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EXECUTIVE SUMMARY 
 
The Heiltsuk Capacity Building Project was undertaken by two educators, Brenda Humchitt and Pauline Waterfall, who 
between the two have at least 75 years of experience as teachers, School Principal, College Executive Director, Curriculum 
Writers, Education Board members, Education Assessors and Evaluators, Education Consultants and Adjunct Professors.  
Both have been involved with Heiltsuk Education and Training initiatives, both live in the Bella Bella Community and 
both are Heiltsuk Nation members.  Their corporate community knowledge and experience base was drawn on to guide, 
inform and frame this report. The final report is both a database of relevant information that would help to plan and 
implement the next step of rolling out capacity building now and in the future.  The report is also a toolkit that presents 
various options including Best Practices, Training, Funding, and other information to draw upon in capacity building. 
The report is in a chapter format that includes: 

 Chapter 1:  An introduction to the “Heiltsuk”, their history, geography, cultural and community service insights. 
 Chapter 2:  A description of methods used to gather and analyze relevant data pertaining to education, training, 

demographics and so on. In brief, this chapter describes methodologies used to gather and present information. 

 Chapter 3:  A presentation of the Work Plan that was drafted by the consultants and approved by a Steering 
Committee.  This provided the map for completing this work. 

 Chapter 4:  An overview of surveys and responses that were conducted to augment the work. 

 Chapter 5:  Coverage of Heiltsuk College Community Needs Assessment Survey and findings upon which to make 
plans for program delivery and to gather general information regarding educational pursuits of respondents. 

 Chapter 6:  A variety of demographic studies that were conducted to create a baseline to move forward with next 
steps.   

 Chapter 7:  Best Practices both local and external of educational programs and training initiatives that are 
producing positive outcomes. 

 Chapter 8:  A sampling of funding options available to support education and training initiatives.  There is also 
information regarding how the system of trades training and apprenticeship rolls out and is monitored. 

 Chapter 9:  A Growth Plan proposed for next steps. 

 Chapter 10:  A review of gaps and recommendations for consideration. 

 Chapter 11:  A Heiltsuk Asset Inventory that lists names of Heiltsuk members both on and off reserve who have 
achieved credentials and qualifications in education and employment training. The list is 226 strong and is open 
to additions.   

 Chapter 12.  The final chapter is a literature review that looks at studies and reports that have been conducted re 
Heiltsuk Education, Training and Community Development over a 27year span.  The report is prefaced by a 
consolidation of recommendations collated from these reports.  

 Appendices – there are seven appendices that include surveys etc used to conduct the required research as well 
as the final Labor Market Study that was completed by Mid Coast First Nations Training Society and presented to 
its funding agent:  Service Canada. 

 

The research and work was guided by input from a Steering Committee made up of community education and training 
stakeholders as well as Heiltsuk Tribal Council representation.  
 
There is a need for coordination of opportunities with relation to funding, training, professional development and 
capacity building between the various community departments identified within the report.  There are best practices and 
models presented to support moving forward.   As part of the growth plan we have recommended a coordinator be hired 
to give this report life and create long-lasting benefits and prosperity.   
Collaboration between education and governance stakeholders will be important to ensure success in this community 
initiative.  
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 The Heiltsuk Tribal Council is to be commended for its forward-thinking commitment vision in having this project 
completed as a first step in the design and implementation of true Capacity Building at all fronts of our infrastructure and 
operations.   

Chapter 1:  Who We Are 
 
 
The word “Heiltsuk”  
 
“Heiltsuk”, according to grandmother, Hilistis 
Beatrice Brown (pers. communication) originally 
referred to all Aboriginal people or groups 
elsewhere.  For example, the Gitsxan would 
have been referred to as “Heiltsuk”.  Over time 
as Indian Bands and reserves were 
established, we were registered as the “Bella 
Bella Band” which then changed to become 
“Heiltsuk” as our formal title name. 
 
There is also reference to “Heiltsuk” meaning “to 
speak and act in the right way”, which would 
reflect a traditional value that was a foundation 
of our principles and relations.   

 
 
 
 
Our Geography 
 
Our home community is now made up of about 
6000 sq. miles and is located on Campbell Island 
on the Central Coast of B.C. within an area 
known as the “Great Bear Rain Forest”.   
 
Heiltsuk homelands extend from Southern 
Calvert Island, to Eastern inlets and channels 
including Kimsquit, Dean & Burke Channels and 
Western outer regions of Millbanke Sound, 
Queens Sound, Goose Island and Northern 
regions including Matheson & Finlayson 
Channels.    
 
This map was drawn to accompany our former 
land claims process, which has now been 
replaced with Rights & Titles process.  
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Our History ~ Heiltsuk Homelands 

 

Archaeological Overview Assessment 
 
Vol. 1  
B.C. Archaeology Branch 
Heiltsuk First Nation 
Millennia Research Ltd. July 22, 1997 
 

Heiltsuk origin stories tell how our Creator placed us in our homelands from the beginning of time.   
 
Archaeological data align with our histories.  It has been said that our collective population was greater than 
the number of trees and that our ancestors lived in fifty villages, food camps etc.  The above map shows 
archaeological evidence that concurs with this assertion.  
 
The following is a quote from Bella Bella Stories, p.63, B.C. Indian Advisory Committee Project 1968-73. Storie 
and Gould, eds.  
 
[Referring to the first man created]….“He wished for 
something to use when they go out to look around.  And 
the next morning, there was a little canoe down the beach.  
The Maker made that. Anything he needs, he thinks of in 
his head first.  The Maker makes him do that, you know.” 
 
From the “Story of Creation” as told by Willie Gladstone in 
1968.  
 
Our Regional Groups 
 
From our vast geographical network of villages and 
groups, outlying regions were amalgamated to Qlcs or 
“Old Towns” where a Hudson’s Bay fur trading fort was 
located.  This union took place during the 1870s into late 
1890s.  In early 1900s, the village moved to the current 
reserve.   
 
These groups joined to form our Heiltsuk Indian Band – 
Nation. Names are phonetically spelled for ease of 
pronunciation: 
 
Wuyalitxv  – “outside people” – refers to those who lived 
on outer coast, channels, sounds of Cape Calvert to 
Millbanke Sound and the Goose Island Banks. 
 
Wuilitxv – “inside people” – living up in the inlets such as Roscoe, Return & Johnson Channels 
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Gvuqvayaitv – “calm water people” – located in 
northern parts “Go-qwai” was a village at the head of 
Gale Creek, Seaforth Channel, Millbank Sound , Spiller 
Inlet and Ellerslie Lake 
 
Xai-xais – “down river” or “north” – this includes 
Kynoc and Mussel Inlet, Matheson, Tolmie and 
Princess Royal Channels to Butedale. 
Yisdaitxv  - “Yisda” was a village at Ellcho Harbour,  
Dean and Burke Channels, Cousins (Ocean Falls, 
Kwatna, Cascade Inlets and Kimsquit.  
 
The Heiltsuk have maintained that their territory and 
homelands are unceded and that use and occupation 
have been continuous over time up to and including 
the present.  
 
Heiltsuk leaders who testified at the 1913 McKenna-
McBride Commission were steadfast in conviction 
that they didn’t accept the designation of the 
reserves.  They addressed the needs of future 
generations in statements to the Commission 
including … 
 
….”If the Government bought this place from us years ago, we have not heard anything about it and we would 
like to know something about it.” Charles Windsor. Evidence Commission on Indian Affairs 1913-14, Bella 
Bella Tribes, pp 57-78, B. C. Provincial Library.   

 
 
 
Bella Bella Today  
 

 
 
Population 
The total Heiltsuk population is 2,308:  1,051 live on reserve in the above community of Bella Bella and 1,257 
live off reserve in the lower mainland, Vancouver Island and other areas.  
   
Services and Supports 
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This section is intended to give a snapshot of main services within the community. While it is not 
comprehensive, it gives an insight into the wide variety of employment opportunities that exist in various 
departments and services: 
 
 
 
 
Water systems: There is a modern water treatment system that serves the community. 
 
Recycling and composting – There is a well functioning system for both services with the first compost 
product available for community distribution in the Spring of 2015. 
 
Education and Training:  The Bella Bella Community School offers Nursery to Grade 12 to both Heiltsuk and 
non-Heiltsuk students and is accredited as a BC Ministry of Education Independent School and certified with 
First Nations School Association.  The Heiltsuk College offers post secondary training and education in 
partnership with public post secondary institutions that include UBC.  Waglisla Adult Learning Centre is an 
adult learning centre that offers upgrading from basic literacy to Adult Dogwood Grade 12 levels.   A local 
ASETS holder, Mid-Coast First Nations Training Society, serves both the community as well as neighboring 
communities at Klemtu, Rivers Inlet and Bella Coola with regard to employment skills training.  There is a 
Heiltsuk Cultural Education Centre housed in the community school and is key to the recording, storage and 
preservation of Heiltsuk knowledge, history and culture.  
 
Governance:  An elected Tribal Band Council is made up of 12 members including a Chief Councilor. They 
provide governance, leadership and administration in all matters that impact the Nation and its membership.   
 
Hereditary Leadership:  All of the main tribal groups have systems of hereditary chieftainships in place and 
they work in both a cultural setting as well as in collaboration with the elected council, social support systems, 
judicial system, education and so on.  Their role will be paramount as the Nation moves into Rights & Title 
settlement.   
 
Churches: There are two main church affiliations that serve community:  G. E. Darby United Church and 
Pentecostal Church.   
 
Transportation: B.C. Ferries provide weekly service from Port Hardy to Prince Rupert with stops at Bella 
Bella both north and south bound.  Interfaced with this is a small ferry service to and from Bella Bella to Bella 
Coola.  There is a sea bus charter business that is available for marine transportation.   Several community 
members own fish boats, recreational boats, kayaks, and other forms of marine vessels.   
 
Grocery, Fuel and other services:  A community Band Store provides the grocery service as well as some 
hardware and clothing.  There is a liquor store, a marine, furnace and car fuel service company.  There is a 
cablevision company that offers both television and internet services.  There are two small businesses that 
offer accommodations with cooking facilities.  There are some bed and breakfast outlets.  There is a hotel at 
nearby Shearwater accessible by sea bus transportation.  There are two mini-mart stores and one restaurant 
that is due to commence business soon. There is a coffee shop outlet in the airport.  Several community 
members provide food catering services.   
 
Health and related services:  A 23-bed hospital is staffed by three doctors and five nurses as well as 
paraprofessional staff. A pharmacy is housed within the hospital complex as is an outpatient clinic.  There is a 
Health Centre that offers a broad range of services that includes:  dental, elder care, counseling, prenatal, 
youth programs, Headstart and other vital services.  There is a Social Development Centre that offers services 
in related fields as well as training initiatives to transition young people off social assistance dependency.  
There is a Child & Family services department that provides care and supports in tandem with the Ministry of 
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Child & Family Services and is moving towards full delegation of local authority in these matters. A modern 
day care facility offers supports to young children and childcare for working parents.   
 
Judicial and Policing services:  There is a local R.C.M.P. detachment that provides services to the community 
as well as outlying neighboring communities.  A circuit court comes into the community several times a year to 
provide community-based court services.  Heiltsuk Restorative Justice Program works in partnership with 
police and support services in the delivery of alternative justice interventions when deemed appropriate.   
 
Fire Department and Ambulance Services:  A fire chief is employed to oversee volunteer fire fighters.  There 
are qualified ambulance attendants who work through the B.C. Ambulance Service.   
 
Heiltsuk Integrated Resource Management Dept.  This department provides a broad spectrum of 
stewardship, management and oversight of marine and land resources in Heiltsuk territory.  HIRMD works in 
partnership with third party sectors in forestry and other resource extraction activities.   
 
The following graphic map provides a visual aide to the complex and comprehensive community systems that 
have grown and evolved over time.  Currently, efforts are being made to provide an interagency model that 
will maximize resources and expertise in the provision of vital services and supports to those in need.   
 
 
 

 
 
 
***HIRMD connects to many of the entities through the Department of Natural Resources and related employment. 

  



9 
 

Chapter 2:  Methodologies and Structure 
 

Structure and Background  
 
On January 28, 2014, an employment opportunity for an “Education and Capacity Building Coordinator” was 
posted via email by Marilyn Slett, HTC Chief Councilor.   
On January 29, 2014, Brenda Humchitt and Pauline Waterfall submitted emails of interest.  In February, they 
submitted a proposal to be co-contracted to undertake a Capacity Building Project.  After an interval of time, 
they were offered a contract in May 2014 and to jointly submit a work plan. An agreement was signed off in 
September 2014 after which time they undertook the tasks with a target completion date of February 28, 
2015.  This was amended to March 13, 2015 completion date due to various community activities that 
impacted the planned time schedule.   The parent organization of this project is Heiltsuk Tribal Council.  The 
contractors are accountable to Roger Nopper, HTC Executive Director. 
 

Steering Committee:   
 
Building upon the 2011 Vision of Capacity Building that involved various education and training stakeholders 
including department managers, a Steering Committee was formed to guide this project and the committee is 
comprised of: 

 Bella Bella School Board:  John Bolton Sr. elected board member who also holds Education Portfolio as 
elected Tribal Councilor. 

 Bella Bella Community School:  Janice Gladish, Principal.  
 Heiltsuk College:  Joann Green, Executive Director.  Marilyn Hall serves on the College Board.   
 Haillika’s Health Center:  Medric “Bo” Reid, who holds Education Portfolio as elected Tribal Councilor.  
 Heiltsuk Economic Development Corp:  Gary Wilson, General Manager.  
 Heiltsuk Integrated Resource Management Dept:  Kelly Brown, Director and Laurie Whitehead, Lands 

Resource Manager 
 Heiltsuk Tribal Council:  Marilyn Slett, Chief Councilor; Roger Nopper, Executive Director, 

Marilyn Hall elected Tribal Councilor who holds Education portfolio.  She is also a       
Board member for Heiltsuk College and for the Haillika’s Health Centre.  

 Heiltsuk Social Development Dept:  Mavis Windsor, Director. 
 Mid-Coast First Nations Training Society: Cliff Starr, Administrator.  Medric Reid is a member of the 

MCFNTS Board of Directors.  MCFNTS is an ASETS holder that receives funding form Service Canada to 
deliver training and education supports to four First Nations partner members:  Oweekano, Kitasoo, 
Nuxalk and Heiltsuk. 
 

The Steering Committee met on five occasions to review progress reports and inform the project to 
completion.  
 
Work Plan: (Chapter 3) 
 
A work plan was drafted with specific tasks and completion schedule.  It was approved by the Steering 
Committee and became the blueprint for the project.   
 
Expanded Work Plan 
 
Mid-Coast First Nations Society is an ASETS holder and receives Service Canada funding to provide training-
related services for its four community members: Oweekano, Kitasoo, Nuxalk and Heiltsuk.  Cliff Starr is 
MCFNTS’ Administrator and reported that Service Canada announced termination of ASETS funding effective 
March 31, 2015.  This meant an incalculable loss of service, support and opportunities for training and 
education for our collective First Nations membership.  
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It became evident that this project’s research and findings would complement and strengthen the discussions 
and eventual negotiations regarding continued Service Canada funding.   
 
With the permission of the Steering Committee, the project team expanded to include Cliff Starr and three 
other temporary contracted workers to fast track employer survey responses, collate and write a report for 
submission to Service Canada by November, 2014.  The three other community members were invited to 
participate in the employer survey and two chose to do so—their data is included in the MCFNTS report. That 
report is included as Chapter 12.  This is an example of collaboration for comment benefit because the 
termination deadline was extended for a 12-month period; during which time, this project’s outcomes would 
be integrated into the MCFNTS for a more fulsome and strategic plan for sustained capacity building.   
 
Project Team 
 
The project team was made up of the two contractors, Cliff Starr as well as short-term contractors:  Joann Starr 
and Ramona Starr.  The team met a minimum of twice monthly to review, discuss, and consolidate the details 
of the plan to complete this project in a timely and thorough manner.  Tasks were delegated with completion 
schedules.  There was continuous communication by email and by telephone throughout the duration of this 
work.  Joann Starr was involved in her capacity as Exec. Asst. Capital Works & Municipal Services Dept. as well 
as for her former role as Band Membership Clerk. It was through her help that accurate data was made 
available for the Heiltsuk Band Membership for both on and off reserve.  
In brief, this project became a best practice of a true collaborative model of partnership that served not only 
the Heiltsuk Nation, but also inspired the Nuxalk and Oweekano Nations to follow suit in building capacity.   
 
Literature Review 
 
The first major undertaking was a literature review of all studies, reports etc related to Capacity Building 
within the Nation.  This was challenging because source documents were spread in various departments or 
not readily accessible without persistent researching.  Nine documents were gathered and represent the 
period 1988-2013 (27 years). A review was completed and included in Chapter 12 of this report.   The review 
includes a consolidated list of recommendations taken from the various reports and studies completed.  
 
Data Analysis Band Membership 
 
With the expertise of Joanne Starr, band membership information was accessed and collated according to: 
 

1. On and off reserve general Band Membership count.  Joanne was able to delineate the two groups 
based on her personal knowledge and AANDC records.  Male and Female Heiltsuk Members were 
grouped into the following age categories:  0-14; 15-30, 31-45, 46-64, 65+  
 

2. Working Age Population was determined to be those aged 15 to 65+ of age.  The latter was included 
because of the number of Heiltsuk people who work beyond 65 years of age.   This analysis was done 
for both on and off reserve membership. The age groups were categorized into Male and Female. 
 

3. An analysis of working age population by gender was done to show:  employment status, education 
status, and unknown (for those who moved away).   
 

4. The 0-14 year age group, which represents our upcoming work force generation, was also identified by 
gender both for on and off reserve members. 

 
5. To determine an accurate analysis of unemployment/employment rates for on-reserve membership, 

the team reviewed the membership list. With collective knowledge or by inquiring to confirm 
employment status, the team was able to determine these statistics for on-reserve unemployment and 
employment rates. 
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6. Employment status is a moving target with seasonal work, retirement, deaths etc. so this report’s 

baseline reflects the labor market status for the time of this project. 
 

Employment Insurance Recipient Data 
 

1. Community Advocate, Shannon Humchitt, provided a limited data base regarding clients who went to 
her for assistance in applying for EI benefits.  There isn’t a Service Canada source to access accurate 
information as confirmed by Cliff Starr MCFNTS.  In brief, this data is incomplete and trying to gather 
the data would be employer dependent, which leads to access to information issues.  
 

2. General comment has been made by postal worker regarding the number of EI recipients as a result of 
2013 SOK fishery but this cannot be verified due to confidentiality policies.  
 

Social Assistance Recipient Data 
 

1. Mavis Windsor, Social Development Dept. Director presented a report on-reserve membership who 
are SA recipients separated by adult and dependent categories.   

 
2. The base line percentage of SA recipients was analyzed based on the aggregate number of adult as well 

as dependent recipients.  This total was then factored into the annual budget cost that was reported by 
Mavis at the AGM to determine the percentage of recipients in context of related SA costs.  
 

3. Due to privacy and confidentiality policies, recipients’ names, gender and specific ages could not be 
disclosed—so SA reference in this report is generalized to total count.  
 

Mid-Coast First Nations Society Sponsored Students database 
 

1. The Administrator did first-hand research of names of all Heiltsuk students who were sponsored 
between the years 2012-2014/15.  He shared the master list with the team members. 
 

2. An analysis of the master list was completed by the team to determine: 
 
a. Programs credentials completed by categories of certificates, diplomas, work place etc. 
b. This data includes a list of program training completed. 
c. Post-training employment status 
d. On and off-reserve post-training patterns to determine how many people  left  to work and live 

elsewhere after training was completed.  
 
Bella Bella School Board Sponsored Post Secondary Education Students database 
 

1. The Bella Bella School Board gave a list of Heiltsuk students who live on reserve and have attended 
public post secondary off-reserve for the period 2012-14. The data included information about which 
public post secondary institutions were attended and which programs of studies were taken.   

 
2. An analysis was completed regarding enrollment numbers for public post secondary institutions to 

determine which had the highest enrollment.   This analysis can serve to determine best practices with 
those preferred PSEs in regard to factors including Aboriginal Student Services and Supports and the 
urban environment settings. 
 

3. An analysis was completed regarding the programs of study that students enrolled into to determine 
the scope of Heiltsuk members who may qualify for the local labor market needs now and in the 
future.  This type of analysis would also serve to inform the School and College regarding career goals 
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planning for respective student populations.  It would also serve as a plan regarding Career Fairs 
delivered within the community. 

 
Bella Bella Community School Grade 12 Graduates  

 
1. Information was collected on the number of students graduating with a Dogwood Certificate or an 

Evergreen Certificate from Bella Bella Community School over the last 16 years. Students who 
graduated in the last two years were included in a college survey concerning courses of study for 
future planning.   
 

Grade 10 class meeting  
 

1. Gr 10 students completed a survey to provide input concerning career planning and goals.   
 
Employer Surveys 
 

1. Team members, including MCFNTS contracted workers, reviewed the master employer list and 
designated who would be responsible for contacting and administering the employer surveys.  The 
time frame for this was two weeks because MCFNTS needed this database in order to submit its report 
in January 2015 for mid-year dialogue. 

