate know when the assessed part of
the interview is starting.

If asked about diversity in your program or at your home site be transparent and acknowledge if there is
not diversity. You can point out that the University and Faculty of Health Sciences is aware of this and are
actively working to address this and there are good supports in place for all learners. You could refer
people to the resources below.

Do not judge the candidate’s zoom background or if there is poor internet connectivity. Some candidates
have no control over these.

Resources:

No v s~ wDN =

EDI office (https://healthsci.queensu.ca/academics/edi#office)
PGME Applicant Selection Guidelines.

The Dean’s Action Tables work on EDI (https://healthsci.queensu.ca/academics/edi#about)

Wellness office (https://meds.queensu.ca/academics/postgraduate/prospective/wellness)
Four Directions (https://www.queensu.ca/fourdirections/home)

Inclusive Queen'’s (https://www.queensu.ca/inclusive/)

Unconscious Bias training module (https://www.queensu.ca/hreo/education/unconscious-bias)

Feedback:

If you have any other ideas / suggestions about improving the interview process, please contact the Program
Director or our Office

/ POSTGRADUATE
@ QldeUN%EIJS.|§ MEDICAL EDUCATION
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% APPLICANT SELECTION

ey GUIDELINES

Preamble

The goal of resident selection is to identify trainees likely to succeed both in training and,
once out in practice, in meeting the health care needs of patients and Canadian society.
We know that having a physician workforce that reflects the demographics of the patients
that they serve improves health care outcomes. There are many populations within
Canada under- represented in medicine (UIM) with a paucity of health care practitioners
who are Black, Indigenous, Persons of Colour, 2SLGBTQ+, from lower socioeconomic
backgrounds and/or with disabilities. Diversity within training programs has also been
shown to improve training environments. Queen'’s University PGME is strongly committed
to diversity and inclusion within its community for these reasons as well as being part of
the solution to address historic and contemporary inequities. This document and the
practices outlined in it are a step on a continuing journey. We are committed to learning
and ongoing collaboration and improvement.

The purpose of this document is to outline considerations and wise practices for
increasing diversity and inclusion within the Queen's University resident group. It is
organized into the following seven sections: Selection practices should begin up-stream
with programs determining the criteria they are looking for in their candidates,
attracting those candidates to apply to their program, screening for, interviewing and
selecting candidates who meet their criteria, supporting residents during training and
finally considering a process to evaluate selection processes to see if they are working as
imagined. All selection practices should have flexibility, fairness, consistency, and clarity
built in and abide by human rights principles.

Please note: “Human Rights Principles are to be inclusive of concepts and articles
embodied in The Universal Declaration of Human Rights (UDHR), the United Nations
Declaration on the Rights of Indigenous Peoples (UNDRIP), the Ontario Human Rights Code

AND the Scarborough Charter. (Thisis not an exhaustive list and is subject to additional

categories to consultand integrate.)



https://www.ohchr.org/en/universal-declaration-of-human-rights#:~:text=The%20Universal%20Declaration%20of%20Human%20Rights%20(UDHR)%20is%20a%20milestone,rights%20to%20be%20universally%20protected.

https://www.un.org/development/desa/indigenouspeoples/wp-content/uploads/sites/19/2018/11/UNDRIP_E_web.pdf

https://www.un.org/development/desa/indigenouspeoples/wp-content/uploads/sites/19/2018/11/UNDRIP_E_web.pdf

https://www.ohrc.on.ca/en/ontario-human-rights-code

https://www.queensu.ca/principal/i-ediaa/scarborough-charter



Steps, Considerations, and Resources

1. Establishing holistic candidate criteria for success in training and to meet patient and
societal needs.

Considerations: Establish these to shape “fit for purpose” strategies to attract, screen for
and select best candidates for your program. In doing so be sensitive to the idea that
certain words can subconsciously prime us to favour one group over another (e.g., seeking
someone who is “powerful” subconsciously primes us to look for male candidates). While
creating and reflecting on your final list deliberately look at your list with an equity lens
and determine if there are better words that gets at the characteristics wanted in a more
equitable way.

