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Established in 1996, the First Nations Human Resources Development Commission of Quebec (FNHRDCQ) 
is a bilingual organization dedicated to promoting First Nations training and employability in Quebec.

MISSION

PURPOSE OF THE ORGANIZATION

Provide employment and training support to First Nations in order to meet the labour market integra-
tion needs of clients and enable their job retention, regardless of their place of residence, and thereby 
improve their quality of life.

MANDATE

WHAT THE COMMISSION DOES

The Commission prioritizes the collective interest of its members, particularly at its meetings and in its 
actions. The Commission is responsible, at the regional level, for managing training and employment 
development measures, according to the agreements that fall under the jurisdiction of the Assembly of 
First Nations of Quebec-Labrador (AFNQL).

The primary mandate of the FNHRDCQ is to promote, encourage, support and advance all human re-
sources development initiatives locally-controlled by First Nations. The urban points of service and the 
communities provide services directly to their local clients.

VISION

DRIVING FORCE

Help First Nations members to pursue and achieve full employment in their pursuit of self-determination.

FOREWORD

Fuelled by a series of consultations with Indigenous women, educational institutions and employers, this 
toolkit for Indigenous women in non-traditional occupations aims to provide:

■ information needed to guide women through the various stages of their journey towards 
a non-traditional occupation;

■ practical advice to educational institutions at all levels (collegial, vocational, university) 
in relation to access to training, academic success and the employment integration of 
women in non-traditional occupations;

■ useful information to facilitate the recruitment of women in companies that offer 
traditionally male jobs.

In doing so, we hope to facilitate successful training and increase the recruitment and retention of Indigenous 
women in non-traditional occupations.

It should be noted that not all Indigenous peoples are alike. In reading their portrait, you will find that 
the Indigenous women who participated in this study differ widely in terms of background and culture. 
There are several Indigenous groups, including the Métis, Inuit and First Nations:

Métis: a people from European ancestors and First Nations members who identify itself 
as Métis.

Inuit: a people who generally lives in Canada’s far North, under the jurisdiction of the 
federal government, but not specifically covered by the Indian Act.

First Nations: peoples defined by the Indian Act. These peoples are also divided into 
“Status Indians”, “Non-Status Indians” and “Treaty Indians”. In Quebec, there are 10 
distinct nations: Abenaki, Algonquin, Atikamekw, Cree, Huron-Wendat, Maliseet, Mi’gmaq, 
Mohawk, Innu (Montagnais) and Naskapi.  

Indigenous people are present throughout the province, in both remote areas and major urban centres.



Chapter A

INTENDED FOR INDIGENOUS WOMEN

THIS CHAPTER PRESENTS AN OVERVIEW OF THE REALITIES OF 
ABORIGINAL WOMEN IN NON-TRADITIONAL OCCUPATIONS. 
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1. WHAT IS A NON-TRADITIONAL OCCUPATION?

An occupation is said to be non-traditional for women when fewer than 33% of the jobs held are by 
women. In the same sense, an occupation is said to be non-traditional for men when fewer than 33% of 
all workers are men.

For example, in Quebec, 4% of women work as sheet metal workers (NOC 7233). Therefore, this occupation 
is considered non-traditional for women. Based on this definition, Emploi-Québec has identified a total 
of 253 occupations that are considered non-traditional in Quebec.

2. THE PLACE OF WOMEN IN TRADITIONALLY MALE OCCUPATIONS

In 2016, the First Nations Human Resources Development Commission of Quebec (FNHRDCQ) focused 
on the urban Indigenous female workforce, and more specifically on the place of Indigenous women in 
non-traditional occupations. The FNHRDCQ carried out a survey among these women in the four cities 
served by an FNHRDCQ urban service centre: Montreal, Quebec City, Sept-Îles and Val-d’Or. The results of 
the survey presented in the report Portrait de la main-d’œuvre féminine autochtone vivant en milieu urbain 
(Portrait of the Urban Aboriginal Female Workforce) speak for themselves.

Indeed, the survey revealed that the proportion of Indigenous women in non-traditional occupations is 
very low compared to Quebec statistics. It also highlighted the presence of persistent personal and sys-
temic barriers that prevent women from accessing training and integrating a non-traditional occupation. 
Three of the key barriers identified consist of low awareness of non-traditional occupations by Indigenous 
women, the strong perception of racism, and discrimination felt by women.

Considering these findings, the FNHRDCQ has a duty to intervene, especially by improving access to train-
ing and integration into non-traditional occupations of Indigenous women, by addressing the systemic 
barriers and collaborating with partners to support these women’s efforts.

This intervention, which aims to be inclusive, must necessarily involve, in addition to Indigenous women 
and the FNHRDCQ points of service, two other stakeholders, namely the businesses (“employers”) and 
educational institutions in non-traditional occupations. 

With this in mind, we simultaneously conducted a series of consultations with the three target groups in 
Montreal, Quebec City, Sept-Îles and Val-d’Or. In total, we met with 16 trained and/or employed Indige-
nous women, 16 educational institutions and 16 employers. Conducted in the form of focus groups or 
with the use of an interview guide, the consultations primarily aimed the production of a toolkit for each 
of the three groups.
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3. STATUS OF THE SITUATION

The analysis of the census of the female population of the four urban service centres shows that Indige-
nous women are virtually absent in the area of non-traditional occupations. The proportion of Indigenous 
women in non-traditional occupations varies between 0% and 0.4%. Non-Indigenous women are more 
present in non-traditional occupations.

Indigenous women in non-traditional occupations represent 6.1% of employed 
Indigenous women.

The analysis also helped us to identify several barriers (personal and systemic) 
that prevent Indigenous women from accessing non-traditional occupations.

0 5 10 15 20 25 30 35

■ Non-Indigenous Women ■ Indigenous Women

All Traditionally
Male Occupations

Land Surveyors

Police Officers

Security Gards

PERCENTAGE OF INDIGENOUS WOMEN
IN NON-TRADITIONAL OCCUPATIONS

■ Lack of self esteem
or shyness 
(40%)

■ Lack of knowledge
regarding occupations 

generally held
by men (20%)

■ Low adaptability
in urban environments
 (20%)

■ Difficulty reconciling
family and work life balance (20%)

PERSONAL BARRIERS TO
ACCESSING NON-TRADITIONAL

OCCUPATIONS 

■ Sexual
Segregation (14.3%)

■ Assimilation Policy
(Indian Residential Schools

or Indian Act, etc.)
(28.6%)

■ Cultural mentalities
(Separation of trades 
for men and women)
(20%)

■ Racism or
discrimination (28.6%)

SYSTEMIC BARRIERS
TO ACCESSING NON-TRADITIONAL

OCCUPATIONS
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4. ADVANTAGES OF ENTERING A NON-TRADITIONAL OCCUPATION

The main advantages for women entering a non-traditional occupation include:

■ Career choices that match their interests and aptitudes;

■ Possibility of accessible and short-term training programs;

■ Broadening of diverse and interesting employment opportunities;

■ Opportunity to increase their income, obtain better working conditions and fringe 
benefits;

■ Increased likelihood of full-time employment;

■ Opening to a greater number of vocational and technical training programs that are 
eligible for financial support;

■ Diversification of professional experience in workplaces where the dynamics are 
different;

■ Possibilities of becoming an entrepreneur;

■ Becoming a role model for youth in First Nations communities;

■ Job security.

TINA HOULE

Algonquin-Cree woman from Pikogan

■ Industrial mechanic at Hydro-Québecc

"Good working conditions"

Although she studied in political science and administration, 
Tina changed career direction and turned to a non-traditional 
occupation. She studied industrial mechanics at the Centre de 
formation professionnelle Harricana d’Amos and earned her DVS 
in 2013. She then interned with Hydro-Québec, where she was 
subsequently hired as a full-time industrial mechanic.

"Don’t rely on the opinions of others and follow your instincts in 
your career choices."

OCCUPATION

INDUSTRIAL 
MECHANIC

(NOC 7311)

Construction millwrights and industrial 
mechanics install, maintain, trouble-
shoot, overhaul and repair stationary 
industrial machinery and mechanical 
equipment. Industrial mechanics are em-
ployed in manufacturing plants, utilities 
and other industrial establishments. 
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5. ASSETS AND SKILLS THAT LEAD TO SUCCESS IN NON-TRADITIONAL 
    OCCUPATIONS

Based on the experiences of women in non-traditional occupations who were interviewed, here are the 
main assets and skills that promote access to non-traditional occupations:

■ Having self-confidence;

■ Being open-minded;

■ Having strong adaptation and integration abilities;

■ Having team spirit (good relations);

■ Being convinced of your ability to succeed (as much as men);

■ Having strength of character (quick wit, sense of humour, ability to command respect, 
ability to push one’s limits);

■ Being in good physical shape;

■ Enjoying physical activities;

■ Having manual skills;

■ Being persistent; 

■ Being motivated; 

■ Being autonomous; 

■ Being rigorous, meticulous and methodical;

■ Being strong;

■ Having family support;

■ Having a female role model;

■ Having a stable life.

NOKA KISTABISH

Algonquin woman from Pikogan

■ Welder-assembler

"Command respect."

Motivated by her desire to succeed in a field that fascinates her, 
and with the advice of a guidance counsellor, Noka chose to 
enroll in a one-year intensive training course in order to earn a 
DVS in welding at Collège Aviron. During her hiring and integra-
tion process as a welder-assembler, she encountered sexism, 
then prejudices against Indigenous people. Subsequently, Noka 
was also subjected to harassment by a co-worker. But she soon 
learned how to set limits and be respected, so well that she did 
not need to seek help from her employer.

Noka nonetheless considers that her integration was a positive 
experience. With the guidance of her employer, the patience of 
her co-workers and the respect everyone had for her, Noka made 
sure, from the very beginning, that she felt well integrated into 
her job. This experience helped her grow.

"Never give up, always persevere."

OCCUPATION

WELDER-ASSEMBLER

(NOC 7237)

Welders operate welding equipment to 
weld ferrous and non-ferrous metals. 
This unit group also includes machine 
operators who operate previously set 
up production welding, brazing and sol-
dering equipment. They are employed 
by companies that manufacture struc-
tural steel and platework, boilers, heavy 
machinery, aircraft and ships and other 
metal products, and by welding contrac-
tors and welding shops, or they may be 
self-employed.
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6. MYTHS AND FACTS

6.1 NON-TRADITIONAL OCCUPATIONS

There are as many myths about women in non-traditional occupations as there are about First Nations. 
Do not hesitate to ask questions to the people concerned if you have any doubts, but be careful not to 
be judgmental in your questions. Following is the deconstruction of certain myths:

MYTH There are fewer interesting jobs in non-traditional sectors than in traditionally 
 female sectors.
FACT ■ More than 60% of all the listed occupations are considered non-traditional. 
 Thus, the range of possibilities is “mathematically” greater for non-traditional 
 occupations. There is something for every taste.

MYTH A woman must possess a very specific profile if she wants to work in a non- 
 traditional employment sector.
FACT ■ There is no such thing as a standard profile for non-traditional female workers. 
 However, having certain personality traits can facilitate a worker’s integration 
 into a non-traditional employment sector.

