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Introduction: Kia Ora!1

I 
am thankful to a number of individuals and organiza-
tions for their contributions to this research.2 This arti-
cle builds upon a research report entitled “Leadership in 
a Diverse Environment: Diversity Strategies in Military 
and Police Forces in Canada, Australia, the United 

Kingdom and the United States.”3  A summary of the previous 
research is provided in the background section. 

The research for this article was conducted during a visit 
to New Zealand (NZ), part of an exchange between the 
Canadian and New Zealand Departments of National Defence 
(CANZEX), in October 2007. The objective of the exchange 
was twofold. On the one hand, the Canadian delegation wanted 
to learn about strategies and initiatives used to enhance par-
ticipation of Māori peoples and integrate Māori culture into 
the New Zealand Defence Force (NZDF). On the other, the 
NZDF members wanted to learn about Canadian Forces (CF) 
recruiting and outreach programs addressing Aboriginal popu-
lations in Canada.  

This article adopts a comparative and international 
approach to juxtapose the experiences of NZ and Canada’s 
military in order to identify similarities, differences, 
potential lessons, and best practices in the area of organi-
zational diversity. 

Background: Previous Research 

The previously conducted research involved:

• Developing a diversity framework for the CF; and

• Benchmarking between Canada, Australia, the 
United Kingdom (UK), the United States (US) 
[ABCA countries], and select police forces. 

The diversity framework developed was founded upon 
the three pillars of Canadian diversity, drawing from the 
model offered by the Canadian political scientists Jane Jenson 
and Martin Papillon:4 

• Linguistic duality (two official languages: English 
and French); 

• Multiculturalism (official policy, now an Act); and 

• Recognition of Canada’s Aboriginal history.
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Based upon these pillars, the following core diversity 
values should be integrated as a component of the CF leader-
ship framework:

• Recognize Canada’s foundations of multiculturalism, 
bilingualism, and Aboriginal history;

• Respect for human rights and equality; 

• Value the diversity of all individuals regardless of 
gender, ethnicity, religion, linguistic background, or 
other types of diversity; and 

• Foster a climate of inclusion, non-discrimination, 
tolerance, and accommodation of difference.

In turn, core diversity values should be reflected in 
diversity competencies, to be integrated in the CF Professional 
Development (PD) framework. Nineteen competencies were 
identified, consisting of:

• Cultural awareness/sensitivity, including customs 
and religions; 

• Awareness of gender differences, including com-
munication styles;

• Awareness of stereotyping, bias, and discrimination; 

• Knowledge of human rights and multiculturalism 
principles;

• Understanding of harassment in the workplace;

• Understanding of Employment Equity (EE) and 
issues related to women, Aboriginal people, visible 
minorities, and people with disabilities; 

• Understanding of Aboriginal history and Aboriginal 
treaty rights;

• Cross-cultural/intercultural communication skills; 

• Language ability in Canada’s two 
official languages; and

• Knowledge of a language other than 
English or French.

• The research also involved bench-
marking to identify best practices, 
such as:

• The Australian Department of 
Defence Joint military and civilian 
portfolio for EE/diversity under the 
Director  of  Rights  and 
Responsibilities;

• The UK Ministry of Defence Senior 
Officer and Civil Servants Diversity 

and Equity Awareness program for General/Flag 
Officers and senior executives; 

• The US Department of Defense Employment 
Opportunity Management Institute (DEOMI); 

• The New South Wales Police ‘Forward Plan: 
Priorities for Working in a Culturally, Linguistically, 
and Religiously Diverse Society’; and 

• The Canadian Forces best practice of opening all occu-
pations to women, including combat occupations. 

