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Executive	Summary	
BUILD	Inc.,	a	social	enterprise	non-profit	contractor	and	a	training	program	for	people	who	face	
barriers	 to	 employment,	 led	 a	 community	 engagement	 and	 planning	 process	 to	 explore	 the	
potential	of	an	Aboriginal	Labour	Market	Intermediary	(LMI)	with	the	community.	

BUILD	engaged	AMR	Associates	to	explore	the	community’s	 interest	 in	an	Aboriginal	LMI	and	
thoughts	 around	what	 an	 LMI	 could	 look	 like	 and	what	 it	 could	 do	 to	 improve	 employment	
outcomes	 for	 Indigenous	 people.	 AMR	 reviewed	 relevant	 literature,	 distributed	 surveys	 and	
conducted	 interviews	 and	 group	 discussions	with	 jobseekers,	 employers,	 the	 post-secondary	
community,	Indigenous	leaders	and	organizations,	community	based	organizations	and	service	
providers,	unions,	governments	and	others.	

This	 report	 presents	 the	 key	 themes	 and	 ideas	 that	 emerged	 from	 these	 conversations	 and	
other	activities,	 including	concerns	expressed	by	the	community,	 lessons	 learned	from	similar	
initiatives	around	Manitoba,	important	considerations	for	engagement	and	the	development	of	
an	LMI,	and	recommendations	based	on	the	findings.	

Why	an	Aboriginal	LMI?	

The	Truth	and	Reconciliation	Commission	of	Canada	called	on	the	corporate	sector	to	provide	
Indigenous	people	with	access	to	 jobs,	training,	and	education	opportunities.	Employers	want	
to	recruit	and	hire	Indigenous	people,	but	they	don’t	know	how	or	where	to	begin.	Indigenous	
people	 are	 a	 young	 and	 growing	 demographic	 who	 aspire	 to	 good	 jobs	 and	 bright	 futures.	
However,	they	may	be	excluded	from	the	labour	force	and	encounter	gaps	and	barriers	in	the	
transition	to	work,	which	hinders	their	successful	and	sustainable	employment.	

At	 its	core,	an	LMI	helps	people	 find	and	keep	good	 jobs.	An	LMI	connects	people	who	want	
jobs	with	the	employers	who	want	to	hire	them,	and	works	with	both	parties	to	help	ease	the	
transition	to	the	workplace.	An	LMI	draws	on	existing	supports	and	services	to	fill	gaps	and	help	
jobseekers	 access	 a	 continuum	 of	 supports	 and	 services	 they	 may	 need	 to	 meet	 their	 own	
training	and	employment	goals.	

While	the	people	AMR	talked	to	(and	the	literature	on	this	topic)	suggested	that	this	approach	
could	help	newcomers	and	other	people	who	have	struggle	 to	 find	decent,	 sustainable	work,	
AMR	 generally	 heard	 that	 the	 people	 who	 could	most	 benefit	 from	 an	 LMI	 are	 Indigenous	
jobseekers.	 With	 respect	 to	 finding	 and	 keeping	 good	 jobs,	 Indigenous	 people	 must	 often	
negotiate	 complicated	 systemic	 barriers,	 such	 as	 poverty,	 lower	 educational	 attainment	 and	
racism.		
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Recommendations	

The	following	recommendations	reflect	what	AMR	heard	from	participants	 in	early	2016,	and	
are	 supported	 by	 a	 growing	 body	 of	 local	 community-based	 research	 and	 the	 Truth	 and	
Reconciliation	Commission’s	 relevant	 calls	 to	action.	 It	was	 clear	 from	our	 conversations	 that	
the	corporate	sector	and	others	are	committed	to	moving	forward	in	the	spirit	of	reconciliation.	

	

RECOMMENDATION	#1:	GOVERNANCE	&	STRUCTURE	

Establish	a	 collaborative	governance	structure	 for	an	 independent	Aboriginal	 Labour	
Market	 Intermediary	 that	 comprises	meaningful	 representation	 of	 the	 stakeholders	
the	 LMI	 engages	 with	 and	 serves,	 including	 Indigenous	 people,	 employers	 and	
industry,	the	post-secondary	community,	 Indigenous	community	based	organizations	
and	service	providers,	unions	and	relevant	government	departments.		

Why	establish	a	governance	structure	with	meaningful	representation	from	all	stakeholders?	

• Programs	and	services	for	Indigenous	people	should	be	designed	by	Indigenous	people	
to	ensure	that	they	are	culturally	appropriate,	grounded	in	Indigenous	ways	of	being	
and	knowing,	and	generate	a	culturally	safe	experience	for	jobseekers.	

• Giving	employers	a	role	in	the	design	and	governance	of	the	LMI	will	generate	buy-in	
and	a	sense	of	ownership	in	this	group,	and	ensure	that	the	LMI	fully	understands	and	
addresses	employer	and	industry	needs.	

• The	post-secondary	community,	community	organizations,	service	providers	and	
governments	have	a	long	history	of	providing	important	services	and	supports	that	
increase	the	employability	of	and/or	employment	opportunities	for	Indigenous	people.	
The	LMI	will	gain	valuable	guidance	from	their	expertise	and	practical	experience.	

• In	some	organized	workplaces,	unions	are	involved	with	recruitment	and/or	retention	
activities,	which	may	affect	the	nature	and	scope	of	the	LMI.	Early	engagement	will	
ensure	that	the	needs	of	these	important	partners	are	taken	into	consideration.	

• This	recommendation	is	consistent	with	two	of	the	Truth	and	Reconciliation	Commission	
of	Canada’s	calls	to	action:		

7.		 “We	call	upon	the	federal	government	to	develop	with	Aboriginal	groups	
a	joint	strategy	to	eliminate	educational	and	employment	gaps	between	
Aboriginal	and	non-Aboriginal	Canadians.”		
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92.		 “We	 call	 upon	 the	 corporate	 sector	 in	 Canada	 to	 ….	 ensure	 that	
Aboriginal	peoples	have	equitable	access	to	jobs,	training,	and	education	
opportunities	 in	 the	 corporate	 sector,	 and	 that	 Aboriginal	 communities	
gain	 long-term	 sustainable	 benefits	 from	 economic	 development	
projects.”	1	

Why	establish	the	LMI	as	an	independent	organization?	

• The	majority	of	participants	supported	the	idea	of	an	LMI	specifically	for	Indigenous	
jobseekers	and	the	employers	who	want	to	hire	them.		

• The	majority	of	participants	agreed	that	an	LMI	should	not	be	housed	within	an	
established	service	provider	because	of:	1)	the	potential	for	conflict	(real	or	perceived);	
2)	the	perception	that	the	LMI	is	attached	to	that	organization	(and	therefore	providing	
services	for	their	existing	clientele	only	and/or	preferential	treatment	for	their	existing	
clientele);	and	3)	concerns	that	the	service	provider	would	maintain	the	status	quo	or	
show	preference	to	their	existing/original	employer	and	community	relationships.	

	

RECOMMENDATION	#2:	DEVELOPING	THE	MODEL	

Establish	 an	 standing	 advisory	body	with	meaningful	 Indigenous	 representation	 and	
employer	and	 industry	 representation	 to	provide	guidance	on	 the	design	of	 the	LMI	
and	ensure	that	it	meets	the	needs	of	Indigenous	jobseekers,	employers	and	Industry.		

Why	establish	an	advisory	body?	

• Programs	and	services	for	Indigenous	jobseekers	should	be	designed	by	Indigenous	
people.	The	people	who	are	the	intended	beneficiaries	should	also	have	input,	including	
Indigenous	jobseekers	and	youth.	

• Employers	should	be	engaged	early,	and	have	a	central	role	in	the	design	of	an	LMI.	
Participation	from	a	range	of	employers,	sector	councils	(the	human	resource	arms	of	
industry	responsible	for	labour	force	needs)	and	industry	representatives	will	help	
establish	relationships	and	ensure	that	the	LMI	addresses	their	needs.	The	LMI	will	work	
in	partnership	with	employers	to	realize	the	opportunities	for	growth	that	present	when	
they	recruit	and	train	an	Indigenous	workforce.	

																																																								
1	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	1-2	(#7)	and	10	
(#92).	
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• This	recommendation	is	consistent	with	the	Truth	and	Reconciliation	Commission	of	
Canada	call	on	the	corporate	sector	to	“ensure	that	Aboriginal	peoples	have	equitable	
access	to	jobs,	training,	and	education	opportunities	in	the	corporate	sector,	and	that	
Aboriginal	communities	gain	long-term	sustainable	benefits	from	economic	
development	projects.”2	

	

RECOMMENDATION	#3:	KEY	FUNCTIONS	OF	THE	LMI	

Develop	a	collaborative	LMI	model	that	serves	several	key	functions	

u 	Facilitate	communication	and	networking	across	stakeholder	communities.	

Why	is	communication	and	networking	a	key	function	of	the	LMI?	

• One	of	an	LMI’s	central	roles	is	relationship	building	across	a	diverse	group	of	stakeholders	
that	otherwise	typically	operate	in	silos	or	small	community	groups.	The	LMI	will	be	in	a	
good	position	to	facilitate	communication	between	stakeholders.	

• There	is	a	clear	need	for	improved	communication	and	more	opportunities	to	network	
between	(and	within)	stakeholder	communities.		

• Improved	communication	could	help	address	these	related	participant	needs	and	desires:	

• Training	meets	employer/industry	needs,		

• Training	is	connected	to	the	labour	market,		

• Stakeholders	can	access	points	of	contact	for	other	stakeholders	communities	(for	
example,	the	post-secondary	community	can	access	industry	representatives),	

• Jobseekers	are	aware	of	career	opportunities	and	other	relevant	information	and	
resources,	and		

• All	stakeholders	are	aware	of	existing	training	and	employment	supports,	programs	and	
services.	

	

	

																																																								
2	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	10	(#92.ii).	
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u 	Help	jobseekers	access	a	continuum	of	supports	and	services	that	enable	them	to	
meet	their	training	and	employment	goals.	

Why	do	jobseekers	need	referrals	and	navigation	assistance?	

• AMR’s	conversations	with	students	point	to	a	need	for	a	central	point	of	contact	where	
people	can	access	employment,	education	and	training	information	and	resources,	and	be	
directed	to	the	right	training	centres,	education	institutions,	CBOs	and	service	providers,	or	
employers,	as	needed.	They	don’t	know	about	resources	that	can	help	them,	where	to	look	
for	information	and	for	job	postings,	or	how	to	apply	once	they’ve	found	something	
interesting.	

• Jobseekers	may	have	a	need	for	supports	and	services	that	existing	service	providers	are	
not	funded,	mandated	or	otherwise	able	to	provide.	Additionally,	a	jobseeker	might	find	
that,	to	be	employable	in	their	chosen	career,	they	need	additional	skills	(including	basic	
job-readiness	skills)	and	training.	An	LMI	could	help	move	these	jobseekers	through	a	
continuum	of	supports	and	services	(pre-	and	post-employment)	that	will	enable	them	to	
meet	their	training	and	employment	goals	by	directing	(and	redirecting)	them	to	service	
providers,	CBOs,	the	post-secondary	community	and	others.		

• Representatives	of	the	post-secondary	community,	community	organizations	and	other	
service	providers	raised	concerns	around	duplication	of	services	and	competition	for	
funding;	however,	what	appealed	to	them	was	that	an	LMI	could	partner	to	help	fill	some	of	
the	gaps	that	make	it	hard	for	Indigenous	jobseekers	to	meet	their	training	and	
employment	goals.		

u	 Provide	 (access	 to)	 comprehensive	 cultural	 supports	 for	 First	 Nations,	 Inuit	 and	
Metis	jobseekers.	

Why	provide	jobseekers	with	access	to	Elders,	cultural	activities	and	resources?	

• Training	and	employment	programs	that	provide	jobseekers	with	access	to	cultural	
opportunities,	integrate	Indigenous	peoples’	identity,	culture,	knowledge,	and	ways	of	
being,	and	provide	employers	with	access	to	cultural	awareness	education	“have	the	
greatest	impact”.3		Anecdotal	evidence	also	indicates	that,	by	supporting	the	cultural	safety	
of	First	Nations,	Inuit	and	Metis	jobseekers,	these	activities	increase	the	likelihood	that	they	
will	gain	sustainable	employment.	

																																																								
3	Carole	O’Brien	and	Shauna	MacKinnon,	The	Labour	Market	Intermediary	as	a	strategy	for	Indigenous	
employment:	a	survey	of	other	jurisdictions,	unpublished	draft,	2016,	5.		
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u 	Work	with	employers	 and	 industry	 to	meet	 their	 labour	 force	needs	with	 skilled	
Indigenous	jobseekers.	

Why	provide	employers	with	recruitment	support?	

• Employers	want	to	hire	Indigenous	jobseekers	but	don’t	know	where	to	begin.	The	LMI	will	
provide	the	point	of	contact	that	employers	need	to	recruit	Indigenous	jobseekers.	

• The	LMI	will	work	with	employers	and	the	post-secondary	community	to	ensure	that	
jobseekers	have	the	skills	they	need	to	be	successfully	employed	and	meet	employer	
expectations	and	needs,	particularly	in	the	areas	of	‘soft’	skills	(job-readiness).		

• The	LMI	will	work	with	employers	to	remove	unintended	barriers	in	their	recruitment	and	
hiring	processes.	Working	in	partnership,	the	LMI	and	employers	would	come	up	with	
unique	and	innovative	solutions	to	address	applicants’	barriers	and	ultimately	help	
employers	recruit,	hire	and	retain	Indigenous	jobseekers.	

u 	Provide	cultural	education	and	other	supports	 for	employers	 to	help	 them	retain	
Indigenous	employees.	

Why	provide	cultural	education	for	employers?	

• The	LMI	will	work	with	employers	and	industry	to	transform	organizational	cultures	into	
workplaces	where	Indigenous	people	can	experience	cultural	safety,	and	where	Indigenous	
employees	can	succeed.		

• The	majority	of	employers	and	unions	thought	cultural	awareness	education	is	an	important	
part	of	reconciliation	and	the	successful	recruitment	and	retention	of	Indigenous	
jobseekers.	Most	indicated	their	interest	in	this	type	of	training.	Anecdotal	evidence	
suggests	that	cultural	awareness	education	may	increase	employers’	willingness	to	recruit	
and	hire	Indigenous	jobseekers	and,	therefore,	may	form	an	important	part	of	the	LMI’s	
employer	engagement	strategy.		

• This	recommendation	is	consistent	with	the	Truth	and	Reconciliation	Commission	of	
Canada’s	call	on	the	corporate	sector	to	“provide	education	for	management	and	staff	on	
the	history	of	Aboriginal	peoples,	including	the	history	and	legacy	of	residential	schools,	the	
United	Nations	Declaration	on	the	Rights	of	Indigenous	Peoples,	Treaties	and	Aboriginal	
rights,	Indigenous	law,	and	Aboriginal–Crown	relations.	This	will	require	skills	based	training	
in	intercultural	competency,	conflict	resolution,	human	rights,	and	anti-racism.”4	

																																																								
4	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	10	(#92.iii).	
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u	Provide	ongoing	transitional	supports	for	Indigenous	workers	and	their	employers.	

Why	provide	transitional	supports	for	employees	and	employers?	

• A	gap	in	service	exists	in	the	transition	to	work,	in	part	because	service	providers’	funding	is	
typically	client-focused,	meaning	that	service	providers	generally	are	not	funded	or	
mandated	to	provide	services	beyond	the	training	period,	or	to	provide	services	for	
employers.	

• The	LMI	will	help	new	employees	and	employers	address	any	issues	or	challenges	that	may	
arise	in	the	transition	to	work.		

• Many	participants	suggested	that	the	LMI	should	connect	jobseekers	with	Indigenous	
mentors,	which	may	help	ease	the	transition	to	work,	improve	retention	and	employment	
outcomes,	generally,	and	support	career	development	activities	that	will	help	Indigenous	
workers	advance	to	leadership	positions	within	their	chosen	careers.		

	

RECOMMENDATION	#5:	IMPLEMENTATION	

Staff	the	LMI	with	Indigenous	people.	

Why	staff	it	with	Indigenous	people?	

• Programs	and	services	for	Indigenous	people	should	be	designed	and	delivered	by	
Indigenous	people.	They	will	bring	their	own	experience-based	knowledge	and	
understanding	of	the	barriers	and	challenges	that	Indigenous	jobseekers	may	face,	and	
from	that,	will	be	better	able	to	work	with	their	clients	to	develop	effective	strategies	to	
address	them.	

• Jobseekers	need	a	peer	that	they	can	talk	to	about	the	hard	stuff,	who	can	provide	
mentorship,	and	model	positive	workplace	behaviours	and	attitudes	for	jobseekers.		

• Being	able	to	develop	relationships	and	work	with	Indigenous	staff	will	help	employers	
understand	the	experiences	and	needs	of	their	Indigenous	employees,	and	effectively	
address	challenges	that	may	arise	in	their	workplace.	
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Framework	for	an	Aboriginal	Labour	Market	Intermediary	

Purpose	

To	help	Indigenous	jobseekers	find	and	keep	good	jobs	

Goals	

To	help	Indigenous	jobseekers	meet	their	training	and	employment	goals	by:		

• Identifying	and	removing	the	barriers	that	jobseekers	may	encounter	

• Guiding	jobseekers	through	the	continuum	of	supports	and	services	they	may	require	

• Connecting	jobseekers	with	cultural	supports	and	culturally	appropriate	programs	and	services	

• Providing	access	to	Indigenous	mentors,	liaisons	and	other	activities	and	resources	to	support	
jobseekers	in	the	transition	to	work	

To	help	employers	recruit,	hire	and	retain	an	Indigenous	workforce	by:	

• Providing	a	point	of	contact	for	employers	and	industry	representatives	to	access	Indigenous	
engagement	and	recruitment	services	

• Working	with	employers	to	remove	unintended	barriers	in	their	recruitment	and	hiring	
processes	

• Connecting	employers	with	cultural	awareness	education	and	resources	to	create	workplaces	
where	Indigenous	employees	can	achieve	successful	and	sustainable	employment	

• Helping	employers	address	challenges	that	may	arise	in	the	transition	to	work	to	support	the	
retention	of	Indigenous	employees	

To	facilitate	communication	and	networking	between	the	training	and	employment	communities	to:	

• Link	training	with	labour	market	demands	and	employer	needs	and	improve	collaboration	
between	stakeholder	communities,	generally	

• Provide	stakeholders	with	points	of	contact	to	improve	information	sharing	within	and	between	
stakeholder	groups	

• Provide	stakeholders	with	awareness	of	and	access	to	existing	training	and	employment	
supports,	programs	and	services,	including	job	opportunities	
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Areas	for	Action	

Engagement	&	Relationship	Building	

Collaborative	Planning	and	Governance		

Principles		

v Commitment	to	ongoing	engagement	with	First	Nations,	Metis	and	Inuit	peoples	and	organizations,	
employers	and	industry	representatives,	the	post-secondary	community,	community	based	
organizations	and	service	providers,	unions,	governments	(Indigenous,	municipal,	provincial	and	
federal)	and	other	stakeholders.	

v Recognition	that	authentic	relationships	are	the	foundation	of	sustainable	partnerships.		

• Acknowledgement	that	collaborative	planning	and	governance	will	support	the	needs	of	all	
stakeholders	and	generate	the	highest	potential	for	sustainable	success.		

v Commitment	to	shared	authority,	responsibility,	and	accountability.	

v Commitment	to	move	forward	in	the	spirit	of	reconciliation	between	Indigenous	and	non-
Indigenous	peoples,	organizations	and	communities.	

v Acknowledgement	of	the	diversity	within	and	between	First	Nations,	Metis	and	Inuit	peoples.	

v Recognition	that	programs	and	services	for	Indigenous	people	should	be	designed	and	delivered	by	
Indigenous	people.	
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Introduction	
Building	Urban	 Industries	 for	 Local	Development	 (BUILD)	 Inc.	 is	 a	 social	 enterprise	non-profit	
contractor	 and	 a	 training	program	 for	 people	who	 face	barriers	 to	 employment.	 BUILD	 led	 a	
community	engagement	and	planning	process	to	explore	the	potential	of	an	Aboriginal	Labour	
Market	Intermediary	(LMI)	with	the	community.		

BUILD	engaged	AMR	Associates	to	explore	the	community’s	 interest	 in	an	Aboriginal	LMI	and	
gather	 insights	 and	 ideas	 from	 jobseekers,	 employers,	 the	 post-secondary	 community,	
Indigenous	 leaders	 and	 organizations,	 CBOs	 and	 service	 providers,	 unions,	 governments	 and	
others.	 AMR	 is	 an	 Indigenous-owned	 company	 with	 extensive	 experience	 designing	 and	
facilitating	conversations	with	diverse	stakeholder	groups.		

To	 gather	 information	 for	 this	 project,	 AMR	 reviewed	 relevant	 literature	 to	 develop	 an	
understanding	of	context,	distributed	surveys	designed	for	students,	employers,	and	the	post-
secondary	 community,	 and	met	 and	 talked	 with	 representatives	 individually	 and	 in	 small	 or	
large	 groups.	 For	 a	 list	 of	 the	 organizations	 that	 contributed	 to	 the	 project,	 please	 see	 the	
Acknowledgements.	 AMR’s	 approach	 and	 major	 activities	 are	 described	 in	 more	 detail	 in	
Appendix	1.	The	conversations	 focused	on	exploring	 the	potential	of	an	LMI	 to	 fill	 the	gap	 in	
service	for	jobseekers	in	the	transition	to	work,	what	an	LMI	could	look	like	and	what	it	could	
do	to	improve	employment	outcomes	for	Indigenous	people.		

The	following	report	presents	the	key	themes	and	ideas	that	emerged	from	these	conversations	
and	 other	 activities,	 including	 concerns	 expressed	 by	 the	 community,	 lessons	 learned	 from	
similar	 initiatives	 around	 Manitoba,	 considerations	 for	 engagement	 and	 development	 of	 an	
LMI,	and	recommendations	based	on	the	findings.	
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What	is	a	Labour	Market	Intermediary	(LMI)?	

Essentially,	an	LMI	connects	people	who	want	jobs	with	the	employers	who	want	to	hire	them.		

There	are	a	variety	of	ways	in	which	an	LMI	can	improve	employment	outcomes	for	Indigenous	
people.	An	LMI	can	develop	peoples’	employability,	support	them	through	the	transition	to	the	
workplace,	 work	 with	 employers	 to	 transform	 their	 organizational	 cultures	 into	 workplaces	
where	 Indigenous	 jobseekers	 can	 succeed,	 and	 advocate	 for	 systemic	 changes	 that	 improve	
educational	outcomes	for	Indigenous	people,	for	examples.		

Ultimately,	 an	 LMI	 serves	 the	 needs	 and	 interests	 of	 both	 Indigenous	 jobseekers	 and	 the	
employers	 who	 want	 to	 hire	 them.	 An	 LMI	 would	 work	 with	 jobseekers	 and	 employers	 to	
support	Indigenous	recruitment,	employment	and	retention.		
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Why	an	Aboriginal	LMI?	
Over	the	last	decade,	a	growing	body	of	research	has	concluded	that	an	LMI	is	an	effective	way	
to	 help	 individuals	 who	 have	 struggled	 to	 find	 and	 keep	 work	 move	 into	 good	 jobs.5	This	
includes	 Indigenous	 peoples,6	newcomers,	 visible	minorities,	 and	 others	 who	may	 encounter	
barriers	and	challenges	related	to	education	and	employment.		

So	why	an	Aboriginal	LMI?	Consistent	with	research	findings,	the	people	AMR	talked	to	agreed	
that	 this	 approach	 could	 help	 newcomers	 and	 others.	 They	 also	 noted	 that,	 in	 Winnipeg,	
Indigenous	 people	 are	 faced	 with	 some	 of	 the	most	 complicated	 and	 systemic	 barriers,	 like	
poverty,	lower	educational	attainment	and	racism.	They	are	the	people	who	could	most	benefit	
from	an	LMI.		

Indigenous	peoples	are	a	young,	growing	demographic	

In	2014,	the	Aboriginal	population	accounted	for	10.2	percent	of	Manitoba’s	entire	population	
(ages	 15	 and	 up)	 –	 the	 highest	 proportion	 among	 all	 provinces.7	In	 addition	 to	 being	 a	 large	
group	of	individuals	who	can	exert	considerable	influence	on	the	labour	market	and	economy,	
Indigenous	peoples	are	a	young	and	rapidly	growing	demographic.		

• The	Aboriginal	population,	as	a	whole,	is	much	younger	than	the	non-Aboriginal	
population.	In	2014,	the	median	age	of	the	Aboriginal	population	in	Manitoba	was	24.4	
years,	as	compared	to	40.7	for	the	non-Aboriginal	population.8		Because	of	this,	
Aboriginal	people	will	constitute	a	significant	proportion	of	new	entrants	into	the	labour	
market,	filling	the	jobs	left	by	older,	retiring	workers.		

																																																								
5	See,	for	instance,	Garry	Loewen,	Jim	Silver,	Martine	August,	Patrick	Bruning,	Michael	MacKenzie	and	
Shauna	Meyerson,	Moving	Low-Income	People	in	Winnipeg’s	Inner	City	Into	Good	Jobs:	Evidence	on	
What	Works	Best,	Canadian	Centre	for	Policy	Alternatives,	2005.	Ray	Silvius	and	Shauna	MacKinnon,	
Making	employment	work:	Connecting	multi-barriered	Manitobans	to	good	jobs,	Canadian	Centre	for	
Policy	Alternatives,	2012.	Shauna	MacKinnon,	Making	the	Case	for	an	Aboriginal	Labour	Market	
Intermediary:	A	Community	Based	Solution	to	Improve	Labour	Market	Outcomes	for	Aboriginal	People	
in	Manitoba,	Manitoba	Law	Journal,	37:	2,	2014,	277-301.	Kirsten	Bernas	and	Shauna	MacKinnon,	
Making	the	Case	for	a	Labour	Market	Intermediary:	The	Experience	of	BUILD	(Winnipeg:	Canadian	
Centre	for	Policy	Alternatives),	March	2015.		
6	For	the	purposes	of	this	report,	the	terms	Indigenous	and	Aboriginal	refer	to	First	Nations,	Metis	and	
Inuit	peoples.	Out	of	respect	for	the	current	preferences	for	First	Nations,	Metis	and	Inuit	peoples,	the	
term	Indigenous	will	be	used	wherever	possible.		
7	Employment	and	Social	Development	Canada,	“Aboriginal	Skills	and	Employment	Training	Strategy,”	
Aboriginal	Labour	Market	Bulletin	4:1	(Spring	2015).	
8	Statistics	Canada,	“Winnipeg,”	NHS	Focus	on	Geography,	2015.	
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• Aboriginal	peoples	are	also	a	faster	growing	population	than	non-Aboriginal	Canadians.9	
Between	2006	and	2011,	the	Aboriginal	working-age	(25-64	years	old)	population	grew	
by	21	percent.	Between	that	same	period,	the	number	of	other	Canadians	in	that	age	
group	grew	by	only	5	percent.10		

Indigenous	peoples	comprise	a	large	population	excluded	from	the	labour	force	

More	 Indigenous	 people	 are	 entering	 the	 labour	market,	 but	 they	 aren’t	 necessarily	 finding	
good	jobs.		

