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AN ANTIRACISM 
FRAMEWORK FOR THE 
SETTLEMENT SECTOR
THE MANSO ANTIRACISM FRAMEWORK is a tool to support MANSO Member Agencies in collective 
learning, planning, and action to address systemic racism within their organizations, the sector, and beyond. 
While this Framework invites collaborative work among MANSO Member Agencies, it also offers guidance for 
individual Settlement Service Providers (SPOs).

We can take meaningful opportunities to dismantle racism and create organizations, and a Settlement Sector, 
where all can thrive. In dismantling racism, we not only reduce harm, violence, and inequality, but we also 
create equitable spaces and opportunities. Dismantling racism means working toward creating spaces where 
all are welcome to contribute, be fully active, be ourselves, name challenges, and be celebrated. When those 
from the sector described a racism-free experience, they spoke about spaces that provide for:

• RESPECT AND AUTONOMY 
• ACKNOWLEDGMENT
• ACCEPTANCE AND BELONGING
• SAFETY
• BEING VALUED
• JOY AND PEACE 
• WEIGHT OFF MY SHOULDERS
• COMFORT AND WARMTH (LIKE THE SUN ON YOUR SKIN)

Responding to the opportunities created by antiracism work leads to benefits for the Settlement Sector and 
all those within it.
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The MANSO Antiracism Framework was created in response to a unanimously supported 2021 MANSO 
policy resolution that became the MANSO Antiracism Policy for the Settlement Sector. The Policy outlines 
the need and opportunity for SPOs to address systemic racism.

The creation of the Framework was a collaborative effort. The MANSO Policy called for the formation of the 
MANSO Antiracism Committee, who guided and contributed to the creation of the Framework. Stakeholders 
from the Settlement Sector also informed the Framework’s contents and design through a sector-wide survey 
and focus group discussions. Focus group participants included current and former SPO staff, partners, and 
funders.

HOW THE FRAMEWORK CAME TO BE

GUIDING PRINCIPLES 
AND ASSUMPTIONS
The MANSO Antiracism Policy for the Settlement Sector outlines principles and 
assumptions upon which the Antiracism Framework was created. The Framework 
is intended to:

a.  Support a full and honest 
examination of racism and 
colonialism: This includes recognizing 
the various places systemic racism 
occurs (individual, institutional, and 
systemic), tackling hard topics (for some 
these are uncomfortable), including 
white supremacy and settler colonialism, 
and ensuring action, learning, and 
change are grounded in antiracism, anti-
oppression, and Indigenization.

b. Be focused on ongoing, strategic 
action: The Framework is built to 
support real, meaningful action. It 
is not a tool to support tokenism or 
performative action. Actions named 
within the Framework are strategic 
in that they promote multi-year, 
flexible engagement (as we learn from 
community along the way) and show 
solidarity in challenging anti-Indigenous 
racism.

c. Ensure both accountability and 
support to racialized newcomers: 
Antiracism work is not done in isolation, 
but in relationship with those targeted by 

racism.  That means the work of SPOs 
needs to be accountable to racialized 
staff and community members and 
address systemic barriers. The work 
also must support racialized staff and 
participants through efforts such as 
mentorship and capacity building.

d. Understand the critical nature of 
education and advocacy: Antiracism 
education is a critical element in creating 
meaningful systemic change. Alongside 
that learning and transformation, 
it is also necessary to be engaged 
in advocacy that calls for changing 
individual, institutional, and systemic 
racial inequality and barriers.

e. Support coordination: The 
Framework is intended to support 
sector-wide collaboration. It also 
works to acknowledge and, where 
possible, utilize (not duplicate) existing 
related initiatives coordinated by other 
provincial and/or sector organizations, 
networks, or groups.
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ENSURING 
MEANINGFUL
CHANGE
The Antiracism Framework is a tool to support 
the Settlement Sector, and SPOs specifically, 
in engaging more deeply in antiracism work, 
both internally within organizations and 
externally with partners, communities, and 
others.

The Framework is made up of:

Nine Calls to Action

Best practices for how to work 
toward each Call to Action

Tips for how to implement the best 
practices

•

•

•

The Nine Calls to Action are split into 
two streams that encourage meaningful, 
authentic, and honest engagement: Core 
Commitments and Supporting Change. 

