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>>Committee commenced at 13:28 

 

Chairman (Mr. Hickes): Good afternoon, 

everyone. I would like to welcome 

everyone to this committee meeting on 

oversight of government operations and 

public accounts hearing of the Auditor 

General of Canada’s 2014 Follow-up 

Report on Child and Family Services in 

Nunavut.  

 

I would like to ask Mr. Mikkungwak to 

lead us in prayer, please. 

 

>>Prayer 

 

Chairman: Does everyone have a copy of 

the agenda in front of them? Any 

comments or questions?  

 

I would like to start the proceedings with 

my opening comments.  

 

Again, good afternoon. I would like to 

welcome everyone to this meeting of the 

Legislative Assembly Standing Committee 

on Oversight of Government Operations 

and Public Accounts.  

 

We have convened today to begin the 

Standing Committee’s hearings on the 

Auditor General’s 2014 Follow-up Report 

of the Auditor General of Canada on Child 

and Family Services in Nunavut. This 

report was tabled in the Legislative 

Assembly of Nunavut on March 18, 2014.  

 

I am delighted to welcome representatives 

from the Office of the Auditor General 

back to Iqaluit. I would like to recognize 

Assistant Auditor General Mr. Ronnie 

Campbell, who has appeared before this 

Committee a number of times over the past 

several years.  

 

As you will recall, we last met with the 

>>ᑲᑎᒪᔨᕋᓛᑦ ᐱᒋᐊᖅᑐᑦ 13:28-ᒥ 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᕼᐃᒃᔅ)(ᑐᓵᔨᑎᒍᑦ): ᐅᓐᓄᓴᒃᑯᑦ  

 

ᐃᓘᓐᓇᓯ. ᑐᓐᖓᓱᖁᕙᔅᓯ ᑖᒃᑯᐊ ᑲᑎᒪᔨᕋᓛᑦ 

ᑲᑎᒪᓂᖓᓐᓄᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ ᐊᐅᓚᑎᑦᑎᒍᑕᐅᔪᓂᑦ 

ᑕᐃᒪᓗ ᑕᒻᒪᖅᑐᓕᕆᔩᑦ ᑖᒃᑯᐊ ᑎᑎᕋᖅᓯᒪᔪᑦ 

ᑐᓴᕋᔅᓴᓕᕆᔨᐊᑦ 2014-ᒥᑦ ᑐᕌᖓᔪᓂᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᓄᓇᕗᒻᒥ.  

 

 

 

ᑕᐃᒪ ᑐᒃᓯᐊᕐᓂᒃᒧᑦ ᒪᑐᐃᖅᓯᖁᓕᕐᒥᔭᕋ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ.  

 

>>ᑐᖅᓯᐊᕐᓂᖅ 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᑲᑎᒪᒡᔪᑎᒃᓴᒥᑦ 

ᐱᓯᒪᔪᐃᓐᓇᐅᒐᔅᓯ? ᐅᖃᐅᓯᒃᓴᖅᑕᖃᖅᐸ? 

ᐊᐱᖅᑯᑎᔅᓴᖃᖅᐸ?  

 

ᑲᑎᒪᓂᖅ ᐱᒋᐊᖅᑎᒍᒪᕙᕋ ᐅᖃᐅᓯᒃᑯᑦ ᒪᑐᐃᕐᓗᒍ 

ᐱᒋᐊᕈᑎᖃᕐᓂᐊᖅᑐᑦ ᐅᖃᕈᒪᔭᒥᓂᑦ.  

 

ᐅᓪᓗᖃᑦᑎᐊᕆᔅᓯ. ᑐᓐᖓᓱᑦᑎᐊᕐᓗᓯᓗ ᑕᒪᒃᓯ ᑕᕝᕙᓂ 

ᒪᓕᒐᓕᐅᕐᕕᒻᒥᑦ. ᑲᑎᖕᒪᑕ ᑖᒃᑯᓄᖓ ᑲᑎᒪᔨᕋᓛᓄᑦ. 

ᑕᑯᖃᑦᑕᐅᑎᓪᓗᒋᑦ ᒐᕙᒪᒃᑯᑦ ᐊᐅᓚᓂᕆᔭᖓᓄᑦ.  

 

 

 

ᐅᓪᓗᒥ ᑲᑎᒪᔾᔪᑎᖃᕐᓂᐊᖅᑐᒍᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

2014-ᒥ ᐅᓂᒃᑳᓕᐊᕕᓂᖏᓐᓂᒃ ᐱᔾᔪᑎᓕᖕᓂᒃ ᓄᓇᕗᒻᒥ 

ᓱᕈᓯᕐᓄᑦ ᐃᓚᔮᕇᖕᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ ᐅᓂᒃᑳᖏᓐᓂᒃ. 

ᐅᑯᐊ ᐅᓂᒃᑳᑦ ᓄᓇᕗᑦ ᒪᓕᒐᓕᐅᕐᕕᐊᓄᑦ 

ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᔪᑦ ᒫᑦᓯ 18, 2014-ᒥ. 

 

 

 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓐᓂᓐᖔᖅᑐᑦ 

ᑐᓐᖓᓱᒃᑎᑉᐸᒃᑲ ᐃᖃᓗᖕᓄᑦ ᐅᑎᕐᒥᖕᒪᑕ. 

ᐃᓕᓴᕆᔪᒪᓪᓗᒍ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐃᑲᔪᖅᑎᖓ, 

ᕌᓂ ᑳᒻᐳᓪ, ᑲᑎᒪᔨᕋᓛᑦ ᓵᖓᓐᓃᖃᑦᑕᖅᓯᒪᖕᒪᑦ 

ᐊᑕᐅᓯᐊᕐᓇᓂ ᐊᕐᕌᒍᒐᓴᐅᓕᖅᑐᓄᑦ. 

 

 

 

 

ᐃᖅᑲᐅᒪᔪᒃᓴᐅᕗᓯ ᐊᐃᕐᕆᓕᐅᑎᓪᓗᒍ ᑕᒪᑐᒪᓂ ᐊᕐᕌᒍᒥ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓐᓂᓐᖔᖅᑐᑦ 
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Office of the Auditor General in April of 

this year to review two reports relating to 

education in Nunavut and the safety of 

schools and child care facilities in the 

territory. Given the emphasis being placed 

by Nunavut’s Fourth Assembly on the 

importance of education in our future as a 

territory and the ongoing need to ensure the 

highest levels of safety for our children, I 

believe all Members of the Committee will 

agree that those hearings were very 

productive and informative. 

 

Today’s hearing will again focus on the 

safety and protection of our children and 

youth, although from a different 

perspective. I am confident that these 

hearings will be equally as productive and 

informative as those held in April.  

 

I would like to take this opportunity to note 

that the report being considered today is a 

follow-up to the Office of the Auditor 

General’s 2011 Report on Children, Youth 

and Family Programs and Services in 

Nunavut. The 2011 report, which provides 

the basis for the current 2014 follow-up 

report, was tabled and reviewed during 

Nunavut’s Third Assembly before most of 

the Standing Committee’s current 

Members were elected.  

 

Today, therefore, presents a unique 

opportunity to learn from the work of our 

predecessors, to share new insights and 

observations, and to move forward in 

addressing issues of concern that have been 

raised over some time.  

 

Indeed, there have been some significant 

changes in the interim between the 

presentation of these two reports from the 

Office of the Auditor General, with 

amendments to our Child and Family 

Services Act, the creation of the new 

Department of Family Services, as well as 

ᑲᑎᒪᖃᑎᒋᓚᐅᖅᓯᒪᔭᕗᑦ ᕿᒥᕐᕈᓇᒃᖢᑕ ᒪᕐᕉᖕᓂᒃ 

ᐅᓂᒃᑳᓕᐊᕕᓂᖏᓐᓂᒃ ᐱᔾᔪᑎᓕᖕᓂᒃ ᓄᓇᕗᒻᒥ 

ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᒥᒃ ᐊᒻᒪ ᐃᓕᓴᕐᕕᖕᓂ ᐸᐃᕆᕕᖕᓂᓗ 

ᐊᑦᑕᓇᔾᔭᐃᖅᓯᓯᒪᓂᕐᒥᒃ ᓄᓇᕗᑦ ᐃᓗᐊᓂ. ᓄᓇᕗᒻᒥ 

ᑎᓴᒪᖓᓐᓂ ᒪᓕᒐᓕᐅᖅᑏᑦ ᐱᕐᔪᐊᖑᓂᖅᐹᖑᑎᑦᑎᔪᖅ 

ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᒥᒃ, ᓯᕗᓂᒃᓴᕆᓂᕗᑦ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᐊᒻᒪ ᓱᕈᓯᕗᑦ ᑕᐃᒪᓐᖓᓕᒫᖅ 

ᐊᑦᑕᓇᔾᔭᐃᖅᑕᐅᓯᒪᔭᕆᐊᖃᕐᓂᖏᑦ. ᑲᑎᒪᔨᕋᓛᓄᑦ 

ᐃᒃᓯᕚᖃᑕᐅᔪᓕᒫᑦ ᐊᖏᖅᑐᒃᓴᐅᕗᑦ ᓈᓚᖕᓂᖃᖅᑎᓪᓗᑕ 

ᐊᒃᓱᐊᓗᒃ ᐊᑐᕐᓂᖃᓚᐅᖅᑐᖅ ᐊᒻᒪ ᐊᒥᓱᓂᒃ 

ᑐᓴᕈᒥᓇᖅᑐᓂᒃ ᑐᓴᖅᑎᑕᐅᓚᐅᖅᖢᑕ. 

 

ᐅᓪᓗᒥ ᓈᓚᖕᓂᖃᖅᑎᓪᓗᑕ ᓵᓐᖓᒋᐊᓪᓚᖕᓂᐊᖅᑕᕗᑦ 

ᓱᕈᓯᑦᑕ ᒪᒃᑯᒃᑐᖁᑎᑦᑕᓗ 

ᐊᑦᑕᓇᔾᔭᐃᖅᑕᐅᓯᒪᔭᕆᐊᖃᕐᓂᖏᓐᓂᒃ 

ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᔭᕆᐊᖃᕐᓂᖏᓐᓂᒡᓗ ᐊᓯᐊᒍᖔᖅ 

ᑕᑯᓐᓇᕐᓗᒋᑦ. ᓇᓗᖅᑯᑎᓐᖏᑦᑐᖓ ᓈᓚᖕᓂᖃᖅᑎᓪᓗᑕ 

ᑕᐃᒫᑐᐃᓐᓇᖅ ᐊᑑᑎᖃᓪᓚᕆᖕᓂᐊᕐᓂᖓᓂᒃ ᐊᒻᒪ 

ᑐᓴᕈᒥᓇᖅᑐᓂᒃ ᑐᓴᕐᓂᐊᕐᓂᑦᑎᓐᓂᒃ ᑕᐃᒫᑐᐃᓐᓇᖅ 

ᐊᐃᕐᕆᓕᒥ ᑲᑎᒪᖃᓚᐅᖅᓯᒪᓂᑦᑎᑐᑦ. 

 

ᐱᕕᖃᕐᓂᓐᓂ ᓇᓗᓇᐃᖅᓯᖅᑳᕈᒪᔪᖓ ᐅᑯᐊ ᐅᓂᒃᑳᑦ 

ᑲᑎᒪᔾᔪᑕᐅᔪᑦ ᐅᐃᒍᒋᔭᐅᔪᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

ᑎᑎᕋᕐᕕᖓᑦᑕ 2011-ᒥ ᐅᓂᒃᑳᓕᐊᕆᓚᐅᖅᑕᖏᓐᓄᑦ 

ᐱᔾᔪᑎᓖᑦ ᓱᕈᓰᑦ, ᒪᒃᑯᒃᑐᑦ ᐊᒻᒪ ᐃᓚᔮᕆᖕᓄᑦ ᑐᕌᖓᔪᑦ 

ᐱᓕᕆᐊᓐᖑᖅᑎᑕᐅᓯᒪᔪᑦ ᐊᒻᒪ ᐱᔨᑦᑎᕈᑏᑦ ᓄᓇᕗᑦ 

ᐃᓗᐊᓂ. 2011-ᒥ ᐅᓂᒃᑳᑦ, ᑐᓐᖓᕕᒋᔭᐅᔪᑦ 2014-ᒥ 

ᐅᓂᒃᑳᑦ ᐅᐃᒍᖏᓐᓄᑦ, ᐱᖓᔪᐊᓂ ᒪᓕᒐᓕᐅᖅᑏᑦ 

ᐃᒃᓯᕚᖅᑎᓪᓗᒋᑦ ᒪᓕᒐᓕᐅᕐᕕᖕᒧᑦ ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᔪᑦ 

ᐊᒻᒪ ᕿᒥᕐᕈᓇᒃᑕᐅᓪᓗᑎᒃ, ᑲᑎᒪᔨᕋᓛᖑᔪᑦ ᐅᓪᓗᒥ ᓱᓕ 

ᓂᕈᐊᖅᑕᐅᓚᐅᓐᖏᑎᓪᓗᒋᑦ. 

 

ᑕᐃᒪᐃᓐᓂᖓᓄᑦ, ᐅᓪᓗᒥ 

ᐱᕕᖃᖅᑎᑕᐅᓐᖑᐊᑕᖅᓯᓐᓇᖅᐳᒍᑦ 

ᐃᓕᑉᐹᓪᓕᐅᑎᒋᒃᑲᓐᓂᕐᓂᐊᖅᖢᑎᒃᑯᓪᓗ 

ᒪᓕᒐᓕᐅᖅᑎᐅᓚᐅᖅᑐᑦ ᐱᓕᕆᐊᕕᓂᖏᓐᓂᒃ, ᓄᑖᓂᒃ 

ᑕᑯᓗᑕ ᐅᔾᔨᕆᓗᑕᓗ ᐊᒻᒪ ᓯᕗᒧᐊᒃᑎᑉᐸᓪᓕᐊᓗᑎᒃᑯᑦ 

ᐃᓱᒫᓘᑕᐅᖃᑦᑕᖅᓯᒪᔪᑐᖃᐅᓕᖅᑐᑦ. 

 

ᑕᐃᒪᓐᖓᓂᐅᓚᐅᖅᑐᑦ ᐊᖏᔫᑎᓂᒃ 

ᐊᓯᔾᔨᖅᑐᖃᖅᓯᒪᓕᖅᑐᖅ ᐅᑯᐊᒃ ᒪᕐᕉᒃ ᐅᓂᒃᑳᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓄᑦ 

ᓄᐃᑕᐅᓚᐅᖅᑎᓪᓗᒋᑦ, ᐋᖅᑭᒋᐊᖅᑕᐅᓚᐅᖅᑎᓪᓗᒍᓗ 

ᓱᕈᓯᕐᓄᑦ ᐃᓚᔮᕇᖕᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ ᐱᖁᔭᕐᔪᐊᖓ, 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᒻᒥᒃᑰᓕᖅᑎᑕᐅᓚᐅᖅᑎᓪᓗᒋᑦ, ᐊᒻᒪ 

ᐊᓂᒍᖅᑎᑕᐅᓯᒪᓪᓗᓂ ᐱᖁᔭᕐᔪᐊᖅ 

ᓴᖅᑭᑦᑎᔾᔪᑕᐅᓂᐊᖅᑐᖅ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᓪᓗ 

ᑭᒡᒐᖅᑐᐃᔨᐅᑉ ᑎᑎᕋᕐᕕᖓᓂᒃ. 
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the passage of legislation to establish the 

Office of the Representative for Children 

and Youth.  

On that note, I would like to acknowledge 

Ms. Sherry McNeil-Mulak, Nunavut’s first 

Representative for Children and Youth in 

Nunavut, who was appointed on June 2, 

2014 and is here today in the Gallery to 

observe the proceedings. Welcome, Sherry. 

 

Our schedule indicates that we will 

commence our consideration of the Auditor 

General’s 2014 Follow-up Report on Child 

and Family Services in Nunavut today and 

continue tomorrow as necessary. This will 

provide ample opportunity for the 

government to publicly account for what 

specific actions have been taken to address 

the issues and concerns raised in the 

Auditor General’s report.  

 

I further anticipate that the Standing 

Committee’s report on these hearings will 

be presented to the House after it 

reconvenes for its sitting next month. As 

my colleagues are aware, Rule 91(5) of the 

Rules of the Legislative Assembly of 

Nunavut requires that the government 

produce a formal response to a report of a 

Standing Committee within 120 days of its 

presentation.  

 

I will now briefly cover some logistical and 

housekeeping matters. 

 

These hearings are being televised live 

across Nunavut on community cable 

stations and direct-to-home satellite 

services of both the Bell and Shaw 

networks. 

 

Transcripts of this hearing will be produced 

and posted on the Legislative Assembly’s 

website at a later date. 

 

In order to assist our interpreters and 

 

 

ᑖᒃᑯᐊᖑᓚᐅᖅᑎᓪᓗᒋᑦ, ᐃᓕᓴᕆᔪᒪᕙᕋ ᓯᐊᕆ ᒪᒃᓂᐅᓪ-

ᒧᓚᒃ, ᓯᕗᓪᓕᖅᐹᖑᓪᓗᓂ ᓄᓇᕗᒻᒥ 

ᑭᒡᒐᖅᑐᐃᔨᐅᓂᐊᖅᑐᖅ ᓱᕈᓯᕐᓂᒃ ᐊᒻᒪ ᒪᒃᑯᒃᑐᓂᒃ, ᔫᓂ 

2, 2014-ᒥ ᑖᓐᓇ ᑎᒃᑯᐊᖅᑕᐅᓚᐅᕐᒪᑦ ᐊᒻᒪ ᐅᓪᓗᒥ 

ᑕᕝᕙᓃᖃᑕᐅᓪᓗᓂ ᑲᑎᒪᓂᑦᑎᓐᓂᒃ 

ᖁᓐᖏᐊᕈᓐᓇᕐᓂᐊᕐᒪᑦ. ᑐᓐᖓᓱᒋᑦ, ᓯᐊᕆ. 

 

ᐅᑯᐊ ᑲᑎᒪᓂᕆᓂᐊᖅᑕᑦᑕ ᐋᖅᑭᒃᓱᖅᑕᐅᓯᒪᓂᖏᑦ 

ᑕᑯᓐᓇᖅᖢᒋᑦ, ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 2014-ᒥ 

ᐅᓂᒃᑳᓕᐊᖏᑦᑕ ᐅᐃᒍᖏᑦ ᐱᔾᔪᑎᓖᑦ ᓱᕈᓯᕐᓄᑦ 

ᐃᓚᔮᕇᖕᓄᓪᓗ ᐱᔨᑦᑎᕈᑎᓂᒃ ᓄᓇᕗᒻᒥ 

ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑕᐅᓂᐊᖅᑐᑦ ᐊᒻᒪ ᖃᐅᒃᐸᑦ 

ᑲᑎᒪᔾᔪᑕᐅᒃᑲᓐᓂᕆᐊᖃᖅᐸᑕ ᑲᒪᒋᓂᐊᖅᖢᑎᒃᑯᑦ. 

ᒐᕙᒪᒃᑯᑦ ᑕᖅᑲᒃᑯᓄᖓ ᓴᖅᑭᔮᕐᓗᑎᒃ 

ᓇᓗᓇᐃᔭᐃᔪᓐᓇᕐᓂᐊᖅᑐᑦ ᖃᓄᐃᑦᑐᓂᒃ 

ᐊᐅᓚᔾᔭᐃᔾᔪᑎᓂᒃ ᓴᖅᑭᑦᑎᓚᐅᕐᒪᖔᖏᑦ ᐊᒻᒪ 

ᖃᓄᖅᑑᕈᑎᖃᓚᐅᕐᓂᖏᓐᓂᒃ ᐃᓱᒫᓘᑕᐅᓚᐅᖅᑐᓪᓗ 

ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

ᐅᓂᒃᑳᖏᓐᓂ ᖃᓄᖅ ᑲᒪᒋᔭᐅᓚᐅᕐᒪᖔᖏᑦ. 

 

ᓂᕆᐅᖕᒥᔪᖓ ᑲᑎᒪᔨᕋᓛᑦ ᐅᓂᒃᑳᓕᐊᖏᑦ ᐅᑯᓂᖓ 

ᓈᓚᖕᓂᕐᓂᒃ ᐱᔾᔪᑎᓖᑦ ᒪᓕᒐᓕᐅᕐᕕᖕᒧᑦ 

ᓴᖅᑭᑕᐅᓛᕐᓂᐊᕐᓂᖏᓐᓂᒃ ᑲᑎᒪᕐᔪᐊᕐᓂᖅ ᑎᑭᑉᐸᑦ 

ᑕᖅᑭᐅᓂᐊᖅᑐᒥ. ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒃᑲ ᖃᐅᔨᒪᕗᑦ 

ᒪᓕᒐᖅ ᓈᓴᐅᑎᓕᒃ 91(5) ᓄᓇᕗᑦ ᒪᓕᒐᓕᐅᕐᕕᐅᑉ 

ᒪᓕᒐᖏᓐᓃᑦᑐᑦ ᐅᖃᖅᓯᒪᕗᑦ ᒐᕙᒪᒃᑯᑦ 

ᑭᐅᔭᕆᐊᖃᒃᓂᐃᓐᓂᑦ ᖁᓪᓗᖅ 120 ᑐᖔᓂ 

ᓴᖅᑭᑕᐅᓚᐅᖅᑎᓪᓗᒍ. 

 

ᓇᓗᓇᐃᖅᓯᑲᐃᓐᓇᕈᒪᔪᖓ ᐃᓚᖏᓐᓂᒃ 

ᐊᑐᕆᐊᖃᕐᓂᐊᖅᑕᑦᑎᓐᓂᒃ ᐊᒻᒪ ᑲᒪᒋᔭᐅᔭᕆᐊᓕᖕᓂᒃ 

ᑲᑎᒪᓂᖅ ᐱᒋᐊᓪᓚᕆᓚᐅᓐᖏᓐᓂᖓᓂ. 

 

ᐅᑯᐊ ᓈᓚᖕᓂᖅᐳᑦ ᑕᓚᕖᓴᒃᑯᑦ ᑕᑯᒃᓴᐅᓂᐊᖅᑐᑦ 

ᓄᓇᕗᓕᒫᒥ ᐊᖅᑯᑎᒋᔭᐅᓪᓗᑎᒃ ᑕᓚᕖᓴᒃᑯᑦ ᑕᑯᔭᒃᓴᓂᒃ 

ᐊᑐᐃᓐᓇᕈᐃᔩᑦ ᐊᒻᒪ ᖁᒻᒧᐊᒃᑎᑕᐅᓯᒪᔪᓂᒃ ᐊᑐᕐᓗᑎᒃ 

ᐱᐊᓪ (Bell) ᐊᒻᒪ ᓵ (Shaw) ᐊᖅᑯᑕᐅᓪᓗᑎᒃ. 

 

 

ᑲᑎᒪᔾᔪᑎᕕᓃᑦ ᓴᖅᑭᑕᐅᓂᐊᖅᑐᑦ ᐊᒻᒪᓗ 

ᐃᓕᐅᖅᑲᖅᑕᐅᓗᑎᒃ ᒪᓕᒐᓕᐅᕐᕕᐅᑉ ᖃᕋᓴᐅᔭᒃᑯᑦ 

ᐃᑭᐊᖅᑭᕕᖏᑎᒍᑦ.  

 

ᑐᓵᔩᑦ ᐊᒻᒪ ᐅᐊᔭᓕᕆᔩᑦ ᐃᓱᒪᒋᓗᒋᑦ, ᒪᓕᒐᓕᐅᖅᑏᑦ 

ᐊᒻᒪ ᖃᐃᖁᔭᐅᓯᒪᔪᑦ ᓂᓪᓕᕈᒪᒍᑎᒃ ᐃᒃᓯᕙᐅᑕᕐᒥᒃ 

ᐊᖅᑯᑎᖃᖃᑦᑕᖁᓂᐊᖅᑕᒃᑲ. 
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technical staff, I would ask that Members 

and witnesses go through the Chair before 

speaking.  

I would also ask all Members, witnesses, 

and visitors in the Gallery to ensure that 

their cellphones, BlackBerrys, and other 

electronic devices do not disrupt these 

proceedings. 

 

I would also like to mention that if people 

could keep their speaking to a fairly steady 

pace to assist our interpreters in their great 

work.  

 

I would also like to again welcome 

Assistant Auditor General Mr. Ronnie 

Campbell to our hearings and invite him to 

deliver the opening statement from the 

Office of the Auditor General. Thank you.  

 

Mr. Campbell: Unnusakkut. Good 

afternoon, everyone. Thank you, Mr. 

Chairman, for this opportunity to discuss 

our follow-up report on child and family 

services in Nunavut – Department of 

Family Services. Joining me at the table 

today is Michelle Salvail, the audit 

principal who was responsible for this 

audit.  

 

In this audit, we looked at whether the 

Department of Family Services had made 

satisfactory progress in acting on key 

recommendations from our 2011 Report on 

Children, Youth and Family Programs and 

Services in Nunavut.  

 

More specifically, we looked at whether 

the department had taken steps to 

strengthen and improve its ability to deliver 

services to children and their families.  

 

I would like to provide you with a brief 

overview of the report findings.  

 

Following the tabling of our 2011 report, 

 

 

ᒪᓕᒐᓕᐅᖅᑏᑦ, ᖃᐃᖁᔭᐅᓯᒪᔪᑦ ᐊᒻᒪ ᐳᓛᕆᐊᖅᓯᒪᔪᑦ 

ᐅᖃᓚᐅᑎᒥᖕᓂᒃ ᐊᓯᖏᓐᓂᒡᓘᓐᓃᑦ ᐅᐊᔭᓅᖅᑐᓂᒃ 

ᖃᒥᑦᑎᖁᔨᔭᒃᑲ ᑲᑎᒪᓂᕆᔭᕗᑦ ᑲᔪᓯᑦᑎᐊᕐᓂᐊᕐᒪᑦ. 

 

 

 

 

ᐊᒻᒪᓗ ᐅᖃᓪᓚᖕᓂᐊᕈᔅᓯ ᑐᐊᕕᓗᐊᕐᓂᐊᓐᖏᓚᓯ ᑐᓵᔩᑦ 

ᑖᒃᑯᐊ ᐃᓱᒪᒋᑦᑎᐊᕐᓗᒋᑦ.  

 

 

 

ᐊᒻᒪᓗ ᑐᓐᖓᓱᒃᑲᓐᓂᖁᔨᒋᕗᖓ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᐅᑉ 

ᐃᑲᔪᖅᑎᐊᓂᒃ, ᕌᓂ ᑳᒻᐳᓪᒥᒃ ᑖᔅᓱᒪᓐᖓᑦ 

ᑐᓴᖅᑎᑕᐅᓂᐊᓕᕐᒥᒐᑦᑕ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᑳᒻᐳᓪ (ᑐᓵᔾᔨᒃᑯᑦ): ᐅᓐᓄᓴᒃᑯᑦ ᐃᓘᓐᓇᓯ ᖁᔭᓐᓇᒦᒡᓗ 

ᐃᒃᓯᕙᐅᑖᖅ ᐱᕕᖃᖅᑎᑕᐅᓐᖑᐊᑕᖅᓯᓐᓇᕋᒪ 

ᐅᓂᒃᑲᐅᓯᖃᕐᓂᐊᕐᓗᖓ ᓱᕈᓯᓐᓄᑦ ᐃᓚᔮᕇᖕᓄᓪᓗ 

ᐱᔨᑦᑎᕈᑏᑦ ᓄᓇᕘᒥ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᒫᓃᖃᑎᒋᔮᒃᑲᒃ 

ᒥᓴᐅᓪᕙᐃ ᓴᐅᕚᐅᓪ, ᐊᖓᔪᖅᑳᕆᔭᐅᔪᖅ ᐊᒻᒪᓗ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒋᔭᐅᓚᐅᖅᑐᖅ.  

 

 

 

 

ᑕᒪᑐᒪᓂ ᕿᒥᕐᕈᓇᓚᐅᖅᑐᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑖᒃᑯᐊ 

ᐱᕙᓪᓕᐊᑦᑎᐊᕋᓗᐊᕐᒪᖔᖏᓐᓂᒃ ᐱᕐᔪᐊᖑᓂᖅᐹᑦ 

ᐊᑐᓕᖁᔭᓕᐊᕕᓃᑦ 2011-ᒥ ᓱᕈᓰᑦ, ᒪᒃᑯᒃᑐᑦ 

ᐃᓚᔭᕇᖕᓄᓪᓗ ᑐᕌᖓᔪᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ 

ᖃᓄᐃᑉᐸᓪᓕᐊᓕᕐᒪᖔᑦ. 

 

 

ᐱᓗᐊᕐᓗᒍ ᕿᒥᕐᕈᓇᓚᐅᖅᑐᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᖃᓄᐃᓕᐅᖅᓯᒪᓕᕐᒪᖔᑦ ᓱᑲᑎᖅᓱᐃᓐᓂᕐᒪᖔᖏᓪᓗ 

ᑕᒪᒃᑯᐊ ᐱᔨᑦᑎᕈᑏᑦ ᓱᕈᓯᕐᓄᑦ ᐃᓚᖏᓐᓄᓪᓗ ᑐᕌᖓᔪᑦ.  

 

 

ᓇᐃᒡᓕᑎᖅᓯᒪᓗᒋᑦ ᑕᐃᒃᑯᐊ ᐅᓂᒃᑳᑎᒍᑦ 

ᓇᓗᓇᐃᕐᓂᐊᖅᐸᕗᑦ ᑐᑭᓯᓚᐅᖅᑕᕗᑦ.  

 

 

2001-ᒥ ᐅᓂᒃᑳᓕᐅᖅᑲᐅᑎᓪᓗᑕ 

ᐋᓐᓂᐊᖃᕐᓇᖏᑦᑐᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᒃᑯᓪᓗ 
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what was then the Department of Health 

and Social Services put in place a number 

of measures to address our 

recommendations.  

 

For example, we found that the department 

made satisfactory progress in developing 

and providing training for community 

social service workers.  

 

Also, the department’s efforts to fill vacant 

positions have contributed to positive 

results. We found that the occupancy rates 

for community social service workers and 

supervisors increased from 63 percent in 

2011 to 83 percent as of July 2013. A 

significant proportion of the positions were 

filled by casual staff.  

 

In this report, we recommended that the 

Department of Family Services continue to 

work with the Department of Finance and 

the regions to ensure that community social 

service workers’ positions are filled with 

permanent staff in all communities. 

 

Mr. Chairman, as presented in Exhibit 6 of 

our report, we found that serious gaps 

remain in the department’s compliance 

with key child protection standards of the 

Child and Family Services Act.  

 

For example, less than one-third of children 

in care received visits from a community 

social worker at the frequency required 

under the standards. In addition, once 

foster homes had been approved, the 

department performed annual reviews of 

those homes in only 4 of the 32 files that 

we reviewed. 

 

Compliance with the requirements of the 

Child and Family Services Act is essential 

to ensure that children are protected from 

abuse, harm, and neglect and to help 

prevent future problems.  

ᐃᓕᐅᖅᑲᐃᓚᐅᖅᑐᑦ ᐊᑕᐅᓯᐅᓐᖏᑦᑐᓂᒃ ᑕᒃᑯᐊ 

ᐊᑐᓕᖁᔭᓕᐊᕆᓚᐅᖅᑐᕗᑦ ᐃᓕᐅᖅᑲᖅᑕᐅᓂᐊᕐᒪᑕ. 

 

 

 

ᐅᒃᑑᑎᒋᓗᒋᑦ ᐱᕙᓪᓕᐊᑦᑎᐊᕐᒪᖔᑦ ᐋᖅᑭᒃᓱᐃᑎᓪᓗᒋᑦ 

ᐱᓕᒻᒪᒃᓴᐅᑎᓂᒃ ᐃᓄᓕᕆᔩᓄᓐ ᐊᑐᖅᑕᐅᓂᐊᖅᑐᓂᒃ.  

 

 

ᐊᒻᒪᓗ ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓐᓄᒃᑕᐅᓯᒪᓐᖏᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔮᓂᒃ ᐃᓐᓄᐃᓇᓱᒃᓯᒪᔪᑦ 

ᐱᕚᓪᓕᐊᑎᒋᓂᐊᕐᒪᔾᔪᒃ. ᓄᓇᓕᖕᓂ ᐃᓄᓕᕆᔩᑦ 

ᐊᖓᔪᖅᑳᖏᓪᓗ ᑕᒫᓂ 63 ᐳᓴᓐᑎᖏᓃᓚᐅᖅᑐᑦ 2011-

ᒥ ᑕᒫᓂ 83 ᐳᓴᓐᑎᖏᓐᓃᓕᖅᑐᑦ ᔪᓚᐃ 2013-ᒥ. 

ᑕᐃᒃᑯᐊ ᐃᓐᓄᒃᑕᐅᓚᐅᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᓄᑦ 

ᐅᓄᓐᓂᖅᓴᐃᑦ.  

 

 

ᐅᑯᓇᓂ ᐅᓂᒃᑳᓂ ᐊᑐᓕᖁᔭᓕᐅᖅᓯᒪᔪᒍᑦ ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖃᑎᖃᐃᓐᓇᖁᓪᓗᒋᑦ 

ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓐᓂᒃ ᐊᒻᒪᓗ ᐊᕕᒃᑐᖅᓯᒪᔪᓂᒃ ᓄᓇᓕᖕᓂ 

ᐃᓄᓕᕆᔩᑦ ᐃᓂᖏᑦ ᐃᓐᓄᒃᑕᐅᓂᐊᕐᒪᑕ 

ᐃᖅᑲᓇᐃᔭᐃᓐᓇᕐᓂᐊᖅᑐᓂᒃ ᓄᓇᓕᓕᒫᓂᑦ. 

 

 

 

ᐃᒃᓯᕙᐅᑖᖅ, ᑖᓐᓇ ᑕᑯᔭᒃᓴᖅ 6 ᐅᓂᒃᑳᑦᑎᓐᓃᑦᑐᖅ 

ᑭᑭᑕᐅᓯᒪᔪᓂᒃ ᓇᓗᓇᐃᔭᐃᓯᒪᔪᑦ ᓱᕈᓯᕐᓄᑦ 

ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᓂᖏᓐᓄᑦ ᒪᓕᒐᖏᓐᓂᒃ 

ᐃᓕᐅᖅᑲᖅᑕᐅᓯᒪᔪᓂᒃ ᓱᕈᓰᑦ ᐃᓚᔭᕇᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ 

ᐱᖁᔭᕐᔪᐊᖓᓐᓂ.  

 

 

ᐆᒃᑑᑎᒋᓗᒍ ᐱᖓᔪᓪᓗᐊᑐᐃᓐᓇᐃᑦ ᓱᕈᓰᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ 

ᑲᒪᒋᔭᐅᔪᑦ ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᓐᖏᓗᐊᖅᑐᑦ ᐊᒻᒪᓗ 

ᑕᐃᒃᑯᐊ ᑎᒍᐊᓐᖑᐊᖃᕐᓂᐊᕐᓂᖏᓐᓄᑦ 

ᐊᖏᖅᑕᐅᔭᕌᖓᑕ ᐃᓄᓕᕆᔨᒃᑯᑦ  

ᐊᕐᕌᒍᑕᒫᖅ ᕿᒥᕐᕈᔭᖏᑦ ᐊᖏᕐᕋᕆᔭᐅᔪᓂᒃ 32-ᖑᒃᐸᑕ, 

ᑎᓴᒪᐃᓐᓇᐅᓇᔭᖅᑐᑦ. 

 

 

ᓱᕈᓰᑦ ᐃᓚᔭᕇᓪᓗ ᑕᒪᒃᑯᐊ 

ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᑦᑎᐊᕆᐊᖃᖅᑐᑦ 

ᐱᓂᕐᓗᒃᑕᐅᓂᐊᖏᒻᒪᑕ ᐋᓐᓂᖅᓱᖅᑕᐅᓂᐊᖏᒻᒪᑕ 

ᐃᒃᓯᓐᓇᑰᔾᔮᖏᒻᒪᑕᓗ, ᓯᕗᓂᒃᓴᒥᓪᓗ 

ᐊᑲᐅᓐᖏᓕᐅᕈᑎᑕᖃᕐᓂᐊᖏᒻᒪᑦ.  
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We also found unsatisfactory progress in 

the collection of basic information on 

children in care. This information includes 

data such as date of birth, care status, and 

foster placement. For example, we found 

that the department was still unable to 

produce about one-quarter of the monthly 

reports that the community social service 

workers should have submitted during our 

audit period.  

 

The information is needed to allow the 

department to adequately plan for the needs 

of children in care. It is also necessary for 

meeting the reporting requirements under 

the Child and Family Services Act.  

 

Parents are primarily responsible for a 

child’s well-being; communities contribute 

to the child’s protection. In 2011, we 

recommended that the department should 

engage parents and communities in a 

dialogue focused on keeping children safe. 

We found that the department had made 

little progress in this area. In this report, we 

are reiterating the need for engaging 

parents and communities.  

 

Mr. Chairman, I am concerned that 

children are not getting the level of 

protection and care set out in the Child and 

Family Services Act. Addressing these 

recommendations will require the 

department’s sustained effort and attention, 

as well as collaboration with other 

departments.  

 

The Department of Family Services has 

agreed with our recommendations and has 

made several commitments in its response. 

Mr. Chairman, your Committee might want 

to seek details from officials about some of 

these actions. In particular, your 

Committee may wish to ask how the 

department is addressing compliance with 

ᐋᖅᑭᒋᐊᖅᑕᐅᓚᐅᓐᖏᒻᒥᔪᖅ 

ᑲᑎᖅᓱᖅᑕᐅᖃᑦᑕᕆᐊᖃᕐᓂᖏᑦ ᑐᓴᐅᒪᔾᔪᑏᑦ 

ᐱᔾᔪᑎᓖᑦ ᓱᕈᓰᑦ ᑲᒪᒋᔭᐅᔪᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᑕᒪᒃᑯᐊ 

ᑐᓴᐅᒪᔾᔪᑏᑦ ᐃᓗᓕᖃᖃᓯᐅᔾᔨᓯᒪᕗᑦ ᐃᓅᓕᕐᕕᓯᐅᕐᕕᐊᑕ 

ᐅᓪᓗᖓᓐᓂᒃ, ᖃᓄᖅ ᑲᒪᒋᔭᐅᒻᒪᖔᖏᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ, 

ᐊᒻᒪ ᓇᓂ ᑎᒍᐊᓐᖑᐊᕆᔭᐅᒻᒪᖔᖏᑦ. ᐆᑦᑑᑎᒋᓗᒍ 

ᖃᐅᔨᓚᐅᖅᑐᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᓴᖅᑭᑦᑎᔪᓐᓇᓚᐅᓐᖏᓐᓂᖏᓐᓂᒃ ᑕᖅᑭᑕᒫᖅᓯᐅᑏᑦ 

ᐅᓂᒃᑳᖏᓐᓂᒃ ᐊᒥᓱᓂᒃ, ᑖᒃᑯᐊ ᑕᖅᑭᑕᒫᖅᓯᐅᑏᑦ 

ᐅᓂᒃᑳᑦ ᓄᓇᓕᓐᓂ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᑐᓐᓂᖅᑯᑕᐅᔭᕆᐊᖃᓚᐅᕋᓗᐊᕐᒪᑕ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᕐᓂᖅ 

ᐊᑐᖅᑎᓪᓗᒍ. 

 

ᑕᒪᒃᑯᐊ ᑐᓴᐅᒪᔾᔪᑏᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐊᑐᖅᑕᐅᔭᕆᐊᓖᑦ ᓱᕈᓰᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ ᑲᒪᒋᔭᐅᔪᑦ 

ᑭᓐᖒᒪᔭᖏᑦ ᐸᕐᓇᐅᑎᒃᑯᑦ ᐋᖅᑭᒃᓱᖅᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑕ. 

ᐅᓂᒃᑳᓕᐊᖑᖃᑦᑕᕆᐊᓖᑦ ᐊᖑᒻᒪᑎᔭᐅᖏᓐᓇᕆᐊᓖᑦ 

ᐊᑐᕐᓗᒍ ᓱᕈᓯᕐᓄᑦ ᐃᓚᒌᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ ᒪᓕᒐᖓᓂᒃ. 

 

ᐊᖓᔪᖅᑳᕆᔭᐅᔪᑦ ᕿᑐᕐᖓᒥᓐᓂᒃ ᐸᐸᑦᑎᔨᓪᓗᐊᑕᐅᕗᑦ  

ᑲᒪᒋᔭᖃᑦᑎᐊᕐᓗᑎᓪᓗ; ᓄᓇᓖᑦ ᐃᑲᔪᖅᐸᑦᑐᑦ ᓱᕈᓯᖅ 

ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᑦᑎᐊᕐᓂᐊᕐᒪᑦ. 2011-ᒥ 

ᐊᑐᓕᖁᔭᓕᐅᓚᐅᖅᓯᒪᔪᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᓚᓕᐅᔾᔨᓯᒪᖃᑦᑕᖁᓪᓗᒋᑦ ᕿᑐᓐᖓᓕᖕᓂᒃ, 

ᓄᓇᓕᖕᓂᒡᓗ ᐱᔾᔪᑕᐅᓗᑎᒃ ᓱᕈᓰᑦ 

ᐊᑦᑕᕐᓇᔾᔭᐃᖅᑕᐅᓯᒪᓂᖏᑦ. ᐊᒻᒪᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑕᒪᑐᒥᖓ ᐱᓕᕆᐊᖃᓐᖏᓗᐊᖅᓯᒪᔪᑦ.  

 

 

ᑕᐃᒃᑯᐊ ᓱᕈᓰᑦ ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᑦᑎᐊᓐᖏᓗᐊᖅᑐᑦ 

ᑲᒪᔾᔪᓯᖏᓪᓗ ᐋᖅᑭᒃᓱᖅᑕᐅᓯᒪᑦᑎᐊᓐᖏᑦᑐᑦ ᐱᖁᔭᕐᔪᐊᖅ 

ᒪᓕᒡᓗᒍ. ᑖᒃᑯᐊ ᐊᑐᓕᖁᔭᐃᑦ ᐊᑐᓕᖅᑎᑕᐅᒃᐸᑕ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐊᒃᓱᕈᒃᑲᓐᓂᓕᕆᐊᖃᕐᓂᐊᖅᑐᑦ 

ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓗᓂᔾᔪᒃ  

ᐊᓯᖏᑦ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑦ. 

 

 

 

 

ᐃᓄᓕᕆᔨᒃᑯᓐ ᐊᖏᖅᓯᒪᕗᓐ ᑖᒃᑯᓄᖓ ᐊᑐᓕᖁᔭᕐᓄᑦ 

ᐊᖏᖅᓯᒪᓪᓗᑎᒡᓗ ᖃᓄᖅ ᑭᐅᓂᐊᕐᓂᒥᒍᑦ 

ᖃᓄᐃᓕᒋᐊᕈᑎᖏᑦ ᐃᓕᔅᓯᓐᓄᑦ ᖃᐅᔨᓇᓱᒃᑕᐅᓗᐊᖅᑐᑦ 

ᐱᓗᐊᕐᓗᒋᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᒪᓕᒐᕐᓂᒃ 

ᒪᓕᖃᑦᑕᕋᓗᐊᕐᒪᖔᖏᑦ ᑐᑭᓯᒋᐊᕐᕕᒋᓗᒋᑦ.  
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the standards.  

 

Mr. Chairman, this concludes my opening 

remarks. We would be pleased to answer 

any questions your Committee may have. 

Thank you. 

 

Chairman: Thank you, Mr. Campbell. I 

invite Acting Deputy Minister Mr. 

MacDonald for his opening comments.  

 

Mr. MacDonald: Good morning, Mr. 

Chairman and Members of the Standing 

Committee. I am pleased to have this 

opportunity to meet with the Standing 

Committee and representatives of the 

Office of the Auditor General to discuss the 

follow-up report to the 2011 Report on 

Children, Youth and Family Programs and 

Services in Nunavut.  

 

As Members of the Committee are aware, 

the new Department of Family Services 

was created on April 1, 2013 and we have 

now been operating for 17 months. The 

creation of the new department was a 

decision made by the Legislative Assembly 

to provide an even higher priority on the 

social determinants of well-being for 

Nunavummiut in order to address the high-

risk factors, including child abuse, 

exploitation, and neglect, which we face in 

Nunavut.  

 

The 2014 audit report covers the period 

from March 2011 to August 2013. 

Although this only impacts on five months 

of actual operations of the new department, 

the report does provide an important and 

helpful evaluation of the strengths and 

weaknesses in our Children and Family 

Services Division as we move forward in 

our renewed commitment to family 

services in Nunavut.  

 

The Children and Family Services Division 

 

ᐃᒃᓯᕙᐅᑖᖅ, ᑖᒪᔾᔭᐅᕗᑦ ᒪᑐᐃᖅᓯᔾᔪᑎᒃᑲ. 

ᐊᐱᖅᑯᑎᒃᓴᖃᕈᔅᓯ ᑭᐅᓇᓱᕈᓘᔭᕐᓂᐊᖅᒐᐸᒃᑲ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ ᒥᔅᑕ ᒪᒃᑖᓄᑦ ᒪᑐᐃᖅᓯᔾᔪᑎᖃᖅᐸᑦ 

ᑐᓐᖓᓱᒃᑎᓕᕐᒥᔭᕋ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᐅᓐᓄᓴᒃᑯᑦ ᐃᒃᓯᕙᐅᑖᖅ 

ᒪᓕᒐᓕᐅᖅᑏᓪᓗ. ᖁᕕᐊᓱᒃᑐᖓ 

ᐱᕕᖃᖅᑎᑕᐅᖑᐊᑕᖅᓯᒪᒐᒪ 

ᑲᑎᒪᖃᑎᖃᕈᓐᓇᖅᑎᑕᐅᓪᓗᖓ ᑲᑎᒪᔨᕋᒫᓂᑦ ᐊᒻᒪᓗ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖏᓐᓃᑦᑐᑦ 

ᑲᑎᒪᔾᔪᑕᐅᓂᐊᖅᑎᓪᓗᒋᑦ 2011-ᒥ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᑐᕌᖓᔪᐃᑦ ᐱᔨᑦᑎᕈᑏᑦ ᐱᔾᔪᑕᐅᑎᓪᓗᒋᑦ. 

 

 

 

ᑲᑎᒪᔨᕋᓛᑦ ᖃᐅᔨᒪᔪᑦ ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᔪᑦ ᐄᐳᕈ 1, 2013-ᒥ ᐊᒻᒪᓗ 17-ᓄᑦ 

ᑕᖅᑭᓄᑦ ᐃᖏᕐᕋᓯᒪᓕᖅᑐᒍᑦ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᒻᒥᒃᑰᖅᑎᑕᐅᓕᓚᐅᖅᓯᒪᔪᑦ ᒪᓕᒐᓕᐅᕐᕕᓐᓄᑦ 

ᓯᕗᓪᓕᐅᔾᔭᐅᔾᔫᒥᓂᐊᕐᒪᑕ ᐃᓅᓯᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᑦ 

ᓄᓇᕗᒻᒥ ᐊᑐᖅᑕᐅᕙᒃᑐᑦ ᐅᓗᕆᐊᓇᕈᑏᓪᓗ 

ᐅᖃᐅᓯᕆᔭᐅᓪᓗᑎᒃ, ᓲᕐᓗ ᓱᕈᓰᑦ 

ᐱᑦᑎᐊᖅᑕᐅᖃᑦᑕᕐᓂᖏᑦ ᐊᑐᕐᓂᕐᓗᖅᑕᐅᖃᑦᑕᖏᑦ 

ᐃᔅᓯᓐᓇᑯᒋᔭᐅᖃᑦᑕᕐᓂᖏᓪᓗ ᑕᒫᓂ ᓄᓇᕗᒻᒥ 

ᑕᐃᒪᐃᑦᑐᖅᑕᖃᐅᕐᒪᑦ. 

 

 

 

 

2014-ᒥ ᐅᓂᒃᑳᖅᓯᐅᑦ ᒫᑦᓯ 2011-ᒥᒃ ᐋᒍᓯ 2013-ᒧᑦ 

ᐊᑐᖅᑐᑦ, ᑕᓪᓕᒪᐃᓐᓇᐅᒐᓗᐊᖅᑎᓪᓗᒋᑦ 

ᐊᑐᓕᖅᑎᑕᐅᓚᐅᖅᑎᓪᓗᒋᑦ ᐱᕐᔪᐊᖑᔪᖅ 

ᕿᒥᕐᕈᓇᑦᑎᐊᕆᐊᖃᕐᖢᑎᒃᑯᓪᓗ ᓱᕈᓯᕐᓅᖓᔪᑦ 

ᐃᓚᔮᕇᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ 

ᐊᖏᖅᓯᒪᑦᑎᐊᒃᑲᓐᓂᕐᓂᐊᕋᑦᑕᓗ ᐃᓚᔮᕇᓐᓄᑦ 

ᐱᔨᑦᑎᕈᑎᓄᑦ ᓄᓇᕗᑦ ᐃᓗᐊᓂ.  

 

 

 

 

 

ᓱᕈᓰᑦ ᐃᓚᔮᕇᓪᓗ ᐱᔨᑦᑎᕈᑎᓕᕆᔩᑦ 
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was substantially reorganized at the time 

the new department was created. The 

division was expanded to include a family 

violence strategy and tasked to implement 

that strategy. It inherited the social 

advocacy portfolio with reference to age, 

disability, and gender.  

 

Further, as noted in the 2014 report, the 

responsibility for correctional services was 

transferred to the Department of Justice. To 

provide a sense of the breadth of programs 

and services delivered via this division, it is 

now responsible for the provision of child 

welfare, adoption, foster care and kinship 

care, family violence, social advocacy, 

adult residential care, and public 

guardianship in all 25 communities across 

Nunavut.  

 

Currently, we have 57 community social 

services workers, supervisors, and 

managers who are responsible for 

implementing all of the above-mentioned 

programs and services, which work to 

support vulnerable Nunavummiut from 

early childhood to adults and elders.  

 

Child welfare programs described in the 

Auditor General’s report provide important 

services to children, youth, and families 

and are one component of general 

workloads for these staff in our 

communities. This scope of practice, 

although best suited for our small, isolated 

communities, does make for unique 

challenges in social work practice and is 

unlike social work practised elsewhere in 

Canada.  

 

Further, it should also be noted that these 

staff are providing emergency after-hour 

services in their communities. We 

recognize that the work performed by our 

staff is difficult and demanding and 

appreciate the positive comments received 

ᐋᖅᑭᒃᓱᖅᑕᐅᒃᑲᓐᓂᓚᐅᖅᑐᑦ ᓴᖅᑭᑕᐅᓚᐅᖅᑎᓪᓗᒋᑦ 

ᐃᓄᓕᕆᔨᑦᑖᓵᑦ ᐅᓄᖅᓯᒋᐊᖅᑕᐅᓪᓗᑎᒡᓗ  

ᑐᑭᒧᐊᕈᑎᖏᑦ ᐊᒻᒪᓗ ᐊᑐᓕᖅᑎᑕᐅᔾᔪᑎᒃᓴᖏᓐᓂᒃ 

ᐋᖅᑭᒃᓱᐃᓪᓗᑕ. ᐊᑎᓚᐅᕐᒥᔭᕗᑦ ᑕᐃᒃᑯᐊ ᐊᔭᐅᖅᑐᐃᔩᑦ 

ᐱᔾᔪᑎᓖᑦ ᐊᕐᕌᒍᖏᓐᓄᑦ ᑎᒥᒥᒍᑦ ᐊᔪᕈᑎᓕᓐᓄᑦ 

ᐊᓯᖏᓐᓄᓪᓗ.  

 

 

2014-ᒥ ᓅᑕᐅᓚᐅᖅᓯᒪᔪᑦ ᐃᓄᓕᕆᔨᑐᖃᒃᑯᓐᓂᒃ 

ᐃᑲᔪᖅᑕᐅᕕᓕᕆᔪᑦ. ᒫᓐᓇ ᑖᒃᑯᐊ ᑲᒪᒋᔭᖃᓕᕐᒥᔪᑦ 

ᓱᕈᓰᑦ ᑲᒪᒋᔭᐅᓂᖏᓐᓄᑦ, ᑎᒍᐊᓐᖑᐊᖃᕐᓂᖅ, 

ᐃᓚᖏᓐᓄᑦ ᑲᒪᒋᔭᐅᓂᖏᑦ, ᓂᖓᕐᓂᖅ, 

ᐃᓅᓯᓕᕆᓂᕐᒧᐊᖓᔪᐃᑦ ᐊᔭᐅᖅᑐᖅᑕᐅᓂᖏᑦ, ᐃᓐᓇᐃᑦ 

ᐸᐸᑕᐅᔪᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ ᐊᒻᒪᓗ 25 ᓄᓇᓕᖕᓂ ᓄᓇᕗᒻᒥ 

ᐸᖅᑭᔭᐅᔪᑦ. 

 

 

 

 

ᒫᓐᓇ 57-ᓂᒃ ᐃᓄᓕᕆᔨᖃᖅᑐᒍᑦ. ᐊᖏᔪᖅᑲᐅᑎᓂᒃ 

ᐊᐅᓚᑦᑎᔨᖏᓐᓂᓪᓗ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᔪᓂᒃ ᐅᑯᓂᖓ 

ᑕᐃᖅᑲᐅᔭᕐᓂᒃ. ᑕᒪᒃᑯᐊ ᐊᔪᕐᓂᖅᓴᐃᑦ ᓄᓇᕗᒥᐅᑕᐃᑦ 

ᑲᒪᒋᔭᐅᑦᑎᐊᕐᓂᐊᕐᒪᑕ ᐃᓅᓕᓵᖅᑲᐅᓂᖏᓐᓂᒃ 

ᐃᓐᓇᕈᒐᓱᖕᓂᖏᓐᓄᑦ. 

 

 

 

 

ᐊᒻᒪᓗ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᖏᑦ ᐱᕐᔪᐊᓂᒃ 

ᐱᔨᑦᑎᕈᑎᓂᒃ ᓇᓗᓇᐃᔭᐃᓚᐅᖅᑐᑦ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᑦ 

ᐃᓛᒌᓐᓅᖓᔪᓄᓪᓗ ᐱᓕᕆᐊᖑᔪᓪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓐᓄᑦ. ᑕᒪᒃᑯᐊ ᐱᐅᓯᕗᑦ ᓄᓇᓕᖕᓄᑦ 

ᒥᑭᓐᓂᖅᓴᓄᑦ ᐃᓕᖅᑭᒃᓯᒪᒐᓗᐊᖅᑎᓪᓗᒋᑦ 

ᐱᔭᕐᓂᖏᑦᑑᑎᓂᒃ ᑕᒪᒃᑯᐊᖑᖕᒥᔪᑦ ᐊᒻᒪᓗ ᐃᓅᓯᕐᒧᑦ 

ᑐᕌᖓᔪᑦ ᑕᐃᒫᑐᐃᓐᓇᖅ ᑲᓇᑕᒥ. 

 

 

 

 

 

 

 

 

 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑐᐊᕕᕐᓇᖅᑐᓕᕆᓕᕐᒥᔪᑦ 5:30-

ᖔᓕᖅᑎᓪᓗᒍ ᐅᓐᓄᒃᑯᓪᓘᓐᓃᑦ ᓄᓇᖏᓐᓂ. 

ᖃᐅᔨᒪᑦᑎᐊᖅᑐᒍᑦ ᐱᔭᕐᓂᖏᓐᓂᖏᑦ ᐃᖅᑲᓇᐃᔮᖏᑦ 

ᑐᒃᓯᕌᕆᔭᐅᓗᐊᕐᓂᖏᓪᓗ ᐅᖁᒪᐃᒃᓴᓕᕐᓂᖏᓪᓗ. ᑭᓯᐊᓂ 
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from the Auditor General’s office 

regarding the commitment and positive 

contribution of our staff, caregivers, and of 

course, our volunteers.  

  

Quality Protects is the Children and Family 

Services Action Plan that sets out the work 

priorities for the Department of Family 

Services between the present and 

December 2015. Quality Protects has 

established specific measurable, realistic, 

and time-bound goals that will address 

critical areas of operations for the 

department.  

 

Some highlights of the recommendations: 

 

On workforce management issues, Quality 

Protects will address the fundamental 

human resources development challenges 

by focusing on recruitment and retention 

and training. This will enable the 

Department of Family Services to focus on 

developing a workforce that is reflective of 

the population it serves and is sustainable 

over time. The ability of the Department of 

Family Services to deliver quality services 

to vulnerable children and youth is based 

upon its ability to attract and retain 

qualified, competent staff. The department 

will work with our regional directors, local 

housing committees, and the Nunavut 

Housing Corporation to secure priority 

number one, staff housing, as well as with 

the Department of Community and 

Government Services to ensure that office 

space is available for our staff.  

 

The department has made significant 

progress in revising our statutory training 

program for staff doing child protection 

work during the past year. This training 

provides much greater emphasis on case 

management standards using evidence-

based approaches that are oriented to 

building on strengths and keeping children 

ᖁᔭᓐᓇᒦᖅᐸᕗᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᖅᑏᑦ ᐸᖅᑭᔩᑦ 

ᐊᒻᒪᓗ  

ᐊᑭᓕᖅᓱᖅᑕᐅᖏᑦᑐᑎᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. 

 

ᓱᕈᓰᑦ ᐃᓚᔮᕇᓐᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ 

ᓴᐳᒻᒥᐅᓴᖅᑕᐅᓯᒪᓂᖏᑦ ᓇᓗᓇᐃᔭᖅᑕᐅᓯᒪᕗᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᕕᖓᓂ ᒫᓐᓇᓂᒃ 2015-ᒧᑦ 

ᑎᑭᓯᒪᓪᓗᑎᒃ, ᓇᓗᓇᐃᔭᖅᓯᒪᓪᓗᑎᒃ ᖃᖓ 

ᐱᔭᕇᖅᑕᕐᕕᒃᓴᖃᕐᓂᐊᕐᒪᖔᑦ ᐊᒻᒪᓗ ᐱᕐᔪᐊᖑᓂᖏᑦ 

ᐊᐅᓚᑕᐅᔪᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 

 

 

 

 

ᐊᑐᓕᖁᔭᐃᑦ ᐃᓗᓕᖏᓐᓃᑦᑐᑦ ᐱᕐᔪᐊᖑᓂᖏᑦ: 

 

 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᐅᓚᑕᐅᓂᖏᓐᓅᖓᔪᑦ 

ᓴᐳᒻᒥᐅᓴᖅᑕᐅᓯᒪᓂᖏᓪᓗ ᐊᒻᒪᓗ ᓵᖓᓗᑕ ᕿᓂᕐᓂᕐᒥᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᕐᓂᕐᒥᒃ ᐸᐸᑦᑎᓂᕐᒥᓪᓗ 

ᐱᓕᒻᒪᖅᓴᐃᓂᕐᒥᓪᓗ. ᑕᐃᒪᐃᓕᐅᕈᑦᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᑐᖅᐸᓪᓕᐊᓂᐊᖅᑐᒍᑦ ᐃᓄᖕᓄᑦ 

ᐃᓕᖅᑭᖕᓂᖅᓴᐅᔪᓂᒃ ᐊᒻᒪᓗ 

ᐃᖅᑲᓇᐃᔭᐃᓐᓇᕈᓐᓇᕐᓂᐊᖅᑐᓂᒃ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᐅᔪᓂᒃ ᐱᔨᑦᑎᕈᑎᓂᒃ ᓴᖅᑭᔮᖅᑎᑦᑎᓇᓱᒃᐸᒃᐳᑦ 

ᐊᔪᕐᓂᖅᐹᖑᔪᓄᑦ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᓪᓗ ᐊᒻᒪᓗ 

ᐱᔪᓐᓇᕐᓂᖃᑦᑎᐊᖅᑐᓂᒃ ᐱᓕᒻᒪᒃᓯᒪᔪᓂᓪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕈᒪᓪᓗᑕ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᑐᑦ ᐊᕕᒃᑐᖅᓯᒪᔪᓂᒃ, 

ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓂᒃ, ᐃᒡᓗᓕᕆᔨᕐᔪᐊᒃᑯᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᒡᓗᖃᑦᑎᐊᕐᓂᐊᕐᒪᑕ ᐊᒻᒪᓗ 

ᓄᓇᓕᖕᓂ ᒐᕙᒪᒃᑯᑦ ᐱᔨᑦᑎᖅᑎᖏᑕ ᐱᓕᕆᕕᖏᓐᓂ 

ᐊᒡᓚᕕᖃᑦᑎᐊᕐᓂᐊᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ. 

 

 

 

 

 

 

 

 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᕚᓪᓕᖅᓯᒪᓕᖅᑐᑦ ᒪᓕᒐᑎᒍᑦ 

ᐃᓕᓐᓂᐊᕈᑎᒋᔭᐅᔭᕆᐊᖃᖅᑐᓂᒃ ᓴᖅᑭᑦᑎᓪᓗᑎᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒥᖕᓄᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᓱᕈᓰᑦ 

ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᓂᖏᑦ, ᐊᐅᓚᑕᐅᑦᑎᐊᕆᐊᖃᕐᓂᖏᑦ 

ᑕᐃᒃᑯᐊᓗ ᓴᓐᖏᓂᕗᑦ ᑐᓐᖓᕕᒋᓗᑎᒃᑯᑦ 

ᓴᖅᑭᔮᖅᑎᑦᑎᓗᑕ ᓱᕈᓰᓪᓗ ᐊᑕᕐᓇᖅᑕᐃᖅᑕᐅᓯᒪᓗᑎᒃ 

ᐃᓄᐃᑦ ᐅᒃᐱᕆᔭᖏᑦ ᐊᑐᓕᖅᑎᑕᐅᓗᑎᒃ ᐊᒻᒪᓗ 
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safe. Inuit societal values have been fully 

integrated into all aspects of this training. 

This new statutory training will be offered 

for the second time in October 2014.  

 

In addition, the department is now offering 

a full training calendar of events and 

resources to support our staff with a wide 

range of skill development in areas such as 

legal services, family violence prevention, 

substance abuse, child and youth 

development, resiliency, and parenting 

skills. These new training resources are 

very important in promoting high-quality 

social work practice in our communities 

and supporting staff who are often working 

alone.  

 

The department has completed training 

with all staff on the new amendments to the 

Child and Family Services Act introduced 

this year that embedded Inuit societal 

values into the law. The Department of 

Family Services is committed to continuing 

to develop and expand both our in-house 

training programs and cooperation with 

Nunavut Arctic College to build the Social 

Services Worker Training Program and 

further develop social work practice in 

Nunavut. 

 

On the OAG’s recommendation related to 

workloads and standards, Quality Protects 

will also focus on critical areas of client 

services by improving case file standards 

accountability. Our social workers carry 

generic caseloads, including adult, family 

violence, and foster care files. The 

Department of Family Services will work 

closely with regions to develop a consistent 

means and a tool to capture this important 

and relevant work. The Department of 

Family Services will amend the Child and 

Family Service Standards and Procedures 

Manual to reflect generic and specialized 

caseloads. These initiatives will be 

ᒪᓕᒐᕐᔪᐊᖅᑎᒍᑦ ᐱᓕᒻᒪᒃᓴᐅᑏᑦ 

ᐊᑐᐃᓐᓇᕈᖅᑎᒃᑲᓐᓂᕐᓗᑎᒍ  

ᐊᒃᑐᕙ 2004-ᒥ. 

 

 

ᐊᒻᒪ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓕᐅᖅᓯᒪᔪᑦ 

ᐅᓪᓗᖅᓯᐅᑎᑎᒍᑦ ᓇᓗᓇᐃᔭᖅᖢᓂᔾᔪᒃ 

ᐱᓕᒻᒪᒃᓴᖅᑕᐅᓂᐊᕐᒪᑕ ᓲᕐᓗ ᒪᓕᒐᓐᓂᐊᕐᓂᓕᕆᓂᕐᒥ, 

ᓂᖓᕐᓂᖅᑕᖃᖅᑕᐃᓕᒪᑎᑦᑎᓂᕐᒥᒃ, ᓂᐅᖅᓯᑳᕐᓂᕐᒥᒃ 

ᐊᑐᕐᓂᕐᓗᖕᓂᕐᒥᓪᓗ ᑎᒥᒧᑦ ᐱᐅᓐᖏᑦᑐᓂᒃ ᒪᒃᑯᒃᑐᓄᑦ 

ᓱᕈᓯᕐᓄᑦ ᑐᕌᖓᔪᑦ ᐊᒻᒪᓗ ᕿᑐᓐᖓᖃᑦᑎᐊᕐᓂᕐᒥᒃ. 

ᐱᒻᒪᕆᐅᔪᑦ ᑕᒪᒃᑯᐊ ᓴᖅᑭᑎᒃᑯᑦᑎᒃᑯᑦ ᐱᐅᓂᖅᐹᖑᓗᑎᒃ 

ᐃᓄᑑᓐᖏᓪᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᕐᓂᐊᕐᒪᑕ.  

 

 

 

 

 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᔪᒪᔪᑦ ᐃᓘᓐᓇᖏᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᒃ ᐋᖅᑭᒋᐊᕐᓗᒋᓪᓗ ᓱᕈᓯᕐᓄᑦ 

ᐃᓚᔭᕇᓐᓄᓪᓗ ᐱᔨᑦᑎᕈᑏᑦ ᒪᓕᒐᕐᔪᐊᖓᑦ ᐃᓄᐃᑦ 

ᐅᒃᐱᕆᔭᖏᑦ ᐃᓚᓕᐅᔾᔭᐅᓂᐊᕐᒪᑕ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᖏᖅᓯᒪᕗᑦ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᖃᑦᑕᕐᓂᐊᕐᓗᑎᒃ ᐊᒻᒪᓗ 

ᓯᓚᑦᑐᖅᓴᕐᕕᒃᑰᖃᑦᑕᕐᓂᐊᕐᓗᑎᒃ, ᐃᓄᓕᕆᔨᓂᒃ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓂᐊᕐᒪᑕ ᐊᒻᒪᓗ ᐋᖅᑭᒃᓱᐃᕙᓪᓕᐊᓗᑎᒃ 

ᐱᓕᒻᒪᒃᓴᐅᑎᓂᒃ ᓄᓇᕘᑉ ᐃᓗᐊᓂ.  

 

 

 

 

 

ᐄ, ᑖᒃᑯᐊᑦᑕᐅᖅ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᑦ ᐊᑐᓕᖁᔭᖏᑦ 

ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᐱᓕᕆᐊᖃᕐᓂᐊᖅᐳᒍᑦ 

ᓵᑕᐅᔪᒃᓴᐅᔪᓐᓇᕐᓗᑕ. ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᖅᐳᑦ 

ᐱᓕᕆᐊᖃᕐᒪᑕ ᑕᒪᒃᑯᓂᖓ ᐊᔾᔨᒌᖏᑦᑐᓂᒃ ᐃᓐᓇᕐᓂᒃ 

ᐃᓚᔭᕇᓐᓂᒡᓗ ᐋᓐᓂᖅᑎᖅᑕᐃᓕᒪᖁᔨᓪᓗᑎᒃ, 

ᑎᒍᐊᕆᔭᐅᔪᓂᒡᓗ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᖃᑎᖃᑦᓯᐊᕐᓂᐊᕐᒪᑕ ᐋᖅᑭᒃᓯᒋᐊᕐᓗᑎᒡᓗ 

ᒪᓕᒐᕐᔪᐊᓂᒃ, ᐃᓛᒃ ᒪᓕᒐᐅᖃᑦᑕᖅᑐᓂᒃ. 

ᐱᓕᕆᐊᕆᔭᐅᓂᖏᓐᓄᑦ ᑕᒪᒃᑯᐊ ᐱᒋᐊᕈᑎᒋᔭᐅᔪᑦ 

ᐱᐊᓂᒃᑕᐅᓂᐊᖅᐳᖅ 2014-15-ᖑᓕᖅᐸᓪᓗ.  
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completed during the 2014-15 fiscal year.  

 

On the OAG’s recommendation to expand 

support for both parental and community 

engagement work, the department will 

increase accountability for the provision of 

quality services and will expand the scope 

of practice to ensure more community 

involvement so that children are kept safer 

and their opportunities are improved. The 

Department of Family Services is 

expanding the regional activity reporting 

system to include more information on 

work undertaken by staff that engages 

parents and communities, such as work 

with parent groups, community support 

activities; for example, food cupboards, 

housing committees, child care centres, 

youth groups, and elders’ groups. The 

department will provide additional training 

resources to staff as required to support 

their work. Changes to the reporting system 

will be implemented by December 2015.  

 

In response to the recommendation on 

community engagement and input, the 

Quality Protects Action Plan will develop a 

client database system that is a critical 

component for monitoring quality of 

services, providing accountability and 

planning in a modern children’s services 

system. This database is essential in 

Nunavut where the challenges of serving 

children and families widely dispersed over 

a vast geography in remote communities 

make communications a critical factor for 

improving quality of services and 

improving outcomes. 