Based upon the research conducted, 14 recommenda-
tions were made to develop a way ahead for the CF by mak-
ing a paradigm shift from a reactive to a proactive approach 
toward diversity.5 The report was presented at the Defence 
Diversity Council in 2008. Several key recommendations 
were addressed in the 2008 Chief of Military Personnel EE 
Plan, including: 

• The review and revision of key training courses to 
ensure that the training material contains diversity 
content;

• The development and delivery of formal EE and 
diversity training; 

• The addressing of specific issues around the propen-
sity of Designated Group Members (DGMs) to join 
the CF; and, 

• The establishment and utilization of a CF mentoring 
and/or coaching program to assist DGMs in all 
aspects of their career possibilities.6    

The report highlighted several areas requiring attention, 
including enhancing the participation of Aboriginal people in 
the CF. The successful participation of Māori members in the 
New Zealand Armed Forces was identified as an area requir-
ing further investigation. The CANZEX provided the opportu-
nity to conduct this research. 
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Group discussion during the CANZEX in the wharenui, or Māori meeting lodge.
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Comparative and International Research:  
Two Case Studies

This article adopts a comparative and international 
research approach, using the case studies of New Zealand 

and Canada, looking at strategies used in the two countries to 
facilitate and enhance the participation of New Zealand 
Māori and Canadian Aboriginal peoples in their respective 
armed forces. 

This qualitative study is meant to provide a baseline com-
parison of the NZDF and CF experiences with regard to indig-
enous people, to identify similarities and differences, as well 
as potential lessons and best practices, in the area of organiza-
tional diversity.

When conducting comparative and international research, 
it is important to acknowledge that in cross-national studies, 
national differences must be accounted for, including: 

• National context;

• Policy framework; 

• Demographics; and 

• Social context.   

The information was gathered through the following 
methods:

• Presentations delivered by NZDF staff; 

• Discussions and informal conversations with NZDF 
staff and New Zealand subject matter experts 
(SMEs);

• Email exchanges with NZDF staff; 

• Unclassified reports; and 

• Policy and legislative documents.

Conceptual Foundation

To understand the concept of organizational diversity, we 
need first to clarify the meaning of diversity, defined as:

• The condition of being different; can encompass cul-
ture, ethnicity, gender, age, colour, religion, lan-
guage, sexual preference, education, socio-economic 
background, as well as mental or physical disability.

Consequently, organizational diversity refers holistically 
to all the diversity of the work force, beyond legislative 
requirements dictated by equity legislation, which usually tar-
get groups who historically experienced discrimination in the 
work place. 

A review of organizational culture and critical mass 
theories can help explain, at least partially, why some groups 
fare better than others in terms of their successful participation 
at all levels of the organization.  Organizational culture can be 
defined as: 

• The shared norms and values systems within an orga-
nization, or, to put it simply: ‘the way we do and see 
things around here.’  

In general, organizations with horizontal structures, flex-
ible planning, and operating processes, have a more ‘open’ 
corporate culture. Thus, they are more open to change, such as 
embracing diversity and proactively implementing diversity 
strategies and programs.

Historically, organizations such as the military, with hier-
archical structures, a chain of command, and linear planning 
and operating procedures, have a more ‘closed’ culture. As 
such, they are less open to change, and view diversity as a 
problem to be solved, or a legislative requirement to be 
addressed through reactive measures. However, in recent 
years, many military organizations are becoming more ‘open’ 
toward diversity; that is to say, they are becoming ‘diversity 
smart’ and are putting in place policies and processes that are 
‘diversity friendly.’ 

Consequently, in order for organizations 
to embrace change, such as successfully inte-
grating diverse groups and cultures, the corpo-
rate culture has to be ‘open.’ At the same time, 
in order to influence and transform the main-
stream culture within an organization, a group 
needs to reach a ‘critical mass,’ This nuclear 
physics theory has been applied to the partici-
pation of women in politics by a number of 
renowned political scientists, including 
Canadian Professor Linda Trimble, University 
of Alberta, and Dr. Jane Arscott, Athabasca 
University,7 as well as American Professor 
Pippa Norris, and British scholar Dr. Joni 
Lovenduski, University of London: 

When applied to social sciences, the 
theory of critical mass suggests that the 

S
c

o
p

p
io

 p
e

rs
o

n
a

l 
c

o
ll

e
c

ti
o

n
 M

C
 0

7-
0

4
7

7-
1

9
.

