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Introduction

“[E]nvironmentalists who have become more alert to the influence of social constructions of culture in organizing and experiencing environmental conditions, and concerned about the homogeneity of their movements,, their work is not to merely bring people of colour into their fold, but to engage people of colour- and a commitment to anti-racism – towards the creation of whole new objectives and tasks

- Andil Gosine, “Race-Racism in Popular Envrionmentalism” p. 193 (2002)
The Fraser Basin Council and Georgia Strait Alliance partnered in 2008 to submit a joint application to the Fraser Salmon and Watershed Project to work with “Culturally and Linguistically diverse” communities. The Georgia Strait Alliance had been working to engage with Punjabi and Chinese speaking communities in the lower mainland since 2004. The basis of their outreach was through ToxicSmart an education and outreach program that was created to generate awareness of how toxic chemicals that we use in our homes and the environment can have an impact on human health and the environment. Both the Georgia Strait Alliance and the Fraser Basin Council work towards salmon conservation in various ways so the opportunity to partner provided both organizations with an increased capacity to reach a wider audience.

The groups partnered to a Culturally Inclusive Watershed Education and Engagement Project. 

 The objectives were as follows:

1. 30 active and engaged watershed champions from culturally diverse backgrounds (15 Chinese; 15 Punjabi) deliver 90 in-language community workshops to facilitate learning about impacts to watersheds and promote salmon & watershed friendly behaviours. 

2. Education materials developed in three languages (Punjabi, Chinese and English) to broaden awareness of the connection between communities, watersheds and the marine environment and actions to enhance watershed health.

3. Qualitative and quantitative baseline information on the barriers to, and opportunities for, behavioural change amongst two CALD communities to enhance watershed sustainability gathered and communicated to stewardship groups, local governments and agencies. 

4. Two local governments and two First Nation communities engaged in, and supportive of, the project and its objectives.

5. Add value to the existing community of practice through a transferable framework for successfully implementing culturally inclusive watershed education projects in other communities, language groups or jurisdictions
During this process of collaboration some challenges and important learnings emerged.  These are some of the challenges that reflect the barriers within the broader environmental movement. In Canada in particular there has been much hesitancy to acknowledge the role that power and privilege play in shaping policy priorities within the environmental movement. In particular it has been challenging to address the whiteness of the movement and how that creates a barrier for the involvement of people of colour within the movement. There is an assumption that people of colour don’t care or are uninformed about environmental issues which is why there is not representation or participation within the movement. However there is not an examination of what issues may be of concern in various communities reflecting the class difference that might lead to prioritizing different issues or an examination of the other barriers to participation. 

While there is a desire to create a more inclusive movement there is a reluctance to address issues of environmental justice and environmental racism as these are issues that are deemed to be political or radical concepts. However, acknowledging the power structures that exist in our society and being able to address the root causes of the barriers to participation for people of colour within the movement is an important part of this process and a necessary step to creating more inclusive spaces. This process can involve the undoing of some difficult beliefs and assumptions which can be an emotional and challenging process but one that is worth seeing through. This is a process of learning and collaboration that may not always be measured through quantifiable results. This is work that is more of a process and one that requires time and patience. It is our hope that this framework can be used as a tool to help build a more inclusive movement that represents the diverse voices in our community. 

Migrant Profile of the Lower mainland

In 2006, Census Canada counted 831,265 foreign born residents which represents an increase of 92,715 between 2001 and 2006. Metro Vancouver has a diverse population with foreign born residents representing approximately 40% of the total population in 2006 compared to 20% nationally.
The most numerous groups of recent immigrants are of Chinese (26.1%), Hong Kong (11.2%), Filipino (8.7%), UK (5.3%) and Indian (4.9%) origin. The classification of “recent immigrants” refers to those who immigrated in the last five years.

Based on the 2006 Census figures, 50.0% (286,710) of the city of Vancouver’s population identified English as their mother tongue, while 50.0% (286,175) identified a language other than English as their mother tongue. Other than English, the top ten other "mother tongue" languages are: Cantonese (63,695 speakers), Mandarin (22,565), Tagalog, 16,050) Punjabi (15,505), Vietnamese (10,440), French (9,290), Spanish (9,290), Korean (7,870) and Japanese (7,040). After English, Chinese languages account for 27% of the languages spoken at home, which is followed by Punjabi which is spoken in 8% of the homes in Metro Vancouver (Stats Canada, 2006). 

