“Looking forward to a bright future.”

HR STRATEGY 2016 - 2021
Gitxsan Development Corporation | www.gitxsanbusiness.com

GITXSAN READY FOR WORK INITIATIVE

Building a strategic workforce readiness plan for the Gitxsan region of northwestern British
Columbia and to prepare its people for current and emerging labour market opportunities
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Planning for the Future Gitxsan Workforce
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Right: Logan, 17, Outstanding Student Award, Forestry Program 2014
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ABOUT

GITXSAN DEVELOPMENT CORPORATION
GDC is the economic vehicle through which the Gitxsan people will
exercise their rights affirmed in the landmark Delgamuukw
Supreme Court Judgment (1997) on their 33,000sq km traditional
territory.
Gitxsan Development Corporation (GDC) is unique, melding the traditional
governance of the Gitxsan with the contemporary needs of business, yet remaining
faithful to the principles of Gitxsan Ayookw (laws). Every Gitxsan person has a stake
in GDC based on his or her membership in a house (wilp).

Gitxsan:
“People of the River Mist”

GDC is governed by a board of directors appointed by the Chiefs through its Board
of Trustees.

A great success to share
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PROJECT OVERVIEW
December 2015

Hiring of Research Lead & HR Consultant

January 2016

Establishing a Research Team

Angela Tait was hired as the Research Lead and Karla Rockwell, InAccord
People Development, joined the project as HR Consultant to oversee the
project development and execution. Kelsey Harmse joined the project to
oversee fullfilment and reporting.

Research Assistants were hired to represent all the Gitxsan communities
and to breach the potential language barrier.
By the end of January the Research Team had its first Steering Committee
Meeting. The Steering Committee is comprised of members from the
community, education system and industry stakeholders that provided
guidance, monitored progress and ensured deliverables were met.

Community Based Research

February - April

Over the next three months Researchers were out in the communities
interviewing and listening to community members, business owners and
operators; collecting the data that forms this strategy. Researchers visited
all five Gitxsan communities and held an open Community Meeting in
each community.

May

Analysis

June

Writing and Review

All data collected was analyzed to form a number of recommendations
and implementation strategies. A second Steering Committee Meeting
took place to present the data and assess where potential information
was needed.

The draft report was presented to the Steering Committee as well as a
group of influential regional stakeholders that agreed to review the draft.
Feedback and approvals were collected and incorporated.

Final Report Presented and Distributed

July-August

Strategies presented in an all Gitxsan Community Meeting in Gitanmaax.
Report was presented on the GDC website and social media. Hard copies
distributed to community band offices and where requested.
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We wish to extend our sincere gratitude to the Ministry of Social
Development and Social Innovation for extending the opportunity
to develop the Gitxsan Aggregate Labour Force Profile and Human
Resource Strategy.
We would also like to thank the HR Strategy Steering Committee and Review Board
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EXECUTIVE

OVERVIEW
Building a Strategic Workforce Readiness Plan
The Gitxsan Ready for Work Initiative was created out
of a need to build a strategic workforce readiness
plan for the Gitxsan region of northwestern British
Columbia; and to prepare its people for current and
emerging labour market opportunities.
This initiative was commissioned by BC’s Ministry
of Social Development and Social Innovation, with a
mandate to develop a Gitxsan Aggregate Labour Profile,

to develop their human potential. In his book Drive,
Daniel Pink describes the primary drivers of human
motivation. “Most people believe that the best way
to motivate is with rewards like money—the carrotand-stick approach. That’s a mistake. The secret to
high performance and satisfaction-at work, at school,
and at home—is the deeply human need to direct our
own lives, to learn and create new things, and to do
better by ourselves and our world.”

We envision a Gitxsan Workforce that is
engaged & building strong careers.
Training Assessment and 5 Year Human Resource
Strategy to maximize the development of a Gitxsan
workforce. The long term outcomes of a successful
HR Strategy are significant, as they can improve quality
of life throughout Gitxsan communities and leverage
opportunities for dynamic participation in the global
economy.
Through the efforts of the Gitxsan Ready for Work
Research Team – facilitating hundreds of conversations,
interviews, meeting job candidates, listening to people
seeking to upgrade their skills or simply wanting to
have a voice in the future direction of their community,
it has become clear that Gitxsan people want what
everyone wants – to be connected, and to be able

In the Gitxsan region, people have faced devastating
unemployment and a myriad of related challenges
for decades, to truly direct one’s life seems an
unreachable goal for many. Too many have been
unable to make a living in the community they love.
Barely getting by or living with unmet needs and goals
is all that has been possible. People are skeptical
about promised change. Communities in the region
struggle with high unemployment, yet employers
experience difficulty in finding workers with skills that
align with their needs. Unemployment rates for the
Gitxsan working population are over 70% according
to Stats Canada. 50% of people residing in Gitxsan
Communities are under age 26.
Change is needed.
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INNOVATIVE STRATEGIES IMPLEMENTED WITH COMPETENCE,
WILL MAKE GROWTH AND PROSPERITY
POSSIBLE FOR PEOPLE IN THE GITXSAN REGION.
This HR Strategy is designed to tackle a few critical questions :

01

What needs to happen in order for Gitxsan people, community organizations
and businesses to work together, developing effective ways to build an inclusive,
productive workforce?

02

How can smart and responsive labour market strategies affect positive change
locally and include Gitxsan living outside the region?

03

How can investment in the region’s human capital be better coordinated to
achieve better results?

These questions form the foundation of this Human Resource Strategy, and will help us play an important role in
providing new insight; to amplify the issues toward new policy and partnership solutions, and to move toward a
more positive future and quality of life for the Gitxsan.

“Life can only be understood backwards;
but it must be lived forwards.”
				
- Soren Kierkegaard
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PREVIEW OF

STRATEGIES
#1

Establish a dedicated Recruitment and
Workforce Hub

#2

Ensure Gitxsan People are workforce-ready
and prepared to compete for local jobs

#3

Invest in and develop young people to
succeed in life and careers

#4

Create better conditions for a vibrant Gitxsan
economy and community
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LEADING THE WAY
Where are we now?

What are our priorities?

Where do we want to be in
5 years?

How do we get there?

How do we measure
success?

How do we stay
accountable?

Gitxsan Development Corporation and its leadership believes that this HR
Strategy will be successful in the context of the overall economic development
of the Gitxsan region. GDC is uniquely positioned to lead implementation of
the HR Strategy, to identify actions and approaches that will help us meet
these challenges, and ultimately change the future course of the Gitxsan
workforce and economy long into the future.
The Gitxsan have been largely shut out of mainstream economic sectors such
as resource extraction and development, and billions of dollars of natural
resources have left the territory.
The Gitxsan communities have several major natural resources opportunities
in their traditional territory that include two mines and three pipelines. These
resource-based projects offer great opportunities for the Aboriginal people in
the region, including the provision of accommodations and other structures
for new workers entering the region.
Although the Gitxsan have access to forested land and forestry is one
of their core competencies, they have not established many businesses,
nor have jobs been created in lumber, milling, pulp and paper or related
wood products operations. Gitxsan Development’s business plans provide
opportunity to teach the Gitxsan how to harvest a tree from the woodlot, mill
it, grade it and then use it for wood building projects. It is hoped that over the
long-term, the community will establish a wood mill and related businesses
will emerge, such as in forest trades, forest management or other Gitxsanowned forestry-related businesses. This strengthens the overall approach to
successful economic development.
Another stated objective of GDC is to enable community economic
development by empowering the Gitxsan people to take advantage of the
various opportunities presented by large-scale resource based initiatives
through the provision of goods and services.
Specifically these project goals are:
• Identification of economic and business opportunities
• Growing the organizational capacity of Aboriginal stakeholders to
undertake project management responsibilities related to identified
opportunities
• Aboriginal business development
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WE ASKED.
OUR COMMUNITIES ANSWERED.
What are your top priorities?
• Health & Well-being
• Sustainable Jobs
• Lifelong learning
• Community Safety

What legacy do you want to
leave?

“Hard work makes us proud;
be all that we can be”
-Young Gitxsan man

“Be positive, be the light you
want others to see”
- Young Gitxsan Female

“Get an education - don’t be
like me.”
- Male Gitxsan Elder

“I went through life watching
- I don’t want that for my
grandchildren.”
- Female Gitxsan Elder

The roles and activities GDC will undertake to advance these economic activities
include:
1. Development, communication and implementation of the HR Strategy
2. Evaluation of labour market skill and training gaps, and workforce
readiness
3. Supporting community engagement
4. Enacting business implementation strategies
5. Conducting feasibility studies
6. Supporting negotiations of procurement contracts
7. Project management and outcomes measurement
Success requires the following:
• Visionary thinking from influencers and champions within GDC, the Gitxsan
Nation, industry and government
• Resolute, clear-eyed leadership at the helm of Gitxsan Development
Corporation
• Adequate funding to support long term planning and prevent workforce
and skill shortages
• Collaboration and cooperation between and among communities, training
organizations, the school district, industry and governments
• A competent and dedicated Implementation Project Leader
• Courageous evaluations of unsuccessful strategies, approaches and
practices that have brought us where we are
• Attention to and expansion of proven successful strategies
• A willingness to adapt strategies and approaches as circumstances change
and evolve
GDC was created by the Gimlixtwit for the benefit of the Gitxsan people, to
be governed by a working Board of Directors who make decisions based on
business factors while always taking into consideration the Ayook Gitxsan and
overarching cultural values of the Gitxsan. GDC directors are selected based
on their experience in business, natural resource development, management
and the ways of the Gitxsan. The Lax Yip Society and Lipgyet Trust are the
shareholders of GDC, on behalf of the Hereditary Chiefs. The Lipgyet Trust
holds 100% of the voting rights through its appointed trustees. Cultural
balance on the Lipgyet Trust board is obtained through an election process of
one representative from each of the four Clans with the fifth chosen by the four
elected.
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GUIDING

PRINCIPLES
Gitxsan people have distinctive perspectives and
understandings derived from their culture and history,
embedded in the Gitxsanimx language. Research
that includes identification of Gitxsan experience as
its subject matter must reflect these understandings,
and therefore it was valuable to have a diverse blend
of Gitxsan members undertake the entire community
research portion of the Gitxsan Labour Force Profile,
including two team members with Gitxsanimx
language skills.
Where research is conducted by individuals with
non-Aboriginal life experience, there is almost no
opportunity to correct misinformation, perceive
underdeveloped concepts or to challenge potentially
biased, ethnocentric interpretations.
There is
great potential for missed meaning, and therefore,
inaccurate representation.
Knowledge that is transmitted orally in the culture
of Gitxsan people must be considered relevant and
valuable, and validation of such knowledge is the
obligation of the researchers. Dissemination of
oral history requires more time than mainstream
society is accustomed to. In the case of the Gitxsan
Ready for Work Initiative Research team, there
was an understanding of protocols concerning
communications within their communities, including
viewpoints specific to age, gender and family
background. This allowed them to represent the
survey participants fairly, and to authenticate orally
transmitted knowledge, avoiding the distrust that can
otherwise occur.
“Well intentioned or not, researchers who fail to learn
our ways utterly fail to respect that which is important

and sacred to us,” says John Medicine Horse Kelly, a
Carleton journalism professor who has extensively
explored and lectured on key principles for conducting
research with First Nations people.
Our Research team was intentional with sensitivity
to cultural protocols, aware that if they were not
followed, further work of this nature with individuals
or communities as a whole could be jeopardized.

Our guiding principles, as we consider
decisions, actions, investment and
expectations are:
•

Listen first – a comprehensive
strategy must be built on hearing
concerns of all parties

•

Seek realistic, achievable solutions

•

Share in responsibility,
accountability and solution building

•

Accept no less than respect and
equality for Gitxsan people

•

Find ways to align Gitxsan values,
traditions and perspectives with the
needs of the workplace

•

Foster innovative partnerships and
collaboration opportunities

•

Stop doing things that don’t work
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OBSERVATIONS
Despite demographic strength (growth of the working age population), major
challenges are a continuing reality for Gitxsan people desiring training and
careers. Low workforce representation and low educational attainment
continue to dominate the narrative of unmet potential of the working age
population. In this report, we have identified effective human resource
management strategies and approaches that will impact and influence
workforce development.
Our team utilized two primary research methods to collect information over
a five month period:
1) a review of literature outlining best practices in Aboriginal employment
strategic planning, recruitment and career development, BC Labour Market
information, and population statistics available through the Gitxsan Health
Society, Gitxsan Government Commission and Stats Canada reports.
2) surveys and consultation with individuals, community stakeholders and
influencers as well as businesses, educators, training providers as well as
government officials.
Over the past decade in particular, efforts have been made through various
funded programs to increase technical competencies, skills and knowledge
so that Aboriginal people could participate more fully in trades based careers,
particularly in the resource sector. However, research has clearly shown
that a focus on both technical and behavioral competencies will bring the

“There are really only two choices: people moving toward
economic self-sufficiency or sustained forever in the soul-killing
state of dependency.” -Kevin Williamson, National Review June 2016
best return and human resource outcomes (proficiency, productivity and
retention) in the workplace. Hay Group, 2006.
The Gitxsan Ready for Work Initiative Research and leadership team believes
that this HR Strategy can only be considered successful in the context of
proven, overall impact on the Gitxsan region’s economic development and
holistic benefit to residents in all Gitxsan communities.
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Many community members participating in the survey
spoke of ideas and approaches in the past that were
unsuccessful in building a healthier job market.
However, lamenting past failings is not going to move
the Gitxsan forward. Lead Researcher Angela Tait
observed that “most people are aware that they need
to embrace their learnings from the past, so that the
younger Gitxsan can prosper in ways that were never
available to us before.” There is too much at stake for
a growing population of young Gitxsan to be limited by
failed ideas.
Success requires visionary thinking from influencers
and champions within the Gitxsan Nation and Gitxsan
Development Corporation, as well as adequate
funding from the Province to support long term
implementation of the strategy and prevent future
workforce deficiencies and skill shortages. Most
particularly, success requires collaboration and
cooperation between and among communities,
training organizations, school district leadership,
business and government and a willingness to adapt
strategies, approaches and policy as circumstances
change and evolve.
Innovation and progressive thinking is critical to
engaging the business community in implementation
of the HR Strategy. Employers in the region, of all
sizes, must share in designing and implementing
labour market strategies. It was evident that there is a
great deal of disparity in hiring practices in the region;
with many non-Aboriginal employers having few, if any
Gitxsan employees, and likewise, Aboriginal-owned
businesses with few or no non-Aboriginal employees.
Studies by the Aboriginal HR Development Council of

Canada indicate that across the country, in both rural
and urban centres, there is a high level of uncertainty
for companies sourcing Aboriginal candidates. There
is apprehension about whether candidates will
have a sustained interest and good rate of success
in completing company-based training programs.
Strategic Policy Research Directorate: What Works –
Effective Policies and Practices for Aboriginal People.
CIVEO,
(formerly
PTI
Group)
a
leading
accommodations services provider to remote
work-sites, was experiencing challenges with
implementing their Indigenous workplace inclusion
strategy. They didn’t have a broad view of how
their strategies were being implemented or how
persistent challenges in Aboriginal recruitment and
procurement could be surmounted. Attached to this
report (Appendix 8) is an outline of the “Inclusion
Continuum”. This is a framework developed by The
Aboriginal HR Development Council of Canada to
assist organizations in improving their Indigenous
workplace inclusion competencies and performance.
This tool, if used by local employers, could give more
confidence to Aboriginal employees. CIVEO utilized
the “Inclusion Continuum”. This is a sound model that
could be adopted by Gitxsan region employers to
advance inclusion and improve workplace systems,
however the case must be made for return on
investment. Another key recommendation within
this HR Strategy relates to the development of a
regional business case for hiring of Aboriginal people,
followed by successful onboarding and sustainable
engagement.
The Gitxsan Ready for Work Initiative Research
has identified a great need for life skills training as
an essential step in helping people along the path

“Get an education - plan your future. And always
have a back-up plan” - Community Member
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to job success and stability. We found that many
candidates applying for local jobs have multiple expired
certifications for skills training that were never applied.
This leaves people disillusioned with the notion of
taking more training, and in some cases, believing their
certifications justify higher wage expectations.
This report will highlight approaches to bringing
change in this area; to placing a higher focus on more
in-depth engagement of job seekers and people
in need of training to understand where there is
compatibility to interests and aptitudes and a higher
likelihood of success. One key strategy addresses the
need for job seekers, employers and service providers
to recognize the importance of essential training and
mentoring in life skills such as decision making, selfawareness, healthy lifestyle, diet, nutrition and physical
activity; conflict resolution, effective communication
and relationship management. Further, this strategy
addresses a high need for coaching in a significant
percentage of the potential workforce of people who
lack confidence, knowledge of business processes
and expectations, understanding of work ethic and
appropriate personal conduct when in the job seeking
process. On the employer side, there is a need for
better partnerships within the community to reduce
misunderstandings between Aboriginal employees
and their supervisors.
Our research points to the fact that rules and
restrictions in the workplace often create confusion
and employers are unsure of how to structure
workplaces in a way that optimizes confidence,
inclusion and job satisfaction for Aboriginal
employees. Or, workplaces fail to foster or encourage
the full engagement of their Aboriginal employees.
As with the vast majority of companies in Canada,
employers in the Gitxsan region do not report
to have Aboriginal recruitment and engagement
strategies. Aboriginal HR Council website report:
https://aboriginalhr.ca/sites/ahrc/files/attachments/
effectivepolicies_finalreport.pdf
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MEET THE

RESEARCH TEAM
In January 2016, Lead Researcher Angela Tait assembled
a team of Assistant Researchers to begin the research
phase of the Gitxsan Ready for Work Initiative project.
Angela worked with the team to determine strategies
for outreach and engagement with the community
– individuals, students, elders, business owners,
community services representatives and educators.

