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volunteers are nesded, Volunteers: aso are
requested to represent SWAR on a newly-formed
CPACOMMITTEE TO REVIEVY PROPOEALS FOR
WIORKSHEPS given by CPA members to'non-
psychologists. These workshops are part of the
CPA effort to generate non-dues income.,

NEEDED Jsve ™ veriers
We want to add

them o our malling list to faciitate communication
among us. E-mal your address to the Editor.
Tharks!
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FROM THE
COORDINATOR

The fall seasan signals the beginning of a new
year for many, espedaly those who work in
academic settings. This is a ime 1o rensw
friendships and anticipate new opportunities,
Both of which | look forward 1o as | take on
the rale of Coordinator of SWAF.

The INTERNATIONAL COMGRESS CF
PSTCHOLOGY in Montreal offered a
number of interesting presantations and
symposia with an international flavour, SWAP
sponsored an integrated paper session on
“Wamen's Sexual and Reproductive Health:
A Feminist Analysis” involving local and
international presanters who gave excellent,
thought provoking papers, Mominations are
now being accepted for Keynote Addresses,
State ofthe Art lacturas, as well a5 Conveners
for Imated Symposia for  the  nest
INTERWATIONAL ~ CONGRESS ~ OF
FErCHOLOGY i STOCKHOUM,

SWAP/SFEF NEWELETTER
SWEDEN, JULY 23-28, 2000,

The CPA Board has decided to sponsar
workshops directed at non-psychologists as a
means fo generate income.  These
workshops will not compete with the CPA
canvention workshops, The CPA Board is
establishing a committes to review workshop
proposaks and are inviting volurteers 1o sit on
this committee. Please let me know if you are
inlerested in participating on this committes
and | will forward your rame,

l'am pleased to anncunce that the CPA Board
has approved the ETHICAL GUIDELINES
FOR  PFEYCHOLOGIETS  ADDRESSING
RECOVERED MEMORIES OF ABUISE. This
s a significant accomplishment and | waukd like
to thank Jean Pettifor and Sharon Croziar for
their hard work on this project. The CPA,
Board has alse recommended that THE
ETHICAL GUIDEUNES FOR  NON-
DISCRIMINATORY PRACTISE po to the
Ethice Committee for review and be
distributed to the membership for comment.
| would like to thank Carclyn Larsen, Jean
Pettifor, Susan Harris and Sharen Crozier for
the development of these guidelines which is
an initial steq towards introdudng a second
document they have deweloped: THE
GUIDELIMES FOR MNOMN-
DISCRIMINATORY PRACTISE: GEMNDER
IZSUES. [Ed:  For your comment, these
guidefines are included a5 inserts in this edition

of the Newsletter ]

With the dissclution fast year of the CPA
STATUS OF WOMEN COMMITTEE due to
the rearganization of CPA, SWAP will now
need to find ahternate ways to fulill the
mandate of the promotion of waomen in
Psychology. Although the committee has
disbanded, the mandate and function of the
committee are sl important and new
processes will need to be established to

continue this work. After much discussion, -

thee CPA Board has decided to designate one
board member, Juanita Mursika, to liaise with
SWAP regarding Status of Women issues.
The SWAF Executive is recommending the
estzhlishment of a SWAP STATUS OF
WOMEN COMMITTEE to continue with this
mandate and communicate any concems or
proposals to the CPA Board. I you are
interesied in participating on this committes
or would lke to neminate someone, please
ket e krowe. Although the previous Status of

“
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Women Committes has made sipnificant
accomplshments in the past, iImportant issues
continually need to be addressed and our
woies need to be heard,

| e ke to thank Sharon Crozier and Mary
Ricketts for their respectve work as
Coordingtor and  Secretary/Treasurer of
SWAP,  Their contributions are greatly
appreciated. | hope more of the membership
will be irvohed in SWAP during the upcoming
year, through wvolunteer acthbes, or by
sending news and information about research
and projects 1o the MNewsletter, | ook
forward to working with and getting to know
you better during the upcoming wear,

Yivian | alande, Coordinator, 1996-97

FROM THE EDITOR

tt wias an exiting summer for those of us who
participated in both the APA and ICP
meetings, At APA, celebrations honoured
the anniversaries of the many APA divisicns.
Division 35, Psychology of Women, held a
social hour where members celebrated
divisional history with satirical songs that
recolrted their struggles with the APA power
structure, The following is one of the songs
that we sang:

DIAGINOSIS (Tune: Frere Jacques-round)
Fernale clients, female clients
Don't behave normalky--
Therapists can see the
Pramise we believe in:
Heafthy folk act like men!

Di-ag-no-5is, diagnosis
Is the key to mo-ney:

Meed it for insurance,

MNeed it for research grants--
D=5, O-5-M.

