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#1 Ground Rules
ground rules

Ground rules are the specific guidelines and explicit assumptions that govern how a group works together. By clearly identifying the kinds of interactions that will be encouraged and discouraged groups can foster a constructive learning or working environment in which everyone will be respected. Below are some suggested ground rules for this workshop:

1. Generosity of spirit 
· Start from a place of assuming goodwill

2. Fair, respectful and equitable treatment towards all
· Challenge respectfully

3. Listen carefully to each other

· Ask for clarification

· Respond to email, text or phone calls outside room

· Maintain Confidentiality – outside room/process

4. Balance participation

5. Take care of yourself

· Share your frustrations with the facilitator

· Take breaks as needed

· Help yourself to refreshments

krishnamurti on listening

"Why are you listening to me?

Have you considered why you listen to people at all?

And what does listening to somebody mean?

All of you here are sitting in front of someone who is speaking.

Are you listening to hear something that will confirm, tally with your own thoughts, 

or are you listening to find out?

Do you see the difference?

Listening to find out has quite a different significance from listening to merely hear that which will confirm what you think.

If you are here merely to have confirmation, to be encouraged in your own thinking,

then your listening has very little meaning.

But, if you listen to find out, then your mind is free, not committed to anything; it is acute, sharp, alive, inquiring, curious, and therefore capable of discovery.

So, is it not important to consider why you listen and what you are listening to?"
Expectations
As a participant, there are expectations regarding your participation in this process.  It is expected that you will come to the table prepared to learn, share and grow.  For the training sessions to be healthy and productive for all involved the facilitators have set out the following expectations:

· Inter-personal issues between individuals are to be left at the training room door.  This is not to say that some inter-personal dynamics will not penetrate the training space, if and when they do; they will be handled appropriately by the facilitators.  However, the training sessions are not the forum for processing inter-personal issues with your colleagues and peers.
· We are all learners.  The training space is a forum where people will be coming together for training on anti-racism and anti-oppression.  Your position/tenure within the organization will not support privilege or reinforce subordination during this training process. 
· When an oppressive act takes place, it is every person’s responsibility to call a facilitator’s attention to the situation.  At this the facilitator/s will meet with the individuals involved outside of the training space where the oppressive act will be processed.  In addressing oppressive behaviour we will identify, act, educate and sanction. 
· Challenging behaviour.  If you need to challenge another person’s behaviour, please focus on the behaviour itself and do not engage in a personal attack.  The use of “I” statements is the key.
· Own your stuff.  It is critical to your learning that you are able to hear constructive criticism or feedback.  It is expected that you will ethically engage in this process.  Allow people to speak to you without interrupting and be accountable.
· Share the training space.  Try not to monopolize discussions and give room for all people to participate in the process. 
#2 Definitions

The following terms and definitions may be used differently by different people in different regions and are not standardized. They are appreciatively compiled from several sources with the acknowledgment that they will change over time as the thinking, attitudes, and discourse around related issues evolve.

Racism: A system in which one group of people exercises abusive power over others on the basis of skin colour; a set of implicit or explicit beliefs, false assumptions and actions based upon an ideology of inherent superiority of one racial or ethnic group over another. Systemic racism is embedded within organizational and institutional structures and programs as well as within individual thought or behaviour patterns.”

(Rainbow Health Educational Toolkit, Narina Nagra and RHN Education Committee, 2006)

Anti-racism: “Anti-racism is an action-oriented strategy for institutional, systemic change to address racism and interlocking systems of social oppression.” (Anti-Racism Education: Theory and Practice, George Dei,1996). Anti-racism mobilizes the skills and knowledge of racialized people in order to work for a redistribution of power in organizations and society. It also equips White people with knowledge and skills to acknowledge their own privilege and to work for social change. 

(Dancing on Live Embers, Tina Lopes and Barb Thomas, 2006)

Anti-Semitism

Latent or overt hostility or hatred directed towards individual Jews or the Jewish people (not to all Semitic peoples), leading to social, economic, institutional, religious, cultural or political discrimination. Anti-Semitism has also been expressed through individual acts of

physical violence, vandalism, the organized destruction of entire communities and genocide.
Colonialism 

Usually refers to the period of European colonization from Columbus (1492) onwards, in the Americas, Asia and Africa, and taking on different forms from settler colonies like Canada to non-settler colonies such as India during British rule. Colonialism differs also across colonizing nations and across time. For example, French colonialism had different policies from British, while modern colonialism is often referred to as “globalization”, which includes the exploitation of labour and national resources by transnational corporations and the expansion of free trade agreements and blocs.

