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Background 
The Guelph Community Health Centre (CHC) provides health services and community programs 
to help address inequities in healthcare. To support the work that they do, the Guelph CHC is 
interested in creating an Anti-Oppression (AO) training for their staff. To help inform the creation 
of the AO training, the Guelph CHC designed and distributed a survey to their staff regarding their 
topics of interest, learning styles, and learning needs 

Need for AO Training 

Prior to the distribution of the AO Pre-Training Survey, the Guelph CHC collected background 
data from 93 staff members on their skills with AO work (i.e., AO grant writing, AO training 
development, AO policy analysis, etc.). This data suggests a need for AO training to be 
developed. In particular, the survey indicated there is a potential gap in staffs’ experiences with 
AO work, as most staff have none to only some skills with AO work. For example, Figure 1 
indicates that approximately one quarter of staff have zero AO advocacy skills, as compared to 
69% who reported that they have some skills, and 6% with extensive skills with AO advocacy. 

https://www.cesinstitute.ca/
http://www.cesinstitute.ca/
https://atrium.lib.uoguelph.ca/xmlui/handle/10214/2501
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Figure 1. Staff Skills with AO Advocacy 

 

Methods 
The AO Pre-Training Survey was designed and distributed by the Guelph CHC, and included 5 
questions:  

• What topics are you personally interested in learning about? 

• What topics or training would you like to see your co-workers/the entire agency receive? 

• What styles for learning would you like included? Please select all that apply. 

• Do you have any learning or accessibility needs you’d like considered when developing 
the training? 

• Is there anything else you would like us to know? 

In total, 39 staff members completed the survey. However, not all staff members completed 
each question. The results of the survey were shared with the Research Shop and a thematic 
analysis was conducted. In addition, a brief literature review was conducted to complement the 
findings of the thematic analysis. 
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Findings 

Guelph CHC staff who took part in the pre-training survey identified 3 themes for the Guelph CHC 
to consider when designing an AO training. These 3 themes, or considerations, for Guelph CHC 
are: training content; potential training barriers; and training approaches. 

Training Content 

There was a wide range of topic interests on AO from Guelph CHC staff, indicating that the AO 
training(s) should be comprehensive. 4 sub-themes emerged that capture the wide range of 
topics staff are interested in learning about: knowledge; exploration; practice; and relevance. 
Each sub-theme is made up of 1 to several questions that the AO training(s) could explore. 

Knowledge 
The literature on AO trainings recommends learning and unlearning as essential to AO (Djulus et 
al., 2021). Staff also indicated wanting to learn more about AO at varying levels of depth. Some 
staff indicated they wanted an introductory training to AO, while others indicated they wanted a 
training that explored AO at a deeper level. To address this, the training(s) could attempt to 
answer 5 questions: 

• What is [and is not] AO? 

o Some staff indicated that they would like some introduction to what AO is. 
Further, staff wanted the training to also address possible misconceptions of AO 
(such as how it is not political correctness). 

• Who is affected by oppression? 

o Staff indicated interest in wanting to explore the needs and experiences of 
oppressed groups (such as individuals who are BIPOC, 2SLGBTQ+, neurodiverse, 
and/or disabled). 

• What are the impacts of oppression? 

o Staff expressed interest in learning how oppressed groups might be impacted by 
larger social justice issues (such as housing, food, health and mental well-being, 
and the climate crisis). 

• Where does oppression occur? 

o Staff showed interest in exploring multiple systems of oppressions, including at 
the individual, organizational, and societal level. Additionally, staff indicated 
interest in learning about historical oppression.  
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• How does oppression occur? 

o Staff indicated interest in learning how oppression is perpetuated within each 
system. For example, staff identified wanting to learn more about discriminatory 
beliefs and behaviours (such as -phobia’s and -ism’s) as well as larger ideologies 
that are upheld by institutions (such as white supremacy and the police). To 
answer this question, staff indicated interest in exploring different frameworks 
and theories, such as intersectionality theory and social construct theory. 

