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oSomeone close to me became siekyShe had little family in
town, so | stayed with her night and day at the hospital. After
several dayshad to call my boss. Ndgidsick days had mwout.
To my surprise, the Executive Directomgfon-profit agency
said o0no problem, wakEkl tdvel
shockedA few hours later mgD showed up at the hospital wit
coworkers and Elders. They brought food and drums. The foq
kept coming for days. My loved one pulled through. | was so
touched. This is when | knew | was working imi¢/n sector, ah
would continue tdo so the rest of niife, or as long as they
would havene! | previouslwor ked i n govern

-ANP sector employee, at Victdsiaaring Circle

Thank you to Aboriginal Tourism BC, the ProvinCiaiDapge
(Susan McLeanjl BCAAFC for use of selected images in t
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Executive Summary

Project overview

In Augus$ 2012, the BC Association of Aboriginal Friendship Centres (BCégxR@)ssioned a
team from the Victoria Native Friendship Centre (VNFC) to undertake a research project to
strengthen connections with Aboriginal culture and traditional values in &ritish@b i a 6 s
Aboriginal norprofit (ANP) sectorOur research project is one of fguojectscommissionetb
develop the ANP SectBiumanResources (HRYnd WorkforceStrategy.

This report provides a summaryaofjourney, including what we learned andraxpuced. It
culminates in a list of recommendations to help create a cwholdyed workforcable todraw
uponuniquetraditions and values to best serve clients and communities.

Through a variety of research methods focused on enjad@irsgctoemployees and volunteers

in communities across the province, the project team documented many examples of promising
practicegor culture and traditional values in the workplaceeTpracticesre referenced in the

report and listed in theulturalself-assessmeiibol (Appendix A), where they are presented in a
format to assist BC ANPs. This tool is a living document.

The project teamgeneratetindings about the state of culture irdB&boriginal norprofit sectoy
its valudgo agenciesandconsierationgor successful implementation in the workplace. These
findings form the basis of the recommendatiodsvereechoedicross group sessipsisaring
circles, individuahterviewstheliterature review arsgctorsurvey.

Overall,ourresearch weakdthat incorporating culture and traditional values in the workplace
improves employee morale and organizational outcomes. It also leads to better recruitment and
retention of qualified employees.

Survey results suppartlirect correlation betweauiture in an organization and employee
satisfaction, recruitment and retention.
e 93% of those surveyed in the sector are more satisfied in a workplace that incorporates culture
and traditional values
e 88% of those surveyed are more likely to work foreamaim in an organization that
encouragesdigenous cultural practices and traditional values



Our work alsallustrateshat while culture is alive and well in BC ANfanizationghere is little
formalresearch or literature abouHibwever]imited group do existand arereating m emerging
community of practice to looktat effective implementationafiture in the workplace.

Findings fothe BC Aboriginal norprofit sectomlso include

e Culture is not static; it originates from thetteyrwhere the Aboriginal ngmofit is located
and is influenced by the individweikhin the organization

¢ A diversity of modelsxistfor successfully incorporating cultural practices into an organization,
both in practice and in policy

¢ In a financidy constrained sector, access to resources for cultural neadership and staff
training cultural policy developmeand recruitment efforeseparamount

Along with better benefits and pensions, workplace wellness, meatatgrofessional
devebpmentithe followingecommendtions are brought forward to support the development of
strong and united Aboriginal nprofit sector with the wisdom and strength to successfully serve
Aboriginal communities a good wafor generatios

Summary of Re commendations

Throughour primary and secondary reseasehlearned that efforts need to be made in the
following fourareas

Cultural Policy Developmentr ef | ect i ng cul t ur e .g. oulturahleavehr gan i

mission statement and cdmecumentation, as well as programming

Organizational and Community Practiceproviding support for cultural and traditional
practices in the workplace through resources, mentors, reggherimgtools and collaboration

Recruitment and training: Srengthening the sector by emphasizing recruitment and promotion
of Aboriginal employees and offering training and education to all members of the sector and our
stakeholders, with particular focus on youth development

Elder Involvement: Increasing the relof Elders in our orgaaaitions, entrusting them with the
responsibility of guiding our future and the role of culture in the workplace

To achieve the above, and thereby help ANP sector employees better serve their clients and
communities, it is recomnud that the ANP Strategy support:

¢ Making HR specialists, policy experts, and cultural mentors available to BC ANP agencies

e Creatngresources (e.g. Cultural &slessment Toalhd sector gatherinigssupport
development of community of practicetural programming and workplaces

Aboriginal recruitment and training initiatives for the sector

Enhancing the role of Elders in BC ANigsluding at the provincial level

e Aboriginal ledesearclof work-based culture and programming

e Enhancing egagemenwith funderdo promote indigenous approaches for service delivery

The complete list of recommendati@ngresentenh section four.
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Methodology

About Our Team

The Victoria Native Friendship Centre assembl
engage the neprofit sector community and deliver this important strategy. This team consists of:
Bruce Parisian, Aboriginal NBrofit Executive Director; Dr. Leslie Brown, Academic and

Community Based Research; Kim Cameron, HR Str&egifice, Adgsobr on Matters of Culture

and Protocol in traditional and urban contexts; Ron Lees, Facilitator and Communicator; Marek
Tyler, Cultural Facilitator and Analyst; and SebastiafR&karcher arfthalyst.

