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EXECUTIVE DIRECTOR’S MESSAGE

Prioritizing Equity

Creating a new Standing Committee to focus our work

For the first time in our history, we have created a Standing Com-
mittee that is both critical and timely. Our Equity, Diversity and
Inclusion (EDI) Advisory Committee is providing advice, insights
and recommendations to the Provincial Executive and Council.

4 Fall 2020

While we have been engaged in eq-
uity work in our Professional Learning
department and have been advocating
for racialized Members via various legal
proceedings in individual cases, the Ex-
ecutive saw the need for a more compre-
hensive and coherent vision. It sought to
form an Advisory Committee to examine
all of our services through an equity lens,
and ensure that we are working within an
anti-racism/anti-oppression framework.
In 2019, our Provincial Council recom-
mended that the Advisory Committee be
struck with a budgetary commitment.

Since that time, work was undertaken
to envision and map out the Commit

tee’s mandate and composition. A call

for interest was put out, and 80 talented
and diverse administrators signalled
their interest.

Nine Members — principals and vice-
principals from diverse communities,
backgrounds, identities (including Black,
Indigenous, racialized, 2SLGBTQ+),
genders, regions in the province and
panel — were selected to join three Execu-
tive Members (president-elect, president
and past-president) to form our Advisory
Committee with the support of our staff.
You'll “meet” these passionate and skilled
EDI members on page 34.

The mandate of the EDI Advisory
Committee is set out in its Terms of

Reference, accessible on our website.

Included is the Committee’s commit-
ment to moving us forward along our
equity journey, using an anti-racism/
anti-oppression framework, finding
ways to better serve all Members who
belong to historically disadvantaged
groups by addressing systemic oppres-
sion including anti-Black racism, anti-
Indigenous racism and transphobia.

The Committee will also provide
advice on training to further your un-
derstanding and enhance your skills as
we work together to dismantle all forms
of oppression and barriers to inclusion.

This will support all Members to
become human rights and equity lead-
ers within your schools and boards.
The Committee is also committed to
developing mentorship programs and
other opportunities to achieve diversity
in our profession that better reflects the
students in the province.

The Committee’s mandate is a good
first step. Yet, we realize the journey
will not be short or easy. There have
and will continue to be uncomfortable
conversations as we work to recognize,
understand, acknowledge and inter-
rupt our own unconscious biases, to
fully appreciate that one’s positive in-
tent does not mean there aren’t nega-
tive impacts.

We need to support one another
through the upcoming challenges and
difficult conversations, recognizing that
mistakes may be made — mistakes that
must be owned and then used as a cata-
lyst for continued learning and deeper

understanding,.

ILLUSTRATION: CHLOE CUSHMAN
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Another task has been to prepare and
undertake a Member census, completed
through broad consultation and support
from those with expertise in this area. It
seeks Members’ demographic informa-
tion, asks you to share your experiences
of harassment and discrimination and
seeks the identification of activities you
would like us to undertake to advance
equity, diversity and inclusion.

The census will be voluntary and
anonymous. Results will be shared in
a way that does not disclose any po-
tentially-identifying information. We
welcome and strongly encourage your
participation when it is launched in the
near future.

From our inception, the OPC has
believed that we could be a single as-
sociation representing all principals and
vice-principals. It is time for us to ensure
we represent and serve the full diversity
of our membership, using our currency
to speak out to disrupt that which we
know to be wrong. With support and
training, we have the ability and op-
portunity to apply our focus and talents
to disrupting all form of oppression,
improving student outcomes, nurtut-
ing diversity within the profession and
breaking down barriers to inclusion.

We look forward to you engaging

with us on this journey. a

l Allyson Otten

= aotten@principals.ca
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EFFORTS TO

The Ontario Principals’ Council issued the following statement
following the death of George Floyd in the US on May 25, 2020.

It was a tough week, watching the horror of a Black man dying violently and
unnecessarily at the hands of a police officer. The events since, with pro-
tests and more violence, remind us that the fight against racism must con-
tinue. We must acknowledge the impact of historical and current practices
of anti-Black racism and the continued effects they have on Black people
today. We also have the responsibility to monitor our own actions and
words, and understand their impact on all in order to recognize and interrupt
overt and unconscious bias. We must also use this as another opportunity
to reflect on these events and the impact they have in our schools through
our own professional learning. As educators and school leaders, we need to
increase our own understanding of systemic oppression and
act to dismantle policies and practices that exist in our schools.

If adults are feeling anxious about the events, we know that students are as
well. Unfortunately, the pandemic makes it even more difficult for us to reach
out and support students who are struggling and confused with what is hap-
pening in their world. We all need to be aware that current events may trigger

anger, sadness, confusion and fear in our students, our staff and ourselves.

We encourage you to reach out to the families in your school community,
help your staff do the same and share any resources your board may have
to assist. At the OPC, we have work to do, not only in terms of our structure,
but also in the way we assist you in your role. We are committed to listening,
learning and engaging to ensure equity, inclusion and diversity
are priorities for our organization.

» Ontario
‘ Principals’

Council



Building our Knowledge

Resource supports for school leaders

Racism, oppression and homophobia are often seen as in-
dividual biases, but following the events in recent months,
we know too well that even the most well-intentioned

people or systems are capable of reinforc-
ing systemic bigotry.

Equitable change takes recondi-
tioning the discourse in ourselves,
our schools and systems. Black, In-
digenous, People of Colour, racialized
and gay rights global communities are
asking that collectively we make time
to call ourselves and our systems into
proactive education. Take time to read,
listen and learn, recognizing there is a
great unlearning and re-learning to oc-
cur, to support the historical and social
values that represent the stories of our
students.

We've put together an initial list
of resources available to support this
dialogue. They’ve been read, heard
and recommended by your peers. We
recognize that these are just a few, and
that there are many more. Our intent is
to support avenues for further in-depth
education in your own personal and

professional journeys.

To Read
* 21 Things You Did Not Know About the

* Am I Safe Here?: LGBTQ teens and
bullying in schools by Donn Short

o Anti-Racism Resources

by the Government of Canada
* Breaking the Ocean

by Annahid Dashgart
* Deep Diversity

by Shakil Choudhury

o Generation M

by Shelina Janmohamed
* How to Be an Antiracist
by Ibram X. Kendi
* Islamophobia at Work

by Canadian Labour Congress
o Is Everyone Really Equal? by Ozlem

Sensoy and Robin DiAngelo

* Me and White Supremacy
by Layla F. Saad

* Race Talk and the Conspiracy of
Silence by Derald Wing Sue

o Seven Fallen Feathers

by Tanya Talaga
* So You Want to Talk About Race
by Ijeoma Oluo

o Stamped by Jason Reynolds and
Ibram X. Kendi
* Stand by Me by Jim Downs

Indian Act by Bob Joseph
A Knock on the Door by Phil Fontaine
* A Mind Spread Out on the Ground
by Alicia Elliott

e Stonewall by David Carter
o The Muslimah Who Fell to Earth

» White Fragility by Robin DiAngelo
o Why Are All the Black Kids Sitting
Together in the Cafeteria?

by Beverly Daniel Tatum

To Watch or Listen

o 13th

 All My Relations (podcast)

* Building Critical Consciousness for

Educational Equity with
Nicole West-Burns (TED Talk)
* Code Switch (podcast)
* [ Am Not Your Negro
o Just Mercy
* Pod Save the People (podcast)
» The ABCs of Oppression
e The Diversity Gap (podcast)
o The Secrer Life of Canada (podcast)
* When They See Us

Resources and Courses
* Human Rights Campaign
e OK2BME, Public education, train-

ing and consultation

* 'The Equity Continuum, Centre for

Urban Schooling

Do you have additional social jus-
tice resource recommendations?
We welcome you to share them with
your peers. Please send them to

lromanese@principals.ca. a

by Saima S. Hussain
The Skin I'm In by Desmond Cole

N . .
Y= [romanese@principals.ca

OPC COMMUNICATOR
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When Ann Pace was elected President-Elect in May 2019, she had
over a year to prepare for the role. She would be leaving her board on a
one-year secondment and moving into the OPC office in downtown
Toronto. Having served on the Provincial Executive for three years, she
has been mentored along the way for the role in which she will be the
spokesperson and main advocate for public school principals and
vice-principals across the province. Although she knew there would be
much to learn in the president’s role, she was confident that the time
she had spent preparing would help to ease the transition.

And then the pandemic hit. Schools
closed. Everyone was quarantined. Learning
went online. Classes, graduations, proms and
end-of-year activities were all put on hold.
And suddenly the year Ann thought she
would be heading into changed, drastically.

At the time of this interview, Minister
of Education, Stephen Lecce had just an-
nounced the three possible scenarios for re-
opening schools in September. There were
more questions than answers. No one knew
what the health outlook would look like by
the fall. Principals and vice-principals were
being asked how this “new normal” would
look in schools.

“It will definitely not be a business-as-
usual year,” says Ann. “One of the things
that we have to focus on is how we can best
support all educators — not just our Mem-
bers but all educators — in understanding
more about the unknown. What I mean by
that is developing our resiliency in dealing
with the unknown, recognizing that we
have to trust experts. To develop our ex-
pertise, we need to be informed by others.”

This is going to be a year like no other.
Is Ann ready? Is she prepared? Is this still
what she wants to do? In short, the answer

is a definitive yes.

Ann was born and raised in Toronto. She
went to the University of Waterloo where
she completed a double major in English
and History. Wanting some work experi-
ence as well as her studies, she did the co-op
program “to help me get a greater under-
standing of what the world had to offer.”

But even before starting her undergrad
program, she knew she wanted to be a
teacher. “I remember wanting this when I
was four or five years old. It was a calling,.
It was always there. In fact, one of the rea-
sons I did co-op in university was to make
sure that this was what I really wanted.
It gave me exposure to other professions,
other aspects of the world and areas that I
had some interest in.”

