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• We acknowledge that we are on the traditional, unceded territory of the Algonquin, 
Anishinaabeg people.

• As visitors, we recognize our responsibility to honor and respect the people, 
cultures, and histories of this land.

• In our work with Indigenous health leaders, we aim to uphold this responsibility by 
listening, learning, and creating culturally safe spaces within healthcare.

• Our project, ‘Listening and Learning From Indigenous Health Leaders,’ focuses on 

strengthening recruitment, onboarding, and retention practices that support 

Indigenous leadership and wellbeing.

• Acknowledging the land is just the first step—our ongoing commitment is to act 

with humility, respect, and accountability alongside Indigenous health leaders.
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AIM Statement

By March 2026:

• We will identify leading 
practices that foster a 
workplace environment 
where Indigenous health 
leaders can thrive; and,

• Begin implementation 
[of leading practices] at 
a pilot site within a non-
Indigenous health 
organization.
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TIMELINES





Literature Review: Top Themes 
1. Indigenous specific anti racism (ISAR) and 

Cultural Humility

2. Indigenous leaders in decision making 

roles/authority

3. Structured mentorship programs 

4. Opportunities for professional growth and 

succession 

5. Workplace free from racism and discrimination  

6. Outcomes and measurements that are 

Indigenous informed

7. Indigenous ways of knowing and being are 

respected and upheld



Key Informant Interviews: Top Themes

Recruitment Onboarding Retention

Indigenous Leadership Visibility
Leaders visible in hiring motivate applications

Relational Orientation
1:1s, retreats, manager-guided pacing build 
trust

Cultural Safety & Leadership
Presence of Indigenous leaders and authority to 
lead enhances retention

Explicit Indigenous Preference & Distinctions-
Based Language
First Nations, Inuit, Métis; value lived experience 
& language

Cultural Safety & Mentorship
Circle interviews, elders, relational support 
reduce burnout

Wellness & Workload Management
Flexible leave, remote work, and emotional labor 
recognition sustain staff

Trusted Recruitment Channels
Word-of-mouth, professional networks, job 
boards

Acknowledgment of Harm & Expectations
Indigenous staff not solely responsible for 
cultural work

Mentorship & Leadership Development
Indigenous-specific mentors, leadership 
pathways, and training

Culturally Grounded Interviews
Informal, story-based, circle formats build trust

Experiential Learning
Land acknowledgments, circle discussions, 
facilitated cultural training over generic 
modules

Recognition & Avoiding Tokenism
Value expertise, not symbolic representation

Transparent Screening & Criminal Checks
Case-by-case, minimally invasive, trauma-
informed

Authenticity vs Checkbox Approaches
Real engagement, visual cues, meaningful 
practices

Career Progression & Systemic Change
Clear pathways, pipelines, and location-sensitive 
compensation

Trust & Authenticity in Process
Genuine commitment builds confidence, 
performative actions discourage

Org-wide Learning & Accountability
Facilitated cultural training and measured 
impact

Reconciliation & Learning Ecosystems
Compensated advisory roles, distinctions-based 
supports, clear governance boundaries



Key Informant Interviews & Literature Review 
Preliminary Findings

Theme Why it Matters Evidence & Literature

1 Community Accountability & 
Indigenous Preference Language

Signals genuine commitment and 
builds trust

TRC Calls to Action; 
Indigenous recruitment 
frameworks

2 Relational, Distinctions-Based 
Hiring Relationship-first builds credibility Co-design and 

partnership hiring models

3 Culturally Safe, Storytelling-
Centered Interviews

Story-based formats increase 
authenticity and retention

Cultural safety protocols; 
trauma-informed hiring

4 Relational Onboarding, Not 
Checkbox DEI Early connections foster belonging

Relational onboarding 
frameworks; Indigenous 
cultural safety standards

5 Values Alignment as a Retention 
Driver

Visible commitment to 
reconciliation boosts retention

Organizational trust and 
reconciliation 
performance standards



Key Informant Interviews & Literature Review 
Preliminary Findings

Theme Why it Matters Evidence & Literature

6 Cultural Leave & Wellness 
Supports

Recognizing ceremony & kinship 
supports wellbeing

Workforce equity and 
retention policies

7 Mentorship & Leadership 
Pathways

Elder guidance and mentorship underpin 
succession

Leadership development 
frameworks (NEIHR, 
FNHA)

8 Authority & Autonomy vs. 
Tokenism Shared decision-making reduces burnout Governance reform and 

power-sharing frameworks

9 Measurement & Accountability 
for Cultural Safety

Transparent reporting transforms 
symbolism into progress

EQUIP, HSO, 
reconciliation reporting 
frameworks

10 Integrated Reconciliation 
Frameworks

Embedding reconciliation in strategy 
ensures sustainable change

Reconciliation-informed 
HR and system planning 
frameworks
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Outreach & Application

• Challenges

Generic EDI language in 
postings

Little accountability to 
Indigenous communities

Few Indigenous leaders in 
senior roles

Reliance on mainstream job 
boards over trusted networks

• Opportunities

Use distinctions-based and 
preference language (First 
Nations, Métis, Inuit)

Partner with Indigenous 
organizations and communities 
for recruitment

Highlight Indigenous leadership 
in postings and outreach

Develop relationship-based 
pipelines and talent pools

Interview Experience

• Challenges

Power imbalances and bias in 
screening panels

Limited cultural safety and 
awareness in interviews

Rigid credential and screening 
processes overlook lived 
experience

• Opportunities

Provide pre-interview briefings 
or informal calls to build trust

Use storytelling, circle, or 
“kitchen table” interview 
formats

Include Elders or Indigenous 
representatives in panels

Apply trauma-informed, case-
by-case record and credential 
checks

Value professional and lived 
experience equally

Onboarding & Integration

Challenges

• Orientation limited to checkbox 
DEI modules

• Minimal relationship-building or 
cultural context

• Role ambiguity and tokenism 
cause early disengagement

• Opportunities

• Start onboarding with relational 
introductions across the 
organization

Offer mentorship and peer 
support from Indigenous staff 
or allies

Include authentic land 
acknowledgments and space 
for ceremony

Embed cultural leave and 
flexibility in policies from day 
one

Define role authority and 
decision-making boundaries 
early

Leadership Belonging & 
Growth

•Challenges

Limited Indigenous leadership 
pipelines and mentorship

Under-classified Indigenous 
roles and pay inequities

Tokenism and limited authority 
lead to burnout

Few structured supports for 
wellness, autonomy, and 
growth

Opportunities

Create Indigenous leadership 
pathways and mentorship 
networks

Embed shared governance and 
real decision-making authority

Review classification and pay 
equity for Indigenous roles

Provide cultural leave, flexible 
work, and kinship-based 
wellness supports

Develop long-term succession 
and talent pipelines

Integrate reconciliation 
frameworks into strategic and 
HR planning

Enablers

Relational Accountability:

Stay accountable to Indigenous 
communities

Cultural Safety & Anti-Racism:
Make systems, not symbols

Shared Governance & 
Authority:

Combat tokenism, enable real 
leaddership

Mentorship & Leadership 
Pathways:

Support groth and retention

Wellness & Cultural Flexibility:

Honour kinship, sustain 
leadership

Journey Mapping the Indigenous Executive 

Experience



12

Next Steps

• Complete Key Informant 
Interviews and journey 
map

• GSS Case Study –
documentation of current HR 
practices and apply early 
learnings
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Questions and Comments!
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