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Ms. Heather McNaughton, Chair

British Columbia Human Rights Tribunal
1170 — 605 Robson Street

Vancouver BC V6B 5J3

Re: College of New Caledonia — Section 42 — Special Program

Dear Ms. McNaughton:

Attached is a modified application from the College of New Caledonia to implement a
Special Program to designate specific College positions requiring Aboriginal heritage.

The parties signatory to this letter are in full support of this application and look forward to
the Tribunal's positive response.

For further information regarding this application, please contact either:

Marlene Erickson

Aboriginal Student Services Manager and Senior Policy Advisory on Aboriginal
Education Services

Erickson@cnc.bc.ca

250.561-5848 local 5460

~ Catherine Wishart
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wishart@cnc.bc.ca
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COLLEGE OF NEW CALEDONIA
Application for Special Program to Hire Aboriginal Employees
(Section 42 Human Rights Code)
November 25, 2009

With minor revisions on page 3 — Nov 27/09

I Nature of the Sponsoring Organization

Overview of the College of New Caledonia

The College of New Caledonia (CNC) has legislated, regional responsibility
for post-secondary education throughout the central interior region of British
Columbia. The College region reaches from Granisle in the west to
Valemount in the east, north to Tsay Keh and Kwadacha, and south to
Nazko/Kluskus and Alexandria. The College maintains permanent
campuses in Prince George, Quesnel, Mackenzie, Vanderhoof, Fort St
James, and Burns Lake, and an office in Valemount. In all, CNC serves one
of the largest geographic post-secondary regions in BC, spanning 117,500
square kilometers with a population of approximately 145,000.

The College of New Caledonia has been an institution of first choice for
students of BC’s Central Interior since 1969. It is chosen each year by more
than 5,000 students from all over BC, Canada, and the world. Another 7,000
students annually take continuing education courses with the College.
Dedicated to the pursuit of excellence in education, and to the provision of an
intellectually challenging environment, CNC offers a wide range of access,
technical, career-vocational, and university-credit programs.

The original purpose of the College, in the early 1960s, was as a vocational
school for adults, meeting the growing industry needs in the region. Two key
commitments continue to be accessibility and responsiveness to the needs of
the communities it serves. One of the College's key mandates is to ensure
the provision of courses and programs that will help train and educate
tomorrow's workforce. College staff work very closely with communities,
industry representatives and Aboriginal communities and organizations to
develop programs and meet employers’ needs.

CNC has a long history of working to meet the needs of Aboriginal
community as evidenced by the College's Aboriginal Advisory Committees
and the establishment of many programs and services identified by the
Aboriginal communities in the region. CNC lead the province in many areas
including the establishment of an internationally recognized Fetal Alcohol
Spectrum Disorder program, a partnership with the Carrier Sekani Tribal
Council which provided all First Nations Education Support Services at the
Prince George campus, and two First Nations Studies courses which were
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unique in the province because they brought elders into the classroom to
teach the oral history and worldview of their respective communities.

The Prince George campus is located in an urban area which serves a
diverse Aboriginal community which includes students from many First
Nations and a significant Métis population; Quesnel also has a significant
Métis population. The regional campuses are more focused to the
Indigenous populations within their catchment areas; these include the
Dakelh-ne or Yinka Dene, the Tse khene and the Tsil quotin peoples. The
Lakes District (Burns Lake, BC) campus, for example, serves six bands and
students from these bands make up approximately sixty percent of the
student population. Overall, CNC serves 22 First Nations communities.

The Aboriginal (Indian, Métis and Inuit) student population at CNC represents
an increasingly significant demographic. In comparison to the overall decline
in enrolments at CNC, from 2002/03 to 2006/07 the Aboriginal student
population increased from 396 to 585'. In 2007 there were 585 self-declared
Aboriginal students registered in virtually every program section, making
Aboriginal students 13 percent of the total student population.

In 2007 the Ministry of Advanced Education and Labour Development
(ALMD), in the spirit of the New Relationship Agreement, announced the
Aboriginal Post-Secondary Education Strategy and Action Plan (Appendix 1)
with the goal of closing the socioeconomic gap between Aboriginal and non-
Aboriginal British Columbians®. To achieve this goal, ALMD outlined the
following objectives:

 Increase the access, retention, completion and transition opportunities
for Aboriginal learners

 Increase the receptivity and relevance of post-secondary institutions
and programs for Aboriginal learners

e Strengthen partnerships and collaboration in Aboriginal post-
secondary education (p. 2).

The College of New Caledonia was one of eleven successful institutions to
receive Aboriginal Service Plan (ASP) funding to develop and implement a
comprehensive three year plan for Aboriginal education. The ASP funds
were awarded based on several criteria which included: evidence of
meaningful engagement with Aboriginal communities, existing inventory of
programs and services for Aboriginal students and communities, and a
commitment to a shared role with Aboriginal communities in the development
and implementation of the Aboriginal Service Plan.

' College of New Caledonia. “Program Head Count Report - Academic Years 2002/2003 to
2006/2007.”
http://newweb.cnc.be.ca/_shared/assets/2007_aborig_stu_report] 1424.pdf

* Ministry of Advanced Education. http://www.aved.gov.bc.ca/aboriginal/documents/strategy.pdf
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The ASP funds have allowed CNC to work with Aboriginal Advisories and
partners to develop three year strategic plans for Aboriginal education at
each campus. Together they identified priorities in the areas of programs,
services and relationships. CNC is working to implement these
recommendations, including hiring staff to provide supports to Aboriginal
students, in teaching positions and in administrative positions to work on
Aboriginal policy, program development and on strengthening partnerships
with Aboriginal communities. In Prince George the Aboriginal organizations
and people consulted consistently requested Aboriginal employment equity;
therefore it is prioritized in the Prince George campus’s Three Year
Aboriginal Services Plan. (See Appendix Il)

We wish to respond positively to the direction that we have received from our
Aboriginal communities. CNC is putting forward this application in order to
enable compliance with the ALMD objectives stated above. We are seeking a
Special Program Human Rights approval at CNC as the first phase of a three
phase plan leading to employment equity.

The College is committed to achieving employment numbers that will reflect
the diversity of our communities, to strengthen partnerships and to provide
Aboriginal employees who will role model success to Aboriginal learners.