 

The department established the Residential 

Care Action Plan in 2013. This initiative 

has focused on improving the quality of 

care and outcomes for children and youth 

in our care by focusing on improved 

planning, monitoring, and tracking. The 

Placement, Planning and Review 

 

ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᐊᑐᓕᖁᔭᖏᑦ 

ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᐊᖓᔪᖅᑳᕆᔭᐅᔪᑦ ᓄᓇᓕᖕᓂᒥᐅᑕᐅᔪᓪᓗ 

ᐱᓕᕆᖃᑎᒌᓐᓂᐊᖅᐳᓐ ᐃᒪᓐᓇ ᐱᓕᕆᖃᑎᒌᓐᓂᐊᖅᐳᓐ 

ᑕᐃᒪᓐᓇ ᐃᓚᒋᔭᐅᑦᓯᐊᕈᓐᓇᖁᓪᓗᒋᑦ 

ᓄᓇᓕᖕᓂᒥᐅᑕᐅᔪᑦ ᐅᓗᕆᐊᓇᖅᑐᒦᑦᑕᐃᓕᖁᓪᓗᒋᓪᓗ. 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓚᔮᕇᒃᑐᓕᕆᔨᑯᓪᓗ ᐃᒪᓐᓇ 

ᐅᓂᒃᑳᖃᑦᑕᕆᐊᖃᕐᓂᐊᖅᐳᑦ ᑐᑭᓯᐅᒪᔾᔪᑎᒃᓴᓂᒃ 

ᓴᖅᑭᔮᖅᑎᑦᓯᓗᑎᒃ ᐱᓕᕆᐊᕆᔭᖏᓐᓂᒃ ᑕᒪᒃᑯᐊ ᓲᓪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦᑕ. ᓲᓪᓗ ᐊᖓᔪᖄᕆᔭᐅᔪᓂᒃ 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᓄᓇᓕᖕᓂᒃ ᐱᓕᕆᖃᑎᒌᖃᑦᑕᕐᓗᑎᒃ 

ᓂᕿᖃᑦᓯᐊᕐᓂᕐᒧᑦ ᐃᒡᓗᖃᑦᓯᐊᕐᓂᕐᒧᑦ, ᐊᒻᒪᓗ ᓱᕈᓰᑦ 

ᑲᒪᒋᔭᐅᑦᓯᐊᕐᓂᖏᑦ ᒪᒃᑯᒃᑐᓪᓗ ᐃᓐᓇᑐᖃᐃᓪᓗ. 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓂᐊᖅᖢᑎᒡᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᒋᔭᐅᔪᑦ 

ᐋᖅᑭᒋᐊᕈᑕᐅᔪᑦ ᑎᓴᒻᐸ 2015-ᒥ ᐋᖅᑭᒋᐊᕈᑕᐅᔪᑦ 

ᐊᓯᔾᔨᖅᑕᐅᓯᒪᔪᑦ ᐊᑐᖅᑕᐅᓂᐊᖅᖢᑎᒃ.  

 

 

 

 

 

 

 

 

ᓄᓇᓕᖕᓂᑦ ᐱᓕᕆᖃᑎᒌᒋᐊᖃᕐᓂᖏᑦ ᑕᐃᒪᓐᓇ 

ᑎᑎᕋᖅᑕᐅᕙᓪᓕᐊᓂᐊᖅᐳᑦ ᑕᒪᓐᓇ 

ᖃᐅᔨᓴᖅᑕᐅᑦᓯᐊᕈᓐᓇᖁᓪᓗᒍ 

ᐱᔨᑦᓯᕋᖅᑕᐅᑦᓯᐊᕋᓗᐊᕐᒪᖔᑖ, 

ᓵᑕᐅᔪᒃᓴᐅᒐᓗᐊᕐᒪᖔᑕᓗ ᓄᓇᕘᒥᐅᓄᑦ 

ᐱᓕᕆᐊᕆᔭᐅᔪᑦ. ᓱᕈᓰᑦ ᐱᔨᑦᓯᕋᖅᑕᐅᓗᑎᒃ ᐃᓚᒌᓪᓗ 

ᓄᓇᓕᖕᓂ ᐊᒻᒪᓗ ᑐᓴᐅᒪᑎᑕᐅᑦᓯᐊᓪᓗᑎᖕ ᑕᐃᒪᓐᓇ 

ᐱᔨᑦᓯᕋᖅᑕᐅᑦᑎᐊᕈᓐᓇᖁᓪᓗᒋᑦ.  

 

 

 

 

 

 

 

 

 

 

 

ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᕐᕕᕗᑦ ᑕᐃᒪᓐᓇ ᐃᓂᖃᖅᑎᑦᓯᓂᕐᒧᑦ 

ᐸᕐᓇᐅᑎᖃᖅᐳᒍ 2013-ᒥ ᑲᒪᒋᔭᐅᑦᓯᐊᕈᓐᓇᖁᓪᓗᒋᑦ 

ᓱᕈᓯᑦ ᑲᒪᒋᔭᖅᐳᑦ ᒪᒃᑯᒃᑐᓪᓗ ᐸᕐᓇᒃᓯᒪᒍᑕᐅᑦᓯᐊᓪᓗᑎᒃ 

ᖃᐅᔨᓴᖅᑕᐅᑦᓯᐊᖃᑦᑕᖁᓪᓗᒋᓪᓗ. ᑕᒃᑯᐊ 

ᑲᑎᒪᔨᕋᓛᕆᔭᐅᔪᑦ ᖃᐅᔨᓴᕐᓂᕐᒧᑦ ᐸᕐᓇᖕᓂᕐᒧᓪᓗ 160-
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Committee is now well established, 

meeting over 160 times to review all 

requests for children and youth placement. 

This has been a very effective process to 

establish high-quality case plans for the 

children, youth, and families we serve. By 

the end of 2014, all residential facilities 

providing care for children and youth will 

be evaluated and the majority of this work 

is now completed. As well, the department 

has established a residential care tracking 

tool, which now provides complete, timely, 

and essential information that is required 

for our staff to monitor and supervise the 

quality of care for all children and youth 

who are in residential care. This tracking 

tool provides an excellent foundation to 

build a new client database system across 

Nunavut.  

 

More work that’s ahead: 

 

The Quality Protects Action Plan will 

require a considerable amount of 

coordinated work with headquarters, the 

three regions, and the Iqaluit area office 

and support from other divisions within the 

department. The Department of Family 

Services is committed to working well with 

other government departments and 

agencies to access the resources and 

support that is needed to move this action 

plan forward.  

 

This action plan will require both the 

reallocation of existing resources and new 

resources in order to succeed. The action 

plan has been established to ensure that the 

request for new resources is realistic and 

within the capacity of the government 

during the next two fiscal years. New 

business cases will be prepared as 

identified for these additional resources.  

 

The Department of Family Services 

strongly believes that the follow-up report 

ᖏᑦᑕᓪᓗᑎᒃ ᕿᒥᕐᕈᖃᑦᑕᕐᓂᐊᖅᐳᑦ, ᓱᕈᓯᑦ ᐊᒻᒪᓗ 

ᒪᒃᑯᒃᑐᑦ ᐃᓂᑖᖃᑦᑕᕐᓂᖏᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ.  

ᑕᐃᒪᓐᓇᓗ ᐊᔾᔨᒌᖏᑦᑐᓂᒃ ᐱᔨᑦᓯᕋᖅᑎᑦᓯᓂᐊᖅᐳᒍᑦ 

2014 ᐃᓱᖓᓐᓂᒃ ᑕᒪᒃᑯᐊᓗᒃᑖᑦ ᓱᕈᓯᑦ ᒪᒃᑯᒃᑐᓪᓗ 

ᐱᓕᕆᒍᑎᒋᔭᐅᔪᑦ ᖃᐅᔨᓴᖅᑕᐅᓂᐊᖅᐳᑦ. ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᓲᕐᓗ ᐃᓂᒋᔭᐅᖃᑦᑕᖅᑐᓂᒃ 

ᖃᐅᔨᓴᖃᑦᑕᕐᓂᐊᖅᐳᒍᑦ ᑐᑭᓯᐅᒪᒍᑎᖃᑦᓯᐊᕈᓐᓇᖁᓪᓗᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓐᓄᑦ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᖃᐅᔨᓴᖅᑕᐅᓯᒪᑦᓯᐊᕈᓐᓇᖁᓪᓗᒋᑦ ᒪᒃᑯᒃᑐᑦ ᐊᒻᒪᓗ ᓱᕈᓰᑦ 

ᐃᓂᒋᔭᐅᔪᒦᖃᑦᑕᖅᑐᑦ ᓇᔪᖅᑕᐅᕕᖕᒦᖃᑦᑕᖅᑐᑦ 

ᑕᐃᒪᓐᓇᑦᑕᐅᖅ ᑎᑎᖅᑲᓂᒃ ᓲᕐᓗ 

ᐱᓯᒪᑦᓯᑦᑎᐊᖃᑦᑕᓪᓗᑕ ᓄᓇᕘᓕᒫᒥᑦ. 

 

 

 

 

 

 

 

ᐱᓕᕆᐊᕆᓂᐊᖅᑕᕗᑦ:  

 

ᑕᐃᒪᓐᓇ ᐱᓕᕆᑦᓯᐊᕆᐊᖃᕐᓂᐊᖅᐳᒍᑦ ᑕᒪᑐᒧᖓ 

ᒥᒃᓵᓄᑦ ᐸᕐᓇᐅᑎᖃᑦᓯᐊᕐᓗᑕ. ᐊᖓᔪᖅᑲᐅᑎᖃᕐᕕᒃ 

ᑖᒃᑯᐊᓗ ᐱᖓᓱᑦ ᓲᕐᓗ ᓄᓇᓕᕐᔪᐊᕆᔭᐅᔪᑦ ᐃᖃᓗᖕᓂᑦ 

ᐱᓗᐊᖅᑐᒥ ᐃᑲᔪᖃᑦᑕᕐᓂᐊᖅᐳᑦ ᐊᒻᒪᓗ 

ᐱᓕᕆᖃᑎᖃᑦᓯᐊᕈᒪᕗᒍᑦ ᒐᕙᒪᒃᑯᓐᓂᒃ ᐊᓯᖏᓐᓂᒃ 

ᐱᓕᕆᕝᕕᐅᔪᓂᒃ ᐊᒻᒪᓗ ᑎᒥᐅᔪᓂᒃ, ᑕᒪᒃᑯᓂᖓ 

ᐊᑐᑦᓯᐊᕈᓐᓇᖁᓪᓗᑕ ᑮᓇᐅᔭᓂᒃ ᐊᒻᒪᓗ 

ᐃᑲᔪᕈᑎᒋᒋᐊᖅᑲᖅᑕᑦᑎᓐᓂᒃ ᐊᒻᒪᓗ ᑖᒃᑯᐊ ᒫᓐᓇ 

ᐊᑐᖅᑕᐅᓕᕇᖅᑐᑦ ᒪᓕᒡᓗᒋᑦ ᐊᑐᖃᑦᑕᕐᓂᐊᖅᑕᕗᑦ 

ᑕᒪᒃᑯᐊ.  

 

 

 

ᐋᖅᑭᒃᓯᓯᒪᕗᒍᑦ ᑕᒪᒃᑯᐊ ᓄᑖᓂᒃ ᑮᓇᐅᔭᖅᑖᕆᒋᐊᖃᕋᑦᑕ 

ᑖᒃᑯᐊᓗ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᑦᑎᐊᕈᓐᓇᕐᓗᑎᑦ ᐊᕐᕌᒍᓂᒃ 

ᒪᕐᕉᓂᐊᖅᑐᓂᒃ. ᑕᒪᒃᑯᐊ ᓄᑖᑦ ᐱᓕᕆᐊᕆᔭᐅᕙᓪᓕᐊᔪᑦ 

ᐸᕐᓇᑦᑕᐅᓂᐊᖅᐳᑦ ᓇᓗᓇᐃᑦᑎᐊᖅᑕᐅᓗᑎᓪᓗ 

ᑮᓇᐅᔭᖃᖅᑎᑕᐅᔪᓐᓇᖁᓪᓗᒋᑦ.  

 

 

 

 

 

 

 

ᐃᖅᑲᓇᔮᖃᖅᑎᑕᐅᒍᓐᓇᖁᓪᓗᒋᑦ ᑲᓇᑕᒥ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᐅᓂᒃᑳᖏᑦ ᐋᖅᑭᒃᓱᐃᓂᐊᖅᐳᑦ 
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of the Auditor General of Canada provides 

excellent direction to further develop child 

and family services in Nunavut. The six 

recommendations provided are clear, 

focused, and attainable. The Quality 

Protects Action Plan has created 19 specific 

measurable, realistic, and time-bound steps 

to address these recommendations. This 

work will be a priority for our department 

in the next two years and we look forward 

to providing the Legislative Assembly with 

regular updates on our progress during this 

time. 

 

Finally, some lessons learned:  

 

The two-year period between 2011 and 

2013 was not enough time to accomplish 

all of the tasks contained in the 20 

recommendations from the 2011 report. 

They indicated progress in some key areas 

such as human resource development and 

were critical of lack of progress in other 

areas such as case management standards. 

The real lesson to be learned from our Inuit 

societal values as we go forward is that 

problems and challenges that seem too big 

to change can be solved through good 

planning, working together, and finding 

new resources.  

 

I would also like to take this opportunity to 

express our sincere regrets that our Deputy 

Minister and Director of Child and Family 

Services are not here today with us. Our 

deputy is unavailable due to an unforeseen 

medical condition and the director is away 

on approved leave. 

 

With me here today are Mark Arnold and 

Ambrose Ojah from the department and 

they will be helping me provide answers to 

any of the questions that the Committee 

has. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

ᑕᒪᓐᓇ ᐱᔾᔪᑎᒋᓪᓗᒍ ᐱᔨᑦᑎᕋᖅᑕᐅᒍᓐᓇᕐᓂᖏᑦ 

ᓄᓇᕗᑦᒥᐅᑕᐃᑦ ᐃᓚᒌᑦ. ᑖᒃᑯᐊ 6-ᖑᔪᑦ 

ᐊᑐᓕᖁᔨᕗᖔᕈᑕᐅᓂᐊᖅᑐᑦ ᓇᓗᓇᔭᑦᑎᐊᖅᓯᒪᓂᐊᖅᐳᑦ, 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᑕᐃᒪᓐᓇ 19-ᓂᒃ ᓲᕐᓗ ᓈᒻᒪᑎᐊᖅᑐᓂᒃ 

ᐱᑦᑎᐊᕋᓱᒃᑐᓂᒃ ᑕᐃᒪᓐᓇ ᐊᑐᓕᖁᔨᔾᔪᑎᖃᕐᓂᐊᕐᓗᑎᒃ. 

ᑕᒪᓐᓇ ᐱᓕᕆᐊᕆᔭᐅᔪᖅ ᑕᒪᓐᓇ 

ᓯᕗᓪᓕᖅᐸᐅᑎᑕᐅᓂᐊᖅᐳᖅ ᐃᖅᑲᓇᐃᔭᕐᕕᑦᑎᓐᓄᑦ, 

ᐊᒻᒪᓗ ᐊᕐᕌᒍᓂ ᒪᕐᕉᓂᐊᖅᑐᓂᒃ ᒪᓕᒐᓕᐅᖅᑎᒃᑯᓪᓗ 

ᑲᑎᒪᔨᖏᑦ ᑐᓴᖅᑎᑕᐅᔾᔫᒥᖃᑦᑕᓂᐊᖅᐳᑦ ᑕᒪᑐᒪ 

ᒥᒃᓵᓄᑦ.  

 

 

 

ᑭᖑᓪᓕᖅᐹᕆᓕᕐᓗᒍ, ᑕᒪᒃᑯᐊ ᖃᐅᔨᓯᒪᔭᖅᐳᑦ:  

 

ᐊᕐᕌᒍᓂᒃ ᒪᕐᕉᓐᓂᒃ, 2011-2013 ᐊᑯᓐᓂᖓᓂ, 

ᐱᕕᒃᓴᖃᖅᑎᑕᐅᓗᐊᓚᐅᓐᖏᓇᑦᑕ ᑕᒪᒃᑯᓂᐊ ᐊᕙᑎᓂᒃ 

ᐊᑐᓕᖁᔨᒋᔭᐅᔪᑦ, ᐊᑐᓕᖁᔭᐅᔪᓂᒃ ᖃᐅᔨᓴᖅᑎᐅᑉ 

2011-ᒥ ᐅᓂᒃᑳᖏᓐᓂᒃ. ᑕᐃᒪᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᑦᑎᐊᕆᐊᖃᖅᐳᒍᑦ, 

ᐱᓕᕆᒍᑎᖃᑦᑎᐊᕐᓗᑕᓗ ᑕᒪᒃᑯᐊ 

ᖃᐅᔨᕚᓪᓕᕈᑎᒋᓂᐊᖅᑕᕗᑦ ᐃᓄᐃᑦ ᐱᖅᑯᓯᑐᖃᖏᑦ 

ᐊᑐᕐᓗᒋᑦ, ᐃᓱᐃᓪᓕᐅᕈᑎᒋᔭᐅᔪᓄᑦ 

ᐊᒃᓱᕉᑎᒋᓂᐊᖅᑕᕗᑦ.  

 

 

 

 

 

 

 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᑕᐃᒪᑦᑕᐅᖅ ᐅᖃᕈᒪᔪᖓᑦᑕᐅᖅ 

ᐊᐃᑦᑖᖑᒐᓗᐊᖅᐳᑦ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ, ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᑐᑭᒧᐊᒃᑎᑦᑎᔨᑦ ᑕᕝᕙᓃᓐᖏᒻᒪᑕ ᐅᓪᓗᒥ. ᑖᓐᓇ 

ᑐᖏᓕᖅᐳᑦ ᑕᕝᕗᓐᖓᕈᓐᓇᖏᒻᒪᑦ 

ᐋᓐᓂᐊᕐᕕᓕᐊᖅᓯᒪᓂᖓᓄᑦ, ᐊᒻᒪᓗ ᑐᑭᒧᐊᖅᑎᑦᑎᔨ 

ᐊᖏᖅᑕᐅᓯᒪᔪᒃᑯᑦ ᐊᐅᓚᖅᓯᒪᓪᓗᓂ.  

 

 

 

ᐅᓪᓗᒥ ᑕᕝᕙᓃᑦᑐᖅ ᒫᒃ ᐋᓄᑦ ᐊᒻᒪᓗ ᐋᒻᐳᕉᔅ ᐆᔾᔭ 

ᑖᒃᑯᐊ ᐃᑲᔪᖅᑎᒋᓂᐊᖅᑕᒃᑲ ᑭᐅᖃᑦᑕᕐᓂᐊᕋᒪ 

ᐊᐱᖅᑯᑎᒋᔭᐅᔪᓂᒃ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᑲᑎᒫᔨᑦ ᐊᐱᖅᑯᑎᒃᓴᖃᖅᐸ, ᐅᖃᐅᓯᒃᓴᖃᖅᐸᓘᓐᓃᑦ?  
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Do Members have any general comments 

or questions?  

 

Mr. Enook (interpretation): Thank you, 

Mr. Chairman. Good afternoon wishes to 

you as well as to our fellow Nunavummiut. 

I would like some clarification, Mr. 

Chairman, prior to moving on to our 

questions and with your permission, if I 

can ask a question about Mr. MacDonald’s 

presentation, I would like to request further 

clarification with my question.  

 

Firstly, I want to ask about paragraph 3 in 

particular because it states that the audit 

report covers the period of March 2011 to 

August 2013. It further states that a five-

month period of operations is impacted for 

this new department.  

I want to ask about the language first of all, 

as I thought and felt I understood that the 

legislation wasn’t changed, although a new 

child and family services department was 

created to become a single department. It 

was then changed to family services. I 

would like further clarification.  

 

Mr. Chairman, since the legislation that is 

the foundation remains in effect as they 

were already law, I didn’t think the 

legislation was changed when the new 

duties were being transferred. If I am 

mistaken in my assumption, Mr. 

MacDonald should clarify it for me. Thank 

you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Enook. Mr. 

MacDonald, do you have a response for 

that? 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to thank the 

Member for the question. I believe that 

section in the introductory comments was 

referring to the amount of time in which 

the department was in operation. If I 

ᒥᔅᑕ ᐃᓄᒃ. 

 

ᐃᓄᒃ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐅᓐᓄᓴᒃᑯᑦ. 

ᐅᓐᓄᓴᒃᑯᓪᓗ ᓄᓇᕗᑦᒥᐅᑦ. ᑖᒃᑯᓄᖓ ᐃᒃᓯᕙᐅᑖᖅ 

ᑐᑭᓯᒋᐊᕈᒪᑐᐃᓐᓇᖅᑐᖓ, 

ᐊᐱᖅᑯᑎᒃᓴᓄᐊᓚᐅᓐᖏᓐᓂᑦᑎᓐᓂ ᐅᕙᓂ 

ᐊᐱᕆᔪᓐᓇᕈᒪ. ᑖᒃᓱᒪ ᒥᔅᑕ ᒪᒃᑖᓄᑦ 

ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖏᓐᓄᑦ. ᐊᐱᖅᑯᑎᒃᓴᖃ... 

ᓇᓗᓇᐃᖅᓯᒋᐊᕈᑎᒥᒃ ᐊᐱᖅᑯᑎᒃᓴᖃᖅᑐᖓ. 

 

 

ᐅᕙᓂ, ᐅᓇ ᓯᕗᓪᓕᖅᐹᒥ ᐊᐱᖅᑯᑎᒋᔪᒪᓪᓗᒍ 

ᓈᓴᐅᑎᖃᖅᑐᖅ 3, ᐅᖃᖅᓯᒪᖕᒪᑦ ᑖᓐᓇᒎᖅ 

ᐅᓂᒃᑳᓕᐊᒥᓂᖅ ᑎᑎᕋᖅᓯᒪᖕᒪᑦ ᒫᒃᓯ 2011 ᑎᑭᑦᑐᒍ 

ᐋᒌᔅᓯ 2013. ᐅᖃᕆᐊᓪᓚᒃᓯᒪᓪᓗᓂᓗ ᑕᒪᓐᓇ ᑕᖅᑭᓂᒃ 

ᑕᓪᓕᒪᐃᓐᓇᕐᓂᒃ ᐊᒃᑐᐃᓂᖃᖅᑑᒐᓗᐊᖅ ᑖᔅᓱᒧᖓ 

ᐱᓕᕆᕝᕕᐅᓕᓵᖅᑐᒧᑦ. ᑕᐃᒪᐃᓕᖓᓂᖓ ᑖᓐᓇ 

ᓯᕗᓪᓕᖅᐹᒥ ᐊᐱᖅᑯᑎᒋᔪᒪᓪᓗᒍ, ᐃᓱᒪᖃᖃᑦᑕᓚᐅᕋᒪ 

ᑐᑭᓯᐅᒪᓪᓗᖓᓗ ᑕᐃᒃᑯᐊ ᒪᓕᒐᓪᓚᑦᑖᑦ 

ᓱᕐᕋᓚᐅᓐᖏᒻᒪᑕ ᐃᓚᔮᕇᓅᑦ ᐱᔨᑦᑎᕐᕕᒃ 

ᓴᖅᑭᑕᐅᒐᓗᐊᕐᒪᑦ ᐃᒻᒥᒃᑰᓕᖅᑎᑕᐅᓪᓗᓂ, 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᐊᑦᑎᖅᑕᐅᓪᓗᓂᓗ. ᑖᓐᓇ 

ᑐᑭᓯᒋᐊᒃᑲᓐᓂᕈᒪᔭᕋᓗᐊᕋ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

ᐱᖁᔭᓪᓕ ᑕᐃᑲᓃᖏᓐᓇᓚᐅᕋᓱᒋᖃᑦᑕᕋᓗᐊᖅᑐᒋᑦ 

ᐋᖅᑭᒃᓯᒪᕙᒌᓚᐅᖅᑐᑎᓪᓗ. ᐱᖁᔭᒥᒃ 

ᐊᓯᔾᔨᖅᑐᖃᕋᓱᒋᓚᐅᓐᖏᒃᑲᓗᐊᕋᒃᑯ ᐱᓕᕆᐊᒃᓴᐃᑦ, 

ᐱᓕᕆᐊᒃᓴᕆᔭᐅᔪᓂᒃ. ᑐᑭᓯᐅᒪᑦᑎᐊᕐᓂᖏᒃᑯᒪ ᒥᔅᑕ 

ᒪᒃᑖᓄᑦᒧᑦ ᑐᑭᓯᒋᐊᖅᑎᑕᐅᒍᒪᒐᓗᐊᖅᑐᖓ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᓄᒃ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ ᑭᐅᔾᔪᑎᒃᓴᖃᖅᐲᑦ ᑖᒃᑯᓂᖓ? 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᖅᐸᕋ ᑖᓐᓇ ᑲᑎᒪᔨᐅᔪᖅ. 

ᐅᑉᐱᕈᓱᒃᑲᒪ ᑕᒪᓐᓇ ᐱᒋᐊᕈᑎᒋᖃᐅᔭᓐᓃᑦᑐᖅ 

ᐅᖃᐅᓯᖃᕐᒪᑦ, ᖃᓄᖅ ᐊᑯᓂᐅᑎᒋᔪᖅ ᑖᒃᑯᐊ 

ᑕᓪᓕᒪᑐᐃᓐᓇᕐᓂᑦ ᓲᕐᓗ ᐃᓄᓕᕆᔩᑦ ᐊᕕᑦᑕᐅᓚᐅᖅᑐᑎᒃ 

ᐱᓕᕆᕝᕕᐅᓕᕐᒪᑕ. ᑕᐃᒪ, ᓲᕐᓗ ᐆᑦᑑᑎᒋᓗᒍ ᑖᓐᓇ 

ᒪᓕᒐᖅ ᓄᑖᒧᑦ ᑖᑦᓱᒧᒪ ᑎᒥᐅᔪᒧᑦ ᑐᓐᓂᐅᑕᐅᓯᒪᖕᒪᑦ. 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋᓕ ᐊᓯᔾᔨᕐᓂᖓᓂᐅᖅᑰᖅᑐᖅ 
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understand your question correctly, the 

legislation would have been in effect over 

the course of that time. For example, the 

Child and Family Services Act would have 

been transferred into the new department, 

but what I was referring to, I believe, is the 

change in the organizational structure of 

the department. Thank you. 

 

Chairman: Mr. Enook, do you have a 

follow-up? 

 

Mr. Enook (interpretation): Thank you, 

Mr. Chairman. Not to that one, but to 

another question for clarification under 

paragraph 7. It states that “Child welfare 

programs described in the Auditor 

General’s report provide important services 

to children, youth, and families...” 

 

What I would like clarification on is “This 

scope of practice, although best suited for 

our small, isolated communities, does make 

for unique challenges in social work 

practice and it is unlike social work 

practised elsewhere in Canada.” Can you 

clarify to me exactly what that means? 

Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Enook. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks again for the question. I 

believe what that section is referring to is 

the unique breadth of programs and 

services that social services workers in 

Nunavut are responsible to deliver in the 

communities in which they live. I think the 

point that we were addressing with that 

introductory statement was that in other 

jurisdictions, such as other provinces and 

territories, social workers would, more 

often than not, be delivering one type of 

program more specialized whereas our 

social services workers deliver multiple 

ᐃᓂᓪᓚᖓᓂᕆᔭᖓᑕ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᓄᒃ 

ᐊᐱᕆᒋᐊᒃᑲᓐᓂᖅᐱᑦ? 

 

ᐃᓄᒃ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᑖᔅᓱᒧᖓᐅᖏᑦᑑᒐᓗᐊᖅ 

ᐊᒻᒪᓗ ᑐᑭᓯᒋᐊᕈᑎᒃᓴᒥᒃ, ᐱᕕᖃᖅᑎᒃᑯᕕᓐᖓ. 

ᓈᓴᐅᑎᖃᖅᑐᖅ 7, ᑐᑭᓯᒋᐊᒃᑲᓐᓂᕈᒪᓪᓗᒍ. ᐅᓇ 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᐃᑦ ᒥᔅᑐ ᒪᒃᑖᓄᑦ, 

ᑐᑭᓯᒋᐊᒃᑲᓐᓂᕈᒪᑐᐃᓐᓇᖅᑐᖓ, ᐅᓇ ᐅᖃᖅᓯᒪᖕᒪᑦ, 

ᑕᒪᓐᓇᒎᖅ ᓱᕈᓯᕐᓂᒃ ᐱᔨᑦᓯᕐᓂᖅ ᑕᒡᕙᓂ 

ᐅᓂᒃᑲᐅᓯᐅᒪᑎᓪᓗᒍ ᑲᓇᑕᒥ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ 

ᑎᑎᕋᕐᕕᐊᓂ, ᑖᒃᓱᒥᖓ ᐅᖃᐅᓯᓕᑦ. 

 

ᐅᓇ ᐅᖃᖅᓯᒪᓂᖓ ᑐᑭᓯᒋᐊᕐᓗᒍ , ᑕᒪᓐᓇ 

ᐱᓕᕆᔭᐅᓂᖓ, ᑕᒡᕙᓐᖓᑦ ᐱᒋᐊᕐᓗᒍ. 

ᐊᑲᐅᓂᖅᐹᖑᔫᒐᓗᐊᖅ ᓄᓇᓕᖕᓄᑦ ᒥᑭᓐᓂᖅᓴᐅᔪᓄᑦ 

ᐅᖓᓯᒌᒃᑑᔪᓄᓪᓗ. ᐊᒃᓱᕈᕐᓇᖅᑑᕙᖕᒪᑦ 

ᐊᑐᖅᑎᓐᓇᓱᒋᐊᖓᓂᒃ ᐃᓄᓕᕆᓂᖅ ᑕᒪᒃᑯᓇᓂ 

ᓄᓇᓕᖕᓂ ᒥᑭᓐᓂᖅᓴᐅᔪᓂ. ᐊᒻᒪᓗ ᐊᔾᔨᐅᖏᑦᑑᓂᖓ 

ᑕᒪᓐᓇ ᐱᓕᕆᐊᖑᔭᕆᐊᖃᕐᓂᖓ ᑲᓇᑕᒥ. ᑖᓐᓇ ᖃᓄᖅ 

ᐅᖃᕋᓱᖕᒪᖔᑦ ᑐᑭᓯᔪᒪᒐᓗᐊᖅᖢᖓ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑕᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᓄᒃ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑕᖅ, ᖁᔭᓐᓇᒦᒃ 

ᐊᐱᖅᑯᑕᐅᔪᒧᑦ. ᑖᓐᓇ ᑎᑎᕋᖅᓯᒪᔪᖅ ᐅᖃᐅᓯᖃᖅᑰᕐᒪᑦ 

ᐊᔾᔨᐅᖏᓐᓂᖏᓐᓂᒃ ᐱᓕᕆᐊᒃᓴᐅᕙᒃᑐᐃᑦ 

ᐱᔨᑦᓯᕋᐅᑎᓪᓗ ᐱᓕᕆᐊᖑᕙᒃᑐᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᔨᖏᓐᓄᑦ ᓄᓇᒋᔭᒥᖕᓂ. 

ᐅᖃᐅᓯᖃᕋᓱᖅᑰᓚᐅᖅᓯᒪᒐᑦᑕ ᑖᑦᓱᒧᖓ 

ᐅᖃᒋᐊᓐᖓᐅᑎᐅᔪᓂ ᐊᓯᖏᓐᓂ ᐊᕕᒃᑐᖅᓯᒪᓂᐅᔪᓂ 

ᐃᓄᓕᕆᔨᑦ ᐱᓕᕆᐊᖃᕋᔭᖏᒻᒪᑕ ᐊᑕᐅᓯᑐᐃᓐᓇᕐᒥᒃ 

ᐃᒻᒥᒎᖓᓂᖅᓴᐅᔪᒥᒃ. ᐃᓄᓕᕆᔨᖁᑎᕗᓪᓕ 

ᐱᓕᕆᐊᖃᓲᖑᖕᒪᑕ ᐊᑕᐅᓯᐅᖏᑦᑐᓂᒃ ᐱᓕᕆᐊᒃᓴᓂᒃ 

ᐱᔨᑦᓯᕋᐅᑎᓂᓪᓘᓐᓃᒃ ᓄᓇᓕᖕᓂ ᐱᔨᑦᓯᕐᕕᒋᔭᒥᖕᓂ. 

ᖁᔭᓐᓇᒦᒃ. 
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programs or services in the communities in 

which they serve. Thank you. 

Chairman: Thank you, Mr. MacDonald. 

Mr. Enook. 

 

Mr. Enook (interpretation): Thank you, 

Mr. Chairman. In paragraph 11, it states 

that “The department has made significant 

progress in revising our statutory training 

program for staff...” The final sentence 

states that “Inuit societal values have been 

fully integrated into all aspects of this 

training.” With that, also in paragraph 13, it 

states that “The department has completed 

training with all staff (...) that imbedded 

Inuit societal values into the law.” 

 

I just wanted to get clarification, Mr. 

Chairman. Every time we ask the Hon. 

Minister in regard to Inuit societal values, 

if they are incorporated or included in the 

law, the Minister keeps stating that the 

Department of Family Services is already 

incorporating them into the program, but it 

seems like it is just starting. It seems like 

they are now just starting to be embedded. 

There seems to be a conflict between the 

two. I was wondering which one is the real 

one. Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Enook. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question. I don’t 

believe that there is a conflict. I think that 

the child and family services legislation 

had been changed and there were great 

pains to incorporate Inuit societal values 

into that legislation.  

 

What I was referring to in that section of 

the introductory statements was new 

training that was being developed for social 

services workers. I think part of that was to 

ensure that the training that was developed 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐃᓄᒃ. 

 

ᐃᓄᒃ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᐊᒻᒪᓗ ᓈᓴᐅᑎᖓ 11. 

ᐅᓇ ᐅᖃᖅᓯᒪᔪᖅ, ᑖᓐᓇᒎᖅ ᐱᓕᕆᕝᕕᐅᔪᖅ ᑕᒪᑐᒥᖓ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓂᕐᒥᒡᓗ ᑲᔪᓯᕙᓪᓕᐊᑎᑦᑎᓯᒪᖕᒪᑦ, 

ᐅᓂᒃᑳᖅᓯᒪᓪᓗᓂ. ᐅᓇ ᑭᖑᓪᓕᖅᐹᖓ ᑎᑎᕋᖅᓯᒪᓂᖓ, 

ᐃᓄᐃᑦ ᐱᖅᑯᓯᖏᑦ ᐃᓕᖅᑯᓯᖏᑕ ᐅᒃᐱᕆᔭᖏᓪᓘᓐᓃᑦ 

ᐃᓚᐅᑎᑕᐅᓕᖅᖢᑎᒡᓗ ᐃᓕᓐᓂᐊᕐᓂᓕᒫᑉ ᐃᓗᐊᓂ, 

ᐃᓕᓐᓂᐊᖅᑎᑦᓯᓂᓕᒫᑉ ᐃᓗᐊᓂ. ᑖᓐᓇᐅᓚᕐᒪᑦ. ᐊᒻᒪᓗ, 

15 ᓈᓴᐅᑎᖓ, ᐅᖃᖅᓯᒪᓪᓗᓂ, ᑕᒪᒃᑯᐊᒎᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑏᒡᒎᖅ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓯᒪᖕᒥᔪᑦ ᑕᒪᒃᑯᐊ 

ᐃᓄᐃᑦ ᐱᒃᑯᒋᔭᖏᑦ ᐃᓚᐅᓕᖅᑎᑕᐅᖁᓪᓗᒋᑦ ᒪᓕᒐᐅᑉ 

ᐃᓗᐊᓂ. 

 

ᐅᓇ ᑐᑭᓯᒋᐊᕈᒪᔭᕋ, ᐃᒃᓯᕙᐅᑕᖅ, ᐊ ᔪᖅᑳᖅ ᒥᓂᔅᑐ 

ᐊᐱᕆᔭᕌᖓᑦᑎᒍ, ᐃᓄᐃᑦ ᐱᒃᑯᒋᔭᖏᑦ 

ᐃᓚᐅᑎᑕᐅᖕᒪᖔᑕ? ᑖᒃᑯᓇᓂ ᒪᓕᒐᐅᔪᓂ ᐅᖃᓲᖑᖕᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒡᒎᖅ ᐊᑐᖅᑕᐅᕙᒌᖅᑐᑦ; ᑕᐃᒪᓐᖓᓕᒫᖅ 

ᐅᖃᖃᑦᑕᑕᕐᒪᑦ ᒥᓂᔅᑐ, ᑕᒪᒃᑯᐊ ᒎᖅ 

ᐃᓚᐅᑎᑕᐅᕙᒌᖅᑐᑦ. ᐅᕙᓂᓗ ᐅᖃᖅᑰᔨᓪᓗᓯ 

ᐃᓚᐅᑎᑕᐅᓇᓱᓕᓵᖅᑐᑦ. ᑕᐃᒪᓐᖓᓪᓗ 

ᐊᐱᖅᑯᑎᒋᔭᕌᖓᑦᑎᒍ ᒪᓕᒐᓕᐅᖅᑎᑐᐃᓐᓇᖅᑎᒍᑦ, 

ᐃᓄᐃᒡᒎᖅ ᐅᒃᐱᕆᔭᖏᑦ ᐃᓚᐅᔪᑦ ᐃᓄᓕᕆᓂᕐᒧᑦ, 

ᓱᕈᓯᓕᕆᓂᕐᒧᓪᓗ. ᐃᓚᐅᑎᑕᐅᖏᓐᓇᖅᑐᒡᒎᖅ. ᐅᑯᐊᓗ 

ᐅᖃᓕᕆᓪᓗᓯ, ᓲᕐᓗ ᐃᓚᐅᑎᑕᐅᕙᓪᓕᐊᓇᓱᓕᓵᖅᑐᑦ. 

ᐅᖃᐅᔾᔭᐅᕙᒃᖢᑕ ᐃᓕᓐᓂᐊᖅᓯᒪᔪᒡᒎᖅ ᑕᒪᑐᒥᖓ 

ᐃᓚᐅᑎᑦᑎᔭᕆᐊᖃᕐᓂᕐᒥᒡᓗ. ᑖᒃᑯᐊ 

ᑐᑭᓯᑦᑎᐊᕈᓐᓃᕐᒥᔭᕋ ᓇᓪᓕᐊᑦ ᓱᓕᖕᒪᖔᑕ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑕᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᓄᒃ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑳᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ, ᖁᔭᓐᓇᒦᒃ 

ᐊᐱᖅᑯᑎᐅᔪᒧᑦ. ᑭᐳᒃᓯᒪᐅᑎᓂᖃᖅᑰᖏᒻᒪᑦ, ᐃᓱᒪᕗᖓᓕ 

ᐃᓚᒌᒃᑐᓕᕆᔨᒃᑯᑦ ᓱᕈᓯᓕᕆᔨᒃᑯᓐᓄᑦ ᒪᓕᒐᖅ 

ᐊᓯᔾᔨᖅᑕᐅᓯᒪᓕᕐᒪᑦ ᐊᒃᓱᕈᑎᒻᒪᕆᐊᓘᓚᐅᖅᓯᒪᓪᓗᓂ 

ᐃᓚᓕᐅᖅᑕᐅᖁᓪᓗᒋᑦ ᐃᓄᐃᑦ ᐅᒃᐱᕆᔭᖏᑦ ᑕᐃᑯᖓ 

ᒪᓕᒐᐅᔪᒧᑦ. 

 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋᓕ ᑕᐃᑲᓂ ᐅᖃᐅᓯᐅᒋᐊᓐᖓᐅᑎᐅᔪᓂ 

ᓄᑖᑦ ᐃᓕᓴᐅᑎᓴᐅᔪᐃᑦ ᐋᖅᑭᒃᑕᐅᕙᓪᓕᐊᔪᑦ ᒪᓕᒐᕐᒧᑦ 

ᐃᓕᔭᐅᓇᓱᓪᓚᕆᓚᐅᖅᓯᒪᒻᒪᑕ ᐃᒪᓐᓇ ᐅᖃᐅᓯᕆᔭᒃᑲ 

ᑕᕝᕙᓂ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᒃᑲ ᒫᓐᓇ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓕᒻᒪᑕ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᐅᔪᑦ 
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kept pace with the changes to the 

legislation and, more importantly perhaps, 

ensured that our frontline workers, many of 

them coming from other jurisdictions, 

would have a guaranteed opportunity to 

receive some training and familiarization 

on Inuit societal values before moving into 

a community to work. I think that’s the 

point we were trying to make with that 

comment. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Does anyone else have any general 

comments that would not be covered under 

the section-by-section review of the report? 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. I say “good 

day” to the people of Baker Lake and 

Nunavut. On the same page, page 3, as my 

colleague had alluded to or asked a 

question in regard to this issue, I’m going 

to ask a totally different question in regard 

to Inuit societal values that we need to 

incorporate into the social service worker 

training program. You’re stating that they 

are being embedded.  

 

My question pertains to the smaller 

communities or communities that don’t 

have social service workers and they 

receive social workers from the adjacent 

communities who sometimes stay in the 

community for a couple months or I don’t 

know how many weeks. What about these 

social workers who go to a different 

community to do their social work, 

especially when the social workers are not 

beneficiaries? Are they given some 

training? Thank you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Mikkungwak. 

I’ll allow the question to Mr. MacDonald 

but I would like to remind Members that 

these are for just general comments or 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕙᓪᓕᐊᓕᕐᒪᑕ ᐃᓚᒋᓪᓗᓂᐅᒃ ᑖᔅᓱᒪ. 

 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᖃᑦᑕᕐᓗᑎᒃ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓂᒃ 

ᓴᓇᖃᑦᑕᕐᓗᑎᒃ ᒪᓕᒐᕐᔪᐊᓂᒃ ᐊᖑᒻᒪᑎᓂᐊᕐᒪᑕ ᐊᒻᒪᓗ 

ᐱᒻᒪᕆᐅᓂᖅᐹᒃᑯᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᑏᑦ 

ᐊᓯᖏᓐᓂᓐᖔᖅᑐᑦ ᓄᓇᕘᑉ ᓯᓚᑖᓃᓐᖓᖅᑐᑦ 

ᐱᕕᒃᓴᖃᑦᑎᐊᕈᓐᓇᕐᓂᐊᕐᒪᑕ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑎᐊᕈᓐᓇᕐᓗᑎᒃ ᐃᓄᐃᑦ 

ᐊᓐᓂᕆᔭᖏᓐᓂᒃ ᐱᐅᓯᑦᑎᐊᕙᖏᑕᓗ ᓄᓇᓕᖕᓄᑦ 

ᓄᒃᑎᕐᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᓚᐅᖏᓐᓂᖏᓐᓂᒃ. ᑕᕝᕙ 

ᑕᐃᒪᓐᓇ ᐋᖅᑭᒐᓱᖅᑰᖅᑲᐅᒐᓗᐊᖅᑕᕗᑦ ᐅᖃᐅᓯᕆᔭᕗᑦ 

ᑖᓐᓇ ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ) ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᑭᓇᒃᑲᓐᓂᖅ ᐅᖃᐅᓯᒃᓴᖃᖅᐸ ᑭᓱᑐᐃᓐᓇᕐᓄᑦ 

ᑐᕌᖅᑕᐅᓯᒪᔪᓂᒃ ᑕᕝᕙᓂ ᐅᖃᐅᑕᐅᓯᒪᓐᖏᑦᑐᓂᒃ 

ᕿᒥᕐᕈᓇᒍᑎᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ ᓈᐃᓴᐅᑎᓂᒃ ᐅᓂᒃᑳᓂᒃ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑖᖅ ᐅᑉᓗᒃᑰᖅᖢᒋᓪᓗ 

ᖃᒪᓂᑦᑎᐊᕐᒥᐅᑕᐃᑦ, ᓄᓇᕘᒥᐅᑕᓪᓗ. ᑕᒡᕙᓂᑦᓴᐃᓐᓇᖅ 

ᕼᐅᓕ ᒪᒃᐱᒐᖓᓂ 3, ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒋᔭᒪ 

ᐃᓚᖓᒍᑦ ᐊᐱᖅᑯᑎᒋᔮ ᑭᕼᐃᐊᓂ ᑕᐅᑐᒃᑕᑉᑯᓪᓕ 

ᐊᓪᓚᑦᓯᐊᒥᐊᒥ ᐊᐱᖅᑯᑎᖃᕐᓂᐊᕋᒪ. ᑖᓐᓇ ᐃᓄᐃᑦ 

ᐃᓕᖅᑯᕼᐃᐊ ᐱᖅᑯᕼᐃᐊ ᐊᑐᓕᖅᑕᐅᔭᕆᐊᖃᒻᒪᑦ, ᐃᓛᒃ 

ᐃᓕᓐᓂᐊᕐᓂᕐᒧᑦ ᐱᓕᕆᔨᐅᔪᓄᑦ ᐃᓄᓕᕆᔨᓂᑦ. ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᕼᐅᐊᒐᕋᓕ ᑕᐃᒪ ᐊᑐᖅᑕᐅᒻᒪᓐᖒᖅ 

ᑕᒪᐃᓐᓂᓗᒃᑖᖅ ᐃᓄᓕᕆᔨᓂᒃ ᐱᓕᕆᔨᐅᔪᓄᑦ.  

 

 

ᑖᓐᓇᓕ ᐊᐱᖅᑯᑎᒋᔭᕋ ᓄᓇᓕᕋᓛᖑᔪᓂᒃ ᐅᕝᕙᓘᓐᓃᑦ 

ᓄᓇᓕᓐᓂᑦ ᑕᒪᒃᑯᓂᖓ ᐃᓄᓕᕆᔨᑕᖃᓗᐊᓐᖏᑦᑐᓂᒃ, 

ᑎᑭᑕᐅᕙᒻᒪᑕ ᑕᒪᒃᑯᓂᖓ ᐃᓄᓕᕆᔨᓂᒃ 

ᐱᓕᕆᔭᖅᑐᕼᐃᒪᔪᓂᒃ, ᑕᖅᑭᓂᒡᓘᓐᓃᑦ ᒪᕐᕉᓐᓄᑦ 

ᐱᖓᕼᐅᓄᑦ ᓴᓇᑦᑕᐃᓕᓄᑦ ᖃᑉᕼᐃᓄᒃᑭᐊᖅ. ᑕᒪᒃᑯᐊᓕ 

ᐱᓕᕆᔭᖅᑐᓚᐅᖅᑕᖅᑐᓐ ᓄᓇᓕᓐᓄᑦ ᖃᓄᖅ 

ᑕᒪᑦᓱᒥᓐᖓᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕙᒃᐸᑦ ᐊᒻᒪᓗ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓪᓗᐊᕕᒃᑕᖅᐸᑦ 

ᓄᓇᓕᒻᒥᐅᑕᐅᓪᓗᐊᕕᓐᖏᑎᓪᓗᒋᑦ? ᒪ’ᓇ ᐃᒃᕼᐃᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ) ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᐊᐱᖅᑯᑎᒃᓴᖅ ᒥᔅᑕ ᒥᑭᓐᖑᐊᒻᒧᑦ, ᐃᓛᒃ ᒥᔅᑕ 

ᒪᒃᑖᓐᓅᓪᑦᒧᑦ ᑭᐅᔭᐅᓂᐊᖅᑐᑦ. ᑭᓱᑐᐃᓐᓇᒻᒧᑦ ᑐᕌᖓᔪᒥᒃ 

ᐊᐱᖅᓲᑎᖃᖃᑦᑕᓪᓗᓯ ᐸᐃᑉᐹᓂᒃ 

ᑎᑎᕋᖃᓯᐅᔾᔭᐅᓯᒪᓐᖏᑦᑐᓂᒃ ᐊᐱᖅᑯᑎᖃᖃᑦᑕᓪᓗᓯ.  
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general questions of material that is not 

covered as part of the review, just under the 

opening comments. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to thank the 

Member for the question. In terms of 

training, when a community social services 

worker is transferred from one community 

to another, normally what they would 

receive is a briefing from their supervisor. 

If possible, if there was overlap with a 

predecessor who was in the area, a debrief 

on case files and aspects of the community 

that the worker would need to be aware of, 

very often that doesn’t occur, but we do try 

to ensure that the supervisor has an 

opportunity to debrief the new worker 

coming into the community. Aside from 

that, I think that there is no formal training 

that occurs with respect to the community 

itself. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Anyone else with any general comments? 

I’ve got a general comment.  

 

Upon receiving the Quality Protects Action 

Plan this afternoon and I appreciate having 

that document put in front of us... . At our 

last proceedings… . I’m hoping that people 

from other departments with upcoming 

reviews from the Office of the Auditor 

General across the Government of Nunavut 

will pay particular attention to this. We 

would prefer and wish to get those reports 

sooner than the day of the hearing. It 

doesn’t give us an opportunity to go over 

the material that’s covered within it. It also 

doesn’t give us time to answer some of the 

questions amongst ourselves of how to 

proceed with these hearings.  

 

The Office of the Auditor General made a 

suggestion during the last hearing that we 

receive these types of documents a week to 

 

 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᖅᐸᕋ ᒪᓕᒐᓕᐅᖅᑕᐅᖃᑕᐅᔪᖅ ᐊᐱᕆᖕᒪᑦ. 

ᑕᕝᕙᓂ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓂᐅᑉ ᒥᒃᓵᓄᑦ, ᓄᓇᓕᖕᓂᑦ 

ᐃᓄᓕᕆᔩᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᓯᐊᓄᑦ ᓄᓇᓕᖕᒧᑦ 

ᓄᒃᑎᖅᑕᐅᑎᖃᑦᑕᖅᑎᓪᓗᒋᑦ, ᐃᒪᓐᓇ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᖅᑐᑦ. ᐊᖓᔪᖅᑳᖓᓐᓂᒃ 

ᓱᖏᐅᓴᖅᑕᐅᓪᓗᑎᒃ ᐊᔪᓐᓇᖏᑦᑕᕌᖓᑦ ᑕᐃᒃᑯᐊ 

ᑭᖑᓂᖓᓂ ᑕᐃᓐᓇ ᓯᕗᓪᓕᕐᒥ ᐃᓄᓕᕆᔨᐅᓚᐅᖅᑐᒧᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᖅᑐᑦ ᑭᖑᕝᕕᖅᑕᐅᓂᐊᖅᑎᓪᓗᒍ 

ᑖᓐᓇ ᐃᓄᓕᕆᔨ. ᑕᐃᒪᓐᓇᐃᓕᖓᒐᔪᓐᖏᑦᑑᒐᓗᐊᖅ 

ᑭᓯᐊᓂ ᑖᓐᓇ ᐊᖓᔪᖅᑳᕆᔭᐅᔪᖅ ᑕᐃᒪᓐᓇ 

ᐅᓂᒃᑳᖃᑦᑕᖅᑎᑕᐅᔪᖅ ᓄᑖᒥᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᒧᑦ. 

ᑕᐃᒪᓐᓇᐃᓕᐅᖃᑦᑕᖅᑐᑦ, ᑭᓯᐊᓂ ᐸᐃᑉᐹᖅᑎᒍᑦ 

ᒪᓕᒐᖅᑕᖃᓐᖏᑦᑐᖅ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᔭᕆᐊᖃᕐᓂᕐᒥᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. ᖁᔭᓐᓇᒥᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ) ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᑭᓇᒃᑲᓐᓂᖅ ᐅᖃᐅᓯᒃᓴᖃᖅᐹ ᑭᓱᑐᐃᓐᓇᕐᓄᑦ 

ᑐᕌᖓᔪᓂᒃ? ᐅᖃᐅᓯᒃᓴᖃᕐᒥᒐᒪ. 

 

 

ᑖᒃᑯᐊ ᐱᓚᐅᖅᑎᓪᓗᒋᑦ ᐅᓐᓄᓴᒃ ᐊᐅᓚᔾᔭᐃᒋᐊᕐᓂᕐᒥᒃ 

ᐸᕐᓇᐅᑎᒋᔭᐅᔪᓂᒃ ᖁᔭᓕᕗᖓ. ᑕᐃᒃᑯᐊ ᑎᑎᖅᑲᑦ 

ᖃᐃᑕᐅᖅᑲᐅᖕᒪᑕ ᓵᑦᑎᓐᓄᐊᖅᑕᐅᖕᒪᑕᓗ. ᑭᖑᓪᓕᖅᐹᒥ 

ᑲᑎᒪᑎᓪᓗᑕ ᐊᓯᑦᑎᓐᓃᓐᖔᖅᑐᑦ ᐱᓕᕆᕕᖕᒦᓐᖔᖅᑐᑦ 

ᕿᒥᕐᕈᓇᒃᑕᐅᓂᐊᖅᑎᓪᓗᒋᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓄᑦ 

ᕿᒥᕐᕈᓇᖃᑦᑕᖅᓯᒪᔪᐃᓐ ᓄᓇᕘᒥ 

ᐃᓯᒋᓂᖅᓴᕆᓂᐊᕋᑦᑎᒍᑦ ᑕᒪᓐᓇ. ᐸᐃᑉᐹᓂᒃ 

ᑎᑎᕋᖅᓯᒪᔪᓂᒃ ᓈᓚᒃᑎᐅᓗᑕ ᑲᑎᒪᓚᐅᓐᖏᓐᓂᑦᑎᓐᓂ, 

ᐸᐃᑉᐹᑦ ᑎᑎᖅᑲᑦ ᖃᐃᑕᐅᖃᑦᑕᓚᐅᕐᓕᑦ. ᑕᐃᒪᓐᓇ 

ᑭᐅᔪᓐᓇᖃᑦᑕᕐᓂᐊᕋᑦᑕ ᐊᐱᖅᑯᑎᐅᔪᑦ ᐃᓚᖓᓐᓂ. 

ᖃᐃᑕᐅᕙᒌᖃᑦᑕᕐᓗᑎᒃ ᑎᑎᖅᑲᐃᑦ ᖃᓄᖅ 

ᐃᖏᕐᕋᓂᖃᕐᓂᐊᕐᒪᖔᓪᓗ ᐋᖅᑭᒃᓱᐃᖃᑦᑕᕐᓂᐊᕋᑦᑕ 

ᓈᓚᒃᑎᐅᓗᑕ ᑲᑎᒪᑎᓪᓗᑕ. 

 

 

 

ᑭᖑᓪᓕᕐᒥ, ᐃᓛᒃ ᓯᕗᓪᓕᕐᒥ ᑲᑎᒪᑎᓪᓗᑕ ᑕᐃᒪᓐᓇ 

ᓈᓚᒃᑎᐅᓪᓗᑕ ᐱᓇᓱᐊᕈᓰᖕᓂᒃ ᒪᕐᕉᖕᓄᑦ ᐸᐃᑉᐹᓂᒃ 

ᑐᓂᔭᐅᖅᑳᖃᑦᑕᕆᐊᖃᕋᑦᑕ ᑲᑎᒪᒋᐊᓚᐅᓐᖏᑦᑎᓐᓂ. 

ᐊᐅᓚᔾᔭᐃᒋᐊᕐᓂᕐᒧᑦ ᐸᓐᓇᐅᑎᖃᕐᒥᖕᒪᑕ ᑕᐃᒃᑯᐊ 
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two weeks in advance of the hearing so that 

we can make it part of our packages as well 

too.  

 

With regard to the opening comments, 

there was a residential care action plan that 

was mentioned in the opening comments. I 

was wondering if that report will also be 

made available to this Committee before 

the end of the proceedings. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. When that report is complete, 

the department would be more than happy 

to table that so you could take a look at it. 

Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Any other general comments? Being none, 

at this time, we will take a 10-minute break 

and we will return with the paragraph-by-

paragraph consideration of the 2014 report. 

Thank you. 

 

>>Committee recessed at 14:05 and 

resumed at 14:16 

 

Chairman: Welcome back, everyone. At 

this time, I would like to, following the 

agenda, go to No. 8, the paragraph-by-

paragraph consideration of the 2014 Report 

of the Auditor General of Canada to the 

Legislative Assembly of Nunavut – 

Follow-up Report on Child and Family 

Services in Nunavut. I would like to start 

off with the introductions, paragraphs 1 

through 13. Any questions or comments? 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you very much, 

Mr. Chairman. Good afternoon to 

everybody here and watching on TV. 

Keeping in mind that this department is a 

very difficult area of the government to 

provide a service for, there’s nothing easy 

ᐸᖅᑭᔭᐅᕕᐅᑉ ᐃᓗᐊᓃᑦᑐᓂᒃ. 

 

 

 

 

 

ᑖᓐᓇᑦᑕᐅᖅ ᐊᑐᐃᓐᓇᕈᖅᑕᐅᓂᐊᕆᕚ ᐅᓂᒃᑳᓕᐊᖅ 

ᑲᑎᒪᓂᕆᔭᕗᑦ ᓈᓚᒃᑎᐅᓗᑕ ᐱᔭᕇᓚᐅᓐᖏᓐᓂᖓᓂ? 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐅᓂᒃᑳᖅ ᐱᔭᕇᖅᐸᑦ, ᐱᓕᕆᕕᕗᑦ ᐱᔭᕇᖅᓯᒃᐸᑕ 

ᐃᓕᔅᓯᓐᓄᑦ ᑐᓂᔭᐅᔪᓐᓇᓛᖅᑐᖅ, ᕿᒥᕐᕈᓇᓚᐅᕐᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᐊᓯᖏᓐᓂᑦ ᐅᖃᐅᓯᒃᓴᖅᑕᖃᖅᐹ? ᐱᑕᖃᓐᖏᑉᐸᑦ 

ᒫᓐᓇᐅᔪᖅ 10 ᒥᓂᔅᓯᒥᑦ ᕿᑲᑲᐃᓐᓇᕐᓂᐊᕋᑦᑕ, 

ᐅᑎᕐᓂᐊᖅᑐᒍᑦ ᐃᓛᒃᑰᖅᑎᕆᓗᒋᑦ ᓈᓴᐅᑎᖏᑦ 

ᕿᒥᕐᕈᓇᒡᓗᑕ 2014-ᒥ ᐅᓂᒃᑳᓕᐊᕆᔭᐅᓯᒪᔪᑦ. 

 

 

>>ᓄᖅᑲᑲᐃᓐᓇᖅᑐᐃᑦ 14:05ᒥ ᑲᔪᓯᒃᑲᓂᖅᑐᑎᓪᓗ 

14:16ᒥ 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐅᑎᕋᔅᓯ. ᒫᓐᓇᒃᑯᑦ 

ᑲᑎᒪᔾᔪᑎᒃᓴᕗᑦ ᒪᓕᓪᓗᒍ ᓈᓴᐅᑎᓕᒃ 8-ᒧᐊᕐᓂᐊᖅᐳᒍᑦ 

ᑎᑎᕋᖅᓯᒪᓂᖏᑦ ᓇᓪᓕᑭᑕᕐᓂᐊᕐᓗᒋᑦ 2014-ᒥ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑲᓇᑕᒥ ᐅᓂᒃᑳᖓ ᓄᓇᕗᑦ 

ᒪᓕᒐᓕᐅᕐᕕᖓᓐᓄᑦ - ᐃᓄᓕᕆᔨᒃᑯᓐᓄᐊᖓᔪᒥᒃ. 

ᐱᒋᐊᕐᓗᒍᖃᐃ ᓈᓴᐅᑎᖏᑎᒍᑦ ᕿᒥᕐᕈᓇᓂᐊᓕᕋᑦᑕ 1-ᒥ 

- 13-ᒧᑦ. ᐊᐱᖅᑯᑎᔅᓴᖅᑕᖃᖅᐸ ᐅᖃᓯᒃᓴᐃᓪᓘᓐᓃᑦ? 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

 

 

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᓐᓄᓴᒃᑯᑦ ᐃᓘᓐᓇᓯ ᑕᕝᕙᓃᑦᑐᓯ. ᑕᓚᕖᓴᒃᑯᓪᓗ 

ᑕᑯᓐᓇᖅᑐᑦ, ᐅᓐᓄᓴᒃᑯᑦ. ᐃᖅᑲᐅᒪᓗᓯ ᐱᓕᕆᕕᒃ ᑖᓐᓇ 

ᐱᔭᕐᓂᖏᑦᑐᕈᓗᒻᒥᑦ ᑲᒪᖃᑦᑕᕐᒪᑕ, ᒐᕙᒪᒃᑯᓐᓂᑦ 

ᐱᔨᒃᓯᕈᑎᐅᖃᑦᑕᖅᑐᖅ, ᐱᔭᕐᓂᖏᑦᑑᑎᐊᓗᓐᓂᑦ 

ᐱᔨᑦᑎᕈᑎᖃᖃᑦᑕᕐᒪᑕ ᐃᓄᓕᕆᓪᓗᑎᑦ.  
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about doing social work.  

 

In reading the report, though, I was quite 

alarmed to read about standards not being 

met. I wonder, then, as a department, how 

do you know that the children under your 

care are safe? It’s the standards that ensure 

that correct procedures are being followed 

to ensure the safety of children. I guess I 

would direct that to the department. Thank 

you, Mr. Chairman. 

 

Chairman: Thank you for that question. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. I 

think you make a good point and I’m not 

going to mince words with you. I think that 

it’s very difficult for the department to 

have a true understanding of whether 

children are safe if our own internal 

reporting procedures are not as accurate or 

timely as they should be.  

 

I think the report by the Office of the 

Auditor General pointed that out and we’re 

in full agreement with that. As we go 

through the action plan, I am confident that 

some of our plans to try to address that 

very issue will kind of make our way 

forward clear. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Thank you for that answer. I think there’s a 

lot of work to do there.  

 

Can you tell us what is the current social 

worker or supervisor occupancy rate right 

now? I know that there have been some 

challenges in filling those positions. Thank 

you, Mr. Chairman. 

 

 

 

ᐅᓂᒃᑳᓕᐊᒃᓴᑦ ᐃᓗᐊᓂ, ᑕᑕᒥᕈᔪᓚᐅᕋᒪ ᑕᒪᒃᑯᐊ 

ᒪᓕᑦᑕᐅᖃᑦᑕᖏᒻᒪᑕ ᐊᔾᔨᒌᓕᖅᑎᑕᐅᓯᒪᔪᑦ ᒪᓕᒐᖏᑦ. 

ᐱᓕᕆᑯᐅᓪᓗᓯᓕ, ᖃᓄᐊᓗᓪᓕ ᖃᐅᔨᒪᖃᑦᑕᖅᐱᓯ ᓱᕈᓰᑦ 

ᐸᖅᑭᔭᓯ ᐊᑦᑕᕐᓇᖏᑦᑐᒦᒃᑲᓗᐊᕐᒪᖔᑕ? ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᐊᔾᔨᒌᓕᖅᑎᑕᐅᓯᒪᔪᖅ ᒪᓕᒐᐅᒻᒪᑕ. ᑕᒻᒪᖅᓯᒪᓐᖏᓪᓗᑎᒃ 

ᒪᓕᒐᐊᕐᓗᑎᑦ ᓱᕈᓯᓕᕆᔾᔪᑎᖃᕆᐊᖃᕐᒪᑕ. ᑖᓐᓇ 

ᐱᓕᕆᕕᒻᒧᑦ ᐊᐱᖅᑯᑎᒐ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐃᖅᑯᓪᓕᐅᑎᒋᔭᐃᑦ ᐊᒃᓱᐊᓗᒃ ᐊᑑᑎᖃᖅᑰᖅᑐᖅ ᑭᓯᐊᓂ 

ᑖᓐᓇᐃᓛᒃ ᐊᖏᖃᑎᒌᒍᑦ ᐱᔭᕐᓂᖏᑦᑐᕈᓘᒻᒪᑦ, 

ᓱᖅᑯᐃᖅᓯᓯᒪᑦᑎᐊᕆᐊᒃᓴᖅ ᓱᕐᕈᓰᑦ 

ᐊᑦᑕᕐᓇᖏᑦᑐᒦᒃᑲᓗᐊᕐᒪᖔᑕ. 

ᑎᑎᕋᖅᐸᓪᓕᐊᔭᕆᐊᖃᖅᑕᕗᑦ ᒪᓕᑦᑕᐅᖏᑎᓪᓗᒋᑦ. 

ᓇᓕᖅᑯᑎᓯᒪᓐᖏᑎᓪᓗᒋᑦ ᑭᖑᕙᖅᓯᒪᖃᑦᑕᖅᑎᓪᓗᒋᓪᓗ. 

 

 

 

 

ᑕᐃᓐᓇ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ ᐅᓂᒃᑳᓕᐊᖓᑦ 

ᐅᖃᓚᐅᕐᒪᑦ ᑕᐃᒪᓐᓇ. ᑕᐃᒪᐃᓐᓂᕋᖅᑕᐅᓪᓗᑕ 

ᕿᒥᕐᕈᓇᒃᑯᕕᒐ ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑏᑦ ᐸᕐᓇᐅᑏᑦ ᑖᒃᓱᒧᖓ 

ᑭᐅᒋᐊᕈᑎᖃᖅᓯᒪᔪᑦ, ᑕᐃᑲᓂ 

ᓇᓗᓇᐃᑦᑎᐊᑲᓐᓂᖅᓯᒪᔪᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᑎᔨᒍᑦ) ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑭᐅᒐᕕᑦ ᑕᐃᒪᓐᓇ, ᐄ, ᐊᒃᓱᐊᓗᒃ 

ᐃᖅᑲᓇᐃᔭᕆᐊᖃᖅᑐᒍᑦ ᑖᒃᓱᒧᖓ, ᐃᓛᒃ 

ᐱᓕᕆᐊᒃᑲᓴᖃᖅᑐᒍᑦ. 

 

ᖃᓄᐃᓕᖓᒻᒪᑕᓕ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐊᖓᔪᖅᑳᖏᑦ, ᑕᐃᑲ 

ᐃᓐᓄᑦᑕᐅᖃᑦᑕᖅᐹᑦ? ᐃᓐᓄᒃᓴᖅᑕᐅᖃᑦᑕᖏᒻᒪᑕᐃᓛᒃ 

ᐱᔭᕐᓂᖃᑦᑕᖏᒻᒪᒎᖅ ᐃᓐᓄᒋᐊᒃᓴᖅ ᑕᐃᒃᑯᐊ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 
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Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to thank you for the 

question again. At the moment, I’ll just run 

through some statistics for you just so that 

you’re aware. 

 

Total staff we have currently in place are 

44 social workers, we have 7 supervisors 

and 3 managers, and there are 3 vacancies 

right there. Of those, there are 14 

beneficiaries and 46 non-beneficiaries and 

that translates into 23 percent beneficiaries 

and 77 percent non-beneficiaries. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Thank you for that answer. For Iqaluit 

specifically, I think, in the House in June, I 

asked a question about social workers in 

Iqaluit and whether or not they could speak 

Inuktitut. The answer was that there was 

nobody who was bilingual. Has that 

position changed now currently? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald.  

 

Mr. MacDonald: Mr. Chairman, I would 

like to refer that question to Mark Arnold, 

Deputy Director of Child and Family 

Services. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Arnold. 

 

Mr. Arnold: Thank you. Yes, that position 

has changed. We now have a social worker 

who is fully bilingual. Thank you. 

 

Chairman: Thank you, Mr. Arnold. Ms. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃᑲᓂᖅᐸᒋᑦ ᐊᐱᕆᒐᕕᑦ. ᒫᓐᓇᐅᔪᖅ 

ᐅᓂᒃᑳᒐᓛᑲᐃᓐᓇᕐᓚᒃᑲ ᑕᐃᒃᑯᐊ, ᖃᐅᔨᒪᓂᐊᕋᕕᑦ 

ᖃᓄᐃᓕᐅᖃᑦᑕᕐᒪᖔᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ. 

 

ᒫᓐᓇᐅᔪᖅ 44-ᖑᓪᓗᑎᑦ ᐃᓄᓕᕆᔩᑦ, 7 ᐊᖓᔪᖅᑳᑦ, 

ᐊᒻᒪᓗ 3 ᐊᖓᔪᖅᑳᑲᓐᓃᑦ, ᐊᒻᒪᓗ 3 

ᐃᓐᓄᑦᑕᐅᓯᒪᖖᒋᑦᑐᑦ ᐃᖅᑲᓇᐃᔮᑦ ᐃᓃᑦ. 

ᑕᕝᕙᖔᖅᓯᒪᔪᓂᑦ 14-ᖑᔪᑦ ᓄᓇᖃᖅᑳᖅᓯᒪᔪᑦ ᐊᒻᒪ 

ᐊᐃᑉᐸᖏᑦ ᖃᓪᓗᓈᖑᓪᓗᑎᑦ, ᐃᓛᒃ 

ᓄᓇᑖᖃᑕᐅᓯᒪᓐᖏᑦᑐᑦ 23 ᐳᓴᓐ ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ 77 

ᐳᓴᓐ ᓄᓇᑖᖃᑕᐅᓯᒪᓐᖏᑦᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. 

ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ. 

