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OUR HANDS ARE HELD HIGH

We wish to show our reverence to the Katzie First Nation and Kwantlen First Nation, whose traditional, unceded and
overlapping territories are occupied by School District 42: Maple Ridge and Pitt Meadows.

We respectfully acknowledge the many Nations and communities who are represented by the urban Indigenous, Métis
and Inuit communities that currently reside on Katzie and Kwantlen territories.

We are grateful to all the Indigenous Rights Holders who shared their stories, teachings, experiences, connections,
expertise, concerns and hopes with us as we developed this living document.

We are aware that this type of consultation with Indigenous Rights Holders is vital. It also comes with a cost which often
results in time away from supporting family and community priorities. We also recognize that there is an emotional toll
for those who courageously shared their stories of trauma, racism, lateral violence and intersecting forms of oppression
related to colonial violence. This report is intended to support the deepening of Indigenous education and equity in
School District 42 so that these stories can be heard, felt, understood and acted upon.
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EXECUTIVE SUMMARY

“l was reading a booklet [on the provincial equity project] and it said that this started in 2015 or 2016. | was just wondering
when do you think we’ll see a change? Or, a call to action? (Indigenous Elementary Student, School District 42)

The salient words from a Grade 6 student that introduce the executive summary are vital to remember and act upon if we
are to dismantle our inherited colonial systems in order to support the wholistic well-being of all learners.

It is important to honour decades of activism by the Katzie and Kwantlen First Nations who have worked tirelessly to
improve the educational wellbeing of Indigenous and non-Indigenous learners in School District 42 with great strength,
humility, dignity, patience, courage, and respect. We also acknowledge the diverse Indigenous families (including
members of the Métis Nation) who now reside on Katzie and Kwantlen territories, as well as the organizations (Fraser
River Indigenous Society and Golden Ears Métis Society) who have assisted in moving these values and priorities
forward with their collective voices in recent years. This report also highlights the stories of many non-Indigenous
district personnel who are grappling with their personal and professional responsibilities to learn how to recognize and
dismantle deeply entrenched patterns of Indigenous racism, structural oppression and colonialism in the district.

The Deepening Indigenous Education and Equity to Support the Wholistic Success of Indigenous Learners, Families and
Communities in School District 42 living report focuses on three key questions:

* How can we deepen ongoing efforts in Indigenous education to collaborate with all stakeholders in School
District 42 to critically examine district policies, governance structures, practices, curriculum, programs,
initiatives, and Indigenous community engagement mechanisms to identify promising practices and
systemic barriers that are impacting equitable outcomes for Indigenous learners?

* How can we collaborate with school district personnel to begin implementing equity and anti-Indigenous
racism strategies in district policies, governance structures, practices, curriculum, programs, initiatives, and
Indigenous community engagement mechanisms to enhance the wholistic success of diverse Indigenous
learners, families, and communities in School District 42?

* How can we collaborate with stakeholders to develop a model of Indigenous education for School
District 42 that includes the cultural diversity of Indigenous learners, families, and communities that are
represented in the school district?

The review team from the Faculties of Education at the University of British Columbia and Simon Fraser University
engaged Indigenous methodologies in our research process by employing multiple research methods to undertake the
research for this living report. Our research process began by developing relationships with the Aboriginal education
department, senior district staft and the Aboriginal Advisory Committee to support the development of the research
design and questions. The research methods included:

1. A Qualitative and Quantitative Review
Individual and Paired Interviews
Sharing Circles

World café focus groups

Research Team Debriefs and Reflections

Indigenous Professional Leadership Circle

N RN

Indigenous Knowledge Holder Verification

Findings

The report findings are grouped into eight broad strands according to the research questions asked. The strands
include: (1) Indigenous Educational Governance; (2) Indigenous Knowledges: Teaching, Learning and Assessment;
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(3) Engaging Colonialism; (4) Indigenous Specific Racism and Responses; (S) School District Strategic Plan,
School Growth Plans and Policies; (6) Professional Development; (7) Transitions; (8) District Alternate Continuing
Education/Connected Learning Community Remote Learning Sharing Circle. The recommendations are embedded
throughout the living report (please see Appendix A for a list of compiled recommendations).

