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EXECUTIVE SUMMARY 
 
From 2018-2020 Sree Nallamothu, TNC's Associate Executive Director, spearheaded a collaboration of over 
100 TNC staff from across the membership through various affinity groups to generate a series of 
recommendations to guide TNC's anti-oppression and system change efforts for member agencies, and for 
TNC as a network. The BIPOC Recommendations came out of this collaborative effort and provide a blue 
print for next steps towards providing BIPOC colleagues with differential supports and processes to 
strengthen leadership development and opportunities for established, emerging and aspiring Black, 
Indigenous and people of colour staff in the network.  
 
Informed by the BIPOC Recommendations and seeking support to advance specific anti-oppression agendas, 
Sree engaged TNC board members to imagine and design a leadership position at TNC in the form of a 
one-year fellowship. TNC created the Director of Networks and Relationships role at a director level to 
provide a professional experience for an individual to launch into the next leg of their professional journey, 
with increased social capital and networking expertise.  
 
The successful candidate for the TNC Director of Networks and Relationships (Ingrid Palmer) spent a year 
(April  2021- March 2022) leading TNC collaborative efforts, supporting TNC's capacity building efforts, 
and enriching the TNC community with insight and perspectives, especially in the areas of intersectionality, 
disability rights, and racial justice. Ingrid's assessment of the fellowship's experience includes these 
observations: 
 
By being in a position of power I was able to represent intersectional leadership by using my lived 
experiences as a Black woman with a disability to inform my professional practices. Having my insight 
and voice on the same footing as the executive and associate executive directors gave my participation, 
voice, and power additional legitimacy, impact and visibility. 
 
Positions like this answer the call for change from those with the least opportunity and the most barriers. 
This position was not at all about special employment and it is vital that that distinction be clear and 
“enforced” with every effort made to prevent it from being othered or categorized in ways that diminish 
its authenticity. This position was about accessible work, about accessible opportunity, and about 
revolutionizing leadership outlook. 
  
TNC's board and staff's evaluation of the fellowship experiment was overwhelmingly positive, in terms of 
impact on our work culture, learning, capacity and leadership development. Following the fellowship, Ingrid 
secured a full-time permanent position as the Director of Agency Partnerships and Learning for Up With 
Women - a national charity on a mission to help recently homeless and at-risk women and gender diverse 
individuals build a sustainable pathway out of poverty.  
 
TNC sees this model as worthy of replication. We would especially like to explore fellowships combining 
the TNC networking experience with director responsibilities in a member-agency context that could add 
opportunities for gaining hands-on experience in staff supervision, and managing member agency 
programming.  
 
TNC will be actively championing this model and seeking funds to continue it in various forms. We would 
welcome any feedback from colleagues and funders, and any interest in collaborating to entrench more of 
these types of BIPOC leadership development opportunities in our nonprofit sector organizations and 
network spaces.  
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SECTION A  
ADDRESSING LEADERSHIP BARRIERS 
 
"And although I was confident in what I did, I still had bouts of imposter syndrome and the first 
few paychecks I was wracked with not understanding how I could get this much recompense for 
the same quality of work that I had been doing for free or very low pay for many years."  
- Ingrid Palmer, Director of Networks and Relationships, Toronto Neighbourhood Centres 

 
1) Intentions Behind the TNC Fellowship Position 
 
From 2018-2020 Sree Nallamothu, TNC's Associate Executive Director, spearheaded a 
collaboration of over 100 TNC staff from across the membership through various affinity groups to 
generate a series of recommendations to guide TNC's anti-oppression and system change efforts for 
member agencies, and for TNC as a network. The BIPOC Recommendations came out of this 
collaborative effort and provide a blue print for next steps towards providing BIPOC colleagues 
with differential supports and processes to strengthen leadership development and opportunities for 
established, emerging and aspiring Black, Indigenous and people of colour staff in the network.  
 