Angela Tait

Traditional name is Ha wila ‘mas (Gracefully growing fireweed)
Lax Gibuu (Wolf clan), Wilps Wii K’aax (House Group)
Born and raised in Gitanmaax. Angela has a First Nations Public Administration
diploma from a partnership between Nicola Valley Institute of Technology and
Gitxsan Wet’suwet’en Education Society. Previously, Angela was a community
liaison for Gitxsan Development Corporation working closely with the chiefs
for major projects.

Angela Tait

Victor Mowatt

Lax Gisgaast (Fireweed clan), Wilps Woosimlaxha (House Group)

Victor Mowatt

Vic is a lifelong resident of the Gitxsan region; currently residing in Hazelton.
He joined the Research Team in January 2016 and was soon demonstrating
a high energy, positive approach to his role; reaching out to communities,
overseeing technology needs, developing communication strategies and
conducting business surveys. As Camp Manager for Geel Enterprises, Vic
had responsibility for managing over 60 employees as well as logistics and
operations. He is also an entrepreneur and business owner, providing camp
services, staffing, line cutting and drill support.
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Karista Olson

Lax Gisgaast (Fireweed clan), Wilps Weget (House Group)
Born and raised in the community of Sik-e-dakh (Glen Vowell), Karista is
currently going into her 4th year of study at the University of Northern British
Columbia pursuing a Joint Major in English and Environmental Studies with
a Double Minor in First Nations Studies and International Studies. Karista is
drawing upon her experiences from various international volunteer programs
and youth initiatives to act as a youth mentor and facilitator for some of GDCs
programs aimed at supporting Gitxsan youth in gaining work experience and
leadership skills.

Karista Olson

Theresa Stevens

Lax Gibuu (Wolf clan), Wilps Luus (House Group)
Born and raised in Kispiox, Theresa has been working over the past 23 years
in the helping field; starting as a caregiver, she also worked with youth, as a
camp director, teachers aid, family facilitator and a family support worker.
Theresa’s wisdom comes from her work experience – “The challenges and
barriers we face as Gitxsan, I believe we can overcome with true leadership,
ownership and accountability. I am excited to have been hired here. I want
to be part of the movement for positive outcomes, striving for equality. I
believe we are all entitled to be valued as Gitxsan - whether professional or
personally. We have hidden talents and skills that need to be unveiled and
shown to the world as we see it.“

Theresa Stevens

“We wish to celebrate each person’s success, and to
remember that each person’s success helps us build
a better community.” - Angela Tait, Lead Researcher
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RESEARCH

PROCESS & SUMMARY
The focus of interviews, surveys, community meetings and literature
reviews conducted by the team was as follows:
•

Understand the current gaps and factors influencing Gitxsan labour
market participation

•

Identify shortages in skill level of local residents in order to assist
with employment readiness

•

Assess student supports, service, programming, and information
sharing from and with regional Training Providers, Colleges and
the public school system to ensure more successful outcomes and
better alignment with labour market needs

•

Identify accessibility of apprenticeship opportunities/programs

•

Uncover accessibility issues that prevent successful job searches

•

Identify barriers to employability and employment

•

Identify ways to impact youth empowerment, career awareness
and experiential learning

•

Develop an understanding of historical, cultural and attitudinal
issues prevalent in the region that impact the employment climate.

•

Identify community based services, supports and resources
currently available for those seeking training or employment to
understand where improvement is needed

Our research team was committed to ensuring their
work was premised on respectful relationships,
honouring Gitxsan values of community, trust,
humility and integrity.
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Lead Researcher Angela Tait summarized the five month research
phase of the project as follows:
The research team had many challenges and strategized around them so
that we could reach as many individuals in the Gitxsan area as possible. Our
focus was to share what the project was about at a community level with
organizations and individuals.
Having Gitxsan researchers that have grown up in the Gitxsan territory was
very beneficial. Each one of us focused on our relationships with others and
worked on branching out from those connections. We all benefited from
our years of involvement within the community and with cultural events
throughout the years, and this is what instilled trust in us from fellow Gitxsan
members. Our understanding of Gitxsan protocol allowed us to respectfully
manoeuvre through times where we had to lower our visibility in the
communities such as times of deaths in our Gitxsan territory.
Our research team is full of heart for the Gitxsan people, we know firsthand
the challenges and we know change is needed in areas of our communities.
Training, education and employment are ways that we can positively affect
our futures for our children our majagalee.
*majagalee-meaning flower, as we call our children the majagalee of our
communities.
We wish to celebrate each person’s success, and to remember that each
person’s success helps us build a better community.
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PERSPECTIVES

REGIONAL LABOUR MARKET
According to WorkBC ‘s 2014 – 2024 Labour Market
Outlook Report (Ministry of Jobs, Tourism and Skills
Training), the unemployment rate in northwest BC
(Nechako/North Coast region, which includes the
Gitxsan territories) is twice that of northeastern BC.
Accurate employment data is not readily available, and
data presented in the report for all of Northern BC is a
composite of the northwest and northeast, which are
virtually opposite.

which is both younger and growing more rapidly than
the non-Aboriginal population. The overall Aboriginal
population is growing at a rate four times faster than
the non-Aboriginal population.

Of 57,900 projected jobs for the North by 2024, almost
half are in the Cariboo region. In the absence of
pipeline projects, low numbers of jobs will open in the
Nechako/North Coast region, and the majority will be
due to replacing retiring workers.

As part of the Workforce Profile Project commissioned
in 2015 for the Province of BC, stakeholders discussed
issues and impacts of prospective LNG projects
throughout the Province. There was no debate over
the fact that future training would need to provide
long term benefit to the Province as well as meet
immediate needs of project stakeholders. Readiness
in terms of pre-emptive training for projects is at odds
with prolonged waits for the sanctioning of projects,
and in the meantime no jobs materializing. The feared
risk of over training, inappropriate, poorly-targeted
training “creates longer term labour market issues as
construction demands decline, and too much training
becomes worse than not enough.” (Workforce Profile
Report, p. 43.)

In recent decades, large numbers of Gitxsan
community members relied on forestry, sawmills, and
fishing for employment. Largely due to a number of
sawmill closures in northwest BC, and decline of the
fishing industry, the unemployment rate in this area is
double the provincial average. Unemployment rates
on reserve are between 60 and 90%. (Gitxsan Treaty
Society Report, 2012 .)
The Gitxsan have been largely shut out of mainstream
economic sectors such as resource extraction
and development, and billions of dollars of natural
resources have left the territory.
The National Aboriginal Economic Development
Board (NAEDB) released its 2015 Progress Report in
an effort to gauge the changing economic landscape,
Aboriginal youth and regional outcomes, differences
in indicators by Province for the Aboriginal population,

The NAEDB Progress Report confirmed that much of
the economic potential of Aboriginal people remains
unrealized, (Dawn Madahbee, Vice-Chair of the
NAEDB).
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READY FOR A FUTURE

WITH PIPELINE JOBS
The Chief Economist for Bank of Montreal (Douglas Porter) said that “in 2015, the balance in economic power
would shift from Alberta’s oil sands to British Columbia’s coast.” (HuffPost Canada, January 2015) “This is perfect
timing for the B.C. government’s push to help meet one million job openings in 2022.”
The Prince Rupert Gas Transmission Project route is planned from Hudson’s Hope across 900 kilometers,
including directly through Gitxsan territory, and on to Port Edward. Signed agreements now number eleven,
including Takla Lake First Nation and McLeod Lake Indian Band, as recent as April 13, 2016. The PRGT project will
provide thousands of temporary jobs and millions of dollars in annual tax revenue for local governments.
“This agreement ensures our values will be respected and our Nation will benefit from this project,” says Chief
John French of the Takla Lake First Nation (Trans Canada Media Advisory, April 2016). Chief John French is married
to a Gitxsan woman – Tamatha French.
A realistic HR Strategy for the Gitxsan Region must acknowledge the likelihood of high demand, skilled trades
jobs opening up as a result of LNG projects - for construction trades, gas fitters, steam fitters, truck drivers,
electricians and many other specialty roles.
The long term benefits of LNG projects over a 30-year period could amount to total investment of $175 billion,
add $1 trillion to the Province’s gross domestic product, and lead to the establishment of 23,800 permanent
direct and indirect jobs for operations. (source: April 2016; www.fraserinstitute.org )
In addition to construction jobs, the project will create demand for local goods and services, such as lodging and
accommodation, gravel supply and construction equipment.
Once operations begin, the pipeline will generate millions of dollars in property taxes annually. Tax payments go
the provincial government, where it is allocated to schools and hospitals, emergency services, recreation, regional
district operations and a variety of other services that create strong communities.
The operation of the pipeline will also support development of British Columbia’s natural gas resources. That
means increased revenues for the provincial government and its programs.
As the delay in announcement of LNG project approval continues, GDC continues preparation for its most viable
opportunities to participate in LNG related sectors, and has developed plans and partnerships to operate future
pipeline services camps through the Gitxsan Region which are projected to employ over 1,000 individuals directly
or indirectly, most of which are expected to be Gitxsan. The Province has continued to prioritize skills training
for projected pipeline related jobs, and GDC has been proactive, ensuring that the organization will be ready to
leverage all skills training, economic and job opportunities that materialize in the near future.
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WITHOUT PIPELINES

ALSO READY
If LNG projects do not form the basis of jobs growth in the Gitxsan region over the next 5 years, other
economic opportunities will play the leading role. In the survey of regional businesses conducted
by the Gitxsan Ready for Work research team, a number of questions provided insight into the
hiring plans of local businesses in the immediate future. Respondents were asked about their staff
numbers, schedules, whether they were expecting to grow and what categories of jobs they would
add. In addition, businesses were asked about their hiring of Aboriginal workers.

Small Businesses Dominate:
Industry Canada defines a small business as a business
with fewer than 100 employees. Our research shows
that the over 98% of the businesses in the region are
classified as small businesses with over 60% having
less than 5 employees. Businesses of this scale
have diverse challenges in recruiting, engaging and
retaining employees due to the need for employees
that can be flexible, multitask, and complete tasks
outside their job descriptions.

Hours of Work Offered:
Only 61% of businesses offer full-time hours throughout
the year. Individual survey data indicated 29% of job
dissatification was due to lack of hours.
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Gitxsan in the workplace:
In regions with large Aboriginal populations, such as
the Gitxsan region, employers may be generally more
informed about local culture as they have more exposure
to the local Aboriginal population. Employers with a lack
of exposure to Aboriginal culture are more likely to be
uncertain of how to recruit Aboriginal workers and/or
how interaction may vary.
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GITXSAN

DEVELOPMENT CORPORATION
The Gitxsan Development Corporation, in five short
years, has engaged, empowered and equipped Gitxsan
members to build a workforce, enter meaningful and
sustainable careers, and become role models that will
inspire future generations of Gitxsan people. We are
developing multiple business projects to maximize
direct and indirect employment opportunities for the
region’s most valuable asset – its people.
The mission of GDC is to create profitable, sustainable
economic development that leads to job creation and
training opportunities, ultimately creating economic
resilience for the Gitxsan people.
Our key business plans provide jobs across a number
of categories and sectors, ranging from Traffic Control
to Work Alone safety monitoring, forest industry
operations and wood products production, business
management and administration, and greenhouse
vegetable production.

hundreds, and with pipeline approval, and will employ
well over 1,500 people in 5 years.
In response to the realities of regional labour supply
and demand, GDC has developed strategies that
address skills shortages and equip more people for
meaningful work close to home. These strategies
enable GDC to execute on its business plan, provide
training and new jobs, stimulate the economy
and create a climate of economic prosperity and
competitiveness that will impact financial stability and
quality of life for both Gitxsan members and others
who call the region home.
Since 2011, GDC has advanced and executed on its
business plans in the forestry sector and will add
new jobs to the region with its subsidiary Gitxsan
Forests Inc. in the next 2 years, including bioenergy
production. Forestry is a broad profession, and the
variety of work available for experienced individuals
is impressive. GDC recognizes the great need for

Whether or not pipeline projects are approved for our
region, we will build a new economy – we will use our
strengths as a catalyst for economic success.”
- Rick Connors, GDC
As the organization has matured, we have devised
HR and organizational development elements of our
business plans, provided appropriate and timely skills
training and engaged Gitxsan people in local new jobs.
GDC’s plans effectively multiply the new jobs factor by

Aboriginal people with technical expertise in natural
resource management. Over 1,000 Forestry jobs per
year in British Columbia need to be replaced in the
next five years. (BC Forest Products Sector Council,
2011).
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In 2014, GDC added two pivotal new businesses to take advantage of
emerging opportunities in western Canada, believing that Aboriginal
people could lead and innovate, compete and dominate in the safety
sector. Gitxsan Safety Services (GSS), a subsidiary of GDC, launched a
Traffic Management Division, employing 35 Traffic Control Personnel to
undertake projects throughout and beyond the Gitxsan Region. In fall of
2015, GSS successfully negotiated with two major transportation services
companies to commence oversize load pilot car services, rounding out
the Traffic Management Division operations and showcasing Gitxsan-led
road safety services as a best of breed company. By May 2016, Gitxsan
Safety Services had added another 50 new jobs to the region.

“Hi, My name is
Mindy Good. I had
the opportunity to
be part of the Justice
Institute BC leadership
program in March. The
program helped me to
find myself in so many
ways. It also helped me
to be a stronger and
more positive leader. I
love my role as a Traffic
Control Supervisor. To
be part of Gitxsan
Safety Services is a
blessing to me. I’m
grateful for my job. I
will continue to do my
best for our company,
to see our people
benefit from this and
to help our company to
continue to grow for our
younger generation.
Thank you so much.”

