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PROJECT OVERVIEW 

Purpose of the Project 

As part of our commitment to implement the principles of the United Nations Declaration on the 

Rights of Indigenous Peoples (UN Declaration), the Public Service Commission, Indigenous 

Relations, and Education are co-leading the Indigenous Learning Initiative to enhance Indigenous 

training for all Alberta Public Service (APS) employees, and Alberta agencies, boards, and 

commissions (ABCs). The intent is to raise awareness of treaties, residential schools, and the 

historical and contemporary experiences of First Nations, Métis and Inuit peoples in Alberta to 

transform our relationships with Indigenous peoples. 

As part of the Government of Alberta’s (the Government) ongoing commitment to implementing 

the principles of the UN Declaration, the Government is planning to implement Indigenous 

introductory training for the APS and ABCs.  

The APS hired Aaron Aubin Consulting Inc. to engage with APS employees and ABCs, to 

produce an engagement summary report reflecting employee feedback. The report will be used to 

inform the development of a training proposal.  
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ENGAGEMENT OVERVIEW 

A foundational component of the engagement plan was to “design with” the APS Indigenous 

Learning Initiative (previously Indigenous Awareness Training (IAT)) project team and working 

group to co-develop a process that was meaningful and purposeful for APS employees and 

ABCs.                  

The diagram below outlines the process to prepare and deliver the engagement. 

Figure 1: Indigenous Training Engagement Overview  
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Participation 

A total of 19 departments and more than 160 APS employees participated in the eight in-person 

workshops and one virtual workshop (video conferencing). In-person workshops were held in 

Calgary and Edmonton, and a virtual workshop expanded participation to Slave Lake, Edson, 

Grande Prairie, and Medicine Hat. Total workshop participation by department is shown below in 

Figure 2: Workshop Participation by Department, with Education representing 28 per cent; 

Human Services 11 per cent; Culture and Tourism 10 per cent; Justice and Solicitor General nine 

per cent; Environment and Parks eight per cent; and, Health and Indigenous both coming in at 

four per cent. 

In addition to the APS employees, ABCs were invited to participate. Alberta Energy Regulator, 

Alberta Health Services, Alberta Treasury Board, Northern Lakes College, and Travel Alberta 

were among the public agencies that took part. There will be continued efforts to engage with 

public agencies as the training is developed and rolled out.  

 

  

Figure 2: Workshop Participation by Department 
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Table 1: Engagement Activities 

Engagement Activities Description 

Indigenous Learning 

Initiative Working Group 

(the working group) 

 

A half-day workshop was held in Edmonton with the working 

group to review engagement materials and discuss the format for 

the workshops. The working group assisted with content for the 

electronic workbook, providing input on the background and the 

resources and future reading suggestions. Additionally, the 

working group also shared specific questions for the workshops 

based on the four identified groups: Indigenous, Management, All 

Employees and ABCs. 

Electronic Workbook 

Distributed more than 180 

workbooks to employees, 

agencies, boards and 

commission staff 

30 employees voluntarily 

submitted their workbooks 

An electronic workbook was prepared and distributed to all APS 

employees who signed up for the workshops. The workbook 

contained: 

• A cover letter from the assistant deputy ministers from the 

Public Service Commission and Indigenous Relations. 

• Explanation of the purpose of the workbook. 

• Project background. 

• Frequently asked questions. 

• Agenda. 

• Guiding principles. 

• Questions on the benefits, needs, and challenges. 

• Six in-depth questions, followed by what success looks like. 

• Resources and future reading suggestions. 

The purpose of the workbooks was to provide participants with 

consistent background information and resources, and an 

opportunity to review and answer questions in advance of the 

workshop. Although participants were not required to submit their 

workbooks, many participants voluntarily submitted their 

workbook anonymously and through email directly to the 

consultant to support the project. 

