Report on Cultural
Reconcili-ACTION
Gathering of Partners
March 27, 2019

“...Reconciliation is
about establishing
and maintaining a
mutually respectful
relationship
between Aboriginal
and non-Aboriginal
peoples in this
country. In order for
that to happen,
there has to be
awareness of the
past, an
acknowledgement
of the harm that has
been inflicted,
atonement for the
causes, and action
to change
behaviour.”

“Honouring the Truth,
Reconciling For the
Future – Summary of the
Final Report 2015.
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ReconciliACTION
MESSAGE
FROM THE
EXECUTIVE
DIRECTOR
Tansi, Sege:noh,
Boozhoo, Hello:
I would like to thank our partners who
attended NPAAMB’s Cultural Reconcil-ACTION
Gathering of Partners. The theme of the day
was “Reconciliation and Moving Forward
in Partnership and Collaboration”. Even
though not all who attended have a formal
partnership agreement with NPAAMB, we will
be using the term “partners” throughout the
report to reﬂect our desire that, over time, we
will enter into a fully invested, long-term
partnership with each other.
The iconic quote by Henry Ford that was
referenced throughout the day - “Coming
Together is a Beginning, Staying Together
is Progress, Working Together is Success”,
reﬂect the goals of the Gathering.
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It was a day of learning about Indigenous
peoples’ history, values, the challenges they
face, and their resiliency. It was also a time
of learning from each other and for sharing
ideas on forward thinking approaches to
bring to life the action in “reconcili-ACTION”.
The Truth and Reconciliation Commission
of Canada (TRC) was oﬃcially launched
in 2015 as part of the Indian Residential
Schools Settlement Agreement. It was
intended to guide Canadians through the
diﬃcult discovery of the facts behind the
residential school. Justice Murray Sinclair,
Commission Chair, has been quoted as
stating, “while the report marks one of the
darkest, most troubling chapters in our
nation’s history, it also turns the page on
a new chapter in the relationship between
Indigenous and non-Indigenous Canadians”.
The TRC Report contains 94 Calls to Action
and six of the Calls to Action which are
directly related to employment and training
were highlighted throughout the day.
As you read through this report, be reminded
of the stories you heard from the speakers.
I encourage you to take from it what is
relevant and consider the ideas you shared
and heard on how to incorporate cultural
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ReconciliACTION
safety strategies within your place of work
and, as stated by our Keynote Speaker Chief
Dr. Robert Joseph, in your personal life.
We are grateful for your suggestions about
what NPAAMB can do to support our
shared goal of helping urban Indigenous
youth succeed as they pursue their
education, and training and employment.
A special thanks to our Keynote Speaker,
Chief Dr. Robert Joseph; Guest Speaker,
Gord Peters, Deputy Grand Chief for the
Association of Iroquois and Allied Indians;
our three corporate panelists including:
Michele Baptiste, Manager of Indigenous
Relations for Express Scripts Canada, Gavin
Domitter, Head of Indigenous Relations &
Partnerships for QM Environmental, and
Joseph McQuabbie, Indigenous Outreach
Coordinator at Centennial College, and Kerry
General and Mitchell Pagetto, representatives
of the youth we worked with in the past;
for setting the tone for a day of deep and
meaningful dialogue on this important topic.
We also would like to thank Andrea Johnston,
of Johnston Research Inc. for her role
in coordinating the event, helping to secure
our speakers, and for providing an evaluative
report of the preparedness of our partners to
begin thinking about and making changes to
their organization, and within themselves.

HOW CAN YOU USE THIS
REPORT?
Start the conversations.
It is meant to help us
focus on ways to deliver
on the TRC Calls to
Action. Feel free to use
the information in this
Report as a catalyst to
motivate further action.

Lastly, we would like to thank Event Chairperson,
Patricia Baxter, for a great job keeping
the discussion interactive and lively.
The dialogue that started today must
continue. To keep the momentum
going, we will be calling on you in the
near future to discuss next steps.
In Unity,

Shari St Peter
Shari St. Peter
Executive Director, NPAAMB
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THE PURPOSE
On March 27, 2019, NPAAMB Indigenous
Youth Employment & Training hosted
its ﬁrst “Cultural Reconcili-ACTION
Gathering of Partners” at Carmen’s
Banquet Centre in Hamilton, Ontario.
The Gathering brought together Indigenous
and non-Indigenous employers, unions,
training and education institutes, service
organizations, and other stakeholders
connected to the employment and
training sector. Forty eight participants
attended representing 23 organizations.
The primary goal was to share ideas of
how to advance innovative reconciliation
strategies to help urban Indigenous youth

overcome barriers, become skilled, and
eventually attach to the labour market.
The objectives were:
1.