AUTHENTIC
ENGAGEMENT
& HONEST
AWARENESS

Community members consulted on the 
Framework’s creation spoke about the 
importance of grounding antiracism work in 
authenticity and meaningful engagement that 
actively creates change. When authenticity 
and meaningful engagement are not 
present, attempts to address racism can be 
performative and tokenizing, and can continue 
to support racial inequality.

A second critical element identified by the 
community was the capacity to see and 

name when our actions, policies, or practices 
(unintentionally) support racism. Given the way 
in which systemic racism has normalized racial 
inequality, there is an ongoing need to build 
understanding and awareness around what 
systemic racism is and how it operates within 
member organizations, the sector, and larger 
society. This means ongoing learning and 
reflection.
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In response to these insights, two streams within the Calls to Action have been designed. 
As organizations commit to work that supports the Calls to Action, efforts should include 
simultaneous attention to both streams: Core Commitments and Supporting Change. 

A. CORE COMMITMENTS

These Calls to Action prioritize ongoing learning, reflection, and cultural shifts that help 
support meaningful engagement and authenticity in all our efforts, including the other Calls 
to Action.

CALL TO ACTION 1:
Commit to transforming workplace culture to one that actively supports and upholds 
antiracism

CALL TO ACTION 2:
Commit to ongoing learning about systemic racism and colonialism

 
B. SUPPORTING CHANGE  

These Calls to Action, when done authentically, facilitate change by reducing barriers, 
building meaningful relationships, and addressing racial inequality.

CALL TO ACTION 3:
Actively seek out, listen to, and act upon racialized staff and racialized communities’ input

CALL TO ACTION 4:
Build strong and respectful relationships with ethnocultural communities

CALL TO ACTION 5:
Decolonize settlement work through collective, organizational, and individual means

CALL TO ACTION 6:
Create an environment where racialized staff and volunteers are welcomed and thriving

CALL TO ACTION 7:
Shift policy and practice to support antiracism

CALL TO ACTION 8:
Develop diverse boards and governance practices that support antiracism

CALL TO ACTION 9:
Advocate for system changes to dismantle racism and support antiracism within the sector 
and the larger community

TWO STREAMS WITHIN THE
CALLS TO ACTION
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1
2

Commit to transforming workplace 
culture to one that actively supports 

and upholds antiracism

Commit to ongoing learning about 
systemic racism and colonialism

3

4
5
6

7
8
9

Actively seek out, listen to, and act 
upon racialized staff and racialized 
communities’ input

Build strong and respectful 
relationships with ethnocultural 
communities

Decolonize settlement work through 
collective, organizational, and 
individual means

Create an environment where 
racialized staff and volunteers are 
welcomed and thriving

Shift policy and practice to support 
antiracism

Develop diverse boards and 
governance practices that support 
antiracism

Advocate for system changes 
to dismantle racism and support 
antiracism within the sector and the 
larger community

CORE
COMMITMENTS

SUPPORTING
CHANGE

STREAM 1:
CORE COMMITMENTS

These Calls to Action (1-2) prioritize ongoing 
learning, reflection, and cultural shifts that help 

support meaningful engagement and authenticity in 
all our efforts, including the other Calls to Action.

STREAM 2:
SUPPORTING CHANGE

These Calls to Action (3-9), when done 
authentically, facilitate change by reducing barriers, 

building meaningful relationships, and addressing 
racial inequality.

CALLS TO
ACTION

STREAMS
WITHIN THE

TWO
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HOW TO USE THE 
FRAMEWORK

This Framework has been created to support collective learning and action in the Settlement 
Sector through an implementation model called the Collective Implementation Strategy. This 
strategy focuses on collective, sector-wide commitment, reducing the possibility of performative 
action while encouraging deep learning, collaboration, and meaningful action.

It is assumed that some SPOs may opt to utilize the Framework independently, alongside the 
Collective Implementation Strategy. The Framework also holds the possibility for SPOs to work 
in partnership to implement actions outlined within different Calls to Action.

