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>>Committee commenced at 8:59 
 
Chairman (Mr. Schell): Good morning. I 
would like to welcome everybody back to 

ᓇᐅᑦᑎᖅᓱᕐᓂᕐᒧᑦ ᒐᕙᒪᒃᑯᑦ ᐊᐅᓚᑕᖏᓐᓂᑦ 
ᑮᓇᐅᔭᖅᑐᕈᑎᒥᓂᕐᓂᓪᓗ ᑲᑎᒪᔨᕋᓛᑦ 

ᕿᒥᕐᕈᓂᖏᑦ ᑲᓇᑕᒥ ᑮᓇᐅᔭᓂᑦ ᖃᐅᔨᓴᖅᑎᒻᒪᕆᐅᑉ 
2010-ᒥ ᐅᓂᒃᑳᖓ ᓄᓇᕗᑦ ᒪᓕᒐᓕᐅᕐᕕᖓᓄᑦ 

ᐃᖃᓗᐃᑦ, ᓄᓇᕗᑦ 
ᓯᑎᐱᕆ 28, 2010 

 
 
ᒪᓕᒐᓕᖅᑏᑦ ᐅᐸᒃᑐᑦ: 
ᒨᓯᓯ ᐊᐅᐸᓗᒃᑐᖅ 
ᕌᓐ ᐃᐊᓕᐊᑦ 
ᐋᑕᒥ ᖁᒻᒧᐊᑦᑐᖅ 
ᔮᓐ ᓂᓐᖓᖅ 
ᔮᓂ ᓂᖏᐅᖓᓐ 
ᐹᓪ ᐅᑲᓕᖅ 
ᐋᓚᓐ ᕋᒻᐴᑦ 
ᕗᕆᑦ ᓯᐊᓪ, ᐃᒃᓯᕙᐅᑕᐅᖃᑕᐅᔪᖅ 
ᔨᓂ ᐅᒡᔪᖅ 
 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ: 
ᐋᓕᒃᔅ ᐹᓪᑐᐃᓐ 
ᓯᑏᕙᓐ ᐃᓄᒃᓱᒃ 
 
ᑐᓵᔩᑦ: 
ᓖᑎᐊ ᔭᐃᓐᔅ 
ᓇᐃᒥ ᕿᓚᕝᕙᖅ-ᐳᕌᓴ 
ᒥᐊᓕ ᓇᓱᒃ 
ᐸᓚᓐᑏᓇ ᑐᓗᒑᕐᔪᒃ 
 
 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᐱᖅᓱᖅᑕᐅᔪᑦ: 
ᕌᓂ ᑳᒻᐳᓪ, ᖃᐅᔨᓴᖅᑎᕐᔪᐊᑉ ᑐᓪᓕᐊ 
ᒥᓯᐊᓪ ᓴᓪᕙᐃ, ᖃᐅᔨᓴᖅᑎᒻᒪᕆᒃ 
ᐲᑕ ᒌᑭ, ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᒥᓂᔅᑕᖓᓄᑦ 

ᑐᓪᓕᕆᔭᐅᑲᐃᓐᓇᖅᑐᖅ 
ᓰᓚ ᑯᓗᓛᖅ, ᑐᑭᒧᐊᖅᑎᑦᑎᔨ ᐱᓕᒻᒪᒃᓴᐃᓂᕐᒧᑦ 

ᐱᕙᓪᓕᐊᔭᐃᓂᕐᒧᓪᓗ 
ᐊᓗᑭ ᕉᕼᐊᔅ, ᒐᕙᒪᐅᖃᑎᒌᑦᑐᓕᕆᔨᒃᑯᑦ ᒥᓂᔅᑕᖓᑕ 

ᑐᓪᓕᐊ 
ᓗᐄᔅ ᐅᐊᔅᓴᓐ, ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᒥᓂᔅᑕᖓᑕ 

ᑐᓪᓕᐊ 
 
>>ᑲᑎᒪᔨᕋᓛᑦ ᐱᒋᐊᖅᑐᑦ 8:59-ᒥ 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᒥᔅᑕ ᓯᐊᓪ)(ᑐᓵᔨᑎᒍᑦ): ᐅᓪᓛᒃᑯᑦ. 
ᐅᑎᓐᖑᐊᑕᖅᓯᓐᓇᕐᒥᒐᑦᑎ ᑐᓐᖓᓱᒋᑦᑎ. ᑐᒃᓯᐊᕐᓂᒃᑯᑦ 
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the hearing for HR. We will start with a 
prayer. I would like to ask Mr. Ningark to 
do the prayer, please.  
 
>>Prayer 
 
Chairman: Thank you. We will go to Item 
2, review and adoption of the agenda. Is 
everybody in agreement? 
 
Some Members: Agreed. 
 
Chairman: Before we go to the paragraph-
by-paragraph [review], I would like to go 
back to three questions that were taken as 
notice to be answered this morning, and 
then I would like to ask the Deputy 
Minister of Human Resources to update the 
Committee on the three issues that she took 
as notice yesterday. I will review these 
briefly.  
 
The first issue was raised by Mr. Okalik 
concerning the advertisement that was in 
the Globe and Mail earlier this fall 
corresponding the recruitment of a new 
comptroller general for the Department of 
Finance and a new Assistant Deputy 
Minister for the Department of Health and 
Social Services. Mr. Okalik had noted that 
this advertisement, which was issued by a 
headhunting firm, did not indicate if the 
government’s Priority Hiring Policy 
applied to the competition.  
 
The second issue was raised by Mr. 
Ningeongan concerning the news release 
that the government issued two weeks ago 
following the cabinet retreat. The news 
release announced that the Cabinet had 
agreed to cut down on duplication in the 
Government of Nunavut, contribute to 
capacity building, and re-profiling 
vacancies. The Deputy Minister committed 
to us yesterday that she would find out 
exactly what cabinet meant by this. 

ᒪᑐᐃᖅᓯᑲᐃᓐᓇᕐᓂᐊᕐᒪᑦ ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
 
>>ᑐᒃᓯᐊᕐᓂᖅ 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 2. ᕿᒥᕐᕈᓂᖅ 
ᑲᑎᒪᔾᔪᑎᒃᓴᐃᑦ ᓈᒻᒪᒋᔭᐅᓂᖏᑦ. ᓈᒻᒪᓴᖅᑐᑦ. 
 
 
ᐃᓚᖏᑦ ᑲᑎᒪᔩᑦ: ᐊᖏᖅᐳᒍᑦ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᓇᓪᓕᑭᑕᓚᐅᓐᖏᓂᑦᑎᓐᓂ 
ᐅᖃᓕᒪᒋᐊᓖᑦ ᐃᒃᐸᒃᓴᖅ ᐱᖓᓱᑦ ᐊᐱᖅᑯᑕᐅᓚᐅᖅᑐᑦ 
ᑭᐅᔭᐅᓂᐊᕐᖓᑕ ᐅᓪᓛᖅ. ᐊᐱᕆᔪᒪᓕᕐᒥᔭᕋ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᒥᓂᔅᑕᖓᑕ ᑐᓪᓕᐊ. 
ᐃᒃᐸᒃᓴᖅ ᑎᑎᕋᓚᐅᕐᒪᒋᑦ ᑭᐅᔭᕆᐊᓕᖏᑦ 
ᑭᐅᔪᓐᓇᖅᓯᒪᒻᒪᖔᒋᑦ. 
 
 
 
 
ᓯᕗᓪᓕᖅ, ᒥᔅᑕ ᐅᑲᓕᐅᑉ ᐊᐱᖅᑯᑎᒋᓚᐅᖅᑕᖓ ᑖᒃᑯᐊ 
ᓴᖅᑭᔮᖅᑎᑕᐅᖃᑦᑕᓚᐅᖅᑐᑦ Globe and Mail-ᒥ 
ᐃᖅᑲᓇᐃᔮᒃᓴᓂᑦ ᓴᖅᑭᔮᖅᑎᑦᑎᔪᑦ 
ᑮᓇᐅᔭᓕᕆᔨᒻᒪᕆᒃᓴᓂᑦ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓐᓂ 
ᐊᒻᒪᑦᑕᐅᖅ ᐋᓐᓂᐊᖃᕐᓇᓐᖏᑦᑐᓕᕆᔨᒃᑯᑦ 
ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᒥᓂᔅᑕᖓᑕ ᐃᑲᔪᖅᑎᖓᓄᑦ 
ᑐᖏᓕᒃᓴᒧᑦ. ᑖᒃᑯᐊ ᓴᖅᑭᔮᖅᑎᑕᐅᓚᐅᖅᓯᒪᒻᒪᑕ 
ᕿᓂᖅᑎᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᓂᑦ ᖃᓪᓗᓈᖅᑕᓂᑦ 
ᐊᒻᒪᑦᑕᐅᖅ ᒐᕙᒪᒃᑯᑦ ᒪᓕᒐᖏᓐᓂᑦ ᐊᑐᕐᓂᖏᑦᑐᑎᑦ 
ᓄᓇᖃᖅᑳᖅᓯᒪᔪᓂᑦ ᓯᕗᓪᓕᐅᔾᔨᒋᐊᖃᕐᓂᕐᒥᒃ ᐅᕝᕙᓗ 
ᐱᖃᑕᐅᒋᐊᖃᕐᓂᖏᓐᓂᑦ. 
 
 
 
ᐊᒻᒪ ᐊᐃᑉᐹ ᒐᕙᒪᒃᑯᑦ ᐱᓇᓱᐊᕈᓰᒃ ᒪᕐᕉᒃ 
ᐊᓂᒍᖅᑎᓪᓗᒋᑦ ᓴᖅᑭᔮᖅᑎᑦᑎᓚᐅᖅᓯᒪᒻᒪᑕ ᑐᓴᒐᒃᓴᒥᒃ 
ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᓚᐅᖅᓱᑎᑦ. ᑖᒃᑯᐊ ᐱᓕᕆᐊᑦ 
ᑕᐳᔾᔮᖅᓯᒪᖃᑦᑕᖅᑐᑦ ᑖᑯᓂᖓᑦᑕᐃᓐᓇᖅ 
ᐊᑕᐅᓯᓐᖑᖅᑎᑕᐅᖁᓪᓗᒋᑦ ᑖᑯᓂᖓᑦᑕᐃᓐᓇᖅ 
ᐱᓕᕆᕙᓐᓂᐊᖏᒻᒪᑕ ᐊᒻᒪᑦᑕᐅᖅ ᑖᒃᑯᐊ ᖃᓄᖅ 
ᑐᑭᖃᖅᑎᑕᐅᓂᕐᒪᖔᑕ ᑭᐅᔾᔪᑎᒋᓚᐅᖅᑕᑎᑦ. 
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The third issue what raised by Mr. Elliott. 
He had noted that in a recent court filing 
related to NTI’s lawsuit against the 
government, the GN stated that the 
Government of Canada has, and I quote, 
“refused to provide to the Government of 
Nunavut the necessary funding… to allow 
it to develop and implement the necessary 
training and other measures required to 
increase Inuit participation in government 
employment to a representative level. To 
the extent that the Government of Nunavut 
has been unable to comply with all of its 
obligations in respect of Article 23, that is 
the result of Canada’s failure to comply 
with its funding obligations.” 
 
As I mentioned yesterday, Mr. Elliott was 
not looking for witnesses to disclose their 
legal strategy. He simply wanted to know 
whether the Government of Nunavut is 
arguing that its capacity problems are 
caused by a lack of federal funding.  
 
Ms. Wasson, you have the floor. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
would like to start off this morning by 
thanking the Committee for bearing with 
me yesterday. It was my first appearance 
and I am not making excuses, but it is 
obvious I was a bit nervous. So I would 
like to thank all of you, and I will try to 
speak slowly and calm down today. Thank 
you.  
 
In response to the questions, yesterday I 
had deferred the question regarding the ads 
for the positions of the Assistant Deputy 
Minister of Health and Social Services and 
the comptroller general in regard to the 
reference to priority hiring. I wanted to 
actually take the opportunity to follow up 
on these ads.  
 
I have confirmed that the ADM of Health 

 
ᐱᖓᔪᐊᑦ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ ᐅᖃᐅᓯᖃᓚᐅᕐᒥᒻᒪᑦ 
ᓄᓇᕗᑦ ᑐᓐᖓᕕᒃᑯᑦ 
ᐃᖅᑲᖅᑐᐃᕕᓕᐊᕈᔾᔨᓯᒪᓂᖏᓐᓂᒃ ᒐᕙᒪᒃᑯᑦ ᑲᓇᑕᒥ 
ᐋᒡᒑᖅᓯᒪᒻᒪᑕ ᑮᓇᐅᔭᖅᑖᖅᑎᓂᕆᒋᐊᖃᖅᑕᖏᓐᓂᑦ 
ᐊᑐᓕᖅᑎᑦᑎᓂᕐᒧᑦ ᐱᓕᒻᒪᖅᓴᐃᓂᕐᒧᓪᓗ 
ᓄᓇᕗᒻᒥᐅᑕᓂᑦ ᓄᓇᑖᖃᑕᐅᓯᒪᔪᓂᑦ 
ᐱᖃᑕᐅᑦᑎᐊᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᑦ ᒐᕙᒪᒃᑯᓐᓂ 
ᓇᒥᑐᐃᓐᓇᕐᓗ ᐃᓄᐃᑦ ᐅᓄᕐᓂᕆᒋᐊᓕᖏᑎᒍᑦ 
ᐃᖅᑲᓇᐃᔭᕆᐊᓖᑦ ᒪᓕᓪᓗᒋᑦ ᐊᒻᒪ ᑖᒃᑯᐊ 
ᐱᓂᐊᕐᓂᕆᓯᒪᔭᖏᑦ ᐊᖏᕈᑎᒋᓚᐅᖅᑕᖏᑦ 
ᐊᖏᕈᑎᒃᑯᑦ 23-ᒥ ᒪᓕᒃᓯᒪᓐᖏᒻᒪᑕ 
ᑮᓇᐅᔭᖅᑖᖅᑎᑦᑎᒋᐊᖃᕋᓗᐊᖅᑐᑎᑦ. 
 
 
 
 
 
ᐃᒃᐸᒃᓴᖅ ᐅᖃᓚᐅᕋᒪ ᒥᔅᑕ ᐃᐊᓕᐊᑦ ᒪᓕᒐᖅᑎᒍᑦ 
ᐱᓕᕆᐊᖑᔪᓂᑦ ᖃᐅᔨᓇᓱᓚᐅᓐᖏᑦᑐᖅ 
ᖃᐅᔨᒍᒪᑐᐃᓐᓇᓚᐅᖅᑐᖅ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᒪᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᖃᑦᑏᓐᓇᐅᓗᐊᖅᐹᑦ ᑕᒪᒃᑯᐊ 
ᐱᔾᔪᑎᒋᓪᓗᖏᑦ. 
 
 
ᒥᔅ ᐅᐊᔅᓴᓐ ᓂᓪᓕᕈᓐᓇᖅᓯᕗᑎᑦ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐅᓪᓛᖅ 
ᐱᒋᐊᕈᒪᔪᖓ ᖁᔭᓐᓇᒦᖅᑳᕈᒪᓪᓗᖓ 
ᕿᓄᐃᓵᓐᖑᐊᑕᖅᓯᓐᓇᓚᐅᕋᑦᑎ ᐃᒃᐸᒃᓴᖅ 
ᓯᕗᓪᓕᐸᑦᑎᐊᒥᒃ ᐃᓕᒃᓯ ᓵᖓᓃᒋᐅᓚᐅᕋᒪ. 
ᐱᔾᔪᑎᓐᓂᒃ ᐱᒐᓱᓐᖏᒃᑲᓗᐊᖅᑐᖓ, ᑭᓯᐊᓂ 
ᐅᐃᒪᔮᕈᔪᓚᐅᕋᒪ ᑕᒫᓃᒋᐅᒧᑦ. ᐅᓪᓗᒥ 
ᕿᓄᐃᓵᓐᓂᖅᓴᐅᔪᓐᓇᖅᓯᔪᖓ. 
 
 
 
 
ᐃᒃᐸᒃᓴᖅ ᐊᐱᖅᑯᑎᒋᓚᐅᖅᑕᓯ ᑭᐅᓂᐊᕐᓇᕋᓚᐅᕋᒃᑯ 
ᐅᓪᓗᒥ ᒥᓂᔅᑕᐅ ᑐᓪᓕᐊᑕ ᐃᑲᔪᖅᑎᖓ 
ᐋᓐᓂᐊᖃᕐᓇᓐᖏᑦᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᓪᓗ 
ᐃᖅᑲᓇᐃᔮᒃᓴᖓ ᓴᖅᑭᔮᖅᑎᑕᐅᓐᓂᓚᐅᕐᒪᑦ ᐊᒻᒪ ᑭᒃᑯᑦ 
ᓯᕗᓪᓕᐅᔾᔭᐅᔪᒃᓴᐅᒻᒪᖔᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓕᕈᑦᑕ. 
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and Social Services is posted on the GN 
website and it does contain the reference to 
priority hiring. The ad for the comptroller 
general is now presently, this morning, on 
my desk. It does contain the reference and 
it will be posted on the website very 
shortly. It did contain the reference when it 
came to my desk; it just hadn’t been posted 
yet.  
 
As for the southern ads, the request has 
been made for the priority hiring to be 
included. It was an oversight and again, 
apologies from the Department of HR for 
that. These positions definitely come under 
the priority hiring and priority hiring will 
be applied. 
 
The second question was why we were 
using an outside agency for these particular 
positions. As noted in the Auditor 
General’s report, there are key positions 
that we are having difficulty filling and 
these are two very important positions with 
the government. It is very unusual for us to 
use a recruitment agency, but in these 
particular key positions we felt that it 
would be worthwhile for us to use an 
outside agency. 
 
The second question in regard to re-
profiling vacancies, I wanted to clarify that 
the question was not in relation to the 
formal job evaluation process and which 
we also refer to re-profiling the positions. 
In the context, re-profiling for job 
evaluation is a change in the job 
description requiring a re-evaluation of the 
position, but not normally requiring a 
change in incumbents. I wanted to ensure 
that your question was not in relation 
specifically to that element of job 
evaluations. 
 
In answering the question, because HR 
realizes that we do have priorities with 

ᐅᖃᖃᑎᒋᓚᐅᕋᒃᑭᑦ ᐋᓐᓂᐊᖃᕐᓇᓐᖏᑦᑐᓕᕆᔨᒃᑯᑦ 
ᑖᒃᑯᐊᒎᖅ ᖃᕆᓴᐅᔭᒃᑯᑦ ᓴᖅᑭᔮᖅᑎᑕᐅᔫᒐᓗᐊᑦ 
ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ ᐅᕝᕙᓘᓐᓃᑦ 
ᖃᕆᓴᐅᔭᒃᑯᑦ ᑐᑭᓯᒋᐊᕐᕕᖓᓐᓂ. ᑖᓐᓇᓗ ᓈᓴᐅᑎᖓ 
ᐃᖅᑲᓇᐃᔮᒃᓴᐅᑉ ᓇᓗᓇᐃᖅᑐᖅᓯᒪᓪᓗᓂ 
ᓴᖅᑭᔮᖅᑎᑕᐅᓚᐅᖅᓯᒪᓂᕆᔭᖓ. 
 
 
 
 
 
ᓴᖅᑭᑕᐅᓂᐊᖅᑐᖅ ᑕᐃᓐᓇ ᐅᖃᐅᓯᕆᔭᕋ ᐊᒻᒪ 
ᐱᖃᓯᐅᔾᔨᓯᒪᓂᐊᓕᖅᑐᖅ ᐅᑯᐊ ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ 
ᓯᕗᓪᓕᐅᔾᔭᐅᔪᒃᓴᐅᓂᖏᓐᓂᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᓄᑦ 
ᐃᒪᐃᓕᖓᔪᓂᑦ ᑎᑎᕋᖅᓯᒪᔪᖃᕆᐊᖃᕐᒪᑦ. ᑕᐃᒃᑯᐊᓗ 
ᐊᑐᖅᑕᐅᓚᑦᑖᕐᓂᐊᖅᑐᑎᑦ ᑕᒫᓂᕐᒥᐅᑕᓂᑦ 
ᐱᖅᑳᕋᓱᒋᐊᖃᖅᐸᑕ ᓯᕗᓪᓕᐅᔾᔨᖃᑦᑕᕐᓗᑎᑦ. ᐅᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔮᒃᓴᓄᑦ. 
 
 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᖏᓐᓂ ᐅᖃᖅᓯᒪᓚᐅᕐᒪᑦ 
ᐃᓐᓄᒋᐊᓕᐅᒐᓗᐊᑦ ᐱᔭᕆᐊᑐᔪᒻᒪᕆᐊᓘᖃᑦᑕᕐᒪᑕ 
ᐃᓐᓄᒐᓱᑦᑐᒋᑦ ᒐᕙᒪᒃᑯᓐᓂ ᐊᒻᒪᑦᑕᐅᖅ ᑕᐃᒃᑯᐊ 
ᕿᓂᖃᑦᑕᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᓂᑦ ᑎᒥᐅᔪᑦ 
ᐊᑐᕆᐊᖃᓯᖃᑦᑕᕋᑦᑎᒍᑦ ᐊᑐᕋᔪᓐᖏᒃᑲᓗᐊᖅᑐᑎᒍ, 
ᑭᓯᐊᓂ ᑕᐃᒃᑯᑎᒎᓈᕆᐊᖃᓕᓚᐅᖅᓯᒪᒐᑦᑕ ᕿᓂᖅᑐᑕ 
ᐊᒻᒪ ᒪᑯᐊ ᐃᓃᑦ ᐃᓄᖃᐅᓐᖏᑦᑐᑦ ᖃᓄᖅ 
ᐊᓯᔾᔨᕆᐊᖅᑕᐅᔪᒃᓴᐅᒻᒪᖔᑕ ᑕᐃᔭᐅᓂᖏᑦ ᐅᕝᕙᓗ 
ᐊᑎᖏᑦ ᐃᖅᑲᓇᐃᔮᑦ. 
 
 
 
ᑖᓐᓇ ᐃᖅᑲᓇᐃᔮᓐᓂᒃ ᓴᖅᑭᔮᒃᑎᓚᐅᖅᑕᑦᑎᓐᓂᒃ 
ᖃᐅᔨᓴᖅᑕᐅᒃᑲᓐᓂᕋᐃᖕᒪᑕ ᐃᖅᑲᓇᐃᔮᖅ ᐃᓗᐃᓕᖏᑦ 
ᓇᓗᓇᐃᖅᑐᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᓇᐅᒃᑯᑦ 
ᐋᑦᑭᒋᐊᕆᐊᖃᕐᒪᖔᑕ ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑎᖓ 
ᑖᓐᓇᑦᓴᐃᓐᓇᐅᒐᓗᐊᖅᐸᑦ ᐊᓯᔾᔨᖅᑕᐅᖃᑦᑕᕐᒥᔪᑦ 
ᐊᓯᔾᔨᕆᐊᓖᑦ ᒪᓕᒃᓱᒋᑦ.  
 
 
 
 
 
 
 
 
ᑭᐅᓇᓱᐊᕐᓗᑎᑦ ᐅᐱᓐᓇᕋᓂ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᓯᕗᓪᓕᐅᑎᒋᐊᓕᖕᓂᒃ ᐱᑕᖃᐅᕐᒪᑦ ᒐᕙᒪᒃᑯᓐᓂᑦ 
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positions within the government, we want 
to ensure that the vacant positions are 
analyzed carefully to see if there is a way 
that the positions can be changed slightly 
or re-profiled to help focus on our 
employees and work on service delivery 
and reduce the duplication of services. This 
was the approach that we have seen 
referred to in the press release. 
 
The third question in regard to NTI, I have 
conferred with my colleague in the 
Department of Justice and have been 
informed that the matter is before the 
courts and that I’m not to make any 
comments on the subject. Thank you very 
much, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Are 
there any comments on the answers? Mr. 
Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. I would like to express my 
appreciation for the follow-up and for 
providing the information to the Members. 
 
However, the question which I raised 
yesterday was with respect to why these 
positions were not advertised locally either 
through the newspaper or via the local 
radio. The only reference to these positions 
was an advertisement of the particular 
positions in a southern newspaper and they 
were administered by a southern agency.  
 
It seems that for these positions, the 
government is leery of hiring any 
Nunavummiut and is only interested in 
southern hires, and are depriving our fellow 
residents an opportunity to apply for these 
positions. It seems to be a deliberate and 
purposeful exclusion of our fellow 
residents as they seemingly cannot apply 
for these positions. That is why we tried to 
get to the root of the issue by checking the 

ᓯᕗᓪᓕᐅᑎᒋᐊᓕᖕᓂᒃ ᐃᓐᓄᒋᐊᖃᓗᐊᓐᖑᐊᖅᑐᑦ 
ᐃᓐᓄᑦᓯᐊᖁᓪᓗᒋᑦ. ᐃᖅᑲᓇᐃᔮᑦ ᐃᓗᓕᖏᑦ 
ᐊᓯᔾᔨᐊᕐᔪᑐᐃᓐᓇᖅᐸᒃᑐᑦ ᐃᓐᓄᒃᑕᐅᔪᓐᓇᖅᓯᖁᓪᓗᒍ. 
ᑖᒃᑯᓂᖓᑦᓴᐃᓐᓇᕐᓗ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ ᐱᓕᕆᖁᔨᓇᑕ. 
ᑕᐃᓐᓇ ᐅᖃᐅᓯᕆᔭᐅᓗᐊᓚᐅᖅᑐᖅ ᑕᕝᕙ 
ᑐᓴᒐᒃᓴᑎᒍᑦ ᑭᒃᑯᑐᐃᓐᓇᕐᓄᑦ ᐃᖅᑲᓇᐃᔮᑦ ᑐᓴᒐᒃᓴᓂᒃ 
ᓴᖅᑮᒐᑦᑕ.  
 
 
 
 
ᐃᖅᑲᖅᑐᐃᕕᓕᕆᔨᒃᑯᑎᒍᑦ ᑐᓴᖅᑎᑕᐅᓚᐅᕐᒥᒐᒪ 
ᑕᐃᒃᑯᐊ ᐃᖅᑲᖅᑐᐃᕕᒃᑰᖅᑎᑕᐅᔪᑦ 
ᐅᖃᕐᕕᒋᔪᓐᓇᓐᖏᑦᑎᐊᕋᒃᑭᓂᓛᒃ 
ᓂᓪᓕᐅᑎᒋᔾᔮᓐᖏᑕᕋ, ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᖃᐅᓯᒃᓴᐃᑦ. ᒥᔅᑕ 
ᐅᑲᓕᖅ. 
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᑦ ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᖅᑐᒍ 
ᑖᓐᓇ ᖃᐅᔨᔭᐅᓐᓂᕐᒪᑦ ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᓕᕐᒪᖔᑕ. 
 
 
 
 
ᑭᓯᐊᓂ ᑕᐃᓐᓇ ᐊᐱᖅᑯᑎᒋᓯᓐᓈᓚᐅᖅᑕᕋ ᐃᑉᐸᒃᓴᖅ 
ᐊᐱᕆᓚᐅᕋᒪ: ᓱᖕᒪᑦ ᑕᒫᓂ ᓄᓇᑦᑎᓐᓂ, ᐃᒫᒃ 
ᐱᕙᓪᓕᐊᔪᒃᑯᑦ ᓴᖅᑭᔮᖅᑎᑕᐅᓚᐅᓐᖏᒻᒪᖔᑕ 
ᐱᕙᓪᓕᐊᔪᒃᑯᑦ ᐃᖅᑲᓇᐃᔮᓵᑦ? ᑕᐅᓇᓂᖔᕌᓗᑐᐃᓐᓇ 
ᖃᓪᓗᓈᓂ ᕿᓂᕋᓱᒃᑑᔮᕐᖓᑕ. 
 
 
 
 
 
 
 
 
 
 
ᑕᒫᓂᒥᐅᑕᐃᑦ ᓄᓇᖅᑲᑎᕗᑦ ᓄᓇᕗᒻᒥᐅᑕᐅᖃᑎᕗᑦ 
ᐆᒃᑐᕆᐊᖃᖅᑑ.ᔮᓐᐃᒻᒪᕆᒃᑐᑎᒃ. ᑕᐃᒫᒃ ᑕᒪᓐᓇ 
ᖃᐅᔨᒋᐊᕋᓱᔪᒐᓗᐊᕋᑦᑎᒍᑦ ᑖᒃᑯᐊ 
ᐱᕙᓪᓕᐊᔪᒃᑰᖅᑎᑦᑎᕙᒃᑐᑦ ᐃᖅᑲᓇᐃᔮᑦᓴᓂᑦ ᑕᒫᓂ 
ᓄᓇᕗᒻᒥ ᐃᓗᐊᓂ ᐊᑕᐅᓯᐅᓐᖏᒻᒪᑕ. 
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processes followed by the HR agencies.  
 
There is more than one avenue to check 
into this matter, but in our search, these 
positions never even popped up. Why was 
this undertaken in this manner? This 
question still has not been answered to 
date, at least insofar as I can read into the 
Deputy Minister’s statement. Thank you, 
Mr. Chairman. 
 
Chairman: Thank you, Mr. Okalik. Ms 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman It 
was my understanding on the file that I was 
looking at that they were to be advertised 
in the newspapers and the radio stations in 
the North. If they have not been, then it’s 
my apologies from the departments and I 
will certainly follow up and ensure that 
happens. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Are 
there any other comments? Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. In 
terms of my question, the Deputy Minister 
was instructed not to comment on that. Is 
that correct? Thank you. 
 