Given the diversity of languages spoken in Metro Vancouver make it imperative to ensure that measures are taken to engage with those for whom English is not a first language. The barriers to civic participation and policy formation can create a large disconnect. Within the environmental movement In order to ensure that policy priorities reflect the needs of all members of our community there needs to be efforts to engage with communities for who English is not a first language. 

Multiculturalism versus Anti-Racism

There is an important distinction between multiculturalism and anti-racism. In his recent work “Rethinking ‘Green’ Multicultural Strategies” Beenash Jafri (2009) identifies a preference for environmental organizations within Canada to adopt a framework for outreach based on multiculturalism rather than an anti-racist position. He states that:

“The deployment of these types of frameworks, which in general focus on cultural difference as the primary gap or problem limiting the participation of people of colour in the environmental movement, serves to obfuscate both the role of systems of power and privilege in creating this exclusion as well as the ways in which frameworks of diversity and multiculturalism may themselves reinforce white hegemony”

Multicultural approaches focus on celebrating difference and have an emphasis on culture or language as the basis of difference and view culture as being static. Couched in this belief is an assumption that if a group can adapt to a new culture or assimilate the beliefs they will overcome this cultural difference. This often renders the dominant cultural group as holding the “right “ point of view and that once educated or informed the marginal group will be able to adapt. Multiculturalism can often shut down conversations of racism, power and privilege and the burden of cultural difference rests with the minority group to adapt rather than the dominant group needing to respond to an imbalance of power. 

Anti-racism focuses on the structures, beliefs and institutionalized practices that produce privilege and dis​advantage. Instead of reinforcing mythologized cultural differences, anti-racist education focuses on the fundamental injustices of how these differences came to be vested in hierarchies of social, economic, and political power. When the imbalances of power and privilege are made visible and understood we can then work towards dismantling the structures and practices that perpetuate institutional forms of racism. 

 Environmental Justice and Environmental Racism

The environmental justice movement initiated 30 years ago in response to the building awareness of how environmental degradation and pollution was disproportionately impacting communities of colour. The movement gained most of its moment in the United States as lower-income people and persons of colour fought to ensure that their health and communities were protected from environmental degradation. The movement gained much recognition and the Environmental Protection Agency (EPA) in the United States was propelled to define environmental justice as follows: 
The fair treatment and meaningful involvement of people of all races, cultures, incomes and educational levels with respect to the development and enforcement of environmental laws, regulations, and policies. Fair treatment means that no group of people should bear a disproportionate share of the negative environmental consequences resulting from industrial, governmental and commercial operations or policies. Meaningful involvement means that: (1) people have an opportunity to participate in decisions about activities that may affect their environment and/or health; (2) the publics contribution can influence the regulatory agency's decision; (3) their concerns will be considered in the decision making process; and (4) the decision makers seek out and facilitate the involvement of those potentially affected. 

In order to understand some of the barriers that exist for recent immigrants within the environmental movement we must understand the context or systemic barriers that are at place. The most significant problem facing people of color is the institutional and cultural racism which results in discrimination in access to services, goods and opportunities for participation in shaping policy. 

 Institutional racism involves polices, practices, and procedures of institutions that have a disproportionately negative effect on racial minorities' access to and quality of goods, services, and opportunities. Systemic racism is the basis of individual and institutional racism; it is the value system that is embedded in a society that supports and allows discrimination. Institutional and systemic racism establishes separate and independent barriers. 

Institutional racism does not have to result from human agency or intention. Thus, racial discrimination can occur in institutions even when the institution does not intend to make distinctions on the basis of race. In the context of racism, power is a necessary precondition for discrimination. Racism depends on the ability to give or withhold social benefits, facilities, services, opportunities etc., from someone who is entitled to them, and is denied on the basis of race, color or national origin. The source of power can be formal or informal, legal or illegal, and is not limited to traditional concepts of power. Intent is irrelevant; the focus is on the result of the behaviour. When immigrant communities voices and values are excluded from the decision making process they do not have representation in those policies or what is defined as priorities within the movement. 

Preparing organizations for anti-oppression based engagement?

Is your organization ready for Anti-Racist Engagement?

