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Committee:	Equity Policy Community Advisory Committee
Date:		Monday February 22, 2021
Time: 		6:30 p.m.  
Location:	Virtual (Zoom): https://tdsb-ca.zoom.us/j/99271234368?pwd=ekFXUnh2eEN0bWF3S295SG1uVW83dz09 

Meeting ID: 992 7123 4368
Passcode: 319375

One tap mobile
+16473744685,,99271234368#,,,,*319375# Canada
+16475580588,,99271234368#,,,,*319375# Canada

Dial by your location
        +1 647 374 4685 Canada
        +1 647 558 0588 Canada
        +1 778 907 2071 Canada
        
Meeting ID: 992 7123 4368
Passcode: 319375
Find your local number: https://tdsb-ca.zoom.us/u/a23dqI5Gn

Committee Co-Chairs:  Community Co-Chair, Dennis Keshinro
			     Parent Co-Chair, Aleem Punja
			    Trustee Co-Chair, Dan MacLean
    
Acknowledgement of Traditional Lands
"We acknowledge we are hosted on the lands of the Mississaugas of the Anishinaabe, the Haudenosaunee Confederacy and the Wendat. We also recognize the enduring presence of all First Nations, Métis and Inuit peoples."








	
	Item
	Information

	1. 
	Call to Order/Confirmation of Quorum and the Reading of Meeting Norms

	At a committee meeting, all EPAC members shall:
(a) Adhere to the established process;
(b) Listen to each other with an open mind and without interruption, in order to gain better understanding and clarity of the issues at hand;
(c) Remain civil and respectful of each other;
(d) Refrain from making any negative or disparaging statement against another member; and
(e) State opinions and respond to others within the agreed upon time limit for a topic.

	2. 
	Approval of Agenda
	

	3. 
	Approval of Minutes: January 25, 2021
	


	4. 
	Trustee Co-Chair Update
	Trustee Dan MacLean

	5. 
	New Membership Process 
	
[bookmark: _GoBack]

	6. 
	Human Rights Annual Report 2018-2020
	


	7. 
	Anti-Black Racism in Schools
	

	8. 
	Addressing Anti-Asian Racism
	


	9. 
	Human Rights Policy, P031
	


	10. 
	Information:  Partnership Office 
	






	11. 
	Other Business 
	

	12. 
	Adjournment
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Name of Committee:	Equity Policy Community Advisory Committee (EPCAC)



General Meeting:	Monday, January 25, 2021



A meeting of the Equity Policy Community Advisory Committee convened on Monday, January 25, 2021 from 6:35 pm to 7:48 pm on Zoom with Community Co-Chair Dennis Keshinro presiding.

		Members in Attendance:







Staff Present: 



		Sharon Beason (Parent), michael kerr (Colour of Poverty-Colour of Change), Dennis Keshinro (Community-Co-Chair), James Li (Trustee), Dan MacLean (Trustee) Catherine Maloney (Parent), Aleem Punja (Parent), Sophia Ruddock (Parent)



Irit Kelman (Manager, Human Rights Office), Precious Sidambe (Administrative Assistant)





		Regrets:

		Pablo Vivanco (Jane/Finch Community and Family Centre), Tesfai (Success Beyond Limits)









		ITEM

		DISCUSSION/ACTION ITEMS / 

RECOMMENDATION/MOTION



		Call to Order, Acknowledgement of Traditional Lands, Reading of the Meeting Norms and Approval of Minutes

		The meeting was called to order at 6:35 pm. 



Acknowledgement of Traditional Lands and Meeting Norms were read. 



The agenda was approved.





		Staff Lead: Introduction

		The committee was introduced to the new staff lead for EPCAC, Irit Kelman, Manager of the TDSB Human Rights Office. 





		Approval of Minutes

		The minutes from the November 23, 2020 and January 25, 2021 meetings were approved.





		Trustee Co-Chair Update

		Trustee Co-Chair, Dan MacLean, gave an update to the committee. The Board distributed a family check-in survey to parents and guardians to get a sense of how everyone was doing.



There is also an additional survey being conducted by the Early Years department. The survey was sent to parents and guardians of JK to grade 6 students who do not currently have before-and-after school programing to determine if there is an interest and need to establish them in those communities. 



Bell Lets Talk is recognized by the TDSB to raise awareness about mental health issues. The board promoted conversations with staff and students and provided resources.



Currently, there are 104 schools that are partially opened serving in over 700 students with special needs. These schools have public health nurses helping.



There’s a new initiative created by the TSDB community support workers. They have created a community support hub on the TDSB website that is designed to be a one-stop-shop for parents and guardians to learn about all the programs and supports that are in place for families. 



For virtual students, the grade 3 CCAT-7 assessment has been delayed due to the lockdown.



At the beginning of the school year, Toronto Public Health identified 82 schools that were deemed high risk. An additional 13 schools were identified by the TDSB bringing the total to 95. Those schools were staffed to create lower student ratios in an effort to create a safer environment for them. Data confirmed these schools were at high risk as students tested positive for covid-19 at a rate twice as high as other elementary schools across the Board.





		Parent Co-Chair Election

		Aleem Punja was acclaimed Parent Co-Chair of the Equity Policy Community Advisory Committee. 

 



		Membership and Terms of Reference



		The Committee revisited the topic of membership. There was a discussion around seeking additional members and how to advertise. Suggestions included through word of mouth, social media and through TDSB Connects.  Staff will follow up with the relevant departments and report back to the committee.  



Review of the terms of reference was discussed. Members expressed concerns about the lack of engagement and ability to make an impact. Members said the last TOR review felt overly bureaucratic and took too much time and energy. Therefore, it was decided that staff would send out the Terms of Reference to the committee for them to review individually and flag any potential revisions.  





		Partnership with Grassroot Organizations in the Marginalized Communities

		The committee had a discussion around the partnership department and their process. A committee member raised a concern about the barriers for organizations to share information with the school community. The committee suggested asking someone from the Partnerships Department to present at a EPCAC meeting, as this would open up some doors for further discussion. 





		Ward 4:  Equitable Support for Children

		A committee member raised a concern about some students not having access to devices and not knowing who to contact. Trustee MacLean advised that the Board encourages parents to speak to their local Principal as there should be a device for each student.





		TDSB Policies Update



		Staff provided an update to the committee with respect to the policy review process at the Board. Initially, there were 28 policies that were targeted to be reviewed in the 2020/2021 school year, but due to covid-19, the process was paused. 16 policies will now be reviewed this year, including P031 and P034 for which the Human Rights Office is responsible. 





		ThoughtExchange re Covid-19 Board Plans Debrief

		The committee had a debrief about the ThoughtExhachange that was shared with Community Advisory Committee members. The issue around the difficulties of physically reaching out to students during the pandemic was raised. An idea was to reach out to community organizations to help bridge that gap as they are already in the communities. 



The idea to convene an inter-committee meeting with other community advisory committees was raised again. This would help the committees coordinate their efforts and be more aligned. The committee identified other community advisory committees that could be included. Trustee MacLean will reach out to staff to determine what would be involved  and depending on the feedback, EPCAC can then reach out to other committees. 





		Adjournment

		The meeting adjourned at 7:48 pm. 
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Title:  New Membership Procedure

Committee: Equity Policy Community Advisory Committee

Date: February 22, 2021



Background

The EPCAC committee has vacancies following the departure of some members. Currently, the committee has 4 community representatives and 4 parent representatives.  The Terms of Reference (TOR) allows the committee to have up to 6 community representatives and 8 parent/guardian/ caregivers of current TDSB student. Further, the committee has decided to seek out new members. 

Advertisement

Upon consulting with other areas of the Board (including Communications and the Parent & Engagement Office), the following options could be used to reach potential members, in addition to word of mouth. 

i. Posting on the TDSB Community Advisory Committee Website and on the EPCAC page

ii. Reaching out to the Parent Involvement Advisory Committee (PIAC)

iii. TDSB Connects: a monthly electronic newsletter for parents/guardians

iv. Reach out to the Partnership Office to ask them to send out a note to all the approved TDSB partners

Process of Selecting Members

In the past, members interested in joining EPCAC would email their expression of interest and completed form (see appendix A) to the co-chairs and cc’ the Committee Assistant. Members were selected on a first-come-first-serve basis as long they met the criteria set out in the TOR. 

In discussing with other CACs, the selection process varies. For one committee, interested members express their interest to the co-chairs and the full committee would then vote to accept those members into the committee. For another committee, which is comprised of parents, the membership requests are also funnelled though the co-chairs. Since the parents represent specific wards, they are elected in those respective wards and they then send those representatives and alternates to the committee. Whereas EPCAC is comprised of both community and parent representatives, there are three options:









1. Maintain status quo – interested members can continue to email their expression of interest and forms to the co-chairs. If they meet the criteria, they will automatically be a part of the committee.

2. Interested members can email their expression of interest and completed forms to the co-chairs. If they meet the criteria, the full committee can then vote them into the committee. 

3. Interested members will be invited to an information session on EPCAC to get an understanding of the committee and what it entails. Following that, they can submittheir expression of interest to the co-chairs. If they meet the criteria, the names will be sent to the committee for approval. 



In addition, staff is recommending that the form be revised, please see appendix B. 








											Appendix A

		TDSB EQUITY POLICY COMMUNITY ADVISORY COMMITTEE MEMBER APPLICATION



		Name:

		



		Address:

		



		Telephone Number:

		



		E-Mail Address:

		





		I am willing and available to commit to participating as a voting member of the Equity Policy Community Advisory Committee for a term of two years and hereby submit my notice of intent as to join as a:

Voting Member OR Non-Voting Member (please indicate choice below)



		I wish to join as one of 6 Community Agency Voting-Members: *

		Yes     

		No



		Or one of 8 Parent/ Caregiver/ Guardian Voting-Members: 

		Yes     

		No



		I wish to join as a designated Non-Voting Member as a representative of another TDSB Community Advisory Committee * 

		Yes

		No



		Or as a designated Non-Voting Member as a representative of my union, federation or professional association. *

		Yes

		No



		I am familiar with TDSB Equity Policies and related procedures: 

		Yes     

		No







		Voting Membership Application Information Required:



		



		I am a Parent / Caregiver / Guardian of a current pupil who is enrolled in the TDSB and from one or more various equity seeking communities/identities.

		Yes

		No



		What area of the city do you live in? (please indicate ONE)

		Scarborough

		Toronto

		Etobicoke

		North York

		East

York

		York



		



		I am the representative of a Community Agency, organization, alliance and/ or social planning group that reflects the TDSB’s equity policy commitments and promote as part of our core mission anti-oppression and equity.

		Yes

		No



		My organization has a commitment focus specifically in these following communities: 

(select all that apply)



		1)Anti-Racism and Ethno-cultural Equity

		Yes

		No



		2)Anti-Sexism/Transphobia, Gender-based Violence Prevention and Gender Identity and Gender Expression Equity

		Yes

		No



		3)Anti-Homophobia, Sexual Orientation Equity

		Yes

		No



		4)Anti-Classism and Socioeconomic Equity

		Yes

		No



		5)Equity for Persons with Disabilities

		Yes

		No



		6) Other communities identified by TDSB Equity policy or and or the Ontario Human Rights Code (please specify) 



		Name of the Community Agency/Organization:

		



		Address:

		



		Phone Number:

		



		Website URL:

		



		Alternate Member (if possible):

		







*Note: Community Organizations and Non-Voting members (designated by CACs and unions/ federations/ associations) seeking membership must submit a letter from the organization’s Director (or executive body in the case of CACs and unions, i.e. Co-Chair/ Presidents) designating the applicant as it representative, as well as naming any alternates.  Letters and application forms must be submitted together.

												





Appendix B





TDSB Equity Policy Community Advisory Committee Member Application

Mandate 

The EPCAC will provide advice to the Toronto District School Board (TDSB) on matters concerning the implementation of the Equity Policy. It will also identify issues of broad community interest regarding equity in education, for the consideration of the TDSB and staff. The EPCAC is comprised of representatives of recognized equity seeking groups across Toronto with an interest in public education, representatives from recognized Community Liaison Groups, parent members, designated TDSB staff and trustees appointed by the Board.

Membership Criteria

i. Parent/Guardian/caregivers of a current pupil who is enrolled in the TDSB and from various equity seeking communities

ii. Community representatives from various and separate, equity advocacy organizations and/or alliances and social planning groups that reflect the TDSB’s Equity Policy commitments and promote as part of their core mission anti-oppression and equity for one or more of the following communities:

· persons with disabilities 

· racial and ethno-cultural

· gender identity and gender expression 

· socio-economic 

· sexual orientation 

· any other communities identified by TDSB Equity Policy or the Ontario Human Rights Code. 

Each community representative position should represent a different equity focus, to ensure a diverse range of equity areas are represented to the best possible extent.

Term

The term of office for community and parent representatives of the community advisory committee will be two (2) years; this term will be renewable. 















Name: ______________________________________________________________________________

Address: ___________________________________________________________________________

Telephone Number:  __________________________________________________________________

Email Address:  ______________________________________________________________________

I am willing and available to commit to participating as a voting member of the Equity Policy Community Advisory Committee for a term of two years and hereby submit my notice of intent as to join as:

[bookmark: _Hlk64743999] Parent/Guardian/Caregiver 				

 Community Agency Representative  

 Union/Federation/Professional Association Representative (non-voting member)

 Another Community Advisory Committee Representative (non-voting member)



PARENT/CAREGIVER/GUARDIAN

I am a Parent / Caregiver / Guardian of a current pupil who is enrolled in the TDSB and from one or more equity seeking communities/identities as noted in the membership criteria above:    Yes		 No



What area of the city do you live in? 



 Scarborough 				

 Etobicoke

 North York

 East York

Toronto

York

 Other, please specify: ___________________________________________________________________________________

COMMUNITY AGENCY

I am the representative of a Community Agency, organization, alliance and/ or social planning group that reflects the TDSB’s equity policy commitments and promotes anti-oppression and equity as part of our core mission:

 Yes		 No

My organization has a commitment and focus specifically in these following areas: 

(select all that apply)

 Anti-Racism and Ethno-cultural Equity				

 Anti-Sexism, Gender-based Violence Prevention 

 Anti-Homophobia, Sexual Orientation Equity

 Anti-/Transphobia - Gender Identity and Gender Expression Equity                                    

 Anti-Classism and Socioeconomic Equity

 Equity for Persons with Disabilities

 Other communities identified by TDSB Equity policy or and or the Ontario Human Rights Code (please specify): _____________________________________________________________________________________________

Name of Community Agency/Organization: ___________________________________________________________

Address: ______________________________________________________________________________________

Phone Number: ________________________________________________________________________________

Website URL: __________________________________________________________________________________

Alternate Member (if possible): ____________________________________________________________________

*Note: Community Organizations and Non-Voting members (designated by CACs and unions/ federations/ associations) seeking membership must submit a letter from the organization’s Director (or executive body in the case of CACs and unions, i.e. Co-Chair/ Presidents) designating the applicant as its representative, as well as naming any alternates.  Letters and application forms must be submitted together.
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3 Committee:  Equity Policy Advisory Committee
Date: Thursday, February 16,2017

] Time: 630 pm. (Dinnerat 6:00pm)
Location: 5050 Yonge Street, Boardroom

Committee Co-Chairs:
Joesiann Nelson, MarjoleinWinterink (Parent Co-Chair)

AGENDA:
| Item Information Timeline
7. [ Callto Order/Confirmation of
g Quorum
2. [Approval of Agenda Zmin.
. 3. [ Approval of Minutes Imin.
d 7. | Dedarations of possible conflict of Tmin.
interests
Election of Committee Co-Chair 70 min.
6. [ Co-Chair Report 70 min. | |
7. [ Terms of Reference 30min.
(updated and attached)
8. | Draft Equity Policy (attached): Smin.

Feedback Opportunity
J 9. [ Topics andideasfor upcoming
EPACmeetings

“o w4

Other Business
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’

Human Rights Annual Report 2018 - 2020

To: Program and School Services Committee
Date: 17 February, 2021
Report No.: 02-21-4034

Strategic Directions
e Create a Culture for Student and Staff Well-Being

e Provide Equity of Access to Learning Opportunities for All Students

Recommendation

It is recommended that the Human Rights Annual Report 2018 - 2020 be received.

Context

All students and staff have the right to learn and work in an environment free from
discrimination, where they feel welcome, respected and safe. To do this, equity — built
on a strong foundation of human rights — must be central to every decision we make in
the Toronto District School Board.

In its Multi-Year Strategic Plan, the TDSB outlined its commitment to ensure that every
student receives a great education by having equitable access to programs and
resources and increased opportunities to succeed. A key action item coming out of this
work was to create a culture where Human Rights moved beyond conflict management
and towards a greater focus on education, understanding and system transformation.

Before effective change can happen though, we have to acknowledge the long-standing
inequities and advocate for system change that centres human rights. We must also
review our own data. This report connects data sets from a number of different TDSB
surveys, censuses and sources to present current trends which have emerged within
the Board. It also lays out a comprehensive plan to address the serious issues
identified, through four specific areas: systemic accountability, capacity building within
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the organization, more effective outreach and engagement, and the creation of more
effective incident and resolution processes.

Through this plan, the TDSB will be in a position to more effectively identify, address,
remedy and prevent racism and discrimination and move closer to becoming a school
system within which each and every student can succeed and reach their full potential.

Understanding the Data

With more than 245,000 students and 40,000 staff, the TDSB is one of the most diverse
school boards in Canada from the country’s most multi-cultural city. Challenges
experienced in the TDSB are often mirrored from societal challenges and human rights
is no different.

This report is the first of its kind in the Toronto District School Board and beyond. It is
critically important to note that some of the data contained within the report gives cause
for deep concern. The data clearly indicates that the Board continues to have a serious
racism problem. Race or race related grounds is the most frequent ground of complaint
received by the Human Rights Office making up 54% of all complaints alleging a human
rights violation. Disability is the second most frequently cited ground making up 20% of
complaints.

Employees of the TDSB are required through policy to report to managerial staff any
incidents of hate, bias or racism that they encounter through “hate activity reports.”
Incidents of racism and hate occur in TDSB schools daily and they do so in significant
numbers. From September 2018 to April 2019, 15 “hate activity” reports were sent to
the Human Rights Office. After identification of this issue, Board-wide communication
with all system leaders was initiated, amplified and reinforced through multiple
platforms. By the end of the 2018-2019 school year, 64 hate activity reports had been
filed. Between June 2019 and August 31, 2020, 312 “hate incident” reports had been
filed. Specifically, incidents citing anti-Black racism exceeded all other incidents
reported by a wide margin. Incidents of Antisemitism have risen at an alarming rate as
have incidents of homophobia.

We must be relentless in addressing each and every one of these incidents. In the
TDSB, every one of these incidents is now tracked and monitored through an updated
data management system. Drawing greater emphasis to these issues has brough them
to the surface so that they can be dealt with in a thorough manner and tracked
appropriately for follow-up. The responsibility for doing so does not rest exclusively with
staff within the Human Rights Office but also with each staff member of the Board. In
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fact, we must go beyond this and tap into the expertise that resides in local
communities. Working through partnerships with community organizations and agencies
will enable the Board to be more culturally relevant and responsive.

This report takes up data from the most recent Student and Parent Census as well as
from the Staff Census and Well-Being survey in ways that have never been examined at
TDSB. Through analysis of these data sets we have more evidence than ever that
students who self-identify as being Black, Indigenous and Indigenous Spirituality-
practicing students and gender non-conforming students are much less inclined to feel
that school rules are applied to them fairly. Students that self-identify as having a
“disability,” Black students, Latin American students, non-binary students, LGBTQ2S
students and Indigenous Spirituality-practicing students feel much lower degrees of
belonging in their school.

When Grades 7-12 students were asked whether their “teachers respect my
background,” two groups were found to be significantly less likely to answer in the
affirmative: Indigenous students and students who practice Indigenous Spirituality.
Significant numbers of Grades 7-12 students also reported having lower degrees of
well-being including East Asian students, students who practice Indigenous Spirituality,
students who identify as disabled, agnostic and atheist students, students who practice
Indigenous Spirituality, LGBTQ2S and non-binary students.

On the staff side, those who identify as being disabled, Black, Latin American of Muslim
are less inclined to feel that “all backgrounds are treated fairly in our workplace.” Staff
who identify as disabled are much less likely to feel that “harassment, discrimination or
violence are harms that the TDSB aims to prevent.” 12% of strongly disagreed when
they were asked if “my employer deals effectively with situations that may threaten or
harm employees.” Only 55% of staff who identify as disabled agreed or strongly agreed
with this statement. While it is extremely concerning that 10% of all TDSB employees
reported experiencing discrimination, a recent survey by the Centre for Canada’s Future
found that 30% of Canadians who identify with a specific diversity group reported
experiencing at least one incident of discrimination at their current employer — including
41% of respondents with a disability, 40% of Indigenous respondents, 34% of
respondents who identify as people of colour, 33% of LGBTQ2S respondents, and 33%
of women, to put such data in some comparative perspective.
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It is extremely important to note here that a disproportionate number of complaints from
Black administrators involving allegations of anti-Black racism have emerged in the
Board. To address this serious issue of anti-Black racism, a systemic review will be
undertaken. This review will engage staff and community partners in a manner that will
bring about authentic and meaningful change.

Advancing the Human Rights Office

To make the kind of systemic change necessary, a strong, effective team must drive the
work. Significant hiring has occurred in the Human Rights Office of the Board of human
rights experts who will proactively contribute to schools and workplaces that are safe,
welcoming and free of discrimination and harassment. These experts support and
advise the TDSB community with respect to system transformation. This work however
will not reside only in the Human Rights Office of the Board. Eliminating discrimination
and hate is the responsibility of everyone working, learning and serving within the
TDSB. We must all be committed to acknowledging long-standing inequities and
advocating for change and we must recognize the importance of engaging with
community partners in more accessible and culturally responsive ways.

Developing Strong Policy

Creating and developing a strong policy framework is integral to this work. To that end,
our recently reviewed and updated Human Rights Policy P031 will soon take effect. We
have developed a comprehensive procedure for Reporting and Responding to Racism
and Hate Incidents Involving or Impacting Students in Schools (PR728). This procedure
makes reporting of these incidents mandatory. It is important to be clear: ALL incidents
of this type are to be reported and acted upon. The new procedure clearly outlines the
steps that staff must follow in response to these types of incidents. The steps include
supporting those individuals impacted by these incidents, addressing the inappropriate
behaviours, putting in place corrective and preventative measures and effectively
communicating these incidents to school communities in a transparent and timely
manner. All TDSB policies and procedures are reviewed on an ongoing basis to ensure
that, to the greatest extent possible, they are free of bias. These review processes will
engage experts both within and outside of the Board.

Enhancing Systemic Accountability

The TDSB must be transparent about our human rights commitments, plans, measures
and progress. Everyone within our Board must know what is expected of them with
respect to these commitments and be held accountable for upholding human rights.
There must be consequences for poor human rights performance. The Human Rights
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Action Plan commits to develop a human rights accountability framework to clarify roles
and responsibilities for human rights across the Board.

Building System Capacity

The high expectations that we have for our staff in the area of Human Rights must be
supported by meaningful and accessible learning opportunities. In order to be more
successful in this work, staff within the Human Rights Office have developed and have a
mandate to deliver professional learning to employees throughout the Board. This work
has already begun. Staff have had the opportunity to learn through ongoing formal
sessions but also by doing the work though structures like the Organizational Response
Team. The hundreds of staff members that have participated in these meetings have
been afforded the opportunity to learn and grow while working through difficult matters
in a collaborative way.

Improving Outreach and Engagement

TDSB staff, students and parents must be aware of their rights and responsibilities and
how they can enforce these. Specifically, the human rights concerns of historically
marginalized and disadvantaged groups must be identified, amplified and be at the
centre of every decision made within the Board. The Human Rights Office of the Board
through will work through their action plan to connect with other departments in the
Board to better serve and engage students and parents. Human Rights must be brought
closer to schools. This is being done through the development of resources for students
and staff. It will also be supported by the creation of a “Human Rights Charter” for
schools. Student Voice will be the most important element in the creation of the Charter.

Resolving Incidents and Complaints

Since the Board has begun to place greater emphasis on issues of human rights, there
has been a surge in the number of incidents reported to the Human Rights Office. This
has added to the backlog of cases and caused significant delay in the resolution of
matters. To address this issue the Board is hiring additional staff and developing an
Early Resolution Strategy with a focus on conflict resolution and mediation, where
possible.

Excellence cannot be achieved within any school district without equity built upon a
foundation of human rights. The Board must continue to raise the bar for all students
and staff while relentlessly addressing the racism and discriminations directed towards
students and staff based on their identities. To support this important commitment, the
Toronto District School Board is working towards creating a culture where Human
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Rights means much more than a place where conflict is managed. This cultural shift is
coming about through intentional work being carried out on multiple fronts.

We must enable, support and inspire the creation and preservation of a proactive,
inclusive and transformational culture of Human Rights at the Toronto District School
Board. In order to achieve this goal, we must make systemic changes across all areas
of the Board. Strong accountability structures must be in place to ensure the monitoring
of progress. Ultimately, this work must serve as a way of creating and building trust
between the Board and those that we serve. In order for every one of our students and
staff members to flourish, we have a duty to create schools and workplaces which are
free of discrimination, harassment and hate. This is what every student and staff
member at TDSB deserves. More importantly and significantly, it is their right.

Timelines

Human Rights Action Plan: 2021 is tied to the Board’s Multi-Year Strategic Plan. As
such, the items included in this Plan are being implemented during this school year with
updates as required in the years ahead.

Resource Implications

Requests for funding to address additional staffing in the Human Rights Office will
continue to be made through Business Services.

Communications Considerations

The Human Rights Annual Report 2018 — 2020 will be shared with key stakeholders
through existing TDSB communication channels and posted publicly on the TDSB’s
website.

Board Policy and Procedure Reference(s)
e Employment Equity (P029)

¢ Human Rights Policy (P031)

e Workplace Harassment Prevention Policy (P034)

e Equity Policy (P037)

e Caring and Safe Schools Policy (P051)

e Accessibility Policy (P069)

e Workplace Harassment Prevention and Human Rights Procedure (PR515)
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¢ Reporting and Responding to Incidents of Racism and Hate Involving or
Impacting Students in Schools (PR728)

Appendices
e Appendix A: Human Rights Update: Annual Report 2018-2020

From Executive Superintendent Jim Spyropoulos, Human Rights and Indigenous
Education, at jim.spyropoulos@tdsb.on.ca or at 416 397-3678.
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EXECUTIVE SUMMARY

All students and staff have the right to learn and work in an environment free from discrimination, where
they feel welcome, respected and safe. To do this, equity — built on a strong foundation of human rights —
must be central to every decision we make in the Toronto District School Board.

In its Multi-Year Strategic Plan, the TDSB outlined its commitment to ensure that every student receives
a great education by having equitable access to programs and resources and increased opportunities to
succeed. A key action item coming out of this work was to create a culture where Human Rights moved
beyond conflict management and towards a greater focus on education, understanding and system
transformation.

Before effective change can happen though, we have to acknowledge the long-standing inequities and
advocate for system change that centres human rights. We must also review our own data. This report
connects data sets from a number of different TDSB surveys, censuses and sources to present current
trends which have emerged within the Board. It also lays out a comprehensive plan to address the serious
issues identified, through four specific areas: systemic accountability, capacity building within the
organization, more effective outreach and engagement, and the creation of more effective incident and
resolution processes.

Through this plan, the TDSB will be in a position to more effectively identify, address, remedy and
prevent racism and discrimination and move closer to becoming a school system within which each and
every student can succeed and reach their full potential.

Understanding the Data

With more than 245,000 students and 40,000 staff, the TDSB is one of the most diverse school boards in
Canada from the country’s most multi-cultural city. Challenges experienced in the TDSB are often
mirrored from societal challenges and human rights is no different.

This report is the first of its kind in the Toronto District School Board and beyond. It is critically important
to note that some of the data contained within the report gives cause for deep concern. The data clearly
indicates that the Board continues to have a serious racism problem. Race or race related grounds is the
most frequent ground of complaint received by the Human Rights Office making up 54% of all complaints
alleging a human rights violation. Disability is the second most frequently cited ground making up 20% of
complaints.

Employees of the TDSB are required through policy to report to managerial staff any incidents of hate,
bias or racism that they encounter through “hate activity reports.” Incidents of racism and hate occur in
TDSB schools daily and they do so in significant numbers. From September 2018 to April 2019, 15 “hate
activity” reports were sent to the Human Rights Office. After identification of this issue, Board-wide
communication with all system leaders was initiated, amplified and reinforced through multiple
platforms. By the end of the 2018-2019 school year, 64 hate activity reports had been filed. Between June
2019 and August 31, 2020, 312 “hate incident” reports had been filed. Specifically, incidents citing anti-
Black racism exceeded all other incidents reported by a wide margin. Incidents of Antisemitism have risen
at an alarming rate as have incidents of homophobia.
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We must be relentless in addressing each and every one of these incidents. In the TDSB, every one of
these incidents is now tracked and monitored through an updated data management system. Drawing
greater emphasis to these issues has brought them to the surface so that they can be dealt with in a
thorough manner and tracked appropriately for follow-up. The responsibility for doing so does not rest
exclusively with staff within the Human Rights Office but also with each staff member of the Board. In
fact, we must go beyond this and tap into the expertise that resides in local communities. Working
through partnerships with community organizations and agencies will enable the Board to be more
culturally relevant and responsive.

This report takes up data from the most recent Student and Parent Census as well as from the Staff
Census and Well-Being survey in ways that have never been examined at TDSB. Through analysis of these
data sets we have more evidence than ever that students who self-identify as being Black, Indigenous and
Indigenous Spirituality-practicing students and gender non-conforming students are much less inclined to
feel that school rules are applied to them fairly. Students that self-identify as having a “disability,” Black
students, Latin American students, non-binary students, LGBTQ2S students and Indigenous Spirituality-
practicing students feel much lower degrees of belonging in their school.

When Grades 7-12 students were asked whether their “teachers respect my background,” two groups
were found to be significantly less likely to answer in the affirmative: Indigenous students and students
who practice Indigenous Spirituality. Significant numbers of Grades 7-12 students also reported having
lower degrees of well-being including East Asian students, students who practice Indigenous Spirituality,
students who identify as disabled, agnostic and atheist students, students who practice Indigenous
Spirituality, LGBTQ2S and non-binary students.

On the staff side, those who identify as being disabled, Black, Latin American of Muslim are less inclined
to feel that “all backgrounds are treated fairly in our workplace.” Staff who identify as disabled are much
less likely to feel that “harassment, discrimination or violence are harms that the TDSB aims to prevent.”
12% of strongly disagreed when they were asked if “my employer deals effectively with situations that
may threaten or harm employees.” Only 55% of staff who identify as disabled agreed or strongly agreed
with this statement. While it is extremely concerning that 10% of all TDSB employees reported
experiencing discrimination, a recent survey by the Centre for Canada’s Future found that 30% of
Canadians who identify with a specific diversity group reported experiencing at least one incident of
discrimination at their current employer —including 41% of respondents with a disability, 40% of
Indigenous respondents, 34% of respondents who identify as people of colour, 33% of LGBTQ2S
respondents, and 33% of women, to put such data in some comparative perspective.

It is extremely important to note here that a disproportionate number of complaints from Black
administrators involving allegations of anti-Black racism have emerged in the Board. To address this
serious issue of anti-Black racism, a systemic review will be undertaken. This review will engage staff and
community partners in a manner that will bring about authentic and meaningful change.
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Advancing the Human Rights Office

To make the kind of systemic change necessary, a strong, effective team must drive the work. Significant
hiring has occurred in the Human Rights Office of the Board of human rights experts who will proactively
contribute to schools and workplaces that are safe, welcoming and free of discrimination and
harassment. These experts support and advise the TDSB community with respect to system
transformation. This work however will not reside only in the Human Rights Office of the Board.
Eliminating discrimination and hate is the responsibility of everyone working, learning and serving within
the TDSB. We must all be committed to acknowledging long-standing inequities and advocating for
change and we must recognize the importance of engaging with community partners in more accessible
and culturally responsive ways.

Developing Strong Policy

Creating and developing a strong policy framework is integral to this work. To that end, our recently
reviewed and updated Human Rights Policy Po31 will soon take effect. We have developed a
comprehensive procedure for Reporting and Responding to Racism and Hate Incidents Involving or
Impacting Students in Schools (PR728). This procedure makes reporting of these incidents mandatory. It is
important to be clear: ALL incidents of this type are to be reported and acted upon. The new procedure
clearly outlines the steps that staff must follow in response to these types of incidents. The steps include
supporting those individuals impacted by these incidents, addressing the inappropriate behaviours,
putting in place corrective and preventative measures and effectively communicating these incidents to
school communities in a transparent and timely manner. All TDSB policies and procedures are reviewed
on an ongoing basis to ensure that, to the greatest extent possible, they are free of bias. These review
processes will engage experts both within and outside of the Board.

Enhancing Systemic Accountability

The TDSB must be transparent about our human rights commitments, plans, measures and progress.
Everyone within our Board must know what is expected of them with respect to these commitments and
be held accountable for upholding human rights. There must be consequences for poor human rights
performance. The Human Rights Action Plan commits to develop a human rights accountability
framework to clarify roles and responsibilities for human rights across the Board.

Building System Capacity

The high expectations that we have for our staff in the area of Human Rights must be supported by
meaningful and accessible learning opportunities. In order to be more successful in this work, staff within
the Human Rights Office have developed and have a mandate to deliver professional learning to
employees throughout the Board. This work has already begun. Staff have had the opportunity to learn
through ongoing formal sessions but also by doing the work though structures like the Organizational
Response Team. The hundreds of staff members that have participated in these meetings have been
afforded the opportunity to learn and grow while working through difficult matters in a collaborative way.

Improving Outreach and Engagement

TDSB staff, students and parents must be aware of their rights and responsibilities and how they can
enforce these. Specifically, the human rights concerns of historically marginalized and disadvantaged
groups must be identified, amplified and be at the centre of every decision made within the Board. The
Human Rights Office of the Board through will work through their action plan to connect with other
departments in the Board to better serve and engage students and parents. Human Rights must be
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brought closer to schools. This is being done through the development of resources for students and
staff. It will also be supported by the creation of a "Human Rights Charter” for schools. Student Voice will
be the most important element in the creation of the Charter.

Resolving Incidents and Complaints

Since the Board has begun to place greater emphasis on issues of human rights, there has been a surge in
the number of incidents reported to the Human Rights Office. This has added to the backlog of cases and
caused significant delay in the resolution of matters. To address this issue the Board is hiring additional
staff and developing an Early Resolution Strategy with a focus on conflict resolution and mediation,
where possible.

Excellence cannot be achieved within any school district without equity built upon a foundation of human
rights. The Board must continue to raise the bar for all students and staff while relentlessly addressing the
racism and discriminations directed towards students and staff based on their identities. To support this
important commitment, the Toronto District School Board is working towards creating a culture where
Human Rights means much more than a place where conflict is managed. This cultural shift is coming
about through intentional work being carried out on multiple fronts.

We must enable, support and inspire the creation and preservation of a proactive, inclusive and
transformational culture of Human Rights at the Toronto District School Board. In order to achieve this
goal, we must make systemic changes across all areas of the Board. Strong accountability structures must
be in place to ensure the monitoring of progress. Ultimately, this work must serve as a way of creating
and building trust between the Board and those that we serve. In order for every one of our students and
staff members to flourish, we have a duty to create schools and workplaces which are free of
discrimination, harassment and hate. This is what every student and staff member at TDSB deserves.
More importantly and significantly, it is their right.

1. Context

1.1.  Restructuring of the Human Rights Office & Broadening of its Mission and Mandate

The TDSB has expanded the staffing of the Board’s Human Rights Office (HRO) over the past two years
from four designated staff positions at the beginning of September 2018 (1 Manager, 1 Human Rights
Assistant, 2 Human Rights Investigators) to ten staff currently (2 Senior Manager, 1 Manager, 1 Human
Rights Assistant, 2 Senior Human Rights Policy, Education & Organizational Change Specialists; 1 Human
Rights Outreach & Engagement Officer; and 4 Senior Human Rights Officers). This reorganization and
transformation of the HRO was facilitated by the hiring of a new Senior Manager in October 2018 (at
which time there was only 1 casual Human Rights Assistant actively on staff). A new west office location
was built in 2019 to accommodate the new HRO staff, as well as to help better protect the privacy and
confidentiality of HRO service users.*

'The Human Rights Office is thus currently spread across two locations: the previously existing fourth floor location at 5050
Yonge Street, which contains the offices of the Senior Manager, Human Rights Assistant, and two Policy, Education &
Organizational Change Specialists, and the new office location at 1 Civic Court (3 Floor), which contains the offices of the
Manager and four Senior Human Rights Officers, whose activities are primarily focused on complaint resolution and
investigation. The moving of the HRO’s complaint function to the new location enabled a more discrete access point for persons
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This expansion in HRO staffing corresponded with a renewed and expanded vision of the Mission and
Mandate of the HRO. While the HRO has historical origins as a unit within Employee Services and has for
much of its history (at least known recent history)? focused on workplace discrimination and harassment
issues among employees, the HRO's renewed Mission and Mandate, stated below, more explicitly issues
among employees, the HRO's renewed Mission and Mandate, stated below, more explicitly encompasses
human rights protection and promotion for all TDSB members in both employment and educational
services (i.e. seeking to more actively protect the human rights of all TDSB community members,
including students). The HRO continues to impartially and fairly investigate, mediate, and address human
rights and workplace harassment complaints and incidents, in keeping with the historic focus of HRO
activity, however, we have also shifted our focus to more intentionally include proactively and
systemically advancing human rights organizational change, in an effort to prevent human rights
violations from occurring in the first place.

wishing to file or discuss a human rights complaint in person, with the new location and spatial build better protecting parties’
privacy and confidentiality interests.

2 The HRO’s focus on employment complaints in recent history is demonstrated in the type of complaints inherited by new HRO
management in October 2011, which was all employment based, in keeping with (2017) revisions to Procedure 515. Nevertheless,
a2011-12 HRO Annual Report indicates that the Office did previously have designated positions focused on student human
rights, as described in a section entitled STUDENT SUPPORT RE HUMAN RIGHTS ISSUES which states: “In 2005-2006, two
Human Rights Student Programme Worker positions were terminated. The positions were great support to the Human Rights
Office and to students who felt their human rights had been violated, and as such required the support of an advocate to have their
concerns heard and addressed. The names of the Student Programme Workers were identified on the student Know Your Rights
brochure. Since the termination of these program workers, the Know Your Rights brochure directs students to school staff or to
the Human Rights Office if they wish to file a complaint. Students who call the HRO with human rights concerns are referred to
the Students Equity Programme Advisors (SEPAs) with Equitable and Inclusive Schools, and/or the SEPAs with the Gender
Based Violence Prevention Office. While there is an informal agreement that SEPAs will give support to students, there is a need
for dedicated staff to support/advocate proactively and reactively on behalf of students pertaining human rights issues” (p.4-5).
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HRO MISSION
To enable, support, and inspire the creation and preservation of a proactive, inclusive, and
transformational culture of human rights at the TDSB in which all members of the TDSB
community:

e equitably flourish with dignity and respect;
e achieve equitable outcomes in TDSB learning and working environments, free from
discrimination and harassment.

HRO MANDATE
As the TDSB's centre of human rights expertise, the HRO:

e Advises the TDSB community about their human rights and obligations;
e Impartially and fairly investigates, mediates and addresses human rights complaints and
incidents, including in the areas of employment and education;

e Proactively and systemically advances human rights organizational change including
through:

e identification of systemic issues;

e professional development, education, and capacity building;

e policy review and development;

e outreach and engagement; and,

e research, evaluation, reporting on the TDSB’s human rights record.

HRO VALUES
Transformation - We are committed to acknowledging long-standing inequities and advocating
for systemic change to create environments that centre human rights.

Collaboration — We recognize the importance of engaging with stakeholders and partners in an
accessible, sensitive, and meaningful way.

Fairness — We strive to conduct our work with professionalism, transparency, and
integrity, ensuring due process is followed.

1.2. Key Strategic Drivers

Among the key strategic drivers and enablers of the HRO’s expanded mandate and resourcing was the
Ministry of Education’s September 2017 release of a new three-year strategy — Ontario’s Education Equity
Action Plan - which had as its overall aim “to identify and eliminate systemic barriers and discriminatory
institutional and instructional practices that negatively impact the achievement and well-being of
students”. The Education Equity Action Plan led to the creation of the Education Equity Secretariat within
the Ministry of Education, and to the “establishing [of] formal supports to promote, and ensure
compliance with, principles of human rights and equity in every school board”. To this end, the Ministry
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designated funding for the creation of new senior level Human Rights and Equity Advisor positions for
some 19 Boards.3 As part of this initiative, the Ministry funded the TDSB $426,075 per year beginning in
2018 and ongoing since, to support salary and benefits for 2.5 FTE positions within the TDSB’s Human
Rights Office, as governed by (2018-20) and (2020-2021) Transfer Payment Agreements setting out the
terms and conditions of this funding, including “to lead transformational change to further build cultures
of respect for human rights and to identify and eliminate systemic barriers”.

Another key strategic driver for HRO activities in the last 2 year period has been the Multi-Year Strategic
Plan (MYSP), first introduced in 2018 and updated in 2019. In addition to embedding human rights
commitments throughout, the MYSP includes a separate and specific Human Rights Action Plan which
aims to “identify and eliminate embedded systemic barriers and discriminatory and instructional practices
that negatively impact the achievement and well-being of students and staff and lead to inequitable
outcomes” (see Appendix B, Figure 1 for all mentions of human rights within the MYSP beyond the
Human Rights Action Plan; see Appendix B Figure 2 for the Human Rights Action Plan).

1.3 Key Activities

1.3.1 September 1, 2018 — August 31, 2019

Much of the 2018-19 year was focused on rebuilding and restructuring the HRO, including revising and
creating new job positions and hiring 10 new staff, including through six separate job competitions. The
HRO’s new staff complement over the 2018-20 period included:

Summary of the HRO positions and staffing complement

Position title # of Reports to Roles and responsibilities outlined in
Positions job posting
Senior Manager, HRO 1 Executive Oversee Human Rights Office and

Superintendent, provides the Board system
Human Rights and | leadership promoting and

Indigenous advancing a culture of human rights
Education in TDSB schools and workplaces.
Manager, HRO 1 Senior Manager General management duties, but

primary duties over 2019-2020
period involves complaint
management & resolution

Senior Human Rights Officers 4 Manager Senior Human Rights Officers are
(SHRO) responsible for resolving
harassment and discrimination

3 According to the 2018-20 TPA: “The mandate of Human Rights and Equity Advisors is to, through moral suasion, work with
the Director of the Board and the board’s senior team in order to further foster cultures of respect for human rights and equity,
and to help identify and address systemically based human rights and equity issues, and to make generally known the availability
of regionally based concerns and complaints services and to, where appropriate, refer members of board communities to the
service” (2018-2020 Transfer Payment Agreement, p. 21).

11






HUMAN RIGHTS UPDATESARITIF AL REPORT 2018-2020

incidents and complaints — from
conducting and overseeing
investigations, to providing
interpretation, advice, and guidance
to staff on matters related to
Human Rights Code, Human Rights,
and Workplace Harassment
Prevention Policies and Procedures.

Senior Human Rights Policy,
Education and Organizational
Change Specialists (SHRP's)

Manager (with
dotted line to
Senior Manager);
Reported directly
to Sr Manager 19-
20 period.

The Senior Human Rights Policy,
Education & Organizational Change
Specialists are responsible for
developing and reviewing system
policies, practices, procedures, and
initiatives from an inclusive human
rights design perspective. They are
also responsible for building human
rights and workplace harassment
prevention skills, understanding,
competency, and capacity across
the system through the design and
delivery of human rights education
programs and other capacity-
building tools and initiatives.

Human Rights Outreach and
Engagement Officer

Manager (with
dotted line to
Senior Manager);
Primarily reported
directly to Sr
Manager for 19-20
period.

The Human Rights Outreach and
Engagement Officer is responsible
for developing and implementing
focused outreach and engagement
strategies to better serve and
support the realization of human
rights within the school community
(including among students, parents,
teachers, and staff).

Human Rights Assistant

Senior Manager

Administratively supports and
manages office inquiries and
complaint intake, and provides
general administrative support to
the Senior Manager, Manager and
entire office.
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Complaints management

Between September 1, 2018 and August 31, 2019, the HRO received 209 new Human Rights and
Workplace Harassment Prevention complaints and closed 216 such complaints over this same period.
There were an additional 64 Hate Activity Reports (515B forms) pertaining to hate-related incidents in
schools submitted by school administrators to the HRO between September 1, 2018 and August 31, 2019.
A more fulsome description and evaluation of complaint trends and hate activity trends, year over year, is
contained in section 2.1b.

Human Rights Office Complaints
September 1, 2018 to August 31, 2019
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Complaint management consumed much of the fledgling office’s attention, as efforts were made to
address the very large backlog of inherited cases (there were 287 existing active complaints carried over
into the new 18/19 school year, as of September 1, 2018), including through the hiring in July 2019 and
October 2019 of two additional short term Senior Human Rights to assist with complaint backlog
reduction. The HRO also partnered with the Labour Relations Department on a Mediation Pilot with
Canadian Union of Public Employees (CUPE), led by the Senior Manager of Labour Relations, that led to
the resolution of more than 15 CUPE Unit C complaints in October 2018.

A concerted effort was made under the leadership of the new Senior Manager to modernize the HRO's
case management and incident reporting system and processes, including through the introduction of
new digital case management software, and new online reporting portals, the work of which began in
2018, with support from the Information Technology (IT) Services Department that culminated in a major
contract with KPMG to construct the new system builds on the Service Now platform (saving TDSB
licensing and contracting costs due to economy of scale, due to pre-existing IT contracts and service
agreements with KPMG and Service Now in other areas of the Board) . The new system builds beginning
in 2018 included:
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e anew Racism, Bias & Hate (RBH) Reporting Portal for Principals and Superintendents to report
and manage responses to incidents of racism and hate involving or impacting students

e anew Inquiry Portal and Complaint Portal for HRO human rights inquiries and complaints from
TDSB community members

e anew case management system for managing and tracking human rights and workplace

harassment complaints.

The RBH Portal was completed by the end of the 18/19 school year, at which time initial testing began,
before launching a pilot at the beginning of the 19/20 school year (see Year 2 description of activities for
more in this respect).

Outreach & Engagement / Communications / Learning

Upon joining the Board in October 2018, the Senior Manager endeavoured to establish and build new
relationships with the diverse members of the TDSB community. This was achieved in a variety of ways,
including through the initiation of reqularized formal meetings with CUPE, Elementary Teachers
Federation of Ontario (ETFO, and Ontario Secondary School Teachers Federation (OSSTF) Leaders and
Executives, engagements with Toronto School Administrators Association (TSAA), Toronto Supervisory
Officers Association (TSOA) and Ontario Principals Council (OPC), as well as through formal meetings
with Executive Superintendents and Superintendents in each of the four Learning Centres, to gain further
insight into the practical human rights and workplace harassment issues arising in their respective areas,
and to help identify priority issues and learning needs from their perspective, while getting feedback on
proposed HRO plans and priorities.

A concerted effort was also made to better reach the school community, including through the creation
of a new dedicated Outreach and Engagement Officer position (whose express mandate is to “help to
further build a culture of human rights within TDSB schools”), as well as through targeted outreach and
communications efforts. The Associate Director responsible for Student Voice, Parent & Community
Engagement & Well-Being, for example, partnered with the Human Rights Office in the production,
release and promotion (June 11, 2019) of a new Expected Practices for Understanding, Addressing &
Preventing Discrimination Resource Guide (released June 2019; updated September 2019 and September
2020), which set out clear expectations for school administrators and staff on how to protect and promote
human rights. This was accompanied by a live recorded Webinar for oo+ TDSB School Principals (June
12, 2019) explaining expectations for school-based administrators in addressing and preventing
discrimination and answering related questions, as well as by supporting written and video
communications by the Director of the Board, and the subsequent HRO production and release of a
companion guide geared towards parents and students, Protecting & Promoting Human Rights and
Addressing Discrimination in our Schools. The HRO also provided training on the topic of “*Addressing and
Preventing Discrimination and Harassment in the School and Workplace” for approximately 30 Principal
candidates (July 11, 2019).