Informed by these BIPOC Recommendations and seeking support to advance specific anti-
oppression agendas, Sree engaged TNC board members to imagine and design a leadership 
position at TNC in the form of a one-year fellowship. There was a desire to better support 
opportunities for BIPOC staff and community leaders in ways that would counter some of the 
systemic barriers that typically limit these opportunities for advancement. The Fellowship was 
designed with reciprocity in mind, where the individual would have an opportunity to co-create the 
role’s specifications to suit both their expertise and learning needs.  
 
TNC created the Director of Networks and Relationships role as a response to this, establishing a 
new one-year TNC "fellowship" position at a director level to provide a professional experience for 
an individual to launch into the next leg of their professional journey, with increased social capital 
and networking expertise.  
 
The other intent of the position was to create another opportunity for community workers already 
employed by TNC member agencies or other organizations to gain experience at a network level - 
contributing in the longer term to building our sector's capacity for advancing system-wide 
perspectives, action, and succession planning with a BIPOC lens.  
 
Initially TNC staff proposed that funds available from a unique one-time grant from the Metcalf 
Foundation be used to support a part-time position. (These funds were unrestricted by Metcalf and 
were to be used to support any covid-19 responses or innovations, as determined by TNC). The 
TNC Board decided that a full-time, full-year position would be more in keeping with the aims of 
the initiative - both in terms of supporting our decent work intentions, and in offering a more robust 
opportunity for a candidate to benefit from the experience. Consequently, TNC reserves were 
allocated to enable the position to be funded full-time for one year. 
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As the grant and reserves were one-time allocations, going forward TNC would need to find ways 
to raise funds to support this kind of position again. The cost for the one-year position was 
approximately $80,000. 
 
2) Key Innovations to Address Systemic Barriers to Accessing This Opportunity 
 
The TNC Associate ED and Board members took care to shape the position description and 
recruitment process in ways that would not reproduce barriers that have been known to limit 
BIPOC access to these positions and opportunities. Chief among these innovations were: 
 

• Emphasizing skills and capacities gained from various life experiences to ensure 
formal education and/or degrees were not the chief requirement for the position 

• Specifying clearly that the position was hoping to support a Black or Indigenous-
identified person (though anyone was welcome to apply)  

• Ensuring that the salary rate was clearly communicated and fixed, not a scale 
based on differential experience or negotiation 

• Actively promoting to workers in TNC's 25 member agencies who might wish to 
gain experience at a director level, but who might not have such opportunities at 
their host organizations  

• Reaching a broad pool of potential applicants through outreach and promotion of 
the position through both standard job-board channels (e.g. charity village and 
ONN) and extensive circulation with all of TNC’s funders and various agency and 
network partners who had active links with Indigenous and Black community 
leaders/workers 

• Identifying reciprocity as a priority from the get-go by clearly articulating 
learning opportunities offered by the position - stating both what TNC was hoping 
to gain, and the experience and relationships that TNC was committing to provide 
through the fellowship activities 

• Articulating key duties of the position while also being general enough for them 
to be further co-developed with the successful candidate in ways that would 
amplify their unique knowledge/skills, and also support their specific learning 
objectives 

 
3) Position Focus (from the position description)  
 
 Goals 
 

Ø To help advance TNC's anti-oppression and systemic change commitments, 
including supporting specific strategies aligned with TNC’s key outcome areas for 
community safety alternatives and TNC’s anti-oppression charter. 

 
Ø Bring curiosity, and a deep regard and respect for differences, and engage in co-

developing and implementing effective, innovative initiatives that forge 
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sustainable and systemic advancements in anti-oppression, equity and belonging - 
working collaboratively with and building cohesion among diverse stakeholders. 

 
Ø Work collaboratively with the TNC team to steward the relationships of over 100 

engaged staff in TNC affinity groups (inter-agency staff groups organized around 
specific issues and roles, including BIPOC staff, human resource staff, volunteer 
coordinators, youth workers, civic engagement staff, Truth and Reconciliation 
initiatives, 2SLGBTQIA+ staff and more) and leverage passion and creativity 
across a network of 26 community service organizations. 