 
2.  Completed surveys were collated by each of the five team members according to the questions asked 

and responses given.  
 

3. Ramona Starr received the individual collations of data and amalgamated them in to master report 
format.  The aggregate totals were then reported according to percentages under each question 
category in the survey format. 
 
That analysis is included in the MCFNTS report in Chapter 13 of this project report. 
 

4. This data base was used to determine the following: 
 Total Heiltsuk and non-Heiltsuk employees  
 Age categories of the above (to determine succession plans needed etc) 
 Types of employment positions in community 
 Types of employment categories: part time, full time, season, volunteer 
 Occupational skills required for current employees 
 Credentials and qualifications required for current employees 
 Number of Heiltsuk employees who completed Grade 12 
 Professional Development requirements for current employment pool. 
 Training for current employment pool 
 New jobs planned for future in employment places 
 Human resource challenges 

 
5. The team then used the survey database to inform the development of a Heiltsuk Employment Growth 

Plan.  
 
 
 
 

 
Methodology for research of Best Practices.  
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1. Research was conducted through Internet sources as well as personal communication to First 
Nations Education Steering Committee and Indigenous Adult & Higher Learning Association 
regarding Aboriginal Best Practices for education and training.  
 

2. A literature review of nine Best Practice models was completed and is found in chapter 7. 
 

3. The review was divided into local Heiltsuk Best Practices as well as external Aboriginal Best 
Practices.   

 
Heiltsuk Asset Inventory 
 

1. Using the Heiltsuk Band membership list, team members reviewed individuals and informed personal 
knowledge of credentials and qualifications of band members. 

 
2. Personal communication was made to confirm credentials and qualifications where needed. 

 
3. A master list of Heiltsuk members was created that lists the following information: 

 Name  
 Current employment status 
 On or off-reserve information  
 Credentials and qualifications  

 
4.  This list is a living document and is not complete, so input and updates are welcome.  
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Chapter 3:  Work plan 
 
Goals:  
 
1. To conduct a labor market survey regarding present and future employment needs 
 2. To develop a Heiltsuk community education and capacity building plan  
The first stage of the project will focus on: 

 Communications  
 Literature review 
 Gathering information related to all aspects of employment in Bella Bella 
 Bringing stakeholders together to identify gaps in employment 
 Interfacing this project with school and college 

 
Once data regarding current employment environment has been collected and analyzed the second stage will 
focus on: 

 Identifying best practices in Aboriginal communities regarding implementation and coordination of 
training, education and employment strategies 

 Developing a community employment plan that addresses education and training needs   
 Presenting plan to HTC Feb 26 

 
The following draft work plan has been developed for the first stage of the project. Once the workplan has 
been reviewed for input and feedback and tasks completed, a workplan for the second stage will be developed 
and submitted to the steering committee. 
 
Tasks organized in SMART format 
 

 Specific Measureable Attainable Relevant Timeframe 

2. Design and develop 
surveys and questionnaires 
to gather information about 

current employment 
environment 

Review with Education and 
Capacity Building work group 

X Will be used to 
gather pertinent 

employment 
information for 

capacity plan 

Oct 15/14 

3. Research data base to 
determine employment age 

demographics 

  Roger to contact Band 
membership clerk for 

access to info 

Will be used to 
gather pertinent 

employment 
information for 

capacity plan 

Oct. 31/14 

4. Identify current and 
future employment 

positions 

Questionnaires/surveys/interviews connect with entities 
through interviews and 

questionnaires 

Future capacity 
building 

Nov28/14 

5. Identify employable SA 
recipients specific to age 

categories 

  Roger to connect with 
Soc Dev for 

authorization to access 
their database for stats 

  31-Oct 

6. Inventory of a) current 
and b)past specific 

programs of students and 
numbers attending post sec 
for training and education 

Available stats 
Brenda to work with BBCSS, 

Pauline to work with MCFNTS 

X Data base a) Sept 30/14 
b) Nov 28/14 
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Specific Measureable Attainable Relevant Timeframe 

7.Identify current local 
training and education 

initiatives (Soc Dev, Kaxla, 
HIRMD, QQS, Public Works, 

College) 

Contact each of the entities X Information sharing 
and identifying gaps 

Dec 15/14 

8. Asset inventory of 
qualified Heiltsuk 

professionals 

  Roger to contact Band 
membership clerk for 

authorization to access 
band membership list. 

Information Jan 16/15 
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Chapter 4:  Survey Results 
 

A survey was developed to find out specific data in regards to employment in Bella Bella. Each community 
organization, entity, business in Bella Bella and the neighboring area was approached including: Hailika’as 
Health Center, HIRMD, Bella Bella Community School, Heiltsuk College, R W Large Memorial Hospital, RCMP, 
Kaxla, Daycare, Bella Bella Store, Fuel Company, Municipal Services, Capital Works, HTC, Heiltsuk Forestry, 
Waglisla Freight, BC Ferries, PCA, HCEC, Restorative Justice, Shearwater Marine, Victim Services, Qqs, Brown’s 
Mini Mart/Roanna’s, Bella Cabins, Aftershocks, HEDC, Pacific Wild, Raincoast, Coast Guard, Fire Department, 
Social Development. Managers/CEO’s were contacted and interviewed individually. Three employers did not 
respond. Interviewing, collecting and collating the data was a combined effort with Mid Coast First Nation’s 
Training Society staff. Following is the employment information that was collected:  
 
Employer Questionnaire Responses: 
 
1. Total number of employees: 
 
Heiltsuk:  336.  67% of labor force 
Non Heiltsuk:  169.  33% of labor force 
TOTAL:  505 
 
Three employers did not respond to our attempts to interview them and have an estimated 150 to 200 
employees in seasonal employment. (SOK, Fishplant) 
 
2. Employed workforce by age group:  
 
Heiltsuk 
15-30:  90 – 27% 
31-45:  142 – 42% 
46-65:  90 – 27% 
65+:  14 – 4% 
TOTAL:  336 
  
Non-Heiltsuk 
15-30:  35 – 21% 
31-45:  68 – 40% 
46-65:  60 – 36% 
65+:  6 – 3% 
TOTAL:  169 
 
3. Types of employment positions available in Bella Bella: 
 
Cashier, butcher, delivery driver, grocery shelf stocker/grocery bagger, inventory clerk, office clerk, 
clerical/reception, manager/assistant manager, administrator, career counselor, postal work, office manager, 
barista, archaeologist/Assistant archaeologist, accounting, custodian/janitor/maintenance, camp counselor, 
carpenter, bookkeeper, administrative assistant, science coordinator, researcher, communication director, 
sawmill worker, social worker, executive director, finance administrator, special needs worker, housekeeper, fuel 
delivery driver, fuel attendant, negotiator/assistant negotiator, ECE educator, ECE assistant, Medical Office 
assistant, X-ray lab tech, lab tech, medical doctor, laborer, culinary arts, nurse, community health nurse, 
occupational therapist, payroll clerk, youth worker, personal care attendants, LPN, dentist, dental assistant, 
health nurse, counselor, computer tech, mental health worker, tele-health coordinator, maternal health worker, 
diabetes prevention worker, fitness instructor, police officer, victim services, security guard, office administration, 
Heiltsuk language teacher, teacher, teacher aide, speech language assistant, Learning Support Teacher, youth 
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outreach worker, probation officer, research assistant, biologist, fundraiser, special needs worker, principal, vice 
principal, librarian, home school liaison, research liaison, mechanic, server, water taxi driver, fishing guide, cook, 
hotel management, carpenter, finisher, marketing, administration,   chief financial officer, payroll clerk, accounts 
payable, accounting clerk, chief in council, customer service, engineering, planning, maintenance, project 
manager, customer service agent, fueler, volunteer firefighter, airport manager, records management clerk, 
housing administrator, By Law officer, GIS mapper, Marine Biologist, diver, school bus driver, guardian 
watchman, logger, engineer, boat charterer, field technician, machine operator, hooktender, rigging slinger, 
chokerman, chaser, second loader, heavy duty mechanic, bullcook, crew boat operator, quality control 
 
4. Positions by category in Bella Bella are: 
 
Part time:  82 – 16% 
Seasonal:  122 – 24% 
Full time:  286 – 57% 
Volunteer:  15 – 3% 
TOTAL:  505 
 
5. What are the occupational skills required for employees: 
 
Drivers’ license – Class 4 & 5, customer service, computer and software skills/tech, organizational skills, 
commitment, social skills, First Aid, Food Safe, boat operator courses, keyboarding/data entry, Excel, MS Office, 
bookkeeping, Sage 50, WHMIS, proposal/grant writing, clerical, mill safety, carpentry, basic vehicle mechanics, 
cashier/POS (Point of Sale), communication leadership, human resources, cultural awareness, minute taking, 
family support worker certification, World Host, Internet Savvy, Website Development/maintenance, building 
maintenance & repair, negotiating skills, medical terminology, gas fitting, electrical, boiler tech, plumbing, 
cooking skills, marine outboard mechanics, fire fighter, marine radio, general administrative & business skills, 
road de-icing, special mobility training, fork lift, safety reporting system, dangerous goods handling,  airline 
passenger protection, airline security training, radio operator, Red Seal  
 
6. What are the required qualifications for the employment positions in the community?  
 
Office procedures, business management diploma/degree, accounting, Sage 50, Canada Post Computer training, 
key cutting, Microsoft Office, computer tech, World Host (customer service), Class 4 & 5 Driver’s license, 
Maintenance/Refrigeration, Food Safe, GIS, Excel, bookkeeping, website development, First Aid, boat courses, 
custodial skills, administration, finance, human resource management, WHMIS, proposal writing, clerical, mill 
safety, carpentry, basic mechanics, communication leadership, human resources, cultural awareness, Bachelor of 
Social Work, ECE, minute taking, family support worker certification, career counselor training, BC Lotto 
certification, Transporting Dangerous Goods, Propane handling/training, culinary arts, RCMP training, Bachelor 
of Education, Restorative Justice training, Degree in Records Management, negotiating skills training, special 
needs certificate, infant toddler certificate, medical office assistant, medical laboratory tech, x-ray tech, medical 
doctor degree, electrician, plumbing, gas fitting, nursing degree, child and youth care, dentist degree, dental 
assistant diploma, counselor, language training, archaeologist, biologist, Masters/education, Heavy duty 
equipment operators certificate, machine operators training water and waste water treatment, Human 
Resources, fork lift, driver’s license , first aid, marine outboard mechanic, cashier training, serving it right, chef, 
office administration certificate, first nations organization training, certified general accountant, carpentry, 
firefighting training through FNES,  plumbing, electrician, building construction inspection certificate, Furnace 
repair & maintenance 
 
7.  Total number of Heiltsuk employees who graduated from Gr 12:   299 = 59% 
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8. Professional development provided for employees?  
 
Due to Bella Bella’s remote location, professional development is very important in supporting employees in 
the workplace. Heiltsuk Hailika’as Health Centre, Bella Bella Community School, Kaxla, Heiltsuk College, HTC , 
HIRMD have professional development policies or provide professional development for employees. 
Computer, Sage 50/accounting, safety, business planning, team building, marine safety, first aid, construction, 
science, on-line ECE, on-line computer training, supported child development training, ARMS Software training, 
language courses, in service and external professional development educational conferences/workshops, teacher 
aid training,  anti-bullying in the workplace, lifeskills, personal development workshops, conflict resolution 
workshops 
 
9. How often?  
 
Most local businesses do not provide training to their employee’s but those that do provide training annually or 
every 2-3 years - as requested and/or as required. 
 
10. What is budgeted for professional development?   
 
Budgets for training for those employers that provide training range from $1500 to $20,000 annually.  Only 10% 
of employers provide Professional Development. 
 
12. What training initiatives have been accessed for employees?  
 
Vancouver Coastal Health Authority offers free online training modules for Health Center employees who require 
certification. The Canadian Diabetes Association provides free training, On-the-job training: Speech Language 
Pathologist, employees with Pacific Wild, Raincoast, Heiltsuk Language teachers Canada Post Training, Food 
Safe, Point of Sale System (POS), Class 5 driver license, MS Office, Sage 50, safety training initiatives, construction, 
wilderness first aid, water safety, boat safety, on-line training, team building, World Host, Sage 50, Website 
Development, WHIMIS, Transporting Dangerous Goods, Construction safety training, boat safety, marine 
operators, first aid, apprentice training, site safety, CSA, vessel operating tickets, oil spill response, on-line safety 
videos, fork lift training, water treatment, computer skills, small boat operator license 
 
11. New job positions planned for the future? 
 
Deli/bakery, full time postal worker, food services, barista, archaeologist/field techs, GIS mapper, accounting, 
assistant manager, science & field research, child & youth workers, housekeeper, on-call manager, ECE, infant 
toddler, medical office assistant, manager, lab tech, doctors, nurses, culinary arts/cooks, plumbers, electricians, 
carpenters, heavy equipment operators, housekeepers, maintenance, managers/administrators, employment 
counselor, physiotherapist, dentist, dental assistant, clerical staff, gas fitters, boiler technician, community health 
nurse, counselors, LPN, speech pathologist, special needs workers, RCMP officers, victim services workers, 
teachers, language teachers, biologist, fundraisers,  teacher aides,  chief financial officers, post-secondary 
administration, Community development planning, by-law enforcement officer, asset management (fixed and 
material), seasonal variations, eco-tourism 
 
HR challenges and successes: 
 
A section for comments on HR successes and challenges was included on the survey. Following is a summary 
of responses with some highlights: 
 
Attendance/life skills: responses ranged from: poor, mediocre, good, tardiness, understanding HR related 
issues manageable, needs improvement, attempting to foster a more positive environment. Some cases have been 
an issue and would welcome initiative/idea to improve this area. Substance abuse is an issue. Some entities who 
did not have a time clock system have moved to employees using a time card so lates can be monitored and 
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addressed. Some employees miss a lot of workdays in part due to travel for medical appointments. Absenteeism is 
challenging. Some entities address this by offering sick day bonuses. 
 
Employee retention:  Responses range from poor, move on to full time/higher paying positions, issues with 
entry level positions, loss to other organizations, constant problem, good, needs improvement.  Would like to see 
improvement in manager’s ability for retention/rewarding good work, suggest to go to pay grid system (pay 
range) would enable yearly reviews of employees in a positive and sometimes rewarding work. Challenging, need 
housing.  
One of the successes in this area is the Health Centre’s succession planning where staff are identified and 
transitioned in to replace retiring personnel.  
 
Some employee positions are hard to retain due to verbal abuse from uninformed clients 
 
Staff Recognition as a way of acknowledging and retaining employees is a strategy that appears to help although 
there are no stats to confirm this. 
 
Accreditation process has helped build teamwork among staff, celebrating success promotes self esteem and 
productivity contributing to the work environment and staff retention. 
 
Another issue that came up in regards to retention is that some entities in the community offer higher wages for 
the same job. An employee may change jobs because of this or feel they are unfairly paid, consequently not be as 
productive in the workplace. Job perks can make a difference and communication between entities can help 
address with this issue. 
 
Computer Skills:  Responses range from poor, mediocre, good, adequate, needs improvement 
The majority of employees are carpenters and laborers but would like to obtain skill development for site 
supervisors, to potentially do the reporting, email, etc., office staff continue with training when available with 
mostly positive results 
Definitely this is an area to be focused on in preparing for the future. 
 
Skill level:  Response range from: poor to good, entry level to superior, adequate, public relations could be 
improved 
The municipal, Capital Projects, and construction departments cited that “Only areas at the moment that could be 
better are in recruits particularly coming out of high school, looking for a laborer position. “Municipal is working 
with the high school and making strides in developing a co-op program with the high school but would welcome 
assistance in doing so”. 
 
Experience:  Responses range from: poor, to good, to qualified  
See skill level for new recruits, existing employees have the necessary skills from on the job training from years of 
experience 
 
Other:  Suggestions  

 Heiltsuk Job Site and employment centre 
 Scholarships awarded to graduating students in specific field to encourage post secondary education and 

return to community for work 
 
Some highlights from surveys: 
 

 67% of employment- Heiltsuk 
 57% Fulltime employment- more challenging to find and retain part time employees 
 Class 4,5 Driver’s License - perhaps entities could work together to approach DOT for support in this 

area 
 Need for computer training to prepare for the future 
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 59% of employees graduated from Gr 12- some entities have Gr 12 requirement 
 Extensive job list 

 
The graph on the following pages shows the courses and programs that have been sponsored by Mid Coast 
First Nations Training Society and Bella Bella Community School Post Secondary Program.  

1. According to records 160 students have graduated from Bella Bella Community School with a 
Dogwood Certificate since 1998 or an average of 10 students per year. The graduation rate in Bella 
Bella is around 80%.  

 

2. According to an article in the Vancouver Sun May 2014 Professor John Richards from SFU writes that 
58% of young adults living on-reserve in Canada have not completed high school, according to 2011 
census results. In BC the noncompletion rate for FN aged 20 -24 living on reserve is 40.7.  

 

3. “It’s not that you get rich if you have (graduated from) high school, but you get a job,” Richards said. 
“Whether you’re Metis, non-Aboriginal or First Nations, if you don’t have high school, there’s only 
about a one-third probability that you have a job. The moment, you have high school, that goes up to 
about 60 per cent.” 

Read more:  
http://www.vancouversun.com/business/outperforms+other+provinces+aboriginal+graduation+rate
s+report+says/9793783/story.html#ixzz3TxAym8V3 

 
4. Gr 10 students were given a survey to provide some input concerning career planning and goals. Each 

commented favorably about summer jobs. They enjoyed having a “job” and earning some money and it 
also gave them some idea about what kind of career they might pursue after graduation: 

 
 33% did not have a career goal 
 66% said they were not planning to live in Bella Bella.  
 Responses as to where students obtained information about careers: Career Day, Planning 10, 

school, internet with help from a teacher, family, friends 
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Barista 1  Marine Training 34 

Customer Service 1     Coast Guard (2)   

Diploma/Certificate Programs 15     150 Ton Fishing Master (2)   

   Resource Management (1)       Marine Basic First Aid (10)   

   Business Management (1)       Marine Emergency Duties (1)   

   Administrative Assistant (1)       SVOP, MEDA2, MBFA, ROC-MC (8)   

   Healthcare Assistant (2)       Pro-Diver/High School (9)   

   NITEP (7)       Commercial Diver Master (1)   

   Special Education (2)       Surface Supply Diver (1)   

   First Nations Studies (1)    Trades 19 

Early Childhood Education 2     Carpentry (2)   

Employment Access 1     Welding (4)   

Family & Community 
Counseling 

2 
 

   Auto Mechanic Technician (2)   

First Aid 59     Sawmill Training (3)   

   Levels 1 & 3 Combined (44)       Heavy Duty Operator (1)    

   Level 1 (11)       Culinary Arts/Baking/Pastry (2)   

   Level 3  (4)       NW Jewlery Arts (1)   

      Plumbing/Red Seal (1)   

      Chainsaw Operator (1)   

      Class 5 Driver Training (1)   

      Class 1 Driver Training (1)   

 
  

1%1%1%

50%
30%

17%

MCFNTS ~ Sponsorship/2012-2014

Early Childhood Education

Employment Access

Family & Community Counseling

First Aid

Marine Training

Trades
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Bella Bella School Board Sponsored Post Secondary Students 

Introduction 

In 1976, local control of education was transferred from AANDC to Heiltsuk Nation after many years of 
external management by AANDC (Indian Affairs Dept.)  Under their system, Heiltsuk youth who completed 
Grade 8 in the local Day School left Bella Bella to attend high school off-reserve with a subsequent failure rate 
of 98%.  This contributed negatively to the socio-economic and personal fabric of this community.  Social 
problems of chemical addictions, suicides, family violence, spousal assaults and apprehension of children 
became the norm.  However, it was a National experience in what was termed a healthy response to an 
unhealthy situation with regard to our young people. 

In  1972, the National Indian Brotherhood released a document called “Indian Control of Indian Education” 
calling for policy reform of the Indian education system and articulating the tenets of local control by First 
Nations.  This report was a response to the Federal Government’s planned policy and process of assimilation.  

 With this dismal systematic failure to meet the educational needs of our people, the Heiltsuk Tribal Council 
delegated a Heiltsuk Education Committee to plan, research and frame negotiations for transferring education 
to local control. Heiltsuk local control became a reality in 1976 and the Tribal Council delegated authority of 
education to a newly formed Bella Bella School Board to oversee implementation of the new system.  For the 
first time in 100 years, young Heiltsuk remained in the community and attended school here. Further 
information about this is found in the Mel Coates study, with reference made in the literature review in 
Chapter 12 of this project report. 

Bella Bella School Board was delegated at first by Tribal Council; then its members became elected in 
subsequent years.  The Board continues to have delegated authority to oversee Nursery to Grade 12 education. 