The College agrees that existing or new positions in this Special Program
covered by the CUPE or Faculty Association of CNC collective agreements
will continue to be covered by those collective agreements.

I Accountability and Monitoring

The Human Resources Department at CNC and the Senior Policy Advisor on
Aboriginal Education will be responsible for the implementation of the Human
Rights Special Program and its monitoring. The Department will provide an
annual report to the Aboriginal Advisory Committees at each CNC campus
and to CUPE and the Faculty Association of CNC. The measures outlined
below are indicative of relevant measures for the progress and success of
the initiative, and will be finalized through consultation with the Aboriginal
Advisory Committees and unions upon approval of the Application.

CNC agrees to establish a joint committee consisting of CNC, the Faculty
Association of the College of New Caledonia (FACNC), and
CUPE/Operational Staff to consult on the implementation of the Special
Program and to assist in achieving its objectives.

Student Measurements
e Increase in Aboriginal learners accessing a credential program, as
measured by enrolliment of Aboriginal learners (self-identified) in
credential programs

Page 3 of 27



* Increase in Aboriginal learners’ satisfaction with CNC offerings
(credential and Continuing Education programs), as measured by
overall enrollment of Aboriginal learners (self-identified)

* Increase in receptivity and relevance of CNC programming for
Aboriginal learners (self-identified), as measured by transition rates
from high school

e Increase in credentials achieved by Aboriginal learners (self-
identified), as measured by the number of credentials awarded to
Aboriginal learners

Staffing Measurements

e Number and type of positions posted under the Special Program

e Number and type of positions filled successfully under the Special
Program

e Increase in number of Aboriginal applicants (self-identified) seeking
employment at CNC

e Number of Aboriginal employees (self-identified) hired into non-
Special Program positions at CNC

General Measurements to be Developed:

e Enhancement of Aboriginal language and culture programming, as
measured by the number of course and program offerings with an
Aboriginal language and culture component

e Strengthening of partnerships with Aboriginal communities and
organizations, as measured by the number of partnership agreements
of various types.

e Culture that values and supports diversity, engenders social
responsibility, that is sensitive to ethical issues and receptive to new
ideas and critical enquiry, and that supports the College's role as an
international institution

e CNC's recognition of the linguistic and cultural assets in the region as
a valuable resource and promotion of this resource to maximize the
development of the region

» Provision of information about the Special Program so that existing
employees understand the process and that Aboriginal employees are
provided a welcoming environment to work in

In addition to annual summary reporting as outlined above, the College will
provide the unions with as much notice as possible as Special program
positions are identified. At a minimum, 10 working days' notice will be
provided prior to a position being filled.

M. Identification of Disadvantaged Individuals/Groups

An Aboriginal person is identified in accordance to the Constitution Act of
1982, Part Il, Section 35(2), as "the Indian, Inuit and Métis peoples of
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Canada" and will also include Non Status Indians. Canada's Aboriginal
population is distinct and diverse. "First Nation" is the generally preferred
term for Indian peoples of Canada. The term "Indian" is still used where
referring to legislation or government statistics.

Students

Aboriginal students do not succeed at the same levels as non-Aboriginal
students; research demonstrates the following®;

* The Aboriginal population is growing at a faster pace than the non-
Aboriginal population.

* The number of Aboriginal students enrolled in public post-secondary
institutions is gradually increasing.

» Over the past six years, the percentage of Aboriginal students receiving a
British Columbia Certificate of Graduation from a public school has
increased.

* Despite these improvements, 4 out of 10 Aboriginal people in British
Columbia complete post-secondary education compared to 6 out of 10
non-Aboriginal students.

* A non-Aboriginal person is five times more likely to have a university degree
than an Aboriginal person living on reserve and almost three times more
likely than an Aboriginal person living off reserve.

* British Columbia’s off-reserve Aboriginal labour force faces high
unemployment; nearly three times that of the non-aboriginal population.

* When employment rates are compared between Aboriginal and non-
Aboriginal people who have the same levels of education, differences in
labour market outcomes largely disappear (p. 2):

The importance of role modeling is critical to student success, and role
models exist in every culture®. All students need mentors to model success
to them, and Aboriginal students who come from an already disadvantaged
background are especially in need of positive role models who can
encourage and motivate them to succeed.

Employees

CNC conducted comprehensive consultations with Aboriginal communities in
2007 as part of developing the three year Aboriginal Service Plan. Almost
every focus group identified hiring Aboriginal employees as a priority.

As of September 30, 2008 CNC had 582 full and part-time employees:

* Ministry of Advanced Education British Columbia. “Aboriginal Post-Secondary Education Strategy
and Action Plan.” http:ﬂwwwaved.gov.bc,car’abm‘igina!r’documentsx’slralegy,pdf"
* “Benefits of Role Models.” http://'www.curiosoft.com/news/benefits-of-role-models-for-kids.htm
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Operational Staff 271  (Canadian Union of Public Employees)
Faculty 268  (Faculty Association of CNC)
Administrators 43 (exempt)

Although currently CNC does not gather data on Aboriginal ancestry, we
have employees who have self-identified as Aboriginal. Thus, we can say
anecdotally that CNC’s Prince George campus has four Aboriginal
employees with only one working outside the First Nations Education
Support Services Centre; two are part-time. The Burns Lake, Fort St James
and Nechako campuses have ten part-time and full-time Aboriginal
employees; the Mackenzie campus has three Aboriginal employees: the
Quesnel campus and Valemount office have none. Most of these positions
are casual, part-time or term positions. Thus, Aboriginal employees
represent 2.5% of all employees. In all, Aboriginal role models are lacking at
CNC.

V. Benefit of the Program

The Human Rights Special Program approval will benefit Aboriginal students
and communities for the following reasons:

e It will enable the College to establish Aboriginal ancestry as a
qualification for identified positions.

e It will provide a greater number of Aboriginal role models on campus
for Aboriginal students; this is an advantage for all learners at CNC,
not only Aboriginal learners.

» It will open doors for Aboriginal applicants. Though CNC welcomes
applications from all populations, community consultations show that
there is a perception that the system is closed.

