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This presentation is one of a series 
developed in the course of a project of the 
YWCA Toronto in collaboration with the 
Centre of Excellence for Women’s Health, 
entitled TIDE (Trauma Informed 
Development and Education).  The project 
has received financial assistance from the 
Public Health Agency of Canada, however 
the views expressed within are not 
necessarily those of PHAC. 

The series is intended to support ongoing 
integration of TIP within the YWCA Toronto 
and other YWCAs across Canada. 



A culture shift to becoming trauma informed

⚫ For most organizations, a commitment to trauma-informed practice 
represents a shift in culture.

⚫ The culture of an organization reflects what is considered important and 
unimportant, how it understands the people it serves, and how it puts these 
understandings into daily practice (Fallot & Harris, 2009). 

⚫ TIP focuses on strengths rather than deficits. We can apply this principle to 
organizational change as well.



This poster illustrates how 
one organization envisions 
an organizational growth 
plan for implementing 
trauma informed practice

https://traumatransformed.org/

https://traumatransformed.org/


Trauma-Informed Organizational Culture

AWARENESS

Commitment to supportive environment

- We agree to support each other in the work we do, identifying 
that at different times, we might experience vicarious trauma; 
we are supportive in our approach to addressing this

- We agree to support each other in accessing self-care practices

- We agree to work as a team



Trauma-Informed Organizational Culture (cont’d)

SAFETY AND TRUSTWORTHINESS:  

Commitment to Non-violence

– Right and Responsibility of every person (all staff, participants)

– Attending to dysregulation in a supportive way (staff and participants)

Commitment to accountability:

– We understand we are accountable to each other, and to ourselves.  

– We take responsibility for our actions, and we act with integrity



Trauma-Informed Organizational Culture (cont’d)

CHOICE, CONTROL, COLLABORATION:  

Commitment to Open Communication

- We agree to communicate clearly, directly, and professionally

- We agree to come together to work through difficulties and differences

Commitment to Participation

– We agree to engage in democratic, participatory practices where people 
are engaged in the decision making that affects their work



Trauma-Informed Organizational Culture (cont’d)

STRENGTHS-BASED, SKILL-BUILDING and EMPOWERMENT

Commitment to Learning, Growth, and Change

- We are all learning, and contributing to the on-going learning and development 
of those around us

- We are responsible for our own continuous growth

Commitment to Inclusive, Anti-Oppressive Practices

- We are committed to the principles of inclusion, social responsibility, and social 
justice.   We practice cultural responsiveness and value diversity



Debriefing for social learning, by organizations 

⚫ Many TI organizations are revising their debriefing practices to promote 
social learning. Debriefing can provide a feedback loop for the ongoing 
improvement of practice, systems and organizational culture. 

⚫ Debriefing after all events is valuable, not just when things go wrong

⚫ Feedback loop - Debriefing practices include some kind of follow-up, 
e.g., having a team member note any concerns in paperwork or share 
information gathered during regular supervision. 

MOREOB (www.moreob.com)

http://www.moreob.com/


Debriefing – for individual workers and whole teams 

⚫ Many people carry around the accumulated stories and emotions from their 
daily work without an opportunity to express, process, and release what 
they’ve experienced or witnessed. Debriefing can be an opportunity for 
people to share what they are feeling and thinking and to receive support. It 
can also provide an opportunity to connect with others who understand the 
issues and circumstances and to benefit from other people’s experience, 
knowledge, and insight. 

⚫ Many people are beginning to reflect on informal debriefing practices and 
how these practices might unintentionally contribute to the accumulation of 
trauma they are exposed to. 



Source: Mathieu, F. (2008). Low Impact Debriefing: Preventing 
Retraumatization. Tend Academy, Inc. Available from 
https://www.tendacademy.ca/low-impact-debriefing-how-to-stop-sliming-
each-other/ 

Debriefing at the 
Individual level 

using low impact 
debriefing with co-
workers

https://www.tendacademy.ca/low-impact-debriefing-how-to-stop-sliming-each-other


Debriefing  - Group Level - Take 5 questions
These questions are useful to guide debriefing by a whole team

What did we 
learn? What went 

well?