 
 Strategies 
 
 1) Facilitate TNC’s inter-agency affinity groups to continue their efforts to 
 generate network-wide learning practices and tools, with a focus on anti-Black 
 racism, and disability  justice. 
 
 2) Implement TNC's multi-dimensional strategy to enhance community safety in 
 ways that reduce or eliminate a reliance on policing and police response in our 
 communities. 
 
 Responsibilities   
 

a) Providing secretariat support to facilitate regular convening of TNC affinity 
groups.  
b) Creating opportunities for TNC members' staff professional development.  
c) Stewarding collaborative efforts with available TNC partners to help create 
additional elements/tools to support our anti-oppression work.  
d) Supporting the TNC Civic Engagement and Community Development affinity 
groups to develop popular education materials and strategies for facilitating 
effective community and program participants’ discussions on safety, and calls 
for abolishing the capacity of our police and justice systems.  
e) Supporting TNC members to advocate for associated policy reforms, including 
(but not limited to) championing community and public ownership of affordable 
housing and community space, investing in after-school programming, civilian 
conflict resolution, violence prevention, de-escalation, and restorative justice 
initiatives. 

 
4) Structures of Supervision, Learning & Support 
 
The TNC ED and AED met weekly with the Fellowship/Director for team meetings throughout the 
one-year of the fellowship. Because of COVID-19 these meetings were virtual, with the exception 
of one in-person meeting we were able to have in between covid "waves". 
 
Additionally, the TNC AED was on call with the fellowship staff person to identify and support 
their stated learning goals, which included gaining proficiency with various technical platforms, the 
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design and development of professional development opportunities, and orientation to peer-to-peer 
model approaches and key relationships central to the momentum of TNC affinity group work and 
community partnerships.  
 
The TNC ED met with the fellowship staff person to support their orientation to and connecting 
with various individuals that were central to the policy and government relations work that the 
fellowship was undertaking, chiefly at the municipal level.  
 
The fellowship staff person was also included in most of TNC's networking and collaboration 
initiatives in order to gain familiarity with this terrain and to contribute their insight and expertise 
to these discussions and initiatives. Key partners included the Ontario Nonprofit Network, Social 
Planning Toronto, and the Ontario For All initiative. 
 
The intention was to ensure that the many relationships and connections that the ED and AED have 
would be activated and shared with the fellowship staff-person, both so that they could carry out 
their work, and also so that they could generate their own relationships with these key nonprofit 
and government individuals.   
 
 
SECTION B 

EVALUATION & LEARNING 
 

"Overall this was such an enriching experience for us – the impact on TNC, and on our team 
dynamics was transforming. Ingrid’s insights and experiences changed how we think about 
and approach our work" - Sree Nallamothu, Associate Executive Director, and Rob Howarth, 
Executive Director, Toronto Neighbourhood Centres 
 

"By being in a position of power I was able to represent intersectional leadership by 
using my lived experiences as a Black woman with a disability to inform my 
professional practices. Having my insight and voice on the same footing as the 
executive and associate executive directors gave my participation, voice, and power 
additional legitimacy, impact and visibility."  
- Ingrid Palmer, Director of Networks and Relationships, Toronto Neighbourhood 
Centres 
 

"This is a great way to demonstrate how to create impactful positions that are truly open 
to individuals who are kept out of employment due to systemic barriers. Having an expert 
around disability is essential in the work we are doing ... Ingrid has been amazing! Hard 
to believe the year has gone." 
 - Toronto Neighbourhood Centres' Board of Directors 
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The TNC Board conducted an evaluation of the fellowship position through January - March 2022. 
This included gathering assessments from the TNC Board members, from the TNC ED and AED, 
and from the fellowship staff themselves. Following is a summary of emerging recommendations 
from these discussions that will help shape the next iterations of our BIPOC leadership efforts. 
 
