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Trinity St. Paul’s United Church

Anti-Racism Policy
Preamble:

In June 2003, Trinity St. Paul’s United Church approved a five-year vision plan for its life. One of the strategic components of that vision was support for the development of an anti-racism policy, to ensure a faithful, vibrant and viable congregation. The Celebrating Diversity Committee (CDC) was mandated to provide leadership on this strategy.

In fulfillment of its mandate, the committee initiated a consultative, consciousness-building process that included two congregational workshops, reflection sessions with the Official Board, and attendance by several of its members at a Toronto Conference anti-racism workshop at Five Oaks educational centre. The elaboration of the final policy statement has been done in a participatory process. The implementation of the policy requires the active commitment of all committees and groups within the life of the congregation.

The committee has done its work with cognizance of the General Council Anti-Racism Policy approved by The United Church of Canada General Council 37 in August 2000. The work has also been done with awareness of the racist systems, structures and culture in the city of Toronto, and an understanding that all communities are affected by racism, including Trinity St. Paul’s United Church.

The committee’s anti-racism work is grounded in an awareness of actual experiences, past and present, of racism at TSP involving invisibility, marginalisation, discrimination, exclusion, dehumanisation and isolation.

This work is undertaken with an awareness of the many forms of oppression experienced in our society. Sexism, heterosexism, classism and ageism are just a few. Racism often intensifies or works in conjunction with other forms of oppression. On the other hand, experiences of other forms of oppression sometimes block awareness of racism or white privilege. While anti-racism work takes into account the complex intersections of different oppressions, anti-racism also asserts the value and importance of maintaining a specific focus on racism.

This document understands anti-racism to mean: “a process aimed at eradicating racism by identifying, challenging and changing attitudes, behaviours, and structures that perpetuate racism” (That All May Be One, p. 80).

The TSP anti-racism policy has been designed to follow the core values of the five-year vision plan of Trinity St. Paul’s United and with TSP’s Mission Statement.

Purpose of the TSP Anti-Racism Policy:

To enable us to live out our commitment to anti-racism; to help us in the process of transforming our community to an anti-racism community by identifying, challenging and changing attitudes, behaviours and structures that perpetuate racism.

Goals:

1. To be an educational tool.

2. To engage us in on-going collective self-critique, self-awareness and self-examination.

3. To call us to advocacy on anti-racism.

4. To actively participate in the responsibilities of the UCC Anti-Racism Policy.

5. To give us a standard to which we will be accountable.
Understanding Racism:  
We live in a racist society. Racism is manifested in many forms, in all of which power plays a central role:

· Individual: both attitudes (“prejudice”) and behaviours;

· Cultural: beliefs, symbols, national myths and underlying rules of behaviour that teach and endorse the superiority of the dominant Euro-Western culture over Aboriginal and all other cultures, so that the former is seen and operates as “normal” and the latter as inferior and deficient;

· Institutional: racism is built into all social, political and economic structures of Canadian society (for instance, in the dominant media, schooling, law, corporate governance, hiring practices, etc.). This results in an unequal distribution of privilege, resources and power in favour of the dominant racial group at the expense of all other groups.  

· Racism may be overt or covert. 

Racism is adaptive – it masks itself in different ways in different historical moments, adjusting to time and context. While Canada was in its early days a nation that was openly racist – for instance, with an explicitly racist immigration policy designed to exclude non-white immigrants – today’s policy of multiculturalism presents a public and international image of Canada as racially inclusive even while racism persists in all its forms: individual, cultural and institutional. 

In order to take action against racism, we need to have a clear understanding of racism. Racism is a system of advantage and privilege based on “race,” in which one group of people exercise abusive power, whether it be overt or covert, over others on the basis of skin colour and racial heritage. It is racial prejudice plus systemic power that is embedded in all of society’s institutions, including the church. Racism is not measured by intent, but by its effect on those oppressed. It confers privilege on and sustains the dominant / powerful group. In Canada, the dominant group is white people.

Belief Statement:

We believe that:

· all persons are equal before God.

· the miracle of God’s creation is manifested through our many differences.

· racism is a sin and violates God’s desire for humanity.

· racism is a rejection of the teachings of Jesus Christ.