Menstruation, maonthly cycles--
Our hormones never rest!
Guys don't understand it;
That is why they brand
P-M-5, P-t4-511

Division 35 is also offering t-shirls for sale |

starting in Cctober, 1996, The front has the

Division 35 logo and says “What are women |

daoing?”. The back states that

“Women are ftransiorming Psychology
through, More wornan in leadership
Research about women as pecple

Teaching the contributions of women
Sanclions aparst s=xual harassment and sexus
abuse of patients".

In Montreal, | attended 21,2 days of CPA
Board meetings. The Board is going through
a reorganization which wil reduce the
nurnber of Board members; each Board
menber becomes respoensible for a particular
function. Currently, | co-Chair the
Publications commilles with |uanita Murieka.

As part of the reorganization, the STATUS
OF WOMEN COMMITTEE was disbanded.
A mation was put to the Board to continue
the committee as a specia  advisory
commitiee to the CPA President; howewver,
this motion was defeated. The argumerts in
favour of continuing the commitee
concerned the fact that issues refated to the
status of wormen in professions cut across a
number of functions in organizations, 5o a
special committes is needed. Also, other
organizations hawe similar committees and

CPA needs to have 3 liason with therm. The |

arguements in fvour of dishanding the
committee primarily were related to the
Board reorpanization and to the fact that the
Status of Women Committee had not been
particularly active in the last 2 years.

In my opnion, a Status of Woren
Committea or Task Force within SWAP may
be a better idea than a speda advisory
committes to the CPA President. | admit that
my cpinians in this regard are influenced by
my experiences at the Liniversity of Victoria,
where we have several advisory committees
to the Vice-President Academic and the
President that deal with women's issues and,
in peneral, with equity issues, This systerm can
work well if the indhvidual heeds the
recommendationg made by the commitbees;
however, there i ne ohligation to do so and
oflen in oitical crcumstances or  on
vontroversial issues the advice s ignared.

A Stalus of Women Committes warking in
the SWAP context needs to, first, organize
with a Chair and, serend, to formulate a
series of poals and action plans related to the
status of wornen in the profession of Canadian
psycholopy, These can  then  be
communicaled to the Board, as a whale,
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through the SWAP liason person on the
Board {currently, Juanita Murieka), In this
contaxt, budgetary requests can be made for
the implementation of projects related to
women's issues in the profession,

Ohnce again, | will he assisted this year by
Maria Barnes, who is an Interdisdplinary Fh.D
Candidate in the Psychology Department and
Faculty of Law at the Uiniversity of Victoria.
We will continue to work together on this
year's ssues. | want to gratefully acknowledge
Maria's many contributions to making the
Mewsletter a success, and thanks to all of you
who expressed your appreciation of our
efforts when | saw you in Montreal,

Care Porac, Editor

CONGRATS'

To ELIZABETH PERCIVAL, SWAP member
and former SWaP Coordinator from the
University of Prince Edward Island, who will
be honoured at the CalUT Status of Women
Committes conference as the | 996 recipient
of the CAUT SARAH SHORTEMN AWARD.
The Sareh Shorien Award is given annually by
the CALT te honour an indnadual wha has
made a major centribution to impreving the
status of women in Canadian urdversities,

CONFERENCE
INFORMATION

CAMNADLAMN ASSOCIATICON OF
UNMERSITY  TEACHERS STATUS OF
WOMEN COMMITTEE COMNFEREMCE:
DOING  EQUITY, STRATEGIES FOR
IMPLEMENTATION

October 24-26, 1996
Prince George Hotel
Halifx, NS

COMNFEREMCE INFORMATION:
Mancy Gordan (CAUT)

Phone: (613} 820-2270

Fax: (&13) B20-7244

E-mail: npordon(@caut ca
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This is 2 DRAFT decumeant only, a work in progress, nat te be cited or reproduced anywhere, |f you
have comments or suggestions regarding omissions, please write to the GNP Committee at 1407 -2
Street SW, Calgary AB T2ZR OW7, or fax to GNP at 2622780, Thanks in advance for your feedback,

DRAFT - July 1996, Mot to be cited or duplicated

Guidelines for Non-Discriminatary Practise
Part|. General Principles
|, Respectfor the Dignity of Fersons

The principle of Respect for the Dignity of Persons requires professionals in practice, weaching and

research to actively dermanstrate a belief that each person should be treated primarily as a person oran_

end in hiryherself, not &5 an object or a means to an end,  Protessionals appreciate that the-innate worth
of human beings is not enhanced or reduced by their culture, nationality, ethnicty, colour, race, religion,
gender, rrarital status, sexual orientation, physical or mental abilities, age, scciceconomic status, and/or
any other preference or personal charactenstic, conaimon, or statss.  Professionals recognize that as
indiadual, family, group, er community vulnerabilities increase and/or the power of persons to contrel
their emvironment or their lives decreases, professionals have increased responsibilities to promote and
protect the rights of those less able to protect thermselves. These responsibilities have spedial significance
in & society which is becorming maore diverse culturally and econcrmically and which has not achieved
sender eguality, In addition 1o spedific non-discriminatory practices, spedal care must be @ken in
prowiding for free and informed consert, respecting privacy, and darifying the prateciion and limtations
on confidentiality. Professionals do not impose the dominant culture world view on those who are
different, Professionals do not practice, condene, Rdlitate, or caliaborate wilh any form of discrimination.
Frefessionals continually monitor how they demoenstrate respact whan working with diverse populations.

