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Abstract 

Eleven diverse First Nations Health Authority (FNHA) employees with deep practices of cultural 

humility participated in this action-oriented research to answer the question: How might the lived 

experience of FNHA employees, who have a sustained commitment to cultural humility and who 

enact acts of resistance against colonialism and white supremacy, inform how cultural humility is 

developed and actioned? Participants shared personal journeys of cultural humility development 

over their lives in three methods: interviews, a circle discussion, and a kitchen table discussion. 

Participants contributed to themes, conclusions, and recommendations for a relational and 

reciprocal culture of safety, a culture of humility, and a culture of learning that elevates the 

wisdom held by FNHA employees. The outcomes of this research will contribute to the 

development of the FNHA’s Culture and People Development Program to support organizational 

learning. This research was conducted in accordance with Royal Roads University and FNHA 

research ethics approval. 
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Executive Summary 

The organizational partner to this research is the Provincial Cultural Safety and Humility 

team, which is part of the First Nation Health Authority (FNHA) Cultural Safety and Humility 

(CSH) staff, who leads, contributes to, and partners in internal and external CSH and Indigenous-

specific antiracism system transformation. This research engaged 11 FNHA employee 

participants from across British Columbia who have a deep commitment to cultural humility to 

share their lived experiences and perspectives to inform how cultural humility develops and how 

acts of resistance are actioned. Cultural humility is a “process of self-reflection to understand 

personal and systemic biases and to develop and maintain respectful processes and relationships 

based on mutual respect. Cultural humility involves humbly acknowledging oneself as a learner 

when it comes to understanding another’s experience” (FNHA, n.d.-c, p. 1). In the context of this 

research, I define acts of resistance as the actions by one or more people that are intended to 

disrupt colonial norms that maintain and perpetuate Indigenous specific-racism interpersonally, 

institutionally, and structurally. The overarching methodology for this research was action 

research with a focus on striving to be culturally safe. The participants collaboratively 

contributed to answering the question: How might the lived experience of FNHA staff, who have 

a sustained commitment to cultural humility and who enact acts of resistance against colonialism 

and white supremacy culture, inform how cultural humility is developed and actioned?1 The 

participants also contributed to answering the following subquestions: 

                                                 

1 My perspective changed over the process of conducting research and writing this thesis. Cultural 

humility is expressed through action. Please see Study Conclusion 3 in Chapter 4 of my thesis. 
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1. How are FNHA staff currently using cultural humility and acts of resistance to resist 

colonialism and white supremacy culture? 

2. While on their journey of cultural humility, how do FNHA staff navigate barriers that 

impede their ability to enact acts of resistance? 

3. How might FNHA staff who have a sustained commitment to cultural humility and 

enact acts of resistance against colonialism and white supremacy culture share their 

lived experience with other staff to support organizational learning? 

4. What wisdom can FNHA staff provide that would support the organizational learning 

for others to develop a sustained commitment to cultural humility and enacting acts of 

resistance? 

I engaged participants in three research methods: one-on-one interviews facilitated over 

an internet-based video communication application, an in-person circle discussion, and an in-

person kitchen table discussion. The data gathered included participants’ stories, lived 

experiences, and perspectives, which I analyzed using reflexive thematic analysis. To ensure 

reliability and trustworthiness in the findings and conclusions, I requested participants verify 

their transcripts, used iterative methods in which participants affirmed the previous cycles, 

invited participants to cocreate the recommendations in the kitchen table discussion, and 

requested participants verify the study findings. In addition, I conducted an extensive literature 

review to support this thesis, covering the following topics: (a) colonial oppression, white 

supremacy culture, and the impact of racism on Indigenous Peoples’ health; (b) acts of 

resistance, settler colonial relations, and solidarity; and (c) how racism has shaped the British 

Columbia education system, Indigenous pedagogies, and antiracism pedagogies. The findings of 
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this research reflect that cultural humility is developed through both relationships and over time, 

and that acts of resistance are the actions behind the cultural humility beliefs and are 

strengthened by communities of solidarity. Further, recommendations are provided to FNHA to 

support its work toward a culture of safety, a culture of humility, and a culture of learning. The 

outcomes of this research will contribute in part to the development of FNHA’s Culture and 

People Development Program, which is intended to transform organizational CSH and 

Indigenous-specific antiracism learning. This research was conducted in accordance with Royal 

Roads University and FNHA research ethics requirements. 
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Thesis Overview 

Each of the five chapters of this thesis tells part of the story of my research and reflects 

the relationship between people, shared inquiry, the cocreation of knowledge, and relational and 

reciprocal accountability to guide future action. Chapter 1 provides context of the significance of 

this research from the research participant’s perspective as well as from an organizational and 

health systems perspective. Chapter 2 is a literature review highlighting the relationship between 

scholars, activists, and the ideas they have gifted academia and is presented in three sections: 

(a) a brief high-level historical and contemporary overview of colonial oppression in British 

Columbia, white supremacy culture, and the impacts of racism on Indigenous Peoples’ health; 

(b) a section on Indigenous acts of resistance, settler colonial relations, and solidarity; and (c) a 

discussion of the British Columbia educational system, Indigenous pedagogies, and antiracism 

pedagogies. Chapter 3 tells the story of how this research was guided, developed, and 

implemented. Chapter 3 also provides context about how the action research methodology 

guided this thesis project and how a cultural safety lens informed research decisions. There is 

also a discussion about data collection methods, project participants, study conduct, data 

analysis, ethical implications, output and knowledge mobilization, and contributions and 

application. Chapter 4 presents the collectively shared stories gifted by the participants and the 

new knowledge those stories formed. This chapter includes study findings, study conclusions, 

scope and limitations. Lastly, Chapter 5 explains how the new knowledge garnered can 

contribute to the First Nations Health Authority promoting a culture of humility and safety and a 

culture of organizational learning. Chapter 5 provides recommendations informed by the 

participants and the Provincial Cultural Safety and Humility team, discusses organizational 
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implications and future inquiry considerations, and presents the thesis summary and conclusion. 

This thesis reflects many voices and stories of Indigenous Peoples and non-Indigenous peoples 

with the intention of inspiring others on their cultural humility journey. 
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Chapter 1: Focus and Framing 

All people who live in Canada have a part in truth and reconciliation and can use what 

power and influence they have to create a more equitable future. How a person engages in 

cultural humility is individual and also relational; it is shaped by their positionality, lived 

experience, and the sociopolitical influences they are exposed to. I am a white settler who 

occupies the stolen traditional land of Stó:lō Peoples; it is my commitment to use my sphere of 

influence to resist colonialism and white supremacy culture and walk alongside others toward 

truth and reconciliation. In my professional life, I am a First Nations Health Authority (FNHA) 

employee, and I have the honour of witnessing others impact change through their practice of 

humility and resistance. When working toward cultural safety and humility (CSH) and 

Indigenous-specific antiracism (ISAR), change can be subtle or remarkable, and it can impact 

one person or a whole system—but it is always driven by people. 

One of FNHA’s priorities is to develop an organization-wide cultural and people 

development (CPD) program to support employees’ CSH and ISAR learning journeys. I have 

always been curious about lifespan development and how people are influenced to become who 

they are; in recent years, this curiosity has been focused on how and why some individuals 

develop a deep commitment to cultural humility. I partnered with the Provincial CSH team to 

explore how people develop cultural humility through lived experiences, how it has shaped their 

current practices, and how their experiences and stories can inform the development of the CPD 

program. 

In conducting this inquiry, I explored the following research question: How might the 

lived experience of FNHA employees, who have a sustained commitment to cultural humility 
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and enact acts of resistance against both colonialism and white supremacy culture, inform how 

cultural humility is developed and actioned? I also utilized four subquestions: 

1. How are FNHA staff currently using cultural humility and acts of resistance to resist 

colonialism and white supremacy culture? 

2. How might FNHA staff who have a sustained commitment to cultural humility and 

enacting acts of resistance against both colonialism and white supremacy culture 

share their lived experience with other staff to support organizational learning? 

3. While on their cultural humility journeys, how do FNHA staff navigate barriers that 

impede them and/or impact their ability to enact acts of resistance? 

4. What wisdom can FNHA staff provide that would support the organizational learning 

for others to develop a sustained commitment to cultural humility and enact acts of 

resistance? 

Significance of Inquiry 

As I discuss further in Chapter 4, people make up the systems, and the systems are made 

by the people. The following is a discussion of the significance of this inquiry from the 

perspectives of a participant of this study who is a person within the healthcare system as well as 

a high-level perspective from an organizational and health system perspective. 

I have written this thesis with pseudonyms to honour the individuality and anonymity of 

each participant. The 11 pseudonyms I selected are plants that are Indigenous to British 

Columbia (BC): Arbutus, Cascara, Cedar, Fern, Fireweed, Hemlock, Juniper, Lichen, Sage, 

Tamarack, and Yarrow. Action research is a reciprocal, relational approach to research. As such, 
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I value participants’ contributions to the inquiry and their perspectives on the research process 

more broadly. 

Research Participant Perspective 

The following quote are the reflections of Tamarack, who described their experience of 

taking part in this inquiry process during their interview: 

It was so interesting, because when I was reading through some of these interview 

questions I tried to get myself in a good space. I got really emotional, and I was like, 

“Can I even do this today? Why am I emotional?” And I think it’s because of where we 

are in the world today. So your thesis and your questions are so important right now 

because we’re on the cusp of change. You can tell that by how much pushback we’re 

getting because you know if you’re being really effective in change when you’re getting a 

lot of pushback. If you’re trying to initiate change and nobody’s saying anything, then 

you’re not changing anything—people hate change. So you can tell you’re being 

effective and initiating change when you’re getting a lot of pushback. And we are getting 

a lot of pushback in the world right now politically, physically, emotionally. We are 

getting a lot of feels back at us, a lot of political pressure back at us, and all of the stuff. 

We are initiating change, and so I think I carry a lot of emotion because I’m tired; we’re 

tired, right? There’s a lot of work going on, so we’re tired. But we also know that we’re 

so close. We’re so close to getting something that we’ve been looking for. We’re so close 

to just getting over a hump, we’re just so close to being there that we can’t give up right 

now. And I’m also very aware that it’s one of the most dangerous times in all my years of 

initiating change. You know when it’s about to get dangerous and when violence is a real 
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threat. You have to stand in the face of those threats because oppressors don’t play nice 

and they’re not fair. And so, just thinking about the conversation we might have today 

there was a lot of feels around reflecting on where I came from, where I’m going, of my 

mentors, of all the people that came before me that I had the opportunity to love and learn 

from, and sit with, and help, and help hold up and be their journey and be their cry at the 

moon person. And also reflecting on how I’m being of service to my community. How 

am I helping people on their journey and what does that look like? So, reflective, pensive, 

and a little teary. A little bit of anxiety around, like, what’s going to happen next, what 

this is going to look like, how we’re going to come out of the other end of this. 

(Tamarack) 

Reconciliation and Health System Perspective 

My research is aligned with provincial, national, and international actions directed by 

Indigenous people to uphold Indigenous rights and titles and work toward truth and 

reconciliation. In 2019, the BC Government enshrined the United Nations Declaration on the 

Rights of Indigenous Peoples into law when they passed the Declaration on the Rights of 

Indigenous Peoples Act (2019), which legally upholds the human rights of Indigenous peoples. 

The Articles 21(1), 24(1) and 29(3) or the Declaration of the Rights of Indigenous Peoples Act 

together declare that Indigenous peoples have the right to quality, equitable healthcare. The BC 

Government has a legal and ethical accountability for addressing Indigenous-specific racism and 

people who live in BC; in particular, those who are in positions of power and authority must be 

aware of and align their actions with the Declaration of the Rights of Indigenous Peoples 

legislation. 
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Indigenous Peoples in Canada have given clear direction of the steps forward for truth 

and reconciliation and addressing Indigenous-specific racism. Across Canada, 6,000 Residential 

School survivors informed the development of the Truth and Reconciliation Commission of 

Canada’s (2015a) Calls to Action; Actions 14 to 18 directly relate to addressing the health 

disparities Indigenous Peoples experience as a result of racism. The In Plain Sight report 

reflected the collective voices of thousands of BC Indigenous Peoples and further affirmed that 

racism is rampant in the BC healthcare system (Turpel-Lafond, 2020).2 Indigenous-specific 

racism causes disproportionate healthcare harm, including delays in treatment, inferior quality of 

treatment, denial of healthcare, increased likelihood of adverse outcomes after medical treatment, 

and death (Turpel-Lafond, 2020). Across the social-political landscape similar reports have been 

developed that identify the undeniable impact that colonialism and racism have on Indigenous 

Peoples (National Centre for Truth and Reconciliation, n.d.-b). 

The lives of Brian Sinclair, Joyce Echaquan, Keegan Combes, and Heather Winterstine 

were taken because of Indigenous-specific racism in Canadian healthcare (The Brian Sinclair 

Working Croup, 2017; The Counsil of the Atikamekw of Manawan & Counsil de la Nation 

Atikamekw, 2020; First Nations Health Authority, 2022a; Niagara Health, 2023). The last 

moments of their lives have been reflected in case studies that demonstrated their deaths were 

preventable and were caused by Indigenous-specific racism. These case studies are gifts to the 

healthcare system and come with a call for accountability to do better. 

                                                 

2  Since the In Plain Sight report was published in 2020, author Mary Ellen Turpel-Lafond has been 

accused of fraudulently claiming Cree heritage to advance her career (Paradis, 2023). Despite Turpel-

Lafond’s harmful actions, the voices of the Indigenous patients, families, and healthcare providers who 

shared their stories in hopes of accountability and health system improvement must not be silenced. 
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Within the BC healthcare system, Indigenous-specific racism that is culturally and 

psychologically unsafe and reduces the quality of life or takes lives is the norm not the 

exception. In a position I previously held at the FNHA’s Quality Care and Safety Office, I 

personally walked alongside hundreds of Indigenous people and families who have reported 

harms and racist colonial barriers they have faced when interfacing the BC healthcare system. I 

honour and raise my hands to the individuals who gave me unearned trust to receive the stories; 

it takes incredible courage and strength to share a story of healthcare harm. The reports of racist 

healthcare harms I received cut across the healthcare system, spanning all major health 

organizations and numerous smaller organizations in both public and private care. Racism 

occurred in interactions with clinical and nonclinical staff, including those who held positions in 

security, hospitably, administration, frontline care, and leadership. Racist interpersonal 

interactions do not exist in isolation; they are a product of the social norms, policies, practices, 

organizations and structures that have been built and sustained through colonialism. 

When individuals tell their stories of healthcare harm, especially when they have been 

subjected to Indigenous-specific racism, they often are still being harmed emotionally, mentally, 

physically, and spiritually. Even when the specific incident of healthcare harm has ended, often a 

series of events that compounds the harm continues to occur. These events include, but are not 

limited to (a) having to continue to seeking care from the providers, organization, and systems 

that cause the harm; (b) adversity health outcomes as a result of the original health concern not 

being acknowledged or addressed and at times made worse through improper delivery of care, 

and (c) being subjected to the colonial healthcare complaints system that is not designed to repair 
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harm, improve quality of care, restore relationship, or be accountable to people who have been 

harmed. 

Indigenous Peoples have the right to equitable quality healthcare, and until Indigenous-

specific racism is addressed there will be continued harm, including preventable loss of life. In 

Canada, we have legislation, reports, and case studies that clearly state action must be taken to 

address Indigenous-specific racism in healthcare. Immediate action is needed to move from 

recommendation to action. 

Organization Perspective 

The development of the CPD program must be a collaboration among FNHA team 

members and informed by BC First Nations communities. Recently, First Nations communities 

were engaged in regional caucuses and unanimously provided FNHA direction that CSH and 

ISAR training for health authority staff was a priority to reduce Indigenous-specific racism when 

community members seek healthcare. As such, the CPD program is an FNHA priority to enhance 

CSH and ISAR learning across the health authority and also to combat Indigenous-specific 

racism in the broader healthcare system. The CPD program has been endorsed by FNHA’s CEO, 

and the VP of the Office of Chief Nursing Officer (OCNO), among other FNHA leaders. The 

Provincial CSH team was appointed by the CEO and OCNO VP as responsible for the delivery 

of an organization-wide framework. The development of the CPD program must happen in 

partnership with the regional CSH advisors and their respective teams because they are most 

closely connected to First Nations communities and they will lead work that supports 

communities in their area. The CPD program will complement and support existing CSH and 

ISAR training that regions are already developing, and the application of the program will be at 
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the discretion of each region. Further, the CPD program is intended to build upon existing 

successful CSH and ISAR learning opportunities that are currently in place at FNHA. The CPD 

program gives priority response to directions given by First Nations communities across BC and 

FNHA leadership to further combat Indigenous-specific racism in healthcare. 

The CPD program is uniquely positioned to create an unparalleled CSH and ISAR 

program that is directly informed by BC First Nations and FNHA staff who are leading anti-

Indigenous racism work across the province. The intention of the CPD program is to support 

staff on their cultural humility learning journey by continuously providing learning opportunities 

throughout their FNHA career. The outcomes of this research will directly inform the 

advancement of the CPD program to reflect and leverage the organic ways that individuals 

develop cultural humility over a sustained period of time. The participants engaged in this 

research have reimagined CSH and ISAR training to inspire relational, reciprocal, and 

experiential learning that is part of the organization’s culture, rather than limited to solely formal 

training. The collective contributions of First Nations communities and FNHA staff to the CPD 

program has the potential to create a shift in CSH and ISAR organizational learning and by 

extension improve the quality of care, thereby reducing racism for Indigenous Peoples accessing 

healthcare in BC. 

Chapter Summary 

As Tamarack said, “We are at the cusp of change”; there has been decades of collective 

effort to create systemic change in healthcare to reduce Indigenous-specific racism and work 

toward equitable, quality care. There is pushback against the efforts to create systemic change 

that addresses racism because the healthcare system was built upon Indigenous-specific racism, 
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which is the status quo. However, many people within the healthcare system are working toward 

reducing Indigenous-specific racism and enhancing cultural safety. People who resist the status 

quo of racist healthcare often face challenges, including emotional, spiritual, and physical harm. 

As such, people who engage in ISAR and CSH work benefit from having circles of solidarity 

and aligning their efforts with people who have similar principles. 

The CPD program will require coordinated efforts and engagement from FNHA 

leadership and CSH staff to support all organizational employees to access and benefit from the 

learning opportunities. The CPD program is intended to align with and expand upon other 

valuable FNHA CSH training initiatives. Lastly, FNHA is in a unique position to engage the 203 

First Nations communities across BC to develop a relational, experiential learning program that 

reflects the voices of community members. The potential is ripe for FNHA to create an 

unparalleled ISAR and CSH program. 

Next, in Chapter 2, I provide a literature review in three parts that outlines theory and 

history of colonialism in BC and a way forward to ISAR and CSH. First, I discuss colonialism, 

white supremacy culture and Indigenous-specific racism, then the evolution of settler-colonial 

relations, including cultural humility and solidarity, and lastly, the BC education system, 

Indigenous pedagogies, and antiracism pedagogies. 
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Chapter 2: Literature Review 

My literature review offers a story that gives a high-level overview of some of the aspects 

of colonial oppression and the resistance against it in the area commonly known as Canada. No 

literature review can do justice to summarize the colonization and attempted genocide of the 

First Nations People who have called this land home for thousands of years. I provide a story of 

truth-telling of historical events that have impacted BC, pertaining to settler colonialism, 

Indigenous-specific racism, and the resistance and reliance of Indigenous Peoples. Then I offer 

context about the evolution of settler-colonial relations, including cultural humility and 

solidarity. Lastly, I discuss how colonialism has shaped the BC education system, how 

Indigenous-led education is growing in BC, and how Indigenous and antiracism pedagogies 

engage learners’ hearts and minds. In essence, my literature review reflects some aspects of 

colonialism past and present in BC, before shifting to a focus on hope based on the promising 

evolution of settler colonial relations and opportunities through Indigenous and antiracism 

education. 

Colonial Oppression, White Supremacy Culture, and Indigenous-Specific Racism 

This section of my literature review discusses the colonial past of the area commonly 

known as Canada, which is steeped in decades of Indigenous-specific racism that continues to 

exist in today’s social fibers. Racism itself is so normalized that it can be invisible to white 

people who have the privilege of not experiencing racism and being second-guessed by 

racialized people who have been gaslighted and denied their experiences of racial discrimination. 

Furthermore, Indigenous-specific racism is unique from other types of racism in Canada because 

of the compounding factor of colonialism; therefore, other racialized populations can also 
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contribute to Indigenous-specific racism. Truth comes before reconciliation, and learning about 

the past helps people not make the same mistakes in the future. Each person in Canada has a 

connection to the country’s history of colonialism—each person must understand their 

relationship with colonialism in order to work toward reconciliation. 

Colonial Oppression 

For the last millennium, colonialism has been documented as part of history, first 

occurring between territories in close proximity and then expanding intercontinentally with 

advancements of technology (Kohn & Reddy, 2023). When Europeans developed the capacity to 

explore different areas of the world, the Catholic Church implemented the Doctrine of 

Discovery, which granted European Christian white men to claim land that was outside of their 

continent that was considered terra nullius, which means that the land is void and unused 

(Carleton, 2022). The concept of terra nullius reflects the beliefs and narratives held by European 

colonizers and their leadership that Indigenous Peoples were subhuman and did not add value to 

or extract value from their land. Settlers maintained their narrative through a colonial gaze in 

which they believed there was a hierarchy of civilization; they perceived Europeans as being 

civilized and undervalued First Nations Peoples as being less socially developed and having 

culture rather than a civilization (Carlson, 2021). In contrast to colonial narratives about them, at 

the time of first contact with explorers and colonists, First Nations Peoples who lived across the 

land later named Canada had sophisticated languages, social systems, governance, and use of the 

land (Burrows, 2008; Carleton, 2022). The colonial narrative that settlers held and the laws that 

reinforced those views created a climate of inhumane heinous violence against Indigenous 

Peoples in Canada (Truth and Reconciliation Commission of Canada, 2015b). 
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In Canada, settler colonizers attempted to control and eliminate the First Peoples in 

Canada through multiple means. First Nations Peoples experienced physical genocide through 

mass killings, biological genocide through the disruption of reproductive capacity, and cultural 

genocide through the destruction of First Nations’ social, political, and spiritual practices (Truth 

and Reconciliation Commission of Canada, 2015b). Throughout this hundreds of years of settler 

violence, First Nations Peoples continued to fight and resist colonization. Wherever colonial 

oppression occurs, those who are being colonized fight and resist with whatever means they have 

(Maher, 2022; Reynolds, 2019). Settler colonialism continues today and Indigenous People 

continue their resistance. 

As settler culture dominated the land now known as Canada, colonialism led the 

development of western social and governmental systems: “North American federalism and 

democracy was learned and adapted from Native Americans, while social and governmental 

systems were developed through the process of colonialism; colonialism is inseparable from how 

the Canadian state came into existence and continues to function” (A. Finch, personal 

communications, September 6, 2023).3 Canada’s first Prime Minister, John A. McDonald, passed 

the most racist law in Canadian history, the 1876 Indian Act, which was intended to solve what 

Duncan Campbell Scoot, Deputy Superintendent General Affairs, called “the Indian problem” 

(Joseph, 2018, p. 9). First Nations Peoples were forced to either assimilate into the settler culture 

or be segregated and have fewer resources, privileges, and rights. The 1876 Indian Act enforced 

the reserve system, chief and band council system, Residential Schools, and forbade traditional 

                                                 

3 All personal communications in this report are used with permission. 
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languages and culture, among other colonial laws (Joseph, 2018). Since John A. McDonald, 

there have been 22 prime ministers, all of whom have been white, who have not taken 

responsibility to address the harms of the 1985 Indian Act, which continue to impact First 

Nations People today. In 1969, the White Paper was proposed by the Liberal Party of Canada to 

remove the Indian Act; however, this was opposed by Indigenous leadership because continued 

assimilation would remove the government’s fiduciary duty (Joseph, 2019). It is largely 

recognized that eliminating the Indian Act (1985) without accountability will further harm First 

Nations Peoples (Burrows, 2008). Canada’s system of government continues to maintain settler 

colonialism. 

In the last decade, some individuals in positions of power have taken some steps toward 

acknowledging the colonial harm that has been done to First Nations Peoples. Recent actions 

include Prime Minister Stephen Harper’s 2008 Indian Residential School apology (Government 

of Canada, 2008; National Centre for Truth and Reconciliation, n.d.-a), the passing of Bill C-5 in 

2021 to declare September 30 National Day for Truth and Reconciliation (Government of British 

Columbia, n.d.), and Pope Francis’s apology for the Catholic Church’s involvement with 

Canadian Residential Schools (Winfield & Smith, 2022). These steps are early on the journey of 

truth and reconciliation in Canada and Indigenous Peoples are experts of their own experiences 

with rights to self-determination (Working Group on Indigenous Populations, 2007). It is critical 

to follow the direction given by Indigenous Peoples about what steps are needed to move toward 

reconciliation in order to end paternalistic settler colonial relations. Indigenous Peoples have 

outlined priorities in the Truth and Reconciliation Commission of Canada: Calls to Action (Truth 

and Reconciliation Commission of Canada, 2015a). At the same time, it is important to 
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recognize that Indigenous Peoples and non-Indigenous people in Canada have distinct and 

complementary roles in truth and reconciliation (Pierre, 2023; UBC Learning Circle, 2023). The 

government and those in positions of power have invested significant time and effort to colonize 

Indigenous Peoples and their lands—there needs to be an equal time and effort to decolonize 

Canada. 