What would we 
do differently 

next time?

Did we have any 
system issues (e.g., 

communication, 
policy or procedure 
gaps, lack of staff)?

Who is going to 
follow-up to address 

the problems?

MOREOB (www.moreob.com)

http://www.moreob.com/


Organizational Resilience

Resilience refers to a person’s ability to “bounce back” or adapt to 
difficult situations and stressful experiences. 

While individuals can learn skills and strategies to support their own 
resilience, organizational practices and procedures are also central 
to promoting resilience.



VICARIOUS TRAUMA AND 
SELF-CARE



VT refers to “the cumulative transformative effect on the helper working with the 
survivors of traumatic life events”  - Saakvitne and Pearlman, 1996

The impact of vicarious trauma occurs on a continuum, influenced by factors such as:

– Degree of exposure to  trauma and traumatic information

– Degree of support in the workplace

– Personal supports and self-care practices

– Personal experiences of trauma

Vicarious Trauma



Vicarious trauma – what does it look like in staff? 

AVOIDANCE

Arriving late, leaving early, missing meetings, avoiding clients/the people you serve

HYPERVIGILANCE

Feeling on edge, perceiving co-workers as threatening, feeling 
like everyone is in danger

Being argumentative Shutting down or numbing 
out

Seeing things as "black or 
white"

Decreased empathy, changes 
in a sense of personal safety



Some organizational level practices that help prevent vicarious 
trauma

– Adequate salary and time off for all 
staff

– Access to extended health benefits

– Sufficient orientation, professional 
training, and supervision

– Training about vicarious trauma and 
regular “booster” sessions

– Plans for safety of all staff

– Peer support networks

– Specific supports for staff who share a 
common background, culture or 
community and may have different or 
unique experiences of vicarious trauma 

– Opportunities for staff to provide 
feedback and be involved in decision-
making

– Wellness initiatives



Trauma 
informed 
Supervision

Strategy Bringing this strategy into supervision

P Predict and prepare
Ensuring staff know the supervision will be based in TI 

approach – safety, trust, collaboration & choice, strength

E Enlist
Enlisting ideas for what is going well and topics to be 

discussed

A Acknowledge Acknowledge strengths and challenges 

C Choice and Control
Options for workplans, training needs, support etc. are 

discussed and choices made

E Explain Policies, resources and next steps 

PEACE approach developed by Niki Miller  http://ahpnet.com

TIP principles 
can be seen 
when applying 
the PEACE 
approach to 
supervision

http://ahpnet.com/


This sheet offers 
commitments for 
trauma informed 
supervision 



Individual level – wellness practice

⚫ Awareness – attunement to one’s needs, limits, emotions and 
resources

⚫ Balance – balancing the multiple aspects of self & one’s activities

⚫ Connection – to oneself, to others and to something larger

Saakvitne, K.W. and L. Pearlman, 1996



Wellness tools and resources
Many tools have been created to support worker self care



Emotional

SocialSpiritual

Physical

What are your current self-care practices 
in each of these domains?

Identify one practice in each domain that 
you can add to your practice, or amplify 



It is important to 
note that it is not 
only about 
individual workers 
doing TIP but about 
whole organizations 
and systems 
changing their 
cultures.

This image of that 
organizational 
change process 
comes from the 
Trauma 
Transformed group 
in the Bay Area
Source: 

http://traumatransforme
d.org/

http://traumatransformed.org/wp-content/uploads/Copy-of-TOTIHO-Updated-040319-11x17_Healing-Organization-Chart.pdf


An ongoing process 



This info sheet lists 
resources available online 
on trauma informed 
organizations and 
prevention of vicarious 
trauma


