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Overview
Richmond School District No. 38 (further referred to as "the District") engaged
Bakau Consulting to complete a Diversity, Equity and Inclusion audit in 2021. As a
consultancy service that approaches employee and client well-being through
an intersectional feminist lens, Bakau looked to identify areas of growth within the
organization. In order to continue serving their community of stakeholders,
Richmond School District No. 38 agreed to ask themselves difficult questions on
how to effectively and authentically incorporate anti-oppressive and
intersectional values.

Methodology

Secondary Student Survey: 978 respondents
Elementary Student Survey: 644 respondents
External Survey: 545 respondents
Internal Survey: 617 respondents
18 focus groups for all stakeholders
40 documents inclusive of policies and manuals

The team at Bakau Consulting gathered and analyzed both qualitative and
quantitative data from; 

Limitations

Elementary school survey demographic questions were exclusive of gender
identity, and sexuality. 
Typically, lower-paid or marginalized workers have less time, capacity or
access to complete workplace surveys.
Some anecdotes were not included, or were modified, in order to maintain
confidentiality.
Language and cultural barriers may have made it difficult for some people to
participate. 

Every survey has limitations that can impact the results; this is important to keep
in mind so as not to take data at face value, rather to use it for further
investigation. 



Your consultants

Bakau Consulting (formerly Cicely Blain
Consulting) is a full-service equity, inclusion
and anti-racism consulting company based
in Canada, with a global, intersectional
approach. We believe in collective liberation,
meaningful social change and the power of
equity. Our commitment to these values is
evidenced by our strategic range of
services and our fun, fierce, and no-
nonsense approach to “diversity and
inclusion”.
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Clementina ConsensUdokam Iroegbu Koshiki Tanaka
she/her/hers

udokam@bakauconsulting.com
Equity & Inclusion Strategist

she/her/hers
koshiki@bakauconsulting.com

Policy & Research Lead

they/she/theirs
clementina@bakauconsulting.com

Research Assistant

Our work takes place on the unceded territories of the Musqueam,
Squamish and Tsleil-Waututh First Nations.



Before you begin...
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All of the quoted text is verbatim, edited only for clarity, grammar, or
confidentiality. All bullet points are summations of larger themes. All of the data
comes from content provided by the organization. No external sources were
consulted (unless otherwise agreed upon).

THESE ARE YOUR WORDS

EMBRACE VULNERABILITY

The report may expose uncomfortable truths and realities about the
organization, leadership or individuals. If you feel personally impacted by any
findings, please make efforts to embrace uncomfortable feelings that may
come with that and channel them into making inclusive personal and
organizational change. The content may come across as overwhelmingly
negative largely because the purpose of this report was to identify areas
requiring attention.

The report may feel nit-picky. This is because even the smallest details can
uphold oppression and exclusion. We highlight details that may not 'seem so
bad' but could pose potential for things that inhibit diversity, equity, and
inclusion.

CONTENT WARNING 
The contents of this report include topics around systems of oppression that
include racism, colonialism, sexism, residential schools, anti-Asian racism,
antisemitism, and slavery. There also may be references to sexual assault or
gender-based violence.
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EVERYONE HAS BIASES 
This process is as impartial as possible regarding our sentiments towards
findings at the District with the recognition that any human (or even
technology) may imbue bias into their work. Our analysis is non-judgemental
and points to systems of oppression rather than people. This is a difficult, yet
supportive process that helps you tap into your own capacity for progress
based on 'where you're at' currently. We are, of course, biased towards anti-
oppression: ensuring marginalized folks are centred, mediating barriers, and
cultivating genuine inclusion. Biases can be good, bad and everything in
between. We hope you'll join us in conscious bias toward bettering the District
for all; and disrupt biases that come up that inhibit wellbeing and belonging.

This report is a micro-representation of nuances within the District. Be advised it
is a reference point for your unlimited capacity for growth. The majority of audit
reporting is constructive criticism, rather than an outline of current strengths
(which of course do exist). All examples (typically presented in I.E. format) are
"including, but not limited to." In order to create a succinct, accessible report, we
include some examples, when in reality there could be infinite others (maybe
even ones that come to mind as you read this)! We invite you to bring creativity
and critical thinking to this work, always. As well, please ensure you click the
underlined words, as they have important articles linked.

EXPECT SPACIAL LIMITATIONS 

NEUTRALITY 

Not feeling comfortable in sharing their opinion.
Being unmotivated and unwilling to take the time to recall information or
share feelings. 
Not wanting to give criticism that seems "too harsh".
Ambivalence - people may not want to explore their mixed feelings on an
issue.
The privilege of not being personally affected by it so they can separate
themselves. 

We believe that neutrality, especially when it comes to equity, anti-oppression
and anti-racism does not exist. When people state that they are neutral on
these matters or that it does not affect them, they may be speaking from a
place of privilege. We include the 'Neutral' option in our survey with the
understanding that people might opt to select it due to:



PART ONE
Key Terminology



Notice how different folks are treated in society
Think critically about the effects 
Strategize how to make things more equal based on current circumstances

Where equality means each individual or group of people is given the same
resources or opportunities, equity recognizes that each person has different
circumstances, and allocates the resources and opportunities needed to help
make our experiences more equal. An equitable lens is one of the most powerful
tools in this work, as it helps us acknowledge we are not all the same, and we do
not all have the same access (to resources and opportunities) as everyone
around us. Historically and currently, some folks have been centred – treated as
neutral or default – while others have been treated as different, exceptional, or
'other.' Equity tells us to:

Golden rule: Treat others how you want to be treated.
Platinum rule: Treat others how they want to be treated. 

This is a principle of equity, because it acknowledges that our diverse experiences
impact how we wish to be treated in this world; and that how I wish to be treated
may differ from how you wish to be treated. Our analysis works with equity and the
platinum rule. 

EQUITY

Key terminology
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Equity: needs based,
grounded in current
realities

Justice: hopeful,
innovative; existence of
structures that proactively
ensure equality for all

https://onlinepublichealth.gwu.edu/resources/equity-vs-equality/


Key terminology
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INTERSECTIONALITY

Intersectionality, coined in 1989 by Kimberlé Crenshaw, is the concept that all
oppression is linked. We have multiple identities such as gender, race, sexuality,
ability, religion, and more. These identities overlap and interact with one another,
making our experiences unique and complex. 

Intersectionality helps us see that we must consider everything and anything that
marginalizes people. It pushes us to challenge our assumptions by seeing further
detail and complexity. Shared lived experiences are a real thing, and other
identities at play will lead to diversity within those shared experience.  

See the example identities on the image below (many more can be added too).
Picture how where certain ones overlap, folks at the intersection of 2 identities
would have distinct experiences from those who just held 1 of those identities. 

Someone existing at the intersection
of gender and race, for instance an
Asian woman, may experience not
only the affects of both racism and
sexism, but also may experience
harm specific to Asian women;
unique from other non-Asian
racialized folks. Her experience is
unique from others within categories
of gender and race, and unique
even from the section where the
categories overlap. Identities are
complex and unique!

Intersectionality reminds us there is
often more detail that must be
considered in the ways we see the
world. As you read this report,
remember to use an intersectional
lens; understanding how
oppressions are complex and
interconnected. 

https://www.apa.org/pubs/highlights/spotlight/issue-119


Many standards exist in society, even unspoken ones! Those who are centred in
society are treated as neutral, or the default. Because unconscious bias is a first
instinct that attempts to save us time (so we're not constantly pondering what to
wear, what to eat, etc.), if we think of someone first, our brains may prevent us from
spending the time thinking of others, which leaves them out (exclusion). 

Key terminology
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MARGINALIZED & CENTRED

centre margin

Identities that have been centred in North
America include white, heterosexual,
cisgender (same gender as assigned at
birth), middle to upper class, non-disabled,
Christian or areligious, and more. 

Identities that have been marginalized
include ones that fall outside of those listed
above. These experiences are treated as
different, or 'diverse,' and often aren't the first
thought. A detriment of not being a 'first
thought' is that in a rapidly moving society,
you may not be thought of at all. You needs,
desires and magic may be missed altogether. 

Equity means widening the centre to accommodate everyone; ensuring they are
treated as important and sacred. It also means prioritizing folks who have been
pushed to the margins (marginalized). Folks who have historically been centred
are not in danger of losing their central spot; room is just being made for others. 

When you welcome in a new roommate, you clean the house so they feel excited
and comfortable entering the space. Once they enter, it doesn't mean you have to
leave! Rather, maybe it means they help you keep the place neat and beautiful,
share their strengths like their eye for interior design, and celebrate your strengths
like your fragrant cooking and excellent taste in music. The space evolves based on
a collective presence, which makes it better and better. It is equitable in that you've
done what was needed to make your roommate feel just as central in the space as
you do, even if you were there first, and now both of you enjoy the results. 

https://diversity.ucsf.edu/resources/unconscious-bias
https://www.inhersight.com/blog/guide/marginalization


When we centre a group, it doesn't mean we marginalize everyone else. It means
we continue to place various folks at the centre based on needs and experiences. 

People's needs fluctuate, so who is centred depends on context. Keep in mind,
centring someone does not mean hierarchizing them or treating them as though
they are better. Let's look at an example, I.E. Pride:

Pride is about fighting for LGBTQIA2S+ rights, honouring oppressive histories, and
celebrating queerness in its many forms. On Pride, we specifically centre
LGBTQIA2S+ folks because that is who we're talking about, commemorating,
grieving, and celebrating. We don't centre cis straight folks because cis straight
folks do not have the same histories and struggles that stem from their gender/
sexuality as LGBTQIA2S+ folks do, and we're allowed to centre different things at
different times (still thinking intersectionally – see this article). 

This does not mean cis straight rights are compromised; it just means we focus on
topics at hand, acknowledging their past and ongoing marginalization. 

Centring is an exercise in equity and intersectionality. We will recommend centring
throughout the report. 

Key terminology
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MARGINALIZED & CENTRED

https://www.loc.gov/lgbt-pride-month/about/
https://www.itspronouncedmetrosexual.com/2013/01/a-comprehensive-list-of-lgbtq-term-definitions/
https://www.healthline.com/health/transgender/what-is-cis
https://www.forbes.com/sites/jamiewareham/2020/06/13/global-pride-to-focus-on-black-lives-matter-at-first-worldwide-lgbt-event/?sh=4ec934d369b5


PART TWO

SURVEY DATA



FORMAT

Outlines responses from secondary and elementary school students. 
Some questions that were asked of secondary school students were not
present in the survey for elementary school students
Elementary students were invited to complete the survey with the support of
their parents, guardians, and caregivers.
Former student responses are also included in this section
All questions asked are represented in graphical and/or written format

Outlines all responses from parents, guardians, and caregivers
All questions asked are represented in graphical and/or written format

Outlines all responses from elementary and secondary school teachers
All questions asked are represented in graphical and/or written format

Outlines all responses from administrative, managerial, executive, and all District
support staff. Due to a smaller sample size of respondents within these
departments, we merged them together to help maintain anonymity.
All questions asked are represented in graphical and/or written format

This section outlines the data analysis from each stakeholder group surveyed. It is
divided into Students, Parents, Teachers, Administrative, Managerial, Executive, and
Support Staff. 

Students

Parents

Teachers

Administrative, Managerial, Executive, and Support Staff

Some anecdotes shared are represented in quotes. 



Students



Demographics
ETHNICITY

We heard from respondents that a majority (over 50%) of them identify as East
Asian, with the next largest contingent identifying as white (14%). Under 10% of the
student population were folks that identify as South East Asian, South Asian, and
Mixed/Multi-racial. Students that identify as Middle Eastern/North African,
Hispanic/Latinx, Indigenous, or Black make up less than 5% of the respondents,
respectively.

Secondary school students response

Elementary school students response
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1.0

1.1

*Examples of race and ethnicity include:
Asian Pacific Islander (e.g. Hawaiian, Samoan)
Black, African, Caribbean or Afro-Caribbean (e.g. Jamaican, Nigerian, Ethiopian, Somalian)
Hispanic, Latinx or Spanish (e.g Mexican, Haitian, Dominican
Southeast Asian (e.g Vietnamese, Filipino)
Middle Eastern or North African (e.g Iranian, Syrian, Lebases, Egyptian)



GENDER IDENTITY AND SEXUALITY

Secondary school students response

DEI AUDIT REPORT / PAGE 15

"I am terrified of my "Gay voice" - going into groups with a large number of men with toxic

masculinity/homophobia, and afraid to wear [rainbow paraphernalia]."

"We decorated the school with rainbows for pride and one was [vandalized]."

1.2

*This includes 0.6% Agender/no gender, 0.9% Genderqueer, 0.3% Questioning, 0.4% Transgender girl not labelled on the chart.   



RELIGION

DEI AUDIT REPORT / PAGE 16

Elementary school students' responses

"Feeling that a work we were learning about in class was Islamophobic, being dismissed

and told that it is not, I was being too sensitive and outspoken about my beliefs."

 "Constantly having to defend my religion + practices to people who don't know anything

about them, having to defend and over-explain myself when I feel uncomfortable with

something."

" Having a [school-based adult] tell me [my Islam faith-based practice]  isn't *real* ... (?)"

1.3



RELIGION
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Secondary school students responses

"People call me dirty Jew and ask how choking on gas is like."

"I'm Jewish and there is very strong antisemitism at school. Too many times I find myself

in situations where people mock me for my religion, attempting to belittle me as a result

of where my family comes from [...]. Antisemitism is a large yet underrepresented issue in

the school district."

1.4



MENTAL AND/OR PHYSICAL DISABILITY

When asked about mental and/or physical disability, a majority of secondary
school students indicated 'No', while 20.3% of students indicated 'Yes' to both or
either.

Secondary school students response

Elementary and Secondary students were asked "Do you have any conditions,
disorders or disabilities that make school or life more challenging?"

Secondary School students response

Elementary school students response
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of Elementary
student
respondents
answered "Yes".

~8%

of Secondary
student
respondents
answered "Yes".

~24%

1.5

1.6

1.7



Lived & Witnessed Experiences

The following chart displays elementary student's answers to the question "At
school have any of the following ever happened to you?"

ELEMENTARY STUDENT LIVED EXPERIENCES
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~15% "Feeling like you are being excluded"
of elementary student respondents sometimes experienced:

~10% "Jokes made about you or your community"
of elementary student respondents sometimes experienced:

~5% "Feeling like you are being excluded"
of elementary student respondents frequently experienced:

1.8



Lived & Witnessed Experiences

The following chart displays elementary students' answers to the question "At
school have you seen or heard any of the following happen to someone else?"

ELEMENTARY STUDENT WITNESSED EXPERIENCES
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~25%
"Someone feeling like they are being excluded"

of elementary student respondents selected either sometimes or
frequently having witnessed the following:

~10%
"Hearing racist comments about other people"
"Someone making fun of the way someone talks"
"Someone mispronouncing/making fun of somebody's name"

of elementary student respondents selected either sometimes or
frequently having witnessed the following:

~15%
"Jokes made about someone or their community".

of elementary student respondents selected either sometimes or
frequently having witnessed the following:

1.9



Lived & Witnessed Experiences

The following charts display secondary student's answers to the question "How
often do you experience the following at school?"

SECONDARY STUDENT LIVED EXPERIENCES

DEI AUDIT REPORT / PAGE 21

~10% "Hearing racist comments about you or people like you"
"Preparing for insults/discomfort before leaving home"
"Feeling like you have to be careful about your accent or voice"
"Being told you are too sensitive"
"Someone mispronouncing your name"

of secondary student respondents experienced, almost every day:

~15% "Feeling excluded"
"Feeling like you can't speak up about things you experience"

of secondary student respondents experienced, almost every day:

~20% "Feeling like you have to be careful about how you dress or present
yourself"
"Feeling anxious about being in a room with certain people"

of secondary student respondents experienced, almost every day:

2.0
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"Being told I am insensitive when I do not find a [school-based adult] or peers joke funny, being told to stop

taking things so seriously when these jokes are incredibly harmful and outdated."