White Supremacy Culture 

White supremacy culture is inherent to colonialism and has contributed to the 

colonization of the land commonly known as Canada. Race is a social construct and there is no 

biological hierarchy (Burrows, 2008; DiAngelo, 2018; Ward et al., 2021). The creation of the 

“white race” was constructed as an additional layer of a person’s identity, over and above their 

nationality and ethnicity, to create a hegemonic group to leverage their power against Indigenous 

Peoples and other marginalized groups (Carlson, 2021). Across Turtle Island, commonly called 

North America, being deemed “white” has granted unearned power and privileges, including 

formal citizenship and having more access and rights within social systems (DiAngelo, 2018; 

Joseph, 2018). White supremacy culture is also embedded into all North American mental 

models, as all people in western society are socialized from birth in a racialized, colonial society 

(FNHA, 2017). White supremacy culture, by design, inhibits white people from being open to 

other cultural norms because they are socialized to believe other cultures are inferior to 

themselves (Okun, 2020). White privilege, which is the outcome of white supremacy culture, 

results in whites being largely unaware of the benefits they experience because of their light skin 

(McIntosh & Cleveland, 2020). Some examples of white privilege include the overrepresentation 

of white people in media and positions of power, products and services being designed by and 
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for white people, history being told through a Eurocentric lens, and not having to question if race 

impacts one’s rights and opportunities (DiAngelo, 2018; Eddo-Lodge, 2017; McIntosh, 2020). 

When white people are confronted with becoming aware of their whiteness, it often leads to 

white fragility, white rage, white tears, and the denial of racism as a protective measure to 

maintain their comfort, sense of self, and worldview (DiAngelo, 2018). In recent years, there has 

been a growing momentum of white people becoming more aware of the impacts of colonialism 

and racism, including the rediscovery of thousands of Indigenous children’s bodies at Canadian 

Residential School sites and the Black Lives Matter Movement in the United States, which 

piqued international awareness following the death of George Floyd.4 These realities have 

always been known by Indigenous and racialized peoples, although it has taken hundreds of 

years for most white North Americans to see what white supremacy culture has been dismissing. 

Indigenous-Specific Racism and Social Determinants of Health in Canada 

The World Health Organization (n.d.) has defined social determinants of health as “the 

nonmedical factors that influence health outcomes. They are the conditions in which people are 

born, grow, work, live, and age, and the wider set of forces and systems shaping the conditions 

of daily life” (Overview section, para. 1). Social determinants of health are influenced by 

“economic policies and systems, development agendas, social norms, social policies and political 

systems” (World Health Organization, n.d., Overview section, para. 1). Indigenous-specific 

                                                 

4 The rediscovery of the remains of Indigenous children who attended Residential Schools is still in 

progress. There were over 130 Residential Schools across Canada and an estimate of 6,000 Indigenous 

children died while in attendance; however, this number may be conservative (Joseph, 2018; Miller, 

2023). The current number of unmarked graves at former residential schools is difficult to find and 

continuously growing. Poor record keeping has added to the difficulty in determining how many 

children died in Residential Schools (Joseph, 2018). 
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racism has informed the creation and purpose of Canada’s sociopolitical systems since 

colonization first occurred and continues to exist within the same structures today (Joseph, 

2018). As a result, Indigenous People have additional determinants of health including 

“discrimination, racism and historical trauma” (Government of Canada, 2023b, para. 7). The 

absence or presence of the many aspects of the social determinants of health influences both the 

potential for well-being as well as the potential for illness (Government of Canada, 2023b; 

Reading & Wien, 2013; World Health Organization, n.d.). 

The discrepancies between Indigenous and non-Indigenous social determinants of health 

are because of the impacts of colonial racism and not due to a lack of capacity or inferiority of 

Indigenous Peoples (University of British Columbia Learning Circle, 2023). 

Racism must be understood as something that is lived; it is experienced by individuals, 

families, communities, and nations through interactions and structures of the everyday 

world. The truth is that the ideologies, social prejudices, and words upon which race and 

racism are built do a great deal of damage. In fact, racism affects the lives of individuals 

and institutions – sometimes quietly, sometimes covertly, sometimes immediately, and 

sometimes over long periods of time, but always unjustly. (Loppie et al., 2014, p. 2) 

In Canada, racism impacts all of the determinants of health for Indigenous Peoples and 

has been found to reduce Indigenous Peoples’ life expectancy by 12 years compared to the 

national average (Kolahdooz et al., 2015). Racism frequently inhibits Indigenous People from 

accessing quality healthcare; racism often also impacts care even before Indigenous People see a 

medical professional due to unreasonable delays, unfair distribution of resources, and denial of 

services (Turpel-Lafond, 2020). Colonialism and racism have impacted Indigenous Peoples 
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socioeconomic opportunities due to the “denied access to the resources and conditions necessary 

to maximize [social economic status]” (Reading & Wien, 2013, p. 13). Denied access to 

traditional territories also disturbs the conditions necessary to maintain cultural, social, and 

political sovereignty and lifestyle (A. Finch, Personal communications, September 5, 2023). 

There is a significant gap in learning outcomes across all grades and subjects between 

Indigenous and non-Indigenous students accessing the elementary and secondary public 

education systems despite targeted efforts to close the gap (Government of British Columbia, 

Ministry of Education and Child Care, 2022). A person’s physical environment significantly 

contributes to their determinants of health. Through colonization, Indigenous Peoples have 

experienced violent theft of land, displacement, and the reserve system; Indigenous Peoples 

continue to feel the consequences of these actions through lack of housing availability and poor 

existing housing infrastructure (Reading & Wien, 2013). Further, Indigenous Peoples in Canada 

are overrepresented in the criminal justice system and are more likely to have contact with police 

as victims and witnesses of crimes (David & Mitchell, 2021). I do not intend for this literature 

review to be an exhaustive summary of how racism impacts Indigenous Peoples; it does, 

however, indicate how deeply racism is entrenched in the Canadian sociopolitical systems that 

sustain health inequities. 

Indigenous Acts of Resistance, Settler Colonial Relations, and Solidarity 

This section of my literature review discusses Indigenous acts of resistance, the evolution 

of settler–colonial relations in Canada, and the solidarity between Indigenous and non-

Indigenous Peoples to work toward ISAR and CSH. Just as there has been Indigenous-specific 

racism and colonial violence in Canada, there has also been Indigenous resistance to the same 
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oppression and discrimination. Indigenous Peoples are the experts on resisting colonialism in 

Canada. To not replicate paternalistic settler–colonizer relations, non-Indigenous people who 

align with resisting colonialism must take the lead from Indigenous Peoples. 

Indigenous Acts of Resistance 

Resistance and resilience are interconnected and have both played a role in First Nations 

Peoples surviving colonialism. Pruden (as cited in Indigenous Youth Wellness, 2021), an 

Indigenous activist and scholar, proclaimed, 

Every breath we take is an act of survival; every exhale is an act of resistance . . . us 

merely breathing as Indigenous People is us being activists to show these people that [the 

colonization of Indigenous People] is a failed experiment. (34:02) 

Historically, resilience has been seen as being absorbed into a system, whereas resistance 

is viewed as opposing the system (Sou, 2022). These two actions are often seen as opposites; 

however, they are interrelated and most effective when combined (Bourbeau & Ryan, 2015; Sou, 

2022). Multiple scholars agreed where there is oppression there is always resistance, regardless 

of how effective or overt it is (Maher, 2022; Reynolds, 2019). Both resilience and resistance 

have been part of First Nations’ survival against colonialism; at times various First Nations 

Peoples have taken an assimilation approach because they believed it was in the best interest of 

their peoples (H. Pruden, personal communication, August 14, 2023). McGuire (2010) identified 

Indigenous resilience is apparent in the way many First Nations Peoples have maintained a 

connection to culture and are able to revitalize culture in spite of the Canadian government’s 

attempted genocide and assimilation of First Nations Peoples. Resistance and resilience have 

been told through stories of surviving Residential School. For example, a youth may have used 
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resilience to protect themself from abuse by following the strict oppressive rules of the 

Residential School adults, and at other times, they may have shown resistance by speaking their 

language knowing that they would receive punishment. Pruden (as cited in Indigenous Youth 

Wellness, 2021) stated, “You do . . . what you can” (33:31) to resist colonialism. He shared a 

powerful teaching that he received from a class photograph of a young girl who attended 

Residential School; her crossed arms and facial expression demonstrated an act of resistance that 

even though she had to have her photo taken she was not happy (Indigenous Youth Wellness, 

2021). The strength of the last seven generations support today’s Indigenous people in “rising up, 

retracing ancient steps and rekindling sacred ways. They are striving to be wise, humble, 

respectful, truthful, brave, loving, and honest” (Burrow, 2008, p. 3). Indigenous Peoples have 

hundreds of years of wisdom and expertise in resisting colonialism; they are the leaders of acts of 

resistance against colonial oppression in Canada, and non-Indigenous people must listen to them 

and follow their lead to ensure colonial power dynamics are not reinforced. 

In colonial conditions, colonizers believe themselves to be superior and underestimate the 

capabilities of those they are oppressing. Maher (2022) asserted there are five factors of 

anticolonial resistance: (a) those who are being subjected to oppression are intelligent, and they 

develop a cunning knowledge of their experience that strengthens their resistance; (b) colonizers 

are not able to fully realize the humanity and capability of those they are oppressing because then 

colonizers would feel guilt (this cognitive dissonance creates a colonial blind spot that supports 

the conditions of successful resistance); (c) those who are colonized develop a “second sight” 

(p. 19) for understanding both their own and the colonizer’s perspectives and ways of being; 

(d) oppressed people may be underestimated and trusted by their colonizer, allowing for the 
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colonized to be “moles” (p. 87) who are privy to the colonizers plans; and, finally, (e) because of 

the previously stated factors, people who are oppressed are in stronger positions to ambush their 

colonizers without being suspected. Colonization and assimilation is a failed experiment because 

settlers underestimated the First Peoples of Canada. Several powerful religious groups, 

governments, and colonial social systems have tried to “solve the Indian problem,” (Joseph, 

2018) yet Indigenous people have continued and will continue to be resilient and to resist. 

The Evolution of Settler Colonial Relations in Canada 

Settler-colonial relations have been present throughout Canadian history both between 

different First Nations communities and with settlers; even first contact was a form of a 

relationship, but one driven by colonialism. Relationships between settlers and First Nations 

quickly shifted when settlers attempted genocide and assimilation (Carlson, 2021; Joseph, 2018). 

In 2021, most non-Indigenous Canadians were shocked to learn of the rediscovery of the 215 

First Nations children’s bodies buried at the Kamloops Indian Residential School (”Canada 

Mourns,” 2021). Many non-Indigenous Canadians had limited knowledge of Canada’s colonial 

past, and what they did know was told through the lens of the dominant culture. Often, settlers 

try to distance themselves by othering previous generations of colonizers and pointing blame at a 

few bad people. Although this reaction is common, Carlson (2021) cautioned settlers to resist 

this tendency and urged them to see themselves in their settler ancestors. Schnabel et al. (2009) 

held a similar position and argued in reconciliation everyone involved has needs—the people 

who have been oppressed have a need for restored power, whereas oppressors have a need for a 

restored moral image. For settlers, the denial of Canada’s colonial past can be an easy way to 

keep one’s moral image intact. Further, human reasoning is flawed in that people have a good–
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bad binary view; most people view racism as bad and, therefore, rationalize that they are not 

racist because they are “good people” (DiAngelo, 2018, p. 31). However, the ability to ignore or 

deny having a connection to racism is a privilege only available to those least affected by racism 

(Chrona, 2022). Although in many ways settler–colonial relations have improved since early 

contact, interpersonal, institutional, and systemic racism are still rampant and need to be 

addressed. 

Settlers have a long history of assuming they know best for Indigenous Peoples and that 

they can do better than the generations before (Carlson, 2021). This is evident by the 60s scoop 

following Residential Schools, and the millennial scoop that followed the Sixties Scoop (Joseph, 

2018). It has been well documented in many helping profession’s histories that there is a need for 

positive cross-cultural relations with diverse communities; however, most often these 

relationships have had unexamined power dynamics in which the professionals were typically 

white and provided western knowledge and care to marginalized populations (Fisher-Borne et 

al., 2015). In Canada, past and present, white helping professionals have claimed to be allies to 

Indigenous Peoples; however, they have reconstructed colonial oppression in the care they 

provide (Gebhard et al., 2022). The values and virtues that drew those individuals to their work 

are likely similar to what motivates today’s helping professionals to do their work; therefore, 

settlers need to see themselves in their ancestors to reduce further colonial harm. 

Settler colonial relations and the theory that inform CSH and ISAR practices are 

evergreen and continually progress to challenge colonial systems and norms. In the BC 

healthcare system, one can trace the narrative of settler colonial relations as having progressed in 

the following order: from overt assimilation, to convert assimilation and adaptation, to 
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developing cultural awareness and truths that can lead to reconciliation, to developing cultural 

competency, through to the concepts of CSH and antiracism and decolonization (Finch, 2023). 

Curtis et al. (2019) asserted terms like cultural awareness, cultural sensitivity, and cultural 

competency are often misunderstood and confused as being the same. Most advocates and 

academics agree that to have meaningful cross-cultural relations people must extend beyond 

being aware of and sensitive to culture (Curtis et al., 2019; Greene-Moton & Minkler, 2020). The 

term cultural competency has been criticized because it implies a white person can master a 

racialized person’s culture, which is fundamentally flawed and inherently paternalistic (Tervalon 

& Murray-Garcia, 1998). At the same time, Greene-Moton and Minkler (2020) argued cultural 

competency is not about mastery but rather having skills and knowledge to appropriately engage 

with people and communities of a different culture than one’s own; they further asserted cultural 

competency and cultural humility are valuable and not mutually exclusive. Cultural humility is 

grounded in social justice and personal accountability (Fisher-Borne et al., 2015). Although I 

encountered various definitions of cultural humility when reviewing literature for this thesis, I 

chose to align with the FNHA’s (n.d.-c) definition that cultural humility is a “process of self-

reflection to understand personal and systemic biases and to develop and maintain respectful 

processes and relationships based on mutual respect. Cultural humility involves humbly 

acknowledging oneself as a learner when it comes to understanding another’s experience” (p. 1). 

FNHA has adopted the language and definition of cultural humility from the Māori nurses and 

midwives who originally developed the context and language for cultural humility and cultural 

safety to improve health services and outcomes for Māori people (Greenwood et al., 2017). 

Cultural humility is also recognized as a lifelong process of self-reflection, adjusting practices, 
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and staying humble (Fisher-Borne et al., 2015; Tervalon & Murray-Garcia, 1998). Regardless of 

which lens a person takes in developing settler–colonial relations, cultural humility is critical 

because it addresses power dynamics and maintains there are things a person cannot know about 

another’s experience (Fisher-Borne et al., 2015). This aligns with working toward cultural safety, 

which the FNHA (n.d.-f) defined as “an outcome based on respectful engagement that recognizes 

and strives to address power imbalance inherent in [society]. It results in an environment free of 

racism and discrimination where people feel safe” (p. 10). In order to address racism, an 

antiracist position is required rather than a neutral or “not racist” (Kendi, 2019, p. 180) position; 

antiracism acknowledges racism is real and rampant and needs action to create safer relations, 

structures, and systems (Kendi, 2019). In a Canadian context, Indigenous-specific antiracism has 

emerged because there is an important distinction between racism targeting Indigenous People 

and racism directed at other people of colour. Indigenous-specific racism is an outcome of 

Canada’s colonial past that has created ongoing barriers for Indigenous self-determination and 

nationhood. Further, there is debate if Indigenous-specific antiracism is too broad and if there 

needs to be a distinction between antiracism for First Nations, Métis, and Inuit Peoples. 

Solidarity 

Indigenous Peoples have given clear directions about what work needs to take place to 

address colonial oppression, including through the United Nations (2007) Declaration on the 

Rights of Indigenous Peoples, the Truth and Reconciliation Commission of Canada’s (2015a) 

Calls to Action, the Declaration on the Rights of Indigenous Peoples Act (2019), and the Cultural 

Safety and Humility Standard and Accreditation (Health Standards Organization, 2022). The 

direction given is not simply the moral and just thing for Canadians to do, but also includes 
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commitments, mandates, and laws made at the provincial, federal, and international levels 

(University of British Columbia Learning Circle, 2023). 

Both Indigenous Peoples and non-Indigenous people must work toward truth and 

reconciliation, and this must be done in solidarity, alongside one another, and with clear and 

respectful roles and responsibilities (Pierre, 2023; University of British Columbia Learning 

Circle, 2023; Elliott & Shatara, 2018). Pierre (2023) defined solidarity as non-Indigenous people 

having “a relationship, friendship and alliance with Indigenous Peoples for Indigenous rights 

with accountability and action as the core” (28:58). Solidarity also “speaks to the 

interconnections of our collective movements towards social justice, and in resisting oppression” 

(Reynolds, 2011, p. 4). This is in contrast to white savior behavior, in which power dynamics are 

not addressed and often cause compound harm to the person of colour while celebrating the 

heroism of the white people (Maurantonio, 2017). Further, the dynamics and nature of these 

relationships are not universal and must reflect the positionality of each party. For example, a 

non-Indigenous person-of-colour settler will have a different relationship with Indigenous 

Peoples than a white settler who also benefits from white supremacy culture. Lilla Watson (as 

cited in Elliott & Shatara, 2018), an Indigenous activist, and an activist group she worked with, 

created a shared understanding of the nature of solidarity: “If you have come here to help me you 

are wasting your time, but if you have come because your liberation is bound up in mine, then let 

us work together” (p. 37). Jongbloed and Behn Smith (as cited in University of British Columbia 

Learning Circle, 2023) furthered the discussion by defining the work of Indigenous Peoples and 

non-Indigenous people using a cedar basket and copper pot metaphor; in the cedar basket is the 

work of Indigenous Peoples to revitalize Indigenous culture and languages, while the copper pot 
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represents non-Indigenous people’s work, with guidance from Indigenous Peoples, to enhance 

cultural safety, antiwhite supremacy, and antiracism.5 Solidarity is like a canoe journey—we will 

arrive at the truth and reconciliation sooner if we paddle together (Pierre, 2023). 

From a settler perspective, it is important to align with the values, desires, and direction 

of the Indigenous Peoples if one strives to be in solidarity through allyship. Allyship is one of the 

terms commonly used to describe being in solidarity with racialized peoples; however, it is often 

undefined and used loosely. Pierre (2023) defined allyship as “a moment of action . . . supporting 

the rights, respect, and dignity of Indigenous Peoples or one person” (29:07). Allyship is not 

passive or permanent, and only those to whom someone is trying to be an ally can say whether 

the action was experienced as allyship. Someone who is outside of a community is also 

encouraged to move from ally to coconspirator; this requires shifting from passively waiting for 

opportunities to resist colonialism, toward actively seeking opportunities to disrupt oppression 

(Womens Voices, 2019). As Reynolds (2013) noted, “In order to resist replicating colonization, 

we enact a decolonizing practice, which means acting in ways that simultaneously attend to the 

abuse of power that is happening and holding ourselves to account in resisting ongoing 

colonization” (p. 60). To remain in solidarity, relationships need to be reflexive to the changing 

nature and needs of settler–colonial relationships. 

Education and Pedagogies 

The last section of my literature review discusses the BC education system’s 

underpinnings of racism, Indigenous pedagogies, and antiracism pedagogies. In BC, both the 

                                                 

5 The metaphor of copper pot and cedar basket work may unintentionally have the connotation that 

Indigenous work is more primitive and that settler work is more sophisticated. Both types of work are 

valuable and interconnected and neither is more advanced than the other. 
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healthcare system and education system have been built upon Indigenous-specific racism. As in 

the previous sections of my literature review, it is important to know Canada’s history to do 

better in the future. The western education system has Eurocentric roots and has dominated other 

ways of knowing and being, including Indigenous pedagogies. Indigenous pedagogies have a 

rich history that existed long before first contact. Although colonialism has disrupted Indigenous 

teaching methods, many practices have been sustained and revitalized. Indigenous pedagogies 

have a position of wholism,6 which can benefit both Indigenous and non-Indigenous. To advance 

ISAR and CSH, educational approaches including Indigenous pedagogies, antiracism 

pedagogies, and the best parts of western pedagogies can offer opportunities for transformative 

learning. 

The British Columbia Education System’s Relationship with Settler Colonialism and Racism 

The implementation of the western academic education system was integral to the 

colonization of BC and was a primary tool to instill the settler-colonial culture in both 

Indigenous Peoples and non-Indigenous people (Carleton, 2022). Canada’s western education 

system developed from the East Coast to the West Coast in the same trajectory where colonies 

were formed, first being offered to the elite settler families, then to the broader settler population, 

and lastly targeting First Nations children (Gaffield, 2015). On the East Coast, in the 17th and 

18th centuries, settler children learned at home and developed practical life skills that supported 

their family’s economic well-being; more privileged families also had access to formal education 

that was heavily influenced by the church and provided more opportunities for boys than girls 

                                                 

6 Wholism is spelt with a “w” to reflect Indigenous People’s worldviews. 
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(Gaffield, 2015). In contrast, colonies in BC began to implement ad hoc schooling in the mid-

19th century following the influence of Britain’s education system after the Industrial Revolution 

(Carleton, 2022; Gaffield, 2015). BC colony schools were initially multicultural because many 

male settlers developed relationships with First Nations women and had Métis children 

(Carleton, 2022). Schooling for settler children was sought after and became a tactic to lure 

settlers to particular colonies to increase resource extraction (Carleton, 2022). Since BC colonies 

had limited finances and developing schools was costly, land theft became the primary means of 

funding schools; this created a relationship between land theft, capitalism, and education 

(Carleton, 2022). 

Settlers had anxiety about whether they would be able to maintain their colonies and by 

extension if they would be able to achieve a culture of white dominance (Carleton, 2022; 

Gaffield, 2015). Settlers were fearful of the resistance First Nations Peoples had to the colonies 

forming, which often led to tension and violence between them (Carleton, 2022). Similarly, 

white settlers also had anxiety about the growth of the Asian settler population in BC, which 

increased during the gold rush and Canadian Pacific Railroads development in the late 19th and 

early 20th century (Gaffield, 2015; Government of Canada, 2023a). European Settler anxiety led 

to schools being identified as a tool to legitimize white settler culture and delegitimize First 

Nations and other racialized cultures (Carleton, 2022; Gaffield, 2015). 

White settlers expanded their schooling systems to try to reduce tensions with and 

influence the local First Nations to assimilate into a Euro-Canadian culture (Carleton, 2022). 

There were mixed opinions among the settlers in envisioning whether a public school system 

should be segregated or inclusive, but the schooling system leaned toward segregated (Carlson, 
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2021). Since time immemorial, Indigenous Peoples have had their own ways of knowing and 

being that were relationship-driven, connected to the land, taught in Indigenous languages, and 

experiential (Chrona, 2022; Carleton, 2022; Gaffield, 2015). The European settlers’ earliest 

attempts to teach First Nations children had minimal success because the First Nations’ parents 

did not see value in the European style of schooling and primarily continued their own 

educational practices (Carleton, 2022). The settlers eventually elicited missionary support to take 

power over providing western education to the First Nations Peoples with little financial burden 

to the colonies (Carleton, 2022). The involvement of the missionaries and their respective 

religious leadership led to the development of Residential Schools, which were both more 

convenient for the school staff and increased settler culture (Carleton, 2022; Gaffield, 2015). 

Residential Schools were part of the attempted genocide of First Nations Peoples through 

kidnapping, assimilation, violence, and death (Truth and Reconciliation Commission of Canada, 

2015a; Miller, 2023). Initially, some Indigenous families viewed western education as an 

opportunity for their children to acquire skills that would support them in a fast-changing 

economy; however, the schools swiftly changed and took control from the Indigenous parents of 

the lives of their children (Carlson, 2021; Joseph, 2018). The objective of Residential Schools 

was to “kill the Indian in the child” (Joseph, 2018, p. 53) by forcing assimilation through 

violence, shame, and segregation. Between 1831 and 1996, approximately 150,000 children 

attended Residential Schools (Joseph, 2018; Miller, 2023). Similarly, day schools were also a 

means of assimilation and had comparable conditions as Residential Schools (Carleton, 2022). 

Residential Schools caused harm to Indigenous people that words cannot do justice in describing 
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and have left a legacy of intergenerational harm that continues to impact families and 

communities today (Truth and Reconciliation Commission of Canada, 2015b; Joseph, 2018). 

The BC public school system was developed for non-Indigenous children at the same 

time that Indigenous students were targeted for Residential School. In 1872, the Act Respecting 

Public Schools was passed and pledged to provide free education for all children, in part to 

support socioeconomic development (Carleton, 2022). BC’s education system focuses on 

acquiring academic knowledge and measures children’s success through standardized tests 

(Gaffield, 2015). The BC education system maintained classism, as children from working-class 

families attended public school while children from elite families attended private school 

(Carleton, 2022). Similarly, in the mid-1800s, the public pressured educators to segregate 

children by gender and racial identities, but this became unattainable due to the small class sizes 

(Carleton, 2022). White settlers continued to be fearful of losing the Euro-Canadian influence 

and had a prejudice against Asian immigrants, whose children were typically strong students 

(Gaffield, 2015). Although the scope of the public school system was intended for non-

Indigenous children, Indigenous children and children who had both European and Indigenous 

heritage were able to attend despite objections from the pope and part of the settler’s population 

(Carleton, 2022). Racialized children were often the targets of racism and discrimination, and the 

BC school system continued to maintain white dominance through education (Carleton, 2022; 

Gaffield, 2015). 

In essence, the BC education system has been a means of instilling colonial culture in all 

people who live in BC. The intention of the BC education system was to legitimize capitalistic 

settler culture and delegitimize Indigenous and racialized cultures (Carleton, 2022). Schooling in 
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BC has been at the expense of First Nations Peoples, largely funded through land theft, and has 

had a hidden curriculum of racism (Carleton, 2022).7 Having an awareness of the history of 

western education and its ties to colonialism and racism supports the development and 

accountability for future education in BC that is antiracist and aligned with truth and 

reconciliation. 