Mobile Polling 

Over 150 (81 per cent) of 

the employees responded 

completely or partially to 

the poll questions 

 

During the workshops participants responded to up to ten live 

interactive mobile polling questions through their smartphone or 

tablet. The responses were anonymous and displayed in real time 

as part of the presentation, providing participants an opportunity 

to share high-level demographic information, and responses, 

comments and feedback on specific questions through a series of 

multiple choice, word cloud and open-ended questions. 
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Engagement Activities Description 

Manual Polling 

 

Manual polling was used as part of the workshops through a 

show of hands. This process proved helpful to see which 

departments were in attendance and demonstrate the diversity in 

each workshop. This also helped the facilitators design diverse 

break-out groups, encouraging participants to move to another 

table to learn from other departments. 

Breakout Sessions 

 

A total of 14 breakout sessions were facilitated between Calgary 

and Edmonton (two 30-minute breakout sessions were facilitated 

at each workshop). Five to eight participants seated at round 

tables were assigned both generic (Part A) and tailored questions 

(Part B). Each table was assigned a presentation question as well 

as two written questions for each breakout session. Table 

participants were asked to identify one note taker and one 

presenter who would capture the responses and comments. 

Additionally, one consultant or APS staff facilitator was assigned 

to each table to help document the conversations in more detail 

and assist participants with the questions. 

Employee Presentations  

In Calgary and Edmonton, 

more than 28 groups 

presented back what they 

heard/learned 

Table groups presented back to the other workshop participants 

what they heard and learned from their two breakout session 

questions. To do this, presenters used corresponding colour-

coded sticky notes. The notes were then displayed on a series of 

large 3’x4’ presentation boards that corresponded to the colour-

coded pages in the workbooks containing the break out session 

questions. During breaks and at the end of the workshop, 

participants had the opportunity read the sticky notes. 

Questions & Answers 

(Q&A)  

 

Short Q&A sessions were held as part of each workshop . The 

APS staff facilitator led a short Q&A period during the workshops 

to respond to questions regarding Indigenous training, Indigenous 

resources available, and when training would be provided. 
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Engagement Activities Description 

Roundtables 

 

A total of seven roundtable discussions were facilitated in Calgary 

and Edmonton. In addition to breakout sessions, a roundtable 

discussion was held at each of the tables in the workshops, 

guided by a consultant or APS staff facilitator. Each group was 

provided with specific questions that were designed for one of the 

four groups (Indigenous employees, management, all employees 

and ABCs) or were guided with specific questions to provide 

more detail to the engagement based on the ongoing comments, 

feedback and evaluation forms that were received throughout the 

entire engagement process. 

Virtual Workshops 

Participants from Slave 

Lake, Edson, Grande 

Prairie, Medicine Hat and 

Edmonton participated 

virtually 

To broaden the outreach beyond Calgary and Edmonton, a one 

and half hour virtual workshop was made available. Using video 

conferencing and sharing the presentation across computer 

screens, virtual participants presented on assigned questions 

from the workbook. Additionally, mobile polling questions were 

used to gather information in lieu of sticky notes. The virtual 

workshops were adapted to support the process of the previous 

workshops but engaged the various locations in a collective 

process to ensure that the same content was reviewed. For the 

full benefit, participants were asked to fill out workbooks ahead of 

time and again post-workshop to provide an opportunity for 

participants to give more detailed information because of the 

limited time available in the workshop. 

Evaluation Forms 

Over 150 participants 

completed evaluation forms 

At each of the in-person and virtual workshops, participants were 

asked to fill-out a short evaluation form. Evaluation forms were 

divided into two parts. The first part asked: “Do you feel that you 

were able to provide sufficient feedback on the implementation of 

Indigenous introductory training? Yes or No” with an area to 

provide written responses. The second part was divided into the 

four main areas of the project’s scope of work as represented by 

the medicine wheel. 

