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Foreword: A Note from the Centre for Race and Culture

Thank you for using Karibuni as a resource in your workplace, community, or classroom. This guide is intended to help you 
coordinate a screening of the documentary Karibuni tailored to your needs.

What is Karibuni?

Karibuni is a documentary that recounts the experiences of Franco-African newcomers across Canada’s western provinces. 
It began with the efforts of Victor Moke-Ngala, who had a strong passion for telling the stories of newcomers from their own 
perspectives. 
The film is a case study of the Franco-African experience, yet it demonstrates the challenges and opportunities faced by so many 
newcomers who arrive in Canada from around the world, conveying the critical need for Canadians and newcomers to work 
together to achieve harmonious integration.
We hope that all Canadians will incorporate the voices of immigrants and refugees into their workplaces, communities, and 
classrooms. Thank you for helping us to share their story.

What is the Centre for Race and Culture?

The Centre for Race and Culture maintains an ongoing commitment towards eliminating racism and improving cross-cultural 
understanding in Canada. Those who use our resources to take action contribute to our success.
If you would like to receive updates on our work and keep in touch, we would be more than happy to foster a relationship with you. 
Memberships are available to organizations and individuals. Please visit us at www.cfrac.com for more information.
Thank you for your interest in Karibuni and taking action with us.
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I. Background Information

If newcomers are to integrate into society so that both they 
and citizens can benefit from immigration, Canadians need to 
welcome them.
Screening and discussing the documentary Karibuni gives 
newcomers and citizens the chance to learn about and analyse 
the experiences of immigrants and refugees in Canada. That 
understanding is a key step towards building a more sincere and 
sustained welcome.

Centre	for	Race	and	Culture

Screenings of Karibuni are made possible by the Centre for Race 
and Culture (CRC) with funding provided by Citizenship and 
Immigration Canada. The role of CRC is to help build a racism-
free society; CRC uses education, intervention, and community 
support to create racial harmony and social justice.
CRC’s success arises from its strong commitment to building 
ability and opportunity through activity that engages newcomers 
and citizens. Karibuni and its workshops are an example of that 
activity.

Karibuni

Karibuni is a compelling documentary that recounts the 
experiences of Franco-African immigrants across Canada’s 
western provinces. Its message is powerful: newcomers 
encounter many obstacles and opportunities when settling in 
Canada, and Canadians can do a great deal to make newcomers 
welcomed and accepted.  The documentary is composed of four 
chapters:

1. Welcome
2. Who are the immigrants? And who are the francophone 

communities in Western Canada?
3. Challenges of Integration
4. Pathways to Integration

The DVD is formatted so that you as a presenter may easily 
choose to screen one or several of the chapters according to 
your needs.

Victor Moke-Ngala

Karibuni is the word for “welcome” in Ki-Swahili, a language 
spoken in several East African countries.
Victor Moke-Ngala grew up in the eastern part of the 
Democratic Republic of Congo. There he pursued his education 
in chemistry, and later taught sciences in secondary schools 
in Gabon. In 1998, he immigrated to Canada and settled in 
Montreal.
Moke-Ngala eventually moved to Edmonton to further earn his 
undergraduate and graduate degrees in education. Throughout 
his research and while working with immigrant youth in 
Edmonton, he became increasingly concerned with the difficulties 
that immigrant youth faced in achieving social integration and 
success with an unfamiliar curriculum.
Inspired by the experiences of others, Moke-Ngala became 
passionate about telling the stories of newcomers from their 
own perspectives. His efforts culminated in the production of 
Karibuni.

Victor Moke-Ngala lives with his family in Edmonton where 
he works with the Ministry of Human Resources and Social 
Development Canada.

Franco-African Immigrants 

Franco-African immigrants originate from countries in West and 
Central Africa - the horn of Africa - and the islands of the Indian 
Ocean that were forced to accept the French language during 
French colonial occupation. Citizens of the following countries 
are likely to speak French:

In West Africa
Benin, Burkina-Faso, Guinea, Ivory Coast, Mali, Mauritania, Niger, 
Senegal and Togo

In Central African
Burundi, Cameroon, Central African Republic, Gabon, 
Democratic Republic of Congo and Rwanda

In other African countries
Comoros, Djibouti, Madagascar, Mauritius and Seychelles

Newcomers to Canada

Newcomers are diverse. There are several categories of 
immigration through which newcomers arrive. The categories 
include refugees, temporary foreign workers, and immigrants.
An immigrant comes to Canada by choice for any number of 
reasons. In Federal Canadian policy, immigration is divided into 
classes and programs. In the Family Class, close family members, 
or relatives of Canadian citizens or permanent residents, 
may immigrate to Canada. Individuals immigrating through 
the Canadian Experience Class have recent Canadian work 
experience or education.

Skilled workers have education, work experience, knowledge of 
English or French, and other abilities that will enable them to 
become successfully established in Canada.

Business immigrants are expected to contribute to a prosperous 
Canadian economy, and they do so by investing funds or starting 
a business in Canada.

Temporary foreign workers come to Canada to work, but are 
ineligible to remain in Canada permanently. At the time of the 
production of Karibuni and this Guide for Presenters, they 
were not eligible for many services that are available to other 
newcomer groups. 

A refugee is one who flees danger or persecution, and leaves his 
or her country because of dire need, not choice.
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About Immigration

Throughout history, Canada has been a nation largely shaped by 
immigrants (originally English and French) who have settled on 
and seized lands held by First Nations and Inuit peoples. Their 
presence radically transformed Canada in numerous ways, some 
for better, others not, especially for indigenous peoples.
Canadian immigration was at its peak in 1913 when just over 
400¸000 immigrants entered Canada, due in part to heavy 
recruitment from Europe for settlement of the prairie region.
Immigration numbers increased again following both World Wars, 
and especially following World War II when Canada accepted 
displaced persons from Europe. The lowest level of immigration 
occurred in 1942 during World War II, when just over 7,500 
immigrants arrived in Canada.
Today, immigration continues to be a significant issue in Canada’s 
development. Newcomers contribute to Canada’s growth and 
prosperity in both social and economic terms.
The number of newcomers entering Canada 
fluctuates year to year depending on a 
variety of national and international 
factors including economic growth, 
population size, political events, 
and natural disasters.

Currently, Canada’s goal 
is to accept 310,000 
immigrants annually, 
including 11,000 
refugees. Recently, the 
Canadian Government 
has accepted between 
200,000 and 250,000 
newcomers annually. 
Throughout Canada’s 
immigration history, 
most immigrants have 
settled in Ontario, 
but over the past few 
decades, more have settled 
in British Columbia and 
Quebec.
Of the newcomers who choose 
to live in the prairies, most live in 
Alberta rather than in Manitoba or 
Saskatchewan. In most parts of Canada, 
the immigrant population is predominated 
by those who come as skilled workers; however, 
in Manitoba, there is a significant number of family class, refugee, 
and provincial nominees, and in Saskatchewan, refugees are the 
most predominant group.

Newcomers today are coming from a wider range of countries 
than ever before. In the first half of the 20th century, Canadian 
immigration policy and recruitment strategies brought in 
immigrants from the United States and Europe.
In the late 1960s, overtly discriminatory policy was changed, and 
the points system we have today was put in place. Immigrants 
were granted entry into Canada based on a variety of factors 
including the ability to speak French or English, level of education, 
number of dependents, age, and contacts in Canada. Those 
changes led to a gradual shift in immigration, and Canada began 
to welcome more newcomers from Africa, Asia, and Latin 
America.

Immigration and Globalization

What drives/causes immigration to wealthy countries such 
as Canada?
In large part, it is the economic policies imposed on the home 
countries of immigrants by the International Monetary Fund 
(IMF) and the World Bank as conditions attached to loans to 
these countries. Immigrants fleeing unemployment, disintegrating 
national economies, and the rising cost of basic human needs 
in their home countries often arrive at a life not much different 
than their previous one.
IMF and World Bank policies require privatization of basic 
social services - and the new private employers typically cut 
jobs to keep their costs down, contributing to joblessness in 
impoverished countries. In addition, World Bank projects such as 
mining, oil and gas, and large dams, often displace large numbers 
of farmers and or fishermen from their land and livelihoods .

The indebtedness of poor countries to the IMF and World 
Bank often forces them to send their citizens to 

work abroad and send remittances home. 
For example, Philippine emigrants sending 

remittances are the primary source 
of hard currency coming into the 

country and therefore emigration 
is strongly encouraged by the 

government. Conservative 
estimates calculate that 10% 
of the Philippine population 
works abroad .
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II. Getting Started: The Pre-Screening
We have created this guide to help you with a variety of 
audience members and workshop participants, whether in 
workplace, community, or classroom. You’ll find discussion points, 
reflection exercises and group activities, and throughout.

No “One-Size-Fits-All”

All participants arrive with varying needs and perspectives, 
whether they are students, professionals, or community 
members at large. They will also vary in their ages, attitudes 
towards immigration and integration, and comfort in discussing 
what can be controversial issues.
Because there is no such thing as one-size-fits-all in community 
education, choose the tasks that best meet the needs of your 
audience.

Active Viewing

As any classroom teacher can attest to, students rarely reap 
significant rewards by passively viewing documentaries, especially 
if there are no activities arising from the viewing.
That is why we have included a series of activities in this manual 
to make your viewing of Karibuni productive and memorable. 
For best results, do some of those activities before you begin the 
screening, and complete others during or after. 

A.  Familiarising Yourself with the Issues

Karibuni touches on a wide range of issues concerning 
immigrants and refugees in Canada. Take time to understand 
the background information and concepts in the glossary. These 
materials can be found in Appendices A and B.

By all means, conduct your own research online, with books and 
magazines, and through conversation and interviews, taking into 
consideration your own relationship and attitudes to immigra-
tion in Canada.

Ask yourself the right questions

Among the many questions you should ask yourself 
before undertaking a workshop screening, consider 
the following:

1. How much do I understand or appreciate the reality 
of the opportunities and obstacles newcomers face?

2. What are my personal experiences with 
immigration?

3. To what extent have I had frank discussions with people 
about their experiences of immigration? What have I 
learned from those discussions?

4. What are the holes in my knowledge of the subject?

 

Asking yourself such questions before the screening, especially if 
you can engage with others in discussing the answers, helps you 
recognise your own biases and blind spots on this complicated 
topic that affects so many people so significantly.

B. Preparing to Work Effectively With Your 
Audience

Ask yourself and your participants the following:

1. In what ways do immigration and integration profoundly 
affect Canadians and newcomers?

2. In what ways do immigration and integration affect you at 
work? At school? In your neighbourhood? At your places of 
worship, leisure, or shopping?

3. What things do you hope to learn or share today?

Presenters should be prepared to work with audience members 
who have varying levels of experience with immigration and 
integration.

Everyone has different levels and areas of knowledge

While some audience members may be familiar with the subject 
from their own experience or the experiences of friends, family, 
or coworkers, others may have been exposed to the issue only 
through media.
For other audience members, the screening of Karibuni may 
be their first exposure to the realities of immigration and 
integration. Ensure you solicit people with extensive experience 
to share their knowledge, while also encouraging audience 
members who are relatively new to the issues to share their 
perspectives.

C. Pre-screening Preparation

The pre-screening is an opportunity to introduce the various 
issues surrounding immigration and integration to your audience. 
It is also a chance to understand the various levels of experience 
your audience members have with the issues.

Vocabulary

Many participants will find it helpful for you to go over the terms 
you will be using. This can be done verbally in addition to handing 
out copies of this manual’s glossary as well as a relevant news 
article or analysis.
In addition, briefly share with your audience the various reasons 
you have chosen to screen Karibuni. For instance, you might 
relate your experiences with immigration and integration, or 
explain why you would like to explore the issues further with 
that specific audience.
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D. Increasing Participation: Give Pens a Chance

In Canada, most people, especially if they’re surrounded by 
strangers, tend to say little in group discussions. If your plan 
is a successful workshop in which members learn and grow 
together, there’s no obstacle bigger than participants who won’t 
participate.

Make it easier for people to share their ideas

Here are a few extremely easy ways to ensure that people share 
their ideas more fully and freely than they might otherwise:

1. Post or distribute each workshop section’s questions at the 
beginning of each discussion.
· Many people dislike being rushed, or have difficulty 

speaking off-the-cuff.
· By letting participants read the questions to themselves, 

and then ask for clarification if they need it, you help them 
increase their comfort.

2. Distribute pens and paper and give an appropriate amount 
of time (5-10 minutes) before group discussion for people 
to write their answers.
· Having their responses written down helps participants, 

especially shy people or those lacking confidence in their 
language, to focus and remain confident.

3. If your group is larger than seven, divide into break-out 
groups. Keep groups between three and five people.
· Smaller groups increase the comfort level for introverted 

people to share their ideas.
· As well, smaller groups allow everyone more time to talk. 

In a group of twenty people, a one-minute answer per 
person for three questions would take one hour.

4. During discussion, instead of calling on volunteers, proceed 
around the circle, giving everyone a set amount of time to 
talk, and stick to that time. However, people can use less 
than their allotted time if they choose.
· Going around a circle gives shy people, or people unsure 

of their language skills, enough time to prepare to speak 
before a small group.

· As well, talkative people can unintentionally dominate 
discussion, so an enforced time-limit saves you the 
awkwardness of having to restrain an overly eager group 
member. Respecting that time limit also tells other 
participants that you’re protecting their time.

· Finally, capping contributions at, for instance, one minute 
per person lets you estimate how much time you need or 
can give.

5. Explain your reasons for working this way, perhaps by using 
the rationale provided after each step of this procedure.
· Generally, people appreciate knowing why they are doing 

what they have been asked to do. Your transparency 
shows your respect; that you are not hiding anything or 
manipulating them.

· As well, by casually and quickly giving the rationale, you 
are increasing the likelihood that people will follow the 
instructions, which will no longer seem arbitrary, but 
designed to make the workshop as productive as possible.

6. And finally, it is important to provide alternatives to writing 
activities in order to take diversity of learning and literacy 
levels into account. 
· You may want to provide opportunities for participants to 

put down their pens and engage in small group or paired 
discussions. All of the activities requiring writing can be 
modified to take diversity of learning and literacy into 
account. 

· Here are some tips on ensuring equitable participation:

o  Encourage a variety of people to report back from 
groups and to take different kinds of responsibilities in 
the group. 

o  Try for a balance in who speaks in order to avoid 
domination by certain voices. 

o  If only a few predictable people talk, break into pairs, 
triads, or small groups for some of the work. 

o  Vary the seating arrangements. 
o  Refer to comments made by some of the quieter people 

to encourage them to contribute again. 
o  At the beginning, stress that all input has value and 

deserves respect. 
o  Develop guidelines for respect and participation and 

refer back to them if things get out of hand. 
o  Read the anti-harassment policy and identify at least 

two people to go to with problems. 
o  Use humour and stories to make it fun and attractive to 

participate. 
o  Challenge disrespectful and/or discriminatory 

behaviours or comments, without attacking the person. 
o  Watch for power imbalances between individuals and 

groups of participants — for example, a group of many 
men and few women, and the women not speaking up. 
Raise it as an issue for the group to address. 

o  Be prepared to stop the discussion and deal with a 
situation head on. 

o  Remember that the most important communication 
comes through your eyes, face, body gestures and 
openness. You can say welcoming things, but your body 
can give people the opposite message. 

o  Be prepared to change the pace, the activity, the set-up 
if it isn’t working for participants. There are hundreds of 
ways of reaching the same goal. 

o  Ensure that everyone can hear and see well. Remind 
speakers to speak loud enough to be heard1.  

1  B. Burke, J. Geronimo, D. Martin, B. Thomas, and B. Wall, “Education for Changing Unions,” (Toronto: 
Between the Lines, 2002). 
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E. Making Knowledge Relevant: 
Connecting Documentary Experience to Par-
ticipants’ Lives
 
To help people learn and grow as a result of participating in 
your workshop, it is vital that you do everything you can to help 
people understand how the information relates to their lives.
Group discussion is essential to achieve that goal. Such discussion 
helps you understand participants’ motives for attending the 
screening, thereby guiding your ability to effectively focus the 
information and enable participants to acquire what they need 
from the screening.

F. Creating Questions That Lead To Great Dis-
cussions

The wording of a question is its most important quality. A stem 
is the basic wording of a question that defines the scope and 
quality of the information being sought.
Ineffective stems limit discussion, whereas effective stems open 
discussion by asking people to:

1. Describe instead of simply list
2. Discuss various ideas instead of one predetermined 

answer, and 
3. Analyse their own responses by grouping them into 

categories such as effective, ineffective and neutral, or 
constructive, destructive and no-consequence.

 Examples of ineffective stems

• Why does...
For various reasons, many people infer such questions to be 

seeking a single, exclusive answer, as in, “Why do clouds 
form?” or “Why do we have to fill out this form?”

• Do you/Could you/Have you ever/Is there a...
This question seeks a yes or no. That is a very quick 

discussion-ender.

• How many...
The question seeks a number; again, a quick discussion-ender.

Examples of effective stems

• Describe the various ways that...
• Explain the various reasons that...
• Discuss the various effects (constructive, destructive and 

neutral) of...
• Choose two examples of (your topic), and describe the 

various ways in which they are similar, and the various ways 
they are different.

• Explain the various ways your life would be better, worse or 
unchanged if (your topic) were changed to be (less, more, 
or nonexistent)?

Questions to get your group started

Choose one or a few of the questions below for an opening 
discussion, or create some of your own. Notice the stems 
for each of the questions below when creating your 
questions.