ll. Responsible Caring

The principle of Respansitle Caring requires professionals actively to demanstrate a concermn for the
welfare of all individuzals, groups, and communities with whom they interact professionally. There Is an
additicnal responsibility to take cre that parsons in vulnerable positions have equal access to the benefits
of psychalogical knowledge and services. Frofessionals recognize the impact of society in creating and
rmaintaining the problems and Issues faced by parsons whe are perceived as different from the narm of
mainstrearn society (generally described as white, middle class, heterosexuzl, male). Professionals are
committed to the belief that all human beings are of equel worth, They are interested in empowering
vulnerable persons so that they have equal opporlunilies in mainstream society, recognizing that in
additicn to perscnal coping skills this requires pelitical and social changes. Professicnals are particularly
cognizant of power diferentials in socety that disciminate against diverse populations. Respensible canng
addresses the immediate short-term and long-term welfare of others,  Professionzls recognize that in
order adequately to care for the welare of others, and espedially for the weliare of those who are
vuinerable, dependent, or suffer oppressicn and discrimination in society, they need 1o be compezEnt
in their prafessional activities, Competence requires specific knowledge, skills and atttudes used for the




benefit of cthers. Competence ‘also requires self-monitoring of one's own knowledge base, personal
values, experiences, biases, atfitudes and socalization which influence how one practices. Professionals
also engage in self-care (o maintin competence.  Providing incormpetent services places others at risk of
harr.

. Integrity in Relaticnships

The principle of Integrity in Relationships requires that professionals demanstrate horesty, openness,
objectivity and accuracy in all their professional activities and they avoid dishonesty, deception, bias, and
inaccuracy. The indnidual characteristics, values and beliefs of professionals influence the questions they
ask and the essumptions, cbservations, and interpretations they make. Professionals are responsible for
managing situations wrere conflics arise between ther own personal, politcal, ar business interests and
the irterests of cthers, [ntegrity in relationships can easily be compromises when working with diverse
populations, especially with groups which may be generally devalued in society. Respect and caring for
others should counteract the temptations to compromise one's professional integrity for personal gain
or simpely through insensitivity.

V. Responsibility to Society

The principle of Responsibility (o Sodety reguires that professionals demonstrate a concern for the
welfare of all human beings in society, They may choose for themselves the most appropriate and
beneficial use of their tirme and talents to heip meel this collective responsibility. There are multiple
aveniues for scaial action. A disopline that maintains high sandards for its rmemoers is sening the interests
of socety. Knowledge may be used 1o influenice sodal policy, Public education, advocacy, or lobbying
are appropriate. If social policy and societal attitudes seriously ignere or viclate the ethical principles of
respect, caring and honesty 1o the harm of special populaions, then orofessionals have 2 resconsibility
10 be critical and to advocate for change to occur as quickly as possible. There is sacial injuslice when
segments of society are develued or oppressed. In a society that is increasingly diverse there is
increasingly potental for injustice. To the extent that individuals and groups without power suffer
oppression in our imperfec: sodety, professionals have an ethical responsibility to use their knowledze
and power 10 contribute to sodzl change.

Guidelines for Ethical Practice with Diverse Populations

Ethical practice with diverse populaticns requires spedial attention.,

I Recagrize the inherent worth of all human beings regardless of how different they may be from
yaourself,

2. Be aware of your own cultural, moral, and social beliefs, and be sensitive to how they may
ennance your interactions with others or may irterfere with promating the welfare of others.

3. Recognize the power diferential between yourself and others in crder ta dirminish the difference.
and to use the power for the advantage of others rather than unwittingly to abusa i,

4, Study group or cultural norms in arder to recagnize individual diferences within the larger -
context.

5 Be aware that theories or precepts developed to describe people from the dominant culture may
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apply differently to people from nan-dominant cultures.

Recognize the reality, vaniety, and implications of 2l forms of oppression in socety, and facilitate
clients' examination of aptions in dealing with such experiences

Recognize that those who are subjected 1o physical or sexual assault are victims of crime and that
those whe assault are guilty of crimes,

Be knowledgeable sbout community resources available for diverse populations.

Respect, listen and learn from clients who are different from yoursell in order 1o understand what
Is In their best interests,

Use inclusive and respectiul language,

Share all relevant decsion making with dlients including goals of the professional interaction and
the nature of proposed interventions in order to serve their best interests.

Ensure that consent is truly informed, keeping in mind diversity issues and cultural diffierences,
Be especially careful to be open, honest, and straightiorward, remembering that persens who
are oppressed may de distrustiul or overly trustful of those inauthority.