Consider that medical knowledge and expertise, while crucial, are not the only factors
that contribute to physician success.

Resources: Once you have determined a list of characteristics consider having the
office of EDIIA Initiatives review the document with you

2. Attracting diverse candidates.

Considerations: This step involves providing information to candidates to pique their
interest in applying to your program.

a. Think about the information you have on your website and CaRMS page. Explicitly state
your interest in supporting a diverse resident group. Provide information about how
you and the institution are approaching and accomplishing this goal. Provide a list of
resources within Queen’s and the community specifically for individuals from
identified UIM groups, and more broadly to supportgeneral informational supports
and accessibility (see below resources section).

b. If you are going to provide an opportunity for candidates to self-identify, make this a
safe process for candidates. You must explicitly state how self-identification
information will be used and let candidates who choose not to identify or identify
know that this will not disadvantage them within the regular applicant pool.

c. Offer any interested candidates the opportunity to connect with someone from the
office of EDIIA Initiatives at Queen’s Health Sciences before applying, for additional
information.



https://healthsci.queensu.ca/academics/edi



Resources:

a. See documents in Appendix 1 and 2 on “Use of self-identification data” and “CaRMS wording”
for what some programs are currently doing.

b. Resources to include on your website/CaRMS page (note: PGME will be sending a welcoming
message to all applicants and will include this information as well):

a. EDI office

b. The Dean's Action Tables work on EDI

c. Wellness office

d. Four Directions Indigenous Student Centre
e. Inclusive Queen’s

f. Yellow House

g. Queen's University Student Wellness Services
h. Queen's Psychology Clinic

Queen’s University International Centre

j- Queen's Human Rights and Equity Office

c. Self-identification verification process:

Queen’s is sensitive to the controversy regarding non-Indigenous people misrepresenting
themselves as Indigenous for academic advancement. Programs should refer to the EDIIA
office if they have questions about someone’s identity. Verification of Indigenous
citizenship to applicant's claimed community may be required for recruitment records.

3. Screening (File review)
Considerations: Think about what you are going to ask candidates to submit, how you will

assess and assign value to criteria and components of the file, who will do the file review to
maximize representation and how you will use the information from the file review for offering

interviews. In keeping with Best Practices in Application and Selection transparency is
required for data use and stewardship protocols.

Think about what constitutes good evidence for the criteria you have established in Step 1.
Consider this evidence through an EDIIA lens. Holistically consider candidate’s lived experiences
and positionality(ies). For example, working through medical school, with the visible and

invisible intersectionality(ies) of a candidate’s identity, may decrease publications but
3



https://healthsci.queensu.ca/academics/edi

https://healthsci.queensu.ca/academics/edi/deans-action-table

https://meds.queensu.ca/academics/postgraduate/prospective/wellness

https://www.queensu.ca/fourdirections/

https://www.queensu.ca/inclusive/

https://www.queensu.ca/yellow-house/

https://www.queensu.ca/studentwellness/

https://www.queensu.ca/psychology/clinic/psychology-clinic

https://quic.queensu.ca/

https://www.queensu.ca/hreo/

https://pgme.utoronto.ca/wp-content/uploads/2016/06/BestPracticesApplicationsSelectionFinalReport-13_09_20.pdf



demonstrate resilience and persistence. Provide file reviewers with ways they can look for this
evidence in the file review—have that evidence map vetted by QHS EDIIA Initiatives. Be aware of
the limitations of standardized tests, including situational judgement tests (e.g., CASPER) some
of which have been shown to disproportionally disadvantage equity-deserving learners in the
admissions processes across academic disciplines.

Consider asking all candidates about their positionality and how it impacts their work as a
physician in training and/or provide those self-identifying with the opportunity to add 250
words to their personal letter to reflect on this. Having a rubric for reviewers to use for
the personal letter would be a wise practice (see attached resource).

