
http://www.hays.ca/index.htm


AN iNdepeNdeNt sectioN by mediAplANet to the vANcouver suN2  · december 2012 

I
t is now well documented that the na-
tural resource sector including the va-
rious parts of the mining industry are 
continuing to experience chronic la-
bour shortages. A recent forecast for 
the BC mining industry estimates 
that anywhere from 14,000 to 20,000 

new workers will be required to fill new 
and existing positions in the Province. 
So what is being done to develop the so-
lutions to a dilemma that threatens a key 
economic driver?

Leave no stone unturned
Each individual organization is under-
taking the best possible HR strategies to 
address the attraction and retention of 
employees. In order to solve the problem 
of a skilled labour shortage, we must en-
sure that all options are considered. This 
means the development of a diverse 
workforce that is inclusive of youth, wo-
men, First Nations, and new Canadians. 
However, barriers do exist for all of the-

se various demographic groups and their 
employment in top BC industries.

Developing specific initiatives
The BC Mining HR Force is in the pro-
cess of developing specific initiatives to 
address barriers to entry into a diverse 
workforce. The Task Force represents the 
exploration and mining sector, and is a 
multi stakeholder organization with re-
presentation from industry, industry as-
sociations, First Nations organizations, 
employee representatives, education and 
training organizations, and government. 

A primary objective is to ensure that 
modern mining is portrayed as the safe, 
challenging, and lucrative career option 
that it is. Specific best practice examp-
les of women working in nontraditional 
capacities are being documented and re-
ported widely by the Task Force subcom-
mittee “Diversity – Women”. In addition, 
significant collaborative initiatives bet-
ween mining company employers and 

educators are underway at secondary 
and postsecondary levels, in conjunction 
with First Nations organizations such as 
the BC Aboriginal Mine Training Associa-
tion (BCAMTA). When these pilot initiati-
ves are completed, they are communica-
ted Province wide for broad based imple-
mentation.

Reaching out beyond borders
Although a focus on established British 
Columbians and Canadians is critical, it 
is not enough. It is well recognized that 
new Canadians often provide valuable 
skills, and in many cases important expe-
rience, that would fit well into many oc-
cupations. To facilitate this happening, 
industry employers are reaching out bey-
ond our borders and working with lo-
cal communities to ensure that policies 
and procedures are fair and supportive of 
transitions to BC/Canada, and to within 
the communities where many of these 
jobs exist. However, this approach should 

not be at the expense of those British Co-
lumbians/Canadians who are already av-
ailable and trained, or the development 
of appropriate training programs to meet 
the needs going forward. 

This is the beauty of the mining indu-
stry as a source of employment; it is a na-
tural fit with virtually all of the commu-
nities in BC, including a large centre like 
Vancouver, which is head office to hund-
reds of exploration and mining compa-
nies, and thousands of jobs in rural com-
munities where the exploration and mi-
ning takes place. This invites a series of 
partnerships between industry, people 
and communities of interest. While bar-
riers still exist, they will continue to be 
overcome through the efforts of all con-
cerned.

david bazowski, 

chair, bc MiNiNG hr task force

editorial@mediaplanet.com

Changing perceptions: Creating a 
balanced organization through diversity

D
iversity, inclusion and 
CSR (corporate social 
responsibility) were 
once considered pro-
grams that distrac-
ted companies from 
maximizing sharehol-

der returns. In today’s world of radical 
transparency and increasing stakehol-
der expectations, good governance and 
reputation management are integral. 
This allows forward thinking compa-
nies to grow and innovate. These com-
panies realize that initiatives seeking 
to understand and incorporate diffe-
rent stakeholder perspectives will pro-
vide them with important and timely 
information to make decisions.  When 
companies embrace a more stakehol-
der-centric approach instead of share-
holder-centric view, diversity and CSR 
programs simply become good busi-
ness practice. 

A changing perception
The mining sector is an example of 
an industry that understands the im-
portance of CSR, as the link between so-
cial license to operate and CSR is irrefu-
table. The mining industry in Canada, 
and particularly in BC, has undertaken 
some innovative CSR initiatives.  Ho-

wever, when it comes to diversity, the 
industry is aware of the barriers that 
keep it from being more inclusive.  