One of her work terms was in education,
working for the Toronto board. “I also
worked in industry but was still drawn to
education.” After Waterloo, she headed to
the University of Toronto, completing her
Bachelor and Master’s degrees in Education.

Ann began her teaching career at Dr.
Denison Secondary School in Newmarket
in the York Region DSB and later taught at
King City Secondary School. In 2005, she
became a vice-principal, and after five years

was promoted to principal at Woodbridge
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College. In 2014, she was given the opportunity to open a new school

— Tommy Douglas Secondary School in Woodbridge —and has been
the principal there since the opening,

After becoming a vice-principal, Ann joined her local OPC as-
sociation, eventually becoming the chair. That role also included
becoming a member of Provincial Council. “I really enjoyed the
opportunity to learn from others, to get an understanding of the
complexities of various issues from the perspective of other districts.
There were areas where we had similarities, and others where there

were differences. It was an opportunity for all of us to learn from

When we believe it’s not in
the best interests of staff or
students, then we have to
provide the evidence for it.
It can’t simply be an opinion
that isn’t backed up.”

each other and adopt
best practices.

“It was also a great
way to develop a much
greater network. I could
take what I had learned
about other boards back
to my colleagues in York Region, so they
could understand and appreciate the provin-
cial differences. When we were looking for
ways to deal with local issues such as an in-
ability to have sufficient EAs or dealing with
the challenges of regulation 274, we learned
that these weren’t just our issues. They were
provincial issues. And we were able to con-
sider how others were dealing with those
challenges and whether their solutions might
work for us in our district.

“I wanted to learn more, so I put my name
forward to stand for the Provincial Executive. I've
always had a desire to do more, to learn more.
I've always sought out challenges and am not
afraid of change. It’s how we continue to grow.”

Ann was then encouraged by her peers to run
for the president’s position. “It was a recogni-
tion that others believed in me, that they sought
and felt like I gave reasonable sage advice. So, I
decided to go for it.”

Now that she’s in the role, the “new normal”
is starting to take shape. While she has been
pleased to see the medical community offer sug-
gestions for how school should re-open, she also notes that, “we are
the ones who know about running a school.

“It’s important that we merge the medical and educational know-
how. We need to be educated by the medical professionals, to ask ques-
tions of them. Then we have to articulate our views and concerns and
work collaboratively with them. One of the reasons that the healthcare
professionals were pushing to have schools reopen was because of the
mental health and well-being of students. And I didn’t disagree with
that. But we also have to be mindful of the mental health and well-

being needs of staff, some of whom were struggling with the isolation.
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“There were also principals, vice-principals and teachers struggling
with the anxiety of what a return would mean. We knew we wouldn’t
be returning to the same normal. There’s going to have to be more time
spent on hygiene, socially distancing and the availability and use of
personal protective equipment.

“How will things work differently in different parts of the province,
depending on case numbers? How are we making sure that students as
young as four or five aren’t putting their fingers in their mouth? What
do we do with the hospitality programs where it’s constant food prepa-
ration, keeping in mind that in those courses kids are taught about
infection control? It might be that we have to cancel or change the way
we deliver some programs until we can get a better standard of care.”

School leaders also knew that heading back to school, there would
be expectations among students and parents around consistency. It’s
possible that learning and opportunities will look different across the
province. How do we maintain equity?

“Unfortunately,” says Ann, “we may not be able to. What is fair
in this post-pandemic world and how can we mitigate consistency
or equality versus equity? Is it right to say to a student in Thunder
Bay that were not going to open up their school even though there
are no COVID cases there because there are cases in Peel, Toronto
or Windsor?

“It does have to be inconsistent, unfortunately, because we cannot
mitigate every single aspect of differences between communities. So,
how do we try to level the playing field a little bit more? What re-
sources and training are available for teachers? What can school boards
do to ensure that the professional learning is available for teachers?
How are school boards providing platforms, structures, et cetera that
will level that playing field in the districts that have to do at least a
portion of teaching online? There are just so many what-ifs.”

And what if we, as an organization of school leaders, disagree
with measures that the ministry or boards want to put in place
this year?

This is our role as advocates, insists Ann. “When we believe it’s
not in the best interests of staff or students, then we have to provide
the evidence for it. It can’t simply be an opinion that isn’t backed
up. We would have to identify the pitfalls and develop some work-
able solutions. It’s a solution-focused approach, because if we're just
going to be the voice saying no, we are not going to be listened to.
We have to be able to provide viable options.”

Each year, the president sets a goal or goals for their term. Ann
admits that, while she has some, “I don’t know if the conditions
will allow us to get to them.

“The Equity, Diversity and Inclusion Advisory Committee is
something that has to move with relative speed. That’s an absolute

priority to ensure that our membership feels included and sees

themselves fairly represented by the OPC. We have to work to en-
sure that our membership represents the students we're educating.

“I'd also like us to continue advocating for making schools safer
places by addressing the needs of our most vulnerable students.
And that includes students struggling with mental health issues,
high anxiety students or students who have been traumatized. We
have to look at the trauma that our racialized students face. In parts
of our province, that is our Black, Muslim, Indigenous or students
of colour. How can we ensure that we are making schools safer
emotionally and physically for staff and students? We need more
trained professionals: child and youth workers, social workers and
individuals who have the training and experience to deal with the
emotional well-being of students.”

Ann acknowledges that school leaders get concerned when they
hear “we have to do more,” thinking that means more will be expected
of them. “It’s not about us doing all of this work. It is about being able
to recognize what a student needs and looping in the person who can
do that work. I'm not suggesting that administrators become social
workers or psychologists or medical professionals. But I am asking
that they are able to recognize when a student requires help and be
able to help them find the right resource.

“It’s advocating for the training, advocating for the appropriate
support staff. I don’t have to be the social worker, but I should be
able to recognize when somebody needs a social worker.”

Beyond the school, Ann considers herself to be “a pretty laid-
back person. I try not to take many things too seriously when I'm
off work. Since I take what I do for a living extremely seriously, I
recognize that I need to refuel. That can include early morning
bike rides, DIY projects, dinners with friends and families. I like
to cook and bake.

“And I especially love spending time with my two amazing neph-
ews, who are nine and 13. I love to take them places and give them
experiences more so than buying them material items, although I
do that as well,” she laughs.

“I also love to read, typically more biographies than fiction. I
take inspiration from others. When I am reading fiction, I look
for books that focus on the triumph of the human spirit, because
I believe if we don’t remain optimistic and if we don’t continue to
strive to learn, then we won’t grow.

“And our best way of learning is learning from others. So, I like
to be the teacher when I can be, but 'm more of a learner at times.
Even as a principal 'm more of a learner than a teacher.”

That last point is prescient. Because the role Ann is now in will

certainly require her to be both a teacher and a learner. a

B psweeney@principals.ca
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What’s Fair,

Working with complaints as we seek to
understand and interrupt systemic racism
in our schools

By the Protective Services Team

12 Fall 2020
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The challenge to us — as individuals, school

teams and leaders in education — is to grapple
with our own belief systems. Research indi-
cates that it is common for many to identify
themselves as “colour-blind,” as someone who
does not “see colour.” Significant concerns
continue to be raised by those who feel the
opposite:

The common idea of claiming ‘colour
blindness’ is akin to the notion of being
‘not racist’- as with the ‘not—racist’, the
colour-blind individual, by ostensibly fail-
ing to see race, fails to see racism and
falls into racist passivity.

— Ibram X. Kendi
How to Be an Antiracist

Within our schools, students and staff who
experience offensive actions and comments
— as well as the teachers and leaders who are
charged with identifying, interrupting and
standing up to this behaviour — may exhibit
a wide range of reactions. Expressions of frus-
tration, rage, anxiety, stress, and/or helpless-
ness can result in dysfunction at both school
and system levels. The dismantling of sys-
temic racism requires that our school leaders
educate themselves on what it means to lead
anti-racist and anti-oppressive schools.

Over the past year, the turmoil experienced
in our schools has been very evident to the
OPC’s Protective Services Team (PST). We
have responded to an ever-increasing number
of cases from Members dealing with harass-
ment and human rights concerns. Com-
plaints have been made by Members facing
harassment or discrimination, while other

Members have responded to allegations of

14 Fall 2020

harassment and discrimination from staff,

students and community members.

Principals and vice-principals are duty-
bound to do their best to ensure the safety
and security of students and staff. Should you
feel that you or others are being discriminat-
ed against on the basis of race, ethnic origin
or ancestry, or facing bias, it is important to
identify those concerns through the appropri-
ate processes.

Alternately, those who come to you, as the
school leader, with their concerns must be
given an opportunity to fully express those
concerns. It is then your responsibility to fol-
low the appropriate process that will entail
a reasonable, appropriate investigation and
necessary follow-up actions. The goal of these
processes is to ensure a safe, equitable learn-
ing and working environment.

Some administrators who have complained
to their boards about discriminatory or rac-
ist comments and actions have also expressed
frustration that their concerns were not treat-
ed seriously. Alternatively, others are fearful
that they will make a misstep in the supervi-
sion of staff performance or behaviour, wor-
ried that an expression of concern could lead
to an accusation of bias or racism. In consid-
ering your concerns or the concerns of others,
it is important to ask:

* Are my actions or the actions of others
consistent with appropriate behaviour as
described in board policies and procedures
(including Codes of Conduct)?

* Is my professional conduct or the profes-
sional conduct of others appropriate ac-

cording to my board’s policies and proce-

dures, and the Ontario College of Teachers
(OCT) Standards of Practice?

* Is discrimination or bias present in the
comments or actions of concern? Is there
evidence to support the perception of bias?