Orient and train a plethora of file reviewers to ensure representation and
interdisciplinary supports to the admissions process. Consider having a community
member (non-physician) on your interview panel, ideally someone with lived experience of
being from an equity deserving group. Orienting involves having people understand the
criteria being looked for whereas training involves thinking about their implicit biases and
how bestto identify evidence within the file for the criteria being looked for. For
candidates who self-identify, consider having someone from the same equity-deserving
group participate in those file reviews. If you plan to integrate additional opportunities
for interviews to those from equity-deserving groups, decide that ahead of time and
ensure accessible communication that makes this transparent to candidates (e.g., some
programs offer interviews to all those above a certain cut-off point and to those from
equity deserving groups below that cut point.)

Consider providing protected time for this training (hours are dependent on learning
style to progress through modules). It can be helpful to have reviewers, interviewers and
selection committee members commit to best practices around EDIIA by having them sign
an attestation form that they have completed training. Realize that this is not a one and
done initiative but should be somethingthat members revisit each year.

Resources:

a. Staff in QHS EDIIA Initiatives can review your mapping file contents to candidate

criteria.

b. Queen’s University Medical School has a number of questions that they ask of all
candidates that have them reflect on their life experiences and how that may impact
what they bring to their work as a future physician with a rubric to score answers. See
appendix 3 and 4. The rubric is available to all candidates. Two people score the letter



https://healthsci.queensu.ca/academics/edi



using the rubric. Consider having a panel of community members from UIM groups who
could be part of this process.
c. Indigenous verification process—as above.

d. Training for reviewers, interviewers and the selection committee can involve sensitizing
them to the implicit biases that we all have and then thinking deliberately about ways
to mitigate that. Taking the Implicit Association Test (IAT) PIH (harvard.edu) can start the

process of understanding personal implicit biases. It is then important to contemplate
ways to mitigate biases.

We strongly recommend as a best practice that anyone involved in the selection process
complete implicit / unconscious bias training to mitigate bias. Some options are included below:

i. Unconscious Bias Resources for Health Professionals | AAMC is a 21-minute video

that explores the evidence around implicit or unconscious bias and what can be
done to mitigate this. The Facilitator's Guide: The Science of Unconscious Bias and

What To Do About it in the Search and Recruitment Process (aamc.org) is a 2-page

documentthat goes over the content of the video.

ii. Queen’s training modules (Login with NETid)

1. Unconscious Bias Training

2. Whatthe Pandemic Teaches Us About Racism 1
3. Racism: Callit Out

4. Internalized Ableism (see Appendix 5)
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Power, Privilege and Bias
iii. Interviewing

Considerations: Think of many of the same considerations as above. Consider how your
interview questions align with the criteria you are looking for and review your
interview questions through an EDIIA lens. Set up interview process to be inclusive.

For self-identifying candidates, work to ensure an interviewer(s) from the same self-
identified UIM group to be on interview panel, to increase equitable admissions
outcomes. Consider having a community member on the panel (non-physician) and
ideally someone with lived experience.



https://queensuca.sharepoint.com/sites/humanresources



Iteratively orient and train interviewers, using Queen’s approved EDIIA training resources,
each cycle.

Resources:

See Step 3 resources.

Also see Interview Updates/EDIIA Considerations document

5. Selection

Considerations: as with BPAS practices establish your selection criteria in advance, publish
those on your website and CaRMS page and consistently apply those. If you have a cluster
of candidates on your rank order list with identical final scores consider moving those
from self-identified equity-deserving candidates to the top of that cluster, to offset
existing systemic policies and barriers to candidate selection.

6. Support

Considerations: Once matched, reach out to all candidates reminding them of
resources available to support their educational journeys. Resources. PGME will be
sending a welcome message to all matched candidates with a list of resources to
support those from equity deserving groups. Support does not stop here. Consider
how you will support your learners from UIM groups, considering their unique
challenges and strengths.

