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Update from CFNCS

Submitted by Linda Lucas

Hello, and welcome to another edition of Caring Network News. We enjoy this
CcO nte ntS opportunity to connect with all of you through our quarterly newsletter.

It has been a busy and very productive quarter for CFNCS. We are delighted to
announce that the Society has been able to purchase an office building. The new office
will not only be a permanent home for our staff, but will allow us to have an on-site
training centre. No more anonymous hotel meeting rooms and having to ship training
TrainingReport ............ 2 materials! The new training centre means we can create a more supportive learning
environment and one that will more easily accommodate traditional/cultural practices.
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Our new home (before renovations)



Training Update

Submitted by Estelle Simard

We hold our hands high to the participants of the training

The Aboriginal Social Work Training Program has begun a
new session of training this quarter with most of the training
weeks full to capacity. In March 2009, we are looking at
graduating another cohort of successful voluntary services
social work practitioners. Their diligence and commitment
to their learning over the last three months has been
exemplary, and | trust their commitment to our children
will be equally steadfast to the vision of culturally competent
social work practice.

To date the Aboriginal Social Work Training Program has
graduated the following:

Voluntary Services (1-5) — three deliveries of this session
with a total of 55 participants in the last year.
Guardianship — two deliveries of this session with a total
of 46 participants in the last year and one coming up at
the end of March 2009 with an estimated total of

65 participants in this fiscal year.

Child Protection — two delivery of this session and one
coming up at the end of March 2009 with an estimated
total of 35 participants in the last year.

Board Training — two deliveries of this session; and a total
of 20 board members who participated in these sessions.
Supervisory — three deliveries of this session, further there
was a total of 46 participants at this last year’s session.

Participants’ quotes on being new to the field ... I will
incorporate the following into my practice ... reflective
listening; self-care; open to feedback on my Aboriginal and
CFCSA practices; social work ethics with more attention
to where my practice is; to be able to refer to sections
orientation for prospective caregivers; traditional family

systems; training and agreements with care homes legislation,

standards; and consult, consult, consult ...”

Upcoming training for the remaining quarter is:

In addition to these projects, the Society is working diligently

Guardianship — beginning March 30, 2009
Child Protection — beginning April 20, 2009
Board — May 19, 2009

Supervisory — April 21, 2009

Adoption on Line Pilot 3 — February 16, 2009

on creating a cutting edge training facility at our new
location. The training facility will be the foundation of all

our programming and will consist of a training room, lounge

area, lunch area, medicine room, and a circle room for our
cultural awareness training which is embedded throughout
our entire curriculum.

On a closing note, the Society will continue to work towards
the recommendations of the Training Advisory Committee
(TAC). The TAC is comprised of representatives from the
partnership membership, and they act as the champions
of change related to the training and delegation issues
under the CFCSA. Working collaboratively with the
membership to deliver this goal, is the central theme to this
committee. Some of the tasks related this committee are:
delegation issues; child welfare specialization; integration
of competencies, CFCSA & AOPSI standards re-design
into curriculum; prior learning assessments; modalities of
training; curriculum development overview and a vetting
process, etc. The committee’s next meeting is scheduled for:

April 15, 2009 10:00 am to 4:00 pm
Abercorn, Richmond BC

Aboriginal Pre-Adoption Training

The Aboriginal Pre-Adoption Training is an online course
that has been developed for people who are interested in
adopting Canadian Aboriginal children. The information
and learning from the activities support a commitment to
promoting the emotional, physical, mental and spiritual
well-being of these children. This year we have developed
an online pilot project which began in 2008. We have a
total of 28 participants in this project during our 3rd pilot.

This training course provides:

» The context for training

e The impact of colonization and residential schools

e The importance of cultural identity for Aboriginal
children

e The challenges in developing a positive racial identity for
Aboriginal children

e The significance of developing and maintaining a child’s
connection to their family, extended family, culture and
community.

« Information about post-adoption services and resources

While this course is designed to provide information, it is
also intended to offer guidance and support for participants
as they learn about the issues that are critical and essential for
nurturing and supporting an Aboriginal child into adulthood.
The next session for this pilot will be announced shortly.

continued page 3



Training Update

continued from page 2

Cultural Competency Foundational Package
Supporting new Aboriginal Child Welfare Workers

The Aboriginal child welfare agencies and the CFNCS
trainers of the ASW program have found that new hires

are extremely diverse in cultural background, education,

life experiences, and self awareness when entering into the
child welfare practice. This disparity of awareness can create
a steep learning curve and emotional challenge in the work
place and in delegation training. Current academic literature
states that race relation issues need to be addressed and
supported in Aboriginal child welfare training. As a result
of this identified need, a pre-training cultural competency
package was proposed by the Training Advisory Committee
(TAC). Laurie Harding, one of our trainers at CFNCS, was
identified to complete the package in partial requirement for
her Indigenous MSW degree at UVic. Laurie has been writing
curriculum and delivering the Cultural Awareness Training
(CAT) and the ASW delegation training for CFNCS.