Recommendations

In total, 97 recommendations emerged from the empirical findings that were shared from stakeholders in the research for
this report. In follow up conversations with district personnel after reading the draft version of the report, the enormity,
weight, and complexity involved with the planning required for the implementation of the report’s reccommendations
often brought forward palpable feelings of overwhelm (most notably expressed by district personnel in leadership

roles and the District Board of Trustees). Further conversation and questions often unfolded with the research team
related to the intricacies and commitment involved in successfully carrying out the recommendations by district
personnel. Indigenous Rights Holders generally expressed stronger positive feelings about the implementation of the
recommendations; and in most cases celebrated them. For example, two respected Indigenous Knowledge Holders
stated that the report and its recommendations “are our educational Delgamuukw and what we have been waiting

for in this district.” In some instances, Indigenous Rights Holders added further recommendations. Appendix C has
intentionally been created to support district leadership in developing a plan for the implementation of the report’s
recommendations. Appendix C is comprised of the feedback that the research team received from stakeholders

between January 2022 and May 2022 for the living draft of the report. The research team felt it was important to:

track any suggested revisions; priorities for existing recommendations; and the addition of new recommendations
shared by stakeholders for the final version of the report. It is important to highlight that not all recommendations can
be implemented within a short time frame, but they offer a clear vision forward in terms of next steps. A number of
recommendations will require the district to coordinate, negotiate and/or advocate with different parties such as the
British Columbia Ministry of Education, the federal government, and the various professional unions that are embedded
in the district. The research team has made explicit notes for recommendations where additional coordination, advocacy
and/or consultation with other parties may be required. It should also be noted that the complexity involved in
completing these recommendations amongst various parties are an opportunity to exemplify decolonizing practices and
policies within the district. The willingness and commitment of all parties and stakeholders connected with the district
will determine the time frame and feasibility of the implementation of the report’s recommendations. Timely updates to
Indigenous Rights Holders within the district are required. Progress measurements related to many recommendations
can also be noted in the district Strategic Plan, School Growth Plans, and the implementation plan related to this report
as measurable goals.

Conclusion

Itis clear from the findings that supporting Indigenous education and anti-Indigenous racism is the responsibility of all
stakeholders in the district. Indigenous learners, families, communities, and staff in the district live with racism that is
embedded in institutions, practices, policies, governance structures, and every day relational interactions. The strong voices
that shared their stories throughout this process have clearly laid out the pathways forward for School District 42. This

work will have many complex moments that will require skill, empathy, unlearning/relearning, reflection, courage, and the
relinquishing of power to navigate through them. As an institution and a community, it is important for the district to continue
learning with Indigenous Rights Holders, the Anti-Racism Working Group and district personnel to collectively decolonize
and Indigenize its governance, policies, practices, curriculum, programs and initiatives. The district’s enactment of the report’s
recommendations will demonstrate a transparent and authentic commitment to Indigenous education, while addressing anti-
Indigenous racism and equity. More importantly, the district will demonstrate that it has indeed heard, felt, understood and
acted upon these stories to create the needed change and recommendations that were shared in this living report.
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RECOMMENDATIONS

Strand 1: Indigenous Educational Governance

Reciprocity Recommendations

On-going and continuous in-service professional development is required to support understandings of
colonialism, decolonization, personal bias and critical self-reflective practice for all district personnel. This
may include the hiring of additional Aboriginal resource teachers to support pedagogical engagement of
colonialism in the classroom.

Aboriginal education department to continue creating resource bins to support teacher professional
development on colonialism and decolonization in local, national and international contexts. It is
important for the bins to include diverse representation from First Nations, Métis and Inuit Peoples
Experiences of colonialsim and decolonization can be similar with intersecting qualities while also being
different according to each Indigenous group. It is important that this nuance is reflected in the literature
and resources that are shared with educators in the Indigenous resource bins.

Students, Indigenous staff and Indigenous Knowledge Holders at all schools in the district need safer
spaces for dialogues and wellness.

Invite Indigenous students, Indigenous caregiver sand Aboriginal Advisory Committee member’s input
on curriculum planning for colonialism, racism and Indigenous knowledge(s) through family evenings,
surveys, and school growth planning events for Indigenous education.

Respect Recommendations

Indigenous Rights Holders should be continuously consulted in order to ensure that there are consistent
opportunities for them to provide feedback across multiple channels throughout the district.

It is important to continue checking in with all Indigenous Knowledge Holders to determine the best
methods for communication and contact, which will vary according to each person’s needs (emails,
telephone calls, personal reminders, Zoom meetings, community visits, etc.).

It is important to review communication protocols with all levels of Indigenous personnel (e.g., lunch time
supervisors, Aboriginal resource teachers, and administrators) and the Aboriginal Advisory Committee to
identify ways to better reach and engage Indigenous learners, families, and communities.

Provide a handout to all caregivers of Indigenous children that explains the communication channels
within schools and the district for questions, compliments, and complaints.

School staff and others involved in the life of children in care should be notified if the children are being
placed in another home (which may add extra traveling time to the school or require additional staff support),
as the change is stressful for the young person, which may affect them socially and emotionally in school.

Include guardians of Indigenous children and caregivers with Indigenous (including Métis) ancestry in
school correspondence from the Aboriginal education department - even if their children do not self-
identify as “Aboriginal” or Métis”, for self-protective reasons.

