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FOREWORD

The Assembly of First Nations of Quebec and Labrador (AFNQL) founded the First Nations 

Human Resources Development Commission of Quebec (FNHRDCQ) in 1996. It now includes 

a total of 31 employment and training service centres (ETSCs) located in 27 First Nations 

communities and four cities, specifically Montréal, Québec, Val-d’Or and Sept-Îles.

The Commission promotes, defends and prioritizes its members’ collective interests in all 

its activities, which are broadly defined three times a year during deliberative assemblies. 

It is responsible for negotiating, implementing and administering employment and training 

agreements under AFNQL jurisdiction, including the federal urban agreement under the 

terms of which the FNHRDCQ is also responsible for all Indigenous clients (i.e. all Nations) 

living in Quebec’s urban areas.

Its main mandate is to implement and support all initiatives needed for the workforce and 

labour market development to help First Nations achieve prosperity in a culturally-adapted 

setting through meaningful employment.

This reference guide, which was developed by the FNHRDCQ with the support of various 

partners, is a collection of best practices for the successful integration and retention of 

Indigenous workforce within a company. 

Given the unique realities specific to each business environment, cultural diversity among 

Indigenous Peoples and a dynamic and evolving support network, a universal integration 

solution proves difficult. Instead, this guide offers “guidance and best practices” that have 

been tried and tested by several companies. We hope that this guide will convince and help 

you to join the many Quebec companies making it a priority to hire Indigenous personnel.

FNHRDCQ Management
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1. INDIGENOUS CONTEXT
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1.1 QUEBEC FIRST NATIONS AND INUIT (FNI)

Quebec is home to 11 Indigenous Nations, including 10 First Nations (the Abenaki, Algonquin, 
Atikamekw, Cree, Huron Wendat, Innu, Malecite, Mi’gmaq, Mohawk and Naskapi) and the 
Inuit. In total, these communities represent over 100,000 people, or nearly 1.2% of Quebec’s 
population,7 which reached 8,263,600 in 2015.6

1.2 FIRST NATIONS AND INUIT (FNI) DEMOGRAPHIC 
      AND SOCIOECONOMIC DATA

From 2006 to 2016, the FNI population grew faster than that of Quebec as a whole, from 
33,805 to 41,730 people in 10 years.

Projections indicate that population growth among First Nations and Inuit people would 
bring their numbers to between 128,000 and 163,000 people by 2031.6

People aged 15–24 make up more than a quarter of the First Nations population in 
the labour market, and 63.7% of these youths do not have a high school diploma.6

1.3 PORTRAIT OF THE LABOUR MARKET IN QUÉBEC

This workforce scarcity/shortage affects 70% of employers.

Quebec’s unemployment rate is 5.4% (practically full employment), and 60% of positions 
are vacant outside Montreal. 

The estimated number of positions to be filled by 2022 is approximately 1.3 million,6 
and the five most sought-after job categories are as follows:

 1- Sales and services; 

 2- Transport and equipment operators; 

 3- Finance and administration;

 4- Natural sciences; 

 5- Manufacturing.
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1.4 FIRST NATIONS IN THE QUEBEC LABOUR 
       MARKET

■ The participation rate of First Nations is lower 
than that of the general population.8

■ The First Nations employment rate in Quebec is 
also lower than that of the general population.8 

■ The First Nations unemployment rate in Quebec 
is almost four times that of the general population.8

■ A high percentage of First Nations people live in 
poverty, earning less than $20,000 annually.8

■ The language barrier is also an issue for First 
Nations trying to enter the labour market: three 
out of four First Nations people speak French 
and 1 out of 2 First Nation people speak English.6

■ FNI persons are more likely to be employed in 
lower-skilled occupations, such as technical, 
intermediate or entry level positions.6 

■ Indigenous people mostly work in these eco-
nomic sectors: public administration, health care, 
social assistance services and construction.6, 
mainly as a result of jobs that are needed in 
First Nations communities.

Consequently, other sectors include relatively fewer 
Indigenous workers compared to non-Indigenous workers, 
such as professional, scientific and technical services.6
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1.5 WORKFORCE CHALLENGES FOR 
      FIRST NATIONS IN QUEBEC  

■ Employment equity compared to the rest of 
Quebec.

