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THE INTEGRATION OF INDIGENOUS LEADERSHIP PRINCIPLES 
AND PRACTICES INTO THE MASTER OF ARTS IN LEADERSHIP 

AND TRAINING PROGRAM AT ROYAL ROADS UNIVERSITY 

CHAPTER ONE - STUDY BACKGROUND 

Introduction 

In the latter half of this century an  awareness has emerged about, not only 

the historical treatment of Aboriginal peoples in Canada. but also the 

importance of establishing equity and balance in Aboriginal and non- 

.Aboriginal relations. In Canada there are few community. provincial. or 

national forums that do not require the inclusion and involvement of 

A4boriginal people and Aboriginal concerns. Since the real inclusion of 

Aboriginal people and their concerns is relatively new to most 

administrations. the demands for learning to lead differently are challenging 

to Aboriginals and non-Aboriginals alike. Aboriginal leadership offers much 

esperience and wisdom. in both content and process. to the current migration 

frorn Western, hierarchical leadership models to the servant leadership and 

holistic aystems thinking inherent in much of Native leadership. 

The intention of this action research project is to assess the potential for 

including, with integrity and authenticity, the study of Aboriginal leadership 

principles and practices into the Master of Arts in Leadership and Training 

(3L4LT) program at Royal Roads University. The project was born out of the 

expressed desire of many learners to becorne competent at recognizing, 

understanding, and addressing the m e r e n c e s  between Aboriginal and non- 

Aboriginal life and leadership challenges. 



In this writing the word "Western" is used to represent a genus of Western 

EuropeanNorth American socio-political, economic, and religious values, 

perceptions. and practices. Equally it is meant to represent the historical 

dominance of the Caucasian form of the JudeoIChristian world-view within 

Sorth  h ier ica .  

The words "Incligenous" and "Aboriginal" are meant to represent the 

indtgenous people and indigenous nations of Sorth America. Other words 

l;ke "First Sation". "Native", and "Indian" are used in specSc contes3s or by 

other resources used as reference within this text. 

The term "cross-cultural" is used in this context. specifically to describe 

environments of contact between Aboriginal and non-Aboriginal people. 

The term "learner" is used by the researcher and by Royal Roads University 

to describe their students and themselves as a "community of learners". 

The Problem/Opportunity 

The intent of the research question and this action research project is to 

build a learning bridge in a university environment that espouses the 

bridging of diverse learning paths and welcomes a milieu of learning and 

leadership relationships. This project examines a profound Canadian 

Leadership learning opportunity that continues to present itself as our 

greatest provincial and nation4 cross-cultural leadership challenge. 



Research Question 

1s there a way to integrate with integrity and authenticity. Indigenous 

leadership principles and practices into the Master of Arts in Leadership and 

Training (MALT) program at  Royal Roads University? 

Additional Questions 

1s there sufficient student interest and organizationai interest a t  Royal 

Roads Cniversity in e x p l o ~ g  Aboriginal leadership principles and practices 

to support incorporating them into the MALT learning? 

How mould this learning be facilitated most effectively? 

Background 

The definition of the term "leadership" is continually evolving. A sigmficant 

part of the current irnpetus for re-defining leadership comes from the 

increasing rndti-cultural challenges within communities and workplaces. 

Current leadership learning argues that leading is M e r e n t  fkom managing 

human operating systems: systems as  small as a family or as large as  a 

culture. The managing of hierarchicd. administrative power is giving way to 

holistic leading through reciprocal sharing of power and influence and 

through legitimate inclusion of other cultural values and perspectives. 

The principle of inclusion is a dominant theme in defining the quality of 

leadership today. One of the modern (and ancient) tenets of leadership is the 

modeling of behavioural principles. Integrating Aboriginal leadership 

learning is a move towards modeling inclusion in o u  learning comrniinity. 

This is significant if Royal Roads UniversiS. wishes its present and future 



programs to attract learners fiom an expanding multi-cultural and global 

community. To be truly inclusive, leadership in our country must reflect and 

honour Our cultural diversity. 

The history of cultural diversity in Canada predates, by miUennia, much of 

European history and certainly European settlement in Sorth America. The 

communal and empowering nature of traditional Indigenous leadership 

presented a sharp contrast to the hierarchical. positional leadership familiar 

to Europeans. The egalitarian, consensudt gender-inclusive. and character 

driven leadership principles inherent in traditional Indigenous leadership 

are now considered to be some of the fundamental principles needed to face 

current leadership challeilges. The historical imposition of Western 

hierarchical governance models has eroded and in some cases destroyed the 

adherence to these old principles in many current Aboriginal communities 

and leadership structures. The two differing leadership traditions have 

profoundy affected each other and continue to do so. There cannot be a 

legitimate study of the Canadian leadership experïence without including the 

learning. wisdom. and leadership of First Peoples. 

The Organization 

Royal Roads University (RRU) is a new university established in June 21. 

1994. Tt began offering degree programs in July 1996, stating its vision of 

becoming "an innovative twenty-first century university in a traditional 

nineteenth-century setting" (Royal Roads University Calendar 1999-3000. p. 

10). The university's stated mission is "to deliver world-class applied and 

professional education relevant to the workforce of this new century. Royal 

Roads' current programs are a response to four key needs: sustainable 

developrnent, entrepreneurship, empowering leadership, and contlict analysis 

and management" (Royal Roads University Calendar cover - 1999-2000). The 



RRL' mission statement states also that the RRLT programs are designed "to 

serve the needs of British Columbians" and "will also be international in 

scope." Royal Roads intends "to deliver global-class applied and professional 

programs to British Columbian, Canadian, and international learners" (Royal 

Roads 1-niversity Calendar 1999-2000. p. 7). 

Royal Roads University's cornmitment to a different kind of inclusive 

learning community is commendable and worthÿ of support. .Uso. the 

university has demonstrated a laudable desire to seek out and welcome other 

forins of learning. other kinds of learners. and a broad based exploration of 

leadership. Providing competent and effective leadership in the context of 

increasingly inulti-cultural and global relations is one signincant challenge. 

whether those relations are for business, cultural, environmental, or social 

reasons. It is clear from the researcher's many conversations with faculty 

and administration that  Royal Roads University is  committed to providing 

the kind of high quality programming that will prepare Learners to address 

those challenges. 



CHAPTER TWO - LITERATURE REVIEW 

Review of Organizational Documents 

Royal Roads University First Nations Cultural Competency Training 
Program Report June f7,1997 

In 1997. Royal Roads University attempted to initiate greater awareness 

about Aboriginal culture and issues. Tt engaged the First Nations Education 

Coordinator from Camosun College, J a ~ c e  Simcoe, to provide direction and 

advice to the university about First 'Iations awareness and programming. 

This was a 2 contract position for January to June 1997. 

Simcoe researched. organized, and facilitated three learning eqeriences for 

the staff and administrators of W U .  The three experiences were entitled 

"Rno\ving Your Own Culture" (3.5 participants). "Fïrst STations Territories of 

Vancouver Island" (Fi0 participants) and "First Nations Education, 1990's and 

Beyond" (18 participants) (Sirncoe, 1997. p. 3). 

Simcoe's report states that the most powerful exchange came €rom two 

-Aboriginal presenters sharing their residential school experiences. This \vas 

hard for the participants to hear and evoked strong responses ranging fiom 

finding it  offensive, to feeling motivated to assist in the healing process. to 

accusations of racism against white people. The researcher noted that the 

number of participants at  the next and last session was 36% of the attendees 

at the previous session. There is no indication in Simcoe's writing to account 

for the difference. She does refer to the harshness of the third session and 

that "participants were not given any pre-information about how challenging 

and disconcerting it might be" (Simcoe, 1997, p. f O). 



In her recommendations Simcoe identifies the problem of not making cross- 

cultural learning systemic to the organization. "One iives within one's own 

culture so deeply that ten hours of training over a penod of one month WU 

not Likelv have long term effect without on-going reinforcement" (Simcoe, 

1997. p. 11). She suggested that Royal Roads "may wish to integrate this 

lcind of training into its programming (the Masters in Leadership and 

Training is already doing so)" (Simcoe. 199'7, p. 11). In conversation with the 

researcher. Dr. P. Gerry Nixon, Director of the Organizational Leadership 

and Learning Division of Royal Roads University. stated that. "About 6% of 

Our enrollment over time has k e n  First Nations a s  has been membership on 

the >LCT P-AB (Prowam Advisory Board). Both these figures are 

sigmfïcantly higher than graduate courses elsewhere". 

The researcher entered the MALT program in June 1998 and the absence of 

any learning opportunities about Aboriginal leadership principles and 

practices quickly became apparent. With the exception of one arranged lunch 

hour discussion with Dr. Taiaiake Ahed, Director of the Indigenous 

Governance Program a t  the University of Victoria, the researcher. as  a 

learner in the process, has  encowtered no learning focused on Aboriginal or  

cross-cultural leadership w-ithin the MALT program. Other contact with 

Aboriginal issues came f5om personal exchanges with Aboriginal peers in the 

program. the reference to an Aboriginal high school student dissatisfaction 

"factor" as one of many factors included in an education-based Problem Based 

Learning exercise. and a few comments by summer faculty about the growing 

multi-cultural reality of most organizations and communïties. Although, 

according to MALT Program Director Gerry Nixon, discussions are ongoing 

with the BC First Nations Council, it is not evident, to date. that  anything 

systemic has been integrated into the MALT program. 



Royal Roads University Calendar 1999-2000 

The Royal Roads University Calendar is one of the University's public 

introduction tools. The researcher scrutinized the NLGT program and 

course descriptions and found no reference to Aboriginal issues, in fact, not a 

single Aboriginal word. This encouraged the  researcher to read the complete 

calendar. The Royal Roads Calendar 1999-2000 is a 112 page document. I t  

contains four Aboriginal words, all proper names: the Esquimalt Lagoon (p. 

11) and three colleges: Keyano College. Kw-antlen Coliege, and Seneca 

College (p. 18). The words "First Xations" appear twice; once on page 70 and 

again on page 71. Both references are listed with three other forms of 

government. once each in the course material for ES 571-Environmental Law 

and ES 540-Sustainablilty 1 (Royal Roads University Calendar 1999-3000). 

There are no other references to anything Abonginal. If there is an 

Aboriginal person. or representative of any Aboriginal organizrttion, on any of 

the governing bodies, advisory boards. or faculty and teaching staff. it is not 

evident to the reader. 

The Master of Arts in Leadership and Training Program 

The design of the leadership learning in the Master of Arts in Leadership and 

Training program including the Classical Studies in Leadership in 

Organizations course does not reflect cultural diversity. The views, 

references. and systems models offered in the Classic Studies in Leadership 

course and the generai MALT course content are  restricted, almost 

completely. to the Caucasian, Western Europeaf iTorth  American cultural. 

educational. and economic experience. There is a heavy focus on business 

leadership without bdanced explorations of social, cultural, or spiritual 

leadership. This seems to be inconsistent with the  principle of inclusion and 

the generous welcome offered by the MALT program to individuals £rom 



diverse learning paths. The University's stated goal of attracting national 

and international learners will be d.ïfEcult to achieve or sustain without a 

curriculum and faculty that models cultural inclusion. Preparing learners 

and faculty for leadership in an increasingly multi-cultural country and 

global community requires the learning of and f?om the leadership of other 

cultures. There are leadership models and structures within the varied 

.4boriginal cultures of North h e r i c a  whose histories provide centuries old 

models of success in consensus. community consultation, shared leadership, 

shared governance. and cross-cultural relations. The MALT cornmitment to 

developing an ever-expanding community of learners provides a rich 

environment for cross-cultural learning opportunities. 

The current curriculum offers Little to enhance the learner's ability to 

understand, be constructive, or know when to lead and when to follow. in the 

evolving relationship between Aboriginals and non-Aboriginal Canadians. It 

strengthens the learnerts knowledge and ability to understand leadership 

Tom within a Euro-American ethnocentric perspective. It is this 

ethnocentrism and its colonial applications. historical and current. that are 

at the root of the challenges in our cross-cultural relationships in Canada. 

As the struggle for justice and equity strengthens, the challenge of 

understanding and resolving Aboriginalinon-Aborigind issues is increasing 

in the lives of al! Canadians. The four key societal issues of "sustainable 

development, entrepreneurship, empowering leadership, and conact  

management" identified in the RRLÏ calendar are present in most of the 

current cross-cultural issues (RRU Calendar 1999-2000, p. 7). 

The study of leadership without understanding Aboriginal leadership 

principles, paradigms, and models, perpetuates existing stereotypical mental 

models rather than building new learning bridges and healthier relations. It 



does not strengthen the leader's ability to function competently in relations 

with Aboriginal people or to lead and follow effectively in cross-cultual 

domains. The long experience of Aboriginal egalitarian leadership based on 

equity, respect. generosity, and courage is integral to this leaming. The 

researcher. as participant and observer. knows that these principles are the 

leadership and learning goals of the ;MALT program content and 

collaborative processes. Cross-cultural learning and leadership exchanges 

require equity of representation. Without addressing this multi-cultural 

inconsistency. Royal Roads University 4 . l  struggle to credibly offer the kind 

of current and relevant leadership learning it states is its chosen mandate. 

Review of Supporting Literature 

The Literature Review is grouped into four themes: Historical Context, 

Leadership Philosophy. Ethnography and Ethnocentrism. and Current 

Challenges. It was the researcher's original intention to work £rom within 

three theme areas. Throughout this research process a fourth theme 

emerged, and, although dealt with as separate, Ethnography and 

Ethnocentrism permeates most of the writing in this action research project. 

These themes are addressed separately but they do not stand alone and are 

constantly infiuencing each other. 

Historical Context 

Current issues in Native leadership have been shaped profoundly by what 

has transpired since Grst contact. That history is the foundation for 

understanding present challenges in Native and Canadian leadership alike. 

Tn Canada, the singular, profound expression of that ongoing historical 

relationship is the Indian Act. Designed, imposed, and enforced by non- 

Sative legislators, it is the regdatory legislation defining how Canada 



relates to  Aboriginal people. The Act. passed in 1876. is descrîbed by Former 

Grand Chief of the Assembly of First Nations, Ovide lMercredi as, 

"a cradle-to-gave set of rules. regdations and directives. From the time of 

birth. when an Indian child must be registered in one of seventeen 

categories defining who is 'Indian', until the time of death. when the 

Minister of Indian Mai r s  acts as executor of the deceased person's estate" 

(Mercredi/Turpel 1993. p. 81). 

The design and Mplementation of the Indian Act could not hide the willful 

intent to destroy a culture or the clear commitment to assimilation. Sir John 

A. Macdonald's statements fYom the discussions and debates of Hansard 

encapsulate that commitment in an early form. "'Cltimately. tvithin a few 

generations. there will no longer be any Indian reserves, there will no longer 

be any Indians and. therefore. there will no longer be any Indian problem" 

(Sinclair. 1997. p. 6) .  

A historical cascade of laws was born in the Indian Act. These laws 

methodically eroded Aboriginal peoples' human and civil rights to Live, move. 

work. make decisions. and gather in ways that are consistent with their 

beliefs and cultural practices. In over a century since its passage. and in 

spite of some significant rewording and refiaming and further consultation, 

the Act and successive governments have retained nearly absolute legislative 

control over Aboriginal peoples and administrations. Taiaiake W e d  

describes this as "redefining without reforming" ensuring that "it is stiU 

white society's needs that are met" ( m e d ,  1999, p. xiii). 

In canada. the Indian Act and the legislation it spawned, effectively 

destroyed the long standing governance processes on First Nations. It 

imposed the Western process of selecting and then electing candidates to 



hierarckical term positions. These laws created what Ovide Mercredi calls 

the "10 second mode1 of democracy." "It gives us input a t  the ballot box for a 

total of about 10 seconds every few years" (Mercredi/Turpel, 1993, p. 90). 

Recent history and scrutiny reveals that this was not so much the uistituting 

of the democratic mode1 as it was the pragmatic forcing of Aboriginal people 

to fit the Western ethnocentric world view. These were the ongoing 

regulatory tools necessary to cleanse Canadian culture of the Indian problem. 

Ojibwa Associate Chief Judge of the Province of Manitoba Murray Sinciair 

esplains. 

"Beginning with Confederation in 186'7, the government set out on a 

deliberate attempt to undermine the very existence of Aboriginal 

communities, to undermine the very nature of Aboriginal families in 

society" (Sinclair, 1997: p. .5). 

In his speech to the Elders-Policy Makers-Academics Constituency Group 

Meeting in Aylmer Quebec in 199'7 Sinclair Lists the legislative ways the 

government went about revoking the human and civil rights of Aboriginal 

people by policy makers who believed "that Aboriginal people were inherently 

inferior and needed to be brought up to a state of civilization.. . " (Sinclair, 

199'7. p. .5). To accomplish this goal, Sinclair states, 

"They passed laws, for example, that said Indian people living on reserves 

were incapable of entering into contracts, were incapable legally of selling 

anything that they produced, anything they manufactured, anything they 

discovered (Sinclair, 199'7. p. 6). 

This legislative oppression initiated the degradation that currently 

consumes many Aboriginal nations. 



The Indian Act is the focal point of any appreciation of Abr ig inahon-  

Aboriginal relationships in Canada today. It challenges non-Aboriginals to 

examine the mental and socid constructs, which enable this legislative racist 

relic to survive today (LMercredi, 1993 and AMfked, 1999). For Aboriginal 

peoples. it challenges them to address the most difiicult byproducts of 

colonization, that of underrnining self-confidence and the erosion of self-belief 

through systemic dependency on non-Aboriginal structures. 

Contrasting world-views manifest themselves in every dimension of the 

historical relationship between Western and Aboriginal cultures. They can 

be characterized respectively a s  exclusive and inclusive views. Judge Murray 

Sinclair explains, 

"In the rnatter of the hierarchy, or relative importance of beings within 

creation. Aboriginal and Western intellectud traditions are almost 

diametrically opposed. It goes without saying that our world-ciew 

protides t l ~ e  basis for those customs, thoughts and beltaciours cce consider 

appropriate" (Sinclair cited by Ross. 1996, p.61). (Italicized in the 

original). 

Leadership Philosophy 

Aboriginal cultures in North America are as  different Fom each other and 

unique as  individual European nations. There is no generic Indian 

leadership "style" or mode1 to work from, nor is this work an attempt to find 

or create one. The researcher is attempting to highlight the similarities in 

Aboriginal approaches to Living on the land and within community that 

represent a millennia old understanding of holistic, interrelational living 

which was, and is, radically different fkom what Western Europeans 

practiced or believed important. It is the Aboriginal willingness to share 



wisdom. knowledge. and practices that enabled early settlers to survive and 

t hrive. In his book Indian Gicers, Jack Weatherford explains noc only how 

the early settlers were saved but also hoiv the cultural. social and political 

practices of the Indians transformed the way Life is Lived throughout the 

n-orld. 

The fowndations of North h e r i c a n  Aboriginal leadership are fundamentally 

different from those in Western Classical leadership. An understanding of 

the differences is critical to appreciating the evolving leadership challenges 

for Aboriginals and non-Aboriginals alike. At the root are the contrasting 

beliefs about ecological placement- Ln his speech to an Aboriginal Justice 

Conference in Saskatoon in 1993. Associate Chief Judge of the Province of 

hlanitoba. -Murray Sinclair. pointed out the differences between the Western 

tradition in which "man" is placed in a hierarchy just below God but above 

"all other earthly creation" and the Abonginal tradition in which the 

interests of mankind "are not to be placed above those of any other part of 

creation" (Sinclair 1993, cited by Ross, p. 61). This expresses the same 

philosophy of non-heirarchical understanding of interrelationship with the 

rest of nature. Nuu-chah-nulth elder Simon Lucas expresses the same 

understanding of non-heirarchical interrelationship with nature, 

"Those animals have a right to the forests too. They belong there - it is as 

much theirs as ours. If the water can no longer support the salmon. if the 

land can't support the deer and bear, then why do we thuik it will support 

us?' (Knudtson and Suzuki 1993, xxviii) . 

The Aboriginal understanding of interdependence and stewardship stood and 

stands in stark contrast to the industrial development mentality inherent in 

Western cultural history on this continent. Aboriginal Leadership challenges 



have profoundly changed and in many cases must accommodate both world 

views. 

In the past. man- Aboriginal communities selected leadership only as the 

need arose. utilizing the talents and skills they had fiom within their people. 

-4ccording to Antone. Miller. and Myies (1986 p. 13) there are five basic areas 

in which communities sought leadership. 

Education 

Government 

EconomicsProduction 

Social Organization 

SpirituaVCultural support 

Those chosen to lead in these areas revealed their appropriateness through 

living a Life of demonstrated cornpetence and character. They performed the 

key functions of: 

Catalvst or Guide: The guide/catalyst was aEorded the "rightn to lead 

because of a known committment to respecting the rights, traditions. 

and desires of the community. This person led the community to 

discover its own potential and to resolve problems. 

Facilitator or Enabler: This person was chosen to facilitate the 

community organization process. EnabLing the community to define 

and act upon its decisions. This person oRen was called upon to 

represent the community in dealings with other organizations. 