1. Describe the various personal, social, economic, political, 
and any other ways in which immigration and integration 
affect you, newcomers, your community, and the country.

2. Describe the various personal, social, economic, political, 
and any other ways in which Canada would be a different 
society if First Nations had prevented the immigration of 
Europeans.

3. Describe the various personal, social, economic, political, 
and any other ways in which Canada would be a different 
society if Canada had stopped immigration in 1900, 1950, or 
1980.

4. Describe the various goals you have from watching the 
documentary and from participating in the workshop.

Develop your own screening workshop

If you wish, several days before your workshop, watch the film 
again and take notes. Develop your own worksheet listing 
key people, places, events or themes you want to discuss, and 
distribute it to participants so their notes will have focus.

G. Ensuring a Smooth Delivery

Equipment

· Long before screening Karibuni with your audience, ensure 
the audiovisual equipment is functioning.

· If you are using several pieces of equipment together for 
the first time (such as speakers, a projector, and a DVD 
player), ensure they function properly when used together.

Seeing, reading and hearing

Karibuni is a French documentary with English subtitles. Whether 
or not your audience speaks French, consider their reactions:

· Can all audience members hear or read?
· If participants are visually or hearing impaired, how will you 

ensure they are close enough to the screen to read the 
subtitles or hear the audio?

· If someone can not read, can translation be provided? Are 
there any other barriers that might prevent understanding 
the subtitles?

Choosing sections

· The DVD is divided into four chapters selectable by the 
menu screen.

· We suggest that you choose to screen only portions of the 
documentary in one sitting if your audience is particularly 
young, is in the process of learning English, or if there are 
any other reasons preventing them from focusing their 
attention for long (such as parents who need to leave early). 

· Each chapter functions well as a stand-alone presentation.

Timing

· Keep your timeline in mind. Expect two hours to screen 
Karibuni and have a productive discussion afterwards.

· The documentary itself is 52 minutes with each section 
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lasting 10 to 15 minutes. Allow at least twenty minutes for 
discussion before the screening, and at least forty minutes 
after.

· If you have only an hour or less, screen one or two chapters 
and shorten your discussion accordingly. You can also 
incorporate the documentary into longer workshops.
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III. The Screening

It is rare that a passive viewing of a documentary leads to an engaging group experience.
Preparation (highlighting key issues, values, and content) and direction (asking focus questions before, during, and after the screening) 
help participants categorise information as they are receiving it, so that they are better able to recall, discuss, and analyse it later.

Procedure:

1. Provide paper and pens so participants can take notes.

2. Allow questions for clarification (for instance, names, places or types of services in the documentary), but postpone in-depth 
discussion of the film or its issues until after the screening.

3. Distribute any worksheet(s) you have developed so that participants’ notes will have a focus. (See Section I.F.: Creating questions 
that lead to great discussions.)

Options

1. Divide the audience into groups. Assign each questions from your worksheet or a specific topic, such as:

a. Obstacles to integration
b. Fast tracks to integration
c. Services to assist integration
d. Differences between men and women’s integration opportunities and obstacles
e. Differences between elementary, junior high, and high school experience for newcomers
f. Benefits of integration for Canada

2. Ask participants to record aspects of immigration depicted in Karibuni relevant specifically to French-speaking African 
immigrants.

Take a break (just not too long....)

Don’t forget to take a bathroom/stretch/refreshment break. Suggest five minutes... you should get everyone back in fifteen.
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IV. Post-Screening

Watching a film offers an audience a chance to learn, but it 
is discussion that allows audiences to analyse, challenge, and 
remember what they have experienced and to grow together as 
a group.

Choose the activities that are right for you

On the following pages, you will find group activities and discus-
sions. Choose one or a few that will suit your plans and your 
group’s needs.

Timing counts!

Estimate your timing needs. Dividing the participants into small 
groups will prevent exceeding the time limit, and gives everyone 
an opportunity to speak. With a larger group, it may take an hour 
to give everyone voice. 

Procedure 

Read and review Section II.D.: Increasing participation: 
Give pens a chance. Remember to consider equity and 
diversity of learning styles and literacy levels.

1. Before the workshop, select which worksheets and 
instructions you think you will need, and photocopy enough 
for everyone plus a few extras.

2. You will not have time for participants to do every role-
play or complete every discussion (or even to answer 
every question from those activities), so choose some 
activities for everyone to complete.  For instance, organise 
a combination of role-plays and/or questions, or divide the 
questions amongst participants or small groups.

Determine a time limit, and then announce a countdown so 
people know how much time they have left.

A. Written Activity: Understanding Integration 

1. Describe your emotional reactions to Karibuni.

2. Describe what surprised you about what Karibuni revealed.

3. Describe the various concepts, events, attitudes and other 
information you learned from Karibuni.

4. Were there themes or concepts in this documentary that did 
not make sense to you or that you have questions about?

5. What does the term “integration” mean to you? How is this 
term used in the context of Karibuni?

6. Describe the various personal, familial, social, professional, 
economic, political, spiritual or other opportunities newcom-
ers can experience in Canada.

7. Describe the various personal, familial, social, professional, 
economic, political, spiritual or other results of the opportuni-
ties you listed above.

8. Describe the various personal, familial, social, professional, 
economic, political, spiritual or other obstacles newcomers 
may face in Canada.
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9. Describe the various personal, familial, social, professional, 
economic, political, spiritual or other results of the obstacles 
you listed above.

10. Choose any example of an integration obstacle that surprised 
you, and explain the ways in which it surprised and why.

11. Describe ways in which newcomers’ immigration obstacles 
are similar to those of First Nations, Inuit and Métis Canadians.

12. Describe ways in which newcomers’ immigration obstacles 
are different from those of First Nations, Inuit and Métis Canadi-
ans.

13. In your own words: 
a. how would you describe racism?  Feel free to use 

examples or experiences.

b. Refer to the definition of racism provided in the glossary. 
How does your definition compare to the glossary 
definition? Do you agree or disagree with anything in the 
definition? Why?

c. Reflecting on the Karibuni documentary, do you think 
racism plays a role in some of the challenges and barriers 
immigrants face in Canada? Provide examples.

14. Describe the various experiences and facts the 
documentary did not address, or addressed only briefly, that you 
think deserved more attention, and explain why.

B. Key Concepts: Social Capital, Stereotype 
Threat, and Discrimination

Newcomers face numerous obstacles in their attempts integrate 
into Canadian society. Some are obvious: distance from family, 
loneliness, culture shock, adjusting to a new diet, and adjusting to 
Canadian winters, to name only a few.
 But a few others obstacles are not as obvious to all, and some 
need explaining to newcomers and citizens alike. Four key 
concepts towards understanding the obstacles to integration 
are social capital, stereotype threat, interpersonal 
discrimination and systemic discrimination.

1. Social Capital

Plants need a number of components in sufficient amounts 
in their ecosystem if they are to thrive: clean water, soil-rich 
nutrients, sunlight and heat.
Just as clearly, plants fare poorly if they are under the constant 
stresses of environmental forces such as wind or hail, or if they 
are under attack by predators, parasites, pollution or pedestrians.
Similarly, all people need a broad array of possessions, attributes 
and conditions abundant in their lives if they are to succeed. 
These include personal elements such as education, resilience 
and money, but also include social capital2.
Social capital is all the shared cultural, class and interpersonal 
experiences and connections that bind humans together, because 
they perceive themselves as being similar. It is the accumulated 
personal, social, class, cultural, religious, political, ideological and 
other similarities that promote and strengthen employment and 
business opportunities, mutually beneficial developments, and 
alliances in any area of life.

Not just what you know, but who you know

After a short time in the workforce, most people realise that it is 
easier to get a job or a promotion when they have more affinity 
with the gate-keepers in the company or organisation to which 
they are seeking entrance, or through which they are seeking 
advancement, such as:

· Shared education

2  “[S]ocial capital rests on the premise that ‘my connections can help me’... [and] is all about establishing 
relationships purposefully and employing them to generate intangible and tangible benefits in short or long 
terms. The benefits could be social, psychological, emotional and economical....
“There are many possible representations of social capital. Broadly social capital can be seen in terms of 
five dimensions: first, networks--lateral associations that vary in density and size, and occur among both 
individuals and groups; second, reciprocity--expectation that in short or long term kindness and services will 
be returned; third, trust--willingness to take initiatives (or risk) in a social context based on assumption that 
others will respond as expected; fourth, social norms--the unwritten shared values that direct behavior and 
interaction; and fifth, personal and collective efficacy--the active and willing engagement of citizens within 
participative community.... These five dimensions manifest themselves in various combinations and shape the 
interaction amongst the members of a group, organization, community, society or simply network and can be 
studied through various perspectives....
“An example of social capital could be the voluntary participation of the members over the lunch break to 
discuss various social/organizational aspects which benefits all the participants.”
York University, “Social Capital Theory,” Appalachian State University, 
http://www.istheory.yorku.ca/Socialcapitaltheory.htm .
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· Shared alma mater
· Friends “on the inside”
· Current or former associates who are “connected”
· Family connections or inter-family connections
· Social connections through clubs and fraternities
· Religious affiliations through the same worship halls

The more elements from the list above that one shares with the 
powerbrokers in one’s society--employers, managers, bankers 
and loan officers, judges, police, news producers, editors and 
reporters, academics, military officers and others, the more 
social capital one possesses.
In simplest terms, social capital is understood in the old phase, 
“It’s not what you know, but who you know.” In more nuanced 
terms, it is what you share with the people who are “up there.”

Whom would you rather be when applying for a job?

Imagine two job applicants: one is a newcomer; the other is a 
citizen. Both share all of these qualities or neither possesses 
any of them. But the newcomer is from a different race than 
the potential employer, whereas the citizen is of the same race. 
Which one, all other qualities being equal, is more likely to get 
the job?
The easiest way to misinterpret the above statements is to 
think they are accusing citizens of being bigots or racists, or of 
consciously discriminating against newcomers for any reason, 
including religion.
But that is not what the concept of social capital requires for it 
to be valid. The concept merely states that the more one has in 
common with others, the more one is likely to feel comfortable 
with them, and therefore to feel comfortable working with them, 
or to trust them with important or sensitive matters.
Clearly, that level of comfort is a tremendous asset to anyone 
seeking:

· Employment
· Promotion
· Rental accommodation
· The attention of a graduate or post-graduate supervisor
· The benefit of the doubt of police or the mercy of a judge
· The confidence of a loan officers
· The funds of investors.

When a golf course is also a boardroom

The more established a person is, the more social capital 
they have, which gives them informal access to power and the 
powerful.
That is why a golf course can sometimes function as a 
boardroom with landscaping. And that is why country clubs, (and 
other organisations), which denied entrance to women, Jewish 
people, Africans, Asians and Latin Americans, were also denying 
them the social opportunities to advance their careers and 
business prospects.
Of course, for most newcomers, it will not be big-money 
business deals negotiated over cocktails at country clubs that 
decide their fate. It will be the far more mundane task of survival 
associated with simply getting a job.
And the less social capital one has--for instance, ordinary social 
connections that arise from living, working and enjoying leisure 
in a city or province for years--the less likely one will even learn 
that such a job exists.

How can you apply for a job you don’t even know about?

As noted anti-racist writer and lecturer Tim Wise notes, in the 
United States:

…nearly nine in ten jobs are never advertised at all, [and so do not become] 
open to a free and fair competition. Rather, they are filled by word-of-
mouth and networking: a process which disproportionately disadvantages 
people of colour, irrespective of qualifications, simply because of prior 
opportunity (or the lack thereof) and ongoing de facto residential 
segregation and isolation, which restricts the degree to which persons of 
color are likely to be in the best networks for jobs.3

3  Tim Wise, “Playing Our Race Card: Reflections on Reverse Discrimination,” Z Space, 
http://www.zmag.org/zspace/commentaries/2254 
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In Canada, it may be just as difficult to find out about job 
openings without inside information. The book Living and 
Working in Canada states simply that “Many jobs are not 
advertised at all. Hearing about a job opening through a friend 
or a friend of a friend is quite common.”4 The Environmental 
Careers Organization Canada explains on its website:

The fact is that most jobs are not advertised because employers rely on their 
networks to find workers. Employers want to hire someone they know or 
someone who can be vouched for. This way they can minimize the costs 
involved in training new employees.5

So while many people claim that newcomers “take all the jobs,” 
clearly, it is far more difficult for a newcomer to even know 
about available jobs.
And that does not include the obstacles of achieving domestic 
professional credentials, or finding more suitable employment if 
one has come to Canada under the Temporary Foreign Workers 
programme (see IV.C. Discrimination).

Despite the 2.1% immigrant employment gain from 2006 to 
2007, the employment rate gap between immigrants and the 
Canadian born widened, as the population of immigrants 
increased much faster than their employment. While the 
immigrant employment rate edged up 0.2 percentage points 
to 77.9%, the employment rate for the Canadian born rose 
by 0.7 percentage points to 83.8%.

As the population of working-age Canadians increases, there 
is an expectation that employment should rise by similar 
levels. The realities, however, were different for the Canadian 
born and for immigrants. In 2007, the employment rate rose 
faster for the Canadian born, as their employment growth 
greatly outpaced their population growth, while immigrant 
employment increases did not match their population 
gains. The end result was that the employment rate gap 
between immigrants and the Canadian born widened 
from 5.4 percentage points in 2006 to 5.9 percentage points 
in 2007.6

Unintentional Discrimination

The concept of social capital does not require any overt 
malice or bigotry to explain how newcomers are easily 
shut out of employment and business opportunities. 
These barriers that immigrants face are products of 
unintentional discrimination. Unintentional discrimination 
refers to situations where the system, rules, regulations, 
policies or arrangements have not taken into account the 
needs of a group protected under the law, or the system 
has not evolved with our changing society7. 

For example, newcomers to Canada often have to return to 
school to attain Canadian recognized credentials in order to 
gain employment. Often times, these immigrants have plenty of 
relevant education and job experience from their home country, 
but due to policies and regulations in Canada, those qualifications 
are not recognized.

-----------------------------------------------------------
4  Benjamin A. Kranc and Karina Roman, Living and Working in Canada, (How to Books, 2002), p.100.
5  Environmental Careers Organization. “Networking Skills.” Eco Canada.
http://www.eco.ca/portal/viewContent.aspx?display=enviroemploymentstep3=4 
6  Statistics Canada, ”Canada’s Immigrant Labour Market,” Government of Canada,
http://www.statcan.gc.ca/daily-quotidien/080513/dq080513a-eng.htm 
7 PEI Human Rights Commission  “Intentional vs. Unintentional Discrimination,”,
http://www.gov.pe.ca/humanrights/index.php3?number=1013661&lang=E 

A few words about social capital and power

“Social capital” refers to the resources available in and through 
personal and business networks. These resources include 
information, ideas, leads, business opportunities, financial capital, 
power and influence, emotional support, even goodwill, trust , 
and cooperation. The “social” in social capital emphasizes that 
these resources are not personal assets; no single person owns 
them. The resources reside in networks of relationships8. 
So why do some people have more social capital than others? 
The answer is in power. Depending on what forms of power 
people have access to, they will be able to accumulate more 
social capital as well as define what constitutes social capital. 
Power can be broken down into many compartments or types.  
Here are a few that can help you put into context power in 
relationship to accessing or gaining social capital.  

Four elements of Power9

1. Personal Power – often derived from charisma, self 
confidence, self respect, networks of support, and individual 
characteristics that we and others value.

2. Institutional / Organizational Power – derived from position, 
mandate, resources, longevity or seniority in an organization.

3. Collective Power – solidarity, community, empowers others, 
supportive, builds creative action and can be used to 
organize against institutional and organizational power.

4. Social Power – power derived from aspects of our social 
identity such as gender, race, class, citizenship, etc. 

8 Achieving Success Through Social Capital, “ What Is Social Capital, and Why Should You Care About It?” 
Humax Corporation, http://www.humaxnetworks.com/BakerChap1.pdf 
9   Four Elements of Power. Author unknown.
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Individually, we may hold power in a variety of these forms.  
However, our social power may be competing with our collective 
power, or our collective power may have us question and 
challenge our institutional / organizational power.  And our 
personal power may rest upon social powers, which define 
individual characteristics we value as strength, self respect, self 
confidence, etc.
It is important to understand that some of us may hold dominant 
power that allows us to access and use our social capital to 
“move up”. Others may not hold these forms of power, and 
therefore experience barriers and challenges to “moving up”.

Discussion: Social Capital

1. Read or review Section II.D.: Increasing participation: Give 
pens a chance. Remember to consider equity and diversity 
of learning styles and literacy levels.

2. Re-organise into small discussion groups.

3. During five minutes of silent, individual writing time, list 
the various examples of social capital you possess that 
have helped you to learn about jobs and/or business 
opportunities.

4. List some examples of social capital that people you know 
possess that have helped them find out about jobs and/
business opportunities.

5. In your small group, share your lists aloud.

6. On a flip-chart, a white board or a chalk board, group these 
examples by categories such as education, culture, religion, 
family, friendships, neighbourhood connection, alma mater, 
clubs, political parties, fraternities, or other types.

7. When everyone’s examples have been listed, ask 
participants to reflect on the documentary and any 
immigrants they may know. Discuss and circle a) which 
of the examples are newcomers, on average, less likely to 
possess? and b) box the examples that newcomers, on 
average, are more likely to possess than Canadian citizens.

