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PREAMBLE 
 
This report reflects the work that the agency has undertaken in 2019. As the Manager of 
Learning, Development, Equity and Special Projects, I am the lead in regards to our AOP, Equity, 
Social Justice and Learning initiatives; however, integration of these practices depend on strong 
leadership at all levels of the organization. It is important that equity and equitable practices 
are woven into every facet of the agency. Given the scope of this position, Learning and 
Development and Equity make up a portion of my responsibilities, and the special projects do 
shift from year to year. Equity work is structured through the five philosophical statements that 
guide AOP at Brant FACS. The Management Assistant responsible for Learning and 
Development is an essential contributor to supporting learning and development for the 
agency. Developing partnerships and engaging staff, in addition to the multiple administrative 
functions of managing training for over 200 people, is a necessary skill and role for both the 
Management Assistant and me. We have begun utilizing Equity and Cultural Safety as our 
framework for Anti-Oppressive Practice (AOP). This is consistent with what language is being 
used provincially and offers more tangible concepts for all staff within the organization.  
 
GUIDING PRINCIPLE #1 – BRANT FACS ENDORSES ANTI-OPPRESSIVE PRACTICE AND CULTURAL 
SAFETY AT THE PRACTICE, ORGANIZATIONAL AND SYSTEMIC LEVELS 
 
The AOP/Equity/Social Justice group began meeting in the fall. Each team has a member attend 
the meetings. The group meets monthly and we have had some excellent discussions. We 
began by identifying what our purpose will be and this is the statement the committee has 
embraced as its purpose: 
 

To create a community at BRANT FACS where all staff feel empowered to transform the work 

we do on an organizational, systemic and practice level through an authentic and courageous 

process of learning, understanding, challenging, advocating, critical self reflection and 

reflexivity. 



 
Key components to actualizing this purpose as defined by the group includes: 
 
Critical reflective practice: after something has happened, event, situation, interaction, home 
visit, we take time to think about it and consider what judgements, feelings, impact we may 
have had. We think about how others might have felt, how engaged they were or how they 
responded. We consider how our power and privilege played out in the situation.  
Critical reflexivity: happens in the moment. We have awareness of our body language, any 
feelings of discomfort. It is a process of analyzing our framework of thinking – not just in our 
practice but in how we are living.  
 
We are still in the development phase of what our priorities and strategies will be in achieving 
our purpose; however, these are the preliminary discussions: 
 
How will we achieve our purpose? 

Systems we work within are designed to be dominant/oppressive/colonizing.  
Truth 
We act as agents of the system – what can we do differently to push against it? 
Responsibility of the settlers to transform the settler systems. 
Change of environment rather than change the person/behavior. 
Use our own power to effect change. Use our agency power to effect change. 
Recognize and acknowledge the barriers/limitations. Find strategies to address them.  
How do we make decisions? 
Need to consider how this impacts the families we work with. 
Be focused in the ask. 
 

Having conversations about perspectives, being aware, more conscious. 
Use of info sheets/talking points to share with teams, leadership group. 
Bring back to teams and engage broader agency. 
Developing an understanding of an issue does not equal needing to tell people what to 
do. 
Understanding of advocacy and resistance. 
Need to hold spaces to open up the conversations. 

 
How do we move when stuck? 

Gratitude. 
How to stay motivated, focused and prevent advocacy burnout. 
Take time to process. 

 
While working on the purpose and priorities, we also had informative discussions about gender 

identity and the use of pronouns. The group developed an information sheet with ‘Talking 

Points’ to help facilitate the broader conversations within teams. We will be utilizing the survey 

data and feedback from teams collected in the previous year to help inform these priorities.  



The Differential Response Manual and Philosophy of Service Manual are currently in revision. 