The HRO Senior Manager also engaged in Board initiatives more specifically aimed at addressing anti-
Black racism and advancing student excellence and achievement among Black students, including
presenting at: the Black Student Excellence Summit (February 7, 2019) on the topic of Human Rights and
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(Racial) Equity: Towards a Conceptual Framework; the York Participatory Action Research Summer
Institute on Black Student Success and Excellence to a class of TDSB student researchers (July 23, 2019)
on the topic of Identifying Discrimination: The Key Role of Research; the Black Student Achievement
Community Advisory Committee (April 1, 2019) to share key HRO developments and proposed human
rights strategic priorities and plans, and invite feedback. The HRO Senior Manager also joined numerous
Black Student Excellence and Success Planning meetings and joined the Black Student Excellence
Research Committee. He was a panelist presenting on human rights and anti-Black racism efforts at the
TDSB, at the annual Akua Benjamin Legacy Lecture and panel at Ryerson University —“Looking Back,
Moving Forward” (October 31, 2019) —and at the February 4, 2020 Blackness in Canada Policy Networking
(BCPN) Conference: Critical Issues for Building Robust Community-Academic Alliances (“Building a Public
Policy network(s) and knowledge sharing partnership(s) aimed at influencing policy development,
implementation and outcomes”).

Over the course of the HRO's 2018/19 school year, the HRO furthermore provided targeted human rights
professional development and learning for the Board'’s senior management team, including through
dedicated human rights-focused learning sessions at Senior Team Council for Superintendents, Executive
Superintendents, Associate Directors and the Director, including on Human Rights and Equity: Towards a
Conceptual Framework (February 11, 2019) and Expected Practices for Understanding and Addressing
Discrimination (June 10, 2019), which included a presentation and role based scenario group work.

The HRO also helped to identify, support and recommend remedial training and resources for TDSB
employees on such topics as sexual harassment, racism/anti-Black racism, and workplace harassment
following substantiated workplace harassment investigations.

Policy /Governance/Accountability

The HRO also developed new guidance materials internally in partnership with Employee Services to help
inform their implementation of “religious holy day” provisions, engaging several Employee Service
management meetings to discuss developments in creed human rights policy and case law. The HRO was
also engaged by Employee Services on initial work around updating and consolidating the Board’s various
Sexual Harassment Policies.

1.2.1. September 1, 2019-August 31, 2020

Complaints management
The Human Rights Office received 202 new human rights and workplace harassment complaints over the
course of the September 2019/20 fiscal school year and closed 139 cases over this same period.
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Human Rights Office Complaints
September 1, 2019 to August 31, 2020
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Complaint management and resolution continued to be a major focus of HRO activity over this period of
time, which saw some turnover in staff, a very large growth in hate activity reports (291 in total) and in
HRO consultations overall over the course of the 19/20 fiscal school year, following the launch of Expected
Practices for Understanding, Addressing and Preventing Discrimination in June 2019 and targeted
executive-level communications, as well as webinars and training on the need for administrators to report
and consult on racism and hate activity in schools, with renewed emphasis on human rights
accountability.

The complaint resolution side of the Human Rights Office —including the Manager, Human Rights
Assistant, and Senior Human Rights Officers, as well as the Outreach & Engagement Officer who has
been heavily involved in issue management this past year —began tracking consultations in January 2020,
and saw a significant uptick in the volume of consultation request, counting 197 consultations between
January 1 and August 31, 2020. Most of these consultations were with Principals/Vice Principals (49%)
and Superintendents/Executive Superintendents (40%) seeking advice on their human rights
responsibilities. A more fulsome description and evaluation of complaint and hate activity trends, as well
as consultations, year over year, is contained in section 2.

The HRO brought on a new temporary casual member of staff between November 2019 and January 2020
to assist with the digitization and organization of complaint files to support more efficient administration.
The HRO's contract with KPMG was also renewed on August 26, 2019 to complete the development of
the Racism, Bias and Hate (RBH) Portal on the Service Now platform, as well as the new online Human
Rights Inquiry Portal for TDSB staff to submit inquiries (which is nearing completion), and the HRO's new
case management system for human rights and workplace harassment complaints management and
reporting.
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Governance/Accountability/Policy/Evaluation

HRO efforts were also heavily focused on revising Board policies and procedures in the 19/20 fiscal school
year, with policy renewal being deemed a critical primary ingredient of any future systemic human rights
organizational change and human rights-focused professional development and capacity building across
the Board. The Senior Manager of the HRO began engaging the Director of the Board and Executive
Superintendents of Employee Services and Human Rights and Indigenous Education in discussions in
December 2019 about the need to re-align organizational roles and responsibilities to better enable the
HRO to attend to the protection and promotion of human rights not only for employees but also for
students and the school community, and to address resource pressures. Meetings began in December
2019; at which time the Director of the Board made the executive decision to support the transitioning of
non-human rights-based workplace harassment complaints — which accounted for 45% of all HRO
complaints in 2018/19 year - to Employee Services. The original goal of transitioning these files out of the
HRO was no later than the beginning of September 2020 and Employee Services was allocated additional
funds for this purpose. Due to pandemic related activities work on this transition was still in progress at
the start of the school year and is currently being completed.

The TDSB's (Po31) Human Rights Policy and (Po34) Workplace Harassment Prevention Policy were
reviewed and revised internally to help effect this transitioning of roles and responsibilities including by
separating human rights policies and procedures (the proper domain of the HRO) from non-human rights-
based workplace harassment policy and procedure. A revised draft version of each of these two policies
was tabled for Executive Committee approval for public consultation on August 31, 2020. The approval
process for both policies, however, was also put on hold, due in no small part to competing pressures and
priorities in the context of Covid-19 pandemic planning, which also led to a temporary moratorium on
policy consultations at the time.

Just prior to the onset of the Covid-19 pandemic, the HRO developed a critical new Procedure (PR728)
Reporting and Responding to Racism and Hate Incidents Involving or Impacting Students in Schools which
was approved by Executive Council December 17, 2019. The new procedure had its origins in a May 15,
2019 Trustee Motion (*Dealing with Incidents of Racism and Hate”) that was approved by the Board on
June 19, 2019.% The Motion followed a high-profile racist incident involving students in a TDSB school in
the 18/19 school year which received extensive media coverage, and revealed some gaps and
inconsistencies in how racism and hate incidents were being handled at the local school level. One of the
main goals of the new procedure —and the accompanying new online reporting system (Racism, Bias and
Hate Portal) developed to support its implementation - is to increase the TDSB's capacity to more
effectively, consistently, appropriately and proactively identify, track, respond to and prevent incidents of
racism and hate of all kinds in TDSB schools, including by helping local administrators resolve matters
early, with the supports they need to do so effectively. The new procedure places a duty on all staff who
witness or become apprised of a racism or hate/bias incident to report the incident to the school Principal,
who must in turn report the incident through the new online portal to their Superintendent and the

4 The Trustee Motion called for (1) tracking incidents, (2) tracking actions taken, (3) communication and follow-up with students
and parents/caregivers, and (4) an annual report to Trustees, presented by the Director, detailing the above elements in addition to
information about post-incident student learning.
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Human Rights Office. The Superintendent, in turn, is responsible for overseeing and reporting any
remedial action plans in response to the incident in the RBH portal, with advisory support from the HRO
and a multi-disciplinary Organizational Response Team (ORT) as need be. The new procedure was
received by the Governance and Policy Committee (GPC) and the Board on January 8th and February sth,
2020, respectively, and became operationally effective for the first time —in revised form (based on
Director directed revisions) - on June 24th, 2020.5 The introduction of this new early resolution focused
Procedure is a particularly significant signpost of the HRO’s new and expanded mandate, as it began to
position the HRO as a key player in addressing human rights issues and conflicts involving or impacting
students in schools.

Another important development in the 19/20 school year was the formation of a Human Rights, Equity &
Indigenous Education Coordinating & Issue Management Committee to provide a consultative forum for
TDSB senior leaders to effectively coordinate and align human rights, equity and Indigenous rights
related work across the TDSB. The first meeting of the Committee was held on March 6, 2020, chaired by
the Associate Director of Equity, Well-Being and School Improvement, and was attended by the
Executive Superintendent of Human Rights and Indigenous Education, the Superintendent of Equity,
Anti-Oppression and Early Years, the Centrally Assigned Principal and Lead of the Black Student
Excellence Initiative; Centrally Assigned Principal and Board Lead of Indigenous Education, and the
Senior Manager of Human Rights.

Outreach & Engagement / Communications

The HRO continued its outreach and engagement efforts in 2019/20, partnering with the Jean Augustine
Chair in Education, Community and the Diaspora, and York University’s Institute for Social Research and
Ontario Tech University to host its first inaugural annual symposium, Advancing Human Rights in
Education: A Two Day Symposium on Organizational Best Practice. The event was hosted at York
University’s newly built Student Centre on November 26% and 27%", 2019. Over 85 people participated in
the symposium, mainly from various boards of education from across the Greater Toronto, Hamilton, and
Ottawa Area. Directors of Education, senior administrative leaders, human rights and equity practitioners
and representatives from the Education Equity Secretariat and other school boards across the GTA and
province participated in this event to learn about organizational best practice in the administration of
human rights in school boards. The keynote speech - Human Rights At School: Where We Are And Where
We Need To Be — was given by Shree Paradkar, and moderated by Dr. Carl James.

The event was deemed a great success and received very positive evaluations at its conclusion.

3 PR728 was revised back closer to its original form with Executive Council approval on September 22, 2020, the revised version
of which was made effective with the November 2, 2020 soft launch of the new procedure and online of the RBH Portal, the latter
of which was hard-launched (i.e. made mandatory to use) on November 30,
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The HRO continued regularized meetings and engagements with employees, administrators,
bargaining agents, partners and community members to seek meaningful input on initiatives.

Your feedback is important to us and will help to inform future events. Please rate the following aspects of the symposium using the following scale:
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For example, the HRO held regular meetings with the executive of OSSTF and CUPE; presented to the
The Schedule Il Network (TSTN) Executive (December 19, 2019); and developed and promoted new
resource for students and parents, Protecting & Promoting Human Rights and Addressing Discrimination in
our Schools. The HRO also presented to the Board’s Equity Policy Community Advisory Committee (on
January 27, 2020) on the new RBH (Racism, Bias, Hate) Portal and Procedure 728, with a focus on
questions of race-based data collection (in particular the collection of Participant Observation
Information to monitor potential racial bias). The HRO also participated and provided significant input on
the Steering Committee of the TDSB’s Gender Change Implementation Project to implement the Ministry
of Education’s directive to add two new genders for students in administrative data fields, in addition to
female and male. The HRO also developed and released a new guideline for students and parents
(October 2019) - Protecting & Promoting Human Rights and Addressing Discrimination in our Schools —to
supplement the Expected Practices for Understanding, Addressing and Preventing Discrimination (for staff)
guide released on the TDSB’s website in June of 2019.

Learning

The HRO also continued to offer professional development and learning to other areas of the Board to
support human rights compliance and capacity building, including launching the first of a planned 8-part
training series on conducting human rights investigations for senior leaders. The first learning session in
the series —a one-hour (Introduction to Investigations) presentation and Q & A - was delivered by the
HRO Manager to Superintendents in Learning Centre 2 and Learning Centre 3 on January 10, 2020, and
Learning Centre 1 and Learning Centre 4 on February 6, 2020. The series was subsequently interrupted by
the pandemic.

The HRO presented the new Procedure 728 (Reporting and Responding to Incidents of Racism and Hate)
to Senior Team Council on January 13, 2020, and also hosted a learning/dialogue session on the RBH
(Racism, Bias, Hate) Portal, on March 2, 2020 with the Vice-Chairs of the Toronto School Administrators'
Association. Other HRO training activities in the 19/20 school year included:

e Human rights, equity and anti-racism training for the Swansea school parent council (January 28,

2020);

e Becoming an Equitable and Ethical Leader (Part 1), delivered April 21, 2020 to Business & Operation
Department staff who were registered in the Leadership, Excellence and Development Program
("LEAD"), as part of the “Leading with an Equitable Lens” module. The focus of the course was to
provide an introduction to thinking about rights and responsibilities under the Ontario Human
Rights Code (OHRC), Occupational Health and Safety Act (OHSA), Board policies Po31, P03y,
PR515, and the Expected Practices for Understanding, Addressing and Preventing Discrimination
Guide;

e Anlintroduction to the Human Rights Complaints Process — HRO training on the Human Rights and
Workplace Harassment Complaint Process for Schedule Il TSTN Network, December 19, 2019;

e Anti-Black Racism in the Workplace online webinar (available here) produced and delivered by the
HRO for the TSTN Network (July 31, 2020);
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The HRO also updated the Human Rights and Respect in the Workplace for Supervisors mandatory
Compliance Training e-Learning Module, which was uploaded to Key to Learn at the beginning of
September 2020.

Finally, the HRO also launched its own internal HRO staff “Lunch and Learn” and “*Think Tank” series to
support HRO human rights professional development, problem-solving, information sharing, and team
building. The first session was hosted by Natasha Prasad on December 13, 2019, on Activating Indigenous
Voices: The Role of Human Rights Education in Reconciliation.

2. Current Trends

The following section provides and discusses notable current trends, as revealed by HRO complaint data
and other relevant HRO data. All of the data cited below is contained in fuller detail and form, including
accessible table form, in the Appendices (for full data sets, see Appendix B for Complaint Data, Appendix
D for HRTO Data, Appendix E for Hate Activity Report Data, and Appendix F for Consult Data).

2.12. Complaints

Number of complaints

The HRO began 2018 with 287 complaints (as of Sept. 1, 2018) and received another 209 complaints the
same 2018/2019 school year (“school year” defined as September 1°t to August 31%). By the end of the
school year, the HRO had resolved and closed 216 complaints, and was left with 282 active complaints
remaining (i.e. six less than what it began with). In the 2019/2020 school year, the HRO began with 282
complaints (as of Sept. 1, 2019) and received another 202 complaints that same year. By the end of the
year (Aug. 31, 2020), the HRO had resolved 139 complaints, and was left with a total of 343 active cases.
Reasons for the growing caseload and persisting backlog, including associated challenges, are discussed
in sections 3.2.2. and 3.4.1 below).

Number of Complaints by School Year
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SCHOOL YEAR | NUMBER OF NUMBER OF NUMBER OF NUMBER OF ACTIVE
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While TDSB school closures after March 14, 2019 due to the COVID-19 pandemic led to less people
physically interacting overall in schools and workplaces, the number of complaints remained fairly steady
over time, albeit decreasing slightly relative to preceding months when the HRO was on pace for a record
number of complaints had the preceding average monthly rate of complaints been sustained over time.
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Number of Complaints | Number of Complaints
Received in the Received in the 2019/2020
Month 2018/2019 School Year School Year
December 14 20
January 15 14
February 15 13
March 21 14
April 19 14
May 16 16
June 24 24
July 23 23
August 12 4
TOTAL 209 202

Age of complaints

The HRO inherited a significant backlog of cases at the start of the 2018 school year — including many old
cases dating years back —the oldest of which have been gradually reduced over time through targeted
backlog reduction efforts (including with the hiring of temporary staff to address backlog in 2019), as
demonstrated in the graph below.

Number of Active Complaints By Year Filed at start of 18/19 & End of
18/19 and 19/20
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However, the backlog of cases continues to grow, for reasons discussed in section 3.4.1, as revealed by
the total average age of active cases which decreased from 446.7 at the start of the 2018/19 school year to
438.8 days by the end of the 2018/19 school year but then increased to 478.3 days in 2019/20.

Defining backlog as any case that is older than 270 days,® there was a backlog of 177 cases at the
beginning of 2018/19 (constituting 62% of the total 287 cases), which was reduced to 171 cases (61% of all
282 active cases) by the end of 2018/19, but increased to a backlog of 228 cases (66% of all 343 active
cases) by the end of the 2019/20.

NUMBER OF NUMBER OF NUMBER OF

COMPLAINTS AT | COMPLAINTS AT | COMPLAINTS AT
MONTHS DAYS BEGINNING OF THE END OF THE END OF

2018/2019 2018/2019 2019/2020
1-3 9o days or less 26 51 46
4—6 91-180 39 38 39
7-9 181 -270 45 22 30
10-12 271-360 23 32 47
13-18 361-540 67 33 66
19—24 541—720 42 50 41
25 or older 721 and older 45 56 74
TOTAL 287 282 343
AVERAGE Age (days) 446.7 438.8 478.3

Reasons for the backlog and consequent delays in complaint processing are discussed in further detail in
section 3.4.1

On somewhat positive note, the average age of cases that have been closed has reduced over time, from
576 to 539 days old (a reduction of 37 days), as discussed in section 3.2.2. Nevertheless, this is not an
acceptable standard, and concerted efforts will need to be made to reduce this significantly over the
coming months and years.

Number of Closed Cases by Age (Days and Months from Open to Close), 18/19 and 19/20

6 For the purposes of this Report, backlog is defined as any case that is older than 270 days (i.e. approximately 9+
months). While cases should ideally be resolved much earlier than 9 months —anything older than this becomes
increasingly difficult to justify, even accounting for the fairly lengthy PR515 process from the point of
acknowledgement of a complaint, to the threshold assessment phase (where the HRO or management may need to
do further early information gathering), to the communication of next steps (where an investigator may be
assigned), and factoring in the iterative process providing for consideration of party feedback at the report drafting
stage where a formal investigation is conducted, and other such potential contingencies unique to the school board
environment (e.g. the need in some cases for union/association representation at each phase, and availability of
parties and representatives as such, including at the conclusion to communicate the results of the investigation and
any corrective actions to be taken).
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Months Days Number of complaints Number.ofcomplaints
closed in 2018/2019 closed in 2019/2020
1-3 9o days or less 30 21
4L—6 91-180 32 18
7-9 181 - 270 14 12
10—-12 271 - 360 18 8
13-18 361-540 20 15
19— 24 541—720 17 16
25 or older 721 and older 85 49
TOTAL 216 139
AVERAGE AGE (days) 576.19 538.99

Type of complaints: human rights versus (non-Code) workplace harassment

In 2018/19, 52% (109) of all cases (209) filed with the HRO in the 18/19 year cited human rights as a basis
for the complaint. A further 45% (95) of all cases filed with the HRO in the 18/19 year cited workplace
harassment as the basis for the complaint, with no human rights ground cited. Inthe 2019/20 school year,
a growing proportion of cases filed with the HRO —some 64% (or 129 of 202) — cited human rights as the
basis for the complaint, as compared to 33% (67) of all cases which cited workplace harassment in the
absence of any human rights basis for the complaint.

TYPE OF COMPLAINT 2018/2019 2018/2019 2019/2020 2019/2020

NUMBER OF PERCENTAGE NUMBER OF PERCENTAGE
COMPLAINTS COMPLAINTS

Workplace Harassment 95 45% 67 33%

(no human rights ground)

Human Rights 58 28% 75 37%

Human Rights and 51 24% 54 27%

Workplace Harassment

Not Identified 5 2% 6 3%

TOTALS 209 100% 202 100%
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Number and Percentage of Human Rights Office Complaints
Received by Type
2018/2019

Not Identified

# of Complaints: 5
Percentage: 2%

Human Rights and
Workplace
Harassment,

# of Complaints: 51

Percentage: 24%

Workplace
Harassment (no
human rights ground)
\ # of Complaints: 95...

Human Rights
# of Complaints: 58

Percentage: 28% _\

Number and Percentage of Human Rights Office Complaints Received by Type
2019/2020

Not Identified

Workplace
Human Rights and # of Complaints: 6 Harassment (no
Workplace Percentage: 3% human rights
Harassment, ground)

# of Complaints: 54
Percentage: 27%

# of Complaints: 67
Percentage: 33%

Human Rights

# of Complaints: 75
Percentage: 37%

Grounds

Of the complaints alleging a human rights violation, a large majority of cases in both 2018/19 and 2019/20
cited a race or race related ground (race, colour, ethnic origin, ancestry, place of origin, citizenship),
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including 49% (or 53 of 109 total) in 18/19 and 54% (70 of 129 total) in 19/20.7 The next most frequently
cited ground of complaints in 18/19 after race and race related, in descending order, was disability (20% or
22), not identified (17% or 19), sex (15% or 16) and age (11% or 12).

In the 2019/2020 school year, the most frequently cited ground after race or a race related ground was
disability (22% or 28), age (21% or 27), not identified (14% or 18) and sex (9% or 12). See Appendix B,
Figure 7 for all individual grounds cited, and accompanying tables, which show a particularly sharp
increase in the number and percentage of 19/20 school year complaints based on ancestry as compared to
the year before (increasing from 3 or 3% in 18/19 to 14 or 11% in 19/20) and age (increasing from 12 or 11%
in 18/19 to 27 or 21% in 19/20).

Number and Percentage of Human Rights Complaints by Ground Groupings and Year

GROUNDS 2018/2019 2018/2019 2019/2020 NUMBER | 2019/2020
NUMBER OF PERCENTAGE OF COMPLAINTS PERCENTAGE
COMPLAINTS

Age 12 11% 27 21%

Creed 6 6% 5 4%

Disability 22 20% 28 22%

Family and Marital 10 9% 1 1%

Status

Gender Identity and 8 7% 9 7%

Gender Expression

Race and related 53 49% 70 54%

grounds

Sex 16 15% 12 9%

Sexual Orientation 3 3% 5 4%

Not Identified 19 17% 18 14%

Total Number of 109 129

Complaints Involving

Human Rights

*Some complaints claim more than one ground, so the totals exceed 100%.

* Data only shows those complainants that selected human rights as the type of complaint

* |f a case cited more than one race related ground, this was counted only once as one complaint citing a
race or race related ground, irrespective of how many (as the denominator is total complaints, not total
grounds).

7 The number of race related cases could be higher, among other reasons, because persons filing complaints based on religion or
creed (for example due to an experience of Islamophobia or Antisemitism) could also be experiencing forms of racism. Some 6%
or 6 cases cited creed in 18/19, and 4% or 5 cases in 19/20.

27





HUMAN RIGHTS UPDATESARITIS AL REPORT 2018-2020

Number and Percentage of Complaints Received by Ground/Ground Grouping

2019/2020
80
70, 54%

70

60
(%]
£ 50
3
=%
€ 40
o
o
S 30  27,21% 28, 22%
**

20 18, 14%

12, 9%
9, 7%
10 5 4% . 5, 4%
o
) ] L ]
Age Creed Disability Family and Gender Race and Sex Sexual Not Identified
Marital Status Identity and related Orientation
Gender grounds
Expression
Grounds
Social Area

Almost all complaints filed with the HRO over the last two years have been workplace related, in keeping
with the (2017) revised scope of the Workplace Harassment Prevention and Human Rights Procedure
(PR515) governing the complaint process, which only applied to employees.® As a result, 97% of all cases
(203 of 209) in 2018/19 and 94% (190 of 202) in 2019/20 pertained to issues and conflicts in the context of
employment. Very few (6 in 18/19 and 12 in 19/20) related to the provision of educational services to
TDSB students and community members —a trend that the HRO is actively seeking to rectify.

8 According to the Manager at the time, this was necessitated due to the capacity constraints of the Human Rights Office at the
time. No doubt this was also impacted by the growing demands on the HRO with the passing of Bill 132 in 2017 which led to the
update of PR515 and, among other things, revised the Occupational Health & Safety Act to place greater expectations and
requirements on employers, for instance to investigate all workplace harassment complaints as appropriate in the circumstances,
which reduced the scope for early resolution and alternative dispute resolution (in the absence of investigation), and led to much
higher levels of investigation overall. According to some sources, in years past the HRO was able to mediate and this early
resolve a much higher percentage of cases. The change in law has impacted many workplaces in a similar manner, increasing
reliance on investigation, and with this, increasing complaint backlog.
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Number of Complaints Received by Social Area, 18/19 and 19/20

2018/2019 2018/2019
NUMBER OF PERCENTAG 2019/2020 NUMBER 2019/2020
SOCIAL AREA COMPLAINTS E OF COMPLAINTS PERCENTAGE
Education/Service 6 3% 12 6%
Employment 203 97% 190 94%
TOTALS 209 100% 202 100%
Complaints Received by Social Area

, 250

2 203

‘(_Eu 200 190

Q

£ 150

o

S 100

S

g 50 6 12

z 0 I

2018/2019 Number of Complaints 2019/2020 Number of Complaints

School Year

M Education/Service M Employment

Complainant Affiliationd

In 2018/19, the largest number of complaints were filed by members of Ontario (ETFO) (27% or 57 of 209
total complaints in 18/19, as compared to ETFO’s comprising 37% of all TDSB Full Time Equivalent (FTE)
staff as of Oct. 31, 2018), followed by) OSSTF (23% or 49, as compared to OSSTF’s comprising 17% of all
TDSB FTEs as of Oct. 31, 2018), CUPE Unit C (28% or 37) and CUPE Unit D (20% or 20) (as compared to all
of CUPE members comprising 26% of all TDSB FTEs as of Oct. 31, 2018).%° In the 2019/20 fiscal school
year, these employee groups remained the top four complainant groupings, in the same order. The
relative TDSB FTE staff composition by employee groups also remained proportionally the same.
Notably, however, ETFO complaints grew considerably - the most among any complainant grouping in
19/20 (comprising 38% or 77 of a 202 total complaints filed that year, as compared to 27% in 18/19 and
their comprising 37% of all full-time TDSB staff as of October 31, 2019) while OSSTF complainant
numbers dropped significantly (12% or 25, as compared to 23% the previous year, and their comprising
17% of all full-time TDSB employees as of Oct. 31, 2019), with Unit C (26% or 32) and Unit D (7% or 14)
numbers decreasing moderately (as compared to all CUPE units comprising 36% of all TDSB FTEs as of
Oct. 31, 2019).

9 Complainant refers to a person who makes a complaint under the Board’s Human Rights and Workplace Harassment Policies or
Procedure.

10 TDSB staffing data by FTE employee groups leaves out significant numbers of TDSB employees employed on a part-time or
occasional or casual basis, and thus is not entirely accurate as a benchmark, since complaint data covers all such employee
groupings.
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Percentage of Complaints Received by Complainants Affiliation
September 1, 2018 to August 31, 2019
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The greatest number of cases resolved in 18/19 were among CUPE Unit C affiliates (74 or 34%), followed
by ETFO affiliates (50 or 23% of 216 cases closed), OSSTF (32 or 15%) affiliates and CUPE Unit D members
(19 or 9%). The large number of CUPE cases resolved in 18/19 was partially impacted by a successful
mediation pilot initiated that year in partnership with Labour Relations that resolved more than 15 such
cases. In 19/20, the largest number of HRO cases resolved involved, in descending orders, complainants
affiliated with ETFO (48 or 35% of total 139 cases resolved), OSSTF (22 or 16%), Unit C (39 or 25% of 139
cases closed), TSAA (9 or 6%), and Unit D (7 or 5%). See Appendix B Figure 10 for the above graphs in
table form, as well as for a further breakdown of how many cases were closed in 18/19 and 19/20 school
year by complainant affiliation.

Respondent Affiliation**

In 2018/19, most complaints were filed against Principals and Vice Principals (Toronto School
Administrator Association members), with TSAA affiliates accounting for a disproportionate 29% (60 of
209) of all complaint respondents, despite TSAA members only accounting for 3% of all TDSB FTE
Employees.** The second largest respondent grouping were ETFO members (20% or 41, with ETFO FTEs
accounting for 37% of all TDSB employees as of Oct. 31, 2019), OSSTF members (19% or 39, with
members comprising 17% of all TDSB FTEs), Schedule Two Network members (TSTN, 19 or 9%, with
TSTN members constituting less than 3% of all TDSB FTEs)*3 or CUPE Unit C (8% or 16) and Unit B (6% or
13) — with all CUPE units comprising 36% of all TDSB FTEs as of Oct. 31, 2019. This trend continued in
2019/20, for the most part, with Principals and Vice Principals accounting for an even greater share (39%)
of all complaint respondents (202) in 19/20 (as compared to 29% or 60 in 18/19), followed by ETFO (16%
or32), TSTN (22% or 24) and CUPE Unit C (9% or 18), and OSTTF (8% or 16). Relative proportions of staff
by employee groupings remained constant in 19/20 for baseline comparison purposes. (See Appendix B,
Figure 11 for a table version of the data presented below, as well as for more on cases resolved each year
by Respondent Affiliation).

** Respondent refers to a person, or other entity, against whom a complaint is made, whether an individual or an organization.

12 TDSB staffing data by Full Term Equivalent employee groups leaves out significant numbers of TDSB employees employed
on a part-time or occasional or casual basis, and thus is not entirely accurate as a benchmark, since complaint data covers all such
employee groupings.

13 All “Other Non-Union” employees, which includes TSTN members, but also numerous other employee groups (e.g.
Superintendents and Senior Team members), accounted for 3% of all TDSB FTEs as of October 31, 2019.
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Percentage of Complaints Received by Respondent Affiliation
September 1, 2018 to August 31, 2019
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2.2. HRTO Applications

Data relating to HRTO “applications” (complaints) involving the TDSB can be instructive of the kinds of
human rights issues prevailing at the Board, even if based on self-reports and perception. The data in this
Report is derived from TDSB Legal Services, based on internal information.

The number of HRTO complaints involving a TDSB party has somewhat decreased in the 2019/20 year
from 30in 18/19 to 25 in 19/20.
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Number of TDSB Applications at HRTO

31
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Number of Cases

An increasing number of complaints filed with the Human Rights Tribunal of Ontario involving the TDSB
are in the realm of educational service provision (56% in 19/20 school year, with employment related
cases constituting 44% of all HRTO complaints that year).

Percentage of HRTO Applications by Social Area

120%

100%
80%
60%
40%
20%

0%
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B Employment B Goods, services and facilities ~ ® Membership in unions, trade or professional associations.

By a large margin, the top two grounds of human rights complaints at the HRTO involving the TDSB in
the 19/20 school year were disability (60%) followed closely by race (56%) with the next most frequently
cited ground being sex (16%). This is not too dissimilar from HRO internal complaint data trends, though
race complaints are significantly more frequent than disability or any other complaint grounds within the
TDSB's internal complaint process.

33





HUMAN RIGHTS UPDATESARITI AL REPORT 2018-2020

Number and Percentage of TDSB Applications at HRTO by Grounds Cited

2019/2020
NUMBER OF HRTO
GROUNDS APPLICATIONS PERCENTAGE

Creed 3 12%
Disability 15 60%
Family and Marital Status 3 12%
Gender Identity and Gender
Expression 2 8%
Race and related grounds 14 56%
Sex 4 16%
Sexual Orientation 2 8%
Reprisal 5 20%
Association 2 8%
Total Number of HRTO
Applications Involving
Human Rights 25

2.3. Hate activity

Number of Hate Activity Reports

Under section 6.8 ("Hate Motivated Activity”) of Procedure 515 Workplace Harassment Prevention and
Human Rights (the October 24, 2017 revised version),** employees were obliged to report to managerial
staff “any hate-motivated violence or any incitement to hate-motivated violence” that they witnessed or
encountered, including “any symbols displayed or other representations clearly identified with groups
which promote hate and violence”. Managerial staff were in turn instructed to report this to their
Superintendent and the HRO using a “515B Form”.

There were no hate activity reports reported to the HRO in 2018. However, by the end of the 18/19 school
year, there were 64 Hate Activity Reports (515B Forms) submitted to the Human Rights Office, largely
due to a communications push that began with an April 15, 2020 Memo from the Executive
Superintendent of Human Rights and Indigenous Education to all Senior Team members (following

14 The 2017 version of PR515 containing section 6.8 (“Hate Motivated Activity”) was operative over the 18/19 and 19/20 school
years before being updated June 24, 2020 when an entire new Procedure (728) Reporting and Responding to Incidents of Racism
and Hate Involving or Impacting Students was first made operational, solely dedicated to addressing racism and hate activity,
which led to the rescinding of section 6.8 in PR515. TDSB administrators, however, continued to use the old 515B forms for
reporting purposes as an interim measure up until the end of October 2020, when new interim forms and then a Racism, Bias &
Hate Online Portal was introduced and subsequently made mandatory in replacement of 515B forms on November 30, 2020 for
reporting and tracking purposes. The definition of hate activity also evolved with the introduction of PR515 to include hate/bias
incidents that are not a criminal offence. However, even prior to the introduction of PR728, at least since the June 2019 launch of,
and concerted communications around, the Expected Practices Guide, administrators were being encouraged to interpret “hate
activity” broadly and liberally, in a way that also covered incidents of hate/bias short of a criminal threshold.
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changes to the 515B form in March 2019),*> which was in turn amplified and reinforced by concerted
Director messaging and Board training for Administrators and Senior Team Council members following
the release in June 2019 of the Expected Practices for Understanding, Addressing and Preventing
Discrimination guide. The data verifies the impact of such communications as there were only 15 hate
activity reports submitted from the beginning of 2018 school year to April 14, 2019, and this number

nearly doubled to 28 between April 151 and June 10

th 2019, and shot up to 312 in the period June 11, 2019

to Aug. 31, 2020.
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15 The change made to 515B made by Executive Council in March 2019 was that references to “hate group activity” were

changed

to “hate activity” in PR515 and the 515B form. This change was communicated to all Senior Team members on April

15, 2019, including with a memo for distribution to Administrators which stated:

The purpose of this memo is to highlight the Toronto District School Board’s expectation that school administrators
report all cases of hate-motivated activity to their Superintendent of Education by submitting a completed Hate
Activity Interim Report (Form 515B) (attached), along with a copy to the Senior Manager of Human Rights. This
requirement is detailed under Section 6.8(d), Hate Motivated Activity, in TDSB Operational Procedure PR515
Workplace Harassment Prevention and Human Rights (attached, please see pages 20-21).

Context:

The Board is committed to ensuring that every TDSB school is a welcoming, respectful learning environment, free of
hate, where all students, staff and school community members can feel safe and respected. At the individual school level,
school administrators have primary responsibility for addressing any hate-motivated activity that threatens the safety and
well-being of students and staff. School administrators depend on supports—advice, training, tools and programs—
provided by a number of central staff including those in Caring and Safe Schools, Student Support Services,
Communications, Human Rights, and others.
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Number of Hate Activity Reports by Time Period
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There was a total of 291 hate activity reports submitted in the 19/20 school year, representing more than
a quadrupling of the 64 hate activity incidents reported the previous school year.

Number of Hate Activity Reports by School Year
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The data presented above also appears in table format in Appendix C, Figure 3.

Hate Activity Reports by Learning Centre and Learning Network

In the 18/19 year, most hate activity reports came from administrators in Learning Centre 4 (29), followed
by Learning Centre 2 (19), Learning Centre 1 (11) and Learning Centre 3 (5), which submitted the fewest.
The highest number of hate activity reports were submitted from Learning Network (LN) 24 (9), followed
by LN 10 (8), LN 5 (7) LN 20 (7) and LN 23 (6). There were no hate activity reports submitted by LNs 2, 4,
9, 13, 15 and 18, and only one or two hate activity reports submitted from LNs 3 (1), LN 6 (1), LN 122 (1), LN
16 (1), LN 12 (2), (24), LN 17 (2) LN 29 (2) and LN 21 (2) in 18/19.
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Percentage of Incidents Reported by Learning
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In the 19/20 school year, most hate activity reports were submitted by administrators in Learning Centre 1
(1129), and Learning Centre 4 (100), with fewer being submitted in Learning Centre 2 (55) and Learning
Centre 3 (14). The highest number of hate activity reports in 19/20 came from LN 5 (46), LN 23 (24), LN 6
(20) and LN 4 and 19 (with 18 each). The fewest hate activity reports came from LN 18 (o in both years),
LN 7 (2), LN 23 (2), LN 14 (2), LN 15 (2), LN 11 (3), and LN 16 (3).

It is important to note here that numbers of hate activity reports do not necessarily reflect the actual
number of hate related incidents and low numbers may be equally or even more a cause for concern, to
the extent they reflect reporting patterns rather than actual incident patterns, which is difficult to assess.

The fact that many Learning Networks exponentially increased their hate activity reports year over year is
but one indication of the potential impact of reporting patterns on the data.

Number of Hate Activity Reports by Learning Network
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Figure 14: Number of Hate Activity Incidents Reported by Learning Network and Learning Centre and

School Year
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LOCATION YEAR 31, 2020
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September 1, 2018 -
August 31, 2019
Learning Network 1 2 6
Learning Network 2 0 18
Learning Network 3 1 11
Learning Network 4 0 18
Learning Network 5 7 46
Learning Network 6 1 20
Learning Centre 1 Total 11 119
Learning Network 7 3 1
Learning Network 8 3 19
Learning Network g9 0 12
Learning Network 10 8 15
Learning Network 11 4 3
Learning Network 12 1 5
Learning Centre 2 Total 19 55
Learning Network 13 0 2
Learning Network 14 2 2
Learning Network 15 0 2
Learning Network 16 1 3
Learning Network 17 2 5
Learning Network 18 0 0
Learning Centre 3 Total 5 14
Learning Network 19 2 18
Learning Network 20 7 15
Learning Network 21 2 12
Learning Network 22 3 16
Learning Network 23 6 24
Learning Network 24 9 15
Learning Centre 4 Total 29 100
Other o) 3
OVERALL TOTAL 64 291

Grounds

Hate activity reports - 515B forms - contain very little information and do not require the submitter to
identify the grounds of hate involved, unlike human rights complaint forms which allow for self-
identification of grounds. Each 515B form thus had to be coded to discern the grounds involved, which
were most often contained in the general description field, or through further consultation. This
descriptive coding process also enabled a closer, more disaggregated window into the types of hate
activity being reported, than allowed for by aggregate grounds like race, and thus provide a unique fine-
grained window into the type of racism and hate predominant in schools.
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The review of hate activity incident reports found that the overwhelming majority of hate activity
reported related to race or a race related ground (64% or 41 of 64 cases in 18/19 and 69% or 201 out of a
total 291 cases in 19/20). This was followed by religion/creed (31% or 20 of 64) in 18/19 and sexual
orientation (17% or 49 of 291) in 19/20, at which time religion/creed switched places with sexual
orientation to become the third most common ground (14% or 40 of 291) of hate activity.

Number & Percentage of Hate Activity Reports by Ground
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Breaking down these categories of hate activity even further revealed that the overwhelming majority of
hate incidents involved anti-Black racism, which accounted for 39% (or 25 of 64) of all hate activity
reported in 2018/19, and 41% (119 of 291) of all hate activity reported in all schools in the 2019/20 school
year, followed by antisemitism (23% or 15), other forms of racism (17% or 11), and homophobia (9% or 6)
and Islamophobia (6% or 4) in 18/19. In 19/20 the second most common form of hate activity reported
after anti-Black racism was other forms of racism (21% or 62), followed by homophobia (26% or 48) and
antisemitism (11% or 31 of 291 total cases).
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Number and Percentage of Hate Activity Incidents Reported by Type
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The data moreover reveals that there has been a relatively significant growth in the number of hate
activity incidents reported involving anti-Asian racism (from o in 18/19 to 12 or 4% in 19/20), as well as in
anti-Black racism (especially in absolute terms, from 25 or 39% in 18/19 to 119 or 41% 19/20), homophobia
(from 6 or 9% in 18/19 to 48 or 16% in 19/20), other forms of racism (11 or 17% in 18/29 to 62 or 21% in
19/20) and antisemitism (at least in absolute terms, growing from 15 in 18/19 to 31 incidents in 19/20,
albeit at reduced relative share of 11% versus 23% in 18/19).

2.4. Consults

The following consults data began to be systematically compiled by HRO staff working on human rights
complaint resolution — including the Manager, Human Rights Assistant, and four Senior Human Rights
Officers, and Outreach and Engagement Officer - in January 2020 (by which time it became apparent that
our new Inquiry Portal would not be ready for use this year). They counted 197 consultations over an 8-
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month period between January 1, 2020 and August 31%, 2020 — which anecdotally was found to be a
significant increase in the number of consults from the previous year.*® Most of these consultations were
with Principals/Vice Principals (49% or 96 of 197) and Superintendents/Executive Superintendents (40%
or 78 of 197) seeking advice on their human rights responsibilities, primarily with respect to human rights
issues in the context of the provision of educational services to students.

Number of Consults by Position of Person Consulting HRO
January 1 to August 31, 2020

Support Staff
Manager/Supevisor
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Parent

Other TDSB Staff 3%
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Superintendent/Executiv
Superintendent
40%
This is affirmed in the consult data that shows that advice was the most common type of HRO assistance
requested (86% or 170), followed by assistance with investigation (12% or 23 inquiries). Most consults,
moreover, related to human rights matters (78%), with a majority of consults pertaining to rights and
responsibilities in the context of educational services (55% or 108), followed by matters in the
employment context (44% or 87). Such data —together with the HRO’s growing involvement in helping
to advise on the resolution of hate activity incidents in schools involving or impacting students - suggests
that the HRO is beginning to succeed in apportioning a more balanced share of its time and resources to
human rights issues in education, as this impacts on students. The number of HRO consults rose
particularly after the introduction and operationalization of PR728 in June 2020, at which time
Organizational Response Team meetings began to occur and account for many HRO consultations. (See
Appendix F for further details on consultations, including very large spike in June 2020 following the
operationalization of PR728 and its associated Organizational Response Team meetings at the end of the
last school year).

16 Besides only representing one half of the school year, this number does not reflect the many consults routinely engaged in
by the Senior Manager, Executive Superintendent of Human Rights and Indigenous Education, as well as somewhat less
frequently, the Senior Policy, Education & Organizational Change Specialists.
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3. Evaluating the state of human rights at the TDSB

3.1 Continuum of Human Rights Organizational Change — A Systemic Perspective of Where We Are
At

In order to assess the state of human rights at the TDSB, and HRO efforts to date, it is necessary to have
an orienting framework within which to situate where the TDSB is at on the human rights organizational
change journey. The model below provides such an orienting overall evaluative framework, and may also
be used to interrogate existing measures, and inform the further development of Key Performance
Indicators (KPIs) in the future.

Continuum of Human Rights Organizational Change: ¥/

2. Identification of

human rights issues

& crisis/conflict
management

4. Proactive,
systemic prevention
& inclusive system

design

1. Erasure,
suppression &
minimization of
human rights issues

3. Early detection &
resolution of human
rights issues

While the stages of human rights organizational change enumerated above are not necessarily traversed
in a perfectly linear or sequential manner, the data in this Report suggests that the TDSB is predominantly
at Stage 2 of this continuum (issue/complaint/crisis management), though in some respects the Board
(e.g. lack of a formalized student/parent human rights complaint process and ongoing complaint backlog
and delays in processing) the Board is in effect at Stage 1, and in others (e.g. the kind of proactive
reporting of racism and hate activity in schools and monitoring of incidents and responses with the
passing of PR728.) The Board is beginning to move towards Stage 3. In yet other respects still, for
example, when the updated Po31 Human Rights Policy becomes active in spring 2021 it will impose and
embed new proactive “positive human rights duties” on system leaders and staff, so that the burden of
upholding rights and maintaining discrimination free workplaces is placed more up front on the shoulders
of “directing minds” and those with power, rather than on the victims of discrimination “after the fact”
(the current complaint driven and focused model) - then there are some signs of hope and foundations
that are being, and have been, laid which could enable the TDSB to become a true human rights leader in
the future, if the Board stays the course. In this respect, the ongoing modernization of data collection,
monitoring and reporting tools, begun over the last two years, will be a particularly essential precondition
for a much more strategic, proactive and systemic approach to human rights enforcement. If put to
proper and meaningful use, the increasing availability of more finely tuned diagnostic tools and more and
more granular data should not only enable more targeted and proactive remedial and preventative
interventions over time, but may also become increasingly operationalized and embedded into personnel
and system performance evaluation and performance management systems and processes, in such a
manner, ideally, as increasingly holds management and staff accountable for upholding human rights in
their areas of supervision, in ways that have real and tangible consequence for their career trajectories at

17 Towards a Global Evaluative Framework This simple model of the stages and characteristics of human rights organization
change was developed by the HRO’s Senior Manager, Remi Warner, based on over a decade of experience working with mostly
large public sector organizations on human rights organizational development, and as informed by the Ontario Human Rights
Commission’s organizational change guide, Human Rights and Policing: Creating and Sustaining Organizational Change which
provides a valuable resource for organizations beyond the policing sector.
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the Board, including hiring and promotion decisions. Once these conditions begin to be met - and the
journey has begun (albeit with some resistance in places) - the days of leaving human rights issues to boil
over and fester (as “not our core business”) only to pass on to the Human Rights Office to come in and
clean up at the last hour (at the most difficult to resolve endemic stage of conflict years in the making),
those days, hopefully, will be numbered.

3.2 Multi- year Strategic Plan Key Performance Indicators
The Multi-Year Strategic Plan sets out four Key Performance Indicators (KPIs) to gauge the success of the
Human Rights Action Plan (see Appendix A). These include:

e Student, staff and parent census data

e The number of human rights complaints
e The number of human rights complaints resolved through “early resolution” and investigations

e Thelength of time needed to resolve human rights cases

The first KPl is discussed in section 3.2. and the last three indices are discussed in section 3.2.2 as well as
3.3 and 3.4. Future iterations of the Human Rights Action Plan will need to provide for a more well-
rounded set of measures of the state of human rights protection and promotion at that Board, beyond
merely complaint data, as this is as a minimal baseline indicator of performance.®

3.2.1 Census survey data

What students, staff and parents are telling us through perception survey data, including as concerns the
fulfillment of their human rights, their equitable and respectful treatment, and overall well-being,
inclusion and belonging at the TDSB (among other indices) are an important indicator of success for the
Board’s human rights efforts.

Given the depth and breadth of TDSB Staff, Student and Parent Census survey data supplied to the HRO
from TDSB Research and Development, notable findings are presented in the tables below with a
particular focus on segments of the population whose experiences and perceptions significantly depart
from those of their peers. In this regard, survey findings of “significance” have been operationalized on
the basis of a 9/10ths standard*9 — with a g/10™" of a difference in responses among survey respondent

18 As the Board strives to move beyond Stages 1 and 2 of human rights organizational change, it will become increasingly
necessary and important to gauge the nature and depth of systemic level change, which may not be captured by complaint data
alone (insofar as it is conceivable to have a low number of complaints, or high rate of their early resolution, and yet still be
lacking any meaningful or substantial transformation in relations of power, inequality and inequitable outcomes at the Board).

9 The 9/10ths standard is an adaptation of the 4/5ths rule used by US government agencies to determine potential “adverse
impact” and disparate treatment in the context of employment. The Uniform Guidelines on Employee Selection Procedures
(1978) elaborates this rule, as used by America’s Federal Equal Employment Opportunity Commission: Adverse impact and the
“four-fifths rule.” A selection rate for any race, sex, or ethnic group which is less than four-fifths (4/5) (or eighty percent) of the
rate for the group with the highest rate will generally be regarded by the Federal enforcement agencies as evidence of adverse
impact, while a greater than four-fifths rate will generally not be regarded by Federal enforcement agencies as evidence of
adverse impact. (https://www.govinfo.gov/content/pkg/CFR-2011-title29-vol4/xml/CFR-201 1-title29-vol4-part1607.xml;
Accessed Dec 6, 2020).

The Commission’s “Questions and Answers to Clarify and Provide a Common Interpretation of the Uniform Guidelines on
Employee Selection Procedures” provides further information on this standard, and clarifies: “This ‘80%’ or ‘4/5ths’ rule of
thumb is not intended as a legal definition, but is a practical means of keeping the attention of the enforcement agencies on
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sub-groups*° — deemed to be substantial enough as to warrant, at minimum, highlighting as a potential
concern for further scrutiny from a human rights perspective.