"Feeling like I am gaslighted when [school-based adults] or other students do not accommodate learning

disabilities or mental illness/ disabilities "

2.1

2.2
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"I can’t dress a certain way so I won’t be perceived as though I am “uneducated” or “messy” or

looking like a “bad kid”. I try to keep my hair neat and wear “presentable” clothing, as well as speak

without slang just to be “respected” and looked as an “equal”"

- BIPOC secondary student

2.3



Lived & Witnessed Experiences

The following chart displays secondary students' answers to the question "How
often do you witness the following at school?"

SECONDARY STUDENT WITNESSED EXPERIENCES
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~15% "Hearing racist comments about someone or people like them"
"Someone assuming another person is not smart enough to
complete a task"
"Someone being called a name they no longer use"
"Someone not speaking up about things they experience"
"Someone's name being mispronounced or told their name is too
difficult to pronounce"
"Someone being told they are too sensitive"
"Someone being told they are too aggressive or too loud/outspoken"
"Someone mocking another person’s culture"

of secondary student respondents witnessed, almost every day:

~20% "Someone feeling anxious about being in a room with certain people"
"Hearing insensitive jokes about another community"

of secondary student respondents witnessed, almost every day:

~25% "Someone being careful about how they dress or present
themselves"

of secondary student respondents witnessed, almost every day:

2.4



Inclusion and Belonging

Feeling included and like you belong in a space looks different for everyone, but we
asked students in the Richmond School District what that might be for them and
got some varying responses. 

SECONDARY STUDENT PERSPECTIVES

The above chart shows secondary student responses to the statement:
"How do you feel about the following statements?"

~15%
"My school is actively working to make sure kids who are not white
feel safe from racism"
"My school uplifts students who are racial minorities, disabled, and
belong to the LBGTQ2S+IA community"

of secondary student respondents disagreed or strongly disagreed with
the following statements:

~20%
"Everyone feels welcome and respected at my school"
"My school is a safe space for people to speak up about their
experiences of discrimination or racism"

of secondary student respondents disagreed or strongly disagreed with
the following statements:
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2.5



Inclusion and Belonging
SECONDARY STUDENT PERSPECTIVES
This chart shows secondary student responses to the statement:
"Please rate your school’s commitment to the following values, from your
perspective."

~12%
"Physical Accessibility"
"Curiosity"

of secondary student respondents selected not very committed or
not at all committed to the following values:

~20%
"Mental Accessibility"

of secondary student respondents selected not very committed or
not at all committed to the following values:
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"I could go on for paragraphs, but I will be brief and say that as someone with multiple

diagnosed mental illnesses who has not been respected by those who know of my

illnesses in school settings (from students to school-based adults), I do feel that there is a

need for significant improvement when it comes to addressing mental health needs and

those with learning disabilities/neurodivergence."

2.6



Reporting an Incident

How safe students feel at school can be measured by how much they trust their
schools to support them when they feel that they've experienced harm. The
following graphs ask for student's opinions on the reporting process with the
Richmond School District.

SECONDARY STUDENT PERSPECTIVES

Do you see examples of racism at your school?
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~40%
of secondary student respondents have seen examples of
racism at their school.

"Inappropriate racial and derogatory terms used around me and to me"

"Some [school-based adults] occasionally are more friendly towards students of their

own race and treat them with more respect than others."

2.7



Reporting an Incident
SECONDARY STUDENT PERSPECTIVES
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Do you know if there are any policies on anti-bullying and anti-racism at your school? *

~70%
of secondary student respondents are unaware of policies
on anti-bullying and anti-racism at their school.

Have you ever talked to a teacher, principal or other adult at school about an incident of
discrimination, harassment, or mistreatment?

2.8

2.9

*Those who
answered "I don't
know" are unaware
of whether or not an
anti-racism/bullying
policy exists.



Reporting an Incident
SECONDARY STUDENT PERSPECTIVES

Why haven't you reported an incident of discrimination, racism, harassment or
unfair treatment?

While the majority of students did not have anything to report, the students who did
have an issue to report didn't feel that they were able to. The main reasons listed
as barriers to reporting were as follows:
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~15% of secondary student respondents were not sure how to report.

"In some classes though I have expressed my troubles with the content as well as with

public speaking (anxiety which I am currently seeking help for), [school-based adult]

has [academically penalized me] for not participating enough."

~12%
of secondary student respondents were concerned they would
be considered a "snitch".

~10%
of secondary student respondents either were scared and didn't
feel safe to report or didn't know why they didn't report.

3.0

~5%
of secondary student respondents felt that would be the target
of more bullying or their parents would get upset/punish them.



Reporting an Incident
SECONDARY STUDENT PERSPECTIVES

Rate the following statements about Incident Reporting

DEI AUDIT REPORT / PAGE 30

~18%
"The issue was dealt with quickly"
"I felt safe talking to an adult at school about what had happened"

of secondary student respondents disagreed or strongly disagreed with the
following statements:

~20%
"I felt confident my issue would be dealt with properly"

of secondary student respondents disagreed or strongly disagreed with
the following statements:

~15%
"It was clear to me who I should talk to for help"
"The issue was dealt with in a sensitive manner"
"I felt like there was a good solution to the problem or that the issue
was dealt with well"

of secondary student respondents disagreed or strongly disagreed with the
following statements:

3.1

"I felt that my concerns were ignored or not taken seriously"

of secondary student respondents agree or strongly agree with the
following statements:~43%



Reporting an Incident
ELEMENTARY STUDENT PERSPECTIVES

What was your experience reporting an incident at school?
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Have you ever talked to a teacher, principal or other adult at school about a time when
someone discriminated against you?

3.2

3.3 A follow up question to those that answered "Yes" in chart 3.2



Reporting an Incident
ELEMENTARY STUDENT PERSPECTIVES
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If you didn't report, why not?

~10%
"The adult helped solve the problem"
"I felt like there was a good solution to the problem and things
got better after"

of elementary student respondents,  in Chart 3.3, disagreed or
strongly disagreed with the following statements:

~42%
"I don't know why I didn't talk to anyone"

of elementary student respondents who didn't report, even though
they had an issue, stated the following reasons:

~30%
"I was scared and didn't feel safe to tell an adult about it"
"I wasn't sure who I could talk to"

of elementary student respondents who didn't report, even though
they had an issue, stated the following reasons:

3.4



Evaluating Bias
SECONDARY STUDENT PERSPECTIVES

~80%
"Someone's sexuality should not be the cause for workplace
discrimination"

of secondary student respondents agreed or strongly agreed with
the following statements:
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HOWEVER

>45%
"'Pride' is a form of propaganda"
"There are only two genders"

of secondary student respondents agreed or strongly agreed with
the following statements:

3.5



Evaluating Bias
SECONDARY STUDENT PERSPECTIVES
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3.6

3.7



Ratings and Value Statement

This is how student respondents rated Richmond School District's commitment to
diversity, equity and inclusion.  

SECONDARY STUDENT PERSPECTIVES

How do you feel about the following statements?

~86%
"My school uplifts students who are racial minorities, disabled,
and belong to the LBGTQ2S+IA community"
"My school is a safe space for people to speak up about their
experiences of discrimination or racism"

of secondary student respondents who disagreed or strongly
disagreed with the following statements, identified as non-white:

~70%
"Everyone feels welcome and respected at my school"
"My school is a safe space for people to speak up about their
experiences of discrimination or racism"

of secondary student respondents who disagreed or strongly
disagreed with the following statements, identified as non-cis boys:
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3.8



Former Student Experiences

Here are the experiences of former Richmond School District Students that they felt
important to share:

FORMER SECONDARY STUDENT PERSPECTIVES
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"Our school had a real problem with kids saying the n-word and pressuring the black kids to give them

n-word passes. it was rampant and it was never addressed by staff. many kids at school would openly

make fun of people possibly being gay or genderqueer and make minorities the butt of their jokes. it was

never addressed by staff in their presence or otherwise. if you were queer and didn’t fit their idea of a

“good” queer person you would get less respect from peers. students often picked on neuro-divergent

peers for being “weird”, ”different”, or “stupid”, especially if they had a learning disability that wasn’t

completely obvious. and our school was relatively tame."

"Take cases of discrimination and harassment seriously. It is not enough for you to hear us. You must

listen and do something. The two male students I mentioned show little to no remorse/change and will

live out their potentially great futures with nothing more than a weak slap on the wrist while the people

they purposefully used and hurt will remember how we were pushed aside and ignored by authority. If

you want students to trust [school adults], you must give us reason to. 

I do not feel safe and included if the people who are supposed to be in charge of my safety push people

aside for being inconvenient and turn a blind eye."

"I once told [an adult at school] about a [a non-consensual incident] one male student and the [adult’s]

response was basically that this male student had a potentially great future and needed guidance so he

was this [adult’s] quote on quote “project.” I felt like I and all the tens of girls who now feel unsafe and

objectified were being gaslighted, pushed aside, and seen as nothing more than “obstacles” instead of

human beings. None of the girls affected felt that our case was dealt with seriously with an outcome."



Parents



Demograhics

RACE AND ETHNICITY
We heard that a
majority of
respondents
identified as East
Asian (44.2%), with
the next largest
contingents
identifying as White
(25.5%), then
Southeast Asian
(10.1%). 

Parents, guardians, and community members are often a major source of
socialization, support, and encouragement for students. We want to better
understand who they are, what their needs are, and how we can show up for them
so that we can create meaningful change. 

GENDER IDENTITY AND SEXUAL ORIENTATION 
We heard that the overwhelming majority of respondents are cisgender men or
women (59.1% and 40.6%, respectively), with a small contingent of genderqueer
folks. We also heard that the sample is overwhelmingly straight/heterosexual
(92%), with the rest of the respondents identifying as asexual, bisexual, gay,
lesbian, two-spirit, or queer.

RELIGION
Respondents
come from a
diversity of
faiths and
beliefs.
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3.9

4.0
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FORMAL EDUCATION
The majority of respondents identified that they obtained a post secondary degree
or higher (90.5%), with very few (4.4%) completing trade or vocational training, or
secondary school (5%).

AGE
We found that
ages for
parents and
community
members were
almost
perfectly
distributed
around the
mean. 

DISABILITY
A majority of respondents answered that they do not have a disability (95%), and 5%
have either a physical or mental disability. 

MENTAL ILLNESS
A majority of respondents do not live with mental illness (85.6%), while 10.6% do,

ACCESSIBILITY
8.5% of respondents felt that the physical spaces of the Richmond School District
were inaccessible, with 13.1% stating that the virtual spaces were inaccessible.

4.1

4.2
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Since parents and community members interact with the District in different ways,
below we have compiled their experiences within the Richmond School District.

Inclusion and Belonging

~12%
"Feeling like you can't speak up about things you experience"
"Someone mispronouncing your name"

of parent respondents experienced the following at least a few times a
month:

~10%
"Hearing insensitive jokes about you/your community"
"Feeling like you are being treated with less respect than others"
"Feeling like you have to be careful about your accent or voice"
"Feeling like you have to be careful about how you dress or present
yourself"

of parent respondents experienced the following at least a few times a
month:

4.3

~9% "Feeling like you’re being gaslighted"
of parent respondents selected "Prefer not to answer" to:
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"As a parent, I have felt dismissed by [school personnel] when I brought up safety concerns for

[students] [ following homophobic and antisemitic incidents]. I never felt the school heard my

concerns or took any concrete action to demonstrate a tolerant, de-colonial, and anti-

oppression atmosphere for the school community (parents and students)."

4.4

4.5
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PARENT OPINIONS OF THE RICHMOND SCHOOL DISTRICT COMMITMENT

4.6

~28%
Harassment

of parent respondents feel  that Richmond School District has a low
commitment to addressing:

~27%
White Supremacy Culture

of parent respondents feel  that Richmond School District has a low
commitment to addressing:

~26%
Unconscious Bias

of parent respondents feel  that Richmond School District has a low
commitment to addressing:

~24%
Discrimination

of parent respondents feel  that Richmond School District has a low
commitment to addressing:



 In this part of the report, we want to better understand how and why parents,
guardians, or community members group file reports to the District, how they are
affected by it, and how we can support them. 

Incidents and Reporting

PARENTS EXPERIENCE WITH  REPORTING
The majority of respondents reported that they have not brought up an incident
to a school employee (73.6%). Respondents were then asked whether they have
ever brought up an incident of discrimination or harassment to which 84.2%
answered they have never.  However, we want to better understand the minority
of folks who did report incidents in an effort to make changes. We also asked
those who did not report why that was.
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~78% of parent respondents agreed or strongly agreed with the statement: 
"they didn't have an incident to report."

~50%

They didn’t know the process
They were unsure who to talk to

of parent respondents agree or
strongly agreed that:

~45%

They didn’t think anyone could
help them
It didn’t feel safe to do so

of parent respondents agreed or
strongly agreed:

4.7

Of the parent respondents that did feel they had an incident to report:



Incidents and Reporting
PARENTS EXPERIENCE WITH  REPORTING

I felt confident my issue would be dealt with
I felt supported during the process
The resolution was acceptable to me

A third of parent respondents (~33%) disagreed or strongly disagreed with the
following statements:
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"[Some school district personnel] do not respect privacy and just blows off your concerns

when your child is talked to or about inappropriately by their [school staff] on several

occasions. "

"When my child and I have brought up a series of experiences involving my child being

physically and psychologically bullied, ... the school advised my child and I to [use a

different word to minimize the incident] instead of "harassment". "

4.8



Evaluating Bias
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4.9

~44% "A lot of sexual harassment stories are made up"
of parent respondents strongly agree or agree that:

~51% "There are only two genders"
of parent respondents strongly agree or agree that:

~50% "Men are naturally better leaders"
of parent respondents strongly agree or agree that:

Everyone has biases. They are tendencies to lean toward or against something or
someone, and for parents, biases can directly affect students in their lives. We
wanted to find a small snapshot of this information to provide a greater idea of
what bias might look like for these respondents. 



Evaluating Bias
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"Other cultures think it is okay to be racistists toward Caucasians. As this is not taught, if

the person is not the same race you can not make inappropriate comments. Even to

Caucasians. Using the word white is racist. "

"After parent-teacher meetings or board meetings, while in the parking lot, chatter is

overheard where personal opinions and views are overheard that demeans 'white

people'."

5.0



Evaluating Bias
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~50% Everyone in Canada is treated equally
Women are more sensitive than men
Older people can't learn new technology
I don't see race or colour
Some races are naturally fitter

of parents agreed or strongly agreed with the statements:

~45% Some races are naturally more intelligent
'Pride' is a form of propaganda
The government gives too many handouts to certain groups
The singular 'they' pronoun is grammatically incorrect

of parents agreed or strongly agreed with the statements:

5.1



"I went to talk to a [school staff member] about the N word kids called to my [child] the [staff

member] said his class kids coming form good family my [child] just been sensitive."

"When my [child] started elementary [a school staff member] often was rude with [them]

mocking [their] accent and pretending not to understand [them] when [they] asked to used

the rest room, my ... [child] wet themselves ... That [staff member] every day would complain

about my [child's] accent and behavior. Nothing was done by the school [administration]. "

Parent Perspectives
PLEASE ANSWER THE FOLLOWING QUESTIONS BASED ON YOUR EXPERIENCE OF THE RICHMOND

SCHOOL DISTRICT’S SCHOOL SPACES.
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~10% I felt that the diversity of the teaching faculty reflected the
community
I found the teaching staff provided equitable opportunities to learn
for my child
I found the teaching staff to be knowledgeable about issues like
racism
I found the teaching staff to be knowledgeable about issues of social
justice, or recent social movements

of parents disagreed or strongly disagreed with the statements:

5.2



"The leadership of the school district administration does not reflect the community. The

lack of diversity can lead to judgment and stereotyping. My first few interactions with my

school were very disappointing... It made me think of who is welcome, is there an

assumption that certain parents of ethnic groups are not involved and grandparents

showing up is an example of a lack of parent involvement. Instead of valuing multi-

generational families. "

Parent Perspectives
PLEASE ANSWER THE FOLLOWING QUESTIONS BASED ON YOUR EXPERIENCE OF THE RICHMOND

SCHOOL DISTRICT’S ADMINISTRATION.
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~10% I found them to be reflective of the diversity in the community
I found them to be knowledgeable about issues like racism or
discrimination
I found they provided equitable learning opportunities throughout the
school experience for my child
I found them to be knowledgeable about issues of social justice, or
recent social movements

of parents disagreed or strongly disagreed with the statements:

5.3



Teachers



Demograhics
Teachers are fundamental to the District, and we want to better understand who
they are so that we can strategize to better support them.

