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Anti-Black Racism Policy 
 

Original Implementation Date:  June 1, 2026 Approved by: Brad Anguish, A/CAO 

Date of Last Revision:  Approved by:  

Effective Date of Last Revision:  Approved by:  

 

1 - Policy Name 

Anti-Black Racism Policy  

2 - Purpose 

The history of colonialism, slavery, and segregation and the pervasiveness of unconscious bias 

and internalized negative attitudes toward Black people continues to be reflected in some 

institutional structures, policies, processes, and individual behaviours. To effectively address Anti-

Black Racism in the workplace, the impact on the person experiencing Anti-Black Racism must 

guide the organizational response. Halifax Regional Municipality is committed to addressing and 

eradicating Anti-Black Racism and supporting employees who experience the impacts of Anti-

Black Racism in the workplace in a trauma-informed and culturally responsive manner. 

Meaningful and tangible actions are required to give employees the confidence and trust that the 

concerns, issues, and experiences they bring forward will be addressed in an effective and 

appropriate manner that promotes and protects the well-being and safety of those involved. 

3 – Objectives 

• Advance the Municipality’s level of accountability in preventing Anti-Black Racism and 

addressing it when it occurs. 

• Identify tools and supports to help employees understand what constitutes Anti-Black 

Racism and what it may look like in the workplace.  

• Outline a process to ensure that complaints regarding Anti-Black Racism are handled in 

a culturally responsive and trauma-informed manner. 

• Ensure that employees impacted by Anti-Black Racism have access to culturally 

appropriate supports. 

• Advance an organizational culture of respect, inclusivity, and psychological safety for all. 

• Promote transparency, trust and accountability in the Municipality’s ability to adequately 

address instances of Anti-Black Racism at all position levels. 

4 - Scope 

This Policy applies to all HRM employees (as defined in this Policy), and to others made subject 

to this Policy pursuant to the terms or a contract or tender.   
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5 - Definitions 

In the context of this document: 

Anti-Black Racism means both policies and practices embedded in Canadian institutions and 

individual behaviours that reflect and reinforce, beliefs, attitudes, prejudice, stereotyping and or 

discrimination at people of African ancestry and is rooted in the unique history and experience of 

enslavement and colonization.  

Bullying means a form of harassment that typically is carried out through a repeated targeted 

pattern of behaviour that is intended to, or ought reasonably to be known to, cause fear, 

humiliation, intimidation, distress, or other forms of harm. The impact may be physical or 

psychological and may damage a person’s body, feelings, self-esteem, reputation, or property. 

Bullying may be obvious or subtle, direct, or indirect, and can occur in person, writing, or through 

the use of technology such a social media, text, or email.  

Culturally Insensitive Behaviour means actions or remarks that are disrespectful, harmful, or 

offensive to individuals or groups belonging to a particular culture or ethnicity. This type of 

behavior can take various forms, such as making derogatory comments, using ethnic slurs, 

stereotyping, microaggressions or failing to acknowledge and respect cultural differences. 

Culturally insensitive behavior can be intentional or unintentional, but regardless of the intent, it 

can cause harm and perpetuate discrimination against certain groups.    

Discrimination means making a distinction, whether intentional or not, based on a protected 

characteristic (as outlined in the Nova Scotia Human Rights Act and defined in this policy) that 

has the effect of imposing burdens, obligations, or disadvantages on an individual or a class of 

individuals that is not imposed upon others or which withholds or limits access to opportunities, 

benefits and advantages available to other individuals or classes of individuals in society. 

Disrespectful Behaviour means failing or refusing, through words or actions, to treat others in a 

professional, courteous, and civil manner. Examples of disrespectful behaviour include, but are 

not limited to, teasing, or joking that embarrasses or humiliates; shouting or speaking in a hostile 

tone; excessive use of profanity; and spreading gossip or rumours that damage one’s reputation.  

Employee means an individual employed by the Municipality, and for the purposes of this Policy 

includes volunteers, student trainees, interns and individuals employed on a personal service 

contract or sub-contract. Employee also includes contractors or sub-contractors who are made 

subject to this Policy pursuant to the terms or a contract or tender, and their employees, in the 

course of providing goods and services to the Municipality. 

