Some Considerations for RHN
“Integrated anti-oppression requires that people examine their own experiences and actions, and critically analyze social structures of power and privilege. It insists that the dominant group recognize the power of its own social location(s) and how that power results in unearned societal privilege and benefit to the exclusion of marginalized people.  

This approach encourages us not to make assumptions about group identity. It emphasizes that people who share a group identity may or may not have similar characteristics and lived experiences. Integrated anti-oppression reminds us to unlearn what we thought we knew and to think of and work with people as individuals. “

From An Integrated Anti-Oppression Framework for Reviewing and Developing Policy, by Margaret Alexander, Springtide Resources

“RHN (as well as other groups that claim to represent queer interests) need to understand how definitions and assumptions of gay, lesbian, bisexual, transgender, transsexual, intersex, 2 spirited and queer change across generations and across race, ‘culture’ and ethnicities. 

Discussions on health and wellness … have to become sensitive to the emergence of new queer formations and new identifications and how immigration flows, as well as the rapid speed of globalization have enabled transnational queer networks to emerge and new alliances to be formed. 

It is important for RHN, at this moment, to take on the challenge of refusing normative constructions of race, gender, class and sexuality in all its work. By increasing consciousness around how assumptions around whiteness become invisibilized, the white members of RHN can become stronger allies to people of colour and Aboriginal people both within RHN and in the larger community.”

From Interventions/ Intersections: Anti-racism and Queer Organizing, by Nuzhat Abbas, Rainbow Health Network Anti-Racism Report

“People who are racialized, including immigrants and refugees, experience racism and xenophobia.  Racialization is the process by which racial categories are constructed as different and unequal (Galabuzzi, 2001).  Racism is any action or attitude, conscious or unconscious that subordinates an individual or group based on their skin colour or race.  Xenophobia is the fear and/or hatred of strangers, people from other countries, or of anything that is foreign/different.  Racism and discrimination are a direct violation of the Human Rights Code and the Canadian Charter of Rights and Freedoms.

Despite the illegality of racism and discrimination, this type of prejudice is institutionalized and heavily embedded within mainstream Canadian culture, and has a detrimental impact on the emotional, financial, social, health and psychological well being of racialized individuals and communities, including immigrants and refugees (Mullaly, 1997).”

From Access Alliance Multicultural Community Health Centre Position Statement On Racism And Xenophobia
Planning for Change

Planned – You intentionally set out to do or achieve something and put forethought and resources into achieving a desired outcome.

Participatory - Drawing on the skill sets available within your organization from all structural levels and from external sources to conduct the following:

lPrepare and plan

lImplement the plan – set up task groups which provide people with opportunities to use different skills, set up structures needed to get things done.  Determine who is responsible and provide solid supervision and support.

Systemic Change – The change you are seeking is not superficial.  It will significantly change the way your organization operates and this is indeed the goal.  You will work with the systems and structures, policies and procedures, employment practices, programs and services within your organization and ensure that everything operates within an anti-racist anti-oppression framework.  The goal of systemic change is to positively impact those who are most oppressed within your organization and to measure your success in relation to their experience.

Attributes of an ARAO organization

· Commitment to diversity

· Holistic view (client, employee and organization)

· Access to opportunity

· Accommodation (physical and developmental)

· Equitable systems 

· Shared accountability/responsibility

· Transparent communication and information sharing 

· Commitment to continuous learning

· Participatory work organization and process

· Recognition of organizational culture/process

· Collaboration and conflict resolution processes

· Community relations
(Borman & Woods, 1999)

Anne Bishop on the use of power, based on Starhawk’s definition
· Power Over – Domination or force gained from physical strength, weapons, greater wealth, resources, information or greater control of the decision making and communication mechanisms of society.

· Power Within – Centredness or ones’ grounding in ones own beliefs, wisdom, knowledge, skills, culture, community.

· Power With – Power exercised cooperatively amoung equals:  authority that is the wisdom, creativity, or expression of a group’s energy, which is recognized and agreed to by others as right at a certain time.
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