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EXECUTI VE SUMVARY

The Native Participation in Mning project was initiated at the
request of federal/provincial/territorial Mnes Mnisters at their
annual neeting in August 1989. The Intergovernnental Working G oup
on the Mneral Industry, the working group that analyzes issues and
reports to the Mnes Mnisters each year, forned a Sub-commttee to
study all aspects of Native participation in nning.

Most of the provinces/territories and the federal governnment have
actively participated in the Sub-conmttee since its inception.

As specified by Mnes Mnisters in 1989, the Sub-commttee's
obj ectives are:

- to docunent best practices, with a realistic viewto the

I nci dence of the costs and benefits of each and to identify new
ways of matching Native lifestyles with the mneral industry
enpl oynment opportunities

- to identify the concrete steps which governnments, m ning
conpani es, Native groups and individuals can take to
substantially boost Native participation in mning

- to exam ne what, if any, incentives could be identified and
what | egal and structural barriers to devel opment coul d be
removed, in order to speed progress toward the goal of

I ncreased Native participation in mning.

In its first year of operation the Sub-committee nenmbers docunented
"best case" studies, |ooked at denographic information, prepared a

bi bl i ography and outlined governnment policies and progranms. The
results of this work were released in the Phase | Report in February,
1991.

As part of its second year of operation, the Sub-conmm ttee undertook
w despread consultations with m ning and Aborigi nal associ ations

t hrough surveys of Aboriginal reserves/comunities and m ni ng
conpanies. Practical itens designed to assist the industry increase
t heir understanding of, and involvenment with, Aboriginal people were
devel oped. The second report I T CaAN BE DONE i ncl uded further

bi bl i ographi c references, maps show ng nm nes and Abori gi nal

conmuni ties/reserves, a summary of soci o-econon ¢ agreenents, a
checklist for conpani es operating near Aboriginal |ands, case studies
of mnes, training prograns and other policies/prograns designed to

i nprove the well-being of Aboriginal people, and a summary and

anal ysis of surveys to conmmunities/reserves and m ni hg conpani es.

The main finding of the second year's work was that under the right
circunstances (especially in fly-in/fly-out operations and those with



soci 0-econom ¢ agreenents) m ning conpani es have been able to achieve
hi gher | evels of Aboriginal participation and involvenment.

During the third year of its operation, the Sub-conmmttee carried on
its efforts to expand the information bank that it had begun during
the previous two years. Consultations continued with surveys of the
expl oration side of the industry. In addition, individual Aboriginal
peopl e as well as Aboriginal and ot her organi zations provided input
to the Sub-comm ttee.

The result was the third report, AIMFOR THE MOON. The report
stressed the need for prospective Aboriginal enployees to obtain as

much education as possible. As well, the report, |like the second
report enphasi zed the need for better conmunicati on between m ning
conpani es and Aboriginal comrunities. Informed communities are able

to participate nore fully in the m ning industry.

During the past year Aboriginal people involved in the m ning

i ndustry were invited to join the Sub-conm ttee and provi de advi ce on
the various projects being undertaken. |In addition, the Sub-

comm ttee changed the nane of the project to Aboriginal Participation
in Mning and, reflecting the need for continuous, |long term study of
all aspects of this issue, the report has been renaned as an "Annual
Report".

The report stresses the inportance of the Aboriginal Liaison

Coordi nator (or Aboriginal Affairs Advisor) in ensuring that a
conpany devel ops strong Aboriginal participation policies and carries
themout. |In addition, the report covers efforts taken by the
Australian government and mining industry to understand why
Aboriginal people in that country have generally had little

i nvol vement in the local mning industry. As in Canada, a nunber of
barriers are identified including | ow education |evels and poor
conmuni cation efforts by m ning conpanies.

The report also covers a nunber of case studies on successes within

t he Canadian mning industry, as well as a study on the efforts taken
by Syncrude Canada Ltd. which have resulted in that conpany being the
| argest industrial enployer of Aboriginal people in the country. In
addition, the report includes a nunber of profiles of Aboriginal role
nodel s, men and wonmen who work in operating m nes.
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1. | NTRODUCTI ON

I n August 1989, the Intergovernnental Working G oup on the M ning
| ndustry (IGW5) formed a Sub-conmmittee to study the nature of Native
participation in the mning industry in Canadal.

The Sub-comm ttee objectives were defined as foll ows:

1. Taking due account of regional differences and the demands of
the different kinds of m ne devel opnents, to docunment "best
practices”, with a realistic viewto the incidence of the costs
and benefits of each. Also, to identify new ways of matching
Native lifestyles with mneral industry enploynent
opportunities.

2. To identify the concrete steps which governments, m ning
conpani es, Native groups and individuals can take to
substantially boost Native participation in mning.

3. To exam ne what, if any, incentives could be identified and what
| egal and structural barriers to devel opnent could be renoved,
in order to speed progress toward the goal of increased Native
participation in nning.

Nati ve participation was defined broadly to include enpl oynent,

provi sion of services by Natives or non-Native owned conpani es,
financial involvenent, and input into m ne devel opnent and regul atory
revi ew process.

At the beginning of its operation, the Sub-commttee identified a
nunber of tasks to be conpleted, over at |least a two year period, in
order for it to neet the defined objectives. These tasks included:

- docunentation of best case histories involving the
participation of Natives in the Canadian m ning industry

- compilation of a selective annotated bibliography

- docunentation of existing governnent practices, procedures,
and policies which enhance Native participation in the mning
i ndustry

- docunentation of the m ning/Native denpographic relationship
- exam ni ng possible incentives that could be used to neet the
goal of further Native participation in mning

- identification of the barriers to Native participation

- identification of the ways in which the traditional Native
lifestyle can be integrated with the wage-based econony

- listing ways that governnments, conpanies, Native groups and
i ndi vidual s can or may take to boost Native participation in

1 For the purposes of this study, “"Native" includes the follow ng

Abori gi nal popul ati ons: Status and Non-status Indians, Metis and lnuit. The
terns Native and Aboriginal are both used in the report. The mning industry
covers all phases including exploration, pre-construction, construction,

mne/m |l operation, snelting and refining, maintenance and m ne reclamation.



nm ni ng.

The Sub-comm ttee, chaired by Saskatchewan and co-chaired by the
federal Departnent of Indian Affairs and Northern Devel opment (DI AND)
has now been in operation for four years. The Sub-comm ttee has

rel eased three reports nanely the Phase | Report in 1990, the Phase
Il Report "It Can be Done" in 1991 and the Phase |1l Report "Aimfor
the Moon" in 1992. These reports covered many of the objectives
outlined in 1989 but it soon becanme apparent that for the Sub-
commttee to have any chance to influence the |evel of Aborigina
participation in this industry, it would have to nmake a commtnent to
continue its work over the longer term

Wth this in mnd, at a neeting held in March 1993, it was agreed
that the Sub-conmmttee would formally change its nane to the

Sub-conm ttee on Aboriginal Participation in Mning. In addition, it
was agreed that the Sub-commttee would i ssue an Annual Report,
beginning with this one, the fourth, covering as many aspects of this
topi ¢ as possi bl e.

During the past year the Sub-commttee expanded its nmenbership

t hrough the addition of Aboriginal representatives froma nunber of
the jurisdictions. These new nenbers attended the nmeetings and
provi ded expert advice on the various topics covered throughout the
year .

2. REPORT SUMVARY

The main body of this report provides a sunmary of each task
undertaken by the Sub-commttee during the fourth year of its
operation. A nore detailed presentation is found in the Appendi ces.

2.1 Aboriginal Liaison Coordinator

It appears that nost of the Canadi an conpani es whi ch have attained
hi gh rates of Aboriginal participation have two common factors. The
first, and nost inportant is the strong comm tnment of senior
managenent, generally through the devel opment of explicit policies to
achi eve and mai ntain high |levels of Aboriginal participation. The
second, which often follows closely on managenent's commtnent is to
hi re an Aborigi nal Liaison Coordi nator whose responsibilities are to
i npl ement, nonitor and pronote the conpany's policies.

During the past years, a nunber of conpani es have approached

Sub-comm ttee nenbers seeking nmore information on the role(s) of

t hese coordinators. |In response to these requests Appendi x A

(p. 7) "Aboriginal Liaison Coordinator" was devel oped. The wite-up
stresses that the coordinator's main function is often to devel op and
i npl ement conpany policies designed to further Aboriginal
participation in its mning operations. Thus, as noted above, the
role of the coordinator is highly dependent on senior managenent's
strong comm tnent to high Aboriginal participation.



A nunber of conpany policies which the coordinator has a role in

i nplementing are identified in this section. Broadly, these cover a
range of activities including: conmmunity and public relations, public
and career education, recruitnment, training, counselling services,
Abori gi nal busi ness devel opnent, |life skills programs, and literacy
progr ans.

2.2 Aboriginal Role Mdels

The 1992 report by the Sub-commttee, "Aimfor the Mon" included a
section with profiles of a nunber of role nodels (p. 25). The role
nodel s were Aboriginal nen and wonen enpl oyed in various capacities,
in mnes throughout western Canada. The response to this section was
very positive and it was agreed that further role nodels would be
profiled in this report.

Profiles of seven Aboriginal nen and wonen now working in the m ning
i ndustry are included in Appendix B (p. 15).

The section on role nodels was witten by six nmen and one woman who
work in uranium mnes in northern Saskatchewan. As with the role
nodel s profiled in the Phase Il report, these people are enployed in
a variety of jobs (from heavy duty nechanic to m |l operator) and
have worked for the conpany as long as 14 years. Sone of the people
have progressed through the conpany and a nunber expressed the desire
to further their education as a prelude to promotion within the

conpany.

Al t hough the seven day rotation was difficult with respect to its
effect on their home life, the role nmodels al nost all indicated that
they found their careers to be rewarding. A couple of the role
model s advi sed young people to steer clear of drugs and al cohol and
nost recomended that they stay in school and get as nuch education
as possible. As in last years wite-up, this is the main nessage
provi ded by nost of the Aboriginal role nodels.

2.3 Sources of Video Information for M ning Conpanies and
Abori gi nal G oups

This section, Appendix C (p. 35) provides information on contacts to
obtain videos on issues about Aboriginal peoples, and on various
aspects of the mning industry.

2.4 Case Studies

Case studies have been included in all previous reports to highlight
the efforts that have been made to increase the invol venent of

Abori ginal people in the mning industry. Case studies mke a

val uabl e contribution to the Sub-commttee's reports and they have
been included once agai n.



This report contains eight case studies. Found in Appendi x D,

(p. 41) they provide information on: early efforts to ensure Native
participation in mning; forums on how to i nprove relationships

bet ween Abori gi nal people, the mning industry and governnent in
British Colunmbia; the devel opment of training in northern

Saskat chewan; one conpany's successful efforts to encourage |oca

busi ness; a Band's success in achieving econom c devel opnent; a 100%
Nati ve owned devel opment conpany which is heavily involved in the

|l ocal m ning industry; Syncrude Canada's experiences with Aborigina
participation since its start up in 1978; and, a review of the

Ni shnawbe- Aski Nation Interim Measures Agreenent in place in northern
Ontari o.

The first case study (p. 43) denonstrates that efforts by m ning
conpanies to involve | ocal Aboriginal people in mning devel opnents
are not a recent phenomenon. It is a first-hand account of the
initiatives taken by m ning conpany officials, in 1968, to work with
t he band Chi ef and Counsellors of the Shoal Lake 41 Reservati on,

| ocated in Manitoba and Ontario, to devel op a detail ed exploration
agreenment. This was subsequently approved by Band nenmbers in a
secret ballot. The focus is on the unusual step taken by conpany
officials in directly approaching the Privy Council of Canada for
approval of the final agreenent.

The second case study (p. 47) outlines two Aboriginal mning foruns,
sponsored by the British Colunbia Mnistry of Energy, M nes and
Petrol eum Resources. The first part of the study covers a two-day
forum at which the overall objective was to obtain a better
under st andi ng of First Nations', governnent and industry's
perspectives and policies concerning mning. Aboriginal comunities,
the mning industry and the Mnistry provided overviews of their
respective cultures, decision-making processes and policies. Keynote
speakers presented their views on the conponents necessary to devel op
successful relationships and communi cati ons between First Nations and
the mning industry.

The second part of the study deals briefly with a two-day forum
organi zed by the Carrier Sekani Tribal Council, which focused on
identifying First Nations' perspectives on mning, and exploring
aspects of good working rel ati onshi ps between First Nations, the

m ni ng i ndustry and government. Forum deliberations led to the

devel opment of a draft Menorandum of Understandi ng which outlines
princi ples designed to help pronmote a positive working relationship
between First Nations and the Mnistry. The parties will discuss the
draft Menorandum at a fourth forumin Septenber 1993.

The third case study (p. 51) details the structure, nmandate and
operations of Saskatchewan's Northern Labour Market Comm ttee (NLMC).
This Comm ttee was established in 1983 by Saskat chewan Education, in
recognition of the fact that unenpl oynent problenms stempartly from
t he gap between the | ow | evels of formal education that are achieved



in the region and the education requirenents of technol ogy-based

i ndustries. The task team structure used by the NLMC is illustrated
by an exam nation of the role of the Northern M neral Sector Task
Team (NMSTT), which was established to deal specifically with the
trai ning prograns necessary to prepare for the enploynent and spin-
of f busi ness opportunities expected from proposed urani um and gol d
m ne projects. The activities of the Operations Sub-committee and

t he At habasca Training Council are al so described. The study
concludes with a summary of the major achievenents in the planning
and establishnment of training facilities, and the delivery of m ning-
related training courses, which the NLMC has been able to achieve

t hrough the cl ose working relationship of planning, funding and
training agencies with business and industry.

The fourth case study (p. 57) briefly describes the devel opnent of
commerci al potato production in northern Saskatchewan in response to
initiatives by Cluff Lake M ne, a uranium producer, to devel op

busi ness opportunities for |ocal Aboriginal people.

The fifth case study (p. 59) exam nes the Prince Al bert Devel opnent
Cor poration (PADC), which was established as a way of separating the
Prince Albert Tribal Council's business devel opnents fromits service
oriented non-profit activities. Since its inception the PADC has been
involved with the | ocal uranium m ning industry. The case study

hi ghlights the benefits, both business and enploynent, that have
accrued to the people represented by the PADC.

The sixth case study (p. 61) focuses on the role which Northern
Resource Trucking Ltd. (NRT), has played in the econom c devel opnment
of Saskatchewan's Lac La Ronge Indian Band. NRT is a partnership of
the Lac La Ronge Indian Band's Kitsaki Devel opnent Corporation and
Trimac Transportation System which was formed to provide trucking
for the Key Lake uranium mne in northern Saskatchewan. NRT was one
of the first of many busi ness successes for the Kitsaki Devel opnent
Cor poration, which was established by the Band to devel op an econoni c
base for its band nmenbers. The study uses NRT to illustrate the
approach which the Band has taken in devel opi ng partnerships with
successful firms in order to benefit fromtheir expertise and
financial strength. The success that the Band and its individual
menbers have enjoyed in the form of jobs, devel opnent of | ocal

busi nesses and the acquisition of transferable skills, as a result of
pur sui ng education and training, are enphasized.

The seventh case study (p. 65) is included to show that the question
of the participation of Aboriginal people in an industry is not
unique to the mning industry and that the reasons for success of a
non-m ni ng conpany are very simlar to those of a m ning conpany.
This case study is a reprint of excerpts of a speech given by the
Presi dent of Syncrude Canada Ltd. The speech exam nes the conpany's
efforts at encouraging the participation of Aboriginal peoples inits
operations. In its 14 years of production Syncrude Canada has becone



the | argest industrial enployer of Aboriginal people in Canada. The
conpany progranms and policies which have hel ped Syncrude reach this
| evel of participation are outlined in this excerpt.