School district consultation and invitations to participate in Indigenous education priorities, management
decisions, school planning, on-going Aboriginal Committee meetings, and emerging issues should include
separate meetings with the: Katzie Nation, Kwantlen Nation and Golden Ears Métis Society and Fraser
River Society.

Ensure new Indigenous families and caregivers of Indigenous children in the district are provided with

school tours and orientations.

All of the recommendations in this section will need to be clearly assigned to specific district personnel.
Measurable goals for these reccommendations should be included in the Aboriginal Education District
Principal’s School Growth Plan.
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Relevance Recommendations

* Hire additional Aboriginal support workers specifically to take on Indigenous advocate roles.

 All Aboriginal support workers should be provided with in-service training in special education and
restorative justice.

* Dlease see the recommendations in the “Indigenous Knowledge Holders Sharing Circle” section related
to honouring and teaching local Indigenous protocols while balancing the diverse representation of
Indigenous cultures, knowledges with teachings in district.

* Allocate funding from the district operational budget to land-based education opportunities for all
students. This includes supporting teachers to Indigenize their seasonal practices by including local land-
based understandings in their lessons.

* Create a district local procurement process to ensure that local Indigenous Peoples are hired.

* Involve district Indigenous students to lead the creation of a visual representation or model for Indigenous
Education in School District 42. Local Indigenous artists (or a design lab) should be hired to facilitate the
dialogue and process with students.

* Please see Indigenous Knowledge Holder Sharing Circle recommendations for additional relevance
recommendations.

Responsibility Recommendations

* The district should organize a Katzie Nation Day throughout all the schools under the guidance of the
Katzie Nation.

 Further consultation is needed with the Kwantlen Nation to determine if a Kwantlen Nation Day or an
evening gathering is a priority.

* Partner with the Golden Ears Métis Society and interested Métis Caregivers to organize a Métis night or
Meétis events in the schools.

* District schools should conduct a yearly Indigenous caregiver survey and host family evenings (with
food and door prizes) to solicit caregiver input on management and governance decisions (including the
development of school growth plans for Indigenous education and anti-racism priorities). Administrators
should also report progress updates for Indigenous education priorities in school growth plans at these
events and school newsletters. Annual surveys could also solicit input from Indigenous caregivers
about communication needs, the usability of the district website, the parent portal, preferred district
communication methods, Indigenous education programming priorities and emerging equity needs.

¢ The district should support the creation of an Indigenous parents’ council (or Indigenous parents’ councils
in multiple schools) to work with the Aboriginal Advisory Council to support Indigenous education
governance and management needs (including input on the district’s operating budget). The district
should seek input from the Indigenous Parent’s council and the Aboriginal Advisory Committee on the
development of the Indigenous caregiver surveys. This may require the district to advocate for flexibility
for DPAC/PAC committee structures in the School Act and support interim provisions and support for ad
hoc Indigenous parents’ council(s).

* District to advocate with the B.C. Ministry of Education to create provisions for local First Nation
representation on the Board of Trustees. For example, each Nation could have an automatic seat at the
table if this aligns with their interests and self-determination priorities. At a minimum local Nations and
the Métis community should be consulted on the district operating budget.

* There should be a continuation of advocacy efforts for improved funding and supports for Indigenous
learners with special needs and Indigenous children in care through funding formula design, provincial
ministries, BCSTA motions, meetings with MLAs, and allyship with Indigenous organizations.

* Ensure that Indigenous children who are needing to be picked up from school early or after school are
released to individuals noted on parent permission forms. If these individuals are not available, the local
Band Office or an Indigenous organization should be called. At no time should Indigenous children be
released to community members who are not on the parent permission forms.
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* Indigenous children and youth in the district require additional mental health supports and further
professional development training for educators to support student’s mental health needs.

* A terms of reference for the district’s Elders Table is needed. The terms of reference should clearly define the
criteria for “Elder” and “Indigenous Knowledge Holder” and any new terminology that is used to refer to
individuals who are held in high respect for their cultural knowledge, wisdom and expertise in Indigenous
communities. The Aboriginal Advisory Committee should provide input on the the terms of reference.

New recommendation arising from stakeholder feedback sessions

* District to play an advocacy role with provincial and local governments to support the need for on-going
accountability and responsibility for historical and contemporary colonial violence and oppression of

Indigenous Peoples.

Strand 2: Indigenous Knowledges: Teaching, Learning and Assessment

Indigenous Knowledge(s) Teaching and Learning Recommendations

* School district leadership should continue modeling Indigenous Education and communicating that
Indigenous Education is a responsibility for all.

o There is a need for a district wide mandatory First Peoples course or bundle of credits (with an emphasis
on local Indigenous and Métis Peoples within an integrated anti-Indigenous racist (theoretical and
pedagogical) as a framework for all students. At present, this course has not yet been approved by the B.C.
Ministry of Education. The district is encouraged to join advocacy efforts with the First Nations Education
Steering, the First Nations Leadership Council, the BC Teachers’ Federation, and the BC School Trustees
Association' and write a letter of support offering to pilot this course when it becomes available. This will
serve as a strategy” to counter racism, advance Truth and Reconciliation commitments, and the United
Nation Declaration on the Rights of Indigenous Peoples Act (2019) priorities. SD42 could also be one of
the lead districts in the province to pilot and implement a course of this nature.