CANZEX participants pose in front of the wharenui.
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nature of group interactions depend upon 
size. When a group remains a distinct 
minority within a larger society, its mem-
bers will seek to adapt to their surround-
ings, conforming to the predominant rules 
of the game…But once the group reaches a 
certain size, critical mass theory suggests 
that there will be a qualitative change in 
the nature of group interactions, as the 
minority starts to assert itself and thereby 
transform the institutional culture, norms, 
and values.8 

Similarly, critical mass theory can be applied 
to other groups to help explain why some groups 
fare better than others in similar contexts. Two 
examples of groups who reached a critical mass 
and successfully participate at different levels of 
military organizations are the Māori in the NZDF, 
and African Americans in the US Armed Forces. 
Conversely, examples of groups who are not as 
well represented in military organizations include 
Hispanics and North American Indians in the US 
Armed Forces, and visible minorities and 
Aboriginal people in the CF. 

The reason why some groups fare differently 
than others could partly be attributed to the fact 
that they need to achieve a critical mass within 
their organizations, including the top levels, in 
order to influence the corporate culture. 

Leadership support is essential to accomplish 
change in organizations, such as achieving a diverse member-
ship and influencing corporate culture. The people in power 
need to act and direct changes to strategic frameworks and 
organizational architectures and processes, as well as influ-
ence the climate, culture, and informal networks within the 
organization. 

The Canadian Context 

Canada is a multicultural and bilingual country. The pop-
ulation is made up of Anglophones, Francophones, 

Aboriginal people, and immigrants from very diverse back-
grounds. This diversity is supported by a legislative frame-
work which includes: the Multiculturalism Act, the Official 
Languages Act, the Charter of Rights and Freedoms, the 
Canadian Human Rights Act, and the Employment Equity 
Act (EEA). 

Based upon 2006 Census data, the Canadian population 
is 31,612,897. Although Canada’s land mass is one of the 
largest in the world, many areas are very remote and experi-
ence extreme winter temperature. Therefore, most of the 
population, approximately 80 percent, is concentrated in 
urban areas. Two-thirds of the population growth derives 
from international immigration, and the rate of the foreign-
born population is 19.8 percent of the total population, 
while 58.3 percent of new immigrants come form Asia and 
the Middle East.9 

Canada also has an indigenous population, referred to as 
Aboriginal people. There are three main Aboriginal groups: 
North American Indians (or First Nations), Inuit, and Métis 
(mixed race).  There is great diversity among the three groups, 
and also there is diversity within groups, including: 

• tribes within each group; 

• multiple Aboriginal languages (over 60); 

• different cultural and spiritual practices; 

• urban versus non-urban dwellers (i.e., reserves, 
remote areas); and

• status versus non-status First Nations.

Aboriginal people constitute 1.1 million or 3.8 percent of 
the total population, and they are the fastest growing segment 
of the Canadian population, with the Métis being the main 
source of this growth.10 Most, but not all, North American 
Indians or First Nations are legally registered as ‘status 
Indians.’ Many First Nations live on reserves established by 
treaties, where they have achieved different forms of auton-
omy. At the same time, many others live in urban centres. 

Historically, the relationship between Aboriginal people 
and the government has been problematic, particularly with 
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Lieutenant-General Andrew Leslie, then-Chief of the Land Staff (CLS), inspects mem-
bers of the Raven 2009 Aboriginal Youth Program, Victoria, British Columbia, 21 
August 2009.
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regard to land claims, such as the Oka crisis in 1990, Ipperwash 
in 1995, and, most recently, at Caledonia in 2007, near the Six 
Nations Reserve in southwestern Ontario. Furthermore, 
Canadian Aboriginals have experienced different forms of col-
onialism, assimilation policies, abuse, and systemic racism, 
which have resulted in marginalization and loss of their lan-
guage, culture, and sense of family. Some have accused the 
government of conducting “cultural genocide” against 
Aboriginal people.11 

All this has had a negative social and economic impact 
upon many Aboriginal people and communities. 
Consequently, there have been, and still are, significant 
socio-economic disparities between Aboriginal and non-
Aboriginal groups in general. 

