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times continue to be tough however, and this
climate may continue to affect our progress as
companies cut their training, CSR and other
discretionary budgets.
Increasing Our Reach - Building
Partnerships

The successful 2010-2011 year saw new
growth and innovation in the Aboriginal
Human Resource Council’s product and
service offerings.
We focused on three priorities:
• I ncreasing Our Reach — Building
Partnerships
• Expanding

our Mastering Aboriginal Inclusion
program
• Innovative

Communications and an
Enhanced Value Offer

As a council we are achieving our financial
goals as a non-profit social enterprise. The
resources provided to the organization by our
government and private sector partners are
providing attractive returns as our knowledge
assets are converted to products and services
which are valued by our client groups. Our
business activities and enterprises are a
way for us to achieve our long-term goal of
becoming a ‘sustainable’ entity. Last year
our total revenues, including both public
and private sources, were $3,397,630 (Public:
$2,144,018 and Private: $1,110,552).
Our private to public revenue ratio was 66 per
cent public to 34 per cent private. Our longterm goal is to achieve an annual operating
budget made up from 50/50 per cent ratio
of private and public funds. Our product
sales this year were within 94 per cent of our
forecasts. Overall, excess revenues of $157,464
were better than anticipated. Economically,

Our focus is on Canada’s large business
segment (500+ employees). Last year we
did 495 sales transactions with customers
who bought our products or services. In
particular, we have developed a close working
relationship with a core group of employers
that invest in inclusion through our Leadership
Circle partnership program. These partners
use Inclusion Reward points to access our
products and services.
We continued our outreach campaign
throughout the year with the goal of attaining
100 Leadership Circle partners by mid 2011.
By March 31, 2011 our Leadership Circle had
grown to 57 partners. Our goal over the next
three years is to increase the Leadership Circle
to an additional 200 partners. That number,
added to the current partners, will help to
bring about a tipping point in the number of
companies in corporate Canada that endorse
Aboriginal inclusion as a means to becoming
an employer-of-choice.
We brought our partners together on six

piece on the council in Pathways their 2010
Aboriginal Review.

occasions over the course of 2010-2011.
Three meetings were hosted virtually
through our online Adobe meeting platform.
Other events included the Champions’ Event,
Leadership Circle Think Tank and Inclusion
Works event. The Leadership Circle program
offers a way for us, and our partners, to
grow our understanding of inclusion and the
strategies and practices needed throughout
the workplace. Our partners offer knowledge
and networks which are valuable as we try to
expand the reach of our message of inclusion
throughout corporate Canada.
This was a transitional year as we exited our
trades agenda and focused on our workplace
agenda. We evolved the development of an
exciting new web-based platform designed
to provide our partners and clients with
sophisticated Aboriginal inclusion workplace
strategies and practices. Better value at less
cost to our partners, the web platform offers
many benefits.
Expanding our Mastering Aboriginal
Inclusion program
In 2010/11 we brought new clarity to our
workplace model which will shape our
future training offerings. Our new Mastering
Aboriginal Inclusion training shelf will be
offered online in 2011 within a new and robust
workplace model. In 2010/11 we:
• D
 elivered six partner Mastering Aboriginal
Inclusion sessions that attracted 115
registrants

• D
 elivered 17 training sessions in Mastering
Aboriginal Inclusion offered through the
Racism Free Workplace contract, attracting
406 registrants
• O
 ffered additional coverage of our inclusion
learning materials through Mastering
Aboriginal Inclusion webinars. A total of 380
people registered for the four webinars we
offered to this client group
• L
 aunched online and instructor-led
procurement training, as well as the
development of an e-resource library filled
with tools to help organizations advance
Aboriginal Procurement strategies
• E
 stablished a relationship with Paul Klein,
founder of Impakt, experts on corporate
social responsibility (CSR). This coming
year members will have access to new CSR
workplace learning tools which we will be
developing with the help of Impakt.
Innovative Communications and an
Enhanced Value Offer
We developed and implemented
communications and marketing designed
to involve employers in workplace
inclusion strategies.
• W
 e achieved greater visibility through
interviews, media inserts and other media.
The CEO’s interview on Alberta Primetime
in June 2010 got wide coverage as did
the interviews done for NationTalk. Our
council appeared in Say Magazine, the HR
Reporter, the Profiler on Canadian Oil &
Gas: The First Nations, newspapers and
journals. Syncrude Canada Ltd. included a

• O
 ur Vertical Response (VR) e-marketing
activity between April 1, 2010 – March
31, 2011 was extensive. In 83 separate
VR campaigns 172,159 emails were sent
which shows the tremendous reach and
frequency which is possible through these
e-based marketing approaches. Telephone
campaigns reached a little over 1,000
clients who were given personal messages
about our products and services.
• W
 e posted 150 tweets on Twitter and
increased our followers from 30 to 267. Our
Facebook traffic increased considerably over
the past year by 60 per cent for a total of
356. Our community is now posting to our
Facebook site and engaging in conversation
with each other. We increased our traffic on
other social media such as LinkedIn. While
numbers are still modest we are seeing the
tremendous reach that social media can
offer as we organize more ‘conversations’
about Aboriginal inclusion.
In support of our emerging web 2.0 and social
media strategy, Human Resources and Skills
Development funded $2.5 million over the
next three years, effective April, 2011. We
will be reaching out to sectors like healthcare
and retail and connecting the mainstream
businesses in these sectors with Aboriginal
talent, businesses and communities. Our new
web 2.0 platform will encourage companies
to enjoy a deeper connection to our inclusion
work and in return receive a greater value
offer through our community of practice and
the purchase of our products and services. As
the relationship grows with these companies
we anticipate increased growth in our
Leadership Circle.