* The Aboriginal education department should continue communicating with school staft and teachers
about the reasons for pulling Indigenous students out of class. Given that class and school environments
continue to perpetuate institutional racism, racial aggressions and colonial violence, there are times
when Indigenous students require time away from class to be in safer spaces where they can be heard
and validated by Aboriginal support workers and Aboriginal teachers, BPOC staff and Indigenous peers.
It is important that school staff and educators are informed that all students must have opportunities to
continue engaging with Indigenous education and that it is not an either-or approach.

* Professional development should be required for all district personnel to support responsibilities for
Indigenous education and anti-racism in their professional roles (see professional development section
for specific details). Professional development should integrate anti-racism (specifically anti-Indigenous
racism) with Indigenous education.

* Additional Aboriginal resource teachers (ART) should be hired or created.

* Student surveys should be created and distributed each term. Key questions can focus on: Indigenous
content (including colonialism) being taught in all courses; incidents of racism and how they were
resolved; the adequate availability of Indigenous learning resources; the need for wholistic supports
(including mental health needs), and; transitions needs; Indigenous Knowledge Holder engagement and
land-based education opportunities; cultural activities offered by the Aboriginal education department;
inaccurate, racist and/or outdated learning materials being used in the classroom, and; arising needs.

* There is a need to create additional in-service curriculum implementation days for Indigenous education,
anti-Indigenous racism, colonialism and land-based education for teachers and educational assistants.

e Thereis aneed to allocate funding from the district operational budget to land-based education
opportunities for all students. This includes supporting teachers to Indigenize their seasonal practices with
local land-based understandings.

" As stakeholders in this review indicated, multiple strategies are needed to deepen Indigenous education and equity in SD42
2 Please click here for further details: https:/firstnationsleadersgathering.gov.bc.ca/assets/Breakout_5_Education_Update_FNESC.pdf
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* There is a need to provide recognition for Indigenous education contributions at district awards events
and celebrations for teachers, students, staff, administration and senior leadership who are undertaking
exemplary actions to support Indigenous education and address anti-Indigenous racism in their district.

* District administrators are encouraged to continue supporting teachers to ensure that they are delivering
curriculum that embeds Indigenous education, colonialism and anti-Indigenous racism with clear goals
that are included in their planning related to the BC. Teachers Council's Professional Standard 9.

New recommendation arising from stakeholder feedback sessions

* Invite non-Indigenous students to also learn about Indigenous knowledges and cultures by including them
in all cultural activities (i.e. Bannock Friday for Indigenous students in Elementary schools and interactive
time with Elders).

Local Indigenous Cultures, Languages, Knowledge Holders and Communities Recommendations

 All Aboriginal Education team members that are hired should have relationships with all three Indigenous
communities (Katzie, Kwantlen and Métis Nations) and sound knowledge of Indigenous protocols.

* Hiring committees for Indigenous positions in the district should include Indigenous district personnel
and when possible, a representative from the local Nations and the Métis Nations.

* Individuals who self-identify as Indigenous, especially in educational and professional contexts, have a
responsibility to clearly articulate and declare their connections to established, legitimate Indigenous
communities, thus confirming their connection to family and community.?

* Indigenous Elders who are district Elders should have some office space in each school to demonstrate
their important role in the district.

 Extend the Indigenous Elders in Residence program beyond the current four weeks that are allocated
for an Indigenous Knowledge Holder in each school to support widespread calls from all stakeholders
identified in this review. Additional funding for Indigenous Knowledge Holder Honoraria should be
allocated from the district operating budget. This reccommendation should be included in the District
Aboriginal Principal’s school growth plan and have a clear time frame and a measurable goal. Following
the implementation of this recommendation, individual school growth plans should include goals for the
Elders in Residence program in their school.

New recommendation arising from stakeholder feedback sessions

* Support local language revitalization initiatives within schools whenever possible in district events and
community settings.

Assessment Recommendations

* Findings from this report and consultation with Indigenous Rights Holders should be utilized to develop
key metrics that can serve as indicators for the wholistic success of Indigenous learners and support the
district data dashboard. Consult with the Ministry of Education as needed.

* Continue providing in-service professional development to support district leadership, administrators),
teachers’, and teaching support staff s understandings of strength-based wholistic assessment and critical
literacy practices. This includes removing all deficit-based language from district materials and data
measurement tools.