8. Discuss how these differences can have impact on or affect 
the experiences of newcomers in regards to attaining 
success in the areas of education, employment, promotion 
or business. 

9. What are some of the ways newcomers can gain or access 
social capital? What are some examples from Karibuni?

10. What can we (organizations, groups, support networks, co-
workers) do to provide support and/or provide access to 
social capital for immigrants?

2. What is a Stereotype?

Stereotypes are as old as human 
culture itself. They reflect ideas that 
groups of people hold about others 
who are different from them.
A stereotype can be embedded in 
single word or phrase, (such as “jock” 
or “nerd”), an image, or a combination 
of words and images. The image evoked 
is easily recognized and understood by 
others who share the same views.
Stereotypes can be either positive 
(“Doctors save people”) or negative 
(“women are bad drivers”). But most 
stereotypes tend to make us feel 
superior in some way to the person or group being 
stereotyped. Stereotypes ignore the uniqueness of individuals by 
painting all members of a group with the same brush.10

Stereotype Threat

Recent research has demonstrated that experienced, well-
educated, intelligent people can perform poorly on tests if they 
believe that authority figures hold negative stereotypes about 
their race, gender or any other aspect of their identity.
Essentially, if people believe they will not be assessed fairly, 
their despair undermines their abilities. That effect is called 
stereotype threat.

[W]hen a person’s social identity is attached to a negative stereotype, that 
person will tend to underperform in a manner consistent with the stereotype 
[because of] anxiety that he or she will conform to the negative stereotype. 
The anxiety manifests itself in various ways, including distraction and increased 
body temperature, all of which diminish performance level.11

Stereotype threat helps account for why some high-achieving 
students perform poorly under certain circumstances.

A growing body of studies undercuts conventional assumptions that genetics 
or cultural differences lead some students--such as African Americans or 
girls--to do poorly on standardized academic tests and other academic 
performances. Instead, it’s become clear that negative stereotypes raise 
inhibiting doubts and high-pressure anxieties in a test-taker’s mind, resulting in 
the phenomenon of “stereotype threat”....
Psychologists Claude Steele, PhD, Joshua Aronson, PhD, and Steven Spencer, 
PhD, have found that even passing reminders that someone belongs to one 
group or another, such as a group stereotyped as inferior in academics, can 
wreak havoc with test performance.
Steele and Aronson gave Black and White college students a half-hour test 
using difficult items from the verbal Graduate Record Exam (GRE). In the 
stereotype-threat condition, they told students the test diagnosed intellectual 
ability, thus potentially eliciting the stereotype that Blacks are less intelligent 
than Whites. In the no-stereotype-threat condition, the researchers told 
students that the test was a problem-solving lab task that said nothing about 
ability, presumably rendering stereotypes irrelevant....
In the stereotype threat condition, Blacks--who were matched with Whites 
in their group by SAT scores--did less well than Whites. In the no stereotype-
threat condition--in which the exact same test was described as a lab task 
that did not indicate ability--Blacks’ performance rose to match that of equally 
skilled Whites....
Additional experiments that minimized the stereotype threat endemic to 

10 Media Awareness Network, “What is a Stereotype?”  http://www.media-awareness.ca/english/special_
initiatives/toolkit/stereotypes/what_are_stereotypes.cfm 
11  “Steele Discusses ‘Stereotype Threat.’” September 24, 2004. College Street Journal. Mount Holyoke 
College.
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standardized tests also resulted in equal performance. One study found 
that when students merely recorded their race (presumably making the 
stereotype salient), and were not told the test was diagnostic of their ability, 
Blacks still performed worse than Whites.
Spencer, Steele, and Diane Quinn, PhD, also found that merely telling women 
that a math test does not show gender differences improved their test 
performance. The researchers gave a math test to men and women after 
telling half the women that the test had shown gender differences, and telling 
the rest that it found none....
When test administrators told women that that tests showed no gender 
differences, the women performed equal to men. Those who were told 
the test showed gender differences did significantly worse than men, just 
like women who were told nothing about the test. This experiment was 
conducted with women who were top performers in math, just as the 
experiments on race were conducted with strong, motivated students.12

stereotype salient), and were not told the test was diagnostic of their ability, 
Blacks still performed worse than Whites.
Spencer, Steele, and Diane Quinn, PhD, also found that merely telling women 
that a math test does not show gender differences improved their test 
performance. The researchers gave a math test to men and women after 
telling half the women that the test had shown gender differences, and telling 
the rest that it found none....
When test administrators told women that that tests showed no gender 
differences, the women performed equal to men. Those who were told 
the test showed gender differences did significantly worse than men, just 
like women who were told nothing about the test. This experiment was 
conducted with women who were top performers in math, just as the 
experiments on race were conducted with strong, motivated students. 

So now that you know what stereotype threat 
is...

If you are a newcomer, you might wonder why, in some circum-
stances, your performance is below what it was in your country 
of origin. Understanding the existence of stereotype threat is 
your first step towards overcoming its effects.
While research into counteracting the effects of stereotype 
threat is still in its early stages, abundant information exists about 
the power of positive thinking. In simplest terms, stereotype 
threat undermines you because you think you will be judged 
poorly. Therefore, the reverse is that confidence improves your 
performance.
Of course, it is easier to know confidence is helpful than it is to 
gain confidence. Even highly experienced people can lose confi-
dence in themselves, and the stresses of immigration, seeking a 
job, financial woes, discrimination, insufficient social capital and 
stereotype are enough to undermine almost anyone’s confidence.

...what can you do about it?

Fortunately, there are abundant materials available at most public 
libraries, and certainly on the Internet, that teach mental training 
for gaining and strengthening a positive attitude.
The classic work, The Power of Positive Thinking by Norman 
Vincent Peale, influenced countless self-help books and paved the 
way for recent blockbusters such as The Secret.
Regardless of how such books differ from each other, their basic 
lesson is that negative thinking undermines success, whereas 
positive thinking always enhances education and experiences 
towards achieving one’s goals.
As Remez Sasson writes on Success Consciousness.com:

12 Psychology Matters, “Stereotype Threat Widens Achievement Gap,” APA Online, 
http://www.psychologymatters.org/stereotypethreat.html .

Allan applied for a new job, but as his self-esteem was low, and [as] he 
considered himself as a failure and unworthy of success, he was sure that he 
was not going to get the job. He had a negative attitude towards himself, and 
believed that the other applicants were better and more qualified than [he 
was]... due to his negative past experiences with job interviews.
His mind was filled with negative thoughts and fears concerning the job for 
the whole week before the job interview. He was sure he would be rejected. 
On the day of the interview he got up late, and to his horror he discovered 
that the shirt he had planned to wear was dirty, and the other one needed 
ironing. As it was already too late, he went out wearing a shirt full of wrinkles.
During the interview he was tense, displayed a negative attitude, worried 
about his shirt, and felt hungry because he did not have enough time to eat 
breakfast. All this distracted his mind and made it difficult for him to focus on 
the interview. His overall behavior made a bad impression, and consequently 
he materialized his fear and did not get the job.
Jim applied for the same job too, but approached the matter in a different way. 
He was sure that he was going to get the job. During the week preceding the 
interview he often visualized himself making a good impression and getting 
the job.
In the evening before the interview he prepared the clothes he was going to 
wear, and went to sleep a little earlier. On day of the interview he woke up 
earlier than usual, and had ample time to eat breakfast, and then to arrive to 
the interview before the scheduled time.
He got the job because he made a good impression. He [also had] the proper 
qualifications for the job, but so had Allan.
What do we learn from these two stories? Is there any magic employed here? 
No, it is all natural. When the attitude is positive we entertain pleasant feelings 
and constructive images, and see in our mind’s eye what we really want to 
happen. This brings brightness to the eyes, more energy and happiness. The 
whole being broadcasts good will, happiness and success. Even the health is 
affected in a beneficial way. We walk tall and the voice is more powerful. Our 
body language shows the way [we] feel inside.13

If your confidence has been damaged, check out a few resources 
from your local public library or from online—whether text, 
audio or video. Find something that works for you.

What to do about stereotype threat if you are not the 
newcomer

It’s helpful to know about the existence of stereotype threat 
because that knowledge can help you be more understanding 
and compassionate about other newcomers’ difficulties in 
achieving success.
Beyond that, you can help newcomers overcome the effects of 
stereotype threat by educating them about it, and if you’re a 
gatekeeper or power broker, by educating yourself about the 
obstacles newcomers face, and demonstrating your awareness of 
the assets that the newcomer before you currently possesses.
There is, however, one more fact you need to be aware of.

“Racial prejudice makes you stupider”

The heading above isn’t just a well-intended joke. It is the 
finding of a scientific study using brain-imaging to evaluate 
how effectively people think if they are hampered by negative 
stereotypes or bigotry.

[A]n unusual and striking new series of experiments conducted at 
Dartmouth College, with the help of brain-imaging equipment and a crew of 
undergraduate volunteers [suggests that] the more biased people are, the 
more their brain power is taxed by contact with someone of another race, 
as they struggle not to say or do anything offensive. The effect is so strong, 
the team found, that even a five-minute conversation with a black person 

13   Remez Sasson, “The Power of Positive Thinking,” SuccessConsciousness.com,
 http://www.successconsciousness.com/index_000009.htm .
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left some of the white subjects unable to perform well on a test of cognitive 
ability. 
“Just having a prejudice makes you stupider,” said John Gabrieli, a professor of 
psychology at Stanford University who was not involved in the research. “It is 
really interesting.” 
...The work also paints a dispiriting portrait of the state of the nation’s race 
relations, the lead researcher said, even among the well-educated, well-
meaning Dartmouth undergraduates whom the scientists studied.... 
The report is the first time that researchers have shown a connection 
between racial bias and the parts of the brain responsible for higher functions, 
according to several neuroscientists who were not involved in the research....
Another [experiment] conducted by Stanford’s Gabrieli and other scientists, 
showed that the brains of white people process white and black faces 
differently from the moment they see them.14

So if you are thinking that only newcomers are hobbled in 
dealing with citizens, think again. Stereotype threat, as it turns 
out, has its match in the person who believes in the stereotypes, 
and for both citizen and newcomer, the effect is the same: the 
quality of our thinking diminishes.
Stereotypes, remember, are generalisations about groups of 
people--claims that everyone or nearly everyone in a group has 
the same physical, personal, intellectual, educational, moral, social, 
religious and other qualities.
You can usually spot a stereotype about a group if the sentiment 
begins with wording such as, “Those people always...” or “All 
those people think/believe/do....”

So how do we overcome the mental effects of 
stereotyping?

First, let yourself off the hook. You didn’t ask to hold stereotypes 
about other groups, and chances are you are not even fully aware 
of what stereotypes you hold.
And while stereotypes are unfair, keep in mind that they are 
the brain’s basic way of sorting through a complex world of 
information by grouping diverse elements into categories: animals 
with wings are usually birds, vehicles with four wheels are usually 
cars, typewriters with screens are usually computers.
You probably could name many exceptions to the above “usually” 
statements. And if you thought deeper, you might note that the 
categories themselves are inaccurate: bats, many insects, 
and airplanes all have wings, but are not 
birds. Trucks and quadrocycles 
have four wheels but are not 
cars. Computers may have 
keyboards, but they are hardly 
typewriters.
When dealing with people, 
understand that the categories 
created by media and Canadian 
culture may be entirely inaccurate, and 
need a complete overhaul.

Don’t prejudge prejudice, but get to 
know newcomers

“Prejudice” doesn’t mean hatred or dislike. It means 
“judgement before knowledge.” Therefore, the best 
antidote to any prejudice is knowledge.
Get to know people. Attend cultural events and multicultural 
celebrations. Make new friends from diverse backgrounds. Read 

14  Cook,Gareth. “Racial Prejudice Makes You Stupider, New Research Finds: Encounters With Another Race 
Made Whites Perform Worse On Cognitive Test.” The San Francisco Chronicle. 
http://sfgate.com/cgi-bin/article.cgi?f=/c/a/2003/11/17/MNGB633LED1.DTL 

magazines, newspapers, books and novels written by people from 
various ethnocultural communities. Watch documentaries by and 
about them.
Certainly, ask newcomers questions. Most people are 
delighted when you take an interest in them. Just 
remember that not everyone wants to be, 
or can be, an ambassador for his or her 
ethnicity. Just because one person resists 
your questions, however, does not 
mean others will not be happy to 
speak with you. And you might 
just make a new friend.
As Ihsaan Gardee of the 
Council on American-Islamic 
Relations Canada said, “The 
more that people have 
interactions with Muslims, 
the more favourable 
an opinion they have of 
Muslims.”15

15  John Geddes, “What Canadians think of Sikhs, Jews, Christians, Muslims . . .,” Macleans, 
http://www2.macleans.ca/2009/04/28/what-canadians-think-of-sikhs-jews-christians-muslims/print/ .
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Activity and Discussion on Stereotypes16: 

1. Read or review Section II.D.: Increasing participation: Give 
pens a chance. Remember to consider equity and diversity 
of learning styles and literacy levels.

2. Reorganise into small discussion groups.

3. Begin by discussing with participants how people often use 
labels or categories to describe others and how these labels 
can be based on characteristics such as clothing, image,  
accented speech or unfamiliar diction, or the groups to 
which he or she belongs. Explain that categorizing things 
or people is a natural human inclination; however, people 
often make assumptions about groups of people they 
know little about.  

4. Ask the class to brainstorm categories 
that they have heard or seen used to group people. 
Categories could include labels such as “bosses” or 
“teachers.” Write each category the group generates 
onto the board and then have participants narrow that 
list down to five major categories. 

5. Write these major categories onto five 
separate pieces of flip chart paper and post these 
around the room. Give the class 10 to 15 minutes to 
travel to each posted sheet and write down adjectives 
related to the category headings. Remind students that 
they should only add new descriptions to the list.

6. When they are finished, ask participants to 
take a moment and look at the adjectives that the 
groups have generated under each heading. Use the 
following questions to lead a discussion about what they 
recorded:
· Do assumptions apply to everyone in a group?
· Do most people hold the same assumptions about a 
group? Why or why not?
· Do assumptions tell us anything definite about a 
categorized individual?
· How do assumptions affect your behaviour toward 
others?

7. Now ask participants to help define the word 
“stereotype.” Explain that when we make assumptions 
about an entire group of people, those assumptions 
are referred to as stereotypes. When assumptions and 
stereotypes influence our attitudes, we may find that 
making a fair judgment about someone or something is 
difficult. This influence on judgment is called a “bias.” 

Stereotypes become the lens through which members of 
a dominant group see members of a minority group. (See 
glossary for definition of “dominant group” and “stereo-
type”.)

16 This activity was modified from Discovery Education. 
Discovery Education,  “Understanding Stereotypes,” 
http://school.discoveryeducation.com/lessonplans/programs/stereotypes/ 

If you have time, you can continue the exercise on 
stereotypes with the following activity:

1. Prepare five large sheets of paper (flip chart paper). At 
the top of each sheet, write the name of a specific group 
of people. For example: Muslim man, Aboriginal woman, 
immigrant, homeless person, young person, student, teacher, 
etc.

2. Divide the group into five small groups and supply each of 
them with a marker. 

3. Give each group one of the five sheets of paper. Ask them 
to list as many positive and negative stereotypes that are 
commonly used to describe the category of people written 
at the top of paper. Give participants three minutes to 
complete the exercise. Emphasize that participants should 
list stereotypes that they have heard, not ones that they 
necessarily believe to be true. 

4. Conclude the exercise with a discussion on the exercise, 
asking students the following:
a. How do the stereotypes recorded by the group make you 

feel?
b. What do you notice about the stereotypes listed? Be 

aware that the students may have listed good and bad 
adjectives, many stereotypes for different groups, or the 
same stereotypes for different groups.

c. Where have you seen these stereotypes portrayed? 
Television programs, magazines, books, family, friends, 
work, etc.?

d. How do you think a stereotype might cause someone to 
act unfairly toward another person?

e. What can you do to challenge stereotypes?

Stereotypes and racism:

Stereotypes are the foundations of racism. By grouping people
together and applying an attribute or stereotype to them, we are
pre-judging them, or being prejudiced. We overlook any individual
characteristics that may define them. If we judge them to be
“inferior”, then we dis-empower them as individuals. These are
all thoughts and decisions that we make upon first impression.
Once we act on our prejudices, it becomes discrimination. If the 
prejudice is based on race or skin color, then it is racism  

Bigotry prevents integration and erodes quality of life

All societies maintain myths about themselves, often to avoid 
facing unpleasant realities. One of Canada’s myths is that bigotry 
and discrimination are American problems, and not part of 
Canadian life.
Some people even like to believe that north of the 49th parallel, 
we are all too polite to get into conflict about much of anything.
Such myths are so dearly held that many people simply dismiss 
any claims or even studies that demonstrate that intolerance, 
dislike and even hatred--and the discrimination that arise from 
them--are common experiences for many people in Canada.

Examples of bigotry and discrimination in Canadian life

Below are excerpts from a few recent articles demonstrating 
that life in Canada isn’t all poutine and maple syrup.
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1 in 6 people subjected to racism: report
March 21, 2005, CBC News17

OTTAWA - About one in six Canadian adults – roughly four million people – 
have been victims of racism, a survey suggests. 
Conversely, one in 10 respondents said they wouldn’t want people from 
another race as next-door neighbours, according to the Ipsos-Reid study to 
be released Monday. 
A greater number-–13 per cent--told pollsters they would never marry or 
have a relationship with someone from another race....
The survey results challenge Canadians’ perception that the country is a 
model of tolerance and multiculturalism, according to the institute’s director, 
Rudyard Griffiths....
Nearly 15 per cent of the 1,001 people surveyed said they thought skin 
colour made a difference at work. 