One of the most challenging features Anti-Racist engagement is that it requires the genuine sharing of power between white people and people of colour within an organization. This can only happen if there is a real and substantial shift in the culture of the organization. Before

implementing an anti-racist engagement program , prepare your organization so that it

is a respectful and hospitable environment for people of colour. Engage in anti-oppression training to see the contexts where cultural assumptions of difference are made. Create opportunities to learn together and acknowledge that in this process mistakes will be made but it is necessary to be open to these challenges in order for us to grow as individuals and as organizations. 

Ensure there are strong allies and advocates.

Strong allies are necessary to train, mentor and support participants. Without the allies in place,

traditional management structures and stereotypes may be too powerful to overcome.

Hold anti-racist training for staff, management and board. 

Help all parts of the organization to put aside prejudicial attitudes about youth and prepare them to surrender some of the privileges of white power.
Review your organizations policy and practices on inclusive decision-making. 

Decision-making structures should reflect the clientele, membership and community
served by the organization. For people of colour to have a voice in decision-making, there needs to be a proportional number of places for people of colour at the table.

Create and implement a mechanism for people of colour to safely raise concerns and to challenge organizational practices.

This means opportunities for people of colour led discussions with no fear of reprisal and a genuine commitment by the organization to listen and to respond.
Engagement within an anti-oppression framework

What does it mean to work from an anti-oppression framework?

Actively working to acknowledge and shift power towards inclusiveness, accessibility, equity and social justice. Ensuring that anti-oppression is embedded in everything that you do by examining attitudes and actions through the lens of access, equity and social justice.

Being conscious and active in the process of learning and recognizing that the process as well as the product is important.

Creating a space where people are safe, but can also be challenged.

Putting Concepts into Practice

People can know all the “isms,” but still not put into practice anti-oppression. They can see and understand the oppression in their own lives but fail to acknowledge the oppression of others. It takes time to internalize and operationalize. In the meantime, facilitate the process by setting

the groundwork for anti-oppression:

Create an anti-discrimination policy. 

Ensure that the policy is distributed and understood by all the staff and participants. It represents a minimum standard of conduct and is something to fall back on if any disputes arise over the course of the program. An anti-discrimination policy is absolutely necessary if no anti-oppression training is included as a part of the program.

Conduct anti-oppression training. 

This is a common practice in many organizations. A workshop can familiarize participants with the concepts and language of anti-oppression. It provides the basic tools for identifying and analyzing oppression. An anti-oppression workshop at the beginning of the program sets the foundation but training must be ongoing. Consider conducting multiple workshops as different issues arise during the program.

Create a Set of Ground Rules. 

As an introductory exercise, ask participants to establish ground rules for working with one another. Typical suggestions include respect, listening, and co-operation.

Write the results on flip-chart paper and post it in the room. It is useful to revisit the social contract before anti-oppression training, or when things get heated in the group. It is a reminder of how the participants have elected to work with one another. When developing your social contract, consider the following questions: What has to happen for the group to succeed?

How should the group resolve conflicts?

What happens if someone is being disrespectful?

Who gets to decide what is disrespectful?

Is the facilitator bound by the same rules?

How do we amend the social contract?

Be a role model. 

In practice, anti-oppression education is an evolving process. The important learning often happens outside the workshops and in the moment as the group struggles with how they work with one another and how they act in the world. The facilitator plays a pivotal role in this informal learning process. Consider how your own behaviour might better embody the values and principles of anti-oppression.

Outreach and Recruitment 

One of the strategies to recruit and engage with communities is to find connections with the community in places where they are already engaging. In order for environmental groups to engage with people of colour or recent immigrants it may be beneficial to partner with other agencies who are working with these groups and who have an anti-oppression or anti-racist framework that shapes their work. 

Representation and accountability 

Representation is linked to accountability as well as diversity. 

We need to move beyond just having diverse faces at the table, as the individuals present may not be engaged in the community that they are intended to represent. Being from a community of colour does not mean that a person is engaged in the same experiences as other members of the community. Third generation persons of colour will have a different experience and access to opportunities than recent immigrants. It is important not to tokenize the voices of participants or staff. 
There is no one person who can speak on behalf of a community.

Unfortunately, it often happens that youth are invited to participate as though their individual voice were representative of a community, neighbourhood or, sometimes, of all people of colour or of their particular cultural group. If people of colour are expected to speak on behalf of some larger community, mechanisms must be in place to ensure that they are, in fact, representative of that community. They also have a responsibility to report back and engage in an ongoing dialogue with the community.