Project Purpose

The team began its work by defnthe purpose of the project. From the onset, we saw this
project,Strengthening Connections with Culture and TraditionalbdaigeaNonheofit Vidrkplace
as a way to:

1) Explore and document examples of culture and traditional valueshirtiverkplace
(promising or wise practices), and hosutzessfuliynplement culture

2) Investigate the value and impacts of culture and tradition in the workplace

3) Determine whethencorporating Aboriginaulture and traditional values in the workplace
leadto greater employee satisfaction, recruitment and retention

With supporting research in hand, our primary objective was to developduigectsirategy with
aset of recommendations to create a rmaltarallyanchored ANP workforce.

Indigenous Approach

In accordance with local First Nation protocols, the team established an internal Cultural Council
comprised of two Elders and two Youth request
Establishing an enga g dehdbegihnmg df theeproject movidedthe oac h 6
team the cultural foundation to engage with all six provincial regions in a good way and effectively
gather the needed cultural data and irfibom We also called upon ouit@al @uncil to review

project workand key materials.



Commencing in October 2012, and in cooperation with three other contracted research teams, we
met with the Aboriginal Neprofit Advisory Committee, whose purpose is to guide the ANP
HumanResourcard Workforce Strategy. Practgicultural protocol, we had the Advisory

Commi ttee o0Call to Witnesso the work that was
advice about our researicitcludinghow tobestengage noeprofit agencies in local communities.

We gifted them fatheir work and included a printed question in each gift ab@rateny.

In July 2013 followup Advisory Committee meeting was arranged allowing each team to present
their preliminary findings and recommendations. Advisory Committee feedllackimested
andincorporatedn the finaktrategy.

Indigenous approaches and values influenced all of our research Addptdsg. anndigenous
approach allowed us to engage with membersARsector respectfully and gain (and share)
valuable irdrmation Our approach includéollowinglocalprotocokin the territoriesisited
witnessing, gift givingtilizing adialogic approach to intervieavgl sharing circles

Our project Elders and Youth well ashe Strategy Advisory Committee welied upon as
valledresources to consftittr the duration of the contract. Jh@rovided encouragement when
needed and reminded us of our purpose and how to achieve it.

Strategy Team Collaboration

Through the BCAAFC, we came together and met withitbeaaintracted Aboriginal Nqumofit

research teams to strategize and develop a cooperative workingwastetognized thdtom

the perspective eimployees in th&NP sector, our four separate prggeetre in fact all part of a

larger wholdt was also recognized that as a collecevweauld be more effective working and
engaging communities together, rather than as
consul tation fatigue. It was al sosadangsmay t o | e
engagement and travel costs.

The work was done mostly through the creatitime® ommittees comprised of members from
each of the project teams. These included:

1. Survey Development Committee: Developing joint survey instruments
2. Communicatins Committee: Developing website and communicatairsals
3. Regional Engagement Commiti&nning sharing circles in regions



The work from these committees led to the development of two survey instruments combining the
research areas of two pobjeeams each; construction of website visuals and materials; unified
communications strategy with letters to all ANPs; and coordinated planning and promotion of
regional sessions. Once the survey, communication and planning womkphedsindividual

committees were dissolved and the Strategy was managed by the BCAAFC through a committee of
project leads.

Information Gathering

Overview

The project team utilized a range of research methods. These included a literatarsursegw,
key informant itrerviewsandregionafacilitated group sessigsharing circleshn addition to
embracing amdigenous approach, standards for conducting reseancéthical manner were
followed and the rights of participantsemell communicated and honoured.

Research supporting documentation included:
e Key informant interview questionnaires
e Survey instrument (hard copy and online)
e Framework for capturing examples of culture in the workplace, which became the foundation
for the organizatidnd Cu | t uassadsmeBed If6 ( Appendi x A)
¢ Analytical framework for the literature review (sources and themes)
¢ Facilitated session materials, including guiding questions to stimulate patgcuioin

Over the twelvenonth duration of the contracur team cosulted broadly to best inform the

overall findings and recommendations in support of our Strategy Paper. Stakeholders consulted
included, but were not limited (@) The BCAAFC and ANP Advisory Committee; (2) employees

or volunteers in the ANP sectorsir defined regions across British Columbia, in all identified

sectors (treatment, child and family, housing, health, employment); (3) Elders and Youth, including
BC Youth Council; (4) Individuals involved in implementing Aboriginal culture in the wankglac
variety of sectors (interviews onbngd(5)researchers and facilitators from the project teams.