HOW LONG HAVE THEY WORKED HERE?
The majority of respondents noted that they've been at the school District from one
year to five years (34.5%), with the next largest contingent being at the District for
over 20 years (25.1%). Others noted that they've been at the District for about
eleven to twenty years (22.1%), six to ten years (14.7%), and others are relatively
new to the district, being there for only less than a year (3.4%). 

GENDER IDENTITY AND SEXUAL ORIENTATION
The overwhelming majority of respondents identified as cisgender (98.9%) with
less cisgender women (43.4%) than cisgender men (55.4%). Only a small
percentage (1.1%) of individuals identify as genderqueer (ex. non-binary,
transgender, etc). A majority of respondents also identified as straight (79.8%),
with the next largest contingent identifying as bisexual (6%), asexual (3.6%) and
gay (2.8%).  9.6% of respondents also identified as either demisexual, gay,
pansexual, or two-spirit. 
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5.4



Demograhics
RACE AND ETHNICITY
The majority of respondents identify as white (52.1%), with the next largest
contingents being those who identify as East Asian (26.2%), and South Asian
(8.3%). 
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FORMAL EDUCATION
A majority of teacher respondents indicated having, at minimum, a
college/university degree (98.4%). 

5.5
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RELIGION

AGE
Respondents
noted that
they come
from different
ages, with the
majority
falling within
the 45-49
age range,
50-54 age
range, and
then jumping
to the 25-29
age range. 

5.6

5.7



MENTAL ILLNESS
A majority of respondents highlighted that they do not live with a mental illness
(73.9%), 18.6% do, and the rest indicated they don't know (7.4%). 

DISABILITY
Respondents noted
that the majority do
not have physical or
mental disabilities, but
a very small number
of those who
responded highlighted
they have either a
physical or mental
disability. 
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"The admin favor certain staff members because of race and colour, by giving into what they

want and need. I have had to move my classroom multiple times because a staff member wants

a certain room. "

"I feel like, when doing the same or more work of the same calibre as compared to my white or

male colleagues, they get noticed and commended more than me by supervisors and families

(parents)."

5.8

5.9



Lived & Witnessed Experience
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TEACHER EXPERIENCES

~15% "Being ignored or dismissed when you raise a point"
"Feeling like you’re being gaslighted"

of teachers experienced, at least a few times a month:

~20% "Feeling like you have to be careful about how you dress or
present yourself"
"Feeling like you can't speak up about things you experience"
"Someone mispronouncing your name"
"Feeling like your personal and/or professional boundaries are
being pushed"
"Feeling anxious about being in a room with certain people"

of teachers experienced, at least a few times a month:

6.0



Lived & Witnessed Experience
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"Sometimes I feel like there is an unspoken rule about what women are and are not

allowed to wear to work, even though there have been changes to business acceptable

fashion through the years.  "

6.1

6.2



Lived & Witnessed Experience
Experiences lived are also witnessed. More than half (52.8%) of teacher
respondents witnessed at least a few times a month "Hearing insensitive jokes
about another community". Nearly half (48.8%) witnessed "Someone being
ignored or dismissed when they raise a point" at least a few times a month, and
about 41% witnessed "Someone being ignored or dismissed when they bring up
topics related to exclusions and/or inequities" and "Someone being treated with
less respect than others".

"Parents judging me because I look "too young to be a teacher"; colleagues calling me by

the wrong name because another female Asian colleague and I apparently "look the

same"."

"Have been told that hard to pronounce names shouldn't be in textbooks, have been

questioned why I am teaching about discrimination against only specific groups of people

and not all people (including white people), have been the only POC in a large staff group"
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6.3



Inclusion and Belonging
Feeling included and like you belong in a space looks different for everyone, but we
asked teachers in Richmond Schools what that might be for them and got some
varying responses. 

Seeing themselves represented in leadership
Feeling like Richmond Schools are inclusive to them 
That the Richmond schools' values match their own 
They feel respected by leadership 
A lot of people have similar identities and experiences to them 
They feel comfortable talking about their culture or background with others in
the school district

From the statements on experience, the following had the highest neutral, disagree
and strongly disagree:
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6.4

6.5



Reporting an Incident
Conflict is inevitable in school settings, but teachers often experience varying levels
of conflict from different areas and avenues. From working with students to parents,
and working with different administrators, the data below provides an
understanding of conflict in Richmond Schools from the perspective of teachers.

I felt confident my issue would
be dealt with (40%)
The reporting process was
clear, simple, and accessible
(33%)
The resolution was acceptable
to me (32%)
It was clear to me how to
report the incident (31%)
The issue was dealt with in a
timely manner (31%)

The following statements had
teachers giving the most disagree
and strongly disagree responses:
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6.6

6.7



Evaluating Bias
Everyone has bias. It's a tendency to lean more toward or against something. We
asked teachers to rate their agreement with the following statements.

"I realize you’re not addressing ageism but as a retired TTOC it is sometimes assumed that

we are unable to use technology or are not open to learning “new” teaching methods."

"...I think the mistreatment is mostly due to differences in age. I notice many times, senior

teachers don't listen to the ideas of the younger teachers. "
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~50% "Older people can't learn new technology"
"The government gives too many handouts to certain groups"

of teachers agreed or strongly agreed with the statement:

6.8



Evaluating Bias
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6.9

~50% "I don't see race or colour"
of teachers agreed or strongly agreed with the statement:

~50% "Some races are naturally fitter"
"Some races are naturally more intelligent"

of teachers agreed or strongly agreed with the statement:

HOWEVER



Evaluating Bias

We see polarized results from teachers in Chart 7.0

DEI AUDIT REPORT / PAGE 62

~90% "Someone's sexuality should not be cause for workplace
discrimination"

of teachers agreed or strongly agreed with the statement:

~50% "There are only two genders"
"'Pride' is a form of propaganda"
"The singular 'they' pronoun is grammatically incorrect"

of teachers agreed or strongly agreed with the statement:

HOWEVER

7.0

"I feel the most uncomfortable about my sexual orientation, and being openly myself, as I

have heard a lot of negative comments about SOGI in the school community and I do not

feel that the District is doing enough to visibly stand by the LGBTQIA+ community.

"Even with very clear markers of personal pronouns (email signature, pronoun pins) 

they are always ignored."



Ratings and Value Statement
To better understand what teachers think of the Richmond School District's
commitment, we asked them for their perspectives on several topics related to
Justice, Diversity, Equity, and Inclusion (JEDI) work.

"When I have worked collaboratively with male and/or white colleagues, they are

addressed as the leaders of the group and I’m often left out (missed on email

communication, not addressed at all) even if I’m doing more of the work or working twice

as hard. I’m often relegated to secretarial type tasks like note taking or keeping

everyone’s calendars or keeping track of paperwork. "
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~20% "The Richmond School District uplifts marginalized communities"
"The Richmond School District is actively working against
systemic oppression"
"The Richmond School District is a safe space for people to speak
up about their experiences of discrimination"

of teachers disagreed or strongly disagreed with the statements:

7.1



Ratings and Value Statement
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~36%
"Codeswitching"

of teachers don't know
what the following
terms mean:

~18%
"Intersectionality"

of teachers don't know
what the following terms
mean:

~16%
"Allyship"

of teachers don't know
what the following terms
mean:

7.2

~26%
"Codeswitching"

of teachers have only
heard of what the
following terms mean:

~25%
"Intersectionality"

of teachers have only
heard of what the
following terms mean:

~18%
"Allyship"

of teachers have only
heard of what the
following terms mean:



Administration,
Managerial, and
Support Staff



Demograhics
Administrative and Support Staff are often the most front-facing staff of the
District, and we want to better understand who they are so that we can strategize
to better support them.

HOW LONG HAVE THEY WORKED HERE?
The majority of respondents noted
that they've been at the school
district from one year to five years
(34.4%), with the next largest
contingent being at the district for
over 20 years (25.1%). 

RACE AND

ETHNICITY
The majority of
respondents
identify as white
(48.2%), with the
next largest
contingents being
those who identify
as East Asian
(30.4%), and
South Asian
(7.8%). 

GENDER IDENTITY AND SEXUAL ORIENTATION
The overwhelming majority of respondents identified as cisgender (56% cisgender
men; 43.3% cisgender women), with a small percentage (0.5%) of individuals
identifying as genderqueer (ex. non-binary, transgender, etc). The overwhelming
majority of respondents also identified as straight (87.6%), with the next largest
contingent identifying as bisexual (4.2%), and asexual (3.8%).  Respondents also
identified as a range from asexual, demisexual, gay, pansexual, or two-spirit (3.8%). 
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7.3

7.4
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RELIGION

FORMAL EDUCATION
The majority of administrative staff have achieved at a minimum a college or
university degree (88.4%).
AGE

7.5

7.6



MENTAL ILLNESS
A majority of respondents highlighted that they do not live with a mental illness
(80.1%), while 13.4 do, and 6.5% don't know. 

DISABILITY
Respondents noted
that the majority of
them do not have
physical or mental
disabilities, but a
very small number
of those who
responded
highlighted they
have either a
physical or mental
disability. 
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"Our pro D is about racism. Is this really necessary? 

I feel like people are taking this all a bit too far."

"I have been in classrooms where [staff] use slurs and unnecessary consequences for

Black and Indigenous students. "

7.7

7.8



Lived & Witnessed Experience
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ADMINISTRATIVE AND SUPPORT STAFF  EXPERIENCES

~10% "Being dismissed or ignored when you bring up topics related to
exclusion and/or inequities"
"Feeling like you’re being gaslighted"
"Someone mispronouncing your name"
"Being told you are too sensitive"

of teachers experienced, at least a few times a month:

~15% "Being given tasks no one else wants to do"
"Feeling like you are being treated with less respect than others"
"Feeling like you can't speak up about things you experience"
"Feeling like you have to work twice as hard as others to be
appreciated"
"Feeling anxious about being in a room with certain people"
"Feeling like your personal and/or professional boundaries are
being pushed"

of admin & support staff experienced, at least a few times a month:

7.9



Lived & Witnessed Experience
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ADMINISTRATIVE AND SUPPORT STAFF  EXPERIENCES

"All my asian and muslim colleagues feel anxious about being in a room with that specific white

colleague, as well as several others. They are also constantly told that they are too sensitive,

that they should appreciate learning from experienced white EAs, and that they are too quiet.

Their professional boundaries have been pushed with this mistreatment and the fact that the

administration, staff, school, and district never takes their concerns seriously. 

 

"The workplace culture is very toxic and harmful to the safety and well-being of  [racialized

staff]. ... one time [a] supervisor commented about how horrible Chinese doctors are, this was

racially motivated, and made all the other Asian colleagues feel uncomfortable and

disrespected, especially with the rise of Asian Hate during these times. "

 

"Staff going on about First Nations and how many handouts they get. Cause he has a First

Nations friend who tells him that this is the way it is (as if that one person speaks for all First

Nations). How they should be made to work for what they get. It's unfair to the rest of society.

This is done by a person in a position of power so there's little I can say (again behind closed

doors is different than what the public/others see)"

 

"Continual mispronunciation of names or using the wrong name and saying, 

'they all look the same.'"

 

"My manager told me once that they don't trust my co-workers.  Perhaps because they are

assertive and say what's on their minds."



Lived & Witnessed Experience
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ADMINISTRATIVE AND SUPPORT STAFF  EXPERIENCES

~5% "Feeling like a peer is being gaslighted"
"A peer preparing for insults/discomfort before leaving home"
"A peer being told they are too sensitive"
"A peer being told they are too aggressive or too loud/outspoken"
"Someone being left out of social events organized by colleagues"
"Someone appropriating or mocking another culture"

of admin & support staff witnessed, at least once a week:

~10% "Someone feeling anxious about being in a room with certain
people"
"Someone not speaking up about things they experience"
"Someone being treated with less respect than others"
"A peer feeling like they have to work twice as hard as others to
be appreciated"
"Someone being ignored or dismissed when they raise a point"
"Hearing insensitive jokes about another community"

of admin & support staff witnessed, at least once a week:

8.0



Inclusion and Belonging
Feeling included and like you belong in a space looks different for everyone, but we
asked administrative & support staff at the Richmond School District what that
might be for them and got some varying responses. 

 A lot of people in the school district have similar experiences to me (~14%)
 A lot of people in the school district have a similar identity to me (~14%)
 I see myself represented in Management/Administration (~14%)
 The school district feels inclusive to me (~13%)
 I feel I can be open about most of my identity with others in the school district
(~11%)
 I feel comfortable talking about my culture or background with others in the
school district (~9%)
 I feel respected by leadership (~10%)
I feel respected by my colleagues (~9%)

A lot of people in the school district have similar experiences to me 
A lot of people in the school district have a similar identity to me

From the statements on staff experience, the following had the highest responses
of disagree and strongly disagree:

There is a large neutral response to the following statements that requires further
investigation from the District to understand why respondents feel this way:
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8.1



Inclusion and Belonging
Feeling included and like you belong in a space looks different for everyone, but we
asked administrative & support staff at the Richmond School District what that
might be for them and got some varying responses. 
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"Colleague makes disparaging comments about others ideas during meetings and justifies

her actions as being "passionate about students".  Also, actively ignores and is rude in

hallways to particular colleagues."

"I personally have felt like I had to work harder to be noticed for a job in our District"

"There was a staff who would talk negatively about a Muslim mom who was wearing hijab."

8.2



Reporting an Incident
14.6% of administrative & support staff reported an incident of discrimination or
harassment. Of those who reported approximately 28% disagreed or strongly
disagreed with the statements "I felt supported during the process" and "The issue
was dealt with in a timely manner".

I felt confident my issue would
be dealt with
The issue was dealt with in a
sensitive manner
The resolution was acceptable
to me

It is important to note that 15.8% of
administration, and support staff
respondents did not know about
an anti-bullying or respectful
workplace policy at the Richmond
School District. Additionally, the
following statements had about a
quarter (25%) of respondents
disagree and strongly disagree:
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8.3

8.4



Evaluating Bias
Everyone has bias. It's a tendency to lean more toward or against something. We
asked administrative & support staff to rate their agreement with the following
statements, and we wanted to learn their perspectives.
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~50%

"Older people can't
learn new
technology"
"I don't see race or
colour"
"Some races are
naturally more
intelligent"

of administrative &
support staff
respondents agreed or
strongly agreed with the
statement:

8.5

8.6



"White colleagues tearfully centering their experiences of  'Asians being mean to them

because they are blonde' whenever they hear about racism existing."

"An administrator at my school still mispronounces my name after [..] years of working

together. After correcting the admin multiple times, I've given up, but the

mispronunciation still makes me cringe."

Evaluating Bias
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~90%
"Someone's sexuality should not be cause for workplace
discrimination"

of admin & support staff agreed or strongly agreed with the
statement:

~50%
"There are only two genders"
"'Pride' is a form of propaganda"
"The singular 'they' pronoun is grammatically incorrect"

of admin & support staff agreed or strongly agreed with the
statement:

HOWEVER

8.7



Ratings and Value Statement
To better understand what administrative & support staff think of the Richmond
School Districts' commitment, we asked them for their perspectives on several
topics related to JEDI work.
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~10%
"The Richmond School District is actively working against
systemic oppression"
"The Richmond School District is accessible to everyone"
"The Richmond School District uplifts marginalized
communities"
"The Richmond School District has previously undergone a
diversity and inclusion initiative"
"The Richmond School District is a safe space for people to
speak up about their experiences of discrimination"

of admin & support staff respondents disagreed or strongly
disagreed with the statement:

8.8



Ratings and Value Statement

Inclusion (97%)
Diversity (99%)
Equity (94%)
Discrimination (99%)
Harassment (97%)

To better understand what training administrative & support staff have on DEI
topics, we asked for their understanding of the terms shared in the chart below. 