Chairman: Thank you, Mr. Elliott. That’s 
what she said. Go ahead, Ms. Wasson, if 
you wanted to comment on that. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
That was my instruction not to comment. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Was that instruction by your Minister as 
Minister of Human Resources or was that 
instruction by the Premier as the 

 
 
ᑭᓯᐊᓂ ᑕᐃᒃᑰᓇ ᐊᓚᒃᑲᐅᒪᔪᓐᖏᒻᒪᑕᓘᓐᓃᑦ. ᓱᖕᒪᑦ 
ᑕᐃᒪᐃᓚᐅᕐᒪᖔᑦ ᑕᒪᓐᓇ ᑭᐅᔭᐅᔫᔮᓐᖏᒻᒪᑦ, ᑖᑦᓱᒪ 
ᑭᐅᔾᔪᑎᖏᓐᓄᑦ ᑖᑦᓱᒪ ᖁᐃᓂᔫᑉ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᑐᑭᓯᓯᒪᔭᒃᑯᓪᓕ 
ᓴᖅᑭ ``ᔮᖅᑎᑕᐅᓂᐊᓚᐅᕐᒪᑕ ᓄᓇᑦᓯᐊᕐᒥ ᐃᓛᒃ 
ᓄᓇᕗᒻᒻᒥ ᓴᖅᑭᔮᖅᑎᑕᐅᓐᓂᓐᖏᑉᐸᑕ ᑐᓴᐅᑎᒃᑯᑦ 
ᓈᓚᐅᑎᒃᑯᓪᓗ. ᒪᒥᐊᓇᖅ ᓴᖅᑭᔮᖅᑎᑦᑎᓐᓂᓐᖏᒃᑯᑦᑕ. 
ᑭᖑᓪᓕᕐᒥᒃ ᓴᖅᑭᔮᓚᑦᑖᓛᖅᑐᑦ, ᑕᐃᒪᐃᑦᑕᕆᐊᓖᑦ. 
ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᐊᓯᖏᑦ ᐅᖃᐅᓯᒃᓴᑦ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᓕᖅᑕᕋᓕ ᒥᓂᓯᑕᐅᑉ ᑐᖏᓕᐊ. 
ᐅᖃᐅᔾᔭᐅᓐᓂᖅᑮᑦ ᑭᐅᖁᔭᐅᓇᑎᑦ. ᖁᔭᓐᓇᒦᒃ 
ᑕᐃᒪᐃᓕᕋᑖᑐᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ ᒥᔅ ᕗᐃᓴ. 
 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᐄ 
ᑭᐅᖁ.ᔭᐅᓯᒪᓐᖏᓐᓇᒪ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑭᐊ, 
ᒥᓂᓯᑕᕖᑦ ᑕᐃᒪᐃᖁᕚᑎᑦ ᐅᕝᕙᓗ ᐅᖃᐅᔾᔭᐅᕕᑦ 
ᓯᕗᓕᖅᑎᒧᑦ, ᓂᓪᓕᖁᔭᐅᓇᑎᑦ ᑭᒡᒐᖅᑕᐃᓪᓗᓂ 
ᒐᕙᒪᓕᒫᒥᒃ? 
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representative of the whole government? 
Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
That’s the instruction from legal counsel. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Are 
there any other… ? If not, we will go back 
to the paragraph-by-paragraph [review], 
and we’re on paragraphs 1 to 14. When we 
left off yesterday, it was still Mr. Elliott 
there. 
 
Mr. Elliott: Thank you, Mr. Chairman. I 
think that when we left off yesterday, I was 
asking questions about the $2 million that 
was transferred from the Department of 
Finance in types of training that were 
offered. My understanding of the money 
that was transferred was supposed to be in 
response to one of the Auditor General’s 
audits of the financial management of the 
Government of Nunavut.  
 
When Minister Peterson was speaking 
about the money in the program, I thought 
that it was for training and to remedy some 
of the problems in terms of having 
beneficiaries as chartered accountants and 
training towards that. She was saying that 
the money was never really intended for 
correcting that problem within the 
government. Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m going to refer the question to my 
director of training and development. 
Thank you, Mr. Chairman. 
 

 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᓴᐳᓐᓂᐊᖅᑎᑎᒍᑦ ᐅᖃᐅᔾᔭᐅᓯᒪᔪᖓ ᒪᓕᒐᓕᕆᔨᒧᑦ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᐊᓯᖏᑦ? ᑖᒃᑯᐊ ᓇᓪᓕᑭᑕᕐᓗᒋᑦ 
ᕿᒥᕐᕈᓇᖕᓂᐊᓕᒥᒐᑦᑎᒍᑦ, 1-ᒥᑦ 14-ᒧᑦ. ᒥᔅᑕ 
ᐃᐊᓕᐊᓐᖑᓚᐅᖅᑐᖅ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᐸᒃᓴᖅ ᐱᔭᕇᕋᑦᑕ 
$2,000,000 ᑕᐃᒃᑯᐊ ᓄᒃᑎᖅᑕᐅᓚᐅᖅᑐᑦ 
ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓐᓂᑦ ᐊᐱᖅᑯᑎᒋᓚᐅᕋᑦᒃᑯ 
ᐊᑐᐃᓐᓇᕈᖅᑎᑕᐅᓚᐅᕐᒪᑕ. ᐊᒻᒪᓗ ᑐᑭᓯᐅᒪᓂᒃᑯᑦ 
ᑕᐃᒃᑯᐊᓗ ᑮᓇᐅᔭᑦ ᓄᒃᑎᖅᑕᐅᖕᒪᑕ 
ᑕᒪᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓂᑦ 
ᕿᒥᕐᕈᓇᒃᑲᒥ. 
 
 
 
 
 
 
 
ᐊᒻᒪᓗ ᒥᔅᑕ ᐲᑐᓴᓐ ᐅᖃᐅᑎᖃᖅᑎᓪᓗᒍ ᑕᐃᒃᑯᓂᖓ 
ᑮᓇᐅᔭᓂᒃ $2,000,000-ᓂᒃ 
ᐃᓕᓐᓂᐊᕈᑎᒃᓴᐅᓇᓱᒋᓚᐅᖅᕋᓗᐊᒃᑲᓖᒃᑯᐊ 
ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑕ 
ᐊᑲᐅᓐᖏᓕᐅᕈᒻᒥᒃ 
ᐋᖅᑭᒃᓯᓇᓱᒍᑎᒋᔭᐅᔾᔮᕋᓱᒋᓚᐅᓐᖏᓐᓇᒃᑯ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᐃᑖᖅ. ᑖᓐᓇ 
ᐊᐱᖅᑯᑦ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᑦᑎᓐᓄᑦ 
ᑐᓐᓂᖅᑯᑎᒋᓂᐊᕋᒃᑯ. ᖁᔭᓐᓇᒦᒃ. 
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Chairman: Go ahead. 
 
Ms. Kolola: Thank you, Mr. Chairman. 
The $2 million training fund that I spoke 
about yesterday, and I can repeat it a little 
bit; that $1 million was towards specialized 
training and $1 million to program 
development.  
 
The Department of Finance, to my 
understanding, still has their internship 
program and an HR strategy that they have 
spoken about. The program development is 
issued… they have proposed some training 
in their department that addresses those and 
we have worked with them. They continue 
to submit proposals and we continue to 
work with them to deliver some courses 
that are more towards professional 
development. We are open, though, to 
assisting them if they wish, but I cannot 
speak on behalf of the Department of 
Finance. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Kolola. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Maybe I misunderstood the Minister in the 
conversations that we had in the House 
about the funding and how this money was 
going to help some of the deficiencies that 
the Auditor General’s office actually saw. 
To me, when it was promoted to us as 
Regular Members, it was a wonderful 
training opportunity to fill some of those 
gaps that they were having within the 
Department of Finance to be able to get 
more Inuit employees who were moving 
up.  
 
I guess the expression that you were using 
yesterday, ladder, or wrung training, or 
something like that, going up a ladder to 
becoming chartered accountants to fix that 
sort of problem that continues or that 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ. 
 
ᑯᓗᓛᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒃᑯᐊ $2,000,000 
ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓕᐊᕆᔭᐅᓚᐅᖅᑐᑦ ᐃᑉᐸᒃᓴᖅ 
ᓂᓪᓕᐅᑎᒋᓚᐅᖅᑕᒃᑲ. 
ᐅᖃᐅᓯᕆᒃᑲᓐᓂᕈᓐᓇᕐᓂᐊᖅᑕᒃᑲ 
ᐱᑐᐃᓐᓇᐅᓐᖏᑦᑐᓕᕆᓂᕐᒧᑦ 
ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓕᐊᕆᔭᐅᓚᐅᕐᒪᑕ ᐊᒻᒪᓗ 
$1,000,000 ᐱᓕᕆᐊᓐᖑᖅᑎᑕᐅᓯᒪᔪᓄᑦ. 
 
ᑮᓇᐅᔭᓕᕆᔨᒃᑯᑦ ᑐᑭᓯᐅᒪᓂᒃᑯᑦ ᐃᓕᓐᓂᐊᓯᓐᓈᖅᑐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖃᖃᑦᑕᖅᑐᑦ ᓱᓕ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓪᓗ 
ᑐᑭᒧᐊᕈᑎᖏᑎᒎᖅᑎᑕᐅᓯᒪᓪᓗᑎᒃ. 
ᐱᓕᕆᐊᓐᖑᖅᑎᑕᐅᓯᒪᔪᑦ ᐱᕙᓐᓂᐊᑎᑕᐅᓂᖏᑦ, 
ᐃᓗᓕᖏᓐᓃᑦᑐᖅ ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᒥ ᐃᓚᖓᒍᑦ, 
ᐃᓗᓕᖃᐅᖅᑐᑦ ᑕᐃᒃᑯᓂᖓ ᐅᖃᐅᓯᕆᔭᕐᓄᑦ 
ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓲᕆᓪᓗᑎᒃᑯᓪᓗ. ᐊᒻᒪᓗ ᑐᒃᓯᕋᐅᑎᓂᒃ 
ᓱᓕ ᖃᐃᑦᑎᖃᑦᑕᖅᑐᑦ ᐱᓕᕆᖃᑎᒌᓐᓇᖅᖢᑎᒃᑯᓪᓗ. 
ᐃᓚᖏᑦ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᐃᑦ 
ᐱᓕᒻᒪᒃᓴᐅᑎᒋᔭᐅᖃᑦᑕᖅᑐᑦ ᒪᑯᓄᖓ 
ᐱᑐᐃᓐᓇᐅᓐᖏᑦᑐᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ. 
ᐃᑲᔫᙱᒋᔭᐅᖃᑦᑕᖅᖢᑎᒃ ᐃᑲᔪᖅᑕᐅᔪᒪᒃᐸᑕ. 
ᐃᓕᓴᖅᑕᐅᔪᑦ ᑭᓯᐊᓂ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᑦ 
ᐃᒪᐃᓕᖅᑲᐅᔪᓚᒍᓐᓇᓐᖏᑦᑕᒃᑲ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᒻᒪᖄ ᑐᑭᓯᓂᕐᓗᓚᐅᕋᒪ ᐅᖃᓪᓚᖃᑎᒌᒃᑎᓪᓗᓄᒃ 
ᑕᕝᕙᓂ, ᖃᓄᖅ ᑖᒃᑯᐊ ᑮᓇᐅᔭᑦ 
ᐃᖅᑲᔫᑕᐅᓂᐊᕐᒪᖔᖏᑦ. ᐃᓚᖏᓐᓄᑦ 
ᐋᖅᑭᑦᑎᐊᖅᓯᒪᓐᖏᓐᓂᕋᖅᑕᐅᓚᐅᖅᑐᓄᑦ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓐᓄᑦ. ᐊᒻᒪᓗ 
ᒪᓕᒐᓕᐅᖅᑎᑐᐃᓐᓇᐅᓪᓗᑕ 
ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓕᐊᖑᓯᒪᔪᑦ ᑕᐃᒃᑯᐊ ᑭᑭᑕᐅᓯᒪᔪᑦ 
ᑲᒪᒋᔭᐅᒍᓐᓇᕐᓂᐊᕐᒪᑕ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓐᓂᑦ ᐃᓄᐃᓪᓗ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐅᓄᖅᓯᒋᐊᒃᑲᓐᓂᕐᓗᑎᒃ 
ᖁᕝᕙᖅᐸᓪᓕᐊᓗᑎᒡᓗ ᐃᖅᑲᓇᐃᔮᕐᒥᑎᒍᑦ 
ᐊᖏᔪᖅᑲᐅᑎᓐᖑᖅᐸᓪᓕᐊᓂᐊᕐᒪᑕ. 
 
ᐊᒻᒪᓗ ᒪᑯᐊ ᐊᑲᐅᓐᖏᓕᐅᕈᑏᑦ, ᑭᑭᑕᐅᓯᒪᔪᓪᓗ 
ᑲᒪᒋᔭᐅᓗᑎᒃ. ᑕᐃᒃᑯᐊ ᑮᓇᐅᔭᑦ ᑮᓇᐅᔭᓕᕆᔨᒃᑯᓐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓅᖅᑕᐅᒪᐅᖅᑐᑦ. 
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capacity gap that is there. Maybe it was 
possibly my understanding or maybe I need 
to ask the Minister more.  
 
So what you’re saying is the funding is 
actually a pot of money that went from the 
Department of Finance over to HR, and 
then whoever wants to within the 
department, I guess the Government of 
Nunavut, they can put in funding proposals 
to do training where they feel it’s 
appropriate. Is that correct? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, that is correct. Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. My 
next question is in regard to some of the 
talk we have been doing in terms of skills 
that employees have and also education 
levels. I know I have asked this question 
before, but I was wondering if there was 
any further movement on it in terms of 
working with other departments within the 
Government of Nunavut.  
 
Nunavut Arctic College has their Prior 
Learning Assessment Recognition Program 
and I know, again, quite a few dollars, a lot 
of time and energy have been invested in 
that. It’s an amazing program. I’m just 
wondering if you could give us an update 
and tell us how that is being used.  
 
One of the things I see is there are a lot of 
Government of Nunavut employees who 
have a lot of training. They do workshops 
and they do bits and pieces of training, and 
it doesn’t come to a certificate of some 
sort. They have lots of skills, but there is no 

 
 
 
 
ᐊᒻᒪᓗ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᑦ ᑐᒃᓯᕋᐅᑎᓂᒃ 
ᐱᖃᑦᑕᕐᓂᐊᐅᖅᖢᑎᒃ ᓇᐅᒃᑯᑦ ᐃᓕᓐᓂᐊᕐᓂᕐᒥᒃ 
ᐱᑕᖃᕆᐊᖃᕌᖓᑦ, ᕼᐄᓛᒃ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᑕᐃᒪᐃᑦᑐᖅ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋᐅᓇ ᐱᓕᒻᒪᒃᓴᐃᓂᕐᒧᑦ ᑐᕌᖓᔪᖅ 
ᐃᓕᓐᓂᐊᕐᓂᖏᑕᓗ ᖁᕝᕙᓯᖕᓂᕆᔭᕆᐊᖃᖅᑕᖓ. 
ᐊᐱᖅᑯᑎᒋᓚᐅᕋᓗᐊᖅᑕᕋ ᑭᓯᐊᓂ ᐊᓯᖏᓐᓂᒃ 
ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᓐᓂ 
ᐃᖅᑲᓇᐃᔭᖃᑦᑕᖅᑐᒃᓴᐅᕗᓯ. 
 
 
 
 
ᐊᒻᒪᓗ ᓯᓚᑦᑐᖅᓴᕐᕕᖕᒥ ᑮᓇᐅᔭᓂᒃ 
ᓴᓂᕐᕙᐃᓯᒪᔪᖅᑕᓕᒃ ᑕᒪᒃᑯᓄᖓ ᐊᑐᖅᑐᒃᓴᓂᒃ. 
ᐊᒃᓱᐊᓗᒡᓗ ᐱᐅᓪᓗᑎᒃ. 
 
 
 
 
 
 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐃᒃᑯᐊ 
ᐊᒃᓱᐊᓗᒃ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖅᑰᔨᖃᑦᑕᕐᖓᑕ, 
ᐃᓕᓐᓂᐊᓯᓐᓈᖅᑐᑎᒡᓗ ᑲᑎᒪᕈᓘᔭᖃᑦᑕᖅᖢᑎᒃ, 
ᓇᓗᓇᐃᒃᑯᑕᖅᑖᖃᑦᑕᖅᖢᑎᒡᓗ. 
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way of packaging that into delivering that 
and showing it to potential employers or 
having movement up a ladder in the types 
of training that they are having.  
 
If you could possibly give us an update on 
how you are working with the Nunavut 
Arctic College to implement that. Thank 
you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
will defer the question to my training and 
development director. Thank you, Mr. 
Chairman. 
 
Chairman: Okay. Go ahead, Ms. Kolola. 
 
Ms. Kolola: Thank you, Mr. Chairman. I 
am aware of the Prior Learning Assessment 
Program with the Nunavut Arctic College. 
We have been working with them from the 
beginning to see if it is a tool that we can 
use within our own government. We have 
promoted it within our own GN employees 
who would like to participate. We 
encourage them just like any other 
professional development.  
 
We would like to go a step further and see 
if we can condense it to meet the working 
requirement of employees but still be able 
to create a portfolio. That is in the early 
stages right now because, if I understand, 
the [prior] learning assessment portfolio is 
an actual program that takes a period of 
time.  
 
We have seen that the results of it do have 
a good foundation for taking their skills 
and identifying their skills. Also we found 
that it’s very good in building self-esteem 
and confidence, so it’s certainly something 
that we would like to work on. Thank you, 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᖏᓐᓇᖅᑐᓄᑦ ᑕᒪᒃᑯᐊ 
ᓴᖅᑭᔮᖅᑎᑕᐅᓪᓗᐊᖅᑐᑦ ᐅᕗᖓ ᐊᑦᑎᖕᓂᖅᓴᒧᑦ 
ᐃᓕᔭᐅᓚᐅᕋᓗᐊᕐᓗᓂ ᖁᕝᕙᖅᐸᓪᓕᐊᖃᑦᑕᕐᓂᐊᕐᒪᑕ. 
 
ᖃᓄᖅ ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖅᐱᓯ ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᓐᓂᒃ ᑕᒪᒃᑯᐊ ᓴᖅᑭᔮᕈᓐᓇᕐᓂᐊᕐᒪᑕ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐄ. ᑖᓐᓇ ᑐᓐᓂᖅᑯᑎᒋᓂᐊᖅᐸᕋ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᑦᑎᓐᓄᑦ, ᐃᓛᒃ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᑦᑎᓐᓄᑦ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ, ᒥᔅ ᑯᓗᓛᖅ. 
 
 
ᑯᓗᓛᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᑖᒃᑯᐊ ᖃᐅᔨᒪᔭᒃᑲ ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᑦ 
ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓪᓗᑎᒃᑯᑦ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᑦ. 
ᑕᐃᒪᓐᖓᓂ ᐱᒋᐊᓕᓵᕋᑦᑕ 
ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓕᓚᐅᖅᓯᒪᔭᕗᑦ. ᐊᒻᒪᓗ ᒐᕙᒪᑦ 
ᐃᓗᐊᓂ ᓴᖅᑭᔮᖅᑎᓯᒪᔭᕗᑦ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓄᑦ 
ᐃᓕᓐᓂᐊᕈᒪᔪᓄᑦ ᐊᒻᒪᓗ ᑲᔪᖏᖅᓴᐃᑐᐃᓐᓇᖅᐳᒍᑦ 
ᐃᓕᓐᓂᐊᕈᒪᔪᑦ ᐱᕕᖃᖅᑎᑕᐅᖃᑦᑕᕐᓗᑎᑦ. 
 
 
 
ᐋᖅᑭᒋᐊᒃᑲᓐᓂᕈᒪᔭᕗᑦ ᐃᖅᑲᓇᐃᔮᕆᓂᐊᖅᑕᖓᓄᑦ 
ᐃᓕᕿᑕᐅᒍᓐᓇᕐᓂᐊᕐᒪᑦ. ᒫᓐᓇ 
ᑲᒪᒋᓇᓱᓕᑕᐃᓐᓇᖅᑕᕗᑦ ᑐᑭᓯᑦᑎᐊᖅᑲᐅᒐᒪ ᑕᐃᒃᑭᐊ 
ᐃᓕᓐᓂᐊᕐᓂᖏᑕ ᖃᐅᔨᓴᖅᑕᐅᓂᖏᑦ 
ᐋᖅᑭᓱᖅᑕᐅᓯᒪᔪᑦ ᐱᔭᕇᖅᓴᕋᐃᑦᓲᓐᓇᐅᔭᖏᑦᑐᓂ. 
 
 
 
 
 
ᖃᐅᔨᔭᕗᑦ ᖃᐅᔨᓴᐃᓂᒃᑯᑦ ᑐᓐᖓᕕᖃᑦᑎᐊᖅᑐᑦ 
ᐊᒻᒪᓗ ᐱᓕᒻᒪᒃᓴᐅᑎᒋᔭᐅᖃᑦᑕᕐᖢᑎᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᖃᓄᐃᑦᑐᓂᑦ ᐊᔪᖏᓐᓂᖃᕐᒪᖔᑦ 
ᐊᒻᒪᓗ ᐊᒃᓱᐊᓗᒃ ᐃᑲᔫᑎᒋᔭᐅᖃᑦᑕᕐᖢᑎᑦ ᑕᐃᒃᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 
ᓇᓗᖅᑯᑎᖏᓂᖅᓴᐅᓕᓲᖑᓪᓗᑎᓪᓗ. ᖁᔭᓐᓇᒦᒃ 
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Mr. Chairman.  
 
Chairman: Thank you. Mr. Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for that answer. The program 
usually takes a week, but then again, to me, 
in terms of having an employee who is 
more confident in their skill sets and their 
abilities, I don’t think a week is a lot of 
time, especially when you’re talking about 
retention. That’s sort of leading into my 
next question.  
 
I know that when the GN did the whole 
report card exercise, there were a lot of 
comments from people within the 
community about job orientation in the 
GN. What type of orientation do you have 
for new employees to the GN in terms of 
trying to help with types of retention for 
the employees? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m going to defer the question to the 
training and development director. Thank 
you, Mr. Chairman.  
 
Chairman: Go ahead, Ms. Kolola. 
 
Ms. Kolola: Thank you, Mr. Chairman. In 
terms of employee orientation, we do have 
a program in our department where staff 
hold employee orientation sessions, a day-
long session, and guests are invited from 
across the government to make 
presentations and give information about 
their particular department. That has been 
successful.  
 
We encourage departments to have 
orientation packages for new employees 
and we are working on an employee 

ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒃ ᑭᐅᓵᕋᕕᑦ. ᐱᓇᓱᐊᕈᓯᓕᒫᖏᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᖅᑐᑦ. 
ᓇᓗᖅᑯᑎᖏᓂᖅᓴᐅᓕᓲᖑᓪᓗᑎᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. 
ᐱᓇᓱᐊᕈᓯᖅ ᓇᐃᓗᐊᖅᑰᔨᒋᔭᕋ. 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᓐᓄᑦ ᑖᓐᓇ ᐅᐃᒍᒋᑐᐃᓐᓇᕐᖢᒍ. 
 
 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᑦ ᖃᐅᔨᓴᐃᒐᒥ 
ᓂᓪᓕᖅᑐᖃᕈᓘᔭᖃᑦᑕᓚᐅᖅᑐᖅ ᑕᖅᑳᓐᖓᑦ. 
ᐃᖅᑲᓇᐃᔭᓕᓵᖅᑐᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᕐᓗᑎᑦ 
ᖃᓄᐃᑦᑐᓪᓗ ᐃᓕᓐᓂᐊᕈᑎᔅᓴᐃᑦ ᑕᒪᒃᑯᓄᖓ ᓄᑖᓄᑦ 
ᑐᕌᖓᓗᐊᖅᑐᑦ ᑭᓲᒻᒪᖔᖏᑦ 
ᓄᖅᑲᖅᓴᕋᐃᖏᓂᖅᓴᐅᔪᑕᐅᓂᐊᕐᒪᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᑐᓐᓂᖅᑯᑎᒋᓂᐊᕐᒥᕙᕋ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᑦᑎᓐᓄᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᑯᓗᓛᖅ. 
 
ᑯᓗᓛᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓂᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᓴᖅᑭᔮᖅᑎᑦᑎᔪᒍᑦ. ᐃᖅᑲᓇᐃᔭᖅᑎᓐᖑᓵᖅᑐᑦ 
ᐅᓪᓗᓕᒫᖅ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᖅᑐᓐ. ᐊᒻᒪᓗ 
ᒐᕙᒪᒃᑯᓃᓐᖔᖅᑐᓂᑦ 
ᐅᓂᒃᑳᕆᐊᖅᑐᖅᑎᑦᑎᖃᑦᑕᖅᖢᑕ ᐱᓕᕆᕝᕕᖏᓐᓄᑦ 
ᑐᕌᖓᔪᓂᑦ. ᑕᒪᓐᓇ ᑲᔪᓯᑦᑎᐊᖅᓯᒪᔪᖅ. 
 
 
 
 
ᐊᒻᒪᓗ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑦ 
ᐊᔭᐅᖅᑐᑐᐃᓐᓇᖃᑦᑕᖅᑕᕗᑦ 
ᐸᐃᑉᐹᖁᑏᑦᓄᐊᑦᑎᓯᒪᕙᒌᕐᓗᑎᑦ ᐃᓕᓐᓂᐊᓕᓵᖅᑐᓄᑦ 
ᐅᖃᓕᒫᖅᑕᐅᔪᔅᓴᐅᑕᐅᓂᐊᖅᑐᓂᑦ. 
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orientation framework that will help them 
with the setting up of these packages. A lot 
of departments do have their own 
orientation set up. The employee 
orientation session is a general information 
session, but it’s a very good introduction to 
the government. We try to make it 
informative so that the new employees 
know where they can get the information. 
 
This summer we launched an employee 
orientation website from the Department of 
Human Resources and it’s available in four 
languages. So that is a new tool that we are 
using with the technology, but we still 
continue to do the face-to-face [meetings]. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Aupaluktuq.  
 
Mr. Aupaluktuq: I didn’t have a question. 
 
Chairman: Sorry. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
Good morning everyone. Yesterday we 
were told about this entity or committee, if 
you will, the Building Capacity Committee. 
To me this is fairly new; I have not heard 
much about it. My question subsequently 
from that is: what are the goals and 
objectives of this Building Capacity 
Committee?  
 
We all seem to understand and reflective of 
the population here in Nunavut, we all 
committed to this Article 24, reflective of 
the Inuit here, which is, according to 
numbers that were given, 85 percent. So I 
would like to know what are the goals and 
objectives of this Building Capacity 
Committee. Thank you, Mr. Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 

ᐃᑲᔫᑎᒋᔭᐅᖃᑦᑕᕐᒪᑦ ᑕᐃᒃᑯᓄᖓ ᓄᑖᓄᑦ. ᐅᓄᖅᑐᑦ 
ᐱᓕᕆᕝᕖᑦ ᓇᒻᒥᓂᖅ ᐃᓕᓐᓂᐊᕈᑎᔅᓴᓕᐅᖅᓯᒪᔪᑦ 
ᓄᑖᓄᑦ ᑐᕌᖓᔪᓂᑦ. ᑲᑎᒪᔾᔪᑎᒋᔭᐅᖃᑦᑕᕐᖢᑎᓪᓗ 
ᕿᓯᐊᓂ ᐊᒃᓱᐊᓗᒃ ᐱᐅᔪᖅ ᑕᒪᒃᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓐᖑᓵᖅᑐᓄᑦ. 
ᑐᓴᐅᒪᑎᑦᑎᐊᕋᓱᖃᑦᑕᖅᖢᑎᒃᑯᑦ ᓇᑭᓪᓗ 
ᑐᓴᐅᒪᔾᔪᑎᑲᓂᕐᓂᑦ ᐱᔪᓐᓇᕐᒪᖔᖏᑦ 
ᖃᐅᔨᒃᑲᕐᐸᑦᑐᑎᒃᑯᑦ.  
 
 
ᐊᐅᔭᖅ ᐃᖅᑲᓇᐃᔭᓕᓵᖅᑐᓄᑦ ᐃᓕᓐᓂᐊᕈᑎᔅᓴᓂ 
ᖃᕋᓴᐅᔭᒃᑰᑐᔅᓴᓂᑦ ᓴᖅᑭᑦᑎᓚᐅᖅᐳᒍᑦ 
ᑎᓴᒪᐃᓕᖓᔪᓂᑦ ᐅᖃᐅᓯᕐᓂᑦ ᐊᑐᕐᖢᑎᒃ 
ᑎᑎᕋᖅᑕᐅᓯᒪᔪᑦ. ᑖᓐᓇ ᓴᓇᕐᕈᑎᑖᕆᔭᕗᑦ 
ᖃᕋᓴᐅᔭᐃᑦ ᐊᑐᕐᖢᑎᒃᑯᑦ. ᑭᓯᐊᓂᑦᑕᐅᖅ 
ᐃᓕᓐᓂᐊᖅᑎᖃᑦᑕᕐᒥᔭᕗᑦ ᓄᑖᑦ ᐅᓪᓗᓕᒫᖅ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᐱᖅᑯᑎᖃᓐᖏᑦᑐᖓ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒪᒥᐊᓇᖅ. ᒥᔅᑕ ᓂᓐᖓᖅ.  
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ, 
ᐅᓪᓛᑯᓪᓗ ᐃᓘᓐᓇᓯ. ᐃᑉᐸᔅᓴᖅ ᐅᖃᐅᔾᔭᐅᓚᖅᑐᒍᑦ 
ᑎᒥᓐᖑᖅᑎᑕᐅᓯᒪᔪᓂᑦ ᑲᑎᒪᔨᕋᓛᓂᓪᓘᓐᓃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᐅᔪᓂᑦ. ᑕᒪᓐᓇ ᓄᑖᖑᒻᒪᑦ 
ᐅᕙᓐᓄᑦ, ᑐᓴᐅᒪᓗᐊᕌᓗᓐᓇᒍᓗ. ᑕᐃᒪ 
ᐊᐱᖅᑯᑎᔅᓴᖃᕈᒪᔪᖓ: ᑭᓱᓂᑦ ᑐᕌᒐᔅᓴᖃᖅᐸᑦ ᑖᒃᑯᐊ 
ᖃᑎᒪᔨᕋᓛᖑᓂᕋᖅᑲᐅᔭᓯ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔩᑦ? 
 
 
 
 
ᑕᒫᓂ ᓄᓇᕗᒻᒥ ᐊᖏᖅᓯᒪᔪᐃᓐᓇᐅᔪᒍᑦ ᐊᖏᕈᑎᑎᒍᑦ 
24-ᖓᓂᑦ, ᐊᒻᒪᓗ ᓇᐃᓴᐅᑏᑦ ᑕᐃᒃᑯᐊ ᖃᐃᑕᐅᕙᒃᑐᑦ 
85-ᐳᓴᖏᓐᓃᓐᓂᕋᖅᑕᐅᖕᒪᑕ ᐃᓄᐃᑦ. 
ᖃᓄᐃᑦᑐᓂᖏᒃᑯᐊ ᑲᑎᒪᔨᕋᓛᑦ ᑐᕌᒐᖃᒻᐸᑦ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᐊᓗᑭᒧᑦ ᑐᓐᓂᖁᑎᒋᓂᐊᕋᒃᑯ ᑲᑎᒪᔨᕋᓛᖑᖃᑕᐅᖕᒪᑦ. 
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I’m going to refer this question to Aluki 
Rojas, who has been sitting on the Building 
Capacity Committee since its installation. 
Thank you, Mr. Chairman. 
 