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑭᐅᔾᔪᑎᖓᓄᑦ. ᐃᖃᓗᐃᑦ ᑐᕌᖓᔪᒥᒃ 

ᐅᕙᓂ ᒪᓕᒐᓕᐅᕐᕕᒻᒥ ᔫᓂᐅᑎᓪᓗᒎᖅᑰᖅᑐᖅ 

ᐊᐱᕆᓚᐅᖅᓯᒪᒐᒪ ᐃᓄᓕᕆᔩᑦ ᒥᒃᓵᓄᑦ ᑕᒫᓂ 

ᐃᖃᓗᓐᓂ ᐃᓄᒃᑎᑑᕈᓐᓇᕐᒪᖔᑕ ᐊᒻᒪ 

ᑭᐅᔭᐅᓚᐅᖅᓯᒪᓪᓗᖓ ᒪᕐᕉᓐᓂᒃ 

ᐅᖃᐅᓯᖅᑕᖃᖅᑐᖃᓐᖏᒻᒪᒡᒎᖅ. ᑕᒪᓐᓇ ᐊᓯᔾᔨᖅᓯᒪᓕᖅᐹ 

ᒫᓐᓇᒃᑯᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᑖᓐᓇ ᑭᐅᔭᐅᖁᔭᕋᓗᐊᕋ ᒫᒃ 

ᐋᓅᒻᒧᑦ ᑲᒪᔨᒧᑦ ᑐᖏᓕᕆᔭᐅᔪᖅ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. 

ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐋᓅᑦ. 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐄ, ᑕᐃᓐᓇ 

ᐃᖅᑲᓇᐃᔮᒃᓴᖅ ᐊᓯᔾᔨᖅᓯᒪᓕᖅᑐᖅ ᐃᓄᓕᕆᔨᖃᓕᖅᑐᑕ 

ᑕᒪᒡᒌᓐᓂᒃ ᐅᖃᐅᓯᓕᒻᒥᒃ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐋᓅᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ. 
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Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Can the department tell us if all 

communities have bilingual social workers 

working in them? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Currently, no, not all 

communities have bilingual social services 

workers. We do have vacancies and most 

of the social services workers are 

unilingual. Thank you. 

 

Chairman: Thank you. Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

What kinds of challenges does that pose for 

your department? I think right away about 

confidentiality and having to have 

interpreters and the availability of 

interpreters. How do you deal with that 

problem? Thank you, Mr. Chairman. 

 

Chairman: Good question, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question. There’s 

no question that it does put a strain on the 

clerk interpreters and we rely on them to a 

greater degree than would otherwise be the 

case if we did have bilingual social 

workers. In order to deal with that issue, 

we tend to try to rely on them more and 

more training in an attempt to address that 

deficiency. No question that it is an issue. 

Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐱᓕᕆᕕᑎᒍᑦ ᐅᖃᐅᔾᔭᐅᔪᓐᓇᖅᐱᑖ ᓄᓇᓕᓕᒫᑦ 

ᒪᕐᕉᓐᓂᒃ ᐅᖃᐅᓯᓖᓐᓂᒃ ᐃᓄᓕᕆᔨᖃᕐᒪᖔᑕ? 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇᒃᑯᑦ 

ᐋᒡᒐ, ᓄᓇᓕᓕᒫᒍᓐᖏᑦᑐᑦ ᒪᕐᕉᓐᓂᒃ ᐅᖃᐅᓯᓕᓐᓂᒃ 

ᐃᓄᓕᕆᔨᑕᖃᓐᖏᑦᑐᑦ. ᐃᓄᑦᑕᕆᐊᖃᖅᑐᖃᕋᓗᐊᖅᑐᒍᑦ 

ᐊᒻᒪᓗ ᐊᑕᖏᐸᓗᒃᑐᑦ ᐃᓄᓕᕆᔩᑦ ᒪᕐᕉᓐᒃ 

ᐅᖃᐅᓯᓕᐅᕗᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖃᓄᐃᑦᑐᓂᒃ ᐱᔭᕐᓂᖏᑦᑐᖅᑕᖃᖅᐸᑉᐱᓯ ᑕᒪᑐᒨᓇ? 

ᐃᓱᒪᓲᖑᒐᒪ ᑲᓐᖑᓇᖅᑎᑕᐅᓯᒪᔭᕆᐊᓕᓐᓂᒃ 

ᑐᓵᔨᑕᖃᕆᐊᖃᖅᑕᕋᓗᐊ. ᑕᒪᓐᓇᓕ ᖃᓄᖅ 

ᐱᓕᕆᐊᕆᕙᑉᐱᓯᐅᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᐱᖅᑯᑎᑦᑎᐊᕙᒃ, ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᖅᑯᑎᒧᑦ. ᓇᓗᓇᓐᖏᑦᑐᖅ 

ᐱᔭᕐᓂᑉᐸᖏᑦᑐᖅ ᐃᖅᑲᖅᑐᐃᕕᒻᒥ ᑐᓵᔨᓄᑦ 

ᐊᑐᕆᐊᖃᓗᐊᖅᐸᒃᑐᑎᒍᓗ, ᑕᕝᕘᓇᓗ ᒪᕐᕉᓐᓂᒃ 

ᐅᖃᐅᓯᓕᓐᓂᒃ ᐃᓄᓕᕆᔨᖃᕈᑦᑕ ᐱᐅᓂᖅᓴᐅᒐᔭᖅᑐᓂ. 

ᐃᒫᒃ ᐱᓕᕆᐊᕆᓇᓱᒃᐸᒃᑕᕗᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᒃᑲᓐᓂᕋᓱᐸᒃᑐᒍᑦ. ᐄ, ᐱᒻᒪᕆᐅᔪᖅ 

ᑕᒪᓐᓇ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑑᓄᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Ms. Angnakak: Thank you, Mr. Chairman. 

I have a question again regarding social 

workers. I often wonder if it’s better to 

have a social worker work in the 

community who is not from the 

community, yet on the other hand 

sometimes it’s better to have somebody 

from the community who knows the 

community and knows the issues. What’s 

your stand on that? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald.  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks again for that question. 

Well, I think our stand, if I was to be so 

bold, is that ideally, we want social 

services workers who are representative of 

the population in which they serve, so 

much like any other government 

department or group of employees. That’s 

the goal which we’re trying to achieve.  

 

With that being said, that line of work is a 

difficult line of work and there are 

legislative requirements as part of that. We 

try to walk a fine line between ensuring 

that we have individuals with the requisite 

qualifications for that role and then also, 

with some of the items in our action plan, 

to try to increase efforts to develop a local 

skilled workforce to fill that capacity. 

Thank you. 

 

Chairman: Thank you. Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

I think what I’m getting at more is when a 

social worker is tied to his or her 

community through family, I think that 

could pose some problems versus 

somebody coming from outside of the 

community and yet that again can pose 

some problems because that person might 

ᓱᓕᑦᑕᐅᖅ ᐊᐱᖅᑯᑦ ᐅᓇ ᐃᓄᓕᕆᔩᑦ ᒥᒃᓵᓄᑦ.  

 

ᐃᓱᒪᕙᒃᑲᓗᐊᕋᒪ ᐱᐅᓂᖅᓴᐅᒐᔭᓐᖏᒃᑲᓗᐊᕐᒪᖔᖅ 

ᐃᓄᓕᕆᔨᑕᖃᖅᐸᑕ ᓄᓇᓕᓐᓂᒥᐅᑕᐅᓐᖏᑦᑐᓂᒃ, 

ᑭᓯᐊᓂᑦᑕᐅᖅ ᐃᓛᓐᓂᒃᑯᑦ ᐱᐅᓂᖅᓴᐅᕙᒃᑲᓗᐊᖅᑐᓂ 

ᓄᓇᓕᓐᓂᒥᐅᑕᐅᒍᑎᒃ. ᖃᓄᕐᓕ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑕᒪᑐᒥᖓ 

ᐋᖅᑭᒃᓯᒪᕙᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᖅᑯᑎᒧᑦ. ᐃᒪᐃᓕᖓᔪᒥᓇᐅᒐᓗᐊᖅ 

ᐃᓄᓕᕆᖃᕐᓗᑕ ᐃᓄᒋᐊᓃᖔᖅᑐᓂᒃ, 

ᑕᐃᒪᐃᓲᖑᒻᒪᑕᑦᑕᐅᖅ ᐊᓯᖏᓐᓂ ᒐᕙᒪᒃᑯᓐᓂ. ᑖᓐᓇ 

ᑐᕌᒐᕆᓇᓱᑦᑕᕋᓗᐊᕗᑦ. 

 

 

 

 

 

ᑕᐃᒪᐃᒐᓗᐊᖅᑎᓪᓗᒍ, ᐃᓄᓕᕆᔨᐅᓂᖅ 

ᐱᔭᕐᓂᖏᑦᑐᐊᓘᒻᒪᑦ ᒪᓕᒐᑎᒍᓪᓗ ᑎᓕᐅᕈᑕᐅᔪᑦ 

ᐃᓚᒋᔭᐅᓪᓗᓂ. ᑭᓯᐊᓂᓕ 

ᑐᑭᒧᐊᑦᑎᐊᕋᓱᑉᐸᒃᑲᓗᐊᖅᑐᒍᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕈᒪᓪᓗᑕ ᐱᔪᓐᓇᕐᓂᖃᑦᑎᐊᖅᑐᓂᒃ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᐊᒻᒪᓗ ᐊᒃᓱᕈᐃᓐᓇᖅᐸᒃᑐᑕ 

ᓄᓇᓕᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖃᖁᓪᓗᑕ 

ᐃᓕᓯᒪᓂᖃᑦᑎᐊᖅᑐᓂᒃ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᐱᖅᓱᕋᒃᑲᓗᐊᖅᑐᖓ ᐃᒫᒃ, ᐃᓄᓕᕆᔨ 

ᐊᑦᑐᐊᒪᓂᖃᖅᑎᓪᓗᒍ ᓄᓇᓕᓐᓂ ᐃᖅᑲᓇᐃᔭᕐᕕᒋᔭᒥᓂ 

ᐃᓚᔮᕇᑎᒍᑦ, ᑕᒪᓐᓇ 

ᐃᓗᐊᓐᖏᓕᐅᕈᑕᐅᑐᐃᓐᓇᕆᐊᖃᕐᒪᑦ. ᑕᐃᒪᓕ ᓄᓇᓕᐅᑉ 

ᓯᓚᑖᓃᓐᖔᕈᓂ ᐊᔾᔨᒋᒐᔭᓐᖏᑕᖓ 

ᖃᐅᔨᒪᔮᖃᓐᖏᓐᓂᖅᓴᐅᒧᑦ,  
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not be as connected. I think I was kind of 

getting more at that rather than language. 

Thank you, Mr. Chairman. 

 

Chairman: Thank you. Do you have 

comments, Mr. MacDonald? 

 

Mr. MacDonald: Yes. Thank you, Mr. 

Chairman. I think that’s a good point. I’m 

sorry for misunderstanding. I think it’s a 

continuous balance and it’s a fine line to 

walk because, on one side of course, as you 

pointed out, you want to ensure that there’s 

a level of intimacy or understanding of the 

community and of the values that 

individuals and families in the community 

have.  

 

Conversely, you want to ensure that there’s 

a certain professional disassociation as well 

so that somebody can deal professionally 

and clinically with a case. It’s something 

that we struggle with. One of the ways in 

which we try to address it is to ideally have 

two employees working together. For 

example, if you have a scenario where 

there is a worker who has to deal with 

somebody in their family, then they can 

rely on the other member of their team. 

That’s an example. Thank you. 

 

Chairman: Thank you for that response. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Thank you for that response, but it leads 

me to another question. Even if you had 

two, a lot of times, the social workers are 

related to everybody. How do you deal 

with a situation where your social workers, 

even if you had more than one, are both 

related to the client in question? Thank 

you, Mr. Chairman.  

 

Chairman: Thank you for that question. 

Mr. MacDonald. 

 

 

ᑕᐃᒪᐃᓕᐅᕋᓱᖃᑖᕋᓗᐊᖅᑐᖓ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᖃᐅᓯᒃᓴᖃᖅᐲᑦ 

ᑖᔅᓱᒧᖓ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ? 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᐄ, ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᖅᑯᑦᑎᐊᖅᑕᖓ ᑕᒪᓐᓇ, ᒪᒥᐊᓇᖅ 

ᑐᑭᐊᑦᑎᐊᖅᑲᐅᓐᖏᓇᒃᑯ. ᑕᒪᓐᓇ 

ᑐᑭᒧᐊᑦᑎᐊᖅᑕᐅᔭᕆᐊᓕᒃ 

ᐅᔾᔨᖅᓱᖅᑕᐅᑦᑎᐊᕆᐊᖃᖅᑐᓂᓗ. ᐄ, ᐅᖃᖃᑖᕋᕕᑦ 

ᖃᐅᔨᒪᓂᖃᑦᑎᐊᕐᓂᖃᕆᐊᖃᓐᓇᕐᒪᑦ ᓄᓇᓕᐅᑉ ᐃᓗᐊᓂ, 

ᐃᓛᒃ ᐊᔪᓐᖏᓐᓂᖃᑦᓯᐊᖅᑐᓂᒃ ᐱᓕᕆᔪᖃᖅᑕᕆᐊᖃᒻᒪᑦ, 

ᐃᓚᐃᓐᓈᖅᓯᐅᓐᖏᑦᑐᓂᒃ. 

 

 

 

 

 

ᐃᓚᐃᓐᓈᖅᓯᐅᓐᖏᑦᑐᓂᒃ ᐱᔪᖃᖃᑦᑕᕋᔭᖅᐸᓐ ᑖᒻᓇ 

ᐊᒃᓱᕉᑎᒋᓲᕆᔭᕗᓐ ᐃᓛᒃ ᐱᑦᓯᕆᐊᖏᓗᑕᕆᓲᕆᔭᕗᓐ 

ᑕᐃᒪᐃᒻᒪᓐ ᒪᕐᕉᐃᖑᔪᓂ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕋᓱᖃᑦᑕᖅᐳᒍᓐ ᓄᓇᓕᒻᒥ. ᑕᐃᒪ 

ᓲᓪᓗᖃᐃ ᐃᒪᓐᓇ, ᐃᖅᑲᓇᐃᔭ.ᖅᑎᓐ ᐃᓄᓕᕆᔩᓐ 

ᐃᓚᒋᓗᐊᖅᑕᒥᓂᒃ ᐱᓕᕆᐊᖃᕆᐊᖃᓐᓂᒻᒧᑦ 

ᐃᓚᖃᖏᓐᓂᖅᓴᖅ ᐱᓕᕆᑎᓐᓄᓗᒡᓗᓂᐅᒃ. ᐄ, 

ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᓐᓇ 

ᑭᐅᒐᕕᓐ ᐃᓛᒃ, ᒪᕐᕉᓐᓂᒃ ᐱᖃᕋᓗᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕋᓗᐊ, ᑭᑐᓗᒃᑖᓄᑦ ᑖᒃᑯᐊ ᐃᓄᐃᑦ 

ᐃᓅᔭᕌᖓᑕ ᐃᓚᖃᒐᔪᒃᑐᐋᓘᕙᒻᒪᑕ, ᑕᐃᒪᐃᒻᒪᓐ 

ᖃᓄᓪᓕᑭᐊᖅ ᐱᓕᕆᓇᔭᖅᐱᓯ ᑕᒪᒃᑯᐊ ᒪᕐᕉᐃᑦ ᑕᒪᒻᒥᒃ 

ᖃᑕᓐᖑᑎᓖᓐᓇᐅᖃᑦᑕᓐᓂᖅᐸᓂᒃ ᑕᐃᑦᓱᒧᖓ 

ᓱᓇᒥᑭᐊᖅ ᐃᑲᔪᕋᓱᐊᖅᑕᑉᓯᓐᓄᑦ ᐅᕝᕙᓘᓐᓃᑦ 

ᐱᓂᓪᓗᒃᓯᒪᕈᔪᒃᑐᒧᓐ ᐋᑕᐅᔭᕆᐊᖃᕋᓗᒃᑐᕋᓗᓐᓂᒃ 

ᓄᑕᖅᑲᓂᒃ. ᐄ, ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐊᖕᓇᑲᖅ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 
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Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to refer that 

question to Mark Arnold, Deputy Director. 

Thank you. 

 

Chairman: Thank you. Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. 

That’s a good question. We’ve had to 

handle that a couple of times. What we do 

is we have, really, a process in place where 

we have to identify where there are 

conflicts of interest. We involve our 

regional managers and supervisors. When 

necessary, we will have an experienced 

worker from another community who will 

go into that community where there is an 

issue or a problem to resolve and spend 

some time in that community dealing with 

that matter. We identify it, it’s part of our 

training, and as a matter of fact, we’ve had 

that in a couple of situations. Thank you.  

 

Chairman: Thank you, Mr. Arnold. Ms. 

Angnakak.  

 

Ms. Angnakak: Thank you, Mr. Chairman. 

I’m just going on a little bit. In the report, it 

says that the department is still not 

consistently collecting the basic 

information it needs on children in care. 

I’m wondering if the department can tell us 

what are the reasons for the challenges in 

receiving information on child care from 

communities and what are you doing to 

address that. Thank you, Mr. Chairman.  

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you. Thanks for 

the question. Well, one of the things that I 

think is the most and shows up as a theme, 

I believe, in the Auditor General’s report, is 

our inability to collect accurate information 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ  

 

ᑐᓂᔪᒪᔭᕋ ᑐᖓᓕᕆᔭᐅᔪᒧᑦ ᐊᐅᓚᑦᓯᔨᐅᑉ ᑐᖓᓕᖓᓄᑦ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐋᓅᑦ. 

 

ᐋᓅᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑖᒻᓇ 

ᑲᒪᒋᔭᕆᐊᖃᖃᑦᑕᖅᓯᒪᔭᕗᑦ ᑕᐃᒪᓐᓇᐃᑦᑐᓂᒃ 

ᒪᕐᕈᐃᖅᑕᕋᓗᒃᖢᑕ. ᐃᓛᒃ, ᑕᐃᒪᐃᓛᒃ ᐋᖅᑭᐅᒪᔪᓂᒃ 

ᐋᖅᑭᒃᓯᒪᔪᖁᑎᖃᕋᓗᐊᖅᑐᒍᑦ ᑎᑎᕋᖅᓯᒪᔪᓂᒃ ᑕᒪᒃᑯᐊ 

ᐊᐅᓚᑦᓯᔨᐅᖃᑦᑕᖅᑐᐃᓐ ᐊᓯᖏᑦ, ᐊᐱᖅᓱᓚᐅᖅᐸᒃᖢᒋᑦ. 

ᑕᐃᒪᓕ ᐱᓕᕆᔨᕆᕋᓱᖃᑦᑕᖅᐳᒍᑦ ᓄᓇᓕᐅᑉ ᐊᓯᐊᓂᒃ 

ᑎᑭᑎᑦᓯᓪᓗᑕ ᐊᒻᒪ ᐱᓕᕆᐊᖃᖅᖢᓂ ᑕᐃᒃᑯᓄᖓ. ᐅᓇ 

ᐃᓄᓕᕆᔨᐅᔪᖅ ᐊᒥᓱᓗᐊᓂᒃ ᐃᓚᖃᓪᓗᓂ ᓄᓇᒋᔭᒥ 

ᐃᖢᐃᓐᓇᔭᒻᒪᑦ. ᑕᐃᒪ ᐊᓯᖔᖏᓐᓂᒃ ᑎᑭᑎᑦᓯᓲᖑᔪᒍᑦ 

ᓄᓇᐅᑉ ᐊᓯᐊᓂᒃ. ᑕᐃᒪᓐᓇ ᐃᓕᓐᓂᐊᖅᑎᑦᓯᔭᕌᖓᑦᑕ 

ᑕᒪᓐᓇ ᓇᓗᓇᐃᖅᓯᓯᒪᓲᕆᔭᕗᓐ ᑕᐃᒃᑯᓄᖓ 

ᐃᓕᓐᓂᐊᖅᑐᓂᒃ ᐃᓄᓕᕆᔨᒃᓴᓄᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐋᐅᓄᓪᑦ. ᒥᔅ 

ᐊᖕᓇᑲᖅ. 

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᕝᕙᓂ 

ᑎᑎᕋᖅᓯᒪᒐᑉᓰ ᐅᖃᖅᓯᒪᒐᑉᓰ ᐅᑯᐊᒎᖅ 

ᖃᐅᔨᒫᓂᑦᓯᐊᔪᐃᑉᑑᒐᖅᓯ ᓱᓕ ᓄᑕᖅᑲᓂᒃ 

ᑲᑎᖅᓱᖅᑕᑉᑎᓐᓂᒃ ᑐᑭᓯᐊᒍᑎᑉᓴᑦᑎᓐᓂᒃ. ᑕᐃᒪ 

ᖃᓄᐃᒻᒪᒃᑭᐊᖅ ᓄᑕᖅᑲᓂᒃ ᖃᐅᔨᐊᓂᑦᓯᐊᖅᑕᓐᖏᑉᐱᓯ 

ᖃᐅᔨᒫᓂᑦᓯᐊᖏᖦᖢᒋᑦ ᖃᓄᐃᓪᓚᑦᑖᒻᒪᖔᑕ, ᖃᓄᓪᓗ 

ᑕᒪᓐᓇ ᐋᖅᑭᒐᓱᓐᓂᐊᖅᐱᓯᐊᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐊᖕᓇᑲᖅ. ᒥᔅᑕ 

ᒪᒃᑖᓅᑦ. 

 

ᒪᒃᑖᓅᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ 

ᑕᐃᒪᓐᓇ ᐊᐱᕆᒻᒪᓐ. ᑕᐃᒪ ᐃᓚᒌᖑᔪᑎᒍᑦ 

ᐱᓕᕆᖃᑎᒌᖑᔪᑎᒍᑦ ᑕᒻᒪᓐᓂᑯᓯᐅᖅᑎ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᖃᐅᔨᑦᓯᐊᖅᑕᓪᓗᑎᒃ ᑐᑭᓯᑦᑎᐊᖅᑕᓪᓗᑎᒃ 

ᐱᖁᔨᑦᑕᖅᓯᒪᒻᒪᑕ.  
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and there are a couple of, I think, glaringly 

obvious reasons for that.  

First, one of them has to do with, 

particularly at a previous point in time, our 

ability to collect timely information from 

staff through communities and through 

regional offices back to headquarters, and 

then understand that information and make 

decisions about it.  

 

The other issue is, frankly, the lack of a 

case management system. Personally 

coming from another area within the 

department such as where I come from 

where we have a case management system, 

it allows us to track employees, case 

numbers, expenditures, and a whole host of 

other performance or client-related 

information, and then you can develop 

reports and make decisions based on that 

information as it is fed to you in real time.  

 

I think something like that is a deficiency 

that we recognize and we understand that it 

makes it very difficult for us to react in a 

timely manner when we learn about issues, 

as an example. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak.  

 

Ms. Angnakak: Thank you, Mr. Chairman. 

It just brings to mind... . What I would like 

to ask you is: you say there is no case 

management in place, so does that mean 

that the previous department, the 

Department of Health and Social Services, 

that was in charge of social services and 

foster care, was operating without case 

management and, if they did, how would 

they go about adequately planning for what 

that department needs? Thank you, Mr. 

Chairman. 

 

Chairman: Mr. MacDonald. 

 

 

 

ᑕᒪᒃᑯᐊ ᐱᔾᔪᑎᒋᔭᐅᔪᐃᑦ ᓇᓗᓇᐃᑦᓯᐊᖅᓯᒪᑦᑕᒻᒪᑕ ᑕᐃᒪ 

ᐃᓚᖓᓂᓛᒃ ᐅᓇ ᐱᔾᔪᑕᐅᓱᖅᑐᓐ. 

ᓄᑕᐅᓐᖏᓗᐊᖏᑐᓂᒃ ᓄᑖᒐᕼᐅᓐᓂᒃ ᖃᐅᔨᒪᓇᖅᑐᓂᒃ 

ᖃᖓᕼᐊᓐᓂᑕᐅᓗᐊᓐᖏᑦᑐᓂᒃ ᑲᑎᖅᓯᑕᕈᐊᖅᖢᑕ, 

ᐱᓯᒪᔫᑎᖃᖅᑕᕈᐊᖅᖢᑕ. 

 

 

 

 

 

ᐃᒻᒪᖄ, ᑎᑎᕋᕝᕕᐅᑉ ᐃᓗᐊ, ᑕᐃᒫ 

ᐋᖅᑭᐅᒪᔪᖁᑎᖃᖅᑕᓱᕋᑉᑕ ᖃᓄᖅ ᑭᓇᒥᐊᖅ ᓄᑖᖅ 

ᐱᓕᕆᔨ ᑎᑭᓵᖅᑐᖅ ᑕᒪᒃᑯᓂᖓ ᑕᑯᑦᑕᖅᑑᓪᓗᐊᕋᔭᒻᒪᓐ, 

ᖃᓄᖅ ᐱᓕᕆᐊᕆᔭᐅᑦᑕᖅᓯᒪᓐᓂᒻᒪᖔᑖ? ᑕᐃᒃᑯᐊ 

ᑐᑭᕼᐃᐅᒪᕙᒌᓪᓗᓂ ᑎᑭᓵᑎᑦᑕᕋᔭᒻᒪᑦ. ᖃᓄᖅ 

ᐱᓕᕆᐊᕆᔭᐅᑦᑕᖅᓯᒻᒪᓐᓂᒻᒪᖔᑕ ᑕᐃᒃᑯᐊ ᐃᓄᓕᕆᔨᑦ 

ᐱᓕᕆᐊᕆᓱᒐᐃᑦ? 

 

 

 

 

 

ᑕᐃᒪ ᑕᒪᓐᓇ ᖃᐅᔨᒪᔭᕗᑦ 

ᑎᐊᑦᓇᐃᑦᑐᖅᑕᖃᕆᐊᖃᓱᕐᒪᑦ ᑎᑎᕋᖅᓯᒪᔪᓂᒃ 

ᓄᑖᓐᖑᖅᑎᖅᑕᐅᔭᐃᓐᓇᖅᑐᓂᒃ. ᑎᐊᑦᓇᓗᕿ. ᐄ, ᒪ’ᓇ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅ 

ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪ 

ᐃᖅᑲᐃᓕᕆᕗᖓ ᐊᐱᕆᓱᐊᖅᑐᖓ ᐅᓇᓪᕆᐊᖅ ᐆᒥᖓ, 

ᑕᐃᒪ ᐱᑕᖃᓐᓂᖏᑉᐸᑦ, ᑐᑭᖃᖅᐹ ᐅᑯᐊ 

ᐱᓕᕆᔨᐅᓚᐅᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᐅᓚᐅᖅᑐᐃᑦ 

ᐃᕼᐅᒪᑕᐅᕙᓚᐅᖅᑎᓪᓗᒋᑦ ᑕᒪᑐᒪ ᓯᕗᓂᖓᓂ, 

ᓄᑕᖅᑲᕆᔫᕙᒃᑎᓪᓗᒋᑦ ᑖᒃᑯᐊ ᑎᐊᑦᓇᒥᐊᖅ 

ᐱᓕᕆᓱᓚᐅᒻᒪᑕ? ᖃᐅᔨᒪᑦᓯᐊᓐᖏᒥᐊᖅᖢᑎᒃ ᓄᑕᖅᑲᑦ 

ᖃᓄᖅ ᐱᓕᕆᐊᖑᑦᑕᓚᐅᓐᓂᒻᒪᖔᑕ ᓲᕐᓗ 

ᐋᑦᑕᐅᓚᐅᒻᒪᖔᑖ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐊᖕᓇᑲᖅ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 
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Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. If I 

understand your question correctly, I don’t 

believe that the previous department 

wouldn’t have had any case management 

system. I think that they would have had a 

case management system and that, as 

programs and services were delivered, they 

would be tracking certain pieces of 

information on clients, issues, and what 

have you. I think where the problem would 

lie would probably be in the ability to 

collect it in an efficient and effective way 

so that you could actually make changes or 

you could change what’s happening with a 

specific case. 

 

I think what I was referring to about case 

management was about a case management 

system. I’m talking about an information 

technology system that workers would be 

able to enter in case information and that 

could be fed through to their supervisors, 

through their regional managers, and then, 

of course, finally to headquarters. I hope 

that clarifies that for you. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

When we’re talking about no case 

management or little case management, I’m 

assuming this would really affect new hires 

because they would really have nothing to 

go back on when they see clients. How are 

you addressing that? Thank you, Mr. 

Chairman. 

 

Chairman: Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. New hires receive statutory 

training and we’re in the midst of 

overhauling that statutory training so that 

they understand what their role is and what 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ 

ᑕᐃᒪᓐᓇ ᐊᐱᕆᒻᒫᑦ. ᑐᑭᓯᑦᑎᐊᒻᓂᕈᒃᑯ ᐊᐱᖅᑯᓰᑦ, ᑕᐃᒪ, 

ᐄᓚᒃ ᑕᐃᒪᓐᓇ ᐱᖃᑦᑕᓐᖏᓗᐊᖅᑐᐋᓗᓐᓂᒃ 

ᐱᑕᖃᕋᔪᖅᑰᖏᒻᒪᓐ, 

ᑎᑎᖅᑲᖁᑎᖃᖅᑐᐃᓐᓇᐅᖃᑦᑕᕋᔭᖅᑰᒻᒪᑕ 

ᖃᓄᐃᑦᑐᖃᖃᑦᑕᖅᓯᒪᓐᓂᕐᒪᖔᑦ, ᐃᓛᒃ ᑕᒪᒃᑯᐊ 

ᐃᓄᓕᕆᔩᑦ ᓲᕐᓗ ᓇᓗᓇᐃᔭᐃᖏᓐᓇᐅᔭᓲᖑᒻᒪᑕ 

ᑎᑎᕋᐅᔭᐃᓐᓇᓲᖑᒻᒪᑕ, ᖃᓄᖅ ᐱᕙᓪᓕᐊᓯᒪᔪᓂᒃ, 

ᑭᓇᒃᑯᓪᓗ ᖃᓄᖅ ᐱᓕᕆᐊᕆᔭᐅᓯᒪᓐᓂᕐᒪᖔᑕ. ᐃᓛᒃ 

ᑕᐃᒪ ᐱᓯᕋᐃᓇᓗᑦᑕᐅᓇᔭᖅᑐᖃᐃ, ᐃᓛᒃ ᑖᒃᑯᐊ 

ᐃᓚᖏᑦ ᑲᑎᒃᓱᐃᑎᐊᕐᓂᒥᖅᑲᐃ 

ᑎᑎᕋᑦᑎᐊᖃᑦᑕᓂᖏᑉᐸᑕ ᑭᓯᐊᓂ, ᐅᕝᕙᓘᓐᓃᑦ 

ᖃᓄᐃᑦᑐᖃᖅᐸᓪᓕᐊᒻᒪᖔᖅ ᓇᓗᓇᐃᔭᕌᓂᑦᑕᕐᓂᖏᑦ 

ᑕᑕᑎᕆᐊᓂᑦᑕᕐᓂᖏᑉᐸᑕᓘᓐᓃᑦ ᐸᐃᑉᐹᓂᒃ. 

 

 

 

 

ᐃᓛᒃ ᑕᐃᒪ ᐃᓱᒪᒋᔭᖃᕋᒪ ᓲᕐᓗ ᐅᓇ 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋ, ᐅᖃᐅᓯᕆᖅᑲᐅᔭᖓ ᒪᒃᑖᓅᑦ, 

ᖃᕋᑕᐅᔭᐃᑦ ᐊᑐᖅᑐᒋᑦ ᐊᒻᒪ ᑭᓱᑐᐃᓐᓇᐃᑦ ᐊᖑᒻᒪᔾᔪᑏᑦ, 

ᓱᑲᔾᔪᑏᑦ ᐊᑐᖅᑐᒋᑦ ᑕᐃᒃᑯᐊ ᐊᑐᓲᕆᒐᑦᑎᒍ, 

ᑐᓂᑦᑎᐊᖃᑦᑕᕐᓗᒋᓪᓗ ᐊᕕᑦᑐᖅᓯᒪᔪᖁᑎᑦᑎᓐᓄᑦ ᐊᒻᒪ 

ᐱᓕᕆᔨᐅᖃᑎᑦᑎᓐᓄᑦ ᐊᒥᓲᓄᑦ ᐃᓯᖅᑎᕆᒋᐊᖃᓲᖑᒻᒪᑕ 

ᒐᕙᒪᑎᒍᑦ, ᑕᐃᒪᓐᓇ ᐃᓕᖅᑯᓯᖃᓲᖑᒐᑦᑕ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪ 

ᐅᖃᕌᖓᑦᑕ ᑎᑎᕋᖅᓯᒪᔪᖅᑕᖃᑦᑎᐊᖏᓪᓗᓂ, ᑕᐃᒪ 

ᑕᒪᓐᓇ ᐱᓕᕆᔨᑖᓵᖑᓇᔭᖅᑐᖅ 

ᖃᐅᔨᑦᑎᐊᖏᓗᐊᒐᓐᓇᕋᔭᖅᐳᖅ ᓄᑖᓐᖑᖅᑎᑦᑎᓂᖅ 

ᐊᒻᒪᓗ ᐅᖃᓕᒫᒐᒃᓴᖃᑦᑎᐊᖏᓪᓗᓂ ᖃᓄᖅ ᑕᐃᒃᑯᐊ 

ᓱᒐᔪᓐᓂᕐᒪᖔᑕ, ᑕᒃᑎᑐᑦ ᐱᒐᔪᓐᓂᕐᒪᖔᑕ 

ᖃᐅᔨᒪᑦᑕᖏᓐᓇᔭᖅᐳᖅ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᐱᓕᕆᔨᑖᓵᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑕᕆᐊᖃᕋᔭᖅᑐᑦ 

ᑐᑭᓯᐊᔫᓪᓗᐊᓕᕋᔭᖁᓪᓗᒋᑦ ᓱᓇᓕᕆᑦᑕᕆᐊᖃᕐᒪᖔᑕ, 

ᐊᒻᒪ ᓯᕗᓪᓕᕐᓂ ᐅᖃᓕᒫᕐᓗᓂ ᐱᓐᓂᑰᓚᐅᖅᑐᓂᑦ ᐊᒻᒪ 

ᐅᓪᓗᒥᓕᓴᕐᓂᑦ ᐅᖃᓕᒫᕐᓗᓂ, ᐊᒻᒪ ᖃᓄᖅ 

ᐱᓕᕆᐊᖃᕐᓂᐊᓕᕐᒪᖔᕐᒥ 
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processes need to be followed as a part of 

that function.  

 

There is effectively a policy and procedures 

manual as well that they can utilize to get 

an understanding of what processes to 

follow or who to contact in unique 

circumstances, for example. That would be 

one of the ways in which we would address 

new hires coming on in that on-boarding 

process. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

I guess what I was getting at is if I was 

newly hired as a social worker and I have a 

client before me that I have never seen 

before, but obviously that client has come 

under the care of the department and if I 

don’t really have the background 

information, how are you helping him or 

her address that challenge? Thank you, Mr. 

Chairman.  

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. In terms of a case management 

system, currently, we’re operating in a bit 

of, I don’t want to say old school, an 

antique paradigm where it’s really paper-

based and file-based, which obviously has 

its drawbacks.  

 

In all but the newest cases where the new 

clients would be coming through the 

system, there would probably be a case 

history there in a file on the client or the 

family or what have you. Unless it’s a new 

case being created, a client walking 

through the doors for the very first time 

ever, there would be some history there.  

 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑕᕆᐊᖃᔪᐃᑦ ᑐᑭᓯᐊᔫᓪᓗᐊᑕᕐᓂᐊᕐᒪᑕ. 

 

 

 

ᑭᓱᓄᓪᓗ ᐅᖃᓗᑦᑕᕆᐊᖃᕋᔭᕐᒪᖔᑕ, ᑭᓱᓂᓪᓗ 

ᖃᐅᔨᓂᓗᑉᐸᓪᓗᑎ ᑕᐃᒪᓐᓇ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕋᓗᔪᑦᑖᔪᑦ ᑕᐃᒪᓇᕋᓗᔪᑦᑖᖅ 

ᐃᓄᓕᕆᔨᐅᓂᐊᖅᑐᐃᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᒪᑦᓇ, ᐃᒃᓯᕙᐅᑖᖅ. ᐅᓇᖃᐃ 

ᖃᐅᔨᓂᓗᒐᕋ ᐃᓄᓕᕆᔨᐅᓕᕐᓂᕈᒪ ᑕᐃᒪ 

ᑕᑯᓚᐅᖅᓯᒪᓐᖏᑕᕐᓂᒃ ᖃᐃᔪᖃᕐᓗᓂ, ᐊᒻᒪ 

ᐱᓕᕆᐊᖃᓕᕐᓗᖓ, ᑭᓇᒥᑭᐊᖅ ᐃᓄᒻᒥᑦ, 

ᖃᓪᓗᓈᒥᓪᓘᓐᓃᑦ. ᑕᐃᒪ ᑖᓐᓇ ᕼᐅᑭᐊᖅ ᐃᓄᓕᕆᔨ 

ᐱᓕᕆᐊᕆᒪᐅᕐᓗᓂᐅᒃ ᓄᑕᕋᖅ, 

ᑎᒍᐊᖅᑕᕋᔫᓚᐅᕐᓕᖅᑐᓂᔾᔪᒃ. ᑕᐃᒪ ᖃᓄᖅ 

ᐃᑲᔪᓕᕐᓂᕈᕕᑦ, ᖃᓄᑭᐊᖅ ᑕᐃᒪᓐᓇᐃᑦᑐᒥᑦ 

ᐱᑦᑕᕆᐊᖏᑦᑐᒧᑦ ᑎᑭᓐᓂᕈᕕᑦ, ᖃᓄᖅ ᐱᒐᔭᖅᐱᑦ? 

ᒪᑦᓇ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪᓕ ᑕᒪᒃᑯᐊ 

ᑎᑎᕋᒐᐅᑦᑕᐅᔭᔪᐃᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᓱᓇᓕᐊᖅᑎᓄᑦ, 

ᐱᓕᕆᐊᕆᔭᐅᒐᔪᑉᐸᓐᓂᐊᕐᒪᖔᑕ. ᐃᓛᒃ, ᐄ ᑕᐃᒪ, ᐃᓛᒃ 

ᐊᓕᓚᔪᕐᓂᒐᓚ ᐊᑐᕋᔫᓪᓗᐊᕋᑦᑕᓕ ᐊᐃ, ᐅᕙᒍᑦ 

ᐃᓐᓇᐅᓂᖅᓴᐅᔪᑎᒍᑦ. 

 

 

 

ᐄ, ᑕᒪᓐᓇ ᓇᓂᓯᐊᓚᐃᓐᓇᖅᐸᕐᓇᒋᐊᖅ, ᐄ, 

ᓯᕗᓪᓕᓅᖑᓗᐊᕐᓗᑕ ᓄᑕᐅᖏᑦᑐᓗᐊᓂᑦ ᒐᕙᒪᑦ 

ᐊᐅᓚᒃᑎᔾᔪᑎᕐᓂᑦ ᐊᑐᕐᕈᑦᑕ, ᐃᓄᓕᕆᓂᐊᕐᓗᓂ, 

ᐃᓚᒌᑦᑐᓕᕆᑎᓪᓗᑕ. ᑕᐃᒪᓕ ᒫᓐᓇᓕ ᓄᑕᕋᕐᒥᑦ 

ᑕᑯᓚᐅᖅᓯᒪᓐᖏᑕᕐᓂᒃ ᖃᐃᔪᖃᕐᓂᖅᐸᑦ 

ᐱᓕᕆᐊᕆᒋᐊᖃᓕᕐᓗᒍ. 

 

 

 

ᑕᐃᒪ, ᐄ, ᐅᑯᐊ ᐊᓕᓚᔫᑎᖃᕋᓗᒐᔭᖏᑎᐊᒥᐊᖅᑐᓂ 
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I think, to be very clear, a paper-based 

system is not optimal and it’s not what we 

would ideally like to be using because of 

the obvious time lag. It takes time to get 

that information to where it needs to be in a 

timely manner and that’s something that 

we want to address very quickly. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Just for clarification, to what number did 

you state again that we’re going to? 13? 

Okay. I have another question then. Under 

the introduction, number two of the 

Auditor General’s report, it talks about the 

2013-14 fiscal year budget of $50.3 

million, of which $10 million is allocated 

for children protection services. Can you 

tell us how the $10 million is going to be 

used? Can you break it down? Thank you, 

Mr. Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. We don’t have that information 

with us at this moment. We would be 

happy to provide that information as soon 

as possible. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: I will leave it at that and 

give somebody else a chance. Thank you. 

 

Chairman: Thank you. Any other 

questions from paragraphs 1 through 13? 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. On page 3, 

ᓲᕐᓗ ᑕᐃᒪᓐᓇ ᖁᕕᐊᓱᖏᐸᓐᓂᖅᑰᕐᓂᕐᒪᖔᖅ  

 

ᐅᕝᕙᓘᓐᓃᑦ ᐱᑦᑎᐊᖏᒐᔪᑉᐸᓂᕐᒪᖔᖅ ᑕᐃᒪᓐᓇᕋᓗᒃ 

ᖃᐅᔨᒪᓐᖏᓪᓗᓂ. ᑕᐃᒪ, ᑕᒪᓐᓇ 

ᑐᑭᓯᐊᔭᐅᑦᑎᐊᓚᐅᕐᓗᑎᒃ ᑭᓯᐊᓂ 

ᐃᑲᔪᖅᑕᐅᑦᑎᐊᑑᓪᓗᐊᕋᔭᕐᒪᑦ ᑕᐃᓐᓇ ᐃᓄᓕᕆᔨᒧᑦ 

ᐃᑲᔪᒐᐅᓂᓗᑦᑐᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪ 

ᑐᑭᓯᒃᑲᓐᓂᕈᒪᓪᓗᖓ ᓇᒧ ᑎᑭᓐᓂᐊᖅᑲᐅᕕᑕ? 13-ᒧᑦ. 

ᑕᐃᒪ ᐊᐱᕆᔪᒪᓕᕆᕗᖓ. ᐊᓱᐃᓪᓛᒃ ᑕᐃᒪ 

ᐱᒋᐊᕐᓂᖓᓂᑦ 2ᒥᑦ ᑕᒻᒪᕐᓂᑯᓯᐅᖅᑎᐅᑉ 

ᐅᓂᒃᑳᓕᐊᖓᓂᑦ ᐅᖃᖅᓯᒪᒻᒪᑦ, 2013 – 2014-ᒥ $15 

ᒥᓕᐊᓐᓂᒎᖅ ᐊᑐᒐᖅᓴᖃᓛᕐᒪᑕ, ᐊᒻᒪᓗ $10 ᒥᓕᐊᓐ 

ᓄᑕᖅᑲᓄᑦ ᓴᐳᑎᔭᐅᓯᒪᔾᔪᑎᒃᓴᖏᓐᓄᑦ 

ᓴᐃᒻᒪᖅᑕᐅᓯᒪᓪᓗᓂ. ᖃᓄᑭᐊᖅ ᑖᓐᓇ $10 ᒥᓕᐊᓐ 

ᖃᓄᖅ ᐊᑐᖅᑕᐅᑕᖅᐸ ᓄᓇᕗᑦᒥ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐱᓯᒪᓐᖏᑦᑐᒍᑦ ᒫᓐᓇ ᖃᓄᖅ ᐊᑐᖅᑕᐅᑕᕐᓂᕐᒪᖔᑕ, 

ᑭᓯᐊᓂ ᐱᔪᓐᓇᖅᓯᒍᑦᑕ ᖃᐃᑦᑑᓗᐊᖅᑕᕗᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅ 

ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᑕᕝᕗᖓᖃᐃ 

ᓄᖅᑲᐅᑎᑲᐃᓐᓇᕐᓗᒍ ᐊᓯᓐᓂᒃ ᐱᕕᖃᖅᑎᑦᓯᖔᕐᓂᐊᕋᒪ. 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᐃᐱᖅᑯᑎᒃᓴᖃᒃᑲᓂᖅᐸ ᑎᑎᕋᖅᓯᒪᔪᓂ 1ᓂᑦ 13-ᒧᑦ? 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕ ᐃᒃᓯᕙᐅᑕᖅ. ᑖᒃᑯᓇᓂ 

ᒪᑉᐱᐊᓂ ᐱᖓᔪᐊᓐᓂ. ᑎᓴᒪᒋᔮᓂ ᐊᐱᖅᑯᑎᖃᕋᒪ. 
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fourth bullet, I have a question. He 

mentioned that there were 55 community 

social workers in the communities that 

were tested up to July 2013 across 

Nunavut. Thinking about all the social 

services workers and communities with no 

social services workers, if they all have the 

optimum of 100 percent employees, how 

many social workers would there be in 

Nunavut? That is my first question. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. If we had all of our vacancies 

filled, we would have 60 social services 

workers. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Today, 

in relation to existing social services 

workers from the numbers that we have, 

how many beneficiaries are there? How 

many people need to be trained? Thank 

you.  

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Currently, there are 14 

beneficiaries comprising 23 percent and 46 

non-beneficiaries comprising 77 percent 

and at the moment, there are 27 with 

statutory appointments and 33 with letters 

of authorization. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you, Mr. Chairman. I appreciate the 

response provided to my question. On a 

ᑕᐃᒪ ᐅᐊᑦᓯᐊᖅ ᐅᖃᓗᓚᐅᕐᒪᑦ 55-ᖑᓪᓗᐊᖅᑐᓂᒃ  

 

 

ᐃᓄᓕᕆᔨᑕᖃᕐᒪᑦ ᑖᒃᑯᓇᓂ ᓄᓇᓕᓐᓂ 

ᖃᐅᔨᓴᖅᑕᐅᓚᐅᖅᑐᓂᒃ ᒫᓐᓇᒧᑦ ᔪᓚᐃ 2013-ᒧᑦ 

ᑎᑭᒃᖢᒍ. ᓄᓇᕗᒻᒥᓗᑦᑖᑦ ᐃᓄᓕᕆᔨᑦ ᐱᓕᕆᐊᖏᓐᓂᑦ 

ᐱᓕᕆᔨᖃᓐᖏᑦᑐᑦ ᒫᓐᓇᐅᔪᖅ ᐱᓕᕆᔨᖃᓗᑦᑖᖅᐸᑕ 

ᖃᑦᓯᐅᓇᔭᖅᐸᑦ ᓈᕼᐊᐅᑦ? ᓯᕗᓪᓕᖅᐹᖅ ᐊᐱᖅᑯᑎᒐ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐃᖅᑲᓇᐃᔮᒃᓴᓕᒫᕗᑦ ᐃᓐᓄᓯᒪᔪᐃᓐᓇᐅᓐᓂᕈᑎᒃ 60ᓂᒃ 

ᐃᓄᓕᕆᔨᖃᕋᔭᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

 

ᒥᑭᓐᖑᐊᖅ: ᐄ, ᒫᓐᓇ ᑖᑉᑯᐊ ᐱᓕᕆᔨᐅᔪᑦ ᑕᑉᑯᓇᓂ 

ᓈᓴᐅᑎᓂ ᖃᑉᓯᑦ ᓄᓇᖃᖅᑳᖅᓯᒪᕙ ᐊᒻᒪᓗ ᐱᓕᕆᔪᑦ 

ᐃᓕᓐᓂᐊᖅᑐᑦ ᑕᒪᒃᑯᓂᖓ ᐃᓕᓐᓂᐊᕆᐊᖃᖅᑕᒥᓐᓂ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒥᒃ ᖃᑦᓯᐅᕙᑦ? ᒪ’ᓇ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᒫᓐᓇᐅᔪᖅ 14ᖑᔪᑦ ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ, 23 ᐳᓴᖑᔪᑦ, 

ᐊᒻᒪᓗ 46-ᖑᔪᑦ ᓄᓇᑖᖃᑕᐅᓯᒪᖏᑦᑐᑦ, 77 

ᐳᓴᖑᓪᓗᑎᒃ. ᐊᒻᒪᓗ ᒫᓐᓇᐅᔪᒥ 27-ᖑᔪᑦ ᒪᓕᒐᑎᒍᑦ 

ᑎᒃᑯᐊᖅᑕᐅᓯᒪᔪᑦ, 33-ᖑᓪᓗᑎᓪᓗ 

ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᓯᒪᔪᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᐄ, ᒪ’ᓇ, ᐃᒃᓯᕙᐅᑕᖅ, ᑖᑦᓱᒥᖓ 

ᑭᐅᔭᐅᔫᓪᓗᐊᕋᒪ. ᑖᑉᓱᒪᓂᑦᓴᐃᓐᓇᖅ ᕼᐅᓕ 

ᐃᓚᒋᓪᓗᓂᐅᒃ ᑕᓪᓕᒪᒋᔮ. ᑕᐃᒪ ᒫᓐᓇ ᐄᐱᕆ 2013-ᒧᑦ 

ᑎᑭᒃᖢᒍ 395 ᓄᑕᖅᑲᑦ ᑲᒪᒋᔭᐅᒻᒪᑕ,  
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related matter in the fifth line item, as of 

April 2013, there were 395 children who 

were under the care of social services. 

When a social worker is looking at these 

cases, especially with the numbers as they 

exist now, and most communities are quite 

varied, how many cases can a single social 

worker undertake related to child welfare 

or does a limit exist? Thank you, Mr. 

Chairman.  

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to refer that 

question to Mark Arnold, Deputy Director.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. 

Actually, as of yesterday, we have 336 

children and youth being served by the 

Division of Children and Family Services.  

 

With respect to the question on the 

workload or the number of children and 

youth a worker be managing, it is very 

dependent on the community. It can vary 

from some workers having eight or ten 

families with children and youth they are 

working with to a much busier community 

such as Iqaluit, where it can be 18 to 20. It 

varies and it can change very quickly.  

 

Chairman: Thank you, Mr. Arnold. If you 

could just acknowledge the Chairman after 

your answers for the sake of our 

microphone controller. Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. Thank you 

very much for your response. At this time, 

during the audit report, they indicated that 

the department has to be more diligent 

 

 

ᒥᐊᓂᕆᔭᐅᓪᓗᑎᓪᓗ. ᑕᐃᒪ ᐃᓄᓕᕆᔨ ᑕᒪᒃᑯᓂᖓ 

ᕿᒥᕐᕈᓕᕌᖓᒥ, ᐱᓗᐊᖅᑐᒥ ᓈᓴᐅᑎᐅᔪᓂᒃ ᐊᒥᓱᓪᓗ 

ᓄᓇᓕᑦ ᐊᓪᓚᒌᒪᒻᒪᑕ. ᐱᓕᕆᔨ ᑖᒻᓇ ᐊᑕᐅᓯᖅ ᖃᑉᓯᓂᒃ  

ᑲᒪᒋᔭᒃᓴᒥᓐᓂᒃ? ᒪ’ᓇ ᐃᒃᓯᕙᐅᑕᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑕᖅ, ᑖᓐᓇ ᐊᐱᖅᑯᑦ 

ᑐᕌᖁᒐᒃᑯ ᒫᒃ ᐋᓅᑦᒧᑦ, ᐊᐅᓚᑦᓯᔨᐅᑉ ᑐᒡᓕᐊ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ, 

ᒥᔅᑕ ᐋᓅᑦ. 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᐃᒃᓯᕙᐅᑕᖅ. ᐊᓪᓛᑦ, 

ᐃᑉᐸᒃᓴᖅ ᑎᑭᑦᑐᒍ, 336ᖑᓚᐅᖅᑐᑦ ᓄᑕᖅᑲᑦ 

ᐃᓅᓱᑦᑐᓪᓗ ᐱᔨᑦᓯᖅᑕᐅᔪᑦ ᓱᕈᓯᓕᕆᔨᒃᑯᓐᓄᒃ 

ᐃᓚᒌᑦᑐᓕᕆᔨᒃᑯᓐᓄᑦ. 

 

ᐊᐱᖅᑯᑎᐅᔪᒧᑦ ᐱᔭᑦᓴᖃᖅᑎᒋᓂᖏᓐᓂᒃ 

ᖃᑦᓯᐅᔪᓂᓪᓘᓐᓃᑦ ᐱᓕᕆᔨᐅᔪᖅ ᓄᑕᖅᑲᓂᒃ 

ᒪᒃᑯᒃᑐᓂᓪᓗ ᑲᒪᒋᔭᖃᕋᔭᕐᒪᖔᑦ ᒪᓕᑐᐃᓐᓇᐸᑦᑐᖅ 

ᓄᓇᓕᐅᔫᑉ ᖃᓄᐃᓐᓂᖓᓂᒃ. ᐊᔾᔨᒌᓐᖏᑦᑑᔪᓐᓇᖅᑐᓂ 

ᐃᓚᖏᑦ ᐱᓕᕆᔨᑦ ᑲᒪᓲᖑᓪᓗᑎᒃ 8ᓂᒃ 10ᓂᓘᓐᓃᑦ 

ᐃᓚᒌᓂᒃ ᓱᕈᓯᕐᓂᒃ ᒪᒃᑯᒃᑐᓂᓪᓗ, 

ᐱᓕᕆᐊᒃᓴᖃᕐᓂᖅᓴᐅᔪᑦ ᑎᑭᒃᖢᒋᑦ 

ᓄᓇᓕᐸᐅᔭᐅᓂᖅᓴᓂ ᓲᕐᓗ ᐃᖃᓗᖕᓂ 18ᒦᑦ 20ᒧᑦ 

ᑎᑭᓯᒪᔪᓐᓇᖅᑐᑎᒃ. ᐊᔾᔨᒌᓐᖏᑕᖅᑐᑦ 

ᐊᓯᔾᔨᒌᓲᖑᓪᓗᑎᓪᓗ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᐋᓅᑦ, 

ᐃᓕᑕᖃᑦᑕᕈᓐᓇᕈᕕᐅᓪᓗ ᐃᒃᓯᕙᐅᑕᖅ ᑭᐅᒌᔭᕌᖓᕕᑦ 

ᐊᐱᖅᑯᑎᐅᔪᓂᒃ ᓂᐱᓕᐅᕆᔨᕗᑦ ᐱᔾᔪᑎᒋᓪᓗᒍ. ᒥᔅᑐ 

ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᐄ, ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑕᖅ, 

ᑭᐅᔭᐅᔫᓪᓗᐊᕋᒪᓗ. ᑭᕼᐃᐊᓂᓕ ᑕᐃᒪ ᑖᒃᑯᐊ 

ᖃᐅᔨᕼᐊᖅᑎᑦ ᖃᐅᔨᕼᐊᖅᑎᓪᓗᒋᑦ ᑕᒪᒃᑯᓂᖓ 

ᒪᓕᒐᕐᓂᒃ ᐱᖁᔭᕐᓂᒃ ᐊᑐᐊᒐᐅᔭᕆᐊᓕᓐᓂᒃ 

ᐊᑐᑦᓯᐊᕆᐊᖃᕐᓂᖏᓐᓂᒃ ᖃᐅᔨᕼᐊᓗᕿᑦᑕᖅᑎᓪᓗᒋᑦ 
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about following the rules of the laws of 

Nunavut in regard to children and youth 

protection in Nunavut. 

 

My question, then, is: in legislation, how 

many children can a social worker be 

responsible for or is there a set number that 

the caseworkers can take on? Thank you, 

Mr. Chairman.  

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. To answer the question, the 

number of cases that a worker would be 

asked to carry is not embedded in the 

legislation. In our action plan, we’re 

actually trying to come up with working, 

acceptable caseload standards for our social 

services workers for the territory.  

 

Touching back on our introductory 

comments, you may remember that I 

mentioned the fact that our social services 

workers are somewhat unique in terms of 

the fact that they deliver other programs 

and services aside from child protection 

specifically. That’s a challenge that we’re 

grappling with now as we try to find 

realistic caseload standards for our 

employees. That’s one of the action items 

that we’re intending to follow up on with 

our action plan. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak.  

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. I would like 

to direct my question to the Auditor 

General’s office. A few minutes ago, I 

asked if a social worker is going to do their 

work properly in caring for the children 

under their custody. If they’re going to be 

diligent about following through with the 

laws, how many children could they care 

ᐱᓕᕆᕝᕖᓪᓗ ᐱᓕᕆᑦᓯᐊᕆᐊᖃᕐᓂᖏᓐᓂᒃ ᐃᓄᓐᓂᒃ  

 

ᑲᒪᒋᔭᖃᖅᑎᓪᓗᒋᑦ ᓄᓇᕗᒻᒥ. 

 

ᑖᓐᓇᓕ ᐊᐱᖅᑯᑎᒋᕼᐅᐊᓕᖅᐸᕋ, ᖃᓄᖅ ᐱᓕᕆᔩᑦ 

ᑕᒻᓇ ᐊᑕᐅᕼᐃᖅ ᑭᒡᓕᖃᓪᓗᐊᖅᑎᒋᕙ ᐱᖁᔭᓂᑦ 

ᒪᓕᒐᓐᓂᒃ ᒪᓕᓪᓗᓂ ᑲᒪᒋᔭᕆᐊᖃᒃᑲᒥᓂᒃ 

ᑲᒪᒋᑦᓯᐊᓐᓂᐊᒻᒪᒋᓐ? ᒪ’ᓇ ᐃᒃᕼᐃᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᑭᐅᒋᐊᓪᓗᒍ, ᐱᖁᔭᔾᔪᐊᖅᑎᒍᑦ 

ᑎᑎᕋᖅᓯᒪᔪᖅᑕᖃᓐᖏᑦᑐᖅ ᖃᑦᓯᓂᒃ ᐃᓄᓕᕆᔨ 

ᑲᒪᒋᔭᖃᕈᓐᓇᒻᒪᖔᓪ ᓱᕈᓯᓐᓂᒃ, ᒪᒃᑯᒃᑐᓂᓪᓗ. ᑭᓯᐊᓂ 

ᐊᐅᓚᔾᔭᐃᔾᔪᑏᑦ ᐸᓐᓇᐅᑎᖏᓐᓂ ᑕᒪᓐᓇ 

ᖃᓄᖅᑑᕈᑎᒋᓇᓱᒃᑕᕗᓐ.  

 

 

 

 

ᐃᒪᓐᓇᑎᒋ ᐅᓄᖅᑎᒋᔪᓂᒃ ᑲᒪᒋᔭᖃᕈᓐᓇᓪᓗᓂ 

ᐃᓄᓕᕆᔨ ᓄᓇᕘᑉ ᐃᓗᐊᓂ ᑲᒪᒋᔭᖃᓐᓂᐊᕈᓂ. ᓲᓪᓗ 

ᐱᒋᐊᕈᑎᒃᓴᑦᑎᓐᓂ, ᐅᖃᕆᐊᓐᖓᐅᑎᑦᑎᓐᓂ 

ᐅᖃᖅᑲᐅᔭᕗᓐ ᐃᓄᓕᕆᔩᑦ ᐱᔭᒃᓴᖅᑖᕆᖃᑦᑕᖅᓯᒪᔭᖏᑦ 

ᐊᔾᔨᐅᓐᖏᒻᒪᑕ ᑲᓇᑕᓕᒫᖅ ᑕᑯᓐᓇᓪᓗᒍ. ᐊᓯᖏᓐᓂᒃ 

ᑎᒍᒥᐊᒃᑲᓐᓂᒻᒪᑕ ᐃᓄᓕᕆᔨᐅᕙᒃᑐᑦ 

ᑎᒍᒥᐊᖅᐸᓐᖏᑕᕋᓗᐊᖏᓐᓂᒃ. ᐅᓄᓐᓂᖏᓐᓂᒃ 

ᐊᖅᑭᒃᓱᐃᔪᒪᔪᒍᓐ ᐊᐅᓚᔾᔭ.ᐃᔾᔪᑏᓪᓗ ᐸᓐᓇᐅᑎᖏᓐᓄᓐ 

ᐃᓕᖃᓯᐅᑎᓂᐊᖅᖢᑎᒃᑯᑦ. ᒫᓐᓇ ᐱᓕᕆᐊᕆᔭᕗᑦ. 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᑉᑯᓄᖓ 

ᖃᐅᔨᕼᐊᖅᑎᐅᔪᓄᑉᓕ ᐊᐱᕆᕼᐅᐋᓕᖅᐳᖓ 

ᑭᐅᔭᐅᕼᐋᖅᑎᓪᓗᖓ. ᑕᐃᒪ ᐅᕙᑉᓯᐊᖅ ᐊᐱᕆᒐᒪ 

ᐱᓕᕆᔨᐅᔪᖅ ᐊᑕᐅᕼᐃᖅ ᑲᒪᒋᔭᖃᑦᓯᐊᓐᓂᐊᕈᒥ, 

ᑕᒪᒃᑯᓂᖓ ᐊᖅᓵᖅᓯᒪᔭᒥᓂᒃ ᓄᑕᖅᑲᓂᒃ, ᐊᑕᐅᕼᐃᖅ 

ᐱᓕᕆᔨᐅᔪᖅ ᐱᖁᔭᓂᒃ ᒪᓕᒐᓐᓂᑉᓗ ᒪᓕᓐᓂᐊᕈᒥᒃ, 

ᖃᖅᓯᓂᒃ ᐊᒥᕼᐆᑎᒋᔪᓂᒃ ᑲᒪᒋᔭᖃᖅᑑᓪᓗᐊᖅᐹ 

ᐱᖁᔭᓂᒡᓗ ᒪᓕᒐᓂᒡᓗ ᒪᓕᑦᓯᐊᓐᓂᐊᕈᒥᒃ? ᒪ’ᓇ 

ᐃᒃᓯᕙᐅᑖᖅ. 
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for? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. Campbell. 

 

Mr. Campbell: Thank you, Mr. Chairman. 

Thank you for the question. As always, I’ll 

ask Madame Salvail to correct me when I 

veer off a little bit if I do, but I don’t 

believe that there’s a specific number. 

What we have been arguing for is that there 

needs to be an analysis done by the 

department to determine what the workload 

should be. I know that we have been 

talking about case management and I think 

you can find that that might be a little bit of 

a crude measure because some cases can be 

incredibly complex and take an awful lot of 

time and other ones might be a little bit 

more simple.  

 

If you just count the cases, you may end up 

in the wrong place, but we certainly do 

believe that there needs to be some analysis 

done to ensure that the department itself 

has a metric, a way to identify if a social 

worker is getting to the point that they’re 

not going to be able to do their job 

properly. I think that’s really important.  

 

Now, if I could just make two points on 

that, one being that in the initial audit that 

we did in 2011, we identified cases where 

social workers told us that they simply did 

not have the time to do their job and that 

there were documents missing from files. 

Some social workers told us that they just 

didn’t have time to do it because they were 

really scrambling with their workload.  

 

In this audit, we’re also talking about 

standards not being complied with in terms 

of children not being visited. Sometimes 

social workers don’t have the time to do 

that. Apart from the impact on the social 

worker, there could be a big impact on the 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒡᓗ 

ᑕᒪᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᓐᓂ, ᒪᑖᒻ ᓴᐅᕙᐃ ᑕᒻᒪᓕᕈᒪ 

ᓇᓗᓇᐃᖅᓯᓂᐊᖅᐳᓐ. ᓈᐃᓴᐅᓯᖅᓯᓯᒪᓐᖏᑦᑐᑦ ᖃᔅᓯᓂᒃ 

ᑲᒪᒋᔭᖃᕈᓐᓇᒻᒪᖔᑦ ᐃᓄᓕᕆᔩᓐ? ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑭᓯᐊᓂ ᐋᖅᑭᒃᓯᔪᓐᓇᖅᐳᓐ, ᓲᓪᓗ ᐅᖃᐅᓯᖃᖅᓯᒪᖕᒪᑕ 

ᐃᓄᓕᕆᔾᔪᑎᓄᑦ ᑲᒪᔾᔪᑎᓂᒃ ᐋᖅᑭᒃᓱᐃᓂᐊᖅᑐᒡᒎᖅ. 

 

 

 

 

 

 

 

 

 

 

ᐃᓚᖏᑦ ᐱᔭᓐᓂᖏᑦᑐᔾᔪᐊᒻᒪᕆᐊᓘᖃᑦᑕᒻᒪᑕ 

ᑲᒪᒋᔭᐅᔭᕆᐊᓖᑦ, ᐃᓚᖏᓪᓗ 

ᐱᔭᓐᓂᓐᓂᖅᓴᐅᖃᑦᑕᖅᖢᑎᖕ. ᑕᐃᒪᐃᓕᖓᔪᒍᑦ 

ᑭᓯᐊᓂᑦᑕᐅᖅ ᐃᓱᒪᖃᖅᑐᒍᓐ ᑕᒪᓐᓇ 

ᕿᒥᕐᕈᓇᒃᑕᐅᑦᑎᐊᕆᐊᖃᓐᓂᖓᓂᒃ ᐃᓄᓕᕆᔨ 

ᐅᖁᒪᐃᒃᓴᓗᐊᓕᓐᖏᑲᓗᐊᒻᒪᖔᑦ 

ᐃᖅᑲᓇᐃᔭᑦᑎᐊᕈᓐᓇᐃᓪᓕᒻᒪᖔᓪᓗ ᐅᓄᓗᐊᖅᑐᓂᒃ 

ᑎᒍᒥᐊᓕᓐᓂᖅᑎᓪᓗᒍ. 

 

 

2011-ᒥ, ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᑕ 

ᓇᓗᓇᐃᖅᓯᓚᐅᖅᓯᒪᔪᒍᑦ ᐃᓄᓕᕆᔩᑦ 

ᐱᕕᑭᑦᑐᓗᐊᓐᓂᑯᒧᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᕆᒐᓗᐊᖅᑕᒥᓂᒃ 

ᐱᖃᑦᑕᓚᐅᓐᖏᑦᑐᑦ, ᑎᑎᖅᑭᕆᔭᐅᔭᕆᐊᓖᓪᓗ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᐊᕆᔭᐅᔪᓐᓃᖅᖢᑎᒃ ᐅᖁᒪᐃᓗᐊᖅᑐᓂᒃ 

ᑎᒍᒥᐊᓐᓂᓂ ᐱᔾᔪᑎᒋᓪᓗᓂᔾᔪᒃ. 

 

 

 

 

ᑕᐃᒪᐃᑦᑑᒻᒪᓐ ᑕᒪᒃᑯᐊ ᓂᓪᓕᐅᑎᒋᓚᐅᖅᓯᒪᔭᕗᓐ 

ᐃᓛᓐᓂᒃᑯᓗ ᓱᕈᓰᑦ ᑎᒍᐊᓐᖑᐊᕆᔭᐅᑎᓪᓗᒍ 

ᐊᖏᕐᕋᕆᔭᐅᔪᑦ 

ᑕᑯᔭᖅᑐᖅᑕᐅᖃᑦᑕᕆᐊᖃᕋᓗᐊᖅᑎᓪᓗᒋᓐ 

ᑕᑯᔭᖅᑐᖅᑕᐅᖃᑦᑕᓐᖏᑦᑐᑦ ᐊᒻᒪᓗ ᑕᐃᒪᐃᑦᑑᑎᓪᓗᒍ 

ᐊᒃᑐᖅᑕᐅᔪᔾᔪᐊᒻᒪᕆᐊᓘᔪᓐᓇᖅᑐᖅ ᑖᓐᓇ ᓱᕈᓯᖅ 

ᒐᕙᒪᒃᑯᓐᓄᑦ ᐸᖅᑭᔭᐅᔪᖅ. 
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child if they don’t have the time to do the 

work.  

 

We don’t have a single metric, but we 

strongly encourage the department to 

determine what an appropriate workload is 

because that way they will be able to 

identify when somebody is about to get 

into that situation. If you add a few more 

cases or more work to somebody, you 

should know that by doing that, you will 

put them in a situation that they won’t be 

able to do their job properly. Knowing that 

in advance is better than finding out maybe 

months or even a year later when an audit 

gets done. Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Campbell. Mr. 

Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you, Mr. Chairman. I’ll ask a question in 

English. (interpretation ends) What I’m 

really getting at here is that when we’re 

looking at children in services, to provide 

quality of assurance or quality of service 

for children in care. Is there a variance for a 

certified social worker as opposed to a a 

social worker in training? What is the 

threshold of caseloads per employee who is 

a certified social worker as opposed to a 

person in training? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Well, to answer your question, I 

think it follows along with what the 

auditors have mentioned is that we don’t 

currently have a metric. First of all, we 

don’t truly have an accurate measure at the 

moment about what is the threshold for that 

point of time when a worker is receiving 

too many cases or too many other duties, as 

 

 

 

 

 

ᑕᐃᒪᐃᑦᑑᒻᒪᑦ ᓇᓗᓇᐃᖅᑕᐅᔭᕆᐊᖃᖅᑐᖅ ᑕᒪᓐᓇ-

ᓚᓯᒪᓚᐅᖅᑐᒍᓐ, ᐅᖁᒪᐃᓗᐊᖅᑐᓂᒃ ᑐᒍᒥᐊᓐᓂᐊᖏᒻᒪᑕ 

ᐅᓄᓗᐊᖅᑐᓂᓪᓗ ᐱᓯᒪᓕᕌᖓᑕ ᐃᓚᖏᑦ 

ᑎᑎᖅᑭᕆᔭᕆᐊᓖᑦ ᐊᓯᖏᓪᓗ 

ᑲᒪᒋᔪᓐᓇᐃᓪᓕᐅᖅᑲᖃᑦᑕᒋᓐ. ᐅᕝᕙᓘᓐᓃᑦ ᑕᖅᑭᓄᓗᐊᖅ 

ᑭᖑᕙᖅᓯᒪᓕᕈᓐᓇᒻᒪᑕ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᖃᑉᓗᓈᑑᓪᓗᖓ 

ᐊᐱᕆᓂᐊᕋᒪ. (ᑐᓵᔨᒃᑰᓕᖅᑐᖅ) ᐃᒪᓐᓇᖃᐃ 

ᑐᑭᓯᔪᒪᔪᖓ ᐅᑯᐊ ᓱᕈᓯᓄᑦ ᐱᔨᑦᑎᕈᑏᑦ 

ᕿᒥᕐᕈᓇᒃᖢᑎᒃᑯᓐ ᐱᐅᔪᓂᒃ ᐱᔨᑦᑎᕈᑎᓂᒃ 

ᐊᑐᐃᓐᓇᕈᐃᕕᐅᔭᕆᐊᓖᑦ ᑕᒪᒃᑯᐊ ᒐᕙᒪᒃᑯᓐᓄᑦ 

ᐸᕐᕆᔭᑯᓗᐃᑦ ᓱᕈᓰᑦ, ᐊᒻᒪᓗ ᐃᓄᓕᕆᔨ 

ᓇᓗᓇᐃᒃᑯᑦᑎᖅᓯᒪᔪᖅ, ᐃᓄᓕᕆᔨᓗ ᐱᓕᒻᒪᒃᓴᖅᑐᖅ 

ᐃᓕᓐᓂᐊᖅᑐᖅ. ᑖᒃᑯᐊᖑᑎᓪᓗᒋᑦ ᖃᑦᑎᓂᒃ ᑖᒃᑯᐊ 

ᑲᒪᒋᔭᖃᕆᐊᖃᖅᐸᑦ, ᓱᕈᓯᖅ ᑖᓐᓇ 

ᓇᓗᓇᐃᒃᑯᑦᑎᖅᓯᒪᔪᖅ ᐊᒻᒪᓗ ᑕᐃᓐᓇ ᐃᓕᓐᓂᐊᖅᑐᖅ. 

ᖃᑦᑎᓂ ᑖᒃᑯᐊ ᑎᒍᒥᐊᓪᓗᐊᖅᐸᑦ ᐱᓕᕆᑦᑎᐊᕐᓂᐊᕈᑎᒃ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑭᐅᒋᐊᕐᓗᒍ ᒪᓕᒃᓯᒪᑐᐃᓐᓇᖅᑐᒍᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓐᓂ, 

ᓂᓪᓕᐅᑎᒋᔭᐅᖅᑲᐅᔪᖅ. ᒫᓐᓇ ᑕᒪᒃᑯᐊ 

ᑭᓪᓕᓕᐅᕆᓯᒪᓐᖏᑕᕗᑦ ᓇᓕᖅᑯᑎᒃᑎᐊᖅᓯᒪᔪᑯᓗᒻᒥᑦ 

ᐱᓯᒪᓐᖏᓐᓇᑦᑕ ᒫᓐᓇ. ᖃᑦᑎᓂ 

ᑲᒪᒋᔭᖃᕆᐊᖃᕐᒪᖔᖏᓐᓂ ᐅᓄᓗᐊᖅᑐᓂᓪᓘᓐᓃᑦ 

ᐱᓕᖏᒃᑲᓗᐊᕐᒪᖔᖅ, ᑕᒪᒃᑯᓂᖓ ᐱᓯᒪᓐᖏᑦᑐᒍᑦ, 

ᐊᒻᒪᓗ ᓇᓗᓇᐃᖅᓯᓯᒪᓐᖏᑦᑐᑕ, ᓇᓗᓇᐃᒃᑯᑕᓕᒃ 

ᐅᕙᓘᓐᓃᑦ ᐃᓕᓐᓂᐊᖅᑐᖅ ᐃᓄᓕᕆᔨ ᐱᔾᔪᑎᒋᓪᓗᒍ. 
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the case may be. We don’t have that. We 

don’t have that specifically. We’re more 

focused on a certified worker versus a 

trainee.  

 

I think that we know that in general, the 

productivity of qualified and certified 

individuals across any number of 

professions increases, particularly once 

they’ve had a number of years to develop 

and to gain valuable experience on the job. 

That’s one of the key reasons why we want 

to ensure that our social workers have the 

highest possible level of training as they 

are employed in their job. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak: Maybe just a point of 

comment in reference to that, when you 

look at that and with my questions here, it 

will be in your retention strategy, which 

will probably be submitted to the House 

later in time to deal with that matter and 

also to provide quality service, but at the 

same time, have a retention for your new 

social workers who may be up and coming.  

 

Moving along, my colleague did ask a little 

bit under number two, again the last 

sentence. She did ask about the $10 

million, but I would like to ask. There’s a 

figure in there of $50.3 million. Out of that 

$50.3 million, how much of that money is 

within the territory of Nunavut and 

secondly, how much of that is out-of-

territory placement? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Currently, today, we have 

information about caseloads. For example, 

 

 

 

 

 

ᓇᒥ, ᒪᑯᐊ ᐱᓗᐊᕐᓗᒋᑦ ᑕᐃᒃᑯᐊ ᐊᕐᕌᒍᒐᓴᓐᓄᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐱᓕᒻᒪᒃᓯᒪᔪᓪᓚᕆᐊᓘᓲᖑᒻᒪᑕ 

ᐃᖅᑲᓇᐃᔭᑯᑖᓕᕌᖓᒥ. ᑕᒪᓐᓇ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᐃᓄᓕᕆᔨᕗᑦ ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᐊᖁᔭᕗᑦ 

ᐃᖅᑲᓇᐃᔮᒥᓂᒃ ᐊᔪᓐᖏᑦᑎᐊᓂᐊᕐᒪᑕ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᒥᒃᑭᖑᐊᖅ.  

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᓇᖃᐃ 

ᓂᓪᓕᐅᑎᒋᒐᓛᑐᐃᓐᓇᕐᓗᒍ ᓇᓗᓇᐃᖅᑲᐅᑎᓪᓗᒍ ᑖᓐᓇ. 

ᑕᒪᓐᓇ ᕿᒥᕐᕈᓇᓪᓗᒍ ᐊᒻᒪᓗ ᐅᓇ ᐊᐱᖅᑯᑎᒋᔭᕋ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐃᒻᒪᖄ ᐃᖅᑲᓇᔭᖅᑎᓂᒃ ᐊᑯᓂ 

ᐱᓯᒪᓂᐊᕐᓗᓂ ᑕᒪᓐᓇ, ᑕᒪᐅᖓ ᐃᓛᒃ ᑕᒧᑐᒥᖓ 

ᐊᑦᑐᐃᓂᖃᖅᑐᔅᓴᐅᔪᖅ? ᐊᒻᒪᓗ ᐱᐅᓂᖅᐹᓂᒃ 

ᐱᔨᑦᑎᕈᑎᓂᒃ ᓴᖅᑭᔮᖅᑎᑦᑎᓂᐊᕐᓗᓂ, ᐊᑯᓂᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᐱᓯᒪᓂᐊᕈᑦᑕ. 

 

 

ᐃᒻᒪᖄᓗ ᒪᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᐸᓪᓕᐊᓕᑕᐃᓐᓇᖅᑐᑦ 

ᐃᓄᓕᕆᔩᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, ᐅᓇ ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒪ 

ᓂᓪᓕᐅᑎᒋᖅᑲᐅᔭᖓ 2 ᐃᓗᐊᓂ. ᑕᕝᕙᓂ 

ᑎᑎᕋᖅᓯᒪᔪᖅ, ᐊᐱᖅᑯᑎᒋᖅᑲᐅᒻᒪᒍ ᑕᐃᓐᓇ $10 

ᒥᓕᐊᓐ ᑭᓯᐊᓂ, ᐊᐱᖅᑯᑎᒋᒃᑲᓐᓂᕈᒪᔭᕋ ᐅᕙᓂ $50.3 

ᒥᓕᐊᓐᓚᓯᒪᔪᖅᑕᖃᕐᒪᑦ ᑮᓇᐅᔭᑦ ᐊᑐᕈᒫᕐᓂᐊᖅᑐᓂᑦ 

ᐊᒻᒪᓗ ᑖᒃᑯᓇᓐᖓᑦ $50.3 ᒥᓕᐊᓐᓂᒃ ᖃᑦᑎᑖᓚᐃᑦ 

ᓄᓇᕗᑦ ᐃᓗᐊᓂ ᐊᑐᖅᑕᐅᓂᐊᖅᐸᑦ, ᐊᒻᒪᓗ $50.3 

ᒥᓕᐊᓐᖑᑎᓪᓗᒋᑦ, ᖃᑦᑎᑦ ᑖᒃᑯᐊ ᑮᓇᐅᔭᑦ ᓄᓇᕗᑦ 

ᓯᓚᑖᓂ ᐊᑐᖅᑕᐅᓂᐊᖅᐸᑦ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒥᒃᑭᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇ 

ᒪᑯᓂᖓ ᐃᓄᓕᕆᔾᔪᑎᓄᑦ ᑲᒪᔾᔪᑎᓂᒃ ᐱᓯᒪᒐᑦᑕ, 

ᓄᓇᕗᑦ ᓯᓚᑖᓃᑦᑐᓅᖓᔪᓂᑦ, ᓄᓇᕗᑦᓗ ᐃᓗᐊᓂ. 

ᑭᓯᐊᓂ ᑕᐃᒪᐃᑦᑐᓂᒃ ᐊᒡᒍᑐᖅᓯᒪᔪᓂᑦ  
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we can provide information about out-of-

territory clients as opposed to in-territory, 

but we did not prepare a breakdown of the 

budgetary split between those two. We 

would be more than happy to provide that 

to you as soon as possible if that’s required. 

Thank you.  

 

Chairman: Thank you, Mr. MacDonald. I 

look forward to those numbers. Mr. 

Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. I would 

very much appreciate receiving those 

numbers from your department.  

 

Moving on to another subject, in paragraph 

12 on page 4, it indicates that you support 

the training of staff. Again, there are 

employees who have been there for a long 

time, but they are not given the support 

they need. I would like to know why that is 

the case. I’m sure it’s different in each of 

the communities, but my first question is: 

why is there not enough support provided 

to the long-time staff? That is my first 

question on that. Thank you, Mr. 

Chairman.  

 

Chairman: Thank you for that question. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. First of all, I think I would have 

to agree with you that historically, we 

haven’t been able to provide adequate or as 

adequate as we would like support for our 

long-time existing staff. In terms of our 

action plan, we capture that under our 

retention strategy in terms of trying to 

make it so that we can keep staff who have 

lived, worked, and contributed through 

efforts in the territory as opposed to being 

continually forced to recruit elsewhere and 

bring new people in and start the cycle over 

 

 

ᐊᑐᕈᒫᕐᓂᐊᖅᑐᓂᒃ ᑭᓱᓄᑦ ᐃᓕᐅᖅᑲᐃᓯᒪᔪᓂᒃ 

ᐊᑐᐃᓐᓇᕈᐃᓚᐅᓐᖏᓐᓇᑦᑕ, ᑭᓯᐊᓂ 

ᐋᖅᑭᒃᓱᑦᑕᐅᕌᓂᑉᐸᑕ ᐃᓕᔅᓯᓐᓅᖅᑕᐅᔪᓐᓇᕐᓂᐊᖅᑐᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᓂᕆᐅᑉᐳᒍᑦ ᑕᐃᒃᑯᓂᖓ ᓈᓴᐅᑎᓂᒃ ᑕᑯᓂᐊᕐᓂᐊᓂᕐᒥᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ.  

 

ᒥᑭᓐᖑᐊᖅ: ᒪᑦᓇᓪᓗᐊᕕᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒪᑦᓇᓪᓗᐊᕕᓪᓗ 

ᑐᓂᔭᐅᔪᒫᕐᓂᕈᑦᑕ, ᑕᒪᒃᑯᓂᖓ ᑐᑭᓯᕚᓪᓕᕈᑎᒃᓴᓂᑦ. 

 

 

 

 

ᓅᓪᓗᖓ ᒪᓗᕈᓐᓂᐊᕐᕕᓂᑦ ᐃᓚᒋᔮ, ᒪᑉᐱᐊᓂ ᑕᒫᓂ. 

ᒪᓗᕈᓐᓂᐊᕕᓂᑦ ᐃᓚᒋᔮᓂ ᑎᑎᕋᖅᓯᒪᒻᒪᑦ, 

ᐃᑲᔪᖅᑐᐃᒐᑉᓯᒎᖅ ᐱᓕᕆᔩᑦ ᐃᓕᓐᓂᐊᖅᑕᕐᓂᖏᓐᓂᑦ. 

ᑕᐃᒪ ᓇᓗᓇᓐᖏᒻᒪᑦ ᐃᓚᖏᑦ ᐱᓕᕆᔪᑐᖃᐅᓕᖅᑐᑎᒃ, 

ᐃᓕᓐᓂᐊᕈᐊᕋᓗᐊᖅᑐᑎᒃ ᐃᓄᓕᕆᔨᓂᒃ 

ᐱᓕᕆᕝᕕᖃᖅᑐᑎᒃ ᐃᓕᓐᓂᐊᕈᐊᕋᓗᐊᖅᑐᑎᒃ ᑭᓯᐊᓂ 

ᐃᓚᖏᑦ ᐃᑲᔪᖅᑐᒐᐅᖏᑦᑎᐊᒥᐊᑦᑕᕐᒪᑕ ᓱᒻᒪᐅᒪᖔᖅ 

ᑐᑭᓯᒍᐊᖅᐳᖓ ᓄᓇᓖᑦ ᐊᓯᖏᓐᓂ ᑕᒪᓐᓇ ᐊᑐᓪᓚᕆᒻᒪᑦ 

ᖃᐅᔨᒪᓪᓗᒍ, ᓯᕗᓪᓕᖅᐹᖅ ᐊᐱᖅᑯᑎᒋᔭᕋ. ᒪᑦᓇ 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᒐᕕᐅᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓯᕗᓪᓕᖅᐹᒥ ᐊᖏᖃᑎᒋᑦᑎᐊᖅᑕᒋᑦ, ᐄ, ᓈᒻᒪᑦᑐᓂᒃ 

ᐃᑲᔪᖅᑐᐃᓂᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑐᖃᖅᑎᓐᓂᒃ. 

ᐸᕐᓇᐅᑎᕗᓪᓕ ᐱᓪᓗᒍ ᑕᒪᓐᓇ 

ᐃᑉᐱᒋᔭᕆᐊᖃᕐᓂᐊᖅᑕᕗᑦ ᐱᓯᒪᑦᓯᑦᓴᐃᓐᓇᕋᓱᓐᓂᕐᒧᑦ 

ᐸᕐᓇᐅᑎ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᔪᖅ ᓄᓇᖃᓚᐅᖅᓯᒪᖁᓪᓗᒍ 

ᐱᓕᕆᓗᓂᓗ ᐃᑲᔪᕐᓂᖃᕐᓗᓂᓗ ᐱᓇᓱᒃᑕᐅᔪᓂ 

ᓄᓇᕗᒻᒥ ᐱᓯᒪᑦᓴᐃᓐᓇᕐᓂᐊᕋᑦᑎᒍ, ᓯᓚᑎᑦᑎᓐᓂ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᐊᖏᓐᓈᓗᖏᓪᓗᑕ ᓄᑖᓂᒃ 

ᐱᒋᐊᓕᖅᑭᖅᑰᔨᑲᓐᓂᖁᓇᑕ. 
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again. 

 

One of the things that we identify as an 

area of weakness for us is on-boarding or 

bringing on new employees. We want to 

improve that process and make that 

transition a bit better. We have also worked 

already to improve our statutory training as 

well as some other in-house training, I say 

in-house training, professional 

development opportunities for our 

employees, so that over the course of their 

years with us, they have some support to 

enable them to do their job better. 

 

I think I would also add that under that 

whole umbrella of retention, we recognize 

that it’s important for us to be able to 

ensure that our employees have adequate 

housing and things of that nature. That’s 

something that we look forward to 

attacking in terms of our action plan 

between now and the end of 2015. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. I guess I’ll rephrase my question 

here. I am looking forward in some 

essence. At present, you have current staff 

who are working in your department and 

I’m fully aware that it’s very hard to find 

individuals within the territory who would 

like to work for Family Services 

considering the fact that it is a very 

stressful career.  

 

At the current situation, you do have some 

staff who are currently employed in Family 

Services who are seeking further training, 

but at the moment, they are going through 

obstacles of getting funding support or a 

letter of support from regional offices or 

headquarters. Why are those obstacles in 

ᐃᓚᖓ ᑕᐃᒪ ᓇᓗᓇᐃᔭᖅᓯᒪᔭᕗᑦ ᓴᓐᖐᓐᓂᕆᔭᕗᑦ  

 

ᐱᓪᓗᒋᑦ ᓄᑖᓂᒃ ᓇᕝᕚᕋᓱᓐᓂᕆᕙᑦᑕᕗᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᓴᓂᒃ, ᑕᒪᓐᓇ ᐱᐅᓯᕚᓪᓕᖁᔭᕗᑦ 

ᐃᖏᕐᕋᐸᓪᓕᐊᓂᖓᓗ ᑕᒪᑐᒪᐅᑉ ᐋᖅᑭᒋᐊᒃᑲᓂᕐᓗᒍ. 

ᐱᓕᕆᖃᑎᖄᓂᒃᓯᒪᓕᕐᒥᔪᒍᑦ 

ᐃᓕᓴᐃᖃᑦᑕᕆᐊᖃᕐᓂᕆᔭᕗᑦ ᒪᓕᒐᕐᓂᒃ ᐊᒻᒪᓗ 

ᐊᓯᖏᓐᓂᒃ ᐃᓕᓴᐅᑎᒃᓴᓂᒃ ᐱᓕᕆᕝᕕᑎᓐᓂ 

ᐊᔪᕈᓐᓃᒃᑲᓐᓂᕈᑎᒃᓴᖏᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑕ ᐊᕐᕌᒍᓂ 

ᐱᓕᕆᓂᖏᓐᓂ ᐅᕙᑦᑎᓐᓂ ᐃᑲᔪᖅᑕᐅᓂᖃᖁᓪᓗᒋᑦ 

ᐱᓕᕆᑦᓯᐊᓂᖅᓴᐅᖃᑦᑕᖁᓪᓗᒋᑦ. 

 

 

 

 

ᐃᓚᒋᐊᒃᑲᓐᓂᕐᓗᒍᖃᐃ, ᑕᒪᑐᒪᐅᑉ ᐊᑖᓂ 

ᐱᓯᒪᑦᓯᓯᒪᒐᓱᐊᖅᐸᓂᕐᒥ ᐃᓕᑕᖅᓯᓯᒪᔪᒍᑦ 

ᐱᒻᒪᕆᐅᓂᖓᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᖅ 

ᐃᒡᓗᒃᓴᖃᑦᑎᐊᕋᓗᐊᕆᐊᖏᓐᓂᒃ ᐊᒻᒪ 

ᑕᐃᒪᐃᑦᑐᓅᓕᖓᒐᓚᒃᑐᓂᒃ. ᑕᒪᓐᓇᓗ ᓂᕆᐅᒋᑦᓯᐊᖅᖢᒍ 

ᐱᓕᕆᐊᕆᒻᒪᕆᒋᐊᖓ ᐸᕐᓇᐅᑎᕗᑦ ᐃᓱᒪᒋᓪᓗᒍ ᒫᓐᓇᒥᑦ 

ᐱᒋᐊᖅᖢᒍ 2015 ᐃᓱᐊᓄᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑐ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᒪ’ᓇ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᐱᖅᑯᑎᒐᖃᐃ ᐅᖃᕆᐊᑦᑎᐊᒃᑲᓂᓐᓂᐊᕋᒃᑯ. ᒫᓐᓇᐅᔪᖅ, 

ᐃᓚᖓᒍᑦ ᓂᕆᐅᓐᓂᖃᑦᑎᐊᕋᓗᐊᖅᑐᖓ, ᒫᓐᓇᐅᔪᒥ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᐅᒐᑦᓯ ᐱᓕᕆᕝᕕᓯᓐᓂ ᐊᒻᒪᓗ 

ᖃᐅᔨᒪᑦᑎᐊᕋᓗᐊᖅᑐᖓ ᐊᒃᓱᕈᓐᓇᕐᓂᖓᓂᒃ ᑭᒃᑯᓐᓂᒃ 

ᓇᓂᓯᔭᕆᐊᑦᓴᖅ ᓄᓇᕗᒻᒥ ᓴᓇᔪᒪᒐᔭᖅᑐᓂᒃ 

ᐃᓚᒌᒃᑐᓕᕆᔨᒃᑯᓐᓄᑦ. ᐃᓱᒪᒋᓪᓗᒍ ᐃᖅᑲᓇᐃᔮᕆᒋᐊᖓ 

ᐅᖁᒪᐃᑦᑑᓂᖑᓂᒃ. 

 

 

 

 

ᑭᓯᐊᓂ, ᒫᓐᓇᐅᔪᖅ ᐱᔪᒥ, ᐃᖅᑲᓇᐃᔭᖅᑎᖃᐅᖅᑐᓯ 

ᐱᓕᕆᔪᓂᒃ ᐃᓚᒌᒃᑐᓕᕆᔨᒃᑯᓐᓂ ᕿᓂᖅᑐᓂᒃ 

ᐃᓕᓐᓂᐊᕋᒃᓴᑲᓐᓂᕐᓂᒃ; ᑭᓯᐊᓂ, ᒫᓐᓇᒥ 

ᑐᓗᖅᓯᒪᐅᑎᖃᖅᑐᑎᒃ ᑮᓇᐅᔭᑎᒍᑦ ᐃᑲᔪᖅᑐᖅᑕᐅᒋᐊᒥᒃ 

ᐅᕝᕙᓘᓐᓃᑦ ᑎᑎᖅᑲᒥᒃ ᐃᑲᔪᖅᑐᐃᔾᔪᑎᒥᒃ 

ᐊᕕᑦᑐᖅᓯᒪᔪᐃᑦ ᐊᓪᓚᕝᕕᖏᓐᓂᑦ 

ᐊᓪᓚᕝᕕᒻᒪᕆᒻᒥᓘᓐᓃᑦ. ᓱᒻᒪᑦ ᑕᒪᒃᑯᐊ ᑐᓗᖅᓯᒪᐅᑎᐅᔪᑦ 

ᐱᕙᑦ ᑎᒍᒥᐊᕋᓱᒡᒐᑎᓪᓗᓯ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᒋᐊᒃᓴᓘᓐᓃᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 
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place when you have retention problems 

and you are having recruitment issues? 

Thank you, Mr. Chairman.  

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. With respect to the question 

about obstacles for existing employees, I 

am currently not aware of any situation 

where, for example, an employee has asked 

for professional development and it has 

been outright refused. We, like every other 

department in the GN, follow the Human 

Resources Manual and issues around 

professional development.  

 

I can tell you that by and large, we support 

professional development, but I would like 

to say that there probably are unique 

circumstances where there could be a 

reason why somebody may be refused 

professional development. In some cases, it 

could be performance issues or it could be 

operational needs or operational 

requirements keeping that person too busy 

to be able to undertake those activities.  

 

I would like to say that I’m not aware of 

that particular circumstance, but in general, 

we are strongly supportive of professional 

development activities. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. I thank him 

for the response. I believe this will require 

further review as this seems the most 

obvious route here.  

 

Let me move to paragraph 12 and I will use 

an example from our home community of 

Baker Lake as that is where I am from. 

Based on the duties required of social 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᐱᖅᑯᑎᐅᔪᒧᑦ ᑐᓗᖅᓯᒪᐅᑎᖃᕐᓂᕋᖅᑕᐅᓂᖓ ᐱᓪᓗᒍ 

ᐱᒍᒪᓇᔭᖅᑐᓄᑦ ᐱᓕᕆᔨᓄᑦ, ᒫᓐᓇᐅᔪᕐᓕ 

ᑐᓴᐅᒪᖏᑦᑎᐊᕋᒪ ᓲᕐᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᒃ ᐱᓕᕆᐊᒥᓂᒃ 

ᐃᓕᓴᒃᑲᓐᓂᕈᒪᔪᒥᒃ ᐋᒡᒑᖅᑕᐅᓯᒪᔪᖃᕆᐊᖓᓂᒃ. ᐅᕙᒍᑦ, 

ᐊᓯᑎᑐᑦ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑎᑐᑦ, ᒪᓕᓲᖑᔪᒍᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᑐᐊᒐᖏᓐᓂᒃ ᐊᑦᑐᐊᔪᓂᓪᓗ 

ᐱᕙᓪᓕᐊᒃᑲᓐᓂᕈᑎᒃᓴᓄᑦ ᐱᓕᕆᐊᖑᔪᓂ. 

ᐅᖃᐅᑎᔪᓐᓇᖅᑕᒋᑦ ᑕᒪᐃᓐᓂᐸᓗᒃ ᐃᑲᔪᖅᑐᐃᕙᑦᑐᒍᑦ 

ᐱᕙᓪᓕᐊᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ. 

 

 

ᑭᓯᐊᓂᑦᑕᐅᖅ ᐅᖃᕈᒪᒻᒥᔪᖓ ᐊᔾᔨᐅᖏᑦᑐᓂᒃ 

ᐱᓂᖃᖅᑐᑦᓴᐅᕙᒻᒥᒻᒪᑦ ᐃᒻᒪᖃ ᐱᔾᔪᑎᖃᖅᑐᓂᒃ ᓱᒻᒪ 

ᑭᓇᒥᒃ ᐋᒡᒑᖅᑕᐅᔪᖃᓐᓂᕐᒪᖓᑦ 

ᐱᕙᓪᓕᐊᒃᑲᓐᓂᕈᑎᒃᓴᒧᑦ. ᐃᓚᖏᓐᓂ, ᐃᒻᒪᖃ 

ᐱᓕᕆᑦᓯᐊᓐᖏᓂᕐᒧᑦ ᐱᔾᔪᑎᖃᕐᒪᑦ ᐅᕝᕙᓗ 

ᐊᐅᓚᒋᐊᖃᕐᓂᐅᔪᐃᑦ ᐊᐅᓚᓂᕐᒧᓪᓗ ᐱᔭᕆᐊᖃᖅᑐᐃᑦ, 

ᐱᔭᑦᓴᖃᕈᑕᐅᓗᐊᓕᖅᑐᓂ ᑖᑉᓱᒧᖓ ᐱᓕᕆᔨᒧᑦ 

ᑕᐃᒪᓐᓇ ᐱᓇᓱᒍᓐᓇᖁᓪᓗᒍ. 

 

 

 

ᐅᖃᒃᑲᓐᓂᕈᒪᔪᖓ, ᑕᐃᒪᐃᓪᓚᑦᑖᖅᑐᒥᒃ 

ᑐᓴᐅᒪᖏᒃᑲᓗᐊᖅᑐᖓ ᑭᓯᐊᓂ ᑕᒪᐃᓐᓂᐸᓗᒃ 

ᐃᑲᔪᖅᑐᐃᒪᕆᑦᑐᒍᑦ ᐱᓕᕆᐊᒧᑦ 

ᐱᕙᓪᓕᐊᕈᑎᑦᓴᐅᔪᓐᓇᖅᑐᓂᒃ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑐ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑕᖅ, 

ᒪ’ᓈᒻᒫᖅᖢᒍ ᑭᐅᔫᓪᓗᐊᕐᒪᑦ. ᑕᒪᓐᓇ 

ᕿᓯᕐᕈᔭᐅᒃᑲᓐᓂᕆᐊᖃᕐᓂᐊᕐᒪᑦ ᓇᓗᓇᓐᖏᒻᒪᑦ. 

 

 

 

12-ᒋᔭᖓᓄᑦ, ᖁᓖᓪᓗ ᒪᕐᕈᒐᐅᒋᔮᓄᑦ ᓅᓐᓂᐊᓕᖅᐳᖓ 

ᐆᑦᑑᑎᒋᓂᐊᕋᑉᑯ ᖃᒪᓐ’ᑐᐊᕐᒥᐅᑕᐅᕝᓗᖓ ᐃᓄᓕᕆᔨᓂ 

ᐱᓕᕆᐊᒃᓴᐃᑦ ᓄᓇᓕᓪᓗ ᐊᖏᓛᖑᖃᑕᐅᕝᓗᓂ, 

ᓄᓇᓖᓪᓗ ᓄᓇᕗᒻᒥ ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᕋᐅᖏᑦᑐᓂ 

ᓄᓇᓕᐅᔪᑦ ᐃᓄᓕᕆᔨᑦ ᐱᓕᕆᐊᖏᑦ ᐃᓄᒃ  
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workers and with Baker Lake being 

amongst the highest populated 

communities amongst some communities 

in Nunavut that are not being serviced, the 

social worker position is vacant, as is the 

case for many communities. How is this 

challenge being dealt with? I would like to 

understand what the basis is, especially 

with Inuit people’s requests not being 

approved. Thank you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question. With 

respect to a particular circumstance such as 

that, if I understand you correctly, it sounds 

as if there may have been a period of time 

where there was not a social services 

worker in Baker Lake. Under normal 

circumstances, what we would do is 

schedule a worker to come in from an 

accompanying community.  

 

I’m not aware of the specifics to that case 

in terms of duration or whether there were 

issues involved in terms of staffing 

capacity or what have you. We could 

certainly investigate that and try to come 

up with an explanation for you, but we 

would have to take a look at those specific 

circumstances. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. If 

you could just slow your answers down just 

a little bit. Mr. Mikkungwak. 

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. Maybe I’ll rephrase my 

question. In the community of Baker Lake, 

which I’m using as an example because 

I’m the MLA for Baker Lake, you have a 

number of vacant positions within that 

office. In the audit report, it indicated that 

there were three communities that were and 

 

 

 

ᐱᓕᕆᔨᑕᖃᓐᖏᑦᑐᑦ ᐊᒥᕼᐆᒻᒪᑕ. ᑕᐃᒪ ᖃᓄᕐᓕ ᑕᒪᓐᓇ 

ᐱᓕᕆᐊᕆᒻᒪᖔᑦᑐᖅ ᑐᑭᕼᐃᕼᐅᐊᖅᐳᖓ 

ᓄᓇᖃᖅᑳᖅᕼᐃᒪᔪᑦ ᐆᑦᑐᕋᒃᑕᖅᑐᐃᑦ 

ᐊᖏᕋᐅᑦᑕᓐᖏᑎᓪᓗᒋᑦ? ᒪ’ᓇ ᐃᒃᓯᕙᐅᑕᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᖅᑯᑎᖓᓄᑦ. ᐊᑐᖅᑕᐅᓪᓚᑦᑖᓚᐅᑐᒧᓪᓕ 

ᓲᕐᓗ ᑖᓐᓇᑎᑐᑦ ᐅᓂᒃᑳᕆᖃᑖᖅᑕᐃᑦ, ᑐᑭᓯᐊᑦᑎᐊᕈᒃᑭᑦ, 

ᖃᖓᒃᑯᒃᑭᐊᖅ ᐃᓄᓕᕆᔨᖃᓐᖏᓯᐊᒻᒪᕆᓐᓂᕋᔅᓯ 

ᖃᒪᓂᑦᑐᐊᕐᒥ. ᐃᒪᐃᒐᔪᒃᑲᓗᐊᖅᑐᒍᓪᓕ ᑎᑭᑎᑦᑎᕙᒃᑐᑕ 

ᐊᓯᖔᖓᓃᑦᑐᓂᒃ ᓄᓇᓕᓐᓂᑦ. 

 

 

 

 

 

 

 

ᑖᔅᓱᒪᐅᑉ ᖃᓄᐃᓂᕆᓯᒪᔭᖓᓕ ᖃᐅᔨᒪᓐᖏᓐᓇᒪ 

ᖃᓄᑎᒋ ᑕᐃᒪᐃᓕᖓᓚᐅᕐᒪᖔᖅ 

ᐃᓱᒫᓗᓐᓇᖅᑐᖃᓚᐅᕐᒪᖔᕐᓗ 

ᐃᖅᑲᓇᔭᖅᑎᒃᓴᖅᑖᕈᓐᓇᐃᓕᐅᖅᑲᓂᕐᒧᑦ ᐱᔪᒥᒃ. ᑕᒪᓐᓇ 

ᖃᐅᔨᒋᐊᕈᓐᓇᖅᑕᕗᑦ ᐅᓂᒃᑳᕈᓐᓇᖅᓯᓛᕋᑦᑕ 

ᓱᔪᖃᖅᑐᒥᓂᐅᒻᒪᖔᖅ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᑭᐅᓕᕌᖓᕕᑦ ᓱᒃᑲᐃᔾᔫᒥᖃᑦᑕᕈᓐᓇᕈᕕᑦ. ᒥᔅᑕ 

ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᒻᒪᖄ 

ᐊᐱᖅᑯᑎᒐ ᐅᖃᒃᑲᓐᓂᕈᓐᓇᕈᒃᑯ. ᖃᒪᓂᑦᑐᐊᕐᒥ, 

ᐆᑦᑑᑎᒋᑐᐃᓐᓇᖅᑕᕋ ᓲᖃᐃᒻᒪ ᑭᒡᒐᑐᕐᕕᒋᒐᒃᑯ. 

ᐃᓄᑦᑕᐅᔭᕆᐊᓕᑦᑕᖃᕋᔅᓯ ᑕᐃᑲᓂ ᑎᑎᕋᕐᕕᐅᑉ ᐃᓗᐊᓂ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒻᒪᕆᐅᑉ ᐅᓂᒃᑳᖓᓂ, 

ᓇᓗᓇᐃᖅᓯᓯᒪᒻᒪᑦ ᐱᖓᓲᒻᒪᑕᒎᖅ ᓄᓇᓖᑦ ᐊᓯᖏᓪᓗ 

ᓄᓇᓕᓐᓂ ᐃᓐᓄᑕᐅᔭᕆᐊᓕᑦᑕᖃᖅᑰᖅᑐᓂ. 
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there are other communities that probably 

have vacant positions in the Department of 

Family Services. My question here is: what 

strategy do you have in place to fill these 

vacant positions?  

 

Right now, you have relief workers coming 

into communities. What is your current 

strategy to fill in the vacant positions so 

that it does not keep surfacing? Have you 

also looked at investing in residents who 

have applied and possibly employ them 

and, once you have employed them, further 

invest in their training? Has that been 

considered? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. If I understand correctly, and I 

think I do this time and I’m sorry for 

misunderstanding originally, in terms of 

our action plan, we have, I think, a 

combination of administrative changes to 

how we internally as a department, 

particularly coming from communities to 

regions to headquarters, understand when 

we have a vacancy or a vacancy that’s 

looming.  

 

Our plan is to develop an entirely new 

system, at least for our department, to 

allow us to react more quickly to those 

vacancies, but that doesn’t address some of 

the fundamental problems that we do face 

in that sometimes, in terms of having the 

available labour force or skilled labour to 

fill that position, that’s not always 

available. We have, I think, somewhat are 

shorter term and more of a medium term 

plan to address that.  

 

In terms of the short term, we’re 

contemplating working with the 

Department of Finance and their HR staff 

 

 

ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋᓕ ᖃᓄᐃᑦᑐᒥᒃ ᐸᕐᓇᐅᑎᑕᖃᖅᐱᓯ 

ᐋᖅᑭᒃᓯᒪᔭᑦᑎᓐᓂ ᑕᒪᒃᑯᐊ ᐃᓐᓄᒃᑕᐅᖁᓪᓗᒋᑦ? 

 

 

ᒫᓐᓇ ᑎᑭᑎᑦᑎᑲᐃᓐᓇᖃᑦᑕᕋᔅᓯ ᓄᓇᓕᓐᓄᑦ. ᓱᓇᒥᒃ 

ᐸᕐᓇᐅᑎᖃᖅᐱᓯ ᒫᓐᓇᒃᑯᑦ ᑕᒪᒃᑯᐊ ᐃᓐᓄᒃᑕᐅᖁᓪᓗᒋᑦ 

ᓄᐃᖃᑦᑕᐃᓐᓇᕈᓐᓃᖁᓪᓗᒍ? ᖃᐅᔨᓴᖅᓯᒪᕕᓯᑦᑕᐅᖅ 

ᓄᓇᓕᓐᓂᒥᐅᑕᓂᒃ ᐱᓇᓱᖃᑕᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓗᒋᓪᓗᖃᐃ ᑭᖑᓂᐊᒍᓪᓗ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑎᓗᒋᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑐᑭᓯᐊᑦᑎᐊᕈᒃᑯ, ᒪᒥᐊᓇᖅ ᑐᑭᓯᓐᓂᓗᓐᓂᖅᑲᐅᒐᒪ, 

ᐸᕐᓇᐅᑎᑦᑎᓐᓂ ᐊᐅᓚᔾᔪᓯᕆᔭᑦᑎᓐᓂ 

ᐊᓯᔾᔩᔪᒫᓐᓂᐊᖅᓯᒪᔪᒍᑦ, ᐱᓗᐊᖅᑐᒥ ᓄᓇᓕᓐᓄᑦ 

ᐊᕕᑦᑐᖅᓯᒪᔪᓃᓐᖔᖅᑐᓂᒃ 

ᐃᓐᓄᑕᐅᔭᕆᐊᖃᖅᑐᖃᓕᕌᖓᑦ. 

 

 

 

 

 

 

 

ᓄᑖᑦᑎᐊᒻᒪᕆᒻᒥᒃ ᐋᖅᑮᔪᒪᓯᒪᔪᒍᑦ 

ᐃᓐᓄᒃᓵᓕᓂᖅᓴᐅᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ. ᑭᓯᐊᓂ ᑖᓐᓇ 

ᐋᖅᑮᔾᔪᑎᒻᒪᕆᐅᓐᖏᒻᒪᑦ 

ᐃᓗᐊᓐᖏᓕᐅᕈᑎᓪᓗᐊᑕᕆᔭᑦᑎᓐᓄᑦ 

ᐊᔪᓐᖏᓐᓂᖃᖅᑐᓂᒃ ᐊᑐᐃᓐᓇᐅᖏᓐᓇᐸᓐᖏᒻᒪᑕ. 

 

 

 

 

 

 

 

ᒫᓐᓇᒨᖓᓂᖅᓴᒥᒃ ᐸᕐᓇᐅᑎᑕᖃᖅᑐᒍᑦ 

ᐃᓱᒪᒋᕙᓪᓕᐊᔭᕗᑦ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᑦ ᐊᒻᒪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᖁᑎᕗᑦ ᐱᓕᕆᖃᑎᒋᓗᒋᑦ 

ᐃᓄᓕᕆᔨᓕᕆᕙᒃᑐᖅᑕᖃᖁᓪᓗᑕ. ᑕᒪᓐᓇ ᐅᓂᒃᑳᖅ 

ᐱᒻᒪᕆᐅᑎᒐᑦᑎᒍ ᑕᒪᓐᓇ ᐃᓛᒃᑰᖓᓂᖅᓴᐅᖁᔭᕋᓗᐊᕗᑦ 
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to try to revive an older practice of having 

dedicated staff who work on social services 

worker recruitment. Obviously, we take 

this report seriously and we feel that it’s 

important that that line of work be given 

some priority in the hiring process. In the 

short term, we are, to be frank, stuck in a 

cycle where we do have to recruit 

elsewhere.  

 

Moving into more of a medium term, we 

have begun working with Nunavut Arctic 

College to help provide input into an 

overhaul of their social services worker 

program and what we really want to do is 

minimize any misalignment between the 

training that people can go through in 

Nunavut to obtain accreditation, whether 

it’s a certificate or a diploma or what have 

you, and with our department’s hiring 

practices and the skills, knowledge, and 

attitudes that we need in frontline workers 

and entry-level workers as they come into 

the department. By better aligning that 

training and that Nunavut training with 

what our needs are, we get people into the 

door in a more seamless way. Of course, 

once you have them, it’s more of the 

retention stuff that we discussed earlier. 

Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. He 

answered part of my question, but I have a 

supplementary question. You’re going to 

be working with Nunavut Arctic College to 

train social workers to provide better 

training for them and to give them 

certificates, diplomas, and so on. My 

question is: how many of the people who 

had taken social worker training at Arctic 

College are working as social workers at 

the present time? Thank you, Mr. 

ᓯᕗᓪᓕᐅᓂᖃᓐᓂᖅᓴᐅᖁᓪᓗᒍ  

 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᕐᓂᑎᒍᑦ. ᒫᓐᓇᓂᓴᕐᒧᑦ 

ᐃᓗᐊᓐᖏᓕᐅᕈᑎᖃᖅᑐᒍᑦ ᐊᓯᑦᑎᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᖃᑦᑕᕆᐊᖃᓕᖅᐸᒃᑐᑕ. 

 

 

 

 

 

 

 

ᐊᕗᖓᓂᖅᓴᒧᓪᓕ, ᓄᓇᕗᑦ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓐᓂᒃ 

ᐱᓕᕆᕙᓪᓕᐊᓯᒪᔪᒍᑦ ᐋᖅᑭᒋᐊᕆᖁᓪᓗᒋᑦ 

ᐃᓄᓕᕆᔨᒃᓴᐅᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᕈᑎᖓᓄᑦ, 

ᐃᒪᐃᓕᐅᕈᒪᓪᓗᑕ ᐃᓗᐊᑦᑎᐊᖏᑦᑐᖃᕈᓐᓃᖁᓪᓗᒍ 

ᐃᓕᓐᓂᐊᖅᑕᐅᔪᓂᑦ ᐃᓄᓕᕆᔨᓐᖑᕈᒪᔪᑦ 

ᐸᐃᑉᐹᖅᑖᕈᓐᓇᑦᑎᐊᖁᓪᓗᒋᑦ ᑖᒃᑯᐊᓗ 

ᑐᑭᓕᐊᖅᑎᒋᐊᕐᓗᒋᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᕈᑎᒋᕙᑦᑕᑎᓐᓄᑦ. ᑕᒪᑐᒨᓇ 

ᓇᓗᓇᐃᖅᓯᓂᖅᓴᐅᓕᕈᑦᑕ ᐊᔪᓐᖏᔾᔪᑕᐅᔭᕆᐊᓕᓐᓂᑦ 

ᐱᔭᕆᐊᖃᖅᑐᓂᓪᓗ ᐊᒥᓱᕈᒃᑲᓐᓂᕈᓐᓇᕋᓱᒋᔭᕗᑦ 

ᐃᓄᓕᕆᔨᓐᖑᕈᓐᓇᕋᔭᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

ᐊᐱᖅᑯᑎᒋᓂᐊᓚᐅᒃᑲᒻᓂᒃ. ᐊᐱᖅᑯᑎᒋᓂᐊᓚᐅᖅᑕᕐᓂᑦ 

ᐃᓚᖓᓂ ᑭᐅᕋᓗᒻᒫᕐᒪᑦ, ᐊᐱᕆᕼᐊᓕᖅᐳᖓᓕ, ᑕᐃᒪ 

ᓄᓇᕗᑦᒥ ᓯᓚᑦᑐᖅᓴᕐᕕᒻᒥᑦ ᐱᓕᕆᖃᑎᖃᕐᓂᐊᕐᒪᑕ 

ᑕᒪᒃᑯᐊ ᐃᓄᓕᕆᔩᑦ ᐱᓕᕆᐊᖏᓐᓂᑦ ᐃᓕᓐᓂᐊᕈᑕᐃᓂᒃ 

ᐋᖅᑭᒃᓱᐃᒋᐊᕐᓗᑎᒃ ᐊᓕᓚᔫᑎᖃᑦᑎᐊᓂᐊᕐᒪᑕ ᑕᐃᒃᑯᐊ 

ᐱᓕᕆᔨᐅᓂᐊᖅᑐᑦ. ᒫᓐᓇᓕ ᐊᐱᕆᓕᖅᐳᖓ ᑕᐃᒃᑯᐊ 

ᐃᓕᓐᓂᐊᑕᖅᓯᒪᔪᑦ ᐃᓄᓕᕆᔩᑦ ᓯᓚᑦᑐᖅᓴᕐᕕᒻᒥ 

ᐃᓕᓐᓂᐊᖅᑕᕐᓂᑰᓯᒪᔪᑦ ᒫᓐᓇᒧᑦ ᑎᑭᑦᑐᒍ, ᖃᑦᑎᑦ 

ᐱᓕᕆᔨᐅᕙᑦ ᓄᓇᕗᑦᒥ ᐃᓄᓕᕆᔨᓂᒃ 

ᐃᓕᓐᓂᐊᖅᑕᕐᓂᑰᓯᒪᔪᑦ? ᒪᑦᓇ ᐃᒃᓯᕙᐅᑖᖅ.  
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Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. To be honest, I don’t have an 

answer for you on that particular question. 

I don’t know at the moment how many of 

our current Nunavut resident employees 

would have certification from the college. 

 

To answer your question in a wider 

approach, I think that sometimes it’s 

difficult to have a clear understanding, 

when somebody graduates from an 

academic program, if they’re interested and 

willing to work for us or a certain 

organization.  

 

If I understand your question correctly, 

you’re asking if there’s a direct link 

between college graduation within that 

specific program and with our department 

at this time. I think that one of the things 

that we’re trying to do in association with 

Nunavut Arctic College is to make sure 

that that disconnect is removed. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Akoak. 

 

Mr. Akoak: Thank you, Mr. Chairman. 

Good afternoon, Inuit and Uqhuqtuurmiut. 

My question is on page 3. You said that 

you had 55 positions filled, social services 

workers and supervisors. Like my 

colleague said, the social services worker is 

a stressful job and hard work.  

 

I’m just wondering if you’ve ever had 

people come to your department saying 

that they do not trust a social worker and 

didn’t want to go to that person. Did you 

ever have anything like that happen? Thank 

you, Mr. Chairman. 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒥᕐᑭᓐᖑᐊᖅ.  

 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑕᐃᒪ 

ᑭᐅᔾᔪᑎᒃᓴᖃᖏᑦᑐᖓ ᐃᓕᓐᓄᑦ ᐊᐱᖅᑯᑎᓐᓄᑦ 

ᖃᐅᔨᒪᓐᖏᓐᓇᒪ ᒫᓐᓇ ᖃᑦᑎᐅᒻᒪᖔᑕ ᑖᒃᑯᐊ 

ᐃᓕᓐᓂᐊᖅᓯᒪᔪᑦ, ᓯᓚᑦᑐᖅᓴᕐᕕᒻᒥᑦ ᐃᓕᓐᓂᐊᕌᓂᒃᓯᒪᔪᑦ 

ᓇᓗᓇᐃᒃᑯᑕᖃᖅᑐᑦ. 

 

 

 

ᑕᐃᒪ ᑭᐅᓂᐊᕐᓗᑎ ᐃᓛᓐᓂᒃᑯᑦ ᐊᔪᕐᓇᖃᑦᑕᕐᒪᑦ 

ᑐᑭᓯᐅᒪᑦᑎᐊ, ᐃᓛᒃ ᑐᑭᓯᐅᒪᑦᑎᐊᕆᐊᖃᕋᑦᑕ ᓲᕐᓗ 

ᐃᓕᓐᓂᐊᕌᓂᓚᐅᕐᓗᑎᒃ ᐱᓕᕆᔭᖅᑐᕈᒪᒐᔭᕐᒪᖔᑕ 

ᐅᕝᕙᑦᑎᓐᓄᑦ ᖃᐅᔨᒪᓐᖏᓐᓇᒃᑭᑦ. 

 

 

 

 

ᐊᐱᕆᒐᕕᑦ ᑕᐃᒪ ᑖᒃᑯᐊ ᐃᓕᓐᓂᐊᕌᓂᒃᓯᒪᔪᑦ ᑕᐃᑲᓂ 

ᓯᓚᑦᑐᖅᓴᕐᕕᒻᒥ ᖃᑦᑎᓂᒃ ᐱᓕᕆᒻᒪᖔᑕ, ᐅᕙᑦᑎᓐᓄᑦ 

ᐃᓄᓕᕆᔨᑯᓐᓄᑦ. ᐃᒪᓐᓇᐃᓕᐅᕋᓱᐊᖅᑐᒍᑦ 

ᓯᓚᑦᑐᖅᓴᕐᕕᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᖃᑎᒋᓗᒋᑦ ᑕᐃᒪᓐᓇ, 

ᐃᓛᒃ ᑕᐃᒪᓐᓇ ᐱᓕᕆᔨᑖᖃᑦᑕᕆᐊᖃᕋᑦᑕ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐋᑯᐊᖅ. 

 

ᐋᑯᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᓐᓄᓴᒃᑯᑦ, ᐅᖅᓱᖅᑑᒥᐅᑦ, ᓄᓇᕗᑦᒥᐅᑦ. ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᔭᕋ ᒪᑉᐱᒐᕐᒥ 3ᒦᑦᑐᖅ, ᐅᖃᓚᐅᕋᕕᑦ 55ᒎᖅ 

ᑖᒃᑯᐊ ᐃᓐᓄᑦᑕᐅᓯᒪᒻᒪᑕ ᐃᓄᓕᕆᔩᑦ 

ᐊᖏᔪᖅᑳᕆᔭᖏᓪᓗ. ᑕᐃᒪ ᐅᖃᖅᑲᐅᒻᒪᑦ ᑖᓐᓇ 

ᑲᑎᒪᔨᐅᖃᑎᒐ, ᑖᒃᑯᐊ ᓲᕐᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᒃᓱᕈᖅᑐᐊᓘᓪᓗᑎ ᐱᓕᕆᖃᑦᑕᕐᒪᑕ. 

 

 

ᐃᓕᔅᓯᓐᓄᐊᖅᓯᒪᖃᑦᑕᖅᐹᑦ, 

ᐃᓕᔅᓯᓐᓄᐊᖅᑐᖃᓚᐅᖅᓯᒪᒻᒫᑦ, ᐃᓕᔅᓯᓐᓄᐊᖅᓯᒪᕚ 

ᐊᐱᕆᔭᖅᑐᖅᑐᑎᒃ ᐱᓕᕆᒍᒪᒍᓐᓃᕐᓂᕋᖅᑐᑎᒃ 

ᐅᖃᕆᐊᖅᑐᖅᓯᒪᔪᓂᒃ, ᐃᓄᓕᕆᔨᐅᒐᓗᐊᓂᒃ? ᖁᔭᓐᓇᒦᒃ.  
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Chairman: Thank you, Mr. Akoak. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Actually, it’s interesting that 

you mention that question. When the 

department was formed in April of 2013, 

we had our first senior management 

committee meeting in Clyde River and our 

first face-to-face meeting as a team.  

 

During that process and during those 

meetings, our then Deputy Minister at the 

time asked for elders from the community 

to come and talk about basically social 

services. Quickly, the discussion was about 

social services as opposed to the 

department as a whole. It struck a chord 

with me particularly since a) I’m not a 

social services worker, I don’t have that 

background, and I have always dealt with 

other areas of the department. 

 

One of the things that was made extremely 

clear to us as a senior management team 

was that what has to happen with the 

practice of social work in Nunavut and 

from our department in general is that we 

need to be able to do a better job and that 

people, at the moment, particularly in some 

of our communities, don’t have a good 

relationship with their social workers.  

 

As you say, there may not be as much of a 

level of trust as we would like. To tie it 

back into our action plan here, one of the 

things that we recognize and has been 

made abundantly clear is that our outreach 

and visibility in communities needs to 

improve. The way in which our workers 

interact with families, youth, and 

community groups needs to be much more 

transparent and obvious. We’re extremely 

hopeful that by working towards doing 

that, there will be less of that issue of 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ, ᒥᔅᑕ ᐋᑯᐊᖅ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ.  

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑕᐃᒪ 

ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᔭᐃᑦ ᐊᐱᖅᑯᑎᑦᑎᐊᕙᐅᕗᖅ ᐊᐃᐳᕉᓪ 

2013-ᖑᑎᓪᓗᒍ, ᑕᐃᒪᓐᓇ ᑲᑎᒪᔩᑦ ᑲᑎᒪᓚᐅᖅᓯᒪᒐᑦᑕ 

ᐃᖃᓗᑦᑑᑦᑎᐊᕐᒥ ᑲᑎᒪᖃᑎᒋᓪᓗᒋᑦ ᑕᐃᒃᑯᐊ 2013-ᒥ 

ᑲᑎᒪᑎᓪᓗᑕ ᑲᖏᖅᑐᒑᐱᒻᒥ. 

 

 

 

ᑲᑎᒪᑎᓪᓗᑕ ᑐᖏᓕᕆᔭᐅᔪᖅ ᒥᓂᔅᑕᒧᑦ ᐃᓐᓇᑐᖃᕐᓂᑦ 

ᑲᑎᒪᖃᑎᖃᓚᐅᕐᒪᑦ ᐃᓄᓕᕆᖅ ᑕᒪᓐᓇ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᐅᖃᓪᓚᖃᑎᒌᓚᐅᕐᒪᑕ, ᑕᒪᒃᑯᓂᖓ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ 

ᐅᖃᐅᓯᖃᖅᑐᖃᓚᐅᕐᒪᑦ, ᐅᖃᖅᑐᖃᓚᐅᕐᒪᑦ ᑖᓐᓇ 

ᐅᔾᔨᕆᓗᐊᓚᐅᕋᒃᑯ, ᓲᕐᓗ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ 

ᖃᐅᔨᒪᓐᖏᓐᓇᒪ, ᑕᐃᒪᐃᓕᔪᖃᓚᐅᖅᓯᒪᒻᒪᑦ. 

 

 

 

 

 

 

 

ᐅᖃᑦᑎᐊᖅᑐᓂ ᐅᕙᑦᑎᓐᓄᑦ ᐊᖏᔪᖅᑲᐅᑎᒋᔭᑦᑎᓐᓄᑦ, 

ᖃᓄᐃᓕᐅᕆᐊᖃᕐᓂᑎᓐᓄᓗ. 

ᐱᓕᕆᑦᑎᐊᑲᓐᓂᕆᐊᖃᕋᓗᐊᕋᑦᑕᒎᖅ, ᑖᒃᑯᓇᓂ 

ᓄᓇᓕᓐᓂ ᐱᓕᕆᖃᑎᒌᑦᑎᐊᖏᒻᒪᑕ ᐃᓛᓐᓂᒃᑯᑦ. 

ᐃᓄᓕᕆᔨᒃᑯᖏᑦ ᓄᓇᓕᓐᓃᑦᑐᑦ ᐃᓄᐃᓪᓗ, ᓲᕐᓗ 

ᐅᑉᐱᕆᔭᐅᓐᖏᑦᑐᑎᓪᓗ ᐃᓚᖏᑦ. 

 

 

 

 

 

 

 

ᑕᐃᒪᓐᓇ ᖃᐅᔨᓚᐅᕋᑦᑕ ᐊᒻᒪᓗ ᓇᓗᓇᐃᔭᖅᑕᐅᓯᒪᓪᓗᓂ 

ᐃᒪᓐᓇ ᑕᑯᔅᓴᐅᓂᖅᓴᐅᒋᐊᖃᕐᒪᑕ ᐱᓕᕆᔨ ᓄᓇᓕᖕᓂ 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐃᓚᔮᕇᓐᓂᒃ 

ᐅᖃᓪᓚᖃᑎᖃᑦᑎᐊᖃᑦᑕᕐᓗᑎᒃ ᑎᒥᐅᔪᓂᓪᓗ ᓄᓇᓕᖕᓂ 

ᑲᑎᒪᖃᑎᖃᖃᑦᑕᕐᓗᑎᑦ ᓲᕐᓗ. ᑕᐃᒪ ᓂᕆᐅᑉᐳᒍᑦ 

ᑕᐃᒪᓐᓇ ᑕᐃᒪᐃᓐᓇᐃᓕᐅᖅᐸᓪᓕᐊᒍᒪᓪᓗᑕ. ᑕᐃᒪᓐᓇ 

ᐅᑉᐱᕆᔭᐅᓕᖅᐸᓪᓕᐊᒍᓐᓇᖁᓪᓗᒋᑦ ᐃᓄᓕᕆᔩᑦ.  
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distrust or miscommunication or what have 

you.  

 

I certainly hope that answers your question. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Akoak. 

 

Mr. Akoak: Thank you, Mr. Chairman. 

What would you do in a situation like that? 

Would you transfer the social worker out or 

get another person in? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Akoak. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I think that’s an operational 

question and I think I’ll hand that over to 

Mark Arnold, Deputy Director. Thank you. 

 

Chairman: Thank you. Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. 

We do get concerns from community 

members and from families with respect to 

working with social workers from time to 

time. We want to make sure we handle 

each of those situations individually.  

 

The work, as you said, is difficult. It can be 

conflictual and there may be 

misunderstandings. If we can help best 

resolve them directly with the people 

involved, it’s ideal. We certainly ensure 

that our supervisors are involved in directly 

working with those family members or 

community members who have a concern 

or a complaint. We expect our supervisors 

to be involved.  

 

If it appears that a situation is unresolvable 

without more of a direct role, then we 

certainly will have another social worker 

go into the community. We may ask their 

 

 

ᑭᐅᑦᑎᐊᑐᒃᓴᕆᒐᓗᐊᖅᐸᒋᑦ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑐ ᐋᑯᐊᖅ. 

 

ᐋᑯᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᖃᓄᐃᓐᓇᔭᖅᐱᑦ ᑕᐃᒪᐃᑦᑐᒦᒃᑯᕕᑦ? ᐊᓯᐊᓄᑦ 

ᓅᑎᓇᔭᖅᐱᐅᒃ ᐃᓄᓕᕆᔨᐅᔪᖅ ᓯᓚᑖᓄᑦ ᐅᕝᕙᓗ 

ᐊᓯᐊᓂᒃ ᑎᑭᑎᑦᓯᓗᑎᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᐋᑯᐊᖅ. ᒥᔅᑐ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᑕᒪᓐᓇᖃᐃ ᐊᐅᓚᓂᕐᒨᓕᖓᒻᒪᑦ ᐊᐱᖅᑯᑦ, 

ᑭᐅᔭᐅᒃᑲᖔᕈᒃᑯᖅᑲᐃ ᒫᒃ ᐋᓅᑦᒧᑦ, ᑐᒡᓕᐅᑉ 

ᐊᐅᓚᑦᓯᔨᖓᓄᑦ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑐ ᐋᓅᑦ. 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᓄᓇᓕᓐᓂᑦ 

ᐃᓱᒫᓘᑎᓂᒃ ᐅᖃᐅᑎᔭᐅᕙᑦᑐᒍ ᓄᓇᖃᖅᑑᔪᓂᑦ 

ᐃᓚᒌᓂᓪᓗ ᐱᓕᕆᖃᑎᖃᕌᖓᒥᒃ ᐃᓄᓕᕆᔨᐅᔪᓂᒃ 

ᐃᓛᓐᓂᓚᐅᓱᖓᒃᑯᑦ. ᓇᐅᑦᓯᖅᑐᑦᑎᐊᕈᒪᕙᑦᑐᒍᑦ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᐊᕆᑦᑎᐊᕋᓗᐊᕐᒪᖔᑦᑎᒍ ᐊᑐᓂ. 

 

 

 

ᐱᓕᕆᐊᖑᔪᖅ, ᐅᖃᓵᕋᕕᑦ, ᐊᒃᓱᕈᕐᓇᖅᑑᕙᒻᒪᑦ, 

ᑐᓗᖅᓯᒪᐅᑎᐅᔪᓐᓇᖅᑐᑎᒃ ᐊᒻᒪᓗ ᐃᓚᖏᓐᓂ 

ᑐᑭᓯᓐᓂᓗᓂᖅᑕᖃᕈᓐᓇᖅᑐᓂ. ᐃᑲᔪᕈᓐᓇᕈᑦᑕᓗ 

ᐋᖅᑭᒍᑎᒃᓴᒧᑦ ᑖᒃᑯᓂᖓ ᐊᑦᑐᐊᔭᐅᔪᓂᒃ ᐱᒍᒥᓇᖅᑑᕗᖅ. 

ᓇᐅᑦᑎᖅᑐᖅᓯᐊᕋᓱᑉᐸᑦᑐᒍᑦ ᐊᖏᔪᖅᑲᐅᑎᕗᑦ 

ᐃᓚᐅᓪᓗᐊᖃᑦᑕᖁᓪᓗᒋᑦ ᐃᓚᒌᖑᔪᓂᒃ 

ᓄᓇᓕᒻᒥᐅᖃᑕᐅᔪᓂᓪᓘᓐᓃᑦ ᐃᓱᒫᓘᑎᖃᖅᑐᓂᒃ 

ᐅᓐᓂᓪᓗᓴᕈᑎᖃᖅᑐᓂᓪᓘᓐᓃᑦ. ᑕᒡᕙ 

ᓂᕆᐅᕝᕕᒋᕙᑉᐸᕗᒃ ᐊᖏᔪᖅᑲᐅᑎᕗᑦ 

ᐃᓚᐅᑦᑎᐊᖃᑦᑕᖁᓪᓗᒋᑦ. 

 

ᖃᓄᐃᓕᖓᐅᑎᐅᔪᖅ ᐋᖅᑭᒍᑎᑦᓴᖃᓐᖑᐊᖅᑰᔨᖏᑉᐸᑦ, 

ᐃᓚᐅᓂᖅᓴᐅᒋᐊᖃᕈᑦᑕ ᐊᓯᐊᓂᒃ ᐃᓄᓕᕆᔨᒥᒃ 

ᓄᓇᓕᒻᒧᐊᖅᑎᑦᑎᓇᔭᖅᑐᒍᑦ ᑲᒪᔨᒋᔭᑦᑕᓂᓪᓘᓐᓃᑦ 

ᓇᒻᒥᓂᖅ ᓄᓇᓕᒻᓲᖁᔨᔪᓐᓇᖅᑐᑕᓗ. 

ᐊᑲᐅᓈᕈᑎᖃᖅᐳᒍᓪᓕ ᑕᐃᒪᐃᑦᑐᖃᓗᐊᖅᐸᖏᒻᒪᑦ. 
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supervisor to directly visit the community 

as well. We’re fortunate that that level of 

intervention doesn’t happen a lot. 

Oftentimes these matters can be resolved 

by helping guide a social worker in dealing 

with conflict, anger, and hurt feelings. That 

is certainly something we emphasize. 

Thank you. 

 

Chairman: Thank you, Mr. Arnold. Mr. 

Akoak. 

 

Mr. Akoak: Thank you, Mr. Chairman. 

Another discussion topic is with training 

for social workers. I think that some people 

go to social services to get help and 

sometimes the social worker seems to refer 

them to the housing association just to get a 

place to stay.  

 

I’ll just give an example. The housing 

manager in Gjoa Haven said that he would 

sometimes feel like he’s involved in the 

social services position. Would there be 

any way that you would be able to train 

social workers to respond other than to 

refer them to a different department? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Akoak. Mr. 

MacDonald. 

 

Mr. MacDonald: I do, actually, I think 

recall that instance. I think that that 

housing manager has a valid point. We 

don’t want to be caught in a cycle where 

we’re referring our clients without due care 

and without the proper amount of 

information that they would need onto 

other organizations or agencies or what 

have you. 

 

With that being said, there are various roles 

for various departments and agencies. Even 

within our own department, we often 

provide referrals from one group of 

ᑕᒪᒃᑯᐊ ᐋᖅᑭᒍᔾᔭᐅᔭᕆᐊᖃᕌᖓᑕ  

ᐃᑲᔪᖅᑕᐅᓇᓱᒍᓐᓇᓲᖑᒻᒥᔪᑦ ᐃᓄᓕᕆᔨᑦ  

 

 

ᐱᓕᕆᔪᓐᓇᑦᑎᐊᖁᓪᓗᒋᑦ ᑐᓗᖅᓯᒪᐅᑎᐅᔪᒥᒃ 

ᓂᓐᖓᐅᒪᓂᕐᒥᓘᓐᓃᑦ ᐊᒻᒪᓗ ᐃᑉᐱᓐᓂᐊᔭᒃᑯᑦ 

ᐋᓐᓂᖅᓯᒪᔪᖃᕌᖓᑦ. ᑕᒪᒃᑯᐊ, ᐄ, ᐊᒃᓱᕉᑎᒋᕙᑦᑕᕗᑦ. 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᐋᓅᑦ. ᒥᔅᑐ 

ᐋᑯᐊᖅ. 

 

ᐋᑯᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᓯᐊᑦᑕᐅᖅ ᐃᓕᓴᐅᑎᓂᒃ ᐱᔪᖅ ᐃᓄᓕᕆᔨᐅᔪᒥᒃ. 

ᐃᓚᖏᖅᑲᐃᒃ ᐃᓄᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᐊᖅᐸᒻᒥᒻᒪᑕ 

ᐃᑲᔪᖅᑕᐅᔪᒪᓪᓗᑎᒃ. ᐃᓛᓐᓂᑯᓪᓗ ᐃᓄᓕᕆᔨᐅᔪᑦ 

ᐊᓯᐊᓄᑦ ᓲᕐᓗ ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓄᑦ ᐊᐃᑎᖔᖅᑐᒋᑦ 

ᓇᒦᕝᕕᑦᓴᖃᕐᓂᑐᐃᓐᓇᕐᒧᑦ ᐊᖏᕐᕋᒥ. 

 

 

 

ᐆᑦᑑᑎᒋᑐᐃᓐᓇᕐᓗᒍ, ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓂ ᐊᖏᔪᖅᑳᖑᔪᖅ 

ᐅᖅᓱᖅᑑᒥ ᐃᓛᓐᓂᒃᑯᒎᖅ ᐃᓚᐅᔪᕆᓪᓗᐊᓯᕙᒻᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᖅᑲᓇᐃᔮᖓᓄᑦ. ᑕᐃᒪᐃᒻᒪᑦ 

ᐃᓕᓴᐅᑎᖃᕈᓐᓇᕋᔭᖅᐸ ᐃᓄᓕᕆᔨᐅᔪᑦ 

ᑭᐅᔪᓐᓇᑦᑎᐊᖃᑦᑕᖁᓪᓗᒋᑦ ᐊᓯᐊᓄᑦ ᐱᓕᕆᕝᕕᐅᔪᒧᑦ 

ᑐᓐᓂᖅᑯᑎᒋᑐᐃᓐᓇᖏᓪᓗᒋᑦ? ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᐋᑯᐊᖅ. ᒥᔅᑐ 

ᒪᒃᑖᓄᑦ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᑦᓱᒪᓐᖓᑦ ᐊᐅᓚᔨᖅᑰᔨᒐᒪ, 

ᑕᐃᓇᓗ ᐃᒡᓗᓕᕆᔨᐅᔪᖅ ᐅᖃᑦᑎᐊᓐᓂᖅᑐᓂ. ᐊᓯᐊᓄᑦ 

ᑕᑯᔭᐅᑎᑦᓯᑐᐃᓐᓇᕈᒪᒐᔭᓐᖏᓇᑦᑕ ᐱᔨᑦᓯᖅᑕᑎᓐᓂᒃ 

ᐃᑉᐱᒍᓱᑦᑎᐊᖏᓪᓗᑕ ᐊᒻᒪ ᑐᓴᐅᒪᔾᔪᑎᖃᓗᐊᖏᓪᓗᑕ 

ᑭᓐᖑᖅᑕᐅᔪᓂᒃ ᑎᒥᐅᔪᓂᒃ ᐊᓯᖏᓐᓂ, 

ᑎᒥᐅᔪᓂᓪᓘᓐᓃᑦ. 

 

 

 

 

ᑕᐃᒪᒐᓗᐊᖅᑎᓪᓗᒍ, ᐊᔾᔨᒌᓐᖏᑦᑐᓂᒃ 

ᐱᓕᕆᔪᒫᓐᓂᐊᖅᓯᒪᔪᖃᐅᕐᒪᑦ ᐱᓕᕆᕝᕕᐅᔪᓂ 

ᐊᔾᔨᒌᓐᖏᑦᑐᓂᒃ. ᐊᓪᓛᓪᓘᓐᓃᑦ ᐱᓕᕆᕝᕕᑎᓐᓂ 

ᐊᓯᐊᓄᑦ ᑐᓐᓂᖅᑯᑎᖃᓲᖑᔪᒍᑦ ᐱᓕᕆᐊᒃᓴᐅᔪᓂᑦ 

ᓇᓕᐊᓐᓂᑦ ᐊᓯᐊᓄᑦ ᐱᓕᕆᐊᒃᓴᐅᔪᓄᑦ. ᐆᑦᑑᑎᒋᓗᒍ, 
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programs to another. Take, for example, 

there are often referrals between income 

assistance clients and social worker clients 

and sometimes with some of our post-

secondary funding clients as well through 

some of our labour market programs.  

 

In that instance, without getting into any 

details, I think, in some cases, if housing is 

a barrier, housing is the place for them to 

go... . Maybe not in that particular case, I 

wouldn’t want to use that as an example of 

that, but that’s certainly something that 

we’re concerned about as well. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Savikataaq.  

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. My question is on page 4, 

paragraph 10. It says that “The Child and 

Family Services Act was revised in 2013 to 

allow it to be interpreted according to Inuit 

societal values.” I would just like an 

explanation of that, please. Thank you.  

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. MacDonald.  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I think I will refer that question 

to Mr. Ojah. Thank you.  

 

Chairman: Thank you. Mr. Ojah. 