MYTH To exercise a non-traditional occupation, women must be more skilled than men.
FACT ■ Women who work in non-traditional employment sectors do not have to be 
 more skilled than men.

MYTH Girls have no interest or skills in math, science or technology. 
FACT ■ Girls perform as well in science and math as boys. 

MYTH All non-traditional occupations require physical strength. 
FACT Many non-traditional occupations require no physical strength, such as an 
 industrial mechanical designer, production technician (television), wate 
 treatment operator, etc.

MYTH No traditionally female occupation requires physical strength.
FACT ■ Many traditionally female occupations are physically demanding. Daycare 
 educators must lift, several times a day, children who weigh more than 14 kg. 
 Health care attendants must lift and move people who are often heavier than 
 themselves. Waitresses, saleswomen and nurses test their physical stamina 
 daily, as their work requires standing up for long hours.

MYTH After a certain age, it is too late to make a career change.
FACT ■ There is no age for changing directions, some choose to make a career change 
 at 16, others at 55. It is never too late.

MYTH It’s hard to work with men.
FACT ■ Testimonials collected indicate that most of the women in non-traditional 
 occupations do not think working with men is harder. There are advantages 
 to working with both men and women. Doing so requires learning to 
 work together. 

Garda World
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SONIA POULIN-GOUDREAU

Ojibway woman from White Fish River

■ Diamond driller for Machines Roger International

"Recognizing the abilities of Women."

Sonia wanted a career that would allow her to use her physical 
strength, and career testing led her towards the construction 
and aviation sectors. Following her first choice, Sonia looked 
for training opportunities in mining and enrolled in a six-month 
diamond drilling program. It was not easy for her to find her 
place as a woman in this field, but Sonia ended up being the first 
woman to complete the training. 

Many drilling companies were concerned that the mining work 
environment was not ready to integrate women and did not want 
to hire them. After several months of searching, she obtained a job 
in which she feels respected and where her skills are recognized.

"Don’t listen when you are told that you are not capable because 
you are a woman, do not give up, you will achieve your dreams."

OCCUPATION

DIAMOND DRILLER

(NOC 7372)

Underground production and develop-
ment miners drill, blast, operate mining 
machinery, and perform related duties 
to extract coal and ore in underground 
mines and to construct tunnels, pas-
sageways and shafts to facilitate mining 
operations. They are employed by coal, 
metal and non-metallic mineral under-
ground mines and by specialized contrac-
tors in mine construction, shaft sinking 
and tunnelling.

6.2 INDIGENOUS WOMEN

Several myths about both women in traditional occupations and First Nations are being perpetuated. 
Feel free to ask the concerned people questions if in doubt, but be careful not to be judgmental in your 
questions. Following is the deconstruction of some of these myths:

MYTH Indigenous women are not interested in training programs or employment in 
 non-traditional occupations.
FACT ■ Indigenous persons may stay away even if they are very interested in your 
 educational institution or company. Access to training and jobs remains difficult 
 for many Indigenous persons, both men and women. There are many reasons 
 for this: lack of self-esteem, mistrust towards institutions, workplace prejudices, 
 Indian Act, etc. Do not hesitate to initiate contact.

MYTH Indigenous women have no professional success stories to put forward.
FACT ■ In many Indigenous cultures, among many nations, it is a respected trait to be 
 humble. In the environment and the community, the community comes before 
 the individual. Many Indigenous persons are reluctant to talk to strangers about 
 themselves. As a result, asking an Indigenous person about their achievements 
 may make them a little uncomfortable, but rest assured that it is the best way 
 to obtain the information! 

MYTH Indigenous people are not bilingual. 
FACT ■ Proficiency in both official languages may represent a barrier to employment 
 for Indigenous persons, particularly in the Montreal area. Often, they are 
 bilingual, but fluent in their Indigenous language and only one of the official 
 languages. Some speak three languages, English, French and their Indigenous 
 language. If educational institutions offered bilingual training programs, it 
 would help attract candidates. 
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MYTH Indigenous women are often absent because they lack motivation.

FACT ■ Indigenous women play a very important role with children and they tradi- 
 tionally bear the family responsibilities. In addition, the family holds a very 
 important place in Indigenous society. Indigenous women must be involved in 
 their community or personal projects and demonstrate leadership. Finding 
 the right balance between work, studies, family and personal life can be ver 
 demanding for any woman. Be lenient, within reason, and avoid blaming 
 them for this lack of balance and show that you care by listening to them and 
 trying to find solutions with them.

MYTH Indigenous people are not serious because they laugh a lot during work hours. 

FACT Laughter is an integral part of any Indigenous community and holds an 
 important place in the interactions. It represents the lightness of being and 
 is a considerable asset in everyday life. In the workplace, Indigenous workers will 
 very often be laughing. This is not necessarily as noticeable in the non- 
 Indigenous working world where decorum and seriousness are generally 
 more important. It should therefore be kept in mind that laughter, for Indige- 
 nous people, is neither a lack of seriousness nor a lack of commitment.

MYTH Indigenous people are privileged citizens, they have superior rights to other 
 Canadian citizens. 
FACT The Indian Act constitutes a trusteeship system for Indigenous people. Trusteeship 
 means constraint, dependence, absence of autonomy and deprivation of 
 certain rights and freedoms, especially in relation to testamentary matters, 
 access to property and the free disposal of certain personal property. This 
 contributes to exacerbating the socio-economic reality and the popular beliefs 
 about Indigenous people.

A word of advice: take the time to ask Indigenous students about their culture, where they 
come from and the realities of their community. Your conversations will surely be enriching.

THÉRÈSE AMBROISE-ROCK

Innu woman from Uashat mak Mani-Utenam

■ Junior engineer and technical assistant director 

   for the Regroupement Mamit Innuat

"Adapting to the urban environment."

Thérèse grew up in the construction world and followed in her 
father’s footstep, studying in construction engineering at the École 
de technologie supérieure. Therese experienced a cultural shock 
when, accompanied by her family, she moved from Maliotenam 
to Montreal. Everything was new to her. Thérèse had to adapt 
not only to school, but to urban living. This double adaptation 
sometimes made her doubt her choice of studies. However, her 
ambitious dream was driven by her determination to succeed, 
her hard work and her passion for the trade.

"Passion, careers and skills have no gender."

OCCUPATION

CONSTRUCTION ENGINEER

(NOC 2131)

Engineers plan, develop, design and 
manage various engineering projects re-
lated to the construction and structure 
of commercial and industrial buildings. 
They draw up appropriate plans and 
specifications, estimate the costs of the 
work and provide recommendations to 
architects and construction contractors 
on design and construction of the struc-
ture. They control the work, supervise the 
site workers and manage the resources 
and funds required for the projects in 
collaboration with other professionals 
(architects, other engineers, contractors, 
etc.). 
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Chapter B

INTENDED FOR WOMEN

THIS CHAPTER, INTENDED FOR WOMEN, PROVIDES 
PRACTICAL TIPS ON CHOOSING AND UNDERTAKING 
TRAINING PROGRAMS THAT MATCH THEIR CAREER CHOICES, 
AND ON SEEKING, INTEGRATING AND PERFORMING 
A NON-TRADITIONAL JOB.
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1. MAKING THE RIGHT CAREER CHOICE AND STUDYING 

1.1. SECTORS OF NON-TRADITIONAL OCCUPATIONS

Contrary to belief, non-traditional occupations are not only found in sectors related to construction or 
the exploitation of raw materials, they are also found in almost every line of business.

Here are the sectors in which vocational and technical training programs are eligible for the Hats Off to 
You! contest in 2017-2018:

■ Administration, Commerce and Computer 
Technology;

■ Agriculture and Fisheries;

■ Food Services and Tourism;

■ Arts;

■ Buildings and Public Works;

■ Woodworking and Furniture-Making;

■ Chemistry and Biology;

■ Communication and Documentation;

■ Electrotechnology;

■ Motorized Equipment Maintenance;

■ Land-Use Planning and the Envi-
ronment;

■ Mechanical Manufacturing; 

■ Forestry and Pulp and Paper;

■ Maintenance Mechanics;

■ Metallurgical Technology; 

■ Mining and Site Operations;

■ Health;

■ Social, Educational and Legal 
Services;

■ Transportation.
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To find out about the vocational and technical training programs offered in 
the various regions of Quebec, visit the Employment and Social Development 
Canada website to know the 2016 National Occupational Classification:

http://noc.esdc.gc.ca/English/NOC/OccupationIndex.aspx?ver=16

MARIE-ÈVE L. BORDELEAU

Cree woman from Waswanipi

■ Lawyer entrepreneur

"To be a lawyer and to be self-employed."

Following in her father’s footsteps, Marie-Ève developed a strong 
interest in working in Indigenous law to defend Indigenous com-
munities. Although it was not easy, Marie-Ève learned to be 
disciplined, which helped her to assert herself in her role and 
gain credibility as a self-employed worker.

"Flexible time management and the freedom to accept a contract 
are considerable advantages.”

OCCUPATION

LAWYER

(NOC 4112)

Lawyers (everywhere in Canada) and 
notaries (in Quebec) advise clients on 
legal matters, represent clients before 
administration boards and draw up legal 
documents such as contracts and wills. 
Lawyers also plead cases, represent cli-
ents before tribunals and conduct pros-
ecutions in courts of law. Lawyers are 
employed in law firms and prosecutors’ 
offices. Quebec notaries are employed 
in notary offices. Lawyers are employed 
by federal, provincial and municipal gov-
ernments and various business estab-
lishments or they may be self-employed. 
Articling students are included in this 
group.

http://noc.esdc.gc.ca/Francais/CNP/IndexProfessions.aspx?ver=16
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I have con�dence in myself and my abilities.

I enjoy activities that allow me to use my hands.

I’m curious and I like discovering new things.

I don’t mind being or feeling di�erent from others.

I feel at ease in activities where there are men.

I’m not afraid to say what I think.

I like taking on new challenges.

When I’m teased, I’m able to laugh and respond to it.

YES NO

1.2. YOUR CAREER PROFILE

If you are interested in a non-traditional occupation, you can do the following quick test to determine if 
your personality matches the profile of non-traditional occupations:

If you answered “Yes” to more than 5 statements, you have a non-traditional profile. Take the time to ex-
plore the various sectors and the non-traditional occupations, you will see that there are plenty of choices!

1.3 GUIDANCE FOR THE APPROPRIATE TRAINING PROGRAM

1.3.1 Being assisted by a career counsellor

Finding a training program is a crucial step. Your local point of service will put you in contact with a career 
counsellor in order to undertake a structured approach and explore exciting and realistic opportunities.

The process will also help you to know yourself better and think about what is important to you. You will 
be able to consider options in relation to your personality, aptitudes and chances of academic success, 
allowing you to choose a program that suits your needs and take better control of your future. You will 
be able to discover the best program, leading to a job that will promote your personal and professional 
development.

If you have no idea as to a career choice, we advise you to discover the “Aptitude Test” available on the 
Quebec government’s website Heading for Success. It will help you clarify your career choice, by answering 
simple questions on:

■ Activities you like;
■ What you would like to learn;
■ Your strengths; 
■ Your personality traits; 
■ Workplaces that interest you.