The majority of staff had at least an average amount of knowledge on the terms:
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Codeswitching (60%)
Intersectionality (33%)
Allyship (34%)
Settler colonialism (15%)

There were several admin & support staff that had less confidence (I don't know
what it is) in their knowledge on the terms:

8.9



PART THREE
SURVEY DATA ANALYSIS



Student Survey Data Analysis

Based on the answers shared through the surveys, the following can be
extrapolated from the Richmond School District elementary student experience:

Students that indicated their gender and sexuality are in high school. Elementary
school students were not given the option to indicate their gender and sexuality as
a result of some concerns that students within this age group would not have a
sophisticated understanding of gender and sexuality. It is important to note that
older elementary school students are aware of their gender and sexuality - which
has been expanded upon in the focus group analysis section. 

Majority of students in both elementary and secondary school indicated having 'no
religion', while second to that indicated 'Christianity' or 'Catholicism'. Since a lot of
statutory and recognized holidays revolve around the Christian calendar and are
part of Canadian society, non-Christian holidays may be overlooked in terms of
students getting time off to celebrate or observe sacred practices without missing
class.
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ELEMENTARY STUDENTS

GENDER & SEXUALITY

RELIGION

There are patterns that become apparent when analyzing the data from the lived &
witnessed survey questions. The most prevalent pattern is that a lived experience, is
also witnessed by others. This is important to conceptualize and integrate into
reporting processes, so as to understand the importance of believing and
supporting students who come forward to share their experiences of
discrimination. 

A fifth of the respondents shared that they are sometimes or frequently
experiencing exclusion in their learning environment. Feelings of being excluded
may affect students' overall sense of belonging and ability to concentrate in class.

LIVED & WITNESSED EXPERIENCES



Student Survey Data Analysis
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SECONDARY STUDENTS

GENDER & SEXUALITY

RELIGION
Students in the religious minority experience prejudiced and harmful words against
their religion. Students from Muslim and Jewish backgrounds shared similar
experiences with having their religions discriminated against within the school
district. A respondent to this question wrote their religion is "antisemitic".

RACE

Based on the answers shared through the surveys, the following can be
extrapolated from the Richmond School District secondary student experience:

We can see from the data in Chart 1.2, that majority of high school student
responents identify as cisgender (with cisgender girls making up 37% of the
population). When there is a strong dominant group, those that do not fit in are
more likely to be labelled as "other" and be pushed to the margins with their needs
not being met. All levels of what is considered "neutral", "normal", or "good" are set
by this dominant group as well. 

Chart 3.5 indicates that while a large majority of student respondents understand
that they should not be discriminating against LGBTQ2S+ individuals, there is still
nearly half of the respondents that upholds cis heteronormativity (the normalizing
of heterosexuality (attraction to folks of the opposite binary sex from oneself) as
the default sexual identity, whereby we broadly assume the majority of folks are
heterosexual.) 

Chart 3.6 demonstrates that approximately 48% of secondary student respondents
agreed or strongly agreed with the statement that "Some races are naturally more
intelligent". Approximately 49% of secondary student respondents agreed or
strongly agreed with the statement "Everyone in Canada is treated equally". This
may indicate a lack of honest instruction in the district about race and Canadian
history. Biases such as the ones shared here can foster an environment where
students feel that they are justified in their racial discrimination due to inaccurate
information about race and the history of colonization, discrimination, and slavery
in Canada. 



Student Survey Data Analysis
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SECONDARY STUDENTS

to address racially/culturally insensitive and harmful school cultures
to change the district's culture to better protect and uplift 2SLGBTQ+ individuals
to improve the safety of non-cis men (cis girls, trans, non-binary folks)

There are patterns that become apparent when analyzing the data from the lived &
witnessed survey questions. The most prevalent pattern is that a lived experience, is
also witnessed by others. This is important to conceptualize and integrate into
reporting processes, so as to understand the importance of believing and
supporting students who come forward to share their experiences of discrimination,
as well as the potential impact on the school community

Furthermore, from the responses to these survey questions the following areas of
necessary focus are made clear for the Richmond School District:

LIVED & WITNESSED EXPERIENCES

Former Student Experiences

experienced bullying due to race and sexual orientation
feeling as if sexual harassment being dismissed when reported
distrust in the Richmond School District disciplinary and reporting processes
feeling unsafe and unsupported by school-based adults

The following key themes emerged from former student experiences:

FORMER SECONDARY STUDENT PERSPECTIVES



Additional Themes - Student Survey
Data Analysis

TRIGGER WARNING 
The contents of this section includes references to sexual assault, harassment and
gender-based violence. We recognize that oftentimes, folks that are directly
impacted by this work, are tasked to do the work - please take a moment before
and after reading this section to care for yourself in a way that feels good. 

SEXUAL HARRASMENT AND ASSAULT

An account of sexual assault experienced by a student
Being teased and mocked about experience of sexual assault
Students making and encouraging jokes about rape
Students touching each other without consent, and any efforts to stop this are
dismissed
Protecting people accused of sexual assault
Resistance to report problematic behavior by student and staff, as there is fear
or repercussion and often no follow-through

While analyzing survey responses from students, anecdotes about lived and
witnessed incidents of sexual harassment surfaced.

The following statements were brought forward:

"... [students] in my [school]  make rape jokes and joke about a [specific incident] 😐 I feel really

bad for [the survivor]  and people [continue to protect the person that caused harm]"

"MANY of the kids laugh and make sexual/sexual assault jokes even posting how they want to

rape someone on online"
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Cultures of normalizing sexual harassment exist within the District. This creates an
unsafe environment where predatory behaviour and non-consensual experiences
occur. Interrupting this behavior, and changing the culture around how sexual
assault is viewed is critical to the safety of students. Training all District staff on
trauma-informed, and survivor-centric approaches to dealing with sexual assault
is highly encouraged.

It is important to note this behavior is translated online as a form of cyberbullying.
This can be emotionally damaging, impact ones' mental health, and lead to tragic
consequences. Currently, students reported they don't feel safe to report these
incidences, and it's imperative to create an accountability process to ensure all
reports are taken seriously and people harmed are given the support and care
needed. 

Additional Themes - Student Survey
Data Analysis

DEI AUDIT REPORT / PAGE 84



Parent Survey Data Analysis
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RACE & RESISTANCE TO DEI WORK

Based on the answers shared through the surveys, the following can be
extrapolated from the Richmond School District parent experience:

Several white parents feel that the conversations surrounding discrimination
and racism "have gone too far" 
Marginalized parents are calling for the Richmond School District to take further
action.

The data (chart 4.3) and parent anecdotes demonstrate that there are opposing
beliefs voiced by parents in the Richmond School District. 

the terminology used.
wondering about bias against Europeans.
how Richmond is mostly first generation settlers to Canada.
feeling offended.  

While many parent respondents agree with the sentiment that the District values
diversity and inclusion, it is important to note that several parents – the majority of
whom identify as white – have been quoted stating their discomfort with diversity
and inclusion work. These statements include comments and questions about:

Almost half of the parents (~40-45%) were unsure about the Richmond School
Districts' commitments to address issues such as code-switching and tokenism. 
This creates a serious lack of safety for students who interact with parents in school
spaces and events. It is unsafe for First Nations students to have parents attending
school events who are dismissive of the harm caused by settler colonialism. The
responsibility of the Richmond School District is to keep their students safe and
educating parents will be necessary work to create safer school spaces.



Parent Survey Data Analysis
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EVALUATING BIAS
As seen in Chart 4.9/5.0/5.1, when parents were asked questions about things such
as discrimination being an issue in Canada, respondents mostly agreed with
statements, however when asked if they agree with statements of deeper nuance,
there lies some bias on the basis of cissexism, racism, and difficulty finding nuance.

An area of concern is that almost half of respondents answered that "A lot of
sexual harassment stories are made up" (44%).

For instance, the majority of respondents agreed that "everyone in Canada is
treated equally" (72%), however, this is contrasted with a large contingent also
stating that they do not agree, which can be rooted in understanding and
evaluating systemic racism. Another topic of concern lies with the statement "there
are only two genders", in which a large proportion of respondents also stated that
their agreement with the statement (51%), while we understand that gender is a
spectrum. Biases can affect how their children interact with and treat other
students.

RESISTANCE TO THIS WORK

When people say that changes have gone too far the "other way"
When people worry that changes to the status quo will be harmful

When people state that calls for accountability is an injustice and
marginalization of the dominant group

This work is uncomfortable and where there is discomfort, resistance can arise.
Resistance may be from fear and anxiety about change. Having awareness of
what points of resistance exists within the District, and working through them
respectfully is the only way this work is going to be successful at making long-term
changes. Points of resistance that emerged in particular are comments (written
and verbal) that:

Dismiss change

Equate hurt feelings to systemic oppression



Through statements that assert "Richmond is mostly first generation Canadians"

Community members questioning the expertise and legitimacy of the process
and selection of the Consulting firm and its consultants. This presented itself in
emails sent to the District and the consultant. 

Fear of change; maintaining the status quo
Lack of awareness, resources, and support 
Not being personally affected by racism and discrimination
Fear of losing power
Guilt or shame; associated with evaluating one's own behaviors and past
harms caused

Desires to homogenize

Attempts to denigrate* DEI consultancy

This behaviour is harmful and can contribute to an environment where people are
scared and intimidated to speak up against discrimination and oppression.
Furthermore, examples of cyberbullying have become a rapidly growing form of
harassment amongst students, leading to devastating outcomes. 

While one of the ways resistance can be dealt with is through education,
knowledge alone may not be enough. The District should be in constant
conversation with staff, students and parents and deal with points of resistance as
they arise and focus on finding out the reason behind the resistance, to encourage
dialogue.

Some reasons for resistance can include:

It is important that leaders are championing this work, and *calling-in resistive
behavior. By modelling how resistance can be explored and how beliefs and views
can shift, staff, parents and students can trust that this important work is being
taken seriously by the District. 

*Denigration: Denigration is a form of cyberbullying that involves posting or
sending defamotory information about someone. 

*Call-in: A call-in is a consensual invitation to a conversation to explore behavior
that may cause harm (especially to folks in marginalized groups). It is different
from a call-out, as it doesn't intend to shame or publicize this behavior. A call-in
allows for long term sustainable changes, creates a safe environment, and
preserves one's dignity. 
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Teacher Survey Data Analysis
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RACE
Chart 5.5 showcases that the percentage of teacher respondents who identify as
white more than doubles that of student respondents who identify as white. It is
helpful for all students to see themselves and their identities reflected in authority
positions.

RELIGION
Chart 5.6 shows that respondents identified from a variety of different faiths,
making an extremely diverse group. This may mean consideration needs to be
given to how events and meetings are scheduled.

AGE
There are some major differences in distributions at the ends of the spectrum for
age of teachers in the Richmond School District who responded to the survey. It's
worth noting that there could potentially be a clash between new ideas and more
traditional methods of teaching. In addition, given the COVID-19 pandemic, older
teachers may need more support in online learning. 

There is a clear trend revealed by the data in Chart 6.9.

While the overwhelming majority of teachers (~95%) agreed or strongly agreed
with the statement "Discrimination is a problem in Canada" there appear to be
several unconscious biases maintained by these same teachers. This can be seen
by the fact that half of the teachers (~50%) agreed or strongly agree with the
statements "Some races are naturally fitter" and "Some races are naturally more
intelligent". It is also of concern that half of the teachers (~50%) agree or strongly
agree witht the statement "I don't see race or colour". 

This indicates that while teachers are aware of the importance of diversity (~90%)
agree or strongly agree with that statement - they are unaware of how they hold
privilege and bias, and how that privilege and bias may affect their interactions
with students.

EVALUATING BIAS

The fact that over a third of teachers are unaware of important inclusive
language terminology indicates a lack of training on the differing experiences of
their students. Terms like "Intersectionality" and "Allyship" not being discussed
shows that many teachers are unaware of how privilege and power can impact
marginalized students.



Administrative & Managerial Staff Survey
Data Analysis
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RACE
Chart 7.4 shows that the percentage of administrative staff who identify as white
more than doubles that of students who identify as white. 

RELIGION
Chart 7.5 shows that respondents identified from a variety of different faiths,
making an extremely diverse group. This may mean consideration needs to be
given to how events and meetings are scheduled. 

Chart 7.6 shows that the majority of administrative and support staff are older than
40 years of age (84.5%). This is a contrast to the younger generation of teachers
being hired, which may require attention to potential communication gaps.

AGE

Similar trends to what was observed  for teachers within the district were
observed for administrative, managerial, and support staff. 

The fact that over two thirds of staff are unaware of terms like "codeswitching"
indicates a lack of training on the differing experiences of their students. A third of
staff were unaware of terms like "Intersectionality" and "Allyship" which may show
that many staff are unaware of their privilege and how they have power in the
school lives of marginalized students and colleagues.

EVALUATING BIAS



PART FOUR

FOCUS GROUPS



Overview

Two secondary school students focus groups 
One elementary school students focus group 
Two secondary school teachers focus groups
Two elementary school teachers focus groups
Four parents focus groups
One School-based support staff focus group
One Facilities and Maintenance focus group
One HR, Payroll, and Finance focus group
One Learning Services, Continuing Ed, International Ed, Welcome Centre,
Settlement Workers, and Cultural Interpreters focus group
One School Administrators focus group
One Managers focus group
One Executive and Senior Staff focus group

As part of the qualitative work done for School District 38, Bakau Consulting was
contracted to complete 18 focus groups with several stakeholder groups within the
school district environment. These focus groups centred around the topics of
engagement with the school district, its employees and teaching staff, and
students, exploring the relationships within and the power dynamics there, and
providing background knowledge on these experiences through the use of personal
interviews. As these focus groups represent an even smaller sample, the purpose
of them is to identify additional trends within the quantitative data through this
storytelling. Additionally, overarching themes emerged and are presented  so that
greater understanding can be determined across the groups and provide a means
of tackling changes.

The relevant stakeholder groups were identified by Bakau Consulting and the
District and contained up to 30 participants each. A member of the District staff
was present for all sessions, unless asked to leave anonymously by participants, in
order to fully express their views. This did not apply to student and parent sessions.
The focus group session consisted of: 
 

This summary will highlight overarching trends from all sessions, including
stakeholder specific themes. The summary is grouped into Students, Parents,
Teachers, and Administration, Support, Managerial and Senior Staff.
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OVERARCHING TRENDS

Discomfort having these conversations
Lack of training and education for all staff
The need to be student centered/directed
Concerns about performative actions
Lack of representation in hiring
A sense of disconnection
Lack of accountability/proper feedback channels

Guiding questions and conversations centred around specific accounts but broad
topics concerning experiences of stakeholders, accountability process, desires for
change, and next steps. This section highlights trends that were present in a
majority of the focus groups. When asked about current conditions and the
District's commitment to Justice, Diversity, Equity, and Inclusion, the following were
highlighted:

DISCOMFORT

TRAINING AND EDUCATION

STUDENT CENTERED AND LED INITIATIVES

Participants of the focus group noted that advancing DEI is a stated priority for the
District. However, when conversation related to DEI, discrimination, or injustice are
brought up, it was expressed that some people in the dominant group are
uncomfortable. This leads to people not wanting to "rock the boat", hence creating
a barrier to having conversations and dialogue around DEI commitments.

Across all focus group sessions, there is an understanding that all stakeholders
need more education and training on topics related to DEI. Given the rising social
media influence, it appears that most students are gaining their knowledge on
these issues online, as opposed to school. Teachers and parents both feel ill-
resourced to be able to further theirs and their students knowledge on DEI related
issues and global events.

In conversation with focus group participants, there were sentiments shared
around students being left out of the conversation. Given that the district's priority is
serving its students, efforts made to include student voices, and student-led
initiatives have either fallen short or not existed so that students don't feel they
have a real voice in the conversation. Focus group participants feel the behaviours
and values the district is trying to cultivate will have more buy-in if students felt a
sense of ownership and leadership in their efforts. 
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LACK OF ACCOUNTABILITY 

DISCONNECTION

LACK OF REPRESENTATION

PERFORMATIVE ACTIONS
In line with sentiments shared about the District being committed to DEI and related
initiatives, there was a strong sense that these actions have lacked follow-through
or sustainable outcomes. Feedback offered in the focus group sessions highlighted
that the District does a land acknowledgement, releases a statement for different
global incidents, celebrates Pride month, honours Black History Month, and much
more. However, these periodic acknowledgements have not yet translated to
sustainable actions. Some stakeholders with marginalized identities articulated that
they continue to face discriminatory actions within the District and feel there has
been no recourse.

