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PREAMBLE 
 
This report reflects the work that the agency has undertaken in the past year. I have been the 
Manager of Learning, Development, Equity and Special Projects. Due to our organizational 
restructuring, the decision was made to gap this position in September 2019. Anti-Oppressive 
Practice and Equity work remained an integral function. Although I became the Manager of the 
Paris/Nova Vita Community Based Protection Team, I agreed to continue to be the agency lead 
with respect to some AOP/Equity initiatives.  The integration of these practices depends 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. As a result of the position being gapped, 
some of the initiatives and special projects were dispersed to other Managers/staff within the 
agency. Equity work is structured through the five philosophical statements that guide AOP at 
Brant FACS.  
 
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 has been meeting monthly. Each team is to have a 
member who attends the meetings. On occasion, the team member brings back to their team 
something to review or to obtain feedback. This helps the group learn about other 
perspectives, to have the discussions as a team, and to generate ideas. The purpose of the 
AOP/Equity/Social Justice group remains unchanged: 
 

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. 

It has been a challenge to maintain consistent attendance while teams experienced staffing 
losses, reassignment or restructuring. Despite this, the group managed to have approximately 8 



staff attend and in recent months we have seen an increase in participation at meetings. It was 
encouraging to see the continued efforts of the agency to keep Equity at the forefront even 
when everything else was in transition. We have created a draft of the terms of reference for 
the group. This will be reviewed annually.  
 
The Differential Response Manual was updated (July 2019) to include Cultural Safety 

framework. DR 1.6 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.  

 

The Human Resources policy 16.4, Harassment, Violence, Bullying and/or Gossip in the 

Workplace, was reviewed. There were investigations conducted in this past year in relation to 

alleged violations of this policy. Through these investigations, it was determined that some 

aspects of the policy and procedures needed revision. A small working group was initiated to 

review the policy, its intentions, and the procedures. The working group included Senior 

Management, the Union Executive, and staff.  Those staff that were known to have been 

impacted in the past year were also given the opportunity to share the experiences, feedback 

and recommendations for this policy. The final draft of the revised HR 16.4, Harassment 

/Discrimination /Violence/Bullying/Gossip in the Workplace policy is in review with Senior 

Management for final endorsement.  



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 identify opportunities for advocacy within the sector. The OACAS Equity Council 
has been in development this past year and the AOR has been working to establish appropriate 
communication, collaboration and resource sharing strategies with the Council. There are 
members from the AOR on the Council as well.  
 
At Brant FACS, we have been utilizing ‘restorative circles’ and ‘facilitated conversations’ to help 
support staff in having difficult conversations. There have been situations in which we have 
needed to process the impact of racism in the agency and these circles have created space to 
express the hurt and pain experienced. This process also helps for the person who has caused 
the offense, often without intention to hurt/harm, to understand where their biases and values 
may lie, to challenge what they have been taught at home and in school perhaps, and an 
opportunity to repair the harm caused. The process allows for critical reflection and an overall 
strengthening of the organizational culture.  The purpose of these circles and conversations 
varies depending on the circumstances. Staff are encouraged to share their experiences and to 
help deepen the understanding of the impact on staff, regardless of the intent. These strategies 
have been incorporated into policy and procedures and have the added benefit of creating a 
healing culture of compassion and caring.  
 
GUIDING PRINCIPLE #2 – BRANT FACS SUPPORTS A LEARNING ENVIRONMENT FOR ALL 
MEMBERS OF THE ORGANIZATION 
 
It has been challenging to create learning opportunities in this past year due to financial 
constraints. We have collaborated with community service providers where possible to offer 
training that enhances the growth and development of equity and cultural safety within the 
organization  
 
There has been some e-learning available through OACAS and other organizations. Call It Out: 

Racial Discrimination and Human Rights is an e-learning course offered through OACAS. This is 

required for all staff to complete.  We have also been able to offer free Webinars through the 

Centre for Research and Education on Violence Against Women and Children which has 

included trauma informed practice and understanding the experiences of racialized and 

marginalized women and children. Additionally, 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 work in partnership with post-secondary institutions to offer student placement 

opportunities. These are largely for Social Work students and many of the students attend 

McMaster University or Wilfrid Laurier. We have been involved in the development of the child 

welfare course at Laurier as well as the Preparing for Critical Practice in Child Welfare (PCPCW) 

program with McMaster.  



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. In September of 2019, the responsibilities of the Learning and Development role 
transitioned to the Human Resources Department. During the unification process, It will be 
especially important to maintain the 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 
  
We continue to look at other ways to engage families and to create spaces for families to use 

their voice to inform our practice. When families are involved in the child welfare system, they 

have the right to be involved in decisions that need to be made. Family Group Decision Making 

has been an integral program that has facilitated the meaningful involvement of families, 

children and young people in the decision making process. As we proceed with the unification 

process, it would be ideal for young people and families to have an opportunity to provide 

feedback about the strengths/needs of the community and of the services offered through 

BFACS and HNCAS.  

Brant FACS has an internal Substance Use Working Group that has met monthly since 2018. 
Brantford and Brant County are significantly impacted by the Opioid Crisis. Overdoses are high 
in the community and there tends to be a lack of tolerance and understanding of individuals 
impacted by addiction. Marginalized individuals, those experiencing mental health challenges 
and trauma are at a greater risk of substance misuse. This working group was a voluntary group 
of staff that were interested in coming together to create resources, revise policy, participate in 
the Brant Drug Strategy initiatives, and discuss best practices when working with families 
impacted by Substance Use Disorders. Learning about the stigma attributed to substance users 
has helped to guide staff to engage more deeply with those impacted by addictions. I had been 
the lead of this working group, however, after the restructuring of my position another 
Manager became the lead.  
 
