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1.



Upstream of the consultation process, the O Strategies team reviewed a large
number of documents, reports and statistics on the issue of equitable gender
representation in politics and in boardrooms in New Brunswick and across Canada.
Although this report is not meant to provide an in-depth study of the existing
situation, the team did gain familiarity with various issues related to equitable
representation prior to analyzing the consultations. 

Review of the
documentation
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Interactive dialogue
In March 2022, three meetings structured as two-hour
dialogue sessions were held involving groups primarily
made up of women interested in the issues of equality and
equity in politics and in management positions. These
meetings were held under the theme of “How can we
boost women’s participation in boardrooms and politics?”
The objectives were to get a sense of how the attendees
were feeling, to listen to their stories and ideas and to
arrive at inclusive solutions designed to ensure that all
women enjoy the right to equality when participating in
political, economic and public life. Two of the sessions
were held in English; the other was held in French. 
All three meetings were held online. A total of 47 people
attended.

A bare majority of the participants in the three sessions were francophone.

There was a good balance between urban and rural areas. 

There was a good balance of age groups in each session. 

Various women had municipal political experience.

Various participants had experience in the association sector. 

There were several entrepreneurs. 

Very few racialized people took part. 

Two men took part.

Although not all of the participants indicated their pronouns, we believe that no
non-binary persons took part.

An appreciative approach was used to design the sessions. The questions for the
participants were used to ascertain certain concepts and to identify the tools and key
aspects of an inclusive culture in which women’s participation would be favoured. 

Because the consultations were free of charge and did not require advance sign-up,
the participants’ personal data was not recorded. Nevertheless, the information shared
during the sessions can be used to provide an overall snapshot of the participants: 

Consultations
and processes
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Consultations
and processes
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Community survey
To make the consultation more accessible and
to gauge the views of a larger number of people,
a consultative survey was posted online by
Women in Business New Brunswick (WBNB)
between March 30 and April 19, 2022. A total of
eight people took the time to respond to the
survey. 

The responses and comments gathered are in
line with the data collected during the
consultations. 

Individual meetings
A meeting with Patty Musgrave, Indigenous
Affairs Coordinator at Mount Allison
University, was held online on April 4, 2022.
This discussion focused on relations
between white people and First Nations
communities, with emphasis being placed
on issues experienced by women in
Indigenous communities in New Brunswick. 

(continued)



To illustrate the comments included in this report and to support women’s
experiences in New Brunswick, a storytelling technique has been used. Stories that
are emblematic of the challenges and issues associated with equitable gender
representation were compiled from data (mostly anonymous) gathered during the
community consultations. In certain cases, these stories may have been abridged,
simplified, enhanced or combined. The names of the persons involved have been
changed. 

Storytelling

5.

Next steps 
To provide a more nuanced picture of the realities facing Indigenous women in New
Brunswick, two additional individual meetings will be held at a future date. In addition,
to forge long-term relationships beyond this initiative, an open-door approach will be
implemented. By showing flexibility and without imposing any real deadline, we hope
to make room for more authentic discussions based on open sharing.

Following these meetings, a document summarizing the discussions will be
submitted to WBNB. The timeframe for compiling this document has not yet been
determined. 
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In this document, the term “gender”, in reference to the social construct,
will be used to signify the biological and medical dichotomy characterizing
the sexes. 

The term “racialized person” will be used instead of “visible minority”. The
latter concept is a social construct that identifies white Caucasians as being
the norm by default. 

The acronym 2SLGBTQ+ will be used to refer to two-spirit, lesbian, gay,
bisexual, transgender and queer individuals; the plus sign includes all other
sexual orientations and gender identities.

FNMI is the national acronym used to specifically identify persons
belonging to the First Nations, Métis and Inuit communities. Since we are in
New Brunswick, we will use the term “First Nations” to better represent the
population present on these lands.