* Is any of the behaviour in question con-
sistent with Regulation 437.97 Professional
Misconduct?

Administrators should always consult with

their board personnel and respect board di-
rectives. All boards have developed Harass-
ment and Human Rights policies and proce-
dures, which school leaders are expected to
know, understand and follow.

If you are unclear as to these policies, con-
tact your supervisory officer for assistance in
locating and discussing the relevant policies.
As always, your PST consultants are here to
assist you with questions or concerns that
may arise.

PST support is available for Members dur-
ing the investigation process, whether they
are a complainant, respondent or witness.
This involvement will be offered in the form
of regular support and communication, ei-
ther by phone, virtual meeting or meeting
in person, and in meetings with investiga-
tors and board senior administration. In any
case, Members will be advised by the PST
to gather any notes, documentation, written
evidence that might exist or witness names
and contact information.

Members will be cautioned whether as a
complainant or a respondent that the process
is confidential, and there must not be com-
munication with anyone involved so as not to

influence the investigation. PST Consultants


https://www.amazon.ca/How-Be-Antiracist-Ibram-Kendi/dp/0525509283
https://www.ontario.ca/laws/regulation/970437%23:~:text%3D1.%2Cto%2520the%2520member%27s%2520professional%2520qualifications.
https://www.ontario.ca/laws/regulation/970437%23:~:text%3D1.%2Cto%2520the%2520member%27s%2520professional%2520qualifications.

confer with our Legal Team as needed to seek
advice on how to best proceed, and whether
direct legal assistance is needed.

When registering a complaint or concern,
the process usually begins with the involve-
ment of the administrator’s supervisory offi-
cer, with the hopes of an informal resolution.
If a resolution is not reached, the complainant
may then draft a formal Harassment or Hu-
man Rights Complaint. The board will first
conduct a threshold assessment to determine
whether the complaint is within the scope
of the policy and that it is not vexatious or
frivolous. Once the threshold has been met,
depending on the type of complaint, an in-
vestigator will be appointed, either internally
or as an external independent source.

As an alternative to the internal human
rights complaint mechanism within school
boards, sometimes Members prefer to consid-
er filing a complaint with the Human Rights
Tribunal of Ontario (HRTO). The HRTO
has jurisdiction over violations of the Onzario
Human Rights Code (Code), which includes

the right to equal treatment in employment

without discrimination on a Code ground
and the receipt of educational services with-
out discrimination on a Code ground. An
application to the HRTO must occur within
one year of the alleged discrimination, out-
line the allegations that have occurred and
state what remedy the applicant is seeking.
Additionally, the applicant must identify
whether or not they would be interested in
participating in mediation.

The PST has a number of cases where Membe

have been named as a respondent in an

case, along with the school board. Where this oc-
curs, Members should notify their board that an
HRTO complaint has been received, as well as
notifying the PST. It is common for the board
to provide legal support to the
Member through the process,
where the Member was acting
appropriately according to the
board policies and procedures.
In some cases, the board may
request that the HRTO re-
move the Member as a per-
sonal respondent, where it
was not proper that they were
named in the application.
The HRTO process is a
lengthy and legalistic process.
Members who would li

submit an applicati

Regardless of whether the complaint is a ha-

rassment complaint or an HRTO application, it
is very upsetting and anxiety-provoking to be a

complainant or a respondent. It requires facing

Recognizing and calling out
discrimination and bias, both
conscious and unconscious,
remains necessary if we are to
position our schools within
the anti-racist, anti-oppressive
framework.

As previously noted,
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The dismantling of
systemic racism
requires that our
school leaders educate
themselves on what it
means to lead anti-
racist and anti-
oppressive schools.

examining behaviour and actions will be a sig-
nificant part of the investigative process. Inves-
tigation findings are not always predictable, but
they will serve to provide future direction for
administrators as to what should be a focus in
ensuring the school continues to build anti-racist,
anti-oppression awareness and strengths.

The OPC has undertaken several initiatives
to respond to the needs of Members. Protective
Services and Professional Learning resources re-
lating to anti-racism, equity, diversity and inclu-

sion as well as the HRTO provide guidance on

best practices. The OPC’S Equity, Diversity and

Inclusion Advisory Committee, struck in June

2020, includes a diverse group of Members. Sev-
eral anti-racism sessions were held as part of the
Just in Time, Professional Learning opportuni-
ties, and recordings of these workshops, panels
and webinars are archived and available to Mem-
bers through the OPC website.

This is a challenging time for both edu-

cators and students. We are all looking to

find our place and to live a good life, and
to teach our students to do the same. As we
seek to build our awareness and provide un-
wavering support of those who have faced
many obstacles in raising their children in
environments that are less than fair, send-
ing them to our schools to become the best
they can be, and trusting in the world to be
equitable, respectful and kind, we know our
role as school leaders will be instrumental in
making this a reality. The only way forward
is for our schools to become anti-racist and
anti-oppressive.

Ibram X Kendi, in How to Be an Antiracist,

describes this challenge as “the basic struggle
we're all in, the struggle to be fully human
and to see that others are fully human. We
know how to be racist, we know how to pre-
tend to be not racist. Now, let’s know how to

be anti-racist.” a

B asayed @principals.ca
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PROFESSIONAL LEARNING

ILLUSTRATION: GENEVIEVE SIMMS

Developing Critical

Consciousness
Working to dig deeper into topics

P rofessional learning (PL) has
always been an important con-
sideration for the OPC. When school
closures were announced last March,
our PL team wanted to be responsive to
school leaders across the province. We
developed a Just in Time series to ac-
complish that goal. Sixty sessions were
offered, 12 of which had an equity, di-
versity and inclusion focus. Most ses-
sions were recorded and available to our
Members for viewing, along with any
session materials.

The Just in Time sessions were well-
received, and we gathered important
feedback from participants. That feed-
back, along with comments made dur-
ing the sessions and informal discus-
sions with Members, has highlighted
a need for continued PL opportunities
focused specifically on equity, diversity
and inclusion (EDI). To that end, our
2020-2021 PL plan includes monthly
offerings on a topic that is EDI related.

Some topics we are exploring include
developing critical consciousness, un-
derstanding implicit bias and intersec-
tionality. We will work with our recently
founded EDI Advisory Committee to

identify specific topics to be addressed,
and will ensure that we work with
Members and contractors who have the
appropriate experience for the develop-
ment and delivery of such sessions.

For information on those sessions, as
well as other opportunities, we invite you
to visit our department landing page.

Since the beginning of the school year,
we have begun to release new program-
ming that aims to provide participants
with multiple entry points into relevant
topics through a variety of forums. As
well, we are working to dig deeper into
some of those topics, such as critical con-
sciousness, as we respond to feedback that
surface work is insufficient and more sup-
port is needed to effect lasting change in

our leadership practices.

Additionally, we have put a plan in
place to review our Additional Quali-
fication Programs and our Emerging
Leaders Development Program, to ensure
that they are in fact culturally responsive
and bias-free. To support this review, we
will rely on our newly formed roster of
EDI experts who bring together different
perspectives, as we continue to develop
our individual and collective critical
consciousness and reflect that in our PL
opportunities such that they reflect our
commitment to bias-free, anti-oppression
and inclusive programming,

Beyond our work to provide PL oppor-
tunities to school administrators, we are
also committed to ensuring that our PL
team, including program facilitators, are
learning and sharing their experiences. As
we continue to work towards improving
our offerings, we welcome feedback and

suggestions. A

= learning@principals.ca
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Giving youth a seat at the table

By Trevor Massey lllustration by Jeremy Leung

In fall 20186, the Lifelong Leadership Institute (LLI) launched
the Leadership by Design (LBD) program, providing innova-
tive leadership development opportunities to youth of Black
and African-Canadian heritage in the Greater Toronto Area
(GTA). While all students have varying capacity for leader-
ship and perform leadership roles within their families, social
circles, schools and wider community, we wanted to amplify
these skills while providing seat-at-the-table leadership.
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When some eight per cent of Toronto’s
population self-identify as Black, yet this
community is insufficiently included in the
commerce, governance and important deci-
sion-making forums of the city and country,
it is time to adopt a mindset reflective of the
often quoted saying — “if you are not at the
table you are on the menu.”

The Leadership by Design program tar-
gets leadership development, fully aware that
leadership skills not only enable good, effec-
tive and responsible leadership in all spheres,
but also influence employment decisions and

overlap with skills required in most endeav-
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ours including entrepreneurship and good

citizenship.

Leadership Soft Skills

Acquiring identified skills of an authentic lead-
er is paramount to LBD students, who are able
to influence and inspire others to accomplish
objectives and model exemplary leadership
through practising an array of soft skills. These
are mostly skills that start with the mindset of
‘getting things done’ and include

e effective communication

e self-awareness

¢ self-confidence

* reliability
e resilience
e teamwork
* persuasion
* networking
* time management
* empathy
¢ problem-solving
* critical thinking
* civic responsibility and
¢ intellectual curiosity.
One major challenge for LBD is how best to
effectively teach these leadership soft skills, in-

still a leadership mindset, inspire a lifelong pur-


https://www.forbes.com/sites/davidprosser/2018/04/27/seven-leadership-skills-every-entrepreneur-must-learn/%232050cc3c24eb

suit of proficiency and do this
outside of the regular Monday-
to-Friday high school program
for students.

Another challenge is fulfill-
ing a commitment to deliver
high-quality educational ser-
vices at no costs to parents.
We are confident that as a
learning organization that is
committed to continuous im-
provement, we will be success-
ful in our mission. September
2020 marked LBD’s 5th year

of operation.

The Students in
Leadership by Design

The students in the program
identify as Black and are from
high schools across the GTA —
from Oakville to Newmarket
to Oshawa and in between.
Each year, the program ad-
mits just over 40 Grade 10

students and offers service to
students spanning the Grade
10-12 years, and into university or college.
Students transition through the program as

distinct cohorts.