Secondly under the banner of Gitxsan Safety Services, GDC launched BC
Safety Link, providing 24/7 live safety monitoring for lone workers, teams
in isolation and company assets. From devices in hands of workers to
live agents responding to alerts, we offer a safety net for employees and
protection for organizations. Long term contracts and Test service models
are now underway with numerous major BC employers, inducing 18 new
jobs at peak operations.

Gitxsan Safety
Services
It’s about getting your team
home. Safe.
Offering Traffic Management,
Medical Services and Security
Services. GSS has expanded hiring 50+ Gixsan employees and
purchasing 16 Traffic Control
Vehicles.

BC SafetyLink
When your people are at
risk. Who will answer their
call?
Offering 24/7 live agent monitoring
for lone worker monitoring, journey
management, asset management
and emergency response. The
Hazelton based monitoring center
currently has two employee but
expected to grow to eighteen
within three years.
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GITXSAN DEVELOPMENT CORPORATION

SUCCESS FACTORS
The opportunities for economic development for Gitxsan people are more
positive than ever before, but we must be prepared to facilitate realistic,
timely and strategic activities to capitalize on these opportunities. GDC
is the vehicle, in partnership with government, industry and the Gitxsan
people themselves that will make opportunities accessible and convert
objectives into outcomes.
The goals that contribute to our success factors are:
1. Equip And Empower People Toward Success
2. Commit To Excellence In Training
3. Continuously Improve Human Resources Processes
4. Build A Future With Dynamic Gitxsan Leadership
5. Build Pride In The Gitxsan Name and GDC goals and objectives

Laurie Paulin,
HR Coordinator

Although these factors are not listed in order of priority, number 5,
relating to pride in the Gitxsan name and goals of Gitxsan Development
Corporation, is foundational to all other factors. GDC operates on the
principle of promoting Gitxsan interests and meeting the needs of Gitxsan
people. There is an untapped pool of talent that must be acknowledged,
reached and readied for coming opportunities.

“Working with the local First Nations has always been an interest
of mine. I am First Nations myself (Haisla from Kitimat) and grew
up near Gitwangak. In the last two years I have had the pleasure
of managing the recruitment process for Gitxsan Development
Corporation. Our employees are connected to the land and really
appreciate an opportunity to work close to home. Many of our
employees are working full-time hours for the first time in a long time.
It’s amazing what that does for their confidence and for their families.
I have really enjoyed being a part of seeing the success of GDC and
the success of all of our employees.” - Laurie Paulin, GDC Human Resources
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“What we put up with, we end up with; we can only
expect what we’re willing to accept.” - Cecily Morgan
Key to GDC’s continuous improvement of Human Resource processes
is the Recruitment Database and Applicant Tracking System. Since
developing a SCOUT Database initially with currently over 700 applicants
for training or job opportunities, a migration to a fully integrated HR
Information System is in progress, and the number of registered candidates
is expected to top 2,000 within one year. “The GDC has developed a very
large database, and through this the organization is now better equipped
to address gaps that existed between people, their qualifications and the
opportunities that exist on the territory” says GDC CEO Rick Connors.
“In addition we have planned for massive expansion and the hiring of a
significant number of Gitxsan people for internal jobs. GDC has been
responsible for execution of several business start-ups on the territory
and understands the limitations that are faced in terms of readiness to
work – across the mining, natural gas and other woody biomass based
industrial sectors.”
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GITXSAN DEVELOPMENT CORPORATION

EDUCATION & TRAINING GOALS
01

Provide leadership and support to ensure labour force is
skilled, resilient and matched to business needs; supporting
engagement, retention and economic growth.

02

Increase readiness in the labour force through training in
career engagement, self-awareness and skills development;
increase the likelihood of positive employment outcomes.

03

Empower youth through increased career awareness and
experiential learning opportunities, supported by community
leaders, education and training providers and businesses.

04

Enhance support and sponsorship for skills training through
strategic relationships with employers.

In December 2015, the Province of British Columbia announced that
through an $800,000 investment by government, 168 unemployed and
underemployed Gitxsan members will receive training in occupational areas
such as camp services, basic security, construction craft worker essential
skills, driver training and occupational first aid. The training programs
are designed to address skills gaps and improve job success for Gitxsan
people. This training investment has been entrusted in its administration,
implementation and monitoring, to Gitxsan Development Corporation.
The focus of the training will be directed to the Gitxsan communities of
Kispiox, Sik-e-Dah, Gitanmaax, Gitsegukla, Gitwangak and Gitanyow as well
as members from Hagwilget and other neighbouring Gitxsan and First
Nation communities. The programs will be delivered to the communities by
Northwest Community College and the Gitxsan Development Corporation.
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Provincial funding for these programs is provided through the B.C.
Aboriginal Skills Training Development Fund, which is investing up to
$30 million over the next three years for new Aboriginal skills training
projects and partnerships. MARR News Release Dec. 9, 2015

“My name is Sheldon
Johnson. I completed
The Justice Institute BC
Leadership course in
March of 2016 . It has
been a huge benefit
in my current role
as a Traffic Control
Supervisor for Gitxsan
Safety Services. This
has changed me in
many ways to help
me become a better
leader in my job and as
a person to my friends
and family, and I now
pass my knowledge
on to my peers. It has
helped me deal with
everyday
situations
and problems that
come with the job.
Thank you”

Northwest Community College and the Justice Institute of British
Columbia, two important training providers, offer student supports
and evaluation processes and strategies that are helpful in lessening
barriers to success, however these have not as yet been fully accessed,
utilized and measured. Improved collaboration between employers
and training providers is critical to ensuring that training is effectively
matched to students’ natural areas of interest and aptitude, and that skill
development aligns with capacity required for job demands. Students
need to be partners in this process – where there is a costly investment
in a student’s life there must be willingness to self reflect, be accountable,
and to assist in measuring the quality of the outcome.
A major part of GDC’s commitment to excellence in training was
to appoint a dedicated in-house Training Coordinator to identify,
customize, schedule and populate training opportunities arising from
the B.C. Aboriginal Skills Training Development Fund, and is developing
intake and outcomes measurements to ensure that training needs and
expectations are met, and that problems with evaluation, preparation
and tracking of participants are addressed.
GDC gratefully acknowledges the vision and generosity of organizations
that support, sponsor and mentor Gitxsan students toward securing
long term employment. Brinkman Forest Management, CIVEO, Scarlet
Security, Yellowhead Helicopters, Cleantech Janitorial, Spectra Energy,
Northern Gateway and numerous other employers have stepped up and
helped GDC meet the challenge.
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GDC TRAINING PROGRAM

REPORT

BY NICOLE JACKSON

Eradication of unemployment is best attained through skills and training that is
conducive to formation of sustainable job creation and a firm economic base.
The programs proposed through the B.C. Aboriginal Skills Training Development Fund are defined, developed and will be delivered locally which is critical
to addressing local labour market circumstances.
Key research findings have shown some important themes around
unemployment in the region, which have been a key focus in designing our
skills and training programs.

Nicole Jackson,
Training Coordinator

1. No real sustainable job base. Community has stated that they are looking
for work but there are limited job opportunities.
2. A lack of economic foundation to support employment. Seasonal
opportunities for employment are the norm, with many having to apply
for Employment Insurance (if they qualify); or social assistance from the
band to make ends meet the rest of the year.
3. A lack of job skills that the job market requires, (for the Gitxsan region, this
is specifically true in the fields of Math and English which we are addressing
with an upgrading component in our trades specific programming).
4. Limited local funding to support students while attending school and
training. Living allowance, childcare and transportation were identified as
key barriers to training.
5. Dependency of social assistance was also identified. Those interviewed to
date say they worry about losing their assistance if they get a job that they
cannot guarantee will be sustainable.
6. Those members who are skilled in specific trades move out of the area to
secure employment, creating a significant gap in talent available for local
openings should they become available.

Sources of Research:

Information interviews and reports from education institutions and
government agencies including Northwest Community College, Industry
Trades Authority, TRICORP; First Nations Education Steering Committee and
Ministry of Advanced Education were also used to identify key findings as they
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relate to labour market supply and demand.
Web-based research included investigation of reviews, reports and statistical
information from:
B.C. Skills for Jobs Blueprint;
Work BC career planner and Jobs in Demand
BC Skills and Training Plan;
BC Jobs Plan;
Grad Requirements Dialogue: Northern Region Summary Report;
Labour Market Partnership Research;
Community & Employer Partnership;
Access BC; Training to Employment and Training on the job programs;
This research outlines the key LNG workforce projections for construction and
operations phases between 2014 and 2023. LNG proponents; TransCanada
and Spectra Energy have done presentations in the Gitxsan territory and
provided direct input on projects and provided feedback on preliminary job
opportunities in the construction phase of the project. Work BC outlines the
direct workforce demand of the top ten occupations required by the LNG
industry in B.C.
Training types identified through Industry, Educator, and Participants include:
Essential Skills Training including Life-Skills, Upgrading, Tutoring
Technical Training;
Business Training;
Management and Leadership Training;
Short-term Certificate training
(including support to re-certify if/when tickets expire)
Red Seal (RS) Programs
Early convening work and interviews from students, community, educators
and proponents, and the SDSI HR strategy have directed many of our

The Gitxsan Skills and Training Year Two initiative will focus
on key positions identified through this research; Professional
Cooks, Heavy Equipment Operators, Plumbing, Leadership
Training and specialized Driving Certification.
recommendations for training for Years 2 and 3. For example the Cooks
Helper program in year one identified students who wish to continue on and
pursue a red seal certification in cooking. We will be offering a professional
cooking course that will lead students to red seal certification.
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The Gitxsan Skills and Training Year two initiative will
focus on key positions identified through this research;
Professional Cooks, Heavy Equipment Operators,
Plumbing, Leadership training and specialized Driving
Certification. Training will have components that
are transferable and lateral and address barriers
of local training and travel. Training provided
through partnerships with industry will improve
educational outcomes for students and create legacy
opportunities. GDC’s Career Discoveries program is
providing much needed mentorship for Gitxsan youth
which in turn enhances the probability of completing
high school and moving on to successful careers.
The objective is to ensure the Gitxsan are qualified
to take advantage of any LNG opportunities, as well
as local sustainable projects. To ensure the Gitxsan
continue to grow as a skilled, competent workforce,
who are drivers of job creation and income growth.
Today approximately 40% of aboriginal youth in this
territory did not finish high school. It is expected
that with the new development activities in the LNG
sector over the next 10 years, Aoriginal youth will
make up a significant portion of the labour market.
In Northwestern BC there is an identified shortage
of skilled labour, though the aboriginal population is
high.

Progress to Date

Since 2011, Gitxsan Development Corporation has
been working to provide training and jobs for local
people. To support a skilled labour pool for Gitxsan
Forestry Inc. and Gitxsan Safety Services to draw
upon, GDC, along with partners, has offered training
and certification for flaggers, pilot car drivers, First Aid
Level 1 and 3, and heavy equipment operators.
Northwest Community College (NWCC) has been
a part of the Hazeltons over 45 years serving 12
communities as well as the Kispiox Valley in the Upper
Skeena region. Programming includes career and
college preparation and community interest courses.
Additional courses are available on a demand basis.

In partnership with GDC, NWCC has offered a wide
range of services and programs including credit based
programs for both certificate and diploma credentials,
vocational training, as well as developmental
education programing.
NWCC recognizes the diversity of Aboriginal
populations and reflect this in their programs and
services. This year NWCC collaborated with GDC
to meet the unique educational needs of Gitxsan
communities.
Overall the partnership has been a success, however,
there have been challenges. Confirming a start date
and Instructor availability has been an issue. For
longer duration programs such as Cooks’ helper,
the college needs to post for the job, interview the
potential instructor and house them in our remote
region. This increases the cost of the program and
limits the pool of potential instructors as not all are
willing to move from their homes for 3 months or
more at a time.
To illustrate targeted training that GDC has facilitated
and continues to coordinate, we will outline the
experiences with two private companies that are
working in partnership with GDC.

Case Studies

Scarlet West Coast Security Ltd. (Scarlet) is a Canadian
corporation that currently operates in 10 Aboriginal
Partnership Corporations and Joint Ventures. The
Scarlet Group of companies provides a full suite
of security services to the oil and gas, pipeline and
mining industries across the county. They specialize
in security for major industry like Oil and Gas, and
Open Pit Mines in remote locations. Scarlet Security
is the only mid/large- sized security company in
Canada with Aboriginal ownership and 70% of the
workforce lives within the regions that they operate.
The company has built on meaningful partnerships
with local Aboriginal groups, combining their
experience, with a commitment to provide training
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employment and financial opportunities for the local
Aboriginal communities. Their basic security course
is authorized and approved through the BC Justice
Institute to ensure the highest quality of training. This
is a relatively new partnership with the GDC, and it
has been a challenge working out the details of the
basic security course required, but overall success is
expected in this partnership.
Started in 1996, Cleantech has evolved into a full
service commercial cleaning company which today
offers a broad spectrum of services. The company has
developed a range of best practices in staff training
and development, quality assurance and operational
procedures, creative thinking, and the use of innovative
technology. Cleantech will be providing specific
training for camp positions. Successful students will
be hired for these positions as they become available.
This partnership is in the making. As the LNG has not
yet been approved, we are waiting to implement this

training in the Hazelton region.

Accredited Leadership Training

The GDC is working with the Justice Institute of BC
(JIBC) to offer an accredited leadership development
program. Founded in 1978 as a public post-secondary
institution with a provincial mandate, the Justice
Institute of British Columbia offers:
• Internationally recognized education that leads
to certificates, diplomas, bachelor’s degrees and
graduate certificates;
• Continuing education for work and career-related
learning and development; and
• Customized contract training to government
agencies and private organizations worldwide.
The purpose of this training is to strengthen personal
leadership skills and to provide students with selfinsight, tools and understanding they need to lead
authentically and produce sustainable results.