ANP Sector Key Informant Interviews

The BC AboriginalNepr of it sector consists of hundreds
Informant Questionnar e, 6 our team conducted interviews
organizations representing varjparsicipantsThese were done using a consistent interview
instruments auide. Over the duration of the contraat team conducted approximately 15

formal key informant interviews with frontline staff, volunteers, administrators, Youth, Elders, and
executive directgrpredominantly from the Vancouver calastancouver mainland and Interior

regions



Many more informal conversations about Aborigutaire and traditional values in the workplace
were carried oatndintervieweewere also encouragedcomplete the online survey anonymously.
Knowledge@leanediuring initial interviews helped develasurvey tool and prepare for

facilitated groupessionWe also conducted a limited number of interviews with individuals from

the public (Aboriginal and nétboriginal), academic and private sectors to see what can be learned
from these sectors.

Sector Survey

Our project paired with th&orkplace Wess and Wiif& Balanpeojectteamto create a joint
survey(see Appendik). The survey was developeddptue promising cultural practices in the
workplace and the value cultca@bring to organizatienThe survey used simple language and a
limited number of questions. It also acknowledged the diversity and uniqueness of Aboriginal
cultures from the many First Nations in BC.

Participatiorwas controlled to ensure that only employees or volunteers in the Aboriginal sector
could participate.sAsuch, the results represent findings specific to the ANPAdicioto the

online survegs well abard copy versi@were sent to all ANPs on a master list provided by the
BCAAFC. Surveys were also distributed at the regional sessions.

Incentivesn the form of a prize draw for a chance to win Carey Nejgmealteryr an iPad were
also offered to encourage participation. Instructions stated clearly that prize draw winners would be
required to prove they work or volunteer in the ANP sector intord@im their prize.

It should be noted that a noandomized approach wesed This was done to capture as many
promising practices of culture in the workpdageossiblandto allow everyone interested in
sharing information an opportunity totapate Survey resultareconsistent with findings from
multiplelines of evidence, including interviewsl facilitated community sessions.

A total of 147 individuals took the survey, either online or in paper form. All paper copies were
transcribedhto the online tool to create on central information repasitory

Literature Review

The literature review was conducted in late 2012 through the summer of 2013 by the Victoria Native
Friendship Centre Projectea |t bui lt off an initial review
LE,NONET program. Its aim was to document existing research in the field of Aboriginal culture

in the workplacet also providegotentiainformationfor sharingat the facilitated ssionsBoth
literatureaeviews are included in AppendiX\’& foundthe literature limited in content and scope.

Few studiesould be founéxamining the impacts of Aboriginal culture in the workplate,

role of women in the sectand fewer stilvereconducted by Aboriginal researchers.

Facilitated sessions - Provincial Sharing Circles

As part of our team mandate to make the strat
with the three other contractexsearcheams, we embarked six Provincial Sharing Circles.

These facilitated data gathering sessions took us to six regions over the months of January through
June 2013. Locations included Victoria, Vancouver, Kamloops, Kelowna, Prince George and
TerraceThe locations were idérgd by the project teams with support from the Advisory
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Committedor their accessibility and large number of ®\Bl®well as geographic distribution
(modeled on First Nations Health Regions).

During these sessions, ticpantstot eamds facilitator

¢ Share information about the ANP Workforce and HR Strategy Project
e Learn specific examples of promising cultural practices in the workplace
e Learn successes and challenges fagedAsin making culture part of their workplace

Following theguidance of our Cultural Advisory Committee, we followed regional protocols by first
writing and hand delivering ( wlmemnitatprote si bl e) |
participate in ANP Regional Sharing Cirtleters were delivered andledfollowedby phone

calls to each ANP atigdenfinally with emails. Alongside and in support of traditional invitation
protocol,all Sharing Circle informatiaas publishedn thewww.aboriginalnonprofitawebsite.

Due to smaller than anticipated participant numbers at the first three sessions, our team contracted
Kelowna coordinator, Tanya Gregoire (Youth) for the Kelowna SharingpQietfeboost

participation and awareness among local ANB&ordancevith her regional cultural teachings,

she traveled to each local ANP and gifted each organization with a sag®ibuitelfeem to the

Kelowna session.

Utilizing a regional Indigenous approzani requirenore time and budget huiilizing ths
approach did drive higher participation whileaasigving clarity of intent ademonstrating
respect fofocal protocol angarticipan® time.

The SharingCircles were treated as gatherings where employees and friends in the sector were able
to share experiencasdconnect (or reonnect) with one another. Cultural protocols were

followed, including opening prayers, talking circle formats, and gifting. Elders shared their wisdom,
and mentored the youth in attendance, who also shared theiriperspestions were powerful

and warm, with singing, laughing, good food and shangtstories.