 

Mr. Ojah: Thank you, Mr. Chairman and, 

through you, to the Member. Bill 51, which 

was passed in the legislature, actually 

helped us to move the Inuit societal values 

into the Act in a formal fashion.  

 

In our planning, we were able to have our 

staff fully trained in this area. We turned to 

our colleagues at Culture and Heritage, 

especially to some of our elders, and in 

particular, Ms. Shoovenai Mike, who 

ᐊᓯᐊᓅᖁᔨᒐᔪᓲᖑᒻᒥᒐᑦᑕ ᐃᓄᓕᕆᔨᐅᔪᓂᒃ 

ᐱᔨᑦᓯᖅᑕᖏᓐᓂᓪᓗ ᐊᒻᒪᓗ ᓇᐅᒃᑯᑦ 

ᑮᓇᐅᔭᖃᖅᑎᑕᑦᑎᓐᓂᒃ ᒪᑯᓄᖓ  

 

ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᓐᓂᕐᒧᑦ ᐱᓕᕆᐊᒃᓴᖁᑎᒋᔭᑦᑎᓐᓂᒃ. 

 

 

ᑕᒡᕙ, ᑕᐃᒪᐃᑦᓴᕌᖓᑦ, ᐅᖃᓗᐊᖏᒃᑲᓗᐊᕐᓗᒋᑦ ᑕᒪᒻᒥᒃ, 

ᐃᓚᖏᓐᓂᖅᑲᐃ ᐃᒡᓗᖃᖏᓐᓂᖅ ᐱᔾᔪᑕᐅᒍᓂ 

ᐃᒡᓗᓕᕆᔨᒃᑯᑦ ᐅᐸᓪᓗᐊᖅᑑᒐᓗᐊᕐᒪᒡᔪᒃ. 

ᑕᐃᑦᓱᒥᖓᐅᖅᑰᖏᑦᑑᒐᓗᐊᖅ ᐅᖃᐅᓯᐅᔪᒥᒃ 

ᐆᑦᑑᑎᒋᔪᒪᒐᔭᓐᖏᓇᒃᑯ. ᑭᓯᐊᓂᑦᑕᐅ ᑕᒪᒃᑯᐊ 

ᐃᓱᒫᓘᑎᒋᕙᒻᒥᔭᕗᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑐ ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᐱᖅᑯᑎᒃᓵᕐᔪᑦ ᑎᑎᕋᖅᓯᒪᔪᒥᒃ ᒪᑉᐱᒐᖓᓂ 4 

ᑎᑎᕋᖅᓯᒪᔪᒥ 10, ᓱᕈᓯᕐᓄᑦ ᐃᓚᒌᑦᑐᓕᕆᓂᕐᒧᓪᓗ 

ᒪᓕᒐᖅ ᓄᑖᓐᖑᕆᐊᖅᑕᐅᓚᐅᖅᓯᒪᒻᒪᑦ 2013-ᖑᑎᓪᓗᒍ. 

ᑕᐃᒃᑯᐊ ᑐᑭᓕᐅᕈᓐᓇᖁᓪᓗᒋᑦ ᐃᓄᐃᑦ ᐊᓐᓂᕆᔭᖏᓐᓂᒃ 

ᐃᓅᓯᖏᓐᓄᑦ. ᑖᓐᓇ ᓇᓗᓇᐃᖅᑕᐅᓚᐅᓪᓕᑭᐊᖅ ᖃᓄᖅ 

ᑐᑭᖃᒻᒪᖔᓐ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᑭᐅᑎᓐᓂᐊᖅᐸᕋ ᒥᔅᑕ ᐆᔾᔭ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐆᔾᔭ. 

 

 

ᐆᔾᔭ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒪᓕᒐᔅᓴᖅ 51 

ᑖᓐᓇ, ᐃᑲᔪᖅᓱᐃᓚᐅᖅᑐᖅ ᐃᓄᐃᑦ ᐊᓐᓂᕆᔭᖏᓐᓂᒃ 

ᐃᓅᓯᖏᑦᑕ ᐱᖁᔭᔾᔪᐊᒻᒧᑦ ᐃᓕᔭᐅᓪᓗᓂ. 

 

 

 

ᐸᓐᓇᐃᓂᑦᑎᒍᓐ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᓐ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔪᓐᓇᖅᓯᓚᐅᖅᑐᑦ ᑕᒪᑐᒪ ᒥᒃᓵᓄᑦ. 

ᐱᓕᕆᖃᑎᒋᓪᓗᑎᒍᑦ ᐃᓕᖅᑯᓯᓕᕆᔨᒃᑯᑦ 

ᐱᖅᑯᓯᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᕕᒋᔭᖓᓐ, ᐃᓐᓇᑐᖃᐃᓪᓗ 

ᐊᑐᖅᑕᐅᓪᓗᑎᒃ. ᐱᓗᐊᖅᑐᖅ ᓲᕕᓇᐃ ᒪᐃᒃ, ᑕᐃᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᓯᒪᔪᖅ ᐅᕙᑦᑎᓐᓂᒃ. 
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worked very closely with us in both the 

interpretation of the Inuit societal values 

and also in the incorporation of that into 

our training for staff. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Ojah. Mr. 

Savikataaq.  

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. I didn’t really hear an answer I 

was hoping to hear there, so I think I will 

rephrase it.  

 

The Act has been changed so it’s 

interpreted differently. I’ll use this for 

example: I believe that in Inuit societal 

values, the family unit is meant to be kept 

together at all possible to keep it as a 

family, but Family Services quite 

frequently and sometimes too quickly 

break up a family for whatever the reason 

may be. They have legitimate reason; I’m 

not saying it’s right or wrong. I would just 

like to see where Inuit societal values 

would come into play there in terms of the 

family unit. Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks to the Member for the 

question. One of the things that happened 

post embedding Inuit societal values into 

the legislation in a formal process was not 

only some changes that my colleague 

mentioned in terms of training but changes 

to practice.  

 

For example, when a decision needs to be 

made about taking a child in care and, for 

example, that last resort of removing them 

from their family, which I agree is 

something that’s not ideal and it’s not in 

keeping with traditional values, what’s 

employed now as opposed to the past is a 

ᑐᑭᓕᐅᕆᓪᓗᑎᒃ ᑐᓵᔨᐅᓪᓗᓂ ᐃᓄᐃᑦ ᐃᓅᓯᖏᓐᓄᑦ 

ᐊᓐᓂᕆᔭᖏᓐᓄᑦ ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᖃᓯᐅᔾᔭ’ᐅᓂᕆᔭᖏᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔾᔪᑎᔅᓴᖏᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑕ.  

 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐅᔾᔮ. ᒥᔅᑕ 

ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑐᓴᓚᐅᓐᖏᓐᓇᒪ ᑐᓴᕈᒪᔭᓐᓂᒃ ᑭᒡᒍᓯᒥᒃ. 

 

 

 

ᑖᓐᓇ ᒪᓕᒐᖅ ᐊᓯᔾᔨᖅᑕᐅᓯᒪᓕᖅᑐᖅ ᑐᑭᖓ. 

ᑐᑭᓕᐅᑎᓗᒍ ᑕᐃᒃᑯᐊ ᐃᓚᒌᑦ 

ᑲᑎᓐᖓᑎᑕᐅᖏᓐᓇᕆᐊᖃᖃᑦᑕᒻᒪᑕ 

ᐱᔪᓐᓇᓐᓂᓕᒫᖏᓐᓂᒃ ᐃᓚᒌᑦ ᑲᑎᓐᖓᐃᓐᓇᓪᓗᑎᒃ. 

ᓯᖃᓕᓐᖏᓪᓗᒋᑦ, ᑭᓯᐊᓂ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐊᑯᓚᐃᑦᑐᒃᑯᑦ 

ᐃᓐᖐᓐᓇᓗᐊᕌᓗᒃ ᐃᓚᒌᓂᒃ ᐊᕕᑎᑦᑎᖃᑦᑕᒻᒪᑕ 

ᑭᓱᑐᐃᓐᓇᒻᒥᒃ ᐱᔾᔪᑎᖃᖅᖢᑎᒃ, 

ᐱᔾᔪᑎᖃᖅᑐᔅᓴᐅᑦᑎᐊᕋᓗᐊᖅᖢᑎᒃ. ᐅᖃᓐᖏᑦᑐᖓ 

ᑕᒻᒪᖅᑐᖅ, ᑕᒻᒪᓐᖏᑦᑐᑦ. ᑭᓯᐊᓂᓕ ᑕᑯᔪᒪᔪᖓ ᐃᓄᐃᑦ 

ᐊᓐᓂᕆᔭᖏᑦ ᐱᖅᑯᓯᖏᑦ ᐱᖃᓯᐅᔾᔭᐅᑦᑎᐊᓪᓗᑎᒃ 

ᐃᓚᒌᒃᑐᓕᕆᓕᖅᑎᓪᓗᒍᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ, ᐊᐱᕆᒻᒪᑦ 

ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑕᐅᔪᖅ. ᐃᓚᖓᑦᑕᐅᖅ ᑕᐃᓐᓇ 

ᐱᖃᓯᐅᔾᔨᓂᖅ ᐃᓄᐃᑦ ᐃᓕᖅᑯᓯᖏᓐᓂᒃ ᐱᖅᑯᓯᑦᑕ 

ᐃᓗᐊᓄᑦ, ᐃᓛᒃ ᐃᖅᑲᓇᐃᔭᖃᑎᒐ ᐊᓯᔾᔨᖅᓰᓂᕋᖅᖢᓂ 

ᐅᖃᖅᑲᐅᒻᒪᑦ. ᐱᐅᓯᕆᔭᖏᓐᓄᑦ, ᓲᓪᓗ 

ᐃᓱᒪᓕᐅᓐᓂᐊᕈᑎᒃ ᓱᕈᓯᒥᒃ ᐸᖅᑭᒃᖠᓐᓂᐊᓪᓗᑎᒃ. 

 

ᓲᓪᓗ ᑭᖑᓪᓕᖅᐹᖑᖃᑦᑕᕆᐊᖃᕋᓗᐊᒻᒪᑦ 

ᐊᓯᖅᑯᕝᕕᖅᓴᐃᕈᑉᐸᑦ ᑭᓯᐊᓂ ᓱᕈᓯᖅ ᐃᓚᖏᓐᓂᒃ 

ᐊᖅᓵᕈᑕᐅᓗᓂ. ᐊᓯᖅᑯᕝᕕᖃᕈᓐᓃᖅᑎᓪᓗᒍ 

ᑕᐃᒪᐃᒐᔭᓪᓗᓂ. ᒫᓐᓇ ᑭᖑᓂᑦᑎᓐᓄᑦ ᐊᑐᖃᑦᑕᓕᒻᒪᑦ, 

ᑕᐃᒃᑯᐊ ᕿᒥᕐᕈᓇᒃᑎᐅᔪᑦ ᑲᑎᒪᔩᑦ. ᓲᓪᓗ ᐊᖓᔪᖅᑳᖓᓐ 

ᐃᓱᒪᓕᐅᖅᑐᑑᓐᖏᖔᓪᓗᓂ. ᒫᓐᓇ ᑲᑎᒪᔨᑕᖃᓕᖅᑐᖅ, 

ᐃᓱᒪᓕᐅᖃᑦᑕᖅᑐᓂᒃ ᐊᖑᒻᒪᑎᓂᖅᓴᐅᓪᓗᑎᒃ ᐃᓄᐃᑦ 

ᐃᓕᖅᑯᓯᖏᓐᓂᒃ. 
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group called the PPRC. It’s the Placement 

Planning Review Committee.  

 

Instead of having somebody like the 

director make a decision more unilaterally, 

as might have happened on years gone by, 

now there is a group that makes a group 

decision, which we feel also is more in 

keeping with traditional values as well. 

That group would include parents, it could 

include the social worker, and in some 

cases, it may include others as well. As a 

group, they come to a decision and what 

we are finding and at least what our staff is 

reporting is that that’s creating a much 

better outcome overall and reducing issues 

where people will be confused or upset or 

angry. It at least attempts to try to bridge 

that gap between the portion of the 

legislation that is dictating removal for 

safety of the child as well as making 

amends with traditional values in that 

respect.  

 

I hope that answers your question or 

provides an example. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. Thank you for the answer. It 

answers part of it. Keeping on the same 

subject there, I would take it then if a child 

has to be removed from a family, then all 

options would be looked at before [the 

child] was sent to an institution down 

south. I would think that that would be 

totally against Inuit societal values. Am I 

correct to say that all options would be 

looked at before a child is sent down south 

to an institution? Thank you, Mr. 

Chairman. 

 

Chairman: I thank the Member. Mr. 

MacDonald. 

 

 

ᑖᒃᑯᐊ ᐱᖃᓯᐅᔾᔨᓯᒪᓂᐊᖅᑐᑦ ᐊᖓᔪᖅᑳᖓᓐᓂᒃ  

 

ᐃᓄᓕᕆᔨᒥᒃ ᐊᒻᒪᓗ ᐊᓯᖏᓐᓂᒃ ᐃᓚᐅᑎᑦᑎᒐᔭᖅᑐᑦ. 

ᑕᐃᒃᑯᐊ ᑲᑎᒪᔨᐅᓪᓗᑎᒃ ᐃᓱᒪᓕᐅᖃᑦᑕᖅᑐᑦ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᓐ ᐅᓂᒃᑳᖃᑦᑕᖅᑐᓐ. ᑖᓐᓇ 

ᓴᖅᑭᑉᐸᓪᓕᐊᔪᓂᒃ ᐱᐅᓂᖅᓴᕈᖅᑎᑦᑎᕙᓪᓕᐊᓪᓚᕆᒃᑐᖅ. 

ᐱᔾᔪᑏᓪᓗ ᓴᖅᑭᑉᐸᓪᓕᐊᖏᓐᓂᖅᓴᐅᓪᓗᑎᒃ, 

ᐅᐃᒻᒪᖏᓐᓂᖅᓴᐅᓪᓗᑎᒃ ᓂᓐᖓᐅᒪᖏᓐᓂᖅᓴᐅᓪᓗᑎᒡᓗ. 

ᑕᐃᒪᓐᓇ ᐃᓄᒃᑎᑐᓪᓚᑦᑖᖅ ᐱᖅᑯᓯᖃᓪᓗᑎᒃ. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

ᑭᐅᒐᓗᐊᖅᐸᒋᖅᑲᐃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᒡᓗ ᑭᐅᒐᕕᓐ. ᑕᕝᕙᓂᑦᑕᐃᓐᓇᖅ, ᓱᕈᓯᖅ 

ᐊᖅᓵᕈᑕᐅᓂᐊᖅᐸᓐ ᓇᓖᕌᕈᑎᓕᒫᑦᑎᐊᖏᓐ 

ᕿᒥᕐᕈᓇᒃᑕᐅᖅᑳᓪᓗᑎᒃ ᖃᓪᓗᓈᓄᑦ 

ᐊᐅᓚᖅᑎᑕᐅᖅᑳᓚᐅᖏᓐᓂᖓᓂᒃ. ᑖᓐᓇ 

ᐊᑭᕋᖅᑐᖅᑕᐅᓪᓚᕆᒃᑲᔭᖅᑐᖅ ᐃᓄᐃᑦ ᐱᖅᑯᓯᖏᓐᓂᒃ 

ᐊᑭᕋᖅᑐᐃᓪᓚᕆᒐᔭᖅᑐᖅ ᑕᐃᒪᓐᓇᐃᑉᐸᑦ. 

ᐃᓘᓐᓇᑦᑎᐊᖏᑦ ᓇᓕᕌᕈᑏᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᑦ 

ᕿᒥᕐᕈᓇᒃᑕᐅᑦᑎᐊᖅᑳᕋᔭᖅᐸᓐ ᓱᕈᓯᖅ 

ᐊᐅᓪᓚᖅᑎᑕᐅᓚᐅᖏᓐᓂᖓᓂ ᖃᓪᓗᓈᑦ ᓄᓇᖓᓐᓄᑦ? 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 
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Mr. MacDonald: Thank you, Mr. 

Chairman. Yes, the idea is that all options 

are exercised prior. That’s the last resort. I 

think that department officials as well as 

family or community members would 

agree on that point. Thank you. 

 

Chairman: Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. On a different matter, on the 

training aspect, since you’re putting in 

more training for the social workers, back 

this spring, I asked in the House whether 

social workers are trained in the suicide 

intervention or prevention. I don’t 

remember the exact name, but it’s a course 

that all nurses working in Nunavut have to 

take.  

 

I was surprised to hear that the social 

workers are not required to take it because 

anyone who is suicidal is referred to the 

nurses. If they go to the social worker, the 

social worker refers them to the nurse. I 

was told that that’s the procedure, the 

protocol, but at times, if someone is 

suicidal, then they might not have time to 

be referred.  

 

Do you have any plans to make this suicide 

prevention training as part of the social 

worker training program or course? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you, Member. Mr. 

MacDonald, I believe he’s referring to the 

ASIST program. 

 

Mr. MacDonald: I believe that’s the 

program name or acronym, I should say. 

Currently, we do not have plans to embed 

that into our existing social worker training 

or professional development training.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 

ᓇᓕᕌᕈᑎᓕᒫᑦᑎᐊᑦ ᕿᒥᕐᕈᓇᒃᑕᐅᖃᑦᑕᓪᓕ ᑭᖑᓪᓕᖅᐹᒥ 

ᐊᓯᖅᑯᕝᕕᖃᕈᓐᓃᕌᖓᑦ ᑭᓯᐊᓂ ᑕᐃᓐᓇ  

 

ᐊᓯᖅᑯᕝᕕᔅᓴᖃᓐᖏᑦᑐᖅ ᐱᓚᐅᖏᓐᓂᖓᓂ 

ᓄᓇᓕᓐᓃᑦᑐᖅ ᐊᖏᖃᑎᒌᖅᑳᖃᑦᑕᓪᓗᑎᒃ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐊᓯᐊᓄᑦ 

ᐅᖃᐅᓯᖃᓕᓪᓗᑕ, ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓂᒻᒧᓐ. ᑖᒃᑯᐊ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᕙᓪᓕᐊᓂᐊᓕᕋᔅᓯ ᐃᓄᓕᕆᔨᓂᒃ. 

ᐅᐱᓐᖔᖑᓚᐅᖅᑐᖅ ᒪᓕᒐᓕᐅᕝᕕᒻᒥ 

ᐊᐱᖅᓱᓚᐅᖅᓯᒪᒐᒪ, ᐃᓄᓕᕆᔩᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᒻᒪᖔᑕ ᓄᖅᑲᖅᑎᑦᑎᓂᒻᒥᒃ 

ᐃᒻᒥᓃᕋᓱᒃᐸᒃᑐᓂᒃ. ᐅᓪᓗᐊ ᐃᖅᑲᐅᒪᓐᖏᓐᓇᒃᑯ, 

ᑕᐃᒃᑯᐊ ᐋᓐᓂᐊᓯᐅᑏᓕᒫᑦᑎᐊᖅ ᓄᓇᕘᒥ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔪᐃᓐᓇᐅᔭᕆᐊᖃᒻᒪᑕ.  

 

 

 

ᑕᑕᒥᓚᐅᕋᒪ ᑐᓴᕋᒪ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᓕᓐᓂᐊᕆᐊᑐᓐᖏᑦᑐᒡᒎᖅ, ᐃᒻᒥᓃᖅᑕᐃᓕᒪᑎᑦᑎᓂᒻᒥ. 

ᑭᓇᑐᐃᓐᓇᖅ ᐃᒻᒥᓃᕈᒪᔪᖅ ᐋᓐᓂᐊᓯᐅᑎᒃᑯᓐᓄᑦ 

ᑐᓂᔭᐅᒻᒪᑦ. ᐃᓄᓕᕆᔨᒃᑯᓐᓄᐊᖅᐸᑕ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ 

ᐋᓐᓂᐊᓯᐅᑎᒧᑦ ᑐᓂᔭᐅᒐᔭᒻᒪᑕ. ᑕᐃᒪᓐᓇᒎᖅ 

ᒪᓕᒐᖃᖅᑎᑕᐅᔪᖅ ᐱᔾᔪᑎᒋᓪᓗᒍ ᑕᒪᓐᓇ. ᑭᓯᐊᓂᓕ 

ᐃᓛᓐᓂᒃᑯᓐ ᐃᒻᒥᓃᕈᒪᔪᖃᖅᑎᓪᓗᒍ ᐱᕕᖃᕈᓐᓃᕋᔭᒻᒪᑕ 

ᐃᒃᓱᒧᖓ ᑐᓂᓇᓱᓚᐅᓪᓗᒍ. 

 

 

ᐸᓐᓇᒃᓯᒪᕕᓰ ᑖᒃᑯᐊ ᐃᒻᒥᓃᖅᑕᐃᓕᒪᑎᑦᑎᓂᒻᒥᒃ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᖁᓪᓗᒋᑦ ᐃᓄᓕᕆᔩᑦ? ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ, ᑕᐃᔅᓱᒧᖓ ASIST-ᖑᓂᕋᖅᑕᐅᔪᒥᒃ 

ᐃᑲᔪᖅᑐᐃᔾᔪᑎᐅᕙᒃᑐᒥᒃ ᐃᓕᓐᓂᐊᕈᑎᒥᒃ 

ᐅᖃᐅᓯᖃᖅᑐᖅ?  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 

ᑕᐃᓐᓇᐅᕙᓪᓕᐊᔪᖅ. ᒫᓐᓇᐅᔪᖅ 

ᐸᓐᓇᒃᓯᒪᓐᖏᑦᑎᐊᖅᑐᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᓕᓐᓂᐊᕈᑎᔅᓴᖏᓐᓄᑦ. 

 

 

ᑕᐃᒪᓕ ᐅᖃᐅᓯᖃᖅᑎᓪᓗᑎᑦ ᐃᓄᓕᕆᔩᑦ 



 51 

I think that, when you spoke about the 

social worker relying on the skills of 

another, what we often do is do a referral 

such as what we discussed earlier to 

another organization. Rather than, say, 

housing in the case, I think, it was in Gjoa 

Haven, we would rely on the Department 

of Health and their mental health unit and 

that would be the lead agency amongst the 

government departments that would be 

dealing with that specific issue.  

 

I do note that your point is well taken that 

if there’s a time lag or if there’s too much 

time before that referral can be finalized or 

before that case can be met, it would be a 

problem. I think that we can certainly look 

at making sure that we have practices in 

place to make that as effective and as 

efficient as possible. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. As one of the Committee 

Members, I would highly recommend that 

maybe the department should change its 

mind in the way it thinks this way because 

I think the social workers should get that 

training. It’s not all mental health issues.  

 

I can give an example. A husband and wife 

are having a great, big fight and it’s not a 

mental issue. They’re having a fight, but 

whatever the reasons, they would go to a 

social worker because they’re not having 

mental health issues; they’re having social 

family problems. If one of them was 

suicidal, I would think that the social 

worker should have the training on how to 

deal with it, not just to brush them off to 

someone else and say, “I’m sorry. This is 

not my department. You have to go see the 

nurse.”  

 

ᑕᑎᖃᖃᑦᑕᒻᒪᑦ ᐊᓯᒥᓐᓂᒃ, ᑕᐃᒃᑯᐊ ᐅᐊᑦᑎᐊᖅ 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕗᑦ ᐊᓯᐊᓄᑦ ᑎᒥᐅᔪᒧᑦ. 

ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓅᓐᖏᖓᖅᑐᖅ, ᐅᖅᓱᖅᑑᒻᒥᐅᖅᑰᖅᑐᖅ 

ᐋᓐᓂᐊᖃᓐᓇᖏᑦᑐᓕᕆᔨᒃᑯᓐᓂ ᐃᓱᒪᓕᕆᔨᒃᑯᖏᓐᓄᑦ 

ᑐᓂᔭᐅᖃᑦᑕᖅᑐᖅ. ᑕᐃᖕᓇ ᑕᕝᕙ 

ᓯᕗᒃᑲᖅᑕᖅᑎᐅᒐᔭᖅᑐᖅ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᓐᓄᑦ. 

 

 

 

 

 

 

ᑕᐃᒪᓐᓇ ᑲᒪᕙᒃᑐᓄᑦ ᖃᐅᔨᒪᔪᖓᓕ ᑭᓯᐊᓂ 

ᐅᖃᐅᓯᕆᔭᐃᑦ ᑖᓐᓇ ᑎᒍᔭᐅᑦᑎᐊᖅᑐᖅ. ᐄ, 

ᐱᕕᖃᔅᓲᔭᓗᐊᖅᐸᑦ ᐱᕖᕈᑉᐸᓪᓗ ᑖᒃᑯᐊ 

ᐊᖑᒻᒪᑎᓚᐅᖏᓐᓂᖓᓂ. ᑖᓐᓇ 

ᐊᑲᐅᓐᖏᓕᐅᕈᑎᐅᓕᕋᔭᖅᑐᖅ 

ᐊᖑᒻᒪᑎᓕᕆᓐᓇᖏᓐᓂᖏᑦ. ᑖᓐᓇ 

ᕿᒥᕐᕈᓇᓐᓂᐊᑦᑎᐊᖅᑕᕋ ᑖᒃᑯᐊ ᐱᖅᑯᓯᒋᔭᐅᔪᑦ 

ᐊᑑᑎᖃᑦᑎᐊᕈᓐᓇᖁᓪᓗᒍ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ, ᒥᔅᑕ 

ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑲᑎᒪᔨᕋᓛᖑᖃᑕᐅᓪᓗᖓ ᐊᑐᓕᖁᔭᓕᐅᓪᓚᕆᒃᑐᖓ 

ᐱᓕᕆᕖᑦ ᐃᓱᒪᖏᑦ ᐊᓯᔾᔨᖅᑕᐅᖁᓪᓗᒍ ᐃᓱᒪᒋᕙᒃᑕᖏᑦ. 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔭᕆᐊᓖᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᓄᓕᕆᔩᑦ. 

 

 

ᐃᓱᒪᓕᕆᓂᒻᒧᓕᒫᖑᖏᒻᒪᑦ ᐆᒃᑑᑎᖃᕈᓐᓇᖅᑐᖓ 

ᐊᐃᑉᐸᕇᒃ ᐊᐃᕙᔪᐋᓘᓗᑎᒃ, ᐃᓱᒪᓕᕆᓂᒻᒧᑦ 

ᑐᕌᖓᖏᑦᑐᖅ, ᑭᓱᒥᒃ ᐱᔾᔪᑎᖃᓪᓗᑎᒃ ᐊᐃᕙᐅᑎᒍᑎᒃ, 

ᐃᓄᓕᕆᔨᒧᐊᓪᓗᑎᒃ ᐃᓱᒪᖏᑎᒃᑯᑦ ᐋᓐᓂᐊᖏᓪᓗᑎᒃ 

ᐃᓅᓯᓕᕆᓂᒻᒧᑦ ᐊᑲᐅᓐᖏᓕᐅᕈᑎᖃᓐᓂᓪᓗᑎᒃ. ᐃᓚᖓᑦ 

ᐊᐃᑉᐸᖓᑦ ᐃᒻᒥᓃᕈᒪᓕᓐᓂᖅᐸᑦ, ᐃᓄᓕᕆᔨᓕ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓯᒪᑦᑎᐊᕆᐊᖃᕋᔭᖅᑐᖅ ᖃᓄᖅ ᑖᓐᓇ 

ᑲᒪᒋᒍᓐᓇᒪᖔᒍ. ᐊᓯᒥᓄᑦ ᑐᓂᑐᐃᓐᓇᖏᓪᓗᒍ ᒪᒥᐊᓇᖅ 

ᐱᓕᕆᔭᒃᓴᕆᖏᓐᓇᒃᑯ ᐋᓐᓂᐊᓯᐅᑎᒧᐊᕆᐊᖃᓕᕋᕕᑦ. 

 

/ 

 

 

 

 

 

ᐃᒪᓐᓇᐃᓕᓐᖏᖔᓪᓗᒍ, ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᖃᕈᓐᓇᖅᐱᑦ 
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Would you consider changing your 

position on ASIST being a training 

requirement, maybe not in the Arctic 

College program, it can be delivered by 

them, but it can be put on once they’re 

hired? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question and the 

suggestion. I think that we can certainly 

take a look at that. We would probably 

want to have discussions with Health about 

making sure that any sort of use of 

resources is effective and that we’re not 

stepping on their toes, so to speak, but 

we’re always looking for ways to ensure 

that our clients are served better. Point well 

taken. Thank you. 

 

Chairman: Thank you. I have no more 

names on my list. I’ve actually got a couple 

of questions that were brought up through 

some of the other discussions.  

 

My fellow colleague from Iqaluit, Ms. 

Angnakak, brought up the case 

management system. You had mentioned 

that for new cases, the information is being 

put into the electronic case management 

system. No? I may have misunderstood 

that. Maybe if you could clarify what the 

process is under the new electronic case 

management system versus the antique one 

that you had mentioned. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Just for clarification, we 

currently do not have an electronic or a 

case management system. By and large, our 

entire system is operating under the 

antique, old paper file-based file 

management system, which is obviously 

not where we want to be. 

ᐃᓱᒪᒋᔭᔅᓯᓐᓃᒃ ᑕᐃᓐᓇ ᐃᑲᔪᖅᑐᐃᔾᔪᑎᐅᖃᑦᑕᖅᑐᖅ 

ᐃᒥᓃᖅᑕᐃᓕᒪᑎᑦᑎᓂᒻᒧᑦ ᓯᓚᑦᑐᖅᓴᕝᕕᒃᑰᖏᑦᑑᒐᓗᐊᖅ 

ᐃᓕᓐᓂᐊᕈᑕᐅᖃᑦᑕᓪᓗᓂ. ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕆᔭᐅᒑᖓᒥᒃ  

 

 

ᑕᐃᖕᓇ ᐊᑐᖅᑕᐅᕙᒡᓗᓂ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᒡᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ 

ᐊᐱᕆᒐᕕᓐ, ᐄ, ᑖᒃᑯᐊ ᕿᒥᕐᕈᓇᒍᓐᓇᑦᑎᐊᖅᑰᖅᑕᕗᓐ. 

ᐅᖃᖃᑎᖃᕈᓐᓇᖅᑐᓯ ᐋᓐᓂᐊᖃᓐᓇᖏᑦᑐᓕᕆᔨᒃᑯᓐᓂᒃ, 

ᐊᑐᖅᑕᐅᔪᓐᓇᒻᒪᖔᖏᑕ ᑮᓇᐅᔭᖏᑦ ᐱᓕᕆᐊᖏᓂᓪᓗ 

ᐊᖅᓵᖅᓯᓐᖏᑐᐊᕈᑦᑕ. ᑕᐃᒪᓐᓇ 

ᐱᓕᕆᔪᓐᓇᖅᐸᓪᓕᐊᔪᒍᑦ. ᐅᖃᐅᓯᕆᔭᐃᑦ 

ᑎᒍᔭᐅᑦᑎᐊᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᑎᖃᕈᓐᓃᕋᒪ. 

ᒪᕐᕉᓐᓂᒃ ᐊᐱᖅᑯᑎᖃᕋᓗᐊᖅᑐᖓ ᓄᐃᑎᑕᐅᖅᑲᐅᔫᓐᓂᒃ 

ᐊᓯᐊᑎᒍᑦ ᐅᖃᐅᓯᐅᓯᒪᔪᓂᒃ. 

 

 

ᑖᒃᑯᐊ ᓂᕈᐊᖅᑕᐅᓯᒪᖃᑏᒃᑲ ᐃᖃᓗᓐᓂ, ᒥᔅ ᐊᖕᓇᑲᖅ 

ᐅᖃᐅᓯᖃᖅᑲᐅᒻᒪᑦ ᐊᑐᖅᑕᐅᓲᒥᒃ ᐱᔨᑦᑎᕋᖅᑕᐅᔪᓄᑦ 

ᐊᒻᒪᓗ ᐅᖃᖅᑲᐅᒐᕕᑦ ᓄᑖᑦ ᐱᔨᑦᑎᖅᑕᐅᓕᖅᐸᓪᓕᐊᔪᑦ 

ᖃᕆᓴᐅᔭᒃᑯᑦ ᓇᕿᑦᑕᖅᑕᐅᕙᓕᕐᒪᑕ. ᐃᒻᒪᖄ 

ᓇᓗᓇᐃᕆᒋᐊᕈᓐᓇᕈᕕᑦ ᓱᓇᐅᒻᒪᖔᖅ ᑕᒪᓐᓇ 

ᐋᖅᑭᒃᓯᒪᔫᑉ ᐃᓕᖅᑯᓯᖓ ᖃᕆᓴᐅᔭᒃᑰᖅᑐᖅ, ᑕᐃᓐᓇᖃᐃ 

ᐱᑐᖃᐅᓚᐅᖅᑐᖅ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᐃᑦ 

ᐅᖃᐅᓯᒋᖅᑳᕈᓐᓇᕈᕕᐅᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᓇᓗᓇᐃᔭᕆᐊᕐᓗᒍ ᒫᓐᓇᒃᑯᑦ 

ᖃᕆᓴᐅᔭᒃᑰᕈᑎᖃᓐᖏᑦᑐᒍᑦ ᐱᔨᑦᑎᕋᖅᑕᐅᕙᒃᑐᓂᒃ. 

ᐱᑐᖃᐅᔪᒥᒃ ᓱᓕ ᐊᑐᖃᑦᑕᖅᑐᒍᑦ ᐸᐃᑉᐹᑎᒎᖓᔪᒥᒃ. 
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During our introductory statements and in 

elements of our action plan, there is 

mention of what we would refer to as 

temporary measures, where we have 

databases or what have you that allow us to 

track, for example, the number of children 

in care, things of that nature, which we’re 

employing now. 

 

When I talk about an information 

technology or a case management system, 

what I’m really talking about is a 

comprehensive system that all employees 

would have access to the system to log in. 

They would be entering case data in real 

time. That data would be captured and 

available to supervisors at all levels. 

Reports could be pulled on regional 

statistics, for example, or number of 

children in care at any moment’s notice. 

 

Just to clarify, that’s where we want to be 

and as part of the action plan, what we’re 

committing is to have a comprehensive 

business case presented to the government 

to request resources or to have that. 

Currently, what is underway is the first 

attempts to scope and do what’s called a 

requirements document to take a look at 

what the business rules are, to take a look 

at the programs and services that we 

deliver in this division, and then take that 

and transform that onto an IT system that 

would allow that to occur. Just to be clear, 

that’s what I was referring to. Thank you.  

 

Chairman: Thank you for that 

clarification, Mr. MacDonald. My 

colleague from Baker Lake brought up a 

couple of things that I would like to follow 

up on as well too. It’s regarding grads from 

the social worker program at Nunavut 

Arctic College. You had mentioned that 

there have been some challenges with the 

communication.  

 

ᑕᐃᒪᐃᓕᖓᒍᒪᓐᖏᒃᑲᓗᐊᖅᑐᒍᑦ ᐊᒻᒪᓗ 

ᐱᒋᐊᕈᑎᒋᖅᑲᐅᔭᑦᑎᓐᓂ ᐸᕐᓇᐅᑎᓕᐊᕆᓯᒪᔭᑦᑎᒍᓪᓗ 

ᐅᖃᐅᓯᐅᓯᒪᔪᖃᕐᒪᑦ ᐊᑐᓚᐅᑲᑐᐃᓐᓇᕋᔭᖅᑐᒥᒃ 

ᖃᕆᓴᐅᔭᓂ ᑐᖅᑯᖅᑕᐅᓯᒪᔪᖃᕐᓗᓂ 

ᑐᑭᓕᐊᕆᔪᓐᓇᕈᑎᒋᔪᓐᓇᑕᑦᑎᓐᓂᒃ ᑎᑎᕋᖅᑕᐅᔪᓂᒃ, 

ᓲᕐᓗ ᖃᔅᓯᐅᒻᒪᖔᑕ ᓱᕈᓰᑦ ᐱᓯᒪᔭᐅᔪᐃᑦ. 

 

 

 

ᑕᐃᒪᐃᓕᖓᐸᓗᒃᑐᒥᒃ ᒫᓐᓇᒧᑦ, ᑭᓯᐊᓂᓕ 

ᖃᕆᓴᐅᔭᓯᐅᑎᓂᒃ ᐅᖃᐅᓯᖃᓕᕌᖓᒪ 

ᐅᖃᐅᓯᖃᖅᑐᒍᓪᓗ ᐊᑕᖏᐅᒪᔪᒥᒃ ᐋᖅᑭᒃᓯᒪᒐᔭᖅᑐᒥᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᑦᑎᓐᓄᑦ ᐊᑐᖅᑕᐅᒍᓐᓇᕋᔭᖅᑐᒥᒃ 

ᓇᕿᑦᑕᐃᔪᓐᓇᕐᓗᑎᓪᓗ ᐱᔨᑦᑎᕋᖅᑕᖏᑕ 

ᖃᐅᔨᒪᔾᔪᑎᖏᓐᓂᒃ ᐊᑐᐃᓐᓇᐅᓕᕐᓗᑎᓪᓗ ᑲᒪᔨᓄᑦ. 

ᑖᒃᑯᓇᓐᖓᓪᓗ ᐅᓂᒃᑳᓕᐅᕈᑕᐅᔪᓐᓇᕋᔭᖅᑐᑦ 

ᐊᕕᑦᑐᖅᓯᒪᔪᑎᒎᖓᓗᑎᑦ ᐆᑦᑑᑎᒋᓗᒍ ᐅᕝᕙᓘᓐᓃᑦ 

ᖃᖓᑐᐃᓐᓇ ᖃᔅᓯᑦ ᓱᕈᓰᑦ ᐱᓯᒪᔭᐅᒻᒪᖔᑕ. ᐄ, 

ᑕᐃᒪᐃᓕᖓᔪᒪᒐᓗᐊᖅᑐᒍᑦ. 

 

 

 

 

ᐸᕐᓇᐅᑎᒍᓪᓕ ᐊᖏᖅᓯᒪᔪᒍᑦ ᐱᔾᔪᑎᒃᓴᖓᓂᒃ 

ᐋᖅᑮᔪᒪᓪᓗᑕ ᒐᕙᒪᒃᑯᓐᓄᑦ ᐊᑐᓕᒐᒃᓴᓕᐅᕐᓗᑕ 

ᑐᒃᓯᕋᐅᑎᖃᕐᓗᓂ ᐊᑐᕆᐊᖃᕋᔭᖅᑐᓂᒃ. ᒫᓐᓇᓕ 

ᐱᓕᕆᐊᕆᕙᓪᓕᐊᔭᕗᑦ ᖃᐅᔨᒋᐊᓐᖓᐅᑎᖃᕋᓱᒃᑐᑕ 

ᐱᔭᕆᐊᓕᓐᓂᑦ ᓇᓗᓇᐃᖅᓯᓗᑕ ᓇᓗᓇᐃᖅᓯᒪᓗᑎᒃ 

ᐸᕐᓇᑕᐅᒐᔭᖅᑐᑦ ᖃᓄᐃᑦᑐᓪᓗ ᐱᔨᑦᑎᕋᐅᑎᑦ ᐃᑲᔫᑎᓪᓗ 

ᐊᑐᐃᓐᓇᐅᒐᔭᕐᒪᖔᑕ ᑕᒪᓐᓇᓗ ᖃᕆᓴᐅᔭᒃᑯᑦ 

ᐋᖅᑭᓱᖅᑕᐅᔪᒃᓴᒫᖑᖅᑎᓪᓗᒍ. ᑕᐃᒪᐃᑦᑐᒥᒃ ᑕᒪᓐᓇ 

ᐅᖃᐅᓯᖃᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᒪᑐᒥᖓ 

ᓇᓗᓇᐃᖅᓯᒐᕕᑦ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᑲᑎᒪᔨᐅᖃᑎᒐ 

ᖃᒪᓂᑦᑐᐊᕐᒥᒃ ᓄᐃᑎᑦᑎᖅᑲᐅᒻᒪᑦ ᒪᕐᕉᓐᓂᒃ 

ᐊᐱᖅᑯᑎᒋᒃᑲᓐᓂᕈᒪᓪᓗᒋᒃ ᐱᔾᔪᑎᖃᖅᑐᑦ 

ᐃᓄᓕᕆᔨᒃᓴᐅᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᓂᕐᒥᒃ ᓄᓇᕗᑦ 

ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᐅᖃᖅᑲᐅᒐᕕᑦ ᑐᓴᐅᒪᖃᑎᒌᓐᓂᑎᒍᑦ 

ᐱᔭᕆᐊᑐᒃᓴᕐᓂᖃᕐᒪᑕ. ᑕᒪᓐᓇ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ 

ᐃᓕᓐᓂᐊᕐᓂᖅ ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᓲᕐᓗ, ᑕᐃᒪ 

ᑐᑭᓯᐊᑐᖃᐅᑦᑎᐊᖃᑦᑕᓐᖏᓐᓂᖅ ᑕᒪᓐᓇ 

ᐱᔾᔪᑕᐅᓂᕋᖅᑕᐅᖅᑰᕐᒪᑦ. 
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With a program such as the social worker 

program at Nunavut Arctic College, I was a 

little bit surprised to hear that there wasn’t 

a little bit more direct involvement, 

especially from a recruiting standpoint, to 

graduates or at least following students 

throughout their educational program there 

to work towards employability with the 

Department of Family Services. Would you 

be able to comment on that, Mr. 

MacDonald?  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Yes, I think it’s a very valid 

point. When it comes to the NAC program, 

I believe the stats on the recent number of 

graduates were there were nine, I believe. 

What I have been told is that four out of 

those nine became employed with the 

department. There is a direct link in terms 

of recruitment.  

 

In fact, in Nunavut, it’s a little unique 

compared to other jurisdictions from a 

post-secondary standpoint because, first of 

all, there’s only one institution and one 

program. Normally speaking, we would be 

the primary employer of choice for 

somebody who is a graduate with a 

specialization in social work. That’s 

something that we definitely want to make 

sure that we, as I said before, minimize any 

opportunities for misalignment between 

Nunavut training and employment within 

our department with any type of 

occupation. Thank you. 

 

Chairman: Thank you for that response. I 

have a question for Mr. Campbell or Ms. 

Salvail, whoever chooses to answer.  

 

In one of the responses to the Member 

from Baker Lake as well, the term “letter of 

authorization” was used. I’m sure both of 

you guys are familiar with some of the 

 

ᑕᒫᓂ ᐃᓄᓕᕆᔨᓐᖑᖅᓴᐃᖃᑦᑕᖅᑎᓪᓗᒋᑦ… ᐃᓛᒃ 

ᑕᐃᒃᑯᐊ ᒪᕐᕉᒃ ᐃᓕᓐᓂᐊᓚᓂᓚᐅᓐᓂᖅᐸᑎᒃ  

 

 

ᐱᓕᕆᔨᐅᓪᓗᐊᕋᔭᖁᓪᓗᒋᒃ ᑖᒃᑯᓇᓂ ᐃᓚᒋᒍᑎᓂ ᑭᑖᓄᑦ 

ᐅᖃᐅᓯᕆᔪᓐᓇᖅᐱᐅᒃ ᖃᓄᐃᒻᒪᖔᖅ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ? 

 

 

 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑖᓐᓇ 

ᖃᐅᔨᒪᔭᒃᓴᑦᑎᐊᖅ, ᑕᐃᓐᓇ ᐃᓕᓐᓂᐊᒐᓐᓂᖃᑦᑕᖅᑐᖅ 

9-ᖑᖅᑰᓕᕐᒪᑕ ᐃᓕᓐᓂᐊᒐᓐᓂᓚᐅᖅᑐᑦ. 

 

 

 

 

 

 

 

 

ᑕᐃᒪ ᓯᑕᒪᓐᖒᖅ ᐱᓕᕆᓂᐊᓚᕐᒪᑕ ᓄᓇᕘᒦᓛᒃ 

ᐋᓪᓚᐅᒐᔮᒻᒪᑦ ᒐᕙᒪᖃᕈᓯᕐᒥᒃ ᑲᓇᑕᒥ. 

ᐊᑕᐅᓰᓐᓇᐅᒻᒪᓂᓛᒃ ᐅᓇ ᐃᓄᓕᕆᔾᔪᓯᖅ ᑕᐃᒪ ᑕᒪᒃᑯᐊ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒥᒃ ᐃᓕᓐᓂᐊᑦᑎᐊᖅᓯᒪᔪᐃᑦ 

ᐃᓱᐊᖅᓴᐃᓂᕈᔪᒻᒥ ᐃᓱᓕᕆᔾᔪᓯᕋᓗᒻᒥᒃ ᑕᒪᒃᑯᓂᖓᓗᒃ 

ᐃᓕᓐᓂᐊᖅᓯᒪᔪᓂᒃ ᑖᒃᑯᐊ ᐱᓕᕆᔪᒪᓂᖅᓴᐅᓲᖑᒻᒪᑕ, 

ᑕᒪᒃᑯᐊᓗ ᓄᓇᕘᒥ ᑕᐃᒪᓐᓇᒃ ᓱᓕ 

ᐱᓕᓂᐅᓗᐊᓐᖏᒻᒪᑕ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑖᔅᓱᒥᖓ ᑭᐅᒐᕕᑦ. 

ᐊᐱᖅᑯᑎᖃᖅᑐᖓ ᒥᔅᑕ ᑳᒻᐳᒧᑦ ᒥᔅ ᓴᐅᕙᐃ 

ᓇᓪᓕᐊᑭᐊᖅ ᑭᐅᔪᒪᑉᐸᑦ. 

 

ᑭᐅᔾᔪᑕᐅᔪᑦ ᐃᓚᖓᓐᓂ ᑲᑎᒪᔨᐅᔪᒧᑦ ᖃᒪᓂᑦᑐᐊᕐᒧᑦ 

ᐅᓇ ᖃᓄᖅ ᐊᖏᖅᑕᐅᔾᔪᓯᖃᓲᖑᒻᒪᖔᑕ. 

ᐃᓕᓴᕆᔪᒃᓴᐅᔭᓯ ᐱᔭᕐᓂᖏᑦᑐᒃᑰᓚᐅᖅᑎᓪᓗᒋᑦ 

ᐃᓕᓐᓂᐊᕐᓂᓕᕆᔨᒃᑯᑦ ᐊᖏᖅᑕᐅᓂᕐᒧᑦ 

ᑎᑎᖅᑲᑎᒎᓕᖓᔪᓕᕆᑎᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ. 
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challenges that the Department of 

Education has had through letters-of-

authorization employees. I forget the actual 

number of employees that was answered to 

my colleague.  

 

Was the Office of the Auditor General 

aware that letters of authorization were 

being used for social workers? Ms. Salvail. 

 

Ms. Salvail: Thank you, Mr. Chairman. 

Yes, we’re aware. From our understanding, 

in order to be appointed, you need to have 

the mandatory training. However, in some 

cases, it may not be happening for various 

reasons, in which case the department will 

issue such a letter. However, we haven’t 

looked at how many of those have been 

issued or currently are issued and whether 

there is an issue related to it. Maybe the 

question can be directed to the department. 

Thank you. 

 

Chairman: Thank you for that response. A 

similar question to Mr. MacDonald. With 

these letters of authorization, what type of 

eligibility requirements, if any, [are] under 

the authorization of signing this letter? 

What was the number again of the amount 

of social workers that are operating under 

the letter of authorization? Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I will refer this question to Mr. 

Ojah. Thank you. 

 

Chairman: Thank you. Mr. Ojah. 

 

Mr. Ojah: Thank you for the question. The 

numbers we provided to you indicated that 

we currently have 63 staff, of which 57 are 

frontline staff working in the field. Of that 

number, we have 33 staff who are under 

letters of authority and that represents 55 

percent of the total staff party. Mr. 

Chairman, that is a high figure.  

ᐃᖅᑲᐅᒪᓐᖏᒃᑲᓗᐊᖅᑐᖓ ᖃᔅᓯᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ  

 

 

 

ᑭᐅᔾᔪᑕᐅᓚᐅᖅᓯᒪᔪᑦ. 

 

ᑭᓯᐊᓂᓕ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒻᒪᕆᒃᑯᑦ ᐃᓄᓕᕆᔨᖏᑦ 

ᐃᓚᖏᑦ ᐊᓕᓚᔫᑎᑦ ᐊᖏᖅᑕᐅᓯᒪᓂᕐᒥᑎᒍᑦ ᐊᓯᖏᓐᓂ 

ᐃᓄᓕᕆᔨᓐᖑᖅᑎᑕᐅᑦᑕᕐᒪᑕ 

ᐅᖃᐅᓯᕆᒃᑲᓐᓂᕈᓐᓇᖅᐱᐅᒃ? 

 

ᓴᐅᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖃᐅᔨᒪᔪᒍᑦ ᑕᒪᑐᒥᖓ ᑕᐃᒪᓐᓇ ᐱᔪᖃᖃᑦᑕᕐᒪᑦ 

ᐱᓕᕆᑎᑕᐅᔪᖃᖃᑦᑕᕐᒪᑦ. ᐃᓛᒃ ᑕᐃᒪ 

ᐃᓕᓐᓂᐊᖅᓯᒫᓂᑦᑎᐊᖅᑐᖃᓯᒪᓐᓂᖅᐸᑦ ᐃᓛᒃ ᑕᐃᒪ 

ᒐᕙᓚᐅᔪᑎᒍᑦ ᐱᓕᕆᑎᑦᑎᓂᐊᕌᖓᑦᑕ ᐃᓄᓕᕆᔨᐅᔪᒥᑦ 

ᐊᓯᑦᑎᓐᓂᒃ ᓄᓇᕗᑦᒥ, ᑕᐃᒪ ᐱᔾᔪᑎᑕᖃᕋᓗᓐᓂᖅᐸᑦ 

ᐅᕙᑦᑎᓐᓄᑦ ᐱᓕᕆᕝᕕᑎᓐᓄᑦ ᐃᓱᒪᒋᔭᖃᕋᔭᖅᑐᒍᑦ. 

ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᐃᒪᓐᓇ ᑭᐅᒐᕕᑦ, 

ᐊᒻᒪ ᓱᓕ ᒥᔅᑕ ᒪᒃᑖᓄᑦ ᐊᐱᕆᓚᐅᕐᓚᒍᓕ ᑖᒃᑯᐊ 

ᐊᓕᓚᔪᐃᑦ ᐊᔪᓐᖏᓕᖅᑎᑦᑎᒍᑏᑦ 

ᐱᓕᕆᔨᐅᓪᓗᐊᑎᑦᑎᓂᕐᒧᑦ ᓄᓇᕗᑦᒥ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ, 

ᐃᕝᕕᓪᓕ ᒥᔅᑕ ᒪᒃᑖᓄᑦ, ᖃᑦᑎᓂᒪ ᑕᐃᒪᓐᓇ 

ᐊᔪᓐᖏᔾᔪᑎᑎᑦ ᐊᑐᖅᑐᑎᒃ ᑕᐃᒪᓐᓇ ᐃᓕᓴᐃᓂᖅ ᓲᕐᓗ 

ᐃᓄᓕᕆᔨᐅᔪᑦ? ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᑐᓂᓂᐊᒐᕋ ᒥᔅᑕ ᐆᔾᔭᒧᑦ ᑐᓂᓂᐊᒐᕋ. ᒥᔅᑕ ᐆᔾᔭ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐆᔾᔭ.  

 

 

ᐆᔾᔭ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐃᓛᒃ ᑕᐃᒪ, ᑕᐃᒪ 57-

ᖑᒻᒪᑕ ᐱᓕᕆᔪᑦ ᑕᖅᑳᓂ ᓄᓇᓕᖕᓂ ᐃᓄᓕᕆᔩᑦ. 

ᑖᒃᑯᓇᓐᖓᑦ ᑕᐃᒪ 33-ᖑᔪᐃᑦ ᐱᓕᕆᔩᑦ, ᐅᑯᐊ 

ᐊᓕᓚᔫᑎᑎᒍᑦ ᓚᐃᓴᖃᕐᓂᕐᒧᑦ, ᐅᕝᕙᓘᓐᓃᑦ 

ᐊᔪᓐᖏᔾᔪᑎᖃᖅᑎᑕᐅᓂᕐᒧᑦ ᓇᑉᐸᐅ ᐅᖓᓯᒐᔮᖓᓂ. 

ᐅᑯᐊ ᐱᓕᕆᔪᑦ ᐃᓄᓕᕆᔩᑦ, ᐃᓄᓕᕆᔩᑦ ᐊᖓᔪᖅᑳᖓᑕ 

ᐱᔪᓐᓇᖅᑎᑎᒥᐊᒐᐃᑦ ᖃᐅᔨᒪᓂᖏᑦ ᒪᓕᑦᑐᒋᑦ. 
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Letters of authority require that the 

director, in fact, authorize the person to 

practise social work in the community and 

along with that authorization goes the 

responsibility to work closely under the 

direction of a supervisor or an appointed 

social worker. Thank you, Mr. Chairman. 

 

Chairman: Just to clarify and I’ll direct it 

directly to Mr. Ojah, if you don’t mind, Mr. 

MacDonald, to save you the little gap. 

What you are saying is there is no actual 

employment criteria associated with that. 

Can you confirm that, the way I understand 

it? Thank you. Mr. Ojah. 

 

Mr. Ojah: Thank you, Mr. Chairman. 

There are requirements for all staff who are 

employed by the department. Generally, we 

look for some form of child protection or 

social work training, basic training that 

could be in the form of a diploma 

education, which is generally a two-year 

program in social services or a degree 

program.  

 

The reason we issue letters of authority is 

that these individuals have not, at that point 

in time, complied with the full 

requirements for appointed status and we 

may not have mentioned this as yet, but in 

order to become a fully appointed social 

worker or child protection worker in 

Nunavut, there are seven areas of 

competency that must be complied with to 

the director’s satisfaction. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Ojah. Mr. 

MacDonald, does the department have a 

plan in place to get more workers with 

statutory appointments?  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. As we highlight in our action 

 

ᐅᑯᐊ ᐱᓕᕆᖃᑎᖃᖅᑑᓪᓗᐊᖁᔭᐅᓯᒪᔪᑦ ᐃᓄᓕᕆᔨᐅᔪᑦ 

ᐊᖓᔪᖅᑳᕐᒥᓄᑦ, ᓲᕐᓗ ᐊᐅᓚᑕᐅᓗᑎᒃ,  

 

ᐊᖓᔪᖅᑳᖃᑦᑎᐊᕐᓗᑎᒃ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪᓕ ᑐᑭᓯᑦᑎᐊᕐᓂᕈᒪ 

ᒥᔅᑕ ᐆᔾᔭᒧᑦ, ᖃᓄᐃᒃᓴᖏᒃᑯᕕᑦ ᒥᔅᑕ ᒪᒃᑖᓄᑦ, ᑕᐃᒪ 

ᐅᖃᖅᑐᑎ ᐃᒪᓐᓇ, ᑕᐃᒪ ᐃᓄᓕᕆᔨᐅᓇᔭᖅᑐᖅ, 

ᖃᓄᒥᐊᖅ, ᐊᔪᓐᖏᑦᑐᒥᐊᓂᖅ ᐱᔫᓪᓗᐊᕐᓂᕋᖅᑐᓯ. 

 

 

 

 

ᐆᔾᔭ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᓛᒃ, 

ᐱᓕᕆᔨᑖᕋᓗᑦᑖᕗᑦ ᐃᓄᓕᕆᔨᐅᔪᐃᑦ 

ᐊᔪᓐᖏᓐᓂᖃᕆᐊᓖᑦ ᓲᕐᓗ ᕿᓂᖅᐸᑦᑐᒍᑦ ᑕᒪᒃᑯᓂᖓ 

ᒪᑯᐊ ᐃᓄᓕᕆᓂᕐᒧᑦ, ᖃᓪᓗᓈᓕᕆᓂᕐᒥᒃ, 

ᕿᕐᓂᖅᑐᐊᓗᓕᕆᓂᕐᒥᑦ, ᐃᓅᖃᑎᒌᓂᓕᕆᓂᕐᒥᑦ 

ᐱᓕᕆᓂᕐᒧᑦ ᖃᐅᔨᒪᔪᓂᒃ ᐊᒻᒪ ᓲᕐᓗ ᐅᑭᐅ ᒪᕐᕉᒃ 

ᐅᖓᑖᓄᓘᓐᓃᑦ ᐃᓕᓐᓂᐊᖅᓯᒪᓂᖃᖅᑐᓂᒃ, 

ᓇᓪᓕᒍᓱᒍᓐᓇᕋᓗᓪᓗᑎᓪᓗ ᐃᓅᖃᑎᒥᓂᒃ. 

 

 

 

ᑕᐃᒪᐃᒃᑐᕋᓗᓐᓂᒃ ᐃᓅᖃᑎᒌᓂᒃ ᐃᓕᓐᓂᐊᖅᓯᒪᔪᓂᒃ 

ᐱᔪᒪᕙᒃᓯᒪᔪᒍᑦ. ᑕᐃᒪ, ᑕᐃᒪᐃᑦᑐᖅᑕᖃᑦᑕᕐᓂᖅᐸᑦ 

ᐱᓕᕆᑎᑦᑎᒥᐊᕋᓱᑦᑐᒍᑦ ᑕᒫᓂ ᓄᓇᕗᑦᒥ ᐊᓕᓚᔪᕐᒥᑦ 

ᐊᔪᓐᖏᔾᔪᑕᐅᔪᒥᑦ ᐱᓕᕆᑎᒥᐊᖅᑐᒋᑦ, ᓄᓇᓕᖕᓄᓪᓗ 

ᑎᓕᒥᐊᖅᑐᒋᑦ. ᑕᐃᒪ ᑕᒫᓂ ᓄᓇᕗᑦᒥ ᑕᒪᒃᑯᐊ 

ᐊᔪᓐᖏᔾᔫᒥᒋᐊᖃᕐᒪᑕ ᐃᓄᓕᕆᓂᕐᒧᑦ 

ᑕᐃᒪᓐᓇᓗᑦᑖᒫᖑᒐᓗᐊᖅ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐆᔾᔭ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ ᐸᕐᓇᓯᒪᕕᓯ ᑕᒪᒃᑯᓂᖓ ᐃᓕᓐᓂᐊᖅᓯᒪᔪᓂᑦ 

ᓄᓇᕗᑦᒥ ᐃᓄᓕᕆᓂᕐᒧᑦ? 

 

 

ᐆᔾᔭ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪ ᓇᓗᓇᐃᖅᓯᓯᒪᒐᑦᑕ 

ᑐᕌᒐᕆᔪᒪᔭᑦᑎᓐᓂ ᐃᓱᒫᓗᒋᔭᖃᕋᑦᑕ ᑕᐃᒪᓐᓇᐃᑦᑐᓂᒃ 

ᐃᓕᓐᓂᐊᑎᑦᑎᓂᕐᒥᑦ ᐱᑕᖃᕆᐊᖃᕐᒪᑦ. ᑕᐃᒪ 
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plan, one of the major issues that was 

highlighted was staff training and we 

recognize that.  

 

We intend to employ one of those short-

term IT tools that I mentioned earlier. We 

recognize that our managers or supervisors 

in various regions haven’t been able to 

accurately keep tabs and haven’t been 

supported to accurately keep tabs on new 

employees who receive statutory training 

and what exact date they received that 

training.  

 

As we talked about retention earlier, the 

same issue goes where there hasn’t been an 

accurate tracking tool or mechanism to 

allow us to double-check on when 

someone’s statutory training has expired. 

In the short term, what we’re attempting to 

deploy is a system that flags, records these 

dates, and flags them and prompts our staff 

to make decisions about an incoming or an 

upcoming expiration for statutory training.  

 

Now, in the long term, what we’re looking 

at doing is having this embedded into our 

case management system. As a user logs in, 

for example, it’s very easy for the system 

to track that sort of information and then 

provide a prompt to a supervisor, kind of 

like a bring-forward message. I should say 

that’s a medium-term plan as opposed to 

the long term because we do want to get 

this system underway in the near future. 

Thank you. 

 

Chairman: Thank you for clarifying that 

for me. I just have one other question that 

Mr. Savikataaq brought up and in your 

response, you talk about the Placement 

Planning Review Committee. How much 

contact is there with parents who have had 

children taken into custody outside of the 

home and, because it’s not just contact, but 

how much coaching is given to the parents 

ᐱᓕᕆᔨᑖᖅᑕᕆᐊᖃᕋᑦᑕ ᑕᐃᒃᑯᓂᖓ ᑭᓯᐊᓂ. 

 

 

 

ᑭᓯᐊᓂ ᐱᓕᕆᓚᐅᑲᐃᓐᓇᖃᑦᑕᕆᐊᖃᖅᑐᓂᒃ 

ᐱᓕᕆᑎᑦᑎᑕᕆᐊᕋᓱᒐᑦᑕ ᑕᐃᒪ ᐊᕕᒃᑐᖅᓯᒪᔪᓂ 

ᐊᐅᓚᑦᑎᔨᖁᑎᖃᕋᑦᑕ ᐃᓛᓐᓂ ᑕᒪᒃᑯᐊ ᐃᓄᓕᕆᔩᑦ 

ᓄᖅᑲᕋᓗᐊᓪᓚᑳᖓᑕ ᐊᔪᓐᖏᑦᑐᑐᐃᓐᓇᕐᓂᑦ 

ᐱᐊᓪᓚᒋᐊᖃᖅᑕᓲᖑᒻᒪᑕ, 

ᐃᓄᓕᕆᔨᖃᕈᓐᓇᐃᑎᐊᒻᒪᕆᖁᓇᒍ ᓄᓇᓖᑦ ᓇᓕᐊᒥᐊᖅ 

ᑕᐃᒪ ᑖᒃᑯᐊ ᐱᔪᓐᓇᕐᓂᖃᕐᒪᑕ. 

 

 

 

 

ᑕᐃᒪᓕ ᐅᖃᐅᓯᖃᓚᐅᕐᒥᒐᒪ ᐱᓯᒪᐃᓐᓇᖃᑦᑕᕐᓂᕈᑦᑕ 

ᑭᓯᐊᓂ ᑕᒪᒃᑯᐊ ᐅᑎᑦᑕᖅᑐᑎᓪᓗᒍ ᐱᓗᐊᕐᓂᖏᓐᓄᑦ 

ᐊᖑᒪᑦᑎᐊᖏᑦᑐᒍᑦ, ᑭᓇᒃᑯᑦ 

ᐃᓄᓕᕆᔨᓐᖑᖅᐸᓪᓕᐊᒻᒪᖔᑕ ᒪᓕᒐᕐᓂᒃ 

ᐃᓱᓕᓯᒪᓕᕐᒪᖔᑦ. ᑕᒡᕙ, ᕿᓚᒻᒥᐅᓂᖅᓴᒃᑯᑦ 

ᐋᖅᑮᓇᓱᑉᐳᒍᑦ ᐃᓂᓪᓚᖓᐅᑎᒃᓴᒥᒃ 

ᐊᓪᓚᑕᐅᔪᓐᓇᖅᐸᖁᓪᓗᒋᑦ ᐅᓪᓗᖅᓯᐅᑎᒋᔭᐅᔪᑦ 

ᑕᒪᒃᑯᓄᖓ ᐃᓱᒪᓕᐅᒋᐊᖅᐸᖁᓪᓗᒋᑦ ᐱᓕᕆᔨᕗᑦ 

ᑎᑭᓐᓂᐅᔭᔪᓂᒃ.ᐃᓕᓴᐅᑎᐅᑦᓴᐃᓐᓇᕆᐊᓕᓐᓂᒃ. 

 

 

ᐊᑯᓂᒃᑯᓪᓕ ᕿᒥᕐᕈᐸᓪᓕᐊᕗᒍᑦ ᑕᒪᓐᓇ 

ᐃᓚᓕᐅᖅᓯᒪᓕᖁᓪᓗᒍ ᐱᓕᕆᐊᖑᔪᒧᑦ 

ᐃᓂᓪᓚᖓᐅᑎᒋᔭᑦᑎᓐᓄᑦ. ᓲᕐᓗ ᐊᑐᖅᑐᖅ ᑖᓐᓇ 

ᑐᖅᑯᕝᕕᖃᑐᐊᕈᓂ ᖃᕆᑕᐅᔭᕐᒧᑦ ᐱᒡᒐᓇᖏᑦᑐᑯᓘᒻᒪᑦ 

ᐃᓂᓪᓚᖓᐅᑎᐅᔪᒧᑦ ᑕᒪᒃᑯᓂᖓ ᓇᑦᓯᖅᑐᕈᑎᐅᒋᐊᑦᓴᖅ 

ᖃᐅᔨᒍᑎᐅᓕᕐᓗᓂ ᑲᒪᔨᒧᑦ, ᓲᕐᓗ ᓯᕗᒧᑦ 

ᑕᑯᒃᓵᓕᒍᑎᐅᔪᓐᓇᕐᓗᓂ. ᑕᒪᓐᓇ ᑐᖔᒍᒐᓚᒃ 

ᐸᕐᓇᐅᑎᐅᔪᖅ ᐊᑯᓂᐅᔪᒃᑰᖏᑦᑐᖅ. ᑕᒪᓐᓇ 

ᐃᓂᓪᓚᖓᐅᑎᒃᓴᐅᔪᖅ ᓯᕗᒧᐊᖁᓕᕋᑦᑎᒍ 

ᓯᕗᓂᕆᓂᐊᖅᑕᑎᓐᓂ ᕿᓚᒥᒃᑯᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᒪᓐᓇ 

ᑐᑭᓯᓇᖅᑎᑦᑎᐊᕋᕕᐅᒃ. ᐊᐱᖅᑯᑎᑦ ᐃᓚᖓᑦ ᒥᔅᑐ 

ᓴᕕᑲᑕᐅᑉ ᓴᖅᑭᖅᑲᐅᔭᖓ. ᑭᐅᔾᔪᑎᓐᓂ ᐅᖃᖅᑲᐅᒐᕕᑦ 

ᐃᓂᑦᓴᒧᑦ ᑐᓂᓯᓂᕐᒧᑦ ᐸᕐᓇᐅᑎᒧᑦ ᑲᑎᒪᔨᕋᓛᓂᒃ 

ᕿᒥᕐᕈᕙᓐᓂᐊᖅᑐᓂᒃ. ᖃᓄᖅ ᐱᑎᒋᔪᒥᒃ 

ᑐᓴᖅᑎᑕᐅᕙᒃᐸᑦ ᐊᖏᔪᖅᑳᕆᔭᐅᔪᐃᑦ 

ᐊᖅᓵᖅᑕᐅᓯᒪᓐᓂᕈᑎᒃ ᕿᑐᕐᖓᒥᓂᒃ ᐃᒡᓗᒥᑕ ᓯᓚᑖᓄᑦ? 

ᖃᓄᑎᒋ ᑐᑭᓯᑎᑕᐅᒋᐊᖃᑦᑕᖅᐸᑦ ᐊᖏᔪᖅᑳᕆᔭᐅᔪᐃᑦ 

ᕿᑐᕐᖓᖏ ᐅᑎᑦᓯᐊᓛᖁᓪᓗᒋᑦ ᐊᑦᑕᓇᖏᑦᑐᒧᑦ? ᒥᔅᑐ 

ᒪᒃᑖᓄᑦ. 
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to make sure that those children have a safe 

home to go back to? Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I think I will refer that one to 

Mark Arnold, Deputy Director. Thank you. 

 

Chairman: Thank you. Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. I 

would say that, historically, that has been a 

gap in our services. Our workers have 

struggled to work consistently with 

families to provide that level of coaching, 

encouragement, and motivation.  

 

It has been emphasized over the last two 

years with this Committee that any time we 

make a decision to have to place a child or 

youth elsewhere, the reason we want to 

involve others, including family and 

parents, in this discussion is to make it very 

clear to our staff that there is an expectation 

that, where the child or youth may be away 

from their community for whatever reason, 

our workers are expected to work very 

closely with family so that repatriation and 

a successful return is our number one goal. 

It’s a process that has been emphasized 

through these committees. Thank you. 

 

Chairman: Thank you for that response, 

Mr. Arnold. I can only imagine how much 

emphasis is needed to be put on when 

you’re stating that there are identified gaps. 

You went through some of the challenges, 

but it still doesn’t really make it clear to 

me. Why are there gaps when… ?  

 

I’ve had parents come to me as a 

representative of a portion of Iqaluit that 

have their children who have been taken 

out of custody and very much want them 

back. There’s some question into their own 

understanding of the process.  

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᑖᓐᓇᖃᐃ  

 

ᑭᐅᔭᐅᒃᑲᖔᕈᒃᑯ ᒫᒃ ᐋᓅᑦᒧᑦ, ᑐᖏᓕᐅᑉ ᐊᐅᓚᑦᓯᔨᐅᑉ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ. ᒥᔅᑐ ᐋᓅᑦ. 