■ Job retention.

■ Very high (48.5%) unemployment rate.

■ Insufficient human resources and funding to 
prepare clients to integrate the labour market.

■ Lack of knowledge about First Nations cultures 
and of employment programs and services for 
First Nations among employers.

■ The multiple barriers many First Nations clients 
face.

■ Increasing demands from First Nations clients 
for employability services.

■ Close collaboration between local organizations/
companies and FN communities.
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2. INDIGENOUS 
    WORKFORCE AWARENESS
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2.1 FIRST NATIONS CULTURAL AWARENESS  

The reality of the Indigenous workforce is fundamentally different from that of the non- 
Indigenous. These differences manifest themselves in many ways, whether culturally, 
politically, spiritually, historically and socially.

The more a company understands this reality, the more it will be able to adapt its practices 
so that they are fully effective for the Indigenous workforce.

2.1.1 CULTURE
The best way to familiarize yourself with the culture of the Indigenous workforce you want 
to reach is to communicate with the community cultural bodies or to attend an awareness 
workshop.

Each community has its own specific history, spirituality, traditions, ways of relating to the 
land, language and gastronomy, even.

The FNHRDCQ can provide you with training in this area. For more information, please 
contact one of our representatives or Employment and Training Service Centres (ETSCs). 
(See ETSC directory, attached.)

For more information, please consult the PDF document entitled Aboriginal Peoples: Fact and 
Fiction at the following address: http://www.cdpdj.qc.ca/Publications/ArboriginalPeoples.pdf.

In general, the following should be taken into consideration to better understan 
Indigenous culture:

■ Discretion is a sign of respect;

■ Indigenous persons are generally more modest and introverted;

■ Laughing does not mean that they are not being serious;

■ Poor punctuality is not considered disrespectful;

■ Family values are a priority;

■ Elders’ role in the community and traditional activities are very important;

■ The communities face unique socioeconomic challenges.

http://www.cdpdj.qc.ca/Publications/Mythes-Realites.pdf
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2.1.2 CORE PROTOCOLS 
A proper meeting protocol is required to establish a partnership between an employer 
and a First Nations community. 

Core protocols may vary from one location to the next, so it is best to always contact the 
community ETSC concerned for more information (e.g. who the Elders and elected officials 
are, whom to invite, etc.).

When establishing a partnership with a community, you are doing business with a Nation.

■ It is collectively understood that the local community is the custodian 
of the traditional territories.

■ Self-identifying as an “Indigenous person” might not be appropriate 
in a business context.

■ Respect for Elders is very important.

■ If in doubt, it is preferable to ask relevant questions or to contact 
the local ETSC.

2.2 ADVANTAGES OF WORKFORCE DIVERSITY 
      FOR YOUR COMPANY

Several studies have shown that a diverse workforce and inclusive company culture improve:

■ Innovation; 

■ Company flexibility; 

■ Productivity; 

■ Employee engagement;

■ Talent attraction.

2.2.1 FOSTERING CORPORATE AND EMPLOYEE CULTURE
According to a 2018 Allegis Group white paper, “corporate diversity and inclusion efforts 
are evolving beyond a simple ‘doing the right thing’ approach to a business-focused 
strategy to attract diverse talent, improve retention and maximize the value and contri-
bution of every employee.”1
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Diversity and inclusion are no longer about compliance, quotas or checkboxes. Instead, 
it is about:

■ Removing barriers between employers and vital sources of scarce talent;

■ Bringing to bear the full power of diverse, personal knowledge, experiences and 
perspectives to understand customers, create value and support innovation; 

■ Being prepared for a future where demographic shifts will fundamentally 
change workforce dynamics.2

2.2.2 SOCIAL RECOGNITION  

The reconciliation and renewed relationship between the government and Indigenous 
peoples are setting a new social and political environment in our country. It provides an 
openness to collaboration, in which an increased number of Canadian businesses find 
themselves interested in working with Indigenous peoples. Pairing this with the upsurge 
of international support for Corporate Social Responsibility and Sustainability, leads the 
way to successful partnerships with Indigenous people.