Expert or Teacher: This person provided information, technical 

esperience. advice. and evaluation to the community or to groups 

within the community. This person was not an enabler but rather 

an informer/teacher. 

d) Therapist or Counsellor: This person was empowered to deal with 

underlying, often unconscious forces which undermine the 



community conf5dence and abdity to organize (Antone, ~ ~ e r ,  and 

hI+vres: 1986 p. pp. 55-69). 

Many Aboriginal cultures in North America measured character and 

cornpetence against a set of universal principles described in different ways. 

In Anishnaabeg teachings they were described as the Seven Grandfathers or 

the Seven Truths. These principles are Honesty, Bravery, Kindness. 

Li'isdoxn. Respect. Love, and Humility. Individuals who adhered to some or 

all of these in their behaviour. were expected to lead. Ln close-knit 

conimunities. those who kept these Truths were well known and would be 

approached to lead when the community needed them. Because of the 

communal nature of Aboriginal communities, members could allocate 

leadership by consensus on the basis of long observed behaviour. 

"So there is no such thing as  a leader who has authority over aU 

things. Instead. i t  is a question of exercising leadership skills as the 

occasion demands. rather than having authority over others given to 

you for a set period of time" (Ross 1996, p. -58) (Italicized in the 

original). 

In Retz~rn to the Teackings, Rupert Ross explains that  leadership was not 

based on command or expected obedience. Leaders had to rely on persuasion 

and moral stature instead of force. Once a process or project was completed, 

"nieinbers disbanded and the act of leading was terminated" 

(Ross 1996, p. 58 ). 

This holistic approach to leadership was misunderstood often by the Western 

colonizers. They assumed that Aboriginal peoples had no leadership because 

they often coddn't easily ident* a hierarchical power figure- Depending on 

the context or issue, the non-Aboriginal leader may be dealing with a variety 



of representatives. Western colonizers brought a legacy of power based. 

hierarchical structures of leadership they failed to recognize the subtle 

complexities of the functional leadership they encountered. 

They did, however, recognize the strength and sophistication of the centuries 

old League of the Iroquois. .i\ccording to Weatherford . "the league 

constituted the most extensive and important political unit north of the Aztec 

civilization" (Weatherford, 1988, p. 135). He describes an exchange in which 

Chief Cannassatego spoke at an Indian-Brîtish assembly in Pennsylvania in 

July  1744. Cannassatego was a member of the great Iroquois Confederacy or 

the Haudenosaunee Confederacy, and he was complaining "that the Indians 

found it difficult to deal with so many different colonial administrations. each 

with it's own policy" (Weatherford, 1988, p. 135). The Haudenosaunee 

Confederacy was and is the longest standing democratic government in the 

Americas. Research offers no exact starting date of the Confederacy but 

places it's origins between 1000 AD. and 1400 AD. This confederacy is still 

operational today. The researcher could h d  no evidence to refute the 

assertion that this may be the longest intact democracy in human history. 

The Haudenosaunee Confederacy considers itself an independent nation 

representing the democratic union of six nations: Mohawk, Oneida, 

Onondaga, Cayuga, Seneca, and the Tuscarora who were admitted to the 

Confederacy last in 2723. 

The Confederacy was structured around the Kaianesakorva or the Great Law 

of Peace, which contains. 

"principle objectives of political M e  as well as the definitions of the  main 

institutions of government. the division of power among these 

institutions, and the relationships between governments and the people" 

(Cassidy and Bish, 1989, p. 34). 



L-nlike the European governments, the league blended the sovereignw of 

several nations into one government. This model of several sovereign units 

united into one government presented the solution to many of the problems 

codronting the writers of the United States Constitution. It was what today 

is called the federal model of government. 

Not al1 Aboriginal nations had this level of sophistication, but in varying 

degrees. most had a representative process usually involving some form of 

community consensus. So the Aboriginal leaders that the w h t e  negotiators 

did encounter returned to their communities to formulate. often a t  great 

length. a decision based on consensus. It is noteworthy that recent 

developments within Western theories of leadership and systems chronicle a 

migration Fom traditional hierarchical and reductionist models to servant 

leadership and holistic systems thinking inherent in Aboriginal life and 

Aboriginal leadership. The ancient understandings of community consensus 

and interdependency re-emerge in the work of current leadership teachers 

Like James O'Toole, and Margaret Wheatley and consistently withui the 

structures of the MALT program. In his book Leading Change, O'Toole 

makes clear distinctions between the Western industrial leadership 

mentality which he calls "Western Realist" and the relatively *new* Western 

values based leadership thinking that  he labels "Rushmorean" where 

leadership is based on trust. integrity. example and inclusion (O'Toole. 199.j. 

p. 283). Wheatley notes that, 

"scientists in many different disciplines are questioning whether we can 

adequately explain how the world works using the machine imagery 

created in the seventeenth century, most notably by Sir Isaac Newton. In 

the machinery model. one must understand parts. Things can be taken 

apart . . . (as we have done with business functions and academic 

disciplines). . . The Newtonian model of the world is characterized by 



materialism and reductionism.. . a focus on things rather than 

relationships. 

In the new science, the underlying currents are a movement toward 

holism. toward understanding the system a s  a system and giving primary 

value to the relationships that exist among seaningly discrete parts ... 
CVhen we view systems from this perspective. we enter an  entirely new 

landscape of connections.. . " (Wheately, 1994, pp. 8-9). 

In her more recent book, a shpber  way, Wheatley states. 

"This simpler way to organize human endeavour requires a belief that  the 

world is inherently orderly. The world seeks organizaton. It  does not 

need us humans to organize it" (Wheatley, 1999, p.5). 

She expresses a shift in understanding of ecological placement strikinglÿ 

consistent with the Aboriginal perceptions expressed earlier in this section by 

Judge Murray Sinclair and Suu-chah-nulth elder Simon Lucas, and many 

other historical and current Aboriginal leaders. This shift in thinking 

demonstrates a capacity for understanding and integrating wisdom and 

knowledge from sources other than the Eurocentric intellectual constructs 

that have dominated Aborigindnon-Aboriginal relationships since Grst 

contact. 

The leadership principles, structures and practices of the MALT program 

exemple  this shift in leadership thinking. Well over half of the learners 

who took the Aboriginal Leadership option in LTFil6 Classical Studies in 

Leadership in Organizations noted the similarity between the Aboriginal 

leadership and learning described in the course literature and the holistic 

nature of their personal MALT learning experiences. As one learner 



expressed. "1 found ... that many of the First Iiations principles are in the 

MALT program". This has been the researcher's experience as a lMLUIT 

learner as well. His focus, in this action research project, has been to expand 

the content and conte* of the examination of leadership. One revelation of 

this action research project is that the origins of this new thinking mirror 

centuries old Aboriginal learning, traditions, and thinking models. Within 

the MALT program, the root constructs of community and consensus. 

collaborative and principle based leadership represent both new and very old 

learning. The structure of the MALT program offers a rich opportunity for 

esploring cultural and cross-cultural leadership. 

Ethnography and Ethnocentrism 

The growing awareness of the ethnocentrism of researcbers and of common 

research methodologies çubstantit-ely challenges the ethnographie integrity 

and accuracy of much of the accepted body of existing research about 

Aboriginal people done by non-Aboriginal researchers. The causes of the 

general lack of balanced knowledge and understanding about Aboriginal life 

and leadership are found in the evolving history of European domination of 

North A.merica and its indigenous peoples. Any informed understanding of 

the outcomes of that history and its effects on contemporary Aboriginal and 

non-Aboriginal Me and leadership, requires that it be learneci £rom both sides 

of the relationship. This involves retaining the accuracy and integrity of the 

perspective of Aboriginal peoples. This cannot be accompiished by drawing 

on the vast body of ethnocentric research about Aboriginal people done by 

non-Aboriginals. 

Even those non-Aboriginal researchers wishing to do no further harm, until 

recently, built their work on the large and accepted body of information 

gathered through the practices of, what Arthur J. Ray calls "Salvage 



Ethnologists" (Ray, 1996, p. 'riv). He describes the works of infiuential 

anthropologists Franz Boas and Diamond Jenness a s  largely ignoring the 

significant contributions Aboriginal peoples made to Canadian history while 

propagating the image of Aboriginal a s  only k i n g  able to cling to ancient 

\kTays and "predicting their demise a s  a 'race' within a generation" (Ray, 1996. 

p. siv). Western challenges to the veracity of Aboriginal oral traditions were 

and are absurd if those challenges use the intensely ethnocentric "scientific" 

research as their basis. Balanced ethnographic research, and utilizing 

Aboriginal people and Aboriginal expertise are critical to understanding the 

concepts and context of Aboriginal Me and leadership. Palys describes the 

ethnographic distinction a s  "knowing about people" k i n g  different "than to 

krtow them" (Palys, 1997, p. 202) (Italicized in the original). 

Historically. the research results rarely represented Aboriginal peoples' 

picture of themselves. It did. however' create the solid non-Aboriginal 

stereotypical image of A4boriginal culture that continues today. The growing 

unacceptability of this situation is reflected in Biolsi's reference to Odawa 

educator Cecil King's assertion that representations by outsiders should be 

subject to control by Aboriginal peoples. 

"We want to Say who cornes to our world, what they should see? hear. and 

take away. Most important, we want to appraise, critique, and censure 

what they feel they have a right to say" (King, 1999. cited by Biolsi and 

Zimmerman, p. 118). 

Biolsi goes on to Say that anthropologists may consider this "dangerous 

infringernents upon academic fieedom" (Biolsi and Zimmerman, 1999, p. 10) 

of anthropologists. The defense of academic fkeedom is weak if it cannot be 

distinguished froin academic license and if it cannot survive the scrutiny of 

those being researched. 



Conteniporary Aboriginal critics challenge the ethnocentrism inherent in the 

research paradigms used. Historian Vine Deloria J r  states, 

"-hthropology carries with it some incredibly heavy baggage. It is. and 

continues to be. a deeply colonial academic discipline, founded in the days 

when it was doctrine that the colored races of the world would be enslaved 

by Europeans, and the tribal peoples would vanish from the planet" 

(DeIoria? 1999 cited by Biolsi, and Zimmernam, p. 2 11). 

Deloria clearly identifies the problem. 

"The stereotypical image of American Indians as childlike, superstitious 

creatures still remains popular in the h e r i c a n  mind-a sub-human 

apecies that really has no feelings, values, or inherent worth. This 

attitude permeates American society because Americans have k e n  taught 

tha t  'scientists' are always right, that they have no personal biases. and 

that they do not Lie, three fictions that are impossible to defeat" (Deloria, 

1995. p. 30). 

Available research information is varied, much of it prejudiced by the 

ethnocentrism of the researchers and their reductionist methodologies. 

.Much of the data came fiom "Aboriginal communities victimized by 

'parachute scientists' who exploit the community for its data and leave 

nothing behind ..." (Palys, 1997, p. 4). These visitors were in no position to 

assess issues like irnplicit consent or the assumed beneficence of their 

interventions. Whether the technicd approach was deductive or inductive 

was irrelevant to the results. Often there was no congruency between the 

community history, the research questions, the researcher's understanding of 

context. o r  the future implications of the research intervention including the 



intended use of the data collected. 'Thderstanding context is essential to a 

holistic perspective" (Patton 198'7, p. '73). 

Milton M.R. Freeman. Professor of Anthropology at  the University of 

Alberta. elaborates on the fundamental cultural ciifferences by expiaining 

that Western methods are reductionist. They seek to "understand organisms 

or nature by studying the smallest or simplest manageable part or sub- 

system in essential isolation'? (Freeman, 1992, pp. 9-10). Aboriginal views. on 

the othsr hand, focus on Life 

"in a world not of linear casual events but of constantly reforming, multi- 

dimensional, interacting cycles where nothing is sirnply a cause or an 

effect, but al1 factors are influences impacting other elements of the 

system-as-a whole.. . " (Freeman 1993, pp. 9- 10). 

In Vine Deloria & Anthropologists, editors Biolsi and Zimmerman introduce 

the writing by Odawa author/educator Cecil King's indigenous view of 

ethnography. They state, 

"He concentrates on the issue of representation, and the intellectual 

violence done to indigenous thinking by the "conceptual packages" 

deployed by anthropology. It is not just an intellectual matter, however. 

because the anthropological representations have a lot to do with the 

stereotypes of Indians that circulate in the wider Society'' (Biolsi & 

Zimmerman, 199'7, p. 113). 

The dominant and dominating ethnocentric perspectives of Western culture 

are eroding as a more balanced and honest recording of history evolves. The 

disabling effects of the Western version of history and its heroes are the 

foiindation of the con£licts in today's cross-cultural exchanges. Western 



recording of history is Rfe with heroic images, like that of Columbus. that are 

not sustainable when viewed fkom a balanced perspective. Taiaiake A k e d  

illustrated this in conversation with Michael Enright. host of CBC's mis 

Morning January 4, 2000, ( E ~ g h t  and Alfred). He read fkom Columbus' 

own diary an account of hïs imprisonment and rape of a young Aboriginal 

girl. Also. "Coiumbus personaliy oversaw the genocide of the Taino Indian 

nation of what is now Haiti and the Dominican Republic" (Means and Morris. 

1991.  p. 1). Aboriginal opposition to the celebration of Coiumbus Day has 

grown in strength in recent years. The American Indian Movement 

presented a position paper explaining their views. 

"When Taino Indians saved Christopher Columbus from certain death on 

the fateful morning of Oct. 12, 1492, a glorious opportunity presented 

itself. The cultures of Europe and the Amerkas could have merged and 

the beauty- of both races could have flourished. 

Lnfortunately, what occurred was neither beautiful nor heroic. Just as  

Columbus could not, and did not, 'discover' a hemisphere that was already 

inhabited by nearly 100 million people, his arrival cannot, and will not, be 

recognized a s  a heroic and celebratory event by indigenous people. Unlike 

the LVestern tradition, which presumes some absolute concept of objective 

truth, and consequently, one "factual" depiction of history, the indigenous 

view recognizes that there exist many truths in the world ... From an 

indigenous vantage point, Columbus' arrival was a disaster from the 

beginning" (Means and Moms, 1991. p. 1). 

Three hundred years later, the great Shawnee leader Tecumseh encapsulated 

the results of what Columbus' arrival started and the contemporary 

Aboriginal point of view. 



"Where today are the Pequot? Where are the Narragansett. the Mohican. 

the Pokanoket. and many other once powerful tribes of our people? They 

have vanished before the avarice and the oppression of the White man. as 

snow before the summer sun. 

Will we let ourselves be destroyed in our turn without a struggle, give up 

our homes, our country bequeathed to u s  by the Great Spirit, the graves of 

our dead and everything that  is  dear and sacred to us? 1 know you will cry 

n-ith me, 'Nevert Xever!'"(Techumseh, cited in Quotes fkom our Native 

Past. p. 5). 

There has been an almost continual Aboriginal voice, since those words were 

spoken, echoing the same sentiments. Speaking to a group of high school 

students in Fort McMurray, on February 3, 1991? Federal Member of 

Parliament Elijah Harper explained, 

"The truth doesn't need defending. ... One hundred years ago in Oka, the 

headlines in the newspaper were the same, 'Indians refuse to accept 

offer'. Except today we deal with the government not missionaries ... 1 did 

not only say no to Meech Lake, 1 said yes to a new relationship in this 

country. .. we have to be masters of o u  own destiny" (Cross Cultural 

Relations. 1991). 

ELijah Harper refers to a new relationship that  challenges Aboriginal and 

non-Aboriginal alike to grow out of the colonial relationship. The root 

theoretical design of the colonial relationship is oppressive and requires 

active imposition upon the oppressed. To break out of this requires great 

self-learning by the oppressor. In conversation with the researcher, at Royal 

Roads Lhiversity in June, 1999, Salish consultant Carrie Ford put this into 



contest. " What non-Native people need to know about me is f a .  less than 

they need to know about themseIves." 

Current Challenges 

The current challenges fall into three general categories: Challenges to 

Aboriginal Leadership, Challenges to non-Aboriginal Leadership. and Cross- 

cultural Challenges. 

Challenges to Aboriginal Leadership 

Given the history, the current challenges in Aboriginal leadership are 

enormous. &Much of the work is impeded by the on-going oppression of the 

Indian Act and its related legislation. It is hated by many. Former Grand 

Chief of the Assembly of First Nations Ovide Mercredi stated that. 

"We cannot survive and make progress under the totalitarian rule of the 

Indian Aff ' s  bureaucracy: we have to do it through the fiee will of our 

peoples" (Mercredi, 1994, p. 90). 

Both Mercredi (1994) and Alfred (1999) refiect the opinions of many 

Aboriginal leaders that the Indian Act is an unacceptable racist relic. The 

desire to be rid of it is strong, yet many Aboriginal leaders and communities 

are dependent upon the inherent paternalism in the Act and its bureaucracy 

and fear a life without it. Many First Nations are accustomed to 

paternalistic bureaucratie structures running their lives. Some Aboriginal 

communities choose simply to 6U in the Western hierarchical, administrative 



roles with Aboriginal people. *41fi.ed states that the existing power structures 

are content with Indians running the reserves, 

". . . so long as they behave like bureaucrats and carry out the same old 

policies. Redefined and reworded, the 'new' relationship still abuses 

indigenous people, albeit more subtlf (Alfked. 1999, p. xiii). 

The historical revisions made to the Indian -4ct have addressed many issues 

about the administration of the legislation and have improved some things 

for Aboriginal people. Recent improvements in the superficial elements of 

the Act have not had a direct. positive effect on the lives of Aboriginal people. 

Its core dimensions of domination and control of a people continue to be its 

defining features. 

The fundamental results of centuries of ethnostress have not changed or been 

addressed successfully by any of the negotiating to date. Antone, Miller, and 

,Muers define ethnostress as the stress experienced by members of a culture 

when their self image and sense of place in the world are repressed as  a 

result of contact with another culture. They explain, "Despite recent 

changes. many of the religious and political beliefs that disrupted our 

original forms of existence still remain" (Antone et  al, 1986, p. 51). They 

state that  indigenous people still lead both Canada and the United States in 

suicides, alcoholism, family breakdown, and substance abuse. They present 

enlightening strategies for addressing community and personal health. They 

suggest that the effects of continual oppression are most often expressed in 

the way individuals treat themselves, their families, and their communities. 

As a result of feelings of helplessness, hopelessness, and buried rage and the 

seduction of greed and power. .4boriginal people sometimes turn on each 

other. Taiaiake AEed addresses the critical dimensions of oppression that 



other. Taiaiake AEed addresses the critical dimensions of oppression that 

now manifest themselves in such destructive behaviours, Aboriginal to 

Aboriginal, man to woman and child, and greed and power-driven Aboriginal 

administrators to other commuaity members. 

"Colonialization created the conditions of material and social deprivation, 

but the failure to confiont them is our own. Why have we directed our 

anger at ourselves and our  families rather than its source?" (Alfred, 1999. 

p. 35). 

Much of curent  Aboriginal leadership, he states, is using power and Western 

style structures "with the best of intentions for the good of the peoplen but 

"the fact remains that holding non-consensual power over others is contrary 

to tradition" (AEed, 1999, p. 28). There are those leaders who believe in the 

retention of traditional leadership principles. They are regularly in 

disagreement with those who they consider to be the CO-opted leaders who 

have bought into and as a result support the Western systems that oppress 

them. *\dhering to those "Western style structures" has created the kind of 

hierarchies in First Nations that express the values of the non-Aboriginal 

designers, and has created a different kind of economic and power elitism on 

reserves. In the June 1999 edition of Saturday Night magazine, writer 

Gordon Laird explains that the recent controversy on the Stoney First Nation 

near Morley, Alberta is descriptive but not unique. The problem gained 

national notoriety for two predominant reasons. Firstly, fkom its rich 

deposits of naturd gas, "the band received $15 million in na tua l  gas 

royalties. in addition to $19 million in direct subsidies fiom the federal 

Department of Indian Mairs and Northern Development." Secondly, when 

coniplaints of abuse of the funds, and excessive graft and nepotism were 

raised by poor members of the community no accounting for large sums of 

money could be found. F indy  the federal department placed the control of 



the reserve's financial management in the hands of a private financial 

services fïrm. The 1999 Auditor General's Report, issued in April 1999, 

revealed that indian Mfairs htervened in the management of 167 of the 58-5 

or '38..5% of the First Nations for similar reasons (Liard, from Saturday 

Sight, June 1999 p. 70). 

Current Aboriginal leadership must juggle the multiple challenges of 

behaving in ways that are consistent with their cultural traditions and at the 

same t h e  developing the complete spectrum of services necessary to elevate 

the current quality of life of their people and their communities usually from 

within the very systems that oppress them. Assembly of First Nations 

National Chief Phil Fontaine explains that it, 

"must be a balance between the promotion and protection of First Nations 

rights at  the national and international levels and continuing to work to 

ensure that the day-to-day lives of our people improve in relation to health 

care. housing, education and jobs" (Fontaine. from the First Xations 

Messenger, February 10, 1999, p. 4). 