The	 extent	 to	 which	 Aboriginal	 people	 are	
excluded	from	the	labour	force	is	evidenced	by	
the	 similar	 participation	 rates11 	of	 Aboriginal	
and	 other	 Manitobans	 (65.5	 percent	 and	 68.2	
percent,	 respectively)	 and	 the	 disparities	 in	
employment	 rates 12 	(59.4	 percent	 and	 65	
percent,	 respectively)	 and	 unemployment	
rates.13	

In	2011,	 the	unemployment	rate14	for	working-
age	 Aboriginal	 people,	 nationally,	 was	 more	
than	 twice	 the	 unemployment	 rate	 for	 other	
Canadians	 (13	 percent	 and	 6	 percent,	
respectively).15	Provincially,	 things	 aren’t	 much	
better	 –	 in	 2014,	 the	 unemployment	 rate	 of	
Aboriginal	Manitobans	was	9.3	percent,	while	it	
was	4.7	percent	for	other	Manitobans.16	

																																																								
9	Several	factors,	including	fertility	rates	and	ethnic	mobility	(changes	to	the	way	a	person	self-reports	
their	identify	over	a	lifetime),	contribute	to	Indigenous	peoples’	higher	growth	rate.	
10	Government	of	Canada,	“Fact	Sheet	-	2011	National	Household	Survey	Aboriginal	Demographics,	
Educational	Attainment	and	Labour	Market	Outcomes,”	Indigenous	and	Northern	Affairs,	2013.	
11	The	participation	rate	reflects	the	number	of	employed	and	unemployed	people	who	are	actively	
looking	for	work	as	a	percentage	of	the	labour	force.	
12	The	employment	rate	reflects	the	number	of	employed	persons	as	a	percentage	of	the	labour	force.		
13	Government	of	Canada,	“Aboriginal	Skills	and	Employment	Training	Strategy,”	ESDC	Aboriginal	
Programs,	2015.	
14	The	unemployment	rate	is	the	number	of	unemployed	persons	as	a	percentage	of	the	labour	force.		
15	Government	of	Canada,	2013.			
16	Government	of	Canada,	2015.	

A	good	job	
In	“Indigenous	and	Newcomer	Young	People’s	

Experiences	of	Employment	and	Unemployment,”	
Keely	Ten	Fingers	talked	with	Indigenous	and	

newcomer	youth	about	their	employment	
experiences.	The	youth	defined	a	‘good	job’	as	

“one	that	enables	individuals	to	pay	their	bills	and	
to	look	after	themselves	and	their	families.	It	is	also	
one	where	the	environment	and	employer	are	non-	

judgmental.	Some	also	describe	a	“good	job”	as	
one	that	provides	for	professional	development,	
allows	for	advancement,	and	is	secure.	A	number	
of	women	in	this	study	describe	it	as	one	that	is	

free	from	sexual	harassment.”	
	
Source:	 Keely	 Ten	 Fingers,	 “Indigenous	 and	 Newcomer	
Young	 People’s	 Experiences	 of	 Employment	 and	
Unemployment,”	Drawing	on	our	Strengths:	State	of	the	
Inner	City	 Report	 2015	 (Winnipeg:	 Canadian	Centre	 for	
Policy	Alternatives-Manitoba),	2015,	39.	



	

	
5	

Indigenous	jobseekers	want	good	jobs	but	they	encounter	many	barriers	

The	 Indigenous	 jobseekers	 that	 AMR	 talked	 to	 (and,	 as	 recent	 research	 shows,	 many	
other	young	Indigenous	jobseekers17)	aspire	to	good	jobs,	have	positive	visions	for	their	futures,	
and	want	to	join	the	labour	force.	In	spite	of	this,	Indigenous	people	in	Winnipeg,	when	working	
towards	 their	 training	 and	 employment	 goals,	 typically	 encounter	 a	 number	 of	 barriers	 and	
challenges	when	trying	to	find	and	keep	good	jobs.	These	include:	

• Racism	&	discrimination,	

• Educational	requirements,	

• Poverty,	

• Criminal	records,	

• No	driver’s	license	or	transportation,	and	

• Hard	to	access	information	and	resources.	

Racism	&	discrimination	

Indigenous	 people	 in	 Winnipeg	 continue	 to	 experience	 racism	 and	 discrimination.	 In	 recent	
conversations	 with	 Indigenous	 and	 newcomer	 youth,	 Keely	 Ten	 Fingers	 heard	 stories	 of	
discrimination	 in	 employers’	 hiring	 practices	 and	 on	 the	 job.	 These	 ranged	 from	 racism	
throughout	the	application	and	interview	processes	to	management	complicity	and	inaction	in	
response	 to	discriminatory	practices	 (for	 example,	 participants	were	 subjected	 to	derogatory	
remarks	and	stereotypes	about	their	cultures	and	peoples).18 

These	 things	add	up	 to	a	culturally	unsafe	workplace.	A	culturally	 safe	environment	 is	one	 in	
which	an	individual	does	not	feel	compromised	or	threatened	because	of	their	cultural	identity.	
In	a	culturally	safe	workplace,	an	employee	can	be	him	or	herself,	without	fear	of	“any	actions	
that	diminish,	demean	or	disempower	[their]	cultural	identity	and	well-being.”19	It	is	typically	a	

																																																								
17	See	Keely	Ten	Fingers,	“Indigenous	and	Newcomer	Young	People’s	Experiences	of	Employment	and	
Unemployment,”	Drawing	on	our	Strengths:	State	of	the	Inner	City	Report	2015	(Winnipeg:	Canadian	
Centre	for	Policy	Alternatives-Manitoba),	2015.	Environics	Institute,	“Urban	Aboriginal	Peoples	Study”	
(Canada:	Interprovincial	Group),	2010.		
18	Keely	Ten	Fingers,	2015.	
19	C.	Cooney	(1994)	as	cited	in	Simon	Brascoupé	and	Catherine	Waters,	“Cultural	Safety:	Exploring	the	
Applicability	of	the	Concept	of	Cultural	Safety	to	Aboriginal	Health	and	Community	Wellness,”	Journal	of	
Aboriginal	Health	(2009):	7.		
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reflection	of	the	management	and	staff’s	cultural	awareness,	empathy	and	sensitivity,	but	can	
also	result	from	something	as	simple	as	respect.	

Educational	requirements	

Educational	 requirements	 for	 further	 education	 and	 training	 or	 employment	 may	 eliminate	
applicants	who	have	not	completed	high	school.	This	may	disproportionately	impact	Indigenous	
applicants.	 In	2011,	40.5	percent	of	working-age	 Indigenous	people	 living	 in	Winnipeg’s	 inner	
city	 had	 no	 high	 school	 certificate.20	To	 a	 large	 extent,	 these	 educational	 gaps	 exist	 because	
Indigenous	peoples	are	underserved	by	the	education	system.21		

Poverty	

Poverty	is	a	major	contributor	to	poorer	educational	outcomes.	It’s	a	vicious	circle;	as	Jim	Silver	
wrote,	“Nothing	moves	a	family	out	of	poverty	faster	than	landing	a	good	job.”22	However,	if	an	
individual	doesn’t	complete	high	school,	 it’s	harder	 to	 find	a	good	 job	that	 is	stable	and	pays	
well.	

Criminal	records	

Hiring	 criteria	 that	 eliminates	 applicants	 who	 have	 a	 criminal	 record	may	 disproportionately	
impact	Indigenous	applicants,	who	are	overrepresented	in	the	criminal	justice	system	because	
of	 systemic	 issues	 including	 effects	 of	 the	 residential	 school	 system,	 experiences	 in	 the	 child	
welfare	system,	poverty,	and	a	lack	of	formal	education,	to	name	a	few.23	

No	driver’s	license	or	transportation	

Not	 having	 a	 driver’s	 license	 or	 transportation	may	 limit	 choice	 in	 training	 and	 employment	
opportunities,	and	can	impact	punctuality	and	employers’	perception	of	employees’	work	ethic.	

																																																								
20	Darren	Lezubski	and	Jim	Silver,	“High	and	Rising	Revisited:	Changes	in	Poverty	and	Related		Inner	City	
Characteristics	1996	to	2011,”	Drawing	on	Our	Strengths:	State	of	the	Inner	City	Report	2015	(Winnipeg:	
Canadian	Centre	for	Policy	Alternatives-Manitoba),	December	2015,	23.	
21	Government	of	Canada,	“Backgrounder:	Aboriginal	Offenders	–	A	Critical	Situation,”	Office	of	the	
Correctional	Investigator,	2013,	http://www.oci-bec.gc.ca/cnt/rpt/oth-aut/oth-aut20121022info-
eng.aspx.		
22	Jim	Silver,	“Beneath	the	Surface	and	Beyond	the	Present:	Gains	in	Fighting	Poverty	in	Winnipeg’s	Inner	
City,”	Drawing	on	Our	Strengths:	State	of	the	Inner	City	Report	2015	(Winnipeg:	Canadian	Centre	for	
Policy	Alternatives-Manitoba),	December	2015,	63.	
23	Government	of	Canada,	Office	of	the	Correctional	Investigator,	2013.	



	

	
7	

Some	jobs	require	a	driver’s	license	and	access	to	a	vehicle,	and	applicants	may	be	eliminated	in	
the	hiring	process	if	their	household	doesn’t	own	a	vehicle.	

Hard	to	access	information	and	resources	

It	can	be	tough	 for	 jobseekers	 to	 find	the	right	 information	and	access	appropriate	resources	
and	employment	opportunities.	Young	people	in	conversations	with	Keely	Ten	Finger	cited	“not	
knowing	where	to	look	for	work	or	how	to	apply”	as	a	major	barrier.24	To	make	matters	worse,	
jobseekers	 may	 have	 trouble	 accessing	 and	 navigating	 the	 complicated	 post-secondary	 and	
community	service	systems	they	need	to	find	and	keep	a	good	job.		

There	is	a	gap	in	service	for	Indigenous	peoples	in	the	transition	from	training	to	employment	

A	2014	article	 identified	a	"gap	 in	service"	for	urban	Indigenous	people	 in	the	transition	from	
training	 to	 employment.25		 This	 gap,	 author	 Shauna	 MacKinnon	 explains,	 exists	 for	 three	
important	reasons:	

• Many	of	the	individuals	who	participate	in	training	have	had	no	previous	attachment	to	
the	labour	market.	

• Employers	are	often	not	prepared	for	workers	who	aren’t	job	ready	and	have	limited	
work	experience.	

• There	continues	to	be	a	cultural	divide	between	Indigenous	and	non-Indigenous	people	
and	racism	remains	an	issue	in	many	workplaces.26	

MacKinnon	concludes	that	an	LMI	could	serve	to	fill	existing	gaps	in	the	transition	from	training	
to	employment,	support	the	work	of	training	providers	and	community	organizations,	and	build	
stronger	links	between	employers	and	jobseekers.		

Employers	want	to	hire	Indigenous	workers	but	they	don’t	know	how	or	where	to	begin	

In	conversations	with	The	Conference	Board	of	Canada,	employers	spoke	about	their	interest	in	
hiring	 Indigenous	 workers	 as	 well	 as	 their	 challenges	 related	 to	 Indigenous	 recruitment	 and	
retention.27	In	our	recent	conversations	with	employers,	representatives	reiterated	their	desire	

																																																								
24	Keely	Ten	Fingers,	2015,	44.	
25	Shauna	MacKinnon,	2014.	
26	Shauna	MacKinnon,	Making	the	Case	for	an	Aboriginal	Labour	Market	Intermediary:	A	Community	
Based	Solution	to	Improve	Labour	Market	Outcomes	for	Aboriginal	People	in	Manitoba,	Manitoba	Law	
Journal,	37:	2	(2014),	284-285.	
27	Alison	Howard	et	al,	“Understanding	the	Value,	Challenges,	and	Opportunities	of	Engaging	Metis,	Inuit	
and	First	Nations	Workers”	(Canada:	The	Conference	Board	of	Canada),	2012.	
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to	 hire	 Indigenous	 workers	 and	
expressed	 an	 interest	 in	 developing	
more	representative	workforces	through	
Indigenous	 recruitment.	 The	 problem	 is	
that	 most	 don’t	 know	 where	 to	 begin	
looking	 for	qualified	 Indigenous	workers	
and	they	don’t	have	the	time	to	figure	it	
out.		

An	 LMI	 offers	 an	 approach	 that	 can	
address	 some	 of	 the	 challenges	 that	
employers	who	want	 to	hire	 Indigenous	
workers	 may	 encounter.	 An	 LMI	 could	
help	 employers	 identify	 and	 address	 some	 of	 the	 unintended	 barriers	 in	 their	 recruitment	
practices,	 help	 them	 connect	 with	 Indigenous	 jobseekers,	 and	 provide	 supports	 to	 both	
employers	and	new	hires	that	improve	retention.	

Reconciliation	

The	Truth	and	Reconciliation	Commission	of	Canada	delivered	its	final	reports	in	2015.	In	Calls	
to	Action,	the	TRC	issued	94	recommendations	to	help	redress	the	legacy	of	residential	schools	
and	advance	the	process	of	reconciliation	in	Canada.	

Reconciliation	 is	 a	 process	 that	 involves	 actively	 learning	 about	 Indigenous	 peoples,	 and	
understanding	 how	 the	 policies	 and	 practices	 of	 government	 and	 others	 (including,	 but	 not	
limited	 to,	 the	 Indian	 Act,	 residential	 schools	 and	 the	 Sixties	 Scoop)	 have	 contributed	 to	
Indigenous	 peoples’	 current	 challenges	 in	 areas	 such	 as	 education	 and	 employment.	 We’ve	
learned	 from	 jobseekers	and	community	 representatives	 that	a	 lack	of	understanding	around	
the	impacts	of	historic	experiences	on	the	present-day	experiences	of	Indigenous	peoples	can	
lead	to	racism	and	(unintended)	discrimination	in	the	application	and	hiring	processes	and	on	
the	job.	Employers	have	an	important	opportunity	to	be	part	of	reconciliation	by	training	and	
hiring	 qualified	 Indigenous	 people,	 and	 helping	 transform	 their	 businesses	 into	 workplaces	
where	Indigenous	employees	can	experience	cultural	safety	and	employment	success.	

Today,	there	are	still	few	economic	opportunities	on	most	First	Nations	reserves	and	education	
is	 seriously	 underfunded	 in	 those	 communities.	 The	 TRC	 presents	 a	 number	 of	
recommendations	 that	 focus	 on	 eliminating	 gaps	 in	 Indigenous	 education	 and	 employment,	
including	a	call	for	cultural	awareness	education	in	the	corporate	sector.	

7.		 We	call	upon	the	federal	government	to	develop	with	Aboriginal	groups	a	joint	
strategy	 to	 eliminate	 educational	 and	 employment	 gaps	 between	 Aboriginal	

What	is	a	representative	workforce?	
One	participant	explained	that	a	representative	workforce	

represents	the	population	or	community	that	you’re	
serving.	“It	has	teeth,”	he	said,	“unlike	employment	equity,	
which	has	a	lot	of	gaps.”	Employment	equity	also	has	the	

drawback	of	corresponding	myths	about	quotas	and	under-
qualified	hires.	

	
On	developing	a	representative	workforce	strategy,	one	

employer	said,	“We	held	up	mirror	and	recognized	that	our	
hiring	standards	didn’t	reflect	what	we	needed	in	an	

employee,	and	we	were	effectively	keeping	75	percent	of	
the	labour	market	from	applying.”	
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and	non-Aboriginal	Canadians.		

92.		 We	 call	 upon	 the	 corporate	 sector	 in	 Canada	 to	 adopt	 the	 United	 Nations	
Declaration	 on	 the	 Rights	 of	 Indigenous	 Peoples	as	 a	 reconciliation	 framework	
and	 to	 apply	 its	 principles,	 norms,	 and	 standards	 to	 corporate	 policy	 and	 core	
operational	activities	involving	Indigenous	peoples	and	their	lands	and	resources.	
This	would	include,	but	not	be	limited	to,	the	following:		

i. Commit	to	meaningful	consultation,	building	respectful	relationships,	and	
obtaining	the	free,	prior,	and	informed	consent	of	Indigenous	peoples	
before	proceeding	with	economic	development	projects.		

ii. Ensure	that	Aboriginal	peoples	have	equitable	access	to	jobs,	training,	
and	education	opportunities	in	the	corporate	sector,	and	that	Aboriginal	
communities	gain	long-term	sustainable	benefits	from	economic	
development	projects.		

iii. Provide	education	for	management	and	staff	on	the	history	of	Aboriginal	
peoples,	including	the	history	and	legacy	of	residential	schools,	the	
United	Nations	Declaration	on	the	Rights	of	Indigenous	Peoples,	Treaties	
and	Aboriginal	rights,	Indigenous	law,	and	Aboriginal–Crown	relations.	
This	will	require	skills	based	training	in	intercultural	competency,	conflict	
resolution,	human	rights,	and	anti-racism.28	

As	 Carole	O’Brian	 and	 Shauna	MacKinnon	have	observed,	 these	 recommendations	 are	 “[t]he	
best	argument	for	establishing	Aboriginal	labour	market	intermediaries.”29	

		 	

																																																								
28	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	p.1-2	(#7)	and	10	
(#92).	
29	Carole	O’Brien	and	Shauna	MacKinnon,	“The	Labour	Market	Intermediary	as	a	strategy	for	Indigenous	
employment:	a	survey	of	other	jurisdictions,”	unpublished	draft,	2016,	41.		
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Key	themes	emerging	from	conversations	
The	 following	 sections	 present	 the	 key	 themes	 and	 ideas	 that	 emerged	 from	 AMR’s	
conversations	 with	 the	 community.	 These	 sections	 will	 explore	 the	 broad	 range	 of	 insights,	
ideas	and	suggestions	that	AMR	heard	in	response	to	discussions	around:	

• What	an	LMI	could	do,	specifically,	to	support	various	stakeholder	groups,		

• What	an	LMI	could	look	like,		

• Concerns	and	ways	to	address	or	respond	to	them,	and	

• Important	considerations	for	engagement	and	development	of	an	LMI,	including	
community	needs	and	who	to	involve	in	the	design	and	implementation	of	an	LMI.	

Support	for	an	LMI	

The	majority	of	people	whom	AMR	met	with	agreed	that	a	labour	market	intermediary	(LMI)	is	
a	good	model	for	Indigenous	jobseekers	and	the	employers	who	want	to	hire	them.		

An	 Aboriginal	 LMI	 could	 provide	 important	 supports	 and	 services	 for	 jobseekers	 in	 the	
transition	to	work.	

In	 the	 survey	 for	 students	 and	 trainees,	 all	
respondents	 thought	 that	 an	 LMI	 for	
Indigenous	jobseekers	was	a	good	idea.		

Service	providers	acknowledged	that	an	LMI	
model	 that	 could	 help	 Indigenous	
jobseekers	meet	their	employment	goals.	

Employers	also	saw	a	role	for	an	LMI	 in	the	
transition	 to	 employment	 when	 extra	
support	 may	 be	 required	 to	 retain	 the	
jobseeker.	

An	 LMI	 could	 provide	 valuable	 and	 welcomed	 supports	 and	 services	 for	 employers	 (and	
unions	in	organized	workplaces)	to	help	improve	their	Indigenous	recruitment	and	retention	
activities,	as	well	as	the	experiences	and	outcomes	of	their	Indigenous	workforce.	

In	 the	 surveys,	 all	 students	 and	 post-secondary	 representatives	 thought	 an	 LMI	 could	 offer	
services	 to	 employers	 that	 would	 support	 the	 recruitment	 and	 retention	 of	 Indigenous	
employees.	

“They	could	gear	me	towards	the	right	employers	that	
will	hire	a	person	of	my	descent	and	background.”	

	

“I	can	see	how	our	students	would	benefit.”	

	

“An	LMI	could	play	a	role	when	employees	might	need	
a	little	more	support	or	training	to	keep	their	jobs.”	

	



	

	
11	

Employers	 saw	 many	 ways	 that	 an	 LMI	 could	 help	
them	recruit,	hire	and	retain	an	Indigenous	workforce.	

	

An	LMI	could	support	and	enhance	the	good	work	of	community	based	organizations,	service	
providers,	and	the	post-secondary	community.	

Service	providers	suggested	that	an	LMI	could	engage	and	build	relationships	with	employers	
and	 industry	 on	 behalf	 of	 the	 post-secondary	 community,	 connect	 the	 post-secondary	 and	
employment	communities,	and	fill	gaps	in	supports	and	services	that	existing	organizations	are	
currently	not	funded,	mandated	or	otherwise	able	to	provide.	In	small	groups,	representatives	
of	the	post-secondary	community	acknowledged	that	they	
typically	 don’t	 have	 the	 resources	 to	 attend	 to	 the	 full	
range	 of	 students’	 needs	 –	 that	 falls	 on	 individual	
employees	 who	 are	 willing	 to	 go	 the	 extra	 mile	 for	 a	
student.	

One	 thing	 is	 clear	 from	our	 conversations:	 it’s	 important	
that	 an	 LMI	 not	 duplicate	 or	 make	 redundant	 existing	
services	 that	 are	 already	 providing	 important,	 valuable	
and	effective	 supports	 for	 Indigenous	 jobseekers.	An	LMI	
must	 enhance	 and	 compliment	 the	 good	 work	 that	 is	
already	 being	 done	 in	 the	 community.	 An	 LMI	 wouldn’t	
replace	 existing	 services;	 rather,	 it	 would	 draw	 on	 available	 services	 to	 fill	 gaps,	 and	 helps	
jobseekers	 access	 a	 continuum	 of	 supports	 and	 services	 they	 may	 need	 to	 meet	 their	 own	
training	and	employment	goals.	

	 	

“A	central	Aboriginal	LMI	is	an	entity	
that	has	been	lacking	and	is	desperately	

needed.”	

	

“Not	just	an	‘added’	program,	a	‘value	
added’	program.	It	needs	to	help	training	

providers	rather	than	take	away	from	
them.	It’s	the	only	way	you’ll	get	them	

on	board.”	

“Support	for	the	employer,	the	go-to	person	
who	can	help	employers	through	the	

process.	I	see	an	LMI	being	more	helpful	to	
employers	than	jobseekers.”	
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What	an	LMI	could	do	
There	are	 lots	of	different	things	that	an	LMI	could	do	to	 improve	employment	outcomes	for	
Indigenous	 people.	 The	 following	 ideas	 and	 suggestions	 demonstrate	 a	 variety	 of	 needs	 and	
gaps	that	span	frontline	case	management	of	 jobseekers’	wraparound	supports	to	advocating	
for	high	level	policy	and	practice	reform.	

Supporting	Jobseekers	

The	groups	of	students	that	AMR	met	with	were	asked	about	what	might	help	them	transition	
to	work	and	what	an	LMI	could	do	to	help.	Most	of	the	responses	were	supports	and	services	
that	 are	 already	 offered	 by	 various	 organizations,	 such	 as	 cultural	 programming	 (drumming	
workshops	were	cited	as	example),	access	to	tutors	and	educational	assistance,	and	access	to	
computers	(to	look	for	information	and	job	postings	or	to	draft	a	resume,	for	examples).		

Students	and	others	also	suggested	that	an	LMI	could	help	jobseekers	clear	criminal	records	for	
previous	 offences	 by	 advising	 or	 helping	 them	 get	 pardons.	 Many	 employers	 automatically	
eliminate	 someone	 with	 a	 criminal	 records	 from	 the	 hiring	 process.	 This	 disproportionately	
impacts	 Indigenous	 people,	 due	 to	 systemic	 issues	 that	 have	 resulted	 in	 their	
overrepresentation	in	the	justice	system.	AMR	talked	with	jobseekers	who	struggle	to	find	a	job	
because	of	minor	offences	such	as,	for	example,	a	juvenile	open	liquor	offence.	In	addition	to	
helping	jobseekers	get	pardons	for	past	offences,	participants	suggested	that	an	LMI	could	work	
with	 employers	 to	 remove	 the	 unintended	 barriers	 in	 their	 hiring	 policies	 and	 practices	 that	
may	disproportionately	 impact	 Indigenous	people,	 like	criminal	 records	 for	minor	offences	or	
requiring	access	to	a	vehicle.		

Other	suggestions	from	students	on	what	an	LMI	could	do	include:	

• Help	people	connect	with	employers	

• Help	people	access	sports/recreation	centres	and	other	extra-curricular	activities	

• Help	people	find	odd	jobs	to	build	the	skills	and	work	experience	that	employers	want	

• Offer	workshops	on	money	management,	healthy	relationships	and	other	topics	

In	 the	 survey	 for	 students,	 AMR	 asked	what	 an	 Aboriginal	 LMI	 could	 do	 to	 help	 Indigenous	
jobseekers.	Here’s	what	they	said:	

• Getting	a	job	that	I	like	and	want	

• They	could	gear	me	towards	the	right	employers	that	will	hire	a	person	of	my	descent	
and	background	
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• Because	a	lot	of	First	Nations	people	don’t	have	qualifications	and	experience	or	most	of	
them	have	criminal	pasts	that	affect	trying	to	get	a	job	

• Help	gain	experience	in	the	work	industry	

• Direct	contact	between	employee	and	employer	

• Just	by	understanding	the	obstacles	we	face,	and	assisting	us	by	overcoming	it	to	find	
suitable	and	sustainable	work	

• Have	a	co-op	program	

Here’s	what	educators	and	training	providers	said	in	their	survey	when	AMR	asked	them	what	
an	LMI	could	do	to	assist	their	graduates	in	the	transition	to	work.	