“59% of Quebecers say they’re racist: poll”
CBC News. January 15, 200718

Fifty-nine per cent of Quebecers admit to being racist to some degree, 
according to a Léger Marketing survey published Monday in Le Journal de 
Montréal.
In comparison, only 47 per cent of those outside Quebec say they are racist 
to some degree.
Among Quebecers, most (43 per cent) said they were only mildly racist, 
while 15 per cent said they were moderately racist and only one per cent 
responded that they were very racist....
The findings come from three surveys in late December and early January. The 
first two surveys were conducted over the internet, with 2,228 Quebecers 
taking part, while the third survey interviewed 3,092 people across Canada.
The survey... found 36 per cent of Quebecers have a bad opinion of Jewish 
people, while 27 per cent have a poor opinion of [African-Canadians]. 
Fifty per cent have a bad opinion of Muslims.

17 http://www.cbc.ca/story/canada/national/2005/03/20/racism-050320.html 

18  CBC News, “59% Of Quebecers Say They’re Racist: Poll,”
 http://www.cbc.ca/canada/story/2007/01/15/mtl-racism.html 

“What Canadians think of Sikhs, Jews, 
Christians, Muslims...“
By John Geddes, Maclean’s Magazine, April 28, 200919

...Across Canada, 72 per cent said they have a “generally favourable opinion” 
of Christianity. At the other end of the spectrum, Islam scored the lowest 
favourability rating, just 28 per cent. Sikhism didn’t fare much better at 30 per 
cent, and Hinduism was rated favourably by 41 per cent. Both Buddhism, at 57 
per cent, and Judaism, 53 per cent, were rated favourably by more than half 
the population--but even Jews and Buddhists might reasonably ask if that’s a 
glass-half-full or glass-half-empty result.

Attitudes in Quebec

Because of the centuries of employment discrimination and social exclusions 
that English Canadian society forced on French Canadians inside and outside 
Quebec, some French Canadians may be surprised at the depth of intolerance 
towards non-French and non-English groups inside the French Canadian 
community.
By far the highest percentage who viewed Islam as encouraging violence was 
found in Quebec, 57 per cent. Sikh doctrine is mostly likely to be viewed as 
violent in the province where about half of Canadian Sikhs live: 30 per cent of 
British Columbians said they think Sikhism encourages violence....
A mere 17 per cent of Quebecers said they have a favourable opinion of 
Islam, and just 15 per cent view Sikhism favourably. Only 36 per cent of 
Quebecers said they hold a favourable opinion of Judaism, far below the 
national average, and in sharp contrast to neighbouring Ontario, where 59 per 
cent expressed a favourable view of the Jewish religion....
A strong majority of 62 per cent [of Canadians polled by Angus Reid] 
agree with the statement, “Laws and norms should not be modified to 
accommodate minorities”.... 29 per cent agreed with the alternative 
statement, “On some occasions, it makes sense to modify specific laws and 
norms to accommodate minorities.” Another nine per cent weren’t sure. 
In Quebec, 74 per cent were against changing laws or norms, the highest 
negative response rate on the accommodation question in the country.

19  Geddes, “What Canadians Think,” 
http://www2.macleans.ca/2009/04/28/what-canadians-think-of-sikhs-jews-christians-muslims/print/ .
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“Breakdown: Canada’s Mental-Health Crisis:
Discrimination eats away at you--and increases your 
chance of mental illness”
By Margaret Wente. The Globe and Mail. November 19, 2008.20

...Canada’s growing population of immigrants and visible minorities face 
mental health challenges that are often very different from those of other 
citizens. Although many are at increased risk of mental illness, they have 
poorer access to care, and their issues are often poorly understood. 
Dr. Kwame McKenzie is a psychiatrist and researcher who specializes in 
redesigning mental health services for visible minority groups.... 

What are some of the distinct problems experienced by minority 
groups?

They vary with the group. People from areas where there has been torture 
and war are more likely to suffer from post-traumatic stress issues. There’s 
a huge Tamil population in Toronto that has very high rates of PTSD. Among 
South Asian groups, depression is a problem among older South Asian women, 
and alcohol misuse - probably caused by depression - is a problem among 
some South Asian men. People of African and Afro-Caribbean origin will tell 
you that racism and thwarted aspirations are a terrible problem that leads to 
depression, suicide and psychosis.

Are certain groups more at risk of developing mental illness than 
others?

Yes. In the U.K., for example, we’ve found that people of Afro-Caribbean 
origin are significantly more likely to develop psychosis. But they delay getting 
services. When they do, they are sicker and more likely to go into the hospital.

Your key message is that we can’t treat people effectively unless we 
understand cultural differences....

...Most doctors here in Canada would probably say that the most common 
symptom of depression is depressed thinking. But the experience of 
depression in other cultures is very different.  People don’t say ‘I feel 
depressed.’ They say, ‘I feel tired. I’m thinking too much. I feel heavy.’ They don’t 
have the mind-body-split that we do. Women of South Asian origin are only 
half as likely to have their depression noticed by their GP. They have all the 
symptoms, but the GP doesn’t understand the cross-cultural presentation of 
depression.

Do these differences also have implications for the way we deliver 
services?

Yes. The Latino population is a good example. They’re very much into 
credibility, heart and warmth. If you are a Latino looking into services, you 
want a warm greeting. You don’t want a receptionist saying, “Here’s a form 

20  http://www.theglobeandmail.com/servlet/story/RTGAM.20081119.wmhwente19/BNStory/mentalhealth .

to fill in.” Then there’s the difference between individualist and collectivist 
societies. A lot of people don’t want individual therapy. They want family 
therapy. Some people from East Asian societies don’t want their son going off 
into a room and talking to someone by himself.

Apart from the obvious issues of fairness and equity, why should we 
care?

If you don’t do the preventive stuff and don’t support these communities, 
you’re going to spend more money on health care and poor work 
performance. It’s a no-brainer.

Researchers are finding that racism and discrimination can literally 
make you sick. Please explain.

Depression, anxiety and psychosis are all linked to discrimination. That 
discrimination doesn’t have to be racial. It can be gender discrimination, or 
discrimination based on sexual preference. Numerous studies have shown 
that people who have been victims of racism are about twice as likely to 
suffer from depression. Studies from the U.S. also show that the lower the 
level of racial respect, the shorter the lifespan for both African-Americans and 
[W]hites. Certain groups also have a higher rate of social risk. They have jobs 
with low pay and high levels of stress, poorer housing and more exposure to 
traumatic life events. Some of the social factors in mental distress are also the 
things that lead to high rates of gun crime.

In other words, you’re saying that mental health is connected to 
much broader social issues?

That’s right. There was a beautiful piece of work done around 20 years ago 
in Canada, called After the Door has been Opened, about how to improve 
mental health services for immigrants. Only a handful of the recommendations 
had anything to do directly with mental health. Most were about education, 
housing and social supports.

What are we learning about the interaction between 
discrimination, brain chemistry and mental distress?

Here’s one of the interesting things about discrimination. If you’ve been 
attacked because of your race, you’re at increased risk of mental illness. But 
your risk is higher even if you’ve experienced verbal abuse or stress. If you 
haven’t been threatened or attacked, but you think that most employers 
discriminate, you’re also at higher risk - about 60 or 70 per cent higher. Even 
if it hasn’t happened to you, you’re worried that it might. Discrimination eats 
away at you - and increases your chance of mental illness. The adrenalin is 
flowing because something nasty has happened to you. Then you realize it’s 
unfair, and your adrenalin increases again. If you can do something about it, 
your adrenalin goes down. But if you can’t, it goes up again. You get three 
loads of stress for the same problem. That’s why racism and discrimination are 
particularly pernicious in the social realm.
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Discussion: Exploring How Bigotry Affects Quality of Life

1. Read or review Section II.D. Increasing participation: Give 
pens a chance. Remember to consider equity and diversity 
of learning styles and literacy levels.

2. Reorganise into small discussion groups.

3. During five minutes of silent, individual writing time, 
describe:

4. a) Your various reactions to the revelations in the four news 
stories excerpted above, especially anything that surprised 
you, and

b) The various interpersonal and psychological ways one’s 
quality of life is affected by knowing one is surrounded by 
such attitudes

5. On a flip-chart, a white board or a chalk board, record the 
reactions of group members.

6. Discuss these reactions. As group leader, take care to allow 
people to express their reactions without the need to 
impose solutions on the conversation.

A caution about trying to “fix” bigotry... or people 
talking about bigotry.

Many people have never had the opportunity to share their 
experiences of dealing with bigotry. They may need the chance to 
vent frustrations or simply express their sadness.
Gently but firmly steer “fixers” away from silencing these 
participants if the “fixer” tries to deny or “explain” the 
participant’s experiences, or if they offer “solutions” that involve 
changing the participant only, instead of attempting to change 
society and the bigotry that is their obstacle.

C Discrimination:  A Major Obstacle to 
Integration

Beyond the obstacles caused by the absence of social capital, or 
the presence of stereotype threat and stereotyping, there is the 
sad fact of interpersonal and systemic discrimination.

A. Interpersonal discrimination defined

Interpersonal discrimination is not about feelings or thoughts, 
but unequal treatment. Contrary to common misunderstanding, 
not all unequal treatment is malicious or intended to cause harm.
For instance, setting aside seating on public transit for wheelchair 
users, the elderly or pregnant women is clearly intended to 
help those who need extra help. Most people support school 
programmes designed to help children with special needs, 
including the need to overcome poverty.
But discrimination based on the belief that some people are 
morally, culturally, religiously, intellectually, patriotically or 
otherwise inferior to others clearly does not help those people, 
and is instead designed to keep them from enjoying the best 
society has to offer for those willing to work for it.

Is discrimination easy to spot?

It is common to assume that discrimination can be detected 
easily--for instance, using racial slurs, or telling a job applicant, 
“We don’t hire your kind.” But those examples are quite rare. 
Most people who discriminate are more subtle. Discriminators 
rarely wear Ku Klux Klan robes or Nazi symbols.
Instead, discriminators are like everyone else: people who 
assume they are motivated by justice, compassion, and respect 
for the law.
Montrealer Mohamed Lofti, host and producer of CKUT’s 
Souverains Anonymes, asks,

Is it possible to ask a question about racism in Quebec without setting off an 
earthquake, without being called paranoid, and especially, without revealing 
yourself to be racist? The discomfort the subject causes doesn’t encourage 
anyone to say much about it. Personally, I don’t agree with those immigrants 
who see racism everywhere. I reject the use of racism as a pretext to 
justify an unwillingness to integrate. Racist behaviour is produced, not from 
ignorance, but worse, from a lack of curiosity about others.
I am a Muslim. I don’t practise Ramadan. A native Quebecer once said to 
me, no doubt thinking I would be pleased, “But you--you’re a more civilized 
Muslim.” That happened towards the end of Ramadan, during the daytime, 
in one of Montreal’s Arab restaurants. After inviting the man to join me at 
my table, I gave him a Ramadan 101 course, explaining that it is precisely 
during Ramadan that the world’s billion-and-a-half Muslims are most civilized. 
Ramadan is the month of pardon, courtesy, and sharing. In Muslim countries, 
it’s the month when crime rates are at their lowest.... I asked my new friend 
quite simply if he believed racism existed in Quebec. He stood up abruptly 
and disappeared from my view without a word!21

Interpersonal discrimination can come from false 
respect

Furthermore, discriminators are often not malicious at all. One 
does not have to hate or even dislike to discriminate. In fact, 
discriminators can even sincerely believe they like people from 
the groups that they are discriminating against.
All that is required to discriminate is the belief that others aren’t 
21  Mohamed Lotfi, “Racism, Made in Quebec,” National Film Board of Canada, 
http://citoyen.onf.ca/extraits/media/racism_quebec.pdf .
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Chart 1
Stereotypes and Assumptions:

When Compliments Aren’t So Nice After All

Superficial	respect Subliminal	disrespect

Men are intelligent Men are emotionally stunted

Women are emotionally intelligent Women are emotional and don’t understand 
science or math

Women are virtuous Women must be controlled; only bad 
women can be sexual

Women are peaceful and honest Women aren’t strong or bold enough to be 
leaders or politicians

Women are good with language, literature 
and art

Women are incompetent with mathematics

Africans (“Black people”) are natural 
athletes, singers and musicians

Africans achieve in physical and musical 
tasks not because of effort, education, 
intelligence or strategy, but because of their 
genetic nature, like horses, apes or parrots

East Asians are naturally excellent with 
mathematics and computers

East Asians lack passion, a sense of 
humour, or ability to create (instead of 
merely imitating) art

Jewish people are good at business Jewish people care only about money

First Nations people are naturally spiritual First Nations people aren’t connected to 
the modern world and can’t be intellectual, 
technological or secular

Immigrants are always smiling and singing, 
despite their poverty. They have better 
values than we do.

Immigrants aren’t like us; they don’t really 
suffer nor have pain. They like how they’re 
living. They don’t need or want the same 
things we do.

quite “up to snuff” in some way. Ironically, that can even take the form of believing that members of that group are even superior to 
one’s own group in some way... but that superiority is more than offset with some corresponding inferiority.
Discrimination is based on stereotypes that tell us that an individual cannot be a fully-rounded human being, but can only fit into a 
tiny range of qualities and behaviour.
Think of the variety of stereotypes that exist, and how an employer, loan officer, investor, teacher, professor, religious minister or 
leader, future in-laws, police constable or other authority figure might react in a given situation if he or she believed in the stereotype.
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Role-Play Activity: Detecting Discrimination

1. Reorganise into pairs.

2. Give five minutes participants to prepare a role-play 
presentation:

a) One partner will be a co-worker, teacher, friend or other 
figure who uses the double-edged “compliments” listed 
above, or similar ones, in a conversation with a person 
from the stereotyped group.

b) Choose a situation that has prompted the interview, for 
instance, at a dance, sporting event, ethnically specific 
restaurant, science fair, job site, cultural celebration or 
religious event, or during an historical milestone such as 
an artistic achievement or an election.

c) Create a conversation that reflects the stereotypical 
biases of the speaker, and develop reactions for the 
listener.

d) Choose what range of emotions both interviewer and 
interviewee will expose during the interview, from 
appreciation to frustration, from forgiveness to anger.

e) Encourage people to be humorous, but allow them to be 
serious if they wish. A combination is often most effective 
at creating a thought-provoking presentation and a 
stimulating discussion.

3. Present each interview pair.

4. Share reactions of the audience. Encourage people to 
draw parallels between the presentation and their own 
experiences.

Here’s a helpful tool to examine how systemic discrimination is created22

22   Tina Lopes and Barb Thomas, Dancing on Live Embers: Challenging Racism in Organization, (Toronto: 
Between the Lines, 2006.)

B. Systemic discrimination

Some people may think discrimination is the use of racial, ethnic, 
gender or other slurs or jokes, or is physical intimidation or 
violence.
But in fact most discrimination is far more subtle and difficult to 
prove, and its results are far more wide-ranging and profound 
than schoolyard taunts and bullying.
Systemic discrimination is different from individual discrimination. 
If a particular teacher, manager, loan officer, police constable or 
employer dislikes or discounts people of a given background, the 
problem can be solved by removing that individual.
But systemic discrimination is an entirely different matter.
When the institutional culture of a school, business, organisation 
or public service gives advantages to people from certain 
groups while creating barriers for people from others, that 
discrimination is systemic. Or if diverse gatekeepers guarding 
the same type of resource--for instance, landlords--deny 
access to people of certain backgrounds, that is also systemic 
discrimination.
CBC News quoted a report by the Ontario Human Rights 
Commission on examples of racial discrimination which the 
OHCR called racial profiling:

· School officials suspend a Latino child for violating the school’s zero 
tolerance policy while a white child’s behaviour is excused as being normal 
child’s play. 

· An employer insists on stricter security clearance for a Muslim employee 
after the Sept. 11 attacks. 

· A bar refuses to serve aboriginal customers because of a belief they will get 
drunk and rowdy.23

23  CBC News Online, “In Depth: Racial Profiling,” CBC News,
 http://www.cbc.ca/news/background/racial_profiling/ .
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“Individual Behaviours/actions” are what we often talk 
about when we are talking about discrimination. These are about 
individuals and their actions.
An example would be racist comments being made about 
aboriginal people during a social dinner with co-workers and 
nobody challenges the comments. But that is only the tip of the 
iceberg. Individuals learn behaviour from what is harder to see.

“Powerful Ideas” (or stereotypes) are not the ideas we would 
like to have; they are the often unexamined ideas about white 
people, heterosexual people, old people, young people, who is 
competent, who is worth listening to, who counts, and so on. 
Some examples of powerful ideas are on Page 45, “Stereotypes 
and Assumptions: When Compliments Aren’t So Nice After All”. 
Let’s examine some powerful negative ideas about aboriginal 
people: 

· Everyone has equal opportunities to be successful in life, 
· Aboriginal people are lazy, alcoholics, etc. 
· Nobody helped me get where I am, why are we helping 

them? 
· Any kind of affirmative action works against white guys.

“Systems” are the “normal” ways things work in society and 
in organizations. Inequitable systems are those ways of doing 
things that might look okay but that keep producing the same 
inequities. Systems are hard to see because they look natural and 
normal. 