A) Fellowship Innovations that Worked Well: 
 

o The fellowship was a great way to demonstrate how to create impactful 
positions that are truly open to individuals who are kept out of 
employment due to systemic barriers.  

o Having an expert around disability is essential in the anti-oppression work 
TNC is doing.  

o The overall impact of this fellowship includes huge impacts for the entire 
community that exists around the individual who is the successful 
candidate. 

o The fellowship provided an opportunity to deconstruct traditional job 
requirements. 

o Structuring the fellowship as a director position provided a senior 
leadership experience that is hugely impactful and important. This 
approach moves folks from peer positions and elevates them into positions 
of leadership. It is an ideal structure for someone who may have worked in 
professional space but can benefit from being valued/seen differently in a 
leadership role.  

o Overall, the fellowship was such an enriching experience – with impact on 
TNC as a whole that transformed and added to everyone's learning and 
dynamics, particularly for the TNC ED and AED.  

o The position provided an opportunity to exercise a good mix of working 
independently as well as collaboratively. 

o The fellowship provided opportunity for learning technical skills, learning 
about the importance of follow up, how to effectively network and 
convene a wide range of people 

o This was developed as a BIPOC-centred position with a lot of room for 
the individual to imprint the position and influence the direction. This 
fellowship structure will work best for someone who is ok with a 
collaborative model, working independently, and already experienced 
working with community in different ways 

o Success came from intention/work that went into planning - everyone 
working really to generate a balance between non-traditional position 
description and call out with structured interview/application process that 
could still be accessible 

 
 

B) Aspects of the Fellowship that Could be Improved 
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o In person vs virtual – would have created very different experiences. We 
only met in person a couple of times, and the fellowship staff person 
didn’t get to go to TNC centres in person and see their work.  

o If the experience could be twinned with a position within an agency this 
could provide an opportunity to learn some management skills and 
possibly other skills specific to an agency context (different than a 
network context)  

o Part-time might be well suited to some people as a stepping stone/to fit 
with current work obligations  

 
"We would like to pilot a fellowship position that is part TNC, part member agency-
based experience that links the two – this would provide the fellowship with 
important skills in the areas of managing people that TNC cannot provide. And if 
we could have more than one concurrent fellowship in member agencies that would 
enable us to support across the fellowships with peer learning, group coaching."  
- Sree Nallamothu, Associate Executive Director, Toronto Neighbourhood Centres 

 
C) Questions/Challenges to Address Moving Forward 
 

o How can we do more of this? How can we make this position feasible 
given our budget? Are these fundraising targets achievable? 

o The idea of this initial fellowship was very intentional – including 
imagining the type of person who would be well-suited to this role 
description. We thought about it over a couple of years, and always had 
someone like Ingrid in mind. But we are mindful that this role would be 
different for different people. So should we consider intentionally 
profiling the role again, contextualizing it in TNC’s projects at the 
moment, to ensure the best fit and success for the candidate and TNC?  

o We need to continue to be mindful of the balance of what TNC can offer 
as well as gain.  

o Need to continue to try and work through HR norms that are creating 
barriers in ways we are still not aware of. It would be good to ask 
prospective fellowship candidates what kind of posting and process would 
they relate to/see themselves in. 

o Need to address the dilemma that both longer (e.g. 2-year) and shorter or 
part-time positions may have value for different fellowship participants. 
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SECTION C 
KEY RECOMMENDATIONS  
 

The most important thing is to have fellowship positions continue and 
expand full-time, part-time, senior-level, mid-management, in different 
sectors and varying roles. 
 - Ingrid Palmer, Director of Networks and Relationships, Toronto Neighbourhood Centres 

 

Key Recommendations: 
 

1. TNC should actively champion this fellowship model as a potent anti-poverty 
strategy that directly addresses systemic barriers in our workplaces. TNC should 
pursue funding to support more fellowship opportunities. Both the impact of this 
way of creating new work opportunities and the redoubled commitments of 
funders to advance equity and racial justice would make this an attractive and 
timely model for support.  