 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐅᖃᕈᓐᓇᖅᑐᖓ, ᐅᐊᑦᑎᐊᕈᑲᓪᓚᓂᒃ ᑕᒪᓐᓇ 

ᐊᒥᒐᕈᑕᐅᓯᒪᒻᒪᑦ ᐱᔨᑦᓯᕋᐅᑎᒋᔭᑦᑎᓐᓂᒃ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᐱᒡᒐᕈᑎᖃᖃᖅᑕᖅᓯᒪᒻᒪᑕ 

ᐱᓕᕆᑦᓯᐊᑦᓴᐃᓐᓇᕆᐊᒃᓴᖅ ᐃᓚᒌᖑᔪᓂᒃ ᑕᐃᒪᓐᓇᑎᒋ 

ᑐᑭᓯᐅᒪᓂᖃᑎᑦᑎᓯᒋᐊᒥᒃ ᐊᔭᐅᖅᑐᐃᒋᐊᒥᓪᓗ 

ᑲᔪᖏᖅᓴᐃᒋᐊᒥᓪᓗ. 

 

ᐅᑭᐅᓄᑦ ᒪᕐᕉᓐᓄᑦ ᐱᓕᕆᐊᖑᓯᒪᓕᖅᑐᖅ ᑲᑎᒪᔨᕋᓛᓄᑦ 

ᑖᑉᑯᓄᖓ. ᖃᖓᑐᐃᓐᓇᒃᑯᑦ ᐃᓱᒪᓕᐅᕆᒋᐊᖃᕌᖓᑦᑕ 

ᓄᑕᖅᑲᒥᒃ ᒪᒃᑯᒃᑐᒥᓪᓘᓐᓃᑦ ᐊᓯᐊᓅᖅᓯᔭᕆᐊᖃᕌᖓᑦᑕ; 

ᐊᓯᖏᓐᓂᒃ ᐃᓚᐅᑎᑦᓯᒍᒪᓚᕿᓯᒪᔪᒍᑦ ᐃᓛᒌᓂᓪᓗ 

ᐊᖏᔪᖅᑳᕆᔭᐅᔪᓂᓪᓗ ᐅᖃᖃᑎᒌᑉᐸᓂᕐᒧᑦ 

ᑐᑭᓯᐅᒪᑦᑎᐊᖁᒐᑦᑎᒍ ᐱᓕᕆᔨᕗᑦ ᑭᓐᖑᖅᑕᐅᔪᖅᑕᖃᕐᒪᑦ 

ᓄᑕᕋᐅᔪᖅ ᒪᒃᑯᒃᑑᔪᕐᓘᓐᓃᑦ ᓄᓇᓕᒻᒥᓂᒃ 

ᕿᒪᐅᒪᑎᑕᐅᓯᒪᒍᑎᒃ ᑭᓱ ᐱᓪᓗᒍ ᑖᒃᑯᐊ ᐱᓕᕆᔨᕗᑦ 

ᐱᓕᕆᑦᓯᐊᖁᔭᐅᓚᖓᒻᒪᑕ ᐃᓚᒌᓂᒃ 

ᐱᓯᒪᑦᓯᒍᓐᓇᓕᕐᓂᖏᑦ ᐅᑎᖅᑎᑦᓯᕕᐅᓂᖏᓪᓘᓐᓃᑦ 

ᓯᕗᒧᐊᑦᑎᐊᕆᐊᖃᕐᓂᖓ ᑐᕌᒐᕆᒻᒪᕆᒃᑲᑦᑎᒍ. ᑕᒪᓐᓇᓗ 

ᐱᕙᓪᓕᐊᕈᓯᐅᔪᖅ ᐱᒻᒪᕆᐅᑎᑕᐅᒻᒪᕆᒃᓯᒪᔪᖅ 

ᑲᑎᒪᔨᕋᓛᑦᑎᒍᑦ ᑕᒪᒃᑯᐊ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᐋᓅᑦ 

ᑭᐅᔾᔪᑎᓐᓄᑦ. ᑲᖐᒃᓴᒍᓐᓇᑐᐃᓐᓇᖅᐳᖓ ᖃᓄᖅ 

ᐱᑎᒋᔪᒥᒃ ᐊᒃᓱᕉᑕᐅᒋᐊᖃᕐᓂᖓᓂᒃ ᐅᖃᖅᑕᐃᑦ 

ᐃᓱᒪᒋᓪᓗᒍ ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᑦ ᐱᓪᓗᒋᑦ 

ᐊᒥᒐᕈᑕᐅᔪᐃᑦ. ᐅᖃᐅᓯᕆᑲᐃᓐᓇᖅᑕᕋᓗᐊᑎᑦ ᐃᓚᖏᑦ 

ᐊᒃᓱᕈᕐᓇᖅᑐᐃᑦ ᑭᓯᐅᓂ ᐃᓚᖓᓂᒃ ᑐᑭᓯᓇᓗᐊᖏᒻᒪᑦ 

ᓱᒻᒪᑦ ᐊᒥᒐᕐᓂᖃᐅᖅᐸ? 

 

ᐊᖏᔪᖅᑳᕆᔭᐅᔪᓄᑦ ᐅᐸᒃᑕᐅᖃᑦᑕᖅᓯᒪᒐᒪ 

ᑭᒡᒐᑐᐃᔨᐅᓪᓗᖓ ᐃᖃᓗᐃᑦ ᐃᓚᖓᓂ 

ᐊᖅᓵᖅᑕᐅᔪᒥᓂᕐᓂᒃ ᕿᑐᕐᖓᒥᓂᒃ, 

ᐅᑎᖁᔨᒻᒪᕆᒃᖢᑎᓪᓗ? ᐊᐱᖅᑯᑎᖃᐅᖅᓯᒪᓪᓗᓂᓗ 

ᓇᒻᒥᓂᖅ ᑐᑭᓯᐅᒪᒍᒪᓂᕐᒥᓂᒃ ᐊᐅᓚᑦᓯᔾᔪᓯᐅᔪᒥᒃ. 

 

 

ᐊᒥᒐᖅᑐᖅᑕᖃᐅᕐᒪᑦ. ᐱᓕᕆᕝᕕᓯᓪᓕ ᓱᕙᑦ ᑕᒪᒃᑯᐊ 
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There are gaps there. What is your 

department doing to fill in some of those 

gaps? Mr. MacDonald? 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I will refer that over to Mr. 

Arnold again. Thank you. 

 

Chairman: Thank you. Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. 

There is any number of ways to deal with 

those gaps. I think, first and foremost, it 

involves good training and it involves good 

supervisory training. Our supervisors need 

to take a very active role in coaching and 

working with staff to really focus on 

preventative approaches and proactive 

approaches to working with families. 

Again, that takes time, particularly if 

historically that hasn’t been as emphasized.  

 

Frontline worker training needs to focus 

on... . I mean we talk about Inuit societal 

values. Those eight principles are all about 

working collaboratively, respectfully, 

mutually, and helping them understand that 

these aren’t just words, but these are good, 

core practices for social workers. When 

you’re dealing with workers who 

oftentimes are new, it really takes an 

emphasis on training and good supervision, 

and then for supervisors to rely on good 

leadership to make sure that that is part of 

the whole system. Thank you. 

 

Chairman: Thank you for that response, 

Mr. Arnold. It’s more of a comment. 

Obviously, the ideal scenario is to have 

children with their family, with their 

parents in their community.  

 

When a child is taken, it’s usually a very 

fast process, deemed unsafe living 

conditions or whatever the circumstances 

are, but I find that the process of getting 

ᐊᒥᒐᕈᑕᐅᔪᑦ ᐱᓐᖑᖅᑎᑕᐅᖁᓪᓗᒋᑦ? ᒥᔅᑐ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᑖᓐᓇᑦᑕᐅᖅ ᑭᐅᔭᐅᖁᓂᐊᕐᒥᒐᒃᑯ ᒥᔅᑐ ᐋᓅᑦᒧᑦ. 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑐ ᐋᓅᑦ. 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᑕᐅᓯᐅᖏᑦᑐᓂᒃ 

ᑕᒪᒃᑯᐊ ᐊᒥᒐᕈᑕᐅᔪᑦ ᐱᓕᕆᐊᖑᓇᓱᒍᓐᓇᖅᑐᑦ. 

ᓯᕗᓪᓕᖅᐹᖑᔪᖅᑲᐃ ᐱᒻᒪᕆᐅᓪᓗᓂ 

ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᐊᕆᐊᖃᕐᓂᖏᑦ, ᐅᐊᑦᑎᔨᖃᑦᑎᐊᕐᓗᑎᒃ 

ᐃᓕᓴᖅᑕᐅᑦᓯᐊᕆᐊᖃᖅᐸᓪᓗᑎᒃ. ᑲᒪᔨᖁᑎᕗᑦ 

ᐃᓚᐅᑎᑦᓯᐊᕆᐊᖃᕐᒪᑕ ᑐᑭᓯᐅᒪᑎᑦᓯᑦᑎᐊᓂᕐᒥᒃ 

ᐱᓕᕆᖃᑎᖃᑦᑎᐊᓂᕐᒥᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᑎᓐᓂᒃ 

ᑕᐅᑐᑦᑎᐊᕐᓗᑎᒃ ᐱᔾᔭᐃᔭᖅᓯᒪᒍᑎᐅᔪᓐᓇᖅᑐᓂᒃ, 

ᓯᕗᓕᐅᕆᑦᓵᓕᓂᕐᒥᓪᓗ ᐱᓕᕆᖃᑎᖃᕐᓂᐊᕈᑎᒃ 

ᐃᓚᒌᖑᔪᓂᒃ. ᑕᒪᒃᑯᐊ ᑕᕝᕙᑲᐅᑎᒌᔾᔮᕋᑎᒃ. 

 

ᐱᓗᐊᖅᑐᒥᒃ ᑕᐃᒪᓐᖓᓂᑐᖃᖅ ᑕᒪᓐᓇ 

ᐊᒃᓱᕉᑕᐅᕙᓐᓂᑰᓐᓂᖏᒃᑯᓂ. ᐱᓕᕆᓪᓗᐊᑕᐸᑦᑐᓂᒃ 

ᐃᓕᓴᐃᕙᓐᓂᖅ ᑕᐅᑐᓐᓂᖃᒃᑲᓐᓂᕆᐊᖃᖅᑐᑦ, 

ᐅᖃᐅᓯᖃᖅᑲᐅᒐᕕᑦ ᐃᓄᐃᑦ ᐅᐱᕆᔭᖏᓐᓂᒃ, ᑕᒪᒃᑯᐊ 

ᑐᓐᖓᕕᐅᔪᑦ ᐱᔾᔪᑎᖃᖅᑐᐃᓐᓇᐅᔪᑦ 

ᐱᓕᕆᖃᑎᖃᓐᓂᕐᒥᒃ ᐅᐱᒋᔭᖃᑦᑎᐊᓂᕐᒥᓪᓗ ᑕᒪᒃᑯᑦ 

ᐊᒻᒪᓗ ᑐᑭᓯᐅᒪᑦᑎᐊᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ 

ᐅᖃᐅᓯᑐᐃᓐᓇᐅᖏᓐᓂᖏᓐᓂᒃ. ᑭᓯᐊᓂ, ᑕᒪᒃᑯᐊ 

ᐱᓕᒻᒪᒃᓴᐅᑎᑦᑎᐊᕙᐅᒻᒪᑕ ᐃᓄᓕᕆᔨᐅᔪᓄᑦ. 

ᐱᓕᕆᖃᑎᖃᕈᕕᓪᓗ ᐃᓄᓕᕆᔨᓂᒃ, ᓄᑖᓐᖑᒐᔪᒃᑐᑎᒃ, 

ᑕᑯᑎᑦᓯᒍᑎᒻᒪᕆᐅᕙᑦᑐᖅ ᐃᓕᓴᐅᑎᖃᕆᐊᖃᓐᓂᕐᒥᒃ 

ᐅᐊᑦᑎᔨᖃᑦᑎᐊᓂᕐᒥᓪᓗ. ᑕᒪᒃᑯᐊᓗ ᑲᒪᔨᐅᔪᑦ 

ᑐᓐᖓᕕᖃᑦᑎᐊᖁᓪᓗᒋᑦ ᓯᕗᓕᐅᕈᓐᓇᑦᑎᐊᓂᕐᒥᒃ 

ᑕᒪᒃᑯᐊ ᐃᓚᓕᐅᖅᑕᐅᓯᒪᑦᑎᐊᖁᓪᓗᒋᑦ 

ᐃᓂᓪᓚᖓᐅᑎᐅᔪᒧᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑭᐅᔾᔪᑎᒋᔭᓐᓄᑦ 

ᒥᔅᑕ ᐋᓅᑦ. ᑕᒪᓐᓇᓗ ᑐᕌᒍᑎᒋᓕᖅᑐᒍ 

ᐅᖃᐅᓯᑦᓴᑐᐃᓐᓇᓐᓄᖅᑲᐃ. ᑕᐃᒫᒃ, 

ᐊᑲᐅᓈᕋᓚᖅᑑᒐᓗᐊᖅ ᐊᖏᕐᕋᖅᓯᒪᕙᒃᐸᑕ 

ᓄᑕᕋᕆᔭᐅᔪᓐ, ᐊᖏᕐᕋᒥᓂᒃ ᓄᑕᕋᕆᔭᐅᒐᒥᒃ. 

 

ᑭᓯᐊᓂ ᑎᒍᔨᔭᐅᔭᕌᖓᑕ ᐊᖓᔪᖅᑳᑦ ᓄᑕᖅᑲᒥᓐᓂᒃ 

ᑕᒪᓐᓇ ᐱᐊᓚᔪᒻᒪᕆᐋᓘᒻᒥᒃ ᐱᓕᕆᓕᖅᑕᑐᒻᒪᓱᒻᒪᑕ. 

ᐅᕝᕙᓘᓐᓃᑦ ᐃᒪᓐᓇ ᓂᕆᑦᓯᐊᖃᑦᑕᓐᖏᓗᐊᖅᐸᑦ 

ᐅᕝᕙᓘᓐᓃᑦ ᐃᓖᔭᖅᑕᐅᓗᐊᖅᐸᑦ ᑲᑐᔾᔭᐅᓗᐊᖅᐸᒡᓗᑎᑦ 

ᑕᐃᒪᓐᓇ ᓇᒡᓕᒋᔭᐅᓐᖏᓗᐊᓐᓂᒻᒥᒃ ᐃᓛᒃ ᑕᐃᒪ 
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them back with the parents isn’t as speedy. 

I just want to encourage your department to 

work with the families where genuine work 

and advancement is being made by the 

parents to get their children back to 

expedite that process as fast as it is to take 

them away. That’s just a comment. I don’t 

need a response on that.  

 

Just before I finalize it, are there any other 

comments on this section? Mr. Joanasie. 

 

Mr. Joanasie (interpretation): Thank you, 

Mr. Chairman. Sorry about that.  

 

Let me start by making this statement first 

of all, as facing this can be very 

challenging, especially when our children 

in Nunavut are being apprehended or 

subject to assessment. There are many 

Nunavut children who are in this situation, 

children of our fellow residents, and if we 

want to pursue a brighter future for our 

children and their parents, we have to 

ensure our government takes into 

consideration these circumstances, 

especially down the road. 

 

However, I have a short question which I 

will try to succinctly voice. First of all, this 

is to the staff members in the government. 

In the Office of the Auditor General’s 

opening comments, it states the numbers 

for the employees, such as the total number 

of staff, the number of social workers, as 

well as the senior management levels 

within our Nunavut government. Further, it 

speaks about the children who need to be 

apprehended and it also highlights the 

number of children in the care of the 

government. 

 

Let me first of all state that we know that 

this can be difficult at times in relation to 

our children. I would like to ask the 

employees of the government, Mr. 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᓯᕗᓂᑦᑎᒻᓂ ᐱᐊᓚᔪᐋᓘᖃᑦᑕᒪᓐ 

ᑎᒍᓯᓂᐊᕌᖓᑉᓯ ᑕᐃᒪ ᑎᒍᓯᑲᓪᓚᒃᑐᐋᓗᕙᑉᑲᓯ. ᑕᐃᒪᓕ 

ᑕᒪᒃᑯᐊ ᐃᓚᖏᑦ ᐊᖓᔪᖅᑳᕆᔭᐅᔪᐃᑦᑕᐅᖅ 

ᓴᑐᖅᓯᓇᓱᑉᐸᓪᓕᐊᔪᒪᓕᕌᖓᑕ ᕿᑐᓐᖓᕆᔭᒻᒥᓂᒃ 

ᑕᒪᓐᓇᑦᑕᐅᖅ ᐃᓱᒪᒋᔭᐅᓂᖅᓴᐅᑦᑕᕆᐊᖃᕋᓗᐊᒻᒪᑦ ᓲᓪᓗ 

ᑎᒍᓯᔪᒪᒃᑳᓘᑉᓗᓯ ᑭᓯᐊᓂ ᐅᑎᖅᑎᑦᑎᔪᒪᐃᑦᑐᐊᓘᓪᓗᓯ 

ᑕᐃᒪᐃᑦᑑᔮᒻᒪᑦ. 

 

ᐃᓱᓕᓚᐅᓐᖏᓂᕐᓂ ᑖᓐᓇ ᐅᖃᖅᑐᖃᒃᑲᓐᓂᕈᒪᕚ 

ᑕᒪᔅᓱᒧᖓ? ᒥᔅᑕ ᔪᐊᓇᓯ. 

 

 

ᔪᐊᓇᓯ: ᓇᑯᒻᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒪᒥᐊᓇᖅ. 

 

 

ᓂᓪᓕᑲᐃᓐᓇᓵᓪᓗᖓᖃᐃ ᓯᕗᓪᓕᒻᒥ ᑕᒪᓐᓇ 

ᐊᑦᓱᕈᓐᓇᖃᑦᑕᕋᓗᐊᖅᑎᓪᓗᒍ ᑕᒪᒃᑯᐊ ᕿᑐᓐᖓᕆᔭᕗᓐ 

ᓄᓇᕘᒻᒥ ᐱᓕᕆᐊᕆᔭᐅᑎᓪᓗᒋᑦ ᑲᒪᒋᔭᐅᑎᓪᓗᒋᑦ 

ᐊᒥᓱᐋᓘᒻᒪᑕᐃᓂᒃᑯᐊ ᓄᓇᕘᒻᒥᐅᑦ ᓱᕈᓯᖏᑦ, 

ᕿᑐᓐᖓᕆᔭᐅᔪᑦ. ᑕᒪᓐᓇ ᓯᕗᓂᒃᓴᖃᑦᓯᐊᖁᓪᓗᒋᑦ 

ᐊᖓᔪᖅᑳᕆᔭᐅᔪᓄᓪᓗ ᑕᒪᐃᓐᓄᓪᓗ ᒐᕙᒪᓄᑦ 

ᐃᑉᐱᒋᔭᐅᑦᓯᐊᖁᓇᖅᑐᑦ ᓯᕗᓂᑦᑎᓐᓂ. 

 

 

 

 

 

 

 

ᑭᓯᐊᓂ ᐊᐱᖅᑯᑎᒐᓛᖃᕋᒪ ᓇᐃᓈᓪᓗᒋᑦ ᓯᕗᓪᓕᒻᒥ 

ᒐᕙᒪᒃᑯᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖓᑕ ᑐᕌᖓᓪᓗᓂ. ᑖᒃᑯᐊ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᐱᒋᐊᕈᑎᖏᓐᓂ 

ᓇᓗᓇᐃᖅᓯᓯᒪᒻᒪᑕ ᓈᐃᓴᐅᑎᓂᒃ, ᓲᓪᓗ ᖃᑦᓯᐅᒻᒪᖔᑖ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ, ᐃᓄᓕᕆᔩᑦ ᐊᒻᒪᓗ ᐊᖓᔪᖅᑲᐅᑎᖏᑦ 

ᓄᓇᕗᑦ ᐃᓗᐊᓂ, ᐊᒻᒪᓗ ᓱᕈᓰᑦ ᕿᑐᓐᖓᕆᔭᐅᔪᑦ 

ᓴᐳᒻᒥᔭᐅᒋᐊᖃᓕᕋᐃᑉᐸᑕ ᐊᖅᓵᖅᑕᐅᓲᖑᒻᒪᑕ. 

 

 

 

 

 

 

 

ᑖᒃᑯᐊ ᖃᔅᓯᐅᓂᖏᑦᑕᐅᖅ ᓇᓗᓇᐃᖅᓯᒪᒻᒪᑕ 

ᐸᐃᕆᔭᐅᔪᑦ. ᐊᐱᕆᔪᒪᔪᖓ ᒐᕙᒪᒃᑯᓐᓄᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓄᑦ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ, ᑖᒃᑯᐊ 

ᓇᓚᐃᑦᓵᖅᓯᒪᔭᖏᑎᒍᑦ ᓈᒻᒪᑉᐸᑖ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐊᒥᓲᓂᖏᑦ ᐊᒻᒪᓗ ᑮᓇᐅᔭᐃᑦ ᐊᕕᑦᑐᖅᓯᒪᔪᑦ ᑕᒪᑦᓱᒧᖓ 
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MacDonald and them: do you consider the 

number of employees to be satisfactory and 

the amount of money spent to be 

satisfactory in relation to the provision of 

child care and protection of child care for 

the department (interpretation ends) to 

meet the needs? (interpretation) I’m 

referring to resources and staff. This is my 

first question. Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Joanasie. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. It’s 

a difficult question, actually, because you 

see the outcomes. You see we’re here 

before the Office of the Auditor General 

and they have made some fairly strong 

recommendations to us that obviously 

indicate, at least to us, that there is work 

that needs to be done and there needs to be 

more resources put to bear to improve the 

quality of programs that we deliver in the 

territory. 

 

In short, I don’t believe the resources that 

we do have are enough, but I also think that 

I have to qualify that statement by saying 

that we have more work to do as a 

department and as public servants and it 

touches back on the issue around caseloads 

and other issues. We need to understand 

better what our workloads are and the 

expectations we place on our employees 

because, until we do that, it’s very difficult 

for us to make the case to the government 

that we need more money or we need more 

resources. That’s something that we 

recognize as a weakness and that’s 

something that we recognize. Our next 

piece of work is to really figure out what 

those pieces of information are and then 

use that to build the argument that we need 

more resources.  

 

ᑐᕌᖓᑎᓪᓗᒋᑦ. ᑖᒃᑯᐊ ᓴᐳᒻᒥᔭᐅᒋᐊᖃᖅᓯᒪᔪᐃᑦ 

ᐊᖑᒻᒪᑎᖁᓪᓗᒋᑦ. ᓲᓪᓗ (ᑐᓵᔨᒃᑰᓕᖅᑐᖅ)  

 

 

ᐱᔭᕆᐊᓕᖏᓐᓂᒃ ᓇᓪᓕᖅᓯᓯᒪᕚᓐ (ᑐᓵᔨᒃᑰᕈᓐᓃᖅᑐᖅ) 

ᖃᓪᓗᓈᑎᑐᑦ ᐅᖃᕈᒃᑯ. ᑮᓇᐅᔭᐃᑦ ᐊᒻᒪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑏᓐ ᑖᓐᓇ ᓯᕗᓪᓕᖅᐹᒥᒃ ᐊᐱᖅᑯᑎᒐ. 

ᓇᑯᒻᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᔪᐊᓇᓯ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ ᑕᒪᓐᓇ 

ᐊᐱᖅᑯᑎᒋᒐᓐᓂ. ᑖᓐᓇ ᐊᐱᖅᑯᑎ ᐱᔭᓐᓂᖏᑦᑐᖅ 

ᑭᐅᒋᐊᔅᓴᖅ ᑕᑯᖃᑦᑕᕋᑦᑎᒃᑯᑦ ᑕᒪᒃᑯᐊ ᓴᖅᑭᑉᐸᓪᓕᐊᔪᓐ 

ᐊᒻᒪᓗ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ ᑖᒃᑯᐊ ᓴᓐᖏᔪᓂᒃ 

ᐊᑐᓕᖁᔭᓕᐅᖅᓯᒪᒻᒪᑕ ᑕᒪᒃᑯᓄᖔᖅᑐᓂᒃ ᐊᒻᒪᓗ 

ᐃᖅᑲᓇᐃᔮᒃᓴᕗᑦ ᐅᓄᒃᑲᓐᓂᖅᑐᓐ ᑕᒪᒃᑯᐊᖑᒐᓚᒃᑐᑦ 

ᓴᓇᕐᕈᑎᒃᓴᕗᓪᓗ ᑲᒪᒋᖃᑦᑕᖅᑕᕗᑦ ᐅᓄᖅᑑᑎᓪᓗᒋᑦ 

ᑕᒫᓂ ᓄᓇᕘᒥ. 

 

 

 

 

 

 

 

ᑕᒪᒃᑯᐊ ᓴᓇᖅᑯᑎᕗᑦ ᒫᓐᓇ ᐱᓯᒪᔭᕗᓐ 

ᓈᒻᒪᒃᑑᔮᖅᑐᒐᓗᐊᖅ ᑭᓯᐊᓂ ᑕᐃᒪᓐᓇᐃᖅᑲᐅᑎᓪᓗᖓ 

ᐃᖅᑲᓇᐃᔮᒃᓴᒃᑲᓐᓂᖅᐳᓐ ᓱᓕ ᑕᒪᔾᔭᐅᕗᓐ 

ᐃᓄᓕᕆᔨᐅᑎᓪᓗᑕ ᒐᕙᒪᐅᑎᓪᓗᑕᓗ. ᓲᓪᓗ ᒪᒃᑯᐊ 

ᑲᒪᒋᔭᕆᐊᖃᖅᑕᕗᓐ ᑲᒪᔾᔪᑏᓐ ᖃᐅᔨᒪᑦᑎᐊᕆᐊᖃᖅᑐᒍᓐ 

ᖃᔅᓯᓂᒃ ᑲᒪᒋᔭᖃᖃᑦᑕᒻᒪᖔᑦ ᓴᓇᕐᕈᑎᕗᓐ 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᓪᓗ ᓈᒻᒪᒃᓯᓕᖅᓯᒪᔾᔫᒥᓂᐊᒻᒪᑕ. ᐄ, 

ᑕᐃᒪᐃᑦᑑᓂᒃ ᖃᐅᔨᒪᔭᕆᐊᖃᖅᑐᒍᓐ, ᖃᐅᔨᒪᓪᓗᑎᒃᑯᓪᓗ 

ᐃᓄᓕᕆᔨᐅᓪᓗᑕ. 

ᐃᖅᑲᓇᐃᔮᕆᒃᑲᓐᓂᕆᐊᖃᖅᑕᑦᑎᓐᓅᕋᔭᖅᖢᑎᒃᑯᓪᓗ, 

ᑕᐃᒃᑯᐊ ᑐᓴᐅᒪᔾᔪᑏᑦ ᐊᑐᕆᐊᖃᖅᑕᕗᓐ 

ᐊᑐᐃᓐᓇᐅᓂᐊᒻᒪᑕ ᓇᓕᖅᑯᑦᑎᓯᒪᔾᔫᒥᓂᖃᕋᑦᑕ 

ᓴᓇᕐᕈᑎᑎᒍᑦ ᐃᖅᑲᓇᐃᔮᓪᓗ ᐅᓄᓐᓂᖏᑎᒍᑦ. 
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I hope that answers your question. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Joanasie. 

 

Mr. Joanasie (interpretation): Thank you, 

Mr. Chairman. I asked that question 

because if we had all of the positions filled 

and if we provided adequate budgets... . 

That’s why I asked the question of whether 

the number of staff and budget allocated to 

the division is adequate.  

 

On page 4, regarding the events since the 

2011 audit, there have been some changes 

from the time that the Department of 

Health and Social Services was together 

and to the time that Family Services 

became a department of its own. There 

have been some changes that have 

impacted the services that are provided for 

the protection of children. 

 

I will direct my question to Mr. 

MacDonald. Could he give us an indication 

of where there has been the most changes 

regarding the protection of children? I hope 

you get my question. That is for the events 

since the 2011 audit. What have been the 

most significant changes since that time? 

Thank you. 

 

Chairman: Thank you, Mr. Joanasie. Mr. 

MacDonald.  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. As you mentioned, there has 

been a great deal of transition that has 

occurred between 2011 and 2014. There 

have been organizational changes, as 

everybody is aware of here.  

 

I think that in general and specifically 

when I refer to child and family services, 

having that group of programs moved from 

ᑭᐅᔪᒃᓴᕆᒐᓗᐊᖅᐸᒋᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒥᔅᑕ ᔪᐊᓇᓯ. 

 

ᔪᐊᓇᓯ: ᐄ, ᓇᑯᒻᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒪᓐᓇ 

ᐊᐱᖅᑯᑎᒋᓗᐊᖅᑕᕋ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓐᓄᒃᓯᒪᔪᐃᓐᓇᐅᒃᐸᑕ ᐊᒻᒪᓗ ᑮᓇᐅᔭᐃᑦ 

ᐊᑐᖅᑕᐅᑦᑎᐊᖅᐸᑕ ᐱᔾᔪᑎᒋᔭᖏᓐᓄᑦ ᑕᒪᓐᓇ 

ᐊᐱᖅᑯᑎᒋᓗᐊᖅᑕᕋ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓐᓄᒃᓯᒪᔪᐃᓐᓇᐅᑉᐸᑕ ᐊᒻᒪᓗ ᑮᓇᐅᔭᐃᑦ 

ᐊᑐᖅᑕᐅᑦᑎᐊᖅᐸᑕ ᐱᔾᔪᑎᒋᔭᖏᓐᓄᑦ ᑕᒪᓐᓇ 

ᐊᐱᕆᒍᑎᒋᓗᐊᖅᑲᐅᔭᕋ. ᓈᒻᒪᒃᑲᓗᐊᒻᒪᖔᑕ ᑖᒃᑯᐊ. 

 

ᑭᓯᐊᓂ ᐊᓯᖓᓅᓪᓗᖓ, ᑕᕝᕙᓂ ᒪᑉᐱᒐᖓᓂ 4, 

ᖃᓄᐃᓕᐅᓐᓂᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ 2001-ᒥᓂᑦ 

ᖃᐅᔨᓴᓐᓂᖃᓚᐅᖅᑎᓪᓗᒍ ᑖᒃᑯᐊ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᖃᖅᓯᒪᒻᒪᑕ 

ᐋᓐᓂᐊᖃᓐᓇᖏᑦᑐᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑲᑎᓐᖓᑎᓪᓗᒋᑦ ᐊᕕᑕᐅᓚᐅᖅᓯᒪᓐᓂᒻᒪᑕ 

ᐃᓄᓕᕆᔨᒃᑰᓕᖅᓱᑎᓪᓗ. ᑖᒃᑯᐊ ᐊᔾᔨᒌᓐᖏᑦᑐᐃᓐ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᐅᓯᒪᔪᑦ ᐊᒃᑐᐃᓂᖃᖅᓯᒪᒻᒪᑕ 

ᑖᒃᑯᓄᓐᖓ ᓱᕈᓰᑦ ᓴᐳᒻᒥᔭᐅᓂᖏᑦ ᐱᔾᔪᑎᒋᑦᓱᒋᑦ. 

 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ ᐊᐱᕆᒋᐊᕈᓐᓇᕈᒃᑯ, 

ᓇᓗᓇᐃᔭᐃᒋᐊᕈᓐᓇᕈᓂᓘᓐᓃᑦ ᓱᓇᒥᒡᓕ ᓇᐅᒃᑯᑦ 

ᐊᓯᔾᔨᓐᓂᖅᐹᖑᓯᒪᕙ ᑖᒃᑯᐊ ᕿᑐᓐᖓᕆᔭᐅᔪᑦ 

ᓴᐳᒻᒥᔭᐅᒋᐊᖃᖅᑎᓪᓗᒋᓐ ᐱᓕᕆᐊᖃᖅᑎᓪᓗᒋᑦ ᑕᓪᕘᓇ. 

ᑐᑭᓯᓇᓐᓂᕈᒪ, ᑕᐃᒃᑯᐊ 2011-ᒥᓂ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓚᐅᖅᓯᒪᒻᒪᓐ ᐅᓪᓗᒥᒧᓄᑦ. ᓇᐅᒃᑯᓪᓕ 

ᐊᓯᔾᔨᓐᓂᖅᐹᖑᓯᒪᒻᒪᖔᑦ ᐊᐱᕆᒐᓱᐊᖅᑐᖓ ᐃᒃᓯᔭᐅᑖᖅ. 

ᓇᑯᒻᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᔪᐊᓇᓯ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᖅᑲᐅᒐᕕᓐ ᐅᓄᖅᑐᐋᓗᓐᓂᒃ ᐊᓯᔾᔨᖅᓯᒪᔪᖅᑕᓕᒃ 

ᑕᐃᒪᓐᖓᓂᑦ 2011-2014-ᖑᕋᓱᓐᓂᖓᓄᑦ. ᑎᒥᑦᑕ 

ᐃᓗᐊᓂ ᐊᓯᔾᔨᖅᓯᒪᐅᖅᑐᖃᓕᖅᑐᖅ. 

 

 

 

ᐃᓘᓐᓇᖏᑦ ᑕᑯᓐᓇᖅᖢᒋᑦ ᐱᓗᐊᖅᖢᒋᑦ ᓱᕈᓰᑦ 

ᐃᓚᔭᕇᓐᓄᓪᓗ ᑐᕌᖓᔪᑦ ᐱᔨᑦᑎᕈᑏᑦ. ᑕᐃᒃᑯᐊ 

ᑕᒪᒃᑯᓄᖓ ᑐᕌᖓᔪᑦ ᒥᑭᔫᓚᐅᖅᓯᒪᒐᓗᐊᖅᑎᓪᓗᒍ 

ᐊᖏᓂᖅᐹᓐᖑᖅᑐᖅ ᐃᒻᒥᒃᑰᓕᒻᒪᑕ ᑖᒃᑯᐊ 
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being a smaller piece of a large department 

and become the biggest piece of another 

department has enabled us to focus more 

and to perhaps raise the level of awareness 

for that group of programs.  

 

To narrow down a response to your 

question, I think that there has been a great 

deal of effort spent in that timeframe to try 

to improve recruitment practices. I think 

one of the things that we saw was an 

increase in the percentage of filled 

positions, which is a good thing. Another, I 

think, would be training for staff and I 

think that has really only just begun. I think 

that there is more work to do there.  

 

If I had to make a decision or make a call 

on what would be the most impactful 

changes, I think those would be the most. 

Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Joanasie.  

 

Mr. Joanasie (interpretation): Thank you 

for your response. I will direct my question 

to the Office of the Auditor General along 

the same lines.  

 

It indicates here on page 4 under the events 

since the 2011 audit regarding child and 

family services programs and your 

perspective since the events that have 

occurred since 2011 which have had an 

impact on how services for children and 

families are delivered across Nunavut. In 

your view, what kind of impact will these 

changes have on the delivery of Child and 

Family Services programs across Nunavut? 

I hope that was clear. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Joanasie. Mr. 

Campbell. 

 

ᐃᓄᓕᕆᔨᒃᑯᓐ. 

 

 

 

 

 

ᐊᒻᒪᓗ ᑕᐃᒪᐃᑦᑑᓂᖓᓐᓄᑦ, ᓵᓐᖓᓂᖅᓴᐅᔪᓐᓇᖅᓯᔭᕗᓐ 

ᐅᔾᔨᕈᓱᓐᓂᖅᓴᐅᓕᖅᖢᑕᓗ ᖃᓄᖅ ᐊᒃᑐᐃᓂᖃᒻᒪᖔᑦ 

ᑕᒪᒃᑯᐊ ᐱᔨᑦᑎᕈᑏᑦ ᓴᐳᒻᒥᐅᑎᓪᓗ ᐊᒻᒪᓗ ᑭᐅᔾᔪᑏᑦ 

ᓇᐃᒡᓕᑎᓪᓗᒍ, ᑭᐅᒋᐊᓪᓗᒍ, ᐊᒃᓱᕉᑎᒋᓪᓚᕆᒃᓯᒪᔭᕗᑦ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᕈᓰᑦ ᐱᐅᓂᖅᓴᐅᓕᕈᓐᓇᓐᓂᐊᒻᒪᑕ 

ᐊᒻᒪᓗ ᐃᓐᓄᒃᑕᐅᓯᒪᔪᑦ ᐱᓴᓐᑎᖏᑦᑎᒍᑦ 

ᐅᓄᖅᓯᒃᑲᓐᓂᖅᖢᑎᒃ. ᐱᓕᒻᒪᒃᓴᐃᓂᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑐᖁᑎᑦᑎᓐᓂᒃ ᑕᒪᒃᑯᐊ ᓵᓐᖓᓯᒪᔭᕗᑦ. 

 

 

 

 

ᐃᓱᒪᓕᐅᕆᐊᖃᓐᓂᕈᑦᑕ ᖃᓄᐃᓕᐅᓐᓂᐊᒻᒪᖔᑦᑕᓗ 

ᑭᓱᓗ ᐊᒃᑐᐃᓂᖃᓐᓂᖅᐹᖓᓐ ᑕᒪᓐᓇ ᐅᖃᐅᑎᒋᓗᒍ 

ᑖᒃᑯᐊᖑᓇᔭᖅᑐᓐ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᔪᐊᓇᓯ. 

 

ᔪᐊᓇᓯ: ᓇᑯᒻᒦᒃᑕᐅᖅ ᑭᐅᒡᔪᑎᒋᔭᖓᓐᓄᑦ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦᒧᓪᓕᑦᑕᐅᖅ ᐊᒡᓚᒡᕕᖓᓄᑦ 

ᐊᐱᕆᔪᒪᔭᕋ, ᑕᒪᑦᓱᒪ ᓇᓛᒍᑦᑕᐅᖅ. 

 

 

ᑕᕝᕙᓂ ᓇᓗᓇᐃᖅᓯᓯᒪᓚᐅᒻᒪᑕ ᒪᒃᐱᒐᖓᓂ 4-ᒥ, 

2011-ᒥ ᖃᐅᔨᓴᕆᐊᓐᖓᓚᐅᖅᑎᓪᓗᒋᑦ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᖃᓚᐅᖅᓯᒪᑎᓪᓗᒋᑦ. ᑖᒃᑯᐊᓕ 

ᐱᔨᑦᓯᕈᑏᑦ ᓄᑕᖅᑲᓄᑦ ᐃᓚᒌᓄᓪᓗ 

ᐱᓕᕆᐊᕆᔭᐅᑎᓪᓗᒋᑦ ᓄᓇᕘᒥ, ᐊᒡᓚᒡᕕᖓᑦᑕᒍᓪᓕ 

ᑕᐅᑐᒃᑕᖓᒍᑦ ᓇᐅᒃᑯᑦ ᐊᒃᑐᐃᓂᖃᓐᓂᐊᖅᑲᑦ ᑕᒪᓐᓇ 

ᐊᓯᔾᔨᖅᓯᒪᓂᐅᔪᑦ? ᓲᓪᓗ, ᑖᒃᑯᐊ ᓱᕈᓰᑦ 

ᐸᐃᕆᔭᐅᒋᐊᖃᖅᑐᑦ ᐃᓛᒃ, ᓴᐳᒻᒥᔭᐅᖃᑦᑕᕆᐊᖃᖅᑐᑦ 

ᐊᖅᓵᖅᑕᐅᒍᑎᒃ. ᖃᓄᖅ ᑖᓐᓇ ᐊᒃᑐᐃᓂᖃᖅᓯᒪᕙ 

ᐊᓯᔾᔨᖅᑕᐅᓚᐅᖅᑎᓪᓗᒍ ᒐᕙᒪᐅᑉ ᖃᓄᐃᓕᖓᓂᖓ. 

ᑐᑭᓯᓇᓐᓂᕈᒪ. ᓇᑯᒻᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᔪᐊᓇᓯ. ᒥᔅᑕ 

ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪᓗ 



 64 

Mr. Campbell: Thank you, Mr. Chairman. 

Thank you for the question. As an auditor, 

we tend not to look into the future; we tend 

to look into the past. That’s why we audit 

what has happened, what should have 

happened, and what did happen. I would be 

reluctant to make any suggestion about 

what might change in the future. 

 

If you will permit me, I will just mention 

one thing that has not changed, which is 

really important, and that is the set of 

requirements within the Act. I think it was 

mentioned earlier that these haven’t 

changed. They still need to be complied 

with.  

 

The other stuff that’s happening around the 

change of the name of the department and 

the creation of a new department, it 

probably took a bunch of management 

time, but the requirements within the Act 

haven’t changed and those are the things 

that really need to be complied with. When 

everything else is moving around and 

changing, I think that’s the one thing that 

should be constant.  

 

I think that when you read our report, we 

would have expected and hoped that 

compliance would have been higher than it 

is now. Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Campbell. 

Any other names? I have no more names 

on my list. I just wanted to admit a little 

mistake that I made during our proceedings 

that I glossed over the main points of the 

report, which are pages 1 and 2 and 22 and 

23. We’re going to take a 15-minute break 

and then we’re going to come back and go 

over the main points section of the report. 

Thank you, everyone. 

 

>>Committee recessed at 15:46 and 

resumed at 16:04 

ᖁᔭᓐᓇᒦᒃ ᑕᒪᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᓐᓂ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᓪᓗᑕ ᓯᕗᓂᒃᓴᒥᒃ 

ᑕᑯᓐᓇᖅᐸᖏᑦᑐᒍᑦ, ᑭᖑᓂᖅ ᐊᑐᖅᓯᒪᕙᒌᖅᑐᓂᒃ 

ᕿᒥᕐᕈᖔᖃᑦᑕᕋᑦᑕ. ᖃᓄᖅᑑᕈᑎᒃᓴᓕᐅᕈᒪᖏᑦᑐᖓ ᑭᓱᑦ 

ᓯᕗᓂᒃᓴᑦᑎᓐᓂ ᐊᓯᔾᔨᕋᔭᕐᒪᖔᖏᑦ. 

 

 

 

 

ᑭᓯᐊᓂ ᐱᕕᖃᖅᑎᑕᐅᒐᒪ ᐊᑕᐅᓯᕐᒥᒃ 

ᓇᓗᓇᐃᖅᓯᔪᒪᔪᖓ ᐊᓯᔾᔨᓐᖏᑦᑐᒥᒃ ᐱᕐᔪᐊᒥᒃ. ᒪᓕᒐᐅᑉ 

ᐃᓗᐊᓃᑦᑐᖅ ᓱᓕ ᓱᕐᕋᖏᒻᒪᑕ ᐊᑐᖅᑕᐅᖃᑦᑕᕆᐊᖃᖅᑐᑦ 

ᐃᓄᓕᕆᔨᓐᖑᖅᑲᐅᑎᓪᓗᒋᑦ, ᑭᓯᐊᓂ ᒪᓕᒐᐅᑉ ᐃᓗᐊᓂ 

ᑎᑎᕋᖅᓯᒪᔪᑦ ᐊᓯᔾᔨᖅᓯᒪᓐᖏᑦᑐᑦ. 

 

 

 

 

ᑭᓱᓕᒫᑦ ᓯᕗᒧᐊᖅᐸᓪᓕᐊᒐᓗᐊᖅᑎᓪᓗᒋᑦ ᒪᓕᒐᐅᑉ 

ᐃᓗᐊᓃᑦᑐᑦ ᑖᒃᑯᐊᖑᐃᓐᓇᖅᑐᑦ ᓂᕆᐅᒋᔭᕗᑦ ᑕᒪᒃᑯᐊ 

ᒪᓕᑦᑕᐅᖏᓐᓇᕆᐊᖃᕐᓂᖏᓐᓂᒃ.  

 

 

 

 

 

 

 

ᐅᓂᒃᑳᓕᐊᕗᑦ ᐅᖃᓕᒫᓕᕈᔅᓯᐅᒃ ᓂᕆᐅᒐᔭᓚᐅᖅᑐᒍᑦ 

ᒪᓕᑦᑕᐅᑦᑎᐊᕐᓂᖓ ᖁᕝᕙᓯᓐᓂᖅᓴᐅᓕᕋᔭᓐᖑᐊᖅᑐᖅ 

ᒫᓐᓇᒧᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 

ᓱᓕᒃᑲᓐᓃᖅ? ᐊᑎᖃᕈᓐᓃᕋᒪ. ᓇᓗᓇᐃᕈᒪᓪᓗᒍᓗ 

ᑕᒻᒪᓐᓂᖅᑲᐅᒐᒪ ᐱᒋᐊᓕᓵᖅᑎᓪᓗᑕ ᐊᓪᓗᓐᓂᖅᑲᐅᒐᒃᑭᑦ 

ᐱᓪᓗᐊᑕᐃᑦ ᐅᓂᒃᑳᒥ ᒪᑉᐱᒐᖅ 1 ᐊᒻᒪᓗ 2 ᐊᒻᒪᓗ 22 

23-ᓗ. 15 ᒥᓇᒥᒃ ᓄᖅᑲᖔᓚᐅᐱᓪᓚᓐᓂᐊᖅᑐᒍᑦ 

ᐅᑎᕈᑦᑕᓗ ᐱᓪᓗᐊᑕᓕᕆᓂᐊᕐᓗᑕ ᐅᓂᒃᑳᒥ. ᖁᔭᓐᓇᒦᒃ 

ᐃᓘᓐᓇᓯ. 

 

 

 

 

>>ᓄᖅᑲᑲᐃᓐᓇᖅᑐᐃᑦ 15:46 ᑲᔪᓯᒃᑲᓂᖅᑐᑎᓪᓗ 

16:04ᒥ 
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Chairman: Thank you, everyone. Like I 

stated and I apologized to everyone for 

missing a step in the agenda, I was trying 

to rush to the paragraph-by-paragraph 

review. I would like to go back to the main 

points, pages 1 and 2 and 22 and 23 of the 

review. Does anyone have any questions or 

comments? I’ll give everyone just a 

moment.  

 

Going once.  

 

Mr. Savikataaq. I knew somebody could 

step up. 

 

>>Laughter 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. My question is for the Assistant 

Auditor General.  

 

There are questions about adoption policies 

and practices in Nunavut and occasionally 

there have been concerns raised about the 

fate and welfare of Nunavut’s adoption of 

children. How do you decide that this issue 

was beyond the scope of the 2014 follow-

up audit? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. Campbell. 

 

Mr. Campbell: Thank you, Mr. Chairman. 

To explain why something was scoped out, 

I’ll tell you, the Committee, how we 

scoped the audit in the first place and 

hopefully that will answer the question. 

 

We did a more expansive audit in 2011. 

We wanted to come back and do a follow-

up for a couple of reasons, one being, if 

Members look at page 1 of the 2011 report, 

you will see that we were identifying that 

some children in Nunavut were facing very 

difficult circumstances. Those were the 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᖑᔪᓯ. ᒪᒥᐊᕝᕕᒋᕙᓯ 

ᐊᓪᓗᐃᓂᖅᑲᐅᓂᕐᓄᑦ ᑲᑎᒪᔾᔪᑎᒃᓴᑎᓐᓂ  

 

 

ᓇᓪᓕᑭᑕᕆᐊᖃᖅᑲᐅᒐᓗᐊᕋᑦᑕ. ᐅᑎᕈᒪᒐᓗᐊᖅᑐᖓ 

ᐱᓪᓗᐊᑕᖏᓐᓄᑦ ᒪᑉᐱᒐᖅ 1 ᐊᒻᒪᓗ 2-ᒥ ᐊᒻᒪᓗ 22 

ᐊᒻᒪᓗ 23 ᕿᒥᕐᕈᓂᐅᓚᐅᖅᑐᒥ. ᑭᓇᒥᒃ 

ᐊᐱᖅᑯᑎᒃᓴᖃᖅᑐᖃᖅᐸ ᐅᖃᐅᓯᒃᓴᒥᓪᓘᓐᓃᑦ? 

ᐱᕕᖃᖅᑎᑲᐃᓐᓇᕐᓗᓯ. 

 

ᐊᑕᐅᓯᐊᖅ. 

 

 

ᒥᔅᑕ ᓴᕕᑲᑖᖅ. ᖃᐅᔨᒪᓪᓗᐊᑲᐃᓐᓇᖅᑐᖓ 

ᓂᓪᓕᖅᑐᖃᕈᒪᓚᖓᒻᒪᑦ. 

 

>>ᐃᓪᓚᖅᑐᑦ 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᐱᖅᑯᑎᒐ ᑲᓇᑕᐅᑉ ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᖓᓄᑦ. 

 

 

ᐊᐱᖅᑯᑎᑕᖃᕐᒪᑦ ᓐᖏᒍᐊᖅᓯᓂᕐᒧᑦ ᐊᑐᐊᒐᐅᔪᓂᒃ ᐊᒻᒪ 

ᐱᐅᓯᐅᕙᑦᑐᓂᒃ ᓄᓇᕗᒻᒥ. ᖃᑯᑎᒃᑯᑦ 

ᐃᓱᒫᓘᑕᐅᖃᑦᑕᖅᓯᒪᒻᒪᑦ ᓇᒧᓐᖓᐅᕙᓐᓂᖏᓐᓂᒃ ᐊᒻᒪᓗ 

ᖃᓄᐃᑉᐸᓐᓂᖏᓐᓂᒃ ᓄᓇᕗᒻᒥ ᑎᒍᐊᖅᑕᐅᕙᑦᑐᐃᑦ 

ᓄᑕᖅᑲᐃᑦ. ᖃᓄᖅ ᐃᓱᒪᓕᐅᕐᓂᕋᑦᑎ ᑕᒪᓐᓇ 

ᐅᖓᑕᐅᔾᔨᓯᒪᒋᐊᖓᓂᒃ 2014ᒥ 

ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑕᐅᓯᒪᔪᒧᑦ ᐅᑎᕐᕕᐅᓯᒪᔪᓂ? 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑐ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐅᓂᒃᑳᕆᑲᐃᓐᓇᕐᓗᒍ ᓱᒻᒪᑦ 

ᐱᓕᕆᐊᖑᔪᓐᓇᓚᐅᖏᒻᒪᖔᑦ ᐅᓂᒃᑳᑲᐃᓐᓇᕐᓚᖓ 

ᖃᓄᖅ ᑲᑎᒪᔨᕋᓛᑦ ᐃᓱᒪᓕᐅᕈᑕᐅᓯᒪᒻᒪᖔᑦ 

ᖃᐅᔨᓴᖅᑕᐅᓯᒪᔪᖅ ᓯᕗᓪᓕᖅᐹᒥ. ᑕᒪᓐᓇᑐᖅ 

ᑭᐅᔾᔪᑎᐅᓂᐊᖅᐳᖅ. 

 

ᖃᐅᔨᓴᕐᓂᖃᕆᐊᒃᑲᓐᓂᓚᐅᕋᑦᑕ 2011-ᒥ, 

ᐅᑎᕐᕕᒋᔪᒪᓚᐅᖅᓯᒪᓪᓗᑎᒍ ᒪᕐᕉᓐᓂᒃ ᐱᔾᔪᑎᖃᖅᖢᑕ. 

ᐃᓚᖓᑦ, ᑕᑯᒍᑦᑕ ᒪᑉᐱᒑᓂᒃ 1, 2011-ᒥ 

ᐅᓂᒃᑳᓕᐊᖑᓯᒪᔪᓂ, ᑕᑯᓂᐊᕋᕕᑦ ᓇᓗᓇᐃᖅᓯᓯᒪᒐᑦᑕ 

ᐃᓚᖏᑦ ᓱᕈᓯᑦ ᓄᓇᕗᒻᒥ ᐊᒃᓱᕈᕐᓇᖅᑐᒦᕕᔾᔪᐊᖅᓯᒪᒻᒪᑕ, 

ᑖᒃᑯᐊ ᑕᒡᕙ ᐱᓕᕆᕝᕕᑎᓐᓄᑦ ᐃᑲᔪᖅᑕᐅᒋᐊᖃᖅᓯᒪᒻᒪᑕ 

ᓴᐳᑎᔭᐅᓗᑎᓪᓗ, ᐱᑎᒃᑲᕐᓗᒋᖃᐃ. ᑕᒪᒃᑯᐊ ᑕᒡᕙ  
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people whom the department now had to 

help and protect. This was the supply, if 

you will like, and so some of those people 

were young people who were in very 

difficult situations.  

 

We observed in 2011 that the department 

was not doing a particularly good job in 

complying with its own standards in 

providing services to those folks. We 

wanted to come back and audit the things 

that we thought they had to get right first. 

Quite basically, that was staffing the 

positions, training the staff, and complying 

with the standards. We did this at a time 

when we were also doing an audit of 

education.  

 

In terms of the resources we had, we 

wanted to focus on those areas that we 

thought the department really had to get 

right first and that’s why we scoped it this 

way. It wasn’t a decision that we didn’t 

want to go into those other issues. In terms 

of the resources we had, these were the 

issues that we thought were a priority in 

this point in time. Thank you, Mr. 

Chairman.  

 

Chairman: Thank you, Mr. Campbell. Mr. 

Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. My questions are to the 

Assistant AG again. When your office 

conducted its recent audits of child and 

family services in both the Yukon and the 

Northwest Territories, did you compare 

any specific aspects of service delivery 

across these three territories and, if so, 

what significant similarities or differences 

were identified? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. Campbell. 

 

 

 

 

 

ᐃᓚᖏᑦ ᒪᒃᑯᒃᑐᑦ ᐊᒃᓱᕈᓐᓇᖅᑐᐹᓗᒻᒦᓯᒪᒻᒪᑕ. 

 

ᖃᐅᔨᓚᐅᕋᑦᑕ 2011-ᒥ ᐱᓕᕆᕝᕕᐅᔪᖅ 

ᐱᓕᕆᑦᓯᐊᖅᓯᒪᖏᓐᓂᖏᓐᓂᒃ ᒪᓕᒋᐊᖃᖅᑕᒥᓐᓂᒃ 

ᓇᒻᒥᓂᖅ ᐃᓂᓪᓚᐅᑎᓕᐊᕆᓯᒪᔭᕐᒥᓂᒃ 

ᐱᔨᑦᓯᕋᐅᑎᒥᓂᓪᓗ ᑕᒪᒃᑯᓂᖓ ᐃᓄᓐᓂᒃ. 

ᐅᑎᕐᕕᒋᔪᒪᓚᐅᕋᑦᑎᒍ ᖃᐅᔨᓴᕈᒪᓪᓗᒋᑦ ᑭᓱᓂ 

ᐋᖅᑭᒋᐊᕆᒋᐊᖃᖅᑕᒥᓐᓂᒃ ᓯᕗᓪᓖᖅᐹᒥ. ᑕᒡᕙ ᑕᒪᓐᓇ 

ᐱᔾᔪᑎᖃᓚᐅᖅᐳᖅ ᐃᓐᓄᑦᑕᐅᔪᓐᓇᖁᓪᓗᒋᑦ 

ᐃᖅᑲᓇᐃᔮᖑᔪᐃᑦ ᐃᓕᓴᖅᑕᐅᓗᑎᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᑦ, 

ᒪᓕᓪᓗᑎᓪᓗ ᐊᑐᐊᕆᒋᐊᓕᓐᓂᒃ. 

ᑕᐃᒪᐃᓕᐅᓚᐅᖅᓯᒪᕗᒍᑦ ᑕᐃᑦᓱᒪᓂ 

ᖃᐅᔨᓴᕐᓂᖃᖅᑎᓪᓗᑕᑦᑕᐅᖅ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒥᒃ. 

 

 

ᑕᐃᒪᐃᒻᒪᑦ ᐱᓇᓲᑎᕗᑦ ᐊᑐᕐᓗᒋᑦ 

ᑕᐅᑐᓪᓗᐊᑕᕆᒍᒪᓚᐅᕋᑦᑎᒍ ᑕᒪᒃᑯᐊ ᐱᓕᕆᕝᕕᐅᔪᒧᑦ 

ᐋᖅᑭᒋᐊᖅᑕᐅᒋᐊᖃᓪᓚᕆᑦᑐᐃᑦ. ᑕᐃᒪᐃᓐᓂᖓᓄᑦ 

ᑕᐃᒪᓐᓇ ᓇᓗᓇᐃᔭᓚᐅᖅᑕᕗᑦ. 

ᐃᓱᒪᓕᐅᕈᑕᐅᓚᐅᖏᑦᑐᖅ ᑕᒪᒃᑯᐊ ᑲᒪᒋᔪᒪᖏᒃᖢᑎᒍ, 

ᑭᓯᐊᓂ ᐱᓇᓲᑎᕗᑦ ᐱᓪᓗᒋᑦ ᐃᓱᒪᒋᓚᐅᕋᑦᑎᒍ ᑕᒪᒃᑯᐊ 

ᓯᕗᓪᓕᐅᔾᔭᐅᒋᐊᖃᖅᑐᕆᓚᐅᕋᑦᑎᒍ ᒫᓐᓇᐅᔪᖅ. 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. ᒥᔅᑕ 

ᓴᕕᑲᑖᖅ. 

 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

ᐊᐱᖅᑯᑎᒐᑦᑕᐅᖅ ᓱᓕ ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᒧᑦ. 

ᐊᓪᓚᕝᕕᓯ ᖃᐅᔨᒐᒥᒃ ᖃᐅᔨᓴᕐᓂᐅᕋᑖᓚᐳᖅᑐᒥᒃ 

ᓱᕈᓯᕐᓂᒃ ᐃᓚᒌᒃᑐᓂᓪᓗ ᐱᔨᑦᓯᖅᑎᑯᓐᓂᒃ ᔫᑳᓐᒥ 

ᓄᓇᑦᑎᐊᒥᓗ, ᓇᓖᕌᕆᓚᐅᖅᐱᓯ ᓇᓕᓪᓚᑦᑖᖏᓐᓂᒃ 

ᐱᔨᑦᓯᕋᐅᑎᐅᕙᑦᑐᓂᒃ ᑖᒃᑯᓇᓂ ᐊᕕᑦᑐᖅᓯᒪᓂᐅᔪᓂ; 

ᐊᒻᒪᓗ, ᐄᖑᑉᐸᑦ, ᖃᓄᖅ ᐱᑎᒋᔪᒥᒃ 

ᐊᔾᔨᒌᓐᓂᖃᐅᓚᐅᖅᐸ ᐊᔾᔨᒌᓐᖏᓐᓂᖃᓚᐅᖅᐸᓘᓐᓃᑦ 

ᓇᓗᓇᐃᖅᑕᐅᔪᓂ?. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᐊᑐᓂ 
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Mr. Campbell: Thank you, Mr. Chairman. 

Each territory has a jurisdiction unto itself. 

We would always audit those things that 

we thought were the higher risk, so we 

wouldn’t audit a low-risk issue because it 

was a high risk somewhere else.  

 

It’s always helpful if we can get some 

comparisons and some commonalities 

between the jurisdictions, but sometimes 

they’re just organized differently. For 

example, in the Northwest Territories, they 

have health and social services authorities 

that deliver on child and family services 

and that created big accountability issues in 

that territory that don’t exist in Nunavut. 

 

That being said, I think that all of the 

jurisdictions, but particularly the NWT and 

Nunavut, face similar issues in terms of 

getting good data, good information, and a 

good case management system. Thank you, 

Mr. Chairman. 

 

Chairman: Thank you, Mr. Campbell. Mr. 

Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. This is to the Assistant Auditor 

General again. Your 2014 audit was in 

response to just check up on a 2011 audit 

you did. In your 2014 report, it indicates 

that the follow-up audit interviews were 

conducted in only three Baffin 

communities.  

 

How did your office ensure that the 

findings were comparable from 2011 to 

2014 and all across Nunavut regions? What 

I just want to know is: if you sampled only 

three communities in one region, do you 

feel that this is a territorial-wide 

representative audit? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

ᐊᕕᑦᑐᖅᓯᒪᔪᑦ ᐃᒻᒥᒃᑯᑦ ᒐᕙᒪᐅᒻᒪᑕ. ᑕᐃᒪᐃᒻᒪᑦ 

ᖃᐅᔨᓴᐃᓐᓇᖅᐸᓚᐅᖅᑐᒍᑦ ᑕᒪᒃᑯᓇᓐᖓᑦ  

 

 

ᐅᓗᕆᐊᓇᖅᑐᒦᓐᓂᖅᓴᐅᔪᓂᒃ. 

 

 

ᑕᒡᕙ ᖃᓄᐃᓗᐊᖏᑦᑐᓂᒃ ᖃᐅᔨᓴᖅᐸᓚᐅᓐᖏᓚᒍᑦ 

ᐱᓂᖅᓴᖅᑕᖃᕐᓂᖓᓄᑦ ᓇᐅᒃᑯᑦ. ᑕᒡᕙ 

ᐃᑲᔪᕐᓂᖃᐃᓐᓇᓲᖑᕗᖅ ᓇᓖᕌᕈᑎᒃᓴᖃᕌᖓᑦᑕ 

ᐊᔾᔨᒌᒐᓚᒃᑐᓂᓪᓘᓐᓃᑦ ᐊᕕᑦᑐᖅᓯᒪᓂᐅᔪᓂ. 

ᑭᓯᐊᓂᑦᑕᐅᖅ, ᐊᔾᔨᒌᑦᑕᐃᓐᓇᖅᐸᖏᒻᒥᒻᒪᑕ 

ᐃᓂᓪᓚᖓᐅᓯᐅᔪᐃᑦ. ᐆᑦᑑᑎᒋᓗᒍ, ᓄᓇᑦᑎᐊᕐᒥ 

ᐋᓐᓂᐊᖃᕐᓇᖏᑦᑐᓕᕆᔨᑕᖃᐅᕐᒪᑦ ᐱᓕᕆᕕᐅᑉ 

ᐃᓗᐊᓃᑦᑐᓂᒃ ᑲᒪᓪᓗᐊᑕᖃᖅᑕᖅᑐᓂᒃ ᓱᕈᓯᕐᓄᑦ 

ᐱᔨᑦᑎᕈᑎᓂᒃ ᐱᔾᔪᑎᓕᓐᓂᒃ ᑕᒫᓂ ᓄᓇᕗᒻᒥ 

ᐱᑕᖃᓐᖏᑎᓪᓗᒍ. 

 

 

ᑕᐃᒪᐃᓕᖅᑲᐅᑎᓪᓗᖓ ᒐᕙᒪᖃᕐᕕᓕᒫᑦ, ᐱᓗᐊᖅᑐᒍ 

ᓄᓇᑦᑎᐊᖅ ᐊᒻᒪᓗ ᓄᓇᕗᑦ ᐊᔾᔨᒌᐸᓗᓐᓂᒃ ᐊᐅᓚᐅᓯᓖᑦ 

ᐱᐅᔪᓪᓗ ᒪᑯᐊ, ᒪᑯᐊᓗ ᑲᒪᒋᔾᔪᓰᓪᓗ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. ᒥᔅᑕ 

ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐅᓇ 

ᑐᕌᖅᑎᓂᐊᖅᑕᕋ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

ᐃᑲᔪᖅᑎᖓᓐᓄᑦ. 2014-ᒥ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᓯ 

2011-ᒥ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᑕᐃᒃᑯᐊ 

ᐅᐃᒍᒋᓚᐅᖅᓯᒪᒻᒪᒍ ᐊᒻᒪᓗ 2014-ᒥ ᐅᐃᒍᖓᓂ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᓕᖅᑎᓪᓗᓯ ᐱᖓᓱᐃᓐᓇᕐᓄᑦ 

ᕿᑭᖅᑖᓗᒻᒥ ᓄᓇᓕᓐᓄᐊᓚᐅᖅᓯᒪᒐᔅᓯ. 

 

 

ᑖᒃᑯᐊ ᑐᑭᓯᔭᑎᑦ 2011-ᒥ 2014-ᒥᓗ 

ᑕᐃᒫᑦᑎᐊᖑᓚᐅᕋᓗᐊᕐᒪᑦ ᐊᒻᒪᓘᓐᓃᑦ ᓄᓇᕘᓕᒫᒥ. 

ᐆᑦᑑᑎᒋᓗᒍ ᐱᖓᓱᐃᓐᓇᑯᓗᓐᓄᑦ ᐅᐸᒃᑲᑦᑕ 

ᕿᑭᖅᑖᓗᒻᒥᑐᐃᓐᓇᕐᓂ, ᖃᓄᕐᓕ ᐃᓱᒪᓕᐅᓚᐅᖅᐱᓯ ᐅᓇ 

ᐊᑲᐅᓐᖏᓕᐅᕈᑎᒃ ᓄᓇᕗᑦ ᓄᓇᓕᖁᑎᓕᒫᖏᓐᓂ 

ᓇᒥᓕᒫᖅ ᐊᕕᑦᑐᖅᓯᒪᔪᓕᒫᓂ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. ᒥᔅ 

ᓴᐅᓪᕙᐃ. 
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Ms. Salvail. 

 

Ms. Salvail: Thank you, Mr. Chairman. 

When we did the original audit in 2011, we 

looked and we did audits in the three 

regions. We found that the gaps that we 

had identified were similar in the three 

regions. There was no region that was 

better or worse than the others. When we 

made the decision this time as to which 

region to audit, we felt confident that by 

picking one of them, Baffin in this case, we 

were not picking the worst or the best one.  

 

When we took the decision, we ran that by 

the Department of Family Services. If they 

thought we had picked the worst and that 

would not be representative of the other 

regions, they would have told us. They 

didn’t have any problem with that.  

 

I also just want to point out that we did 

detailed audit work in three communities 

with respect to the compliance with the 

standards. In our other audit work, such as 

workforce management and the occupancy 

rates that we have in the report, these 

examples are from the whole territory. As 

well as the training, we did work across the 

territory. The gathering of basic 

information also applied to all the 

communities. Thank you, Mr. Chairman. 

 

Chairman: Thank you, Madame Salvail. 

Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. My next question is to the 

Department of Family Services.  

 

The Department of Family Services was 

established in April of 2013 and the 

government of the day assured Nunavut 

residents and stakeholders that there would 

be no disruption of services.  

 

 

ᓴᐅᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 2011-ᒥ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᑕ ᐊᕕᑦᑐᖅᓯᒪᔪᓂᑦ  

 

ᐱᖓᓱᓃᓚᐅᖅᑐᒍᑦ, ᑭᓯᐊᓂ ᑕᐃᒃᑯᐊ ᑎᑭᑕᐅᓯᒪᔪᑦ 

ᐱᖓᓱᓂᒃ ᐊᔾᔨᒌᑦ ᐊᑐᖅᑕᐅᔪᐃᓐᓇᐅᓚᐅᕐᒪᑕ. ᑕᐃᒫᒃ 

ᐃᓱᒪᓕᐅᕈᑎᖃᓕᓚᐅᖅᓯᒪᔪᒍᑦ ᓇᓕᐊᒃ ᐊᕕᑦᑐᖅᓯᒪᔪᓂ 

ᕿᒥᕐᕈᓂᐊᕐᒪᖔᑦᑎᒃᑯᑦ. ᐊᑕᐅᓯᕐᒥᒃ ᓂᕈᐊᕐᓂᐊᖅᓯᒪᒐᑦᑕ 

ᕿᑭᖅᑖᒃ ᓂᕈᐊᓚᐅᕐᒪᔭᕗᑦ ᐆᑦᑑᑎᑦᑎᐊᕙᐅᓂᖅᐹᖓ 

ᒪᓕᒃᓗᒍ. 

 

 

 

 

ᑕᐃᒪᓐᓇᒃ ᐃᓱᒪᓕᐅᕋᑦᑕ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑕᒪᓐᓇ 

ᖃᓄᕐᓕ ᐃᓱᒪᒋᕕᓯᐅᓚᒍᑎᒋᓚᐅᖅᓯᒪᔭᕗᑦ ᐊᒻᒪᓗ 

ᐅᖃᐅᔾᔭᐅᒍᓐᓇᖅᑐᒍᑦ 

ᐊᑲᐅᓐᖏᓕᐅᕈᑕᐅᓐᖏᓐᓂᕋᖅᑕᐅᓚᐅᖅᓯᒪᔪᑦ. 

 

 

 

 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᓚᐅᖅᑐᒍᑦ ᐱᖓᓱᓂᒃ ᓄᓇᓕᓐᓂᒃ 

ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᒪᓕᒐᐃᑦ ᒪᓕᑦᑕᐅᔭᕆᐊᖃᕐᓂᖏᑦ ᐊᒻᒪᓗ 

ᐊᓯᖏᓐᓂᒃ ᑕᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᓵᖓᓪᓗᐊᓚᐅᖅᓯᒪᔭᕗᑦ. ᐱᓕᒻᒪᖅᓴᐃᓂᖅ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᕐᓂᕆᓚᐅᖅᑕᕗᑦ ᐊᕕᑦᑐᖅᓯᒪᔪᓕᒫᓂ 

ᐊᑐᖅᖢᑎᒍ ᐃᓘᓐᓇᖏᓐᓄᑦ ᓄᓇᓕᓐᓄᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒪᑖᒻ ᓴᐅᓪᕙᐃ. 

ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐱᖃᑖ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 

 

ᑖᒃᑯᐊ ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᒻᒪᑕ 2013-ᒥ ᐄᐳᕈᒥ ᑖᒃᑯᐊ 

ᒐᕙᒪᒃᑰᓚᐅᖅᓯᒪᔪᑦ ᐅᖃᓚᐅᖅᓯᒪᒻᒪᑕ 

ᓄᓇᕗᒻᒥᐅᑕᐅᔪᓄᑦ ᑕᒪᒃᑯᐊ ᐊᑲᐅᓐᖏᓕᐅᕈᑎᒋᔭᐅᔪᑦ 

ᐱᔨᑦᑎᕋᐅᑏᑦ ᓄᖅᑲᐅᑎᔭᐅᔾᔮᖏᒻᒪᑕ 

ᐊᓯᔾᔨᖅᑕᐅᔾᔮᖏᒻᒪᑕᓗ ᑕᒪᒃᑯᐊ ᐃᓚᒌᑦ 

ᓄᓇᕗᒥᐅᑕᐅᔪᑦ. 
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Has the Department of Family Services 

made any significant changes to the way 

services are organized and/or delivered to 

children and families across Nunavut? 