3.2.1.1 Staff Census and Well-Being Survey (2017)

The 2017 Staff Census and Well-Being Survey, administered in the Fall of 2017, provides a high-quality
baseline snapshot of the state of staff well-being overall — as indicated by more than 11,000 respondents.
It also enables a disaggregated picture of the degree to which various subgroups perceive and report
experiencing discrimination, consistent with the MYSP Human Rights Action Plan goal of identifying,
addressing and removing “discriminatory institutional...practices” that “negatively impact staff” and
“lead to inequitable outcomes”.

By way of summary, most (85%) TDSB staff agreed or strongly agreed that “people from all backgrounds
are treated fairly in our workplace”. However, those who identify as disabled, Black, Latin American or
Muslim diverged significantly with this consensus, being significantly less inclined to answer as
affirmatively (applying the abovementioned g/10ths rule of substantial significance). Moreover, while 3
out of 4 TDSB employees (76%) strongly or somewhat agreed that harassment, discrimination or violence
are harms that the TDSB aims to prevent, one subgroup was significantly and substantially less inclined to
agree with this finding: staff who identify as disabled (only 58% of whom agreed with this assessment).
When asked if "My employer deals effectively with situations that may threaten or harm employees (e.g.
harassment, discrimination, violence)”, 7 out of 10 (71%) strongly or somewhat agree that the TDSB
effectively deals with such situations. Nevertheless, the fact that 1 in 8 (12%) employees strongly disagree
with this statement is concerning, as is the fact that only 55% of staff who identify as disabled agreed or
strongly agreed with the statement, standing out among demographic groupings.

In response to the question of whether or not staff are experiencing discrimination, a concerning 10% of
respondents (N=1,185) answered “yes”, with the most frequently cited grounds of discrimination being
identified, in descending order, as: race (33% or 386); Culture or Ethnicity (28% or 335); Age (27% or 321);
Gender Identity (15% or 172) and Religion, Creed or System of Belief (121% or 136). Among those within
the 10% of TDSB staff who reported experiencing discrimination, 25% (N=182) were disabled, 19% (N=29)
were Latin American, 19% were (N=29) Muslim, 17% (N=119) were Black, 17% (N=130) were South Asian,

serious discrepancies in rates of hiring, promotion and other selection decisions” (ibid.). The 4/5ths rule has also been cited in
Canadian discrimination case law. For the purposes of this Report, a lower threshold than 9/10ths (say, 8/10ths) would have
resulted in very few significant findings, while, on the other hand, a higher threshold would result in an overabundance of
significant findings to the point of virtual meaninglessness. Consequently, the 9/10ths standard was decided upon, by the HRO, as
a reasonable middle ground. Aside from the 9/10ths standard, the HRO survey analysis findings have also been narrowed down
by excluding significant findings that pertain to non-cognizable groups. For example, the category of disability features three sub-
categories: student who identify as disabled, those who do not, and those who are “not sure.” Although students in the “not sure”
sub-category (10.6% of all grade 7-12 respondents) have significantly lower feelings of belonging and well-being than other
students, they are a non-cognizable group in the sense that agglomerations of individuals who are “not sure” if they have a
disability do not constitute a Code protected group.

29 The 9/10th standard of “substantial finding” has been operationalized as follows, by way of example:
e 78% of students in grades 7-12 report that school rules are applied to them fairly (all the time or often)
e 69% of students who identify with race XYZ report that school rules are applied to them fairly (all the time or often)

®  9/10ths of 78% is 70% (rounded down) and since 69% falls below this threshold, the findings pertaining to XYZ
students would be flagged as significant.
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17% were Hindu (N=55), 15% identified as Mixed Racial Identity (N=75) and 15% identified as bisexual
(N=15%).

While it is concerning that 10% of all TDSB employees reported experiencing discrimination, a recent
(November 2019) survey by the Centre for Canada’s Future found that 30% of Canadians who identify
with a specific diversity group reported experiencing at least one incident of discrimination at their
current employer — including 41% of respondents with a disability, 40% of Indigenous respondents, 34%
of respondents who identify as people of colour, 33% of LGBTQ+ respondents, and 33% of women, to put
such data in some comparative perspective.

Fair treatment of people from all backgrounds
Table 1 demonstrates that, overall, TDSB staff are inclined to agree with the proposition that people from
all backgrounds are treated fairly; fully 85% of staff somewhat agree or strongly agree.

TABLE 1: PEOPLE FROM ALL BACKGROUNDS ARE TREATED FAIRLY IN OUR
WORKPLACE

Percent Count
Strongly Disagree 6% 681
Somewhat Disagree 10% 1,123
Somewhat Agree 37% 4,205
Strongly Agree 48% 5,486
Total 100% 11,495

However, based on the g/10t" significance standard, by which agreement of 77% or lower (85% x 0.9)
qualifies as significant, there are four subgroups that have a more critical view of how fairly people of all
backgrounds are treated. Specifically, as Table 2 shows, those who identify as disabled, Black, Latin
American or Muslim stand out in this regard.?*

TABLE 2: PEOPLE FROM ALL BACKGROUNDS ARE TREATED FAIRLY IN OUR

WORKPLACE
(Significant Findings for Somewhat Agree or Strongly Agree)
Percent Count??
Disabled - Yes 74% 542
Race - Black 74% 512
Race — Latin American 75% 115
Religion —Islam 74% 261

21 For Table 2, and the significant findings tables that follow, we have excluded the responses of nhon-cognizable
groups, as well as groups with very low respondent counts. So, for example, responses from survey takers who
selected “prefer not to answer” (non-cognizable) for gender were excluded, and the same applied to those who
listed two-spirited (11 respondents in total) as their sexual orientation.

22 These counts represent the numbers of respondents from each demographic grouping who selected the given response.
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Employer efforts to prevent harm from harassment, discrimination and violence

Generally speaking, staff hold the view that the TDSB makes efforts to prevent harm to employees. Three
out of four employees (76%) agree, strongly or somewhat, that harassment, discrimination or violence are
harms that the TDSB aims to prevent (Table 3).

TABLE 3: MY EMPLOYER MAKES EFFORTS TO PREVENT HARM TO

EMPLOYEES FROM HARASSMENT, DISCRIMINATION OR VIOLENCE
Percent Count
Strongly Disagree 10% 1,158
Somewhat Disagree 15% 1,687
Somewhat Agree 41% 4,662
Strongly Agree 35% 3,967
Total 100% 11,474

Rather strikingly, only one subgroup had a significantly lower than average assessment of how the TDSB
performs such preventative functions. Specifically, 58% of staff who identify as disabled (N = 421) said the
TDSB makes efforts to prevent the aforementioned harms, a figure below the overall agreement
percentage that this finding highlights a need for dedicated engagements with employees who identify as
disabled.

Employer efforts to deal with potential threats and harms

Shifting to the related subject of how the TSDB deals with situations that may threaten or harm
employees, seven out of ten (71%) employees strongly agree or somewhat agree that the TDSB
effectively deals with such situations (Table 4). Still, it is rather concerning that a non-negligible fraction
of respondents, one of eight (12%), strongly disagree.

TABLE 4: MY EMPLOYER DEALS EFFECTIVELY WITH SITUATIONS THAT MAY THREATEN
OR HARM EMPLOYEES (E.G., HARASSMENT, DISCRIMINATION, VIOLENCE)

Percent Count

Strongly Disagree 12% 1.395

Somewhat Disagree 17% 1,949

Somewhat Agree 4,0% 4,542

Strongly Agree 31% 3,498

Total 100% 11,384

Among staff who had significantly lower agreement levels (on this measure, 64% or less), three
subgroups have been identified, as shown in Table 5.
TABLE 5: MY EMPLOYER DEALS EFFECTIVELY WITH SITUATIONS THAT MAY THREATEN
OR HARM EMPLOYEES (E.G. HARASSMENT, DISCRIMINATION, VIOLENCE)
(Significant Findings for Somewhat Agree or Strongly Agree)

Percent Count
Disabled - Yes 55% 397
Sexual Orientation — Bisexual 64% 94
Religion — Atheism 64% 335
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It should be noted that staff who identify as disabled have, yet again, expressed views that are critical of
the TDSB on these measures, all of which signals problems in need of serious exploration and, where
possible, rectification.

Experiencing Discrimination

In response to the matter of whether they are experiencing discrimination, 10% of respondents (N =
1,185) answered “yes.” In accord with HRO complaint data, Table 6 shows that race is the main ground
upon which staff experience discrimination, followed by, in descending order, culture, age, gender
identity and religion.

Table 6: Experiencing Discrimination — Main Grounds
Percent Count
Race 33% 386
Culture or Ethnicity 28% 335
Age 27% 321
Gender Identity 15% 172
Religion, Creed or System of Belief 11% 136

With respect to the percentage of staff within each subgroup who report experiencing discrimination, 25%
of staff who identify as disabled (N = 182) were experiencing discrimination. Other notable subgroups in
this regard (bearing in mind that, overall, 10% of staff experienced discrimination) were staff who are
Latin American (19%, N = 29), Muslim (28%, N = 62), Black (27%, N = 119) South Asian (17%, N = 130),
Hindu (17%, N = 55), mixed racial identity (15%, N = 75) and bisexual (15%, N = 23).

Moving forward, as more staff surveys are conducted in the coming years, the HRO working closely with
other departments in the Board will be paying particular attention to how the concerns of these
subgroups are addressed within the TDSB.

3.2.1.2 Student and Parent Census (2017)

The TDSB’s 2016-17 Student and Parent Census, 23 based on 46,070 responses from grade 4-6 students
and 86,593 responses from grade 7-12 students, constitutes a valuable source of information on student
experiences with matters such as fair (or unfair) application of school rules, degrees of belonging, senses
of well-being, perceptions of respect and related concerns. Usefully, from a human rights standpoint, the
response data is broken down by variables such as religion, sexual orientation, race, dis/ability, gender
identity, etc., all of which facilitates analyses of differentiated and/or convergent school experiences.
Although the material which follows cannot be regarded as definitively indicative of the state of human
rights at the TDSB, it is nonetheless reasonable to surmise that when multiple experiential and perceptual

23 For the 2016-17 census cycle, the Student Census was administered from Grades 4-12 and Parent Census was administered
to parents/qguardians of students in JK to Grade 6 (there was overlap to examine feasibility and compare data/accuracy for
Grades 4-6 students). In cycles prior to 2016-17, the Student Census was administered from Grades 7-12 and Parent Census was
administered to parents/guardians of students in JK to Grade 6. See TDSB website for more on this reqular periodic survey:
https://www.tdsb.on.ca/research/Research/Parent-and-Student-Census.
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measures of fairness, well-being, respect, etc., are pointing in similar directions, positively or negatively,
such findings can be regarded as a bellwether of what is occurring in schools week in and week out.

By way of high level synopsis, the data shows that Black and gender non-conforming students from
grades 4 all the way through to grade 12 are significantly less inclined to feel that the rules are applied to
them fairly, in addition to Indigenous students and Indigenous Spirituality-practicing students in grades 7-
12. A substantial number of Code protected student groups in grades 7-12, moreover, feel lower degrees
of belonging in school, including those who self-identify as having a “disability”, Black students, Latin
American students, non-binary students, LGBTQ+ students, and Indigenous Spirituality practicing
students. When grades 7-12 students were asked whether "My teachers respect my background”, two
groups were found significantly less likely to answer in the affirmative: Indigenous students and students
who practice Indigenous Spirituality. Significant subsets of the grades 7-12 student population also
reported having relatively lower degrees of well-being, including: East Asian students, students who
identify as disabled, agnostic and atheist students, students who practice Indigenous Spirituality,
LGBTQ+ students and nonbinary students. The data informing this synopsis is presented in further detail,
as well as in Appendix H.

Application of School Rules

Among student respondents in grades 7-12, the vast majority report that school rules are applied to them
in a fair manner. As shown in Table 1, 78% of students state that rules are applied fairly either all the time
or often.

Table 1: SCHOOL RULES ARE APPLIED TO ME IN A FAIR WAY
(Grades 7 -12)
Percent Count
All the time 41% 34,484
Often 37% 31,072
Sometimes 16% 13,678
Rarely 4% 3,613
Never 2% 1,793
Total 100% 84,640

Nonetheless, there are subsets of the overall grade 7-12 student body who report significantly different
experiences:

e Under the category “race,” 64% of Black students (N = 6,604),%* and 67% of Indigenous students
(N =135), say school rules are applied to them in a fair way all the time or often.
e Under the category “gender identity,” 64% of non-binary students (N = 561) say school rules are

applied to them in a fair way all the time or often.

24 Total number of Black respondents who selected all the time/often = 6604.
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e Under the category “religion,” 66% of students who practice Indigenous Spirituality (N = 73) say

school rules are applied to them in a fair way all the time or often.

Like their counterparts at higher grade levels, respondents in grades 4-6 tend to positively assess rule-
related matters at the TDSB. Responding to a somewhat different question — whether rules are fair,
rather than whether rules are fairly applied to them —75% of these students regard rules as being fair all
the time or often, as illustrated in Table 2.

Table 2: SCHOOL RULES ARE FAIR
(Grades 4-6)

Percent Count
All the time 45% 20,306
Often 30% 13,555
Sometimes 17% 7,784
Rarely 5% 2,129
Never 3% 1,140
Total 100% 44,914

Notably, however, two categories of grades 4-6 students are fair less inclined to see school rules are fair:

e Underthe category “race,” 65% of Black students (N = 3,506) see rules as fair all of the time or
often.?s
e Under the category “gender identity,” 55% of non-binary students (N = 58) see rules as fair all of

the time or often.2®

These results demonstrate that Black students, from grade 4 all the way to grade 12, are less likely (based
on the g/10ths standard) to assess TDSB schools as environments in which rule-related matters are fair all
of the time or often. The same applies to non-binary students, a finding that is worthy of closer
examination, even though the numbers of non-binary respondents, in both grades 4-6 and grades 7-12,
are very small.

Sense of Belonging

The Multi-Year Strategic Plan states that “students...feel a greater sense of well-being when they are
engaged and feel that they belong, and feel safe and included.”?” The grade 7-12 Student Census enables
ascertainment of the degree to which students feel like they belong in their schools, and, as shown in
Table 3, nearly two-thirds of students — 64% - feel like they belong in their schools all the time or often.

25 Total number of Black respondents who selected all the time/often = 3506
26 Total number of non-binary respondents who selected this = 58
27 Pg. 4 — Multi-Year Strategic Plan
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Table 3: | FEEL | BELONG IN THIS SCHOOL
(Grades 7-12)

Percent Count
All the time 28% 23,937
Often 36% 30,713
Sometimes 24% 20,094
Rarely 8% 7,020
Never 4% 3,467
Total 100% 85,231

On the basis of the g/10t™significance standard (equal to or less than 58% for this survey question) there
are a striking number of subsets of the student population who feel lower degrees of belonging:

e Under the category “disability,” 56% of students who identify as disabled (N = 4,366) feel a sense
of belonging all of the time or some of the time.?®

e Under the category “race,” 56% of Black students (N = 5,819), 55% of Indigenous students (N =
112), and 58% of Latin American students (N = 920) feel a sense of belonging all of the time or
some of the time.

e Under the category “gender identity,” 44% of non-binary students (N = 398) feel a sense of
belonging all of the time or some of the time.

e Under the category “sexual orientation,” 50% of LGBTQ+ students (N = 2,202) feel a sense of
belonging all of the time or some of the time.

e Under the category “religion,” 52% of students who practice Indigenous Spirituality (N = 57) and
52% of students who practice Spirituality (N = 434) feel a sense of belonging all of the time or

some of the time.

The fact that this many students, all of whom fall under the ambit of Code protected groups, report
relatively low levels of belonging at their schools is a finding of concern and should be further explored
through a human rights lens.

Respect for Background

Whereas the sense of belonging question was pitched at a general level, with no specification of actors
within school environments who positively or negatively shape experiences of belongingness, another
question asks grade 7-12 students to report the degree to which teachers, specifically, have respect for
their backgrounds. Here, the overall findings (presented in Table 4) are encouraging given that 92% of
students indicate that all or most of their teachers respect their backgrounds.

28 Total number of respondents who identify as disabled = 7,760
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There are, however, two interrelated exceptions to this overall picture:

e Under the category “race,” 82% of Indigenous students (N = 82) report that all or most of their
teachers respect their background.

e Under the category “religion,” 83% of students who practice Indigenous Spirituality (N = 43) report
that all or most of their teachers respect their background.

Well-being

All of the aforementioned survey findings — pertaining to rules and rule application, sense of belonging,
and respect for backgrounds — bear upon a critical consideration, namely, student self-assessments of
their well-being. On this measure, as shown in Table 5, 75% of students rate their well-being as middle or
high on the survey’s well-being index.

30,775

75% 94,339
100% 125,114

One-quarter of students rate their well-being as low, which is concerning, as are a series of findings
showing that numerous segments of the grade 7-12 student body are not middle or high on the well-being
index:

e Under the category “disability,” 55% of students who identify as disabled (N = 4,087) report their
well-being as middle or high.

e Under the category “race,” 68% of East Asian students (N = 11,792) report their well-being as
middle or high.
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e Under the category “religion,” 50% of Agnostic students (N = 1,110),56% of students who are
Atheists (N = 2,666),2954% of students who practice Indigenous Spirituality (N = 59), 3° 54% of
students who practice Spirituality (N = 433) and 53% of students who practice another religion (N =
255) report their well-being as middle or high.

e Under the category “sexual orientation,” 36% of LGBTQ+ students (N = 1,546) report their well-
being as middle or high.

e Underthe category “gender identity,” 32% of non-binary students (N = 309) report their well-
being as middle or high.

3.2.2 Number of complaints, time to resolve, and early resolution
The Multi-Year Strategic Plan also includes the following complaint related performance measures for the
Board’s Human Rights Action Plan.

e The number of human rights complaints (success being defined as their reduction).

e Thelength of time needed to resolve human rights cases (the less time the better).
e The number of human rights complaints resolved through “early resolution” and investigations

(the more resolved the better).

Complaint numbers

The complaint data described in section 2.1 shows that the total number of active complaints has
increased from 287 on September 1, 2018 to 343 complaints by August 31, 2020 (see section 3.3. for
discussion of reasons for this trend). Reasons for the growth in human rights and workplace harassment
complaint numbers are discussed in section 3.3.1. The total number of hate activity reports has also more
than quadrupled from 64 hate incident reports in the 18/19 school year to 291 in the 19/20 school year.

From the perspective of the organizational change continuum discussed in section 3.1, an increase in the
reporting of incidents of discrimination, harassment and hate may not necessarily be a negative
phenomenon insofar as this can sometimes indicate that issues are increasingly being surfaced rather
than suppressed —representing progress along the organizational change continuum from Stage 1 to
Stage 2. It is a known phenomenon in the human rights world and literature for complaints to grow when
organizations begin building up their internal human rights infrastructure and as they expand their
outreach and promotion efforts. A growing number of complaints and incident reports can also be
indicative of the emergence of a more human rights friendly culture (at least relative to what preceded)
where people feel safe to come forward, and have sufficient confidence in the internal process, to file
complaints.3* That said, while the increase in racism and hate activity reporting is more a result of new

2 Total number of atheist respondents = 4,763.

30 Total number of respondents who practice Indigenous Spirituality = 109.

31 Although HRO complaint numbers have remained fairly stable over the last two years, had trends continued in the direction
they were moving just prior to the pandemic, the HRO was on track to have a record number of new cases submitted by the end
of the 19/20 year. The fact that complaint numbers have remained stable over the pandemic — when there is significantly less
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procedural accountabilities being imposed on administrators (which is a positive development), the
growth in the number of active complaints at the HRO is more likely a function of the HRO's strained
capacity to resolve incoming complaints while dealing with a growing backlog (as discussed in section

3.4.1).

Length of time to close cases

The total average age (in calendar days) of cases closed has decreased by 37.2 days year over year, from
an average of age of 576 days for complaints closed in 18/19 to 539 days in 2019/20. These numbers are
significantly skewed by the HRO's inheritance of a large backlog of cases at the beginning of 2018, as
demonstrated, for instance, in the number of cases filed in previous years on file with the HRO, and
number of backlog cases (defined as more than 270 days old) inherited as of September 1, 2018.

Age of Closed Cases

Number of Number of
Months Days complaints closed complaints closed
in 2018/19 in 2019/20
1-3 9o days or less 30 21
4—6 91-180 32 18
7—9 181 - 270 14 12
10-12 271 - 360 18 8
13-18 361-540 20 15
19 — 24 541—720 17 16
25 orolder | 721 and older 85 49
TOTAL 216 139
AVERAGE DURATION 576.19 538.99 days

interaction of workers in the workplace, as well as less students and parents in schools — suggests that overall complaint numbers
may well continue to rise significantly once the Board is back to pre-pandemic school and working.
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Age of Cases Closed in 2018/19 Age of Cases Closed in 2019/20

1-3 1-3
months

months
14% 15%
4-6 25 or older 4-6
months 35% months
15% 13%
7-9 7.9
mo?ths months
7% 9%
10-12 10-12

25 or older
39%

19-24

19-24 13-18 months months 13-18 months
months months 3% 11% months 6%
8% 9% 11%

The HRO has been closing many of these older cases over time but has not been able to keep up with all
of the incoming files, a challenge discussed in 3.3.1.

It should be noted, furthermore, that closing cases earlier than later is not always an indicator of success,
as the ultimate goal is to serve justice, make victimized parties whole, and restore relationships
appropriate, wherever possible, and sometimes this means taking more time with cases, rather than
prematurely closing or redirecting them. Anecdotally, for instance, the HRO in recent times has been
spending more time on the threshold assessment phase than previously, out of vigilance and a concern to
ensure we have sufficient information to dispose of the case appropriately (even though the prima facie
standard technically puts the onus on the complainant). This is a positive development from an ends
perspective, but could mean some cases take longer to close.

Early resolution

The HRO has yet to operationalize an official measure of “early resolution”. Any such future measure
would need to include cases that are resolved without ever making it to the complaint stage, which could
require tracking the outcomes of consultations among other things (not always an easy undertaking).
Early resolution as a measure may also include complaints that are resolved within 3 months of their filing
(and in this respect there has been a very marginal increase in the numbers of complaints closed within 3
months from 14% of closed cases in 18/19 to 15% of closed cases in 19/20). On a positive note, though not
fully quantifiable as yet (because what may appear to be a resolved “incident” could subsequently turn
into a complaint within a year’s horizon, and because student complaints are not currently centrally
tracked or handled by the HRO), there has been a very large increase in the number of reported incidents
of racism and hate involving or impacting students that are being addressed and resolved early - and
likely more appropriately with increasing HRO and central system support - as a result of the introduction
of the new early resolution-focused Procedure 728 (Reporting and Responding to Incidents of Racism and
Hate Involving or Impacting Students). PR728, for instance, requires (among other things) the reporting
of any racism or hate/bias incident within 24 hours, immediately addressing any safety needs of impacted
parties as soon as possible, and consulting with an Organizational Response Team wherever guidance on
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an appropriate response is required, and this no later than 3 working days after the incident report (with
any extension of such timelines requiring Executive approval).

One small indication of the scale of current TDSB efforts to resolve racism and hate incidents early (before
the complaint stage) is the fact the HRO has been involved in more than 62 Organizational Response
Team meetings between May 29, 2020 and August 31, 2020 alone (with the summer months
traditionally being a down time) — and this trend has continued to increase in the new 20/21 school year.
Plans are also underway (as discussed in section 4) at the HRO to increase the use of Alternative Dispute
Resolution through a concerted HRO-led, board-wide strategy.

3.3. Overall Successes

3.3.1 Increased overall Board capacity

The HRO has gone from an office of one Executive Superintendent and then one Senior Manager with
one casual Assistant and no staff (September/October 2018) — with over 200 cases to manage —to
becoming a fully staffed office of ten FTEs, spread out over two offices (including a newly constructed
west-end satellite office), with modernized case management and online reporting systems either built
(e.g. RBH Portal) or well on their way to completion (e.g. forthcoming Human Rights Inquiry Portal and
Complaint Portal, and case management system), and a significantly and proactively and systemically
expanded and reoriented transformational mandate (extending the reach of the office beyond
transactional complaint processing). The HRO got off the ground, drawing on the best practices and
thinking of human rights and equity practitioners from around the GTA and province, as concerns the
administration of human rights in K-12 educational settings. This was done through the hosting of a
premier meeting of human rights minds at the HRO's inaugural Human Rights and Education Symposium,
in partnership with York University in November of 2019.

The investment of time, resources and labour renewing the HRO has incontrovertibly increased the
capacity of the Board to protect and advance the human rights of all TDSB members, though this will take
some time to fully bear fruit, as with all meaningful change (as much of this restructuring work beneath
the scenes is low on the visibility horizon of initiatives but high in long term impact).

3.3.2 Increased HRO and Board capacity to effectively address student human rights issues

Another positive development has been the growth of the HRO’s mandate and service offerings beyond
the employment setting, which previously predominantly pre-occupied the HRO (at least in recent
history), in order to better serve, protect and promote the human rights of students and parents, on the
critical and essential service side of the Board’s mandate. While we are only at the outset of this critical
transition, and our ability to effectively engage and address student and parent human rights issues and
concerns will be largely dependent on resourcing going forward, this growth in HRO service offerings and
involvement is revealed in the following indicators through the following indicators:

a) exponential growth in the numbers of hate activity incidents in schools being reported to the HRO and

directly involving the HRO in a consultative capacity included through the newly introduced
Organizational Response Team.
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Number of Hate Activity Reports by School Year

o L —

September 1, 2018 - August 31, September 1, 2019 - August 31,
2019

School Year

2020

b)the growing number and proportion of complaints at the HRO involving human rights, including human
rights in educational services year over year, demonstrating the HRO's increased focus on human rights in

schools, rather than its previous disproportionate focus on non-human rights related workplace bullying
and harassment (down from 45 % in 18/19 to 33% of the HRO's complaint portfolio in 19/20).

TYPE OF 2018/2019 2018/2019 2019/2020 2019/2020
COMPLAINT NUMBER OF | PERCENTAGE | NUMBER OF | PERCENTAGE
COMPLAINTS COMPLAINTS
Workplace 95 45% 67 33%
Harassment (no
human rights ground)
Human Rights 58 28% 75 37%
Human Rights and 51 24% 54 27%
Workplace
Harassment
Not Identified 5 2% 6 3%
TOTALS 209 100% 67 100%
2018/2019 2019/2020
NUMBER OF 2018/2019 NUMBER OF 2019/2020
SOCIAL AREA COMPLAINTS PERCENTAGE COMPLAINTS PERCENTAGE
Education/Service 6 3% 12 6%
Employment 203 97% 190 94%
TOTALS 209 100% 202 100%

c) the growing proportion of HRO consultations involving student and parent human rights issues.
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Type of Consult
January 1to A%ﬁ}éft 31, 2020  workplace

Hate Activity 6% Harassment
%\ =t 1%

Workplace
Harassment &
Human Rights

4%

Human Rights
78%

The above sampling of consultation subjects is consistent with what HRO staff anecdotally have noted
(since we don't have consultation data from 18/19) as a significant transformation — since the 18/19 school
year - in the subject matter of consultations among Human Rights Office staff, which increasingly concern
human rights issues among students in schools.

3.3.3 Growing confidence and Trust in the HRO

While the HRO still has a long way to go to earn the full trust of the larger TDSB community, there is
growing confidence and trust in the office, as shared anecdotally, but also as demonstrated concretely in
the growing demand for HRO consultation services, including increasingly in relation to matters beyond
and before the complaint stage (as most recently demonstrated by the HRO's substantial role in
supporting the development of, and providing, guidelines and advice around COVID -19 accommodation
issues, mask exemptions in particular). The extent of HRO consultation (mostly on rights and
responsibilities) by administrators and senior team members in particular (see section 2.4) is further
demonstrative of this, though greater attention will need to be paid to other TDSB community members
in the future, to build relationships across, and more equitably serve, the entire TDSB community.

The fact that HRO complaint numbers have been on an upward trajectory — at least until the pandemic,
when complaint numbers returned to 18/19 levels despite the significant reduction in close interpersonal
interaction —is another potential indicator of ongoing confidence in the Board’s internal human rights and
workplace harassment complaint process by those whom it covers, namely employees. In this respect,
there has been a particularly substantial growth in the numbers of complaints being filed by ETFO
members year over year, though, conversely, also a significant decrease in complaints from OSSTF
members (as discussed in section 2.1). Continued trust and confidence in the office moving forward will
depend in significant measure on the HRO's capacity to reduce overall case backlog and delays in
complaint processing through a concerted backlog reduction effort.

3.3.4 Increased human rights monitoring and data collection capacity
Another key positive development is the growing capacity of the HRO and Board to monitor the state of
human rights at the TDSB, including through the collection and analysis of aggregate data trends, to
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better assess where we are at and inform where we need to be, to achieve the HRO’s mission of creating
a thriving culture of human rights at the TDSB. The extent of human rights data presented in this Report
is but one indication of this enhanced human rights monitoring capacity, as is the growing number of
racism and hate incidents being reported by TDSB Administrators, and the extent of detail captured in
the new online RBH reporting portal.

This has been enabled by the HRO's growing resourcing and very intentional focusing of efforts on
expanding our monitoring tools, functions and mandate, given the centrality of such data as a linchpin for
more strategic, proactive and systemic human rights enforcement, in keeping with desired future goals
and directions, to advance along the human rights organizational change continuum (Stage 4, as
discussed in section 3.1). The modernization of data collection and reporting tools — including the
introduction of an RBH (Racism, Bias & Hate) Portal, and forthcoming Inquiry and Complaint Portals and
new case management system - are among the additional critical enablers of this transformation (thanks
in part to ongoing internal support provided by IT Services), as are current policy and procedural
transformations, which are placing an increasing onus on system leaders to proactively monitor and
report human rights violations.

The HRO and Board, nevertheless, are only at the beginning of this proactive monitoring journey, with a
lot of work still to do — including updating complaint forms and tracking to better enable a more finely
grained, disaggregated and intersectional analysis, with increasing traceability and locational accuracy to
connect the dots between decision points, outcomes and responsible agents. The HRO, furthermore,
recognizes the need to develop a more holistic and global framework of human rights evaluation that
expands measures significantly beyond complaint data, and perceived differential treatment (as revealed
in survey data), to turn a greater eye towards and spotlight on the monitoring of inequitable outcomes in
education and employment, for which no non-discriminatory explanation or justification may exist (an
initiative included in our future action plans, per section 4).

3.3.5 Increasing accountability for and mainstreaming of human rights responsibilities and increasing
proactive focus of activity

The growing monitoring, analysis and reporting of human rights outcomes and related data, together
with the increasingly clarified nature and specification of roles and responsibilities in updated policies and
procedures (including Po31/P034/PR728/PR515), has begun to lead to a perceptible growth in
accountability among TDSB members for upholding human rights. Regular, unfiltered, transparent
reporting of such data publicly and internally, and incorporating this into performance evaluation and
planning, will be critical to continuing to enhance accountability in the future.

Looking back, the concerted efforts of senior leaders to communicate human rights obligations, and
perhaps even more impactfully, to enforce such obligations in a few high profile cases, has also played a
key role in enhancing accountability and increasing vigilance around human rights obligations across the
Board.

Among the most impactful and promising developments over the past year has been the increasing
integration and embedding of human rights responsibilities into the day to day roles and activities of
supervisory staff — most significantly through PR728 — which has significantly increased accountability for
such matters among appropriate “directing minds”, and helped to ensure that issues do not disappear
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into oblivion before being properly resolved. The mainstreaming of human rights responsibilities and
proactive positive duties in new and forthcoming TDSB human rights policies and procedures - which
merely more explicitly articulate duties that already exist for supervisory staff in law (in which ignorance is
no defence) —is the only sustainable model for ensuring a culture of human rights is created and
sustained, especially in an organization as large as the TDSB (where human rights could never and should
never be the sole preserve of a few human rights specialists).

The growing proactive focus and locus of human rights activity is a welcome departure from the recent
past, though there remains much room for improvement on the ground in such respects.

3.3.6 Human Rights Learning and Growth

There has also been significant learning and growth in human rights competencies among some
segments of staff. While the HRO has done some targeted professional development and training,
focusing mostly on senior team and administrators, most of the richest and lasting learning has happened
more organically, through staff working through issues together - on the job, in real time - with HRO staff
support and consultation, as exemplified through the Organizational Response Team process. Numerous
staff have shared “eureka” moments, occasioned or inspired by HRO staff members, and this has been
very encouraging to see take hold.

That said, the HRO has yet to fully launch its training program, with the exception of some online training
modules and in-person sessions on PR728, and with major human rights policies and procedures recently
revised and/or in process on the near horizon, there will be need for a significant expansion and
institutionalization of human rights learning and capacity building in the near future (as discussed in
future plans in section 4).

3.3.7 HRTO complaints and HRO investigation costs
The expanded resourcing of the HRO has coincided with a moderate decrease in the number of HRTO
applications filed in the 19/20 year, per graph below.

Number of TDSB Applications at HRTO
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It is nevertheless difficult to establish anything more than co-relation, and certainly not causation,
between such developments, given the large number of variables that could account for persons initiating
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external human rights legal proceedings against the Board within any single year. Over the long term,
nevertheless, one would hope to see a decline in the need for members of the TDSB community to have
to pursue external legal proceeding in search of recourse, provided the internal systems and processes are
optimized in a manner providing for just recourse, reparation, and prevention which is the higher goal of
human rights, rather than any instrumental cost savings.

Another result of the hiring of new staff to help investigate and resolve complaints has been the
significant costs savings in external investigator costs, which have decreased 74% since the end of
2017/2018 school year. The future feasibility of the HRO staffing model for complaint handling,
nevertheless, may have to be reviewed against other models deployed in other very large organizations
(such as the Ontario Public Service), where human rights officers supervise rather than directly conduct
investigations, due to the volume of complaints and time it takes for staff to conduct investigations,
which is time away from offering other critical advisory services. Needless to say, external investigator
costs on a per diem basis are significantly higher than day to day internal staff investigator costs.

Human Rights Office Investigation Costs

$300,000

$250,000
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$50,000
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3.4 Overall Challenges (including mitigation strategies) and concerns

3.4.1. Persisting Backlog, Delays and Capacity issues

The greatest ongoing challenge facing the Human Rights Office is its capacity to keep pace with the more
than 200+ newly incoming complaints each year, while simultaneously striving to reduce the large
backlog of cases inherited in 2018, in no small part as a result of the office’s previous under-resourcing,
relative to the size of the Board and incoming complaints, as well as due to staff turnover challenges in
recent history. These issues have been discussed in more detail in section 2 of the report under current
trends.

Besides staff turnover, other key factors accounting for growing case load in 19/20 was the significant
increase in demand for consultations with the HRO that same year (discussed above in section 3.3.3), and
fairly dramatic expansion of the HRO's role and mandate beyond employment to addressing racism and
hate incidents in schools, with the number of racism and hate incidents reported to the HRTO rising
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dramatically over the 19/20 year, along with HRO's involvement in Organizational Response Team
meetings.3?

It should be noted here that the HRO's decision to expand its services to engage human rights issues
(racism and hate in particular) impacting or involving students in schools with the introduction of
Procedure 728 was premised on an agreement made in December of 2019 to transition the large number
of non-human rights cases of workplace harassment/conflict - which accounted for almost half (45%) of
all HRO complaints in 18/19 - to Employee Services. As noted earlier in the report that transition has not
materialized to date, which has led to a challenging situation whereby the HRO had opened up a brand-
new door of service provision, without ever closing the existing door of non-human rights service
provision. Some of the reasons for this delay may be attributable to the pandemic in March 2020, which
undoubtedly became a priority focus of attention, and which also led to all policy development being put
on hold, including HRO revisions to Po31 (Human Rights Policy) and Po34 (Workplace Harassment
Prevention Policy) to effect such changes in mandate among others. Despite HRO efforts, there was no
transitional plan put in place. The consequent volume of activity within the HRO currently, thus, remains
cause for concern, including from a staff retention perspective (as there are lots of opportunities for
human rights professionals to work elsewhere, under less trying circumstances, in what is a growing field
of employment).

Another significant factor contributing to the decrease in numbers of cases closed in the 2019/20 school
year, over and above staff turnover and growing demands on service, was the fact that an increasing
proportion of complaints filed in the 19/20 school year involved human rights grounds (as opposed to
non-human rights workplace harassment issues).

Human rights cases are generally more complex and time-consuming to address, and more often than
not involve direct HRO management and investigation, unlike workplace harassment complaints where
no human rights grounds are involved (which, according to the terms of PR515, are generally redirected
back to management to handle in the first instance, with the HRO supporting in an advisory versus lead
managing role).

There has been a general increase in Human Rights complaints everywhere with increasing with
increasing levels of social justice advocacy in the wake of the Black Lives Matter and Me Too movements
among others. A final protection factor leading to longer case handling times has to do with changes in
law since 2017, which found expression in changes that same year to the Board’s Workplace Harassment
and Human Rights Procedure (PR515) governing complaint handling. Among the statutory changes that
took effect in 2017 as a result of Bill 132, Sexual Violence and Harassment Action Plan Act, 2016, was a
new requirement for employers to ensure investigations “appropriate in the circumstances” are
conducted into every incident and complaint of workplace harassment. This led to a large growth in the

32 Compounding this challenge further, in terms of HRO capacity constraints, was a decision in June 2020 to revise PR728 to
require the convening of an Organizational Response Team for every single incident of racism, bias or hate in every school, all
the time, which became unsustainable for the HRO, and which was subsequently revised back to the originally proposed version
assented to by the Board of Trustees, which called for proportionate response and the convening of an ORT based on objective
escalation criteria. This change was intended in part also to enable Board leaders and staff to spend more time on capacity
building and prevention, against the reactive grain of so much work in this area.
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numbers of investigations initiated across the entire sector, which corresponded with a relative decline in
the use of alternative dispute resolution methods that were historically used, in the absence of an
investigation, to close many cases early.33 The Ministry of Labour, moreover, may now conduct third
party inspections to ensure compliance with such provisions, and complaints may now also be filed with
the Ministry of Labour, including to request the review of files closed by the HRO, something that has also
begun to take up time for HRO staff (though we have yet to be found in contravention of the
Occupational Health and Safety Act).

Whatever the reason for the growing backlog of cases and delays in complaint processing, the HRO will
need to pursue very intentional and concerted measures to mitigate and reverse this trend going forward,
including by, for instance, hiring more staff (even if on a temporary basis) to deal with the backlog,
streamlining PR515 to enable more timely and expedited investigation options, moving non-human rights
cases out of the HRO (a top priority which would immediately alleviate some pressure), and/or, in the
event that all this still falls short, considering moving to a new and different case management model (for
example, whereby HRO Senior Human Rights Officers contract out all investigations and merely
supervise them, as is the case in the Ontario Public Service, due to the volume of complaints and
time/labour intensiveness of directly conducting human rights investigations). The HRO will also need to
look at ways to expand early resolution options including by resolving matters before they become a
complaint (akin to PR728 but as applies on the employment side), using ADR methods increasingly before
and where there is a complaint, while doing so in a manner that meets all legal requirements. Finally, it
will be critical and essential to build human rights capacity and mainstream accountability for human
rights (through performance management, hiring and promotion etc.) among all Board staff in an effort
to prevent human rights violations from occurring in the first place. The new HRO roles dedicated to this
proactive preventative organizational change work and education, thus, must be maintained, if not
expanded, to help facilitate this.

3.4.2 Management human rights competency

Leaders in TDSB with supervisory responsibilities must engage in additional learning with respect to
human rights and equity in order to increase expertise and competencies in these areas.

TDSB Principals and Vice Principals are the number one group in terms of being named as respondents in
complaints brought forward to the HRO. Especially, relative to the proportion of their numbers within the
TDSB, see Appendix C.

To mitigate against trend this future hiring, promotion and staff performance management will need to
better integrate human rights and equity competencies so that TDSB leaders are best equipped to lead
schools in one of the world’s most diverse cities.

33 For more on these changes in law, see for example https://www.labourandemploymentlaw.com/2016/09/employers-take-note-
ohsa-amendments-under-bill-132-are-now-in-force/ and https://www.mondag.com/canada/discrimination-disability-sexual-
harassment/582644/bill-132-significant-changes-to-the-laws-in-ontario-that-employers-need-to-know-regarding-sexual-violence-
and-harassment-in-the-workplace.
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The idea that managing such issues as equity, inclusion, respect in the workplace and learning
environment is not a core part of the job of teachers, administrators, supervisors, superintendent and
senior leaders — and that one can do well in the organization notwithstanding competencies in such
respects - is an idea and practice that must change, alongside the idea that human rights is the job of the
HRO and not everyone's job (directing minds even more so, as an existing fact of law). All the training in
the world will not remedy this situation if the practical reality on the ground remains that one can do just
fine in the organization without such (erroneously conceived as “nice to have”) skills.

3.4.3 Lack of awareness of HRO expanded mandate and downstream positioning and engagement
Due to the HRO's recent historical focus on the handling of human rights and workplace harassment
complaints in the workplace, many leaders in the TDSB continue to treat the HRO as a “complaint shop”
that is only engaged downstream in the emergency room so to speak.

The HRO must be present at the table when the most impactful decisions on human rights outcomes
among TDSB members are being discussed. All TDSB members —including senior management — stand
to benefit from engaging the HRO more proactively upstream so that impactful decisions are considered
through a human right lens up front, rather than downstream, after a crisis. The HRO will also need to do
its part in amplifying its new and expanded mandate and role across the organization to facilitate this
future transformation.

3.4.4 Substantive human rights issues, challenges and concerns at the Board: Anti-Black Racism,
Indigenous issues, Disability Accommodation, Gender non-conforming students
The data indicates that racism is a serious problem — anti-Black racism in particular.

The HRO is in the process of building a new complaint portal to enable a more precise disaggregated
analysis of race related grounds among other things. Existing probing of the data for trends, however, has
already revealed, for example, a disproportionate number of complaints from Black administrators
involving allegations of anti-Black racism, that is suggestive of a potential systemic problem that will
requiring further systemic inquiry (see upcoming initiatives in section 4). Staff census data also reveals
that racialized employees are less likely to view the TDSB as a fair and non-discriminatory workplace (see
Section 3.2.1.1)

HRO complaint data, which is almost entirely employment related, also reveals that there may well be a
need for future targeted focus on disability related issues going forward. As disability was the second
most frequent ground of complaints with the HRO internally after race. The (2017) Staff Census and
Survey Data is particularly concerning as concerns the number of persons identifying as having a disability
as perceiving the TDSB to be deficient in its human rights track record, with this grouping being the most
likely to perceive problems in this respect among all equity seeking groups (see section 3.2.1.1).

Student data

Existing HRO data concerning racism and hate activity shows that anti-Black racism is by far the most
frequent form of discriminatory conduct reported in schools. The data is quite alarming in this respect, as
demands ongoing targeted attention to remedying and preventing anti-Black racism in schools.

Student survey data furthermore underlines a concerning pattern, with students identifying as Black,
Indigenous, Latin American, gender-non-conforming, LGBTQ+ students generally reporting lower levels
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of belonging and fairness of treatment in schools etc. (see section 3.2.1.2). Such realities will need to be
considered in human rights efforts going forward, including efforts to better integrate tenets, principles
and aspirations of the United Nations Declaration on the Rights of Indigenous Peoples (UNDRP) and
recommendations of the Truth and Reconciliation Commission in future human rights efforts.

3.4.5 Human rights complaint process for students

While the HRO’s growing involvement monitoring and advising on the early resolution of incidents of
racism or hate involving or impact students in schools under PR728 (see 3.3.2) is a positive development,
existing policy and procedure still places the handling of human rights complaints by students or parents
beyond the purview of the HRO and the Board'’s Procedure 515 (Workplace Harassment Prevention and
Human Rights Procedure) which governs the human rights complaint process.

Beyond PR728 (which governs incident reporting and not complaints), which sets out some general high
level expectations for the handling of discrimination in schools, there is therefore little by way of
concrete, detailed and required steps governing how complaints from students and parents must be
handled, beyond a general reference in PR515 to other Board policies and the parent concern protocol,
none of which lay out in any detail a human rights complaint process for students and parents, other than
a conventional management escalation process (per the parent concern protocol). This absence of
specific direction and guidance in procedure leaves students and parents overly reliant on management
discretion as to how their human rights concerns will be handled.

This procedural gap will need to be rectified in upcoming procedural revisions to PR515. Bringing student
and parent complaints within the jurisdiction of PR515 or a specified procedure detailing how
student/parent human rights complaints will be handled will increase accountability for the proper
handling of such complaints, as well as provide administrators greater clarity and guidance on what is
expected of them. It will also require ensuring there is adequate capacity and resources to implement any
future student/parent complaint procedure, particularly if it will require a new expanded role for the
Human Rights Office, given existing capacity constraints.

Action Plan and Associated Timeline

The Human Rights Action Plan, as implemented by the HRO, centers systemic change as a foundation for
human rights organizational change to effectively identify, address, remedy and prevent discrimination.
This sequencing of work, though not perfectly linear, is reflected in the diagram below.
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Sequencing of human rights organisational change
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Concretely, this means for example that other areas of HRO activity such as professional development
and learning or outreach and engagement are grounded in helping TDSB members understand their
systemically enforced rights and responsibilities in their particular contexts and roles (rather than
discussing human rights in the abstract, as people need to have this translated for them concretely on the
ground in the context of systemic accountabilities). This approach and prioritization —aimed at building a
culture of human rights on a systemic bedrock of human rights enforcement - explains why the HRO has
expended so much of our energies over the past two years on renovating our policies and procedures and
embedding new system monitoring tools to provide a meaningful foundation for long term human rights
organizational change.

Continuum of Human Rights Organizational Change
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These systemic monitoring and policy development efforts, moreover, aim to advance the TDSB further
along the above continuum of human rights organizational development, for example, by moving the
Board beyond a reactively enforced individual-focused model of human rights compliance (human rights
as “non-discrimination” as enforced through individual complaints) towards a more proactive and
systemic approach that seeks to enforce human rights at more systemic levels, focusing equally on
systemic monitoring, prevention and inclusive system design. Examples of this (“systems change”)
priority area of work include the new and enhanced positive duties upon system leaders to report,
monitor, analyse data trends, and develop prevention plans in the new PR728 and forthcoming Human
Rights Policy, a draft of which has already been prepared and approved for consultation in 2021, which
furthermore proposes the creation of a new Human Rights Program of “positive duties”, including
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training, performance management, data collection, analysis and public reporting, among other new
positive requirements for system leaders.

Human Rights Action Plan: 2021 and Beyond

The HRO currently has four main priority areas of work: 1. System Accountability; 2. Capacity Building; 3.
Outreach & Engagement; & 4. Incident/Complaint Resolution. Each of these are discussed in turn below,
including work scheduled for completion this year and beyond, and the desired outcomes of work in each
of these activity areas.

This HRO Operational Plan is consistent with the Human Rights Action Plan in the TDSB’s Multi-year
Strategic Plan (see Appendix B Figure 2), however it provides further details of how this Plan is being
operationalized on a practical level.

While the overall goal of the Human Rights Action Plan (HRAP) in the MYSP is to “identify and eliminate
embedded systemic barriers and discriminatory institutional and instructional practices that negatively
impact the achievement and well-being of students and staff and lead to inequitable outcomes”, Phase |
of this work, per Operational Plan below, is focused on building a strong, firm foundation for lasting
systemic human rights organizational change. The Operational Plan described below, thus, is the human
rights organizational change strategy to infuse human rights principles into the work of the Board, in
every school, and in every workplace, including through professional learning, education and inclusive
system design, monitoring and barrier review (i.e. the first of 5 action plan commitments in HRAP).