To learn about the history, diversity,
and culture of Indigenous people

2.

To increase awareness of the barriers
impacting Indigenous youths’ path
to education and employment

3.

To explore new and creative
organizational changes that are
responsive to Canada’s Truth and
Reconciliation Commission’s Calls to
Action as they relate to the training,
recruitment, hiring and retention
of urban Indigenous youth

The Truth and Reconciliation Commission
Report (TRC) was oﬃcially launched in 2015
and included 94 Calls to Action. The Calls to
Action speciﬁcally related to employment and
training were highlighted throughout the day
to inspire discussion to address gaps, barriers,
and to improve the employment and training
success rates of urban Indigenous youth.

NPAAMB’S MISSION
STATEMENT
NPAAMB provides skills development
and training opportunities for urban
Indigenous youth in Southern Ontario.
We attract, develop, and motivate young
Indigenous talent by respecting their
diverse cultural identities and working
closely with the communities we serve.
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PARTNERS WHO ATTENDED
1.

Brant Community
Healthcare System

2. Brock University
3. Canadian Manufacturers &

Exporters

4. De dwa da dehs nye>s

8. Hamilton - Wentworth

17. OSTTC - Ogwehoweh Skills

9. International Brotherhood

18. Rotary Club of Lincoln

District School Board
of Electrical Workers

10. John Noble Home

and Trades Training Centre

19. Rotary Club of Niagara-

on-the-Lake

11. McMaster University

20. Rotary Club of Welland

12. Mohawk College

21. SE Health

13. Niagara College Canada,

22. Teamsters Canada

6. Habitat For Humanity

14. Ontario Works Central

23. Workforce Planning Board

7. Hamilton - Brantford

15. Provincial Building &

Aboriginal Health Centre

5. Grand River Employment

and Training
Niagara

Ontario Building &
Construction Trades
Council

of Waterloo, Wellington,
Duﬀerin

Construction Trades
Council Of Ontario

16. QM Environmental
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DAY’S AGENDA
Morning

Afternoon

A number of prominent speakers shared
their thoughts, views, and experiences
to inspire further discussion on the topic
of reconciliation amongst Indigenous
and non-Indigenous peoples.

Partners broke into groups to discuss
and report back on the following questions:

Key Note Speaker: Chief Dr.
Robert Joseph, Ambassador
for Reconciliation Canada
Guest Speaker: Gord Peters, Deputy
Grand Chief of the Association
of Iroquois and Allied Indians
Corporate Panelists:
Michele Baptiste, Manager
of Indigenous Relations
Express Scripts Canada
Gavin Domitter, Head
of Indigenous Relations
& Partnerships for QM
Environmental
Joseph McQuabbie, Indigenous
Outreach Coordinator at
Centennial College
Youth Speakers – Kerry
General, Mitchell Pagetto
A number of exhibitors set up displays
with information of how they are
addressing reconciliation within
their place of business or service.
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1.

In what ways can your organization
change to be more responsive and
supportive of Indigenous peoples?

2.

What tools, resources, or supports do
you need in order to make changes in
your workplace to be more responsive
and supportive of Indigenous peoples?

3.

What innovative ideas do you have
for creating organizational change
and transformation that addresses
the Truth and Reconciliation Calls to
Action as it relates to employment
and training? What can NPAAMB
do to help make these changes?

TRUTH: RESIDENTIAL
SCHOOLS
Some 150,000 Indigenous
children were removed and
separated from their families
and communities to attend
residential schools. While most
of the 139 Indian Residential
Schools ceased to operate
by the mid-1970s, the last
federally-run school closed in
the late 1990s.
https://www.aadnc-aandc.gc.ca/
eng/1100100015576/1100100015577
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Reconciliation is a willingness
to examine the relationships
between Canadians and Indigenous
peoples and to acknowledge
that Indigenous peoples have
historically been marginalized

WHAT WE HEARD
Throughout the day, we heard from
our Keynote Speaker, Guest Speaker,
Corporate Panelists, and our Partners

WHEN WE MAKE A DECISION
TO FACE REALITY, WE MUST BE
BOLD AND COURAGEOUS AND
STEADFAST IN WANTING TO
MOVE FORWARD IN NEW WAYS

WHAT OUR KEYNOTE
SPEAKER HAD TO SAY
Chief Dr. Robert
Joseph, Ambassador
for Reconciliation
Canada, and formerly
the Executive
Director of the
Indian Residential
School Survivors
Society, and an
honorary witness
to Canada’s Truth and
Reconciliation Commission,
was the Keynote Speaker.