Beyond Academic Intelligence Through a Western Lens 

The development of western education was largely influenced by the Industrial 

Revolution and has maintained a similar model that is outdated and does not meet the diverse 

needs of students, especially in today’s fast-changing world (Robinson, 2010). One of the 

limitations of this model is that it narrowly focuses on acquiring academic knowledge and 

dismisses a child’s innate intelligence. In 1983, Gardner expanded upon the concept of 

intelligence by proposing that there are multiple intelligences, including naturalist, spatial, 

linguistic, intrapersonal, interpersonal, logical-mathematical, musical, and bodily kinesthetic (see 

also Gardner, 1983). Gardner was not the first person to recognize multiple intelligences, but in a 

western context this was a radical idea. Similarly, Goleman (1995) asserted emotional 

intelligence has a greater influence on a person’s success than academic intelligence. Emotional 

intelligence is a person’s capacity to be aware of and navigate their own emotions and also have 

positive interpersonal skills that reflect empathy and fairness (Goleman, 1995). Robinson (2010) 

proposed an educational revolution is needed that supports children’s natural interests and 

capacity for creative and divergent thinking. An appreciation of the range of intelligences can 

                                                 

7 Hidden curriculum is a term that is defined as “the unstated norms, values and beliefs that are 

transmitted to students through the underlying structures of meaning in both the formal content as well 

as the social relations of a school and classroom life” (Giroux & Penna, 1979, p. 22). 
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empower learners to recognize their own strengths and capacities, which supports their overall 

success. 

Western education is also transitioning to better understand how people learn, and two 

noteworthy concepts are a growth mindset and grit. Dweck (2006) coined the term growth 

mindset, which she put forward in contrast to a fixed mindset. A growth mindset is grounded in 

an understanding that learning takes time and, although a person may not have the skills and 

capacity to do a task at one point, that does not preclude them from working toward building that 

skill. In contrast, a fixed mindset is a limited perspective that a person’s skill set is permanent 

and will not change with practice (Dweck, 2016). A person can fluctuate from having a fixed 

mindset to a growth mindset and vice versa. A growth mindset supports learners in challenging 

themselves, which leads to greater success in the long run. Grit is a condition of having a growth 

mindset and is the ability of a learner to have passion and perseverance for long-term gain 

(Duckworth, 2016). Having grit has been found to matter more than natural talent in acquiring a 

new skill and often is the distinguishing factor between whether people are good or excel at a 

skill (Duckworth, 2016). Students who are supported in developing a growth mindset and grit are 

inclined to be more successful than those who are not. 

Indigenous Ways of Knowing and Pedagogies 

First Nations Peoples have maintained traditional cultural ways of knowing in resistance 

to colonialism; they continue to persist when attending western academic institutions that are still 

colonial and racist, and they are innovative leaders advancing modern education. Since the 

1980s, First Nations educators have made significant strides in Indigenous leadership in BC’s 

education system to create safer, more supportive learning environments for students. This 
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includes the Nicola Valley Institute of Technology (2022), which has provided education to 

learners from 70% of First Nations communities. The First Nations Schools Association (n.d.) 

supports First Nations schools in providing quality culturally reflective learning. The First 

Nations Education Steering Committee (n.d.) works at the provincial level to engage 

stakeholders in dialogue, develop strategies, and take action for quality First Nations education. 

The Indigenous Adult and Higher Learning Association (n.d.) supports quality education for 

Indigenous postsecondary institutions. In addition, most recently the First Nations Education 

Authority (n.d.) has assumed jurisdiction over elementary and secondary schools on Indigenous 

Peoples’ lands. These organizations have the shared principles of viewing the learner 

wholistically, empowering learners, celebrating students’ indigeneity, and working strategically 

and collaboratively to continue to advance quality education (First Nations Education Authority, 

n.d.; First Nations Education Steering Committee, n.d.; First Nations Schools Association, n.d.; 

Indigenous Adult and Higher Learning Association, n.d.; Nicola Valley Institute of Technology, 

2022). These principles benefit all students, Indigenous and non-Indigenous, who learn at First 

Nations schools (Chrona, 2022). Kirkness and Barnhardt (2001) asserted First Nations seek 

quality, relational education that is relevant to the learner: 

What First Nations People are seeking is not a lesser education, not even an equal 

education, but a better education — an education that respects them for who they are, that 

is relevant to their views of the worlds, that offers reciprocity in their relationships with 

other, and that helps them exercise responsibility over their own lives. (p. 14) 

The First Nations Education Steering Committee (n.d.) has worked with Indigenous Elders, 

Knowledge Keepers, and scholars and developed the First Peoples Principles of Learning to 
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“identify common elements in the varied teaching and learning approaches that prevail within 

particular First Nations societies. It must be recognized that they do not capture the full reality of 

the approach used in any single First Peoples’ society” (para. 13). Resources like this exemplify 

First Nations’ approaches to learning rather than seeking to indigenize western education. The 

collective work of these organizations, and many others, is reclaiming First Nations’ rightful 

space in education in BC. 

Relationships are central to Indigenous pedagogies because they are how knowledge is 

created and exchanged and are even more valuable than the content (Archibald, 2008; Chrona, 

2022; Wilson, 2008). Chief Khot-La-Cha (as cited in Archibald, 2008) stated, “Knowledge is 

passed to others in the context of relationships and deep feelings of connection. I have described 

this as heart knowledge” (p. 47). Part of relational learning is wholism, which is the 

understanding that every being, animal, and thing is interconnected and influences the other; 

holism also means that for a learner to thrive they need to be seen as whole people and have their 

mental, spiritual, physical, and emotional needs cared for (Archibald, 2008; Chrona, 2022). 

Chrona (2022) asserted that relational learning requires knowing learners’ stories to ensure their 

unique needs are met. Quality learning is often not a quick exchange of information, but rather a 

rich journey on which the learner gains more knowledge than they originally sought; quality 

learning is often developed through relationship, orality, and real-life experience (Archibald, 

2008; Davidson & Davidson, 2018; Kirkness & Barnhardt, 1991). Further, relational learning in 

an Indigenous context includes a relationship with the land, which is a teacher in itself (Chrona, 

2022). One example of an Indigenous pedagogy is Sk’ad’a (learn), which is from Haida; 

Davidson and Davidson (2018) noted nine Sk’ad’a principles: “Learning emerges from strong 
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relationships, authentic experiences, and curiosity. Learning occurs through observation, 

contributions, and recognizing and encouraging strengths. Learning honours the power of the 

mind, our history, and the stories, as well as spirituality and protocol” (p. 13). Relationships are 

the foundation of Indigenous pedagogies and quality, deep learning. 

Antiracism and Cultural Safety and Humility Pedagogies 

ISAR and CSH learning has been named a priority for the education of people who live 

in BC from childhood through to adulthood: “Antiracism education and theory gained interest in 

the 1980s when the Canadian government started to brand itself as a multicultural nation, 

promoting the idea that cultural diversity was both welcomed and upheld as the strength of a 

multicultural nation” (Ward et al., 2021). ISAR and CSH were specifically identified as priorities 

by the Truth and Reconciliation Commission of Canada’s (2015a) in their Calls to Action, report 

which outlined educational priorities at the public school and postsecondary levels both for 

learners and educators. The In Plain Sight report also asserted a need for quality ISAR and CSH 

education for healthcare professionals (Turpel-Lafond, 2020). Furthermore, the National Inquiry 

into Missing and Murdered Women and Girls (2019) recommended training for police officers, 

and Public Safety Canada has since developed a cultural competency curriculum (Nilson & 

Mantello, 2019). The University of Alberta, as well as other institutions, offer free CSH and 

ISAR training for the general public (Coursera, n.d.). ISAR and CSH learning has been identified 

as a priority, and there is a growing effort to facilitate learning across the health and social 

sectors. 

In BC, San’yas is the most common training; it has been taken by over 120,000 people 

and “delivers Indigenous Cultural Safety (ICS) training across multiple sectors including health 
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care, justice, policing, child and family services, education, business and government” 

(Provincial Health Services Authority, n.d., para. 3). San’yas has an antioppressive pedagogy and 

aims to develop learning relationships between students and instructors who look like them; 

further, facilitators are expected to have knowledge, self-awareness, and skills to support learners 

throughout the course (Ward et al., 2021). However, the In Plain Sight report stated San’yas “has 

drifted in a number of critical ways” (Turpel-Lafond, 2020, p. 42). The report went on to state, 

It is currently not governed or designed with First Nations and Métis involvement, is not 

integrated with health authority training offerings, and is not universally offered or 

funded consistently across the B.C. health care system. The San’yas program has also 

been conducting some follow-up on potentially serious incidents, which is inappropriate 

to its function as a training program. (Turpel-Lafond, 2020, p. 42) 

San’yas’ popularity is an excellent first step in normalizing the broad application of ISAR and 

CSR training and it is not where the journey toward cultural humility learning ends. 

Formal experiential learning has also been an approach to ISAR and CSH learning. 

Derrick’s (1993) circle and the box activity promotes learning about the differences between 

Indigenous and western worldviews by constructing how a community functions through 

movement. Similarly, the KAIROS Canada (n.d.) blanket exercise uses movement and 

experiential learning to simulate colonialism, land theft, and Indigenous resistance, then 

facilitates a debrief conversation to support and acknowledge participants’ emotions and 

learning. Experiential learning through simulations can provide rich learning opportunities but 

can also be triggering for Indigenous participants who are reliving colonization (KAIROS 

Canada, n.d.). As such, ISAR and CSH training facilitators have a responsibility for both content 
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delivery and ensuring psychological and cultural safety learning experiences benefit all 

participants. 

Several conditions have been identified for successful ISAR and CSH to support 

participants in being present and open to new learning that may challenge their worldview and 

sense of self: “The work of anti-racism and reconciliation in education can be described as a 

blend of learning, self-reflection, challenging assumptions and bias, and taking action” (Chrona, 

2022, p. 7). Instructors need to develop trust with students and deliver new learning in a 

digestible way that supports the learner in being present (DiAngelo, 2018; Livingston, 2021; 

Ward et al., 2021.) At the same time, facilitators must be direct and honest about ISAR and CSH 

and be able to navigate racism that may arise during instruction (Chrona, 2022; DiAngelo, 2018; 

Livingston, 2021). When trust and safety have been established, students are more able to be 

vulnerable and explore the uncomfortable realities of CSH and ISAR (Boler & Zembylas, 2002; 

Chrona, 2022). Discomfort in learning causes an emotional response and reactions in which 

learners gain awareness of their “unconscious privileges as well as invisible ways in which one 

complies with dominant ideology” (Boler & Zembylas, 2002, p. 111). When discomfort in 

learning is done safely, learners are more willing and able to understand the complexities of 

ISAR and CSH and how they are part of the change (Chrona, 2022). Facilitating quality ISAR 

and CSH learning requires strong instructors who can foster the conditions of learning. 

Chapter Summary 

Racism, colonialism, and white supremacy culture have deep and wide reaching impacts 

that began at first contact and are still woven into Canada’s social fibers. Moving toward 

reconciliation and having positive settler–colonial relations holds both the truth of the past and a 
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hope for tomorrow in the minds and hearts of Indigenous and non-Indigenous Peoples. Education 

is a powerful tool to engage diverse people in a collective conversation and shared understanding 

to work toward equity. Indigenous, antiracist and the best of western pedagogies can engage 

students as wholistic learners on their journeys of cultural humility, ISAR, and truth and 

reconciliation. Cultural humility calls for continues learning and unlearning. I hope that this 

literature review has contributed to readers’ cultural humility journeys and has inspired new 

opportunities for ongoing learning. Next, in Chapter 3, I discuss the methodology and process of 

my research. 
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Chapter 3: Methodology 

In this chapter, I discuss how research is a relationship, a process, and an outcome. 

Research can and has been used as a tool of colonial oppression as well as a tool to decolonize, 

revitalize, inspire, and balance power dynamics. In this chapter, I discuss the action research 

methodology and how I strived to facilitate an antioppressive and culturally safe approach. I then 

describe how I received stories from the research participants and facilitated conversations for 

change. I honour those who have contributed to this research, including the participants and my 

inquiry team. I detail how I conducted my research, made meaning, and how validated the 

findings and conclusions. Further, I review the ethical implications and discuss my diligence to 

conduct my research appropriately. Lastly, I share outputs and knowledge mobilization. 

Grappling With Research 

Occupying space as a researcher often felt conflicting because I had to be accountable to 

both the expectations of academia, which is deeply embedded with colonialism, and also my own 

morality of continuously striving to decolonize my mind and actions. Academia is generally a 

clear process with set expectations. In contrast, doing things in a culturally safe way requires 

more reflexivity, not only engaging the cognitive mind but a deeper more nuanced awareness of 

how people may be impacted by the process and outcome of the work. Pierre (2023) referred to 

this dynamic as “hard work and heart work” (24:12). I recognize being a white academic means 

that the western education system was designed for people like me, and I have the privilege of 

choosing if and when I question and engage in resistance against colonialism. I deeply respect 

Indigenous, racialized, and marginalized academics who are most impacted by the systemic 

oppression woven into the educational system. 
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A key theme echoed throughout this thesis is the need for relationality. I recognized 

before conducting my research that the only way I could feel ethical stepping into this role was 

to build my research around relationships and having a position of “nothing about us without us.” 

This is a principle in research that is participatory and antioppressive (Strega & Brown, 2015). 

Western research is a tool of colonialism that has been used to amplify the narratives of the 

dominant culture “that has assumed the right to tell the stories of the colonized and the oppressed 

that they have re-interpreted, re-presented, and re-told through their own lens” (Archibald et al., 

2019, p. xi). Engaging in research is an opportunity for working toward truth and reconciliation; 

from the early days of exploring the direction of this research to the completion of this paper, I 

have continued to face the truth of the past and present colonialism of research. At the same 

time, I have focused the intention of my research to walk beside so many others on a journey of 

decolonizing and reconciliation. 

Throughout the research planning, process, and writing, I looked to Indigenous 

knowledge to counter my western lens so that I could see more of my blind spots. One of the 

Indigenous stories that guided me was from Eber Hampton of the Chickasaw Nation (as cited in 

Archibald, 2008): “Coyote Searching for the Bone Needle.” Hampton’s story, which I present in 

the quote that follows, reminded me to pause and evaluate my position, check my colonial blind 

spots, and connect with others when I faced challenges: 

Old Man Coyote had just finished a long hard day of hunting. He decided to set up his 

camp for the night. After supper, he sat by the fire and rubbed his tired feet from the long 

day’s walk. He took his favorite moccasins out of his bag and noticed that there was a 
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hole in the toe of one of them. He looked for his special bone needle to mend the 

moccasin but couldn’t feel it in the bag. 

 Old Man Coyote started to crawl on his hands and knees around the fire to see if 

he could see or feel the needle. Just then Owl came flying by and landed next to Old Man 

Coyote. He asked him what he was looking for. Old Man Coyote told Owl his problem. 

 Owl said that he would help his friend look for the bone needle. After he made 

one swoop around the area of the fire, he told Old Man Coyote that he didn’t see the 

needle. Owl said that if it were around the fire then he would have spotted it. He then 

asked Old Man Coyote where he last used the needle. Old Man Coyote said he used it 

quite far away, over in the bushes, to mend his jacket. 

 Then Owl asked Old Man Coyote why he was searching for the needle around the 

campfire. Old Man Coyote replied, “Well, it’s easier to look for the needle here because 

the fire gives off such good light, and I can see better here.” (Hampton of the Chickasaw 

Nation, as cited in Archibald, 2008, pp. 35–36) 

Methodology 

Action research (AR) methodology was the foundation of this research, while also having 

a lens informed by Indigenous knowledge and striving to decolonize my worldview and actions. 

I aligned with AR because it is endorsed by the Royal Roads University School of Leadership 

and is the chosen approach for my organizational partner’s CPD process. AR is distinguished 

from other research methodologies by its cyclical, four-stage process that engages those 

contributing to the research as collaborators in planning, taking action, evaluating the action, and 

leading to further cycles of planning (Coghlan, 2019). A limitation I experienced with AR during 
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this research is that participants could not be recruited and engaged until research ethics have 

been approved. Therefore, during the initial cycle of AR participants may not be engaged in all 

four stages of the cycle. AR research participants are respected as the experts of their 

experiences; their contributions inform research development and they are engaged in making 

meaning of collected data (Coleman, 2015; McKercher, 2020). AR is one of several research 

methodologies with a framework grounded in promoting equity and elevating the voices of those 

who are often silenced by the dominant culture (Gergen & Gergen, 2015; McKercher, 2020). 

Further, the creation of knowledge is not done by an individual; rather, there is a relational and 

community element that mentors, collaborates, affirms, challenges, and deepens the knowledge 

that is co-created (Gergen & Gergen, 2015). AR researchers value participants as coresearchers; 

this may foster capacity building and the cocreation of safer environments that are 

transformational rather than transactional (Coleman, 2015; McKercher, 2020). Researchers are 

colearners through an inquiry and learning process where they adapt as they learn and develop 

new understandings (Archibald, 2008). Colearning resonated with this particular research 

process because the participants engaged were recognized as modelling cultural humility and 

acts of resistance; there was a relational and reciprocal nature to the sharing and receiving of one 

another’s stories and perspectives. AR researchers must be reflexive to the needs of the 

participants and shift the research approach accordingly to achieve the most authentic results that 

are aligned with the participant’s contributions (McKercher, 2020). An AR approach offers 

accountability for those who are involved in the research to call for action and to influence 

meaningful change (Coghlan, 2019). Additionally, AR has been found to be a highly effective 

method for research that aligns with social and political movements (McKercher, 2020). AR was 
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well suited for this research due to the shared vision between my organizational partners, the 

participants, and me that most formalized cultural humility learning needs to be approached in a 

more impactful and personal way. 

AR methodology aligned with my values and location as a researcher. When research is 

conducted with any connection to Indigenous people, the researcher must be aware of their social 

location, power dynamics, and have a knowledge of colonialism past and present (Strega & 

Brown, 2015). Although I did not solely engage Indigenous People as participants, my research 

engaged several Indigenous People and was directly connected with cultural humility and 

striving to be culturally safe for Indigenous Peoples. By conducting research with an AR 

methodology, I worked toward shifting the traditional research power dynamics, which, 

historically and presently, cause significant harm to Indigenous Peoples. The AR methodology 

opposes traditional research power dynamics in which the researcher extracts knowledge and 

makes their own meaning of participants’ experiences (McKercher, 2020; Strega & Brown, 

2015). However, even though AR is inherently antioppressive because of the key principle of 

reducing power dynamics, it is still critical to be mindful that AR has been developed through a 

western lens. I also reflected on the reality that as a non-Indigenous settler researcher I was 

conducting my research on stolen land that I occupy and benefit from. Therefore, even with an 

AR methodology, I had to be accountable for acknowledging the power dynamics I have because 

of my positionality. I also had to be aware that even when power-over dynamics have been 

addressed through a research ethics lens, power and privilege dynamics are always present in 

colonial societies and systems. Therefore, AR methodology aligns well with research projects of 
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this nature and at the same time must be continuously examined to become aware of and reduce 

oppressive factors. 

AR is a process of sharing and receiving stories. Participants are the experts of their own 

experiences, and this sets the conditions for respectful inquiry that can align Indigenous ways of 

knowing and being. The AR process can be respectful to both Indigenous and non-Indigenous 

research participants by striving for inclusivity, psychologically safety, and cultural safety. 

McKercher (2020) asserted, often, research participants more broadly are invited to share their 

stories but are not offered meaningful opportunities to influence change. By using an AR 

approach, I continued to deepen my commitment to and understanding of cultural humility, 

while also being humbled by learning from others and recognizing the limits of what I do and do 

not know and what I can and cannot influence. However, because AR is constructivist learning 

and includes a call for action, the people engaged have various positions of influence and real 

change can be actioned. AR was a natural choice for a methodology, given the context of my 

research. As such, AR methodology guided my decisions and approaches with the goal of best 

meeting the needs of the participants I engaged, supporting my organizational partner, and 

aligning with my own values and ethics. 

Receiving Stories and Conversations for Change 

My research methods were grounded in relationships and holding space; data collection 

occurred through collaboration and deep listening, a term Atkinson (as cited in Voyageur et al., 

2015) coined, which means having responsibility, respect, and relationality to fully listen to what 

words are being shared and the meaning between the words. By inviting participants to share 

their lived experiences, I asked people to be vulnerable and share parts of themselves they may 
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not typically share. When I received a story, I practised deep listening. When space is held in a 

safe way, there is a shift that allows people to engage more fully with heart and mind (Scharmer 

& Kaufer, 2013). At the same time, participants had the autonomy to share only what felt safe to 

them. The way methods are approached can be more important than which methods are used, 

and without relationality and creating spaces that people experienced as safe, participants would 

not have shared the stories they had. 

The methods sequence was designed to build trust, receive individual and collective 

stories, and develop a shared understanding before planning action. I engaged participants in 

three qualitative methods: (a) semistructured, one-on-one interview to hear individuals’ stories 

and lived experiences; (b) a circle discussion to bring participants together in a safe way to 

deepen, critique, expand, and affirm the themes I analyzed from the interviews; and (c) a kitchen 

table discussion to generate ideas for changes and action, based on the first two methods, to 

improve organization learning strategies to support staff in developing a deeper commitment to 

cultural humility and acts of resistance. The sequence of the methods was successful because it 

allowed me to first develop trust with each participant, which then supported conditions for 

safety during group methods. 

For the first method, I invited participants to engage in a 1-hour interview. The interviews 

set the tone for the research, offering the participants and I to become acquainted or reacquainted 

with each other and acknowledge the journeys that have brought us to a place of engaging in this 

research together. Interviews are a strong method for witnessing lived experiences and oral 

histories (Saldaña & Omasta, 2022). From an Indigenous lens, interviews must involve deep 

listening and a relational approach that values the humanity of the person being interviewed 
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beyond seeing them just as a research participant (Wilson, 2008). Semistructured interviews 

allow for more natural dialogue in which adjustments can be made to the course of questions; 

interviewees are able to speak more freely and what they say or do not say is more important 

than if they are directly answering the questions (Saldaña & Omasta, 2022). The interviews also 

provided an opportunity for participants to evaluate my intent and credibility, which then 

influenced which parts of their story were safe to share with me and if they wanted to engage in 

the next methods. Interviews offered a positive first method in my research process. 

The second method was a circle discussion, a powerful dialogue that deepened the 

collective understanding those present had about cultural humility and acts of resistance against 

both colonialism and white supremacy culture. Knowledge Keeper Dion Thevarge and I 

designed the circle discussion together. As the Knowledge Keeper, Dion guided the protocol 

deemed appropriate for the research and we held a circle discussion, rather than a sacred talking 

circle. We followed cultural protocol to create a safe space, and I facilitated and held space for 

the discussions. Some researchers use talking circles as a method and describe the experience as 

magical, inviting participants’ mental, spiritual, emotional, and physical being (M. Brown & Di 

Lallo, 2020). In the context of this research, following Dion’s protocol was the most important 

consideration for facilitating a culturally safe environment, allowing me to achieve similar 

results to researchers who have used talking circles as a data-gathering method. 

Lastly, participants engaged in a liberating structure kitchen table method. Liberating 

structures support problem solving for messy and complex issues, while also disrupting typical 

social dynamics that may hinder participants from engaging with people outside of the team or 

social circle (Kimball, 2012). Liberating structures “build trust, engage everyone to participate 
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and speak up, break down silos, invite people to contribute to their full potential and reduce 

resistance to change” (Lipmanowicz & McCandless, 2014, p .53). I held this research method 

last to put ideas into an actionable plan that could impact the organization and the broader health 

system. 

Project Participants 

My inquiry would not be possible without the support and engagement of participants 

and my inquiry team, who had complementary but distinct roles. Each person who contributed to 

this inquiry offered wisdom, perspectives, and experiences that contributed to the learning shared 

in this thesis as well as my personal cultural humility journey. 

Inquiry Participants 

Canada’s healthcare system has been developed and sustained as a means of colonial 

oppression that continues to perpetuate inequities for the Indigenous Peoples. The establishment 

of FNHA shifted power and resources from Health Canada to First Nations communities 

(FNHA, n.d.-b). FNHA is grounded in decolonizing healthcare; employees must be accountable 

to First Nations Peoples and responsible for aligning with their professional and personal actions 

to respect and support First Nations Peoples’ rights to self-determination and continue to move 

the needle on health and social change. 

Participants engaged in this research demonstrated a high capacity and commitment to 

cultural humility and engaging in acts of resistance to decolonize the healthcare system. FNHA 

employs over 1,000 employees (K. Warda, personal communications, January 5, 2023), all of 

whom are on their own journey of cultural humility while working collectively toward health 

system change. To reduce my bias, I engaged employees across FNHA who hold either regional 
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or provincial senior CSH positions to recommend potential research participants. I then used 

purposeful sampling and a snowball technique to engage potential participants (Saldaña & 

Omasta, 2022). Each referrer advised me on the most appropriate regional or departmental 

approach to engage the potential participants to respect the distinct ways that different teams 

build relationships. I requested recommendations that reflect the diversity of the people who 

work at FNHA because organizational employees do the heavy lifting of creating systems 

change by walking alongside one another, including people of all racial identities, cultures, 

positionalities, and roles within FNHA. Organizational demographics loosely informed 

participant selection; however, I prioritized having a higher percentage of Indigenous 

participants and regional participants representation compared to actual organizational 

demographics. The provincial team as well as four regional teams—Fraser Salish, Interior, 

Vancouver Coastal, Vancouver Island—had the capacity to support their team members to 

participate. The Northern region did not engage in this research. In total, 11 participants agreed 

to participate in this research, and I am humbled and honoured to have engaged each one of 

them; they are incredible and inspiring individuals who have helped me on my journey of 

cultural humility learning. Having a small number of participants allowed both for in-depth 

interviews and an appropriate size gathering for in-person work that prioritized intimacy, 

vulnerability, and safety. I also respect and honour FNHA employees who did not have the 

capacity to participate in this research, as well as those who were not invited to take part. I 

respect each person who is on this journey of cultural humility and is using their sphere of 

influence to work toward change (see Table 1 for information on participant demographics). 