It will provide higher levels of employment for local Aboriginal
communities.

e It will provide much needed encouragement to Aboriginal students that
there are career opportunities available to them upon graduation,
thereby increasing the retention rates of Aboriginal students at CNC.

e It will strengthen CNC's relationships with Aboriginal communities and
partner groups by illustrating we are committed to meeting their needs
as outlined in the community consultations of 2007 .

CNC has provided letters of support for this application from its Aboriginal
partners. These are attached in Appendix III.
V. Goals, Timetables and Anticipated Results

The College of New Caledonia’s goal is to create an inclusive work
environment that acknowledges the unique experiences and knowledge of
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Aboriginal and other peoples. In the longer term CNC will strive to achieve
employee numbers that are representative of the Aboriginal populations in
our region.

Under the Special Program, positions in the following categories may be
considered for restrictive and/or preferential hiring qualifications:
a. Employees providing direct operational, instructional or
administrative service to primarily Aboriginal students (ie
Aboriginal Academic Advisor, Aboriginal Liaison, Senior Policy
Advisor/Manager of Aboriginal Services)
b. Employees instructing courses whose content is primarily
Aboriginal (ie Aboriginal Studies courses, Aboriginal Early
Childhood Education, College & Career Preparation — Lheidli
Project)
c. Employees offering services and/or programs funded through
Aboriginal-specific funding initiatives

It is the objective of the College to have approximately 50 Aboriginal
individuals employed in various operational, faculty and administrative
positions as outlined above over the five year period. The majority of these
positions will be part-time, seasonal, sessional, fixed term or casual in
nature.

Of these approximately 50 positions and as of mid-November 2009, the
College has identified 30 existing positions relevant to a, b or c above. One
is an administrative position, while 25 are operational, and six are faculty.
This leaves approximately 20 positions to be filled to reach an on-going
balance of approximately 50 Aboriginal employees in positions, of which
approximately nine may be operational staff and 10 faculty.

Aboriginal heritage as a bona fide qualification for specific positions will not
impact provisions of the CUPE or FACNC collective agreements including
with respect to seniority, accumulation of work, layoff and bumping.

Some positions will be restricted to Aboriginal applicants. To respect the
often tight timeframes for hiring to meet community needs, the College
anticipates use of the following language in Special Program postings where
consideration of non-Aboriginal applicants may occur:

“This position requires a person of Aboriginal heritage, who also
meets all other necessary qualifications. Should a qualified Aboriginal
person not be available for the position, the College will consider non-
Aboriginal applicants with the other necessary qualifications.”

The College acknowledges that the implementation of this Special Program

and the recognition and identification of Aboriginal heritage as a valid
position qualification may result in some current employees being unable to
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access additional work for which they may no longer be considered fully
qualified. Implementation of this Special Program will not result in the loss of
work for individuals in existing positions, pending the continuation of that
work as part of the College’s strategic direction and/or funding availability.

VI. Duration

We wish to have the Special Program approval in place for five years in order
to develop an effective Recruitment and Retention Strategy for hiring
Aboriginal peoples. This time period is important to success because there
are so many departments which have never had Aboriginal employees; as
well, recruitment is made more challenging vis a vis the lack of Aboriginal
post-secondary graduates to recruit.

During these five years the College will also seek consultation and
discussion with Aboriginal and union stakeholders to move towards
employment equity.

VIl.  Eligibility Criteria

The candidates for positions covered by this Application will be able to
provide written proof of Aboriginal ancestry through a nationally or
provincially recognized Aboriginal organization. All candidates must fall under
the description of Aboriginal as defined in Constitution Act of 1982, Part I,
Section 35(2), as "the Indian, Inuit and Métis peoples of Canada", or be
identifiable as Non Status Indians. Furthermore, the College of New
Caledonia reserves the right to request a letter from the First Nation verifying
Aboriginal ancestry from those who present status cards issued under the
Indian Act’.

In addition, the College of New Caledonia may use the services of some of
its Aboriginal partners (e.g. Métis Nation of BC, Prince George Friendship
Centre, Lheidli tenneh First Nation and other First Nations communities in the
region) to verify Aboriginal status or ancestry.

VIIIl. Identification of Third Party Interests

Presently at the College of New Caledonia all matters regarding Aboriginal
education have been entrusted to the direction of Aboriginal Advisory
Committees at each campus. It is the belief of these Committees that positive
Aboriginal role models are needed at each campus.

® Before 1985, non-Aboriginal women who married status Indian men were registered under the
Indian Aect as status Indians and issued status cards.
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The following Aboriginal First Nations and Aboriginal groups are represented
on the College of New Caledonia’s Advisory Committees and/or Aboriginal
Advisory Committees, or are partner group(s):

Burns Lake Advisory Committee (Aboriginal members)

Ryan Tibbetts Dianne Wright

Ts'il Kaz Koh Burns Lake Native Dev. Corp
Patricia Prince Chief Betty Patrick

Nee Tahi Buhn Band Lake Babine First Nation
Chief Dwayne Prince Chief Ruby William

Skin Tyee Nation Wet'suwet’en First Nation
Mavis Benson Linda Johnnie

Cheslatta Carrier Nation Lake Babine Nation

Mackenzie campus

The Mackenzie campus has been dealing with the devastating downturn in
their economy. So many people have been moving away that they have been
forced to restructure all their Advisory Committees.

Mackenzie does not have Advisory members from the communities of Tsay
Keh Dene or Kwadacha due to their remoteness; however they work closely
with these communities to provide programs and services. Mackenzie works
within First Nations community protocols and our consultation process is
extensive.

In the case of the Aboriginal Service Plan, Mackenzie campus involved the
Chiefs, band Education Coordinators, band councilors, Aboriginal educators
and elders who live in Kwadacha (Fort Ware) and Tsay Keh (Ingenika).
MacLeod Lake Indian band (MLIB) is represented on the Advisory by Jodie
Ware, Education Director.

