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Origins of the Project(s)



• Statistics reported by Canadian and Aboriginal sources agree that 
employment rates for Indigenous populations lag well behind the 
rates for non-Indigenous people in Canada 

• (Environics, 2010; Mendolson, 2004; Oppenheimer, 2016; Usalcas, 2011; National 
Aboriginal Economic Development Board, 2015)

• Interviews in 2017 with 56 Indigenous employees across Canada:
• “Thus, it was challenging for them to develop a strong linkage to their 

culture, and their self-identity. Often their identity had to be 
subsumed into a persona that “fit” better with what the organization 
wanted to see.” (Julien et al., p. 173)



• How can we make policies of integration a reality in the workplace in 
a way that is respectful to both Indigenous and non-Indigenous 
Canadian cultures?

• What are the underlying values behind real or perceived cultural 
differences and how can we leverage cultural similarities?

• To what degree does bicultural identity, identity conflict, and 
stereotype threat play a role in workplace experiences and 
satisfaction for Indigenous employees in Canada?  

2015 Canadian Psychological Association



• Vancouver Island University
• SSHRC funded meetings geared towards sharing knowledge of 

Indigenous employee experiences and challenges in the workplace

• Emergent Themes:
• Lack of trust as organizations in Canada not seen as understanding 

Indigenous history, culture, or values
• Lack of psychological safety – cultural safety

• Power of resilience among Indigenous peoples
• Creating relationships for strength

• Importance of communication
• Creating better workplace communication and conflict solutions

2016 Sharing Knowledge~Building Relationships



Three Interwoven Projects



• Research Theme 1: Interpersonal Trust

• Relational Conversations and Holistic Conflict Management for Indigenous Employees

• Research Theme 2: Cultural Safety

• Psychological Safety and a Climate for Indigenous Cultural Safety in the Workplace

• Applied Theme: Networks of Trust

• Building and Navigating Work Relationships for Retention and Career Advancement

Projects



• Research Theme 1 (RT1) - Interpersonal Trust
• asks how Indigenous worldviews and communication norms impact 

communication and conflict experiences at work and aims to 
develop relational communication tools for researchers, HR 
managers, and employees. 

• Research Theme 2 (RT2) – Cultural Safety
• asks how Indigenous employees experience trust and psychological 

safety at work with project outcomes including a novel measure of 
cultural safety and impacts for managers and policymakers. 

• Applied Theme (AT) - Networks of Trust
• locates, engages, and connects Indigenous alumni to develop 

student-mentor relationships, a livestream workplace walk 
technology for realistic job previews, and an embedded, self-
sustaining network of Indigenous alumni in Southwest Ontario who 
are interested in being active in on-going mentorship, alumni, and 
research initiatives

In more detail….



• Locating alumni and inviting them to engage with their school’s 
Indigenous Student Centre and participate in the Indigenous 
Workways project

• Indigenous Student Centre Engagement: 
• receiving newsletters and Centre updates
• invitations to Centre events and Pow Wows

Indigenous Alumni Engagement



• Indigenous Workways Participation:
o 5 min on-line annual alumni survey tracking career paths
o Being a mentor for current Indigenous students (at same school or 

across-schools based on a student’s career interests)
o Recording a “workplace walk” video explaining job, place of work, 

etc.
o Participating in career-focused summer camps for Indigenous youth
o Participating in graduate student research (for example, interviews 

about work experiences and psychological safety, survey about 
conflict management preferences)

AT (Continued)



• Goal is to provide experience for students in teams that include both 
Indigenous and non-Indigenous scholars

• Goal is to provide opportunities to learn Indigenous ways of knowing and 
understanding – Indigenous methodologies
• Undergraduate honours students: literature reviews, annual survey data analysis, 

conference presentations
• Graduate MA and PhD students: IO Psychology, Indigenous and Western research 

methods, coursework and research training prepares for positions in Organizational 
Development, Management Consulting, and Academia (with PhD)

• Graduate and undergraduate student research assistants: 
o assist graduate students with all aspects of research (for example, scheduling and tracking 

participation, transcribing interviews, coding free response data)
o assist Indigenous Student Centres with locating and engaging alumni (for example, making 

phone calls, posting to social media, offering information sessions)