Chairman: Go ahead. 
 
Ms. Rojas: Thank you, Mr. Chairman. 
Ullaakkut, everyone. The Building 
Capacity Committee, as Mr. Ningark has 
stated, is fairly new. It has been set up for a 
little over a year now. As Ms. Wasson 
noted yesterday, she listed all of the 
departments that were represented on this 
committee and it’s made up of deputy 
ministers.  
 
As the committee name states, it’s focusing 
on building capacity. It focuses on two 
things: building capacity within the 
territorial public service as well as building 
capacity outside the public service. As I 
stated, it’s still fairly new. In this first year, 
we had decided that we would focus mostly 
on the public service. That would be our 
first priority at this time with our capacity 
challenges. Thank you, Mr. Chairman. 
 
Chairman: Thank you, [Ms. Rojas]. Mr. 
Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
The 2008-09 Public Service Annual Report 
cover is very reflective of where we are 
coming from. We have the Inuksuk on it, 
we have drying fish, muskox, and a 
traditional tent. In the message of the Hon. 
Minister for public service, and I will quote 
from this, “… the guiding principles of 
Pinasuaqtavut, and our commitment to 
Article 23 of the Nunavut Land Claims 
Agreement.”  
 
I’m hoping that this Building Capacity 
Committee also reflects what the Minister 
has stated in his message to the people of 

ᖁᔭᓐᓇᒦ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᓐᖓᓂᓂᑦ 
ᐱᒋᐊᕐᖓᕐᓂᖓᓂᑦ ᐊᓗᑭ ᑕᐃᑲÇᓯᒪᔪᖅ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ. 
 
ᐅᕉ�ᐋᔅ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒃᑯᐊ ᑲᑎᒪᔨᕋᓛᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔩᑦ ᓄᑖᑦ ᐊᕐᕌᒍᓗᐊᖃᐃ 
ᒪᑭᒪᓕᖅᑐᑦ. ᐊᒻᒪᓗ ᒥᔅ ᐅᐊᔅᓴᓐ ᐃᑉᐸᒃᓴᖅ 
ᐅᖃᓚᐅᕐᒪᑦ ᑕᐃᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᑦ 
ᑖᒃᑯᓄᖓ ᐃᒃᓯᕚᖃᑕᐅᔪᑦ ᑕᐃᔭᐃᓐᓇᕆᓚᐅᖅᑕᖏᑦ. 
 
 
 
 
 
 
ᑲᑎᒪᔨᕋᓛᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒥᒃ 
ᐱᕙᓪᓕᐊᑎᑦᑎᓇᓱᒃᑐᑦ ᒪᕐᕈᐃᓕᖓᔫᖕᓂᒃ 
ᐱᓕᕆᐊᖃᕐᖢᑎᒃ: ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᖅ ᐊᒻᓗ ᑕᖅᑳᓃᑦᑐᓂᒃ. 
ᐅᖃᖅᑲᐅᒐᒪ ᓄᑖᖅ ᐊᒻᒪᓗ ᐃᓱᒪᓕᐅᓚᐅᕐᒥᔪᒍᑦ 
ᒐᕙᒪᒃᑯᓐᓄᑦ ᐱᓕᕆᔪᓂᒃ ᓵᓐᖓᓗᐊᕐᓂᐊᖅᑐᒍᑦ ᐊᒻᒪᓗ 
ᑲᒪᒋᓗᑎᒃᑯᑦ ᑕᒪᒃᑯᐊ ᐱᓇᐃᓗᑕᐃᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᓂᓐᖔᖅ. 
 
ᓂᓐᖔᖅ (ᑐᓵᔨᑎᒍᑦ): ᐄ, ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
2008-09-ᒥ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑦ 
ᐅᓂᒃᑳᓂᐊᕆᓯᒪᔭᖏᑦ ᐊᕐᕌᒍᑕᒫᖅᓯᐅᑎᖏᑦ, ᐅᓇ 
ᖄᖓ ᑕᑯᓪᓗᒍ ᐃᓄᒃᓱᓐᖑᐊᓕᒃ ᒪᑯᐊᓗ ᐱᑦᓰ, 
ᐅᒥᖕᒪᐃᑦ, ᑕᐃᒪᐃᑦᑐᓂᒃ ᐊᒻᒪᓗ ᑐᐱᓐᖑᐊᖅ ᑭᓯᖕᓂᑦ 
ᓴᓇᐅᓯᒪᔪᖅ. ᑕᐃᓐᓇ ᒥᓂᓯᑕᕆᔭᐅᔪᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᑐᑭᒧᐊᑎᓕᐊᕆᔭᐅᓯᒪᔪᑦ 
ᐱᓇᓱᐊᖅᑐᒍᒃᑯᓐᓄᑦ. ᓄᓇᕗᒻᒥᓗ ᐊᖏᕈᑎᑦ 
ᐃᓗᖏᓐᓃᑦᑐᑦ. 
 
 
 
 
ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒧᑦ ᑲᑎᒪᔨᕋᓛᑦ 
ᒥᓂᓯᑕᐅᑉ ᐅᖃᐅᓯᖅᑕᕆᔭᖏᓐᓄᑦ 
ᒪᓕᒃᓯᒪᔪᒃᓴᐅᒍᓇᖅᐳᑦ. ᑕᐃᒃᑯᐊ 
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Nunavut. Will the department’s head at the 
witness table give this message to the 
Building Capacity Committee to not forget 
the commitment of the Minister to Article 
23 in their deliberation of trying to build 
capacity in the system and also to ensure 
that there are beneficiaries in the system? 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. I think that was 
just a comment, but if you want to respond 
to that, Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The committee certainly is dedicated to 
Article 23. The objectives of the committee 
actually state within, “With particular 
emphasis on achieving a representative 
public service,” within the objectives of 
that committee are stated. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. (interpretation ends) I have 
been trying to follow what has been 
answered and questions asked.  
 
In looking at the filings that were provided 
on what this government has done, I 
haven’t seen any new programs that would 
effectively increase capacity for Inuit to be 
employed in the government.  
 
It’s nice to have a committee, but what will 
you actually do? What programs will you 
introduce that will have an impact in 
increasing Inuit employment within our 
government? We can try and pretend it’s a 
federal problem, but at the same time, we 
do have an obligation to do our part to try 
and increase the numbers.  
 
What new programs are there? I have 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑲᑎᒪᔨᕋᓛᖏᑦ 
ᐳᐃᒍᔾᔭᐃᖅᓯᒪᔭᕆᐊᖃᖅᐳᑦ ᒥᓂᓯᑕᐅᑉ 
ᐅᖃᐅᓯᕆᓚᐅᖅᑕᖏᑦ ᑖᒃᑯᐊ ᒪᓕᒃᑕᐅᖁᓪᓗᒋᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒥᒃ ᐃᖅᑲᓇᐃᔭᕆᐊᖃᖅᑎᓪᓗᒋᑦ 
ᒐᕙᒪᐃᑦ ᐃᓗᐊᓂ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᓂᓪᓕᐅᑎᒃᓴᑐᐃᓐᓇᐅᖕᒪᑦ. 
ᑭᓯᐊᓂ ᑕᐃᒪᐃᑦᑑᒐᓗᐊᖅᑎᓪᓗᒍ ᑭᐅᔪᒪᒐᕕᑦ, 
ᑭᐅᔪᒪᒍᕕᑦ ᑭᐅᔪᓐᓇᖅᑐᑎᑦ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᑲᑎᒪᔨᕋᓛᑦ ᑐᕌᒐᖃᖅᐳᑦ ᓄᓇᕘᑖᕈᑎ 23 
ᒪᓕᒃᑕᐅᓂᐊᕐᓗᒍ. ᐱᓗᐊᕐᓗᒋᑦ ᑐᕌᒐᖃᖅᒍᑦ 85%-
ᑎᒥᒃ ᐃᓄᖕᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᒪᓪᓗᑕ.  
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐅᑲᓕᖅ. 
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᒃᑯᑦ) ᐅᑯᐊ 
ᑭᐅᔭᐅᓯᒪᔪᑦ ᐊᐱᖅᑯᑎᒋᔭᐅᖃᑦᑕᖅᓯᒪᔪᓪᓗ ᑕᒪᒃᑯᐊ 
ᐊᖑᒻᒪᑎᓇᓱᒃᑲᓗᐊᕋᒃᑯ. 
 
 
ᐊᒻᒪᓗ ᐸᐃᑉᐹᑦ ᐅᑯᐊ ᖃᐃᑕᐅᓯᒪᔪᑦ ᒐᕙᒪᐃᓪᓗ 
ᖃᓄᐃᑦᑐᓂᒃ ᐱᔭᕇᖅᓯᓯᒪᓕᒪᖔᖏᑦ. ᓄᑖᓂᒃ 
ᑕᑯᓐᖏᑦᑐᖓ 
ᐅᓄᖅᓯᒋᐊᒃᑲᓐᓂᐅᑎᒋᔭᒍᓐᓇᕐᓂᐊᖅᑐᓂᒃ ᐃᓄᖕᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᒋᔭᐅᔪᓂᒃ ᒐᕙᒪᐃᑦ ᐃᓗᐊᓂ. 
 
ᐄ, ᑲᑎᒪᔨᕋᓛᖃᕐᖢᓂ ᐱᐅᔫᒐᓗᐊᖅ 
ᖃᓄᐃᓕᐅᖃᑦᑕᕐᓂᐊᖅᐱᓯ ᖃᓄᐃᑦᑐᓂᒃ 
ᓴᖅᑭᑎᓂᐊᖅᐱᓯ?  ᐃᓄᐃᑦ ᐅᓄᖅᓯᒋᐊᕐᓂᐊᕐᒪᑕ 
ᒐᕙᒪᐃᑦ ᐃᓗᐊᓂ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ. ᑲᓇᑕᐅᑉ 
ᒐᕙᒪᒃᑯᓐᓄᑦ ᐅᓇ ᐊᑲᐅᓐᖏᓕᐅᕈᑦ 
ᐃᒪᐃᓕᔪᓐᓇᕋᓗᐊᖅᑐᒍᑦ. ᑭᓯᐊᓂ ᐊᖏᖅᓯᒪᔪᒍᑦ 
ᐅᓄᖅᓯᒋᐊᖅᑎᓐᓇᓱᒡᓗᑎᒃᑯᑦ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. 
 
ᖃᓄᐃᑦᑐᓂᒃ ᓄᑖᓂᒃ ᓴᖅᑭᑎᕕᓯ? 
ᐊᑭᑦᑎᕋᒃᑰᖅᑎᑕᐅᓯᒪᔪᖅ ᑕᐃᓐᓇᓕ ᐊᓂᒍᓚᐅᕐᒪᑦ 
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looked at the filing and I see Akitsiraq I 
Law Program. Well, that program was 
done in the last government and it’s no 
longer being put in place by this current 
government. So what programs are you 
planning to do that we can look forward to 
so that we can increase our numbers and 
meet our obligations under Article 23 
where we can? (interpretation) Thank you, 
Mr. Chairman. 
 
Chairman: Thank you, Mr. Okalik. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The director of training and development 
will respond to the question. Thank you, 
Mr. Chairman. 
 
Chairman: Thank you. Ms. Kolola. 
 
Ms. Kolola: Thank you, Mr. Chairman. 
From the Department of Human Resources, 
we have benefited very much from the 
establishment of the training fund. We had 
some programs developed but did not have 
the funding in place to deliver [them].  
 
So in 2009-2010 and again in 2010-11, we 
have accessed the training fund to deliver 
occupational training programs, which are 
programs targeted at positions found in all 
departments. For 2009-2010, we delivered 
the HR program for positions that handle 
HR duties in departments, like coordinators 
and assistants. We also delivered the 
administrative program for individuals in 
administration and supervisory 
development. Those were the three 
occupational training programs that we 
delivered because we were able to access 
the training fund’s program development 
side.  
 
The benefit in this and reporting to the 
Building Capacity [Committee] is that they 

ᒐᕙᒪᐃᑦ ᑭᖑᓪᓖᑦ ᑕᐃᒃᑯᐊᓱᓕ ᐃᒃᓯ `ᕙᖅᑎᓪᓗᒋᑦ. 
ᖃᓄᐃᑦᑐᓂᒃ ᓄᑖᓂᒃ ᓴᖅᑭᑦᑎᓂᐊᖅᐱᓯ 
ᓂᕆᐅᒋᓂᐊᖅᑕᑦᑎᓐᓂᒃ? ᐅᓄᖅᓯᒋᐊᕐᓂᐊᕐᒪᑕ ᐃᓄᐃᑦ 
ᐅᓄᕐᓂᖏᑦ ᐊᒻᒪᓗ article 23-ᒧᑦ 
ᐊᓐᖑᑎᔾᔫᒥᓂᐊᕋᑦᑕ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒧᑦ ᐊᖏᔪᖅᑳᕆᔭᐅᔪᖅ ᑖᓐᓇ 
ᑭᐅᓂᐊᕐᒪᓐ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᑯᓗᓛᖅ. 
 
 
ᑯᓗᓛᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᕝᕙᓐᖓᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓂᑦ 
ᐃᑲᔪᖅᑕᐅᕚᓪᓕᖅᓯᒪᔪᒍᑦ ᑮᓇᐅᔭᖃᖅᑎᑕᐅᓗᑕ 
ᐃᓕᓐᓂᐊᑎᑦᑎᑲᓂᓂᕐᒧᑦ. 
 
 
ᑭᓯᐊᓂ ᑮᓇᐅᔭᑦ ᐋᖅᑭᒃᓯᒪᓚᐅᖏᒻᒪᑕ 2009-2010, 
2011-ᒥᓗ ᑖᒃᑯᐊ ᑮᓇᐅᔭᖏᑦ ᐱᓗᐊᖅᑐᒋᑦ 
ᐃᓕᓐᓂᐊᑲᓐᓂᕈᑎᔅᓴᓂᑦ ᐃᖅᑲᓇᐃᔭᕐᕕᖓᓂᑦ. ᐊᒻᒪᓗ 
ᑐᕌᖓᑎᑕᐅᓪᓗᑎᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓄᑦ 
ᐱᓕᕆᕕᐅᔪᓕᒫᓂᑦ 2009-2010. ᑕᐃᒪ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒨᖓᔪᓂᑦ ᑲᒪᓚᐅᕐᒥᔪᒍᑦ, 
ᑲᒪᖃᑦᑕᖅᑐᒍᑦ ᑕᒪᒃᑯᓂᖓ ᑕᕝᕙᓂ ᐱᓕᕆᕝᕕᒻᒥ 
ᐊᐅᓚᑦᑎᔨᐅᔪᑦ ᐃᑲᔪᖅᑎᖏᑦ ᐊᒻᒪᓗ ᐊᓪᓚᕕᒻᒥ 
ᑲᒪᒋᔭᐅᓂᖏᑦ ᐊᑐᓂ. ᐊᒻᒪᓗ ᐊᓪᓚᕕᒻᒥ ᑲᒪᔪᓄᑦ 
ᐊᒻᒪᑦᑕᐅᖅ ᐊᖏᔪᖅᑳᖑᓂᕐᒧᑦ ᑖᒃᑯᐊ ᑕᐃᒫᒃ 
ᐱᖓᓲᔪᓂᑦ ᑲᒪᓚᐅᖅᑐᒍᑦ ᑮᓇᐅᔭᓂᑦ 
ᐱᔪᓐᓇᖑᐊᑕᔅᓯᓐᓇᓚᐅᕋᑦᑕ ᐱᕙᓪᓕᐊᔾᔪᑎᔅᓴᖏᓐᓄᑦ. 
 
 
 
 
 
ᑕᐃᒪᓕ ᐃᑲᔪᕈᑎᒋᔭᖏᑦ ᑖᒃᑯᐊ ᓇᓗᓇᐃᖅᓯᓯᒪᖏᒻᒪᑕ 
ᐊᓯᖏᓐᓂᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᐅᒍᓐᓇᖅᑐᓂᑦ. 
ᐱᕙᓪᓕᐊᖁᔨᒐᔭᖅᑐᑦ ᐅᕙᑦᑎᓐᓂᑦ, ᐊᒻᒪ ᑕᒪᒃᑯᐊ 
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have also identified other occupations that 
they would like us to develop and deliver. I 
believe that once this skills analysis or gap 
analysis is gathered, we will able to see 
where the vacancies are, where the skills 
are needed, and access the training fund 
and create training programs or expand 
existing ones. 
 
If I can I was going to talk more about the 
Sivuliqtiksat Internship Program later on in 
the Auditor General’s report, but I think 
that is a perfect example of a training 
program created to fill gaps identified in 
the occupational category of directors, 
managers, and specialized positions. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. Thank you for your 
response. It is becoming quite obvious that 
Inuit are falling further behind. With regard 
to these new positions, one cannot ascertain 
what level Inuit are at within the public 
service. I wonder which other avenues we 
may have with regard to the matter, 
especially when we want to see more 
improvements in the process.  
 
If we are not even keeping up with the 
creation of these new positions, the levels 
of Inuit employees will continue to 
deteriorate and we are being left behind. I 
wonder how we can come up with good 
news stories since this is an area we can 
make improvements in. We seem to be 
falling behind, so I wonder how we can 
make this process better. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Okalik. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 

ᓄᐊᑕᐅᓯᒪᓕᖅᑲᑕ ᓇᐅᒃᑯᑦ ᐃᓐᓄᔅᓯᒪᖏᑦᑐᑦ 
ᓇᐅᒃᑯᓪᓗ ᐊᔪᖏᓐᓂᖃᕆᐊᖃᕐᒪᖔᑕ ᖃᓄᐃᑦᑐᓂᑦ 
ᓴᖅᑮᒍᓐᓇᕋᔭᕋᑦᑕ ᐃᓕᓐᓂᐊᖅᑕᐅᑲᓐᓂᕈᓐᓇᕋᔭᖅᑐᓂᑦ. 
ᐅᕝᕙᓘᓐᓃᑦ, ᐊᖏᓪᓕᒋᐊᕐᓗᒍ 
ᐃᓕᓐᓂᐊᖅᑕᐅᕙᒌᖃᑦᑕᖅᑐᑦ. 
 
 
 
 
ᐅᖃᐅᓯᕆᒃᑲᓂᕐᓂᐊᖅᑲᐅᔭᕋᓗᐊᕋ ᓯᕗᓕᖅᑎᑦᑕ 
ᑕᐃᓐᓇ. ᑖᓐᓇ ᐆᑦᑑᑎᑦᑎᐊᕙᐅᒪᑦ ᒫᓐᓇᐅᔪᖅ 
ᐃᓕᓐᓂᐊᖅᑕᐅᒍᓐᓇᖅᑐᖅ ᓴᖅᑭᑕᐅᓯᒪᔪᖅ. ᑕᒪᒃᑯᐊ 
ᓲᕐᓗ ᑭᑭᑕᐅᓯᒪᔪᑦ ᐱᔭᐅᒍᓐᓇᖁᓪᓗᒋᑦ 
ᐃᖅᑲᓇᐃᔮᖑᔪᓂᑦ ᐊᐅᓚᑦᑎᔨᐅᔪᓄᑦ 
ᐊᖏᔪᖅᑳᖑᔪᓄᑦ, ᑕᒃᑯᓄᖓ ᐃᖅᑲᓇᐃᔮᓄᑦ 
ᐊᔾᔨᐅᖏᑦᑐᓄᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪ ᖁᔭᓐᓇᒦᒃ 
ᑖᒃᑯᓂᖓ ᑭᐅᑲᐃᓐᓇᕈᓐᓇᕋᕕᑦ. ᐃᒫᒃ 
ᓇᓗᓇᕈᓐᓃᓕᕐᖓᑦ ᑖᒃᑯᐊ ᐃᓄᐃᑦ 
ᕿᒪᑦᑕᐅᕙᓪᓕᐊᑐᐃᓐᓇᖅᑑᔮᕐᖓᑕ. ᑖᒃᑯᐊᓗ 
ᐊᓚᒃᑲᖅᑕᐅᕙᓪᓕᐊᔪᑦ ᓇᒦᓕᕐᒪᖔᑕ ᐃᓄᐃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᓇᓗᓇᕈᓐᓃᐸᓪᓕᐊᒻᒪᑦ. 
ᓇᐅᒃᑯᑲᓐᓂᕐᓕᑭᐊᖓᐃ ᐃᒫᒃ, ᑕᒪᓐᓇ 
ᐋᖅᑭᒋᐊᖅᑕᐅᓂᐊᕋᓗᐊᖅᑲ? 
 
 
 
 
ᐊᖑᑎᕙᓪᓕᐊᖏᓪᓗᑕ 
ᕿᒪᑦᑕᐅᕙᓪᓕᐊᑐᐃᓐᓇᖅᑑᔮᓕᕋᑦᑕ, ᖃᓄᒃᑲᓂᕐᓕᑐᖅ 
ᑐᓴᕈᒥᓇᖅᑐᒥᑦ ᑕᑯᒍᒥᓇᖅᑐᒥᑦ 
ᐋᖅᑭᒃᓱᐃᒋᐊᖃᓂᐊᖅᑭᑕ ᑕᒪᑐᒪ ᒥᔅᑖᓄᑦ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᐋᖅᑭᔅᓱᕆᐊᖅᑕᐅᓂᖏᓐᓄᑦ 
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Through the reorganization of our 
department we will be designating ten 
positions specifically to meet on a regular 
basis and to be dedicated towards Inuit 
employment. Through that plan, it is our 
objective to come up with new ideas and 
new ways to find jobs and training and to 
get Inuit into positions because it is our 
goal to increase the employment of Inuit 
within the Government of Nunavut. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. Good morning, everybody and 
welcome back. I appreciate the follow-up 
responses to my colleagues as well as the 
Committee here.  
 
My question, Mr. Chairman, is directed to 
the Office of the Auditor General. On page 
8, item 10, High cost of living, I believe it 
is imperative that this question is asked.  
 
Freight costs are extremely high, healthy 
foods are not subsidized as much as high 
sugar or what are labelled as junk foods 
that are easily purchasable by people in 
Nunavut rather than healthy foods, and 
food mail service is threatened for 
individuals under the present concerns.  
 
In your opinion, what must or can be done 
to talk with the necessary services for 
healthy living for Nunavummiut in order 
for Nunavut as a whole to benefit from a 
fundamental need, such as access to 
healthy food? Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Aupaluktuq. 
Mr. Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Thank you for the question. The issue is 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓂᓛᒃ ᖁᓕᐅᔪᓂᑦ 
ᓴᖅᑮᓛᕐᒥᒐᑦᑕ ᑐᕌᖓᒐᔭᖅᑐᓂᑦ ᐃᓄᓐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓂᕐᒧᑦ. ᐊᒻᒪᓗ ᓴᖅᑮᓇᓱᒃᑲᔭᕋᑦᑕ 
ᓇᐅᒃᑯᑦ ᖃᓄᖅ 
ᐃᖏᓕᓐᓂᐊᑎᑦᑎᑲᓐᓂᕈᓐᓇᕋᔭᕐᒪᖔᑦᑕ ᐃᓄᓐᓂᑦ 
ᑕᕝᕗᖓ ᐃᖅᑲᓇᐃᔮᓄᑦ ᐅᐸᓗᖓᐃᔭᕐᓗᒋᑦ. 
ᑐᕌᒐᖃᕋᑦᑕ ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐊᒥᓱᕈᒃᑲᓐᓂᕆᐊᖃᕋᓗᐊᕐᖓᑕ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᓪᓛᒃᑯᑦ. ᑐᓂᖓᓱᒋᔅᓯ ᐅᑎᕐᒥᒐᔅᓯ. ᑖᒃᑯᐊ 
ᐊᐱᕆᔪᒪᔪᖓ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐊᓪᓚᕕᖓᓄᑦ 
ᑕᐅᕙᓃᑦᑐᓄᑦ. 
 
ᒪᓕᑦᑐᒋᑦ ᒪᑉᐱᒐᖅ 8, ᐊᑭᑐᔫᓂᖏᓐᓄᑦ. ᑖᓐᓇ 
ᐊᐱᖅᑯᑕᐅᔭᕆᐊᖃᖅᑑᑎᒋᓪᓚᕆᒃᑲᒃᑯ. 
 
 
 
ᖃᖓᑦᑕᐅᑏᑦ ᐊᑭᑐᔪᒻᒪᕆᐊᓘᖕᒪᑕ ᐊᒻᒪᓗ ᑕᒪᒃᑯᐊ 
ᓂᕿᑦᑎᐊᕙᐅᔫᒐᓗᐊᑦ ᐃᑲᔪᖅᑕᐅᕙᓐᖏᒻᒪᑕ. ᑕᐃᒃᑯᐊ 
ᓂᕿᑦᑎᐊᕙᐅᓐᖏᑦᑐᑦ ᓂᕿᓂᒡᓗ 
ᑎᑭᓴᐃᔾᔪᑕᐅᖃᑦᑕᖅᑐᖅ ᓈᒻᒪᓈᖅᓯᒪᓗᐊᕋᓂ. 
 
 
 
 
 
ᐅᖃᖅᑕᑦᑎᓐᓂ ᑕᐃᒪᓕ ᖃᓄᐃᓕᒍᓐᓇᖅᑭᑕ ᑕᒪᒃᑯᐊ 
ᐱᔨᑦᑎᕈᑕᐅᓂᐊᖅᑐᑦ ᓄᓇᕗᒻᒥ ᐃᒻᒪ 
ᐃᓅᓯᖃᑦᑎᐊᕐᓂᕐᒧᑦ ᓄᓇᕗᓕᒫᖅ ᐃᑲᔪᖅᑕᐅᓗᓂ 
ᓲᒃᓗ ᕿᒫᒃ ᓂᕿᑦᑎᐊᕙᖕᓂᒃ ᐱᒍᓐᓇᓂᕐᒧᑦ? 
ᖁᔭᓐᓇᒦᒃ ᐃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒡᓗ ᐊᐱᕆᒐᕕᑦ. ᐄ, ᑖᓐᓇ ᐱᒻᒪᕆᐅᔪᖏᓛᖅ 
ᐃᓱᒪᒋᔭᐅᔭᕆᐊᖃᖅᑐᓂ ᐃᖅᑲᓇᐃᔮᖑᔪᓂ ᑕᒫᓂ 
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certainly an important element of the 
factors that need to be considered in 
relation to staffing positions in Nunavut.  
 
I think that the Member mentioned the 
Food Mail Program. When we think about 
healthy foods and healthy eating, I think 
that that’s a key program in terms of 
reducing the cost of getting healthy foods 
into remote communities. I think we’re all 
aware and certainly from my previous 
career, I’m certainly aware of the difficulty 
in getting perishable goods into very 
remote communities.  
 
The Auditor General mentioned yesterday 
in response to a good question from Mr. 
Elliott that she would hope that we would 
have an interest as the Office of the Auditor 
General in following up at some point on 
the Food Mail Program, and I think that’s 
certainly something that we will include in 
our future planning. Thank you. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Aupaluktuq.  
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. Aside from food, here is just an 
example just to formulate an image.  
 
A no-name television brand at one of the 
local stores was going for $1,700, a 37-inch 
LCD TV. I don’t know who can afford that 
TV, but if you go online and went to Best 
Buy, you can buy a better name product for 
a 37-inch for $550. I enquired and it would 
cost $140 on postage express post. So for 
$750 landed, you’re still saving $1,000 on 
a product compared to what is being sold 
on the floor. I just want to throw that in as 
an example.  
 
Mr. Chairman, that was a comment, but 
this question is to the Office of the Auditor 
General on page 8, item 12, Low 

ᓄᓇᕗᒻᒥ. 
 
 
 
ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖓ ᓂᕿᓂᒃ ᖃᖓᑦᑕᐅᑎᖏᓐᓄᑦ 
ᓂᕿᑦᑎᐊᕙᐅᔪᓂᒃ ᐱᑕᖃᕆᐊᖃᕐᓂᖓᓂᒃ. ᑖᓐᓇ 
ᐱᒻᒪᕆᐅᖕᒪᑦ ᐊᑭᑐᓗᐊᖅᑕᐃᓕᒪᑎᑦᑎᓐᓂᕐᒧᑦ 
ᓂᕿᑦᑎᐊᕙᐅᔪᓂᒃ ᓄᓇᓕᖕᓄᑦ ᐱᓪᓗᑎᒃ. 
ᖃᐅᔨᒪᔪᐃᓐᓇᐅᖅᑰᖅᑐᒍᑦ ᐊᒻᒪᓗ ᖃᐅᔨᒪᒋᓪᓗᒍ ᐄ, 
ᑕᒪᒃᑯᐊ ᐃᓛᒃ ᐱᕈᖅᑐᒥÇᓪᓗ ᐱᔭᕆᐊᑐᓲᖑᖕᒪᑕ. 
 
 
 
 
 
 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᑦ ᐅᖃᓚᐅᕐᖓᓪᓗ ᒥᔅᑕ 
ᐃᐊᓕᐊᓐᒥᒃ ᐅᕙᖑᓪᓕᑦᑕᐅᖅ ᐊᒡᓚᒡᕕᖓᓂᓐᖔᕐᓗᑕ 
ᑕᒪᒃᑯᐊ ᖃᐅᔨᒋᐊᒋᐊᒃᑲᓐᓂᕈᓐᓇᖅᑕᒃᓴᕆᕙᕗᑦ 
ᓂᕿᓂᒃ ᑎᑭᓴᐃᖃᑦᑕᕈᓐᓇᕐᓂᕐᒧᑦ ᑕᕝᕗᖓ.  
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᑕᕐ ᑳᒻᐳᓪ. 
ᒥᓯᑕᕐ ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᓂᕿᐅᓪᓕ ᐊᓯᐊᒍᑦ ᐆᒃᑑᑎᒋᑐᐃᓐᓇᕐᓗᒍ. 
 
ᐃᒫᒃ ᓂᐅᕕᕐᕕᐅᔪᒥ ᑕᓚᕖᓴᐅᔪᖅ ᓲᕐᓗ $1,700-
ᕌᓪᓗᐊᕐᑐᓂ. ᑏᕖᒥᑦ ᑕᓚᕖᓴᒥᖏᓛᒃ ᖃᕆᑕᐅᔭᒃᑯᑦ 
ᑕᑯᓗᓂ $550-ᖏᑐᐃᓐᓇᕆᓪᓗᑎᒃ $140-
ᕌᕋᔭᕐᖓᒡᒎᖅ ᖃᖓᑦᑕᐅᑎᖓᒍᑦ. ᐃᒫᒃ 
ᐊᑭᑐᔪᒻᒪᕆᐊᓘᒐᔭᖅᑎᓪᓗᒍ ᓂᐅᕕᕐᕕᖕᒥ ᑖᓐᓇ 
ᐆᒃᑑᑎᒋᑐᐃᓐᓇᕈᒪᕋᑖᖅᑕᕋ. 
 