Exclusion means a type of harassment involving the shunning or ostracism of an individual, or 
group of individuals. It can include, but is not limited to, isolating others by no longer 
communicating with them, denying, or ignoring their presence, distancing them from others or 
purposefully omitting them from decisions, conversations, and work-related events without valid 
reason.  
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Harassment means a course of derogatory (e.g. condescending, insulting, belittling) or vexatious 

(e.g., aggressive, angry, antagonistic) conduct or comment that is known or ought reasonably to 

be known to be harmful or unwelcome. Harassment includes actions or comments that create an 

intimidating, demeaning, or psychologically unsafe work environment. Harassment may occur as 

a serious one-time incident, but it usually occurs through a course of conduct or pattern of 

behavior. 

Investigator means a person appointed to investigate formal complaints of harassment or 

discrimination. The investigator may be a Municipal employee or contracted externally. 

Leader means a supervisor, manager, director, executive director, or employee who has 

supervising responsibilities in their role (i.e. work assignment, training, etc). 

Microaggression means a subtle, often unintentional, form of prejudice. Rather than an overt 

declaration against an individual, a microaggression often comes in the form of an offhand 

comment, an inadvertently painful joke, or a pointed insult. Sometimes microaggressions are 

referred to as “subtle acts of exclusion.”  

Municipality means Halifax Regional Municipality; it may also be referred to as “the Municipality.”  

Protected Characteristics means the list of characteristics as defined by the Nova Scotia Human 

Rights Act that discrimination and harassment are legally prohibited against in the area of 

employment. The protected characteristics are: age; race; colour; religion; creed; sex; sexual 

orientation; gender identity; gender expression; physical disability or mental disability; an irrational 

fear of contracting an illness or disease; ethnic, national or aboriginal origin; family status; marital 

status; source of income; political belief, affiliation or activity; that individual’s association with 

another individual or class of individuals having protected characteristics. 

Progressive Discipline means a series of disciplinary actions issued by the Employer to 

address, correct and deter inappropriate or unacceptable behaviour in the workplace.  The 

process is called "progressive" because consequences generally continue to increase in severity 

if behaviors do not meet expected and communicated standards. The aim of progressive 

discipline is to help leaders enforce disciplinary action by bringing issues to an employee’s 

attention and providing employees with an opportunity to correct issues. 

Racial Harassment means offensive behaviour based on the grounds of race, colour, citizenship, 

place of origin, ancestry, ethnic background, or creed that includes, but is not limited to derogatory 

communications, images or offensive stereotypical conduct, racial slurs, ethnic jokes, insulting 

depictions, adverse differential treatment, criticizing or being intolerant to racial differences in 

appearance or customs. 

 

Remedial means an action that occurs for the purpose of fixing or remedying a situation and 

focuses on addressing all the harms caused by a specific situation.  
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Restorative Process means a resolution process that strives to reduce harm and restore 

relationships by allowing those directly impacted and those who can affect the outcome to work 

in a transparent and good faith manner to jointly create a forward-focused plan.  These measures 

aim to restore trust, repair harm, and prevent future incidents, while fostering a workplace 

environment that values diversity and promotes the well-being of all employees. 

 

Trauma-Informed Approach  

Ways of interacting that incorporate an understanding of the nature of trauma and promotes 

environments and behaviours that are supportive, inclusive, and compassionate, thus reducing 

the potential for re-traumatization. 

 

Verbal Harassment means an offensive course of demeaning comments directed at an 
Employee, or used in reference about an Employee, which would reasonably undermine the 
reputation of that Employee in the workplace. Verbal harassment includes insults, name-calling, 
threats, slurs, crude or degrading comments, innuendoes, profanities and negative stereotyping 
that would reasonably cause offence. If initial analysis of the complaint identifies that an alleged 
verbal threat involves references to physical harm, the complaint will be directed to a Safety 
Specialist for investigation under HRM’s Workplace Violence Prevention Corporate Procedure.  
 
