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Shake Up The Establishment 
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Re-orienting SUTE’s mandate & goals towards justice  
NEW MANDATE 
We are now an organization that focuses on promoting climate justice, through awareness 
campaigns, educational resource creation, and via collaborations directly with groups and 
communities working to address injustices, alongside our ongoing work towards 
environment and climate literacy, and most importantly, political action. As always, we 
remain non-partisan, scientifically informed, and youth-led. 
 
To quote the UN, “the impacts of climate change will not be borne equally or fairly, 
between rich and poor, women and men, and older and younger generations. 
Consequently, there has been a growing focus on climate justice, which looks at the climate 
crisis through a human rights lens and on the belief that by working together we can create 
a better future for present and future generations.” Essentially, climate justice is a 
human-centered approach, informed by science, which works to protect the rights of “the 
most vulnerable people and sharing the burdens and benefits of climate change and its 
impacts equitably and fairly” (Mary Robinson Foundation, 2020). 
 
For more information on climate justice, visit: Saraswat, C., Kumar, P. Climate justice in lieu 
of climate change: a sustainable approach to respond to the climate change injustice and 
an awakening of the environmental movement. Energ. Ecol. Environ. 1, 67–74 (2016). 
https://doi.org/10.1007/s40974-015-0001-8 
 
This means that the scope of SUTE’s work is increased, and it now includes us creating 
content on topics such as: 

● Racism, and racial inequities in all spheres, not just environmental racism 
● Gender inequity 
● LGBTQ2S+ inclusion and anti-discimination 
● and any additional intersections of one’s identity and lived experiences (i.e. full list 

of social determinants of health). 
 
It generally ensures that going forward, our work takes an intersectional perspective 
towards all issues, namely the environment and climate change, but also addressing the 
systemic issues that lead to inequitable health and life experiences which are the root of 
climate injustice, rather. 
 
UPDATED GOALS 
(Changes are highlighted) 
The purposes of the organization are: 
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1. To promote informed advocacy & political action by providing information on major 
political promises and decisions pertaining to topics underlying climate justice, including 
but not limited to environment, sustainability and climate change, in addition to social 
issues such as racism and discrimination based on gender/sex/sexuality and other social 
determinants of health, in a non-partisan manner, with scientifically-backed, credible 
information. 
2. To demand a climate action plan from political leaders that will reduce emissions and 
waste 
production, promote renewable energy and conservation, and support vulnerable, 
marginalized and under-served communities above all else. 
3. To hold the Canadian government accountable for their promises made towards human 
health and wellbeing, environmental protection and climate action. 
4. To educate and increase the public's understanding of climate justice-related topics by 
contributing to research in this field, and by disseminating information on these topics 
through educational resources. 
 

Diversifying the climate movement begins with SUTE 

SUMMARY OF ACTION ITEMS 

Action item  Description/Requirements  Deadline 

Signed 
Intersectional 
Environmentalist 
Pledge (by 
@GreenGirlLeah on 
Instagram) 

 

ASAP 

Integrated diversity 
leads in every team 

To minimize the othering or silo-effect of having a solo 
diversity and inclusion leader/committee, we are making 
it the responsibility of minimum one general member of 
every team (and if none should step up, then the leader) 
to be a part of a subcommittee that communicates 
frequently to share resources, discuss updates for our 
writing guide and organization policies, seek new 
projects/directions/collaborations and create a monthly 
update to our anti-discrimination resources with any 
relevant updates. They will also vet all outputs from their 

Fully 
operationa
l by end of 
July, but 
organizing 
beginning 
ASAP 
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respective teams with an intersectional lens.  
 
This helps in promoting justice across all departments of 
SUTE, and utilizes informed allies as one of many 
checkpoints for resource creation. Alongside this, it helps 
to promote collaborations with communities and groups 
where possible, and speaks to SUTE’s ongoing 
commitment towards educating each member of our 
team on social justice and injustices, history, systems of 
oppression, appropriate use of language, and more 
related topics that align with our anti-discrimination 
agenda. 

Social justice lead  This is a position given to one of the diversity team 
leads, who is willing to take on the additional role of 
coordinating the efforts of the subcommittee. They will 
be elected by the Executive Council. This additional 
position coordinates the ongoing educational efforts 
within the organization, and provides a monthly report to 
the President, Executive Council and Board of Directors 
of the efforts of the diversity subcommittee. They ensure 
that all diversity leads are held accountable, in addition 
to ensuring each is seeking and sharing continuing 
education resources and opportunities continually. 