1. Systemic Accountability
The Human Rights Action Plan commits to “develop and implement a human rights accountability
framework to clarify roles and responsibilities and integrate and mainstream accountability for human
rights across the Board, including through policy, procedure, and performance management and
evaluation” (i.e. the third of five action plan commitments in HRAP). It also calls for “integrating principles
of human rights in the Leadership Capacity Plan” (second of five action plan commitments in HRAP).
These are integrated in the schedule of initiatives below.
The desired outcome of scheduled activity in this area of work is:

e Al TDSB members are held accountable for upholding human rights with meaningful

consequences for poor human rights performance.

e The TDSB is transparent about its human rights commitments, plans, measures and progress

Initiatives scheduled for competition 20/21 include:
e Finalize updates and revisions to PO34 (Human Rights Policy), PO31 (Workplace Harassment

Prevention Policy), PR515 (Workplace Harassment Prevention and Human Rights Procedure) and
hard launch of the new PR 728 (Reporting and Responding to Racism & Hate Incidents Involving or
Impacting Students) and Racism, Bias & Hate Portal (completed November 30, 2020);

e Finalize updates in collaboration with Employee Services to policy directives and guidelines and

related promotional materials governing PAID Miscellaneous Days for Religious Holy Days;
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e Support Indigenous Urban Education Centre with human rights positioning as need be regarding
special program hiring and bona fide occupational requirements in support of targeted hiring
measures

e Support update of TDSB Guidelines for the Accommodation of Transgender and Gender Non-
Conforming Students and Staff in collaboration with Gender-Base Violence team members

Further work the HRO aim to at least begin in the 20/21 school year and carry on moving forward
includes:
e Update of new integrated Sexual Harassment Policy (in collaboration with Employee Services)

e Update TDSB's Guidelines and Procedures for Religious Accommodations

e Development of a more holistic and global TDSB and HRO Human Rights Performance Evaluation
Framework and Scorecard including broader Key Performance Indicators

e Development of a Human Rights Organizational Change Program, including (but not necessarily
limited to):

e A process to identify, remove and prevent potential systemic forms of discrimination in TDSB
policies, procedures or practices, whether by virtue of acts of commission or omission (including
development of a Human Rights Impact Assessment Framework and Tool);

e A performance management framework to integrate and embed accountability for human rights
across the organisation, including in human resource hiring and promotion decisions and
performance management;

e Data collection, analysis and reporting to measure and evaluate the TDSB’s progress in protecting
and advancing human rights, and to inform appropriate remedial and preventive systemic
interventions; and

e Information, learning and awareness to ensure TDSB members are aware of their rights and
responsibilities under this Policy and have the necessary knowledge, skills and competencies to
fulfill these.

2. Capacity Building

Capacity building initiatives scheduled for completion or starting this year relate primarily to professional
development and learning, but also the development of tools and resources, and alignment and
integration of governance structures and bodies to help coordinate, steer and inform overlapping areas of
human rights related work at the TDSB (including which extends beyond the HRO Operational Plan and
requires cooperation across functional work areas).

The desired outcomes of such work include:
1. TDSB leaders & staff (including within the HRO) have the requisite knowledge, skills & resources

to effectively fulfill their human rights duties;
2. Governance structures & processes support the integration of human rights perspectives into

decision-making at all levels.
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Initiatives within this operational pillar of action include:
e Development and delivery of a comprehensive Human Rights Education Program for TDSB

members. Program to include education to support implementation of new policies and
procedures.

e Development of interpretive guides and educational resources in support of effective
implementation of new and updated policies and procedures (e.g. PO31, PR728, PR515 etc.)

e Backlog Reduction Plan aiming to ensure adequate resources and capacity within HRO, and
appropriate policy/governance design, to enable elimination of backlog and timely resolution of
complaints. Ongoing plan to include continual optimization of policies and procedures and review
of resources and capacity to ensure these enable backlog reduction and timely complaint
resolution (per Section 3.4.1)

e Creation of Human Rights/Equity/Indigenous Urban Education Committee to help better align and

integrate work across our overlapping program areas

3. Outreach & Engagement

The desired outcomes of the Outreach and Engagement pillar of the HRO’s work include:

1. TDSB staff, students & parents are aware of their rights & responsibilities & mechanisms to enforce
these; and

2. The human rights concerns of historically marginalized & disadvantaged groups are identified &
amplified, and shape decisions impacting them.

Some upcoming work in fulfillment of this ongoing strategic area of HRO work include:

* Development and launch of new internal and external facing website with regular updated HRO
communications to the TDSB community

* Development of Student/Parent Outreach & Engagement Plan, to inform HRO efforts to better
serve and engage student and parent members of the TDSB community, including in ways that
will inform further future operational planning in other action pillar areas

* Initial development and piloting of a "Human Rights Charter for Schools” project whereby the
HRO will partner with select schools in an effort to support human rights organizational
development at the school level.

4. Incident/Complaint Resolution

The existing Human Rights Action Plan speaks to the need to “address and resolve disputes effectively
and expediently when they arise through conflict resolution and mediation facilitated by the Human
Rights Office (ongoing)”; and to investigate human rights cases brought to the Human Rights Office in a
timely and effective manner consistent with Board policies and procedures (ongoing)”.

Activity areas in this work primarily relate to (1) ongoing human rights and workplace harassment
complaint management and resolution service provision; and further program development to support
effective implementation of incident/complaint resolution procedures.
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Upcoming initiatives in this respect include:

»  Launch and optimization of Racism, Bias and Hate Online Portal for reporting and responding to

incidents under the new Procedure 728 (Reporting and Responding to Racism and Hate Incidents

Involving or Impacting Students in Schools);

* Finalization and launch of new online Human Rights Inquiry Portal for fielding inquiries and receiving

advisory HRO support for members of the TDSB community on issues of human rights concern;

* Launch of new online Human Rights Complaint Portal for filing human rights complaints with the

Human Rights Office

= Development of Early Resolution Promotion Strategy to enhance early resolution of human rights
incidents before the complaint stage wherever possible and appropriate.

APPENDIX A: Strategic Documents

FIGURE 1: Multi-Year Strategic Plan: Embedded Human Rights Commitments

LEADERSHIP

Leadership Development

Support the journey from informal to formal leadership through the
Leadership Capacity Plan, ensuring aspiring, new and experienced leaders
have knowledge and skills in human rights, anti-oppression and equitable
practices and how issues of privilege, power and oppression result in
inequitable outcomes. Leaders will also develop content knowledge and
pedagogical knowledge for leading (ongoing)

Structural barriers will be removed that may exist because of our
commitment to human rights, equity, anti-racism and anti-oppression

Leadership Development in
Equity & Anti-Oppression

Build capacity among groups of educators who possess the facilitation
skills and understanding to effectively co-lead learning in human rights,
equity and anti-oppression (November 2018 and ongoing)

Combat various forms of discrimination (e.g., anti-Black racism, anti-
Indigenous racism, anti-Semitism, Islamophobia, anti-Asian racism,
homophobia, transphobia, and the discrimination faced by those with
physical and intellectual disabilities) through human rights training (to be
determined)

Use the principles of human rights, equity and anti-oppression as the
foundation for delivering service excellence to students, staff,
parents/guardians, and communities (ongoing)

Provide professional learning to all managers/supervisors involved in hiring
processes, to ensure that competency in equity and human rights is
embedded in hiring practices and barriers to fair hiring are eliminated

(Spring 2019)

International Partnerships

Review and ensure our guiding principles are in line with our beliefs and

practices in human rights, equity, anti-oppression, and anti-racism as well

as system priorities in deep learning and service excellence for consistency
_
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in planning, recruitment, and staff professional learning protocols (Fall
2018)

Board Policy and Procedure

Review and revise all Board policies and related procedures to ensure
alignment with the Board’s Mission, Vision and Values and MYSP, with
emphasis placed on equitable access to learning opportunities and
outcomes, human rights, accessibility, equity, inclusion, anti-racism and
anti-oppression.

The TDSB will have more effective processes, outlined clearly in Board
policy and procedure, to meet its commitments to students, staff and the
community regarding human rights, accessibility, equity, inclusion, anti-
oppression and anti-racism.

TRANSFORM STUDENT LEARNING

Deep Learning: Mathematics

Form working groups to gather input from a variety of stakeholders
(students, parents, teachers, coaches, administrators) to co-develop a
system math plan that supports our school improvement process and is
aligned with our commitment to human rights, equity, inclusion and anti-
oppression in mathematics (Fall/Winter 2019)

Inclusion/Special Education

Study the recommendations in the Ontario Human Rights Commission
Policy “"Accessible Education for Students with Disabilities” in order to
incorporate these recommendations into practice

Suspensions, Expulsions and
Restorative Practices

Support school administrators in the application of human rights, anti-
racism and anti-oppression principles in student discipline (ongoing)

Toward Excellence in the
Education of Black Students:
Transforming Learning,
Achievement and Well-being —
Leadership Development

Support leaders in evaluating curriculum resources and co-curricular
programs focused on improving well-being based on criteria such as:
developmental and cultural relevance, principles of equity and human
rights, student interest and evidence of impact (ongoing)

Monitor the focus of equity goals in schools for next steps in staff learning
about anti-Black racism, human rights and anti-oppression

CREATE A CULTURE FOR STUDENT AND STAFF WELL-BEING

Student Well-Being and Mental
Health

Support leaders in evaluating curriculum resources and co-curricular
programs focused on improving well-being based on criteria such as:
developmental and cultural relevance, principles of equity and human
rights, student interest and evidence of impact (ongoing)

PROVIDE EQUITY OF ACCESS TO LEARNING OPPORTUNITIES FOR ALL STUDENTS

Long Term Program and
Accommodation Strategy
(LTPAS)

To reflect our commitment to human rights, equity, accessibility and
inclusion in the accommodation drivers of the Long-Term Program and
Accommodation Strategy (LTPAS).

Accessibility

Develop a new set of accessibility principles and standards that are aligned
with the Board'’s Equity Policy and Ontario Human Rights Commission
(OHRCQ) disability rights objectives (e.g. OHRC policy for Accessible
Education for Students with Disabilities) (December 2018)
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Create a five-year Multi-Year Accessibility Plan (MYAP) 2018-2022
(December 2018)

Employment Equity: Equitable Recruitment, Hiring, Promotion and Placement Processes Aligned with

Principles of Human Rights

BUILD STRONG RELATIONSHIPS AND PARTNERSHIPS WITHIN SCHOOL COMMUNITIES

Issues Management for School
and System Leaders

Support effective communication for all leaders in TDSB as well as the
ability to communicate complex issues in community meetings and to
facilitate difficult discussions with their staff, especially those discussions
related to human rights.
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FIGURE 2: Human Rights Action Plan (Updated October 2019)

Provide Equity of Access to Learning Opportunities for All

Human Rights

How will we achieve it?

* Develop and implement a human rights organizational change strategy to infuse
human rights principles into the work of the Board, in every school, and in every
workplace, including through professional learning, education and inclusive system
design, monitoring and barrier review (ongoing)

* Integrate principles of human rights in the Leadership Capacity Plan

» Develop and implement a human rights accountability framework to clarify roles and
responsibilities and integrate and mainstream accountability for human rights across the
Board, including through policy, procedure, and performance management and evaluation
(ongoing)

» Address and resolve disputes effectively and expediently when they arise
through conflict resolution and mediation facilitated by the Human Rights Office
(ongoing)

* Investigate human rights cases brought to the Human Rights Office in a timely
and effective manner consistent with Board policies and procedures (ongoing)

How will we know we are successful?

* Reviewing the number of human rights complaints resolved through“early
resolution”and investigations.

» Monitor the length of time needed toresolve human rights cases.

» Decreasing the number of human rights complaints because of our professional learning
efforts.

* Student, staff and parent census data.
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APPENDIX B: HRO Complaint Data

Figure 1: Number of Human Rights Office Discrimination and Harassment Complaints by School Year

Received
SCHOOL YEAR | NUMBER OF NUMBER OF NUMBER OF NUMBER OF ACTIVE
ACTIVE COMPLAINTS COMPLAINTS COMPLAINTS AT THE END
COMPLAINTS AT RECEIVED RESOLVED OF THE SCHOOL YEAR
THE START OF THE (August 31)
SCHOOL YEAR
(September 1)
September 1, 287 209 216 282
2018 to August
31, 2019
September 1, 282 202 139 343
2019 to August
31, 2020
Number of Complaints by School Year
400
343
350
« 300 287 282 282
'E\-s B Number of active complaints at the beginning
g— 250 of the school year
§ 200 ® Number of new complaints received
15}
é 150 = Number of complaints resolved
é 100 . .
Number of active complaints at the end of the
50 school year

September 1, 2018 to August 31,2019  September 1, 2019 to August 31, 2020
School Year
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Human Rights Office Complaints
September 1, 2018 to August 31, 2019

250

N
o
o

150

® Number of new complaints received

100
M Number of complaints resolved

Number of COmplaints

(O]
o

September 1, 2018 to August 31, 2019
School Year

Human Rights Office Complaints
September 1, 2019 to August 31, 2020

250

200

[y
(%4
o

B Number of new complaints received

—
o
o

M Number of complaints resolved

Number of Complaints

50

September 1, 2019 to August 31, 2020
School Year
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Number of Complaints Received

Figure 2: Number of New Complaints Received by Month

Number of

Complaints Received | Number of Complaints

in the 2018/2019 Received in the
Month School Year 2019/2020 School Year
September 4 10
October 26 27
November 20 23
December 14 20
January 15 14
February 15 13
March 21 14
April 19 14
May 16 16
June 24 24
July 23 23
August 12 4
TOTAL 209 202

Number of New Complaints Received by Month

27

23
20

20 21

15 15
14 14 13 14

September October November December January February  March

Month

2018/2019 2019/2020

24 24 723 23

19

16 16
14
12

April May June July August

Figure 3: Number of Active Complaints by Year Filed in 18/19 and 19/20

Year Number of active

Complaint Number of active complaints | cases atthe end of | Number of active cases at the end
Filed at the start of 2018/2019 2018/19 of 2019/20

2011/2012 1 1 1
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2013/2014 4

2014/2015 9

2015/2016 29 10 4
2016/2017 110 43 20
2017/2018 134 83 48
2018/2019 143 106
2019/2020 163
TOTAL 287 282 343

Number of Active Cases

180
160
140
120
100
80
60
40
20

Number of Active Complaints By Year Filed at start of

18/19

& End of 18/19 and 19/20

111 421

29

10 4

110

43

20

134

83

48

143

106

163

2011/2012 2013/2014 2014/2015 2015/2016 2016/2017 2017/2018 2018/2019 2019/2020

Number of active complaints at the start of 2018/2019

Year Complaint Filed

Number of active cases at the end of 2018/19
Number of active cases at the end of 2019/20
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Figure 4: Number of 2018/19 Active Complaints by Age Range (Days and Months)

NUMBER OF NUMBER OF NUMBER OF

COMPLAINTS AT | COMPLAINTS AT | COMPLAINTS AT
MONTHS DAYS BEGINNING OF THE END OF THE END OF

2018/2019 2018/2019 2019/2020
1-3 9o days or less 26 51 46
4—6 91-180 39 38 39
7-9 181-270 45 22 30
10-12 271-360 23 32 47
13-18 361-540 67 33 66
19-24 541—720 42 50 41
25 or older 721 and older 45 56 74
TOTAL 287 282 343
AVERAGE Age (days) 438.8 478.3

Note: Months are calculated in 30-day intervals

25 months or older

16%

19 — 24 months
15%

13 — 18 months

23%

School Year

1 -3 months

78

9%

4 — 6 months
13%

7 —9 months
16%

10 — 12 months

8%

Age in Months of Active Cases at the start of 2018/2019
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Age in Months of Active Cases at the end
of the 2018/19 School Year

25 or older 1 -3 months

20% \ /_ 18%

— 6 months
13%
19-24
months

18%

7 —9 months
13-18 8%
months

12%

10-12
months
11%

Age in Months of Active Cases at the end of
the 2019/20 School Year 1-3months

25 or older /_ 13%
4 — 6 months
‘ / 11%

2% .
~__7-9months

19-24 months __——
12%
9%

13-18 :nonths_/ \10 —12 months
19% 14%

Figure 5: Number of Closed Cases by Age (Days and Months to Close), 18/19 and 19/20

Months ey Number of complaints Numbgr of complaints
closed in 2018/2019 closed in 2019/2020

1-3 9o days or less 30 21
4L—6 91-180 32 18
7—9 181 - 270 14 12
10—-12 271 - 360 18 8
13—-18 361-540 20 15
19 —24 541—720 17 16
25 or older 721 and older 85 49
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TOTAL 216 139
AVERAGE DURATION (days) 576.19 538.99
Age of Cases Closed in 2018/2019
1 -3 months
1w
4 — 6 months

25 or older
39%

15%

"~ 7-9months

7%

\ 10 — 12 months
8%

19 — 24 months /

8%

[
13 — 18 months

9%
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Age of Cases Closed in 2019/20

1 -3 months

T 15%

25 or older

35% 4 — 6 months

/ 13%

\ 7 —9 months

9%

19 — 24 months /

11%

I
13 — 18 months
11%

\ 10— 12 months
6%

Figure 6: Number and Percentage of Human Rights Office Complaints Received by Type, 18/19 and 19/20

TYPE OF COMPLAINT 2018/2019 2018/2019 2019/2020 2019/2020

NUMBER OF PERCENTAGE NUMBER OF PERCENTAGE
COMPLAINTS COMPLAINTS

Workplace Harassment 95 45% 67 33%

(no human rights ground)

Human Rights 58 28% 75 37%

Human Rights and 51 24% 54 27%

Workplace Harassment

Not Identified 5 2% 6 3%

TOTALS 209 100% 67 100%
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Number and Percentage of Human Rights Office
Complaints Received by Type
2018/2019

Not Identified
# of Complaints: 5
Percentage: 2%

Human Rights and
Workplace
Harassment,
# of Complaints: —
51
Percentage: 24%

Workplace
Harassment (no
human rights
ground)

# of Complaints: 95...

Human Rights
# of Complaints:
58
Percentage: 28% __—

Number and Percentage of Human Rights Office
Complaints Received by Type

2019/2020
Human Rights Not Identified Workplace
and Workplace # of Complaints: Harassme.nt (no
Harassment, 6 human rights
# of Complaints: Percentage: 3% ground)
54 # of Complaints:
Percentage: 67
27% Percentage:
33%

Human Rights
# of Complaints:
75

Percentage:
37%
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Figure 7: Number and Percentage of Human Rights Complaints by Ground, 18/19 and 19/20

2018/2019 2019/2020 2019/2020
NUMBER OF 2018/2019 NUMBER OF PERCENTAGE
GROUNDS COMPLAINTS | PERCENTAGE | COMPLAINTS
Race 45 41% | 46 36%
Colour 28 26% | 38 29%
Ethnic Origin 19 17% | 27 21%
Ancestry 3 3% | 14 11%
Place of Origin 8 7% | 13 10%
Disability 22 20% | 28 22%
Age 12 11% | 27 21%
Sex 16 15% | 12 9%
Creed 6 6% | 5 4%
Sexual 5 4%
Orientation 3 3%
Family Status 6 6% |1 1%
Gender Identity 5 5% | 9 7%
Marital Status 7 6% | 1 1%
Gender 5 4%
Expression 5 5%
Not Identified 19 17% | 18 14%
Total Number of
Complaints
Involving
Human Rights 109 129
Number and Percentage of Complaints by Grounds
2018/2019
5o 45, 41%
"—‘E: :3 28, 26% 22, 20%
g 19,17% D 2 °12 L1516, 15% 19,17%
S I 3390 7% I66%33'J/66Ay 5,5% 7,6% 5,5%
S 9 . -  w=m W =
[}
-g % Q,O\o 4,00% (\&é@ \0;‘\@0 .,,’Sé\\\,C\ v% 50 (}&b &'5’00 \"3&\{7 \‘?/C\éd \@})‘9 @4}00 eé\z
= N e & & ¢ & & ®
< N +\>'z} @ & N ©
< &
Grounds
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Number and Percentage of Complaints Received by Grounds

5 2019/2020

45 26,36%
2 40 38, 29%
"_E_ 35
£ 30 27,21% 26 22% 27, 21%
O s
g 20 I 14,11% 9 I I -
2 s 13,10% 12, 9%
E 9, 7%
=z 10 5,4% 5,4% 5, 4%

. — an | g
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o (,°\o & W& Q\'b(' Q\‘j?\ Grounds ‘9‘2’*& %’b@* 6@(33’ @é@ (oé\be ¥
Figure 8: Number and Percentage of Human Rights Complaints by Ground Groupings
GROUNDS 2018/2019 2018/2019 2019/2020 NUMBER | 2019/2020
NUMBER OF PERCENTAGE OF COMPLAINTS PERCENTAGE
COMPLAINTS

Age 12 11% 27 21%
Creed 6 6% 5 4%
Disability 22 20% 28 22%
Family and Marital 10 9% 1 1%
Status
Gender Identity and 8 7% 9 7%
Gender Expression
Race and related 53 49% 70 54%
grounds
Sex 16 15% 12 9%
Sexual Orientation 3 3% 5 4%
Not Identified 19 17% 18 14%
Total Number of 109 129
Complaints Involving
Human Rights

*Some complaints claim more than one ground, so the totals exceed 100%.
* Data only shows those complainants that selected human rights as the type of complaint
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Number and Percentage of Complaints by Ground/Ground Grouping

2018/2019
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. ]
Age Creed Disability ~ Family and Gender Race and Sex Sexual  Not Identified
Marital Identity and related Orientation
Status Gender grounds
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Ground Groupings
Number and Percentage of Complaints Received by Ground/Ground Grouping
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Figure 9: Number and Percentage of Complaints Received by Social Area, 18/19 and 19/20

2018/2019 2018/2019
NUMBER OF PERCENTAG 2019/2020 NUMBER 2019/2020
SOCIAL AREA COMPLAINTS E OF COMPLAINTS PERCENTAGE
Education/Service 6 3% 12 6%
Employment 203 97% 190 94%
TOTALS 209 100% 202 100%

Complaints Received by Social Area

250
" 203 190
."é' 200
o
£
5 150
o
k]
+ 100
o
2
£ s
2
6 12
—— |
0
2018/2019 Number of Complaints 2019/2020 Number of Complaints
School Year

M Education/Service ® Employment

Figure 10: Number of Active & Closed Cases by Complainant Affiliation, 18/19 and 19/20

COMPLAINANT 2018/2019 2018/2019 CLOSED | 2019/2020 2019/2020
AFFILLIATION NUMBER OF CASES NUMBER OF CLOSED CASES
COMPLAINTS COMPLAINTS
TEACHING
Elementary Teachers' 57 50 77 48
Federation of Ontario (ETFO)
Ontario Secondary School 49 32 25 22
Teachers' Federation (OSSTF)
TOTAL TEACHING 106 82 102 70
CUPE Local 4400
Unit B | 4 | 2 | 4 | 1

Unit B Positions include: Literacy Basic Skills Instructors, English as a Second Language/LINC Instructors, International
Language Instructors, Concurrent Program Instructors, Black Cultural Program Instructors, Seniors’ Day-time
Instructors, Native Language Instructors and Parenting Workers, etc.

Unit C [37 [ 74 32 [ 39
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COMPLAINANT
AFFILLIATION

2018/2019
NUMBER OF
COMPLAINTS

2018/2019 CLOSED
CASES

2019/2020
NUMBER OF
COMPLAINTS

2019/2020
CLOSED CASES

Unit C Positions include: Designated Early Childhood Educators, Educational Assistants, Special Needs Assistants,
Aquatics Instructors, Food Services Staff in Instructional Programs, Lunchroom Supervisors, Noon Hour Assistants, and
School Based Safety Monitors, Office Clerical and Technical Staff in Central Departments and in Schools etc.

Unit D

| 20

|19

| 14

[7

Unit D Positions include: Head Caretaker, Shift Leaders, Caretakers, Part-Time Cleaners, Woodspersons, Security
Guards, Stockkeeping, Warehousing, Courier Drivers, Bus Drivers, Auto Mechanics, etc.

TOTAL CUPE Local 4400 | 61 | 95 | 50 | 47
OTHER
Unit A: Professional Student 10 10 6 3

Services Personnel (PSSP)

Unit A Positions Include: Child and Youth Workers, Child and Youth Counsellors, Attendance Counsellors, Audiologists,
Multilingual Team Leaders, Occupational Therapists, Physiotherapists, Psychologists, Psycho-Educational Consultants,
Social Workers, Speech and Language Pathologists, Student Equity Program Advisors, Child and Youth Counsellors,

etc.

Toronto School
Administrators' Association
(TSAA)

12

TSAA Positions include: Principals and Vice-Principals

Unit E: Maintenance &
Construction Skilled Trades
Council (MCSTQ)

6

10

Unit E Positions Include: Carpenters, , Locksmiths, Glaziers, , Bricklayers, Fire Equipment Mechanics, Iron Workers,
Millwrights, Roofers, Sheetmetal Workers, Painters, Plasterers,HVAC Mechanics, Plumber/Steamfitters, Pneumatic
Control Technicians, Boiler Makers, Sprinkler Fitter, Electricians, General Maintenance Workers, Estimator, etc.

Management Initiated

A

E

[9

|2

Management Initiated are those complaints initiated by management on behalf of TDSB rather than on an individual

basis

Parent/Student 5 10 3
The Schedule Two Network 4 7 o)
(TSTN)

TSTN are those staff who have been specifically excluded from belonging to a

bargaining unit because of the scope of their duties or who are in management

positions.

Other 2 2 7 3
TOTAL OTHER 42 39 50 22
OVERALL TOTAL 209 216 202 139
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Percentage of Complaints Received by Complainant

Affiliation
20191/2020 School Year
TSTN

4% Other
Management 4%

S arent/Student
Initiated

00
" 5%
MCSTC
1%
TSAA \
4% _

PSSP
3%

Unit D
7%

Unit C
16%
Unit B
2%

Managemen

In

ETFO
38%

Unit D
10%

12%

Percentage of Complaints Received by
Complainant Affiliation
2018/19 School Year

Farent/Student

0,
itiated... 2%

Unit E
3%
TSAA

6%
PSSP
5%

Unit C
18%

TSTN
1%
Other...

—_—

ETFO
27%

OSSTF

Unit B
2%

Figure 11: Number of Active & Closed Cases by Respondent Affiliation, 18/19 and 19/20

23%

AFFILIATION 2018/29 NUMBER OF 2018/19 2019/20 2019/20
COMPLAINTS CLOSED CASES | NUMBER OF | CLOSED
COMPLAINTS | CASES
TEACHING
Elementary Teachers’ Federation of | 41 35 32 21
Ontario (ETFO)
Ontario Secondary School Teachers’ | 39 29 16 10
Federation (OSSTF)
TOTAL TEACHING 80 64 48 31
CUPE LOCAL 4400
UnitB 1 1 0 0
Unit C 16 27 18 17
Unit D 13 20 7 9
TOTAL CUPE LOCAL 4400 30 48 25 26
OTHER
Toronto School Administrators’ 60 66 79 50
Association (TSAA)
The Schedule Two Network (TSTN) | 19 10 24 3
Other 9 12 6 18
Maintenance & Construction Skilled | 3 7 o) o)
Trades Council (MCSTQ)
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Professional Student Services 3 3 1 2
Personnel (PSSP)

Senior Team 1 7 2
Student/Parent 5 12 8
TOTAL OTHER 99 104 129 82
OVERALL TOTAL 209 216 202 139

Percentage of Complaints Received by
Respondent Affiliation

Percentage of Complaints Received by Respondent Affiliation

2018/2019 2019/2020
Senior Team Other pssp
McsTc PSSP Senior Team Student/Parent 3% 3% 1% ETF
1% 1% 1% 1% Parent/Student 0
Other 6% {
4% ETFO
TSTN 20% OSSTF
12% ‘
OSSTF
19%
Unit C
TSAA 9%
29%
Unit D
Unit B 3%
Unitp ~ Unitc 1% TSAA
6% 8% 39%
Figure 12: Number and Percentage of Human Rights Complaints by Ground, 18/19 and 19/20
2018/2019 2019/2020 2019/2020
NUMBER OF 2018/2019 NUMBER OF | PERCENTAGE
GROUNDS COMPLAINTS PERCENTAGE | COMPLAINTS
Race 45 41% 46 36%
Colour 28 26% 38 29%
Ethnic Origin 19 17% 27 21%
Ancestry 3 3% 14 11%
Place of Origin 8 7% 13 10%
Disability 22 20% 28 22%
Age 12 11% 27 21%
Sex 16 15% 12 9%
Creed 6 6% 5 4%
Sexual Orientation 3 3% 5 4%
Family Status 6 6% 1 1%
Gender Identity 5 5% 9 7%
Marital Status 7 6% 1 1%
8
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Gender Expression 5 5% 5 4%
Not Identified 19 17% 18 14%
Total Number of Complaints
Involving Human Rights 109 129
*Some complaints claim more than one ground, so the totals exceed
100%.
*Data only shows those complainants that selected human rights as
the type of complaint
Number and Percentage of Complaints by Grounds
2018/2019
5o 45,41%
40 28, 26% )
30 19, 17% 22,20% 16 15% 19, 17%
20 8, 7% 12,11% ) 9 7, 6%
10 l 3,3% 6,6% 3394 66% 55% /5  55%
0 || . . = == EH =
\‘,\* & \\6 %Q’ b Q/b \)'2} g "\é‘ N4 bé ¢ Q;b
< (,o\o , \00‘\% & 6\o‘\% 0,\(_,%#’\ v S \\X‘—Sj’g \bz& Q}‘—}& & 606”‘\\\
N Q < X ¢
& o « @e“& & &
Grounds
Number and Percentage of Complaints Received by Grounds
2019/2020
46, 36%
38, 29%
27,21% 28,22% 27,21%
14,11% 13 10% 12, 9%
9,7%
5,4%  5,4% I 5,4%
. . 1,1% 1,1% .
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18, 14%

Figure 13: Number and Percentage of Human Rights Complaints by Ground Groupings

GROUNDS 2018/2019 2018/2019 2019/2020 NUMBER | 2019/2020
NUMBER OF PERCENTAGE OF COMPLAINTS PERCENTAGE
COMPLAINTS

Age 12 11% 27 21%
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Creed 6 6%0 5 4%
Disability 22 20% 28 22%
Family and Marital 10 9% 1 1%
Status

Gender Identity and 8 7% 9 7%
Gender Expression

Race and related 53 49% 70 54%
grounds

Sex 16 15% 12 9%
Sexual Orientation 3 3% 5 4%
Not Identified 19 17% 18 14%
Total Number of 109 129

Complaints Involving

Human Rights

*Some complaints claim more than one ground, so the totals exceed 100%.

* Data only shows those complainants that selected human rights as the type of complaint

Number and Percentage of Complaints by Ground/Ground Grouping

12, 11%
6, 6%
Age Creed

22,20%

Disability

2018/2019
53, 49%
16, 15%
10, 9%
8, 7%
Family and Gender Identity = Race and Sex
Marital Status  and Gender related grounds
Expression
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Ground Groupings

3,3%
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# of Complaints
= N w B (6] [en) ~ [0]
o o o o o o o o

o

Number and Percentage of Complaints Received by Ground/Ground

27,21%
5, 4%
[ |
Age Creed

Grouping
2019/2020
70, 54%
28,22%
[v)
9, 7% 12, 9%
S H
Disability Family and Gender Race and Sex
Marital Status Identity and related
Gender grounds
Expression

Ground Groupings
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APPENDIX C: TDSB STAFF ALLOCATION BY EMPLOYEE
BARGAINING GROUP

Figure 1: TDSB Staff Allocation by Employee Bargaining Group

2018/2019 School Year - Reporting Date: March 31, 2019

Employee/Bargaining Group FTE
ETFO 11091.2
OSSTF 4990
CUPE 10915
OCEW 566
OSSTF - EW 728.6
Other Non-Union 791
Principals & Vice Principals 996
Staffing Total 30077.8

2019/20 School Year: Reporting Date: October 31, 2019

Employee/Bargaining Group FTE

ETFO 10918.7
OSSTF 5090.8
CUPE 10596
OCEW 560
OSSTF - EW 727.6
Other Non-Union 768
Principals & Vice Principals 990.6
Staffing Total 29651.7

Other Staffing by Employee/Bargaining Group Principal

Non- 2018/19 School Year s & Vice

Principal

Union Reporting Date: October 31, 2018
3% S
OSST / 3%
F i \

EW OCEW__—
2% 2% .

>

OSSTF
17%
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Other Staffing by Employee/Bargaining Group
Non- 2019/20 School Year
Union Reporting Date: October 31, 2019

3% Principals &
OSSTF - EW Vice Principals
2% 3%

(o] ]
OCEW

AN

OSSTF
17%

APPENDIX D: HRTO Data

Figure 1: Number of TDSB Applications at the HRTO by School Year

Year # of TDSB Applications at HRTO
2016/17 25
2017/18 27
2018/19 31
2019/20 25

Number of TDSB Applications at HRTO

31
30
29
28

27
26
25
24
23

22
2016/17 2017/18 2018/19 2019/20
School Year

Axis Title
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Figure 2: TDSB HRTO Applications by Social Area

Social Area 2016/17 | 2017/28 | 2018/19 | 2019/20
Employment 10 16 16 11
Goods, services and facilities 14 11 15 14
Membership in unions, trade or

. - 1 o o o)
professional associations.
TOTAL 25 27 31 25

Percentage of HRTO Applications by Social Area

120%

100%
80%
60%
40%
20%

0%

2016/17

B Employment B Goods, services and facilities

2017/18

95

2018/19

2019/20

= Membership in unions, trade or professional associations.
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APPENDIX E: Hate Activity Report Data

Figure 1: Number of Hate Activity Incidents Reported by Time Period

TIME PERIOD NUMBER OF INCIDENTS REPORTED
September 1, 2018 - August 31, 2019 64
September 1, 2019 — August 31, 2020 291
Total 355

350

300

Number of Incidents Reported by School Year

B

September 1, 2018 - August 31, 2019

School Year

September 1, 2019 - August 31, 2020

Figure 2: Number of Hate Activity Incidents Reported by Month

Month 2018/19 Number of Incidents | 2019/20 Number of Incidents
Reported Reported

September ) 21
October ) 38
November o 40
December ) 23
January 0 24
February 3 32
March 11 29
April 7 9
May 20 4
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June 19 39
July 4 27
August 0 5
TOTAL 64 291
AVERAGE (Sept-18 to Aug-19) 5 24

Number Incidents Reported by Month

50 .
@ 4
< 40 38 35 >
g 30 2 27
= 24
5 21 Z3 20 19
=1 10 3 4 4
2 0 0 0 0 0
September  October  November December  January February March April May June July
Month
Figure 3: Number of Hate Activity Incidents Reported by Time Period
TIME PERIOD NUMBER OF INCIDENTS
REPORTED
November 1, 2018 — April 14, 2019 15
April 15, 2019 - June 10, 2019 28
June 11, 2019 - August 31, 2020 312
TOTAL 355
Number of Hate Activity Incidents Reported by Time
Period
350
@ 300
[=
:g 250
£ 200
2 150
8
£ 100
=]
Z 50
0 EEEEE—— [ ]
November 1, 2018 - April 14, 2019 April 15, 2019 - June 10, 2019 June 11, 2019 - August 31, 2020
Time Period
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Figure 4: Number of Hate Activity Incidents Reported by Learning Network and Learning Centre

2018/19 SCHOOL
YEAR 2019/20 SCHOOL YEAR
September 1, 2018- | September 1, 2019 - August
LOCATION August 31, 2019 31, 2020
Learning Network 1 2 6
Learning Network 2 0 18
Learning Network 3 1 11
Learning Network 4 0 18
Learning Network 5 7 46
Learning Network 6 1 20
Learning Centre 1 Total 11 119
Learning Network 7 3 1
Learning Network 8 3 19
Learning Network g 0 12
Learning Network 10 8 15
Learning Network 11 4 3
Learning Network 12 1 5
Learning Centre 2 Total 19 55
Learning Network 13 0 2
Learning Network 14 2 2
Learning Network 15 0 2
Learning Network 16 1 3
Learning Network 17 2 5
Learning Network 18 0 0
Learning Centre 3 Total 5 14
Learning Network 19 2 18
Learning Network 20 7 15
Learning Network 21 2 12
Learning Network 22 3 16
Learning Network 23 6 24
Learning Network 24 9 15
Learning Centre 4 Total 29 100
Other o) 3
OVERALL TOTAL 64 291
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Percentage of Incidents Reported by Learning
Centre
September 1, 2018 to August 31, 2019
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Percentage of Incidents Reported by Learning
Centre
September 1, 2019 to August 31, 2020
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Figure 5: Number of Hate Activity Incidents Reported by Ground

Incidents Reported

GROUNDS 2018/29 NUMBER 2019/20 2018/19 2019/20
OF INCIDENTS PERCENTAGE | NUMBER PERCENTAGE
OF
INCIDENTS
Race and related grounds 41 64% 201 69%
Creed 20 31% 40 14%
Sexual Orientation 6 9% 49 17%
Sex 2 3% 16 5%
Disability 2 3% 3 1%
Other 1 2% 10 3%
Gender identity and gender 3 5% 5 2%
expression
Total Number of Hate Activity | 64 201

Number & Percentage of Hate Activity Reports by Ground

210
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50 41, 64%
40
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201, 69%

40, 14%

20,31%
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6, 9%
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M 2018/19 School Year

49, 17%
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2, 3%.
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Figure 7: Number and Percentage of Hate Activity Incidents Reported by Type

Reported

TYPE OF INCIDENT 2018/19 2018/19 2019/20 2019/20
NUMBER OF | PERCENTAGE | NUMBER OF | PERCENTAGE
INCIDENTS INCIDENTS
Ableism 2 3% 3 1%
Anti-Asian 0 o% 12 4%
Anti-Black racism 25 39% 119 41%
Anti-Indigenous 0 0% 2 1%
Antisemitism 15 23% 31 11%
Faith Based 1 2% ) 0%
Gender based violence 2 3% 0 0%
Homophobia 6 9% 48 16%
Islamophobia 4 6% 7 2%
Other Racial Discrimination 11 17% 62 21%
Sexism o 0% 5 2%
Sexual Harassment 0 0% 3 1%
Transphobia 1 2% 4 1%
White supremacy 1 2% 0 0%
Xenophobia 1 2% 2 1%
Other 2 3% 17 6%
Total Number of Incidents 64 201

102






Agenda Page 150
HUMAN RIGHTS UPDATE: ANNUAL REPORT 2018-2020

Number and Percentage of Incidents Reported by Type
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APPENDIX F: HRO Consults Data

Figure 1: Consults by Position January 1 to August 31, 2020

NUMBER OF
POSITION CONSULTS PERCENTAGE
Principal/Vice Principal 96 49%
Superintendent/Executive
Superintendent 78 4,0%
Teacher 11 6%
Other TDSB Staff 3 2%
Parent 3%
Support Staff Manager/Supervisor 1%
Other 2 1%
TOTAL 197 100%
Number of Consults by Position
January 1 to August 31, 2020
Support Staff
Manager/Supevisor
Parent 1%
Other TDSB Staff __ 3%
1%
Teacher
6%
Superintendent/
Executive
Superintendent
40%
Figure 2: Consults by Type of Service
NUMBER OF
TYPE OF SERVICE CONSULTS PERCENTAGE
Advice 170 86%
Assistance with Investigation 23 12%
Other 4 2%
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197

100%

Number of Consults by Type of Service
January 1 to August 31, 2020

Assistance with  Other
2%

Investigation
12%

Figure 3: Consults by Type of Incident

NUMBER OF

TYPE OF INCIDENT CONSULTS PERCENTAGE
Workplace Harassment 20 10%
Human Rights 153 78%
Workplace Harassment &

Human Rights 7 4%
Hate Activity 5 3%
Other 12 6%
TOTAL 197 100%
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Type of Consult
January 1 to August 31, 2020  workplace
Other Harassment
Hate Activity 6% 10%
2\

Workplace
Harassment &
Human Rights

4%

Human Rights
78%

Figure 4: Consults by Social Area

NUMBER OF
SOCIAL AREA CONSULTS PERCENTAGE
Employment 87 44%
Education 108 55%
Facilities 2 1%
TOTAL 197 100%

Number of Consults by Social Area
January 1 to August 31, 2020

Facilities
1%

Employment
44%
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Figure 5: Number of Consults by Month
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NUMBER OF
MONTH CONSULTS
January 28
February 25
March 22
April 9
May 13
June 68
July 26
August 6
TOTAL 197
Number of Consults by Month
January 1 to August 31, 2020
80
70 68
60
£ 50
c
S
‘s 40
2 30 28 26
20
) .
0 -~
January February March April June July
Month
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Figure 6: Organizational Response Team Meetings by Social Area

Organizational Response Team Meetings
First ORT convened on May 29, 2020

TYPE NUMBER OF ORTs

Employment 23
Education 38
Facilities 1
TOTAL 62

Organizational Response Team Meetings by

Social Area
January 1 to August 31, 2020

Facilities
2%

Figure 7: Organizational Response Team Meetings by Type

Organizational Response Team Meetings

TYPE NUMBER OF ORTs
Human Rights 60
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Human Rights & Workplace Harassment 2
TOTAL 62

Organizational Response Team Meetings by

Social Area
January 1 to August 31, 2020

Facilities
2%
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APPENDIX G: Human Rights Office Investigation Costs

$300,000

$250,000

$200,000

$150,000

$100,000

S Spent on Investigations

$50,000

S0
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Total spent on
Year Investigations
2017/18 $239,110
2018/19 $224,248
2019/20 $62,738

Human Rights Office Investigation Costs

2017/18

2018/19
School Year

== Total spent on Investigations
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APPENDIX H: 2017 Student Census Data Tables

Note: entries highlighted in red met the g/10ths rule of (non-statistical) substantial significance
as discussed in Appendix A, section 3.2.1.

Application of Rules
Student Census Grades 7 - 12

All Respondents

Race
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73% 6,900 18% 1,723 8% 795 100% 9,418

83% 15,049 13% 2,344 5% 835 100% 18,228

79% 3,618 17% 799 4% 181 100% 4,598

79% 17,856 15% 3,494 6% 1,283 100% 22,633

77% 65,46 16% 13,649 6% 5,389 100% 84,500
2

Sexual Orientation
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Religion
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Grade 4 — 6 Student Census
2017 Student Census Data Table

Race
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Gender Identity

16%

5%

16,340 19% 4,303 9% 2,160 100% 22,803
58 26% 28 19% 20 100% 106
33,853 17% 7,781 7% 3,268 100% 44,902

Disability

Sense of Belonging — Student Census Grades 7 —12

2017 Student Census Data Tables
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Race

5,819
7,904 26% 3,292 10% 1,235 100% 12,431
112 25% 52 20% 40 100% 204
920 28% 440 15% 233 100% 1,593
3,351 22% 1,163 14% 740 100% 5,254
5,583 25% 2,386 16% 1,511 100% 9,480
12,618 21% 3,905 10% 1,830 100% 18,353
2,769 29% 1,333 12% 539 100% 4,641
15,499 21% 4,772 11% 2,474 100% 22,745
54,575 24% 20,058 12% 10,457 100% 85,090

Gender Identity

Sexual Orientation

Religion
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2,064 28% 909 10% 323 100% 3,296
17,107 24% 6,471 13% 3,432 100% 27,010
5,131 19% 1,346 8% 542 100% 7,019
57 27% 30 21% 23 100% 110
10,462 22% 3,518 12% 1,970 100% 15,950
1,431 19% 366 9% 174 100% 1,971
639 20% 179 8% 72 100% 890
434 26% 213 23% 188 100% 835
758 26% 332 15% 197 100% 1,287
10,574 25% 4,300 12% 2,061 100% 16,935
273 25% 123 20% 100 100% 496
53,318 24% 19,517 12% 10,142 100% 82,977

Respect — Student Census Grades 7 —12
2017 Student Census Data Tables

Disability
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90% 3,387 5% 195 4% 168 100% 3,750
93% 30,492 5% 1,544 3% 875 100% 32,911
89% 4,018 7% 300 5% 206 100% 4,524
92% 37,897 5% 2,039 3% 1,249 100% 41,185

Race

Gender Identity

93%

18,991

5%

948

3%

555

100%

20,494

91%

19,267

5%

1,140

3%

716

100%

21,123
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89% 372

5%

19

7%

29

100%

420

92% 38,630

5%

2,107

3%

1,300

100%

42,037

Sexual Orientation

Religion
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Disability

Race

94% 412 3% 12 3% 13 100% 437
86% 373 9% 37 6% 24 100% 434
89% 573 6% 40 5% 34 100% 647
93% 7,782 4% 363 3% 218 100% 8,363
84% 201 8% 18 8% 20 100% 239
92% 37,662 5% 2,041 3% 1,247 100% 40,950

Well-Being — Student Census Grades 7 —12

2017 Student Census Data Tables

39,775

75%

94,339

100%

125,114
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[Fotal T 25% [ 30682 | 75% | 04,038 | a00% | 124720 |

Gender Identity

61,179
51,376 100% 62,950
309 100% 966
94,326 100% 125,095

Sexual Orientation

Religion

1,110
2,666 100% 4,763
2,039 100% 3,220

18,724 100% 25,998
5,176 100% 6,822

59 100% 109

11,176 100% 15,097

1,332 100% 1,914
677 100% 867
433 100% 804
792 100% 1,248

10,555 100% 16,410

255 100% 480
54,994 100% 79,964
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Cover Designs and lllustrations

The artwork on the cover as well as throughout this
document are components from the specific work of Meera
Sethi. She was inspired by Dr. David Suzuki’s quote:

“The human brain now holds the key to our
future. We have to recall the image of the planet
from outer space: a single entity in which air,
water and continents are interconnected. That is
our home.

Our identity includes our natural world, how we
move through it, how we interact with it and
how it sustains us.”

-David Suzuki

Sethi wished to show a sense of connectedness between
humans and everything else in the world: the wind, the
oceans, the waterways, the fish and the trees. To invoke
diverse Asian identities, she has used patterns, motifs from
Asian communities and a maximalist sense of colour from
Japanese poster design.

Meera Sethi is a Canadian contemporary artist whose
practice encompasses a range of mediums to pose questions
about the relationship between migration, diaspora, hybridity
and belonging.

meerasethi.com

. Addressing Anti-Asian Racism Resource



http://www.meerasethi.com



A message from the Toronto
District School Board

The Toronto District School Board (TDSB) is pleased to partner with ETFO in the creation

of Addressing Anti-Asian Racism: A Resource for Educators. The TDSB has been a leading
board in addressing equity, anti-racism and anti-oppression. Strengthened by its Equity Policy
and the Multi-Year Strategic Plan goals, the TDSB has centred the work of equity and anti-
oppression as foundational in our work as educators. The TDSB is committed to an inclusive
curriculum, supporting student engagement and delivering effective educator professional
learning to help all students succeed.

Anti-Asian racism is pervasive in our society. The current increase in racist attitudes and
behaviors towards Asians and people of Asian descent due to the COVID-19 outbreak has
negatively impacted the health, well-being and safety of educators, students, families and
communities of Asian descent. This resource offers new learnings and innovative actions
to ensure immediate changes in learning environments and partnerships with families and
communities.

Addressing Anti-Asian Racism: A Resource for Educators provides a foundation for reflection,
discussion and social justice action. It was created by a team of educators of Asian descent
whose lived experiences, both personal and professional, knowledge and passion for social
justice are reflected in its pages. It is our hope that this resource is shared widely and used to
build capacity among staff and educators across Ontario to effectively understand, respond,
intervene and act when issues of injustice, human rights, equity and oppression arise.

Karen Murray Jacqueline Spence
Centrally Assigned Principal Superintendent
Equity, Anti-Racism and Anti-Oppression Equity, Anti-Oppression and Early Years

and Teachers Leading and Learning
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A message from the Elementary
Teachers' Federation of Ontario

Over the last 20 years the Elementary Teachers’ Federation of Ontario (ETFO) has been a
leader in education initiatives to address inequities in schools and our communities. At the
foundation of our work is to build a better future by fighting for equity and social justice. The
development of this resource, Addressing Anti-Asian Racism: A Resource for Educators is one
example of a significant tool developed to support the professional learning of educators as
they offer high-quality learning in public schools.

This timely and important resource aims to offer an urgent response to the global virus that
has impacted and changed our world. The COVID-19 pandemic has given rise to violence and
overt forms of discrimination that has impacted some of Ontario’s racialized and marginalized
communities. Anti-Asian violence has spiked since this outbreak in 2020 and has affected the
mental health, well-being and safety of educators, students, families and our communities.
The anti-Asian discrimination resurfacing today has deep historical, colonial roots in this
country and this is an urgent time to ensure we end this troubled history of racism.