Terminology and
language 
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Needless to say, the issue of equitable gender representation in politics
and in the boardroom is complex. Our North American culture would
have us believe that modern structures are merit-based, with individuals
gaining access to positions thanks to their skills and performance.
However, when we examine women’s participation in management
positions and in politics in New Brunswick and across Canada, the data
tell a different story. Statistics reveal that despite the efforts of
governments and activist organizations and despite the implementation
of programs and support networks, women are still considerably less
involved than men are in these spheres of social and public recognition.
At the same time, we are constantly aware of examples of men who rise
to positions of importance thanks to their personal influence, professional
networks and, it has to be said, the people they know. 

The available documentation on the issue of equity demonstrates that
women, as well as minority groups, face numerous challenges. During
discussions with women’s groups about issues surrounding their
representation in management positions and in politics, it emerges that
their difficulties are multiple. To address the issue of gender equity, we
believe that systemic change must take place in cultural and hierarchical
terms. But even though we may be familiar with the problem, where do
we start? 

To find solutions to the systemic problem of equitable gender
representation, WBNB is advised to embark on a process of
organizational transformation. Drawing inspiration from data gathered
during the community consultations, the O Strategies team compiled the
main findings concerning women’s experiences in New Brunswick and
identified a number of emblematic stories. Subsequently, WBNB is
advised to embark on a process of change inspired by a clear
understanding of the processes and tools of organizational change.
Finally, based on the best practices communicated during the
consultations, various potential concrete, community-based actions were
identified. 



MAJOR SYSTEMIC
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The issues are
well known

There is a broad array of recent documentation, studies and reports
addressing issues of women’s participation in politics and
management positions. For the most part, the findings accurately
reflect and describe the realities and systems in place in New
Brunswick. 

Individual, structural and outright systemic barriers account for non-
equitable gender participation in these areas. Certain challenges
facing women in New Brunswick apparently have to do with a lack of
flexibility, a lack of models, a lack of community support and/or a
lack of financial support. Some women also have to contend with
sexism or threats. 

In the upper echelons, governments, associations and organizations
are clearly aware of the situation, including the challenges, needs
and opportunities associated with equitable gender representation.
To wield influence and bring about systemic change, action is
required. Organizations and ultimately individuals must be equipped
with the tools they need to facilitate women’s access to positions of
power. 

8.

MAJOR SYSTEMIC FINDINGS 

01.

Major systemic
findings 
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Mentoring appears to be a fundamental part of the rise of new
generations of women into positions of leadership.

Women benefit greatly from formal and informal networks that support
their personal and professional journeys, particularly as regards their
participation in political, economic and public life.

Flexibility in all its forms is an essential part of women’s positive
experiences. For example, to favour access, organizations must equip
themselves with group-specific engagement mechanisms, such as
access to childcare, flexible hours, etc.

Education, training and awareness raising for all genders create a
context that is favourable to women’s advancement in the public,
economic and political spheres. 

Various groups have tools and resources available (although they may
be underused and possibly misunderstood) designed to support
organizations embarking on a more inclusive transition. 

During the discussions that took place in the dialogue sessions, various best
practices ensuring more participation by women were identified. For
example: 

8.
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02.
Best 
practices to 
be adopted

Major systemic
findings (continued)
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Based on the stories and experiences compiled during the
consultation, we note that the binary nature of feminine stereotypes,
as opposed to traditional male stereotypes, is still very relevant for
many women.

Regardless of their mother tongue or region, many women tend to
explain women’s limited involvement in politics by grasping onto ideas
related to traditional roles. Although it is important to consider such
issues, focusing on “traditional” family situations, gender stereotypes or
traditional feminine concepts is restrictive and excludes many people
from the discussions.

For example, we often tend to assume that access to decision-making
positions will be improved if existing structures adapt by considering
mothers’ needs. Structural tools and flexibility are essential and usually
easy to put in place, although the real work is based on achieving a
paradigm change involving women leaders. 

8.