The decision was made to collapse these two manuals into one and we are updating to reflect 

recent changes to legislation and Standards. We have made efforts to weave Equity into various 

components of the Manual. Cultural Safety framework has been included to help expand our 

understanding of AOP and Equity work. DR 1.6 (draft) includes the following: 

“Cultural safety can be seen as a continuum of knowledge, attitudes and behaviours that 

begins with cultural awareness” (Dell, Firestone, Smylie and Vaillancourt, 2015).  

There are five key components of cultural safety: (from Ward, Branch & Fridkin, 2016, p.30) 

1. Cultural Awareness: An attitude that includes awareness about differences between 
cultures. 
 

2. Cultural Sensitivity: An attitude that recognizes the differences between cultures and 
that these differences are important to acknowledge. 
 

3. Cultural Competency: An approach that focuses on practitioners’ attaining skill, 
knowledge, and attitudes to work in more effective and respectful ways with Indigenous 
families and people of different cultures. 
 

4. Cultural Humility: An approach based on humble acknowledgement of oneself as a 
learner when it comes to understanding a person’s experience. A life-long process of 
learning and being self-reflective.  
 

5. Cultural Safety: An approach that considers how social and historical contexts, as well as 
structural and interpersonal power imbalances, shape experiences of individuals. 
Practitioners are self-reflective/self-aware with regards to their position of power and 
the impact of this role in relation to families. “Safety” is defined by those who receive 
the service, not those who provide it.  

 

As part of my role, I continue to attend and participate on the Provincial Anti-Oppressive 
Practice Roundtable (AOR). The AOR is an excellent resource and we are able to share ideas, 
strategies and resources. We learn and help develop/inform provincial initiatives related to 
Equity. This includes, for example, curriculum review, coordination with the OACAS Equity 
Council, information about Identity-Based Data.  
 
GUIDING PRINCIPLE #2 – BRANT FACS SUPPORTS A LEARNING ENVIRONMENT FOR ALL 
MEMBERS OF THE ORGANIZATION 
 
An important value we have at BRANT FACS is to create and sustain a learning culture that 
builds on the strengths, expertise, and passions of staff. Staff, with the approval of their 
immediate manager, submit BRANT FACS Learning Team applications to express their interest 
in being a Learning Partner to new staff and/or student placements. Staff can also indicate if 



they would like to offer a workshop or training for staff. Cindy and I promoted this learning 
culture and made efforts to engage learning partners and as a result we have 24 Learning 
Partners as part of the BRANT FACS Learning Team. Through our partnerships with post-
secondary academic institutions, we are able to access free learning opportunities and 
Profession Development dollars to take courses through some of the universities. We also had 
our first ever BRANT FACS Learning Team recognition event in November 2018. We are very 
thankful and fortunate to have staff that are willing to share their skills and knowledge as vital 
contributions to this learning culture.  
 
We maintain positive community partnerships with many different post-secondary institutions 
and have facilitated student placements for high school students, as well as a variety of 
programs including, BSW, MSW, legal assistant, paralegal, nursing practicums in our community 
resource centres, ECE, Child and Youth programs, Social Service programs and most recently a 
Bachelor of Ed student who needed a 3 week placement in an agency that works with ‘at-risk’ 
children/youth. In 2018, we provided 10 student placements (not including the nursing 
students), primarily BSW and MSW students. Each year in my role I have been a field instructor 
for 3 different MSW students. The most recent student placement is with a student from the 
Laurier MSW Indigenous Field of Study program.  
 
Our most significant learning endeavour in the past year is the required all staff training, 
Exploring the Truth in Truth and Reconciliation. Through our positive community partnerships, 
we collaborated with Michelle Thomas, Indigenous Cultural Safety Coordinator with the Grand 
River Community Health Team. The curriculum, learning modules and in person sessions for all 
staff, volunteers, foster parents and board members were at no cost to our agency. The 
learning modules are available to us for continued learning. We collected evaluations for each 
of the phases of learning. This has given us excellent insights into where future learning and 
areas of growth are needed within the organization.  
 