* Review and adjust grading, discipline, and special education/program identification practices to remove
the disproportionality that exists for Indigenous and BPOC students.

* Eliminate streaming practices for “Workplace Mathematics” for Indigenous students (except for

exceptional circumstances — e.g. students’ with designated special learning needs). (See the Sea to Sky
District near elimination of Workplace Mathematics enrollment for Indigenous learners).

3 For more details, please see https://yellowheadinstitute.org/2019/08/20/research-ethnic-fraud-and-the-academy-a-protocol-for-working-with-Indigenouscommunities-
and-peoples/
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Instructional Materials and Indigenous Peoples, Perspectives and Diversity

Invite Aboriginal Student Leadership Committee to support Indigenous resource and curriculum
recommendations including the removal of outdated, inaccurate, racist and outdated learning materials.

Invite suggestions for a district reporting system to report inaccurate, racist and or outdated learning
materials being used in the classroom.

The district should ensure that a financial commitment is made in its operating budget (not the Aboriginal
education department budget) to update Indigenous textbooks and learning resources in all schools.

All school growth plans in the Indigenous education priority area should have a measurable commitment
to removing outdated learning materials from their libraries (e.g., the non-fiction section will be reviewed
by January, 2022; school teaching staff will engage in a critical Indigenous resource assessment workshop
and follow-up session by March, 2022).

The district Strategic Plan and school growth plans should also indicate how Indigenous caregivers,
students, and the Aboriginal Advisory Committee were consulted on priority areas for the acquisition of
new Indigenous learning materials.

The district should create a partnership with the University of British Columbia’s Master of Library and
Information Studies Program and the Xwi7xwa library to host an Indigenous graduate practicum student
from the First Nations Curriculum Concentration in order to support district the Indigenization and
decolonization needs for the district library.

Strand 3: Engaging Colonialism

Engaging Colonialism Recommendations

On-going and continuous in-service professional development is required to support understandings of
colonialism, decolonization, personal bias and critical self-reflective practice for all district personnel. This
may include the hiring of additional Aboriginal resource teachers to support pedagogical engagement of
colonialism in the classroom.

Aboriginal education department to continue creating resource bins to support teacher professional
development on colonialism & decolonization in local, national and international contexts. It is important
for the bins to include diverse representation from First Nations, Métis and Inuit Peoples Experiences

of colonialism and decolonization can be similar with intersecting qualities while also being different
according to each Indigenous group. It is important that this nuance is reflected in the literature and
resources that are shared with educators in the Indigenous resource bins.

Students, Indigenous staff and Indigenous Knowledge Holders at all schools in the district need safer
spaces for dialogues and wellness.

Invite Indigenous students, Indigenous caregiver sand Aboriginal Advisory Committee member’s input
on curriculum planning for colonialism, racism and Indigenous knowledge(s) through family evenings,
surveys, and school growth planning events for Indigenous education.

New recommendation arising from stakeholder feedback sessions

Ensure designated safe spaces in all schools for Indigenous students, with Indigenous staff consistently
available, specifically (a) a bigger space is needed at Garibaldi; (b) designated spaces in all elementary
schools are needed.

Strand 4: Indigenous Specific Racism and Responses

See Strand $ Anti-Racism Policies and Grievances Related to Anti-Indigenous Racism and Discrimination

Recommendations
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Strand 5: School District Strategic Plan, School Growth Plans and Policy

School District Strategic Plan Recommendations

* Ensure that local Indigenous languages, values, strategies and priorities are embedded within the District
Strategic Plan (including appropriate connections to the British Columbia’s United Nations Declaration
on the Rights of Indigenous Peoples Act, 2019).

* Create clear measurable priorities with time frames in the district Strategic Plan to support mentoring,
staff development, and succession planning for Indigenous district personnel in all positions.

* Ensure the school growth template has priority areas that include: Indigenous education, Indigenous
antiracism and anti-racism education, all of which should have clear measurable goals that can track progress.

* Retain the services of an Indigenous Human Relations Consultant to provide training and support for
Indigenous equity-related practices in the department.

* Hiring practices should clearly prioritize the hiring, training and retainment of Indigenous leadership in
senior leadership roles. The district plan should include clear “targets” for Indigenous staff in leadership
positions with direct goals for the equity-related representation across the district in all roles.

*  Work with relevant unions to hire Indigenous cultural mediators as an option for dealing with Indigenous
employee grievances. Indigenous restorative practices could also be implemented with the assistance of a skilled
Indigenous cultural mediator or a respected Indigenous Knowledge Keeper/Indigenous Knowledge Keepers.

School Growth Plan Recommendations

* School district senior leadership revise all school growth plan template priority areas to reflect distinct
and explicit priority areas for Indigenous education, anti-Indigenous racism and equity priorities. This
will require in-serve professional development sessions to support administrators to create school growth
plans with clear measurable goals that are implemented to achieve Indigenous equity-related goals in their
schools and the district.