Those leaders who attempt to work within or succeed within the existing 

bureaucratic structures struggle because that relationship by design leaves 

them alvrays at a distinct disadvantage. They are often challenged by- 

traditionalists and hereditary leaders as having abandoned the very 

traditions that  distinguish them culturdy. The dynamic tension between 

the hereditary and traditional leadership and the more administrative and 

management-focused CO-opted leadership varies in intensity with each 

differing First Nation. Those leaders who choose to retain and rekindle the 

roots of their traditions are seen often as being fundamentalist and militant. 

They express active opposition to the continuance of the famiLiar historical 

relationship with non-Aboriginal bureaucratic structures and criticize the 



continuing vaLidation of the structures and values of non--Aboriginal 

bureaucrats. They believe that the methods of conciliatory negotiation 

practiced by many current leaders have not and cannot free Aboriginal 

peoples from their present situation. Members of each leadership style see 

the other as problematic and yet important. The challenges facing Aboriginal 

leadership are enormous internally as well as ex~ernally. 

Challenges to Non-Aboriginal Leadership 

L-ntil recently, the non-Aboriginal's understanding has been framed within 

the context of the historical relationship constructed by non-Aboriginal 

researchers. non-Aboriginal politicai and religious leaders, and non- 

Aboriginal historians. Most of the dominant society7s view of Xorth 

American history treated the presence of Aboriginal cultures as  incidentd to 

their own. During the last halfof this century, awareness has grown and 

perceptions are changing. The learner responses to the basic information 

provided in the MALT LT516 unit on Aboriginal Leadership validate the 

problem. One learner response typifies the general responses, 

"1 have had a lot of first hand experience working with First Sations 

children but I am sad to Say I was almost completely ignorant of the 

importance of the leadership style distinctions in understanding the 

difference in cultural behaviour" (Appendix C. p.4). 

In its February 10. 1999 edition, The Assembly of First Nations Bulletin 

reported the results of an Environics poll performed between Nov. 27 and 

Dec. 5, 1998 ("Poll Shows Canadians Support.. . ." 1999, February 10). The 

results indicate that Canadians strongly support the improvement of First 

Sations health and social conditions and they believe that the federal 

government should support Fust Nations self sutnciency. To establish 



non-Aboriginal peoples. non-Aboriginal people face signxcant challenges. 

Bringing non-Aboriginal people to understand and address their historieal 

position of pridege and prej udice, and how those ingrained perspectives 

influence the current relationships, is an essential part of the learning and 

the leadership challenge. Another LT516 learner expresses this clearly. 

"Now I realize that it is because 1 walked around in my 'privileged' white 

skin, not knowing the very history that gave me that privilege" (Appendix C. 

p.5). 

The challenges for non-Aboriginals and certainly non-Aboriginal leadership 

are significant. First, non-Aboriginals must "remove the barriers to growth 

(Senge. 1990, p. 95). One fundamental barrier is the existing colonial 

relationship. Another is the challenge of developing a body of research that 

offers responsible ethnographie information Corn which to build a non- 

colonial relationship. Anthropologist Peter Whiteley believes that 

constructing research projects differently is the only way anthropology can 

become truly mu1 ticultural. " . . . anthropology is the most sophisticated 

potential tool for understanding cultural reahties, dialogically bridging 

difference. and therefore engaging a truly multicultural perspective" 

(WXteley, cited by Biolsi and Zimmerman, 1999, p.19'7). He notes however, 

that, "this remains potential" (Whiteley, cited by Biolsi and Zimmerman, 

1999. p. 19'7). Accurate information is a critical and positive step but will be 

of Little use without a context in which to apply it. The third and critical 

challenge is the development of an accurate understanding of the history of 

AboriginaUnon-Aboriginal relations. As will be expanded upon later, 

expressions like "Why is it we were not taught this?" and "One lesson is 

that.. . we do not know our real history" and "We dont have to look in third 

world countries or to South B i c a  to see that tyranny, genocide, cultural 

assimilation and oppression can do to a people" were common among the mid- 

career professionals who worked in the LT516 Abriginal Leadership unit 



this past f d .  The imagery of what one learner called "the colonizing folk 

heroes" of Hollywood and the history books rem* strong. To provide equal 

and respectful attention to the Aboriginal view of our collective history will 

require involvement and from that involvernent will corne new awareness. Ln 

response to the course material one learner stated, 'The material thus far 

had deepened my resolve to do things difierentif (Appendix C. p.9). That 

awareness is essential for sustaining Aboriginal and non-Aboriginal people 

during the challenges of building equitable and m u t d y  beneficial future 

relationships. 

For many non-Aboriginal people, what they are learning about the historical 

legacy left them by their Western ancestors is deeply unsettling. Some have 

realized that the unicultural perspective they learned, and learned to believe 

in as children, is unsupportable when prejudice i s  replaced with real 

information. Black activist and satirist James Baldwin, speaking to the 

Association of Life Skiils Coaches of Ontario annual conference in Toronto in 

1988, explained that as strong and as just as their arguments were, litt1e 

changed for black Arnericans until white Americans began to dismantle their 

own personal practices that consciously or unconsciously supported black 

disadvantage and white advantage. Peggy McIntosh outlines one of the 

challenges resuiting £rom Western cultural blindness. 

"As a white person, 1 realized I had been taught about racism as 

something which puts others at a disadvantage, but had been taught not 

to see one of its corollary aspects, white privilege, which puts me at an 

advantage." She describes this privilege as "an invisible package of 

unearned assets which I can count on cashing in each day, but about 

which I was 'meant' to remain oblivious" (McIntosh, 1988, p. 1). 



Much of the prejudice continues, albeit more covertly. The systemic 

cornmitment to assimilation is solidy entrenched in our national structures 

and although the philosophical support for Aboriginal people's pursuit of 

justice and equity is high, so is the resistance to examine or dismantle the 

oppressive mental and legislative fkameworks. Those fkameworks fuel 

e ve rything frorn non- Aboriginal social and sociological attitudes, to the 

design of corporate policies, to the continuing application of federal and 

provincial legislation. Noted First Nations leader Harold Cardinal believes 

that Little has changed over the past thirty years in government thinking. 

"It r e d y  goes back to what 1 think 1 would call an in-grained institutional 

racism which refuses to acknowledge or accept First Nations in other than 

the traditional ways that they view them. And a very strong resistance to 

change.. . And 1 think that it's something that's ingrained into the 

educational system as weUn (Cardinal, February 1999, p. 6). 

Cardinal notes that something is inherently wrong with the educational 

system if university-educated people with presumed anaiytical s u s  are 

having djffïculty accepting First Nations rights and title issues. 

There has been a noteworthy shift in federal policy regarding relations with 

Aboriginal people. In 1984, the Guerin cs The Queen Supreme Court decision 

established that the federal government had not only a moral, and political 

obligation, but most importantly a legal obligation, to act in the best interests 

of First Nations people. The Musqueam Indian band had won a lower court 

decision of "breach of trust" against Indian Affairs. The Supreme Court 

upheld the decision and awarded the Musqueam $10 million in damages. 

This shift in legal responsibility, according to writer Gordon Laird. caused 

the federal government to start its "get-out-of-thdndian business" era as a 

way of avoiding the "wealth of opportunity for litigation fkom other First 



way of avoiding the "wealth of opportunity for litigation from other First 

Nations" (Laird, &om Saturday Night, June, 1999, p. 68) whose challenges of 

shoddy management by Indian M a i r s  were equal to or greater than the 

liusquearn. Liard cautions against believing that the government is acting 

out of a sense of its own beneficence, or long overdue justice. or because of its 

sensitivity to strong public opinion. Rather, with "608 lawsuits filed by 

aboriginal individuals and tribal governments", this shift in policy "has been 

motivated less by native dernantis for autonomy than by the Crown's fear of 

espensive lawsuits" (Liard. £rom Saturday Night, June. 1999. p. 68). 

In examining the legal and social implications of the c u r e n t  relationship 

Judge Rupert Ross takes issue with the non-Abriginal continually colonial 

approach to cross-cultural relations. 

"-4s long as the government and officials of this country continue to act as  

if the original peoples are the ones in need of instruction and 

improvement. so long will suspicion and distrust persist" (Ross, 1992, p. 

ix) . 

Taiaiake Alfi.ed espresses that distrust in a variety of ways in his writings. 

"Lakvyers, advisers, consultants, managers, government agents' he says "are 

not Native and therefore cannot be expected to share our idealsn (Al£red, 

1999. p. xv). This simple expression of distrust of non-Aboriginals speaks to 

the natural results of oppression and unearned privilege. Even a cursory 

esamination of the history of AboriginaVnon-Aboriginal relations reveals 

issues of lack of integrity and inequity that are so large and so deep rooted, 

that most Canadians have no idea how to respond. As a result, many donyt. 

They view the issues and connict nom the perspective of a third party point 

of view: observing but not involved. The issues. once understood are so large 



Another non-Aboriginal leadership challenge is to define and then facilitate 

the development of an inclusive, ethical fiamework for our future. That 

fiarnework must address these issues and privileges and encourage 

cornmitment from the privileged. We cannot expect trust fkom our Aboriginal 

partners uriless we becorne trustworthy and truly inclusive ourselves. 

Director of Communications for the Assembly of First Nations, Maurice 

Switzer. states that trying to understand the challenge is only as complicated 

as you wish to make it. At i ts  root, it is a simple point of principle. In trying 

to clarify the recent Donald Marshall case, the Supreme Court decision 

upheld the Mi'kmaq treaty of 1752. Switzer explains, 

"You can easily get bogged down in al1 the debate about Aborigînal rights, 

Aboriginal title, treaty rights, pre-confederation rights, existing rights, 

fiduciary obligations. status, non-status, sovereignty, nation to nation, 

Section 35 and on and on.. . A promise is a promise. That's all you need to 

remember" (Switzer, December 1999, p. 5). 

Cross-Cultural Challenges 

Reaction to long-standing oppression and distrust permeates the issues of our 

day as well as our past. The intensity of the conflict surrounding the 

Delgantuuku~ us- The Queen during 1987-1991 and the Nisga'a Treaty 

settlernent of 1999 in British Columbia brings the iarger issues into focus. 

These newsworthy issues are the tip of our cross-cultural iceberg in the 

ongoing attempts to establish equity and justice between Native and non- 

native peoples. 

As a more honest and balanced understanding of our history emerges, 

current leaders, Aboriginals and non-Aboriginals alike are, willingly or 



-4s a more honest and balanced understanding of Our history emerges, 

current leaders, Aboriginals and non-Aboriginals alike are, willingly or 

unwillingly. being charged more and more with the responsibility of 

facilitating restitution. In the introduction to his speech to the First Nations 

Sunimit on October 1999, in Campbell River, BC, British Columbia -;1/Linister 

of Aboriginal Mairs Dale Lovick puts that cross-cultural relationship into 

contest. 

" ... the relationship between aboriginal people and the rest of the 

provincial community is flawed, fatally flawed: we, the provincial 

government, must therefore negotiate a new social contract with First 

Sations" (Lovick. 1999, p. 1). 

He describes the deep-rooted social and historical context by stating that, 

"since the prospect of fa i r  and just land claims was fist raised .. . entire 

generations of aboriginal people have grown old and died without ever 

seeing that promise fdflled" (Lovick, 1999, p. 2). 

Without the capacity to resolve the cross-cultural challenges facing British 

Columbians and Canadians, current and future leaders will struggle in a 

global community which is more informed and increasingly less tolerant of 

the colonial mind-set which continues to fuel Canadian and British 

Columbian cross-cultural confiicts. 

At the root of the colonial mind-set is the issue of sovereignty and how it is 

acquired. The belief that sovereign rights brought by the Europeans is 

somehow more legitimate than the sovereignty of people who have lived here 

for millennia, is racist and will not survive serious scrutiny for much longer. 

La wyer Louise Mandel1 states. 



"The Indian elders in British Columbia question why they must subject 

their relationship to the land to a non-Indian court's strict scrutiny: why 

they must  explain their use of the land to obtain 'rights' abstractly defined 

by others. 

They believe that the Indians have rights to their land because their 

people go back with the land for thousands of years. What they do not 

understand is how the Crown acquired its 'rights' to their land" (Mandeli 

1987. cited by Culhane, 1998, p. 15). 

In the on-line review of the Delgamuukw National Process the introductory 

question of the section entitled "The Onus of Proof of Aboriginal Title", 

espresses the same fundamental question. 

'%Vhy. one might ask, is the onus of proving Aboriginal title on the 

Aboriginal peoples. and not the Crown, when we all know that the 

..Aboriginal peoples were here f5rstY'(Delgamuukw National Review). 

Although dealt with previously in this writing, looking at the power designed 

into the Indion .4ct will help clarify the depth of the cross-cultural challenges 

ahead. In October 1999, the Canadian Human Rights Act Review Panel 

came to Edmonton on its cross country consultation of the effectiveness of the 

22 year old act. The Native Council of Canada for Alberta (NCCA) 

represented by Chief Kieth Moon fiom Treaty 7 and NCC-4 Executive 

Director Richard Long, offered the panel some recommendations for dealing 

with Section 67 of the Canadian Human Rights Act. Their position is that 

the section openly discriminates against treaty Indians because it omits them 

from the protection of the legislation. Section 67 states, "Nothing in this Act 

affects any provisions of the Indian Act or any provision made under or 



pursuant to that act" (from Windspeaker, December 1999). Although this 

section was up for review 10 years ago, it remains untouched. Considering 

the aforernentioned racist roots of the Indian L 4 ~ t .  Section 6'7 effectively 

removes treaty Indians capacity to defend against discrimination. Since the 

Canadian Human Rights was written only 22 years ago. Harold Cardinal's 

admonition that Little has changed in 30 years would have been just as 

accurate had he said 130 years ago. 

L-nderstanduig our history is essential to knowing what to do to improve 

current and future -4boriginal/non--Aboriginal relationships. As Stephen 

Covey suggests, we must start within our own "circle of innuence" (Covey. 

1989, p. 81). We must become mindful of our position of privilege and that it 

is not free. rather, it has k e n  extracted f?om the lives of others. As referred 

to earlier. James Baldwin described that change for blacks in America 

escalated once white people began dismantling the structures that created 

the black disadvantage and white advantage. It is not just the responsibility 

of Aboriginal peoples to dismantle the colonial structures they still live 

under. The researcher's circle of infiuence includes the learning community 

at Royal Roads University. The intended goal of this action research project 

is to start an examination of a broader conceptualization of cross-cultural 

leadership in Canada, one built on a foundation of trust. honour. equity, and 

inclusion. Seither Aboriginal nor non-Aboriginal needs to continue to 

replicate the historical relationship. 



Research Methods 

The researcher chose action research as the primary methodology for a 

variety of reasons. Action research is participative, reflective, cyclic. and 

qualitative (Dick, 199'1). It promotes input, evaluation, and redesign by and 

with the participants. Thus action research is alive in the moment and "is 

able to respond to the emerging needs of the situationy' (Dick, 1997, p. 2). 

Secondlu. it serves as a holistic process for growth. Thirdly. particularlÿ in 

cross-cultural venues, this method appears to make research a much more 

equitable and collaborative exercise. It supports participants having their 

own voice. 

The researcher's understanding from his own experience and that of many 

-Aboriginal collaborators is that the research done "on" Aboriginals by non- 

Aboriginal researchers often bore Little resemblance to how Aboriginal people 

saw themselves or Me around them. There is. "a shortage of research that is 

usefd from Indian points of view" (LaFramboise and Plake, 1983: Maynard, 

1974: and Goddard and Dinges, 1977; cited in Hampton, 1994, p. 271). The 

inherent colonial myopia in the methodology, implementation, and 

coriclusions of much of the research is raising serious questions about 

ethnographie integrity and accuracy. Writing about doing research on 

iiothers", Palys states, "The power of the text is ours" (Palys, 199'7, p. 206). 

He continues by citing CLifford, 

"Many voices clamor for expression. Poly-vocality was orchestrated and 

restrained in traditional ethnographies by giving to one voice [that of the 

researcher] a pervasive authorial function and to others the role of 



sources, "informants" to be quoted and paraphrased" (Clifford, p. 15, cited 

by Palys' 1997. p.206). 

According to Palys, bell hooks expresses the phenomenon clearly, 

"Often this speech about the 'Other7 annihilates, erases: ... no need to hear 

your voice when 1 can talk about you better than you can speak about 

yourself, No need to hear your voice. Only tell me .. . your story. And 

then 1 will tell it back to you in a new way. Tell it back to you in such a 

way that it has become mine, my own. Rewriting you, 1 write myself 

anew. 1 am still the colonizer, the speak subject, and you are now at the 

center of my taUr" (books, cited by Palys, 1997, p.206). 

Deloria supports this and asks, "How naive can outsiders get about the socid 

effects of their representations?" (Biolsi and Zimmerman, editors. 1997, 

p. 194). 

Action research appears to offer some ways to address these large research 

challenges by engaging the researcher directly in the research relationship 

and enabling those involved to collectively generate and validate the data 

themselves. Action research appeared, to the researcher, to present a 

remedial response to understanding the "fatdy flawed" (Lovick, 1999, p. 1) 

relationship much of which was reflected by the data generated and 

generalized by Western research methodologies. The researcher chose, 

therefore, to seek out, as much as possible, Aboriginal authored research and 

information when expressing Aboriginal views and opinions. During summer 

residency, the three available Aboriginal RRU learners, and also some long- 

time Aboriginal associates of the researcher were consulted regularly as to 

the integrity and authenticity of the program material being written. For the 

longer-term cornpletion of the thesis work, Taiaiake Alfred Phd., Director of 



the Indigenous Governance Programs a t  University of Victoria, agreed to be 

the researcher's Project Supervisor. 

.Action research removes the historical colonial relationship of "the 

researcher as  an expert who does research" (Stringer, 1996, p. 22) and 

replaces it with the role of. '' resource person ... He or she becomes a facilitator 

or consultant who acts as  a catalyst to assist ... to supportn (Stringer, 1996, p. 

22) .  Stringer states that. 

"This collaborative approach to inquiry seeks to build positive working 

relationships and productive interactional and communicative styles. Its 

intent is to provide a climate that enables disparate groups of people to 

work harmoniously and productively to achieve their various goals" 

(Stringer, 1996, p. 19). 

The researcher could h d  no other research methodology that offered the 

potential for collaboratively building bridges of understanding and learning. 

The methodology is imbedded in the MALT program design and philosophy. 

The learning value of the MALT program design. the strength of action 

research cyclical questioning, and the invitation to seek further learning are 

esemplified in the response of one of the MALT learners, 

"Our 'Western' models of leadership have begun to move towards a more 

holistic/values based mode1 of leadership.. . something aboriginal cultures 

have done for centuries. 1s this concept of servant leadership really an 

emerging transformational theory?" (Appendiu C. p.6). 

This action research project has revealed that the simple and complex 

answer to that question is "no it isn't.. . and well, yes it is" and that further 

learning is required. 



Finally the action research process facilitates shared learning for aL1 

participants, including the researcher. Stringer describes it as "look - think 

- act" (Stringer, 1996, p.39). This learning process is descriptive of the 

learning styles of many Aboriginal cultures, where much was. and is, learned 

by the act of observing others. which generates understanding, and guides 

action. Mohawk psychiatrist Dr. Clare Brant, worked extensively with the 

Swampy Cree of James Bay and Hudson Bay. He explains. 

"Native tribes use m o d e h g  almost exclusively. One is shown how rather 

than told how. The teachers who usually are parents and older members 

of the extended family . . . through t heK own actions convey usefid and 

practical information. . . . Modelling seems to increase attachment to the 

older members of the group, promoting group cohesiveness and 

continuity" (Brant, 1990, p.53'1). 

Arlene Stairs agrees. Describing the Northern Ba& Inuit, she writes: 

"isuniaqsayicq is the way of passing dong knowledge through observation 

and imitation embedded in daily famiiy and community activities, 

integration into the immediate shared social structure being the principal 

goal" (Stairst 1991, p. 381.). 

Rita Jack, a member of the Secwepemc Nation in British Columbia, agrees 

with Brant and Stairs. She writes that, "The methods of teaching skills for 

everyday Living and to instill values and principles were participation and 

observation" (Jack, 1985, p. 9). 



Much of this learning and integration was non-verbal. observational. and 

intrinsic to the cultural and natural ecology. How could some stranger, sent 

for a short time. and from a culture applying what Palys describes as. 

"the Darwinian evolutionary theory to social matters - an approach that 

placed human beings at the top of the natural order. and was conveniently 

adapted to place Caucasians at the top of the human order" (Palys, 1995, 

p. 304). 

be considered a credible source of information about an Aboriginal culture? 

T a n  a non-Aboriginal person ever really understand what it's like to grow up 

as an Aboriginal person in Canada?" (Palys, 1997, p. 203). In the uniikely 

event that a researcher codd understand what he was witnessing, Palys 

states that. "The scholar's challenge was to translate indigenous beliefs and 

practices into terms that Europeans could understand" (Palys, 199'7, p. 204). 

