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Preamble:

Dignity Network Canada’s work, both internally and as a collective of Members, is grounded in
our shared vision of global social justice, human dignity and inclusivity for all people regardless
of race, class, religion, sexual orientation, gender identity and expression and sex
characteristics. Our policies are designed to meet our internal needs as an organization. They
are guided by principles of anti-oppression, anti-racism, gender equality, human rights, and
international cooperation. Our policies and activities are informed by our Vision, Mission, Values
and Strategic Directions and will be regularly revisited by the organization.

1.0 Purpose

The purpose of this policy is to set out a framework for how Dignity Network Canada thinks
about and works to address racism, oppression and disctrimination in its structure, operations
and organizational culture. It is a living document and will be changed and improved as needed.
This is meant to be a guide for both staff, volunteers and Board members, and it is aligned with
and a companion document to our Gender Equity Policy.

2.0 Policy Statement and Commitments

DNC acknowledges the realities of systemic racism and powers of colonial oppression in place
on the traditional territories of the numerous Indigenous populations of Turtle Island, and
Canada.

The vestiges of colonialism and the Atlantic slave trade are woven into the fabric of our society
and as such have long-lasting and systemic repercussions that affect racialized populations and
an particular Black and Indigenous Peoples of Colour (BIPOC). We acknowledge the impact of
colonialism on the human rights and dignity of people, including in relation to SOGIESC issues
and the imposition of white supremacist colonial gender norms both at home and around the
world.

As an organization, DNC is committed to approaching all of its work through a lens of
anti-racism and ensuring that meaningful change and growth is brought from within the
organization as much as possible. As such, we strive to actively:



e Promote diversity, equity and inclusion in all of our activities, materials, initiatives, and
daily operations and fully take into consideration differences in background, experiences,
and perspectives in its governance structures and programs.

e Engage in a process of continual learning and education to create a work environment
that is safe for its employees, members, and collaborators who face systemic racism and
discrimination.

e Strive to work towards the removal or reduction of systemic barriers that have prevented
equal participation and active opportunities for all people, in particular people of colour.

e Increase access and participation of volunteers, staff, Board members and program
participants, especially for those who are marginalized, disadvantaged or oppressed.

e Encourage individuals to participate fully and to have complete access to DNC’s
programming, employment, governance structures and volunteer opportunities. It shall
make every effort to see that its structures, policies and systems reflect all aspects of the
community— and to promote equal access for all.

To this end, DNC will actively strive to fulfill the procedures outlined in this policy.
3.0 Definitions
For the purposes of this policy:

Anti-Oppression is the work of actively challenging and removing oppression perpetuated by
power inequalities in society, both systemic oppression and individual expressions of
oppression.

Anti-Racism is the practice of identifying, challenging, and changing the values, structures and
behaviors that perpetuate systemic racism. This includes acknowledging, understanding, and
internalizing that colonialism and white supremacy permeate the very fabric of our society and
therefore must be actively questioned and dismantled, both on a personal level, and on a
systemic level, in order to truly engage in anti-racist practices.

Discrimination may take two forms - direct or indirect. Direct discrimination refers to unequal or
unfavourable treatment on the basis of a prohibited ground. Indirect discrimination means equal
treatment that has a disproportionate, negative impact on a particular individual or group. This
can be contextual and differs greatly from every individual’s situation and lived experiences.

Diversity is the presence of a wide range of human qualities and attributes within a group,
organization, or society. The dimensions of diversity include, but are not limited to, ancestry,
culture, ethnicity, gender, gender expression, gender identity, language, physical and intellectual
ability, race, religion, sex, sexual orientation, sex characteristics and socio-economic status.

Equity refers to a distinct process of recognizing differences that are inherent within individuals
in order to achieve equality in all aspects of an individual’s life. When people are treated
equitably, they are recognized for their visible and invisible differences.



Inclusion is creating an atmosphere that promotes a sense of belonging where everyone feels
respected, heard, understood, and valued for their uniqueness. In an inclusive environment,
each person is recognized and developed, and their skills are routinely tapped into. Inclusion
values people because of, not in spite of, their differences so everyone can fully participate and
thrive.

Individual Oppression is demeaning and oppressive behaviour towards and treatment of a
particular group or category of people, expressed through individual attitudes, beliefs and
values.

Intersectionality refers to the interconnected nature of social categorizations such as race,
class, seuxal orientation, sex, gender identity, and other categories as they apply to a given
individual or group, regarded as creating overlapping and interdependent systems of
discrimination, privilege or power.

Oppression is the use of power or privilege by a socially, politically, economically, or culturally
dominant group (or groups) to disempower (take away or reduce power), marginalize, silence or
otherwise subordinate another social group or category. Systemic Oppression consists of
practices, policies, laws and standards that disadvantage a particular group or category of

people.

Systemic barriers are policies, practices or procedures -past and present- that result in some
people receiving unequal access or being excluded.