· racism is present in church and society, including TSP, and that throughout time racism has manifested itself in many forms in varying degrees.

· racism is a violation of human rights. It robs all human beings of their wholeness and is used as justification for economic, social, political and spiritual exploitation.

· change is possible through a process of truth-telling, repentance, and justice-making which leads to transformation.

· work for justice is central to our Christian faith and practice.

· just relationships must be reflected in the laws, policies, structures, and practices of both church and society.

Therefore, we commit to the following:

A. We seek to be a community of faith that grounds itself in Christian faith through spiritual practices and theological reflection, by:

· Creating space, with integrity, for diverse forms of faith expression;

· Cultivating spiritual practices and theological reflection developed from diverse cultural practices/reflections.

B. We seek to be a community of faith that witnesses publicly as a Christian community and takes a stand on issues of social justice, locally and globally, by:

· Developing a racial harassment complaints procedure aimed at addressing and preventing incidents of overt racism within the congregation.

· Implementing an investment policy that takes account of local and global racial justice concerns;

· Developing and adopting an Affirmative Action hiring policy that deliberately sources and encourages applications from persons of colour and privileges such applicants;

· Increasing leadership positions in the church filled by persons of colour (not as tokenism, but as a strategy that will ultimately encourage more people of colour to come to TSP and that will strengthen a diversity of leadership talents);

· Developing an affirmative action plan for the use of meeting and office space in TSP Centre;

· Encouraging the full participation of Aboriginal and First Nations peoples and people of racial and ethno-cultural minority within TSP at every level;

· Developing a variety of styles of decision-making sensitive to diverse cultural practices;

· Applying an anti-racism analysis to all outreach initiatives;

· Offering educational anti-racism workshops where members can develop courage and skills to address racism;

· Being intentional in addressing local issues of racial justice (e.g. racial profiling);

· Participating in all levels of the church in addressing anti-racism.

C. We seek to be a community of faith that gathers in worship that nourishes, challenges and embraces diversity, by:

· Providing diversity in leadership participation and planning;

· Designing worship services that include diversity of race, culture, language and welcoming style;

· Critiquing scripture from an anti-racism perspective;

· Learning from interpretations of scripture from the point-of-view of formerly colonized peoples 

· Eliminating racist connotations of darkness and blackness and seeking out images that invoke racial justice;

· Strengthening theology/worship that is grounded in global awareness;

· Including story-telling from diverse backgrounds;

· Providing preaching exchanges and joint worship services among groups of different races, languages, cultures and ethnicity;

· Using non-racist language, images and metaphors in hymns, music, liturgies, etc.
D. We seek to be a community of faith that nurtures individuals and families for discipleship, by:

· Providing encounters with people in multi-racial and multi-faith contexts;

· Doing anti-racism training with TSP pastoral care teams, including both staff and lay volunteers

· Providing anti-racism education for and with the congregation and persons in positions of leadership, including tools of analysis (e.g. white power and privilege);

· Integrating anti-racism perspectives into curricula and resources and educational programs for all ages;

· Intentionally inviting persons of colour into membership;

· Building a culture of reception and accessible services (e.g. language and cultural understandings) for persons of colour and diverse backgrounds;

· Establishing pastoral teams, skills and resources that are relevant to a culturally- and racially-diverse community;

· Ensuring that the anti-racism policy and procedures are understood and integrated in the TSP community;

· Ensuring that our theological expressions and understanding attend to the issues of racism, particularly in the life of TSP;

· Building membership of all committees that reflects the diversity of the congregation.

Monitoring:

One year after the adoption of this policy and thereafter every two years, the Trinity St. Paul’s Board will audit the functioning of the congregation to ensure implementation of this policy and to ensure that the complaints mechanism is accessible and effective. An Anti-Racism Working Group, reporting to the Nurturing Community and Discipleship Circle, will be responsible for conducting the audit.

Complaints Procedure:
The following procedures will ensure that there is a mechanism available to address incidents and complaints of racism at TSP and to achieve our goal of transforming ourselves into a community that works actively for racial justice.  Members of the Anti-Racism Working Group have had anti-racism training and will act as a resource to the persons bringing forward situations of racism. The operation of this Procedure, and any Mediation team, described below, shall at all times be subject to the oversight of the Church Board. Confidentiality will be maintained throughout the complaints procedure. Resources are also available through [Presbytery and] Toronto Conference to assist a congregation that finds itself in the midst of an issue of racism.