2

This 2010-2011 performance report outlines
our movement forward to help employers
climb the Inclusion Continuum through
workplace transformation. With the support
of our Leadership Circle partners we have
broadened a network of inclusion leaders and
employer-based activities, which are profiled
throughout this document.
This year will be earmarked as the transitional
year we evolved the development of an
exciting new web-based platform designed
to provide our partners and clients with
sophisticated workplace strategies and
practices. The platform will be expanded
in 2011/12 to include:
• C
 onnections to workplace inclusion
strategies
• A
 ssessment tools to measure inclusion
outcomes
• O
 nline learning modules to develop
managers and strategy implementation
• O
 pportunities to promote promising
practices and collaborate about inclusion
barriers with Leadership Circle partners
involved in Canada’s leading community of
practice on Aboriginal inclusion
• A
 virtual community that will enable
connections, learning and collaboration.
In addition to our web-based 2.0 strategies
this document will outline how we are
growing our national and international reach

and improving on the service and fulfillment
of our Leadership Circle partnership program.
From the inception of the council, we have
always aimed to fill the existing gaps in the
advancement of Aboriginal inclusion. We
have not, and do not want to duplicate the
good work of other national Aboriginal
organizations. We introduce new products
and services to complement our programs and
other programs that touch on the parameters
of Aboriginal inclusion.
Our employers believe in what we do.
Many feel that the ‘partnership value’,
in comparison to other Aboriginal and
non-Aboriginal partnerships, is one of the
best value propositions for their company.
Together with our partners we can help make
a difference in the lives of Aboriginal people
and Canada’s socio-economic landscape. We
are confident that our product and service
portfolio in conjunction with the new
web 2.0 platform, and our Leadership Circle
partnership network, will continue to provide
greater value to companies. We also know
that our work will stimulate the critical and
fundamental social change that is needed
in workplaces across Canada and beyond to
advance Aboriginal inclusion.

There are many national organizations
such as the Canadian Council of Aboriginal
Business and the Aboriginal Financial
Officers Association, the Council for the
Advancement of Native Development
Officers, the National Aboriginal
Achievement Foundation and others that are
also doing good work within their mandate.
Our goal is to move forward in a collaborative
effort with these organizations to ensure that
Aboriginal people have equal opportunity to
enjoy the benefits of employment, business
development and healthy communities.
Working together, Canada’s national
Aboriginal organizations with their partners
and networks can achieve tremendous
outcomes for greater Aboriginal inclusion
in Canada.

About the council
The Aboriginal Human Resource Council
was formed in 1998 as a national not-forprofit organization with a mandate to advance
the full participation of Aboriginal Peoples in
Canada’s economy. For over 10 years we have
been working to close the socio-economic
gap in Canada by helping First Nation, Métis
and Inuit people move closer to the standard
of living enjoyed by the majority of nonAboriginal Canadians. We have a methodical
approach to developing inclusive workplace
strategies and in 2010 we achieved
ISO certification.
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OUR STRATEGIC PRIORITIES

Our organization’s main purpose is to assist
companies’ in their adoption of workplace
inclusion strategies and practices. This
work is done with the end goal of increasing
Aboriginal participation in the Canadian
economy. This year our work focused on three
key priorities:

• I ncreasing our reach and building
partnerships with Canada’s largest
companies in diverse sectors
• E
 xpanding our Mastering Aboriginal Inclusion
program as a core competency; creating a
growing product suite within the program
that supports organizational workplace
transformation as it applies
to inclusion
• B
 uilding a close relationship with
companies through a growing web 2.0
communications strategy which features an
e-learning and e-resource product line as
part of an enhanced
service offer.
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Our focus is on Canada’s large business
segment (500+ employees) and the workplace
inclusion strategies, employment connections
and partnerships these mainstream businesses
can forge with Aboriginal people, businesses
and their communities. In this partnership
building we work closely with education,
government, labour, NGO and partners from
the philanthropic sector.
Through our product and service platform
we work with hundreds of companies and
organizations to advance inclusion in their
workplaces. But, in particular, we have
developed a close working relationship
with a core group of employers that invest
in inclusion through our Leadership Circle
partnership program. These partners use
Inclusion Reward points to access our
products and services on a regular basis.
They also benefit from peer learning and our
growing community of practice. Both values
are designed to help these employers climb
the Inclusion Continuum and advance social
inclusion in Canada.
Leadership Circle partners are an integral
part of our national Indigenous inclusion
event and recruitment fair, Inclusion Works.
They also participate in a Leadership Circle
event, specifically designed to support the
advancement of learning and networking
through a community of practice.

In early spring 2010, a new Leadership Circle
offer was developed with an expanded range
of products and services. This year partners
enjoyed access to the first of many online
products we will be offering.

training programs, the Inclusion Works ’11 event
was transitioned to provide participants
with greater opportunities for peer learning,
dialogue, networking and partnership
formation within our Leadership Circle.

We continued our outreach campaign
throughout the year with the goal of attaining
100 Leadership Circle partners by mid 2011;
while fine-tuning our existing fulfillment
processes and value offer through our
Inclusion Rewards program (i.e., Mastering
Aboriginal Inclusion, Aboriginal Procurement
and Guiding Circles workshops, Inclusion Works
passes, advisory services, Inclusion Network,
etc.).

Built around the theme of team play, the
event helped employers develop strategies to
climb the Inclusion Continuum by walking
their workplace team through the ‘how to’ of
organizational transformation in the areas of
human resources, communications/marketing,
Aboriginal Procurement and corporate social
responsibility/leadership.

By March 31, 2011 our Leadership Circle
partnership program grew to about 57
partners. They met on six occasions over the
course of 2010-2011. Three meetings were
hosted virtually through our online Adobe
meeting platform. Other events included
the Champions’ Event, Leadership Circle Think
Tank and Inclusion Works. At the Think Tank,
partners got a glimpse of our new assessment
tool which will help them benchmark their
organization on the Inclusion Continuum. As
well, guest speaker Paul Klein gave a keynote
about corporate social responsibility.
A highlight of our work with Leadership
Circle partners is our annual signature event.
This year Inclusion Works’ 11 was hosted at
Le Centre Sheraton in Montreal from May
3-5, 2011. Modeled after successful executive