COLLECTIVE IMPLEMENTATION STRATEGY
Collective Implementation Strategy is a collaborative model that facilitates collective learning, 
design and implementation within the Sector.  Multiple SPOs will participate in implementing the 
Antiracism Framework and sharing their reflections to support wider implementation within the 
Sector.  The Collective Implementation Strategy will be facilitated by MANSO and will require 
a select number of SPOs to volunteer in one of two roles: Champions and Active Co-Learners. 
MANSO will host roundtables that bring Champions and Active Co-Learners together to report 
on experiences and learnings and to plan further actions.
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1. CHAMPIONS

Champions are the test group or active adopters 
of the Framework. SPOs who volunteer to be 
Champions will commit to spending considerable 
effort addressing multiple Calls to Action. They 
will design and attempt actions that support the 
implementation of the Framework.  

Those SPOs who volunteer for the Champion role 
will also commit to being open about their learnings 
(successes, challenges, reflections). They will be 
prepared to share a full account of their plans, 
actions, results, and reflections with Active Co-
Learners. 

2. ACTIVE CO-LEARNERS

Active Co-Learners are SPOs who will regularly 
engage with and learn alongside the Champions. 
They may not be ready to fully engage with the 

Framework, however they will sit with, witness, 
contribute to, and learn from the efforts of the 
Champions.

At any point, Active Co-Learners can decide to 
plan and implement their own actions to support 
the Framework based on the ideas, reflections, and 
learnings they have gained.

 
3. FACILITATOR (MANSO)

As facilitators of this process, MANSO will seek 
out SPOs to volunteer as Champions and Active 
Co-Learners. They will bring these volunteer 
SPOs together multiple times throughout the year 
to facilitate roundtable discussions. This will be 
a time to collectively design actions that can be 
implemented by the Champions (and, if successful, 
later the Active Co-Learners) and strengthen actions 
already implemented.

PROCESS
Each cycle (annually), MANSO 
will call on SPOs to take on the 
roles of Champions and Active 
Co-Learners. The SPOs will be 
of various sizes (small, medium, 
and large organizations), ensuring 
the sector can develop and test 
out ways of implementing the 
Framework for organizations of all 
sizes.

MANSO will gather the cohort 
of Champions and Active Co-
Learners quarterly to discuss the 
implementation of best practices, 
challenges encountered, and 
reflections or learnings. There 
will also be opportunities for 
Champions and Active Co-
Learners to brainstorm and design 
additional actions or processes 
that support implementation of the 
Calls to Action.

After completing a cycle, a new 
cohort of Champions and Active 
Co-Learners will be selected. 
SPOs may choose to change roles 
(Active Co-Learners can become 
Champions) and space will be 
created for new SPOs to volunteer 
as Champions or Active Co-
Learners.

MANSO has committed to offering 
additional support throughout (see 
below: MANSO Support). 

THE COLLECTIVE IMPLEMENTATION STRATEGY 
REQUIRES THREE ACTIVE ROLES

ROLES:
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STEP BY STEP:
ONE SUGGESTED PROCESS FOR FRAMEWORK IMPLEMENTATION

Every MANSO Member Agency is unique. While together, MANSO Member Agencies have named 
the critical importance of actively engaging in antiracism, it will be up to each SPO to determine 
how they engage with the Framework. Below is one suggestion for how to engage with the 
Framework. 

REVIEW THE FRAMEWORK

CONSIDER WHAT YOU KNOW ABOUT YOUR ORGANIZATION/COMMUNITY 
AS IT RELATES TO HOW AND WHERE RACISM MAY BE EXPRESSED  

a. Reflect on how you know this 
b. Reflect on where you may need to do more learning. NOTE: ongoing learning and expanding 

one’s perspective is part of several Calls to Action

CONSIDERING YOUR ORGANIZATION, AND WHAT YOU KNOW SO FAR, 
CHOOSE TO WORK TOWARD THE CALLS TO ACTION THAT YOU CAN 
COMMIT TO

a. You may focus on two or three Calls to Action and dig deep (act in multiple ways to support 
those Calls)

b. You may choose multiple Calls, and one or two actions within each of those Calls
c. Be sure to consider supporting actions within the two streams simultaneously: both Core 

