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Organisational Decolonisation Action Plan:

The following are suggestions of actions that organisations can take as
part of building and implementing their own decolonization plan. This list
is not exhaustive. As an organisation, we have spent the past several years
implementing some of these actions. We have come a long way. We have a
long way to go. These actions have stretched and challenged us. They should
stretch and challenge you. They should unsettle us all.
Organisational decolonization should blend actions that integrate and hold
up the experiences and voices of overseas partners, programme participants,
staff and volunteers, with governance level actions that create strategic and
systems level changes.

strategic changes:
•

Integrate decolonization through all aspects of the organisational strategic plan.

•

Create a specific strategic goal for organizational decolonization.

•

Integrate Indigenous values into organizational values statements.

•

Identify the Calls to Action and Calls for Justice in the Truth and Reconciliation
Commission Final Report, Honouring the Truth, Reconciling for the Future and
the Missing and Murdered Indigenous Women and Girls National Enquiry Final
Report that are most relevant to the organisation. Create strategic goals to meet
them. Pull strategic goals down into annual operational goals (planning tool
available to help this activity).

•

Report out monthly at operational and Board levels on progress towards strategic
decolonization goals.

•

Create a dedicated decolonization action plan for your organisation. Review and
amend this plan annually.

•

Change the issues that you work on to reflect and amplify the issues that are
important to Indigenous communities and youth that are specific to the territory
you are located on.

Governance level changes:
•

Acknowledge that an important first step in decolonization is internal and
needs to have Board as well as all staff participation. This is work for everyone.
It starts with us doing our own decolonization work before we can understand
what we might want to do to decolonize our organisations. Addressing how we
relate to Indigenous people in our overseas programmes and externally to our
organisations falls from important personal and internal work.

•

Set up a Board level decolonization committee. This committee can do important
work to change the way the Board works. Invite Indigenous people into this
committee space as consultants. Compensate them appropriately. Implement
actions developed at committee level within your Board.

•

Consider how to make your Board a safe space for Indigenous People, integrate
ceremony, focus on building and honouring relationships.

•

Take an intersectional approach to recruiting Indigenous Board members
ensuring participation of First Nations, Inuit, and Metis Board members.

•

Take turns in Board meetings at sharing meaningful land acknowledgements.

•

Ensure that all Board members and staff have read the Truth and Reconciliation
Commission final report and Calls to Action and the MMIWG Calls for Justice.
Ensure that the calls that are relevant to your organisation are identified, built into
strategic and operational planning, and monitored for progress at each Board
meeting. Evaluate the organisation based on it’s progress towards these goals.

•

Create strong relationships with Elders from your community. Invite Elders into
Board meetings to participate and as Advisors. Consider asking Elders to start off
Board meetings by holding space and by sharing prayer and thanks.

•

Create a Board plan to ensure strong representation of First Nations, Inuit, and
Metis People throughout all levels of your organisation, including on the Board.

•

Work towards representation on your Board by Indigenous People from the
territory on which your head office is located.

Operational level changes:

Operationalizing Decolonization within your
organization will look different dependent upon
your organizational needs and the communities
that you serve, and that’s okay. We all have to start
somewhere, here are some ideas to support your
team’s journey:
•

Operationalise strategic decolonization
goals into an annual operational
decolonization plan and goals.

•

Report monthly on these operational
goals.

•

Change meeting protocols and
expectations to make everyone
comfortable, e.g., following the circle
meeting directions of the territory you
are located on.

•

Ensure that Indigenous people are able to work on Indigenous and nonIndigenous issues at all levels of the organisation.

•

Amend organizational reporting tools and practices to integrate Indigenous
methodologies.

•

Review all organizational policies through the lens of power and to integrate
Indigenous leadership, knowledge and methodologies.

•

Implement decolonization of time, see PDF attached credited to Ancestors
Future.

•

Create budgets to support the work of decolonization, hiring Indigenous people,
training & honorariums for Indigenous people and Elders.

•

Recognize that cultural and reclamation work is just as important as the
organization’s work.

•

Recognize and respect Indigenous ceremonies and celebrations and schedule
accordingly.

•

Include Indigenous, racialized, differently abled, LGBTQI2+, and underrepresented people, especially youth, at all levels in the development of policy
and procedure.

Human Resource-based changes:

Decolonization within HR is key to continuing on the path of decolonization and developing
sustainability within your organization. Having folks invested in decolonization across your
organization will provide your organization with opportunities to learn from community and
others:
•

Change human resource policies and protocols to recognize the ways in which
colonial norms within the HR system have historically excluded Indigenous,
racialized, differently abled, LGBTQI2+, and under-represented people.
Recognise and prioritise different ways of knowing. Prioritise experience. Remove
western academic requirements.

•

Target recruitment directly at Indigenous communities. Repost positions until a
range of applications from Indigenous applicants have been received.

•

Encourage applications to be presented using the medium that best works for the
candidate, accept video and other mediums as equivalent to written resumes.

•

Move away from shortlists based on qualifications. When working with entry level
or youth recruitment, interview all Indigenous applicants. Conduct interviews with
open questions.

•

Review and change the organisations HR evaluation methodology, include
people in the review, and integrate Indigenous methodologies ensuring that the
evaluation process is safe and empowering for all staff. Centre performance
evaluation on values, lived experiences and new perspectives that can be added
to the team.

•

Work in partnership with staff to develop better HR practices so everyone feels
represented, included and powerful.

•

Engage with your labour union if you are a unionized organistion. Decolonise
your collective agreement. Analyse concepts such as “seniority” and “equal
opportunities” through a decolonizing lens.