Alysson Étienne-Verreault
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1.3.2 Exploring training programs 

After identifying an occupation, you might, along with your career counsellor 
or community point of service, explore: 

a. Training programs and educational institutions categorized 
      by educational level:

■ Vocational secondary;
■ Technical college;
■ Pre-university ;
■ DEC-BA (Diploma of Collegial Studies-Baccalaureate);
■ University.

b. Websites providing specialized training-related information :

Resource for academic and educational choices: 
www.monemploi.com/formations

Inforoute Formation Professionnelle et Technique (FPT) : 
https://www.inforoutefpt.org/?langue=en, provides information on:

■ Program searching, language, region, levels and training locations;
■ Functional prerequisites;
■ Specific prerequisites;
■ Concomitance.

Services d’Accueil, de Référence, de Conseil et d’Accompagnement 
(SARCA) : www.csdgs.qc.ca/sarca, provides access to:

■ Welcome services;
■ Information;
■ Career counselling;
■ Support;
■ Exploration of prior learning.

http://www.monemploi.com/formations
https://www.inforoutefpt.org/?langue=en
http://www.csdgs.qc.ca/sarca
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Service régional d’admission en formation professionnelle : 
www.srafp.com/default.aspx https://www.srafp.com/default.aspx?langue=en

Éducation et Enseignement supérieur Québec : 
www.éducation.gouv.qc.ca/ministere-de-leducation-et-de- 
lenseignement-supérieur

c. Indigenous educational institutions

Adult basic education and vocational training
First Nations Adult Education School Council (FNAESC): 
www.conseilscolaire-schoolcouncil.com

The FNAESC supports four (4) regional adult education centres (RAECs):

■ Kitci-Amik in the Anishnabe community of Lac Simon;
■ Kahnawake in the Mohawk community of  Kahnawake
 www.fnraec.com
■ Listuguj in the Mi’gmaq community of Listuguj;
■ Uashat mak Mani-Utenam in the innu communities of Uashat 

and Maliotenam.

https://www.srafp.com/default.aspx
https://www.srafp.com/default.aspx?langue=en
https://www.srafp.com/default.aspx
http://www.conseilscolaire-schoolcouncil.com/
http://www.conseilscolaire-schoolcouncil.com/kitci-amik.html
http://www.anishinabenation.ca/eng/comm_lacsimon_en.htm
http://www.conseilscolaire-schoolcouncil.com/kahnawake.html
http://www.kahnawake.com/
http://www.fnraec.com/
http://www.conseilscolaire-schoolcouncil.com/listuguj.html
http://www.listuguj.ca/
http://www.conseilscolaire-schoolcouncil.com/uashat-mak-mani-utenam.html
http://www.itum.qc.ca/
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First Nations online education: 
www.yahndawa.ca

Centre de développement de la formation et de la main-d’œuvre (CDFM) 
located in the Huron-Wendat community of Wendake: 
www.cdfmwendake.com

Pre-university and continuing education:
Kiuna Institution located in the Abenaki community of Odanak:
www.kiuna-college.com/eng/

University education 
Centre des Premières Nations Nikanite – Université du Québec à Chicoutimi : 
http://nikanite.uqac.ca/?lang=en

http://www.yahndawa.ca/
http://www.cdfmwendake.com
http://www.nikanite.uqac.ca
http://www.kiuna-college.com
http://nikanite.uqac.ca/?lang=en


38    TOOLKIT INDIGENOUS WOMEN AND NON-TRADITIONAL OCCUPATIONS    39

School of Indigenous Studies – 
Université du Québec en Abitibi-Témiscamingue : 
www.uqat.ca/etudes/etudes-autochtones

First People’s House - McGill : 
www.mcgill.ca/fph

1.4 IDENTIFYING POTENTIAL CHALLENGES AND AVAILABLE RESOURCES TO HELP YOU

You may encounter one or more of the following challenges duringyour training. Knowing that these risks 
exist is a first step towards being better prepared:

■ Adaptation to urban life;
■ Separation from family and community;
■ Return to school after work experience;
■ Discovery of a learning disability;
■ Integration among other students;
■ Isolation in a predominately male program;
■ Experiences of sexual harassment or discrimination;
■ Being self-disciplined;
■ Language.

1.4.1 Tips to protect yourself against these challenges and help you deal with them:

■ Develop a support network for encouragement and discussion purposes (consider your 
family, spouse, children, friends, student groups and associations, women, Indigenous 
people, or others, an academic professional, your point of service follow-up officer, 
network of Quebec Native Women [QNW], FNHRDCQ, etc.);

■ Believe in yourself, show determination, courage, perseverance and do not hesitate to 
take initiatives;

■ Accept the fact that you want to change careers or job sectors (no, it is not too late, and, 
yes, it is possible);

■ Contact your FNHRDCQ Point of Service;

■ Obtain an apprenticeship incentive grant for women in Red Seal trades: 
https://www.canada.ca/en/employment-social-development/services/funding/appren-
ticeship-incentive-women-overview.html

■ Participate in the Hats Off to You! contest that showcases the determination and work of 
women enrolled in a vocational training or technical training program, or a bachelor’s 
program in science and technology leading to a career in a non-traditional occupation. 

 ■http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-
and-its-excellence-in-science-segment/

http://www.uqat.ca/etudes/etudes-autochtones/
http://www.uqat.ca/etudes/etudes-autochtones/
https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html
https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html
http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-and-its-excellence-in-science-segment/
http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-and-its-excellence-in-science-segment/


TATUM CRANE

Key First Nation woman from Norkwey

■ Operations manager at the Société de transport 

   de Montréal (STM)

"Defence of one’s rights."

Tatum Crane mostly held non-traditional jobs in her career. 
When she was a welder, early in her career, Tatum was bullied 
because her peers were jealous of her success. She had to file 
a complaint with her employer and won her case. The FRONT, 
an association that aims to defend the rights of women in non- 
traditional occupations, helped her in the process and put her 
in contact with a lawyer who specialized in the non-traditional 
career sector.

"It’s important to support women who have low self-esteem 
and to help them achieve their dreams."

OCCUPATION

OPERATIONS MANAGER

(NOC 0912)

Senior managers in this unit group plan, 
organize, direct, control and evaluate, 
through middle managers, the overall 
operations of goods production, utility, 
transportation and construction com-
panies. They formulate policies which 
establish the direction to be taken by 
these companies, either alone or in con-
junction with other members of a board 
of directors. They work in establishments 
throughout the following industries: fish-
ing, forestry, logging and agriculture; 
mining, oil and gas extraction; construc-
tion; transportation and warehousing; 
printing; manufacturing; and utilities.

2. EXPLORING JOB LEADS

2.1 PREPARING FOR A SUCCESSFUL INTEGRATION IN A NON-TRADITIONAL OCCUPATION

Beyond the job search process, there are several parallel initiatives that will help you integrate into a 
non-traditional occupation. Here are a few practices that we recommend:

■ Clarify your employment target;

■ Develop proactive and compelling job search methods;

■ Pursue an internship experience in a company;

■ Expand your network of contacts by having information meetings with targeted 
professionals or with the network established during your training (your teachers and 
colleagues);

■ During your studies, participate in programs such as “Hats Off to You!” or the “Skills 
Canada National Competition”;

■ Benefit from group coaching or personalized support.

Canadian Armed Forces
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VANESSA FORTIN-CASTONGUAY

Innu woman from Matimekosh Lac-John

■ Biologist for the Conseil des Abénakis de Wôlinak

"Taking the initiative in the job search."

Vanessa was born in the bush where she grew up with her 
parents. Nature being an important value for her, just like her 
father, Vanessa knew she wanted to work in the environment, 
wildlife and flora. After completing her studies in bioecology 
and biology, she searched for a job for two months through 
various job search websites, job postings at the Sept-Îles Urban 
Service Centre and learning about jobs available within her net-
work of contacts. The biology community being relatively small, 
it was necessary to network. After sending her résumé to var-
ious places, she finally obtained a job as a biologist for a First 
Nation. Through her work and by collaborating with neighbour-
ing towns, she wishes to fight prejudices against First Nations.

"Don’t be afraid to go forward, don’t let yourself be defeated by a 
lack of confidence, prejudices and obstacles.”

OCCUPATION

BIOLOGIST

(NOC 2121)

Biologists and related scientists conduct 
basic and applied research to extend 
knowledge of living organisms, to man-
age natural resources, and to develop 
new practices and products related to 
medicine and agriculture. They are em-
ployed in both laboratory and field set-
tings by governments, environmental 
consulting companies, resource and 
utilities companies, chemical, pharma-
ceutical and biotechnical companies and 
health and educational institutions.

2.2 STEPS TO A SUCCESSFUL JOB SEARCH 

Finding a job requires your full commitment and that you be energetic and well prepared. Here are, 
briefly, some methods to help you;

2.2.1 Learn about the labour market

Visit the Emploi-Québec website at the following link:
https://www.quebec.ca/emploi/metiers-et-professions/information-sur-le-marche-du-travail/, you will 
access two essential tools that will provide you information about the labour market : 



44    TOOLKIT INDIGENOUS WOMEN AND NON-TRADITIONAL OCCUPATIONS    45

Online Labour Market Information
http://imt.emploiquebec.gouv.qc.ca/mtg/inter/noncache/contenu/asp/mtg941_
accueil_fran_01.asp provides you with access to information on : 

 ■ Duties, salaries and job prospects in more than 500 trades 
and professions;

 ■ Training needed to work in a given trade or profession as well as the 
conditions to access the given trade or profession;

 ■ Sectors in which given trades and professions are held;
 ■ Job prospects for trades and professions that are currently most in 
demand in each region of Quebec, employers’ requirements, businesses 
in the various regions.

Online Placement
https://placement.emploiquebec.net/mbe/ut/rechroffr/erechroffr.asp, allows 
to: 

 ■ Find job offers;
 ■ Apply online for a job;
 ■ Post your application so that employers can view your profile;
 ■ Subscribe to Job Alerts! to receive, by email, job postings that match 
your criteria.