Thank you, Mr. Chairman. 

 

Chairman: Thank you for that question, 

Mr. Savikataaq. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. In 

terms of significant program changes, I 

think we had touched on them earlier in 

terms of things like training and things like 

introducing new employees to the Nunavut 

context of social work.  

 

From an organizational perspective and 

from, of course, the legislative piece, we 

have transferred essentially the same 

legislation. Many of the same organization 

moved over, although with some changes 

to personnel at different levels from top to 

bottom of the organization.  

 

I think, by and large, wholesale, you have 

what is a transplant of one organization 

through a different reporting structure now. 

I think that’s where we stand at this point 

in time. There has been no wholesale 

change to the organization, I guess with the 

exception of those points made in the 

introductory statements, moving some 

pieces to Justice and bringing some other 

pieces into this department when it was 

formed.  

 

I hope that makes sense and answers your 

question.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. Would it be fair and accurate to 

state then that other than a name change, 

ᑖᒃᑯᐊᓕ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᒻᒪᕆᒻᒥᒃ ᐊᓯᔾᔩᓯᒪᓂᖃᖅᓯᒪᕚᑦ 

ᑕᒪᒃᑯᖓ ᐱᔨᑦᑎᕋᐅᑎᓄᑦ ᓱᕈᓯᕐᓄᑦ ᐃᓚᒌᓄᓪᓘᓐᓃᑦ?  

 

 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᖅᑯᑎᖃᕋᕕᑦ. ᐄ, ᑕᒪᒃᑯᐊ 

ᐋᖅᑭᒋᐊᕈᑕᐅᔪᑦ ᐱᓕᕆᐊᕆᔭᐅᔪᓄᑦ 

ᐃᓕᓐᓂᐊᑎᑦᑎᖃᑦᑕᕐᓂᖅ ᐊᒻᒪᓗ ᓄᑖᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖃᑦᑕᕐᓂᖅ ᓄᓇᕗᒻᒥ ᐃᓄᓕᕆᓂᕐᒧᑦ 

ᐱᓕᕆᔨᓂᒃ. 

 

 

 

ᐋᖅᑭᐅᒪᓂᕆᔭᖏᑦ ᑕᒪᒃᑯᐊ ᒪᓕᒐᒃᓴᐃᑦ 

ᓄᑦᑎᖅᑕᐅᓚᐅᕐᒪᑕ. ᑕᒪᒃᑯᐊ ᐊᒥᓱᑦ ᓄᑦᑎᓚᐅᖅᑐᑎᒃ 

ᐃᖅᑲᓇᐃᔮᕆᔭᖏᑦ ᐊᓯᔾᔨᖅᑕᐅᖏᒃᑲᓗᐊᖅᑐᑎᒃ. ᑕᐃᒪ 

ᐊᑕᐅᓯᑐᐃᓐᓇᕐᒥᒃ ᐊᓯᔾᔩᓚᐅᓐᖏᑦᑐᒍᑦ 

ᐅᓂᒃᑳᖃᑦᑕᕈᓯᐅᔪᒥᒃ. 

 

 

 

 

ᑕᐃᒪᓐᓇᐃᓕᖓᔪᒍᑦ ᒫᓐᓇᐅᔪᒥ, ᐊᓯᔾᔨᓗᑦᑖᓚᐅᓐᖏᑦᑐᑦ 

ᑕᒪᕐᒥᒃ ᐋᖅᑭᐅᒪᓂᕆᔭᖏᑦ ᑖᒃᑯᐊ ᐅᖃᐅᓯᕆᔭᒃᑲ. 

ᑭᓯᐊᓂ ᐃᓚᖏᑦ ᓲᕐᓗ ᐃᖅᑲᖅᑐᐃᔪᓕᕆᔨᒃᑯᓐᓄᑦ 

ᓄᑦᑎᑕᐅᓪᓗᑎᒃ ᐃᓚᖏᑦ ᑕᐃᒪᐃᓕᐅᖅᑕᐅᕈᓘᔭᖅᓯᒪᔪᑦ. 

 

 

 

 

 

 

 

ᓂᕆᐅᑉᐳᖓ ᑕᒪᓐᓇ ᑐᑭᓕᒃ ᑭᐅᑦᑎᐊᕈᑎᒋᓪᓗᒍ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᖃᐃ 

ᓱᓕᑦᓯᐊᕋᔭᖅᐳᖓᖃᐃ ᐊᓯᔾᔨᖅᑕᐅᓯᒪᒐᓗᐊᖅᑎᓪᓗᒍ 

ᐊᑎᖓ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑖᒃᑯᐊ ᐊᓯᖏᑦ 

ᐊᓯᔾᔨᖅᓯᒪᓐᖏᑦᑑᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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nothing has changed? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I think that while there has been, 

as I think I said earlier, a transplant of 

organization from one to another, as I 

mentioned earlier, by moving this critical 

piece of government programming into its 

own department, it gets a level of attention 

within government that it might not have 

gotten before. 

 

From an organizational design perspective, 

imagine the entire Department of Health 

and Social Services, which is the largest 

department, and there’s a quite large 

clinical health piece, the social services 

piece would be somewhat smaller, as you 

could tell by our staff numbers, as we have 

mentioned today. What we think and what 

we believe quite strongly is that by 

bringing it over and moving it into its own 

department, now it becomes sort of a 

flagship group of programs within this new 

department.  

 

When you look at the amount of funding 

allocated and the amount of attention that 

personnel at all levels in our department 

pay to this group of programs, I think it 

shows that it gets a higher priority and it 

gets more attention than it would have 

gotten before simply because of the nature 

of the organizational structure. I would say 

that no, I don’t think it’s just a name 

change. I think there is more to it than that. 

I think that over time, that prioritization 

will bear fruit and we are hoping that, in 

responding to some of these comments and 

some of these criticisms, we can get 

traction to make that happen. Thank you. 

 

 

 

ᐃᒃᓯᕙᐅᑕ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ.  

 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑕᐃᒪ 

ᐅᖃᖅᑲᐅᒐᒪ, ᐅᓂᒃᑳᕋᓴᖅᑲᐅᒐᒪ ᑖᒃᑯᓇᓐᖓᑦ 

ᐊᓯᖏᓐᓄᑦ ᓄᒃᑎᖅᑕᐅᓯᒪᒻᒪᑕ ᐃᓄᓕᕆᔨᒃᑯᑦ. ᑕᐃᒪ 

ᓄᒃᑎᖅᑕᐅᑎᓪᓗᒋᑦ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᐊᕆᔭᖓᑦ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᐊᕆᔭᖏᓐᓂᒃ ᐋᖅᑭᐅᒪᓂᕆᔭᐅᔪᑦ ᒐᕙᒪᒃᑯᓐᓂ 

ᐃᓕᖓᓂᖏᑦ ᑕᒪᒻᒥᒃ ᐋᓐᓂᐊᖃᓐᓇᖏᑦᑐᓕᕆᔨᒃᑯᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᐊᖏᔪᒻᒪᕆᐅᓚᐅᖅᓯᒪᒻᒪᑦ. 

 

 

 

 

 

 

ᐊᖏᓛᖑᖃᑕᐅᓪᓗᓂ ᑎᒥᐅᔪᖅ ᒐᕙᒪᒃᑯᓐᓂ, 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᒥᑭᓐᓂᖅᓴᐅᓕᖅᑎᑕᐅᓚᐅᒻᒪᑕ, 

ᑕᐃᒪᓐᓇᐃᒻᒪᑦ ᐅᓪᓗᒥᐅᓕᖅᑐᖅ ᐃᓱᒪᒐᑦᑕ 

ᐅᒃᐱᕈᓱᒃᑐᒍᓪᓗ ᐃᒻᒥᒃᑰᓕᖓᓕᖅᑎᓪᓗᒍ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᓲᓪᓗ ᑕᑯᒃᓴᐅᑎᑕᐅᓂᖅᓴᐅᓕᒻᒪᑕ ᐱᓕᕆᐊᕆᔭᖏᑦ. 

 

 

 

 

 

 

 

 

ᑮᓇᐅᔭᓪᓗ ᖃᑦᓯᐅᓂᖏᑦ ᐊᑐᖅᑕᐅᖃᑦᑕᖅᑐᓐ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓪᓗ. ᐄ, ᖃᐅᔨᓐᓇᖅᑐᖅ ᑕᒪᒃᑯᐊ 

ᓯᕗᓪᓕᖅᐸᐅᑎᑕᐅᒋᐊᖃᒻᒪᑕ ᐋᖅᑭᐅᒪᓂᕆᔭᖏᑦ 

ᐊᓯᔾᔨᖅᑕᐅᓚᐅᖅᑎᓪᓗᒋᑦ. ᐊᓯᔾᔨᖅᑕᐅᑐᐃᓐᓇᖏᑦᑐᑦ 

ᐊᑎᖓ, ᑕᐃᒫᒃ ᓯᕗᓂᒃᓴᐅᓂᐊᖅᑐᒥᒃ ᑕᒪᒃᑯᐊ 

ᐋᖅᑭᒃᓱᕆᐊᖃᖅᑕᕗᑦ ᐋᖅᑭᒃᐹᓪᓕᐊᓐᓂᖅᓴᐅᑎᓯᒪᔭᖅᐳᓐ. 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 
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Chairman: Thank you, Mr. MacDonald. 

Any other names? Mr. Mikkungwak.  

 

Mr. Mikkungwak: Thank you very much, 

Mr. Chairman. (interpretation) My first 

question is to the Auditor General’s office. 

When you were doing your audits, you 

made some recommendations on changes 

that have to be done. After some of the 

recommendations have been done, have 

there been any further things that you have 

done with respect to the recommendations? 

Thank you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. Campbell. 

 

Mr. Campbell: Thank you, Mr. Chairman. 

I must admit I honestly didn’t get the gist 

of the question. I apologize. 

 

Chairman: Thank you. I was hoping you 

had because it kind of lost me for a minute 

there too. Mr. Mikkungwak, if you could 

rephrase your question, please. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. I will 

rephrase it in English. (interpretation ends) 

One of the recommendations in your 2011 

report suggested that the government 

prepare an action plan with prioritization 

on short-, mid-, and long-term basis. The 

government tabled its action plan on June 

7, 2011. During the course of your follow-

up audit, did you review this document? 

Thank you, Mr. Chairman. 

 

Chairman: Thank you for that 

clarification. Mr. Campbell. 

 

Mr. Campbell: Thank you, Mr. Chairman. 

Again I apologize for not having got it the 

first time.  

 

Yes, we did. The team would review all of 

ᐊᓯᖏᑦᑐᐅᖅ? ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ.  

 

(ᑐᓵᔨᒃᑰᕈᓐᓃᖅᑐᖅ) ᓯᕗᓪᓕᖅᐹᖅ ᐊᐱᖅᑯᑎᒋᓂᐊᒐᕋ 

ᖃᐅᔨᕼᐊᖅᑎᐅᔪᓄᑦ. ᑕᐃᒪ, ᑖᑉᑯᓇᓂ 

ᖃᐅᔨᕼᐊᖅᑎᓪᓗᒋᑦ ᑎᑎᖅᑲᓕᐅᓚᐅᒻᒪᑕ 

ᐊᑐᓕᖁᔭᐅᔪᓂᒡᓗ ᓇᓗᓇᐃᔭᐃᕼᐃᒪᑉᓗᑎᒃ. ᑖᑉᑯᓂᖓ 

ᓇᓗᓇᐃᔭᖅᕼᐃᒪᔭᒥᓐᓂᒃ ᐋᖅᑭᒋᐊᓕᓐᓂᒃ 

ᓇᓗᓇᐃᔭᐅᓚᐅᖅᕼᐃᒪᒻᒪᑕ ᑕᒪᒃᑯᐊᓗ ᐃᓚᖏᑦ 

ᐱᓕᕆᐊᕆᔭᐅᕼᐃᒪᓕᖅᑎᓪᓗᒋᑦ ᖃᐅᔨᕼᐊᒃᑲᓐᓂᖅᑕᔪᕙᑦ 

ᑖᑉᑯᐊᑦ ᖃᐅᔨᕼᐊᖅᑎᐅᔪᑦ ᑕᒪᒃᑯᐊ ᐃᓚᖏᑦ ᐊᓕᓚᔪᑦ 

ᐋᖅᑭᒋᐊᒐᐅᑎᓪᓗᒋᑦ? ᐅᕝᕙᓘᓐᓃᑦ ᐱᓕᕆᐊᕆᔭᐅᔪᑦ 

ᐊᖅᑭᒋᐊᒐᐅᕼᐃᒪᓕᖅᑎᓪᓗᒍ ᖃᐅᔨᕼᐊᑉᑲᓐᓂᕈᒻᒪᖔᑕ 

ᑐᑭᕼᐃᕼᐅᐊᖅᐳᖓ. ᒪ’ᓇ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᒪᒥᐊᓇᐅᒐᓗᐊᖅ ᑐᑭᓯᑦᓯᐊᓐᖏᓐᓇᒃᑯ 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᑎᑦ. ᒪᒥᐊᓇᐅᒐᓗᐊᖅ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᐃᒪᓐᓇᑦᑕᐅᖅ 

ᐊᓯᐅᖅᑲᐅᒐᒪ. ᐊᓯᐅᔨᖅᑲᐅᒻᒥᒐᒪᑦᑕᐅᖅ ᐊᑏ, 

ᐊᐱᖅᑯᑎᒋᒃᑲᓐᓂᓚᐅᕈᒃ. ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖃᑉᓗᓇᐅᔭᓐᓂᐊᖅᐳᖓ. (ᑐᓵᔨᒃᑮᓕᖅᑐᖅ) ᐃᓚᖓ 

ᐊᑕᐅᓯᖅ ᐊᑐᓕᖁᔭᐅᔪᖅ 2011-ᒥ 

ᐅᓂᒃᑳᖅᑐᐊᕈᑎᒋᓚᐅᖅᑕᔅᓯᓐᓂ ᒐᕙᒪᒃᑯᑦ 

ᐋᖅᑭᒃᓯᒋᐊᕈᓐᓇᖁᓪᓗᒋᑦ ᓯᕗᓕᖅᐸᐅᑎᑕᐅᓂᐊᓐᓂᖏᑦ 

ᑕᒪᒃᑯᐊ. ᕿᓚᒻᒥᐅᔪᒃᑯᑦ ᕿᑎᖓᒍᑦ ᐊᑯᓂᐅᔪᒃᑯᓪᓗ 

ᐱᓕᕆᐊᕆᔭᐅᓂᐊᖅᑐᓐ. ᒐᕙᒪᒃᑯᑦ 

ᓴᖅᑭᑎᑦᓯᓚᐅᖅᓯᒪᒻᒪᑕ ᔪᓂ 7, 2011-ᒥ, ᑕᐃᒪᓐᓇ 

ᖃᐅᔨᓴᒃᑲᓐᓂᓕᖅᑎᓪᓗᓯ ᑖᒃᑯᐊ 

ᕿᒥᕐᕈᒃᑲᓐᓂᓚᐅᖅᐱᓯᐅᒃ ᑎᑎᖅᑲᐃᑦ? ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᓇᓗᓇᒍᐃᖅᓯᒐᕕᑦ 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪᓗ 

ᒪᒥᐊᓇᐅᒐᓗᐊᖅ ᑖᓐᓇ ᓯᕗᓪᓕᖅᐹᒥᒃ. 

 

ᐄ, ᑕᐃᒪᐃᓕᐅᓚᐅᖅᑐᒍᑦ, ᕿᒥᕐᕈᒃᑲᓐᓂᓚᐅᖅᑕᕗᑦ 

ᑎᑎᖅᑲᐃᑦ ᖃᐅᔨᒋᐊᕈᒪᓪᓗᑕᓗ ᑕᒪᒃᑯᐊ 
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the pertinent documentation to bring 

themselves back up to speed and see what 

has changed in the environment. At the end 

of the day when we do the audit, though, 

we audit the department’s actions. We 

didn’t use the action plan as a tool to do 

that. We had made recommendations in our 

audit and we then audited what actions the 

department had taken in response to those 

recommendations. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you, Mr. Campbell. Mr. 

Mikkungwak. 

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. I thank the auditor for his 

response. Moving on to the department, has 

the department prepared a new action plan 

in response to the Auditor General’s 2014 

follow-up report and, if so, how does it 

differ from the action plan developed in 

2011? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Part of our package that was brought in just 

this afternoon was the Quality Protects 

Action Plan, but I will allow the second 

part of that question, what differs from the 

original action plan in 2011 to today’s, as 

we have not had an opportunity to peruse 

that document. Mr. MacDonald. 

 

Mr. MacDonald: As the Chair mentioned, 

Quality Protects is the name of the action 

plan for the 2014 update report or follow-

up report. In terms of this action plan, what 

it’s addressing primarily are the six new 

recommendations from the follow-up 

report. Within the action plan, we also look 

back to what were the original issues and 

we want to make sure that we’re updating 

those.  

 

To answer your question, the difference 

here is that the focus is on these six items 

ᐊᓯᔾᔨᖅᓯᒪᓕᒻᒪᖔᑕ. ᖃᐅᔨᓴᓕᕌᖓᑦᑕ ᐃᒪᓐᓇ 

ᖃᐅᔨᓴᖃᑦᑕᕋᑦᑕ ᑎᒥᐅᔪᑦ ᒐᕙᒪᒃᑰᔪᑦ 

ᖃᓄᐃᓕᐅᒃᑲᓐᓂᖅᓯᒪᖔᑕ. ᖃᓄᐃᓕᐅᒃᑲᓐᓂᕈᑎᒋᔭᖏᑦ  

 

ᑕᑯᒋᐊᓪᓗᒋᑦ ᑕᐃᒪᓐᓇ ᖃᓄᐃᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ 

ᐅᖃᐅᓯᖃᖃᑦᑕᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵ;ᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᓐᐳᓪ. ᒥᔅᑕ 

ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᒻᒪᓗ ᖁᔭᓐᓇᒦᒃ ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓂᑦ 

ᐱᓕᕆᔩᑦ ᑭᐅᓂᖏᑦ. ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐸᕐᓇᐅᑎᖃᖅᓯᒪᕚ ᓄᑖᓂᑦ ᖃᓄᖅᑑᕈᑎᒃᓴᐅᒐᔭᖅᑐᓂᑦ 

ᑭᐅᔾᔪᑎᖃᖅᑐᑎᒃ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎ 2014 

ᐋᖅᑭᑦᑕᐅᖁᓚᐅᖅᑕᖏᓐᓂ. ᑕᐃᒪᐃᒃᓯᒪᑉᐸᑕ ᑖᒃᑯᐊ 

ᖃᓄᐃᑦᑐᓂᒃ ᐊᔾᔨᒌᓐᖏᔾᔪᑎᖃᖅᐸᑦ, 

ᖃᓄᐃᓕᐅᕈᑕᐅᓯᒪᔪᓂᒃ 2011-ᖑᓚᐅᖅᓯᒪᔪᒥᒃ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᑕᕝᕙᓂ ᑐᓂᐅᖅᑲᖅᑕᐅᖅᑲᐅᔪᑦ ᑕᒪᒃᑯᐊ 

ᖃᓄᖅᑑᕈᑎᒃᓴᐅᒐᔭᖅᑐᑦ. ᑖᓐᓇ ᑐᖏᓕᖓ 

ᐊᐱᖅᑯᑎᒋᔭᖓ ᐊᔾᔨᒌᓐᖏᓐᓂᖃᕐᒪᖔᑕ 2011-ᒥ 

ᐅᓪᓗᒥᐅᓕᖅᑐᕐᓗ ᑖᒃᑯᐊ ᐱᓕᕆᐊᕆᓯᒪᓐᖏᓐᓇᑎᒍᓱᓕ 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑕᖅ ᐅᖃᖅᑲᐅᒻᒪᑦ ᑕᐃᒪ 

ᐅᑯᐊ 2014-ᒥ ᐱᓕᕆᐊᕆᓚᐅᖅᑕᕗᑦ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᐊᕆᒃᑲᓐᓂᓚᐅᖅᑕᕗᑦ ᑕᕝᕙᓃᒻᒪᑕ ᐃᓛ 

ᐋᖅᑭᒋᐊᖅᑕᐅᓂᐊᖅᑐᑦ ᐸᕐᓇᐅᑎᑦ, ᓄᑖᓪᓗ ᑖᒃᑯᐊ 

ᖃᓄᖅᑑᕈᑎᒃᓴᕆᔭᐅᓚᐅᖅᑐᑦ ᐅᑎᕈᑎᒋᓚᐅᕋᑦᑎᒍ 

ᓯᕗᓪᓕᖅᐹᒥ ᐊᑐᓕᖁᔭᐅᓚᐅᖅᑐᑦ.  

 

 

 

 

 

ᓄᑖᓐᖑᖅᑎᑉᐸᓪᓕᐊᓗᒋᑦ ᑕᐃᒪ ᑭᐅᓂᐊᕐᓗᑎᒃ ᑖᒃᑯᐊ 

ᐊᔾᔨᒌᓐᖏᓐᓂᕆᔭᖏᑦ ᐅᓪᓗᒥᐅᓕᖅᑐᖅ ᑖᒃᑯᐊ 6-ᖑᒻᒪᑕ, 

ᐊᕙᑎᓂᒃ ᐊᑐᓕᖁᔨᕗᖔᕈᑎᒋᓚᐅᕋᑦᑎᒍ 2011-ᒥ. 
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as opposed to the 20 or so 

recommendations in the 2011 report. From 

my perspective, it’s a good news story. At 

least we’re hoping and interpreting it that 

way. We went from over 20 

recommendations to 6 and those are the 

ones that we’re really drilling in on the 

action plan now. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. From 20 

recommendations, there are only 6 now. 

The Auditor General made a 

recommendation as to what the department 

should be doing. There was a 

recommendation that stated that Inuit 

societal values should be followed with 

respect to children or the work of social 

services. What improvements have been 

made to date? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I would like to thank the 

Member for that question. With respect to 

Inuit societal values, if I understand you 

correctly, you’re referring to the original 

recommendation that those be 

incorporated.  

 

As you would see through the Quality 

Protects Action Plan, that specifically 

wasn’t one of the recommendations in the 

new update or the follow-up report, but 

with that in mind, the importance of Inuit 

societal values particularly to this group of 

programs is embedded within our response 

in our action plan to those six items.  

 

For example, I will just randomly select 

one. Community engagement and input is 

ᑕᐃᒪ ᖁᕕᐊᓇᖅᐳᖅ ᑕᐃᒪᓐᓇ ᐊᕙᑎᑦ ᑖᒃᑯᐊ  

 

 

 

ᐊᑐᓕᖁᔭᐅᔪᑦ, 6-ᖑᓕᖅᑎᑕᐅᑐᐃᓐᓇᓚᐅᕐᒪᑕ 

ᖃᓄᐃᓕᐅᒃᑲᓐᓂᖁᑎᒋᔭᐅᔪᓂᒃ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ.  

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᒪ’ᓇᓪᓗᐊᕕᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑕᐃᒪ ᐊᒥᓲᓚᐅᖅᑐᑎᒃ ᐊᒥᓲᖏᖅᐹᓪᓕᓕᕐᒪᑕ 

ᐊᕐᕕᓂᓖᓐᓇᔮᖑᓕᖅᑐᑎᑦ. ᑖᒃᑯᐊ ᖃᐅᔨᓴᖅᑏᑦ 

ᓇᓗᓇᐃᔭᐃᓚᐅᕐᒪᑕ ᖃᓄᖅ ᐋᖅᑭᒋᐊᖃᓪᓚᕆᒻᒪᖔᔅᓯ 

ᐱᓕᕆᕝᕕᐅᔪᑎᒍᑦ. ᑕᐃᒪᓕ ᑖᓐᓇᑦᑕᐅᖅ 

ᐊᐱᖅᑯᑎᒋᓕᖅᐸᕋ, ᐃᓄᐃᑦ ᐱᖅᑯᓯᐊ, ᐃᓕᖅᑯᓯᐊ 

ᐊᑐᓕᖅᑕᐅᖁᔭᐅᓯᒪᖃᑕᐅᑎᓪᓗᒍ ᐱᖁᔭᓂᓪᓗ, 

ᒪᓕᒐᓂᓪᓗ ᑖᒃᑯᓂᖓ ᐃᓚᒌᑦᑐᓄᓪᓗ, ᓄᑕᖅᑲᓄᓪᓗ 

ᐱᖁᔭᖏᓐᓂᑦ ᐃᓚᓕᐅᑎᖃᑕᐅᓯᒪᓕᖅᑎᓪᓗᒍ 

ᑕᒪᓐᓇᑦᑕᐅᖅ ᖃᓄᖅ ᐋᖅᑭᒋᐊᕐᓗᐊᖅᓯᒪᓕᖅᐸ? ᒪᑦᓇ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᖅᐸᕋ ᑖᓐᓇ ᑲᑎᒪᔨᐅᔪᖅ. ᑖᒃᑯᐊ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ 

ᐃᓄᐃᑦ ᐱᖅᑯᓯᖏᑦ ᑕᒪᓐᓇ ᑐᑭᓯᑦᑎᐊᕈᒃᑭᑦ 

ᐊᑐᓕᖁᔭᐅᔪᑕᐅᓚᐅᕐᒪᑦ ᓯᕗᓪᓕᖅᐹᒥ ᑕᒪᓐᓇ ᐃᓄᐃᑦ 

ᐱᖁᓯᖓ ᐊᑐᖅᑕᐅᖃᑦᑕᖁᓪᓗᒋᑦ. 

 

 

 

ᑖᒃᑯᐊ ᐊᑐᓕᖁᔭᐅᔾᔪᑕᐅᓚᐅᓐᖏᑦᑐᑦ, ᑖᒃᑯᐊ ᑭᓯᐊᓂ 

ᐅᐊᑦᑎᐊᕈᒃᑲᓐᓂᖅ ᐱᖁᔭᐅᓕᓚᐅᖅᑐᑦ. ᑖᒃᑯᐊ 

ᐃᓱᒪᒋᓪᓗᒋᑦ ᐱᒻᒪᕆᐅᒻᒪᑕ ᐃᓄᐃᑦ ᐱᖅᑯᓯᑐᖃᖏᑦ 

ᑕᕝᕙᓃᖃᑕᐅᕗᑦ ᑭᐅᒍᑎᒋᓚᐅᖅᑕᑎᓐᓂ ᑖᒃᑯᓄᖓ 

ᐱᖁᔭᐅᓚᐅᖅᑐᓄᑦ. 

 

 

 

 

ᐆᑦᑐᑎᒋᓗᒍ ᓂᕈᐊᕐᓂᐊᖅᐳᖓ ᐊᑕᐅᓯᕐᒥᑦ, 

ᓄᓇᓕᖕᓂᒥᐅᑦ ᐃᓚᐅᖃᑕᐅᖃᑦᑕᕆᐊᖃᕐᓂᖏᑦ 

ᑖᒃᑯᓄᖓ ᐊᑐᓕᖁᔭᐅᔪᓄᑦ ᑖᓐᓇ ᐊᑐᓕᖁᔭᐅᓚᐅᖅᑐᖅ 
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one of the recommendations. Take for 

example Recommendation 53, basically the 

issue identified by the OAG is that we need 

to do a better job of engaging with parents 

and communities. We recognize that and 

accept that recommendation.  

 

As a result of that, that’s really where our 

plan going forward to capture our social 

workers’ efforts in communities and report 

on those that involve engagement with 

community groups like parental groups and 

child care facilities among others. We want 

to be able to report on that and to account 

for that important time that our workers 

spend in that regard. For us, that’s an area 

that we embedded Inuit societal values into 

that piece of the action plan. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak (interpretation): Thank 

you very much, Mr. Chairman. Thank you 

for the response. My other question is 

regarding the recommendations made by 

the Auditor General’s office with respect to 

what actions that the department should be 

doing for the government to ensure that the 

social workers deal with the problems 

happening with the children being 

apprehended.  

 

I have the question to the government. Are 

you going to be following the 

recommendations of the Office of the 

Auditor General? How are you going to be 

making sure that the recommendations are 

being followed by your department? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks once again to the 

Member for that question. I think what I 

53-ᒥᑦ ᐅᖃᖅᓯᒪᒻᒪᑦ. ᑖᒃᑯᐊ ᖃᐅᔨᓴᖅᑏᑦ  

 

 

 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᐃᒪᓐᓇᓕᐅᖁᔨᓚᐅᕐᒪᑕ, 

ᐊᖏᕐᓗᑎᒃ ᑖᒃᑯᓂᖓ. 

 

 

ᑕᐃᒪᓐᓇ ᐸᕐᓇᐅᑎᖃᖅᓯᒪᕗᒍᑦ. ᐃᓄᓕᕆᔨ ᓄᓇᓕᖕᓂ 

ᐅᓂᒃᑳᕈᑎᖃᖃᑦᑕᖁᓪᓗᒋᑦ ᑕᒪᑐᒪ ᒥᒃᓵᓄᑦ. ᓲᕐᓗ 

ᐅᖃᓪᓚᖃᑎᖃᖃᑦᑕᕐᓗᑎᑦ, ᓲᕐᓗ ᑎᒥᐅᔪᓂᒃ, 

ᐸᐃᕆᔨᐅᓂᒃ, ᐊᓯᖏᓐᓂᓪᓗ. ᐅᓂᒃᑳᕈᑎᒋᒍᒪᔭᕗᑦ 

ᑕᒪᓐᓇᑦᑕᐅᖅ ᐱᒻᒪᕆᐅᔪᒥ, ᑖᒃᑯᐊ ᐃᓄᐃᑦ 

ᐱᖅᑯᓯᖏᓐᓄᑦ ᑕᒪᒃᑯᐊ ᐱᔾᔪᑎᖃᖅᑐᑦ ᑕᐃᒪᓐᓇ 

ᐅᓂᒃᑳᕈᑎᒋᓂᐊᖅᑐᑎᒍ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ: ᒪ’ᓇᓪᓗᐊᕕᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒪ’ᓈᒫᖅᑐᒍ 

ᑭᐅᔾᔪᑎᒋᔮᓄᑦ. ᑕᐃᒪᓕ ᐊᐱᕆᕼᐅᐊᓕᖅᐳᖓ ᑕᒪᒃᑯᐊ 

ᐊᑐᓕᖁᔭᐅᕼᐃᒪᔪᑦ ᖃᐅᔨᕼᐊᖅᑎᐅᔪᓂᑦ ᐊᒻᒪᓗ 

ᐃᓚᖏᓐᓂᒃ ᐊᖅᑮᒋᐊᖅᕼᐃᒪᒐᑉᕼᐃ 

ᐱᓕᕆᐊᕆᔭᕆᐊᖃᖅᑕᖅᓯᓐᓂᒃ. ᑕᒪᒃᑯᐊ 

ᐊᑐᓕᖅᑕᐅᓂᐊᓕᖅᑎᓪᓗᒋᑦ ᐃᓄᓕᕆᔨᓂᒃ 

ᐱᓕᕆᔨᐅᔪᓄᑦ ᑲᒪᒋᔭᐅᑦᓯᐊᖅᑑᓗᐊᓐᓂᐊᒻᒪᑕ ᓄᑕᖅᑲᑦ 

ᓄᓇᕗᑦᒥ. ᑕᐃᒃᑯᐊ ᐊᖅᓵᖅᑕᐅᕼᐃᒪᔪᑦ ᐅᕝᕙᓘᓐᓃᑦ 

ᒥᐊᓂᕆᔭᐅᕼᐃᒪᔪᑦ. ᐊᒻᒪᓗᑦᑕᐅᖅ ᑕᒪᓐᓇ ᐱᓕᕆᕝᕕᒻᒥ 

ᐊᓪᓚᓐᖑᐃᓪᓗᐊᓐᓂᖅᑑᒻᒪᑦ ᐱᓕᕆᔨᐅᔪᓄᑦ ᓄᓇᓕᖕᓂ. 

 

ᑕᐃᒪᓕ ᑕᒪᓐᓇ ᐃᓕᑉᓯᓐᓄᑦ ᒐᕙᒪᐅᔪᓄᑦ 

ᐊᐱᕆᖅᑳᓐᓂᐊᖅᐳᖓ. ᑕᒪᓐᓇ 

ᐊᓪᓚᓐᖑᐃᓪᓗᐊᖅᑎᒃᑰᑎᓪᓗᕼᐃ ᐊᑐᓕᖁᔭᐅᔪᓂᒡᓗ 

ᒪᓕᓐᓂᐊᖅᑎᓪᓗᕼᐃ, ᖃᓄᖅ ᖃᐅᔨᕼᐊᓐᓂᐊᖅᐱᕼᐃ 

ᐃᑲᔪᓐᓂᖃᓪᓚᕆᒻᒪᖔᑦ ᑕᒪᒃᑯᐊᓗ 

ᐊᑐᓕᖅᑕᐅᔭᕆᐊᖃᖅᑐᑦ 

ᐊᑐᓕᖅᑕᐅᓪᓗᐊᕕᒃᑲᓗᐊᒻᒪᖔᑕ? ᒪ”ᓇ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᐊᐱᖅᑯᑎᖃᒻᒪᑦ. 

ᐃᒪᓐᓇᐃᓕᐅᓐᓂᐊᖅᑐᖓ ᑖᒃᑯᐊ 
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will do now is I will refer directly to the 

action plan itself and I hope everybody has 

a copy available.  

 

What we have tried to do with our action 

plan is to look, and you can see across the 

table that you will see the OAG 

recommendation, our response, which is 

always to accept the recommendation 

because they are perfectly valid, of course, 

and then we have our actions. They are 

numbered and then there are the steps to 

full implementation. That’s sort of the 

progression of the document. It goes from 

one recommendation down the next.  

 

For each of those recommendations, what 

we have done is we have highlighted what 

our maybe one, two, or three actions will 

be in the short and medium term and what 

steps we need to take before we can 

consider that that action has been 

completed or that we can demonstrate 

compliance with the recommendation. 

That’s the plan going forward.  

 

I hope that answers your question. If not, I 

can try to take another stab at it. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. I guess I will rephrase in 

English.  

 

When you look at making adjustments in 

the operations of family services and with 

some changes in services for children in 

care or children in custody or children 

being investigated into or families, when 

you look at all the recommendations and 

you guys are going to be making some 

adjustments, but at the same, taking in too 

Inuit societal values, which is now also 

ᖃᓄᐃᓕᐅᖁᔭᐅᓚᐅᖅᑐᓐ ᐅᖃᐅᓯᕆᓂᐊᖅᐸᒃᑲ. 

 

 

 

ᐃᒪᓐᓇᐃᓕᐅᓚᐅᖅᑐᒍᑦ, 

ᖃᓄᖅᑑᕈᑎᒃᓴᕆᔭᐅᖁᔭᐅᓚᐅᖅᑐᓂᒃ ᑕᑯᔪᓐᓇᖅᑐᓯ 

ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᓄᑦ ᐅᖃᐅᓯᕆᔭᐅᓯᒪᔪᑦ ᓲᓪᓗ 

ᐊᒻᒪᓗ ᐅᕙᒍᑦ ᑭᐅᔾᔪᑎᒋᓯᒪᔭᖅᐳᓐ 

ᓈᐃᓴᐅᑎᖃᖅᖢᑎᓪᓗ ᐊᑐᓕᖅᑕᐅᓂᐊᖅᖢᑎᓪᓗ ᖃᓄᓪᓗ 

ᐊᑭᓕᖅᑕᐅᓂᐊᒻᒪᖔᑕ. 

 

 

 

 

 

 

ᐊᑕᐅᓯᕐᒥᒃ ᐊᑐᓕᖁᔭᐅᔪᑦ ᐅᕝᕙᐅᖤᖅᐳᖅ, ᖃᓄᓪᓕ 

ᐱᒋᐊᖃᒻᒪᖔᑕ ᑕᐃᒪ ᑎᑎᕋᖅᓯᒪᔭᖅᐳᓐ ᐊᑕᐅᓯᖅ 

ᒪᕐᕉᒡᓘᓐᓃᑦ ᖃᓄᐃᓐᓂᐊᒻᒪᖔᑕ 

ᖃᓄᐃᒍᑎᒋᓂᐊᒻᒪᖔᑎᒍᑦ ᑎᑎᕋᖅᓯᒪᓪᓗᑎᒃ. ᐊᒻᒪᓗ 

ᐊᑐᓕᖁᔭᐅᓚᐅᖅᑐᑦ ᒪᓕᒃᓯᒪᓕᒻᒪᖔᑦᑎᒍᑦ 

ᑎᑎᕋᖅᓯᒪᓪᓗᑎᒃ. ᐄ, ᑕᐃᒪ ᑕᒡᕙ ᐸᓐᓇᐅᑎᒋᓯᒪᔭᖅᐳᓐ. 

ᑭᐅᕗᖓᖃᐃ ᐃᓕᖕᓂᑦ? 

 

 

 

 

ᐊᓯᐊᓅᕈᓐᓇᖅᑕᕋᓗᐊᕋ ᑭᐅᔭᐅᓂᓪᓗᓂ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 

ᖃᓪᓗᓈᑎᑐᑦ ᐅᖃᐅᓯᕆᒃᑲᓐᓂᓐᓂᐊᖅᐸᕋ. 

 

 

ᑖᒃᑯᐊ ᑕᑯᓐᓇᖅᖢᒋᑦ ᐋᖅᑭᒋᐊᖅᑕᐅᒐᔭᖅᑐᑦ 

ᐊᐅᓚᓂᖏᓐᓄᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐊᓯᔾᔨᖅᑕᐅᓯᒪᓂᖏᓪᓗ 

ᓲᓪᓗ ᓱᕈᓯᑦ ᐱᓯᒪᔭᐅᔪᑦ, ᐃᓛᒃ ᐊᖅᓵᖅᑕᐅᓯᒪᔪᑦ 

ᖃᐅᔨᓴᖅᑕᐅᔪᓪᓗ ᖃᓄᐃᓕᐅᖅᑕᐅᓯᒪᒻᒪᖔᑦᑕ ᓱᕈᓰᑦ. 

ᐊᑐᓕᖁᔭᐅᔪᑦ ᐋᖅᑭᒋᐊᖅᑕᐅᓂᐊᒻᒪᑕ ᐃᓕᔅᓯᓄᑦ ᐃᓄᐃᑦ 

ᐱᖅᑯᓯᖏᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᒪᓕᒡᓗᒋᑦ ᑕᒡᕙᓂ 

ᒪᓕᒐᔾᔪᐊᓃᒻᒪᑕ. ᐅᖃᖅᑲᐅᒐᕕᓐ ᐊᕝᕕᓂᓕᑐᐃᓐᓇᓐᓄᑦ 

ᐊᕙᑎᐅᓚᐅᖅᑐᓂᒃ ᐊᑐᓕᖁᔭᐅᔪᓂᒃ. ᖃᓄᖅ ᑕᐃᒪ 

ᐃᓕᖅᑯᓯᖃᓐᓂᐊᖅᐱᓯ? ᖃᓄᖅ ᐱᓕᕆᐊᕆᓂᐊᖅᐱᓯᐅᒃ 

ᖃᐅᔨᓴᖅᓯᒪᕕᓯᐅᒡᓗ ᐊᒻᒪᓗ ᖃᖓ ᑕᒪᒃᑯᐊ 



 76 

included in the Act, and you indicated that 

you have narrowed it down to six 

recommendations, what mechanism or 

process do you have in place to track and 

monitor the progression and what timeline 

are you looking at overall? Is it a year? 

Over a year? I guess that’s my question, 

regarding all your action plans. Thank you, 

Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. To answer that question, we 

would have to look at each individual 

action plan response and each 

recommendation. In each of those cases, 

we have determined the timeline that we 

think is not only achievable, but attainable 

and realistic.  

 

In terms of developing our action plan 

response and our plan, what we really 

wanted to do is make sure that we didn’t 

pull a pie in the sky or unrealistic plans in 

that. We didn’t want to incorporate those 

into the plan. We wanted things that we 

could measure and things that could be 

attainable within this mandate and within a 

reasonable timeframe.  

 

We want to have our action plan as a whole 

completed by the end of 2015, end of the 

calendar year. We think that’s fairly 

aggressive, but we also balance that with an 

understanding that this is a follow-up 

report. A lot of these items are items that 

we consider that we were moving towards 

already from the 2011 report and we think 

that there are things that need to be done no 

matter what. We have to make some 

progress on them, so that is why we have 

chosen that timeline. 

 

Back to the point about specific 

ᐊᕐᕌᒍᓂᐊᖅᑐᒥᒃ ᐱᐊᓂᓐᓂᐊᖅᐱᓯᐅᒃ? ᐅᕝᕙᓘᓐᓃᑦ  

 

 

 

ᖃᓄᖅ ᐊᑯᓂᐅᑎᒋᔪᖅ ᑕᒪᓐᓇ 

ᐱᓕᕆᐊᕆᕙᓪᓕᐊᓂᐊᖅᐱᓯᐅᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᑭᐅᓇᓱᒡᓗᒍ ᐊᐱᖅᑯᑎᒋᔭᖓ, ᐊᑐᓂᑦ 

ᕿᒥᕐᕈᓇᒋᐊᖃᕋᑦᑎᒍᑦ ᐊᐅᓚᔾᔭᒋᐊᕈᑎᐅᓂᐊᖅᑐᓄᑦ 

ᑭᒡᒍᓯᒋᔭᕗᑦ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᔪᓪᓗ. ᑖᒃᑯᓇᓂ 

ᐊᑐᓇᓂ, ᖃᓄᖅ ᐊᑯᓂᐅᑎᒋᔪᖅ ᐱᓕᕆᔭᐅᓂᐊᒻᒪᖔᑕ 

ᑕᕝᕙᓂ ᐃᖅᑲᓇᐃᖅᑕᐅᔪᓐᓇᒻᒪᖔᓐ 

ᐱᓕᕆᔭᐅᔪᓐᓇᒻᒪᖔᑦ ᖃᐅᔨᓴᖅᑕᐅᖅᑳᕐᓗᓂ. 

 

 

 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᓄᑦ ᐸᓐᓇᐅᑎᑦᑕ ᐃᓗᐊᓂ. ᑖᒃᑯᐊ 

ᐱᓕᕆᑦᑎᐊᕈᒪᓪᓗᑎᒍᑦ ᑕᐃᒪᓐᓇ ᐱᓪᓚᑦᑖᓂᒃ 

ᐱᓕᕆᔪᒪᓚᐅᕋᑦᑕ. ᐱᖃᓯᐅᔾᔨᔪᒪᓇᑕ ᐸᓐᓇᐅᑎᐅᑉ 

ᐃᓗᐊᓂ ᐊᑐᖅᑕᐅᔪᓐᓇᖏᑦᑐᓄᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᓂᒃ 

ᐱᓇᓱᓚᐅᖅᑐᒍᓐ. 

 

 

 

 

 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᒋᔭᕗᓐ ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᕈᒪᔭᕗᑦ 

ᐃᓘᓐᓇᖏᑦ 2015 ᐃᓱᓕᑉᐸᓐ, ᐊᒻᒪᓗ 

ᓯᕗᒧᐊᑦᑎᐊᖅᐸᓪᓕᐊᖅᑰᖅᑐᖅ. ᑐᑭᓯᐊᓪᓗᑕᓗ 

ᖃᐅᔨᒋᐊᖅᑕᐅᒃᑲᓐᓂᓚᐅᖅᑎᓪᓗᒍ ᐅᐃᒍᒋᓪᓗᓂᐅᒃ, 

ᐅᓂᒃᑳᕆᔭᐅᓯᒪᒻᒪᑦ. ᒫᓐᓇ ᓯᕗᒧᐊᒍᑎᒋᔭᕗᑦ 2011-ᒥᑦ 

ᐅᓂᒃᑳᓕᐊᕆᔭᐅᓚᐅᖅᑐᒥ. ᑕᒪᒃᑯᐊ ᐱᓕᕆᔭᐅᔪᓐᓇᕐᒪᑕ 

ᑕᐃᒪᓐᓇ ᐱᓕᕆᓇᓱᑦᑕᕗᑦ. 

 

 

 

 

 

 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐅᖃᐅᓯᕆᓗᒋᑦ ᑕᐃᒃᑯᐊ 

ᐆᑦᑐᕋᖅᑕᐅᔪᓐᓇᖅᑐᑦ, ᒪᓕᒃᓯᒪᒐᔭᖅᑐᑦ ᐊᑐᓂ 
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measurables, it really depends on each 

recommendation and what that entails. If 

it’s about training, for example, we need to 

make sure that we’re documenting and 

recording when our staff receive training. 

We recognize that we have to do a better 

job of that.  

 

When I mentioned earlier about having a 

technological tool like a database, for 

example, we want to track that and then 

provide that information to decision-

makers so that we can demonstrate that we 

have done that piece.  

 

I hope that is in detail enough for you 

there. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak.  

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. I thank the government official 

for his response. My question now would 

be to the Auditor General in follow-up to 

that.  

 

When you look at the process and 

mechanisms of meeting the 

recommendations and some of the action 

plans, how many of your recommendations 

are based on quality assurance for children 

in Nunavut? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Mikkungwak. 

Mr. Campbell. 

 

Mr. Campbell: Thank you, Mr. Chairman. 

As always, I’m going to go a little further 

than what the Member had asked, but I will 

try to address that question first. 

 

I would like to think that all of the 

recommendations that we have put in the 

previous report and this report were 

designed to provide for better outcomes for 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᔪᓂᒃ, ᐃᓕᓐᓂᐊᕐᓂᓕᕆᑉᐸᑕ 

ᐱᓕᒻᒪᒃᓴᐃᓂᕐᒧᑦ ᑐᕌᖓᑉᐸᑕ. ᑕᐃᒪᓕ 

ᑎᑎᕋᖅᑕᐅᑦᑎᐊᖃᑦᑕᕐᓗᑎᒃ ᑕᐃᒃᑯᐊ ᖃᖓᒃᑯᑦ  

 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓐᓂᕐᒪᖔᑕ. 

ᐃᓕᓴᖅᓯᔪᒍᑦ ᑎᑎᕋᑦᑎᐊᖃᑦᑕᕆᐊᖃᕐᓂᑎᓐᓂᒃ.  

 

 

ᐅᖃᖅᑲᐅᒐᒪᐃᓛᒃ ᑕᐃᒃᑯᓂᖓ ᓴᓇᕈᑎᒋᖃᑦᑕᖅᑕᕗᑦ, 

ᓲᕐᓗ ᖃᕋᓴᐅᔭᒃᑰᕈᑎᑎᒍᑦ, ᑕᐃᒪᓐᓇ 

ᓇᐅᑦᓯᖅᑐᐊᖃᕈᒪᒐᑦᑕ ᑐᓴᒐᒃᓴᐃᓪᓗ, ᑕᒪᒃᑯᐊ 

ᐃᓱᓕᐅᖅᑎᐅᔪᓄᑦ ᐊᖓᔪᖅᑲᐅᑎᓄᑦ 

ᑐᓂᖃᑦᑕᕈᒪᓪᓗᑎᒍ. ᑕᐃᒪᓐᓇᐃᓕᖁᓇᐅᒐᓗᐊᖅ. 

 

 

ᑭᐅᒐᓗᐊᖅᐸᒋᖅᑲᐃ? ᖁᔭᓐᓇᒦᒃ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ.  

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᕆᕙᕋ ᒐᕙᒪᒃᑯᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑉ 

ᑭᐅᔭᖓ. ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓄᑦ ᐊᐱᕆᔪᒪᓪᓗᖓ ᑖᒃᓱᒧᖓ. 

 

 

ᕿᒥᕐᕈᓇᒃᑎᓪᓗᓯ ᑖᒃᑯᓂᖓ ᐃᖏᕐᕋᓂᕆᔭᖓᓂᒃ 

ᐊᖑᒻᒪᑎᔭᕆᐊᖃᕐᓂᖏᓐᓂᑦ ᐊᑐᓕᖁᔭᓕᐊᒧᑦ. 

ᐃᓚᖏᓪᓗ ᐊᐅᓚᔾᔭᒃᑕᐅᔪᒪᔪᑦ ᑕᐃᒃᑯᐊ 

ᐸᕐᓇᐅᑎᖏᓐᓂᑦ. ᖃᑦᑎᑦ ᐊᑐᓕᖁᔭᓕᐊᕆᓯᒪᔭᓯ 

ᑐᓐᖓᕕᖃᖅᐸᑦ ᓱᕈᓰᑦ ᑲᒪᒋᔭᐅᓂᖏᓐᓂᑦ 

ᐱᐅᓯᒋᐅᖁᔨᓂᕐᒧᑦ? ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᒥᔅᑕ ᑳᒻᐳᓪ. 

 

ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᕗᖓᐅᔨᑲᓂᕐᓂᐊᕋᒫᓯᑦ ᑕᐃᒪᓐᓇᐃᕙᒃᑲᒪ ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᕋᓗᐊᖓ. 

 

 

ᐊᑐᓕᖁᔭᓕᒫᑦᑎᐊᕗᑦ ᐃᓘᓇᖏᑦ ᑭᖑᓂᑦᑎᓐᓂ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓚᐅᖅᑐᑦ, ᐅᐃᒍᖓᓂᓪᓗ ᐅᕙᓂ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓚᐅᖅᑐᓂᑦ ᐱᐅᓂᖅᓴᓂᒃ 

ᓴᖅᑭᖅᑎᖃᑦᑕᖁᓪᓗᒋᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᓂᑦ ᓱᕈᓯᕐᓄᑦ. 

ᐃᓚᖏᑦ ᐸᐃᑉᐹᓕᕆᑐᐃᓐᓇᖅᑑᒐᓗᐊᑦ ᑭᓯᐊᓂ 
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children in Nunavut. I really mean that. 

Some of them might have sounded a bit 

bureaucratic, but they’re important. It’s 

important that people are trained and 

positions are staffed so that those people 

out in the field are well-trained to do their 

jobs. I think they are all of that nature.  

 

If I can go back to a little bit of the 

discussion going on about six 

recommendations being a good thing, I 

hate to be a downer on a party, but that 

original report in 2011, we have already 

heard a couple of questions from Members 

saying, “Why did you go in so narrow on 

2014?” I think I can explain that, but all of 

those other recommendations are still there. 

They are still out there. They’re still live. I 

wouldn’t make a commitment on behalf of 

the Auditor General today, but I think that 

there is probably some chance that some 

time relatively soon, the Auditor General’s 

staff will be around following up on the 

rest of those recommendations.  

 

I wouldn’t want to think that the six have 

overtaken the rest. Everything that we had 

in that 2011 report is live, living and 

breathing. I won’t say that we will be back, 

but I think that the office is at some point. I 

wouldn’t make a commitment to a date. I 

just wanted, Mr. Chairman, to sort of 

follow up on that because it kind of 

sounded in the discourse that somehow the 

previous recommendations had been 

superseded by those, but that’s not entirely 

the case.  

 

There’s stuff about adoption in there. 

There’s stuff about information systems in 

there. There’s a lot more detail in terms of 

compliance in the previous audit. They are 

still there and I hope that your Committee 

would share an interest in them in the 

future. Thank you.  

 

ᐱᒻᒪᕆᐊᓘᒻᒪᑦ ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᐊᕆᐊᖃᕐᒪᑕ, 

ᐃᖅᑲᓇᔭᖅᑏᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑎᐊᓯᒪᔭᕆᐊᖃᕐᒪᑕ 

ᐃᖅᑲᓇᐃᔭᑦᑎᐊᕈᓐᓇᖁᓪᓗᒋᑦ ᐱᓕᕆᐊᒃᑲᓴᖏᓐᓂᑦ.  

 

ᑕᐃᒪᓐᓇᐃᓕᖓᑎᓪᓗᒋᑦ ᐃᓘᓐᓇᖏᑦ. 

 

 

 

ᐅᑎᒃᑲᓂᐊᕐᔪᒍᒪ ᐅᖃᐅᓯᕆᔭᐅᖅᑲᐅᒻᒪᑕ ᑕᐃᒃᑯᐊ 6ᖑᔪᑦ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᑦ. ᒪᒥᐊᓇᐅᒐᓗᐊᖅ ᑲᑕᑦᑎᕆᒍᒪ. 

ᑖᒃᑯᐊ 2011-ᒥᒃ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᑦ ᒪᕐᕉᓐᓂᒃ 

ᐊᐱᖅᑯᑎᒃᓴᖃᕐᕕᐅᓯᒪᒻᒪᑕ. ᖃᓄᐃᒻᒪᑦ 

ᑕᐃᑯᓐᖓᐅᑕᕐᓂᖅᐱᑦ 2014-ᒧᑦ ᑖᒃᑯᐊ ᐊᓯᖏᑦ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᑦ ᓱᓕ, ᐊᑐᕐᒪᑕ ᐆᒪᔪᑦ ᓱᓕ 

ᐊᑐᖅᑕᐅᔪᔅᓱᓕ.  

 

 

 

 

 

 

 

 

 

 

 

ᐱᓕᕆᔪᓐᓇᖅᑐᑦ ᓱᓕ ᐃᓛᓐᓂᒃᑯᓪᓗ, ᕿᓚᒻᒥᐅᔪᒃᑯᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᖃᐅᔨᓴᒃᑲᓐᓂᕐᓂᐊᕐᒥᔪᑦ ᑖᒃᑯᐊ 

ᒪᓕᑦᑕᐅᑎᐊᓕᕋᓗᐊᕐᒪᖔᑕ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᑦ. 

ᐅᕙᑦᑎᓐᓄᑦ 2011 ᐅᓂᒃᑳᓕᐊᕆᔭᐅᓯᒪᔪᖅ, ᑕᐃᓐᓇ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᑦ ᓱᓕ ᐊᑐᖅᑐᑦ. ᑎᑎᕋᕐᕕᕗᑦ 

ᐅᓪᓗᖓᓂᒃ ᐋᖅᑭᒃᓯᔪᒪᓐᖏᑐᐃᓐᓇᖅᑐᖓ ᑖᓐᓇ 

ᐃᒃᓯᕙᐅᑖᖅ ᖃᐅᔨᒪᑐᐃᓐᓇᖁᔭᕋ ᑕᒪᑐᒧᖓ. 

ᑭᖑᓂᑦᑎᓐᓂ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓚᐅᖅᓯᒪᔪᑦ 

ᓴᓐᖐᓐᓂᖅᓴᐅᓕᓐᖏᒻᒪᑕ ᐅᓪᓗᒥ 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᔪᓂᒃ. 

 

 

 

 

ᐃᓗᓕᑯᓘᔭᖃᑦᑎᐊᕐᓂᖅᓴᐅᓪᓗᑎᓪᓗ ᒪᓕᒐᕐᓂᑦ 

ᒪᓕᖃᑦᑕᕆᐊᖃᕐᓂᖏᑦ ᑕᐃᒃᑯᐊ ᓱᓕ 

ᐊᑐᓕᖁᔭᓕᐊᕆᓯᒪᔭᕗᑦ ᐊᑐᐃᓐᓇᖅᐳᑦ, ᓯᕗᓂᒃᓴᒧᑦ 

ᐊᑐᖅᑕᐅᖁᓪᓗᒋᓪᓗ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᑳᒻᐳᓪ. 
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Chairman: Thank you, Mr. Campbell. I 

can assure you that they didn’t go 

unnoticed. I had it in my little back pocket 

here. I’m hoping that the department takes 

that under so that it saves me the trouble of 

actually asking a question on it.  

 

Do I have any other names going forward 

under this section? Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. Just a clarification. In your 

action plan, it says, “Quality Protects 

Action Plan.” Is that a subdivision of 

Family Services or is it just the title of the 

action plan that you guys decided to put? 

Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Savikataaq. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question. Quality 

Protects is the name of the action plan itself 

as opposed to any name of a group within 

the organization or within the department. 

It’s just a title for the action plan to respond 

to those six items. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Savikataaq. 

 

Mr. Savikataaq: Thank you, Mr. 

Chairman. It’s not a question but just a 

comment. I think it would have been a little 

simpler if you just had written “Family 

Service Action Plan” because then we 

would all know what it’s all about. Thank 

you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Savikataaq. 

Any other names? Mr. Mikkungwak. 

 

Mr. Mikkungwak: Thank you, Mr. 

Chairman. I thought my colleague would 

have a follow-up to his question on the 

ᑖᒃᑯᐊ ᐅᔾᔨᕆᑦᑎᐊᖃᐅᒻᒥᔭᕗᑦ ᑖᓐᓇᑦᑕᐅᖅ 

ᐱᓯᒪᖅᑲᐅᔭᒃᑲ. ᐱᓕᕆᕕᐅᓪᓗ ᑕᓐᓇ 

ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᖁᓪᓗᒋᑦ ᑖᒃᑯᐊ  

 

ᐊᐱᖅᓱᖃᑦᑕᕐᓂᐊᖏᓐᓇᒪ ᑖᒃᓱᒪ ᒥᒃᓵᓄᑦ. 

 

 

 

ᐊᐱᖅᑯᑎᒃᓴᖃᖅᑐᖃᖅᐸᓱᓕ? ᒥᔅᑕ ᓴᕕᑲᑖᖅ.  

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓇᓗᓇᐃᖅᑕᐅᑲᓐᓂᖅᑎᐊᕐᓗᒍ ᑕᕝᕙᓂ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᓂᒃ ᐸᕐᓇᐅᑎᒋᔭᖏᓐᓂᑦ 

ᑭᐅᑦᑎᐊᕆᐊᖃᖅᑐᑦ ᑕᒪᒃᑯᐊ ᓴᐳᒻᒥᔭᖅᑕᐅᒻᒪᑕ. ᑖᓐᓇ 

ᐱᓕᕆᕕᐊᕈᓯᒋᔭᐅᕙ ᐱᓕᕆᕕᒃᓯᓐᓂ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ, 

ᐅᕝᕙᓘᓐᓃᑦ ᑖᒃᓱᒪ ᑕᐃᒎᓯᕆᕙᐅᒃ ᐸᐃᑉᐹ ᑎᑎᕋᖅᓯᔪᖅ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃ ᐊᐱᕆᒐᕕᑦ. ᑖᒃᑯᐊ ᐸᕐᓇᐅᑎᐅᑉ ᐊᑎᖓ, 

ᑕᐃᒃᑯᐊᓗ ᑲᑎᒪᔩᑦ ᐊᑎᖏᑦ. 

ᐊᐅᓚᔾᔭᐃᒃᑎᑦᑎᔪᑎᐅᖃᑦᑕᖅᑐᖅ ᐸᕐᓇᐅᑎ. ᖁᔭᓐᓇᒦᒃ.  

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᓴᕕᑲᑖᖅ.  

 

ᓴᕕᑲᑖᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᐱᖅᑯᑎᐅᓐᖏᑦᑐᖅ ᓂᓪᓕᐅᑎᒋᑐᐃᓐᓇᕈᒪᓪᓗᒍ. 

ᐱᔭᓐᓂᕋᔭᓚᐅᖅᑑᒐᓗᐊᖅ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐸᓐᓇᐅᑎᖏᑦ 

ᑕᐃᒪᓐᓇ ᖃᐅᔨᒪᑦᑎᐊᕋᔭᖅᑕᕋᓗᐊᕗᑦ ᑭᓱᓕᕆᒻᒪᖔᑕ 

ᑕᐃᒎᓯᖃᑯᓘ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓴᕕᑲᑖᖅ. 

ᐊᑎᖃᖅᑐᖃᖅᐸᓱᓖ ᐅᖃᓪᓚᒍᒪᔪᒥᒃ? ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒐ ᐊᐱᕆᓂᐊᖅᑲᐅᒐᓗᐊᒻᒪᑦ ᑖᔅᓱᒧᖓ 

ᓴᐳᒻᒥᔭᐅᔭᕆᐊᖃᓐᓂᖏᓐᓄᑦ ᐱᐅᔭᕆᐊᖃᓐᓂᖏᑦ 

ᐱᐅᔪᓂᓛᒃ ᓴᐳᒻᒥᔭᐅᓂᖏᓐᓄᑦ. ᑐᓴᑦᑎᐊᓐᓂᕈᒃᑭᑦ 6-
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Quality Protects Action Plan, which, if I 

heard you correctly, covers six 

recommendations. If there are 20, out of 

the other 14, what other title will they have 

on the action plan? Thank you, Mr. 

Chairman. 

 

Chairman: Mr. MacDonald.  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. 

Specifically, this action plan entitled 

“Quality Protects” is addressing only those 

six items from this update/audit response.  

 

There isn’t an action plan in this format for 

the Committee, for example, on those other 

recommendations, although we do have a 

similar table structure for our own internal 

workings to maintain a current awareness 

or tracking of where the department stands 

on those other items.  

 

From our perspective, we’re still working 

on that internally and should the Office of 

the Auditor General come back and 

investigate any of those items again, we 

would be prepared to put an action in place 

to respond to that. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak. 

 

Mr. Mikkungwak: I presume that you are 

going to be coming out with another action 

plan in addition to this that has been 

provided to us. I’m assuming that there will 

be a “Quality Protects 2” or will you have a 

different title? When do we foresee that 

document coming to the Members? Thank 

you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Mikkungwak. 

I think we’re kind of losing some of our 

focus here. It’s almost like it’s Friday 

afternoon or something.  

ᖑᒻᒪᑕ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᔪᒡᒎᖅ ᐊᕙᑎᐅᓂᑰᓪᓗᑎᒃ. 

ᑖᒃᑯᐊ 14-ᖑᔪᑦ ᖃᓄᓪᓕ ᑕᐃᒎᓯᖃᓐᓂᐊᖅᐸᓐ  

 

 

ᐊᐅᓚᓪᔭᐃᒋᐊᕈᑎᔅᓴᓯ ᐃᓗᐊᓂ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᐊᐅᓚᓪᔭᐃᒋᐊᕈᑎᓄᑦ ᐸᓐᓇᐅᑏᑦ ᑕᐃᔭᐅᓯᒪᔪᑦ ᑖᒃᑯᓂᖓ 

6-ᑯᓗᓐᓂᒃ ᑭᓯᐊᓂ ᐊᑐᓕᖁᔭᓕᐊᓂᒃ 

ᐅᐃᒍᖓᓂᓐᖔᖅᓯᒪᔪᓂᒃ ᐊᑐᓕᖁᔭᓕᐊᖏᓐᓂᐊᖅᓯᒪᔪᖅ. 

 

 

 

ᐊᐅᓚᓪᔭᐃᒋᐊᕈᑎᓄᑦ ᐸᓐᓇᐅᑎᑕᖃᓐᖏᑦᑐᖅ ᑕᕝᕙᓂ. 

ᑲᑎᒪᔨᕋᓛᓄᑦ ᐊᓯᖏᓄᑦ ᐊᑐᓕᖁᔭᓕᐊᓄᑦ, ᑭᓯᐊᓂ 

ᐊᔾᔨᑲᓴᖏᓐᓂᒃ ᐸᓐᓇᐅᑎᖃᖅᑐᒍᑦ ᐱᓯᒪᔭᑦᑎᓐᓂ 

ᐊᒡᓚᒡᕕᑦᑎᓐᓂ ᐊᑐᖅᑕᐅᓂᐊᖅᑐᓂᒃ. ᐊᖑᒻᒪᑎᓇᓱᒡᓗᑕᓗ 

ᖃᐅᔨᒪᐃᓐᓇᓐᓂᐊᕋᑦᑕ ᑭᓱᓂᒃ ᐱᓕᕆᐊᒃᓴᖃᒻᒪᖔᑦᑕ. 

 

 

 

ᓱᓕ ᑕᐃᒃᑯᐊ ᓴᓇᒐᑦᑎᒍᑦ ᐊᒡᓚᒡᕕᑦᑕ ᐃᓗᐊᓂ, 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᐅᑎᓐᓂᖅᐸᑕ 

ᖃᐅᔨᒋᐊᓕᓐᓂᖅᐸᑕ ᑕᐃᒃᑯᓂᖓ ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᓂᒃ 

ᐸᓐᓇᐅᑎᓂᒃ ᐃᓕᓯᔪᓐᓇᖅᓯᑕᐃᓐᓇᕋᔭᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᒥᑭᓐᖑᐊᖅ. 

 

ᒥᑭᓐᖑᐊᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑕᐃᒪᐃᒻᒪᑦ ᓴᖅᑭᑦᑎᓛᒻᒥᔪᓰ ᐸᓐᓇᐅᑎᓃᒃ? ᖄᒃᑲᓐᓂᐊᒍᑦ 

ᑖᔅᓱᒫ? ᑐᓂᔭᐅᓯᒪᔪᑦ ᐅᕙᑦᑎᓐᓄᑦ ᑕᐃᒪᓕ ᐃᓱᒪᕗᖓ 

ᑐᒡᓕᐊᓂ ᑕᐃᒪᓐᓇ ᐸᓐᓇᐅᑎᓕᐅᓛᕆᕗᓯ 

ᐊᓯᐊᓂᒡᓘᓐᓃᑦ ᑕᐃᒎᓯᖃᓪᓗᓂ ᒪᓕᒐᓕᐅᖅᑎᓄᑦ 

ᑐᓂᓯᔪᒫᖅᐱᓯ ᑕᐃᒪᓐᓇ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒥᑭᓐᖑᐊᖅ. 

ᐅᓪᓗᑐᐃᓐᓇᐅᖅᑰᔨᑦᑎᐊᓕᒻᒪᑦ. 
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It does state in the Quality Protects Action 

Plan that we will receive regular updates on 

progress some time in the next two years. I 

do agree with Mr. Mikkungwak that it’s 

kind of a vague commitment. I’m just 

wondering if maybe the department would 

be able to answer Mr. Mikkungwak’s 

question with a little bit more detail and 

maybe some specific times. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. In terms of a title of a follow-up 

report, it has been duly noted. We will 

definitely make sure to avoid “Quality 

Protects” and we will keep it very focused. 

We will definitely work on that.  

 

In terms of each of these action items, we 

would certainly be happy and willing to 

provide updates at critical times. Each of 

the action items themselves has next steps 

to full implementation and a suggested 

timeline to completion. For example, 

Recommendation 23, which looks at really 

about staffing issues, we want to have our 

action responses completed by March 

2015.  

 

We would be more than happy to provide 

an update through whatever mechanism 

would be of preference for the Committee, 

but that’s certainly something that we 

would be more than pleased to do. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Mikkungwak kind of touched upon 

something that I was going to get into with 

regard to the progress updates. The 

previous Chair of this Committee had 

requested regular updates as well and there 

was a two-year gap between 2011 and 

2013, which I’ve got a copy of the one that 

was tabled on September 17 of 2013. It was 

ᐊᕗᖓᐅᔨᕙᓪᓕᐊᑐᐃᓐᓇᓕᕋᑦᑕ. ᐅᖃᖅᓯᒪᒻᒪᓐ ᑖᒃᑯᐊ 

ᐸᓐᓇᐅᑎᖏᓐᓂ ᑐᓂᔭᐅᖃᑦᑕᓐᓂᐊᖅᑐᒍᑦ ᐊᑯᓚᐃᑦᑐᒃᑯᑦ 

ᑐᓴᖅᑎᑕᐅᖃᑦᑕᓪᓗᑕ ᐊᕐᕌᒎᑉ ᒪᕐᕉᒃ ᐃᓗᐊᓂ. 

 

ᓇᓂᑭᐊᖅ ᖃᖓᑭᐊᖅ. ᓇᓗᓈᕿᕈᔪᒻᒪᑦ 

ᐊᖏᖅᓯᒪᓂᕆᔭᖓᑦ ᑖᒃᑯᐊ ᐱᓕᕆᐊᒃᓴᕆᓂᐊᓪᓗᒋᑦ. 

ᒥᔅᑕ ᒥᑭᓐᖑᐊᖃᐃ ᐊᐱᖅᑯᑎᒋᔭᖓᓐᓄᑦ 

ᑭᐅᒐᓛᑲᐃᓐᓇᕆᑦ ᐃᓗᓕᑯᓘᔭᖃᓪᓗᓂ ᖃᖓ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᔭᐅᒐᔭᒻᒪᖔᑕ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒎᓯᖓ 

ᑖᔅᓱᒪ ᐅᓂᒃᑳᒻ ᑕᐃᒪᓐᓇ ᑕᐃᒎᓯᖓ ᐊᑐᓕᖁᔭᓕᐊᓄᑦ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᕗᑦ ᐅᔾᔨᕆᑦᑎᐊᓐᓂᐊᓕᖅᐸᕗᓐ. 