Though considerable efforts were dedicated to recruitment, including rrags,mdaikct phone
calls and site visits, attendance at some of the sessiomd as high as expected. We were
reminded on several occasions how busy ANPs are and the challenges of freeing up staff for
important initiatives such as cultural or professional developheesgssions wemnevertheless
hugely rewarding from a resbgverspectivd he snaller numbers allowed for moralepth
discussiog resulting irrich and very informatidiscussion#\ttendance ranged frorr2B
participantswith participants from varioasyanizational positioffsont line staff, executives¢.)

Youth Outreach - Gathering our Voices

In addition to the facilitated sessions with members of the ANP sector, advisedeby our

Cultural Council to promote the ANP HR and Workforce Strate¢yuth Weorganized

workshop as part of theqvincial youth conference, Gathering Our Voices (Penticton, BC). Our
project | ead, Marek Tyl er, and Caring for Fir
facilitated eight focugoups.Theworkshops attended by betweel?Garticipantom acros8C
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were an opportunity to engage Youth dirdediticipants were made aware of the workshops
through conferena@mmunication channels andterials.

The workshogonstructllowednformation to be sharedout the four project areasd the

sector mee broadlylt also served tather feedback and promote upcoming Regional Sharing
Circles. Not all youtim attendance&ere employees or voluntesithin the ANP sectorOnly

those employed or volunteering in the ANP sector were invited to take Attarejace athe
conference alserved the function of promoting awareness &l sector ManyYouth were
not previoushaware othe ANP sectoand as suchadnot considered it as a career option.

The intent for participating at tMsuth event was to:

e Have discussions with Youth amtompanyinghaperones fromMP agencies

¢ Collect information through focus groups and surveys from individuals who work or volunteer
in the ANP sector

e CaptureYouth perspectives and viewpoints regarding c(dtuegample of how culture can
be viewed was shared in relation to Gitxsan daseerg\ppendig)

¢ Promote the Strate@ythereby increasing its visibility and overall participation

The range of viewpoints, from volunteers to executive directdiref Hiesse engagements allowed
a broad set of issues to be examined for this sector to strengthen connections with culture and
traditional values theworkforce as a tool for HR recruitment and retention.

Analysis

The findings in the followirggctio are based on the research conducted during this project. They
were developed by analyzing the information learned through the various data collection methods,
including (1)the literature review; (B interviews and facilitated sessam¥{(3)thesurveys. The
analysis was a grounded emergent aralysitynamicallgs @rticipantontributionsncreased

Sessions and interviewsreinitiallyconstructed frontiterature reviefindingsandthenevolved as

we met and spoke with more people.

Thematianalysis of survey responses and community engagement notes revealed consistent
patterns. The findings section shares leaspagsingnultiple lines of evidence. Findings
confirmed by more than one line of evidence were considered for discussebasioml iRor
example, if a finding was identified in both the literature review and heard in the community
sessiongwo out of three sources), it attained a lewahladation which confirmedvitas strong
enough to share.

The result is a set of findingourcethroughliterature and community of practice and confirmed
on more than one occasion. In most cases, themes heard as part of the community sessions and
interviews were aligned with survey findings. Findings from the literature review were limited
numbers but supported by findings from interviews, survey results, and community sessions.

While there are undoubtedly more findingsdavuponin relation to culture in the workgdgthe
findings presented in this report are those which, througesearch with members of the sector,
were identified as most important for effectively embedding culture in the workplace

12
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Research Findings & Discussion
Introduction

This Firal Strategy Paper for the Aboriginalpandit sector by th¥ictoria Native Friendship
Centre project teaaxplores how this sector can strengthen connections with culture and traditional
values as a working tool for HR recruitment and retention.

We cowlucted research to answer the queddioes a strengthened connection with culture and
traditional values in the workplace bolster HR recruitment for the Aborigipabiitosector? We
also sought to document what constitutes promising or wise praermbsdding culture and
tradition in the workplace, and looked at the impacts of doing so.

What emerged is a telling tale of the value of a culanetigred workforce and the widespread
importance of tradition in the Aboriginal fofit sector.

We successfully gathered information from six regions in British Columbiar@fithedred and
forty-seven (1473urveyed participants, the majority iesrale (88%gdults (90%) between the
ages 306 (76%), seltlentified as First Nations (68%xtis (11%), or nosAboriginal (24%).

Strategically, participants from all sectors partetipageoup sessions, interviews and surveys. The
majority of those surveyed work in the Child and Family Sector (40%). We also collected responses
from individués in the following sectors: Health (25%); Housing (20%); Employment (21%); and
treatment (11%).

Individuals acrossvariety obrganizatioal positiongontributed. As part of the survey, we heard
most from frontline staff (31%) and administratiom @&%0) managers/supervisors (25%) and
executive (20%Wealso heard from volunteers such as student interns and board members.