As successful outcomes emerged with Grade 12 graduations, a post secondary department was put into place 
with AANDC transferring funds to cover tuition, living allowance, travel and other expenses related to post 
secondary education.   Because there was no other department to oversee this, the Bella Bella School Board 
expanded its roles and responsibilities to manage sponsorship of Heiltsuk post secondary education. Over the 
years, with this support and with the development of Heiltsuk College, Heiltsuk members began to participate 
in post secondary education and employment training with high success rates.   

2016 will mark the 40th anniversary of Heiltsuk Control of Heiltsuk Education.  Without doubt, the vision and 
dedication of those who made this possible is demonstrated by the successful outcomes. 

There are off-reserve Heiltsuk members who are sponsored under this program but they haven’t been 
factored into this analysis because the focus of this study is for local capacity building needs. 

An analysis of on-reserve Heiltsuk members was done for this report as follows.   
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  2014/15 2013/14 2012/13 TOTAL 

UBC 8 7 7 22 

Capilano College 1 2 2 5 

Camosun College 1 1   2 

VIU 6 18 15 39 

NVIT 1 2 2 5 

UVIC 2         1 3 

NW Indian College 1     1 

SFU 2 2 3 7 

UNBC 1 1 1 3 

NW Community College 1 2   3 

Royal Roads U 1     1 

Carleton U 0 1   1 

Native Ed Ctr. 0 3 3 6 

Kwantlen 0 1 0 1 

Douglas College 0 1 2 3 

Langara 0 0 1 1 

U of Regina 0 0 1 1 

Art Institute of Seattle 0 0 1 1 

  25 41 39 105 

21%

5%

2%

37%

5%

3%
1%

7%

3%

3%

1%

1%

6%

1%

3%

1%
1% 1%

3 Year Analysis ~ 2012-2015
Post Secondary Institutes

UBC

Capilano College

Camosun College'

VIU

NVIT

UVIC

NW Indian College

SFU

UNBC

NW Community College

Royal Roads U

Carleton U

Native Ed Ctr.
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Bachelor of Arts 47 

Bachelor of Education 29 

Bachelor of Social Work 3 

Bachelor of Science in 
Nursing 4 

College Preparation 2 

Certificates 5 

Diplomas 12 

Graduate Studies 3 

 

 

  

45%

27%

3%

4%

2%
5%

11%

3%

3 Year Analysis ~ 2012-2015
Programs of Study

Bachelor of Arts

Bachelor of Education

Bachelor of Social Work

Bachelor of Science in
Nursing

College Preparation

Certificates

Diplomas

Graduate Studies
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Bella Bella Community School - Grads 2011-14 
 
2011 
 
Nevada Collins- Dogwood-Band Office 
Ross Dixon- Evergreen 
William Dixon-Dogwood 
Britanei Grant- Dogwood- ECE- Daycare 
Aaron Humchitt 
Bryan Humchitt- Dogwood 
Gordan Humchitt-Dogwood 
Mercedes Innes- Dogwood Working at BBCS as TA 
Louis Shaw 
Aki Titto- Dogwood- Sports fishing Guide 
Francine Wilson-Hall- Evergreen 
 
2012 
 
Christine Campbell- Dogwood- OOT 
Lori Harris- Dogwood- Vet assistant Program OOT 
Jonelle Starr- DNG 
Jasmine White- Dogwood- Dental Assistant 
 
2013  
         
Calvin Brown-Evergreen        
Jennifer Brown- Dogwood                       
Greg Campbell- Dogwood         
Blake Carpenter- Dogwood     
Howard Duncan- DNG (attendance)  
Shauna Duncan- Dogwood      
Kylie Gladstone- Dogwood       
Alecxandria Hall- DNG        
James Hall – Dogwood 
Sesley Humchitt- Evergreen        
Randall Housty-DNG (attendance)  
Korin Humchitt- Dogwood     
River Hunt- DNG 
Gene Larsen- Dogwood     
Jesse Larsen- Evergreen         
Kelly McKay- DNG (attendance)   
Elijah Newman-Dogwood       
Brian Reid- Dogwood      
Courtney Reid- Dogwood      
Clarissa Starr- Evergreen       
Marian Windsor DNG  
Teesha Reid-Dogwood       
Dayton White- graduated Port Hardy  
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2014 
 
Megan Bohlander- Dogwood 
Dale Brown- Evergreen 
Jefferson Brown- short Eng, at college working on it 
Angel Dixon- Dogwood 
Mitchell Hunt- Evergreen 
Dean Innes- Dogwood 
Kyla MacGregor- Dogwood 
Jared Reid- Dogwood 
Desmond Roessingh- Dogwood 
Kelsie Starr- Dogwood 
Tanya Bolton- Dogwood 
Hayley Reid- graduating 2015 
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Chapter 5:  Heiltsuk Community Educational Needs Survey 
 
Background 
As a planning tool for program delivery, budgeting and recruitment, Heiltsuk College/WALC conducts 
community member surveys to determine the needs of applicants who are invited to enroll into upgrading and 
other programs of study.  The following are survey results conducted in March 2015. 

1 What level of education have you completed?    

 
Grade 10 Grade 10/11 

Grade 
11 

Grade 12 Highschool University 

 1 2 3 9 4 1 

 

 

2 Age Range      

 18-30 31-45 46-65 65+   

 27 22 6 1   

 

 

       

3  Are you interested in upgrading your skills or getting your grade 12 diploma?  

0 5 10 15 20 25 30

18-30

31-45

46-65

65+

Age Range

0 1 2 3 4 5 6 7 8 9 10

Grade 10

Grade 10/11

Grade 11

Grade 12

Highschool

University

Level of education completed
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 Are you? 18-30 31-45 46-65 65+  

 Yes 12 0 0 0  

 No 2 0 0 0  

 No reply 3 0 0 0  

 I don't know 0 0 0 0  

 Done 3 0 0 0  

 

 
 

      

4 What are some of the challenges that stops you from going to school?  

 Challenges 18-30 31-45 46-65 65+  

 Funding 8 9 0 0  

 Childcare 5 5 1 1  

 Personal 4 5 1 1  

 Self-Motivation 3 5 0 0  

 

Timing of training 
initiatives 

4 3 0 0 
 

 Lack of support 4 0 0 0  

 All of the above 1 6 3 0  
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5 Waglisla Adult Learning Centre operates from 8:00am - 4:30pm Monday to Friday. Is there a specific time that 
would work better to attend a training program?  

 Time 18-30 31-45 46-65 65+  

 
Morning: 8:45 - 12 
noon 5 7 0 0  

 Lunch 2 4 1 0  

 Afternoon: 1:00 -3:30 4 7 1 0  

 Evening: 6:30 - 8:30 9 11 4 1  

 No time specified 1 0 0 0  

 

 

6 What technology training do you have or would like to have? 

 Training 18-30 31-45 46-65 65+  

 Desktop Publishing 7 5 1 0  

 Word Processing 8 4 2 0  

 Database 5 7 1 0  

 Spreadsheets 6 5 2 0  

 World Wide Web 6 5 1 0  

 Email 9 3 2 0  

 Excel 8 6 1 0  

 None 2 0 0 0  

 Need all 3 7 3 1  
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4:30pm Monday to Friday. Is there a specific time that 
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7 Please check off the areas of employment you may be interested in:  

 Employment areas 18-30 31-45 46-65 65+  

 Clerk 0 3 0 0  

 Receptionist 3 5 1 0  

 Janitor 2 1 0 0  

 Truck driver 4 5 0 0  

 Teacher Aide 3 6 1 0  

 General Labourer 0 3 0 0  

 
Early Childhood 
Education 9 9 0 0  

 Forestry 4 5 1 0  

 Business Management 4 6 0 1  

 
Small Business 
Management 6 5 0 0  

 
Heavy Machinery 
Operator 5 7 0 0  

 Heavy Duty Mechanics 3 5 0 0  

 Tourism 6 3 0 0  

 Electrician 6 6 0 0  

 Plumbing 7 7 1 0  

 
Information 
Technology 1 1 0 0  

 Home Support Worker 1 2 2 0  

 
Addiction Awareness 
Counsellor 5 2 0 0  

 Field Work Training 2 4 2 0  

 
Child and Youth Care 
Counsellor 8 9 1 0  

 Teacher  4 4 0 0  

 No reply 1 0 2 0  
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8 How important are the following topics:    

 Column1 18-31 31-45 46-65 65+  

 Life skills 22 12 3 1  

 Study skills 28 18 3 1  

 Essential skills 24 17 5 1  

 Job readiness 25 20 5 1  

 Job shadowing 23 19 4 1  

 Basic computers 25 16 4 1  

 Time management 27 18 5 1  

 Organizational Skills 26 19 5 1  

 Budgeting 26 20 5 1  

 Personal Development 26 20 5 1  

 Stress management 25 19 4 1  

 Pro-D 24 19 4 1  

 

 
 

      

       

0

5

10

15

20

25

30

How important are the following topics?

18-31 31-45 46-65 65+



32 
 

9 Which of the following would influence you to register to attend a training program? 

   18-31 31-45 46-65 65+  

 Location 5 5 2 0  

 Length of Program 3 3 1 0  

 Funding 6 7 2 0  

 
Continued Educational 
Training offered 4 0 3 0  

 All of the above 13 15 3 1  

 Seasonal 0 0 0 0  

 No response 1 0 0 0  

 

 
 

      

 Comments given by Survey respondents   

 Once said and done, make sure to keep local people employed.  

 Seasonal work - end of May and end of October are fishing season not good for some 

 Need more on the job training and more certified instructors to teach those willing to train in the village 

 Have more advertisements and see the band and other organizations work together  

 Encourage our young people to train and come back home  

 Any education in Bella Bella would benefit our people - Education is the key to a better future 

 
Have the leadership work with all the fishing lodges and logging camps so more of our own people will be able 
 to work 

      

 Note: in the survey's some people chose not to mark in the areas so were not counted - the person hired  

 
informed it was difficult to get people to respond to the surveys in person and would say they will bring the 
 surveys to the college. 140 surveys were distributed and 68 returned. 

   

 Surveys conducted through Waglisla Adult Learning Centre and Data analysis compiled by 

 Joann Green, Executive Director & Paulette Dixon, Clerical worker. 
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Chapter 6:  Demographics and Trends 2014 
 

Analyzing demographics and identifying trends assists the community in moving forward. Examining the 
membership list and finding out the employment status of each person on the membership list created 
demographics. We only used on reserve information however we have listed some off reserve numbers, 
helpful in looking at the big picture. For example, below are current stats of on reserve and off reserve 
populations.  
 
 

 
 
 

 
 

 
  



35 
 

These stats reflect on and off total populations over the last 4 years: 
 
 

      2010 2243    

2011 2268 25.00 1.1% Growth 

2012 2291 23.00 1.0% Growth 
2013 2338 47.00 2.0% Growth 

2014 2316 -22.00 0.9% Decline 
 
Overall there has been a growth rate of 3.1% 

 
 
Next are a series of pie graphs that reflect employment on reserve: 
 

  
 
 
 

Employed 35 

Unemployed 37 

Grade 12/Employed 2 

Grade 12/Unemployed 6 

Post Secondary 21 

High School Students 23 

Unknown 4 

TOTAL 128 

 
 
*Heiltsuk females 15-30, 21 or 16% age group attending post secondary, 37 or 29% unemployed, 27% employed 

27%

29%

2%

5%

16%

18%

3%

15 to 30 Females
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Unemployed

Grade 12/Employed

Grade 12/Unemployed

Post Secondary

High School Students

Unknown
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Employed 41 

Employed/Season 6 

Unemployed 47 

Grade 12/Employed 4 

Grade 12/Unemployed 10 

Post Secondary 4 

Post Secondary/Trades 3 

High School Students 19 

Unknown 3 

TOTAL 137 

 
 
*Heiltsuk males 15-30, 5% attending post secondary or trades programs, 34% unemployed, 30% employed 
 
 
 
 
 
 

 
 

30%

5%

34%

3%

7%

3%

2%
14%

2%

15-30 Males

Employed

Employed/Season

Unemployed

Grade 12/Employed

Grade 12/Unemployed

Post Secondary

Post Secondary/Trades

High School Students

Unknown



37 
 

 
 
 
 
 

 
 
 

 

Employed 47 

Unemployed 31 

Employed/Seasonal 1 

Post Secondary/Trades   

Post Secondary 9 

Unknown 3 

TOTAL 91 

 
 
*Heiltsuk females aged 31-45, 9 or 10% attending post secondary, 31 or 34% unemployed, 47 or 52% employed 
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1% 10%

3%

31 to 45 Females

Employed

Unemployed

Employed/Seasonal

Post Secondary
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Employed 55 

Unemployed 41 

Employed/Seasonal 7 

Post Secondary 2 

Unknown 3 

TOTAL 108 

 
 
* Heiltsuk males 31-45, 2 or 2% attending post secondary, 41 or 38% unemployed, 55 or 51% employed  

51%
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31 to 45 Males

Employed
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Employed/Seasonal

Post Secondary
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Employed 78 

Employed/Seasonal 3 

Unemployed 51 

Post Secondary/Trades 1 

Post Secondary 2 

Unknown 4 

TOTAL 139 

 
 
*Heiltsuk females 46-64, 3 or 2% attending trades or post secondary, 51 or 37% unemployed, 78 or 56% 
employed 
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Employed 57 

Employed/Seasonal 15 

Unemployed 76 

Unknown 3 

TOTAL 151 

 
*Heiltsuk males 46-64: 76 or 50% unemployed, 15 or 10 % are employed seasonally, 57 or 38% employed 
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Employed 13 

Unemployed 39 

TOTAL 52 

 
*Heiltsuk females 65 +: 39 or 75% unemployed, 13 or 25% employed 
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Employed 6 

Employed/Seasonal 6 

Unemployed 35 

Unknown 1 

TOTAL 48 

 
 
*Heiltsuk males 65+: 35 or 72% unemployed, 12 or 26% employed and employed seasonally 
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Employed 365 

Unemployed 338 

TOTAL 703 

 
 

*52 % of on reserve aged 15-64 are employed 2014, an increase from 41.5 in 2011, and 39.2 in 2006. 
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*Heiltsuk females 15-30, 21 or 16% attending post secondary, 37 or 29% unemployed, 27% employed 
 
*Heiltsuk males 15-30, 5% attending post secondary or trades programs, 34% unemployed, 30% 
employed 
 
*Heiltsuk females 31-45, 9 or 10% attending post secondary, 31 or 34% unemployed, 47 or 52% 
employed 
 
* Heiltsuk males 31-45, 2 or 2% attending post secondary, 41 or 38% unemployed, 55 or 51% employed 
 
*Heiltsuk females 46-64, 3 or 2% attending trades or post secondary, 51 or 37% unemployed, 78 or 56%  
Employed 
 
*Heiltsuk males 46-64,76 or 50% unemployed, 15 or 10 % are employed seasonally, 57 or 38% 
employed 
 
*Heiltsuk females, 65 + - 39 or 75% unemployed, 13 or 25% employed 
 
*Heiltsuk males 65 +, 35 or 72% unemployed, 12 or 26% employed and employed seasonally 
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Employed 27% 52% 25% 56% 30% 51% 38% 26%

Unemployed 29% 34% 75% 37% 34% 38% 50% 72%

Analysis and Trends
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Trends 
 More females attend post secondary- a trend Nationwide (Canadian Govt stats) and more are 

employed overall 
 Highest employment age and gender bracket- 46-64 female@ 56% employment 
 The highest unemployed age group is males 46-64 
 More males are seasonally employed 

 
 
Information: 
 
Ages  0-15 = 232 
           15-30 = 265 
 31-45 = 199 
 46-64 = 285 
 65+ = 100 
 
Trends based on analysis of working age population status on reserve only. 
 
Population on-reserve total = 1051 
Distribution by Age and Gender between 0 – 65+ 
 
Male total 546 or 52%; Female total 505 or 48%   

Trend:  The gender distribution of Heiltsuk people living on reserve between ages 0-65 

Is nearly equal (52% M; 48% F) 
 
Employment Rate – W.A.P. = working age population between ages 15-64 = 695 total 
 
Employed between ages 15-64 = 365 or 52% of total W.A.P. 
 
Unemployed between ages 15-64 = 300 or 48% of total W.A.P. 
 
52% of on-reserve working age population based on total 69% is employed 
 
 48% of on-reserve working age population based on total 695 is unemployed 
 
48% of on-reserve working age population based on total 695 is unemployed 

Trend:   Slightly more than half of the on-reserve W.A.P. are employed (52%) 
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Chapter 7:  Best Practices 

 
 
 
Affirming Heiltsuk Best Practices – our traditional way 
Evolved over millennia of time through observing, doing, adapting, 
changing and evolving traditional knowledge and ways of being. 
 
 
 
 

Best practices are evidenced by proof found in trees, rocks, rivers, and other archeological finds. One best 
practice is in how Heiltsuk medicines were created, tested, duplicated, refined and used over time until now. It 
is validated by rich language that describes complex knowledge systems. It is known through the values that 
were developed, practiced and taught throughout time.  It is understood through traditional teachings passed 
on from one generation to the next.  In short, it is the rich legacy that is our inheritance now and for our future 
generations to come.   
 

 
 
Western Best Practices – the contemporary way.  
 
 
 
 
 
 
 
 
In the missionary records and through Heiltsuk teachings, our ancestors knew that our Nation and community 
would be subjected to changes brought on by the outside world through those who came to work and live 
among us.  They made a conscious decision to welcome these newcomers who would come, not only to work 
with us, but also to teach us the insights, skills and knowledge that would help us to adjust and adapt to these 
enforced changes so that our Nation and people would continue to grow and prosper then and now.  With this, 
we move into a new time of deliberately building our capacity to meet the continued changes in our lives.   
 

 
 
 
 

Wikipedia, an on-line encyclopedia-type resource, describes “best practice” as a 
method of technique that shows consistent results superior to those achieved 

through other means.  These best practices serve as benchmarks to become better 
at making improvements through these excellent (exemplary) practices. 
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Literature Review Best Practice Capacity Building Models 
 
Introduction: 
 
While there is no single solution with one-size fits all, there is value and wisdom in learning from our own 
experiences as well as those of others.   Research was conducted on looking at best practices from an 
Aboriginal perspective.  There may be some parts of these best practice models that we can draw upon, 
customize to fit our culture and needs, and refine a model that enhances our community’s growth and 
continued development.   
 
1.  Best Practices in Aboriginal Community Development:  A Literature Review and Wise Practices 
Approach:  Cynthia Wesley-Esquimaux and Brian Calliou, 2010.  Banff Centre 
www.banffcentre/indigenous-eadership/library/pdf/best_practices_in_aboriginal_community_development 
 
This study notes importance of true self-governance begins with leaders tasked to rebuild, reunite, reshape, 
revitalize….nations. Thirteen best practice approaches are reviewed including the Harvard Project-American 
Indian Economic Development, Institute on Governance, HRDC etc The commonalities in the approaches 
reviewed include: 
 

 Bridging culture back into community development “identity culture” 
 Strategic vision and planning for long-term development (Seven generations) 
 Spirituality focus on the common good of community 
 Locally appropriate, sustainable development  
 Incorporating traditional values in community development.  
 Good governance, management and leadership 
 Accountability 
 Good external relationships and partnerships.   
  

**This check list can be used as a guiding tool in developing our made in Heiltsuk model of                     
Community development overall.  
 
 
2.   M’Chigeeng First Nation Community Comprehensive Plan (Ontario)  
http://www.mchigeeng.ca/community-plan-ccp.html 
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This plan has 15 chapters and chapter 5 is “Life Long Education” that addresses 21 issues, challenges and 
opportunities interfaced with what resources and services are in place and the problem of drop-outs in high 
school, the need for Early Childhood programs and enhanced elder participation at school.  
The plan identifies strengths and assets upon which to draw and grow from, then goes on to identify five 
comprehensive strategies that will contribute to building a lifelong education system. Its development was 
inclusive of community input with a key strategy to develop integrated work plans and alignment of human 
and financial resources across early childhood, primary, secondary, post-secondary education and adult 
training programs and agencies.   
 
This plan presents a Nation-wide development plan that integrates all community services and agencies to 
enhance positive outcomes in capacity building.   
 
** The model of integrated services approach is what makes this plan unique and reflects a former Heiltsuk 
best practice where integrated services happened with the Resource Committee.  A more current best practice 
model of integrating services today is the Emergency Response Team.   

 
3.   Musqueam Community Development Plan: Capacity Building  
www.ecoplan.ca/planning/musqueam-comprehensive-community-plan 
 

 

 
 
 
Something that makes this plan unique is its graphic time line of Musqueam history based on chronology from 
pre-contact to 2015.  Its population trend is documented in a graph that notes growth from 2003 projected to 
2083. Its working age population makes up 62% of current population between 20 -59 years of age.  Another 
unique graphic model is an “Influence Diagram” that notes the impacts of the residential school system and its 
subsequent social, health and interrelationship problems. Eleven community development objectives are 
identified, one of which is addressing educational needs.  Page 125 of the plan presents a histogram of the 
specific operational objectives identified to enhance both personal and academic education and training.   
 