Programs that are insincere are ineffective 

In order to provide meaningful opportunities for people of colour, programs

need to go beyond a tokenistic or superficial inclusion of these groups. Organizations must make a real commitment to initiatives that will deliver substantial and long-term benefits to people of colour.

When is diversity programming exploitative?

When diversity initiatives are tokenistic or opportunistic.

· Predominately white organizations may be interested in accessing sources of funding but have no real commitment to engaging people of colour.

· When people of colour are invited to participate but their views are not valued and they have no opportunity to speak or the issues and concerns they raise are not seen as important. 

· When people of colour are being used as a kind of “poster child.” When participants are 

are invited to participate in high profile or media events, but there is no real investment in them in terms of long-term support or skill development. This can often happen when organizations want to profile the people of colour but have no desire to support long term projects or address the root causes of the barriers to participation. 

Access, incentives and enabling participation 

Acknowledging the barriers that exist for certain communities to participate in these learning processes which may be barriers based on class difference or other barriers to access. Some ways to reduce barriers to participation are to:  ensure that participants receive remuneration for their participation in programs, ensure that the process is participatory rather than an education model so that the voice and perspectives are captured, allow for the participants to select the time and location of the sessions, provide access to transport or bus tickets, and provide child care support.

Most importantly it is important to allow for a structure that is ensuring that participants are valued for their equal contribution to your organization, especially if this is the early stages of your engagement process. The participants in the project are providing as many valuable opportunities for learning a growth to your organization as your organization is providing to them. Ensure that the same respect is afforded to participants as any staff; board member of volunteer would receive. 

Conclusion

The work of creating inclusive spaces where meaningful engagement of all members of society occurs can be challenging and confronting as it requires a critical examination of our assumptions, and positions of power and privilege. It is important to acknowledge that the barriers to participation in the environmental movement for people of colour are a result of a confluence of larger social issues. In order to have meaningful and respectful engagement with these communities it is incumbent upon the environmental movement to acknowledge and address these issues by ensuring that the process by which we engage with communities of colour is not replicating these patterns.

Additional Resources and Information

Online Resources:

Anti-Racist Community Work: A Radical Approach:

http://www.edchange.org/multicultural/papers/malcolm1.html
City of Toronto Diversity Plan:

http://www.toronto.ca/diversity/plan.htm
CPRN- Environmental Justice in Canada

http://www.cprn.org/doc.cfm?doc=1969&l=en
Indigenous Environmental Network: has information about Environmental Justice Principals

http://www.ienearth.org/
Racial Equity Tools: A web site designed to support people and groups who are working for inclusion, racial equity and social justice. The site includes ideas, strategies and tips, as well as a clearinghouse of resources and links from many sources.

http://www.racialequitytools.org/index.htm
Youth Environmental Network: A Guide to Green Justice

http://2008.lsf-lst.ca/en/youth/documents/envrjusticepart1.pdf
Books, Resource Kits and Manuals:

Anti-Racism Workbook: Structural Change for Grassroots

Organizations. Contact: OPIRG-Peterborough,

Trent University, Peterborough ON K9J 7B8, T: 705-748-

1767, Email: opirg@trentu.ca.

Canadian Labour Congress Anti-Racism Integration

Guide. For a copy, contact the Canadian Labour Congress

Anti-Racism and Human Rights Director at:

 antiracism&hr@clc-ctc.ca, T: 613-521-3400 x262.

Change to Action: CLC Young Workers and Climate

Change Project. Produced by the Canadian Labour Congress.

Contact: The Canadian Labour Congress Education

and Campaigns Director at T: 613-521-3400 x283,

F: 613-521-5480, Email: education@clc-ctc.ca.

Multiculturalism at Work: A Guide to Organizational

Change. By Barb Thomas. Toronto, ON: The YWCA of

Metropolitan Toronto, 1987.

Teach Me To Thunder: A Training Manual for Anti-racism

Trainers. For a copy, contact the Canadian Labour

Congress Anti-Racism and Human Rights Director at

anti-racism&hr@clc-ctc.ca, T: 613-521-3400 x262.

Speaking for Ourselves: Environmental Justice in Canada

Agyeman et al.  Vancouver , BC: UBC Press, 2009.

For a copy, UTP Distribution
5201 Dufferin Street
Toronto, Ontario
M3H 5T8
Phone orders: 1(800)565-9523 or (416)667-7791
Fax orders: 1(800)221-9985 or (416)667-7832
Email: utpbooks@utpress.utoronto.ca 
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