• An	LMI	could	provide	supports	and	services	for	jobseekers,	including		

o Childcare	and	financial	support,		

o Connect	jobseekers	to	cultural	supports	and	services	to	strengthen	them	against	
the	discrimination	they	may	face	on	the	job,		

o Helping	jobseekers	gain	essential	skills	and	prepare	for	work.	

o Increase	awareness	of	and	access	to	job	opportunities,		

o Provide	positive	references	for	jobseekers	who	have	little	or	no	work	history,	
and		

o Connecting	jobseekers	to	the	employers	who	want	to	hire	them.	

• An	LMI	could	provide	supports	and	services	for	employers,	including		

o Connecting	employers	to	skilled	Indigenous	jobseekers,	and		

o Helping	employers	understand	the	challenges	and	barriers	that	indigenous	
jobseekers	may	encounter	when	they	join	the	world	of	work.	

	Address	the	barriers	that	Indigenous	jobseekers	may	encounter	

Students,	community	organizations	and	other	service	providers	discussed	some	of	the	barriers	
that	Indigenous	jobseekers	may	face	–	not	only	around	finding	and	keeping	a	good	job,	but	also	
around	accessing	and	completing	training.	As	reported	by	students	and	trainees	in	small	group	
discussions	and	the	surveys,	these	include:	

• Barriers	that	may	be	related	to	historic	trauma,	such	as	addictions,	lack	of	familial	and	
other	supports	and	unhealthy	relationships.	

• Systemic	barriers,	like	poverty,	lower	educational	attainment,	racism	and	the	
overrepresentation	of	Indigenous	peoples	in	Canada’s	criminal	justice	system.		
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• Socio-economic	barriers,	including	access	to	childcare,	healthcare,	safe	and	affordable	
housing,	transportation	and	food	security.		

• Barriers	related	to	insufficient	funding	for	education	and	training,	for	“the	little	things”	
like	CPR	training,	a	driver’s	license	or	a	criminal	record	check,	and	for	life	in	general	
(some	programs	don’t	offer	a	wage	or	training	allowance,	so	jobseekers	have	to	choose	
between	upgrading	skills	and	working	for	subsistence).	

• Barriers	related	to	having	little	experience	in	work	place	settings	and/or	formal	
education	settings,	including	a	lack	of	awareness	about	labour	standards,	employee	
rights	and	benefits,	workplace	expectations	and	the	consequences	of	not	meeting	
expectations.		

• Barriers	related	to	“not	having	an	established	network	or	
connections	in	the	area	of	work	you	are	entering	into	or	would	
like	to	enter	into.”30		

• Barriers	associated	with	not	having	a	driver’s	license,	bank	account	or	identification.		

Service	providers	noted	these	additional	barriers:	

• Some	people	do	not	know	how	to	navigate	employment	income	assistance	(EIA)	during	
the	training	period,	and	successfully	move	off	EIA	in	the	transition	to	employment.	

• Jobseekers	need	support	in	the	transition	to	work:	“if	the	first	experience	doesn’t	go	
well	its	difficult	to	get	back	into	it.”	

• Some	people	do	not	have	the	interpersonal	skills	to	manage	workplace	conflict	and	
relationships.	

• Some	people	experience	anxiety	and	lack	of	confidence.		

• Lack	of	access	to	appropriate	cultural	supports,	such	as	Elders.		

• Ageism:	employers	are	reluctant	to	take	on	older	employees	because	they	would	prefer	
to	invest	in	the	career	development	of	younger	jobseekers.	

After	 identifying	 some	 challenges	 they’ve	 experienced,	 students	 talked	 about	 some	 of	 the	
things	that	help	jobseekers	meet	their	training	and	employment	goals:	

• Training	programs	that	provide	a	living	allowance	or	wage	(and	opportunities	for	
incremental	pay	increases)	

• Help	purchasing	tools	and	other	training	materials	

																																																								
30	Keely	Ten	Fingers,	2015,	44.	

“It’s	who	you	know.”	
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• On-the-job	experience	or	work	practicums,	which	can	influence	recruitment	and	
retention	(work	experience),	and	may	lead	to	job	opportunities	(many	employers	who	
take	in	trainees	for	work	practicums	will	hire	the	trainee	after	graduation)	

• Mentoring	and	coaching	(pre-	and	post-employment),	including	post-employment	
follow-up	with	both	the	employee	and	employer	to	learn	how	things	have	been	going	
and	to	help	manage	any	emerging	issues	

• Dedicated	staff	who	can	manage	wraparound	supports	and	advocate	on	behalf	of	the	
student.	Wraparound	supports	include	housing,	EIA,	basic	needs,	etc.	

• Navigation	assistance	

• Life	skills,	personal	skills,	pre-employment	skills,	including	time	management,	budgeting,	
goal-setting,	etc.	

• Programs	that	provide	opportunities	to	build	on	training,	by	offering	post-secondary	
credits,	for	example	

Administer	a	centralized	intake,	assessment	and	referral	program	for	jobseekers	

Intake	&	Assessment	

Participants	suggested	that	an	LMI	could	collect	a	database	of	skilled	jobseekers	to	help	match	
employers	 with	 the	 workers	 they	 need.	 In	 order	 to	 compile	 this	 database,	 the	 LMI	 could	
manage	a	simple	intake	and	skills	assessment	process.	The	skills	assessment	will	enable	the	LMI	
to	direct	the	jobseeker	to	the	most	appropriate	programs	and	services	or	to	the	right	employer.		

Referral	&	Job-Matching	

The	 suggestions	 made	 by	 students	 demonstrate	 the	
need	 for	 a	 central,	 accessible	 point	 of	 contact	 for	
jobseekers,	where	they	can	access	information	and	be	
directed	 to	 the	 right	 CBOs	 and	 service	 providers,	 as	
needed.	

Jobseekers	may	have	access	to	some	services,	but	doesn’t	mean	they	have	access	to	all	the	full	
range	of	 supports	and	 services	 they	need.	Participants	explained	 that	 there	may	be	 supports	
and	 services,	 particularly	 during	 the	 transition	 to	 work,	 that	 other	 service	 providers	 aren’t	
funded,	mandated	or	otherwise	able	to	provide.	Additionally,	a	jobseeker	might	find	that,	to	be	
employable	 in	 their	 chosen	 career,	 they	 need	 additional	 skills	 (including	 basic	 job-readiness	
skills)	and	training.	An	LMI	could	help	move	these	jobseekers	through	a	continuum	of	supports	
and	 services	 (pre-	 and	 post-employment)	 that	 will	 enable	 them	 to	 meet	 their	 training	 and	

“What’s	needed	is	a	connecting	mechanism,	
for	the	organizations	that	don’t	have	that.”	
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employment	 goals	 by	 directing	 (and	 redirecting)	 them	 to	 service	 providers,	 CBOs,	 the	 post-
secondary	community	and	others.	

Jobseekers	may	 be	 struggling	 to	 find	 the	 right	 employers	 because	 they	 don’t	 know	about	 or	
can’t	 access	 the	 resources	 that	 could	 help	 them.	 Some	 don’t	 know	 where	 to	 look	 for	
information,	for	 job	postings	or	even	how	to	apply	once	they’ve	found	something	interesting.	
An	 LMI	 would	 help	 jobseekers	 by	 identifying	 and	 removing	 or	 addressing	 these	 kinds	 of	
barriers.	When	a	jobseeker	approaches	an	LMI	(or	vice	versa),	they	will	get	the	information	and	
navigation	 assistance	 they	 need	 to	 access	 required	 supports	 and	 services,	 be	 matched	 and	
connected	with	employers	who	want	 to	hire	 them	based	on	 their	 interests	and	skills,	and	be	
supported	through	the	transition	to	the	workplace.	

Refresh	job-readiness	skills	

AMR	learned	that	some	employers	might	not	be	eager	
to	 take	 on	 trainees	 because	 they	 feel	 that	 jobseekers	
aren’t	 being	 prepared	 for	 work	 in	 a	 way	 that	 meets	
their	expectations	and	needs.		

Participants	 noted	 that	 training	 programs	 typically	 focus	 on	 essential	 skills,	 as	 defined	 by	
federal	 government,	 which	 “provide	 the	 foundation	 for	 learning	 all	 other	 skills	 and	 enable	
people	to	better	prepare	for,	get	and	keep	a	job,	and	adapt	and	succeed	at	work.”31	However,	
participants	explained,	those	skills	don’t	necessarily	cover	the	real	skills	that	employers	expect	
jobseekers	to	have.	AMR	heard	that	the	post-secondary	
community,	 and	 particularly	 shorter-term	 programs,	
may	 find	 it	 challenging	 to	 try	 to	 prepare	 a	 jobseeker	
who	has	no	previous	attachments	to	the	labour	market,	
has	crises	happening	sometimes	weekly	or	daily	in	their	
personal	lives,	or	is	dealing	with	the	ongoing	impacts	of	
historical	 trauma	 and	 the	 multitude	 of	 challenges	
related	to	poverty.	

Many	 employers	 noted	 that	 while	 jobseekers	 might	 have	 the	 training	 and	 ‘hard’	 skills	 that	
they’re	looking	for,	there	is	a	gap	around	‘soft’	skills.	Essentially,	the	workers	aren’t	job	ready.	
In	 many	 cases,	 this	 is	 the	 reason	 that	 employees	 aren’t	 being	 retained	 past	 the	 probation	

																																																								

31 	Government	 of	 Canada,	 “Aboriginal	 Skills	 and	 Employment	 Trainig	 Strategy,”	 ESDC	 Aboriginal	
Programs,	http://www.esdc.gc.ca/en/aboriginal/asets/index.page.		

	

“Training	and	education	providers	–	and	the	
proposed	LMI	–	have	a	responsibility	to	

support	trainees	to	develop	the	full	range	of	
hard	and	soft	skills	and	knowledge	they	will	

need	to	succeed	in	workplace.”	

	

	

“A	poor	fit	isn’t	good	for	anyone.	And	we're	
pretty	risk	averse	because	the	consequences	

of	a	bad	fit	[can	be]	severe.”	
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period.	Some	suggested	 that	a	 role	 for	 the	LMI	could	be	 to	help	develop	 those	 job-readiness	
skills.	

An	LMI	could	canvas	employers	to	determine	what	they	look	for	in	a	new	hire	and	which	“soft”	
skills	or	job-readiness	skills	jobseekers	need	to	be	successfully	employed.	An	LMI	could	help	the	
jobseeker	refresh	their	 job-readiness	skills,	based	
on	 the	 results	 of	 an	 “honest	 assessment.”	 This	
assessment	 wouldn’t	 be	 pass	 or	 fail	 but	 rather	
highlight	 strengths	 to	 build	 on	 and	 areas	 to	
upgrade	before	the	jobseeker	is	employable.		

Provide	jobseekers	with	education	and	employment	options	

There	 are	many	 reasons	 that	 people	make	 the	 training	 and	 employment	 decisions	 that	 they	
make.	AMR	asked	students	why	they	decided	to	take	part	in	their	training	program,	and	what	
people	 in	 their	 program	 typically	 do	 after	 graduation.	 The	 answer	 to	 both	 questions	 is	
sometimes,	“It	depends	on	your	network.”	 If	 John	attended	Neeginan	College,	his	cousin	Jack	
and	his	younger	brother	Matt	probably	will	too	–	because	it’s	credible,	trustworthy	and,	most	
importantly,	 safe.	 And	 if	 his	 buddy	 John	 got	 hired	 on	 a	 local	 construction	 crew,	Matt	 could	
probably	get	a	job	there	more	easily	than	elsewhere.	

Here	are	some	other	reasons	for	deciding	to	join	their	current	programs	that	students	identified	
in	the	survey:	

• Wanting	to	learn	how	to	fix	the	inside	of	a	home	

• Work	experience	and	also	I’m	a	parolee	and	its	hard	to	find	employment	cause	I’m	a	
convicted	criminal	

• Heard	from	a	family	member	and	thought	it	was	a	good	experience	to	learn	and	to	get	
into		

• Reference	

• Referral	from	Social	Services	(EIA)	

• To	give	me	more	options,	job	wise	

• To	get	a	degree	that	would	enable	me	to	obtain	a	career	in	a	field	of	work	I	enjoy	and	to	
provide	for	my	family	and	save	for	retirement	and	my	children's	university	funds	

• I	want	to	understand	how	society	
functions	and	help	others	understand	it	
as	well	

“The	most	important	thing	we	believe	an	LMI	
could	bring	to	the	table	is	support	for	that	worker	
and	a	true	understanding	of	the	employer	needs.”	

“Don’t	pigeonhole	our	people	into	specific	jobs	[like	
the	trades];	they	should	be	able	to	do	whatever	they	

want	to	do.”	
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• I	am	interested	in	medical	research	

The	 transportation	barriers	 cited	by	 Indigenous	 jobseekers	may	 impact	 their	 educational	 and	
employment	 choice	 and	 opportunities,	 and	 their	 ability	 to	 access	 the	 right	 education	 and	
training	programs.	Students	go	to	the	same	school	their	family	members	went	to	(it’s	probably	
the	 most	 accessible	 school	 in	 their	 neighbourhood).	 Jobseekers	 look	 for	 work	 where	 their	
friends	 or	 family	 were	 successfully	 employed.	 People	 may	 walk	 in	 to	 the	 nearest	 (or	 most	
familiar)	 post-secondary	 institution	 or	 service	 provider,	 whether	 or	 not	 those	 programs	 and	
services	are	a	match	or	the	right	fit.	Jobseekers	may	be	enrolling	in	training	programs	that	don't	
meet	their	needs	or	 interests	because	their	cousin	has	participated	and	 it’s	 the	only	program	
they	know	of,	or	because	it’s	convenient	and	accessible,	unlike	the	programs	offered	outside	of	
their	community	or	neighbourhood.	

Participants	suggested	that	an	LMI	could	help	jobseekers	understand	all	their	options,	not	only	
those	 limited	 by	 their	 line	 of	 sight.	 A	 few	 suggested	 that	 an	 LMI	 could	 also	 promote	 non-
traditional	 fields	 and	 entrepreneurship	 as	 alternate	 career	 pathways,	 and	 volunteerism.	
Volunteering	 adds	 to	 work	 experience	 and	 enriches	 a	 jobseekers	 resume.	 Employers	 noted	
that,	in	the	hiring	process,	they	are	influenced	by	a	jobseeker’s	volunteer	and	work	history	and	
their	duration	at	these	posts.		

Help	jobseeker	understand	job	expectations	and	work	processes	

When	 asked	 in	 the	 survey	 about	 ways	 an	
LMI	 could	 help	 new	 employees	 as	 they	
transition	 to	 work,	 employers	 responded	
“understanding	 of	 shift	 work	 and	 unions”	
and	 “communicating	 job	 expectations	 to	
the	employee.”	Participants	suggested	that	
an	LMI	could	be	a	part	of	the	conversation	
around	 job	 expectations	 to	 ensure	 that	
expectations	and	 the	consequences	of	not	
meeting	 them	 are	 clear	 (for	 both	 the	
employer	and	the	employee).		

Many	 acknowledged	 that	 it’s	 not	 only	 the	
new	 employee	who	 has	 to	 understand	 expectations	 and	 realities.	One	 participant	 explained,	
“Both	 sides	 need	 to	 be	 ready	 for	 it	 [hiring	 Indigenous	 jobseekers].	 Expectations	 need	 to	 be	
upfront.	 They	 need	 to	 know	 there	 are	 consequences	 before	work	 starts.	 It’s	 a	 thirty-minute	
conversation.”	

“Jobseekers	are	failing	in	the	job-readiness	component.	
We	need	to	tell	jobseekers	about	the	negative	things	they	
might	face	on	the	job.	There	is	a	big	gap	here.	We	need	
to	provide	coaching.	Just	because	you	have	a	certificate	
doesn’t	mean	that	you’re	job	ready.	If	you	miss	a	day	of	
class,	it’s	no	problem.	If	you	miss	a	day	of	work,	you’re	
fired.	On	and	off	reserve	have	two	different	acceptable	

modes	of	behaviour.	There	is	not	enough	time	being	
spent	on	this	piece,	and	employers	aren’t	spending	

enough	time	trying	to	understand	some	issues	like	family	
crises	and	how	this	could	impact	your	work.”	



	

	
19	

The	 Indigenous	 liaisons	 and	 human	 resource	 specialists	 that	 AMR	 talked	 with	 agreed	 that	
educators	and	training	providers	need	to	be	“a	lot	more	critical”	of	the	slip-ups	that	jobseekers	
might	make	 (for	example,	missing	 class	or	work,	not	 calling	 in	 sick	or	 late	 for	 class	or	work).	
“Otherwise,”	one	participant	explained,	“you	are	setting	them	up	for	failure.”	One	participant	
explained	that	 if	 training	providers	and	employers	aren’t	clear	about	expectations	and	 ignore	
tardiness	or	absences,	 jobseekers	won’t	 take	 responsibility	 for	coming	up	with	a	plan	 to	deal	
with	 issues	 like	 childcare	 and	 transportation	 that	 might	 contribute	 to	 their	 tardiness	 and	
absences.	

Participants	 also	 suggested	 that	 an	 LMI	 could	 help	 jobseekers	 understand	 how	 organized	
workplaces	 operate.	 One	 participant	 explained	 that	 people	 who	 work	 in	 unionized	
environments	 “love	 us	 to	 death,”	 but	 he	 continued,	 “before	 that	 point,	 there	 is	 a	 stigma	
associated	 with	 unions,	 there	 is	 a	 great	 deal	 of	 mistrust.	 They	 see	 us	 with	 great	 deal	 of	
trepidation	until	we	prove	ourselves	 to	 them.”	An	LMI	 could	help	 jobseekers	understand	 the	
role	of	unions	in	organized	workplaces,	which	may	alleviate	anxiety.		

Provide	coaching	and	mentoring	for	jobseekers	in	the	transition	to	work	

Participants	 noted	 that	 long	 term	 retention	may	 be	
dependent	on	mentoring	and	job-coaching,	especially	
in	 small	 to	 medium	 sized	 businesses,	 where	
employees	 may	 not	 have	 Indigenous	 peers	 in	 the	
workplace.	

One	 participant	 suggested	 that	 follow-ups	 and	
maintenance	 (i.e.	 refreshing	 job-readiness	 and	 time	
management	 skills,	 and	 addressing	 any	 areas	where	
the	 employee	 or	 employer	 are	 struggling)	 ought	 to	
happen	 in	 the	 first	 three	 weeks	 of	 employment,	 so	
that	 the	 support	worker	 doesn’t	 create	 dependency	
or	become	a	 crutch.	Others	 suggested	 that	 supports	
need	 to	 continue	 for	 as	 long	 as	 necessary	 and	 that	
they	should	be	as	vigorous	in	the	post-training	phase	
as	they	were	during	the	training	phase.	One	noted	that,	depending	on	the	career,	mentorship	
may	be	required	throughout	a	lifetime.	

Participants	 suggested	 that	 the	 LMI	 could	 connect	 jobseekers	 with	 mentors	 and	 feature	
Indigenous	 role	models	 (as	 a	 speaker	 series,	 for	 instance)	 to	 talk	 about	 their	 successes	 and	
failures,	what	they’ve	faced	and	how	these	obstacles	were	overcome.		

	

“It	is	a	critical	piece	to	maintain	the	supports	
for	at	least	the	first	year	of	employment	as	

the	social	issues	are	a	major	barrier.”	

	

“MAYSAC	was	a	group	of	Aboriginal	mentors	
who	had	succeeded.	There	was	a	group	of	

about	300	to	400	role	models	in	the	90s.	Let’s	
do	this	now!”	

	

“Mentoring	helps,	regardless	of	race.”		
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Manage	wraparound	supports	for	jobseekers	during	the	transition	to	work	

Participants	 disagreed	 around	 the	 role	 of	 an	 LMI	 in	 managing	 wraparound	 supports	 for	
jobseekers.	 Some	 noted	 that	 case	 management	 services	 exist	 and	 that	 the	 LMI	 should	 not	
engage	 in	 direct	 service	 delivery.	 Others	 noted	 that	 the	 LMI	 could	 provide	 these	 “critical”	
services	when	others	are	not	funded,	mandated	or	otherwise	able	to	provide	them,	particularly	
in	 the	 transition	 to	 work.	 Regardless,	 participants	 agreed	 that	 it’s	 “absolutely	 necessary	 to	
provide	 wraparound	 supports"	 and	 to	
understand	 and	 try	 to	 address	 the	 root	
causes	of	the	broad	and	diverse	challenges	
experienced	by	students.	

Connect	Indigenous	jobseekers	to	cultural	supports	and	resources	

Indigenous	jobseekers	have	to	walk	in	both	worlds	when	they’re	employed	with	a	mainstream	
employer.	 Participants	 acknowledged	 that	 jobseekers	 deserve	 culturally	 sensitive	 employers	
and	 workplaces	 but	 that	 they	 also	 have	 to	 accommodate	 or	 respectfully	 adjust	 to	 their	
workplace	culture.	It	can	be	a	real	struggle	to	find	balance.			

Many	 participants	 suggested	 that	 an	 LMI	 could	 refer	 and	 connect	 jobseekers	 (who	 may	 be	
enrolled	in	a	training	program	that	doesn’t	have	cultural	components)	to	cultural	supports	and	
connections.	In	some	cases,	service	providers	aren’t	funded	to	provide	comprehensive	cultural	
supports	for	jobseekers.	In	other	cases,	participants	may	be	able	to	send	participants	to	cultural	
awareness	workshops,	but	“scale	 is	an	 issue”	as	only	one	or	two	participants	may	 indicate	an	
interest	 in	 cultural	 awareness.	 In	 these	 cases,	 there	 is	 a	 need	 for	more	 access	 to	 Elders	 and	
other	cultural	supports	that	are	more	appropriate	than	workshops.		

An	Elder	remarked,		

We	need	to	take	care	to	listen	to	our	youth,	and	I’m	hoping	this	is	what	we	are	doing	here.		
It	is	so	difficult	to	watch	them	struggle	and	they	want	to	be	able	to	provide	for	themselves	
and	their	families.	They	want	to	be	able	to	make	a	way	for	themselves	 in	this	 life.	 	But	so	
often	what	 I	 see	 is	 that	 they	don’t	have	 relationships,	 they	don’t	 know	much	about	 their	
traditional	 cultures…	 So	 what	 I	 think	 is	 missing	 is	 an	 emphasis	 on	 mentorship	 and	
connecting	the	youth	with	people	who	can	help	them	learn	things	that	are	important,	and	
guide	 them	 in	making	good	decisions,	 and	give	 them	a	way	 to	know	 themselves	 that	 the	
schools	cannot…	A	way	to	understand	the	world	 in	a	traditional	way	that	they	will	always	
be	able	to	draw	on	for	strength.	Also,	so	they	can	be	healthy	and	not	be	distracted	by	all	
the	things	that	are	sold	to	them	as	 important.	 I	 think	the	cultural	component	for	youth	 is	
more	 important	 than	 the	 efforts	 to	 educate	 other	 people,	 like	 employers,	 in	 Indigenous	
ways.	If	our	young	people	are	anchored	and	supported	they	can	be	better	prepared	for	the	
racism	and	fear	that	is	involved	in	going	out	into	the	workforce	and	encountering	all	of	the	
struggles	our	people	have.	

“There	is	lots	of	work	to	do	to	connect	people	to	what	
they	need	to	move	forward	with	their	own	goals.”	
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Supporting	Employers	

Help	 employers	 navigate	 and	 connect	 with	 education	 institutions,	 training	 providers,	
Aboriginal-serving	CBOs	and	other	service	providers.	

One	 of	 The	 Conference	 Board	 of	 Canada’s	 recommendations	 in	 “Understanding	 the	 Value,	
Challenges	 and	 Opportunities	 of	 Engaging	 Metis,	 Inuit	 and	 First	 Nations	 Workers”	 was	 to	
“simplify	points	of	contact”	between	employers	and	Indigenous	organizations	to	make	it	easier	
for	employers	to	recruit,	hire	and	retain	Indigenous	employees.32	

Employers	 stressed	 that	 they	 want	 to	
connect	 with	 Indigenous	 organizations	 to	
recruit	 trained	 jobseekers	 or	 to	 access	 the	
supports	 they	 might	 need	 to	 retain	 an	
employee,	and	that	it	would	it	be	helpful	to	
call	a	single	place	to	be	connected	with	the	
right	 organizations.	 Participants	 explained	
that	some	employers	don’t	know	who	does	
what,	 and	who	 is	 credible	 or	 endorsed	 by	
the	community,	and	may	not	have	the	time	
to	figure	it	out.		

Match	and	connect	qualified	jobseekers	with	employers	

Before	an	LMI	begins	matching	employers	with	 jobseekers,	
the	 LMI	may	 have	 to	 engage	 employers	 and	 promote	 the	
benefits	of	developing	an	Indigenous	workforce.	To	support	
matching	activities,	 the	 LMI	 could	 collect	 its	own	database	
of	 Indigenous	 jobseekers	 through	 various	 outreach	 and	
engagement	 activities,	 and/or	 refer	 to	 the	 databases	 of	
partnering	 service	 providers	 who	 offer	 Indigenous	
recruitment	services.		

Once	a	match	has	been	made,	an	LMI	should	try	to	connect	
potential	 candidates	with	 interested	 employers	 as	 early	 as	
possible.	 One	 participant	 noted	 that	 engaging	 employers	
“from	 the	 get-go”	 (i.e.,	 early	 in	 the	 jobseekers’	 training	 or	

																																																								
32	Alison	Howard	et	al,	“Understanding	the	Value,	Challenges,	and	Opportunities	of	Engaging	Metis,	Inuit	
and	First	Nations	Workers”	(Canada:	The	Conference	Board	of	Canada),	2012,	35.	