 Commitments and Supporting Change. This will help your SPO engage more authentically and 
meaningfully

DEVELOP A WORK PLAN TO SUPPORT YOUR COMMITMENTS

a. Set goals and timeframes but also be flexible. This work is about relationship building and 
 responding to learnings along the way so you may have to revise plans

b. Do not expect racialized staff or board members to do the bulk of this work. Ensure the work is
carried by the entire organization and has the active involvement of white staff and board 
members

DEVELOP A PLAN TO TRACK PROGRESS AND LEARNINGS

a. Ensure there is opportunity for racialized staff or community members to comment on progress
b. Build in time and space for reflection (self-reflection and organizational reflection).  Capture, 

 share, and utilize those learnings. This may include revising your plan!

SHARE YOUR LEARNINGS, MISTAKES, JOYS, AND SUCCESSES WITH THE 
COMMUNITY

REPEAT

1.

2.
  

3.

4.

5.

6.

7.
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INDIVIDUAL SPO IMPLEMENTATION
While the Framework has been designed to support collaborative learning and implementation, some SPOs 
may choose to work alongside the Collective Implementation Strategy and implement the Framework on 
their own.

When doing so, SPOs can commit to activities that support the Calls to Action, determining ways to track 
progress and learnings. SPOs are invited to use Step by Step: One Suggested Process for Framework 
Implementation.  

When choosing commitments or actions, SPOs are encouraged to work toward Calls to Action within both 
streams: Core Commitments and Supporting Change.

MANSO SUPPORT
Along with coordinating the Collective Implementation Strategy, the MANSO Antiracism Committee will 
support implementation of the Framework in multiple ways.

LEARNING SUPPORT

MANSO will provide resources and learning opportunities that assist with implementing the Framework and will:

• Ensure learnings and implementation ideas are shared broadly within the sector so that the work of 
Champions and Active Co-Learners benefits the entire sector 

• Annually provide one MANSO Member Training PD focused on decolonization and Indigenous-newcomer 
relationships, and another on antiracism (in relation to the Framework)

• Collect and make available resources and tools to support antiracism work on the MANSO website. These 
resources will include the experiences and learnings from Champions

• Engage with researchers whose work may support antiracism work within the sector

GATHERING SUPPORT

MANSO will connect SPOs and individuals in ways that support people and organizations as they implement 
the Calls to Action. MANSO will:

• Seek out or create spaces (e.g. IPW’s Newcomer-Indigenous Engagement Committee) for sector leaders
and staff to engage in decolonizing work together

• Host an annual conference with presentations that examine how the sector is unintentionally supporting
 racism, share learnings and actions from the Collaborative Implementation Strategy, and engage with 
practices, examples, and research from other sectors within and/or beyond Manitoba

• Assemble a support group of racialized leaders from the sector (as needed)
• Facilitate peer-to-peer coaching and/or consulting opportunities (e.g. SPO staff seeking advice or ideas from 

others around implementation of a specific action or process) 

CELEBRATE

MANSO will celebrate and bring attention to the Member Agencies’ collective approaches, collective 
learnings, and collective successes. This will include celebration and acknowledgment within the sector and 
may include highlighting this Manitoban approach on a national level.
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THE FRAMEWORK
CALLS TO ACTION: CORE COMMITMENTS

CALL TO ACTION 1: COMMIT TO TRANSFORMING WORKPLACE CULTURE TO 
ONE THAT ACTIVELY SUPPORTS AND UPHOLDS ANTIRACISM

BEST PRACTICES

Develop a workplace culture that welcomes and celebrates mistakes, encouraging growth from these 
experiences.
Have a mechanism/process for staff and community members to disclose concerns about racism. 
Ensure the mechanism feels safe for those with potential concerns.   
Amplify staff voices by seeking out and utilizing staff input.  Demonstrate to staff that their input, ideas, 
and perspectives are valued.
Celebrate staff, programs, and participants. Take time to appreciate those who contribute to the 
organization.
Shift and share power by creating less hierarchical opportunities that allow people to connect, learn, 
communicate, and structure their organizations.
Create processes and spaces to confront bias, microaggressions, or inequity with openness (no fear of 
repercussion).
Practice empathy and understanding. Approach conflicts through a restorative manner (not punitive).
Utilize a strengths-based approach (with staff, participants, and community) where everyone is 
encouraged to work from their full potential. Welcome and appreciate contributions while not focusing 
on perfectionism.
Develop trusting relationships among staff and between the organization and the community.
Be transparent in decision making. Be clear as to how a decision will be made and what will factor into 
the decision-making process.  
Slow down, listen to staff and community, and engage with openness, honesty, and humility.