Steps for the assessment process:
1. Applicants can apply at the open houses, on line or in person at the GDC office for the training
opportunities. During this process they answer pre-screening questions and attach a resume.
2. The HR Coordinator and Project Coordinator will review applications and select qualified candidates
(who meet the minimum entrance requirements) to come in for a group meeting.
3. Those who attend the group meeting will be given an in person interview.
4. Based on the score of the interview participants will be accepted into course. As there are limited seats
for each program, there may be second interviews for the top applicants.
5. Entrant requirements and readiness are dependent on which of the programs (cited earlier in this
proposal) they are applying for. GDC in partnership with the training institution will look at enrollments
eligibility based on factors including pre-requisites, experience and work background, education,
communication skills, leadership skills, confidence, barriers, team work, conflict resolution and problem
solving ability, ability to work safe, fit for the job, ability to commit to program and ability to find work
after program.
6. The interview panel, made up of GDC staff, will select the person(s) with the top score(s). Based on
the assessments and total score, potential applicants will either be accepted into training he/she is
applying for, or referred to upgrading or life/essential skills programs.
7. Successful applicants will be asked to fill out a pre-training survey, created by the Province and the
Community Reference Group (CRG), to be compared with post-training survey at conclusion of training
to measure outcomes (Appendix 9).
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This program was offered at the GDC Hazelton office
for the staff and it was incredibly well received. JIBC
offered a comprehensive, insightful program with a
very professional yet down to earth instructor. This
program is being run for the community in our (Year 2
and 3) training plan.
The recruitment and retention of students has been a
challenge of a different sort. Ideally we want to follow
the below steps for recruitment.
Based on timing it was challenging to meet these steps
in Year 1, but Years 2 and 3 will follow this strategy.
To advertise and recruit for the programming we
approached local business and community. Invitations
to participate in training opportunities were extended
to Gitxsan hereditary chiefs, their Wilps (houses)
and house members as well as to other aboriginal
organizations/bands within the Gitxsan region.
Outreach to partners has helped support these
training opportunities and built awareness with
government, proponents, industry, band membership,
youth, and elders and the under employed. GDC will
continue to use existing communications channels
such as, newsletters, associated contacts, partner
networks, related websites and social media to ensure
maximum participation.
In Year 1, GDC hosted an Open House 6 weeks before

recruitment database system.
Information will be shared with aboriginal and nonaboriginal organizations including the Upper Skeena
Development Corporation and businesses as well
as to targeted communities, band offices, health
stations, government offices, gas bars, community
halls, poster boards. Information will also be posted
to GDC’s website along with an invitation to meet with
the GDC staff as required. The same information will
also be posted to Facebook and Twitter feeds.
Upper Skeena Development Centre (USDC) is a key
resource in accessing under-employed who are
actively looking for employment but may need some
additional training for success. USDC assisted with
students who wished to access our longer term
training but were not eligible based on Employment
Insurance guidelines. They filled out Fee Payer and
Section 25 applications with our successful applicants
to ensure they had financial aid while attending the
program.
Gitxsan Development Corporation is a Gitxsan
business. It will continue to offer education and
employment that address the unique needs and
abilities of the Gitxsan in a culturally sensitive and
reflective way. It is the priority of GDC to look to
sustainable long term employment for the community
within the region and our training programs are, and

“The perseverance of the Gitxsan culture in the face of so
many challenges demonstrates our strength and resilience as
a People. It is an honour to work with GDC and walk with them
on this journey”. - Nicole Jackson, GDC
training started. Although we had some success, travel
was a challenge for many in the region. To address this
challenge, GDC will host mini open houses for Years 2
and 3. Recruitment will also be ongoing through our
website, advertisements at events and through our

will continue to be reflective of our goal.
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THE

YOUTH FACTOR
Building relationships with youth and young adults in the Gitxsan Region to
inspire and promote career exploration is an essential centrepiece of the
HR Strategy. The research conducted identified numerous barriers to job
readiness faced by youth in the Gitxsan region and the need for training in
various job categories. The only way to overcome these barriers is through
economic, business, education, employment and community development
led by strong governance, political will and sufficient targeted financial
investments in youth and young adults in the Gitxsan region.
In a broad sense, current education and training systems and processes
in northern BC are not meeting the needs of First Nations learners, or
demonstrating success in preparing people to meet labour demands and
enjoy meaningful careers. There is a need to improve the graduation rate
of Aboriginal students in Northern BC, currently at 54% (Canadian Council
on Learning. (2009) The State of Aboriginal Learning in Canada: A Holistic
Approach to Measuring Success. Feb 27, 2016)
The Gitxsan Ready for Work Initiative Research team, through community
information and surveys with high school youth, identified that an
unacceptable number of participants either did not complete high school, or
completed with less than minimal requirements for graduation.
In the Fraser Institute’s 2015 Report Card on BC Secondary Schools, Hazelton
ranks in the lowest 6 catchments in the Province for academic performance.
The district is similar to many others in the relatively low numbers of Aboriginal
youth that are successful in meeting the math and science entry requirements
for post-secondary programs. Many students interested in higher learning
are assessed at a grade 8 to 10 math and reading level. This widening of the
education gap leaves Gitxsan students further behind.

“Children are the living messages we
send to a time we will not see.” - Neil Postman
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We call our children the majagalee (flowers) of
our community.
One of the recommended actions of this HR Strategy is a comprehensive
review of Aboriginal education in the Gitxsan region. There are encouraging
developments from BC’s Ministry of Education, as outlined here:
“This past year, education partners worked together to improve school district and school planning
and reporting requirements of boards of education for enhancing student learning in BC’s public
school system.
BC’s draft Framework for Enhancing Student Learning reflects a public commitment by education
partners to work together to continuously improve student learning for each student, and to address
long-standing differences in performance amongst particular groups of students, most notably
Aboriginal students, children in care, and students with special needs.”
An overview of the draft Framework is being shared to inform the development of a final policy document in
May 2016 and to facilitate transition to new locally-developed school district and school planning efforts for the
2016/17 school year.
http://www2.gov.bc.ca/gov/content/education-training/administration/kindergarten-to-grade-12/enhancingstudent-learning
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There is no indication that a study on Aboriginal
Education in the public school system, commissioned
to an external review body, has taken place in recent
years, other than the CMSD82 Review of Alternate
Programs – 2015 (Frank Dunham, Northwest
Leadership Systems).
The McCreary Centre Society reported in 2013 that
4% of BC Aboriginal students leave school with
School Completion Certificate/Leaving Certificates
compared to only 1% for non-Aboriginal students.

educators, students and parents to provide more
experiential learning opportunities for students.
As recommended in this report Strategy 4: Youth
Development – Shared Responsibility for Student
Learning and Success, GDC is interested in
meaningful partnership involvement with CMSD82 to
provide experiential learning to improve and increase
the region’s capacity to prepare young people for a
career/meaningful future of financial independence,
freedom and resiliency.

An evaluation of Aboriginal Education in the Coast Mountain School District should be focused on the following
essential questions:
1. What is the perception of education in the district (students, teachers, staff, principals/viceprincipals, district leadership, parents and Aboriginal community members?)
2. What roles and responsibilities do Aboriginal program staff and school/district leaders, teachers,
parents and community members have in implementing the Aboriginal Education Enhancement
Agreement? Are these roles and responsibilities in need of revision?
3. How are strengths and achievements of individual Aborginal students recognized? Of Aboriginal
teaching staff? Of teachers who contribute to individual Aboriginal education? Of leadership in
Aboriginal education?
4. What should be the top priorities for Aboriginal education in the District?

Credit: Questions identified in the Delta School District Study of Aboriginal Education, 2015

In their 2016 report “Raven’s Children” on the health
of BC’s Aboriginal children, the McCreary researchers
noted that three quarters of Aboriginal youth
intended to continue to post-secondary education.
The rate was 83% among students in Grade 12. This
is encouraging, however as the study noted, “youth
and adults were concerned that without support
with the application process and funding, interest in
attending post-secondary would wane over time. This
was supported by the data as 79% of youth who had
a supportive adult in their life planned to attend postsecondary (vs. 65% who did not have a supportive
adult).”
The research indicated a desire from

A partnership with Coast Mountain School District
(CMSD82) is an essential way to encourage
and promote a healthier and more prosperous
community.
Through the Career Discoveries
program for teens, Coast Mountain School District’s
Superintendent, Program Administrators, Teachers,
Principals and Vice-principals have been working in
cooperation and collaboration with GDC since 2013
to provide the much need experiential learning. One
of the recommendations of this HR Strategy includes
expansion of this avenue of learning, through
continuation and growth of the Career Discoveries
Program.
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GITXSAN

CHILDREN
Like many of BC’s Aboriginal communities, the
Gitxsan would benefit substantially from improved
life circumstances of their children and youth. They
want to see their children grow and learn with their
non-Aboriginal peers, become secure in their identity,
connected to their culture and communities, feel no
pre-ordained limits to their achievements and enjoy a
solid foundation in an environment that can support
good outcomes.
BC has done more work than any other Province or
territory in Canada to identify the gaps in measured
outcomes in health, safety, educational attainment,
criminal justice system involvement and social inclusion
for Aboriginal children compared to other children.
(Ministry of Children and Family Development Research
and Service Plan Reports 2010-2015). However, there
is more work to be done to identify and support
children and youth who are the most disadvantaged,
facing neglect, social exclusion, violence, and more.
In this report, we will not attempt to qualify or quantify
what specific supports and services would “level the
playing field” for Gitxsan children, keep them safe and
healthy, and ensure they can develop and achieve on a
level equal to their peers. We do recommend strongly
that more must be done with children to encourage
and foster academic achievement. According to
Statistics Canada, more than 35% of the Aboriginal
population in Canada is between 0-15 years of age.

Preparing Young People for Success

The 40 Developmental Assets (Appendix 9) is a
framework used to measure and increase the
external supports and internal strengths children
need to grow up successful. It combines a researchbased approach to child and youth development with
practical, actionable ways that communities can work
together to prepare young people for success in some
type of college, a career, and citizenship.
Since it was created in 1990, the Developmental Assets
Framework and approach to youth development
became the most frequently cited and widely utilized in
the world, creating what Stanford University’s William
Damon described as a “sea change” in adolescent
development.
Data collected from Search Institute surveys of more
than 5 million children and youth from all backgrounds
and situations has consistently demonstrated that the
more Developmental Assets young people acquire,
the better their chances of succeeding in school and
becoming happy, healthy, and contributing members
of their communities and society. (and less likely to
engage in illicit drug and alcohol use, sexual activity,
violence, anti-social behavior, self-harm, attempted
suicide) Search Institute, 2013 report: The Power of
Developmental Assets
We recommend that CMSD82 introduce a process
such as 40 Developmental Assets in collaboration
with parents and band offices, to implement the
philosophy and framework in the Gitxsan region.
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CAREER

DISCOVERIES

Annual generous sponsor
of the
Career Discoveries
Forestry Program.

GDC plays a very active role in youth development in the region, sponsoring
and hosting three programs under the Banner of Career Discoveries, where
youth are introduced to resource-based careers to prepare for a better
future. One of the stated objectives of the Career Discoveries Program is
to work in collaboration with the Coast Mountain School District, Industry
Training Authority and Northwest Community College. The Career Discoveries
program provides high school and apprenticeship work experience credit
opportunities through experiential learning in trades-based programs,
building skills and enabling teens to realize their potential.
The programs offer high quality skills training and opportunities to earn High
School and pre-apprenticeship hours, a Life Skills Program aimed at helping
teens cope with difficult life challenges and relationships, and a sports-based
youth leadership development program (in partnership with Right to Play
Canada).

For a sustainable future
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TACKLING

YOUTH TOBACCO, ALCOHOL &
DRUG USE
Use of alcohol and drugs continues to be recognized as a significant problem
and barrier to academic success, workforce readiness and healthy decision
making by teens throughout the Gitxsan region. School absenteeism is often
associated with teen drug and alcohol use, but a number of other issues
can combine to make high school graduation and post-secondary education
unattainable achievements for too many young people. Given the size and
growth of the youth population, this is not an acceptable reality for the future
of the Gitxsan.
In an excerpt from Leslie McLaren’s CBS Health News online article of May,
2011, smoking is reported as twice as common among Aboriginal teens as
non-Aboriginal. "The high prevalence of smoking and use of other substances
among aboriginal youth living off-reserve highlights the need for culturally
appropriate smoking cessation and substance prevention programs that
target aboriginal youth," stated Tara Elton-Marshall of the Propel Centre for
Population Health Impact at the University of Waterloo.
Smoking places Aboriginals at much greater risk of developing cancer, heart
disease and stroke, Elton-Marshall noted. Compared to non-aboriginal youth,
aboriginal youth also had a higher prevalence of regular exposure to secondhand smoke at home (37.3 per cent versus 19.7 per cent) and in cars (51 per
cent versus 30.3 per cent), the research found.
In a study of almost 30,000 Grade 9 students, 24.9% of Aboriginal students

A healthy community has healthy kids that stay away from drugs, who
don’t need drugs to cope with everyday living.”
- Stanley Vollant, Canada’s first Aboriginal Surgeon, Oncologist
& First Nations Coordinator at the Faculty of Medicine,
Université de Montreal
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confirmed that they were regular smokers, as compared to 10.4% of the
non-Aboriginal students. “Survey finding suggests that aboriginal youth are
interested in quitting but have not been successful and that they may require
additional support to stop smoking.”
"The high prevalence of smoking and use of other substances among aboriginal
youth living off-reserve highlights the need for culturally appropriate smoking
cessation and substance prevention programs that target aboriginal youth,”
said Elton-Marshall.
Most of the students reported having tried alcohol (88.5 per cent of aboriginal
and 84.2 per cent of non-aboriginal youth). Among those who had tried
alcohol, aboriginal youth were more likely to engage in binge drinking (91.9
per cent compared to 85.2 per cent of non-aboriginals).
Aboriginal youth also said they used marijuana (62.0 per cent) and other illicit
drugs (34.8 per cent) more frequently, compared to non-aboriginal youth
(41.0 per cent and 20.6 per cent, respectively).
This survey suggests that a successful strategy would involve government
focus on funding programs to prevent use of alcohol, tobacco and illicit drug
use together. GDC leadership believes the whole community should take
ownership in this issue, and that parents and elders in particular must be
proactive in bringing focus to solution-seeking. See our recommended action
under Strategy 4: Youth Development.

Living Life to the Full

An 8 week course developed by Canadian Mental Health in 2014 for high school students
offered through the Career Discoveries Program.
93% of participants have found the course fun and interactive.
Youth said the course
·
increased their ability to deal with negative thinking and unhelpful behaviors
·
boosted their confidence
·
improved their ability to do simple things to feel happier and healthier
·
gave them ways to work through problems in their lives
·
helped them deal better with feelings of anger
·
70% said their ability to plan activities to boost how they feel had improved
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RESEARCH

RESULTS
Of over 500 local residents interviewed and surveyed, the
perceptions of barriers to success were identified more than
450 times (many with multiple barriers).
First Nation

Working Age

Female/Male Ratio

95%

455

47%

Percentage of individuals
interviewed that self identify
as First Nations.

Number
of
individuals
interviewed that are working
age.

Percentage of individuals
that identify as being female.
53% identified as male.

EDUCATIONAL ATTAINMENT

IN NUMBERS
Highest Level of Education

Grade 10

Grade 10

Grade
Grade11
11
High School
Diploma
or or
Equivalent
High School
Diploma
Equivalent
FirstFirst
Year
Trade
Year
Trade
Second
Year
Trade
Second
Year
Trade
Third Year Trade

Third Year Trade

Red
RedSeal
Seal
One Year Certificate
College
or University
College
or UniversityDegree
Degree
Other
Other
00
02

20
04

40
06
Number of Responses

60
08

80
01

100
00
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KEY FIGURES

16%
34%

Driver’s License

8%

Holding a valid Class 5 driver’s license opens an
individual up to increased job opportunities.
Class 5
No Driver’s License
Class 7N
Class 7L
Other

30%

52%

59%

77%

32%

Eligible for
Class 5

Want to obtain GED

12%

Own a
Reliable Vehicle

Have 1+ years of
trades training.