The eighth case study (p. 73) reviews the N shnawbe- Aski Nation ( NAN)
I nterim Measures Agreenent. The NAN Interim Measures Agreenent is an
interimagreenment used to notify NAN communities in northern Ontario
of significant activities that may inpact on them The agreenent
provi des a process that allows Aboriginal communities an opportunity
to voice any concerns they may have about these activities and to
have their concerns addressed.

2.5 Aboriginal Participation in the Australian M ning
| ndustry

I n many ways the relationship between the Australian m ning industry
and | ocal Aboriginal groups is simlar to that between the Canadi an
m ning industry and | ocal Aboriginal groups. Both countries have

| arge mning industries which are often |located in isolated areas
where the | ocal population is primarily of Aboriginal descent.
Generally, and with notabl e exceptions, the |ocal populations in both
countries do not participate fully in the nearby m ning industries.
The two sections of Appendix E

(p. 77) provide insight into the relationship between the Australian
m ning industry and its Aboriginal people.

As the Canadian m ning industry has recently begun to seek ways of
both i nproving their awareness of Aboriginal issues and increasing
the | evel of Aboriginal participation in their industry, so has the
Australian mning industry. The first article in Appendi x E,
"Summary of Results of Workshops on Aborigi nal Enpl oynent in
Australia"” is a wite-up on a series of workshops held in various
cities in Australia during May 1992. The workshops were designed to
all ow the participants to conpare the experiences and practices of
their conpanies as they work to increase comrmuni cations and
cooperation with Aboriginal comunities and enpl oynent of Abori gi na
peopl e.

The second article in Appendix E, "Summary of a Guide to Abori gi nal
Enpl oynment in the Mning Industry, Australia" summarizes a guide,
devel oped by the Australian mning industry, which identifies

i nportant factors for the success of progranms to increase the

enpl oynment of Aboriginal people in the mneral industry in that
country. The write-up also includes 5 case studies of individual
conpany prograns and experiences in various regions of Australi a.
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APPENDI X A

ABORI Gl NAL LI Al SON COORDI NATOR

1. | NTRODUCTI ON

M ni ng conpanies conmmtted to a high |evel of participation by |ocal
Abori gi nal people in their operations, often hire Aboriginal Liaison
Coordinators to inplenment, nonitor and pronote this Aborigina
partici pation. However, the existence and role played by such
coordinators is not widely known and appreci ated. For exanple, a
survey of mning and exploration conpanies and northern communities,
carried out for the Sub-comm ttee on Native Participation in

M ning's, 1992 Phase Il report, "It Can be Done" showed that there
were many m ning conpanies and conmmunities that had not worked with
Abori gi nal Liaison Coordinators. They were unaware of the concept of
a Coordinator position and the duties involved.

As a result of the Phase Il report, there were a nunmber of requests
for more information. In response, the followi ng outline of the role
and duties of an Aboriginal Liaison Coordinators has been prepared.

It is based on an anal ysis of questionnaire results and interviews

wi th Coordinators at sonme Canadi an m nes.

2. THE ROLE OF THE ABORI G NAL LI Al SON COORDI NATOR

The role of an Aboriginal Liaison Coordinator may vary sonmewhat from
conpany to conpany dependi ng upon such factors as conpany objectives
and attitudes, conpany size, |egislative and regul atory requirenents,
etc. 1In general, however, the Coordinator's role is to assist in
policy devel opment within a conpany on matters relating to maxi m zi ng
Abori gi nal enpl oyment, spin-off business opportunities and

i npl enenting direct econom c benefits for northerners. The

Coordi nator is responsible for maintaining positive working
relationships with Aboriginal comunities and Bands and nust al so
interact with all operations of the conpany in order to keep
Aboriginal issues on the table. Usually the Coordinator is directly
attached to, and receives back-up from Human Resources and Personnel
Br anches.

Foll ow ng are a nunber of broad areas in which a conpany may wi sh to
take initiatives to further Aboriginal participation in its mning
operations. Wthin each of the areas, a nunmber of activities which a
Coordi nator m ght typically undertake, have been shown.

The final section (O her Considerations) includes a nunber of
comments made by conpani es or coordinators during the course of the
i ntervi ews.

2.1 Community and Public Relations



2.

2.

2

3

- represent the conpany on committees and boards appoi nted
and approved by the conpany

- act as an advisor to the conpany

- schedule mne site visits for students, spouses and
el ected officials

- visit communities inpacted by m ne operations on a
regul ar basis; interact with agencies, community
authorities, Aboriginal organizations, provincial and
federal organizations

- make visits to fulfil a special need, request or
invitation; make courtesy visits to the Band office,
village office, etc.

- during community visits, maintain a list of community
concerns for subsequent conpany action; publish quarterly
reports and distribute mnutes fromcomunity |iaison
meetings to the involved comunities

- participate in public and corporate donation prograns and
t he devel opment of recreation and sports in the |ocal area.

Publ i ¢ and Career Educati on

- adm ni ster and coordi nate conpany bursary/schol arship
progr ans

- visit educational institutions and give public
presentati ons upon request to schools and interest groups,
attend career days and participate in career synposiuns and
sem nars

- participate in conpany efforts to encourage people to
pursue required education or training through the provision
of educational awards, schol arships, upgradi ng and tutoring
for persons in apprenticeship prograns and educati onal

| eave to pursue studies leading to formal certification

- provide career pronotion and counselling services.

Recrui t ment of Abori gi nal Enpl oyees

- maintain a conplete enpl oynment inventory, utilizing
ext ernal sources, where avail able

- pre-screen candi dates chosen fromexisting files or
recommended by enpl oynent - based offices; refer themto the
Band or other areas of the conpany for conpletion of the

I ntervi ewi ng process



- keep track of all available training prograns
- provide referrals and recruitnent assistance to conpany's

contractors; utilize Aboriginal sumer student enploynent
as a work experience/long-termrecruitment strategy.

2.4 Training

- be involved in on- and off-site apprenticeship training
for those individuals already hired

- participate in pre-enploynent training program
devel opnent, joint-venture training representation on
training commttees, in-house training advising and
participation in student selection for training.

2.5 Counselling Services

- oversee enpl oyee assi stance prograns; in-house services
are offered to on-site personnel and serious problens are
referred out; off-site problenms may al so be dealt with by
t he Coordi nat or
- arrange information senm nars on a range of topics.

2.6 Aboriginal Business Devel opnent

- work with individuals and conmunities in the m ne inpact
area to cultivate and augnent busi nesses and servi ces.

2.7 Life Skills Program

- run cross-culturally sensitive pre-enploynment entry |evel
prograns in cooperation with educational institutions and
communities; provide on-site orientation for new enpl oyees.

2.8 Cross-cultural Awareness Prograns

- run cross-cul tural awareness prograns for both Abori ginal
and non- Abori gi nal enpl oyees.

2.9 Literacy Prograns

- run conpany |iteracy program and/ or provide tutoring on-
and off-site

- participate in other conpany involvenment in broader
literacy and educati on prograns, including work experience
progranms in adult basic education.

3. OTHER CONSI DERATI ONS



It is inmportant that the individual who will be working with
Abori gi nal people should be Aboriginal as he or she is nore likely to
have the sanme values, lifestyle, etc. as the people with whom he or
she will be working. It is felt that such commonalities wll
encourage the devel opment of nore confortable, trusting and open
relations. It is felt that this situation cannot be sinul ated.

The establishnment of an Aboriginal enploynent program and a

coordi nator requires genuine commtnment by people at every level to
be successful. Sharehol ders, CEGs, etc. nust be truly interested in
t he success of the program Half of the job is automatically
accomplished if the president of the conpany is genuinely behind the
northern enploynent program  Such support provides for an open-door
policy free of internal struggle; therefore, the adjustnments required
for each mne site are easily nade.

Initial consideration is inportant because a conpany nust be sure
that it can deliver. A conpany cannot nerely propose and attenpt, it
must design a definite plan with specific actions. The strategies
must be long-termand will be costly to inmplenent. However, the
comment was made that "... this is the best investnment you can nake".

It is contended that although Aboriginal hire may comence solely to
fulfil a (government requirenment), it is obvious that doing so is
wort hwhil e and represents a noral and ethical responsibility to hire
Abori gi nal people. The principal conponent of an Abori ginal

enpl oyment programis a commtnent nade at the highest |evel of the
conpany. Following this commitnent, a strategy can be desi gned.

Conpani es should aimto be realistic, flexible and creative in
determ ning and carrying out their pro-active strategies.

Short- and |l ong-term goals should be determ ned to provide for an
al |l -enconpassi ng Abori gi nal program

It is contended that "... people can not keep using | ack of proper
j ob experience and education/training as an excuse, because that is
becom ng untrue."” Instead, conpanies need to devel op progranms to
further inprove the northern situation. It is felt that maxim zing
Abori gi nal participation " just makes good busi ness sense."

Communi ties and reserves which responded, (to the questionnaire used,
in preparation for the Phase Il Report), indicated that the main
benefits fromtheir participation in mning related to enpl oynent
opportunities while other benefits were: training and devel opnent of
transferable skills; increased cash infusion to the conmunity;

i ncreased influence on | ocal mneral devel opnent as a result of

regul atory involvenent; inproved quality of life; |ocal business
opportunities; and, increased know edge of m ning.

Therefore, even if an individual froma conmunity does not wish to
enter the mneral industry, he or she may still benefit fromthe



prograns organi zed by an Aboriginal Liaison Coordinator. |t would
still be possible to take advantage of opportunities to further
educati on and pre-enploynent training, etc.

| mproving education in the north is an inportant function: very few
communi ti es/reserves have facilities to provide conplete secondary
education. Students from nost of the comunities/ reserves are
required to travel up to 800 kmto continue their education. Most
comments concerning the need to travel to receive an education were
negative. Anmong other things, relocation means separation fromone's
famly and traditional lifestyle. Again, an Aboriginal Liaison
Coordi nator can only inprove the situation for northern peoples by
assisting in maki ng educati on nore accessi ble, whether or not the

i ndi vidual enters the m ning industry.



Appendix B
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APPENDI X B

ABORI Gl NAL ROLE MODELS

1. | NTRODUCTI ON

This is the second tinme that Aboriginal role nodels have been
included as part of this series of reports. The section on
Aboriginal Role Mddels in the Phase Ill Report was so well received
that it was agreed to continue with the concept and to expand it to
i nclude profiles of acknow edged Aboriginal |eaders in the mning

field.

This conmbination is ainmed at show ng youngsters that, not only are
j obs at m nes possible, and desirable, but also it is possible to
becone a | eader within your own community through the m ning

i ndustry.



Namne:

Pl ace of m ne/work

Locati on of m ne:

Nat ure of work:

Education required for job:
Length of tinme worked with this
conpany:

Short term goal s:

Long term goal s:

Most
j ob:

rewar di ng part of your

Most difficult
j ob:

part of your

Advi ce for
Abor i gi nal

prospective
enpl oyees:

Effects of this job on your
lifestyle:

I f you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Larry G Buckl ey
Cluff Lake m ne.
Nort her n Saskat chewan.

Wrk site Personnel Assistant.
Grade 10 plus related
experience.

13 years.

Fam liarize myself with al
aspects of the mning industry,
in readi ness for possible
advancenents.

Sufficient pension fund for
confortable retirenment, and not
be a burden on public funds in
my retired years.

To be in a workplace with
peopl e of Native origins and
wor ki ng towards achi evi ng

hi gher goal s.

The di stance from home (820 km
in case of
emer gency.

Be self notivated and becone
adaptable to the m ning
i ndustry.

| mprove honme and fi nanci al
pl anni ng.

| keep and maintain nmy Native
val ues such as being able to
speak my Native Dene | anguage,
al so speak the Cree | anguage.
Bot h | anguages bei ng very
useful in nmy field of work.

Come to work on tine and
respect your co-workers.

| was inspired by ny parents.



Speci al interests and hobbi es: Hunti ng, canping and woodwor K.

Addi ti onal comments: A safe industry is beneficia
to the econony and the
envi ronment .



Nane:
Pl ace of m ne/work

Nat ure of work:

Education required for job:

Length of time worked with this
conpany:

Short term goal s:

Long term goal s:

Most
j ob:

rewar di ng part of your

Most difficult
j ob:

part of your

Advi ce for
Abor i gi nal

prospective
enpl oyees:

Tony Dai gneaul t

Cluff Lake, Saskat chewan.

Heavy duty nechani c.
wor ki ng on under ground
equi prment .

Presently

Grade 10 entrance for
mechani cal trades: however
nore education the better.
readi ng and conprehensi on
conbi ned with strong mat hs and
sciences are prinme ingredients
for a trades person

t he
Good

Seven years on July 9 of this
year.

None.

Upgrade to grade 12 then

per haps take some education

cl asses. Soneday | would |ike
to teach in the nmechanica
field. Maybe work as a
mechani cal supervi sor.

Being able to make a decent
living and put away enough for
my children's coll ege.

M ssing certain famly events
and holidays at honme whil e at
work on the seven day schedul e.
Unable to utilize the

educati onal prograns offered
at SI AST because of the bi-
weekly schedule |I presently

wor k.

Don't wait for education to
cone to you, go get it and stay
withit. |If you are in mning
get into an apprenticeship of
your liking. The starting is
poor but once you have acquired
a certificate this enters you
into a special class of workers
with a much wi der job market.



Effects of this job on your
lifestyle:

If you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry.

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Speci al interests and hobbi es:

Addi ti onal comments:

Accept ance of the work
schedule, with some pl anning
and patience you adapt quickly.
| personally prefer this type
of job. | don't mss the
traffic to and from work when
wor ked in Saskatoon. This also
gives nme nore time getting

t hi ngs done at hone.

Yes.

Don't be afraid of being
different. When others quit
school, you keep going. Wen

ot hers drink and take drugs,
you don't. Set goals and don't
be afraid to achieve them

Just do it!!

When | was nuch younger, |
coul d renmenber ny grandfather
taking this small outboard

not or conpl etely apart and
putting it back together and
running in no time. Yes, |
woul d say ny grandfather was ny

rol e nodel and hel ped ne choose
my career.
ol fing, fishing, restoring old

trucks and studyi ng
el ectronics.

After twenty years at hone,
finally nmoved out. Wthin 12
years, | was able to attain
certificates in Industrial and
Heavy Duty Mechanics. There
are so many | earning options
out si de the Northern
comrunities that should be
utilized by young peopl e.

Per haps by attaining these
skills, they could be used to
inprove life in these
comrunities.



Nane: Abe Gar di ner

Pl ace of m ne/work: Cluff Lake m ne.

Locati on of m ne: Nor t her n Saskat chewan.

Nat ure of work: War ehouse For eman.

Education required for job: | only had grade 6 level. 1In

1969, | took an up-grader
course - grade 10, math,
Engl i sh.

Length of time worked with this 1979 - 1981 As a | abourer, and
conpany: 1981 - 1993 As a war ehouse
f or eman.

Short term goal s: | have no short termgoals. |
have been on the job for 15
years. |I'mstill |ooking
forward to another 15 years
until retirenment.

Long term goal s: The work experience, |'ve been
doing within the 15 year
period, offers nme not only a
break, | would like to see
nmysel f being pronmpted to a
war ehouse (General Warehouse
Foreman) whi ch would allow ne
an opportunity to expand even

further.
Most rewardi ng part of your A conmm tnment which notivates nme
j ob: to learn on the job and enhance

me to encourage my experience
in a broader range.

Most difficult part of your As a warehouse foreman, |'m not

] ob: given full responsibility in
deci si on maki ng, but | hope the
conpany will give ne that

responsibility in the future.

Advi ce for prospective To be given the potenti al

Abori gi nal enpl oyees: participation and pronotions
and opportunity, rewards when
time avails them G ve the
Natives the benefit of the
doubt, will see the incentives,
how effective they will energe.



Effects of this job on your
lifestyle:

If you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Special interests and hobbies:

Addi ti onal conments:

When a carpenter is done
constructing a house he's proud
the job is well done, that's
how | feel. Proud to be a
Native working in the mning
field.

Yes. Definitely. It's in nmy
bl ood. | inherited it and it
is instituted in ne. It's a

cultural continuity.