Partners can look forward to a new list of
online products and services that will be
offered in each quarter within the coming
year that will provide them new ways to use
their Inclusion Reward points and gain new
knowledge and connections through events,
training workshops and advisory services;
all of which will help companies climb the
Inclusion Continuum.
Our goal over the next three years is to
increase the Leadership Circle to an additional
200 partners. That number, added to the
current partners, will help to bring about a
tipping point in the number of companies in
corporate Canada that endorse Aboriginal
inclusion as a means to becoming an
employer-of-choice.
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Inclusion Works ‘11 brought people together to
build connections and relationships between
mainstream companies and Aboriginal people,
businesses and communities. Although
Inclusion Works’ 11 did not take place until
May of this year, it is included in this year’s
Performance Report, as much of the work to
prepare the event occurred in the last quarter
of the 2010/11 fiscal year.
Our Inclusion Works ‘11 event revolved around
our Leadership Circle. In keeping with the
close knit way that the Leadership Circle
is working with this year’s theme ‘Team
Inclusion’. This theme was brought to life
by asking our partners to bring colleagues
from various areas of their organization to
share and hear inclusion experiences from
a cross-departmental perspective. These
experiences will help the company’s internal
team to develop comprehensive organizationwide inclusive workplace strategies. The
strategies that ‘Team Inclusion’ shared
cut across management, human resources,

communications/marketing, procurement
and corporate social responsibility/leadership.
Inclusion Works ’11 started with its one day
national recruitment fair. Once again, our
national Aboriginal recruitment fair hosted
Aboriginal post-secondary grads (79) from
across Canada who were interviewed by
employers from our Leadership Circle. A survey
will be conducted in the first quarter of
2011/12 to determine how many grads found
employment as a result of
Inclusion Works.
What’s important about Inclusion Works
national recruitment fair is that it results
in some direct employment for grads and
provides a chance to help our partners’ source
some excellent Aboriginal talent. But for
us a tangible and important benefit of this
recruitment fair is that it gives an opportunity
to publicize the tremendous talent available
among young Aboriginal people, as well
as increase our job seeker numbers on the
Inclusion Network – a benefit to employers

across Canada. Too often companies fall
prey to misperceptions about the availability
of Aboriginal talent. Companies will say
they don’t exist or don’t know where to
find them. They give up looking before
they even start. This event helps challenge
these misperceptions. This year we were
pleased with the media coverage provided by
NationTalk, APTN, CBC and various radio
stations across Canada. A documentary shot
by CBC and key media interviews conducted
at Inclusion Works will be aired early next
calendar year.
Some companies that took part in the
recruitment fair also took part in the
tradeshow. The tradeshow was especially
helpful for grads to learn more about the
companies and their workplaces. Other
exhibitors also had a chance to explain about
their value offer.
The main two days of Inclusion Works was
devoted to speakers and learning. New
insights into nation building were offered

by Dr Manley Begay, a well known Navajo
academic from the American Indian Studies
Program at the University of Arizona and
Co-director of the Harvard Project on
American Indian Economic Development.
Brett Wilson from the CBC show Dragon’s
Den spoke about his work as a philanthropic
entrepreneur. The area of social responsibility
is getting more and more focus in corporate
Canada and Mr. Wilson shared his views on
why companies need to be “capitalists with
a heart”.
National Chief Shawn Atleo gave a video
address on his insights into First Nations
economic development and human resource
opportunities. Paul Klein, a writer for
Canadian Business and expert on corporate
social responsibility, spoke about the link
between corporate giving and Aboriginal
development issues. For many companies
this area of corporate social responsibility
is playing an increasingly important role
as these companies seek to position their

company (and their brand) with First Nation,
Inuit and Métis communities.
The three-day event also featured Aboriginal
artists and craftspeople. A novel networking
session (The Soirée) featured Aboriginal
entertainment and an opportunity to meet
guests and participants. In previous events
delegates have cited networking and the
ability to engage in peer learning as the single
biggest reason to attend Inclusion Works.

Alberta and expect to attract many new
company partners from the oil and gas sector.
In the end, it’s the people who attend the
event that make Inclusion Works a special blend
of learning, networking and fun.

Of course people come to Inclusion Works
to learn. This year the key learning was
presented in an innovative way through
sixteen problem solving sessions presented
by our ‘Team Inclusion’ participants. These
sessions gave a real picture of the kinds of
issues which companies are encountering in
their efforts to work with Aboriginal people,
communities and businesses.
As we move forward, we will continue to offer
Inclusion Works as our centerpiece learning
event. Next year we will host the event in
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WELCOMING NEW PARTNERS

Our association with Leadership Circle
partners has created many new opportunities
for value creation and collaboration. Here are
three examples to showcase how we and our
Leadership Circle partners advanced inclusion
through collaboration:
• W
 e partnered with Scotiabank to launch
a national Aboriginal Leadership Network
in Toronto on September 13, 2010, as a
way for Scotiabank to reach beyond their
workplace to engage their suppliers to think
about Aboriginal inclusion. Scotiabank
also wanted to take a leadership role to
help advance inclusion in Canada, through
the council, by introducing their clients

and partners to the work we are doing in
hope that they too will join us as Leadership
Circle partners. The meeting, hosted at
Scotiabank’s corporate headquarters in
Toronto, brought together a small group
of companies such as IBM, Pitney Bowes,
Canada Post, CGI, G4S Cash Services
and others. Thanks to the support of
the participants and ScotiaBank’s team,
Anatol Von Hahn, Deanna Matzanke,
Sujay Vardhmane and many others, the
event was a success and there are plans to
host a second meeting to build upon the
momentum started in September.
• N
 oront Resources Ltd. worked with us
on a proposal to the federal government.
In this project we address the need for
increased training opportunities among
Aboriginal communities, education and
industry in relation to long term resource
development projects. The project is
focused in the mining sector and Ontario’s
Ring of Fire. It involves the Association of
Canadian Community Colleges as a primary
partner with support from other companies
including Vale Resources, CementCorp
and 14 community colleges across northern
Ontario and Aboriginal communities. The

project, if approved, will result in hundreds
of jobs for Aboriginal people and increase
their ability to understand the skills and
training they need to get a job or bid on
contracts available through large scale
resource projects.
• O
 ur work with Cameco has evolved
into an initiative to work together on
a survey on Aboriginal employment,
seeking participation from 30-40 mining
and extraction companies. Scheduled for
2011-2012, this survey will quantify the
number of Aboriginal people employed by
larger companies in the mining/extraction
sector. Qualitative data about Aboriginal
recruitment, advancement and retention
is also being sought. The aggregate report
will allow companies to benchmark their
employment numbers and learn about best
practices from peer companies in their
sector. For us, this kind of labour market
study also sets a template for similar studies
with other sectors such as healthcare or the
retail sector.
The Leadership Circle program offers a way
for our partners to grow with us to develop
our understanding of inclusion and the
strategies and practices needed throughout
the workplace. Our partners offer knowledge
and networks which are valuable as we try to
expand the reach of our message of inclusion
throughout corporate Canada.