MAJOR SYSTEMIC FINDINGS 

03. To bring about
systemic change, we
must look beyond
feminine stereotypes

Major systemic
findings (continued)

12.
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In the area of change management, the first step involves raising
awareness. Spaces for dialogue must be created so organizations can
achieve a collective awareness of existing policies, procedures,
behaviours and actions that may limit women’s involvement in leadership
positions. Although it may seem straightforward, this issue is complex
and has deep roots in our history. 

Socially speaking, communities have constructed a set of narratives, i.e. a
series of unconscious biases that impose constraints and make change
difficult. Actions and patterns of behaviour cannot be modified overnight,
although WBNB can play a supporting role in its dealings with New
Brunswick-based organizations and associations. By using and sharing
innovative tools and adopting a feminist perspective based on dialogue
and empathy, thereby targeting systemic change, the organization will
be mapping out a pathway to change.

Building the
road ahead

11.
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Guiding
principles
Whenever an organization engages key actors in a process of
dialogue leading to change, certain clear guiding principles must be
followed. These principles, explained below, must be understood by
everyone involved. They must also serve as evaluation tools in a
process anchored in design thinking, in which vulnerable individuals
are placed at the heart of the process. 

Design thinking involves “de-siloing” ways of thinking with a view to
developing projects, activities, services and products drawing on
collective experience and creativity.

12.

A PATHWAY TO CHANGE
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Integration within an
engagement strategy

Dialogue is a powerful form of engagement that motivates
participants to remain alert to organizational changes and
enhances their feelings of belonging to an organization or
association. One-off dialogues may have significant
repercussions on a given department or sector, but they are
much more efficient when integrated within a
comprehensive engagement plan in line with strategic
planning.

What is the relationship between the organization and the proposed dialogue
topic?

Is some group already addressing these issues? 

Has anyone already contributed to this type of dialogue and could they advise us?

For each initiative, the following questions must be asked: 

 

Inclusivity
Effectiveness increases when we reflexively include
people with different backgrounds, ethnicities,
functions, skills, education levels, etc. At each step
of the engagement process, from preparing the
organizing committee, facilitators or participants to
recruitment, inclusivity should remain a relevant
issue. 

Guiding
principles

16.
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Guiding
principles
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A PATHWAY TO CHANGE

Collaboration 
People are always more invested in a process when
they are asked to take part in it. Working
collaboratively at all steps of the planning process
is essential.

Focus on the process 
as much as on the 

expected results
If we focus too much on the result, our efforts are doomed to
failure. But when we focus on intentions and developing a
solid but flexible process while maintaining a spirit of
openness with respect to the result, we enable participants
to have the best possible repercussions for the organization,
with the best timing. We must trust the process. 

Transparency
If they are to trust change, people must be able to see what
is happening around them. To achieve engagement, a
continuous flow of accessible information on the decision-
making processes, participants, action plan and the current
and desired repercussions is required. 

(continued)



Models of
systemic change
Various change models may be used to illustrate the process of
transformation. These models may apply to society in general or to a
specific association. For demonstration purposes, we will present two
models: Theory U by Otto Scharmer (2009) and the Evolutionary Spiral
by Genuine Contact (© Genuine Contact Program). 

The basic starting point for each of these models is that, due to the
complexity of our modern society, our actions and patterns of
behaviour will only be modified when a paradigm change occurs in our
beliefs and values. For change to take place, strategic and conscious
work must first be carried out in terms of individual and collective
introspection, creating a genuine desire for collective change.
Supporting the search for individual and collective dialogue, these
models seek to shed light on the portion of the “iceberg”, often
unconscious, that influences our behaviours and actions. When a
society has a deeper and shared awareness of the current internal and
external state of play, it can plan and act strategically.