29%
Interested in
Driver’s Training

65%

Willing to relocate
for work
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VALID TICKETS & CERTIFICATIONS
WHMIS
WHMIS
First
Aid
First Aid Level
Level11
First Aid
Aid Level
First
Level22
First Aid
Aid Level
First
Level33
Transportation
Endorsement
Transportation Endorsement
Transportationof
ofDangerous
Dangerous Goods
Transportation
Goods
H2S
H2SAlive
Alive
Bear Awareness
Bear
Awareness
S-100 Fire
Fire Suppression
Suppression
S-100
Avalanche
Avalanche
General Radio
Radio Operator
General
Operator
Confined Space Awareness
Fall Protection
Protection
Fall
Traffic Control Flagging
Helicopter Safety
Helicopter
Safety
Rigging Safety
Rigging
Safety
Construction
Safety
TrainingSystem
System (CSTS-09)
(CSTS-09)
Contruction
Safety
Training
Pipeline
Construction
SafetyTraining
Training (PCST)
Pipeline
Construction
Safety
(PCST)
Environmental Monitoring Certificate
EnformChainsaw
Chainsaw Level
Enform
Level11
EnformChainsaw
Chainsaw Level
Enform
Level22
EnformChainsaw
Chainsaw Level
Enform
Level33
Certified Faller
Wildlife Monitor Certificate
Food Safe
Food
Safe
World Host
World
Host
Serving it
it Right
Serving
Right
Security
Security
ATV/UTV
ATV/UTV
(Possessionand
andAcquision
Acquision License)
PALPAL
(Possession
License)
Other
Other
0
03

30
06

60
09

90
0

Number of Responses

120
120

150
150
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TRADE CERTIFIED OR CURRENTLY
COMPLETING APPRENTICESHIP FOR:
Automotive
Service
Technician
Automotive
Service
Technician
Carpenter
Carpenter
Cook
Cook
Electrician
Electrician
Heavy
Duty
Equipment
Technician
(Mechanic)
Heavy
Duty
Equipment
Technician
(Mechanic)
Heavy
Operator
Heavy Machine
Equipment
Operator
Machinist
Machinist
Plumber
Plumber
Steamfitter/Pipefitter
Trades
Trades
Welder
Welder

Other
Other
050
0

5

10

15
20
25
15
25
Number
of
Responses
Number of Responses

30

35
35

40
40

INTEREST IN TRAINING COURSES:
Driver’sDriver's
Training
- Learner’s
License
Preparation
Training
- Learner's
License
Preparation
Driver’s
Training
Driver's
Training- 7N
- 7N
Driver’s Training
- Graduate
License
Program
Driver's Traing
- Graduate
License
Program
Construction
Craft
Worker
Construction
Craft
Worker
Job - Camp
Positions
(Janitor,
Housekeeping)
TrainingTraining
on theon
Jobthe
- Camp
Positions
(Janitor,
Housekeeping)

EarlyEarly
Childhood
Education
Childhood
Education
Cook’s
Helper
Cook's
Helper
Basic
Security
Basic
Security
OFA
Level33
OFA
Level

Traffic Control Flagging
Pilot Escort Vehicle Operator Certification
Recertification & Upgrading
Camp
Services
Camp
Services
12080
0 0
01 10 10
02 20 20
03 30 30
04 40 4005 50 50
06 60 60
07 70 70
08 80
0

Number
Responses
Number ofof
Responses
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BARRIERS
TO PARTICIPATING IN TRAINING:
Lack of
Lack
of Stable
Stable Housing
Housing

Lack
Lackof
ofTransportation
Transportation
Lack of
Lack
of Child
Child and/or
and/orFamily
FamilyCare
Care
Health
HealthIssues
Issues
Addictions
Addictions

No
NoDriver’s
Driver'sLicense
License
Lack
LackofofTools
ToolsororWork
WorkGear
Gear

LackofofFood
Food
Lack
Recovering
Recoveringfrom
fromViolence
ViolenceororAbuse
Abuse
Difficulty Coping
Financial
FinancialHardship
Hardship
Criminal
CriminalRecord
Record
No
NoPhone
Phone
Other
Other
0
01

1002

2003

30

04

40

50

05

Number of Responses

06

6007

70
08

80
0

TO BEING EMPLOYED:
Other

No Phone
Criminal Record
Financial Hardship
Difficulty Coping
Recovering from Violence or Abuse
Lack of Food
Lack of Tools or Gear
No Driver’s License
Addictions
Health Issues
Lack of Child or Family Care
Lack of Transportation
Lack of Stable Housing
0

10

20

30

40

50

60

70

8

80
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CURRENT

EMPLOYMENT DATA
31%- -Not
Not
Employed
31%
employed

2%- Self
- Self
Employed
2%
employed

1%
applicable
1%- Not
- Not
Applicable

20%
- Full-time
employee
20%
- Full-time
Employees

6%
- Other
6%
- Other

11%
employee
11%- Part-time
- Part-time
Employees

1%
- Casual
1%
- Casual

20%
20%- Student
- Student

6%
- Seasonal
6%
- Seasonal

58%
Dissatisfied
with current
employment

Top Reasons Not Satisfied: (# of responses)
1. Not Employed (35)
2. Not Enough Hours (25)
3. Pay Rate (6)
4. Lack of Advancement Opportunities (4)

CURRENT INCOME SOURCE:
80
80

Number of Responses

70
70
60
60
50
50

40
40
30
30
20
20
10
10
00

Salary
Salary

EmploymentInsurance
Insurance No
NoIncome
Income
Pension
Pension
Employment
HourlyWage
Wage
Social Assistance
Assistance Disability
DisabilityInsurance
Insurance
Hourly
Social

Other
Other
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EMPLOYMENT

PREPARATION & SEARCH
Respondents with current resume & cover letter:
Blank
Blank
I would
appreciate
assistance
creating
updating one
I would
appreciate
assistance
creating or
updatingor
one
NoNo

67%

Yes
Yes

Where respondents look for job posting:

Have previous
supervisor
reference available

30%
- Other
30%
- Other

16%
- Newspaper
16%
- Newspaper

- Craigslist
4% 4%
- Craigslist
- Linkedin
4% 4%
- Linkedin
18%
- Facebook
18%
- Facebook
27%
- Word
27%
- Word
of Mouthof

Mouth

**Band Office - #1 place listed as “Other”

Have you had or are you interested in mentoring/
support in your career search:
42% - Other
8% - Practice Interview
14% - Assessment of Skills & Strengths
12% - Resume Writing
15% - Previously received Mentoring
8% - Currently Working with a Mentor
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TOP CAREER CHOICES:
Administrative/Business
Automotive Service Technician
Carpenter
Cook
Electrician
Heavy Equipment Operator
Machinist
Plumber

Administrative / Business
Automotive Service Technician
Carpenter
Cook
Electrician
Heavy Equipment Operator
Machinist
Plumber
Steamfitter / Pipefitter
Welder
General Labourer
Dishwasher
Food Preparation Worker
Food Services Manager
Hotel Desk Clerk
Maid / Housekeeper
Restaurant Server
OFA Level 3
Traffic Control Flagger
Construction Safety Officer
Bus Driver
Dispatcher
Truck Driver
Transportation (Delivery)
Camp Cook
Camp Cook Helper
Clearing Slasher
Logger
Faller
Skidder Operator
Processor
Loader Operator
Saw Mill Worker
Accounting
Bookkeeper
Driller
Driller Helper
Forester
Tree Planter
Other

Welder
General Labourer
Dishwasher
Food Preparation Work
Food Services Manager
Hotel Desk Clerk
Maid and Housekeeper
Waiter/Waitress
OFA Level 3

Bus Driver
Dispatcher
Truck Driver
Transportation (Delivery)
Camp Cook
Camp Cook Helper
Clearing Slasher
Logger
Faller
Skidder Operator
Processor
Loader Operator
Saw Mill Worker
Accounting
Bookkeeper
Driller
Driller Helper
Forester
Tree Planter
Other

00

02

20

04

40
60
Number of Responses

06

08

80

01

100

00
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HR STRATEGY

RECOMMENDATIONS
STRATEGY #1:
Establish a dedicated Aboriginal Recruitment & Workforce Hub
Database Expansion: Develop the largest pool of Aboriginal
employment candidates in Canada; serving the Gitxsan workforce;
and with capacity to assist other First Nations with staffing and
employment resource needs:

01
•
•

Ensure candidate pool is regularly updated on opportunities for training and jobs in the region
Post specific jobs, courses, internships, workshops, student skills training and more

Develop a network of regional labour force stakeholders, knowledge
holders and influencers who promote collaboration and cooperation
with GDC to:

02
•
•
•
•
•

Encourage developing economic partnerships with firms investing in the region
Support cross-sector communication
Assess impact and implications for communities in the region
Hold project-owners/leaders accountable to ensure benefits are realized
Mitigate detrimental impacts

53

Work with candidates to overcome barriers to employment and
ensure maximum participation in the job market; ability to compete
for long term career opportunities:

03
•
•
•

Offer counselling, coaching from HR Professionals that is respectful, personalized and accessible
as part of a wrap-around, people-centered response to applicants
Ensure time in the interview/evaluation process for assessment of needs for life skills or technical
skills training
Offer open workshops or coaching sessions both one-on-one and for groups where candidates
can learn how to handle interviews, convey their strengths and navigate a job search

Provide Tools and Resources for individuals seeking employment or
training opportunities to avoid pursuit and investment in training or
jobs that are a poor fit

04
•

•

•

Introduce Diagnostic Testing (Appendices 10, 11 & 12) to ensure people have valuable insights
into their natural areas of interest, their strengths, personal style, and types of careers to which
they are best aligned
Provide Career Search Toolkits that specifically address issues and barriers identified in the
region: resources, information, tips and techniques for successful self-assessment and job
search; information about how to seek funding if needed
Continue developing capacity to access funding and assist people to self-serve in accessing
opportunities for skills upgrading and courses

As a Recruitment and HR Services Provider (for profit business
operated by the Gitxsan), meet business needs of employers
through realistic understanding of Aboriginal culture, strategic and
employment considerations and extensive experience in recruitment
and staffing operations

05

•
•
•
•

Provide customized, wrap-around Recruitment and HR services:
Recruitment and Staffing, Candidate Development, HR Consulting and On-call Aboriginal
Employment Liaisons, Onboarding and Performance Management
Support positive workplace relationships through Aboriginal Liaisons working on or off-site with
employers and staff
Facilitate two way cultural training in workplaces using the Inclusion Continuum process
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Identify community assets (champions of workforce promotion/
advocates for those trying to get ahead but without strategies or skills)

06
•

07

Example: HR Coordinators in each community Band Office would work more closely/proactively
with GDC to ensure effective dissemination of postings, information on skills training

Generate opportunities for First Nations to engage as business
partners with a replicable Aboriginal Workforce Hub business model
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STRATEGY #2:
Post Secondary Education and Skills Training: Ensure Gitxsan
people are workforce-ready and prepared to compete for local
jobs
Appoint a regional board to work with and hold accountable the
Ministry of Advanced Education’s Aboriginal Post-Secondary
Education and Training Policy Framework.

01
•

over the next 5 years ensure the Gitxsan region is not left behind as the Action Plan for improving
post-secondary opportunities and outcomes for First Nations is implemented

02

Hold an Annual Strategy session with training organizations and
companies in or coming to the region to ensure there is a planned,
coordinated approach to meeting training needs.

03

Improve and better coordinate training for skills required in
industries currently in or coming to the region.
•

Encourage more opportunities for experiential/work-based training,
including in Apprenticeships

04
•

05

work closely in funding partnerships with government and other bodies investing in training, as
well as the private sector, which must also invest in training and development, particularly in high
demand jobs

establish a stronger connection between ITA, NWCC, CMSD and GDC

Develop a continuum of leadership/representation by GDC as
Steward of Training and Development opportunities.
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06

Deliver training locally; ensure better accessibility.
•
•
•

•

Work with training organizations to provide solutions to numerous transportation/proximity
challenges
Ensure Driver Education is prioritized/accessible and affordable in the Hazeltons
Work with government, industry sponsors and local leaders to establish a Regional Training and
Retreat Centre where training, (including in the area of life skills) and other opportunities are
offered; with day programs, weekend sessions. This should be a multi-use facility with meeting
and activity spaces, a commercial kitchen and dorm rooms.
Develop a plan to provide free or affordable daycare while young parents take training

Establish Self Employment/Entrepreneurism or Professional
Development workshops training/think-tank for under employed,
emerging leaders or those with capacity but no resources

07
•

to be available in shorter pieces, evenings, weekends for working people who can’t take the time
off to attend

Provide better assessment of students’ natural interests, needs and
potential to ensure more successful course/program completion and
outcomes

08
•

GDC to establish a close working relationship (as Steward of funding investments) with training
organizations to ensure all evaluation processes and tools are fully accessed and utilized to
prevent registering students in courses/training that are not likely to be successful
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STRATEGY #3:
YOUTH DEVELOPMENT –
Invest in and develop young people to succeed in life and careers
Ensure Career Discoveries will grow in capacity to serve youth and
young adults - increase support for life skills training and mentoring

01
•

•

Establish a Mentorship program – between industry/business stakeholders and youth where
the goal will be career coaching, internships, introduction to summer and permanent work
opportunities
Promote more involvement from parents in developing the Career Discoveries Program capacity
(volunteer parents who desire a brighter future for young people)

Strengthen and expand collaboration/partnership with CMSD82,
NWCC, businesses and other stakeholders to increase opportunities
for high school students to take part in experiential learning
throughout the region

02
•
•
•

•

Work with CMSD82 and High School educators to address Trades programs
budgets are shrinking which makes it difficult to envision students leaving school with
Apprenticeship options or ambitions in trades fields, or to compete for local skilled trades jobs)
Develop strategies to encourage Aboriginal youth to complete high school, work hard in math
and science programs, study, work and explore future careers in natural resource fields and
forestry-related fields.
Explore job creation/work experience/internship opportunities for high school students – engage
employers to be innovative and creative to open doors for students to develop an understanding
of work culture, work ethic, accountability and financial responsibility

Work with CMSD82 to explore opportunities to provide experiential
learning opportunities at the elementary school level (engaging local
employers and GDC, NWCC and others)

03
•

Junior trades/skills training day camps in summer, mentored by older students and industry
professionals (Forestry, carpentry, culinary arts, environmental stewardship, safety, etc)
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Conduct comprehensive review of Aboriginal education in the Gitxsan
region

04

Expand Socio-Emotional learning/life skills opportunities in
partnership with CMSD82

05
•
•

Continue and expand GDC’s delivery of “Living Life to the Full” program for high school students,
explore the possibility of adapting it for older elementary school students
Improve/increase capacity of young people to understand how to prepare for a career/meaningful

06

Offer “Ted Talk” style events (virtual and live) that inspire and
encourage youth to work hard, make good decisions and pursue big
dreams

07

Review opportunities for Gitxsan children and youth to learn and
preserve the Gitxsan language as a central part of Gitxsan culture and
identity
•

Engage with an organization that supports Aboriginal people in language teaching and culture
revitalization. Gitxsanimx Language Family - Gitksen First Voice Archival Project:
www.firstvoices.com

Establish a working group to deal with teen alcohol and substance use
and abuse

08
•

Bring parents, Gitxsan Health, educators and other stakeholders together for a summit event,
with a plan to continue as a working group to combat this destructive and life-limiting issue for
young people
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STRATEGY #4:
Create better conditions for a vibrant Gitxsan economy and
community
Promote the Gitxsan Region as a welcoming and attractive business
and employment destination and community; utilize winning model
of Gitxsan Safety Services as an example

01
•
•

02
•
•
•

03
•

Develop community/region information package promoting the advantages of living in the region;
Lifestyle (outdoor activities, fishing, skiing, hiking) Culture, Land and Housing prices
Reach out to individuals who have family in the region but have moved elsewhere for work –
promote upcoming jobs in the region

GDC leadership meet with elders/chiefs/community champions
to develop a cohesive, positive and inspiring vision statement for
the future economic growth of the region (ie: GITXSAN STRONG)
(Small Town: BIG PLAN) that will be synonymous with innovation and
progress and create the image of a proud community on the move
Identify Gitxsan spokespersons to provide testimonials and inspire the community “why I love
what I do” messages “stay in school”, “my hope for this community” etc.
Hold a mass community celebratory event (Concert) to mark the positive economic plans
Develop and roll out “marketing/promotional” materials, catchphrase – website/print media,
billboards, other signage that depict Gitxsan people at work; a goal for positive employment
growth that is visual, and the community can identify with and track progress

Devise a plan to increase internet connectivity throughout more
remote areas - and impact affordability/access to phone plans and
wifi technology – Fundraising campaign
Advocate for better access to technology so that people are more connected to opportunities
and regional workforce related communication
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04
•

05
•

•

Improve relationship/shift paradigms about the Development
Corporation within communities; to ensure GDC is understood as a
pro-active advocate for Gitxsan prosperity and success.
Promote the fact that leveraging the unique melding of Gitxsan governance, traditions and
culture with GDC’s business leadership strengths will build capacity and bring opportunity and
competitive advantage to the community