Indian and Northern Affairs
Human Resources and Skills Development Canada
Shaw Media
Correctional Service Canada
RBC Royal Bank
Scotiabank Group
MGM Communications
Barrick-Hemlo
BMO Financial Group
Cameco
Casino Rama
First Nation Statistical Institute
Government of Alberta
Government of Manitoba
Higgins International Inc.
Enterprise Saskatchewan
Goldcorp Canada Ltd.
Niagara Peninsula Aboriginal Management Board
(NPAAMB)
Saskatoon Health Region
SNC-Lavalin
Statistics Canada
Syncrude Canada Ltd.
TD Bank Financial Group
TransCanada
Workopolis NicheNetwork
Farm Credit Canada
IBM
Loblaw Companies Ltd.
PTI Group Inc.
Teck
BHP Billiton
Donna Cona
HSBC Bank Canada
Hydro One
Jazz Aviation LP
Nexen Inc.
North America Construction Ltd
SeaManning Inc.
Shell Canada
Canada Mortgage Housing Corporation
Dream Catcher Charitable Foundation
International Brotherhood of Electrical Workers
Chatham-Kent Children’s Services
Charlie Coffey, O.C.
McDonald’s Restaurants of Canada Limited
SimplexGrinnell
Toromont CAT
Trinidad Drilling Ltd.
Canadian Construction Association
Noront Resources Ltd.
Commission de la construction du Québec
Mining Industry Human Resources Council (MiHR)
NationTalk
Say Magazine
Turning Technologies Canada
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INTERNATIONAL INCLUSION

Although our focus is Canada, there is value
to be gained by stretching our contacts
and learning about Indigenous peoples and
employer-based inclusion strategies in other
countries. New insights in the work and
circumstances of other employers, such as
those in Australia, where there are many
similarities to the Canadian Aboriginal
issues, will help us stretch innovation
throughout our product and service lineup.
Our employers do not have borders and since
the Web is borderless as well, it’s prudent for
us to learn and incorporate the teachings of
our international contacts into our work. As
a ‘connector’, we can expand our teachings
and our networks to convey the lessons
learned from other countries. Validating what
is working in Indigenous human resource
development is a valuable role for us.

USA and the National Native American
Human Resources Association
In follow-up to the Good Faith Agreement
between our council and the National Native
American Human Resources Association
(NNAHRA), which was signed in April at
the Inclusion Works ’10 event, three members
of our management team attended and
spoke at the NNAHRA’s annual conference
in October. Kelly Lendsay delivered a
keynote address to the 200+ audience
and presentations were also made on our
Mastering Aboriginal Inclusion and Guiding
Circles programs.
NNAHRA is a non-profit organization
comprised of human resource professionals
working for, or providing professional
services to American tribes and organizations.
President Tal Moore residing in Albequerque,
New Mexico and the board and executive
directors that represent organization across
the USA are enthusiastic about the ways that
we can work with NNAHRA in the years to
come.

13th World Human Resources Congress

Australia

Our national director of human resource
development strategies presented on ‘The
Path of Indigenous Inclusion: The Canadian
Experience in Growing Workplaces of
Inclusion’ at the World HR Congress
organized by Quebec’s Ordre des conseillers
en ressources humaines in Montreal,
September 2010.

In March 2011 we fulfilled a contract with
the Government of Australia as part of their
target to increase the representation of
Indigenous Peoples within public service.
Through the three workshops we presented
we were able to provide both companies and
government with insights and knowledge to
help them advance Indigenous recruitment,
retention and advancement strategies.

The presentation spoke to the transformation
and rejuvenation of workplaces through
Aboriginal inclusion. Audiences from
many countries attended this session to
hear information about developing human
resource strategies to increase and improve
Indigenous inclusion in a corporate setting.
As part of this three-day event we
participated in the Congress’ trade show,
which proved to be an effective strategy to
introduce HR professionals from all over the
world to Aboriginal inclusion, our work, and
the Inclusion Continuum.

Workshops included:
• A dialogue with senior deputy secretaries
• Practitioners from 30 government
departments, agencies and crown
organizations from across Australia
• Company and industry representatives from
various economic sectors in the Australia.
The 13-day trip made by our CEO and COO,
provided the opportunity to explore working
relationships with Australian companies,
government and NGO organizations; and
learn about new and innovative work being
carried on by these groups. Leadership Circle
partners have expressed strong interest
in international Indigenous development
practices and strategies.

“It was a brief but very full visit.
We especially appreciated your
tailoring the information to each
workshop audience and the time
spent in the many various meetings
we scheduled with people and
organizations equally interested
in Indigenous employment and
inclusion practices”.
ANGELA MILBURN

Acting Branch Manager –
Indigenous Economic Strategy Group,
Department of Education, Employment and
Workplace Relations
Government of Australia
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SPEAKING ENGAGEMENTS

Throughout the year board members, our
CEO and management staff continued to
promote the council and our programs and
services at meetings, conferences and events
to a variety of local, national and international
audiences representing various sectors of our

economy. We participated in a wide-range of
venues in order to promote our message and
our programs to audiences across the country.
Some of our speaking engagements are
summarized here.

• 5th Annual Alberta Human
Resource Institute conference
( Calgary, April 2010)

• Advisory member – Federal Public
Service Commission Assessment
Project (Ottawa, July 2010)

• Your Workplace Event
( Toronto, April 2010)

•G
 uiding Circles student workshop, as
part of Saskatchewan’s Batoche Days.
(Batoche, July 2010)

• National Association of Career
Colleges ( Banff, May 2010)
• Association of Canadian Community
Colleges ( Niagara Falls, June 2010)
• Keynote – Human Resource
Committee for the Canadian
Construction Association
(Regina, June 2010)
• Canadian Apprenticeship
Forum Conference (St John’s,
June 2010)
• Panel Presentation – Purchasing
Management Association of Canada
(Regina, June 2010)

• A series of four keynotes were
delivered in British Columbia in
October and November for a provincial
strategy called ‘MATCH 2010’, a
speaker series that brought together
employers with Aboriginal and
mainstream employment agencies to
learn about Aboriginal diversity and
working with peoples with disabilities.
(Port Hardy and Powell River,
October, 2010 and Port Alberni and
Courtenay, November 2010)
• 13th World Human Resources
Congress in Montreal, (Montreal,
September 2010)