4.0 Policy Principles

DNC'’s Anti-Racism / Anti-Oppression Policy is based on the following principles:

e To actively challenge systemic and individual oppression as a result of power inequality
expressed through attitudes, beliefs, values, and actions.

e To putinto practice the elimination of all forms of inequity, exploitation, and discrimination
against peoples and individuals based on factors including: age, race, colour, culture,
religion, creed, ethnicity, language, disability, socio-economic status, ancestry, sex,
gender identity and expression, sexual orientation, sex characteristics, family or marital
status, number of dependents, record of offenses (in employment), receipt of public
assistance, citizenship, and residency/migratory status, and any forms of inequity
perceived and lived by marginalized individuals.

e To integrate equity, equality, inclusiveness, diversity, access and respect in all
organizational decision-making processes, day-to-day practices, and programming.

5.0 Strategies

5.1 Governance



DNC will identify and strive to overcome barriers that may prevent individuals from diverse
racialized communities from becoming board members and/or committee members. In support
of this objective, DNC will:

e Seek to recruit board nominees that represent the racial diversity of the communities we
serve. New members of the Board of Directors will receive an orientation to the mission,
vision, values, policies, organizational goals, board functions and responsibilities with
respect to anti-oppression. Board members will be accountable for providing leadership
in helping the organization fulfill its mission and goals relating to anti-oppression.

e |dentify, and strive to remove or reduce barriers that prevent or discourage the
participation of racialized people in our Board and committees.

e Encourage a governance culture that honours, includes, and facilitates a diversity of
voices and ways of participating for all people. This includes ensuring that
decision-making processes enable a range of styles of participation that are suited to the
issue at hand, and to the diversity of perspectives and styles of all Board members,
regardless of gender identity, sexual orientation, racial or cultural background. DNC'’s
Board commits to consider decisions and discussions through the lenses of diverse
perspectives and those decisions be made with consideration to the concerns of all
members and stakeholders. The Board also encourages its members and its potential
appointees to give feedback regarding this process and to openly discuss any lived or
perceived occasions and instances where this participation was not inclusive.

e Build the capacity of Board members, committees, management, and staff to ensure that
they demonstrate anti-racist and inclusive transformative attitudes and behaviours.

5.2 Human Resources

Staff and volunteers of DNC will foster an environment of inclusion and diversity, where
discrimination, interference, restriction or coercion in hiring, termination, training, upgrading,
promotion, transfer, lay-off, recall, discipline and ongoing management will not be tolerated. The
organization and its constituents will take the feedback of racialized individuals and people who
face systemic oppression and lack of equal opportunities into constant consideration to improve
its internal practices and activities.

DNC will actively seek and invite racialized applicants, and individuals from marginalized
communities who systematically face oppression for volunteer roles, employment, Board and
committee membership from diverse communities and partners across the country.

DNC will build the capacity of Board members, committees, management, and staff to ensure
that they demonstrate anti-racist and anti-oppressive attitudes and behaviours. It is committed
to providing adequate training, information, education, and any and all elements that can further
the awareness, understanding, and integration of anti-racist practices within its organization.



The Board of Directors will select any future Executive Director from a field of candidates with
the requisite knowledge and experience in managing or working in a culturally diverse
environment and a proven commitment to Anti-Racism and Anti-Oppression.

As part of performance reviews, DNC staff will be evaluated on their role in helping the
organizations achieve its goals for anti-oppression and anti-racism.

5.3 Operations, Programs and Partnerships

DNC will strengthen its internal capacities, and work to strengthen those of its members and the
broader sector, to carry out a AR/AO analysis in policy and programming processes and
activities, and to advance inclusive and anti-racist outcomes, particularly as they relate to
Canada’s role in the world supporting SOGIESC-related human rights. In support of this
objective, DNC will strive to:

e Acknowledge that certain programs are inherently more accessible to some individuals
or groups than to others. Therefore, DNC will work to ensure that, to the extent feasible,
all members, volunteers, staff, board members, and partners, particularly those who
have been marginalized, see themselves and their needs reflected in the programming
undertaken. This also includes integrating this awareness and understanding into work
done with partnerships such as the management of the Act Together for Inclusion Fund
(ACTIF).

e Review all program materials or practices for discriminatory bias, stereotyping,
marginalization or exclusion, and revise as necessary.

e Provide adequate resources and training to assist staff to design and use programming
effectively in order to challenge all forms of oppression, and to actively dismantle white
supremacy and considerations brought forth systemic racism, as they engage in their
work with the Board of directors, DNC members, volunteers, and those outside of the
organization.

e Be a proactive example to members and to continually highlight good practice with
respect to anti-oppression, even where that practice may question privilege and, in so
doing, make some uncomfortable. This includes an ongoing commitment to addressing
and dismantling white fragility, actively listening to all feedback received from racialized
partners, staff, and Board members, to ensure any and all concerns are taken into
consideration and integrated into the ongoing policies and activities of the organization.