 
 
 
 
 
 
ᐊᒻᒪᓗ, ᐃᒃᓯᕙᐅᑖᑦ, ᑖᒃᑯᐊ ᐊᒡᓚᒡᕕᖓᓄᑦ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏ ᒪᒃᐱᒐᐃᑦ 8 ᑕᒪᒃᑯᐊ 
ᐱᔭᕇᖃᑦᑕᖅᑐᑦ ᐊᑦᑎᒃᑑᓂᖏᓐᓂᑦ ᑕᐃᒪ ᐃᑉᐸᒃᓴᖅ 
ᐅᖃᐅᓯᖃᓚᐅᕋᑦᑕ ᐃᓕᓐᓂᐊᕐᓂᐅᔪᖅ 
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graduation rates. Yesterday I mentioned 
that education should be the foundation, 
fundamental, and core of what is going to 
make Nunavut succeed.  
 
It states here halfway through the 
paragraph, “In his 2006 report, The 
Nunavut Project, Justice Thomas Berger 
emphasized that, fundamentally, it is 
impossible to consider the objectives of 
Article 23 of the Nunavut Land Claims 
Agreement without also considering that a 
great majority of positions in the public 
service require educational qualifications.” 
This is along the lines of what my 
colleague, Mr. Elliott, was asking under the 
difficulties of Article 23 that HR faces in 
terms of acquiring qualified people to fill in 
these positions.  
 
Now, to continue with the rest of the quote, 
it says, “Because of the low number of high 
school graduates, departments face the 
additional challenge of finding qualified 
candidates from Nunavut communities for 
positions that require post-secondary 
education.”  
 
This fall we graduated 17 students in Baker 
Lake, which is the highest number that 
we’ve had, and we’re very proud. I was 
very honoured to be invited to that. 
Hopefully we project to have more this 
coming year and it would be a record for 
Baker Lake.  
 
In this position, between kindergarten and 
grade 12, in your opinion or experience, 
Mr. Campbell, what substance is missing in 
the quality of education that is producing 
few graduates in Nunavut? Thank you, Mr. 
Chairman.  
 
Chairman: Thank you, Mr. Aupaluktuq. 
Mr. Campbell.  
 

ᑐᓐᖓᕕᒋᔭᐅᓪᓚᕆᒋᐊᖃᖓᑦ ᓄᓇᕗᑦ ᑲᔪᓯᓂᐊᖅᑲᑦ. 
 
 
 
 
ᐅᕙᓂᓗ ᕿᑎᕈᔪᐊᓂ 2006 ᐅᓂᒃᑳᖏᓐᓂ ᓄᓇᕗᒻᒥ 
ᑖᒧᔅ ᐸᕐᔭᕐ ᐅᖃᓚᐅᕐᖓᑦ, ᐊᔪᕐᓇᕐᖓᒡᒎᖅ ᑖᒃᑯᐊ 
ᑐᕌᒐᕆᔭᐅᔪᑦ 23-ᒥ ᓄᓇᕗᑖᕈᑕᐅᓯᒪᔪᓂ ᑭᓯᐊᓂ 
ᐃᓱᒪᒋᖃᓯᐅᑎᓗᒋᑦ ᑕᒪᒃᑯᐊ ᐊᒥᓲᓂᖅᓴᐃᑦ 
ᐃᖅᑲᓇᐃᔮᖑᔪᑦ ᒐᕙᒪᒃᑯᓐᓂ 
ᐃᓕᓐᓂᐊᖅᓯᒪᔪᒻᒪᕆᐅᒋᐊᖃᕐᖓᑕ.  ᑖᓐᓇ ᒥᓯᑕᕐ 
ᐃᓕᐊᑦ ᐊᐱᖅᑯᓯᕆᕙᖅᑲᐅᔭᖓᓄᑦ ᑕᕝᕙᓂ Article 
23 ᐃᓐᓄᐃᓇᓱᒋᐊᖃᕐᖓᑕ ᑕᒪᒃᑯᓂᖓ. 
 
 
 
 
 
 
 
 
ᐅᖃᖅᓯᒪᒋᓪᓗᓂ ᐱᔭᕇᖅᐸᒃᑐᑦ ᐃᓕᓐᓂᐊᕕᖕᒥ 
ᐊᑭᑭᑦᑐᓂᖏᓐᓂ ᐱᓕᕆᕕᐅᔪᖅ ᐃᒫᒃ 
ᐊᔪᓐᖏᓪᓚᕆᒃᑐᓂᒃ ᐱᔪᓐᓇᓐᖏᓗᐊᖃᑦᑕᖅᑐᓂᒃ 
ᓄᓇᕗᒻᒥ ᓄᓇᖃᖅᑐᓂᒃ. 
 
 
 
 
ᐅᑭᐊᒃᓵᖑᔪᖅ 17-ᓂᒃ ᐱᔭᕇᖅᑐᖃᓚᐅᕐᖓᑦ 
ᖃᒪᓂᑦᑐᐊᒥ ᐊᒥᓲᓃᖅᐹᐅᔮᖅᑐᑎᒡᓗ, ᐊᒃᓱᐊᓗᒡᓗ 
ᐅᐱᒍᓱᓚᐅᖅᑐᖓ ᖃᐃᖁᔭᐅᓚᐅᕋᒪᓗ. ᐊᒻᒪᓗ 
ᐊᕐᕌᒎᓂᐊᖅᑐᒥ ᐊᒥᓲᓂᖅᓴᐅᖁᒐᓗᐊᖅᑕᕗᑦ. 
 
 
 
 
ᑕᕝᕙᓐᖓᑦ ᒥᒃᓂᖅᐹᒥᑦ Grade 12-ᒧᑦ ᖃᐅᔨᒪᔭᓐᓄᑦ 
ᒥᓯᑕᕐ ᑳᒻᐳᓪ ᖃᐅᔨᒧᔭᖓᒍᑦ. ᑕᐃᓐᓇᓕ 
ᑭᓱᓂᒃᑭᐊᕐᖓᐃᑦ ᐱᑕᖃᓐᖏᓗᐊᖅ ᓱᖕᒪᒃᑭᐊᕐᖓᐃᑦ 
ᖃᑦᑏᓐᓇᐅᓗᐊᖅᐸᒃᐸᑦ ᐱᔭᕇᖅᐸᒃᑐᑦ ᓄᓇᕗᒻᒥ? 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
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Mr. Campbell: Thank you, Mr. Chairman. 
That’s a question that goes to the very core 
of this issue. It’s also a question that is 
somewhat outside the scope of the audit 
work done in this audit, but I will offer 
something of a response, if I can. 
 
I think that there have been investments 
made by the Government of Nunavut in 
education. I think you have seen the 
creation of the university graduates 
program, the master’s degree program. I 
would imagine, not having done an audit 
for the Department of Education, the return 
on that investment will take some time. I 
think that much of the discussion that has 
happened here today and yesterday speaks 
to addressing the human resource capacity 
issue both with some short-term things that 
can be fixed today and some longer term 
investments that will take some time to 
have a return. 
 
On the education, I think that the people in 
the Department of Education would be in a 
much better place to answer that question. I 
would just offer the fact I think the return 
on that investment will take some time and 
it might be worthwhile for the Committee 
to have a discussion with the Department 
of Education on what they think the timing 
of that would be.  
 
If I may just venture, Mr. Chairman, to 
address the comment that the Member 
made about the number of graduates in his 
community, in this case Baker Lake, and 
how to sort of move them into the public 
service. Mr. Okalik made, I thought, a very 
interesting comment earlier this morning 
when he sort of raised a question of how to 
make it more exciting and appealing to 
Inuit people in Nunavut to actually work in 
the Government of Nunavut.  
 
Again it’s another issue in terms of that 

ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑖᓐᓇᑦᑕᐅᖅ ᑲᒪᒋᔭᐅᖃᑦᑕᖅᓯᒪᔪᖅ ᑭᐅᓇᓱᖕᓂᐊᖅᑲᕋ. 
 
 
 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᐃᓛᒃ ᐊᑐᒻᒪᕆᒃᐸᒃᑑᒐᓄᐊᑦ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒧᑦ ᓴᖅᑮᓂᖓ ᐊᒻᒪᓗ 
ᐃᓕᓐᓂᐊᖅᑕᖏᓐᓂᒃ ᖁᕝᕙᓯᖕᓂᖅᓴᐅᔪᓂᒃ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᖃᐅᔨᓴᖅᓯᒪᓐᖏᓪᓗᒋᑦ 
ᐱᔭᕆᐊᑐᔪᑲᓪᓚᐅᒐᔭᖅᑯᖅ. ᐊᒻᒪᓗ ᐅᖃᐅᓯᕆᔭᐅᕙᒃᑐᑦ 
ᑕᕝᕙᓂ ᐅᓪᓗᒥ ᐃᑉᐸᒃᓴᕐᓗ ᑖᒃᑯᐊ ᓯᕕᑭᑦᑐᒧᖅᑲᐃ 
ᐋᖅᑭᒃᑕᐅᑲᐃᓐᓇᖅᓯᒪᒍᓐᓇᕋᔭᖅᑐᑦ.ᓗ. ᑕᕝᕙᓂᓗ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒥ, ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᒥᒃ 
ᑖᒃᑯᐊᖃᐃ ᑭᐅᑦᑎᐊᕈᓐᓇᕐᓂᖅᓴᐅᒐᔭᖅᑑᒐᓗᐊᑦ 
ᐅᕙᑦᑎᓐᓂᑦ. ᐊᒻᒪᓗ ᐊᑯᓂᑲᓪᓚᐅᒐᔭᖅᑐᒃᓴᐅᓪᓗᓂ. 
 
 
 
 
 
 
ᐅᖃᖃᑎᖃᕐᓗᓯᓪᓘᓐᓃᑦ ᑖᒃᑯᓂᖓ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓂᑦ. ᐃᒃᓯᕙᐅᑖᖅ, ᑖᓐᓇ 
ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖓ ᐊᒥᓲᓂᖏᓐᓄᑦ ᐱᔭᕇᖅᑐᑦ, 
ᖃᒪᓂᑦᑐᐊᕐᒥ ᐱᔭᕇᓚᐅᖅᑐᑦ, ᐊᒻᒪᓗ ᑕᕝᕗᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑦ ᐃᖅᑲᓇᐃᔮᖅᑖᖅᑎᑉᐸᓪᓕᐊᓗᒋᑦ 
ᒐᕙᒪᒃᑯᓐᓄᑦ. 
 
 
 
 
ᒥᔅᑕ ᐅᑲᓕᖅ ᐅᖃᖅᑲᐅᖕᒪᑦ ᑐᓴᕈᒥᓇᖅᑐᒥᒃ 
ᐊᐱᕆᑎᓪᓗᒍ ᖃᓄᖅ 
ᖁᕕᐊᓇᕐᓂᖅᓴᐅᔪᓐᓇᖅᑎᒋᐊᖃᕐᒪᑦ 
ᑲᔪᖏᕆᔭᐅᓂᖅᓴᐅᔭᕆᐊᖃᕋᓗᐊᕐᖓᑦ ᑕᒪᓐᓇ 
ᐃᖅᑲᓇᐃᔭᕈᒪᓗᓂ. ᒐᕙᒪᒃᑯᓐᓄᑦ 
ᐱᔪᒥᓇᕐᓂᖅᓴᐅᒋᐊᕐᓗᒍ ᐃᓄᖕᓄᑦ. 
 
 
 
 
 
 
 
ᒐᕙᒪᒃᑯᓐᓄᖃᐃ ᐊᐱᖅᑯᓯᐅᒃᑲᓐᓂᕈᓐᓇᖅᑐᖅ ᖃᓄᖅ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ 
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outreach, the marketing of the Government 
of Nunavut to make it appealing to Inuit. It 
might be a worthwhile question to 
government officials to follow on that idea 
and ask what they have in mind to try and 
make the Government of Nunavut the 
employer of choice for Nunavummiut. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Campbell. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. This next comment is directed 
towards the witnesses over there from the 
Government of Nunavut and also in 
compliance with the education 
requirements for Nunavummiut.  
 
I think it is imperative, and it is very 
critical to use the word imperative, to 
develop a strategy to educate parents or 
guardians the values and principles of 
providing a study environment. I am not 
judging parental skills, but I am saying that 
our students need the support at home and 
the foundation in which they are given the 
opportunity to be able to study in a quiet 
environment to get the work done.  
 
A student needs at least an hour or hour 
and a half study period in order to focus on 
their homework and assignments. I would 
like to see, with the encouragement of 
human resources in partnership with the 
Department of Education, a strategy to 
emphasize educating guardians and parents 
the necessity of being able to provide a 
healthy environment for students to be able 
to focus on their school work. 
 
I had suggested before in Committee of the 
Whole that even a piece of paper is very 
effective, even a pamphlet in Inuktitut or 
English, just as a guideline to educate and 
inform the need for a student to have a 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓪᓗᐊᑕᐅᒍᓐᓇᕐᒪᖔᑕ 
ᓄᓇᕗᒻᒥᐅᔪᓄ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒪᓕ ᐅᖃᐅᓯᕆᔪᒪᔭᕋ ᑐᕌᖓᓗᐊᖅᑐᖅ ᑖᒃᑯᓄᖓ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᓐᓃᓐᖔᖅᑐᓄᑦ ᐊᒻᒪᓗ 
ᐃᓕᓐᓂᐊᕐᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᖅᓯᒪᔭᕆᐊᖃᖅᑑᓂᖏᓐᓄᑦ 
ᓄᓇᕗᒻᒥ. 
 
 
ᐊᒻᒪᓗ ᐃᒫᒃ ᐊᑐᓪᓗᐊᕆᒋᐊᖃᕐᖓᑦ 
ᐊᖏᔪᖅᑳᕆᔭᐅᔪᑦᑕᐅᖅ ᐸᖅᑭᔨᐅᔪᑦ 
ᐃᓕᓐᖓᑎᒋᐊᖃᕐᒥᒐᑦᑐᒍᑦ ᖃᓄᖅ ᐃᑲᔪᖅᓱᐃᓂᕐᒧᑦ 
ᐃᓕᓐᓂᐊᖅᑎᑦᑎᕙᓪᓕᐊᓂᕐᒧᑦ. ᐄ, 
ᖃᕿᐊᖅᓯᓐᖏᑦᑐᖓ ᐊᖓᔪᖅᑳᕆᔭᐅᔪᓂᒃ. ᑭᓯᐊᓂ 
ᐃᓕᓐᓂᐊᖅᑎᖁᑎᒋᔭᕗᑦ ᐃᑲᔪᖅᑕᐅᔭᕆᐊᖃᕐᖓᑕ 
ᐊᖏᔪᖅᑳᖏᓐᓂᑦ ᐃᓕᓐᓂᐊᕈᓐᓇᕐᓗᑎᒃ. 
 
 
 
 
 
ᐃᒫᒃ ᐅᓚᕕᓴᖅᑕᐅᓗᐊᓐᖏᓪᓗᑎᒃ ᐊᖏᕐᕋᖓᓂ 
ᐃᑲᕐᕋᒥᒃ ᐊᑕᐅᓯᕐᒥᒃ ᒪᕐᕈᑲᓵᖕᓂᒃ. ᑖᒃᑯᐊ 
ᐱᔭᒃᓴᕆᔭᖏᑦ ᐊᖏᕐᕋᖏᓐᓂ ᑲᒪᒋᔭᐅᓂᐊᕐᖓᑕ. 
ᑖᒃᑯᐊᓕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐱᖃᑎᖃᕐᓗᑎᒃ 
ᖃᓄᖅᑑᕈᑎᒃᓴᐅᓂᐊᖅᑐᒥᒃ 
ᐃᓕᓐᓂᐊᑲᓐᓂᕈᑕᐅᒍᓐᓇᖅᑐᓂᒃ ᐊᖏᔪᖅᑳᕆᔭᐅᔪᓄᑦ 
ᐃᓕᓐᓂᐊᖅᑎᓄᑦ ᑕᒪᒃᑯᐊ ᐊᖏᕐᕋᖏᓐᓂ 
ᐃᓕᓐᓂᐊᕆᐊᖃᖅᑕᖏᓐᓂᒃ. 
 
 
ᑲᑎᒪᑐᐃᓐᓇᖅᑎᓪᓗᑕ ᐅᖃᖃᑦᑕᖅᓯᒪᖕᒥᒐᒪ ᐃᒫᒃ 
ᐸᐃᑉᐹᑐᐃᓐᓇᕈᓗᒃ ᐊᓪᓛᑦ ᐊᑑᑎᖃᕐᖓᑦ ᐃᓄᒃᑎᑐᑦ 
ᖃᓪᓗᓈᑎᑐᓪᓘᓐᓃᑦ ᑐᓴᐅᒪᑎᑦᑎᓂᕐᒧᑦ ᐃᒫᒃ 
ᐅᓚᕝᕕᑕᐅᓗᐊᓐᖏᓪᓗᑎᒃ ᐃᓕᓐᓂᐊᕈᑎᖏᓐᓂᒃ 
ᑲᒪᔪᓐᓇᕐᓗᑎᒃ. 
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proper study environment.  
 
I just encourage the Department of 
Education to work hand in hand with the 
Department of Human Resources to 
develop a strategy to encourage completing 
high quality graduates who can move on to 
post-secondary [education] and then gain 
these positions. That was just a comment. 
Thank you very much, Mr. Chairman. 
 
Chairman: Thank you, Mr. Aupaluktuq. 
Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
Without losing sight of career training 
plans within the public service and the 
business action plan of the Government of 
Nunavut, paragraph 12 of the Auditor 
General’s report notes that “… a great 
majority of positions in the public service 
require educational qualifications.”  
 
Madam Deputy Minister, your department 
has been engaged in a government-wide 
review of job descriptions for a number of 
years.  
 
Thank you. My microphone is speaking for 
me.  
 
The objective of this exercise has been to 
lower artificial barriers to Inuit 
employment. Based on your department’s 
work to date, approximately what 
percentage of the government’s jobs 
genuinely require post-secondary 
educational qualifications in order for them 
to be successfully performed? Thank you, 
Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
will defer that question to later in the 
session when I can obtain that information. 

 
 
ᑎᓕᐅᒃᑲᓐᓂᕐᓗᒋᓪᓗ ᐱᐅᔪᒥᒃ ᐃᒫᒃ 
ᐱᔭᕇᖅᑐᖃᖃᑦᑕᕐᓂᐊᕐᖓᑦ ᐊᔪᓐᖏᑦᑐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᕈᓐᓇᖅᓯᓂᐊᕐᖓᑕ. ᑖᓐᓇ 
ᐅᖃᐅᓯᒃᓴᓗᐊᑐᐃᓐᓇᐅᕋᑖᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅᑕ ᓂᓐᖓᒃ. 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᕝᕙᓂ ᐱᓕᒻᒪᒃᓴᐃᒃᑲᓐᓂᕐᓂᕐᒦᑎᓪᓗᑕ ᒐᕙᒪᒃᑯᑦ 
ᐃᓛᒃ 12-ᒥ ᑖᒃᑯᐊ ᐅᓂᒃᑳᖏᓐᓂ ᐊᒥᓲᓂᖅᓴᐅᔪᑦ 
ᐃᖅᑲᓇᐃᔮᖑᔪᑦ 
ᐃᓕᓐᓂᐊᖅᓯᒪᔭᕆᐊᖃᖅᑐᒻᒪᕆᐅᖕᒪᑕ. 
 
 
 
 
ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᕆᔭᖓ ᑕᕝᕙᓂ ᒐᕙᒪᒃᑯᓐᓄᓕᒫᖅ 
ᕿᒥᕐᕈᓯᒪᒐᑦᓯᐃᖅᑲᓇᐃᔮᖑᔪᑦ ᓇᓗᓇᐃᖅᓯᒪᓂᖏᓐᓄᑦ 
ᐊᕐᕌᒍᑦ ᐊᒥᓱᑲᓪᓚᐅᔪᓂᒃ. 
 
 
 
ᖁᔭᓐᓇᒦᒃ. ᑖᓐᓇ ᖃᓂᓐᖑᔫᖅᑯᑎᒐ ᐃᒻᒥᓃᓐᓈᓗᒃ 
ᐱᓕᕐᓂᕐᖓᑦ. 
 
 
ᑖᓐᓇ ᐱᓕᕆᐊᖑᓯᒪᔪᖅ ᑕᒪᒃᑯᐊ 
ᐊᕝᕕᐊᕈᑎᖃᓗᐊᖁᓇᒋᑦ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᕈᓐᓇᖅᓯᓂᐊᕐᓂᖏᓐᓄᑦ. ᒪᓕᒃᑐᒋᑦ ᐅᓪᓗᒥ 
ᐱᓕᕆᐊᕆᓯᒪᔭᓯ ᖃᑦᑎᐸᓘᔪᑦ %-ᖏᑎᒍᑦ ᒐᕙᒪᒃᑯᑦ 
ᐃᖅᑲᓇᐃᔮᖏᑦ ᓯᓚᑦᑐᓴᕐᕕᒻᒥ 
ᐃᓕᓐᓂᐊᖅᓯᒪᔭᕆᐊᖃᖅᐸᑦ ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᕈᓐᓇᑦᑎᐊᕐᓂᐊᕐᒪᑕ ᑕᕝᕙᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᐅᐊᑦᑎᐊᕈᒃᑲᓐᓂᖅ ᐱᓯᒪᓕᕈᒃᑭᑦ ᓈᓴᐅᑎᖏᑦ 
ᑭᐅᒋᐊᕐᓂᐊᖅᑕᕋ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. I 
have nobody else on my list here, so we 
will move on to the next one, Planning, 
paragraphs 15 to 35. Any questions? Mr. 
Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. 
This question is to the Auditor General’s 
staff. Paragraph 16 of your report notes that 
you “expected each of the five selected 
departments to collect and analyze 
appropriate information related to its 
current and its estimated future workforce 
and related gaps.” Do the departments that 
you examined currently have enough 
human resource capacity to collect and 
analyze this information? Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Rumbolt. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
I would like to defer that question to 
Michelle Salvail, if I can, please.  
 
Chairman: Go ahead, Ms. Salvail.  
 
Ms. Salvail: Thank you, Mr. Chairman. Do 
they have the capacity, I think, is an 
important question. I think that yesterday 
Ms. Wasson indicated that it’s something 
that she thinks she can do. She recognized 
that all departments do have challenges 
when it comes to gathering information and 
analyzing it. She mentioned that she would 
try her best to do that and maybe she can 
comment a bit further as to what she would 
do specifically to collect this information.  
 
Chairman: Thank you. Mr. Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. 
My next question will be for the staff of the 

 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᕗᐃᓴ. ᒥᔅᑕ 
ᓂᓐᖓᖅ. ᐊᓯᖃᖅᐸᓪᓚᐃᓐᖏᒻᒪᑦ ᐊᓯᐊᓅᓚᐅᕐᒥᑕ 
ᐊᐃᑉᐹᓄᑦ. ᐊᑏ. ᓅᑉᐸᓪᓕᐊᓂᐊᓕᕆᕗᒍᑦ 15-ᒥ 35-
ᒧᑦ ᓈᓴᐅᑎᖃᖅᑐᖅ ᐊᐱᖅᑯᑎᒋᓂᐊᓕᕐᒥᔭᓯ. ᒥᔅᑕ 
ᕋᒻᐴᑦ. 
 
ᕋᒻᐴᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᓐᓇ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓄᑦ 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ. ᓈᓴᐅᑎᖓ 16 ᐅᖃᖅᓯᒪᒻᒪᑦ 
ᐊᑐᓂ ᑕᓪᓕᒪᐃᑦ ᐱᓕᕆᕖᑦ ᓄᐊᑦᑎᓂᐊᓚᐅᖅᑐᑦ 
ᑐᓴᒐᒃᓴᓂᑦ, ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᒋᒐᔭᖅᑕᖏᓐᓂᑦ ᓯᕗᓂᒃᓴᑦᑎᓐᓂ 
ᐱᓕᕆᕖᑦ. ᖃᐅᔨᓴᖃᑦᑕᖅᓯᒪᔭᓯ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᑦ ᐊᒥᒐᖅᓯᕚᑦ ᓄᐊᑦᑎᔭᕆᐊᒃᓴᖅ 
ᑐᓴᒐᒃᓴᓂᑦ ᑕᐃᒃᑯᓂᖓ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᕋᒻᐴᑦ. 
ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᐊᐱᖅᑯᑎᒃ ᒥᔅ ᓴᓪᕙᐃᒧᑦ ᑭᐅᔭᐅᖁᔭᕋ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ ᒥᔅ ᓴᓪᕙᐃ. 
 
ᓴᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᐊᔪᓐᖏᑦᑎᐊᕋᓗᐊᖅᐹᑦ? ᑕᐃᒪᓕ 
ᑕᒪᓐᓇ ᐱᒻᒪᕆᐊᓘᒻᒪᑦ, ᒥᔅ ᓚᐅᓴᓐ ᐃᒃᐸᒃᓴᖅ 
ᐅᖃᓚᐅᕐᒪᑦ ᑕᒪᓐᓇᒎᖅ ᐱᓕᕆᔪᓐᓇᖅᐸᓪᓚᐃᔭᖓᒎᖅ 
ᐃᓕᓴᖅᓯᓪᓗᓂᓗ ᐱᓕᕆᕕᖁᑎᖓᑦ 
ᐊᒃᓱᕈᕐᓇᖅᑐᖅᑕᖃᐅᕐᒪᑦ ᓄᐊᑎᓐᓇᓱᓕᖅᑎᓪᓗᒋᑦ 
ᑐᓴᒐᒃᓴᓂᑦ. ᕿᒥᕐᕈᓇᒐᓱᓕᖅᑎᓪᓗᒋᑦ ᐅᖃᓚᐅᕐᒥᒻᒪᑦ 
ᐱᓕᕆᓇᓱᐊᑦᑎᐊᕐᓂᐊᖅᑐᕉᖅ ᑖᒃᑯᓂᖓ. 
ᓂᓪᓕᐅᑎᖃᕈᓐᓇᕐᓂᐊᖅᐸᓪᓚᐃᒻᒥᔫᒐᓗᐊᖅ 
ᖃᓄᐃᓘᕆᐊᖃᕐᓂᐊᕐᒪᖔᑕ ᓄᐊᑦᑎᑎᓪᓗᒋᑦ 
ᑐᓴᒐᒃᓴᓂᑦ ᑖᒃᑯᓂᖓ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕋᒻᐴᑦ. 
 
ᕋᒻᐴᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᐊᐱᖅᑯᑎᒋᓂᐊᓕᖅᐸᕋ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓄᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ. ᐅᖃᖅᓯᒪᒻᒪᑦ 
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human resource department. As it is noted 
in the Auditor General’s report, 
“departments must first have an 
understanding of their current workforce, 
vacant positions, and related gaps in skills 
and experience.” How is your department 
going to ensure that all departments collect 
and analyze the appropriate information 
related to the workforce gaps in a manner 
that will allow for it to be assessed on a 
government-wide basis? Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Rumbolt. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Through our HR strategy we will develop a 
cohesive relationship with the departments. 
Again I refer to the Building Capacity 
Committee. The HR strategy will be 
developed through that committee and 
through the support of the Deputy 
Ministers, so we will have everybody on 
board and approving the strategy as we go.  
 
Right now we do have a lead group also 
that the deputies have; I call them my 
brainpower group that makes 
recommendations to the deputy ministers 
committee. Each one of these brain people, 
there are people from the IT community, 
people from policy, people from all over 
that make recommendations as to how we 
can ensure that we’re working together and 
working towards the same goals. It’s going 
to certainly be a challenge, but we have a 
great team. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. 
Anybody else? If not, we will move on to 
the next paragraphs. We will move on to 
Staffing, paragraphs 39 to 62. Are there 
any questions? We will give you a chance 
to think about it there and then get back to 
you. Mr. Aupaluktuq. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐱᓕᕆᕕᖓᓂ ᐱᓕᕆᕕᐅᔪᑦ 
ᑐᑭᓯᒪᑦᑎᐊᕆᐊᖃᖅᑐᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ 
ᐃᓐᓄᒃᓯᒪᓐᖏᑦᑐᑦ. ᖃᓄᕐᓕ ᐱᓕᓂᕆᕕᓯ 
ᐱᓕᕆᕕᓕᒫᑦᑎᐊᑦ ᓄᐊᑦᑎᑎᑦᑏᓐᓇᕐᓂᐊᖅᐱᓯ 
ᑐᓴᒐᒃᓴᓂᑦ ᐊᒃᑐᐊᓂᖃᖅᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ 
ᐃᓚᑰᓂᖏᓐᓄᑦ ᕿᒥᕐᕈᓇᕈᓐᓇᕐᓂᐊᕋᔅᓯ ᖃᓄᐊᓗᒃ 
ᒐᕙᒪᒃᑯᓐᓄᓕᒫᖅ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᕋᒻᐴᑦ. ᒥᔅ 
ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐅᐸᓗᖓᐃᔭᐅᑎᖏᑦ ᑕᐃᒃᑯᐊ 
ᓴᓇᔭᐅᓂᐊᕐᒥᔪᑦ ᑕᐃᒃᑯᓄᖓ ᐊᔪᕈᓐᓃᖅᓴᖅᑎᑦᑎᓂᕐᒧᑦ 
ᑲᑎᒪᔨᕋᓛᓄᑦ ᑐᓂᔭᐅᓂᐊᖅᑐᑦ ᓴᓇᔭᐅᓗᑎᑦ 
ᑕᐃᒃᑯᑎᒎᓇᖅ ᑐᖏᓕᕆᔭᐅᔪᓄᓪᓗ ᒥᓂᔅᑕᓄᑦ. 
ᐃᓘᓐᓇᑦᑎᐊᖏᑦ ᑕᐃᒃᑯᐊ ᐃᓚᐅᓂᐊᖅᑐᑦ 
ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᖅᑎᓪᓗᑕ. 
 