Odawa Cecil King, a Faculty of Education professor a t  Queens University 

and long time leader in .4boriginal education explains, 

' V e  have to describe our essence, d'oehichaugu~unan, to fit academic 

conceptual packages, and we have become prisoners of what academics 

have done with our words to ver* their words" (King, cited by Biolsi and 

Zirnmerman, 1999, p. 116). 

For the traditional research community to present the results of these 

colonial research practices as credible representations of Aboriginal life is 

audacious and many informed Aboriginal people understandably 6nd  it 

offensive. 

Kemmis and McTaggart suggest a four-step Camework for action research 

projects. The first step is Reconnaissance, which they describe a s  the 



defining of a thematic concern on the basis of a preliminary review (Kemmis 

and McTaggart, 1988, pp.49-65). Upon entry into the MALT program in June 

1998, observation and participation, by the researcher in the fïrst year 

residency and on-line courses, revealed the absence of any learning 

opportwiities about Aboriginal leadership, historical or current. Informai 

discussion with learners fiom both years in residency (MALT 97- 1 and MALT 

98-1) indicated that others recognized the absence, and that there was 

sincere interest in learaing more about Aboriginal leadership and cross- 

cultural leadership. A mid-course exchange between the researcher and his 

assigned teaching assistant in Course LT 513 - Ethical Considerations and 

Evaluation in Action Research, was the catalyst for the thematic approach 

used in this project. The exchange hdicated a clear perceptual difference 

concerning the ethnographie integrity and accuracy of research performed 

"on" or "in" First Nations by non-Aboriginal researchers. This researcher 

was examining the ethical question of the assumed rights or "privilege" 

(Palys, 199'7, pZ06) of any researcher involved in cross-cultural research of an 

"other". The researcher was stating that "parachute scientists" (Palys. 1997, 

p. 1) have Little capacity to understand the effects of their interactions or 

their research results because they were only visitors in someone else's Me 

and as such were hardly the ones to determine the beneficence (if any) or 

maleficence of their actions. The underlying ethical question was and is, if 

we dont know what harm is king done, what gives one the right to go and do 

it at  d? The researcher was attempting to answer two questions asked by 

Laflond and Laflond, "Should this particular group, setting, or question be 

studied by anyone?" (Laflond and Ldond, tited by Kirby and McKema, 

1989, p. 104) and "Should this group, setting, question be studied by me?" 

(Lafiond and Laflond, cited by Kirby and McKema, 1989, p. 104). 

The second step in the action research cycle is Planning. "What needs to be 

done?'This step involves orientation, organization, collaboration, 



identification. and decision-making. It i s  important to think strategically 

during this phase (Kemmis and McTaggart, 1988, pp.65-77). The researcher, 

upon completing the required f h t  year courses. realized that the absence of 

any available learning about First Nations leadership, had been valïdated by 

experience. He developed a Major Project Prospectus suggesting inclusion of 

Iearning about First Nations leadership principles and practices into the 

M-%T program. The researcher's hope was to begin a conversation about a 

broader definition of leadership. He proposed developing an introductory 

section of course material as a project deliverable to be included in his 

completed thesis in April2000. On June 1'7, 1999, during second summer 

residency, the researcher was asked to research and produce a draft unit of 

material for inclusion into the LT 516 Classical Studies in Leadership course 

for the coming September. The importance "to think and plan strategically 

during this phasen (Kemmis and McTaggart, 1988, pp.65-77) was 

compromised by a mid-July deadline. This action research project 

immediately took on the non-linear process Stringer describes as  "working 

backward through routines, repeating processes, rethinking interpretations, 

leapfrogging steps or stages, and sometimes making radical changes in 

direction" (Stringer, 1996. p. f '7). 

The third step is Enacting the Plan and Observing How It Works. This step 

involves monitoring what is happening closely, and enacting and observing 

the product (Kemmis and McTaggart, 1988, pp. '7'7-86). The researcher 

completed one unit of course materid, which was included into the LTS16 

Classical Studies in Leadership fall program in September 1999 (Appendur 

B). During summer residency June 7, 1999 to July 9, 1999, a t  Royal Roads 

Cniversity, some summer faculty e-upressed doubt about whether there would 

be enough learner interest to warrant inclusion in the MALT programming. 

Of the 110 learners enrolled in the MALT 99 programs, 37, one Aboriginal 

and 36 non-Aboriginal, chose the Aboriginal Leadership Unit. The 



researcher was able to monitor what was happening closely because RRC 

agreed to permit him to be the teaching assistant (TA) who monitored and 

evduated the course work and on-Line discussions with the 37 learners. In 

addition to the TA functions defïned by the University, the researcher 

est ablished some base-line monitoring criteria of his own. These criteria 

involved some running questions about learner response to new information, 

integration of new information into personal leadership style, and placement 

of self in the issues (Appendix B). F indy,  at the end of the course work, the 

researcher posted a series of questions into the on-line discussion groups and 

invited anyone interested to answer them. It was e.xplained that these 

questions would aid in the research for this thesis and hopefidly contribute to 

an espanding leadership conversation involving Aboriginal leadership within 

the kZ."u,T program. There was a two-fold insurance of agreement to use 

participant responses. the first being the fkeedom not to even respond, and 

the second being a last question formally requesting permission. Appendix C 

contains the questions and the collated responses fkom each learner in their 

own words. 

The fourth step is Reflection. This step involves reflecting, analyzing, 

synthesizing, interpreting, explaining, and drawing conclusions. This 

requires reflecting about the product, revising the analysis, and writing a 

rationale for a revised action plan (Kemmis and McTaggart, 1988. pp.86-90). 

The researcher designed several layers of reflective and evaluative questions 

that ran parallel with the course work and responses of the learners. There 

were the questions within the course materials (Appendix A, p. 1-38). There 

were the introspective and evaluative questions at the end of the unit 

(Appendix C). iUso, there were the on-going base-he questions mentioned in 

Step 3 (Appendiu B). Lastly, there were the continual introspective questions 

the researcher asked of hiiriself. These will be addressed under Lessons 

Learned. 



Athough admittedly subjective to a degree, the lengthy and varied 

experience of the researcher as  participant observer in cross-cultural and 

First Xations environments enables him to speak to some issues with a 

degree of credibility. 

"Both participant observation and ethnography refer to methods whereby 

the researcher spends extensive time (e.g. months or years) in a setting 

trying to understand some aspect(s) of the setting £rom the perspective of 

those in it" (Palys, 1996, p. 203). 

In this way, the researcher has a greater opportunity to "know7 not just 

"know about" (Palys, 1997, p.4) the issues. 

As described earlier in the Ethnography and Ethnocentrism section, a 

research methodology best described a s  postmodernist evolved fiom the 

critiques of "scientific" research methodologies provided by First Nations 

researchers. Laurel Richardson (1994) explains that, 

-the core of postmodernism is the doubt that any method or theory, 

discourse or gente, tradition or novelty, has a universal or general claim 

as  the "right" or privileged form of authoritative knowledge. ... No method 

has a privileged status" (Richardson, 1994, Fi 17- 18, italics in the original, 

as cited by Palys, 199'7, p.207). 

For the researcher, the search for Aboriginal research sources throughout the 

project generated an extra layer of ongoing research work, that of doubting 

the methodology itself. It was increasingly necessary to question the validity 

of the data collected from non-Aboriginal sources, but about Aboriginals. 



Scrutinizing for the ingrained colonial mind set that governed past and much 

of the continuing research methodologies became essential. 

Data Gathering Tools 

During the June and July 1998 summer residency of the MALT program, the 

researcher conducted informa1 interviews with as many different learners 

and faculty as possible. At the begïnning of residency, the researcher had no 

plan to use the information gathered fkom his questions a s  part of a major 

project. As a result, specific numbers were not kept but a safe estimation is 

that he spoke to appro'rimately 36 learners or 65% of his own (98-1) class of 

.?.*5 and approrsimately 16 learners or 30% of the second year (97-1) class of *55. 

Three of the interviewees were Abonginai, two in 98-1 and one in 97-1. The 

questions below were also asked of four of the summer faculty and 

administrators. 

The questions are general because, at the time, the researcher was trying to 

establish a sense of contex?. They were incorporated into mostly individual 

conversations and 4 or 5 group discussions. At that time, the researcher 

asked two basic questions. The fïrst question was whether the individual 

had contact andior involvement with Aboriginal people or cross cultural 

issues in their work and/or their Lives. The second question was about 

whether the individual thought learning about Aboriginal leadership and 

cross-cultural leadership should be included in the MALT learning. 

From the positive results of the data gathered fkom this questioning during 

first residency, the researcher began to formulate his thesis prospectus. His 

esperiences as  a learner in the fist year on-line courses, particdarly LT 513 

Ethical Considerations and Evaluation in Action Research and LT.516 

Classical Studies of Leadership in Organizations, solidified his decision to 



choose this subject as his major project. In the preparation of his Major 

Project Prospectus, the researcher prepared an initial Literature review of 

relevant materials, prepared the supporting data, and forwarded a prepared 

prospectus to Royal Roads Univers* in accordance with MALT program 

requirements. It was the intention of the researcher to seek organizational 

sponsorship fkom RRU directly since the project would address the content 

and process of their MALT programming. 

Within a w-eek of amïving at RRU for second residency, the researcher 

received approval for sponsorship from the RRC &LUT program director. Dr. 

P. Gerry Nixon. As stated earlier, the researcher was asked to author an 

initial unit of course material on the subject of Abonginal Leadership to be 

included in the coming fd 1999 course LTB 16 Classical Studies in 

Leadership in Organizations. The researcher's original plan had been to 

present an outline for development of a course unit or module as a project 

deliverable upon completion of his thesis. The plan was that once/if the 

Vniversity agreed to include Aboriginal Leadership materials in the MALT 

program. the researcher would engage a collaborative team. predominantly 

Aboriginal, to methodicdy design both the content and process for an 

effective and authentic Aboriginal Leadership learning experience for 

prirnarily non-Aboriginal learners. The absolute necessity of this still 

needing to happen will be dealt with later under study recommendations. 

The choice facing the researcher was whether to extricate himself from the 

planned schedule of participation and accept the challenge of preparing 

course materials during the remainder of residency, or to continue to 

participate in the regular schedule of activities for second year learners in 

the MALT program. It bears noting that the researcher originally envisioned 

his role as participating in a team primarily led by Aboriginal course 

designers. This did not happen. Therefore, the initial research concern 



became whether the "integrity and authenticity" alluded to in the original 

thesis question would be compromised by preparing materiais in a rush and 

not having the opportunity to  engage Aboriginal collaborators as  had been 

originally envisioned. The researcher consulted with the few Aboriginal 

people he was able to contact considering the tirneframe and considering that 

the researcher was a resident of Northeastern Ontario and in Victoria only 

for suminer residency. The Aboriginal people contacted supported the idea of 

making use of the opportunity to begin a broader conversation of leadership 

that included Aboriginal principles and practices. The integrity of the project 

would not be compromised if the researcher remained mindful to not present 

his work as representing Abonginal peoples perceptions, values. or views. 

During aU the literature reviews related to this thesis, the researcher has 

utilized Aboriginal authored sources whenever possible. 

An initial unit of course material on Aboriginal Leadership was offered to 

learners in the LT616 Classical Studies in Leadership in Organizations for 

the fbst time Li September 1999. The researcher became the Teaching 

Assistant for the learners who chose the Aboriginal Leadership unit. Data 

were gathered in the following ways. First, the learners were asked to write 

a study paper on one of a number of Points to Ponder (Appendiu A p. 1-38.). 

Secondly, the researcher monitored and participated in the on-line 

discussions between learners. who were espected to discuss with and provide 

feedback to each other in relation to their written submissions. Thirdly, the 

researcher entered into an evaluative discussion with each learner a t  the 

completion of the unit. Also the researcher posted a series of questions into 

the discussion groups a t  the end of the unit. Learners were free to answer 

them and permission was sought to use their responses as data for this thesis 

(L4ppendix C). F indy ,  throughout the process with the learners, the 

researcher maintained a set of empirical questions r u n n h g  pa rde l  to the 

learner's process. These observational questions were about sense of 



placement of self in the issues. evaluation of personal response to cross- 

cultural challenges. integration of new information, and expression of desire 

to d t e r  personal approach in Light of new learning. The same questions were 

asked of the whole major project as it evolved and of the learning of the 

researcher (See Program Lessons Learned, this report p. 65). 

Additional to the data gathering descnbed above, the researcher expanded 

the literature review for three reasons. First, the researcher believed that 

the initial course material was incomplete even as a catalyst for M e r  

exploration. Because of the time-fame restraints, the researcher did not 

actively engage a team of Aboriginal collaborators except in a cursory way. 

-4s a result, the "authenticity and integrityn can be easily questioned despite 

the researcher's use of predominantly Aboriginal reference materials and his 

focus on his own aversion to appearing to represent Aboriginal perceptions. 

Second, in response to the above, the focus became to expand the available 

information about Abonginanon-Aboriginal history and connect it to current 

A4boriginaVnon-Aboriginal leadership and cross-cultural challenges. The 

intent was  to create a conte-xt for legitimate exploration of different points of 

view. Third, the response from many of the learners working with the course 

inaterial kvas that it was not enough information considering the enormity of 

the issues and certainly not integrated enough into the whole module and 

MALT program curriculum. 



CHAPTER FOUR-RESEARCH STUOY RESULTS 

Study Findings 

The results of the research indicated the following. They appear in a 

sequence consistent with the evolution of the project. 

(1) Ali of the MALT learners and faculty that were interviewed during 

frrst summer residency 1998, agreed that knowing more about 

Aboriginal and cross-cultural leadership challenges would enhance 

their leadership capabilities. 

(2 )  In 199'7, Royal Roads did attempt to generate greater awareness about 

First Nations culture within its staff and administration. The 10 

hours of training called the First Nations Cultural Competency 

Training Program, was offered in a series of three workshops spread 

over a month. The facilitator indicated that not making cross-culturd 

learning systemic neutralizes any possible workshop benefits. This 

remains as a challenge to be addressed. 

(3) There are no Aboriginal faculty and one member of the Administration 

team with some Aboriginal ancestry presently involved in the MALT 

program. 

(4) According to Dr. P. Gerry Nixon, Director of the Organizationd 

Leadership and Learning Division of Royal Roads Vniversity, about 

6% of the e n r o b e n t  over time has k e n  First Nations as has been 

membership on the MALT Program Advisory Board. He points out 

that both these figures are significantly higher than graduate 

programs elsewhere. 

(5) Except for the researcher's initial unit on Aboriginal leadership in 

LT516 Classical Studies in Leadership in Organizations, 1999 fall 

course, there are no formal opportunities offered within the current 



MALT programming for learning about Abonginal or cross-cultural 

leadership. 

(6) There was, in 1999, a solid interest in learning about Aboriginal 

Leadership. 37 learners or 33.6% of the total MALT enrollment chose 

to take the Aboriginal Leadership option in Unit 1 of LT516 Classical 

Studies in Leadership. There is a significant desire to know more and 

be more competent in Aborigindnon-Aboriginal relations within the 

community of learners in the -MALT program. 

('7) The Literature review and ensuing discussions revealed a s igdîcant  

distance between Aboriginal and non--4boriginal historical views. 

(8) The introductory partial unit of material presented in LT516 Classicai 

Studies in Organizational Leadership in September 1999, stimulated 

considerable interest but was of insufficient content and context to 

generate understanding or build capacity. The rest of the LT.516 

module structure offered no opportunity for integration and expansion 

of the learning. The following is an analysis of the data drawn from 

the responses to the researcher's questions asked at  the end of the 

unit. The List of the questions and verbatim responses are found in 

Appendi,. C. 

There was a 38% response to the questions. The following is a statistical 

breakdown of the responses. 

(1) 86% stated that they didn't know the origins of the problems facing 

Aboriginal communities and leaders. 

(2) 93% indicated that they had Me or work contact with Aboriginal 

people. 

(3) 43% expressed surprise and concern about their growing awareness of 

their position of privilege. 



(4) 86% described k i n g  strongly afTected by the information contained in 

the program material. 

( 5 )  93% e'rpressed greater awareness of the challenges for Aboriginal 

leaders and greater sensitivity to them. 

(6) 71% indicated their intention to make changes to theîr approach to 

cross-cultural environments. 

('7) 100% expressed the desire to know more about the subject 

(8) 29% stated that the learning helped validate some dimensions of their 

present leadership style. 

(9) 13% expressed criticism of the generalized overview of such large 

issues. 

(10) 93% made recommendations for greater inclusion in the -MALT 

program. These w i l l  be Listed as Learner Recommendations in the 

Study Recornmendations section. 

What the research revealed wasn't a mode1 for resolution or a clear direction 

but rather the revelation of the problems and challenges of ensuring integrity 

and balance in AboriginaVnon-Aboriginal relations in general and in the on- 

going inclusion into the I W T  program. 

Study Conclusions 

There is a soiid interest within the 1\I1WLT community of learners to know 

more about and be more competent in AboriginaVnon-Aboriginal relations 

and leadership exchanges. There is also an acceptance that these 

cornpetencies are important if a more just and equitable relationship is to be 

established and maintained. A comprehensive understanding of the history 

of the colonialization of Canada fiom both Aboriginal and non-Aboriginal 

perspectives is critical to the success of cross-cultural relations. 



Any espansion of content and context of learning opportunities within the 

IVWT program must include First Nations people directly. Any design and 

presentation of First Xations Me and leadership realities must be designed 

and facilitated by First Nations people. Any expansion must be multi-level, 

affecting not only the -MALT program distance learning and residencies, but 

also be supported by representation on faculty, and systemic inclusion in 

curriculum design, decision-making, and delivery of the -MALT program. 

.hy comprehensive curriculum design must include the study of race and 

racism, privilege: governance, colonialism, and cross-cultural faciiitation 

from both Aboriginal and non-Aboriginal perspectives. Cross-cultural 

competency building in ail domains including negotiation, problem solving. 

comrnunity consultation, and conflict resolution must include training from 

First Sations facilitators and educators. 

The ongoing use of established research data and research methodologies, as  

sources of legitimate information, must include serious scrutiny of the 

ethnocentrisrn of the intent of the research, the researcher, the data and the 

resulting conclusions. The cultural accuracÿ of the data, its use and 

presentation, must te validated and supported by First Nations researchers. 

Lastly, in A4boriginaVnon-Aboriginal cross-cultural leadership eschanges, the 

enormity of the learning necessary to achieve a degree of leadership 

competence must be recognized and addressed in any further expansion of 

the curriculum. The brief partial unit offered in LT516 Classical Studies in 

Leadership in Organizations in 1999 generated some significant learning for 

the participants but is ins&cient in content or context to be considered a 

legitimate foundation for capacity or competence building in cross-cultural 

leadership. 



Study Recommendations 

The relationship between Canadians and Aboriginal peoples is constantly 

evobing: however the colonial foundations of the relationship have not. 

Knowing and understanding the historical relationship is essential to any 

attempts to structure a more just and equitable arrangement. The problems 

and challenges inherent in leading are enormous and require much of a 

leader ~ v h o  would try to build functional relationships that are sustainable. 

Specifïc to MALT is the question of how and w-here does one learn to lead 

competently in cross-cultural environments? 

It is clear. from the research and learner interaction, that the initial 

Aboriginal Leadership unit material included in the LTe516 course material 

requires serious upgrading. It was developed reactively to sa t ise  both the 

decision that a start that semester was better than waiting and the short 

timetable established by the course supervisor. An expanded literature 

review and bibliography are essential. Also an appropriate pre-residency 

reading List will support learner preparation for any learning which will be 

integrated into Grst residency, and as preparation for the first year on-line 

learning in both LT.516 Classical Studies in Leadership in Organizations and 

in LT.5 13 Ethical Considerations and Evduation in Action Research. 

In addition. there are four areas requiring significant attention if RRU 

intends to integrate expanded AboriginaUnon-Aboriginal leadership learning 

into the W T  program or any other program. 

These areas are: 

(1) Learning about historical and current Aboriginal Life and leadership 



(2) Learning about the Aboriginanon-Aboriginal cross-cultural 

leadership challenges facing current leaders in bath cultures, 

separately and collaboratively 

(3) Critically e x m g  the ethnocentric and colonial paradigms 

engaging both cultures including critical examination of available 

research 

(-4) Ident*ng the challenges and opportunities for the MALT program to 

build effective and equitable iearning bridges 

Because of the nature of this action research project, all of the 

recommendations have impacts on RRC as an organization and all address 

the issue of future research. Therefore the expansion of these four areas and 

the inclusion of the Iearner recommendations will be dealt with in Chapter  

Five. Research Implications. 



CHAPTER FNE - RESEARCH IMPLlCATlONS 

Organizational Implications and Future Research 

As a preamble to discussing the four areas, the researcher feels it is 

necessary to identiS. some influentid factors in the cu ren t  learning 

eschanges between Abonginal and non-Aboriginal lestrners. There is a 

growing awareness of the historical treatment of Aboriginal peoples in 

Canada and with many non-Aboriginal people there is a sincere desire to 

facilitate restitution and balance. The understanding by both Aboriginal and 

non-Aboriginal that they are engaged in a destructive colonial relationship, 

not of their own making, is essentiai to their capacity to share resolution. 