Improve access to funding for worthwhile programs that promote
Gitxsan workforce and community success
Secure funding for a professional grant writer, knowledgeable as to what funding is available
and skilled in writing proposals; researching and pursuing all opportunities to access funding for
programs that support the recommendations in this HRS
Hold a monthly Funders Communication Session/Dialogue to put Gitxsan projects on the map
and work toward making labour market funding easier to find (at all levels), easier to understand
in terms of eligibility, easier to apply for (navigating the right sources, how/when to apply,
requirements for accountability, accessible to those with the greatest needs

06

Influence and foster genuine participation/visibility/advocacy from
civic, regional and provincial leaders - not just at ribbon cuttings,
but in developing/supporting and sustaining programs that enhance
Gitxsan representation in the workforce

07

Foster a culture of collaboration with Band Offices, support services
providers and community elders and influencers to expedite
response to opportunities as they are presented
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08
•
•
•

•

•

Inclusion: Assess where and how Gitxsan people can be better
included and supported in certain workforce sectors and determine
ways to provide support
Increase representation/inclusion of Gitxsan people in the Public Service sector (ie Healthcare
professions)
Promote leadership confidence and pursuit of professional development in order to prepare
Gitxsan people to rise to management level jobs
Develop community-wide workplace initiatives that create a better sense of belonging for Gitxsan
people in mixed or non-Aboriginal workplaces - pursue breakthrough innovation that helps
parties understand cultural and historical beliefs/practices/values
Promote the “Inclusion Continuum” framework developed by The Aboriginal HR Development
Council of Canada to assist organizations in improving their Indigenous workplace inclusion
competencies and performance
Prepare a Business Case/White Paper on the benefits of hiring, successful onboarding and
sustainable engagement of Aboriginal people
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IMPLEMENTATION

PLAN
Gitxsan members from all age categories and from varying perspectives on the
way forward have been a part of building this HR Strategy, and must be an integral
part of its successful implementation. Communities, families and individuals all
have roles to play in successful labour force development in the Gitxsan region.
Industry, governments and training organizations must also work together with
Gitxsan Development Corporation to support common objectives, maintain
existing partnerships and strengthen new ones where needed. All must share in
responsibility and accountability for outcomes of the strategy.
Action #1:
Establish Single Entity Accountable/Responsible for Implementation
of the HRS
It is recommended that Gitxsan Development Corporation act as the single
entity with responsibility and accountability to oversee and administer funding
for implementation of this HR Strategy. GDC, in serving as the flow-through
steward of funding, would appoint a Project Leader, create a leadership
structure, identify participants in an Implementation Action Group and
oversee communications. The leadership would be comprised of individuals
from Gitxsan communities and organizations in the region involved in or
related to labour force development. The Steering Committee for this HRS
could form the foundation of the leadership structure, and continue in an
oversight role, monitoring the implementation phase.
Action #2:
Identify Implementation Action Group Participants
The party with overall responsibility for implementation of the HRS (GDC)
will solicit volunteer members to join an Implementation Action Group (IAG).
Members of this group should be senior leaders in the region with authority
to make and implement decisions within their own organizations, including
the commitment of dollars and resources. Individuals who lack sufficient
authority and influence to make and carry out decisions could delay the
implementation and cause a loss of momentum.
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The IAG would ensure that the HRS is promoted,
supported and communicated in the region. Success
relies on the IAG’s ability to keep the HRS at the
forefront as a priority for the region. Therefore,
selection of motivated, proactive and influential IAG
members is essential. They should be “movers and
shakers” who lend credibility, enthusiasm and the
probability of success to the HRS, and can influence
funding. The success factor also depends on IAG
participants coming from a broad spectrum of
regional stakeholder organizations.
Action #3:
Determine and Obtain Funding
Full implementation of the HRS requires 3-5 years of
funding. Sources include government – both provincial
and federal, and industry (in-kind and monetary
sponsorship of certain initiatives). Aboriginal people
can access additional funding from various 3rd party
and community services in the region.
The IAG can continue pursuit of resources to support
specific strategies and actions throughout the
implementation cycle.
Action #4 :
Communication Of The HR Strategy
The communications plan for the HRS is an essential
piece of the project, and will be a continuous effort
requiring specific funding. The communication must
ensure all interested individuals and groups are
informed about the existence of the HRS, its purposes
and plans. When the HRS is initially presented to
the communities of the Gitxsan Region, it will be
at a Public Meeting (late August 2016). Once the
HRS has been considered by the Ministry of Social
Development and Social Innovation, the decision for
go-forward action on recommendations within the
HRS will determine the specifics of a communication
plan, the official announcement via media outlets
and broad communication activities. There are
numerous ways communication can occur in sharing
and promoting this HRS and the elements within to

maximize its benefits. A coordinated, creative and
fresh marketing/media strategy and public relations
plan must be developed to address communications
for this project from start to finish.
Purposes of communication outlined in the HRS
recommendations relate to:
1. Goals, objectives and actions of the HRS to the
region’s residents and employers
2. Opportunities for skills training and education
3. Jobs currently available and slated to open in the
future
4. Resources, supports and services to assist with
workforce readiness
5. Funding sources, ways to successfully apply for
financial supports
6. Positive developments and impacts, testimonials
of people impacted with training, Skills upgrading,
and job opportunities
7. Bringing unity around a vision of a bright
economic future for the Gitxsan
Specific Actions to Prepare for and Roll Out
Communications
•
•

•
•

•

Identify Stakeholders and all who participated in
the HRS development
Provide a copy of the HRS to potential
Implementation Action Group participants
(requesting their participation as a senior leader)
Confirm the communication preferences of
stakeholders and IAG participants
Develop the media strategy for announcement of
the HRS (timing, messaging, fielding responses,
evaluation process)
Establish a plan for ongoing communication of the
HRS activities and results, considering the needs
of various groups, timing of communications and
media required for delivery of messages
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CONCLUSIONS
Through the development of the Gitxsan Ready for Work Initiative, Labour Market Profile and HR Strategy, the
focus of Gitxsan Development Corporation has been to maximize direct and indirect employment opportunities
for the region’s most valuable asset – its people. The Project Team, including Researchers, has explored strategies
to engage, empower and equip people in the Gitxsan region to build a competitive workforce, enjoy meaningful
and sustainable careers, and become role models that will inspire future generations.
As outlined in this report, numerous new jobs are coming to the Gitxsan region to meet short and long term
needs across a number of sectors (regardless of LNG developments). Business plans now in place through
GDC, the region’s fastest growing employer, create jobs across a number of categories, ranging from traffic
control to safety monitoring and response, forest industry operations and wood products production, business
management and administration.
The Project Team has determined Human Resources Strategies that serve a number of purposes, from identifying
and securing appropriate and timely skills training, supporting business innovation and entrepreneurial pursuits,
to mentoring and preparing Gitxsan youth and adults for hundreds and potentially thousands of local new jobs.
The foundation for growth and success is the blending of skilled business management and visionary leadership
with understanding of the unique and complex needs and current state of the local labour market. GDC is in
a strong position to lead the way in implementing this strategy, as evidenced by its expansion and launch of
businesses, involvement in negotiations on benefits agreements that impact the area; facilitation of skills training,
career and job readiness coaching and support, advocating for small business owners, aspiring entrepreneurs
and those interested in future self-employment.
The GDC is ready to act, and energized to meet the challenge of addressing the divide between Gitxsan people,
their qualifications and the opportunities that exist on the horizon. We will settle for nothing short of success

“It is no use saying, ‘We are doing our best.’
You have got to succeed in doing what is necessary.”
							- Winston Churchill
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Organizations contacted, surveyed and interviewed:	
  
•
•
•
•
•
•
•
•
•
•
•
•

British Columbia Ministry of Education
Fraser Institute Centre for Aboriginal Policy Studies
Mining Industry Training and Adjustment Council
Human Resource and Skill Development Canada
British Columbia Ministry of Forests
BC Construction Foundation
BC Association of Forestry Professionals
Northwest Regional Workforce Training Plan –
Government of Canada
Industry Training Authority
Northwest Community College
Coast Mountain Board of Education
Coast Mountain School District 82

Reports and Publications reviewed:	
  
•
•
•
•
•
•
•
•

Representative for Children and Youth; Aboriginal Services Review –
Project Charter Aug. 2009
Ministry of Aboriginal Relations and Reconciliation; A Guide to Aboriginal
Organizations and Services in British Columbia 2010
Ministry of Aboriginal Relations and Reconciliation; New Relationships with
Aboriginal Peoples and Communities
Special Report: Aboriginal Children – Canada Must Do Better: today and
tomorrow, 2011.
Stats Canada, National Household Survey, 2011, Analytical Document –
Aboriginal Peoples in Canada
Aboriginal Affairs and Northern Development Canada, Federal Funding
Levels for First Nations K-12 Education 2011/2012
BC Ministry of Education, 2011/2012 Summary of Key Information,
Aboriginal Students 2003e 2012
Building Environmental Aboriginal Human Resources (BEAHR)
Developmental Assets http://www.beahr.com
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Gitxsan Aggregate Labour Force Profile & HR Strategy (Gitxsan Ready for Work Initiative)
Steering Committee & Review Panel Participants
Organization/Business

Contact	
  Person

Anspayaxw	
  Elementary	
  School

Velma	
  Sutherland

Anspayaxw	
  Elementary	
  School

Annette	
  Wilson

Brinkman	
  Forest

Cathy	
  Craig

Brinkman	
  Forest

Andrew	
  Burke

Bulkley	
  Valley	
  Child	
  Development	
  Centre	
  

Arlene	
  Morrison

Coast	
  Mountain	
  School	
  District

Janet	
  Meyer

Doug	
  Donaldson	
  Government	
  Office

Julie	
  Maitland

Dze	
  LK'Ant	
  Friendship	
  Centre

Vanessa	
  

Gitanmaax	
  Band	
  Administration

Dianne	
  Shannoss

Gitanmaax	
  Band	
  Administration	
  -‐	
  Education

Pansy	
  Wright-‐Simms

Gitanyow	
  Health

Terrilyn	
  Good

Gitanyow	
  Hereditary	
  Chiefs

Beverley	
  Russell

Gitanyow	
  Hereditary	
  Chiefs

Joel	
  Starlund

Gitksan	
  Governement	
  Commission

Marj	
  McRae

Gitksan	
  Government	
  Commission	
  

Diane	
  McRae

Gitksan	
  Government	
  Commission	
  

Elizabeth	
  Harris

Gitksan	
  Government	
  Commission	
  

Sandra	
  Harris

Gitsegukla	
  Band	
  Administration

Willie	
  Blackwater

Gitsegukla	
  Elementary	
  School

Shelley	
  Jones

Gitsegukla	
  Elementary	
  School

Camille	
  Moore

Gitsegukla	
  Health	
  Society

Ann	
  Howard

Gitwangak	
  Band	
  Administration

Theresa	
  Maitland

Gitwangak	
  Band	
  Administration

Brandi	
  Smith

Gitwangak	
  Education	
  Society

Chasity	
  Daniels	
  

Gitwangak	
  Health	
  Society

Lana	
  Maitland

Gitxsan	
  Chiefs	
  Office

Brian	
  Williams

Gitxsan	
  Chiefs	
  Office

Elizabeth	
  Sampson

Hagwilget	
  Band	
  Administration

Sheila	
  Joseph

Hazelton	
  Secondary	
  

Brigetta	
  VanHeek

Hazelton	
  Secondary	
  

Mark	
  Newbery

Industry	
  Training	
  Authority

Crystal	
  Bouchard

Kispiox	
  Band	
  Administration

Blanka	
  Jecminkova	
  

MARR	
  -‐	
  Socio-‐Economic	
  Partnership	
  Branch

Ingrid	
  Schmidt

Moricetown	
  Adult	
  Ed	
  -‐	
  E.D.

Diane	
  Mattson

New	
  Relationship	
  Trust

Rochelle	
  Saddlemen

Northwest	
  Community	
  College	
  

Leah	
  Marshall	
  

Northwest	
  Community	
  College	
  

Bridie	
  O'Brien

Northwest	
  Community	
  College	
  

Brian	
  Badge

Senden	
  Farms

Darlene	
  Vegh

Sik-‐E-‐Dakh	
  Band	
  Administration	
  

Arlene	
  Morrison

1
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Sik-‐E-‐Dakh	
  Band	
  Administration	
  

Barb	
  McRae

Sik-‐E-‐Dakh	
  Band	
  Administration	
  

Arlene	
  Sampson

Spectra	
  -‐	
  WCGT

Graham	
  Genge

The	
  Learning	
  Shop

Anissa	
  Watson

TransCanada	
  -‐	
  PRGT

An	
  Minh	
  Vu	
  

TransCanada	
  -‐	
  PRGT

Vanessa	
  Vreden

Upper	
  Skeena	
  Development	
  Centre

Shar	
  McCorory

Workforce	
  Training,	
  Trades,	
  SEM	
  	
  Northwest	
  

Lorrie	
  Gowen
Gloria	
  Murdock-‐Smith

2
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TERMS	
  OF	
  REFERENCE	
  
Gitxsan	
  Aggregate	
  Workforce	
  Profile	
  and	
  HR	
  Strategy	
  
Ministry	
  of	
  Social	
  Development	
  and	
  Social	
  Innovation	
  
“SDSI”	
  
Purpose	
  
The	
  SDSI	
  Steering	
  Committee	
  (“Committee”)	
  is	
  established	
  to	
  oversee	
  the	
  
implementation	
  of	
  The	
  Gitxsan	
  Aggregate	
  Labour	
  Force	
  Profile,	
  Training	
  Assessment	
  
and	
  Human	
  Resources	
  Development	
  Strategy	
  Project.	
  
	
  
Objectives	
  
	
  
The	
  Committee	
  agrees	
  that	
  its	
  objectives	
  are	
  as	
  follows:	
  

• Support	
  the	
  leadership	
  of	
  the	
  Project	
  Consultant	
  and	
  Lead	
  Researcher	
  
• Provide	
  guidance	
  and	
  troubleshooting	
  support	
  to	
  the	
  Project	
  Consultant	
  
and	
  Lead	
  Researcher	
  
• Collaborate	
  as	
  a	
  Committee	
  with	
  the	
  Project	
  consultant	
  and	
  Lead	
  
Researcher	
  to	
  approve	
  a	
  Final	
  Draft	
  HR	
  Strategy	
  for	
  the	
  Ministry	
  of	
  Social	
  
Development	
  and	
  Social	
  Innovation	
  
	
  
Committee	
  Roles	
  and	
  Responsibilities	
  
Chair:	
  	
  	
  
• Facilitates	
  meetings,	
  provides	
  meeting	
  agendas,	
  circulates	
  materials	
  and	
  
prepares	
  members	
  for	
  meetings;	
  
• Ensure	
  commitments	
  are	
  met;	
  flag	
  and	
  address	
  concerns	
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Members:	
  
• Oversee	
  the	
  development	
  of	
  recommendations	
  derived	
  from	
  research
activities	
  and	
  of	
  final	
  draft	
  HR	
  Strategy;
• Provide	
  input;	
  communicate	
  recommendations
• Identify	
  Alternate	
  Chair	
  (at	
  first	
  meeting)
• Identify	
  priorities	
  and	
  commitments	
  of	
  Steering	
  Committee
• Ensure	
  an	
  Alternate	
  will	
  attend	
  when	
  attendance	
  not	
  possible;	
  advise	
  Chair
• Propose	
  Agenda	
  topics	
  to	
  the	
  chair	
  and	
  prepare	
  to	
  speak	
  to	
  topics
proposed
Note	
  Taker:	
  
TBD	
  
Guests:	
  
Invited	
  by	
  the	
  committee	
  to	
  provide	
  updates	
  and	
  support	
  as	
  required.	
  