Direct Contact 

Over 60 workshop 

participants took the 

business cards offered 

In addition to the above forms of engagement, business cards for 

the consultant and APS staff facilitators were made available to 

participants at each of the workshops in Calgary and Edmonton 

to encourage participants to ask any questions, and provide 

additional feedback or comments. 
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WHAT WE HEARD 

Employee Feedback 

Between May 18 and May 29, 2017, more than 180 employees from the APS and ABCs 

participated in a series of nine workshops, delivered in Calgary, Edmonton, and online through a 

virtual workshop. The virtual workshop provided an opportunity for employees in Grande Prairie, 

Medicine Hat, Slave Lake, and Edson to participate and provide their feedback online and 

through video-conferencing. Additionally, electronic workbooks were distributed to all employees 

registered in the workshops, and they were asked to voluntarily submit their responses. All 

responses were gathered by the consultant and not attributed to individuals to maintain privacy 

and provide the opportunity for fulsome discussion and contribution. 

Throughout the multiple opportunities to engage during the project, thousands of pieces of 

information were received, and identified in the following categories: 

 Benefits. 

 Needs. 

 Challenges. 

 Questions. 

 What Success Looks Like. 

 Roundtable. 

Information was received, then analyzed to identify common themes by which to access the 

feedback provided, to develop a series of recommendations, and share what was heard. 

Table 2: Employee Engagement – Comments by Theme and Groups summarizes the 

43 individual themes that emerged from the employee engagement activities within five groups: 

Indigenous Employees, Management, All Employees, Workbook, and Virtual Workshop (see 

Engagement Overview for more details). 

In Table 3: Themes by Employee Group, the top five themes were: 

1. Biases and Perceptions 

2. Reconciliation 

3. Cultural Integrity 

4. Relationships 

5. Training Format 
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Table 2: Employee Engagement – Comments by Theme and Groups 

Workshop 

Groups 

Employee Themes 

Indigenous 

Employees 

(self-identified) 

Accessibility 

Biases and Perceptions 

Build Capacity 

Collaboration 

Cultural Connection 

Cultural Integrity 

Employee Engagement 

Improved Relationships 

Increased Competency 

Indigenous Employees 

Indigenous Inclusion 

Management Commitment 

Reconciliation 

Training Direction 

Training Format 

Management 

Employees 

Biases and Perceptions 

Training Format 

Accountability 

Relevance 

Relationships 

Policy Development 

Reconciliation 

Purpose of Training 

All Employees Resistance 

Cultural Integrity 

Scope 

Relevance 

Relationships 

Biases and Perceptions 

Content 

Safe Space 

Government’s Commitment 

Policy Development 

Cultural Content 

Management Commitment 

Reconciliation 

Levels of Knowledge 

Employee Commitment 

Indigenous Leadership in Government 

Cultural Integration 

Change of Attitude/ Behaviour 

Continuity 

Assessment of Previous Learning and 

Experiences 

Commitment 

Improved Services 

Government Structure 

Indigenous Inclusion 

Training Direction 

Indigenous Employees 

Workbook 

(All 

Employees) 

Accountability 

Acknowledgment of Trauma 

Biases and Perceptions 

Collaboration 

Communication 

Competency and Communication 

Cultural Integrity 

Fundamental Knowledge 

Indigenous Employees 

Indigenous Perspective 

Reconciliation 

Relationships 

Relevance 

Resistance 

Safe Space 

Training Format 

Use of Knowledge 

Virtual 

Workshop 

(All 

Employees) 

Accountability 

Biases and Perceptions 

Cultural Integrity 

Levels of Knowledge 

Obstacles 

Reconciliation 

Relationships 

Resistance 

Training Format 
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Table 3: Themes by Employee Group 

Employee Themes 

All APS 

Employees 

Indigenous 

Employees 

Management 

Employees 

Virtual 

Workshop 
Workbook Total 

Biases and Perceptions • • • • • 5 

Reconciliation • • • • • 5 

Cultural Integrity • •  • • 4 

Relationships •  • • • 4 

Training Format  • • • • 4 

Accountability   • • • 3 

Indigenous Employees • •   • 3 

Relevance •  •  • 3 

Resistance •   • • 3 

Collaboration  •   • 2 

Indigenous Inclusion • •    2 

Levels of Knowledge •   •  2 

Safe Space •    • 2 

Management 
Commitment • •    2 

Policy Development •  •   2 

Training Direction • •    2 

Accessibility   •    1 

Acknowledgment of 
Trauma      • 1 

Assessment of 
previous Learning and 
Experiences 

•     1 

Build Capacity  •    1 

Change of Attitude/ 
Behaviour •     1 

Commitment •     1 

Communication     • 1 

Competency and 
Communication     • 1 

Content •     1 
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Employee Themes 