	

“The	[Conference	Board’s]	employer	group	consultations	
validated	the	LMI.	They	don’t	have	time	to	do	the	work	
and	the	search,	or	understand	the	barriers	and	how	to	

overcome	them,	because	they	are	focused	on	a	successful	
business.”	

	

“Navigation	is	a	big	barrier	for	employers.”	

	

“Matching	will	be	key.”	

“Unions	are	stonewalled	when	they	try	
to	get	employers	to	commit	to	hiring	

trainees	as	a	percentage	of	new	hires.	
Convince	employers	that	taking	

trainees	is	beneficial	in	the	long	run.”	

	“There	is	a	reluctance	to	hire	trainees,	
because	they	are	[seen	as]	

unproductive	and	employers	don’t	
want	to	take	on	the	risk.	
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education	program)	and	building	early	connections	between	the	 jobseeker	and	employer	can	
help	improve	employment	outcomes.	An	employer	who	is	involved	with	a	jobseeker’s	training	
from	an	early	stage	is	more	likely	to	offer	them	internships	or	work	experience,	and	then	more	
likely	to	hire	that	jobseeker	who	has	interned	with	their	company.	

Provide	“a	full	suite	of	supports”	for	employers		

Participants	 noted	 that	 employers	 could	 use	 an	 LMI	
to	support	them	through	the	transition	period	when	
there	 can	 be	 significant	 challenges.	 The	 LMI	 could	
work	with	the	employer	and/or	employee	to	address	
these	challenges.	One	participant	noted	that	without	
these	supports	in	place,	“we’re	setting	individuals	up	
to	fail.”	

Work	with	employers	to	remove	unintended	barriers	in	human	resource	practices	and	policies	

Human	 resource	 practices	 play	 an	 important	 role	 in	 the	 recruitment	 and	 retention	 of	
Indigenous	employees,	but	some	policies	are	restrictive.	For	instance,	AMR	heard	about	people	
getting	rejected	for	an	open	liquor	offence	they	got	as	a	teenager.	Participants	suggested	that	
an	LMI	could	work	with	human	resource	personnel	to	redress	policies	that	may	be	excluding	a	
large	segment	of	the	labour	force.	

Some	participants	suggested	that	 the	LMI	
could	 offer	 a	 workshop	 series	 to	 a	 large	
group	of	human	resource	personnel	aimed	
at	 identifying	 and	 addressing	 unintended	
barriers	 in	 human	 resource	 policies	 and	
procedures.	 AMR	 learned	 that	 the	
Winnipeg	 Chamber	 of	 Commerce	 has	 a	
Human	 Resource	 Leadership	 Council	with	
60	 to	70	human	 resource	 representatives	
from	various	organizations.	

Connect	employers	and	industries	to	cultural	awareness	training	and	other	cultural	supports	

AMR	talked	to	participants	about	the	Truth	and	Reconciliation	Commission	of	Canada’s	recently	
released	report	with	recommendations,	which	calls	upon	the	corporate	sector	to	participate	in	
the	 process	 of	 reconciliation	 by	 hiring	 Indigenous	 people	 as	well	 as	 “providing	 education	 for	
management	and	staff	on	the	history	of	Aboriginal	peoples.”	

	

“Employers	don’t	want	to	let	employees	go.”	

	

“There	used	to	be	buy-in	from	major	employers	who	were	
interested	in	having	a	diverse	workforce,	but	they’ve	

retired	and	been	replaced	all	over	Canada	with	younger	
leaders	that	have	a	corporate	background.	The	idea	of	
diversity	is	not	a	big	sell	–	they	grew	up	with	that,	they	

don’t	think	it’s	worthwhile.	Leaders	nowadays	didn’t	drink	
the	Kool-Aid.	Aboriginal	Relations	Departments	are	
shrinking	and	now	there	are	just	generic	HR	staff.”	
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The	 need	 for	 Indigenous	 cultural	 awareness	
education	 among	 employers	 is	 plain,	 but	 it	 is	
difficult	 for	 service	 providers	 to	 support	
employers,	generally,	as	funding	is	typically	client-
focused.	 So	 while	 service	 providers	 recognize	 a	
need	 for	 cultural	 awareness	 education	 for	 employers,	 they	
can’t	 allocate	 a	 budget	 for	 these	 activities.	 Some	 training	
providers	 have	 found	 themselves	 unexpectedly	 having	 to	
educate	 employers	 about	 Indigenous	 peoples	 and	 the	
challenges	 faced	 by	 Indigenous	 communities.	 This	 typically	
happens	during	the	transition	to	employment,	if	challenges	or	
concerns	arise.		

Participants	 suggested	 that	 an	 LMI	 could	 deliver	 training	
and/or	encourage	employers	to	connect	with	existing	cultural	
educators	 who	 facilitate	 this	 type	 of	 training.	 Some	 asked,	
“Why	 rewrite	 the	 book?”	 and	 “Why	 recreate	 the	 wheel?”	
Participants	suggested	that	the	LMI	could	recommend	credible	
or	 community-endorsed	 training	 opportunities	 because	
employers	 lack	 the	 point	 of	 contact	 to	 access	 this	 training	
without	 considerable	 digging	 around,	 which	 they	 may	 have	
little	time	for.	

Most	 of	 the	 employers	 responding	 to	 the	 survey	 did	 not	
currently	provide	cultural	awareness	training	for	management	
or	 staff	 but	 all	 replied	 “yes”	 or	 “potentially	 yes”	 to	 the	
question	of	whether	or	not	they	were	interested	in	this	type	of	
training.	Almost	all	of	the	employers	and	unions	that	AMR	met	
with	indicated	their	interest	in	this	type	of	training.	

Some	 suggested	 that	 cultural	 awareness	 training	 will	
contribute	 to	 employers’	 willingness	 to	 hire	 Indigenous	
jobseekers.	 One	 participant	 explained	 that	 talking	 to	
employers	 about	 “tangible	 things	 to	 expect,”	 like	 the	
intergenerational	impacts	of	residential	schools	and	the	barriers	faced	by	the	community,	was	
being	received	extremely	well	by	the	construction	industry	and	was	having	real	impacts	on	the	
recruitment	and	retention	of	Indigenous	employees.	Employers	were	“wowed”	and	“shocked”	
by	the	realities,	but	left	with	a	sense	that	working	with	Indigenous	people	and	communities	is	a	
“win-win	situation.”	

“People	are	racist	and	they	don’t	even	know	it;	
they	don’t	know	the	history	and	have	negative	

assumptions.”	

	

“Help	develop	the	cultural	
awareness	of	employers	and	

workforce	and	support	cultural	
safety	of	Aboriginal	employees.”	

	

“There	is	an	appetite	for	this	
within	the	business	community.”	

	

“Employers	have	to	be	ready	
themselves.	Employers	have	to	be	

willing	to	open	the	doors.”	

		

“If	you’re	hiring	Indigenous	people,	
it’s	good	to	have	[cultural	

awareness]	training	and	that	
understanding.	But	really	it’s	good	
training	for	all	people	in	Manitoba,	
regardless	of	whether	you’re	in	the	
employment	community	or	not.”	

	

“This	is	not	contingent	on	hiring	
Aboriginal	people.”	
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Some	participants	suggested	that,	depending	on	the	size	of	the	organization	and	the	number	of	
employees,	 it	might	 be	 good	 to	 phase	 cultural	 awareness	 training.	 Employers	 noted	 that	 it’s	
hard	to	 lose	staff	 for	two	consecutive	days	of	training.	The	employer’s	 leadership	and	human	
resource	team	could	participate	in	more	in-depth	training,	and	other	staff	could	participate	in	
an	online,	modular	or	video-based	training	program.		

One	participant	 remarked	 that	cultural	awareness	 training	should	be	 required	 for	any	and	all	
employees	who	deal	with	the	public,	and	for	all	newcomers	because	“we	don’t	want	prejudices	
to	become	entrenched.”	

Supporting	the	Community	

Communication	&	Networking	

In	a	small	group	discussion,	the	need	for	more	networking	and	communication	was	clear.	

Participants	suggested	that	an	LMI	could:	

• Facilitate	communication	between	
the	training	and	employment	
communities;	

• Organize	annual	or	bi-annual	
knowledge	sharing	forums	that	bring	
together	jobseekers,	employers,	
industry	representatives,	educators	
and	training	providers,	service	
providers	and	other	stakeholders;	and	

• Serve	as	a	resource	and	information	centre	for	employers	and	jobseekers,	which	collects	
and	shares:		

o A	database	of	skilled	jobseekers;		

o An	inventory	of	service	providers	including	programming	details	and	eligibility	
requirements,	and		

o An	inventory	of	small	to	large	employers	and	their	labour	force	needs.		

In	 addition	 to	 supporting	 communication	 and	 networking	 between	 stakeholder	 groups,	
participants	 suggested	 that	 an	 LMI	 could	 conduct	 research	 related	 to	 Indigenous	 education,	
training	 and	 employment,	 and	 then	 share	 the	 findings	 with	 the	 training	 and	 employment	
communities.	Participants	suggested	the	following	research-related	topics:	

• Employer	and	industry	labour	force	and	training	needs;	

	

“We	need	to	communicate	better.	Most	of	us	don’t	
even	know	what	exists	out	there.”	

	

“It	would	be	great	if	we	could	build	a	network,	and	
provide	everyone	with	greater	awareness	of	what’s	
available.	There	is	lots	of	great	work	being	done.”	
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• Impacts	of	cultural	awareness	in	the	corporate	sector	on	the	workplace	experiences	and	
outcomes	of	Indigenous	workers;	and	

• Tracking	jobseekers’	outcomes,	including	where	and	how	students,	trainees	and	
apprentices	are	being	employed	and	the	outcomes	of	employment	(was	the	worker	
retained,	let	go,	was	it	temporary	(for	example,	seasonal)	work).	

Build	and	maintain	relationships	with	employers	and	industry	on	behalf	of	the	education	and	
training	communities.	

Participants	 suggested	 that	 an	 LMI	 could	 coordinate	 employer	 engagement	 on	 behalf	 of	 the	
post-secondary	 community.	Many	 participants	 agreed	 that	 coordination	 between	 supply	 and	
demand	is	needed.		

Several	 service	 providers	 stressed	 that	 it	 can	 be	 challenging	 to	 find	 the	 right	 employers.	
Training	providers	and	education	institutions	may	not	have	the	time	or	resources	to	build	and	
maintain	relationships	with	employers.	In	the	survey,	more	than	half	of	educators	and	training	
providers	indicated	that	they	have	formal	or	informal	relationships	with	employers	to	support	
recruitment	 activities.	 However,	 most	
didn’t	 provide	 employers	 with	 any	
retention	 or	 cultural	 supports	 –	 services	
ended	 after	 employment	 Other	 service	
providers	 are	 offering	 programs	 without	
direct	 links	 to	 industry,	 to	 projected	
labour	 market	 needs,	 and	 to	 jobs	 after	
graduation.		

Some	 of	 the	 considerations	 for	 engaging	
employers	 (and	 unions	 in	 organized	
workplaces)	 are	 discussed	more	 below	 in	
Important	Considerations	for	Engagement	
&	Development	of	an	LMI.	

Act	as	the	industry	and	trades	point	of	contact	for	the	education	and	training	community.	

Participants	 suggested	 that	 an	 LMI	 could	 work	 with	 employers	 and	 industry	 to	 ensure	 that	
jobseekers	are	being	trained	and	educated	for	 jobs	that	will	exist	when	they	graduate	and	to	
ensure	that	programming	responds	to	labour	market	needs	and	employers’	needs.		

In	 explaining	 the	 rationale	 for	 a	 successful	 LMI-type	 project,	 an	 employer	 representative	
explained,	 “There	was	a	 strong	need	 to	connect	education	and	 training	activities	 to	 industry;	

	

“Maybe	it’s	not	a	gap	[in	the	transition	to	work],	it’s	a	
bottleneck.	The	path	to	employment	ends	when	jobs	are	

not	available.”	

	

“Education	and	training	need	to	lead	to	livelihood,	
otherwise	we’ve	failed.	You	need	to	consider,	what’s	the	

end	goal?	It's	not	just	about	food	and	shelter,	but	
becoming	self-actualized	and	self-sufficient.”	
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individuals	were	training	for	industry	without	the	training	program	having	any	connection	with	
industry	or	with	employers.”	

More	 than	 one	 employer	 and	 industry	
representative	 talked	 about	 the	 gap	
between	 the	 labour	 market	 and	
employers.	 They	 offered	 the	 example	 of	
high	 school	 guidance	 counsellors	 who	
provide	 training	 and	 career	 advice	 to	
students,	but	who	are	often	disconnected	
from	employers	 and	 industry.	 They	 noted	
that	 these	 counsellors	 want	 industry	
points	 of	 contact	 but	 don’t	 know	 how	 to	
connect	with	them.	

There	 is	 a	 need	 for	 more	 information	
sharing	 between	 stakeholder	 groups,	
especially	 around	 employer	 needs	 and	
labour	 market	 demands.	 These	
conversations	 should	 be	 followed	 by	
discussions	 with	 education	 and	 training	
institutions	 about	 the	 kinds	 of	 programs	
that	 are	 needed	 and	 how	 to	 link	
Indigenous	 jobseekers	 to	 these	 programs.	 It	 was	 suggested	 that	 an	 LMI	 could	 advocate	 for	
programming	that	aligns	with	both	industry	and	labour	market	needs.		

Advocate	with	influence	for	changes	that	address	systemic	education	and	employment	issues	

Participants	 suggested	 that	 an	 LMI	 could	 advocate	 for	 changes	 to	 improve	 primary	 to	 post-
secondary	educational	 outcomes.	Others	 thought	 that	 the	 LMI	 could	help	 identify	 challenges	
and	 structural	 issues	 (for	 example,	 not	 enough	apprenticeship	opportunities)	 and	 respond	 to	
them	in	a	comprehensive	and	concerted	way	(policy	reform).	

One	representative	of	a	major	employer	 in	Winnipeg	suggested	that	an	LMI	could	play	a	role	
with	high	school	career	counselling	–	to	get	people	into	the	right	post-secondary	programs	to	
be	 able	 to	 take	 on	 the	 higher	 level	 positions	 in	 health	 and	 other	 professional	 industries	 like	
engineering	and	technology.	Post-secondary	representatives	acknowledged	that	there	is	a	need	
for	 enhanced	 career	 counselling	 and	 providing	 Indigenous	 students	with	 options	 at	 the	 high	
school	level.		

	

“There	is	a	gap	between	the	labour	market	and	the	
employer	community.	[Guidance]	counsellors	providing	

career	advice	would	love	a	point	of	contact	with	
industry.”	

	

“If	industry	needs	are	not	known	then	what	are	we	
training	people	for.	We	need	to	know	what	the	skills	and	

needs	are	in	the	labour	market.	Do	not	rely	on	[labour	
market	forecast]	reports.”	

	

“Down	the	road,	there	will	be	real	gaps	in	skill	sets	in	
technology,	especially.	Data	analytics	is	an	emerging	

area	that	we	will	need	to	fulfill	or	lose	jobseekers	to	other	
jurisdictions.	Anything	related	to	software	is	a	shortage	-	

engineers,	developers,	etc.	We	can’t	attract	these	
companies	without	the	skills.”	
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Some	 suggested	 that	 an	 LMI	 could	 help	 address	
systemic	 barriers	 (such	 as	 poorer	 education	 on	
reserve,	 which	 inevitably	 requires	 upgrading,	 and	
the	 high	 attrition	 rates	 of	 Indigenous	 students,	
generally),	develop	partnerships	with	education	and	
training	 partners	 to	 remove	 barriers	 and	
“indigenize”	 programming,	 and	 support	 an	 overall	
strategy	to	boost	the	confidence	and	self-esteem	of	
Indigenous	 students	 to	 reach	 for	 these	
opportunities.		

Participants	 in	 a	 small	 group	 agreed	 that	 the	
education	 system	 itself	 needs	 a	 better	
understanding	 of	 how	 to	 help	 Indigenous	 children	
and	youth	get	the	skills	they	need,	and	how	to	help	
them	graduate	with	comparable	skills,	outcomes	and	
opportunities.		

	 	

	

“If	you’re	going	to	have	an	LMI,	you	need	to	
have	it	at	a	senior	position	–	it	has	to	have	the	

ability	to	effect	change.”	

	

“An	LMI	could	drive	the	conversation	–	and	
funding	–	from	reactive	to	preventative,	which	
calls	for	big	investment	at	the	front	end	for	a	

bigger	payoff	over	the	long	term.”	

	

“In	Canada’s	education	system,	we	do	a	poor	
job	of	working	with	an	individual	early	in	life	

to	develop	a	career	path.”	

	

“You	can’t	get	water	out	of	a	tap	that	is	shut	
off.”	

	

“We	need	to	create	a	learning	environment	
where	Indigenous	students	don’t	face	
discrimination,	but	experience	safety.”	
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What	an	LMI	could	look	like	
This	section	presents	participants’	ideas	and	suggestions	on	what	an	LMI	could	look	like,	where	
it	could	be	located	and	how	it	could	be	governed.	Participants	had	a	wide	range	of	ideas	about	
what	shape	and	form	the	LMI	would	take.		

A	collaborative	table	

An	 Aboriginal	 LMI	 could	 be	 community-led,	 and	
governed	 by	 a	 representative	 group	 of	
stakeholders.		

An	 independent,	 member-driven	 non-profit	 that	
bridges	the	employment	&	training	communities	

An	 LMI	 could	 be	 led	 by	 a	 stakeholder	 that	 isn’t	
directly	impacted	or	by	a	new	non-profit.	The	LMI	
would	 respond	 to	 the	 needs	 of	 both	 jobseekers	
and	 employers,	 and	 would	 complement	 rather	
than	 diminish	 the	 good	 work	 of	 existing	 service	
providers.	

One	 participant	 explained	 that	 creating	 the	 LMI	
with	 a	 membership	 structure,	 like	 the	 Winnipeg	
Chamber	 of	 Commerce,	 for	 instance,	 could	
reframe	 the	 relationship	 and	 help	 employers	
develop	a	sense	of	ownership	 in	the	LMI.	To	truly	
engage	 employers	 and	 respond	 to	 employers’	
needs,	it	was	suggested	that	an	LMI	needs	to	be	an	
employers’	organization	“at	its	core.”	

In	this	model,	employers	and	the	associations	and	
bodies	 that	 govern	 industries	 could	 play	 a	 major	
role	in	the	design	and	governance	of	an	LMI.		

An	organization	or	individual	tied	to	employers	and	industry	

Participants	 suggested	 placing	 LMIs	 within	 the	 large	 industry	 associations,	 employer	
associations	and	 sector	 councils,	which	are	 the	human	 resource	arms	of	 industry	 responsible	

“An	advisory	body	that	embodies	the	diverse	
breadth	of	community	and	builds	a	foundation	

based	on	the	expertise	of	the	community.”	

	

“Create	a	not-for-profit	that	has	participation	
from	employers,	service	providers	and	education	

institutions	to	bring	together	the	silos.”	

	

“There	is	a	need	for	an	organization	in	between	
education	institutions	and	the	employer	

community	that	doesn’t	come	from	one	or	the	
other	perspective,	but	that	is	grounded	in	both	
sides	and	has	an	understanding	of	industry	and	

employer	needs.”	

	

“The	structure	needs	to	be	inclusive,	not	exclusive)	
–	a	new	and	complimentary	organization	that	has	

a	place	for	everybody.”	

	

“Nobody	understands	business	better	than	
business.”	
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for	labour	force	needs.	Some	noted	that	employers	might	be	more	open	to	working	with	an	LMI	
that	is	embedded	in	industry	or	their	own	organizations,	for	that	matter.		

Some	 industries,	 like	 the	Manitoba	 Construction	 Sector	 Council,	 have	 an	 Indigenous	 Liaison	
who	 performs	 many	 of	 the	 functions	 that	 participants	 suggested	 an	 LMI	 could	 do.	 The	
Indigenous	 Liaison	 provides	 an	 array	 of	 services,	 from	 pre-employment	 supports	 and	 skills	
refreshers	 for	 jobseekers	 to	 cultural	 awareness	 education	 for	 employers.	 For	 instance,	 the	
Indigenous	Liaison	has	distributed	a	short	video	on	Indigenous	history,	which	was	described	by	
one	viewer	as	“awesome,”	and	has	already	generated	interest	in	Indigenous	recruitment	in	the	
construction	sector.		

Some	 larger	 employers	 talked	 about	 the	 need	 for	 an	 LMI	 within	 their	 own	 human	 resource	
portfolios.	There	are	major	employers	 in	Manitoba	who	have	 thousands	of	 staff	and	want	 to	
develop	more	 representative	workforces.	 The	Winnipeg	 Regional	Health	 Authority	 expressed	
an	 interest	 in	 piloting	 an	 LMI	 unit.	 With	 28,000	 employees,	 representatives	 of	 the	 health	
authority	noted,	“We	don’t	need	to	share.”	This	model	could	potentially	best	reflect	needs	of	
very	large	employers	and	be	legitimately	‘owned’	by	those	employers.	The	employer/industry-
based	 LMI	would	perform	 the	duties	of	 an	 LMI	 and	 could	 link,	 on	behalf	 of	 the	employer	or	
industry,	with	the	mainstream	LMI.	The	role	of	LMI	may	include:	

• Connecting	management	and	staff	with	cultural	awareness	training	and	resources	to	
create	workplaces	that	generate	a	culturally	safe	experience	for	Indigenous	jobseekers;	

• Working	with	human	resource	leadership	within	the	organization	to	remove	any	
unintended	barriers	to	may	prohibit	Indigenous	people	from	applying	or	being	hired;		

• Identifying	and	removing	barriers	that	jobseekers	may	encounter	to	support	Indigenous	
recruitment	activities	(for	example,	the	LMI	could	organize	information	sessions	in	the	
community	and	bring	applications	and	other	required	forms	to	the	session	for	
jobseekers);		

• Developing	and	delivering	a	pre-employment	program	or	orientation	for	Indigenous	
jobseekers	(a	(minimum)	one-day	overview	of	the	job,	expectations,	workplace	safety	
and	a	skills	refresher,	for	example);	

• Building	relationships	with	CBOs,	service	providers,	and	the	post-secondary	community;		

• Representing	the	employer’s	training	and	other	labour	force	needs	to	the	secondary	and	
post-secondary	communities	(this	might	include	working	with	high	school	guidance	
counsellors,	presenting	at	career	fairs,	etc.);	

• Working	with	partners	in	the	education	and	training	community	to	link	training	to	the	
employer’s	needs,	and	support	recruitment	activities;		
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• Being	available	and	accessible	to	jobseekers	during	the	transition	to	employment,	and	
connecting	them,	as	needed,	to	cultural	supports,	CBOs,	service	providers	and	others;	
and	

• Helping	the	employer	address	any	challenges	or	issues	that	might	arise	during	the	
transition	to	employment.	

In	the	community		

It	was	generally	agreed	that	an	LMI	should	be	located	“in	
the	 community”	 to	 be	 most	 accessible	 to	 jobseekers,	
who	 may	 face	 real	 practical	 challenges	 and	 barriers	 in	
accessing	services	located	outside	of	their	community	or	
neighbourhood.		

The	following	responses	to	the	question	of	where	to	locate	an	LMI	were	collected	in	the	survey	
for	students:	

• Inner	city	because	I	find	it	has	the	most	problems	

• In	the	centralized	areas	because	rent	is	so	high	and	therefore	most	aboriginal	people	
reside	in	those	areas	and	it	will	be	easier	to	access		

• Somewhere	in	the	middle	because	most	people	live	in	different	areas	and	most	of	the	
time	people	don’t	have	transportation		

• Inner	city/downtown	because	it	easier	to	get	there	

• Winnipeg	core.	I	think	a	centralized	location	would	better	serve	everyone	

• In	a	career	centre	in	the	university	

Mobile		

Participants	 suggested	 that	 an	 LMI	 would	
have	to	be	mobile	or	located	in	many	areas.	
Some	suggested	a	mobile	“outreach”	model	
that	 may	 help	 address	 the	 transportation	
barrier	cited	by	jobseekers.	

A	one-stop	shop	

An	 LMI	 could	 be	 hub	 or	 one-stop	 shop	
where	employers	and	jobseekers	could	call	or	walk	in	to	for	information	and	resources.		

“For	us,	we	believe	the	person	just	needs	
to	be	available.”		

“Whatever	form,	it	needs	the	ability	to	be	mobile	-	a	lot	
of	training	initiatives	are	not	in	the	city,	they	could	be	

anywhere	in	the	province.”	

	

“I	think	they	should	be	sub-officed	throughout	the	
province.	Offering	them	in	highly	populated	aboriginal	

areas	making	them	more	accessible.”	
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Many	participants	agreed	that	a	hub	is	needed	and	that	it	would	be	useful	to	have	a	centralized	
site	 for	 resources,	 services	 and	 referrals	 and	 a	 central	 place	where	 community	 could	 call	 for	
information.	Many	noted	that	a	hub	doesn’t	currently	exist	and	that	“there	is	no	go-to	place”	
for	either	employers	or	jobseekers.		

Decentralized	workers	in	multiple	locations	

Some	participants	suggested	that	an	LMI	could	
have	 a	 centralized	 hub	 and	 decentralized	
outreach	workers	who	are	housed	at	different	
sites	 to	 increase	 access	 for	 jobseekers,	 or	 in	
“multiple	locations”	targeting	specific	neighbourhoods	or	areas,	like	downtown,	Point	Douglas	
or	 the	North	 End.	 This	 is	 similar	 to	 the	 decentralized	worker	model	 described	 by	 Silvius	 and	
MacKinnon	 (2012)	 in	 “Making	 employment	 work:	 Connecting	multi-barriered	Manitobans	 to	
good	jobs”	(see	a	description	of	this	model	below).		

Staffed	by	Indigenous	people	with	lived	experience	

Students	suggested	that	an	LMI	should	be	staffed	
with	Indigenous	people	who	“know	what	 it’s	 like	
to	walk	in	our	shoes	and	have	faced	racism,”	have	
lived	experience	with	the	challenges	and	barriers	
that	Indigenous	jobseekers	face,	can	relate	to	and	
connect	 with	 jobseekers,	 and,	 as	 one	 student	
said,	are	“inspiring	and	show	us	we	can	succeed.”	
Another	student	suggested	that	LMI	staff	wouldn’t	judge	jobseekers	or,	if	they	did,	they	would	
only	“judge	us	on	our	present	employment	goals.”		