• Keynote address and presentations
on Mastering Aboriginal Inclusion and
Guiding Circles programs - National
Native American Human Resources
Association national conference,
(Palm Springs, USA, October 2010)
• Keynote address at mining conference
– Mastering Aboriginal Inclusion in
Mining, (St. John’s, November 2010)
• Cannexus event
(Ottawa, January 2011)
• The Alliance of Sector Council’s
communications committee about
advancing social media in sector
councils, (Ottawa, March 2011)
• Three presentations on advancing
Aboriginal recruitment, retention
and advancement in the private and
public sectors (Canberra, Australia,
March 2011)

• The Alliance of Sector Council’s
Employer Forum – Stephen Lindley
VP Aboriginal Affairs for SNC- Lavalin
presented as part of the employer
panel. Good forum to showcase
AHRC and our employer insights
(Ottawa, September 2010)
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Our Approach to Workplace Inclusion
In 2010/11 we brought new clarity to our
workplace model which will shape our
future training offerings. Our new Mastering
Aboriginal Inclusion training shelf will be
offered online in 2011 within a new and
robust workplace model. The expansion of
topics within the Mastering Aboriginal Inclusion
portfolio will help our partners and clients
gain new insights into workplace inclusion.
Many companies in corporate Canada are
trying to develop the knowledge and skill set
to work effectively with Aboriginal people,
communities and businesses. Our mission
is to encourage companies in a wide range
of business sectors to develop the necessary
strategies, practices and behaviours needed
to do this. Peer learning and sharing between
companies will help accelerate these efforts
and the ability for employers to adopt and
develop inclusion workplace strategies

which create employment and business
opportunities for Aboriginal people. Our
workplace model will also help companies
to better align their corporate social
responsibility investments to community
wellness and development priorities.
Our New Workplace Model
Our new model, which is unique to the
council, takes an enterprise-wide approach
to inclusion. It considers four different areas
of the workplace that require inclusion
strategies. As part of our Workplace Inclusion
Learning System we use an organizational
development model to depict the internal
strategies and operational practices
companies need to build inclusion one area
of the workplace at a time. Our seven stage
Inclusion Continuum model is the lense
which we use to examine the four key areas
of the workplace.
Our learning system will include assessment
tools to benchmark employers where they
are on the Inclusion Continuum, and advisory
services on how best to prioritize and
make the necessary strategies and practices

needed to implement
workplace inclusion.
In summer 2011 we will
be beta testing these
assessment tools with
formal roll-out starting
in fall of this year.
The enterprise-wide
approach we used is in
line with the realities
of large companies. For
example: through the use
of our Workplace Inclusion
Learning System, company
executives can learn that their
next stage up the Continuum
will be to focus leadership tools
that help the organization build
and communicate inclusion
policies. Our Mastering Aboriginal
Inclusion core learning system
continues to be strengthened
as a result of ongoing research
and product development. Our
dedication to continuous product
and service development is integral
to our ISO thinking, and our work to
provide partners and clients with help
to achieve new plateaus of inclusion.
Outcomes will include increased

Aboriginal recruitment and
retention, better partnerships
with Aboriginal business and
more effective investment in
Aboriginal communities.
In 2010-2011 we
accomplished a significant
amount of training
and delivery as well as
development work in each
of the four areas of its
workplace model.
Our Inclusion
Continuum Model
applies differently
to the four key
functional areas of an
organization.

RESOURCES
COMMUNICATIONS
& MARKETING
PROCUREMENT
CORPORATE SOCIAL
RESPONSIBILITY
This measured approach enables
companies to prioritize the parts
of the organization where they
would like to focus development
of workplace inclusion strategies.
Bit by bit, companies/organizations
develop an enterprise- wide
approach to inclusion.

In our work with corporate
Canada we have developed
our innovative Aboriginal
Workplace Inclusion Learning
System. Through this model
and system we are able to
‘map’ companies as they adopt
increasingly sophisticated
Aboriginal workplace inclusion
strategies. This year we
developed assessment tools
which will enable us to pinpoint
which ‘stage’ companies are at
on the Inclusion Continuum.
Assessment tools will be beta
tested with companies and
rolled out in the fall 2011.
“The Mastering Aboriginal Inclusion
workshop was a powerful learning
experience. I would recommend
it for everyone, employers in
particular.”
BARBARA SMITH

Employment Equity Officer,
University of Ottawa

HUMAN
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HUMAN RESOURCES

“Your organization
continues to provide the
Government of Canada
with a vital link to industry
and other key stakeholders
around labour market
and human resource
issues critical to support
Canada’s competitiveness
and productivity”.

In 2010-2011 we continued to offer in-person
instruction of our Mastering Aboriginal
Inclusion workshops. Six In-house training
sessions in Mastering Aboriginal Inclusion were
held this past year attracting 115 registrants in
all. Some examples:

CHANTALE TREMBLAY

In addition to these Mastering Aboriginal
Inclusion sessions we delivered a customized
version of this training to employment
equity companies as part of our three-year
contract with Human Resources and Skills
Development (HRSD)-Labour. This contract,
which came to a close in March 31, 2011,
helped deliver the Racism-Free Workplace
Strategy (RFWS) which was HRSDC-Labour
program’s component of Canada’s Action Plan
Against Racism. A core element of our work
on this contract included the delivery of 17
workshops in 2010-2011 which adapted the
Mastering Aboriginal Inclusion core curriculum
for the employment equity companies that
attended these workshops. Total registration
for these workshops was 406 clients.

Director
Sector Council Program
Skills and Employment Branch, Human
Resources and Skills Development Canada

• A
 Mastering Aboriginal Inclusion session in
partnership with Workopolis was held in
Toronto in April 13;
• A
 customized Mastering Aboriginal Inclusion
was completed with Halton School board
teachers;

Additional coverage of our inclusion learning
materials was achieved through Mastering
Aboriginal Inclusion webinars which we ran in

2010-11. A total of 380 people registered for
the four webinars we offered to this client
group.
• Climbing

the Inclusion Continuum
- November 2010
• Recruitment

and Interviewing
- December 2010
• T
 he Business Case for Aboriginal Inclusion
- February 2011
• I mproving Aboriginal Retention
- March 2011
These webinars were archived for a period
following March 31, 2011 in a web portal
developed by us for HRSD-Labour and
employment equity companies. They now
form part of our archived materials available
to Leadership Circle partners and other
audiences.
In 2010-2011 we worked on our online
Mastering Aboriginal Inclusion product line.
Arriving in July 2011, additional online
modules of the Mastering Aboriginal Inclusion
series will be available to Leadership
Circle partners as well as members of the
public. More online modules will follow
in September and then in each quarter
thereafter. Leadership Circle partners will be
able to obtain this online learning using their
points.