CFNCS believes this package will support participants of
varying cultural backgrounds to arrive at the training with a
mutual level of ‘initial awareness’ of the topics they will be

covering during the first week of training and as a foundational
framework for Aboriginal social work practice. This package is
not meant to address the unique and diverse cultural traditions
of each community but to act as an overarching foundational
starting place for Aboriginal child welfare practice.

All of the delegated Agencies and the CFNCS trainers will
be invited to provide input into the package. We want to
work closely with the agencies to provide information and
awareness of imperative learning for their employees, to
decide upon foundational cultural competency for their
employees. Laurie will be contacting each agency asking for a
designated person to complete a cultural competency survey.
We all know that cultural competency is a foundational area
of learning and that it is evident this vital part of social work
training should be specifically taught and expanded upon.
Ideally, we will be creating the vision for training with the
drive and direction from the people who are the holders

of the knowledge, the frontline supervisors and trainers
working in creating the best training possible for Aboriginal
social work practitioners.

Human Resource Corner

Submitted by Lori Fitzgerald, CHRP

Attendance Management
| have had staff use up every sick day earned as a day
off because it is there. (Basically taking another paid
day off as time.) What do you do with a staff member
who is not sick but faithfully schedules that day as
time off?

The biggest investment a business is likely to make

is staff, so any time lost to sickness can be costly.

This cost must be measured not only in terms of lost
production and sick pay, but also in terms of employee
morale. Whenever an employee is off sick, there is a
knock-on effect on those colleagues who have to cover.
Organizations experiencing high rates of absenteeism
will usually implement an “Attendance Management”
program. Elements of a successful program include:

1. Defining Sick Leave
Before anything can be done to reduce absence levels
your policy/program must identify when sick leave can
and cannot be used — this will vary. Some organizations
recognize sick leave only if the employee is ill. Other

organizations allow sick leave for employees to attend
doctor or dentist appointments, taking a sick child to
the doctor, etc. Your policy should clearly state that
sick leave is for legitimate illness — it should not be
considered a paid day off “entitlement”.

2. Sickness Reporting
Everyone needs to know precisely what they are
required to do if they are too ill to come in to work.
Make sure employees are aware that they must phone,
not leave a message, and speak to their manager or an
equally senior person if the manager is not available.

Tell employees they must phone in as early as possible
to explain why they are unable to make it to work

and when they expect to return. It is not unreasonable
to ask these questions and it may mean they are less
likely to take that occasional day off. Employees can
also be asked to complete an absence statement, which
details when they were off and why. This can then be
signed off and put on their employment file.

continued page 4



Human Resource Corner

continued from page 4

3. The Return to Work Interview collective agreement, benefit plans, or employment

When an employee returns from sick leave, hold a
‘return to work’ interview. This should be done even
if they have only had one day off sick. This is a simple
but effective tool and will make employees think twice
before taking an occasional day off.

. Establish Employee’s Absenteeism is Excessive
Long-term sickness can be planned around and

dealt with. The worst type of sick leave, as far as a
business is concerned, is the regular but sporadic day
off. In order to be able to deal with this, an objective
monitoring system will be required that focuses on
the total number of occurrences rather than actual
day’s absence. Employees without satisfactory
explanations for their regular short-term absences

can then be dealt with formally through disciplinary
procedures. It is essential that consistency is applied
when dealing with sickness absence. It is worth
remembering that genuine sickness should be dealt
with in a sympathetic and understanding way. To
show that an employee’s absenteeism is excessive,

the employer must be able to point to a reasonable
attendance standard with which to compare the
employee’s absenteeism record.

. Warn Employee that Absenteeism is Excessive

This can be done by letter or in face-to-face meetings
(with a follow-up in writing). The key is to outline
the employee’s absenteeism, advise the employee
that the absenteeism rate is unacceptable, set out the
reasons why the employee’s absenteeism is a problem,
ask the employee how they intend to correct the
problem, and advise the employee that their job may
be at risk as a result of excessive absenteeism (this
step may be introduced if there is no improvement
after an initial meeting). Although warnings cannot
be disciplinary in nature with innocent absenteeism,
it can be emphasized that discharge may be justified
if the employee’s attendance does not improve and
it appears unlikely the employee will be capable of
regular attendance in the future.