Quesnel Aboriginal Advisory Committee

Curtis Cunningham Crystal Lulua

Native Friendship Centre CCATEC

Laurell Crocker Blanca Schorcht

Nazko Gov't Band Office University Northern BC (South)

Holly Toews Susie McNeney

Principal Ab Education, SD 28 Quesnel and District Museum
& Archives
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Rhonda LaBelle

Cariboo Chilcotin Aboriginal
Training and Education
Council (CCATEC)

Lorna Townsend
Quesnel and District Museum
& Archives

Nechako campus (includes Vanderhoof, Fort St. James)

Advisory Committee (Vanderhoof, Fort St James)

Peggy Forbes
Nak'azdli First Nation

Chief Colleen Erickson
Saik'uz First Nation

Calvin Demarais (Chair)

School District No. 91
Phone 250-567-2284

Aboriginal Services Plan Steering Committee Nechako

Sally Joseph
Yekooche First Nation

Sharlene Prince
Tlazt'en First Nation

Allan Howell
New Caledonia Métis

Jason Morgan
Carrier Sekani Tribal Council

Carl Martin
Nak'azdli First Nation

Robert Luggi Jr
Stellat'en First Nation

George George Sr
Nad’leh Whut'en
Services

Karin Hunt

Loretta Moise
Nak’azdli First Nation

Ann Abraham
Takla First Nation

Doreen Spence
Metis Nation BC

Fabian Sparvier
Saik'uz First Nation

Priscilla Mueller
Saik’'uz First Nation

Trevor Louie

Stellat’'en First Nation

Megan Hunt
Carrier Sekani Family

Prince George Nechako Aboriginal Employment & Training Association
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Prince George Aboriginal Advisory Committee

Doreen Spence Zandra Wycotte
Metis Nation BC Consultant

Sharon Bird Deena Poole

Carrier Sekani Tribal Council Tsay Keh Dene

Toni Carlton Ben Berland
University of Northern Aboriginal Liasion,
British Columbia School District 57
Ray Gerow (Chair) Barb Ward-Burkitt
Prince George Aboriginal Business Prince George Native
Development Association Friendship Centre

Phone 250-562-6325

Rena Zatorski Regina Toth
Lheidli Tenneh First Nation Lheidli Tenneh First
Nation
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Unions at the College of New Caledonia

Two unions are represented at the College of New Caledonia: Canadian
Union of Public Employees (CUPE) and the Faculty Association.

The College has discussed this Application request with each of the unions,
and has provided them with this document, inviting feedback. We
understand the Human Rights Tribunal may also invite input from the unions.

The following unions represent the interests of CNC employees:

CUPE

College of New Caledonia Operational Staff
President: Lily Bachand

2-253

3330-22" Ave. Prince George, BC V2N 1P8
P:250-561-5848

Faculty Association of the College of New Caledonia
3477 - 15th Avenue

Prince George, BC V2N 3Z3

President: Jan Mastromatteo

Phone: 250-564-7880
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Appendix |
Ministry of Advanced Education

Aboriginal Post-Secondary Education Strategy and Action Plan
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&% BRITISH
‘“ COLUMBIA

Ehe Best Moce oo Exrh

Aboriginal Post-Secondary Education
Strategy and Action Plan

Suategic Context

Tte Government of British Coumbia is forging a new govemment-to-government relationship with
Aborizingl peoplz bzsed on reconcliation, recognition and respect. This New Relationship wil
reshape ont socizl and economic l-andscape anxd cteate a2 morz inchisive and prosperons fumice for all
Bdtish Colnmbians. A kev piece of the New R.eizﬂen&%zip is the engagement of Aboﬁgmal peoplz

and comumuaties in the plmuﬁz:g of zocial and economic Poiic_r and proprame that chape their lives
and choices.

In November 2005 the Province, the Federal Government, and the Leadership Conncil Lepreenting
the Fizst Nations of Britsh Colambia fignad the Transformative Clange Accord to: close the sccial
and econeniie cap between Firet Nations and othsr Editizh C ohwmbians, reconecile Abo.r_ig:'zml ciphite
and title with those of the Crown. and establish 2 new telationship based npon mual respect and

recoguiticn.

A new sliaed pads will provide vppoLlanily for usbtstons end conmmaites 9 come topethier s
pastners and actively engags i the transfozmative change of Aboriginal post-secordary education.
It calls for a new foens on opportuaities for the futues and 2 commitment to collaborstion and
change.

TLe Abonigiiml Post-seconbiey educulion stralepry will [alG1 e post-secomdiay cotuponenl of Ux
Transformatire Change Accord As pact of this partneschip. key Abogizinal group:, theough the BC
Aborizinal Post-Secondary Education and Trainivg (MOU) Partmers, provide advice aad direction te
enhance cooudination of inidatives. Abogiginal organizations and comnminities work collaboratively
with puble post secondary instittions in developing and implementing Aboriginal Secvice Plans
and Abodgina Soecial T'cojects initiatives. Representatives from Abi:rf.%ghul greups participate in
worling eronps snd policy tables (¢.g., performance indicatozs). In addtion specific acconntsbilities
wil be ageed npon with Aborisinal comnmnities participating in capacity building initiatives, and
pavate Aborizing] institations engaged in affilaticn agreements.

Succcsa of the Abogeina Poat Sccond:u.jr :Etmtcg_r and Action Plan will be monitored as followa:

s .-E.':}od:_;mxl ehident enrclment and peccentage of overall ttudent enuollment in poszt
secondary education:

® Highest lovel of education attained and aumber of credentials issued to Aboriginal strdents
on an annnal basis; and.

® Agange of parfermance indicators will be develosed in collzboraticn with the NOU
Parlners, wleels mcludes L.U}' ALIU].Eg:hm] Orrdzalion: and guvelnnpenls, televard Misss (iey
public and povate post secondasy nstitition tepracentatves and the federsl goTeniment.

Vision: Aboriginal post-secondary education outcomes are comparable to those of
nan-Aboriginal leamers, and that public institutions and Abonginal erganizatons and
istitutdons play approprisee toles and are suppuited Ly the counbined resuwcees of e
federal and provincial gavermmenrs

Application for Special Program to Hire Aboriginal Employees
College of New Caledonia
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Goal 1: Close the educational gap for Aboriginal leamners,

Objecives:
® Increase the access, retention, completion and teznsitions opportties for Aboriginal
leamers.
* Increase the receptivity and relevance of post-secondary instimtions and Frogiams for
Aboﬁgi_-mi laarners,

¢  Strengthen partnerships and colliboration in Aboriginal post-seccndary edncation.

Goal 2 Effective and accountable programs and services implementation and deliverr.

Objeciives:

=  Eneice effective meisneament aad progres: monitosng.