All APS 

Employees 

Indigenous 

Employees 

Management 

Employees 

Virtual 

Workshop 
Workbook Total 

Continuity •     1 

Cultural Connection  •    1 

Cultural Content •     1 

Cultural Integration •     1 

Employee 
Commitment •     1 

Employee Engagement  •    1 

Fundamental 
Knowledge     • 1 

Government’s 
Commitment •     1 

Government Structure •     1 

Improved 
Relationships  •    1 

Improved Services •     1 

Increased Competency  •    1 

Indigenous Leadership 
in Government •     1 

Indigenous Perspective      • 1 

Obstacles    •  1 

Purpose of Training   •   1 

Scope •     1 

Use of Knowledge     • 1 

Total Number of  
Themes by Group 26 15 8 9 17  

Evaluation Forms 

Of the over 160 Government employees that were engaged regarding the Indigenous Learning 

Initiative, 150 submitted their feedback through the provided evaluation form. More than 115 

responded “Yes,” to “Do you feel that you were able to provide sufficient feedback on the 

implementation of Indigenous training,” while 16 employees responded “No.” 

Employees were provided an opportunity to provide written responses, of which, more than 50 

participants provided comments that have been summarized below in the following seven 

themes. 
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Limitations on available time 

 Did not have enough time to adequately discuss content as thoroughly as would have 

liked. 

 Engagement should be, at minimum, a full day session. 

 Time well spent, however, more time would have allowed for more contributions. 

 Good discussions had to be cut short— making a lot of progress. 

Good starting point 

 Would have been useful to have more of a background. 

 Specify that this training was a commitment made by Cabinet. 

 Further engagement is necessary. 

 Indigenous training needs to be put into practice and kept current. 

 All ministries must be engaged to provide their feedback. 

Multi-session growth 

 “You will become more comfortable contributing as you attend more sessions.” 

 Attending more than one session gives you the opportunity to reflect on content in 

between sessions and develop new ideas. 

 Hearing multiple perspectives provides the opportunity to learn from others and 

collaborate. 

Indigenous input 

 The process needs to focus on building a strong Indigenous governance and leadership in 

the Government. 

 Use the Indigenous staff that are already within the APS to begin the process. 

Workbooks are beneficial 

 While the workbook was a good concept, management staff need to properly circulate to 

employees far enough in advance that they can complete them. 

 Workbook could be used to ask several different types of questions. 

 Workbooks helped workshop preparation, but some more guidance/instruction would be 

nice. 
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Opportunity to share feedback 

 Appreciated the opportunity to participate in providing input and feedback. 

 Opportunity to learn and ask questions. 

 Training format allowed for opinions, concerns, and feedback to be shared. 

 Opportunity for employees’ voice to be heard by the Government. 

Facilitation 

 Well planned and organized. 

 Each participant was given the opportunity to participate and share. 

 Effective session given the large undertaking and limited amount of time. 

 Everyone was able to contribute while keeping the session on track and ending on time. 

Figure 3: Workshop Evaluation illustrates the total evaluation by quadrant in the corresponding 

evaluation area. 

 

* Note: above figure results do not equate to 100 per cent as some evaluation forms were 

incomplete or responded to incorrectly. 
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Alberta’s Agencies, Boards and Commissions  

Application of Indigenous training to agencies, boards and commissions: 

 Some ABCs are already focused on the UN Declaration principles regarding mandatory 

Indigenous training but are interested in the APS direction and transparency of timelines. 

 The most significant concern is duplication of training. 

 ABCs would like to start reviewing the existing inventory of Indigenous training and 

initiatives already in the Government that can be considered for future use. 