The Process
Student can apply after completing Grade 9
and admission is based on an interview plus
academic achievement from their Grade 9
year. The intent is to select students within
a bandwidth of capability because the LBD
program is demanding in terms of curricu-
lum, effort, achievement, ambition and time.
Parents are full participants in the admis-

sions process. Each year, we communicate

our admissions information to principals and
vice-principals and rely on them to distribute
program information to guidance staff and
teachers with the intent they will identify and
encourage eligible Black students to apply. So
far this system has worked well, but we would
be pleased to extend these lines of communi-
cation to more school administrators.
Programming is categorized into 10 buck-

ets of activities and these activities are re-

44

the LBD.”

— LBD Student

viewed and updated each year. Here are some

quick insights into the curriculum.

1: Saturday Learning Sessions

We normally program 10—12 Saturday sessions
each academic year and attendance is around
200 people. The program starts at 9:00 a.m. and
ends early afternoon. Sessions are sited at uni-
versities (Uof T, Ryerson, York, UOIT), which

helps to normalize the university setting and

My final mark was
96 per cent and I
believe one of the
things that contrib-
uted to this award
was the tutoring I
received thanks to




Leadership by Design — Mentorship Ecosystem

PARENT in
mentor role and -
as a bridge ¥
between mentor

& mentee

TEACHER-
CHAMPION
formal or
informal
in-school mentor

LBD
student
mentee

SUBJECT-
MATTER MENTOR
advises student
regarding specific
issues

CAREER
MENTOR
is assigned by
LBD or self-
recruited by the
mentee

experience. Saturday sessions are about col-
lective learning, relationships and community
building and infusing students, parents and
volunteers with a deep sense of belonging.
The program is highly structured with sepa-
rate learning tracks for students and parents, and
yes, parents do attend on Saturdays, which con-
tradicts the worn narrative that Black parents are
not engaged in the education of their children.
Saturday sessions offer programming that
aggregates all the learning objectives such as
leadership skill building, intellectual curios-
ity, career exploration, self-confidence, pub-
lic speaking and more. After the mid-March
2020 introduction of physical distancing due
to COVID-19, our Saturday sessions migrated
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WORKPLACE
MENTOR

is recruited by

the student

to a virtual format. School administrators are
invited to attend our 202021 Saturday ses-

sions virtually or in person.

2: Mentorship Ecosystem

The graphic at the top of this page describes
the mentorship ecosystem that supports the
students in this program. The role of subject-
matter mentor is currently performed by teach-
er candidates from the faculties of education at
Laurentian University and Ontario Tech Uni-
versity. Thwarted from classroom practice due
to COVID-19, teacher candidates are currently
delivering virtual tutoring services to some 53
LBD students using the WIZE virtual-tutoring
platform. Called Sty Buddy, this tutoring ser-

vice is coordinated by the Diversity Institute at
Ryerson University, and spans mid-May to the
end of August.

“The Study Buddy Program provided
a safe environment. My tutor related to
my fears and concerns.”
—LBD Student
“l am emailing you to let you know
on behalf of my school’s science
department, | received an outstanding
achievement award in Chemistry. My fi-
nal mark was 96 per cent and | believe
one of the things that contributed to
this award was the tutoring | received
thanks to the LBD.”
—LBD Student

3: Career Exploration

The LBD covers the waterfront in terms of ca-

reer exploration and partners with universities
and corporations in doing so. Black profession-
als are brought in to speak about their career
trajectories. The program also runs workshops
on OSAP and funding, sourcing scholarships
and other awards and transitioning from high

school to post-secondary studies.

“I just thought | would share with you
the good news that | have been awarded
the Schulich Leader Scholarship worth
$80,000 over four years to study at York

University. Thanks so much for your sup-
port and motivating LBD students like
me to aim for the best. You are truly in-
strumental in my success. Many thanks
once more for taking your time to run
LBD sessions that are very informative
and are always inspiring us to reach our
highest potential.”

—LBD Student

These three buckets are just a small ex-
ample of this program’s curriculum. Other
activities include skills-focused workshops, civic

engagement, community service, building so-
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cial and cultural capital, cultivating the curious
mind, collaborations and partnerships and pa-
rental engagement.

What LBD is working to forge is a leader-
ship-development program of a different kind.
Focused on the socio-economic well-being of
Black youth, it aspires to enhance the leadership
capacity of participating youth and, by extension,
the Black communities in Canada, and one that
fully engages parents.

It promises to be a leadership-development

program of a different kind. a

Trevor Massey is a retired college registrar
(Centennial College, Toronto) and educational
consultant. He is currently the Chair, Lifelong
Leadership Institute (LLI) which operates the
Leadership by Design program

= trevor.massey @llileaders.com
http://llileaders.com/

‘ ‘ The Study Buddy Program

, 4 — LBD Student

provided a safe environment.
My tutor related to my fears
and concerns.”
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Equity conversations are uncomfortable, and that uncomfort-
ability is the path forward, for within this uncomfortability is
awakening and growth. As leaders of public education, admin-
istrators are key in this long overdue movement forward, and it
is our job to be responsible for our own learning and actions to
course correct. It was a marked day in February of 2018 when our
director stood before every administrator and system leader and
indicated that it was “time to get comfortable with uncomfort-
ability,” as we were all being called as leaders to see equity work
as foundational to our roles.

It’s incredibly uncomfortable, but necessary, to acknowledge
and understand that public education systems are not exempt
from the marginalization and oppression that lends itself to the
perpetuation of the “isms” that exist in our larger society. We
don’t get to claim that these inequities exist in our world, but
that our education systems are somehow magically immune from
oppression. We don’t get to claim “good intentions” or claim
that we are “good people” and therefore cannot possibly be com-
plicit in the advantages that our system provides to some, but not
to others.

We are being called to action, with administrators as central
agents of change. This call is rooted at the core of who we are
as public educators. Never before have I been more proud to be
part of a board who is willing to hold a mirror up to itself and be
challenged to root out the systemic issues, policies and procedures
that lend themselves to the ongoing marginalization of various
groups. When we know better, we must do better. It is time for
all of us to do better!

I have been an administrator and Member of the OPC for 19

years, and as I look back over my career, I must acknowledge

that my current work in Human Rights and Equity is the most
foundational work that I have done in almost two decades. This
role was created in our board in 2018, to ensure an explicit and
integrated focus on equity and to provide administrators with a
“central principal” who understands the dynamic role of being
an administrator, and who is able, with a team of central staff, to
support the learning of others and the development of strategic
moves to close the equity of opportunity gap.

I have never before been in a position that explicitly calls me to
challenge the bias from within the system, that the system itself
perpetuates. The mandate of this role requires me to support the
learning and improvement of people’s equity literacy at all levels
of the organization, with a specific focus on fellow administrators.
We have a long way to go, and it is incredibly regretful that certain
groups of people continue to experience harm within our systems.

At the current height of the call for social change, we are to be
leaders in this work, not merely bystanders. As administrators,
we are called not to stay silent, but to speak up and speak out for
young people in our schools whose voices are not heard — all stu-
dents! This work requires an elevating of voices that are not heard,
while disrupting the system enough so that the role of a Human
Rights and Equity System Administrator is no longer necessary.

Where we are and where we need to be are two very different
states of existence. This is not easy work. However, it is founda-
tional work if we are to truly hear, and respond to, the voices of

our marginalized staff and our marginalized young people.

Sue Morrison
System Administrator, Human Rights and Equity Division
Waterloo Region District School Board




Equity conversations
are uncomfortable,

and that uncomfortability is the path
forward, for within this uncomfort-
ability is awakening and growth.

Throughout my career, I have strived to develop and maintain
an equity and human rights centred focus that works to identify
and remove systemic barriers to learning. In my current role as an
Education Officer with the Equity and Inclusive Education De-
partment at the Durham District School Board (DDSB), I work
with an incredible team to support the systemic implementation
of Culturally Responsive and Relevant Pedagogy (CRRP).

I am extremely fortunate to have experienced a variety of lead-
ership positions during my 27 years in education. Before DDSB,
I had the opportunity to work with the Education Equity Secre-
tariat at the Ministry of Education. During my time there, I was
the principal lead to 36 boards of education in various stages of
implementing CRRP, and worked collaboratively with remarkable
vice-principals and principals across the province.

Given my experience with the Education Equity Secretariat, I
optimistically brought the work of implementing CRRP with the
strategies that were already in place at the DDSB in relation to its
Equity and Diversity Strategic Plan. The province-wide outlook
made me very excited to join the team at the Durham board, to
work with school leaders and the senior team to advance the goals
of the board’s Equity and Inclusive Education Policy.

In my current role, I work alongside an extraordinary equity
facilitator, Camille Ali, and two integral and supportive super-
intendents, Mohammed Hamid and Margaret Lazarus, to assist
principals and vice-principals in creating professional develop-
ment that is specific to assess the needs of our students. This past
year, our team committed to a system-wide implementation of
a CRRP toolkit and web tool to support school administrators.
The goal is for our team to assist in the capacity building of staff
in their commitment to developing learning environments that
are safe, welcoming, respectful, equitable, accessible, inclusive

and free from discrimination. We have been using these tools to

help with the required knowledge building, coaching/mentoring
and job-embedded learning in advancing school cultures that are
centred on equity and human rights.

Our team is also addressing anti-Black racism by implement-
ing the Compendium of Action for Black Student Success. I am
grateful to work alongside two retired DDSB principals, Jacqueline
Steer and Chrystal Bryan, who are facilitating and leading the work
outlined in the Compendium. Through their leadership and the
support of our superintendents and school leaders, we are commit-
ted to enhancing our board’s practices to be responsive to our Black
communities and close gaps for our Black students.