 

 

 

 

 

ᑕᐃᒪᓐᓇ ᑐᓴᖅᑎᑦᑎᖃᑦᑕᕋᔭᖅᐳᒍᑦ 

ᐱᕙᓪᓕᐊᓂᕆᔭᐅᔪᓂ, ᐊᑐᓂᓪᓗ ᐊᐅᓚᔾᔭᒃᑕᐅᒋᐊᓖᑦ 

ᑲᒪᒋᔭᐅᔭᕆᐊᓖᑦ ᐊᑐᓕᖁᔭᓕᐊᓂ, ᑭᖑᓪᓕᒻᒥ 

ᐱᓕᕆᐊᒃᓴᑦ ᐊᑐᓕᖅᐸᓪᓕᐊᔨᖓ ᖃᖓ 

ᐃᖅᑲᓇᐃᖅᑕᐅᔭᕆᐊᖃᒻᒪᖔᑕ ᓇᓗᓇᐃᖅᑕᐅᓗᑎᒃ 

ᐊᑐᓕᖁᔭᓕᐊᑦ 23 ᐅᒃᑑᑎᒋᓗᒍ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓂᒻᒧᑦ ᐃᔨᒋᓂᖅᓴᐅᒻᒪᑦ, ᑖᒃᑯᐊ 

ᑭᐅᔪᒪᔭᕗᓐ ᒪᔾᔨ 2015-ᕈᓚᐅᖏᓐᓂᖓᓂ. 

 

 

 

ᑕᐃᒪᐃᑦᑐᓂᒃ ᑐᓂᓯᔪᒪᑦᑎᐊᖅᑐᒍᑦ ᑐᓴᒐᔅᓴᓂᒃ 

ᐃᖏᕐᕋᓂᐊᖃᑦᑕᖅᑐᓂᒃ. ᑲᑎᒪᔨᕋᓛᓄᑦ ᐱᔪᒪᔭᐅᒃᐸᑕ 

ᑕᐃᒪᐃᑦᑐᓂᒃ ᑐᓂᓯᔪᓐᓇᑦᑎᐊᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅᑕ 

ᒥᑭᓐᖑᐊᖅ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋᓗᐊᖓ 

ᐱᕙᓪᓕᐊᓂᕆᔭᔅᓯᓐᓄᑦ ᑐᓴᖅᑎᑕᐅᖃᑦᑕᓐᓂᖅ. 

ᐃᒃᓯᕙᐅᑕᕆᔭᐅᓚᐅᖅᓯᒪᔪᖅ ᑕᕝᕙᓂ 

ᑐᒃᓯᕋᐅᑎᓕᐅᓚᐅᖅᓯᒪᒻᒪᑦ ᐊᕐᕌᒎᓐᓄᑦ ᒪᕐᕉᒃ 2011-13 

ᒪᕐᕉᓐᓂᒃ ᐊᕐᕌᒍᓂᒃ ᐊᑯᓐᓂᖃᒻᒪᑦ. ᐊᔾᔨᖏᓐᓂᒃ 

ᐱᓯᒪᔪᖓ, ᓯᑎᐱᕆ 17, 2013-ᒥ ᓴᖅᑭᑕᐅᓚᐅᖅᑐᖅ 

ᒫᓐᓇᓐᓂᓴᓐᓂᖅᐹᖑᒻᒪᑦ ᐱᕙᓪᓕᐊᑎᓯᒪᓂᕆᔭᔅᓯᓐᓄᑦ 

ᐅᓂᒃᑳᖅ ᐋᓐᓂᐊᖃᓐᓇᖏᑦᑐᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᓪᓗ ᐱᓕᕆᕕᒻᒧᑦ ᑕᐃᔅᓱᒧᖓ 
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the most recent progress report provided by 

the department that previously the 

Department of Health and the Department 

of Family Services jointly submitted. I 

would appreciate a little bit more regular 

contact with myself so that I could share 

information with the Committee.  

 

Going back, if you will indulge me for a 

moment, with the “Quality Protects” title, 

in the document, it talks about that it’s 

based upon a quality assurance program 

implemented by the United Kingdom 

government for looked-after children as a 

response to the perceived shortcomings in 

the care system. Are there any other 

components of that program that you guys 

are implementing that we should be made 

aware of? Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Not per se. I think the team, 

predominantly from the Child and Family 

Services Division from our department, 

obviously in terms of being professionals 

and aware of greater events and things that 

are occurring within their field, wanted to 

cast about and take a look at other research 

and other activities that had taken place in 

similar situations and perhaps in other 

jurisdictions. I don’t think that that 

translated directly into action plan 

responses from this department. We were 

focused on Nunavut-specific issues and 

Nunavut-specific responses.  

 

It’s really all about the title and really about 

trying to highlight that a quality 

department, a quality division, and quality 

programs and services are what we’re here 

to do and what we want to be able to offer 

to children and families. Thank you.  

 

Chairman: Thank you for that response, 

Mr. MacDonald. Last call for any names 

under this section. I see none.  

ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᔪᖅ. ᖁᔭᓕᑦᑎᐊᕋᔭᖅᑐᖓ 

ᐊᑯᓚᐃᑦᑐᒃᑯᑦ ᑕᐃᒪᓐᓇ ᑐᓴᖅᑎᑕᐅᖃᑦᑕᕈᒪ  

 

 

ᐃᒃᓯᕙᐅᑕᐅᔪᖓ ᑕᐃᒪᓐᓇᐃᑦᑐᓂᒃ ᑐᓴᒐᔅᓴᓂᒃ 

ᑲᑎᒪᔨᕋᓛᖑᖃᑎᓐᓄᑦ ᑐᓂᓯᖃᑦᑕᕈᓐᓇᕋᔭᕋᒪ.  

 

 

 

ᐊᑏ, ᐅᓂᒃᑳᕝᕕᒋᑲᐃᓐᓇᓐᖓ ᑖᒃᑯᐊ ᑕᐃᒎᓯᖓᓐᓂ 

ᓴᐳᒻᒥᒃᖠᓐᓂᒻᒧᑦ ᐸᓐᓇᐅᑎᑦ ᑕᕝᕙᓂ ᐱᓕᕆᔾᔪᑎᖏᑦ 

ᐱᐅᓂᐊᒻᒪᑦ ᐱᐅᔭᕆᐊᖃᓐᓂᖅ ᓄᓇᕘᑉ 

ᒐᕙᒪᒃᑯᓐᓃᓐᖔᖅᑐᑦ ᐸᖅᑭᔭᐅᓂᖏᓐᓄᑦ ᓱᕈᓰᑦ. ᑕᐃᒃᑯᐊ 

ᐸᖅᑭᔭᐅᔪᑦ ᓯᕕᑭᑦᑐᒃᑯᑦ ᐊᑲᐅᓐᖏᓕᐅᕈᑎᖃᑦᑕᖅᑐᑦ 

ᐱᓕᕆᐊᑦ ᑕᐃᒃᑯᐊ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᕕᓰ? 

ᖁᐅᔨᒪᔭᕆᐊᖃᖅᑕᑦᑎᓐᓂᒃ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᕕᓰ? 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑕᐃᒪᓐᓇᕆᐅᓐᖏᑦᑑᒐᓗᐊᖅ ᑭᓯᐊᓂᓕ ᑕᐃᒃᑯᐊ 

ᓱᕈᓯᓕᕆᔨᒃᑯᑦ, ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᕕᒋᔭᖓᓄᑦ 

ᑕᐃᒪᓐᓇ ᖃᐅᔨᒪᒻᒪᑕ ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᓂᕆᔭᖏᓐᓂᒃ. 

ᑖᒃᑯᐊ ᕿᒥᕐᕈᓇᕈᒪᒻᒥᒻᒪᑕ ᐊᓯᖏᓐᓂᑦ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ, ᐱᓕᕆᔭᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ 

ᑕᐃᒪᐃᑦᑐᓕᕆᑎᓪᓗᒋᑦ ᐊᓯᖏᓐᓂᑦ ᒐᕙᒪᐅᒻᒥᔪᓂᑦ. 

ᑭᓯᐊᓂ ᐊᐅᓚᔾᔭᒋᐊᕈᑎᓄᑦ ᐸᕐᓇᐅᑎᑦᑎᓄᑦ 

ᐃᓕᓚᐅᓐᖏᑕᕗᑦ. ᑭᓯᐊᓂ ᓄᓇᕗᑦᒧ ᑐᕌᖓᔪᓂᑦ 

ᑭᐅᖃᑦᑕᕐᓗᑕ. 

 

 

 

 

 

 

 

ᑖᒃᑯᐊ ᑕᐃᒎᓯᑐᐃᓐᓇᖅ ᑖᓐᓇ ᐱᐅᔪᒥᒃ ᓴᖅᑭᑦᑎᖁᓪᓗᒋᑦ 

ᐱᓕᕆᕕᑦᑕ ᐃᓗᐊᓂ, ᐱᓕᕆᔾᔪᑎᖃᕐᓗᑎᒃ, 

ᐱᔨᑦᑎᕈᑎᖃᕐᓗᑎᓪᓗ ᐱᐅᔪᓂᒃ. ᑕᐃᒪᓐᓇ ᓱᕈᓯᕐᓄᑦ 

ᐃᓚᒌᓄᓪᓗ ᐱᔨᒃᓯᕈᑎᖃᕈᒪᕗᒍ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᒐᕕᑦ ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. ᑭᖑᓪᓕᖅᐹᒥ ᑭᓇ ᓂᓪᓕᐅᑎᖃᕈᒪᕙ ᑖᒃᓱᒪ 

ᒥᖅᓵᓄᑦ ᐊᑎᖁᑎᖃᕈᓐᓃᕋᒪ. 
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Recognizing the clock, I know we won’t 

get through this whole section for the 

remainder of the day. Just to make sure that 

we do use our time to maximum efficiency, 

I’m going to start the process of 

observations and recommendations, 

paragraphs 14 through 38. Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

My first question under these paragraphs is 

for the Assistant Auditor General.  

 

On page 5 of your report, you note that 

your audit “analyzed current and historical 

data on vacancies, staffing, and training” in 

the area of child protection. Can you give a 

brief overview of any trends that were 

revealed by your analysis? For example, 

were certain communities or regions more 

prone to repeated vacancies or under-

staffing of positions? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Good question. 

Madame Salvail.  

 

Ms. Salvail: Thank you, Mr. Chairman. I 

think the one thing we can say is the 

occupancy rate has gone up. There are not 

really big trends that we can speak of. One 

of the reasons is that in some of these 

communities, there is only one social 

worker. When you talk about occupancy 

rate, it is either zero or 100 percent. In 

these cases, it’s hard to draw any 

meaningful conclusion by community or by 

region. I would say that at least the good 

news is that the trend is going upward. 

Thank you, Mr. Chairman.  

 

Chairman: Thank you for that response. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you for that 

response too. I’m just wondering about 

ᒫᓐᓇ ᐃᓕᓴᕆᓂᐊᕋᒃᑯ ᓯᕿᖑᔭᖅ, 

ᐃᖅᑲᓇᐃᑲᐅᑎᒋᔪᓐᓇᔮᓐᖏᑕᕗᑦ ᐅᓪᓗᒥ 

ᖃᐅᔨᒪᒐᓗᐊᖅᑐᖓ, ᑭᓯᐊᓂ ᑕᐃᒪᓐᓇ  

 

ᐊᑑᑎᖃᑦᑎᐊᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ ᐅᔾᔨᕆᔭᐅᔪᑦ, 

ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᔪᓪᓗ 14-ᒥᒃ 38-ᒧᑦ ᐱᓕᕆᓂᐊᕋᒃᑭᑦ. 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ.  

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᕝᕙᓂ 

ᓯᕗᓪᓕᖅᐹᒥ, ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓄᑦ 

ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ. 

 

ᒪᑉᐱᒐᖅ ᑕᓪᓕᒪᖓᓂᑦ ᐅᓂᒃᑳᖓᓂᑦ ᐅᖃᖅᓯᒪᒐᔅᓯ, 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᓯ ᕿᒥᕐᕈᓇᓚᐅᖅᓯᒪᒐᔅᓯ 

ᑭᖑᓂᑦᑎᓐᓂ ᐃᓐᓄᒃᑕᐅᓯᒪᓐᖏᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 

ᐊᒻᒪᓗ ᐱᓕᒻᒪᒃᓴᖅᑕᐅᓂᖏᑦ ᓱᕈᓯᓕᕆᔨᐅᖃᑦᑕᖅᑐᑦ. 

ᐅᓂᒃᑳᕈᓐᓇᖅᐱᑦ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓐᓇᖅᑐᓂᒃ 

ᕿᒥᕐᕈᓇᕐᓂᕆᓚᐅᖅᑕᓯ, ᐃᓚᖏ ᓄᓇᓕᐅᔪᖅ ᑕᐃᒪᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᐃᓄᖃᓐᖏᓐᓂᖅᓴᐅᖃᑦᑕᖅᐹᑦ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᑭᓐᓂᖅᓴᐅᕙᑉᐸᓪᓗ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ 

ᐊᐱᖅᑯᑎᒃᓴᑦᑎᐊᕙᖅ. ᒥᔅ ᒪᑖᒻ ᓴᐅᓪᕙᐃ. 

 

 

ᓴᐅᓪᕙᐃ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐅᖃᕈᓐᓇᖅᑐᖓ ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔮᑦ ᖁᕝᕙᖅᐸᓪᓕᐊᒻᒪᑕ 

ᐃᓄᖃᓐᖏᑦᑐᑦ ᓄᓇᓕᖕᓂ, ᐊᑕᐅᓯᕐᒥᑦ 

ᐃᓄᓕᕆᔨᖃᕐᒥᒻᒪᑕ, ᓲᕐᓗ ᐃᓚᖏᑦ ᐃᓐᓄᒃᓯᒪᓐᖏᑦᑐᑎᒃ 

ᑕᕝᕙᓂ ᐱᔭᕐᓂᖏᑦᑐᕈᓘᒻᒪᑦ, ᖃᓄᖅ ᑐᑭᖃᓪᓚᕆᒻᒪᖔᑕ 

ᓄᓇᓕᖏᑎᒍᑦ ᐊᒡᒍᖅᑐᖅᓯᒪᓂᖏᑎᒍᓪᓘᓐᓃᑦ 

ᖁᕝᕙᖅᐸᓪᓕᐊᖔᓕᕐᒪᑦ ᑕᒪᓐᓇ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᒐᕕᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑕᐃᒪᓐᓇ ᑭᐅᒻᒪᑦ. 

ᐃᓱᒪᑐᐃᓐᓇᕋᒪ, ᐃᓱᒪᒋᓪᓗᒍ ᐱᓕᕆᔨᑖᖅᑐᕐᓂᐊᓂᕐᒥᑦ 

ᐊᒻᒪᓗ ᐅᓇᖃᐃ ᐊᐱᖅᑯᑎᒋᓂᐊᕋᒐ ᑐᕌᖓᔪᖅ 
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what goes into thinking about hiring staff. I 

guess this next question is for the 

department.  

 

Can you tell us what the turnaround time is 

in hiring staff in the communities? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I’ll refer that question to Mark 

Arnold. Thank you.  

 

Chairman: Thank you, Mr. MacDonald. 

Just wait until your little light comes on 

there. Mr. Arnold. 

 

Mr. Arnold: Thank you, Mr. Chairman. 

Thank you for the question. It really 

depends. Sometimes the turnaround time 

can be a matter of a week or two or less, 

depending on the availability of a social 

worker and the ability for our 

administrative staff in corporate services to 

process the necessary paperwork. Other 

times, it can be lengthy, depending on the 

community, housing or lack thereof. There 

really isn’t a set time.  

 

Hopefully that answers the question as best 

as I can. Thank you.  

 

Chairman: Thank you, Mr. Arnold. Ms. 

Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

I’m kind of shocked actually, a one-week 

turnaround time, seeing that in the House 

or on the news, it has been spoken about 

how long it usually takes to hire within the 

government. Do you guys have a different 

procedure that you use other than what the 

main... ? When you hire through Human 

Resources, it can take awhile. I have never 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 

 

 

 

ᓄᑕᕋᓕᕆᔨᒃᑯᓐᓄᑦ, ᖃᓄᑭᐊᖅ ᐱᓕᕆᔨᑖᕐᓂᓗᓕᕌᖓᔅᓯ 

ᖃᓄᖅ ᐊᑯᓂᐅᑎᒋᔪᖅ ᐱᓕᕆᔨᑖᕋᓱᓲᖑᕕᓯ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑖᓐᓇᑦᑕᐅᖅ ᑐᓂᔪᒪᔭᕋ, ᒥᔅᑕ ᐋᓅᑦ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐋᓅᑦ. 

ᐃᑭᑦᑎᐊᕆᖅᑳᕐᓗᒍ./ 

 

ᐋᓅᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐱᔾᔪᑎᖃᖅᑐᖅ ᑖᓐᓇ 

ᐃᓛᓐᓂᒃᑯᑦ, ᐃᓛᓐᓂ ᐱᓇᓱᐊᕈᓯᖅ ᐊᑕᐅᓯᖅ, 

ᒪᕐᕈᓪᓘᓐᓃᑦ, ᐅᕝᕙᓘᓐᓃᑦ ᒥᒃᓵᓂᑦ ᐱᑕᖃᕐᓂᖅᐸᑦ 

ᐃᓇᖐᔪᓐᓇᖅᑐᒥᒃ. ᑖᒃᑯᐊ ᖃᓄᖅ ᐱᐊᓕᑎᒋᒻᒪᖔᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ ᐃᓕᐅᖅᑲᐃᔩᑦ. ᐃᓛᓐᓂᒃᑯᑦ 

ᐊᑯᓂᐊᓘᔪᓐᓇᖃᑦᑕᕆᓪᓗᓂ, ᐅᕝᕙᓘᓐᓃᑦ 

ᐱᔾᔪᑎᑕᖃᓐᖏᑦᑐᖅ ᐃᒪᓐᓇ ᐅᓇ ᐃᖅᑲᓇᐃᔭᖅᑎ 

ᐃᓇᖏᖅᑕᐅᒋᐊᓕᒃ, ᐃᒪᓐᓇᑎᒋ ᓯᕕᑐᑎᒋᔪᒥᒃ. 

 

 

 

 

 

ᑭᐅᑦᑎᐊᑐᒃᓴᐅᒐᓗᐊᖅᐳᖓ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐋᓅᑦ. ᒥᓯᔅ 

ᐊᖕᓇᑲᖅ.  

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐅᐊᑲᓪᓚᖔ ᑐᐊᕕᐊᓚᔪᐊᓗᐃᑦ ᐱᓇᓱᐊᕈᓯᖅ ᐊᑕᐅᓯᕐᒥᑦ, 

ᐃᓛᒃ ᐊᑯᓂᒻᒪᕆᐊᓗᒃ ᑐᓴᐅᒪᓕᕋᑦᑕ ᖃᑦᑎᒻᒪᕆᐊᓗᓐᓂᑦ 

ᐱᓕᕆᔨᑖᕐᓂᓘᔭᕋᓗᐊᕐᒪᑕ ᐃᓛᒃ, ᖃᓄᐃᑦᑐᒥᓪᓕ 

ᖃᓄᕐᓕᑭᐊᖅ ᓇᓂᓯᓴᕋᐃᑦᑐᐊᓘᖃᑦᑕᕋᔅᓯ ᓱᓇᒥ 

ᐊᑐᖃᑦᑕᕋᔅᓯ, ᐃᓛᒃ ᖃᓄᐃᑦᑐᒥᓪᓕ, ᖃᓄᕐᓕᑭᐊᖅ 

ᓇᓂᓯᓴᕋᐃᑦᑐᐊᓘᖃᑦᑕᕋᔅᓯ, ᓱᓇᒥᑦ ᐊᑐᖃᑦᑕᕋᔅᓯ. ᐃᓛᒃ 

ᖃᓄᐃᒻᒪᑦ ᐅᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᑐᓕᕆᔨᒃᑯᑦ 

ᒐᕙᒪᒃᑯᑦ ᓄᓇᕗᑦ ᒐᕙᒪᐃᓂ, 

ᓱᒃᑲᐃᑐᒻᒪᕆᐊᓘᒐᓗᐊᕐᒪᑕ, ᖃᓄᕐᓕ 
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actually heard of a week turnaround time. 

Can you elaborate on that? Thank you, Mr. 

Chairman.  

 

Chairman: Thank you. Mr. MacDonald.  

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Well, I would say that a week 

turnaround time would be the exception 

rather than the rule. I think that Mr. 

Arnold’s point really speaks to the 

variability of how long it actually takes just 

to hire individuals in not only these 

positions but any of our frontline positions.  

 

As you are well aware and as you 

mentioned has been reported in the news, it 

really depends on any number of factors 

ranging from our own internal staffing 

capacity in terms of pushing the paperwork 

through the GN system. It depends on 

whether there is the skilled labour either in-

territory or elsewhere available. Sometimes 

we have to rely on recruiting in other 

jurisdictions when it comes to somebody 

with a social services worker background 

and with those credentials. That can take a 

great deal of time. 

 

When it comes to our action plan, in the 

short term, we do realize that we have to 

rely on some of those recruitment practices, 

but we have to take great pains to extend 

our efforts to try to be more efficient about 

that. A couple of ways that we’re looking 

at that is to get back into competing, 

basically, with other jurisdictions for a very 

limited skilled labour pool across the 

country.  

 

Whether that means going to, for example, 

Dalhousie University School of Social 

Work and trying to recruit aggressively, 

that’s one thing. It could also mean 

bringing back a practice that we touched on 

earlier where we work with the Department 

ᐱᐊᓪᓚᑎᑦᑎᖃᑦᑕᓂᖅᐱᓯ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐱᓇᓱᐊᕈᓯᖅ ᐊᑕᐅᓯᕐᒥᑦ ᐃᓛᓐᓂᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᓚᐅᓱᖓᓲᖑᔪᒍᑦ. ᑕᐃᒪ 

ᐅᑕᖅᑭᔪᖃᑐᐃᓐᓇᓂᖅᐸᑦ ᐃᓄᓕᕆᔨᒃᓴᓂᑦ ᑕᐃᒪ, ᐄ 

ᐊᔪᕐᓇᖏᒃᑐᑯᓗᓲᖅ ᐃᓛᓐᓂᒃᑯᑦ.  

 

 

 

 

ᑕᐃᒪ ᖃᐅᔨᒪᔅᓯ ᐱᕙᓪᓕᐊᔪᓕᕆᔨᓂᒃ 

ᐅᖃᐅᓯᖃᑦᑕᖅᓯᒪᒻᒪᑦ ᐅᓇ ᐱᔾᔪᑕᐅᓗᐊᖅᑐᖅ, 

ᐃᓛᓐᓂᒃᑯᒎᖅ ᐅᑯᐊ ᐱᔾᔪᑕᐅᓲᑦ, ᑕᐃᒫᖏᓛᒃ. 

ᐃᓛᓐᓂᒃᑯᖃᐃ ᐅᕙᒍᖅᑲᐃ, ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ 

ᐱᔪᒪᓂᖃᑦᑎᐊᖅᑐᐊᓘᒻᒪᑕ, ᐅᕝᕙᓘᓐᓃᑦ ᑕᒪᒃᑯᐊ 

ᓄᓇᕗᑦᒥ ᐃᓄᓕᕆᔨᒃᓴᐃᑦ ᓱᓕᕆᓐᖏᑦᑐᐃᑦ 

ᐊᑐᐃᓐᓇᐅᔪᖅᑕᖃᕐᓂᕐᒪᖔᑦ, ᐅᕝᕙᓘᓐᓃᑦ 

ᐱᐊᓪᓚᐃᓗᑕᐅᓲᖑᒻᒥᒻᒪᑦ ᐃᓛᓐᓂ ᒐᕙᒪᐃᑦ ᐊᓯᖏᓐᓂᑦ, 

ᓲᕐᓗ ᐊᕕᑦᑐᖅᓯᒪᔪᓂ ᑲᓇᑕᒥ ᐱᓕᕆᔨᑖᕐᓂᓗᒃᑳᖓᑦᑕ.  

 

 

 

 

 

 

ᑕᐃᒪᓕ ᑕᒪᓐᓇ ᑲᔪᓯᑎᒍᒪᔭᕗᑦ ᓯᕕᑭᑦᑐᒥᑦ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᑐᑭᓯᐊᔪᒍᑦ. ᐃᓛᓐᓂᒃᑯᑦ ᐊᑐᖅᑕᕆᐊᖃᖅᑐᒍᑦ 

ᐃᓕᖅᑯᓯᕆᔭᐅᓲᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᐊᕐᓂᕐᒧᑦ. 

ᑭᓯᐊᓂᑦᑕᐅᖅ ᐱᐊᓚᓂᒃᓴᐅᖃᑦᑕᕈᒪᓲᖑᔪᒍᑦ. ᑕᐃᒪᓕ 

ᐃᓱᒪᒋᓯᒪᔭᕗᑦ ᐅᓇ ᐅᑎᕐᕕᒋᔪᒪᓪᓗᒍ ᓲᕐᓗ 

ᐊᖅᓴᐅᖃᑎᖃᕈᒪᓗᑕ ᒐᕙᒪᐅᖃᑎᑦᑎᓐᓂ ᑕᐅᓇᓂ 

ᖃᓪᓗᓈᓂ, ᖁᓕᐅᒻᒪᑕ ᒐᕙᒪᐃᑦ, ᐊᒻᒪ ᐅᑭᐅᖅᑕᖅᑐᒥ 

ᒪᕐᕈᑲᓐᓃᓐᓂ ᒐᕙᒪᑕᖃᒃᑲᓂᕐᒥᒻᒪᑦ ᐊᓯᑦᑎᓐᓂᒃ. 

 

 

 

 

 

ᑕᐃᒪ ᐊᖅᓴᐅᖃᑦᑕᕋᑦᑕ, ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ, 

ᐃᓄᓕᕆᔨᐅᔪᓐᓇᖅᑐᓂᒃ. ᐃᓛᑦᑕᐅᖅ 

ᐱᔾᔪᑕᐅᔪᖃᖃᑦᑕᕈᓐᓇᕐᒥᔪᖅ ᐅᓇ ᐅᑎᕐᕕᒋᓗᒍ, ᓲᕐᓗ 

ᐊᑐᖅᐸᓚᐅᖅᓯᒪᒻᒥᔭᕗᑦ. ᑮᓇᐅᔭᓕᕆᔨᒃᑯᑦ ᑕᒫᓂ 

ᐱᓕᕆᔨᒃᓴᖅᓯᐅᖅᑎᒥᒃ ᐃᓄᓕᕆᔨᓴᖅᓯᐅᖅᑎᓂᒃ 
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of Finance to have a dedicated staffing 

consultant for social workers and for this 

department. That’s another practice that we 

think, if we can work with our other 

department, we can find some efficiencies 

there to kind of reduce some of those 

delays.  

 

I hope that answers the question. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you for your 

answer. Thank you, Mr. Chairman. It leads 

me into thinking about hiring and you 

mentioned the university down south. In 

this report, it states here that as a 

department, you have been working with 

Nunavut Arctic College to review the 

Human Services Program to ensure that the 

program results in graduates who are 

employable. Can you provide us with a 

status on these discussions? Thank you, 

Mr. Chairman. 

 

Chairman: Thank you, Ms. Angnakak. 

Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. To 

date, there have been, I believe, two multi-

party meetings with Nunavut Arctic 

College staff. The college has approached 

this department and other departments and 

organizations that may be able to utilize 

individuals with that type of skill set and 

that certification.  

 

Staff from our Child and Family Services 

Division have participated in those 

discussions to provide input into what that 

program would look like down to the 

course level, the competencies, and to 

update it so that, as I said earlier, it aligns 

ᐊᑐᐃᓐᓇᐅᔪᓂᒃ ᐱᑕᖃᖃᑦᑕᖁᔨᓪᓗᑕ ᖃᐅᔨᒪᔭᕌᖓᑦᑕ  

 

 

 

ᑖᒃᑯᐊ ᓄᖅᑲᕋᔪᑦᑐᐊᓘᒻᒪᑕ ᑕᐃᒪ ᐊᑐᐃᓐᓇᐅᔪᓂᒃ 

ᓇᓪᓕᐅᒃᑯᒫᓂᒃ ᐱᖃᖅᑎᑦᑎᖃᑦᑕᖅᑐᑕ. 

 

 

ᑭᐅᒐᓗᐊᖅᐸᕋᖃᐃ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ.  

 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᐃᒪᓐᓇ ᑭᐅᒐᕕᑦ, 

ᒪᓕᑦᑎᐊᖅᑎᐅᒐᕕᑦ. ᑕᐃᒪᓕ ᐃᓱᒪᓕᖅᐳᖓ 

ᐱᓕᕆᔨᑖᖅᑐᖅ ᐃᓕᓐᓂᐊᕐᕕᔾᔪᐊᕐᓂᖅ ᖃᓪᓗᓈᓂ. 

ᐅᖃᖃᑦᑕᖅᓯᒪᒻᒪᑦ ᑖᒃᑯᐊᒎᖅ ᐅᑭᐅᖅᑕᖅᑐᒥ 

ᓯᓚᑦᑐᖅᓴᕕᓕᕆᔨᓂᑦ ᐱᓕᕆᔨᖃᑦᑕᕐᓂᐊᕋᔅᓯᒎᖅ ᐅᑯᐊ 

ᐃᓕᓐᓂᐊᒐᓂᑉᐸᓪᓕᐊᔪᓂᒎᖅ ᐱᓕᕆᔨᑖᖅᑐᖅᑕᕐᓂᐊᕋᔅᓯ. 

ᑕᐃᒪ ᐅᖃᐅᑎᔫᓪᓗᐊᖅᐱᑎᒍ ᑕᒪᓐᓇ ᖃᓄᖅ (ᐊᐃᑐᒥᑦ) 

ᐊᑐᖅᑕᕐᒪᖔᔅᓯ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐊᖕᓇᑲᖅ. 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᓐᓇ 

ᐊᐱᕆᒻᒪᑦ. ᐄ, ᑕᐃᒪ ᐅᓪᓗᒥᒧᑦ ᑎᑭᑦᑐᒍ ᒪᕐᕉᓐᓂᒃ 

ᐱᓕᕆᔨᑖ, ᐃᓛᒃ ᒪᕐᕈᐃᖅᑐᑕ 

ᐅᖃᖃᑎᖃᖃᑦᑕᖅᓯᒪᓕᖅᑐᒍᑦ ᑲᑎᒪᖃᑎᖃᖃᑦᑕᖅᑐᑕ. 

ᐃᒻᒪᖄᓗ ᐊᓯᕗᑦᑕᐅᖅ ᑕᐃᓐᓇ 

ᓯᓚᑦᑐᖅᓴᕐᕕᓕᕆᔨᒃᑯᓐᓂᑦ ᐅᖃᖃᑎᖃᑕᔪᒻᒪᑕ. 

ᖃᓄᐃᑦᑐᓂᒃ ᐊᔪᓐᖏᑦᑐᓂᒃ ᐱᑕᖃᖅᑑᔮᕐᒪᖔᑕ 

ᐃᓕᓐᓂᐊᕌᓂᒃᐸᓪᓕᐊᔪᓂᒃ.  

 

 

ᑕᐃᒪ ᐊᑐᐃᓐᓇᐅᔪᖃᕌᖓ ᐱᓕᕆᔨᓐᖑᑐᐃᓐᓇᕆᐊᓕᓐᓂᒃ 

ᑕᐃᒪ ᑕᐃᒪᓐᓇ ᐃᖅᑲᓇᐃᖅᓯᒪᕙᒌᖅᑐᑕ 

ᓂᖏᖅᓯᒪᕙᒌᖅᑐᑕ ᐅᖃᖃᑎᒋᒐᓗᑦᑐᒋᑦ 

ᐱᔫᓪᓗᐊᖅᑎᐅᔪᒍᑦ. ᑕᐃᒪ 

ᐃᓕᓐᓂᐊᑎᑦᑎᔫᓪᓗᐊᑦᑎᐊᑐᐊᕌᖓᑕ ᓯᓚᑦᑐᖅᓴᕐᕕᓕᕆᔨ 

ᐃᓄᓕᕆᔨᒃᓴᕋᓗᓐᓂᑦ. ᑕᐃᒪ ᑖᓐᓇ ᐊᑐᖅᑑᓪᓗᐊᔪᔭᕗᑦ  
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directly into what we need in individuals so 

that, essentially, when they graduate, 

they’re employable and they have the skills 

that would allow them to be entry-level 

people to work for the department and then 

ladder up through our professional 

development training.  

 

That’s where we are right now. It’s my 

understanding and hopefully my 

information isn’t obsolete, but I think that 

there is shortly going to be another meeting 

amongst those groups to move it to the next 

level. Since you’re talking about post-

secondary and training, it’s sort of my area 

and once that program is complete, it will 

go through a post-secondary designation 

process through this department to make 

sure that it’s eligible for Financial 

Assistance for Nunavut Students, for 

example. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. 

MacDonald, for your answer. That’s 

encouraging to hear. I hope that you can go 

as fast as you can because things in 

government often take a long time.  

 

It also states in here that as a department, 

you are going to develop a system to 

monitor vacancies and staffing activity. 

Has this system been developed and, if so, 

what are the results? Thank you, Mr. 

Chairman.  

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. No, that system has not been 

developed. We do have a system in place 

now for tracking children in care, for 

example. It’s one of these interim measures 

that we’re employing to try to address what 

 

 

 

 

ᑕᐃᑲᓂ ᐊᔪᓐᖏᑦᑑᖅᑕᖃᑐᐊᕐᓂᖅᐸᑦ 

ᐃᓄᓕᕆᔨᐅᔫᓪᓗᐊᓂᕐᒥᒃ, ᐃᓛᒃ ᓄᑕᖅᑭᕆᔫᓪᓗᐊᓂᕐᒥᑦ. 

 

 

ᓄᑕᕋᓕᕆᔨᒐᔪᓐᓂᑦ ᑕᒪᒃᑯᓄᖓ ᐃᓚᒌᑦᑐᓕᕆᔨᕋᓗᓐᓂᑦ 

ᐊᒥᓱᓂᑦ ᐊᔪᓐᖏᑦᑐᓂᑦ ᐱᑕᖃᑐᐊᕐᓂᖅᐸᑦ 

ᐃᓕᓐᓂᐊᖅᓯᒪᔪᓂᓪᓗ ᑕᐃᒪ ᐱᓕᕆᖃᑎᒋᑦᑕᓂᐊᖅᑕᕗᑦ, 

ᑲᑎᒪᖃᑎᒋᑦᑕᓂᐊᖅᑕᕗᑦ ᓱᓕ ᑕᐃᒃᑯᐊ. ᐃᓛᒃ ᑕᐃᒪ 

ᐅᖃᐅᓯᖃᕋᕕᑦ ᑕᒪᒃᑯᓂᖓ ᐃᓕᓐᓂᐊᒐᓂᖅᓯᒪᓕᖅᑐᓂᑦ 

ᐊᒻᒪ ᐃᓕᓐᓂᐊᑲᓐᓂᖅᑐᓂᑦ. ᑕᐃᒪ ᖃᓄᖅ 

ᐱᓕᕆᔨᖃᖅᑕᓗᓐᓂᐊᖅᑐᒍᑦ ᑕᐃᒪᓐᓇᐃᑦᑐᓂᑦ 

ᕿᓂᖃᑦᑕᒥᐊᖅᑐᒥᒃ ᖃᖓᓗᑦᑖᖅ, ᐱᓕᕆᔨᒃᓴᓂᒃ. 

ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᓯᔅ ᐊᖕᓇᑲᖅ.  

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ, ᒥᔅᑕ ᒪᒃᑖᓄᑦ 

ᑕᐃᒪᓐᓇ ᑭᐅᒐᕕᑦ. ᓂᕆᐅᓇᑲᓴᓕᖅᐳᖅ ᑕᐃᒪ. ᑕᐃᒪᑐᖅ 

ᑎᐊᓇ ᐱᐊᓚᑦᑎᐊᒥᐊᕆᔅᓯ ᒐᕙᒪᑎᒍᑦ, ᐃᓛᒃ 

ᐱᐊᓚᐃᑦᑐᒐᔮᖃᑕᒥᐊᖑᒍᕋᓗᐊᕐᒪᑕ ᒐᕙᒪᐃᑦ. 

 

 

 

ᑕᐃᒪ ᓄᑕᕋᓕᕆᔨᐅᔪᑎᒍᑦ ᑕᒪᒃᑯᓂᖓ 

ᐱᓕᕆᔨᑖᕐᓂᓗᒋᐊᖃᕐᓂᑎᓐᓂ ᐋᖅᑭᒃᓱᐃᓂᐊᖅᓯᒪᒐᔅᓯ 

ᑕᒪᓐᓇ ᖃᓄᖅ ᐱᑦᑎᐊᖅᑎᒋᕙ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ.  

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᓇᐅᒃ, 

ᑖᓐᓇ ᓱᓕ ᐃᖅᑲᓇᐃᖅᓯᒪᓐᖏᑕᕗᑦ. ᒫᓐᓇᓕ 

ᐊᖅᑮᓯᒪᒐᓗᐊᖅᑐᒍᑦ ᒪᓕᒃᖢᑖ ᓄᑕᖅᑲᓂᒃ ᖃᑉᓯᓂᒃ 

ᒥᐊᓂᕆᔭᐅᔪᓂᒃ ᐊᖓᔪᖅᑳᓐᖑᐊᖃᖅᑎᑕᐅᔪᓂᒃ 

ᐊᑖᑕᓐᖑᐊᖅ ᐊᓈᓐᓇᓐᖑᐊᓕᕋᓗᓐᓂᒃ ᓇᓃᕋᓕᒻᒪᖔᑕᓗ 

ᓄᑕᕋᐅᓯᖏᓐᓂ. 
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are some obvious shortfalls there. We need 

to be able to report on that, for example. 

 

Our intent is to develop the staffing system, 

but that’s a little different because it’s not 

something that can be done entirely within 

the Division of Child and Family Services, 

for example. It involves working even 

within our own department through our 

Corporate Services Division and their HR 

people. Of course, we’re sort of dealing 

with other organizations after that as well 

when it comes to the staffing process.  

 

We want to be able to make sure that 

within our department, our frontline 

positions, which are key, are prioritized in 

queue in terms of staffing and we can track 

where they are at any stage. Really, has a 

job action request been submitted? Where 

is it in the pipeline? We would like to be 

able to know that at any given time so that 

we can project or anticipate when we can 

expect to get a person in a position. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Thank you, Mr. MacDonald. I just want to 

go back a little bit about the ability to 

attract and retain qualified, competent staff. 

In your opening address, you said that one 

of the reasons in being able to do that is 

having proper housing and stuff. I’m just 

wondering: does housing come with the 

job? When you advertise for a social 

worker, does that position come with 

housing? Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thanks for the question. 

Whenever we initiate the staffing process, 

 

 

ᐄ, ᒪᓕᒃᓴᖅᑕᕋᓗᐊᖅᑐᒍᑦ ᑭᓯᐊᓂ ᒫᓇᓕ  

 

ᐱᓕᕆᔨᑖᖅᑐᖅᐸᓪᓕᐊᓂᐊᓕᓵᕋᑉᑖ. ᐅᑯᐊ ᐊᑦᑕᐅᒻᒪᑦ 

ᑭᓯᐊᓂ ᐅᕙᒍᐃᓐᓇᖅ ᐱᔫᓪᓗᐊᖏᓐᓇᑉᑕ 

ᓄᑕᕋᓕᕆᔨᐅᔪᓄᑦ, ᐃᓛᒃ ᐅᕙᒍᑦ ᑎᐊᑦᓇ 

ᐱᓕᕆᐊᒃᓴᖅᓯᐅᖅᑎᓕᕆᔨᖁᑎᖃᕋᓗᐊᖅᑐᒍᑦ ᑭᓯᐊᓂ 

ᓄᓇᕘᑉ ᒐᕙᒪᓪᓗᐊᕕᖏᑦ ᑎᐊᑦᓇᐃᑦᑐᓕᕆᔨᖃᒻᒫᒻᒥᒻᒪᑖ. 

 

 

 

 

 

 

ᑮᓇᐅᔭᖅᑕᖃᕌᖓᑦ ᐃᒡᓗᔾᔪᐊᖅᑕᖃᕌᖓᑦ ᑎᐊᑦᓇᕋᓗᒃ 

ᐱᔾᔪᑎᓕᒃᑕᖃᕋᔪᒻᒪᑦ ᑕᐃᒫᒃ, ᓯᕗᓪᓕᖅ ᓇᓕᐊᓐᓂᒃ 

ᐃᓱᒪᖅᑳᕆᐊᖃᕐᒪᖔᑦᑕ ᐃᓛᒃ, ᒫᓐᓇᐅᔪᖅ 

ᐊᖑᒪᓂᓗᒃᑕᖅᓯᓐᓇᖅᑐᒍᑦ ᓇᒧᐊᒃᐸᓪᓕᐊᒻᒪᖔᑕ ᑭᑐ 

ᐊᐃᕙᓪᓕᐊᒻᒪᖔᑖ ᑭᑐᑦ ᐅᑎᖅᐸᓪᓕᐊᒻᒪᖔᑦᑕ ᑭᑐᓪᓗ 

ᖃᑉᓯᓪᓗ ᑎᒍᔭᐅᕙᓪᓕᐊᒻᒪᖔᑕ, ᐊᓈᓇᖏᓐᓂᒃ 

ᐊᑖᑕᖏᓐᓂᓪᓗ. ᑖᒃᑯᓂᖓ ᐊᖑᒻᒪᑎᓂᓗᒃᓯᓐᓇᓗᐊᖅᑐᒍᑦ 

ᒐᕙᒪᐅᓪᓗᑕ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐊᓐᓇᒃᑳᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ): ᒪ’ᓈ ᐃᒃᓯᕙᐅᑖᖅ ᐊᒻᒪᓗ ᒪ’ᓈ 

ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᑕᐃᒪ ᐅᑎᕝᕕᒋᓚᐅᓐᓈᓪᓚᒍ ᐅᓇ. 

ᐱᓕᕆᔨᑖᖅᑐᖅᑑᓪᓗᐊᕐᓂᖅ ᓄᑕᕋᓕᕆᓂᒻᒥᖅ 

ᖃᐅᔨᒪᑦᓯᐊᖅᑐᔾᔪᐊᓐᓄᑦ ᑕᐃᑲᓂ ᐅᖃᕆᐊᕼᐋᖅᖢᓯ 

ᐅᖃᓚᐅᕋᑉᓰ, ᑖᓐᓇᒎᖅ ᐱᔾᔪᑎᒋᔭᐅᔪᖅ ᐃᓚᖓ ᑎᐊᑦᓇ 

ᐱᐊᓚᓘᓪᓗᐊᑦᑕᖅᕼᐃᒪᒐᑉᕼᐃ 

ᐃᒡᓗᖁᑎᖃᑦᓯᐊᑦᑕᓐᓂᔾᔪᐊᑉᕼᐃᓐᓄᑦ. ᑕᐃᒪ 

ᐃᕼᐅᒪᕼᐃᓐᓇᖅᑐᖓ ᐅᓇ ᐃᒡᓗᖃᖅᑎᑕᐅᔪᓗᒃᑖᖑᕙᓐ 

ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᕼᐊᐃᑦ? 

ᐃᒡᓗᖃᖅᑎᑕᐅᓂᖏᖅᕼᐃᒪᕙᒌᕼᐅᖅᐱᕼᐄ? 

ᐃᒡᓗᔾᔪᐊᓐᓂ ᓄᑖᓄᑦ ᐃᓄᐃᑦ ᓄᓇᖏᓐᓂᒃ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐊᖕᓇᑲᖅ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ ᐊᐱᕆᒻᒪᑦ 

ᑕᐃᒪᓐᓇ. ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᒋᐊᕌᖓᑉᑕ ᑖᒃᑯᐊ 

ᐃᒡᓗᔾᔪᐊᖅᑖᕈᒪᕕᒌᓲᖑᒻᒪᑕ ᐃᒪᓐᓇ ᐅᑯᐊ 
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it’s the hiring department that initiates the 

request for housing. For a frontline position 

that’s of such a critical nature, we always 

request housing with it.  

To be perfectly honest and perfectly clear, 

sometimes there isn’t a person available 

with the skill set to take that position, so 

then you’re left with a scenario where you 

have to try to get somebody. That’s where 

you get into the casual or some other sort 

of attempt to meet the need. I just want to 

be very forthright with you about that and 

that can be a situation where we come into 

housing difficulties because housing might 

not be available for that individual.  

 

I hope that addresses your question. Thank 

you. 

 

Chairman: Thank you, Mr. MacDonald. 

Ms. Angnakak. 

 

Ms. Angnakak: Thank you, Mr. Chairman. 

Thank you for that answer. It leads me to 

my next question. In the past, even 

recently, you hear about housing and the 

problems with housing and staffing. The 

area of social works is very important and 

much needed in the communities.  

 

You hear sometimes that people from the 

community who are hired don’t get 

housing versus people whom you hire from 

down south automatically get housing. Is 

this the case, do you think, for social 

workers in the community who are perhaps 

beneficiaries and from Nunavut? Thank 

you, Mr. Chairman. 

 

Chairman: Thank you. Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I think that’s a good question. I 

have heard of that as well and actually, not 

in the area of social services but within my 

normal duties, it comes up as a barrier to 

ᐃᓄᓕᕆᔨᐅᔪᑎᒍᑦ ᓄᑕᖅᑭᕆᔨᑦ. ᐄ, ᑕᐃᒪ ᖃᖓᓕᒫᖅ 

ᐱᔪᒪᓯᒪᕕᓲᖑᔪᒍᑦ. 

 

 

ᑭᓯᐊᓂᓕ ᓴᒡᓗᖏᓪᓚᕆᓐᓂᐊᕈᒪ, ᑭᓯᐊᓂ ᐃᓛᓐᓂᒃᑯᑦ 

ᐃᒡᓗᑕᖃᕋᓗᐊᖅᑎᓪᓗᒍ ᑭᓯᐊᓂ ᐊᔪᓐᖏᑦᑐᓂᒃ 

ᓇᓂᓯᓂᖅ ᐊᔪᓕᓲᖑᓕᖅᐸᒻᒥᒐᑦᑕ ᑕᐃᒫᒃ, ᐃᓛᓐᓂᒃᑯᑦ 

ᐱᓕᕆᑐᐃᓐᓇᑲᐃᓐᓇᖅᑐᓂᒃ ᐊᑐᖅᑖᕆᐊᖃᓕᓲᖑᕙᒃᑲᑉᑕ. 

ᑕᐃᒪᓕ ᑕᐃᒪᐃᒻᒪᑦ ᐅᖃᐅᑎᑦᑎᐊᕈᒪᔭᒋᑦ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᑐᐃᓐᓇᖅᑐᑦ ᓇᐃᑦᑐᒥᒃ 

ᐃᒡᓗᔾᔪᐊᖃᖅᑎᑕᐅᖃᑦᑕᕈᓐᓇᖏᒻᒪᑕ ᒐᕙᒪᒃᑯᓐᓄᑦ. 

ᑖᓐᓇ ᐃᓕᖅᑯᓯᕗᑦ ᒪᓕᒃᖢᒍ. 

 

 

 

 

 

ᑕᐃᒪ ᑕᑉᓱᒥᖓ ᑐᑭᓯᓂᖅᓴᐅᔪᒃᓴᐅᕗᑎᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. ᒥᔅ 

ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 

ᑕᐃᒪᓐᓇ ᑭᐅᑦᓯᐊᕋᕕᑦ ᑕᐃᒪᓕ ᐊᐱᕆᔪᒪᓯᕗᖓ ᐃᒪᓐᓇ. 

ᖃᖓᐅᔪᔪᒥ ᐊᓂᒍᖅᑐᓂ ᐅᑭᐅᓂᒃ ᑕᒪᓐᓇ ᐃᒡᓗᖃᓐᓂᖅ 

ᐊᔪᓐᓇᖅᑐᐋᓗᖃᑦᑕᒻᒪᑦ ᐊᒻᒪ ᐊᒥᒐᖅᑐᐋᓗᒻᒪᑕ ᐊᒻᒪᓗ 

ᐃᓄᓕᕆᓂᖅ ᑕᒪᓐᓇ ᓄᑕᖅᑭᕆᓂᓪᓗ 

ᓂᖃᐃᑐᖅᑎᓕᕆᓂᓪᓗ ᐊᔪᖅᓴᖅᑐᓕᕆᓂᓪᓗ ᑕᒪᓐᓇ 

ᐱᒻᓚᕆᐋᓘᓂᕋᖅᑕᐅᓪᓗᓂ ᓄᓇᓕᖕᓂᑦ. 

 

ᐃᓛᓐᓂᒃᑯᑦ ᑐᓴᖅᐸᒃᑲᑉᑕ ᑖᒃᑯᐊ ᓄᓇᓕᓐᓂᒻᒥᐅᑦ 

ᐱᓕᕆᐊᖅᑖᖅᑎᑕᐅᔫᒐᓗᐃᑦ ᓄᓇᓕᒻᒥᐅᑕᐅᑐᐊᖅᐸᑦ 

ᐃᒡᓗᖃᖅᑎᑕᐅᖃᑦᑕᖏᒻᒪᑕ ᑭᕼᐃᐊᓂ 

ᖃᑉᓗᓈᓂᖔᖅᑐᖃᓐᓂᐊᕌᖓᑦ ᐃᒡᓗᖃᖅᑎᑕᐅᑉᓗᑎᒃ 

ᑕᐃᒪᐃᓐᓇᐃᑦᑐᒥᒃ ᐃᓕᖅᑯᓯᖃᖅᐱᓰ? ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᐱᖅᑯᑎᑦᑎᐊᕙᒃ ᑐᓴᖃᑦᑕᖅᓯᒪᔭᕋᓗᐊᕋ ᑭᓯᐊᓂ ᑖᒻᓇ 

ᐊᐱᖅᑯᓯᖅ ᐅᕙᒍᑦ ᑲᒪᒋᔭᕆᓐᖏᑕᕋᓗᐊᕗᑦ ᐃᓛᒃ ᐅᕙᒍᑦ 

ᖃᐅᔨᒪᖃᑦᑕᖅᑕᕗᑦ ᑖᒻᓇ ᐃᖢᐃᕈᑕᐅᖃᑦᑕᒻᒪᑦ 

ᐱᓕᕆᔨᑖᕈᒪᒐᓗᐊᖅᖢᑕ ᓄᓇᓕᒻᒥ ᐱᓂᐊᖅᐸᑦ 

ᐱᓕᕆᑲᐃᓐᓇᖅᑐᐃᓐᓇᓐᓂᐊᖅᑐᖅ 
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employment. It’s a labour market barrier. 

It’s something that I’m well aware of that 

occurs.  

 

Now, to give you a specific answer on 

whether some of our existing social 

workers have not been offered housing if 

they were given a job in a community, I 

couldn’t answer that. We would have to 

check and get back to you on that, but we 

definitely believe that it’s an issue that 

occurs for sure. Thank you. 

 

Chairman: Thank you. Ms. Angnakak. 

 

Ms. Angnakak (interpretation): That’s it. 

 

Chairman: I have no other names. Mr. 

Enook. 

 

Mr. Enook: Thank you, Mr. Chairman. 

(interpretation) While we are on the human 

resources subject, I would like further 

clarification, although part of the matter 

was voiced by one of my colleagues. This 

is related to casual employees, as there is a 

statement highlighting the fact that many of 

the positions are staffed by casual 

employees while the department is trying 

to fill the full-time positions.  

 

What I want to ask about is this matter 

related to the position’s supervisors. When 

staff has to travel to fulfill their duties and 

have to leave their office and they are part 

of the management levels, how do you deal 

with an interim replacement while the 

person is away? Thank you, Mr. Chairman. 

 

Chairman: Thank you, Mr. Enook. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. 

Normal practice, within our department 

anyways, is if a person in a position of 

ᐃᒡᓗᖃᖅᑎᑕᐅᖃᑦᑕᖏᒻᒪᑕ. 

 

 

 

ᑕᒪᒃᑯᐊ ᐱᓕᕆᐊᖅᑖᖅᑑᒐᓗᐃᑦ ᓲᓪᓗ 

ᐃᒡᓗᖃᓐᓂᕋᒐᐅᓂᒻᒥᒃ ᑮᓇᐅᔭᖅᑖᒃᑲᓐᓂᕆᓱᐃᑦᑑᓪᓗᒍ 

ᐃᒡᓗᖃᓐᓂᖅ ᐱᔾᔪᑎᒋᑉᓗᒍ ᑭᕼᐃᐊᓂ ᑖᓐᓇ 

ᖃᐅᔨᒪᔭᕗᑦ ᑕᐃᒪᐃᑦᑐᖃᖃᑦᑕᖅᓯᒪᒻᒪᑦ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐊᖕᓇᑲᖅ. 

 

ᐊᖕᓇᑲᖅ (ᑐᓵᔨᒃᑯᑦ) ᐊᕼᐆᖅᑐᖓ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᐊᑎᖅᑕᖃᓐᖏᓕᕋᒪ, ᐄ, ᒥᔅᑕ 

ᐃᓄᒃ. 

 

 

ᐃᓄᒃ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

(ᑐᓵᔨᒃᑰᕈᓐᓃᖅᑐᖅ) ᑕᕝᕙᓂ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᑦᑎᓐᓂ 

ᑐᑭᓯᒋᐊᒃᑲᓐᓂᕈᒪᓪᓗᖓ ᑲᑎᒪᔨᐅᖃᑎᒋᔭᒪ 

ᐅᖃᐅᓯᕆᔭᕋᓗᐊᖓᑦ ᐃᓚᖓ. ᑕᐃᒃᑯᓄᖓ 

ᐃᖅᑲᓇᐃᔭᓚᐅᑲᖃᑦᑕᖅᑐᓄᑦ ᐅᖃᖅᓯᒪᔪᖃᕐᒪᑦ 

ᐅᓄᖅᑐᒻᒪᕆᐊᓗᐃᒡᒎᖅ ᐃᖅᑲᓇᐃᔭᓚᐅᑲᑐᐃᓐᓇᖅᑐᓄᑦ 

ᒫᓐᓇ ᐃᓂᒋᔭᐅᖕᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓚᑦᑖᒥᒃ ᐃᒻᒪᖃ 

ᕿᓂᕋᓱᖕᓂᖏᓐᓂ. 

 

ᐆᒥᖓᓕ ᐊᐱᕆᔪᒪᔪᖓ ᑕᐃᒃᑯᐊ ᑲᒪᔨᐅᖃᑦᑕᖅᑐᑦ, 

ᐊᐅᓪᓚᖅᓯᒪᓚᐅᑲᒃᑐᖃᕆᐊᖃᖅᐸᑦ ᐃᖅᑲᓇᐃᔮᒥᓂᒃ 

ᕿᒪᐃᓯᒪᔭᕆᐊᖃᖅᐸᑦ ᑲᒪᔨᐅᖃᑕᐅᓗᓂᓗ, ᖃᓄᕐᓕ 

ᑭᖑᕝᕕᖅᑕᐅᓚᐅᑲᖕᓂᖓ ᐋᖅᑭᒃᓯᒪᒐᔭᖅᐸ? ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᓄᒃ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒡᓗ ᐊᐱᖅᑯᑎᒧᑦ. ᐃᒪᐃᒐᔪᒃᑐᒍᓪᓕ ᑲᒪᔨᐅᔪᖅ 

ᑭᖑᕝᕖᓚᐅᑲᒋᐊᖃᕈᓂ ᓯᐊᓛᕆᔭᖏᑕ ᐃᓚᖓᓂᒃ 

ᐃᒪᐃᓐᓇᓱᓲᖑᔪᒍᑦ ᕿᓚᒥᐅᔾᔫᒥᓂᐊᕈᓂ  
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supervisory responsibility has to take over 

the duties of one of their subordinates, 

what we try to do is, if it’s a short-term 

measure, it’s something temporary, we 

wouldn’t immediately try to backfill the 

supervisor role or the manager role, 

whatever level it may be. If it becomes a 

longer term issue, then we would have to 

appoint somebody else to act in their 

position.  

 

Of course, at the end of the day, what we 

are trying to do is find the original person 

to fill that position, the one that they are 

backfilling. By and large, if it’s temporary, 

we don’t put somebody in there. Hopefully 

that answers it. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Enook. 

 

Mr. Enook (interpretation): Thank you, 

Mr. Chairman. Perhaps I can ask a 

supplementary question to clarify the issue. 

An example is if a manager has to travel 

for a two-week period and they are the 

supervisor for positions beneath them. 

Would the manager require someone to act 

in their position? Where would they find a 

person to act as the manager? Thank you, 

Mr. Chairman. 

 

Chairman: Mr. MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. Thank you for the question. The 

next higher person in the organizational 

chart would be responsible to take over the 

responsibilities of the vacated position on a 

temporary basis, of course. Within our 

organizational chart, it would probably be a 

regional director. Those would be 

individuals located in Pangnirtung, Rankin 

Inlet, and Cambridge Bay. Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

 

 

 

 

ᐃᓇᖏᓚᐅᑲᒐᓱᒐᔭᓐᖏᑕᕗᑦ ᑲᒪᔨᐅᓂᕆᔭᖓᓄᑦ, ᑭᓯᐊᓂ 

ᐊᑯᓂᐅᓂᖅᓴᒨᓕᕐᓂᕈᓂ ᐊᓯᒃᓴᖓᓂᒃ 

ᑎᒃᑯᐊᖅᓯᒋᐊᖃᓕᓲᖑᔪᒍᑦ. 

 

 

 

 

 

ᕿᓃᓐᓇᖅᐸᒃᑲᓗᐊᖅᑐᒍᑦ ᐃᓕᔭᐅᒐᔭᖅᑐᒥᒃ ᑕᐃᔅᓱᒧᖓ 

ᐃᖅᑲᓇᐃᔮᒧᑦ ᑭᖑᕝᕖᓚᐅᑲᕈᑕᐅᔪᒧᑦ. ᑭᓯᐊᓂᓕ 

ᓯᕕᑭᑦᑑᓂᐊᓐᖏᑎᓪᓗᒍ ᑲᒪᔨᐅᔪᖅ ᑭᖑᕝᕖᕙᓐᖏᑕᕗᑦ. 

ᑭᐅᑦᓯᐊᕋᓗᐊᖅᐳᖓᖃᐃ? ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐃᓄᒃ. 

 

 

 

ᐃᓄᒃ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᒻᒪᖄ 

ᐊᐱᕆᒋᐊᒃᑲᓐᓂᕈᒪ ᓇᓗᓇᐃᕆᐊᒃᑲᓐᓂᕐᓗᒍ. ᓲᕐᓗ 

ᑲᒪᔨᐅᔪᖅ ᐊᐅᓪᓚᕐᓂᐊᖅᐸᑦ ᐱᓇᓱᐊᕈᓰᖕᓄᑦ ᒪᕐᕉᖕᓄᑦ 

ᑲᒪᔨᐅᓗᓂ. ᑭᖑᕝᕕᖅᑕᐅᒐᔭᖅᐹ, ᓇᑭᓪᓗ 

ᑭᖑᕝᕕᖅᑕᐅᒐᔭᖅᐸ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᖅᑯᑎᒧᑦ. ᑲᒪᔨᐅᔫᑉ ᑐᒡᓕᒃᑲᓐᓂᒃᓴᖓ 

ᑭᖑᕝᕕᖅᑎᐅᓚᐅᑲᒋᐊᖃᕋᔭᖅᑐᖅ. ᐊᖓᔪᖅᑲᐅᑎᑦᑎᓐᓂ 

ᐅᓇᐅᒐᔭᖅᑰᖅᑐᖅ ᐊᕕᒃᑐᖅᓯᒪᔪᓄᑦ ᐊᐅᓚᑦᑎᔨ ᓲᕐᓗ 

ᐸᖕᓂᖅᑑᒥ, ᑲᖏᖅᖠᓂᕐᒥ ᐃᖃᓗᒃᑑᑦᑎᐊᒥᓗ. ᖁᔭᓐᓇᒦᒃ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐃᓄᒃ. 



 92 

Mr. Enook. 

 

Mr. Enook (interpretation): Thank you, 

Mr. Chairman. Here I am stating that the 

manager has to travel for a two-week 

period, but they will return after this 

period. So you wouldn’t need to bring in a 

replacement from outside the community, 

you would look to appoint an acting 

manager from that community, and you 

don’t fly in an acting manager for the two-

week period. Thank you, Mr. Chairman.  

 

Chairman: Thank you, Mr. Enook. Mr. 

MacDonald. 

 

Mr. MacDonald: Thank you, Mr. 

Chairman. I believe, if I understand your 

question correctly, I think you’re saying 

that if it was somewhere within a two-week 

timeframe, so there were two weeks when a 

social worker position was vacant, and if 

we brought in a supervisor to cover off that 

position, if it was any longer than two 

weeks would we pull someone into a 

community to fill the supervisor’s role, am 

I understanding that correctly? I apologize.  

 

Chairman: Thank you, Mr. MacDonald. 

Mr. Enook, please correct me if I’m wrong, 

but I think what he’s trying to get at is if a 

supervisor has to be replaced for a two-

week period, who takes that position? You 

have alluded too that it will go to the 

regional director, but they have other duties 

and responsibilities as well. Who is on the 

ground, I think, is where Mr. Enook is 

trying to get to. Mr. MacDonald. 

 

Mr. MacDonald: Thank you. It must be 

Friday afternoon.  

 

I think what would happen would be that 

there wouldn’t be someone on the ground 

for such a short timeframe as two weeks. 

The regional director... . Well, let me back 

 

ᐃᓄᒃ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑲᒪᔨᐅᔪᖅ 

ᐱᓇᓱᐊᕈᓰᖕᓂᒃ ᒪᕐᕉᖕᓄᑦ ᐊᐅᓪᓚᖅᓯᒪᓚᐅᑲᒋᐊᖃᖅᐸᑦ  

 

ᐅᑎᕐᓂᐊᕐᓗᓂ ᑎᑭᑎᑦᑎᒐᔭᓐᖏᑦᑐᓯ ᑕᕝᕗᖓ 

ᓄᓇᓕᖕᓄᑦ ᑕᕝᕙᓐᖓᑦ ᓄᓇᓕᖕᓃᑦᑐᒥᒃ 

ᑎᓕᓯᒪᓚᐅᑲᒃᑲᔭᖅᑐᓰ ᑎᑭᑎᑦᑎᓲᒍᓐᖏᑦᑐᓯ 

ᑕᕝᕙᓃᓚᐅᑲᖕᓂᐊᖅᑐᒥᒃ ᓲᕐᓗ ᐱᓇᓱᐊᕈᓰᖕᓄᑦ 

ᒪᕐᕉᖕᓄᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᓄᒃ. ᒥᔅᑕ 

ᒪᒃᑖᓄᑦ. 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

ᑐᑭᓯᐊᑦᑎᐊᕈᒃᑯ ᐊᐱᖅᑯᑎᒋᔭᖓ, ᐅᖃᖅᑰᕋᕕᑦ 

ᐱᓇᓱᐊᕈᓰᓐᓄᑦ ᒪᕐᕉᓐᓅᖓᓂᐊᕈᓂ 

ᐃᓄᓕᕆᔨᑕᖃᐅᓐᖏᑎᓪᓗᒍ ᐊᒻᒪᓗ ᑲᒪᔨᒥᒃ 

ᑎᑭᑎᑦᑎᒍᑦᑕ, ᐊᑯᓂᐊᓂᖅᓴᐅᓂᐊᕐᓂᕈᓂ ᐊᓯᖔᖓᓂᒃ 

ᑎᑭᑎᑦᑎᒐᔭᕐᒪᖔᑦᑕ ᑲᒪᔨᐅᓚᐅᑲᒐᔭᖅᑐᒥᒃ? 

ᑕᐃᒫᑦᑎᐊᖑᒐᓗᐊᖅᐳᖓᖃᐃ? ᒪᒥᐊᓇᐅᒐᓗᐊᖅ. 

 

 

 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

ᒥᔅᑕ ᐃᓄᒃ, ᐅᖃᐅᑎᓂᐊᖅᐸᕐᒪ ᑕᒻᒪᕈᒪ, ᑲᒪᔨ 

ᑭᖑᕝᕕᖅᑕᐅᓚᐅᑲᒋᐊᖃᕐᓂᐊᕈᓂ ᐱᓇᓱᐊᕈᓰᓐᓄᑦ 

ᒪᕐᕉᓐᓄᑦ ᑭᓇᒧᑦ ᑭᖑᕝᕕᖅᑕᐅᓚᐅᑲᒐᔭᕐᒪᖔᖅ ᐊᒻᒪᓗ 

ᑭᐅᖅᑲᐅᓪᓗᑎᑦ ᐊᕕᑦᑐᖅᓯᒪᔪᓄᑦ ᐊᐅᓚᑦᑎ 

ᑭᖑᕝᕖᓚᐅᑲᓕᕋᔭᕐᒪᑦ, ᑭᓯᐊᓂᑦᑕᐅᖅ ᑖᒃᑯᐊ ᐊᓯᖏᓐᓂᒃ 

ᑲᒪᒋᔭᖃᐅᒻᒥᒻᒪᑕ. ᒥᔅᑕ ᐃᓄᒃ ᐊᐱᕆᖅᑰᖅᑐᖅ 

ᑭᒃᑯᒃᑲᓐᓃᑦ ᐊᑐᐃᓐᓇᐅᒐᔭᕐᒪᖔᑕ. ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

 

 

 

ᒪᒃᑖᓄᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᐅᓪᓗᑐᐃᓐᓇᐅᖅᑰᓕᕐᒪᑦ. 

 

 

ᐃᒪᐃᑦᑐᖃᖅᑰᔨᒐᔭᖅᑕᕋᓕ ᐊᑐᐃᓐᓇᕋᔭᖅᑰᖏᓇᑦᑕ 

ᓯᕕᑭᑦᑐᒧᐊᖓᓂᐊᕈᓂ ᐱᓇᓱᐊᕈᓯᑐᐃᓐᓈᓐᓄᑦ ᒪᕐᕉᓐᓄᑦ. 

ᓯᕗᓪᓕᖅᐹᒥᒃ ᐃᓄᓕᕆᔨ ᑖᓐᓇ ᐊᖏᔪᖅᑳᕆᔭᐅᔪᖅ 

ᑲᒪᔨᒋᔭᐅᔪᖅ ᐊᖓᔪᖅᑳᖓᓪᓗ ᑖᒃᑯᐊ 
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up a second. There’s a social worker, a 

supervisor, a manager, and then a director 

in terms of the hierarchy of the org. chart. 

It would be the next level person who 

would always take over those 

responsibilities, but they may not change 

location for such a short period of time. 

Thank you. 

 

Chairman: Thank you, Mr. MacDonald. 

(interpretation) Is that all, Mr. Enook?  

 

Mr. Enook (interpretation): Yes. Thank 

you. 

 

Chairman: At this time, I would like to 

recognize the clock and adjourn for the 

day. I would like to thank everyone for 

their questions and comments up to this 

point and we will continue along with this 

section of the review at 9:00 a.m. tomorrow 

morning. Thank you very much and have a 

nice evening, everybody.  

 

>>Committee adjourned at 17:00 

 

ᖁᕝᕙᖅᐸᓪᓕᐊᓪᓗᑎᒃ ᑐᑭᓯᔭᐅᕝᕕᐅᓇᔭᖅᑐᑦ, ᓲᕐᓗ  

 

 

 

ᐃᓇᖏᖅᓯᒐᔭᖅᑐᖅ ᑕᖅᑳᖔᖅᑐᒥᒃ 

ᑎᑭᑎᑦᑎᓇᔭᖅᑐᒃᓴᐅᖏᑦᑐᑦ ᐱᓇᓱᐊᕈᓯᑦ 

ᒪᕐᕈᐃᓐᓇᕈᓗᑐᐃᓐᓇᐅᓂᐊᖅᐸᑦ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᒪᒃᑖᓄᑦ. 

(ᑐᓵᔨᒃᑰᖏᑦᑐᖅ) ᑕᐃᒫ ᒥᔅᑐ ᐃᓄᒃ? 

 

ᐃᓄᒃ: ᐄ. ᖁᔭᓐᓇᒦᒃ. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ) ᒫᓐᓇ ᓯᕿᓐᖑᔭᖅ 

ᐃᓕᓴᕆᔪᒪᓕᕋᒃᑯ ᐅᓪᓗᒥᒧᓪᓗ ᓄᖅᑲᕐᓗᑕ. ᖁᔭᓐᓇᒦᒃ 

ᐃᓘᓐᓇᓯ ᐊᐱᖅᑯᑎᒋᖃᑦᑕᖅᑲᐅᔭᑦᑎᓐᓄᑦ 

ᐅᖃᐅᓯᒃᓴᕆᖅᑲᐅᔭᑦᑎᓐᓄᓪᓗ. ᖃᐅᑉᐸᒃ 

ᑲᔪᓯᒃᑲᓐᓂᓛᕆᕗᒍᑦ ᑕᒪᑐᒥᖓ ᕿᒥᕐᕈᓂᕐᒥᒃ 9:00-

ᒧᐊᖅᐸᑦ ᖃᐅᒃᐸᑦ ᐅᓪᓛᒥ. ᖁᔭᓐᓇᒦᒃ 

ᐅᓐᓄᖃᑦᑎᐊᖅᑐᐃᓐᓇᐅᓂᐊᖅᐳᓯ. 

 

 

>>ᓄᖅᑲᖅᑐᑦ 17:00-ᒧᐊᖅᑎᓪᓗᒍ 

 