Online	matching	&	supports	

An	LMI	could	have	a	virtual	presence,	in	the	form	of	a	web-based	platform	or	application	that	
helps	 jobseekers	 access	 information	 about	 training	 and	 employment	 opportunities	 and	helps	
employers	access	applicants	with	the	skills	they	need.		

Participants	 also	 suggested	 that	 an	 LMI	 could	 have	 online	 resources	 that	 feature	 Frequently	
Asked	Questions	and	a	Live	Chat	mechanism	so	 that	 jobseekers	could	connect	with	LMI	 staff	
online.	 This	would	be	 a	way	 to,	 for	 example,	 help	
address	 transportation	 barriers	 or	 connect	 with	
individuals	 who	 may	 lack	 the	 confidence	 to	
approach	the	LMI	in	person.	 	

“The	LMI	would	be	in	all	the	places,	with	all	the	
connections,	to	be	effective.”	

“Lack	of	confidence	is	one	kind	of	challenge	
experienced	by	participants.”	

“You	need	the	right	person,	an	indigenous	person	
who	can	fill	the	gap,	generate	buy-in,	act	as	the	
middleman.	The	person	needs	an	understanding	
of	the	business	world...	A	person	who’s	in	it	for	
the	long-term.	It’s	important	to	have	the	right	

person	for	the	job.”	
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Concerns	and	ways	to	resolve	them	
This	 section	 presents	 the	main	 concerns	 cited	 by	 participants,	 as	well	 as	 the	 arguments	 and	
strategies	that	may	respond	to	and/or	resolve	them.	

Duplication	of	services	provided	by	ASETS	Agreement	Holders	and	other	service	providers		

One	of	the	main	concerns	raised	by	participants	is	that	an	LMI	would	duplicate	services	already	
provided	by	the	ASETS	Agreement	Holders.		

	

In	response	to	this	concern,	a	few	participants	suggested	that	funding	for	an	LMI	should	flow	
through	ASETS	Agreement	Holders	or	go	directly	to	ASETS	Agreement	Holders	to	expand	their	
current	 services.	 For	 instance,	 in	 a	 document	 distributed	 by	 members	 of	 the	 Winnipeg	
Indigenous	 Executive	 Circle	 at	 the	 February	 23	 gathering,33	it	 states	 that	 “the	 services	 a	
proposed	 LMI	 would	 provide	 are	 already	 available	 from	 the	 Centre	 for	 Aboriginal	 Human	
Resource	Development	(CAHRD).”	CAHRD	is	one	of	the	ASETS	Agreement	Holders	who	provides	

																																																								
33	Winnipeg	Indigenous	Executive	Circle,	The	Winnipeg	Indigenous	Executive	Circle	(WIEC)	Submission	to	
BUILD’s	Consultation	on	a	Proposed	Aboriginal	Labour	Market	Intermediary,	February	23,	2016.	The	
WIEC	is	a	forum	for	collaboration	and	coordination	on	matters	affecting	Indigenous	program	and	service	
delivery	in	Winnipeg.	The	Circle	is	comprised	of	executives	from	Winnipeg’s	Indigenous-led	community	
organizations.	

Aboriginal	Skills	and	Employment	Training	Strategy,	Service	Canada	
The	federally	funded	Aboriginal	Skills	and	Employment	Training	Strategy	(ASETS)	is	delivered	by	a	
variety	organizations	and	Indigenous	governments	across	Canada.	In	Manitoba,	the	ASETS	
Agreement	Holders	include:		

• Centre	for	Aboriginal	Human	Resource	Development,		
• Manitoba	Metis	Federations,		
• First	Peoples	Development	Inc.,	and		
• Assembly	of	Manitoba	Chiefs.		

	
ASETS	Agreement	Holders	provide	Indigenous	people	with	the	skills	and	supports	they	need	to	find	
and	keep	a	good	job.	They	offer	a	range	of	programs	and	services	for	Aboriginal	youth,	urban	
Aboriginal	people,	and	Aboriginal	people	with	disabilities,	including:		

• Skills	development	and	training	for	high-demand	jobs;	
• Job	matching;	and	
• Access	to	childcare.	

	
Source:	Government	of	Canada,	“Aboriginal	Skills	and	Employment	Training	Strategy,”	ESDC	Aboriginal	
Programs,	2015,	http://www.esdc.gc.ca/en/aboriginal/asets/index.page.	
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services	for	Indigenous	people	in	Winnipeg.	It	goes	on	to	recommend	that	“any	new	resources	
that	 might	 be	 secured	 to	 create	 an	 LMI	 should	 instead	 be	 invested	 into	 enhancing	 CAHRD	
services.”	

On	 the	 other	 hand,	 the	 majority	 of	 participants	 suggested	 that	 there	 are	 advantages	 to	
duplication:	

• There	may	be	slight	or	major	differences	in	service	delivery	and	other	factors	between	
similar	programs.	Duplication	gives	clients	choices	between	service	providers	and	
services,	rather	than	prescribed	routes.	

• Existing	services	are	accessible	and	available	for	some	participants,	but	not	all.	More	
services	will	ultimately	increase	the	accessibility	and	availability	of	services	for	more	
jobseekers.	

• Duplication	can	help	maintain	program	competitiveness	and	success.	

Additionally,	in	response	to	the	suggestion	that	an	ASETS	Agreement	Holder	is	a	logical	hub	for	
an	LMI,	the	majority	of	participants	felt	that	an	LMI	should	not	be	housed	or	run	by	an	existing	
service	provider.	Participants	acknowledged	that	if	an	LMI	is	 located	on	the	site	of	an	existing	
post-secondary	 institution,	 training	 centre	 or	 CBO,	 it	 will	 be	 perceived	 as	 attached	 to	 that	
organization	 and	 may	 also	 result	 in	 preferential	 treatment	 towards	 that	 service	 provider’s	
existing	clientele	and	employer/industry	partnerships.	One	participant	remarked,	“It	would	be	a	
mistake	 to	 house	 it	 in	 an	 existing	 organization	 because	 it	 isolates	 the	 LMI	 to	 a	 specific	
stakeholder	 group	 or	 whoever	 has	 relationships	 with	 that	 organization.	 It’s	 better	 to	 create	
partnerships	with	a	multitude	of	organizations.”	

AMR	heard	that	housing	the	LMI	with	an	existing	service	provider	also	creates	the	potential	for	
conflict.	 For	 example,	 one	 participant	 asked,	 Why	 one	 ASETS	 Agreement	 Holder	 instead	 of	
another,	as	several	ASETS	Holders	provide	services	for	Indigenous	jobseekers	in	Winnipeg	and	
Manitoba?	

Competition	with	existing	service	providers	

Participants	were	generally	interested	in	working	with	an	LMI	with	the	caveat	that	an	LMI	not	
compete	with	service	providers	(around	service	delivery	or	funding)	but	instead	help	fill	some	
of	the	gaps	that	make	it	hard	for	Indigenous	jobseekers	to	meet	their	training	and	employment	
goals.	

Some	participants	wondered,	“Why	create	a	new	structure	rather	than	[jobseekers]	connecting	
directly	with	organizations	that	are	already	offering	these	services?”	In	response	to	this,	AMR	
heard	that	while	some	organizations	do	provide	a	full	range	of	services,	they	may	be	unable	to	
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respond	to	demand,	due	to	funding	and	human	or	other	resource	 limitations,	and	 jobseekers	
ultimately	wait	in	long	lines.		

So	 while	 the	 range	 of	 services	 that	 a	 jobseeker	 requires	 might	 exist,	 competition,	 a	 lack	 of	
communication,	 and	 navigation	 barriers	 may	 contribute	 to	 the	 lack	 of	 information	 and	
opportunities	 to	 access	 existing	
resources.	 Many	 noted	 that,	 for	 these	
reasons,	 a	 referral	 service	 to	 help	
jobseekers	(and	employers)	connect	with	
the	supports	and	services	they	require	is	
needed.	

Despite	concerns,	many	participants	could	still	recognize	certain	major	needs	and	gaps	that	an	
LMI	could	help	fill,	including:	

• Employer	engagement	and	supports,	

• Facilitating	communication	among	stakeholders,	generally,	and	

• Helping	jobseekers	and	employers	identify,	navigate	and	access	a	range	of	supports	and	
services,	including	supports	during	the	transition	to	work,	when	some	service	providers	
are	not	funded,	mandated	or	otherwise	able	to	provide	services	(for	instance,	because	
there	is	a	waiting	list).	

Finally,	all	of	our	conversations	with	community	organizations,	service	providers	and	the	post-
secondary	community	confirmed	that	it’s	very	important	that	an	LMI	not	duplicate	or	diminish	
the	 important,	 valuable	 and	 effective	 supports	 that	 organizations	 currently	 provide	 for	
Indigenous	people.	An	LMI	must	enhance	and	complement	the	good	work	that	is	already	being	
done	in	the	community.	

	 	

“We	don’t	want	to	create	redundancy	in	programs	and	
services	and	we	don’t	want	to	confuse	the	client,	but	an	

LMI	could	connect	and	help	move	clients	through	the	
various	levels	of	support.”	
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Labour	Market	Intermediaries	in	Manitoba	
There	 are	 many	 important	 initiatives	 that	 provide	 valuable	 and	 meaningful	 supports	 and	
services	for	Indigenous	jobseekers.	This	section	looks	at	three	initiatives	across	Manitoba	that	
deliver	LMI-type	programs	and	services	for	Indigenous	jobseekers.	An	LMI	could	build	on	these	
programs’	 strengths,	 and	 take	 away	 important	 lessons	 learned	 from	 their	 hard	 work	 and	
experiences.		

Working	Warriors	and	the	National	Association	of	Indigenous	Workers’	Turn-Key	Solution	to	
Indigenous	Engagement	

Fifteen	 years	 in	 the	 making,	 Working	 Warriors	 was	 launched	 in	 February	 2016.	 Working	
Warriors	 is	 an	 innovative	 national	 skills	 registry	 and	 human	 resources	 system	 designed	
specifically	for	Indigenous	communities.	It’s	a	portal	where	jobseekers	can	generate	a	detailed	
resume,	 and	 then	 upload	 it	 onto	 the	 system	 (users	 can	 also	 upload	 an	 existing	 resume).	
Employers	and	 industry	can	post	 jobs	and	choose	between	reviewing	all	qualified	 resumes	 (a	
free	 service)	 or	 purchasing	 customized	 engagement	 and	 recruitment	 services.	 The	 data	
collected	from	jobseekers	can	generate	a	Community	Status	Report,	which	provides	important	
information	for	community	leaders,	including	the	skill	set,	employment	and	educational	levels	
of	 each	 of	 their	 members,	 as	 well	 as	 their	 members’	 education	 and	 employment-related	
aspirations.		

The	 National	 Association	 of	 Indigenous	 Workers	 (NAIW)	 is	 a	 non-profit	 organization	 that	
connects	 Indigenous	 jobseekers	 to	 training,	 education	 and	 employment	 opportunities	 with	
industry,	while	celebrating	Indigenous	cultures.	Working	in	partnership,	Working	Warriors	and	
NAIW	 provide	 solutions	 that	 address	 common	 barriers	 in	 First	 Nations	 communities,	 like	
inadequate	 human	 resource	 systems;	 an	 absence	 of	 information	 about	members’	 education,	
employment,	skills	and	aspirations;	a	lack	of	resumes	and	other	avenues	to	market	community	
members	to	employers;	and	a	lack	of	engagement	strategies	to	market	and	connect	indigenous	
communities	 to	 industries,	 despite	 the	mandatory	 Indigenous	workforces	 called	 for	 in	many	
capital	projects.34	

Working	Warriors	and	NAIW	help	prepare	jobseekers	for	employment	by	facilitating	orientation	
and	 training	programs	 to	 upgrade	 their	 skills	 and	help	 them	advance	 in	 the	workplace.	 They	
provide	on-the-job	training	and	a	three-day	Safety	Training	and	Orientation	program	to	all	hired	
jobseekers.	They	have	built	partnerships	with	online	educational	and	training	institutions,	such	

																																																								
34	Working	Warriors	and	National	Association	of	Indigenous	Workers,	A	Turn-Key	Solution	to	Indigenous	
Engagement,	Brochure,	2016,	2	&	4.		
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as	Contact	North,	who	offer	online	training	programs,	and	post-secondary	institutions,	like	Red	
River	 College,	 to	 help	 jobseekers	 reach	 their	 full	 potential	 and	 advance	 their	 knowledge	 and	
skill	sets.		

A	pilot	project	has	been	very	successful	 in	New	Brunswick.	Now,	Working	Warriors	and	NAIW	
are	expanding	their	program	across	Canada,	starting	to	work	with	Indigenous	peoples	living	in	
urban	centres,	and	developing	an	 initiative	geared	 to	 involve	more	women	 in	non-traditional	
fields,	like	trades	and	the	construction	industry.		

The	turn-key	project	is	a	growing	success,	with	over	700	Indigenous	people	already	registered	
on	the	portal.	Simple	but	important	steps	contribute	to	their	success,	including:		

• A	focus	on	building	meaningful	relationships	with	community	leaders	and	members	that	
go	beyond	employment	and	community	development;	

• Hiring	community	members	to	administer	and	promote	the	program,	and	to	help	
register	other	community	members;		

• Taking	a	hands-on	approach	with	industry	partners	to	guarantee	Indigenous	inclusion	in	
project	tendering	processes;	

• Providing	community	members	with	job	training	and	skills	upgrading,	which	includes	a	
three-day	job	safety	training	and	orientation	program	for	all	jobseekers	who	are	hired;	
and	

• Supporting	new	employees	and	the	employer	as	the	project	gets	underway	and	other	
activities	geared	towards	the	retention	of	Indigenous	workers.	

Ma-Mow-We-Tak	Friendship	Centre’s	Employment	First	North	Project	

Ma-Mow-We-Tak	 Friendship	 Centre	 launched	 the	 Employment	 First	 North	 (EFN)	 Project	 in	
August	2015	 in	partnership	with	Vale	 (a	major	employer	based	 in	 Thompson)	 to	 address	 the	
barriers	to	employment	faced	by	Indigenous	people	and	other	Manitobans	living	in	the	north.	
Situated	in	Thompson,	Manitoba,	the	program	stemmed	in	part	from	Vale’s	desire	to	hire	more	
Indigenous	people	from	Manitoba’s	north.35	The	EFN	Project	is	part	of	a	continuum	that	started	
with	 their	 Northern	 Employment	 Strategy,	 and	 aims	 to	 help	 Vale	 hire	 and	 retain	 a	 local	
workforce.		

																																																								
35	Molly	Gibson	Kirby,	Employment	project	launches	within	Ma-Mow-We-Tak	Friendship	Centre,	
Thompson	Citizen,	August	12,	2015.	
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Participants	 enter	 the	 program	 through	 Ma-Mow-
We-Tak	Friendship	Centre.	Following	an	 initial	 intake	
and	 assessment	 with	 an	 EFN	 staff	 member,	
participants	 may	 conduct	 an	 Essential	 Skills	
Assessment	and/or	a	Personal	Inventory	Assessment.	
Participants	 can	 upgrade	 skills,	 access	 basic	 adult	
education	 from	 the	 Friendship	 Centre,	 or	 access	
other	 education	 and	 training	 opportunities	 that	
match	their	interests	and	gifts.		

Part	 of	 the	 intake	 and	 assessment	 process	 involves	
identifying	 goals	 and	 laying	 out	 a	 path	 to	 get	 there,	
which	can	also	draw	out	barriers.	Based	on	the	intake	
and	 assessment,	 the	 EFN	 Project	 might	 help	
jobseekers	 access	 the	 following	 supports,	 which	 are	
offered	 in-house	 through	 Ma-Mow-We-Tak	
Friendship	 Centre	 and	 through	 partnerships	 with	
other	community	organizations:	

• Identify	personal	goals 

• Develop	a	plan	to	reach	goals 

• Get	a	driver’s	license	

• Complete	a	criminal	record	or	child	abuse	registry	check	 

• Advocacy	and	access	to	other	resources	or	supports	(for	example,,	housing,	childcare,	
health	and	wellness	services,	etc.)	that	will	make	it	easier	to	find	and	keep	a	good	job 

• Prepare	a	resume	and	cover	letter	 

• Hear	about	interesting	job	openings	and	apply	for	a	job 

• Prepare	for	and	complete	an	interview	 

• Participate	in	Vale’s	POinT	program 

• Get	a	job 

Ma-Mow-We-Tak	 Friendship	 Centre	 works	 with	 employers	 to	 develop	 pathways	 into	 their	
workforces	 and	 then	 helps	 guide	 jobseekers	 along	 the	 paths.	 For	 instance,	 the	 EFN	 Project	
supported	 jobseekers	 through	 Vale’s	 lengthy	 and	 complex	 hiring	 process.	 In	 Vale’s	 hiring	
process,	 interested	 jobseekers	 complete	 an	 online	 application,	 submitted	 with	 their	 resume	
and	a	cover	letter.	Once	their	application	is	submitted,	they	automatically	receive	an	email	from	
Vale	that	describes	the	EFN	Project,	and	invites	them	to	connect	with	the	EFN	team.	Vale	then	

	

“Employment	First	North	is	something	
different.	It	came	out	of	a	real	business	

proposition	and	a	real	need.”	

	

“We	knew	we	needed	to	approach	the	
problems	in	the	region	with	our	heads	and	our	
heart.	The	business	community	tends	to	think	
with	their	heads,	social	services	tend	to	think	
with	their	hearts.	The	best	solutions	are	in	the	
middle,	which	is	an	intermediary	approach…	

We	can	care,	but	we	can	still	measure	the	
extent	to	which	our	caring	delivered	the	

outcomes	we	hoped	for.”	

	

“Maybe	Vale’s	not	right	for	me,	so	what	else	is	
out	there?”	
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reviews	the	applicant,	and	if	they	are	a	viable	candidate,	Vale	requests	that	they	connect	with	
Workplace	Essential	Skills	Training	Centre	–	Thompson	(WEST),	where	they	will	complete	Vale’s	
Essential	Skills	Assessment.	Based	on	the	results	of	 the	assessment,	successful	candidates	are	
guided	along	one	of	four	pathways	(long-term,	intermediate	or	short-term	training	to	address	
skills	 gaps	 and	 then	 reassessment	 of	 skills,	 or	 the	 candidate	 meets	 skills	 requirements	 and	
moves	along	to	the	next	step).	Candidates	who	meet	Vale’s	skills	requirements	will	be	invited	to	
a	group	assessment	process.	After	the	group	assessment,	unsuccessful	candidates	are	notified	
via	email,	and	encouraged	again	to	connect	with	the	EFN	team.	They	have	the	option	to	reapply	
in	one	year,	and,	in	that	time,	can	work	with	the	EFN	team	to	develop	the	skills	or	experience	
they	 need	 to	 succeed	 in	 their	 next	 application.	 Successful	 candidates	 are	 given	 conditional	
employment	 offers	 or	 conditional	 offers	 to	 participate	 in	
Vale’s	Process	Operator	in	Training	(POinT)	Program,	a	model	
for	jobseekers	who	need	some	more	technical	training	before	
they	 joining	 Vale’s	 entry-level	 workforce.	 The	 offers	 are	
conditional	pending	the	results	of	a	background	check.	

In	addition	to	being	guided	through	the	pathways,	an	EFN	support	coach	follows	up	and	works	
with	jobseekers	to	help	ease	the	transition	to	employment.	“They	are	like	shepherds	who	walk	
with	you	all	the	way,	plot	you	on	a	continuum	so	you	know	the	steps	you	need	to	take.”	

The	project	 is	 supported	by	 two	 committees.	One	provides	 input,	 guidance	 and	 feedback	on	
project	 activities	 (the	 Joint	Management	Committee)	 and	 the	other	 is	 focused	on	addressing	
the	 needs	 of	 individual	 clients	 (the	 Tech	 Committee),	 including	 referrals	 to	 community	
resources	that	might	be	helpful	to	clients	as	they	try	to	develop	their	own	employability.	Both	
of	 these	 committees	 draw	on	 community	 resources	 as	well	 as	 the	 internal	 resources	 at	Ma-
Mow-We-Tak	 Friendship	 Centre.	 The	 committee	 members	 includes	 representatives	 of	 Ma-
Mow-We-Tak	 Friendship	 Centre,	 Vale,	 the	 Northern	 Manitoba	 Sector	 Council,	 University	
College	of	 the	North,	 YWCA-Thompson,	Workplace	 Essential	 Skills	 Training	 (WEST)	 and	other	
community	services.	

The	City	of	Winnipeg’s	Primary	Care	Paramedic	Training	Program	

Oshki	Annishinabe	Nigaaniwak	(the	City	of	Winnipeg’s	Aboriginal	Youth	Strategy)	and	Winnipeg	
Fire	 and	 Paramedic	 Services	 (WFPS)	 partnered	 with	 the	 ASETS	 Agreement	 Holders	 in	 the	
development	 of	 a	 Primary	 Care	 Paramedic	 course	 for	 Indigenous	 youth.36	The	 program	 was	
designed	 to	 remove	 barriers	 and	 create	 accessibility	 for	 Indigenous	 youth	 and	 young	 adults,	

																																																								
36	Primary	Care	Paramedic	Training	Program	Backgrounder	(Winnipeg:	City	of	Winnipeg,	n.d.).	

“Not	ready	today	doesn’t	mean	
not	ready	forever.”	
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who,	 upon	 successful	 completion	 of	 the	 program,	 would	 be	 prepared	 specifically	 for	
employment	as	paramedics	with	the	City	of	Winnipeg.		

Sixteen	First	Nation	and	Metis	youth	participated	in	the	program,	which	was	delivered	by	the	
WFPS	Training	Academy.	The	City	of	Winnipeg’s	Indigenous	Relations	department	worked	with	
the	educators	from	the	Primary	Care	Paramedic	program	for	several	months	to	remove	barriers	
and	“Indigenize”	the	curriculum.	The	standard	six-month	program	was	extended	to	ten-months	
to	allow	for	personal	and	cultural	learning	opportunities.	

Based	 on	 needs	 assessments	 and	 participant	 screening,	 the	 program	 provided	 wraparound	
supports,	work	experience	opportunities	and	job	placement	support.	Participants	also	received	
a	 living	 allowance	 so	 they	 wouldn’t	 have	 to	 worry	 about	meeting	 their	 basic	 needs,	 and	 to	
reduce	the	risk	of	some	participants	receiving	more	than	others	(due	to	unequal	funding	from	
bands,	governments,	bursaries,	etc.).	

The	 program	was	 governed	 by	 a	 “collaborative	 table,”	which	 included	 the	 ASETS	 Agreement	
Holders,	the	Province	of	Manitoba	and	Eagle	Urban	Transition	Centre,	which	provides	supports	
for	First	Nations	people	transitioning	to	Winnipeg	from	their	communities.		

In	 June	 2014,	 the	 program	 completed	 with	 a	 100	 percent	 graduation	 rate	 –	 the	 first	 ever	
Paramedic	 class	 to	 graduate	 100	 percent	 of	 students.	 Seven	 of	 the	 graduates	 started	 their	
careers	with	the	Winnipeg	Fire	Paramedic	Service	in	October	2014.37	

Building	on	 the	 success	of	 the	Paramedic	 course,	 the	City	has	partnered	with	 the	 Indigenous	
Leadership	Development	Institute	and	the	Centre	for	Aboriginal	Human	Resource	Development	
to	 deliver	 level	 1	 carpentry	 programs,	 based	 on	 needs	 identified	 by	 the	 training	 and	
employment	communities.	A	new	Indigenous	Firefighter	Paramedic	training	program	is	also	in	
development.	

Lessons	Learned	and	Key	Components	

Relationships	before	partnerships	

These	programs	embody	 this	 sentiment.	 For	 instance,	Vale	has	a	 long	history	with	Ma-Mow-
We-Tak	Friendship	Centre.	One	participant	explained,	“We	had	trust	and	relationships	before	
anyone	etched	out	a	partnership.”		

																																																								
37	Oshki	Annishinabe	Nigaaniwak.	 July-December	2014	Newsletter	 (Winnipeg:	City	of	Winnipeg,	2014),	
p.3.	
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One	 employer	 explained	 that	 jumping	 into	 partnerships	
without	an	existing	 relationship	 is	 like	bad	blind	dating	–	
the	 partnership	 won’t	 succeed	 without	 a	 strong	
foundation.		

Identify	and	remove	barriers	

Removing	barriers	to	employment	are	the	primary	objectives	of	the	three	LMI-type	projects.		

The	City	of	Winnipeg’s	activities	epitomize	this.	The	program	really	made	an	effort	to	remove	all	
the	barriers	 that	 interested	 jobseekers	might	have	encountered.	As	part	of	 their	engagement	
strategy	with	 jobseekers,	 the	City	 held	 lunch	 and	 suppertime	 information	 sessions	 at	 several	
locations	 around	 the	 community,	 provided	 food,	 and	 brought	 stacks	 of	 required	 paperwork	
(from	applications	to	medical	forms)	so	that	jobseekers	wouldn’t	have	to	run	around	collecting	
the	forms	themselves,	which	is	typically	a	major	barrier.	They	also	thought	about	the	barriers	
that	Indigenous	students	might	face	while	they	were	supplementing	the	curriculum	and	added	
specific	 components	 to	 address	 these	 obstacles,	 such	 as	 a	 physical	 education	 component	 to	
help	the	students	succeed	in	the	physical	exam.		

Employer	engagement	

An	LMI	has	to	really	understand	the	needs	of	the	employers	–	not	only	their	present-day	labour	
force	needs,	but	also	what	being	able	to	recruit	new	Indigenous	employees	successfully	would	
mean	 to	 the	 employer	 in	 the	 long-run.	Doing	 so	 opens	 up	 all	 sorts	 of	 new	opportunities	 for	
growth.		