CORPORATE SOCIAL RESPONSIBILITY

It’s critical that companies examine the kinds
of long-term investments that are needed for
Aboriginal communities in the interests of
helping develop healthy people and healthy
communities. Our workplace inclusion model
advocates that companies give generously to
communities in ways that grow the Aboriginal
talent pool for the future. Stay in school
programs, literacy and essential skills training
and other kinds of development programming
are excellent investments for companies that
want to grow a skilled Aboriginal labour force
for the future.
In the past year we developed contacts and
relationships to gain a better understanding
of corporate social responsibility matters.
One aspect of social responsibility is to
understand the ways that some companies
are structuring themselves to re-invest their
profits to address areas of social need. In early
September our director of communications
and marketing and CEO attended the 15th
Annual Social Venture Institute Conference
held at the Hollyhock Centre on Cortes
Island, British Columbia.
Since 1996, SVI has offered leaders of
social purpose businesses a forum in which
to air their business problems and receive
advice and mentoring. This setting offered
opportunities for us to meet business people
who want to strengthen and grow their
enterprise in a socially conscious way. We

made a presentation about our organization
and work with Aboriginal people and
communities. This conference attracted
social venture companies as well as influential
members of Canada’s philanthropic
community.
The relationship we established with Paul
Klein of Impakt will help corporations align
business and social outcomes. His work
includes helping corporations such as Home
Depot Canada, Pfizer, RONA, Starbucks,
and 3M to improve the value of their social
purpose programs.We will work with Impakt
to explore fresh insights and strategies that
will help companies’ investment in Aboriginal
people and their communities.
In the course of the year we continued to
meet many people who are leaders and
influencers in the philanthropic sector. We
met with representatives from the McConnell
Foundation in September, the Muttart
Foundation in October, the Canadian
Association of Community Foundations,
the Rio Tinto Foundation in December and
others early in 2011. All of these meetings
helped build our knowledge about corporate
social responsibility and its relevance to
Aboriginal development and to workplace
inclusion strategies.
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PROCUREMENT

Work to support the advancement of
a workplace model that recognizes the
unique needs of managers in various areas
of organization inclusion, resulted in steady
progress and implementation of an Aboriginal
Procurement program. Funding support from
Aboriginal and Northern Affairs Canada, and
the gift of resources and expertise given to
us through VANOC, enabled us to develop
a procurement program to complement our
Mastering Aboriginal Inclusion program series.
This year we launched online and instructorled procurement training, as well as the
development of an e-resource library filled
with tools to help organizations advance
Aboriginal procurement strategies.
A strategic partnership was developed
with the Purchasing Managers Association
of Canada (PMAC), one of the oldest
industry groups responsible for accrediting
procurement managers. As a result, our online
or instructor-led training can be used by
managers as continuing education credits in
PMAC’s accreditation and training programs.
We also received support and opportunity to
promote the new training program through
the Canadian Public Procurement Forum and
the Canadian Supply Management Sector
Council.

COMMUNICATIONS & MARKETING

Companies face challenges with both
internal and external audiences in trying to
communicate their position and direction
on Aboriginal workplace inclusion.
Communications messaging and tools are
needed to ensure that these messages and
positions are effectively communicated.
Companies are also looking for
communications tools to help convey their
message to Aboriginal audiences. Framing this
message using communications media which
will be read by Aboriginal audiences requires
specific expertise.
We are always looking for opportunities
to collaborate with companies to co-brand
products or cooperate on communications
activities which position companies as
employers-of-choice with Aboriginal people,
businesses and communities. In 2011-12 we
look forward to sharing these opportunities
with our Leadership Circle partners.
In 2010-2011 we began building some
new products which will help your
communications division and your
organization to communicate its message of
inclusion as a distinctive part of your brand
as an employer of choice. Watch for a new
webinar and online product about the ways
that social media such as Facebook and
LinkedIn are being used in the recruitment
process. These communications mediums can
help companies position their workplace as
one which is attractive for Aboriginal talent.
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The Inclusion Continuum
Our Inclusion Continuum model
describes, at each stage, the
required strategies, practices
and behaviours which must be
“mastered” in order to advance
inclusion to the next level in an
organization. And so begins the
journey of companies as they
embrace and gradually harness
the benefits of inclusion. This
journey necessarily results in
organizational transformation.

As we continue to reach employers with our
message of inclusion, we find new national
and international audiences that share our
passion for the cause, and want to help in new
ways to advance inclusion.
Our networks, accompanied by our growing
lineup of unique products and services, are
helping employers become more inclusive.
Through our efforts, employers are realizing
their potential to increase their bottom line
while helping to advance a social cause. And,
they are willing to talk about it.
In order to engage a community of practice
that helps us share the word of inclusion,
communications and marketing efforts this
year focused largely on increasing our reach
and value through the use of social media.
Mainstream communications and marketing
strategies were also used but to a lesser degree
than previous years. For example, we gave
less priority to paid advertising and utilized
our partnerships and social media channels
to accomplish results that were not only
more cost efficient and efficient, but also
in alignment with current communication
and marketing practices. Thanks to our
partnership with Shaw Media, our public
services announcement continued to run on
Global television stations across the nation,
reaching countless numbers of Canadians
Positive branding and marketing outcomes
from previous years enabled us to expand
our efforts and tap into the virtual world.
We were able to explore new and innovative
approaches in communications and marketing
designed to involve employers in workplace
inclusion strategies. Again this year, focus was
given to cross-marketing our products and
services in conjunction with the delivery of
our national signature event, Inclusion
Works ’11.
As part of our business plan to develop our
own capacity to learn and evolve in the area
of e-learning, e-resources and social media
expertise we hired a director of digital
marketing strategies to complement our
communications team. The search for the
best suitable candidate was facilitated by
our partner, Higgins International Inc., a
national retainer executive search practice.