We thank all those who participated in this research project and helped aaaecttiategy
for the sector.
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1. State of Culture and Traditional Values in the ANP
workplace in BC

1.1 Culture is alive and well in BC ANPs

Aboriginal alture in the workplace hssveratlimensions. It is usually expressed through

traditional practices employees use in their workplateassabserving protoctlis alsofound

in the values or oO6ways of beingd which shape

It is important to note that our research focasefiboriginal culture and traditional values in the
wor kpl avoe k ph @tcwhichcisthbw an orgadization runs its operations, fosters an
environment and cultivates certain feelings amongst its members.

In our research, we learned that culture is dynamimtaiday€asil)communicatin words.
Typicallyit starts witlculture from theerritorywhere theANP residesthen broadens to reflect
the peoplewithin the organizatiomnd the community it serves

We observed a numbarfactorsor pillarsseeminglgommonamongmnostorganizations
incorporaing Aboriginalkulture.Yetbecausall First Nations are unigand by extensioBNPs, it
isthe responsibility afachANP to determine the foundations of culturéhieir organization and
how thsextendto all aspects of the organizatifime CulturalSet-Assessment tool in Appendix
A captures many of the practices and values that were sharewhithneflect Aboriginal
workplaces. We also sought to capstomee of thestinrough quotes and storighich aren this
report.

Aboriginal workplaces asitenmarkedwith an emphasis on family, communigditional
wisdom,and oi ng what 6ds r i gh placeé greatavalug pratatol theangtural Th ey a
worldandi ndi vi dual s as whol e bei ngs ,ways @& p@i@ngt i ng e

cultue. In speaking with an ANP finance administrator, she related the following story

0At first, JAbomgaa petsineakingeare ohtle ooks. | tried my best to fit in but

| was still an outsider. Over fivst year, | waasked to help make food fmmmunity feasts,

participate in staff sharing circles and smudging. After about a year, | realized that | was no longer
the white | ady working in finance but | was n

Another employee in the sector reldgedollowingd I t hi nk about being a p
caring team. Like a family. It takes courage to support your fellow staff and it also takes courage to
ask for their support. When you work at an ANP, you are not alone, you are workingmyith a tea
courageous team, and you will work hard for t

The Sharing Circle in Kamloops was fortunate to have a Youth attend. Nt loalgupport the
Kaml oops' Sharing Cir c lb@hEsGnpuEpraves verywnportantin h «
capturing the idea that practicing culture at work jasteto met hi ng t hat vy o
box that you check once per daysbotmet hi ng t hat you | ive th
what you do respectfully practising culture in all of your dealingsworking with Elders to
devel oping organization programs. 0 Sngwpol
you are.



In the course of our research, almost every ANP worker we engaged stated that culture was
practice in their workplace in some way. Results from the surveynctbidirwith 86% of
respondents stating that o0Culture and tradit:.

The majority of sector employees engaged were waménthe fact that tteectoris
predominatelgomprised of female sta®ased o our interviews and sessions, we found that
women are very much aware of the importance of practicing culture in the work pacdlpand
play leadership rol@his was not reflected in the literatwhkich isa definite gamiven the role of
womenm the ANP sector

In all cases, male and female participants alike stressed the importance of culture in their lives and
expressed a desire to see more culture and traditional values embedded in the workplace.

1.2 There is a very rich diversity of prac tice

There are many ways and varying degrees of cultural expression within ANPs. For some
organizations, culture is expressed frequently and explicitly. For others, it is ever present but more
implicit. An example of this is the degree to which somezaitgzms have culture written into

policy, while others follow such norms but only as orally expressed.

The degree of culture integration depends on a number of factors, including the level of cultural
competency of staff and leaders and whether Eldardural mentors are present. We also noticed

that expressions of culture in the workplace were strongly present in more remote communities but
less explicitly stated, while in urban agencies with individuals from diverse Aboriginal (and non
Aboriginal) bckgrounds, culture was more explicitly stated.

During evergommunitysession, employees and volunteers from the ANP sector gave examples of
culture and traditional values being expressed in the workplace. In the survey tool, almost everyone
who took he survey answered this question, providing concrete examples.

We found that culture and traditional values were often expressed as:

Spiritualityceremonycgulturalwork

Visible displays of culture in the workplace: art, languages, music

Access tdlders

Culture reflected in the programming and processes of the organization
Acknowledgement of the territory and people where the organization is located
Culturaleducation, policy

Feastinggatherings

The complete list of practices is documented irdifiecCultural Self-assessmeiibol (Appendix
A). While the tool itself can evolve and become a resource for ANPs, the examples of culture in the
workplace within it form an integral part of our research and this report.
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1.3 There is a limited body of kn owledge

While there are many examples of culture being expressed in the workplace, there is very limited
researcldocumentedn culture in the workplace and the value it offers. A significant finding from
our literature review is that more Aboriginatdsdarch is needed to understand the role of culture
and traditional values in the workplace.