White Fragility means when a white person has a negative reaction to the stress and discomfort 
resulting from an interruption to what is racially familiar such as: the suggestion that a white 
person’s perspective is affected by their race, Black people talking about their own experiences 
with racism, receiving feedback that one’s behaviour had a racist impact, or the suggestion that 
opportunities are unequal between racial groups. 
 
White Supremacy means both political ideology (set of beliefs) in which white people are 
considered superior to those of other races and thus should dominate them and a social system 
in which white people have structural advantages (privileges) over other racial groups on both a 
collective and individual level, even despite formal legal equality. 
 
Workplace means any place occupied by employees and includes (but is not limited to) Municipal 
offices, vehicles/vessels, and facilities, including hybrid and remote work locations; training 
events; conferences; business travel; work‐related social gatherings or any other location where 
Municipal activity is conducted or where an employee is representing the Municipality in a 
professional setting.  

6- Roles and Responsibilities 

Employees  
Every employee has a part to play in addressing and eliminating Anti-Black Racism. Employees 
are responsible for: 

• Engaging in learning opportunities to help ensure that actions and behaviours do not 
perpetuate the impacts of Anti-Black Racism. 

• Participating in restorative processes when negative impacts occur. 

• Raising concerns regarding workplace behaviours as soon as possible. 

• Accepting responsibility for their workplace behaviours and their impact on others. 

• Cooperating in investigations and handling of alleged occurrences of Anti-Black Racism. 

• Maintaining confidentiality related to investigations and other processes.  
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• Participating in training associated with this Policy. 
 
Leaders 
Leaders have additional responsibilities to create and maintain safe and respectful workplaces 
and support HRM’s commitment to addressing Anti-Black Racism. Leaders must act immediately 
on observations or allegations of a violation of this Policy.  
 
Leaders are expected to: 

• Ensure work-related practices/procedures in their areas are free from barriers and do not 
discriminate against groups or individuals. 

• Ensure adherence to policies and collective agreements. 

• Lead by example by ensuring their own words and actions do not perpetuate Anti-Black 
Racism.  

• Be aware of what constitutes Anti-Black Racism and the procedures in place for 
addressing and resolving such behaviours. 

• Act promptly to address workplace behaviors that perpetuate Anti-Black Racism. 

• Consult and work cooperatively with the Advisor, Anti-Black Racism as needed. 

• Keep a detailed record of any occurrences relating to this policy and all actions taken in 
response.  

• Report this information to the Advisor, Anti-Black Racism as required. 

• Promote and monitor employee training to support a workplace free from Anti-Black 
Racism. 

• Ensure this Policy is distributed and posted in a location that is easily accessible by all 
employees and any other individuals who enter the workplace.  

• Monitor the workplace during and following any workplace disruption related to Anti-Black 
Racism.  

 
Human Resources 
Several different teams within Human Resources (HR) are responsible for supporting Employees 
and Leaders in ensuring a healthy, safe, and respectful workplace. A Human Resources Business 
Partner (HRBP) or a Respectful Workplace Specialist will often be the first point of contact in HR 
for employees who have concerns or inquiries related to workplace behaviours, however, an 
employee that has concerns related to Anti-Black Racism may choose to contact the 
Advisor, Anti-Black Racism first.   
  
HRBP’s are responsible to: 

• Support business units involved in conflict resolution situations. Provide clarification and 
guidance to employees in complaint processes. 

• Communicate and consult with the Advisor, Anti-Black Racism on any file relating to Anti-
Black Racism. 
 

Respectful Workplace Specialists are responsible to: 

• Communicate to employees the processes used for resolving complaints made under the 
Respectful Workplace Policy. 

• Respond to inquiries from Employees and Leaders. 

• Perform intake of complaints, restorative processes and investigations as required. 

• Ensure appropriate information is communicated to all parties involved in a complaint 
resolution process.  
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• Communicate and consult with the Advisor, Anti-Black Racism on any file relating to Anti-
Black Racism. 
 