 
2. As a network, TNC can provide great opportunities to help lead inter-agency 

efforts and collaborations. Since TNC has few staff positions and does not operate 
any direct community services, future fellowship opportunities could be more 
impactful if partnered with a TNC member agency in ways that would provide the 
fellowship participant with hands-on supervision and community program 
management experiences.  

 
3. There are tensions and different thoughts about the length of the fellowship. On 

the one-hand, a year is a good period for making new connections and building 
new skills, which was the intention of the fellowship. But it is also a short time in 
terms of building upon those new relationships to move complex project 
objectives forward. TNC should explore some permeable opportunities that can 
be accessible to more individuals, while still be significant enough to make a 
difference in their career paths. Both longer (e.g. 2-year) and shorter or part-time 
positions may have value for different fellowship participants. 

 
4. Overall the fellowship posting, recruitment, orientation and supervision strategies 

seemed to achieve the intended goals of the fellowship. But our existing TNC 
staff of 1.7 FTE has limited organizational capacity to provide dedicated coaching 
supports alongside stewarding the collaborative project work. An enhanced model 
could include the provision of additional coaching supports that could more 
actively assist the fellowship participant(s) to identify and act on their career 
goals, and plan for pursuing opportunities after the fellowship position concludes.  
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Next Steps for TNC: 
 
TNC’s  BIPOC (Black, Indigenous and People of Color) Leadership Energies (BLE) is a new 
collaboration bringing together aspiring, emerging and established racialized leaders from member 
organizations to explore alternative, non-traditional understandings and models of leadership. 
Together, in 2022-23 they will design a peer networking, mentoring and coaching strategy that can 
expand their pathways to leadership and sustain their contribution to the organizations and 
communities they support. 
  
The project will convene thirty BIPOC staff who identify as women, non-binary and/or trans for 
four facilitated workshops to explore, map and build alternative competencies that better reflect the 
experiences and needs of BIPOC colleagues. Insights from these four sessions will inform the 
creation of a framework that will outline a strategy for generating leadership networks and 
professional advancements for BIPOC staff within our network. The participants will then lead the 
design and pilot monthly skill and community building sessions for TNC’s BIPOC colleagues. 
 
Our Intention is to have this BLE learnings and planning work inform the scheduling and focus of 
subsequent fellowship positions. However, through distributing this report, TNC will also begin 
a parallel process through 2022-23 to initiate conversations with funders who may be 
interested in supporting our next fellowship positions. 
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SECTION D 
Personal Reflections on the Fellowship Position 
from the Director of Networks and Relationships,  
Ingrid Palmer 
 
Greetings to the Toronto Neighbourhood Centres Board of Directors. The following are my 
personal reflections on the fellowship position of Director of Networks and Relationships.  With 
this, I hope to add a more personal but no less important perspective of the impact, scope, and 
relevance of the fellowship position. 
   
Background: 
  
In order to understand the impact of securing the position of Director of Networks and 
Relationships at Toronto Neighbourhood Centres on me personally, it is necessary to place it in the 
context of the systemic and social barriers I faced to employment to begin with.  
  
I am a Black female-identifying person with a disability. Facing struggles and barriers has been a 
lifelong battle for me has become a crown ward of the government at age 13 and entering the child 
welfare system. I was diagnosed with Retinitis Pigmentosa (RP) – a rare degenerative eye disorder 
at 14 and Polycystic Ovarian Syndrome (PCOS) at age 16. I became legally blind due to RP at age 
26, and developed hirsutism (the growth of a beard as a female) as a side effect of PCOS.  
  
Holding multiple intersectionalities (race, gender, perceived orientation, disability, poverty, foster 
care) most definitely increased the quantity and depth of social and systemic discrimination I 
experienced in every area of my life.  
  
I believed that obtaining a post-secondary education would be the magic talisman to ensuring the 
remainder of my life would be much different in terms of ease, comfort, opportunity, and outcome.  
  
However, despite graduating from high school, college and university, I found myself chronically 
unemployed. ”A liability risk” is what I heard time and time again during interviews and after 
several years I had to accept that no level of academic achievement was going to change that 
perspective on my particular disability.  
  