Aboriginal people rightly reject k i n g  treated as just another minority group 

or, even worse, a special interest group. Non-Aboriginal people regularly are 

repelled by the powerful expressions of pain, anger, grief. and rage about 

Aboriginal peoples' treatment a t  the hands of the non-Aboriginal controllers 

of their Lives. The researcher is Ieft to speculate on whether this discornfort 

was part of the response fkom RRU faculty: to the intense description of their 

residential school e-xperiences by two Aboriginal presenters during Janice 

Simcoe's workshops a t  RRU in 1995. Considering the intensity of the 

damage done. whether one is expressing it or listening to it, it is difEcult not 

to take it or make it personal, particularly if one believes, as many non- 

Aboriginal people do, that theÿ themselves are not responsible for the racism 

and colonialism. As referred to eariïer in this research, one systemic problem 

with privilege is the unconscious ignorance it engenders in otherwise caring 

people. Many non-Aboriginals struggle to see how their normal behaviours 

contribute to the colonial relationship. They resist the concept of complicity 

in the problems. 



The pain. anger, grief and rage of ,4boriginal people are legitimate. As 

victims of the colonializing structures that still control their lives, they 

continue to struggle for justice and the basics of legitirnacy. The challenge is 

not so much in i d e n w g  the racist source of the historical and curent 

problems as it is in engaging non-Aboriginal people in the destruction of the 

colonial systems. The consequences of colonialization and the realities of 

what changing it will demand of both cultures WU increase as  atternpts to 

dismantle these systems intensif'y. Neither culture can Live in isolation of the 

other and neither knows enough about the other to function comfortably and 

effectively. The truth is that non-Aboriginal people know incredibly less 

about .Aboriginal people than .4boriginaI people know about them, because 

non-Aboriginal people are the privileged ones in the colonial relationship. 

They have never had to know much about Aboriginal people. They have 

never had to think much past the cultural stereotypes and the social myths. 

-4s stated earlier, most of the learners involved in the new LT5 16 course 

material expressed surprise a t  how Little they actually knew about the 

history of the issues. 

The first area to be addressed is learning about Aboriginal life and leadership 

challenges, historical and current. This is the teaching domain of Aboriginal 

educators, elders, facilitators, and guides. As the research in this project 

supports. the University must engage Aboriginal educators, elders. and 

facilitators to create learning opportunities about Aboriginal culture, values, 

and hstorical evaluation. The need for collaboration uith non-Aboriginal 

peers is important but the learning content and context, must be dVected and 

delivered by Aboriginal people. The original material inserted into LT516 in 

September 1999, wiU not survive as much more than a token exercise unless 

follorved by sigdicant expansion into MALT programming. 



One option available to the university is to hire Aboriginal faculty and course 

designers and start building a program that wiLl be a complete course and 

can be interwoven into elristing programs like ?vL;U,T. h o t h e r  is to h d  and 

negotiate course and credit exchanges w-ïth exïsting Aboriginal learning 

programs like the Indigenous Governance Program at  the University of 

Victoria where learning programs developed by Aboriginal faculty offer 

legitirnate learning from Aboriginal perspectives. Not only is thiç an 

opportunity for profound leaining for administrations as well as learners but 

it also offers a mode1 for the kind of inclusion and relationship building 

necessary for success in cross-cultural leadership. The exchanging of 

modules and credits between Aboriginal and non-Aboriginal programs, 

learners, and faculty creates enormous learning and leading opportunities a t  

a fraction of the cost of providing a comparable learning experience a t  the 

individual institutions. 

The second area, learning about the Aboriginal/non-Aboriginal cross-cultural 

leadership challenges is the most significant part of the recommendations. 

The learners who chose the Aboriginal Leadership option in LT516 Classical 

Studies of Leadership in Organizations made a series of recommendations in 

response to the research questions posed (Appendix C). They suggested some 

ways that greater Iearning could be incorporated into the MALT program. 

63% recommended inclusion of an Aboriginahon-Aboriginal Problem Based 

Learning Project to be presented during first residency. 14% suggested 

inviting a Native leader or elder to a Café Philosophy evening. 39% 

recommended more direct contact with Aboriginal people and more 

opportunity to experience functions like Band Meetings or cerernonies, and 

direct contact with leaders and elders. 36% expressed the desire for a more 

culturdy diverse learning community and an equal number recommended 

expansion of the learning into a whole module or full course including a full 

Cross-Cultural Leadership Program. 



The suggestion to develop a full Cross-Cultural Leadership Program has 

considerable rnerit. There continues to be a sigdicant awkwardness and 

disparity in the area of distance between Aboriginal and non-Aboriginal 

world-views and aspirations. Under the shadow of the historical and current 

colonial relationship, leaders fkom both cultures struggle to know how to 

engage the other effectively. It appears to the researcher that both 

Aboriginal and non-Aboriginal leaders continue the long practiced colonial 

paradigms; one seeking self-directive opportunities and control of their 

destiny and the other seeking to hold ont0 advantage and control. Nthough 

this is an opportunistic paradigm present in national and international 

business development. it is not a foundation for building a sustainable future 

in Aborigindnon-Abriginal relations here in Canada or anywhere else. 

The recommendation to establish course and credit W s  with esisting 

Aboriginal programs could easily have been inciuded here a s  it would be, by 

definition. cross-cultural. The concept of focusing on cross-cultural 

leadership appears uniquely suited to the leadership learnuig spirit 

embedded in RRLFs mission and in the MALT program. In the thinking of 

the researcher, as  this action research project evolved, the development of a 

Cross-Cultural Leadership Program is both a natural extension and a 

significant addition to many of the courses presently offered at Royal Roads 

L7niversity. 

Other options include hosting cross-cultural conferences, symposiums, and 

open forums on current issues. Certainly the direct inclusion of some of the 

learner suggestions, particularly an Aborigindnon-Aboriginal Problem 

Based Learning Project during fïrst residency, would be a significant 

contribution to the learning. The researcher also recommends that 



appropriate additions be made to the "pre-residency" reading list for those 

interested in Aboriginal issues. 

As the catalyst for the above recommendations, the researcher suggests that 

the university engage a pair of trained experienced facilitators with a history 

of cross-cultural advocacy, immersion in cross-culturd adult learning 

program design, and significant familiarity with the challenges to both 

cultures. This pair, Aboriginal and non-Aboriginal, would be charged with 

the responsibility of researching, developing programs, and. in collaboration 

with faculty and administration, facilitating the integration of cross-cultural 

learnùlg within the MALT and RRU community of learners. Their role 

wodd not be that of expert as much as that of gathering expertise, designing 

curriculum, and integration. They would research the above 

recomrnendations, large and s m d ?  as to feasibility, appropriate delivery 

methodolog-y and st&ng, and facilitate the process of inclusion in a 

systematic and systemic way. The researcher's long experience as a 

consultant/trainer withùi operating systems and the research in this project 

clearly indicate that building this kind of cross-cultural bridge requires 

significant commitment fiom the University. 

The third area, the ethnocentric and colonial paradigms that define the 

nature of Aborigindnon-Abriginal relations' cannot be chdenged or 

changed successfdy without sigdicant learning about race and racism, 

privilege, power, governance, negotiation, and human rights. As the research 

identified, even the new human rights legislation in Canada abandons the 

rights of Aboriginal people to the very legislation that extracted those rights, 

the Indian Act. Each of these issues could be a complete study course and ail 

of thern profoundly affect one's capaciw to lead in our increasingly cross- 

cultural society. The pair of researcher/facilitators, referred to previously, 



will develop a learning process that incorporates these subject areas and 

examines them £rom both Aboriginal and non-Aboriginal perspectives. 

The research also presents a potent challenge to the credibility of much of the 

large body of research about Aboriginal people petformed by non-Aboriginal 

researchers. Current Aboriginal historias like Vine Deloria are successfdly 

refuting the mental models, the methodologies, and the results of much of the 

research. A significant and critically important challenge for the 

researcher/facilitators is to create a process for scrutinizhg available 

research and to develop a network for accessing authentic information. 

research, and facilitating awareness about Aboriginal people's realities. The 

capacity to distinguish between authentic and inauthentic representations 

about Aboriginal people is important to the learner and critical to the leader. 

In the fourth areal the primary challenge for Royal Roads University is to 

decide on the degree of cornmitment i t  is prepared to make with respect to 

providing cross-cultural leadership learning opportunities. The pair of 

researcher/facilitators can, as a primary mandate, investigate the potential 

choices and challenges, and develop a set of recornmendations for achievable, 

incremental integration that adhere to the critical principles of integrity and 

authenticity identified throughout this project. As a learner immersed in the 

MALT program, the researcher is encouraged by the collaborative 

environment inherent in the content materials and the leadership models 

presented in the program. He beLieves that integration of cross-cultural 

learning opportunities into the MALT program is a naturd fit. However, the 

researcher has considerable experience with the subject matter and 

recognizes the challenges that this kind of systemic integration can generate. 

It challenges an operating system, with its established paradigms, to self- 

esamine. It regdarly asks the human beings within the system to self- 

examine as weU. This is often taken as an affront to individual and 



organizational good intentions. It needs to be recognized at the outset that 

deaLing with such potent issues as race and privilege is not easy or smooth. 

The capacity to lead competently in cross-cultural environments is an 

increasingly critical part of curent leadership challenges and will not be 

easy to achieve. The researcher believes that there is opportunity for Royal 

Roads University to  establish yet another twenty-first centurq- leadership 

role in a profound way. 



CHAPTER SIX - LESSONS LEARNED 

Research Project Lessons Learned 

hishuk ish ts'awalk t'un 
(everything is connected) 

This Suu-chah-nulth guiding principle provides the basis for the lessons 

learned during this action research project and process. From the inception 

of the planning and development of the research question, the researcher has 

struggled uith the compatibility between the research process and the 

learning required to answer the question. The researcher began this project 

intending to research the information necessary to create a welcoming 

opportunity for a predominantly non-Aboriginal community of learners to 

broaden the exploration of leadership through learning about Aboriginal 

leadership principles. practices, and challenges. The researcher's pereonal 

experience in living and working within the functional distance between 

Aboriginal and non-Aboriginal cultures, was the catalyst for development of 

the project. 

With the advent of the Federal government's current movement to "get out of 

the Indian business", the leadership challenges for Aboriginal and non- 

Aboriginal alike are changing fundamentally. The non-Aboriginal legislative 

cornmitment to assimilation has been a dismal failure in every imaginable 

way and, although seriously damaged, Aboriginal people have endured. In 

their gathering strength, Aboriginal people are insisting that any further 

interaction be guided by the principles of justice, equity, and restitution. The 

researcher believes that what each culture knows about the other is 

insdEcient to enable them to dismantle collectively the current destructive 



relationship that haunts them and controls their capacity to design equitable- 

j ust, and sustainable solutions. 

The legacy of hishuk ish ts'aicalk t'un is reflected in the experience and the 

research of this action research project. As the research shows. the 

challenges ahead of Aboriginal and non-Aboriginal leadership and 

populations are enormous. They carmot be resolved by a series of "scientinc", 

anthropological research esercises. There are no singular, specsc. research 

questions that do not have holistic implications. Nor are there singular or 

specific solutions. A lesson learned is that action research, as a methodology, 

has proven valuable as a tool for facilitating inclusion in developing the 

ongoing questions, immersion in the issues, and validation of the results. It 

is also cyclical and Living, returning to new growth to examine and build 

anew . 

h o t h e r  lesson learned is that the issues involved in understanding 

AboriginaVnon-Aboriginal relations are much larger than can be legitimately 

addressed in one unit of LT516 Classical Studies in Leadership in 

Organizations. A learner conversation got started this past fall, but without 

providing substantive expansion of the learning opportunities, Little can be 

espected in the development of deeper understanding or enhanced leadership 

competency. The researcher remembers speaking with the team that RRU 

engaged to develop their Conflict Management program during first summer 

residency in 1998. The eclectic expertise of that team ensured the quality of 

the program design. The researcher believes the same degree of involvement 

is necessary to design and facilitate a viable cross-cultural leadership 

program that would, in fact, lead in this growing and vital leadership field. 

The researcher learned that the colonial context of systems thinking of non- 

Aboriginals has not changed much in the 30 years he has been involved in 



these matters. There is greater awareness about the genre of Aboriginal 

culture, and, as indicated earlier, there is a sincere desire to know more, but 

the mind-sets and paradigms of z privileged, dominant culture are what 

Aboriginal people continue to deal with in most cross-cultural exchanges, 

certainly with non-Aboriginal institutions be they economic, social, political, 

or  educational. It is worthy of note that there is a growing phenornenon of 

privilege and elitism that Abriginal peoples are having to deal with fiom 

within their own administrations as well. The challenge for all involved, and 

certaidy RRV: is to create an inviting, dynamic, and balanced cross-cultural 

learning environment. 

The research project has k e n  diffïcult to manage. The researcher feels like 

he has been "coming through the back door" throughout the project. He has 

tried continually to balance the amount of actual time this subject requires, 

with the tirnetable demands of LT516 course involvement, with a working Me 

and with the constant, pervading enormity of the issues. He learned that 

esisting research methodologies were not a reliable source of data for 

creating a holistic understanding of what has, in truth, transpired or what to 

do about it. From his experience in .!iboriginaUnon-Aboriginal environments. 

the researcher knew instinctively that most of the "scientific" interactions 

were not reflective of Aboriginal realities but the research in this action 

research project revealed the scope of the problem. As  indicated in the 

recommendations, and the research, future researchers need to examine the 

potential research project on a variety of planes incluàing the 

appropriateness of doing it a t  a& questioning the mental models behind the 

exercise, and primarily questioning the research methodologies and results of 

the research they will encounter while f d f i l h g  the traditional paradigm of 

literature review. 



The researcher followed a f d a r  researching path of designing a relatively 

specific question to be explored and proceeding to explore it. The simple 

truth is that the question could have legitimately changed weekly as the 

project evolved and the greatest mistake the researcher could have made 

would have been to restrict his search to just the areas that would answer 

the question rather than let the breadth of the subject reveal itself and direct 

the learning where it needed to go. The researcher was continually left 

tvondering how a novice to the issues would be able to survive or even discern 

credible data and relate it holisticdy to its curent  implications. Everything 

is connected. In retrospect, the research question codd have been "What 

factors control and affect current AboriginaVnon--4boriginal relations and 

where can leaders fkom both cultures go to learn how to manage the 

relationship better?" 

The researcher finished with a shorter bibliography than when he began. The 

primary reason is the researcher's commitment to use Aboriginal sources of 

research and the ethnocentric and ethnographie challenges that some of his 

sources could not survive. The other reason was that the researcher's 

original list contained many personal books on the subject of Aboriginal 

spirituality. Aboriginal spiritual beliefs are integrated into everything 

Aboriginal and it would be completely inappropriate for this researcher to 

attempt to espress or ex-plain them. 

The technical act of doing research on other hurnan beings is preceded by 

some basic assumptions thrown into question by this experience. Does the 

researcher's curiosity grant himher any speciai rights or obligate any "other" 

to get involved in sat ishng the curiosity? There is much ethical focus on 

ensuring the accuracy of the data and on doing no harm while there, often 

without a corresponding ethical focus on the right to be there doing it at dl. 

To go to another's culture to find an answer simply because Ywe have a 



question is no less colonial an act than deciding this land is now rny 

possession just because 1 showed up here. Over the centuries Aboriginal 

traditionai protocols of generosity and kindness to strangers were often 

misread by researchers who interpreted them as Aboriginal acceptance of 

their presence or worse, willing support of the research initiative. It is no 

wonder that many First Nations are resisting and refusing to have any more 

research "done" on them and demanding control of the process and the data. 

A lesson learned is about the growing amount of information available on- 

line and from Aboriginal organizations about these issues. Here again. the 

seeker needs to scrutinize the on-Line material as diligently as any other 

research about Aboriginal people. 

Finally the project lesson learned is that the feasibility and necessity of 

developing a holistic, integrated, cross-cultural leadership program is 

achievable. In order to facilitate competency enhancement in the area of 

cross-cultural leadership, the university has a unique opportunity to address 

the matter proactively. The researcher admittedly does not have a deep 

understanding of the LTniversity's interna1 cultural protocols. Given that 

fact, it is the researcher's view that RRLps leading edge approach to 

leadership and learning, the 1MALT approach to problem based learning and 

action research, and the growing availability of opportunities for learning 

from and with Aboriginal people, seem to be a natural fit, albeit a chdenging 

one. 

Program Lessons Learned 

During the completion of this action research project the Master of Arts in 

Leadership and Training candidate demonstrated his ability to apply 

and integrate the following MALT program cornpetencies: 



1 b) Derrt onst rat e leadership charocterist ics. 

The graduate candidate demonstrated leadership in a variety of ways. He 

designed couse material, participated in the process of integrating the 

material into LT516 Classical Studies in Leadership in Organizations. 

provided the role of Teaching Assistant for on-line discussions and 

evaluated course submissions for 37 learners, rnostly mid-career 

professionals in LT5 16, and facilitated exploration of cross-cultural issues. 

His focus on integrity and authenticity directed the course of the project. 

M ï t h  the learners, he acted as  guide, facilitator, counselor, advocate, and 

mediator as  learners dealt with new and sometimes controversial issues. 

He modeled his own behaviour on a simple set of principles, those of 

truth, kindness, bravery, wisdom, love, respect, and h d t y ,  and strove 

to enable others to use these principles to guide their learning. His 

participation in shared learning and individual learning demonstrated 

organizational commitmentt integrity, and generosity of spirit. 

1 C) Procide Leadership 

The graduate candidate demonstrated both leadership and organizational 

cornmitment by choosing to contribute to the learning of his peers and the 

administration of his own learning institution. His work initiated a 

broader examination of leadership fiom a cross-cultural perspective in 

ways not approached before by learners in the MALT program. He chose 

to address a Iarge cross-cultural leadership learning gap and is 

recommending waÿs to include improved and broader learning in this 

area. He prepared initial course material and w f l  work with RFW to 

upgrade the quality and scope of this material and appropriate learning 

esperiences as the development of cross-cultural learning evolves. 



le) Recognize ethical considera.tions 

The graduate candidate recognized and explored ethicai considerations in 

different and deeper ways. Not only did the candidate adhere to the level 

of ethical considerations at the core of LT513 Ethical Considerations and 

Evaluation in Action Research, his research led him into the examination 

of research methodologies and philosophies as they were perceived from 

the perspective of Aboriginal researchers. This resulted in examining and 

chdenging some of the root assumptions about research and its 

inplications to AboriginaVnon-Abriginal historical and current 

relationships. Ethically, research and researchers cannot expect to 

perform research in Aboriginal environments without considering and 

accommodating these growing research concerns. As a result the 

researcher used predominantly Aboriginal authored research when 

representing Aboriginal perspectives of the issues addressed in this 

project. 

3 b) Apply systems thinking to the solutions of leadership and 

learning problems- 

The graduate candidate applied systems thinking when designing and 

implementing the learning of the course material for LT516. He also 

required significant systems thinking in designing the recommendations 

he presents in this document to Royal Ruads University. The significance 

of the issues addressed required that his recommendations be realistic, 

acllieca,ble socially and cross-culturally and economically, inclusive, and 

respectfil of all cultures involved. The systems designs or redesigns 

necessary to include cross-cultural leadership learning are beyond the 

scope of this action research project although the project and researcher 

can be the catalyst for facilitating the inclusion. 



4c) Create learning opportunities in the rcork place. 

The graduate candidate has facilitated concrete opportunities for learning 

w-ithin the defined work place of this project which is the university itself. 

The learning is as multi-level as this project demonstrates in it's 

exploration of these complex issues. 

4e) Help others learn. 

The graduate candidate received considerable feedback that his work had 

resulted in si-cant lezirning for the learners enrolled in the Aboriginal 

Leadership unit in LT.516. He facilitated the learning of others not only 

through the course material but also through the discussion group 

exchanges, communication with individual leamers, the evaluation 

process and through extended supports that continued afker the course. 

.5 a) Identify, locate, and ecaluate research findings. 

5 b) Use research niethods to solce problents. 

The graduate candidate's entire couse material and bibliography 

demonstrate how he identified, Iocated, and evaluated the research 

findings. As described throughout the research project, experience led the 

researcher to a process of questioning and evaluating the research 

methodologies and findings as they look through the "eyesn of Aboriginal 

people and researchers. Many of the LT 516 learners needed help with 

their research as Aboriginal authored sources are sometimes more 

difficdt to find and there are challenges in discerning accvate 

representations £rom within the large existing body of research about 

Aboriginal people done by non-Aboriginals. 

Yb) Communicate with others through writing. 



The graduate candidate demonstrated this competency in a varie@- of 

ways. He authored the Aboriginal Leadership course material that was 

inchded in LT*516 in September 1999. He communicated on-line as the 

Teaching Assistant for 37 learners. This included written exchanges, 

evaluations, and questionnaires. He has rewritten and up-graded the 

Literature review that hopefdy will be included in the next presentation 

of LT516. 