 
Diversity & Inclusion/ANSAIO 
The Diversity and Inclusion/ANSAIO team is responsible to: 

• Provide advice and considerations related to diversity, equity, inclusion and 
accessibility to Human Resources and Business Units, when requested, in the process 
of addressing concerns brought forward. 
 

The Advisor, Anti-Black Racism is responsible to: 

• Lead the organizational response to addressing Anti-Black Racism at HRM. 

• Identify recommendations to help create a safer and more inclusive workplace. 

• Provide training designed specifically to increase the capacity of employees to 

understand, identify, and address Anti-Black Racism in the workplace. 

• Provide support to Black employees experiencing the impact of Anti-Black Racism in the 

workplace. 

• Liaise with leaders, HRBPs, and Respectful Workplace Specialists on files related to Anti-

Black Racism and provide advice. 

• Provide recommendations for meaningfully addressing the impacts of Anti-Black Racism 

in the workplace.  

• Support HRM in acknowledging and addressing anti-Black racism related issues with 

respect to municipal government service delivery. 

• Lead the actions identified in the Anti-Black Racism Framework. 

• The Advisor, Anti-Black Racism will not take on the role of an investigator or an advocate 

for a specific employee, they will act as a liaison to both the employee and the person 

responsible for addressing the situation (leader, Respectful Workplace Specialist, HRBP). 

Chief Administrative Officer 
The Chief Administrative Officer is responsible for communicating and holding leaders 
accountable to the Organizational commitment to meaningfully address Anti-Black Racism in the 
workplace and the expectations for providing a safe, respectful workplace. 

7 - Policy Regulations 

Anti-Black Racism can take many forms in the workplace and may not always be apparent to 

someone who has not experienced it. 

When a determination is made about whether Anti-Black Racism has occurred, it is the impact on 

the person who experienced it that matters, not the stated intent of the person, people, process, 

or policy that is responsible for it occurring. Many instances of Anti-Black Racism are unintentional 

and do not happen because an individual consciously holds negative attitudes or beliefs about 

Black people; however, unintentional actions can still cause harm to the person on the receiving 

end. Because of this gap between impact and intent, whether someone is aware of the impact of 

their actions or intended to cause harm is not an effective test of whether harm has occurred.  
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To effectively address and eradicate instances of Anti-Black Racism at HRM, the Municipality 

must remain committed to a restorative process that focusses on accountability, continuous 

learning, and meaningful actions. In situations where harm is caused unintentionally, education 

and other remedial processes are most effective. In situations where restorative processes have 

not achieved the desired outcome, and/or would be inappropriate given the severity of the 

behaviour and/or where harm is caused intentionally, employees may be subject to progressive 

discipline to address behaviours that are contrary to the Municipality’s expectations and values. 

Anti-Black Racism may occur in the form of bullying, discrimination, verbal harassment, culturally 

insensitive behaviours, exclusion, disrespectful behaviours, or microaggressions; however, 

something may have an Anti-Black Racist impact without fitting neatly into any of these 

categories.  

The history of colonialism, slavery, and segregation and the pervasiveness of unconscious bias 

and internalized negative attitudes toward Black people are still a part of institutional structures 

and still show up in policies, processes, and individual behaviours. To effectively address Anti-

Black Racism in the workplace, the impact of the person experiencing Anti-Black Racism must 

guide the organizational response. When addressing specific individual behaviours, the role that 

intent plays can help determine the appropriate course of action required.  

Anti-Black Racism can be perpetuated by behaviours that are best described as white fragility or 

that support a system of white supremacy. These behaviours are usually unintentional, and it may 

be upsetting when their impacts are presented to the person exhibiting the behaviour. HRM is 

committed to supporting all employees in working through difficult situations while still holding 

employees accountable for the impacts of their actions.  

Because lived experience is an important part of recognizing and understanding the impacts of 

Anti-Black Racism, it is crucial that Black employees can access culturally appropriate supports 

when they are faced with Anti-Black Racism in the workplace. The African Nova Scotian Affairs 

Integration Office (ANSAIO), through the ABR Lead, will be the point of contact for supporting 

Black employees in addressing concerns related to Anti-Black Racism. 