ACTS OF RESISTANCE CULTURAL HUMILITY IN ACTION 68 

Table 1  

Participant Demographics 

Demographic No. of Individuals 

Racialized  

Indigenous 5 

Non-Indigenous person of colour 2 

Non-Indigenous white presenting* 4 

Gender  

Female 8 

Male 3 

Central Team  

Regional 6 

Central  5 

Position within FNHA  

Liaison 1 

Senior/Advisor 3 

Manager 5 

Director 2 

Note. FNHA = First Nations Health Authority; N = 11. 

* I have used the term non-Indigenous person to reduce the likelihood of individual participants 

being identified by their specific racial identity. It is not my intention to imply that racialized 

people are one homogenized group. 

Inquiry Team 

Throughout the process of planning for and conducting this research, I developed strong 

relationships with the Provincial CSH team, including Adam Finch and Dion Thevarge. Dualities 

in roles developed, being that team members were my health system partners and also members 

of my inquiry team. These roles naturally blend when work is relational and it is a benefit to the 
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research rather than a gap because when people are truly invested they show up more fully. I was 

invited to learn about their broader goal for organizational development, which in turn helped to 

clarify the greater purpose of this research. Dion generously agreed to be the Knowledge Keeper 

for our in-person day, which brought culture to the work. The members of the team wrapped me 

in support and also gave critical feedback, which enabled this work to reach a higher potential. 

My inquiry team also included Ashley Stewart, who has supported and witnessed my 

growth throughout the Master of Arts in Leadership – Health program, which included this 

research. Ashley supported conceptualizing and making meaning from the data. More 

importantly, she has held space for me as I grew and grappled, and as I tried to do justice to this 

valuable work. 

I have great gratitude for my inquiry team members who have contributed to this research 

as well as to my journey of deepening my relationship with cultural humility. As I discuss further 

in Chapter 4, the relationships are what support personal development and sustaining in resisting 

colonialism and white supremacy culture. The relationships I have with Ashley, Dion, and Adam 

will support my commitment to CSH and ISAR well beyond this thesis. 

Study Conduct 

Relationship led the pace, engagement, progression, and meaning-making of the study 

conduct. I balanced being relational with mitigating my bias by engaging diverse central and 

regional FNHA colleagues in senior CSH positions to ask for recommendations for potential 

participants who met the criteria described in the “Project Participants” section of this chapter. I 

shared the criteria verbally during one-on-one Microsoft Teams meetings and also in email 

correspondence. I took the lead of each CSH colleague to respect their preferences and 
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approaches to engaging potential participants. Initial contact with potential participants ranged 

from being provided a list of names and personally emailing participants to the CSH colleague 

inviting potential participants to virtually meet with us to meet each other and discuss the 

research opportunity. I provided participants with a letter of invitation, a document outlining the 

research project including details of their potential involvement, a consent form, and a 

preinterview questionnaire for context of past experiences and demographics. I also offered to 

discuss any questions or concerns they may have. 

The methods that I engaged participants in individual semistructured interviews and a 

full-day in-person research day that included a circle discussion and kitchen table method. I had 

planned the sequence of the methods to connect with each participant individually prior to 

bringing them together in a group method. This approach enabled me to nurture my relationships 

with participants in hopes of encouraging them to become comfortable with me as well as to give 

me an opportunity to feel confident that it would be safe to bring the participants together for 

intimate and vulnerable conversations. 

I began the data-gathering process by pilot testing the interview questions with an FNHA 

employee who met the criteria for this research. I scheduled the interviews at a mutually 

convenient time for the participants, and began each session with an introduction and territorial 

acknowledgments to ground the conversation and align how we came to the conversation. 

Participants consented for the interviews to be recorded by Zoom’s video feature and Otter.ai. I 

used the Otter.ai transcription as a starting point for creating transcripts, which I then verified 

auditorily and edited accordingly. I emailed the transcription of the interview to each interviewee 
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for editing and verification that the transcript was accurate. Upon receiving the verified 

transcriptions, I used NVivo for thematic analysis to inform the following methods. 

Knowledge Keeper Dion Thevarge and I worked together to plan and to hold space in a 

psychologically safe and culturally safe way. I invited participants by email and arranged to 

provide FNHA-funded accommodations and transportation as needed. My health system partners 

were present to support the day and witness the conversation, receive the gifts of knowledge, and 

be accountable to integrate new learning to support systems change. Participants were nourished 

with good food and generous breaks; we sought to provide conditions for physical, mental, 

spiritual, and emotional well-being. Cultural elements included smudging to prepare ourselves 

for the work we were about to do and to let go of heaviness, prayer and traditional introductions, 

inviting the ancestors into the circle by having two additional chairs, an altar in the centre of the 

circle with traditional medicines and culturally significant items, the use of an eagle fan to take 

turns speaking, and gift giving at the end of our time together. This list does not fully reflect how 

culture was present because culture extends beyond observable activities and is a way of being. 

The study conduct reflected participants’ safety, comfort, and coownership, as well as an 

understanding that participants’ stories cannot be generalized to other groups. To prioritize a safe 

and transparent environment, in contrast to the virtual one-on-one interviews, we recorded the in-

person discussions by taking notes rather than video or audio recording. Participants expressed 

they felt more comfortable to contribute to the group dialogue knowing they weren’t recorded. I 

invited participants to take notes for their use to neutralize power dynamics and promote 

coownership of knowledge. Also, I chose to not pilot test the discussion circle and kitchen table 

methods because they were developed from the interviews about the participants’ life 
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experiences and perspectives. It would not be appropriate nor valuable to pilot the in-person 

methods questions with a group of people whose lived experiences and perspectives did not 

inform the circle and kitchen table questions. 

The in-person research day methods were 3 hours each and included a circle discussion 

and kitchen table method. In the morning circle discussion, I shared the themes that arose from 

the interviews and asked questions to further the discussion to extend and validate the findings. 

The participants shared their stories and perspectives; questioned, affirmed, and extended upon 

others’ contributions; and collaboratively worked toward a shared understanding that inspired 

actions for change. In the afternoon, participants engaged in a kitchen table method and 

generated ideas for how FNHA could enhance cultural humility, learning, and growth across the 

organization. My inquiry team members and I recorded information by writing participants’ 

contributions on flip chart papers that remained visible throughout the activity. The in-person 

research day went smoothly and flowed from the circle discussion to the kitchen table method. 

We closed our time together by sharing our last thoughts and our experience of the day. 

Some participants shared that they valued the decolonial approach to the day and they felt that 

the “table was set” (Cedar). When I planned my research, I hoped participants would feel good 

about the process, that power dynamics would be minimized, and participation would be 

mutually beneficial for each person engaged. The closing validated that my efforts were received 

the way that I intended them to be. Lastly, participants were given a pouch of tobacco as an 

offering and gifted a blanket. 

The next day, I met with my health system partners in person for a meaning-making day. 

We discussed our takeaways from the morning circle and made notes of our shared 
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understanding of everything offered to the circle. We next reviewed the afternoon flip chart 

papers and discussed how the learnings from this research can inform the CPD program. Finally, 

we planned future cycles of the action-oriented process. It was beneficial to have the meeting 

with my health system partners soon after the in-person methods as the experience was fresh in 

our minds and it provided clarity for me when drafting Chapters 4 and 5 of this thesis. 

AR research is highly collaborative and conducting an antioppressive inquiry required 

power sharing and validating accuracy. I invited participants to make changes to their own 

transcripts as well as review the study findings that reflected the collective learning from this 

study. In addition, I informed participants which pseudonyms reflected their contributions, and I 

shared most of Chapters 4 and 5 with my health system partners for feedback and additional 

contributions prior to finalizing the final report. In essence, I have strove to facilitate a study that 

respected and upheld the participants and my health system partner while also reflecting their 

knowledge and wisdom. 

Making Meaning and Validity 

As a researcher, I witnessed people’s stories and had conversations for change; many of 

the stories and perspectives shared were deeply personal, and I have gratitude for being trusted to 

witness participants’ truth. This came with the responsibility of maintaining the integrity of what 

participants’ shared and being mindful of what parts of their stories were appropriate to share 

more broadly. I felt the tension between excitement and passion for what had been shared, 

tempered by caution and pressure to not repeat the legacy of patriarchal and colonial harm done 

by western researchers who have extracted and dissected people’s experiences. 
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The participants, my organizational partner, my inquiry team, and I participated in 

making meaning of the data at different points of this research. I was mindful of respecting 

privacy and ethical practices, transparency and engagement in meaning making, and not 

burdening participants who continuously do the heavy lifting of system change for cultural safety 

and antiracism. Participants and the CSH team were provided with multiple voluntary 

opportunities to make meaning and validate their contributions. When participants and partners 

are engaged in meaning making, a more fulsome picture is developed, in which blind spots and 

biases are reduced and validity and reliability are increased (McKercher, 2020). 

Throughout the research, my inquiry team and I welcomed participants to provide 

feedback to ensure the conversations we had were in context and that we had a shared 

understanding. We took time to discuss word choices and the meanings of questions so 

participants were confident about what reflections would be most meaningful. For example, “acts 

of resistance” surfaced as a term central to this research but did not resonate with some of the 

participants. When participants did not connect with the term “acts of resistance,” I invited them 

to share words that aligned with their experiences such as “decolonializing.” It was more 

important that we have a shared meaning, rather than use a word that may be a barrier to a 

fruitful conversation. Following each interview, I emailed participants their transcripts so that 

they could make edits and provide approval for the information they shared to be included in the 

data analysis. 

I analyzed this research through qualitative analysis, an iterative, relational, process in 

which a researcher strives to understand the meaning of stories and reflections as individual parts 

of stories, as whole stories from one participant, and also multiple stories from various 
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participants that relate to one another’s experiences. Qualitative researchers do not believe there 

is one “truth”; the validity of their research is grounded in reflecting coresearchers’ experiences 

with accuracy and integrity, as well as being transparent about the research process and findings 

(Syed & Nelson, 2015). This aligns Indigenous worldviews of valuing knowledge as being 

codeveloped and that there are multiple truths (Wilson, 2008). 

I conducted a reflexive thematic analysis, which is a specific type of qualitative thematic 

analysis, and I used the program NVivo to support the process. Reflexive thematic analysis is 

one type of thematic analysis that is more intuitive to the researcher and is about the relationships 

the researcher sees in the data (Braun & Clarke, 2023). I began by becoming familiar with each 

participant’s individual interview by reviewing the video recordings and transcripts several 

times. I then created themes as I saw connections and differences between the participants’ 

interviews. The process of theming allowed me to identify predominant themes, and I was able 

to look at the data with different lenses (e.g., analyzing collective acts of resistance versus 

individual acts of resistance). I analyzed parts of the data narrowly and also as part of the whole 

data story. This approach was logical because of the complexity of the topic and the sacredness 

of the stories shared with me; I was able to analyze related parts of participants’ stories while 

valuing participants as individuals and members of a community of change makers. 

The participants had opportunities to participate in making sense of the data over the span 

of the research project. In interviews, after participants shared part of their story, I often asked 

follow-up questions about what meaning they made of their experience. On the day of the in-

person research sessions, during the circle discussion I shared the themes and analysis I had 

generated from the interviews. I took time to pose questions to the group to deepen our 
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understanding, give opportunities for critique, expand through collaboration, and validate when 

we had a shared understanding. Next, I engaged participants in a kitchen table method, which 

again offered the opportunity for synthesizing and making meaning of the previous methods and 

proposing recommendations for the CPD program and organizational cultural humility and ISAR 

learning more broadly. My inquiry team and I recorded recommendations and themes throughout 

the method on flip chart paper for real-time validation. Lastly, the findings presented in this 

paper have been validated by the participants to ensure accuracy. Ensuring participants’ 

contributions were accurately reflected was a high priority for my research. 

My organizational partners were engaged in analysis and validation throughout the 

research. The Provincial CSH team was engaged in dialogue about the interview themes, which 

then contributed to the planning of the methods for the in-person day. My organizational partners 

witnessed the in-person research day and participated in recording data by notes and the flip 

chart paper. I facilitated a meaning-making day with my health system partners following the in-

person research to review the previous day’s methods and to have additional conversation about 

how this research informs the CDP and what accountability and action needs to take place to 

complete the AR cycle. I also sought feedback from the Provincial CSH team about parts of 

Chapters 4 and 5 of this thesis, which enhances the accuracy and quality of this research. My 

approach to validating the research and ensuring quality and accuracy was a collective effort 

informed by both the research participants and the Provincial CSH team. 

Ethical Implications 

As a white settler researcher occupying and conducting research on stolen land, I am 

accountable to both research ethics and also to my personal ethics of doing this research in a 
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respectful and relational way with Indigenous Peoples. As mentioned in the opening of this 

chapter, I have navigated the tensions of trying to meet academic expectations while also striving 

to facilitate a cultural safety process. Part of my accountability was receiving feedback from 

participants and my health system partners and taking time to pause or pivot to increase cultural 

safety. Indigenous words of wisdom commonly echoed across BC First Nations are that if a 

person did not care about you, they would not take the time to offer feedback (Arbutus). When 

feedback was given, it was a gift, and this supported me in continuously learning how to be more 

culturally safe. 

I grappled with whether it was appropriate for me, as a white settler, to research cultural 

humility, especially at the intersection of academia, research, and health, which are all fields that 

have caused tremendous harm to Indigenous Peoples (Truth and Reconciliation Commission of 

Canada, 2015a). Western researchers have done research on Indigenous Peoples by extracting 

knowledge and situating the researcher as the expert in the Indigenous Peoples’ experience 

(Strega & Brown, 2015; Tuhiwai Smith, 2021; Wilson, 2008). With this history in mind, I was 

mindful of the inherent power and responsibility I held and was intentional about reducing the 

power dynamics between others involved in this research and me. 

My ethical practice was guided by the Tri-Council Policy Statement (TCPS2; Canadian 

Institutes of Health Research et al., 2022). Although I did not solely recruit Indigenous Peoples 

to take part in my research, I focused on engaging the FNHA staff, which includes Indigenous 

Peoples and non-Indigenous people. As such, I aligned with Chapter 9 of the TCPS2, titled 

“Research Involving the First Nations, Inuit, and Métis Peoples of Canada” and, therefore, was 

intentional about conducting this research in a way that upholds the rights of Indigenous Peoples 
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and ethical spaces (Canadian Institutes of Health Research et al., 2022). My research aligned 

with the TCPS2 ethical framework of respect for persons and concern for welfare and justice; 

this included (a) seeking ongoing, voluntary, informed consent; (b) maintaining a low level of 

risk that promotes participant well-being; and (c) striving share power, make ethical decision, 

and appropriately reflecting and crediting Indigenous Knowledge (Canadian Institutes of Health 

Research et al., 2022). I mitigated bias and power-over dynamics by involving the Provincial 

CSH team and CSH advisors to make recommendations of participants. I discussed power-over 

dynamics with CSH colleagues and participants and also checked through organization charts. 

Participant recruitment was voluntary, well-informed, and consensual and allowed participants 

the option of withdrawing at any time. Although my research did not solely engage Indigenous 

participants, I adhered to the First Nations Principles of OCAP, ownership, control, access, and 

possession, throughout the research process (First Nations Information Governance Centre, n.d.). 

Lastly, I acknowledge the possibility of real or perceived conflict of interest given that I 

conducted research within my own organization. Partway through the study, I was the successful 

candidate for a role on the Provincial CSH team; I began my role after data collection and 

analysis. FNHA facilitated a fair hiring process that was separate from my involvement in this 

research. 

Outputs and Knowledge Mobilization 

This research is one part of an engagement strategy that will inform and affirm the 

development of the FNHA CPD program. A key research theme is that the growth of a person’s 

cultural humility and acts of resistance happens through relationships. This insight will inform 

the development of the CPD framework and other organizational initiatives to centre relational, 
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experiential learning. The kitchen table method gave clear direction about curriculum design and 

tools that will be incorporated into the CPD framework and resources. As a member of the 

provincial CSH team, I will support the development of the CPD program and will build upon 

this research. 

On a personal level, this research has supported my learning and understanding of 

cultural humility development and acts of resistance. Over the time that I have been working on 

this research and learning from the participants and Provincial CSH team, I have developed a 

deeper, more nuanced understanding of why I center relationships in my work. The awareness I 

have now will continue to inspire how I lead, teach, and advocate. 

Chapter Summary 

In closing, in this section I detailed the relationships, processes, and outcomes that 

contributed to my inquiry. I described how I navigated prioritizing cultural safety in a colonial 

process. Next, in Chapter 4, I share the study findings, conclusions, scope and limitations. 
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Chapter 4: Inquiry Project Findings and Conclusions 

This chapter includes three distinct and interrelated sections: first, study findings that 

reflect the participants’ voices and experiences; second, study conclusions that discuss my 

analysis based on the participants’ contributions and the literature from Chapter 2; and, lastly, 

study limitations that present the scope and intention of this study. The 11 participants who 

graciously engaged in this research are FNHA employees who have a deep commitment to their 

cultural humility journey and actively resist both colonialism and white supremacy culture. Their 

diverse positionalities, roles within the organization, and journeys brought them to work at 

FNHA and volunteer for this study. The participants shared their perspectives and experiences to 

contribute to the findings and inform the conclusions to answer my inquiry question: How might 

the lived experience of FNHA staff, who have a sustained commitment to cultural humility and 

who enact acts of resistance against colonialism and white supremacy culture inform how 

cultural humility is developed and actioned? The findings and conclusions also address the 

subquestions: 

1. How are FNHA staff currently using cultural humility and acts of resistance to resist 

colonialism and white supremacy culture? 

2. While on their journey of cultural humility, how do FNHA staff navigate barriers that 

impede them and or their ability to enact acts of resistance? 

3. How might FNHA staff who have a sustained commitment to cultural humility and 

enact acts of resistance against colonialism and white supremacy culture share their 

lived experience with other staff to support organizational learning? 
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4. What wisdom can FNHA staff provide that would support the organizational learning 

for others to develop a sustained commitment to cultural humility and enacting acts of 

resistance? 

I have great gratitude for participants’ contributions to this study. They brought to light 

the shared perspectives and experiences they had, affirmed and extended upon relevant literature, 

gifted FNHA and the academic community with new knowledge, and continue to inspire 

transformation in the healthcare system and CSH and ISAR education. 

Study Findings 

The study findings reflect the voices and experiences shared by the participants through 

the three methods: one-on-one interviews, a circle discussion, and a kitchen table method. I 

identified themes through reflexive thematic analysis as well as discussions with research 

participants and my health system partner. In alignment with the Royal Roads University thesis 

criteria, this section closely paraphrases participants’ contributions and presents both similarities 

and anomalies. The following pseudonyms are used to credit participants’ contributions while 

maintaining anonymity: Arbutus, Cascara, Cedar, Fern, Fireweed, Hemlock, Juniper, Lichen, 

Sage, Tamarack, and Yarrow. As an additional precaution to uphold psychologically safe and 

culturally safe processes, the findings include sections that omit pseudonyms because of 

sensitive or identifiable content. Ideas that emerged from the in-person research day are 

referenced using the code IPM, for in-person method, rather than naming a particular participant. 

In the sections that follow, I explore each of the five themes in detail: 

1. Humility about being identified as culturally humble. 

2. Cultural humility develops over a person’s lifespan. 
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3. Deeping a practice of cultural humility is interconnected with strengthening 

emotional intelligence. 

4. Resisting and sustaining on the journey of cultural humility. 

5. Cultural humility is learned through experiences and relationships. 

Theme 1: Humility About Being Identified as Culturally Humble 

The FNHA staff who participated in this research were identified by organizational CSH 

advisors as having exceptional commitments to cultural humility and working toward system 

change to resist Indigenous-specific racism and oppression; however, throughout the study, 

participants were humble and normalized their behaviour as simply being the right thing to do. 

Humility is distinct from cultural humility because it is about the person’s modest perception of 

themselves, rather than reflecting on their position as a learner in relation to a culture different 

than their own. During the interviews, I asked participants what it meant to them to be seen as a 

person who models cultural humility, and they offered a range of responses, including feeling 

honoured, grateful, and having difficulty responding (Cascara; Cedar; Fern; Fireweed; Hemlock; 

Juniper; Tamarack; Yarrow). Juniper said they could not claim their cultural humility as their 

own and that they were simply upholding teachings they had received from community, 

coworkers, and education. A common statement among respondents was that they did not feel a 

need to be seen by others as culturally humble and cultural humility is not static but a fluid 

progress of personal development (Fireweed; Hemlock; Lichen; Yarrow). In general, participants 

expressed cultural humility is innately human and an extension of being kind and caring 

(Arbutus; Cascara; Cedar; Fern; Fireweed; Hemlock; Juniper; Lichen; Sage; Tamarack; Yarrow). 

They asserted most individuals have the capacity to develop cultural humility. Further, being 
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seen as someone who models cultural humility also means having a responsibility to support 

others on their cultural humility journeys while not holding themselves as an authoritative figure 

(Fireweed; Sage; Tamarack). The participants reflected an element of being culturally humble is 

also having humility. 

Theme 2: Cultural Humility Develops Over a Person’s Lifespan 

Cultural humility develops over the participant’s lifespan, beginning with an innate sense 

of morality and then maturing to cultural humility with knowledge, exposure, and self-discovery. 

The FNHA employees who participated in this study have different positionalities, social 

influences, and lived experiences. During the interviews, I asked participants to share how they 

developed cultural humility and found their stories to be unique to the individual, often 

beginning early in life and continuing to flourish throughout adulthood. As such, I present the 

findings in two sections: first, childhood and youth and then adulthood. 

Childhood and Youth. Participants described early childhood and youth experiences 

they felt contributed to their cultural humility journey, including the presence or absence of a 

cultural humility role model, childhood adversity, and attending the BC public school system. 

They offered varying responses regarding the presence of a role model who supported their 

cultural humility growth as a child or youth. When there was the presence of a role model, the 

adult tended to be a close family member or community member with whom they had personal 

connections (Cedar; Fireweed; Lichen). Respondents who did not have a cultural humility role 

model in their youth observed cultural differences and had an innate drive for equity, but did not 

have guidance or context (Hemlock; Yarrow). One participant who became active in social 

justice in their preteen years had been strongly discouraged by the adults in their life; however, 
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the discipline they experienced fed their passion to continue to advocate (Tamarack). Participants 

experienced varying degrees of cultural humility mentorship in adolescence. 

When participants shared their stories, lived experiences of childhood adversity surfaced 

as a common theme. Childhood adversity was discussed either in a candid remark when the 

participant speculated that it might have influenced their cultural humility journey or in an in-

depth conversation when they had clarity about the experiences that directly influenced their 

cultural humility journey by being a motivator to resist oppressive forces. 

Participants who shared experiences about attending grade school in Canada agreed 

students received insufficient education and exposure to First Nations People and their cultures. 

The education provided in school had been superficial, tokenistic, and through a Eurocentric lens 

(Cedar; Hemlock). Participants also described their school environments as white-centric, racist, 

and unsafe for Indigenous students (Cedar; Fireweed; Hemlock; Tamarack). One participant 

shared a story of being invited to do a traditional opening for a school event at their high school 

as an adult and feeling pride to carry their drum and have long hair in a school where they 

previously experienced discrimination (Cedar). Some participants are hopeful for the changes 

being made in BC’s education system to increase cultural safety and truth-telling of colonialism 

in Canada (Cedar; Fireweed; Hemlock). 

Adulthood. Participants described early adulthood as a time of personal growth, 

including cultural humility development. Participants identified travel, university, starting 

careers, and/or cultural spiritual practices as catalysts for growth and self-discovery (Arbutus; 

Cedar; Fern; Hemlock; Juniper; Lichen; Sage; Tamarack; Yarrow). 
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Indigenous and non-Indigenous participants had different experiences at university that 

contributed to their cultural humility journeys. Non-Indigenous respondents expressed university 

was the first time they were given the context of colonialism in Canada. Even though the context 

they received was brief, such as hearing one territorial acknowledgment, it impacted them deeply 

and was a catalyst for why they are still passionate about First Nations’ rights (Hemlock; 

Juniper; Yarrow). Indigenous participants who attended university described it as a time of 

claiming or reclaiming their Indigeneity (Arbutus; Fireweed; Sage). An Indigenous respondent 

engaged in an act of resistance to make their university a safer place for Indigenous students 

(Fireweed). Each day, they would rearrange classroom desks to reflect cultural ways of being in 

a circle even though the others would place the desks in rows afterward. University enabled 

participants to develop a better sense of themselves and their position in society. 

Adulthood is a time of independence, and respondents reported various activities in their 

adulthood that contributed to their cultural humility development. Participants who had 

opportunities to travel abroad agreed their experiences expanded their worldviews and cultural 

appreciation (Fern; Fireweed; Hemlock). For example, participants who spent time in New 

Zealand witnessed Māori culture being respected by non-Māori people, including the integration 

of Māori words when news was broadcast (Fern; Firewood). Lichen and Cascara shared they 

first developed a context about colonialism in Canada and cultural humility and safety when they 

began their careers at FNHA in middle adulthood. Other participants also described career 

choices that aligned with cultural humility development, such as social work on the Downtown 

Eastside with vulnerable populations (Arbutus; Fireweed; Yarrow). 
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Respondents stated they want to support children, youth, or the generations coming 

behind them in developing their cultural humility journey (Arbutus; Fern; Cedar; Fireweed; 

Lichen; Sage; Tamarack; Yarrow). Parents expressed cultural humility is an aspect of their 

parenting and is reinforced through their relationship with their child through experiencing 

culture and learning about privilege and oppression together (Fern; Lichen; Yarrow). 