The people in this room today are
starting to use their voices and wanting
to take action because you are not
willing to tolerate it any longer
Reconciliation is the right thing to do
– complex and simple – we all need to
think about it. Sometimes reconciliation
is granted more often on a small
scale but what matters most is when
it is woven into our everyday lives
Millions of small-scale reconciliation
acts can make a big change

Dr. Joseph challenged the audience to
think deeply about what reconciliation
means to them and to make a
commitment to take action.

SUMMARY POINTS
Canada is coming to terms with
its historical legacy. For too many
years, Canada’s policy was to
cause Indigenous people to cease
to exist as distinct peoples
This history records that Indigenous
languages, spiritual leaders
and family life was disrupted to
prevent transmission of cultural
values and identity from one
generation to the next
The widely publicized Truth
and Reconciliation Commission
(TRC) report was the genesis for
residential school survivors to tell
their stories in a safe setting
8

“My personal deﬁnition of reconciliation
is when I can ﬁnd peace within myself”
Chief Dr. Robert Joseph’s advice
to organizations wanting to move
forward with the Calls to Action:
1.

The number one rule is that you cannot
undertake the TRC in a vacuum. You
must build a relationship, acknowledge
and recognize the history of Indigenous
people, and be aware of and abide by
the Indigenous protocols - standards
of how they interact with each other

2.

It is important that businesses shift
their perspective to be inclusive of
not only the economic but also the
social perspectives of their actions

3.

Be open to the ideas that two entities
can move forward in new ways that
have never been considered before.
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WHAT OUR GUEST
SPEAKER HAD TO SAY
Mr. Gord Peters,
currently the Deputy
Grand Chief of the
Association of
Iroquois and Allied
Indians, former
Ontario Regional
Chief, former
member of the
Assembly of First
Nations Executive,
and a Councillor and
Education Director.

Between 1831 and 1996, children
were removed from their homes
and placed in residential schools
throughout Canada. The intent
was to transform them to western
ideology, religions, and languages
Canada’s Indian Act of 1876 gave rise
to changes to the lives of Indigenous
peoples including: a governance
structure consisting of Elected Chief
and Council, established reserves (land
bases), status registry of who is legally
considered an Indian, and voluntary
or involuntary enfranchisement

Mr. Peters summarized Indigenous peoples’
historical timeline by providing an overview
of the pre-contact history of Indigenous
peoples, then moved on to speak about
Canada’s colonial history including the signing
and breakdown of the treaties, imposition of
government legislation, and the creation of
residential schools from 1870’s to 1996 when
the last school closed.

SUMMARY POINTS
Here are highlights from the historical overview:

Prior to pre-contact, Indigenous peoples
had strong forms of government and
made treaties of peace, friendship,
and respect with other Indigenous
groups of people. They understood
they were the caregivers of the
ancestral lands they were placed on
In 2014, we celebrated the 250th
year anniversary of the Treaty of
foundation for the covenant chain
relations between Great Britain and
the Indigenous Nations of the Great
Lakes and Northeastern Woodlands
which guaranteed Indigenous Nations
their lands, hunting and ﬁshing rights,
and other inherent rights

Canada’s Constitution (British North
America Act) of 1867 established divisions
of powers between the federal and
provincial governments. Section 91 (24)
gave the responsibility of “Indians and
the lands reserved for Indians”
to the federal government
Subsequently, Canada sold the treaty
and traditional lands and resources to
the Province of Ontario for $62 million

TRUTH: THE 60’S SCOOP
Between the 1960s and the
mid 1980s, large numbers of
First Nation and Métis children
in Canada were taken or
“scooped” from their homes and
communities without consent
or knowledge of their families
or bands, and given out to
mainly non-Aboriginal families,
in Canada and internationally.
Nearly 11,132 children were
adopted between 1960 and 1990,
although the numbers might be
much higher (Sinclair, 2015).
http://eugenicsarchive.ca/discover/
timeline/543a2904d2e5248e40000014
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Indigenous children were taken from
their families between 1950’s and
1960’s which is known as the “60’s
Scoop” as it was deemed families
could not meet the standards of
care. The children were farmed
out to all parts of the world
It was not until between 1956
and 1960 that Indian people
were given the right to vote.

2.

Supreme Court Case decisions
have been supportive of
Indigenous Peoples’ rights.

3.

The Indigenous languages are
becoming stronger throughout Canada

4.