**This plan is a good model for a clearly directed outcomes-based approach to capacity building based on 
learning needs.   
 
**The other positive aspect of this plan is the acknowledgement of the negative impacts of residential school 
experiences and the intergenerational effects on today’s Musqueam world and identifying solutions to these 
historical problems.  The following is an excerpt from the Plan: 
 
RESIDENTIAL SCHOOL Broke apart families (eg. Family members distributed across the province), Abuse Lost 
Language and Culture, Dysfunctional Parents (Drug and Alcohol) Abuse, Kids Lack of education, Lack of self-
esteem, Drugs and Alcohol Crime, Using reserve as safe haven, Infighting (family vs family) Don’t know how to 
parent, Wellness and Spiritual healing centre, cultural values/actions (eg. weaving) More social things (eg. small 
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groups) Unite the young parents (eg. Sport Facility/soccer, Canoe racing, Lacrosse, Something for all seasons) 
Spring and Summer “Frogs are singing” Language program Understand what we went through (eg Government 
and non-Indians) Outreach for elders,AA, Security Direction of influence Issue affecting Musqueam, Central issue 
facing Musqueum today, Action to address issue The above influence diagram is one of a many that was 
developed by the community at family meetings. (Diagram is found on Page 53 of the Plan – website address 
noted above). 
 
4.  Best Practices in Aboriginal Adult Education in Canada June 29, 2011:  Prepared for Human Resources 
and Skills Development Canada.  
www.malatest.com 
 
This comprehensive report is based on a national survey of 14 case studies that include 
 

 4 mainstream post secondary institutes including Camosun College & NVIT.   
 4 community based literacy organizations based in Ont, QC and Man. 
 3 school-board run programs including Vancouver School Board 
 3 First Nations Institutes including Heiltsuk College. 
  

  Key findings and conclusions that shape and influence student successes are: 
 

a. Factors that shaped and influenced successful aboriginal adult education programs included:  program 
flexibility, student support services, culturally appropriate programs and services.   

b. Stable, consistent, predictable funding 
c. Partnerships (locally and externally) help build capacity  
d. Looking beyond traditional measures of student and program success that recognize positive impacts 

on student as measure of success.   
e. The transitions of students from Aboriginal adult education programs for continued education was 

found to be successful for all 14 participating institutes 
f. Rates of program completion and entry into labor market was also high to very high 
g. Improved family relationships were noted as a positive outcome by students who were interviewed 

for this project.  
 
This study provides stats that may be applicable for comparison with Heiltsuk data, albeit these stats are 
dated 
 

 Aboriginal population in Canada increased from 3.5 to 3.8% from 2001-2006. 
 Aboriginal population has grown faster than non-aboriginal population between 1996-2006 – 45% 

increase or six times that of non-aborignal. 
 34% of aboriginal people did not have high school diploma (compared to 15% non-aboriginal 

population). 
 8% of aboriginal people vs 23% non-aboriginal people had university degrees.  
 Drop-out rate in high school 2007-2010 off-reserve aboriginal 23% compared to 9% non-

aboriginal rate.  
  

**Heiltsuk College was one of the 14 institutes examined in this study and as such, it was identified as a best 
practice in promoting, supporting and realizing successful student outcomes re education and training.   
 
This is a Heiltsuk Community asset that can continue to be drawn upon to build capacity. 
 
Cost-benefit analysis reference: 
 
The Centre for Study of Living Standards noted that increasing aboriginal outcomes and labor market 
outcomes to 2006 has potential to yield $3.5 billion dollars in additional tax revenue by year 2026.  According 
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to this study, in 2006, the cost of aboriginal people’s use of government services for social well-being was 
estimated at $6.2 billion dollars!  If employment outcomes are improved for aboriginal people, this 
dependence would be reduced significantly. 
 
**The report’s main recommendation is to improve educational outcomes and employment as an area of 
policy concern in Canada.  Its findings highlight and support the significance of the Heiltsuk Capacity Building 
Project when cost-benefit analysis is viewed in context of breaking the dependence cycle.   
 

5. Literature Review:  State of Practice: Essential Skills Applications with First Nations, Inuit, and 
Metis in Canada. November 2012.  Suzanne Klinga, Canadian Career Development Foundation. 
www.ccdf.ca  or information@ccdf.ca 
 

This study is a useful tool that reviews essential skills applications for First Nations including a comprehensive 
inventory of current Essential Skills practices to build capacity and increase employability and employment by 
integrating these skills.  Essential life skills inventory must include:   Holistic approach, lifelong learning, 
learner-centered, experiential, language/culture integration, spiritually-oriented, communal focused, 
integration of both Indigenous and Western knowledge and capacity building initiatives. 
 
Note:  Government of Canada:  www.canada.ca notes the following essential skills as basic requirements in job 
entry and training:Reading, writing, document use, numeracy, thinking, oral communication, working with 
others, continuous learning, and computer use.   
 
**The key gem from this report is that it affirms the need for continuing to develop essential skills (aka life 
skills) within the context of capacity building.  Heiltsuk College has integrated this as part of its student 
support services both informally and through specific courses such as the “Master Student” program with 
documented evidence of successful outcomes that support students holistically.   
 

6. I Count School, Moricetown, B.C. 
https://www.facebook.com/icounthighschool ,  http://www.weday.com, 
www.interior_new.com/ourtown 
 

 
 

Moricetown is a Wet’suweten Village located half way between Smithers & New Hazelton. It’s traditional name 
is “Kyah Wiget”, which is also the name of its local adult learning centre.  Its population is 825 on reserve and 
800 off.  In response to the longstanding history of high school dropout rates, the I Count alternate school was 
formed three years ago and enrolls 27 high school students.  Success rate has increased dramatically and the 
keys to its success hinge on this factors including the dedication of its teaching staff: 
 

 Integration of Wet’suweten culture throughout curriculum 
 Teaching of Wet’suweten language  
 Involvement of elders as teachers 
 Core academic courses such as science and math weave lessons and learning related to students’ 

career choices.  
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 Life experiences such as building a greenhouse, creating a community garden, and learning about good 
nutritional practices is part of this year’s curriculum.  This project has transformed into a fitness 
program that is now a part of the school’s program.   

 
 **While this review is of a high school and its program, it is included as part of this Best Practice review 
because the outcomes are now being used by the Ministry of Advanced Education as a role model school that 
they fund and have included this story on their website  
 

 
7.  Osykayak High School, Ontario 

 

 
 
This school has been in operation for four years and its programs are similar to that of I Count School.  One 
difference is that course work isn’t graded – it’s either pass or fail.  The graduation rate has increased from 3 
to 45 within a three year time and this school is a positive model.  
 

8. Heiltsuk College/Waglisla Integrated Studies Centre  
 

 
 

 
The Heiltsuk College is a First Nations owned and operated community college located in Bella Bella and it 
offers academic programs or training in the post secondary areas.  Waglisla Adult Learning Centre is a 
seamless adjunct of Heiltsuk College and it offers upgrading programs from basic literacy to Adult Dogwood 
Grade 12 graduation.  This educational institution has been in place for approximately 40 years and is housed 
in a church basement and in two aging portable trailers.  Heiltsuk College is a founding member of the 
Indigenous Adult & Higher Learning Association which has 40 First Nations colleges located in B.C. ~ 
www.IAHLA.ca 
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IAHLA is 12 years old and over time, various research projects were undertaken to determine best practices 
and in every project, Heiltsuk College was a participating research partner because of the positive experiences 
and outcomes of its efforts.  The following are research projects that help to inform and guide the work of 
these First Nations Colleges and students. 
 
Aboriginal Health Bridging Toolkit:  This project was to inform the best practices of offering health program 
training on reserves and its impetus was based on the highly successful graduation rates of Heiltsuk students 
in three program areas:  Home Support Program (Thompson Rivers U); Residential Care Aide Program 
(Camosun College); and Licensed Practice Nurse Training (Camosun College).  All of those who completed 
these three training programs are now employed full time within Bella Bella at the Health Centre, Elders’ 
Building, Hospital, and Pharmacy.   
 
Post Secondary Education Partnership Agreement Toolkit:  This research project was done in order to frame 
partnerships between First Nations Colleges and Public Post Secondary Education Partners.  Prior to this 
toolkit’s completion, First Nations Colleges often went into deficit because of the high costs charged for in-
community education/training program deliveries.  Again, this project stemmed from the experiences of 
Heiltsuk College which was at the forefront of forging these partnerships in order to deliver on-site learning 
and training opportunities.  Out of this came the best practice of N.I.T.E.P with students ready to transition 
from Bella Bella to U.B.C. in September 2015.  The financial investment of that program by respective partners 
was much more equitable than prior partnerships with other post sec partners and formed a collaborative 
integrated model of support to students that includes the Bella Bella School Board and Mid-Coast First Nations 
Training Society. 
 
Data Collection Project:  Long before it was understood how valuable data collection would be in context of 
applying for funding and informing policy negotiations and development with AANDC or the Ministry of 
Advanced Education, Heiltsuk College was documenting well developed student files that are now digitalized.  
Based on this, accurate reports could be generated to accompany funding applications etc to justify the need to 
support important building capacity needs within Bella Bella.  IAHLA and its member institutes adopted this 
concept and began to collect data from its membership for about 12 years.  It now has a comprehensive data 
base that has been used to negotiate and create the Aboriginal Post Secondary Education and Training Policy 
Framework with the Ministry of Education. This is available on line at 
www.aved.gov.bc/aboriginal/policy/framework 
 
This policy was adopted by the Provincial Government and is now a legislated policy that is being used to 
enhance aboriginal post secondary student outcomes and funds various campus programs and services 
designed to meet the “wrap-around services” of aboriginal students.  This term was coined by Heiltsuk College 
to describe how it wraps its services around its students in order to enhance opportunities for success.  These 
services are varied, holistic and long-reaching.  They include but are not limited to: 
 

 Nutritional programs, traditional food and medicine gathering field trips, monetary donations 
(bursaries) for students in need and to acknowledge outstanding efforts, 
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Cultural learning activities such as drum making, Hailhzaqvla language classes, elder-in-residence 
support, payment of application fees for continued post sec education, Christmas food donations to 
students, honoraria for student council members, student/staff luncheons and parties such as 
Halloween, student tutorial services etc. 
 
This model of student support services has resulted in high completion rates, even if students drop out 
and return at a later date.  There are about 700 alumni who have come through Heiltsuk College and 
an audit of student files indicated that the majority of those graduates now make up the local labor 
pool. Most graduates are employed and 21% of students go on to complete post secondary education 
or trades training.   

 
Heiltsuk College’s longstanding operation and its successful outcomes have been held up as a best practice by 
IAHLA and is used as a model of what can be done to enhance capacity building within First Nations 
communities. 
 
Aboriginal Student Transitions Handbook:  Based on the history of successful transitions of Heiltsuk College 
students from Bella Bella to off-reserve continued education or training, IAHLA took notice and wanted to 
research what made our college unique in this way.  When Joann Green was an instructor, she developed a 
“College Survival Skills” mini-course that was a mandatory course for any student who planned to leave the 
community to attend further education or training elsewhere.  Its focus is life skills training, but also gave 
students a practical tool for navigating systems in the city such as the transit buses, applying for rental units, 
etc.  The student supports didn’t end when a student left town—they continued to be supported long distance 
and received encouragement, Heiltsuk food gifts or whatever else was required to make their transitions 
easier.  IAHLA worked together with UVIC and NVIT to do create the Handbook and out of this came the 
ongoing practice of hosting aboriginal students on campuses in order to give them direct experiences and 
inspire them to move forward.  Several Heiltsuk university students have participated and benefited from this 
initiative including Jessica Humchitt, who is enrolled in Health Sciences at SFU.  This wrap-around service is 
seen as a best practice because it is a natural process that not only supports but also dignifies students.   
 
Basic Employee Skills Training Program (B.E.S.T.): In the 80s, Heiltsuk Tribal Council undertook a progressive 
goal of upgrading its employees’ basic skills that would lead to Grade 12 completion through G.E.D.  This was 
done in partnership with Heiltsuk College, where employees worked half-days and attended classroom 
instruction half-days.  The outcomes were very successful and it is this current employment pool of workers 
that is now reaching retirement age.  This is a mixed blessing because it means that capacity building is now 
needed for the up and coming generation of potential employees.  All managers for the fuel company, fish 
plant, store, hotel, ship yards etc were mandated to complete the B.E.S.T. program as well as other workers 
such as public works, construction and other trades workers.   
 
Master Student Program:  Heiltsuk College was at the cusp of the evolution of life skills training, which became 
evident after students were enrolled and began to experience problems such as truancy, drop-out, addiction-
related issues and so on.  To provide holistic learning, the Master Student Program was taught by Kathy Brown 
and it was a great success in how it helped students make proactive decisions and healthy choices.  This focus 
on life skills training as been a keystone to the success of Heiltsuk College students who went on to become 
contributing members of our community and take up management, administrative, office, clerical and 
leadership roles.  This best practice is now becoming the norm in external education and training circles and 
has become renamed “Essential Skills”.   
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Conclusion re Heiltsuk homegrown best practice model: Heiltsuk College/WALC 
 
In chiseling down to find the nuggets of best practices described through these and other various research 
projects, Heiltsuk College embodies most or all of the characteristics and attributes that contribute to 
successful outcomes and capacity building through student successes.   
 
The following supports and services found at Heiltsuk College align with the best practice keys concluded in 
these research reports: 
 

 Good external and internal partnerships (collaboration) 
 Successful student transitions 
 High rate of entry into employment  
 Improved family relationships (3 generations of learners) 
 Bridging two cultures 
 Spiritual/cultural focus 
 Incorporating traditional values 
 Holistic in nature 
 Lifelong learning 
 Essential skills component 
 Integration or both Western and Indigenous initiatives 
 Elder in residence 
 Language teaching.  
 

Based on its longstanding history of successful perseverance , Heiltsuk College/WALC is a Heiltsuk Asset that 
needs to be acknowledged, supported, and factored into the overall capacity building of its Nation and people.   

9. A Home-based Best Practice Model  

Koeye Children’s Summer Cultural Camp Program  
www.qqsprojects.org/koeye_camp/history.html 
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QQS (Kucks) Project Society is a non-profit society that 
was formed with the support and blessing of Heiltsuk 
Hemas (Hereditary Chiefs) in 1999.  Its mission is to 
support Heiltsuk youth, culture and environment.  One 
of their goals is to build capacity and revitalization of 
Heiltsuk culture and sustainable management and use of 
land and resources by teaching and mentoring of the 
young generation of Heiltsuk leaders.   

Beginning in the 1990, a unique and positive initiative 
was created through the Koeye Children’s Cultural camp 
program each summer.  Youth attend week-long camp 
settings in ancient village site approximately 30 miles south of Bella Bella.  In this setting, children are 
immersed in cultural teachings and learning.  By the end of each week, young campers host a cultural 
ceremony together with a feast for the visitors who come to witness their achievements.   

This initiative is one of the best practice model s with a lifelong impact upon the young people whose Heiltsuk 
identity and pride become reinforced and embedded as they embody their right place and inheritance.   The 
evidence of successful outcomes in building Heiltsuk leadership skills is demonstrated in the following 
analysis of the young Heiltsuk youth who have served as camp leaders over the years.   

 

 
 
 

This initiative represents a 94% success rate 
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Heiltsuk Social Development Youth Skills Link Projects 
Report completed by:  Mavis Windsor, Director – Social Development Dept. 

  
 
What are Youth Skills Link Programs? They are proposal based programs that have been funded through two 
agencies: Service Canada and FNESC.  The objective is to provide funding for employers and/or organizations 
to help youth facing barriers to employment to obtain and develop a broad range of employability skills and 
work experience  that are needed to participate in the labor market. 
  
The FNESC website summarizes the program as follows: 
  
Youth Skills Link Projects have the following objectives: 
 

 to promote the benefits of education as key to youth’s participation in the labor market; 
 to support the development and enhancement of young people’s employability and essential skills, 

such as communication, problem solving, goal setting , teamwork, work ethics, etc 
 To help youth acquire skills by providing wage subsidies for mentored work experience; 

  
Key expected outcomes/results of the Skills Link Program are: 
 

 Enhanced employability and essential skills for participating First Nation youth; 
 Increased awareness of the benefits of school and/or Post Secondary Education; 
 Enhanced ability to make employment‐related decisions; 

  
To participate in Skills Link, youth must be: 

 between the ages of 15 and 30 (inclusive) at the time of intake/selection; 
 in need of assistance to overcome barriers to employment; 
 out of school; 
 Canadian citizens, permanent residents, or persons who have been granted refugee status in Canada; 
 legally entitled to work according to the relevant provincial/territorial legislation and regulations; and 
 not be in receipt of, not eligible for and  not have received Employment Insurance (EI) benefits 3 years 

prior to a Youth Skills Link Project. 
  
Funding Sources and Outcomes 
 
In 2010/11 Social Development secured funding for two Youth Skills Link Projects through Service Canada 
and employed 16 youth for each 6 month project. 
  
For 2012/13 Social Development is pleased to be awarded its 6th Service Canada Youth Skills Link Contract 
with 8 youth positions and a 4th FNESC Mentored Work/Youth Skills Link Contract with 3 youth positions.  
  
Under the Service Canada contract, in addition to the six months of work experience the 8 participants will 
also participate in an intensive life and employability skills training sessions including a Heiltsuk culture and 
language component. 
  
This year we have completed an overview of the programs from 2008 to 2012. In tracking, we are pleased to 
report that these programs meet their objectives. The majority of the youth who have been selected as 
participants are working on a full-time/part-time basis or they have made a decision to return to school – both 
of which are the ultimate goals of the programs.  
   
In 2012, a financial overview of the project tells us that Social Development has been awarded over $800,000 
in Skills Link grants and over $200,000 in Job Creation programs, Summer Student programs and other 
programs bringing the grand total to well above $1 Million over a five year period. 
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Statistics 
From 2008 – 2012 
48 youth participants 
Today 32 of the 48 youth are working full time or part time or have returned to school (college or 
university).  This represents a 67% success rate.  
  



58 
 

Chapter 8:  Training & Funding Models 
 
Background                      
 
To build capacity now and for the future, it is vital that education and training be identified specific to job 
opportunities for Heiltsuk membership.   
 
 
This chapter presents a review of some training models and initiatives that 
are being implemented elsewhere, as well as some tools that would enhance 
the process of career planning and training. 
 
Funding accessibility is limited for training and is critical for pathways to 
success.  Some funding sources will be identified together with access 
information and descriptors.  

 
Training Funding Options  
 

1. Ministry of Jobs, Tourism and Skills Training funding is available by proposal submissions through 
Employment Services and Supports Program (ESS program).  The former Aboriginal Community-based 
Delivery Partnerships Program (ACBDPP) is now integrated into the new ESS program as one of six 
core service areas eligible for funding.  A call for proposals is made for this and can be found on BCBid 
at www.bcbid.gov.gc.ca.   The deadline for this year’s proposals is March 23, 2015.   

 
The following program areas qualify for proposal submissions: 
 

 Aboriginal Community-Based Training Programs 
 Entrepreneurial Skills Training 
 Essential Skills Training/Workplace Literacy & Workplace Communication 
 Job Readiness Training 
 Industry & Trades Training 
 Skills Training for Youth. 
  

Requirement:  Aboriginal communities must partner with a public post secondary institution (eg VIU) and an 
Aboriginal post-secondary institute (eg Heiltsuk College) and ASET Holder (eg MCFNTS).  To facilitate 
respectful partnership agreements, the following resource is recommended: 
 
Post-Secondary Education Partnership Agreement Toolkit.  This was developed by IAHLA, NVIT and UVIC to 
standardize partnership agreements between public Post Sec institutions and Aboriginal Post Sec Institutes.  
The template is intended to create a more equitable and respectful partnership that is more of a collaborative 
effort rather than the previous top-down model where Pubic Post sec institutes enforced in the past.   
 
The toolkit can be found on the following websites: www.IAHLA.ca 
 

2. Community Adult Literacy Program (CALP) 
 
This is a provincial government initiative offered through the Ministry of Advanced Education with a total 
annual grant budget of $2.4 million.  In 2014, 11 out of 83 programs funded were for Aboriginal 
communities.  The following are eligible for funding through application: 
 
 

 Low literacy and non-credit skills development to get into employment training 

NVIT Merritt new trades training centre 2014 
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 Adult basic literacy 
 English language training 
 Employment preparation (ie driver’s license, Food Safe certificate) 
 Life skills literacy (eg financial literacy, food nutrition program) 
  

The deadline for application submission is April 13, 2015.  Maximum grant available $40,000 per project.  
Applications must be made in partnership with a Public Post Secondary institute.  See: 
www.aved.gov.bc.ca/literacy/welcome or google “CALP” for link to this website. 
 