Feedback regarding the perceived lack of representation at the District level was
shared in most of the focus group sessions. It was highlighted that the executive
and senior staff demographic is not gender or racially diverse. There were also
sentiments shared around the lack of diversity within the school administrative staff
- which leads most focus group participants to feel that issues concerning DEI are
either not taken seriously or prioritized. 

Non-school based departments are not included or encouraged to participate
in the Districts Pro-D efforts, which mean some educational opportunities are
not presented to them
Some teachers would like to know what initiatives other schools are piloting to
supplement curriculum and deepen understanding of some of these topics.

Most focus group participants shared feelings of disconnection across
departments. DEI initiatives require buy-in from all stakeholder groups, however
some groups are either unaware of the efforts of others, or are not included in
certain opportunities. Some of the examples given are:

The perception of a lack of accountability process was at the centre of the
feedback received from all focus group sessions. When incidents occur, there isn't
a clear understanding of the process to follow, except for reporting it to a
supervisor or manager. Oftentimes, the outcome of reporting leads to the person
harmed leaving the environment. In addition to this, feedback from stakeholders
regarding their experience within the District is not solicited often, which means that
incidents go unreported.
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Students

Inappropriate/offensive comments, disguised as jokes
Lack of accountability
Lack of brave/safe saces

In conversation with students, the following issues resonated for those both in
elementary and secondary school. 

INAPPROPRIATE COMMENTS

LACK OF ACCOUNTABILITY

LACK OF BRAVE/SAFE SPACES
Participants in the student focus group session also highlighted the lack of spaces
to have these conversations. They mentioned being excited at the opportunity to
be in a focus group discussing these issues, and would like for spaces like that to
be created and facilitated on a regular basis. In addition to this, there was mention
of limited gender neutral spaces in schools. Folks that do not identify with the
gender binary feel forced to present a certain way to fit the narrative of who should
be using allocated spaces, or restricted to using (oftentimes) one designated
space. 

In line with students' experience of offensive comments being dismissed as jokes,
there was a strong sense that staff members were not taking these incidents
seriously or realizing the harm inflicted. Students are aware that staff members are
supposed to intervene when harmful comments are made between students,
however students reported that frequently that does not occur, and students don't
feel comfortable reporting to an adult.

When asked about current conditions and their lived experience in their schools,
most students shared anecdotes of their lived and witnessed experiences of
another student using a slur or making an offensive remark - typically based on
one's marginalized identity. These incidents are often dismissed as jokes by
teachers and administrators. However, this behaviour continues and the students
being harmed are forced to dismiss it, as their efforts to report it were not taken
seriously.

"When [school adults] are at the school for a while, they think it’s ok for them to say things -

[school adults] should be given resources and training by the school to help them." 
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Parents

Lack of resources to support students
Limited feedback loop to the District
Current PAC structure creates barriers for some parents

In order to reach as many parents as possible, four focus group sessions were
offered, with some occurring on the weekend, and at a variety of times to provide
as much accessibility as possible. In these conversations, the following issues were
highlighted:

LACK OF RESOURCES
In conversations with parents, feedback received centred around the lack of
resources for parents to support their students in topics related to DEI. In addition to
this, there was mention that most materials brought home from school are in
English, which is not inclusive of parents that are fluent in other languages. Parents
feel the District should involve them as they continue to further their commitment to
DEI. It is imperative that parents are made aware and educated on these topics. 

LIMITED FEEDBACK LOOP

PAC STRUCTURE

Parents present at focus group sessions feel there aren't enough channels to
provide feedback to the District. Currently, a parents' point of contact is school
personnel, however if the school personnel has been identified as being complicit
in harm caused, this doesn't leave enough options for parents to resolve the issue
to their satisfaction. In addition, most parents stated that students fear
repercussion if a complaint was escalated. This causes the parents to feel they are
not able to bring the complaint forward, so as not to put students in further harm.

A majority of parents in the focus group sessions mentioned the current PAC
structure creates barriers for parents in a certain group. Some parents stated they
feel intimidated and discouraged by PAC politics and so do not join or attend
meetings. Additionally, they stated they feel the issues brought forward by the PAC
center the loudest voices in the room, who are often not racialized and of a higher
income bracket. It was also mentioned that PAC meetings and correspondence
are typically in English, which excludes parents that are fluent in other languages. 
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"When I look at the question, do you feel like your opinion is valued? I would say no,

because I don't think that there are invitations for those opinions. I don't think that there

are clear processes or invitations or measures that invite parents to the table to talk about

issues of equity and inclusion. "



Teachers

Lack of support from school administration to incorporate DEI
Insufficient Professional Development (Pro-D) days for social justice issues
Lack of consistency within/between schools

In conversation with teachers, the following issues resonated for both elementary
and secondary school teachers

LACK OF SUPPORT
Participants in the focus group sessions for teachers shared they feel unsupported
by school administrators with regards to infusing curriculum with DEI initiatives. This
also extends to feeling unsupported by the District when students' parents are not
in support of the materials being taught. Teachers are hesitant to upset parents,
which impacts the topics they discuss and how in-depth it goes. 

INSUFFICIENT PRO-D DAYS

LACK OF CONSISTENCY

During the conversation, teachers shared more training and education on DEI
related topics was needed to further the District's commitment. It was mentioned
that current Pro-D day offerings do not cover topics necessary to advance the
District's commitment to DEI. There was also mention that when these topics are
presented at Pro-D days, it is made optional. This allows for people to opt-out of
learning new ways of being more inclusive in their classrooms and interactions with
students. (Ex. refusing to honour they/them pronouns).

Since focus group sessions included teachers from a variety of schools, it was
noted that DEI efforts were not consistent across schools. Teachers are expected to
figure it out, without guidance or structure from the District. This creates an
environment where every teacher is doing something different in their classrooms,
or not at all. This lack of consistency can also be attributed to the lack of safe and
brave spaces to have conversation related to DEI and what teachers can do to
support their students, each other, and supplement curriculum. 

DEI AUDIT REPORT / PAGE 96

"Like others have said, representation matters. And I think that commitment to learning at

all levels matters. Because if somebody is just passively resisting, or just shutting out any

learning about diversity, equity inclusion, there's no accountability for that."



Learning Services, School-based Support,
SBO and District Staff

Insufficient resources for neurodivergence
Lack of cultural understanding
Feeling unheard, and suggestions are not valued

INSUFFINCENT RESOURCES FOR NEURODIVERGENCE

LACK OF CULTURAL UNDERSTANDING
The District was identified as having a considerable number of new immigrant
students and families. However, participants felt this reality is not embodied in the
classroom and programming. Sentiments shared reflected that teachers were not
made aware of the various cultures the students represent, and this can result in a
disconnect and/or insensitive remarks made. In addition, there was mention that
the impact of some sacred and faith-based practices on students are not taken
into consideration when assigning coursework and in the overall curriculum (for
example: Fasting for Ramadan and possible effects of that on students).

SUGGESTIONS NOT VALUED
Participants in these focus group sessions shared that some suggestions, and
feedback brought forward to administrators and senior staff are often unheard,
and not actioned. This has created a sense of feeling unvalued - ex: EA's not often
included in conversations about students needs, especially during transition
periods. 

This section is inclusive of focus group conversations with school-based support,
Learning Services, and SBO, and District based staff. 

In these focus group sessions, sentiments around the lack of resources for inclusion
of all learners in the classroom were shared. Participants mentioned that students
needing more attention or care were looked at as "difficult", and inclusive learning
training opportunities were not made mandatory for teachers. Furthermore,
students living with a variety of learning disabilities are not as outspoken about
their needs, which causes them to be unheard and unaddressed.
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"more training , more learning  about other cultures or learning about  barriers, don't assume.

[ex:] we have refugee families, based on the experience you have with one family, that [doesn't]

mean that all the refugee families are the same  or have the same experiences or wishes, like

don't assume."



Administrative, Tech, Managerial, and
Senior Staff

Training for all 
Lack of direction and clear guidelines
Courageous conversations

TRAINING FOR ALL

LACK OF DIRECTION  AND CLEAR GUIDELINES
Facilities and tech staff, managers, and administrators noted a lack of guidance
from the leadership team. While folks in the executive and senior staff session
shared that while commitment to furthering DEI is steadfast, there aren't clear
outlined priorities, with deliverables and action plans. 

COURAGEOUS CONVERSATIONS
In addition to sentiments shared around lots of discomfort that arises when
conversations around social justice topics are brought up. There was an emphasis
on lack of skills needed to have courageous conversations with all stakeholders,
especially when an incident occurs. 

This section is inclusive of focus group conversations with managerial, executive,
tech services, and administrative staff. 

While there was a general understanding that more training and educational
opportunities are needed to further the District's commitment to a more inclusive,
equitable and diverse environment; it was made clear in these sessions that
educational opportunities are prioritized for teachers and not all departments of
the District. There was a sense of exclusion from partaking in Pro-D days to further
ones' understanding and having shared language around social justice
terminology. 

 "I think we all need some significant tools, especially as school based leaders to engage not

only ourselves and within our groups, towards those conversations, but certainly those that we

lead. So training is a place I think that obviously, is a big focus so that we can start having those

important conversations" 
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When focus group participants were asked "In an Ideal world, what would an anti-
oppressive school/workplace look and feel like", the following summarizes
sentiments shared. 

Desires for Change

Decolonization
Resource allocation
Accountability Process
Building connection across departments
Student-led initiatives
Education opportunities

DECOLONIZATION

"..what are we ceding back?" was a question posed by a focus group participant. In
conversation with focus group participants, it was stated that making a
commitment to justice and inclusion within the District means seeking out and
embedding Indigenous ways of knowing into the curriculum. An example shared
was including story telling into the curriculum, where Indigenous people can teach
history, culture, and practices to students and teachers. It was also noted that
doing this well will include further conversations with Indigenous communities,
organizations, and consultants in the hopes that this approach will be different
from what currently feels disjointed and not in tune with Indigenous peoples. 

RESOURCE ALLOCATION

Resourcing for more Pro-D days that specifically focus on social justice topics.
Resources that support creative ideas as part of classroom initiatives.
Resourcing for spaces to have these conversations in a safe and non-
judgmental environment. 
Hiring specific roles dedicated to DEI initiatives in the District as a way of
prioritizing this work.

To further the District's commitment to DEI work, participants identified that
resourcing plays a huge role. Specifically noted were: 

"Change curriculum and acknowledge the contributions made to education by people of colour

and Black folks."
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EDUCATION AND TRAINING OPPORTUNITIES

STUDENT-LED INITIATIVES

BUILDING CONNECTION ACROSS DEPARTMENTS

ACCOUNTABILITY PROCESS
In all focus group sessions, participants stated there was no accountability process
in the District in relation to reporting an incident of discrimination. It is also difficult
to obtain information about DEI initiatives. Given the emotional stress it causes for
one to bring forward a complaint or report an incident, it is important to honor and
acknowledge that, by following through and ensuring the outcome is transparent,
and centers the person harmed by actions reported.

Participants recognized that living through a pandemic for the last (almost) two
years has definitely caused a strain in feeling connected. However, there have been
feelings of disconnection before that. Actively building a connection across
departments not only fosters feelings of belonging, but allows for people to share
initiatives or resources that have contributed to furthering DEI work in their teams. It
maximizes interpersonal relationships, and can yield desirable outcomes.

To support embodied behavior by students, it is important to seek student
guidance and leadership on DEI initiatives. Participants in some focus group
sessions shared that students are more inclined to model behavior they see
championed by other students. Another suggestion made was to have
"ambassadors" for different initiatives in order to facilitate more buy-in from
students. It was stated that it is also important to compensate students for their
time and labor supporting the District with initiatives like these. Ex: school or
volunteer credit. 

Feedback that was overwhelmingly unanimous is that training is required for all
stakeholders in the District. It was identified that current training options and Pro-D
days are teacher-centric. However, if the District would like for DEI to be embedded
into all facets of operation, there needs to be more training options for everyone -
including parents and external community members. These can be delivered
through webinars, workshops, storytelling events, cultural celebration events, etc. 
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"We don't have to reinvent the wheel, our indigenous peoples are guiding us. We just have to be

open to it"



When focus group participants were asked "What should the next steps be/priority
in actioning the recommendations brought forward in this report", the following
summarizes feedback received from all sessions. 

Moving Forward

Transparency
Action and momentum
Safe and Brave spaces
Reporting outcomes and measurable feedback
Maximizing existing resources

TRANSPARENCY
An overwhelming number of people stated that transparency about the outcomes
of this audit report is necessary as a first step in actioning some of the
recommendations highlighted. They shared that as members of the District
community, they would like to be kept informed about the findings in the report and
recommendations made. Furthermore, they mentioned that consistent updates
from the District's DEI Committee is necessary in keeping momentum and
upholding accountability. Various stakeholder were not aware of the committees
objectives, findings, or direction, and found this concerning. They would like to feel
like a part of the process at every step, and not just in the initial stages. 

ACTION AND MOMENTUM

SAFE AND BRAVE SPACES

Participants of the focus group sessions identified that a way forward, and part of
the next course of action should be embodied behavior, and momentum from the
leadership team. As this work meets resistance from various stakeholders, it is
imperative that the leadership team is championing the changes the District wants
to actualize. 

Creating safe and brave spaces to have this conversation was a need identified in
various sessions. A lot of participants mentioned that it was their first time
engaging in a conversation about furthering DEI within the District, and more
spaces to have this conversation in a safe and non-judgmental way would be
beneficial to furthering the District's commitments and yielding desirable outcomes.
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REPORTING OUTCOMES AND MEASURABLE FEEDBACK

MAXIMIZING EXISTING RESOURCES

In support of transparency and consistent feedback from the District to its
community members, participants of the focus group identified that including
outcomes and measurable feedback in these updates will help community
members with understanding work underway, and also provide a sense of
direction. This instills faith and trust, as there is currently a sense of doubt that there
will be follow-through and actionable outcomes from this work and audit process. 

Participants in most focus group sessions identified that the District has existing
resources and structures that can be utilized to further their commitment to DEI.
Instead of reinventing the wheel, which can sometimes lead to a stall or de-
prioritization of the process, folks suggested that the District maximize its already
available resources to further and deepen this work. 

"Educate staff and providing a space for staff to go and talk about these things "

"Reparations and Landback as part of school initiatives"

"I think we need a lot more trauma informed education, as well as those resources"
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PART FIVE
Overall Summary



Report Summary
We have presented you with an overwhelming amount of information. In this
section, we hope to highlight and streamline some recommendations. 
This is by no means an exhaustive list - please read the entire report for added
nuance and other recommendations. 

Diversity & Cultural Competency Training

Address Discrimination and Active Harm

Incorporate Student-led Initiatives

Address Sexual Assault Reporting

Create Safe and Brace Spaces

Create an Accountability Process

Frequent and compounding training on DEI work can assist everyone in
understanding their biases, knowledge gaps, and how they play a role in improving
everyone's experiences in the district.

Folks with marginalized identities have identified that they have been discriminated
against in the District on the basis of their identity. It is important to take these
displays of harm seriously, with action steps to mediate them. 

Accountability is a key component of this work. Creating a process that centers
those harmed, that is clear, transparent and accessible to all, will allow for this work
to be long-term and sustainable. 

The District serves its students, parents and communities. It is important to involve
students in initiatives to promote a safe and more inclusive environment. This also
creates a sense of ownership and cultivates youth leadership.

There are serious allegations about students who have experienced sexual assault
while attending Richmond schools. These students do not feel that they can safely
report this to the administration and staff. Changing the general culture around
how sexual assault is viewed is critical to the safety of students. Training staff on
trauma-informed and survivor-centric approaches to dealing with sexual assault is
encouraged. 

Through survey and focus group responses, we heard the District is not a safe
space for all - especially when reporting an incident of discrimination, and having
difficult or courageous conversation. This must be addressed with process created,
and embodied behavior from leadership.
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PART SIX
Resources



Resources & Readings 
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BC Human Right's Clinic: Harassment

WorkSafe BC: Bullying & Harassment

Courageous Conversations: Achieving Equity

Toolkit for Developing a Diversity and Inclusion Strategy

Does Teacher Diversity Matter in Student Learning?