However, education is helping to narrow the gap, and 
Aboriginal people are participating in the labour market at 
much higher rates – comparable, in fact, to the non-Aboriginal 
population. As well, Aboriginal people in Canada are experi-
encing a demographic boom, with more than half of them 
being under the age of 25. The estimated availability of 
Aboriginal Peoples in the Canadian labour force is 2.6 per-
cent, as observed in the 2001 census.12 

The labour force participation of Aboriginal people is 65 
percent, slightly lower than non-Aboriginal people (67 per-
cent). Conversely, the unemployment rate of Aboriginal peo-
ple is 16 percent – more than double that of non-Aboriginal 
people (7 percent).13 

Programs and funding dedicated to Aboriginal people 
are in place, and there exists a federal government depart-
ment responsible for issues related to Aboriginal people 
and communities, namely the Department of Indian and 
Northern Affairs. 

However, due to the scope of the 
challenges facing some Aboriginal com-
munities – such as social issues, poverty, 
health problems, and substance abuse – 
and given the remoteness of many 
reserves, it is not easy to implement strat-
egies, programs, and practices that meet 
the diverse needs of the various Aboriginal 
populations.  

The Canadian Forces 

Aboriginal members are under-repre-
sented in the CF, where, in 2007, 

they constituted about 1.8 percent of 
Regular Force of 63,000 members, and 
two percent of the total force drawn from 
all three services of about 100,000 mem-
bers, (including the reserves). However, 
they are over-represented in the Canadian 
Rangers, part of the Army Reserves, 
where they constitute 25.5 percent of the 
force. The overall representation of 
Aboriginal peoples, excluding the 
Rangers, falls to 1.3 percent as a percent-

age of the total force. The main reason for this over-represen-
tation is the fact that the Canadian Rangers provide a military 
presence in remote and isolated areas of Canada, where many 
Aboriginal communities are located. 

CF Strategies

Since 2002, the CF has fallen under the Canadian 
Employment Equity Act (EEA), although there are spe-

cific regulations to adapt the provisions of the Act to account 
for the operational effectiveness of the CF. The Act, consti-
tuted in 1986, and revised in 1995, has the purpose of 
achieving “equality” in the workplace so that no person be 
denied employment opportunities or benefits for reasons 
unrelated to ability, and, in the fulfillment of that goal, to 
correct the conditions of disadvantage in employment expe-
rienced by women, Aboriginal peoples, persons with dis-
abilities, and members of “visible minorities.”14 Compliance 
with the EE Act is monitored by the Canadian Human Rights 
Commission (CHRC). 

In accordance with the Act, the CF has: 

• Collected information on its members through self-
identification; 

• Conducted an Employment System Review; 

• Published an annual EE Plan; and

• Conducted briefings and seminars on EE. 

As well, within the Department of National Defence 
(DND), EE Advisory Groups (AGs) have been created, one for 
each Designated Group, and each AG is championed by a 
senior General/Flag Officer. These groups operate both at the 
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The Honourable John Harvard, Lieutenant-Governor of Manitoba, talks with Corporal Doug 
Tizya at the 5th annual Bear Clan Gathering held in Winnipeg, 21 September 2006. Corporal 
Tizya, a member of 2PPCLI based at CFB Shilo, Manitoba, was wounded during his second tour 
in Afghanistan.
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strategic level and at the local levels. The Defence Aboriginal 
Advisory Group (DAAG) oversees matters related to Aboriginal 
members in the CF. At the unit level, there are staff that over-
see EE matters; however, this varies among organizations.