Beyondhelimited documented body of knowledge, there is an emerging community of practice.
The ANP Strategyods f ocus oiningduttare exangpledfm t he wo
project focusing on Aboriginal culture and traditional values in the workplace.

To date, what we haseeleaders and employees from the sector coming together and practicing
culture in their work and relatioBait there igttle in the way of gatheringsresources dedicated
specificallyo building awarenesshaw culture can be practiced effectively imongorofit
workplaceThis research project, angarticulathe facilitated sessions, provided an opportunity
to gather and sharand the community welcomed it.

Of noteis the role of cultural liaisons in Friend€aptres.

These cultural liaisoosordinate and bring together individuals
from various centres to share wise practices and promote further
integratio of culture in the workplace.

Practice Victoriads Native Friendship Cen
developed policy that provides employee cultural training and

learning systems and supported practice. The result of this

healthy support system is a strorigi@l identity for both
employegandtheorganizatioms a whole

Cultural
Identity

2. Value of Embedding Culture in the NP Workplace in BC

2.1 Promotes employee satisfaction, attraction and retention

MeetingANP sectoemployees from across the province answered intppréestions. We
wondered whether cultural practices and Indigenous values in the workplace might lead to more
satisfied employees, and be a factor in recruiting or retaining them.

We asked if employees working in organizdtiahembed culture are radulfilled, or satisfied
asemployee satisfactiondentified aa powerful determinant of employee retention.

Repeatedly weeardhatemployees feel more fulfilled and satisfied when culture is practiced and
traditional values are preserthe wakplace The surveyesultsconfirmed this finding; with an
overwhelming majority of survey respondé?4s) agreeinghey feel more satisfied in a

workplace that incorporates culture and traditional values.
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oo feel more satisfied i n a workpl ace

Survey Results 0 0 o

m Strongly Agree  m Agree  m Disagree m Strongly Disagree

We also inquired whether culture wastarfan their decisions to work for ANP organizations.

Once again we were told by employees on several occasions that yes, culture is a main reason why
people come to work in the sector, and why they stay. Survey resuitere&%l of

respondents agrethey arenore likely to work and remain employees of organization that foster
traditional culture and values.

0/ am more likely to work for, and remain an emyalyee of, an organization
that incorporates culture and traditional values

Survey Results 0 0 o 1o

m Strongly Agree  m Agree  mDisagree m Strongly Disagree

A participant at the session in Victoria said she joined an ANP to connect and learn more abol
cul ture. B e ¢ a u s ecultaréleducati@n anil NuRujesbeirfg practiced irothne workplace,
she felt the benefits of working for the ANP extended well beyond her paycheque. It was an o)

to learn who she was and where she came from.

2.2 Improves organizational outcomes

In addition to making an organization more appealing to current and prospective employees,
embedding Aboriginal culture and values in the workplace provides many benefits. Below are some
of thebenefits stated by respondents as part of the survgyeosom sessisand interviews, or
documented as part of the literature review. Aboriginakcartd values in the workplace are

valuable because:

e Supports individuals by enhancing their ability to manage stress, resolve conflict

e Helps staff better understand their clients, and to reach them, ultimately providing services
that have better outcomessd lasting impacts on lives
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Creates a sense of purpose and helps motivate employees

Promotes collaboration, individuals wagkogether to accomplish challenging tasks
Reduces competition, helping with te#rk and trustworthiness

Is congruent with wapf knowing and being

Creates a sense of spiritual safety

Encourage workplace wedling by creating a positive and safe environment, helping when
negatre feelings or conflicts arise

e Utilizing Elders, House Chiefs, and extended communities, problemsesivied within
the context of culture and traditional ways

A culturally anchored workforce is not only better able to cope with the challenges of wor

nonprofit and social services sectors, it is better empowered to achieve organizadioeal o
and serve clients who need their help, thereby achieving higher measures of success.

Culture is alsessential to promote healamgladdress thédeep and lastingpacts of colonialism
and residential schools.

2.3 Fosters individual and communit y development
Culture in the workplace brings value that
extends beyond the vor k.
Research participants also stttattulture
in the workplace:

0l was asked to dr.i
* Supports development of individualg:  morning. It was my first time, so | took grt¢
individual growth and learning care. As | approached one of the stops, |
e Helpsbuild pridem Aboriginal could see one of the children walking across
identity thestreet with their proud parent. All the
e Provides teachers and role models cars from the four corners stopped to let

for staff and community members them cross. |tds amazing
¢ Helpsemployees connect to their commands. As the child stepped onto the

traditional heritage and helps pass jn bus, barely able to make it up that first step

these traditions and teachings fro with his small legs, a little easier on the

generation to generation second, he looked up at me, the man driving
e Brings community closer to the bus with a hugely pleased grin on his

organiation and staff face, and said withogut he
my bus driver!d Thy

different and he had no trouble saying it out

loud. This is what First Nationsgple want

to see in their children, empowering each to

speak their mind. 6

e Creates a sense of belonging and
community

e Provides a platform for unity,
collective action

e Buildsa sense of community by
bringing people together and helpi
with teamwork and trustworthiness