Assess accurately the source of difficulties, aspartioning causality appropriately between individual,
situational, and cultural factors.

Respect privacy and confidenliglity according to the wishes of ciients, and explain fully any
limitations on confidentialite which may exist,

Evaluate the cultural meaning of dual/multiple and overlapping relationships in order to show
respect and to avold exploitation.

Constantly re-evaluzle your competence, attitudes, and effectiveness in working with diverse
populations.

Consult with others who may be mare familiar with diversity in order to provide competent
SETVICEE,

Acknowdedge your own vulnerabiliies ana care for yourself outside the professional relationshiss,
Make competent services available o disadvantaged populations by offering services at a lower
Cost in proportion 1o the client’s inccme for a proportion of your caseload.

Choose ways in which you can contbute 1o the making of a socety which is respectiul and Garing
of 2l its citizens.

References
Canadian Psychological Asscaation. (1580). Guidelines for therapy and counselling with worrien,
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Guidelines for Non-Discriminztary Practise: Gender issues

These guidelines are part of a series, See Guidelines for Non-Discrimingtory Practice and the Preamble
12 Guidelings for Nen-Ciscriminatory Practice,  For the purpese of this docurment, gender s considered
to be all encompassing in its physiclogical, cultural, socological, pelitical, interpersenal, and spiritual
dimensions.

I
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Recognize and value the equal warth of individuals of all genders,

Be aware of the reality of gender bias, sexism, and anti-waman anc anti-giri attitudes, laws, and
practices. Recognize the invisibilty of privilege of the deminant grcup. Develop awareness of
the interaction between gander bias and oppressions based on other diversities,

Faciltate cliens' recognition of forms of gender discriminaton that affec their lives. Facilitate
addressing effects of gender discrimination that limits them and limits or abuses others.

Prowvide actively sender-fair or anli-sexist services, education, and research, Professionals do not
practice, condene, or facliate any form of discnminaton based on sender diversity,
Recognize discnminatony attiudes and practices of the dominant group by engaging in anti-sexist
training. Self-menitor through consultation, supervision, continuing education, and/cr personal
therapy regarding values, attitudes, and practices  related to gender diversity, Develop
awareness of the impact of sex-role socialization and other divarsities on your development,
attitudes, and values.

Recognize that power diferentials ares innerent in our culture, such that women and girls typically
have |ess power than men and boys. Be aware of the  interactions between power differentials
based on gender diversity and the power imbalances inherent in service provision. Take
responsibility for managing power differentials in the best interests of the clent.

Be aware of and sensitive to drcumstances wien the client would benefit from working with a
professional of the sarme or different gerder,

Recognize the complexty in dualfmukiple, or everlapping relationships, paying particular attention
to gender diversity. Monitor such relationships in order to respect and bBenefic the client and
avoid exploitation.

Continually update your knowledge regarding gender, indluding: gender differences; sex-role
socialization and stereotyping: sexism; and systemic discriminatien based on gender,

Be knowledzeable about 2nd facilitate access to rescurces specifically responding to gender jssues,
Use theoretical concepts that are gender-zir. Be aware that theories based on research with
one gender, typically males, may apply differently or not at all to the other gender.

Recognize that phenomena may be based in systemic/societal defintions of gender roles rather
than attributed to the individuzl,

Use inclusive, respectiul, gender-fair language in senice provision and writing. Provide resources
writtern n gender-fair language.

Be aware that physical and sexual assault are ofien pender-biased crirmes. It is imoortant to assess
histery of abuse and assault because of the prevalence of systemic vicience against wornen and
grls.

Share decision-making with clients, negotiating goals independant of limitations based an
sew-roles,

Respect clients' rights to define sexualty and sexual preferences,

Engage in proactive sodal acticn toward equalizing power among pecple independent of gender.
Increase accessibility of services, recognizing that typically worren have fawer resources,
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CANADIAN  ASSODCIATION  AGAINST |

SEXUAL  HARASSMENT IM  HIGHER
EDUCATION: MAKING COMNNECTIONS

Mevemnbear 20-23, 1996
Chateay Halifax
Halifax, NS

COMNFEREMCE INFORMATION:
Cathy Meade

Fhone: (F02) 542-2201 = 1298
Fax: (902) 542-1735

E-mail cmeade@admin.acadian.ca

Sheraton Centre Toronto
Toronto, ON

SUBMISEION DEADUME: NOVEMBER |5,
994

COMNFERENCE INFORMATION:
Canadian Psychological Assodation
1997 Convention

|51 Slater, #205

Ottawa, OMN KIP 5H3

Phone: (613) 237-2144

Fax: (613)237-1674

ASSOCIATION  FOR  WOMBEN  IN |

FEYCHOLOGY
FORGING THE FUTURE FEMIMNIST

March &-3, 1997
Pittsburgh, PA

SUBMISSION DEADLINE: Octaber |, 1996 |

COMFEREMCE INFORMATICOMN:

Irene Hanson Frieze

Women's Studies & Business Administration
University of Pittsburgh

Pittsburgh, PA | 5280 LUSA

Phone: {(412) 624-433&

Faez (412) 624-4428

E-mail; FRIEZEfrvms.cis.pitt.edu

enGENDERING RATIOMNALITIES

Agril 18-20, 1997
Center for the Study of Women in Socisty
Univarsity of Oregon

SUBMISSION DEADUNE: Movember |,
1996

COMFERENCE INFORMATION:

Le=ann Bennett

Center for the Study of Women in Sociaty
1201 University of Oregon

Eupene, OR 97403- 1201 LUSA

Phone: (541) 344-5015

E-mall: engender@oregon.uoregon.edu
‘Websita: http:fdarlawing uoregon.edu/
~rswifenender/

CANADIAN
ASSOCTATION

PSYCHOLOGICAL

June 12-14, 1957

AMERICAMN
ASSOCIATION

PSYCHOLOGICAL

August 15-18, 1997
Chicago, IL

SUBMISSION DEADLINE: December 2,
1996

COMNFERENCE INFORMATION:
Convention Office

American Psychological Association
750 First 5t., MLE.

Washington, DC 20002-4242 LS4

Phone; 202) 336-6020
FROM THE SWAP AGM

MINUTES OF THE 1998 SWAP ARMNLAL
BUSIMNESS MEETING

Aopust 16, 1926, Meridien Hotel

Montreal, PO

The mesting was called te order by Sharon
Crozier, Coordinator, at 9:00 am. Nine
members were present,

|. Sharon Crozier presented the apenda,
The maton to approve the agenda passed
unanimaksly,

2. The mation to approve the minutes of the
1985 Annual Business meeting passed
unanirmausly,

3. Business arising from the minutes,

Sheron Crozier informed the meeting that 4-
5 Assodate Members have joined since the
by-law amendment regarding Associate

[ the Coordinator's

SYWAP/SFEF NEVWSLETTER

Memberships was passed last year. A task
force on Recovered Memorias of Child
Sexual Abuse was struck last year. Jean
Pettifor and Sharon Crozier participated on
this task force and developed ETHICAL
CUIDELINES  FOR PSYCHOLOGISTS
ADDRESSING RECOVERED MEMORIES OF
ABUSE. This document was before the CPA
Board for approval.

4. COORDINATCR'S REPORT: Sharan
Crozier, |99a SWaP Coordinator, Sharan
indicated that SWAP had been imedved in a
variety of ongoing activities over the: past year,
such s developing GUIDELIMES FOR MNOM-
DISCRIMIMNATORY PRACTISE with a sub-
section on GUIDELIMES FOR  MNORN-
DISCRIMINATORY PRACTISE: GEMDER
ISSLIES, parlicipating in the Status of Wormen
Committes, preduction of 3 [Wewsletters,
presenting Student Awards, facilitating the
presentation of the SWAP Symposium at
CPA, Sharon announced that, afer much
protest from her, the Stahus of Women
Comimittee of CPA has been dissolved due to
Board restructuring; however, SWAP wil
continue to provide the function of this
commitiee and a Board member will Fase
with SWAFP reparding this function, Clare
Porac, a SWAP member, has successfully
attained a position of the CPA Board, Sharon
thanked the many members of SWAP who
have contributed to the actnities of SYWAP
during the past year. The motion to accept
Report  passed
Lnanirmebsly.

3. AINAMCIAL REPORT: Mary Ricketts, 1996
SWAF Secretary/Treasurer, Sharon Crozier
presented the Financlal Report in the absence
of the Secretary/Treasurer. The smaller
balance was noted by Sharon and attributed
to faling duss, dropping interest rates, and
increase of costs. Discussion followed which
noted the importance of offering a SWAP
Inslilute for the revenue it provides. Mation
1o accept the francial report passed
unanimosly.

6, STUDENT AWARDS & TRAVEL
AWARDS: Charlene Senn. Sharon Crosier
presented the awards in Charlene Senn's

absence.
FAPER,

STUDEMNT
AWARD: KIMBERLY

QUIMN,  University o
Western  Ontario.  "The personalfEroup
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disorimination discrepancy: An example of the
better-than-average effect”. [Ed: See text
reprinted in this edition of the MNewsletier].

BURSARES to GABRELLE
GELLER, LINDA

MURRAY, HEATHER W2LTERS, YVETTE,
SCATTALOM, and JEMNMIFER MAW.

T, 1996-97 EXECUTIVE SLATE. Sharon
Crozier called for nominations for the position
of Coaordinator-Elect and
Secrefary/Treasurer, noting that Meredith
Kimball had agreed fo alow her name to
stand for the position of Coordinator-Bect
and Hizabeth Church for the position of
SecretaryTreasurer, Mo further nominations
came from the floor, so Meredith Kimball and
Blizabeth Church were dedared elected by
acclarnation. The Executive Slate [Ed. See
frant page of the MNewsletter] was then
proposed by Sharon Crozgier,

8, PRESENTATICN OF THE 1996 SWAP
AWARD OF DISTIMNCTION.