 
 
 
ᒫᓐᓇ ᑐᓂᔭᐅᔪᑦ ᑕᐃᒃᑯᐊ ᑲᑎᒪᔨᕋᓛᑦ 
ᐃᓱᒪᒍᔪᒃᑐᓪᓗᑎᑦ ᑲᑎᒪᖃᑦᑕᕐᒪᑕ ᑕᐃᒃᑯᐊ 
ᐊᑐᐊᒐᓕᕆᓂᕐᒧᑦ ᐊᑐᓕᖁᔭᓕᐅᖅᑎᐅᖃᑦᑕᕐᒥᔪᑦ 
ᖃᓄᖅ ᑕᒪᒃᑯᐊ ᐊᐅᓚᑕᐅᔪᓐᓇᕐᒪᖔᑕ. ᑖᒃᓱᒧᓐᖓᓗ 
ᐊᑕᐅᓯᕐᒧᑦ ᑐᕌᒐᒃᓴᖃᕈᓐᓇᕐᒪᖔᑕ. ᑭᓯᐊᓂ 
ᑲᑐᔾᔨᖃᑎᒌᑦᑎᐊᖅᑐᕐᓛᓘᒡᓗᑎᒃ ᐱᓕᕆᖃᑎᒌᒃᑐᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᑭᓇᒃᑲᓐᓂᕐᓗ? ᐊᐱᖅᑯᑎᒃᓴᖅᑕᖃᕈᓐᓃᖅᐸᑦ 
ᓅᓐᓂᐊᓕᕆᕗᒍᑦ. ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᕐᒧᑦ 39-ᒥᒃ 
62-ᒧᑦ ᑎᑎᕋᖅᓯᒪᓂᖏᑦ. ᐊᐱᖅᑯᑎᒃᓴᖃᖅᑐᖃᖅᐸᑦ? 
ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᒋᓗᐊᓪᓚᒡᓗᓯᐅᒃ ᐅᐊᑦᑎᐊᕈ 
ᐅᑎᕐᕕᒋᓂᐊᖅᐸᒋᑦ. ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
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Mr. Aupaluktuq: Thank you, Mr. 
Chairman. In reviewing the Auditor 
General’s report, my question is directed 
towards human resources.  
 
On paragraph 22 of the Auditor General’s 
report, it lists four factors that GN officials, 
“…perceive to affect the ability to hire 
qualified staff.” And the four factors 
identified are uncompetitive compensation 
packages, lack of staff housing, 
decentralization of positions, and lack of 
qualified beneficiaries with the levels of 
education required for positions.  
 
My question, Mr. Chairman, is: how is the 
GN prioritizing these four factors in its 
action plan to improve human resource 
capacity? Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Aupaluktuq. 
Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
We work towards prioritizing by gathering 
the data through our database that I spoke 
about yesterday. Once we have a few 
months of data in that database, we will be 
able to target what the key issues are in 
regard to what is holding things up but also 
why people aren’t accepting job offers, 
whether it’s because of the salary, or 
because of the housing, or exactly what. 
We will then prioritize our Human 
Resource Strategy based on the data that 
we gathered. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: I believe all Canadians, 
but particularly mostly Nunavummiut, 
deserve quality of service so that we can 
have quality of life and that essentially 
touches every aspect in every core of 
Nunavut. Fundamentally, as Canadians, we 

ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑳᖅ. 
ᕿᒥᕐᕈᓇᒃᖢᒋᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 
ᕿᒥᕐᕈᓇᒃᓯᒪᔭᖏᑦ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᔨᑯᓐᓄᑦ ᑐᕌᖓᔪᖅ. 
 
22-ᒥ ᓈᓴᐅᑎᖓᓂ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᐅᖃᖅᓯᒪᖕᒪᑦ 
ᑎᓴᒪᓂᒃ ᐱᔾᔪᑎᐅᔪᓂᒃ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂ 
ᐱᓕᕆᐊᖃᑦᑕᕐᑕᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᖕᓂᕐᒥᒃ 
ᐃᖅᑲᓇᐃᔭᕈᓐᓇᑦᑎᐊᖅᑐᓂᕐ 
ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᐊᖅᑐᓂᒃ. ᐊᔾᔨᒌᓐᖏᑦᑐᓪᓗ ᑕᒪᒃᑯᐊ 
ᐊᑭᓕᖅᓱᐃᔾᔪᑏᑦ, ᐃᖅᑲᓇᐃᔭᖅᑏ ᐃᒡᓗᑭᒃᓴᕐᓂᖏᑦ 
ᓯᐊᒻᒪᖅᑎᖅᑕᐅᓯᒪᔪᑦ ᓄᓇᓕᖕᓄᑦ. ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ ᐃᓕᓐᓂᐊᖅᑎᐊᖅᓯᒪᓐᖏᑦᑐᑦ. ᐄ, 
ᐃᖅᑲᓇᐃᔭᕆᐊᓕᐅᒐᓗᐊᑦ. 
 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᐃᒃᓯᕙᐅᑖᖅ: ᖃᓄᕐᓕ ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᑦ ᓯᕗᓪᓕᐅᔾᔨᓯᒪᔪᓂᒃ ᐋᖅᑭᒃᓱᐃᓕᖅᐸᑦ 
ᑎᓴᒪᓂᒃ ᑖᒃᑯᓐᓂᖓ ᐸᕐᓇᐅᑎᖏᑦ ᐱᐅᓯᒋᐊᖁᓪᓗᒍ 
ᐃᖅᑲᓇᐃᔭᖅᑏ ᐊᔪᕈᓐᓃᖅᐸᓪᓕᐊᓂᖏᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᒦᒃ ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅ ᐅᐊᔅᓴᓐ 
 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑖᒃᑯᓂᖓ ᓯᓪᓕᐅᔾ’ᔭᐅᔪᓂᒃ ᐋᑦᑭᒃᑐᐃᖃᑦᑕᖅᑐᒍᑦ. 
ᐋᖅᑭᒃᓱᖅᑕᐅᓪᓗᑎᒃ 18-ᖑᔪᓄᑦ ᑕᖅᑭᓄᑦ 
ᓄᐊᑦᑎᓚᐅᖅᑐᒍᑦ ᑕᕝᕙ ᑖᓐᓇ ᐱᓪᓗᐊᑕᐅᔪᖅ 
ᐱᔾᔪᑎᒋᓪᓗᒋᑦ. ᑕᓐᓇ ᐃᓛᓐᓂᒃᑯᑦ 
ᐅᑕᖅᑭᔾᔪᑕᐅᓲᖑᖕᒪᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ 
ᒪᓐᓂᒻᒥᕕᐅᑎᓪᓗᒋᑦ ᑭᓇᒃᑯᑦ ᑎᓪᓗᒋᑦ ᐃᒡᓗᑭᒃᓴᕐᓂᕐᒧᑦ 
ᐃᒡᓗᖃᓐᖏᓐᓂᕐᒧᓪᓘᓐᓃᑦ. ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᐊᕆᔭᖏᑦ ᑕᒪᒃᑯᐊ 
ᓯᕗᓪᓕᐅᔾᔭᐅᓯᒪᔪᑦ ᐋᖅᑭᒃᓱᖅᑕᐅᓂᐊᖅᑐᑦ 
ᖃᕆᓴᐅᔭᒃᑯᑦ ᓄᐊᑦᑎᕕᒃᑯᑦ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᓚᐅᓴᓐ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᒃᐱᕈᓱᒃᑐᖓ ᑲᓇᑕᒥᐅᓂᒃ 
ᐱᓗᐊᖅᑐᒥᒃ ᓄᓇᕗᒻᒥᐅᑦ ᐱᓗᐊᓐᖑᐊᖅᑐᒥᒃ 
ᐱᔨᑦᓯᖅᑕᐅᓂᖏᑦ ᐃᓅᓯᖅᐳᑦ ᐱᐅᑦᑎᐊᕆᐊᖃᕐᒪᑦ. 
ᑕᒪᐃᓐᓇ ᑭᓇᒃᑯᓕᒫᑦᑎᐊᓂᒃ ᐊᒃᑐᐃᓂᖃᕐᒪᑦ 
ᓄᓇᕗᕐᒥᐅᑕᓕᒫᑦᑎᐊᓂᒃ. 
 
ᐱᒻᒪᕆᐅᓪᓗᓂ ᑲᓇᑕᒥᐅᑕᐅᓪᓗᑕ 
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have to be sensitive about our Charter and 
Constitution. People have to have a right to 
access to a roof over their heads, access to 
freedom of expression, access to healthy 
foods, and access to an education.  
 
I think we should fully identify and quickly 
implement… I guess what I’m trying to 
say, Mr. Chairman, is we need to ensure 
that people’s fundamental needs are met. 
This is what we’re here to do, to try to 
provide that and try to break down barriers. 
What I wanted to say as well is that 
Nunavummiut do have that right. Basically 
they’re applying for employment. They 
also have that right to apply for 
employment and gain livelihood.  
 
I’m glad to see that the department is 
looking at trying to provide mechanisms to 
ensure that these obstacles and barriers are 
knocked down, and I support you on that. I 
would like to see it all implemented as 
soon as possible, but with it being quite 
difficult to view that from a government 
perspective, I want to ask the same 
question, Mr. Chairman, directed towards 
the Office of the Auditor General.  
 
In regard to the comment I made on 
paragraph 22 and these factors, given these 
examples, what course of action would you 
suggest for the Government of Nunavut? 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Aupaluktuq. 
Mr. Campbell.  
 
Mr. Campbell: Thank you, Mr. Chairman. 
Thank you for the question. The four issues 
that we cited, the perception of 
uncompetitive compensation, lack of 
available housing, decentralization, and a 
lack of qualified beneficiaries, are views 
that officials in the government shared with 
us, in their view, as being barriers.  

ᐃᒃᐱᒍᓱᑦᑎᐊᕆᐊᖃᕋᓗᐊᕋᑦᑕ ᑲᓇᑕᐅᑉ 
ᑐᓐᖓᕕᒡᔪᐊᕆᔭᖓᓂ ᐃᓱᒪᖅᓱᕈᓐᓇᓂᕐᒧᑦ. ᐃᒪᓐᓇ 
ᓂᓪᓕᕈᓐᓇᕐᓗᑕ ᐃᓱᒪᒋᔭᑦᑎᓐᓂᒃ ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᓂᕿᑎᐊᕙᖕᓂᒃ ᓂᕿᖃᖃᑦᑕᕈᓐᓇᕐᓗᑕ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖃᑦᑕᕐᓗᑕᓗ 
ᐃᓕᓐᓂᐊᕐᕕᖕᒨᕈᓐᓇᕐᓗᑕ. 
 
ᐅᕙᒍᓪᓖᓛᒃ ᓇᓗᓇᐃᖅᓯᑦᑎᐊᕆᐊᖃᕋᑦᑕ ᐃᕐᖐᓐᓇ 
ᐊᑐᓕᖅᑎᑕᐅᓗᓂᓗ. ᐃᒪᓐᓇ ᐅᖃᕋᓱᖅᑰᖅᑐᖓ, 
ᐃᒃᓯᕙᐅᑖᖅ, ᓯᕗᒧᐊᒃᑎᑦᑎᐊᕆᐊᖃᕋᓗᐊᕋᑦᑎᒍᑦ 
ᑕᖅᑲᒃᑯᐊ ᑭᓐᖒᒪᔭᖏᑦ ᑐᓂᔭᐅᖃᑦᑕᕐᓗᑎᒃ. ᑕᐃᒪᓐᓇ 
ᑐᓗᖅᑕᐅᑎᓂᒃ ᐅᓪᓗᒥ ᑕᕝᕙ ᐲᔭ.ᐃᓇᓱᒃᐳᒍᑦ. 
ᐅᖃᕈᒪᓪᓗᖓᓗ ᓄᓇᕗᒻᒥᐅᑦ ᑕᐃᒪᓐᓇ 
ᐱᔪᓐᓇᐅᑎᖃᕋᓗᐊᕐᒪᑕ ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ 
ᐱᓇᓱᓕᕌᖓᒥᒃ. ᑕᐃᒪᓐᓇᑦᑕᐅᖅ ᐱᔪᓐᓇᐅᑎᖃᕐᒪᑕ 
ᐃᖅᑲᓇᐃᔮᒥᒃ ᐱᓇᓱᒍᓐᓇᕐᓇᕐᒪᑦ 
ᑮᓇᐅᔭᓕᐅᕋᓱᒍᓐᓇᖁᓪᓗᒋᓪᓗ. 
 
ᑖᓐᓇ ᐱᓕᕆᕕᐅᔪᖅ ᐊᓕᐊᓇᐃ ᕿᒥᕐᕈᓇᓕᕐᒪᑦ 
ᐊᐅᓚᑦᑎᔾᔪᑎᒃᓴᓂᒃ ᕿᓂᓕᕐᒪᑕ ᑐᓗᖅᑕᕈᑎᐅᔪᑦ 
ᐲᔭᖅᑕᐅᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ. ᐃᑲᔪᖅᑐᑦᑎᐊᖅᐸᑦᓯ 
ᐊᒻᒪᓗᑦᑕᐅᖅ ᐃᕐᖐᓐᓇᖅ ᐊᑐᓕᖅᑎᑕᐅᔪᖅ 
ᑕᑯᔪᒪᓇᔭᖅᑕᕋ ᐱᔭᕐᓂᕋᔭᓐᖏᑦᑑᒐᓗᐊᖅ ᑕᐃᒪᓐᓇ 
ᒐᕙᒪᒃᑯᓐᓂᓐᖔᕐᓗᓂ. ᐊᐱᕆᔪᒪᔭᕋ 
ᑖᑦᓱᒧᖓᑦᑕᐃᓐᓇᖅ ᑎᑎᕋᕐᕕᖓᓐᓄᑦ 
ᑮᓇᐅᔭᖅᑐᕈᑎᕕᓂᕐᓄᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ. 
 
 
 
ᑕᐃᓐᓇ ᓇᐃᓴᐅᑎᖓ 22 ᐅᖃᐅᓯᕆᖅᑲᐅᔭᒃᑲ 
ᐆᒃᑑᑎᖏᑦ ᖃᓄᐃᑦᑐᓂᒃ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ 
ᐱᓕᕆᖁᓇᔭᖅᐱᒋᑦ ᑖᑦᓱᒧᖓ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ ᐊᐅᐸᓗᒃᑐᖅ. 
ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
ᑲᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒡᓗ ᐊᐱᕆᒐᕕᑦ ᑖᑦᓱᒥᖓ. ᑕᐃᒃᑯᐊ 
ᐱᔾᔪᑎᐅᔪᑦ ᑎᑎᕋᓚᐅᖅᑕᕗᑦ ᐃᓱᒪᒋᔭᐅᔪᑦ 
ᐊᑭᑦᑐᕋᐅᑎᓐᖏᓗᐊᕐᓂᖏᓐᓄᑦ ᐊᒻᒪᓗ 
ᐃᒡᓗᑭᒃᓴᓗᐊᕐᓂᖏᓐᓄᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ 
ᐱᓇᓱᖃᑦᑕᕈᓐᓃᕐᓂᖏᓐᓂᒃ. ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ 
ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᐊᓐᖏᓗᐊᕐᓂᕆᔭᖏᑦ. 
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What we would like to see is some real 
analysis to determine the extent to which 
these truly are barriers. We talked 
elsewhere in the report about the absence 
of studies on whether or not compensation 
really is a barrier and if so, how big a 
barrier is that. So there needs to be better 
data and I think the Deputy Minister has 
just mentioned that that’s going to be their 
starting point to determine that.  
 
The Deputy Minister also talked earlier 
about prioritizing, and I think that 
prioritizing the positions to be filled is 
something that was mentioned yesterday 
that I think the department is going to do 
and we would encourage that.  
 
I’ll just give you an example, Mr. 
Chairman, about housing, as we did hear 
stories whereby a process would begin. We 
all know that it takes, on average, 318 days 
and there seems to be an inability to 
identify the house in the beginning and 
make sure that it’s there at the end of the 
318 days.  
 
So there are a large number of staffing 
actions that don’t get successfully filled 
and that’s an issue people need to really 
pay attention to. You can go through the 
staffing action and go through the whole 
process, get to the end of the 318 days, and 
that house is then gone, taken by another 
department.  
 
So if there was any way to prioritize the 
jobs and say, “We’re going to keep a 
house,” because this job is so important, 
we’re going to keep the house if there is a 
house available at the beginning of the 
process to try and make sure that that house 
is there at the end of the process, I think, 
would be something that would help those 
numbers of uncompleted or unsuccessful 
staffing actions. Thank you, Mr. Chairman. 

 
 
ᒐᕙᒪᒃᑯᓐᓂᓐᖔᖅᓯᒪᔪᑦ ᑖᒃᑯᐊ ᐅᖃᐅᓯᕆᔭᐅᓚᐅᕐᒪᑕ 
ᑕᑯᔪᒪᓂᕐᓴᐅᓕᕋᔭᕋᓗᐊᖅᑐᒍᑦ ᕿᒥᕐᕈᓇᖅᑕᐅᓗᑎᑦ 
ᖃᓄᑎᒋ ᑖᒃᑯᐊ ᑕᐃᒪᓐᓇᓪᓚᑦᑖᖑᒐᓗᐊᕐᒪᖔᑕ. 
ᐅᖃᐅᓯᖃᖅᓯᒪᒻᒥᔪᒍᑦ ᐅᓂᒃᑳᑦ ᐃᓗᐊᓂ ᑕᐃᒃᑯᐊ 
ᖃᐅᔨᓴᐃᓯᒪᖏᒻᒪᑕ ᐊᑭᓕᕐᓱᐃᔾᔪᑏᑦ. ᑖᒃᑯᐊ 
ᓄᑖᖑᕐᓂᖅᓴᐅᔭᕆᐊᖃᖃᓗᐊᕐᒪᑕ 
ᐱᐅᓂᖅᓴᐅᔭᕆᐊᖃᕋᓗᐊᕐᒪᑕ 
ᖃᐅᔨᔾᔪᑕᐅᔪᓐᓇᖅᓯᓂᐊᕐᖓᑕ. 
 
 
ᑐᖏᓕᖓᑦᑕᐅᖅ ᒥᓂᔅᑕᐅᑉ ᐅᖃᐅᓯᖃᓚᐅᕐᒥᒻᒪᑦ 
ᓯᕗᓪᓕᐅᐃᔾᔭᐅᓯᒪᔪᓂᑦ ᐋᖅᑭᒃᓱᐃᔭᕆᐊᖃᕐᒪᑕᒎᖅ 
ᐃᓐᓄᑦᑕᐅᔭᕆᐊᖃᖅᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᓂᑦ. 
ᐱᓕᕆᕝᕕᐅᔪᖅ ᑕᐃᒪᓐᓇᐃᓘᕐᓂᐊᐸᓪᓚᐃᓕᖅᑐᑦ 
ᑎᓕᐅᓚᐅᖅᑕᕗᑦ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ ᐆᑦᑐᕋᐅᑎᓂᑦ ᑐᓂᑐᐃᓐᓇᖅᑕᓯ 
ᐃᓪᓗᑭᒃᓴᕐᓂᖅ ᑐᓴᖃᑦᑕᓚᐅᕋᑦᑕ ᐃᒪᓐᓇ 
ᐃᖅᑲᓇᐃᔮᔅᓴᒥᑦ ᐱᕙᓪᓕᐊᓕᖅᑎᓪᓗᒋᑦ 318-ᓄᑦ 
ᐅᓪᓗᓄᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᓂᑦ ᐱᔭᕇᖅᓯᓇᓱᖃᑦᑕᕐᒪᑕ 
ᐃᓐᓄᑦᑕᐅᓇᓱᒃᖢᑎᑦ. ᓇᓗᓇᐃᖅᓯᓗᑎᓪᓗ ᓯᕗᕐᖓᒍᑦ 
ᐃᓪᓗᖃᑦᑎᑕᐅᓂᐊᕐᒪᖔᑕ, 318 ᐅᓪᓗᐃᑦ 
ᐃᖅᑲᓇᐃᔮᒥᑦ ᐃᓐᓄᔅᓯᓇᓱᑦᑎᓪᓗᒋᑦ 
ᑕᐃᒪᓐᓇᐅᖏᖔᖅᑐᖅ. 
 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᕐᒧᑦ ᑕᐃᒃᑯᐊ 
ᐃᓐᓄᑦᑕᐅᓇᓱᒃᑲᓗᐊᖅᑐᑎᑦ 
ᐃᓐᓄᑦᑕᐃᓕᐅᖃᑦᑕᖏᒻᒪᑕ. ᐃᑉᐱᒍᓱᒍᓐᓃᖃᑦᑕᕐᒪᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᕐᒧᑦ ᐱᓕᕆᐊᖃᖅᑎᓪᓗᒋᑦ. 
318 ᑐᖔᓂᑦ ᐅᓪᓗᐃᑦ ᐃᓐᓄᑦᑕᐅᓗᑎᑦ ᐊᓯᖔᖓᓄᑦ 
ᐱᓕᕆᕕᒻᒧᑦ ᑎᒍᔭᐅᓚᐅᖏᓐᓂᖓᓂᑦ. 
 
 
 
ᑕᐃᒃᑯᐊ ᓯᕗᓪᓕᐅᔾᔭᐅᓗᑎᑦ ᐃᓐᓄᑕᐅᖅᑳᕆᐊᓖᑦ 
ᐃᖅᑲᓇᐃᔮᔅᓴᐃᑦ ᐋᖅᑭᓱᖅᑕᐅᔭᕆᐊᖃᕋᓗᐊᕐᖓᑕ 
ᐊᑐᐃᓐᓇᐅᑦᑕᐅᑎᒋᓗᑎᓪᓗ ᐃᖅᑲᓇᐃᔮᔅᓴᒥᑦ 
ᒪᑐᐃᖅᓯᑎᓪᓗᒋᑦ. ᑕᐃᒪᓐᓇ ᐃᑲᔪᕐᓂᖃᕋᔭᖅᑐᖅ 
ᓯᕗᕐᖓᒍᑦ ᐃᖅᑲᓇᐃᖅᑕᐅᓯᒪᖏᑦᑐᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᓂᑦ 
ᐃᓐᓄᑎᑦᑎᓇᓱᒃᑲᓗᐊᖅᑐᑎᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Chairman: Thank you, Mr. Campbell. Mr. 
Aupaluktuq.  
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. My question is directed now 
towards human resources. The Tamapta 
Action Plan states that the government will 
conduct a functional review to “… identify 
strengths and weaknesses that exist in 
decentralized offices.” As well, “Attention 
will be given to filling vacancies in 
specialized and professional positions…”  
 
What is the status of this functional review 
and what role is the Department of Human 
Resources playing? Thank you, Mr. 
Chairman.  
 
Chairman: Thank you, Mr. Aupaluktuq. 
Ms. Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. I 
understand that the Department of 
Executive is taking the lead on the 
decentralization review. Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Go ahead. Sorry. 
Who were you directing that to?  
 
Ms. Wasson: Excuse me, Mr. Chairman. I 
will obtain the answer to that question and 
get back to you. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. I guess I’ll just ask this as a 
formality for the record. What is the 
government’s actual strategy for filling 
vacancies in specialized and professional 
[positions] in decentralized communities? 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 

 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᒋᖅᑯᑎᒋᔭᕋ 
ᒫᓐᓇ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᐅᑉ ᒥᔅᓵᓄᑦ ᐅᖃᖅᓯᒪᒻᒪᑕ 
ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᐊᒥᓐᓂ ᕿᒥᕈᓇᓐᓂᐊᕐᒪᑕ 
ᓇᓗᓇᐃᖅᓯᓗᑎᑦ ᓴᓐᖏᓂᖏᓐᓂᑦ 
ᓯᐊᒻᒪᑎᖅᑕᐅᓯᒪᔪᓂᑦ ᐊᓪᓚᕕᓐᓂ ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᐃᑉᐱᒍᓱᓐᓂᖅᓴᐅᓂᐊᖅᑐᑦ ᐃᓐᓄᑦᑐᐃᓂᕐᒥᑦ 
ᐃᓄᖃᖏᑦᑐᓂᑦ ᑕᒪᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔮᓂᑦ 
ᐱᑐᐃᓐᓇᐅᖏᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᖃᖅᑐᓂᑦ. 
 
 
ᖃᓄᐃᓕᖓᓕᖅᐸᓕ ᕿᒥᕈᓇᕐᓂᐅᔪᖅ. ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᖃᓄᐃᓘᖅᑐᑎᑦ ᐱᓕᕆᖃᑕᐅᕙᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑭᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐊᐅᓚᑦᑎᔨᒃᑯᑦ ᑕᒪᑐᒥᖓ 
ᑲᒪᒻᒪᑕ. ᑖᓐᓇ ᑭᐅᑎᓐᓂᐊᖅᑕᕋ ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᑏ. ᒪᒥᐊᓇᖅ 
ᑭᓇᒥᑦ ᐊᐱᕆᕋᑖᖅᐱᑦ? 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐅᐊᑦᑎᐊᕈᐃ. ᐅᐊᑦᑎᐊᕈ 
ᑭᐅᑦᑎᐊᓂᐊᖅᑕᕋ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ.  
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐃᒃᓯᕙᐅᑖᖅ, 
ᑖᒃᑯᐊ ᒪᓕᓪᓗᒋᑦ ᒐᕙᒪᒃᑯᑦ ᖃᓄᐃᑦᑐᓂᑦ 
ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᖅᐸᑦ ᐃᓐᓄᔅᓱᐃᓂᐊᕐᒪᑕ 
ᐃᓄᖃᖏᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᓂᑦ. 
ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᖅᐸᓪᓗ ᖃᓄᐃᑦᑐᓂᑦ ᑕᐃᒃᑯᓂᖓ 
ᓄᓇᓕᓐᓂ ᓯᐊᒻᒪᖅᑎᕆᔾᕕᐅᓯᒪᔪᓂᑦ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
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Ms. Wasson: Thank you, Mr. Chairman. 
I’ll just need one moment. I’ll defer that 
question, Mr. Chairman, to Aluki Rojas. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Go ahead.  
 
Ms. Rojas: Thank you, Mr. Chairman. Mr. 
Aupaluktuq asked who is doing the review 
in terms of decentralized positions, I 
believe. So I just want to clarify that the 
Department of Executive and 
Intergovernmental Affairs is taking the lead 
on that, and that’s the executive side that is 
taking the lead. The Department of Human 
Resources, along with all of the other 
departments across the government, will be 
providing information about decentralized 
positions and if they’ve had any difficulties 
in filling them. Unfortunately I don’t know 
what the status of that review is currently.  
 
In terms of recruiting and staffing for 
decentralized positions, the Department of 
Human Resources uses the same process 
that it uses for headquarter positions in 
filling positions. They advertise through 
northern newspapers, radio, as well as the 
website. We have three regional offices in 
Cambridge Bay, Rankin Inlet, and Igloolik 
that do the staffing process for the regions. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. 
My question is for the Auditor General’s 
staff. I know we talked about this issue in 
the opening comments, but I just have a 
further question. 
 
On paragraph 42 of the report, it states that 
more than half of the 318-day period 
elapsed before the hiring departments 
asked the Department of Human Resources 
to get involved. In your discussions with 

 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᐊᑦᑎᐊᕈᐃ ᐅᑕᖅᑭᓚᐅᐱᓪᓚᒋᔅᓯ. ᐊᓗᑭ 
ᑭᐅᑎᓐᓂᐊᖅᑕᕋ ᑖᔅᓱᒥᖓ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᑏ. 
 
 
ᐅᕉ�ᐋᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅᑕ 
ᐊᐱᕆᖅᑲᐅᒻᒪᑦ, ᓯᐊᒻᒪᖅᑎᕆᕝᕕᐅᓯᒪᔪᓂᑦ 
ᓇᓗᓇᐃᖅᓯᑲᓐᓂᐊᕐᔪᒍᒪᔪᖓ. ᐊᐅᓚᑦᑎᔨᒃᑯᑦ 
ᒐᕙᒪᐅᖃᑎᒌᑦᑐᓕᕆᔨᒃᑯᑦ ᑖᑦᓱᒧᖓ 
ᓯᕗᒃᑲᑕᖅᑎᐅᒻᒪᑕ. ᐊᐅᓚᑦᑎᔨᐅᔪᓂᑦ ᐱᓕᕆᕕᐅᔪᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᖃᑎᒋᓪᓗᒋᑦ 
ᐊᓯᖏᓪᓗ ᐱᓕᕆᕝᕕᓕᒫᑦᑎᐊᑦ. ᒐᕙᒪᒃᑯᓕᒫᓂ 
ᑐᓴᒐᒃᓴᓂᑦᑐᓂᐅᖅᑲᐃᓂᐊᖅᑐᒍᑦ 
ᓯᐊᒻᒪᖅᑎᒋᕝᕕᐅᓯᒪᔪᓂᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᓂᑦ 
ᐃᓐᓄᑦᑕᐅᔭᕆᐊᓕᓐᓂᑦ. ᒪᒥᐊᓇᖅᑑᒐᓗᐊᖅ 
ᖃᓄᐃᓕᖓᓕᕋᓗᐊᕐᒪᖔᑦ ᕿᒥᕈᓇᓐᓂᕆᔭᐅᔪᖅ 
ᑕᒪᓐᓇ ᒫᓐᓇ.. 
 
 
ᑭᓯᐊᓂᓕ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓂᖅ 
ᓯᐊᒻᒪᖅᑎᕆᕝᕕᐅᓯᒪᔪᓂᑦ ᓄᓇᓕᓐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᑐᖃᑦᑕᖅᑐᑦ 
ᑕᒪᑐᒥᖓᔅᓴᐃᓐᓇᖅ ᐊᖏᔪᖅᑳᒃᑯᕕᒻᒥ ᐃᖅᑲᓇᐃᔮᔅᓴᒥᑦ 
ᐃᓐᓄᒃᓯᓇᓱᓕᖅᑎᓪᓗᒋᑦ ᓴᖅᑭᔮᖅᑎᑦᑎᖃᑦᑕᖅᑐᒍᑦ 
ᐅᑭᐅᑕᖅᑐᒥᑦ ᐱᕙᓪᓕᐊᔪᑎᒍᑦ ᓈᓚᐅᑎᒃᑯᓪᓗ 
ᖃᕋᓴᐅᔭᒃᑯᓪᓗ. ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᖓᓱᓂᑦ 
ᑐᖅᑲᑕᕐᕕᖃᕋᑦᑕ ᐃᖃᓗᑦᑑᑦᑎᐊᖅ, ᑲᖏᕐᖠᓂᖅ, 
ᐃᒡᓗᓕᒻᒥᓗ ᑕᐃᒪᓐᓇ ᐃᖅᑲᓇᐃᔮᔅᓴᒥᑦ 
ᐃᓐᓄᔅᓯᕆᕙᓪᓕᐊᖃᑦᑕᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕋᒻᐴᑦ. 
 