The trauma of all the losses continue
to impact Indigenous people today
but even with this legacy and the
media narrative that continues to
paint Indigenous people in a bad
light, Indigenous people remain to
be strong and resilient. Our original
languages are being spoken, history
books are being re-written, and
public services now include cultural
components that more adequately
address the hurt and trauma.

WHAT THE CORPORATE
PANELISTS HAD TO SAY
Three corporate panelists spoke on
their reconciliation activities.
Michele Baptiste, Manager of Indigenous
Relations for Express Scripts Canada
Joseph McQuabbie, Indigenous
Outreach Coordinator for
Centennial College
Gavin Domitter, Head of
Indigenous Relations & Partnerships
for QM Environmental

MOVING FORWARD
1.
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Section 35 of Canada’s Constitution
1982 states, “The existing Aboriginal
and treaty rights of the Aboriginal
people in Canada are hereby

HIGHLIGHTS OF RESPONSES
TO THE QUESTIONS ASKED:
What do you like about the
company you represent in the way
it engages Indigenous youth?
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Its commitment to making
a ﬁnancial contribution to
Indigenous education each year
Its commitment to enable Indigenous
youth to attend a math and
science program as well as send
youth to university workshops.
These can be life changing and
conﬁdence building experiences
Being opened minded and
listening to the Indigenous youth
and community members
Building a strategy on
collaboration with Indigenous
communities at every level
Movement from knowing little about
Indigenous people to where it is now
seeing outstanding success among the
Indigenous students who are working
in the industries they were educated in
Being open minded to building its
capacity about understanding and
engaging with Indigenous people and
reporting results to top management
Being able to engage with
the President directly.
What recommendations do you have for
the successful recruitment and retention
strategies of Indigenous youth?

supports new Indigenous employees
while they navigate the company
Develop an Indigenous employees’
resource circle to help inﬂuence the
company’s policy and procedures
Ask employers what skills
they are looking for from
youth today and transfer that
information on to the youth

plan for the youth and oﬀer policy
ﬂexibility when possible
Oﬀer cultural training in the company
but not as an isolated process. Every
day Indigenous students or employees
bring their culture into the company.
Encourage the non-Indigenous coworkers to observe and learn every day
Help make the Indigenous
youth feel they belong either in
the work or school setting
Set up time for an Elder to come
into the workplace to meet with
Indigenous and non-Indigenous staﬀ
Understand the Indigenous youth;
they may stumble because of lack
of conﬁdence and not because of
a lack of technical understanding
of how to do the job
Advise Indigenous youth of what’s
important to the local labour market
over next 5-10 years and align training
with the labour market research
Change the terminology within the
organization to be more reﬂective
of culture. For example, collecting
information can be related to
ﬁshing; gathering can be related
to hunting to achieve goals; and
trapping is going back to see
what has been accumulated

TRUTH: FOSTER CARE
In Canada, 52.2% of children in
foster care 14 years and under
are Indigenous, but account
for only 7.7% of the child
population according to Census
2016.
https://www.sac-isc.gc.ca/eng/15411873
52297/1541187392851

Upon hiring, develop a training
Report on NPAAMB’s Cultural Reconcili-ACTION Gathering of Partners
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When you think about the challenges
a company may face in becoming
more culturally competent, what
suggestions do you have?

Make the cultural training mandatory
and a regular practice to the point
where it becomes more than
just “ticking a box ” conﬁrming
that the training took place
Senior managers need to understand
the importance of cultural competency
and set the performance measurements

WHAT PARTNERS HAD TO SAY
Partners were asked to complete
a pre and post survey on their level of:
knowledge of Indigenous history and
culture, their participation in the Truth and
Reconciliation Calls to Action as they relate
to employment and training; and future
cultural safety training they would like to see.
The information and recommendations
from the surveys will be analyzed and
action taken to further investigate and/
or move ahead to implement the insights
that we have gleamed from the responses.

(within working hours) to work
with an Indigenous organization
to build new relationships and
gain experiential learning
Include Indigenous youth in the
“conversations” as part of the
natural protocols when discussing
issues in the workplace

Partner’s
Impact Statement

Link culturally competencies to
the business’ objectives – walk the
talk. Allow each department to
develop their own competencies

“My awareness was
limited before March 27th
and afterwards I felt the
need to do more research
on my own to gather
more information.”