Discrimination 

Unequal treatment of people based on their membership in a group. In contrast to prejudice, discrimination is behaviour. To discriminate is to treat a person, not on the basis of their intrinsic individual qualities, but on the basis of a prejudgment about a group. Discrimination can be either de jure (legal as in segregation laws) or de facto (discrimination in fact without legal sanction).

(Systemic) Discrimination

Institutional policies, procedures and practices that result in the exclusion or promotion of particular groups of individuals. Systemic discrimination normally relates to a recurring practice rather than to an isolated act of discrimination, and may include failure to remedy the continuing effects of past discrimination. Intent to discriminate may or may not be involved.
Equality 

Treating people the same based on the assumption that everyone is the same and has the same needs.
Equity/Equitable 

Treating people differently based on their different needs in order to ensure their equality of access.

Imperialism

A nation extending its authority and control by territorial acquisition or establishment of economic and political hegemony over one or more other nations.  This control may be political, economic, and cultural, and indicates a degree of dependence in the subordinate nation. A synonym for colonialism, but imperialism can exist without the creation of formal colonies, which usually require military force and the institution of a colonial administration.

Islamophobia

A term recently coined to refer to expressions of negative stereotypes, bias or acts of hostility towards individual Muslims or followers of Islam in general.
Marginalization 

With reference to race and culture, the experience of persons who do not speak the majority group’s language, cannot find work or gain access to social services and therefore, cannot become full and equal participating members of society.  This refers also to the process of being, “left out” of, or silenced in a social group.

Minoritized 

When referring to minoritized groups we are speaking about groups that are actively systemically disadvantaged and oppressed in relation to a more privileged and or dominant group.  While minoritized groups are usually smaller in numbers in relation to a more privileged and or dominant group, it is the associated systemic oppression that “minoritizes” them, i.e. GLBTTTIQQ.

Oppression
The systematic exploitation of one social group by another for its own benefit; it involves institutional control, ideological domination, the imposition and the promulgation of the oppressor group's ideology, logic system and culture on the oppressed group.. Oppression is different from discrimination, bias, prejudice, or bigotry because:

· it is pervasive -- woven throughout social institutions as well as embedded within individual consciousness

· it is restricting--structural limits significantly shape a person's life chances and sense of possibility in ways beyond the individual's control

· it is hierarchical--the dominant or privileged groups benefit, often in unconscious ways, from the disempowerment of subordinated or targeted groups

· the dominant group has the power to define and name reality and determine what is "normal," "real," or "correct"

(Internalized) Oppression

External oppression becomes internalized oppression when people come to believe and act as if the oppressor's beliefs system, values, and life way is reality.

"Self-hate" and "internalized racism" are other ways of saying internalized oppression.
Internalized oppression is the set of negative feelings & misinformation that individuals carry with them & other members of their group. It is the turning inward of and adopting as true the misinformation that is directed toward oppressed people by the external oppression. 

(Intersection) of Oppressions/Interlocking Oppressions:  The way various forms of oppression interact with, reinforce and compound each other to create and maintain systemic inequalities.
(Anti)-oppression:  Purposeful strategies to challenge systemic oppression and change core organizational culture, institutional structures and personal attitudes.  

Power:  The ability to exercise control. Having access to systems and resources as legitimized by individuals and societal institutions.
Power involves the use of strengths or resources (“might”) to influence or compel behaviour in others to meet one’s own demands or needs.

Some types of power or influence (from Educating for Change):

· Information Power: where a person has access to information that is perceived as valuable to others.

· Connection Power: based on a person’s “connections” with “influential or important” persons inside or outside of an organization.

· Expert Power: when a person gains respect or has influence because he or she is perceived to possess expertise, skill and knowledge.

· Position Power: when a person’s position as leader gives her or him the capacity to influence and obtain respect from others.

· Personality Power: where the person is liked and admired by other because of his or her personality, which means that others easily identify with the person.

· Network Power: where the person is a member of knows members of or has established a network that enables them to influence people. 

· Social/Cultural Identity: membership in particular social or cultural group(s) either endows us with or denies us privilege.

Prejudice 

A positive or negative attitude toward a person or group, formed without just grounds or sufficient knowledge that will not likely change in spite of new evidence or contrary argument. Prejudice is an attitude. 