Committee	
  Norms	
  
•
•
•
•
•
•

Respect	
  meeting	
  start	
  times
Refrain	
  from	
  using	
  cell	
  phone	
  while	
  meeting	
  is	
  in	
  process
Speak	
  one	
  at	
  a	
  time	
  and	
  treat	
  each	
  other	
  with	
  dignity	
  and	
  respect
Foster	
  a	
  collaborative	
  relationship	
  between	
  members
Report	
  actual	
  or	
  perceived	
  conflicts	
  of	
  interests	
  where	
  they	
  may	
  arise
Recognize	
  Quorum	
  as	
  50%	
  of	
  participants
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Gitxsan Ready for Work Initiative

Where do you fit in the future Gitxsan workforce?
Gitxsan members face barriers and challenges to finding meaningful
employment. As a valued community member your input will help to
identify and assess these challenges and how we can collectively
address them. This initiative also is looking for input from employers
in the territory who will be interviewed to gain an understanding of
their needs and how to work together to keep jobs local while meeting
their business needs.
Our research team will be in the Gitxsan Communities to hear from
individuals about their unique experiences and challenges.
Bring your resume if you wish to apply for upcoming opportunities.

Together we can bring change!
We will be visiting your community in March:
Gitanmaax, Gitsegukla, Sik-e-dakh, Kispiox, and Gitwangak.

HAVE

YOUR VOICE
HEARD

Gitwangak
Adult Education Centre
MARCH 9, 2016
11am - 3pm
OPEN TO
EVERYONE

MORE INFORMATION:
sdsi@gitxsanbusiness.com

The Employment Program of British Columbia is funded by the Government of
Canada and the Province of British Columbia.

250-842-6780
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GITXSAN	
  READY	
  FOR	
  WORK	
  
INITIATIVE	
  
Gitxsan	
  Development	
  Corpora2on	
  

PLANNING	
  FOR	
  THE	
  FUTURE	
  
GITXSAN	
  WORKFORCE	
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Gitxsan members face barriers and
challenges in the economic sector.
This program will identify and assess
these barriers and implement plans to
address them. Employers in the
territory will be interviewed to gain an
understanding of their needs and how
to work together to keep jobs local
while meeting their needs.

Our project research team will be
in Gitxsan communities to hear
from job seekers and assess
challenges.
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Ensuring Gitxsan people
are a well represented,
integral part of the regional
workforce well into
the future.
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RESEARCH TEAM
Angela Tait – Lead Researcher
Theresa Stevens – Research Assistant
Lora Hilbach – Research Assistant
Victor Mowatt – Research Assistant
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Our Objectives
ü Identify labour market issues, skill and labour
shortages; propose solutions and actions to be
implemented over a five year period based on
evidence collected through research team and
findings of the Steering Committee.
ü Help individual job seekers (both unemployed and
underemployed) with practical supports.
ü Address the disconnect between training being
offered and jobs to fill.

OUR OBJECTIVES
üHelp individuals determine a path forward,
particularly what training to pursue (in accordance
with their strengths and interests)
üEngage the training and education sector,
communities, businesses and the government
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What are your blocks
(challenges/barriers)
To obtaining a job?

5 YEAR REGIONAL, COMMUNITY SPECIFIC &
CULTURALLY-SENSITIVE LABOUR FORCE PROFILE
The Gitxsan Aggregate Labour Profile, Training Assessment and
Human Resource Strategy project is now underway.
A research team working in the five communities across the Gitxsan
Region will be out in the community surveying individuals, local
businesses and stakeholders in the education and training sector in
addition to proponents working now or in future in the region to
assess employment markets and opportunities, training needs and
skill gaps.
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WE ENVISION A GITXSAN WORKFORCE
THAT IS ENGAGED, CONNECTED AND
BUILDING STRONG CAREERS AND
HEALTHY COMMUNITIES.
HELP US BRING CHANGE:
ONLINE

Individuals – http:tinyurl.com/Gitxsan
Businesses – www.surveymonkey.com/r/Gitxsan

BOOK AN IN PERSON INTERVIEW
Phone: - 250-842-6780
Email: - sdsi@gitxsanbusiness.com
Website: - www.gitxsanbusiness.com

81

COMMUNITY MEETINGS
Happening in communities through the region in March 2016.

Contact us for details.
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GITXSAN READY FOR WORK
TRAFFIC CONTROL FLAGGER

Traffic control persons (flaggers) keep motorists, pedestrians and workers safe as they pass by
temporary road construction sites.
• Set up and provide traffic control plan specifications
• Direct drivers, pedestrians, and workers to a safe route around the road construction sites
• Train other workers on site about traffic and equipment safety
• Traffic control persons (flaggers) have significant responsibility and take precedence over
streetlights, stop signs and any other regulatory rules on our rural and urban roads.
• Communicate to co-workers - using two-way radio
• Documenting/reporting
• Making sure all equipment needed is accessible and ready to go

Transferable Opportunities

Pilot Car Driver, Contracting Business, Instructor/Trainer

Requirements

Education

• An excellent understanding of traffic laws
and the ability to use all equipment associated
with work activities
• Ability to work as a team player
• Good communication skills - verbal
• Ability to be assertive
• Good eyesight and quick reflexes
• Ability to take initiative in performing the
work
• Assisting other workers in completing work
(leadership skills)
• Ability to follow traffic regulations and safety
procedures, and
• Must maintain a focus on safety at all times
• Must be able to handle last minute schedule
changes, location changes, and time and shift
changes
• Physically fit (for standing)
• Safety training and practises on the job
• Willing to work in unpredictable weather
conditions
• First Aid Level 1
• Class 5 Driver’s License

• Grade 10 minimum - must have English 10
(comprehensive/reading)
• Traffic Control Flagging ticket (two day
training)
• Cost: $300 - $500 depending location of
training
Northwest Community College (NWCC)
- www.nwcc.ca
Canada’s Professional Association for Design
(GCD)
- www.gdc.ca
BC Construction Safety Alliance (BCCSA)
- https://www.bccsa.ca/traffic-control.html

Gitxsan Development Corporation
www.gitxsanbusiness.com
info@gitxsanbusiness.com

GITXSAN READY FOR WORK
COOK'S HELPER

Under the direction and leadership of the Chef, the Cook's Helper will be
responsible for basic food preparation and kitchen/lounge cleanliness.
• Work safely with all of the kitchen equipment
• Assist with basic food preparation, including the preparation of vegetable
and snacks
• Clean the equipment, and ensures cleanliness of the kitchen and lounge
areas
• Ensure the station is always manned and supplies are fully stocked
• Follow requirements of the Health, Safety and Environment Management
System.
• Other duties as assigned

Requirements

Education

• Must have Food Safe Certificate
• CSTS would be an asset
• Excellent people skills
• Able to work effectively and
efficiently with little supervision
• Able to prioritize and multitask
• Works well under pressure
• Team player
• Willing to work rotation shifts
• Shift work as required
• Physically fit

• Minimum of Grade 10 or equivalent

Gitxsan Development Corporation
www.gitxsanbusiness.com
info@gitxsanbusiness.com
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GITXSAN READY FOR WORK
HEAVY EQUIPMENT OPERATOR

Responsible for operating heavy equipment in a safe and appropriate manner; providing
support to construction operations, ensuring that the construction activities are performed
in a safe and efficient manner; performing pre-operational checks and clean, lubricate
and refill machines.
• Mechanically inclined with the ability to handle machinery
• Ability to work with little/no supervision
• Ability to read and comprehend instructions and signage
• Ability to perform physical labour - be physically fit
• Ability to think and act decisively
• Record details/log input and documentation

Requirements

Educational Programs

• Class 5 Driver’s License
• Grade 12 or equivalent work experience
• First Aid Level 1
• Zero tolerance drug and alcohol use
• Complete Road Builder Heavy
Construction Foundation
• Willingness to work in unpredictable
weather conditions
• Willing to relocate (if required)
• Works well with little or no supervision
• Communicates well with others
• Familiar with 2 way radio equipment
• Practice safety on the job

Northwest Community College
- www.nwcc.ca
• Tuition cost - $10,372.00
• 12 week program
Nechako Northwest Construction
- www.itabc.ca
• Tuition cost - $11,000.00

Gitxsan Development Corporation
www.gitxsanbusiness.com
info@gitxsanbusiness.com
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GITXSAN READY FOR WORK

FORESTRY TECHNOLOGIST/TECHNICIAN
Forestry technologists/technicians may work independently or as a team, the forestry technician
performs a variety of mostly outdoor assignments, for the purpose of implementing complicated
forest management projects.
• Conduct, supervise and participate in forest inventory, surveys and field measurements
• Assist and perform technical functions in the preparation of forest management and harvest
plans
• Assist in planning and supervise construction of access routes and forest roads
• Implement, supervise and perform technical functions in silviculture operations involving site
preparation, planting, and tending of tree crops
• Coordinate activities such as timber scaling, forest fire suppression, disease or insect control or
pre-commercial thinning of forest stands
• Supervise and perform technical functions in forest harvesting operations
• Monitor activities of logging companies, contractors and enforce regulations -concerning
environmental protection, resource utilization, fire safety and accident prevention
• Provide forestry education, advice and recommendations to woodlot owners, community
organizations and the general public

Transferable Opportunities

Supervisor, Forest Engineer, Management

Requirements

Education

• Certification or licensing as a scaler is
required for some positions
• Class 5 Drivers License
• First Aid Level 1
• Computer knowledge
• Communication skills: verbal & written
• Ability to work independently
• Physically fit
• Map reading knowledge and ability

• Grade 12 Graduate
• Completion of 1 or 3 year Natural Resource
Program
• Eligibility to enroll with the Association of
B.C. Forestry Professionals
British Columbia Institute of Technology
(BCIT)
- www.bcit.ca
College of New Calendonia (CNC)
- www.cnc.bc.ca

Gitxsan Development Corporation
www.gitxsanbusiness.com
info@gitxsanbusiness.com

86

Advisory Services
Case Study

Benchmarking Workplace Performance
with Diagnostics - to Accelerate
Indigenous Inclusion Strategies
Client’s Challenge
A leading accommodations services provider to
remote work-sites, Civeo (formerly PTI Group) was experiencing challenges with implementing
their Indigenous workplace inclusion strategy.
They didn’t have a broad view of how their strategies were being implemented or how persistent
challenges in Aboriginal recruitment and procurement could be surmounted.

AHRC’s Solution
The Aboriginal Human Resource Council’s
Advisory Services worked with Civeo to discover
& design the strategic solutions needed to make
required workplace improvements — by utilizing
AHRC’s Workplace Inclusion System - Diagnostics.
The findings from the diagnostic helped shape a
strategic plan that supported Civeo’s workplace
improvements, performance and inclusion leadership efforts

Business Impacts

“A lot of companies may think they’re doing a good
job on their Aboriginal relations, but until you
actually have a diagnostic you really don’t know
what kind of little steps or big steps that you need
to take... and that’s the value of AHRC’s Workplace
Inclusion System.” - Krista Laboucane, Manager - Aboriginal Employment Strategies

•
•
•
•

Leadership has articulated a business case • •
for Aboriginal inclusion and has communicated
that it will play an integral role in the
company’s future

• The company has assessed whether its
• Aboriginal strategy has been embedded •
• throughout the company
• Workplace strategies refined resulting in more
• successful Aboriginal employment,
• procurement and community engagements

aboriginalhr.ca/strategy
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Benchmarking Workplace Performance with Diagnostics to Accelerate Indigenous Inclusion Strategies

Overview
The nature of Civeo’s work – supporting resource exploration and extraction in Canada’s North and Prairie provinces – makes Aboriginal relations an ongoing priority. Civeo
had adopted an Aboriginal strategy but it needed to assess
how well its strategies were performing and whether it
had been adopted throughout the company’s operations.
It turned to AHRC to provide a third party assessment of
its progress in rolling out its Aboriginal strategy. Among
other areas the company wanted to know whether its
Aboriginal human resource strategies were working.

Challenge
“We used to have big issues hiring [and keeping] Aboriginal staff,” says Ken Kachmar, Civeo’s director of Human
Resources. “We would do what most companies do.
Everybody says the Aboriginal workforce is an untapped
resource; so we would, just like any other organization,
say ‘OK well sure, let’s go find people at reserves and via
band offices,’ and we would but the issues contributing to
... [the] situation were complex.”

“... Without really knowing much about
the culture. We’d hire [Aboriginal people]
and ... after one rotation we wouldn’t
have any [Aboriginal people still
employed.]” - Ken Kachmar
- Director of Human Resources

Civeo provides accommodations, including comfortable
housing and square meals, to oil and gas workers working
in remote locations such the oil sands in Northern Alberta. Accommodations staff at Civeo’s remote workplace
sites work what’s called a 3-and-1 rotation - that’s 3
weeks, on-site, working 10 hours a day, and then a week
off. Although all workers found this schedule demanding,
Aboriginal hires experienced the added pressures of extended time away from their communities. Further, their
relatively lower rates of vehicle ownership and licensing
compounded the difficulty in getting from remote reserves
to equally remote work-sites. These were just some of the
issues Civeo faced in their efforts to create an inclusive
workplace and climb the Inclusion Continuum.

Inclusion Continuum - a workplace roadmap
6

7

5

Advance &
be rewarded
for workplace
INCLUSION

4
3

5 - INCUBATION
4 - INITIATION
3 - IMAGE
2 - INTIMIDATION
1 - INDIFFERENCE

2

2

6 - INTEGRATION

1

Advisory Services Case Study
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Benchmarking Workplace Performance with Diagnostics to Accelerate Indigenous Inclusion Strategies

“... but it was quite painless ... to-the-point, and I was
able to go through it without having to look anything up.”
The diagnostic placed Civeo at level 4 of the Inclusion Continuum - Initiation stage, the first stage where a company
is building a business case for inclusion, which signifies that
the organization understands inclusion as a business imperative, and at the cusp of reaching level 5 - Incubation
- inclusion is nurtured as a core competency. Civeo is now
on a path that suggests inclusion will soon be embraced as
a cultural norm (7th and final stage on the Continuum).

Further Proposed Solutions
Some of the practices & strategies recommended by AHRC to
improve workplace performance & outcomes include:

Recommendations & Solutions
AHRC recommended the Performance Assessment & Action
Plan ‘diagnostic’ which is a benchmarking tool of the
Workplace Inclusion System; a 150 data-point diagnostic
which collects enterprise-wide employee feedback. The
aim of the diagnostic is to garner balanced, accurate and
reflective insights into the company’s standing on the
Inclusion Continuum in five key areas of the workplace:
Leadership; Procurement; Human Resources; Corporate
Social Responsibility; and Communications.
Civeo used the workplace system diagnostic by seeking
input from 50 “key informants” within Civeo. Among the
fifty was Casey Anderson, then Operations Manager for a
Civeo manufacturing facility in Edmonton who was
skeptical of the diagnostic process at first,

• Leadership needs to do more to communicate its position on Aboriginal inclusion internally & externally (e.g. set examples and standards)
• Develop mechanisms to reinforce internal and external validation of
company strategies, practices and behaviours
• Investments in Aboriginal capacity, skills and training would result in
longer-term growth of the workforce
• Staff inclusion workplace training recommended to continue to
develop awareness and understanding
• Develop key measurement and reporting tools for each level of
organization
• Utilize AHRC’s Aboriginal inclusion management training(s)

“Civeo needed to fundamentally shift the way we
conducted recruitment [and prepared and managed our
workplace(s)]...” AHRC has given us the background
[and strategies] necessary to lead us where we need[ed]
to go,” said Kachmar.