By end of 
June 

Representation  Our organization at present is composed of: 
BOARD OF DIRECTORS 
2 South Asian 
1 White 
100% identify as women 
 
EXECUTIVE COUNCIL 
3 White 
100% identify as women 
 
GENERAL MEMBERS 
1 Indo-Caribbean 
2 Arab/Middle Eastern 
1 Jewish/White 
12 White 
6 identify as men 
9 identify as women 
1 identifies as gender fluid 
 
Overall, our organization has 4 members that identify as 
being a part of the LGBTQ2S+ community and 2 that 
identify as being differently-abled (inclusive of physical, 
neurological, or other). 
 
To increase representation in all fields, we will be 
opening the first round of interviews for all job 

Ongoing 
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applications to those identifying with a self-declared 
minority status. This self-identification question will be 
inclusive of one’s belonging to the following groups: 

● BIPOC identifying (i.e. collecting race/ethnicity 
information) 

● LGBTQ2S+ community, with each of those listed 
in full form to allow for an increased awareness 
and representation of the various groups within 
the community 

● Exceptionalities (formerly known as disabilities; of 
physical, neurological, or any other type) 

Following this first round of applications, we will open it 
up to those that do not fit into the categories outlined by 
our self-identification question. 
Given that we take pride in being a youth-led 
organization, SUTE accepts students from 
late-highschool (i.e. grade 11 onwards) to age 30. We 
currently have 2 high-school aged students, and the 
remaining majority of our organization is composed of 
undergraduate and graduate students. 
 
We do not want to impose a strict quota, because we 
feel it is an on-going goal, rather than a strict % by a 
certain date. We would like to ensure that representation 
efforts are not tokenized. We will release a bi-yearly 
report with the full transparency of the composition of 
our organization to help in holding forth the 
accountability aspect of representation. Alongside these 
efforts, we will continue to ensure that our organization 
remains a safe space for all. 
 
NOTE: If anyone feels that there is a component missing 
from our representation data, please reach out to us and 
we will rectify that. 

Acknowledging 
positionality in all 
written work 

In all pieces that are authored going forward, we will be 
adding a statement of positionality at the very beginning 
before the piece. This is to ensure we clarify who the 
author is, what their positions and privileges are, and 
where they are coming from before we speak on issues 
that affect communities that they might not be a part of. 
We would like to continue to be allies, and take the 
burden of resource creation away from communities who 
are burdened by discrimination in any form, but want to 
ensure we are transparent that we do not speak on 
behalf of the communities or groups. 
 
We will also acknowledge the original names of all lands, 
persons who inhabited/continue to inhabit them, and 
treaties throughout our work, and will refer where 

ASAP 
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possible to Canada as “what is now, Canada” in an effort 
to continually de-colonize our written work. 
 
Our writing guide already has extensive mention of other 
anti-oppressive language use guidelines in addition to 
this, but if there is any other adjustment we can make, 
we are always listening, learning and adapting, and open 
to the feedback. 

Mandatory 
anti-oppression, 
anti-racism, 
inclusion and 
sensitivity trainings 

● Minimum required training for all SUTE 
volunteers will include 

○ Anti-oppression training, particularly with 
language use 

○ Sensitivity and inclusivity training 
○ Unconscious/implicit bias training 

● These trainings facilitated by an expert and/or 
experienced community organizer & will be 
standardized so all existing and on-coming 
members are able to be on the same page 

Beginning 
July, and 
ongoing 
indefinitely 

Active learning 
club 

● Bi-weekly club containing all members of our 
organization from all levels of the organization to 
engage in actively learning about discrimination, 
racism and social inequities, and becoming more 
informed citizens 

● Led by various team leads on a rotating basis; 
attendance and participation is mandatory for all 
members of SUTE  

Beginning 
early July, 
and 
ongoing 
indefinitely 

New policies 
surrounding 
anti-discrimination 
in the workplace 

The policies and procedures are detailed in an updated 
charter but include briefly: 

● Zero tolerance policy for racism or other 
discrimination (basedon 
gender/sex/sexuality/ability), in the form of overt 
actions and abusive language 

● 1 strike policy for microaggressions, silence on 
the observed discrimination of another and other 
similar forms of discrimination, where there may 
be an inherent lack of education, for which the 
individual will be put on a probationary period 
pending review by the Board of Directors 2 
weeks after the incident.  