TIPS FOR IMPLEMENTATION

Leaders can model naming and learning from mistakes, encouraging all staff to notice and learn from 
mistakes. Celebrate those mistakes and learnings.
Enable those with concerns about racism (bias, microaggressions, inequity) within your organization to 
report to someone they feel safe speaking with (racialized staff, those with strong racial analysis, peers, 
antiracism committee, etc.).
Check in with staff about their experience in the workplace (if they feel heard, safe to participate, 
welcomed, etc.). To ensure honest feedback, use a third party or peers to facilitate discussions or an 
anonymous survey.  
Form an Antiracism Committee, similar to a Workplace Health and Safety Committee, to reflect on 
organizational progress and to support workplace culture change.
On a quarterly basis, celebrate a staff member who supports antiracism values and practices.
Encourage staff to develop leadership skills and share responsibility.
Provide bystander training to all staff and consistently show gratitude for staff who speak up and raise 
concerns.

• 

• 
•
•

•

•

•

•
•

•
•

•

•

•

•

•

•
•
•
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CALL TO ACTION 2: COMMIT TO ONGOING LEARNING ABOUT SYSTEMIC 
RACISM AND COLONIALISM

BEST PRACTICES

Recognize the systemic nature of racism and ongoing impact of colonialization. Be open about the 
ways it affects society, the Settlement Sector, and SPOs.
Develop a policy that identifies the ways your organization will engage in and commit to ongoing 
learning.
Provide learning and awareness opportunities for all levels of the organization (volunteers, staff, 
leadership, board).
Build competencies across the organization that support an antiracist approach (learning from mistakes, 
cultural awareness, how to build trust, skills for relationship building etc.).
Build in supports (tools, group caucusing) and time for staff to engage in self-reflection practice.
Encourage and practice reflection to challenge the white saviour mentality/approach.
Use storytelling to build awareness and relationships when learning about systemic racism and 
colonization.

TIPS FOR IMPLEMENTATION

Provide opportunities for racialized caucusing (safe spaces for racialized staff to share, reflect, and 
support each other). This caucus group may choose to provide the organization with guidance and 
recommendations or bring forward concerns.
Provide opportunities for white group caucusing (safe spaces for white staff to share, reflect, learn, and 
support each other) with the aim of deepening white staff’s capacity to support antiracism. 
Share antiracism material/tools during regular meetings. Education does not have to be restricted to PD 
days.
Incorporate a self-reflection practice into a regular work schedule (weekly, monthly, etc.).
To help normalize learning around uncomfortable topics (white saviourism, white privilege, etc.) have 
those in leadership positions share their own reflections, learnings, and self-location.
Provide space or retreats for staff to share their own journey and reflections on antiracism.
Partner with other SPOs or Indigenous organizations when offering staff learning opportunities.
Utilize the IPW Toolkit Indigenous-Newcomer Relationship Building

•

•

•

•

•
•
•

•

•

•

•
•

•
•
•
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CALLS TO ACTION: SUPPORTING CHANGE
CALL TO ACTION 3: ACTIVELY SEEK OUT, LISTEN TO, AND ACT UPON 
RACIALIZED STAFF AND RACIALIZED COMMUNITIES’ INPUT