Ma-Mow-We-Tak	 Friendship	 Centre’s	 employer	 engagement	 strategy	 included	 luncheons,	
presentations	and	direct	outreach	with	employers.	They	really	tried	to	understand	what	would	
generate	the	employer’s	 interest	 in	working	with	EFN	Project	clients.	One	employer,	who	the	
Friendship	Centre	first	started	working	with	in	October	2015,	had	a	complicated	hiring	process,	
which	required	training	to	acquire	a	license	to	work	in	the	field	and	costly	criminal	record	and	
child	 abuse	 registry	 checks.	 The	 costs	 associated	with	 applications	 are	 upwards	 of	 $500	 and	
they	can	 take	a	 long	 time	to	complete,	during	which	a	 lot	can	happen	 in	an	applicant’s	 life	–	
their	circumstances	change,	they	lose	interest,	or	they	get	another	job.		

EFN	Project	staff	worked	with	the	employer	 for	several	months	to	develop	solutions	to	these	
barriers.	 By	 February	 2016,	 they	 had	 come	 up	 with	 a	 plan.	 They	 would	 hold	 the	 week-long	
training	 at	 the	 Friendship	 Centre	 and	 the	 employer’s	 in-house	 trainer	 would	 deliver	 the	
workshop	at	no	cost	for	interested	applicants.	The	employer	also	explored	whether	they	could	
conduct	the	criminal	record	checks	in-house	at	no	cost	to	the	applicant.	It	was	ultimately	a	win-
win	situation	and	an	innovative	solution	that	met	the	needs	of	both	the	employer	and	the	EFN	

“Relationships	first,	partnerships	second.”	
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Project’s	 clients.	 Now,	 the	 employer	 sees	 potential	 in	 the	 model	 as	 a	 way	 to	 solve	 their	
recruitment	challenges	nationally	and	 in	other	 regions	where	 it	might	be	difficult	 to	 find	and	
keep	 new	 employees.	 The	 EFN	 Project	 achieved	 this	 success	 by	 continuing	 to	 engage	 and	
partner	 with	 the	 employer	 to	 develop	 solutions	 together,	 and	 by	 making	 the	 most	 of	 the	
employer’s	and	the	Friendship	Centre’s	in-house	resources.	

The	City’s	 Indigenous	Relations	department	are	developing	an	employer	recruitment	strategy,	
which	they	will	roll	out	for	the	spring	hiring	season.	They	received	feedback	that	luncheons	are	
not	the	best	engagement	strategy,	because	employers	may	be	too	busy	to	attend.	Instead,	the	
City	is	developing	short	brochures	that	will	 list	the	benefits	of	hiring	trainees	and	the	kinds	of	
supports	that	the	City	will	provide	for	employers	
who	 take	 on	 the	 level	 1	 carpentry	 students,	
including	 wage	 subsidies	 and	 an	 offer	 to	
complete	 the	 time-consuming	and	burdensome	
apprenticeship-related	 paperwork	 on	 behalf	 of	
the	employer.	

Intake	and	Assessment	

Intake	and	assessment	could	be	onerous	for	a	 jobseeker	who	has	also	undergone	assessment	
(interests,	aptitudes,	essential	skills,	etc.)	with	their	original	service	provider.	However,	a	simple	
intake	and	assessment	process	could	help	the	LMI	match	a	jobseeker	with	the	right	education	
institution,	 training	provider,	 service	provider,	 community	organization	or	employer.	 It	would	
also	 help	 the	 LMI	 track	 outcomes,	 among	 other	 things,	 contributing	 to	 better	 planning,	
programming	and	service	delivery	 in	the	long	run.	The	intake	and	assessment	tools	should	be	
developed	 in	 collaboration	with	 service	 providers	 and	 employers	 (to	 determine	 the	 kinds	 of	
skills	employers	look	for	in	a	new	hire,	for	instance).	

Working	Warriors	is	an	online	portal	where	jobseekers	can	upload	an	existing	resume	or	create	
a	new	resume	using	their	step-by-step	resume	builder.	The	resume	provides	Warriors	with	data	
on	jobseekers	education,	skills	and	work	history,	as	well	as	aspirations	and	basic	demographic	
information.	 They	 use	 this	 information	 to	 upgrade	 jobseekers’	 skills,	 as	 needed,	 and	 match	
qualified	jobseekers	with	interested	employers.		

Employment	First	

Describing	the	EFN	Project,	one	participant	remarked,	“Maybe	you’ve	heard	of	Housing	First?	
Our	project	 takes	an	Employment	First	approach.”	The	EFN	partners	knew	 they	had	 to	begin	
with	employment	–	“Employment	First,	which	is	similar	to	the	Housing	First	model,	where	you	
begin	with	the	end	in	mind.”		

“Sometimes	employers	don’t	think	they	can	change	
their	practices.	It	can	be	a	struggle.	You	have	to	go	

to	them	with	solutions,	with	better	ways	to	do	
things.”	
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Housing	First	is	a	participant-driven	approach	that	is	based	on	the	principles	of:	

• Immediate	access	to	housing	with	no	housing	readiness	conditions;		

• Participant	choice;		

• Social	and	community	integrations;	and	

• Wraparound	supports,	among	others.			

Similarly,	 an	 Employment	 First	 approach	 provides	 jobseekers	 with	 choices,	 rather	 than	
prescribed	routes.	It	provides	wraparound	supports	for	the	jobseekers	that	will	ultimately	help	
them	 find	 and	 keep	 a	 good	 job.	 The	 City’s	 Indigenous	 Paramedic	 Training	 Program	 is	 an	
example	of	“a	complete	model,”	which	provided	
wraparound	 supports	 in	 the	 pre-	 and	 post-
employment	 periods,	 including	work	 placement	
support	 and	 opportunities	 to	 build	 work	
experience.	 Many	 participants	 noted	 that	
jobseekers	 have	 better	 outcomes	 when	 they	 participate	 in	 a	 pre-employment	 program	 (for	
example,	 a	 (minimum)	 one-day	 skills	 refresher	 and	 overview	 of	 the	 job	 and	 expectations).	
Working	Warriors	offers	a	three-day	program	for	all	new	hires.	

Employment	First	is	also	a	strengths	based	approach.	For	instance,	after	sharing	an	example	of	
an	employment	program	where	eight	of	25	were	hired	and	ultimately	only	three	were	retained,	
one	employer	representative	explained,	“the	business	world	would	say	that's	an	epic	 fail,	but	
we	say	that	we	were	100	percent	successful	three	times.	So	we	asked,	what	did	we	do	right?”	

Cultural	supports	

The	importance	of	cultural	supports	for	jobseekers	can’t	be	overstated.		

• Working	Warriors	partners	with	NAIW	to	help	remove	barriers,	educate	jobseekers	and	
promote	culture.	

• At	Ma-Mow-We-Tak	Friendship	Centre,	people	have	access	to	onsite	programs	and	
activities,	including	Elders	and	other	cultural	supports	that	help	address	barriers	and	
maintain	wellbeing.	

• The	City	of	Winnipeg’s	Indigenous	Relations	department	worked	with	the	WFPS	Training	
Centre	to	add	cultural	learning	opportunities	to	the	extended	11-month	program.	

Anecdotal	evidence	from	these	three	projects	demonstrates	that	cultural	supports	are	a	crucial	
component	 on	 the	 path	 to	 achieving	 sustainable	 employment	 and	 meeting	 training	 and	
employment	 goals.	 The	 cultural	 component,	 one	 Elder	 remarked	 in	 a	 small	 group,	 gives	

“There	needs	to	be	a	guarantee	of	supports	post-
employment	equal	to	the	supports	provided	pre-

employment.”	
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jobseekers	a	“way	to	understand	the	world	in	a	traditional	way	that	they	will	always	be	able	to	
draw	on	for	strength.”	

Vale’s	 experience	 (textbox	below)	demonstrates	 the	 impacts	 that	 cultural	 awareness	 training	
can	have	on	employers’	recruitment	and	retention	policies	and	practices.	

	

Accountability	

As	 quoted	 in	 the	 Winnipeg	 Free	 Press,	 project	
partner	 Dwayne	 Bird	 of	Modern	 Clan	 explained,	
"Working	Warrior	is	about	eliminating	excuses	for	
industry	and	government	not	to	be	able	to	recruit	

Vale’s	experience		 	 	 	 	 	 	 	 	 Thompson,	Manitoba	
There	were	myths	and	misconceptions	around	northerners’	ability	and	willingness	to	work.	Vale’s	senior	
management	(at	the	time,	the	leadership	team	was	completely	non-Indigenous)	committed	to	cultural	
proficiency	training,	which	included	anti-racist	education	and	some	difficult	conversations	about	privilege.		

“[Cultural	awareness	training]	is	of	critical	importance	at	a	senior	leadership	level.	The	root	cause	of	failed	
projects	is	the	lack	of	will	and	energy	from	leaders.	But	it	scares	the	heck	out	of	them.	They	don’t	know	what	they	

don’t	know.	They	never	felt	safe	enough	to	ask	important	questions.	But	we	put	them	through	the	paces…	And	
we	couldn’t	have	taken	the	next	step	without	this	training.” 

Afterwards,	Vale	“held	up	a	mirror”	and	recognized	that	their	hiring	standards	didn’t	reflect	what	they	really	
needed	in	an	employee	and	were	“effectively	stopping	three	quarters	of	people	in	the	north	from	even	
applying.”		

“Northern	employees	will	be	as	good	or	better	on	average	than	a	regular	employee;	our	data	tells	us	these	are	
the	best	we’ve	ever	had	–	that	shatters	the	paradigm	pretty	quickly.”	

Historically	at	Vale,	80	percent	of	hires	were	people	from	outside	of	northern	Manitoba.	In	addition	to	the	
incentives	required	to	hire	outsiders,	the	employer	was	responsible	for	the	costs	of	flying	jobseekers	in	for	
interviews,	accommodations,	moving	expenses,	and	more.	They	weren’t	seeing	a	return	on	their	investment	for	
two	years	due	to	the	intensive	training	required,	and	by	then,	50	percent	of	their	workforce	was	long	gone	(“it’s	
too	far	from	family,	too	cold	and	too	boring”).	On	top	of	this,	most	of	these	hires	didn’t	bring	their	families,	
volunteer	or	join	the	community.	The	solution	was	simple	–	hire	northerners:		

“They	love	it	here,	they	want	to	stay,	their	families	are	here,	it’s	home.”	

Vale’s	retention	rates	are	higher	than	ever	(80	percent).	Five	years	ago,	Vale	had	150	to	200	job	vacancies	every	
month,	and	paid	100	people	double-time	to	do	the	work.	They	couldn’t	afford	their	workforce.	Now,	their	
workforce	plan	is	met	every	month.	Five	years	ago,	15	percent	of	Vale’s	direct	workforce	identified	as	
Indigenous;	today,	over	20	percent	declare.	In	2015,	100	percent	of	newly	hired	labourers	and	process	operators	
were	from	northern	Manitoba	and	over	40	percent	self-identified	as	Indigenous.	

“Contractors	can't	say	that	they	couldn't	
connect	with	skilled	workers	anymore	because	

we	have	a	database	of	skilled	workers.”	
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an	indigenous	workforce."38		

Working	Warriors	partners	with	employers	and	industry	in	tendering	process,	which	provides	a	
level	of	accountability,	explained	one	representative.		

	 	

																																																								
38	Martin	Cash,	Making	diversity	happen:	Group	seeks	to	connect	indigenous	workers	and	jobs,	
Winnipeg	Free	Press,	25	February	2016.	
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Important	 Considerations	 for	 Engagement	 &	
Development	of	an	LMI	
The	following	section	presents	participants’	ideas	and	suggestions	around	who	to	involve	in	an	
LMI,	 and	 important	 issues	 that	 would	 need	 to	 be	 addressed	 in	 the	 development	 of	 an	 LMI,	
including	community	needs	and	other	considerations	for	engaging	various	stakeholder	groups.		

Who	to	Involve	in	the	Design,	Operation	and	Governance	of	an	Aboriginal	LMI	

• Community	representatives,	with	meaningful	Indigenous	and	youth	representation	

• Employers,	including	senior	management	
(decision-makers)	and	human	resource	
leadership,	and	employers’	associations	

• Sector	councils,	as	industry	education	and	
training	authorities,	and	industry	leaders	

• ASETS	Agreement	Holders,	as	“Indigenous	organization[s]	that	[have]	existing	expertise	
and	proven	success	in	the	areas	that	would	be	addressed	by	the	establishment	of	an	
LMI.”39		

• Post-secondary	community		

• Service	providers	and	community	
organizations		

• Unions	(in	organized	workplaces)	

• Governments	

																																																								
39	Winnipeg	Indigenous	Executive	Circle,	The	Winnipeg	Indigenous	Executive	Circle	(WIEC)	Submission	to	
BUILD’s	Consultation	on	a	Proposed	Aboriginal	Labour	Market	Intermediary,	February	23,	2016.	

“Sector	councils	can	help	the	LMI	
develop	an	enriched	understanding	of	

labour	force	needs	on	the	ground.”	

“Not	just	those	that	are	superiors	but	front	
line	workers,	everyday	people	who	have	a	

genuine	interest.”	
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Community	Needs	

Services	for	Indigenous	people	should	be	designed	and	delivered	by	Indigenous	people	

Participants	agreed	that	services	and	programs	 for	 Indigenous	 jobseekers	should	be	designed	
and	 delivered	 by	 Indigenous	 people	 and	 organizations	 to	 ensure	 that	 they	 are	 culturally	
appropriate,	grounded	in	Indigenous	ways	of	being	and	knowing,	and	generate	a	culturally	safe	
experience	for	participants.	

Services	for	First	Nations	Peoples	and	Metis	and	Inuit	Peoples	

Participants	 noted	 that	 programs	 and	
services	 designed	 for	 Aboriginal	 people	
often	 target	 First	 Nations	 people,	 and	
overlook	or	are	not	accessible	to	Metis	and	
Inuit	people.	

Others	drew	attention	to	concerns	around	
blanket	 programming	 for	 Indigenous	
peoples,	 noting	 that	 programming	 for	
Indigenous	 peoples,	 as	 a	 cohesive	 group,	
will	not	be	responsive	to	the	diversity	and	
needs	of	different	groups.	

Participants	made	it	clear	that	not	everyone	aspires	to	the	same	definition	of	success.	Students,	
service	providers	and	CBOs	explained	that	it’s	not	enough	to	define	success	as	having	achieved	

The	role	of	government	
Participants	were	generally	divided	as	to	the	role	that	governments	would	play	in	an	LMI.	Some	went	
so	far	as	to	suggest	that	government	should	operate	the	LMI	as	a	neutral	party,	explaining	that	
employers	and	training	providers	are	not	impartial	stakeholders.	Others	felt	that	government	
shouldn’t	be	affiliated	with	an	LMI	at	all.	Some	suggested	that	government	should	participate	in	the	
planning	and	governance	of	an	LMI	in	an	ex-officio	capacity.	
	
Generally,	participants	suggested	the	following	actions	that	governments	can	take	to	support	
Indigenous	jobseekers:	

• Provide	tax	breaks,	wage	subsidies	and	other	incentives	to	employers	who	commit	to	hiring	
Indigenous	students,	trainees	and	apprentices.	

• Address	some	deficits	in	their	tendering	processes	and	include	Indigenous	trainees	and	
apprentices	as	a	percentage	of	new	hires	in	their	procurement	strategies.	

• Endorse	and	promote	cultural	awareness	training	for	the	corporate	sector,	and	provide	
incentives	for	businesses	whose	management	and	staff	participate	in	this	type	of	training.	

	

“It	is	important	that	when	discussing	“Aboriginal	peoples”	
that	Metis	and	Inuit	[people]	are	included	under	this	term.	

The	focus	tends	be	on	First	Nations	people.”	

	

“[Indigenous	peoples]	are	not	all	the	same.	We	are	very	
diverse	in	our	attitudes,	our	politics,	and	our	expectations.		

There	are	communities	within	our	communities	–	and	
some	are	extremely	marginalized,	dealing	with	those	sets	

of	conditions.”	
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sustainable	 employment.	 This,	 one	 participant	
explained,	 is	 the	 use	 of	 the	 mainstream	 value	
system	to	judge	another	individual’s	“success”	by	
how	well	she	fits	 in	with	that	system	–	while	she	
may	 have	 an	 altogether	 different	 value	 system,	
where	employment	is	not	the	be	all	end	all.	

	

	

	

	

Community	acceptance	

Many	 participants	 stressed	 the	 importance	 of	 ensuring	 that	 new	 “helping”	 programs	 are	
accepted	by	–	rather	than	imposed	on	–	the	community.		

Cultural	difference	
Indigenous	people	may	have	different	values	and	priorities	than	non-Indigenous	people.	This	is	
something	that	employers	might	have	a	really	hard	time	understanding.	Take	the	story	of	an	
Indigenous	worker	with	a	large	family	(five	young	kids)	from	a	reserve	community	who	was	recruited	
and	hired	to	a	full-time	government	job	as	part	of	a	large	all-weather	road	development	project	near	
his	community.	The	young	man	was	keen,	bright	and	a	good	leader,	which	is	exactly	what	the	project	
managers	were	looking	for.	Unfortunately,	after	some	time,	the	young	man	left	the	job,	which	
required	that	he	stay	in	a	camp	away	from	home	for	a	few	weeks	at	a	time.	The	project	managers	
struggled	to	understand	why	someone	would	leave	a	job	with	good	pay	and	benefits.	Later,	they	
discovered	that,	in	part,	the	young	man	returned	because	it	was	hard	to	be	away	from	his	family	at	
length.	He’d	played	a	major	role	in	raising	the	children	and	it	was	a	real	struggle	for	his	wife	to	look	
after	the	young	kids	by	herself.	The	project	managers	realized	that	they	ought	to	have	provided	
supports	for	his	wife	and	children,	and	regretted	not	having	understood	community	dynamics.	The	
storyteller	explained,	“When	you	grow	up	on	social	assistance	[or	in	poverty,	generally],	you’re	
always	home,	your	parents	are	home,	your	extended	family	is	home.	There	is	no	daycare	or	respite	
available	in	some	communities.	Employment	is	not	the	be-all	and	end-all	for	Indigenous	people	–	
family	and	relationships	are	the	be-all	and	end-all.”		

“We	had	really	failed,	not	understanding	what	it	was	like	for	him	and	his	young	family.	It	was	a	
difficult	lesson	to	learn.”	

	

“In	conversations	like	this,	the	people	who	are	
heard	are	usually	those	who	are	achieving	some	

level	of	“success”	that	fits	with	the	external	
dominant	culture’s	definition.”	

	

“Assimilation	is	required	of	someone	with	a	
strong	grounding	in	their	cultural	to	join	the	

workforce.”	
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Tailored	 Engagement	 Strategies	 and	 Customized	 Ways	 of	 Working	 with	
Stakeholders	

An	 LMI	 would	 have	 to	 be	 extremely	 flexible,	 as	 it	 might	 engage	 and	 work	 with	 jobseekers,	
employers	 (and/or	 unions	 in	 organized	workplaces),	 service	 providers,	 and	 others	 in	 various	
ways	and	to	various	degrees.	

The	complexity	of	stakeholder	engagement	is	highlighted	below:	

• Some	 service	 providers	 who,	 for	 instance,	 do	 not	 currently	 offer	 the	 full	 range	 of	
training	 and	 employment	 services,	 wraparound	 supports	 or	 have	 established	
partnerships	with	employers	and	 industry	may	regularly	direct	and	redirect	 jobseekers	
to	and	from	and	LMI.	Others	who	can	provide	the	range	of	services	and	supports	their	
clients	 need,	 like	 the	 ASETS	 Agreement	Holders,	 for	 instance,	may	 be	 involved	 in	 the	
design	and	governance	of	an	LMI	but	may	never	refer	a	participant	to	the	LMI	(though	
they	might	accept	participants	who	are	referred	to	them	by	the	LMI).		

• Likewise,	 employers	 and	 unions	 would	 participate	 with	 LMIs	 in	 different	 ways,	
depending	 on	 the	 whether	 or	 not	 the	 workplace	 is	 organized	 and	 the	 role	 of	 the	
union(s)	 in	 recruitment,	 hiring	 and	 retention.	 Even	 within	 a	 single	 organization,	
opportunities	to	work	with	an	LMI	may	be	diverse.	AMR	met	with	one	organization	that	
has	two	distinct	workforces,	but	only	one	would	be	able	to	partner	with	an	LMI,	due	to	
strict	scheduling	and	union	obligations	for	the	second	workforce.	

In	terms	of	whom	the	LMI	will	engage	with	specifically	in	each	business,	it	really	depends	on	a	
number	 of	 factors,	 particularly	 size.	 In	 small	 and	 medium	 sized	 businesses,	 the	 LMI	 might	
engage	directly	with	the	chief	executive	officer,	for	instance.	In	a	larger	business,	the	LMI	might	
engage	with	human	resource	leadership	and	Indigenous	relations	departments.		

Considerations	for	engaging	employers	

An	LMI	would	have	to	engage	with	employers	early	and	vigorously.	Many	employers	suggested	
that	in	order	to	gain	buy-in	from	employers	and	guarantee	that	an	LMI	responds	to	employer	
and	 industry	 needs,	 they	 would	 need	 to	 have	 a	 central	 role	 in	 the	 design,	 operation	 or	
governance	of	an	LMI.	

While	some	employers	may	engage	with	an	LMI	for	the	‘greater	good,’	for	altruistic	reasons,	or	
out	of	a	sense	of	social	 responsibility,	 the	majority	of	employers	will	not	hire	 jobseekers	who	
lack	work	experience	and	face	other	barriers	to	employment	without	a	strong	business	case.	
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The	LMI	would	have	to	engage	with	the	employer	
and	 really	 understand	 their	 challenges	 and	 needs	
in	order	 to	develop	an	appropriate	business	 case.	
There	are	general	benefits	 to	hiring	 trainees.	One	
participant	 directed	 us	 to	 the	 Canadian	
Apprenticeship	 Forum’s	 research,	 which	 found,	
“for	every	dollar	spent	on	apprenticeship	training,	
employers	 receive,	 on	 average,	 a	 benefit	 of	
$1.47.”40	The	LMI	could	share	this	information	and	
other	relevant	research	findings	with	employers.		

Many	 employers	 noted	 that	 they	would	 be	 hiring	
for	 entry-level	 positions.	 They	 explained	 that	 it’s	
harder	 to	 target	 recruitment	 for	 higher	 level	
positions	 in	 organized	 workplaces	 due	 to	 union	
obligations,	 such	 as	 seniority	 and	 tendering	
processes,	 or	 because	 those	 positions	 require	
more	 education	 and	 experience.	 Some	 employers	
want	to	hire	Indigenous	people	for	upper	management	positions,	but	noted	that	they’d	have	to	
be	qualified	and	competitive	candidates.	The	LMI	could	work	with	the	education	stakeholders	
to	ensure	 that	 Indigenous	 students	have	access	 to	 a	 range	of	opportunities,	 and	 can	get	 the	
knowledge	 and	 skills	 they	 need	 to	meet	 required	
qualifications	for	more	senior	level	postings.		

There	 are	 significant	 costs	 associated	 with	
turnover.	 Costs	 are	 particularly	 high	 when	
northern	companies	recruit	a	southern	workforce.	
Workers	 from	 the	 south	 have	 to	 be	 flown	 in,	 put	
up	for	the	interview,	their	moving	costs	have	to	be	
covered,	 they’re	paid	more	to	be	away	from	their	
homes	 and	 families,	 and	 then	 there	 is	 the	
investment	 in	 their	 development	 and	 training.	 An	
LMI	 could	 help	 employers	 connect	 with	 a	 skilled,	
local	 workforce	 who	 want	 to	 work	 near	 their	

																																																								

40 	Canadian	 Apprenticeship	 Forum,	 The	 Apprenticeship	 Advantage:	 Earning	 Return	 on	 Training	
Investment,	leaflet	(Ottawa:	n.d.).		

	

“At	the	end	of	the	day,	there	is	a	strong	business	
case	for	employers	to	represent	their	

community.	Aboriginal	participation	in	the	
workplace	is	more	and	more	a	corporate	

objective.”	

	

“Part	of	the	business	case	for	employers	is	
creating	demand.”	

	

	

“We	believe	the	concept	is	excellent.	Ultimately	it	
will	depend	on	what	input	current	employers	

have	in	developing	the	role.”	

	

“We	would	hate	to	go	down	this	path	and	it	not	
be	as	successful	as	it	could	be,	because	it’s	not	

seen	as	a	program	that	the	employer	community	
wants	to	use	or	be	a	part	of.”	

	

“Employer	community	needs	ownership.”	

	

“If	it’s	just	a	social	program,	then	it	won’t	engage	
the	employer	side.”	
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communities,	 saving	 employers	 the	 costs	 associated	 with	 recruiting	 and	 hiring	 an	 external	
workforce.		

AMR	 also	 learned	 that,	 generally,	 employers	 need	 help	 creating	 awareness	 about	 available	
careers	in	their	workforces.	An	LMI	could	help	create	awareness	about	available	careers	and	fill	
the	 demand	 with	 Indigenous	 jobseekers.	 Another	 benefit	 to	 working	 with	 an	 LMI	 could	 be	
connections	to	cultural	awareness	education	and	resources.	Some	participants	suggested	that	
the	LMI	could	subsidize	part	of	the	costs	of	this	training,	or	circulate	free	resources	(like	online	
courses	 and	 videos)	 to	 bring	 employers	 on	 board.	Many	 participants	 suggested	 that	 cultural	
awareness	training	would	increase	employers’	willingness	to	hire	Indigenous	jobseekers.		

Small	businesses	have	unique	engagement	needs	

The	 majority	 of	 employers	 in	 Manitoba	 are	
small	to	medium-sized	businesses.		

Small	businesses	may	be	more	risk	averse,	and	
less	 likely	 to	 take	 on	 trainees	 and	 apprentices	
without	 incentives	 such	 as	 wage	 subsidies	 or	
tax	breaks.	Taking	on	trainees	may	represent	a	
greater	 risk	 to	 smaller	 businesses	 than	 large	
businesses	 because	 they	 many	 not	 have	 the	
human	resource	policies	and	practices	required	
to	 support	 new	 workers	 with	 little	 work	
experience.	 Smaller	 businesses	 may	 feel	 that	
they	 lack	 the	 capacity	 to	 engage	 trainees	 and	
apprentices,	 to	 actively	 recruit	 Indigenous	
jobseekers,	 and	 to	 “do	 their	 own	 digging	
around”	(navigating	the	Indigenous	training	and	
community	service	industries).	