Schedule a Consultation
Contact:
Paula Sawyer, Partner Coordinator
e: psawyer@aboriginalhr.ca
p: 306.956.5395
Head Office:
2-2510 Jasper Avenue, Saskatoon, SK S7J 2K2

We help companies benchmark and improve workplace
inclusion performance and create strong Indigenous
engagements.

aboriginalhr.ca/strategy
aboriginalhr.ca/awards
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Developmental Assets for Children & Youth
(40 Developmental Assets)
The following is from an article by Patricia Howell-Blackmore of Lions Quest Canada entitled
‘Developmental Assets in Canada: Where are We Now and Where are We Heading?’:
Developmental assets are defined as positive experiences and qualities that every individual has
the power to bring into the lives of children and young people. This concept of developmental
assets was developed by Peter Benson and Search Institute (based in Minneapolis, Minnesota)
though many years of research in the areas o f resilience, prevention, positive youth
development, adolescent development and other strengths-based approaches.
The forty positive experiences and qualities identified as developmental assets are classified into
eight broad areas of human development or categories that are further grouped into two
distinctions: external assets and internal assets. External asset are those that young people can
get from outside sources, e.g., friends, family school and organizations in the community.
Internal assets are the competencies and values that young people learn and internalize on their
way to becoming responsible and healthy adults.
The research that Lions Quest has done shows that the more assets students report having, the
more likely they also report patterns of positive behaviours such as leadership, m
maintaining good health, valuing diversity, succeeding in school, less alcohol and drug use, less
engagement in violence (hitting, fighting, threatening), and less sexual activity than students with
fewer assets in their lives.
Within our Board, Frank Johnson, Principal of Programs for Students at Risk, says that the 40
Developmental Assets “is not a program, but a philosophy”. Here are a few ways to learn more
about the 40 assets:
•

refer to the attachment which lists the assets by category

•

visit the Lions Quest/Thrive website: <http://www.lions-quest.ca/>

•

visit Alliance for Children & Youth of Waterloo Region website:
<http://www.allianceforchildrenandyouth.org/assets.html>

•

ask your principal about arranging a presentation on the 40 assets through the Programs for
Students at Risk office
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40 Developmental Assets
EXTERNAL ASSETS
Support

Family support

Family life provides high levels of love and support.

Young people need
to be surrounded
by people who
love, care for,
appreciate and
accept them.

Positive family
communication

Young person and her or his parent(s) communicate positively, and young
person is willing to seek advice and counsel from parent(s).

Other adult relationships

Young person receives support from three or more nonparent adults.

Caring neighbourhood

Young person experiences caring neighbors.

Caring school climate

School provides a caring, encouraging environment.

Parent involvement in
schooling

Parent(s) are actively involved in helping young person succeed in school.

Community values youth

Young person perceives that adults in the community value youth.

Empowerment

Young people need Youth as resources
to feel valued and
Service to others
valuable. This
happens when
Safety
youth feel safe and
respected.

Young people are given useful roles in the community.
Young person serves in the community one hour or more per week.
Young person feels safe at home, at school, and in the neighborhood.

Boundaries &
Expectations

Family boundaries

Family has clear rules and consequences, and monitors the young person's
whereabouts.

Young people need
clear rules,
consistent
consequences for
breaking rules, and
encouragement to
do their best.

School boundaries

School provides clear rules and consequences.

Neighborhood boundaries

Neighbors take responsibility for monitoring young people's behavior.

Adult role models

Parent(s) and other adults model positive, responsible behavior.

Positive peer influence

Young person's best friends model responsible behavior.

High expectations

Both parent(s) and teachers encourage the young person to do well.

Creative activities

Young person spends three or more hours per week in lessons or practice in
music, theater, or other arts.

Constructive
Use of Time

Young people need Youth programs
opportunities?
outside of school ?
Religious community
to learn and
develop new skills
and interests with
Time at home
other youth and
adults.

Young person spends three or more hours per week in sports, clubs, or
organizations at school and/or in community organizations.
Young person spends one hour or more per week in activities in a religious
institution.
Young person is out with friends "with nothing special to do" two or fewer
nights per week.
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INTERNAL ASSETS
Commitment to
Learning

Achievement motivation

Young person is motivated to do well in school.

Young people need
a sense of the
lasting importance
of learning and a
belief in their own
abilities.

School engagement

Young person is actively engaged in learning.

Homework

Young person reports doing at least one hour of homework every school day.

Bonding to school

Young person cares about her or his school.

Reading for pleasure

Young person reads for pleasure three or more hours per week.

Positive Values

Caring

Young person places high value on helping other people.

Young people need Equality and social justice
to develop strong
guiding values or
Integrity
principles to help
them make healthy Honesty
life choices.
Responsibility

Young person places high value on promoting equality and reducing hunger
and poverty.
Young person acts on convictions and stands up for her or his beliefs.
Young person "tells the truth even when it is not easy."
Young person accepts and takes personal responsibility.

Restraint

Young person believes it is important not to be sexually active or to use
alcohol or other drugs.

Social
Competencies

Planning and decision
making

Young person knows how to plan ahead and make choices.

Young people need
skills to interact
effectively with
others, to make
difficult decisions,
and to cope with
new situations.

Interpersonal competence

Young person has empathy, sensitivity, and friendship skills.

Cultural competence

Young person has knowledge of and comfort with people of different
cultural/racial/ethnic backgrounds.

Resistance skills

Young person can resist negative peer pressure and dangerous situations.

Peaceful conflict resolution

Young person seeks to resolve conflict nonviolently.

Positive Identity

Personal power

Young person feels he or she has control over "things that happen to me."

Young people need
to believe in their
own self-worth and
to feel that they
have control over
the things that
happen to them.

Self-esteem

Young person reports having a high self-esteem.

Sense of purpose

Young person reports that "my life has a purpose."

Positive view of personal
future

Young person is optimistic about her or his personal future.

Reference: http://www.allianceforchildrenandyouth.org/assets.html
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DiSC-‐-‐a	
  tool	
  for	
  self-‐knowledge,	
  career	
  planning	
  and	
  leadership	
  development	
  
Kathryn	
  Thomson,	
  LeadershipMind	
  

	
  

A	
  huge	
  component	
  of	
  being	
  job	
  ready	
  means	
  not	
  only	
  have	
  the	
  skills	
  and	
  aptitude	
  to	
  take	
  on	
  a	
  job,	
  it	
  also	
  means	
  
having	
  self-‐insight	
  and	
  self-‐knowledge.	
  	
  It	
  means	
  knowing	
  our	
  strengths,	
  knowing	
  our	
  pitfalls	
  and	
  knowing	
  how	
  
to	
   leverage	
   what	
   we’re	
   good	
   at	
   and	
   applying	
   it	
   to	
   a	
   job	
   or	
   a	
   career	
   that	
   will	
   capitalize	
   on	
   our	
   strengths	
   and	
  
capacities.	
  	
  	
  
A	
   crucial	
   part	
   of	
   job	
   readiness	
   is	
   a	
   degree	
   of	
   self-‐awareness	
   which	
   enables	
   us	
   to	
   work	
   with	
   diverse	
   people	
   in	
  
diverse	
   environment,	
   to	
   communicate	
   skillfully,	
   to	
   navigate	
   conflict,	
   and	
   manage	
   ourselves	
   in	
   stressful,	
  
changing,	
  or	
  uncertain	
  environments.	
  
DiSC	
  is	
  a	
  personal	
  assessment	
  tool	
  that	
  provides	
  people	
  with	
  perspective	
  on	
  their	
  natural	
  gifts	
  and	
  talents	
  and	
  
potential.	
  	
  It	
  helps	
  people	
  at	
  any	
  place	
  in	
  their	
  career	
  path	
  to	
  gain	
  the	
  insight	
  they	
  need	
  to	
  make	
  good	
  choices	
  
when	
  it	
  comes	
  to	
  the	
  training	
  and	
  the	
  jobs	
  they	
  apply	
  for.	
  	
  	
  
The	
  Gitxsan	
  Development	
  Corporation	
  staff	
  participated	
  in	
  a	
  pilot	
  roll	
  out	
  of	
  this	
  assessment	
  tool	
  and	
  they	
  found	
  
it	
  culturally	
  applicable	
  and	
  very	
  relevant	
  to	
  understanding	
  how	
  they	
  can	
  increase	
  their	
  success	
  in	
  the	
  jobs	
  they	
  
do.	
  
There	
   are	
   many	
   self-‐assessment	
   tools	
   available	
   but	
   these	
   are	
   some	
   of	
   the	
   features	
   that	
   make	
   DiSC	
   a	
   good	
   fit	
   for	
  
the	
  job	
  readiness	
  programs	
  that	
  GDC	
  seeks	
  to	
  support:	
  
•

•
•
•
•

It	
  is	
  simple	
  and	
  easy	
  to	
  use—there	
  is	
  an	
  online	
  version	
  and	
  a	
  paper	
  version	
  to	
  reduce	
  barriers	
  to	
  taking	
  
this	
  assessment;	
  the	
  language	
  is	
  accessible	
  and	
  easily	
  understood,	
  and	
  the	
  results	
  are	
  also	
  easy	
  to	
  read,	
  
understand	
  and	
  apply.	
  
It	
  has	
  been	
  rigorously	
  tested	
  for	
  validity	
  and	
  reliability	
  of	
  results—which	
  is	
  why	
  people	
  who	
  take	
  it	
  find	
  it	
  
so	
  accurate	
  and	
  personally	
  relevant	
  	
  
It	
  is	
  very	
  affordable—some	
  assessment	
  tools	
  are	
  expensive	
  and	
  require	
  expensive	
  trainers	
  to	
  interpret	
  
the	
  results.	
  
It	
  provides	
  the	
  user	
  with	
  immediate	
  and	
  practical	
  insights	
  and	
  actions	
  to	
  help	
  be	
  more	
  successful	
  in	
  their	
  
careers	
  right	
  away.	
  
It	
  offers	
  a	
  way	
  of	
  understanding	
  diversity	
  and	
  how	
  to	
  work	
  with	
  diversity—this	
  is	
  an	
  important	
  aspect	
  for	
  
First	
   Nation	
   employees	
   who	
   are	
   working	
   in	
   a	
   western	
   context.	
   	
   	
   DiSC	
   helps	
   Western	
   and	
   First	
   Nations	
  
workers	
   build	
   effective	
   bridges	
   across	
   their	
   cultural	
   differences.	
   DiSC	
   opens	
   people’s	
   eyes	
   to	
   how	
   to	
  
work	
  with	
  difference	
  in	
  ways	
  that	
  are	
  respectful	
  and	
  that	
  build	
  trust	
  in	
  any	
  organization	
  or	
  community.	
  

I’ve	
   been	
   using	
   DiSC	
   in	
   the	
   	
   leadership	
   courses	
   I	
   teach	
   on	
   faculty	
   at	
   	
   Centre	
   for	
   Leadership’s	
   the	
   Justice	
   Institute	
  
of	
  BC	
  for	
  over	
  20	
  years.	
  	
  I	
  also	
  use	
  it	
  in	
  my	
  private	
  practice	
  as	
  a	
  leadership	
  coach;	
  I	
  use	
  with	
  groups	
  to	
  help	
  them	
  
have	
   more	
   effective	
   strategic	
   planning	
   process;	
   I	
   use	
   it	
   building	
   team	
   and	
   organizational	
   capacity	
   in	
   private	
  
industry,	
  government,	
  non	
  profit	
  and	
  community	
  organizations.	
  	
  I’ve	
  used	
  many	
  other	
  self	
  assessment	
  tools	
  as	
  
well,	
   but	
   DiSC	
   is	
   the	
   very	
   best	
   when	
   it	
   comes	
   to	
   providing	
   practical	
   insights	
   that	
   people	
   can	
   use	
   right	
  away.	
   	
   The	
  
language	
  is	
  accessible	
  and	
  free	
  of	
  jargon.	
  The	
  reports	
  are	
  meaningful,	
  personalized	
  and	
  relevant.	
  	
  	
  
I’ve	
   used	
   DiSC	
   with	
   First	
   Nations	
   groups	
   including	
   the	
   Gitxsan	
   and	
   the	
   Weiwaikum	
   and	
   everyone	
   has	
   found	
   it	
  
enlightening	
  and	
  highly	
  useful.	
  	
  	
  Many	
  past	
  participants	
  have	
  told	
  me,	
  even	
  years	
  later,	
  that	
  all	
  of	
  the	
  tools,	
  all	
  
the	
  training,	
  and	
  all	
  the	
  books	
  they’ve	
  read,	
  that	
  the	
  DiSC	
  instrument	
  has	
  had	
  the	
  greatest,	
  most	
  positive	
  and	
  
useful	
  impact	
  on	
  their	
  professional	
  and	
  personal	
  lives.	
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Your Life Difference Report is designed to be read in conjunction with the
supporting information provided specifically for you in the
Your Directions Website –

www.yourdirections.org
along with the more detailed information, concerning your particular use of the
Career Report, which is downloaded from the Website.

JOHN Q. PUBLIC
Your report contains:

Some basic information about you
Motivating for best performance
How he/she seeks to influence others
His/Her challenges
His/Her learning style
The effect of interests on work
Career Focus
Your job search
Copyright © 2011 Birkman International, Inc. and Your Directions Foundation. All rights reserved.
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How to use your Life Difference Report
Your Life Difference report consists of a series of topics that are relevant to your career and life
planning. For each topic there will be a list of statements that describe your approach, based on
the answers you gave to the questionnaire. A statement is given because it may be significant,
not because it is significant. Only you can decide which statements are significant for you.
This Report is designed to be reviewed and discussed with the Mentor that you have been
assigned. Please do not try to use the report by yourself as you will not get the full benefit from
its contents.
How to work with each Topic
When you first receive your report, read it through carefully. Then review each topic separately,
considering each statement and its relevance to you.
From the list of statements, find two or three that you feel best describe you and put a tick in the
box next to each of those statements. If you think that all the statements describe you very well,
try and identify the ones that are more significant than the others.
In your meeting with your Mentor, explain why you chose the statements that you did. Here are
some questions to ask yourself that will help you plan for this discussion:
�

�
�

�

Overall, how do the statements for the various topics influence your thinking about your life
and career goals?
What strengths do you perceive you have, based on these statements?
What challenges are described and how might these impact on your career planning now and
in the future? What ideas do you have for managing these challenges?
How can these statements, and your discussions, help you meet your career goals?

When you have concluded your discussions, record what you have learned and what you intend
to do.

Copyright © 2011 Birkman International, Inc. and Your Directions Foundation.
All rights reserved.
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Education Planner 7-12

The easiest way to plan your
education and career
Add Box

Pathways Plan
100%

Add Picture

Add File

Add Link/Video

Career Spectrum

Post-Secondary Planner

Six comprehensive interest
and career assessments

Research the opportunities
available in every pathway

Goal Setting

Occupation Planner

Create S.M.A.R.T. goals and a
plan of action to stay on track

Compare extensive information
on careers across Canada

Resume & Cover Letter

Financial Planner

Record experiences and export
them for school or work

Improve financial literacy and
build an interactive budget

High School Planner

My Portfolio

Plan to graduate and discover
the impact of course selections

Upload and share photos, files,
videos and links

CareerIQ

Graduation Indicator

Pathway Eligibility

Take a daily quiz to earn points
and win prizes or scholarships

Track towards province specific
graduation requirements

Instantly discover post-secondary
opportunities based on courses

100
Points

Data Integration

Completed (12)

Apprenticeships

Planned (12)

Colleges

Required (100/100)

Universities

157
4,532
3,112

Seamless transfer of school courses and student transcripts from any Student
Information System (SIS) and an online course registration option.

Supporting

500,000+

Students Across Canada

1-888-901-5505
info@myBlueprint.ca
www.myBlueprint.ca

Get in touch
Box 65, 1650 Omineca Street | Hazelton, BC, V0J 1P0
Phone: 1-250-842-6780 | Fax 1-250-842-6709
sdsi@gitxsanbusiness.com | www.gitxsanbusiness.com

The Employment Program of British Columbia
is funded by the Government of Canada and
the Province of British Columbia.