 A review will identify consistencies of training and help to direct future benefits of training 

to prevent duplication and efficiently use funding. 

Cultural perspectives: 

 Need to embed cultural perspectives through practices and protocols that will be 

incorporated directly into Indigenous training, such as the importance of having an Elder 

present for opening meetings and recognizing treaty territories. 

 Recognition of protocols need to be considered even when there is no knowledge of who 

is in the room. 

 It is important to highlight Indigenous diversity within Alberta and the uniqueness of 

cultures. 

 Importance of land-based Metis Settlements. 

 Some employees may question the focus on Indigenous populations when there is a 

diversity of employees in the Government. 

 Recognize and acknowledge the local Treaty territories, Métis, and urban Indigenous 

peoples. 

 Acknowledge the diversity of Indigenous cultures throughout Alberta. 

 Respect the need for protocols, traditions, and ways of knowing. 

Successful Indigenous training must: 

 Provide agencies with copies of the Truth and Reconciliation Commission of Canada 

(TRC) Calls to Action, and UN Declaration on the Rights of Indigenous Peoples. 

 Work towards meeting the recommendations of the TRC. 

 Collaborate with Indigenous peoples to develop training. 
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Training delivery: 

 Bring all ABCs together to identify existing Indigenous training programs and initiatives. 

 Share available training resources that exist across the ministries. 

 Should become part of an integrated systems approach. 

 Conduct an analysis of best practices. 

 Review Indigenous training to share information across ministries and ABCs. 

 Address different learning styles and include interactive multimedia-rich engagement 

materials. 

 Specific information on treaties, and the various legislation that impacts Indigenous 

peoples needs to be implemented into training. 

Iterative process: 

 Cannot be a “one-size-fits-all” approach. 

 Should be able to build upon previous training and existing knowledge base. 

 Potential for regulatory colleges to have a role in supporting Indigenous training with 

professional certifications. 

 Indigenous training should begin from rudimentary knowledge at a basic level. 

 Do not require those with advanced knowledge to take basic training to avoid incurring 

additional costs. 

Awareness: 

 Take small steps to raise awareness for employees such as recognition of the treaty 

area/land at the commencement of meetings. 

 Identify the desired outcomes of the Indigenous Learning Initiative and the specific 

purpose of training. 

 Indigenous training should not be solely knowledge focused, but change behaviours. 

Special considerations: 

 Government will need to identify time, money, and energy to implement and leverage the 

initiative. 

 The culture of each ministry will identify what aspects of Indigenous training that 

employees will need for their respective roles. 

 Government will require guidance on best practices on how to implement Indigenous 

training. 
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 Fitting another mandatory training that is required to be delivered into the organization will 

be challenging. 

 “Alberta only” Indigenous context has limitations when some departments and ministries 

provide crossover services for other prairie provinces. 

Communication: 

 Will need to be streamlined and consider the diverse factors of organizational structures. 

Budget and costs: 

 Costs to deliver the training will be a concern for ABCs. 

 Has become a barrier for existing organizations that have already implemented 

Indigenous training. 

 Intentions of making Indigenous training mandatory have been resisted in certain ABCs 

due to anticipated costs. 

Impact of Indigenous training: 

 Some employees may be affected by the content of Indigenous training, having an impact 

on the training of other employees. 

 There may be a need for compounded services for health and well-being that may not be 

able to be supported by ABCs. 

Competencies: 

 Some organizations may identify employees that are already highly competent. 

 Will need to define the type and degree of training that is required in each organization. 

 Indigenous employees working within ABCs can assist and provide knowledge. 

 ABCs need to elicit the support of external Indigenous peoples who have specialized 

knowledge. 

Mobile Polling / Employee Profile 

Although some minor technical difficulties were experienced at the beginning of the workshops, a 

total of 150 (81 per cent) of the total number of workshop employees responded completely or 

partially to the mobile and interactive polling questions during their in-person or virtual workshop. 