7. Evaluation

Considerations: There are two ways to evaluateyour programs efforts, the process (did
things happen as planned), and outcomes of your efforts. Think of authentic/meaningful
metrics.

Some ideas for process evaluation:

« did prospective candidates get the information they needed in a proactive
manner?
« did candidate’sreport feeling supported throughout the process?

« did file reviewers/ interviewers feel they understood the criteria?





were reviewers able to capture the data they needed to assess for that? Some
ideas for outcome metrics:

whatis the baseline number of candidates from UIM groups applying?
consider invisible and visible representation of individualities, attainment of
interviews, being ranked, matching now and in the future.





Appendix 1: Use of self-identification data, with examples from Queen’s
residency programs

Uses of candidate self-identification data

1. Prior to the interview:
a. Reachout with relevant information and resources. Think broadly
including relevantinformation at Queen’s, in the community.
b. Provide an optional opportunity for the candidate to add an additional
250 words to their personal letter to illustrate their lived
experience(s).
c. Offer an interview for those that had an acceptable file review score

but didn't make the cut-off for an interview.

2. Atthe interview

a. have an additional interviewer with that lived experience.

3. After the interview:
a. Where residents have the same combined interview/file review score,
move the candidate(s) from an equity deserving group to the top of that
cluster.

4. On matching:

a. Earlyin the program, give the residentthe opportunity to meet with
someone from the program or within FHS from the same equity
deserving group.

b. Payfor membership in arelevant physician organization (e.g., Indigenous
Physicians Association of Canada, Black Physicians of Canada)





Appendix 2: CaRMS wording, with examples from Queen'’s residency programs

Family Medicine
Note to First Nation, Inuit and/or Métis applicants:

At the present time, CaRMS does not have a self-identification process for First Nation,
Inuit and/or Métis applicants. The Queen's Department of Family Medicine is
committed to the Truth and Reconciliation Commission’s Calls to Action on Health. For
this reason, we offer any First Nation, Inuit and/or Métis applicants to our residency
program the opportunity to self-identify in their personal letter during the application
process. We also invite First Nation, Inuit and/or Métis applicants offered interviewsto
self-identify when selecting interview dates. This information helps us identify ways in
which the residency program can connect First Nation, Inuit and/or Métis applicants to

specific resources and supports.

Internal Medicine

A note to First Nation, Inuit and/or Métis applicants: At the present time, CaRMS does
not have a self-identification process for First Nation, Inuit and/or Métis applicants.
The Queen's Department of Medicine is committed to the Truth and Reconciliation
Commission’s Callsto Actionon Health. For this reason, we encourage First Nation,
Inuit and/or Métis applicants to our residency program to self-identifyin their

personal letter.

Our goal is to mitigate systemic biases by recognizing and valuing the unique
contributions of those who self-identify as indigenous. If you choose to self-identify,
please indicate this clearly at the top of your personal letter. For those applicants who
choose to self-identifyin their personal letter, you will be given an opportunity to
provide additional detail in the personal letter (seeinstructions below, under the
'Supporting Documentation' heading)

and we will ensure that interviews are conducted by at least one member who identifies

as indigenous.





For indigenous applicants who choose to participatein the Indigenous process as
described in the 'General Information' section: Please indicate this at the top of your
personal letter. This first sentence (self-identification) does not count toward your
word count for the personal letter. If you self-identify as indigenous at the top of your
personal letter, you have the option to include an additional 250 words to address the
following prompt: Describe how your identity has impacted your vision for your
career in medicine.

Obstetrics & Gynecology

Personal Letters

For personal letters, we are interested in your motivation toward OBGYN, our site, and your
personal characteristics indicating suitability to OBGYN with concrete examples from your
experience. Consider including an explanation or narrative of specific strengths you have
that would be an asset in OBGYN with concrete examples. If you decide to self- identify as
from a group that is under-represented in medicine, please include a paragraph on your past,
present, and planned connectiveness with that community. If you have identified as having
low socio-economic background, you have the option of describing how these circumstances
influenced your path. Word limit for personal letters is 1200 words.