Buckground:
Demographic trends/ research:
® The :U:n:lcig':ml popnlation iz gmwing ata Faster pace than the 11-::11-17:0:;-}.5&11511901:1113':_-0::.

®  The number of Abacigﬁml students 2nrcclled in public post-secondacy institntions is gadzu]l}*

ncrea 5&1@.

® Ovzr the past six vears, the percentage of Aboriginal students recerving a Britsh Columbia
Cetificate of Graduation from 2 public school has increased.

® Despite these improvements, 4 out of 10 Abouginal people in British Columbia complete
post-secondary edzaticn compared to € ont of 10 non-zboriginagl strdents.

e 4 zon-abodiginal person is five time: mne likelj;' to havean ﬂivexsit};" degres than an ..-lbmigixml

pecon living on resecve and almost thres times more Likely than an Abocginal person living off
feserve

® Batish Colnmbia’s off-teserve Aborginzl labour force faces high noemiployment; neady three
times that of ths non-aboriginal population.

& When emplovient rates are compated betwzen .-‘.l.bq:i.gi;.l.:al and non :Lboxjgi.ml people who have
the same levels of educztion, differences in libonr market ontcomes laggely disappear.

Consultation to dats:

¢ Febmay 2004 — Fist Annual Forum Regarding Aberiginal Fost-Secondary Education and
Lraiming.

(S
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*  DMlarch 2005 — Second Anaval Forim ngm-:ﬁng J!.bax’.:gma! PU:]’E-SCCQ&&RI? Education and
Tramning.

® Review of Aboriginal PmrﬂSaccmdm}- Edncation Programs, Services and Strategies & Review of
Abogginil Special Projects Fuading (2005).

® 2006 — Taird Annual Aboriginal POEI—SECDI]C!RI}-‘ Edcation Fon im—Noving Aboriginal
Poat-‘i'-econdary Eduzation Formward, Der'elcping a Steategy.

Whatwe've heard:

Thrangh this eonsaltation, partnars identified that Aboriginal learnars face m ajnr challenges that
influence their decision to participats, persist and complete post-secondacy edication.

Biuriers include;

«  Low Student Transitons: A significant pecceatage of the Akoriginal population does not
complete high schocl and manywho do complete high school ack the necessacy prerequisites
[or uiavetsily-back mud vocatiord Lty voues ;’P.Lq_-;zmm_

+  Appiopriate Aboriginal Programming: These ase insnfEcient programs and concses at
post-seccndary institntions that ace developed for Aborginal learners cr that iicoporate
aborznd worldyview in feaclany predapcaes or curticulan, There s 1 ueed Lo Ltz
resonrces and programs to snpport the preservation of Fies- N:tioss langmages.

« Smdent Service Gaps: There zre considerable gaps i culnueally appropgiaite secvices for
Abogginal peat-secandary leaers, which invcmciy correlate to Aboriginal paricipation,
retention and overall sneccess.

« Aborginal Invelvement in Decision Maldng: There is 2 need to increase Aboiiginal
irvolrement in institational wnd eduzational P]aan.b:g and dcci-:icm-mnjingpsozcsa

+  Appiopriate Role Models: Post-secondary institutions ace pamadly comprisad of
non-Abonginal facuity and statt, many of waom have a linuted naderstanding of Aboaginal
fazeds.

» Discrimmation: Sccial enlnaral and racial disertmination continnes to petsistin the education
system resultng :n teelings of abenason and excinsion for Abozgral learnzrs.

« Geographical Barriers: Abogiginal people in niral and remote communities have ideatified the
nzed to access education in their comnmnities and not leave for extended peciods of study.

- Need for Increzsed Parmership/Cocrdination Between Public Post Secondary
Institutions, Privatz Aboriginal instituticns, Aboriginal Cemmunites, Industry and
Other Organizatons: Success in Abozigiral postsecondzry education is greztly mflrenced by
the role that Abcrigital commmuities and organizatons plar in the tansiicning and bddging of
siidents sato puhlic sost-secondacy nstititions and the workferes. Cellaboration between
Abogngina institutions, commmnities and prblic post-secondary institution: and mdnstry will
enhance opportinities for stadent success.

Application for Special Program to Hire Abariginal Employees
College of New Caledonia

16



= Need for Enhanced Data Collection and Tracking: A major challenge in tecs of rasearch
in the field of .A.':\-:.\ﬁglual ednecation 5 the lack of datz on Abodgiaal ancestey and post-secondary
parteipation.

»  Limired Student Financizl Assistance: Thegs is insnfficient funding for Abaoriging]
post-secondary edncational suppoct. This lack of fnn:i.i.ng iz iuc:easingw.‘y hecamiug a bazrier to
Abonigﬁml stadent pacticipation,

The :"Lbozigin:-.l community and poct eecondary systen: ars mnl:i:}g rreat strdee i inc:eaaiug accese
and sueces: For Abcripinal learners. A rumber of initiatives ace underway governmant,
commmuaities, and instinitons across the peotace to efectively address these hacriers. Ex.unplea of
theze accomplichment: inclide:

*  Since 2001, the Ministry of Advanced Education has fuaded 150 projects nader the
Aboriging Special DPioject: Fund. More shan 3400 Abodginal learaers benefited from this
prozram.

® Accordirg © the 2005 Jothen review. British Columbia’s public post-secondary
wslilutions key accenplistnnert s include,
- 20 nstituticns employ ar least one Aborigmal Education Coordinator wiho
provides support services 1o Aboriginal learners,
- 25 instinutions have Aboriginal Advisory Connedls, which provide a link to
Aboriginal comnrnities.
- Ons-third of post-secondary institvtions have Aborizinal fepresantation on
instintional govemance bodizss.
- 23 institions have programs speciﬂcaﬂ:-: designed for Aboriginal stadents.
- Il public post-secondary instiidons have collaborated and entered into
pacnerships and /or athliahon azreements with Aboagna commukutes and
organizatiors, which reflect Abcdgind education and training priosities.

¢ 40 private Aboriginal education :nstitutes in British Columbiz offer pieparatory or pre-
1equisite conrszes for post-secondary edncation or pcs&t-secmdary education progans.