The path to these successful partnerships is evolving and programs have been elaborated 
to support the establishment of prosperous relationships between Indigenous and 
non-Indigenous businesses, communities and peoples.

The Progressive Aboriginal Relation (PAR) certification program can be considered as 
working towards the attainment of good business partnerships, better places to work and 
a commitment to prosperity in Indigenous communities. The corporate performance in 
Indigenous relations offers four levels of certification. The final company level is determined 
by a jury comprised of Indigenous business people.

For more information, please consult the Canadian Council for Aboriginal Business website: 
https://www.ccab.com/programs/progressive-aboriginal-relations-par/

Certified companies : https://www.ccab.com/programs/par-companies/

Progressive
Aboriginal
RELATIONS

Canadian Council for
Aboriginal Business

GOLD
LEVEL

Progressive
Aboriginal
RELATIONS

Canadian Council for
Aboriginal Business

SILVER
LEVEL

Progressive
Aboriginal
RELATIONS

Canadian Council for
Aboriginal Business

BRONZE
LEVEL

Progressive
Aboriginal
RELATIONS

Canadian Council for
Aboriginal Business

COMMITTED

https://www.ccab.com/programs/progressive-aboriginal-relations-par/
https://www.ccab.com/programs/par-companies/
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2.2.3 FINANCIAL SUPPORT OFFERED BY VARIOUS 
         GOVERNMENT PROGRAMS
Senior management for the Government of Québec’s Ministerial Strategy for Labour 
Market Integration of First Nations and Inuit People, as well as local employment centres 
and Indigenous employability organizations are responsible for providing support to 
employers for recruiting and retaining an FNI workforce. It is recommended to contact 
them when integrating First Nations candidates into your company.

Indeed, several financial benefits are available in the form of wage subsidies granted as 
part of programs such as:

■ FNHRDCQ employability measures:

● Job creation initiatives:

- Employers are provided with incentive measures to help clients 
  integrate the labour market and acquire enough experience under 
  the supervision of competent staff;

- Allow students to gain relevant work experience in their field of study 
  through summer employment;

- Partnerships for job creation, wage subsidies, and job retention 
  support measures.

● Support for workers:

- Help and referrals for clients who want to start a business; 

- Financial support for entrepreneurs during their first year of business.
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■ Services Québec programs and measures:

● Employment Assistance Services (EAS);

● Job Readiness measure;

● Workforce training measure;

● Wage subsidy;

● Workforce Skills Recognition; 

● Community support for training-job adequacy;

● Internship Incentive Program; 

● The First Nations and Inuit Employment Integration Program (PAIPNI), 
which offers grants to employers to support them in hiring and integrating 
eligible workers. These grants cover a portion of hired personnel salaries 
and, subject to certain conditions, may also cover costs related to their 
coaching, to adapting human resources management practices and train-
ing, and to refresher training.

■ Service Canada programs and measures:

● Funding programs are also available through the federal government. 
These programs help support companies that promote training and hiring 
Indigenous people. For more information, please consult the Government 
of Canada website at: 
https://www.canada.ca/en/services/business/grants.html

https://www.canada.ca/fr/services/entreprises/subventions.html
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2.3 FIRST NATIONS EMPLOYMENT CHALLENGES

The key to a winning partnership strategy lies in a keen understanding of the reality expe-
rienced by the First Nations workforce. Gaining a better understanding of the target group 
through their employment barriers will help you reach the objectives of your strategy. 
The challenges faced by this workforce are in great part the legacy of colonialism, and the 
resulting discrimination and systemic racism. Keeping this in mind, will bring you a step 
closer to fully understand the workforce you are reaching out to.

2.3.1 TYPICAL BARRIERS TO EMPLOYMENT
Systemic barriers are for Indigenous people the barriers that apply to the “social group” that 
they represent and that interfere with their equality and participation in the labour market.

There are many individual barriers to employment for Indigenous populations. Indeed, they 
are present in terms of culture, educational level, place of residence and work experience.

2.3.2 SOME CULTURAL BARRIERS
The Indigenous workforce has identified racism and discrimination as one of the main 
barriers to off-reserve employment. 

Any Indigenous workforce integration strategy must include positive measures to prevent 
racism and discrimination in the workplace along with concrete action in terms of both 
recruitment and the work environment. Point 3.3 on pages 26–27 provides an overview 
of a strategy for successfully integrating First Nations employees.