. Provide Reasonable Assistance and Accommodation
This may include a number of actions including
employee counselling, altering the employee’s
schedule or job duties, offering part-time work, or
providing funds for rehabilitation.

. Ensure any Termination Complies with Contractual
and Legal Obligations

These obligations may flow from a number of
sources, including employment contracts, the

standards, workers’ compensation, and human rights
legislation. Employers must also be careful with what
is included and excluded in absenteeism calculations.
For example, WCB absences and properly authorized
leaves of absence are normally not included.

8. Ensure that there is No Reasonable Prospect that
the Employee will Attend Regularly in the Future
To justify an employee’s termination for excessive
absenteeism, the employer must be able to show that
there is no reasonable prospect that the employee’s
attendance will improve in the foreseeable future.
This decision must be based on appropriate medical
information.

Providing References
How do you respond to requested references for past
employees by prospective employers especially if the
termination was not on good terms?

In order to prevent lawsuits or complaints, many
organizations are only providing confirmation of
employment. To ensure consistency the referee function
is assigned to only one employee and all other managers/
supervisors must be advised not to provide references but
to pass requests for references to the referee. The referee
will advise the person seeking information that they will
only confirm information provided by that person, e.g.,

Q. Did Joe Smith work for ABC Company as the
Office Manager?

Yes, | can confirm that.
When did Joe Smith work for ABC Company?

I am unable to confirm that. When did Joe say
he worked at ABC?

What were Joe Smith’s strengths as a Manager?
I am only able to confirm employment.
Would you rehire Joe Smith?

I am only able to confirm employment.

>0 >

>0 >0

At HRG Human Resources Group, we provide a full range
of human resource services. If you would like to consult
with us on an HR issue please contact me at 250-655-0474
ext. 222. Alternatively, if there is something you've always
wanted to know about HR but have been afraid to ask, just
email us a question and we’ll pick one or two questions
to respond to in the summer newsletter. The deadline

for your email is May 1, 2009. All questions are handled
confidentially and your name will not be published.



Policy Update

Submitted by Shawn Hoey

In a world reeling with the prospects of economic
uncertainty, one cannot escape the feeling of the ground
shifting under one’s feet. Life in the policy shop is no
different. But, rather than fearing the worst, it is a

time of opportunity.

Much of the work we have done in the past was generated
from the large forums and meetings that are currently
subject to claw backs. The work, however, continues and
we are embracing the opportunity to find new ways to
ensure that the best interest of, and improved outcomes
for, First Nations children, families and communities are
the priorities. Our Mission is and continues to be: “to
provide professional development, research and liaison
services for First Nations who protect and promote the well
being of First Nations children and families by respecting
and reaffirming traditional values and beliefs, encouraging
innovative and quality child and family service delivery and
empowering the voices of First Nations peoples.”

I have much respect for the ability of the policy team to shift
gears to provide technical support to working groups and
regional tables rather than large forums and meetings. Much
of this shift is already in the works as we continue to support
the delegated agencies and their work on the AOPSI Practice
Standards Re-Design, the Implementation of Jordan’s Principle,

the Child and Youth Mental Health Working Group and the
Enhanced Prevention Roll-Out, to name a few. The results
are encouraging and place us in a position to continue to
provide the best possible support to the delegated agencies
and their people.

Networking and collaboration is taking on a greater role
and significance as more and more initiatives are sharing
resources and scheduling time to piggy back on one another.
Our events planning and organizing has become more
organized and sophisticated. We are continuously striving
for improvements and seeking out these opportunities while
becoming better marketers of our programs.

One such initiative, the AOPSI Practice Standards Re-Design,
continues to generate much excitement. Terms of Reference
for the Steering Committee and Working Group are being
finalized as are the groups’ memberships. A Project Lead will
be coming on board soon, as the Request for Proposals found
at www.cfncs.com has generated much interest. We will
continue to post updates on this project on our website.

We look forward to a new way of doing business out of our
new home in Langford. We are now accepting suggestions
and donations for a new colour for the building.

Become a Member of CFNCS!

Corporate and Individual memberships are
available and entitle the member to benefits
such as:
« reduced registration fees
for conferences
e quarterly newsletter
 access to the resource centre
e access to message posting

Membership Fees

Annual Individual Membership Fee is $20
Annual Corporate Membership Fee is $200

Please make all cheques payable to:

Caring for First Nations Children Society
3rd Floor, 7728 Tetayut Road
Saanichton BC, Canada V8M 2E4

To join online please go to:
www.cfncs.com/membership.htm




Can You Hear Me
Through the White Noise?