All the Ways Hiring Algorithms Can Introduce Bias 

GENERAL

Culture Fit vs Values Fit: A Look from Diversity 

A Teacher Mispronouncing a Student's Name Can Have a Lasting Impact 

StopBullying.gov/bullying/effects 

Decolonization in an Educational Context 

Creating an Equitable, Diverse and Inclusive Research Environment: A Best
Practices Guide for Recruitment, Hiring and Retention
The Insidiousness of Unconscious Bias in Schools 

Tips for Community Consultation
The White Saviour Industrial Complex

Reclaiming Abuelita Knowledge As A Brown Ecofeminista

Emergent Strategy: Shaping Change, Changing Worlds

ANTI-RACISM

Examples of Racial Microaggressions

The Long-Run Impacts of Same-Race Teachers

How Racism Harms Children 

Physiological & Psychological Impact of Racism and Discrimination

NYC Kids Get Some Holidays Off but Not Others. Why Not Give Students
Personal Days For Their Celebrations Instead?

https://www.bchrc.net/harassment
https://www.worksafebc.com/en/health-safety/hazards-exposures/bullying-harassment
https://amzn.to/2WOOb1D
https://ccdi.ca/media/1075/20140910-ccdi-report-di-strategy-toolkit.pdf
https://www.nytimes.com/2018/09/10/upshot/teacher-diversity-effect-students-learning.html
https://hbr.org/2019/05/all-the-ways-hiring-algorithms-can-introduce-bias
https://hbr.org/2019/05/all-the-ways-hiring-algorithms-can-introduce-bias
https://fairygodboss.com/articles/why-your-diversity-policies-are-helping-white-women-not-minorities
https://www.linkedin.com/pulse/cultural-fit-vs-values-look-from-diversity-f%C3%A1tima-salas-?trk=public_profile_article_view
https://www.linkedin.com/pulse/cultural-fit-vs-values-look-from-diversity-f%C3%A1tima-salas-?trk=public_profile_article_view
https://www.pbs.org/newshour/education/a-teacher-mispronouncing-a-students-name-can-have-a-lasting-impact
https://www.pbs.org/newshour/education/a-teacher-mispronouncing-a-students-name-can-have-a-lasting-impact
https://www.stopbullying.gov/bullying/effects
https://www.stopbullying.gov/bullying/effects
https://www.uvic.ca/research/centres/youthsociety/assets/docs/briefs/decolonizing-education-research-brief.pdf
https://www.uvic.ca/research/centres/youthsociety/assets/docs/briefs/decolonizing-education-research-brief.pdf
https://www.chairs-chaires.gc.ca/program-programme/equity-equite/best_practices-pratiques_examplaires-eng.aspx
https://www.chairs-chaires.gc.ca/program-programme/equity-equite/best_practices-pratiques_examplaires-eng.aspx
https://neighbourhoodartsnetwork.org/learning-room/how-to/tips-for-community-consultation
https://www.theatlantic.com/international/archive/2012/03/the-white-savior-industrial-complex/254843/
https://www.autostraddle.com/reclaiming-abuelita-knowledge-as-a-brown-ecofeminista-213880/
https://amzn.to/2I3KGjH
http://ftp.iza.org/dp10630.pdf
https://www.health.harvard.edu/blog/how-racism-harms-children-2019091417788
https://www.health.harvard.edu/blog/how-racism-harms-children-2019091417788
https://www.apa.org/pi/oema/resources/ethnicity-health/racism-stress
https://www.the74million.org/article/adams-nyc-school-kids-get-some-holidays-off-but-not-others-why-not-give-students-personal-days-for-their-celebrations-instead/


Resources & Readings 

DEI  AUDIT  REPORT  /  PAGE  107

Main Barriersto Education  for Students with Disabilities 

16 Recommendations for Accessibility

This Is Disability Justice

DISABILITY

3 Examples of Everyday Cissexism

Here Are 20 Examples of Cissexism That We’ve Probably All Committed at
Some Point

Mayo Clinic - Children and Gender Identity: Supporting Your Child

Two Spirits, One Heart, Five Genders 

GENDER & SEXUALITY

Gender Diversity Alone is Not Enough

University of Winnepeg, Rise, Terms 

5 ways that queerphobia affects the LGBTIQ community

7 Myths About Coming Out at Work

Queer at Work

Sexual orientation, gender identity and leadership

Forbes - Why You Should Not Say Preferred Gender Pronouns

Teachers and the Gender Gaps in Student Achievement 

“Disabled”: Just #SayTheWord

Ok2bme 

http://www.ohrc.on.ca/en/main-barriers-education-students-disabilities-fact-sheet
http://www.ohrc.on.ca/en/main-barriers-education-students-disabilities-fact-sheet
http://www.ohrc.on.ca/en/main-barriers-education-students-disabilities-fact-sheet
http://www.ohrc.on.ca/en/main-barriers-education-students-disabilities-fact-sheet
https://www.mayoclinic.org/healthy-lifestyle/childrens-health/in-depth/children-and-gender-identity/art-20266811#:~:text=Most%20children%20typically%20develop%20the,gender%20by%20age%203%20years.
https://www.mayoclinic.org/healthy-lifestyle/childrens-health/in-depth/children-and-gender-identity/art-20266811#:~:text=Most%20children%20typically%20develop%20the,gender%20by%20age%203%20years.
https://indiancountrytoday.com/archive/two-spirits-one-heart-five-genders
https://indiancountrytoday.com/archive/two-spirits-one-heart-five-genders
http://www.spsp.org/news-center/blog/gender-stem-diversity
https://www.uwinnipeg.ca/rise/terms.html
https://www.uwinnipeg.ca/rise/terms.html
https://www.uwinnipeg.ca/rise/terms.html
https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified
https://www.forbes.com/sites/ashleefowlkes/2020/02/27/why-you-should-not-say-preferred-gender-pronouns/?sh=24cf9abf1bd6
https://www.forbes.com/sites/ashleefowlkes/2020/02/27/why-you-should-not-say-preferred-gender-pronouns/?sh=24cf9abf1bd6
https://www.nber.org/digest/may06/teachers-and-gender-gaps-student-achievement
https://www.nber.org/digest/may06/teachers-and-gender-gaps-student-achievement
https://www.npr.org/sections/13.7/2016/02/25/468073722/disabled-just-saytheword?fbclid=IwAR0Ot9l9Ko5N9macF5m2kv6mQennxzYfc-KwmByQgNkrwd6ZYUln5P-7g8U
https://ok2bme.ca/
https://ok2bme.ca/


What's next?

Your staff, students, parents and community members have shared
vulnerable and personal information with us that we have compiled into this
report. Many have likely dredged up painful experiences to share with us and
help you improve. We recommend sending out a note to your community,
letting them know how much you appreciate their dedication to this journey
and bettering the school district.  

OUR RECOMMENDATIONS FOR A THOUGHTFUL PROCESS...

OFFER GRATITUDE

It is important to be transparent both among leaders and also with the rest
of the district about the next steps for this process. Keep people in the loop
at every stage of the journey and open yourselves up to constant feedback
and accountability, however vulnerable this may feel. 

EMBRACE TRANSPARENCY

We have provided recommendations and ideas. We have offered what
could potentially be years of hard work in changing the organization
structure to help people feel safe and valued. The next steps for you are to
highlight which recommendations feel feasible to move forward with and
create a strategic plan that provides tangible goals, timelines and
accountability points to make these ideas a reality.

PLAN WELL

Change is hard and takes time. When leaders over-promise but under-
deliver, this further harms people. Be realistic, clear, transparent and kind in
your journey.

BE REALISTIC
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Thank you...
... for trusting us with this important project and we look
forward to helping you on your journey to equity, inclusion and
justice.

www.bakauconsulting.com
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Recommendations 

In this section, we aim to provide a deeper analysis of the District through
recommendations based on the data from students, staff, and parents. 

Recommendations provided should be understood to be introductions and a
non-exhaustive list. It should be treated as a starting point for further learning
and as a pathway to reaching your DEI goals. Many of the recommendations
listed in some sections will also be relevant in other sections. I.E something listed
in race, ethnicity and religion may apply to gender and sexuality. This is due to
intersectionality i.e. the fact that these systems have lots in common so that the
recommendations can be useful across the board. We also acknowledge that
there are significant amounts of overlap between stakeholder groups as well, so
these will be prepared in aggregate.

We try to refrain from repeating recommendations, so please apply your own
critical thinking and creativity about how to apply the contents of this section.
While the recommendations for all stakeholder groups are included in this
section, we have also highlighted stakeholder-specific recommendations where
necessary. 

Further consulting work can be done in terms of how to prioritize and strategize
these recommendations.
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Race, Ethnicity, Religion & Language

Cultural competency and anti-oppression training for all District employees,
with a specific focus on those in student-facing roles to mitigate harm. It is also
beneficial to extend this to the  student and parent community to bring them
along in shared understanding.
Frequent inclusion of social justice topics within district-wide professional
development days, such as training or speakers with a focus on applied
learning for the classroom.
It is also important to include training opportunities for all shared spaces, for all
non-student staff as well as parents in school and district spaces in order to
ensure safe spaces for all.

Engage an Indigenous consultancy firm, as well as Indigenous communities to
support Goal 2 of the District Strategic Plan 

Provide regular updates on the Aboriginal Education Enhancement
Agreement to all stakeholders, publicly.

Ensure preferential hiring is given to Indigenous person in a variety of type of
positions.
Update school calendar to include the new date of September 30th - National
Day for Truth and Reconciliation as a holiday. 

Consider how celebrating Thanksgiving 10 days after the National Day for
Truth and Reconciliation can be reconciled.

The respondents from School District staff were majority white, while parents and
students were majority of East Asian ancestry. Most respondents to the survey were
cisgender, straight, and indicated no religious affiliation. This may mean that those
from the margins (ex. BIPOC, women, gender diverse folks, and non-mainstream
religious folks), are pushed out of spaces or are unable to meaningfully contribute
in district spaces. With a majority of staff identifying as white, cisgender, and non-
religious, this means that students and parents could feel discomfort coming
forward about their concerns, as a result of their identity not being accurately
reflected. We heard repeatedly that folks who are not cis, white men do not feel
represented or included within the District, especially in managerial and leadership
positions.  

We recommend the following to further your commitment to DEI:
Continued learning for all District stakeholders

Indigenous solidarity and decolonization
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Consider creating a committee for and led by Indigenous peoples to
collaborate with the District on solidarity initiatives and decolonization practices.

Hiring more diverse teachers, staff, and leadership in order to create a more
inclusive organization in the long term. 

For instance: hiring more Indigenous Peoples, Black people, people of colour,
women, 2SLGBTQIA+ staff, and gender diverse staff. 
Ensure that the space is safe for marginalized staff by establishing strong
support systems for marginalized staff through resourced Affinity Groups*,
and training for all staff. This mitigates further harm to marginalized staff,
and creates an environment where they can thrive and progress
professionally

Provide routine training on unconscious bias for hiring teams and district
leadership to ensure the mitigation of bias and the discussion of nuanced
understandings on bias and systemic oppression.

Learning about issues and systems of oppression as well as engaging in events
such as the National Day for Truth and Reconciliation and Black History month is
important. However, we can often busy ourselves with feeling like we are taking
real action in doing so. We believe it's not one or the other. You can celebrate
Asian Heritage Month and facilitate discussions on how the District can help
Asian families, students and staff feel safe and protected in the wake of anti-
Asian hate and attacks. 
In line with the above statement, having a calendar that outlines all sacred and
religious events is important. However, it is equally as important to address
targeted hate against marginalized religions and practices. There were
anecdotes shared around antisemitic language and symbols used. This should
be seriously addressed by the District, with clearly outlined steps to mediate this
behavior and further harm.
Recognize that intention does not mitigate the harm caused. We often give
pass to folks that we feel have good intentions. Shifting to this understanding
means folks are held accountable for their actions - no matter the intention. 

Intentional hiring 

Performance vs Real Action 

*Affinity Groups:
An affinity group, also know as an Employee Resource Group (ERG), is a group
formed around a shared interest, identity, or common goal. Individuals are either
informally or formally invited to join an affinity group.
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The resourcing of employee committee groups with compensation for
participation and taking on leadership roles should be considered. 

Oftentimes, folks with marginalized identities champion this work, and this is
a lot of emotional labor. It is important that the District explores options
possible to ensure that compensation is provided in recognition of the
expertise and labor needed to contribute and be present in committees. 

Assign a special team within HR to review pay structures and to determine if
there is an inequity in pay between staff based on race/ethnicity and gender
as well as the cross-tabulations of these. 

This is specifically to limit drops in salary and pay between people of
different intersections and ensure that equal work is being compensated.
As BIPOC, and more specifically Black and Indigenous folks are hired into
entry level positions, oftentimes they are the least paid in an organization. It
is important to review this, to create an understanding of gaps that exist.

What is learned through Pro-d days and additional training should be shared
and discussed with students, parents and staff. We know that this can be
uncomfortable and difficult to navigate, often not wanting to make a mistake
and say the wrong thing. The District should encourage especially those with
student-facing roles to be transparent in their learning and their knowledge of
these topics. Students do not expect teachers to be perfect. An honest
conversation of their learning journey and listening to those (especially
students with lived experience) is crucial in cultivating authentic inclusion and
trust. 

This can also be done through facilitated student-led conversations

Adequate compensation 

Shared learning
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Gender Identity & Sexual Orientation

Leaning on teachers and staff who are members of the 2SLGBTQIA+
community and who are gender diverse to highlight barriers that may be in
place currently within the District. 
Ensuring students part of the 2SLGBTQIA+ community are consulted to inform
and help lead initiatives that create a safe space for all.
Ensure members of the 2SLGBTQIA+ community are encouraged to bring their
full selves to the District. This includes fully embracing the SOGI policy and also
ensuring representation across all levels in the District. 

We heard from multiple stakeholders that they do not feel the District properly
addresses sexual violence and that they are often not believed by those around
them or by authority figures. Additionally, incidences of sexual harassment are
often dismissed as a joke, which compromises the safety of students in an
environment that is supposed to be safe and supportive of their well being. 

Providing education for all students and trauma-informed training for staff 
 can ensure that survivors are supported and that staff know what to do to
provide care. 

For immediate support, the District can recommend their school-based staff
utilize ok2bme.ca which is a website that provides resources for Canadian
teachers to help them support students of varying gender identities and
sexualities. This website defines terms, outlines how to be an ally, and provides
legal support.

All stakeholder groups were relatively similar in terms of percentages, with
respondents being predominantly cisgender and straight. This does not mean that
ensuring gender-inclusivity and SOGI values and policy compliance should not be
a priority.  As gender and sexuality are often assumed (to be cisgender and
heterosexual), it is even more important that the District makes a continued effort
to educate folks on fluid gender identities and sexual orientations, and to
encourage folks not to assume or perceive someone's gender or sexuality. 

We recommend the following:

Centring Lived Experience

Supporting survivors of sexualized and gender-based violence

Access to resources 
The District should ensure that teachers, staff and administrators have access to
resources and tools to support students as they navigate and affirm their identity.
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Disability, Neurodivergency &
Accessibility

We have made suggestions in the policy section regarding specific language
updates and phrases that are ableist*. 
Some people with disabilities prefer people-first language and others may find
it condescending. Ensure the District staff community is aware of this and
always defer to how folks in the community want to be referred to. Those who
do not have a disability should use people-first language at all times unless
directed otherwise by a person with a disability. 

In addition to language, consider other more subtle ways to ensure resources
for and by persons with disabilities are readily available. Other questions to ask
include: Are there any teachers and staff with disabilities? Are students with
disabilities encouraged to participate in class? Is there representation in
leadership? Are accessibility points provided before events and in classrooms?
Are access needs asked of participants?
Examine how the District interacts with students that behave "differently". Is
information gathered from a place of compassion and understanding? How
are students who learn at a different pace treated? Are teachers required to
take inclusive learning training?

Since there was no survey question on Neurodivergence, the District should
conduct an internal analysis to better understand the needs of neurodivergent
staff and students.