Reach out to the “inﬂuencers” in the
company to stress the importance
of becoming culturally competent
When working with partners,
emphasize inclusion of
Indigenous people in projects

12
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TRUTH: SUICIDE RATE
The 1995 Royal Commission
on Aboriginal People reported
the national suicide rate among
Indigenous Peoples to be three
times higher than the general
public, and the rate of suicide
among Indigenous youth was
ﬁve to six times higher than
non-Indigenous youth. Sadly,
research indicates that these
ﬁgures remain unchanged over
the past three decades.
https://www.ourcommons.ca/Content/
Committee/421/INAN/Reports/
RP8977643/inanrp09/inanrp09-e.pdf
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SURVEY RESULTS
A pre and post survey was conducted to collect responses to the following questions.

QUESTIONS

RESPONSE

Rate your overall knowledge
of Indigenous Peoples history
and culture

Response: Overall, the knowledge of Indigenous
People’s history and culture improved slightly after
attending the Gathering. On a rating of 1-10, the
response increased from a 6 to a 7.
Insight: This can be interpreted to mean that the
participants realized that they require more cultural
training in order to help them advance reconciliation.
The intent of the day was to touch on the topic of
Indigenous Peoples history and culture and how
it relates to cultural reconciliation and to take the
information shared by the Partners and develop a
focused strategic plan.

Are you adequately prepared
to apply cultural safety into
your work activities?

Response: All participants responded as “no”. The
participants felt the Gathering did not provide enough
direction to see their actions on the job changing or
improving, without the leadership in their organization
making changes.
Insight: It is clear that NPAAMB needs to have more
discussion with its partners’ leadership to get “buy-in” on
approaches they can take to help Indigenous youth feel
culturally safe while in the workplace, education/training
institute, and service organization. This starts with an
understanding of the colonial context and the attitude
of ongoing rule over Indigenous people.

Almost all (90%) of the Partners reported that they require cultural safety
training as part of their job duties and believe that cultural safety training is
required to do their job effectively.

14
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QUESTIONS

RESPONSE

Do you think that new
experiences with Indigenous
teachings and ceremonies
would support you to do
better in your job?

Response: The response was unanimous that new
experiences with Indigenous teachings and ceremonies
would support them in their job duties.

Do you believe that job
shadowing someone who
understands and practices
culturally safety can improve
your performance in your
job?

Response: The responses substantiated that job
shadowing was warranted and that it could improve
job performance. There was an unanimous response
that new experiences with Indigenous teachings and
ceremonies would support them in their job duties.

I look forward to this
Indigenous cultural safety
training opportunity.

Response: There was overwhelming support (93%) for
attending this cultural safety training.

Insight: It is very helpful to know that NPAAMB
partners are ready to move from an understanding
of the historical facts about Indigenous Peoples to a
more in depth understanding of their teachings and
ceremonies. This education will provide a wider view of
Indigenous Peoples’ values, beliefs, actions, and how
they interact with the world around them.

Insight: The idea of Partners job shadowing with
NPAAMB, or NPAAMB placing a worker in a partner’s
organization is an interesting approach that will be
considered.

Insight: With a high interest in attending this cultural
safety training, it demonstrates that NPAAMB partners
truly understand the importance of this training.
It is up to NPAAMB to coordinate future training
and share with other organizations other training
opportunities that are available.

Report on NPAAMB’s Cultural Reconcili-ACTION Gathering of Partners
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PARTNERS’ GROUP DISCUSSIONS
The Partners group broke into six
groups to discuss ways of addressing
the employment and training related
Calls to Action. The following questions
were posed to guide their discussion:

Set Performance Measurements.
Set performance measurements
for employees and management,
i.e. cultural training completion
rates and review progress during
performance evaluations

1.

In what ways can your organization
change to be more responsive and
supportive of Indigenous Peoples?

2.

What tools, resources, or supports do
you need in order to make changes in
your workplace to be more responsive
and supportive of Indigenous Peoples?

Understand Importance of Engaging
Elders. Elders or knowledge keepers
are currently helping a number of
organizations but there is a need
to educate the employees in those
organizations on the value and vital
asset the Elders are to the organization,

3.

What creative or innovative
ideas do you have for creating
organizational change and
transformation that addresses the
TRC as it relates to employment
and training? What can NPAAMB
do to help make these changes?