* The planning process for all school growth plans require the involvement of diverse Indigenous Rights
Holders in each school (Indigenous Knowledge Holders, Caregivers, Indigenous students, and Indigenous
district personnel). Multiple communication channels and school-based events will need to be organized
throughout the school year to ensure that all Indigenous Rights Holders are provided meaningful
opportunities to share their input for the development of school growth plans.

¢ All school growth plans will need to ensure that there are clear progress measurements (benchmarks) for
Indigenous education and anti-Indigenous racism. Throughout various sections of this report, there are
specific recommendation areas for measurable goals to be included in school growth plans.

e All school growth plans should be reviewed by the Aboriginal Advisory Committee and Indigenous
Caregivers council’ before being finalized.

Anti-Racism Policies and Grievances Related to Anti-Indigenous Racism and Discrimination Recommendations

It is important to recognize that there is some overlap with the important work that is being currently undertaken by the
Anti-Racism Working Committee in SD42. The following recommendations are offered in the spirit of solidarity with
the Anti-Racism Working Group, which has already started the process to update board policies and may have already
begun addressing some of the following recommendations:

* These existing policies should be updated: Harmonious Workplace Discrimination Bullying and
Harassment Policy (7210); Safe and Caring Schools Policy (9410), and; Inclusive Schools Policy (9415)
to explicitly include Indigenous anti-racism and discrimination — or, a new stand-alone policy should be
created to address anti-Indigenous racism and discrimination. Updated policies should include: holding
district personnel accountable for interpersonal racist acts, including enforcing discipline according

* Please see “Responsibility Recommendations” for the creation of an Indigenous Caregivers council.
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to the relevant collective bargaining agreements — when appropriate; holding students accountable

for interpersonal racist acts with consequences that could include Indigenous restorative justice and
progressive discipline; guaranteeing that retaliation against anyone who reports racist incidents will be
investigated and addressed; taking timely action that will not further victimize or harm individuals and
communities in order to reduce the impact of racism from within the district, and; assuming proactive
responsibility for teaching students and staff about racism’s causes and effects.

* There is aneed to develop an “Equity Dashboard” or a district-wide wide tracking system to record, assess,
and monitor reported incidents of racism (including anti-Indigenous racism incidents) for all district
stakeholders. The information and base-line data from this tracking system should be reported in the
District Strategic Plan and school growth plans to support measurable goals that will inform interventions
related to implicit bias, oppression, and racism in order to improve school and work environments for
IBPOC students and district personnel. The district is also encouraged to undertake advocacy efforts with
the Ministry of Education in order to ensure that all school districts are tracking this data, particularly for
the “How are We Doing Report” for Aboriginal Education. Please see the following exemplar from the
Ablemare County for further ideas: https://www.k12albemarle.org/our-division/anti-racism-policy/
policy-evaluation-report.

* The District Strategic Plan should set measurable goals, including timelines for anti-racism policy updates
and implementation and tracking mechanisms (including commitments to staffing and budgetary
resources from the district’s operating budget). School growth plans should include goals for the
implementation of the updated anti-racism policies.

* Thereis aneed to update school and district codes of conduct in order to explicitly include anti-
Indigenous racism and discrimination. Indigenous students and Indigenous district personnel should be
provided with options for Indigenous restorative support processes regarding racist incidents or employee-
related conflicts. Indigenous restorative processes are to be guided by Indigenous cultural mediators and/
or respected Indigenous Knowledge Keepers. The district will also need to work with relevant unions on
this recommendation. The District Strategic Plan and school growth plans should set measurable goals for
the implementation of this reccommendation.

* Professional development (including the allocation of resources and staffing) is required for all district
personnel to effectively to respond to and implement anti-Indigenous and anti-racism incidents. This
includes providing Indigenous restorative training to support the resolution of conflict for administrators,
managers, the senior team and trustees (please see professional development section for further details).

* Transparency is needed in leadership succession (particularly for Indigenous-targeted roles like the
Aboriginal Education District Principal). This role should be designated for persons of Indigenous
ancestry, and she/he/they should be provided with mentorship, leadership and professional development
opportunities that will enable her/him/them to transition successfully into this role. It would be a
significant misstep for the district to hire a non-Indigenous person in this role.

* There is a need to invite and compensate interested representatives from local Indigenous Nations and
the Métis community to be present on hiring committees (including senior district leadership hiring
committees) and to help identify Indigenous employees that have clear connections to their communities
and understandings of local protocols, Indigenous knowledge(s) and cultural practices. The district will
need to work closely with relevant unions for this recommendation.