I turned to volunteer work to find an outlet. I soon discovered that participation in meaningful work 
was something I needed just as much as the air I breathed. And for more than ten years I dedicated 
my gray matter to the quest for justice for marginalized communities.  
  
I longed for a means of self-sufficiency and to contribute improved conditions and lifestyle for 
myself and my family. I participated in the We-Hub entrepreneurship program from Scadding court 
in partnership with University X, the Women's entrepreneurship program out of Laurier University, 
as well as the Up With Women coaching program. 
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And one afternoon I opened an email from Sree Nallamothu that read something like, “Hi 
everyone, can you please forward this posting through your networks,” and as I scrolled down and 
read the initial blurb and then clicked on the link to the full job description, my heart raced. 
Excitement and just this feeling of alignment just flowed through me. And I went back to the 
original email and read the header again; “ Please forward to your networks.” and wondered if the 
posting was just meant for me to pass on to someone suitable and not for me.  
  
I mentioned that to my coach, and she questioned why I would question my eligibility to apply and 
suggested that I call Sree and ask her. I was shocked at her suggestion and felt really uncomfortable 
with it. Looking back it highlights how much marginalized individuals don't understand norms that 
typically don't apply to them. I didn't see contacting Sree as an acceptable practice. In fact, I 
thought it was cheating and taking unfair advantage of other applicants who may not have the same 
opportunity. I mention this here only to highlight how the very intendants of such job postings may 
count themselves out due to unforeseen or accounted for inherited and assimilated systemic and 
social biases or ignorance. Attempts to mitigate these factors should be considered in future job 
procurement efforts.  
  
I did call Sree to ask if I could indeed apply for the position myself and received encouragement to 
submit my resume. I immediately went to work to pull together a resume, cover letter, letter of 
intent and to prepare for the interview once I had been notified that I would be granted one. I was 
then asked to facilitate a focus group discussion on Affinity Groups. 
  
Being selected as the successful candidate was very exciting news. For the first time in 20 years, I 
was going to hold a full-time position, and a senior level one at that.  
  
My Experience on the Job: 
 
The Director of Networks and Relationships position was my opportunity to represent Black female 
disabled leadership. My intention for the year-long experience was to give value and to get value as 
well. 
  
My onboarding consisted of setting up my email address, zoom account, having an announcement 
circulated throughout the network and receiving several warm welcoming emails. I also was 
forwarded reading materials such as the work plan for Sree, Rob and I for the 12-month period, the 
TNC 2020 Annual Report, Rethinking Community Safety report, The Relationship Belonging and 
Anti-Oppression Charter; BIPOC vendor list. As well as being immersed into regular TNC spaces 
such as the Anti-oppression and Organizational/Systems Change, Volunteer Coordinators, Youth 
Workers, and Allies Affinity Group, Member's meetings. I also jumped right into Peer Facilitator 
Training for the Dismantling White Supremacy workshop series, attending a webinar hosted by the 
Ontario Non-Profit Network, and city cluster meeting.  
  
I think jumping right in was the best way to go. It was a lot to take in at first but over time I did 
manage to get sorted. There was a need for a lot of repetition so having an environment where 
questions can be repeated without feeling “ashamed” or self-conscious was very helpful and 
therefore never led to a feeling of having to “hide” or “pretend”. 
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Besides our weekly team meetings, around the midpoint, we did identify my own personal 
development goals as well as areas Sree and Rob thought beneficial for me to focus on. This led to 
permission for me to include 5 hours per week on accessible tech training so that I could improve 
some hard skills. 
  
 I did for a time have several one-to-one meetings with both Sree and Rob. These meetings were 
unstructured with no set agenda or intent and were extremely beneficial as they allowed for organic 
mentoring that developed out of casual conversations.  
  
