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CommunityWise Resource Centre

The New “Old Y”’

Why tenants fought for their shabby home



Grounding Assumy/
/ /

Racism can be compared to smog:

“Sometimes it is so thick it is visible, other times it is less
apparent, but always, day in and day out, we are breathing it
in”.

- Dr. Beverly Tatum



I #vote ssout piscomtor

“The key to moving forward is what we do with our
discomfort. We can use it as a door out—blame the
messenger and disregard the message. Or we can use it as a
door in by asking, Why does this unsettle me? What would it
mean for me if this were true?”

Robin DiAngelo, “White Fragility”



COVID-19 AND VISIBLE MINORITIES
Cumulative case rate per Visible minority as percentage
100,000 (as of Nov. 28) of population (2016)
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Problem Woman of Colour



http://www.youtube.com/watch?v=ETjjClfsunY

The “Problem” Woman of Colour in the

o5~ Workplace

white leadership

The Woman of Colour
enters the organization
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repetitive injury &

\ Mmicroaggressions
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Response
= the organization denies, ignores, and
blames
= the responsibility of fixing the problem
is placed on the Woman of Colour
= People of Colour are pitted against
one another

denial of racism

\_ target & attack

8

Adapted from “The Chronicle of the Problem Woman of Color in a Non-Profit” by the

g

o
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Honeymoon B

= the Woman of Colour feels g
welcomed, needed, and E
happy o

Reality
= the Woman of Colour points out
Issues within the organization

= she tries to work within the

organization's structure and policies

= she pushes for accountability

Retaliation

« the organization decides that the

woman of colour Is the problem and
targets her

« the organization labels the conflict

as a “communication issue” or
claims that she is not qualified or
“not a good fit

The Woman of Colour
exits the organization

Prog Alliance for e

WWW.Coco-net.org

I

The “Problem”
Woman of
Colour in the
Workplace
COCo, 2018



Accountable Space Guidelines (1 0of 2
| Share the space. Be mindful of your speaking t| ke sppafefoy o /
speak, and avoid interrupting others.

Understand that individuals experience racism in different ways. Recognize
“that each experience and viewpoint is valid even if they differ; validate
experiences rather than lecturing or giving advice. Consider that you do not
"needto agree with a perspective in order to understand it.

Speak for yourself. Use “I” language; don't speak for others and don't share
someone else’s stories or experiences. Notice your own biases/judgments and
avoid making assumptions about other people.

Examine your own privilege and be aware of potential power dynamics that
you might contribute to within a space.



Accountable Space Guidelines (2 of
Recognize that we are all in a place of learning. If S tyl /
problematic - apologize, listen to the voices of others, and then‘learn ahd ‘
adjust.your behaviour.

Be open to calling in harmful attitudes as well as open to critical self-reflection.
If an individual tells you that something you said was harmful to them, listen.
Use these situations not to harass or call out, but as a learning experience.

Take care of yourself. Think of someone you trust whom you can debrief with
and plan to contact them. It's okay if you need to leave the room at any time.
Facilitators are available for follow-up conversation.



A new belief
system to
disrupt
systemic
racism

Janaya Future Khan (Sunday Sermon, |G @janayathefuture, June 14)


http://www.youtube.com/watch?v=oIC_7o3JqN0

| identify how | may
unknowingly benefit from Racism.

| promote & advocate
for policies & leaders

| recognize racism is a that are Anti-Racist.

present & current problem.

| seek out questions that | sit with my
| deny racism is make me uncomfortable. discomfort.
a problem.
| avoid | understand my own | speak out when | see
hard questions. privilege in ignoring racism. Racism in action.

Learning Zone Growth Zone

Becoming Fear Zone
Anti-Racist

| strive to be | education myself about | educate my peers
comfortable. race & structural racism. how Racism harms

our profession.
| talk to others who

look & think like me. | am vulnerable about my
own biases & knowledge gaps. | don’t let mistakes

deter me from being better.

| listen to others who think &

look differently than me. . .
| yield positions of power to

those otherwise marginalized.

| surround myself with others who
think & look differently than me.

Becoming
Anti-Racist: Fear,
Learning,
Growth
Andrew M.
Ibrahim MD,
MSC



Implicit Bias
“Preference”

/I

Workplace”

Beliefs /
Attitudes

Stereotyping
“Set Image”

B. Thomas and C.
Systemic Novogrodsky, 1983

Racism

Prejudice
“Pre-Judge”



whatis Ant-Racist//// /)]

. Organizational
. Change (AROC)?



T e AROCE

e Organizational Change is about reviewing and
modifying management structures and procedures. For
example, making changes to policy, hiring practices, and
governance.

e Anti-Racist Organizational Change is about making
those changes in a way that intentionally addresses
organizational racism and creates greater diversity,
inclusion, and equity.

-



EQUITY is the removal of systemic barriers.




- Organizational Racism

Organizational racism refers to the way normal, seemingly
neutral or objective organizational policies and systems
(e.g., the way we hire people, recruit board members, develop
programming, make decisions, etc.) can create disparities in
access and outcomes for racialized and Indigenous
individuals and communities. If not addressed, these pdalicies
and systems can increase disparities in power. It refers to
organizational practices, which are related to but different from
the racist behaviour or unconscious bias of individuals.
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Anti-Racism

Anti-racism is the active, on-going process of dismantling
systems of racial inequity and creating new systems of racial
equity. Anti-racism demands that this work be done at the
individual, institutional, and cultural levels in order to effectively
address systemic racism.

Anti-racism is an approach, not an end-point, and provides a

. useful frame for an organizational change process.



RELATIONSHIPS

Center the

experiences of your
stakeholders who
identify as Black,
Indigenous, and
racialized

ONGOING LEARNING

Evaluate and reflect
on your efforts;
consider where you
may need to recover
and repair

I

ACCOUNTABILITY

Do the things they
want you to do (i.e.,
take informed
anti-racist action)

AROC, distilled

CommunityWise,
2020
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Organization as Onion L
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EXTERNAL COMMUN’CATIO
PROGRAMS AND WORKSHQP Ns
S

EXTERNAL CONTEXT
&
SYSTEMIC FACTORS

CommunityWise adapted the onion model from INTRAC, the international NGO Training and Research Centre. Image by Skye Louis

Organization as

onion

Adapted by
CommunityWise
from INTRAC,
image by Skye
Louis



Motivated by Fear

.« «  « « < 4 . Inactive

Which org
are you?

Kettve Performative

&

Aligned with Values
of Anti-Racism

Perpetuating

Porous





https://www.dailymotion.com/video/x7wwav7
https://docs.google.com/file/d/1UXNj0aMGYs4qelo99d9tbRb3T3LnAnY7/preview
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What’'s the

goal?
CommunityWise,
2020

Intersectionality
Equity
Anti-Racism
Decolonization
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Thank You SRS
communitywise.net/aroc - - - -
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