Privilege

While the term has other meanings, when used in anti-oppression work it refers to an "unearned advantage" that works "to systematically over-empower certain groups" in our society. Privilege assigns dominance simply based on race, sexuality, or gender, among other factors of identity. Privilege is "an invisible package of unearned assets" that members of privileged groups" can count on cashing in every day," but about which they "are meant to remain oblivious." (Peggy McIntosh, "White Privilege: Unpacking the Invisible Knapsack.")
Racialized/Racialization 

The Ontario Human Rights Commission speaks to the term racialized and racialization accordingly:

While biological notions of race have been discredited, the social construction of race remains a potent force in society.  The process of social construction of race is termed “racialization.”  The Report of the Commission on Systemic Racism in the Ontario Criminal Justice System defined “racialization “as the process by which societies construct races as real, different and unequal in ways that matter to economic, political and social life.”

When it is necessary to describe people collectively, the term “racialized person” or “racialized group” is preferred over "racial minority", "visible minority", "person of colour" or “non-White” as it expresses race as a social construct rather than as a description based on perceived biological traits.  

Sexism 

The belief that one sex (usually the male) is naturally superior to the other and should dominate most important areas of political, economic, and social life.

Stereotype 

A set of beliefs, generalized about a whole group of people.  All stereotypes come from two key assumptions.  Assumption #1 is everyone who looks like me is like me.  Assumption #2 is everyone who looks the same is the same.

White Supremacy 
White supremacy is a constructed system that is based on assumptions/messaging and systemically embedded/enshrined beliefs that White people are better than everyone else in the world. The resulting effect is that White people benefit from political, economic and social systems that provide them with more privilege and power than racialized people. Many of us think of the term “White Supremacy” as only being linked to extreme racist group such as the Heritage Front or the KKK. The reality is that wherever there is a social hierarchy, this includes Canada, where white people are on top, there is white supremacy and resulting Eurocentrism, the dominance, valuing and promotion of European heritage, culture, cultural products systems, beliefs and way of life as superior to any others.
Xenophobia: An unreasonable fear or hatred of foreigners or strangers, their cultures and their customs.
#3   RHN Scenario
You have been a member of the Network for the past 4 months. During a break at a Network meeting, you overhear a long standing member, Neta Luk making a remark to a new attendee, Ms Nandini Singh, who had shared earlier that she is a relative newcomer to Canada, about Ms. Singh's ability to speak English "without a trace of an accent".  You observe Nandini responding in an annoyed tone to Neta that she had, in fact, been born in a colonial country, further stating, "That is why I speak English with a Western accent" before moving to another seat in the room.   Neta then states to no one in particular, “Well excuse me for giving a compliment.”

While Neta demonstrates an interest and a willingness to develop an anti-oppression analysis she often struggles to understand and implement the concepts.  She sometimes becomes overly defensive and has difficulty hearing and acknowledging how her power and privilege may be playing out.  She 

regularly uses phrases such as “That’s like the pot calling the kettle black,” “I was gypped in that deal,” “They are putting so much pressure on us it’s like they are circling the wagons,” While this generally elicits alarmed expressions, awkward silence, furtive glances and some discussion between other members, as far as you know, no one has addressed the situation with her.
You notice that Nandini has not attended the last few meetings.

What are the issues?

Is this an incident of racism?

How should you, Neta and the organization respond?

What resources would be helpful?

What other implications should be considered?

#4 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.

#5 RHN Structure

MEMBERSHIP – everyone on the RHN listserv is a member

COMMITTEES

1) STEERING COMMITTEE - Supports and facilitates RHN’s work and provides a structure for strategic planning and decision-making.  All Steering Committee members play a leadership role in RHN and have a responsibility to contribute to the Anti-racism / Anti-oppression initiative. 

· Chair 

· Secretary 

· Treasurer 

· Equity Representative 

· Networking Representative 

· Education Representative 

· Advocacy Representative 

· Member at Large

· Member at Large

2) LISTSERV COMMITTEE - Responsible for ensuring optimal functioning of the RHN listserv.  The committee updates the Netiquette Guidelines as needed and takes appropriate action, as indicated in the guidelines, in response to any violations.

LISTSERV SECRETARY adds new members and maintains the listserv.