ETFO in partnership with the Toronto District School Board developed this resource to offer
tools for educators to act against racism, to provide support to allies and all ETFO members
and to work proactively to address the plague of racism that infects all our communities

and schools. This innovative project demonstrates the strength of working together and is
one way that our union will continue to work tirelessly to create concrete, systemic change
through education and awareness. To do this work of combating racism we need your help
and encourage you to not only read and use this resource but to share the tools with others to
create change within their lives. Our collective actions can and will make a difference, but we
must be resilient.

Sharon O’Halloran

Elementary Teachers’ Federation of Ontario
General Secretary
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educators to empower their students’
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Section One
Setting the Context

Document Introduction
and Rationale

Addressing Anti-Asian Racism invites you into a courageous conversation about race. We,
the writers, are Asian Canadian educators committed to a vision of a world free of racism.
We have experienced discrimination and felt racism in our hearts, as students and educators.

Weaved throughout this document, are our This resource is long overdue. Over 47%
voices, sharing the stories and personal of the TDSB student population self-
experiences that reveal the complexities identified as Asian (TDSB, 2011). Though
and impacts of anti-Asian racism. They this demographic looks different in schools
may create discomfort. They may echo your across Ontario, the need to address racism
own stories. in every school community is necessary.

A growing majority of Canadians agree
Together, grounded in the desire for

personal growth, the ways we learn and
teach inspires us to seek justice with each

® 6 6 o o
' ¥ ¥ ¥ Y
O 6 6 o o
' ¥ ¥ ¥ ¥
of the TDSB student population
self-identified as Asian

other, students, schools and communities.
This resource document provides

experiences, analyses and tools to address
human rights issues with respect to anti-
Asian racism, with an understanding that
the world is ready for change.
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As long as Asians have been in
Canada, we have been confronting
racism in everyday life in addition
to discriminatory government
policies and practices.
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that systemic racism is a serious problem
(Dangerfield, 2020). The awareness

about race and racism in Ontario and
across Canada means that this is an
unprecedented opportunity to take action in
schools.

Addressing Anti-Asian Racism is an
educational resource created by the TDSB
in partnership with ETFO. The TDSB and
ETFO strive for fairness, equity and inclusion
as essential principles in schools and are
integrated into all programs, operations and
policies (TDSB, 2014; ETFO, 2020).

The TDSB is committed to an inclusive
curriculum, supporting student engagement
and delivering effective teacher professional
learning to help all students succeed.
Further, ETFO’s Anti-Racism Policy 5.0
defines the need for anti-racism to be
addressed within system-wide education

Go back to where
you came from!

policies, as well as strategies to implement
anti-racist practices at the local schools
level (ETFQ, 2011). This resource provides
a foundation for reflection, discussion and

social justice action.

“Go back to where you came from!” Many
Asian Canadians have heard this kind of
racism. It is also a common assault that
students hear in schoolyards or muttered
under someone’s breath in the hallways.
Historically and up to present day, Canadians
of Asian ancestry are often treated as though
our presence is a threat to the well-being of
other Canadians. The current rise of anti-
Asian hate crimes in the face of COVID-19

is a disturbing reality for many students,
educators and community members in
Toronto and globally (Flanagan, 2020). News
reports document a surge in racist attacks on
people of Asian descent (or presumed Asian
ancestry), a phenomenon called the ‘shadow
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pandemic’ (Kwong, 2020; Lam, 2020). As
long as Asians have been in Canada, we

have been confronting racism in everyday
life in addition to discriminatory government
policies and practices.

Regardless of the demographics of a
specific school population, anti-Asian
racism is pervasive across Canadian
society. Having a diverse school population
alone does not shift fundamental power
dynamics that enable racism to exist in
society. Students and educators must
understand what racism is, and how

it looks and feels for racialized people
whether your school community is diverse
or homogenous (e.g., predominantly white
or Asian populations).

We hope that you take elements of what
you may learn here in this anti-oppressive
education resource and find a way to
practice anti-oppressive education in

the best way possible. If you work in a
majority white school, for example, you
may begin with the examples and stories
in Section Two to shift how we talk about
“others”. In a homogenous racialized
school community, use the guidelines in
Section Three to re-examine bias, share

Section One | Setting the Context

Having a diverse school population
alone does not shift fundamental
power dynamics that enable
racism to exist in society.
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experiences and find ways to boost student
leadership and nurture a sense of solidarity
across difference.

We offer an education approach focused
on human rights that includes an anti-
oppressive framework and Culturally
Relevant and Responsive Pedagogy as

a starting point of best practices for all
school communities.
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Addressing Anti-Asian Racism at-a-glance

Section Two of this resource
begins with a definition of
“Asian,” a background on
Asian Canadian Identities as
well as a historical context of
Asian Canadian experiences.
We explain the Myth of the
Model Minority and explore
the fact that since we do not
live in separation from other
human rights issues, we
explore Centring Indigeneity
and Black Lives, as well

as the impacts of white
supremacy and privilege.
The section ends with a
discussion of anti-oppressive
framework and Culturally
Relevant and Responsive
Pedagogy as they relate to
anti-Asian racism and Asian
Canadian identities.

Addressing Anti-Asian Racism Resource

Section Three starts with
an examination of building
anti-oppressive learning
environments that address
advocacy strategies for
educators and school
administrators. Additionally,
there are practical
suggestions on working
with parent and community
groups. More strategies are
offered to help educators
and administrators get
started on noticing, naming
and interrupting anti-Asian

oppression and xenophobia.

Section Four offers
resources for further
learning. If you are
interested in cultivating
community connections
with your school, then
several community-based
organizations are listed.

If you are curious about
learning more about anti-
oppression, a list of ETFO
curriculum resources,
articles and workshops

are provided. Many equity
policies are also referenced
in Section Four. Finally,

we provide suggested
academic articles for further
exploration of anti-Asian
racism discourse.
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Section Two
Conceptual Frameworks,
Knowledge and Issues

Asian Canadian lIdentities and
Historical Context

Canadians with Asian ancestry are diverse, evolving and one of the largest communities of
colour in Canada (Statistics Canada, 2011). The TDSB and ETFO’s definitions of “Asian”
are broad and inclusive, but is not limited to people who come from or whose ancestors
come from the following locations (TDSB, 2020; ETFO, 2020):

B Central Asia: B Southeast Asia:

Afghanistan, Kazakhstan, Kyrgyzstan, Brunei, Cambodia, Indonesia, Laos, Malaysia,

Tajikistan, Turkmenistan, Uzbekistan. Myanmar, Philippines, Singapore, Thailand,
Vietnam.

B East Asia:

China, Hong Kong S.A.R., Japan, Mongolia, Western ASIH:

North Korea, South Korea, Taiwan. Armenia, Azerbaijan, Bahrain, Cyprus,
Georgia, Iraq, Israel, Jordan, Kuwait,

- SOUth Asia: Lebanon, Oman, Palestine, Qatar, Saudi
Arabia, Syria, Turkey, United Arab Emirates,

Bangladesh, Bhutan, India, Maldives, Nepal,

Pakistan, Sri Lanka. Yemen.
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Geographically, Asia is expansive and
encompasses Turkey on the western
boundary across to Japan on the east

and Siberia to the north-east. However,
racial identity cannot be based solely on
geography, nationhood and citizenship. It
becomes nuanced and complicated by other
factors including colonized experiences,
other constructed identities such as
culture, gender identity, language, religion,
spirituality, class and sexuality. It is worth
noting the limitations of such discussions
and what this resource attempts to do.

We attempt to explore and address a
particular brand of racism that impacts
bodies read as “Asian.” Anti-Asian racism
has a particular scope that reads bodies

of East Asian, South Asian and South East
Asian identities. This is the focus of the
work in this document. This is not at all

to negate or dismiss the experiences of
racism that communities from Central and
Western Asia experience (in terms of the
above information). It is to recognize that
such discussions of racial oppression are
more uniquely and appropriately taken

up in focused spaces of anti-Semitism,
Islamophobia, anti-Middle Eastern racism and
anti-Arab discrimination, where discussions
of stereotypes, discrimination and structural
racism impacting certain community groups
can be explored more intentionally.

“Where are you really from?"
Like many Asian Canadians, |
have been asked this question
countless times.

>> =

“Where are you really from?” Like many
Asian Canadians, | have been asked this
question countless times. My Chinese
Canadian identity was constantly challenged
by friends, teachers and strangers while |
was growing up. People refused to accept
that | was born, raised and educated in
Toronto. Yet, Asians have been on this

land since the late 1700s, almost as long

as European settlers (Chan, 2014). We are

part of Canada’s complicated history. We've
been indentured servants, labourers, skilled
workers and live-in caregivers. Early Asian
settlers included Chinese labourers who
mined for gold, worked in laundries and
built the railroad in the 1800s; Japanese
workers helped to establish the fishing
industry in the late 1800s; and in the
1900s, Sikhs and other Asians participated
in the agriculture and forestry industries
(Wallace, 2018).
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Many Asian groups faced discrimination
and hardship due to racist government
policies that restricted immigration,
housing, marriage, voting, education

and other civil rights. These policies

were enacted by the same white-settler
lawmakers that legislated the forced
removal, displacement and genocide of the
Inuit, First Nations and Métis peoples from
coast to coast to coast (Lawrence and Dua
2005). This included the enslavement of
both Indigenous and African Peoples. The

sweat of exploited Asian labourers was on
the backs of Indigenous Peoples whose
right to land and resources were taken
away (Lawrence, 2020). As Asians settled

in Canada, the exclusion and racism that
we experienced was and continues to be
impacted by colonization.

As Asians settled in Canada, the
exclusion and racism that we
experienced was and continues to
be impacted by colonization.

>>—

In the mid-1880s, thousands of mostly
men made the treacherous journey to flee
poverty and famine in China in search of
Gold Mountain, a term that referred to
gold mining in North America. What they
found instead were hostile prospectors

in desperate need of people to do the
back-breaking labour of building a
transcontinental railway.

Almost 20,000 Chinese workers completed
the railway from coast to coast (Yee, 2010).
When these labourers of Chinese descent
were injured, they were left to die by their
employers. They were often taken in, cared
for and housed by Indigenous communities
(CCNC, 2019).

In 1885, when the Canadian Pacific Railway
was celebrated by settlers for uniting this
land, not one Chinese labourer was present
(Marsh, 2017). That is not even the full
story. The ceremony literally railroaded the

sovereignty rights of Indigenous nations
who have been on this land known as

Turtle Island since time immemorial. The
treaties signed by the Confederation with
Indigenous Peoples under duress meant that
Indigenous Peoples were, and continue to
be, subject to systems of assimilation, with
the establishment of reserves, residential
schools and the Indian Act (Chan, 2017).
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As soon as the railway was built,
Asian workers were no longer
wanted, and ads for a “white
Canada” were created.
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As soon as the railway was built, Asian
workers were no longer wanted, and ads for
a “white Canada” were created that urged,
“Japs keep moving” and “Chinese must
go!,” while news headlines revealed racist
acts such as, “Mob raids Hindus.” Several
government policies were enacted to stop
Asian immigration to Canada, including a
“head tax,” a levy applied only to Chinese
people that increased from $50 to $500
over 15 years. Such restrictive and racially
targeted treatment was originally applied to
Indigenous Peoples. While the railway was
celebrated as a new frontier for settlers to
travel, the government instituted a “pass
system” where “Indian Agents” dictated
and severely limited the movement of First
Nations and Métis people living on reserves
from the West Coast to the prairies (CBC_
Radio, 2015).

Mid-1880s

Thousands of mostly men fled
poverty and famine in China in
search of Gold Mountain.

1885

Almost 20,000 Chinese workers
completed the Canadian Pacific
Railway from coast to coast.

1885

Government policies enacted to stop
Asian immigration, including a "head
tax" applied only to Chinese people.

1914

Hundreds of Sikhs traveled on the
Komagata Maru, were denied entry
on the B.C. coast and met a violent,
tragic end.

1922

A year-long school strike in
Vancouver's Chinatown paved the way
to dismantle school segregation.

1923

Chinese Exclusion Act instituted on
July 1 to stop Chinese people from
coming to Canada.
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The Chinese Exclusion Act was
later instituted on July 1, 1923 to
stop Chinese people from coming
to Canada, effectively dividing
families who had begun to settle
here.
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Moreover, in 1910, immigration officials
passed laws that barred African Americans
from entering Alberta and Saskatchewan
(Mundende, n.d.). A significant challenge

to colonial immigration laws that excluded
South Asians from Canada took place in
1914, when hundreds of Sikhs who traveled
on a ship, the Komagata Maru, were denied
entry on the B.C. coast and met a violent,
tragic end (Johnston, 2016). This historical
moment is an impactful lesson on colonial

relations between Britain and its colonies,
India and Canada.

The Chinese Exclusion Act was later
instituted on July 1, 1923 to stop Chinese

people from coming to Canada, effectively
dividing families who had begun to settle
here (Lee, 2017). For many, Canada Day

became known as Humiliation Day. The
political nature of discriminatory policies
was especially evident during the Second
World War when over 20,000 Japanese
Canadians, including babies and children,
were removed from their homes and sent
to internment camps from 1941 to 1949
(McRae, n.d.; Omatsu and Price, 2020).

Segregation laws excluded Indigenous,
Chinese and Black students from schools,
types of work and participation in

colonial and settler society. As a result,
neighbourhoods such as Chinatown, Little
India and Little Tibet were established
not as tourist destinations, but places of
refuge to shop, do banking and socialize.
Some of these exclusionary laws were
overturned through grassroots protest and
advocacy for equal rights; for example,

a year-long school strike in Vancouver’s
Chinatown in 1922 paved the way to
dismantle school segregation (Stanley,
2011; Robertson, 2016).
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Discriminatory policies also impacted
certain facets of Asian Canadian
communities, for example Gay Asians
Toronto grew out of a need for political
advocacy to resist homophobic laws, and
for social connection (Boras et al, 2015).

Beginning in the 1980s, Gay Asians Toronto
challenged homophobia both within Asian
communities and pushed for inclusion
within Toronto’s majority white, mainstream
gay community.

Racialized segregation laws still exist

today. The Canada Caregiver Program was
created in the 1990s to meet the demand
for nannies, live-in caregivers and personal
support workers. Tens of thousands of
workers, a majority of whom are women
from the Philippines, experience exploitation
and human rights abuses by employers, as
well as immigration restrictions (Galerand
et al, 2015). A growing number of Filipinex

domestic workers continue to advocate for
stronger labour protections and equitable
immigration laws, but it is hard to ignore
the continued discriminatory legislation
(Caregivers, n.d.).

These examples illustrate the systemic
barriers that Asian Canadians experienced
along with other racialized groups. They also

1941-1949

During the Second World War, over
20,000 Japanese Canadians were
removed from their homes and sent to
internment camps.

1970s

Changes to Canadian immigration
legislation enabled thousands of
Vietnamese refugees to escape war-
ravaged Vietnam, Cambodia and Laos.

1980s

Gay Asians Toronto challenged
homophobia and pushed for
inclusion in Toronto's majority white,
mainstream gay community.

1990s

Canada Caregiver Program created.
Tens of thousands of workers, a
majority of whom are women from
the Philippines, who experience
exploitation and human rights abuses
by employers, as well as immigration
restrictions.
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reveal our shifting identities within Canadian
society. With increased advocacy and cross-
racial solidarity with Jewish Canadians, for
example, changes to Canadian immigration
legislation in the 1970s eventually meant
that thousands of Vietnamese refugees
were able to escape war-ravaged Vietnam,
Cambodia and Laos and come to Canada
due to humanitarian efforts (CBC, 2017;

RCI, 2014).

Our belonging as Canadians goes beyond
our places of origin: we have broad identities
with respect to gender expression, sexuality,
class, skin colour, religion, immigration status
and generational roots. We are also workers
of all kinds who may be undocumented,

in skill trades, arts, sports as well as
professionals and investors. Asian Canadians
express our many identities to cultivate a
strong sense of community.

An initiative by local South Asians called
‘Rewriting the Script’ is an example.

In 2001, a group of queer South Asian
Torontonians produced a film to celebrate
their lesbian, gay and transgendered
identities. They opened up unique
conversations within the South Asian
community and among parents and
elders about the difficulties of coming out

Our belonging as Canadians
goes beyond our places of origin:
we have broad identities with
respect to gender expression,
sexuality, class, skin colour,
religion, immigration status and
generational roots.

>>—

with their sexuality in terms of cultural
expectations and cross-generational
relationships (Bhandari, 2015). Community

art projects like Rewriting the Script
convey the multi-layered challenges

that we face as people of Asian descent
within our own communities, and with
stereotypes and discrimination in Canadian
society more broadly.

Asian Canadians have made significant
contributions to every aspect of Canadian
society, including in the dismantling of
discriminatory government policies. When
my parents immigrated to Toronto in the
1960s, they joined the momentum of
community activism to establish social
justice and civil rights organizations. For
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generations, Canadians of Asian descent
have strongly advocated to create a more
equitable home for all racialized Canadians.

The government has since apologized and
issued redress for some historical wrongs,
such as the head tax and the Japanese
internment (CBC, 2016, CRRF, n.d.). Yet,
the stereotypes of Asians as passive or

as a “model minority” continue to silence
our contributions, complex identities and
solidarity with other racialized communities.
Asian Canadian identities continue to evolve
as we acknowledge our histories, fight
injustice, honour diverse cultures and take
responsibility in reconciliation.

For generations, Canadians of
Asian descent have strongly
advocated to create a more
equitable home for all racialized
Canadians.

>>—

00 00 0000000000000 00000000000000000000000

Questions to consider:

1. Whatdo youknow and
what have you learned about
Asian Canadian contributions
and challenges facing Asian
Canadians?

2. How does new learning on Asian
Canadians impact you as an
educator?

3. Why s learning about Asian
Canadians a complex and on-
going task?
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Myth of the Model Minority

What is the Model Minority Myth? It is a
way to categorize a minority group, so they
appear as though they have conformed

to colonial values and assimilated into
Canadian society so smoothly that we can
hold them up as an example. | remember my
first experience being pushed into the model
minority category. My family had immigrated
from South Asia and when my sister and |
started attending school, the teachers told
my parents that they should speak only
English at home, so we could do better. My
parents complied, eager for us to succeed
and not realizing that we were giving up

a part of our identities to become “good”
Canadian students. The teachers would go
on to say to other minority groups, “See that
student? She’s only been in Canada for a
short time, but her English is so good!”

The Model Minority Myth portrays Asians
as “apolitical, quiet, uncomplaining—
essentially embracing a don’t-rock-the-
boat mindset. As ‘good’ people of color,

the model minority doesn’t get into trouble.
They’re not criminals, they’re not violent
protesters, they keep their heads down—
and it works, supposedly.” (Wu, n.d.)

But, Asians have not always been in the
model minority group. This is a stark
contrast to “the construction of the
Canadian Pacific Railway in 1881, when
an estimated 17,000 Chinese workers
were brought to Canada and endured

long working days, for around $1 a day.”
(Kwong, 2016) At that time, they were
labelled as “forever foreigners,” dangerous
and threatening because they were taking
jobs from white Canadians, spreading the
“yellow peril” and threatening the white
supremist way of living. Asians were seen
as “the other” because they were different.

Are Asian people seen to be a model
minority or forever foreigner? Or both?
This dilemma is at the heart of the struggle
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As a start, it is important to
question our beliefs and practices
as educators, so that we can
understand the struggle Asian
students may face.

>> =

Asian people face. If they live in the Model
Minority Myth, they have to excel, maintain
the illusion of success and appear as

a monolithic group to fit in. But, if they
remain as forever foreigners, they deny
their identities, aligning with other minority
groups and feeling perpetually on the
outside of Canadian society. As a South-
Asian, | often have to choose between being
a model minority or a forever foreigner
depending on which one will benefit me in
the moment and it is a constant struggle.

We may not see it, but Asian students are
feeling the effects of harmful stereotypes
and racism and it can lead to mental health
challenges and the need to access support
in schools. According to the 2011-2012
Census Portraits (TDSB, 2015), “Southeast
Asian students feel significantly less safe

than others at school” and “students of
Vietnamese descent were much less likely
to have an adult(s) whom they could turn

to for personal support.” Also, “more South
Asian students than others worried about
their future, school work and family matters”
(TDSB, 2015).

There is so much more to know about the
experiences of Asian students that requires
digging deeper into data, history and
discourse with colleagues and families. As a
start, it is important to question our beliefs
and practices as educators, so that we can
understand the struggle Asian students may
face as a model minority or forever foreigner.

00 00 0000000000000 000000000000000000000000

Questions to consider:

1. Is it possible that | am perpetuating
the Model Minority Myth?

2. How can | challenge racist beliefs
and stereotypes of Asian peoples
amongst students and colleagues?

3. How might | explore Asian histories
in connection to curriculum?

4. Which texts might | use to support
Asian students in developing
positive self-images and a sense of
belonging at school?
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Centring Indigeneity and Black Lives

In this section, we explore the roots of

the system that oppresses Asian people,
Indigenous Peoples and Black people and
uncover how these oppressions intertwine.
It is important to note that although different
forms of racism are deeply connected, anti-
Black racism and anti-Indigenous racism
have had specific historical and systemic
implications that resulted in significantly
different impacts on these groups. In both
exploring and differentiating these issues,
we hope it will become clear that centring
and finding solidarity with Indigenous
Peoples and Black lives is essential in

the work of recognizing, confronting and
disrupting anti-Asian racism.

My parents have first-hand experience
with colonialism, disenfranchisement and
racism. As children, both my parents lived
under the Japanese Occupation. They were
given Japanese names. It was illegal to
speak Korean and engage in other Korean
cultural practices. Those oppressive laws
ended after World War Il when Korea was
divided into two distinct countries occupied
by the United States and the Soviet Union.
Neither of my parents recognized when

LN

“The Asian diasporas, Indigenous
Peoples and Black communities are
today named, but not afforded much
value — we need to find solidarity
with communities of colour.”

,

- Kimberley Wong
(Price, 2020)

they passed the Canadian citizenship test in
the 1970s that they had new and profound
responsibilities as settlers in Canada. They
had been taught a different story, a story of
peaceful nation building.

My parents came to Canada seeking peace
and the opportunity to build a better life.
They heard that Canada was a place of
economic opportunity and social mobility
for anyone who works hard. Everyone had
the same rights, regardless of skin colour
or religion. Canada was a multicultural

and tolerant “mosaic” in comparison to

the assimilationist “melting pot” of the
United States. Canada’s national mythology
creates and perpetuates the idea that
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racism is not part of Canada’s past or
present. This racial “amnesia” allows
people to deny the existence of racism in
Canada and it preserves the racist status
quo (Razack, 2004). That racial amnesia

extends to colonialism.

It is important to reiterate that when
arriving in Canada, non-Indigenous
immigrants, including Asian people, have
become part of Canada’s historic and
ongoing project of colonialism. Though
portrayed as “terra nullius” (Latin for
“nobody’s land”) on European maps prior
to First Contact, the rich land now known
as Canada was home to an incredibly
diverse collection of hundreds of ethnically,
culturally and linguistically distinct groups.
These Indigenous Peoples inhabited this
land since time immemorial and continue
to do so, resisting, surviving and thriving

When arriving in Canada, non-
Indigenous immigrants, including
Asian people, have become part
of Canada's historic and ongoing
project of colonialism.

>>—

“Before we look at where we are
today and where we are heading, it
is important that we first look at how
we arrived at this place... Among
Indigenous Peoples in Canada and
throughout the Americas, there are
many variations, but there is one
constant: the land was stolen from
underneath us.”

- Manuel & Derrickson,
2016, pp. 4

despite the theft of their lands - the source
of their wealth - and attempts to erase their
existence.

While most Black people were enslaved,
Asian people were indentured servants,
artisans or labourers. (Government of
Canada, Asian heritage month, 2020).

Black Canadian communities are diverse
and longstanding, some of which stretch
back to the beginning of settler colonialism
in this country (United Nations, 2017). The
enslavement of Africans existed in Canada

from the 16th century until its abolition in
1834 (Aladejebi, 2016; United Nations,
2017). Currently, Ontario is home to slightly
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more than half of the country’s total Black
population— comprising immigrants, as
well as those born in Canada (Statistics
Canada, 2020). Many Black Canadians can
trace their roots in this land across many

generations to communities like Africville,
while others identify their ethnic origins to
countries like Jamaica, Nigeria, and Somalia
(Statistics Canada, 2020).

Canada’s practice of settler colonialism

has resulted in systemic barriers that
prevent people from fully participating in
all parts of society. This is especially true
for Black Ontarians of all backgrounds.

W hether descendants of people who were
enslaved, members of early Black Canadian
communities, or those with immigrants
experiences, Black people in Ontario live

a shared present-day experience of anti-
Black racism.

Canada'’s practice of settler
colonialism has resulted in
systemic barriers that prevent
people from fully participating in
all parts of society.

>> =
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Asian people began arriving independent

of white settlers by the mid-1800s.
Economically, they exploited natural resources
such as gold while seeking to establish
communities of their own. They often faced
systematic and legislated anti-Asian racism
(Government of British Columbia, Chinese

Legacy BC, 2017). In doing so, Asian people
began a history of complicity with and
benefiting from a white colonial system built
on a racial hierarchy while simultaneously
experiencing oppression.

Asian and other non-white people can

often feel like they are on the sidelines to
discussions of anti-Indigenous and anti-
Black racism, discussions that began long
before they arrived to Canada. My father in
particular knows that racism is alive and well
in Canada. Back in the days of our corner
store, he would read The Toronto Star,

The Globe and Mail and The Toronto Sun
back-to-back each day. Today he watches
the news endlessly. A Black man is shot
during an interaction with police. A group of
Indigenous Peoples have a standoff with the
Canadian government around a pipeline. An
Indigenous man is beaten after being pulled
over by RCMP. The Special Investigations
Unit is called after a Black Indigenous
woman dies during a wellness check.
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The anti-Asian racism this system
generates is not the same as anti-
Black or anti-Indigenous racism.
Anti-Asian racism has its own
unique sting that generates fear,
humiliation, trepidation and anger.

>>—

There was little doubt in both my parents’
minds that racism was alive and well in
Canada. They had experienced enough
anti-Asian racism in their time here not to
believe otherwise. My parents see these
events as connected because they know
these events don’t happen in a vacuum: they
happen in a system. Audre Lorde wrote that
“all oppression is connected” (1983). It is no
coincidence that a system that has produced
anti-Black and anti-Indigenous racism also
produces anti-Asian racism.

The anti-Asian racism this system generates
is not the same as anti-Black or anti-
Indigenous racism. Anti-Asian racism has

its own unique sting that generates fear,
humiliation, trepidation and anger. We are
successful, upwardly mobile examples of
hyphenated Canadians until a pandemic
breaks out and we become vectors of
contagion. We are a “model minority” but
a “forever foreigner.” The specificity of
anti-Asian racism accomplishes what Toni
Morrison identified as “the very serious
function” of racism: “distraction” (Herron

2019). We are distracted from realizing
how all oppressions are connected and
how eliminating anti-Asian racism means
pushing for sovereignty, healing and justice
for the most marginalized among us. It is
necessary to centre Indigeneity and Black
lives as we engage in understanding anti-
Asian racism.

To enrich students’ knowledge and
understanding of Canadian history, we must
go beyond the curriculum to affirm and value
Black and Indigenous Peoples’ lives. As
Canada and Canadians continue to deny the
existence of racism as part of their colonial
constructs, Indigenous, Black and Asian
people continue to exist within a society
that silences this part of their identity. As
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educators, we often repeat the “feel-good”
national stories of the Underground Railroad
which portrays Canada as a haven for
escaped slaves. Consider how we might
hear an Indigenous Land Acknowledgment
at the start of the school day along with

Oh Canada; is that the extent of Indigenous
discourse for the day? Is Asian history only
relegated to the month of May? It is clear
that the curriculum is not neutral. Whose
stories are valued and whose stories are
silenced is a reflection of who has power.

When racialized communities reclaim
control of the narrative, they are able to
fill in the gaps of how events have shaped
and continue to reshape the formation

of Canada. As a racialized educator, |
understand the significance of this work
and the impact it has on the well-being
and success of racialized students and

To enrich students’ knowledge and
understanding of Canadian history,
we must go beyond the curriculum
to affirm and value Black and
Indigenous Peoples lives.

>>—
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educators. Looking at the history of
schooling in Canada is just a microcosm
of the social and institutional constructs of
oppression and racism.

The Canadian education system has a long
history of institutional policies and practices
that have been used to oppress racialized
communities. Two of these institutional
practices are residential schools and racially
segregated schools. Neither slavery nor
racially segregated schools are just an
“American thing;” Black children in Canada
were forced into segregated schools. Asians
also faced racial discrimination in schools
and in some instances were fully excluded
from attending. Residential schools have a
long history in Canada.

W hile many Indigenous children and
families were able to preserve their
language and teachings in spite of the
residential school system, the residential
school system was aimed to destroy
children’s traditions, culture and identity.
These policies and practices have operated
Eurocentrically, where the resulting
oppression and silencing have often been
framed as necessary and supportive.
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To affirm and value Black lives,
Indigenous Peoples lives and
Asian lives we must accurately
and authentically affirm their
lived experiences and histories in
classroom spaces.

>> —

To affirm and value Black lives, Indigenous
Peoples lives and Asian lives we must
accurately and authentically affirm

their lived experiences and histories in
classroom spaces. When we can centralize
these narratives we can start to see the
interconnectedness of oppressions that
existed and continue to prevail in society
and education and we can work toward true
reconciliation. Addressing and confronting
anti-Asian racism is connected to Black
liberation and the fight for Indigenous
Peoples rights.
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0000000000000 0000000000000000000000000

Questions to consider:

1. Arevyou a settler or First Nations,
Métis or Inuit? From your
position, what do you see as our
responsibilities as settlers in the
classroom to Indigenous Peoples?

2. How do you understand the
necessary work of addressing
Indigeneity and Black lives when
confronting anti-Asian racism?

3. What national mythologies do
students know? How might those
mythologies silence diversity and
the experiences of minority groups
and marginalized people?

4. What actionable and sustainable
steps could you take in classrooms
or schools to centre Indigeneity
and Black lives?

5. How are Asian communities
in North American working
in solidarity with Black and
Indigenous Peoples? (some
examples include: Asians In
Support of Wet'suwet’en, Letters
for Black Lives, Asians 4 Black
Lives - Toronto)
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White Supremacy and Privilege

“White supremacy?” you marvel, flipping
through this resource guide to this page.
“What happened to multiculturalism?” Let
me begin by a reflection on my experience
with school-based multiculturalism. | loved
lunchtime during Multicultural Day at

school. Getting nods from the other kids
complimenting the Korean barbeque made
me feel proud enough to forget past, more
painful interactions about race. “Your eyes are
so smalll How can you even see?” “Why is
your nose so flat?” “Chinese names are made
up by banging pots and pans: Chin! Ping!
Chong!” When things went back to normal,
the rapport would linger for a few days, then
drift away, forgotten until next year. The
other kids might have learned that galbi is
delicious and what a hanbok was, but not
much else.

Sharing differences through celebrations

can look and feel good, but they ultimately
bypass intentions towards racial equity
(Gorski, 2019). Unspoken beliefs, stereotypes

and practices about what is normal are not

.

“You cannot dismantle what you
cannot see. You cannot challenge
what you do not understand.”

J

- Layla F. Saad
(Saad, 2020, pp. 38)

surfaced. Past and present economic and
social power imbalances are ignored. To
address anti-Asian racism, we need to first
unveil why it exists.

Race has no scientific, biological basis
(Kolbert, 2018). Itis an idea we are taught
by society. We learn how to recognize

race based on physical characteristics

and ancestry. If we met on the street,

my eye shape, hair colour, hair texture

and skin colour would tell you that I'm
probably Asian. And | am, because I'm
Korean. Unspoken beliefs, stereotypes and
prejudices often lead to misconceptions
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about race. One misconception is that
Indigenous Peoples are identified as
Asian. They are not, because Indigenous
Peoples have lived in Canada since time
immemorial. Though there is no genetic
evidence for race, it remains a powerful
shorthand that informs how we interact
with each other, how we view the world
and view ourselves. For example, think of
the biases and stereotypes often associated
with Asian identity.

Race also affects our ideas about Canadian
culture. Though | am Korean, my family is
white. We have had many conversations
about race and culture over the years, from
food and festivals to arguments about how
bias and prejudice differs from racism. In
some of our surprising first talks, my white
stepson said, “| don’'t have a culture, I'm
white.” Though the association may be
unconscious, in Canada our dominant cultural
perspective is a white one.

White supremacy is an ideology based on

the belief that white identity is the norm,
standard and ideal. It does not refer to
extreme hate groups or far right extremists.
It is not about good and bad people. Itis
about the accumulation of social, cultural
and institutional power that has and
continues to advantage a group of people.

Historically and currently, power
and privilege in Canada are
distributed along racial and other
socio-cultural lines.

>>—

Power refers to the ability of a group to
affect and influence other groups, the course
of events or the allocation of resources.

W hite supremacy is related to the idea of
white privilege in that white privilege is the

reward of white supremacy.

Privilege refers to the advantages an
individual or group receives simply by virtue
of where they were born, what they look
like, and how their demographics happen

to line up with dominant identities. It is not
something you can earn. Privilege grants
opportunities and advantages to some while
limiting and disadvantaging others.

Historically and currently, power and
privilege in Canada are distributed along
racial and other socio-cultural lines. In
Hollywood (Vary, 2020) and in Canadian
media (Newman-Bremang, 2020),

portrayals of Asian people are typically
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constructed by white people who are
both behind and in front of the camera.

In Canada, in politics (Grenier, 2020), the
judiciary (Harris, 2019), policing (Marcoux
Nicholson, & Kubinec, 2016), business
(Ravilojan, 2020), medicine (Kassam
2017), education (Turner, 2014) and the
Sunshine List (McLaughlin & Crawley,

2018) reveals that influential positions are
still predominantly and disproportionately
held by white people compared to the
communities they serve.

Simultaneously, Black and Indigenous
Peoples face poorer outcomes in hospital
care (Amin, 2019), Black households

earn $15,000 less than white households
(Slaughter & Singh, 2020), and Indigenous
Peoples are ten times more likely to

Though Canada has taken
important steps to address

and apologize for past, historic
racist legislation and practices,
Indigenous, Black and Asian
groups have yet to achieve
equality in Canadian society.

>>—
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be shot by police than a white person
(Flanagan, 2020). Within education, data
from the TDSB reveals significantly diverse

disparities in achievement and well-being
for Black, Indigenous and Asian students
through attendance, bullying, suspension
and expulsion data. Clearly, there are stark
divides in how groups experience Canada.

It can be difficult to confront data revealing
broad racial inequities. It's worthwhile to
remember that data does not reveal who
does or doesn’t work hard. It does not say
that individual white people do not face
adversity, or that individuals from minority
groups cannot achieve success. It points

to oppression, which is systemic. Though
Canada has taken important steps to
address and apologize for past, historic racist
legislation and practices, Indigenous Peoples,
Black and Asian groups have yet to achieve
equality in Canadian society. This is the
reality of the system that we are born into.

The status of women in Canada (and the
US) can help us to understand how a group
holding institutional power, men, can infuse
a whole society with an ideology, patriarchy.
In the fight for voting rights or suffrage,
women did the hard work of organizing,
rallying and lobbying. However, because
men had sole legal authority, only men
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Clearly, a system in which an
identity group holds systemic
power and privilege, the interests,
perspectives and ideas of other
groups are minimized, ignored and
even dismissed.

>>—

could grant the right to vote. Historically,
most doctors were men. In medicine, the
male body was (and continues to be)

the reference for health (Ellenby, 2019).
Scientists and religious leaders, who were

mostly male, used science (Zuckerman
2018) and religion (Crandall, 2012) to prove
and normalize male superiority. In schools,

male teachers taught history from the
perspective of men, and taught the ideas of
other men.

Within this discussion there’s an unspoken
dimension: race. The history of Asian, Black
and Indigenous women differs from this
account, which is an implicitly white one. For
example, Asian, First Nations, Métis, Inuit
and Black women were not granted suffrage
until after World War Il, some 30 years after

white women. Clearly, a system in which

an identity group holds systemic power and
privilege, the interests, perspectives and
ideas of other groups are minimized, ignored
and even dismissed. Access to opportunities
and resources are limited or blocked.

My parents refer sparingly to their past.

| think growing up under the Japanese
occupation, the Korean War and the division
of the Koreas was traumatic. They focused
firmly on the present, driven by visions of
the future. | think it was impossible not to

be inspired by the stories from the white
missionaries and American Gls after the war
who came to supply aid, save their souls and
“keep the peace.” They firmly believed that
in Canada, if you worked hard, you would
succeed and passed on a feverous work
ethic to my sister and |.

We were all so focussed on being
accomplished, that we didn’t dwell much
on our specific challenges, including our
experiences of racism or how they shaped
us. There wasn’t time to get into why my
favorite toys growing up were my blonde
and blue-eyed Barbie dolls, or why my sister
abruptly decided she didn’t like kimchi.
Besides, the social rewards or privileges
we received, especially compared to other
minority groups, offered just enough
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incentive for us to keep our heads down,
frantically paddling our feet under the water.

Unlike Indigenous Peoples and Black
people, Asian people consented to come
and consented to participate in the project
of Canada. Many, like my mother, aspired
to be immigrants and compiled a portfolio
of evidence to demonstrate her worthiness:
letters from a sponsor, employers and
reports from post-secondary institutions.
This process, instituted in 1962, directly
replaced Canada’s overtly discriminatory
policies against non-European and non-
American immigrants (Dirks, 2006).

Banning Asian immigrants, and then lifting
the ban to offer entry only to those with
connections, resources, and particular skills
would later inspire the sly “upgrading”

of Asians from being a foreign “peril” to

the “model minority” (Chow, 2017). This
underhanded, uneasy compliment often slips

by, bypassing important questions, such as:
“What is ‘model’ behavior? Who is being
compared here? Why?”

The ideology of white supremacy has
positioned Asian identity in the murky
middle of a racial hierarchy. The lateral
violence and internalized oppression that
being neither here nor there produces,

The ideology of white supremacy
has positioned Asian identity

in the murky middle of a racial
hierarchy.

>>—

upholds and perpetuates this hierarchy
through notions of a white normality,
distracting everyone from the power,
privilege and oppression at play. Splintered
and isolated, we turn on each other and on
ourselves trying to get ahead. Challenging
the stereotype that “submissiveness” and
complicity are part of Asian culture isn’t
hard: there are many examples of modern-
day protests against systemic injustices in
countries including Hong Kong, China, South
Korea, India.

In Canada, for generations, Asian Canadians
have fought against discriminatory laws and
racist practices. While standing up to an
intangible, omnipresent ideology sounds like
standing up to a ghost in a haunted house,
we are not alone in our struggle. Our future
is tied to Indigenous and Black communities,
who are subjected to this racial hierarchy in
ways far more punishing than we have ever
known. We must seek liberation together.
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Questions to consider:

1. Think back to your childhood. How old were you when you became aware of
your race and culture? How did this happen?

2. On a piece of paper, brainstorm as many responses to the following question
as possible in two minutes: “| know racism is happening when...” Review your
responses. This section makes a distinction between racism at the individual
level and systemic or structural racism. How many of your responses are
examples of racism at the individual level? How many are examples of structural
racism? Do you have more examples of one than the other? Why do you think
this is?

3. Have you heard the term white supremacy before? When? How does this
discussion compare to what you’ve heard elsewhere?

4. This section presents data revealing divides in how different racial groups
experience Canada. How did this make you feel? Why do you think you felt this
way? What further questions do you have about this data and where can you
find the answers?

5. What is a meritocracy? Can a society in which some groups are oppressed and
some are not be described as a meritocracy? Why or why not?
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Terminology

>> Institution, n.

Referring to institutions. Relating to large-scale and established customs, practices,
laws and organizations that govern the political or social life of a society. Examples of
institutions include: marriage, schooling, prisons, government, business, court, police.

>> Internalized oppression, n. >> Lateral violence, n.

Occurs when members of an oppressed Displaced violence directed against

or non-dominant social identity group one’s peers rather than adversaries.
accepts or affirms stereotypes, feelings, This construct is one way of explaining
opinions, beliefs and views about their minority-on-minority violence in

own population as a result of prolonged developed nations. It is a cycle of abuse
experiences with systemic oppression. and its roots lie in factors such as:
These ideas can be negative or positive, colonisation, oppression, intergenerational
inferior or superior, desirable or trauma and the ongoing experiences of
undesirable and are often unconsciously, racism and discrimination.
subconsciously and involuntary.

>> Oppression, n.

Systemic social inequity reinforced by social institutions that is also embedded within
individual consciousness. Results from institutional and systemic discrimination and
personal prejudice limiting and restricting opportunities and resources. Oppression works
to benefit dominant or privileged groups and disempowers or subordinates others.
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>> Power, n.
The ability of a group to affect and influence others, the course of events or the allocation
of resources.

>> Privilege, n. >> Race, n.

Unearned access to resources, A socially constructed grouping
opportunities, benefits, advantages and of classifying people based on

rewards that are available only to some characteristics such as colour of skin,
groups and denied to others as a result of shape of eyes, hair texture and/ or facial
social membership. features as well as ancestry.

>> Racism, n. >> White privilege, n.

The belief that one group of people Unearned access to resources,

is superior to others. This can be opportunities, benefits, advantages and
experienced through individual acts or rewards that are available only to white
through institutional practices that treat people by virtue of their skin colour.
people differently based on their colour

or ethnicity.

>> White supremacy, n.
An ideology based on the belief that white identity is the norm, standard and ideal.
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Anti-Oppressive Framework and Culturally
Relevant and Responsive Pedagogy

If you start looking for it, you will see that
oppression happens every day in schools.

It can be as simple as how you pronounce a
student’'s name. When | was in elementary
school, | dreaded attendance time on

the first day because | knew that when
teachers would get to my name, they would
stumble. They might try to pronounce it,
but generally | had to do that for them and

| always said it phonetically, rather than the
way it should have been pronounced, just to
avoid the embarrassment.

Think of that responsibility on a 5-year-
old student. Should it be on them, because
an adult does not want to take the time

to learn how to say the name properly?
When a student has to deny who they

are to please someone in power, this is an
oppressive measure.

Let’s take a look at which students
experience oppressive measures most
often. Some examples include but are not
limited to, students who are sent out to

the hall to sit, students who are sent to

the office, students who are streamed into
other programs. Really, students who just
don’t fit into our vision of colonial classroom
structures: mainly racialized and other
marginalized students.

This theory about oppression also applies to
families. Families who do not speak English,
single-parent families, and families living

in poverty. The deficit model of thinking is
often targeted at these families: Why “can’t”
they just get it together and help their kids?
Without realizing it, we are contributing to
the narrative of underserved communities
who have historically been marginalized
and prohibited from reclaiming their voices.
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Many Asian students and families who do

not fit into the “Model

Minority Myth” (see

Section 2) face barriers to success, such as

“social exclusion from
lack of positive coping
abuse, tied to stress” (

peers and teachers;
skills; and substance
Celis, 2015).

W hat can educators do to address the
impact of racism and oppression in schools

when there are feelings of discomfort
and denial? This section is based on two
human rights approaches in education: an

anti-oppressive framework and Culturally

Relevant and Responsive Pedagogy.

An anti-oppressive framework in education is a way of

thinking and practice focused on several key principles:

Q

Examining Challenging Power Recognizing Leveraging
Biases and Privilege Intersectionalities Marginalized Voices
]
7
-~

= O -

== NE,
Holding High Critically Supporting Mobilizing
Expectations Investigating Students’ Mental Students to Take

Historical Context Health and Well- Positive Social
Being Action
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Using an anti-oppressive framework provides us with an

opportunity to:

Liberate students and educators from oppression by challenging ideas,
everyday interactions, institutional policies and internal (or personal)
oppressions that exist both historically and in the present;

Demand self-awareness and
critical thinking about our own
assumptions and experiences;

N

Teach about systems of power
and privilege;

Support marginalized communities to
reclaim control of their narratives (history
and experiences); and

\Ql
[——J
[—]

Envision how we can live free
from oppression.
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As illustrated by the examples above,

when we teach within an anti-oppressive
framework, we understand that oppressive
practices can go unnoticed (Kumashiro,
2009). There is much complexity when we
unpack how oppression looks and feels with
students every day. It can be uncomfortable
and controversial when we reflect upon

or draw attention to the ways that we, or
students, experience oppression (Kumashiro,
2009). How can we commit to an anti-
oppressive education practice? It’s vital

to have colleagues, mentors, friends and
family that we can touch base with so that
we are well-supported to have challenging
conversations, talk about difficult topics
with students and address oppression in
classrooms and school communities.

How can we commit to an anti-
oppressive education practice? It's
vital to have colleagues, mentors,
friends and family that we can
touch base with so that we are
well-supported...
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Questions to consider:

1. How do the ways that | teach
contribute to oppression?

2.  What does oppression look like
with students? with families?

3. How can | develop more
awareness about the impact
of race and racism both in our
own practice and with students’
experiences?

4. How can | engage with the
stories and experiences of
students if | do not share these
lived experiences?
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Once we start to see teaching and learning
within an anti-oppressive framework, every
lesson, every interaction, every curriculum
concept looks different and we start to
question our teaching pedagogy. This is a
good sign!

If we want to serve Asian students, our
pedagogy can “utilize students’ culture as
a vehicle for learning” (Ladson-Billings,
1995). This means, building on students’
lived experiences and a broad definition of
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culture to create a more culturally relevant In classrooms and schools, this can translate
and responsive pedagogy. We can engage into considering: What are some differences
Asian students by going beyond food between a “multicultural approach” to

and celebrations to their rich cultures that pedagogy and engaging in Culturally

include values, life experiences, spiritual Relevant and Responsive Pedagogy (CRRP)?

beliefs and more.

Multicultural Approach and Culturally Relevant and Responsive Pedagogy

Multicultural Approach CRRP

The goal is to share elements of different The goal is to transform thinking and
cultures. change trajectories.

Uses diversity on a superficial level Explores power and privilege to challenge
(e.g., focus is on festivals, food, fun, folk). oppressive measures.

The definition of culture is monolithic The definition of culture is fluid and

(rigid and unchanging). encompasses the intersection of social and

personal identities.

Discussion topics support the status quo. Discussion topics can elicit feelings of
discomfort, guilt and vulnerability.

Assumes that students may have similar Builds on the lived experiences of students
experiences within their cultures. to motivate and differentiate. Understands
that while categories may intersect for
groups of students, they can experience

culture differently.

(ETFO. 2019)
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The multicultural approach is designed

to celebrate and assumes that all Asian
students have the same cultural identity, but
as a South Asian | know this to be untrue.
My lived experiences are very different

from other South Asians, East Asians and
Southeast Asians.

An example of the limitations of the
multicultural approach can be seen during
‘Heritage months.” Some questions to
consider include: What is the value of
Heritage months? Are we disrupting the
narrative of Asians as a model minority or
forever foreigner when we ask students to
bring in their cultural food? Can we change
the racism and oppressive measures they
have experienced by making Chinese
lanterns? It is becoming clear that these
Heritage months are a way for us to check
off that we have done something. We can
then pat ourselves on the back and say,
“We've done such a great job celebrating
Asian heritage.” But this toxic positivity
means no real change in oppressive
measures against Asian students have
occurred. In fact, when educators engage
in the multicultural approach, it can serve to
validate stereotypes about Asian students
and their families.

Critical consciousness is
developed when we provide
students with opportunities to
challenge the status quo, to ask
questions and to critique norms
and beliefs.

>> =

If we look more closely at using CRRP, it
is built on the three tenets described by
Ladson-Billings (1995): high expectations,
cultural competence and critical
consciousness.

High expectations refers to setting high
academic, behavioural and social standards
for all students. In keeping the bar high for
all Asian students, we send the message
that all students can achieve success and
work towards reducing the discrepancies
that exist between different groups.