In addition to cultural, dress, and dietary accommodation 
policies, several programs are in place to enhance the partici-
pation of Aboriginal members in the CF, including: 

The CF Aboriginal Entry Program (CFAEP), a special, 
remunerated three-week recruiting program that can lead to 
full-time Regular Force training and employment opportuni-
ties to qualified Aboriginal peoples;

Bold Eagle, an Army recruiting program that includes a 
six-week Army Reserve Basic Military Qualification (BMQ) 
course;

Raven, an Aboriginal recruiting program of the Navy 
Reserve focusing on youth development; and

A new Aboriginal Leadership Opportunity Year (ALOY) 
at the Royal Military College of Canada (RMC) started in 
2008, with the aim of providing a one-year, no obligation trial 
for select Aboriginal youth to undergo academic, military, and 
athletic development at the College, with appropriate cultural 
supports. 

In addition, the Director of Human Rights and Diversity 
(DHRD) of the Canadian Department of National Defence 
hosts quarterly Aboriginal Forums, which are meetings 
between the CF and representatives of National Aboriginal 
organizations, National Aboriginal Veterans, Aboriginal com-
munity members, and other government departmental repre-
sentatives. The purpose of the Aboriginal forum is to discuss 
CF Aboriginal programs and Aboriginal recruitment and to 
have input and suggestions from the Aboriginal attendees on 
ways the CF can improve outreach and communication with 
Aboriginal peoples.  

New Zealand Context  

New Zealand is a much smaller country than Canada, both 
in land area and population. Its population has passed the 

four million mark, and, based upon a 2006 Census, there were 
4,143,279 people in the country, an increase of 8.4 percent 
since the 2001 Census.15 

The majority of New Zealand’s population is made up of 
people of European origin, followed by Māori, Asian, Pacific 
Islander, and others of mixed or unspecified origins. The offi-
cial languages of New Zealand are English and Māori.

At the time of the 2006 Census, there were 565,329 peo-
ple who identified with the Māori ethnic group, or more than 
one in seven citizens (14.6 percent). The Māori population has 
increased by 30 percent in the past 15 years. Over half of all 
people in the Māori ethnic group identified Māori as their only 
ethnicity, while 42.2 percent identified with European ethnic 
groups. The remaining identified with Pacific peoples, Asian, 
or New Zealander ethnic groups. 

The Māori population constitutes over 12 percent of the 
work force. In 2021, it is predicted that people of Māori, 
Asian, and Pacific ethnicity will reach 33 percent of the total 
work force, due to their high birth rates.

The Māori people are progressively more integrated with 
the non-Māori population in New Zealand, and there is a high 
rate of inter-marriage between Māori and non-Māori. The 
Māori people have become increasingly urbanized, politically 
active, and culturally assertive. The Māori are a more homog-
enous group than Canadian Aboriginal people. Although some 
differences exist among tribes, they share a common language, 
and similar cultural and spiritual practices. 

The Māori people arrived in New Zealand from Polynesia 
in about 800 AD, and many years later, in 1840, they signed 
the Treaty of Waitangi, wherein they ceded sovereignty to 
Britain while retaining territorial rights. In the following 
years, there were many land wars, and the relationship between 
Māori and non- Māori (referred to as Pākehā) deteriorated.

Historically, as a consequence of colonization, the Māori 
communities have undergone similar experiences as other 
Aboriginal populations, including loss of culture and identity 
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A member of the Visiting Schools Program performs a dance to  
promote and educate with respect to native culture, Toronto, Ontario, 
24 May 2006.
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and loss of leaders during the wars. The Māori language was 
not supported until the 1960s, although it was later recognized 
as one of New Zealand’s official languages. 

In recent years, the government has worked toward 
addressing the situation of Māori people, as well as addressing 
Māori grievances. Also, a great importance has been placed 
upon the Treaty of Waitangi, which is viewed as the founda-
tion document for setting the terms for the relationship 
between the Māori and the Crown. 

However, the relationship between the Māori and the 
Government is not without problems, as was witnessed during 
the CANZEX visit, when the media reported that several 
Māori activists were arrested and accused of terrorism. The 
Māori community denied such accusations. 

The socio-economic gap existing between Māori and 
non-Māori groups has been partially closed, and Māori people 
are achieving higher educational levels than before, and par-
ticipating in greater numbers in tertiary service. However, 
there are still social and educational differences, including 
lower school completion rates for Māori youth, higher 
unemployment rates, and higher rates of substance abuse 
among Māori people. 