Respondents who did not have children expressed a desire to support youth in their communities 

to develop cultural humility, encourage Indigenous youth to be proud of their Indigeneity, and 

mentor young activists so they do not need to face the same challenges they did (Cedar; 

Tamarack). Supporting younger generations on their cultural humility journey is a value that 

many participants share. 

In closing, participants’ diverse life experiences have contributed to their journeys of 

cultural humility, and all have a deep commitment to CSH. Early cultural humility development 

starts with an innate sense of morality and a desire for equity, then flourishes with context, 

exposure, and self-discovery. 

Theme 3: Deeping a Practice of Cultural Humility is Interconnected With Strengthening 

Emotional Intelligence 

The journey of cultural humility requires emotional intelligence to sustain and create an 

impact when resisting colonial oppression and white supremacy culture. Participants expressed 

they had experienced a wide range of emotions as part of their cultural humility journey, some of 

which felt overwhelming (Fireweed; Sage; Tamarack; Yarrow). Participants found accepting 

emotions as valid and an essential element of their journey to be liberating, removing barriers 
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that limited cultural humility development. As such, this theme is presented in three sections: 

emotional regulation, self-compassion, and joy. 

Emotional Regulation. Sustaining a practice of cultural humility requires emotional 

awareness and emotional regulation. When respondents reflected on their earlier years, they 

sometimes described anger and frustration about the inequities or ignorance they experienced or 

witnessed (Fireweed; Sage; Tamarack). The same participants stated when they strengthened 

their emotional awareness and emotional regulation, they were able to process difficult emotions 

which enabled them to persevere in difficult situations. Additionally, respondents were more 

likely to engage and persuade others who held racist beliefs to reconsider their positions 

(Fireweed; Sage; Tamarack). Strengthening emotional awareness and emotional regulation was 

one way participants deepened their journey of cultural humility and were more impactful when 

engaging in acts of resistance. 

Self-Compassion. Participants found self-compassion to be a skill that supported them in 

their continuing journeys of cultural humility. A few non-Indigenous respondents stated they 

have had moments throughout their careers in Indigenous health when they have experienced 

self-doubt because of their racial identities and have considered changing careers (Hemlock; 

Yarrow). Another participant described feelings of self-doubt because they had placed an 

expectation on themself to know everything about culture to advocate for cultural safety 

(Fireweed). The same participant identified their self-doubt is driven by perfectionism, which is 

rooted in colonial oppression. When participants were able to move from self-doubt to self-

compassion, they were more confident in their abilities to serve BC First Nations, which in turn 
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allowed them to lean into work that they had previously felt apprehensive about (Fireweed; 

Yarrow). 

Self-compassion also aligns with a growth mindset in continuously being open to self-

reflect and learning through discomfort. Juniper coined the term “cultural fragility” as opposed to 

“white fragility.” They suggested all non-Indigenous people can also be vulnerable and reflect on 

where and when they may have been culturally unsafe or perpetuated racism. Some participants 

identified leaning into discomfort as being a positive and critical part of cultural humility growth 

because when they feel uncomfortable they have challenged themselves to further resist 

colonialism and white supremacy culture (Fireweed; Yarrow). Self-compassion allowed some 

participants to grow through discomfort and in turn strengthen their capacity for cultural humility 

(Fireweed; Sage; Yarrow). 

Joy. Participants remained motivated to continue resisting colonial oppression and white 

supremacy culture because cultural humility brings moments of joy (IPM). Several participants 

stated their cultural humility journeys have increased their appreciation of their lives, including 

reflecting on their own power and privilege (Fireweed; Hemlock; Lichen; Yarrow). Respondents 

also experienced vicarious joy when they contributed to or witnessed oppressive barriers being 

removed, benefitting the people and communities they serve (IPM). During the in-person 

methods, participants expressed they are motivated in their work by supporting Indigenous 

people and communities to have better health outcomes. 

Cultural humility development is a personal journey of deepening individuals’ 

understandings and relationship with themselves to be better able to be in relationship with other 

people in society. Emotional intelligence supports people in cultivating communities of 
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solidarity, allowing them to lift themselves and others up as they navigate the emotional and 

mental heaviness of resisting colonialism and white supremacy culture. Cultural humility growth 

requires strengthening emotional intelligence to persevere through changes and experience joy 

when resistance to colonial oppression and white supremacy culture. 

Theme 4: Resisting and Sustaining on the Journey of Cultural Humility 

Resisting colonialism and white supremacy culture to enhance cultural safety and equity 

requires heavy lifting and the ability to sustain in a long-term movement for change. As 

Tamarack stated in the Research Participant Perspective shared in Chapter 1, “Oppressors don’t 

play nice and don’t play fair.” Resisting both colonialism and white supremacy culture can be 

tiring, emotional work, but “we’re so close to getting something that we’ve been looking for. 

We’re so close to just getting over a hump. We’re just so close to being there that we can’t give 

up right now” (Tamarack). 

Participants’ relationships with their practices of cultural humility are individual and they 

frame their work in slightly different ways; however, they share a vision for equity and cultural 

safety. I chose the term “acts of resistance” to describe efforts to address colonialism and white 

supremacy culture; however, participants had their own language and relationships for this 

concept. Some participants strongly resonated with the term “acts of resistance” (Juniper; Sage; 

Tamarack; Yarrow), while others preferred to use different language, such as decolonize 

(Arbutus; Cedar; Lichen). One participant defined acts of resistance as “the action behind the 

belief” (Tamarack) when opposing colonialism and white supremacy culture. Another participant 

defined her work as “moving forward and making sure that First Nations Peoples are treated with 

love, kindness, cultural safety, and trauma-informed practice” (Sage). 
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Differences in Indigenous Peoples’ and Non-Indigenous People’s Work. Participants 

agreed Indigenous and non-Indigenous people are needed to resist both colonialism and white 

supremacy culture. During the in-person methods, participants discussed the emotional and 

mental load required to advocate for cultural safety and Indigenous-specific antiracism, and how 

there are differences and commonalities in how Indigenous and non-Indigenous people are 

impacted by their work. 

Respondents agreed Indigenous people are disproportionately expected to do more heavy 

lifting than non-Indigenous people (IPM). Indigenous respondents described how burdens and 

expectations have been put on them by others because of their Indigeneity. Many Indigenous 

participants expressed they are regularly engaged by non-Indigenous people to teach them about 

colonialism and Indigenous cultures as well as validate that they are being good allies; as a 

result, Indigenous staff often have two jobs (Arbutus; Tamarack). The IPM participants agreed 

non-Indigenous people who are committed to CSH need to support other non-Indigenous people 

to further develop on their cultural humility journeys to alleviate the burden Indigenous people 

experience. Some Indigenous participants also expressed they often feel competing pressure to 

be their real Indigenous selves at work while having to fit into a corporate work environment 

(Arbutus; Tamarack). Respondents shared an understanding that Indigenous employees have a 

high likelihood of experiencing racism, microaggressions, or lack of cultural safety when at 

work. Further, being an Indigenous person working in Indigenous health is not limited to work 

hours. Indigenous health directly impacts the Indigenous respondents personally, as well as their 

families and community (IPM). 
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Non-Indigenous participants also shared that some of their experiences are informed by 

their racial identities (Juniper; Lichen; Yarrow). Yarrow shared, from their experience, trying to 

advocate for equity and cultural safety as a non-Indigenous person can feel like being the 

squeaky wheel or disturber; however, they recognize the discomfort they feel does not compare 

to what Indigenous people experience. A non-Indigenous participant described they sometimes 

feel like they do not belong or that they must constantly prove their value in Indigenous Health. 

This individual recognized the feeling they have has similarities to what it must feel like to be 

marginalized and that they have privilege in whether they want to continue feeling that 

discomfort. The IPM participants also validated that non-Indigenous people who are committed 

to CSH and Indigenous-specific antiracism can also experience vicarious harm, but that it is 

unparalleled to the lived experience of their Indigenous friends and colleagues. A common theme 

among non-Indigenous participants is that being committed to cultural humility and engaging in 

acts of resistance are not limited work hours; they prioritize ongoing learning, advocacy, and 

connection to Indigenous communities in many aspects of their life (Cascara; Fern; Hemlock; 

Juniper; Yarrow). 

Fireweed coined the term “bad colonial days” to refer to times when they felt defeated or 

experienced harm when they tried to tackle oppressive systems. Participants validated that across 

the board they have experienced emotional and mental load when advocating for cultural safety 

and Indigenous-specific antiracism and acknowledge the differences in how Indigenous and non-

Indigenous people are impacted (IPM). 

Resisting Burnout. Several participants acknowledged the risk of burnout when 

engaging in acts of resistance against both colonialism and white supremacy culture and that 
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sustaining their energy is critical (Fireweed; Sage; Tamarack). Respondents agreed, when they 

have the capacity, it is important to them to take opportunities to advocate for cultural safety and 

equity and to address racism in the moment. Similarly, there are times when they need to pause 

or not engage. Evaluation is needed when engaging in acts of resistance puts an advocate at risk, 

including when harm is infringing on their personal safety (Tamarack; Yarrow). Arbutus 

explained they regularly advocate for cultural safety and Indigenous-specific antiracism, and in 

instances when they continue to be unheard, they reserve their energy and escalate if necessary. 

Sage said, when possible, they addressed racism and lack of cultural safety in the moment. 

However, there have been times when participants needed to take care of their energy and well-

being because they were harmed by racism or lack of cultural safety when advocating against it 

(Arbutus; Sage). Participants who could most clearly define their resistance to colonialism and 

white supremacy culture expressed more awareness of how their energy and well-being is 

impacted by engaging in acts of resistance than other respondents (Fireweed; Juniper; Sage; 

Tamarack; Yarrow). Participants noted maintaining well-being and energy is necessary when 

engaging in acts of resistance to ensure they have the stamina to continue to resist (Fireweed; 

Sage; Tamarack; Yarrow). 

Participants have developed strategies to sustain their energy to continue to resist 

colonialism and white supremacy culture. Sage and Tamarack have engaged in acts of resistance 

against colonialism and white supremacy culture for decades over their journey and have learned 

they need to prioritize their holistic well-being to sustain their practice. Fireweed has given 

themself the grace to take time when there are multiple priorities and to be selective about when 

they engage in acts of resistance; this allows them to have more fulsome engagement when it 
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matters most to them. Tamarack has sustained their practice of engaging in acts of resistance by 

adapting how they resist. When Tamarack was younger, they often engaged in multiday protests, 

but now they trust the younger generation to lead in physically demanding activism. At the same 

time, they continue to support the activism at different levels and provide donations to support 

front-line activists. Several participants recognized the impact of acts of resistance on their well-

being and were dedicated to their sustainment to continue to be effective activists (Fireweed; 

Sage; Tamarack; Yarrow). 

Be Hard on the System and Be Soft on the Individual. The barriers participants resist 

the most are people and oppressive systems—people make up the systems and the systems are 

made by the people. Hemlock shared one of their guiding principles is to be “hard on the system 

and be soft on the individual.” During the IPM, all participants shared they frequently have 

experiences when they feel like they are speaking to individuals who have a broken worldview, 

more specifically, to people who are ignorant, dismissive, or unaware of how systemic 

oppression impacts BC First Nations. 

Racism is a health crisis of its own, and Indigenous people are disproportionately 

impacted by every other health crisis because of racism; it is not enough to plant seeds to address 

racism—action is needed now (Arbutus; Sage). When coordinating efforts for crisis responses, 

respondents found their health system partners to be passive, racist, and even unwilling to meet 

their mandate (Juniper; Sage; Tamarack). This includes refusal to actively participate in working 

toward a solution and only being willing to provide financial resources if burdensome paperwork 

is completed. In such circumstances, respondents have been kind but firm, asking for 

accountability to remove barriers to Indigenous health and wellness (Juniper; Sage). Respondents 
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have often had the dual burden of responding to health crises while also advocating for and 

educating health system partners about antiracism and equity (Juniper; Sage; Tamarack). 

The way that some health system partners engage FNHA can be tokenistic, superficial, or 

inappropriate. During the in-person methods, participants noted some health system partners will 

ask FNHA for direction on what to do to not be racist or address Indigenous-specific racism 

within their organization. Respondents have been engaged to provide a culturally safe lens on 

health system partners documents despite the partner having their own CSH teams. Being 

overengaged can be burdensome because FNHA has fewer staff and resources. Fireweed and 

Arbutus are often asked by health system partners to provide feedback on initiatives that are near 

completion, which can feel like superficial engagement; being asked to participate in the later 

part of the project is akin to checking off a box for FNHA endorsement rather than meaningful 

participation. In these circumstances, Fireweed and Arbutus often responded that they are unable 

to provide meaningful feedback with little notice, but they would be happy to engage in future 

work when they are able to contribute earlier in the initiative. An Indigenous participant who 

described themself as white presenting has also been asked racist and inappropriate questions by 

non-Indigenous health system partners who assumed the respondent was white (Tamarack). The 

respondents appreciate collaborative meaningful engagement with health system partners but too 

often are engaged in disrespectful ways. 

Sustaining a practice of cultural humility and engaging in acts of resistance requires skills 

in managing the challenges of resisting and also having boundaries and self-awareness so as to 

not burn out. Setting boundaries in CSH and ISAR with individuals who are not behaving in a 
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culturally safe or antiracist way can be supportive, while also inviting responsibility and 

accountability. 

Theme 5: Cultural Humility is Learned Through Experiences and Relationships 

Participants developing cultural humility through relationships and experience surfaced 

as the strongest theme in this study. The majority of participants identified having a community 

of people who are also committed to cultural humility helps them to sustain their energy, grow 

on their journey of cultural humility, and engage in acts of resistance against colonialism and 

white supremacy culture (Arbutus; Cascara; Cedar; Firewood; Hemlock; Juniper; Sage; 

Tamarack; Yarrow). There is a relational and reciprocal element to building communities of 

solidarity and connecting with like-minded people. 

Community of Solidarity. A community of solidarity has supported many participants in 

developing and sustaining their practice of cultural humility and advocacy. A community of 

solidarity is an individual’s networks of trusted people, often with diverse intersectional 

identities, skills, and experiences that support one another to grow and sustain them on their 

journeys of cultural humility and in acts of resistance (Tamarack; Yarrow). Communities of 

solidarity can create a sense of belonging and shared understanding in finding like-minded 

people who hold similar worldviews that are counter to western normative oppressive culture 

(Tamarack). Both colonialism and white supremacy culture can create disconnects between 

people, which can cause loneliness and comparison; in contrast, having a community of 

solidarity breaks through those barriers and creates the conditions for collective advocacy 

(Fireweed). 
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Respondents described conversations with people in their community of solidarity, which 

they found to be both relational and reciprocal, as a main source of learning and growth 

(Fireweed; Hemlock; Yarrow). I themed participants’ collective responses into five conditions 

for learning and growth conversations: trust and safety within the relationship, self-awareness, 

vulnerability, validation of belonging, and shared CSH and antiracism language. The more 

conditions that are present, the higher the potential is for a conversation that promotes cultural 

humility growth. Safe, trusting relationships allow participants to be vulnerable and discuss 

challenges in an honest, constructive way (Fern; Hemlock; Yarrow). Respondents spoke about 

valuing conversations in which they were self-aware and vulnerable to receiving feedback 

(Juniper). During their cultural humility journeys, some participants expressed being unsure if 

they belong or were worthy to be in their roles, and having conversations in which their 

belonging was validated supported them in continuing in their positions (Fireweed; Yarrow). 

Learning a new language to discuss CSH and ISAR has been validating in itself and supported 

shared understandings (Tamarack). Participants collectively provided dozens of examples in 

which conversations with their community of solidarity supported their cultural humility growth 

and has sustained their practices. 

Communities of solidarity must be cultivated carefully to mitigate risk. Arbutus and 

Tamarack have been cautious when developing new relationships because there is a risk of 

vulnerability and a lack of cultural safety. When someone in the participant’s circle of solidarity 

turns out to be unsafe, it can shake them to the core because having a trusting community is what 

supports individuals to persevere (Tamarack). IPM participants agreed a lack of transparency can 

destroy trust in a community of solidarity. 
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Participants value when they have a community of solidarity at work and agreed strong 

teams sustain them in their work. In contrast, the lack of solidarity and transparency in a team 

has motivated some participants to change positions (Fern; Sage). Participants agreed they want 

an organizational culture in which leadership is transparent and culturally humble, advocates for 

CSH and ISAR, promotes a 360-degree culture of safety and humility, and is willing to share and 

receive support on their cultural humility journey (IPM). Participants agreed that transformative 

work and cultural humility growth happens in trusting relationships. 

Cultural Humility Development. Participants undergo more cultural humility growth 

through relationships and experiential learning than they do alone. Participants valued culturally 

immersive formal and informal training as contributing to their journeys of cultural humility. 

Two participants shared they experienced significant cultural humility growth when they 

participated in culturally immersive experiential training; one participant attended training at 

Nahanee Creative and the other was in a Māori cultural program. Another respondent also spent 

several years in New Zealand and witnessed positive settler colonial relations and progress in 

truth and reconciliation with the Māori People . This experience supported their journeys of 

cultural humility; unfortunately, when they immigrated to Canada, they felt there was a lack of 

cultural infiltration and fewer opportunities to learn about Indigenous Peoples in Canada. 

Participants value the culturally immersive learning they have had while working at 

FNHA. Cascara has been employed by FNHA since its establishment and said they are 

motivated to stay with the organization and continue to learn because of rich cultural 

experiences. Arbutus said being an FNHA employee supports their practice of cultural humility 

and safety and aligns with their career goals. Yarrow expressed working with First Nations 
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people and their communities means continuing to engage and learn alongside community, in 

and outside of work hours. Cedar asserted learning with community is relational—it is 

participating and not just expecting to be taught. Tamarack reiterated this notion by stating that 

FNHA staff’s cultural humility development is not solely the responsibility of the health 

authority; staff must seek their own cultural humility learning opportunities. Participants largely 

agreed experiential learning, including working at FNHA, supports their cultural humility 

development (IPM). 

The vast majority of participants expressed they did not find the FNHA’s mandated CSH 

training, San’yas, to contribute to their cultural humility development (IPM). In general, 

participants found academic-style CSH training has had minimal impact on their cultural 

humility development. During interviews, two participants expressed opposing strong feelings 

about the San’yas program: one stated the training was awful and was not a good use of their 

time (Fern), while the other said they found it to be amazing (Cascara). Participants held a shared 

perspective that FNHA’s mandatory cultural humility training was insufficient. 

Participants noted their most significant learning occurred through the relationships and 

experiences they have had. They hope to see more experiential learning opportunities in CSH 

programs. 

Study Conclusions 

H. Pruden (personal communication, August 14, 2023) stated cultural humility is 

synonymous with love, and, through this research, I have found this statement to be true. Love is 

a normal human capacity and a lifelong journey. Love matures with time and is sustained 

through commitment. Love develops through relationships and is learned together. Love has 
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many ways of being and is a unique journey for each person. Love is a cyclical process grounded 

in understanding, action, and reflection. When I think about love, I reflect on how it compels 

people to express themselves through action. Love can be messy, full of mistakes, hurt, and can 

challenge people. Love is the intention of the person giving it and what matters most is how 

someone experiences it. Love deepens an individual’s sense of humanity and enables them to put 

others’ needs before their own. By being loving, people further learn how to love. In the sections 

that follow, I explore each of the three study conclusions: 

1. Cultural humility is both a normal human capacity and a lifelong journey. 

2.  Cultural humility develops through relationships. 

3. Cultural humility is a cyclical process grounded in knowledge, action, and reflection. 

Conclusion 1: Cultural Humility is Both a Normal Human Capacity and a Lifelong Journey 

This conclusion answers the main inquiry question: How might the lived experience of 

FNHA staff, who have a sustained commitment to cultural humility and who enact acts of 

resistance against colonialism and white supremacy culture inform how cultural humility is 

developed and actioned? Pruden (as cited in Indigenous Youth Wellness, 2021) posed the 

question to those who want social justice, “If not me, then who?” (51:37). If the answer is that 

“there is no one else around . . . the who falls on you. You have to step up” (Pruden, as cited in 

Indigenous Youth Wellness, 2021, 51:57). Influencing cultural humility and systems change is 

not about being a special person (Indigenous Youth Wellness, 2021; Reynolds, 2019). Working 

towards social justice needs to be normalized so that people can see themselves as capable and 

accountable for creating change. 
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Commitment to and development of cultural humility and ISAR cuts across different 

positionalities, and all people have a place in working toward truth and reconciliation. The 

participants in this study experienced different social, political, and cultural influences but still 

shared similarities in their cultural humility growth and development throughout their lifespans 

(Arbutus; Cascara; Cedar; Fern; Firewood; Hemlock; Juniper; Lichen; Sage; Tamarack; 

Yarrow). The participants were ordinary people who used their spheres of influence to “untie 

those colonial knots” (University of British Columbia Learning Circle, 2023, 24:31). Through 

their commitment to cultural humility, participants have identified colonial and white supremacy 

barriers and continue to work toward removing them to enhance equity. A practice of cultural 

humility does not require seeking out colonial and white supremacy barriers; rather, this form of 

practice involves recognizing that racism, colonialism, and white supremacy culture are in the 

fibers of western society and, by maintaining that awareness, participants have taken what action 

they can to create change. 

Many of the lived experiences participants shared as contributing to their cultural 

humility development are common among people who live in Canada. For example, several 

study participants attended Canadian grade school or postsecondary institutions that provided 

minimal education and exposure to BC First Nations Peoples and colonialism in Canada (Cedar; 

Hemlock; Juniper; Tamarack; Yarrow). Statistics Canada (2022) stated, “In 2019, 73% of 

Canadians ages 25-34 had attended a postsecondary qualification” (para. 5). Although 

postsecondary education is common among Canadians, it also is a privilege and can pose barriers 

to many. The participants in this study who attended postsecondary institutions described how 

their cultural humility developed even though the schools they attended did not prioritize cultural 
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safety (Arbutus; Firewood; Hemlock; Juniper; Yarrow). In addition, Indigenous participants 

described cultural humility growth and connection to their Indigeneity (Arbutus; Cedar; 

Fireweed; Sage; Tamarack), including some who outwardly resisted colonialism oppression in 

their school (Fireweed; Sage), as well as several non-Indigenous participants who were inspired 

by moments as brief as hearing their first territorial acknowledgment (Hemlock; Juniper; 

Yarrow). The respondents in this study experienced similar educational conditions to the broader 

postsecondary population; however, they were inspired to be part of the change and work toward 

equity and cultural safety (Arbutus; Fireweed; Hemlock; Juniper; Sage; Yarrow). They saw 

themselves in relation to broader social, educational, and health systems that uphold colonialism 

and white supremacy and took personal responsibility to do what they could to influence change. 

Cultural humility develops over the lifespan and is an ongoing commitment to continue 

learning and unlearning and applying knowledge to action. A commonality participants shared 

regarding their cultural humility practice was their growth mindset (Dweck, 2006) and grit 

(Duckworth, 2016), as previously described in Chapter 2 (Fern; Fireweed; Hemlock; Juniper; 

Sage; Tamarack, Yarrow). Cultural humility is developed over a lifetime, and it depends on the 

individual’s passion and perseverance to grow and engage in resistance, rather than having a 

specific talent or capacity. In the context of cultural humility, having a growth mindset is a 

condition that supports growing through discomfort and challenging oneself to reach beyond 

their current skill set to try to be culturally safe and resist the status quo. Grit coupled with 

emotional intelligence supports individuals to have self-compassion and drive to continue to 

resist, even when colonial barriers are challenging to move, because truth and reconciliation is a 

marathon, not a sprint. Ordinary people have the capacity to develop a growth mindset and grit, 
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just as they have the capacity to develop cultural humility, because it is not a special talent or 

predisposition but rather continued self-development. 

The similarities in cultural humility development between participants do not disregard 

the realities of living in a western society, which is particularly oppressive to racialized peoples. 

Simply stated, white supremacy culture benefits white people and gives unearned advantages 

that are most often unacknowledged and unknown to them (DiAngelo, 2018; Eddo-Lodge, 2017; 

McIntosh & Cleveland, 2020). In contrast, in western society, racialized people are oppressed by 

white supremacy culture and often regularly experience racism; the less a racialized person 

assimilates into white supremacy culture, the more oppressive barriers they will face. For 

example, when Tamarack was a teenager, they temporarily concealed their Indigeneity as a 

protective measure when living in a racist town. Further, non-Indigenous people will never know 

what it feels like to be Indigenous in Canada. Indigenous-specific racism is distinct from other 

types of racism because it is compounded by colonialism, including land theft and the attempted 

genocide of the First Peoples in Canada. 

In summary, cultural humility is both a normal human capacity and also a lifelong 

journey. Cultural humility and working toward truth and reconciliation requires commitment, 

engagement, and action from diverse peoples who live in Canada. Creating social and systemic 

transformation to address colonialism and white supremacy culture needs to be normalized so 

that ordinary people, like you or me, do what we can to change factors within our influence. If 

not you, then who? 
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Conclusion 2: Cultural Humility Develops Through Relationships 

Conclusion 2 answers Subquestion 1 (How might the lived experience of FNHA staff, 

who have a sustained commitment to cultural humility and who enact acts of resistance against 

colonialism and white supremacy culture inform how cultural humility is developed and 

actioned?), Subquestion 3 (How might FNHA staff who have a sustained commitment to cultural 

humility and enact acts of resistance against colonialism and white supremacy culture share their 

lived experience with other staff to support organizational learning?), and Subquestion 4 (What 

wisdom can FNHA staff provide that would support the organizational learning for others to 

develop a sustained commitment to cultural humility and enacting acts of resistance?). 

Cultural humility development and engaging in acts of resistance happen in relationships 

with people and systems—people create the systems and systems are the relationships between 

people. Participants expressed the relationships they had with others were both what motivated 

and supported them to continue their journey of cultural humility and engaging in acts of 

resistance as well as the greatest barriers they faced in addressing both colonialism and white 

supremacy culture (IPM). The range of relationships respondents had with people and systems 

composed their lived experiences, which are moments of learning through their relationships. 