Employees could answer up to ten questions anonymously, responding to a mix of multiple 

choice, word cloud, and open-ended questions. Some questions such as the word cloud and free 

response questions allowed employees to respond to the same question as frequently as they 

liked, providing opportunity to share numerous ideas, responses, comments and ideas. 
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Of the employees who responded, the following is summary of what employees self-identified 

through the mobile polling questions. Key highlights from the following three questions were that 

67 per cent of employees that responded were in a professional /technical role; 86 per cent were 

non-Indigenous and 40 per cent were Indigenous; and 71 per cent felt they had some knowledge 

in Indigenous awareness or Indigenous peoples. 

Figure 4: Position at Province 

 

 

 

 

 

 

 

Figure 5: Indigenous Ancestry 

 

 

 

 

 

 

 

Figure 6: Level of Indigenous Knowledge  
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Benefits 

Over 190 responses were collected on the Benefits mobile poll question, with the top five themes 

being: Historical and Cultural Awareness; Cultural Protocol; Experiential Learning; Traditional 

Knowledge; and Decolonization. 

Needs 

Over 160 responses were gathered to the Needs mobile poll question, with the top five themes 

being: Training Approach/Learning Styles; Interesting and Meaningful; Engage Indigenous 

Communities; Time and Budget; and Management Support. 

Challenges 

Over 180 responses were gathered to the Challenges mobile poll question, with the top five 

themes being: Time and Budget; Ignorance/Resistance; Buy-in; Training Approach / Learning 

Style and Management Support. Note: GoA refers to Government of Alberta. 

 

 

  

Figure 7: Benefits Question from Mobile 

Polling  

Figure 8: Needs Question from Mobile Polling 
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Figure 9: Challenges Question from Mobile Polling  
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CONCLUSION 

Recommendations 

Based on what we heard engagement, the following recommendations are proposed over three 

terms. 

The Short-Term (within six months) is the Planning Phase. Medium-Term (six months to two 

years) is the Delivery Phase. Long-Term (more than two years) is the Outcome Phase. 

Figure 10: Short, Medium, and Long-Term Recommendations 

SHORT-TERM (within six months) 

Management commitment 

Government management needs to ensure that Indigenous training is implemented, and that the 

opportunity to create transformative change regarding training is fully leveraged throughout areas 

of the Government. Participation in introductory Indigenous training must be made mandatory for 

all Government employees, including senior leaders and political leadership. Engaging 

Indigenous communities from the implementation to commencement stages of training will allow 

the Government to respect the diversity of culture, the protocols, and traditions necessary for co- 

creating meaningful and purposeful Indigenous training. 

Government will need to commit sustainable funding, time, and staff resources over the next 

several years. This initiative will need to be supported with a formal policy statement to ensure 

ongoing support is built directly into the business of future Government to ensure that all 

Albertans (including all Indigenous peoples in Alberta) have equal opportunity to the same quality 

of life. 
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Indigenous committee 

The development of an Indigenous committee comprised of Indigenous Elders, knowledge 

keepers, Indigenous and non-Indigenous APS employees, and Senior Leadership across Alberta 

will enhance the potential positive outcomes of the Indigenous Learning Initiative. The voice of 

the committee will guide the implementation of training across the Government. The committee, 

with an appropriate budget, time, and, staff resources, provides the direction of Indigenous 

training content, tools, strategies, and processes. As a part of its role, committee members will 

consult with the Indigenous community to identify the necessary staff, resources, and programs to 

establish momentum for this initiative. 

Leverage existing knowledge  

Several internal and external Indigenous training initiatives already exist in Government and 

throughout Alberta. A primary point of development should include mapping of these initiatives to 

develop an inventory of existing options and a comprehensive vendors list. There are 

opportunities to leverage existing options to reduce duplication, enhance collaboration with ABCs, 

and build partnerships with external training programs. This process will assist in identifying the 

potential gaps that the Public Service Commission can begin to address as training is further 

implemented into Governmental structure. Further development of Indigenous training will evolve 

from the direction of the Indigenous Committee and from existing training, best practices and 

resources. 