® First Natons Education Steedng Committes (FNESC) continnes to develop aad imolement
strategies to inprove success for Abodginal post-secondary learners in British Celumbia,

® InMacch 2005 a landmark Abosiginal Post-Secondary and Education and Traini
Memarandum of Undesstznding (MOU involving key Aborigiral orsanizations.
British Colnmkia’s post-secondary nstitutions, the federal govemnment, ind FNESCwas
establizhed to facilitate discnission abont edveation mattecs,

T'c build on icitistives Anderwray aad enhacce ontecmes, the Ministey of Advanced Education
(AVLD! has devzloped a comprehensive srategr to easuce Aborizinal edvcation ontcomes ace
comparzble to those of non-Abodginal learners, and that public lestimtons aad Aboriginal
orrmrizstons ad nsGutons Plity appuopiie 1oles ard we suppurted by e cornlined 1esouces
of the faderal and provincial governments.
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STRATEGIES and ACTIONS

Increase access, retention, and success for Aboriginal leamers through implementation of
Aboriginal Service Plans

I the New Relatio::tship era_ institations and commuinities should engace one another to establish
an agenda for Aboripinal post-secondary action. Aboriginal communities should have a role in
shaping programs and services that address the ac ademic, social. emotional. and culhiral nesds of
learners.

Strategy and Actions:

The Ministry will implement Aboriginal Service Plans. An Aboriginal Service Plan is a three-year
staategic plan developed by a commuaity and instittion that outlines goals for the regional
Aboriginal leacners in tecms of access, participation, and success and antlines specific actions to be
implemented to meet these goals. Actioas may include the development or enhancement of
programs, student support services, cutreach actimities. partniership agreements, alternative program
delivery models, etc.  Government will provide funding to support the development and
implementation of Abogiginal Service Plans.

Institutions and commmnities can build on stccesses to:

* Increase the access, retention. completion and transitions opportunities for Aborginal
leamers.

=  Increase the receptivity and relevance of post-secondary instimtions and programs for

Aboriginal learners. inch wling providing support for initiatives that address systemic bacrers.

. St:engthaﬂ Pa.r:m.erf_-lﬁpa and collaboration in Aho::igimﬂ po 3t~5eccnda,c};' education,

Reduce financial bamriers through rargeted scholarships for Aboriginal leamers

Abogdginal leamers face a number of Gnancial bacgers that impede their access to post-secondary
education. The lack of reliable and sufficient student financial support adversely affects
participation and retention of learers across the post-cecondary education continamm’.

Smrategy and Actions:

The Ministey will target provincial investment to Aboriginal scholarships to reduce basders for
learners. The Ministey will wok throngh The MOU Partners Group to disenss fedecal and
provineial policies and programs that support or impede learner access to student Snancial
assistance,

o  Establish an Aboriginal Scholarship Endowment.

* Provide fln:d}:ng support to the Ci}iefjae Matthizs Sdm]m:s:hifg.
Target Alberta Centennial Scholar ship to Aboriginal learners.
Increase Adnlt Basic Edncation Student Financial Aszsistance,

' Post-secondary education continmm is defined as Adult Basic Education through sraduate level PrO@AmmIng.

n
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®  Wouk with partners to explore options for enhancing fedesal snpport for Ab original
learmers,

Increase participaton in strate gic program areas

Aboriginal learness are under-reprecented, patienlacly in kev disciplines.

Suategy and Actions;
The E\Bnistr_r will increase access, Partidpaﬁon and comlnleﬁon rates for Abo:;ig.’ual leacners to hc—lp
Brtish Colnmbia address labowr market sho-.ctages by t:i.r;geting sections/classes for programs

4

identified as key priogitias {e.g., Health, Social Work, Busines 3).

Support Aboriginal learner transiton "

Aboriginal learners are nader-represented at varions levels of the education ststem.

Suategy and Actdons;
® Incorporate Abariginal literacy into the Adnlt Literacy Plan.
®  Support capacity building for First Mations near treaty.
® Link with the Graduate Student Strategy and recommend that institations tacget graduate
seats for Aboriginal learners across all faculties.
® Support province-wide transition projects.

Enhance opportunities for Aboriginal culture to be reflected within the mfrasorucnure of
ins titations

Abonginal learners often cannot see their enlture reflected in the infrastructiee of public
post-secondary instimtions. This contributes to learner isolation and lower retention rates.

Suategy and Actions;

The }-ﬁnistr_r,‘ will provide financial support and explore pnhlic_fgﬂivate pactnerships to assist pblic
post-secondary institutions dE"‘C‘ElOP gathering places that reflect the cultural needs and characteristics
of Aboriginal students, conmmmnity, and traditions.

Increase the number of culmmlly relevant Programs and services

One of the most prominent challenges influencing the participation and completion rates of
Abogiginal learners in post-secondary edwication is the number and quality of progzams and secvices

available to these leacners that meet their cultizal and lea.mir.g needs.

Swaregy and Actions:
The Ministey will contimae to prowide, and will angment, project-based foading that suppoxts
innovation in mﬁhlmll}happxopﬁate cucrenlum, program and service design and delivery.

Application for Special Program to Hire Aboriginal Employees
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¢ Continue, and augment, the Aboriginal Special Project Funding (ASPF), recopnizing the
importance of ASPF funding to the viability and longevity of post-secondary instimtional
program planning and implementation of programs and support services.
Support for the development of language curdenbum.
Abordginal Service Plans will also sugnificantly address this objective.

Encowrage Aboriginal Ieplesentaton on insdrutional governing bodies l'

Aboriginal and non-Aboriginal post-secondary edncation stakeholders have expressed the need for
increased Aborginal “voice” on deciion-malting bodies to ensuce the interests and petspectives of
Aboriginal leamers and commmnities are reflected in post-secondary institutional planning, policies,

practices and Progmmnhlg.

Strategy and Acdons:

The Ministry will pnrsue the goal of appointing Aborginals to public post-secondary institution
boards through policy, and seeks to achieve tlus goal by encouraging all public post-secondary
mstitutions to identify qualified Abonginal candidates for appomtments to vacant board positions.

Strengthen agreements and Pparmerships ”

In 1995, the Aboriginal Policy Framework was established to guide the development of
post-secondary education and training strategies fo increase access, participation. retention and
success rates for Aboriginal learners and support capacity building toward self-government and
the post-treaty environment and specified the requirements for a peivate Aboriginal instimtion to

become a public institution. In 2004, revisions to the requitements were considered bnt no changes
were finalized.