Exploration 
Staff indicated that they also wanted the AO training(s) to help them answer “what is my 
positionality”. Staff indicated that to answer this question they wanted the AO training(s) to help 
them examine their privilege and power and the impacts it has had. Further, staff also wanted 
the AO training(s) to help them examine their own implicit biases and potential blind spots and 
how these might be internalized. This is in line with recommendations by researchers to include 
the critical examination of one’s sociopolitical position within AO training (Djulus et al., 2021). 

Practice 
Many staff members highlighted the importance of the AO training(s) to be practical, rather than 
abstract. For a lot of staff, they wanted to make sure that the training would make meaningful 
change and wouldn’t be performative. This is consistent with the literature, which highlights the 
importance of learning to translate AO concepts in action as a part of AO training (Djulus et al., 
2021). To achieve this, the AO training(s) could address “how to dismantle oppression”? Staff 
indicated several practices they wished to develop, such as how to: 

• Practice anti-racism, somatic abolition, and decolonization 

• Deal with white fragility 

• Be an ally 

• Move from being an ally to an accomplice 

• Advocate (for disability justice, food justice, fat liberation, etc.) 

• Take collective action (such as grass roots action) 

Staff also indicated several skills they wished to develop, such as: 
• Empathy 

• Compassionate calling-out 

• Reflexivity 

• Cultural competence and cultural humility 

• Community engagement and empowerment 
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Relevance 
Additionally, multiple staff members expressed that AO Training(s) should also cover 
information that is specifically relevant to both their industry (healthcare), as well as to the 
organization (Guelph CHC). 

Industry Relevance 
Staff indicated interest in learning “how oppression occurs within the healthcare context”. For 
example, this may include learning more about how stigma (such as weight stigma) exists in 
healthcare and how it perpetuates disparities in health and health care. Further, staff indicated 
interest in learning how these disparities affect oppressed groups (such as the impacts 
oppression has on black health, 2SLGBTQ+ health, and indigenous health). 

In addition to learning more about how oppression occurs within healthcare, staff also indicated 
interest in learning more about how to dismantle oppression within the healthcare system. This 
included interests in learning how to adopt and advocate for anti-oppressive health care 
practices (such as harm reduction, trauma-informed care, gender-affirming care, anti-racist 
health care, and health at every size). 

Organizational Relevance 
Staff also indicated an interest in learning more about “what AO looks like at the Guelph CHC”. 
This includes learning more about the diverse needs and experiences of clients, staff, and 
volunteers at the Guelph CHC. As well, staff indicated interest in learning more about the current 
services and practices already in place at the CHC. 

Additionally, staff expressed interest in learning about how to practice AO within CHC spaces 
and client interactions. This included learning more about how to support clients, staff, and 
volunteers at the Guelph CHC who may have experienced oppression. Further, staff were also 
interested in learning how they can practice advocacy and activism within the Guelph CHC. 

A few staff identified a need for the AO training(s) to review how oppression may occur within 
the organization specifically. One staff member brought up a concern with how Guelph CHC 
services are not accessible to racialized communities. While another staff member brought up 
that Guelph CHC has a tumultuous history with the community. Both staff hope that the AO 
training can provide information on how to address these barriers (such as how to make their 
services more equitable and repair their relationships with the community). Other staff provided 
specific suggestions that can be integrated within the training(s), such as embedding the 94 
Calls to Action within the organization and by divesting the CHC from police.
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Training Barriers 

Staff indicated several potential barriers and challenges (listed below) that should be considered 
when developing an AO training. 

• Visual, Auditory, and Processing Needs: Staff indicated that they have diverse needs 
such as sensitivity to excessive screen exposure. 

• Location: This was also a barrier for staff. Some staff identified that they experienced 
difficulty traveling to the Guelph CHC, due to transportation inaccessibility. While others 
identified difficulty accessing materials at home. One staff member also identified 
anxiety about large in-person trainings. 

• Time and Energy: Staff also indicated challenges with staffing issues and work demands 
that might pose a challenge for staff and volunteers to have time and energy to 
participate in AO Training. 

• Motivation: Staff also indicated possible challenges with motivation around completing 
AO training. Staff identified that they may struggle to complete the training without any 
accountability. 