2.2.2 Explore job leads

We have identified three potential sources of job leads:

Government websites:

 ■ Online placement: www.placement.emploiquebec.gouv.qc.ca 
 ■ Emploi-Québec: www.emploiquebec.gouv.qc.ca/en/
 ■ Quebec public service: www.carrieres.gouv.qc.ca 
 ■ Municipality websites: www.mamrot.gouv.qc.ca 
 ■ Federal government: www.jobbank.gc.ca
 ■ Public Service Commission of Canada: www.jobs-emplois.gc.ca

Websites of Indigenous organizations

 ■ FNHRDCQ job postings: www.cdrhpnq-fnhrdcq.com 
 ■ Public service recruitment programs for Indigenous students: www.canada.ca/en/indige-
nous-student-employment-opportunity

 ■ FNEC job bank: www.cepn-fnec.com 
 ■ FNQLHSSC job offers: www.cssspnql.com/en/about-us/job-offers
 ■ Employment and Training – Québec Aboriginal Tourism: www.quebecaboriginal.com/employ-
ment-and-training

 ■ Jobs at Crown-Indigenous Relations and Northern Affairs Canada and Indigenous Services 
Canada: www.aadnc-aandc.gc.ca

Job postings:

 ■ Company websites;
 ■ Sectoral workforce committees’ websites;
 ■ Professional associations websites;
 ■ Newspapers (careers section and classified ads);
 ■ Trade journals, public association publications and employer publications;
 ■ Job fairs;
 ■ Placement services of educational institutions;
 ■ Businesses, shops, public locations;
 ■ First Nations community bulletin boards (LFNC, USC, Band Council, etc.).

http://www.placement.emploiquebec.gouv.qc.ca
http://www.emploiquebec.gouv.qc.ca/en/
http://www.carrieres.gouv.qc.ca
http://www.mamrot.gouv.qc.ca
http://www.jobbank.gc.ca
http://www.jobs-emplois.gc.ca
http://www.cdrhpnq-fnhrdcq.com
http://www.canada.ca/en/indigenous-student-employment-opportunity
http://www.canada.ca/en/indigenous-student-employment-opportunity
http://www.cepn-fnec.com
http://www.cssspnql.com/en/about-us/job-offers
http://www.aadnc-aandc.gc.ca
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Unadvertised job openings:

 ■ Take advantage of some of the activities that are held in your community to get yourself known;
 ■ Tell your friends, family, neighbours and people around you that you are looking for a job;
 ■ Use social networks (Facebook, LinkedIn, Twitter, etc.) or professional networks;
 ■ Check with employment agencies;
 ■ Make a list of businesses you are interested in and call them. How? Locate the Find a business 
tab in the online LMI website;

 ■ Watch for announcements of businesses that are opening or major investments that create 
jobs in your city/town or region;

 ■ Identify replacement situations such as maternity leaves, sabbatical leaves or retirements.

2.2.3 Prepare your résumé

A résumé allows employers to know who you are and to find out about your work experience, training, 
skills and interests. The information contained in your résumé is grouped under various headings, some 
of which are essential (basic) and others, optional, depending on the type of job sought or skills to be 
highlighted.

Essential headings:

 ■ Contact information and personal information (name, address, telephone number, email address);
 ■ Career objectives. This heading describes the targeted job in one or two sentences. This allows 
the employer to know the type of work you are seeking;

 ■ Work experience. Indicate all the jobs you have held, specifying the start and end dates and the 
duties performed. If you have never held a job, describe any work-related experience, whether 
it consists of work experience placements or unpaid activities;

 ■ Studies, training or upgrading. Indicate the educational institutions you attended and specify 
the start and end dates of your training program. If you received bursary, award or honourable 
mention, indicate it.

Optional headings:

 ■ Foreign languages, computer skills, driving licence;  
 ■ Field of expertise or skills related to the job;
 ■ Qualification card, professional associations; 
 ■ Awards and achievements;
 ■ Volunteering. This heading presents volunteer activities in which you participated or organi-
zations to which you belong. Your participation in activities and your ability to work as part of 
a team may play in your favour; 

 ■ Hobbies, sports and interests. Although it may seem trivial, or even useless, this heading helps 
the potential employer to better understand your personality.

Tips for an effective résumé:

 ■ Seek to keep the content brief (one to two pages maximum); 
 ■ Choose your words. Use simple vocabulary with which you feel comfortable; 
 ■ Provide only true information;
 ■ Check the accuracy of your contact information (address, telephone number, email address);
 ■ Make sure that there are no spelling, grammar or syntax errors.

CDFM - Émoicq
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2.3 WRITE YOUR COVER LETTER

When applying for a job, be sure to include a cover letter, which is also sometimes referred to as a letter 
of intent, to your résumé. It is your first contact with a potential employer, a good opportunity to show 
that you have the necessary skills to the position. Your letter should convince the person to examine your 
résumé and contact you for an interview.

Before you start writing your letter:

 ■ Have your résumé and the job posting on hand;
 ■ Seek out enough information about the company (size, operations, customers, projects);
 ■ Find out about the nature of the work and job-related duties (see Online LMI and Online Place-
ment on Emploi-Québec’s website);

 ■ Ask yourself what really interests you about the company and the job offered. In other words, 
ask yourself what you think you can bring to the company;

 ■ Identify the skills and experiences you wish to highlight (think of different elements from those 
already in your résumé, your application will be more dynamic);

 ■ Obtain the name and position title of the person to whom you should address your letter. 

Tips for an effective cover letter:

 ■ Avoid repeating what is written in your résumé;
 ■ Be concise (one page maximum);
 ■ Type your letter single-spaced and divide it into paragraphs;
 ■ Avoid writing uniquely about yourself. Address the needs of the company;
 ■ Use positive wording, such as “I accomplished”;
 ■ Be original, without being aggressive or arrogant; 
 ■ Carefully review your letter before sending it;
 ■ Carefully sign your letter;
 ■ Seek to tailor and personalize your cover according to the company targeted and the position 
desired. This shows the employer that you are motivated and that your job search is serious;

 ■ Contact the employer if you need any clarification.

2.4 PREPARE FOR YOUR JOB INTERVIEW

A few tips to prepare for the interview:

 ■ Note the date, time and place;
 ■ Ask if there will be a written test or exercise and find out what specific types of tests will be used 
(intelligence, knowledge, aptitude, personality, interests, physical abilities, in-basket testing, etc.);

 ■ Visit employment websites to prepare for the tests or exams;
 ■ Find out about the company and the job offered. You will be more at ease during the interview. 
Ask yourself questions and find the answers;

 ■ Anticipate the questions and be prepared. You will make a better impression if you are able to 
answer properly. Memorize your résumé so you can clearly describe your educational back-
ground, work experience and skills. Specific questions will also be asked. 

A few examples of interview questions:

 ■ Why did you leave your previous jobs?
 ■ Why do you want to work for our company?
 ■ How are you qualified for this position?
 ■ What past experiences would you find useful in this job?
 ■ What challenges might you encounter in this job? How would you deal with them?
 ■ What are your strengths?
 ■ What are your weaknesses?
 ■ Tell us about a team work experience.
 ■ Tell us about a work experience that you enjoyed.
 ■ Tell us about a work experience that you did not like.
 ■ Are you able to work under pressure?
 ■ Why should we hire you instead of someone else?
 ■ What salary are you asking?

To win the selection process:

 ■ Stay calm and trust yourself;
 ■ Let the employer or the committee members lead the interview;
 ■ Look people in the eye and answer the questions in a firm voice;
 ■ Take the time to think through your answers;
 ■ Be enthusiastic; 
 ■ Speak positively and emphasize your strengths and skills;
 ■ Show your interest by asking a question or two about the position, the projects or when they 
intend to give you an answer;

 ■ Thank the person who conducted the interview for having taken the time to meet you and 
shake his hand before leaving.
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After the interview:

 ■ Do not hesitate to send a thank you email to the people who took the time to meet you. You 
can express once again your enthusiasm for the position by explaining what pleased you most 
about the interview.

Your application is successful:

 ■ Congratulations! Enthusiastically thank the people who interviewed you (and the person who 
gave you the news, if different). Do not forget to ask the name of the person who will welcome 
you to your new job, the time you are expected to arrive and the work location.

Your application was not selected:
 ■ Try to find out why. This step is useful for improving your job interview performance.

Need help?
 ■ Visit the nearest point of service (LFNC or USC) for help and advice.

Canadian Armed Forces

2.5 DETERMINING POTENTIAL CHALLENGES AND AVAILABLE RESOURCES TO HELP YOU 

You may encounter one or more of the following challenges in your new workplace. Knowing that these 
risks exist is a first step towards being better prepared:

 ■ Hesitation of the employer about the hiring;
 ■ Separation from family and from the community;
 ■ Being at the same level as men;
 ■ Gaining the trust of teammates and partners;
 ■ Breaking the isolation and loneliness;
 ■ Being a victim of prejudices against First Nations;
 ■ Experiencing sexual harassment or discrimination;
 ■ Being self-disciplined;
 ■ Language barriers.

Here are a few tips to protect yourself against these challenges and help you deal with them:

 ■ Develop a support network for encouragement and discussion purposes (consider your family, 
spouse, children, friends, student groups and associations, etc.);

 ■ Believe in yourself, show determination, courage and perseverance. Do not hesitate to take 
initiatives;

 ■ Find out about available recourses for women who are victims of workplace harassment and/
or discrimination: Action travail des femmes, Groupe d’aide et d’information sur le harcèlement au 
travail de la province de Québec (GAIHST), Au bas de l’échelle, etc. 

 ■ Consult with the organization Femmes regroupées en options non traditionnelles (FRONT): 
http://www.front.qc.ca
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Chapter C

CHAPTER INTENDED FOR 
EDUCATIONAL INSTITUTIONS

THIS CHAPTER, INTENDED FOR EDUCATIONAL INSTITUTIONS, 
AIMS TO PROVIDE INFORMATION SUCH AS INITIATIVES, 
ACTIVITIES AND PRACTICAL TIPS TO HELP THEM IMPLE-
MENT STRATEGIES AND PRACTICES REGARDING TRAINING 
ACCESSIBILITY FOR INDIGENOUS WOMEN AND THEIR 
EMPLOYMENT INTEGRATION.
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1. TRAINING IN NON-TRADITIONAL OCCUPATIONS

The first step in increasing the participation of Indigenous women in non-traditional occupations is to 
increase the number of trained Indigenous women. However, during the consultations, educational 
institutions revealed that they take little or no account of the reality of Indigenous people when promoting 
non-traditional occupations. This partly explains why Indigenous women are not drawn to these programs.

In order to increase the graduation rate of Indigenous women in non-traditional fields, educational 
institutions must review how they promote traditionally-male dominated programs.

1.1 HOW TO ENCOURAGE URBAN INDIGENOUS WOMEN TO TAKE AN INTEREST IN 
      NON-TRADITIONAL TRAINING PROGRAMS

Indigenous women who come from the communities are generally unprepared for urban life. Their level 
of education and knowledge about training programs are limited. Initiatives and activities specifically 
adapted to their situation become necessary in order to encourage them to enroll in non-traditional 
training programs. To achieve this, regular and inclusive promotion as well as public awareness will help 
convince women to opt for these types of occupations.

1.1.1 Develop promotional initiatives or activities prior to the training

 ■ Organize periodic information and awareness sessions on non-traditional occupations, for 
both urban and community Indigenous women;

 ■ Develop initiatives such as “Invite a Friend” and “Student for a Day” to explain non-traditional 
training programs;

 ■ Host open house networking events during which non-traditional occupations are promoted;

 ■ Organize career days where Indigenous women are encouraged to choose a non-traditional 
occupation;

 ■ Diversify communication materials for training programs (posters, videos, social networks, etc.);

 ■ Disseminate information on training programs to the nearest FNHRDCQ point of service (LFNC 
or USC) and with lower-level educational institutions in the communities;

 ■ Partner with an Indigenous adult education organization in order to provide Indigenous wom-
en with the prerequisites for admission into training programs (example: First Nations Adult 
Education School Council or the Centre de développement de la formation et de la main-d’œuvre 
Huron-Wendat, see the Bibliography for references);



CATHERINE GABRIEL-FERLAND

Mohawk woman from Kanesatake

■ Horticulturalist

"There is no age for a career change."