¢ Promotes healing which can make
easier taeal with workplace stress

- Cowichan Elder and cultural advisor,
Victoria Sharing Circle

18



3. Implementing Culture in the Workplace

3.1 Determinants of culture in the workplace

In our research and various linegquiry, we found consistent themes arising when it comes to
promoting culture in the workplace. Thigigaeduilds upon previous findings and describes the
factors which are usually associated with culture thriving in the workplace

Supportive Leaders

In both the literature and our sessions with ANP sector employees, we heard that leaders play an
importar role in promoting cultural practices and traditional values in the workplace. Without the
support of leaders, it is difficult for cultural initiatives to take root.

There is usually greatest cultural expression in organizations where leaderscumiragky, &ut
practice culture, leading by example, and a space is created by leaders for culture and traditional
values to shape the direction and interactions within an organization. It is also fordeetdats

to communicate the valuepsomotingAboriginal culture and values in the workplace.

Presence of Elders and knowledge holders

The importance of Elders and knowledgeable individuals in making space for culture in an
organization was stated in all of our research. Through stories, expaderm®)ection to the

past, Elders are universally believed to be necessary for culture to thrive in any environment,
including places of work. Elder involvement in the organization is helpful because Elders have a
strong presence and can help raise nardllwer tension among employees. From a cultural
perspective, they are traditionally the ones empowered to practice culture and speak with legitimacy
about it.

Culture as policy

Many of the ANP organizations that showed deep levels of culturduragvatteninto their

policies. We often heard the importance of this, since it sends a strong message of the importance of
culture as part of the orgaatior activities and identity. Included was culture being specifically
referenced as part of orgaational documents and practices, as well programming. Examples
observed:

e Culture advanced as paraafission statement and core organizational documengssuch
strategic plans and annual reports

e References to culture in programming of the organizatidescriptions of programs and
their mandates

e Culture advanced in the human resource (HR) policies of an organization, including hiring
practices, training, and benefits (such as cultural leave)

e Culture present mnorganizatio® policies, such aw fconflict resolution
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OWe wusually get the c athatthdafishads s a
coming in. So at the last minute | askethe day off and it was granted
It wasnodot paid, and when | got wu
gotten paid that day, and paid to travel and got no fish, which is an im
source of food for my family. When the fish did comeinlcd n 6t a
go, so | missed an opportunity to go and learn how to clean and can the
plus an opportunity to spend time with my aunties and uncles and do
i n the process. Those times are
- ANP sector emplovee

According to sharing circle participants, other important reasons for having culture documented
policy include:

e It sends a clear message talalltthe value you place on culture, including your staff,
cliens, and funders

e Putting culture and values into policy ensures that the impact goes beyond the current
employees of the organization and into the future

e Putting into writing your cultural policies helps remove ambiguity and provides clarity as to
what st can expect, also reducing the potential for arbitrary or inconsistent application

Some Aboriginal employees stressed that having documented policies and protocols for cultural
practices and cultural leave is extremely important. We were alsopoltitmaimed at leave to
attend funerals or mourn lost ones should include extendedRanitypants remarked that

cultural policy development should be informed by employees and guided by Elders and cultural
advisors.

Cultural policydoes not havi® be written to be relevant. We spoke to a number of individuals who
said culture was practiced in their organizattbout formal written policies in placdo®ances

are made for individuals to taiee off, for examplep bewith family during ficult times or
participate in ceremonies or gatherohgspite the absencevaittenpolicies.

Aboriginal employees foster culture in the organization

We stated earlier that in most workplaces, culture was brought into the environment by employees.
In keeping with this idea, it was found in the literature and in our primary research with ANP
communities that the presence of employees of Aboriginal descent is one of the strongest
determinants of whether Aboriginal culture and traditional valuesant ipréhe workplace.

In light of thisHR practices that promote recruitment, retention and participation of Aboriginal
employeeatall levels oAnorganization are important to promoting culture in the workplace.
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Education

Cultural sensitivitydining remains a widespread approach to encourage Aboriginal culture and
values in the workplacgultural education and training, includimgoing cultural professional
development for stateadershigyoard,andvolunteershighlights the importancé ailture and

creates shared understandBagh the literature and primary research (interviews, sessions and
survey) support the finding that education remains one of the strongest means to ensure respect for
and practice afulture in the workpladéindings also suggest that training and education need to be
entrusted to individuals with the knowledge and experience to defigetively to avoid

insensitivity or arousing cultural tensidhg includes a wide variety of initiatives tMeaduca,

stimulate and engage employees and others in a better understanding of culture and tradition. The
shape of which can inclugkeny approaches, franore formal educational initiatitegroup
activitieslearning history, experiential workshops sudtuasningandtaking part in community

events, ceremonies and gatherings.