Keep in mind that an immigrant employee and an Aboriginal employee do not require the 
same types of employment integration strategies. Indeed, the cultural diversity of these 
two groups of workers will require you to adapt your reception accordingly.

Another skills-related barrier worth mentioning is the misinterpretation of certain cultural 
traits. Humility, for example, is a virtue valued in many Indigenous cultures. A manager may 
confuse humility with a lack of ambition. As a result, this common Indigenous personality 
trait may affect their recruitment and career advancement within the company.
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2.3.3 SKILLS-RELATED BARRIERS
Training and skills gaps are significant barriers to hiring an Indigenous workforce.

Companies often require a minimum level of training, sometimes because of industry 
standards or simply because of working practices. 

Furthermore, because of a lack of fair access and a lack of adequate investment in 
education, a significant segment of the Indigenous workforce does not have the formal 
skills that may be required by the industry.

2.3.4 TECHNICAL BARRIERS
Many Indigenous people have a limited ability to travel. This statement must be understood 
in two ways. 

First, a segment of the population does not possess a driver’s licence, which 
limits their access to the workplace, especially for individuals living in remote areas.

Secondly, certain Indigenous people have a strong attachment to their community 
and are not necessarily willing to leave it or to uproot their family. 

A third frequently cited technical barrier is language ability. This is also one of the main 
causes limiting Indigenous people’s access to employment.
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3. SUCCESSFUL INTEGRATION 
    STRATEGY
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Successful integration strategies share three essential characteristics: a commitment from 
senior management, a spirit of collaboration and communication with communities, and 
they are tailor-made.

3.1 SENIOR MANAGEMENT COMMITMENT 
Openness to a diverse workforce requires above all that senior management be fully 
committed to hiring and integrating Indigenous persons. They therefore lead this effort 
and ensure its success. This commitment will allow them to:

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

■ Ensure a vertical commitment in the organization;

■ Promote the project’s sustainability;

■ Create an environment conducive to change.

GUIDANCE AND BEST PRACTICES 

■ Provide awareness sessions on Indigenous culture and realities for senior 
management;

■ Plan community visits with ETSCs to initiate the collaboration process;

■ Review other companies’ success stories.
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3.2 A SPIRIT OF COLLABORATION AND COMMUNICATION

By embarking on your integration project with a focus on communication, collaboration 

and partnership with communities, you will: 

■ Gain a better understanding of both the Indigenous workforce 
and your potential clients;

■ Improve how your strategy is integrated using communication channels 
currently in place in the company and target community;

■ Benefit from the field experience of the dynamic ETSC network;

■ Establish a relationship of trust and respect;

■ Establish long-term rather than ad hoc collaboration.

GUIDANCE AND BEST PRACTICES

■ Visit ETSCs or the FNHRDCQ and collect relevant information;

■ Meet with local authorities of the community and invite them to take part in 
the project;

■ Consult authorities or members on relevant issues.

3.3 TAILOR-MADE INTEGRATION STRATEGY

Implementing an orientation and integration strategy has a significant impact on employees’ 
duration of employment, engagement in the company, mobilization and commitment to 
the mission. It is therefore important to provide new employees with as much information 
as possible on the organization’s culture, values and philosophy when they are hired. 
The more employee orientation is structured and effective, the more likely employee 
performance will be satisfactory.9 

As mentioned in the foreword, there are as many integration models as there are com-
panies. However, the following six steps have been successful for several companies and 
can be adapted to your own strategy already in place. The following section outlines best 
practices adapted to the realities of First Nations based on these six steps.
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The following section outlines best practices adapted to the realities of First Nations based 
on these six steps:

STEP 1 – RECRUITMENT 
The dwindling workforce is now affecting all Quebec regions and sectors of 
activity. If you are consulting this guide, it means you are open to the possibilities 
offered by the First Nations labour pool. Indigenous employability organizations 
can help you reach this pool and assist you in recruiting your workforce. (See 
ETSC directory, attached.)