These naturally occurring lived experiences had the most impact on how participants developed 

their cultural humility. 

In general, participants did not find the organizationally mandated training, San’yas, to 

have a significant impact on their cultural humility learning (IPM). Although they did perceive 

the San’yas content as valuable, participants reported they experienced the training as not being 

relational and experiential learning, which limited the impact the training had on them. Despite a 
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principle of the San’yas training being not to offload content onto learners (Ward et al., 2021), 

many study participants found the training took a “dump truck” (Ward et al., 2021, p. 310) 

approach. Further participants had concerns regarding limited psychological and cultural safety 

because the content could be triggering for Indigenous learners who have intergenerational 

trauma and lived experiences with racism and colonialism (IPM). This study revealed a 

disconnect between how San’yas was designed and how the training was experienced by 

participants in this research. CSH and ISAR training requires the attendee to experience the 

training as authentic, relational, and experiential. 

Relationships are organizational learning; respondents described how they have further 

developed their cultural humility through their work at FNHA, which consisted of relationships 

with community, colleagues, and the broader health system. Relational learning is foundational 

to many Indigenous pedagogies and antiracism pedagogies (Archibald, 2008; Chrona, 2022; 

Davidson & Davidson, 2018; Kirkness & Barnhardt, 2001). As Wilson (2008) noted, “An 

Indigenous ontology and epistemology is relationality (relationships do not merely shape reality, 

they are reality)” (p. 7). The relationships the participants had with the people and systems 

through their work at FNHA shaped their understanding of colonialism and white supremacy 

culture and informed their development of cultural humility and how they engage in acts of 

resistance to promote cultural safety and ISAR (IPM). 

Relational learning informs the conditions for successful organizational learning. CSH 

and ISAR training requires strategic delivery that is sensitive to the learner’s moral image while 

also being direct about racism, colonial oppression, and white supremacy culture (Chrona, 2022; 

DiAngelo, 2018; Livingston, 2021). As mentioned in the “Study Findings” section found in this 
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chapter, the collective responses from participants show relational learning with colleagues and 

peers is most impactful when trust and safety is established within the relationship, in addition to 

self-awareness, vulnerability, validation of belonging, and shared CSH and antiracism language. 

If any of these conditions are absent, the potential for cultural humility growth is hindered. 

Therefore, these conditions, which can organically develop in relationships, can also inform 

pedagogies and curricula design that align with relational and experiential learning already 

occurring within FNHA. It is important to note that the learners determine whether these 

conditions have been met, just as psychological and cultural safety are determined by the person 

receiving the experiences intended to be safe. 

In summary, cultural humility develops organically through relationships and experiential 

learning. FNHA leadership and curriculum developers can learn from employees and strengthen 

organizational learning development so that it centres relationships and experience to ensure 

organizational training aligns with how cultural humility growth occurs. 

Conclusion 3: Cultural Humility is a Cyclical Process Grounded in Knowledge, Action, and 

Reflection 

This final conclusion answers the main inquiry question (How might the lived experience 

of FNHA staff, who have a sustained commitment to cultural humility and who enact acts of 

resistance against colonialism and white supremacy culture inform how cultural humility is 

developed and actioned?), as well as Subquestion 1 (How are FNHA staff currently using 

cultural humility and acts of resistance to resist colonialism and white supremacy culture?) and 

Subquestion 2 (While on their journey of cultural humility, how do FNHA staff navigate barriers 

that impede them and or their ability to enact acts of resistance?). 
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System transformation for social justice is a cyclical process of action-oriented relational 

and experiential learning in which advocates learn how to change the system through acts of 

resistance. The cyclical process can best be described as a praxis with relationships between 

cultural humility, which is grounded in knowledge and theory; acts of resistance, which are the 

action “behind the belief” (Tamarack) and intended to be culturally safe and promote ISAR; and 

reflection, which is the learning from action to further cultural humility development (see Figure 

1). 

Figure 1  

The Cultural Safety and Humility and Indigenous-Specific Antiracism Praxis 

 

In the absence of any part of the cycle shown in Figure 1, there is the risk of harm, 

stagnant cultural humility development, and repeating paternalistic settler colonial relations. 

Cultural humility informs how to be culturally safe. Cultural humility includes an awareness of 
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colonialism past and present, and respecting First Nations as rights and title holders, the experts 

of their own experiences, and the people defining steps forward for truth and reconciliation. For 

settlers, cultural humility reduces the likelihood of repeating the paternalistic approach taken 

since First Contact of doing to and for Indigenous people and trying to solve the impacts of 

colonialism (Gebhard et al., 2022). Cultural humility leads to acts of resistance and involves 

acting with integrity to live a culturally humble life in alignment with the person’s beliefs. When 

asked about the relationship between cultural humility and acts of resistance, Yarrow said they 

could not tease them apart because they exist in relation to each other. Social justice activism is 

integrated into a person’s life (Reynolds, 2019). When someone is culturally humble, they feel 

compelled to take action towards change within their sphere of influence, and acts of resistance 

are woven into their day-to-day lives. When cultural humility does not lead to action, an 

individual’s cultural humility development is limited and remains in theory rather than practice. 

Lastly, in relational and experiential learning, reflection follows action. Reflection is when new 

learning is integrated into cultural humility knowledge, which perpetuates cultural humility 

growth and development. Without reflection, cultural humility learning is limited, and by 

extension a cultural humility practice will be stagnant and likely not keep up with the evergreen 

best practices for CSH and ISAR. 

Systems transformation for health and social equity means learning how to influence 

change while leading the change. The barriers that participants navigated the most were the 

people and systems upholding the status quo. Where there is colonial oppression, the status quo 

is racist and creates inequities for Indigenous Peoples (Kolahdooz et al., 2015; Loppie et al., 

2014; Reading & Wien, 2013). Acts of resistance are counter to western normative culture, going 
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against the grain and trying to forge a culturally safe ISAR process and outcome. Both white 

supremacy culture and colonialism are difficult to change, and as a result often divergent 

thinking, as defined in Chapter 2, to develop multiple approaches to changing one issue is 

needed. Participants navigated these barriers through relationships, both with people who were a 

part of the barriers and also by leveraging existing relationships with others who were like-

minded to them. As Reynolds (2019) noted, “The work of justice-doing is profoundly 

collaborative and there are many paths; we do this work on the shoulders of others and shoulder 

others up” (p. 9). Through communities of solidarity, support is given and lessons learned are 

shared. When engaging with people who contributed to enforcing colonial barriers, a critical 

success factor in respondents creating change was emotional intelligence (IPM). Respondents 

described how using relational approaches of being soft on the individual and hard on the system 

enhances others’ willingness to collaborate on systems change (Hemlock; Sage; Yarrow). 

Influencing system transformation is a process of committing to cultural humility, taking 

action toward cultural safety and ISAR, and reflecting on lessons learned. Social justice system 

transformation is relational, collaborative, and requires divergent thinking to navigate complex 

barriers. 

Scope and Limitations of the Inquiry 

The scope of this study was to engage a small group of FNHA employees from across the 

province who had been identified as individuals with committed practices of cultural humility 

and engaging in acts of resistance. The study design engaged participants in sharing their stories 

and perspectives about their cultural humility development over their lives and discussing their 

current practices. The participants in this study had vastly different lived experiences and 
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positionalities, which may partly have been due to the fact that I had prioritized diversity to 

loosely reflect the demographics of the organization. At the time of publication, FNHA had over 

1,000 employees; however, this study did not attempt to represent the perspectives and 

experiences of all FNHA employees. My intention in conducting this study was to start a 

conversation about cultural humility development through people’s life experiences, not to 

provide conclusions about how broader populations develop cultural humility. 

While this study was reflexive and aligned well with my original intent for this research, I 

did encounter some design and application limitations. The Provincial CSH team contributed to 

the purpose of the inquiry during the early planning and proposal stages. However, due to the 

nature and limitations of a master’s thesis, participants were not engaged until the proposal was 

formalized and research ethics were approved. Therefore, this study did not benefit from the 

participant engagement throughout all stages of the action research cycle. Participants’ stories 

and perspectives from the one-on-one interviews informed the circle discussion and kitchen table 

discussion. Earlier participant engagement in the planning stages would have been more 

relational and provided a better opportunity for codesign. The original intention was to engage 

participants from the five regions as well as the Provincial CSH team. Unfortunately, the 

Northern region’s staff were unable to participate in this research, and 11 participants were 

engaged rather than 12. There were also limitations to some participants in being able to take 

part in all methods. I interviewed 11 participants; however, only eight attended the circle 

discussion and nine were present for the kitchen table. During the circle discussion, one 

participant needed to leave for a part of the method to support community leadership, who were 

not only experiencing an urgent crisis but also experiencing racism while requesting assistance 
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from the health system. Fluctuations of participant engagement were not a reflection of their 

interest in this work, but rather the reality of the competing pressures the respondents faced. 

Lastly, the proposal for this research stated the in-person methods would be video and 

audio recorded. However, to increase the comfort and safety of participants, handwritten notes 

were taken rather than recordings. This posed a limitation, as I was unable to return to an audio 

recording or transcript when the handwritten notes were unclear. Despite the above-stated 

constraints, I believe the limitations and adaptations to this study were appropriate given the 

scope and intention of the research, and adaptations my inquiry team and I made throughout the 

research aligned with AR, reflexive thematic analysis, and increased psychological safety and 

cultural safety. 

Chapter Summary 

The participants who engaged in this study generously gifted their stories and 

perspectives to academia and healthcare to encourage cultural humility development and health 

system transformation. The respondents molded humility in sharing their lived experiences of 

their cultural humility journeys. They have developed cultural humility throughout their lives 

through their relationships and experiences. Deeping their practice of cultural humility required 

them to look inwards to understand themselves, often leaning into discomfort with an 

opportunity for joy. Each respondent spoke to the challenges of resisting colonialism and white 

supremacy culture and many spoke about how they sustain their abilities to continue to advocate 

for CSH and ISAR. Some of the strategies participants have adopted to sustain their resistance 

included having a circle of solidarity, setting boundaries with themselves and others, and taking 

care of themselves when situations are not psychologically or culturally safe. Lastly, participants 



ACTS OF RESISTANCE CULTURAL HUMILITY IN ACTION 111 

asserted that cultural humility is a normal human capacity; it is a cycle of doing the best a person 

can do with what they know, and then learning from their experiences to do better the next time. 

In Chapter 5, I apply these findings to the context of developing the CPD program and 

provide recommendations for an organizational learning approach. I then end the story of the 

completion of my research with the hope of inspiring the people who make up the system to see 

themselves as the leaders of CSH and ISAR systems change. 
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Chapter 5: Inquiry Implications 

In this chapter, I present the inquiry implications in five sections. First, I provide the 

scope and context FNHA has set for the CPD program and structure, which the 

recommendations will be aligned with and build upon. I also discuss the provincial CSH team’s 

visions for an organizational culture of safety (CoS) and a culture of humility (CoH) to 

distinguish the CPD program from other health authority CSH and ISAR programs. Second, I 

provide study recommendations that reflect the contributions from participants, the Provincial 

CSH team, and my own ideas for a relational and experiential CPD program. Third, I present the 

organizational implications for FNHA and discuss current organizational progress and future 

steps. Fourth, in the implications for future inquiry, I put forward suggestions for inquiry projects 

that complement and expand upon this study; and, lastly, a summary and conclusion. 

This chapter expands on the inquiry questions by providing suggestions for actionable 

next steps, which are informed by the findings and conclusions. The following main question 

guided this study to support the development of the CPD program: How might the lived 

experience of FNHA staff, who have a sustained commitment to cultural humility and who enact 

acts of resistance against colonialism and white supremacy culture inform how cultural humility 

is developed and actioned? The conclusions and implications also address the following four 

subquestions: 

1. How are FNHA staff currently using cultural humility and acts of resistance to resist 

colonialism and white supremacy culture? 

2. While on their journey of cultural humility, how do FNHA staff navigate barriers that 

impede them and or their ability to enact acts of resistance? 
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3. How might FNHA staff who have a sustained commitment to cultural humility and 

enact acts of resistance against colonialism and white supremacy culture share their 

lived experience with other staff to support organizational learning? 

4. What wisdom can FNHA staff provide that would support the organizational learning 

for others to develop a sustained commitment to cultural humility and enacting acts of 

resistance? 

First Nation Health Authority CPD Context and Vision for Cultural Safety and Humility 

CPD Program Purpose and Structure 

My organizational partner has advised that the CPD program is intended to be an 

organization-wide initiative; the objective of the program is to have a high organizational 

standard for CSH and ISAR training with continuity and quality control across the organization, 

along with regional and team-specific approaches to developing and implementing curricula 

suitable to their unique needs. The FNHA’s organizational structure is modelled on BC’s 

provincial health system and includes a provincial office and five regional authorities, each of 

which has a Vice President of Regional Operations (VPRO) who sets regional priorities and 

operations, and each of which is accountable to the First Nations within the region. Each region 

has unique nation-based governance structures and processes that inform FNHA regional health 

and wellness planning. The First Nations have been engaged through regional caucuses and have 

directed the FNHA that CSH and ISAR training is a priority to combat Indigenous-specific 

racism in the healthcare system. The direction First Nations give will continue to lead the 

development of the CPD program, and the FNHA will know that the CPD program is creating 

change when First Nations indicate that it is. The FNHA is accountable for developing and 
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delivering organizational-wide CSH and ISAR training that meets the unique needs of 

communities to advance equity in the healthcare system. 

A New Wave in the Cultural Safety and Humility Evolution 

The evolution and theory of settler-colonial relations are evergreen and continuously 

progress as action is taken toward truth and reconciliation. My organizational partner and 

colleague recommended the terms CoS and CoH be used, and these terms are now being adopted 

by some individuals and teams within FNHA (A. Finch, personal communication, July 27, 

2023). I define a CoS as one in which Indigenous Peoples and non-Indigenous people work 

together in partnership to cocreate environments that are psychologically safe for all people. 

Psychological safety is a precondition for cultural safety (D. Thevarge, personal 

communications, September 15, 2023). A CoS is one in which Indigenous People are safe to 

assert their rights and be their full selves, and non-Indigenous people are humble learners who 

work to reduce power dynamics and barriers that stem from colonialism. A CoH is one in which 

cultural humility is valued as both an individual and relational process that is grounded in 

transparency, authenticity, growth, and a commitment to working toward equity. The shift 

toward a CoH and a CoS is intended to expand CSH from an individual practice to a collective 

and shared effort to enhance cultural safety and ISAR. A CoH and CoS may be a new wave that 

supports the actualization of truth and reconciliation. 

Study Recommendations 

I developed the following recommendations based on participants’ contributions as well 

as my own ideas for a relational and experiential CPD program that reflects a CoS, CoH, and 

CoL. I provide two main recommendations that are expanded with subrecommendations: 
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1. Encourage formal and informal leaders to authentically commit to and model a 

culture of safety and humility. 

2. Cultivate a culture of learning. 

Recommendation 1: Encourage Formal and Informal Leaders to Authentically Commit to and 

Model a Culture of Safety and Humility 

This recommendation applies to FNHA staff in both formal and informal leadership 

roles. Many FNHA employees demonstrate leadership by working toward more equitable, 

quality healthcare for BC First Nations as part of their commitment to truth and reconciliation. 

Leadership is in the hearts and minds of individuals and is demonstrated through a person’s 

integrity, which is openly demonstrated when a leader’s actions align with their values. 

Organizational cultural change, and by extension systems change, is an invitation for individuals 

at all levels of the organization to create change within their sphere of influence. 

Recommendations for Upper Leadership. Influencing organizational culture is most 

successful when formal upper leadership (executive directors, vice presidents, and the CEOs) are 

authentically committed and model behaviour aligned with the change. Throughout this study, 

participants clearly asserted upper leadership sets the tone of organizational culture. Participants 

want to see organizational leaders being transparent about their own journey of cultural humility 

and their ongoing commitment to learning and unlearning, which is part of truth and 

reconciliation (IPM). Participants described feeling motivated when seeing how leadership is on 

their journey because they then see alignment in working toward systems change together. 

Multiple scholars have asserted the role leadership transparency has in promoting healthy 

workplace environments with positive interpersonal relationships. The Johari Window is a model 
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that aligns with the feedback participants gave about valuing leaderships being transparent about 

their ongoing cultural humility learning (Saxena, 2015). The model consists of four quadrants 

that create the shape of a window: (a) open, known to self and known to others; (b) blind, 

unknown to self but know to others; (c) façade, known to self but unknown to others; and 

(d) unknown, unknown to self and to others (Saxena, 2015). In essence, when applied properly, 

expanding the open quadrant cultivates conditions for understanding, trust, creativity and 

productivity (Saxena, 2021). Participants stated when FNHA leaders are not explicit about their 

cultural humility journey, staff question their understanding of and commitment to CSH and 

ISAR (IPM). In the context of FNHA leadership, the open quadrant includes being open about 

one’s continual journey of cultural humility, and this commitment should be voiced verbally as 

well as shown through action. 

The participants who contributed to this study also asserted the critical roles that trust and 

authenticity play in determining who is safe to have in their circle of solidarity (IPM). When 

upper leadership demonstrates their personal commitment to their journeys of cultural humility, 

with courage and vulnerability, they have the potential to influence a culturally safer 

organizational culture. B. Brown (2018) stated leaders are at their best when they are authentic, 

their actions align with their values, and they are willing to take risks and be in the fight; she 

likened authentic leadership to being “in the arena” (p. xviii). Resisting colonialism and white 

supremacy culture is being in the arena, and respect is often earned by those who are also in the 

fight. 

To authentically commit and model a CoS and CoH, FNHA upper leaders, who are 

responsible for producing their mandate letters to outline the work they will be leading over the 
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next year, could utilize these letters as an opportunity to include how the outcomes they set to 

achieve will be done in a culturally safe way. In addition, upper leadership could make an 

explicit statement about their personal commitment to their ongoing journey of cultural humility 

by stating clear goals of what they are working toward. Mandate letters are an accountability tool 

and the commitments made in these documents are tangible and observable. The commitments 

leaders make about their cultural humility journeys should have the same depth and clarity as 

operational commitments. 

Another approach to promoting a Cos and CoH involves the all staff meetings, which 

FNHA occasionally facilitates to provide updates about the organization’s work and other critical 

messages such as coronavirus pandemic updates, updates pertaining to health benefits changes, 

and progress on an FNHA new office building. Dedicating a portion of the meeting for 

leadership to discuss, in a relational way, how they are continuing their development of cultural 

humility and safety would be a good means to modelling a transparent commitment to humility 

and learning. 

In addition, FNHA upper leadership could prioritize engaging in the internal CSH 

steering committees and CSH training led by various teams such as the All Staff CSH 

Community of Practice (CoP). CSH in-house learning opportunities are frequently attended by 

middle management and frontline staff, but not upper leadership (IPM). CSH growth and 

development is important for all staff to commit to, and staff notice which leaders are present. 

Recommendations for Middle Managers. Middle managers and directors will be 

influential in creating a shift toward a CoS, a CoH, and a CoL and will also be critical in 

implementing the CPD program. Naturally, there are more leaders in middle management roles 
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than upper management roles. Middle managers have direct contact with both upper leadership 

and their own staff and are also more aware and involved with the operations of programs and 

services than upper leadership. As such, middle managers’ commitment to CSH influences 

employee motivation to sustain the work and reduces staff turnover (IPM). FNHA employees’ 

positions often have a direct impact on First Nations Peoples accessing equitable culturally safe 

and antiracist health and wellness. This study has found individuals who are committed to CSH 

and ISAR have a tendency to prioritize culturally safe processes and outcomes for BC First 

Nations, even when engaging in resistance against colonial barriers takes a toll on their personal 

wellness. Some participants shared this can lead to moral injury, burnout, and leaving positions. 

Respondents reported direct managers engaging in resistance and supporting their staff to engage 

in resistance against colonial barriers acts as a protective factor that supports them sustaining in 

the work. The following paragraphs present recommendations for middle managers. 

To enhance a CoS and a CoH, when managers receive feedback from their staff regarding 

a lack of cultural safety, managers need to be responsive and address the issue quickly. This 

contributes to the organizational goal of zero tolerance for racism. When staff perceive managers 

as being disingenuous, superficial, or performative when responding to Indigenous-specific 

racism and cultural unsafety, it creates compound harm, with staff hurt by the initial incident as 

well as by the response from their leadership. Receiving feedback that attempts to be 

physiologically safe and culturally safe were not experienced as intended is a gift and an 

opportunity to improve. In a First Nation’s cultural context, feedback is given from a place of 

respect, because if a person did not care about another they would not bother helping that person 

to do better (Arbutus). From a western leadership context, Senge (2006) argued there is an 
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opportunity for a leader to develop when their espoused values and values in practice are not 

aligned. When a leader actively works toward closing the gap, learning can occur; however, if 

the gap is not acknowledged, the leader will likely not be perceived favourably (Senge, 2006). 

Leaders who sincerely respond to Indigenous-specific racism and lack of cultural safety, 

including recognizing news events, without staff needing to prompt them, demonstrate to staff 

that they have an awareness of cultural safety and ISAR. Furthermore, managers who recognize 

these instances can cause harm and connect with their staff to see if they need support are able to 

promote staff well-being and recovery from possible harm. 

Good leadership supports staff to be able to do their work well, and staff health and 

wellness is how they sustain in resisting colonialism and white supremacy culture. Managers 

who invest time in developing trusting relationships with their staff increase the likelihood of 

having honest conversations about the challenges staff face and if they are trending toward 

burnout or leaving their role. When managers make their staff their first priority, it supports 

employees in doing the best work they can for BC First Nations, which ultimately increases work 

quality and reduces presenteeism, absenteeism, and staff turnover. 

Similarly to upper leadership, managers who are transparent about their own journeys of 

cultural humility can deepen the relationships with their staff and motivate employees to sustain 

the resistance against colonialism and white supremacy culture. Transparently sharing stories 

also involves mindfulness about what is appropriate to share. For example, stories that involve 

self-disclosure of personal harm, describe racism or cultural unsafety, or lean toward white 

saviourship can be triggering. Further, retelling stories that include trauma can cause harm to the 
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storyteller. Stories that are supportive, affirming, and model skill development and perseverance 

may aid staff in navigating their own cultural humility journey. 

Middle managers have responsibilities in their role to lead up, collaborate with other 

middle managers, and also to lead their direct staff. Middle leaders who prioritize advocating for 

cultural humility will have a significant impact in actualizing a CoS, CoH, and CoL because of 

their 360-degree influence. They have the opportunity to communicate the realities of on-the-

ground and operational work that can be an asset to upper leadership’s decision making. Middle 

managers also are responsible for sharing strategic CSH and ISAR visioning from upper 

leadership, which should influence their direct staff members’ processes, practices, and goals. 

Lastly, middle managers can reduce silos that exist between the multiple teams leading CSH 

initiatives and developing CSH training, which could bring FNHA CSH and ISAR initiatives 

into alignment, increasing collaboration and efficiency. 

Middle managers can also support staff in their continued learning including CSH and 

ISAR. From a broader organizational perspective, which extends beyond this study, staff can feel 

conflicted or even discouraged from engaging in training because of the demands they have in 

their roles. When staff are unable to attend training, they miss out on opportunities to do their 

work better, including in culturally safer ways. 

Recommendations for Informal Leads. In many organizations, informal leaders are 

often as influential as formal leaders and are looked to as role models by their colleagues. 

Traditional western hierarchical structures are inherently colonial and disempower the majority 

(Derrick, 1993). In the context of social change, traditional leadership structures are meeting the 

limits of their potential because those highest in formal leadership positions are often furthest 



ACTS OF RESISTANCE CULTURAL HUMILITY IN ACTION 121 

from the context of the issue (Scharmer & Kaufer, 2013). As such, CSH and ISAR system 

transformation calls on each individual to be a leader and to create what change they can within 

their sphere of influence. 

The participants in this study have modelled a commitment to CSH through engaging in 

acts of resistance against colonialism and white supremacy culture. As depicted in Table 1, 

Participant Demographics, found in Chapter 3, the respondents ranged from front-line positions 

to middle management. All participants humbly shared stories about their cultural humility 

journeys and how they have worked toward moving the needle toward cultural safety. Several of 

the examples given were not responsibilities of their employment but rather their CSH 

leadership. Even participants who held formal leadership roles have often engaged in acts of 

resistance that extend beyond their work responsibilities. One of the findings of this study was 

that the participants had humility about being identified as culturally humble. Therefore, my 

recommendation for informal leaders, and those who are not yet comfortable calling themselves 

leaders, is to keep disrupting colonialism and white supremacy culture. Keep naming racism and 

cultural unsafety and calling for systems change. Acts of resistance against colonialism and 

white supremacy culture can feel normal and even mundane. Engaging in resistance is not 

limited to big social movements; it is doing what you can with what you have to contribute to the 

needed transformation of an equitable, antiracist, and culturally safe Canada. 

Recommendation 2: Cultivate a Culture of Learning 

In the context of the CPD program, which is intended to be an organizational approach to 

CSH and ISAR learning, I suggest that a CoL supports the relational and experiential nature in 

which cultural humility is developed and system transformation occurs. I define a CoL as a 
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dynamic, reciprocal, relational, and experiential knowledge exchange that happens between the 

organization and the employees, recognizing that organizations are the relationships between 

people. A CoL is both the organic relational learning that naturally occurs between colleagues 

and the structured activities and training provided by an organization. A CoL aligns and builds 

upon the organic social and experiential ways that individuals develop cultural humility and a 

continuous practice of learning and self-reflection that is strengthened through relationships. The 

following recommendations go into greater detail about the key elements of a CoS that supports 

a CoS and a CoH. 