* Thereisaneed to track the number of Indigenous and BPOC who are hired and employed by the district to help
set targets for hiring and promotion practices. This includes exit interviews to identify the reasons Indigenous
employees are leaving. There is a need to ensure that all Indigenous and BPOC are invited to participate in an
exit interview. Information from exit interviews should be reviewed by qualified district leadership in order to
determine how to address equity and on-going systemic barriers for IBPOC district personnel.

¢ The district should collaborate with the CUPE union to enhance the local agreement to a) recognize
lived experience, Indigenous knowledge and cultural expertise* when hiring Aboriginal support workers

® The lack of recognition of Indigenous credentials in this area is a form of systemic racism.
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(ASWs), and; b) enhance wages for ASW, given the significant responsibilities for Indigenous education
in the district and the overwhelming recognition and value of their work by all district stakeholders.

* Ensure Aboriginal support worker responsibilities remain focused on working with Indigenous students as
a key priority, with teaching as a secondary priority, or hire more Aboriginal resource teachers.

* The district should create a standing order when budget surpluses arise in the Aboriginal education
department to allow the Aboriginal district principal to increase ASWs’ hours immediately without waiting
for the district budgetary process to finalize.

* Additional funding is required to support Indigenous caregivers advocacy groups in two key areas: (1)
Indigenous children in care, and; (2) Indigenous children with diverse learning needs (recognizing
that there is overlap in these two areas). Interested caregivers in these groups should be invited to form
an Indigenous caregiver advocacy and support group to: identify exact systemic needs for Indigenous
children in their care, common barriers, and training required for school district personnel and families.
These group(s) will require child-minding, food, support for transportation, lots of lead time, and
flexibility for in-person or on-line meetings. For example, the Sea to Sky District, in partnership with the
Squamish Nation, sponsored an Indigenous caregiver’s advocacy group for families with special needs
children. The group identified key priority areas, which resulted in the hiring of a behaviourist to provide
three days of training for Aboriginal support workers, school staff, teachers, and Indigenous families with
special needs children. In addition, some parents also felt it was important to attend conferences and
to share information back with the Indigenous caregivers advocacy group, which the district financially
supported. The creation of an Indigenous caregivers advocacy group was of great assistance to the families.
It is also important to continue creating additional partnerships with Indigenous agencies in order to
support Indigenous children in care.

Strand 6: Professional Development

Professional Development Strand Recommendations

¢ The development of a local Indigenous protocol guide, learning resource kits or a course* (see below*)
should be prioritized for all district staff under the guidance of local Indigenous Knowledge Holders
and Nations. Content should include: settler bias; systemic racism; the need to critically engage with
one’s privilege and responsibilities; moving beyond fear to action; and communication and consultation
protocols for various district roles including how to listen to Indigenous Knowledge Holders, students
and caregivers; how to work with Indigenous Knowledge Holders when they visit classes, schools,
and Indigenous community visits; pointers on how to engage Indigenous and anti-racism values in
discussions with colleagues, students and Indigenous community members; strategies on how to navigate
“mistakes” and develop Settler stamina; district processes for inviting Indigenous Knowledge Holders to
the classroom, and to school and district events, including district key points of contact, along with an
explanation to detail the reasons why district leads have been appointed to be the contacts (i.e., to not
overburden Indigenous Knowledge Holders with multiple requests throughout the district); financial
compensation policies for Knowledge Holders and a rationale for Indigenous Knowledge Holders’
compensation (i.e., why fair compensation is required); local history and the contemporary realities of
the Katzie, Kwantlen and Métis Nations, with key teachings that local Indigenous Nations would like all
district personnel to know; engaging land-based practices with local language(s); local district Indigenous
and anti-racism resources that are available to support distinct stakeholder groups (support staff, managers,
administration, teachers, caregivers, senior leadership, etc.); information and protocols for the Elder-in-
residence program in each school; consistent professional development opportunities that are offered
annually to support Indigenous education priorities across the district; personal and professional strategies
for non-Indigenous district personnel to initiate outside of their relationship with the Aboriginal education
department ( e.g. join a professional learning community, attend local Indigenous public events, sign up for
a free on-line Indigenous open on-line course at a university, etc.). *The district is encouraged to partner
with a local university to create a hybrid in-person local/ on-line course for district employees.
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* Avideo series should be created with Aboriginal education department staff who are comfortable sharing
their Indigenous teachings, pedagogical practices and stories that can be utilized for professional development
and learning within the district. All participants should be fairly compensated for their time in a similar way to
Indigenous Knowledge Holders (and not expected to do this as part of their current positions).

* Thereis aneed to create additional in-service curriculum implementation days for Indigenous education,
anti-Indigenous racism, colonialism and land- based education for teachers and educational assistants.