ᕋᒻᐴᑦ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᑖᒃᑯᓄᖓ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓄᑦ. 
 
 
 
ᐅᓇ ᐅᖃᐅᓯᕆᖃᑦᑕᓚᐅᕐᒥᔭᕋᓗᐊᕗᑦ 
ᒪᑐᐃᖅᓯᒋᐊᕈᑎᓂᑦ 42-ᒥ ᐅᓂᒃᑳᓂᑦ ᐅᖃᖅᓯᒪᒻᒪᑦ. 
318 ᐅᓪᓗᑦ ᓈᔭᕋᐃᒻᒪᑕ ᑭᓯᐊᓂ ᓈᔭᖃᐃᒻᒪᑕ 
ᐃᓐᓄᑕᐃᓐᓇᐸᒻᒪᑕ ᐃᓚᖏᑦ ᐃᖅᑲᓇᐃᔮᑦ. 
ᖃᐅᔨᓴᓚᐅᖅᑎᓪᓗᓯ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᓪᓗᓯ ᓱᒻᒪ 
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the department that you examined, did you 
identify any reasons why, on average, it 
took 181 days before the hiring 
departments asked the Department of 
Human Resources to get involved? Thank 
you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Rumbolt. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
I’m going to ask Madam Salvail to answer 
that question, if I may. Thank you. 
 
Chairman: Go ahead, Ms. Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. In 
paragraph 43, I think we say that the 
department provided us several reasons. I 
think that as a first point I should say that 
we did not find any analysis that they had 
done to explain that 181 days.  
 
When we do talk to them either here in 
Iqaluit or in the regions, most of the time 
they told us that they tried to fill the 
position through other means; casual 
employment, transfer assignments, or 
direct appointments. So they basically tried 
all of the other staffing mechanisms and 
when that wouldn’t work or wouldn’t work 
for a long period of time, then they would 
turn to the Department of HR to start a 
staffing action.  
 
Some other time they told us, as Mr. 
Campbell just mentioned, that they kind of 
knew that no housing was available at the 
time. So there was no need for them to start 
putting the paperwork together because 
they knew that any candidate that they 
might have, especially if they would come 
from outside Nunavut, wouldn’t have a 
place to stay. So they would just wait until 
maybe a house was becoming available to 
start doing the paperwork. Thank you, Mr. 

ᑕᐃᒪᓐᓇᑎᒋᐊᓗᒃ ᐊᑯᓂᐅᑎᒋᕙᒻᒪᖔᑦ 318-ᓂ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓪᓗ ᖃᖓᒃᑯᑦ 
ᐃᑲᔪᖅᑎᑖᖑᔪᕙᒻᒪᖔᑕ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
ᑳᒻᐳᓪ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒪᑖᒻ 
ᓴᓪᕙᐃ ᑭᐅᑎᓐᓂᐊᕋᒃᑯ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᔨᑎᖑᑦ) ᒥᔅ ᓴᓪᕙᐃ. ᐊᑏ. 
 
ᓴᓪᕙᐃ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 43-ᒥᑦ 
ᐅᖃᖅᓯᒪᒻᒥᒻᒪᑦ, ᐱᓕᕆᕝᕕᕗᑦ ᐊᔾᔨᒌᖏᑦᑐᓂᑦ 
ᐱᔾᔪᑎᓂᑦ ᖃᐃᑦᑎᓚᐅᕐᒪᑕ, ᐅᖃᓚᐅᕐᒪᑕ ᑭᓯᐊᓂ 
ᖃᐅᔨᓴᖅᑐᒥᓂᐅᓚᐅᖏᑦᑐᑦ 181 ᐅᓪᓗᑦ ᐃᓗᐊᓂ 
ᐊᑯᓂᐅᑎᒋᕙᓐᓂᖓ. 
 
 
ᑕᒫᓂ ᐃᖃᓗᓐᓂ. ᐅᖃᓚᐅᕐᒪᑕ ᐊᓯᖏᑎᒍᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᑲᐃᓐᓇᐸᑦᑐᑦ, 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᑐᔅᓴᐅᓗᑎᑦ ᐅᕝᕙᓘᓐᓃᑦ 
ᐃᓱᓕᑦᑕᕐᕕᖃᖅᑐᑎᑦ ᐃᖅᑲᓇᐃᔮᖏᑦ 
ᐃᓐᓄᒃᓯᓇᓱᒃᑲᓗᐊᖅᑐᑎᑦ ᐃᖅᑲᓇᐃᔮᓂᑦ ᐊᒻᒪ 
ᐃᖅᑲᓇᐃᔭᒃᓲᔭᑲᐃᓐᓇᓚᐅᖅᑐᑎᑦ ᑕᕝᕙᓂᔅᓴᐃᓐᓇᖅ 
casual-ᖑᓪᓗᑎᑦ ᐊᑯᓂ ᐃᖅᑲᓇᐃᔭᔅᓲᔭᓕᕋᐃᒻᒪᑦ 
ᐃᖅᑲᓇᐃᔭᒻᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᑕᐃᒃᑯᓄᖓ 
ᐃᓕᔭᐅᓯᒪᖃᑦᑕᖅᑐᓂᑦ ᑎᒃᑯᐊᖅᑕᐅᓪᓗᓂ. 
 
 
 
 
 
 
ᑕᐃᒪ ᐅᖃᖅᑲᐅᒻᒪᑦ ᐃᖅᑲᓇᐃᔭᖃᑎᒐ ᑖᒃᑯᐊ 
ᐃᓪᓗᒃᓴᖃᑦᑎᐊᖏᑉᐸᑕ ᓱᕙᓕᑭᐊᖑᒐᔭᕐᒪᑦ ᐃᓪᓗᓴᖓ 
ᓴᓂᕐᕙᖅᑕᐅᓯᒪᖏᓪᓗᓂ ᐊᑐᐃᓐᓇᐅᓕᕋᓗᐊᖅᐸᑦ ᓲᕐᓗ 
ᓄᓇᕗᑦ ᓯᓚᑖᓃᓐᖔᖅᓯᒪᓗᓂ, 
ᑕᒪᐅᓐᖓᕈᒪᒍᓐᓃᕋᔭᕐᖓᑦ ᐃᓪᓗᑕᖃᖏᑉᐸᑦ, 
ᑕᐃᒪᐃᓕᖓᑉᐸᑕ ᐃᓪᓗᖃᖅᑕᐅᑎᒋᔭᐅᑉᐸᑕ 
ᓴᓂᕐᕙᖅᑕᐅᓯᒪᓗᑎᑦ ᐋᖅᑭᒃᓯᓯᒪᒃᑲᓐᓂᕈᓐᓇᖅᑐᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Chairman.  
 
Chairman: Thank you. Mr. Rumbolt. 
 
Mr. Rumbolt: I thank her for the answer 
on the question. On a different question, on 
[paragraph] 47 of the report, it states that 
“… almost half of the staffing competitions 
undertaken by the five departments in the 
2007-08 and 2008-09 fiscal years were 
unsuccessful.” Based on what you 
observed in your audits of the federal 
government and the governments of the 
NWT and the Yukon, how does this 
success rate compare to other jurisdictions? 
Thank you. 
 
Chairman: Thank you, Mr. Rumbolt. Ms. 
Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. 
We haven’t been able to find data coming 
from the other territories, so we are not 
aware of the success rates either in the 
territories or elsewhere in Canada.  
 
Chairman: Thank you. We will take 15-
minute break right now. When we come 
back, we will be starting with Mr. Ningark. 
 
>>Committee recessed at 9:58 and 
resumed at 10:16 
 
Chairman: We’re going to go back to 
Planning. I don’t think we went through all 
of the paragraphs there. I’ll just give you a 
second if any Members have any questions 
on that section and if not, then we will 
move back to where we were. Thank you. 
Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
With your indulgence, Mr. Chairman, I 
would like to go back to paragraph 24.  
 
Thank you, Mr. Chairman. We talk about 

 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕋᒻᐴᑦ. 
 
ᕋᒻᐴᑦ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ ᐊᐱᖅᑯᒥᑦ ᑭᐅᒐᕕᑦ. 
ᐊᒻᒪ 47-ᒥ ᐅᓂᒃᑳᓐᓂ ᓇᑉᐸᓪᓗᐊᖏᑦ 
ᐊᑭᑦᑐᕋᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᑦ 2007-08 
ᐊᒻᒪ 2008-09 ᐊᕐᕌᒍᖓᓂᑦ 
ᐊᑐᐃᓐᓇᐅᓚᐅᖅᑑᒐᓗᐊᑦ ᐃᓐᓄᓚᐅᖏᒻᒪᑕ. 
ᐊᒻᒪᑦᑕᐅᖅ ᓄᓇᕗᒻᒥ, ᔫᑳᓐᒥᓗ ᓄᓇᑦᓯᐊᕐᒥᓗ ᖃᓄᖅ 
ᐊᔾᔨᒌᖏᑎᒋᕙ ᑕᒪᓐᓇ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅ ᓴᓪᕙᐃ.  
 
ᓴᓪᕙᐃ: (ᑐᓵᔨᑎᖑᑦ) ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑎᑎᕋᖅᓯᒪᒐᓚᑦᑐᓂᑦ ᐅᕝᕙᓗ ᐅᓂᒃᑳᓂᑦ ᐊᓯᖏᓐᓂᑦ 
ᐅᑭᐅᑕᖅᑐᒥᐅᖃᑎᒃᑲ ᒐᕙᒪᖏᓐᓂ 
ᖃᐅᔨᓯᒪᖏᑎᐊᖅᑐᒍᑦ ᑕᐃᒫᒃ ᐊᑐᖃᑦᑕᕐᒪᖔᑕᑦᑕᐅᖅ 
ᐅᕝᕙᓗ ᑲᓇᑕᒥᐅᑕᐅᖃᑎᑦᑎᓐᓂᑦ ᐊᕕᑦᑐᖅᓯᒪᔪᓂᑦ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᖑᑦ): ᖁᔭᓐᓇᒦᒃ. 15-ᒥᓂᑦᒥᑦ 
ᓄᖅᑲᖓᑲᐃᓐᓇᕐᓂᐊᕋᑦᑕ. ᒥᔅᑕ ᓂᓐᖓᖅ 
ᐱᒋᐊᓂᐊᖅᑐᖅ ᐅᑎᕈᑦᑕ. 
 
>>ᑲᑎᒪᔨᕋᓛᑦ ᓄᖅᑲᖓᑲᐃᓐᓇᖅᑐᑦ 9:58-ᒥ ᐊᒻᒪ 
ᐱᒋᐊᒃᑲᓐᓂᖅᑐᑎᑦ 10:16-ᒥ 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᖑᑦ): ᐸᕐᓇᖕᓂᕐᒧᑦ 
ᐅᑎᑲᐃᓐᓇᕐᓂᐊᕋᑦᑕ. 
ᐱᕙᕇᖅᑕᐃᓐᓇᕆᕋᑖᓐᖏᓐᓇᑦᑐᒍᑦ ᐸᕐᓇᖕᓂᐅᑉ 
ᒥᒃᓵᓄᑦ ᐊᐱᖅᑯᑎᒃᓴᖃᓐᖏᒃᑯᑦᓯ ᐊᓯᐊᓅᕐᓂᐊᕋᑦᑕ. 
ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 
ᖃᓄᐃᑦᓴᓐᖏᑦᑎᐊᕈᕕᑦ ᐃᒃᓯᕙᐅᑖᖅ ᑎᑎᕋᖅᓯᒪᔪᑦ 
ᓇᓪᓕᒃᑭᑕᖅᑐᓂᒃ 24-ᒧᑦ ᐅᑎᕈᓐᓇᕈᒪ. 
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different things and one thing that we also 
talk about is lack of qualifications in 
human resources in hiring and recruiting. 
We want to make sure that we have short-
term, medium- and long-term plans.  
 
Paragraph 24 of the Auditor General’s 
report provides some recommendations 
regarding the need to know the extent of 
shortages in human resource capacity. 
Having said that, Mr. Chairman, my 
question to the Hon. Madam Deputy 
Minister is: does the GN have enough 
resources to implement these 
recommendations under paragraph 24? 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Our plan is to set up task groups, as I 
referred to yesterday. Resources are 
certainly an ongoing challenge. Through 
our task groups, we will have a divided 
responsibility over the departments and 
throughout HR to take on this challenge. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. My 
question is directed towards Ms. Wasson 
and the Government of Nunavut. We keep 
talking about capacity and what the 
government is going to be doing to rectify 
some of the changes. Some of the replies 
that we have been getting are that there will 
be different meetings and things will be 
monitored. I am being extra cautious in 
terms of some of the questions.  
 
I remember revisiting some of the housing; 
the Nunavut Housing Trust and some of the 
audits from the last time the Auditor 
General was here, where we were given 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. ᐊᔾᔨᒌᓐᖏᑦᑐᕈᓘᔭᕐᓂᒃ 
ᐅᖃᐅᓯᖃᑲᑕᒃᑲᑦᑕ, ᐅᖃᐅᓯᖃᐃᓐᓇᕋᔪᒃᑲᑦᑕ 
ᐊᔪᓗᐊᕐᓂᖏᓐᓂᒃ ᐅᕝᕙᓗ 
ᐱᓕᒻᒪᒃᓯᒪᓐᖏᓗᐊᕐᓂᖏᓐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓃᑦᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ 
ᐅᕝᕙᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᒃᓴᖅᓯᐅᓕᕋᐃᖕᒪᑕ 
ᐊᓐᖑᑎᓯᒫᕐᔪᖃᑦᑕᓐᖏᒻᒪᑕ ᖃᐅᔨᒪᓂᕆᒋᐊᓕᖏᓐᓄᑦ. 
 
ᐊᒻᒪ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᐅᓂᒃᑳᖏᑦ 
ᐅᑐᓕᖁᔨᔾᔪᑎᓕᐅᖅᓯᒪᖕᒪᑕ ᖃᓄᖅᑑᕈᑎᒃᓴᓂᒃ. 
ᖃᓄᑎᒋ ᐊᒥᓲᑎᒋᔪᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᒥᒐᕐᒪᖔᑕ 
ᐅᕝᕙᓗ ᓇᐅᒃᑯᑦ ᐊᔪᕐᓂᖃᐅᕐᒪᖔᑕ. 
ᑕᐃᒪᐃᓕᓚᐅᕐᓗᖓ ᑖᓐᓇ ᒥᓂᔅᑕᐅᑉ ᑐᒡᓕᖓ 
ᐊᐱᕆᔪᒪᓕᑳᓪᓚᒃᑐᒍ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᓈᒻᒪᒃᑲᓗᐊᖅᐸᑦ ᑖᒃᑯᐊ 
ᐊᑐᓕᖁᔭᖏᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 
ᖃᔪᓯᑎᑕᐅᑦᑎᐊᕐᓂᐊᖁᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐸᕐᓇᒃᓯᒪᔪᒍᑦ ᐋᖅᑭᒃᓱᐃᔨᐅᓂᐊᖅᑐᑦ 
ᑲᑎᒪᔨᕋᓛᖏᓐᓂᒃ ᐋᖅᑭᒃᓱᐃᓯᒪᒐᑦᑕ ᒪᑯᐊ 
ᐊᒃᓱᕈᕐᓇᖃᑦᑕᖅᑐᑦ ᐊᐳᖅᑕᕈᑕᐅᖃᑦᑕᖅᑐᓪᓗ 
ᖃᓄᖅᑑᕈᑕᐅᖁᓪᓗᒋᑦ. ᐊᒻᒪ ᐱᓕᕆᕝᕖᑦ 
ᐊᕕᒃᑐᖅᓯᒪᐅᖅᑐᑦ ᑭᒡᒐᖅᑐᐃᔨᖃᖅᑐᑎᒃ ᑎᒍᓯᓯᒪᔪᑦ 
ᐃᒻᒥᒃᑰᖅᓯᒪᔪᓂᒃ ᐊᒃᓱᕈᑕᐅᒋᐊᓕᖕᓂᒃ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᒥᔅ ᐅᐊᔅᓴᓐᒧᑦ, ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᓐᓄᑦ. ᐅᑯᐊᓕ, ᐅᖃᐅᓯᖃᐃᓐᓇᖃᑦᑕ ᐃᓛᒃ 
ᓈᒻᒪᓐᖏᓗᐊᕐᓂᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐅᕝᕙᓗ 
ᐊᔪᓗᐊᕐᓂᖏᑦ ᐅᕝᕙᓘ ᐊᓐᖑᑎᓯᒪᓐᖏᐊᕐᔪᖕᓂᖏᑦ 
ᐱᔪᓐᓇᕐᓂᖏᓐᓄᑦ. ᐊᔾᔨᒌᓐᖏᑦᑐᑎᒍᑦ ᑲᑎᒪᔭᕋᐃᒐᑦᑎ 
ᖃᐅᔨᓴᖃᑦᑕᕐᓂᐊᕋᓗᐊᖅᑐᓯ ᓇᐅᒃᑯᑦ 
ᐋᖅᑭᒋᐊᕐᕕᖃᕐᒪᖔᑦ. ᑭᓯᐊᓂ 
ᐃᑉᐱᒋᑦᑎᐊᕆᐊᖃᕋᑦᑎᒍᑦ ᒪᒃᑯᐊ ᐊᐱᖅᑯᑎᒋᑲᑕᒃᑕᕗᑦ. 
 
 
ᐅᖃᐅᓯᕆᖃᑦᑕᕐᒥᒐᑦᑎᒍᑦ ᐃᒡᓗᓕᕆᔨᖅᔪᐊᒃᑯᑦ 
ᑯᐊᐳᕆᓴᖓᑦ, ᐃᒡᓗᓕᐅᕐᓂᖏᑦ, ᐊᒻᒪ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᐅᖃᖃᑦᑕᖅᑕᕋᓗᐊᖏᑦ 
ᐊᓯᐊᖅᔪᐊᓂᑦ ᐊᐱᖅᓱᓯᖃᑦᑕᕋᑦᑕ ᑕᕝᕙ. ᐃᓛᓐᓂᒃᑯᑦ 
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assurances that different things will be put 
in place, things will be monitored, different 
plans will be established, and different 
parameters will be set up. We go away 
from our meeting feeling good that we 
asked all of the right questions and 
everything is in the hands of the 
government or the corporation to follow 
through, and then you find out that there is 
overspending. We’re constantly asking 
about what happened.  
 
Again, we have been talking all morning 
about the 85 percent Inuit employment and 
to me that is one of the key factors in terms 
of having a representative workforce. The 
public service needs to be at 85 [percent]. 
We have already missed the 2010 deadline 
in terms of the number of Inuit who were 
supposed to be in the workforce.  
 
Now, if I understand correctly what you 
have been saying, it’s 2015, actually, when 
your department will know a better figure 
as to what percentage we will reach in 2020 
once all of these studies, strategies, and 
plans are put into place. Again that is five 
years to wait to find out in 2015 that 
“Oops, we made a calculation error. 
Human capacity is not up to what it was. 
This plan didn’t happen.”  
 
How often will you monitor the success of 
the programs that you’re setting up of the 
strategies that are coming in? Thank you.  
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. A 
formal review, of course, would be through 
the Public Service Act on an annual basis, 
but informally it would quarterly, keeping 
in mind that the Building Capacity 
Committee expects regular monthly or has 
regular monthly discussions on how we’re 

ᐊᐱᖅᓱᓯᐊᖅᑐᕕᓂᐅᔮᖅᑐᑕ ᐊᖏᕐᕋᖅᐸᒃᑲᑦᑕ 
ᖁᕕᐊᑦᑕᒃᑐᑕ ᒐᕙᒪᒃᑯᑦ 
ᑲᔪᓯᑎᑦᑎᓂᐊᖅᑐᑯᓘᓕᕐᒥᖕᒪᑕ 
ᐊᐱᖅᑯᑎᒋᓚᐅᖅᑕᑦᑎᓐᓂᒃ. 
 
 
 
 
 
 
 
 
 
ᐊᒻᒪ ᑭᖑᓂᐊᒍᑦ ᐊᐱᖅᓱᒃᑲᓐᓂᓕᕐᒥᒐᑦᑕ 
ᖃᐅᔨᓕᕆᓪᓗᑕ ᑲᒪᒋᔭᐅᓐᓂᓐᖏᑦᑐᑦ 
ᑲᔪᓯᓐᓂᓐᖏᑦᑐᓘᓐᓃᑦ ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᑐᓐᖓᕕᓪᓚᕆᐅᖕᒪᑕ ᑕᕝᕙᓂ ᒐᕙᒪᒃᑯᑦ ᐊᐅᓚᓂᖓᓂ 
ᐊᒻᒪ ᓈᒻᒪᓈᖅᑕᖅᓯᒪᓗᑎᒃ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᐸᓪᓕᐊᒋᐊᖃᕐᒪᑕ ᒐᕙᒪᒃᑯᓐᓂ ᐊᒻᒪᓗ 
ᑕᐃᒃᑯᐊ ᐃᓱᓕᓯᒪᔪᑐᖃᐅᖕᒪᑦ ᑭᒡᓕᓕᐊᕆᓚᐅᖅᑕᕗᑦ 
ᐱᔭᕇᖅᑕᐅᓯᒪᓕᖁᓪᓗᒋᑦ. 
 
 
ᑕᒪᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕐᓂᕗᑦ ᐃᓄᖕᓂᒃ 
ᒐᕙᒪᒃᑯᓐᓂ. ᑖᒃᑯᐊᓕ ᐊᐱᖅᑯᑎᒋᓚᐅᖅᑕᕗᑦ 2020-
ᐅᓕᖅᑲᑦ, ᖃᓄᖅ ᐃᓄᖕᓂᒃ ᐅᓄᖅᑎᒋᔪᓂᒃ 
ᐳᓴᓐᑎᑎᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖃᓕᓛᑉᒪᖔᑕ ᓇᓗᓇᕐᒪᑦ 
ᐊᕐᕌᒍᑦ ᑕᓪᓕᒪᑦ ᐊᓂᒍᖅᐸᑕ 2015-ᒥ 
ᐅᖃᐅᓯᒋᔭᐅᓚᐅᕐᒥᖕᒪᑦ ᑕᐃᑲᓂ ᑎᑭᓐᖏᒻᒥᒍᑦᑎᒍᑦ 
ᐊᒥᓲᑎᒋᒋᐊᖃᕐᓂᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑦ ᐃᓄᐃᑦ 
ᖃᓄᖅᑑᒃᑲᓐᓂᕆᐊᖃᕋᔭᕋᑦᑕ. 
 
 
 
ᑕᐃᒫᓪᓕ ᓇᓗᓇᐃᖅᑐᖃᑦᑕᓚᖓᕕᓯᐅᒃ 
ᑲᔪᓯᑦᓯᐊᕐᒪᖔᑕ ᐋᒃᑲᓘᓐᓃᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐅᐱᓐᓇᕋᓂ ᐊᕐᕌᒍᑕᒫᑦ 
ᖃᐅᔨᓴᖃᑦᑕᕐᓂᐊᕐᑐᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᒐᕙᒪᒃᑯᓪᓗ 
ᑲᑐᔾᔨᖃᑎᒌᖏᑕ ᐊᖏᕈᑎᖓᒍᑦ. ᑭᓯᐊᓂ ᑕᖅ.ᑭᑦ 
ᐱᖓᓱᑦ ᓈᔭᕋᐃᒃᐸᑕ ᖃᐅᔨᓴᖃᑦᑕᕐᓂᐊᖅᑐᑦ 
ᐱᓕᕆᕕᑦᑎᓐᓂ ᖃᐅᔨᓴᖅᑕᐅᒋᐊᖃᓗᐊᓐᖑᐊᖅᑐᑦ 
ᐊᒻᒪᓗ ᐃᓕᑕᕆᔭᐅᓯᒪᓐᖏᒃᑲᓗᐊᕐᓗᑎᒃ ᐱᓕᕆᖃᑎᒌᑦ 
ᐃᖅᑲᓇᐃᔭᕐᕕᖕᓂ ᕿᒥᕐᕈᓇᖃᑦᑕᕐᓂᐊᖅᑐᑦ quarterly.  
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moving forward. Informally, through our 
work plans, we will be meeting with people 
and be updating those work plans at least 
quarterly. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Will you also be setting up indicators? 
What will set off red flags in your 
department to make you realize, “Oops, 
we’ve overshot this” or “We’re way ahead 
on this,” in terms of what will signify there 
is a problem or what will raise flags? 
Thank you.  
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, we will be setting up indicators for 
each of the priorities that go into our 
planning. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Will these be tabled in the House? How 
will Regular Members be informed as to 
what… ? Again going back to the Nunavut 
Housing Trust and the problems we’ve had 
with that, I think one of our responsibilities 
as Regular Members is to hold the 
government accountable for where they 
spend money and what they’re doing 
within their programs. At times, I sort of 
felt I was either misinformed as to what 
was happening with the money that was 
being spent with the Nunavut Housing 
Trust or not informed.  
 
How will we be informed, again, to do our 
role as Regular MLAs to hold the 
government accountable for what they’re 

 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᓇᓗᓇᐃᖅᓯᒃᑲᓐᓂᕈᓐᓇᖅᐲᑦ 
ᑭᓱᒥᒃ ᖃᐅᔨᒃᑲᖅᓵᕈᑎᒐᓚᖕᓂᒃ ᑲᖐᓱᖕᓇᖅᑐᓂᒃ 
ᐅᕝᕙᓘᓐᓃᑦ ᓇᐅᑦᑎᖅᓱᕈᑎᒃᓴᓂᒃ 
ᓇᓗᓇᐃᒃᑯᑕᖃᓚᖓᕕᓰ ᐅᖓᑎᐊᓗᐊᓂ ᐅᕝᕙᓗ 
ᑐᖓᐅᔾᔨᓕᓐᖏᒃᑲᓗᐊᕐᒪᖔᑦᓯ ᐱᓇᓱᐊᓚᐅᖅᑕᓯ. 
ᑕᒪᒃᑯᐊᓗ ᐅᔾᔨᕐᓇᓗᐊᓐᖑᐊᖅᑐᑦ 
ᖃᐅᔨᒪᔾᔪᑎᒋᓂᐊᖅᑕᓯ ᐱᑕᖃᕐᓂᐊᕋᓗᐊᕐᒪᖔᑕ? 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᓯᑕᕐ ᐃᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐄ. ᑕᒪᒃᑯᓂᖓ 
ᐋᖅᑭᒃᓱᐃᓂᐊᖅᑐᒍᑦ ᑐᐊᕕᕐᓇᓪᓚᕆᑦᑐᓂᑦ 
ᐅᕝᕙᓘᓐᓃᑦ ᖃᐅᔨᒋᐊᖃᓗᐊᓐᖑᐊᖅᑕᑦᑎᓐᓂᑦ 
ᖃᐅᔨᒪᔾᔪᑎᒃᓴᓂᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᓴᖅᑭᑕᐅᓛᖅᑑᑦ ᒪᓕᒐᓕᐅᕐᕕᐅᑉ ᑲᑎᒪᔨᖏᓐᓄᑦ? 
ᖃᓄᖅ ᖃᐅᔨᒃᑲᐃᓛᖅᐱᓯ ᑕᒪᒃᑯᓂᖓ 
ᓇᓗᓇᐃᒃᑯᑦᓯᕐᓱᐃᒐᑦᓯ ᖃᐅᔨᒪᔾᔪᑎᒃᓴᓂᒃ. ᑭᖑᓪᓕᕐᒥᒃ 
ᒐᕙᒪᒋᓚᐅᖅᑕᑦᑕ ᑕᐃᒫᑦ 
ᐊᑲᐃᓪᓕᐅᕈᑎᖃᖃᑦᑕᓚᐅᕐᒥᖕᒪᑕ 
ᐃᑉᐱᒍᓱᑦᓯᐊᕆᐊᖃᕖᖓᓚᖓᒐᑦᑎ ᓇᐅᒃᑯᑦ ᑮᓇᐅᔭᖅ 
ᐊᑐᓕᕐᒪᖔᑦᓯᐅᒃ ᐃᓛᓐᓂᒃᑯᑦ ᐊᐱᖅᓱᕋᓗᕋᒪ 
ᑐᑭᓯᓂᕐᓗᒃᑎᑕᐅᖃᑦᑕᒻᒪᕆᖃᑦᑕᓕᔪᒐᒪ ᐃᓪᓗᓕᕆᓂᐅᑉ 
ᐸᐸᑦᑎᕕᖓᑕ ᒥᒃᓵᓄᑦ ᖃᐅᔨᒃᑲᖅᑕᐅᓯᒪᓐᖏᒧᑦᑕᐅᖅ.  
 
 
 
 
 
 
ᖃᓄᕐᓕ ᐅᕙᑦᑎᓐᓂᒃ ᖃᐅᔨᒃᑲᐃᖃᑦᑕᓚᖓᕕᓯ 
ᑕᒪᒃᑯᓂᖓ ᖃᐅᔨᕙᓪᓕᐊᔭᑕᓐᓂᒃ ᒪᓕᒐᓕᐅᖅᑎᐅᓪᓗᑕ 
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doing? How will we be informed to know 
what indicators there are and to know the 
progress that is being made by your 
department? Thank you.  
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Regular Members will be informed through 
the public service annual report. Our plans 
and priorities will be part of the business 
planning process. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
These are the business plans that we see 
annually when we’re doing the operations 
and maintenance of the main estimates. 
Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Just a moment, please.  
 
Thank you, Mr. Chairman. My apologies; I 
do wear two hearing aides that don’t pick 
up every now and then, so I apologize for 
not hearing your entire question. Yes, it 
will be through the main estimates. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Again, we have been talking a lot about the 
85 percent Inuit employment in terms of a 
representative government.  
 