3. Post Secondary Partnership Program  
 

The former name of this funding through AANDC was “ISSP – Indian Student Support Program).  
Funding is available through application on the AANDC website.  The eligibility guidelines include: 
 

 Labor market focus 
 Lead to high-demand jobs in Canada and on reserves 
 Short duration undergrad courses  
 

This program requires partnership between a Public Post Sec Institution and Aboriginal post sec institutes.   
The First Nations Education Steering Committee (FNESC) has been lodging a campaign against this 
restructured funding program and information is available at www.fnesc.ca website.  The deadline for 
proposals is in January of each year and it should be noted that UCEP (University-College Education Programs) 
will no longer be eligible for funding after 2016.  UCEP is the transition link from Grade 12 to first year 
university for students who require academic requirements to comply with registration into post sec 
programs. Heiltsuk College accessed this funding over several years to supplement its base funding from adult 
nominal roll.   
 

4. Mid-Coast First Nations Training Society   
 

The following is copied from MCFNTS’ website: 
 
Mid- Coast First Nations Society (MCFNTS) is incorporated under the Society Act of British Columbia on 
September 19, 2000.  It consists of equal representation from each of the four member nations:  Heiltsuk, 
Nuxalk, Kitasoo/XaisXais, and Wuikinuxv.  
 
MCFNTS will manage and provide programs and services such as employment and career counseling, 
purchasing of institutional training, wage subsidies, work experience projects, and work place based 
training as approved by each member nation’s Board of Directors representatives. 
 
MCFNTS will provide access to all First Nations people regardless of place of origin, gender, age, and 
physical ability, as well as, to aboriginal organizations and private businesses, for employment and 
training services. 

 
Mandate 
Under the authority and direction of the MCFNTS Board of Directors the primary objective of MCFNTS is to administer training 
funding for unemployed and under-employed members of the First Nations living in the Central Coast Region, as provide by 
Human Resources and Social Development Canada/Service Canada (HRSDC/SC) under its Aboriginal Skills and Employment 
Training Strategy (ASETS). 

 
This is our homegrown ASETS holder (Service Canada) that offers a variety of financial support services 
including student maintenance sponsorship, tuition payment and so on.  For more information, check out 
website:  www.mcfnts.ca or contact Program Administrator Cliff Starr at 250-957-2225 or mcfnts@gmail.com  
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5. B.C. Minister of Aboriginal Relations and Reconciliation Navigators Program 
 

This provincial ministry recently announced the “Aboriginal Labor Market Community Navigator Project”.  
Seven community navigators have been hired to coordinate and work with industry, public institutions, 
government and existing skills and training organizations to support and enhance First Nations employment 
in the potential LNG market.  The intent is to bring together partners to train and build this workforce. The 
projected employment in oil and gas is 54,000 jobs per year between the years 2012-2035.   
 
$3.5 million is available through this initiative over the next three years to support hiring of skills training and 
Job ”Navigators” to help Aboriginal people access training and work in the industrial sectors including LNG. 
Life skills training will be linked to this initiative and will serve about 45 Aboriginal communities based on 
regional area:  NE, N Central, NW, Lower Mainland.  (It is unclear what area Bella Bella falls under).   
 
The ARR ministry has designated that Aboriginal trainees would be a priority for “B.C.’s Skills for Jobs 
Blueprint” with a goal to add 15,000 more Aboriginal workers within 10 years to the trades workforce.  The 
Blueprint is available at www.workbc.ca/skills 
 
The Capacity Building consultants have reached out to the person designated to meet with our community 
regarding this program.  

 
Heiltsuk Tribal Council, in dialogue with the community, Hemas and HIRMD, needs to decide if LNG initiatives 
are to be supported and endorsed before having further conversations regarding this provincial government 
program opportunity and potential training funding sources.  

 

Service Organizations and Supports for Training 
 

1. Trades Training in B.C.  www.tradestraininginbc.ca  
 

This website is a hub for 14 Public Post Secondary Institutions in B.C. that offer trades training.  PSE 
consortium partners that include:  BCIT, Camosun, College of New Caledonia, College of the Rockies, Kwantlen, N. 
Island College, N.W. Community College, Northern Lights,  Okanagan, Selkirk, TRU, U. of Fraser Valley, Vancouver 
Community College, VIU. 
 

The Trades Training in B.C. site offers information and support on: 
 

 current trades programs being offered and schedules 
  financial assistance information ($4000 interest free loan is available for individuals who are  in 

trades programs) 
 application process 
 apprenticeship process 
 

General information about trades/apprenticeship programs 
 

 Most trades have four levels of in-class course work.   
 There are 100 trade options in B.C. 
 Foundation training provides entry preparation into trades program and counts for credits at level one 

in the apprenticeship program.  
 Foundation training full time varies from 13 weeks to 10 months. 
 Not all trades have Red Seal endorsement. There is a list found on this website. 
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2. Aboriginal Post Secondary Institutes – Trades Training Programs 
 

Nicola Valley Institute of Technology (NVIT) is a credited public post secondary institute with campuses 
located in Merritt and Burnaby, B.C. In 2014, it received provincial funds to build a new training centre in 
Merritt and has graduated its first class of electricians.   
 
NVIT offers in-community Introduction to Trades training with a circuit trailer training unit and just 
completed the program at Bella Coola. NVIT offers the Foundations program through its Merritt campus  
www.nvit.ca/merrittcampus1.htm 
 

Coast Training Center is the Aboriginal college of Metlakatla, B.C. and the institute is located at Prince Rupert.  
It partners with public post sec institutes to offer credited programs and is involved in trades training related 
to LNG. Ross Wilson is the Executive Director of this Band. www.metlakatla.ca 

  

3. Industry Training Authority  (ITA) www.jtst.gov.bc.ca Ph. 1-866-660-6011 
 

This provincial government agency is responsible for overseeing all industry training initiatives in B.C. 
including existing and new apprenticeships.  It issues Red Seal endorsement to trainees who complete their 
training and apprenticeship.   

 
4. Accelerated Credit Enrollment in Industry Training (ACE  IT) www.ita/ca  

 
Under the ITA umbrella is this program which Bella Bella Community School and other high schools in B.C. can 
participate in.  It allows high school students to earn credits toward high school graduation and to earn credits 
towards the technical training component of apprenticeship programs. 
 

5. Aboriginal Advisory Council www.itabc.ca 
 

This is a board made up of ten First Nations members associated with industry with a goal to increase 
aboriginal participation in industry trades training.  Contact person:  Director gmcdermott@itabc.ca  or ph: 
778-785-2425. 
 
Although this list is not exhaustive, it is a portal into learning more about accessing opportunities that would 
enhance participation of our people in the trades industry. There is an increased investment by both Federal 
and provincial governments in trades training programs—particularly in resource industries including LNG 
development.  
 
Exemplary Training Planning Tools 

 
The best practice delivery of trades training is one that is custom-built based on the current skills levels within 
our community, as well as the current labor market needs and career goals of working age population 
interfaced with those needs.   
 
The following are some training examples and tools offered in other Aboriginal communities and may fit our 
needs: 
 

A. Job Readiness Training  
 

Based on the experiences and successful outcomes of students at Heiltsuk College over a 40 year period, 
student support services are a key to effective transitions and retention.   
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This philosophy and practice must also be applied to trades training if our students are to experience effective 
outcomes that build capacity in our labor market needs. 
 
These are referred to as “Job Readiness” and there are good online resources and examples to help customize 
a Heiltsuk model of Job Readiness Checklist. 

 
The following are good models to build on: 
 
a. Job Readiness Checklist – 4 page checklist that applicant trainees complete as a measurement of job-

readiness for sustainable employment.  It is intended to support career goal and job search planning. 
www.theworkingcentre.org/site/default...JobReadinessChecklist  

 
b. First Nations Youth Skills Training and Job Readiness Checklist and Successful Models.  This is a site 

listed under AANDC’s website at: www.aandc-aandc.gc.ca/eng 
 
c. Another check list specific for Aboriginal construction careers is a toolkit available at this website:  

www.aboriginalconstrucitoncareers.ca/toolkit/step-4-hiring checklist.  Step 5 of this toolkit is specific 
for coaching and mentorship initiatives. 

 
Local  Best Practices - Recommendations  
 

 That job readiness planning be incorporated into any trades training program planning and delivery. 
 That the 5-year career planning protocol of Heiltsuk College be acknowledged and incorporated as a 

baseline practice to all Capacity Building initiatives within this community. 
 That the Heiltsuk College practice of conducing academic skills assessments be acknowledged and 

used as a building block to create individual student or trainee 5 year career and education planning.   
 

Exemplary Training Programs: 
 
Industry Certification Courses 
 
The following short workplace training courses are available and applicable to local employment training 
initiatives.  MCFNTS has covered related expenses for those courses that have been offered in the recent past.  
These courses are offered through WorkSafe BC as well as other training organizations including North Island 
College and Thompson Rivers University—both post sec institutions that have provided education and 
training to the community.   

 
 Aboriginal First Host Fundamentals (7 Hours).  This course addresses customer service specific for 

aboriginal people that includes cultural and traditional components.  Note:  The Starrs also completed 
this course as part of their entrepreneurial training in the establishment of Bella Cabins business and 
highly recommend it to potential customer service providers. This basic course can be extended to 
include: Services Across Cultures (4 hours), Customers with Disabilities (4 hours), Solving Problems (3 
hours).  Frank and Kathy Brown are additional resource persons who are familiar with this training in 
context of Qatuwas.   

 FoodSafe (7 hours).  This is a sanitation program specific for food handlers including food storage, 
food borne diseases, sanitary food operations.   

 Transportation Endorsement (7hours). This is offered through Workplace for B.C. Level 1 with 
regard to advanced medical help relative to patient transportation needs.  It requires First Aid 1 as 
prerequisite. 

 Transportation for Dangerous Goods (6 hours).  This was developed to protect the general public 
from danger of transportation accidents with dangerous goods. It is intended for shippers, receivers, 
warehouse workers.  
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 WHMIS (4 hours).  Workplace Materials Hazardous Information Systems. This course is for safe work 
procedures that include handling, storing, disposing of controlled products and includes remediation if 
there is a spill or accident.  

 Wilderness Survival First Aid (205 hours).  SOLO level: 16 hours including overnight. The course 
covers responses to medical emergencies specific to wilderness including basic curriculum related to 
body injuries and medical care. 
The second level is Wilderness Survival (15 hours + 3 day excursion).  This component is an enhanced 
foundation of the first level that includes potential weather problems, food harvesting etc.  

 Canadian Firearms Safety Program (10 hours).  Those who need to use firearms are required to take 
this course and pass an exam.   

 Swift Water Rescue (4 days).  This provides scenarios and training for rescue in real time simulations 
re swift water. It includes vessel handling and is part of the Canadian Coast Guard’s Boat Safe Course.  
The Pleasure Craft Operator test must be written and passed.   

 

Other Industry Certification courses: 
 
Spill Response, Fall Protection, Fort Life, First Aid Training, Construction Safety and 
Transportation Endorsement 
 
These are types of work place training initiatives, some of which were offered through HIRMD and other local 
employers.  It is recommended that these continue to be offered and funded in partnership with MCFNTS as 
part of their strategic planning for 2015-2016.  
 

Job Entry/Readiness Training 
   

Based on the current demographics of working-aged Heiltsuk on reserve who are not employed, it is 
important to develop or broker back-to-work employment skills training as leverage to specific job skills 
training.  

  
 This is separate from the standard academic upgrading leading to Grade 12  
 Graduation, which is also an important component of building capacity for the   
 Heiltsuk work force.  
 
The following is an example of what may be “brokered”, customized and delivered on-site through a public 
post secondary institution such as Royal Roads University.  It would qualify for funding through the grant 
application processes described earlier.  

 
The Business Technology Certificate: Learn Your Way Back to Work 
 
This is offered free of charge through Royal Roads University and funded by Jobs B.C.  
There are two intakes annually and the course is for 7 weeks full-time.   It is intended to help prepare 
unemployed adults enter or re-enter the work force and includes such topics as: computer skills training, job 
shadowing, career explorations, work search strategies.  More information can be found at: 
www.cstudies.royalroads.ca/course/ 
 
Marine Training  

 
This was recently offered in partnership with MCFNTS, North Island College  and Social Development Dept.  
Topics include:  Marine Emergency Duties, Small Vessel Safety (MED A2), Marine Advanced First Aid & CPR 
level C, Small Vessel Operator, Workplace  Hazardous Materials Introduction, FoodSafe Level l, and Essential 
Skills & Job Readiness training.  The program was month long and serves as a local best practice example of 
how to equip marine workers such as local fishers. 
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Chapter 9: Growth Plan 
 
 
Goal# 1 Topic 
 
Community Education, Training and Capacity Building Coordinator Position 
 
Goal #1 Smart Goal 
 
By September 2015, the ongoing position of a Community Education, Training and Capacity Building 
Coordinator, will be established and in place. 
 

 

Plan to communicate progress on Action Steps to the community. 

 

 

 

 

 

 

Action Steps Evidence that Action Steps have 
been completed 

Timeline to 
achieve Action 

Steps 

Budget & Source of 
Funds for Action 

Steps 

Planned Date 
of Review of 
Action Step 

Person, 
Committee, 

Organization 
Responsible 

Step 1 
Consistent year to 
year funding be 
allocated for position 
by HTC 

Year to year funding committed to 
and in place 

April 1, 2015 80.000, mercs, 
benefits & pension 
included 

April 30, 2015 HTC 

Step 2 
Detailed job 
description 
developed by 
Education Steering 
Committee 

Overview included in the job 
posting 

May 1, 2015 N/A May 15, 2015 Education 
Steering 
Committee 

Step 3 
Position is 
advertised locally & 
online for 2 weeks 

Applications received May 15, 2015 N/A May 31, 2015 Education 
Steering 
Committee 

Step 4 
Interview questions 
developed, 
applicants 
interviewed, 
successful applicant 
hired 

Interviews completed May 31, 2015 N/A June 15, 2015 Education 
Steering 
Committee 
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Goal# 2 Topic 
 
To create an immediate temporary space for an Employment Centre and plan for and construct a multi 
purpose structure that would include Heiltsuk College, MCFNTS, and Employment and Training Centre by 
2020. 

 

Plan to communicate progress on goal to community. 

 

 

 

Goal# 3 Topic 
 

Action Steps (include 
staff postions/s 

responsible 

Evidence that Action Steps have 
been completed 

Timeline to 
achieve Action 

Steps 

Budget & Source of 
Funds for Action 

Steps 

Planned Date 
of Review of 
Action Step 

Person, 
Committee, 

Organization 
Responsible 

Step 1 
To identify an 
existing space for a 
temporary 
Employment Centre 

Space is prepared for new 
position 

May 1, 2015 5,000.00 – desk, 
chair, computer, 
shelves 

May 15, 2015 Education 
Steering 
Committee 

Step 2 
Begin planning for a 
multipurpose 
building or identify 
an existing building 
to develop into 
multipurpose facility 

Feasibility study completed, 
architectural plans completed 

May 1, 2016 To be determined May 15, 2016 HTC & 
Education 
Steering 
Committee 

Step 3 
Research possible 
funding sources for 
multipurpose 
building and 
complete 
applications 
 

Applications submitted March 15, 2017 0 March 31, 
2017 

Education 
Steering 
Committee, 
Heiltsuk 
Community 
Education, 
Training & 
Capacity 
Building 
Coordinator 

Step 4 
When finances are 
secured, a Project 
Manager is hired to 
lead and oversee 
project 

Construction of Building or 
renovations to existing building 

March 31, 2018 Successful funding 
applications 

June 15, 2015 Education 
Steering 
Committee, 
Heiltsuk 
Community 
Education, 
Training & 
Capacity 
Building 
Coordinator 
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The Community Education, Training and Capacity Building Coordinator will engage, on a regular monthly 
basis, with Heiltsuk Organizations, to enhance education, training and capacity building so that employment in 
Bella Bella will increase. They will be responsible to the Education Steering Committee. 
  

Action Steps 
(include staff 
positions/s 
responsible 

Evidence that Action Steps have 
been completed 

Timeline to 
achieve Action 

Steps 

Budget & Source 
of Funds for 
Action Steps 

Planned Date 
of Review of 
Action Step 

Measure of 
Progress 

Step 1 
Network with 
organizations and 
develop system for 
consistent 
communications, 
maintain database 

Checklist of all organizations October, 2015 N/A October, 2015 
Steering 
Committee 

Improved 
communications 
between 
organizations 

Step 2 
Setup a site for 
community job 
postings 

Site accessible for job postings October, 2015 N/A October, 2015 
Steering 
Committee 

People are using 
one job site to 
advertise and 
apply for jobs in 
Bella Bella 

Step 3 
Find employment 
funding 
opportunities and 
communicate them 
to respective 
organizations, 
search for 
employment & 
training programs 
for members with 
special needs 

Reporting at meetings Ongoing N/A Steering 
Committee 
Meetings 

Increased 
Employment 

Step 4 
Coordinate and 
advertise training 
- work with 
MCFNTS, Social 
Development, 
HIRMD 

People being trained Ongoing N/A Steering 
Committee 
Meetings 

More people 
accessing 
training 

Step 5 
Work with the 
School & College to 
inform about and 
coordinate careers, 
training, job 
shadowing, work 
experience 

Report – committee meetings Ongoing N/A Steering 
Committee 
Meetings 

Students 
graduating and 
working in Bella 
Bella 

Step 6 
Support 
organizations in 
succession planning 

Transition plan in place for 
retiring personnel 

Ongoing N/A Steering 
Committee 
Meetings 

Successful 
Transition 

Step 7 
Explore excellent 
leadership and 
personal growth 
workshops and 
coordinate with 
community 
organizations   
Goal #3… Cont’d 

Workshops being offered in 
community 

Ongoing N/A Steering 
Committee 
Meetings 

Consistency in 
and knowledge 
of leadership 
and personal 
growth 
workshops 
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Plan to communicate progress on goal to community.  HTC Website. 

 

 

 

 

 

 

 

 

 

 

  

 
Action Steps 
(include staff 

postions/s 
responsible 

Evidence that Action Steps 
have been completed 

Timeline to 
achieve Action 

Steps 

Budget & Source 
of Funds for 
Action Steps 

Planned Date 
of Review of 
Action Step 

Measure of 
Progress 

Step 8 
Coordinate and 
advertise training 
- work with 
MCFNTS, Social 
Development, 
HIRMD 

Post on website that is especially 
set up for employment services 

Ongoing N/A Steering 
Committee 
Meetings 

Improved 
employability 
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Chapter 10:  Gaps and Next Steps 

Additional service gaps within the community include 

The following services were identified as gaps that need to be considered within the framework of the 
community and economic development plans. They represent potential business opportunities either from a 
private or corporate level.  They also present areas for growth within existing service provider departments: 

 Auto mechanic services.  With the increase in amount of personal and business motor.  Vehicles and 
the lack of repair and maintenance services, this is an opportunity for capacity building. 

 Restaurant –  with the increase of external resource persons, as well as the general needs of the 
community, this business potential is another area for consideration. 

 Internet café – as above but with paid access for internet use by patrons 
 Accommodation – this is an area considered high potential for development.  The existing B & B’s as 

well as Annette’s and Bella Cabins cannot accommodate reservation requests in full. Cliff said that 
from the time of their business’ opening, they’ve turned away 231 requests for reservations. 

 Tourism – this is another high potential development area and is being addressed by HEDC. However, 
capacity building and training is required to meet this developing industry. 

 Heiltsuk artists – outlet retail for their work that may include a gift store. 
 On-line small business development.  The evolving trend of this with the mainstream society as well as 

growing trend of local people shopping on-line, this is another potential for development and capacity 
building. 

 Bookkeeping and accounting services.  This is an area where more trained workers are required. 
 Clothing and dry goods retail. 
 Development of East Bella Bella property potential for economic development/capacity building. 
 Employment and business services centre that would provide support for: 

o Recruitment services 
o Career counseling 
o Assessments 
o Resume and letter writing writing 
o Personal evaluation services  
o Support for filling out forms and applications 
o Extension of Service Canada provisions 

 
 Long term capacity building needs that have not been included in detail with the employer 

questionnaire process include: 
o Gladstone Reconciliation 

o Rights & Titles outcomes re governance, HR and expanded related services 

 

The following are for consideration regarding in context of Capacity Building: 

1.  Silva Culture Training:  With the emerging opportunities in the forestry operations, one option to 

consider as the need to have Heiltsuk trained tree planters.   

Matt Garmon of HIRMD can be asked to advise regarding this. 
 

2. Cypress – This business venture is taking place within our community and is affiliated with Gladstone 

Reconciliation Society.  Cypress is in the business of buying and selling salmon but otherwise, the 

consultants are not able to get further information regarding employment opportunities.  Of note, 
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Cypress presented HEDC and HTC a “harmonized” business proposal as a joint venture, so this may 

create some opportunities.   

 
3.  Seasonal marine fisheries:  Clam and SOK.  These seasonal industries are market driven and stocks 

dependent; however, they provide employment options that require further consideration as part of 

this capacity building project. 

 
4. Fisheries Diversification Project:  Ecotrust & T’gaila Consulting (Pam Wilson). White this is a data 

collection project, the outcomes will inform continued consideration regarding commercial marine 

fisheries and would be an important tool for future planning and investments. 