Disability is diverse in itself. It encompasses things like physical impairments,
chronic pain, temporary disabilities, learning disabilities, and so much more.
Neurodivergence is also connected to disability, which some folks voiced as part of
their lived experiences. We also noted folks chose "I don't know" when answering the
question on disability, which may mean that respondents are living with
undiagnosed disabilities. We recommend the following:

Ensuring inclusive language. 

Examine the messaging around disability in the District. 

Get a better understanding of neurodivergent folks in the District.

*Ableism:
Ableism is defined as discrimination in favor of able-bodied people. Language that
is rooted in ableism, and offensive to people with disability is referred to as ableist
language.
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Invite speakers with lived experience to share their knowledge and expertise
with staff, students and parents. 

Get creative in this! Speakers can include social media "influencers",
several social media platforms, and community activists.

Provide continuous training on disability, neurodivergence, and accessibility
from an intersectional lens. 

Ensure that information is available for those who want to do more research on
disability and neurodivergence. If there is not a dedicated representative in
each school as there is for SOGI, create a point of contact where students,
parents, and teachers can go to consult. 
Encourage discussions in class and create a safe space where students with
different learning styles are celebrated and encouraged to explore what works
for them. 

Normalize having open discussions which will reduce stigma around
disability and neurodivergence.  

Mental health is as important as physical health, but often students do not feel
safe to talk about these issues, which can result in them being treated
differently. 

Normalizing conversations surrounding mental health that go deeper than
simply acknowledging it can foster deeper inclusion with students. 

Educate staff, parents, and students on disability and neurodivergence.

Access to information.

Support student mental health.
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Conflict Resolution, Reporting and Safe
Space  

A majority of students stated they do not feel comfortable disclosing violence or
discrimination to an adult. There were multiple comments on reporting of sexual
harassment not being taken seriously by school-based adults. This is very
concerning. The District should ensure that adequate training is provided for
staff and that they understand the accountability process, and consequence of
reporting and not reporting. 

Provide ongoing training on trauma-informed student care for all staff, and
parents. Lack of trust comes often because of accumulated and repeated
actions and it doesn't have to be directly related to a past experience in
reporting. If anyone has felt dismissed or ignored they are not going to feel like
they are safe to report .

The majority of teachers, admin staff and counsellors agreed with the
statement "I don't see colour", and "everyone can achieve success if they
work hard.". These beliefs can translate over into the lack of understanding
regarding systems of oppression such as racism that create real and
serious barriers for marginalized folks and can result in the dismissal of
incidents.

Since we noted a potential risk of lack of accessibility and trust, past incident
reports should be examined. Points to look at include: How was the incident
reported? What was the outcome? How was the student supported? Was the
outcome communicated to the wider student body? Without disclosing names
and specific details, incidents should be communicated to the students and the
wider District so that students and staff know that there is a clear and safe
reporting procedure. 

There seems to be consensus from all stakeholders that the District is committed to
addressing discrimination for the majority. However, when we examine this point
alongside the concentrated data on reporting, areas for improvement are
highlighted. 

We recommend the following:

Having clear and well articulated accountability processes.

Training from a trauma-informed and restorative practice point.
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Provide active bystander training for students, teachers and District staff and
ensure that reporting procedures are also taught as part of this. Though the
obligation to report is included in a number of policies, training on how and
when to report should also be conducted. 
If already not considered, restorative practices of resolving a conflict should be
encouraged where possible. This includes ensuring that folks that are tasked to
mediate a conflict are trained in mediation and that potential influences of
power dynamics are addressed. 
The District should always aim to use non-violent communication to cultivate
trust and promote collaboration. 

Provide ongoing training and discussion on anti-racism, anti-oppression and
unconscious bias, for all stakeholders. Giving stakeholders the tools and
resources to name and deconstruct as well as a space to have these
conversations is important in empowering folks to be able to spot and report
any incidents that may occur. A number of survey respondents indicated that
they believe "some races are naturally smarter than others", and that "men are
more natural leaders". This should be investigated further, and accompanied
with training options to dispel some of these myths
Practice call-ins within the District. All District staff should model the behaviour
they want to see in their students, and with their colleagues. 
Harassment and discrimination policies should be shared on a regular basis
and ensure that everyone knows how to report. Perhaps sharing these policies
can be part of back to school packages, and post-winter break reminders.
School-based and itinerant staff should get additional training on how to
receive sensitive information from students. 

While it is important to have harassment and discrimination policies, those
alone can feel disconnected and lacking the heart of the district. Creating an
anti-oppression statement or mandate that is shared with all District
stakeholders could go a long way in communicating where the District stands
on social justice issues. This also provides teachers with something to fall back
on, when parents are resisting social justice topics in the classroom.

Ongoing Discussion and training 

Anti-oppression statement
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Policy & Documents  

100 + Regulation - Vision, Mission, Values  
101 - Goals and Objectives 
105 + Regulation - District Code of Conduct 
502 - Student Behaviour and Discipline 
502.1 - Maintenance of Orderly Conduct 

102 - Diversity & Inclusion
106 + Regulation + Guidelines - Sexual Orientation & Gender Identity  
502.1.2 + Regulation + Guidelines - Dress Code  
511.2 + Guidelines - School Calendar 
512.6 + Regulation - Special Education 

103 + Guidelines - Collaboration and Community 
103 R(A) - Foundations for Learning 
204 + Guidelines - Creation and Revision of Policy and Regulations 
300 + Regulation (A) - Administration 
300 Guidelines - Leadershp Guidelines 
512.14 + Guidelines - Curriculum Development 
802 + Regulation - Citizen Involvement in Decision Making 

103 - Bylaw Complaints by Students, Parents and Public  
103 R (B) - Complaints and Appeals by Staff 

400 - Administrative Guidelines 
400 + Regulation 3 - Equal Opportunities Employment 
401 + Regulation + Guidelines - Recruitment and Selection of Management and
Administrative Personnel 

The analysis of the Districts' policy and documents aims to provide guidance from
which all other documents within the District can be examined.

Documents reviewed:
Board Policies 
District Values & Code of Conduct  

Diversity, Equity & Inclusion

Decision Making and Policy Creation 

Conflict Resolution and Complaints Process 

Hiring 
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Policy & Documents  

Admin Interview Recruitment Format 
Expression of Interest - District Administrator For Equity and Inclusion 

Section 6 Violence Protection 
Section 6B Bullying and Harassment 

Support Staff DEI Practices 
Richmond JE Maintenance 

RISV Interview teacher Applicants

Other Documents
 
Administrative Staff 

Management Staff
Health and Safety Manual 

Support Staff

Teaching Staff 
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Policy & Documents  

Policies and procedures are the foundation from where the District values and
commitment to equity and inclusion can be cemented. 

In our analysis, we examined the District documents through questions like:

What is the goal of this policy/procedure?
Does it promote equity and inclusion?
Does it align with District values?
What potential barriers can it pose to marginalized folks?
Are the policies clear and specific?
Are there clear avenues for accountability? 
Who has the responsibility to ensure this policy is implemented and is effective?
Is the language used accessible? Is it gender-neutral?
Are there any key themes that emerge when looking at these policies and
procedures as an extension of the audit survey?

While these findings and recommendations are not exhaustive - we may be missing
nuances and understanding of procedures and unspoken applications of these
documents in practice that only come with the experience of working within the
District- we hope this section will serve as a guideline from which a deeper
examination can be conducted on all District policies, procedures and documents. 

While specific and more in-depth findings and recommendations are found further
down this section, we have also noted some general observations from the
documents we examined. 

Accessibility 
The links within the online pdf documents do not work when viewed through the
website. We recommend adding these links in a way that can be easily clicked
elsewhere. 
Though not stated in the documents we reviewed, hard copies of these policies
should be made available as well as disclosing whether these policies are offered in
any other languages. 
Since school districts operate having to consider multiple legal obligations, there
should be more information provided for how each Board policy interacts with other . 

Introduction 

General Observations  
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Policy & Documents  

policies such as Collective Agreements especially if the lack of knowledge of this
could mean the potential for someone to unknowingly go against these policies.
Since there are a lot of Board Policies, Regulations and Guidelines, it may be beneficial
to have a guide on how to read and understand these policies. If folks are not used to
reading policy, the sheer volume and complexities of how all these documents
interact may be a barrier to some. In some documents, visual aids were provided in
form of flow charts. This would be an inclusive and effective way to communicate a
lot of the complex procedures found within the District. 

Clarity & Specificity
Specificity should be given when comments like "timely manner" are used. E.g.
"Investigations will commence within 30 days of a report being received. If for some
reason, it cannot commence before that timeline, the District will notify the person
who reported the incident."
Some terms, words and phrases used within these documents are asked to be
clarified in meaning. For example "respect" was a word that was used a lot through
these documents but can mean different things to each individual person. 

Acknowledging caregivers
Throughout the policy documents, regulations and guidelines, parents are the only
caregivers stated. We recommend extending this to all caregivers and updating the
language to be inclusive. 

Gender-inclusive language 
Some policies, regulations and guidelines have gendered language. E.g. He/she.
These should be updated to gender-inclusive terms wherever gendered language is
not necessary. 

Difficulties, challenges, hindrances vs barriers
Marginalized folks do face many difficulties and challenges within our society and the
degree of these depend on their intersecting identities. The suggestion to consider
changing to the word "barriers" is to acknowledge that these are placed in front of
these folks by systems of oppression and the subsequent policies, procedures,
attitudes, assumptions and opportunities that develop from these. Making this
distinction can mean that changes and updates can be made for this purpose
(page x for more about the use of the word "barriers")    

General Observations  
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Acknowledging days
Acknowledging days of cultural or religious significance and raising awareness for
marginalized people is important. We recommend including actionable language in
addition to acknowledgement. For example, this could be outlining that discussion
should be facilitated in classrooms or the District should invite members of the
community to come and share their views on how the District could better serve
them.  The intention behind adding actionable language is so that the District and
those within it can begin to think about what action they can take towards change. It
gives guidance to schools while building accountability. 

Indigenous solidarity and decolonization
Through our review of the Board policies and other documents submitted for review,
we did not see any references to how the District is actively and implementing with
intention, decolonizing practices and showing solidarity with Indigenous students and
the wider community. Since the District has an Aboriginal Success Team, they should
be consulted alongside relevant folks on how to bridge this gap. The District should
also be in consultation with the Indigenous communities for the continued use of the
term "aboriginal".

General Observations  
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Safe community: The concept of a safe community is introduced in the Mission
statement. Though this may not be the place to insert this addition, it is worth
noting and understanding the concept of safe(r) space. Safe(r) space is the
understanding that no space can truly be safe for everyone, despite our best
intentions. Our intentions to do good and cause no harm does not mitigate the
harm that is caused. A safe(r) space recognizes this and ensures that if harm is
caused, strong and effective accountability measures are in place. 
Resilience as a value: Resilience is the ability of a person to overcome adversity
and to be able to build themselves up. While this is important in life, to not let
setbacks stop you from pursuing your goal, there is a risk by putting an emphasis
on resilience or commending students on being resilient, they will learn to become
tolerant towards adversity.  The District should find ways to communicate what
effective resilience looks like which involves stopping and allowing time to recover
and recharge rather than rushing to keep going. This strips the sense of urgency
around resilience. 
Respect as a value: When talking about values, respect is one we hear time and
time again but what does it actually mean? Respect can mean different things to
different people. Creating an accompanying document that dives deeper into
explaining each value and adding examples could be helpful in creating a
common understanding. 

The District Vision, Mission, Values and Regulation (100) are written in a clear and
concise manner. The inclusion of the District Community Members as having joint
responsibility in ensuring that these values are upheld is powerful. 

101 - Goals and Objectives again is clear in its language and layout. The specification
of "personal excellence" under Equity is an important note to make. This forms the
understanding that each student is seen as an individual with their own specific
needs and goals. 

District Values and Code of Conduct  

Below are more specific findings and recommendations for the policies and
documents we reviewed. These should be considered with the general
observations noted above as well as the findings from the data portion of the
survey. We try not to repeat recommendations so please keep that in mind when
reading through this section. Some documents examined did not require specific
recommendations. For this reason some documents listed as reviewed will not
have a heading below. 

Board Policies  
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 "High Quality": The note that "teaching and administration will be of high quality"
is vague. It does not state the standard that this quality is measured against
and could cause confusion. We recommend the Board examine what is
considered "high quality" and make that distinction in the text. 

District Education Community is explained here in brackets. Since this
community is outlined in the District Vision, Missions and Values, we recommend
moving the explanation to that location so that any mention of the community
in subsequent documents is understood. 
Positive Climate: "Positive" is used often in policy and procedures to cultivate a
feeling of collective harmony. Though it is easily understood by all who read it, in
practice, it can create some challenges. By placing an expectation of a positive
climate, interactions and other behaviours, it leaves room for toxic positivity to
enter.  Toxic positivity is the idea that people should look at things in a positive
way no matter what. It can sound like "everything happens for a reason",
"happiness is a choice". In terms of using a "positive climate" in policy, it can
result in gaslighting of feelings and incidents or labelling someone as a
"troublemaker" if they are persistent in highlighting issues and are seen as
disturbing the positive climate. This distinction of what is actually meant by a
positive climate should be made clear, especially to those who are in charge of
enforcing the policy. 
Ableism: Please refer to the definition of ableism as we noted the use of the
word "special needs". The use of this language is driven by the belief that living
with a disability is inherently negative and needs a positive spin on it in order for
people to have their needs met. 
A healthy Environment is mentioned too without explanation which may cause
confusion. 
The commitment of the members of the District includes to "not threaten,
harass, intimidate or assault in any way...through physical violence." We believe
psychological, sexual and online forms of violence should also be included in
this.  

105 + Regulation - District Code of Conduct is written in a way that is
approachable. The addition of the title "How We Learn and Work Together" is a
great addition in humanizing the policy and its applications.  

District Values and Code of Conduct  
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"Interfering with other people, more specifically with other people's property and
other people's time.": While damage to property and disruption of class time are
serious matters, specifically outlining this also highlights the connection with
capitalism. The connection to the importance of ownership under capitalism as
well as how capitalism considers "time is money!" cannot be ignored here. We
recommend adding to this the importance of other people's physical and
psychological safety and wellbeing being made a priority as well.  
Language updates: Some gendered terms such as "he/she" and "sportsmanship"
are used. In a move towards gender inclusiveness and the application of SOGI
policies and guidelines, we recommend reviewing and amending these and other
gendered terms within the documents. Explanation of the term "no objective
hearing" should also be provided as this phrase may not be familiar to all,
especially students who may be interested in reading this policy as it pertains to
them. "Children" is used here to refer to students and in the context of this policy, it
may sound condescending to some.  
Setting the tone for mutual respect and understanding: In our observation,
especially within the sections of Student Rights and Responsibilities and Student
Complaints and Grievances, there were some sentiments that we feel should be
reexamined in the context of equity and anti-oppression. Phrases such as "without
constant argument" places a judgement on the student before even knowing the
situation. This combined with the expectation of maintaining a "positive climate"
can be extremely harmful. Disruptive behaviour is an expression of an unmet
need. There should be a clear procedure highlighted within the document on how
incidents like continuous disruption will be handled (or if there is one already, the
policy number embedded here) from a place of compassion and understanding.
Another point is around the expectation of students to "obey directions first and
ask questions later" in the interest of safety. Though the intention is to keep
students safe and to ensure that they understand teachers are there for their
safety, this concern does not come across. Schools should be a place where
students get to develop their self-discipline and decision-making at their pace, a
"one person, one vote democracy" AND also a place where the responsibility of the
teacher for their students is understood and respected. This section may prevent
students from reporting a grievance in fear that they might be seen as going
against this policy, causing issues to go unreported. 

502 - Student Behaviour and Discipline is a thorough document and we think that
laying out specific complaints procedures for students within this document is
important. 

District Values & Code of Conduct  
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District Values & Code of Conduct  

Define orderly conduct: There is no definition of what orderly conduct is for the
District. We recommend adding in some examples to make it easily
understandable. 
 Suspension measures: Though it seems as if suspension from a one-time
incident is only for exceptional circumstances,  it does not say whether restorative
practices are used within the District.  