Campus 2020 is a forward looking province-wide review of the post-secondary system designed to
guide Ministry direction and decisions up to the year 2020. Campnus 2020 has undertaken a
comprehensive consultation with Aboriginal stakeholder groups in the province.

Smategy and Acdons!

® Enconeage, and exploge opportuaities to improve affilistion apreements hetween public and
prevate Aboriginal snstitutions.

® Enconrage and strengthen partnerships between public institutions and Aborigingl
communities and organizations throngh Aboriginal Service Plans.

®  Next steps regarding Ministry policy on Aboriginal instinxtions will be guided by Campus
2020 recommendations.

*  Work with MOU partners to ensure ongoing communication, collaboration and advice.

<4 coorchnated approach to closing the education gap 1s cequured.

Sua tegy and Actions:
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e [ty APPENDIX T
- STRATEGIES AND ACTIONS
*all actions are interconnacted and meet various objectives
Imgiement Phaze I: Aboriginal Scnviee Plans. Objestives include:
Chse the
scucations *  Increase the rumber of Aborginal students eniering paat-sesondary sducation.
gep for ®  Increase the rumbsr of students completing 2rogrms and the level of credentials @warded
Aborignal = D[nhkance the indigenizafon of the acadermy,
leamers *  Increase choice and acoess by altemate program delivery including: communitybased programdelivery; on-line
Leaming'connactivty/Broadoand and interfacing with BCcampus.
*  Increase progams and services for Abcriginal atudents including: Clders in Resdence programys; Ant-rachm policies
and traring; Aborginal culture and coment refiectad in curmcula student support servibes {te., Coordnators,
Counsclerz, 2nd montors) arg cary intervenion; norcase mentos and rofc modcls; atreceh and public awarencss.
*  Increased parmersiips between public and prvate insttutions and Abcriginal communties,
A Increase tha
dECeS5. Reduoce Sinascial Barricrs
retention, *  Estabiish an Abcriginal Scholarshiy Encowmnent.
compl:tion = Prodde funding cusportto th: Chicf Jor Mathine Schotarchis,
adnnsiton | . Type Avert: Cemennial Schwolarship t Aborigingl leamers,
?Wzg"'?'tﬁs’ " Inerasc Adul: Badio Edusation Student Finaneial Acsiztance.
I“ 1AL | . Work wit parners o explors optiens for enkancryg feceral suppet for Aborging leamers.
Inciease Pardcipation n Strstegic Programs
»  Increase acoess, particpation andmnﬁeﬁm rates for Aborginal leamers to help Britsh Colurmbia acdress labour
market shortages by targeting sechonsi=lassss for programs iemSied as key pronties (=g, 1 leath, Duzinzss, Teacher
Education).
Support Abonginal Learmer transitior
= Abcrignal literacy.
e Capaily builuagy T First Baions e aealy.
= Lok with Graduate Student Strategy.
= Frovince-wide rransioon prosscts.
Gathering Places
*  Init30ves 1o make he post Seconaary kstnmonal enionment mare Sdpportve by Increasng hz number of wecomng
B Nk e and gatheringpiaces at publi: instiutions, )
= ity Exgiore businzss @1d ofmer govemment pamersnps.
aad relevaroe
o patts Exgand Relevance of Programs and Receptivity of Instit tions
Tttutons |+ Exxanded Aboriginal Special Projects Fmd.
asd programe | *  L3Mguags Cumiculum,
for Abariginal
Wt Enkance Abcriginal Represantation on Institutonal Govemance Bodies
*  Implement a melicy-based aporcadh to enhance Aoorignal participatios in gecisker-mizking processes and
represertation on stitwiona governanse bedies.
€. Strengthen Stre Agrzements and Farinershi
: ﬂglf’&‘ﬂid ps
:g"mh"’" . couraze and explore 3ppotunities 1o improve #fiiaton agresments between putlic and privaie Aboriginal
= nsthutions.
;‘m:;" *  Enccurage and strengthen partnerships between putlic instuticas and Aborginal cornmurities and crganizations
Pl g threugh Aborigingl Senvice Pians,
P i ®  Renise Ministry policy regardng Aboriging irstitutons basad on Campus 2020 recommnendations.
EmmOH = Caortinue to work with MOU partmers and other ministries to =nsure onpcing cormmunicatior, collstoration and acvice,
Efecthe and System-wide Data Tracking
accounable | oo ®  Desslop system-wide standad fordata collection and rackisg. )
orograms ard alfactig *  Efectvestatagic pannng and program manzgement based on relisbe data racking
SEvices meacurement | * DEvelopinvertory of insitutional Aboriginal support sesvices, Aberignal programs, and refevant nstittional/communty
VI?'F’E- and r cata,
mentation FROgeCSS
ard defvery manitoring

Performance Measures
= Denelfonnew serfomiance ndicaters based on Aboriging! achisvement.
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Year 2

Programs

Support Services

Culture and Inclusiveness

Priorities

Identify funding for
extensive curriculum
projects in partnership
with Aboriginal partners

Continue to identify gaps and
fully engage Aboriginal partners
in service planning and
development

Continue and expand on year |
priorities; Address needs of
Métis/Cree; form steering
committee;

Assess Human Resources practices

Baseline Data

Funding

e Inadequate base
funding for
curriculum
development and
delivery of programs
requested by
communities

* Inadequate funding
for individual
Aboriginal students to
attend post-secondary

®  Gaps in services for
students: pre-enrollment,
during the program and
after graduation

e Students not adequately
informed about post-
secondary option

®  Students not appropriately
assessed for program entry

®  Students not receiving
adequate support during
programs

®  Students not receiving
adequate support after
program is completed for
transition to further
education/employment

e Transportation. daycare
and housing challenges

Developed Métis and Cree inclusion
action plan;

®  Human Resources
department

Inputs

Lobbying Committee

® members, to be drawn
from CNC and
representatives of
Aboriginal
organizations

®  meetings

Planning Committee

e members, to be drawn from
SD 57, CNC, Lheidli
T’enneh and
representatives of
Aboriginal organizations

°  meetings

e Disseminate inclusiveness plan

throughout community for input

e Review of best practices in
recruitment of Aboriginal
employees

Outputs

A joint committee will be

formed to lobby

government for ongoing

and increased funding for

e  programs that the
communities have
identified as priorities

®  support for individual
students

A planning process will be
entered into with SD57, First
Nation and Aboriginal partners
that will lead to the provision of
a continuum of services for
students: pre-enrollment, during
the program and after
graduation. Where feasible,
these services will be
implemented.