One of the questions I was hoping to pose 
to the Office of the Auditor General was… 

ᖃᐅᔨᒃᑲᖅᑕᐅᖃᑦᑕᓚᖓᕕᑕ ᐱᕙᓪᓕᐊᔭᑦᓯᓐᓂᒃ 
ᐱᓕᕆᕕᑦᑎᓐᓂ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᕐᕌᒍᑕᒫᖅᓯᐅᑏᑦ ᐅᓂᒃᑳᖏᑎᒍᑦ 
ᖃᐅᔨᒃᑲᖅᑕᐅᓂᐊᖅᑐᑦ ᐊᒻᒪᓗ ᐱᓕᕆᐊᖑᓂᐊᖅᑐᑦ 
ᐸᕐᓇᐅᑎᖏᑎᒍᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ 
ᑕᐃᒃᑯᐊ ᐱᓕᕆᐊᖑᓂᐊᖅᑐᑦ ᐸᕐᓇᐅᑖ 
ᑲᒪᒋᖃᑦᑕᖅᑕᕗᑦ ᐊᐅᓚᔾᔪᑏᑦ ᒪᑭᒪᐅᑎᓪᓗ ᑭᓇᐅᔭᖏᑦ 
ᐊᑐᕈᒪᕐᓂᐊᖅᑐᑦ ᐅᖃᐅᓯᕆᓕᖅᑎᓪᓗᑎᒃᑰᑦ? 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᒪᕐᕉᓐᓂᒃ ᓯᐅᑎᓯᒪᒐᒪ ᒪᒥᐊᑉᐳᖓ. ᐊᐱᖅᑯᑎᓕᒫᖅ 
ᑐᓴᖅᑲᐅᖏᓐᓇᒃᑯ. ᐄ, ᑮᓇᐅᔭᑦ ᐊᑐᕈᒫᓂᐊᖅᑐᑦ 
ᐅᖃᐅᓯᕆᔭᐅᓕᕌᖓᑕ ᑕᐃᒃᑯᐊ ᐊᑐᖅᑕᐅᖃᑦᑕᖅᑐᑦ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᐅᓯᕆᕈᓘᔭᖅᑲᐅᒐᑦᑎᒍᑦ ᑕᐃᓐᓇ 85-
ᐳᓴᖑᓇᕋᖅᑕᐅᕙᒃᑐᖅ ᐃᓄᐃᑦ ᐅᓄᕐᓂᖏᓐᓂᑦ 
ᐱᔾᔪᑎᓕᒃ ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᒐᕙᒪᒃᑯᓐᓂ 85-
ᐳᓴᖏᓐᓃᑦᑕᕆᐊᖃᕐᓂᖏᑦ. 
 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑦ ᑎᑎᕋᕐᕕᖓᓄᑦ ᑖᒃᑯᐊ 
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. To me, I think one of the things I have 
been saying all along is that it seems like 
the Government of Nunavut was formed, 
we are a new territory, we are setting all of 
these different departments into action, 
there is so much that has to be done that 
sometimes it seems like we do play catch-
up. We are still a very young territory, so 
10 years is not a long time in terms of 
where we are going. I know other 
governments have priority hiring for 
attracting women in the workforce, you 
have different specific jobs like having 
male participation in jobs, such as nursing, 
and whatnot. 
 
My question to the Auditor General in 
terms of… . It seems like, to me, what I am 
saying is we need more time. What we 
want to do is we don’t want to put people 
in positions that aren’t ready. We want an 
employee who feels good about what they 
are doing and feels confident in what they 
are doing. In other jurisdictions, has the 
Auditor General’s office done studies 
where information has come up in terms of 
what other provinces and territories do and 
how successful they are? Sometimes, I 
think, it’s like a 3 percent increase in 
women in the workforce, and things like 
that. So, compared to other jurisdictions, 
are we doing pretty good in terms of the 
level that we are at? Is it just that we need 
more time? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
As I think we mentioned in response to an 
earlier question that we hadn’t, there was a 
question yesterday, I believe, about the 
magnitude of the human resource challenge 
in Nunavut in relation to other 
jurisdictions. I think we had answered that 
question along the lines that we hadn’t 

ᓂᓪᓕᐅᑎᒋᔭᐅᓯᒪᒻᒪᑕ. ᐊᒻᒪᓗ ᐅᖃᐃᓐᓇᖃᑦᑕᕋᒪ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓄᑦ ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᔪᑦ ᐊᒻᒪᓗ 
ᐊᕗᑎᓵᕐᓂᑰᓪᓗᑕ ᒐᕙᒪᒃᑯᓪᓗ ᐱᓕᕆᕝᕕᖏᑦ 
ᐊᐅᓚᑎᒋᐊᖃᖅᑕᖏᑦ ᐅᓄᖅᑑᓪᓗᑎᑦ 
ᐊᓐᖑᑎᓇᓱᒃᑐᒍᑦ. ᓄᑖᑯᓘᒻᒪᑕ ᖁᓕᓂᑦ 
ᐊᕐᕌᒍᖃᓕᑕᐃᓐᓇᕋᑦᑕ. ᐊᓯᕗᑦ ᒐᕙᒪᐃᑦ 
ᓯᕗᓪᓕᐅᔾᔨᓯᒪᖃᑦᑕᕐᒪᑕ ᐊᕐᓇᓂᑦ ᐅᕝᕙᓘᓐᓃᑦ 
ᐊᖑᑎᓂᑦ ᐋᓐᓂᐊᓯᐅᑎᑖᕋᓱᖃᑦᑕᖅᖢᑎᒃ. 
 
 
 
 
 
 
 
 
 
ᑕᐃᒪᖃᐃ ᐊᐱᖅᑯᑎᒋᔪᓐᓇᖅᑕᕋ ᐅᓇ 
ᐱᕕᖃᒃᑲᓐᓂᕆᐊᖃᖅᑐᒍᑦ ᐊᒻᒪᓗ 
ᐃᓐᓄᐃᕙᓪᓕᐊᔪᒪᓐᖏᒃᑐᑕ ᐊᔪᓗᐊᖅᑐᓂᑦ. 
ᐃᖅᑲᓇᐃᔭᖅᑎᖃᐅᒍᒪᒐᑦᑕ ᓇᓗᖅᑯᑎᓐᖏᑦᑐᓂᑦ 
ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔮᒥᓂᒃ ᐅᐱᒋᔭᖃᖅᑐᓂᑦ. ᒐᕙᒪᖃᕐᕖᑦ 
ᖃᓄᐃᓘᖃᑦᑕᖅᐸᓪᓕ ᓲᕐᓗ 3-ᐳᓴᓂᑦ 
ᐅᓄᖅᓯᒋᐊᖅᑕᐅᓇᓱᖃᑦᑕᖅᖢᑎᒃ ᐊᕐᓇᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᒋᔭᐅᔪᖅ. ᖃᓄᐃᓐᓂᖅᓴᐅᕕᑕ 
ᒫᓐᓇᐅᓕᖅᑐᖅ ᒐᕙᒪᐅᓪᓗᑕ ᐊᒻᒪᓘᓐᓃᑦ 
ᐱᕕᖃᓐᓂᖅᓴᐅᔭᕆᐊᖃᖅᐱᑕ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᖅᑰᖅᑲᐅᒐᑦᑕ ᐊᒻᒪᓗ ᐃᒃᐸᒃᓴᖅ 
ᐊᐱᖅᑯᑎᔭᐅᓚᐅᕐᒪᑦ ᐱᓂᐊᓗᑕᐅᖃᑦᑕᖅᑐᑦ ᑕᒫᓂ 
ᓄᓇᕗᒻᒥ ᒐᕙᒪᖃᕐᕖᑦ ᐱᔾᔪᑎᒋᓪᓗᑎᒃᑯᑦ. 
ᑕᐃᒪᐃᑦᑐᓂᑦ ᖃᐅᔨᓴᐃᓚᐅᓐᖏᑦᑐᒍᑦ. 
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done that kind of analysis, but certainly, 
compared to the other territories, the 
challenge appears to be much greater in 
Nunavut.  
 
The question included a comment about 
time, and I think that Mr. Elliott mentioned 
gender priority hiring in other jurisdictions 
and I haven’t studied this in history, but 
certainly there was a time when women 
were not going to university or not 
completing high school in the same 
numbers as males and females were not 
attending university and completing 
university in the same numbers as males. 
So back then when people wanted more 
equality in society, it still took some time.  
 
The solution was clearly in societal 
changes, attitudes, affirmative action and 
priority hiring, and those things, but also 
the solution was in people of that group 
finishing high school with the same quality 
as males and finishing university with the 
same quality of education as males. I think, 
in the south, that is clearly the case. I know 
in our office a number of years ago, maybe 
15 or 20 years ago, we were very focused 
in some of those gender issues and now we 
are not because I think that the vast 
majority of students going through 
university and studying accounting now are 
female, so we do not have to focus on that 
so much.  
 
I think, in terms of Nunavut, as we 
mentioned earlier, a lot of the professional 
levels will take time, and you know, it’s 
high school, it’s university, and it’s joining 
professional organizations and the likes 
that will see the solution at that level. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Campbell. Mr. 
Elliott. 
 

 
 
 
 
 
 
ᐊᒻᒪᓗ ᖃᓄᐃᑦᑐᓂᑦ ᐊᔪᕈᑎᖃᖃᑦᑕᕐᒪᖔᑦ 
ᒐᕙᒪᖃᕐᕖᑦ ᐅᑭᐅᖅᑕᖅᑐᒥ ᐊᒻᒪᓗ ᐱᕕᖃᕐᓂᕐᒥᒃ 
ᓂᓪᓕᐅᑎᖃᖅᑲᐅᒐᕕᑦ. ᒪᑯᐊᓗ ᐊᕐᓇᐃᑦ 
ᓯᕗᓪᓕᐅᔾᔭᐅᓯᒪᔪᑦ ᑕᒪᒃᑯᓂᖓ 
ᖃᐅᔨᓴᐃᓯᒪᖏᑦᑐᖓᐅᒐᓗᐊᖅ ᑭᓯᐊᓂ ᐊᕐᓇᐃᑦ 
ᓯᓚᑦᑐᖅᓴᕐᕕᔾᔪᐊᓕᐊᖃᑦᑕᓚᐅᖅᓯᒪᓐᖏᑦᑐᑦ 
ᐊᒻᒪᓘᓐᓃᑦ ᒍᓚᐃᑦ 12-ᒥᒃ ᐱᔭᕇᖅᓯᔪᑦ 
ᐅᓄᓐᖏᑦᑑᕙᓚᐅᖅᓯᒪᓪᓗᑎᑦ 
ᐅᓄᓐᖏᓐᓂᖅᓴᐅᕙᓚᐅᖅᓯᒪᓪᓗᑎᓪᓗ ᐊᖑᑎᓂᑦ. 
 
 
 
 
 
ᒫᓐᓇ ᓱᓕ ᖃᓄᖅᑑᕈᑎᒃᓴᓕᐊᕆᔭᐅᓯᒪᓕᖅᑐᖅ 
ᓯᕗᓪᓕᐅᔾᔨᓯᒪᓪᓗᑎᑦ ᑕᒪᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔮᖏᓐᓂ 
ᐅᓄᓐᖏᓗᐊᖅᑐᓂᑦ ᐱᔭᕇᖅᐸᓪᓕᐊᓃᓪᓗ ᑕᒪᒃᑯᐊ 
ᐃᓕᓐᓂᐊᕐᕕᐊᓗᒻᒥ ᐅᓄᖅᓯᕙᓪᓕᐊᑎᑕᐅᓇᓱᒃᖢᑎᒃ 
ᐊᓐᖑᑎᓂᐊᕐᒪᑕ ᐊᖑᑎᓄᑦ ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᕐᓂᖏᑦ 
ᑕᐃᒫᑦᑎᐊᖅ ᐊᖑᑏᑦ ᐃᓕᓐᓂᐊᕈᑎᖏᓐᓄᑦ 
ᐊᓐᖑᑎᓐᓇᓱᓐᓂᖅ ᑕᒪᒃᑯᐊᕈᓘᔭᐅᓚᐅᖅᑐᑦ. ᒫᓐᓇ 
ᑕᐃᒪᐃᑦᑐᓕᕆᒍᓐᓃᖅᑐᑦ ᐃᓕᓴᖅᑐᑦ 
ᓯᓚᑦᑐᖅᓴᕐᕕᔾᔪᐊᕐᓂ ᐊᕐᓇᐅᓕᕐᒪᑕ. ᐊᒻᒪᓗ 
ᑕᐃᒪᐃᑦᑑᒻᒪᑦ ᑕᒪᒃᑯᓄᖓ ᓵᖓᓐᖏᓐᓂᖅᓴᐅᓕᖅᑐᒍᑦ. 
 
 
 
 
 
 
 
ᓄᓇᕗᒥ ᒪᑯᓂᖓ ᐱᑐᐃᓐᓇᐅᖏᑦᑐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ ᐱᓇᓱᓐᓂᖅ ᐊᑯᓂᐅᓂᐊᖅᑐᖅ 
ᓯᓚᑦᑐᖅᓴᕐᕕᑎᒍᑦ ᐃᓕᓐᓂᐊᖅᑐᑦ 
ᐅᓄᓯᕙᓪᓕᐊᓇᓱᓐᓂᖏᓐᓂ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒪᓐᓇᒃ ᑭᓯᐊᓂ ᐊᖑᑎᔾᔫᒥᓇᔭᖅᑐᒍᑦ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
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Mr. Elliott: Thank you, Mr. Chairman. On 
page 11 in paragraph 22, the report refers 
to the lack of qualified beneficiaries with 
the levels of education required for the 
positions. My question is directed towards 
the Office of the Auditor General. Would 
you agree that the Department of Education 
needs to play a vital role in developing and 
implementing strategies to address the gaps 
in the long term? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Broadly speaking; certainly, definitely yes. 
Thank you. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Would you have any suggestions that you 
could lend in terms of how you would see 
this work or is this something that they 
need to sort of hash out on their own? 
Thank you. 
 
Chairman: Thank you, Mr. Elliott. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
I think all of those issues are interrelated. I 
think that the analysis that we are 
recommending that the Government of 
Nunavut conduct to get better information 
will yield better information as to what 
positions are remaining empty for a long 
time, what are the skill sets that are needed. 
I think that information probably, I would 
hope, would be very useful not only to the 
Department of Education but also to 
Nunavut Arctic College.  
One of the things I would say, just a 
personal comment, is that there is no 
shortage of people working together, I 

 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒪᑉᐱᒐᖅ 11. 22-ᒥ ᐃᓕᓐᓂᐊᖅᓯᒪᓂᐅᔭᕆᐊᖃᖅᑐᑦ 
ᐊᐱᕆᔪᒪᔭᒃᑲ ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ. 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐃᑲᔪᖅᑎᐅᔭᕆᐊᖃᖅᑳᑦ 
ᑐᑭᒧᐊᕈᑎᓂᑦ ᐋᖅᑭᒃᓱᐃᔪᓐᓇᕐᓂᐊᕐᒪᑕ 
ᐊᕗᓐᖓᐅᔨᓯᒪᑎᑕᐅᓗᑎᓪᓗ ᐊᓐᖑᑎᔾᔫᒥᓂᐊᕐᒪᑕ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᐄᑦᑎᐊᖅ. ᖁᔭᓐᓇᒦᒃ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᓕᐊᑦ. 
 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖃᓄᖅᑑᕈᑎᒃᓴᓕᐅᕈᓐᓇᖅᐲᑦ ᖃᓄᖅ ᑕᒪᓐᓇ 
ᐃᖏᕐᕋᓂᖃᕈᓐᓇᕋᔭᕐᒪᑦ ᐅᕝᕙᓘᓐᓃᑦ ᑖᒃᑯᐊ 
ᐃᒻᒥᒃᑰᕐᓗᑎᒃ ᐋᖅᑭᒃᓱᐃᔭᕆᐊᖃᖅᐸᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᒪᒃᑯᐊᓕᒫᖅ ᐊᒃᑐᐃᓂᖃᖅᑰᕐᒪᑕ ᐊᒻᒪᓗ ᒐᕙᒪᒃᑯᓐᓄᑦ 
ᑕᒪᒃᑯᐊ ᑐᓴᐅᒪᔾᔪᑏᑦ ᓄᐊᑕᐅᓗᑎᒃ 
ᑐᓴᐅᒪᑦᑎᐊᓕᕈᓐᓇᕐᓂᖅᓴᐅᓂᐊᕐᖓᑕ ᓇᓕᐊᑦ 
ᐃᖅᑲᓇᐃᔮᑦ ᐃᓐᓄᒃᑕᐅᓚᐅᖅᓯᒪᓐᖏᒻᒪᖔ, 
ᐃᓐᓄᒃᑕᐅᒐᕐᓂᓐᖏᒻᒪᖔᖏᓪᓗ. 
ᐃᑲᔫᑎᖃᓪᓚᕆᖕᓂᐊᖅᑐᖅ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑐᐊᖑᓐᖏᑦᑐᖅ, 
ᑕᐃᒃᑯᓄᖓᓗ ᓯᓚᑦᑐᖅᓴᕐᕕᓕᕆᔨᓄᑦ.  
 
 
 
 
ᐃᖅᑲᓇᐃᔭᖃᑎᒌᓄᑦ ᑕᒪᓐᓇᐅᒐᓗᐊᖅᑎᓪᓗᒍ 
ᓄᓇᕗᒻᒥ, ᐅᑯᐊᓗ ᐅᓂᒃᑳᑦ ᖃᐅᔨᓴᐃᑎᓪᓗᑕ 
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think, in Nunavut. When we were 
completing this audit, we organized and 
asked for a meeting with Deputy Ministers. 
We got five or six of them, I believe, in the 
room at one time dealing with the issues in 
this chapter, even though some of the 
issues were specific only to certain 
departments. I would just say that that’s 
very difficult to do in the federal 
government. We had no problem attracting 
Deputy Ministers to come to a meeting to 
deal with those issues.  
 
I think that once the data is available and 
better information is available, I think that 
people will be willing to get together and 
work together on it. Thank you. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for that answer. I wanted to 
redirect a similar question to both the 
Department of Education’s Acting DM, 
who is here with us today, and also to the 
Department of Human Resources. 
 
The audit that has been done within the 
past year was tabled in the House in March, 
so both departments have had a lot of time 
to look at it and have had time to meet and 
discuss different options. What I would like 
to know is if each of the Deputy Ministers 
could give us some insight as to how you 
see working together on making this 
connection, like the Auditor General’s 
office was saying, in terms of bringing 
education and human resources to the table 
to work together to solve this problem. 
 
So maybe if we start with human resources 
and then go to the Department of 
Education. Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 

ᐱᔭᕇᓕᖅᑎᓪᓗᑕ ᑲᑎᒪᖃᑎᒋᓚᐅᖅᓯᒪᔭᕗᑦ ᒥᓂᔅᑕᐃᑦ 
ᑐᖏᓕᖏᑦ. ᑕᓪᓕᒪᓪᓗ, 6-ᓘᓐᓃᑦ ᑲᑎᓐᖓᖕᒪᑕ 
ᑲᑎᒪᔾᖃᑎᒌᖕᓂᕐᒥᒃ ᓴᖅᑭᔮᖅᑐᖃᓚᐅᖅᑐᑦ. ᐃᓚᖏᑦ 
ᐱᓕᕆᕝᕕᖕᒧᑦ ᐊᑕᐅᓯᕐᒧᑦ ᑐᕌᖓᒐᓗᐊᖅᑎᓪᓗᒍ. 
ᐊᑲᐅᓐᖏᓕᐅᕈᑎᖃᓚᐅᓐᖏᑦᑐᒍᑦ ᒥᓂᔅᑕᐃᑦ 
ᑐᖏᓕᖏᑦ ᑲᑎᒪᖃᑎᒋᔪᒪᒐᑦᑎᒃᑯᑦ. 
 
 
 
 
 
 
 
 
ᒪᒃᑯᐊ ᐸᐃᑉᐹᑦ ᐊᑐᐃᓐᓇᐅᓂᖅᓴᐅᒃᐸᑕ 
ᑐᓴᐅᒪᔾᔪᑏᓪᓗ ᑲᑐᔾᕙᐅᓗᑎᒃ 
ᖃᓄᖅᑑᕈᑎᒋᔭᐅᔪᓐᓇᖅᑐᑦ ᑕᐃᒃᑯᓄᖓ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᒻᒪᓗ ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᑖᒃᑯᐊᓴᐃᓐᓇᐃᑦ 
ᐊᐱᖅᑯᑎᒋᔪᒪᖕᒥᔭᒃᑲ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ. 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᐊᓄᑦ ᐊᒻᒪᓗ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑐᖏᓕᐊᓄᑦ. 
 
 
ᐊᕐᕌᒍᓪᓗᐊᖅ ᑕᒪᓐᓇ ᑕᒪᖅᓯᒪᔪᖅᓯᐅᕐᓂᖅ 
ᐱᔭᕇᖅᑕᐅᓚᐅᕐᒪᑦ ᒫᔾᔨᒥᓗ ᓴᖅᑭᑕᐅᓪᓗᓂ 
ᒪᓕᒐᓕᐅᕐᕕᖕᒧᑦ. 
ᕿᒥᕐᕈᓇᒃᑕᐅᕈᓘᔭᕈᓐᓇᖅᓯᓯᒪᔪᒃᓴᐅᔪᖅ. ᑕᐃᒪᓕ 
ᐊᐱᕆᔪᒪᔪᖓ ᒥᓂᔅᑕᐃᑦ ᑐᖏᓕᖏᑦ 
ᓇᓗᓇᐃᖅᓯᔪᓐᓇᕐᒪᖔᑦ ᖃᓄᖅ ᑖᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔮᕆᔭᐅᓂᐊᕐᒪᖔᖏᑦ ᐅᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓪᓗ 
ᑲᑎᒪᓪᓗᑎᒃ ᖃᓄᖅᑑᕈᑎᖃᕈᓐᓇᕐᓂᐊᕐᒪᑕ. 
 
 
 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
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Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m bringing attention to the action plan 
that’s been developed. This action plan was 
developed as a joint project, with all 
Deputy Ministers having input, and 
actually once we drafted it, we circulated it, 
and the deputies kept having their input 
until they were happy. To me, it’s a joint 
partnership between the deputies at this 
point and not just a human resource action 
plan. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Wasson. 
Maybe if we can ask the same question to 
the Deputy Minister of Education. 
 
Mr. Geikie: Thank you, Mr. Chairman. I 
am not sure I could add much more to that 
because it is a working relationship and a 
partnership that both the departments of 
Human Resources and Education continue 
to have and work toward. It’s the same 
within our own school systems, the K-12 
system, and working with Nunavut Arctic 
College in ensuring that our graduates have 
the skill sets that are required in the K-12, 
whether it’s for university preparation, 
college preparation, or job-ready. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for those answers. Again if both 
the Acting Deputy Minister and the Deputy 
Minister could answer. To make the action 
plan work and to continue to grow in the 
partnership, what do your departments 
need?  
 
It’s interesting how something as shocking 
as what’s happened with the Nunavut 
Housing Trust, and as bad as it is, it’s nice 
we’re getting the houses out of it, but it has 

ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᐱᕙᓪᓕᐊᑎᓐᓇᓱᒃᑕᕗᑦ ᑲᑐᔾᔭᐅᔪᑦ ᒥᓂᔅᑕᐃᑦ 
ᑐᖏᓕᓕᒫᖏᓐᓄᑦ. ᐊᒻᒪᓗ ᓯᕗᓪᓕᖅᐹᖅᓯᐅᑏᑦ 
ᑐᓂᐅᖅᑲᖅᑕᐅᓯᒪᓕᖅᑐᑎᒃ ᑐᖏᓕᓄᑦ ᐅᕙᓐᓄᑦ. 
ᑲᑐᔾᔨᖃᑎᒌᖕᓂᒃᑯᑦ ᐱᓕᕆᐊᕆᔭᐅᔪᖅ ᐅᕙᑦᑎᓐᓄᑦ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᑐᐃᓐᓇᐅᓐᖏᑦᑐᓄᑦ, 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᑐᐃᓐᓇᐅᓐᖏᑦᑐᓄᓪᓗ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᐃᒻᒪᖄ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᖅᑲᐃ ᑭᐅᔪᓐᓇᕆᕙ ᑕᕝᕗᖓ. 
 
ᒌᑭ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓚᒃᑲᓐᓂᕐᕕᒃᓴᖃᓐᖏᑦᑐᖓ. 
ᐃᖅᑲᓇᐃᔭᖃᑎᒌᑦᑎᐊᕋᑦᑎᒃᑯᑦ ᑕᒫᒃᑮᑦ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ. 
ᑕᐃᒫᑐᐃᓐᓇ ᐃᓕᓐᓂᐊᕐᕕᖕᓂ Kindergarten-ᒥᑦ 
ᒍᓚᐃᑦ 12-ᒧᑦ ᓯᓚᑦᑐᓴᕐᕕᒡᓗ ᐃᖅᑲᓇᐃᔭᖃᑎᒌᖕᒥᔪᑦ, 
ᐃᓱᓕᑦᑎᕙᓪᓕᐊᔪᓐᓇᕐᓂᐊᕐᒪᑕ ᑕᒪᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔪᑦ ᐊᒻᒪᓗ ᓯᓚᑦᑐᓴᕐᕕᒡᔪᐊᕐᒨᕐᓗᑎᒃ. 
ᐊᑐᐃᓐᓇᐅᓕᕐᓗᑎᒡᓗ ᑕᖅᑲᒃᑯᓄᖓ ᐃᖅᑲᓇᐃᔮᒃᓴᓄᑦ 
ᓄᐃᑕᐅᕙᒃᑐᓄᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒡᓗ ᑭᐅᒐᕕᑦ. ᑖᒃᑯᐊ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖏᑦ. 
ᐊᒻᒪᓗ ᑖᒃᑯᐊ ᐊᐅᓚᔾᔭᐃᔾᔪᑎᑦ ᐸᕐᓇᐅᑎᖏᑦ 
ᑲᔪᓯᑦᑎᐊᖁᓪᓗᒋᑦ, ᑭᓱᓂᒃ ᑭᓐᖒᒪᔭᖃᖅᐱᓯ? 
 
 
 
 
ᐅᑎᕐᕕᒋᓗᒋᑦ, ᓲᕐᓗ ᖁᒃᓴᓪᓚᒃᓯᒪᒐᓚᒃᑲᒪ ᓱᓕ 
ᐃᒡᓗᓕᕆᓂᕐᒧᑦ ᐸᐸᑦᑎᔨᐅᓂᕋᖅᑕᐅᕙᒃᑐᑦ 
ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᓂᖏᑦ ᐊᐱᖅᓱᑦᑎᐊᑲᓐᓂᕈᒪᔪᖓ 
ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑦ ᖃᓄᐃᓕᐅᕈᒪᖕᒪᖓᖏᑦ 
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actually helped me to ask questions a bit 
better in terms of knowing and asking 
government departments what they need to 
make sure things happen in the way that 
they have to happen, with the realization of 
knowing that we don’t have a huge pile of 
money sitting somewhere to implement 
programs and training.  
 
But what do both of your departments need 
to sort of make sure that the education 
works, that the human resources 
department works, and we work towards 
making sure that we have a representative 
government? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
What do we need? Well, firstly I can 
always say we need more money and that 
just seems like it could be endless, but we 
do need continued support for our 
programs and services. The only thing that 
I’m targeting that you may see me come 
and ask money for is for the Recruitment 
and Retention Strategy. At this point, we 
don’t know what that will look like. We 
have developed a business case, but it will 
be expanded upon when we finish our 
Human Resource Strategy. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Geikie.  
 
Mr. Geikie: Thank you, Mr. Chairman. 
For education, there are a couple of things 
that we see as beneficial to the direction 
that we’re going, especially in our K-12. 
Most importantly it is to continue to have 
the support, as what we have been hearing 
here today, for our students and for our 
staff in our school system and encouraging 
our youth to attend with the message that it 

ᑮᓇᐅᔮᓗᖁᑎᖃᓐᖏᓐᓇᔅᓯ ᓴᓂᕐᕙᒃᑕᐅᓯᒪᔪᓂᒃ 
ᐊᑐᖅᑐᒃᓴᐅᑕᐅᓇᔭᖅᑐᓂᒃ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒧᑦ 
ᐱᓕᒻᒪᒃᓴᐃᓂᒧᓪᓗ. 
 
 
 
 
 
 
 
 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᖅ ᑲᔪᓯᑦᑎᐊᕐᓂᐊᖅᐸᑦ ᖃᓄᖅ 
ᐱᓕᕆᐊᕆᔭᐅᖃᑦᑕᖅᐸᑦ ᒐᕙᒪᒃᑯᓪᓗ 
ᐃᖅᑲᓇᐃᔭᖃᑎᒋᑦᑎᐊᕐᓗᑎᒃᑯᑦ? 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 
ᑮᓇᐅᔭᓂᒃ ᑐᒃᓯᕋᕈᓐᓇᖃᓗᐊᖅᑐᒍᑦ ᑭᓯᐊᓂ ᓇᓗᔪᒍᑦ. 
ᐱᓕᕆᐊᕆᒃᑲᓐᓂᕐᓂᐊᖅᑕᕗᑦ ᑭᓯᐊᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑎᒍᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᒌᑭ. 
 
ᒌᑭ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᐅᑉ ᐃᓗᐊᓂ ᐊᑕᐅᓯᐅᓐᖏᑦᑐᓂᒃ 
ᐃᑲᔫᑎᒃᓴᓂᒃ ᐃᑲᔪᖅᑲᓐᓂᐅᑎᒃᓴᓂᒃ ᑕᑯᓯᒪᔪᒍᑦ 
ᑭᓐᓂᒐᕐᑕᓐᒥᑦ ᒍᓚᐃᑦ 12-ᒧᑦ ᐃᓕᓴᖅᑐᖁᑎᑦᑎᓐᓄᑦ 
ᐃᓕᓴᐃᔨᓄᑦ ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᕐᕕᑦᑎᓐᓄᑦ. ᐊᒻᒪᓗ 
ᑐᑭᓯᐅᒪᑦᑎᐊᓗᑎᒃ ᐃᓕᓴᖅᑐᖁᑎᕗᑦ 
ᐃᓕᓐᓂᐊᕇᑦᑎᐊᖃᑦᑕᕆᐊᖃᕐᓂᖏᓐᓂᒃ. 
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is not okay to be away and that they should 
be in school so that our staff have an 
opportunity to work with them on a regular 
basis, a daily basis. 
 
The government has given the Department 
of Education some significant resources for 
K-12 and we’re most appreciative of that. 
As the DM of HR has indicated, we can 
always use more but we’re thankful and 
we’re working hard to ensure those 
resources that have been given are utilized 
to the best of our ability for our children. 
Thank you. 
 
Chairman: Thank you, Mr. Geikie. Mr. 
Ningark.  
 
Mr. Ningark: Thank you. My question is 
to the Auditor General’s office.  
 
Mr. Chairman, I think that we have to 
recognize that we have this immediate 
problem that needs immediate 
responsibility in the system in order to 
address the things that we want to achieve 
within our term.  
 
This is for the Office of the Auditor 
General. In September 2009, during the 
review of your 2009 report on financial 
management practices in the Government 
of Nunavut, we had some discussions on 
the need for more education and long-term 
planning in order to fill professional 
positions. It was stated that human 
resources needs are not going to be 
resolved by a two-month training program. 
 