Cultural integrity 

Indigenous training must be developed from a perspective of cultural authenticity in order for the 

benefits of this initiative to have optimum effect. Cultural integrity will be maintained if the 

Government takes the time to learn and respect Indigenous protocol, traditions, and cultural 

worldviews. Recognizing the various nuances of cultures, languages, communities, and 

Indigenous peoples within Alberta, training needs to incorporate local knowledge of the regions 

the training is being delivered within and include options for oral practices that come from stories, 

ceremonies, and land based teachings.  

Indigenous training format 

The training format will need to be flexible in order to accommodate varying levels of knowledge, 

experience, and learning styles effectively. A multi-level approach needs to be implemented that 

provides options from basic to advanced levels of knowledge that is relevant to employees work 

and roles. Indigenous training may be most cost effective and efficient when conducted through 

an online training option. However, it is important that online training incorporates interactive and 

option-based learning modules that support active learning. Online training needs to include 

interactive exercises such as guided narration, videos, links to resources, and discussion boards 

to actively engage learners. The development of an Indigenous training app is another option to 

integrate younger generations of learners. Training also needs to include options that provide 

experiential learning exercises (i.e. The Blanket Exercise), or engagement in ceremony and 

cultural activities. 
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Content development 

The development of training content will need to be tailored to support the diversity of learners 

throughout the Government. Information needs to be relevant and developed to consider the 

various levels of knowledge and experience of Government employees. Content should include 

historical information, Treaty rights, colonization, residential school systems, Sixties Scoop, 

intergenerational trauma, culture and traditions, and current day issues of Indigenous peoples. 

MEDIUM-TERM (six months to two years) 

Biases and perceptions 

In conjunction with introductory Indigenous training, Government employees need to participate in 

training to deconstruct unconscious biases to raise self- awareness. By addressing both 

individual and collective biases, the Government is able to address stereotypes, biases, and 

myths that create conflict in the workplace. With adapted perspectives, Government employees 

are able to establish a common ground of understanding that promotes solutions and mutual 

respect. 

LONG-TERM (more than two years) 

Evaluation 

An evaluation framework needs to be developed that will monitor outcomes of the Indigenous 

Learning Initiative from development and implementation to delivery. A framework will identify the 

individual successes (increased knowledge) to overall successes of Government (changed 

attitudes and behaviours or improved services). 

A framework for Indigenous learning needs to provide both quantitative and qualitative 

measurements that evidence a positive correlation between training and the improvements of 

relationships, systems, and services throughout the Government. 

Evidence based outcomes are essential for the Government to identify best practices that inform 

the direction of Government services and programs, that are delivered to Indigenous peoples and 

communities throughout Alberta. 

Safe space 

Training delivery will need to be conducted in a safe and ethical space that allows Government 

employees to discuss subject matter and be able to discuss and debrief emotional content of the 

training. Indigenous training is best delivered in a cultural space that honours ceremonies and 

recognizes natural law and an Indigenous worldview. 
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Performance agreements and mentorship 

Government needs to adopt a human resource directive that prioritizes mandatory introductory 

Indigenous training within employee performance agreements. The performance agreement 

provides both supervisors and employees with an opportunity to discuss direction of training, 

understand and identify gaps to knowledge, and identify areas of interest to develop 

individualized plans regarding the training. A community of learning is built through peer-to-peer 

relationships between employees, as well as connections to community Elders and knowledge-

keepers that provide further employment engagement in Indigenous training. Contractual 

agreements with unions provide further options for enforcing mandatory training. 

Indigenous training into action 

Beyond the outcomes associated with improved services and programs, Government will be able 

to further the outcomes of the Indigenous Learning Initiative by implementing it within the APS 

competencies. As Indigenous training becomes a part of the overall values of Government, 

employees will accept training as a regular process and expectation of their roles. To effectively 

ensure that Indigenous training continues to be a priority initiative of the Government, it will need 

to be implemented into policies and procedures, and endorsed by all orders of government 

leadership. 