For example:
· Aboriginal people have been victims of colonization for 

over 500 years;
· Governmental policies such as education funding and tax 

exemption have been created as an attempt to address 
the horrible treatment of Aboriginal people;

· The education system teaches us about white European 
history and celebrates explorers and conquests of the 
West, and not about colonization and its effects on 
indigenous communities; 

· We have to figure out a way of integrating aboriginal 
people into a white supremacist dominant society, or 
Aboriginal people should live the way we live.

· The whole reserve system. Stolen land from Aboriginal 
people, white people feeling entitled to it.

· Residential schools 
· Government and industry get to decide when and how 

resources get exploited.

“Impact”  What is the impact of this triangle on Aboriginal 
people? What is the impact on the group at dinner; the person 
being racist? It is in the impact that we see the connection 
between all three points of the triangle that create the structure 
for systemic discrimination to occur.

Aboriginal people:
· Racist ideas are reinforced
· Opposition to employment equity, education funding, 

reparations grows. 
· Aboriginal people are less likely to join the group
· Stereotypes are reinforced and strengthened

The group:
· People may assume that everyone shares these racist 

ideas
· Being racist to Aboriginal people is normal or okay
· People who do not agree with these ideas could feel 

uncomfortable and leave the group
· People are less likely to invite Aboriginal friends to 

participate

The racist:
· His/her racism is reinforced and not challenged and 

therefore assumed to be acceptable

Systemic discrimination in housing  

When it comes to everyday comfort and safety, few needs 
are more significant than housing. Most landlords deny rental 
accommodation only if renters can’t afford the property.
But some refuse to rent because of their attitude to renters’ 
race.
In 2003, Le Journal de Montréal reporter Stephane Alari 
investigated racial discrimination in Montreal by donning make-
up and hair so he would appear to be an African. He hunted for 
an apartment and then for a job, first going as a Black man, and 
then the next day as a White man. Alari wrote:

I think now I understand a lot better what black people feel when they are 
victims of racism... As a Black guy I asked who I should talk to for the job offer 
and they said it’s full.... And when I went back the day after as a White and I 
said, “Do you still need people?” they said, “We always need people.”24

Systemic discrimination in employment

Employment discrimination is perhaps the single greatest 
obstacle to social integration.
If one cannot earn a living, one cannot pay for further education 
or the education of one’s children. One cannot pay for housing, 
transportation or food. One cannot even raise the necessary 
funds to leave the country if that is the only option left.
But why did Le Journal de Montreal as cited above need to send 
a White reporter at all? Why not send one of their reporters of 
colour? CKUT radio host and producer Mohamed Lofti says:

The Journal de Montréal asked a white journalist to disguise himself as a 
[Black person] to assess racism among Quebecers... because the Journal de 
Montréal doesn’t have a single [Black] journalist! Nor does Le Devoir.25

Of course, even if Lofti is correct that neither Le Journal nor 
Le Devoir employ reporters of colour, it is possible that no 
qualified reporters of colour applied for jobs with them. Surely 
any employer would be foolish to pass over qualified, intelligent 
applicants.
That might seem logical, but in reality, employment discrimination 
by race is not only common in Canada, the government itself 
admits it is a problem, and for several reasons.
First, newcomers often belong to Canada’s visible minority 
communities, who tend to be more educated than the rest of 
Canadian society:

A relatively large proportion of the visible minority population has a 
university degree. In 1996, 19% had a university degree, compared with 13% of 
their non-visible minority counterparts. At the same time, 14% of people in a 

24  CBC Arts, “Montreal Reporter Revisits ‘Black Like Me’,” CBC News, 
http://www.cbc.ca/arts/story/2003/10/03/blackalari031003.html .

25 Lofti, “Racism,” http://citoyen.onf.ca/extraits/media/racism_quebec.pdf .
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visible minority, versus 9% of the rest of the population, had attended, but had 
not completed, a university program.26

Canada, with its ageing population and increasing demands for 
specialised labour, needs newcomers to fill many roles.

[T]he percentage of people [in Canada] actively in the labour market reducing 
to 58% by 2035.
A study by Urban Futures has found that birth-rates fell below the 2.1 babies-
per-mother replacement level in 1970 and have stayed there ever since.
Meanwhile the country has one of the longest life expectancies in the world. 
As a result of this, the number of Canadians aged between 70 and 89 will 
double by 2035 to 6.4 million, and by 2055 a million people are expected to 
live until they are 90.
Therefore, encouraging foreigners to 
immigrate and work in Canada is seen 
as a necessary solution. However, in 
order for this to be accomplished, 
Canadian immigration numbers would 
have to be doubled over 50 years in 
order to create the working population 
necessary to sustain competitive GDP 
growth. Regardless of the economic 
climate for immigrants wanting to 
move to Canada, there will always be 
jobs.27

Despite the education and 
skills that newcomers bring, 
and Canada’s need for them, 
visible minority newcomers 
and citizens experience higher 
general unemployment, youth 
unemployment and poverty than 
other Canadians:

Among labour force participants 
aged 15-64, 14% of those in a visible 
minority were unemployed in 1996, 
compared with only 10% of non-
visible minorities.... Young people in a 
visible minority have particularly high 
unemployment levels. In 1996, 23% of 
visible minority people aged 15-24 were unemployed, compared with 17% of 
non-visible minority people in this age range....
In 1996, 20% of Latin Americans, 19% each of Blacks and Arab or West Asians, 
along with 17% of both Southeast Asians and 15% of South Asians were 
unemployed, compared with 8% of Filipinos and just 7% of Japanese.
People in a visible minority have relatively low incomes. In 1995, the average 
annual income from all sources of the visible minority population aged 15 and 
over was around $20,200, almost $6,000 less than the figure for the rest of 
the population, who had an average income of $25,800 that year.
As with the non-visible minority population, the incomes of visible minority 
women are less than those of their male counterparts.
In 1995, women in a visible minority had an average income from all sources 
of $16,600, about 70% the figure for male visible minorities. Both visible 
minority men and women, however, had incomes considerably below those of 
their respective counterparts in the non-visible minority population....
[B]oth Blacks and Arab or West Asians had incomes of only about $19,000 
that year, while figures were around $17,000 for Koreans and $16,000 for 
Latin Americans.... People in a visible minority are nearly twice as likely as 
other people to have low incomes. In 1995, 36% of the visible minority 

26 Canadian Centre for Justice Statistics Profile Series, “Visible Minorities in Canada,” Statistics Canada, 
http://dsp-psd.tpsgc.gc.ca/Collection/Statcan/85F0033M/85F0033MIE2001009.pdf .
27  Migration Expert, “Studies Show Canadian Economy In Need Of Immigration to Boost Ageing Labour 
Market,” https://www.migrationexpert.com/Canada/visa/canadian_immigration_news/2009/Apr/0/585/
Studies_show_Canadian_economy_in_need_of_immigration_to_boost_ageing_labour_market .

population had incomes below Statistics Canada’s Low Income Cut-offs, 
compared with 18% of other Canadians.28

Even when adjusting for education, most people of colour, 
whether citizens or newcomers, are still less likely to be hired 
than European-Canadians, and less likely to be promoted:

After accounting for education level, unemployment rate is highest among 
Aboriginal peoples, followed by foreign-born visible minorities, and Canadian-
born visible minorities.... Among... [the] university-educated, Aboriginal 
peoples are four times as likely as [White] Canadians... to be unemployed, 
and foreign-born visible minorities are at least twice as likely as [White 
Canadians] to be unemployed....
Foreign born visible minorities experience greater discrepancies between 

their education levels and their 
occupations.... Less than half [of them 
found] work in jobs with a high skill level....
Compared to non-racialised groups, visible 
minority and Aboriginals with university 
education are less likely to hold managerial/
professional jobs.
Foreign-born visible minorities experience 
greater education-occupation discrepancies 
compared to other groups as less than half 
of those with a university education have 
high skill level jobs.
Even though as many visible minorities 
as non-racialised groups have managerial 
jobs, most of these visible minorities are 
self-employed. Aboriginals and foreign-born 
visible minorities are over-represented in 
the lowest income quintile and they are 
under-represented in the highest income 
quintile....
Given the same level of education, non-
racialised groups, whether foreign-born or 
Canadian-born, are three times as likely as 
Aboriginal peoples and about twice as likely 
as foreign-born visible minorities to be in 
the top 20% income distribution. Moreover, 
even if they are born in Canada, visible 
minorities are still less likely than foreign-
born and Canadian-born non-racialised 

group to be in the top 20% income distribution.
Even when racial minorities have attained a university level education, 
they are still less likely than non-racialised groups to be in the top income 
quintile. About 38 percent of the Canadian-born non- racialised group with a 
university education were in the top income quintile, compared to 29 percent 
of Canadian-born visible minorities and 21 percent of foreign-born visible 
minorities.
In most cases, the earnings of Aboriginals and foreign-born visible minorities 
are lower than Canadian-born non- racialised groups, regardless of region 
of residence, field of educational study, age, or gender. Foreign-born visible 
minorities earned, on average, about 78 cents for every dollar earned by a 
foreign-born non-racialised person.29

In the United States, which bears many similarities to Canada, 
systemic racial discrimination can be so oppressive that in some 
cases, White ex-criminals have an easier time get job interviews 
than law-abiding Black applicants:

[S]tudy after study for years has found that [African-Americans] and Latinos 

28  Justice Statistics, “Visible Minorities,”
http://dsp-psd.tpsgc.gc.ca/Collection/Statcan/85F0033M/85F0033MIE2001009.pdf  .
29  Canadian Race Relations Foundation, “Unequal Access,” Canadian Council on Social Development, 
http://atwork.settlement.org/downloads/Unequal_Access.pdf .
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with equal qualifications to whites (in terms of education and experience) will 
still be less likely to find work, and even when they do, it will be at lower pay 
and less likely to be in managerial or high-profile positions. 
Even after controlling for other factors that could effect earnings, like age, 
experience, geographic location, or educational performance, [W]hites still 
earn, on average, at least ten percent, and as much as twenty percent more 
than their African American counterparts. 
Amazingly, one study from a few years back found that [W]hite men who 
claim to have a criminal record and to have served prison time are equally or 
slightly more likely to get a call-back for a job interview than [B]lack men who 
claim to have no criminal record, even when all other credentials are equal.30

Some stats about our changing workforce in Canada31:

· By 2030, population growth in Canada will be 100% 
dependent upon immigrants. In as soon as six years, some 
projections suggest Canada will be 100% dependent on 
immigration as a principal source for our labour force 
growth. 

· In the 1980s and 90s, over 75% of new immigrants came 
from the ‘global south’ – places where people of colour are 
dominant. 

· As of 2005, 80% of those making Canada their new home 
came from Africa, the Middle East, Asia, and the Pacific Rim. 

· Today, nearly 50% of Canada’s population is of an ethnic 
origin other than British, French or native-born Canadian. 

· Between immigration and related factors, it is expected that 
by 2017 – Canada’s 150th birthday – 1 in 5 people here will 
be a person of colour.

· This changing of the workforce requires a change in terms 
of how we support it. In order to do this, we must rid 
our workplaces of racism, social exclusion, and economic 
injustice that too many immigrants continue to endure.

Racial profiling

Most Canadians are raised to view the police as their ally. “If you 
get lost,” parents may say to their children, “find a nice policeman. 
He’ll help you get home.”
While countless police clearly work a difficult job for the public 
benefit, enough cases of racial discrimination by police have 
arisen that various Canadian police agencies have been accused 
of racial profiling.
Here’s how CBC News approached its definition:

Racial profiling is usually defined in a law enforcement context. One study 
published in the Canadian Review of Policing Research defined it as “a racial 
disparity in police stop and search practices, customs searches at airports 
and border-crossings, in police patrols in minority neighbourhoods and in 
undercover activities or sting operations which target particular ethnic 
groups.” 
The Ontario Human Rights Commission took a broader approach, defining it 
as “any action undertaken for reasons of safety, security or public protection 
that relies on stereotypes about race, colour, ethnicity, ancestry, religion, or 
place of origin rather than on reasonable suspicion, to single out an individual 
for greater scrutiny or different treatment.”32

30  Wise, “Race Card,” http://www.zmag.org/zspace/commentaries/2254 .
31 Canvas, “About,” http://www.changingthecanvas.org/about
32 CBC News, “Racial Profiling,” http://www.cbc.ca/news/background/racial_profiling/ .

Being treated with disrespect or violence by law enforcers can 
be a humiliating, alienating and even terrifying experience.
While nobody likes such treatment, for many newcomers who 
fled corruption, violence and discrimination in their homelands, 
encountering police discrimination is particularly hurtful and 
frightening — especially if they fear for their children’s safety, or 
that they might be sent back to their country of origin.

Procedure

Distribute copies of the articles on the following pages, perhaps 
assigning one per group or pair, and then complete the activity 
following the readings.

“Montreal Journal; Young and Black in Quebec: 
Escaping the Streets”
By Clyde H. Farnsworth, The New York Times, October 13, 1995.33

Blacks here number nearly 200,000, making up about 6 percent of the 
population of the Montreal metropolitan area. Roughly a third... are native 
French speakers from Haiti and West Africa.
“There is a growing mistrust of the police and a growing mistrust of the 
manner in which they perform their duties,” said Dan Philip, president of the 
Black Coalition of Quebec.
He cited the names of some of the fallen: Anthony Griffin, who was fatally 
shot in November 1987 while walking toward a police car after trying to 
escape; Marcellus Francois, shot and killed by the police in July 1991 after 
being mistaken for a suspect in a drug-surveillance operation; Trevor Kelly, 
who bled to death after being shot by the police in a confrontation in January 
1993.
After the Francois incident, an investigation of the police force was set up 
under a retired Quebec Court of Appeal judge, Albert Malouf.
According to his report in July 1994, the force was poorly supervised, 
insufficiently trained, inadequately equipped and racist, with a shortage of 
minority officers.
Commenting on the report at the time, Police Chief Jacques Duchesneau 
said his department would become more representative of the community it 
serves.
Of 4,400 men and women, 6 percent were from non-English and French 
Canadian ethnic communities. The objective is 9 percent. The department 
employed 38 from racial minority communities, 1 percent of its personnel. 
The objective is 6 percent.
Claude Corbo, rector of the University of Quebec at Montreal, who headed 
an earlier provincial task force on the Montreal police, suggested that 
problems arose from an ignorance born of white officers’ lack of contact with 
minority groups.
Black youths here learn early about the realities of police zealousness. Shaun 
Diamond and his friends like to work out after school in a basketball court 
about a 10-minute walk from the barber shop.
“We come and play around,” said Shaun, 15, a Westmount High School 
sophomore born here of parents who had emigrated from St. Vincent. “The 
police follow us in their cruisers when we’re walking, or they just sit and 
watch when we’re playing. We ignore them.”
Recently some police officers asked whether Shaun and eight friends standing 
in front of the high school wanted some free pizza. They said, “Sure, why not,” 
Shaun recounted and piled into two police cruisers. They ended up not at a 
pizzeria but the local police station, where they were immediately thrown 

33  Clyde H. Farnsworth, “Montreal Journal; Young and Black in Quebec: Escaping the Streets,” New York 
Times,
 http://www.nytimes.com/1995/10/13/world/montreal-journal-young-and-black-in-quebec-escaping-the-
streets.html?pagewanted=print .
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into a lineup. Afterward they were given pizza, which they ate at the station. 
After complaints from parents, the police apologized.

“Minorities’ cars get searched more”
By Vernon Clement Jones, The Toronto Star, July 03, 2001.34

If you sit on the Canadian side of the Niagara Falls border long enough, you’ll 
learn an awful lot about this country. And, I do mean awful.
One of the most obvious of these is the Canadian obsession with gas-guzzling 
sport utility vehicles, or SUVs.
On any given day, a glut of them clog 
the lines of cars waiting to cross from 
the U.S. back into this country.
Another awful truth to Stare you in 
the face will be the smog those SUVs 
bring and how it hangs over Ontario’s 
only claim to geographical fame—the 
Falls.
But, more awful than anything else 
you’ll find at that busy border is the 
treatment visible minorities endure 
at the hands of Canada Customs and 
Immigration officials.
Over a 90-minute period on June 5, I observed that 46 per cent of those 
visible minorities crossing into Canada had their cars and/or passports 
searched by Canada Customs and Immigration officials.
Only two per cent of whites crossing the same border, over the same time, 
were subjected to that search.
But you can crunch those numbers another way: Of the 31 visible minorities 
driving across the border during my survey, 14 presented passports and 
declared American purchases but were still asked to submit to car searches 
and passport double- checks.
How remarkable then that only 8 of the 288 whites driving their cars across 
that border failed to immediately convince custom officials of their right 
to enter the country or that they were not, in fact, sneaking in undeclared 
merchandise.
An obvious question comes to mind: Why did the minorities get the majority 
of inspections?
It was question I posed to the regional director for Canada Customs at Fort 
Erie-Niagara, John Johnson.
He answered it with another question.
“Why didn’t you identify yourself as a reporter to customs officers before 
Starting your highly unscientific survey?” asked Johnson.
Now, I’ll be the first to admit that a reporter secretly counting cars and 
squinting to identify their drivers’ race is iffy, to say the least.
For one thing, 8 of the 319 cars coming across the border had tinted 

34  Reprinted with permission – Torstar Syndication Services 
Vernon Clement Jones, “Minorities’ Cars Get Searched More,” Toronto Star, http://www.geocities.com/
CapitolHill/2381/CanadaCustomsandRevenueAgency/cdncustomscarsearch.html .

windows; for another, I didn’t count the couple who cycled across on a 
tandem bike, nor the bikers who barrelled across on choppers. All of them 
were waved through without secondary inspections. All of them, by the way, 
were white.
So, yes, my survey is unscientific. But does it represent the kind of racial 

profiling visible minorities claim to suffer in their dealing with Canada’s border 
officials?
It’s the kind of discrimination a British woman, of African descent, claims she 

was subjected to at the hands of Pearson immigration 
officials, who detained her because, one said, “she did 
not look British.”
Johnson rejected any such charge of racism in this 
case.