Don't | ook back. Look beyond
the horizon. Plant a seed,
which is yourself. Nourish
that seed, it will grow. The
results will be great. Your
determ nation wll bloom and

your destiny rewarded.

No. [|'ve built ny self-esteem
| have a great confidence in
myself to grow and to be
patient; to nake the best with
the job that I"'min. |'"m proud
to be who I am

| 1ike wal king, jogging,
wat chi ng hockey on T.V.
Li stening to country and
western music.

For future endeavour, | would
like to see nore and nore

nort herners being hired in the
m ning industry. Urani um
conpani es should attenpt to
fulfil an obligation to achieve
their goal by 50% and nore, in
the northern work force
participation. This would be
an honour if "Northern

Saskat chewan" coul d be

recogni zed. This would give
integrity and a keen sense of
respect to the Native people
working in the m nes.



Nane:

Pl ace of m ne/work
Locati on of m ne:
Nat ure of worKk:

Education required for job:

Length of time worked with this
conpany:

Short term goal s:

Long term goal s:

Most
j ob:

rewar di ng part of your

Most difficult
j ob:

part of your

Advi ce for
Abor i gi nal

prospective
enpl oyees:

Effects of this job on your
lifestyle:

Rodney Gar di ner

Cluff Lake m ne.
Nor t her n Saskat chewan.
Servi ces supervi sor

On the job training prograns,
hard work and a strong beli ef
t hat educati on never stops.
There is always sonet hing new
to |l earn everyday.

13 years.

To conti nue working and

l earning to the best of ny
ability and to help others
| earn and do their best at
their jobs.

To increase nmy know edge of the
m ning industry and to devel op
along with the conpany. Al so,
to continue training and
educating nysel f whenever
possi bl e with hopes of soneday
earning a promotion in the

conpany.

To be able to earn an honest
dol | ar and say that | have a
job and to be proud of what |
can acconplish each day.

Leaving nmy hone and famly for
t he seven days on the job.

Al ways work hard and do your
best at your job. Never give
up and al ways believe in
yourself and the things you can
do, then you will aspire to
what you never thought

possi bl e.

| have | earned many new t hi ngs
fromthe work and experience
|'"ve gained fromny job in the



If you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Special interests and hobbies:

Addi ti onal comments:

m ning industry during the past
13 years. It has enabled ny
famly to live confortably and
to escape the hardships of
unenpl oynment .

Yes, definitely.

Get a good education and al ways
do your best. There is nothing
to stop you fromfulfilling
your dreans whatever your goals
inlife are. Keep working hard
and believe in yourself. The
only road in life is the
future, so don't make it harder
for yourself by quitting schoo
and getting trapped in a life
of al cohol and drugs. And nost
of all, keep |earning

No, but when | was grow ng up,

| was very |ucky because by dad
and sone other elders, taught
me to al ways work hard, do ny
best and respect others.

Hunti ng, fishing, gardening,
j oggi ng, reading and
participating in different
activities at the worksite at
Cluff m ne.



Name:

Pl ace of m ne/work

Locati on of m ne:

Nat ure of work:

Education required for job:

Length of time worked with this

conpany:

Short term goal s:

Long term goal s:

Most
j ob:

rewar di ng part of your

Most difficult
j ob:

part of your

Advi ce for
enpl oyees:

potential Abori ginal

Effects of this job on your
lifestyle:

I f you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

Hi | ton MKay
Cogema Resources Inc., Cluff
Lake M ning Operations.

Nort her n Saskat chewan.

Pl unbi ng, heating and ot her
rel ated duties.

Jour neyman plunbing certificate
with a commercial gas ticket.

Thirteen years.

Most of my short term goals
have been nmet or surpassed.

| think the bottomline for
myself is to achieve financi al
stability and to start working
toward retirenent.

When you are finished your
weekly shift and you know it
was a good one.

Al t hough we cope with difficult
t asks under harsh conditi ons we
soneti nes achi eve renarkabl e
results.

Do the best job you can, take
pride in your work and nake an
effort to get along with all
your fellow enpl oyees.

| believe this job has made ne
a better tradesman because it
has given ne a chance to work
at a lot of things that other
j obs don't provide.

Yes.



The single
advi ce for

Did a role
choose your

Speci al interests and hobbi es:

Addi ti onal

nost i nport ant
young peopl e:

nodel hel p you
career:

coment s:

Stay in school and get as nuch
education or trades training as
you can.

No.

Fi shing, golfing, hockey,
softball, volleyball and
spending tinme with ny famly
and friends.



Nane:

Pl ace of m ne/work

Locati on of m ne:

Nat ure of work:

Education required for job:

Length of time worked with this

conpany:

Short term goal s:

Long term goal s:

Most
j ob:

rewar di ng part of your

Nor ma McKay
Cogema Resources Inc.

Approxi mately 850 km nort hwest
of Saskat oon.

Saf ety and Envi ronnent
Technician. Collection and
preparation of sanples related
to the environmental protection
program measurenents of
paraneters in the field and the
| aboratory; distribution and
mai nt enance of persona

dosi metry; weekly ventilation
measur ement s under gr ound;

radi ation orientation for new
and existing enpl oyees; weekly
updat es of personal enpl oyee
exposure results; shipping and
handl i ng dangerous goods.

M ni rum Grade 12.

Date of Hire - January 31
1987.

To further nmy education whet her
it be by correspondence or on
the job. Increased conputer
skills and ventilation training
woul d be a definite asset to ny
exi sting position.

To one day attend university
full time (possibly
envi ronnent al studies).

Peopl e woul d definitely be
nunber one. | enjoy the people
| work with so it makes the job
alittle easier. Responsibility
woul d be a close second. It
feels pretty good to know
peopl e are confident in your
abilities to get a job done
pronptly and effectively.



Most
j ob:

difficult part of your

Advi ce for
Abori gi nal

prospective
enpl oyees:

Effects of this job on your
lifestyle:

I f you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Speci al interests and hobbi es:

Addi ti onal conments:

Time. We work a twelve hour
day, but it still seens that
there i s never enough tine to
get everything done, so it
entails a lot of overtine.

Al ways give 110% if you do,
you can al ways be proud of your
achi evements no matter how
little or big.

Working 7 days in and 7 days
out gives ne a lot of
flexibility to travel, so
needl ess to say I'mnot in any
one place for too long. But
definitely too much tinme for
shoppi ng!

Get a proper education no
matter how long it takes, you
will find education is the nost
solid base for anything you
will be going in the future.

Yes. M nother and sisters.
Havi ng grown up surrounded by
successful, intelligent and
strong wonen, | knew with a
background |like that | could
probably do anythi ng or be
anything | wanted.

Fi shing, voll eyball
phot ogr aphy, and npbst enj oyabl e
goi ng hone to visit nmy famly.

| will be extrenely pleased if
this profile has a positive
i npact on at | east one person.



Nane:
Pl ace of m ne/work

Locati on of m ne:

Nat ur e of work:

Education required for job:

Length of time worked with this
conpany:

Short term goal s:

Jerry L. Morin
Cluff Lake nm ne.

Located 250 km north of

La Loche, 451 kmfrom ny hone
community of Beauval. | get to
the mnesite with a small plane
from Beauval to Buffalo, then

get on a bigger plane to the
m nesite which takes 50 ni nutes
from Buf fal o.

My job title is a MII
Operator. There are seven
areas to the m |l operations.
They are crushing, grinding,

| eachi ng, counter-current
decant ati on, sol vent
extraction, yellow cake
precipitation and
neutralization and yell ow cake
dryi ng and packing. | have
been an | A Operator for the

| ast eight years and have
knowl edge in all areas of the
mll. | also hold a fireman's
boil er ticket which enables ne
to work in the power house from
time to time. | amcurrently
working in the sol vent
extraction plant. The function
of this circuit is to purify

t he urani um bearing sol ution
fromthe c.c.d. circuit and to
produce a solution of higher
urani um concentration in
preparation for yell ow cake
precipitation.

Grade 10 level, but | strongly
urge nmy fellow Natives to get a
good educati on before you make
any career noves.

| was hired on June 3, 1980; 13
years with conpany with no | ost
time accidents.

To get my fifth class boiler
ticket for future purposes.



Long term goal s:

Most
j ob:

rewar di ng part of your

Most difficult
] ob:

part of your

Advi ce for
Abor i gi nal

prospective
enpl oyees:

Effects of this job on your
lifestyle:

| f you participated in
traditional values and
activities in the past, do you
continue to do so while working
in the mning industry:

The single nost inportant
advi ce for young peopl e:

Did a rol e nodel
choose your

hel p you
career:

Move up the mning industry
(supervisory role, etc.).

Al'l the know edge |'ve taken in
the 13 years in the mning

i ndustry, but | have to say the
nost rewardi ng part of ny job
is nmy lifestyle at hone since |
started in the mne industry.

Having to |l eave ny famly seven
days at a tine.

Get a job with the m ning

i ndustry and stick with it. Do
your job to the best of your
ability and obey all the rules.
It is very rewarding.

This job has affected ny
lifestyle for the better
at home and work. | have
managed to stay fit from al

t he prograns and equi pnment they
have at work and it feels good.
It carries on when you go home
and you get your famly

invol ved and again | say it's a
very good feeling.

bot h

| haven't participated in any
traditional values and
activities in the past.

| feel the nost inportant

advi ce for young people, and

t hey probably heard it a
hundred tines is, stay in
school and get a good education
bef ore you nake any career
nmoves. You will never regret
it in years to cone and stay
away from drugs.

| never really | ooked up to
anybody. | worked for

Saskat chewan Hi ghways for three
years building the road from La



Speci al interests and hobbi es:

Addi ti onal

conment s:

Loche to Cluff Lake mnesite
before | started in the m ning
i ndustry. | was pretty young
when | started working, so |I've
been pretty independent since.

| Iike country nusic. Play
guitar, sing and al so play
drunms at tinmes. | participate
in a lot of sport activities
whi ch i nclude, hockey, floor
hockey, curling and in the
summer nonths | play ball, go
boati ng, waterskiing, canping
and hunting in the fall. |
also do a bit of weightlifting.
| also do a | ot of work on ny
house which is sort of a hobby
for me.

One comment to our young Native
peopl e, get educated. Learn
your Native |language - it is a
benefit for you. And Last but
not | east get a head start on
life. You won't regret it.
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APPENDI X C

SOURCES OF VI DEO | NFORMATI ON FOR
M NI NG COMPANI ES AND
ABORI Gl NAL GROUPS

1. | NTRODUCTI ON

The reports produced by the Sub-comm ttee on Aboriginal Participation
in Mning have sought to provide information that will inprove the

m ni ng i ndustry's understandi ng of Aboriginal people in Canada and
Abori gi nal people's understanding of the Canadi an m ning industry.

In the past the reports have included anmongst other information
annot at ed bi bl i ographies, lists of newspapers which are read by
Abori gi nal people and contact points within both m ning and
Abori gi nal associ ati ons.

One of the nobst powerful |earning tools available today is the video.
Over the years, a nunber of videos covering Aboriginal issues as well
as various aspects of the mning industry have been produced. Sonme
governnments have devel oped libraries of videos that are avail able for
rent or sale. As can be seen, not all jurisdictions have their own
libraries but some refer enquiries to private sources. In addition
to the sources |listed below, public libraries as well as many private
conpani es and Abori gi nal associ ations al so have vi deos avail abl e.



2. VI DEO SOURCES
2.1 Aboriginal Issues

Gover nnent of Canada:
Nati onal Fil m Board of Canada
Atl antic Canada
1- 800-561-7104

Quebec 1- 800- 363- 0328
Ontario 1-800-267-7710
Western and Northern Canada 1-800-661-9867
Departnent of Indian Affairs and Northern Devel opnent
Headquarters, Hull, Quebec 819-997-0380
Quebec:
Secrétariat aux Affaires Autochtones 418-643-3166
Mani t oba:
Depart nent of Education 204-945- 7849

Saskat chewan
Saskat chewan Feder ati on of

I ndi an Nati ons 306- 665- 1215
Al bert a:
Ener gy Depart nent
Great North Rel easing Inc. 304-482-2022

Nort hwest Territories:
Departnent of Education, Culture and
Empl oynment 403-873-7251

2.2 Mning |Issues

Gover nnment of Canada:
Energy M nes and Resources

LM Medi a 1- 800- 268- 2380
New Brunsw ck:

Nat ur al Resources and Energy 506- 453- 2206
Ont ari o:

M nistry of Northern Devel opnent

and M nes 705-670-7117
Mani t oba

Energy and M nes 204-945- 6569

Saskat chewan:



Saskat chewan Educati on

British Col unbi a:
M ni ng Associ ati on of
British Col umbia

Yukon:
Depart nent of Econom c Devel oprment

Nort hwest Territories:
Depart ment of Energy, M nes and
Pet r ol eum Resour ces

306-787-6030

604-681-4321

403-667- 3438

403-920- 3125
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APPENDI X D
CASE STUDI ES

CASE STUDY 1. HI STORY OF A M NERAL EXPLORATI ON AGREEMENT OF
AN ONTARI O MANI TOBA | NDI AN RESERVE AND
A CANADI AN M NI NG CORPORATI ON

Franc R Joubin, Exploration Geol ogist, Toronto, Ontario

The increasing inmportant issue of the possessory rights to | and and
rel evant natural resources of the Indian and Inuit peoples of Canada
remai ns |largely unresolved to this date. This is regrettable

i nasmuch as early and tinmely suggestions by the British Crown to our
founding | eaders that we in Canada assume wardship of the Native
people were largely ignored. The passage of time as we progressed
from Crown colony to Domnion within the British Conmonweal th and
finally near-total independence as a Nation served only to conplicate
rat her than resolve our Native-persons' Crown relationship.

During the ensuing century and a half, another factor arose that
conplicated and prol onged any uniform settlement for am cable co-
exi stence. It was the growing identification of various natural
resources of great value, such as forestry, m neral and hydrocarbon
deposits, hydraulic power sites, etc. Wen identified, many such
resources were found to be within areas of hereditary Indian and
lnuit settlements or along their traditional mgratory routes.

| nvariably the governnments -- mainly provincial -- assumed possessory
rights to such resources for corporate devel opnent but rarely upon
terns of |asting satisfaction to the pioneer Indian or Inuit
settlers.

Thi s acrinonious relationship worsening with delay should not exist
in Canada. An enviable nodel for us to consider (and perhaps still
applicable to our northern territories) has operated since 1867 in
the American State of Alaska. That fornmula for equitable co-

exi stence was devised by the Russian Orthodox Church at the tinme of
Czarist sale of Alaska to the United States of America upon the
recommendation of WIlIliam Seward, then Secretary of State.

A tinely exanple, anong others, as to the workability of this Al askan
formula, is the Com nco-Nana Agreenment of 1982. It applies to the
Com nco operation of the inportant Red Dog base netal mne in

nort hwest ern Al aska.

In terms of nmy personal exploration experiences in Canada, | have in
sonme nore renote sectors, enployed Indian, Inuit and Metis as guides
and co-prospectors. | have devel oped a considerable respect for

their "bush skills", dependable nmenories and honesty. That respect
was nutual and ny technical advice was sought by tribal band Councils
on several occasions.



One of these experiences, in 1968, gave a |legal colleague and ne a
great deal of satisfaction since our joint efforts produced what was
viewed as "land-mark | egislation" at that tinme (1968). It may still
be so if not superseded by other provisions in the Canada
Constitution Act of 1982. Certainly, in 1968, our procedure achieved
the wi shes of the Band and the objectives of the international mning
corporation that wished to explore their Reservation, all with the
approval of Her Mjesty the Queen of England and whose wards they
then were.

| refer to the |arge Shoal Lake 41 Reservation situated on both sides
of the Ontario and Manitoba border, near Kenora, Ontario.