18.
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Theory U
A PATHWAY TO CHANGE

“One particularity of Theory U involves calling on the body’s
intelligence within the framework of presencing, i.e. the art of
integrating presence (Presence) and sensual perception (Sensing). This
is particularly developed in the practices known as Social Presencing
Theatre.” -  Dialogue IC 

In the above diagram, the curve represents the group’s evolution
towards change. The beginning of change is located in the top left. This
initial phase accounts for the need to examine and understand our
assumptions and past behaviours. Awareness of the current state of
play is necessary for us to modify our future behaviour. Following the
arc of the curve, the group moves via dialogue and individual
awareness towards a frank conversation on diverging opinions, and
from there towards the creation of empathy with respect to diverse
perspectives, until a generative system is co-constructed. 

For further information on this theory, please consult the practical
guide to Theory U.

19.
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figure 1.2



Use a service delivery model to properly contextualize the
transformation project and organize an information session to explain
the project, its scope and the proposed process. 
Create an engagement chart to assist with the development of the
collaborative work.
Identify the leadership required as the work continues to evolve.

Create open dialogue to clarify and eliminate assumptions. 
Work on limiting beliefs, values, evaluation frameworks and work
principles. 
Lay out a vision of the future.
Understand and define the aspects limiting collaboration or project
advancement.

Another theory for understanding change is the six-step evolutionary
spiral, which explains how to help a group or an individual navigate
change. The method is described as follows:

Awareness
First and foremost, a clear understanding of the issues at stake is
required. Individuals within the organization must receive information and
understand its purpose and scope.

Proposed method :

Preparation
Preparation serves to internalize the information presented and allows
individuals to discuss their hopes and fears regarding the project. Work
teams can take the time to clearly grasp the issues at stake once they
have received and discussed the information and once they have
reflected on the challenges and opportunities. 

Proposed method :

Evolutionary
Spiral 

A PATHWAY TO CHANGE

©Genuine Contact Program
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Create open dialogue focusing on action and prioritized initiatives. 
Form work groups for selected initiatives.  

Co-create a transformation strategy. 
Co-create project charts by work group. 
Prepare the work plans.
Present the work plans and make iterations as needed. 

Put in place a validation process by the community of stakeholders
surrounding the transformation project. 
Mobilize and carry out the work plan. 

Engagement
In this third step, interested parties are invited to set up initiatives and
develop actions aimed at achieving successful change. 

Proposed method :

Construction 
Co-create the work plans.

Proposed method :

Implementation
During implementation, the entire system is asked to help carry out the
initiative. Each person participates at his or her own pace, taking his or her
personal capacities into account. 

Proposed method :

22.

Evolutionary
Spiral 
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Bring in open dialogue, to be repeated at a pre-determined
frequency. 
Carry out an evolving assessment using design thinking processes
and tools.
Iterate the process based on work teams’ reflections, ideas and
suggestions.
Follow up and update the process. 

Evaluations and adjustments
Finally, evaluations and adjustments are needed throughout the process
to facilitate an evolving assessment. This serves to revisit the proposed
initiatives on a regular basis within a space of dialogue and deliberation.

Proposed method :

23.

Evolutionary
Spiral 
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©Genuine Contact Program
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8.

POTENTIAL AVENUES FOR ACTION

As previously noted, for change to be effective and sustainable,
communities must be properly prepared. Although the
documentation and dialogue-related findings demonstrate various
aspects of the challenges and best practices associated with gender
representation equity, we believe that the step of preparing for
change has not been sufficiently addressed. Good preparation
makes the engagement, construction and implementation of change
possible, even optimal. This is a key part of the implementation of
actions leading to change. 

To prepare for change, various potential avenues were identified. 

Potential avenues
for action

25.



To encourage change, it is necessary to clearly understand why change is needed.
In addition, the findings must be clearly communicated. Organizations must be
trained on the existing issues and must present their members with potential
avenues towards a deliberately inclusive organizational transformation. The
strategy must be accompanied by a clear and inclusive communication plan.

We recommend that particular attention be paid to inclusive language, in English as
well as in French. To ensure that Indigenous women, racialized persons and the
2SLGTBQ+ community are adequately represented, they must be directly and
correctly interpreted.

 Cynthia put it so well:

8.