Laurie Harding

Can you Hear what I am telling you?

When | look away,
When | don't answer,
When I look blankly through you?

Do you Want to know?

Or is it too uncomfortable?
Too awkward?
Too ugly?

Speak to me with your Eyes,

Your Heart,
Your Soul,
Your Being.
Can you, hear me, see me, Feel my Pain?

Are you Worth my time?

Or is this all the same boring rhetoric
Hearing Your-self speak,

Already hearing what You want to know.

Validating,
Measuring,

Quantifying,

Proving Your point.

What about Mine?
Does it even matter,
SgeerDo-]?

Reprinted with persmission from First Peoples Child and Family Review, Volume 4, Number 1, 2009 p. 9




The Representative’s Quarterly Update

Hello everyone, and thanks again to the Caring for First
Nations Children Society for allowing me to share some
thoughts with you.

The past few months have been very busy for my Office. In
February we released the Joint Special Report titled Kids, Crime
and Care. This study, done with the Provincial Health Officer,
examines the risk factors and circumstances that too often lead
to vulnerable youth, especially those living out of the parental
home, becoming involved with youth justice system.

Our joint study is one of the largest undertaken in Canada,
in examining the youth justice system. It looks at a wide
variety of outcomes of 50,551 B.C. children born in 1986
and attending a B.C. school in 1997/98. In the report we
looked at data in categories such as education, special needs,
justice encounters and outcomes, family structure, income
assistance reliance and histories of violence.

Our key findings included:

e Living outside the family parental home increases the
risk that a child or youth will become involved with the
youth justice system.

e In the study group, 36 per cent of the youth in care had
appeared before youth court, compared to less than five
per cent of the general population.

» Nearly 13 per cent of children in care had been
sentenced to custody by the age of 18, in contrast
to 0.7 per cent of the general population

» Aboriginal youth were five times more likely to be
incarcerated than those in the general population.

I have concerns that vulnerability among B.C. children
and youth will increase in economic times that are so
challenging. We have a number of opportunities to do
better for this group, and Kids, Crime and Care recommends
concrete, specific actions that could improve their quality
of life and their day-to-day lives. I am hopeful that the
ministries involved in the delivery of services to vulnerable
youth will take our recommendations to the heart of their
professional work where they can make a real difference for
young people.

I should also say a few words about gang violence in B.C.
There is some connection between what we have been seeing
recently in terms of gang violence and our report on youth
justice, but these connections are not what some may think.

We often hear in public discussions about “youth gangs”.
We know that youth in care tend to be very vulnerable, but
in our advocacy work and our research, we are not seeing

that they are overly involved with
gangs. In fact, people involved in the
high-profile gang activity are usually
young adults in their 20%s. Where
youth in care are involved, they are
most often either the targets of gangs
or lower-level participants.

In fact, in 2007, no B.C. youths
were charged with homicide. Couple
this with the fact that B.C. has the
second-lowest youth crime rate in the
country and it is clear that most vulnerable young people are
able to avoid becoming criminally involved — a remarkable
reality given the many challenges we know they face.

Numbers aside, we need to continue to work to find ways
of reducing the interest of youth in heading down the
path to crime. Our report was well received at the Toronto
“Best Interests of the Child” international conference in
late February, and | look forward to more opportunities to
highlight the issues it examines.

Finally I'll conclude with a reminder about the important role
of advocacy in a vulnerable child’s life. They need us to hold
their hands and walk a good path with them. They need us to
fight for their rights to safety, a quality education, good health
outcomes and the supports they require to truly flourish. And
they need us to ensure their soft voices are heard. I applaud
each and every one of you for your daily work to make their
lives better, and it remains the mission of my Office to ensure
that their rights to these and more are upheld.

My advocates have taken on over 2,600 new cases since
our office opened its doors in April of 2007, and | am
proud to say they have played key roles in the resolution of
many complex scenarios. Our child and youth advocates
are available for consultions in each of our three regional
offices and are eager to assist in helping B.C.’s most vulnerable
young citizens enjoy the quality lives they so deserve.

Thank you very much for this opportunity. For more
information about my Office, our reports or to
contact us, please visit our website at www.rcybc.ca.

Sincerely,

Mary Ellen Turpel-Lafond
B.C.’s Representative for Children and Youth