Cultural competence ensures that minority
groups can value their own cultures while
learning about the cultures of others. In
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this case, the educator is also a learner and
recognizes that cultural expertise is diverse
and lies in the lived experiences of students
and their families. When we work to
understand what makes each Asian student
unique, they can celebrate who they are and
the many contributions Asian people have
made to Canada: “We can’t tell the history
of Toronto, even Canada, without telling the
stories of the Chinese Canadian. We have to
tell their stories illustrating their daily living,
community spirit, struggles, successes,
failures, dreams and for the younger
generation, to learn about the history of their
ancestors and what brought them to where
they are.” (Kwong, 2016).

Critical consciousness is developed when
we provide students with opportunities to
challenge the status quo, to ask questions
and to critique norms and beliefs. For
example, if Asian students are taught
about the concepts of model minority and
forever foreigner, they can analyze the
barriers that may be preventing them from
feeling they belong.

Engaging in CRRP is hard work. It means
creating learning opportunities that can
change the trajectories for Asian students.
It means focusing on building critical
consciousness, questioning inequities and
examining our own privileges to address
unconscious biases we may have about
Asian people.

Where can we start? As educators, we
need to do research about Asian history
and the contributions Asian people have
made and then consider how to bring this
history into classrooms. Using rich texts

to begin discussions of identity, inviting
family members to come and share their life
stories, engaging students in focus groups
to discuss fairness, racism and how they
see themselves are all entry points to CRRP
with an anti-oppressive framework.
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Intersectional Identities and Allyship

As an Asian, straight, able-bodied, middle-
class, cisgender woman, my Asian identity
has always been the part of me that | have
had to negotiate most often. In my earliest
years of school, | was one of the only Asian
students in my class, | spoke English with
my siblings at home, and Vietnamese with
my parents, but for some reason, | was
placed in an ESL class. | didn’t know what
it was at the time; | just drew pictures,
coloured and complied. | wanted to take part
in everything my school friends were doing;
things that were not part of my Vietnamese
culture. Sleepovers? Playdates? The more
my parents said no, the more | resented
them. | didn’t want to be Vietnamese, |
wanted to be Canadian. After all, | was
born here. The more | wanted to be like my
peers the more | began masking parts of my
own identity to fit in. | even dropped out of
Vietnamese school, despite spending my
Saturdays with teachers and other children
who looked like me. From my earliest years,
| began to form my own internalized racial
oppression, erasing parts of me to locate
myself in a system built around racial
hierarchies, power and privilege.

—99 \
“Cultural patterns of oppression are
not only interrelated but are bound
together and influenced by the
intersectional systems of society.
Examples of this include race,

gender, class, ability and ethnicity.”

- Kimberlé Crenshaw

Race is not the only qualifiable identity in
our society. The intersectionalities of race,
gender, class, sexuality and a myriad of
other identities are complex, each assigned
within a different hierarchy system. The
constructs and complexities of our multiple
identities are pivotal in understanding how
we interact with the world and cannot be
viewed independently, or what legal scholar
and civil rights activist Kimberlé Crenshaw
defines as “single axis framework”
(Crenshaw, 1989). The idea that these
structures of identity are monolithic

upholds the oppression of marginalized
groups and dismisses the different forms
of discrimination that overlap and silence
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LN

“Our skin can be an incredible
source of pride and power, but it is
equally a source of unbearable pain,
frustration, and -- in our weakest
moments -- shame. )

- Viet N. Trinh (Trinh, 2015)

voices. | cannot identify as just a woman
without my Asian identity. These are not
mutually exclusive. Depending on place and
time; one part of my identity might afford
me some privilege, while another will keep
me on the margins of society.

However, the barrier here is not being
Asian or a woman. The barriers exist at the
socio-structural level in which these social
categories intertwine; racism, patriarchy,
heterosexism, sexism, classism, etc., or

in short what Brandon Patterson (2015)
describes as, “a system that favors being
white, male, straight and cisgender.” A
system that has historically oppressed, and
exploited social categories to dehumanize
marginalized groups, to maintain the
dominance of the most “favorable” groups.
My Asian experience, and the self-shame |

harbored is not unique, Trieu & Lee studied
cases of internalized racial oppression among
Asian Americans who all shared similar
positions of inferiority, self-doubt and self-
hate. This racialization and discrimination

is deeply rooted, and in the current state of

a pandemic; lateral violence and anti-Asian

sentiments have only escalated.

Being an Asian Canadian sometimes

feels like a paradox, | am connected to the
historical oppression of Asian communities,
while my Canadian identity affords me
privileges, or at least it should. My visible
identity would tell you, I'm Asian not
Vietnamese -- just Asian. Since the spread
of COVID-19, many Chinese citizens have
experienced discrimination, or anyone who
“looks” Chinese, my Asianness fits this

The idea that these structures of
identity are monolithic upholds the
oppression of marginalized groups
and dismisses the different forms
of discrimination that overlap and
silence voices.

>> =
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Asians have been victims,
perpetrators, and participants in
a system structured on power and
privilege, trying to assimilate in a
dominant culture...

description. Sinophobia or anti-Chinese is

a fear or dislike of China, and everything
related to it. These sentiments are nothing
new, they have been embedded into society
from policy and practices of the past to the
plights of SARS and now COVID-19.

As Asians, the duality of fearing for our
health and well-being while confronting
the stigma of a disease is our lived reality.
The problem stems from a disease being
racialized; fear-mongering quickly shifted
the social location of Asians from being

the “model minority” to a “yellow peril”
(Lee, 2020) thereby, legitimizing hate
crimes targeted at the Asian community
globally. The impact, Asians are seen as

a homogenous group; creating tensions
within Asian communities around the world,
affecting “intragroup relationships” (Trieu &
Lee, 2017, p. 71).

>> =

Asians have been victims, perpetrators,
and participants in a system structured on
power and privilege, trying to assimilate in
a dominant culture, some of us have used
“defensive othering” (Trieu & Lee 2017,

p. 70) to disassociate from other Asians.
The anti-Asian, anti-Chinese, xenophobic
rhetorics from the past reemerge through
the stereotypes, discrimination and racial
tensions of the present. During this critical
time in society, we need to consider how
actions perpetuate and give permission to
spread false narratives. It is an opportunity
for marginalized groups to come together in
solidarity to dismantle the hierarchies that
have been historically established.

“If you have come here to help me

you are wasting your time, but if you
have come because your liberation

is bound with mine, then let us work
together.”

- Lila Watson, 1985 United
Nations Decade for Women
Conference in Nairobi
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How can we incorporate intersectionality
in practice to address the systemic
discrimination that impacts individuals

and marginalized groups? Intersectional
identities are complex aspects of identity.
Barriers to opportunity are often created,
which can be addressed through anti-
oppressive work and allyship. Anti-
oppressive work first requires awareness
and acknowledgment of all marginalized
groups. It also calls on those who identify
with dominant groups to elevate the voices
of those most marginalized. This is the crux
of allyship.

If any part of your identity has ever been
disenfranchised, you might agree that there
is a need for all marginalized communities
to join in solidarity and social action against
all forms of injustice. By understanding the
historical oppressions; intrapersonal and
institutional, and recognizing how they
manifest in contemporary society, we can
begin to understand the action needed

to change the trajectory of the history of
marginalized groups. By considering the
intersectional identities of marginalized
groups, we can begin to work towards
liberating all groups of people.
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Questions to consider:
1. What role does my identity play

in schools and in the classroom?
Consider the positionality of these
identities amongst colleagues and
students.

. What skills and capacities do |

have, and which ones do | need
support to build on to challenge
assumptions and biases?

How can we encourage students
to explore aspects of their identity
and value the voices of those
historically marginalized?

. What opportunities can | present

to students that validate the way
they see the world and how the
world sees them?

. What do allyship and solidarity

look, sound and feel like amongst
staff members, staff and students,
school and community?

00 000000000000 000000000000000000000000
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Terminology

>> Intersectionality, n.

The interconnected nature of social categorizations such as race, class, and gender,

regarded as creating overlapping and interdependent systems of discrimination or

disadvantage; a theoretical approach based on such a premise. (Oxford Dictionary)

>> Lateral violence, n.

Displaced violence directed against

one’s peers rather than adversaries.

This construct is one way of explaining
minority-on-minority violence in
developed nations. It is a cycle of

abuse and its roots lie in factors

such as: colonisation, oppression,
intergenerational trauma and the ongoing
experiences of racism and discrimination.

(CRRF Glossary of Terms, 2015)

>> Sinophobia, n.

1. afear or dislike of China, or Chinese
people, their language or culture

2. afear of goods made in China or
goods labelled as made in China
(Collins English Dictionary)

>> Xenophobic, adj.

Having or showing a dislike of or
prejudice against people from other
countries. (Oxford Dictionary)
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Building Anti-Oppressive

_earning Environments

In this section we address the question, How can educators and administrators build
anti-oppressive learning environments in their schools? We focus on eight guiding
principles and provide examples, experiences and best practices for each.

@) Examining Biases

In elementary school my teacher called my
parents in for a meeting to recommend
that | receive ESL support because | didn’t
say very much in class. Perplexed by her
suggestion, my parents clarified that | was
born and raised in Toronto and that my first
language is English. She was surprised.

My teacher had assumed based on my

Chinese identity that | was a non-native
English speaker. Her assumption stemmed
from the stereotype of Asians as “forever
foreign.” We all have implicit biases that
inform our beliefs and actions. Our task

as educators is to vigilantly examine our
assumptions by reflecting on questions such
as: Why do | feel or think this way? Are my
beliefs informed by evidence or based on
assumptions? Where do these assumptions

”

come from? “Perpetual foreigner,” “model

minority,” Asian boys as “weak,” Asian girls
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as “passive.” How might these historically
entrenched and racist stereotypes be
informing my practice? Most importantly,
What am | going to do to change that?
When we see our students as individuals as
opposed to monolithic groups, we start to
unlearn problematic associations. Examining
our biases and microaggressions often
entails a degree of discomfort. But this is
usually a good sign that the work we are
doing is anti-oppressive.

9 Challenging Power and Privilege
An anti-oppressive educator continually
examines their own power and privilege
and teaches their students to do the same.
What is power? What is privilege? Who
has it and who does not? How can we make
things more fair and equitable? Consider
these questions regularly in your decision
making and interactions with students and
families. Work with your students to define
these terms and embed these questions in
all areas of learning. At the primary level,

| engaged students in inquiries about,
“Power on the Playground” and “Why

is it easier for you than me?” to uncover
concepts of privilege. There will be times
where your power and privilege may cloud
your judgement. It is important to model
vulnerability for your students and say,

” &« ”

“I made a mistake,” “I'm sorry,” “Here’s how
| will do better.” When we hold ourselves
accountable, we empower students to
engage in difficult conversations and

question power systems.

9 Recognizing Intersectionalities
Intersectionality is crucial for destabilizing
assumptions of “Asian-ness” as monolithic.
We know that “Asian” encompasses diverse
cultural and ethnic identities, and it alone
does not account for differences of class,
gender, sexuality and ability. It is important
to teach students about class, gender,
sexuality, and ability in order to help them
understand that identity is complex and
fluid. One essential resource is trans author
Vivek Shraya’s, The Boy & the Bindi, about
a young boy who wants to wear a bindi
even though it is typically worn by women in
South Asian communities. The book disrupts
normative representations of culture and
gender and teaches children to take pride

in their unique identities. When exploring
books about intersectional identities with
primary students, try to include prompts
such as: What shade is your skin? Or, How
are families represented in this story? An
anti-oppressive educator ensures that
intersectional identities are respected and
reflected in the learning process.
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0 Leveraging Marginalized Voices
The 2011-12 TDSB Census Portraits
show that East and Southeast Asian
students reported feeling “less comfortable
participating, answering questions, and
speaking up in class” than their peers (Yau_
etal., 2015a, pp. 2; Yau et al., 2015c, pp.
2). This data illustrates the absence of
East and Southeast Asian student voices

in our schools. It suggests that we have
not created the necessary conditions for
students to feel safe to participate. Students
need to see themselves reflected in their
learning. Use resources from diverse Asian
perspectives to initiate culturally relevant
conversations. | talk about my experiences
as a second-generation Chinese Canadian,
as well as my encounters with racism, to
encourage students to share their own
stories. Participation can be challenging for
English Language Learners. Provide them
with diverse opportunities to demonstrate
knowledge and connect to their own
identities. These efforts should be ongoing
and not relegated to cultural holidays. Do
not assume that because your students are
not speaking up, they have nothing to say.
It is crucial to foster an environment where
they feel empowered to speak and where
their voices are heard.

6 Holding High Expectations
Anti-oppressive educators have high
expectations for all students. The
tendency, however, is to focus on academic
achievement. High expectations must
encompass all areas of growth, including
leadership, creativity and risk-taking. It is
easy for us to assume that many of our Asian
students do not need our support because
of their academic success. But despite
performing as well as or better than their
peers in academic achievement, East and
Southeast Asian students reported feeling
less confident in most academic abilities

(Yau et al., 2015a, pp. 6; Yau et al., 2015¢
pp. 6). Holding high expectations for Asian

students includes believing that they can be
leaders, performers, artists, and athletes. To
help strengthen these skills, encourage your
students to become more involved in school
activities. Do not confuse perfectionism with
high expectations. Instead, let’s teach our
students to embrace mistakes as an essential
part of learning and success.
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@ Critically Investigating
Historical Context
When we teach diverse histories, our
students develop an understanding of who
they are and why they matter. We also
challenge dominant narratives of white
supremacy that teach children to equate
“Canadian-ness” with “whiteness.”

At the primary level, have students
investigate their own family histories and
explore Asian communities (e.g., Little India,
Little Tibet, Koreatown). Encourage students
to ask questions: Who lives here? What
makes this place special or important?

At the junior level, have students learn about
Asian Canadian politicians, activists and
community organizers, and invite them into
your classrooms. At the intermediate level,
give voice to marginalized Asian histories by
having students learn about the Komagata
Maru incident (1914), the Chinese Exclusion
Act (1923-1947) and the Japanese
internment (1941-1949).

Challenge your students to critically analyze
both the positive representations of national
goodwill (like Canada’s response to the
1970’s Vietnamese refugee crisis) and racist
power structures that persist today (like

the lack of protections for Filipinex migrant
workers). By confronting Canada’s racist
history and treatment of Asian communities,
we dispel the myth of an infallible Canadian
multiculturalism in our fight for racial justice.

0 Supporting Students’ Mental
Health and Well-being

According to 2011-12 TDSB Census

Portraits, many East and Southeast Asian

students and some of South Asian descent

felt that they did not have adults at school

they could turn to for help (Yau et al., 2015a,

pp. 3; Yau et al., 2015b, pp. 3; Yau et al.,

2015¢, pp. 3). Students of East Asian and
Vietnamese descent were less likely to
report feeling positively about themselves
or their futures. Many of these students
experienced significant anxiety, loneliness,
and low self-confidence (Yau et al.

2015a, pp. 5; Yau et al., 2015¢, pp. 5). The
stereotype of the quiet Asian student may

make us dangerously ignorant of those who
are suffering silently and alone.

To support mental health, we can make time
to connect with students and families. We
can validate students’ feelings and teach
healthy coping strategies. Talking about
race and racism is an important part of
identity building and healing. By prioritizing
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mental health, we establish safety and trust
and we create a culture of compassion and
belonging.

© Mobilizing Students to Take
Positive Social Action

“You cannot change any society

unless you take responsibility for it,
unless you see yourself as belonging
to it and responsible for changing it."

- Grace Lee Boggs,
Interview: Revolution as

a New Beginning

It is not enough to just talk about

the existence of racial injustice. After
establishing the historical and systemic
basis for these inequalities, the next
question is: What are you going to do about
it? Social action is fundamental to anti-
oppressive teaching and the goal should
always be to create change. To do so, ask
your students: W hat really matters to you?
Where do you want to see change? How
can we go about achieving that? Connect
with community groups for inspiration

and assistance and consider programs
that promote civic engagement. Girls’

Government is a program that engages
Grade 8 girls in public policy and issues
that are relevant to their communities.
Remember, students are never too young to
make change. In one school, Kindergarten
and Grade 1 students wrote letters to the
principal asking for age-appropriate play
equipment because they were too small to
use the playground. For students’ actions to
be meaningful, the social and political issues
they engage with need to stem from their

own values and insights.

School Administrators

) Examining Biases

One of the most difficult yet critical
responsibilities of a school administrator is
confronting biases and microaggressions
held by the educators they lead. For
example, contrary to the stereotype about
“wealthy Asian families,” TDSB data
shows that most Asian students come
from lower income groups (Yau et al.

2015a, pp. 1). This stereotype may cause
educators to ignore issues of access to
resources for Asian students. An anti-
oppressive administrator engages in brave
conversations with other adults about such
biases, microaggressions and -isms while
maintaining positive relationships. They
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make clear that we all hold biases that need
to be pointed out, not as a challenge to one’s
character but as a moment for reflection.

An administrator, however, is also willing

to have their biases uncovered by others.
Even the most “woke” school leaders are
susceptible to falling into stereotypes and
can demonstrate a willingness to listen and
model learning for others.

@ Challenging Power and Privilege
An anti-oppressive administrator tackles
inequitable systems and processes head on.
They examine which students get included
and excluded in programming, whose voices
are more heard during staff meetings, which
educators receive leadership opportunities,
and through which processes students

and families become underserved. It is also
important for administrators to model how
to recognize their own power and privilege.
One impactful leadership move to foster a
culture of (un)learning is to demonstrate
vulnerability. As the lead learner in a school,
an administrator articulates how their social
identities shape their thinking and show

by example how to be challenged, ask
questions, accept responsibility for failures
and make changes to professional practice
in response to new learning.

9 Recognizing Intersectionalities
An anti-oppressive administrator
understands that staff and students’
identities are an amalgam of sexual
orientation, gender, race, ethnicity,
socioeconomic status, etc., where various
intersectionalities lead to different lived
realities, privileges and barriers. For
instance, queer South Asian women in
Toronto face racism within the white-
dominated 2SLGBTQ+ community for not
conforming to white-centric notions of
queer women (Patel, 2019). Understanding

dynamics such as these can assist
administrators to respond to students’
needs, as well as supporting parents’
understanding of schools’ responsibility to
uphold human rights and inclusive learning
environments. A good start to uncover
intersectionalities is through discussions
with community, parents and students.
Which aspects of their identities make
them feel included/excluded in the school
community? Is the school experience
different for Canadian-born vs. immigrant
Asian students? If so, how might that be
captured in school improvement planning?

Q Leveraging Marginalized Voices
An anti-oppressive school leader makes
deliberate efforts to seek out voices

from underrepresented groups. When

Addressing Anti-Asian Racism Resource messs—eesssssssssesssessssssssssss 61



https://www.researchgate.net/publication/331995862_Brown_girls_can't_be_gay_Racism_experienced_by_queer_South_Asian_women_in_the_Toronto_LGBTQ_community



Section Three | School Leaders' and Educators’ Toolkit

developing a school improvement plan,
invite community members from particular
racial, ethnic or cultural backgrounds to
share unique insights as to why some
groups of students are struggling. Analyzing
achievement, well-being and demographic
data provides additional layers of
information. An equity-centred administrator
also uses the students’ and educators’
identities as assets to develop a vibrant
community. Instead of putting up traditional
decals only during Asian Heritage Month,
why not have a dedicated wall for Asian
students to share modern depictions of their
family traditions? How about supporting
staff to differentiate social studies topics
that reflect students’ identities? Creating

a space where everyone sees themselves
reflected and valued is a hallmark of an anti-
oppressive administrator.

@ Holding High Expectations
Holding high expectations for staff as an
anti-oppressive administrator means to
deeply engage them in school improvement
plans to ensure success for underserved
students. While a culture of accountability
is needed, that comes not from heavy-
handedness but rather from developing a
culture of focused and iterative learning,
collaboration, vulnerability, measuring
desired outcomes and constructive two-
way feedback. Empower racialized teachers

that reflect the underserved students in the
community to take on co-leadership roles.
This is especially important for tackling
anti-Asian racism in schools, as teachers of
Asian descent bring unique perspectives
and are anecdotally and quantitatively
underrepresented in both formal and
informal educational leadership positions.

Critically Investigating Historical
Context

System policies and practices in education
are rooted in historical contexts that
warrant examination through a critical
equity framework. In the TDSB, South and
Southeast Asians are underrepresented in
terms of receiving a gifted exceptionality in
elementary school (Brown et al., 2017/, pp.

4). Also, research has uncovered that, when
holding achievement constant, the learning
skills of racialized students are judged to

be worse compared to their white peers
(Parekh et al., 2018), which has implications
for future access to school programming.

Guiding educators to interrogate biases and
microaggressions rooted in historically white
normality and replacing them with culturally
responsive classroom norms will allow
students to be seen as capable learners and
feel valued in their learning spaces.
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@) Supporting Students’ Mental
Health and Well-being

East and Southeast Asian students

have some of the lowest reported levels

of emotional well-being in the TDSB

(Toronto District School Board, 2018, pp.

36). While parents and educators play

a role in supporting their mental health,

these students report having less positive

relationships with their parents. East Asian

students with non-Canadian-born parents

and Vietnamese students are less likely

to have a school adult they can turn to for

support, compared to other ethnoracial

groups (Yau et al., 2015a; Yau et al., 2015c).

An anti-oppressive administrator supports
Asian students and their families to develop
positive self-images and if necessary,
connects them to culturally relevant
professional services such as the Hong Fook
Mental Health Association. They also ensure
staff members make caring connections
with Asian students and provide strategies
to address racism, as they are far less likely
to speak up than other racialized students
(Yau et al., 2015a). Finally, an anti-oppressive

administrator monitors their efforts by
gathering information through formal
and informal means, such as interviews,
focus groups and surveys to assess the
effectiveness of mental health supports.

€ Mobilizing Students to Take
Positive Social Action

True anti-racism education involves an
aspect of social action driven by students.
An anti-oppressive administrator sets

an expectation that all students have
opportunities to explore and act on issues of
discrimination, including anti-Asian racism.

For example, they can support this work

by purchasing the necessary resources

and building staff capacity to facilitate
age-appropriate inquiry-based learning
opportunities that address various forms of
discrimination through professional learning,
collaborative planning and team teaching.
They can provide a chance to celebrate the
anti-racist work of students and staff and
share how much they value this type of
learning. Establishing a Principal’s Human
Rights Award and holding a community
event to showcase students’ positive social
contributions could signal to students both
the importance of learning about social
justice and the value it holds in the school
community. Finally, students’ social activism
projects can be intentionally geared towards
informing equity-based aspects of the
school improvement plan as they relate to
student well-being or achievement.
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Working with Parent and Community

Groups

Anti-oppressive administrators and
educators strive to prioritize authentic
partnerships with parents and families.
TDSB census data from 2011-12 shows
that East and Southeast Asian parents

were much less likely to communicate

with teachers or attend school meetings
and events (Yau et al., 2015a, pp. 4; Yau et
al., 2015c, pp. 4). It is necessary for us to
address language and cultural barriers to
foster greater parent engagement. We can
survey families to find out their preferred
means of communication; seek support from
ESL teachers, TDSB translation services and
community groups; provide translations,
where possible, for newsletters and emails;
organize events for the Asian communities
most represented in our schools so that
teachers, students, and parents can
connect; and ensure that our school councils
are reflective of our school population.
Remember that a lack of involvement does
not mean a lack of interest.

Historically, we know that white
supremacy has strategically used
the Asian “Model Minority Myth"
to further oppress Black and
Brown communities.

>> =

In addition, we also have a responsibility to
help address the lateral racism that exists
between racialized communities. Racism and
colourism exist within Asian communities
both overseas and here in Canada.
Historically, we know that white supremacy
has strategically used the Asian “Model
Minority Myth” to further oppress Black and
Brown communities. For instance, some
Asian families may be resistant to talking
about anti-Black racism and may hesitate to
decentre their own lived experiences with
racism. In these instances, it is important

to seek support from allies within Asian
communities and other racialized groups
whether they be colleagues, parents or

04  ——ww Addressing Anti-Asian Racism Resource



https://www.tdsb.on.ca/Portals/research/docs/reports/Portrait_Census2011-12_EastAsian_FINAL_report.pdf

https://www.tdsb.on.ca/Portals/research/docs/reports/Portrait_Census2011-12_SoutheastAsian_FINAL_report.pdf

https://www.tdsb.on.ca/Portals/research/docs/reports/Portrait_Census2011-12_SoutheastAsian_FINAL_report.pdf



Section Three | School Leaders' and Educators' Toolkit

community members. By working with

these individuals, we can determine ways of
educating families about lateral racism. This
might mean bringing in guest speakers for a
parent event or sharing anti-racism resources
in their first language. Solidarity with parents
and between racialized groups is essential for
building anti-oppressive communities.

Community Groups

Before engaging community members

to be part of the classroom learning,
consider these questions: Which aspects of
curriculum can be enhanced by community
perspectives? Who are not historically
invited to participate in classroom learning?
Do | want to focus on cultural exploration or
to promote civic engagement? What are the
end goals of the community partnership?
Having these and other questions answered
will ensure that community involvement is
authentic and meaningful for everyone.

Welcoming community visitors takes
preparation to make the most of the
experience. Educators can co-construct
expectations for the visit with students

in advance to foster a safe and respectful
space for all visitors. For instance, students
may need to know the appropriate cultural
practices for addressing elders or receiving

gifts and tokens of the particular Asian
community they are working with. Educators
can also ensure that students have all the
necessary background information for

the visit to understand the purpose of the
experience. The community visitors would
also benefit from being prepared prior

to their visit. Share with them students’
interests, questions and other pertinent
information so they can be more targeted
with meeting the learners’ needs.

During the visit, classroom educators can
review any pre-learning with students

and be ready and willing to support the
visitor with maintaining students’ attention,
learning new vocabulary and assisting
students with individual learning needs.
Educators can also prompt students to relate
the learning back to their own identities and
critically consider any implications as they
relate to notions of power and privilege.

Following the experience, give students an
opportunity to critically demonstrate their
learning and reflections. If the community
group is running campaigns or taking
political action, see what roles students

can play to put their learning to practice.
Finally, find ways to share the group’s
learning with the broader school community
through posters, a class play, or a podcast to
summarize the big ideas.
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Addressing Lateral Violence and

Supporting Allyship

v &
cs long as we who are fighting oppression continue to play the game of competitioh
with one another, all forms of oppression will continue to exist. No one oppression
can be ended without all ending, and this can only happen when we succeed
in replacing the assumptions of competition, hierarchy, and separation with
cooperation, an understanding that each being has value beyond measure, and the
knowledge that we cannot harm anyone or anything without harming ourselves. /

In this introduction, we will offer some
ideas in response to the questions: How
can educators and administrators address
biases, microaggressions, prejudices and
discrimination leading to lateral violence
and internalized oppression? How might
we support allyship, solidarity and inclusion
for all?

The work of promoting eliminating
bias, microaggression, prejudice and

discrimination is built on shared beliefs

in equity, the value of diversity and the
importance of inclusive education. While

- Anne Bishop (Bishop, 2006, pp. 19)

groups and schools practice these guiding
principles on an ongoing basis in different
ways, explicitly reviewing and refreshing
shared beliefs ahead of deliberate work
around challenging lateral violence, working

for solidarity and allyship can be invaluable.
It can reconnect community members,
meaningfully extend the purpose for
gathering beyond addressing flare ups of
conflict and establish necessary background
knowledge to understand and talk about
what’s going on.
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At the heart of these issues is knowing,
supporting and respecting identity.
Therefore, beginning with self-reflection
on how community members self-identify,
and acknowledging and discussing
intersectionalities can be a good first step.

This could be through activities such as
“circles of ourselves” or digging into a visual
like the “identity iceberg”. Talking about
culture through a “culture wheel” activity
can also be insightful. Like the air we
breathe, we often take culture for granted
despite always being surrounded by it.
Initial work around identity can build mutual
understanding, interrupt assumptions and
build relationships before moving on to more
complex issues.

Lateral violence is one way
individuals and groups uphold
and re-create oppression, while
internalized oppression describes
how oppression can imprint on
individuals.

>> =

68

Lateral violence and internalized oppression
are manifestations of oppression, which

by definition is systemic or society-wide.
Lateral violence is one way individuals and
groups uphold and re-create oppression,
while internalized oppression describes how
oppression can imprint on individuals. They
are both rooted in the concepts of power and
privilege. Power and privilege are complex
topics that can be difficult to broach though
everyone has direct lived experience of both.

”

Activities like “mapping power,” “flower of
power” and” privilege walks” can provide

a structure to get groups talking. Note that
follow up is required to address the issues

that are revealed.

The privilege walk, for example, recently
popularized through Buzzfeed and other
sites, has faced a variety of critiques. Of
particular concern is how it requires more
marginalized individuals to relive and share
their experiences of marginalization in order
for more privileged participants to receive a
powerful learning experience (Bolger, 2018).

While challenging, it is valuable to raise a
group’s consciousness because it allows
participants to discuss where identities
sit with respect to dominant structures
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of power and privilege and consider how

all forms of oppression are related. This

can shift the dialogue from reflection to

the question, “What would removing
oppression and barriers in our own lives
mean to us?” thus opening the door to
thinking about addressing lateral oppression

and allyship.

Effectively addressing lateral oppression
and supporting allyship means recognizing
how power and privilege can play out

on the individual level. Once a group has
established common understandings around
who they are, why this work is important,
and the community’s shared values and
vision, focused work can begin.

Addressing Lateral Violence

29
ﬂWhen a powerful oppressor has \
directed oppression against a group

for a period of time, members of the
oppressed group feel powerless to

fight back and they eventually turn
their anger against each other.” /

— Jane Middleton-Moz

Lateral violence fuels further oppression
and promotes violence against vulnerable,
marginalized groups. It is a cycle of violence
with historical roots in colonization,
oppression and the ongoing experiences

of racism and discrimination. Working
collaboratively, anti-oppressive educators
and administrators can create working and
learning environments that are free from

oppressive behaviours; free from all forms
of violence, and harassment. The Canadian
Race Relations Foundation (CRRF) defines
lateral violence as “violence directed against
one’s peers rather than adversaries” (2015).
In schools, lateral violence can take on a
variety of toxic behaviours. For example:
name calling, blaming, gossiping, jealousy
or shaming. This type of violence might

go unnoticed or ignored because it can
come in subtle forms. It can happen in

the absence of others, making it harder to
notice and name. Lateral violence can also
be overt and deliberate acts of violence
intended to inflict harm or fear. By building
positive relationships and getting to know
the identity of others, we can begin to work
on acceptance and appreciation of our
differences.
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Being cognizant of the make-up of
schools and classrooms can help
build more equitable and inclusive
spaces.

>> =

It can be challenging to address lateral
violence because there are a combination

of historical, cultural and social factors that
result in a range of oppressive behaviours.
W here lateral violence exists, it can affect
the learning and working conditions of

staff and students. The first step towards
addressing lateral violence is to recognize
that it exists, having the language to name
the behaviours so that they do not become
normalized. For example, addressing
harassment in the hallways should be done
immediately, identifying the behavior and
explaining why the behaviour is hurtful or
harmful and then providing space to discuss
the impact of these actions and determining
the best way to resolve the forms of violence
that exist, taking the necessary steps
towards resolving disputes.

Educators and administrators should strive
towards establishing an understanding of
the history(ies) of marginalized individuals
and groups to build and strengthen positive
relationships between staff and students
and the school community. Consider: Who
are the Asian groups at your school? Do you
know if they have stories of immigration,

or refugee experiences? How can this
information help support and build school
community? When addressing lateral
violence, reflect on how anti-Asian racism
differs from other forms of oppression

at your school, for example anti-Black
racism or anti-Indigenous racism. How

are the experiences of these groups the
same? What does anti-Asian racism look
like, sound like, feel like? For bystanders,

for victims, for perpetrators, for families/
communities? Being cognizant of the make-
up of schools and classrooms can help build
more equitable and inclusive spaces.
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Supporting Allyship and Solidarity

Being an ally can look different depending
on social location and one’s understanding
of their identity in relation to power and
privilege. Recently, many people have
stepped up and out, identifying themselves
as an ally before actively engaging in any
of the work of allyship. But being an ally
requires more than being sympathetic or
empathetic to a group’s circumstances. For
this reason, some activists have called for a
language shift (Clemens, 2017).

Allyship is a lifelong process of unlearning
and relearning, building trusting

relationships with marginalized communities

and amplifying their voices. Being an ally
is not a title, it is a verb, it requires action.
Alllies have the ability to create an impact
and bring about social change. Allyship is a
skill that can work to break down barriers
for marginalized groups if practised well.

The following list can help educators and
administrators get started on noticing,
naming and interrupting anti-Asian
oppression and xenophobia.
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>> Self Reflection
Corresponding Points

Locate self in relation to the Asian
community and diaspora

Understand positionality in relation to
the Asian community

Recognize implicit and explicit biases
What are the assumptions and where
do they come from?

e From home

e Religion/Faith/Creed

e Politics

e Friend/Colleagues and Peers

>> Knowledge Building
Corresponding Points

Learn history(ies) of the Asian and
Asian diasporas to understand the
roots and forms of oppression

Do not rely on others to teach you
history of oppression and consider the
sources used and whose voices are
missing

Who are you reading and why?

e Build critical consciousness

¢ Question dominant perspectives
e Integrate minority points of views
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>> Asking Questions .
Corresponding Points

How much do | know about the Asian
communities and the people | am

seeking to do the work with?

What do you need? What might *
be some challenges? (don’t make
assumptions) *
How much space are you taking up in
conversations?

Hold space to voices of those who

identify as Asian

Mute your voice and listen

How are you interrupting the status

quo?

>> Taking Action
Corresponding Points

Interrupt and act on all levels
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Individual - Create space. Listen more
and hold space to hear the ideas, .
opinions and feelings of those most
marginalized. Validate experiences
and decentralize yourself. Take
guidance from those we seek to work
with and stay committed. Recognize
that mistakes will happen and take
accountability for actions. This can

be an uncomfortable process, so
understanding that and accepting that
the emotions that come with this work
are normal.

Counter oppression by speaking out
when others speak or behave in ways
that are racist, sexist, homophobic,
transphobic, xenophobic, ableist, ageist
and misogynist.

Acknowledge mistakes (these will
happen).

Collective - Community organizations
working together to share resources
and ideas to actively improve access for
all marginalized groups. Understanding
what is needed to help everyone feel
safe, navigating possible barriers such
as language and physical accessibility
to create more inclusivity for all.
Advocate by using social media and/or
other platforms to circulate messages,
learning materials or information

on anti-oppression movements and
groups.

Systemic - Move towards political
action. Call or write to local, municipal
governments to advocate for change.
Active use of power and privilege to
build capacity of marginalized groups
and take action towards ending
oppressive policy and practices.
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Terminology

>> Allyship, n.
An active process in which a person in a position
of privilege seeks to work in solidarity with a more

marginalized group of people to dismantle oppression.

Allyship is often described as life long work and
involves consistent and ongoing effort, including
unlearning and relearning, re-evaluating and building
trusting relationships with more marginalized
individuals and groups.

>> Bias, n.

The opinion, perspective
or slant that informs
actions and/or text.

Bias can be positive or
negative.

>> Culture, n.

The mix of beliefs, values, behavioural and social
norms, traditions, patterns of communication, laws and
meanings held by a group of individuals who share a
historical, geographic, religious, racial, linguistic, ethnic
and/or social context.

>> Discrimination, n.
The act of differential
treatment toward a
person or group because
of a prejudice.

>> Diversity, n.

The presence of a wide range of human qualities and attributes within a group,

organization, or society. The dimensions of diversity include, but are not limited to,

ancestry, culture, ethnicity, gender, gender identity, language, physical and intellectual

ability, race, religion, sex, sexual orientation and socio-economic status. (Ontario Ministry

of Education, 2009)
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>> Equity, n.

A condition or state of fair, inclusive and respectful treatment of all people. Equity does not
mean treating people the same without regard for individual differences. (Ontario Ministry
of Education, 2009)

>> Inclusive education, n. >> Intersectionality, n.

Education that is based on the principles The interconnected nature of social

of acceptance and inclusion of all categorizations such as race, class,
students. Students see themselves and gender, regarded as creating
reflected in their curriculum, their overlapping and interdependent systems
physical surroundings, and the broader of discrimination or disadvantage; a
environment, in which diversity is theoretical approach based on such a
honoured and all individuals are premise. (Oxford Dictionary)

respected. (Ontario Ministry of
Education, 2009)

>> Lateral violence, n.
Displaced violence directed against
one’s peers rather than adversaries.
This construct is one way of explaining
minority-on-minority violence in
developed nations. It is a cycle of
abuse and its roots lie in factors
such as: colonisation, oppression,
intergenerational trauma and the
ongoing experiences of racism and
discrimination.
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>> Microaggression, n.

webster.com/dictionary/microaggression

Repeated comments or actions that subtly and often unconsciously express prejudiced
attitudes toward a member or members of a marginalized group. Adapted from merriam-

>> Oppression, n.

Systemic social inequity reinforced by
social institutions that is also embedded
within individual consciousness.

Results from institutional and systemic
discrimination and personal prejudice
limiting and restricting opportunities and
resources. Oppression works to benefit
dominant or privileged groups and
disempowers or subordinates others.

>> Power, n.

The ability of a group to affect and
influence others, the course of events or
the allocation of resources.

>> Prejudice, n.

A negative opinion or feeling formed
beforehand without knowledge, thought
or reason.

>> Privilege, n.

Unearned access to resources,
opportunities, benefits, advantages and
rewards that are available only to some
groups and denied to others as a result
of social membership.

>> Solidarity, n.

May require us to give up power and
take risk within social hierarchies.
An intentionality to address system
oppression in education, housing,
healthcare, and capital resources.
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Community Organizations

The following list of community
organizations is not comprehensive.

It provides possible partnerships for
addressing anti-Asian racism and teaching
Asian cultures and histories.

Cultural Organizations and

Groups

Fu-Gen Theatre

This Asian Canadian Theatre company
supports Asian North American artists
and tells stories about Asian Canadian
experiences.

fu-gen.org
® info@fu-gen.org

Japanese Canadian Cultural Centre
The JCCC teaches students about Japanese
Canadian history and culture (such as tea
ceremony, kimono, martial arts, language,
children’s games).

jccc.on.ca

& jccc@jccc.on.ca
O 416-441-2345

Raging Asian Women Taiko
Drummers

This Taiko drumming performance by East
and Southeast Asian women, non-binary
and genderqueer people shows the historical
and creative contexts of this art form.
facebook.com/RAWTaiko/about

® info@ragingasianwomen.ca
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Reel Asian International Film Festival
Reel Asian offers free programs to Toronto
schools. Asian Canadian filmmakers share
their work with students.

reelasian.com

Sikh Heritage Museum of Canada
The Sikh Heritage Museum of Canada
preserves and promotes Sikh history and
culture. They offer exhibits, programs and
lessons.

shmc.ca

® info@shmc.ca

O 416-587-5498

Political Organizations and Groups

The Asian Canadian Labour Alliance

(ACLA)

This is a grassroots collective of community

and labour activists. They work within

the Labour movement and within Asian

communities to raise the profile for Asian

Canadian labour issues. Encourage

and support Asian Canadian workers

to participate more fully in the Labour

movement.

aclaontario.ca

&) ACLA Ontario Chapter
info@aclaontario.ca

Addressing Anti-Asian Racism Resource

Asian Community AIDS Services
(ACAS)

This community-based organization offers
support services and resources related to
safer sex education and serves East and
Southeast Asian LGBTQ communities.
acas.org

® info@acas.org

@ 416-963-4300

Bangladeshi-Canadian Community
Services (BCS)

The BCS is a non-profit community
organization in the Toronto area. They
provide information, skills development and
referral to diverse communities in the GTA.
bangladeshi.ca

& info@bangladeshi.ca

O 416-699-4484
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Chinese Canadian National Council
(CCNC)

The CCNC educates and advocates for
equity and social justice, particularly for
Chinese Canadians.

ccncsj.ca

& national@ccncsj.ca

O 647-613-0435

The Committee of Progressive
Pakistani Canadians (CPPC)

The CPPC is a non-profit organization
made up of Canadians of Pakistani origins
committed to ideals of democracy, pluralism
and peace.

pakistanicanadians.ca
& info@pakistanicanadians.ca

Federation of Asian Canadian
Lawyers

The FACL Ontario is a diverse coalition of
Asian Canadian legal professionals working
to promote equity, justice and opportunity
for Asian Canadian legal professionals and
the wider community. They publish Hate
& Discrimination Guides in the following
languages: English, Chinese (Traditional),
Chinese (Simplified), Korean, Tagalog,
Vietnamese, Japanese.

on.facl.ca/hate-discrimination-guides
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Project 1907

This is a grassroots organization that
supports diasporic Asian communities
by providing resources, events and
programming.

project1907.org

& project1907.org/contact

PROTECH (Pandemic Rapid-
response Optimization to Enhance
Community-Resilience and Health)
This is a community action research project
funded by Ryerson University that aims to
reduce the negative psychosocial impact
of the COVID-19 pandemic on Chinese
Canadians and other affected groups and
promotes community resilience.

projectprotech.ca
@ 1-888-210-6606

South Asian Womens’ Rights
Organization (SAWRO)

This organization focuses on addressing
gender inequality and poverty within South
Asian communities and providing support
for South Asian girls and women to be
active participants in Canadian society.
sawro.org

@ sawro.office@gmail.com

O 416-686-0701
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ETFO Resources and Policies

2> ETFQ | Social Justice Begins With Me
Social Justice Begins With Me is an anti-bias

literature-based curriculum resource kit for
the Early Years to Grade 8. This year-round
resource is organized using ten monthly
themes, including Self-Esteem, Sharing Our
Lives, Building Supportive Communities,
Rights of the Child, Caring Hands, Untie
the Knots of Prejudice and Local and Global
Citizenship.

>> Re-Think, Re-Connect, Re-Imagine
is a booklet of K-8 lesson plans as well

as a teacher’s resource for professional
development with respect to white privilege.
A variety of engaging lessons are organized
by four themes: Myself, My Classroom, My
School and My Community. More resources
on white privilege are available here.

22 Asian and South Asian Heritage
Month - May includes posters, definitions

and resources as well as a reminder for
educators to recognize that Asian Canadian
history is part of Canadian history and
integrated throughout the school year.

ETFO %!79\{ FEEO

>2> Respond and Rebuild: The ETFO Guide
to Culturally Relevant and Responsive

Pedagogy offers tools and resources for
educators to better support students with
diverse lived experiences through a process
of connecting the self, to the classroom and
to our communities more broadly.

2> Culturally Relevant and Responsive

Pedagogy in The Early Years: It's Never Too

Early! In this ETFO Voice article, Sangeeta
McAuley provides an in-depth overview

of Culturally Relevant and Responsive
Pedagogy, as well as practical strategies for
how to examine power and privilege with
early learners through Grade 8.

>> Confronting Racism in the Classroom
This ETFO Voice article by Kalpana Makan
provides a brief analysis on anti-racism

education as well as concrete anti-racist
teaching strategies.
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2> Walking and Talking Treaties: The
Power of Students’ Inquiry in Deepening the

Social Studies Curriculum
This ETFO Voice article by Emily Chan
features a year-long student inquiry project

that integrates Indigenous education,
Chinese Canadian history and the history
of colonization in Canada with grades 4-6
students.

>> ETFO 365 Black Canadian Curriculum
provides educators with historically factual
information to support the learning of
issues concerning race and discrimination,
while ensuring safe learning environments
for students to discuss these topicsin a
respectful and reflective manner, while also
exploring the realities of Black Canadians.
These resources, which support Black
Canadian history in Ontario schools on a
daily basis, include: a calendar; primary,
junior and intermediate lesson plans; a
workshop for staff; and a poster.

>> ETFO | Black History Month - February
provides the 2020 poster for Black History

Month, as well as links for previous years’
posters.
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>> ETFO Action on Anti-Black Racism is a
pamphlet for educators with ETFQO’s equity

statements and specific strategies that ETFO
is undertaking to address anti-Black racism
in schools and communities across Ontario.
Further resources are available here.

2> The ETFO First Nations, Métis and Inuit
Education Resources website, etfofnmi.ca,

includes curriculum resources on Cultural
Appreciation vs Appropriation, Land-Based
Learning and an Introduction to Treaties.

>> ETFO Equity Workshops are
professional development workshops

available for ETFO members booked through
their locals, to learn about many equity
issues, including CRRP, Understanding
Anti-Black Racism in Ontario Education,
Re-Thinking White Privilege, Busting Myths
and Misconceptions about Indigenous
Peoples and 2SLGBTQ+ Awareness in
Primary Classrooms.

>> ETFQ’s policy statements include:

Equity and Social Justice, Anti-Racism and
Ethnocultural Equity and Discrimination.
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TDSB Resources and Policies

2> The TDSB Equity Foundation Statement
Reporting Discrimination: Students and

staff experience or become aware of
anti-Asian racism, or any type of racist or
discriminatory behaviour in your school

or workplace should report it to your
supervisor or contact the Human Rights
Office of the Board at 416-397-3622. For
more information about Human Rights at
the TDSB please contact the Human Rights
Office. TDSB students can also report

incidents of racism, discrimination and hate
through the Student Safety Line.

22> Workplace Violence Prevention

22> Workplace Harassment Prevention

22> Respectful Learning And Working
Environment

22 Bullying Prevention and Intervention To

establish a framework to enable, support
and maintain a positive school climate.

22> Reporting and Responding to Racism

and Hate Incidents Involving or Impacting

Students in Schools

Procedure PR728 details steps and
processes for responding to racism incidents,
hate/bias incidents and hate crimes
involving students in TDSB schools/learning
environments. This includes incidents that
take place at a school or school-related
activity, and incidents involving a TDSB
student, parent/guardian, staff person or
TDSB community member that impacts the
school/learning environment.

22 Protecting and Promoting Human Rights

and Addressing Discrimination and Other

Inequities
The TDSB is committed to creating,

maintaining and promoting a school

system that is free from discrimination
and harassment, where our community

— students, staff, families and community
partners — feel welcome, and are included
and respected. The Expected Practices for

Understanding, Addressing and Preventing

Discrimination (accessible version) for

school administrators and staff helps
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ensure we fulfill our professional, moral
and legal obligations to create equitable,
safe, respectful, and inclusive spaces for all
students, parents and staff.
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Staff can access support through the
Employee and Family Assistance Program

and resources on the Mental Health and
Well-being Webpage.

Other Educational Resources

>> Canada’s History: Classroom Resources
The Canadian Encyclopedia: entries on
Cambodian or Khmer Canadians, Chinese
Canadians, Filipino Canadians, Japanese
Canadians, Korean Canadians, Malaysian
Canadians, Sikhism in Canada, Sinhalese
Canadians, South Asian Canadians, South
East Asians, Tamil Refugees, Viethamese
Canadians, Chinese Canadian activist Jean
Lumb

>> Canadian Human Rights Tribunal
Simulation: Highschool Lesson Plan.

Students learn about the harsh treatment

of Canadian immigrants and the selective

nature of Canadian immigration policies

during the first half of the twentieth century

by researching one of the following events:

e the Chinese Exclusion Act

e the Komagata Maru incident

e the SS. St Louis affair

e theinternment of Japanese Canadians
during the Second World War

>> Canadian Sikh Heritage:
A website that provides educational
information on Sikh history and experiences.

canadiansikhheritage.ca

>> History of South Asians in Canada:
Timeline University of the Fraser Valley

South Asian Studies Institute. This resource
provides an overview of immigration trends
in Canada — focusing on our South Asian
communities.

>> Japanese Canadian History: Resources
for teaching the Japanese internment (1942-

1949) and the redress in 1988 to Grade 5
and Grade 11 students.

>> National Association of Japanese

Canadians
Passages to Canada: short videos and
stories of people coming to live in Canada

passagestocanada.com/videos
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>> Teaching Tolerance: Speaking
Up Against Racism Around the New

Coronavirus

This educational website provides free
resources to educators and administrators,
counselors and other practitioner who work
with children from Kindergarten through high
school. Equity-based curriculum materials
can supplement and enhance learning spaces
in order to deepen opportunities for civic and
inclusive discussions.