DISTINGUISHED
| 99 MEMBER, AWARD  was
presented in absentia to

LORMA CAMMAERT, wha is retiring from
her postion as the Associate Vice President of
Student Affairs at the University of Calgary.

9. Other business. Disoussion regarding |

topics afinterest for the 997 SWAP Institute
nduded the topics of Health Care and Paolicy
Changes, Diversity, YWomen and Poverty,

|0, Adiournment.  The motion o adjioun
the 1996 SWAP Annual Business Meeting was
Eass«e.d at approsimately 10:00 am.

SWAP
REPORT

JANUARY |-DECEMBER 31, [995

FINANCIAL

REVEMUES

Balance, Dec, 31, 1994 $6,87695
CPA Dues 2.782.50
|rterest 33909
Profit (Royalties) 120,18
TOTAL 10,1652
FXPEMDITURES:

Mewsletter %1 48797
Bursaries/Prizes |, 200.00
CPA Expenses 756.63
Miscellaneous 7500
TOTAL F4.2159.60

BALAMCE, DEC 31, 1995 $5,897.32

JANUARY | -APRIL 30, 1994

REVEMJLIES:

Balance, Dec. 31, 1995 $5,897 .32
CPA Dues 2.294.75
Interest F3.38
Profit {1%93 Instilute & Royalties) |,434.07

Assodate Member Dues 212.80
TOTAL 221212

EXPEMNDITLRES:

Newsletter $ 53464
Bursaries/Frizes I, 500,00
Miszellanesus 28,00
TOTAL F2.132.64

Bal AMCE, APR, 30, 1996 F7.772.48

For the 1996 International Congress, nolices

- for the SWAP Student Paper Award and the

SWAP Travel Bursaries were published in the
SWAP [MNewsletter and malled te all Canadian
univiersiies with a Chair in Psychology. This
year we received many submissions for the
travel bursaries and a number of excellent
applications for the Student Paper Award.

A noted abowve, five $200.00 bursaries were
awarded, In addition, KIMBERLY QUINM, a
Masters student at the Universily of Viestarn
Ontario, was the recipient ol the | 996 SWAP
Student Paper Award. Her paper is entitled:
THE FERSOMNAL/GROUFP
DISCRIMINATION  CISCREPANCY: AN
E<AMPLE OF THE BETTER-THARN-
AVERAGE EFFECT.,

Congratulations to all aur winners. | would
like to pive a word of advice to applicants for
nesd year's competition: get your paper done
early so that your paper award submission is
not just a proposal with no original data or
interpretation.  We receive many good
submiszions that are just not far enough along
in the process to be real contenders. Your

SWAP/SFEP MEVYELETIER

[terature review rarely shows your unique
contribubon,

Motices of the Paper Award and Travel
Bursaries for the 1997 Canadian Psychological
Association Convention in Toronto will be
published in an upcoming sue of the SWAP
Mewsletter,

Charleri Senn, [996 SWAP Student Award
Coordinator

The PersonalfGroup Discrimination
Discrepancy: A Special Case of the
Better-Than-Average Effect?
Kimberly A. Quinn & James M. Olson
The University of Western Ontaric
London, Canada

Taylor, Wright, Moghaddam, and Lalonde
(19907 wed the term “personalfroup
discrimination discrepancy” to describe the
terdency of disschantaped group members to
perceive  higher levek of disocimination
directed at their group in peneral then at
themselves personally as members of that
group,  For esample, when asked about
gender  discrimination, women  typically
respond, "Yes, | have been discriminated
against, but not nearly as much as a kot of
ather women," This phenomenon has been
demonstrated  with a wide vanely of
disadvantaged groups, including working
women in Canada, the United States, and
France; single mothers receiving povernment
assistance; South Asian and Haitian immigrant
women in Montreal; lesbians and pay men;
anglophone  Quebeckers; fancophone
Canadians; Jewish Montrealers; middle-class
and inner gty African Americans n Miami; and
the Inuit of Arctic Quebec, Thus, this s a
robust phenomenen thal comes pender,
radd, economic, and educational boundaries,

Study |

Mumecrous  cogniive  and  motivational
explanations for the personaligroup
discrimination  discrepancy  have  been
proposed (for reviews, see Qlson & Hafer,
1996). Motivational explanations, however,
have heen the most widely investigated, and
have led theorists to propose that the
diszrepancy is the result of denial of personal
expenence with discrimination {e.g., Ruggiero

| & Taylar, 1995), The purpose of the first

!

study was to explore the possibifty that the
discrepancy has a cognitive component, by

“
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determining whether members of advantaged
groups  exhibi  the  personalfroup
discrimination discrepancy, and whether the
discrepancy vanes a5 a function of advantaged/
disachvantaged statis, by comparing men with
wormen, and Chrsiians with non-Christians,
We ressoned that the presence or absence of
the discrepancy among advenizged group
members would provide some insight into
wheather the phenomenon &, at least to a
certain exent, cognive in nature.  We
speculated  that the presence of the
discrepancy among adwantaged group
members would provide support for cognitive
explanations, whereas the absence of the
discrepancy ‘would provide’ support for
motvational explanations.  That &, we
reascried that advantaged group members
would not feel threatened by the prospect of
confroning 2 high-status  perpetrator of
discrimination, Consaquently, there would be
e motivational ressen for thase indiiduals to
minimize their own experences.  The
presence of the decrepancy would thus
suggest the operation of cognitive, rather than
mctivational, processes.