Catherine undertook her undergraduate program in politics at 
Concordia University with the desire to bring change for Indig-
enous communities. At their end of her university studies, she 
questioned herself as a woman and about her career. She quickly 
realized that she did not want to sit at a desk all day. One day, 
while attending a workshop on agriculture and the environment, 
Catherine discovered new fields of interest: being in contact with 
nature, being outdoors and being physically active. She then 
took part in a work placement in horticulture organized by the 
Centre de formation horticole de Laval in order to learn more 
about the program and the job opportunities. Her passion for 
horticulture was born…

"Make choices to drive your career."

OCCUPATION

HORTICULTURALIST

(NOC 2225)

Landscape and horticulture technicians 
and specialists survey and assess land-
scapes, draw sketches and build mod-
els of landscape designs; construct and 
maintain gardens, parks, golf courses 
and other landscaped environments; 
advise clients on issues related to hor-
ticulture such as irrigation; breed, culti-
vate and study plants; and treat injured 
and diseased trees and plants. They are 
employed by landscape designers and 
contractors, lawn service and tree care 
establishments, golf courses, nurseries 
and greenhouses, and municipal, provin-
cial and national parks, or they may be 
self-employed.

 ■ Vary training program formats (full-time, part-time, online, etc.) to help Indigenous women 
balance school, work and family;

 ■ Vary the learning formats (Indigenous cohorts, team assignments, First Nations teachings, etc.) 
to help Indigenous women balance school, work and family. 

Cégep François-Xavier Garneau



1.1.1 Develop other promotional initiatives or activities during the training

 ■ For general education institutions, it is advisable to promote non-stereotypical career choices; 

 ■ Organize girls’ events (girls’ luncheon) where women, particularly Indigenous women, will be 
invited to share success stories;

 ■ Introduce and promote Indigenous students and teachers, if any, as ambassadors at job fairs 
or activities within the institution, to encourage other women to enroll and to recognize Indig-
enous students in training; 

 ■ Participate in popular competitions such as “Skills Canada National Competition” or “Hats Off to You!” 
to generate enthusiasm among Indigenous women.

1.2 A FEW INITIATIVES/ACTIVITIES THAT PROMOTE EDUCATIONAL SUCCESS 

Increased participation of Indigenous women in non-traditional occupations must also be based on 
activities that support educational success. To be effective, these activities must involve both Indigenous 
learners and teachers. Many of these initiatives are intended to create a relationship with the Indigenous 
student to facilitate integration and allow the student to feel comfortable enough to seek help, if necessary.

CDFM Émoicq

SARA-JANE BOUCHARD

Atikamekw woman from Wemotaci

■ Industrial designer at CMAC-Thyssen

"Seize the opportunity and go for it!"

Through the “Student for a Day” program, Sarah-Jane was able 
to view plans and meet welders at work. Then with the help of 
the Urban Service Centre, she was able to confirm her choice 
and register at the Centre de formation professionnelle de Val-d’Or, 
where she earned her DVS in industrial design. Sarah-Jane partic-
ipated in the “Hats Off to You” contest and won a bursary, which 
recognizes the will and work of women who are heading for a 
non-traditional occupation. She was also awarded the “Romeo 
Saganash Bursary” intended to encourage Indigenous youth to 
pursue educational programs. Dynamic, enterprising and hard-
working, Sarah-Jane is now an industrial designer.

"Take advantage of initiatives, programs and bursaries."

OCCUPATION

INDUSTRIAL DESIGNER

(NOC 2252)

Industrial designers conceptualize and 
produce designs for manufactured prod-
ucts. They can be  employed by manu-
facturing industries and private design 
firms, or they may be self-employed. 
Industrial designers perform some or all 
the following duties: 

• Consult with clients, engineers or pro-

duction specialists to establish product 

requirements;

• Analyze the intended use of product and 

user preferences;

• Conduct research into cost, properties 

of production materials and methods 

of production;

• Develop concepts, sketches or models 

for approval;

• Prepare manufacturing drawings, specifi-

cations and guidelines for production and 

construct prototype of design;

• Consult with engineers and production 

staff during manufacturing stage.
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1.2.1 Initiatives or activities to be implemented for learners

 ■ Pedagogical support and follow-up services, such as the services of a resource teacher, 
psychologist, guidance counsellor and social worker;

 ■ Preventive or remedial measures for Indigenous women with learning disabilities;

 ■ A support mechanism (service or resource) that considers the specific needs of Indigenous 
women (welcome, adaptation to urban life, food assistance, health monitoring, French language 
assistance, etc.);

 ■ Stay in school days;

 ■ Events such as merit awards, excellence awards, effort awards, and bursaries to create 
emulation among Indigenous women;

 ■ Strategies that help create bonds of trust because according to various stakeholders, the 
creation of a relational link helps Indigenous people to be more open to receiving help;

 ■ Mechanisms to help Indigenous women resume their training after they had to interrupt their 
studies due to various family problems;

 ■ Special measures facilitating the balance between school, work and family for students who 
need to balance certain aspects of their life during their studies;

 ■ A tutoring service allowing teachers to coach a group of Indigenous learners. These persons 
would be able to support Indigenous students in terms of dealing with challenges they may 
encounter;

 ■ Foster training programs composed of small groups, which promote mutual aid and better 
support from teachers;

 ■ Organize, with Indigenous students, a First Nations mutual aid network within the educational 
institution;

 ■ Awareness days within the institution to counter racism, sexism and all forms of discrimi- 
nation. These events would be an opportunity to promote the tools made available to students 
to protect themselves

CLAUDIA PILOT

Innu woman from Uashat mak Mani-Utenam

■ Welder-assembler

"Encourage perseverance." 

Throughout her training in welding and during her work experience 
placement, Claudia encountered several difficulties, particularly 
the separation from her community and the feeling of isolation. 
Her experience encouraged her to show leadership by creating a 
Facebook network that aimed to promote perseverance among 
women. She wants to inspire young women, and those not so 
young, to pursue their dreams.

"Be a role model for other women."

OCCUPATION

WELDER-ASSEMBLER

(NOC 7237)

Welders operate welding equipment to 
weld ferrous and non-ferrous metals. 
This unit group also includes machine 
operators who operate previously set 
up production welding, brazing and sol-
dering equipment. They are employed 
by companies that manufacture struc-
tural steel and platework, boilers, heavy 
machinery, aircraft and ships and other 
metal products, and by welding contrac-
tors and welding shops, or they may be 
self-employed.
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1.2.2 Initiatives and activities for teachers

 ■ Encourage all teachers in the institution to become aware of Indigenous realities, not only 
those teaching cohorts made up solely of Indigenous persons (to do so, collaborate with the 
FNHRDCQ or other Indigenous organizations);

 ■ Find opportunities to bring Indigenous students closer together in order to create bonds of 
trust and understanding;

 ■ Hire an educational advisor to help teachers learn how to adapt their transmission of knowledge;

 ■ Encourage teachers to treat men and women equally;

 ■ Implement mechanisms enabling teachers to create conditions for a relationship of healthy 
competition and respect between men and women.

 ■ Encourage teachers to foster group activities and group assignments to prevent feelings of 
isolation and promote self-discipline;

 ■ Encourage teachers to set up support groups for students who are enrolled in a same program;

 ■ Think outside the box. Consider visiting Indigenous communities.

2. LABOUR MARKET INTEGRATION

Generally regarded by many educational institutions as a phase that only concerns the learners, employ-
ment integration is in fact an essential step in any skills training process. Beyond the quality of the diplomas 
awarded, an educational institution, whether it be the vocational or university level, is also evaluated 
according to the placement rate of its graduates. The employment integration phase should therefore 
be an integral part of the activities of any educational institution, particularly in non-traditional fields.

CDFM Émoicq

2.1 STEPS TO BE TAKEN WITH EMPLOYERS TO ENCOURAGE THEM TO HIRE TRAINED 
      INDIGENOUS WOMEN

By making employment integration a priority, educational institutions will need to take certain steps with 
employers to encourage them to hire Indigenous graduates.

2.1.1 Work to counter prejudices against Indigenous people

If some employers make no distinction when hiring, others are still reluctant to hire Indigenous people, 
particularly women, because of negative stereotypes about them.

Educational institutions in non-traditional fields must therefore help to change the mindset of some 
reluctant organizations in order to maximize opportunities for Indigenous learners to enter the workforce.

To do so, these institutions will need to highlight the skills and abilities – innate or acquired through 
training – of trained Indigenous women. The means used to convince employers to recruit Indigenous 
women could be implemented in partnership with the First Nations Human Resources Development 
Commission of Quebec (FNHRDCQ).

2.1.2 Establish a win-win partnership with employers

In addition to initiatives aimed at changing the mindset of employers who are reluctant to hire Indigenous 
women, educational institutions must also work to create a partnership with them. This partnership, which 
could be established through a formal or informal meeting, will allow both parties to raise awareness, 
share and voice their needs and concerns.

In that respect, employers could share their specific labour needs with educational institutions during 
periodic meetings. For their part, educational institutions would be able to train learners, particularly 
Indigenous learners, based on the demand of the labour market in terms of non-traditional occupations. 
This should allow integrating a large number of graduates into employment even before the end of the 
study program.



Graduates-L'Essentiel des mines

2.2 TIPS AND BEST PRACTICES FOR THE LABOUR MARKET INTEGRATION 
      OF INDIGENOUS WOMEN

After compiling the results of the consultations with the educational institutions, certain practices were 
selected to serve as an example for better integration into non-traditional occupations. These are as follows:

 ■ Making work experience placements mandatory for all vocational training programs;

 ■ Having a resource person to assist students in finding work placements, and liaise with 
employers who are seeking trainees;

 ■ Supporting graduates in the preparation of their résumé;

 ■ Encouraging employers to visit the educational institution and meet the students;

 ■ Offer employment integration courses in all vocational training programs;

 ■ Send all interested employers a list of graduates;

 ■ Establish a follow-up mechanism for learners, especially Indigenous women after their training. ALYSSON ETIENNE-VERREAULT

Innu woman from Mashteuiatsh

■ Machinist at Machinerie P & W

"Springboard partnerships."

Accompanied by a friend, Alysson registered in the “Student for 
a Day” program to experiment with activities related to the ma-
chinist trade, interact with teachers and discover prospects for the 
future. The day also provided the opportunity to meet teachers 
and current students and to see the facilities and equipment. Her 
participation in the event helped her to validate her career choice. 
Alysson subsequently earned a DVS in machining techniques at 
the Centre de formation professionnelle de Neufchâtel. Through 
partnerships between employers and the training institute, Alys-
son received job offers while she was still studying. In the final 
week of her course, she began her part-time job as a machinist 
where she has been working ever since.

"Never give up, always persevere."