3) TRANS HEALTH LOBBY GROUP – Trans Human Rights Campaign & other initiatives

4) EDUCATION COMMITTEE – Training for Change project; workshops

PROJECTS

1) ANTI-RACISM ANTI-OPPRESSION INITIATIVE

2) RAINBOW HEALTH ONTARIO

As a founding partner of RHO, an RHN member serves as the Toronto Central rep on RHO’s Community Outreach Team. 

3) GENDER VARIANT SERVICES, DSM 5 review

4) SPECIAL EVENTS, such as LBGTQ HEALTH MATTERS WEEK, INTERNATIONAL DAY AGAINST HOMOPHOBIA, PRIDE events

#6 The Diversity Continuum

By TWI Inc. 

www.twiinc.com/twi-philosophy.html
Zeros  
No problems here:


Think they are fives. These organizations refuse to acknowledge that inequity exists in their organizations and they are not motivated to address equity.

Ones 
Compliance: 



The driving force is the requirement for compliance with external employment equity and affirmative action legislation.

Twos   
Moving Beyond Compliance:  



The driving force is the belief that addressing historically disadvantaged groups is the right thing to do.

Threes  
The Business Case:  



The driving force is the business benefits that result from an equitable and inclusive workplace.

Fours 
Integrated Diversity: 



The driving force is diversity as a core organizational value that is fully integrated and sustainable.

Fives 
Inclusive & Equitable Organizations: 



The driving force is leveraging equity with internal and external stakeholders to be recognized as leaders.

#7 Our Goals as an Anti-Racist Organization

Environmental Support Centre (ESC)

www.envsc.org

Dismantling racism removes barriers to power and access for grassroots organizations by building capacity for transformation.

ESC’s overarching goal is to be an anti-racist organization.

This involves board and staff in a series of trainings that look at the impact of racism in American society and how this affects the groups with whom we work.

We acknowledge that our process may not be perfect but that we must not wait until things are perfect before sharing our experiences or before moving forward with this work.

    * Transparency -- To model the pursuit of being an anti-racist organization and have a transparent process that can be shared with other groups, funders, vendors, etc. we propose the following ...

    * Using Our Access to Build Capacity for Transformation -- Since the struggles and issues of people of color have been systematically set aside because of racism, ESC should bring attention to these struggles and issues. ESC will develop and use processes that allow easy access for groups in impacted communities. 

    * Walking the Talk with our Board and Staff – ESC is committed to developing the leadership of people of color at all levels of the organization and to creating an anti-racist environment for all staff and board including addressing any language differences and/or any cultural barriers.  

    * Advancing Accountability -- ESC is committed to advancing accountability to impacted communities through our  fundraising methods and board membership.

#8 Anti-Racist Organizational Development

National Lawyers Guild. www.nlg.org. To find this document, do a Google search on the name of the document.

The process of Dismantling Racism is not just about individuals changing our behavior and ways of thinking.  This important individual work must in turn trigger a commitment to dismantling racism in organizations in order to position us to move effective and accountable racial justice organizing. 

Organizations, like individuals, can evolve to become anti-racist.  The transformation begins with developing a comprehensive understanding of how racism and oppression operate within an organization’s own walls.  From that analysis comes a commitment and concrete plans for dismantling racism within the organization and in the larger society.

There is no cookie cutter approach to anti-racist organizational development.  The road to anti-racist organizational development is necessarily impacted by the size, structure, mission, constituency and geographic location of an organization.  Some organizations may need to commit to transforming their organization in to a multi-cultural anti-racist organization.  Other predominantly white organizations may decide that it is most appropriate to evolve toward being an anti-racist white ally organization that can work in alliance with organizations of color.  People of color organizations may decide to engage in organizational development to address internalized racist oppression within the organization in order to strengthen their ability to build power for communities of color.

This section of the Dismantling Racism Resource Book is designed to provide tools to help organizations begin the discussion of their anti-racist organizational transformation.  If we build a shared and strong analysis of race and racism within our organizations then we will be able to select the tools and processes to achieve anti-racist organizational transformation most appropriate to our organization. 

for organizations striving to become multi-cultural anti-racist organizations
Anti-Racist Organizational Development

Adapted by Kenneth Jones and Tema Okun based on work done by the Exchange Project of the Peace Development Fund, Grassroots Leadership’s Barriers and Bridges program, and the original concept by Bailey Jackson and Rita Hardiman.

changework
1705 Wallace Street, Durham NC 27707, 919.490.4448

The goals of this exercise are to give you time to begin to analyze your organization in terms of the organization’s anti-racist vision.  This is an evaluation tool.