Promote Organic Relational and Experiential Learning. This study concluded that 

cultural humility is likened to love, and learning to love is relational and experiential. Academic-

style CSH and ISAR training are often developed to meet the broad needs of groups of learners, 

which can lead to generalized, high-level content that does not support individual learners’ 

unique learning needs. Many CSH and ISAR training programs are also designed to be online, 

asynchronous, with minimal and sometimes no connection to peers and instructors. The 

participants in this study indicated that training of this nature may be intellectually stimulating, 

but it has minimal impact on their practice. In contrast, when individuals learn through 

relationships and experiences they are more likely to learn the lessons that they need, and for that 

learning to be integrated into practice. A person can read about emergency management to 

understand the processes and gain knowledge about how to respond in the event of an 

emergency; it is quite different to actually respond to an emergency and be in relationship with 

individuals who have lost their community to natural or human-caused disaster. Both relational 

and experiential learning, including lived experience as well as formal CSH and ISAR training 
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with an academic focus, can contribute to the overall development of an individual’s cultural 

humility. Academic style learning that focuses on learners gaining knowledge primarily engages 

the mind; in contrast, relational and experiential learning educates the heart and mind, which 

promotes wisdom that becomes integrated into a person’s being and practices. The CPD program 

will make a more significant impact on learners if the program is developed around relationships 

and experiences and then supported by academic-style resources. 

Indigenous pedagogies, which are well aligned with how the participants described how 

they learn, are highly relational; knowledge is cocreated and learning often happens through 

storytelling, practice, and mentorship (Archibald, 2008; Chrona, 2022; Davidson & Davidson, 

2018; Wilson, 2008). The pedagogy of the CPD program could be well positioned if it supports 

the broad ways that cultural humility learning occurs through relational and experiential 

conditions. An asset would be to have a pedagogy reflecting the nature of people as lifelong 

learners, along with the understanding and cultural humility learning is nonlinear and layered. 

Indigenous pedagogies also promote holism, multiple intelligences, and the well-being of the 

learner, which supports gaining both knowledge and wisdom (Archibald, 2008; Kirkness & 

Barnhardt, 1991). Aligning with Indigenous pedagogies supports the natural ways that 

individuals develop cultural humility. 

Participants suggested mentorship would be a promising way to support CSH and ISAR 

development. CSH and ISAR learning is nuanced and dynamic, which contributes to why 

relational and experiential learning supports development more so than academic style learning. 

People skills are better learned in relationships with others rather than through academic-style 

learning. For example, some respondents shared how a turning point for their practice was being 
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able to have courageous conversations while maintaining emotional regulation. Witnessing a 

mentor having difficult conversations and then being coached by someone with the skills to 

confront similar challenges provides a relational and experiential learning opportunity that is 

likely to have a meaningful impact on the learner. Simulations or scenarios are commonly used 

to teach socioemotional skills; however, lived experiences provide better learning because a 

person is feeling their own emotions and experiencing the behaviour of a person who is feeling 

their own emotions. Many of the self-reflective and people skills that are part of cultural humility 

learning are best acquired in relationship. 

Transfer of knowledge and sharing wisdom through mentorship could be an element of 

succession planning. Participants identified a potential risk of losing valuable knowledge and 

practices if mentorship does not take place and provided an example of a staff member who used 

to take new staff on a bus tour of the First Nations communities in their region as part of 

onboarding (Fern; Tamarack). The bus tour provided opportunities for building relationships 

between staff and community and giving context to the First Nations the new staff served. When 

the staff who facilitated the tours retired, the tours did not continue. Although a similar tour 

could take place, an opportunity was missed to mentor new staff to maintain and build upon the 

relational approach that the previous staff had developed. 

A consideration for the CPD program is training Indigenous and non-Indigenous staff 

who have been identified as CSH and ISAR leaders as coaches. Increasing the number of trained 

coaches within the organization would support relational learning and support a CoL. Indigenous 

and non-Indigenous coaches can provide support to both Indigenous and non-Indigenous 

coachees. Many factors contribute to a good coaching relationship, and different coaches can 
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support coachees in different capacities. As mentioned in the Study Conclusions presented in 

Chapter 4, Indigenous staff are often disproportionately burdened with the expectation of 

teaching non-Indigenous staff about colonialism and First Nations cultures as well as validating 

whether they are good allies. Peer-to-peer mentorship and coaching between non-Indigenous 

people may reduce the burden on Indigenous staff by creating the conditions in which non-

Indigenous staff can support one another in learning about colonialism and First Nations culture. 

This type of peer-to-peer mentorship offers an opportunity for constructive cultural humility 

conversations to happen without burdening or potentially being culturally unsafe with an 

Indigenous colleague. Similarly, there are contexts where it is most appropriate for different non-

Indigenous people who share the same racial identity to have conversations with peers of the 

same race identity. For example, a white staff member who has a learning conversation about 

racism with a non-Indigenous person of colour may still burden and cause harm to their 

colleague. Peer-to-peer mentorship and coaching between Indigenous staff is also beneficial 

because Indigenous people have experiences that are not encountered or understood by non-

Indigenous people. Indigenous peer-to-peer mentorship and coaching may support staff to bring 

their full Indigenous selves to work, help navigate tensions between being asked to be cultural in 

a corporate environment, scaffold skills to advance in the organization, and be a safe relationship 

to discuss when there is a lack of cultural safety and racism. Valuable peer-to-peer mentorship 

and coaching can occur between staff who are Indigenous and non-Indigenous and who have the 

same or different racial identities. The suitability of the match between a coachee and coach can 

be determined based on the comfort between the two parties and the goals of the coaching 

relationship. 
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The CPD program could support intentional, relational, and experiential opportunities to 

learn in community, which is a form of learning that must be welcomed, wanted, and beneficial 

to the community. Participants recommended learners have opportunities to work alongside and 

shadow FNHA staff who have existing relationships and roles in the community. While in 

community, learners may have the opportunity to learn through observation and participation. 

Participants advised provincial staff are often at a disadvantage when compared to their regional 

counterparts when seeking opportunities to work in community. When staff lack a community 

context, they often have blind spots that can limit their ability to best serve BC First Nations. The 

CPD program could develop infrastructure for intentional, relational experiential learning 

opportunities for learners to shadow trusted FNHA staff in community. 

Lastly, the CPD program is intended to support the cultural humility learning and growth 

of all FNHA staff, including upper and middle leadership. The program will have more impact if 

all levels of leadership are engaged in formal and informal learning through training, mentorship, 

and coaching. Leadership training could include sharing stories and being transparent about 

one’s cultural humility journey. One way that upper and middle leadership can model ongoing 

commitment to cultural humility learning is to participate in the CPD program. 

Utilize Staff Knowledge to Inform Curriculum. The most valuable organizational 

knowledge and wisdom exists in the minds, hearts, and practices of employees and is exchanged 

through relationships. Many FNHA employees are influencing and leading health system 

transformation to enhance CSH and ISAR. The CPD curriculum development could leverage the 

knowledge and wisdom FNHA staff have through cocreating a relational and experiential 

curriculum with CSH and ISAR leaders who have various roles within the organization. During 
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the in-person methods, participants stated they would like a reciprocal learning relationship with 

curriculum developers that would allow them to both inform and receive training to support CSH 

and ISAR development. Individuals who model cultural humility practices are aligned with CSH 

and ISAR theory and are able to adapt their skills to a broad range of contexts. Collaborative 

relationships between CSH and ISAR leaders and curriculum developers have the potential to 

design more relevant, practical CSH and ISAR learning opportunities that reduce the gap 

between formal training and organic relational experiential learning. 

The FNHA’s operations, direction, and vision are guided by BC First Nations (n.d.-a). It 

would be an asset to integrate formal instruction of the foundational elements that have been 

informed by BC First Nations, including the FNHA’s (n.d.-h) vision, mission, values, and seven 

directives (n.d.-a); the First Nations’ perspective on health and wellness (FNHA, n.d.-d); the 

FNHA’s (2022b) 10-Year Strategy; the Tripartite Framework Agreement between the FNHA, 

the First Nations Health Council, and First Nations Health Directors Association (FNHA, n.d.-g); 

and the organization’s history (n.d.-e). In addition, FNHA’s work may be strengthened with 

familiarity with the United Nations (2007) Declaration on the Rights of Indigenous Peoples, the 

Declaration on the Rights of Indigenous Peoples Act (2019), and the In Plain Sight report 

(Turpel-Lafond, 2020), as well as many other critical documents. The CPD program may also 

support the development of emotional intelligence, creating communities of solidarity, and 

trauma-informed practice. Formal instruction should reflect truth-telling and culture and include 

learning through stories. Formal instruction can also be aligned with and complementary to 

relational and experiential practices. 
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Organizational Implications 

Shortly after I joined the FNHA in 2021, I learned of the Provincial CSH team. They 

were a small but mighty team of two, that later became three, who facilitated the CSH CoP once 

a month to support staff in their continued cultural humility learning journey. I found the 

members of this team to be passionate about CSH and ISAR, and they were able to speak from 

the heart and hold space for complex topics. When I attended the CSH CoP sessions, I felt 

engaged and left with learning that often stuck with me and impacted my practice. I felt inspired 

by the work of the Provincial CSH team, and participating in the CSH CoPs contributed to my 

journey of aligning my studies and work with CSH and ISAR. 

Visioning this study began in the fall of 2022, when I had the opportunity to connect with 

one of my health system partners, Lauren Brown, the Director of CSH. I felt honoured and 

humbled to be able to sit with Lauren and hear about the systems transformation work she and 

her team were working toward, including the CPD program. In March 2023, I met with my other 

health systems partners, Adam Finch and Dion Thevarge, and learned more about the previous 

planning the CSH team had done to prepare for developing the CPD program and what it could 

potentially become. Although we had an awareness of what the CPD program potentially could 

become, we also had a shared understanding that at the heart of this work needs to be the voices 

of BC First Nations. 

Throughout this inquiry, I took an action-oriented collaborative approach with the 

Provincial CSH team by engaging them in each stage of the research, for transparency and 

alignment, including being engaged in the findings and recommendations. There were two points 

between the participants’ interviews and the in-person research day when I met with the 
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Provincial CSH team. The first meeting was intended to keep them informed of early themes and 

the second meeting was to collaborate on how best to frame the in-person research day to align 

with the goals we shared for the inquiry. The Provincial CSH teams also supported and 

witnessed the in-person research day so that they would be immersed in the discussions and hear 

feedback and recommendations for the CPD program. Their presence benefited the in-person 

research by supporting me in holding space as well as data collection and cultural protocol. After 

the in-person research day, I facilitated a meaning-making day with the CSH, and we also began 

discussions for future action. We developed a shared understanding by reviewing the themes of 

the interviews, discussing the circle and kitchen table methods data and the next steps for the 

CPD program development. I wrote a draft of the findings and conclusions and shared it through 

email with the Provincial CSH team for their review and feedback and met with two members of 

the team to discuss the sections in future detail. Lastly, my organizational partner and I had a 

meeting to cocreate some of the recommendations based on what we had learned from the 

participants. Working collaboratively with the Provincial CSH team allowed for transparency 

and alignment, which ensured that the findings, conclusions, and recommendations were framed 

to be most beneficial for the CPD program. 

I took a similar collaborative approach with the participants to align with the 

participatory nature of AR, as well as an antioppressive approach that values participants as the 

experts of their experience and having control and ownership over their contributions. I 

welcomed participants’ feedback about the process and products of the study, and I strove to 

incorporate their suggestions when possible. Participants had the opportunity to edit and validate 

their transcripts and provide feedback or corrections on the sections of the study findings that 
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were specific to their experience. The participants were engaged in the data-gathering, 

developing recommendations, and validating parts of the thesis. The kitchen table method was an 

idea-generating activity in which the participants developed recommendations for how an 

organization could support employees’ CSH development. I ensured the suggestions put forward 

by participants were reflected in the study recommendations presented in this chapter, which will 

inform the CPD program moving forward. Working collaboratively with participants has 

encouraged transparency and validation throughout this study, which supports the rigour of 

findings, conclusions, and recommendations. 

This study sought to understand how individuals develop a deep sustained commitment to 

cultural humility and by extension how cultural humility is learned and is one part of a much 

bigger movement toward CSH and ISAR system transformation. This study was one way that I 

was able to use my sphere of influence to contribute to change. I am grateful to have been able to 

support the Provincial CSH team in this way. 

This research proposed a relational and experiential approach to CSH and ISAR learning 

based on the lived experiences and cultural humility practices of FNHA staff who had a deep 

commitment to cultural humility and engaged in acts of resistance to colonialism and white 

supremacy culture. FNHA is early in developing the CPD program, which is an ideal opportunity 

to develop a pedagogy that centers relationships and experience and a program that engages 

participants holistically and with action. The recommendations put forward in this thesis are 

suggestions to build a curriculum and organizational culture around how people naturally 

develop cultural humility, rather than focusing on teaching content that may impact their 

practice. Designing a program of this nature will require further engagement, investment, and 
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endorsement across FNHA, but has the potential to create a distinct, transformative CSH and 

ISAR program. 

As this study comes to a close, a new cycle of inquiry and action starts. In August 2023, I 

joined the Provincial CSH team in the position of Senior Planner, Cultural Safety and Humility. 

In my new role, I continue to support the CPD program’s engagement and development among 

other systems-level initiatives. In the fall of 2023, the Provincial CSH team and the regional 

CSH advisors were welcomed to regional caucuses to engage with the First Nations community 

leadership. Regional caucuses are part of the FNHA’s, First Nations Health Council’s, and First 

Nations Health Directors Association’s governance structure and are a means of engaging 

leadership from the 203 BC First Nations communities across BC (BC Assembly of First 

Nations, n.d.). Participating in the regional caucus provided a way to start the conversation of 

how First Nation communities across BC would like to be engaged in the development of the 

CPD program. The 2023 caucus engagements built on previous CSH and ISAR engagements 

done with First Nations communities, which have guided the FNHA CSH and IRSA work to 

date. The way that the FNHA is approaching the development of the CPD program will be 

distinct from other CSH and ISAR training because BC First Nations are invited to engage and 

inform its development. Further, the FNHA will know when they have successfully developed 

the CPD program as the BC First Nations will indicate when that goal has been met. 

Contributions and Application 

My research has taken a less common approach to how cultural humility learning can be 

researched by learning from the lived experiences of people who are well on their journeys of 

cultural humility, rather than through short-term interventions that engage people earlier on their 
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journey. I have challenged a common CSH and ISAR learning approach that follows a western 

academic structure of information-loading learners, which limits opportunities for deep, 

relational, experiences. Indigenous teaching pedagogies, among others, are grounded in 

relationships and can offer great insight into how to approach relational, cultural humility 

learning. My research engaged Indigenous and non-Indigenous participants because cultural 

humility and acts of resistance are done alongside one another and work toward the same goals. 

This included engaging non-Indigenous people of colour who are often excluded from 

conversations about cultural humility, which in itself is an impact of white supremacy culture. 

Colonialism in Canada undoubtedly has a multigenerational, deep impact on Indigenous Peoples 

who live in Canada that non-Indigenous people who live in Canada will never experience. At the 

same time, this research concluded that Indigenous and non-Indigenous individuals have more 

similarities than differences in their journey of cultural humility and engaging in acts of 

resistance. This finding supports more conversations and research to reduce silos and be more 

inclusive. 

Implications for Future Inquiry 

Many opportunities for future inquiry can expand or complement this study. In this study, 

I prioritized interviewing a small group of FNHA staff who, with the help of FNHA CSH 

Advisors, had been identified as having a deep committed practice of cultural humility. The 

findings and conclusions of this research reflect participants’ voices, and a larger study would 

need to be done to be able to make broader conclusions of how cultural humility is developed 

and leads to action. Opportunities for future inquiry could include using some key findings of 

this study to inspire a high-level study that is open to all FNHA staff. Alternatively, a study 
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could be conducted that engages a particular group of professionals within an organization, such 

as rural and remote nurses. A study could inquire about how rural and remote nurses develop and 

sustain a practice of cultural humility, and the relationship this has to their work in community. 

Findings from a study of this nature could contribute to nursing training for new nurses who will 

be working in rural and remote settings. 

Inquiring about lived experience and the development of cultural humility provides 

ample opportunity for further inquiry. This study looked at the lived experience through 

interviews with participants who shared stories from different stages of their lives. A longitudinal 

study that follows a group of people over a period of their lives would be fascinating and may 

reveal how individuals develop cultural humility. For example, the BC public education system 

is updating curricula to reflect a commitment to truth and reconciliation. This study suggested 

that BC’s elementary and secondary education systems did not provide adequate education to 

participants who were once students. In fact, respondents reported that BC public schools 

contributed to environments in which racism and stereotypes were tolerated and reinforced 

(Cedar; Fireweed; Hemlock; Tamarack). New BC public school curricula could be a fruitful 

opportunity to see how changes to students’ lessons may contribute to their cultural humility 

journey. 

Further, during this research many of the respondents disclosed they had some degree of 

childhood adversity. While it was not within the scope or ethics of this research to inquire further 

into the relationship between childhood adversity and cultural humility development, and by 

extension acts of resistance, the analysis of the data suggests there may be a correlation between 
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childhood adversity and cultural humility development, which could be an interesting and 

impactful study, if done safely. 

Thesis Summary and Conclusion 

I conducted this research in partnership with the FNHA Provincial CSH team to learn 

more about how individuals develop a deep commitment to cultural humility and by extension 

engage in acts of resistance against colonialism and white supremacy culture. I employed an AR 

methodology to guide this research with a focus on antioppressive and culturally safe practices. 

In total, 11 participants took part in the study, all of whom were employees of FNHA with 

diverse positionalities and roles within the organization. Participants shared their stories and 

perspectives to help answer the questions about how cultural humility is learned and by 

extension leads to acts of resistance against colonialism and white supremacy culture. The 

participants engaged in three methods: one-on-one interviews, a circle discussion, and a kitchen 

table discussion, each building upon the previous method. As part of transparency and validity 

participants were provided with transcripts of their interviews, saw the in-person methods data 

collected in real-time on flip charts, and had an opportunity to provide feedback on the draft of 

findings. I involved my organizational partners throughout this research process, including the 

early stages of developing the study design, collaborating on inquiry questions, being updated on 

the studies progress, witnessing and supporting the in-person research day, and being part of the 

meaning making. As this study came to a close, new cycles of action-oriented engagement 

began, including engaging the 203 First Nations communities who will lead the direction of the 

CPD program (British Columbia Assembly of First Nations, n.d.). 
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This research was a collective effort between the FNHA Provincial CSH team, the 

research participants, and me. The participants have gifted their stories and perspectives, which 

provided new insight into how individuals develop a deep commitment to cultural humility and 

by extension engage in acts of resistance. This research inquiry was positioned differently than 

most CSH education research because it honoured the reality that cultural humility develops 

organically over a person’s life span and positioned the participants as experts on their own 

cultural humility development. As such, my thesis contributes to scholarship and literature by 

demonstrating an antioppressive and culturally safe approach to CSH education research. My 

thesis also shifts the lens of inquiry to appreciate that most cultural humility learning happens in 

relationships and experiences. 

The stories and perspectives that participants shared led to the main conclusion that 

relationships and experiences are the most influential factors in cultural humility development. 

To create impactful CSH and ISAR training, relationships and experiences should be prioritized 

and supplemented with academic resources if needed. CSH is both individual and collective and 

a CoS, a CoH, and a CoL will support individuals deepening their commitment to cultural 

humility while leveraging the organic ways that cultural humility develops. Further contributing 

to a Cos, a CoH, and a CoL is everyone’s work, from frontline staff to upper leadership. 

In conducting this study, I found participants to hold a deep commitment to cultural 

humility, and when I shared this with them, they demonstrated humility about being identified as 

culturally humble. The respondents shared that cultural humility is a normal human behaviour—

it is simply the right thing to do. However, colonialism and white supremacy culture are so 

embedded in Canada’s social fibers that many Canadians are often unaware or choose not to 
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acknowledge these systems of oppression that create barriers to the health and well-being of BC 

First Nations. Creating systemic change for more equitable, culturally safe healthcare is 

challenging work that requires collective effort. It requires individuals to recognize colonial 

oppression and white supremacy and use their spheres of influence to contribute to change. In 

closing, I once again share the words of Pruden (as cited in Indigenous Youth Wellness, 2021): 

When it comes to CSH and ISAR and by extension acts of resistance, “if not me, then who?” 

(51:37). If the answer is that there is no one, then “the who falls on you” (Pruden, as cited in 

Indigenous Youth Wellness, 2021, 51:57). 
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Appendix A: Participant Recommendations Request 

RE: Recommendations of FNHA staff who practice cultural humility and acts of resistance 

against colonization and white supremacy culture for research study. 

Dear Cultural Safety and Humility team member, 

As you may know, I am currently pursuing a master’s degree in Leadership with a Health 

Specialty from Royal Roads University. I am now in my second year of the program and I am 

beginning my thesis and conducting research in partial completion of my degree. My research 

question is: “How might the lived experience of FNHA employees, who have a sustained 

commitment to cultural humility and who enact acts of resistance against both colonialism and 

white supremacy culture, inform how cultural humility is developed and actioned?” My sub-

questions are: (a) How are FNHA staff currently using cultural humility and acts of resistance to 

resist colonialism and white supremacy culture? (b) How might FNHA staff who have a 

sustained commitment to cultural humility and enacting acts of resistance against both 

colonialism and white supremacy culture share their lived experience with other staff to support 

organizational learning? (c) While on their cultural humility journeys, how do FNHA staff 

navigate barriers that impede them and/or impact their ability to enact acts of resistance? (d) 

What wisdom can FNHA staff provide that would support the organizational learning for others 

to develop a sustained commitment to cultural humility and enacting acts of resistance? This 

research is being conducted through action-oriented research where participants will be valued as 

co-researchers and will have opportunities to give feedback/direct elements of the research. The 

research will include three stages: one-on-one interviews, an in-person circle, and an in- person 

kitchen table workshop. This research will also support the central Cultural Safety and Humility 

Team’s People and Culture Development program development. 

You are trusted within FNHA as the subject matter expert on Cultural Safety and Humility. I am 

seeking your support to identify potential research participants who have a high commitment to 

cultural humility and enacting acts of resistance against both colonialism and white supremacy 

culture. Some examples of acts of resistance in this context may include but are not limited to: 

1. Advocating internally and/or externally to FNHA for community members/ communities 

so that they receive more culturally safe services. 

2. Advocating internally and/or externally to FNHA for changes in policies that have 

limited cultural safety. 

3. Approaching the work from a decolonial lens such as challenging the status quo of 

western-style business. (ex. how meetings are held, how communication is 

conducted) 

I am seeking your recommendations for two people from your region who you feel meet the 

criteria below. I hope to have two participants from each region and the central team for a total 

of twelve participants. Ideally, there will be a diverse representation of FNHA staff members 

who have different intersectional identities, positions within FNHA, backgrounds and 
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experiences. Please suggest individuals who do not have power over dynamics such as managers 

and direct reports. Please consider nominating both Indigenous and non-Indigenous team 

members.  

Participant Criteria: 

4. A high commitment to cultural humility and enacting acts of resistance against both 

colonialism and white supremacy culture. 

5. Capacity to engage in all activities of this research including providing feedback 

questions guides; participating in an interview (1 hours long), a talking circle (3 hours 

long), and a kitchen table workshop (3 hours long); as well as provide feedback on 

key learnings/ themes. 

6. Committed to working towards creating a culturally safe and respectful environment 

when engaging with other participants. 

7. Willing to travel for a one day in-person event for the talking circle and kitchen table 

workshop. 

You are welcome to discuss this opportunity with the potential participants that you are 

considering nominating. When you are ready to nominate members of your team, please provide 

let me know and we can work together to plan for how best to connect so that we can discuss the 

intention of the research and answer any questions they may have. Please note that their consent 

is a crucial piece of maintaining their autonomy and rights as well as the integrity of this research 

and that they should not be pressured or incentivized in any way.   

If you have any questions, I am happy to answer them by email, call, or Teams meeting. Thank 

you for your partnership and support.  
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Appendix B: Participant Letter 

Acts of Resistance Cultural Humility in Action: How FNHA Employees Have Become 

Catalysts for Systems Change and Equity 

 My name is Katelyn Moon and I am an uninvited guest who has mixed European ancestry 

including Irish, German, Welsh, and English heritage. My great-grandparents were farmers and 

loggers and I recognize that my family has benefited from land theft. I also have personally 

benefited from raising my family on the unceded territory of Stó:lō Peoples. I carry this in my 

heart and my mind and I am deeply committed to working toward truth and reconciliation. I am 

also a student at Royal Roads University in the Masters in Leadership program with a focus on 

health. As well, I work alongside you as an FNHA team member in the central Quality Care and 

Safety Office as a liaison. My role is to walk alongside community members who bring forward 

their concerns about healthcare experiences they have had and to work towards accountability 

and more equitable healthcare for Indigenous Peoples. Before working at FNHA I had the 

honour of working with community at Seabird Island Band which is where I committed to my 

journey of cultural humility and walking alongside others in an effort to meaningfully engage in 

truth and reconciliation. 

 As part of my learning journey both in practicing cultural humility and in my studies, I have 

committed to focusing my thesis on learning how individuals develop cultural humility and 

engage in acts of resistance against colonialism and white supremacy culture. My hope is that by 

engaging you as participants/co-researchers we can explore the journey of cultural humility and 

acts of resistance against colonialism and white supremacy culture together. By learning 

together, I hope that we can share these new key learnings to support others in their cultural 

humility development and learn how to engage in acts of resistance against colonialism and 

white supremacy culture. I come to this work humble and curious and I look forward to sharing 

in creating new knowledge with you. 

You can confirm my registration at Royal Roads University by contacting the Program Head, 

Cheryl Heykoop. 