• To Date: 9 honours students (1 Indigenous, 8 non-Indigenous), 7 research 
assistants (all Indigenous), 4 MA students (2 Indigenous, 2 non-
Indigenous) 

Student Training



• Research Theme 1 (RT1) - Interpersonal Trust
• Chloe Addie, University of Waterloo
• Workplace conflict management processes through Indigenous 

lenses

• Research Theme 2 (RT2) – Cultural Safety
• Twiladawn Stonefish, University of Windsor
• Psychological safety as a means of empowerment
• Alisha Jacobs & Cathy Burr, University of Windsor
• Cultural safety as a critical component of psychological safety 

for Indigenous employees

Student Presentations



Questions?
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An Overview of Conflict Management in the 
Workplace

CANDO | October 28, 2019                                                   Chloe Addie & Dr. Wendi Adair
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● Implications for: 
● Job performance(Tjosvold, 2006)

● Organizational success(Bradford, Stringfellow , & Weitz, 2004)

● Employee job satisfaction and retention(Chen, Zhao, Liu & Dash Wu, 2012) 

● Conflict: incompatibility, disagreement, or dissonance between 
two or more parties (Putnam & Poole, 1987)

● Conflict is prevalent in the workplace.

(Putnam & Poole, 1987; Rahim, 1992; Wall & Callister, 1995) 

Conflict
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● Relationship (Jehn, 1997)

● 3 different types of conflict

● Task (Jehn, 1997) 

Conflict

● Process (Behfar et al., 2011; Jehn, 1997)
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● Culture plays an important role in conflict management

● Many factors come into play such as personality, and 
environmental factors, gender

Conflict Management

● Purpose 

• Equip you for dealing with conflict with others
• To develop an understanding of different conflict approaches
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● Individuals’ characteristic modes of managing 
conflict in a variety of interaction episodes (Ting-Toomey et al., 
1991). 

● Individuals tend to use different ‘conflict 
management styles’ to work toward resolving 
conflict (Blake & Mouton, 1964; Thomas & Kilmann, 1976; Rahim, 1993). 

Conflict Management Styles
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(Blake & Mouton, 1964; Deutsch, 1973; Pruitt & Rubin, 1986)

Dual Concern Model
Dominating Integrating

AccommodatingAvoiding

Compromising
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1. Avoiding
Dominating Integrating

AccommodatingAvoiding

Compromising

Dual Concern Model

(Rahim & Bonoma, 1979)
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2. Accommodating
Dominating Integrating

AccommodatingAvoiding

Compromising

Dual Concern Model

(Rahim & Bonoma, 1979)
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3. Dominating
Dominating Integrating

AccommodatingAvoiding

Compromising

Dual Concern Model

(Rahim & Bonoma, 1979)
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4. Compromising
Dominating Integrating

AccommodatingAvoiding

Compromising

Dual Concern Model

(Rahim & Bonoma, 1979)
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5. Integrating
Dominating Integrating

AccommodatingAvoiding

Compromising

Dual Concern Model

(Rahim & Bonoma, 1979)
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Dual Concern Model

• Integrating and cooperating are considered most 
effective (van Der Zee & Hofhuis, 2018) 

• Certain styles may be more appropriate depending 
on the details of the situation (Rahim, 1983)

• Integrating = positive relationship influence

• Dominating = negative relationship influence
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Culture and Conflict Management Styles

• Does this model hold up cross-culturally?
• Individualism

• Importance of individual
• Collect ivism

• Importance of group
• Individualism – concern for self styles
• Collect ivism – concern for other styles
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Culture and Conflict Management Styles

● America, Canada, Germany, Australia, England= 
Individualist (Elsayed-Ekhouly& Buda, 1996; Hofstede, 1980)

● Dominating, Compromising styles (Ting-Toomey, 1991)

● Japan, Korea, China, Taiwan, Mexico, Middle East = 
Collectivist (Hofstede, 1980, 1983)

● Accommodating, Avoiding, Integrating styles (Ting-Toomey, 1991)
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Culture and Conflict Management Styles

