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Communities and Major Projects 

 
On what basis or criteria will your community respond to consultations and what system 
will they follow to gather different perspectives and responses in order to assemble 
their position on major projects? How will communities ensure that consultations are 
effective and the community gets what its wants from the process?  
 
To achieve these gains the community has to organize itself and this means ensuring 
that it has adopted means and criteria to assess impacts and argue for accommodation. 
Getting to this stage requires the adoption of an orderly and coherent process to hold 
internal discussions and develop your community’s positions. Who should be involved in 
your internal discussions?  On what basis are these individuals chosen to represent the 
community and play a role in setting positions; even participating in negotiations? What 
systems are in place to communicate the discussion and your positions as they evolve? 
First Nations communities need to assume a position of readiness in the wake of duty to 
consult. 
 
You have assembled subject matter knowledge and expertise on duty to consult.  This 
information has be synthesized and organized with learning objectives and 
communications tactics to reach the youth, adults and elder audiences of your 
population. Your immediate goal is to educate these groups about their prospective 
roles in such community consultations. You also may want to do some survey work to 
raise awareness and understanding among these groups. But you want to also gather 
from these groups the ideas they have for the systems, criteria, roles and 
understandings you need to adopt as part of your community response readiness to duty 
to consult episodes. 
 
Looking beyond the somewhat rigid tests and obligations of the duty to consult, at the 
heart of matters is the broader issue of the kinds of development that your community 
would like to initiate in the coming years. Community development decisions necessarily 
require that some difficult and fundamental questions are asked. It’s wise for 
communities to challenge themselves with such questions and to vision what “good” and 
“appropriate” development is for them. Consider these questions.  
 

 Under what circumstances or preconditions should development take place?  
 What goals does the community aspire to and what kind of benefits do we want to 

realize for our community and its residents in the short, medium and long term?  
 How do our community’s employment and business goals align with the quality of 

life and lifestyle envisaged for community residents and future generations of the 
community?  

 Are there certain kinds of development that should never take place in or near 
the community? 
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 If development is going to occur how should risks or problems be reduced or 
mitigated?  

 What safeguards need to be observed so that development decisions and 
activities will not adversely impact community lands and resources? 

 
These are deep questions and their proper response and resolution assumes and requires 
that there is an opportunity for extensive dialogue from within the community. Ideally 
the community has the opportunity to discuss and debate these questions in advance of 
development decisions, whether or not duty to consult is formally triggered. In a best 
case scenario communities should seek to establish for themselves some kind of agreed 
development framework from which to address and answer these questions. Ideally, 
communities should work toward a common vision, perhaps even articulating some clear 
principles or statements around issues pertaining to development such as land use 
management, sustainability of resources, water management. Or even more broadly 
such advanced discussions could focus on the exact nature of development itself and 
whether and how it aligns with community aspirations.  
 
In short there is a relationship on what hand, between your community readiness to 
respond to and develop a position on individual projects within the context of duty to 
consult versus on the other hand, a longer term goal to build consensus and thereby 
define a broader socio-economic vision and development framework for your 
community.  
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Surveys 

 Youth 

 Elders 

 Adults 

 

Focus Groups 

 Youth, elders 
and youth in 
your 
communities 

 

Primary Outcomes  
 
Increased knowledge of Duty to Consult 
procedures, purpose and intent and increased 
Readiness to respond. 

- History 
- Intent 
- Strength of claim 
- Meaningful and effective consultation 
- Consultation teams 
- Identifying who has vested authority to represent 

the community in consultations 
 
Systems, means and criteria  

- Community values and principles for development 
- Procedures 
- Rules around consensus 
- Participation and representation 
- Communications protocols 
- Ways of assessing potential impacts  

 
Creating a Readiness Plan ~  

Community Response to Duty to Consult 

 How are other 
FN 
communities 
responding to 
Duty to Consult 
Processes and 
project 
Opportunities 

 What process 
are other 
communities 
following to 
define their 
developmental 
vision 

 

Research 

Secondary or 
incidental 
Outcomes 

 
Community 
Developmental 
Vision  

- Development 
goals (business, 
employment, 
quality of life, 
political etc.); 

- Conditions 
required to 
achieve these 
goals (people, 
capital, 
technology, 
facilities etc.) 

- Vision statements 
will guide 
development 

- Development 
Framework 

 

Short 

term 

Long 

term 

Information Streams 

You have an immediate need to create more understanding about 
duty to consult and to identify and define how the community 
can adopt a position of readiness. Readiness to respond requires 
pre-discussions to identify development criteria, priorities, 
communications systems, definition of roles, rules and other 
means needed to establish positions. You need a coherent plan to 
respond in duty to consult episodes.  
 