The Band's Chief and two of his Counsellors came to my Toronto office

with their problem It was then a conmon one. At that period in
time the Band was told they had no authority to negotiate or enter
into any contract alone -- they nust refer the matter to the Federal

Departnent of Indian and Northern Affairs. This they had done, both
in OGtawa and a regional office of that Mnistry in Toronto.
Correspondence, visits and tel ephone calls by the Band | eaders and
the corporation, | was told, had achieved nothing over a five-year
peri od.

In our naiveté, a legal colleague and | wondered if the Federal
Governnment's inaction was due to the lack of authority or self-
confidence to act, because we soon |earned that there was a back-1og
of simlar enquiries fromreserves across Canada.

My | awyer coll eague suggested we explore, to the extent possible, al
references available in regard to the possessory rights of Native
persons. This we did in the |legal archives of the Ontario Governnent
library. Qur research offered no convincing evidence that the
British Crown had relegated its specific wardship of Native persons
to any Canadi an governnmental authority, save approval of the Privy
Council. This was in 1968.

It was deci ded that we woul d approach the Privy Council -- the
British Crown's representative agents in Canada. This we did and
were encouraged to present a nore formal request to them

This invol ved several visits to the Reserve for discussion with the
Band Council and, l|ater, Band nmenbers to explain the inplications and
returns to them of training, enploynment and production royalty if the
expl oration was successful. | participated in several Reserve public
meeti ngs of questions and answers as to the nature of m neral

expl oration and mning. A well-attended | earning tour to a nearby
operating m ne -- the Shebandawan ni ckel -copper m ne -- was nade by
all Reserve residents interested, thanks to the cooperation of the

mM ne managenent .



Finally, my coll eague and | devel oped a conpl ete and detail ed
expl oration agreement with the close cooperation of the | egal counsel
for the mning corporation that had originally approached the Band.

Al'l of this preparatory work was conducted w thout publicity or

i nvol vement, and possibly even know edge of the Federal Government's
Departnment of Indian and Northern Affairs until it was submtted by
us to the Privy Council.

After a relatively short interval, we were advised by the Privy
Counci|l Secretary that the Exploration/Production Lease Agreenent
woul d be acceptable to themif ratified by a numerical majority of
Band nmenmbers voting on the Reserve by secret ballot. W were told
two staff nmenbers of the Departnent of Indian and Northern Affairs
woul d scrutinize the voting -- the first and only invol venent by that
agency in any of this process. Because of absenteeism (fishing and
trapping), two voting sessions were necessary. The final outcone was
positive. The Band nenbership voted in favour of such an agreenent.

My | egal colleague and I, with the Band Council and | egal counsel for
t he devel opi ng corporation, drew up the eventual exploration option.

The agreenent was soon afterward executed at a colourful cerenony in
the office of the Privy Council in Otawa. Evidently Her Royal

Hi ghness had judged her wards on the Shoal Lake Reserve No. 41 in
Ontari o, Canada, as having nmade a reasonabl e request, to which she
had gi ven her approval.

The private sector corporation set to work with some of its staff
prof essi onals and Native Reserve worknen.

Unhappily, the exploration results were unsuccessful in identifying
an econom ¢ orebody, so both sides nutually term nated the union. M
pr of essi onal fee was my body weight in fresh pickerel, which I

consi dered generous!

This article appeared in the October 1992 edition of the
CiMBulletin. It is re-printed with the perm ssion of the Canadi an
I nstitute of Mning, Metallurgy and Petrol eum



CASE STUDY 2. ABORI G NAL M NI NG FORUMS I N BRI TI SH COLUMBI A

1. | NTRODUCTI ON

Since Novenber 1991, three Aboriginal Mning Foruns sponsored by the
British Colunmbia Mnistry of Energy, M nes and Petrol eum Resources
have been held in Prince George, British Colunbia and a fourth is

pl anned for Septenber 8 and 9, 1993. The forunms have been successf ul
at bringing Aboriginal groups, mning conpanies, and the provincial
governnment together to hel p develop a better understandi ng of one
anot her. They have al so hel ped provide industry and the mnistry
with a better understanding of the aspirations of the Aboriginal
community related to m ning.

A report on the first forumwas included in the Phase Il Report "Aim
for the Moon" (p. 81). Overviews of the second and third foruns are
provi ded bel ow.

2. FORUM ON BUI LDI NG WORKI NG RELATI ONSHI PS BETWEEN ABORI GI NAL
PEOPLES, THE M NI NG | NDUSTRY AND BRI TI SH COLUMBI A
GOVERNMENT - DECEMBER 1 AND 2, 1992

The second forum was attended by representatives from ei ghteen First
Nations. Mning industry representatives included the M ning

Associ ation of B.C., the Cariboo M ning Association and ten m ning
and expl oration conpanies. The provincial government was represented
by the Mnistries of Aboriginal Affairs; Environment, Lands and

Par ks; Energy, M nes and Petrol eum Resources; and, the Comm ssion on
Resour ces and Envi ronnent ( CORE)

The overall goal of the forumwas to gain a better understandi ng of
First Nations, governnent and industry's perspectives and policies
concerning mning. The Honourable Anne Edwards, M nister of Energy,
M nes and Petrol eum Resources opened the forum Representatives from
Aboriginal communities, the mning industry and the Mnistry of
Energy, M nes and Petrol eum Resources provided overviews of their
respective cultures, decision-mking processes and policies.

Neil Sterritt, a geological technologist and Gtksan nmenber, and
Graham Cl ow, Curragh Inc. were keynote speakers. They identified
sone of the conponents necessary to hel p devel op successf ul

rel ati onshi ps between First Nations and industry. Both indicated
t hat Abori gi nal peoples should benefit from m ning projects near
their communities and that devel opnment shoul d be econom cally,
socially and environnental |y responsi bl e.

Chris Knight, C L. Knight Consulting Ltd. and former Chief Treaty
Negoti ator for Yukon Governnent |ed discussions on effective

conmuni cation processes. He explained how a win-wi n outcone can be
achi eved through the use of interest-based negotiations as opposed to
posi tional negotiations.



Ken Sumani k, M ning Association of British Colunbia, covered a nunber
of inportant points about the m ning industry and Abori gi nal

i nvol venent. He outlined societies' reliance on the land for

m nerals and assured the audi ence that m ning was well regul ated at
all stages. He suggested that before the question of how Abori gi nal
peopl es can becone involved in mning can be answered, Aboriginal
peopl es need to ask the foll ow ng questions:

- Do you wi sh to becone your own operators?

- Do you wi sh to raise your own risk capital?

- Are you willing to accept the social, econonm c and environnent al
obligations which are expected of m ne devel opers?

- Are you interested in joint ventures and or a sim/lar
arrangenment ?

- If you aspire to operating a mne, do you have a willing and
abl e workforce?

- Woul d you prefer to be landlords and collect a "rental fee"?

He stated that rel ati onshi ps between m ning conpani es and Fir st

Nati ons nust be nutually beneficial and also said that mning is a
hi gh risk, high tech business which has basic requirenments consisting
of: political stability; a conpetent and skilled workforce;
infrastructure; and, a return on investnment. He identified the |ack
of new m ning devel opnents as the greatest obstacle to First Nation

i nvol vement in the industry.

Two concurrent workshops were held as part of the forum In one

wor kshop, Mnistry of Energy, M nes and Petrol eum Resources staff
provi ded an overview of the provinces mneral tenure system the
application process for mneral exploration prograns, the review
process for proposed m ning devel opnents and recl amation requirenments
to First Nation representatives.

In the other workshop, Garry Merkel, Forest I|Innovations Consulting,
provi ded an overview of Aboriginal traditional culture and deci sion-
maki ng processes to government and industry representatives. He
provided the followng "tools" for governnment and industry to use
when dealing with Aboriginal groups:

- Get to know the social structure of the Aboriginal culture
wi thin which you will be working.

- Listen and be able to talk to one another.

- Desi gn consul tation processes with the Aboriginal comunity.

- Al ways be honest and respectful of each other.

- Recogni ze the history of Aboriginal/non-Aboriginal relations.

- Be prepared for extended tine franes.

- Recogni ze the holistic nature of Aboriginal analysis.

- Get working principles witten down early and do not renege.

- Start to build relationships early.

- Do not over conpensate.



- Avoi d tokenism Ensure Aboriginal involvenent is meaningful.

- Get third party interests involved early.

- Be aware that "land is first" for Aboriginal peoples. You wll
need to prove that the land will not be harmed irreparably.

At the conclusion of the forum it was agreed that a set of
principles for conmuni cati ons and consul tations between Abori gi nal
peopl es, the mning industry and governnent should be drafted. It
was proposed that these would be reviewed at the next neeting.

3. FIRST NATIONS M NI NG FORUM - MARCH 15 AND 16, 1993

The third forum was organi zed by the Carrier Sekani Tribal Counci

and attended by representatives fromthe Mnistry of Energy, M nes
and Petrol eum Resources and from ei ghteen First Nations. Discussions
focused on identifying First Nations' perspectives on mning and

expl oring aspects of good working rel ationshi ps between First

Nati ons, the mning industry and governnent.

As a result of the deliberations which occurred at the forum a draft
Menor andum of Under st andi ng was devel oped by First Nations.
The Menorandum outlines principles to help develop a positive working

rel ati onship between First Nations and the mnistry. It also
identifies short, nmediumand |ong termgoals for First Nations and
the mnistry to work towards. The Menorandum wi || be di scussed by

Abori gi nal groups, representatives fromthe mning industry and
British Col unmbia governnment at a neeting proposed for Septenber 8 and
9, 1993. It is hoped that the Menorandum of Understanding will be
part of the next report prepared by the Subconm ttee on Abori gi nal
Participation in M ning.



CASE STUDY 3. NORTHERN LABOUR MARKET COWM TTEE

1. | NTRODUCTI ON

Saskat chewan Educati on organi zed a forum of not only training
agenci es but other governnent agencies, groups, Bands, communities,
and enpl oyers in northern Saskatchewan to maxinm ze enpl oynent of the
residents of the region. Recognizing that the problens of

unenpl oyment stem at least in part, fromthe gap between the | ow

| evel s of formal education that are achieved in the region, and the
education requirenments of technol ogy based industries, Saskatchewan
Education felt that the cooperation of all these groups was
necessary. The Northern Labour Market Comm ttee (NLMC) was fornmed in
1983.

2. STRUCTURE AND MANDATE OF THE NORTHERN LABOUR MARKET COWM TTEE

The mandate of the Commttee is to identify and assess emergi ng

| abour market issues in northern Saskatchewan and to devel op
recommendations and initiate actions toward the resolution of such
issues. In fulfilling its mandate, the Commttee has the foll ow ng
responsi bilities:

- Identify issues energing fromthe | abour market in northern
Saskat chewan;

- Prioritize these issues, based on the Commttee's i medi ate and
| ong range goal s;

- Coordinate and facilitate cooperative planning anmong agenci es so
as to avoid duplication of undertakings, of training delivery,
and of expenditures;

- Initiate special projects which are action- and results-oriented
to resolve | abour market issues; and

- Exchange information to facilitate closer coll aboration anmong
agenci es.

The NLMC neets quarterly in La Ronge and Prince Albert and is

coordi nated by a joint chairmanshi p conposed of one permanent
representative from Saskat chewan Education and rotating participation
by the NLMC nenber agencies. The Commttee utilizes a task team
structure, as necessary, in carrying out its functions. Menbership
on the Committee cones froma diverse group including:

- Federal Governnment departnents;
- Provi nci al Governnent departnents;

- Training institutes and coll eges;



- Local governnents including Tribal Councils, a Muinicipality
Associ ation and Metis representation;

- Non- gover nnent organi zati ons;
- Nort hern m ning conpani es;

- A uni on;

- Labour market boards; and

- Observers from northern busi nesses and i ndustri es.

3. NORTHERN M NERAL SECTOR TASK TEAM

One exanple of the task team structure used by the Conmttee is the
Northern M neral Sector Task Team (NMSTT or Task Team established in
1992. The NMSTT was formed to deal specifically with identifying and
pl anni ng training prograns for the significant opportunities for

enpl oynment and spin-off businesses that will occur in the North if
the six proposed uranium ni ne projects and one proposed gold m ne
proj ect proceed to devel opnment.

The mandate of the NMSTT i s:

"...to deternine the enpl oyment needs of the projected new
m ning operations in northern Saskatchewan. Based on these
projections, the Mneral Sector Task Teamw || develop a
five-year training strategy to ensure that residents of the
At habasca region in particular and residents of

Saskat chewan's North in general benefit from m neral

devel opment in their regions.”

The long-term goal of the Task Teamis to enable the people of the
region to derive maxi mum benefits from m neral devel opnment in the
region. The NLMC recogni zed that in order to acconplish this,

nort hern peopl e nmust have education, training, and access to
enploynent in the mneral sector directly as well as the know edge
and skills to take advantage of econom c opportunities associ ated
with the m neral devel opnent.

To establish a framework for acconplishing the mandate and | ong-term
goal of the NMSTT the NLMC al so directed the Task Teamto devel op a

| ong-term gl obal plan to facilitate the coordi nation of resources and
efforts by the Task Team It was recognized that such a plan would
al so provide benefits to agencies inplenenting conplenentary
initiatives by reducing duplication of efforts. Furthernore the plan
was to be devel oped with short-, nmedium, and |ong-term objectives to
nmeet enpl oynent, education and training needs that, together with



associ at ed busi ness opportunities, will evolve with the evolution of
the mneral industry over tine.

The NMSTT is conprised of representatives fromthe foll owi ng NLMC
menbers:

- Provi nci al Governnent Departnents of Education and Econom c
Devel opnent ;

- Canada Enpl oynent and | nm gration;
- Nort hl ands Col | ege;

- Prince Albert Tribal Council;

- Jim Brady Metis Society;

- Caneco Corporation; and

- Ci gar Lake M ning Corporation.

The Northern M neral Sector Task Team operates with annual work plans
to inplenent the global plan. This involves sharing of information
on each nenber's goals, plans, prograns, and achi evenents. The work
pl an identifies specific prograns and initiatives and conprises
specific task assignments together with tinme-lines and progress
nmeasures. Responsibilities are set by nutual agreenent anong the
Task Team nenbers. Progress reporting schedul es are devel oped and
submtted to the Adm nistration and Operations Subcommttee of the

NL MC.

The NMSTT is the "one wi ndow' through which enploynent, training and
econom ¢ devel opnent issues relating to northern m neral sector

devel opnent are addressed. The Task Teamw || determ ne what
training is required to allow Northerners to participate and advance
in mning operations. Delivery agencies, also nenbers of the Task
Team will in turn allocate resources to these training prograns as
funding is available. The Task Teamw ||l al so pursue indirect
econom ¢ and enpl oynent issues associated with m neral devel opnent in
nort hern Saskat chewan.

4. OTHER SUBCOWM TTEES OF THE NORTHERN LABOUR MARKET COWM TTEE

The ot her Subconm ttees of the NLMC are the Adm nistration and
Operati ons Subcommittee and the Athabasca Training Council. The

At habasca Training Council identifies enploynent and training i ssues
for the Athabasca region and works with the NLMC to address them

One of their projects, the Athabasca |Innovation Program was profiled
in Appendi x D of the Phase IIl Report "AMFOR THE MoON' of the Sub-



Committee of the Intergovernnental Working G oup on Abori ginal
Participation in M ning.

The Adm nistration and Operations Subcommittee is enpowered with the
mandate to set the working direction of the NLMC as a whole. The
Subcomm ttee functions in a participatory role and is involved in
proactive and strategic planning for the operation of the NLMC. The
four areas of responsibility for the Subconmttee are:

- Target Setting;

- Strategi c Devel opnment;

- | mpl enent ati on; and

- Revi ew and Eval uati on.

The conposition of the Subcommttee reflects the conposition of the
NLMC with representation from

- The federal and provincial governnents;
- Trai ni ng/ Educati on I nstitutes;

- Local governnent;

- Non- gover nnent organi zati ons;

- Private sector;

- Uni ons; and

- Labour mar ket boards.