I would say the culture at TNC was a combination of a team that nurtures, supports, educates, 
informs, directs, but also steps back and allow you to do your thing, in your way, offering solid 
feedback on efforts taken, suggestions for next steps, capacity building around interpersonal 
relating with different groups, navigating difficulties, etc, without curtailing creativity or 
enthusiasm. Our relationships, while professional, went beyond professionalism so that there was 
an ease and comfort in being together. This type of authenticity in relating allows for “real” 
communication that doesn't lead to hurt feelings but to growth and understanding.   
  
By being in a position of power I was able to represent intersectional leadership by using my lived 
experiences as a Black woman with a disability to inform my professional practices. Having my 
insight and voice on the same footing as the executive and associate executive directors gave my 
participation, voice, and power additional legitimacy, impact and visibility. 
  
Results/Accomplishments: 
 
In my role as Director of Networks and Relationships it was my goal to continue to promote inter-
connectedness, actively work toward combatting norms and structures rooted in colonialist systems 
intent on polarizing and dichotomizing intersectional justice work.  
  
My work included: 
 

• Facilitating conversations that supported discovery and understanding in the context of anti-
oppression and with the framing of growth as approaches that must be sustained in spaces in 
which individuals can explore bias, gain new perspectives into diverse realities, dig deeper, 
explore meaningful allyship, collective unlearning and relearning with intent. 

 
• Made new connections and expanded partnerships for TNC including the Institute for 

Research on Inclusion and Society (IRIS), Up With Women, York Hills Center for 
Children, Youth and Families 

 
• Hosted the TNC Community Convos Series providing opportunities for staff at agencies 

and community members to come together to explore resources and practices to support 
their efforts in holding conversations in their communities around safety, anti-oppression, 
and inclusion. These series included; Starting from the Bottom: Getting Grounded in 
History; Community Safety Alternatives: What's Wrong, What's Possible; Visions for 
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Change: Engaging Community on Issues That Matter; Safe Communities for a Safe Toronto 
Networking Event; and Communities on Common Ground: The Search for Safety Forum. 

 
• Created tool sheets to support CD workers to bring community safety conversations into 

their programs 
 

• Collaborated on the development of disability justice work and established the Disability 
Justice Affinity Group 

 
• Added to the definition of intersectionality in the Relating, Belonging and Anti-Oppression 

Charter 
 

• Convened and supported youth workers, volunteer coordinators and community developers 
throughout the year 

 
• Contributed to the development and advancement of TNC's anti-oppression work including 

the Dismantling White Supremacy training and the subsequent Community Of Practice 
space  

 
• Supported SCAN, TNG, Access Alliance with their community/internal events 

 
• Partnered with the city to connect civic engagement and grassroots leaders 

 
• Strengthened relationships with community partners 

 
• Collaboration with ONN around decent work, recorded podcast episode on disability justice 

and decent work 
 

• Participated/facilitated network-wide learning opportunities  
 

• Advancing anti policing practices with Navigating The Journey To Community Safety 
panel discussion organized with Pablo Vivanco 

 
• Co-developed/organized Black History Month offerings; Write To Heal, Black Parenting 

Stories From The Pandemic, The Rite Approach Sharing Circle, Check Your Ingredients: A 
Recipe For Effective Service 

 
• Worked to infuse increased diversity in perspective, thought, and practice in the workplace 

culture. Evidence of more inclusive integration included participants introducing themselves 
before speaking, being more descriptive in their language/for visuals, reading out of the 
chat, being considerate of visual cues I may miss or be unaware of, making more effort to 
ensure peers are accommodated, moving away from colonialist time constraints, ensuring 
accessible procedures, providing slides/materials in advance, etc. 
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• Modeled ways of legitimizing marginalized leadership, how to be more inclusive to create a 
culture of belonging 

  
 And although I was confident in what I did, I still had bouts of imposter syndrome and the first few 
paychecks I was wracked with not understanding how I could get this much recompense for the 
same quality of work that I had been doing for free or very low pay for many years. Both Rob and 
Sree sought to help me through this period of adjustment.  
  