We would recommend editing these pieces. We also recommend creating a
separate section on the relationship and responsibilities between students and
teachers.  

502.1 Maintenance of Orderly Conduct may need some more clarity added.

Diversity, Equity & Inclusion 

Equity & Anti-Oppression: Since one of the District values is equity, we recommend
extending this policy to include equity. Since equity is already highlighted under
educational practices by recognizing that everyone has unique needs, we feel
adding it to the scope of this policy makes sense. This policy could also extend to
include intersectionality and acknowledging the different barriers that
marginalized folks face and how the District will take that on board under this
diversity, equity and inclusion policy. The suggestion to include equity also extends
to when equality is mentioned in other policies, regulations and guidelines. 
Accessibility: Though "inclusive classroom practices" are mentioned, an example
of what this could be for students with physical and/or mental disabilities could
be useful, in addition to the existing example of ELL support. 
Include definition: We recommend adding the location 15(1)from the Charter that
states what in particular cannot be discriminated against as well as elaborating
on 15(2) of the Charter that makes the distinction "Subsection (1) does not
preclude any law, program or activity that has as its object the amelioration of
conditions of disadvantaged individuals or groups including those that are
disadvantaged because of race, national or ethnic origin, colour, religion, sex, age
or mental or physical disability." 

102 Diversity and Inclusion outlines the rights of all school community members to
learn and work in an environment free from discrimination. 
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Diversity, Equity & Inclusion 

Indigenous solidarity: Recently, more and more organizations have been ensuring
that Two-Spirit is placed at the front of the acronym.  This is to acknowledge that
Two-Spirited people (recognizing that this is a universal term in English and there
are many words for Two-Spirit that do not have English translations.) have been
discriminated against and persecuted since the beginning of colonization in
Canada. We recommend consulting with community members on this change.
The acronym for this term is explained in the second paragraph after being used
in the first paragraph without explanation. 
Practicing call-ins: How the District encourages folks to challenge those who
behave in disrespectful ways is important. We recommend providing more
direction on how to challenge including providing an opportunity for call-ins. 
Gender identity:  Using the phrase "gender decisions" could be taken as gender is
a choice and a preference. Alternative phrases could be the use of "gender
identity affirmed" rather than making the distinction for the sentence to read
"including the right to have one's gender identity affirmed and remain private at
school or work".
Gender-neutral facilities: Single-person facilities as stated will be accessible to all
persons. We recommend the District ensuring that they are clearly labelled as
gender-neutral and accessible washrooms. 
Inclusion of trans students: Specific clarity on trans student participation in
physical activity and other activities separated by gender should be included. 

Respect for themselves, self-respect and dignity of the wearer, respect for the
school context, respect for the perspectives and sensibilities of others.
Immodesty
"The way students dress has an impact on the tone of the school". 
"For secondary school students, while there is neither need for nor benefit to
formality, clothing should meet the minimal standards of propriety that are typical
of the workplace."

It does not seem clear why secondary school students would need to meet
these minimal standards.

106 Sexual Orientation and Gender Identity + Regulation + Guidelines create a
comprehensive and inclusive plan for the District to ensure that those who are
nonbinary and who are members of the 2SLGBTQIA+ community are protected and
celebrated.  

502.12 Dress Code + Regulation + Guidelines has some important areas to provide
clarification. Though it is stated that policies created should not be prescriptive,
certain phrases and terms used in the policy regulation and guideline needs to be
expanded upon as the interpretation differs from person to person.  These include:
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Diversity, Equity & Inclusion 

Dress that is "distracting to others".
Since cisgender girls are often blamed for "distracting" others by the way they
dress, having this statement be vague will open up the risk for this. Examples
should be provided for what constitutes "distracting" others.  

“Authority to establish reasonable requirement with respect to dress” 
What is reasonable?

511.2 School Calendar + Guidelines. By examining the school calendar, we were
hoping to get a better understanding of whether the District celebrates days off other
than those outlined as Stat days in BC. The policy and guidelines did not provide this
picture so we instead examined the 2019 -2022 District calendar to better understand
if any other celebrations or acknowledgements were given a day off. The District
should consider how flexibility can be given to those who are not Christian or Catholic
to take a day off on a day that is significant to them culturally and religiously instead
of a Stat day that they have no connection to. 

512.6 Special Education + Regulation contains ableist and outdated terms. In
particular, we found the use of "special education", "special needs" and
"handicapped". Referring to education for people with disabilities as "special" infers
that they are different from those without disabilities (see definition of Ableism) . 
 These terms and the specifics of this policy should be reexamined with consultation
from people with disabilities. While those who have disabilities can use terms in the
ways they want to, as general policies for the District, these words should be
replaced. 

Decision Making, Consultation & Policy Creation 
103 Collaboration and Community sets the expectation of creating a strong sense of
a common goal within the District. We feel there is an opportunity to recognize that
some voices may not be heard often or consulted upon. The District should
encourage and ensure that marginalized folks are not only included but listened to
and are considered an essential part of decision-making processes. 

103 Foundations for Learning Regulation (A) would be even more inclusive if it gave
insights into what is included as a "common concern". In a homogenous environment,
if the majority decides an issue is not of concern or importance,  it may exclude those
whose concerns should be addressed by the entire school.
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Decision Making, Consultation & Policy Creation 
204 Creation and Revision of Policy + Regulations + Guidelines outline a clear
process. Some more details to add to the clarity would also be to state whether
feedback can be given to emergency policies and how often policies are reviewed. I.E
it currently states "periodically". Page two of the policy seems to be a repeat of the
first three paragraphs on page one. The guidelines contain a visual flow chart that
should be used for all complex procedures. 

300 G Leadership Guidelines is written in a form that is quite different from the other
documents. Though it is in-depth and explains the complexities and challenges of
leadership, it may not be a completely accessible document for all, due to its
academic format. We recommend also providing visual charts to make it easier to
understand as well as revisiting to examine whether certain points could be
simplified. 

802 Citizen's Involvement in Decision Making + Regulation does not specifically
mention seeking the involvement of folks who belong to the community that may be
affected by policy. Though this may be practice already, it should be outlined. 

Conflict  Resolution & Complaint process 

More details should be provided that outlines the process of reporting
anonymously as well as the steps involved in getting assistance from an
employee of the Board in the appeals process.  
Retaliation is mentioned but no examples are provided as to acts that would be
considered retaliation. Often these can be covert and hard to pinpoint. Providing
this information could be beneficial. If this exists already, include the location of
this policy. 
When setting out a process that could affect students, in particular, an
explanation should be provided for these. For example, the policy stated that a
copy of the appeal will be sent to the student's parents if filled out by someone
under the age of 19. If this is a legal obligation of the District, it should be noted.  

103 Bylaw: Complaints and Appeals by Students, Parents and the Public includes
"mediation conducted by the principal or designate" as a way to resolve conflicts. 
 Mediation is a specific skill and it is not stated whether the internal mediation is
offered by someone who is trained to do so.  The District should ensure that all
persons expected to mediate conflicts are trained, as harm can be unintentionally
caused if adequate training is not provided. 
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Conflict  Resolution & Complaint process 

"They are expected to respect both the consensus of colleagues and the authority
of their supervisors". This may become an issue if someone expresses an opinion
that the majority of staff feel is unimportant or irrelevant as they may not be
affected by it. 
Setting up the expectation that concern should be expressed verbally first can be
intimidating and cause some individuals to not speak up. There should also be
multiple ways that concern and opinions can be expressed outside of verbally
addressing the person or lodging an official complaint where possible. Though
retaliation is specified as not being tolerated in this document, it can be subtle
and covert, making it hard to pinpoint. In the case where union procedures require
this process, the right to have someone as support through this process should
be clearly stated.  

103 Complaints and Appeals by Staff Regulation 103- R (B) outlines some processes
that may impose some barriers to marginalized staff members. This includes:

Hiring 

Culture fit vs value fit/add: Reference checking guidelines and interview questions
should ensure that the focus is on finding someone who is a value fit or add
rather than a culture fit. While culture fit often entails hiring candidates that are
similar to us in terms of interest, personality, work styles, focus on value fit or add
cultivates a deeper mix of individuals within the organization working towards a
common goal. 

400 Equal Opportunity Employment Regulation 3 does not mention equitable steps
the District is going to take in the hiring process and promotion opportunities except
in the statement of non-discrimination and "advancement on the basis of individual
abilities and merit." We suggest changing this title to be "Equitable Employment
Opportunity". 

401 Recruitment and Selection of Management and Administrative Personnel +
Regulation + Guidelines provides a good layout of the process for hiring. Some clarity
can be given to what exactly is meant by "good standing" and "successful teaching
experience". The preference given to an advanced degree should also be examined
whether that is necessary to perform the job. Adding in "nice to have" or stating
preferences on a job posting can deter folks from applying because they may not
have all of the qualifications.
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Hiring 

Interview committee: Training for the committee should include unconscious bias
as well as ensuring that they are aware of systems of oppression that may create
barriers for marginalized folks through the entire hiring process. Considerations
should also be given to see whether the committee can include teachers and
caregivers of that school committee who can offer a different perspective. 

Other Documents 

Administrative Staff  

Admin Interview Recruitment Format is a helpful document for the interviewee.
Ensure in addition to this document, there is an opportunity for access needs to be
stated prior to the interview. 

Expression of Interest - District Administrator for Equity and Inclusion contains some
points that could be clarified. One point is the duration of this contract. It should be
explained why this contract is only 48 months long in that all District Administrator
positions have a term, but that doesn't mean the position terminates. Since the work
of equity and inclusion is ongoing, this needs to be clear.  It is not clear whether this
Expression of Interest is the final document that was used for the job posting. It is
interesting to note that there were no necessary academic qualifications noted as
well as no specified time lengths for the qualifications listed. Since we recommend
only providing qualifications that are necessary to the position, if these were excluded
for this reason, it is the right step in equitable employment practices. We also
recommend adding an equitable employment opportunity statement encouraging
marginalized folks with lived experience to apply.  Where possible, lived experience
should be considered as important, if not more for positions like this. 
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Management Staff  

Adding to violence: We suggest also adding in psychological abuse that can be a
part of workplace violence such as gaslighting. Adding in the location of online as
a possible place where violence and harassment can occur is also
recommended. We recommend these changes to all subsequent documents that
are relevant. 
Involvement of law enforcement:  Law enforcement should only be contacted
when absolutely necessary. The District should acknowledge that certain groups,
especially marginalized folks have been mistreated by law enforcement. A list of
alternatives to 9-1-1 should be easily accessible and known to all members within
the District. Specific training on this should be provided annually. 
Training on unconscious bias and emotional regulation: The document provides
the procedure for risk assessment. There should be additional information on how
bias can enter when conducting an assessment like this and what training is
provided for District staff to ensure that bias is examined at every point in the
procedure. More clarity can also be provided on practical skills of emotional
regulation and helping to calm the physical responses that occur in stressful
situations such as breathing techniques.  
Restorative practices: The discipline methods for students do not mention
restorative justice practices that can have a hugely profound impact on students
and provide them with an opportunity to understand accountability, compassion
and community connection while continuing with their education.  

Reasonable person: What constitutes as behaviours of a reasonable person is
included in the definitions, however, there is no other mention of this term in the
document. It is also recommended that this phrase should be replaced with a
phrase like "reasonable actions" to make it less personal.     

Health and Safety Manual Section 6. Violent Protection is an extremely detailed and
comprehensive document. We did note gendered language being used as well as
suggesting an update for the term "medication and substance abuse" to "medication
and substance use". The stigma surrounding those who use substances can be
detrimental to the person. Ensuring that the language used does not contribute to the
stigma is important. As a point of communication throughout the District but also
especially in cases where violence may occur, the training and use of non-violent
communication are recommended. Non-violent communication allows people to
communicate empathetically as well as actively listening. 

Section 6B: Bullying and Harassment contains more definitions that seem to be
below the definitions section. Ensuring that all definitions are in the same place is
recommended. 
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Management Staff  

Difference between bullying and harassment: Within the definition provided there
is no distinction between bullying and harassment. For example, the Canadian
Red Cross distinguishes between these two in saying that "harassment is different
from bullying in that it is a form of discrimination", indicating that it is directed
towards protected personal grounds whereas bullying is not. Widening the
definition of bullying and harassment may offer wider protection for students and
staff.
Expanding on the effects:  The result of bullying and harassment are described as
including injury, illness or death. Expanding on these may be more beneficial in
identifying the devastating and long-term impacts bullying and harassment can
have on individuals such as depression, low self-esteem, disturbances of sleep,
absenteeism. 
Clarity for timeframes and procedure: Where possible, timeframes should be
provided when outlining a process. When outlining the process for reporting,
information should be provided for what can be done if incidents are reported
past the 6-month timeline.  
Anti-oppression and intersectionality: Those who are trained in the investigation
of reports should understand how systems of oppression and intersecting
identities come into play in incidents of bullying and harassment.  

Support Staff  

Lived experience: In addition to recognizing that excessive years of experience
may create barriers for folks, how lived experience is valued through the hiring
process is important. Consider how interview questions, as well as job
descriptions, can create opportunities where the applicants can share their
relevant lived experiences. There should also be a clear understanding of how
lived experience will be compared with qualifications. 
Hindrance vs barriers:  We recommend keeping language as consistent as
possible.  When examining the use of the words "hindrance" and "barriers" for the
same context, we recommend using the word "barriers". "Barriers" highlights the
purposeful exclusion of certain marginalized groups by systems of oppression.
Switching from the use of "hindrance" can mean that the impact of these
obstacles placed in front of marginalized people can be better understood. 

Support Staff DEI Practices makes it clear that the District is taking active steps in
ensuring equity and inclusion across the board. In addition to the hiring practices laid
out under the Board documents, below are more recommendations. 
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https://www.redcross.ca/how-we-help/violence-bullying-and-abuse-prevention/educators/bullying-and-harassment-prevention/definitions-of-bullying-and-harassment
https://www.rcmp-grc.gc.ca/en/bullying/impacts-and-consequences-bullying-and-cyberbullying
https://docs.google.com/document/d/1FW9p3dpcqwzCq6aKNbe7zZ0s5vi4SMHK/edit?usp=drive_web&ouid=106938428148996137184&rtpof=true


Policy & Documents  

Support Staff  

Adjusting pay rate after 6 months:  The reasons and examples of how a pay rate
can be lowered below the temporary pay was not clear. In addition, we feel that
the ability for someone's pay to be lowered after 6 months can create a stressful
working environment. More information should be provided on this. 
Review of female and male-dominated positions: The process for both these
reviews seems to be the exact same. Creating this as one section and renaming
it so that it is gender-inclusive should be considered. As most data on pay equity
is focused on cisgender men and women, the District should lead the way in
ensuring that there is gender pay equity no matter what gender someone is. 

Richmond JE Maintenance does not make it clear when this procedure was last
reviewed.  

Teaching Staff  

Rephrasing terms: There are opportunities to reexamine terms such as "negative"
and "unpleasant" that can be vague. Examples of a rephrase could be from
"negative" to "constructive". 
Digging deeper: There are opportunities to gain more understanding of the
candidate including asking what they learned from a lesson that didn't go to plan
and that did go to plan. Rephrasing the question "What are you looking for in an
employer" to "What do you need to feel supported and empowered by your
employer?" can give you a better understanding of the candidate and what is
important to them. 
Additional questions: Additional questions that could be added to gauge the fit of
the candidate to the District goals could be asking questions on their relevant
lived experience to teaching and the position. Questions to figure out their values
will also ensure that the District can find a candidate who is a value fit and add.
Being aware of why you are asking questions: It should be clear why each
question is asked in an interview.  For example, is asking for three examples of
barriers that 2SLGBTQIA+ community members face important? What is the
purpose of someone being able to list out three? Candidates should also be told
in advance that they will have the opportunity to share how their lived experience
will impact their teaching and the position advertised. In addition, candidates
should be made aware of how the District will take into consideration what is
shared so that they know that questions are not being asked just for the sake of it. 

RISV interview teacher applicants outlines some great and open questions for
interviewees to share their experiences. We recommend: 
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https://drive.google.com/drive/folders/1HZWUK74S92eAmxNXEyb9dqfDAHTKHeX0
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