But in the longer term you also want to establish community input 
and eventually consensus about the processes and systems 
needed to develop a clearer sense of your community’s broader 

socio-economic developmental vision.  
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We can work with you to raise awareness and understanding about duty to consult while 
also gathering some opinions and ideas to help you develop a readiness plan.  
 
The level of engagement of your community members will help determine the level of 
detail of your plan  
 
Our goal is to help you build your Readiness plan.  
 

    

Building your Readiness Plan ~  
Effective Community Response to  

Duty to Consult  
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A Readiness Plan 

 

We will compile a Readiness Plan containing details about the ways that your community 
could undertake an effective response to Duty to Consult episodes. The plan will 
address the following issues. This is not intended to be a full or definitive list but rather 
to give you just a sense of the systems, processes, information and preparedness you 
should develop in order to a coherent and orderly response to Duty to consult episodes. 
We will work with you during this stage and earlier stages of the projects to develop a 
Table of Contents to the Plan which fits your needs. 
 
 Process details describing what steps the community should take when Duty to Consult 

is triggered. Obligations and rights; 
 Assessing Strength of claim; 
 Consultation processes. What communications systems will the community follow to 

gather different community perspectives and responses in order to assemble your 
position? How will this be done?; 

 Roles of various community members;  
 Providing means and clarity to determine input; 
 Deciding who your community chooses to represent you in discussions;  
 Communications protocols; 
 When to bring in experts; 
 Development criteria;  
 Developing vision statements for land use, water, what does sustainable development 

mean for the community?; 
 Developing positions;  
 Role of leadership; 
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Summary 

 

The Aboriginal Human Resource Council looks forward to discussing this project proposal 
with you further. Together, we will help you reach your goals. We believe that we can 
address your immediate needs relating to duty to consult. We also believe that we can 
gain some insights into the longer term goal of building a larger community 
developmental vision. 
 
Please feel free to connect with Kelly Lendsay at 306-291-0424.  
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About the Council 

 

The Aboriginal Human Resource Council was formed in 1998 as a national not-for-profit 

organization. Today, as a thriving social enterprise, we are an aboriginal business with a 

mandate to advance the full participation of Indigenous Peoples in Canada’s economy. 

We also do work internationally promoting opportunities for Indigenous peoples in a 

variety of countries. We have a proven track record as an ISO 9001:2008 accredited 

organization that is proud to deliver service excellence and leadership in workplace 

inclusion.  

 

Kelly J. Lendsay 

Kelly J. Lendsay is a social entrepreneur who is internationally recognized as one of 
Canada’s foremost innovators of Indigenous workplace inclusion, diversity and 
partnership building. His skills as an innovator to facilitate trusted partnership bridges 
that create prosperity are widely acclaimed and powerful announcements of Kelly’s 
revolutionary work in Indigenous inclusion in Canada and abroad. 

As the inaugural president and CEO of the Aboriginal Human Resource Council (AHRC), 
Kelly has successfully led the charge since 1998 to grow and engage corporate Canada in 
Indigenous workplace inclusion. He has developed the council into an ISO certified 
national social enterprise building trusted partnerships that generate real social and 
economic capital. 

Kelly’s sharp communications style and dynamic stage presence has earned him a 
reputation for being an engaging international keynote thought leader and facilitator. 

He was honored by the University of Saskatchewan (U of S) as one of their “100 Alumni 
of Influence”, whose accomplishments in the last century have been recognized for 
influencing the growth and development of the university, the province, and the world 
during the last century. 

He also leads the council’s new national charity, Kocihta, designed to empower 
Indigenous youth to reach their human resource and career potential. 

A proud Indigenous leader of Canadian of Cree, Métis, and European ancestry, Lendsay 
was the first in his family to attend university where he earned his Bachelor of Science 
in Kinesiology-Physiology, and attained his MBA from the U of S. 

With an unwavering passion for an inclusive society, Kelly moves seamlessly between 
both worlds, fostering a spirit of trust, relationship and healthy partnerships. 
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Craig J. Hall 
 
Craig Hall has a diverse background in both the public and the private sector.  He has 
held senior positions with government in Canada's far north in the areas of business 
development, culture and corporate affairs as well as in trade and investment. Craig has 
extensive project management experience through his trade work in Japan, the United 
States and Europe. He has a History degree from Carleton University and a Masters of 
Business Administration (MBA) degree from the University of Exeter in England.  
 
In 1986 he began a 12 year career with the Government of the Northwest Territories 
starting as a project officer in Baffin Island and then moved to Yellowknife where he 
was a Director with Economic Development and Tourism. During this period Craig 
negotiated several development agreements between the federal and territorial 
governments later putting in place the necessary administrative, communications, 
human resource and financial systems for their implementation. 
   
Craig currently works with the Aboriginal Human Resource Council providing strategic 
planning, project management and partnership development expertise.  In his role as 
Chief Operating Officer for the Council Craig has worked closely with the President/CEO 
developing innovative human resource models.  
 