e Utilize events and communications as opportunities to challenge bias, discrimination and
oppression. We will screen all content submitted for inclusion in any external
communications for language or ideas that can be perceived as discriminatory
oppressive. Our marketing, fundraising, campaigns, publications, digital
communications, policies, and media communications will highlight and reflect our
commitment to racial diversity. Communications will aim to employ inclusive language
and images, and avoid reinforcing harmful stereotypes. We strive to utilize and abide by
an approach of “nothing about us without us” and “do no harm”, within which members of
oppressed or marginalized communities should have final say in how, when, and why



they are portrayed. This is also reflected in the process of consent, and consideration for
individual and collective safety.

e Network with like-minded organizations in the international cooperation sector seeking to
advance anti-racist and anti-oppressive practices, to help inform DNC’s work and realize
the objectives of this policy.

e Support members’ analysis and advocacy efforts related to anti-oppression and
anti-racism, particularly in the international cooperation sector.

e Strive to create a positive, safe, inclusive, and physically accessible space for all
meetings, orientations, training, gatherings, and conferences. This includes providing
adequate digital accessibility, as much as possible, for those who cannot attend events
in person.

5.4 Organizational Practices

DNC will ensure a supportive, equitable and inclusive work culture for staff and volunteers
through appropriate organizational decision-making, human resources policies and practices. In
support of this objective, DNC will strive to:

e Pursue an organizational environment and decision-making processes that include and
value varied perspectives, voices and priorities. This includes actively requesting
feedback from all concerned parties through diverse means and an open line of
communication.

e Ensure that staffing and human resources decisions related to hiring, training, transfers
and promotions are grounded in a concern for equity, as well as other historical
workplace inequalities, in particular when taking into consideration equal access to
opportunities.

e Promote and ensure that a positive work environment, free of all forms of harassment,
abuse and discrimination, is upheld by all management, staff and volunteers. This will
include putting in place mechanisms (such as our Preventing Sexual & Gender-Based
Discrimination, Harassment & Violence Policy) to enable and encourage those who
experience or witness misconduct to come forward, and to ensure that perpetrators are
held accountable and prevented from causing any further harm.

e Ensure that DNC’s policies and practices are responsive to and reflect our priority to
promote a healthy work/life balance and a family-friendly work environment for all,
including in relation to physical and mental health, especially as they may relate to
issues of racial inclusivity and/or oppression that aren’t necessarily perceived as
important, or understood by non-racialized individuals.

e Ensure that any and all DNC-led activities and programming encourage racial diversity in
terms of participants, and promote equity and racial diversity in terms of presenters,
panelists and speakers, and communications practices.

5.5 Membership



DNC will foster an environment where every member organization and associate will be treated
without any discrimination, interference, restriction or coercion. DNC will actively seek and invite
applicants for organizational membership and associates from diverse communities and
identities across the country if they align with the mandate and mission of the network. The
Membership Committee will seek feedback from members on issues related to inclusion and
accessibility and work towards the removal of barriers to their active participation in the
organization.

6.0 Policy Development

The development of all DNC policies will occur within an inclusive, intersectional, anti-colonial,
and anti-oppressive framework. When the Governance Committee conducts its reviews of DNC
policies, it will consider how the policies fit within our inclusive and anti-oppressive framework
and recommend improvements to policies and practices as necessary.

7.0 Addressing Concerns

DNC will establish an effective process for resolving concerns and complaints that may arise
from staff, volunteers, the Board and its members’ experience of unfair, inequitable or
oppressive treatment within the organization, in particular as it pertains to issues of race and
cultural discrimination. This policy will be linked to DNC’s other equity, complaints and
anti-harassment policies and procedures. Questions or concerns regarding the content of the
policy itself should be directed to the Executive Director.

8.0 Obligations

The following responsibilities and reporting requirements apply to this policy:

e The Board of Directors and Executive Director are ultimately responsible for the
implementation of this policy and for ensuring that staff have the time, knowledge and
resources to fulfil this mandate.

e The Co-Chairs are responsible for confirming a commitment to a climate conducive to
upholding this policy during Board meetings and as part of overall governance.

e All staff have a responsibility to work towards the realization of the goal and objectives
outlined in this policy, and to do so with the support of management and the Board of
Directors. This can be integrated into staff performance review..

e As part of DNC'’s planning and evaluation cycle, a review plan will be developed for this
policy and evaluated in terms of specific actions, responsibilities, resources and
timeframe related to the accomplishment of goals of this policy. The plan will be
integrated into the broader operational plan for the organization.

e As part of regular annual reporting, the Executive Director will report to the Board each
year on the implementation of the policy, and dedicate time for Board and staff reflection
and review (achievements, gaps, challenges and lessons learned). This reflection may
lead to further recommendations and changes to this policy.



9.0 Orientation

Dignity Network Canada, as part of its standard on-boarding and ongoing support to staff and
Board will include anti-racism / anti-oppression training and orientation. Orientation will cover an
overview of this policy and our procedures and practices pertaining to equity, anti-racism and
anti-oppression in our work.