Method

Participardts completed four "social perception”
questionnaires ostensibly designed to sample
the affitudes and experiences of the
undergraduate population. Within this
package, one questionnaire  aEssessad
participants' perceptions of gender and
religious diserimination,  Four statements
assessed  each  particpant’s  personal
expenence with gender dmcnmination and
thelr perceptions of pender dscrimination
expenenced by their group. Two statements
were used 1o calculate a peneral dscrepancy;

* " have been discriminated against becausa
of my sex." and

* 'Women (men) in general are discriminated
ggainst because of their sax."

Another: two statements were used to
calculate a career-related discrepancy:

*! have personally been dernied academic ar
professional advancement or opporiunities
because of my sex,” and

* "Women (men) have been denied academic
or professional advancement or opportunities
becauee of thelr sex”

Four similar statements were Used to assess
perceptions of discrimination on the basis of
religion, again yielding twa discrepancies,

Fesults :

Paired t-tests were used to determine
whether ratings of percetved  personal
discimination  difered from  ratings of
perceived group discimination.. In all cases
{that is, for men and women, Chrstans and
nan-Christians, and regarding both general
and caresr-related discrimination) ratings of
personal  discrimination were significantly
lawer than ratings of group discrimination, all
t > 3.1, p < 006, To assess the relative
importance of group wversls  personal
decrmination ratings on the magnitude of the
discrepancy, exploratory correlational analyses
were conducted, and the correlation
coefioents were squared to provide an
estimate of the proportion of variance
accounted for by persanal and group ratings.
For women, ratings of persanal discrimination
accounted for greater vaniance in discrepancy
magnitude  than  ratings  of group
discrimination, for bath farms of the
discrepancy. Ih contrast, for men, Christians,
and non-Christians, ratings  of  group
discrimination accounted for greater variance
in discrepancy’ magnitude, again for both
forms ofthe discrepancy,

Study 2

Thefirst study demonstrated that advantaged
group members {men and Christians) exhibit
the personalfrolun decrimination discrepancy.
Given this finding, the proposed motivational
Sxplanations seem less plausible, We sugpest,
25 an alernative’ explanation,. that the
personal/fEroup discrimination discrepancy is
an example of the 'better-than-averaze"
efiect, that &, the tendency to evaluate oneself
more favourably than others. Previous
research has demonsirated that people
maintain . unrealistically positnve images of
themselves on both frait and behaviour
ratings, and see themsehves as |ess likefy'than
average 1o expetience negative Bvents and
more fkely than aerage to experence
positive events.

The goal of the second study wes to examine
whether the personalfroup dscrimmnation
discrepancy exhibits the same characteristics
as the better-than-average effect. The study
was based on 2 series of studies reported by
Alicke, Klotz, Breitenbecher, Yurak, and
Vredenburg (1995) that demonstrated that

SYYAP/SFEP NEVWSLETTER

the magnitude of the effect depended on the
level of individuation in the comparison
targets: whereas the selfl was seen as less
vulnerable o negative: liie svents relative to
the awerage proup members  (a
conerete-abstract comparisen), this blas was
eliminated when the self was compared to a
spedic group member. Similarly, the self was
se=n as more likely to experience positive fie
events when the target of comparison was
the average group member, but not when
the target was a specific other,

Method

Participants completed questionnaires i
which they estimated the FBkelhood of
experiencng |0 fifs events (five positive and
fve negative, including the fkelhood of
smpeniencing gender discrimination). Each
participant complated the task for two of four
possible tarpets:  themsehes, a specific
same-sex dassmate, the average studert of
their sex, and students of their sex a5 a group.
These lkelhood estimates permitted the
calculation of six discrimination discrepandies.
Two of these disoepancies were comprised
of targets at the same level of indviduation:

® self-spedific other (concreteconcrete)
* average other-group (shstract-abstract)

The remaning four discrepancies were
comprised of ftargets at  difering
{concrete-abstract) levels of individuation:

# self-average other

* self-sroup

® specific other-average other
® cpecific ﬁﬁ‘ler-gmup

We hypothesized that if the personal/groun
discrimination dscrepancy E in Bt a
better-than-average effect, then comparisons
at the same level of individuation wolld visld
nensignificant  discrimination  discrepancies
whereas comparisons at differing levels of
individuation weould  yield  significant
dicrimination discrepanties,