Equity, Diversity, and Inclusivity

We welcome diversity among our trainees and seek to foster an environment that is
welcoming to all, regardless of gender identity, race, religion, or sexual orientation. As
part of our initiative to improve Equity, Diversity, and Inclusion in our program, we will
be taking into special consideration those applicants who choose to self-identifyin their
personal letter as part of a group thatis under-represented in medicine. Under-
represented groups are considered to be those who identify as Black, Indigenous (First
Nation, Inuit and/or Métis), as well as those who have come from a low socio-economic
status. Low socio-economic status includes growing up in households with involuntary
unemployment for parents/guardians, households with income below the national
average, single parent/guardian households, and households with parents/guardians

who did not graduate from high school.





Appendix 3: UGME rubric for assessing statements on positionality

Supplementary Essay Rubric

Distinguished

Capable

Basic

Unsatisfactory

Positionality* and
Lived Experience™*
(/50)

Demonstrates careful
reflection of their

positionality, and how it

relates to their lived

experience described in

their answer.
(50-38)

Demonstrates
adequate reflection of
their positionality, and
how it relates to their
lived experience
described in their
answer.

(37 -25)

Demonstrates
minimal reflection of
their positionality,
and how it relates to
their lived experience
described in their
answer.

(24 -12)

Demonstrates very little
or no understanding of
their positionality and
there is little reference
to lived experience.
(11-0)

Connection
(/25)

Effectively describes the
impact of circumstances

or experiences and
connects them to the
question being asked.

Effectively connects the

circumstance or
experience to specific
learning outcomes.
(25-19)

Adequately describes
the impact of
circumstances or
experiences and
connects them to the
question being asked.
Adequately connects
the circumstance or
experience to specific
learning outcomes.
(18 -12)

Somewhat describes
the impact of
circumstances or
experiences and
makes some attempt
to connect them to
the question being
asked.

Somewhat connects
the circumstance or
experience to specific
learning outcomes.
(11-5)

Does not adequately
describe the impact of
circumstance or
experiences and
makes little attempt to
connect them to the
question being asked.
Does not connect the
circumstance or
experience to specific
learning outcomes.
(4-0)

Personal Growth***
(/25)

Effectively describes
how their experience
has led to personal
growth or
understanding of
belongingness in a way
that demonstrates
substantial maturity,
character, and open-
mindedness.
(25-19)

Adequately describes
how their experience
has led to personal
growth or
understanding of
belongingness in a way
that demonstrates
some maturity,
character, and open-
mindedness.
(18-12)

Somewhat describes
how their experience
has led to personal
growth or
understanding of
belongingness.
Shows little evidence
of maturity,
character, and open-
mindedness.

(11-5)

Does not describe how
their experience has
led to personal growth
no evidence of
maturity, character,
and open-mindedness.

(4-0)

*Positionality is the social and political context that creates your identity in terms of race, socioeconomic, gender,
sexuality, and ability status. Positionality also describes how your identity influences and potentially biases your
understanding of and outlook on the world.

**Lived Experience is the first-hand accounts, impressions, and choices of a given person, and the knowledge that they
gain from these experiences.

***Personal Growth sthe process by which a person recognizes themselves and improves their habits, behaviours,
and actions to reach their full potential. Personal growth is an important part of a person's growth, maturity,
success, and happiness.

Communication Clarity

Satisfactory

Unsatisfactory

Writing conveys the applicant's meaning.

The writing is unclear.
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Appendix 4: UGME Personal Statement, applicant instructions, questions & rubric

PREAMBLE
Queen's University
Name Date Email Address Reference Program of
Number Study
Applicant's info | Today Applicant’s info | Applicant's info | Applicant’s info

PLEASE ENSURE WE HAVE THE CORRECT EMAIL ADDRESS.