The Mining Industry Human Re-
sources Council (MiHR) has underta-
ken an important initiative called The 
Take Action for Diversity Network. So-
me of Canada’s biggest mining compa-
nies have signed on to this initiative, 
including Vancouver headquartered 
Teck Resources. These companies have 
committed to increase the engagement 
of women, youth and Aboriginal peop-
les in the industry. In addition, as bu-
sinesses in BC face an imminent labor 
shortage, more companies are looking 
to skilled immigrants to fill their talent 
gap. Some innovative examples inclu-
de companies looking to break down 

internal barriers for advancement for 
Aboriginal peoples, or providing tours 
of mine sites to high school students 
(specifically young women) to help 
change perceptions of the industry. 

many companies have diversity 
and inclusion as one of the pillars 
of their overarching csr strate-
gy.  Not surprisingly, the business 
benefits of diversity are the same 
as the business benefits of csr. 
these include:

Increased engagement and 
understanding of customers 
and suppliers:  

■■ A workforce that reflects the diver-
sity in the environment it operates can 
help the company understand custo-
mer needs and supplier issues.  This 
leads to more engagement and ultima-
tely, better sales. A company that can 
match its own internal diversity with 
the external diversity of its customers 
is going to satisfy more people and 
prosper in the process.

Innovation and ability to 
adapt:

■■  Having a diverse workforce gene-
rally means that the company is able to 

adapt to changes. Diversity helps to sti-
mulate innovation, and without it bu-
sinesses would be vulnerable – relying 
on a very narrow skill-base and group 
of opinions. 

Recruitment and retention of 
staff: 

■■ Running a business in an open and 
transparent manner that treats staff 
with fairness is important in retain-
ing and attracting the right kind of 
staff. This is especially important to the 
younger generation and the increasing 
number of working mothers returning 
to the workforce.

In truth, diversity means different 
things to different people. The most im-
portant thing is creating a more roun-
ded and balanced organization by inte-
grating diversity (however a company 
and its stakeholders define it) into stra-
tegy, governance, customer relation-
ships, recruitment, retention, career 
planning, and training.  Essentially, the 
inclusion of diversity, much like the in-
clusion of CSR, has to be woven into the 
DNA of the corporation itself.

MyrNa khaN

editorial@mediaplanet.com
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MARK YOUR CALENDARS!
MINERAL EXPLORATION ROUNDUP 

January 28 - 31, 2013
January 27 - 30, 2014

The Westin Bayshore, Vancouver, BC. 

www.amebc.ca/roundup

Colleges in northern BC are  
taking initiative to ensure that 
their programs provide hands-
on training in the field and  
essential workplace skills 
that incorporate First nations 
knowledge and culture.

In this way, Northwest Community 
College and its School of Exploration 
and Mining in Smithers prepare stu-
dents to work in the resource extrac-
tion industries, blending camp-based 
minerals industry training with envi-
ronmental, pipeline, fisheries and fo-
restry training.  Much of the program 
content is transferable to any resour-
ce-based industry and can be laddered 
into other training programs, enabling 
students to develop a robust set of skills 
that will provide long term employ-
ment and a learning capacity to switch 
jobs when opportunities shift.

The college’s camp-based training 
programs are breaking barriers to em-
ployment for First Nations throughout 
BC. Over two summers this program de-
livered training to more than 130 stu-
dents from more than 38 different First 
Nation communities in BC, 84 per cent of 
whom have gone on to employment or 
continued their educational journey.

tLeLL GLover

editorial@mediaplanet.com

expAndInG  
mIndS

Smart Canadian businesses understand the power behind being seen as forward
thinking companies; as Canada becomes more of a melting pot of cultures it is 
important to be able to reflect that.
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$48 BILLIon 
IS PRojECtED to 

BE InvEStED In LIquID 
nAtuRAL gAS BEtwEEn 

2013 - 2022

http://www.amebc.ca/Home.aspx


Empowering diversity since 1975Empowering diversity since 1975Empowering diversity since 1975
You can work in high-demand industries in 
the booming economy of Northern B.C.

Northern Lights College is a proud provider of 
training for women in trades to meet the 
needs of skilled labour in the North.

Training opportunities are available now in a 
variety of industries such as Oil & Gas, Mining, 
Commercial Transport, and much more!

For more information or to apply for
Trades and Apprenticeship training,
visit us online or call a Student Recruiter

nlc.bc.ca         1-866-463-6652

334/12.11.29-j

RENEWABLE 
ENERGY IS ALSO

SUSTAINABLE 
PARTNERSHIPS
FOR INNERGEX, THE CONSIDERATION OF EACH 
COMMUNITY’S NEEDS AND THE PARTICIPATION 
OF THE DRIVING FORCES THAT SHAPE EACH 
REGION ARE TWO CONDITIONS ESSENTIAL TO 
THE SUCCESS OF ANY PROJECT.

http://www.innergex.com/en
http://www.nlc.bc.ca/
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Question:  What does it take to overcome barriers to success for Aboriginal women, especially those working in 
traditional male environments?
Answer:  There are strong women mentors for those growing up in a First Nations community but it takes courage and 
determination to forge individual success.