● Even though Canada has been incorporated into the 
research, Indigenous peoples of Canada have not

● An understanding of Indigenous conflict 
management is being missed in organizations

● Indigenous scholars have explicitly said that dispute 
resolution processes differ between Western 
Canadians and Indigenous peoples (Victor, 2007) 
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Holistic Conflict Resolution
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● Dual Concern Model is limited

● Assumes static view of conflict management

● Only considers self or other

● Does not consider the importance of communication in 
managing conflict or potential consequences

● Holistic conflict resolution is another conflict management style

● Found to be relevant for East Asian workers

Holistic Conflict Resolution

(Liu & Adair, 2018)
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● Five elements:

● Relationship Consideration

● Contextual Consideration

● Dialectical Orientation

● Flexibility in Communication

● Long Term Orientation

Holistic Conflict Resolution
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Holistic Conflict Resolution

● Western approach to conflict management largely ignores 
contextual and relational factors.

● Holistic Conflict Resolution’s holistic perspective more closely 
aligns with Indigenous worldviews.

● Holistic Conflict Resolution offers a more flexible, adaptive, and 
contextualized way to address all aspects of conflict.
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Holistic Conflict Resolution

● Aligned Indigenous worldviews

● Relationality

● Long-term time orientation/7 generations

● Collectivist decision making

● Due to similarities, holistic conflict resolution may be a conflict 
management style that is more relevant for Indigenous workers 
than styles from the Dual Concern model.
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● Conflict is complex and heavily influenced by culture

Conclusion

● Western understanding of conflict management may 
be limited and does not incorporate an Indigenous 
perspective

● Each person has a typical way that they tend to 
approach conflict. It is important to be aware of these 
different styles in order to mitigate conflict 
effectively.
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Thank you!

Indigenous Workways Team
& Culture at Work Lab



Psychological Safety 
in the Workplace

Twiladawn Stonefish, PhD



Key Messages

☻What is it? 
☻Why is it important?

☻What can we do to create a 
culture of Psychological 
Safety?

What can you expect…



Psychological safety…

In the workplace context, psychological safety is: 

“…the perception that we are safe to be authentic, we are 
safe to engage in interpersonal risk‐taking, and that we 
believe that we are free to express our thoughts and concerns 
without fear of judgment or reprisal.”

(Edmondson, 1999; Newman et al., 2017).

What is it?



Psychological safety…Schein and Bennis (1965)

• Psychological 
conditions 
necessary to cope 
with and learn 
within an 
organizational 
change context



Psychological safety…

•Reducing interpersonal risk 
• Perceived consequences 

• Learning from mistakes
• Embracing new ideas
• Empowered employees 

What is it?



Mental wellness at work…

• Engaged 
• Committed
• Citizenship behaviours
• Employee productivity

• CWB
• Disengagement/burnout
• Turnover
• Anxiety
• Physical symptoms
• Reduced self‐efficacy
• Increased risk of 
accidents 

Why is it important? 





Safety…

• Occupational Health and Safety Act, RSO 1990, c O.1
• Psychological health?? 
• “…and well‐being”

• Recent precedent
• Core values

Physical vs Psychological



Psychological safety…

• Organizational and team learning
• Better decision making
• Creativity and innovation
• Higher social capital
• High quality relationships
• Learning from mistakes

Why is it important?



Psychological safety…

• Organizational level
• People Leaders and Team levels

What can we do to create it?

y



Canadian National Standard on Psychological 
Safety in the Workplace (2013)

• 13 psychosocial risk factors
• Hygiene factors
• Leadership
• Justice 

• Top down support and monitoring



People Leaders and Team Members

Interpersonal risk taking is acceptable
Members respect each other’s competence
Members are interested in each other as people 
Members have positive intentions toward each other 
Conflict and confrontation is constructive 
It is safe to experiment and challenge the norm

Work toward creating an environment where:



Change the narrative…

• Avoid asking questions
• Do not admit mistakes
• Do not offer ideas
• Do not challenge the 
status quo

• Frame challenges as 
opportunities
• Acknowledge personal 
limitations
• Ask for feedback
•Model curiosity
• Encourage others to do 
the same

Foster Psychological SafetyLow Psychological Safety



Anushiik
Miigwech

Thank You
Merci

Q & A



Indigenous 
Workways: 
Cultural Safety 

Dr. Catherine T. Kwantes, Alisha Jacobs, Catherine A. Burr.