ResLits

An analysis of variance was conducted to
determine whether the mapnitude of the
discimnation discrepancy varied as a funchion
of participant gender or comparison targets,
The analysis yielded & marginally sipnificant
gender (comparisen interaction, F(5, 124) =
185 p = .10). Pared ttests were

ﬁ
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conducted separately for men and women to
assess the sipnificance of differences in
perceived  discimination.  For men; the
hypothesized patterns were nat found: no
discrepancies were relible, allt < 2.00, ns.
In conirast, the ratings obtained from women
prosided support for the hypatheses. When
both targets possessed the same degree of
individuation (l.e., the sel-spediic other
comparison -and the average other-grolp
comparison), the discrimination discrepancy
did not emerge, botht < 90, ns. However,
& predicied, the discrimination discrepancy
emerged for  three of the four
concrete-abstract comparisons:: self-average
cther, self-group, and specific ather-group, all
1 > 222 p = 03, (The predicted
discrepancy for the spedfic cther-average
other comparison fled to reach significance,
t(16) = .86, ns).

Condusions

Together, these studies indicate that the
personalfgroup.  discrimination  discrepancy
does have a cognitive camponent. That i,
we have demonstrated that advantaged group
members exhibit the disarepancy and that, &t
least among women, the magnitude of the
decrepancy varles as a function of the level of
individuztion ofthe comparison targsts. Two
findings, however, are inconsistent with the
ideathat the discrepancy & cognitive in nature,
The results of the Study | suggested that the
magnitude of discrepancies sxhibited by
women are influenced mest by their
perceptions of perscnal  discimination,
whereas the magnitude of the discrepanicias
exhibited by wmen, Christians, and
non-Christians are infiuenced most by their
perceptions of group-directed discrimination.
If the phenomenon was cognitive in nature,
we would not expect intergroup. differences,
Thus, ‘we acknowledge that the
personalfroup dscnimination discrapancy has
a motivaiional compenent as well.  This is
further supported by the finding that men
faled to exhibit the: discrepancy in Study 2.
Still, we contend that the motivational
mechanism that underlies the personalroup
discrimination discrepancy may be more
complex than disadvantaged grolp members
minimizing personal  experience  with
discrimination becauise they wish to demy the
fact that advantaged group members centrol
ther outcomes. Contradicting such previous
motivational explanations, the relative roles of
perceived  personal  versus  grolp

discrimination were nat & simple function of
advantaged/disadvantaped stahus: in Study ||
non-Christians dsplayed the same rating
pattems as men and Chrstians. it may not be
the case, then, that disadvantagad group
members minimize  their  personal
experences with discrimination, but rather
that women do.
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ABOUT THE GUIDELINES

(Ed: 5See nsert) These guidelines were
developed to encourage non-discriminatory
prachce among psychologists.  These
guidelines are bated on the CAMNADIAN
CODE OF ETHICS FOR PSYCHOLOGISTS
{CPA, 1991} and are aspirabional in intent,
The goal is to promote non-discriminatory
care in therapeubc work with dierts; as well
as to provide guidelines for evalusting the
extent to which one's work Ells within the
parameters of non-decriminatory practice. As
our soaety and cufure become more
diverse, as we become mere aware of
spedfic diversiies, it is important that
psychologists gain-an awareness of the need
for non-discriminatory practice. As the need
artses, it will be possible to develop guidelines
that address unkque concemns for working with
speciic diversities,
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| ook forward to hearing back from members
of SWAR,

|ames Oploif, CPA Ethics and Standards

ANNOUNCEMENTS

The SWAPR Coordinatar is often approached
by varlous organizations and apendes to
recommend individuals for consultantships
andfor service on an advisory task foree. We
want to start a SWAP directory of the
spedalty areas of interest and research of our
members 50 that the Coordinator can
recommend appropriste SWAP members
when these requests are made. Flease E-mall
Wivian with your information. Opporiunities
await for interested SWAP members.

MOLENCE AGAINST WIOMEN" resaurces
onthe web. Information valuable for activists,
survivors,  researchers, dinfclans;  policy
makers, and  others. The address &
wwwlsdoj.gaviaws (Fom POWR-L and
WOMEN HELPING WOMEN)

|NOMMMﬂONq

PRESIDEMNT-ELECT CPA BOARD OF
DIRECTCRS

Mominations from 5 .or more Members
and/or Fellows by NOVEMEER 15, 1998
SEND NOMINATIONS TO:

1 Pierre Carpentier

Chair, CPA Nominating Committee

CPA

I5] Siater St., Sute 205

Ottawa, ON KIP 5H3

DESIGNATED DIRECTOR (SCIENTIST)
TO BE NOMINATED BY THE SECTIONS

Meminations from the Sections by October
18, 1994

SEME MOMINATIONS TC:

Juanita Mureika

Chair, Committee on Sections

CPA,

15 Slater St., Suite 205

Chitawa, O] KIP 5H3