Breaking barriers on more than one front

INSPIRATION

Working together to 
build a thriving 
BC economy
 
The Industry Council for 
Aboriginal Business (ICAB) 
brings Aboriginal and non- 
Aboriginal businesses together 
to create opportunities that 
strengthen communities and 
foster economic development.
 
ICAB's programs and services 
enhance corporate and 
Aboriginal business capacity to 
develop successful, mutually 
beneficial relationships.

Learn about the opportunities.

www.icab.ca

Nathan Patrick,
Sample Prep Lab Crusher, 
Blackwater Project

“This job benefits me in a  
lot of ways. I can start  
building up my credit 
 and sometime in my  
life start a family  
knowing I can  
support them.”

At New Gold, we are committed to making a positive contribution to 
First Nations and BC communities. 

New Gold’s New Afton Mine, located near Kamloops, B.C., has 
recently been selected by the Industry Council for Aboriginal 
Business (ICAB) as a recipient of the Corporate Advocate for 
Aboriginal Business award.  

This award is in recognition of New Afton’s leadership and support of 
First Nations business and economic development. 

To find out more about New Gold’s commitment to developing 
resources responsibly, visit: www.newgold.com

Innovative Industry Training
When AnD Where  you neeD it

N O R T H W E S T  C O M M U N I T Y  C O L L E G E

sem@nwcc.bc.ca wtcs@nwcc.bc.ca trades@nwcc.bc.ca

Job-ready training 
in real-world 
environments

8

Designed and
customized  

for industry needs
8

Mobile and remote
delivery options

NWCC INDUSTRY  
TRaINING pROGRaMS
· Drill Core technician 
· Construction trades
· Mining exploration Field  
 Assistant 
· environmental monitoring
· heavy equipment operation 
· Field medic
· First aid & safety certificates 
· Prospecting
· Metal Leaching &  
 Acid rock Draining 
· Cook’s helper 
· Driller Blaster (in development) 

· Professional driving 
· Mining Pre-employment  
 training 
· Camp operations 
· Surface Diamond  
 Drillers helper 
· Mineral Processing operator

1.877.277.2288                                                 nwcc.ca

F
ighting against stereoty-
pes is hard work but it’s 
something Chrystal Si-
mon and Amber Teed ha-
ve done for most of their 
lives. Today, both are trail-
blazers as First Nations 

women working in successful careers 
in the mining industry. 

Chrystal’s career path didn’t start un-
til she became a single mother at age 19. 
She’d dropped out of school at 14 and 
says, “[At the time], I didn’t have a who-
le lot of aspirations in life.”

Realizing she’d have to support 
her newborn son, she headed back to 
school to get her high school diploma, 

then embarked on a series of short-
term seasonal contract jobs. The British 
Columbia Aboriginal Mine Training As-
sociation (BCAMTA) o� ered Chrystal 
the training and personal coaching she 
needed to move forward with her care-
er. 

Inspirational role models
“Even though I had 10 years of expe-
rience working in forestry and fi she-
ries, I was told it wasn’t enough when 
I applied for higher level permanent 
jobs, because I didn’t have the educa-
tion. Not having that piece of paper me-
ant I couldn’t get hired.”

Chrystal credits her family’s strong 

work ethic, and the example her mot-
her set as a strong female role model, 
for giving her the determination to 
pursue her goals. She obtained her Le-
vel 3 First Aid certifi cation through 
BCAMTA and applied to be a temporary 
surface labourer at New Afton. “Overco-
ming barriers in life has been a strugg-
le,” she says, “but everyone has choi-
ces.”

Growing aspirations
Choices fi gure largely in Amber Teed’s 
life as well. As First Nations Coordina-
tor for New Gold’s Blackwater project 
near Vanderhoof, BC, Amber is helping 
to connect Aboriginal peoples to the 

jobs, training and other opportunities 
created by the Blackwater project.  