BEST PRACTICES

Put time into building relationships with communities, focusing on trust, connection, and reciprocity.
Develop processes and mechanisms to collect and utilize community feedback. Monitor how 
community input is impacting decisions, planning, programming, and policies and report this to 
community (be accountable to community).
Develop processes and mechanisms to collect and utilize staff feedback. Develop mechanism internally 
for leaders/managers to report on staff input and how it’s been used.
Recognize and address the power imbalance and vulnerability around participants’ providing feedback.  
Have a clear, accessible (safe) process for staff to report concerns or experiences of racism.
Report back to the community with openness, gratitude, and transparency. Explain what is possible, 
why decisions have been made, and how input has been used.  
Demonstrate accountability to racialized communities’ needs, insights, and concerns by adapting the 
organization’s work:
   • Ensure advocacy that responds to needs/requests of the community and challenges racism
   • Ensure public education that responds to needs/requests of the community and challenges racism
   • Adapt/build programs to respond to community needs/realities – specifically designed to support/
   address realities of racialized participants/communities, challenge inequality, etc.

TIPS FOR IMPLEMENTATION

Establish an ongoing internal process (committee or regular practice) where staff collect and act 
on community concerns or noticings (e.g. SEED Research and Policy Committee, included on staff 
meeting agendas, review of program feedback). Build in ways to be accountable for this feedback 
(demonstrating feedback has been used, reporting back to participants, etc.).
Provide opportunities for racialized staff caucusing (safe spaces for racialized staff to share, reflect, and 
support each other). This group can provide the organization with guidance and recommendations or 
bring forward concerns.
Address the vulnerability and power imbalances connected with staff or community members providing 
input through building trust and safe avenues for sharing (e.g. clear mechanism for reporting or sharing 
insights), welcoming and encouraging honest feedback (not being defensive), and being clear on how 
input will be used.
Enable those with concerns about racism (bias, microaggressions, inequity) within your organization to 
report to someone they feel safe speaking with (racialized staff, those with strong racial analysis, peers, 
antiracism committee, etc.).
Establish a community advisory committee (past participants, community members) to provide the 
organization with insights and direction.
Hold antiracism forums or community consultations where community stakeholders as well as staff can 
provide input regarding antiracist best practices or concerns.
Survey community organizations to obtain their assessment of your program, style of engagement, 
actions to support change, etc. 
Develop formal partnerships with BIPOC-led grassroots community organizations.
Review the membership structure of your organization and the extent to which racialized community 
members are part of the membership.

•
•

•

•
•
•

•

•

•

•

•

•

•

•

•
•
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CALL TO ACTION 4: BUILD STRONG AND RESPECTFUL RELATIONSHIPS WITH 
ETHNOCULTURAL COMMUNITIES

BEST PRACTICES

Recognize and value the work of ethnocultural communities.  
Build relationships with ethnocultural communities (show up, listen, build trust before asking for 
something). 
Ensure staff are provided time to build relationships with community. 
Demonstrate, respect, and support healthy boundaries for staff and community members. Recognize 
the demands on community members and those staff who bridge relationships between the 
organization and the community.
Hire staff with a connection to/who are part of ethnocultural communities and recognize and value those 
connections (time, compensation, clear communication).
Help fund and support the work of ethnocultural communities (support their grant applications, partner 
on projects, talk to funders about their value and contributions).
Keep open/ongoing communication with communities.
Support ethnocultural communities in their own learning/awareness about systemic racism (training, 
tools, resources, honest conversation).

TIPS FOR IMPLEMENTATION

Establish a community advisory (past participants, community members) to provide the organization 
with insights and direction.
Amplify and centre community leaders’ voices (e.g. invite community leaders to join or speak at 
significant meetings or gatherings).
Seek out training (including learning through storytelling) from ethnocultural communities.
Provide honorariums to members of ethnocultural communities for time and contributions.
Ensure staff job descriptions and work plans include time for staff to build connections and relationships 
with ethnocultural communities. 
Share resources (funding, training, technical support) with ethnocultural community organizations.
When a staff member has built a relationship with an ethnocultural community, and that relationship is 
extended to others (leadership, other staff) within the SPO, ensure the staff member is kept informed 
and is given space to advise the SPO on how it is relating to the community.