ï e )  C'se computers to facilitate comnlunication- 

Al1 of the correspondence with the 3'7 learners enrolled in LT516 was done 

on-line. The responses to learners, submissions to their learning, 

evaluations and questionnaires were all communicated to and from the 

graduate candidate through computers. The candidate's knowledge about 

communication using different software, best use of attachments, and 

tracking learners work and responses, increased dramaticdy during this 

process. He recognizes that more personal learning in this area would 

only improve his communication with learners. 

Additional Competency Added 

3 d) Ecaluate and plan one's oum role and future rüithin an 

organimt.ion. 

The graduate candidate believes that Royal Roads University is the 

appropriate host for a serious study of the cross-cultural challenges facing 

Aboriginal and non-Aboriginal leaders. Furthermore, the candidate 

believes that his 36 years of involvement with the subject are of deep 

value to the successful evolution of this project. His long history of 

innovative program design, his 14 years as  a private consultantltrainer 

(much of it developing infrastructure and skills building with First 

Sations), his high Ievel of involvement in designing and facilitating 

competency based adult experiential learning processes, and his life long 



personal cornmitment to improving AbonginaYnon-Aboriginal relations 

through personal involvement and the training of many others, make him 

the appropriate choice to facilitate this development. Upon completion of 

this thesis, the graduate candidate intends to facilitate a discussion with 

XIALT and RRU program administrators about the feasibility and 

appropriateness of proceeding with expansion of cross-cultural leadership 

Iearning to a degree that befits this important leadership challenge. 
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IV. Aboriginal Leadership 

Ir~rroa'r;cthn: This section of  uni^ One is the result  o f a  growing interest in the ErLUT 

ienrn ing  community in aboriginal leadership a n d  aboriginal leadership challenges. 

h!storical a n d  curren t. There is no assumption t h a t  this brief introduction represents 

anpthing other than a limited view of an enormous body of knowledge. Aboriginal 

people-' spir i tual  understandmg of themeelves a n d  their  connection to the living ear th .  

and their  strong relationship with their Eldérs. a r e  two important areas of knowledge 

and  a re  intentionally not dealt with in this writing. Considering the magnitude of their  

importance. the author  believes it would be inappropriate for anyone. certainly any non- 

aborigina!. to a t tempt  to encapsulate the scope of theù pervading influence. The au thor  

does not assume t h a t  this writing represents t h e  views of aboriginal peoples. The intent  

is to inform the reader of some of the issues. historical and  current. challenging 

aboriginal leadership today. I t  is a n  invitation to t h e  learner to explore further, and  an 

exprossion of hope for a more inclusive human community. 

ln  th i s  section. the word "Western" is meant to represent  a genus of Western 

EuropeanNorth k n e r i c a n  socio-political, economic, religious values and practices. The 

'xord "aboriginal" is meant  to represent the indigenous peoples of North Anerica. 

Historical Context: Current issues in aboriginal leadership have been shaped 

profoundly b y  what  has transpired since firçt contact. T h a t  history is the foundation for 

understandmg present challenges in aboriginal and Canadian leadership alike. 

The basic elements in the content of the Indian Act have remained unchanged for over 

100 years. The Act. passed in 1876. is "a cradle-to-grave set of rules, regulations and 

directives. From the  tirne of birth. when an indian child must  be registered in one of 

seventeen categories defining who is 'Indian', unt i l  the time of death. when the Minister 

of Indian Affairs acts  as  executor of the deceased person's estate.. . " (MercrecWurpel 

1994) 
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.4 hiçmrical carcade of l a w s  waa born in this Act. Thcsc lawr  methodically eroded 

aboriginzl peoples' hurnan and  civil r ights  to live. move. work. makc decisions. and  

gaiher  in ways th3t  are consistent with their beliefs and  cultural practices. In the more 

t h a n  t w o  centuries since its passage. in spite of some significant rewording and  re- 

framing and increased consuItacion with aboriginal nations. the Act and the  

g0vernrner.t h a s  retained neariy absolute legidative control over aboriginal peoples and  

administrations. Taizizke .%ifred describes these changes a s  "redefining without 

reforming". ensuring t h a t  "it is still white society's needs t h a t  a re  met." (Alfred, 1999) 

The superficial benevolence in this procecs can not hide the  clear commitment to 

assimilation. Sir  John A, Macdonald's staternents k m  the discussions and debates of 

Hansard encapsulate t ha t  commitment in a n  early form. "bltimately, within a few 

generations, there will no longer be any Indian reserves, there  will no longer be any  

Indians arid. therefore, there will no longer be any lndian problem." (Sinclair. 1997) 

Given this history, the  current challenges in aboriginal leadership are  enormous. Some 

aboriginal comrnunities choose simply to fill in Western hierarchical roles with 

aboriginal people. Aifred states thz t  the  existing power s t ructures  are  content with 

Indiana rurining the reserves "so long a s  they behave like bureaucrats a n d  carry ou t  the 

a n e  old policies. Redefined and reworded, the 'new' relationship still abases  

indigenous people, aIbeit more subtly." (Alfred, 1999) 

The A c t  is hated by many.  Former Grand Chief of the  Assembly of First Nations Ovide 

MercreOi ctated t ha t  "We cannot survive and make progress under the totalitarian rule 

of the  I n b a n  Affairs bureaucracy; we have to do it through the  free will of our  peoples." 

(Mercredi 1993). Both Mercredi (1994) and  Alfred (1999) reflect the  opinions of most 

aboriginal leaders t ha t  the  Act is a n  unacceptable racist relic. The  desire to be rid of i t  

is strong, yet  rnany aboriginal leaders and  c~mrnuni t ies  a r e  dependent upon the  

inherent paternalism in the Act and  its bureaucracy and fear a life without i t .  
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The historical rêvisions made to the  Indian Act have addressed many issues about the 

zdministration o r  the legislation and have improved some things for aboriginal people. 

But itç core dimensions of domination and  control of a people continue to be  its defining 

features. 

PIiiLosophy of Leadersliip: The foundations of Korth .knerican aboriginal leadership are 

fundamentally different frorn thoae i n  Western Classical leadership. An understanding 

of the differences is critical to appreciatin g the evolving leadership challenges for 

aboriginal and non-aboriginal alike. A t  the root are  the contrasting beliefs about  

ecological placement. In his speech to a n  Aboriginal Justice Conference in Saskatoon in 

1993, &sociate Chef  Judge of the Province of Manitoba, -Murray Sinclair. pointed out 

the ddferences between the Western tradition. in which "man" is placed in a hierarchy 

just below God b u t  above "al1 other ear th ly  creation", and the aboriginal tradition, in 

which the interests of mankind "are no t  to be placed above those of any other  p a r t  of 

creation." (Sinclair 1993) Chief Seat t le  sumrned up the aboriginal view in this way: 

"This *Xe know. the earth does not belong to man; man  belongs to the ear th .  This we 

k n w ,  all things ore connected like the blood which unites a family. Al1 things are 

- connected." (Seattle, 1852) 

These contrasting world-views rnanifest themselves in every dimension of t he  historical 

relationship between Western a n d  aboriginal cultures. They can be characterized 

respectively as exclusive and inclusive views. "In the mat ter  of the hierarchy, or 

relative importance of beings within creation, aboriginal a n d  Western intellectual 

traditions are almost diarnetrically opposed. I t  goes without saying t h a t  our world-view 

provides the basis for those customs. thoughts and  behaviours we consider appropriate." 

(Sinclair 1993) (1 talics in original) 

Milton M. R. Freernan, Professor of .Anthropology at the University of Alberta, 

elaborates on the fundamental cultural  differences by explaining t h a t  Western methods 

ROYAL R O - D S  L'Ni ïTRSIn CLcusical S t u d k  in Leaàer~hip LTS16 



Appendix A 

are in essence reductionist. (Ross, p.62) They seek to "understand organisms or nature 

by studying the smallest or simplest manageable pa r t  or sub-systern in essential 

isolation." Aboriginal views. on the other hand. focus on life "in a worid not of linear 

casual events b u t  of constantly reforming. mulri-dimensional, interacting cycles where 

n o t h n g  is simply a cause or an effect, bu t  al1 factors a r e  influences impacting other 

elements of the systern-as-a whole ..." (Freeman 1992) It is noteworthy that  recent 

developments in Western theories of leadership and  syeterns chronicle a migration from 

traditional hierarchical and reductionist models to servant  leadership and holistic 

systems t h d u n g  inherent in aboriginal life and  aboriginal leadership. 

Tradrtional approaches to leadership in most Western societies were hierarchical. In 

contrast, much  of aboriginal leadership was ecological. The community decided who 

would be bes t  suited to lead in the endeavour a t  hanL The selection of a leader was 

driven by the  needs of the community at  any given time. One cannot abstract f h m  or 

eliminate the  concept of comrnunity when discussing aboriginal leadership. "In fact, it  

is impossible t o  understand an indjgenous reality by focussing on individuals or discrete 

aspects of c u l t w e  outside of a community context." (Alfred. 1999) To budd on Chief 

Seattle's earl ier  words, the belief in universal interrelationship was eq re s sed  by 

consensus in the  community. Consensus decicion making processes in aboriginal 

comrnunities u e r e  representative of the thoughts and  needs of all, often including 

cfüldren. The quality of the decision roached was more important than the efticiency of 

the process used to corne to the decision. This s tands  in s t a rk  contrast to the Western 

hierarchical method, where decisions only need represent the  interests of those in power 

toclk precedence. The primary example of the contrast  is the selection of leadership. 

Clan mothers  often Gd the selection. Leadership was functional and, a t  every moment. 

was in the decision-making han& of the community. Leadership in the Western 

definition w a s  positional. I t  meant having power and  influence over others. 

From the Western viewpoint, the most easily recognized form of aboriginal leadership 

was  the hereditary chiefdom. The chiefdoms mirrored the familiar Western modek of 
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royalty where leadership stature was a matter of bloodline. Less easily understood by 

Westerners was the clan system where certain responsibilities for the larger, cornmon 

good were allocated to specitic clans who supported the learning of the skills needed to 

fulfil those responsibilities. In Ojibway culture "children of the bird clans, for example, 

were expected to put special effort into developing their leadership skiils by 

concentrating on such things a s  speaking, grarnmar, history. and tradition. given tha t  

leaders had  no other authority except the force of ... character and persuasion." (Ross, 

1996) The young in these family/clans were groomed from an early age to expect, 

accept, and carry out the leadership roles. They were neither selected nor elected. 

Electing leaders was a Western process imposed, by government legislation, upon 

aboriginal communities. It continues to be the process of choice in selecting leadership 

in contemporary aboriginal Me. 

The majority of aboriginal communities. however, used ta select leadership o d y  as the 

need arose, utrlizing the talents and skills they had h m  within their people. 

According to .*tonel Mdler, and -Myles (1986 p.13) there are five basic areas in which 

communities seek leadership. 

- Eàucation, 

- Government, 

rn . Economics/Production. 

. Social Organization, 
. SpirituaYCulturd support. 

Those chosen to lead in these areas revealed their appropriateness through Living a life 

of demonstrated cornpetence and character. They performed the key functions OF 

a) CatoLysr o r  Guide: The guidekatalyst was afforded the "right "to lead because of a 

known cornmitment to respecting the rights. traditions. and desires of the 

community. This person leads the community to discover i t s  own potential and  

resolve problems; 
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b) ficilitalor or Enabler: This person ~ i s  chosen to facilitate the cornmunity 

organization process. Enabling the community to define and  act upon i t s  

decisions. This person often will be called upon to represent the community in 

dealings with other organizations: 

C )  Expert or Teacher: This person provided information, technical experience. advice. 

and evaluation to the c o m m u n i t ~  or to groups within the conimunity. This 

person is not an enabler but ra ther  a n  inforrnerlteacher: 

d) Therapist or Counselor. This pergon was ernpowered to  deal with underlying, often 

unconscious forces ah ich  undermine the community confidence and ability to 

organize. ( h t o n e ,  Miller. Myres. 1986). 

Many aboriginal cultures in North &nerica measured character and cornpetence 

against  a s e t  of principles described as the Seven Grandfathers o r  the Seven Truths. 

These principles are Honesty, Bravery. k n d n e ç s ,  Wisdom, Respect. Love, and Humility 

Individuals who adhered to s o m e  o r  al1 of these in their behaviour, were expected to 

lead. In close knit communities those who kept these Truths were well known and 

would be approached to lead when the community needed them. Because of the 

communal nature of aboriginal communities, rnembers could allocate leadership by 

consensus on the basis of long observed behaviour. "So there is  no such thing a s  a 

leader who has authority over al1 thingo. Instead, it is a question of exercising 

leadership skills as the occasion demands, rather than having authority over others 

given to you for a set  period of tirne." (Ross 1996) (italics in original) 

In Return to the Teachings, Rupert Ross explains that leadership was not based on 

command or expected obedience. Leaders had to rely on persuasion and  moral stature 

instead of force. Once a process o r  project was completed. "members disbanded and the 

act of leading w a s  terminated." (Ross 1996) 

This holistic approach to leadership was rnisunderstood by the  non-abonginal 

colonizers. They assumed tha t  aboriginal peoples had no leadership because they 
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couldn't easily identify a hicrarchical power figure. The indian Act and ensuing 

legislation imposed on al1 First Nations the process of democratic election of selected 

candida tes to hierarchical term posi tionz. These laws created what Ovide Mercredx 

cal15 the " 10 second mode1 of democracy." "It gives us input a t  the ballot box for a total  

of about 10 seconds every few years." (Mercredi/Turpel. 1996) 

Recent improvements in the superficial elements of the Act have not had a direct. 

positive effect on the lives of aboriginal people. The fundamental results of centuries of 

ethnostress have not changed or been successfully addressed by any of the negotiating 

to date. h t o n e ,  iMiller, and Myers (1986) examine ethnostress in an  educational book 

t~ t l ed  The Power Within Peo~le .  They begin by stating that  indigenous people still lead 

both Canada and the United States in suicides, aicoholism, family breakdown, and 

substance abuse. They present enlightening strategies for addressing community and 

personal health. They suggest tha t  the effects of continual oppression are most often 

expressed in the way individuals t reat  themselves, their farndies. and their 

communities. 

Feelings of helplessness, hopelesenesî, and buried rage, xhen  combined with the 

seduction of greed and power, often lead aboriginal people to turn on each other. 

Taiaiake .41fked addresses the critical dimensions of oppression that  now manifest 

themselves in such destructive behaviours aboriginal to aboriginal. man to woman a n d  

chdd, and greed and power-driven aboriginal administrators to community members in 

some communities. "Colonialization created the conditions of material and social 

deprivation, but the failure to confront them is Our own. Why have we directed our  

anger a t  ourselves and our families rather than its source?" (.Alfred, 1999) 

Current  aboriginal leaders, he challenges, are using power and Western style structures 

"with the best of intentions for the good of the people" but "the fact remains that holding 

non-consensual power over others is contrary to tradition." (Alfred. 1999) 
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Chsing  Remorks: To establish justice. restitution. and integrity in the relationships 

between aboriginal and non-aboriginal peoples. non-aboriginals face significant 

chzllenges a s  well. Peggy McIntosh outlines one of the challenges resulting from 

cultural blindness. "As  a white person. 1 realized 1 had been taught about racism a s  

s o m e t h n g  which puts others a t  a disadvantage, b u t  had been taught not to see one of 

its corollary aspects. white privilege. which puts  me a t  an advantage." She describes 

ths p r i d e g e  as "an invisible package of unearned assets which 1 can count on cashing 

in each day, b u t  about which I was 'meant' to remain oblivious." (McIntosh, 1988) 

Black activist and satirist. James Baldwin. speaking in Toronto in 1971. said that as 

strong and a s  just as their arguments were. Little changed for black Americans until 

w h t e  knericans began to diçmantle their own personal practices that  consciously o r  

uncûnsciously supported black disadvantage. 

The challenges for non-aboriginals and certainly non-aboriginal leadership are two-fold. 

First. non-aboriginals must "remove the barriers to growth." (Senge, 1994) The fvst 

challenge in leadership is to see and challenge cultural and persona1 paradigms which 

encourage us ta seek privilege over others. One systemic problem with privdege is the 

unconscious ignorance i t  engenders in otherwise caring people. Salish consultant, 

Carrie Ford, talks about this: "What non-Native people need to know about me is far 

l e s  than what they need to know about themselves." 

Judge Rupert Ross agrees. "As long as the government and officials of this country 

continue ta act as if the original peoples are the  ones in need of instruction and 

improvernent, so long will suspicion and distrust persist." (1992. paix). Taiaiake ALfred 

expresses tha t  distrust in a vanety of ways in his writings. "Lawyers. advisers, 

consultants, managers, government agents" he  says "are not Native and therefore 

cannot be expected to share our ideals." (Alfred, 1999) (author's italics). This simple 

expression of distrust of non-aboriginals speaks to the  natural results of oppression a n d  

unearned privilege. 
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The second leadership challenge is to define a n d  then facilitate the development of an  

ethical framework for our future, That  framework must address these assumptions and 

privilegcs a n d  encourage cornmitment from the  privileged. We cannot expect trust from 

Our aboriginal partners unless we become trustworthy and truly inclusive ourselves. 

Guide to Readings: 

FIXST READING. Judge Murray Sinclair h a s  distinguished himself as one of many 

current aboriginal leaders. He is Ojibway a n d  an Associate Chief Judge of the Province 

of Manitoba. He has practiced law since 1980. His teaching and speaking on matters of 

law as it relates to abcriginal issues and aboriginal rights keep him in great demand 

nationally. He presents a aboriginal perspective of Canadian law and its past and 

current impact on aboriginal lives. 

The reading is a speech he offered to the Aboriginal Justice Learning Network in 1997. 

He examines the relationship between Canada and aboriginal people by highlighting 

the legislative 'nistory. 

SECOXD RE.4DING. The second reading is a small book to help people and 

communities understand the origins of the confusion in their Lives and to offer some 

methods for organizing healthier cornmunities. Ifs purpose was to support aboriginal 

comrnunities b u t  has contributed greatly in the  organizing of non-aborigùial 

communities as well. 
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1 - 3 8 t9,iiio...,phy ,.i r..-.,,+ ..,. A,, 

Points to Ponder 

In your view. wha t  can non-aboriginals learn from the issues facing aboriginal 

leadership in Canada? What can they learn from these issues tha t  will impmve non- 

aboriginal leadership issues? 

Describe and comment on the gender system differences (e-g.. the placement and 

treatment of women) between aboriginal cuIture and  Western culture (or 

con temporary m ainstream Canadian culture). Discuss the implications for 

leadership of these differences. 

Elaborate and refiect on the philosophical differences between aboriginal leadership 

thinking and one of the other philosophical approaches covered in this unit. Make 

caroful and  detailed comparisons. pointing ta similarities or opportunities of 

convergence, as well as  cissimilarities a n d  ultimate incompatibilities. mat can be 

done to bring about a meeting of minds? 

Kna t ,  ir! your view. are the leadership challenges invoIved in establishing justice 

and  ~ q u i t y  in aboriginaI/non-aboriginal relations? From a leadership perspective. 

w h a t  can non-aboriginals do to help improve their evolving relationship with 

aboriginal people in Canada? 

The Seven Grandfathers or the Seven Truths. as ethical principles of some 

aboriginal approaches to leadership. suggest comparison with ethical principles from 

Western culture. 1s this similarity less than i t  seems, or does i t  hold out some hope 

of convergence. despite cultural differences, of leaders hi^ ~h i l o so~h i e s?  



Appendix B: Empirical Questions Applied in Parallel to the 6-1 
Action Research ~rojed 
(Used by the researcher for Tracking Leamers and Leaming) 

1s the learner familiar with the context of Aboriginal issues? 

1s the learner familiar with current and historicai Aboriginahon- 
Aboriginal cross-cultural issues? 

Does the learner address the current issues fiom a &st person or a 
third person perspective? 

In relationship to the information, is the learner developing a learning 
path for themselves? 

Does the Learner express any interestldesire to alter their personal 
approach to leadership as a result of the new learning? 

WhaUwho does the learner believe needs changing in Abmiginahon- 
Aboriginal relations? 

Does the learner defhe a role for themselves in the changes? 
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Questions for MALT 994 and 99-2 Learners Who Chose the Aboriginal 
Leadership Option in Unit 1 of LT516 for Oct. 1999. 

1. How do you feel this course material, readings, and discussions have 
affected your understand of: 

i. Aboriginal Leadership? 
ii. Non-Aboriginal Leadership? 

iii. Your own Leadership style? 

2 .  What can we, as  contemporary leaders, learn from our historical 
relationship Aboriginal and non-Aboriginal? 

3.  Would it be useful to expand the leaming about Aboriginal leadership 
into other parts of the MALT program? What kind of learning do you 
thinEr would enhance the learning? 

i. 
. . The summer residencies 
II. The distance learning 

4. What have you learned about yourself in this process? 

3. How can we Find a way, with integrity and authenticity, to integrate 
First Yations leadership principles and practices jllto the MALT 
program? 