The Ministry of Māori Development (Te Puni Kokiri) 
works with Māori communities to facilitate development of 
such activities as businesses and fisheries, and addressing 
issues related to settlement of land treaties. The official 

approach is that Māori people are the ‘drivers’ of their own 
development, and that “…what is good for Māori is good for 
New Zealand.”16 The Māori people in New Zealand have a 
Māori TV channel, radio station, and a Māori political party. 

New Zealand has a unique approach toward the Māoris in 
that the country is considered ‘bicultural,’ and people are gen-
erally regarded as Māori or Pākehā. The approach is not to 
view Māori as a ‘minority’ and Pākehā as a ‘majority,’ but 
rather, as a ‘partnership’ between the two.  

New Zealand Defence Forces 

The situation for Indigenous people in the New Zealand 
armed forces is different from Canada. In New Zealand, 

the Māoris are better represented within all three services of 
the armed forces, and across all ranks, including the top 
leadership. In fact, the Chief of the New Zealand Defence 
Force, Lieutenant- General J. (Jerry) Mateparae, is a Māori. 
The NZDF is able to attract higher numbers of Māori than 
their proportionality in the New Zealand population. In 2007, 
the overall total of Māori serving members in the NZDF was 
1673, or over 18 percent of the total regular force (9116 mem-
bers). However, it should be noted that Māori members are 
under-represented in the officer ranks and over-represented in 
the lower ranks. 

The distinguished Canadian military historian Jack 
Granatstein, who writes on behalf of the Council for Canadian 
Security, states: 

One area where New Zealand has done better than 
Canada is integrating its indigenous Māori minority 
into its military. Almost half of the army is Māori, 
and every soldier undergoes a Māori initiation rite 
that takes him into the warrior tribe. The proportion 
of Māoris in the country’s Special Forces is higher 
still, as much as two-thirds. And the current Chief of 
the Defence Force, General J. Mateparae is a Māori. 
None of this is tokenism, but it may be that the mili-
tary is one of the few routes that the Māoris can take 
to get good jobs. The comparison with the Canadian 
Forces and its uneasy acceptance of First Nations 
soldiers is striking nonetheless.17 

While Dr. Granatstein is correct in his assessment that 
New Zealand fares better than Canada in terms of the partici-
pation of Māori people in their military, one could argue that 
his considerations that the Māoris are viewed as a ‘minority’ 
integrated into a ‘majority’ military culture, and that the mil-
itary is one of the few good jobs for Māoris, may be based 
upon false assumptions. 

It is true that the military, and also the police, tradition-
ally provide a career alternative, social mobility, training, and 
benefits to certain youth, such as those with low educational 
levels, or from areas offering fewer economic opportunities. 
However, this is not unique to New Zealand, but it is also the 
case in other countries, including Canada and the United 
States, and it holds true in particular for non-technical military 
occupations, such as the infantry branch.
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One of New Zealand’s most famous contemporary individuals, Corporal 
Willie Apiata, VC, a half-Māori, who won his Victoria Cross in 
Afghanistan in 2004.
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In addition, the Māori people have deep historical roots in 
the New Zealand Army, going back to the Māori Battalion. 
After the Second World War was declared, Māori leaders 
offered the support of Māori men, both for home defence and 
for combat overseas. The 28th Māori Battalion was formed in 
1939 as an all-Māori infantry battalion, organized 
along tribal lines. By the end of the war, the 
Māori Battalion was one of the most decorated 
units in the New Zealand Army.18 

Due to the legacy of the Māori Battalion, 
there are many Māori people with military ances-
try and military family traditions. Also, New 
Zealand’s armed forces value service by Māori 
people because they have traditionally proven to 
be good ‘warriors.’  

Finally, the New Zealand military provides a 
positive Māori identity, and, therefore, recruits of 
Māori ethnicity do not have to sacrifice their own 
identity when they join the armed forces. 