• Resistance to Training: Staff also raised concerns that there might be some resistance 
to the training. One staff member identified that others might be resistant to the training 
because of the discomfort they may experience. Another staff member identified some 
doubt over the effectiveness of AO training at making meaningful change. 

Training Approaches 
Staff indicated an interest in learning about AO through a variety of learning approaches. In 
Figure 2, staff indicated their preferred learning styles. The most popular learning styles included 
live trainings, online workshops, and group discussions. Specifically, 77% of staff liked live 
trainings, 72% indicated an interest in online workshops, 67% indicated group discussions, 54% 
indicated self-guided online courses, 44% indicated guided readings and discussions, 34% 
indicated book clubs, 33%,indicated recorded workshops, and 28% indicated scheduled online 
courses. Staff also indicated additional learning styles that were not asked in the survey, such as 
white affinity groups and resource sheets (e.g., glossary of terms, best practices). 
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Figure 2. Preferred Learning Styles of Staff

 

Although it may seem difficult to reconcile the different preferences for learning approaches, 
researchers actually recommend utilizing multiple diverse approaches to AO training to ensure 
inclusivity of all learning styles (Aqil et al., 2021). This is in line with what some staff have 
suggested. For example, some staff have expressed the need for a variety of learning 
approaches, as well as the possibility for training to be tailored to their needs. 

Training Components 
Staff indicated several recommendations for training components that should be included within 
training (no matter the approach). 

• Interactive: Multiple staff members stressed the importance for the training(s) to include 
an interactive component (such as case studies). For example, one respondent indicated 
that they think “experiential learning is vital. Giving people the experience of diverse ways 
of knowing, living, experiencing the world makes a big impact”. This is consistent with the 
literature, which suggests that facilitators should provide opportunities for learners to 
apply AO techniques (Aqil et al., 2021).  
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• Reflective: Additionally, several staff members mentioned training should also include a 
reflective component or activity. However, some staff had preference for individual 
reflection, while others had preference for group reflection. Additionally, some staff 
indicated they would want time to reflect in training, while others indicated they wanted 
time to reflect outside of the training. Either way, the literature stresses the importance of 
reflection in AO training as a means for facilitating critical consciousness (Aqil et al., 
2021). 

• Collaborative: Staff also indicated that the training should also include a collaborative 
component as well. A variety of collaborative activities was suggested (such as group 
reflection, group brainstorming, group discussions, group goal setting, and group 
accountability systems). The literature recommends that creating learning communities 
can potentially help learners engage more deeply with the material (Aqil et al, 2021). 

• Diverse: The literature has found that AO trainings are often tailored to white individuals’ 
comfort and experiences, and often excludes marginalized individual’s needs and 
experiences (Djulus et al., 2021; Aqil et al, 2021). In-line with this, the literature 
recommends including a representation of diverse voices in the training material (Djulus 
et al., 2021; Aqil et al, 2021). For example, one staff member recommended including 
lived experience stories as a component within the training. 

• Mandatory: A few staff highlighted the importance of AO training, and suggested that the 
training should be mandatory for everyone, and not just for healthcare providers. 
However, researchers are split on this recommendation (Cocchiara et al., 2010). 
According to the literature, people react more favourably to voluntary over mandatory 
diversity training, and mandatory diversity training may create some backlash. On the 
other hand, mandatory diversity training has been shown to be more effective then 
voluntary diversity training at changing behaviours (Bezrukova et al., 2016). This is partly 
due to the fact that when diversity trainings are voluntary, those who most need it are 
often least interested and therefore less likely to participate (Kulik et al., 2007). It should 
be noted that most of these studies were conducted in laboratories with college 
students, and therefore the findings may not easily apply to the Guelph CHC (Cocchiara et 
al., 2010). 

Training Accommodations 
Staff also indicated several accommodations needed to address their accessibility needs. 

• Staff indicated some visual accommodations are needed (such as visual supports, 
limited screen exposure, and large fonts, and audio of text). 

• Staff also indicated the need for auditory accommodations (such as closed captions). 

• Staff also indicated processing accommodations (such as extra time to read and reflect, 
and debrief sessions after training). 
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