APPLICANT DECLARATION

The Supplementary Essay must be prepared by you, in your own words, and without
professional assistance.

HOW SUPPLEMENTARY INFORMATION IS USED?

We review and update our Supplementary requirements on a regular basis to ensure
applicants have a meaningful platform to share additional information not available
through grades alone.

Admission at Queen's is very competitive, and we may use the Supplementary Essay (SE)in
addition to your academic record to help make admission decisions. Each applicant to
Queen’s has a unique To-Do List, detailing exactly what we need to round out your
application. Please review your To-Do List (and the due dates) in your SOLUS Student
Centre.

NURSING

We recommend you complete and submit the Supplementary Essay, however, applicants
to Nursing, who have not submitted the Supplementary Essay, will be considered equally
for admission to Queen’s. For applicants who fall within a critical range, we may consider
your Supplementary Essay in support of your application to the program.

COMMERCE AND HEALTH SCIENCES

For the Commerce and Health Sciences programs, the Supplementary Essay is required
and the last date to submitis February 15". Queen’s will not accept late submissions.
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REGARDLESS OF PROGRAM

If your grades place you above a minimum admission average (as determined by Queen's),
we will use your Supplementary Information to learn more about you. Based on your
Supplementary Essay and your grades, you may be selected for an offer of admission. The
minimum admission average and the number of students selected based on the
Supplementary Essay varies from year-to-year and is dependent on the number of
applicants to the program, the academic strength of the applicants in a given year, and the
number of spaces available. The unique demand of the program and the admission
circumstances in a given year are also taken into consideration.

Please do not submit additional information (e.g., letters of reference, certifications
etc.) as they will not be considered by the Admission Committee and will be
destroyed.

SUPPLEMENTARY ESSAY

Each candidate who meets the minimum grade requirement to have their Supplementary
Essay reviewed will have their Essays read by at least two members of the individual
Program Admission Committee.

It is an important documentintended to give the Admission Committee a broader picture of
who you are than is possible by marks alone. You are urged to give careful attention not
only to the content and depth of your answers, but also to the clarity of your writing.

Please answer 2 of the 3 questions below.

Please note: All questions below will refresh at the end of the month and any
unsubmitted material will not be saved for future use.

Placeholder for question 1 (maximum 2000 characters with spaces).

Placeholder for question 2 (maximum 2000 characters with spaces).

Placeholder for question 3 (maximum 2000 characters with spaces).
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NOTICEOF USE OF DATA

The personal information on this form is collected under the authority of the Royal Charter
of 1841, as amended. The information collected will be used to process your application for
admission to a program at Queen’s. This information may be shared with the faculty(s),
school(s) or department(s) for the purpose of admission only. If you do not become a
registered student, the information will be retained for one year and then destroyed. If you
become a registered student in a Queen's University program, this information will be
destroyed after a period of 5 years. If you have any questions or concerns about the
information collected or how it will be used, please contact Undergraduate Admission and
Recruitment, Queen's University, 74 Union Street, Kingston, ON, K7L 3N6, by telephone at
(613) 533-2218 or by email at admission@queensu.ca.

VERIFIER (ORREFERENCE?)

Please provide the name and contact information of an individual from your school (i.e. a
guidance counselor or teacher) who, if contacted by the Admission Committee, can:

= Verify the accuracy of your submission should you include any references to
activities either inside or outside of the classroom
» Confirm that your essays are consistentwith your writing ability and were prepared
by you, in your own words and without professional assistance
We recommend that you provide a copy of your essay responses to your verifier. Please
obtain consent from your verifier before submitting your Supplementary Essay.
Name:

Relationship to applicant:
Contact Email (please only include official school email address):

Contact Phone Number:

SUBMIT

| certify that the information given was prepared by me without professional assistance and
is accurate in every respect.
Once your Supplementary Essay has been submitted you will not be able to make changes.