STEP 2 – PREPARING FOR ORIENTATION
Preparing for orientation involves organizing the new employee’s work 
environment. This is an important step carried out prior to orientation to show 
new employees that their arrival was expected and planned.9

STEP 3 – ORIENTATION
New employees’ first contact with their physical and human work environment 
is extremely important since it will determine their relationship with the 
company. Employees must feel as though they are being guided and taken into 
consideration. The first step is meeting with their immediate supervisor, who 
will outline the company profile.9

STEP 4 – INTEGRATION
The integration phase is when new employees take on their new duties. During 
this phase, new employees acquire the knowledge, skills and values required 
to adapt to their new environment.9 

STEP 5 – FOLLOW-UP 
This component involves ensuring that new employees are satisfied with their 
orientation and integration. Once the new employee has settled in and following 
the integration period into the new duties, a follow-up meeting must be sched-
uled with the department head.9 

STEP 6 – RETENTION
Training new employees only to have them leave shortly thereafter obviously 
incurs massive costs for the company. Employers therefore have every reason 
to implement conditions to promote employee retention so that new employees 
can fulfil their full potential and pursue their career goals.10 
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3.3.1 STEP 1 – RECRUITMENT 
An Indigenous workforce integration strategy should include culturally sensitive recruitment 
measures, as described earlier. First Nations are faced with some specific employment 
challenges that may not be addressed by general recruitment practices. The following section 
describes how to adapt your own measures to the realities of the First Nations workforce.

GUIDANCE AND BEST PRACTICES

■ Promote your company in the community;

■ Get involved in the local community;

■ Participate in community projects;

■ Provide details about your recruitment activities to community organizations 
and ETSC employment counsellors;

■ Make sure your job offers are written using inclusive language, in the 
language of the community, and in an accessible format, avoiding jargon 
and bureaucratic language;

■ Mention that Indigenous candidates are encouraged to apply;

■ Be flexible about the application period; take the cultural week into account, 
for example;

■ Use more flexible and creative selection criteria based on behaviour and 
personality types rather than skills descriptions;

■ Mention career development opportunities within the company;

■ Use Indigenous media to spread awareness about your job openings 
(newspaper, community radio, websites and social media like Facebook);

■ Have an Indigenous member on your selection board;

■ Develop a specific interview format for Indigenous candidates (e.g. group 
rather than individual interview, less formal attitude, longer interview time, 
etc.), paying particular attention to how questions are worded (visual and 
practical rather than theoretical);

■ Be sensitive to the circumstances specific to the community when asking 
for references (e.g. limited number of employers in remote locations, 
candidates’ family ties to community members).
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3.3.2 STEP 2 – PREPARING FOR ORIENTATION 
Preparing for new First Nations employee orientation is important, as it helps avoid the 
need for improvisation and forgetting important elements. The care given to preparing for 
the new employees’ arrival tells them that they have an important place in the company.9

GUIDANCE AND BEST PRACTICES

■ Prepare in advance and plan for the integration of new FN employees so that 
they know that they were expected;

■ Inform on-site staff of the new employee’s arrival;

■ Briefly introduce the new employee and provide information on their new 
position;

■ Ask staff to help in warmly welcoming and supporting the new employee;

■ Assign a culturally skilled “buddy” (shadowing) to coach the new employee;

■ Organize the work environment based on job types;

■ Follow and adjust the integration plan, as needed; 

■ Follow-up with the new employee’s immediate supervisor and buddy;

■ Measure how satisfied the new employee, immediate supervisor and managers 
are with the integration strategy to ensure it provides added value;

■ Implement a policy to combat harassment and discrimination, if one is not 
already in place. This will not only demonstrate upper management’s com-
mitment, but also prevent potential harassment and discrimination towards 
Indigenous employees. For further information, visit the Entreprises Québec 
website at:  
https://www2.gouv.qc.ca/entreprises/portail/quebec/accueil_en?lang=en

■ Psychological harassment prevention policy models are also available on the 
Commission des normes, de l’équité, de la santé et de la sécurité du travail 
website at: https://www.cnt.gouv.qc.ca/en/in-case-of/psychological-or-sexu-
al-harassment/index.html

https://www2.gouv.qc.ca/entreprises/portail/quebec/
https://www.cnt.gouv.qc.ca/en-cas-de/harcelement-psychologique-ou-sexuel/index.html
https://www.cnt.gouv.qc.ca/en-cas-de/harcelement-psychologique-ou-sexuel/index.html