Steps to follow in the case of a complaint: 
If racial discrimination or racial harassment is believed to have occurred, the following procedure should be followed.  The incident may involve a staff member or a member or adherent of the congregation.

While Step 1 is desirable, it is optional and not mandatory, as victims/witnesses of racism and racist behaviour should not be forced to expose themselves to risk, in addition to the humiliation of experiencing racist behaviour. 

Step 1
The complainant and/or witness will point out the behaviour and will ask the alleged offender to stop the behaviour. It may be wise for the complainant to ask someone to accompany them when addressing the alleged offender. The alleged offender will be given an opportunity to stop the offensive behaviour. If the problem is not resolved through the request then step 2 may be followed. 

Step 2
A complaint, which includes date, names, and as full an account of the incident as possible, can be made in writing or by phone call to a member of the pastoral staff or a member of the Anti-Racism Working Group. (If the complaint is made via a phone call, then the person receiving the phone call will make a written record of the complaint.)  Such contact should be made within 3 months of the incident.  

In instances of systemic racism, the process would start with Step 2.  A written complaint would be sent to any of the above-mentioned parties, outlining the racism being challenged. (See description of systemic racism in “Understanding Racism”, p.2)

Step 3
Following a complaint, an investigation will be carried out by a Mediation team, which is made up of a Pastoral staff member and 2 representatives from the Anti-Racism Working Group. If the complaint involves a member of the staff, a representative from the Ministry and Personnel Committee who is not a pastoral staff member, will be appointed to the Mediation team. If the complaint involves a member of the Anti-Racism Working Group, there will be no member of the Working Group on the Mediation team and the team will be appointed by the Church Board. The Mediation team shall be formed within 10 days of the receipt of the complaint.  

When the Mediation team has determined that the complaint requires further investigation and resolution, the alleged offender must be advised of the complaint. The Mediation team shall dialogue, or attempt to dialogue with all the involved parties and shall propose a form of resolution. 

Details of any complaint and proposed form of resolution must be provided to the Church Board for its prior review and approval with appropriate attention to confidentiality.  An objective of the process will be to attempt to continue dialogue until a reasonable and appropriate outcome has occurred within a time frame of one year. The Church Board must be notified if no resolution is reached.

Systemic racism

In the case of a charge of systemic racism, the Mediation Team shall work with the complainant and the Church Board to find ways to address the issue seriously, recognizing that the TSP congregation exists in a context of systemic racism in the wider society. Systemic changes will require a serious commitment to a process of education and awareness-building that leads to concrete changes. The congregation can and should draw on the resources of the community and the wider church, including Toronto Conference and the General Council to help in this process.

Step 4
The Mediation Team, in consultation with the person(s) who brought the issue forward, will produce a written report outlining the concerns and resolution.  The original complaint and the final report will be filed as follows: (suggest that details with names not be included – should identify what learning and action needs to happen)

A)  If it is an incident involving lay members and adherents who are not staff, the records will be filed in a confidential file maintained by the Chair of the Church Board and held for three years. If there are no further incidents the record will be destroyed

B)  If it is an incident involving staff other than the Pastoral staff, the Ministry and Personnel Committee and the staff member’s supervisor shall be consulted about potential discipline and training. The record of the incident will be filed in a confidential file maintained by the Ministry and Personnel Committee and held for three years in a manner consistent with the Trinity St. Paul’s Personnel Policy. If there are no further incidents the record will be destroyed.

C)  If it is an incident involving Pastoral staff, Presbytery guidelines will be followed. 
Confidentiality

The issue of confidentiality will be thoroughly discussed with all concerned  parties and decisions made concerning what is appropriate to bring forward to the congregation for education and change, and what should remain confidential.

The Anti-Racism Working Group and the Nurturing Community and Discipleship Circle will consult to find ways of sharing anti-racism tools and the learnings from the complaints received for investigation.
Passed by the Official Board of Trinity-St. Paul’s United Church, November 2004.

Revised to reflect TSP “Circles” administrative structure, by action of the TSP Church Board, June, 2008.