Click here to certify your information:
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You will be able to print a copy of your SE once you have submitted it successfully.

Undergraduate Admission: For assistance not covered in the Submitting your SE
webpage, please email admpse@queensu.ca.

Consecutive Education Admission: For assistance, please email
educstudentservices@queensu.ca.

QUESTIONS:
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Choose a person who has influenced you and discuss the impact they have made on
your life. (Describe an influence in your life and the impact this influence has had)
Describe an activity or initiative you are involved in. Share successes and challenges
you experienced in your involvement.

. Tell us about who you are. What elements have shaped who you are today?
. What is important to you? Why is it important?

If you could start an organization to help a cause or community in need, what issue
would it address and why?

Describe a transformative experience that led to a better understanding of yourself
or others.

. Tell us something about you (background, an interest, etc.) that is an integral part of

your identity and why.
Describe a community-based problem you’d solved or would like to solve. Why is it
important and what steps did, or would you take to solve it?





RUBRIC:

\Writing Style]

Satisfactory

Language conveys the applicants meaning and is generally technically

correct.

1 point

Unsatisfactory

Language and writing is not clear.

0 points

Distinguished

Capable

Basic/Unsatisfactory

= Positionality is the social and
political context that creates your
identity in terms of race,
socioeconomic, gender, sexuality, and
ability status. Positionality also
describes how your identity
influences, and potentially biases,
your understanding of and outlook on
the world

Demonstrates careful reflection and
a unique perspective. Provides
considerable detail about
experience(s) to support statements.

Elaborates on specific examples
which directly connect experience(s)
to the question asked.

Describes how experience has led to
personal growth or understanding of
belongingness in a way that
demonstrates substantial maturity,
character, andintrospection.

Demonstrates a clear understanding
of postionality and how it relates to
experiences described in the
question.

Demonstrates adequate evidence of
reflection; provides some detail
about experience(s) which support
statements.

Describes, with some level of detail,
examples which effectively connect
experience(s) to the question asked.

Describes how experience has led to
personal growthor understanding of
belongingness in a way that
demonstrates some maturity,
character, and introspection.

Demonstrates some evidence of
understanding of positionality and
how it relates to experiences
described in the question.

Demonstrates minimal evidence of
reflection; provides limited or
vague detail about experience(s).

Describes, with little detail,
examples which does not or vaguely
connects to experience(s) to the
question asked.

Shows little evidence of maturity,
character, andintrospection when
describing the impact of experience
on personal growth or understanding
of belongingness.

Does not demonstrate any evidence
or understanding of positionality.

504745 440
points

35 «30 4«25
points

204 1.5 « 1.0 «0.5 40
points
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Appendix 5: Internalized Ableism

December 3 marks the International Day of Persons with Disabilities (IDPD). To mark
the day, Queen'’s Student Accessibility Services (QSAS) in coordination with the
Accessibility Hub (Human Rights and Equity Office) are sharing an Instagram post
focusing on Internalized Ableism - what is it, what it looks/feels like, how to work

againstit as a person with a disability, and how to support againstit as an ally.

If you have an Instagram account, please follow @accesshubqu on Instagram and
like/share the post. If you are not on Instagram, the text of the postisincluded below

for your viewing.

In addition to this post, Stauffer library has also curated a book display of books

about disability - they also have an electronic book list as well.

Thanks in advance for helping Queen's acknowledge IDPD.

What is internalized ableism?
Internalized ableism can look like many different things

“Sometimes it comes from wanting to seem ‘normal,’ so we reject whatever society

deems as being associated with disability”

“Internalized ableism occurs when a disabled person believes that they are less worthy

due to their disability and act accordingly.”

“From disproportionate feelings of being a burden to self-hatred to assuming
personal incompetence in areas of your life not associated with the limits of your

condition, many people with disabilities suffer from internalized ableism.”