As a result of our work in CRRP, the use of the Equity Con-
tinuum has given schools the self-assessment tool to enhance their
school improvement planning process. Schools are measuring how
they are creating more equitable experiences for all students. We
are breaking down silos in departments by connecting with the In-
digenous Education Team, the Safe Schools Team and the Mental
Health and Well-being Team to create spaces where discrimination
is being addressed and our students and families feel they matter
and belong.

Our social climate is changing, and amidst a global pandemic
there is a movement that has started for educators to reflect on our
role to educate our students on principles that will further social
change. Our goal is to empower students to stand up for social jus-
tice issues and have the language and knowledge to stand up for one
another. I strongly support the efforts that are being made by the
DDSB to advance equity in all spheres of its work, and I believe that

in this unprecedented time, we will continue to do so together. a

Merrill Mathews
Education Officer with the Equity and Inclusive Education Department
Durham District School Board
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Let students take the lead

By Harpreet Ghuman

The students we are privileged to work with are a common
thread in the work of all educators. Every education policy,
framework or instructional strategy impacts students in
some way, shape or form.

As a principal in the Toronto District School Board (TDSB),
| have been part of many discussions about student voice
being a “key” priority, and that we must centre the voices
and lived experiences of historically marginalized and un-
derserved populations.

The question we should be asking is, what is our intention
in centring student voice?

At times, promoting student voice might be tokenistic and celebratory acts to
check boxes or affirm ourselves as responsive educators. However, when student
voice is authentically welcomed, it may actually reveal some uncomfortable
truths and realities that, from the students” perspectives, are problematic and
harmful. Upon hearing such reflections and experiences, this critical piece of
data must guide our work to frame the day-to-day schooling experiences not to
just address what may have happened prior, but to move forward and disrupt
systemic practices of racism and oppression that have harmed Indigenous, Black

and racialized students for far too long.
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To truly see and hear the voices of all students,
in their joys and their traumas, we need to be
willing and able to see and hear our own voices.
How can we make space for all students’ voices
if we do not make space for our own?

In examining our own voices and stories, we
must also recognize the ways that our stories,
biases and privileges influence how we hear oth-
ers’ stories. We must also model these truths. By
doing so, we can establish foundational trust and
inspire students to share their voices.

How is the education system centring such
voices, and who holds leaders accountable for
doing so? To what extent are our students in-
volved in shaping/influencing day-to-day school
realities and the important systemic changes that
directly impact them? How can principals or
vice-principals enable students to more directly
influence their own schooling experiences?

Through my own observations as an educa-
tor, and parent of two school-aged children, I've
seen a variety of opportunities for students to get
“involved,” including on student advisory coun-
cils, as a student trustee, leading committees or
clubs and other roles that may differ from one
community to the next. Students might also sign
up for or spearhead a variety of movements or
causes themselves.

While principals may inherit the cultural
practices of a given school, we should recognize
that we have a significant platform, and can in-
fluence a shift in practices working to ensure cul-
tural norms broaden and evolve over time, just as

our student demographic broadens and evolves.

Student Voice Informing School
Improvement

School boards offer their own unique strategic
plans (for example Toronto DSB’s Multi-Year
Strategic Plan) and also develop School Im-
provement Plans and protocols to guide the
important work that we do. There are ministry
mandates (like EQAO scores in reading/writ
ing, math, Caring Adult) to school board specific
goals (Black student achievement, de-streaming,
reduction in suspensions , for example.). As prin-
cipals, vice-principals and leadership teams move

forward with this work, what role do our stu-
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dents play in shaping how this may look? The
Student Voice Crew at the schools in which I
have been principal was one important platform
for students to inform administration on a vari-
ety of matters from school safety to conditions
on the school yard to the day-to-day learning
and social experiences. Its purpose was to go be-
yond serving as an ‘advisory’ group to the school,
to also leveraging information and data from our
students to enact urgent responses to some criti-
cal social issues.

At one of my schools, Crescent Town Elemen-
tary, this involved ensuring students had new
basketball nets and other outdoor play opportu-
nities at recess and lunch, advocating for elevator
repairs in local apartment buildings and address-
ing the collapse of a pedestrian walkway/bridge
connecting the school to surrounding buildings.
At another school, students highlighted the
harsh realities of anti-Black racism and put out a
call to action to the broader community to speak
out against injustices through a YouTube video.

The Student Voice Crew also shared their own
insights as to how families can spend time to-
gether at home during a period of extended lock-
down across the Greater Toronto Area. These are
just a few examples of authentic student voice,
recognizing that the issues relevant to a particu-
lar community may differ from others.

As principals, we must understand the deeply
rooted issues impacting the communities we
serve and respond in a manner that honours the
lived experiences, histories and talents of our
students. We can do so by physically immers-
ing ourselves in the community beyond the four

walls of the school.

Listen More and Project Less

As we embark on School Improvement work,
an important first step is to hear the insights of
students on a variety of matters. It is important
not to assign what we feel students are hearing,
seeing and feeling. Instead, we must listen more
attentively, project less and respond accordingly.
From age-appropriate well-being or school cli-
mate surveys, to student interest activities, both
administrators and teachers can get a sense of the

students’ emotions and experiences. Discussions

with family members, both in the school and in
the community, provide additional, authentic
insights into student voice.

While community circles and other student
voices honouring activities unfold in classrooms,
how can principals hear or see such voices?

Principals are tasked with making many deci-
sions every day, and while we often say that every
decision is with “our students” best interests in
mind,” how would we know this if their voices
are not involved in any processes?

The term “disengaged students” is often
thrown around loosely. We must reflect on
which school conditions cause students to feel
disconnected. How can we access art forms
(hip hop, spoken word) and digital platforms/
social media that they value, not only to con-
nect with them but to promote critical thinking
that disrupts assumptions and stereotypes and
takes social action to address school-based and
societal injustices?

Aside from culturally responsive leadership,

the Inclusive Design Framework is an impor-

tant vehicle for principals and vice-principals to
examine deep-rooted inequities and gaps among
learners to put in place important teaching and
learning structures that centre the most margin-

alized student voices.

Respecting our Learners

It is often said that “we are what we teach” and
that we impart our values, interests and beliefs
onto students. I applaud principals and teachers
who take the time not only to gauge the interests
of their students, but also to explore how their
interests, experiences and realities are informed
by both privilege and marginalization related to
their intersectional identities.

We can get to these more nuanced conversa-
tions and experiences when we share our vul-
nerabilities as people and as school leaders. The
thought of sharing our vulnerabilities may cause
anxiety, but we may find the courage when we
consider the potential benefits to student learn-
ing and empowerment. For me personally, shar-

ing my own struggles with identity and racism in

my schooling experiences has enabled students

to see me as someone other than just the “princi-


https://youtu.be/JOW5z3JmaFQ
https://youtu.be/JOW5z3JmaFQ
https://issuu.com/ontarioprincipalscouncil/docs/opc_winter-february2020/s/10238080
https://www.youtube.com/watch%3Fv%3Dl2H-4FyCeNY

pal.” And while I recognize the risks involved in
putting my vulnerabilities out there, I have great-
ly benefited through developing strong relation-
ships with students and families. I also reflect
on the fact that we ask students to be vulnerable
each day in the learning process regardless of
their experiences of privilege or marginalization.

‘These are not easy conversations or situations
for any individual to navigate with staff; students
or parents, particularly when relational trust may
not have been established. The Courageous
Conversations framework is often referenced
to support creating the conditions for challeng-
ing discourse. Parker Palmer and the Center for

Courage & Renewal also offer reflective touch-

stones and norms that I have found useful in
various educational settings.

Palmer’s book 7he Courage to Teach (2017)
is just one such book that may support under-
standing the importance of knowing and shar-
ing your “inner teacher.” Participating in Circles
of Trust sessions with colleagues and fellow adult

learners has informed some of my own education

TO WHAT EXTENT

are our students involved in shaping/
influencing day-to-day school realities and
the important systemic changes that directly

impact them?

pedagogy. Indigenous, Black and other racial-
ized voices comprise a major basis and context
for the literature and art connected to both staff
and student learning. These are mediums for stu-
dents to see themselves. It is important to know,
however, that highlighting historically marginal-
ized voices should never take the form of charity

mindset or saviourism.

Sharing Stories & Providing Platforms
Being in a remote learning context since April 6,
2020, virtual class (Google Classroom) visits and
email or phone calls became the main platforms

to stay connected to students. As students, staff,

and parents began to share their emotions about
the murder of George Floyd, it was yet another
painful reminder to all of us of the prevalence of
anti-Black racism in society. It was time to listen.
Black students, staff, colleagues and community
members shared how this was a seminal moment
in the ongoing oppression and generational
trauma the Black community has experienced
for centuries.

A common message from the young Black
voices in the school was how tired and frus-
trated they are with daily realities of anti-
Black racism. For some of our Student Voice

Crew members and their peers, this was a
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platform to reflect (what does this moment
mean to you?), write (how do you feel and
how do you want to express those feelings?)
and create (spoken word, poetry and dramat-
ic enactment). They created a moving public
service announcement entitled “Don’t Fear
Us, See Us, Hear Us.”

This was only possible through the tireless

work of student leaders, committed staff and
supportive parents who trusted the students to
share their voices with such honesty.

Earlier in the school year, Grade 6 students
were inspired to write an original rap song en-
titled “Be Kind,” which pays tribute to Indig-
enous peoples impacted by the legacy of resi-
dential schooling. This culminating learning
was modeled by their teacher and inspired by
the work of local community activist and artist
Ruben Esguerra.