“I come from the belief that somebo-
dy has to make a di� erence,” she says. 
“I feel blessed to have a position that 
allows me to make changes, and to see 
those changes acknowledged and app-
lied.” Like Chrystal, Amber also credits 
powerful women in her life for inspi-
ring her to be that person who makes a 
di� erence in her community. After be-
ing traditionally adopted into Saik’uz 
First Nation at 15, life became better 
for Amber. The turmoil in her young li-
fe hadn’t deterred her from graduating 
high school. By the time she was mar-
ried and a young mother, she became 

volunteer Fire Chief on her reserve as a 
way to improve community safety.

From there, returning to school to get 
her Bachelor degree, Amber has worked 
in the resource industry at increasingly 
senior levels. Now she is poised to com-
plete her Master’s degree in Aboriginal 
Studies.

“The world is full of windows of opp-
ortunity,” she says. “Barriers just mean 
you have to look for another path.”.

In the end, she says, it’s a matter of 
recognizing you do have choices, and 
seizing those incredible moments of 
inspiration.

DIANA MCLAREN

editorial@mediaplanet.com

A CATALYST FOR CHANGE
Amber Teed (left) and 
Chrystal Simon know what 
it takes.
PHOTO LEFT: NEW GOLD INC.
PHOTO RIGHT: BC AMTA 

2
ABORIGINAL YOUTH ARE THE 

FASTEST GROWING 
DEMOGRAPHIC IN BC

http://www.nwtel.ca/employment
http://www.newgold.com/
http://www.nwcc.bc.ca/
www.icab.ca
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Pamela Jeffery
Founder, 
Women’s Executive Network (WXN)

Fiona Macfarlane
Chief Inclusiveness Offi cer & Managing Partner,
Ernst & Young

Lyn Anglin
President & CEO,
Geoscience BC

PANEL OF EXPERTS
Question 1:
What initiatives do you think are 
necessary to ensure the advance-
ment of women in your industry? 

Question 2:
What do you think is the most 
signifi cant barrier to female 
leadership?

Question 3:
What is the role of education in 
creating a diverse workforce?

Mentoring and recognition are necessary to 
ensure the advancement of women across all in-
dustries. Mentoring enhances leadership skills 
and allows women to share business strategies. It 
also enables women to connect with others with 
similar challenges and career objectives. Second-
ly, recognition of women is important as it signals 
to them that their work and what they have to of-
fer is both valuable and meaningful. It also helps 
to inspire the next generation of women. Recogni-
zed women act as a source of empowerment, mo-
tivating others to fulfi ll their potential. 

The first step is tone from the top — the CEO and 
Board need to make the advancement of women 
a priority and link it to the fi rm’s strategy. It must 
be a business imperative. The next step is to ensu-
re that great developmental experiences are awar-
ded to both women and men, not based on the in-
formal network which tends to favour men. It is 
really important that women are encouraged to ta-
ke on roles that give them operational experience 
— leading business units and being responsible for 
profi t and loss. To level the playing fi eld, coaching, 
mentoring and sponsorship need to be deliberate 
and planned.

Recent surveys reveal that only 16% of the mi-
neral exploration and mining industry workfor-
ce is female, and the number is even smaller (less 
than 5%!) in non-traditional roles.  One of the is-
sues for women’s advancement in the industry 
may be the lack of critical mass. To meet their HR 
targets, the industry will have to do a much better 
job of attracting women. Then to ensure advance-
ment, the industry needs to retain and promote 
their female employees. Companies should make 
retention and mentoring of prospective women 
leaders a key HR initiative.

Vision2020
THE FOREST 
PRODUCTS INDUSTRY 
ON THE MOVE

Learn how the government’s 

Budget 2013 can help the industry 

reach its Vision2020 goals at: 

fpac.ca/budget2013

@fpac_apfc

Products:

Generate an additional 

$20 billion in economic 

activity from new 

innovations and 

growing markets

Vision2020: Challenging the 

forest products industry, 

governments and partners to 

push industry transformation 

even further in the area of people, 

products and performance.

EXCELLENCEGROUNDED IN

www.snclavalin.com

In business since 1911, SNC-Lavalin is a global service provider 
with permanent offices across Canada and in over 40 countries 
worldwide.  

We offer the full spectrum of technical expertise from engineering 
consulting and design services to full EPC/EPCM assignments, 
including project financing, long-term concession agreements, and 
the operation and maintenance of infrastructure assets. 

Our seamless and sustainable execution of projects of all sizes, 
commitment to health and safety, and a keen understanding of our 
clients make us an excellent partner for your needs.  

Wherever and whenever they are.