This new position has been helpful to us in
utilizing social media and other web tools as
a way to amplify our message of inclusion.
We relied heavily on strategies to advance our
efforts through LinkedIn, Twitter, Facebook,
YouTube and Web 2.0 tools such as videos,
webinars and podcasts.
We were recognized as a top influence on
LinkedIn groups that speak to Aboriginal HR
issues, and we started conversations and took
part in dialogue that was being generated in
many others. Our Facebook traffic increased
considerably over the past year, and our ‘fans’
grew by approximately 60 per cent for a total
of 356. Our community is now posting to our
Facebook site and engaging in conversation
with each other.
We posted approximately 150 tweets on
Twitter and increased our followers from
30 to 267. This number, when compared to
the followers of other national Aboriginal
organizations ranks fourth among the
Canada’s national Aboriginal organizations
and companies; behind Aboriginal Peoples
Television Network, Assembly of First
Nations and Native Womens’ Association
of Canada.
Our use of YouTube has been mostly
experimental to date without a lot of effort
made to push out the products we have
developed. Due to the positive outcomes and
feedback we’ve achieved over 2,600 views.
We will expand our use of YouTube to profile
the council, our partners, and include positive
Aboriginal success stories.
In the past year we have implemented
one-on-one and face-to-face approaches

with clients and potential clients through
meetings, events, workshops and
participation in high profile tradeshow
and conferences. Although the virtual
community is effective, current and the
way of the future, we recognize that face-toface communication is ultimately critical to
maintain strong relationships.
Phone conversation is also critical to our
client strategy to advance inclusion with
Leadership Circle partners. Telephone and
email campaigns have been initiated to extend
our personal approach to our current client
base and make connection with potential
Leadership Circle partners. Our e-marketing
Vertical Response (VR) Activity between
April 1, 2010 – March 31, 2011 was extensive.
In 83 separate VR campaigns 172,159 emails
were sent which shows the tremendous reach
and frequency which is possible through these
e-based marketing approaches. Telephone

filed about the council and the cause in the
media (radio, daily/weekly newspapers, TV,
magazines, online media).

campaigns reached a little over 1,000 clients
who were given personal messages about our
products and services.
Communication and marketing materials
spoke to our cause to engage partners and
audiences in the ‘experience’ of inclusion. As
an example, we heard stories from people
who attended Inclusion Works and spoke
about the event as a defining moment in
their personal connection to inclusion.
Leadership Circle partners passed on
their stories; illustrating how their
organizations built upon the business
case for inclusion, the advancement of
professional development, and the ability
to grow and contribute to face-to-face and
online conversations and teachings through
a strong, knowledgeable and supportive
community of practice.

Work was done on the continuous
improvement of our Leadership Circle
partnership program to ensure that these
valued partners have access to products,
services, information and networking for
the purposes of climbing the Inclusion
Continuum. Efforts were made to streamline
administrative processes to support the
program, to fulfill the benefits within
Inclusion Reward points, as well as to create
electronic connections to various internal
and external communications pieces such as
our newsletter, Aboriginal HR Narrator.
Thanks to our partnership with Workopolis,
a full-page colour advertisement about our
workplace strategies and our Inclusion Works
’11 event, hosted in Montreal, appeared in
Montreal’s La Presse.
Media relations activities were actioned
throughout the year in order to bring
awareness to inclusion and our work.
Relationships were built with NationTalk,
Aboriginal Link and SAY magazine through
the Leadership Circle partnership program.
As well, we worked with various industry
publications and mainstream media to tailor
the messages of inclusion and the business
case for inclusion. In total we have 53 stories

The current use of social media and
marketing tools will continue into 2011-12
enabling us to increase our relationship with
a wider network of employers. In support
of this strategy HRSD has provided a total
$2.5 million financial contribution over the
next three years effective April 1, 2011. We
will be reaching out to sectors like healthcare
and retail and connecting the mainstream
businesses in these sectors with Aboriginal
talent, businesses and communities, all
through our workplace inclusion strategies
and practices. Our new web 2.0 platform will
encourage companies to learn more about
us and what we have to offer. Deepening
the engagement we will anticipate that
these companies will initially purchase our
products and services. As the relationship
deepens we anticipate increased growth in
our Leadership Circle.
Our website continues to be a great
resource centre for our partners, clients
and the general public. This year an
additional 252 subscribers joined our
newsletter subscription from our website,
and we increased the number in our
contacts database by 1,455, for a total
of 12,204 contacts.
Between April 1, 2010 and March 31, 2011, we
had 68,205 visits to our website from 45,041
different email addresses in nine different
countries. The average visitor viewed 4.24
pages per visit and spent an average of three
minutes per visit.
Other Programs and Activities
Throughout this year we continued to
engage in programs and activities which
brought value to our client groups and
partners. Three examples of our work with
different groups and organizations provide
further illustration of our reach.
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WORKING WITH SECTOR COUNCILS

The Aboriginal council is one of 34
organizations which make up a network of
councils covering a wide range of sectors
of the Canadian economy. Working within
this network of organizations provides
opportunities for the Aboriginal council
to collaborate with other sector councils
to encourage them to develop Aboriginal
projects for their company constituencies.
Throughout this year we continued to engage
in programming and activities that brought
value to our sector council partners.

TRADES PROJECT

Canada’s National Aboriginal Job Site
– Inclusion Network
The Inclusion Network is a fast growing
network of Aboriginal job seekers and
inclusive employers-of-choice. The number
of job seekers registered on the Inclusion
Network during the months of April and
May 2011 are in excess of 12,000 and the
employers-of-choice who registered during
that same period of time are in excess of
2,500! This year we utilized this network to
recruit post-secondary Aboriginal grads for
the Inclusion Works ’11 National
Aboriginal Recruitment Fair.
With increasing numbers of employers
engaging in Aboriginal inclusion and the
business case to advance First Nations, Métis
and Inuit employees, the Inclusion Network is
the “go to” online meeting place
for employers to connect with
Canada’s future workforce.
As new social media tools become available,
our website reflects these innovations and
now includes access to Facebook,
Twitter and YouTube.