These are mere snapshots of what Student
Voice looked like in my contexts, given the stu-
dents and families I work with, and will inevita-
bly look somewhat different in another context.
Ultimately, centring a multiplicity of student

voices directly impacts their learning. Once

AS PRINCIPALS,

we must understand the deeply

rooted issues impacting the
communities we serve and
respond in a manner that

honours the lived experiences,

histories and talents of our
students.
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again, this is especially important for students

most marginalized in and by schooling.

More Student Voice
What are some of the potential outcomes of
our daily interactions with students whether in
classrooms, the school yard or the community?
In one particular school, our predominantly
Muslim student population often shared their
experiences with Islamophobia and the con-
stant need to dispel or explain stereotypical de-
pictions of Muslims in mainstream media and
society. To support students and staff to better
understand the day-to-day realities of Muslim
families, Imam Shaykh Yusuf Badat from the
Islamic Foundation was invited to share in new
learning of both Islamic belief systems and the
ways in which teachers can support Muslim
students at the school. This enabled staff to ask
questions and engage in dialogue from areas
of Religious Accommodations to student par-
ticipation in the Arts and Health and Physical
Education curricula.

Student led photography clubs, original art

and music compositions, and staff commu-

i

nity outreaching are additional vehicles for
students to share more of their lived experi-
ences from their own perspective as a coun-
ter to potential staff assumptions about them
and/or the community in which they live.

Through every interaction with our stu-
dents and families, we reveal a sense of who
we are. Perhaps as students feel comfortable,
they may reveal more of their true feelings
about schooling. Let’s learn from those stu-
dents’ voices. They may help us remove some
of the masks that we ourselves have been
wearing to reveal parts of our identities that
we didn’t even know existed.

I am deeply indebted to the students of the
schools I have worked in — Firgrove, Shore-
ham, Crescent Town and North Kipling —
who've taught me so much and inspired me

to ensure their voices are always centred. a

Harpreet is “just a kid from Jane and Finch.” He is
extremely proud to have learned, taught and grown
in a community which has shaped so much of who
he is today. He is principal at North Kipling Junior
Middle School in Rexdale, Toronto DSB.
@ghumanh2o

Y& harpreet.ghuman@tdsb.on.ca
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The

Equity, Diversity
and Inclusion
Advisory
Committee

We are proud to
introduce you to the 12
OPC Members who
have been chosen to
represent you on our
recently formed Equity,
Diversity and Inclusion
(EDI) Advisory Commit-
tee. Their mandate is to
examine all of the OPC's
services through an
equity lens and provide
insights and recommen-
dations.
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Nancy Brady

Nancy has had the privilege of being an adminis-
trator in the Ottawa Carleton DSB for the past 17
years, in the elementary and secondary panels. She
always had a passion for leadership, education and
making a difference in students’ lives. However,
when she expressed her aspirations to a trusted
mentor in the first board she worked in, she was
told that unless she was willing to hide who she
truly was, keeping her private life and “alternative
lifestyle” hidden, she would never be an adminis-
trator in that board. Luckily, that same mentor
helped her transfer to the Ottawa-Carleton DSB,
where she was able to pursue her goals and remain
true to who she was, a member of the LGTBQ2
community.

Nancy admits that the journey she then trav-
eled has not been without bumps or difficulties.
While able to move forward professionally,

there were still many occasions (in and outside

of the education world) when she faced (and
still faces) discrimination, hateful comments
and abuse. There are still areas in the world she
will not travel due to the continued criminaliza-
tion of LGTBQ2 people. She notes that she and
her partner of 20 years are still cautious about
holding hands in public.

Nancy wanted to be part of the EDI Advisory
Committee not only to move forward the rights
of the LGTBQ2 community, but also because
as the Past-President of the OPC, she heard
from colleagues from diverse backgrounds who
felt it was time for our association not only to
increase the speed of our equity journey, but to
take on a leadership role in this journey.

A piece of advice from Nancy: “Even those of
us who are from a diverse or marginalized group
are not without our own unconscious biases. As
a bisexual woman, I have not only faced dis-
crimination outside the LGTBQ2 community,
but also within my community for not being
“gay enough.” I also acknowledge that I have
much work to do personally and professionally
to truly be an ally and accomplice for others along

this journey.”



Michelle Rodney Bartalos

Michelle submitted her name to be part of the
EDI Advisory Committee with both enthusiasm
and trepidation. She doesn’t consider herself to be
“the average applicant with a formal list of experi-
ences to note.” But as an advocate for various
marginalized communities, she has exercised a
confident and passionate voice to inspire students
and staff to excel in all aspects of school life, despite
the systemic barriers. She began her elementary

teaching career in Toronto, moving later to Ham-

ilton-Wentworth. Working in two boards within
an assortment of single and dual track schools
provided her with experiences in culturally and
socio-economically diverse communities. She also
effectively engaged and motivated her colleagues
through her roles in her local OPC association as
Vice-Chair, Elementary Chair, OPC Councillor
and Past Chair. She wanted to join this committee
to learn, grow and advocate for what she believes
racialized administrators need. Michelle doesn’t
believes that we can’t keep doing the same things
and expect different results. She hopes to provide
a perspective of what provincial colleagues may
want/need if they are currently part of a structure
that does not recognize its systemic barriers.

A piece of advice from Michelle: “Get out

of your comfort zones and engage a variety of

different perspectives in problem solving. Sur-
rounding yourself with people who look and
think the same as you do doesn’t lead to greater
innovation or creativity; it leads to further
systemic entrenchment that ultimately harms
student engagement and success. You
shouldn’t be inclusive because it’s the politi-
cally correct thing to do. Instead, do it because
a diverse range of voices leads to better out-
comes for everyone. It’s ok to feel the discom-
fort and engage in action that will bring about
the change to create a future we all want to be
part of. Speaking out against racism, sexism,
the ‘mindset of poverty’ and other “equity
detours” in an unwavering and unapologetic
voice is not always appreciated, but it is neces-

sary. Our children deserve it.”

Lisa Collins

Lisa is a 0.5 Principal of Alliance French
Immersion School in North Bay and 0.5
Well-Being Lead Principal (K-12) for
the Near North DSB. She is also the Presi-
dent-Elect for the OPC for the 2020-2021
school year.

She began her career as an Educational

Assistant and went on to teach in both the

English and French Immersion streams. Lisa
has always had a strong passion for Special
Education. Growing up with two siblings with
special needs and working as an EA provided
her with a great interest in this area, where she
could use her background and experience to
support students in reaching their full poten-
tial as learners. Collectively, these experiences
contributed to her wanting to reach the entire
school community and beyond. The role of
principal provided her this opportunity. As a
school leader, she has led several diverse school
communities, facing the different challenges
both large urban districts and smaller rural
communities experience. She believes that

regardless of district or community, school

leaders share many common challenges.
Throughout her childhood and adulthood,
Lisa has observed a lack of understanding of
both physical and intellectual disabilities. She
has always believed that education and col-
laboration build understanding and the devel-
opment of empathy. Lisa wanted to participate
in the EDI Advisory Committee to support
others in developing a better understanding
of our many differences. She believes leader-
ship is about empathy and having the ability
to connect with people to inspire and empower
their lives. United by diverse backgrounds and
experiences, Lisa is confident that we can make
a difference for our province, communities,

Members and especially our students.

Yonnette E. Dey

Yonnette’s passion for equity and social

justice led her to teaching. As a Black woman

growing up in Kitchener, she experienced
many acts of discrimination because of her
skin colour. She learned to navigate those
spaces by practicing the values taught to her
by her parents: always be respectful, treat
others the way you want to be treated and
dream big. Yonnette quickly learned that
while this was sound advice, she would need
others to achieve success in a predominately

White society.

She took the lessons from her parents and
learned to advocate for herself. As an adminis-
trator, she demonstrated passion for equity
work by building strong relationships with
students and challenged inequitable practices.
She became a champion of diverse resources
and high-functioning classrooms. Yonnette
believes equity is achieved by culturally compe-
tent and compassionate leadership, a skill she

curated over many years working with families
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disadvantaged by systemic barriers. Being part
of the EDI Advisory Committee will allow her
to extend her leadership at the provincial level
to be a greater voice for the underserved. Given
the long-standing climate of dissatisfaction

expressed by many racialized communities, she

believes it behooves the OPC not only to
prepare principals and vice-principals to be
culturally competent, but also to offer them
support on an ongoing basis.

A piece of advice to educators: “Always respond

with compassion and understanding. We live ina

global society and that network requires a better
understanding of the impact of systemic racism.
Effective educators have an inclusive mindset for
all equity-secking groups and a vision for a just
society. Our students deserve better outcomes for

alife defined by excellence and opportunity.”

Tina Futers

Tina’s career in education began as the prin-
cipal of a ballet school, which then led her to
becoming an elementary teacher with the
Grand Erie DSB, where she taught for 11

years. Proudly, she is now a vice-principal

entering into her third year with the Kawartha
Pine Ridge DSB in Peterborough.

As the mother of a transgender son, Tina
considers herself to be quite passionate regard-
ing the equity of our children and young adults
across Ontario. Our students are faced with
many unique challenges throughout their
growth in the education system, including
systemic barriers causing unequal access.
Unfortunately, there is very limited represen-
tation of similar races, cultures, genders and
lived experiences mirrored in the professional

roles in education, adding to the feelings of

isolation and hopelessness. Tina believes our
students deserve better.

Acknowledging her own privilege has led her
to recognize the need for sharing her voice to
support those with fewer opportunities. As a col-
lective, Tina thinks we must navigate our way
through some of the barriers that exist for our
students, using our powerful voices to interrupt
some of the learning. Being a part of this powerful
committee will allow her to model her commit-
ment to equity and diversity, support other admin-
istrators as equity champions and continue with

her own learning.

Elizabeth Innes

Elizabeth is the proud System Lead for Indigenous
Education at DSB Ontario North East. She has
been an educator for 21 years; teaching for seven
and a vice-principal/principal/system principal for
14 years in Northern Ontario.