OCCUPATION

MACHINIST

(NOC 7231)

Machinists set up and operate a variety 
of machine tools to cut or grind metal, 
plastic or other materials to make or 
modify parts or products with precise 
dimensions. Machining and tooling 
inspectors inspect machine parts and 
tooling in order to maintain quality control 
standards. They are employed by machi- 
nery, equipment, motor vehicle, auto-
motive parts, aircraft and other metal 
products manufacturing companies and 
by machine shops.
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Chapter D

INTENDED FOR EMPLOYERS

RECRUITING INDIGENOUS WOMEN CAN BE ADVANTA-
GEOUS IN MANY RESPECTS: ECONOMIC, CULTURAL, SOCIAL, 
BUSINESS OR LEGAL BENEFITS, THEY ARE NUMEROUS. 
EXAMPLES INCLUDE: ACCESS TO INTERNATIONAL AND 
LOCAL MARKETS, INTERNATIONAL CAPITAL AND GOV-
ERNMENT PROCUREMENT PROGRAMS; LOCAL, AVAILABLE 
AND SKILLED WORKERS, A SUPPORT NETWORK FOR THE 
INDIGENOUS WORKERS INVOLVED, WORKPLACE DIVERSITY, 
OFFICIAL RECOGNITION FOR YOUR COMMITMENT OR FOR 
YOUR PREFERENTIAL HIRING. THIS CHAPTER FOR EMPLOYERS 
INCLUDES INFORMATION SUCH AS SUGGESTIONS FOR 
INITIATIVES AND ACTIVITIES THAT WILL HELP THEM 
IMPLEMENT STRATEGIES AND PRACTICES ALLOWING IN-
DIGENOUS WOMEN TO ACCESS AND RETAIN EMPLOYMENT.
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1. RECRUITMENT AND SELECTION OF INDIGENOUS CANDIDATES

Recruitment and selection are the first two steps of the staffing process in an organization. In the case 
of non-traditional occupations, it goes without saying that it is in the employer’s interest to reach a wide 
range of female candidates, including Indigenous women. Like many job seekers, Indigenous women will 
be attracted by certain benefits businesses offer. These include: a respectful (non-racist) workplace, equal 
treatment, training opportunities, employment stability and longevity, potential career development and 
advancement, pay equity, competitive wages, cultural diversity, etc. This chapter outlines a strategy for 
workplace diversity that focuses on Indigenous women, and then examines ways in which employers 
can reach Indigenous candidates. Lastly, it provides tips and best practices to help organizations attract, 
select and hire Indigenous women in non-traditional occupations.

1.1 IMPLEMENT AN ADAPTED WORKPLACE DIVERSITY STRATEGY 

Does the Act respecting equal access to employment, which aims to remedy the situation of people who are 
discriminated against in employment, such as Indigenous people, apply to your company? 

Federal Employment Equity Act: 
https://laws-lois.justice.gc.ca/eng/acts/e-5.401/page-1.html

Provincial Act Respecting Equal Access to Employment in Public Bodies: 
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/A-2.01

In any case, your business has a lot to gain by adopting similar rules. Indeed, creating a diverse work-
place that reflects the community is a way of enhancing an organization’s reputation in terms of social 
responsibility. Better yet, an employer who implements a workplace diversity strategy could benefit 
from a social role that will provide him a competitive advantage when submitting tenders, for example. 
Inversely, a business that does not have any Indigenous people within its workforce, fails in relation to 
social responsibility, to a certain extent.

https://laws-lois.justice.gc.ca/eng/acts/e-5.401/page-1.html
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/A-2.01
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To be successful, this strategy must be based on a clear vision of inclusion, solidarity and social equity. 
More practically, employers who offer jobs in non-traditional fields must set a short to medium timeframe 
to engage, for example, in:

 ■ Implementing special programs under the Employment Equity Act to increase the proportion 
of Indigenous women in their workforce; see the guide for setting up a special program devel-
oped by the Canadian Human Rights Commission (https://www.chrc-ccdp.gc.ca/eng/content/
developing-policies-processes);

 ■ Facilitating their employment integration and retention;

 ■ Developing their skills;

 ■ Supporting the evolution of their careers in non-traditional occupations.

In the process of implementing this integration strategy, commitment from senior management and 
adopting a vision and mission for the hiring and integration of Indigenous women will bring several 
benefits, for example:

 ■ Facilitate decision-making regarding the investment required to develop and implement 
the strategy; 

 ■ Ensure commitment at all levels of the organization;

 ■ Promote the sustainability of the project;

 ■ Make the workplace conducive to change.

Several financial support programs are available for employers who wish to hire or train Indigenous 
women. Since these provincial and federal programs are regularly modified, it is difficult to list them 
in this toolkit. We advise you to inquire at the nearest FNHRDCQ point of service to find out about the 
various programs available. 

FRANCINE CIESLAK

Innu woman from Uashat mak Mani-Utenam

■ Casting machine operator at Aluminerie Alouette 

   for the past 12 years

"Training offered by her employer."

Hardworking, meticulous and punctual, Francine started her jani-
torial career and soon realized that she was quite manual. Even if 
she lacked self-esteem, the encouragement from her family and 
friends and the great support of her supervisor finally convinced 
her to take a chance at the casting machine operator position. 
Once France obtained the position, she had to assert herself and 
persevere despite certain teammates. But she quickly learned 
her trade within the company itself through customized training 
provided by her employer (testing, casting, workplace health and 
security, CPR, working at heights, WHMIS, lock-out and lift, etc.).

"You have to give yourself the chances to move forward."

OCCUPATION

CASTING MACHINE 
OPERATOR

(NOC 9611)

Employed in mineral ore and metal pro-
cessing plants, casting machine opera-
tors monitor and control one or several 
phases of hot-metal production (agglom-
eration, melting, casting, refining, etc.) to 
obtain molten metal, semi-finished parts 
(slabs, ingots, etc.) or finished parts (mold-
ed parts, etc.). They operate according to 
safety and security rules, environmental 
standards and production requirements 
(quality, costs, deadlines, etc.) They control 
the condition of the equipment and han-
dle machinery maintenance and repair.

https://www.chrc-ccdp.gc.ca/eng/content/developing-policies-processes
https://www.chrc-ccdp.gc.ca/eng/content/developing-policies-processes


Claudia Pilot

1.2 BE MORE OPEN TO THE INDIGENOUS WORKFORCE

One of the key findings is that the number of Indigenous women participating in recruitment processes 
remains very low. This may be because Indigenous people, particularly women, are reluctant to apply for 
a job due to past experiences of discrimination or racism.

To attract Indigenous female workers, employers must strive to put aside prejudices and focus on the 
skills and abilities of Indigenous candidates. Openness towards this segment of the workforce means 
greater consideration of Indigenous realities (see bibliographical references). 

LYNE PINETTE

Innu woman from Uashat mak Mani-Utenam

■ Assistant-director of an Indigenous police force

"Male/Female Complementarity"

Throughout her career, Lyne proudly demonstrated that an 
Indigenous woman must have confidence in herself and in her 
skills. In the policing environment, it is important to project a 
good image to be credible, to assert oneself, to work as a team 
and to take one’s place within the profession. 

When she became assistant director, Lyne had to make a few 
adjustments with her male colleagues, though she is respected 
for her skills. Both male and female colleagues must learn to use 
their complementarity to work together. Sometimes, Lyne is con-
fronted with sexist behaviours. However, she chooses not to take 
these comments personally, focusing instead on communication.

"You must fulfill your dreams. We are often in awe of other female 
role models. We must overcome obstacles and not hesitate."

OCCUPATION

COMMISSIONED POLICE 
OFFICER

(NOC 0431)

Commissioned police officers plan, orga-
nize, direct, control and evaluate police 
force administration and police activities 
such as maintaining law and order and 
detecting and preventing crime. They are 
employed by municipal, provincial and 
federal governments. This unit group 
includes officers from the rank of staff 
sergeant to police commissioner. Com-
missioned officers in the railway police 
are also included in this unit group.
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1.3 TAP INTO THE POOL OF INDIGENOUS FEMALE CANDIDATES

Another finding is that Indigenous female candidates are difficult to reach because of a lack of information 
and knowledge about the Indigenous workforce. While the labour market is facing a shortage of skilled 
Indigenous women, which could be addressed through training, tapping into the current Indigenous 
female workers pool could temporarily help close this gap. Indigenous employability organizations can help.

Among the Indigenous employability organizations, the Urban Service Centres (USCs) appear to be the 
most likely to provide several candidates. As FNHRDCQ service providers, responsible for urban Indigenous 
clients (Montreal, Quebec City, Sept-Îles and Val-d’Or), the USCs annually provide hundreds of employ-
ability measures to Indigenous women, some of whom undertake training programs in non-traditional 
occupations. These graduates can form a pool of potential candidates for the companies to tap into by 
contacting the USC that serves their region.

Another pool of workers can be found at the Local First Nations Commissions (LFNCs). The LFNCs, which 
are the counterparts of the USCs in the communities, support their members in various fields of training, 
including non-traditional fields. Employers may also consider this local workforce to meet their needs 
(see link in References).

The FNHRDCQ website also provides opportunities for employers seeking skilled Indigenous female 
workers (www.cdrhpnq-fnhrdcq.ca). Employers may post their job offer on the website by sending it to 
info@cdrhpnq.qc.ca. The FNHRDCQ will upload the job offer on its website.

1.4 CREATE PARTNERSHIPS WITH EDUCATIONAL INSTITUTIONS

Companies need to partner with educational institutions to meet their medium- and long-term needs 
for Indigenous female workers. By establishing a mutually beneficial partnership, companies can help 
establish an exchange framework where they can share their specific labour needs with educational insti-
tutions, which will take them into account in their training programs. Moreover, educational institutions 
in non-traditional fields are strongly encouraged to enter into partnerships with employers. Within this 
context, and the implementation of a workplace diversity strategy, employers can meet their labour force 
needs by recruiting Indigenous women upon completion of their training program. In concrete terms, 
offering work placements and summer jobs to Indigenous women in training, through the educational 
institutions network, would facilitate the employment of graduating students while ensuring they hire 
workers who are already familiar with the company and the requirements of the trade.

1.5 RECRUITMENT AND SELECTION TIPS AND BEST PRACTICES

1.5.1 Tips and best practices for finding or attracting Indigenous candidates

 ■ Among the employers interviewed during the consultations, one company stood out because 
of its remarkable Indigenous recruitment strategy. We find that the traditional means of 
recruitment (posting, websites, etc.) are not always successful with Indigenous people; that is 
why we promote a community approach, such as participation in career days in the commu-
nities and educational institutions, in collaboration with your Indigenous employees who can 
serve as role models for the potential workers;

 ■ Organize awareness activities in the communities to promote non-traditional occupations for 
women and young people in collaboration with the educational institutions. By investing in 
local community networking, you will be able to develop your understanding of the culture and 
of issues that are important to the local or urban community, better understand and break 
down communication barriers with the local or urban community, and establish a relationship 
of trust with the local or urban community; 

 ■ Organize “open house” events to allow students to visit and familiarize themselves with the 
workplaces;

 ■ Conduct door-to-door canvassing in the communities during recruitment campaigns;

 ■ Offer organized test sessions in the communities;

 ■ Be present at various types of job fairs;

 ■ Implement an outreach strategy aimed at Indigenous women by using Indigenous employees 
and other women in non-traditional jobs as the company role models/ambassadors, particularly 
during career days or community events;

 ■ Contact the nearest USCs and points of service (LFNCs) so that they can recommend potential 
candidates or post your job offer;

 ■ Highlight the working conditions and social benefits in the job postings;

http://www.cdrhpnq-fnhrdcq.ca
mailto:info@cdrhpnq.qc.ca
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 ■ Clearly demonstrate your interest in hiring Indigenous women. In this regard, we invite you to 
highlight the quality of the work environment that you provide and to underline that you have 
adopted an integration strategy for Indigenous women by publishing it on your company’s 
website. Finally, do not hesitate to publicize: 

 ◆ Your concrete actions to eliminate workplace discrimination, racism and harassment; 

 ◆ The various awareness training sessions on Indigenous realities that you have 
provided to your employees; and finally

 ◆ The work schedule you adopted to include the local community cultural celebrations. 