5. ACCOWPLI SHVENTS OF THE NORTHERN LABOUR MARKET COWM TTEE

Because it conprises representatives from planning, funding, and
training agencies as well as from busi ness and industry, the NLMC has
been able to bring these groups into closer working relationships.

As a result, the Commttee pronotes coordi nati on and cooperati on and
reduces duplication of services. The Conmttee is also a forum for

di scussion of northern issues and an agency for strategic planning.

The followi ng are some of the mpjor achievenents of the NLMC fromits
inception in 1983 to January, 1992:

- Initiated the devel opnent of an Annual Regional Planning Profile
for Northern Saskatchewan based on the needs identified by a
nunmber of agencies and Tribal Councils in the North. This is
subm tted annually to the Training Program Coordinati on Branch




of the Departnent of Education, Training and Enpl oynent.

Est abl i shed the Athabasca Training Council with representation
from seven At habasca communities to identify enmerging | abour
mar ket and econom ¢ devel opnent needs of the region.

Assisted in the establishment of the Athabasca Training Centre
i nvol ving participation by the Athabasca Training Council, a
Tribal Council, a training institute and the m ning industry.
The NLMC al so participated in the acquisition and renovati on of
a building to serve as the training facility for the

upgr adi ng/ wor k experience program

Assisted in the devel opnment and delivery of the Athabasca
| nnovation Program an upgradi ng/ work experience program

Worked with Canmeco Corporation, The Hatchet Lake |Indian Band and

the Local Advisory Council (LAC) of Wbl laston Post to establish
a $45,000 PALS Facility at the Athabasca Training Centre.

Initiated the delivery of a Radiation Educati on nodul e,

devel oped by the Canadian Institute for Radiation Safety
(CAIRS). This curriculumwi |l be integrated into all training
courses delivered in the North, preparing people to work in the
m neral sector.

Initiated an exchange of |abour market demand informtion
generated by all menbers of the mneral sector in the North.
This assists in the devel opnent of |ong range plans by fundi ng
and training agencies to increase participation in the m neral
sector by the residents of the region.

As well, the Commttee's close working relationships with Tri bal
Counci |l s, agencies, governnments, non-government organi zations and the
private sector have resulted in the delivery of the follow ng
training courses over the years:

M Il Operator training;

Apprenticeshi p prograns;

M ne/M 11 Worker Training;

On-the-job training for Assayers, Clerical Personnel,
M1l Operators, Underground Sanplers, Surveyors, and
El ectrical Programrers and Techni ci ans;

Chem cal Laboratory Technician program

Under ground M ner Hel per program



Forestry training;
Prospector training; and

Entrepreneurial training.



CASE STUDY 4. GARDI NER' S MARKET GARDEN

1. | NTRODUCTI ON

M ni ng conpani es operating in northern Saskatchewan have been anongst
the nmost ardent practitioners of Aboriginal hire, in all of Canada.
The comm tnment of these conpanies to enploynment equity is enhanced

t hrough their use of preference clauses with contractors, as well as
t hrough the pronotion of opportunities for business owned by
Abori gi nal people. Exanples of Saskatchewan m ni ng conmpani es as
"best cases" have been provided in earlier | GAG Sub-comm ttee on
Aboriginal Participation in Mning reports (Phase |I p. 146, Phase ||
p. 57).

Cogema Resources Inc., which operates the Cluff Lake uranium m ne
has, since the construction of the mne in 1978, supported Abori gi nal
participation. One of its nore innovative contracts to support
Abori gi nal business has been the purchase of potatoes from a market
garden operator in Ile-a-1a-Crosse |ocated sone 315 kil ometres south
of the m ne.

2. BACKGROUND

I n 1988, Saskatchewan Agriculture and Food's Regi onal Extension

Agrol ogist, M. Gerry Ivanochko, proposed a denonstration project for
commercial potato production in Tle-a-la-Crosse. After interest in
the venture was expressed by a nunmber of |ocal people, startup
fundi ng was provided by the Saskatchewan Agricul ture Devel opment
Fund.

Since potato farming was new to Ile-a-1a-Crosse, the initial project
was kept very small. Five, one acre plots were devel oped, each
farmed by an individual or small group. This provided the
participants with an introduction to the work involved in comerci al
pot at o production and hel ped themto assess their commtnent to, and
aptitude for, this endeavour.

M. Gardiner, whose son Rodney is an enployee at the Cluff Lake n ne,
successfully operated one of these parcels and together with Rodney
exhi bited enthusiasm and a commtnent to the hard work invol ved.
They elected to continue to develop this business after the first
year.

I n order to devel op the production and business skills w thout being
overwhel med by all aspects of a |arger business, expansion has been
controll ed and gradual. Their production area has increased fromthe
initial one acre, to five acres and finally to thirteen acres.
Recently, the operation has invested in an irrigation system which
shoul d al |l ow production of potatoes from six acres equivalent to
unirrigated production fromthe thirteen acres.

In the first year of comrercial operation, M. Gardiner received a
grant through the Metis Business Devel opnment Program (now



adm ni stered by Saskatchewan Economi ¢ Devel opnent) to assist in the
purchase of used equi pnent for the business and a repayable | oan for
operating expenses fromthe Tle-a-1a-Crosse Loans Corporation through
t he Northern Saskatchewan Revol vi ng Loan Fund (al so adm ni stered by
Saskat chewan Econom ¢ Devel opnent).

3. OPERATI ONS:

Beaver Foods, the food services contractor at the Cluff Lake M ne, as
well as the mne itself, have provided support to the devel opment of
this business. In conjunction with the purchasing policy of the m ne
t hat pronotes the use of northern suppliers, Beaver Foods attenpts to
pur chase potatoes and vegetables fromthe North when they are
avai |l abl e. Beaver Foods has consistently purchased the bul k of the
produce fromthe market garden operation and have indicated they wll
continue this as long as supplies are available. They have been very
cooperative and supportive of M. Gardiner as he has built up the
volune as well as the quality of the product.

Initial transportation assistance provided by the mne in noving
potatoes from M. Gardiner's market garden on return hauls to
Saskatoon allowed M. Gardiner to supply potatoes to Beaver Foods
catering operations in Saskatoon which include the Centenni al

Audi torium

Probl ens of storage of the potatoes, usually involving construction
of expensive facilities, are avoided as the busi ness makes use of the
extensive root cellars of the Catholic Mssion at 1le-a-|a-Crosse.
Thi s reduces production costs and inmproves the viability of the
operation in its initial years.

In the first year of comercial operation the market garden sold
53,000 | bs of potatoes, followed by 83,000 Ibs in 1990, and 130, 000

I bs in 1991 to the local conmunities and Beaver Foods. Of the total
sal es, sales to Beaver Foods for the Cluff Lake operations were
14,000 I bs in 1989, 18,000 Ibs in 1990, and 75,000 I bs in 1991.

Enpl oynent for local residents in the market garden varies throughout
t he season, reaching a peak of 14 during harvest.

Gardi ner's market garden al so experinented with one acre of
vegetables and while initial yields were disappointing due to m cro-
nutrient deficiencies in the regional soils, they were able to

di spose of all the produce before snowfall that year. There seens to
be some potential in this area for future operations and M.

| vanochko, is working with the Gardiners to correct the nutrient
deficiencies. The Gardiners recognize that this business would not
have succeeded wi t hout the generous comm tment of time and
agricultural expertise provided by M. Ivanochko.

M. lvanochko, in turn, credits a |large part of the success of this
busi ness to the interest, enthusiasm and hard work of the Gardi ners



in pursuing this opportunity. Also inportant was
M. Gardiner's willingness and interest in undertaking aggressive
mar keting of his product rather than |leaving this to others.



CASE STUDY 5. PRI NCE ALBERT DEVELOPMENT CORPORATI ON

1. | NTRODUCTI ON:

The Prince Al bert Devel opnent Corporation (PADC) was established in
1986. PADC is a 100% Nati ve owned conpany with shares divided
equal Iy anong the twel ve bands conprising the Prince Al bert Tribal
Council. The Prince Albert Tribal Council represents approximately
22,000 I ndi genous peoples in northeastern Saskatchewan.

I n establishing PADC, the Prince Albert Tribal Council saw the val ue
of separating its business devel opnents fromits service orientated,
non-profit activities. There are currently three (3) business
sectors to PADC. There is Northern Spruce Housi ng, PADC Real Estate
and I nvestnments, and PADC Security and Janitorial Services. Through
Security and Janitorial Services, PADC has had success in nmarketing
and creating stable enploynent for indigenous people within the

m ning industry. PADC Security and Janitorial Services currently has
six (6) contracts and provides enmployment for thirty four (34) full
time, and eight (8) part tinme people.

Since inception in 1986, PADC has been involved with the urani um

m ning industry on two sites. These are the Cogema Cluff Lake, and
Cameco Key Lake m ne sites. PADC has been successful in retaining
these contracts through several tendering processes. PADC enpl oys
sixteen (16) full time people at Cluff Lake, and six (6) full tinme
peopl e at Key Lake. As of August 1992, PADC was successful in
obtaining a contract for security services at Cameco's corporate
office in Saskatoon. Four (4) people are enployed at this site.

2. BUSI NESS BENEFI TS

PADC has benefitted in many ways fromthis business relationship with
the uranium m ning industry. These areas are as follows:

2.1 Rel ated Business Learning:

PADC has received knowl edge in conducting business fromits

i nvol vement with Cluff Lake and Key Lake. This has been gai ned
t hrough the day to day relationship as well as the tendering
process. This expertise has enabled PADC to gain the experience
to diversify into other areas of business in northern and
central Saskatchewan. Some of the areas in which Caneco and
Cogema have assisted PADC are: business adm nistration,
managenent, and supervi si on.

2.2 Business Opportunities:

As a result of the professional services provided by PADC at
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Cluff Lake and Key Lake, PADC has been able to rely on very
strong recommendati ons from Cogema and Canmeco to obtain

addi tional contracts within the mning industry as well as areas
out side the industry.

EMPLOYMENT BENEFI TS
Tr ai ni ng:

Even t hough PADC has had a nom nal turnover of personnel on al
sites, PADC has been able to legitimze five (5) training
packages. This training was justified in part, due to the
speci alized duties guards performat the mne sites. PADC has
trai ned approxi mtely one hundred and ten (110) I ndi genous
peoples from northern and central Saskatchewan.

Sone of the training graduates have gai ned enpl oyment with PADC.
As we are not able to enploy all graduates, some have been able
to secure other enploynent opportunities. This in part has been
due to the training, experience and exposure that they have
received while on our course. These areas have been the Royal
Canadi an Mounted Police, municipal and city police forces,
federal and provincial corrections, and into other responsible
enpl oynment positions within the mning industry. Still others
have noved into other training areas and secured enpl oynent.

St abl e Enmpl oynment :

Since 1986, PADC has been able to enploy sixteen (16) people at
the Cluff Lake site, and six (6) at Key Lake. The personnel
enpl oyed at each mne site are fromthe communities directly

i npacted by that specific site. PADC hires on a basis of

qual i fications regardless of whether the individual is Metis or
Treaty, male or female. The enploynent created is year round.
The hours worked are defined, and an enployee is able to depend
on a set anount of wages fromthe hours worked.

Wor k Schedul e:

As with all mne enpl oyees, PADC enpl oyees work on a seven day
in, seven day out schedule. This allows an enployee to maintain
a quality famly atnosphere while away fromthe work site. Sone
enpl oyees still maintain a traditional life style (ie. trapping
and fishing) while away fromwork. | believe that this in part
has enabled PADC to retain its enpl oyees and as a result, have a
nom nal turnover of personnel.

PADC has enjoyed a very professional working relationship with the
urani um m ning industry in Saskatchewan. As the mning industry
expands in northern Saskatchewan, PADC | ooks at expansion as well.
CASE STUDY 6. NORTHERN RESOURCE TRUCKI NG LTD.



1. | NTRODUCTI ON

In 1986, the Lac La Ronge Indian Band (Band) and Tri mac
Transportation System (Trimac) set up a partnership to provide
trucking services for the Key Lake uranium mne in northern

Saskat chewan. It has grown to be "the nunber one trucking firmin
nort hern Saskatchewan"” according to Chief Harry Cook and now serves
bot h Caneco and Cogema Resources Inc.'s m nes.

2. BEG NNI NGS

In the early 1980s, the Band set up the Kitsaki Devel opnment
Corporation (Kitsaki) to establish an econom c base for its band
menbers. Financial constraints, inadequate education, unenpl oynent,
restricted access to |loans, and tine constraints on the part of its

| eaders and adm nistration were all barriers to be overcone in
pursuing economc initiatives. One of the first successes for

Kitsaki was Northern Resource Trucking Ltd. (NRT), a partnership with
Trimac, a major international trucking conpany.

The operator of the Key Lake uranium mne originally contracted with
both Trimc and Kitsaki for its trucking requirenents. Trimc, the

| argest highway transporter of bulk materials in North Anerica,

mai ntai ned the long termnotto (over 25 years) of "service with
safety” and nmet the needs of the mne with one exception. The
urani um m ni ng conpanies in northern Saskatchewan are committed to
maxi m zi ng northern enpl oyment not only in their own operations but
also by letting contracts to conpani es and organi zati ons that
maxi m ze participation of Northerners (residents of Northern

Saskat chewan). Kitsaki offered northern participation but |acked the
expertise and financial strength of Trimac. NRT neets the urani um
conpany's objectives by blending the northern participation of
Kitsaki with the financial and technical strengths of Trinmac's
system

NRT was created with 51% ownership by Kitsaki and 49% by Trimac. In
addition to hiring and training northern enpl oyees, the objective of
NRT is to deliver quality service.

3. BUSI NESS TODAY

The Lac La Ronge Indian Band, the |argest band in Saskatchewan is

| ocated in six conmunities, with the central office in La Ronge. NRT
was the first of many successes. The two hundred people presently in
adm ni stration al so operate seven schools, build hones, offer social
devel opnent prograns, supply water, sewer and garbage collection as
wel | as negotiate |land clains, seek self-government and encourage
devel opnent of econom c opportunity and enploynent for band nmenbers.
The Band, through Kitsaki, seeks to invest in the regional econony



and especially mning. They have found that partnerships with
successful firms works. They negotiate majority ownership and | earn
fromthe managenent experience of their partners.

The Band, through Kitsaki Devel opment Corporation is now a najority
owner in several businesses including the Lac La Ronge Mdtor Hotel, a
68 roomfull service facility, Six Seasons catering providing food
and janitorial service to the Key Lake mne, wild rice grow ng and
mar keti ng busi nesses, a neat processing plant that makes neat snacks
for sale across Canada and provides federally inspected neat to nmany
stores in northern Saskatchewan and an insurance and pension plan

br okerage. Kitsaki also owns several properties in the La Ronge area,
sonme of which are | eased out to subsidiaries.

NRT's trucking service, which covers over 5 mllion kilonetres
annual Iy, has now attained annual revenues of $7 mllion. They haul
primarily bulk commpdities both to and fromthe Key, Cluff and Rabbit
urani um m nes and have the people and equi pnment required to grow with
an expanding industry. NRT's 24 power units and 42 trailers are
housed in La Ronge and Saskat oon.

As of Novenber 1992, the operation had 51 enployees, 11 in

adm ni strati on and managenent, 4 mechanics and 36 drivers. Twenty-
two enpl oyees are of Aboriginal ancestry and 59% are Northerners.
The business includes a NAPA parts and repair shop.

4. TRAI NI NG PROGRAMS

Most new enpl oyees of NRT are offered a detailed, eight nonth, driver
training program Initially, the programteaches life skills as
trucking represents a total |ifestyle change. |In addition to the
usual driver skills required, the driver training is specialized for
driving in the north. The driver trainees gain considerable driving
experience during the course, hauling the types of |oads that the job
wll require. Part of the training includes neeting and feeling
confortable with the custonmers, the RCMP and highway traffic
personnel. Candi dates for training nust be Northerners. Wth
careful screening and sel ection, the conpany has been fairly
successful with its training prograns. The training and experience
are applicable to any trucking job so trai nees who do not work for
NRT are able to get jobs el sewhere.