Considerations	for	engaging	unions	

Some	workplaces	may	be	subject	to	collective	
agreements	 that	 will	 affect	 the	 nature	 and	
scope	of	an	LMI.	For	this	reason,	it’s	important	
to	 engage	 early	 with	 unions	 in	 organized	
workplaces.		

	

“An	LMI	would	have	to	engage	in	strategic	outreach	
with	small	businesses.”	

	

“How	do	you	access	a	market	that	has	no	time	to	
engage?”	

	

“You	develop	programs	for	large	companies,	but	80	
percent	of	employees	are	going	into	small	and	
medium-sized	businesses.	Be	mindful	of	that.	It	

takes	a	different	type	of	program	[for	SMEs],	not	
just	a	replica.”	

	

“The	earlier	the	better.”	

	

“We	need	a	real	commitment	from	union	to	hire	
trainees.”	
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While	 it	 may	 take	 effort	 to	 engage	 unions	 (because	 some	 are	 busy	 administering	 multiple	
collective	agreements),	 the	payoff	 is	worth	 it.	One	participant	explained,	“It’s	great	 for	multi-
barriered	workers	to	join	organized	workplaces	because	of	the	built-in	safeguards,”	like	workers	
compensation,	 organizational	 health	 and	 safety	 policies,	 and	 extended	 rights	 and	 benefits,	
among	other	things.	

Considerations	for	engaging	CBOs,	service	providers,	education	and	training	institutions		

Participants	noted	that	in	order	to	be	successful,	the	LMI	would	have	to	engage	early	and	build	
relationships	with	education	institutions,	training	providers,	CBOs	and	other	service	providers.	
It’s	 important	 for	 the	 LMI	 to	 communicate	 the	 benefits	 of	 formalized	 partnership	 to	 service	
providers,	like	helping	their	clients	access	a	continuum	of	supports	and	services	they	may	need	
to	acquire	both	the	soft	and	hard	skills	that	employers	are	looking	for.	Partnership	agreements	
could	clearly	outline	 the	 referral	processes	 (to	and	 from	 the	LMI),	program	eligibility	 criteria,	
the	number	of	referrals	they’re	willing	to	accept,	communication	and	reporting	procedures,	etc.	

Participants	suggested	that	an	LMI	could	help	service	providers	access	funding	by	maintaining	a	
database	of	grants	and	other	funding	opportunities	available	to	them,	as	well	as	a	database	of	
funding	opportunities	available	for	jobseekers,	like	the	First	Jobs	Fund	(see	textbox	below	under	
Funding),	which	the	LMI	could	then	share	with	service	providers.	This	could	help	alleviate	some	
of	the	concerns	that	service	providers	expressed	around	an	LMI	competing	for	funding.		

Strong	Communication	Plans	

The	 idea	 of	 an	 LMI	 would	 need	 to	 be	
communicated	 to	 various	 stakeholder	 groups	
early	on	with	messaging	that	addresses	potential	
concerns	and	provides	a	rationale	for	the	LMI	that	resonates	with	each	audience.		

One	 participant	 suggested	 that	 an	 Aboriginal	 LMI	 could	 appear	 to	 favour	 one	 ‘employment	
equity’	 group	 and	 exclude	 the	 others.	 It	 will	 be	 important	 to	 highlight	 the	 needs	 of	 the	
community,	 and	 the	 additional	 barriers	 that	 Indigenous	 jobseekers	 face	 related	 to	 race	 and	
culture.	AMR	often	heard	that	an	Aboriginal	LMI	makes	sense	because	 Indigenous	 jobseekers	
face	the	most	challenging	and	complicated	barriers.	

A	strong	communication	plan	for	union	members	and	existing	employees	will	also	be	crucial	in	
order	 to	 curb	 concerns	 around	 differential	 treatment.	 One	 participant	 noted	 that	 the	 right	
messaging	is	need	early	on,	because	it’s	harder	to	undo	opinions	than	form	them.	He	stressed	
the	 importance	 of	 explaining	 to	 existing	 union	 members	 and	 employees	 that	 Indigenous	
recruitment	or	career	development	is	“for	the	greater	good.”	It’s	true.	As	Jim	Silver	says	about	
poverty	 (and	 the	 correlation	between	poverty	 and	 lower	educational	 and,	 thus,	 employment	

“Effective	communication	rather	than	marketing.”	
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outcomes),	 “The	 costs	 to	 all	 of	 us	 of	 allowing	 these	 conditions	 to	 persist	 are	 high.”41 He	
explained	 that	 a	 communication	 plan	 could	 highlight	 the	 fact	 that	 apprentices	 need	 more	
mentorship	and	supports,	which	is	compounded	for	Indigenous	jobseekers. 

As	 noted	 in	 the	 Manitoba	 Aboriginal	 Human	 Resource	 Strategists’	 Aboriginal	 Employment	
Strategy,	 Indigenous	employment	 strategies	and	communication	about	 the	 initiatives	 “should	
indicate	 that	hiring,	 recruiting	and	 retaining	all	employees	 is	based	on	qualifications	ensuring	
that	 candidates	 meet	 all	 the	 standards.	 Many	 times	 when	 Aboriginal	 people	 are	 hired	 in	 a	
workplace,	the	assumption	is	that	“they”	were	hired	based	on	ancestry	not	on	their	education,	
qualifications	and	training.”42	This	pervasive	myth	–	that	Indigenous	people	aren’t	qualified	for	
their	 jobs	 and	 have	 been	 hired	 as	 part	 of	 some	 employment	 equity	 scheme	 –	 ought	 to	 be	
addressed	by	the	communication	plan.		

The	LMI	Model	

It	was	impossible	to	develop	an	LMI	model	that	would	be	supported	by	all	stakeholders	during	
the	 limited	 timeframe	of	 this	project.	AMR	 focused	on	 scoping	 the	community’s	 interest	and	
exploring	what	an	LMI	could	look	like	and	do	for	Indigenous	jobseekers	and	the	employers	who	
want	to	hire	them.		

Carole	O’Brian	and	Shauna	MacKinnon	have	conducted	a	survey	of	labour	market	strategies	in	
other	 jurisdictions	 with	 similar	 demographics	 and	 comparable	 histories.	 In	 an	 unpublished	
draft,	the	authors	concluded,	“while	this	survey	affirms	our	understanding	about	LMIs	and	will	
assist	 in	 establishing	 Aboriginal	 LMIs	 in	Manitoba,	 we	 also	 find	 that,	 in	 many	 ways,	 we	 are	
ahead	of	the	curve	in	Manitoba,	however	fragile	the	idea	may	still	be.”43	

The	 following	 model	 was	 proposed	 by	 Ray	 Silvius	 and	 Shauna	 MacKinnon	 in	 Making	
Employment	Work:	Connecting	multi-barriered	Manitobans	to	good	jobs	(2012).	

The	hybrid	service	model�:	a	community	focused	stand-alone	organization	with	decentralized	
caseworkers		

In	Making	employment	work	(2012),	Silvius	and	MacKinnon	propose	several	LMI	models.	One	in	
particular,	 the	 authors	 conclude,	 may	 be	 best	 able	 to	 respond	 to	 the	 issues	 and	 challenges	
identified	by	jobseekers,	employers	and	service	providers.	The	hybrid	service	model	combines	a	

																																																								
41	Jim	Silver,	2015,	57.	
42	Manitoba	Aboriginal	Human	Resource	Strategists,	Aboriginal	Employment	Strategy	(Winnipeg:	January	
2008),	9.	
43	Carole	O’Brien	and	Shauna	MacKinnon,	The	Labour	Market	Intermediary	as	a	strategy	for	Indigenous	
employment:	a	survey	of	other	jurisdictions,	unpublished	draft,	2016,	41.	
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stand-alone	 organization	 with	 decentralized	 caseworkers.	 This	 model	 would	 address	 the	
specific	 needs	 of	 a	 particular	 community,	 like	 Indigenous	 peoples,	 rather	 than	 a	 specific	
neighbourhood	 (the	 LMI	 could	 focus	 on	 particular	 neighbourhoods	 with	 its	 decentralized	
workers).	 The	 authors	 suggest	 that	 the	 community-focused	 model	 “could	 potentially	 best	
reflect	 the	needs	of	 the	Aboriginal	 community	 and	be	 legitimately	 ‘owned’	by	 the	Aboriginal	
community	 [and]	 could	 incorporate	 a	 robust	 cultural	 reclamation	 program	 for	 employment	
seekers	and	anti-racism	training	for	employers.”44	

This	 model	 is	 based	 on	 the	 belief	 that	 the	 particular	 challenges	 facing	 the	 Indigenous	
community	require	an	entity	focused	on	their	specific	needs,	which	would	serve	the	Indigenous	
community	regardless	of	their	neighbourhood	or	a	specific	catchment	area.	As	the	authors	and	
several	participants	noted,	it	“could	be	difficult	to	draw	firm	geographical	boundaries	around	an	
Aboriginal-serving	LMI.”45		

This	 model	 would	 respond	 to	 the	 unique	 needs	 of	 Indigenous	 jobseekers	 by	 employing	
Indigenous	caseworkers	who	would	work	with	specific	organizations	and	 individuals	based	on	
their	needs.	A	central	role	of	the	caseworker	would	be	to	work	with	employers	and	jobseekers,	
easing	the	transition	into	the	workplace.		

The	LMI	would	not	provide	training	or	pre-employment	supports	but	rather	direct	and	re-direct	
jobseekers	to	training	at	CBOs	as	needed.	The	LMI	could	provide	those	supports	if	a	gap	were	
identified,	but	 this	would	be	decided	by	a	board	of	 governors	 representative	of	participating	
employers,	 CBOS	 and	 key	 government	 departments.	 And	 as	 programming	 is	 provided	 only	
where	gaps	have	been	 identified	by	employers	and	CBOs,	the	risk	of	overlap,	duplication	and	
competition	with	 service	providers	 is	 eliminated.	 The	decentralized	 caseworker	model	would	
require	 significant	 cooperation	between	CBOS	and	 the	 LMI,	 as	 the	 caseworkers	would	 spend	
some	of	 their	 time	with	 CBO	 staff	 and	 clients.	However,	 the	 authors	 conclude,	 this	model	 is	
“efficient	and	less	likely	to	duplicate	services	of	other	CBOs	given	the	day-to-day	collaboration”	
built	into	it.46	

Core	Activities	

The	activities	of	the	LMI	will	ultimately	depend	on	the	LMI’s	model	and	core	mandate,	which	
will	be	fleshed	out	by	a	working	group	of	Indigenous	organizations	and	leaders,	employers	and	
industry	representatives,	and	other	key	stakeholders.		

																																																								
44	Silvius	and	MacKinnon,	2012,	30.	
45	Silvius	and	MacKinnon,	2012,	30.	
46	Silvius	and	MacKinnon,	2012,	32.		
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However,	 some	 key	 activities	 and	 functions	 were	 suggested	 by	 participants	 and	 relevant	
literature:	

• Facilitate	communication	and	networking	across	stakeholder	communities,		

• Help	jobseekers	access	a	continuum	of	supports	and	services	that	enable	them	to	meet	
their	training	and	employment	goals,		

• Provide	(access	to)	comprehensive	cultural	supports	for	First	Nations,	Inuit	and	Metis	
jobseekers,		

• Work	with	employers	and	industry	to	meet	their	labour	force	needs	with	skilled	
Indigenous	jobseekers,		

• Provide	cultural	education	and	other	supports	for	employers	to	help	them	retain	
Indigenous	employees,	and	

• 	Provide	ongoing	transitional	supports	for	Indigenous	workers	and	their	employers.	

	

Manitoba	Aboriginal	Human	Resource	Strategists’	Aboriginal	Employment	Strategy	
An	Aboriginal	LMI	could	complete	many	of	the	“suggested	procedures”	outlined	in	the	Manitoba	
Aboriginal	Human	Resource	Strategists’	Aboriginal	Employment	Strategy.	
	
Manitoba	Aboriginal	Human	Resource	Strategists	(MAHRS)	was	established	by	a	group	of	Aboriginal	
human	resource	professionals	to	provide	support	and	leadership	to	human	resource	practitioners	in	
all	aspects	of	Aboriginal	employment.	MAHRS	developed	an	Aboriginal	Employment	Strategy	(AES)	
that	identifies	six	key	components	to	help	employers	achieve	a	more	representative	workforce.		

1. Partnerships	and	collaboration	
2. Workforce	preparation	
3. Recruitment	and	outreach	
4. Retention	
5. Succession	planning,	transition	and	career	pathing,	which	“shows	employees	what	the	

opportunities	look	like	within	an	organization	and	provides	a	plan	to	get	there”		
6. Supportive	education	system	

	
Some	of	the	key	procedures	outlined	in	the	Aboriginal	Employment	Strategy	include:	

• Developing	education,	training	and	employment	partnerships	
• Conducting	an	environmental	scan	to	identify	human	resource	needs	and	skill	gaps	within	

the	organization	
• Implementing	human	resource	audits	to	identify	and	eliminate	systemic	barriers	
• Determining	the	pre-employment	needs	of	jobseekers	and	employers;	providing	knowledge,	

skills	and	training	where	necessary;	and	developing	formal	partnerships	to	implement	a	pre-
employment	training	initiative	in	or	near	the	community	

• Developing	a	communication	strategy	(both	internal	and	external),	which	focuses	on	creating	
an	inclusive	environment	and	job	safety	for	existing	employees	
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Scope	

Participants	noted	that	the	scope	of	a	community-focused	LMI	could	be	overwhelming.	Some	
suggested	that	an	LMI	be	established	to	serve	urban	Indigenous	people	living	in	Winnipeg,	and	
then	expand	to	provide	services	for	reserve,	rural	and	urban	communities	across	Manitoba	as	it	
grows.	 However,	 the	 indigenous	 communities	 that	 an	 LMI	 serves	 (for	 example,	 urban	
Indigenous	 communities	 and	 rural/reserve	 communities)	 will	 ultimately	 depend	 on	 the	
employers	 that	 the	 LMI	engages	and	 their	 specific	 labour	 force	needs.	Nevertheless,	 the	 LMI	
could	start	small	and	expand	as	needed.	And	if	employers	who	are	looking	to	grow	a	northern	
or	rural	workforce	approach	the	LMI,	the	LMI	could	direct	them	to	successful	projects	that	are	
already	providing	these	services	outside	of	Winnipeg,	like	Working	Warriors,	the	EFN	Project,	or	
ASETS	Holders	providing	services	across	Manitoba.	

• Implementing	a	two-step	Aboriginal	cultural	awareness	training	program	(management	
followed	by	employees),	which	may	help	address	attitudinal	and	systemic	barriers	in	the	hiring	
process	

• Hiring	a	full-time	Aboriginal	Liaison	Officer	to	build	and	strengthen	relationships	between	the	
Indigenous	community	and	the	organization	

• Developing	meaningful	relationships	(by	collaborating,	networking	and	participating)	with	the	
Indigenous	community	and	with	educational	and	training	institutions	to	build	trust	and	
demonstrate	the	organization’s	commitment	to	the	community:	join	community	boards,	
organize	a	picnic,	participate	in	a	cultural	event	

• Developing	partnerships	with	educational	and	training	institutions	to	support	recruitment	
efforts	and	build	relationships	with	jobseekers	

• Creating	awareness	about	the	organization,	available	careers	and	opportunities	to	join	the	
workforce	by	attending	career	fairs,	making	presentations	at	high	schools	or	post-secondary	
institutions,	facilitating	tours	of	the	organization	and	hiring	summer	students	

“Supporting	Aboriginal	ACCESS	programs	from	a	University/College	shows	that	an	organization	is	
interested	in	working	with	the	community.	Provide	summer	employment	to	Aboriginal	post-secondary	

students,	which	give	them	hands	on	experience	within	your	organization.”		

• Establishing	a	“buddy”	system	for	new	employees	to	feel	included	from	the	onset	of	
employment	

• Providing	new	employees	with	orientation,	a	written	job	description	and	a	go-to	person	to	
answer	their	questions	

• Outlining	expectations,	conducting	periodic	performance	appraisals	and	developing	both	short	
and	long-term	career	development	plans	

• Conducting	a	workforce	audit	to	identify	gaps	and	positions,	which	will	help	the	organization	
prepare	and	anticipate	future	staffing	requirements	

• Making	connections	with	education	institutions	to	create	awareness	about	career	
opportunities	and	retention	programs,	supports	and	services	

Source:	Manitoba	Aboriginal	 Human	 Resource	 Strategists,	 Aboriginal	 Employment	 Strategy	 (Winnipeg:	 January	
2008),	5-18.		
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Budget	and	Funding	

The	LMI	budget	will	ultimately	be	determined	by	a	number	of	 factors,	particularly	 the	model	
that	 is	 implemented.	 This	 will	 help	 determine	 the	 number	 of	 staff,	 space	 requirements	 and	
other	factors.	The	LMI’s	physical	space	is	another	important	consideration	that	will	impact	the	
budget,	especially	as	the	space	needs	to	be	accessible	and	central.	

In	 Making	 employment	 work	 (2012),	 Silvius	 and	 MacKinnon	 propose	 an	 annual	 budget	 of	
roughly	$500,000	for	their	proposed	hybrid	service	model	with	decentralized	workers.	

We	 propose	 an	 ongoing	 funding	 commitment	 from	 multiple	 stake-holders	 including	 the	
federal	 and	 provincial	 governments	 and	 quasi	 government	 agencies	 and	 crown	
corporations,	 all	 of	which	have	equity	hiring	objectives	 that	 could	be	better	met	 through	
the	service	of	an	LMI.	This	amount	would	cover	the	core	operating	costs	including	staffing.	
We	 estimate	 a	 minimum	 complement	 of	 staff	 to	 include	 an	 executive	 director,	 one	
administrative	 assistant	 and	 four	 caseworkers.	 If	 additional	 programming	 needs	 are	
identified	by	CBO	partners,	additional	staff	will	be	required.47	

Some	participants	suggested	that	if	an	LMI	is	established	as	an	employers’	organization	with	a	
membership	structure,	the	LMI	could	collect	fees,	which	would	contribute	to	its	income.		

There	is	also	some	provincial	and	federal	funding	that	an	LMI	may	be	able	to	access:	

• Service	Canada,	which	funds	the	ASETS	Agreement	Holders,	might	contribute	to	an	LMI	
if	it	offers	services	that	the	ASETS	Agreement	Holders	aren’t	already	providing.	If	the	
ASETS	Agreement	is	renewed,	this	may	be	a	good	source.	If	not,	the	Department	is	
currently	exploring	options	to	renew	and	improve	Aboriginal	labour	market	
programming	in	2017	and	beyond.		

• Manitoba	Children	and	Youth	Opportunities	funds	employment	supports	for	Aboriginal	
youth.	There	are	pots	of	funding,	like	the	First	Jobs	Fund,	which	an	LMI	might	be	able	to	
access.48		

																																																								
47	Silvius	and	MacKinnon,	2012,	33-34.	
48	The	availability	of	this	funding	may	depend	on	the	outcomes	of	the	upcoming	provincial	election.	
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Partnerships	and	Collaboration	

Participants	 suggested	 that	 the	most	 important	area	 for	 the	 LMI	 to	 focus	on	 is	building	 solid	
relationships	with	employers,	service	providers	and	the	community.	The	latter	can	be	achieved	
by	joining	barbeques,	family	fun	days	and	cultural	activities,	for	examples.	These	activities	don’t	
necessarily	 have	 to	 do	with	 training	 and	 employment,	which	 shows	 the	 community	 that	 you	
have	 a	 relationship	 beyond	 the	 project.	 Partnerships	 with	 employers	 and	 Indigenous	
organizations	and	community	will	ensure	the	LMI	meets	community	and	employer	needs.		

Building	relationships	before	partnering	is	really	important.	AMR	heard	that	when	“the	south”	
is	 involved,	northern	 individuals,	organizations	and	communities	may	get	 the	 impression	 that	
they	only	want	formal	partnerships	–	not	the	more	informal	relationship	part.	“People	from	the	
south	don't	want	to	go	ice	fishing,	and	they	won’t	help	set	up	tables	for	the	band	meeting.	They	
just	need	to	have	their	papers	signed	and	get	back	to	Winnipeg.” 

A	core	function	of	an	LMI	is	to	build	and	strengthen	relationships	between	diverse	stakeholder	
communities,	including	Indigenous	jobseekers.	Formalized	partnerships	that	outline	and	clarify	
referral	procedures	and	communication	and	reporting	protocols	should	be	established	between	
the	LMI	and	the	service	providers	and	CBOs	they	may	refer	jobseekers	to	for	cultural	supports,	
skills	upgrading	or	other	supports	and	services.	

Ultimately,	 collaboration	 and	partnerships	 between	 the	 LMI	 and	 employers	 and	 industry	will	
support	 Indigenous	 recruitment	 and	 retention	 activities.	 Collaboration	 between	 the	 LMI	 and	
Indigenous	service	providers	and	CBOs	will	help	Indigenous	jobseekers	access	the	continuum	of	
supports	 and	 services	 they	need	 to	meet	 their	 training	and	employment	 goals.	 Collaboration	

First	Jobs	Fund,	Manitoba	Children	and	Youth	Opportunities	
Funding	is	available	to	community	organizations	that	assist	youth	ages	15	–	29	years	to	

develop	job-readiness	skills	that	help	them	prepare	for	the	world	of	work	and	to	help	employers	hire	
young	people	and	provide	a	supporting,	developmental	work	environment.	
	
The	First	Jobs	Fund	will:	

• Provide	opportunities	for	youth	to	gain	employability	skills	and	work	experience	to	prepare	
them	for	future	employment.	

• Help	youth	build	the	confidence,	abilities	and	skills	needed	to	enter	the	workforce.	
• Assist	youth	with	barriers	to	employment	to	access	supports	that	meet	their	needs	and	get	

them	ready	for	work.	
	
Source:	Province	of	Manitoba,	“First	Jobs	Funds,”	Children	and	Youth	Opportunities,	accessed	February	28,	
2016,	http://www.gov.mb.ca/cyo/youth/agencies/first_jobs_fund.html.	
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between	 the	 LMI	 and	 the	 post-secondary	 community	will	 ensure	 that	 Indigenous	 jobseekers	
have	the	skills	they	need	to	be	successfully	employed.	

Several	 individuals	 and	 organizations	 expressed	 their	 interest	 in	 partnering	 on	 an	 LMI.	 The	
Winnipeg	Chamber	of	Commerce	offered	to	support	the	LMI	by	facilitating	employer	 input	or	
evaluation,	 promoting	 the	 LMI	 to	 employers	 and	 “shining	 a	 light	 on	 the	 LMI”	 generally,	 and	
connecting	 their	 members	 to	 the	 LMI.	 The	 City	 of	 Winnipeg	 offered	 to	 be	 part	 of	 a	
brainstorming	group	that	develops	the	LMI.	
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Recommendations	
The	following	recommendations	reflect	what	AMR	heard	 from	participants	 in	early	2016.	The	
recommendations	are	supported	by	a	growing	body	of	local	community-based	research	and	the	
Truth	 and	 Reconciliation	 Commission’s	 relevant	 calls	 to	 action.	 It	 was	 clear	 from	 our	
conversations	that	the	corporate	sector	and	others	are	committed	to	move	forward	in	the	spirit	
of	reconciliation.	

	

RECOMMENDATION	#1:	GOVERNANCE	&	STRUCTURE	

Establish	a	 collaborative	governance	structure	 for	an	 independent	Aboriginal	 Labour	
Market	 Intermediary	 that	 comprises	meaningful	 representation	 of	 the	 stakeholders	
the	 LMI	 engages	 with	 and	 serves,	 including	 Indigenous	 people,	 employers	 and	
industry,	the	post-secondary	community,	 Indigenous	community	based	organizations	
and	service	providers,	unions	and	relevant	government	departments.		

Why	establish	a	governance	structure	with	meaningful	representation	from	all	stakeholders?	

• Programs	and	services	for	Indigenous	people	should	be	designed	by	Indigenous	people	
to	ensure	that	they	are	culturally	appropriate,	grounded	in	Indigenous	ways	of	being	
and	knowing,	and	generate	a	culturally	safe	experience	for	jobseekers.	

• Giving	employers	a	role	in	the	design	and	governance	of	the	LMI	will	generate	buy-in	
and	a	sense	of	ownership	in	this	group,	and	ensure	that	the	LMI	fully	understands	and	
addresses	employer	and	industry	needs.	

• The	post-secondary	community,	community	organizations,	service	providers	and	
governments	have	a	long	history	of	providing	important	services	and	supports	that	
increase	the	employability	of	and/or	employment	opportunities	for	Indigenous	people.	
The	LMI	will	gain	valuable	guidance	from	their	expertise	and	practical	experience.	

• In	some	organized	workplaces,	unions	are	involved	with	recruitment	and/or	retention	
activities,	which	may	affect	the	nature	and	scope	of	the	LMI.	Early	engagement	will	
ensure	that	the	needs	of	these	important	partners	are	taken	into	consideration.	

• This	recommendation	is	consistent	with	two	of	the	Truth	and	Reconciliation	Commission	
of	Canada’s	calls	to	action:		
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7.		 “We	call	upon	the	federal	government	to	develop	with	Aboriginal	groups	
a	joint	strategy	to	eliminate	educational	and	employment	gaps	between	
Aboriginal	and	non-Aboriginal	Canadians.”		

92.		 “We	 call	 upon	 the	 corporate	 sector	 in	 Canada	 to	 ….	 ensure	 that	
Aboriginal	peoples	have	equitable	access	to	jobs,	training,	and	education	
opportunities	 in	 the	 corporate	 sector,	 and	 that	 Aboriginal	 communities	
gain	 long-term	 sustainable	 benefits	 from	 economic	 development	
projects.”	49	

Why	establish	the	LMI	as	an	independent	organization?	

• The	majority	of	participants	supported	the	idea	of	an	LMI	specifically	for	Indigenous	
jobseekers	and	the	employers	who	want	to	hire	them.		