Ville de Montréal 

1.5.2 TIPS AND BEST PRACTICES FOR THE HIRING OF INDIGENOUS WOMEN 

Résumé analysis

This step consists of evaluating the level of education and experience of the candidates in relation to the 
requirements of the position. Most of the companies interviewed require a Diploma of Secondary Studies 
(DSS) or the equivalent (Secondary Studies Equivalency Test (SSET) or the General Education Development 
test (GED)). However, many Indigenous women may not hold these diplomas. Many educational insti-
tutions offer the Recognition of Prior Learning and Competencies (RPLC) service. This approach allows 
students to showcase their training and work experience in order to obtain official recognition of acquired 
skills. Organizations, such as the First Nations Adult Education School Council (FNAESC) or the Centre de 
développement de la formation et de la main-d’œuvre Huron-Wendat (CDFM), can support candidates who 
have experience in the desired field so that they may obtain the diploma required for the recognition of 
prior learning.

Aptitude test (if applicable)
Given the arduous nature of certain non-traditional occupations, employers may have to conduct physical 
aptitude tests to ensure that the candidates are able to perform the required tasks.

Interview
Candidates selected following the résumé analysis will be invited for an interview after having successfully 
completed (if necessary) the physical aptitude tests. Employers are invited to be more flexible in order to 
give Indigenous women a chance. Do not hesitate to specify, upon the hiring, your expectations in terms 
of work as well as the working conditions.

References 
As in any conventional recruitment process, employers must carefully verify the references of candidates 
who successfully pass the interview.

Medical test (if applicable)
Some workplaces requiring, for example, that employees be able to tolerate high heat conditions, 
medical tests may be conducted in order to ensure that the candidate’s health is not threatened by the 
job being sought.



78    TOOLKIT INDIGENOUS WOMEN AND NON-TRADITIONAL OCCUPATIONS    79Ville de Montréal 

2. EMPLOYMENT INTEGRATION AND RETENTION OF INDIGENOUS FEMALE EMPLOYEES

An unsuccessful integration into employment could have serious impacts on the continuing career of an 
Indigenous woman in terms of a non-traditional occupation. The consultations with Indigenous women 
revealed that some women ended up prematurely leaving their job or even questioning their participa-
tion in the labour market after having experienced a difficult integration into employment. Employment 
integration and retention are important steps that should not be neglected in the staffing process of any 
company. This chapter first presents the key steps for the successful employment integration of Indigenous 
women, then describes a few tools to help businesses retain their employees within their organization.

2.1 A SUCCESSFUL EMPLOYMENT INTEGRATION PROCESS

A number of activities were identified as favourable in terms of integrating a new Indigenous female 
employee. They are grouped into three key steps:

2.1.1 Preparing for the arrival of the new employee

Knowing that her arrival was awaited could be greatly appreciated by a new female employee in a pre-
dominantly male workplace. Preparing to welcome a recruit consists of ensuring that all measures are 
taken to facilitate her integration into the company. These measures could include:

 ■ Contacting the future employee (preferably by telephone) to confirm the start date and time;

 ■ Preparing her workspace (work station, desk, etc.);

 ■ Preparing the supplies and equipment that she will need to perform her work;

 ■ Advising the personnel of the arrival of a new employee, making them aware of Indigenous 
realities in order to counter prejudices (this could be done in collaboration with the FNHRDCQ);

 ■ If an access card is necessary at the entrance, preparing her card before her arrival;

 ■ Designating a mentor who will act as a point of reference for the new employee in the beginning.
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2.1.2 Welcome

This step is just as important in that if it is successful, it will allow the new Indigenous female employee 
to feel supported and confident. Several activities will help to successfully welcome the recruit:

 ■ Ensure that a person (preferably her immediate supervisor) welcomes her on her arrival;

 ■ Assign her a parking space and locker (as needed);

 ■ Organize a visit of the site or premises;

 ■ Provide her a description of the history, organization and projects of the company;

 ■ Meet with the human resources officer for salary formalities and other administrative documents;

 ■ Send an email introducing the recruit to the other employees, then introduce her individually;

 ■ Inform her of the coaching program to facilitate her integration.

2.1.3 Coaching

Once welcomed into the company, the new Indigenous employee should not be left on her own. Indeed, 
she will require support to start working and integrate the workplace quickly. This step primarily rests 
on training, adaptation and follow-up. The training process depends on the type of job and should be 
provided by a designated mentor. This person must also ensure the follow-up with the new employee 
through periodic meetings in order to:

 ■ Ensure effective integration of Indigenous women within the team;

 ■ Evaluate her progress and identify challenges encountered;

 ■ Implement corrective measures as needed;

 ■ Gather feedback and suggestions in order to improve her employment integration.

2.1.4 Some cultural differences that your managers will have to expect

 ■ Importance of the family: the extended family plays a very important role, such that your Indig-
enous employee may require a longer absence to attend funerals of extended family members;

 ■ Hesitation to intervene and avoidance of confrontation: In general, Indigenous people avoid 
confrontation. In cases of false accusations or situations of conflict, they tend to simply 
withdraw in order to avoid problems; 

 ■ Less demonstrative: this Indigenous cultural trait should not be interpreted having less interest;

 ■ Sense of humour: Indigenous people, in general, share a great sense of humour. However, 
one should be careful about sarcasm. An Indigenous person may be sensitive to jokes related 
to culture and they should always be avoided.

2.2 EMPLOYMENT RETENTION

Training an employee and seeing this person leave after a while is, without question, an inestimable loss 
for a company. It is therefore in the employer’s interest to implement conditions that foster employment 
retention, allowing new employees, particularly Indigenous women, to reach their full potential and pursue 
their career aspirations.

Here are a few activities that will facilitate the employment integration and retention of Indigenous women:

 ■ Design awareness activities/training on Indigenous realities to counter prejudices, in 
collaboration with the nearest FNHRDCQ point of service;

 ■ Implement a program that allows women to express themselves confidentially in their work-
place situation, their relationships with others, the difficulties encountered, etc.;

 ■ Implement a mentoring program that allows new employees to more readily understand the 
business culture and work environment, the employer to understand the specific needs of 
new employees, and the business to develop the skills needed for a long-term employment 
relationship;

 ■ Plan inclusive and egalitarian policies that support workplace diversity, including the development 
of a zero-tolerance workplace harassment policy;

 ■ Clearly discuss the working conditions (wages, payroll deductions, fringe benefits, taxation, etc.);

 ■ Follow-up regarding departures in order to find out the reasons and review certain practices, 
if necessary.
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EMMANUELLE KOPALIE-SOUCY

Inuit woman from Iqualuit

■ Security Guard

"Work-study balance."

When Emmanuelle was studying for her Diploma of Vocational 
Studies (DVS) in security, she worked 12 hours nightly in a ware-
house, then went to school in the morning. She found it difficult to 
be in school and to work at the same time to pay for her studies.

Today, Emmanuelle loves her job because her goal is to protect 
others. She is accumulating experience on her résumé: she worked 
for various companies as a security guard, and self-employed 
worker for corporate events. Emmanuelle aims to build and 
maintain an irreproachable reputation in order obtain potential 
contracts.

"Be confident, do what you want to do. You too, can do it. Just 
because we are Indigenous women does not mean we should limit 
ourselves."

OCCUPATION

SECURITY GUARDS AND 
RELATED SECURITY SERVICE 
OCCUPATIONS 

(NOC 6541)

Security guards and related workers 
implement security measures to protect 
property against theft, vandalism and fire, 
control access to establishments, maintain 
order and enforce regulations at public 
events and within establishments, conduct 
private investigations for clients or em-
ployers and provide other protective 
services not elsewhere classified.

They are employed by public and private 
security agencies, residential complexes, 
educational, cultural, financial and health 
institutions, retail establishments, busi-
nesses and industry, investigation ser-
vice companies, transportation facilities 
and organizations throughout the private 
and public sectors, or they may be 
self-employed.

2.2.1 Performance management

Companies in non-traditional fields that have a good understanding of employment retention issues will 
implement performance management and professional development processes that take the needs of 
Indigenous women into account.

Performance management can be defined as all “activities related to the evaluation and improvement of 
an employee’s performance in terms of productivity and efficiency in view of contributing to her success”.

For Indigenous women, it is important to distinguish between urban adaptation difficulties and performance 
difficulties. Indeed, it is not uncommon to see a newcomer from a remote community being often late for 
work, not because of performance difficulties but because of difficulties adapting to urban transportation. 
In this case, the employer should not jump to conclusions, but should talk with the employee to find out 
whether it is a performance difficulty or a difficulty adapting to the environment.

Stereotypes and prejudices against Indigenous people may sometimes influence certain supervisors when 
evaluating an employee’s performance. To avoid subjectivity in the performance evaluation of Indigenous 
women, employers in non-traditional occupations are encouraged to define clear performance objectives 
that are based on criteria such as deadlines, organization and work quality.

2.2.2 Professional development and advancement

Employees who are offered opportunities to improve and advance within the company will undoubtedly 
be more inclined to pursue their career than those who do not have such opportunities. Employers who 
offer professional development and advancement opportunities can expect to keep their employees longer. 
As such, your managers will play an essential role in identifying the development needs and aspirations 
of your Indigenous female employees. They must therefore possess the necessary qualities to fulfill this 
role in a culturally respectful manner.

Regarding Indigenous women in non-traditional occupations, employers must ensure that the managers 
and supervisors must not have any prejudices or preconceptions about the abilities of Indigenous women 
to learn and grow. Rather, they must offer them the same opportunities within the company. 
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Chapter E

EMPLOYMENT AND TRAINING RESOURCES 
AND SERVICES

THE FIRST NATIONS HUMAN RESOURCES DEVELOPMENT 
COMMISSION OF QUEBEC (FNHRDCQ) WISHES TO DEVELOP 
A COLLABORATIVE APPROACH INVOLVING EMPLOYERS AND 
EDUCATIONAL INSTITUTIONS IN ORDER TO IMPLEMENT 
INCLUSIVE PRACTICES SPECIFICALLY AIMED AT INDIGENOUS 
WOMEN.
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1. COLLABORATION WITH THE FNHRDCQ POINTS OF SERVICE

The First Nations Human Resources Development Commission of Quebec (FNHRDCQ) would like to 
develop a collaborative approach involving employers and educational institutions to implement new 
inclusive practices for Indigenous women.

Whether you are an educational institution aiming to support Indigenous candidates in their studies, 
an employer aiming to recruit Indigenous women or an Indigenous woman wishing to benefit from our 
resources and partnerships, you are welcome to contact us at any time for advice and support. There are 
34 points of service (30 Local First Nations Commissions [LFNCs] and 4 Urban Service Centres [USCs]) to 
assist and advise you.

