
NSPIRG Anti-Oppression Policy

PURPOSE:

NSPIRG recognizes that although we are an organization dedicated to pursuing 
social and environmental justice, many of the economic, political, social, cultural and
institutional dynamics of domination, power and privilege existing within society at 
large also exist within our organization on both individual and systemic levels. 

This policy seeks to outline the steps to ensure that NSPIRG Staff, Volunteers and 
Board Members are consistently working to address these dynamics at individual 
and institutional levels and to act as a guiding policy for the creation and 
implementation of an anti-oppression framework at NSPIRG.

This policy is intended to act as a guiding policy for the further development of 
other existing NSPIRG policies, as well as new policies. Under the auspices of this 
policy, NSPIRG will develop hiring, communications, harassment, conflict of interest 
and conflict resolution policies at NSPIRG.

LIMITATIONS: 

We recognize that although an anti-oppression policy is useful to protect and 
support anti-oppression principles and to promote inclusivity, equity and 
accessibility at NSPIRG, no policy can abolish oppression within our organization. 
Fighting oppression is an ongoing process, and is not best achieved through a policy 
document. This policy is intended to encourage all those involved in NSPIRG to be 
self-reflective on their own oppressive behaviours and institutional oppression at 
NSPIRG, and to work to address these. It is also intended to help the organization set
concrete goals in order to make our organizational culture, policies and practice 
more inclusive. 

POLICY: 

In accordance with the Memorandum of Association of the Nova Scotia Public 
Interest Research Group (NSPIRG), and NSPIRG's commitment to furthering social 
and environmental justice in an anti-oppressive framework, this policy aims to:

-Explicitly recognize and address systemic oppression (including but not limited to 
oppression based on race, gender, sex, class, sexuality, status and ability) within the 
NSPIRG environment as it manifests in the organizational culture, activities and 
structure, as well as in individual practice;

-To promote principles of anti-oppression and equality for all peoples and have this 
reflected in the organization's policies, procedures, services and in relation to staff, 
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students, community members, Board members, and any others involved in the 
workings of the organization; 

-To identify and challenge barriers that currently exist for people getting involved 
with NSPIRG, accessing NSPIRG's resources, or being employed with NSPIRG, and to 
work to address those through improving the organization's policies and practice;

-To ensure that NSPIRG's resources are being used in the service of marginalized 
communities, even where they are not active members of NSPIRG;

-To create an environment within NSPIRG where all forms of oppression are 
unacceptable; 

-To promote greater involvement of people from marginalized communities in the 
implementation and evaluation of NSPIRG policies, procedures and services on an 
ongoing basis so their perspectives are constitutive of the organization. 

PROCEDURES:

Annual Anti-Oppression Review – The NSPIRG Board will be responsible for striking
a committee composed of Board Members, staff, active members, Working Group 
Members and other interested individuals to develop and implement an annual 
review of how NSPIRG is living up to its anti-oppression commitments. 

The Review should identify key areas for improvement within NSPIRG policy and 
practice, outline clear and concrete goals within a specified timeframe, and identify 
the steps needed to meet these goals. Ideally, the review process, including the 
identification of areas for improvement and proposed solutions, should include as 
many people from as diverse a segment of NSPIRG's active membership and 
interested community members as possible, while avoiding a tokenistic 
understanding of inclusion.

The results of the Review should be presented on NSPIRG's website and at NSPIRG's
Annual General Meeting. Feedback should be collected and used for the following 
year's review.

Addressing Complaints/Concerns about Anti-Oppression within NSPIRG 

All concerns raised about oppressive or discriminatory practices within NSPIRG will
be taken seriously and evaluated to determine whether or not they have a legitimate
basis. We will take a good faith approach to dealing with people raising concerns, 
and in general will assume that all concerns raised are legitimate. 

There may be instances where a complaint is deemed not legitimate. For example, 
criticism of the state policy of Israel is not the same as anti-Semitism, and taking a 
position otherwise may in fact be considered oppressive of the Palestinian people. 
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However, in such cases the complaint would still be seriously considered to 
determine if any activity or behaviour that was legitimately anti-Semitic occurred. 

If complaints have a legitimate basis but are considered too vague to be adequately 
addressed, the individual raising the concern will be encouraged to think about 
concrete ways to address the concern, and will be dealt with appropriately. 

Where the complaint/concern is about the behaviour of an individual active 
within NSPIRG

Individuals within NSPIRG are encouraged to confront one another about 
oppressive behaviour and to hold each other accountable to the principles of anti-
oppression in a respectful and compassionate way. The following guidelines are 
provided for when external intervention is required (for whatever reason) in 
holding members accountable to the principles of anti-oppression.