My last question is: 
"Do I have your permission to use your answers (data not names) as part 
of my research for my major research project?" 

I thank you for your generosity, wisdom, and open spirit as  we explore this 
difficult subject. 

Paul Bagordo 
MALT 98-1 
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Questions for MALT 99-1 and 99-2 Leamers who chose the Aboriginal 
leadership Option for Unit 1 of LTS16 for Oct.1999. 

1. How do you feel this course material, readings, and discussions have 
affected your understanding of: 

a. Aboriainal Leadership 

* I reaily enjoyed the course material, readings and discussions for this module- With the 
historicai perspective, 1 found myself feeling more empathetic regarding the Aboriginal leadership 
chzllenges today. Antone et al articulated the information very well. The Executive Director for 
our Health Board would like to bonow the readings. We work so closely with Aboriginals. that I 
think it is important to learn as much as we can about each other and our leadership sirniiarities 
and differences so we can attempt to better understand why we do the things we do and how we 
can improve Our relationships. 

*This course has been an "eye opener" for me with respect to the history of the 
treatment of aboriginal peoples in Canada. 1 partîcularly enjoyed Judge 
Sinclairs transcripts. As someone living and working in a region of our country 
that has a majority aboriginal population. 1 recognize how little 1 know. It has 
oiven me a better appreciatiodunderstanding of the "anornie" 1 see and feei 
C 

prevalent in aboriginal (and other) cultures today 

" In terms of the issues affecting aboriginal peoples. I found the readings and discussions very 
humbling and illuminating. I have been vaguely aware of the issues and histow. moscly by 
"osmosis" - the news. friends. working on projects with the Friendship Centre, etc.. But to actually 
sit down and focus and pay attention - 1 needed to do this. I t  makes the issues much harder to 
ignore. 

Over and above the module 1 have sought out  additional resources and opportunities to learn more. 

This section was different thon the others (Plato. etc) because history and context and personal 
stories were stressed much more here. This is a good thing, but it feels a bit like '*which one of the 
four  does not match the others.. .." 1 chose to  do this module partly because it was different, and 
certainly more relevant to me. 1 understand the value of knowing about long-dead white guys' 
thinking as that has certainly shaped our  current reality, but aren't we trying to change that? (Heh. 
why weren't there any women studied?) 

* Although I have a deep interest in Aboriginal culture, my knowledge is 
1 imi ted. The readings and discussions were extremely valuable in 
opening my eyes to Aboriginal Leadership - 1 was struck by their 
deliberate strategies to identify leaders as children and develop 
leaders for specific situations. 
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* I feel that al1 the above have helped me understand general issues about aboriginal leadership. 
It makes me want to study more. 

They transcript by Chief Judge Murray Sinclair was very insightful from a Justice System 
perspective. 1 have shared this paper with many others both from the Aboriginal 
community and in the College. The true nature of Aboriginal Leadership today, was not 
really examined. The concern that 1 have is the credence given to the 'myths' of 
A boriginal leadership. 1 have been involved with Aboriginal communities most of my life, 
and a few years aga worked with the local communities ta develop a Management in 
Aboriginal program which we delivered through the College for 2 yean. 1 have also been 
involved in Treaty Training for Treaty Liaison Workers, and I'm presently involved in 
workplace training for community people who are leaming challenged. 1 guess 1 wanted to 
kno w about leadership today and Aboriginal Canada with al1 its new dynamic and 
challenges. 

I think we definitely need to have more readins/Iistening/viewing by Aboriginal leaders and 
authors. To understand Aboriginal leadership one has to have an understanding of what 
has made Aboriginal cornmunities what they are today, and an awareness of the issues 
they are currently facing. Too little information leads to negative or pan-lndian 
stereotypes and 'instant expert' syndrome - scary stuff. 

We are not studying non-Aboriginal leadership in terms of how the Romans or Greeks lad 
in this unit, and we do not do justice to modem day Aboriginal leaders and their eclectic 
leadership strategies/philosophies by focusing on a mix-n-match of poorly understood 
traditional models from a van-ety of very different A boriginal cultural groups. 

* 1 have a new and better understanding of the Aboriginal culture now. 1 have 
a respect for the method of leadership. It is not what 1 am used to. It rnay 
be slower than Western democracy but 1 feel it is more inclusive Le. the 
community takes ownership. There is a sense of responsibility to each other 
and no emphasis on power e.g. the leader can change according to the project 

* 1 a) b) C )  1 feel the readings gave me a more complete understanding of the 
> h istorical events surrounding the destruction of the Aboriginal culture 
and 
> a more complete vision of the process of destruction. 1 have always been 
> interested in how an individual's esteern is ruined as 1 am confkonted with 
> this issue regularly in my work. The formulas presented in the "Power 
> Wi thin People" for the process of psychologïcal, emotional and cultural 
> dissolution were enlightening and re-inforced my belief that it is a 
simple thing to understand, despite the difficulty we face in rebuilding. 1 came 
> to realize that non-aboriginal leadership is very victimizing, again, 
> something I have always sensed but had not been able to articulate. 1 
> learned several practical approaches for helping children who have been 
> victimized in a sirnilar fashion and for working within my organization 

with a c1ea.r understanding of and strategy for dealing with the hurt and pain 
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> that surrounds most individuals. 

* 1 have iiad a lot of first hand esperience working with First Nations children but 1 am 
sad to say 1 was almost completely ignorant of the importance of the leadership style 
disti iic tions in understanding the difference in cultural behaviours. 1 finally understand 
just the beginninçs after reading the materiais and partaking in the discussions why it is 
so difficult to cornmunicate as a non aboriginal with the leadership of our local aboriginal 
people concerning their chi Idren. As a people. the evidence of the shock of ethnostress is 
zlaringly evident. The interna1 strug_ole to refocus and live traditional foms of leadership - 
while the  esternal world pressures with papenvork and mechanized/computerized 
tirnelines must be tremendous. 

* 1. 1 found the materiai indeed useful in understanding Aboriginal 
Leadership. 1 had done some basic reading on Aboriginal issues a few years 
ago when I was taking a Strategic Studies course, but 1 tended to 
concentrate on the Politics and the legal framework, and not on the humanity 
and leaderships aspects of the Aboriginal Culture. 1 am not sure the reading 
has affected m y understanding of non-Aboriginal leadership per se, but it 
did shed a big light on the conflicting philosophies of the pas ,  as 1 see 
it. Nearly autocratic governments dealing with a People living on consensus 
leadership sounds Iike a recipe for the disaster that occurred in the last 
century. -4s to my own leadership style, weI1 ... 1 am a Commodore in the 
Navy. 1 was raised since 17 years old to rnake plans, assess nsks, and give 
and take orders. As I rnatured and progressed, 1 realised that my successes 
were more due to a blend of participative and consultative then autocratic 
leadership. 1 am not sure that my environment would always allow me to 
abandon myself to the collective wisdom of others, but 1 have corne to value 
consultation. So there is a thread- 

'. The material thus far has deepened my resolve to do things "differently ".... I 
have been fortunate in the past 13 years to work with very pro-active people in 
terms of furthenng/developing reiationships between cornmunity groups. I can 
still grimace in recalling my former principal cal1 "Indians" down to the gym for a 
"dressing-down" (lots of fighting had been occurring) in my first or second year as 
a teacher. (Oh it was shocking ...A couldn't believe that someone in a leadership 
position ....j ust years away from retiring ... could be so insensitive.) There was a 
lot of you-know-what hitting the fan after his "page" in the following days. and it 
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was a symbol of how far the school had fallen in interactions between the two 
groups. From there it has only gone up, to the point that the rniddle school is 
teaching the s'encooten (spelling?) language. We have incredible teaching 
assistants, a full-tirne instructional support teacher at the board office, al1 to 
support Our better liaising and meeting the needs of the aboriginal 
students/community. There has been oppominity for us to attend several long- 
house functions. and. unfortunately. to attend too many fiinerals on band land. In 
my current position as adrninistrator of altemate schools in the district, I see 
students who did not succeed at al1 in the regular syste ri'.... and of course we 
have 10% population at the one campus as aboriginal students. I need to know 
how to better serviceladdress their needs. how to play a more effective role in 
their [ives. and how to leam more about why they have the leaming challenges 
they do. The materials and discussions in this section have helped me 
somewhat--aithough more discussion, perhaps on-line or in-person, would 
greatly benefit me, rather than our generalizing. I'rn at the point where I need 
specifics. 

* The course has absotutely, irrevocably affected my understanding of 
Aboriginal people. Having been born and raised in BC, you may think that I 
wouId have some knowledge of the Aboriginal culture and people. In fact, 1 
didn't. It took the Malt program to open my eyes, ears and pores to the 
fact that 1 knew nothing! 1 now believe that 1 have at Ieast touched the 
surface of understanding the culture and. indeed, do feel that at least the 
top layer of the onion has been peeied back. I am a believer that whatever 
culture we are bom into is but an accident of birth and that we share this 
land together and so I have never feIt distant or separate fiom Aboria@aI 
people. Now 1 realize that is because 1 walked around in my 'privileged' 
white skin, not knowing the very history that gave me that prîvilege. It 
has been exciting, e ~ c h i n g  and worthwhile for me to learn the very little 
that i now have. It is but a beginning. 

b. Non-Aboriainal Leadership 

* 
The demands of non-Aboriginal leadership are enonnously different from those of 

A boriginal leadership. The course materials are excellent in tems of developing a better 
understanding of non-Aboriginal leaderrhip. Perhaps there is even mon, we could learn 
about ourselves and ouf own systems &y increasing our undentanding of the impact ouf 
leadership has historically had on Aboriginal people, how this impact has contributed to 
the state of Aboriginal communities today, and the ongoing affects today of ouf current 
political agenda 'S. 
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* This module did not really give me any different perspectives on Non-Aboriginal leadership 
styles. but rather the differences between the Aboriginal and Non-Aboriginal leadership. 

* Our "western" models of leadership has begun to move towards a more 
holisticivalue based mode1 of leadership .... somethuig aboriginal cultures have 
done for centuries. 1s the concept of servant leadership really an emerging 
transformational theory? 

-j: in  terms of leadership: One thing 1 found interesting is that the other three leadership 
philosophies that were studied were attributed to one person - Plato. -Machiavelli, Lao Tzu. Yet this 
section was ".Aboriginal Leadership" as if aboriginal leadership were a homogenous thing. 1 found 
that reading through "Chiefs and Etders" there were many similarities in the chiefs' and elders' 
philosophies. but they by no means agreed on everything - and that was just in BC. 1 think it is 
important to point out that different aboriginal communities may highligh t different values and 
exhibit leadership in different ways. If we are going to generalize. we should acknowledge that we 
are doing so. And if we are going to cal1 it Aboriginal Leadership, we have to remember there are 
aboriginal peoples a11 over the world, not just in BC. 

Having said that. 1 really enjoyed learning wbat Judge ~Murray Sinclair had to Say. 1 also enjoyed 
the Power Within People. although 1 found it more of a "how to be a community facilitator" than an 
actual treatise in leadership philosophy in the manner of the others (again this is not a bad tbing, just 
different). And that doesn't mean it's not a valuable resource. 

* I believe my understanding of non-aboriginal leadership was also 
enhanced. particularly due to the cornparisons made in preparation and 
wri:ing of the statements. Throughout the exercise, 1 consistantly 
compared rny o\vn leadership style, and, more importantly, identified more 
specifically with what 1 believe my leadership style should be. 

* 1 have a hstration with Western Leadership, as it seems al1 o u .  leaders 
when given power do not serve the people. 1 think our Government is ciriven 
by the dollar. There is no consequence for poor judgement or basic 
incornpetence. I f  we ran our households budget as they have the national or 
provincial budgets. 1 think the country would be in a better state. For 
example if the fast ferries was purchased in BC had been a business deal 
with the minister responsible truly accountable to al1 BC tax payer there 
may have been a business plan in place. 

* 
This course and its readings, discussions have made me think more of non-aboriginal 

leadership and how it rnay benefit from aboriginal-style leadership. particularly around the issues 



Appendix C Leamer Questionnaire and Responses 

of the importance of communities and leadership from within. 

* 1 am not sure the reading has affected my understanding of non-Aboriginal leadership 
per se. but it did shed a big light on the conflicting philosophies of the past, as 1 see it. 
Nearly autocratie govemrnents dealing with a People living on consensus leadership 
sounds like a recipe for the disaster that occuned in the last century. 

* I ;hini; :ha[ cvcrythirig \vc riid in tliis m i t  crin br: applied to n o n - a b o n y a l  lcridership. Altliough the 

Ixcklrroiinri - is ciiftkrc'nt rhr: phiiosopliy is the srtmc. 1 tliink studying ciifferent ciilturc's Icdrrship syles is 
.i:; c~;cllcrit \va- ro bnng n c w  i d e s  inro Iradership. 

!: 1.; 2150 Irnpmmt tu look cit how rltc riborigrnd community was trcatrd by "otrr" hisrorical lcsders. There 
1 5  >O I T I U C I I  10 lcam ~ i o m  rhis so that hopefully it wi1i never be repearzd. 

c. Your own leaders hi^ stvle 

* My leadership style depends upon which cultum 1 am working within; however my 
values/principles do no2 Vary. As a non-Aboriginal working in Aboriginal community my 
role is enonnously diffemnt from that of a leader fmm community. The more 1 leam about 
nonAborigina1 leadership, the greater the differences 1 retognize between leadership in the 
two cultures 

* I believe that this module gave me validation that the shared leadership mode1 has many 
advantages and that a leader takes on many roles at one tirne depending on the situation and the 
people involved. lnvolving people in decision-making gives thern a feeling of self-respect and 
energizes them to work through the issues at hand. Also, the process is not always easy and 
resolving the root issues needs to happen before any real progress can be made. 

1 believe or perhaps just aspire, to have an "aboriginal soul" My leadership 
style is value based. 1 am learning to look to myself first for answers and am 
continually humbled by what 1 have yet to leam fkom others. This will now 
include aboriginal perspectives on leadership. 

In terrns of my own leadership style. 1 believe it is so important to know more about our community 
and people's stories and to tel1 our own. Working in Africa for 12 years. 1 know that you have to 
t d i e  a lot of time to get to know people before you c m  expect to "do business" in any meaningful 
way. You can't make any assumptions. You have to find common ground and work from there. 

* The above have helped reinforced my leadership style, one of a shared, participative nature. 
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* The course has absolutely, irrevocably affected rny understanding of  

-Aboriginal people. Having been born and raised in BC, you may think that I 
would have some knowledge of the Aboriginal culture and people. In fact, I 
didn't. It took the Malt program to open my eyes, ean  and pores to the 
fact that 1 knew nothing! 1 now believe that 1 have at l e s t  touched the 
surface of understanding the culture and, indeed, do feel that at least the 
top layer of the onion has been peeled back, 1 am a believer that whatever 
cuIture we are bom into is but an accident of birth and that we share this 
land together and so I have never felt distant or separate f?om Aboriginal 
people. Now 1 realize that is because I walked around in my 'privileged' 
white skin. not knowing the very history that gave me that pnvilege. It 
Ilas been exciting, enriching and worthwhile for me to learn the very Iittle 
that 1 now have. It is but a beginning. 

* One of my failings is 1 am very impatient. The Aboriginal leadership style 
supports "slower is faster". Having read the literature provided 1 think that this is a wise 
move as it will build the cornmitment necessary to sustain any initiative. 

In rny new position as -Manager 1 facilitated the forming of ''gound d e s '  or 
ouidelines for behaviour which will ensure everyone gets the most out of the - 
w-orkplace. 1 believe the leadership philosophies of the Aboriginal Seven 
Grandfathers and Secretan's values cycle suppon this style of leadership. I 
have been in rny position for two tears and the feedback so far is very 
positive. 

On a more persona1 note. The Cancer Centre for the Southem Interior serves 
a large native population. I have never really understood why the natives 
were different. I have had my eyes slightly opened and will endeavour to 
share my understanding, of how we can adapt to better serve the AbonginaI 
community. 

-4s CO my own leadership style, well ... I am a Commodore in the 
> Nav-y. I was raised since 17 years old tu make plans, assess rkks, and 
give and take orders. As 1 matured and progressed, 1 realised that my successes 
> were more due to a blend of participative and consultative then autocratic 
> leadership. I am not sure that rny environment would dways allow me to 
> abandon myself to the collective wisdom of others, but 1 have corne to 
value consultation. So there is a thread. 
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-r 1 think 1 nrrd to look at rime in ri different light. as n-si1 35 looking to rny cornmunicy for participation in 
Iexiershtp. A good decision will onIy corne with thil knowledge and participation. 1 fcei that my own 
tendency iias been airnosr bi-polar: I either fil1 the semant leadership role, help buiid the corn muni^ and 
iiipport the appropriate leader for the circurnstances or 1 msli out md provide direction and order. S o t  
undersrmding eitlier behriviour has been stressîül even though succes s~ l .  1 beiieve that the knowledgs 1 
xn ;airiin2 rhrough tliis program \vil1 hslp reduce the mess  of  rny day to day intencrions. 

* The material thus far has deepened my resolve to do things "differently" .... I have been 
forninate in the past 13 years to work with very pro-active people in terms of 
funherin~developing relationships between comrnunity goups. I can still grimace in 
recalling my former principal cal1 "Indians" down to the gym for a "dressing-down" (lots 
of fighting had been occurring) in rny first or second year as a teacher. (Oh it was 
shocking .... 1 couidn't believe that someone in a leadership position ....j ust years away 
from retinng.. . could be so insensitive.) There was a lot of you-know-what hitting the fan 
afier his "page" in the following days, and it was a symbol of how far the school had 
faIIen in interactions between the nvo goups. From there it has only =one up, to the 
point rhat the middle school is teaching the s'encooten (spelling?) langage. We have 
incredible teaching assistants, a full-time instructional support teacher at the board office. 
al1 to support Our better liaising and meeting the needs of the aboriginal 
students/cornmunity. There has been opportunity for us to attend several long-house 
t'unctions. and, unfortunately, to attend too many funerals on band land. In my current 
position as adrninistrator of alternate schools in the district, 1 see students who did not 
succeed at al1 in the regular system .... and of course we have 10% population at the one 
campus as aboriginal students. 1 need to know how to better sen;ice/address their needs, 
how to play a more effective role in their lives. and how to learn more about why they 
have the Iearning challenges they do. The materials and discussions in this section have 
helped me somewhat--althou@ more discussion, perhaps on-line or in-person. would 
oreatly benefit me, rather than our generalizing. I'm at the point where I need specifics. 
Li 

2 .  What can we as conteworarv leaders learn from our historica 
relationship Aboriainal and non-Aborigma . . I? 

+ We have historically been remarkably arrogant as a people and ouf attempts to impose 
Our values and systems on Aboriginal peoples al1 over the wodd. We don? have to look in 
third world countn'es or to South Af*ca fo see what tyranny, genocide, cultural 
assimilation and oppression tan do to a people. Perhaps we can look at the affcts of our 
work on Aboriginal people and begin ta respect the phenomenal tenacity and courage of 
A boriginal people Co survive and protect their identity as culturally unique people. 
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As above. I feel that by leaming more about the history. I certainly have become more 
empathetic towards the Aboriginal leadership challenges. 

- Can wr really learn From Our rnistakes? Do we have the ability to seek f m t  to 
understand and ask forgiveness.? It will be a long diffkult road to develop the 
trust necrssary to heal the relationships. 

* I t  ha5 taught me to really question my motives when 1 make leadership decisions and ask "who 
does it serve?". Have 1 done things because they seemed expedient and pragrnatic s t  the time? Have 
1 reaily taken the time to find out what is behind people's actions? Do 1 know people's stories? Am 1 
renlly respecting other people and their needs and desires? Have 1 honoured what they bring to the 
table? Do I project and assume what is in others' "best interests"? 

* Asain. the ernphasis .4boriginals place on identifjring and developing 
leaders is what organizations and non-Aboriginals can leam (and need to 
Iearn). i rarely see a dedicated strategy towards developing leaders in 
orsanizations. communities, or families. 

* We must learn that we cannot dictate our views on others without understanding what things 
are important to them. We must that their are differences in our cultures that will affect al[ 
aspects of how we act and function within our communities. We must try to understand those 
differences and work to build bridges as opposed to imposing Our own. 

* In short there is no quick fix. That has been nied by the enforcement of 
the Aboriginal act. 1 believe we can live in harmony if both sides can 
address the issues openly. There m u t  be a balance established between the 
old and the new of both cultures. We cannot focus on the past mistakes 
othenvise we al1 become victims (The Aboriginals of the laws imposed and the 
others of the upholding ridicuIous laws.) 

* . As contemporary leaders 1 think we c m  l e m  fiom Our history to be 
more secure in Our own beliefs and culture. To be accepting and supportive of 
> ail human beings and to get to know about others before judging ?hem. 
Seems pretty universal and quite like the ten cornmandrnents. 