Centre for Culture and Organization Research



Indigenous Workways
Cultural Safety

2



The Beginnings...

▰ Indigenous Students: “What about us?”
▰ Literature Search (2014)

▻ Very little I-O Research involving Canada’s 
Indigenous population

▰ Starting a conversation (2015)

3



SSHRC Challenge Area #3

How are the experiences and 
aspirations of Aboriginal 
Peoples in Canada essential to 
building a successful shared 
future?

Specifically -> Indigenous youth

Addressing...

TRC’s Call to Action 92 
(Corporate) & UN

Canadian government and 
organizations responsibility to 
eradicate traditional barriers, 
replacing them with cultures of 
trust and psychological safety

4
(Adair et al., 2017)
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Sharing Circles

Vancouver Island University Cowichan Campus, 
2016
▰ Diversity of Stories
▰ Achieving Balance
▰ Visions of a Canadian Workplace
▰ Where do we go from here?



Cultures of Trust
Interviews: Getting personal...

6



Proposed Conceptual Model

7

Psychological
SafetyCultures of Trust Cultural Safety Employment Outcomes



The Concept of Cultural Safety
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▰ Popularized by Maori nurse, Dr. Irihapeti Ramsden, in the 1980’s 
as an addition to the nursing curriculum and subsequent 
integration into the delivery of healthcare in New Zealand.

▰ Emerged as a response to poor health care delivery to the Maori 
people which was the result of chronic cycles of poverty 
exacerbated by colonialism.

▰ How a group is perceived is socially constructed and affects 
how they are treated.

▰ Difficulty lies in attempting to “deprogram” dominant societal 
influences on attitudes when social structures and institutions 
support them.

(Dr. Ramsden, n.d.)



Principles of Cultural Safety
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▰ Employs an ethical framework consisting of partnership, participation, 
and protection.

▰ Recognizes the social, economic, and political position of certain 
groups within society.

▰ Acknowledges the traumatic intergenerational effects of colonialist 
policies and institutions.

▰ Recognizes power inequities between the minority Indigenous Peoples 
and the majority European. 



Model of Cultural Safety and Cultural Risk
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Cultural Safety

Recognize

Respect

Rights

Cultural Risk

Demean

Diminish

Disempower



Concept of Cultural Safety
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▰ Reaches beyond the idea of cultural awareness, beyond cultural sensitivity.
▰ Requires more active reflection in uncovering one’s own capacity for racism within the 

dominant colonialist framework.
▰ And an understanding of the inadequacy of social systems and the contexts in which 

they occur.
▰ The result is a concept that can be applied in many different settings and relationships. 



“ Cultural safety is the sense that one is 
not required to hide one’s cultural 
identity in order to be accepted and 
respected and reflects a freedom to 
bring one’s cultural knowledge, beliefs, 
ways of being, and ways of knowing 
into the workplace.

1212



Impact of a Culturally Safe Work Environment

▰ Increase youth employment/retention rates
▻  Psychological Safety  

▻ Lower employee turnover
▻ Increased organizational commitment
▻ Increased career satisfaction.

13



Organizational Climates of Indigenous Cultural 
Safety

▰ Recognize biases 
▻ Impact on Indigenous employees work 

experiences and outcomes
▰ Recognize cultural identity
▰ Recognize the existing power dynamic

14



What will cultural safety look like?

▰ Use of traditional 
medicines?

▰ Choice of clothing?
▰ Alternate holidays?
▰ Pay equity?
▰ No more explaining?

15
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THANKS!
Any questions?

You can find me at
jacob11h@uwindsor.ca

mailto:jacob11h@uwindsor.ca


Websites

More information of the project can be found here:
▰ https://ckwantes.wixsite.com/iw-cot
▰ https://uwaterloo.ca/indigenous-workways/ 

17

https://ckwantes.wixsite.com/iw-cot
https://uwaterloo.ca/indigenous-workways/
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