“At the Rainbow Bridge, we deal with a lot of 
foreign passport holders, many of whom are refugee 
claimants from Africa, Asia and the Middle East,” he 
said. “We have to check their credentials. It is not 
racial profiling.”
Johnson then suggested I conduct another survey at 
the same time and place, but on the following day. His 
officers would be given the heads-up this time.

I agreed.
The next day, only 12 per cent of visible minorities—and not the previous 
day’s 46 per cent—were asked to submit to secondary inspections by Canada 
Customs and Immigration officials.
Eleven per cent of the white drivers—and not the two per cent from the day 
before—also faced the dreaded secondary search of car and/or passport.
My, what a difference a day makes.

“Stamps of approval?”
By Mohamed Elmasry, The Globe and Mail, September 30, 2003, A23.

On the second anniversary of Sept. 11, two Canadian citizens were en route 
to Florida to lead an Islamic prayer service, when they were detained by 
U.S. immigration agents during a stopover. The two Toronto imams, Ahmad 
Kutty, 59, and Abdool Hamid, 37, were eventually released after 16 hours of 
interrogation by U.S. authorities.
Canadian news media reported the incident with some mild protest; not 
because the men’s detention was unfair and unreasonable, not because they 
were prominent members of a Canadian religious community, not even 
because they were Canadian citizens, but because they were “moderates.”
The implication of course is that Canadian Muslims come in other less-
palatable varieties, the unspoken term being “extremist.” And thus, an entire 
segment of our country’s population still lives under siege, more than two 
years after 9/11.
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“Evidence of Black Racial Profiling by Canadian 
Police: Establishment Reels in Denial”
by Obi O. Awani - MGV Staff Report.35

The Toronto Star recently published its findings in an investigation into police 
profiling of Blacks to a lot of controversy in the city. The paper’s analysis of 
police records showed clear evidence of racial profiling....
Blacks or people of African background who make up 8.1 per cent of the 
city’s population accounted for 23.3 per cent of the arrests, while whites with 
62.7 per cent of the population had 58 per cent of the arrests....
The most glaring evidence of racial profiling was in the number of blacks 
charged in after-the-fact offenses. More than a third (34 per cent) of all 
drivers charged with such things as failing to make a change of address on 
a license, driving without insurance or valid license, or driving while under 
suspension, were [B]lacks....
The Star also found that minor offenses, like simple drug possession, which 
ordinarily netted the offender a ticket to appear in court resulted, more 
often than not in the case of blacks, in arrests and booking at the police 
station. Blacks were also twice as often as whites to be held overnight for bail 
hearings. 
The findings published by the Star in a series of articles beginning last 
October produced an initial posture of defense and denial from the 
institutional establishment. The issue was taken up in the provincial legislature 
by Alvin Curling, a prominent and only elected black politician. Mr. Curling 
called on the Conservative minister for public safety, Mr. Bob Runciman, to 
acknowledge the problem. 
“Let me assure the minister there is a problem. ... Those problems go beyond 
the police and beyond the city limits... People in the [B]lack community 
want to walk home safely at night, but many are afraid.... They’re afraid of 
being targeted by criminals and many are also afraid of the police. ... 
Speaking from experience, I can tell you parents are worried their 
kids will be unfairly targeted,” Mr. Curling said. 

35  http://www.imdiversity.com/villages/global/Article_Detail.asp?Article_ID=14438 

“Prince Albert police accused of racial 
profiling; mayor apologizes”
CBC News, January 9, 200736

The mayor of Prince Albert has apologized to a dentist who says he was a 
victim of racial profiling when police pointed guns at him and handcuffed him 
outside his home.
On Tuesday morning, a few hours after media reports came out about the 
police detainment of Kobena Anaman on Jan. 2, Mayor Jim Scarrow called a 
news conference about the case.
“I’d like to extend a public apology to the individual,” said Scarrow, who 
heads the city’s police commission. “I have already spoken to him and have 
apologized to him personally.”
However, Scarrow refused to comment on the question of racial profiling, 
saying the case is under internal investigation.
Anaman, who had said earlier this week that he wanted an apology, has filed a 
complaint with the police and the human rights commission over the incident.
Prince Albert police confirm they were making some arrests in the area on 
the night in question, but aren’t commenting further.
Anaman said he had just returned from holidays when he saw police officers 
near a house on his block.
He didn’t pay them much attention until he drove around behind his house to 
open his garage. That’s when several police officers pointed their guns at him 
and told him to put his hands in the air, he said.
Anaman said police handcuffed him, pushed him around and searched his car. 
Police removed the handcuffs when their search turned up nothing, he said.
According to Anaman, one officer explained they were looking for a criminal 
suspect who is [B]lack.

36  CBC News, “Prince Albert Police Accused Of Racial Profiling; Mayor Apologizes,”
 http://www.cbc.ca/canada/saskatchewan/story/2007/01/09/profiling.html .
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“I think they just saw a [B]lack guy driving behind in the alley,” he said. “And 
they were looking for someone, as they said, someone dropping off cocaine 
and they thought I was a cocaine dealer.”
After Scarrow apologized, Anaman said he’s glad he has been publicly cleared 
of any wrongdoing, but still wants the mayor to look into the racial profiling 
issue.

Role-Play Activity: Racial Profiling

1. Reorganise into pairs or small groups.

2. Give five minutes participants to prepare a role-play 
presentation:

a) One presenter will be a target of racial (or 
religious) profiling. Another will be an authority 
figure who is unfairly profiling. If there are other 
group members, they can join either side.

b) Choose a situation that has prompted the profiling, 
for instance, after an alleged crime, during a traffic 
stop, at a nightclub, inside a store, at a school, 
airport or border, or any location of your choice.

c) Create a rough script outlining the conversation. 
There is no need to create a complete, polished 
script. In fact, improvisation based on a rough 
outline is sufficient if group members are confident 
about improvising. But encourage participants to have 
a clear beginning (initial conflict), escalation of tension, 
climax (turning point) and resolution (a victory, defeat or 
compromise).

d) Allow participants be as serious or as humorous as they 
wish.

3. Present the role-plays.

4. Share reactions of the audience. Encourage people to 
draw parallels between the presentation and their own 
experiences.

Discussion: Examining the Effects of Racial Profiling

1. Read or review Section II.D. Increasing participation: 
Give pens a chance. Remember to consider equity 
and diversity of learning styles and literacy levels.

2. Reorganise into small discussion groups.

3. During five minutes of silent, individual writing time, 
describe:

a) Your various reactions to the revelations in the news stories 
excerpted above, especially anything that surprised you,

b) Any experiences of racial profiling by police, border 
security or other authorities that you, friends or family 
have had, and if you have had such experiences, what it 
was like dealing with anyone who suggested you must 
have brought it on yourself,

c) How you would feel if you, a family member or a friend 
were racially or otherwise unfairly profiled (by religion, 

language, class, etc.), and

d) The various ways one’s quality of life is affected by racial 
profiling

4. On a flip-chart, a white board or a chalk board, record the 
reactions of group members.

5. Discuss these reactions. As group leader, take care to allow 
people to express their reactions without the need to 
impose solutions on the conversation.

Media discrimination

Mass media and their products have enormous effects in forming 
public attitudes about a range of issues. Canadians consume 
vast amounts of American media, from the magazines on our 
newsstands and programs on our televisions, to the movies in 
our theatres and the songs on our radios.
Therefore, any understanding of how media shape Canadian 
attitudes must address American media.
Researchers Dana Mastro and Maria Kopacz summarise that 
impact on American life:

Among the myriad factors known to inform public opinion on policy 
decisions, mass media has been documented as a significant influence....
Researchers additionally suggest that White Americans glean a bulk of 
information about other racial and ethnic groups from the media....
Consequently, the nature of media representations of race assumes increasing 
importance as these depictions affect political decision making in general and 
racial policy positions in particular....

Mastro and Kopacz studied how White Americans viewed African 
Americans and Latinos in relation to their media consumption, 
asking respondents to describe their general attitudes with 
negative words and phrases such as “violence, crime, dealing 
drugs [and] using drugs,” and positive ones such as experienced, 
educated, intelligent, rich, self-supporting, family-oriented, and 
trustworthy.”

As predicted... in tests on depictions of African Americans as well as on 
characterizations of Latinos... as televised representations of African 
Americans and Latinos deviated from [standard White] portrayals, negatively 
stereotypic evaluations of these groups increased....
The pattern of results found here suggests that, in fact, similarity to the White 
norm plays an important role in predicting stereotypic responses to media 
content. Here, the greater the difference between racial and ethnic portrayals 
and White depictions, the more unfavourable the evaluations of minorities in 
U.S. society.37

37Dana E. Mastro and Maria A. Kopacz, “Media representations of race, prototypicality, and policy 
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In simpler terms, the more that media depicted African 
Americans and Latinos as being different from European 
Americans, the more negative European Americans attitudes 
were against them.
So when Canadians gather their impressions of newcomers and 
visible minority citizens from media, how are those media--in 
news or fictional portrayals--affecting them?

Procedure

Distribute copies of the articles on the following pages, perhaps 
assigning one per group or pair, and then complete the activity 
following the readings.

“Quebec radio shrink sparks complaints of racism”
CTV.ca News Staff. September 29, 2005.38

Psychiatrist and popular Quebec radio host Dr. Pierre Mailloux is defending 
his on-air comments about the intelligence of black people, after groups called 
for the Canadian Radio-television and Telecommunications Commission to 
investigate his contentious remarks.
On his French-language program Sunday, broadcast by radio station CKAC, 
Mailloux suggested the artificial selection inherent to slavery left [B]lack and 
Native North Americans with an intellectual deficit.
“Those blacks who were too intelligent, too tricky, they were slaughtered,” 
Mailloux said. “It’s the consequence of an artificial selection. They can run 
faster, they’re stronger, but their IQs are consistently lower.”
...According to Canadian Press, the radio host, known to Quebecers as Doc 
Mailloux, said he based his comments on American studies, but was unable to 
name them.
This is not the first time Mailloux has come under fire for making 
controversial comments.
On February 10, 2005, the Canadian Broadcast Standards Council (CBSC), 
responding to a listener complaint, determined that “the host is entitled to 
espouse his chauvinistic intolerance until such time as his disrespect leaks into 
individual races and nationalities.”
The CBSC was referring to comments Mailloux made on immigration, when 
he referred to the Sikhs as “a gang of bozos” (translation). 
The panel ruled that, in doing so, Mailloux and the station had breached the 
Human Rights Clause of the Canadian Association of Broadcasters’ Code of 
Ethics.
On June 23 of this year, the CRTC released a similar ruling on comments 
Mailloux made in two separate broadcasts.
In the first statement from 2003, he said (translated): 
“Blacks were born less intelligent than [W]hites, and that accounts for their 
poverty and high unemployment rate.”
In the second broadcast from 2004, Mailloux said (translated) that “(Janet)
Jackson, like her brother Michael, exhibits unacceptable conduct, and this is 
typical of African or Black people, who do not know how to behave even 
though they left Africa many years ago.” 

reasoning: an application of self-categorization theory,” Entrepreneur, http://www.entrepreneur.com/
tradejournals/article/154756999.html 
38  CTV.ca News Staff, “Quebec Radio Shrink Sparks Complaints of Racism,” CTV.ca, http://www.ctv.ca/
servlet/ArticleNews/story/CTVNews/20050928/mailloux_defends_050928/20050928 .

“Canadian TV rapped for Obama assassination joke”
David Ljunggren, Reuters, May 25, 2009.39

OTTAWA, May 25 (Reuters) - Canada’s public broadcaster was wrong to 
show a skit that joked about the possible assassination of U.S. President 
Barack Obama and suggested he could be a thief, an industry panel ruled on 
Monday.
The New Year’s Eve “Bye Bye” comedy program--shown by the French-
language Radio Canada network--generated more than 200 complaints. In one 
segment, two hosts discussed Obama’s election in November 2008. Obama, 
who took office in January, is the first [B]lack U.S. president.
“We’re not racists. It will be good to have a Negro in the White House. It will 
be practical. Black on white, it will be easier to shoot him,” one of the show’s 
hosts remarked.
The Canadian Broadcasting Standards Council said it found “nothing 
redeeming in the allegedly comedic notion that an American president should 
be shot, still less that this would be easier to achieve because of the color of 
the president’s skin. It was a disturbing, wounding, abusive racial comment”.
The show also featured an interview with an actor pretending to be Obama. 
The host said, “The [B]lacks, you all look alike,” and then warned viewers to 
hide their purses.

Copyright 2009 Reuters. Reprinted with permission from Reuters. Reuters 
content is the intellectual property of Reuters or its third party
Content providers. Any copying, republication or redistribution or Reuters
Content is expressly prohibited without the prior written consent of Reuters. 
Reuters shall not be liable for any errors or delays in content, or for any 
actions taken in reliance thereon. Reuters and the Reuters Sphere Logo are 
registered trademarks of the Reuters group of companies around the
world. For additional information about Reuters content and services, please
visit Reuters website at www.reuters.com.
License # REU-5985-MES

39  David Ljunggren, “Canadian TV Rapped for Obama Assassination Joke,” Reuters, 
http://www.reuters.com/article/mediaNews/idUSN2536526920090525 . 
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Role-Play Activity: Media Discrimination

1. Reorganise into pairs.

2. Give five minutes participants to prepare a role-play 
presentation:

a) One partner will be a reporter who believes in 
stereotypes about a certain group, and the other partner 
will be from that group.

b) Choose a situation that has prompted the interview, for 
instance, after a crime has been committed, before a 
community celebration or religious event, or during an 
historical milestone such as an artistic achievement or an 
election.

c) Create interview questions that reflect the reporter’s 
stereotypical biases, and develop corrective answers for 
the interviewee.

d) Choose what range of emotions both interviewer and 
interviewee will expose during the interview.

e) Encourage people to be humorous, but allow them to be 
serious if they wish. A combination is often most effective 
at creating a thought-provoking presentation and a 
stimulating discussion.

3. Present each interview pair.

4. Share reactions of the audience. Encourage people to 
draw parallels between the presentation and their own 
experiences.

Discussion: Examining the Effects of Media 
Discrimination

1. Read or review Section II.D. Increasing participation: Give 
pens a chance. Remember to consider equity and diversity 
of learning styles and literacy levels.

2. Reorganise into small discussion groups.

3. During five minutes of silent, individual writing time, 
describe:

a) Your various reactions to the revelations in the news 
stories excerpted above, especially anything that surprised 
you,

b) How you would feel to have such comments made about 
your group in movies or print, or on television or radio, 
or knowing that your children, their peers, teachers 
and other authority figures would be absorbing those 
messages,

c) The various ways one’s quality of life is affected by media 
discrimination,

d) Any examples of media discrimination you recall, and
e) How various age groups or the two genders are affected 

differently by media discrimination, such as the effects of 
music videos on teens.

4. On a flip-chart, a white board or a chalk board, record the 
reactions of group members.

5. Discuss these reactions.

Discussion: Social Integration

1. Read or review Section II.D. Increasing participation: 
Give pens a chance.  Remember to consider equity 
and diversity of learning styles and literacy levels.

2. Reorganise into small discussion groups.

3. At the Life of Faith Christian Church in Calgary, everybody 
is of African descent.

a) Describe some reasons to account for that.

b) If you have ever attended a worship hall, club or other 
social outlet in which everyone was White, did that fact 
stand out to you? Whether yes or no, describe your 
reasons.

c) How comfortable would you feel at Life of Faith Christian 
Church in Calgary? Explain your answer.

d) How comfortable would newcomers feel at your worship 
hall, club or other social outlet? Why? Explain your 
answer. How does this relate to the role of the church in 
integration?

4. Ibrahima Diallo and Daniel Boucher explain that it is often 
difficult for newcomers to find employment because their 
professional colleges or associations choose not to grant 
them accreditation.

a) Discuss the various professional, personal and emotional 
effects of that denial of accreditation.

b) Describe a variety of others reasons why newcomers 
have difficulty finding employment?

5. The schools depicted in Karibuni featured numerous 
continental African students, but no African-Canadian or 
continental African teachers.

a) Describe the various reasons that could account for that.

b) Describe the various reactions that newcomer children 
and parents might experience as a result of that staffing.
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D. Physical Activity:  Let Your Feet Do Your 
Talking

Think before you talk, or talk so you can think?

During discussion of controversial issues, many people choose 
to remain silent. But that does not mean they do not have strong 
opinions.
At other times, introverts especially are unable to decide how 
they feel or think about an issue because no one has ever 
required them to announce their thoughts.
Although wise people often caution others to think before they 
talk, sometimes it is the act of talking that helps people figure 
out what they think.

Don’t put your foot in your mouth: no one will hear you

In the following group activity, you will be reading aloud 
hypothetical problems and solutions, and then getting 
participants to announce their opinion in a very simple way: 
by walking to a side of the room labelled either AGREE or 
DISAGREE.
In doing so, quiet people have as much authority as loud people. 
As well, a physical act such as walking is often an effective ice-
breaker.
And when the ensuing discussion causes people to change their 
minds, and they cross the floor, participants often become even 
more enthusiastic or vocal in cheers, laughter or mock-boos.