SENIOR MANAGEMENT’S AND EMPLOYEES’ AWARENESS 
OF FIRST NATIONS CULTURE
Awareness of First Nations culture is an essential element in preparing for the orientation 
of a First Nations employee. It is strongly recommended that senior management receive 
training on the following themes when preparing for new employee orientation. This 
training is also recommended for company supervisors and employees when a First Nations 
employee is hired to minimize the possibility of racism and discrimination against them. 
The following could be addressed:

■ First Peoples identity;

■ A little history;

■ Living environment in 2019;

■ Political functioning;

■ Economy and development;

■ Social realities;

■ Social interactions;

■ Communication challenges;

■ Pride and trust.
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3.3.3 STEP 3 – ORIENTATION 
The orientation and integration of new First Nations employees must be culturally safe 
for them. These are important steps in an integration strategy because, if successful, they 
will help Indigenous employees to feel guided and confident. They will help employees 
develop a feeling of belonging and encourage them to contribute to the success of the 
company in the long term. Several activities help to make employee orientation a success:4

■ Ensure that someone (preferably their immediate supervisor) is responsible for 
welcoming the new employee when they arrive;

■ Immediately assign them a parking spot and locker (if applicable);

■ Arrange for a tour of the site or facilities;

■ Explain the company’s history, structural organization and projects;

■ Meet with Human Resources for pay formalities and other administrative docu-
mentation;

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

■ Explain the coaching program to facilitate their integration;

■ Provide the new employee with the tools and steps needed to guide them in 
properly taking on their role in the company; 

■ Ensure that the new employee is coached by a buddy during the first weeks of 
their integration.

However, many communities might have specific practices to help orientate their clientele. 
For more information, contact the ETSC located in your region.
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3.3.4 STEP 4 – INTEGRATION  
Once new Indigenous employees have received their orientation, they should not be left 
to fend for themselves. They will need coaching to begin in their new position and quickly 
integrate into the workplace. This step mainly consists of training, adaptation and follow-up.

However, and according to a document on cultural security produced by the Institut national 
des mines, Indigenous learning has particular features: 

■ Learning is holistic;

■ Learning is a lifelong process;

■ Learning is based on experience;

■ Learning is anchored in languages and Indigenous cultures;

■ Learning has a spiritual dimension;

■ Learning is a collective activity;

■ Learning integrates Aboriginal and Western knowledge.

Keeping these features in mind during the training process will ensure greater chances of 
success. The training will depend on the type of job and should be provided by a designated 
buddy. This person will have to follow up with the employee through periodic meetings to:

■  Ensure proper integration into the team;

■  Assess progress and identify any difficulties;

■  Implement corrective measures if needed;

■  Gather the employee’s comments and suggestions on improving their integration.9



3.3.5 STEP 5 – INTEGRATION FOLLOW-UP 
Checking in with new employees and having them provide feedback during their first few 
days on the job will allow you to make necessary adjustments and offer support as needed. 
Following up during the new employee’s first week and months on the job will then give 
you an indication of how their integration is going.

Employee coaching is another way to assess performance. It provides an opportunity for 
discussion with your employee. This process is more than an evaluation; it is an oppor-
tunity to provide feedback and motivate your employee in their work. Regardless of the 
format you use, this process must reflect your organization’s values and help you coach 
your employee in their career development.

■  Make sure that you are the messenger;

■  Be spontaneous;

■  Be sincere;

■  Be specific;

■  Be positive;

■  Be proactive when corrective action is needed;

■  Be consistent.