If an employee believes they have experienced Anti-Black Racism, they may contact the Advisor, 

Anti-Black Racism for support and to discuss the options for addressing it. If an employee decides 

to make a complaint regarding Anti-Black Racism, they can do so as either a Systemic Anti-Black 

Racism Compliant or an Individual Anti-Black Racism Complaint.  

1. Systemic Anti-Black Racism Complaints 

Definition: Complaints about organizational policies and practices that reflect and 

reinforce beliefs, attitudes, prejudice, stereotyping and or discrimination at people of 

African ancestry. Systemic racism is rooted in the unique history and experience of 

enslavement and colonization and is present within Canadian institutions and systems. 
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Process:  For complaints of Systemic Anti-Black Racism, the first point of contact for is 

the Advisor, Anti-Black Racism position in the Diversity & Inclusion/African Nova Scotian 

Affairs Integration Office (ANSAIO). An employee concerned about systemic Anti-Black 

Racism within the Municipality may share their concern via email, phone, or by setting up 

a meeting with the Advisor, Anti-Black Racism. All concerns will be reviewed and 

escalated as appropriate. 

2. Individual Anti-Black Racism Complaints 

Definition:  Complaints of Anti-Black Racism behaviours exhibited by an employee or 

group of employees toward a Black employee or group of Black employees are considered 

Individual Anti-Black Racism Complaints.  Anti-Black Racism may occur in the form of 

bullying, discrimination, verbal harassment, culturally insensitive behaviours, exclusion, 

disrespectful behaviours, or microaggressions; however, something may have an Anti-

Black Racist impact without fitting neatly into any of these categories.  

Process:  Because lived experience is an important part of recognizing and understanding 

the impacts of Anti-Black Racism, the African Nova Scotian Affairs Integration Office 

(ANSAIO), through the Advisor, Anti-Black Racism, will be the point of contact for 

supporting Black employees in addressing individual behavioural concerns related to Anti-

Black Racism. 

There are three streams through which ANSAIO can be engaged:  

(i) Referral from Human Resources 

If an employee reaches out to Human Resources (Human Resources Business Partner 

or Respectful Workplace Specialist) for guidance related to the Respectful Workplace 

Policy and indicates that the alleged behaviours may be related to Anti-Black Racism, 

Human Resources will advise the employee of the availability of support from the Advisor, 

Anti-Black Racism and make a referral if requested by the employee.   

(ii) Respectful Workplace Complaint 

 

If an employee submits a Respectful Workplace Complaint that contains allegations of 

Anti-Black Racism, the Respectful Workplace Specialist will seek consent of the employee 

to involve the Advisor, Anti-Black Racism.  If the employee consents to support from the 

ANSAIO office, a member of this office will remain connected to the file until it is resolved 

and will take a leading role in determining recommendations for resolution. 

(iii) Employee to ANSAIO/Advisor, Anti-Black Racism  

To contact ANSAIO regarding a concern related to Anti-Black Racism, employees can 

send a message to the ANSAIO email ansaio@halifax.ca or contact the Advisor, Anti-

Black Racism by phone if email is not an available method of contact. If the situation 

mailto:ansaio@halifax.ca
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requires intervention or if the employee wants to make a complaint, the Respectful 

Workplace Team will be involved at this time. The Advisor, Anti-Black Racism will remain 

connected to the file throughout the process. 

8 - Repeal 

NA 

9 - Effective Date 

June 1, 2026 

10 - Related Policies and Practices 

Respectful Workplace Policy and Toolkit 

Whistleblower Policy 

Code of Conduct Policy 

Human Rights Act, RSNS 1989, c. 214 

D&I Documents (list out) 

11 - Policy Review 

This Policy will be reviewed annually to ensure that it is meeting its stated purpose and aligned 

with current legislation.  

12 – Contact 

Advisor, Anti-Black Racism  

13 – Attachments 

NA 