 
If the individual has demonstrated sufficient reparations 
through both apologizing in addition to (at minimum, 
one of): 

○ Created a resource on what they learned 
for organization-wide use 

○ Donated to an anti-racism organization 
○ Owned up to the incident at the bi-weekly 

active learning club meeting and opened 

ASAP 
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up a discussion about what they learned 
(pending permission of the affected 
individual if the story is okay to share) 

○ Demonstrated noticed educational efforts 
through the reading of BIPOC / feminist / 
LGBTQ2S+ authored books, and or 
essays, or related materials 

Then this person may continue to maintain their position 
at SUTE, unless the individual affected explicitly states 
that they cannot work with them. 
 

● Any and all instances of discrimination launch an 
inquiry by the Board of Directors and Executive 
Council independently 

Improve 
accessibility of our 
resources 

● Adding Alt text to captions for social media posts 
● Adding captions on our video content 
● Ensure colours used are not in-accessible to 

those that are colour blind (e.g. red/green only) 

ASAP 

Amplifying BIPOC 
voices 

● Promote and highlight more BIPOC community 
groups, individuals and/or organizations on our 
social media channels 

● Seek funding to be able to compensate BIPOC 
authors of blog posts for commissioned pieces or 
artwork 

● Consciously profile and quote the work of more 
BIPOC individuals 

● Actively seek collaborations with groups working 
to alleviate social issues such as poverty, income 
inequality, gender discrimination and anti-racism 

ASAP, but 
on-going 
process 

Diversifying 
resource creation 

● With our new shifted focus, a majority of 
resources will have some form of justice 
component, including a call to action or action 
items if applicable 

● Where possible, begin to decolonize existing 
resources e.g. timeline of history of Canadian 
politics, by including more about the lived 
experiences of Black, Indigenous and other folx 
of colour 

● Ensure that resources have an equal amount of 
lived experience writing and scientific evidence 
so wherever possible, reference academic 
writings of BIPOC researchers and authors 

● Take on a greater number of new projects 
focusing on environmental racism and justice 
(historic and current) and updating current ones 
we’ve begun already (e.g. drinking water advisory 
living document on Learn centre, Wet’suwet’en 
resource and CIDA fact sheet) 

ASAP 
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Culture shift  ● SUTE commits to visible, public, transformative 
and reformative changes 

● No one in the organization is allowed to be 
complacent, ignorant or a non-visible ally 

● In an effort to confront institutionalized 
patriarchy, the majority of the leadership (i.e. 
more than half) needs to identify as womxn 

● Men in leadership positions need to be 
motivated allies, and work to ensure that gender 
equity is maintained throughout the workspace, 
and in all interactions. This includes avoiding 
microaggressions such as ‘mansplaining’ or 
‘hepeating’, among others.  

● All leaders of the organization need to be 
committed to on-going continuing education for 
how to be the best ally, and need to step down if 
they feel they are not best equipped to lead in 
this regard 

● If individuals are unwilling to engage in critical 
reflections, or constantly think with multiple 
lenses of intersectionality, they may choose to 
step down or resign. We will do our best to 
facilitate training, but it is on you to do the work. 

● To best counter instances of white centrism and 
white ‘frailty’/guilt, we need to promote a culture 
of allyship through and through, which means 
taking up the least possible space we can while 
supporting, promoting and amplifying the voices 
of those who face oppression in any form.  

● We collectively will practice call-in activism, and 
ensure that we treat each other with respect 
throughout, but that we ensure we do not shy 
away from tough conversations about how we 
can always continue to improve and do better.  

ASAP 

 
This updated mandate and the reformative action items listed in order to promote 

increased diversity, inclusion and justice at SUTE have been reviewed and co-signed by the 
BOARD OF DIRECTORS, on June 23, 2020, namely: 

 
Manvi Bhalla, President and Co-Founder 

Janaya Campbell, Secretary and Co-Founder 
Dr. Komil Bhalla, Treasurer 

 
With the unanimous agreement of the EXECUTIVE COUNCIL alongside the input of many 

of the current GENERAL MEMBERS of Shake Up The Establishment. 
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