34    REFERENCE GUIDE



FIRST NATIONS EMPLOYMENT INTEGRATION AND RETENTION    35

3.3.6 STEP 6 – RETENTION 
To break down the cultural barriers that First Nations people face, companies are encou- 
raged to learn about the culture of the First Nations employee to make human resource 
management more effective.6

GUIDANCE AND BEST PRACTICES

■ Clearly indicate employer expectations of work from the outset;

■ Clearly indicate working conditions from the outset;

■ Offer a mentoring program;

■ Have an Indigenous or culturally skilled, resource-person made available for 
your Indigenous employees;  

■ In partnership with Indigenous organizations, develop and implement a 
holistic training program that meets First Nations employees’ needs; 

■ Inform new employees of certification or accreditation opportunities;

■ Implement concrete tools to prevent psychological harassment prevention 
in the workplace, such as a policy;

■ Offer training and awareness sessions on Indigenous myths and realities;

■ In addition to information sessions, offer training for immediate supervisors 
to develop their cultural skills and ensure that they adequately supervise 
Indigenous employees ;

■ Adopt a specific work schedule for Indigenous employees that takes their 
culture into account (cultural week, hunting,  etc.);

■ Adapt your services so that they meet the needs of your Indigenous 
employees, rather than force them to comply; 

■ Conduct exit interviews to know employees’ reasons for leaving and make 
things right, if applicable.
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ACCOMPANYING FIRST NATIONS 
EMPLOYEES IN YOUR ENTERPRISE

According to the Canada Research Chair in Aboriginal Forestry, 
Indigenous employees express a feeling of belonging by com-
municating that feeling either directly or on social media.3

Indigenous employees’ feeling of belonging can be seen 
through the strong ties they forge with workers, the fact 
that employees return year after year to work on the site 
and the fact that they invite members of their family to join 
their work team. 

That is why transparency, trust and communication are 
needed to develop a feeling of belonging among Indigenous 
employees.10

The following strategies help encourage a feeling of 
belonging:

■ Having new employees work near their 
immediate supervisors;

■ Investments in host communities;

■ Recognizing cultural activities;

■ Performance bonus programs;

■ Buddy programs;

■ Individual meetings with employees;

■ Training programs;

■ Company values and culture;

■ Working conditions offered.

Annual surveys can also be conducted among employees to 
confirm their level of engagement and feeling of belonging 
for ongoing improvements.
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Employee training is also an important investment for a 
company to develop expertise, be competitive in the market 
and continue to offer the best to its clients.

WORK-LIFE BALANCE

As mentioned previously, family values are fundamental for 
First Nations. In recent decades, several factors have converged 
to increase the demand for work-life balance measures in the 
workplace in general. These factors include steadily rising 
employment rates among women, longer working lives, 
multi-generational families and support provided by workers 
to aging parents and are totally in tuned with the First 
Nations views on families. At the same time, organizations 
need to be very adaptable so that they can innovate in the 
workplace to attract and retain skills while broadening the 
range of schedules and number of working days to meet 
the needs of their workforce.

Providing work-life balance measures is therefore an asset 
for all employees, as well as for organizations, as it allows 
them to meet employees’ needs while continuing to carry 
out production activities. 

For more information on work-life balance measures, 
consult the Ministère de la Famille’s webpage on work-family- 
studies balance (https://www.mfa.gouv.qc.ca/fr/Famille/
CFTE/Pages/index.aspx) (available in French only). It defines 
work-life balance measures and it outlines tools to help 
implement them.

We also recommend contacting your local ETSC since they 
might have measures to propose that have been successful 
for their clientele with other employers.

https://www.mfa.gouv.qc.ca/fr/Famille/CFTE/Pages/index.aspx
https://www.mfa.gouv.qc.ca/fr/Famille/CFTE/Pages/index.aspx
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Training is a major factor in employee retention. It provides employees with an opportunity 
to develop and obtain the support needed to move up in their careers. In addition to 
significantly contributing to motivation, it also demonstrates the importance the company 
places on career development for their staff.

In general, according to Statistics Canada, the Indigenous workforce does not reach the 
same educational level as the non-Indigenous workforce. 

This is due to many reasons (limited knowledge of career possibilities, isolation of the 
communities reducing the information on the labour market, rarity of working role models, 
having to leave their community to attend specialized training, returning to school and 
balancing schooling and family responsibilities, etc.).5

It is the lack of effective and efficient learning strategies to cope with the many challenges 
experienced by Indigenous learners that best explains high absenteeism and low 
perseverance documented academically.5

Innovative training options that are more suited to meeting the company’s and employee’s 
needs are thus recommended.