* . One lesson for Aboriginal and non-Aboriginal relationship is that we 
> non-Aboriginals do not know our real history. The old text books 
> concentrated on the deeds of colonising folk heroes and their good or bad 
> encounters with First Nations. The Baby Boomers were raised on a diet of 
> Hollywood movies which we know depicted until this decade most First 
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Nations as savages who needed to be spiritually saved and culturally transformed. 
I have had increasing contacts with politicians and industry leaders and 1 suspect that for 
most. their understanding of Aboriginal culture and value is extremely limited, or at least 
as limited as mine was. In today's context, we are dealing with a country which is a 
mosaic of ethnicity and which is changing in my view as rapidly as every decade. 1 
would expect some political leaders at the 1ocaVmunicipal levels might get to know 
their constituency and its mix ofculture, but 1 suspect many would not. The 
same would apply in business. Take for exarnple Toronto where a large influx of East 
Europeans has changed the demography of the labour force. Have 
managers bothered understanding the deep-seated values and the culture of their 
employees? If. they have not, how can they be effective in engaging a true dialogue to 
reach equitable and humane work conditions and practice, etc. 

* In short there is no quick fix. That has been tned by the enforcement of 
the Abori,oinal act. 1 beIieve we can live in harmony if both sides can 
address the issues openly. There must be a balance established between the 
old and the new of both cultures. We cannot focus on the past mistakes 
othenvise we al1 become victims (The Aboriginals of the laws imposed and the 
others of the nphotding ridiculous laws.) 

* From historical relationships tve can leam that change is absolutely 
essential to developing a more colIaborative approach to determining the 
'common' ground behveen us. Autocratie, imposed 'white mans' rules' should 
be abolished in favour of an attempt to h d  leverage. We are brothers of a 
cornmon humanity. 

* That each community has incredible strengths, and that we need to capitalize on 
learning how to share those strenagths with each other, rather than re-invent any wheels. 
The aboriginal's "grounding" to earth and core values is a direction in which non- 
aboriginals have been drawn to in recent years ("trendy") .... we need to drop 
discrimination as barriers and respect and learn fÏom each other. 

* Thc main points o[my srarcmcnt was tliar ws can leam tiom tiic abonsinal vaIucs md thc goupitcam 
npprmch. *I l i i . i r  rcspect t i v  rhc environment and mothrr earth is also iornerliiiig tliat neecis to be nsar ro al1 
O t' m. 11\.crthing ~VL' do. impacts soriieoiie or soniething. 

* IVr must Iram to build and value community build on soiid vision and values in order to have a 
community ot'lsaders that will provide quaiity rather than charismatic leadership. 

* From historical relationships we can learn that change is absolutely 
essential to developing a more collaborative approach to determining the 
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'cornmon' ground behveen us. Autocratie, imposed 'white mans' rules' should 
be abolished in favour of an attempt to find leverage. We are brothers of  a 
cornmon humanity. 

* That each comrnunity has incredible strengths. and that we need to capitalize on 
leamin= Iiow to share those strengths with each other. rather than re-invent any wheels. 
The aboriginal's "grounding" to earth and core values is a direction in which non- 
aboriginals have been drawn to in recent yean ("trendy") .... we need to drop 
discrimination as barriers and respect and leam fkom each other. 

3. Would it be useful to e><pand the leamina about Abonginal . . leadership - 
into other parts of the MALT nrogram? 

What kind of learning do vou think would enhance the leamina? - 

a. The summer residencie~ 
* ALL Leadership in Canada involves Aboriginal people and so an awareness of 
Aboriginal cultures and people is essential. Any inclusion of Aboriginal materials or 
learning should be done by or under the guidance of Aboriginal people with the expertise 
to take on this challenge. 
The involvement of Aboriginal leadersleducators in the development of any and al1 
materials about Aboriginal people and the involvement of more Aboriginal lecturers and 
students in the program. 

* I found that many of the seminars during the summer residency were unproductive. I would 
have appreciated learning more about various leadership modeis. history of leaders and their 
styles etc ... I do feel prepared for the distance learning, and I am appreciated of the knowledge 
and skiils that l acquired through the residency. Problem-solving groups, peer evaluations, 
celebrations etc ... have ali contributed to a cornfortable setting for on-line discussion. 

t have thought about how to incorporate more Aboriginal leadership into other parts of the MALT 
program, and I believe that by having a Aboriginal guest speaker within the first 2 weeks of the 
residency would be beneficial. Last year Our guest speakers were really of the same culture as 
most of the students. Seeing that much of MALT is so non-traditional in nature. having a 
traditional Aboriginal guest speaker might be very enlightening. 

* Perhaps aboriginal guest speakers, elderd ceremonies, perhaps 
opening/closing ceremonies .... cafe philosophy with perhaps an elder or 
contemporary aboriginal leader, or even aboriginal students like Angie 
Lafontaine. 1 find myself wanting to have these discussions with people like 
.Ansje. 1 would like to know what my aboriginal peers have to Say ( rather that 
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perhaps an-gy aboriginal 1eaders.J have the sense Erom Taiaiake Alfred's 
rcadings that he is fairly left wing) 

* .As a n  alternative to Leadership Philosophy, it might be useful to have a module in Cultural Studies 
of Leadership that explores various cultures' approaches to leadership. values, principles. etc, When 
you look at old Christian or SIuslim or even Wïccan values, are they really so different from BC 
AboriginaI ones? The problem is that few really honour them. 

Or  i f  there is an Aboriginal Leadership module perhaps other aboriginal people's could be included: 
Lapp's. BIaori. !Kung San. Roma, etc. 

1 th ink a focus on BC aboriginal peoples is justified since many MALT students live here, but maybe 
putting their leadership philosophy into a broader contest would be interesting as well. Maybe even 
aboriginal philosophy contrasted with coloniaUimperidistic philosophy would be interesting .... 

* 1 wou1d like to see one of the Problem Studies in the summer residency 
address an Abonginal Leadership issue. 1 believe the first year 
residency would benefit from leaming about Aboriginal Comrnunity, 
leadership history and current issues. A problem, for exarnple, which 
involved current Aboriginal riegotiations would be an excellent scope for 
the residency. 

* It is difficult to Say as the summer was so busy. 

* Yes it would be useful to expand the . 4 b o n G ~ a l  leadership part. Even during 
residency there were several comments made around natives. My feeling is 
that they were made in ignorance of the truc picture. Given that many of the 
people on the course have interactions with the Aboriginals it would be very 
beneficial to enIighten us on the Aboriginal culture. Speaking for myself 1 
have a completely different understanding which 1 wilI be able to use in my 
workplace. 

> a. The summer residencies. Captures everyone when they are they are in the 
leaming mode and very receptive to al1 input. Maybe a café philosophy 
evening around the Aboriginal culture. 

* . 1 think the learning about Abonginal leadership is already threaded 
> through MALT learning. 1 think we c o d d  spend more time identifling the 
> threads and their sources in the Aboriginamon-Aboriginal relationship. 

* > IAbsoluteiy! 1 am not sure if we need to expand the distance learning (it 
is a balancing act), but clearly we need it during the first residency. 1 was most 
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disappointed that in MALT 99-2 we had a lack of diversity. Ycs. we had a couple of 
Francophones. a Canadian classmate of Japanese descent, one expatriate Scot and one 
transpianted (white) south African; but that was it. Attending a BC University, 1 just 
assurned that there would be a strong .Aboriginal presence and due consideration in the 
residency cumculum. I particularly like the idea of the residency because we could meet 
> face-to-face and dialogue. Some ideas: 
> 
> a. Aboriginal Day at RRU with speakers ands workshops; 
> b. Weekend outing visiting local Aboriginal community 
> c. Learners as guests observing community meetings 

* Y e s  i t  would be useful to expand the Abonginal leadership part. Even during 
residency there were several comments made around natives. My feeling is 
that they were made in ignorance of the m e  picture. Given that many of the 
people on the course have interactions with the Abonginals it would be very 
beneficial to enlighten us on the Aborignal culture. Speaking for myself 1 
have a cornpletely different understanding which 1 will be able to use in my 
workplace. 

> a. The sumrner residencies. Captures everyone when they are they are in the 
leming mode and very receptive to a11 input. &Maybe a café philosophy 
evening around the Abori,$nal culture. 

* While reading the information on Aboriginal leadership styles. I kept 
having a light bulb go off in my mind. It was as if 1 was being confirmed 
in my belief that respect for each other is the most important value. 1 
learned that many of my values are cornmon to Aboriginal beliefs and that we 
seem united in our approaches to many things. Et ernbarrassed me that 1 did 
no t know this many years a30. 1My misconceptions and lack of understanding 
have been shaken and I know that my Ieaming has just begun. 

* When we had the accreditation problern, and the First Nations IST from the 
Victoria board office attended, I would have appreciated a small group access 
with him for a few hours to have the in-depth conversation to which I'm refemng 
above (re acquiring specific information to help my students). I think an 
educational offering re more awareness-raising of community concems and 
issues, even into land daim and whaling issues. would be beneficial to us ail. 
Ideally. I'd love to see this as a problem-based activity in the summer residency 
#1, or. not having yet been through summer residency #2 (which I understand is 
more relaxed and l e s  pressured). perhaps time could be built into that overall 
schedule. 
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* I think 2 icssion in die stiitirner residency <%ould Iiaw been bcnstiçial. Aborigiilal a f i i r s  1s such a big 
p r t  ( 3 f  a m m t  isues in C~iiada. 1 think that it rouches each ot'us aiid I would have snjoyeci a probem 
-olr.ing ,,csiroii i r i  this arca. f wouId encou-age you co Ieavs riie distance i eming  as an option as 1 iound ir  
\. c~ \ ; i i~~d~Ic. Just z, an FI'I. i Lvork in the privarr. scccor, and niy xvork does nor direcciy involve rhs 
~i;or;gin;ll cornmiiriin.. 1 sri11 t u n d  h i s  3 ve- vduable  un^ 

* Include a problem based learning unit on an Aboriginal issue? The integration of the 
'iiska treaty. 

* There are still elernents of the summer residency of which 1 have concerns. 1 feel that 
al tliou_oh staff was present, it was definitely a voyage of self-discovery that had the 
feeling ofjump off the bridge first but we will be there to help you dry off. tt was only in 
the third and founh weeks that the dance of seminars and readings and assi,gunents were 
startins to f o m  a balance. 

1 believe that preparation for the summer residencies could entai1 a little more direction 
on small Points to Ponder comected with each of the 'suggested' readings - although it 
\vas evident that rnost people had not had the opportunity to read. 1 dont feel that there 
should be any expectation at al1 for people to enter the program memonzing these 
prereadings, but 1 fcel that it would be vital to provide a smaller list of readings and be 
finner in the expectation that reading had occurred. I feel that Antone's book would be 
an important prereading suggestion. 

b. The distance learninq - 

ALL Leadership in Canada involves Aboriginal people and so an awareness of Aboriginal 
cultures and people is essential. Any inclusion of Aboriginal materials or learning should 
be done by or under the guidance of Aboriginal people with the expertise to take on this 
challenge. 
The involvement of Aboriginal leadersleducators in the development of any and al1 
materials about Aboriginal people and the involvement of more Aboriginal lecturers and 
students in the program. 

I am trying to incorporate the thread of themes of aboriginal leadership as I 
am developing my fmal assignment but am fmding 1 am having to do 
independent thinking ( a novel concept don? you agree?) on how 1 will 
accomplish this as it is not formally threaded through the next units of LT 
5 16. ... is there a way perhaps to include historical and contemporary aboriginal 
leadership issues as a section in each of the units ... seem to me it would rnake 
sense. 1 recognize we are covering a lot of information in a short period of 
time. 
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* This module has been an excellent way of proving this leaming. 

+ .The distance leaming. 1 have enjoyed the course but my preference is 
live leaming so I would have probably been able to experience more if 1 had 
been in a real life discussion. 

* I f  in distance leaming, more specific and extended specifics, rather than just a single 
unit on abonginal leadership/issues would be wonderfil! Somehow 1 thought that we 
wouId spend more time on this than just a unit .... I had thought it would be the vehicle for 
e v e q ~ h i n g  else this fa11 ... So much to Iearn, so little time. 

* I liked Sarah's point regarding having the aboriginal choice in Unit 1 because it did not seem as 
tluearsnmg. I chose it bscriiisr: i work Fust Narions children and was aware of my ignorance and the 
dit'ficii1tiss of communication we have- But also, 1 must cont'css it seemed Iess threatening to participate in 
because the cul t~re  is sri11 living and lïke it or not. I had opinions about ptesent circumsmces. 1 l&e the 
way we have oppomnities and are expected to refiect back to each leadership philosophy and weave our 
undsrstanding into the next unit's ot'ferings. 

4. this ~rocess? - 

* I expected too much. This is an area I perhaps have too many strong feelings about to 
feel cornfortable addressing in such a cursory manner. 

* 1 realized that 1 do have a style and traits that I am pleased with. The more I read about 
participative leadership, shared leadership. value-based leadership etc ... l can Say that I practice 
the basic principles and can continue to concentrate on enhancing rny leadership qualities. 

* How little I know, reinforced how privileged 1 have been and (unconsciously) 
patronizing of aboriginal cultures..this came as a huge shock to me. 1 am 
recognizing the mental models I have constructed. 1 have a desire to understand 
more. be a better person. 

Thnt 1 have a lot to Learn. That we shouldn't be afraid to learn and accept OUT own cornplicil, 
because it's there whether we acknowledge it o r  not, and o then  know that. Once we acknowledge 
our complicity we can start changing and building trust. 

I continue to become aware of my leadership style and my development. 
Units such as this give me the confidence to continue with my own 
Rushrnorean style, and continue being values-based. 
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* I have been rerninded that it is important to view the unique cultures and their beliefs with 
respect that it deserves. 1 have leamed that my own cultural identity, beliefs and values have 
been very important in how they influence me to become the person I am now - more than I have 
ever recognized before. 

* \Vr'll you cenainly kicked the door open for me. Because the module was so short, it certainly raked 
more questions than it answered. but that's what successfui "teaching" is ail about. 1 think. Raising enough 
questions in a provocative enough way to get the "student" sager to explore the answers outside the 
rrquirements for the .MALT prognm. 

I fizured that there was 3 conscious choice made regarding the generaiization thing and recogize chat there 
are many things that can be generalized about (excuse the grammar). 

I haii no ~dea that Benjamin Franklin snrdied at Six Yations or that he used that mode1 - very cool! We 
shoufd 'how stuff like that! 

* 1 am more open to different ways of doing things. I should not elevate my 
points to the superior view point as it is not a winhvin position. We are 
al1 in the leadership arena together. 

* 1 have leamed that I already have a sound understanding of the 
> principles of Abonginal leadership, the impact that the Non-Aboriginal 
> leadership had upon them, the style that pervades Non-Aboriginal 
leadership and the reasons for it. and the strategies for healing such destruction 
and power mongenng that occured historically, and continues today. 1 was the 
chiId of an .Ucoholic father, who was a child of the second world war, and an autocratie 
father. Through rny own counselling and inner work 1 have met with severai of the 
principles explored in this unit. 
I have corne to see that the 'problems' faced by Aboriginal at the hands of 
Xon--Aboriginal are not distinct to that society or culture but are human 
problems faced universally. Through the study of Abonginal leadership 
however, 1 have corne to expand and dari@ rny leaming, and develop more practical 
strategies, on the issues of power and security. 

* When 1 moved to BC three years ago, 1 visited the Royal Museum which has a 
sigificant Aboriginal Gallery. Late summer afier the residency, 1 went back with my 
wife after having browsed through this unit's matenal. 1 am sure it will not be a surprise 
to you chat my optic was different. Instead of seeing a collection of "interesting art", 1 
sa\v a proud. orderly, resourceful and culturally vibrant people. in the theme of 
RRE. you are never too old to leam, if you open your eyes and soul. 

i agree with Jean-Yves that acmal contact with Aboriginals would be an 
incredible benefit to us as leamers. A circle of general discussion would 
offer us al1 the opportunity to share knowledge and gain a better 
understanding of each other. It is not only non-Aboriginals who need to 
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lem. it is Aboriginals as well, and if we could corne together with the 
understanding that we are al1 of a common family, perhaps "courageous 
conversation" could happen. 

* That rny gut instincts and desire to learn more about aboriginals' history, needs and 
culture are shared by others and seen as important as well--not just that I am inadequate 
or ignorant. having grown up in an extremely racially biased home. 

r ls 1 think 1 nred ro look at nm<= in a different Iight. as well as looking to my community for pamcipation 
in leadership. .A good decision will oniy corne with full IinowIedge and panicipation. I feel that my own 
rsndency has been almost bi-polar: I ei:her fil1 the servant leadership roie, heip buiid the community and 
support the appropriars leader for the circurnsrances or I rush out and provide direction and order. 'lot 
understanding eirl~er behaviour has been snessful evcn though successfid. 1 beIieve that the knowledge I 
3m gaining through this prosram wvill help reduce the stress of  my day to day interactions 

. . . . 5. How can we find a wav. with intearitv and authenticitv. First Nations - - - - 
leadership ~ r i n c i ~ l e s  and nractices into the MALT ~roaram? 

Bring in Aboriginal people to do it. By this I refer to First Nations (Indian) people (perhaps 
urban and reserve), Metis people and Inuit people. These groups are so distinctly different 
that to lump them together makes about as much sense as lumping Japanese and lranians 
simply because they were at one time both considered 'oriental' races. 

- I do believe that MALT program encourages shared leadership, ownership, honesty and 
accountability through the problem-solving work groups. A shared leadership model is followed. 

- It could begin by RRU demonstratïng it's belief in the value of aboriginal 
leadership principles through: formal participation of Aboriginal leaders staff, 
on the Board of Directors. as speakers, lecturers, increase the enrollment 
of aboriginal students. 
thread the theme of aboriginal leadership throughout the LT 5 13, separate 

module solely on aboriginal leadership, perhaps as an optional choice ... 

There should be First Ziations faculty who are acknowledged by the First Nations community as a 
spokesperson for them. They could facilitate a First Nations module on their own or ensure that 
First Sations perspectives are considered and incorporated into al1 facets o f  the program. ... 
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* 1 believe a strategy must be developed to include Aboriginal leaders and 
facurty into any problem or unit. They must tell the story. The 
enrollment of Aboriginal students into the program would benefit 
authenticity and long-terrn success and involvement of RRU. 

* I would suggest that it wouid have to be a module in itself. I feel that this unit has given me a 
general understanding of First Nations leadership principles and practices, however, it has not 
been a long enough period of time (with other courses and future assignmentslreadings to worry 
about) to give this topic the justice it deserues. 

* In 99- 1 summer res we had a member of the community who was Aboriginal 
> and offered many insights and personal perspectives based on her own 
> expenence, culture. history and beliefs. We were fortunate to be 
èducated by someone so open, gentle and genuine. I think the principles of 
Aboriginal leadership are woven throughout the malt curriculum as 1 said before. 
However. perhaps they could be articulated more clearly 

O 

* It rhink we did. The background reading and the group's own growth and acute 
awareness became fertile gound  where value-based leadership was welcome. integrity 
and authenticity were pillars of the leadership appreciation and development. After 2 or 3 
weeks into the residency, it would have been great to confirm that with interaction with 
,Aboriginal members of the Comrnunity. 

* Should first of al1 be taught by First Nations people. Students should be allowed choice 
to select it as a theme or not--especially if it is a longer course (whether in surnmer or 
distance), as persona1 relevance and interest will create a more meaningful leaming 
atmosphere. I would like to meet with Eiders, observe/listen in on Band meetings, 
observe a tribal school's day of leaming, l e m  more about culture and traditions. The 
brief bit of history portrayed in this unit was but a taste of what could have been done, 
with greater exploration: 1 thuik a longer course that delved more deeply into the issues 
glossed over here could be very insightful. 

* 1 :biinci. tiorn my expcrrciiïe at die surnmer residency. ;h3t manu of rlie First Nations leadership 
?niicrplc.s arc in t l ic LIAL r prognrn Rie  csperience of working on an actutll problem during the first 
~ C S I ~ C : I L . ; /  :\'ouid bc J l m ~ t f i t  TU dl lcxners and cxpose rlic~ii to more of the first nations vaiiies. 

* 1 tiiink the anempts of the faculty to encourage community building is ri very good beginning and one 
that should be ernphasize more in the progrrrm. The Keepers of the Dream concept met with interesting 
reacnons as people perceived it ris 'extra'. i th* more of the program should look towards providinç 
opporniniries for leaden to corne from the community to help focus the program - but at the s m e  time, 1 
rhink the connections to leadership philosophies should be made clearer in the fmt residency. 1 received a 
rcview from faculs  siiggested i had rnodeled servant leadership and 1 thought this was a bad thing! 
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Should first of al1 be taught by First Nations people. Students should be 
allowed choice to select it as a theme or not-especially if it is a longer course 
(whether in sumrner or distance), as personal relevance and interest will create a 
more meaningful learning atmosphere. I would like to meet with Eiders, 
observe/listen in on Band meetings, observe a tribal school's day of leaming. 
learn more about culture and traditions. The brief bit of history portrayed in this 
unit was but a taste of what couid have been done, with greater exploration: 1 
think a longer course that delved more deeply into the issues glossed over here 
could be very insightful. 