NZDF Strategies

As people of Māori ethnicity have a high pro-
pensity to join, there are no NZDF recruiting 

strategies specific to Māori people. There is, how-
ever, an NZDF-wide diversity strategy that “…
recognizes the maturing of NZDF equity initia-
tives from an EEO or compliance and fairness 
approach to a diversity approach that leverages off 
differences to enhance operational and individual 
effectiveness.”19 

The NZDF views culture as the starting point. The differ-
ent environments have adopted a biculturalism policy (air force 
and navy) or cultural policy (army). An NZDF-wide bicultural 
policy is being developed as a collaborative effort by the cul-
tural advisors of each service. The policy will be focused upon 
being responsive to and providing support to Māori members 
through mentoring, language programs, cultural programs, and 
education, including the leadership of the organization. To 
ensure the policy has the appropriate support, it has been rec-
ommended that a new high-level committee headed by the Vice 
Chief of the Defence Force be formed to take ownership of the 
policy and the planned bicultural strategy. 

The Royal New Zealand Navy ‘RNZN Bicultural 
Partnership Policy’ states:

While recognizing that New Zealand has become a 
multicultural society, NZ culture is founded on the 
unique bicultural partnership between the Crown and 
Māori, which is meant not to exclude multicultural-
ism, but to recognize biculturalism first.20

The initial vision was to “…have a navy that is culturally 
integrated, harmonious and sensitive to all.” However, it was 
realized that “…partnership between the cultures was more 
appropriate than integration of the cultures,” as integration 
was seen as a weakening of one or both cultures. 

Similarly, the Royal New Zealand Air Force recognizes 
this strong Māori presence in the New Zealand work force. 
Therefore, it has adopted a biculturalism policy approach and 
undertaken a number of initiatives to promote Māori participa-
tion, language and culture, as illustrated below in Figure 1. 

The New Zealand Army was the first of the three ser-
vices to build a Marae, the Māori meeting house dedicated 
to the God of War. All recruits are introduced to Māori 
culture through the Marae. Leaders are encouraged to take 
Māori language training and use it in functions. Soldiers 
learn and perform the Haka (warrior dance). Also, there 
are cultural advisors in each environment, and EO advisors 
on each base. 

During the visit to different NZDF bases, the Canadian 
delegation was introduced to several Māori protocols and cus-
toms, including:

• Marae – meeting house; 

• Powhiri – ceremonial welcome; 

• Hui – gathering; 

• Form up – ladies in front; 

• Wero – challenge, warriors come to the gate; 

• Karama – calling, the lady calls visitors and identi-
fies purpose; 

• Chant – welcome dance; 

• Speeches – men sit in front, only men talk;

EEO POLICY

Partnership          Participation           Protection 

RNZAF Bicultural policy

Treaty of Waitangi

Promote Māori language and culture, 
awareness training, enhance relationship  

project bicultural image, establish a Marae

Figure 1 – Source: royal New ZealaNd air Force Bicultural Policy
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• Waiata –woman sings about ancestors; 

• Koha – a gift, usually money; 

• Hongi – pressing of the nose; and, 

• Dining – food breaks the sacredness (tapu). 

Discussion 

Through this research, several similarities and differences 
came to light between the Canadian and NZ experiences 

and contexts. Also, the research identified potential lessons 
and best practices from New Zealand that Canada could draw 
upon to enhance Aboriginal participation, and to support 
Aboriginal culture in the CF.

The following are examples of similarities between the 
Canadian and New Zealand experiences in the context of 
indigenous populations:  

Similar experiences due to colonization, including loss of 
culture, language, and identity; 

Similar social challenges, including health, educational 
attainment, income, and unemployment rates; 

Both New Zealand Māori and Canadian Aboriginal peo-
ple are increasingly urbanized, politically active, and cultur-
ally assertive; and, 

Both cultures are experiencing fast-growing populations. 