As an Omushkego Cree woman, and the
proud daughter/granddaughter of residential
school survivors, she has witnessed varying

degrees of knowledge and understanding of
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our shared history and current modern-day
experiences as Indigenous and non-Indigenous
people, on the territory we share. Describing
her lived experience related to diversity, Eliza-
beth believes that while we have come a long
way with understanding and respecting people
from all backgrounds, her lived experiences tell
her otherwise. Some of her experiences have
been shaped by a dominant society that des-
perately needs to consider how the lack of
diversity affects us all. Elizabeth believes that
when we lead with love, respect, bravery, truth,
honesty, humility and wisdom, we create inclu-
sive, safe learning environments. These are the
teachings gifted to us all. She wonders if strong
diversity in schools was modelled, widely

accepted and celebrated, would she have the

same connections to diversity and how our
systems have failed our people?

Elizabeth sees the historical trauma every
day in her people, but she also sees strength
and resilience. She believes that when we work
together to understand the root causes of
trauma, and strengthen that empathetic
response to our shared, inherent history, we
can begin to build confidence and strength in
our students. When all students feel repre-
sented and visible in their schools, when more
than one voice is shared and heard, our stu-
dents will begin to thrive in places not typically
reflective of their true selves. When working
towards system level change, Elizabeth encour-
ages us to ask ourselves if the change benefits

the system or the people it is designed to serve.



Kenneth Mak

Kenneth has been an educator for 13 years,
and is currently an elementary vice-principal
with the Ottawa-Carleton DSB. Growing up

as a child from an immigrant family in a
Toronto suburb, he was fortunate enough to
be surrounded by many diverse cultural expe-
riences and understands how this is invaluable
to schools. As an educator, he has been a
strong advocate for providing students space
where they feel that they belong to foster
inclusive learning communities. Having
served on a variety of committees, working

groups and collaborating with many com-

munity partners to support LGBTQ+ and
Indigenous Education initiatives, he believes
that the work of creating inclusive environ-
ments is not an individual task, but rather a
collaboration of many stakeholders. Moving
inclusivity forward is an intentional act by
everyone in schools. Kenneth believes we all
have the responsibility of coordinating efforts
and gathering expertise to make these spaces

available for all.

Ann Pace

Ann is the President of the OPC, on second-
ment from the York Region DSB, where she
has worked for 28 years. Ann was a secondary
teacher and became a vice-principal in 2005
and a principal in 2010. Born and raised in
Etobicoke to immigrant parents, she eventu-
ally moved to Richmond Hill.

Ann is committed to ending systemic racism
in education and other societal systems. She
recognizes that her first steps involve deepening
her understanding of the roots of systemic racism
that have been perpetuated through colonialism,
recognizing her role in supporting those mar-
ginalized by race, creed, gender, ability, etc, and
acting to impact change in the areas where she
has influence and responsibility.

Ann believes that the OPC has a respon-
sibility to represent and support all of its
Members. She sees the first formal step in
ensuring that the organization is fulfilling
this mandate to be recognizing our diversity,
understanding what we must do to be inclu-
sive of all and ensuring that the organization
authentically reflects equity. Ann believes
that to truly champion equity and diversity,
one must first recognize their own privilege
and unconscious bias and commit to remov-

ing systemic barriers.
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Dr. Kimberley Tavares

Kimberley is an Education Officer, cross-
appointed to the Education Equity Secretariat
and the System Evidence and Design Branch,
in the Ontario Ministry of Education. She
serves as an Educational Policy & Systems

Advisor and the Equity and Literacy Lead,

respectively. Kimberley has been seconded
from a vice-principalship in the York Region
DSB, and prior to this was an Equity Officer
in the York Region Board serving students of
African and Caribbean heritage.

As a result of her graduate work in anti-Black
racism, leadership and equity, Kimberley’s
current appointments centre on developing and
supporting anti-oppression, anti-Black racism
and equity policy and practice initiatives for the
ministry. As an educator with over 20 years’
experience, she is most proud of her doctoral

work with marginalized and racialized youth

who find themselves disenfranchised by school-
ing practices. Her most recent work focuses on
how the educational structures can benefit from
the experiences and expertise of those most
willing to support the aspirations of Black,
underserved learners, in particular, Canadian
Black women teachers. Her goal is to render the
invisible, visible.

Kimberley believes that the real work of equity
is to work with students, families, communities,
school and system leaders to uncover and then
address the systemic barriers limiting the oppor-

tunities and successes of marginalized learners.

Irfan Toor

Irfan (He/Him) has been an educator for 28
years, teaching in a variety of settings includ-
ing outdoor and alternative education, but
primarily as a secondary science teacher. For
the last 13 years, he has been working as a
secondary vice-principal and principal and is

currently the Principal of Equity, Diversity

and Inclusion for the Simcoe County DSB.
Irfan is also involved with the OPC as a
member of his local executive, a Provincial
Councillor, a Member-at-Large for Provincial
Executive and as an instructor for the OPC
PQP program. He appreciates that the OPC
will have a large role to play in advocating for
more equitable practices in our school systems.

As a Pakistani-born Canadian growing up
in small towns but also living and working in
Toronto for some time, Irfan has an appre-
ciation for the diversity that is present across
Canada, but also for the persistence of patterns
of bias and discrimination that exist in our

communities and schools. Reflecting back on

over 40 years of being involved in public edu-
cation both as a student and then an educator,
the diversification of the identities of educators
has lagged far behind the identities of students
as compared to other sectors. Irfan recognizes
the importance of education leaders starting
with self-reflection and personal identity if
they want to create safe and inclusive spaces.
He believes school administrators are integral
to fostering inclusive pedagogical practices and
dismantling systems of oppression and dis-
crimination in education. Irfan is honoured
to participate in the EDI Advisory Committee
committee to support administrators in doing

this work.

Abe Wall

“For the child of my father’s and my genera-
tion, school could be, and often was, a painful
place. Everything valued by one’s parents,
everything that made up one’s after-school life,
was feared, misunderstood, occasionally ridi-
culed and always subtly undermined. Every-

thing associated with the most significant
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landmarks of human existence, everything that
was most sacred, most poignant, most satisfy-
ing — all of that was somehow second- and
third-rate.”

The above quote summarizes so much of
what Abe has experienced and observed in
public education in Ontario. It is from a Men-
nonite reflecting on their memory of school
in Canada at the turn of the last century. Abe
is a first-generation immigrant and moved to
Canada from a Mennonite Colony in Mexico
as a six-year-old. School was not a safe place
for him. Racism and systemic barriers kept
him on guard and he never completely felt

engaged.

Abe strives to identify and implement strat-
egies to eliminate barriers that stem from
racism and systemic inequities. Through
education, information sharing and relation-
ships founded on trust and respect, he is
changing the narrative. As a classroom
teacher, he championed for the disenfran-
chised and marginalized. As an administrator,
he continued the work, through the develop-
ment of programming focussed on culturally
relevant and responsive pedagogy. Currently
he works with a special project involving
multiple districts, the Ministry of Education
and the Mennonite Central Committee. The

program (Tu Puente) focusses on sense of



belonging, value and purpose through student
achievement.
Equity, diversity and inclusivity have been

Abe’s focus for his entire career. He is com-

mitted to these precepts and has championed
them in every position he has held. He looks
forward to working with his colleagues and

leaders from across the province, and on the

EDI Advisory Committee, as the OPC con-

tinues the journey toward these values.

Matthew Webbe

Matthew is an elementary principal with the
Toronto DSB, with 20 years’ experience as an
educator both internationally and in Canada.
As a Canadian born male of Afro-Latinx heri-
tage, his lived experiences afforded him a

unique set of challenges that persons of multi-

heritage and diverse identities face in and
outside of the education field. Having these
personalized experiences of race and identity
allows him a connection and understanding
of another’s experience and the thinking that
sits behind that experience.

Matthew wanted to be part of the EDI
Advisory Committee as he believes that his
social, academic, volunteerism and profes-
sional experiences can provide important
insights into developing effective processes
and programs for realizing greater equity,
inclusion and diversity within the OPC. He

has experience in program and policy reviews

at the Ontario College of Teachers and the
TDSB that apply up-to-date knowledge to
problems, issues and concerns affecting
diverse groups and the historically under-
represented.

A piece of advice from Matthew: “Diversity
and inclusion require preliminary work to
identify imbalances, loopholes or unequal
starting places within schools. Diversity is
viewed as quantifiable by measuring who is
represented in an organization. Inclusion is
measured by qualitative data, noting personal
attitudes and people’s perceptions of how

welcoming an organization is.” a

HELPING PEOPLE WORK TOGETHER BETTER

virtual instructor-led training (Live Online)

innovative - practical - fun

“Excellent workshop - full of real world role plays and videos.
I appreciated the way the instructors established a co-learning
environment that was risk-free and fostered creative, shared solutions.”

Trina Wasilewski, Vice Principal, Toronto District School Board

Alternative Dispute Resolution Workshop

Learn to resolve disputes, improve relationships and create a more fulfilling work environment.

Dealing With Difficult People Workshop

Learn to deliver difficult messages, gain confidence and overcome fears about tough conversations.

Become a Powerful Negotiator Workshop
Learn to become persuasive, overcome obstacles and get the outcome you desire.

HANDY
e _GROUP)

Visit sfhgroup.com for 2020 & 2021 virtual sessions.

Ask us about our extensive experience teaching
people in the education field.

1.800.318.9741

contact@adr.ca

sfhgroup.com

Windsor Law

University of Windsor
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ONE LAST THOUGHT

Creating space for
students and families
to share their story and
question our thinking
and practice towards
anti-racist leadership.