Initiate Retention Strategies. To retain
Indigenous youth in the workplace,
start retention activities right after they
have been hired by engaging them and
showing them that you are committed
to helping them succeed in their job

IDEAS ON HOW PARTNERS
CAN MOVE FORWARD
Open Doors to Learning. A
quote from a partner “We need to
remove our silos and barriers and
be willing to open our doors”
Develop a Reconciliation Action Plan.
Develop a reconciliation action plan
plan could include: making cultural
training mandatory, setting policies
and procedures that target the mindset
to encompass empathy and not pity
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Teach Us. Explain the importance
and content to conduct land
acknowledgements properly and
how to make it meaningful

Partner Impact
Statement

Share Policy Templates.
Compile and share templates
for policies, procedures, and
targets that address the truth and
reconciliation calls to action

“The presenters did
not lecture us; they
engaged us in the
learning journey.”

Dedicate Sta . Assign a NPAAMB
Allow for Exchange of Knowledge.
Allow time for their employees to
volunteer in an Indigenous organization
to learn from Indigenous employees

IDEAS ON HOW NPAAMB CAN
SUPPORT ITS PARTNERS
Keep the Momentum Going.
Continue to promote the beneﬁts of
investing in a long-term reconciliation
action plan that moves the truth
and reconciliation forward as part
of the entire organization (not a
segregated department). Provide
advice on how we can make cultural
training practical in the workplace.
Keep us Informed. Insert news
updates and resources as it relates
to the TRC on the NPAAMB
website, i.e. how to earn a Canadian
Council for Aboriginal Business
PAR certiﬁcate which conﬁrms
corporate performance in Progressive
Aboriginal Relations (PAR)
Support Partner Proposals.
Support proposals with Partners
who have developed a strong
engaged working relationship with
NPAAMB. The proposal objective ﬁts
within NPAAMB’s long-term lens,
and beneﬁts are reciprocal in nature.

partners can turn to for advice and
direction when planning to address the
truth and reconciliation calls to action
Connect with Colleges. Near
the end of the training/education
program, connect to colleges and
other training programs with high
enrollment of Indigenous youth to
ensure the Indigenous students
are connected to employers who
are willing to take placements
Act as a Liaison. Liaise with grade
schools to coordinate visits to colleges
to see the classrooms, meet graduate
students, and meet with industry
partners to hear about their needs

TRUTH: LIFE
EXPECTANCY
Life expectancy for Indigenous
people remains about 10
years lower than for the nonIndigenous population (71 years
compared to 81 years).
Source: Statistics Canada, Vital
Statistics custom tabulation https://
ﬁles.ontario.ca/books/in_spirit_of_
reconciliation_pdf_0.pdf
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O er Financial Support. Consider
continuing incentive payments to
Indigenous youth after they become
employed for a set term while
they become more accustomed
to budgeting and covering the
increased expenses, i.e. clothing,
Share Expertise of Other
Organizations. Connect partners to
the organizations who are viewed
as the leaders in “reconciliation” and
who have taken steps to implement
the truth and reconciliation calls
to action and investigate the
potential for these organizations
to mentor NPAAMB’s partners
Advocate for Quality Education.
Advocate with the Ministry of
Training Colleges and Universities
to address gaps in the grade 8 to
grade 9 transition and speciﬁcally
Nation’s education system and the
local city high school system

Rotate Employees. Provide Indigenous
youth with an opportunity to try-out
workplace for a short period of time
This Gathering is the ﬁrst event where
NPAAMB has advocated primarily for
“reconcili-ACTION” with its partners.
This explains, in part, why the number
of ideas of how NPAAMB can support
their partners compared to the number
of ideas that partners can implement
is more. It will only be at that point in
time when we both see evidence of our
call our relationship a true partnership.

Partner Impact
Statement
“Perfect balance of
learning, networking
and collaborating
- a great day.”

TRUTH: JUSTICE SYSTEM INVOLVEMENT
Indigenous peoples account for approximately 2 per cent of Ontario’s population
and yet in 2016 represented 13 per cent of those in provincial custody.
https://ﬁles.ontario.ca/books/in_spirit_of_reconciliation_pdf_0.pdf

The statement below comes from the report, “Honouring the Truth, Reconciling For
the Future – Summary of the Final Report 2015.
“. . . Reconciliation is about establishing and maintaining a mutually respectful
relationship between Aboriginal and non-Aboriginal peoples in this country.
In order for that to happen, there has to be awareness of the past, an
acknowledgement of the harm that has been inflicted, atonement for the causes,
and action to change behaviour.”
http://www.trc.ca/assets/pdf/Honouring_the_Truth_Reconciling_for_the_Future_July_23_2015.df
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FOLLOW UP
Pre and Post Survey
To help maintain the momentum that was
created on March 27, 2019 a review of the
pre/post survey provided insight into what
NPAAMB can do better to help resource
partners to follow up on strategies to carry
out reconciliation within their workplace.
Insights from the survey will be reviewed
and follow up activities incorporated
into NPAAMB’s Strategic Plan.