I agree with the Harvard Business Review pie-
ce entitled, “Women and the Labyrinth of Leader-
ship” by Alice H. Eagly and Linda L. Carli in that the 
four career barriers women encounter are: preju-
dice, resistance to women’s leadership, leadership 
style issues and family demands. It is clear that 
leadership has come a long way. The world is reali-
zing that women are natural leaders. We have the 
skills needed to drive change, to innovate and to 
motivate and inspire others. I hope to see women 
overcome the four career barriers and continue ad-
vancing.  

Education is key to creating a diverse work-
force. Education is an important stepping stone 
in advancing one’s career. It complements work 
experience and helps set individuals apart from 
one another. More importantly, deeper under-
standing and knowledge allows people to better 
serve their organizations and their communi-
ties. Education helps develop top talent employ-
ees hone a variety of skills, gain further knowled-
ge, and build networks.

Unintended bias — or our unconscious attitu-
des — can create real barriers to the creation of a 
truly diverse and inclusive organization. They can 
lead to faulty decision-making, impact business 
relationships and the career advancement of oth-
ers. By understanding our biases we can take steps 
to change our conscious thoughts — and to better 
align our behaviour and actions with what we are 
trying to achieve. Raising self awareness of biases, 
implementing coaching and mentoring and rever-
se mentoring programs are just some ways compa-
nies can reduce the e� ects of unintended bias.

Again, the lack of a critical mass of women 
employees in the mineral exploration and mining 
workforce may be a signifi cant barrier to female 
leadership. This equates to a lack of role models, i.e. 
few opportunities for women to see other women 
in the industry doing well, which probably also has 
a negative e� ect on recruiting. In addition, being 
such a small minority in the workforce makes it 
di�  cult for women to develop a support network 
within the industry, which in turn may make pro-
motion to leadership roles more di�  cult.

While education can be a powerful tool for 
advancement, it’s not always enough. Research 
shows women earn the majority of university de-
grees in Canada. Yet, they only make up three per-
cent of Fortune 500 CEOs. That education must be 
coupled with experiences that are relevant to ad-
vancement. Developing relationships with and 
earning support from male sponsors who can 
advocate for them, is also critically important to 
positioning high-achieving women for success. 
The goal is to create an environment where all 
employees, partners and clients — men and wo-
men — can come together and leverage diversity 
of thought to drive business success.

Education and educators have a critical ro-
le in creating a diverse workforce. From educa-
ting students in math and science to preparing 
them for the trades, technical, and scientifi c jobs 
needed by industry; to encouraging and mento-
ring students (especially women,  Aboriginals and 
visible minorities), to considering non-traditio-
nal occupations — the education system is key to 
developing a diverse workforce. Diversity in the 
education workforce will also help attract and re-
cruit women to these jobs by providing positive 
role models for students and prospective employ-
ees.

SIMONE FORBES
 Anglo American

IF YOU CAN PUT RESPONSIBILITY OVER RISK AND RESPECT BEFORE REWARD. IF YOU 
CAN THINK FORWARD, BY LEARNING FROM THE PAST AND CAN KEEP TRUST ON THE 
SAME PEDESTAL AS PROFIT. IF YOU CAN ADMIRE FOUNDATIONS AS MUCH AS SPIRES. 
IF YOU SEEK THE BIGGER PICTURE BY EXAMINING EVERY DETAIL. IF YOU CAN DREAM 
BIG AND KEEP YOUR EGO SMALL. IF YOU HAVE THE COURAGE TO QUESTION WHAT YOU 
THINK IS NOT RIGHT, AND CHAMPION WHAT IS... 

THEN YOU UNDERSTAND WHAT IT TAKES TO WORK FOR ANGLO AMERICAN 

WE’D LIKE TO HEAR FROM YOU AT ANGLOAMERICAN.COM

www.angloamerican.com
www.snclavalin.com
www.fpac.ca/budget2013
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A
lthough there’s a 
growing amount of 
Aboriginals being 
employed in BC, there 
are still some wrink-
les in the fabric of 
workplace diversity.

James Morin, an instructor at the Bri-
tish Columbia Institute of Technology’s 
Aboriginal Minerals Training Programs 
says one of the biggest challenges is con-
vincing companies of the business ca-
se for hiring from local Aboriginal com-
munities. “Employers need to recognize 
the benefi ts,” says Morin. “(And) Abori-
ginal people as a group have to maximi-
ze their engagement with the opportu-
nities and step up to the plate.”