Procedure

1. Ask participants to clear space for walking.

2. Label one wall in the room AGREE and the opposite wall 
DISAGREE.

3. Explain that you are about to read one, a few or all of the 
Let Your Feet Do Your Talking situations listed below.

4. Ask participants to listen to each situation, and then move 
to AGREE or DISAGREE wall, depending on their reaction.

5. Explain that no one is allowed to remain neutral, and the 
only question they can ask is for clarification.

6. After each side has formed, seek volunteers (and recruit 
quiet participants as well) to explain their choice.

7. Tell participants that if the discussion causes them to change 
their mind, they must move to the other side of the room.

Situation One:  Statistics Class with Korean and Korean-
Canadian Students

Sasha has just started her first year of university and has dreams 
of going to medical school. One the first day of her statistics 
course, the professor announces that students will be graded 
competitively against each other. Looking around the room, Sasha 
realizes that most of the students are either Koreans or Korean-
Canadians.

Proposed Action

Worried about her mark, Sasha chooses to switch into another 
statistics course in which most students are White.

Walk Now!

· If you agree with the proposed action, move to the AGREE 
side.

· If you disagree, move to the DISAGREE side.

Situation Two:  Africentric School

Youth of African descent make up a disproportionate amount of 
Toronto’s high school drop-outs. Some people believe that this 
is because African-Canadians students need schools where they 
can see themselves in their curriculum and in their teachers.

Proposed Action

A proposed solution has been to create an Africentric school for 
African youth in Toronto. 

Walk Now!

· If you agree with the proposed action, move to the AGREE 
side.

· If you disagree, move to the DISAGREE side.

Situation Three:  Francophone School

Marie is a refugee from Rwanda, where French is widely spoken. 
Before arriving in Canada she spent time living in neighbouring 
Uganda where English is widely spoken to raise her two children.
Although she lost most of her French, Marie considers herself 
a francophone, and so was delighted to enrol her children in 
Victoria’s francophone school when she learned of it. But officials 
at the francophone school decided she was not francophone 
enough, and denied enrolment of her children.

Proposed Action

Marie chose to enrol her children in an English-language school, 
and sought education to improve her own English.

Walk Now!

· If you agree with the proposed action, move to the AGREE 
side.

· If you disagree, move to the DISAGREE side.
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Situation Four:  Discrimination with Chinese Students

Mr. Lundquist teaches a Grade 1 class that includes several 
students from immigrant Chinese families.

Proposed Action

While the other children are finger-painting, Mr. Lundquist helps 
the five Chinese children play with building blocks, because after 
having taught Chinese junior high students, he believes that 
Chinese are gifted with extraordinary spatial comprehension. 
He takes this opportunity to develop and improve upon their 
strengths.

Walk Now!

· If you agree with the proposed action, move to the AGREE 
side.

· If you disagree, move to the DISAGREE side.

Situation Five:  Sexual Harassment of a Muslim Girl

Aaliyah was sexually harassed by a group of boys at her high 
school. Although she did not tell teachers and administration, 
some of them became aware of the harassment. Because Aaliyah 
is a Muslim, the administration feared her family’s reaction to the 
harassment.

Proposed Action

The administration decided not to report the sexual harassment 
of Aaliyah to the police.

Walk Now!

· If you agree with the proposed action, move to the AGREE 
side.

· If you disagree, move to the DISAGREE side.

E. Special Guest Activity:  Let the Newcomers 
Speak!

Oftentimes audience members have questions they would like to 
ask newcomers. Inviting an immigrant or refugee to come speak 
at your screening can add even greater value to the screening.
Invite a newcomer to speak at your workshop about his or 
her experiences, including reasons for immigrating, settling in 
Canada, seeking employment and advancement, seeking leisure 
and entertainment, making contacts and friends, and the various 
obstacles in front of any of those goals.
Invite participants to ask questions and compare their 
experiences.

F. Activity: Who Wants to Make Things Better?

It is always easy to imagine that problems can be fixed without a 
great deal of trouble.
But when we are being honest, we realise that complex problems 
almost always require complex solutions, which involve a variety 
of knowledge, skills, attributes (including a broad array of social 
capital), and participants. 
The following activity challenges you and workshop participants 
to examine several conflicts, and then ask yourself two major 
questions (followed by a few more detailed ones): What should 
you do? And what would you do?
The goal is to gain understanding of the stresses that newcomers 
face, so you are less surprised when “those people don’t just fix 
their problems, already.” This exercise is about walking a mile in a 
newcomer’s moccasins.

Procedure

1. Copy and distribute the situations on the following pages.

2. Reorganise into small groups.

3. Read the situations together.

4. Individually and silently, write brief responses to each 
question.

5. Discuss the responses and try to find credible solutions 
together balancing the ideal solutions with real-world 
obstacles such as lack of time, money, energy and social 
capital.
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Situation One: Statistics Class with Korean Students

Sasha has just started her first year of university and has dreams of going to medical school. One the first 
day of her statistics course, the professor announces that students will be graded competitively against each 

other. Looking around the room, Sasha realizes that most of the students are either Koreans or Korean-
Canadians.

Proposed Action

Worried about her mark, Sasha chooses to switch into another statistics course in which most students are 
White.

What Should You Do?

1. Describe what the person needs to understand but doesn’t.

2. Describe, from your opinion, the steps that should be part of an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Two: Africentric School

Youth of African descent make up a disproportionate amount of Toronto’s high school drop-outs. Some 
people believe that this is because African-Canadians students need schools where they can see themselves 

in their curriculum and in their teachers.

Proposed Action

A proposed solution has been to create an Africentric school for African youth in Toronto. 

What Should You Do?

1. Describe what the person needs to understand but doesn’t.

2. Describe, from your opinion, the steps that should be part of an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Three: Francophone School

Marie is a refugee from Rwanda, where French is widely spoken. Before arriving in Canada she spent time 
living in neighbouring Uganda where English is widely spoken to raise her two children.

Although she lost most of her French, Marie considers herself a francophone, and so was delighted to enrol 
her children in Victoria’s francophone school when she learned of it. But officials at the francophone school 

decided she was not francophone enough, and denied her children enrolment of her children.

Proposed Action

Marie chose to enrol her children in an English-language school, and sought education to improve her own English.

What Should You Do?

1. Describe what the person needs to understand but doesn’t.

2. Describe, from your opinion, the steps that should be part of an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Four: Discrimination with Chinese Students

Mr. Lundquist teaches a Grade 1 class that includes several students from immigrant Chinese families.

Proposed Action

While the other children are finger-painting, Mr. Lundquist helps the five Chinese children play with building blocks, because after 
having taught Chinese junior high students, he believes that Chinese are gifted with extraordinary spatial comprehension. He takes 
this opportunity to develop and improve upon their strengths.

What Should You Do?

1. Describe what the person needs to understand but doesn’t.

2. Describe, from your opinion, the steps that should be part of an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Five: Sexual Harassment of a Muslim Girl

Aaliyah was sexually harassed by a group of boys at her high school. Although she did not tell teachers 
and administration, some of them became aware of the harassment. Because Aaliyah is a Muslim, the 

administration feared her family’s reaction to the harassment.

Proposed Action

The administration decided not to report the sexual harassment of Aaliyah to the police.

What Should You Do?

1. Describe what the person needs to understand but doesn’t.

2. Describe, from your opinion, the steps that should be part of an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict? 

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Six: The Call Centre

Rupinder works in a call centre. Although English is Rupinder’s first language, she has a strong Punjabi accent. Yesterday a customer 
called and asked to talk to someone who speaks “proper” English.
She informed the customer that she did in fact understand him and would be happy to help him. The customer insisted on talking 
with someone who spoke “proper” English.

What Should You Do?

1. Describe, from your opinion, the steps that should be part of an effective solution, if you were 

a. Rupinder?  

b. Rupinder’s coworker?

c. Rupinder’s supervisor?

What Would You Do?

2. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement the solutions you gave 
above.

3. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

4. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Seven: Teacher is Tardy at Respect

Elaine is a volunteer who works with newcomer youth at a local school. During her school visit last Monday, 
she noticed two students, Fung and Natalia, were absent. She asked other students about the absence.

ELAINE:      “Where are Fung and Natalia?”

ASHA:        “On vacation.”

ELAINE:      “On vacation in October? Where did they go?”

AN-LIN:      “Nowhere.”

ELAINE:      “Then why are they on vacation?”

AN-LIN:     “Well, Mrs. Jackson kept saying ‘Nine o’clock    
                  might mean nine thirty in your countries, but in 

                  Canada nine o’clock means nine o’clock.’ Then 
                  they got to go on vacation.”

Elaine realized that Fung and Natalia had been given a suspension from school, but that the students did not understand 
this concept.

What Should You Do?

1. If you were Elaine, describe the various actions you should you take after having the above conversation.

2. What actions should Fung and Natalia take?

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital that Fung and Natalia need to implement your solutions.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Eight: Bullied at School

You are a volunteer in a school. A boy named Željko came to Canada as a refugee from Serbia, and he started Grade 11 with very 
little knowledge of English.
Two Grade 12 boys, Ian and Jonathan, have lockers beside Željko. Sometimes they bar Željko from accessing his locker, and although 
Željko cannot understand their words, he knows they are mocking him.

What Should You Do?

1. What various actions should the following people take?
a) You

b) Željko

c) Željko’s parents

d) Željko’s teachers and administration

e) Ian’s or Jonathan’s parents

What Would You Do?

2. Describe the types of resistance your solution is likely to encounter.

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Nine: Hijabs in the Workplace

At an engineering firm in Calgary with a diverse workforce, Nicholas talks with you, his co-worker, about 
Muslim women colleagues.

Nicholas says, “I don’t understand why these Muslim women have to cover themselves. It’s like they’re second-
class citizens or something. I mean, what does that say about them, you know? About their self-respect? And if they 

are second-class, well, should they really be working with here?”

What Should You Do?

1. Describe what Nicholas needs to understand but doesn’t.

2. Describe, from your opinion, ways that you would try to help Nicholas change his mind.

What Would You Do?

3. What are the obstacles to your solution? For instance, what various forces formed Nicholas’s attitude in the first place? How 
is he likely to feel about you trying to change his mind?

4. Describe the ways you could be more effective--not to mention respectful--in helping Nicholas to see beyond his 
preconceptions to gain some respect of his own.
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Situation Ten: Somalis on the Corner

Three Somali refugees were recently resettled in Edmonton. They spent the last ten years living in a refugee camp together with 
other teens.
In Edmonton, they feel lonely and spend almost all of their time together. A store owner in their local neighbourhood called the 
police, claiming he felt threatened by the wandering group of boys. The police told the youth that they should not walk together in 
public.

What Should You Do?

1. Describe what the store owner and police need to understand but don’t.

2. Describe, from your opinion, the steps the Somali youth should take towards an effective solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. If you were one of the Somali youth, what are the various thoughts and feelings you would have as a result of the police order? 
What are some of the ineffective actions you might want to take as a result?

5. What are some ways these youth could realistically cope with their frustration, given their situation and lack of resources?

6. Describe how you could find a middle ground between the real world and the ideal solution.
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Situation Eleven: Mr. Mexico

Carlo is a Venezuelan exchange student. While waiting for class to start, he receives a phone call from his 
mother in Venezuela. He speaks to his mother in Spanish, informing her that he is well and that he must call her 

back after class. After he hangs up the phone, the student beside him says “Hey Mr. Mexico, time to start speaking 
English.”

What Should You Do?

1. Describe what the student next to Carlo needs to understand but doesn’t.

2. Describe, from your opinion, the steps that a) another student, and b) Carlo, should take to be part of an effective 
solution.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
newcomers more likely to do when faced with such conflict?

5. Explain the likely reasons for the student’s outburst, and describe how you could find a middle ground between the real world 
and the ideal solution.
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Situation Twelve: Strangers in the Night

It is early evening and a dark-skinned man approaches a woman in the street. He is waving his arms and speaking a language the 
woman does not recognize. She thinks he may be asking for directions.
Recognizing that the woman does not understand him, he begins to speak louder and moves even closer to the woman. She begins to 
feel uneasy.

What Should You Do?

1. How should you react to this situation as 
a. the woman

b. a bystander

c. the man?

2. Describe the obstacles in taking your actions above.

What Would You Do?

3. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to implement your solution.

4. How would you likely react to this situation as a) the woman, b) a bystander, and c) the man?

5. Since people rarely have the training, resources or confidence to create and then implement the perfect solution, what are 
people more likely to do when faced with such conflict?

6. Describe how you could find a middle ground between the real world and the ideal solution.
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V. Creating Solutions

Talking to media, business, government and other 
power-centres

Knowledge without action does not add up to much. So use your 
workshop for work!
Schedule time (or follow-up time) for participants to learn more 
about immigration and integration, and to explore what they can 
do to assist newcomers finding success.
Explore several aspects of integration-for-success, possibly 
including the necessary services and roles of:

a) Media
b) Business
c) Government
d) Non-governmental institutions
e) Religious institutions
f) Social institutions
g) Leisure and entertainment outlets

Discuss:

1. What policies should these institutions create, change or 
enhance?

2. What actions should community groups and agencies take?

3. What programs and services should they offer?

4. What various actions should citizens take in the various 
spheres of their lives?

Activity: Write to the power-brokers

Write a letter (or letters) identifying actions you want 
government, corporations, social agencies and/or media to take 
to improve integration for newcomers. Specify a timeline and 
means, where possible.

Investigate Employment Equity

There are numerous myths about employment equity legislation, 

including whom it benefits and whom, if anybody, it harms.
The summary to the report “Unequal Access” states:

Employment equity legislation has been more effective in recruiting racialised 
minorities than in their retention and promotion. Legislation may alter the 
behaviour of employers, but it has less impact on the workplace culture and 
individual attitudes.... Public education is critical in raising awareness of racial 
inequality in order to eliminate it in the future.40

Research a range of opinions on employment equity, including 
several intelligent arguments on both sides of the debate.

Discuss:

1. The definition of employment equity

2. The origins of the legislation

3. The scope and effects of the legislation

4. The myths of employment equity legislation

5. The reasons why those myths spread and persist

6 How to educate the public about the reality of employment 
equity, its scope and effects

Event-Planning: Social Integration

Social integration helps newcomers build social capital, and it also 
vastly improves quality of life.
People need business, employment and education opportunities, 
but they also need leisure and entertainment activities that 
promote acceptance, appreciation and friendship.
Maclean’s magazine notes:

Still, many advocates for Islamic and Sikh groups optimistically tout fostering 
personal contact—the sort of bonds that grow into friendships—as the 
key to creating acceptance of that religion. “The more that people have 
interactions with Muslims,” said Gardee from the Council on American-
Islamic Relations Canada, “the more favourable an opinion they have of 
Muslims.”41

Procedure

1. Discuss outlets and opportunities for leisure and 
entertainment that also promote social integration.

2. Explore the ways that those outlets and opportunities could 
be more welcoming to newcomers, taking into account their 
needs.  These could include child care, extended families, single 
life, economic restriction, language, culture shock, values or other 
potential roadblocks.

3. Explore the ways that those outlets could seek out and attract 
newcomers more effectively.

4. Plan an activity to meet the above goals, or revise an existing 
one to do so. Schedule and create the event.

40  Council on Social Development, “Unequal Access: A Report Card On Racism,”
 http://www.ccsd.ca/perception/243/racism.htm 
41  Geddes, “What Canadians Think,”
 http://www2.macleans.ca/2009/04/28/what-canadians-think-of-sikhs-jews-christians-muslims/print/ .
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Discussion: Paths to Integration

1. Describe social, financial, psychological or other services that effectively help newcomers integrate into Canadian society.

2. Describe the knowledge, skills, attributes or social capital newcomers or citizens need to integrate into Canadian society.

3. What can you do to help newcomers and citizens integrate with each other so all can benefit?

4. What various types of information, skills and resources do you need to you to help that integration?
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Appendix A: Karibuni Workshop Evaluation

1. Please circle the category that best describes you:

 
• Teacher
• Interested in the immigrant experience
• University student
 
• Has newcomer coworkers
• Newcomer service provider
• High school student
• Other (Please specify):
 

2. In this workshop, I gained new information regarding the experiences of immigrants and refugees in Canada that is applicable to my 
work/school/ community.

a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree

If c, d or e, please explain why. Please tell us about the information you found beneficial AND how you will use it.

3. Describe the knowledge and/or skills you gained from or practiced during this workshop that you found most valuable.

4. Describe the sorts of information would you have liked to receive from this workshop, but did not.

5. Explain specifically how the workshop leader helped you (or others, if you choose to discuss that) to meet your goals for this 
event.

6. Explain ways the workshop leader could improve in helping you (or others, if you choose to discuss that) to meet your goals for 
this event.

7. Describe some ways to improve this workshop. 

Please tell us anything else you want us to know.
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Appendix C: Glossary

Acculturation: The process whereby the culture, values and 
patterns of the majority are adopted by a person or an ethnic, 
social, religious, language or national group.  This process can 
sometimes also involve absorbing aspects of minority cultures 
into the majority culture’s pattern.