V>

Anti-Racist Leadership
Through Vulnerability

Creating space for stories other than your own

40 Fall 2020

My drive to become an educator is rooted in my experi-
ence as a 10-year-old political refugee arriving at the

doorsteps of my first school in Toronto.
I am here today because individuals
saw my potential, valued my perspec-
tive and challenged me while I learn
and now serve.

As 1 continue to cut through barriers
with my dominant and marginalized
identities, I am aware of my privilege,
and that there are students, staff and
families, specifically from racialized
communities, that do not have the
same opportunities as I have had due
to systemic oppression manifested in
our daily school practices.

At the start of this past school year,
a parent requested a meeting with me,

as the school’s incoming principal, to

discuss her son’s experience within
the system as a Black student with an
individual education plan (IEP). She
wanted us to acknowledge implicit bi-
ases, held by individuals in the system,
which can impact daily practices in
supporting her son.

The mother felt that meetings she
had been a part of generally focused
on special education strategies with-
out affirming identities and lived ex-
periences in a system built for some
to succeed over others. She wanted us
to see her son, our student, and his
potential including the families’ high
expectations, and the needed staff’s

high expectations.

It takes vulnerability to listen to a
story that challenges your practice.

It takes even greater vulnerability to
ensure the follow-up action from that
story is visible in your school com-
munity. Brene Brown, in Dare to Lead
(2018), defines vulnerability as taking
action when there is “uncertainty;, risk,
and emotional exposure.”

Stories are powerful catalysts to prob-
lems of practice and change. Looking
at the school-based demographic data
based on the 2017 Toronto District
School Board student and parent census,
we noted that 35 per cent of our stu-
dent population self-identified as Black.
However, our Black students were over-
represented (65 per cent) in IEDs.

I started to visibly document my own

learning, unlearning and small moves


https://daretolead.brenebrown.com/

on process boards in the office and the
hallways which provided opportunities
for students, staff and parents to enter my
thoughts and help dismantle oppressive
practices starting with my own actions.
We supported more spaces with the
family, staff and a Central Principal
Coach to better understand how to im-
prove our daily practice. We established a
Parent Academy o listen to our families
experience with IEPs and to think about
why we create them and for whom. The
purpose of these ongoing parent acad-
emies is to have staff and families work
together to better support students in
classrooms through a culturally respon-
sive lens and “tool up” families to ask
specific questions in an effort to better
understand strategies that are in place to
help all children reach their full potential.
In creating our school improvement
plan we discussed
* how students with intersecting so-
cial identities experience a sense of
belonging, improvement and success
* how self-awareness of our own bias,
power and privilege contributes to or
dismantles oppressive daily practices.
Our staff continued the work on
self-awareness, learning about stu-
dents’ lived experiences and making
small moves to improve, while we
documented the work and its impact
in the hallways on these process boards.
Alongside staff, I also developed
a visible leadership inquiry on Black
students and IEPs. I invited critical
friends, student, staff and parents into
my visual learning space to critique and
push me to unlearn and learn through
an anti-racist lens. This work will con-
tinue into my second year at the school.
Within our own school communities,
families can guide our unlearning and

the work towards anti-racist leadership.

Ask yourself, will you hold space for
stories other than your own lived expe-

. . .. .
rience to influence decision making? a Top: School Improvement Plan on a Process Board

in the main hallway capturing evidence of learning
and impact throughout the year.

Sara Gogani is a principal with the Toronto

DSB. @saragogani Bottom: Intentional Small Moves process board in the

office capturing leadership inquiry, learning, unlearning
and action in order to capture perspectives and
feedback from students, staff and families.

B sara.gogani@tdsb.on.ca
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Mark Your
Calendar

Register to participate in our upcoming

Join us at the 15% ICP World Convention

online professional learning offerings.

PDC Module 13

Leading Well-Being in Your School
November 14 — December 19
Application Deadline: October 31

SEAQP
January 10 — June 30, 2021
Apply by December 20

ik}

PDC - Module 7
Professional and Challenging

ucesgant
ZacEiitdund

Conversations
January 9 — February 13, 2021

Apply by December 26
PDC — Module 14
Leading the French Immersion
Program
January 9 — February 13, 2021
A by December 26 -
PPy Y ~ =~ TORONTO, CANADA
_ = AUGUST 16-19, 2021
SEAQP Online. e WWW.PRINCIPALS.CA/ICP #ELEVATE2021
March 26 — July, 2021 p -
Apply by March 5 - . . =
pply Dy Viarc - - £ - - “;‘:“* -
= . — — - S
- L h— - _'_:b_— - H#
& —— e - o ——
Wellness for School Leaders x -'_. . e ek, . SE
R — ™ — ey o o
September - November, 2020 — e ,.:--"'#*.L - — a — : =
1:00 - 2:00 pm = e . e —
SOQP Winter Session Register Now!
Module 1
February 6, 2021 and check www.principals.ca/ICP regularly for more details. R
()
Module 3 oo, I
February 7, 2021 198"#?3&,;55 in partnership with - @l | co i |2 %Ex»ﬁ\layeg
Apply by December 29 “ﬂo%‘::(’?;“’;@w” 2021 ICP WORLD CONVENTION
For more information on the events OPC Staff Contacts
and courses llSted’ w President Communications General Inquiry Professional Learning
events calendar. Ann Pace Peggy Sweeney admin@principals.ca learning@principals.ca
president@principals.ca psweeney@principals.ca
Executive Director Protective Services Membership Services
Allyson Otten Aditi Sayed membership@principals.ca
aotten@principals.ca asayed@principals.ca
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THINGS

YOU MAY NOT KNOW

ABOUT

THE INDIAN ACT

Hietping Uansdans Mads Hecondciliamon
wigh Erclipomons Peoples s Reality

BOH FOBEFH

21 Things You May Not

Know About the Indian Act:

Helping Canadians make
reconciliation with Indig-
enous peoples a reality

By Bob Joseph, member of the Gwawaenuk First Nation

Indigenous Relations Press
ISBN: 978-0-9952665-2-0

“I'think it is critical that non-Indigenous Canadians be
aware of how deeply the Indian Act penetrated, controlled
and continues to control most aspects of the lives of First

Nation” (Joseph, pg. 4).

Naming and addressing anti-Indig-
enous racism are critical elements of
ethical leadership. To move this work
forward, it is imperative that educators
first seek to understand the legislation
that works to limit, impede and harm
the Indigenous peoples of this land.

In 21 Things You May Not Know
About the Indian Act, author Bob Joseph
of Gwawaenuk First Nation takes you
through 21 key policies and prohibitions
within the Indian Act that support the
forced assimilation and erasure of Indig-
enous peoples. These include the reserve
system established under the control
of the Department of Indian Affairs;
women denied status, which severed
them from home communities; cultural
ceremonies declared illegal; and estab-
lishing and maintaining the Residential
School system.

These rules and regulations, as well as
the ideology upon which they were cre-
ated, have been the foundation for many
harmful stereotypes and harsh discrimi-
natory practices that still exist today.

The book provides an overview of the

Act and historical elements that some in-

dividuals may have been denied access
to during their educational careers. Since
1876, the Act has shaped, controlled and
constrained the lives and opportunities
of Indigenous Peoples.

It is these rules and regulations, Joseph
explains, that have been instrumental in
Canada’s ongoing genocide of Indig-
enous people, according to the United
Nations definition. These policies have
contributed to the loss of land, knowl-
edge systems and language.

In his book, Joseph calls for the dis-
mantling of the Acz. He states that the
initial intent of the legislation was ex-
tinguishment, and if there is a collective
commitment to reconciliation, then it
stands to reason the oppressive legisla-
tion must be altered: (2018). A Nation
to Nation relationship that focuses on
self-government, self-determination and
self-reliance is the only way forward.

The author calls on all Canadians to
review and remain committed to the

Truth and Reconciliation Commission’s 94

Calls to Action (2015) and to build rela-

tionships that honour the Human Rights

of Indigenous Peoples as outlined in the

United Nations Declaration for the Rights

of Indigenous People (2007).

As leaders in education, we have a
moral and ethical obligation to identify
and dismantle systemic barriers and
racism. To move this work forward, we
must first gain a deeper understanding
of how these are constructed. We must
create opportunities for ourselves and
others to examine personal ideology,
interrogate bias and engage in learn-
ing that challenges our thinking and
informs a change in practice.

21 Things You May Not Know About
the Indian Act is a resource that provides
foundational information upon which
to do this. This awareness helps school
leaders and educators identify and name
the discrimination and oppression faced
by Indigenous students and families, so
that we may be active in addressing and
dismantling barriers. The book engages
the reader in reflection that informs acts
of reconciliation and active allyship. It is
a resource to guide educators towards a
stronger knowledge base as we develop
ethical leadership that includes anti-In-

digenous racism. a

Michelle Evans and Erin EImhurst work
with Indigenous Education, ESL & Outdoor
Education with Duraham DSB.

@DDSB_Indigenous
= Erin.elmhurst@ddsb.ca

REVIEW

i)

Further Reading to
Support Learning
United Nations
Office on Genocide
Prevention and the
Responsibility to
Protect
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Help shape Ontario’s
teaching profession

Run or nominate a colleague for one of
23 elected positions with the Ontario
College of Teachers’ Council.

If you hold principal qualifications and
are employed as a principal or vice-

principal, you can serve on Council in
the principals’ category.

Nominations opened
August 18, 2020 and

closeat5 p.m. EST on
November 27, 2020.

YOU2021
DECIDE

WORKING IN THE PUBLIC INTEREST

Learn more at oct.ca, call the College’s election information line at
416-961-8800 (toll-free in Ontario 1-888-534-2222), ext.558 or
send an email youdecide2021@oct.ca.

Ontario "
Setting the
College of Standard for

Teachers Great Teaching



http://www.oct.ca/
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