*  Community Approved Plan

®  Human Resources (HR)
action plan (in consultation
with external Aboriginal
stakeholder)

LOutcomes — Short-term
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An active committee will A planning process will be
be formed. Strategies will | undertaken. A plan will be
be developed for lobbying developed for provision of a
for funding. continuum of services for

Aboriginal communities in
addressing emerging trends

e Increased Inclusiveness ]
(Métis/Cree)
* Implementation Strategy

Outcomes — Long Term

* Increased access, ¢ Enhanced partnerships and
retention, completion collaboration.
and transitions ® Increased access, retention,
opportunities for completion and transitions
Aboriginal learners. opportunities for

* Increased receptivity Aboriginal learners.

and relevance of
programs, services
and policy.

°  Enhanced partnerships
and collaboration,

Increased knowledge of T
Meétis/Cree history and current
issues;

increased Métis/Cree
participation
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| Year 3

Programs

Support Services

Culture and
Inclusiveness

Priorities

e Develop programs to
address changes in
environment (social and
physical).

®  Assess effectiveness
of services and
identify gaps

® Implement HR plan

Baseline Data

e Environmental
programming (social and
physical environment)

See Current Situation

¢  Historical
evaluations of
services

e Few Aboriginal people ]

Prince George

Inputs

SWOT analysis of environmental
programming

e  Survey

°  Focus sessions

®  Analysis (CNC staff)

°  Evaluations

e Data

e  Student input

°  Community input

employed at CNC

HR plan
Accurate count of
Aboriginal employees

Outputs

Carry out an assessment of

programming that addresses

changes to the environment and

identify gaps.

®  Physical (e.g. Mountain Pine
Beetle, mining development)

® Social (e.g. alcohol, drugs,
other social issues)

o Comprehensive
assessment of support
services

Inclusive hiring practices

Outcomes - short-term

Programming that addresses
changes to the environment will
be assessed.

Gaps in the programming will be
identified.

e Clearly identified
gaps and successes

® Incremental increases
in Aboriginal
employees

Outcomes — long term

® Increased receptivity and
relevance of programs,
services and policy.

®  Enhanced partnerships and
collaboration,

° relevant and timely
services

Increased receptivity and
relevance of programs,
services and policy.
Enhanced partnerships and
collaboration

Increased diversity (4%
College staff)

Application for Special Program to Hire Aboriginal Employees

College of New Caledonia



Application for Special Pro
College of New Caledonia

Appendix IlI

Letter(s) of Support

gram to Hire Aboriginal Employees

26



COLLEGE OF NEW CALEDONIA

rw«smﬁ: FCE

Friday, December 19, 2008

Marlene Erickson, FNESS Manager & Senior Policy Advisor
College of New Caledonia

3330 22™ Avenue,

Prince George, BC, V2N 1P8

Dear Marlene,

The College of New Caledonia Students’ Union recognizes the importance of placing aboriginal people
into various positions throughout the College and by placing aboriginal people in these positions it will
have a direct benefit for aboriginal students. As such, the College of New Caledonia Students’ Union
supports the application to the Human Rights Tribunal to exempt various College positions in principal
based on the benefit to aboriginal students.

The College of New Caledonia Students’ Union also recognizes the potential impact on our coalition
partners the Faculty Association of the College of New Caledonia as well as the Pulp and Paper
Workers of Canada — Local 29 and hopes that every effort is made to minimize any negative impact.

On behalf of the College of New Caledonia Students’ Union | would like to express our support in
principal of the application of exemption to the Human Rights Tribunal of British Columbia to benefit the
aboriginal students of the College. | would again like to also express that it is the Students’ Union’s
hope that all efforts to minimize any negative impact for our coalition partners, the College of New
Caledonia Faculty Association and the Pulp and Paper Workers of Canada — Local 29, is under taken.

Sin cy

Valent?;@r’é'\;vford, Chairperson
Collegeof New Caledonia Students’ Union
Local 13 — Canadian Federation of Students

(o] e Cathe Wishart, Vice-President Comm unity and Student Service, College of New Caledonia

Room 1-303, 3330 22" Avenue, Prince George, BC, V2N 1P8
Tel: (250) 562-7415 Fax: (250) 562-4709 Email: info@cncsu.ca Web: www.cnesu.ca

Canadian

Fedoral

of Stu
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Carrier Sekani Tribal Council
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May 5, 2008

Re:  College of New Caledonia Human Rights Exemption Application
To Whom It May Concern:

We are pleased 10 provide this letier of support for 1he College of New Caledonia’s [CNC)
application for a Human Rights Exemption for hiring Aboriginal cmployees, The Carrier Sekani
Fribal Council {(CSTCY has participated on CNC's Aboriginal Advisory Commitice for cight
vears.

We have worked closely with CNC 1o develop programs and services for Aboriginal students.
CSTC has partnered with CNC 1o provide a Coordinator of the Firt Nations Education Support
Services Centre, 9 Peer Mentoring Program and summner science programs for Aboriginal youth,

Our organization helieves strongly in positrens that provide role modeling to Ahoriginal students.
By parinering with CNC to provide the above programs and services, we have been able to ensure
Aboriginal role models are there 1o work for our students: however these agreements should only
be interim measures,

The College of New Caledonia needs o act now 1o ensure their workplace is inclusive of
Aboriginal peoples and one way this can be accomplished is to actively recruit and hire
Aboriginal employees.

The College of New Caledonia has chcetively advocated for Aboriginal programs and services
tor many vears: therefore we strongly support their application for a Human Rights Exemption.
We are confident this will improve Aboriginal retention and success because our students wil|
have Aboriginal rkﬂe madels to encourage them in their education and career poals,

i
|

Sincerely.
CARRI{T;{\E&. LANI TRIBAL COUNCIL
I.,J-.\ \ l i

ann

pavVIBILUGGY
TRIBAL CHIEF