•

Create an HR plan to ensure strong representation of First Nations, Inuit, and
Metis People throughout all levels of your organisation.

•

\and Reimagine what time off looks like to be able to respect time off for
ceremony, language classes, etc.

•

Work with staff to identify and implement additional or alternative statutory
holidays that better reflect the diversity of your organisation and that recognize
than many traditional statutory holidays have their roots in colonial violence.

•

Deliver ongoing decolonization training for all staff. Start new recruits with initial
decolonization training before they join the training schedule with other staff.

•

Facilitate and support all staff in reading and processing the Truth and
Reconciliation Commission and Calls to Action and MMIWG Report and Calls for
Justice.

•

Deliver training for staff to become proficient in the facilitation of difficult topic
conversation as well as in ensuring the safety and participation of Indigenous
People and People of Colour in difficult conversations and topic matter.

Knowledge -based actions:

Weaving in new ways of teaching, learning and knowing will be beneficial for everyone
inside and outside your organisation. Moving away from the colonial standard definition
of knowledge will provide important diversity and innovation in holistically supporting your
programming and the communicates with whom you work:
•

Ensure that all staff and Board members have read the Truth and Reconciliation
Commission Final Report, Honouring the Truth, Reconciling for the Future and
94 Calls to Action, and the Missing and Murdered Indigenous Women and Girls
National Enquiry Final Report, Reclaiming Power and Place and 231 Calls to
Justice.

•

Create a plan to integrate and honour
Indigenous knowledge throughout the
organizations work.

•

Create a plan to honour and integrate
Indigenous languages within the
organization. Unlearn English and French
as the two official languages.

•

Work towards building relationships with
the Indigenous People in the area in which
your organization is located upon and
where your programing is delivered.

•

Understand the harm that pan-Indigeneity can do. Make sure that you take
an intersectional approach recognizing the uniqueness of First Nations, Metis,
and Inuit Peoples. Ensure that all voices are included and heard within your
organisation.

•

Integrate land-based learning.

•

Recognize, support and respect the emotional labour that Indigenous People put
into helping non-Indigenous people to understand colonization and reconciliation.
Make sure that settler Canadians within your organisation are doing their own
research.

•

When hiring organizations that carry expertise on various Indigenous knowledge
systems be prepared to compensate appropriately.

Leadership and representation:

By decolonizing leadership we can ensure that more people get seats at the table which
means more people being a part of meaningful change. Fostering new ways of leading is
necessary to be able to continue the important work of decolonization.
•

Challenge and change existing leadership models. Think about what Indigenous
feminist leadership might look like. Remember that Indigenous feminism does not
take power away, it examines where power is held and reimagines a new way of
working where everyone exercises power.

•

Work to ensure that everyone in the organization holds power. Challenge norms
about where and how that power is held.

•

Consider refusing to take part in external forums that use outdated leadership
models and expectations. Turn up to external forums in the way that is meaningful
to you as an organisation.

•

Ensure that Indigenous people are represented at all levels of the organization.

•

Empower staff, Board members, and leaders to call out injustice and to speak
truth to power.

•

Move away from enforcing hierarchical norms and encourage consensus models
of decision making.

•

Shift the mindset to “Everyone is a Teacher and everyone is a Learner.”

•

Avoid operating from a place of tokenism.

•

When promoting an Indigenous or BIPOC person into a position of leadership,
staff a team appropriately and supply appropriate levels of support.

Communications:

Incorporating a decolonial lens to how we communicate with each other will bring honesty,
empathy and transparency to those your organization works alongside.
•

Allow people to report using their own voices, mediums and methodologies.

•

Encourage the use of Indigenous languages, and the practice of language
sovereignty.

•

Apply a decolonizing lens to all organizational communications.

•

Make space for Indigenous, racialized, differently abled, LGBTQI2+, and underrepresented people in the organisation to speak, including speaking on behalf of
the organisation.

•

Included Indigenous, racialized, differently abled, LGBTQI2+, and underrepresented people in the creation of orgainzational announcements,
publications & social media.

•

Use plain language!

•

Welcome many forms of communicating.

•

Recognize when releasing statements of support for Social Justice causes and
messages of solidarity that the organization is demonstrating that they are a safe
organization for communities made marginalized.

In conclusion, we know that this is not an easy, comfortable or short journey. We invite you
to accompany us on this work and invite others to join. Decolonization is for everyone,
and it will look different for everyone as well. It takes all kinds of people, experiences and
knowledge to able to move forward towards a more just, inclusive and safe future for
everyone.

Articles & Websites

https://scarp.ubc.ca/sites/scarp.ubc.ca/files/Zand%20%28Amitai%29%20
Capstone%20Report.pdf
https://www.nationalgeographic.com/culture/article/colonialism
http://fnn.criaw-icref.ca/images/userfiles/files/LWM4_ColonialismWomen.
pdf
https://opentextbc.ca/indigenizationfrontlineworkers/chapter/
decolonization-and-indigenization/
https://medium.com/knowledgenudge/decolonizing-communityengagement-85ee3ad5369d
https://everydayfeminism.com/2018/05/decolonizing-nonprofits/
https://www.vice.com/en/article/9k8zja/why-decolonisation-starts-withreclaiming-language
https://www.policyalternatives.ca/sites/default/files/uploads/publications/
Saskatchewan%20Office/2016/11/Decolonizing%20the%20Media%20
%28final%29.pdf

Social Media Accounts on Instagram to Follow
@DecolonizeFirst

@Matriarch.Movement
@IndigenousVoicesInDev
@Raised.Voices.Campaign
@AncestorsFuture
@InclusiveCanada
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