Having your income more than quadruple overnight is a little unreal. I increased the contributions 
to my children's RESPs, bought life insurance, started an RRSP, and a TFSA, and took my family 
on our first ever summer vacation. Being in a pandemic and not having a lot of things to do, at the 
least we ate very, very well. There was no issue fulfilling clothing needs and I bought quality items 
that would last. I really felt the comfort of being able to provide well and sufficiently. I did not 
access any community support but was able to contribute to some. Security is something that can 
not be taken for granted, it brings peace of mind and spirit. 
  
I did receive a job offer which I did not accept citing my existing contract with TNC. This is 
another area of ignorance due to lack of experience in the workforce and knowledge around what is 
acceptable/good practice/valid self-interest. At the time I felt it would be ungrateful and 'not nice' to 
not fulfill my contract. I think as marginalized folk we are socialized to be “grateful” in ways that 
are not about good manners or comportment but are internalized and unconscious strategies to keep 
us stuck, devaluing who we are, and ignorant of the paths to upward mobility. This highlights that 
despite having knowledge and experience there remain significant gaps, areas of ignorance and 
inexperience that cannot always be planned for or anticipated but with authentic relating it will 
surface and can then be mitigated through the mentoring experience.  
  
Conclusion: 
 
Positions like this answer the call for change from those with the least opportunity and the most 
barriers. This position was not at all about special employment and it is vital that that distinction be 
clear and “enforced” with every effort made to prevent it from being othered or categorized in ways 
that diminish its authenticity. This position was about accessible work, about accessible 
opportunity, and about revolutionizing leadership outlook. 
  
Similar fellowship positions will greatly aid in making crucial strides in equitable employment, 
diversifying leadership, moving tangibly beyond tokenism, and setting new norms.   
  
By placing representation of the most disenfranchised in positions of power as living, existing 
representations of possibility, of value, of who should be, can be, must be at the forefront of 
shaping the future, measurable advancements in inclusion are created, the revolution of normalcy is 
sustained.  
  
Through my experience in the fellowship position as Director of Networks and Relationships, TNC 
participated in elevating my value not only to myself but to a wider audience that will in turn not 
only benefit myself but all those who can identify with my person.  
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I fully support the importance of direct funding for such pathways for marginalized individuals to 
access senior-level positions in the workplace. The influence of positioning disability, gender, race, 
and other intersectionality in powerful, visible, and impactful roles benefits everyone not just those 
historically left behind.  
 
Recommendations: 
 
I would like to see TNC be able to continue to offer fellowship positions. In order to do this of 
course direct funding must be petitioned, and I hope that the final report will aid in securing the 
money required. 
  
I think the position should ideally be a minimum of two years and should if possible have a portion 
of it embedded within an agency and perhaps attached to a project to help develop team 
management experience and development and other skills that would be beneficial to the candidate 
but that would be hard to develop solely within TNC. 
  
In order to have sustained impact, I would advise supporting one person long-term and not fall into 
the historical funding hole of looking for numbers as evidence of impact. One individual life 
transformed in the workplace ripples out to partners, children, grandchildren, perhaps a dependent 
person, etc. One life permanently elevated is superior to 8 lives assisted temporarily. 
  
I do think it's important that the application and selection process be stringent. It's a means of 
weeding out those who may not value the opportunity for what it is, and also evidence of grit, 
tenacity, determination, and stick-to-it-ness that I feel will be necessary to glean all the benefits of 
the position and the opportunity.  
  
It would hurt future funding possibilities if there was unexpected or unjustifiable turnover or 
incomplete contracts. 
  
Perhaps around the last 4 months would be a good time to start the candidate looking toward the 
next step in their employment journey and setting up opportunities for TNC to support with 
introductions, references, etc. 
  
I also think it could be helpful to suggest financial planning for the candidate but not a necessary 
component of the role of TNC.  
  
The most important thing is to have fellowship positions continue and expand full-time, part-time, 
senior-level, mid-management, in different sectors and varying roles.  
  
 
Signed, 
 
Ingrid Palmer, Director of Networks and Relationships 
March 2022 