• The	majority	of	participants	agreed	that	an	LMI	should	not	be	housed	within	an	
established	service	provider	because	of:	1)	the	potential	for	conflict	(real	or	perceived);	
2)	the	perception	that	the	LMI	is	attached	to	that	organization	(and	therefore	providing	
services	for	their	existing	clientele	only	and/or	preferential	treatment	for	their	existing	
clientele);	and	3)	concerns	that	the	service	provider	would	maintain	the	status	quo	or	
show	preference	to	their	existing/original	employer	and	community	relationships.	

	

RECOMMENDATION	#2:	DEVELOPING	THE	MODEL	

Establish	 an	 standing	 advisory	body	with	meaningful	 Indigenous	 representation	 and	
employer	and	 industry	 representation	 to	provide	guidance	on	 the	design	of	 the	LMI	
and	ensure	that	it	meets	the	needs	of	Indigenous	jobseekers,	employers	and	Industry.		

Why	establish	an	advisory	body?	

• Programs	and	services	for	Indigenous	jobseekers	should	be	designed	by	Indigenous	
people.	The	people	who	are	the	intended	beneficiaries	should	also	have	input,	including	
Indigenous	jobseekers	and	youth.	

• Employers	should	be	engaged	early,	and	have	a	central	role	in	the	design	of	an	LMI.	
Participation	from	a	range	of	employers,	sector	councils	(the	human	resource	arms	of	
industry	responsible	for	labour	force	needs)	and	industry	representatives	will	help	

																																																								
49	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	1-2	(#7)	and	10	
(#92).	
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establish	relationships	and	ensure	that	the	LMI	addresses	their	needs.	The	LMI	will	work	
in	partnership	with	employers	to	realize	the	opportunities	for	growth	that	present	when	
they	recruit	and	train	an	Indigenous	workforce.	

• This	recommendation	is	consistent	with	the	Truth	and	Reconciliation	Commission	of	
Canada	call	on	the	corporate	sector	to	“ensure	that	Aboriginal	peoples	have	equitable	
access	to	jobs,	training,	and	education	opportunities	in	the	corporate	sector,	and	that	
Aboriginal	communities	gain	long-term	sustainable	benefits	from	economic	
development	projects.”50	

	

RECOMMENDATION	#3:	KEY	FUNCTIONS	OF	THE	LMI	

Develop	a	collaborative	LMI	model	that	serves	several	key	functions	

u 	Facilitate	communication	and	networking	across	stakeholder	communities.	

Why	is	communication	and	networking	a	key	function	of	the	LMI?	

• One	of	an	LMI’s	central	roles	is	relationship	building	across	a	diverse	group	of	stakeholders	
that	otherwise	typically	operate	in	silos	or	small	community	groups.	The	LMI	will	be	in	a	
good	position	to	facilitate	communication	between	stakeholders.	

• There	is	a	clear	need	for	improved	communication	and	more	opportunities	to	network	
between	(and	within)	stakeholder	communities.		

• Improved	communication	could	help	address	these	related	participant	needs	and	desires:	

• Training	meets	employer/industry	needs,		

• Training	is	connected	to	the	labour	market,		

• Stakeholders	can	access	points	of	contact	for	other	stakeholders	communities	(for	
example,	the	post-secondary	community	can	access	industry	representatives),	

• Jobseekers	are	aware	of	career	opportunities	and	other	relevant	information	and	
resources,	and		

• All	stakeholders	are	aware	of	existing	training	and	employment	supports,	programs	and	
services.	

	

																																																								
50	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	10	(#92.ii).	



	

	
62	

u 	Help	jobseekers	access	a	continuum	of	supports	and	services	that	enable	them	to	
meet	their	training	and	employment	goals.	

Why	do	jobseekers	need	referrals	and	navigation	assistance?	

• AMR’s	conversations	with	students	point	to	a	need	for	a	central	point	of	contact	where	
people	can	access	employment,	education	and	training	information	and	resources,	and	be	
directed	to	the	right	training	centres,	education	institutions,	CBOs	and	service	providers,	or	
employers,	as	needed.	They	don’t	know	about	resources	that	can	help	them,	where	to	look	
for	information	and	for	job	postings,	or	how	to	apply	once	they’ve	found	something	
interesting.	

• Jobseekers	may	have	a	need	for	supports	and	services	that	existing	service	providers	are	
not	funded,	mandated	or	otherwise	able	to	provide.	Additionally,	a	jobseeker	might	find	
that,	to	be	employable	in	their	chosen	career,	they	need	additional	skills	(including	basic	
job-readiness	skills)	and	training.	An	LMI	could	help	move	these	jobseekers	through	a	
continuum	of	supports	and	services	(pre-	and	post-employment)	that	will	enable	them	to	
meet	their	training	and	employment	goals	by	directing	(and	redirecting)	them	to	service	
providers,	CBOs,	the	post-secondary	community	and	others.		

• Representatives	of	the	post-secondary	community,	community	organizations	and	other	
service	providers	raised	concerns	around	duplication	of	services	and	competition	for	
funding;	however,	what	appealed	to	them	was	that	an	LMI	could	partner	to	help	fill	some	of	
the	gaps	that	make	it	hard	for	Indigenous	jobseekers	to	meet	their	training	and	
employment	goals.		

u	 Provide	 (access	 to)	 comprehensive	 cultural	 supports	 for	 First	 Nations,	 Inuit	 and	
Metis	jobseekers.	

Why	provide	jobseekers	with	access	to	Elders,	cultural	activities	and	resources?	

• Training	and	employment	programs	that	provide	jobseekers	with	access	to	cultural	
opportunities,	integrate	Indigenous	peoples’	identity,	culture,	knowledge,	and	ways	of	
being,	and	provide	employers	with	access	to	cultural	awareness	education	“have	the	
greatest	impact”.51		Anecdotal	evidence	also	indicates	that,	by	supporting	the	cultural	safety	
of	First	Nations,	Inuit	and	Metis	jobseekers,	these	activities	increase	the	likelihood	that	they	
will	gain	sustainable	employment.	

																																																								
51	Carole	O’Brien	and	Shauna	MacKinnon,	The	Labour	Market	Intermediary	as	a	strategy	for	Indigenous	
employment:	a	survey	of	other	jurisdictions,	unpublished	draft,	2016,	5.		
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u 	Work	with	employers	 and	 industry	 to	meet	 their	 labour	 force	needs	with	 skilled	
Indigenous	jobseekers.	

Why	provide	employers	with	recruitment	support?	

• Employers	want	to	hire	Indigenous	jobseekers	but	don’t	know	where	to	begin.	The	LMI	will	
provide	the	point	of	contact	that	employers	need	to	recruit	Indigenous	jobseekers.	

• The	LMI	will	work	with	employers	and	the	post-secondary	community	to	ensure	that	
jobseekers	have	the	skills	they	need	to	be	successfully	employed	and	meet	employer	
expectations	and	needs,	particularly	in	the	areas	of	‘soft’	skills	(job-readiness).		

• The	LMI	will	work	with	employers	to	remove	unintended	barriers	in	their	recruitment	and	
hiring	processes.	Working	in	partnership,	the	LMI	and	employers	would	come	up	with	
unique	and	innovative	solutions	to	address	applicants’	barriers	and	ultimately	help	
employers	recruit,	hire	and	retain	Indigenous	jobseekers.	

u 	Provide	cultural	education	and	other	supports	 for	employers	 to	help	 them	retain	
Indigenous	employees.	

Why	provide	cultural	education	for	employers?	

• The	LMI	will	work	with	employers	and	industry	to	transform	organizational	cultures	into	
workplaces	where	Indigenous	people	can	experience	cultural	safety,	and	where	Indigenous	
employees	can	succeed.		

• The	majority	of	employers	and	unions	thought	cultural	awareness	education	is	an	important	
part	of	reconciliation	and	the	successful	recruitment	and	retention	of	Indigenous	
jobseekers.	Most	indicated	their	interest	in	this	type	of	training.	Anecdotal	evidence	
suggests	that	cultural	awareness	education	may	increase	employers’	willingness	to	recruit	
and	hire	Indigenous	jobseekers	and,	therefore,	may	form	an	important	part	of	the	LMI’s	
employer	engagement	strategy.		

• This	recommendation	is	consistent	with	the	Truth	and	Reconciliation	Commission	of	
Canada’s	call	on	the	corporate	sector	to	“provide	education	for	management	and	staff	on	
the	history	of	Aboriginal	peoples,	including	the	history	and	legacy	of	residential	schools,	the	
United	Nations	Declaration	on	the	Rights	of	Indigenous	Peoples,	Treaties	and	Aboriginal	
rights,	Indigenous	law,	and	Aboriginal–Crown	relations.	This	will	require	skills	based	training	
in	intercultural	competency,	conflict	resolution,	human	rights,	and	anti-racism.”52	

																																																								
52	Truth	and	Reconciliation	Commission	of	Canada,	“Truth	and	Reconciliation	Commission	of	Canada:	
Calls	to	Action”	(Winnipeg:	Truth	and	Reconciliation	Commission	of	Canada),	2015,	10	(#92.iii).	
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u	Provide	ongoing	transitional	supports	for	Indigenous	workers	and	their	employers.	

Why	provide	transitional	supports	for	employees	and	employers?	

• A	gap	in	service	exists	in	the	transition	to	work,	in	part	because	service	providers’	funding	is	
typically	client-focused,	meaning	that	service	providers	generally	are	not	funded	or	
mandated	to	provide	services	beyond	the	training	period,	or	to	provide	services	for	
employers.	

• The	LMI	will	help	new	employees	and	employers	address	any	issues	or	challenges	that	may	
arise	in	the	transition	to	work.		

• Many	participants	suggested	that	the	LMI	should	connect	jobseekers	with	Indigenous	
mentors,	which	may	help	ease	the	transition	to	work,	improve	retention	and	employment	
outcomes,	generally,	and	support	career	development	activities	that	will	help	Indigenous	
workers	advance	to	leadership	positions	within	their	chosen	careers.		

	

RECOMMENDATION	#5:	IMPLEMENTATION	

Staff	the	LMI	with	Indigenous	people.	

Why	staff	it	with	Indigenous	people?	

• Programs	and	services	for	Indigenous	people	should	be	designed	and	delivered	by	
Indigenous	people.	They	will	bring	their	own	experience-based	knowledge	and	
understanding	of	the	barriers	and	challenges	that	Indigenous	jobseekers	may	face,	and	
from	that,	will	be	better	able	to	work	with	their	clients	to	develop	effective	strategies	to	
address	them.	

• Jobseekers	need	a	peer	that	they	can	talk	to	about	the	hard	stuff,	who	can	provide	
mentorship,	and	model	positive	workplace	behaviours	and	attitudes	for	jobseekers.		

• Being	able	to	develop	relationships	and	work	with	Indigenous	staff	will	help	employers	
understand	the	experiences	and	needs	of	their	Indigenous	employees,	and	effectively	
address	challenges	that	may	arise	in	their	workplace.	
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Next	Steps	
The	 consultation	 activities	 undertaken	 for	 this	 scoping	 project	 indicate	 that	 there	 is	 broad	
support	 for	 and	 interest	 in	 the	 establishment	 of	 an	 Aboriginal	 LMI.	 So	what	would	 the	 next	
steps	be	to	move	towards	the	development	of	the	LMI?		

1) Leadership:	The	development	of	an	Aboriginal	LMI	cannot	be	accomplished	without	an	
organization	willing	to	assume	responsibility	for	leading	this	process.	This	organization	
must	have	adequate	resources	to	devote	to	the	project,	as	well	as	networks	that	will	
enable	it	to	engage	and	garner	buy-in	from	key	stakeholders	in	the	Indigenous	
community,	employers	and	relevant	industry	sectors,	the	post-secondary	system,	
community-based	organizations	and	service	providers,	unions,	and	all	levels	of	
government.	

2) Communication	&	Outreach:	A	first	step	for	the	leading	organization	will	be	outreach	to	
key	stakeholders	(as	above)	to	share	information	about	and	generate	buy-in	for	the	LMI.	

3) Collaboration:	The	leading	organization	should	identify	the	skills,	knowledge	and	
experience	it	needs	for	a	working	group	that	will	be	tasked	with	developing	and	
implementing	a	made-in-Winnipeg/Manitoba	model	for	the	LMI.	Reviewing	the	
information	gathered	in	the	communication	phase,	it	can	then	identify	and	invite	
individuals	and	organizations	to	join	the	working	group.	

4) Working	Group:	The	working	group	assembled	for	this	project	will	collaborate	with	the	
lead	organization	on	the	development	of	a	model	for	an	Aboriginal	LMI	(vision,	target	
populations,	scope	of	activities,	governance,	structure,	resourcing,	etc.)	and	an	action	
plan	to	establish	the	LMI.	
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Appendix	1:	Major	Activities	
BUILD	Inc.	was	approached	by	Indigenous	and	Northern	Affairs	Canada	to	lead	the	LMI	scoping	
initiative	 because	 of	 the	 article,	 “Making	 a	 Case	 for	 a	 Labour	 Market	 Intermediary:	 The	
Experience	of	BUILD”	by	Kirsten	Bernas	and	Shauna	MacKinnon	(2015),	which	concluded	that	
an	LMI	could	help	Indigenous	people	who	face	barriers	to	employment	find	and	keep	good	jobs.	

Literature	Review	

AMR	began	by	 reviewing	 relevant	 literature	 in	 January	 2016	 to	 develop	 an	understanding	of	
context.	A	body	of	research	around	labour	market	intermediaries	in	the	Manitoban	context	has	
been	amassing	since	the	early	2000s.	Most	of	this	research	has	been	published	by	the	Canadian	
Centre	for	Policy	Alternatives.		

AMR	also	reviewed	literature	and	documents	presented	or	referred	to	us	by	participants	during	
the	course	of	our	consultation	activities.		

Stakeholder	Engagement	

AMR	 identified	 the	key	groups,	organizations	and	 individuals	 to	 target	 from	a	comprehensive	
list	of	stakeholders,	which	was	added	to	throughout	the	project.	

In	every	request	for	a	meeting,	including	invitations	to	attend	the	larger	group	gatherings,	AMR	
attached	a	letter	on	behalf	of	BUILD	Inc.’s	Chairperson,	Nina	Larson.	The	letter	served	the	dual	
purposes	 of	 introducing	 the	 project	 and	 the	 AMR	 team	 to	 key	 stakeholders,	 and	 inviting	
individuals	and	organizations	to	contact	 the	AMR	team	directly	 if	 they	would	 like	to	talk.	The	
main	 reason	 for	 this	 was	 to	 make	 sure	 that	 people	 who	 had	 something	 to	 say	 about	 the	
issues/concept	of	an	LMI	could	have	an	opportunity	to	contribute.	

Interviews	&	Small	Group	Discussions	

The	 conversations,	 a	 series	 of	 semi-structured	 interviews	 and	 group	 discussions,	 aimed	 to	
explore	the	community’s	interest	in	an	Aboriginal	LMI,	the	potential	of	an	LMI	to	fill	the	gap	in	
service	for	jobseekers	in	the	transition	to	work,	what	an	LMI	could	look	like	and	what	it	could	
do. 

AMR	 developed	 scripted	 question	 guides	 for	 employers,	 students	 and	 trainees,	 service	
providers	 and	 CBOs,	 the	 post-secondary	 community,	 unions,	 and	 governments.	 The	 scripted	
guides	were	more	or	less	the	same,	with	some	specific	questions	designed	for	each	individual	
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stakeholder	group	or	 interviewee.	The	question	guides	were	followed	to	the	extent	that	they	
were	relevant	to	each	interviewee.		

AMR	interviewed	one	or	more	representatives	of	two	dozen	community	organizations,	training	
providers,	education	institutions,	unions,	governments	and	others.	The	list	of	organizations	that	
AMR	met	with	appears	in	the	Acknowledgements.	AMR	also	met	with	over	20	students	in	three	
small	group	discussions	that	took	place	in	February.		

These	 conversations	 took	place	between	mid-January	and	 the	end	of	March	2016.	Given	 the	
time	 constraints	 and	 a	 lack	 of	 responsiveness	 of	 some	 organizations,	 AMR	was,	 regrettably,	
unable	 to	 meet	 with	 all	 the	 organizations	 that	 were	 initially	 approached	 and	 suggested	 by	
others.		

Large	Group	Discussions	

AMR	organized	two	large	group,	half-day	discussions	near	the	end	of	February.		

• Elders,	jobseekers,	community	based	organizations,	Indigenous	organizations	and	
leaders,	training	centres	and	education	institutions	were	invited	to	the	February	23	
event.		

• Elders,	employers,	employer	associations,	sector	council	and	industry	representatives,	
and	Indigenous	and	other	government	representatives	were	invited	to	attend	the	
February	26	event.		

Several	discussions	guides	were	drafted	 for	 the	various	 stakeholder	groups,	 though	 the	small	
groups	were	encouraged	to	talk	about	matters	of	importance	to	them.	The	gatherings	provided	
participants	with	an	opportunity	to	voice	their	concerns	and/or	respond	to	concerns	raised	by	
others.		

Over	 50	 representatives	 of	 29	 organizations	 and	 government	 departments	 attended	 the	
gatherings.	The	organizations	and	government	departments	 that	attended	 the	gatherings	are	
listed	in	the	Acknowledgements.	

Surveys	

While	AMR	initially	hoped	to	meet	with	several	organizations	in	small	stakeholder	groups,	given	
time	constraints	of	the	project,	the	decision	was	made	to	gather	some	basic	information	from	
three	online	surveys	designed	for	jobseekers,	employers,	and	training	providers	and	educators.	
The	 surveys	 contained	 a	 mix	 of	 close-ended	 and	 open-ended	 questions.	 The	 surveys	 were	
distributed	 to	more	 than	75	organizations,	 some	of	whom	were	 encouraged	 to	 share	 it	with	
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their	students	or	member	organizations.	Survey	links	were	also	shared	with	participants	at	the	
February	23	and	26	gatherings.		

AMR	 designed	 three	 distinct	 online	 questionnaires	 to	 survey	 basic	 information	 from	 key	
stakeholder	groups:		

• Jobseekers:	This	survey	was	targeted	to	current	trainees	and	students	and	was	
distributed	to	40	training	centres	providing	soft	and/or	hard	skills	training	programs	and	
education	institutions	from	secondary	to	post-secondary,	including	adult	training	
providers.	The	survey	asked	jobseekers	about	their	current	programs,	the	kinds	of	
supports	that	could	help	them	and	other	graduates	transition	to	work,	and	their	
thoughts	around	the	potential	of	an	LMI	to	support	their	success	in	meeting	their	own	
training	and	employment	goals.	  

• Employers:	This	survey	was	distributed	to	38	private	and	public	businesses,	sector	
councils	and	industry	representatives.	The	survey	asked	employers	about	their	
workforces	and	recruitment	practices,	the	kinds	of	supports	that	could	help	them	recruit,	
hire	and	retain	an	Aboriginal	workforce,	and	their	thoughts	around	the	potential	of	an	
LMI	to	improve	the	recruitment	and	retention	of	Indigenous	workers.	 

• Training	providers	and	educators:	This	survey	was	distributed	to	40	training	centres	
providing	a	range	or	mix	of	soft	and	hard	skills,	and	education	institutions	from	
secondary	to	post-secondary,	including	adult	training	providers.	The	survey	asked	
trainers	and	educators	about	their	programming,	and	their	thoughts	around	the	
potential	of	an	LMI	to	support	the	success	of	both	Aboriginal	employees	and	their	
employers	through	recruitment	and	hiring,	then	transition	into	the	workplace,	and,	
ultimately,	achieving	sustainable,	long-term	employment. 

Despite	our	distribution	and	follow-up	activities,	there	was	overall	low	uptake	on	the	surveys.	

Presentation	&	Feedback	Session	

AMR	distributed	Save	the	Date	cards	for	the	March	23	luncheon	to	participants	at	the	February	
23	and	26	gatherings.	AMR	also	distributed	the	cards	electronically	to	participants.		

The	 presentation	 focused	 on	 themes	 and	 ideas	 emerging	 from	 our	 conversations	 on	 an	
Aboriginal	 LMI	 with	 jobseekers,	 employers,	 training	 providers,	 education	 institutions,	
governments,	unions	and	others.	

Thirty-eight	 individuals	 representing	26	organizations	and	government	departments	attended	
the	presentation,	which	followed	a	handout	that	was	distributed	to	all	participants.		
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Participants	 were	 encouraged	 to	 leave	 written	 feedback	 on	 simple	 forms	 that	 were	 left	 on	
tables.	All	of	the	feedback	was	positive	and	in	support	of	an	LMI	for	Indigenous	jobseekers.	The	
feedback	gathered	from	the	March	23	luncheon	has	been	reproduced	in	Appendix	3.	

Final	Report	

AMR	 prepared	 a	 final	 report	 with	 recommendations	 based	 on	 conversations	 with	 the	
community	and	a	review	of	relevant	literature	and	documents.		

The	final	report	was	distributed	widely	to	participants	and	other	stakeholders.		
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Appendix	2:	Feedback	gathered	on	March	23,	2016	
On	 March	 23,	 AMR	 asked	 participants	 to	 provide	 feedback	 on	 a	 presentation	 that	 centred	
around	 themes	 emerging	 from	 LMI	 conversations,	 on	 forms	 prepared	 for	 the	 occasion.	
Participants	provided	the	following	feedback:	

v The	LMI	needs	to	be	a	standalone	organization		

v The	LMI	needs	to	be	able	to	grow	(range	of	functions),	which	will	be	difficult	to	do	if	
attached	to	another	organization	(particularly	if	it	is	a	mainstream	non-Aboriginal	
organization)	

v The	LMI	needs	to	be	Indigenous	designed	and	delivered	

v The	LMI	can	offer	cultural	awareness	courses	for	employers	

v Non-Aboriginal	organizations	cannot	provide	cultural	awareness	services	

v Goal:	develop	a	brand,	logo,	slogan;	an	identity	that	is	reflective	of	the	community	it	
serves	

v It	will	take	time	to	start	up;	building	employer	relationships	will	take	time;	LMI	needs	to	
manage	expectations	around	start-up	time	

v There	are	existing	training	and	employment	programs	for	people	with	disabilities	and	
newcomers	(the	Province’s	Gateway	Program	for	Visible	Minorities,	Persons	with	a	
Disability	and	Aboriginal	peoples)	

v The	LMI	needs	to	work	towards	removing	stigma	and	racism	that	we	can	“assume	exists	
with	a	new	employer”	

v Hope	the	LMI	moves	forward	as	an	independent	body	that	is	neutral	but	also	able	to	be	
connected	with	CBOs,	community,	educational	institutions,	and	participants	

v Some	jobseekers	need	help	with	IDs,	references,	assistance	with	criminal	record,	
funding	for	record	checks,	3	month	job	search	follow-up	worker,	navigation	of	
accessible	resources	

v There	are	too	many	agencies	that	have	requirements	that	participants	shy	away	from	

v There	will	be	a	lot	of	work	at	hard	

v Would	like	to	see	the	LMI	work	on	reserve	with	students	and	others	before	they	move	
to	an	urban	centre	for	work	

v Need	more	resources	to	support	a	First	Job	Fund	for	people	moving	to	city,	sometimes	
without	proper	housing,	to	support	a	more	successful	migration	to	the	city	
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v Acting	as	a	support	network	for	employers/employees	can	be	very	useful,	especially	
when	there	is	a	longer-term	approach	taken	

v A	mentorship	system	component	could	allow	for	long-term	success	(an	individual	
seeking	long-term	employment	is	teamed	with	an	individual	interested	in	seeing	their	
long-term	success	and	providing	a	range	of	supports	and	guidance)	

v An	LMI	could	do	intake	and	supports	for	jobseekers	in	northern	and	remote	
communities	

v Following	jobseekers	is	important;	at	least	two	years	of	following	is	required	to	track	
jobseekers’	outcomes	

v LMI	could	reach	out	to	reserves	to	help	provide	LMI	services	and	connections	to	
communities	needing	labour	

v So	what	if	there	is	duplication	of	services;	this	creates	more	resources	and	opportunities	
for	Aboriginal	jobseekers	

v Filling	in	gaps	is	a	good	idea;	this	could	make	a	considerable	difference	in	employment	
outcomes	

v Research	in	this	area	would	be	beneficial	to	the	whole	community	
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Appendix	3:	A	New	Name	to	Replace	“LMI”	
At	 the	 gatherings	 held	 on	 February	 23	 and	 26,	 and	 the	 feedback	 session	 on	 March	 23,	
participants	 were	 asked	 to	 suggest	 new	 name(s)	 to	 replace	 “labour	 market	 intermediary,”	
which	 many	 participants	 agreed	 isn’t	 meaningful	 to	 either	 jobseekers	 or	 employers.	 As	 one	
participant	representing	a	provincial	government	department	said,	“We’ve	got	to	have	a	better	
name!”		

The	 name	 must	 speak	 to	 stakeholders	 and	 help	 communicate	 what	 an	 LMI	 does.	 One	
participant	stressed,	“Don’t	brand	and	isolate	your	thinking.	Don’t	get	stuck	on	or	position	the	
model	around	the	idea	of	a	‘labour	market	intermediary.’”		

Don't	be	stuck	on	the	term	‘LMI’	or	the	position	of	an	LMI,	as	opposed	to	what	the	objective	is.	This	is	an	
entity	that	brings	stakeholders	together	around	employment.	

The	following	new	names	were	suggested	(listed	alphabetically):	

1	 Aboriginal	Employment	Bridge		
2	 Aboriginal	Friendly	Jobs	
3	 Anishnaabe	Shkawbe	

Shkawbe:	helper	
4	 Bridge	
5	 Connect	Me	
6	 Find	A	Worker	Now	
7	 Indigenous	Employment	Pathfinder	

Pathfinder:	a	person	who	goes	ahead	and	discovers	or	shows	others	a	path	or	way	
8	 Indigenous	Labour	Animator	

Animator:	a	person	who	makes	things	come	to	life	
9	 Indigenous	Labour	Cache	Leader		
10	 Indigenous	Labour	Market	Innovator	

Innovator:	a	person	who	introduces	new	methods	and	ideas	
11	 Indigenous	Skills	Bank	
12	 Market	Knowledge	Centre	
13	 Path	to	a	Welcoming	Job	
14	 Pathways	to	Employment	
15	 Stranger	Danger	Inc.	

	