 
5. HEDC employment links.  With the planned tourism component as well as small business 

opportunities, this department will need employment and training needs in context of these new 

developments.   

 
6. Gladstone Reconciliation Society.  This department’s ongoing settlement negotiations will have direct 

impacts and opportunities in developing the labor market pool and required training and education.   

 
7. Rights and Titles process.  When the Nation, through HTC, Hemas Council and HIRMD as well as other 

stakeholders are ready to move forward with this process, there will be a wide range of training, 

education and employment planning needs related to the eventual outcome of this legal process. 

 
8. Resource Benefits Agreements.  There are ongoing references to the need to solidify and consolidate 

these benefits agreements with third party resource extractors including forestry, sport fishery, and 

such.   These agreements will generate benefits that include employment training and education.   

 
9. Forestry Agreement – Matt Garmon – at the Culture & Heritage Portfolio committee meeting on Feb. 

27, reference was made to a recently signed agreement that will result in opportunities for 

employment as well as training and education.    

 
10. Clay Extraction business venture.  Unsure of what the status of this business venture is but it may 

generate employment opportunities.  

 
11. Cedar Oil business venture.  This is another potential for prosperity and capacity building.   

 
12. LNG.  The provincial and federal governments have invested approximately $3 million into what is 

referred to as a “Community Navigator’s Program”, as a means of jobs skills training specific to LNG job 

markets and skills requirements and in general for other jobs skills training such as construction.  

There is a plan underway to build five LNG plants in Prince Rupert,  which will require a trained and 

skilled work force to complete.   

 
 

Heiltsuk Tribal Council, in dialogue with the community, Hemas and HIRMD, needs to decide if LNG initiatives 
are to be supported and endorsed before having further conversations regarding this provincial government 
program opportunity and potential training funding sources.  
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13. BC Hydro.  Capacity Building for Aboriginal Groups-BC Hydro is working with Aboriginal community 

groups, contractors, employers, educational institutions and other organizations to advance initiatives 

to secure an available supply of qualified local workers. Some examples of initiatives aimed at 

providing local labour opportunities that are of particular relevance to Aboriginal groups include: 

· Providing $1 million to support trades and skills training at Northern Lights College, 50 percent of 
which is dedicated to Aboriginal students 
· Using directed procurement activities for Aboriginal businesses, both prior to and during the 
environmental assessment process on the project 
· Providing $100,000 to the North East Native Advancing Society to support Aboriginal entry into 
trades training 
· Promotion of job opportunities within the local community, including working with construction 
contractors to facilitate local and Aboriginal hiring- At least in Bella Bella we should have a local 
person employed to do meter readings, as in the past 
 

14. Within the different research protocol agreements through HIRMD, there has been and continues to be 

opportunities for capacity building and employment. For example the research archeology project at 

Hakai hired local students to work on the site. 

 
15. Local organizations such as Raincoast and Pacific Wild offer seasonal employment with on the job 

training and capacity building opportunities 

Some of the gaps, challenges and successes identified from discussions and surveys include the 
following: 

1. Red Seal Qualifications for trades  

 Lack of Red Seal trades people in our community for apprenticeship 

 Little opportunity for apprenticeship with those few that are qualified Red Seal trades people in 

community, or that come in to our community, only one apprentice at a time 

 Due to our remote location finding an off reserve apprenticeship opportunity is challenging 

 Large companies that are unionized often are not allowed to take on apprenticeship training  

 Private institutions help students find an apprenticeship opportunities but on the flip side colleges and 

universities do not 

There is a need to be creative around solving this problem if there are to be qualified workers employed in 
trades in our community. There is also a need for a dedicated employment person to focus on employment 
strategies and issues. 

2. Capacity, training and employment opportunities  

 Numerous capacity, training and employment programs 

 Sometimes there is a short turn around for proposals, time consuming to write proposals and reports 

 Can be specific to S.A. recipients  

 No dedicated proposal writer 

 Need for coordination with community organizations to plan training workshops 

 Need for future employment planning 
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3. Choosing a Career- Bella Bella Community School 

At present there are activities, courses, an annual Career Fair that includes local entities and a part time career 
counselor at BBCS to help students decide on a career path. Annually students travel to the lower mainland 
area to visit colleges and universities, meet with people who share information about careers and applying to 
educational institutions. This is always a well planned annual event and is inspiring for students. There are BC 
Ministry of Education PLO’s for health and careers from K-7, as well as Planning 10, required for all students 
to graduate, and Career planning 11,12. There is a part time counselor who supports students in setting goals 
for the future and who teaches Planning 10.  

A missing link might be connecting students with jobs that are available in the community now and in the 
future, what qualifications are required and a focus on the advantages about living and working in your home 
community. Hopefully this project will be helpful in this regard. 

4. Special Needs Students 

There are some adults with special needs that could be successfully trained for employment in our 
community. 

5. Summer student programs 

Of the high school students surveyed all were clear that summer jobs were important to the youth. Not only do 
summer jobs provide an opportunity to experience the work force and make some money, summer jobs also 
provide a gateway to what a student may or may not like about a particular area of work which could be 
helpful for a student deciding a career path. 
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Individuals 

Life skills 
Essential Work Skills 

Personal Growth 

Supplies 
Training Costs 

Tuition 
Travel 
Books 

Living Allowance 
Bursaries/Scholarships 

Various Heiltsuk Departments & 
Organizations 

Public Post Secondary 
Heiltsuk College/WALC 

Funding Agencies 
- MCFNTS 

- Bella Bella School Board 

Policies 
Legislation 

Organizations 

HEILTSUK TRIBAL COUNCIL 

Behaviour 

Performance of Service 
Delivery 
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Chapter 11:  Asset Inventory 
 

Heiltsuk HR Asset Inventory  2015 

  
* indicates employed in BB  ** employed elsewhere  *** retired 

  

Allen Mason** Masters Deg Social Work 

Allison Reid  B. Educ in progress 

Andrea Walkus Culinary Arts Certificate 

Angel Dixon  Businiess Admin Diploma in progress 

Angeline Gladstone  B.A. Business Admin in progress 

Anita Hall B.Educ. *  Masters Educ In Progress 

Anja Brown* Law Degree 

Arlene Brown* Adult Education Degree and Social Services Diploma 

Arnold Johnson  Chef 

Ayla Brown  B.Educ in progress 

Basil Windsor** Chef 

Beatrice Wilson* Residential Care Aide 

Bernadine Grant*  ECE diploma, B.A. in progress 

Billi Humchitt  Assoc Degree Arts in progress 

Bradley Hunt*** B.Educ 

Brenda Campbell* LPN 

Brenda Humchitt*  BA, Diploma Educ, M.Educ 

Brett Waterfall**  BA Linguistic degree in progress; Diploma Natural Resource Mgmt Forestry 

Brittannia Grant *  ECE 

Carmen Hall**  Chartered Prof Acct 

Carmen Lansdowne** M.A. Theology; PhD in progress 

Carrie Easterbrook  ECE diploma; BA Child & Youth Care Degree Maternity leave 

Carrie Humchitt*   Lawyer 

Cathy Brown Aboriginal Tourism  

Cecil Reid***  M.Educ 

Cerelina Humchitt Business Management Certificate 

Charity Gladstone* GIS training in progress 

Charles Brown Home Support Worker Certificate 

Charles Windsor Welding Level C 

Cherish Mason  B.A. Child & Youth Care Degree in progress 

Cheryl Humchitt  B.A. Business Admin in progrss 

Chester Lawson***  B Educ 

Christopher Humchitt Building Maintenance Worker Level 1 

Cliff Starr*  BA Commerce 

Cody Caruso**  B.A. Kinesiology 

Collin Reid 150 Ton Fishing Master 

Connie Tallio*  Heiltsuk Language Proficiency Certificate 

Contessa Brown Family & Community Counselling Certificate, Hairdressing 

Courtney Reid  B. Sc Nursing in progress 
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Crystal Dixon Administrative Assistant Certificate 

Dale Robinson Internet Service Technician,  

Dannette Humchitt Hairdressing/Aesthetics Certificates 

Dania Brown*  ECE maternity leave 

Darryl Esaterbrook  Building Maintenance Worker Level 1 

Dawn Wilson  B. Educ in progress 

Dean Wilson Family & Community Counselling Certificate 

Desiree Lawson* Diploma Natural Resource Mgmt maternity leave 

Don Tite*  Coast Guard Marine Training 

Don Wilson Medical Doctor 

Donna Fyall*  Residential Care Support Worker on medical leave 

Donna Germaine * ECE Diploma 

Dorena Mason*  B.Educ 

Doris Barb Windsor*  Residential Care Aide 

Doris Humchitt  B.A. in progress 

Douglas Brown 150 Ton Fishing Master 

Dwayne Walkus Construction Safety Officer Certificate 

Elizabeth Brown***  B.Educ 

Elizabeth Wilson***  RN 

Elroy White* MA Archeology 

Ena Humchitt Business Technology Certificate 

Erin Wilson** Hair Design Certificate 

Evelyn Windsor*  Heiltsuk Language Proficiency Certificate 

Flora Andy*  B. Education in progress 

Frances Brown*  Touch of Culture Fashion Design, Heiltsuk Language Proficiency Certificate 

Frank Brown  Outdoor Education Diploma/Aboriginal Tourism 

Gail Campbell* LPN 

Gary Housty Jr. * B.Sc Nursing, M.A. Health Admin in progress 

Georgina Reid *  LPN 

Gloria Windsor*  Residential Care Aide 

Harold  Hall Jr.  Carpenter Red Seal 

Howard Hunt* Hairdresser, Culinary Arts 

Ian Reid**  Automotive Technician 

Ian C. Reid* Coast Guard Marine Training 

Jacey Humchitt ** Welding Level C in progress 

Jacideane Peers Family & Community Counseling Diploma 

Jack Wilson* Carpentry 

Jackie Windosr  B.Educ in progress 

Jacob Carpenter  M. Social Work in progress 

Jacqueline Germyn Gladstone*  ECE in progress 

Jaimie Harris  Bachelor of Business Admin 

James Brown* Carpentry Red Seal, Welding Level C 

James Jackson Welding Level C 

Jana Jackson  B.A. in progress 

Jeff Williams Heavy Equipment Operator 

Jeffrey Windsor Commercial Diver Training Certificate 
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Jennifer Carpenter  B.A M.A Anthropology 

Jennifer Squash  B.Educ in progress 

Jess Slett* Emergency Medical Responder 

Jessica Brown  BA Enviro Studies in progress 

Jessica Humchitt  B.A Health Science in progress 

Jessie Housty  MA Eng *   Masters In progress 

Jessie Tite Anthropology Diploma in progress 

Joann Green*  B.Educ 

John Bolton Sr*  Road Building & Heavy Equipment Operator, Emergency Medical Responder 

Joshua Carpenter *  Assoc Degree Psychology 

Julia Dixon Family & Community Counseling Certificate, ECE 

Julie Carpenter*  Marine Biology 

Lavina Wilosn-Bolton Asian Culinary Arts 

Karen Hunt*** B Educ 

Karmyn Humchitt**  Registered Massage Therapist 

Kathleen Peers Baking and Pastry Arts - in progress 

Keith Brown  B.A, Lawyer training in progress 

Kelly Brown* B. Educ, M.A. Community Dev. &  Environmental  Studies 

Kelsey Hall Northwest Coast Jewelry Arts Certificate 

Kendra Newman** Assoc Deg, Psychology 

Kevin Carpenter Fishing Master IV 

Kevin Starr  GIS Certificate 

Kimberly Wilson* Residential Care Aide 

Kirsten Wilson Peers  Hairdresser 

Korin Humchitt  B.Sc  Nursing in progress 

Krisitn Wilson Hairdressing Certificate 

Kristina Wilson*  ECE 

Kristy Humchitt  B.A. Criminology 

Larissa Dixon  Aboriginal Studies Diploma in progress 

Larry Reid  GIS Certificate 

Laura Martin* B. Educ 

Lawrence Humchitt Carpentry Forming & Framing 

Leandrea Carpenter  B.Educ in progress 

Leanne Reid  Certificate Health Care Asst in progress 

Leonard Humchitt Carpentry Year 2 

Leon Shaw** Welding Level C 

Letha Rosypskye*  Carpentry 

Liane Reid  B. Educ in progress 

Lily Mercedes Young  B.Educ in progress 

Lindsey Morin  B.A. Criminology in progress 

Liz Wilson*  Heiltsuk Language Proficiency Certificate 

Lorne Wilson Carpentry - Forming & Framing Certificate 

Lori Harris Veterinarian Assistant Certificate 

Lori Humchitt  B. Educ in progress 

Lori Lawson  Certificate Business Admin in progress 

Lori Mason  BA Child & Youth  
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Mackenzie Mason**  Hairdresser 

Madeline Jack Pharmacy Technician 

Maria Martin  B.Educ in progress 

Maria McKay  B.A. in progress 

Marilyn Slett* Indigenous Governance Cert; Public Sector Mgmt Diploma; B.A. in progress 

Marina Humchitt Home Support Care Aide Certificate 

Maryann Gladstone**  M. Educ  

Mavis Windsor*  B.Social Work; M. Community Dev. & Enviro Studies 

Medric Bo Reid*  Computer Tech Certificate 

Meeka Knaiger Family & Community Counseling Certificate 

Megan Humchitt* B.A. in progress* 

Melissa McConnechy  Diploma Social Services in progress 

Mervin Peers Coast Jewelry Arts Certificate 

Michael Carpenter  B.Educ *** 

Michael Stegman*  Carpentry 

Michelle Brown  Language Proficiency Certificate*, Electrician Certificate 

Michelle Reid  Masters of Social, Masters of Art Therapy 

Monika Waterfall** B.Educ, Special Spec. Diploma 

Myles Carpenter  Commercial Diver Training Certificate 

Myrna Jackson Medical Office Assistant Certificate 

Nick Carpenter  Ironworker Certificate 

Nolan Lawson Carpentry  Forming & Framing 

Norman Wilson Plumbing & Heating Certificate 

Owen Reid**  Heavy Equipment Operator 

Pamela Wilson* Assoc Degree Psychology 

Patricia Clark*  ECE 

Paul Gladstone Carpentry Year 2 

Paul Newman** Automotive Tech 

Pauline Waterfall* B.Educ 

Perry Brown Sr. * Carpentry Red Seal in progress 

Phyllis McKay*  Heiltsuk Language Proficiency Certificate 

Raiya Reid*  B.Educ 

Ramona Starr*  Computer Applications, Compute Support, New Enterprise Management Cert 

Randy Humchitt* Coast Guard Marine Training 

Randy Humchitt* Diploma Public Sector Mgmt 

Rennell Mason  B.A in progress 

Rex Slett* Heiltsuk Language Proficiency Certificate in progress 

Rhea Wilson Healthcare Assistant in progress 

Robb Lansdowne*  B. Psychology 

Robbie Hunt Substance Abuse Counselor Certificate 

Robert Brown Commercial Diver Training Certificate 

Robert Johnson Carpentry Forming & Framing 

Rod Chippeway Automotive Mechanic, Heavy Duty Auto Mechanic 

Rory Housty*  B.A.  Anthropology; Heiltsuk Language Proficiency Certificate in progress 

Ross Wilson** BA 

Russell  Peers Automotive Technician 
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Samantha Humchitt-Hunt  B.Social Work 

Saphire Humchitt* Certified Prof. Accountant 

Saul Brown  BA Political Science in progress 

Selena Windsor* Residential Care Aide 

Sharon Wilson*  B.Educ 

Shelley Johnson*  Residential Care Aide 

Sherry Carpenter* LPN 

Stacey Newman**  B.Educ. Diploma Special Ed 

Stephen Reid ** B.Educ 

Stephen Wilson** Plumber Red Seal 

Sara Newman* Dressmaking & Design Certificate 

Susan Brown** B.A. Indigenous Governance 

Suzanna Lawson  B. Social Work in progress 

 Caroline Humchitt** B.Educ 

Tanya Hall  BA in progress 

Terri Reid **  ECE 

Terry Ivan Reid** Language Proficiency Certificate 

Todd Humchitt**  BA Business Admin 

Tom Dixon Carpentry Red Seal 

Trevor Humchitt Carpentry Year 3 

Valerie Humchitt* Office Admin/Accounting Diploma 

Vanessa Gladstone*  LPN 

Verna Wilson  B.Educ in progress 

Veronica Wilson***  B.Educ 

Victoria Peers** Family & Community Counselling Diploma 

Vina Brown  BA Indigenous Leadership in progress, Prana Yoga Teacher, personal Trainer 

Violet Lindbergh*  B. Educ 

Wanda Christianson**  B.Social Work 

William Dixon Jr** Welding Level C 

William Housty*  B.A. Geography & Natural Resource Mgmt 

Wilma Housty***  B.Educ 
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HIRMD Asset Inventory 
   

CONTACT EXPERIENCE ACCREDITATION / EDUCATION 

Letha Rosypskye Construction First Aid (3) 

Jefferson Brown Engineer Assistant n/a 

Kade Starr n/a n/a 

Godfrey Williams 
Jr n/a n/a 

Gabriel Humchitt n/a n/a 

Fergus Campbell n/a n/a 

Sonny Starr n/a n/a 

Kevin Bolton  n/a n/a 

Tanya Bolton n/a n/a 

Maxwell Johnson Limbpicking, chasing First Aid (1), WHMIS, S100, TDG, TE 

Curtis Rogers n/a n/a 

Bryce Rogers n/a n/a 

Roy Edgar n/a n/a 

Kyla MacGregor n/a n/a 

Edward Carpenter n/a n/a 

Liam Carpenter n/a n/a 

Edward Johnson Swamping  n/a 

Dean Dixon n/a n/a 

Craig White n/a n/a 

Charles McKay n/a n/a 

Warren Humchitt conventional log experience n/a 

Leon Shaw n/a n/a 

Thomas Dixon n/a n/a 

William Boss n/a n/a 

Ryan Perees Swamping n/a 

Dan Wilson Swamping n/a 

John Bolton Jr n/a n/a 

Bert Brown n/a n/a 

Lewis Shaw n/a n/a 

Andy Peers Jr pruneing,spacing,planting,brushing First Aid (3) 

William Gladstone 
Jr n/a Bucking, Air Ticket 

Eddie Reid n/a n/a 

Alex Jackson Limbpicking Gas Mechanic 

Ted Gladstone Cook n/a 

n/a n/a n/a 

Dwayne Walkus Loader, Faller, Owner - King Island Contrating First Aid (3) 

Ed Carpeneter 100 Ton n/a 

Koran Reid 100 Ton n/a 

Arnie Johnson 2nd loading n/a 

Godfrey Williams Air Brakes n/a 

Ian Singleton Air Brakes n/a 

Trevor Hall Air Brakes n/a 

John Bolton Sr Air Brakes , Technician, Framing DCC College 

Chuck Windsor Air Brakes, welding Welding 

Curtis Reid almost certified drilling Certified Driller (?) 
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Elroy White Archaeologist Archaeologist 

Ray Wilson 

Blasting, Culvert, Drilling,Compleying, 
pruneing,spacking,planting,brushing,2nd loadingStream 
Restoration, Tsunami Debris Forest Engineer Course, Oil Spill Response 

Rod Brown Boat charterer, Carpentry, Firewood First Aid (3) 

Harvey Brown Boat Charter's n/a 

Kim Gladstone Boat Charter's n/a 

Ted Hunt Boat Charter's,2nd loading,slashing,bucking,falling, Power Saw Course 

Matt Johnson Booming Dozer Boat n/a 

Nolan Lawson Construction Framing  

Basil Windsor Cook  n/a 

Murray Wilson Cook  n/a 

Nick Johnson Cook  n/a 

Lolly Wilson Cook  n/a 

John Bolton Cook  n/a 

Cathy Wilson Cook  n/a 

Roland Wilson Driver, swamper-->Blaster(dillers helper) utuliten forest courtney n/a 

Ernie Wilson Driving B/A 2003 M/A 2006 

Fred White Dry Loader n/a 

John Speck Dry Loader,booming Dozer boat n/a 

Kelly Wilson Engineer Assistant First Aid (3) 

Desire Lawson Environmental Monitor n/a 

Saul Brown Environmental Monitor, Construction, Field Tech,  

Bladerunners (Construction), First Aid (1), Traffic 
Control, Tools & Safety, Forklift, Fall Protection, Ladder 
Safety, Confined Space, WHMIS 

Ian C Reid Environmental Monitor Heilstuk College/First Aid Level 1 

Gordon Humchitt Falling power saw course 

Clayton Brown Falling, Diving, Stream Cleaning, Chasing, Fisheries n/a 

Brett Waterfall Field Supervisor n/a 

Maxwell Johnson 
Jr 

Field Technician 
n/a 

Andrea Walkus Field Technician n/a 

Josh Vickers Field Technician n/a 

Chris Vickers Field Technician n/a 

Lindsey Morin Field Technician n/a 

Leonard Stewart Field Technician Proposed Electro Shocking Course 

Jaymyn LaVallee n/a n/a 

Angela Wilson n/a n/a 

Robert Johnson Field Technician  n/a 

Jessica Brown n/a n/a 

Walter Campbell Field Technician TL n/a 

Jordan Wilson Field Technician TL, Cook, Diver SVOP, Open Water Course 

Carl Wilson Field Technician TL, Dry Loader n/a 

Alisha Gauvreau Field Technician TL; MRM masters student; archaeology BA 
Masters Candidate 