2> United Nations Declaration on the
Rights of Indigenous Peoples (UNDRIP)
The declaration includes articles affirming

the right of Indigenous Peoples to create
their own education systems, receive
restitution for stolen lands and participate
in all decision-making that affects their
interests.

2> Asian Americans: PBS, 2020. A five-
hour film series on the history of identity,

contributions and challenges experienced by
Asian Americans.

>> Heritage Minutes. Historica Canada.
These one minute segments dramatically
portray Canadian history, folklore and
myths.

. “Boat People” refugees A family

escapes persecution in Vietnam,
traveling by boat to a Malaysian
refugee camp before finding a new
home in Montreal (1980).

e Nitro A young Chinese worker
volunteers to set a dangerous
nitroglycerine charge at a CP

construction site in British Columbia in
the 1880s.

o Vancouver Asahi In 1942, after
Canada declared war on Japan, 22,000

Japanese Canadians were interned in
the interior of BC, including the Asahi
players.

>> Shaw, Maryam. Canadians of Chinese

ethnicity report widespread racism over
coronavirus. June 22, 2020. Global News.
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https://www.tolerance.org/magazine/speaking-up-against-racism-around-the-new-coronavirus

https://www.tolerance.org/magazine/speaking-up-against-racism-around-the-new-coronavirus

https://www.tolerance.org/magazine/speaking-up-against-racism-around-the-new-coronavirus

https://www.un.org/esa/socdev/unpfii/documents/DRIPS_en.pdf

https://www.un.org/esa/socdev/unpfii/documents/DRIPS_en.pdf

https://www.pbs.org/show/asian-americans/

https://www.youtube.com/watch?v=v4nKkqdnVCM

https://www.historicacanada.ca/content/heritage-minutes/nitro

https://www.youtube.com/watch?v=wBv-MYAf9P0

https://globalnews.ca/news/7091118/coronavirus-racism-chinese-canadians/

https://globalnews.ca/news/7091118/coronavirus-racism-chinese-canadians/

https://globalnews.ca/news/7091118/coronavirus-racism-chinese-canadians/



Section Four | Where to Next? Resources

News and Research Articles

22> Afzal, Ahmed. 2006. Formation of

Identities of Bangladeshi Immigrants in
Ottawa. Thesis. Carleton University.

>> Bilefsky, Dan. August 9, 2019.
Finding lessons on multiculturalism in the

experiences of Sikh Canadians. New York

Times.

22 Cui, Dan and Jennifer Kelly. Feb 2013.
“Too Asian?” or the invisible citizen on
the other side of the nation? Journal of

International Migration and Integration.
DO0I:10.1007/s12134-012-0235-7

>> Dorias, Louis-Jacques. 2003. From
refugees to transmigrants: The Vietnamese

in Canada. Journal of Teaching and Learning,
2008, Vol 5, No. 2.

2> Ghosh, Sutama. Oct 2012. South Asian.
‘Am | a South Asian, really?’ Constructing

‘South Asians’ in Canada and being South
Asian in Toronto. South Asian Diaspora.
Haider, Murtaza. Nov 29, 2016. The Harsh
Reality of Pakistanis Living in Canada.

Dawn: Today’s Paper.

2> Haq, Azim. February 2009. Ontario’s
South Asian Transnationals: Unlocking the
potential of an untapped resource. Rotman
School of Management.

>> Hyman, llene, Nhi Vu and Morton Beiser.
Spring 2000. Post-Migration stresses

among Southeast Asian refugee youth

in Canada: A Research Note. Journal of
Comparative Family Studies, University of
Toronto Press.

>> Iftikar, Jon. 2019. On the utility of Asian
critical (AsianCrit) theory in the field of
education. International Journal of Studies in
Education. University of Toronto. doi.org/10.
1080/09518398.2018.1522008

>> Kwong, Evelyn. Jan 28, 2020.
| experienced anti-Chinese racism during

SARS. But with coronavirus scare, social

media makes it so much worse. The Toronto
Star.

2> Lam, Fiona Tinwei. May 7, 2020. The
‘Shadow Pandemic’ of Anti-Asian Racism.
The Tyee.
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https://curve.carleton.ca/system/files/etd/6cfe03cd-adc1-4ee7-868d-9b1c2d1db03a/etd_pdf/391a2f0fc7fac035c311c15dd75df1c9/ahmed-formationofidentitiesofbangladeshiimmigrants.pdf

https://curve.carleton.ca/system/files/etd/6cfe03cd-adc1-4ee7-868d-9b1c2d1db03a/etd_pdf/391a2f0fc7fac035c311c15dd75df1c9/ahmed-formationofidentitiesofbangladeshiimmigrants.pdf

https://curve.carleton.ca/system/files/etd/6cfe03cd-adc1-4ee7-868d-9b1c2d1db03a/etd_pdf/391a2f0fc7fac035c311c15dd75df1c9/ahmed-formationofidentitiesofbangladeshiimmigrants.pdf

https://www.nytimes.com/2019/08/09/world/canada/sikh-canadians-politics.html

https://www.nytimes.com/2019/08/09/world/canada/sikh-canadians-politics.html

http://www.yorku.ca/cohesion/The_Vietnamese_in_Canada.doc

http://www.yorku.ca/cohesion/The_Vietnamese_in_Canada.doc

http://www.yorku.ca/cohesion/The_Vietnamese_in_Canada.doc

https://www.tandfonline.com/doi/abs/10.1080/19438192.2013.724913

https://www.dawn.com/news/1298978

https://www.dawn.com/news/1298978

http://martinprosperity.org/wp-content/uploads/2009/02/Ontarios_South_Asian_Transnationals-AHaq.pdf

http://martinprosperity.org/wp-content/uploads/2009/02/Ontarios_South_Asian_Transnationals-AHaq.pdf

https://www.jstor.org/stable/41603692

https://www.jstor.org/stable/41603692

https://www.jstor.org/stable/41603692

https://doi.org/10.1080/09518398.2018.1522008

https://doi.org/10.1080/09518398.2018.1522008

https://www.thestar.com/life/opinion/2020/01/28/i-experienced-anti-chinese-racism-during-sars-but-with-coronavirus-scare-social-media-makes-it-so-much-worse.html

https://www.thestar.com/life/opinion/2020/01/28/i-experienced-anti-chinese-racism-during-sars-but-with-coronavirus-scare-social-media-makes-it-so-much-worse.html

https://www.thestar.com/life/opinion/2020/01/28/i-experienced-anti-chinese-racism-during-sars-but-with-coronavirus-scare-social-media-makes-it-so-much-worse.html

https://thetyee.ca/Analysis/2020/05/07/Shadow-Pandemic-Anti-Asian-Racism/?utm_source=daily.

https://thetyee.ca/Analysis/2020/05/07/Shadow-Pandemic-Anti-Asian-Racism/?utm_source=daily.
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>> Leung, Carrianne. 2020. Racism: The
Other Pandemic. University College.

>> Leung, Carrianne. 2008. The Yellow

Peril Revisited: The Impact Of Sars on
Chinese And Southeast Asian Communities.

Resources for Feminist Research.

>> Liao, Carol. May 16, 2020. COVID-19
has put a harsh spotlight on the anti-Asian

racism that has always existed in Canada.
CBC News.

>> Pollard, Tom. 2017. Hollywood’s Asian-
Pacisfic Pivot: Stereotypes, xenophobia
and racism. Perspectives on Global

Development and Technology.
DOI10.1163/15691497-12341424

>> Poolokasingham, Gauthamie et al.
Sept 2014. Fresh Off the Boat? Racial
Microaggressions That Target South Asian

Canadian Students. Journal of Diversity in
Higher Education. DOI:10.1037/a0037285

>> Samuel, Edith. 2004. Racism in Peer
Group Interactions: South Asian students’
experiences in Canadian academe. Journal
of College Student Development.

DOI 10.1353/csd.2004.0053

2> Saunders, Doug. June 15, 2018. For this
generation of Filipino Canadians broken

policies have left a scar. The Globe and Mail.

22 Shariff, Farha. 2008. The Liminality of
Culture: Second Generation South Asian

Canadian ldentity and the Potential for
Postcolonial Texts. The Journal of Teaching

and Learning. University of Alberta.

>> Tyyska, Vappu. 2015. Sri Lankan Tamil
Families in Canada: Problems, resiliency

and intergenerational solidarity. Ryerson
University.
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https://www.uc.utoronto.ca/racism-other-pandemic

https://www.uc.utoronto.ca/racism-other-pandemic

https://www.academia.edu/919335/Yellow_peril_revisited_Impact_of_SARS_on_the_Chinese_and_Southeast_Asian_Canadian_communities

https://www.academia.edu/919335/Yellow_peril_revisited_Impact_of_SARS_on_the_Chinese_and_Southeast_Asian_Canadian_communities

https://www.academia.edu/919335/Yellow_peril_revisited_Impact_of_SARS_on_the_Chinese_and_Southeast_Asian_Canadian_communities

https://www.cbc.ca/news/canada/british-columbia/covid-19-has-put-a-harsh-spotlight-on-the-anti-asian-racism-that-has-always-existed-in-canada-1.5572674

https://www.cbc.ca/news/canada/british-columbia/covid-19-has-put-a-harsh-spotlight-on-the-anti-asian-racism-that-has-always-existed-in-canada-1.5572674

https://www.cbc.ca/news/canada/british-columbia/covid-19-has-put-a-harsh-spotlight-on-the-anti-asian-racism-that-has-always-existed-in-canada-1.5572674

https://www.researchgate.net/publication/280321475_Fresh_Off_the_Boat_Racial_Microaggressions_That_Target_South_Asian_Canadian_Students

https://www.researchgate.net/publication/280321475_Fresh_Off_the_Boat_Racial_Microaggressions_That_Target_South_Asian_Canadian_Students

https://www.researchgate.net/publication/280321475_Fresh_Off_the_Boat_Racial_Microaggressions_That_Target_South_Asian_Canadian_Students

https://www.researchgate.net/publication/280321475_Fresh_Off_the_Boat_Racial_Microaggressions_That_Target_South_Asian_Canadian_Students

https://www.theglobeandmail.com/opinion/article-for-this-generation-of-filipino-canadians-broken-policies-have-left-a/

https://www.theglobeandmail.com/opinion/article-for-this-generation-of-filipino-canadians-broken-policies-have-left-a/

https://www.theglobeandmail.com/opinion/article-for-this-generation-of-filipino-canadians-broken-policies-have-left-a/

https://ojs.uwindsor.ca/index.php/JTL/article/download/251/525/0

https://ojs.uwindsor.ca/index.php/JTL/article/download/251/525/0

https://ojs.uwindsor.ca/index.php/JTL/article/download/251/525/0

https://ojs.uwindsor.ca/index.php/JTL/article/download/251/525/0

https://ojs.uwindsor.ca/index.php/JTL/article/download/251/525/0

https://www.researchgate.net/publication/318923468_Sri_Lankan_Tamil_Families_in_Canada_Problems_Resiliency_and_Intergenerational_Solidarity

https://www.researchgate.net/publication/318923468_Sri_Lankan_Tamil_Families_in_Canada_Problems_Resiliency_and_Intergenerational_Solidarity
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Toronto District School Board

Policy P0O31
Title: Human Rights
Adopted: May 3, 2000
Effected: May 3, 2000
Revised: May 19, 2004; [New Date]
Reviewed: May 19, 2004 [date when the policy was reviewed]

Authorization: Board of Trustees

RATIONALE

The Human Rights Policy (the “Policy”) has been developed to affirm and support
the Toronto District School Board’s (TDSB) commitment to defending, upholding
and promoting human rights in all learning and working environments for the
benefit of all members of the TDSB community. This Policy supports the
implementation of TDSB obligations under the Ontario Human Rights Code, the
Education Act, the Canadian Charter of Rights and Freedoms, and the
Occupational Health and Safety Act.

OBJECTIVE

To protect, promote and advance the human rights of all TDSB members to learn,
function and work in an equitable, accessible, respectful and inclusive environment
free of discrimination and harassment on the basis of the prohibited grounds of
discrimination specified in this Policy and protected under the Ontario Human
Rights Code and the Canadian Charter of Rights and Freedoms.

To enhance the capacity of the TDSB to meet its positive human rights obligations,
including to proactively identify, address, and prevent all forms of discrimination,
including individual and systemic discrimination.

DEFINITIONS

Allegation refers to an unproven claim or assertion that someone has
violated this Policy.

Board refers to the Toronto District School Board, which is also referred to as the
“TDSB.”

Code refers to the Ontario Human Rights Code.

Human Rights Policy
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Condonation refers to the practice — particularly on the part of those in supervisory,
leadership or management positions — of overlooking, downplaying, accepting
and/or failing to respond to discriminatory behaviour.

Directing Minds refers to employees with supervisory authority who function, or are
seen to function, as representatives of an organization. Persons who are not
identified as supervisors per se may be directing minds if they have supervisory
authority or have significant responsibility for the guidance of employees.

Discrimination refers to differential and unfair treatment, based on one or more
prohibited grounds, that results in disadvantage for a person or group in a TDSB
environment. Discrimination can be direct or indirect, individual or systemic, and
need not be intended. It also includes hate activity in TDSB environments.

Employee includes any person who is an “employee” under the Code. It also
includes any person who is a “worker” under the Occupational Health and Safety
Act including, but not limited to full-time, part-time, regular, temporary, and
probationary employees; co-op students; and contract employees.

Harassment refers to a course of vexatious comment or conduct in a TDSB
environment, based on a prohibited ground, which is known, or ought reasonably
to be known, to be unwelcome, and includes sexual harassment. Harassment is a
form of discrimination. It is usually the result of a series of incidents (“a course” of
comment or conduct) but may also result from one very serious incident. (Note:
non-Code harassment, which is not based on a prohibited ground, is covered
under the Workplace Harassment Prevention for Non-Human-Rights-Code
Harassment Policy [P034].)

Hate Activity refers to hate crimes, hate/bias incidents and racist hate/bias
incidents as defined in this Policy (see definitions below).

Hate/Bias Incident refers to non-criminal conduct — which does not involve
violence, threats or property damage — that is motivated in whole or in part by
hatred or bias based on the real or perceived identity or group affiliation of a victim
or victims. For the purposes of this procedure, this includes the grounds of
disability, gender identity, gender expression, sex, sexual orientation, family status,
marital status, socio-economic status, and religion or creed (Note: hate/bias
incidents based on race-related grounds, which may sometimes also include
religion or creed, are addressed under the category “racism incidents”). A hate/bias
incident can also encompass situations in which conduct is directed against people
associated with individuals and groups identified with these grounds. The conduct
can be verbal, nonverbal or written, and may manifest itself in the form of slurs,
insults, harassment, abusive gestures, taunting, display of offensive materials, or
other acts which may intimidate, denigrate and/or marginalize the victim or victims.

Human Rights Policy
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Hate Crime refers to a criminal offence that is committed against a person or
property, and which is motivated in whole or in part by hatred or bias based on the
victim’s race, national or ethnic origin, language, colour, creed, religion, sex, age,
mental or physical disability, sexual orientation, gender identity, or gender
expression. This includes, but is not limited to, hate-motivated violence, incitement
to hate-motivated violence, and/or the display of symbols or other representations
identified with groups promoting hate and violence. It also includes a crime
committed against a person who is associated, or perceived to be associated, with
persons who belong to the aforementioned Code-protected groups.

HRO refers to the Human Rights Office.

Intersectional Discrimination is a form of discrimination. It refers to discrimination
that occurs based on two or more Code grounds that produces a unique and
distinct form and experience of discrimination that cannot be reduced to any single
Code ground. The concept of intersectional discrimination recognizes that people’s
lives involve multiple overlapping identities, and that marginalization, exclusion and
discrimination may be further exacerbated because of how these identities interact
or “intersect.”

Learning Environment refers to any land, premises, location or thing at, upon, or in
which a TDSB student or member learns or engages in activities connected to the
learning environment (e.g. parent engagement/parent council activity etc.). This
includes virtual/online environments. Conduct that has consequences for the
learning environment, regardless of where it occurs, may be considered to have
occurred in a learning environment.

Management refers to supervisors and directing minds as defined in this Policy.
OHSA refers to the Occupational Health and Safety Act.

Parent refers to a parent, guardian or any other caregiver legally recognized as
acting in place of the parent.

Poisoned Environment refers to a TDSB environment that is oppressive, negative,
hostile, unwelcoming, or non-inclusive as a result of vexatious behavior that is
based on a prohibited ground and that is known, or ought reasonably to be known,
to be unwelcome. The vexatious behaviour or conduct does not need to be
directed toward any person or group in particular. A poisoned working or learning
environment may result from a series of incidents or a single serious incident;
condonation of such behavior; and/or the failure to adequately remedy and restore
the environment following the incident(s).

Positive Human Rights Obligations, also called “positive obligations”, refer to
organizational duties which entail taking active steps to safeguard and advance
human rights. Examples of positive obligations include conducting training,

Human Rights Policy
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monitoring human rights compliance through data collection, analysis and
reporting, and other such affirmative measures aimed at preventing human rights
violations and fostering a culture of human rights, even in the absence of
complaints.

Prohibited Ground/Protected Ground refers to the grounds upon which
discrimination is prohibited under the Ontario Human Rights Code and this Policy.
The grounds are:

» Age (an age that is 18 years or more)

* Ancestry
» Citizenship
+ Colour

» Creed (includes but is not limited to religion and Indigenous spirituality)

» Disability (includes mental, physical, perceived)

» Ethnic origin

« Family status (includes child, adoptive, elder relationships)

* Gender expression

« Gender identity

* Marital status (including single, separated, widowed, common law and covers

« same and opposite sex relationships)

* Place of origin

* Race

+ Sex (includes pregnancy and breastfeeding)

« Sexual orientation

* Socio-economic status*

* Record of offences (in employment only)

* Association with a person identified by a ground listed above

*Note: Socio-economic status is a protected ground under this Policy, but not
under the Code. Receipt of public assistance is a protected ground under the
Code, but is only applicable to housing, and thus is not included in this Policy.

Treatment that occurs as a result of perceived membership in a protected group is
also prohibited.

Racist Hate/Bias Incident refers to non-criminal conduct — which does not involve
violence, threats or property damage — that is motivated in whole or in part by
racism based on the real or perceived identity or group affiliation of a victim or
victims, inclusive of the grounds of race and/or race-related grounds such as
colour, ancestry, ethnic origin, place of origin, citizenship, religion or creed. This
includes hate/bias incidents based on the above race related grounds, but
excludes hate crimes based on race, which are to be classified as hate crimes. A
racist hate/bias incident can also encompass situations in which conduct is
directed against people associated with individuals and groups identified with these
grounds. The conduct can be verbal, nonverbal or written, and may manifest itself
in the form of slurs, insults, harassment, abusive gestures, taunting, display of
offensive materials, or other acts which may intimidate, denigrate and/or
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marginalize the victim or victims. (Note: racist hate/bias incidents are a form of
racism, but do not encompass all the forms that racism takes, such as systemic
racism which can be a form of systemic discrimination, as defined in this Policy.)

RBH Portal refers to the Racism, Bias and Hate online reporting portal, a system
which enables detailed incident reporting on racism and hate incidents involving or
impacting students in schools, as governed by the procedure for Reporting and
Responding to Racism and Hate Incidents Involving or Impacting Students in
Schools (PR728). It also provides a record of responses to such incidents, in the
form of action plans and communication strategies, while allowing for the
identification of any potential lessons learned, good/best practices, future
preventative measures required, and any other systemic considerations.

Reprisal refers to adverse action or threat of adverse action against an
individual that is in retaliation:

(a) for, in good faith, raising concerns or claiming or enforcing a right under
this Policy or associated procedure or supporting or assisting someone
to do so;

(b) for participating in a process to address a matter under this Policy or
associated procedure; or

(c) on the basis of a belief that the individual has engaged in (a) or (b).

Adverse action could include, for example:

disciplining, suspending, dismissing, or expelling;

intimidating, coercing, or encouraging someone not to report a situation;
transferring a worker to another position, shift or work location;

moving a student to a different class;

unfair grading;

reducing or changing a worker’s hours;

denying a promotion; or

harassing or discriminating.

Sexual Harassment refers to engaging in a course of vexatious comment or
conduct because of sex, sexual orientation, gender identity or gender expression,
where the course of comment or conduct is known or ought reasonably to be
known to be unwelcome; or making a sexual solicitation or advance where the
person making the solicitation or advance is in a position to confer, grant or deny a
benefit or advancement and the person knows or ought reasonably to know that
the solicitation or advance is unwelcome.

Supervisor refers to employees who exercise managerial/supervisory authority in
relation to other employees and volunteers.

Systemic Discrimination refers to patterns of behaviour, policies and/or practices
that are part of the administrative structures or informal culture of an organization,
institution, or sector, which, on purpose or inadvertently, create or perpetuate
disadvantage for individuals or groups on the basis of a prohibited ground of
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discrimination. Assessing systemic discrimination can be done in multiple ways,
including, but not limited to, analyses of quantitative data,; critical reviews of
policies, practices and decision-making processes; and in-depth evaluations of
organizational culture.

TDSB means the Toronto District School Board, which is also referred to
as the “Board.”

TDSB Environment includes a TDSB learning or working environment, as
defined in this Policy, and includes:

e any TDSB owned or operated place, Board premises, offices, and

facilities (including eating, lounge/changing areas and vehicles used

for TDSB purposes or on TDSB property);

schools and school-related activities;

Board-related functions, activities, or events;

online environments;

activities, including electronic messages and postings on electronic

and social media, which have significant negative consequences for

the TDSB environment; and

o all applicable social areas (eg. employment; goods, services, and
facilities; and contracts) protected by the Code.

TDSB Member/Member of the TDSB Community refers to, but is not limited to,
students, parents/guardians, employees, job applicants, trustees, committee
members, school/parent council members, permit holders, vendors, service
providers, contractors, volunteers and visitors, customers of the Board, bargaining
agents and associations, and all other persons who are invited to, work in, or are
permitted to attend or participate in TDSB environments. It includes all persons
who are protected by the Code in relation to TDSB environments.

Vexatious refers to comment or conduct that is inappropriate or unnecessary and
that a TDSB member experiences as offensive, embarrassing, humiliating,
distressing or demeaning.

Workplace/Working Environment refers to any land, premises, location or
thing at, upon, in or near which an employee works. For the purpose of this
Policy it also includes any place where individuals perform work or work-
related duties or functions. Schools and school-related activities, such as
extra-curricular activities and excursions comprise the workplace, as do
Board offices and facilities (including eating, lounge or changing areas, and
vehicles used for work purposes or on work property). Conferences,
workshops, training sessions and staff functions (for example, staff parties
and retirement celebrations) and job competitions also fall within the scope
of this Policy. Regardless of where it occurs, conduct that has work-related
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consequences may be considered to have occurred in the workplace.
Phone calls, electronic messages, and postings on electronic and social
media may form part of the workplace, particularly when addressed to an
employee or when the content is related to an employee or the workplace.

RESPONSIBILITY

The Director of Education holds primary responsibility for implementation of this
Policy.

Within the Director’s Office, the responsibility for coordination and day to day
management of the Policy is assigned to the Executive Superintendent, Human
Rights and Indigenous Education.

APPLICATION AND SCOPE

This Policy applies to all students, employees, and other members of the TDSB
community in TDSB environments.

The Policy prohibits discrimination and harassment on the basis of the protected
grounds as defined above and covers all Code protections applicable to the TDSB
environment even if not explicitly stated. It also prohibits hate activity as defined
above.

Harassment that is not related to a prohibited ground does not fall under this
Policy. Workplace harassment that is not related to a prohibited ground falls under
the Workplace Harassment Prevention for Non-Human-Rights-Code Harassment
Policy (P034).

POLICY

6.1. Policy Statement

6.1.1. The TDSB is committed to safeguarding, advancing and proactively
promoting the right of every student, employee and TDSB member to learn,
function and work in an equitable, accessible, respectful and inclusive
environment free of discrimination and harassment.

6.1.2. All forms of discrimination and harassment based on a protected ground
are strictly prohibited in TDSB environments, in fulfillment of legal obligations
under the Ontario Human Rights Code, the Canadian Charter of Rights and
Freedoms and in accordance with international human rights covenants,
conventions, treaties and declarations to which Canada is a signatory,
including the United Nations Declaration on the Rights of Indigenous Peoples.

6.1.3. The Board will not tolerate, condone or ignore discrimination,
harassment or hate activity in its schools, facilities, workplaces or other TDSB
environments.
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6.1.4. The Board will take every reasonable step to:

* Prevent discrimination, harassment and hate activity and to cultivate and
sustain equitable, accessible, respectful and inclusive learning, working,
and other TDSB environments free of discrimination and harassment.

» Treat allegations of discrimination or harassment seriously, and
appropriately address them in a timely, fair, proportionate and confidential
manner, in accordance with this Policy, the applicable procedure and
applicable law, with the aim of preserving the dignity, respect and rights of
all parties.

* Promote awareness of human rights and responsibilities.

* Restore learning, working, and other TDSB environments affected by
instances or environments of discrimination, harassment or hate.

+ Fulfill its duty to accommodate persons based on a prohibited ground, up
to the point of undue hardship, in accordance with its legal obligations,
including under the Code.

6.2. Principles

In fulfilling its positive human rights obligations and commitments to protect
and advance human rights, the TDSB will:

(a) Function in a proactive, systemic, and informed manner (based on evidence
when available) so that the Board may take necessary steps to prevent and
avert violations of this Policy and be actively alert to emerging issues,
systemic trends and conditions that may potentially contribute to
discriminatory outcomes, rather than only waiting for breaches of human
rights to become apparent before being addressed.

(b) Recognize that fostering and sustaining an equitable, accessible, respectful
and inclusive environment free of discrimination and harassment is integral
to the fulfilment of all TDSB roles and functions, and is a shared
responsibility requiring the cooperation of all TDSB members

(c) Cultivate public trust and accountability, including by being transparent with
the communities we serve, through public reporting and engagement
around human rights issues and outcomes at the Board, and other
appropriate measures.

(d) Interpret and apply this Policy harmoniously with the spirit and intent of the
United Nations Declaration on the Rights of Indigenous Peoples, the

Human Rights Policy
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Board’s Equity Policy (P037), and the Board’s commitments to principles of
anti-racism and anti-oppression, and shall not interpret or apply this Policy
in a manner that undermines the values or rights reflected therein.

6.3. Policy Violations

6.3.1. Engaging in discrimination, harassment or hate activity of any kind is a
violation of this Policy. Behaviours and practices in TDSB environments that
are contrary to this Policy include, but are not limited to, the following
examples:

(a) discrimination;
(b) harassment including sexual harassment;
(c) creating or contributing to a poisoned environment;

(d) a hate crime or other hate activity (e.g. hate/bias incident, or racist
hate/bias incident);

(e) failure of management, in keeping with its authority, to respond
appropriately and expeditiously to allegations, instances, potential
instances or complaints of discrimination, harassment, poisoned
environment, or reprisal;

(f) failure of management to identify, address, or remove systemic
discrimination;

(9) interference with an investigation under this Policy, including but not limited
to intimidating any person involved in the investigation, or influencing a
person to give false or misleading information;

(h) reprisal,

(i) bad faith allegations, complaints, or accusations (e.g., submitting a
complaint knowing there has been no violation of this Policy);

(1) purposefully or recklessly providing false or misleading statements or
information to an investigator investigating a matter under this Policy;

(k) failing to adhere to the confidentiality provisions set out in the procedure
made pursuant to this Policy;

() failure to fulfill the procedural or substantive duty to accommodate under
the Code, including failure to offer effective or appropriate accommodation
up to the point of undue hardship; and

Human Rights Policy
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(m)failure to adequately fulfill the duties and responsibilities set out in sections
6.5 and 6.6 may also be a violation of this Policy.

6.4. Consequences for Policy Violations

6.4.1 Action may be taken with any TDSB member who fails to abide by the
requirements set out in this Policy, including but not limited to performance
management, remedial action or discipline up to and including termination of
employment, suspension or expulsion from educational services, or removal
from or denial of access to TDSB institutional spaces and facilities, in
accordance with applicable law, the remedial purpose of the Code, and where
appropriate, principles of progressive discipline.

Note: Remedial action for persons who are not employees is taken after
consultation with the Legal Services Department and/or Safe Schools
Department and/or applicable superintendent, as appropriate. This may result
in, but is not limited to, denial of access to Board premises or issuance of
trespass notices. Remedial or disciplinary action for employees must be done
in consultation with Employee Services, and a disciplinary review committee
as required in accordance with the procedure made pursuant to this Policy.

6.5. Human Rights Organizational Change Program

6.5.1. In keeping with TDSB'’s positive obligations, the TDSB shall maintain a
systemically focused and proactive Human Rights Organizational Change Program
that will aim to prevent discrimination and harassment and enable, support and
advance the creation and preservation of a transformational culture of human
rights at the TDSB in which all members of the TDSB community:

e equitably flourish with dignity and respect; and

« achieve equitable outcomes in TDSB learning and working

environments, free from discrimination and harassment.

6.5.2. The program shall include, but not necessarily be limited to, the following,
as further specified in section 6.5.3 to 6.5.7 below:

(a) A process to identify, remove and prevent potential systemic forms of
discrimination in TDSB policies, procedures or practices, whether by virtue
of acts of commission or omission;

(b) A performance management framework to integrate and embed
accountability for human rights across the organization, including in
human resource hiring and promotion decisions and performance
management;

Human Rights Policy
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(c) Data collection, analysis and reporting to measure and evaluate the
TDSB’s progress in protecting and advancing human rights, and to inform
appropriate remedial and preventive systemic interventions; and

(d) Information, learning and awareness to ensure TDSB members are aware
of their rights and responsibilities under this Policy and have the
necessary knowledge, skills and competencies to fulfill these.

6.5.3. Review of Policies, Procedures and Practices

(a) The TDSB will review policies, procedures and practices, and revise or
develop these whenever necessary to ensure compliance with this Policy.

(b) The HRO shall establish a Human Rights Impact Assessment (HRIA)
framework to be used in identifying, assessing, mitigating, remedying or
preventing systemic discrimination, including as this manifests in policies,
practices, or procedures, or the lack thereof.

(c) The HRO may initiate a Human Rights Impact Assessment of a TDSB
policy, practice or procedure, or lack thereof, where it believes there may
be a significant discriminatory effect. In conducting the HRIA, the HRO wiill
consider the potential extent and depth of adverse impacts and outcomes
on prohibited grounds, and offer recommendations to eliminate and
prevent these.

(d) TDSB members must comply with HRO requests for information for the
purposes of Human Rights Impact Assessments (unless deemed legally
privileged and confidential). The HRIA process may include inviting public
input from affected stakeholders.

(e) The results of Human Rights Impact Assessments will be posted publicly
on a Board website.

6.5.4. Performance Management and Accountability

(a) The TDSB will ensure that human rights are evaluated as a standalone
competency in the context of performance appraisals and in hiring and
promotion decisions for system leaders, administrators, teachers, and
other employees who undergo applicable performance appraisals. This
competency will have increasing degrees of weight and consideration for
directing minds, according to their power and supervisory authority, owing
to their additional corporate responsibilities to protect and advance human
rights in areas under their supervision. For positions involving direct
responsibility for or engagement with students, it will be a primary and
necessary competency and a required qualification.

Human Rights Policy
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(b) Violations of human rights will be tracked and considered in employment
hiring and promotion decisions.

(c) The TDSB will incentivize system leaders to advance human rights
organizational change, including by recognizing and rewarding excellence
in safeguarding and promoting human rights.

6.5.5. Data Collection, Analysis and Reporting

6.5.5.1. Recognizing the value of quantitative and qualitative data for evaluating
human rights compliance and progress, identifying human rights issues and
trends, and informing appropriate evidence-based, remedial or preventative
interventions, TDSB Senior Team members will at least annually analyze and
review the results of relevant existing human rights data including, but not limited
to, as collected through the RBH Portal, HRO inquiry and complaint process, the
Student and Parent Census, the Staff Census & Well-Being Survey, and school
climate surveys.

6.5.5.2. The HRO will consider, and where appropriate, develop additional
human rights data collection tools and indicators, in collaboration with other
Board departments, including but not limited to the creation and annual
administration of human rights focused surveys through an online engagement
tool (e.g. The Pulse) as an additional means to gather the
perspectives/experiences of students, parents, employees and other TDSB
members.

6.5.5.3. The HRO will produce an Annual Human Rights Report for the Board of
Trustees including the above de-identified data findings. This Report will be
released publicly including by posting it on a TDSB website.

6.5.6. Information, Learning and Awareness

The Board will build TDSB members’ capacity to promote an equitable,
accessible, respectful and inclusive environment free of discrimination and
harassment including by:

(a) Making information, and where appropriate instruction, available to
ensure TDSB members are aware of their human rights and
responsibilities, and how to fulfill these, as stipulated in this Policy
and related procedures.

(b) Requiring all managers, as well as employees who are new to the TDSB,
to receive information and training on this Policy and associated
procedures as part of their orientation.

Human Rights Policy
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(c) Requiring existing managers (including executives) to participate in
education and/or training on this Policy and related procedures at least
every five (5) years, or whenever there are significant changes to this
Policy or related procedures.

(d) Ensuring that age-appropriate, accessible, user-friendly information,
resources, and education about student human rights and responsibilities,
and associated redress processes, are provided to students on an
ongoing basis, and as appropriate in response to specific incidents.

(e) Designating a staff member or staff members as Student Human Rights
Advocate(s) to advise, support and assist students whose human rights
may have been violated at the TDSB.

(f) Ensuring that accessible, user-friendly information and resources about
human rights related policies, procedures and practices are provided to
parents on an ongoing basis.

6.5.7. Review of Human Rights Organizational Change Program

The Board shall review the Human Rights Organizational Change Program at
least every five years, or as needed, and consult with affected TDSB community
members on any changes, as part of the review process.

6.6. Roles and Responsibilities

6.6.1. All members of the TDSB community

(a) All TDSB members are responsible for respecting the human rights and
dignity of each person within their respective sphere of interaction and
influence, playing their part in the creation and maintenance of TDSB
environments that are free of discrimination and harassment.

(b) All members of the TDSB community must cooperate fully in appropriate
attempts under this Policy or associated procedure to address a situation
or complaint, including an investigation, to the extent of their capacity (e.g.
considering age, cognitive impairment etc.) and to the extent permitted by
law.

6.6.2. Employees

Human Rights Policy
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(c) All employees, including those who witness incidents, should report
discrimination, harassment, hate activity, and other violations of this Policy
to the appropriate person (typically one’s supervisor or the next level
supervisor not involved or implicated) in accordance with PR515 and
PR728 and any other procedure made pursuant to this Policy.

(d) Employees must be aware of and sensitive to issues of discrimination and
harassment, and should support individuals who are, or have been,
targets of discrimination and harassment, wherever possible.

6.6.3. Director

The Director of Education, who holds primary responsibility for
implementation of this Policy, will safeguard and promote an equitable,
accessible, respectful and inclusive environment free of discrimination and
harassment including by:

(a) Regularly assessing the effectiveness of measures
designed to protect and advance human rights within the
Board, and, when needed, revising such measures, or
replacing them with new ones, to achieve requisite
degrees of effectiveness, in consultation with the Human
Rights Office.

(b) Taking necessary proactive steps to identify, address, and
prevent systemic discrimination, and advance human
rights organizational change, including by ensuring
effective implementation of related program measures, as
identified in section 6.5.

(c) Ensuring the implementation of an appropriate process to
identify, handle, investigate, and remedy instances,
potential instances, allegations, and complaints of
discrimination, harassment, poisoned environment and
reprisal in a manner appropriate in the circumstances,
through this Policy and the associated procedure.

(d) Holding all TDSB members accountable for complying with
this Policy, particularly system leaders who are directing
minds of the Board.

(e) Ensuring that the Human Rights Office is independent and
impartial as it carries out its mandate, and taking
reasonable measures to ensure it is seen to be as such by
all members of the TDSB community.
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() Designating and preserving adequate resources for
ensuring the full and proper implementation of this Policy
and related procedures.

6.6.4. Supervisory and Managerial Personnel

Supervisors are responsible for not only their own conduct, but also for
addressing the conduct of those under their supervision. To prevent and address
instances, potential instances, allegations, and complaints of discrimination,
harassment, poisoned environment, hate activity, and reprisal, supervisors will:

(a) Lead by example by not engaging in, tolerating or condoning
discrimination or harassment or any other violations of this Policy.

(b) Make all reasonable efforts to promote an environment that
encourages reporting violations of this Policy.

(c) Make all reasonable efforts to protect those under their supervision
from all forms of discrimination and harassment by maintaining
equitable, accessible, respectful and inclusive learning and working
environments that are free of discrimination, harassment, poisoned
environments, and reprisal.

(d) Post this Policy and associated procedure in a conspicuous location
in the workplace or service location under their supervision, where it
would be likely to come to TDSB members’ attention and make the
Policy and procedure available (electronically or by hard copy).

(e) Be aware and knowledgeable of this Policy and associated
procedure.

(f) Educate or provide educational opportunities for TDSB members to
ensure they are aware that discrimination and harassment will not be
tolerated, and that they understand their rights and responsibilities as
they relate to this Policy and associated procedure.

(g) Take all instances, potential instances, and complaints of
discrimination and harassment, or any other violations of this Policy,
seriously, including by promptly:
® intervening when it occurs or is suspected to have occurred;
(i) investigating allegations, instances, potential instances, and

complaints of discrimination, harassment, and any other
violations of this Policy, in accordance with this Policy,
associated procedures, the Code, the Canadian Charter of
Rights and Freedoms, and where applicable the OHSA,
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(i) making inquiries or consulting with other Board departments,
as appropriate, to assist in effectively managing allegations,
instances, potential instances, and complaints; and

(iv) taking remedial and/or disciplinary action with any person
found to have engaged in conduct in violation of this Policy.

6.6.5. Human Rights Office

6.6.5.1. As the TDSB’s centre of human rights expertise, the Human Rights
Office (“HRO”) will:

(a) Advise members of the TDSB community about their human rights
and obligations;

(b) Impartially and fairly investigate, resolve, mediate and address
human rights complaints and incidents, including in the areas of
employment and education; and,

(c) Proactively and systemically advance human rights organizational
change including through:

(1) identification of systemic human rights issues;
(i) professional development, education, and
capacity building;
(iin) policy review and development;
(iv) outreach and engagement; and,
(v) research, data collection, analysis, reporting and evaluation

of the TDSB’s performance in protecting and advancing
human rights.

6.6.5.2. The HRO will function as the facilitative lead for the development,
coordination and implementation of the Board-approved Human Rights
Organizational Change program, pursuant to section 6.5., in collaboration with
other Board Departments (e.g. Equity, Indigenous Education, Employee
Services, Research, Special Education and Inclusion, Disability Management
Office, Accessibility Office etc.) and identified lead areas.

6.6.5.3. The HRO may self-initiate inquiries, environmental scans or
investigations where it reasonably believes that rights under this Policy may have
been violated, including in the absence of a complaint.

6.6. Addressing Policy Violations

Members of the TDSB community should refer to the procedures created
pursuant to this Policy for information on addressing instances, potential
instances, allegations, and complaints of violations of this Policy.

Human Rights Policy
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SPECIFIC DIRECTIVES

The Director has authority to issue operational procedures to implement this
Policy.

EVALUATION

This Policy will be reviewed, at minimum, every year from the effective date.
APPENDICES

¢ Not Applicable

REFERENCE DOCUMENTS

Legislation

e Canadian Charter of Rights and Freedoms
e Education Act

e Occupational Health and Safety Act

¢ Ontario Human Rights Code

Policies

e Caring and Safe Schools (P051)
e Equity (P037)
e Workplace Harassment Prevention for Non-Code Harassment (P034)

Procedures

¢ Reporting and Responding to Racism and Hate Incidents Involving or Impacting
Students in Schools (PR728)

e Workplace Harassment Prevention and Human Rights Procedure (PR515) [Note:
currently under review]

Human Rights Policy
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Advertising Policy (P006) and Distribution and Display of
Materials for Students and Parents from External Groups
Policy (P041) Review — Phase 5

To: Governance and Policy Committee
Date: 13 January, 2021
Report No.: 01-21-4002

Strategic Directions

e Provide Equity of Access to Learning Opportunities for All Students

e Allocate Human and Financial Resources Strategically to Support Student
Needs

e Build Strong Relationships and Partnerships Within School Communities to
Support Student Learning and Well-Being

Recommendation

It is recommended that

(1) the revised Advertising and Distribution of Materials Policy (P006), as presented
in this report, be approved; and

(2) the Distribution and Display of Materials for Students and Parents from External
Groups Policy (P041) be rescinded.

Context

The Advertising Policy (P0O06) (Appendix A) and Distribution and Display of Materials for
Students and Parents from External Groups Policy (P041) (Appendix B) are being
reviewed in accordance with the policy review work plans approved by the Board of
Trustees on November 22, 2017 and April 19, 2017 respectively.

During the review of these policies, staff identified common elements in the existing
policies and recommended merging the Advertising and the Distribution of Materials
from External Groups policies. On April 24, 2019, the Governance and Policy
Committee received a status update on the review of the policies and provided further
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policy directions including the recommendation for merging the policies into one single

policy. The policy directions were subsequently approved by the Board of Trustees.

Revisions to the proposed new Advertising and Distribution of Materials Policy (P006)
(Appendix C) are based on Committee’s directions, the Multi-Year Strategic Plan and
feedback from various stakeholders received during policy consultations. Policy
consultations with the Board’s community advisory committees, Toronto School
Administrators’ Association (TSAA), school councils, Student Senate and the wider
TDSB community were conducted from April 8, 2020 until December 31, 2020.

The revised Policy is being presented to the Committee for consideration and approval.

Action Plan and Associated Timeline

Subject to the Governance and Policy Committee’s directions, the revised Policy will be
provided to the Board of Trustees for consideration and final approval. Staff will initiate
the review of existing and, as required, development of new operational procedures to
support implementation of the Policy.

Resource Implications

No additional resources will be required for implementation of the revised Policy at this
time.

Communications Considerations

Following Board approval, the Policy will be communicated to the system and posted on
the Board’s public website.

Board Policy and Procedure Reference(s)

e Advertising Procedure (PR597)
e Distribution and Display of Materials for Students and Parents from External
Groups Procedure (PR565)

Appendices

e Appendix A: Advertising Policy (P006) — current

e Appendix B: Distribution and Display of Materials for Students and Parents from
External Groups Policy (P041) - current

e Appendix C: Advertising and Distribution of Materials Policy (P006) — newly
revised
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From

Craig Snider, Acting Associate Director, Business Operations and Service Excellence,
at craig.snider@tdsb.on.ca or at 416-397-3188

Garry Green, Senior Manager, Community, Business and Student Transportation
Services, at garry.green@tdsb.on.ca or at 416-397-3883
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Toronto District School Board

Title:

Policy P.006 BUS
ADVERTISING

Adopted:  June 12,2002
Revised:  March 6, 2003 (Replaces E.012: Advertising)
Review:  February 2005

1.0 OBJECTIVE

To identify parameters and acceptable best practices for advertising in schools

2.0 DEFINITION

Advertising Advertising in schools may involve items such as yearbook advertisements,
special event programs, fun fair sponsorships, partnerships, donor recognition, athletic uni-
forms and T-shirts.

3.0 POLICY

3.1.

3.2

3.3.

3.4.

3.5.

3.6.

3.7.

All forms of advertising will comply with the Board policies: P.002 DIR: Mission
and Values and P.041 SCS: Distribution and Display of Materials for Students and
Parents From External Groups.

Advertising initiatives with system-wide implication or that involve more than one
school will be reviewed centrally, including contracts.

Without central approval, the use of the Board logo is prohibited in conjunction with
commercial logos.

Acknowledgements of a permanent nature are acceptable as long as commercial lo-
gos are not employed.

External company logos may be used if they are of a temporary nature for a time
specific for an event.

Sponsorship logo recognition for athletic and extra-curricular group items and
clothing shall be permitted.

The size and placement of logos on extra-curricular uniforms shall be in accordance
with the Ontario Federation of School Athletic Associations’ School Uniform Policy,

Board Policy P.006 BUS: Advertising Page 1 of 2
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Policy P.006 BUS:
Advertising

and in circumstances not covered by OFSAA’s policy, the school principal shall de-
cide.

3.8. The Board may advertise its own centrally approved products and services through-
out the system.
4.0 SPECIFIC DIRECTIVE
4.1. The Director is authorized to issue operational procedures to implement this policy.
4.2. The Director will develop a protocol and appeal process for staff to use to review and
select commercial material from advertisers that is suggested for use as curriculum
enhancement purposes or for use in the classroom for implementation in October
2002 and no new materials of this nature will be distributed in the meanwhile.
4.3. School councils, in consultation with the school principals, may further narrow the
policy for application to the individual school.
5.0 REFERENCE DOCUMENTS
Operational Procedure PR.507 BUS: Advertising
Board Policy P.002 DIR: Mission and Values
Board Policy P.041 SCS: Distribution and Display of Materials for Students and Parents
From External Groups
Board Policy P.006 BUS: Advertising Page 2 of 2
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APPENDIX B

Toronto District School Board

Policy P.041 SCS: Distribution and Display of Materials for
Students and Parents From External Groups

Statement

As a community partner, the Toronto District School Board is committed to supporting the distri-
bution and display of communications. This commitment recognizes the Board’s responsibility
to limit this type of access to students, staff and parents within guiding principles and adminis-
trative procedures that support the Board’s Mission and Values Statements.

The following guiding principles and policy statements have been developed to ensure that de-
cisions reflect the uniqueness of our community:

Guiding Principles

Materials approved for distribution will be in keeping with the Board’s Mission and Values
Statements and will not be in contravention of any Board policy.

At the school level, the principal will be accountable for the approval process and distribution
of materials within the school and school community.

Materials must be consistent with the school’s goals, objectives and program.

Materials will not promote a particular religion or set of beliefs.

Materials which are political in nature and/or focus on issues, must inform or educate, create
awareness of issues in the community and/or facilitate community discussions. Materials
approved for distribution will not promote a specific party, group, person or personal point of

view.

Electronic communication will be governed by the appropriate Information Technology poli-
cies and will be consistent with this policy.

Materials distributed to schools through the Board’s courier system must comply with the
guiding principles of this policy.

Adoption Date: April 28, 1999 Policy P.041 SCS
Review Date: Page 1 of 4
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APPENDIX B

Toronto District School Board

Policy P.041 SCS: Distribution and Display of Materials for Students and
Parents From External Groups

Blank Page

Administrative Procedure Policy P.041 SCS
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Toronto District School Board

Policy P.041 SCS: Distribution and Display of Materials for Students and

Parents From External Groups

Administrative Procedure

The Director, or designate, will administer the policy on Distribution and Display of Materials for
Students and Parents From External Groups using the following administrative procedures:

Roles and Responsibilities

A. Board
Ontario Education Regulation 298, Section 24, states: No advertisement or announcement
shall be placed in a school or on school property or distributed or announced to the pupils on
school property without the consent of the Board that operates the school except announcement
of school activities.

A1, Whereby the Board finds specific materials to be objectionable or inappropriate the
Board, or its designate, reserves the right not to distribute and/or display any such ma-
terials.

B. Superintendents of Schools

B.1. The superintendents of schools, upon request of the principal, will participate in
the decision-making process, taking into account the Board’s Mission and Values
Statements, the uniqueness of the community, the school’s goals, and the ap-
propriate regulations.

C. Principals

C.1.  The principal will be responsible and accountable for the approval process and
distribution of materials within the school and school community.

C.2. Materials which must be distributed will be accompanied by specific directions in
a memorandum from the appropriate department or supervisory officer, and may
be limited to specific areas within the Toronto District School Board.

Note: Regulation 298, Section 12 states: The Principal of a school shall provide for the
prompt distribution to each member of the School Council any materials received by the
Principal from the Ministry that are identified by the Ministry as being:

(a) relevant to the functions of the School Council; and
(b) for distribution to the members of School Councils.