* There is a need to provide anti-racism (including anti-Indigenous racism) training for all district personnel,
trustees, the Aboriginal Education Advisory Committee, parent advisory councils, the Indigenous parents'
council, etc. For example, the Faculty of Education at the University of British Columbia has just launched
its first local open on-line course on “Historical, Systemic and Intersectional Antiracism: From Awareness
to Action Course” (please see link for further details). https://courses.cpe.ubc.ca/browse /ubcv/faculty-of-
education/courses/historical-systemic-and-intersectional-antiracism. Ensure that all district employees and
community groups who participate and complete the course are recognized at district awards and event(s).

* Continue inviting Indigenous leaders and educators to present at district professional development days
on topics related to Indigenizing and decolonizing the curriculum, engaging anti-Indigenous racism,
and Indigenous restorative training, etc. for all district staff. Indigenous presenters should be invited to
present in a series of workshops for professional development days, rather than single sessions, to promote
sustained learning and engagement.

* Create an Indigenous leadership and mentorship collective to identify systemic barriers for leadership
development, professional development needs, training, and the support required to cultivate Indigenous
leadership and succession planning at all levels throughout the district (Aboriginal support workers,
Aboriginal teachers, vice principals, principals, senior administration etc.). A district budgetary line item
should be allocated to the Indigenous Leadership and Mentorship Collective.

* Partner with Simon Fraser University to create a Graduate Diploma in Education Graduate Certificate in
Indigenous Education and Anti-Racist Indigenous Pedagogies. It would be helpful if the district offered a
financial incentive, such as a $1,000 commitment, for educators to take the program. https://www.sfu.ca/
education/gs/degreediploma/graddiplomafp.html.

* Dartner with the Faculty of Education at Simon Fraser University or the Department of Education Studies
at the University of British Columbia to develop a graduate MEd cohort on Indigeneity, Equity, and
Antiracism. This will also support an internal leadership growth model to cultivate Indigenous and BPOC
leadership in the district.

* The Human Resource department should create appropriate cultural supports and activities that support
the wellbeing of Indigenous district personnel, including lateral liberation (or lateral violence) workshops.

¢ There is a need to ensure that each school (including elementary schools) has a safe space (classroom)
for Indigenous students. The space could have dual purposes for Aboriginal education department
programming. If there is no space in the elementary schools, order portable classrooms. This goal should
be reported in the district Strategic Plan.

New recommendation arising from stakeholder feedback sessions
* Ensure more professional development in trauma-informed pedagogical practices for all teachers,
administration, and school staff.

* Funding is required for Canadian Union of Public Employees (CUPE) staff to attend district meetings and
initiatives to support the implementation of this report. There is a notable systemic constraint that currently
requires all CUPE staff to bank hours in order to participate in professional development initiatives.
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Strand 7: Transitions

Post-Secondary and Career Transition Recommendations

* Continue post-secondary visits and Indigenous provincial youth conferences for Indigenous learners.

* Dartner with a local university or college to create an elementary or high school program in areas where
Indigenous students have been underrepresented (i.e., Sciences, Math, Engineering, etc.).

* Indigenous alumni who have graduated from SD42 in the last five years should be invited to attend a
sharing circle in order to provide feedback on their post-secondary and career related transitions for the
second cycle of the “Deepening Indigenous Education and Equity in School District 42 2021-2022".

* Indigenous families and caregivers should continue to be provided with information about university
transition programs and summer high school access programs offered at local universities.

* Family evenings with a focus on Indigenous post-secondary transitions should be created in SD42.
Indigenous alumni should be invited to share their educational journeys related to post-secondary transitions.

* Partner with the Native Teacher Indigenous Education Program (NITEP) at the University of British
Columbia, or Simon Fraser University’s Professional Development program, to create a dual credit course
for district Indigenous students interested in enrolling in Indigenous teacher education after high school
completion. This will also support an internal growth model to support the growth of Indigenous teachers
in the district.

* Partner with Simon Fraser University’s Faculty of Education to create a dual credit course for grade 12
students interested in becoming Indigenous educational assistants. A similar course has already been
created for another local school district.

* Aninternal marketing campaign should be created to encourage diverse Indigenous student career
pathways in the district, featuring local Indigenous role models who are currently working in the district.

Strand 8: District Alternate Continuing Education/Connected Learning Community Remote Learning
Sharing Circle

The recommendations from this section have been woven into a number of strands throughout the report (in
particular Strands 1,2, 3,4, and §).
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BRITISH COLUMBIA EQUITY IN ACTION PROJECT BACKGROUND

In 2016, the initial Equity in Action project was initiated as a response to: the Aboriginal Education Branch of the British
Columbia Ministry of Education Report of the Office of the Auditor General (2015"); the United Nations Declaration
on the Rights of Indigenous Peoples (2016), and; the Truth and Reconciliation Report and Calls to Action (2016). The
goal of the Equity in Action project? is to enter into a genuine and meaningful dialogue about the experience of education
for Indigenous learners and respond by creating cond