Burton D Starr Framing, Technician DCC College 

Ian Wilson Framing, Technician DCC College 

Mitchell Clifton Framing, Technician DCC College 

Jordan Benner GIS Analyst contract n/a 

Dave Whitehead GPS Analyst contract n/a 
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Carey Stewart Guardian Watchman Proposed Electro Shocking Course,SVOP, Oil Spill 
Response 

Gary Hunt Heli  n/a 

Lindsay Windsor Heli  n/a 

Ryan Humchitt Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Mitch Martin Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Steve Windsor Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Jeff Windsor Jr Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Cecil Brown Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Burl Gladstone Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Thomas Hunt Heli Logging,Chasers Float,Chasers on land, Hill Boss  n/a 

Richard Reid Heli Logging,Chasers Float,Chasers on land, Hill Boss  First Aid 

Ted Hall 
Heli Logging,Chasers Float,Chasers on land, Hill Boss, boat 
charters,power saw course,  n/a 

Matt Garmon HIRMD Stewardship Forester,FREP, Forest Engineer Masters, Forest Conservation, Multiple Tickets 

George(Rudy) 
Elluk Hoe Opperator, Loader Operator Welding 

Richard Brown Labour worker n/a 

Mike Stegman Labour worker n/a 

Jason Reid Limbpicking n/a 

Chuck Brown Loader n/a 

Jessel Housty n/a n/a 

Sal Charles n/a n/a 

Mike Wilson n/a First Aid (3) 

Preston Humchitt n/a n/a 

Paul Newman Jr n/a n/a 

William Housty n/a n/a 

Hudson Jackson n/a First Aid (3) 

Howard Humchitt n/a n/a 

Steve Wilson n/a n/a 

John Starr Brushing, Stream Restoration Chainsaw, First Aid (3) 

Ray Wilson Jr n/a First Aid (3) 

Rob Hall n/a First Aid (3) 

Mark Johnson n/a Proposed Electro Shocking Course 

Jeff McConnechy n/a Power Saw Course 

Willis Carpenter n/a Power Saw Course 

Marvin Brown n/a Saw Training course 

Peter R Lawson n/a Saw Training Course, First Aid 

Rodnal P Brown n/a Saw Training Course, First Aid (3) 

Phillip Humchitt Construction 
Saw Training Course, Construction, First Aid, WHMIS, 
Hilti, Fall Protection 

Ralph Chamerlain n/a Saw Training Course 

Jack J Wilson n/a Saw Training Course 

Walter Jackson n/a Saw Training Course 

Peter W Stewart n/a Saw Training Course 

James T Starr n/a Saw Training Course, First Aid (3) 
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Edward A 
Carpenter n/a Saw Training Course 

Blaine Clifton n/a Saw Training Course 

Douglas Newman Brushing,  Chainsaw Safety & maintenance certificate, First Aid (3),  

Aaron Humchitt Fisheries, Maintence n/a 

Jason Steve 
Windsor n/a n/a 

Jermaine Starr Labour worker College prep, Warehouse Training, POS Cert. 

John A Larsen n/a n/a 

Rex Squash Logging, Fishing, Construction, 
Forming/Framing, WHMIS, First Aid (1), Hilti, Fall 
Protection 

Jacob Tallio n/a Studio Arts (Cap College) 

Leon Chandler Brushing, Mechanics Automotive Service Apprentice 

Phillip Starr Construction, Silviculture, SOK First Aid (1), WHMIS, Forming & Framing 

Jack Wilson pruning,spacing,planting,brushing,compleying, 
First Aid, Wild Life Danger Tree Surveyor, CMT 
Surveyor, Power Saw, SVO, Marine Emergency (2) 

Robert Hall pruning,spacing,planting,brushing,compleying, n/a 

Phil Blaney pruning,spacing,planting,brushing,compleying, n/a 

Robert Brown pruning,spacing,planting,brushing,compleying, n/a 

Russel Bolton pruning,spacing,planting,brushing,compleying, n/a 

Garron Brown  Screening n/a 

Robert Kelly Screening n/a 

Danny Windsor Screening n/a 

Mel Innes Skipper n/a 

Wesley Vickers Skipper, Stream Resoration, Tsunami Debris n/a 

Kyle Humchitt slashing,bucking, Construction Power Saw Course, Forming and Framing, First Aid (1),  

    
WHMIS, Foodsafe, Fall Protection, Hilti, Chainsaw 
Safety 

James Jackson slashing,bucking, Forestry 
Saw Training Course, DCC College, Welding, 
Wilderness First Aid, Helicopter Safety, S100,  

Lindsy Windsor Slashing,bucking n/a 

Jack J. Wilson Stream Restoration, Tsunami Debris n/a 

Ben Stuart Stream Restoration, Tsunami Debris n/a 

Mike Windsor Survey n/a 

Jim Peers Survey n/a 

Ronnie Jackson Swamper n/a 

Jean-Marc 
Leguerrier 

Tilsup Charter n/a 

Brodie Lawson Truck Driving,  archaeology monitor Archaeologist, 

Charles Hopkins Welding Operators Course 

Dakota Humchitt Welding n/a 

Jeff B. Windsor Diver 
Open Water Course, Occupational Scuba Diver Course, 
Restricted Surface Supply (ISS) Course   

Clint Germyn Diver Open Water Course  

Jason Reid  Diver Open Water Course  

James Hall Diver Open Water Course  

Myles Carpenter Diver Open Water Course, Occupational Scuba Diver Course,  

    Restricted Surface Supply (ISS) Course   
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Russell John Diver Open Water Course, Occupational Scuba Diver Course  

Aki Titto Diver Open Water Course, Occupational Scuba Diver Course  

Gary Chippeway Diver, Heli Logging,Chasers Float,Chasers on land, Hill Boss  Open Water Course  

James Hill Diver Open Water Course  

Glenn Clellamin Diver Restricted Surface Supply (ISS) Course 

Benny Stewart Field Technician, Tsunami Debris Oil Spill Response, Saw Training Course 

Mel Brown   Oil Spill Response 

Rich Reid Guardian Watchman 

Oil Spill Response, NREN 051 – Monitoring 
Environmental Resource Use to Promote Compliance, : 
NREN 052- Documenting and Presenting Field 
Compliance Data, : NREN 053- Archaeological and CMT 
Inventory Training, RMOT 202- Parks and Protected 
Areas, RMOT 251- Resource Management Seminars, 
NREN 022 – Construction Site Monitoring Skills, RMOT 
151- Marine Motor Servicing, MABW 010- Basic 
Electrical & Wiring for Marine Motors,  

Jason Thompson   Oil Spill Response 

Michael Wilson   Oil Spill Response 

Louisa Hill   Oil Spill Response 

Clifton Blaine Slashing  n/a 

Ian Reid Construction, Research Assistant First Aid (1),  

Cliffton Mitchell Slashing, Saw Milling, Field Tech   

Peter Lawson Construction, ROK   

John Larson 
Stream Restoration, SOK, Salmon Enhancement, Water 
Treatment Pleasure Craft Operator 

James Starr     

Jason Windsor Forestry, Field Tech 
Wildlife Safety, Pleasure Craft Operator, Fire Arms, First 
Aid 

Randy Carpenter Guardian Watchman 

NREN 051 – Monitoring Environmental Resource Use to 
Promote Compliance, : NREN 052- Documenting and 
Presenting Field Compliance Data, : NREN 053- Archaeological 
and CMT Inventory Training, RMOT 202- Parks and Protected 
Areas, RMOT 251- Resource Management Seminars, NREN 
022 – Construction Site Monitoring Skills, RMOT 151- Marine 
Motor Servicing, MABW 010- Basic Electrical & Wiring for 
Marine Motors,  

      

***n/a denotes a lack of information and not necessarily a lack experience/education*** 
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Chapter 12:   Literature Review 
 
Introduction: 
 
As a component of the Heiltsuk Community Education & Capacity Building Project (2104) undertaken by 
researchers, Pauline Waterfall and Brenda Humchitt, in partnership with Mid-Coast First Nations Training 
Society, a literature review was conducted by Pauline on all available studies, reports and projects related to 
this topic from 1986 to 2013 – a total of 27 year time period.  Eight initiatives were examined.  The highlights 
and recommendations of each are given in detail as a means of providing a broad perspective on the various 
investments and efforts made to identify what factors are required to build community capacity.  This detailed 
literature review  can then serve as a consolidated snapshot based on chronological sequence of all the issues, 
barriers, and other factors that have framed capacity building through education and training in a broad and 
general sense.  It can serve as a holding place of key findings from those reports etc. for consideration of 
Nation building through human resource capacity and needs.  
 
The following is a collation of recommendations extrapolated from these studies, reports etc.   
 

1. HTC and local School work in collaboration to develop comprehensive management training programs. 

2. Develop communication strategy for all education & training stakeholders. One report recommends 

hiring a Communications Officer.  

3. Develop workplace job enhancement skills training. 

4. Construct post secondary education facility. 

5. Increase level of post secondary and employment skills training on reserve. This includes workplace 

certifications for fishers.  

6. Develop Career Guidance counseling services 

7. Hire educational administrator to oversee Nation’s education & training programs 

8. Offer life skills training. 

9. Consolidate all post secondary education and employment training under one umbrella. 

10. Link education & training initiatives to Economic Development needs in partnership with Heiltsuk 

College 

11. Provide pre-employment skills training 

12. Develop Heiltsuk education funding policies to enhance equable access to training and education for 

all membership. 

13. Conduct academic assessments to determine skills levels. 

14. Strengthen local forestry work capacity. 

15. Support Small Business development ventures. 

16. Upgrade current employees to minimum Grade 12 requirement.  

17. Incorporate cultural values and teachings into workplace environment 

18. There are specific recommendations for HIRMD workplace in the U. of Arizona 2013 Heiltsuk Tribal 

Council: Education & Capacity Building Project.  

19. The Heiltsuk Comprehensive Community Development Plan completed by DNA in 2008 with Susan 

Brown’s assistance has specific recommendations for capacity building which would be useful for each 

department that participated. However, it is a template with gaps of information missing with some 

department sections.   

 This plan’s general recommendations are: 
a. Training/education needs assessment 

b. Life skills training 

c. Career planning 
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d. New college building 

e. Youth leadership development 

f. Dept. mgrs training 

g. Employee pro. D training 

h. Parental skills training 

i. Personnel evaluations-professional dev plans  

Literature Reviews 

Document:  A Report Prepared for the Heiltsuk Band Council and The Bella Bella School Board - Mel 
Coates, June 1986 
 
Mel Coates was a former BBCS teacher who was commissioned to do this study based on this longer term 
affiliation with BBCS, the community and students.  The study took place over a 7 month period starting in 
1985.    
 
Respondents to interviews included:  senior band management, middle managers, band entities employees, SA 
and UIC recipients.  
 
The goals and objectives of this study are specific local post secondary initiatives and needs re: 

 Assess local post secondary facilities  
 Assess post secondary programs and their success 
 Define business/public skills job requirements including economic development needs 
 Define skills training & post sec programs available 
 Assess effectiveness of BBCS in preparing students for post sec career training 
 Project school enrolment for 5 years 
 Review off-reserve supports needed for students 
 Identify scholarships or bursaries options as incentive for achievements 
 Identify job skills training for current employments in place 
 Identify pre-requisites required for continued education or training. 
 Identify required staff for post sec facilities in Bella Bella. 
 Recommend organization/administration needed to expand post sec options locally 
 Determine capital costs to construct/maintain post sec facilities.  
 Develop terms of reference for job description and qualifications for post sec admin locally 
 Define other staff positions required for post sec 
 Identify the building and classrooms needed to deliver post sec programs on reserve.  

 
Key findings: 

 NITEP 1981 – 1985 with 17 students with graduate numbers not specified.  
 GED – 1980-85: 45 completed.  
 Upgrading & Basic office skills training – 79 completed.  
 Transitions off-reserve for continued education problematic due to academic demands and 

displacement from homes.  
 University Transfer program in place with recommendations for enhancement/success 

 
Appendix C:  Current and future training needs of Band entity Heiltsuk employees (Interesting to note growth 
since 86) 
  
The stats include education level, further training required, job position, skills improvements desired. 
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81 employees: 11-  Band office,1- Fire Dept, 3- SEP, 2-Community Hall, 2-Housing Admin,10- Capital  
Construction, 11-Capital Housing; 2-Post office,12- Band store,2- Fuel Co,5- School Board office, 20-BBCS, 16-
Hospital, 3- Health Centre.  
 
Appendix D:  
 

- 8 UIC recipients interviewed with information re:  length of time on UIC, previous jobs, education level 
and request for further education/training. 

- 5 SA recipients interviewed with information re: work experience, education level, and request for 
training/education. 
 

Appendix E: 
 
Questionnaire - BBCS graduates regarding factors that impact continued education pursuits and reasons why 
post sec education is deemed to be important.  
 
Life Skills questionnaire outcomes based on interviews with students/parents/community/teachers 
 The following were deemed important to all four categories of respondents 
 

1. Improve math, writing, speaking, reading skills 
2. Improve study, test taking skills 
3. Problem solving skills 
4. Goal setting 
5. Financial management 
6. Health management 

 
Recommendations: 
 

1. Band Council & School development comprehensive management training programs 
2. Develop communication skills training for all Band Council & School employees 
3. Develop on-the-job training programs to enhance workplace skills.  
4. There are specific recommendations for BBCS academic courses and programs, teacher orientation, 

parental involvement, professional development. 
5. Increase current post sec programs/training  
6. Construct a post sec facility  
7. That employee skills training be offered 
8.  

This study was very in-depth with many interviews, focus group discussions and other means of gathering 
information that resulted in the key recommendations above.   
 
Document:  Heiltsuk Band Council Post Secondary Education Study - The Centre for Indian Training & 
Research, July 1987 
  
Note that this study builds on the Mel Coates study with inclusion of stats and anecdotal materials used from 
that study.   
 
Main purpose of this CITR study is to present options to maximize financial resources with diminishing 
availability.   
 
The following recommendations were made: 

1. Explore option of off-reserve residence for post secondary students  
2. Establish Counseling/Career Guidance services on reserve shared with secondary school 
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3. Close the Waglisla Integrated Study Centre. This was a program under BBCS umbrella and targeted as 
a quasi Grade 13 model.** 

4. Hire career/guidance counselor – cost shared with school. 
5. Hire educational administrator to oversee all of Band’s educational programs 
6. Sever relation with North Island College (At the time, NIC offered one-off training programs funded by 

Canada Manpower (now Service Canada) but didn’t consult with Band on what was required – i.e. NIC 
made decisions for training perceived to be best for Heiltsuk.** 

7. Hire continuing education coordinator. 
8. Hire off-reserve guidance/support counselor. 
9. Implement on-reserve continuing education program. ** 

   
Comment:  the highlighted recommendations were implemented.  There was a guidance counselor hired by 
school.   
 
Document:  Bella Bella School System Evaluation Report -  Stephen C. Olson:  Centre for Indian Training & 
Research, Sept. 12, 1988 
 
Note:  it is unclear who commissioned this study, but based on the previous one, it’s assumed that this was 
done at request of Tribal Council but it could have been the Bella Bella School board because this study focuses 
on that school system.  This study was conducted over a 3 month period. 
 
Purpose of study:  to assess effectiveness of local education system and identify areas for remediation 
 
The components of the study are comprehensive including:  roles, responsibilities, staff, professional 
development, student services, facilities, curriculum, Cultural Centre, leadership, community assessment, 
community/school relations, and Heiltsuk language. 
 
The key points in summary are: 
 

A. School 
1. Curriculum scope & sequence at all grade levels 
2. Adopt BC Curriculum and incorporate local content 
3. Improved inventory control 
4. Students use word processors 
5. Integrate work/study program into adult basic education 
6. Improve professional development and in-service training 
7. Extend learning assistance to secondary grades 
8. Explore student skills assessment tools (current use CAAT tests) 
9. Implement counseling services for students 
10. Values clarification in curriculum 
 

B. Cultural Centre   -several recommendations made to strengthen interface with school/curriculum and 
foster relationships between school board/cultural centre. 
 

C. Leadership 
1. Offer full academic program to Grade 12 
2. Assess and establish performance standards at all grades 
3. Standardized assessment testing for diagnostic and not evaluation purposes 
4. Monitor classroom instruction re curriculum objectives 
5. Design a Heiltsuk Scholarship Program (for high achievers) 
6. Provide practical professional development opportunities for principal  
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Other findings: 
 School’s Consolidated Financial Statements over several years as per 

               Rounded of in million dollar amounts: 
 

81/82 $1.9; 82/83 $2.4; 83/84 $2.1; 84/85 $2.3; 85/86 $2.5; 86/87 $2.1; 87/88 $1.9; 88/89 $2.1 
 

 Number of teachers for the above years:  32, 34, 26, 22, 21, 19, 19, 19 
 Number of teacher assistants for above years: 14, 13, 16, 15, 10, 5, 8, 6. 
 Number of students enrolled: 282, 284, 301, 272, 270, 267, 273, 300 
 Student/teacher ratio: 8.8, 8.4, 11.6, 12.4, 12.9, 14.1, 14.4, 15.8 

 
Concluding Statement:  
 
If the….School is to reach its potential and achieve its dream, the Board of School Trustees must show the way 
by assuming it senior role as policy maker and judge.  It must carefully hire the right CEO to advise it and 
execute its policies.  It must start from square one in setting policy and establishing goals and objectives in 
leading the educational enterprise to its potential. When a democratic institution operates within the 
parameters of sound governance any of its dreams can be achieve.   
 
Document:  Adult Education Needs Survey - Pat Zellinsky, 1993 
 
This study was commissioned by Band Council as a tool for decisions regarding future Adult Education 
direction and to determine whose responsibility it is to oversee this service delivery. 
 
Interview scope was very fulsome as per: 
Students Gr. 10-12:  48  
Small business owners: 23 
Major employers: 35  
Community members: 294   
 
Future employment trends identified:  Land Claims, Self Government, Current employment enhancement, 
projected employment and staffing needs, and needs for services.   
 
The study outlines the components needed to support Adult Education/Training needs including: 
ABE, independent studies, administration, training delivery partners, funding, professional development, 
career counseling with consideration for: 
 
Diverse interests, identifying which courses are best taught versus independent studies, funding, and small 
population size.   
 
Community growth and development as well as individual learning needs are important factors. 
 
Five most requested training programs for 1993/94 are: 

1. Upgrading 
2. Computer skills training 
3. Accounting/bookkeeping 
4. Business management/training including carpentry, hairdressing, ECE, First Aide 
5. University transfer 

 
Barriers for not pursuing education: 

1. Finances 
2. Lack of information re programs 
3. Social problems 
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4. Low literacy rtes 
 
Two key factors must be considered in offering effective adult education and training locally: 

1. Community growth and development context 
2. Individual learning needs.  

 
 
Trends identified from interviews: 

 55% respondents want to continue education  
 13% do not want to continue education  
 32% don’t know 
 64% want to attend local college if courses are offered 
 Small business owners want employee skills enhancement training 
 45% prefer to study in small groups 
 41% prefer one-on-one tutoring 
 Employers want evening and part-time training/education 
 Community members prefer daily/regular training/education programs.  

 
Ways to improve current education: 

 Career counseling  
 Life skills training 
 Goal setting 
 Role modeling. 

 
Employers indicate that the following skills training are required for employees 

 Ability to work together 
 Willing to learn new skills 
 Positive attitude 
 Adaptable to new situations and changes 
 Logical thinking skills 
 Offer fishermen skills training that is now required.  

 
Ways to maximize training funds 

 Support mobility re learning – 70% will stay, 20% will leave and return, 10% will leave permanent. 
 Reasons for leaving : job opportunities, children’s education, independence, education for self 
 Consolidate all education/training programs under one umbrella 

 
Self government 

 Majority of respondents agree with need to be prepared but some don’t know enough about this to 
comment.  More information sharing is required for better understanding of implications of this re 
employment and education needs.  

 
Projected increased staffing needs for existing employers:  

 13% indicate plans to increase staffing. 
 