NRT al so i ncludes NAPA Auto Repairs (NAPA) in La Ronge. Since the
busi ness was taken over by NRT, NAPA has expanded to support nine
fam | ies and provides a training centre for autonotive mechanics
(apprenticeshi ps), counter service and office clerks. Their
operations include not just a diplom but an opportunity to work in

t he organi zati on. Personnel attend school career days at the | ocal
Band schools to encourage the students to further their education and
to consider the careers available in their organization. Like the



driver training, if the trainees do not work with NRT upon conpl etion
of their training, they can easily get jobs el sewhere.



5. SUCCESSES
a) Lac La Ronge Indian Band

The Lac La Ronge | ndian Band/ Tri mac partnershi p approach offers an
excel l ent exanple for further northern business devel opnent. More
recently, the Band entered into a catering service joint venture,
At habasca Catering, in which they will pass on their expertise to
enpl oyees fromthe Fond du Lac Band in a contract with Cameco for
catering services for the McArthur River Underground Exploration
Proj ect.

The nmenbers of the Band are seeing returns from pursui ng education
and training. Jobs are being provided for people who m ght not have
wor ked. \Wage econony experience and the ability to transfer these
skills to other jobs gives the trainees and enpl oyees pride in

t henmsel ves and their acconplishnents.

Several Northerners own their own trucks and have | earned to operate
t heir own business under contract arrangenents w th NRT.
b) M ning Conpanies

The m ning conpanies report that the enployees of NRT are in effect
anbassadors of the m ning conpanies. They are proud of the custoner
service that the trucking firmprovides. The drivers are

consci entious, work to neet tight schedules, and, if there is a

probl em conmmunicate pronptly. The NRT service "really shines".
Committed strong support fromthe m ning conmpanies gives NRT a strong
custonmer base.



CASE STUDY 7. THE ROLE OF ABORI Gl NAL PEOPLE I N THE WORKFORCE
SYNCRUDE CANADA

" m pl eased to have this opportunity to talk about the inmportance of
the oil sands and the role Aboriginal People play in our industry.

From what sone consi dered an inprobable, if not inpossible, dream a
few decades ago, Syncrude has energed to beconme Canada's second-

| argest oil producer, a leader in oil sands technol ogy and applied
research, and in the quality of working life and enpl oynent of
Abor i gi nal Peopl e.

Canada's First People have been and continue to be major contributors
to Syncrude's success. We take quiet pride in the fact that Syncrude
is the | argest industrial enployer of Native people in Canada. And
we're working together with Native Canadi ans to ensure better

enpl oynment opportunities for them..

Syncrude' s econom ¢ success i s enhanced by nunerous social benefits.
For exanple, many of our enpl oyees, and those of our contractors, are
Aboriginals. Aboriginal people represent alnmost 7% of our payroll,

or around 300 people, and nore than 250 are enpl oyed by suppliers and
contractors working on our site.

Since our earliest days, one of our major goals has been to maintain
a positive and participative enployee relations climte. Fromthe
start, we've operated with a teammrk phil osophy and we' ve been
commtted to enploynent equity and the devel opnent of business and
enpl oyment opportunities for the Aboriginal people of our region.
This commtment is a corporate policy and is conmuni cated to our

enpl oyees, suppliers and | ocal residents.

Qur interest isn't totally altruistic since we nade a pronmise to the
governnment, during our formative stages, to enpl oy Aboriginals for
soci o-econom ¢ reasons. | think that's a prom se we've kept.

Furthernore, since our plant abuts traditional hunting and fishing

grounds, Aboriginals have self-interest in our conpany's future and
it makes sense to do everything you can to enlist stakehol ders |ike
these to your side.

We' ve been engaged in a formal Aboriginal devel opment program since
1974, years before we started production. W call it "devel opnent™
because our program enconpasses nmuch nore than just enploynment.

There are, in fact, three conponents to our program namely,
enpl oynent and education; business opportunities; and comunity
devel opment. All three elenments are | oosely connected.

VWhen construction of our plan began, Aboriginal comrunities were
required to nake sonme mgpjor social adjustnments. OQur initial entry
into Aboriginal enploynment very nearly foundered due to high



turnover.

The reason was both we and they failed to take into account the

di fferences between tradition and technol ogy and heritage and change.
Qur breakt hrough canme when we hired a Native Affairs Advisor to work
with the | eaders in |local comunities.

We asked the bands thensel ves to screen job candi dates for Syncrude
and they did, selecting band nenbers who they believed woul d be npst
likely to succeed.

Then our Native Affairs Advisor worked with these new workers and
with the conpany -- devel opi ng understandi ng, hel ping with coping
strategies, and just being a person that everyone trusted.

The individuals chosen for enploynment by their band served as an
exanple for others in their comunities. They were able to increase
t heir purchasing power, which inproved their quality of life, and
this inspired nore potential workers to seek enploynment with us. And
t he experienced and successful Aboriginal workers al so hel ped the new
enpl oyees. This positive role-nodelling continues to this day.

Things got off to a good start during the construction of our plant,
from 1974 to 1978, when 700 Aboriginals were enployed by contractors
for | abour and as heavy equi pnent operators. Turn-over was high, for
reasons |'ve outlined, but a | ot of stereotypes -- on both sides --
wer e destroyed.

We had monmentum  But achi eving nonmentum and sustaining it, however,
are two different things.

You can't affect trenmendous change in society and the workplace with
one-shot, short-term prograns.

Abori gi nal workers fell to 210 when we started up because the skills
required for plant operation were quite different than for
construction. Alnost all their jobs were | abour-related and 60% of
them were | ocated in our m ne.

The vol ume of business directed to Aborigi nal conpani es was
three mllion dollars. Good for the tinmes, | suppose, but certainly
not good enough.

Since 1982, however, we've begun to see the results of our program
Abori gi nal enploynent has risen to al nost 300 and | ess than 40% of
them work in our mne

More and nmore Aboriginals are noving into trades as wel ders,
m | lwights, mechanics, electricians, and as adm nistrators. The
val ue of business with Aboriginal firnms has also risen dramatically.



Much of our success is due to the hard work of our current Native
Affairs Advisor, JimCarbery. H's honesty and dedi cation are
appreciated in the Aboriginal communities where he constantly

enphasi zes i ndividual responsibility and i ndependence, as well as the
i nportance of education as a neans of avoidi ng dead-end jobs.

An interesting point is that Jim has been nade an honourary chief by
five local I|ndian bands. Transl ated, his |Indian nane neans "He \WWo
Hel ps Peopl e".

| think it's fair to say that nost Aboriginals in our area now
realize they are in charge of their own well-being and future. \When
we raised our m ninmum enploynment requirenments to Grade 12 or

equi val ent a few years ago, our Aboriginal enployees joined their
non- Abori gi nal col |l eagues in the trek back to the classroom for

upgr adi ng.

And they haven't stopped at the high school classroom W provide
schol arshi ps for Aboriginals taking vocational upgradi ng and
technical training at our |ocal community college and others can be
found enroled in apprenticeshi ps and university studies.

Let me assure you that our efforts in the area of Abori gi nal
devel opnent -- our encouragenent of greater self-esteem and self-
reliance -- are not carried out in a patronizing manner.

We give our Aboriginal enployees the sane nessage we give non-

Aboriginals: we'll give you the opportunity, but if your performance
isn't satisfactory, then we'll let you go.

Qur corporate commtment to Aboriginal people -- both as enpl oyees
and entrepreneurs -- is genuine. Qurs is a story of shared success.

When the Aboriginal people in and around Fort MMirray benefit, so
does Syncrude.

I f what |'ve just described sounds a bit |like a one-way street called
"assimlation", that's because, so far, I've only tal ked about one
side of our program

Syncrude enpl oyees needed sone adjustnent to their attitudes as well.
On the other side, therefore, we've also provided cross-cultural
training for managers and supervisors, ained at creating a better
under st andi ng of the val ues of Aborigi nal people.

Internally, department heads are encouraged to set their own
realistic Aboriginal recruitnent targets annually and these goals are
nmoni tored and tracked by our managers and seni or executive on a
quarterly basis. Mst of our supervisors and managers gain a | ot of
sati sfaction from devel opi ng and encouragi ng Aboriginals on their
teans. And as a bonus, they end up with very capable and conmtted
enpl oyees.



None of this would work, of course, if our Aboriginal and non-
Abori gi nal enpl oyees didn't have opportunities for personal soci al
interaction. W create these opportunities by sponsoring sports,

bar becues, | obster boils and parties and these events have hel ped
foster trust, understanding and better relations on- and off-the-job.

By now, we have |earned that we, the non-Aboriginals at Syncrude,
don't have a nonopoly on how best to make a productive contribution.
Since we began, Syncrude has practised team nmanagenent.

To our surprise and pleasure, we've found the Aboriginal people are
great team players. They don't need any instruction on teammvrk from
us.

Now isn't that interesting! -- Because right now, across North
America, large and small conpanies alike are trying to change their
corporate cultures, attenpting to bring about enployee enpower nent
and a new kind of corporate teammrk that's nore meani ngful than the
traditional industry "cheer |eading" approach.

It just shows that when we take the tinme and truly listen to other
cul tures, including those here first, our Aboriginal people -- and
those just arriving -- we may |earn nuch of value. Maybe we don't
need to pay so many of those high-priced consultants.

Qur experience has been that Aboriginal enployees are reliable,
conpetent, loyal, productive, safe, and have attendance records that
are excellent and naybe even a little better than the rest of our
enpl oyee popul ati on.

The average age of Syncrude's Aboriginal enployees is 35.9 years old
and their average service is 8.4 years, right on the nmean for the
bal ance of our enpl oyees. Turnover? Around 6% well below the
general turnover of 6.4% over the past few years.

Some, not surprisingly, are proving equally adept at managenent and
entrepreneurshi p, another cornerstone of our devel opnment program

For example, a programcalled O Containnment and Recovery is run by
Cree, Chipewan and Métis. They work from April to October which
still allows themto trap during the winter nonths. They capture

bi tumen floating on our tailings settling basin so it can be returned
to the plant for reprocessing.

We began this program as an environnmental necessity, accepting it as
a financial loss. But through the enthusiasm and hard work of the
wor kers, the programis econom cally beneficial -- as nuch as a
mllion dollars worth of bitunen has been recovered fromthe basin in
a single season

| mentioned earlier that, in addition to our Aboriginal enployees,



nore than 250 are enployed with our contractors and suppliers. Sone
of these are Aborigi nal -owned enterprises.

It is a source of great satisfaction to me to see the entrepreneuri al
spirit come alive...and succeed.

Such as the Goodfish Lake Indian Band which supplies work clothing
and | aundry services, worth about half a mllion dollars a year.
This contract is formng the foundation for a cottage textile

i ndustry.

Such as Cl earwater Wel di ng, which provides mai ntenance and | abour
services and which has one of the best safety and productivity
records of any contractor on our site.

Such as the Fort MKay I ndian Band's dial -a-bus service, which has an
eight mllion dollar contract with us. Incidentally, in addition to
provi ding new skills for many Aboriginals as drivers, nechanics, and
di spatchers, this service has proven to be nore econom cal and
efficient for Syncrude than the service it repl aced.

Such as the Fort MKay band's Environmental Services Conpany, which
operates a greenhouse where 250,000 seedlings, used in our |and
reclamati on program are grown.

Last March, the band joined us in a new co-operative venture. One of
our land reclamation projects will tap their expertise to help nanage
a herd of 29 bison, grazing on new y-created grassland on our
property. The first four offspring have now joined the herd and

not hers and cal ves are all doing very well.

One of the success stories of which I'"mparticularly proud is the
contract we have with DM} Enterprises to run the wash bays used to
cl ean our heavy haul ers.

The conpany's founder, a young | ady naned Doreen Janvier, left her
position with Syncrude and staked everything she owned on the success
of her venture which, |I'm pleased to say, has flourished. Today,
Doreen is the |l argest enployer in her community of Janvier.

In all, we award 20 mllion dollars worth of contracts annually to
Abor i gi nal - owned busi nesses. And we are constantly | ooking for new
opportunities to do business with them sonetines sol e-sourcing
contracts or carving our "niches" for them

Qur goal is to place 30 million dollars with Aboriginal firms by
1997. Down the road, however, our expectation is that they'll have
to bid for business just |ike everyone el se.

Meanwhi | e, our formal Aboriginal devel opment program has shifted
direction and now concentrates on community devel opnent, offering



life skills and educational upgradi ng courses, as well as business
consul ti ng.

Syncrude staff from operations and adm nistrative departnents spend
time in each of the six local Aboriginal communities and Fort
McMurray proper.

We assist, when requested, in helping the comunity define its own
needs. Working with and through formal and informal |eaders, and
with all segnments of the community, a broad range of assistance is
pr ovi ded.

Typically, training includes |eadership, comrunity visioning,

conflict managenment and life skills. Direct financial assistance has
hel ped build community halls, ice arenas, tourist |odges, and
training centres in Aboriginal towns and vill ages.

One of the unique aspects of the programis sponsorship of comunity
recogni tion banquets where Aboriginal people are acknow edged by
their peers. Syncrude executives join local |eaders in handing out
awards for outstandi ng performance for work, handicrafts and soci al
skills, such as fighting addictions.

One aspect | haven't tal ked about is culture. 1993 is the United
Nati ons I nternational Year of |ndigenous Peoples and we're proud to
have recogni zed the year by sponsoring a major exhibition of

Abori ginal art.

The exhibit features 28 artists, fromthe Queen Charlotte Islands on
the west coast to Halifax in the east, who contributed 35 pieces of
very diverse art. The show al so includes well-known Al berta artists
such as Brian Clark, Alex Janvier, Joane Cardi nal Schubert, and

Jane Ash Poitras.

More than 30,000 people and thousands of students have toured the
exhibit since it opened in Calgary last fall, as Syncrude's salute to
Canada 125. It has stopped at nost major Canadian cities and has
just finished two weeks in Tokyo, Japan, at the Canadi an Enbassy.

It concludes its cross-country tour when it opens this Saturday at
the CityCentre as a keynote exhibit of the 1993 Wrks Festival. |
encourage everyone here to see the exhibition before it cl oses on
July 15t h.

What have we | earned fromthese activities to provide Aborigina
devel opnent ?

First, don't try to make other cultures into clones of yourself. If
you |isten, understand, and co-operate, there is nutual benefit,

mut ual growth. Perhaps there's a |esson in there for the mainstream
Canadi an soci ety.



Qur objective is not to remake Aboriginals into clones of ourselves,
but rather to assist them neet needs that they identify. This m ght
be better access to social programs, or inmproved infrastructure and
educational facilities. Above all, it is an "opportunity" program

t hat ensures Natives get the sane breaks as the rest of society.

From Syncrude's point of view, we recognized very early that an

| ndi genous source of talent could help us achieve our goals and it

qui ckly becane apparent that we were entering a |long-term partnership
t hat woul d benefit both sides.

Secondly, we at Syncrude still have a long way to go. Based on |ocal
popul ati on, Aboriginals should account for 10% of our workforce
instead of the current 7% We can do better; and we will do better.

And we are doing everything we can to address this enpl oynent
shortfall.

And third, make it a long term comm tnent by publishing policies,
setting, communicating and nonitoring standards. Ideally, prograns
shoul d be created so that the organization keeps noving in the
direction whereby Aboriginal prograns are absorbed into the operation
as a normal way of doing business. That's our goal.

The | ate Lyndon B. Johnson m ght have been speaki ng about our program
when he said: "W nust open the doors of opportunity. But we nust
al so equi p. people to wal k through.™

I n our increasingly diverse society, we have to recogni ze that
maj ority cultural traditions, and majority ways of doing things, are
not the only ways.

Syncrude is trying to ensure its doors remain open and avail abl e on
an equal basis to |ocal Aboriginal people. That's not only good
corporate citizenship, it's good business.