POTENTIAL AVENUES FOR ACTION

01.
WBNB should
develop an awareness
strategy geared
towards organizations

Potential avenues
for action

“I worked for several years on board a ship. Nowadays, women are better
represented in this mostly male environment. It was only after I quit and
discussed the situation with other women that I came to the realization that
feminist issues are not at all limited to my sector. I rose up in revolt.

My work now consists of raising organizational awareness of inclusion and
diversity. The most important message that I bring with me is that our
approaches must be intentional. We must be aware of the baggage that
each individual carries, especially when a variety of people are invited
to the table. The most effective organizations and associations attribute
their success to the clear communication of their message and to
their intentions from the outset of the hiring process.”

26.
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Organizations must be accompanied in a process of organizational change
beginning at the senior hierarchical levels. This means that regardless of
what kind of organization they are, if they wish to have more women in
decision-making positions, they must dedicate time and resources to that
transformation. 

Magalie’s story touches on those issues: 

“I’ve never been interested in working in an environment where I was
just a number. An environment where there is a minimal level of civility
towards one’s colleagues, whether men or women. 

Based on my experience, I never found that policy changes were very
useful. The people targeted often end up finding a way to get around
the new policies. And due to a lack of follow-up, various issues end up
being ignored. Maybe that’s why I never considered a career in politics?

As the director of a shared-leadership organization, this environment
gives me a chance to work closely with all sorts of people. In return, it
creates a work environment in which leadership is encouraged, without
regard to gender. However, we couldn’t have got to that point without
the support and initiative of people who are dedicated to the cause and
who uphold the values of inclusion and diversity every day.”

8.

02.
Diversity and
inclusion require a
change of culture
and paradigm

27.
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Deconstruct the
“Boys Club”
concept

To contribute to gender equity in the public, political and economic spheres, it
is necessary to contribute actively to the deconstruction of the “Boys Club”
concept. Associations and organizations must be attentive; they must not
create or promote of networks that are male, white and heterogeneous.

Women, racialized persons, gender minorities and members of First Nations
communities stand to benefit from networks favouring inclusion and diversity. 

 “I’ve always felt the presence of a ‘Boys Club’ in the work environments I’ve
come in contact with, particularly in the political realm, which is often
closed off to women if a man is in power. The values and the age of the man
in power may have a big impact on the prejudices and obstacles imposed
on his female counterparts.

It’s true that some women are well supported and thus keep moving
forward as if none of that applied. For my part, I’m a passionate person and
I’m not scared to share my opinions. But as a general rule, that’s not what
employers are looking for. Typically, employers are seeking to promote and
bring on board people who support their decisions, take on the work and
don’t rock the boat. 

That’s precisely why I went into business as a freelancer,” explained Jeanne. 

28.
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Potential avenues
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The realities of the people consulted vs. the needs of the actual population.

People’s backgrounds.

Binary gender.

Urban/rural realities.

The realities of social class.

As in many other fields, binary thinking is restrictive when it comes to women’s
involvement on corporate boards and in politics. In addition, the importance of
intersectionality is an extension of the “feminine” stereotypes sometimes
encountered in the struggle for gender equity. The concept of intersectionality tends
to shed light on and provide an understanding of most identities, classes, origins,
gender, etc. However, the use of gender-based analysis (an analytical tool used to
evaluate the potential effects of policies, programs, services and other initiatives on
various groups of women, men and individuals with other gender identities) is
recommended whenever complex issues arise.

For example, the following factors should be considered: 

29.

04.Make organizations
more aware of the
concept of
intersectionality 
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Potential avenues
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“In my view, leaders are being inclusive when they consider the different
needs and realities of all parties when making decisions. That makes it
possible to establish a learning environment based on exchanges of
perspectives and individual experiences.