Entity responsible for adult education: 

 Council is legal entity for all departments but delegate responsibility for education to School Board   
 
Document:  Report on the Current Assessment of Heiltsuk Employment, Prepared for the Heiltsuk 
Tribal Council - Don Gladstone, June 1998  
 
Purpose of report:  to prepare HTC for negotiations with DFO re next steps in outcome of Supreme Court ruling 
in favor of the “Gladstone” legal case re SOK fishery.   
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 Objectives of report: 

1. Population distribution mid-coast region 
2. Historical population trend Heiltsuk Nation 
3. Historic employment trend 
4. Participation level in various fisheries 
5. Level of Heiltsuk social assistance dependency 
6. Determine 10-year Heiltsuk  population projection  

 
Findings – Ten year period  
Employment trends – 1988 – 1997 based on average & rounded off percentage: 
 
BB Fisheries Ltd:  average 76 persons per year or 29% = main employer. 
Hospital:  10 persons or 4% of employer base 
SEP:  3 per year or 1% of employer base 
Forestry: 4 per year or 2% employer base 
Band Administration:  69% or 26 employer base (2nnd main employer) 
Bella Bella Shipyard: 3 or 1% 
Clam fishery: 20 or 7% 
Bella Bella School Board: 43 or 16% (3rd main employer) 
Heiltsuk Hotel:  13 or 5% 
Bella Bella Band Store: 16 or 6% 
Heiltsuk College:  3 or 1% 
 
Totals employment stats based on 262 Heiltsuk employed full or part time 
 
1988:  139; 1989 – 175; 1990 – 170; 1991 – 216; 1992 – 376; 1993 – 327; 1994 – 328; 1995 – 281;  
1996 – 283; 1997 – 325.   
 
Employment trends: 

 Bella Bella Fisheries main employer over 10 year period but part-time based on 5 month period 
 Bella Bella administration office – 26% 
 School board – 16 %( note from 1992-1995 new addition to school employed construction workers 

which accounts for the increase in their department for these years). 
 Above employers = 71% total workforce 

 
Other findings:  Heiltsuk Fish Plant workers for 1997 = $3,528 income 
                              Heiltsuk Administration = $29,297 income 
                               School board = $25,230 income 
                               Hospital = $25,230 income 
 
Bella Bella Fisheries included processing of:  sea urchin, herring roe, SOK, salmon, halibut, prawns 
 
Seasonal employment trends over 10 year period  
January – 32; February 36; March 47; April 118; May 98; June 34; July 94; Aug 159; Sept 99; Oct 65; November 
18; December 15. 
 
Species – employment = Highest = Salmon 80%; Roe 9%’ SOK 4%; urchin 4%; cucumber 2%. 
 
Barriers to employment/economic development 

1. Limited entry re fishing  - licenses, start up funds,  
2. Declined marine stocks = economic uncertainty 
3. If fishermen are not successful, plant fails = unemployment 
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4. Heiltsuk fish licenses:  1988 = 10; 1997 = 71.  
5. BB Fisheries operates only at 23% of maximum capacity. 

 
 Solution – diversity operations of the main employer = Bella Bella Fish plant.  
 
Document:  Heiltsuk Tribal Council:  Community Skills & Market Assessment - DNA Consultants,               
December 2008  
 
Introduction:  

 2006 Census indicates a 15% decline in Heiltsuk population over 5 year period 
 54% no certificate, diploma, degree 
 22% high school completion 
 15% trades certification or non-university diploma 
 8% university  
 38.9% employment rate, 48.5 labor force; 18.5% unemployment rate 

 
Methodology:  
Survey on-line and personal interviews indicating 72% respondents have post secondary education. 
Rationale:  Survey didn’t reach members with lower levels of education 
 
 
Employment trends of respondents: 

 social sciences, business, education, administration, health 
 public sector, fitness and small business career goal aspirations. 
 Recommendation for HTC to support: accounting, administration, management, health & education 

capacity 
 
Recommendations:  

 link study findings to Economic Development Corp.  
 provide pre-employment/skills development to job seekers 
 develop education funding policies to enhance equitable access to training/education 
 research skills levels – members with lower education 
 Work with Ec Dev Corp & Heiltsuk College to develop training strategy 

 
Economic/Employment/Market Trends – in-depth review of short and long term economic trends based on 
global economy.  The study’s key focus is on diversifying economy based on the 15-year Economic 
Development plan. 
 
Survey Pool:  119 respondents to 15 questions through interviews and on-line surveys with following key 
findings: 
Age profile: 20% 15-24; 23% 25-34; 25% 35-44; 23% 45-54; 5% 55-64; 4% 65-74% 
This represents working age population on reserve.  
Grade completed: Grade 8 – 4.3%; Grade 9-10 – 19.7%; Grade 11-12 – 18.8%; High School graduation 57.3%. 
Post secondary education, trades etc: 
Post sec completion – 72%; 26% degree completion. 
Areas of study completed:  
Social Sciences/upgrading – 36%; Business/Education/Health – 39%; Science 6%; Admin 5%, Trades 4%, Arts 
2%, Justice 2% IT 2%; not specified 4%.  
Trades Certification completed: 
Admin & Health 60%; business 4%, IT 4%, Education 4%, transport 4%, Tourism/Rec 4%, Carpentry 4%, 
Beauty 4%, professional unspecified 4%.  
Continued education/training needs: 
Business – 14%; Education (teaching) 13%; Health 12%. 
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Income levels:  
$0-9,999 – 15%; $10,000-19,999 – 28%; $20,00-29,999 – 26%; $30,000-39,999 – 17%; $40,000-$49,999 – 
5%; $55,000-59,999 -9%.   
 
Barriers to Employment & training 
Funding – 32%; lack of support/resources 15%; lack of employment opportunities 8%; lack of 
training/education opportunities – 7%; nepotism/discrimination – 7%; time/geography constraints 5%; 
wellness 4%; lack of experience/education 4%; no barriers – 19% 
 
Other:  Skills/interest, career goal aspirations, employment history, ideal jobs, training for ideal jobs,  
 
 Findings:  

 Ideal jobs – administration, education, health, public sector, small business, health 
 Most wanted to further education 
 Average income $28,366 annually (desired income $53,000 equated to higher education) 
 Barriers to advanced education noted.  

 
Document:  15 Year Heiltsuk Economic Development Plan/Strategy (highlights 

 13 sectors:  fisheries, forestry, tourism/recreation, transportation: safety/distribution, cultural 
heritage, wildlife/biodiversity, oil/gas, fresh water/hydro, small business, cable/tele-communications, 
non-timber forest products, minerals, hurting/trapping. 

 Board-based economy using resources within territory 
 Conserve/enhance resources for future generations 
 Self-sustained economy base to secure employment, raise living standards, reasonable cost of living, 

healthy/balanced lifestyle 
 Generate local/regional economic revenues/investments that reduce dependence 

 
Main features of 15 year plan 

 Build on cultural & stewardship strengths 
 Recognize importance  of 13 sectors as economic engine re-invigoration 
 Address past sector issues 
 Work with other governments re policy/regulation frameworks 
 Work with other government ministry management systems 
 With  other FN, industry, companies & other stakeholders re economic/business development 
 Aim to diversity economic base 
 Leverage Heiltsuk TEK in economic development process 
 Leverage Heiltsuk knowledge, understanding, experience re economy in central coast 
 Offer our perspective on “the science” and capacity building 
 Identify licenses/tenures as key drivers for economic revitalization 
 Be creative/innovative in approach to Heiltsuk/regional economic development. 

 
 

Employment pool 2006 (Census status) 
405 total responded to census – 325 employed, 75 unemployed; of employed pool – 75% men, 88% women 
Unemployed gender – men stats double that of women. 
Gender trends: men – primary industry occupations; women - business, admin, governance sector  
 
Labor Market Trends in 13 sectors 

 
Fisheries was past economic base – downturn.  Measures to address 

 Establish co-management 
 Negotiate with external governments  
 Build on existing strengths 
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 Diversity related fishery options: aquaculture, sports fishery.  
 Provincially, sports fishery strong employment sector.  
 6 challenges identified re fishing industry 

 
Forestry – identified as potential employment pool  

 Heiltsuk operates small logging company.  
 Forestry sector projected to shrink by 2015 with -0.4% negative growth. 
 Strength local forestry capacity 
 Develop sustainability re existing timber supplies. 

 
Tourism/Recreation identified as one key re employment growth.  This sector is seen as area of significant 
opportunity for employment growth. 
 
Oil/Gas – challenges:  Heiltsuk title & rights not settled & limited Heiltsuk job opportunities  
Heiltsuk can to explore natural gas with focus on environmental integrity and sustainability. 
 
Hydroelectricity – abundant water supply/hydro potential and BC Hydro supports private sector 
development re micro hydro plants. Heiltsuk can exercise this potential using Ocean Falls water.  Hydro sales 
continue to be needed. 
 
Small Business – small Heiltsuk businesses identified: fuel, cable/internet, store, B& Bs, boat charters etc. In 
2006, 985% of businesses in BC all small business ventures.  Loans are needed (BB Community Dev. Society 
identified but is now defunct).  Need to support this potential sector. 
 
Minerals – joint venture explored re blue clay mining. There are other mineral deposits in area but rights & 
title jurisdiction is not settled. 
 
Non-timber Forest Products – traditional Heiltsuk uses identified.  Potential to develop this option with TEK 
– feasibility study recommended.  
 
Hunting/Trapping – Reference to hunting for dietary needs as well as marine food harvesting. 69 registered 
trap lines.  This resource = supplements subsistence.  Possible economic development with small business 
ventures.  
 
Document:  Heiltsuk Tribal Council:  Education & Capacity Building Project - University of Arizona,                      
Spring 2013  
 
This study was commissioned by HTC to U of Arizona’s Dr. M. Begay with two students assigned: Carine Koch 
and Tobi Jeans Maracle.   
 
The project was narrowed to focus on the HIRMD with lead contacts: Kelly Brown & Travis Hall. 
 
Purpose:  identify gaps in present and future employment opportunities within HIRMD dept. and this would 
then become a template for other departments.   
 
Objectives:   

 Survey to identify and categorize education/experiences of Band membership by way of an asset 
inventory 

 Business & Employment opportunities – identify emerging opportunities based on “Reconciliation 
Protocol” and other agreements including staffing needs re retirement age. 

 BC Post Secondary Institute agreements –analyze and determine suitability for local needs based on 
institute’s strengths.  
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Key stakeholder interviews 
 9 interviews completed as well as with Mr. Scott  Rehmus, CEO Coast Conservation Endowment Fund 

Foundation. 
 

Survey analysis included document reviews of past studies as well as reports provided by Mr. Rehmus related 
to other FN communities including Namgiw based on survey and study completed by Mr. Tony Wong. 
 
Recommendation:  Invite Mr. Wong to bid on developing and conducting an education capacity survey. 
 
HIRMD Job descriptions and employment/training needs – key findings 

 Current HIRMD employees lack suggested experience and education levels a outlined in National 
Occupation Clarification Matrix 2001.  

 HIRMD four managers need four assistants with Grade 12 and administration or office management 
certificate or diploma minimum.  

 Fisheries officers require annual certification/license renewals re 1st Aide, CPR, boat operation, vessel 
maintenance. 

 Communications officer needed & requires formal education up to undergrad or masters deg. 
 2 management positions will become open in 3-5 year’s time 
 2 management positions will become open in 6+ year’s time. 
 Project Management Professional (PMP) certification optimal but not obtainable with current levels.  
 Certified Associate in Project Mgmt good entry point – needs Gr. 12, 1500 hours project mgmt 

experience or 23 hours project mgmt course.  Recommend bringing in trainer rather than send who 
dept. out-of-town for training.  

 
Protocol Agreement Analyses:  VIU, SFU, UVic, RCF (Raincoast Conservation Foundation)  
Values Similarities 

 All agree that cultural & natural resources integral to Heiltsuk Culture & well-being 
 All value mission to disseminate knowledge for use in BC. 

 
Values Differences 

 VIU’s value mission acknowledges the above but note that their values are developed by local 
Aboriginal elders and communities with holistic approach to education. 

 RCF, as only non-profit entity, has research ethic principles based on no-trace activities with the 
foundation’s mission for public education. 

Capacity Building Similarities 
 Values of each align re scholarships, bursaries, mentorships, internships, public education upgrades. 

Capacity Building Differences 
 Three state commitment to provide training/education to “qualified and competent Heiltsuk people: 
 VIU did not specify that opportunities for training/education would only apply to above. 

Employment Similarities 
 All note that they would use “reasonable efforts” to source qualified and competent Heiltsuk members 

for services that they cannot provide themselves. 
Employment Differences 

 Only UVIC included provision to allow Heiltsuk members to “apply to open competition for positions 
or contracts association with providing research services.” 

 “Reasonable efforts” – left to interpretation 
Research Question Development Similarities 

 All agree to collaborate re determining research questions, referencing HTC strategic plans for 
guidance except for VIU who provided research areas of interest in their research protocol.  

Research Question Development Differences 
 SFU & VIU want to work collaboratively to determine training/education plans for community 
 UVIC offered to help create asset inventory and identify skills/training gaps 
 SFU identified specific research interests 
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 VIU left most of this to community via strategic plans except for:  aquaculture, trades, tourism and 
recreation. 

 RCG made no reference to their interests and rely on community based requests. 
Contributions & Fundraising Similarities 

 All determine HTC role and that research partners would contribute resources, capital assets, staff and 
students (SFU, VIU, RCF) 
 

Contributions & Fundraising Differences 
 SFU/RCF commit to providing development loans 
 SFU specific re fundraising for research liaison position 
 Only SFU committed to paying HIRMD staff while developing projects 
 VIU willing to assist in fundraising specific to community collaborations 

 
Accountability, Monitoring & Review Similarities 

 All agree to annual reports and presentations at HTC AGMs 
 All agree to ensure that HIRMD & HTC have 1 – 2 weeks to review proposals and grant applications for 

research. 
Accountability, Monitoring & Review Differences 

 Only VIU states clearly that they would abide by [HTC] research policies 
 Others have varied time lines for evaluation re joint projects 

 
Recommendations re Changes to Protocol Agreements 

 Work independently, separate from academic institutions, and collaborate with community members, 
NGOs (like RCF) and independent contractors to help determine needs without external interference 

 Connect research to community values with cultural match to have community connection to research 
and resulting opportunities. 

 Remove “qualified and competent” in all agreements – this should not be a determining factor by 
institution/research partner 

 With low graduation rate, partner should agree to help Heiltsuk people regardless of their subjective 
views re qualification or competency. 

 Have consistency in recouping HIRMD staff time for those who help with research projects – at this 
time only SFU is doing this.   This would help build capacity. 

 Funding and fundraising also needs consistency with all partners   
 All agreements should comply with research policies/protocols 
 Increase time to review proposal applications – 1-2 weeks can be problematic where budgets and 

assets are allocated. 
 Consideration:   

a) Establish a team to unify research agreements as well as develop research catalogue that 
determines HTC and membership research interests.  
 

b) Re-draft agreements to clearly state HIRMD & HTC visions/values and then HIRMD can determine 
how research interests align with its values. 

 
c) Incorporate into research protocols an Ethics Review Board system similar to legislated system  

that  exists in academic institutes  
 
d) HIRMD Research liaison – key to establishment of these agreement relationships 
 

Capacity Building Components 
Based on interviews and literature reviews of existing Heiltsuk studies, the following are recommended to 
achieve positive personal well-being with HTC’s Social Development Dept. 

1.  Life Skills 
2. Cultural teachings 
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3. Psychological strengthening  
4. Physical skill building  

 
Psychological Well-being – self-esteem comes from individual self-confidence.  Reinforcement and 
opportunities to gain self-confidence = self-esteem developed = well-being.  
 
HIRMD Role – Capacity Building 
Articulated and subscribed values of employees must match that of employer/government. 
 
The protocol agreements can be a vehicle for capacity building as they set ground for employment provision, 
internships and co-ops.  
 
Cultural match with Heiltsuk members = key as embedded in HIRMD’s strategic plans and Nation Building 
theory.  
 
Common workplace visions/goals = enhances self-motivation = self-esteem=self direction = capacity building 
& confidence 
 
Nation Building Analysis 
HTC has embarked on proactive strategic planning to move to proactive restoration of balance to governing 
body and community. 
 
Asking: “What kind of society do you want 100 years from now?” – expands growth to community well-being 
rather than focus only on education and training needs.  
 
Jurisdiction 
HTC exercises this through land and marine use plans stating their stewardship mandates.  Qqks & Coastal 
Guardian Watchmen Network = examples of exercising jurisdiction though stewardship, education & 
traditional knowledge. 
 
Cultural Match 
Cultural continuity is absent in key principles of documents reviewed except for land & marine use plans that 
utilize traditional knowledge & customary law with guidance from Chiefs.  
 

 Individual departments operate in separate silos using Indian Act governance structures 
 Some consult hereditary chiefs 
 Some consulting board or directors 
 Or hybrid of two or more of above.  

 
Two varying ideas of how HTC governance is structured 

1. Hemas & Governance subcommittee  = health, education social development, HEDC, HIRMD 
2. HTC itself involved with above. 

 
Consequence: Lack of understanding re roles/responsibilities of council members 
 Solution:  Written constitution with community that defines roles/responsibilities of governing institutions.  
This process is unfolding.  
 
Leadership 
10 year Gap Analysis done but recommendations need to be executed to reinforce stable and capable 
governance.  
 
 
Recommendations 
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Research Protocols and Capacity Building 

1. Organize HITC/HIRMD committee to determine community’s research needs and inventory past 
research.  Present list to community for review/revision.  Present to academic partners, stakeholders 
and funders. 

2. Catalogue existing datasets to avoid duplication of research.  This can be used to access research 
grants and create cultural match to community values and foster community participation. 

3. Revise existing research protocols and agreements as noted previously.  Include community’s vision 
and values.  Stipulate mandatory hiring of high school students as lab or field assistants.  Highlight 
success stories in this regard with Qqks, Coastal Watchmen, Social Dev. Dept.  

4. Interim measure to #3:  addendum to existing HIRMD Research Registration Application that outlines 
all aspects of contractor and service need.  HIRMD research liaison will then oversee hiring Heiltsuk 
members. 

 
Governance 

1. Clarify decision makers & external governance partners.  E.g. – who are citizens and therefore holders 
of Heiltsuk rights & title. 

2. Clarify roles of hereditary chiefs in governance 
 
Cultural Match 

1. Clarify through community discussions what the historical and contemporary definitions of Gviilas and 
Lhaxva that includes Heiltsuk values clarification.  
 

Interagency/Intergovernmental Relations  
1. Strengthen intertribal relations to advance common visions including stewardship. 
2. Collaborate in common interest areas 
3. Reinforce kinship ties to full historical strength. 
4. Rebuild relationships to enhance successes  

Communications  
1. Create local dedicated communication specialist while working to build constitution & foster unity by 

communication to on/off membership about status of process.  
2. Create external communication specialist to assure investors, partners, stakeholders of  

Governance stability 
 
 

AGMs & Performance Reviews 
1. Increase participation at AGMs and include all departments and stakeholders 
2. Conduct performance evaluations as outlined in agreements. 
3. Graduate reports presented at meetings will help to match with local positions and provide insight re 

needs assessment – education & life goals of community member 
 
Maintenance Plan 
Education & Capacity building coordinator position will: 

 work to maintain and duplicate current and future employment prospects for each HTC dept.  
 assist in strengthening protocol agreements to meet community vision  
 Create an Education & Capacity Building Task force made up of administration and leadership 

employees to maintain database of education and employment statistics. 
 
Jurisdiction & Economic Development 

1. Combine job training/skills development with traditional lifestyles, culture, homelands 
2. Shearwater purchase or joint venture would aid in establishing jurisdiction and asset sovereignty.  
3. Denny Island (Shearwater) was sold by Federal government to non-Heiltsuk so this could be used re 

right of first refusal for purchase and/or fair compensation  
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4. This would provide economic development in recreation, tourism and training opportunities or 
membership as well activate control over research being done in traditional lands with research site 
on Denny Island.  

5. This investment and experienced manager would ensure stable business investment while training 
Heiltsuk members.  Eventual transition to HTC ownership and management would invigorate 
community confidence and diversity other economic ventures. 

6. A joint venture partnership with resort owners with buy-back program is an alternate idea. 
7. Amend SFU protocol agreement that requires full disclosure of all activities at Shearwater [Hakai?] 

Research facility as well as full access at any time to ensure research protocols are followed.   
 
Pauline’s Concluding comments:  This Capacity Building project clearly identifies both employment/skills 
training needs to build capacity with the HIRMD infrastructure as well as HTC in general as identified by the 
categories above.   
 
This study provides a very fulsome and objective review of the current situation regarding perceived apathy 
and lack of community buy-in and resulting lack of well-being or self-esteem and what proactive solutions or 
measures can be considered.   
 
 It was in reading this final study that it became clear what the fundamental underlying purpose of the 
Heiltsuk Education & Capacity Building Project was intended to be as described in the “Maintenance Plan” 
section above.   
 
The researchers goals and objectives as approved by the Steering Committee differs in its focus to examine 
existing and projected employment skills and training needs within the community as a means of creating a 
database upon which to develop the measureable steps of Nation building through enhancement of Heiltsuk 
Human Resource development of its community and membership.   
 
However, having said that, there is no clear baseline figure or understanding of what the current 
unemployment rates are and what initiatives are in place to address this.  Without this, there is no point of 
measurement or assessment of what is required based on community member skills or education levels or 
interests.   
 
This will need to be revisited after this project is completed.  The posting for this position was for that of a 
Coordinator—which is still a valid need in order to support, guide and maintain the direction in moving 
forward to build Heiltsuk capacity.   
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