What Does Internalized Ableism Look/Feel Like?
Feeling like you don't “fit in” to the idea of what | disability is

“As someone with a mild physical disability and mental illness, | don't feel like | could
have any sort of disability because | don't fit the‘part' that society has taught us for
what disability should look like.”





Feeling like a burden

“There are times where | believe | will not be an integral part of society, that | will forever be
dependent on those around me and for that, | am a burden.”

Feeling like you're imagining an illness, even though you know you're not.

“I have an extremely rare and unusual disease that is hard for people to wrap their minds
around, for which I'm constantly being accused of lying or exaggerating about.”

Internalizing the inappropriate things people say
Internalizing other people’s reactions

“Sometimes I'm embarrassed to touch someone (shake hands, etc.) with my curled up
fingers. Especially when | see them suppress or cringe.”

Feeling like you don't deserve accommodations

“Not being visually the profile expected for [accessible] parking spaces. That they are only for
the elderly/mobility aid users...ableist sideways glances never fail to disappoint.”

“Not feeling | can ask for support because I'm not ‘sick enough™ Having low expectation of
yourself

“Disabled people frequently face the assumption that success/value and disability are
mutually exclusive. We often deal with ‘low expectations’ or feel we have to lower our
standards. | begin to feel like | am worthless or useless because it seems that is what people
expect of me.”

Feeling like you have to prove you're disabled

“I feel like | have to use my wheelchair all the time to prove that | am disabled. Just because |
can walk a little doesn’t mean that I am healed.” How to Work Against Internalized Ableism?

Do not let diagnosis define identity or actions

Acknowledging physical, mental, and emotional limitations, and acknowledging how
permanent or impermanent each of them are.





My actions are mine and | need to take full responsibility for how they affect others

Empathy and compassion are important skills to nourish, and every interaction with others is
an opportunity to nurture these skills

| deserve respect and would not intentionally disrespect others

My symptoms are outside of my control, and so | need to plan for them, and where
appropriate take responsibility for their potential effects.

Where a permanent disability is a part of your life, do not allow your progress in life to be
defined by unattainable goals such as ‘overcoming’ or ‘defeating.’ While a disability doesn’t
need to define you, it is important to understand that it is a part of your overall identity. “It
isn't an enemy outside of me at all - it's a part of who | am. A part of me that | need to make
peace with a part to befriend and manage, rather than a foreign body that is trying to force
me to fail.”

How can you (as an individual) move beyond your own internalized ableism? By accepting
that your condition(s) create(s) real limitation

By recognizing that you still can do many things despite those limitations

By allowing yourself healing time - to recognize and grieve the losses your condition is
associated with

By choosing to find the positives in your life and focusing on what you can do, rather than
what you can't

By actively choosing to befriend your own condition and to evaluate your own capabilities,
rather than let society tell you what you can and cannot do.

Here are some tips that Katie has shared on her blog “Weird Sensitive Creatures” Remember
that your worth is inherent because you exist

Relentlessly believe in your worth...especially when you don't feel it
Surround yourself with other in your disability community

Learn to view every moment of perceived inadequacy as an opportunity to smash
internalized ableism





Stop holding yourself to unrealistic expectations

Remember that it's not lazy or selfish to need more rest and accommodations
Consider sharing your story with others

Here are some tips shared by Rea Strawhill on her blog:

. Know that it's an ongoing process

. Stop comparing yourself to others

. Learn to love yourself for who you are, not what you do
. Celebrate your small wins

. Surround yourself with people who uplift you

. Practice positive self-talk Therapy!

“Self-love is not steady; it is a process. But it is a very meaningful one.”

How to Be an Ally Against Internalized Ableism?

Taking accountability for actions and words that affect those around you and working to
reflect on and change those actions and words

Getting to know the person behind the disability - hobbies, talents, skills, goals, dislikes, etc.

Finding activities to engage in with disabled friends that allow everybody to be included
equally

Listening and believing individual challenges rather than assuming the person is being overly
dramatic

Compliments go a long way - but be genuine!
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