Katelynn’s Principle and Jordan’s Principle continue to be woven into our practice. Concrete 
strategies and practice policies to have the voice of children and young people inform the 
decisions being made about them and their families will be helpful for the sector. We are 
finding ways to access appropriate funding through Jordan’s Principle to obtain equitable 
support and resources for Indigenous children and young people.  
 
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. Brant FACS initiated an internal One Vision 



One Voice committee to examine these disparities and to incorporate best practice principles 
into day to day work. For example, appropriate hair and skin care products for black children 
are included as part of the Compassion Kits available to new children coming into care. 
Members of this committee have agreed to be available to attend resource homes with 
workers to help provide instruction on the products and to answer any questions. The group 
had been exploring 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. This was in the 
early stages and has been put on hold at this time.  
 
Gender Identity training has become available through The Bridge, a community partner, who 
had earlier this year received a grant to provide learning opportunities. We were unable to start 
this before the restrictions of the COVID-19 pandemic. This will be revisited once this planning 
can resume. Additional resources were shared with staff and discussed at team meetings.  
 
The AOP/Equity/Social Justice group organized a Murdered and Missing Indigenous Women 
and Girls (MMIWG) Awareness event as part of the Indigenous People’s Day. A shared lunch, 
music, and information was displayed and several red dresses were hung at the agency sites. 
The red dresses are a symbolic representation of the Indigenous women and girls that have 
been murdered or are missing in Canada. The timing of this event also coincided with the 
MMIWG Calls for Justice that were released along with the report in the spring of 2019. 
Information about the MMIWG report and Calls for Justice was shared with all staff and ‘fact 
sheets’ were posted throughout to increase the knowledge and understanding of the issues and 
findings of the report.  
 
The AOP/Equity/Social Justice group has completed surveys and sought feedback about the role 
of the group. The group has had many discussions to unpack the oppressive practices and 
systems that are in place. The group emphasized in this last year the need to take greater 
action to influence positive change. As a result, the group decided to work on the MMIWG Calls 
for Justice that pertained to child welfare in hopes of creating positive change. We began with 
Birth Alerts which have been identified as oppressive systemic functions that contribute to 
stigmatization of Indigenous people and the over representation of Indigenous children in care. 
The group began by reviewing the policies internally as well as practice in our zone/nationally. 
Discussion points were brought back to teams and then reviewed by the group. We recently 
developed some recommendations with respect to the use of birth alerts which are being 
considered by Senior Mgmt and staff. The group will continue to develop practice/procedural 
recommendations that align with the proposed policy change to cease the use of Birth Alerts.  
 
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. The restructuring in the past year has had some impact on these partnerships due 
mainly to roles or programs changing. This continues to be a primary philosophical approach 
where child protection is a shared responsibility with all community partners and family 



members. As part of my role as the Manager of the Paris/Nova Vita team, I joined the BRAVE 
committee – BRAVE is an acronym for Brant’s Response Against Violence Everywhere. This is a 
committee responsible for coordinating supports and services for families impacted by Intimate 
Partner Violence. This collaboration of service providers helps to breakdown silos, improve 
service delivery and coordination and advocate for changes where appropriate. Our partnership 
with Nova Vita offers a differential response approach where Nova Vita staff and Brant FACS 
attend visits together to assess and support families. This program was evaluated last year and 
the outcomes were positive.  
 
A sub-committee of BRAVE has met to look at a community Violence Threat Risk Assessment 
(VTRA) protocol. Partners from the VAW sector, justice system, education, MH/addictions and 
child welfare are participating. The purpose is to utilize the VTRA model to develop a 
community response to high risk situations, and/or traumatic events.  
 
As the Brant FACS representative, I have participated on the Brant Indigenous Led Allyship 
Committee (BILAC) in the latter half of the year. The purpose of this group is to strengthen 
allyship in the community and to work collaboratively to address issues identified by the 
committee that will improve supports and services for Indigenous families. The hope is to have 
an Indigenous staff member also participate on the committee.  
 
The Cross Over Youth Project, 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 has 
been completed. The project has improved the use of existing resources and planning systems 
within the community for 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.  
 
CONCLUSION 
 
In the coming year, we have the opportunity to have Equity as part of the Senior Management 
portfolio. This will identify Equity as an organizational priority at a level where the sphere of 
influence in decision making and planning has greater depth. This can help to layer Equity, an 
Equity lens, and equitable outcomes in multiple areas of the agency. For example, the 
Unification process will involve HNCAS and Brant FACS exploring approaches to Equity and Anti-
oppressive practice and to build upon the strengths of both agencies in this regard. Another 
example falls within the reparation of trusting relationships with the Indigenous communities 
we work with, this includes Ganohkwsra, the domestic violence shelter on Six Nations of the 
Grand River, and Ogwadeni:deo. Our history as a child welfare agency and the legacy of harm 
that has been acted out against Indigenous families has had a huge impact on our local 
connections to the community partners that service Indigenous families and the communities 
of Six Nations of the Grand River and Mississaugas of the Credit First Nation.  
 



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.  
 
Equity work is a continuous journey. Even if we foundationally understand the oppressive 
structures and systems in place, there is still a great deal of work required to challenge these 
systems and make the positive changes required. We have made progress as an organization 
and have strong philosophical and practice policies that are derived from an equity lens. Child 
welfare and many other systems, health, education, justice, continue to be rooted in colonial 
mechanisms that contribute to the marginalization of families and in some cases, communities. 
In the day to day work, we understand that there are still staff and families experiencing 
racialization, microaggressions and that there is significant healing that needs to occur. We 
must be tenacious and intentional as we continue to develop staff in this area.  
 
 
 
 
 
 


