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Purpose 

1. Support advancing Truth and Reconciliation legislation and guidance 

2. Grow capacity to provide holistic, culturally safe and trauma informed care by increasing 

Indigenous positions across the workforce that require Indigenous ways of knowing, experience 

and responsibility in 

a. Indigenous Health departments/teams; and 

b. across the workforce 

3. Guide an approach to increasing Indigenous representation in the workforce to align with the 

Indigenous population and the portion of Indigenous patients/flow 

4. Recruit and hire Indigenous-designated positions identified in the Provincial Health Operating 

Model 

5. Ensure proof of ancestry for Indigenous positions in a culturally safe way 

Background 

Shared Health and Manitoba’s health authorities through the Provincial Indigenous Health Operating 
Model have identified an Indigenous Representative Workforce as a top priority.  A provincial 
Indigenous Representative Workforce Policy is under review. 

 
Indigenous-designated positions will meet the following requirements: 
 

• Job description describes the predominant focus on caring for (or enabling the care of) First 
Nations, Inuit and Métis patients, families and communities. Indigenous ways of knowing, 
experience and responsibility are required. 

• Pursuant to Section 11 of the Manitoba Human Rights Code preference is given to applicants 
of Indigenous ancestry for Indigenous-designated positions. 

• Proof of ancestry will be requested and those selected for an interview will be asked related 
questions to ensure Indigenous ways of knowing, experience and responsibility are 
appropriate for the position. 

 

Reference(s) 

• Provincial Indigenous Health Operating Model  

• Provincial Indigenous Recruitment and Retention Guide (In development) 

• Provincial Indigenous Representative Workforce Policy (under review) 

• Shared Health Indigenous Designated Positions Job Development Guide (under review) 

Key 

Performance 

Indicators* 

(KPIs) 

*KPIs will be determined through a provincial KPI working group and in alignment with Indigenous 

data sovereignty principles 

Reviewers Shared Health Compensation Services, Shared Health Human Resources, Shared Health Indigenous 

Health, Healthcare Retention and Recruitment Office and the Provincial Indigenous Health Network. 
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The Process: 

Step Preparing to create an Indigenous-designated position 

1.0 

Positions can be identified through various channels such as: 

• Vacancy review process (Slated for 26/27 development) 

• Identified in the Provincial Indigenous Health Operating Model and Annual Operating Plan 

• Need identified by a team or department 

1.0.1 

Positions may be Indigenous Designated for the following reasons: 

• Increase Indigenous representative workforce in a program area, unit, and/or facility where the need 

has been identified to increase Indigenous representation 

• Increase Indigenous representation in program areas where a higher number of Indigenous people 

access those services 

• Indigenous ancestry and/or specialized knowledge is required for the position (i.e. positions that 

provide support to Indigenous clients, positions that require specialized knowledge, positions that 

require knowledge/experience held by someone of Indigenous ancestry, etc.) 

1.1 

Once it has been decided to create an Indigenous-designated position the Hiring Manager contacts their 

partner HR Consultant to begin the process of creating an Indigenous-designated position.  

In cases where a position is governed by a Collective Agreement, the HR Consultant shall immediately notify 

the union.  The HR Consultant shall work with the Union and Hiring Manager, with support of Indigenous 

Health, to address any concerns that arise to support the development of the identified designated position. 

1.2 

The Hiring Manager with support of the HR Consultant and Indigenous HR Consultant will revise or develop 

the job description to include specific Indigenous specialized skills, Indigenous ways of knowing, experience 

and responsibility required. Use the Indigenous job description language guide to add the appropriate 

standard clauses to the job description (under development).   

A statement will also need to be added that the position is an Indigenous designated position open to 

Indigenous applicants and proof of ancestry will be required to award the position. 

1.3 

The HR Consultant submits the job description to Shared Health Compensation Services to finalize the job 

description and create a job profile and job code. If the position is a union position the HR Consultant notifies 

the union. 

1.4 

The Hiring Manager submits request to Finance to create the position. Finance submits the position creation 

budget approval to the Financial Analyst of the program to create the position control number (PCN) for the 

Hiring Manager to post the position. 
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Step Posting the Indigenous-designated position and recruiting 

2.1 

All postings for Indigenous-designated positions are posted on internal and external posting sites. Determine 

an appropriate length of time to post or leave posting active until successful candidate is found.  If an initial 

posting proves unsuccessful, the Indigenous-designated position shall be posted a second time on the 

internal and external sites. 

2.2 

The Indigenous HR Consultant and HR Consultant will assist in developing a recruitment plan with the 

Healthcare Retention and Recruitment Office.  This includes the creation of materials for various audiences 

such as LinkedIn, YouTube, Indigenous governments, partners, organizations and communities.    

2.3 

If the second posting proves unsuccessful, the Hiring Manager will collaborate with Human Resources and 

Indigenous Health and the Healthcare Retention and Recruitment Office to refine the recruitment strategy.     

Awarding the position to a non-Indigenous applicant will not be considered for positions where Indigenous 

ancestry is a Bonafide requirement (i.e. Knowledge Keepers, Elders, Indigenous Health positions, etc.) 

 

Step Selecting candidates, interview panel and creating interview questions 

3.1 

The HR Consultant, Hiring Manager and Indigenous HR Consultant will collaborate to create interview 

questions and answer banks for each position.  The scoring matrix’s, interview questions, and other 

documents will be saved to the SH Indigenous HR SharePoint team site. 

3.2 
An interview panel will include at minimum the Hiring Manager, HR Consultant, Indigenous HR Consultant (or 

representative from Indigenous Health) 

3.3 

Applicants selected for an interview, or who may otherwise be awarded the position as per the appropriate 

Collective Agreement, will be asked to speak to their Indigenous ancestry and experience working with 

Indigenous governments, partners, communities, patients, families and staff. This includes the verification of 

Proof of Indigenous Ancestry as part of the process. Applicants must meet the Proof of Ancestry 

requirements in order to be awarded the position. 
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Step Proof of Ancestry 

4.1 

If not already provided in the application, the successful applicant will be required to provide at least one of 

the following to the Indigenous HR Consultant to validate.  

 

1. Status First Nation 

• Certificate of First Nation status issued by the Government of Canada or a First Nation recognized by 

the Government of Canada 

• Written confirmation of membership with a federally recognized band or tribal authority  

 

2. Non-Status First Nation** 

• Written confirmation of community/family connection with a federally recognized band or tribal 

authority 

 

 3. Inuit 

• Inuit enrolment, beneficiary or citizenship card issued by an Inuit treaty organization or government 

(Inuvialuit Regional Corporation, Nunavut Tunngavik Incorporated, Makivik Corporation, Nunatsiavut 

Government) 

• Written confirmation of Inuit identity provided by any Inuit treaty organization or government  

 

4. Métis 

• Citizenship issued by a recognized Métis government 

 

If there are questions related to this process, please contact Shared Health Indigenous Health. 

 

**In Canada, the term Non-Status First Nation refers to any First Nations person who for various reasons is 

not registered with the federal government or is not registered to a band. 

4.2 
All interview panel members have an equal voice through the scoring process in determining the successful 

candidate. The Hiring Manager will hire and onboard the incumbent. 

 

 
 

 
 
 
 
 
 
 
 