Lastly, my team and I are thinking of switching to gender-neutral bathrooms
once a new person has been hired. We are creating an opportunity to discuss
these topics openly by asking ourselves the following question: “Does the
environment work for everyone?” On that basis, we hope we’re building a
better team dynamic and a better sense of belonging for everyone. As far as
I’m concerned, I have wounds that require special accommodations. I was
made to feel at ease without any hesitation and was offered support on
these new issues. I want to give that same support to others who might need
it. 

I don’t know if you’ve ever watched a person who’s flourishing. There’s
nothing more beautiful than someone wielding their power. That has
a real knock-on effect”, said Élise. 

30.

04.Make organizations
more aware of the
concept of
intersectionality (continued)
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To include more First Nations women in discussions of equity issues, trust-
based relationships must be forged with key individuals in those communities.
Among other things, these relationships may begin by approaching the right
people (i.e. women who are already in our networks). It is important to share the
initiatives to which we are inviting them without expecting accountability. It is
highly unlikely that these women will come on board if the initiatives do not
meet their needs, if the relationship is one-way or if the initiatives smack of
tokenism. 

An expert in Indigenous matters offered this explanation: 

“First Nations women have long needed to create their own spaces, so don’t
be surprised if they are not interested in taking part in initiatives that have
long ignored them.

This is your opportunity to show people that you are committed to
reconciliation with the First Nations. Be transparent and vulnerable, but
above all go and meet these women wherever they happen to be. 
Learn to understand their realities and issues and familiarize
yourself with initiatives such as the red dress movement.”

31.

05. Build trust-based
relationships with
First Nations
communities
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If spaces are to be equitable, the discourse, “feminist” struggles and equity
actions must not be women-only. Men must also be active allies, not only for
women but also for the First Nations, racialized persons and minorities. If men in
positions of power and public/political figures use their platforms to denounce
systemic equity problems, it is more likely that women will feel seen, recognized
and included. Indeed, this may contribute to creating a favourable context for
them to gain entrance to those spheres of activity.

More specifically, it is advisable to set up initiatives specifically geared towards
cis-gendered white men, i.e. the “Boys Club”, in order to encourage them to speak
up and take concrete action in favour of equity. To provide truly equitable and
inclusive spaces, men need to speak out in favour of typically feminist (and
feminine) issues. 

“I’ve been very lucky to receive lots of support during my career. For me, the
most influential mentor I ever had was a man. 

He had a very open and collaborative approach that meant I had an
opportunity to be my best self. He never focused on what I couldn’t do or on
my lack of experience. Instead, he took the time to understand my reality and
my fears so I would have the very best learning experience. 

In my opinion, the real allies are the people who take the time to listen
and understand everyone’s individuality,” said Aline.

32.

06.Men must
participate
actively
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To bring about systemic change such as equitable gender representation in
politics and in management positions, the right models and tools are needed.
Concepts such as Theory U, the Evolutionary Spiral and gender-based analysis
help us to better understand the issues, prepare stakeholders and ensure that
the environment is change-ready. Obviously, this is not an exhaustive list of the
available tools. 

Programs have also been put in place by the federal and provincial governments
with a view to toppling barriers and encouraging more women to get involved in
politics. Feminist organizations have created toolkits aimed at demystifying these
issues. For their part, systemic change experts have drawn up lists of priority
actions and items with a view to ensuring greater representation of women and
minorities in typically male-dominated fields. 

We recommend explaining these tools to stakeholders, associations and
organizations so they are experienced and used by people in positions of
decision-making power, boards of directors, management offices, political
parties, etc. 

Secondly, we recommend making these tools more accessible to the general
population. Some people have emphasized the fact that they do not have a
support network or were unfamiliar with the process before embarking on a
political career. Engaging individuals in the process of change and policy
democratization is sure to have beneficial effects on
equitable representation.

32.

07. Use available
models and tools to
bring about change
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Potential avenues
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Other concrete
steps for WBNB

33.