Throughout 2010-2011 we completed
an orderly exit from our regional trades
projects. By agreement with our funders at
Human Resources and Skills Development
Canada (HRSDC), we withdrew from
regional projects of this nature so we can
focus on priorities in the area of workplace
inclusion. The following is a summary of our
projects that closed this year.
• T
 he Nova Scotia MicMac Friendship
Centre was provided a management
contract to oversee the last year of the
Nova Scotia trades project. The project
was successful in registering 120 Aboriginal
people for apprenticeship and placing
them with an employer (results: 91 per cent
of target numbers). Over the course of
the project, 189 employers were involved
in supporting the project or hiring
apprentices.
• T
 he Manitoba Trades project was brought
to a close in March 2011. Unfortunately
the project failed to gain traction in the
midst of challenging economic times and
changing priorities for the province.
• The Quebec Trades project officially

wound down in June 2010. The
contribution of this project was the
formation of a planning table which
brought stakeholders together to help
coordinate labour market supply with
industry needs. Key union and education
interests, as well as Aboriginal Agreement
holders (Aboriginal Employment
Centres) under the Aboriginal Skills and
Employment Partnership (ASEP) Program,
were part of this mix.
As these projects came to a close our CEO
submitted his resignation from the Canadian
Apprenticeship Forum Board of Directors,
a seat he held for 10 years. In his letter of
resignation, our CEO praised the Canadian
Apprenticeship Forum for their support of
Aboriginal employment initiatives during
our involvement in regional and national
projects. Over this 10 year period more than
1,300 Aboriginal workers were launched
into apprenticeship and trades careers
through the various trades projects which we
delivered with our partners.
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GUIDING CIRCLES

“Reflecting on the past ten
years of our work together I
have observed that… my fellow
directors of the Canadian
Apprenticeship Forum
became collective agents of
change; propelling new project
concepts, challenging
social stereotypes and
celebrating new relationships
among Aboriginal and nonAboriginal stakeholders”.
- Kelly Lendsay

Another way that we are making an impact
on workplaces is to develop ways to connect
companies with the talent pool. In the past
we have collaborated on projects which have
had a strong career focus, helping businesses
and industry sectors to develop career tools
for the Aboriginal community which help
individuals make more informed decisions
about career opportunities in these sectors.
We now do less work in this area as more
work is being done by Aboriginal skills and
employment training organizations that are
developing various innovative labour market
collaborations with industry.
However, despite this program shift, our
Guiding Circles program continues to be
delivered to appreciative audiences and
career practitioners. The program helps
practitioners to work with Aboriginal people
to define a career path. To date we have given
this course to more than 1000 practitioners.
In 2010-2011 65 practitioners were registered
in the Guiding Circles practitioner’s workshops
that we delivered. In this past year over 4,000
Guiding Circles books were sold.

In 2010-2011 a new Guiding Circles website
portal at www.aboriginahr.ca was launched.
Companies and partners are encouraged to
view this information which includes some
excellent testimonies about the ways that
Guiding Circles continues to offer value for
the practitioner by helping them to help
individuals establish clear career paths. We
would like to see more companies investing
in Guiding Circles and donating the training
sessions to Aboriginal communities. The
Guiding Circles program would make an
excellent pillar in a company’s corporate
social responsibility workplace strategy.

ORGANIZATIONAL EFFECTIVENESS

In 2010/2011 we made administrative and
management enhancements that brought
new efficiencies to the organization and
contributed to our goal of achieving
excellence as an Aboriginal non-profit
social enterprise.
Our certification of the ISO Quality Standard
in 2010 and our adoption of a quality
management system continue to have a
positive impact on our operations and
the way we conduct business.
In January 2011 we undertook our annual
ISO surveillance audit. The purpose of this
annual audit was to confirm that we, as an
ISO certified organization, maintained and
improved our Quality Management System,
and used it as a management tool to drive
continuous improvements.
The result of the audit was favourable with
QAS International Limited certifying that we
maintained our 2011-2012 register of Quality
Approved Companies operating to the BS
EN ISO 9000:2008 series of standards. QAS
International Ltd. provides certification for
companies which have demonstrated through
documented procedures and manuals that
their operating practices have achieved the
required international standards.
Our board of directors met twice in June and
again in November 2010. At the June meeting
we held our Annual General Meeting. Board
governance this year focused on by-law
changes which brought a new level of clarity
to the terms and composition of our board
structure. The board also struck finance and

audit committees. Anne Noonan resigned
her position as co-chair to focus on the work
of our emerging charitable arm. Anne was
succeeded by Patricia Baxter.
Our CEO, COO and CFBDO played a
vital role to oversee our different business
activities and enterprises. This resulted in
higher profitability this year primarily due to
reductions in direct expenses.
Our business activities and enterprises are a
way for us to achieve our long-term goal of
becoming a “sustainable” entity. Last year
our total revenues including both public
and private sources was $3,397,630 (Public:
$2,144,018 and Private: $1,110,552). Our
private to public revenue ratio was 66 per
cent public to 34 per cent private. Our longterm goal is to achieve an annual operating
budget made up from 50/50 per cent ratio
of private and public funds. Our product
sales this year were within 94 per cent of
our forecasts. Overall, excess revenues of
$157,464 were better than anticipated though
a decrease from the year before. Economic
times continue to be tough and this climate
may continue to affect the council’s progress
as companies cut their training, CSR and
other discretionary budgets
Our staff numbers varied during the course
of the year, averaging around 16 full-time
employees. Allowing for the staff fluctuations,
approximately 65 per cent of our employees
this past year are of Aboriginal descent. We
also tracked our Aboriginal content with
regard to contract services and found that

we awarded 64 per cent of our contracts to
Aboriginal-owned companies. Whenever
possible we also located our board meetings
at an Aboriginal owned location. For
example, the June 2010 meeting was held at
the Premieres Nations Hotel and Museum,
which is set in the reserved lands of the
Wendake-Huron about 15 minutes drive from
downtown Quebec City.
We’ll continue to make improvements to
our operations this year. We have instituted
a more formal planning cycle and made
improvements to our operational planning.
In October our CFBDO attended the
North American Council for Staff, Program
and Organizational Development Annual
Conference in Vancouver. Our financial
stewardship continues to meet the guidelines
of our auditor Deloitte & Touche. Regular
financial monitoring visits on the part of
HRSD or other agencies always meet with
positive comments about our systems and
practices.
We acknowledge the help we have received
from RBC for professional help with our
Salesforce database. RBC appointed two of
their experts to help us troubleshoot our
system and help us understand how to better
use the potential of this powerful database.
We continue to be well managed with ISO
certification providing added certainty that
investments are secure and resources are
deployed for the purpose they were intended.
Our governance and leadership continues to
be a key asset for our organization.
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