Working groups will endorse the principles or anti-oppression and are encouraged 
to develop their own mechanisms of holding one another accountable to the 
principles of anti-oppression. If no mechanism exists, or if that mechanism is 
inappropriate or insufficient to address the concern, the following process may be 
followed by working group members.

If the complaint is about a working group member or active member, the complaint 
should be directed to a board or staff member. In the case of complaints about staff, 
complaints should be directed to a board member, and vice versa. Depending on the 
seriousness of the complaint, and the comfort level of the person raising the 
complaint, the staff/board member may strike a committee to determine how best 
to deal with the situation. The individual raising the concern is considered a central 
decision making body in determining how the complaint be addressed.

In general we will not take a punitive approach to dealing with oppressive 
behaviour, but will instead encourage the individual involved to reflect on their 
behaviour and set a concrete plan or goals to address it. In extreme cases or in cases 
where specific oppressive behaviour goes continually unaddressed, the individual 
involved may have some of their NSPIRG-Dal privileges revoked. The Board Policies 
committee should review our by-laws to determine this disciplinary measure. 

Where the concern/complaint is about an event, campaign, policy or other initiative 
of NSPIRG at the organizational level

Complaints shall be directed to the NSPIRG Board of Directors. The Board of 
Directors will strike a committee to address the complaint. The committee may 
include staff and board members, active members, working group members or 
interested community members. 
The committee will make a concerted attempt to include or, at a minimum, consult 
with, representatives of the affected community in addressing the complaint (for 
example, if the concern was about accessibility, consult with local disability 
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activists). The committee may also include the person who made the complaint, if 
the complainant desires. All members of NSPIRG are responsible for holding 
staff/board/committee members accountable to addressing these complaints.

In the case of complaints about the activities of Working Groups, Working Group 
members will be empowered to come up with and implement their own plan for 
addressing the complaint, with the active feedback and participation of the BOD 
and/or staff members.
If complaints are serious or if they go repeatedly unaddressed the Working Group 
may have their Working Group status revoked.

Anti-Oppression Trainings – Anti-oppression trainings will be provided to NSPIRG 
staff, Board Membership, active members and others interested to ensure that there 
is a basic understanding of the principles of anti-oppression. 

RIGHTS & RESPONSIBILITIES:

Rights

All people involved in NSPIRG have the right to be able to participate in all the 
activities of the organization without being subject to discrimination or harassment. 
All people involved have the right to hold others involved in the organization, as 
well as the organization itself, accountable to the principles of anti-oppression and 
to have respect and support in this process. All people involved have the right to 
access resources (including literature, media and trainings) to educate themselves 
on the principles of anti-oppression, and, where these resources are lacking, to 
request that these resources be provided by the NSPIRG board/staff.

Responsibilities

i. Active Members – All active members will be responsible for acting in accordance 
with the principles of NSPIRG's Anti-Oppression policy. Moreover, active members 
will be responsible for holding other members accountable to these principles. 
Active members will be considered responsible for modeling anti-oppression 
principles when doing work or speaking on behalf of NSPIRG.

ii. General Membership & Community – All members are charged with the task of 
keeping NSPIRG accountable to its anti-oppression mandate and offering support to 
NSPIRG in fulfilling this mandate.

iii. Board of Directors – The Board of Directors (BOD) will be responsible for 
ensuring that NSPIRG's policies and practice adequately reflect and communicate an
anti-oppression framework. The BOD may coordinate an annual anti-oppression 
audit of the organization's policy and practice in conjunction with staff, active 
members, and other interested individuals/groups, which is to be presented 
annually at the AGM.
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The BOD will be responsible to ensure that appropriate tools, training, and 
resources are made available to staff to facilitate the dissemination of this policy to 
the membership. The BOD will also be responsible for overseeing the complaints 
process for complaints regarding staff, working group members or other active 
members.

The NSPIRG BOD will be responsible for ensuring that NSPIRG policies are in 
accordance with the guidelines of the Nova Scotia Human Rights Commission while 
maintaining and upholding the organizational memorandum and objectives of 
NSPIRG.

The NSPIRG BOD will be responsible for ensuring that an adequate and 
comprehensive process and policy is in place for handling complaints and concern 
re: the actions of NSPIRG staff, BOD and Working Groups.

iv. Staff – Staff will be responsible for facilitating and organizing trainings, working 
groups and material dissemination that endorse and educate members and the 
wider community on the principles of anti-oppression.

Staff will be responsible for working in collaboration with the BOD to ensure that all 
processes and events are carried out in accordance with this policy, and to 
implement the annual anti-oppression audit.