This evaluation is designed for organizations that are either all white or which include both white people and people of color.

Because racism is reflected in every institution and organization in the U.S., it is also present in progressive, social change groups.  The structures and cultures of non-profits and grassroots organizations reproduce white privilege and racial oppression found in the wider society.  But organizations, like individuals evolve, change and grow.  Groups can transform themselves into anti-racist groups.

We are presenting four states of organizational development.  Most organizations have characteristics from each of the states.  No organization fits any stages precisely, although you will find that one stage may be dominant.  Whatever the dominant characteristics of your organization, it is impossible for an organization at the All White Club stage to move directly into becoming an Anti-Racist Organization.  Any transition requires moving through the elements of one stage to the next.

In order to use this assessment, read through the written descriptions and the chart of characteristics and think about how your organization reflects the various states.  Then fill out the worksheet that follows.

The All White Club

All White Clubs are non-profits that, without trying, find themselves with an all white organization.

These are not groups that have intentionally excluded people of color.  In fact, many times they have developed recruitment plans to get more people of color involved in their group.  However, when people of color join the group, they are essentially asked to fit into the existing culture.  Many leave after a frustrating period of trying to be heard.  After years of trying, the Club cannot figure out why they do not have more people of color in their group; they begin to blame people of color for not being interested in the group’s important issue or work, or they just give up.  They do not understand that without analyzing and changing the organizational culture, norms, and power relations, they will always be an all white club.  While they are good people, they have no analysis of racism or of power relations and no accountability to people or communities of color.

The Affirmative Action or ‘Token’ Organization

The Affirmative Action or ‘Token’ Organization is committed to eliminating discrimination in hiring and promotion.

The Affirmative Action or ‘Token’ Organization sets clear affirmative action goals, clear and unambiguous job qualifications and criteria, a percentage of people of color who need to be in a candidate pool for a new job, and a bias-reduced interview process.  Staff and board are encouraged to reduce and/or eliminate their prejudice and the organization may conduct prejudice reduction workshops toward this end.  There may be one or two people of color in leadership positions.  For people of color, coming into the organization feels like little more than tokenism.

The Affirmative Action of ‘Token’ Organization is still basically a white club except it now includes structural and legal means to bring people of color in.

The Multi-Cultural Organization

The Multi-Cultural Organization reflects the contributions and interests of diverse cultural and social groups in its mission, operations, and products or services.

It actively recruits and welcomes people of color and celebrates having a diverse staff and board.  It is committed to reducing prejudice within the group and offers programs that help members learn more about the diverse cultures that make up the organization.  White people in the organization tend to feel good about the commitment to diversity.  Like the previous two, however, people of color are still asked to join the dominant culture and fit in.

An interesting point to consider is that most multi-national corporations are at this stage, while most non-profits, even social change non-profits, are still predominantly in one of the first two stages.  Multi-national corporations recognize that their financial success is tied to their customer base and their customer base is racially diverse.  So, for example, in states where there are active English-only campaigns, the banks are offering ATM machines in English and Spanish.  This is not to say we should model ourselves after multi-national corporations, but it is worth thinking about how they are further ahead than most of us in thinking about the implications of a changing demographics for their organization.

The Anti-Racist Organization

Based on an analysis of the history of racism and power in this country, this organization supports the development of anti-racist white allies and empowered people of color through the organization’s culture, norms, policies and procedures.

The Anti-Racist Organization integrates this commitment into the program, helping white people work together and challenge each other around issues of racism, share power with people of color, take leadership from and be accountable to people of color, feel comfortable with being uncomfortable while understanding that we are all learning all the time.  

The Anti-Racist Organization helps people of color become more empowered through taking leadership, sharing in the power, transforming the organizational norms and culture, challenging white allies and other people of color, sharing in decisions about how the organizations resources will be spent, what work gets done as well as how it gets done, the setting of priorities, and allowing people of color to make the same mistakes as white people.  

The organization does this by forming white and people of color caucuses, providing training and encouraging discussions about racism, white privilege, power, and accountability, setting clear standards for inclusion at all levels of the organization, reviewing the mission, vision, policies, procedures, board agreements, etc. to insure that the commitment to end racism is a consistent theme, helping people to understand the links between the oppressions, and devoting organizational time and resources to building relationships across race and other barriers. 