C.3. Principals will establish an in-school procedure for the assessment and for de-
termining the suitability of distributing materials that arrive in the school. The
scope of options available to them may include distribution, posting, announce-
ment, inclusion in a newsletter, referral to the School Council, and making mate-

Administrative Procedure Policy P.041 SCS
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Toronto District School Board

Policy P.041 SCS: Distribution and Display of Materials for Students and

C4.

C.5.

C.6.

C.7.

C.8.

Parents From External Groups

rials available in the school office. Recognizing the value of consultation, these
procedures will include consultation with the School Council when appropriate.

Principals will take into consideration the potential impact of distribution of mate-
rials on the resources of the school.

Principals will advise and instruct their staff with regards to these procedures.

Principals will work with school councils and student councils to develop guide-
lines for use in the review and assessment of materials sent directly to their or-
ganizations. In both cases, the principal will retain responsibility and accountabil-
ity for materials approved for distribution to students and parents.

Where it is unclear whether materials are appropriate for distribution or if a re-
quest for distribution raises questions or concerns, the principal will request that
the superintendent of schools be involved in the decision.

Principals will use their discretion, and refer to Ministry of Education and Training
Policy/Program Memorandum No. 112, to ensure that materials providing infor-
mation about community/cultural events are in accordance with the guiding prin-
ciples of this policy and that the materials do not promote a particular faith group.

Administrative Procedure Policy P.041 SCS
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APPENDIX C

Toronto District School Board

Policy P [number]

Title: ADVERTISING AND DISTRIBUTION OF MATERIALS
Adopted: [date of approval of the policy]

Effected: [date when the policy came into effect]

Revised: [date when the policy was amended]

Reviewed: [date when the policy was reviewed]

Authorization: Board of Trustees

RATIONALE

The Advertising and Distribution of Materials Policy (the “Policy”) supports the
implementation of the legislative requirement under Ontario Regulation 298,
section 24 of the Education Act which governs advertisements and
announcements in a school, on school property, or to pupils of these schools.

OBJECTIVE

To establish parameters related to advertising on Board property, including
distribution of advertising materials to students, parents/guardians and staff.

DEFINITIONS

Advertising means any public notice, representation, or activity, including
promotional and marketing activities, that is intended to attract attention to a
commercial or non-commercial product or service, the brand name of the product
or service, the name of the premises where of the product or service is available,
or the name under which the holder of the product or service carries on business.
The terms "advertise" and "advertisement" have corresponding meanings.

Advertising Tools means methods for advertising delivery, including website
posting, display of materials, social media marketing, newspaper, radio or
television announcements, public speaking, distribution of flyers, booklets,
promotional products (i.e., magnets, t-shirts, calendars, etc.), as well as event
sponsorships, among other means.

Approved Vendors and Service Providers are external entities selected, vetted and
approved through TDSB’s central procurement process. The procurement process
is carried out by the TDSB Purchasing department or Business Development
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department in accordance with applicable TDSB policies, including the Purchasing
Policy (P017).

Board is Toronto District School Board which is also referred to as “TDSB”.

Board Property means all schools, administrative and non-administrative Board
buildings or lands, as well as social media platforms, owned or occupied by the
Board. Board-owned vehicles and machinery are also considered Board property
(based on York DSB definition).

Central Agreements are formal contractual arrangements, established between the
TDSB and external entities defining the terms for the delivery of education related
programs, goods or services.

Central Vetting means review and approval coordinated by a central department of
TDSB. The central vetting process involves: a) review and approval of
vendors/service providers/partners who wish to participate in partnerships or
provide goods or services to TDSB, and b) review and approval of materials
suitable for distribution to TDSB schools by ensuring compliance and alignment
with the terms and conditions as set out in a formal agreement with TDSB.

Distribution of Materials means dissemination of information from external
organizations to staff, students, parents/guardians and the broader school
community through TDSB’s distribution system.

Distribution System refers to TDSB'’s distribution system where information is
circulated from central TDSB departments to TDSB schools and may include
physical (e.g., handouts, bulletin board, inclusion in a newsletter or making the
materials available in the school office) or electronic (e.g., e-bulletin board)
methods. Materials may be referred to the Principal and/or school council for final
review and approval. TDSB’s distribution system referred to herein does not
include school and school council websites, indoor or outdoor signage and mobile
applications used in classrooms.

Educational Programming Partnership Agreement is a document defining the
terms for educational programming or services implemented by external agencies
at TDSB’s sites during instructional time that enhance curriculum, uniquely
contribute to TDSB’s strategic directions, and help students expand their learning
opportunities.

Educational Programming Partner refers to an external provider or agency under a
TDSB Education Partnership Agreement, in accordance with the Educational
Programming Partnerships Policy (P024) and procedures.

Permit Holder refers to the individual, community group or organization named in
the permit that maintains responsibility for ensuring that all permit users comply
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with the rules and regulations governing the use of TDSB'’s facilities, including
TDSB’s Community Use of Board Facilities (Permits) Policy (P011) and permit
rules and regulations related to advertising such as that a facility permit does not
include permission to advertise and/or display banners on Board Property.

Public Health, Safety and Essential Notices are informational messages shared by
government organizations or agencies (e.g., Ontario Ministry of Education, City of
Toronto, Toronto Police Service, Toronto Public Health, etc.), TDSB (e.g., Director,
TDSB’s departments, and Board approved information.

Sponsorship is an agreement between TDSB/School and an association or
company by which the sponsor provides financial or resource support for which
they may receive recognition and/or advertisement.

TDSB is Toronto District School Board, which is also referred to as the “Board”.
RESPONSIBILITY

The Director of Education holds primary responsibility for implementation of this
Policy. Within the Director's Office, the responsibility for the day-to-day
management and coordination of the Policy is assigned to the Associate Director,
Business Operations and Service Excellence.

APPLICATION AND SCOPE

This Policy applies to all TDSB employees and Trustees.

The Policy also covers students, parents/guardians, volunteers, the Board’s school
council members, community advisory committees and their members, TDSB
educational programming partners, approved vendors and service providers,
contractors, and TDSB visitors.

POLICY

6.1 Advertising materials must be consistent with the Board’s Mission and Values
and will not be in contravention of any legislative act, regulation, Board policy
or procedure.

6.2 The Board will not allow any advertising activities or distribution of materials
on Board property (including in its schools or through Board communication
mechanisms) that is politically partisan in nature, or that promotes a particular
religion, fosters or promotes hatred, violence, prejudice, discrimination or bias
against any groups or individuals.

6.3 The Board will not disseminate or advertise services directly competing with
TDSB regular school programming, programming operating outside of school
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6.4

6.5

6.6

6.7

6.8

6.9

APPENDIX C

operating hours, or third party service providers (i.e. driver training
course/providers, homecare services, casting calls, tutoring services, etc.).

Advertising on Board property will not be permitted, with the exception of
Public Health, Safety and Essential Notices (as defined in section 3 above) as
well as advertising of education-related programs, goods and services
provided by:

a. Approved vendors, service providers, or TDSB educational programming
partners that have entered into a central, documented, contractual
arrangement with TDSB, after completion of the required central vetting
and/or central procurement process;

b. Other levels of government and agencies (e.g., Ontario Ministry of
Education, City of Toronto, Toronto Police Service);or,

c. As approved by the Director of Education.

All materials will be vetted to ensure that they are suitable for distribution to
TDSB schools and comply with the terms and conditions of applicable formal
agreement(s) with TDSB.

In accordance with the Community Use of Board Facilities (Permits) Policy
(P011) and Permit Holder's Agreement, permit holders are not permitted to
advertise in schools and/or on Board property.

All election activities are governed by TDSB’s Election Activities and Use of
Board Resources Procedure (PR533).

The school principal may choose to not distribute any advertising materials,
and/or pre-approved materials and non-essential notices (see definition of
Public Health, Safety and Essential Notices) based on the fit and
appropriateness for their school and community, taking into account the
principles of equity as outlined in the TDSB Equity Policy (P037) and the
potential impact of distribution of materials on the resources of the school. .
The school principal will consult with the school council periodically to review
the volume and types of distribution of material requests and potential
impacts of advertising materials on the school and community.

The school principals, in consultation with their school councils and
parent/guardians, may submit a request to TDSB’s Business Development
department to opt out from receiving advertising materials circulated through
TDSB’s distribution system.

6.10 While TDSB schools are permitted to establish signage including messaging

such as ‘no soliciting’ or ‘no flyers,” information such as Public Health, Safety
and Essential Notices must always be provided to schools.
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6.11 Approved external vendors, service providers and TDSB educational
programming partners will ensure that any advertising materials distributed
electronically comply with Canada’s Anti-Spam Legislation (CASL), including
the consent to receive commercial information.

6.12 Providers of advertising materials are responsible for ensuring that their
materials (whether in electronic or hardcopy format) are in compliance with
the Accessibility for Ontarians with Disabilities Act (AODA) and TDSB’s
Accessibility Policy (P069).

6.13 Advertising materials from approved external vendors, service providers or
TDSB educational programming partners will be distributed by TDSB’s
Distribution Centres to individual schools for a fee as determined by the
Board. The fee, at a minimum, will cover TDSB’s costs related to the
distribution of materials.

6.14 All information and materials related to food and beverage that are distributed
by TDSB must comply with the guidelines as outlined in the Ministry of
Education’s Policy/Program Memorandum (PPM) No. 150, “School Food and
Beverage Policy.”

6.15 TDSB and its local schools will make an effort to reduce use of paper and
minimize its overall environmental footprint. Schools/Departments may use
various methods include double-sided printing and photocopying, sibling lists,
notices on half-sheets of paper, use of e-mail notices or online newsletters,
use of projectors, chalk/whiteboards, Smart Boards and/or enforcing paper
limits, where applicable, in accordance with the Environment Policy (P028).

SPECIFIC DIRECTIVES

The Director of Education is authorized to issue operational procedures to
implement this Policy.

EVALUATION
This Policy will be reviewed, at a minimum, every four years.
APPENDICES
¢ Not applicable.
REFERENCE DOCUMENTS

Legislation
e Education Act
e Ontario Regulation 298, section 24 under the Education Act
o Accessibility for Ontarians with Disabilities Act
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Canada’s Anti-Spam Legislation

Policies

Accessibility Policy (P069)

Community Use of Board Facilities (Permits) (P011)
Educational Programming Partnerships (P024)
Equity Policy (P037)

Mission, Values and Goals Policy (P002)
Purchasing Policy (P017)

The Environment Policy (P028)

Procedures

[ ]

[ ]

Advertising (PR507)
Election Activities and Use of Board Resources (PR533)

Other Documents:
Ministry of Education Policy/Program Memorandum (PPM) No. 150, “School

Food and Beverage Policy.”

APPENDIX C
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Partnerships Criteria.pdf
J

Toronto
s District
School

serd Partnership Criteria

There are thousands of ways in which TDSB engages with the community and hundreds of exciting,
partnership initiatives happening each year!

All external agencies providing educational programming in the schools are noted through agreements
or other documentation. This is the first criteria for any external agency working in the schools. It
enables us to respond to the basic public question about initiatives that are not led by TDSB staff: "Who
are these people and what are they doing in our schools?" or, "Who is this person and what are they
doing with my child?"

In keeping with the TDSB Multi-Year Strategic Plan, we value partnerships that demonstrate:

= Innovation - Creative collaborations that address emergent issues within TDSB strategic
directions and partnership focus areas.

= Equity — Enhanced learning opportunities that address barriers to student success.
= Accountability - Transparent planning and evaluation with measured outcomes.
= Accessibility —Open and responsive working relationships.
External Agency Partners:
= Reflect good citizenship and commitment to public education.
= Exhibit mission and values statements congruent with that of the TDSB.
= Do not duplicate the work of TDSB staff.

= Demonstrate experience and capacity to deliver unique program or service effectively.

Educational Partnership Office, 2020





* Do not solicit advertising, conduct market research, or manufacture products that the Board
deems inappropriate for students.

*= Are established organizations with legal and/or charitable status, without religious or political
affiliation

= Maintain sufficient resources to deliver the partnership program.

* Engage staff/volunteers who have relevant certification/training for the program being offered
and with the primary audience being served.

» Engage staff/volunteers, who have Police Record Checks, full disclosure vulnerable sector
screening reports; and sufficient insurance.

»= Disclose all known associations between organization’s staff/board members and TDSB
staff/board members.

Please take a moment to read our reference documents before submitting a proposal.

Reference Documents

® PO24 Educational Programming Partnerships Policy

e PR667 Educational Programming Partnership Procedure

¢ PR700 Educational Programming Partnership Criteria

‘Partnership at a Glance’ brochures

Print versions may be requested from partners@tdsb.on.ca

e Educational Partnerships

e Educational Programming Partnership Criteria

e Partnership Opportunities

Educational Partnership Office, 2020



https://pims.tdsb.on.ca/

http://www.tdsb.on.ca/AboutUs/Detail.aspx?docId=190

http://www.tdsb.on.ca/AboutUs/Detail.aspx?docId=1874

http://www.tdsb.on.ca/About-Us/Detail/docId/1790

mailto:partners@tdsb.on.ca

http://www.tdsb.on.ca/Portals/0/AboutUs/Partner%20with%20TDSB/EducationalPartnerships_2017_web.pdf

http://www.tdsb.on.ca/Portals/0/AboutUs/Partner%20with%20TDSB/EducationalPartnerships_2017_web.pdf

http://www.tdsb.on.ca/Portals/0/AboutUs/Partner%20with%20TDSB/EducationalPartnershipsCriteria.pdf

http://www.tdsb.on.ca/Portals/0/AboutUs/Partner%20with%20TDSB/EducationalProgrammingPartnershipOpportunities.pdf
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Toronto District School Board

Title:

Adopted:
Revised:

Authorization:

Procedure PR507
ADVERTISING

June 12, 2002

May 13, 2003 (replaces H.018: Advertising),
August 25, 2003, November 19, 2007

Executive Council

1.0 OBJECTIVE

To establish guidelines for the implementation of Board Policy P.006 BUS: Advertising
2.0 DEFINITION

Advertising Advertising in schools may involve items such as yearbook advertisements,
special event programs, fun fair sponsorships, partnerships, donor recognition, athletic uni-
forms and T-shirts.

3.0 RESPONSIBILITY

Executive Superintendent, Business Services

4.0 PROCEDURES

4.1 Advertising Initiatives

(a)

(b)

(©)

(d)

Policy P006, Advertising, sets the boundaries for acceptable practices. Princi-
pals in conjunction with school councils may choose options within these
boundaries to create acceptable local school practices reflective of local com-
munity values and norms.

All activities involving advertising or recognition must be approved by the
principal and must be within the boundaries of policy PO06.

The principal will ensure compliance with the Board’s mission and values and
policy P041, Distribution and Display of Materials for Students and Parents
from External Groups Policy. Clarification may be obtained from the Business
Development department.

The principal will bring all local school-based advertising initiatives to the at-
tention of the school and/or student council. The school and/or student council
must endorse all initiatives before implementation.

Operational Procedure PR507, Advertising Page 1 of 3
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4.2

4.3

()

(f)
(9)

(h)

(i)

All initiatives must be forwarded to the Business Development department that
may:

= involve more than one schools;
= have system-wide impact;
= imply Board endorsement;
= involve contractual obligations

The Business Development department will facilitate the systemwide impact
evaluation process and advise the school regarding appropriate action.

Contracts relating to sponsorship, partnership, donor recognition or other forms
of advertising may bind the Board. For this reason, all contracts must be re-
viewed centrally and signed by the Executive Superintendent, Business Ser-
vices or designate. Principals may not sign contracts at the school level.

The Board may advertise its own centrally approved products and services
throughout the system.

All magazines or periodicals that include advertising, produced by external or-
ganizations, must be approved centrally through the Business Development
Department.

Logo Recognition of External Groups

(a)
(b)

(©)

Commercial logos may not be used in conjunction with the TDSB logo without
approval.

Commercial logos may be displayed in schools for a temporary, time- or event-
specific, period. This may include promoting events like drama festivals, ac-
knowledgement of partnerships, direct marketing and other fundraising activi-
ties such as school fun fairs and confectionery sales.

The size and placement of logos on extra-curricular uniforms shall be in accor-
dance with the Ontario Federation of School Athletic Associations” School
Uniform Policy (see Reference Document), and in circumstances not covered
by OFSAA’s policy, the school principal shall decide.

Business Opportunities

(a)

(b)

From time to time schools may be presented with opportunities to distribute
product samples or information in return for a financial or an in-kind donation.
Such arrangements, whether couched as a donation or a business opportunity,
must be forwarded to the Business Development department for central ap-
proval.

The Business Development department will assess the appropriateness and fea-
sibility of the opportunity and respond promptly to the principal.

Operational Procedure PR507, Advertising Page 2 of 3
GO02(R:\Secretariat\StafiG02\03\op\PR507.doc)sec.1530






Operational Procedure PR507
Advertising

(c) Sale of services, resources, employee purchase plans and other business oppor-
tunities may be negotiated and administered by the Business Development de-
partment.

(d) Initiatives that do not involve the expenditure of Board funds for the purchase
of service or merchandise are not subject to the Board’s purchasing policy.

(e) The Executive Superintendent, Business Services, or designate, must approve
all business opportunities.

() The Business Development department will process all approved initiatives.

5.0 REFERENCE DOCUMENTS

Board Policies

P006, Advertising

P041, Distribution and Display of Materials for Students and Parents From External
Groups

P047, Naming Schools and Special Purpose Areas

Ontario Federation of School Athletic Associations, The Federation’s School Uniform Pol-
icy, http://www.ofsaa.on.ca/, Constitution, By-Laws, section 2 — Deportment, subsection

(h)

Operational Procedure PR507, Advertising Page 3 of 3
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PR667, Educational Programming Partnerships Procedure.pdf
Toronto District School Board

Operational Procedure PR667

Title: EDUCATIONAL PROGRAMMING PARTNERSHIPS PROCEDURE
Adopted: October 27, 1999

Effected: October 27, 1999

Revised: June 2014; June 9, 2015, October 25, 2016

Reviewed: September 2016

Authorization: Executive Council

1.0 RATIONALE

This procedure implements the Toronto District School Board’s (TDSB) policy
Educational Programming Partnerships Policy (P024) by outlining the central
partnership process through which partnership proposals will be accepted or declined.

2.0 OBJECTIVE

To systematize a formal process by which all educational programming partnerships
(as defined by Board Policy P024) are initiated, received, reviewed, documented,
accepted or declined as partnerships, monitored, and renewed or closed.

To ensure co-ordination, resource support, communication, and consistency system-
wide, a flowchart has been developed to outline the educational partnership process (see
Appendix A: TDSB Educational Programming Partnerships Process).

3.0 DEFINITIONS

Board is the Toronto District School Board, which is also referred to as “TDSB”.

Educational Partnership Office (EPO) is the office through which proposals for
programs or services from external agencies are received; assessed; documented; and,
accepted, or declined as partnerships. It is the office through which partnerships are
monitored, and renewed or closed.

Educational Programming Partnerships are arrangements with external agencies that
support student engagement, well-being, and achievement through the provision of
services or programs that enhance curriculum and help students expand their learning
opportunities. These arrangements shall not be interpreted as forming legal partnerships
under the Partnership Act or any Canadian jurisprudence.

International Partnerships are educational partnerships between the TDSB and any of
its schools and a foreign government or international agency (excluding recruitment
agencies for international students).

Educational Programming Partnerships Procedure PR667 Page 1 of 10
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4.0

5.0

6.0

Partnership Agreement is a document defining the terms for educational programming
or services implemented by external agencies in the schools.

TDSB is the Toronto District School Board.
RESPONSIBILITY

Associate Director, School Operations and Service Excellence.

APPLICATION AND SCOPE
The procedure applies to any staff who engages with external agencies seeking to
formalize educational, business, or facilities arrangements; and any staff who engage

with external agencies seeking to submit a proposal for educational programming
partnership.

PROCEDURES

6.1. Documentation

All external agencies proposing or providing educational programming or
services are noted in the Educational Partnership Office (EPO) through
agreements or other documentation.

6.2. Partnership Criteria

Proposed partnerships and prospective partners are assessed on established
criteria (see procedure Educational Programming Partnership Criteria (PR700)).
Proposals for initiatives that are deemed exclusions from partnership agreements
are redirected by the EPO to an appointed TDSB department for appropriate
assessment, documentation, and filing.

6.3. Roles and Responsibilities of Various TDSB Departments in the Process
6.3.1 Educational Partnership Office

In the partnership initiation phase, the EPO:

o facilitates the partnership process

e receives and processes partnership requests

e performs initial assessment of a proposed partnership

e performs initial assessment of a proposed partner

e performs evaluation of an existing partner in regards to the proposed
partnership

¢ identifies TDSB contact department to receive Redirected file, if
proposed initiative is an exclusion from educational programming
partnership agreement (as defined by the Educational Programming
Partnership Criteria (PR700)), and is to be assessed, documented, and
filed according to the Redirected department’s operating guidelines

Educational Programming Partnerships Procedure PR667 Page 2 of 10
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e identifies academic and operational areas impacted by the proposed
partnership

¢ identifies membership of the Review and Consultation Committee
(RCC) (to complete a partnership proposal review and acceptance, a
qguorum of four is required for Central partnerships; for School-Based
partnerships, the RCC is the Principal and Superintendent, at a
minimum).

In preparation for the partnership review by the RCC, the EPO:

e identifies the TDSB contact department for the proposed partnership

e contacts the academic and operational areas and requests them to
prepare the assessment materials for the proposed partnership

e communicates with the proposed partners regarding the process and
status updates.

For accepted educational programming partnerships, the EPO:

e with the assistance of Legal Services, creates a draft Partnership
Agreement, assists the TDSB contact department and prospective
partner with defining an implementation plan, evaluation plan and
procedure, and school selection criteria

¢ facilitates the finalizing and signing of the Partnership Agreement

e maintains partnership information in the Partnership Information
Management System (PIMS)

e monitors submission of partnership agreement evaluation reports. The
Partnership Evaluation Report (PER) is the standardized Appendix C in
all agreements. It is completed by TDSB contact annually. The Annual
Service Report (ASR) is the standardized Appendix D in all
agreements. It is completed by all partners each June, to report the
school locations, numbers of schools, sessions, participants, and fees
collected

e reports all Funded and Fee for Service Partnerships’ total earnings in
the previous academic year, each September to Executive Council.
Those earning more than $50,000 are reported to the Finance
Committee of the Board

e participates in evaluation reviews, as required.

6.3.2. Academic Areas

These are the TDSB academic areas impacted by the implementation of the
partnership (i.e., Academic areas of responsibility could be based on
curriculum content area; student population served; area of the city in
which the program intends to operate). Representatives from all impacted
areas are asked to complete an academic assessment; a maximum of three
academic assessors are identified.

Educational Programming Partnerships Procedure PR667 Page 3 of 10
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The Academic Area:

e completes assessment of the educational merit and academic impact of
the proposed partnership.

6.3.3. Operational Areas
These are the TDSB operational areas impacted by the implementation of
the partnership (i.e., Facility Services, Business Development, Government
Public and Community Relations, Purchasing, Finance, Risk Management
Insurance). Operational areas may identify additional approvals that are
required for the accepted proposal (i.e., request for exclusive use of space;
media event; single/sole source form). Those additional approvals are
sought and secured by the particular operational area who defined their
needs.

The Operational Area:

e completes assessment of the business compliance issues and
operational impact of proposed partnership

o facilitates review of proposal information through additional approvals
required by a particular area

o for proposals impacting facilities, prepares information on the proposed
partnership for the Central Accommodation Team (CAT), facilitates the
CAT review of the proposed partnership, and reports decision on
“Space Use” back to EPO

e participates in the review of the draft Partnership Agreement.

6.3.4. Review and Consultation Committee (RCC)
e completes partnership proposal review and either accepts or declines
e aquorum of four is required for Central partnerships; for School-Based
partnerships the RCC is the Principal and Superintendent at a minimum
e receives final signed Partnership Agreements
e participates in partnership evaluation reviews, as required.

6.3.5. TDSB Contact Department
For Redirected proposals:
e processes redirected proposals as per department’s operating
guidelines, policies, and procedures for assessment, documentation, and
monitoring.

For Accepted partnership proposals:

The TDSB Contact department is responsible for the implementation of the

partnership initiative. With the assistance of the EPO, the TDSB Contact

department:

e develops implementation plans, school selection criteria, evaluation
plans, and evaluation procedures to be included in the partnership
agreement and according to applicable Space Use Agreements (i.e.,
lease/permit/standard partnership agreement Space Use clause)

Educational Programming Partnerships Procedure PR667 Page 4 of 10
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e reviews final draft of Partnership Agreement

e provides oversight of partnership implementation

e monitors partnership as per terms of agreement, chairing partnership
Advisory Committee and submitting Appendix C - Evaluation Report
(PER) to EPO at agreed time.

6.3.6. Research and Information Services
e assists the TDSB Contact department with development of evaluation
plans and procedures, as required
e assists with defining further evaluation and research criteria for
particular partnerships, as required
e tracks and prepares information on academic impacts of select
partnerships, as required.

In addition, Research and Information Services:

e monitors applications to the External Research Review Committee
(ERRC), implementation, and reporting process

e provides the ERRC approval letters as an appendix for Partnership
Agreements requiring external research

e participates in evaluation reviews, as required.

6.3.7. Legal Services
e advises the EPO with creating a draft of the Partnership Agreement
e advises the EPO in finalizing the Partnership Agreement
e confirms the final Partnership Agreement is ready to prepare for TDSB
signing.

6.3.8. Central Accommodation Team (CAT)

e performs an approval review of proposed partnerships that impact
facilities and identifies additional approvals required for these
proposals, as required

e performs an approval review of all proposed partnerships requesting
exclusive use of space (lease).

6.3.9 Executive Council

e performs an approval review of a proposed partnership, if deemed
necessary by the RCC

e performs an approval review of a proposed partnership, if deemed
necessary by Legal

e performs an approval review of all partnerships receiving more than
$50,000 of TDSB funding; all partnerships with an exclusive use of
space/lease; and, all international partnerships

e reviews any partnership, as necessary.
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6.4.

6.3.11. Audit/Finance Committees of the Board

e perform an approval review of all partnerships receiving more than
$50,000 of TDSB funding
e reviews all funded partnerships, as necessary.

6.3.12. Board of Trustees
o performs approval review of any partnership, as necessary.

TDSB Educational Programming Partnerships Process - See Appendix A. The
following notes explicate the flowchart.

6.4.1. Initial/Partner Assessment of Proposed Partnership (IPAS): An
external agency initiates a partnership by completing the online
Partnership Proposal Form and submits it to the EPO. The EPO performs
initial assessment of the proposed partnership using the Partnership
Criteria and General Policies documents. The EPO researches a proposed
partner, including contacting the partner to clarify information on
organization, initiative, and scope of their request. The EPO also confirms
any Conflicts of Interest the prospective partner has to declare. Upon
completion of the initial assessment, the EPO produces the Initial/Partner
Assessment Summary report.

6.4.2. ldentification by the EPO of proposals to be Redirected: The EPO
redirects proposals to other departments that will not require a Partnership
Agreement to be documented appropriately in the Board. For example,
agencies that want to make donations, provide sponsorships, run
fundraising activities, or have their materials distributed to the schools are
sent to the Business Development department; agencies that only want a
lease arrangement are sent to the Capital Projects & Building department.
(see Educational Programming Partnership Criteria (PR700) for detailed
table of files requiring Redirect)

6.4.3. ldentification by the EPO: Academic Area, Operational Area, TDSB
Contact Department, RCC membership and roles are identified by the
EPO.

6.4.4. Prepare Information on Academic Impact of Proposed Partnership:
The designated Academic Area(s) review the Initial/Partner Assessment
Summary and complete an Academic Assessment Summary report for the
RCC.

6.4.5. Prepare Information on Operational Impact of Proposed Partnership:
The designated Operational Area(s) review the Initial/Partner Assessment
Summary and Academic Assessment Summary; and completes an
Operational Assessment Summary report for the RCC. If Additional
Approvals are required by the Operations Area(s), the Operations Assessor
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identifying the additional approvals facilitates the appropriate approval
reviews and reports the outcome to the RCC via the EPO.

6.4.6. Proposed Partnership Approval to Proceed: The RCC reviews the
Initial/Partner Assessment Summary (IPAS), Academic Assessment
Summary (AAS), and Operational Assessment Summary (OAS). The
RCC may request a meeting with the partner to clarify details of the
proposal and capacity to deliver. The EPO can facilitate the meeting, if
requested. The RCC accepts or declines the proposed partnership. If
accepted, the EPO documents the partnership approval to proceed. If
additional approvals are required, the RCC acceptance of a proposed
initiative is dependent upon the additional approvals being secured. If
declined, the EPO documents the Partnership Closure Reports. The EPO
informs the prospective partner of the decision.

6.4.7 Additional Approvals: The TDSB Contact department is responsible for
securing additional approvals before the draft agreement is finalized. The
RCC may indicate additional approvals for any proposal if any questions
remain following initial/partner, academic, and operations assessments.
Some files always require specific additional approvals:

e proposed partnerships expected to receive more than $10,000 without a
competitive bid process through Purchasing must complete a
Single/Sole Source Form with appropriate sign-off from applicable
authorities

e proposed partnerships expected to receive $50,000 or more in TDSB
funding must have an approval review by Executive Council and the
Audit/Finance Committee of the Board. The Executive Officer of the
TDSB contact department prepares a briefing note for Executive
Council and Audit/Finance Committee, for approval review

e proposed partnerships that impact facilities and request exclusive Space
Use must have an approval review by the Central Accommodation
Team. The Capital Projects & Building Department prepares the
briefing note to initiate an approval review by the CAT. The CAT
reviews the Space Use request of the proposed partnership and either
accepts declines, or identifies revisions that need to be made to the
partnership programming idea.

6.4.8. Create Draft Partnership Agreement: The EPO and Legal Services
prepare a draft Partnership Agreement. The Operational department
creates a Space Use Agreement, as required. The EPO confirms with the
TDSB Contact department and partner: the implementation plan,
evaluation plan, and the school and/or student selection criteria, as noted
in the agreement. The TDSB Contact department communicates with the
partner as necessary to confirm particular details of the Partnership
Agreement. The EPO reviews the full draft agreement with the partner to
clarify the terms of the agreement prior to signing.
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6.4.9. Finalize Partnership Agreement: Legal Services confirms the final
version. The EPO prepares the agreement for signature by the TDSB
signing authority and partner. Facilitates signing and files final, signed
agreement in EPO.

6.4.10. Partnership Implementation and Evaluation: Each partnership has an
Advisory Committee, led by the TDSB Contact department. The TDSB
Contact department is responsible for the implementation, monitoring, and
evaluation of the partnership, as per the terms of the agreement. The
Partnership Evaluation Report form (Appendix C in all agreements) is
completed by the TDSB Contact department and submitted to the EPO in
the review process. Evaluation review can result in one of the following:
the partnership approval to continue for the next period (i.e., year),
recommendations for adjustments, approval for renewal (at the end of
term), or termination of the partnership. When adjustments are
substantive, within the timeframe of the agreement, a revised agreement is
generated by the EPO and signed accordingly. When adjustments are
minimal, within the timeframe of the agreement, the EPO tracks changes
in the Partnership Information Management System only. If approved for
renewal in an end-of-term evaluation, a renewal agreement is generated by
the EPO and signed accordingly. If terminated, the EPO generates a
Partnership Closure Report (PCR).

6.4.11. Partnership Closure: The EPO closes a partnership when a proposal has
been declined, an agreement has expired, or the partnership is terminated
based on the results of the evaluation review. The EPO confirms the
decision with the TDSB Contact department and RCC; then, informs the
partner, and issues the PCR.

6.4.12. Request for Reconsideration of Decision: For external agencies that
wish to request a reconsideration of the decision to close their partnership
file, the EPO provides them with a Closure Reconsideration Form (CRF).
The reasons for closure as noted in the PCR are indicated on the said form.
The external agency completes the form by clearly addressing each reason
for closure with any new information. The EPO will liaise with RCC, and
respond to the agency within 30 days.

7.0 EVALUATION
Effectiveness and relevance of the procedure will be reviewed bi-annually.

8.0 APPENDICES

Appendix A: TDSB Educational Programming Partnerships Procedure - Flowchart
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9.0 REFERENCE DOCUMENTS

Policies:
e Educational Programming Partnerships (P024)

Operational Procedures:
e Educational Programming Partnership Criteria (PR700)
e Employee and Community Partners Conflict of Interest (PR673)
e External Partnerships: Supplemental Support Services
(PR578)
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PR700, Educational Programming Partnership Criteria.pdf
Toronto District School Board

Operational Procedure PR700

Title: EDUCATIONAL PROGRAMMING PARTNERSHIP CRITERIA
Adopted: October 9, 2012

Revised: February 9, 2015, October 25, 2016

Reviewed: September 2016

Authorization: Executive Council

1.0 RATIONALE

This procedure implements the Educational Programming Partnerships Policy (PO24)
by outlining a standard set of criteria by which proposals for partnership are assessed.

20 OBJECTIVE

To detail the criteria by which partnership proposals and prospective partners are
assessed; and, the procedures for appropriate documentation of proposals that do not
require an Educational Programming Partnership Agreement.

3.0 DEFINITIONS

Board is the Toronto District School Board, which is also referred to as “TDSB”.

Educational Partnership Office (EPO) is the office through which proposals for
programs or services from external agencies are received; assessed; documented; and,
accepted, or declined as partnerships. It is the office through which partnerships are
monitored, and renewed or closed.

Educational Programming Partnerships are formal arrangements with external
agencies that support student engagement, well-being, and achievement through the
provision of services or programs that enhance curriculum and help students expand
their learning opportunities. These arrangements shall not be interpreted as forming
legal partnerships under the Partnership Act or any Canadian jurisprudence.

Partnership Agreement is a document defining the terms by which an external agency
implements educational programming or services in the schools.

TDSB is the Toronto District School Board.
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4.0 RESPONSIBILITY

5.0

6.0

Associate Director, School Operations and Service Excellence.

APPLICATION AND SCOPE

The procedure applies to any staff who engages with external agencies seeking to
formalize educational, business, or facilities arrangements; and any staff who engage
with external agencies seeking to submit a proposal for Educational Programming
Partnership.

PROCEDURES

6.1 Educational Programming Partnerships with External Agencies will:

Consistently reflect the TDSB mission statement and values
Address one or more TDSB strategic direction

Enhance one or more TDSB Focus Area for Partnerships:

e Academic Improvement

Career Awareness and Development

Community Involvement

Curriculum Enhancement

Interpersonal and Social-Emotional Skills

Health and Well-Being

e Student Engagement

e Parent Engagement
e Professional Development

Identify relevant educational goals and measurable learning outcomes
Respond to the needs and goals identified in the Board Improvement Plan for
Student Achievement (BIPSA) and/or in local School Improvement Plans
(SIP)

Support and enhance student engagement, achievement, and student success
Contribute to the quality and relevance of learning during instructional time
Not exploit students, staff or the school, commercially or in any other way
Be documented

Be evaluated on a regular basis to ensure ongoing educational benefit; and to
assess if anticipated outcomes have been achieved, activities are successfully
implemented, resource and financial implications are value-added
contributions, and the working relationship between partners is productive
Meet the requirements of TDSB policies and procedures, including but not
limited to, the following:

e Mission and Values

e Equity Foundation Statement

Educational Programming Partnership Criteria PR700
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e Supplemental Support Services
e Excursions

e Police Reference Checks

e Facilities and Space Use Agreements
e Risk Management

e Communications

e External Research Review
Advertising

Fundraising

Purchasing

Conflict of Interest.

6.2  External Agency Partners will:

Reflect good citizenship and commitment to public education

Exhibit mission and values statements congruent with that of the TDSB
Demonstrate experience and capacity to deliver new programs or services
effectively; and/or past documentation with the TDSB warrants renewal or
continuation of partnership programming

Not market, engage in activities, or manufacture products that are deemed
inappropriate for students

Be established organizations with legal and/or charitable status, without
religious or political affiliation

Maintain sufficient resources to deliver the partnership program

Engage staff/volunteers who have relevant certification/training for the
program being offered and with the primary audience being served
Engage staff/volunteers, who have Police Reference Checks, full
disclosure vulnerable sector screening reports; and sufficient insurance
Disclose all known associations between organization’s staff/board
members and TDSB staff/board members

External partners are not TDSB employees.

6.3  Exclusions from Educational Partnership Agreements

The Educational Partnership Office (EPO) is the administrative department for
educational programming partnerships. The EPO also redirects external
agencies that are uncertain of the department and application process through
which they are to be working in the TDSB.

The words ‘partner’ and ‘partnership’ are used in various contexts with
differentiated meaning. Both in the community and in TDSB, many working
relationships are referred to as partnerships. In TDSB, we often speak
colloquially of parents and guardians, guests in our schools, donors to our
programs, and permit or lease holders using school facilities, as ‘partners’. And
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likewise, in the community, schools, and the TDSB are often referred to as
‘partners’ in neighborhood initiatives. The TDSB engages with community
organizations, post-secondary institutions, businesses, charitable foundations,
health agencies, arts organizations, and social service agencies. These working
relationships with external agencies are considered either educational, business
and/or facilities arrangements.

For administrative purposes, to ensure co-ordination, appropriate resource
support, communication and consistency system-wide, chart 6.3.1 indicates
examples of educational, business, and facilities arrangements, how they are
referenced and governed in the TDSB. In addition, chart 6.3.2 reflects
educational programming that does not require documentation in the form of a
partnership agreement and to where those proposals will be redirected by the
EPO for processing.

6.3.1 Chart of Educational, Business, and Facilities Arrangements

‘Arrangements’ e L . Administrative
Internally Examples Application Documentation
Category as: Department
Educational Partners Programs Partnership Partnership Educational
Presentations Proposal Agreement - Partnership Office
Workshops Memorandum of (EPO)
Seminars Understanding
Placements (MOU)
Performances
OR, initiatives that
combine any/all
Categories Of
Partnership, inclusive of
Educational
Programming
Business Vendors Distribution of Flyers Business Approval to Business
(Information or Development Distribute Development
Promotional) materials to | (BD) Forms (BD)
TDSB schools or admin
sites
Donors (In- Donations to the TDSB BD Forms Donation
kind or Agreement
Monetary)
Employee Offers for TDSB Application Employee
Discount Employee Discounts Process — BD Discount Program
Vendors Forms Agreement
Fundraising Vendors of products and | Application Fundraising
Vendors services used by schools’ | Process — BD Vendor
fundraising for the Forms Agreement
TDSB
Funders Solicited by the | Grant Agreement
Grant Opportunities for TDSB
Educational Programming Partnership Criteria PR700
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Named - .
‘Arrangements’ s . Administrative
Category Inte;:ally Examples Application Documentation Department
the TDSB
Sponsors ISpo_ns_orships of TDSB Initiated by iponsorship
nitiatives external greement
organizations;
or Solicited by
the TDSB
Business Vendors Products, Resources & Request for Contract Purchasing
Operational Services Proposals (RFP) Services
Call for
Expressions of
Interest (Eol)
Excursions Excursion/Field Trip School School Activities
Destinations Activities Directory Listing;
Directory AND, Forms as
Application per Excursion
Policy filed
locally
Facilities Leaseholders | Community Planning & | Expression of Lease Planning
(Space Use Partnerships request for Interest Department
Requests) use of surplus space Submission
(Eol)
Lease Requests Eol Lease or Capital Projects &
Licensing Building
Agreement Department
Facilities Enhancement | Viability Contract Facilities
Projects Review Request Services,
Form Sustainability
completion Office
Permit- Use of space outside of | Permit Permit Permit Unit
holders instructional time Application
Educational Programming Partnership Criteria PR700
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6.3.2 Chart of Educational Arrangements that do not require an Educational
Partnership Agreement

Prospective

Administrative

Readings

as per
Guest/Visitors

www.authorsbooking.com

Schools may also invite author as
Guest/Visitor

Guest/Visitor procedures apply

Partner/ Proposed Application Documentation Procedural Notes T’
Programming p

After-School and Permit Permit As per Permit policies and Permit Unit

Lunch-Time Application procedures

Programs Local School(s)

Artists-in-Residence | Arts Casual Arts Department and AEC interview| Arts Department or
Department Assignment and hire Artists for their rosters. Aboriginal Education
and Aboriginal They assign these artists to schools | Centre
Education Contract for particular projects ]
Centre Employee Services or
Postings Artists as guests follow procedures | Purchasing Services

for Guests/Visitors
Authors/Illustrators By invitation Documentation | Schools schedule online through Local School(s)

Before and After- Lease/License Lease/License, or| As per Early Years and “Childcare Capital Projects &
School Programs for | Request third party in Schools’ policies and procedures | Building
Full-Day procurement of
Kindergarten, Early service contract Early Years
Years, and Daycare
Centres in schools
Community No standard Local School(s)’ decision Local School(s)
Initiatives in documentation Business Development
which schools If, however, the external
participate as a organizing body of the initiative
civic partner has a contract they require the
(ie., school/Board to sign, it should be
celebratory or redirected to the Business
commemorati Development department for
Ve activities) review, to be signed centrally
Community Students’ Service | Agencies encouraged to post on Local School(s)
Service I—_|qurs Hours Tracking | www.volunteertoronto.ca
opportunities Sheets
for students TDSB Guidance encourages
students to research community
service opportunities through
Volunteer Toronto
Contests/ BD Forms Permission Business Development department Business Development
Competitions to distribute processes as a DOM request
Local decision regarding
participation/submission Local School(s)
Co-op Placements Experiential Experiential As per Ministry of Education, Teaching & Learning,
(including co-op; Learning Learning Experiential Learning policy Experiential Education
apprenticeship; work | Forms Contract or and procedures; filed in the
experience programs) Agreement Experiential Learning Office
Adult Work For Adult Learning Centres, as per | Continuing Education,
Education Experience Continuing Education & the and Adult Learning
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Prospective

Administrative

Partner/ Proposed Application Documentation Procedural Notes D
Programming eI
Work Agreement Ministry of Education ‘work Centres
Experience experience’ policy and procedures;
Forms filed in Continuing Education

office/Adult Learning Centres

Dignitaries — Visits,
Presentations, Events

Email requests

No standard
documentation

Dignitaries’ visits, presentations
are planned as media events
through Government, Public and
Community Relations

Government, Public
and Community
Relations

Delegations — Group
Visits

Email requests

No standard
documentation

Delegations’ Visits are arranged
through Associate Director’s
Office

Associate Director’s
Office

Film, Television, Filming Film License/ If use of school during Permit Unit
Video Productions Permit Permit instructional time; and/or
application students/staff in production,
application also reviewed by the
Government, Public and
Community Relations
Department and applicable
school/central academic
departments
Funding application Request sent to | Letter of Redirected to the TDSB contact TDSB Contact
letters of support TDSB Contact | Support department that is, or would be, department

requested from department responsible for partnership
partners program if funding is secured by
agency
(EPO neither writes nor signs letters
of support)
Fundraising By invitation | As required by Local decision as per Local School(s)
Recipient recipient Fundraising Policy
Organizations organization ) _ )
School/s liaise with Financial Services,
Financial Services, Budget/Audit Risk
Budget/Audit re: Management
appropriate documentation
and cheque/s
Guests/Visitors By invitation Sign-in/Sign-out | Local decision Local School(s)
at office (or
reception) as per | Accompanied throughout
all visitors time on site
Visitor ID As per Guest/Visitor policy
Badge worn and procedures
Initiatives led by No standard As per PR558, Parent and Local School(s)
groups considered documentation Community Involvement
‘Internal’ to the
TDSB (i.e., Advisory Local, or central contact Central department,
Committees, School department, decision {ip_p_lic_alble to nature of
Councils, initiative
Community Liaison
Groups, CUPE)
International Student | Request for Contract As per International Programs and | International Programs
Recruitment Proposals, as Admissions Office policies and and Admissions Office
Agencies, and Home | necessary procedures
Stay Agencies
Interns — individual Request sent to | Contract Internships are paid,; Professional Support

graduate students
from post-secondary

Professional
Support

(otherwise requests are
considered as all other

Services
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Prospective
Partner/ Proposed
Programming

Application

Documentation

Procedural Notes

Administrative
Department

programs in
Professional Services
seeking internships

Services

university field placements
and require a partnership
agreement)

Redirect to PSS and
Employee Services; contract
as negotiated with PSS
Chief(s)

Employee Services

Learning Resources -
Products

RFP or EOI, or
applicable
submission to
Purchasing
Department

Contract

Redirected to appropriate Teaching
and Learning and/or other central
department/s for review as per
PR531

If resource(s) accepted, decision
of promotion/ distribution through
central department(s) to schools,
or through Business
Development, is determined by
contact department

If resource(s) accepted for purchase,
purchasing & procurement policies
and procedures are followed

Purchasing Services

Learning Resources -
Marketing
Presentations (i.e.,
agency demonstrating
learning resource,
product, software,
and/or providing
training for product
use)

RFP or EOI, or
applicable
submission to
Purchasing
Department

Contract

Follow procedure for
Learning Resources PR.531

Redirected to appropriate
academic department

If resource accepted,
Purchasing & Procurement
procedures and documentation

apply

If resource is accepted,
decision of promotion/
distribution through Teaching
and Learning, Purchasing or
through Business
Development, is determined
by the academic department

Purchasing Services

Offsite Special
Events

Excursion
Forms

Local decision, as per
Excursion Policy

School/s

Professional Learning
and Compliance
Training

Contract

Compliance Training -
Redirected to Professional
Learning, Training and
Leadership Development

Professional Learning —
whether administration stays
with EPO or is Redirected
depends on scope and Contact
department on proposal file

Professional Learning,
Training and
Leadership
Development

Research Project

External
Research
Review

External
Research
Review

Redirect to External Research
Review Committee (online
link)

Research Department
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Prospective

Administrative

site performances,
presentations,
readings, special
events

or reception as
per all visitors;

Visitor ID
Badge worn;
accompanied
throughout their
time on site

School/s follow procedures for
Guests/Visitors

May include a waiver required by
TDSB Risk Management-Insurance
Office, depending on activity

Partner/ Proposed Application Documentation Procedural Notes D
Programming EpElImE!
Application Committee

(ERRC)
approval
letter

Section 23 Programs Ministry required | As per Ministry policy and Special Education,
documents procedures for Section 23 Section 23 Department

Single time/ single By invitation Sign-in at office | Local decision Local School(s)

Student Nutrition Requests sent Lists of locations,

As per SNP and Volunteer

Teaching & Learning;

as arranged between
school and
community members

sign-out book;

Visitor ID badges

PRC clearance filed in
TDSB Police Reference
Check Office

Program (SNP) (i.e. | to SNP Office | volunteers and/or | policies/procedures Student Nutrition
agencies or individual agencies Program Office
volunteers who
implement SNP)
Teacher Pre-Service Employee Employee Services and Police Employee Services
Placements Services’ Reference Check (PRC)
documentation Office documentation filed

centrally; and placements

provide copies for Principal

review as needed
Teacher Exchange Employee Redirect to Employee Services Employee Services
Programs Services’

documentation
Transitional Support/ Avrticulation For International Students, filed in | International Programs
Articulated Entry to Agreements International Programs and and Admissions Office
Post-secondary Admissions Office
Education for
International Students For Adult Education students, filed | Continuing Education
gnddAdult Education in Adult Learning Centres and/or | Office and/or Adult
tudents in Continuing Education office, as | Learning Centres

appropriate

Volunteer activities By invitation Local sign-in/ Local decision Local School(s)

Police Reference
Check Office

7.0 EVALUATION

Effectiveness and relevance of the procedure will be reviewed bi-annually.

8.0 APPENDICES
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Not applicable

9.0 REFERENCE DOCUMENTS

Policies:
e Educational Programming Partnerships (P024)

Operational Procedures:
e Educational Programming Partnership Procedure
(PR667)
e Employee and Community Partners Conflict of Interest (PR673)
e External Partnerships: Supplemental Support Services (PR578)
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