Some of the core differences between Canada and New 
Zealand include: 

• The Treaty of Waitangi establishes the basis for the 
relationship between the Māori and the Crown. No 
equivalent single document exists in Canada; 

Māori people appear more integrated with the non-Māori 
population in New Zealand than Canadian Aboriginal people 
are with non-Aboriginals; 

Māoris are comparatively a larger group. One in seven 
people in New Zealand is of Māori origin, and the Māori 
population will soon reach 33 percent of the total New Zealand 
population.  Thus, they constitute a ‘critical mass’; 

• The Māoris are a more homogenous group than 
Canadian Aboriginal people. Although some differ-
ences exist among tribes, they share a common lan-
guage and similar cultural and spiritual practices; 

• The Māori language is recognized as one of New 
Zealand’s official languages; and, 

• New Zealand is viewed more as a bicultural coun-
try, and the relationship between Māori and non-
Māori groups is seen as a partnership. Canada is 
viewed as a multicultural country. 

In the military context, Māori people have a high propen-
sity to serve, and, in fact, their representation in the NZDF is 
significantly higher than in the overall New Zealand work 
force. This is not the case in the CF. The NZDF’s approach 
toward the Māori is unique, and it can provide some examples 
of best practices, such as: 

Creating synergies between Māori culture and military 
culture; 

Encompassing the Māori warrior ethos as part of Army 
ethos (i.e., Haka warrior dance);

• Harmonizing Māori ceremonials with military cere-
monials; 

• Going beyond ceremonials by creating  a Marae on 
military bases implementing Marae policy, offering 
Māori cultural programs, Māori language training, 
and so on; 

• Not supporting recruiting programs based solely 
upon ethnicity; 

• Demonstrating leadership support for Māori culture;

• Drawing upon Māori role models at high levels of 
leadership; and, 

• Creating partnerships with Māori communities. 

In order for the CF to be able to adopt some of the NZDF 
approaches, the key determining factor is that institutional 
culture needs to change for the organization to become more 
open towards diversity. In addition, several issues/barriers 
need to be addressed. To do so, the CF should consider some 
or all of the following approaches:  

1. Implement strategies and processes to make the CF 
an employer of choice, thereby attracting Aboriginal 
youth to serve; 

2. Implement strategies to enhance the participation and 
retention of Aboriginal people in the CF; 

3. Adopt strategies, policies, and programs to support 
Aboriginal culture, and address specific needs of 
Aboriginal members, through language programs, 
cultural events, education opportunities, and so on; 

4. Harmonize Aboriginal cultural traditions/ceremoni-
als with CF ceremonials; 

5. Support Aboriginal CF members to reach their high-
est potential through mentoring and other opportuni-
ties in order to increase Aboriginal representation in 
the officer corps, thus providing role models;  and, 

6. Provide support from the highest level of leadership for 
these initiatives, such as a high-level committee headed 
by DND’s Vice Chief of the Defence Staff (VCDS).
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1. Kia Ora is a Māori language greeting which 
means ‘be well’ or ‘be healthy.’ It is also com-
monly used by non- Māori, and is considered part 
of New Zealand English. 
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NOTES

Conclusion

The comparison between 
CF and NZDF experi-

ences in relation to their 
respective indigenous popu-
lation highlights some simi-
larities and some striking 
differences. One key differ-
ence is that the approach is 
not to view Māori as a ‘min-
ority’ and Pākehā as a 
‘majority,’ but rather, as a 
‘partnership.’  

Despite some signifi-
cant contextual distinc-
tions, there are opportun-
ities for learning lessons 
and sharing best practices 
between the Canadian and 
the New Zealand militaries. 
While the CF is showing 
efforts through the imple-
mentation of policies and 
programs for Aboriginal people, there is a need to change 
institutional culture and to remove barriers in order to 
become a truly ‘diversity smart’ organization, thereby 
becoming an employer of choice for Aboriginal youth. 

However, without the full support of the leadership, signifi-
cant change will be problematic.
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Corporal Stephanie Skye from the Royal Hamilton Light Infantry kneels beside the headstone of Private R.C. 
Thompson, Royal Hamilton Light Infantry, in the Canadian War Cemetery at Bergen-Op-Zoom in the 
Netherlands.