Africa: The world’s second-largest continent containing 
approximately one-sixth of humanity, and its evolutionary home. 
The continent includes 54 countries divided into five regions: 
Southern, West, East, Central and North. The first four regions 
(i.e., the majority of the continent) are sometimes called “Sub-
Saharan,” an anti-description; some people now refer to this area 
as “Green Africa,” and North Africa as simply “Saharan Africa.”

Anti-Black Racism: Anti-Black racism is the racial prejudice, 
stereotyping and discrimination that is directed at people of 
African descent, rooted in their unique history and experience 
of enslavement. It is manifested in the legacy and racist ideologies 
that continue to define African descendants’ identities, their 
lives and places them at the bottom of society and as primary 
targets of racism. It is manifested in the legacy of the current 
social, economic, and political marginalization of African 
Canadians in society such as the lack of opportunities, lower 
socio-economic status, higher unemployment, significant poverty 
rates and overrepresentation in the criminal justice system. 
Anti-Black racism is characterized by particularly virulent and 
pervasive racial stereotypes. Canadian courts and various 
Commissions have repeatedly recognized the pervasiveness of 
anti-Black stereotyping and the fact that African Canadians are 
the primary targets of racism in Canadian society. As described 
by Stephen Lewis (1992): “First, what we are dealing with, at 
root, and fundamentally, is anti-Black racism. While it is obviously 
true that every visible minority community experiences the 
indignities and the wounds of systemic discrimination throughout 
Southern Ontario, it is the Black community which is the 
focus. It is Blacks who are being shot, it is Black youth that is 
unemployed in excessive numbers, it is Black students who are 
being inappropriately streamed in schools, it is Black kids who 
are disproportionately dropping out, it is housing communities 
with large concentrations of Black residents where the sense 
of vulnerability and disadvantage is most acute, it is Black 
employees, professional and non-professional, on whom the 
doors of upward equity slam shut. Just as the soothing balm of 
“multiculturalism” cannot mask racism, so racism cannot mask its 
primary target.”

Anti-Oppression: Strategies, theories and actions that 
challenge socially and historically built inequalities and injustices 
that are ingrained in our systems and institutions by policies 
and practices that allow certain groups to dominate over other 
groups.

Anti-Racism: An active and consistent process of change to 
eliminate individual, institutional and systemic racism as well as 
the oppression and injustice racism causes.

Anti-Racist Education: A perspective that permeates all subject 
areas and school practices, aimed at the eradication of racism 
in all its various forms. Anti-racist education can also be taught/
learned in informal and non-formal educational settings.

Assimilation: The full adoption by an individual or group of 

the culture, values and patterns of a different social, religious, 
linguistic or national group, resulting in the elimination of 
attitudinal and behavioural affiliations from the original cultural 
group.  Can be voluntary or forced.

Asylum-seeker: a person who is seeking asylum. Until a 
determination is made, it is impossible to say whether the 
asylum-seeker is a refugee or not.

Attitude: The state of mind which makes us act in certain ways 
about social events or objects; a consistent pattern of thoughts, 
beliefs, emotions and reactions.

Barrier: An overt or covert obstacle; used in employment 
equity to mean a systemic obstacle to equal employment 
opportunities or outcomes; an obstacle which must be overcome 
for equality to be possible.

Bias: A subjective opinion, preference, prejudice or inclination, 
formed without reasonable justification, that influences an 
individual’s or group’s ability to evaluate a particular situation 
objectively or accurately; a preference for or against. Reasonable 
apprehension of bias exists when there is a reasonable belief 
that an individual or group will pre-judge a matter and therefore 
cannot assess a matter fairly because of bias.

Bigot: One stubbornly or intolerantly devoted to one’s biased 
opinions and prejudices.

“Black Africans”: Misnomer. As almost all of the close to one 
billion citizens of the 54 countries of the African continent are 
“Black” people, the term unnecessarily uses the qualifier “Black” 
to describe the majority. The phrases “White Europeans,” “Yellow 
Asians,” “Brown Asians,” and “Brown Latin Americans” have 
never been in common use. 

Citizenship: Refers to the legal citizenship status of a person. 
Persons may be Canadian by birth (this includes persons born 
in Canada and persons born outside of Canada to Canadian 
parents) or Canadian by naturalization (landed immigrants who 
have applied for and been granted, citizenship). Citizens are 
entitled to the same rights, powers and privileges and are subject 
to the same obligations, duties and liabilities.

Colonialism: Usually refers to the period of European 
colonization from Columbus (1492) onwards, in the Americas, 
Asia and Africa, and taking on different forms from settler 
colonies like Canada to non-settler colonies such as India during 
British rule. Colonialism differs also across colonizing nations 
and across time. For example, French colonialism had different 
policies from British, while modern colonialism is often seen as 
part of “globalization”, which includes the exploitation of labour 
and national resources by transnational corporations and the 
expansion of free trade agreements and blocs.

Convention Refugees: A person who meets the refugee 
definition in the 1951 Geneva Convention relating to the Status 
of Refugees. This definition is used in Canadian law and is widely 
accepted internationally. To meet the definition, a person must 
be outside their country of origin and have a well founded fear 
of being persecuted for reasons of race, religion, nationality, 
membership in a particular social group or political opinion. 
That is, a refugee is forced to flee from persecution, whereas 
immigrants choose to move and settle in another country.
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Cultural Racism: Portrayal of Aboriginals, Blacks, and other 
people of colour in all forms of media, school texts, literature as 
inherently, “inferior”, “savage”, “bad”, “primitive”. The impression 
given is that these groups have contributed nothing to civilization, 
and that there was no civilization before Europeans found “non-
white” peoples and “found” lands where they were living.

Culture: The mix of ideas, beliefs, values, behavioural norms, 
knowledge and traditions of a group of individuals who share 
a historical, geographic, religious, racial, linguistic, ethnic or 
social context, and who transmit, reinforce and modify those 
ideas and beliefs, passing them on from one generation to 
another.  A culture is the total of everything an individual learns 
by being immersed in a particular context.  It results in a set 
of expectations for appropriate behaviour in seemingly similar 
contexts.

Dialect: A version of a language, differentiated by vocabulary, 
and often distributed by region. Multiple versions of the same 
language are spoken in the same era, such as Parisian French 
and Quebecois French. Depending on how much dialects vary, 
speakers of one may not be able to understand speakers of 
another. Dialects are not distinct languages. See Language.

Discrimination: Economic migrant: a person who moves 
countries in order to take up a job or seek a better economic 
future. 

Economic Justice: A conviction that economic policies must 
result in benefits that are distributed equally across income and 
racial lines; that jobs created by state and local tax incentives 
must go to local people and taxpayers; and that the health, 
natural resources, and the culture of the community must be 
protected.

Economic rights: The right to have an economy that meets 
people’s economic needs, such as the right to organize labour 
unions.  Economic rights are a human right. 

Emigration: The process of leaving one’s home or country in 
order to settle in another home, place or country, for personal, 
economic, political, religious or social reasons.

Ethnic Group: Refers to a group of people having a common 
heritage or ancestry, or a shared historical past, often with 
identifiable physical, cultural, linguistic and/or religious 
characteristics.

Ethnicity: A birth-group with established, recognisable customs 
and traditions that evolved over time and continue to evolve. 
Sometimes race is a component of ethnicity; people can belong 
to more than one ethnicity, depending on custom, marriage, 
displacement and immigration.

Ethnocentrism: The tendency to view others using one’s 
own group and customs as the standard for judgment, and the 
tendency to see one’s group and customs as the best.The denial 
of equal treatment, civil liberties and opportunity to individuals 
or groups with respect to education, accommodation, health 
care, employment and access to services, goods and facilities. 
Behaviour that results from prejudiced attitudes by individuals 
or institutions, resulting in unequal outcomes for persons who 
are perceived as different.  Differential treatment that may occur 
on the basis of race, nationality, gender, age, religion, political 
or ethnic affiliation, sexual orientation, marital or family status, 

physical, developmental or mental disability. Includes the denial 
of cultural, economic, educational, political and/or social rights of 
members of non-dominant groups.

Dominant Group: Considered the most powerful and 
privileged of groups in a particular society or context. The 
dominant group in Canada is white, Christian, male and English 
speaking, perceiving themselves to be superior to and more 
privileged than Aboriginal Peoples, Black People and other people 
of colour or people of minority religious or linguistic groups. See 
Majority.

Franco-African: Any African whose first or second language is 
French, usually from countries conquered by France or Belgium. 
Generally, French is a second language for Franco-Africans, who 
usually speak a heritage or national language such as Wolof in 
Senegal or Bambara in Cote d’Ivoire.

Immigrant: A person who has settled permanently in another 
country. Immigrants choose to move, whereas refugees are 
forced to flee.

Immigration: Concerns the movement of nationals of any given 
country to another country for the purpose of settlement.

Internally displaced person:  a person who has been forcibly 
displaced but is still within the borders of their home country.

Integration: Inclusion of newcomers to a system, and the 
creation of relationships among newcomers and citizens. 
Intentional and unintentional interaction and cooperation of 
individuals and groups leads to integration.

Intolerance: Bigotry or narrow mindedness that results in 
refusal to respect or acknowledge persons of different racial 
backgrounds.

Islamophobia: A term recently coined to refer to expressions 
of negative stereotypes, bias or acts of hostility towards 
individual Muslims or followers of Islam in general.

Language: Languages are distinct communication systems, 
separate from each other by vocabulary, syntax and grammar. 
It’s worth distinguishing language from dialect because of the 
inaccurate or even patronising way that many non-Africans have 
assessed continental African cultures. The 54 countries of the 
African continent possess at least 2000 distinct languages (by 
contrast, Europe has fewer than 250) belonging to three major 
language families (Afro-Asiatic, Khoisan and Niger-Congo). Since 
humanity has lived in Africa longer than anywhere else, language 
and language differentiation is older in Africa than anywhere else.

Majority: Refers to the group of people within society 
either largest in number, in a superior social position, or that 
successfully shapes or controls other groups through social, 
economic, cultural, political, military or religious power.  In most 
parts of Canada, the term refers to White, English-speaking, 
Christian, middle to upper-income Canadians.

Marginalization: With reference to race and culture, the 
experience of persons who do not speak the majority group’s 
language, cannot find work or gain access to social services and 
therefore, cannot become full and equal participating members 
of society. Refers also to the process of being “left out” of or 
silenced in a social group.
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Newcomer: Immigrant, refugee, or temporary foreign worker.
Oppression: The unilateral subjugation of one individual or 
group by a more powerful individual or group, using physical, 
psychological, social or economic threats or force, and frequently 
using an explicit ideology to sanction the oppression. Refers 
also to the injustices suffered by marginalized groups in their 
everyday interactions with members of the dominant group. 
The marginalized groups usually lack avenues to express 
reaction to disrespect, inequality, injustice and lack of response 
to their situation by individuals and institutions that can make 
improvements.

People of Colour: A term which applies to all people who 
are not seen as White by the dominant group, generally used by 
racialised groups as an alternative to the term visible minority.  
It emphasizes that skin colour is a key consideration in the 
“everyday” experiences of their lives. The term is an attempt 
to describe people with a more positive term than non-White 
or minority which frames them in the context of the dominant 
group.

Power: That which allows one group to name and classify 
subordinate groups and to subject them to differential treatment.

Privilege: The experience of freedoms, rights, benefits, 
advantages, access and/or opportunities afforded members of 
the dominant group in a society or in a given context, usually 
unrecognized and taken for granted by members of the majority 
group, while the same freedoms, rights, benefits, advantages 
access and/or opportunities are denied to members of the 
minority or disadvantaged groups.

Race: Refers to a group of people of common ancestry, 
distinguished from others by physical characteristics such as 
colour of skin, shape of eyes, hair texture or facial features. (This 
definition refers to the common usage of the term race when 
dealing with human rights matters. It does not reflect the current 
scientific debate about the validity of phenotypic descriptions 
of individuals and groups of individuals). The term is also used 
to designate social categories into which societies divide people 
according to such characteristics. Race is often confused with 
ethnicity. Various types of broad-based groups (e.g. racial, ethnic, 
religious and regional) are rarely mutually exclusive, and the 
degree of discrimination against any one or more varies from 
place to place, and over time.

Racialise: To employ any concept about race against a group of 
people, intentionally or not. 

Racism: A mix of privilege, prejudice, and power leading to 
domination and exploitation by one group (the dominant or 
majority group) over another (the non-dominant, minority, 
or racialised group). It asserts that the one group is supreme 
and superior while the other is inferior. Racism is any action 
or practice; conscious or unconscious; backed by systemic or 
institutional power; which subordinates people predominantly 
because of their colour and other physical characteristics. 

Racial discrimination: Any individual action or institutional 
practice backed by institutional power, which subordinates 
people because of their “race.”

Race Relations: The pattern of interaction, in an inter-
racial setting, between people who are racially different.  In 
its theoretical and practical usage, the term has also implied 
harmonious relations, i.e., races getting along.  Two key 
components for positive race relations are the elimination of 
racial intolerance arising from prejudicial attitudes, and the 
removal of racial disadvantage arising from the systemic nature 
of racism.

Racial Minority: A term which applies to all people who are 
not seen as White by the dominant group including Aboriginal, 
Black, Chinese, South Asian, South East Asian and other peoples. 
Sometimes used instead of Visible Minority.  The term that many 
people now prefer is “people of colour” as a more positive term 
that does not define groups by comparison to the dominant 
group.

Refugee: A person outside of his or her own country, forced to 
flee it because persecution or extreme hardship.

Social Capital: All the shared cultural, class and interpersonal 
experiences and connections that bind people together, because 
they perceive themselves as being similar. All the accumulated 
personal, social, class, cultural, religious, political, ideological and 
other similarities that promote and strengthen employment and 
business opportunities, mutually-beneficial developments, and 
alliances in any area of life.

Stem: The basic wording of a question that defines the scope 
and quality of the information being sought. Effective stems open 
up discussion by asking people to describe instead of list, to 
discuss various ideas instead of one predetermined answer, and 
to analyse their own responses by grouping them into categories 
such as effective, ineffective and neutral, or constructive, 
destructive and no-consequence.

Stereotype: A fixed mental picture or image of a group of 
people, ascribing the same characteristic(s) to all members of 
the group, regardless of their individual differences. An over-
generalization, in which the information or experience on which 
the image is based may be true for some of the individual group 
members, but not for all members.  Stereotyping may be based 
upon misconceptions, incomplete information and/or false 
generalizations about race, age, ethnic, linguistic, geographical or 
natural groups, religions, social, marital or family status, physical, 
developmental or mental attributes, gender or sexual orientation.

Stereotype Threat: The tendency to under-perform (for 
instance, on tests) due to the worry that one will be judged 
by unfair and inaccurate stereotypes. A type of self-fulfilling 
prophecy.

Systemic Discrimination: The institutionalization of 
discrimination through policies and practices that may appear 
neutral on the surface but that has an exclusionary impact 
on particular groups, such that various minority groups are 
discriminated against, intentionally or unintentionally.  This occurs 
in institutions and organizations where the policies, practices and 
procedures (e.g. employment systems - job requirements, hiring 
practices, promotion procedures, etc.) exclude and/or act as 
barriers to racialised groups. Systemic discrimination also is the 
result of some government laws and regulations.

Temporary foreign worker: Any person coming to Canada to 
work who is ineligible to remain in Canada permanently, and may 
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have other restrictions on employment mobility, violations of which result in deportation. 

Usually meant as a liberal attitude toward those whose race, religion, nationality, etc. is different from one’s own. Since it has the 
connotation of “put up with”, today the term “acceptance” is preferred. That is, through anti-racism and equity work, we aim to 
counter intolerance, and to achieve acceptance for all.

Visible Minority: Term used to describe non-dominant groups who are not White. Although it is a legal term widely used in 
human rights legislation and various policies, currently the terms, “racialised minority” or “people of colour” are preferred by 
people labelled by others to be “visible minorities”

Western Canada: British Columbia, Alberta, Saskatchewan, and Manitoba.

Xenophobia: An unreasonable fear or hatred of foreigners or strangers, their cultures and their customs.
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Karibuni Manual Feedback Form
Please mail or fax your feedback: 
Centre for Race and Culture, 
#4, 10865 – 96 Street, Edmonton, AB, 
T5H 2K2, FAX: 780-421-0490

Organization/Group/Class:___________________

Date:___________________________________

1. Please circle the category that best describes you:

- Educator    - Is interested in the immigrant experience
- University student   - Has immigrant coworkers
- High school student   - Immigrant service provider
- Other (Please specify):_______________________________________________________

2. This manual has given me new information regarding the experiences of immigrants and refugees in Canada that is applicable to my 
work/school/community.

a. Strongly Agree    b. Agree c. Neutral d. Disagree e. Strongly Disagree

If not, please explain why. ______________________________________________________

_________________________________________________________________________

3. Please tell us about the information you found beneficial AND how you will use it. 

_________________________________________________________________________

_________________________________________________________________________

4. Is there information you would have liked but did not receive? If so, what information? 
_________________________________________________________________________

_________________________________________________________________________

5. Please tell us how we can improve the information and education offered in this manual 

_________________________________________________________________________

_________________________________________________________________________

6. Please tell us how you have used the Karibuni manual. 

_________________________________________________________________________

_________________________________________________________________________

   This program is generously funded by Citizenship and Immigration Canada. For statistical purposes, please provide the following information.

   Were you born in Canada? __________    Are you a visible minority/member of a racialized group? __

   If you were not born in Canada, are you currently a(n):  If so, how do you identify? ___________________

   International student  Permanent Resident    
   Visitor    Temporary Foreign Worker
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