Morin points to the profound changes 
that have taken place since he got his 
start in the mining industry. “There has 
been a dramatic positive increase ma-
de possible by the working together of 
many partners (with) a comprehensive 
vision,” he adds. This banding together 
of di� erent First Nations and indu-
stry groups has helped establish train-
ing programs recognizing Aboriginal 
people’s needs at the same time as indu-

stry and the workplace needs.

The key to moving forward 
Jerry Asp, founder of the Tahltan Nation 
Development Corporation and a reputa-
ble player in establishing relations bet-
ween industry and Aboriginal commu-
nities, says the key to moving forward is 
further collaboration. 

“The academic colleges and trade 
schools have to sit down with indu-
stry and say ‘tell us who you think we 

need and who we should be training’,” 
says Asp. “It’s not happening (enough).” 
One key area Asp feels falls through the 
cracks is Aboriginal inclusion in middle 
level management.

“Some are afraid the people they ha-
ve to train are going to take their jobs,” 
says Asp, adding that that’s not the case. 
“We’re so short of workers that they can 
work until they’re 75 if they want becau-
se there’s nobody to take their place in 
middle management.”

 

The benefits of training
The needs of the workforce are diver-
se. In mid-2010, mining company Ang-
lo American – in partnership with the 
West Moberly First Nations, Northern 
Lights College, Northeast Aboriginal 
Skills and Employment Program Society 
(NEASEP) and the Federal Government – 
established the Mining Fundamentals 
and Truck Driver Training Course.

“The benefi ts of this training initia-
tive are extensive and range from de-
veloping northern Aboriginal residents 
into highly sought-after miners who 
previously may not have considered mi-
ning as a possible occupation, to supp-
lying [mining companies] with a much 
needed sustainable pipeline of local em-
ployees who are keen to learn and de-
velop their mining skills,” says Federi-
co Velasquez, Director of External Rela-
tions for Anglo American Canada.

Training partnerships such as this 
will continue to play a big role in bolste-
ring the workforce.  

ANDREW SEALE

editorial@mediaplanet.com

UPCOMING PROJECTS IN BC
Aboriginal skilled workers lend their talents.
PHOTO: NORTHWEST COMMUNITY COLLEGE 
SCHOOL OF EXPLORATION AND MINING

While forest products indu-
stry is rooted in traditional 
lumber and pulp, it’s also be-
coming a dynamic player in 
the new bio-economy, produ-
cing everything from cosme-
tics to clothes to car parts out 
of renewable wood fibre.
  
The Forest Products Association of Ca-
nada (FPAC) has recently unveiled an 
ambitious plan to propel the industry 
forward. The industry is striving to re-
duce its environmental footprint by a 
further 35%,  generate another $20 billi-
on in economic activity from new inn-
ovations and growing markets, and 
add an additional 60,000 recruits to its 
workforce with a focus on women, In-
digenous people and new Canadians. 

There are many jobs to be fi lled in 
the modern forest products industry 
—innovators, engineers, millwrights, 
electricians, truck drivers, chemists 
and more. And whether you’re on the 
mill fl oor as a mechanical engineer, or 
in the forest as a forestry technician, 
the jobs are part of the greenest work-
force in Canada. 

Anyone who cares deeply about the 
environment should consider working 
in a renewable industry with world-
leading green credentials. In addition, 
the sector o� ers an impressive track 
record for accommodating work-life 
balance with fl exible work hours, skills 
training, and community life.   

Still we need to do more to reach out 
to women, Aboriginals and new Cana-
dians. The message is clear  — it’s time 
to consider being part of our bright, 
green and growing future. 

DAVID LINDSAY,

PRESIDENT & CEO, FPAC

editorial@mediaplanet.com

NEWS

Partnerships with Aboriginal communities:
Fueling projects in the natural resource sector

Jean Trudel – Chief Investment 
Officer and Senior Vice Presi-
dent of Communications for 
Innergex Renewable Energy – 
weighs in on the importance 
of considering local needs and 
sourcing local work and supp-
lies for projects:

“The participation of the community 
is the fi rst step in any development,” 
says Trudel. “It’s probably the most im-
portant step.”

He points out that without support 
from the various stakeholders it’s “very 
di�  cult to get to the end of what we do 
in bringing a project to the commercial 
stage.”

Trudel also notes that it’s important 
to balance all stakeholder needs. “You 
need to make sure that you understand 
the di� erent opinions or the di� erent 
requirements that stakeholders may 
have and it varies from one place to an-
other.
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