 Purpose of the study and sponsoring organization 

The purpose of my research project is to facilitate conversations and generate new knowledge 

about how people have developed their capacity for a high commitment to cultural humility and 

enacting acts of resistance against colonialism and white supremacy culture. My research is 

distinct from other research regarding cultural humility because it is engaging people who are 

well on their journey and continue to be dedicated learners, rather than individuals who are early 

on their journey. In addition, my research welcomes story sharing and reflection about lived 

experiences and personal growth rather than looking at a specific activity impact such as a 

learning activity or course. My research also welcomes diversity and inclusion by bringing 

together Indigenous and non-Indigenous people to share in conversations about their personal 

practice and experience working within FNHA because we do this work together. 
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My research question is: “How might the lived experience of FNHA employees, who have a 

sustained commitment to cultural humility and who enact acts of resistance against both 

colonialism and white supremacy culture, inform how cultural humility is developed and 

actioned?” My sub-questions are: 

(a) How are FNHA staff currently using cultural humility and acts of resistance to resist both 

colonialism and white supremacy culture? 

(b) How might FNHA staff who have a sustained commitment to cultural humility and enact 

acts of resistance against colonialism and white supremacy culture share their lived 

experience with other staff to support organizational learning? 

(c) While on their cultural humility journeys, how do FNHA staff navigate barriers that 

impede them and/or impact their ability to enact acts of resistance? 

(d) What wisdom can FNHA staff provide that would support the organizational learning for 

others to develop a sustained commitment to cultural humility and enacting acts of 

resistance? 

My research project is being conducted in partnership with the Cultural Safety and Humility 

(CSH) Team which is led by Lauren Brown. The CSH team is developing a Culture and People 

development program with the intention of creating a world-class cultural humility experiential 

learning program. This program is being developed through action-oriented research cycles and 

my research is one cycle that will help inform the new program. 

Your participation, and how information will be collected 

Prior to engaging in the research methods, I will also ask for you to share any potential power 

over dynamics that you may have within the organization. This includes anyone you report to or 

reports to you, any person you are related to, or anyone that you would not feel comfortable 

engaging with in a talking circle or workshop. I don’t need to know the context of your 

relationship, this is simply to reduce power over dynamics. Your responses will be kept 

confidential. If there are no concerns about power dynamics, I will send a brief questionnaire to 

learn about who you are personally and professionally. I will then request to have a one-on-one 

interview with you to have a dialogue about your personal practice and development of cultural 

humility and enacting acts of resistance against colonialism and white supremacy culture. I will 

send you the intention of the interviews and the questions prior to the interview. If you have any 

questions or feedback about the interview questions, I am happy to connect with you and have a 

conversation. These interviews will be organized for a time that is convenient for you and me. I 

ask that a one-hour time frame is allotted so that we can take the time to have a deep 

conversation. I will be able to meet with you on Zoom. I encourage you to be in a physical 

environment that feels most comfortable to you whether that be your office, home, or a place in 

nature. Before and throughout the interview I will ask you for your consent to ask questions and I 

will respect if there are questions you would like to skip or share something else with me about 

your journey. With your consent, I will record the interview with two electronic devices, and I 

will use Otter.ai and/ or manually transcribe our dialogue following our time together. I will also 
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be taking some notes throughout the interview. Following the interview, I will provide you with 

the transcription so that you can review what you have shared and omit, edit, or add to your 

responses. After I have had interviews with all the participants, I will synthesize the themes and 

share them back with the participants in a way that does not disclose anyone’s identity. This will 

support us in preparing for the next method. 

The next two methods are a talking circle and a kitchen table workshop which will take place in 

person in Vancouver B.C. on July 26th. Travel and accommodations will be provided. Please 

confirm your availability for this time frame prior to committing to this study and ensure that you 

have the support of your manager if you will be attending during work hours. Many positions 

within FNHA travel for work including conferences. It is important that this travel is not a 

motivator or incentive for joining the research study. 

The second method for my research is a circle which will take place on the morning of July 26th. 

The location is to be determined. Prior to the circle, the participants will be provided the key 

collective learnings from the interviews for your reflection and feedback. The focus of bringing 

together the participants/ co-researchers is to deepen the conversation and to discuss how cultural 

humility and acts of resistance are navigated in teams and across the organization. We will begin 

our time together by sharing a meal. The time planned for the circle is three hours to ensure that 

whatever needs to be said is shared. Each person will have their own experienced, intersectional 

identity, and position within FNHA, and at the circle, we will share human to human as equals. 

The circle is a time for self-reflection. The circle will be co-facilitated by a Knowledge Keepers 

and Katelyn Moon. 

The last method is the kitchen table structures three-hour workshop which is a liberating 

structure method. Liberating structures activities are intended to foster innovation, reduce silos 

and disrupt routine ways of thinking about problems. During the workshop, we will synthesize 

key learnings and generate new ideas about how cultural humility learning happens through lived 

experience and generate recommendations for the Culture and People Development program. 

This activity will include actionable steps that those connected to the research can take on or 

elevate to others to put the learning into action. Contributions will be collected by audio and 

video recordings as well as paper/ flip charts.  In closing the day, we will have a ceremony to 

honour the work and contributions done together. 

Following the in-person methods, I will draft a summary of the work together and share it with 

the participants/co-researchers and the CSH team for feedback and suggestions. After the 

completion of my thesis and any other knowledge products that develop from this work, I will 

share back with the group. I will also honour you in giving credit to the collective work and your 

personal contributions either anonymously or if you prefer naming you as a contributor. 

Please note that at any time you can withdraw from the research. Your contribution from the 

interview can be redacted from the study up until the information from all the interviews has 

been collated. Please note that your contributions to the group methods cannot be redacted 

because of the collaborative nature of these activities. You can however leave the circle or 

kitchen table workshop if you choose. If there are any ways that I can better support you 

throughout this experience please let me know and I will try my best to be a support. 
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Benefits and risks to participation 

 This research has the potential for creating an impact on individuals, FNHA, and society. On an 

individual level, this research is intended to be a pleasant and empowering experience. 

Participants may feel satisfaction and benefit from having their experience support others’ 

learning; will engage in action-oriented research which is mentally stimulating, and equity-

focused; and will have the opportunity to contribute to systems change and curriculum 

development. The potential risk to participants is that speaking about cultural safety and humility 

and engaging in acts of resistance may cause memories or emotions to arise that are 

uncomfortable or distressing. To mitigate this risk, participants will be provided with a list of 

questions prior to the methods and be asked to provide feedback. Participants are welcome to 

skip questions, take breaks or withdraw from the study. In addition, here is a list of crisis 

supports that are available to you. 

1. Indian Residential School Survivors and Family: 1-800-721-0066 

2. KUU-US Crisis Line 1-800-588-8717 

3. Fraser Health Crisis Line: 604-951-8855 or toll-free 1-877-820-7444 

4. British Columbia211: Call or text 211 

5. Wellness Together Canada to connect with a mental health professional one-on-one: call 1-

888-668-6810 or text WELLNESS to 686868 for youth 

6. For First Nations, Inuit, and Métis Peoples: Hope for Wellness Help Line Call 1-855-242-

3310 (toll-free) 

The goal and potential benefits of this research for FNHA and society more broadly are to 

support an understanding of how people develop cultural humility and engage in acts of 

resistance to both colonialism and white supremacy culture through lived experience. The 

findings of this research will inform the FNHA Culture and People Development Program. Key 

learnings will also be elevated to recommend changes within FNHA to support cultural safety. 

The impact of these changes may support systemic change more broadly in the health system and 

society. 

Inquiry team 

Ashley Stewart is my inquiry team and will be supporting me throughout the research process. 

Ashley is a registered clinical counselor. She will be helping me to review raw data for 

organizational and thematic purposes. 

Real or Perceived Conflict of Interest 

I acknowledge that by facilitating research as an employee within my own organization (FNHA) 

there may be a perceived or real conflict of interest. I will strive to conduct this research with 

quality in a way that aligns with FNHA and Royal Roads University’s ethics process. If there are 

situations that arise where I require guidance in navigating a conflict of interest I will seek 
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support from my academic advisor, Michael Lickers. If further guidance is required, I will 

contact the RRU and FNHA ethics review boards. 

 Confidentiality, security of data, and retention period 

I will work to protect your privacy throughout this study. All information I collect will be 

maintained in confidence with hard copies (e.g., consent forms) stored in a locked filing cabinet 

in my home office. Electronic data (such as transcripts or audio files) will be stored on a 

password-protected computer at my home. Information will be recorded in audio recordings and 

video format and, where appropriate, summarized, in an anonymous format, in the body of the 

final report. At no time will any specific comments be attributed to any individual unless a 

specific agreement has been obtained beforehand.  All documentation will be kept strictly 

confidential. I will be using Otter.ai transcription service recordings are initially stored in the US. 

I will download the recordings and save them to a USB file to reduce the risk of a possible 

breach. Raw data will be retained for a five-year period, after five years the data will be 

destroyed. Deidentified data will be maintained indefinitely to support the curricula 

development. If you withdraw from the study your personal data including the interview will be 

immediately destroyed. Please note that data that is collective of all participants or group 

methods cannot be destroyed but a participant can refrain from engaging at any time. Further, 

please note that your anonymity will be possible during the first method of the research but at the 

point of the pre-circle meeting the identities of all participants will be known by the nature of 

coming together. Please do not disclose the identity of other participants unless you have 

explicitly asked for their consent. 

Sharing results 

In addition to submitting my final report to Royal Roads University in partial fulfillment for a 

Masters in Leadership – Health degree, I will also be sharing my research findings with FNHA. 

The results of this research may also be shared in the People and Culture Development program, 

conferences or presentations, scholarly or professional articles, and in my continued learning and 

work. The results may be disseminated internally and externally to FNHA. You will be provided 

with a copy of my final report and prior to it being finalized you will be invited to provide any 

final feedback.   

Procedure for withdrawing from the study 

You have the right to withdraw from the study at any point. If you withdraw from the study, 

please contact me (Katelyn Moon) as soon as you are able. If for any reason you would prefer to 

contact someone else, please contact Lauren Brown, Cultural Safety and Humility Director. 

Upon withdrawing from the study your interview data will be destroyed. Any data that you have 

contributed to that has been collated or part of a group method cannot be redacted.    

You are not required to participate in this research project. By replying directly to the e-mail 

request for participation and attending the interview, circle, and kitchen table workshop you 

indicate that you have read and understand the information above and give your free and 

informed consent to participate in this project. 
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If you have any questions about this inquiry, please contact: Katelyn Moon [email address] 

 Please keep a copy of this information letter for your records.   
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Appendix C: Research Consent Form  

I humbly appreciate your consideration of being a participant in this research. Consent is the 

foundation of the relationship I am hoping to develop with you during our time working on this 

project. I recognize the power dynamics that exist between researchers and research participants 

and that throughout history consent has not always been sought or respected, especially in 

relation to Indigenous Peoples. With this, I feel a deep responsibility to conduct this research in a 

way that is accountable to all the participants in this study and that honours you as a co-

researcher who shares in the collective development and ownership of this work.   

I respect that consent must be informed, ongoing, and freely given. Signing this consent form is 

one part of a larger conversation about consent. Throughout the research, I will verbally ask for 

consent and I will take the time to discuss any questions you may have. My priority is to ensure 

that you feel well-informed and supported in any and all activities that you engage in. Further, I 

respect your right to withdraw from this project if at any point you do not wish to continue. 

I acknowledge that by facilitating research as an employee within my own organization (FNHA) 

there may be a perceived or real conflict of interest. I will strive to conduct this research with 

quality in a way that aligns with FNHA and Royal Roads University’s ethics process. If there are 

situations that arise where I require guidance in navigating a conflict of interest I will seek 

support from my academic advisor, Michael Lickers. If further guidance is required I will contact 

the RRU and FNHA ethics review boards. 

By signing this form, you agree that you are over the age of 19 and have read the information 

letter for this study. Your signature states that you are giving your voluntary and informed 

consent to participate in this project and have data I contribute used in the final report and any 

other knowledge outputs (curriculum development, articles, conference presentations, 

newsletters, etc.). By consenting, you have not waived any rights to legal recourse in the event of 

research-related harm. 

 ___   I consent to the audio recording of the interview, circle, and kitchen table 

workshop.   

 ___   I consent to the video recording of the interview, talking circle, and kitchen table 

workshop.  

___   I consent to have photographs taken of me during this study for example in the 

group methods for the purpose of curriculum development, final reports, conference 

presentations, articles, and/or curriculum development. 

___    I consent to quotations and excerpts expressed by me through the interview, circle, 

and recommendations workshop be included in this study, provided that my identity 

is not disclosed. 

 ___   I consent to the material I have contributed to and/or generated (e.g., flipchart 

notes) through my participation in the kitchen table workshop to be used in this 

study. 
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___  I commit to respecting the confidential nature of the circle and kitchen table 

workshop by not sharing identifying information about the other participants. 

Please check one: 

Typically, in research participants remain anonymous, however, in this context, I would like to 

respect your wishes for acknowledgment and ownership of your contributions to this work. 

When gratitude is expressed by Katelyn Moon (the student) for your participation in this research 

in products such as curriculum development, articles, conference presentations, newsletters, etc. 

you would prefer to be (a) named (b) remain anonymous. 

____ I acknowledge that I have been given approval from my supervisor to participate in 

this research study. 

____ I will make every reasonable effort to participate in the July 26th 2023 in-person 

circle and kitchen table method. 

Name: (Please Print): __________________________________________________ 
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Appendix D: Pre-Interview Questionnaire 

Thank you again for your willingness and support in participating in this research project to 

better understand how individuals develop cultural humility and sustain a commitment to 

resisting colonialism and white supremacy culture. As you know, FNHA staff are diverse and as 

part of this research, I want to reflect that diversity. The answers to these questions will support 

this research by accurately reflecting the diversity of the participants. The answers will be 

collated and deidentified to respect your anonymity. If there are any questions that you prefer not 

to answer you may leave them blank. However, when these questions are more fully answered, it 

will support reflecting the most accurate and complete information in the study being understood 

by others. 

Name: 

Pronouns: 

Age: 

Ethnicity: 

Do you identify as Indigenous: 

Geographical location: 

1. Have you been incentivized to participate in this research? 

Yes/No 

2. Have you been directed or pressured to participate in this research study? 

Yes/No 

3. Is there anything that you would like me to be aware of that can make the interview process 

most comfortable for you? 

4. What is your position within FNHA? 

5. Have you held any other positions at FNHA? If so please list. 

6. How long have you worked at FNHA? 

7. Prior to FNHA, have you held other work/ volunteer positions at Indigenous organizations or 

that focus on Indigenous health, well-being, or self-determination? If yes, please write the 

names of organizations and years of service. 

8. Have you worked or lived in a First Nations community? 

Yes/No 

9. Is there anything else that you would like me to know for you to feel comfortable and 

supported throughout this research project? 
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Appendix E: Interview Questions 

The intention of my research is to better understand how individuals have developed cultural 

humility through their lived experiences. Further, I seek to understand the relationship between a 

commitment to cultural humility and acts of resistance. In this context, I define acts of resistance 

as actions that oppose colonialism and white supremacy culture; this can be at an individual 

level, organizational level, or systems level.  The scale or impact of these actions is less 

important than the attempt that was made to create change. For example, an individual act of 

resistance may be modifying your work practice beyond what is expected in your role to provide 

more culturally safe services. An organizational-level act of resistance may be advocating for an 

organizational policy to be changed to enhance cultural safety. A systems-level act of resistance 

may be voicing concern at a meeting with health systems partners about the direction that a 

collective effort is going where the outcome may be culturally unsafe. In this context, I am using 

the term “acts of resistance” to be inclusive of those who are most impacted by white supremacy 

and colonialism as well as those who strive to be in solidarity. At the same time, I recognize that 

the experience of engaging in acts of resistance has different levels of risk depending on one’s 

intersectional identity.  

This interview will include questions on a range of topics including more sensitive topics like 

colonialism and white supremacy. Your well-being is the highest priority throughout this 

interview and the research more broadly. You are welcome to skip questions or provide 

additional information beyond the question asked if you feel it supports your experience of being 

heard and understood. At any time, you may withdraw your consent and end the interview. You 

also can request that any information you have provided during this session is deleted and not 

used in the study. Further, after the interview, I will email you a transcription of our dialogue for 

you to review. If you would like to edit, add to, or redact any of your responses you can let me 

know within ten days, if anything arises where you need longer to review the transcription, 

please let me know and I will work to accommodate a longer time. Once all of the participants 

have reviewed their transcript, I will review the notes that participants have shared with me and I 

will deidentify and consolidate the responses and share them with the participants in preparation 

for the circle. Once the data is consolidated, I will not be able to redact your specific data but the 

raw data from the interviews can be deleted.  It is my priority for this process to be a positive one 

and if there is any way that I can support your participation through this process please let me 

know.   

Throughout this interview, I invite storytelling and self-reflection. 

1. Do you have any questions for me? 

2. What does that mean to you to be seen by others as someone who models a commitment to 

cultural humility? 

3. Could you please share the story of your cultural humility journey and how you got to the 

place you are today? 
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4. Does anything stand out to you about your early life or family history in relation to your 

cultural humility journey? 

5. What is it that has made you want to align with this work?   

6. What are the struggles you have faced, and the lessons you have learned, while trying to 

align your actions with cultural humility? 

7. Through your journey of cultural humility, what role have acts of resistance played? 

8. What does resistance to colonialism and white supremacy culture look like in the way you 

conduct your work at FNHA?  

9. What are the barriers you resist the most? 

10. Energy is a finite resource; how do you determine when it’s the right time for you to engage 

in acts of resistance? 

11. What guides you in continuing the path of cultural humility? 

12. Who, if anyone, do you connect with when you grapple with aspects of cultural humility? 

13. Can you please share how you perceive and experience power and privilege as it relates to 

your own life?   

14. What are the emotions that are stirred up for you right now? If you think about those 

emotions, how do they relate to the journey that you have been on?  

15. What are the values that you align with to continue your practice of cultural humility and 

advocacy? 

16. Are there strategies that you have learned that support your success in resisting colonialism 

and white supremacy culture? 

17. Tell me a story about when you felt most “in” your cultural humility, in other words, a time 

your actions were most aligned with your own values?  

18. Knowing what you know now, is there anything you wish you knew earlier in your journey? 

Anything that would have helped you in your development? 

19. Now that we have had this discussion, has anything shifted in your feelings about your 

practice of cultural humility and enacting acts of resistance against white supremacy 

culture? 

20. I will be transcribing this dialogue; are there any key points that you think are really 

important for me to pay attention to? 
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Thank you for participating in this interview. I have really enjoyed hearing your reflections and I 

value the time that we have spent having this dialogue. Sometimes conversations like this can stir 

up emotions. I would like to share a couple of resources that you can access if you feel you need 

to speak with someone or feel any distress. 

Indian Residential School Survivors and Family: 1-800-721-0066 

KUU-US Crisis Line 1-800-588-8717 

Anywhere in BC 1-800-SUICIDE: 1-800-784-2433  

Mental Health Support Line: 310-6789 

United Way (BC) crisis line Call or text 211 

For First Nations, Inuit, and Métis Peoples: Hope for Wellness Help Line Call 1-855-242-3310 

(toll-free) 

What, if anything, are you going to do today to take care of yourself after having this dialogue? 
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Appendix F: In Person Research Invitation 
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Appendix G: In person research day Schedule and Questions 

Cultural Humility and Acts of Resistance 

July 26th Schedule 

Schedule 

Pre Morning session (8:00-9:00) 

Catering set up 

8:00-8:30 – Set up (Bring in supplies, check room set up, set up video for recording) 

8:30-9:00 – Participant arrival and Breakfast 

Morning Session (9:00-12:00) 

Welcoming, connection to culture, guided group discussion, morning break and food. 

Lunch (12:00-1:15) 

Afternoon Session (1:15- 4:30) 

Grounding after lunch, connection to culture, kitchen table discussion, food, closing. 

 

Morning Circle 

Growing through discomfort: 

One of the things that came up with nearly everyone is that this work is challenging and can be 

uncomfortable for many reasons, however many of you have also shared that that’s where you 

grow the most. 

1. Is anyone willing to start us off and share how being personally challenged created an 

opportunity to grow and/or seeing that the system is flawed and feeling challenged like 

you needed to fill a gap? 

Grappling with self-doubt: 

Knowing everything that we just talked about with growing through discomfort and referencing 

back to the interviews something that has come up is when we feel like we aren’t enough or we 

don’t know enough or weren’t safe enough for the people we serve it stirs up self-doubt. For 

example, wondering “Am I the right person for this job?” 

B1) Is anyone willing to share how self-doubt has negatively impacted your growth or 

hinders your ability to fully and confidently do the work? 
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B2) Some of you shared that you are actively working on letting go of your self-doubt. In 

what ways do you let it go and/or overcome the challenges of self-doubt? 

Safe People/ Community: 

Some of the themes that were talked about the most during the multiple interviews we had was 

the need for safe people to talk with and have a personal community of like-minded people. 

What I heard is that having a connection with people who are also on their journey of cultural 

humility allows many of you to critically reflect on your own practice as well as inspires your 

continued resisting multiple systems of oppression. 

C) How do you connect with like-minded individuals and sustain those relationships to 

build your community? 

Harmed by this work: 

I once was working on a project team very early on in my journey of cultural humility and I 

heard an Indigenous colleague say that this work is personal for people who are truly working 

toward change. But that personal looks different for Indigenous and non-Indigenous people. For 

Indigenous people it’s Personal with a capital P. Indigenous people don’t have the option of 

stepping away from the systemic oppressions we are trying to change. These oppressions directly 

impact their lives, their loved ones, and generations past and future. On the other hand, non-

Indigenous people connect with this work on a personal level with a lowercase p. Non-

Indigenous people make the choice to stand in solidarity with Indigenous people to resist systems 

of oppression. Non-Indigenous people can be deeply committed to being in solidarity which can 

make this work personal for them but they also have the privilege to step away or stop resisting if 

they decided to. 

I’m sharing this story because I want to honour the differences between how Indigenous people 

are impacted by this work and how Non-Indigenous people are impacted by this work. I also 

want to touch on a common theme that was shared by most of the participants in this research 

that you can often be hurt while doing this work. Some examples of being hurt are moral injury 

and exhaustion from the heavy lifting. 

D1) Would like to invite reflections on how you sustain and take care when you are hurt in 

the work. 

D2) Are there ways that you try to support others or others have tried to support you when 

you witness one another being hurt in the work? 

Cusp of change 

One of the highlights of being able to interview each of you is hearing your stories about the 

amazing work that each of you are doing with FNHA as well as in your personal lives. I have 

witnessed your humility and heard many of you say that it’s just the right thing to do or that it’s 

not a big deal. First, I want to honour that the work each of you are doing is creating change and 

that you are incredibly inspiring. I enjoyed seeing you light up when you spoke about some of 
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the most challenging work you’ve faced. I also heard many of you share stories about how often 

you are the only one voicing a need for change or accountability. I respect that that can be a hard 

place to be and I thank you for continuing to be that voice. A number of people described this 

time as being pivotal such as that we are on the cusp of change or that decolonizing has come a 

long way in recent years but there’s a momentum to continue. I recognize that humility is so 

foundational to who you are and how you approach your work. 

E1) I wonder though what it means to you to be part of this shift that’s happening at the 

cusp of change and what it means to you to sit in this circle with other people who are 

working so hard for that change too? 

E2) While recognizing the inherent humility of this work, what might it look like to feel joy 

or celebrate the strides we talk in our cultural humility journey and the work we do to 

resist systems of oppression? 

Afternoon Prompts 

1. Starting question: “How can an organization support their employees to learn and commit to 

a deep practice of cultural humility?” 

2. Many people shared that they like that FNHA is a learning organization and that they have 

personally grown through working here. What’s going well? Where are the opportunities 

to take it further? 

3. Given that most of the growth people have experienced is through organic relationships and 

conversations how can this inform CSH training development to be more impactful? 

4. What, if any, responsibility do you feel you have in supporting co-workers on their journey 

of cultural humility? 

5. What are the responsibilities of an organization to support their staff on their journey of 

learning and committing to cultural safety and humility? 

6. What are the boundaries/ limits of an organization’s involvement in staff’s personal 

journeys? 
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Appendix H: Inquiry Team letter 

In partial fulfillment of the requirement for a Master of Arts in Leadership Degree at Royal 

Roads University, Katelyn Moon (the Student) will be conducting an inquiry study at First 

Nations Health Authority to research “How might the lived experience of FNHA employees, 

who have a sustained commitment to cultural humility and enact acts of resistance against 

colonialism and white supremacy culture, inform how cultural humility is developed and 

actioned?” You can confirm the student’s registration at Royal Roads University by contacting 

the Program Head, Dr. Cheryl Heykoop at [email address]. 

Inquiry Team Member Role Description 

As a volunteer Inquiry Team Member assisting the Student with this project, your role will 

include the following: (a) provide an external set of eyes to help mitigate research biases, 

(b) review draft questions, methods, and overall capstone design, (c) acting as an observer/ note 

taker, and (d) working with the student during data the data analysis stage to assist the Student 

and the First Nations Health Authorities change process. In the course of this activity, you may 

be privy to confidential inquiry data. 

Confidentiality of Inquiry Data 

In compliance with the Royal Roads University Research Ethics Policy, under which this inquiry 

project is being conducted, all personal identifiers and any other confidential information 

generated or accessed by the inquiry team advisor will only be used in the performance of the 

functions of this project and must not be disclosed to anyone other than persons authorized to 

receive it, both during the inquiry period and beyond it. Recorded information in all formats is 

covered by this agreement. Personal identifiers include participant names, contact information, 

personally identifying turns of phrase or comments, and any other personally identifying 

information. 

Personal information will be collected, recorded, corrected, accessed, altered, used, disclosed, 

retained, secured and destroyed as directed by the Student, under the direction of the Royal 

Roads Academic Supervisor. 

Inquiry Team Members who are uncertain whether any information they may wish to share about 

the project they are working on is personal or confidential will verify this Katelyn Moon, the 

Student. 

Statement of Informed Consent: 

I have read and understand this agreement. 

 

________________________ _________________________ _____________ 

Name (Please Print) Signature Date 