Gathering, events and ceremonies

While culture and values are expressed in a@artamnsor are included iarganizatioal

policieswe observed that culture is strongly esgewhen people gather. When an important
meeting is called, or members from various organizations or Nations come together for a purpose,
special consideration is pthoa observing cultural protocol and traditional ways. In ANP
organizations, this isprssed at family opbousesfeasts, celebrations, esenual general
meetingsThe act of holding events or gatherings of community members (or visitors) encourages
the celebration of cultural ways and traditions.

3.2 Factors for successfully implem enting culture in the workplace
Must be genuine and involve staff, Indigenous approach

In order for culture to flourish, it must be done genuinely and with the support of staff.

Implementing Aboriginal culture and values in an organization in a Superfiega will not work

because it will be perceived as disingenuous and artificial by both Aboriginahbodgioal

people. Staff engagemantlleadershijn implementing cultural practioegds tensure there is

support as the practices will reflaetindividuals in the organization. Practical evidence also
suggestthat creating cultural committees or identifying culture leads (can be on rotating basis), is an
effective way to promote culture in ANP agencies. Finally, it is important to useaousdig

approach, such as using a holistic persptrtiarporat culture and values in the workplace
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Knowledgeable cultural mentors, Elders
Implementing culture in an organization is a challenge that re
the guidance and leadership of cultdtatiyledgeable individual
The support of individuals such as Elders and culture mentor
helps agencies create an authentic process grounded in tradi
that reflects local protocol and the spiritual and emotional ne
those affected.

Like all lifeskills, some individuals possess more experience,
knowledge or ability than others. Some people are great carv
others are wonderful weavers, some people cook very well, o
sing, drum or dance mightily. Someggeeat with numbers and
spreadsheetsthers with fishing nets or classrooms full of
children.

Those who take a central place in advancing cultural practice|
ceremonies and teachings of their communities are often tho
ideally positioned to support individuals and organizations in
integraing culture in the workplace. Acquiring the support of s
individuals is an important factor in embedding culture succe
in the workplace.

Sufficient investment of resources

Culture and traditional values in ANP agencies help pecgiech
more conected and more productive in their organization, an
contribute to their ability to offer better services and achieve
results for their clients. But like most workplace initiatives,

advancing culture requires organizational support which inclu
dedication of time and money. For example:

e Reflecting culture in policy requires people with the ski
do so, as well as their time. Not all organizations have
time HR personnel on staff or individuals who can writ
policy or review organizatiodalcuments

e Cultural mentorsr Eldermentos assishg in
implementing culture or providing cultural services ma
require payentfor their effort. On site Elders or cultural
liaison roles are highlgilued but they are also structural
costs which need be factored

e Supporting traditional practices such as protocol, requ
acquiring gifts and demonstrating hospitality in greetin
guests
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e Gatherings and feasts also cost mandsgtaff timewhich is either paid or unpaid, but also
cantaketime awayrbm providing other services

e Placing art in the organization and other cultural sycalmoégjuire money to buy them

e Educating staff and providing cultural training requires staff resources and materials for
those taking the workshops, doing site \es$ds,

Wise investments in observing protocol and traditional practicdkipalge long run, but they are
a cost that must be budgeted for by organizations in the present.-Btvappsk agencies in the
nonprofit sector, allowances for cultural vatake policies and practices are fundamental to
success.

A strategy to create a culturalighored workforce and embed culture and traditional values in

ANP organizations must make the case for culture in the workplace and seek allowances to support
organizatiosin pursuing this objective, as well as advance creative ways for culture to thrive in an
environment with limited resources.

Collaboration and learning from others

We learned as part of our literature review, interviews and regional engagsioesithat having
organizations meet and share experiences was instrumental to learning wise or promising practices.
The entire project, truly, was an exercise in learning from the community and sharing what we
learned. This is expressed in our répatings and through the Cultugallfassessmeiibol,

which is a compilation of all the promising practices we learned from ANP organizations across the
sectors and province.

Sharing resources, such as persasmepractice that was also advancexgdsessions,

particularly when talking about HR resources and those specializing in policy. This may be a viable
solution for culture as well, with cultural r
organizations, either as a tradd arraasonable cost. This may be enabled bysetor

collaboration othrough grovincial culturadouncil orcommittee (pool of experts, Elders) to serve

the nonprofit sector.

It also became apparent that while the ANP sector is unique in maisy tlegapportunities and
challenges with implementing Aboriginal culture and traditional values in the workplace are shared
across many sectors. The academic sector has made considerable strides in this regard, and many
governmental bodies (Aboriginad aonAboriginal alike) have made efforts to reflect cultural
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