Partners’ Action Plan
Participants were given a one-page form
entitled “My Reconcili-ACTION Plan”.
Instructions with suggested timeframes
for completing the form was distributed
at the Gathering. NPAAMB will follow up
with participants to learn more about their
plans, what has been accomplished, and
how NPAAMB can be of further assistance.

TRUTH: DEMOGRAPHICS
According to Statistics Canada’s 2016 census data on the Aboriginal Peoples of
Ontario:
374,395 identiﬁed as Aboriginal peoples and 14.5% lived on reserves in 2016,
down from 15.9% in 2011 (more Indigenous people are now living in rural and
urban areas)
Between 2011 and 2016, Ontario’s Aboriginal population grew by 23.1%, much
faster than the non-Aboriginal population, which grew by 4.2%
The Aboriginal population is younger than the non-Aboriginal population.
Almost a third (32.5%) of the Aboriginal population consists of children and
teenagers aged 19 and under, compared to 22.5% for the non-Aboriginal
population.
https://www.ﬁn.gov.on.ca/en/economy/demographics/census/cenhi16-10.html
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EXHIBITORS
The Exhibitors who attended the Gathering:

Hydro One: Is committed to advancing
reconciliation and work proactively to
build relationships with Indigenous
Peoples and communities based on
understanding, respect and mutual trust.

CESO – Canadian Executive Service
Organization: Economic reconciliation
is at the heart of what we do. With over
50 years of experience working with
Indigenous communities, we understand the
complexity and diversity of their resources
and needs. We are committed to providing
Indigenous communities and businesses
solutions to support their development.

Mohawk College: The Indigenous Student
and activities for Indigenous students
including Elder as a resource, Indigenous
counsellors, cultural events and activities,
and student success workshops. Mohawk
College is currently partnering with NPAAMB’s
Building Futures program. Students can obtain
up to four college level construction credits.

Centennial College: Centennial College
reconciliation acknowledging that the College
must re-vision as a post-colonial institution
resulting in new ways of seeing and doing.

Habitat for Humanity Niagara: Builds
QM Environmental: Is committed to
Indigenous inclusion and capacity building
through all facets of its business. They have
trained over 700 Indigenous peoples across
Canada, many of whom have been employed
on QM projects. They have been a proud
partner of NPAAMB for the past ﬁve years.

no-down payment, interest free mortgages
to qualifying families who would otherwise
not be able to purchase their own homes.
The Habitat for Humanity is currently partnering
with NPAAMB to build housing units by
giving urban Indigenous youth experience
working in the construction trades, through
NPAAMB’s Building Futures program.

Report on NPAAMB’s Cultural Reconcili-ACTION Gathering of Partners
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Reports
REPORT ON INTERVIEWS
WITH ELDERS AND
COMMUNITY MEMBERS

conﬁdence, freedom to communicate
needs and feelings, developing a sense
of belonging, ability to cope with
stress, feeling safe in their environment,
and options to seek assistance

As a supplementary but a vital perspective
to this report, ﬁve Elders/community
members were interviewed for their
views on identifying and supporting the
learning styles of Indigenous youth.

Giving time for Indigenous
youth to self-reﬂect on their
behaviour, their skills and gifts is
an important aspect to learning

A common message from the Elders/
community members was that a commitment
to engage in the Truth and Reconciliation
Calls to Action is an ethical investment
in our future. It is a mindset shift that will
lead to stronger relationships between
employers and Indigenous youth.

CULTURAL KNOWLEDGE
Indigenous youth are stronger when
they respect and honour their ancestral
knowledge and ways of learning. An
employer that supports and facilitates
connection to Indigenous culture in the
workplace is reinforcing this strength

WHOLISTIC LEARNING
APPROACH
A wholistic approach to learning is
when Indigenous employees learn
in a wrap-around model based on
knowledge transfer (shown how to
do the job) and then given examples
of how to apply the knowledge.
Learning is a partnership between the
supervisor and the Indigenous youth
and both must be fully invested
Wholistic workplace learning is not
just about the job; it should include
social and emotional learning as well.
The wrap around model builds in the
softer skill sets such as: self-esteem,
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INCORPORATE CULTURAL
ACTIVITIES
opportunities for team building
exercises that are immersed in
Indigenous lifestyles, i.e. connect
with local Indigenous communities or
organizations for land based activities
Indigenous people learn through story
telling. Everyone has a story to tell
and is a story teller. Structure times
for this to occur in the workplace