•
•

•
•

•

•

•
•

•

•

•
•
•

•
•
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CALL TO ACTION 5: DECOLONIZE SETTLEMENT WORK THROUGH 
COLLECTIVE, ORGANIZATIONAL, AND INDIVIDUAL MEANS

BEST PRACTICES

Work collectively to understand how current practices, language, processes, and programs are 
colonially based/informed/designed (review, analyze, and revise material/practices).
Review and develop a plan to support/implement Truth and Reconciliation Commission (TRC) Calls to 
Action and Missing and Murdered Indigenous Women and Girls Inquiry (MMIWG) Calls to Justice. 
Invest in relationship building with Indigenous communities/partners.
Actively partner with Indigenous organizations (joint programming, staff training, etc.).
Advocate to change policies and practices (within the sector and beyond) that uphold colonial harm.
Actively engage in and support self-reflection that challenges colonial thought and practice.
Provide staff with opportunities to learn about colonization (current impact) and the history of the 
relationship between Indigenous and non-Indigenous Canadians, Treaties, etc.

TIPS FOR IMPLEMENTATION

Participate in, or be informed by, a sector-wide mechanism that promotes decolonization within the 
sector. 
Work in collaboration with the IPW Indigenous Newcomer Engagement sector table and other Local 
Immigration Partnerships (LIPs) to advance decolonizing work.
Hold lunch-and-learns that provide space to reflect on colonial practices, worldviews, or norms.
Utilize and promote the IPW Indigenous Orientation Toolkit.
Utilize the IPW Toolkit Indigenous-Newcomer Relationship Building https://spcw.mb.ca/wp-content/
uploads/2020/01/Fostering-Safe-Spaces-for-Dialogue-and-Relationship-building-between-Newcomers-
and-Indigenous-Peoples-Report-English-Web-View.pdf

•

•
•
•
•
•
•
•

•

•

•
•
•
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CALL TO ACTION 6: CREATE AN ENVIRONMENT WHERE RACIALIZED STAFF 
AND VOLUNTEERS ARE WELCOMED AND THRIVING

BEST PRACTICES

Ensure all staff uphold the organization’s antiracist values.
Seek out racialized staff, recognizing their value, and supporting their full participation.
Develop a reputation for being an organization that values, supports, and retains racialized staff.
Develop mentorship and coaching practices for racialized staff (and community members) that support 
their mobility into leadership roles within the organization.  
Increase representation of racialized people and those with lived experience as immigrants or refugees 
in leadership roles throughout the sector.
Build antiracism awareness and practice into staff orientation and job descriptions.
Ensure those who are promoted through the organization have strong antiracism awareness and 
practice.

TIPS FOR IMPLEMENTATION

Use disaggregated racial data to track representation among staff and board and ensure racial diversity 
and representation of those with experience as refugees or immigrants. Collect data through self-identity 
tools (forms, surveys).  
Set a goal to reach a certain level (percentage) of racial diversity at different staff levels (general, 
management, leadership).
Develop support systems (networks, mentors) for racialized leaders.
Collect and then use (implement learnings from) staff consultations or surveys.
Provide opportunities for racialized staff caucusing (safe spaces for racialized staff to share, 
reflect, support each other). This group may choose to provide the organization with guidance and 
recommendations or bring forward concerns.

•
•
•
•

•
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CALL TO ACTION 7: SHIFT POLICY AND PRACTICE TO SUPPORT ANTIRACISM

BEST PRACTICES

Adopt procurement policies and practices that dismantle racial inequality.
Adopt policies and practices that support racialized staff (including dismantling wage inequalities for 
racialized staff).
Utilize or promote investments that don’t contribute to racial inequality/harm.
Create policies and practices around hiring consultants who are racialized or have immigrant/refugee 
lived experience.
Review practices within programs and services to highlight where unintentional barriers exist and 
remove those barriers (e.g. definitions of family that limit participation).
Create an internal committee with a mandate to monitor progress toward the strategic goal and help 
implement learning.

TIPS FOR IMPLEMENTATION

Audit policies and practices to ensure they are inclusive (e.g. recognize a diversity of religious and 
cultural holidays, offer flex time, etc.).
Develop an antiracism policy for your organization. See, for example, the CCR Anti-Oppression Policy 
and definitions: https://ccrweb.ca/en/ccr-anti-oppression-policy
Ensure staff and community (those affected by policies and practices) are consulted on the impact and 
usefulness of policies and program practices. Collect feedback regularly.
If using a committee to monitor progress toward strategic priorities, ensure it includes staff, board, and 
external community members to support accountability.