Extract - Wth perm ssion of Syncrude Canada Ltd.
Address of: Eric Newell, President, Syncrude Canada Ltd., to the
Rotary Club of Ednonton on June 24, 1993



CASE STUDY 8. NI SHNAWBE- ASKI | NTERI M MEASURES AGREEMENT

The Ni shnawbe- Aski I nterim Measures Agreenent (I MA) was signed in
1990 by Canada, Ontario, and the Ni shnawbe-Aski Nation (NAN). The
agreenment was intended to be an "in between" neasure to be in place
whil e negotiations ained at giving NAN a greater role in the
managenent of |ands and resources in the area covered by Treaties 9
and 5 were proceeding. These negotiations are underway and Ontario's
Chi ef Negotiator is Dr. Bob Rosehart, President of Lakehead

Uni versity.

When representatives of Canada, Ontario, and NAN first began

di scussi ng problenms which needed to be addressed during | ands and
resources negotiations, a strong concern was expressed by NAN t hat
whil e these negotiations were underway comrunity specific, tribal
council or NAN wi de issues related to the disposition or devel opnent
of Crown Lands (traditional |lands in NAN s view) would continue to
ari se. NAN representatives recognized the fact this agreenment m ght
take a long period of time to negotiate and that in the interima
process was required to i nform NAN and NAN communities of significant
devel opnents, dispositions, or activities on Crown Lands which m ght
seriously affect NAN communities and/or traditional activities of
conmuni ty menbers.

The | ands and resource negotiations and the | MA recognize that the
territory covered by NAN, particularly north of 50 latitude, is

| argely undevel oped and overwhel mi ngly popul ated by Abori gi nal
people. It recognizes that the First Nations communities have a
significant interest in Crown Lands through Aboriginal and treaty
ri ghts and depend on these | ands for support of traditional
activities and economes, e.g. fishing, hunting, trapping, tourist
operations, etc.

Accordingly, the purpose of the IMAis to provide NAN and NAN
communities with notification of significant devel opnents,

di spositions, and activities on Crown Lands and to allow an
opportunity for identifying concerns related to a proposed
undertaki ng. These concerns nmay range fromthe potential inpacts of
a non-Native workforce working in close proximty to a community,
opportunities for enploynent/benefits fromthe project, |oss of
hunting, fishing, and trapping opportunities, or environnmental

i npacts.

The agreenent specifies the kind of devel opnents, dispositions, and
activities for which notice is required. M neral exploration and
devel opnent activities which are considered significant include:

a) Applications for Mning Leases (NAN recogni zes that the
i ssuance of a Mning Lease is non-discretionary).

b) Noti ces of advanced expl orati on.



c) The follow ng types of activities requiring a work permt from
the Mnistry of Natural Resources:

1. Cl earing, nmechanical stripping and trenching, bulk
sanpling and any other activity that requires the
novenent of heavy equi pnent, drilling rigs, etc. to and

froma site not served by an existing road;

2. Undert aki ngs such as a road and/or bridge and canp
construction (where the canp is greater than 30 days
duration);

3. Gidlines nmore than 1 netre in width having a spacing

frequency of |less than 20 netres;

Overall the experience with the NAN I MA has been positive. Since it
cane into force in 1991 up until early 1993, a total of 187 work
permt applications have been forwarded to NAN communities by the

M nistry of Natural Resources. The vast mpjority, 172 (92%, were
approved without problens. O the 15 that encountered del ays, the

i ssues that caused concern were either resolved or the project
proponents deci ded not to proceed.

The follow ng are exanpl es of cases where projects encountered del ays
or were cancelled. The comunity of Lansdowne House received notice
of the intent of an exploration firmplanning to conduct a drilling
programin the vicinity of the community. Concerns related to

envi ronnent al damage, inpacts on traplines, and enpl oyment
opportunities were raised by the First Nation. A nunber of community
meetings were held with representatives of the Mnistry of Natural
Resources, the Mnistry of Northern Devel opnent and M nes and the
mning firmin attendance; these concerns were addressed and an
agreenment was reached to allow the drilling project to proceed. In
anot her situation, the comunity of Sandy Lake received notice of an
expl orati on program consisting of drilling on Sandy Lake. In this
case the comunity was alarned by the close proximty of the drilling
to the comunity and the inpacts the drilling would have on Sandy
Lake, the source of the conmmunity's water supply. Although several
nmeetings were held with the community, concerns could not be
addressed and the conpany deci ded not to proceed with the project.

In this case, community concerns would have arisen whether or not the
| MA was in place. Wiile the issue was not resolved in this instance,
the | MA process provided notification to the community and provided
an opportunity for the band and representatives of the governnent and
the conpany to neet and discuss the details of the project. 1In the
absence of the IMA the First Nation would, in all |ikelihood, have
resorted to other nethods to air concerns such as a request for

desi gnation of the project under the Environnental Assessnment Act.

It must be recognized that the NAN I MA was the first of its kind in
Ontario and i ndeed Canada. Like anything new it has had particul ar



problens related to inplenmentation. For exanple, the lack of a
capacity within NAN to understand and deal with notifications and
provi de advice to First Nations has, in many cases slowed the
response time fromFirst Nations, and in sonme cases because a First
Nati on did not understand the information contained in the
notification, it has sinply voiced an objection. The Governnent has
taken steps to alleviate this problem by offering assistance to NAN
to establish a Secretariat, staffed with sector specialists, to
review notifications at the request of First Nations and provide
advi ce.

There have al so been problenms related to interpretation of the
meani ng of the I MA. Sone Chiefs have nmaintained that the I MA should
gi ve NAN and NAN communities final say on any authorities to
undertake activities on traditional lands. Ontario has consistently
mai nt ai ned that final decision making authority will continue to
remain with the Province and that matters related to authorities
shoul d be the subject of discussion at the |l ands and resources
negotiating table.

Finally, with respect to notifications related to m neral exploration
projects, one of the problenms that has been encountered is a | ack of
understanding within NAN and NAN communities of the nature of m nera
expl oration and the m neral devel opnent sequence. This has
contributed to the Aboriginal community view ng industry proposals
with suspicion and in some cases fear of what m ght happen if a

vi abl e deposit were found and a m ne devel opnent occurred. The

M nistry of Northern Devel opnent and M nes has and is taking steps to
assist First Nation communities to better understand the m ning

i ndustry, the m neral devel opnent sequence, the nature of m neral

expl oration, and the regulations that are currently in place to
ensure that environnental and other potentially negative inpacts are
m nimzed or curtailed conpletely.

The NAN I MA has not closed the nost northern part of the Province to
m neral exploration and devel opnent. Through the Menorandum of
Under st andi ng, the Governnment has agreed to negotiate new
arrangenents for the managenent of Lands and resources which wil

af ford NAN and NAN comrunities a greater role in the decision nmaking
process. There is a challenge for the industry to consider the
concerns and interests of the First Nations and the need to address
t hem when planning work in this area, and to continue to provide

i nput representing the industry's interests to the main negotiations
t hrough Ontario's negoti ator.

Staff fromthe Mnistry of Northern Devel opment and M nes and the

M nistry of Natural Resources are available to provide advice and
assi stance to mneral explorationists planning or doing work in the
NAN area. This assistance includes facilitating discussions with the
First Nation.



Through neetings with First Nations and proposals submtted by First
Nations, there is significant interest being expressed in the
opportunities afforded by the mnerals industry. Many First Nations
want to know nore about the m neral potential on their reserves and
adj acent areas and in these circunmstances there may be opportunities
for exploration firnms to devel op partnerships with First Nations.
This is a positive devel opnent which with appropriate support and
conti nued encouragenent bodes well for the future of m neral

expl oration and developnent in this area of the Province.
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ABORI Gl NAL PARTI Cl PATI ON
IN THE
AUSTRALI AN M NI NG | NDUSTRY

SUMMVARY OF RESULTS OF WORKSHOPS ON ABORI GI NAL EMPLOYMENT | N THE
M NI NG | NDUSTRY | N AUSTRALI A

6. THE WORKSHOPS

The Australian M ning Industry Council organized a series of

wor kshops to gain a better appreciation of current relationships and
proj ects existing between rel evant conpani es and Aborigi nal groups as
a basis for determ ning what future actions m ght be taken.
Participation was by invitation to sel ected conpani es, State Chanbers
of M nes and consultants. The one day workshops were held in My,
1992 in Perth, Brisbane, and Darwin. These workshops provided the
participants an opportunity to discuss and conpare the experiences
and practices of each of their conmpanies in increasing conmunications
and cooperation with Aboriginal comunities and enpl oynment of

Abori ginal people in the mneral sector. A nunber of case studies
wer e provided on how conpanies in different regions were attenpting
to address these issues. Discussions brought forward some common
experiences of the conpanies with respect to inplenentation
obstacles, |l essons |learnt, and energing issues in the mneral sector.

7. BARRI ERS TO ABORI G NAL PARTI CI PATI ON

It was recognized that not all initiatives undertaken by the m ning
conpanies to effect good rel ationships with Aboriginal groups and
effectively enploy Aboriginal people were successful. The issue is

conpl ex, resources are finite and conpanies face "environnental"
obstacles. The level of education of the Aboriginal workforce was
one of the nobst commonly cited obstacles to inplenmentation of conmpany
policies and progranms to increase participation of Aboriginal people
in the mneral industry. The follow ng obstacles to increased

enpl oynent were also identified by the participants:

- Uni on Acti ons:
Participants identified union rigidity as a barrier to
i mpl enenting nmore flexible work practices which fit with

Abori gi nal cul ture.

- Peer Pressures:



Abori gi nal enpl oyees are sonetines subjected to pressure
fromtheir community to do things inconsistent with their
enpl oynment obligations and to share their salaries. This
can result in |lower enthusiasmto continue to participate
in the wage econony.

Transportation:

Difficulties associated with transport between
communi ties and sites under commute arrangenents.

Communi cati ons:
Difficulty for conpanies to communicate directly with
| and owners and communities as a result of barriers
associated with the Land Councils.

Governnment Policies:
Participants in the workshops indicated that extended
fam |lies may be receiving benefits at a |evel conparable
to enploynent earnings of one nmenber, providing |ess
incentive to enter the wage econony.

Lack of Clear Conpany Policy CGuidelines.

Lack of Real Commitnment at All Levels in the Conpany.

Lack of Cross-Cul tural Understandi ng:

Lack of understanding of the Aboriginal culture and the

real needs and wants of Aboriginal comunities. It was

i ndicated that difficulties nmay ensue by operating

according to assunptions about these needs and wants.
Wor k Envi ronnents:

I sol ati on of Aboriginal enployees in the workplace with
the resultant increase of stress levels for the enployee.

Tr ai ni ng:

Cal I ing upon conpany staff and supervisors to perform
roles they are inadequately trained to do.

Recogni tion:

Lack of recognition for conpany achi evenents. Gover nnent
and public perceptions of mning conpanies as "villains".

Above and Beyond:



Conpani es bei ng expected to redress problenms that are
society's as a whol e.

8. LESSONS

From t he exchange of information between the participants of the
Australian M ning Industry Council workshops, a series of |essons
emerged whi ch could be sunmari zed as foll ows:

No One Ri ght Way:

Si tuational understanding is fundanental to the
devel opnent of appropriate strategies and policies.

- Dynami c:

Policies and strategies are situational dependent, as the
situation changes, so nust they.

- Known Pol i ci es:

Policies nmust be dissem nated to everyone in a clear,
unequi vocal form

- Educati on:
Basic literacy and nuneracy skills nmust be raised for
Abori ginal people if the talent pool is to be increased.

The inmposition of enploynment quotas could be
counter-productive to all parties.

- Knowl edge Based Policies, Progranms, and Projects:

These need to be developed with a cl ear understandi ng of
community priorities, not just assunptions of what they
m ght be.

- Empl oynment M x:

A mx of direct and indirect enploynent is needed.
Current trends indicate indirect enploynent is nost
successful and should be stressed at present.

- Communi cati ons:
Ef fecti ve communi cati ons are fundanental for effective
relati onshi ps. These are not automatic, the skills nust
be | ear ned.

- Tr ai ni ng:



Operati ons managers and supervi sors nmust be appropriately
trained for their role.

- Commi t nent :

There nmust be a comm tnment throughout the conpany down to
and including the individual enployee to establishing
ef fective rel ati onshi ps.

- Affirmati ve Acti on:

Affirmative action prograns make |long term strategic
sense and conpani es should be pro-active in adopting
t hem

- Rol e Model s, Mentors and Counselling:

The i nportance of Aboriginal role nodels, of nmentor and
counsel | i ng support cannot be overstated.

- Ef fective Rel ati onshi ps:

Est abl i shing and mai ntaining effective relationships with
Abori gi nal groups is no |onger an operational option, it
IS a strategi c necessity.

9. EMERGENT | SSUES

Furthernmore, in the course of the workshops, participants identified
a number of issues that are likely to play an inportant role in the
future devel opnent and i npl enentation of conpany policies and

pr ogr ans:

- Communi cati ons:

There is a need for mning conpanies to comrunicate its
prograns and progress to governnments, targeted groups,
and the wi der comunity.

- Per f ormance Measures:

In order to communicate effectively, industry needs to
devel op performance neasures.

- New Pl ayi ng Fiel d:

Access to lands for mning is becom ng increasingly
dependent on rel ationships with Aborigina

peopl e/ communities. Detractors of mning point to | ow
| evel s of participation by Aboriginal people and their



concentration in | ow |l evel jobs.
- | ndustry Shari ng:

Conpani es need to enter into cooperative arrangenments for
their mutual benefit. Exchange of apprentices is used as
an exanpl e.

- Cross-1 ndustry Rel ationshi ps:

Strategic alliances with other industries such as tourism
to pronote regional devel opment beyond the ability of any
single industry should be investigated.

- Ext er nal Assi st ance:

Conpani es should not be reluctant to make use of external

consul tant s/ support services with respect to Aborigina
I ssues.

- Mai nt ai n Monment um

The nmoment um generated by these workshops shoul d be
mai nt ai ned and utilized creatively.

10. SUMVARY

In these workshops it was recogni zed that the history of the m ning
i ndustry in Australia in grappling with issues traditionally in the
domai n of ant hropol ogi sts and soci ol ogi sts has been one of both
successes and failures. Yet, over the three decades of experiences,
progress has been made as conpani es have | earnt from each other and
learnt to listen to the Aboriginal comrunities.

No two Australian m ning operations are identical in the form of
their relationship with Aboriginal comunities, nor should they be,
as each Aboriginal community is unique in its needs and expectations.
Measur ement of direct enploynment in the mning industry as an

i ndi cation of the Ievel of harnmony with which a conpany co-exists
with the | ocal Aboriginal comunities was recognized as crude and

m sl eading. While the level of participation by Aboriginal people is
increasing in many conpani es, other conpani es have taken different
approaches to neeting the cultural and social needs of the people in
their vicinity.

For a copy of the conplete report or further information, please
cont act :

M. Jay Fredericks
Saskat chewan Energy and M nes
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SUMVARY OF A GUIDE TO ABORI G NAL EMPLOYMENT I N THE M NI NG | NDUSTRY,
AUSTRALI A

1. BACKGROUND

Thi s guide, prepared in Septenmber 1991 and reprinted in August 1992,
identifies inportant factors for the success of progranms to increase
t he enpl oynent of Aboriginal people in the mneral industry in
Australia as well as providing 5 case studies of individual conpany
prograns and experiences in various regions of Australia. The guide
was prepared jointly by The Chanber of M nes and Energy of Western
Australia Inc. and the Australian M ning Industry Council. The
authors report that there are 206, 104 peopl e of Aboriginal descent in
Australia with many of themliving in areas of active m ning and

expl oration. These people, with appropriate work skills and training
can make val uable contributions to the m ning industry workforce.