Training can therefore take many forms: occasional training, mentoring, coaching, 
co-development, conventions, conferences, online training, etc. Pairing new employees 
with long-standing ones is also a good way to ensure that expertise is transferred.

If you take time with employees during performance evaluations to discuss which skills 
they would like to acquire or develop, you will definitely get an idea of how motivated 
they are to fully invest in their training to meet your expectations as related to their job.

Even if you have implemented a solid staff retention strategy, some employees may still 
decide to quit. It is important that you meet with outgoing employees to find out why they 
are leaving. Voluntary departure management should be used to help you improve your 
strategies and maintain your relationship with the Indigenous community.
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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 ●

●

● Lac Simon

● Kitcisakik

 ● Natashquan ● Ekuanitshit

 ● Unamen Shipu

 ● Pakua Shipu

 ● Matimekush- Lac John
 ● Kawawachikamach

 ● Gespeg
 ● Gespgapegiac

 ● Listuguj
 Cacouna

 ● Wôlinak
 ● Odanak

 ● Kahnawake ●

Kanehsatake  ● 

Mashteuiatsh ● 
Essipit ● 

Pessamit ● 

Wendake ● 

Kitigan Zibi ● 

Barriere Lake ● 

Kebaowek ● 

Wolf Lake ● 

Long Point ● 

Uashat mak Mani-Utenam●

CSEF de Sept-Îles ●

● CSEF de Québec

 CSEF de Val d’Or●

● CSEF de Montréal
� EMPLOYMENT AND TRAINING SERVICE CENTRES (ETSC)
� REGIONAL OFFICE

OUR 31 SERVICE CENTRES
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FNHRDCQ TRAINING AND EMPLOYMENT 
SERVICE CENTRES DIRECTORY

ETSC REPRESENTATIVES

Barriere Lake 819-435-2124 tel 
 819-334-1842 cell

Ekuanitshit 418-949-2234 
 418-949-2085 fax

Essipit 418-233-2509 x 284 
 418-233-2888 fax

Gesgapegiag 418-759-5424 
 418-759-5679 fax

Gespeg 418-368-6005 
 418-368-1272 fax

Itum – Côte-Nord 418-968-4424 x 260 
 418-968-1841 fax

Kahnawake 450-638-4280 
 450-638-3276 fax

Kanesatake 450-479-8373 x 302 
 450-479-1103 fax

Kawawachikamach 418-585-2686 x 241 
 418-585-3953 fax

Kebaowek 819-627-3455 x 204 
 819-627-9428 fax

Kitcisakik 819-736-3001x 8340 
 819-736-3012 fax

Kitcisakik 819-736-3001 x 8242 
 819-874-6602 fax

Kitigan Zibi 819-449-5170 
 819-449-5673 fax
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ETSC REPRESENTATIVES

Lac Simon 819-736-2125 x 265 
 819-736-2882 fax

Listuguj 418-788-1347 
 418-788-3095 fax

Long Point-Winneway 819-722-2441 x 241 
 819-722-2579 fax

Malécites de Viger 418-860-2393 
 418-867-3418 fax

Mashteuiatsh 418-275-5386 x 1313 
 418-275-7062 fax

Matimekush-Lac John 418-585-2601 x 237 
 418-585-3856 fax

Montréal 514-283-0901 
 514-283-0158

Nutashkuan 418-726-3567 
 418-726-3606 fax

Odanak 450-568-2810 x 229 
 450-568-3553 fax

Pakua Shipi 418-947-2253 
 418-947-2622 fax

Pessamit 418-567-4741 
 418-567-8085 fax

Pikogan 819-732-6591 x 2359 
 819-732-1569 fax

Québec 418-845-5656 
 418-845-5757 fax

Sept-Îles 418-961-1342 
 418-961-1366 fax

Uashat Mak Mani-Utenam 418-962-0327 x 5224 
 418-968-0937 fax
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ETSC REPRESENTATIVES

Unamen Shipu 418-229-2004 x 231 
 418-229-2921 fax

Val D’or 819-874-6605 
 819-874-6606 fax

Wolf Lake 705-981-0053 
 819-627-3628 fax

Wôlinak 819-294-6696 
 819-294-6697

Wendake 418-842-1026 x 4305 
 418-842-3076 fax
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