Staff will also be responsible for overseeing the complaints process for complaints 
involving BOD members, working group members or other active members.

v. Working Groups – Working Groups will be responsible for identifying in their 
application how they will promote and communicate anti-oppression principles in 
their work. Furthermore, working groups will be responsible for ensuring active 
endorsement of this commitment throughout its association with NSPIRG. Working 
groups may be asked to revisit and resubmit commitments to the NSPIRG BOD over 
the course of their funding and association with NSPIRG to ensure that they are 
acting in accordance with NSPIRG's current anti-oppression policy. 

Working groups are responsible for attending and coordinating with the NSPIRG 
staff periodic and ongoing anti-oppression training for the working group 
membership. Working groups are responsible for actively offering feedback to the 
NSPIRG staff and Board about successes and challenges in implementing an anti-
oppression framework so NSPIRGmay adapt as necessary.

COMMUNICATIONS OF POLICY:

The NSPIRG anti-oppression policy will be made publicly available on our website, 
and, where appropriate, be communicated on relevant documents and outreach 
materials.
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DEFINITIONS:

Oppression is the domination of one individual or group by another, more powerful 
individual or group, using cultural, economic, physical, psychological, or social 
threats or force, and frequently using an explicit ideology to justify the oppression.

Oppression takes many forms including but not limited to: sexism, ableism, ageism, 
sexism, racism, heterosexism, classism, anti-semitism, lesbophobia, and 
discrimination based on cultural, ethnic or religious background.

Oppression, evidenced through discrimination, is systemic in our society. It is more 
than individual acts of violence, segregation, or discrimination-motivated behaviour 
and actions. Oppression is endemic in our institutions and society and has the effect 
of exclusion. 

Discrimination is a system of oppression. Discrimination instills and reinforces false 
divisions between groups of people. It ascribes positive and negative values to 
membership of these groups. It allows access to economic, political, and social 
power in society dependent upon memberships of these groups. Each 
discriminatory system has its own unique characteristics and specific content which
is directed at a particular social group, but all discriminatory systems share the 
common elements of identifying a target group characterized by a particular 
identity, and denying economic, political and/or social power to members of that 
group. It is important to distinguish between discrimination (which anti-oppression 
attempts to combat) and distinction for the purposes of fighting oppression. For 
example a distinction can and should be encouraged for an ameliorative purpose to 
combat systemic discrimination. Examples of this include Section 42 of NSPIRG’s By-
law and caucuses within organizations where membership is reserved for members 
of marginalized groups in order to ensure their involvement. 

THE PRINCIPLES & PRACTICE OF ANTI-OPPRESSION:

The following guidelines for the principles and practice of anti-oppression were 
developed by the LA Direct Action Network:

Principles of Anti-Oppression

*Power and privilege play out in our group dynamics and we must continually 
struggle with how we challenge power and privilege in our practice. 
*We can only identify how power and privilege play out when we are conscious and 
committed to understanding how racism, sexism, homophobia, and all other forms 
of oppression affect each one of us. 
*Until we are clearly committed to anti-oppression practice all forms of oppression 
will continue to divide our movements and weaken our power. 
*Developing an anti-oppression practice is lifelong work and requires a lifelong 
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commitment. No single workshop is sufficient for learning to change one’s 
behaviors. We are all vulnerable to being oppressive and we need to continuously 
struggle with these issues. 
*Dialogue and discussion are necessary and we need to learn how to listen non 
defensively and communicate respectfully if we are going to have effective anti-
oppression practice. Challenge yourself to be honest and open and take risks to 
address oppression head on.

Anti-Oppression Practice

“These practices are based on a series on conversations on the issue of racism. We 
recognize that there are many other forms of oppression that must be addressed. 
We have taken these practices and attempted to generalize them to other forms of 
oppression. This list is a beginning and it needs to be expanded upon. In the future 
we will continue discussions on all forms of oppression.” – Los Angeles Direct Action
Network

*When witnessing or experiencing racism, sexism, etc., interrupt the behavior and 
address it on the spot or later; either one on one, or with a few allies. 
*Give people the benefit of the doubt. Think about ways to address behavior that 
will encourage change and try to encourage dialogue, not debate. 
*Keep space open for anti-oppression discussions; try focusing on one form of 
oppression at a time – sexism, racism, classism, etc. 
*Respect different styles of leadership and communication.
*White people need to take responsibility for holding other white people 
accountable. 
*Try not to call people out because they are not speaking. 
*Be conscious of how much space you take up or how much you speak. 
*Be conscious of how your language may perpetuate oppression.
*Don’t push people to do things just because of their race and gender, base it on 
their word and experience and skills. 
*Promote anti-oppression in everything you do, in and outside of activist space.
*Avoid generalizing feelings, thoughts, behaviors etc. to a whole group 
*Set anti-oppression goals and continually evaluate whether or not you are meeting 
them. 
*Don’t feel guilty, feel motivated. Realizing that you are part of the problem doesn’t 
mean you can’t be an active part of the solution!
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