
At Canadian universities student 
leaders organize activities to 
introduce incoming students to 
campus. In 2013, a chant was 
heard during orientation at two 
Canadian universities -- St. Mary’s 
and the University of British 
Columbia: 

“Y-O-U-N-G, we like ‘em young,  
Y is for your sister, O is for oh so 
tight, U is for underage, N is for 
no consent, G is for go to jail.” 

A video of this chant being 
delivered by male student leaders 
at SMU was uploaded to Instagram 
and went viral. Highlighting the 
normalization of sexual violence 
on campuses, these lyrics were 
written down and passed, without 
issue or intervention, from leader 
to leader since 2009 (Taber, 2013). 
At UBC, an internal investigation 
revealed that over the past two 
decades a similar chant became an 
“oral tradition” during orientation 
(Hume, 2013). 
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CONTEXT: 
These incidents are emblematic of the 
broader rape culture that exists on Canadian 
university campuses. Walsh (2015) argued, 
“while girls are told to empower themselves 
and to voice their concerns, the surrounding 
cultural environment often reinforces silence, 
dismissal, and retribution towards women who 
speak out. Men and boys need to be part of 
the solution” (p. 134). There is a gap in how we 
proactively engage male students in discussion 
and solutions about gender equity and sexual 
violence on university campuses around the 
world. Using feminist theory and qualitative 
interviews this study examined mobilizing male 
students as gender equity advocates. 

METHODOLOGY 
The research presented here is part of a project 
to develop and produce a toolkit for male allies 
programs on post-secondary campuses. The 
aim of this toolkit was to provide facilitators and 
campus coordinators with content and program 
structures that would allow them to build and 
facilitate equity programming for men on their 
campuses. Two questions guided the study: (1) 
how do socio-cultural contexts of masculinities 
relate to sexual violence on Canadian campuses 
and (2) what kinds of relationships, connections, 
and communities are necessary to establish a 
campus-based male allies program? 

A series of interviews were conducted with 
members of the university community across 
stakeholders including, administration, faculty, 
staff, and students at the undergraduate and 
graduate levels. The study location (STEM-U) 
was selected because it is a well-known STEM-
focused institution that has recently (within 
the past 5 years) integrated gender-equity 
programming focused on men and masculinity 
into its strategic plan, and while the school 
has collegiate athletics the school’s focus in 
recruitment and alumni funding is centered on 
innovation and achievement in STEM. 

A total of 25 interviews were conducted 
across stakeholder groups. Within the student 
interviews (n=14), 85% of participants were 
from STEM disciplines and the remaining 15% 
were from other non-STEM departments. The 
majority of participants in this group (n=9) were 
graduate students, indicating that they had a 
minimum of 6 years of post-secondary schooling 
prior to their interviews. Interviews were semi-
structured and dyadic (Creswell & Creswell, 
2017; Whiting & Pritchard, 2020), asking about 
participants’ gender and masculinity identities, 
cultures of masculinity on campus, experience 
with consent culture, and personal meanings 

about gender equity. Interviews were conducted 
virtually and participants were compensated 
for their time. Data analysis was conducted 
using an iterative, descriptive approach where 
interview transcripts were reviewed, then re-
reviewed and a set of thematic codes were 
produced. These codes were then synthesized 
to create main thematic groupings for the 
findings and discussion and shared with select 
stakeholders for clarification, affirmation or 
dissent in an effort to build trustworthiness 
across findings (Rose and Johnson, 2019).

FINDINGS
The findings are framed by an understanding 
that masculinity at a Canadian technology-
focused campus is constituted and constructed 
in different ways than campus masculinity 
has been cast in popular media, or more 
“traditional” (especially U.S.) post-secondary 
campuses – campuses where masculinity is 
framed around a reverence for athletes and frat 
stars (Wade, 2017a, 2017b). Participants had a 
great deal to say about how they thought the 
overall campus cultures of academic excellence, 
entrepreneurialism, and making money had 
an impact on the framing of masculinity for 
students. The primary and substantive focus 
is on getting the “best” or highest paying jobs, 
combines with a strong push toward academic 
excellence. In the atmosphere of highly 
successful students and competitiveness there 
is also a tendency to blame a lack of success 
on outside influences. While this blame is 
sometimes obfuscated (i.e., blame is placed with 
ill-defined outside power like “wokenss”), there 
are times when gender plays important roles 
in explaining away male failure at the expense 
of others who have been more successful. A 
common response from participants about 
what constituted the idea of masculinity on 
campus was an amorphous concept of success. 
Success was explained in different ways by 
participants, but carried common themes of 
purpose, drive, and competition. In conclusion, 
concepts of ideal and preferred masculinities 
are malleable and fluctuating all the time 
(Messerschmidt, 2018). This is especially true 
on post-secondary campuses where new 
students and the changing social influences 
of early adulthood frame conversations and 
social norms around gender and performativity 
(Yang, 2014; Zimmerman & Herridge, 2019). For 
campuses where the ideal man (and therefore 
ideal student), is not demarcated by athletic 
achievement or fraternity involvement a new 
formulation of ideal masculinity is required to 
fill the social void left by its absence. 

CREATING 
MALE 
GENDER 
EQUITY 
ADVOCATES:
ADDRESSING 
SEXUAL VIOLENCE 
ON UNIVERSITY 
CAMPUSES


	IGR-013-Azhar
	IGR-020-Parry
	IGR-021-Johnson
	IGR-033- Kneip
	IGR-038-Mbandlwa
	IGR-045-Kulaga
	IGR-047-Arena
	IGR-057-Gulley
	IGR-059-Hoosen Carrim
	WORKPLACE GOSSIP AMONG DOG TRAINERS�Nasima MH Carrim and Johannah Lebogang Mongale �Department of Human Resource Management, University of Pretoria �

	IGR-061-Fernandes
	Slide Number 1

	IGR-071-Conaghan
	-IGR-072-Fernandes
	Slide Number 1

	IGR-083-Rozenberg
	Slide Number 1

	IGR-087-Elhinnawy
	IGR-088-van Esveld
	IGR-093-Doornkamp
	IGR-098-Jordao
	IGR-105- Niraki
	IGR-106-Jehle