The mission of our points of service is to provide employment and training services and programs to 
Indigenous clients to assist and support them in their labour market integration.

1.1 OUR PROGRAMS

 ■ Support and Guidance

 ◆ Labour market information;
 ◆ Professional resources;
 ◆ Research and development.

 ■ Training and Professional Development:

 ◆ Vocational training (DVS, AVS);
 ◆ Basic education (DSS or prerequisites);
 ◆ On-the-job training (upgrading).

 ■ Employability:

 ◆ Job creation initiatives;
 ◆ Summer Career Placement;
 ◆ Self-employment assistance.

1.2 OUR SUPPORT SERVICES FOR INDIGENOUS WOMEN

 ■ Offer individual and confidential meetings;

 ■ Develop an action plan with you;

 ■ Exchange educational and career information;
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 ■ Exchange job search techniques;

 ■ Assist in the preparation of résumés and cover letters;

 ■ Assist in applying for financial assistance for programs, when available;

 ■ Ensure a regular presence or link in your training projects and/or career projects in order to 
motivate, coach and support you;

 ■ Help you identify barriers encountered along the way that are preventing you from realizing 
your project, and help you find solutions and apply them;

 ■ Visit educational institutions and/or companies in order to develop solutions to facilitate your 
integration and progress;

 ■ Establish and determine key local resources and create a support network in order to equip 
you with resources that can help you at the academic, family, social and personal levels.

1.3 TOOLS AVAILABLE IN OUR POINTS OF SERVICE

 ■ Documentation and computers available to clients;
 ■ Job board.

1.4 OUR OTHER SERVICES

 ■ Identify the needs:

 ◆ Keep informed about the labour market;

 ◆ Define the criteria related to training programs in order to prepare Indigenous 
candidates for training integration;

 ◆ Contact companies to understand their human resource needs and define their 
recruitment criteria in order to prepare Indigenous candidates for employment 
integration.

 ■ Promote training:

 ◆ Make educational institutions, teachers and students aware of the Indigenous reality 
and demystify the prejudices faced by Indigenous people;

 ◆ Develop activities, information sessions and/or representations for Indigenous peo-
ple in relation to training and employability services, based on the identified needs;

 ◆ Create partnerships with various local socio-economic stakeholders and develop 
links with existing and potential partners.

 ■ Promote employability:

 ◆ Make employers and employees aware of the Indigenous reality and demystify the 
prejudiced faced by Indigenous women;

 ◆ Develop activities, information sessions and/or representations for clients and em-
ployers in relation to employability services, based on the identified needs;

 ◆ Respond to requests from employers from both public and private sectors and 
ensure the transmission of information to Indigenous candidates;

 ◆ Promote the services and measures of the FNHRDCQ among employers.
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COMMIS S ION DE
  DEVELOPPEMENT DE S
 RE SSOURCES  HUMAINES DES

 PREMIERES  NATIONS 

 DU  QUE BEC

 FIRST NATIONS
HUMAN RESOURCES
DEVELOPMENT COMMISSION

OF QUE BEC

Pikogan ●
● Opticiwan

●

● Lac Simon

● Kitcisakik

 ● Natashquan ● Ekuanitshit

 ● Unamen Shipu

 ● Pakua Shipu

 ● Matimekush- Lac John
 ● Kawawachikamach

 ● Gespeg
 ● Gespgapegiac

 ● Listuguj

 Cacouna

 ● Wôlinak
 ● Odanak

 ● Kahnawake ●

Kanehsatake  ● 

Wemotaci  ● 

Mashteuiatsh ● 
Essipit ● 

Pessamit ● 

Manawan ● 

Wendake ● 

Kitigan Zibi ● 

Barriere Lake ● 

Wolf Lake ● 

Kebaowek ● 

Long Point ● 

Uashat mak Mani-Utenam●

CSU De Sept-Îles ●

● CSU De Québec

 CSU De Val d’Or●

● CSU De Montréal

� REGIONAL OFFICE
� POINTS OF SERVICE

OUR 34 POINTS OF SERVICE

 ■ Create partnerships with various local socio-economic stakeholders:

 ◆ Create partnerships with employers and develop links with existing and potential 
partners;

 ◆ Promote the services and measures in place and find employment opportunities 
for Indigenous candidates;

 ◆ Assist in employment development by appropriately matching Indigenous job 
seekers with available job offers.

The contact list of our 34 points of service is available on our new website:
www.cdrhpnq-fnhrdcq.ca

MARIE-ANDRÉE ROCK

Innu Woman from Pessamit

■ Industrial Designer

« Il ne faut jamais abandonner, il faut devenir un modèle pour les 
autres femmes et pour nos enfants. »

Marie-Andrée followed her interests and her passion, and she 
earned a DVS in industrial design at the CFP de Neuchâtel. After 
her studies, she soon found a work placement at Poitras Industries 
 and worked for the company for a few years. Marie-Andrée re-
cently changed employers and she now works in her community 
as a structural designer for Ashini Consultant.

"Never give up, become a role model for other women and for 
your children." 

OCCUPATION

INDUSTRIAL DESIGNER

(NOC 2252)

Industrial designers conceptualize and 
produce designs for manufactured prod-
ucts. They can be  employed by manu-
facturing industries and private design 
firms, or they may be self-employed. 
Industrial designers perform some or all 
the following duties: 

• Consult with clients, engineers or pro-

duction specialists to establish product 

requirements;

• Analyze the intended use of product and 

user preferences;

• Conduct research into cost, properties 

of production materials and methods 

of production;

• Develop concepts, sketches or models 

for approval;

• Prepare manufacturing drawings, specifi-

cations and guidelines for production and 

construct prototype of design;

• Consult with engineers and production 

staff during manufacturing stage.
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2. OUR PARTNERS 

Quebec Native Women (QNW)
C.P. 1989

Kahnawake (Québec) J0L 1B0

Tel. : (450) 632-0088, Ext. 224

www.faq-qnw.org

Commission de la construction du Québec (CCQ)
8485, avenue Christophe Colomb,

Montréal (Québec) H2M 0A7

Tel. : (514) 341-7740 Ext. 6162 

www.ccq.org 

Institut national des mines du Québec (INMQ)
125, rue Self

Val-d’Or (Québec) J9P 3N2 

Tel. : (819) 825-4667

www.inmq.gouv.qc.ca

First Nations and Inuit Labour Market Advisory Committee (FNILMAC)
65, rue Richelieu, suite 38

St-Jean Richelieu (Québec) J3B 6X2

Tel. : (450) 741-4526

First Nations Adult Education School Council (FNAESC)
Business Complex, C.P. 2010

Kahnawake, (Québec) J0L 1B0

Tel. : (450) 635-6352

First Nations of Quebec and Labrador Economic Development Commission (FNQLEDC)
265, Place Chef Michel Laveau, Suite 200

Wendake (Québec) G0A 4V0

Tel. : (418) 843-1488

3. CAREER COUNSELLING AND TRAINING RESOURCES AND SERVICES

Emploi Québec : « Votre profil carrière avec Orientest » :
http://www.toutpourreussir.com/orientest/resultats

Emploi-Québec web page: “Your Career Profile with the Aptitude Test”:
http://www.headingforsuccess.com/orientest/suivre/3

Emploi-Québec web page: “The future is looking for people like you.”:
http://www.emploiquebec.gouv.qc.ca/emploi-davenir/en/index.html

Québec website for career counselling: 
http://www.toutpourreussir.com/blogue/accueil/

Employment and Social Development Canada website: National Occupational Classification 2016
http://noc.esdc.gc.ca/English/NOC/OccupationIndex.aspx?ver=16

List of non-traditional occupations:
http://imt.emploiquebec.gouv.qc.ca/mtg/inter/noncache/contenu/asp/mtg121_resultrechr_01.asp?lang=AN-

GL&Porte=1&cregn=QC&PT1=8&PT2=21&PT3=10&PT4=53&cregncmp1=QC&type=06

“Hats Off to You!” contest: 
http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-and-its-excellence-in-sci-

ence-segment/

Chapeau, les filles! 2017-2018 (Hats Off to You! Contest Application Guide): 
http://sites.cegep-ste-foy.qc.ca/fileadmin/documents/aideauxetudiants/Emploi/Guide_de_mise_en_cadida-

ture-Chapeau_les_filles_2018-5.pdf

Information Apprenticeship Incentive Grant for Women in a designated Red Seal trade
https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-wom-

en-overview.html

https://www.canada.ca/en/employment-social-development/services/apprentices/grants.html

First Nations Adult Education School Council:
http://www.conseilscolaire-schoolcouncil.com/

Centre de développement de la formation et de la main-d’œuvre Hurone-Wendat:
http://www.cdfmwendake.com/

http://www.headingforsuccess.com/orientest/suivre/3
http://www.emploiquebec.gouv.qc.ca/emploi-davenir/en/index.html
http://www.toutpourreussir.com/blogue/accueil/
http://noc.esdc.gc.ca/English/NOC/OccupationIndex.aspx?ver=16
http://imt.emploiquebec.gouv.qc.ca/mtg/inter/noncache/contenu/asp/mtg121_resultrechr_01.asp?lang=ANGL&Porte=1&cregn=QC&PT1=8&PT2=21&PT3=10&PT4=53&cregncmp1=QC&type=06
http://imt.emploiquebec.gouv.qc.ca/mtg/inter/noncache/contenu/asp/mtg121_resultrechr_01.asp?lang=ANGL&Porte=1&cregn=QC&PT1=8&PT2=21&PT3=10&PT4=53&cregncmp1=QC&type=06
http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-and-its-excellence-in-science-segment/
http://www.education.gouv.qc.ca/en/references/contests-and-awards/hats-off-to-you-and-its-excellence-in-science-segment/
http://sites.cegep-ste-foy.qc.ca/fileadmin/documents/aideauxetudiants/Emploi/Guide_de_mise_en_cadidature-Chapeau_les_filles_2018-5.pdf
http://sites.cegep-ste-foy.qc.ca/fileadmin/documents/aideauxetudiants/Emploi/Guide_de_mise_en_cadidature-Chapeau_les_filles_2018-5.pdf
https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html
https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html
https://www.canada.ca/en/employment-social-development/services/apprentices/grants.html
http://www.conseilscolaire-schoolcouncil.com/
http://www.cdfmwendake.com/
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4. EMPLOYMENT RESOURCES AND SERVICES

Emploi-Québec web page:
https://www.quebec.ca/emploi/metiers-et-professions/information-sur-le-marche-du-travail/

Labour Market Information (LMI) web page: 
http://imt.emploiquebec.gouv.qc.ca/mtg/inter/noncache/contenu/asp/mtg941_accueil_fran_01.asp? 

Lang=ANGL

Online Placement web page:
http://placement.emploiquebec.gouv.qc.ca/mbe/login/portail/portcherc.asp?CL=english

Toolkit for Women Entrepreneurs written by the First Nations of Quebec and Labrador 
Economic Development Commission (FNQLEDC):
http://www.cdepnql.org/pdf/toolkit_women_entrepreneurs_eng.pdf

Femmes regroupées en options non traditionnelles (FRONT) web page:
http://www.front.qc.ca/
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