 We have utilized our BRANT FACS staff to develop necessary curriculum and training.  

 We have created Legal Training that is available to all staff and will be offered annually.  

 We have created Worker Safety Awareness training that will be required for all staff to complete 
and review every other year.  

 All new staff are required to attend the Woodland Cultural Centre for the tour and learning 
offered there, as well as the mandatory Ministry training (i.e. AODA, WHMIS, etc.)  

 A variety of learning tools, social media, articles, TED talks, continue to be used to meet the 
various learning styles of staff and to have multiple layers of learning.  

 We continue to support the Child Welfare Pathways learning and Authorization process for new 
staff. 

 I am an authorized trainer through OACAS for Child Welfare Pathways and provide training 
approximately three times a year. 

 Staff will often bring forward an area of learning that is integral for our agency development. 
We look first to possible local resources to help deliver this training. This creates connections 
with our community partners and the content relates to our community and families.   

 



We have been very fiscally responsible in maximizing learning opportunities. Learning and 
development is a positive investment and creates job satisfaction and retention that saves in 
the long run. It will be especially important to maintain this commitment to the learning culture 
of the organization.  
 
PRINCIPLE #3 – BRANT FACS IS COMMITTED TO WORKING WITH ALL FAMILIES IN ORDER TO 
SUPPORT SAFE AND NUTURING ENVIRONMENTS FOR ALL CHILDREN 
 
BRANT FACS strives to work collaboratively with families and community service providers. We 
recognize the importance of a shared responsibility to child safety and this is articulated in our 
vision and service philosophy. Katelynn’s Principle is a critical component of the recent changes 
to the CYFSA. The voice and participation of children has long been a value within the 
organization. Having this reflected in the Act as well as within our service manuals/policies will 
help us develop and sustain the mechanisms required in practice.  
We offered a unique learning opportunity in the fall with Anita Horner, who brought expertise 
and facilitation in the voice of the child. Strategies were developed within small group activities 
during this training and shared with all staff to help build on the tools already utilized by staff.  
 
We continue to look at other ways to engage families and to create spaces for families to use 
their voice to inform our practice. Strategic planning will be a good starting point to have focus 
groups and possibly surveys to hear from the community how and in what ways we can build 
on what we are doing well and improve where we need to.  
 
BRANT FACS has an internal Substance Use Working Group that has met monthly for over a 
year. This was a voluntary group of staff that were interested in coming together to create 
resources for staff, revise policy, participate in the Brant Drug Strategy initiatives, and discuss 
best practices when working with families impacted by Substance Use Disorders. Given the 
extent of the opioid crisis in our community, this has been a well-attended working group. As 
part of Learning and Development, we responded to the needs and requests of staff to provide 
training in this area. We have had BCHU, Brantford Police, St. Leonards, and other community 
partners provide in-service training for staff.  
 
Accreditation is scheduled for the coming year. It will be imperative to have our policies revised 
and approved to ensure we are able to produce the evidence needed for this process. We have 
had many changes and challenging times in the past year. We are hopeful that the 
Accreditation Review Team is aware of the special circumstances and changes in CYFSA, 
Standards and agency policies.  
 
PRINCIPLE #4 – BRANT FACS RECOGNIZES AND VALUES THE DIVERSITY OF FAMILIES 
 
BRANT FACS continues to build upon opportunities to recognize the diversity of the families 
within this community. We have provided training as it has become available and we seek out 
new resources where possible.  
 



One Vision One Voice (OVOV), a project through OACAS, has many resources for agencies to 
help address disparities and oppressive practices. The first ever provincial all-black staff 
conferences titled, All In, was held in the fall. We were able to send four staff to this event. 
Each of them reported how powerful this experience was. One of the recommendations was for 
each agency to have their own OVOV committee. We have begun meeting and some positive 
resources have already been developed. For example, hair care products and information was 
provided to all children in the care of the Society and their caregivers. Hair and skin care 
products are available as part of the Compassion Kits available to new children coming into 
care. Members have agreed to be available to attend resource homes with workers to help 
provide instruction on the products and to answer any questions. In development is the 
creation of a network of ‘aunties and uncles’ from the community that would help with 
planning and support for children in the care of the Society.  
 