POTENTIAL AVENUES FOR ACTION

Support organizations in their
organizational transformation
By offering funding opportunities and guidance so
interested organizations can apply winning strategies
aimed at bringing about a change of paradigm and
culture.
By sharing available guides and tools. For example, the
Regroupement féministe du Nouveau-Brunswick has
various online resources available free of charge,
including: 

Le guide de bonnes pratiques (french only)
Comment Réaliser l'égalité entre les genres dans
votre milieu (french only)

By creating opportunities for dialogue and networking
geared towards women belonging to minority
communities, among others. 

Celebrate the
success stories
Support and encourage organizations that have achieved
parity and apply best practices. By demonstrating their
efforts and successes, we can build a more equitable
society. 

https://rfnb.ca/images/core/pdf/guide-de-bonnes-pratiques.pdf
https://rfnb.ca/images/core/pdf/guide-de-bonnes-pratiques.pdf
https://rfnb.ca/images/core/pdf/guide-de-bonnes-pratiques.pdf
https://rfnb.ca/images/core/pdf/comment-realiser-legalite-entre-les-genres-dans-votre-milieu.pdf
https://rfnb.ca/images/core/pdf/comment-realiser-legalite-entre-les-genres-dans-votre-milieu.pdf


Other concrete
steps for WBNB

34.

POTENTIAL AVENUES FOR ACTION

Fight for systemic change in
the areas of lawmaking, policy
and procedure

Organizations should draw up guidelines and establish
quotas to ensure that women have 50% representation on
boards of directors and in politics, along with individuals
associated with cultural and sexual diversity. 
Offer more flexibility by modifying policies concerning
work/life balance, schedules, working conditions, security
and conduct-related disciplinary measures (“Changements
importants après l’élection”, RFNB manuel du chantier
féministe.) 
Studies show that a proportional-representation electoral
system gives women a better chance of being elected.

(continued)

https://rfnb.ca/images/core/pdf/chantier-feministe-manuel.pdf
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Achieving active participation in systemic change is a daunting
challenge for any organization or community; it is hard to know where
to start. It often happens that community initiatives are unsuccessful or
run out of steam. However, populations who have experienced injustice,
inequality and stigma need ongoing support and rely on a strong
network to help them communicate their messages with a view to
exerting a real influence on political actors. 

Community development is synonymous with change.

 In 2015, under the auspices of the UN’s Sustainable Development
Program, Canada and an extensive international community drew up a
list of 17 objectives designed to ensure that no one was left aside. 
“This initiative is a global call to action to end poverty, protect the planet
and ensure that all peoples benefit from peace and prosperity by 2030.”
The nations that have adopted these overarching objectives are also
committed to embracing inclusive practices. This is an opportunity to
work with political decision-makers so they can engage with the
community on the issue of equality (McConnell et al., 2022). 

We have noticed a feeling of change in the air. This will encourage
political decision-makers to make more of an effort when it comes to
consulting and initiating dialogue with communities. According to the
experts, to take part in the transformation of the system, community-
level initiatives, which are synonymous with developing skills to deal
with the issues at hand, must be accompanied by a paradigm change
among people in decision-making positions (McConnell and coll., 2022).
In addition, we must help key actors within governance bodies to
modify their behaviour and actions in support of the systemic change
being sought.
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In the section written by Ferrie and Lachapelle in International
Community Development Practice (Community Development Research
and Practice Series), an approach is laid out for creating collective
repercussions (McConnell et al., 2022). This approach requires five
conditions :

By drawing inspiration from systemic change theories, combined with
existing research and available tools, and by forging the necessary
relationships, WBNB could become a “champion” organization by
reinforcing its community dialogue and public policy skills. But to do so,
it must adopt a set of clear values and principles, anchored in
intersectionality and aligned with the objectives established by the UN’s
international community. It will need a clear strategy, in addition to
prioritizing dialogue and a commitment to concrete actions shaped by
on-the-ground realities and political decision-makers. These resources
and tools are readily available: it is a question of planning and taking the
first step towards action. 

A shared goal.

An organization willing
to “champion” the work. 

A shared
measurement
system.

Continuous
communication. Complementary

activities.
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