•
•

•
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CALL TO ACTION 8: DEVELOP DIVERSE BOARDS AND GOVERNANCE 
PRACTICES THAT SUPPORT ANTIRACISM

BEST PRACTICES

Ensure board membership includes representatives of those communities your SPO serves (people who 
are racialized, former refugees, immigrants). Ensure this representation is not held by a single board 
member but by multiple board members (so as to avoid tokenizing and to build safety that supports 
participation).
Ensure board members hold antiracist values (share organizational values) and support dismantling 
racism.
Ensure the board has a way of collecting community input and being in good relationship with larger 
community (e.g. strategic planning input, reports from community, guidance from advisory committee, 
etc.).
Utilize a Community Advisory Committee to help guide and shape the organization.
Ensure strategic plans show commitment to ongoing actions that support antiracism.
Ensure organizational values show commitment to antiracism.

TIPS FOR IMPLEMENTATION

Set a goal for 40-50% of board members to reflect the demographic background of clients served 
(racialized, refugee, immigrants, people with temporary immigration status).
Reduce barriers preventing racialized community members from participating on the board (through 
board mentorship, training, adjusting board practices, flexible meeting times). Learn about the 
successful practices of other SPOs (e.g. Mosaic Newcomer Family Resource Network).
Develop a board recruitment policy and practice to support the racial diversity of your board and board 
committees.
Adapt policies from partner organizations that support antiracism efforts (e.g. SEED Winnipeg, MANSO)
Develop an antiracism committee comprised of board and staff to guide this work.
Utilize recommendations for IPW’s forthcoming report: Building Strategic Settlement Boards (2022)

•
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CALL TO ACTION 9: ADVOCATE FOR SYSTEM CHANGES TO DISMANTLE 
RACISM AND SUPPORT ANTIRACISM WITHIN THE SECTOR AND THE 
LARGER COMMUNITY

BEST PRACTICES

Call on funders to assist the organization in reducing racial inequalities through increased funding for 
living wages and long-term funding (to support staff-community relationship building).
Call on funders to request/include antiracism efforts within funding parameters.
Advocate for resources and ways of working that support antiracism (time to build relationships, ways of 
reporting on work/progress).
Advocate for equitable access to rights, protections, and services for all newcomer, migrant, and 
BIPOC communities when accessing government services and citizenship (e.g. reduce barriers around 
language classes, definition of family, level of language required to become a citizen).
Engage in solidarity efforts that dismantle anti-Indigenous racism.
Participate in public dialogue and education that works to dismantle racism and address the impacts of 
colonization.

TIPS FOR IMPLEMENTATION

Work collectively through MANSO (e.g. antiracism committee) or other sector-wide collaborations.
Support and amplify the advocacy work of BIPOC and migrant-led organizations (e.g. Status for All, 
Health Care for All).
Ensure your advocacy is informed by racialized communities. Continuously learn about the barriers 
faced by racialized communities.
Show support and solidarity with other movements addressing racism and colonization (e.g. Black Lives 
Matter, Idle No More) by showing up, offering resources, making statements of support.
Advocate for the implementation of TRC Calls to Action and MMIWG Calls to Justice.
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CONCLUSION
THE MANSO ANTIRACISM COMMITTEE 

was formed by an ad hoc group of racialized 
frontline staff, leaders, and allies, who work 
in the Settlement Sector. Their goal was to 
build a collective approach to challenge the 

status quo and support real change. Too many 
boards and leadership positions were not 

representative of the communities served by 
SPOs. The Settlement Sector was not immune 

to both systemic and individual racism. 
The co-creation of this Framework, with 

broad-based stakeholder input, provides an 
informed starting point, one that encourages 

action-oriented individual, organizational, 
systemic and structural antiracist change. This 
Framework will not prescribe one way forward. 

The Collective Implementation Strategy 
includes best practices, tips and guidelines, 
plus a flexible change model, that can result 
in many different and unique approaches to 
creating safe spaces, and enhancing voice, 
inclusion and accountability for racialized 

people in the sector.




