Rainbow Health Network

Anti-Racism Workshop, with Douglas Stewart, March 14, 2009

Summary by Phyllis Waugh

Based on transcript by notetaker Elaine Harley

Goals for the day (from agenda)

) Reflect on how the organization can be more proactive and responsive to issues and incidents of racism

2) Identify necessary organizational structures and practices

3) Review anti-racism initiatives and priorities for the Network for 2009

Notes from discussion, related to each goal

) Reflect on how the organization can be more proactive and responsive to issues and incidents of racism

· Accountability – identify structure, who’s responsible for what. How to get RHN membership more involved.

· Definitions discussion (see handouts)

· Key definitions: Racism; White supremacy; Anti-racism. “Racialized people” is now generally preferred rather than “people of colour”

· Privilege is historical, definition of “white” can change, look at history of marginalized and colonized people, language is important

· Scenario discussion (see handouts and flipchart notes)

· Scenario – problematic encounter between longterm member and new member, who soon leaves the organization. Is it racism?

· If someone experiences racism, is it their responsibility to speak up? How can they be empowered to speak?

· How should organization respond?

· Need to become more aware of hidden types of racism, such as unexamined attitudes and common sayings that are based in oppression

· Discussion of Handout:  Building a Multi-Ethnic, Inclusive & Antiracist Organization, 

· Discussion - Page 4: “The Usual Statements” – also known as “what people of colour never want to hear again from white people engaging in discussions about racism.”
· Brief overview of other relevant sections

· Page 5: Acts & Omissions –Active/covert racism triangle.
· Why people don’t take responsibility. Stuff that happens in passive ways that people don’t necessarily mean or intend.  Sometimes it’s not abuse, it could be ignorance.
· Page 8: Characteristics of Dominants and Subordinates
· Specifically with racism, does any of it play out in this organization?  Are there other things we should pay attention to (e.g. class).  Are there assumptions about age and wisdom?  Or about the way meetings happen, the amount of participation?
· Page 10:  A Chronicle of The “Problem Woman of Colour” in a Non-Profit Organization

· Page 3 The Organizational Spiral
· It might be good to talk to organizations similar to RHN – ask for their experience and inquire if they’d like to share resources.  And can they learn from what you’ve done?
· Diversity and Equity Continuum - Spend some time to think about where the organization is (based on the description of the process to be fully inclusive).
· There was small group discussion and rating of RHN – somewhere between 2 and 4 out of 5

2) Identify necessary organizational structures and practices

· Use ground rules at RHN meetings (see handout)

· Always address oppressive behaviour – identify, act, educate, and sanction. Learn how to do it.

· Complaints process

· “Go to” person for complaints – identified on website, Facebook, etc

· Immediate response mechanism

· Clear messaging

· Videolog (Vlog) on website – different formats, languages

· Etiquette for working with ASL interpreters, add “audism” to definitions

3) Review anti-racism initiatives and priorities for the Network for 2009

· Debriefing process for Steering Committee after the workshop

· Anti-racism report (2006) recommendations

· Get more in touch with how various LGBTQ communities and individuals identity themselves

· Become more reflective of Toronto demographics

· Create more welcoming atmosphere

· Go to communities to do outreach, including youth

· Access & Equity project, Training for Change

· Anti-Racism, Access & Equity policy – where it’s posted can attract people and make links, need inclusive definitions

· Steering Committee recruitment

SMALL GROUP SCENARIO DISCUSSIONS (notes from flip chart)

Group 1
Resources needed

– communication from board to the individual – response
– articulate the roles and definitions re: responsibility – explicit

– posted on website
– volunteers / $$
Implications


– listserv – self moderate – monitor or not?

– people will leave, lose good people

Group 2 

Resources needed

– advanced FAQ (netiquette)

– clear examples – unacceptable language that expresses or supports racism/colonialism

– person who is a resource (“go to” person) – someone good at interviewing.

– authority to act – conflict resolution (vs. committee) – specific to committee or list

– open meetings – start with review of principles – past-policy

– built into every meeting – reinforce that talk outside formal meetings

– comments (like Doug’s group guideline for meetings)

– complaints process

– immediate response/mechanism 

Implications


– who else heard the exchange and was affected

– need to deal with all parties and to reference in meetings

Group 3
Issues

– excluding someone on basis of difference

– racism

– minimizing recognition of racist comments


– other members not addressing situation (lack language, discomfort with addressing/confrontation – most people sit back)

– how to deal with resistant people – character driven

– how should organization respond – take person aside (leadership)

Resources needed

– communication consultant (how to raise issues)

– ongoing anti-racism training

– policy (anti-discrimination/racism)

– guidelines and strategy

– mediation

Implications

– carefully balance “policing”

– timing – when to step in

Group 4

Resources needed

– vlog (videolog) – on website (text, sign/ASL, auditory, different languages)

– posting complaints process (person who mediates complaints well known to provide “safe space” for complaints)

– debriefing process in place for steering committee/more learning