BRANT FACS continues to build a relationship with the Imam. Resource families had the 
opportunity of attending the mosque and to learn more that will be helpful should we need to 
support any Muslim children in care. We are also offering Anti-Islamaphobia training in the 
coming months for staff.  
 
Free children’s books were available through the provincial government that involved equity 
concepts and reflected children and families of different cultures and abilities. We obtained 
enough of these books to have in all of our access sites and resource centres.  
 
Gender Identity training will be offered in the coming months. As mentioned, resources were 
shared with staff.  
 
PRINCIPLE #5 – BRANT FACS WORKS COLLABORATIVELY WITH COMMUNITY PARTNERS TO 
SERVE FAMILIES 
 
BRANT FACS actively works with community partners to service families in all facets of the 
organization. We have strong relationships with many community partners, as mentioned 
previously, to offer relevant training at no cost.  
We have supported the child welfare course through the BSW program at Laurier for the last 
several years. We help with the development of the curriculum and many staff have been guest 
speakers at the class.  
We have a partnership with McMaster’s BSW program, Preparing for Critical Practice in Child 
Welfare (PCPCW). Each year we support the learning and student placements of the BSW 
students. This program includes an evaluation component as well to help inform how we 
support and train new graduates in child welfare.  
Mandy Peck-Neil, Child and Play Therapist, provided trauma and brain development training to 
our staff.  
 
I have been the chair of the Cross Over Youth Project in Brantford, a provincial project led by 
Ryerson University, to support young people who are both involved in the child welfare system 
and the youth justice system. This collaboration has improved planning and resources for young 



people in this community. The project has improved the use of existing resources and planning 
systems within the community and BRANT FACS’ role in planning and advocacy for these young 
people. It has also helped to build on our strengths as an organization as it would appear that 
our low use of OPRs, our use of kinship families and the collaborative family centred planning 
models has had a positive impact on the lower percentage of young people in the youth justice 
system. We are also receiving additional training in the youth justice system as well as trauma 
training later this spring.  
 
Youth Collective Impact is another community collaboration project of which we have been 
part of the steering committee. This project is focusing on Developmental Assets, the 
foundation of the recordings for children in care, to help improve outcomes for all young 
people in this community. It will be a challenge to maintain our involvement in this project as 
our resources and staffing are impacted in the current fiscal climate.  
 
CONCLUSION 
 
BRANT FACS has worked diligently to create a strong learning culture and to weave equity work 
into multiple layers within the organization. Maintaining this level of staff involvement will be 
challenging as we undergo further change. Many staff are willing to remain part of the team 
and we are looking at creative ways to keep staff engaged in the upcoming year. Cindy 
Vanexem, the Management Assistant supporting this role, does much more than track staff 
attendance. She also helps to answer questions, motivate others to be involved, and make 
connections to the various community partners. Cindy goes above and beyond to ensure our 
community partners that are offering training have all of the tools they need. Cindy has been 
part of the OACAS pilot project to help us learn the new training platform through OACAS. Her 
ability to work independently and her organizational skills help to keep an efficient and 
effective learning and development model for all agency staff.  
 
Equity work is a continuous journey and we are committed to ensuring we consider an equity 
lens in all of our learning opportunities as well as any new initiatives. We have made progress 
as an organization but our evaluations and feedback from staff tell us that we must be 
tenacious and intentional as we continue to develop staff in this area.  
 
Learning and development as well as equity work are critical in creating an organizational 
environment that is stimulating, motivational and safe for all staff. Investment in learning and 
development is an investment in the retention of staff and overall staff morale. We must 
continue to have this as a priority in our agency.  
 
 
 