2. FACTORS EXAM NED

The Gui de exam nes a nunber of issues that are inportant for a
conpany to consider in designing or undertaking programs to increase
the | evels of participation by Aboriginal people in the conpany
wor kf orce. The authors of the Guide stress though, that this Cuide
is not intended as a recomendati on that such policies be adopted nor
is it a definitive procedures manual or blueprint guide to Aboriginal
enpl oynment progranms. Actual policies or prograns adopted by m ning
conpani es nust take into account their |ocation, enploynent trends,
availability of trained personnel, and rel evant social factors. The
factors exam ned in the guide are:

- benefits to conpanies;

- the nature of Aboriginal society;
- conpany gui del i nes;

- enpl oynment consi derations;

- support; and

- assessnment.

2.1 Benefits to Conpanies

Recogni zi ng that conpanies are profit oriented entities, rather than
soci al change agenci es, the conpani es nmust derive benefits from
prograns they initiate if the programis to be successful in the |ong
run. Specific benefits to conpanies introducing enpl oynment prograns
are:

- Community support: This is an inportant determ nant in
political decisions which can significantly inpact on mning's
future. There is growi ng expectation for conpanies to accept
sone social responsibility for the communities near their
operations. Prograns which benefit Aboriginal people not only
i mprove industry perceptions locally, they can have a nuch



br oader inpact as well.

- I ndustry initiative: By being pro-active in the devel opment of
prograns for Aboriginal people, industry can offset sonme of the
current trend for governnents to enact legislation for
di sadvantaged or mnority groups. This retains the initiative
for managenment to address the needs of conpani es and
i ndi vi dual s.

- Labour resource: Aboriginal people fromthe |local comunities
can forma stable and supportive | abour pool from which the
conpany can draw with little need for additional
infrastructure. Draw ng on | abour resources fromthe |ocal
area also plays an inportant role in devel oping better
relations with the I ocal community.

- Cross cultural benefits: Developing better relationships with
| ocal Aboriginal communities is inportant to future approval
processes for new devel opments. These processes now have
soci al inpact and Aboriginal heritage requirenents. As well,
Abori gi nal people enployed in the industry who achi eve greater
standi ng and | eadership in the wider community help to dispel
the stereotyped perceptions that exist between the two
cul tures.

2.2 The Nature of Aboriginal Society

The authors of this guide stress that Aboriginal people nmust be
treated as individuals. As with any other group in Australian

soci ety, they do not forma honpogeneous unit and, in fact, regional,
social and cultural variations make their culture considerably nore
di verse and conpl ex than many ot hers.

As a result of the different cultural and social pressures faced by
Abori gi nal people, their perceptions of priorities and obligations
can vary from other groups in Australian society. Careful thought
about existing practices and principles and their integration with

| ocal cultural characteristics can be inportant to the success of the
program

Ot her inportant factors in the success of progranms are taking tinme to
become famliar with the |ocal social structure and establishing good
wor ki ng relationships with |ocal comunity | eaders who can
significantly influence the outcome of the program

2.3 Conpany Guidelines

It is inperative to develop a clear conpany policy on enpl oynment
which reflects the conm tnment and phil osophy of senior managenent.
Furthernmore, the policy docunent nust be communicated at all |evels
of the conmpany and in a manner of nore than circulating a witten



document. The sane principles and processes should apply to
enpl oyment of Aborigi nal and non- Abori gi nal people to make the
process inclusive rather than excl usive.

Toget her with conmpany policy nmust also go responsibility. A senior
manager must be assigned responsibility for the programto establish
accountability and denonstrate conmpany conm tnment. This person

shoul
Abor i
Wit h,

2.4

d have an understanding of the cultural differences between
gi nal and non- Abori gi nal Australians and be able to enpathize
and bring about self-confidence in, Aboriginal enployees.

Enpl oynent Consi derati ons

The establishment of a successful enploynment programrequires a great

deal

of commtnment, time and effort. Sonme of the practical things a

conpany can do to establish a successful program i ncl ude:

Sel ection criteria and job specifications: The authors note
that while careful definition of job specifications and
selection criteria is conmon to any enploynent it is essential
for enpl oynent of Aboriginal people. They also report on the
successes of contract work which allows greater flexibility for
t he conpany and the comrunity which undertakes it.

Recruitment: To obtain sufficient nunbers of Aboriginal
applicants, the CGuide suggests conpanies nmay need to re-think
traditional recruitnment and advertising practices. Sone

possi bilities include:

direct liaison with community |eaders to identify and
encourage suitable people to apply;

advertise through Aboriginal nedia groups;

work with federal Aboriginal liaison enploynent officers
to identify and encourage suitable candidates; and

work with educational institutes to identify and
encour age suitable applicants.

Enmpl oyment skills: While, frequently, Aboriginal people |ack

t he enpl oynment skills or the confidence required for enploynment
in the mning industry, this is not true in all cases. A good
sel ection process can identify individuals with existing
skills, but, a pre-enploynent program can also be inpl enmented
to allow the devel opnent of these skills and confidence (on the
part of the enployer as well as the Aboriginal enployee). Pre-
enpl oynent prograns should be devel oped to all ow for
flexibility in terns of attendance and nunbers so that work
skills and the work ethic can devel op over tine. These
prograns can be operated internally by the conpany or



externally in cooperation with existing agenci es.

- | nduction: As nuch as possible, the Aboriginal enployee should
be included in the normal induction program for the conpany.
However, dependi ng on the background and experience of the
i ndi vi dual, specific programs could be considered to better
nmeet the particular needs of the individual. Aboriginal
enpl oyees from nmore traditional backgrounds may require
di fferent induction formats to ensure they know what is
expected of them Basically, this is no different than what is
consi dered a good enploynent practice generally, it just nmay
require additional thought as to its method of inplenmentation.

2.5 Support

The authors recognize that all enployees have support systens
available to themin the workplace in the form of managenent
structures, counselling activities, social functions and other
conpany prograns. Aboriginal enployees though, my need nore formal
and individualised support systenms at least in the initial period.
Support systens shoul d be designed to enhance self esteem and
confidence and are particularly inportant in the initial period of
enpl oyment when pressures on the individual are at their greatest.
Personal rapport is identified as playing a key role. Sonme exanpl es
of supports are indicated as:

- Supervisors: Supervisors play an inportant role in the
wor kpl ace and nust refl ect managenent's commitment to
Abori gi nal enployment. By providi ng encouragenent to
Abori gi nal enpl oyees the supervisor will also build their self
confidence and reduce turnover. Specific training of
supervisors in this area should be consi dered.

- Mentors: Devel opnment of a nmentoring program may all ow
Abori gi nal enpl oyees the opportunity to discuss hone, famly or
wor k problenms that could disrupt their work. This allows for
di scussions away fromtheir peer group in the workplace and for
the mentor to provide support to the new enpl oyee.

- Cross cultural skills workshops: These workshops can be
effective in building better relationships in the workplace.
The greatest successes are achi eved when they are conducted by
the | ocal Aboriginal community elders or people recognised by
them as able to communicate this know edge.

- Wor k arrangenments: Tailoring work arrangenents to suit
Aboriginal lifestyles should be considered. Possibilities
i nclude flexible work hours, job sharing, and two weeks on -
two weeks off work schedules to allow Aboriginal enployees to
participate in their cultural and social activities. It is
cautioned though, that work arrangenents and enpl oynent status



of Aboriginal enployees match that of non-Aborigi nal enpl oyees
so that resentnment over special treatnment does not result.

2.6 Assessnent

Any program nust be continually assessed to ensure it continues to
neet its objectives and to eval uate opportunities for inprovenent.

In sonme cases, it may even be necessary to term nate a programrather
than continue with one that creates false expectations. Sone of the
guestions that should be asked of the program on a regul ar basis

i ncl ude:

- To what extent is the program achieving its objectives?

- Are support mechani sns operating effectively and neeting needs?

- How i s the social environment changing? Can it be further
nmodi fied or positively built upon?

- Short term costs and benefits versus long termcosts and
benefits;

- Extent and reason for enployee turnover and common factors.

3. CASE STUDI ES OF ABORI Gl NAL EMPLOYMENT I N THE M NI NG | NDUSTRY

Case studies of Aboriginal enploynent prograns from mnes in various
regions of Australia are presented in the Guide. The m nes exam ned
are:

- Argyl e Di anond M ne

- BHP M nerals International, Cadjebut M ne
- Ranger Uranium Jabiru

- Groote Eylandt M ning Conpany Pty Ltd

- Comal co, Wi pa

3.1 Argyle Dianmond M ne

The Argyle Diamond Mne is located in far north Western Australia and
enpl oys 669 people, 585 of which commute to the mne on a two week on
- two week off work schedule. Argyle Dianond M ne enploys two full-
time staff to coordinate the Aboriginal enploynent program and

mai ntains a | ow worker to supervisor ratio in the prograns to allow
for individual counselling and support, as well as accurate
assessnent of each participant's skill level. It is felt that this

i ndi vidualized attention is one of the main reasons for the success
of the program The Aborigi nal people nove through 4 streans of

enpl oyment at the minesite from casual |abour to a part of the

per manent wor kf orce.



This training and devel opnent system has devel oped over tine from
1984 when the first Aboriginal people were enployed at the site as
casual | abourers. The casual work conponent of the programis seen
as a crucial conmponent as it allows the participants a chance to
establish a stable work history and to develop their skills.
Currently, 40 Aboriginal people are involved in the program



3.2 BHP Mnerals International, Cadjebut M ne

The Cadj ebut M ne, located in the Kinberleys, has approximtely 100
BHP enpl oyees and anot her 30 contractor enployees. It is a 500,000
tonne/ yr zinc-|ead underground m ne comm ssioned in 1987. One staff
menber is responsible for and dedicated to handling Aboriginal
matters. There is chronic unenploynment in the region around the m ne
with the population primarily Aboriginal people. There was a strong
desire for enploynent opportunities fromthe nearby communities at
the mne, but, it was recognized that many of the Aboriginal people
| acked the rel evant enpl oyment experience and had i nsufficient
educational skills. Through consultations with local comunities a
need for a pre-enploynent training programwas identified.

The training program was established with joint federal and state
fundi ng and with work experience provided at the m ne and BHFP' s
Pillera exploration canp. The program has run annually from 1987,
usually with 12 to 14 participants each year. Wth experience, the
course content has been nodified, but, there is a heavy enphasis on
upgradi ng basic nuneracy and literacy skills with other courses
providing instruction in a range of areas fromlife skills to

wor kpl ace health and safety issues. The work experience conponent of
the course lasts for approximtely two weeks. Successful graduates
are offered interviews as positions becone avail abl e and generally
begi n enpl oynent under the Training for Aboriginal Program (TAPs)
under which the federal governnment provides a wage subsidy.

Following this, the trainee is offered permanent enploynent. The
average | ength of enploynent at the mne for Aboriginal people is now
about the same as for other enployees and they are involved in many
areas of mne operations and exploration.

3.3 Ranger Uranium Jabiru

The Ranger Uranium M ne is located in the Northern Territory and has
actively supported Aborigi nal enploynent prograns over the past
decade.

In the early days of the m ne, mass recruitnment efforts of Aboriginal
peopl e as trai nees saw very high turnover and a great deal of wasted
time on the part of the Aboriginal people and the conpany. Since
that time the mne has learned that priority given to quality over
gquantity in Aboriginal training is beneficial to both the community
and the conpany.

Ranger Urani um does not recruit Aboriginal people into a pre-set
training program rather, it conducts a careful evaluation of the
skills and abilities of applicants and devel ops and nodifies training
prograns to suit the experience interests and aptitudes of the

trai nees enployed. The conpany feels that the ultimte success of
Abori gi nal enmpl oyment prograns depends on the ability of the conpany
to cater to the different social and cultural needs of Aboriginal



peopl e wi thout jeopardizing their position. Furthernore, flexibility
in nmeeting the perceived need and interests of the community are

i nportant to the success of prograns. For exanple, the Aboriginal
traditional owners at the m ne have favoured enploynent in areas
associated with |Iand managenment. |In response, the conpany offers the
hi ghest diversity of training in the environnmental managenment field,
this being the section of highest Aboriginal enploynent.

3.4 Goote Eylandt M ning Conpany Pty Ltd ( GEMCO)

GEMCO, a wholly owned subsidiary of BHP, has operated an open cut
manganese m ne on Groote Eyl andt since 1966. Prior to mning an
agreenent was signed between the conmpany and the Church M ssionary
Society in recognition of the need to provide training and enpl oynent
opportunities for Aboriginal people. Mre than 380 Aborigi nal people
have been enpl oyed at the m ne, sone for nmore than 10 years. [In the
early seventies though, the need for nore structured training was
recogni zed and this led to the formation of the mne plant training
scheme using dedicated Plant Training O ficers. Follow ng training,
Abori gi nal people were enployed as qualified operators.

Somewhat |ater in the seventies a work experience and |ink training
for young Aboriginal post-primary students comrenced with assistance
fromthe Departnent of Education. This program provided a m xture of
direct work experience and classroomtime and hel ped enhance the

rel evance of education to work for the participants.

In 1990, GEMCO formally reviewed its policy on Aboriginal enploynent
and expanded it to include a w de range of educational, business and
community devel opnment initiatives which will be progressively

i npl emented. One specific action taken was the formation of an
Abori gi nal Enpl oynent Comm ttee conprised of 5 senior nmanagers in
consultation with community | eaders, responsible for Aboriginal

enpl oynment matters (including contract operations and casual work).

3.5 Conal co, Weipa

Comal co M neral Products produces bauxite and kaolin fromits m nes
on Cape York in Queensland and has enpl oyed Aboriginal people inits
operations for over 30 years. During that period, governnent
policies have evolved frompaternalistic assimlation to self-
managenent initiatives. In response to the evolution of community
requi renents, Comal co has devel oped principles which govern its
relationship with the [ocal Aboriginal community:

- accept that Aboriginal people nust determ ne their own future
and that |ifestyles and work practices will change over tine;

- strengthen cross-cultural relationships through regular |iaison
by managenent and staff enployed in cross-cultural devel opnment
prograns;



- recogni ze the inportance of youth training progranmns;
- under stand the inportance of the Aboriginal culture base;

- of fer enploynent to as nmany Aborigi nal people as can be
absorbed into the workforce providing they have appropriate
skills; and

- mai ntain a fl exi ble approach to re-enmpl oynent of Aboriginal
people in recognition that they may only wish to work for
limted periods.

It is stressed though, that these principles should not be seen as
prescriptive as the success of any conpany will depend nore on the
ability of the organization and its enployees to interact sensitively
with the Aboriginal community. Comalco has 8 full-time staff working
with community devel opnent projects in the |ocal Aboriginal

comruni ty.

Some of the prograns operated at or in association with the nines
are:

- The Aboriginal training scheme for heavy earthnovi ng
equi prment ;

- Contract work; and

- Wei pa Aboriginal Society - useful skills training.

In setting up and running a training centre Comal co has identified a
series of principles:

- put aside prejudice;

- under st and t he cont ext;

- gai n backing fromcommunity council and peopl e;

- ensure other bodies are not opposed;

- recogni ze the role of the trainers acting on the threshold
bet ween the two cul tures;

- build fromindividual needs;

- devel op useful skills;

- not solely work oriented;

- work is real;

- trai nees determ ne pace and type of work;

- ensure ground rules are kept;

- ensure positive feedback to the group;

- have sensitive progress neasures; and

- consult trainees.

Comal co indicates a devel oping relationship of nutual trust and
common goals with the Napranum community. Comal co does not try to
influence the directions of the comunity but responds to specific
requests for assistance, criticisns, and involvenent fromthe Counci
and community residents.



For a copy of the conplete report or further information, please

contact:

M. Jay Fredericks

Saskat chewan Energy and M nes

1914 Ham I ton Street

Regi na, Saskat chewan Tel :
S4P 4V4 Fax:

or:

M. Geoffery Ewi ng, Assistant Director
Australian M ning Industry Counci

Box 363

Di ckson, Australian Capital Tel :
2602 Australia Fax:

(306) 787-3377
(306) 787-2333

61 6 279 3600
61 6 279 3699
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