INDIGENOUS YOUTH AS
SPIRITUAL BEINGS
Youth are given an idea as to their role
in life at a young age through a naming
ceremony. They struggle to nurture
their learning as they seek to fulﬁll
their spiritual name. Because of this
struggle, working in an environment
that builds their self-conﬁdence, builds
their character, independence, and
increases their skill sets will enable
them to contribute to society with
meaning that is driven by purpose
Indigenous people learn better when they ﬁrst
recognize their gifts and utilize these gifts
while undergoing their learning process. If
the Creator gave an individual certain gifts,
it is their responsibility to act on them
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RECIPROCITY

Learning is a two-sided coin. Employers
need to take stock and assess their
company’s culture, policies and
procedures and set up opportunities
to motivate, create acceptance, and
opportunities for Indigenous employees
to learn. It is just as important is for
youth to understand the corporate
culture of their workplace. The end
result is “becoming an employer of
choice for Indigenous candidates”

Supportive Workplace. We are motivated
and we have a voice that at times gets
shut down and ignored. When we are
recognized for doing a good job, it
motivates us to continue to do well

Corporate Culture. Restructure the
workplace into a teamwork environment
Incentive Program. Implement
strength-based rewards
Recognition of Culture. Make policy changes
in regards to recruitment and retention of
ceremonies and to attend to family matters

YOUTH FOCUS
GROUP REPORT

Hours of Work. Provide ﬂexible hours as
transportation or child care can be challenging

Thirty six (36) Indigenous youth attended a
focus group session on February 22, 2019
hosted by NPAAMB. The youth were eager
to share their employment experiences and
to oﬀer suggestions to improve the working
conditions in order to feel culturally safe.
It is important to remember that the
comments below come from Indigenous
youth who have experienced multibarriers in their young lives as a result
of multi-generational trauma and are
working hard to overcome them.
Here is a statement from the day:
“Our lives today continue to be a ected by
Canada’s historical legacy of treatment of
Indigenous people. We can be discouraged
and lose interest in maintaining our
healthy habits. We need strong people
who can teach us how to manage our
lives and show us how to build our
strength within a healthy framework”.
When asked about the work environment
that would better support Indigenous youth,
the following comments were shared:

Reporting Non-Compliance. Ensure
a safe communication structure for
reporting discrimination, negligence,
and health and safety issues
Assessment of Performance. Better
communication of job expectations
and periodic assessment and qualitycheck to ensure we are doing the
job according to expectations and
that we have the skills required
Ontario Human Rights Act. Improved
understanding and support structures
for employees who have disabilities
(mental, emotional, physical)
Unfairness in the Workplace. Address the
unfairness experienced such as: sexism,
inadequate pay, inappropriate hours/
scheduling, racism, limited patience,
limited opportunities for or inadequate
training. We are looking for secure, longterm professional, safe jobs that are free of
harassment and questionable conduct

Non-Judgemental. Because of our history,
we can have a shadow following us and
this impacts the type of housing we can
to adequate health care and child care
Report on NPAAMB’s Cultural Reconcili-ACTION Gathering of Partners
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Resource Material
VIDEOS
Reconciliation Canada
https://reconciliationcanada.ca/category/video/
Northern Health BC
https://www.youtube.com/watch?time_continue=1&v=MkxcuhdgIwY
NPAAMB (view video of Cultural Reconcili-ACTION Gathering of Partners – click News and Read More)
www.npaamb.com

MATERIAL
Colonial History Impact – Gordon Peters, Deputy Grand Chief – Association of Iroquois and Allied
Indians
https://npaamb.com/cultural-reconcil-action-gathering-of-partners/
Reconciliation Canada: Back Pocket Reconciliation Action Plan
https://reconciliationcanada.ca/back-pocket-plan/
Reconciliation Canada: How to Get Involved
https://reconciliationcanada.ca/get-involved/how-to-get-involved/
What is Indigenous Cultural Safety and Why Should I care About It? Visions Journal – Indigenous
People
https://www.heretohelp.bc.ca/visions/indigenous-people-vol11/what-indigenous-cultural-safetyandwhyshould-i-care-about-it
Legacy of Hope Foundation: Where Are the Children? Timeline
http://wherearethechildren.ca/en/timeline/#10
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NPAAMB is an Indigenous employment and training service provider that delivers
training and employment support to urban Indigenous youth who are 15-30 years
old living within its six catchment areas situated in parts of southern Ontario.
For more information go to www.npaamb.com

We would like to thank our sponsors of the “Cultural Reconcili-ACTION Gathering of Partners”
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