My question to the Office of the Auditor 
General is this: given the reality, how can 
the government best address each 
immediate responsibility to have a 
competent workforce that can effectively 
deliver programs and services to the 
public? Thank you, Mr. Chairman. 

 
 
 
 
 
 
 
ᒐᕙᒪᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓂᒃ 
ᓴᓇᖅᑯᑎᑖᖅᑎᑦᑎᓯᒪᔪᑦ ᐊᒥᒐᓐᖏᑦᑐᓂᒃ 
ᐅᓄᒃᑲᓐᓂᖅᑐᓂᒃ ᐱᔪᓐᓇᖃᓗᐊᖅᑐᒍᑦ. ᑭᓯᐊᓂ 
ᖁᔭᓕᑐᐃᓐᓇᖅᑐᒍᑦ ᑕᐃᒃᑯᐊ ᖃᐃᑕᐅᓯᒪᔪᑦ 
ᐊᑐᖅᑎᐊᖅᓂᖅᐹᒃᑯᑦ ᐊᑐᕈᓐᓇᕐᓂᐊᕋᑦᑎᒃᑯᑦ 
ᕿᑐᕐᖓᕗᑦ ᐱᔾᔪᑎᒋᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓂᖏᐅᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ.  
 
ᓂᓐᖓᖅ (ᑐᓵᔨᒃᑯᑦ): ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋᐅᓇ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓄᑦ ᐃᒃᓯᕙᐅᑕᖅ. 
 
 
ᖃᐅᔨᒪᑦᑎᐊᕆᐊᖃᖅᑰᖅᑐᒍᑦ ᐊᑲᐅᓐᖏᓕᐅᕈᑏᑦ 
ᑕᒪᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ, ᒪᑯᐊᓗ ᓴᖅᑭᑦᑐᒪᔭᕗᑦ 
ᒪᓕᒐᓕᐅᖅᑎᐅᓂᑦᑎᓐᓂ. 
 
 
 
 
ᓯᑎᐱᕆ 2009-ᖑᑎᓪᓗᒍ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 
ᑎᑎᕋᕐᕕᖓᓄᑦ, ᑖᒃᑯᐊ ᑐᕌᖅᑎᑕᒃᑲ, 
ᕿᒥᕐᕈᓇᖅᑕᐅᑎᓪᓗᒋᑦ 2009 ᐅᓂᒃᑳᑦ ᑮᓇᐅᔭᑦ 
ᐊᐅᓚᑕᐅᓂᖏᓐᓄᑦ ᑐᕌᖓᔪᑦ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑕ 
ᐃᓗᐊᓂ. ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᖅ ᐊᕗᖓᐅᔨᓯᒪᔪᓂᒡᓗ 
ᐸᕐᓇᐅᑎᓂᒃ ᐱᑕᖃᕆᐊᖃᖅᑐᒍᑦ 
ᐃᓄᒃᑕᐅᕙᓪᓕᐊᓂᐊᕐᒪᑕ ᑕᒪᒃᑯᐊ ᐃᖅᑲᓇᐃᔮᑦ. 
ᐋᖅᑭᒃᒃᑕᐅᔾᔮᓐᖏᒻᒪᑕ ᑕᖅᑮᖕᓄᑦ ᒪᕐᕉᖕᓄᑦ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕈᓗᑐᐃᓐᓇᕐᓗᑎᒃ. 
 
 
ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᐃᓕᖕᓄᑦ 
ᑕᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᑎᑎᕋᕐᕕᖓᓄᑦ. 
ᑖᒃᑯᐊᖑᑎᓪᓗᒋᑦ ᖃᓄᖅ ᒐᕙᒪᒃᑯᑦ 
ᖃᓄᐃᓕᐅᕈᓐᓇᖅᐸᑦ ᒐᕙᒪᒃᑯᑦ ᐊᔪᓐᖏᑦᑎᐊᖅᑐᓂᒃ 
ᐱᓕᒻᒪᒃᓴᓯᒪᔪᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᓐᓇᕐᓂᐊᕐᒪᑕ 
ᐊᒻᒪᓗ ᑕᖅᑲᒃᑯᓄᖓ ᐱᔨᑦᑎᕈᑎᖏᑦ 
ᐱᐅᐅᓯᕚᓪᓕᕐᓂᐊᕐᒪᑕ ᖃᓄᐃᓕᐅᕆᐊᖃᕐᐱᑕ? 
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Chairman: Thank you, Mr. Ningark. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Again I thank the Member for the question. 
We have talked here today about some of 
the longer term issues, education, and all of 
those things, but the Member raises a 
question about what can be done now.  
 
I think it’s quite clear that the whole 
problem cannot be resolved only on short-
term fixes, but there are some that we 
believe can help move things along. In the 
chapter, we talk about faster staffing and 
we hear stories about people who either 
apply for jobs in the GN and it takes 318 
days to get resolved or they go and do 
something else. Speeding up the staffing, I 
think, would be something that would be 
more helpful to solve part of the problem. 
 
I think that we also talked in the chapter 
about training and there are some training 
programs that we talked about, most of 
which are properly funded and yet, in some 
of them, people are not completing these 
training programs. So people are entering 
them, for some reason they’re not 
completing them, and I think that the 
government needs to know why that’s the 
case. If people are taking the time to join a 
program, they clearly want to do that 
program and better themselves and get 
more skills, and if it’s not happening, the 
government needs to know quickly why 
it’s not happening and try and make that 
fixed.  
 
We also talked about using the human 
resource tools. A performance appraisal is 
something that all employees should get. A 
performance appraisal allows for the 
discussion between the manager and 
employee, and allows part of that 
discussion to be about development: what 

ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᖅᐸᕋ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᖕᒪᒍ. 
ᐅᖃᐅᓯᖃᖅᑲᑲᐅᒐᑦᑕ ᐊᕗᖓᐅᔾᔨᓯᒪᔪᑦ 
ᐱᓕᕆᐊᕆᔭᐅᔭᕆᐊᓖᑦ ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᕐᓗ. 
ᖃᓄᐃᓕᐅᕈᓐᓇᖅᐱᑕ ᒫᓐᓇ? 
 
ᑐᑭᓯᓇᑦᑕᐅᑎᒋᖅᑰᖅᑐᖅ ᑕᒪᓐᓇ ᐊᑲᐅᓐᖏᓕᐅᕈᑦ 
ᐋᖅᑭᒃᑕᐅᓪᖤᐅᑎᒋᔪᓐᓇᓐᖏᓐᓂᖓᓂᒃ. ᐊᒻᒪᓗ 
ᑖᒃᑯᑎᒎᓇᖅ ᐅᖃᐅᑎᖃᖅᓯᒪᔪᒍᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᓂᒃ ᒪᑯᐊᓗ 
ᐃᖅᑲᓇᐃᔮᓂ ᐆᒃᑐᖅᑐᖅ ᒐᕙᒪᑦ ᐃᓗᐊᓂ 
ᐊᑯᓂᓗᐊᕌᓗᒡᓗ ᑲᒪᒋᔭᐅᔾᔪᓯᕆᖅᑲᐅᔭᖓ, ᐃᓛᒃ 
ᐊᑯᓂᐊᓗᕌᓗᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᖅᑎᒃᓴᖅᓯᐅᖅᖢᑎᒃ 
ᐱᕙᓪᓕᐊᑎᑦᑎᖃᑦᑕᕐᒪᑕ. ᐊᒻᒪᓗ ᑖᓐᓇ 
ᓇᐃᒡᓕᒋᐊᖅᑎᑕᐅᑉᐸᑦ ᐃᓱᐊᖅᓯᕚᓪᓕᕐᓂᐊᖅᑰᖅᑐᖅ 
ᑮᓇᐅᔭᖃᖅᑎᑕᐅᑦᑎᐊᕐᓗᑎᒡᓗ. 
 
ᒪᑯᐊ ᑕᐃᒪᐃᑦᑐᓂᑦ ᐱᔭᕇᖅᓯᖃᑦᑕᓐᖏᑎᓪᓗᒋᑦ 
ᑭᓱᒥᑭᐊᖅ ᐱᔾᔪᑎᖃᖅᑐᑎᑦ ᑕᐃᒫᒃ ᒐᕙᒪᒃᑯᑦ 
ᑐᑭᓯᓇᓱᒋᐊᖃᖅᐳᑦ ᓱᒻᒪᑦ ᑕᐃᒪᐃᓕᖓᒻᒪᖔᖅ. 
ᐃᓕᓐᓂᐊᕈᒪᔪᑦ ᐱᔪᒪᑦᑎᐊᖅᑐᓪᓗ ᐱᓕᒻᒪᖅᓴᕈᒪᔪᑦ 
ᑕᒪᒃᑯᐊᖑᔭᕆᐊᖃᕐᒪᑕ ᐊᒻᒪᓗ ᑕᐃᒪᐃᑦᑑᓐᖏᒻᒪᑦ 
ᒐᕙᒪᒃᑯᑦ ᑐᑭᓯᓇᓱᒋᐊᖃᓕᖅᑐᑦ. ᐊᒻᒪᓗ ᓴᓇᕐᕈᑏᑦ 
ᑕᒪᒃᑯᐊ ᖃᐅᔨᓴᐃᓂᕐᓗ ᐃᖅᑲᓇᐃᔭᑦᑎᐊᕐᒪᖔᖅ. 
ᑕᐃᒪᐃᓕᐅᖅᑕᐅᔪᐃᓐᓇᐅᖃᑦᑕᕆᐊᓖᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᖓᔪᖅᑳᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᓗ 
ᐅᖃᓪᓚᖃᑎᒌᒡᓗᑎᒃ. 
 
 
 
 
 
 
 
 
 
 
ᐊᒻᒪᓗ ᐅᖃᓪᓚᖃᑎᒌᓐᖏᓂᓐᓂ ᑐᑭᓯᓇᓱᒡᓗᑎᒃ 
ᖃᓄᐃᑦᑐᓂᑦ ᐃᓕᓐᓂᐊᕈᒃᓴᓂᑦ ᐱᔪᒪᒻᒪᖔᑦ, ᑭᓱᓂᓪᓗ 
ᑭᓐᖒᒪᔪᖃᕐᒪᖔᑦ ᖃᓄᖅᑑᕈᑎᒋᔭᐅᓗᓂᓗ ᑖᓐᓇ 
ᐃᑲᔪᖅᑎᒃᓴᖃᕐᓂᐊᕐᒪᑦ ᐃᖅᑲᓇᐃᔭᖅᑎ. ᑕᒪᒃᑯᐊ 
ᖃᐅᔨᓴᖅᑕᐅᕈᓘᔭᖅᐸᑕ ᑐᑭᓯᓇᓱᒋᐊᓖᑦ ᒐᕙᒪᒃᑯᑦ 
ᓱᒻᒪᑦ ᐃᓄᐃᑦ ᓄᖅᑲᖃᑦᑕᕐᒪᖔᑕ ᒐᕙᒪᒃᑯᓐᓂᒃ. 
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are the skills, what are the training we do 
with our staff all the time, twice a year, 
what are the skills that you need, what is 
the training that you need, how is your 
career progressing, what can we do to help 
the employee. That is something that the 
government could and should do right 
away. Exit interviews, analyzing that 
information from exit reviews: why do 
people leave the GN? 
 
If I may, Mr. Chairman, there are a couple 
of others, so I’ll just get on my hobby horse 
here. When you look at page 15 of the 
report, Exhibit 5, if we look at the 
occupational categories, there have been 
discussion about the professional category 
and what a high mountain that is to climb 
and how long it will take people to get up 
there. When I look at that categorization, 
there is middle management and senior 
management.  
 
I would presume that the government 
would hope to fill the senior management 
positions with people flowing through the 
middle management positions. So I would 
suggest that there would be a different 
strategy specific to that. I would presume 
that the middle managers already have a 
significant responsibility, the skills, 
expertise, and knowledge. So there’s an 
area where training and development, I 
think, could probably have a bigger impact 
just in trying to move people between these 
two categories.  
 
Again, I think Mr. Okalik might have been 
out of the room when I made an earlier 
comment that Mr. Okalik had made, I 
referred to it, that the government could 
take steps to make it more exciting and 
appealing for Nunavummiut to work in the 
government and take steps to try and make 
the Government of Nunavut the employer 
of choice. There are things that the 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
ᒪᑉᐱᒐᖅ 15 ᑕᑯᑎᑦᑎᔾᔪᑦ 5 ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐊᒡᒍᖅᑐᖅᓯᒪᓂᖏᑦ. ᖃᓄᖅ ᐊᑯᓂᐅᑎᒋᔪᖅ 
ᐃᖅᑲᓇᐃᔮᒥᒍᑦ ᖁᕝᕙᑉᐸᓪᓕᐊᓂᖅ ᐊᑐᕐᓂᐊᕐᒪᖔᖅ 
ᐊᖓᔪᖅᑲᐅᑎᕈᔪᓐᓄᑦ ᐃᓕᐅᖅᑲᖅᓯᒪᔪᑦ. 
 
 
 
 
 
 
 
 
ᒐᕙᒪᒃᑯᑦ ᒪᑯᓂᖓ ᐃᓐᓄᐃᕙᓪᓕᐊᔪᒪᓂᐊᖅᑐᒃᓴᐅᕗᑦ. 
ᑕᐃᒪᐃᑦᑑᒻᒪᑦ ᖃᓄᖅ ᐊᔾᔨᒋᓐᖏᑕᖓᓂᒃ 
ᑐᑭᒧᐊᕈᑎᒃᓴᓕᐅᕐᓗᑎᒃ ᐅᑯᓄᖓ ᑐᕌᖓᑎᑕᐅᓗᑎᒃ 
ᐱᔭᒃᓴᖅᑖᖅᑐᖅᓯᒪᔭᖏᑦ ᓇᓗᓇᐃᔭᖅᑕᐅᓯᒪᑦᑎᐊᕐᓗᑎᑦ 
ᑕᐃᒪᓐᓇᒃ ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᒃᑯᑦ ᑕᒪᓐᓇ 
ᐊᑦᑐᐃᓂᖃᕐᓂᖅᓴᐅᓂᐊᖅᑰᖅᑐᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ. 
 
 
 
 
 
 
 
 
ᐅᑲᓕᖃᐃ ᐊᓃᖅᑲᐅᔪᖅ. ᑕᒫᓃᖅᑰᖅᑲᐅᓐᖏᒻᒪᑦ 
ᐅᖃᐅᓯᕆᖅᑲᐅᔭᖏᓐᓄᑦ ᓂᒡᓕᐅᑎᖃᖅᑲᐅᒐᒪ 
ᑭᐅᓂᖅᓴᐅᓇᔭᖅᑐᖅ ᑐᖏᓕᕇᒃᓱᖅᑎᑕᐅᓯᒪᓗᑎᒃ 
ᑕᒪᒃᑯᐊ ᖁᕝᕙᖅᐸᓪᓕᐊᓂᕆᓂᐊᖅᑕᖏᑦ. 
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government could do, I think, in the short 
term to try and achieve that.  
 
So that was rather a long-winded way, but I 
said all of those things that I wanted to say, 
so I thank you for the question.  
 
Chairman: Thank you, Mr. Campbell. Mr. 
Ningark.  
 
Mr. Ningark: Thank you. I would now 
like to direct my question to the Madam 
Deputy Minister of Human Resources and 
she can designate the response to the other 
department if she wishes to. 
 
Why aren’t we completing the training? 
You may have the experience of when a 
student goes out for training and just 
halfway through that, they just quit. So 
why aren’t we completing these very 
essential training in order for our people to 
get a job in the system? What seems to be 
the problem here? Why aren’t they 
completing their training? As we heard 
from the Office of the Auditor General, 
many aren’t completing their training. 
What is the problem? Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
can only answer on behalf of the 
Department of Human Resources and the 
training programs that we provide. We 
have started to collect the data as it is 
unclear as to exactly why people are 
dropping out of various training programs, 
but we hope to have some information in 
our data collection that will be able to 
provide us with those answers. Thank you, 
Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. Mr. 
Aupaluktuq.  

 
 
 
 
 
ᐊᒻᒪᓗ ᖁᕕᐊᓱᓐᓂᖅᓴᐅᓕᕐᓂᐊᖅᑐᒃᓴᐅᕗᑦ ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ 
ᐊᐱᖅᑯᑎᒋᖅᑲᐅᒐᕕᐅᒃ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᕆᔪᒪᓕᕐᒥᔪᖓ ᒥᓂᔅᑕᐅᑉ ᑐᓪᓕᐊᓄᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ. ᑭᐅᖁᔨᒍᓂ ᑖᒃᑯᓂᖓ 
ᓇᓕᐊᓐᓂᒃ ᐃᑲᔪᖅᑎᒥᓂᒃ ᑭᐅᑎᑦᑎᒍᓐᓇᓂᐊᖅᑐᖅ. 
 
 
ᖃᓄᐃᒻᒪᑦ ᐱᔭᕇᖅᐸᓕᐊᓐᖏᓚᒍᑦ 
ᐱᓕᒻᒪᖅᓴᐃᓂᕐᓂᑦ? ᑕᒪᒃᑯᐊ ᐃᓕᓐᓂᐊᖅᑐᑦ 
ᐱᓕᒻᒪᖅᓴᓕᖅᑎᓪᓗᒋᑦ ᕿᑎᕋᓕᕋᓗᐊᖅᑎᓪᓗᒍ 
ᓄᖅᑲᑐᐃᓐᓇᖅᑐᓂᒃ. ᑕᒪᒃᓂᖓ 
ᐃᓕᓐᓂᐊᖅᑕᐅᓯᒪᓪᓚᕆᒋᐊᖅᑐᓂᒃ ᓱᒻᒪᑦ 
ᐱᑕᖃᓐᖏᓚᖅ ᐃᖅᑲᓇᐃᔮᖅᑖᕈᓐᓇᓂᐊᕐᒪᑕ, ᓱᒻᒪᑦ 
ᐃᒃᑯᐊᑭᐊᖓᐃ ᐱᔭᕇᖃᑦᑕᓐᖏᓚᑦ 
ᐱᓕᒻᒪᖅᓴᔭᕋᓗᐊᒥᓂ? ᑭᓱᑭᐊᖓᐃ 
ᐊᑲᐅᓐᖏᓕᐅᕈᑕᐅᕙ? ᖁᔭᓐᓇᒦ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑭᐅᔪᓐᓇᖅᑐᖓ ᑭᓯᐊᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓃᖔᕐᓗᖓ ᑕᐃᒃᑯᐊ 
ᐃᓕᓐᓂᐊᑎᑦᑎᕙᒃᑐᑦ. ᓄᐃᑎᖃᑦᑕᖅᓯᒪᔪᒍᑦ 
ᖃᐅᔨᒪᓐᖏᒻᒥᔪᒍᑦ ᓱᒻᒪᑦ ᓄᖅᑲᖃᑦᑕᕐᒪᖔᑕ, ᑭᓯᐊᓂ 
ᑕᕝᕙᓂ ᑐᑭᓯᒍᑎᒃᓴᓂ ᐱᖃᒍᒪᒐᓗᐊᖅᑐᖓ 
ᑕᒪᒃᑯᓄᖓ ᑭᐅᔾᔪᑕᐅᖃᑦᑕᓂᐊᖅᑐᓂᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
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Mr. Aupaluktuq: Thank you, Mr. 
Chairman. I am pleased to see that Mr. 
Geikie is up there.  
 
In reference to the Auditor General’s 
comment in regard to page 15… forgive 
me. On paragraph 33, the last paragraph 
states, “The educational requirements for 
most professional positions are 
significantly higher than those required for 
the administration category. Increasing the 
number of beneficiaries in the professional 
category will depend on increasing the 
number who successfully complete post-
secondary education; this education 
requirement takes longer to achieve than 
the education requirements of some other 
categories.”  
 
Mr. Campbell also pointed out in Exhibit 5, 
as you can note down there in the 
professional category, in March 31, 2000, 
you had 26 percent of beneficiaries 
employed and to this day, March 31, 2009, 
it’s still 26 percent with a 0 percent 
increase.  
 
As I said earlier, education is the 
fundamental basis of what we need to do in 
order to move on. We need to strengthen 
education support and make homes aware 
about the necessity of having time, space, 
and responsibility of getting students to 
complete homework. I think that, as a 
government and the Department of 
Education, we can assist a plan at home 
and provide environments for students to 
complete their study.  
 
One example, if I may, Mr. Chairman, for 
those who do try hard; I can give you an 
example. Two years ago, a young mother 
was attending classes in an Amauti while 
she was parenting. She did graduate and 
that was very inspirational. I remember 
telling her at the time that she is actually a 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐄ, ᒥᔅᑕ ᒌᑭ ᑕᒫᓃᒻᒪᑦ ᖁᕕᐊᒋᕙᕋ. 
 
 
ᑖᒃᑯᐊ ᐅᖃᐅᓯᕆᖃᑖᖅᑕᖏᓐᓄᑦ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᒪᑉᐱᒐᖓᓂ 15-ᒥ ᑕᕝᕙᓂ 
33-ᒥ ᐅᖃᖅᓯᒪᒻᒪᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓯᒪᔭᕆᐊᖃᖅᑐᑦ 
ᑕᒪᒃᑯᓄᖓ ᐊᔪᓐᖏᑦᑐᓄᑦ ᑕᒪᒃᑯᓄᖓ ᐊᓪᓚᕕᒻᒥ 
ᑲᒪᒋᔭᐅᓂᑐᐃᓐᓇᖏᓐᓄᑦ. ᑭᓯᐊᓂ 
ᐊᒥᓱᕈᕆᐊᕐᓂᐊᖅᐸᑕ ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ 
ᐊᔪᓐᖏᓐᓂᖃᓕᕐᓗᑎᑦ ᒪᓕᓐᓂᐊᖅᑐᖅ 
ᐱᔭᕇᑦᑎᐊᖅᑐᓂᑦ ᓯᓚᑦᑐᓴᕐᕕᔾᔪᐊᒥᒃ ᐊᒻᒪᓗ 
ᐃᓚᖏᓐᓂᒃ ᐊᑯᓂᐅᓂᖅᓴᐅᒐᔭᕐᒪᑦ 
ᐃᓕᓐᓂᐊᕆᐊᖃᕋᔭᕐᒪᑦ. 
 
 
 
 
 
 
ᒥᔅᑕ ᑳᒻᐳᓪ ᐅᖃᖃᑖᕐᖓᑦ ᑖᒃᑯᓇᓐᖓᑦ 
ᖃᐅᔨᒪᒋᐊᖃᖅᑐᓂᑦ ᒫᔾᔨᒥ, 26-ᐳᓴᓐ 
ᓄᓇᑖᖃᑕᐅᓯᒪᔪᑦ ᐃᖅᑲᓇᐃᔭᓚᐅᖅᑐᑦ. ᐅᓪᓗᒥᒧᑦ ᒫᔾᔨ 
31, 2009 ᓱᓕ 26-ᐳᓴᖑᓪᓗᓂ ᓱᕐᕋᒃᓯᒪᓐᖏᑦᑐᖅ. 
 
 
 
 
ᐅᖃᖅᑲᐅᒐᒪ ᐃᓕᓐᓂᐊᕐᓂᐅᔪᖅ ᑕᒪᓐᓇ 
ᐊᑑᑎᖃᕐᒻᒪᕆᖕᒪᑦ ᑕᒪᒃᑯᐊ 
ᐃᑲᔪᖅᑐᒃᑲᓐᓂᕆᐊᖃᖅᑕᕗᑦ ᐃᓕᓐᓂᐊᕐᓂᐅᔪᒥᒃ. 
ᑕᒪᒃᑯᐊ ᐱᔭᕇᕆᐊᖃᖅᑕᖏᓐᓂᒃ ᐊᖏᕐᕋᖏᓐᓂ 
ᐱᔭᕇᕈᓐᓇᖅᓯᑎᑉᐸᒡᓗᒋᑦ ᐃᑲᔪᖅᑐᕐᓗᒋᑦ. ᑖᒃᑯᐊᓕ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᔪᑦ ᑐᓂᓯᒍᓐᓇᕋᑦᑕ ᑖᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑎᖁᑎᕗᑦ ᐱᔭᕇᕈᓐᓇᖁᓪᓗᒋᑦ 
ᐃᓕᓐᓂᐊᖅᑕᖏᓐᓂᒃ. 
 
 
 
 
ᐆᒃᑑᑎᒋᓗᒍ ᑕᐃᒃᑯᓂᖓ ᐊᒃᓱᕈᑦᑎᐊᕐᖢᑎᒃ 
ᐃᓕᓐᓂᐊᖅᑐᓂᒃ ᐆᒃᑑᑎᖃᕈᓐᓇᖅᑐᖓ ᐊᕐᕌᒎᒃ ᒪᕐᕉᒃ 
ᕿᑐᕐᖓᖃᖅᑐᓂ ᐱᔭᕇᓚᐅᖅᓯᒪᖕᒪᑦ 
ᐃᓕᓐᓂᐊᖅᑕᒥᓂᒃ. ᐅᖃᐅᑎᓚᐅᖅᓯᒪᒐᒃᑯ ᐃᒫᒃ: 
ᑐᓱᒋᓂᕋᕐᑐᒍ. ᑕᑯᓐᓇᒐᑦᑎᐊᕙᐅᓪᓗᓂᓗ 
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hero and actually a role model, and that 
was very surprising to her. But at the 
moment of her celebration, I guess she was 
overwhelmed with emotion, realizing how 
much she had to sacrifice and she did it. 
This year, we had another young mother 
return back to school and she’s got three 
children. She singled out her family and 
extended family members and relations for 
providing child care. I am very proud of 
these two who graduated.  
 
But I think another avenue that the 
Department of Education may assist in, Mr. 
Chairman, is that we might need to 
enhance daycare support as well. I am glad 
that FANS increased their living allowance 
for students, but the fact of the reality is 
most books in university, post-secondary, 
even used, can cost anywhere from $1,400 
to over $2,000. To me and in my own 
personal experience, that caused a lot of 
difficulties, not able to obtain the quality 
books. We had to share books; we were up 
most of the night and couldn’t stay focused 
the next day. That was an obstacle. 
 
Getting back to daycare support, I think 
that we need to clearly identify who is 
responsible and who takes a role in 
providing daycares, and I think that is 
something that can be entertained in the 
next coming legislation. I believe we need 
to enhance support in daycare, identify who 
operates and maintains the expansions of 
daycares and availabilities. Some young 
parents and even single fathers stressed that 
if they had daycare availability, they could 
a lot better.  
 
We also need to provide more cultural 
support for those who are attending or will 
be attending post-secondary [institutions]. I 
think we need to prepare them for the 
cross-cultural differences of moving south. 
One very good example is Nunavut 

ᑕᐃᒪᐃᓪᓗᐊᖃᑕᖏᓐᓄᑦ. ᑭᓯᐊᓂᓕ 
ᖁᕕᐊᓱᖕᓂᖃᖅᑎᓪᓗᒍ 
ᕿᐊᑐᐃᓐᓇᖅᑯᓘᓕᓚᐅᖅᓯᒪᖕᒪᑦ ᖃᓄᖅ 
ᐊᒃᓱᕈᕐᓂᕋᓚᐅᖅᑕᒥᓂᒃ. ᑕᐃᒪᓗ ᐊᕐᕌᒍᒥ ᑕᒫᓂ 
ᐱᖓᓱᓂᒃ ᕿᑐᕐᖓᓕᒃ ᐃᓕᓐᓂᐊᕆᐊᒃᑲᓐᓂᓚᐅᕐᖓᑦ. 
ᑖᒃᑯᐊ ᐃᓚᒋᔭᖏᑦ ᐃᑲᔪᖅᑐᐃᓚᐅᕐᖓᑕ 
ᐸᐃᕆᕙᒃᑐᑎᒃ ᐅᖃᐅᓯᕆᓪᓗᓂ. ᖁᕕᐊᒋᑦᑎᐊᖅᑖᒃᑲ 
ᐅᐱᒋᔮᒃᑲ ᐱᔭᕇᖅᓯᒪᔪᒃ. 
 
 
 
 
 
 
 
 
ᑭᓯᐊᓂᑦᑕᐅᖅ ᐊᖅᑯᑎᒋᔭᐅᒃᑲᓐᓂᕈᓐᓇᕐᒥᔪᖃᐃ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒪᒃᑯᐊ 
ᐸᐃᕆᔨᖁᑎᒋᔭᕗᖅᑲᐃᑦ ᐱᒋᐊᒃᑲᓐᓂᕆᐊᖃ 
ᓲᑦ. ᐄ, ᖁᕕᐊᑦᑐᖓ ᐃᓕᓐᓂᐊᖅᑐᓄᑦ ᐃᑲᔪᕈᑕᐅᖕᒪᑕ 
ᑮᓇᐅᔭᑦ ᐊᑭᑦᑐᕆᐊᖅᑕᐅᓯᒪᓕᖅᑐᑦ. ᑭᓯᐊᓂ 
ᓯᓚᑦᑐᖅᓴᕐᕕᖕᒦᑦᑐᑦ ᖁᑦᑎᖕᓂᖅᓴᓂᓘᓐᓃᑦ $1,400 
$2,000-ᒥ ᐅᖓᑕᐅᓕᔪᓐᓇᑉᖓᑕ. ᐅᕙᖓᓕᑦᑕᐅᖅ 
ᖃᐅᔨᒪᔭᒃᑯᑦ ᐊᒃᓱᐊᓗᒃ ᐊᒃᓱᕈᕐᓇᕐᖓᑦ. ᐃᒫᒃ 
ᐃᓕᓐᓂᐊᕈᑎᖃᑦᑎᐊᓐᖏᓪᓗᓂ 
ᑲᑎᑦᑎᖃᑦᑕᕆᐊᖃᓚᐅᕋᑦᑕ ᐅᓐᓄᒃᑯᑦ ᐃᒫᒃ 
ᐊᒡᕕᐊᕈᑎᒻᒪᕆᐅᓚᐅᕐᖓᑦ ᑕᒪᓐᓇ. 
 
 
 
 
ᐊᒻᒪᓗ ᐸᐃᕆᕕᖃᕐᓂᕐᒧᑦ 
ᓇᓗᓇᐃᖅᓯᑦᑎᐊᕆᐊᖃᖅᑐᒍᑦ ᑭᒃᑯᑦ 
ᑲᒪᔭᕆᐊᖃᕐᒪᖔᑕ ᑭᒃᑯᓪᓗ ᐸᐃᕆᕕᖕᒥ 
ᖃᒪᖃᑦᑕᕆᐊᖃᕐᒪᖔᑕ. ᐃᑲᔪᖅᑐᐃᒃᑲᓐᓂᕆᐊᖃᖅᑐᒍᑦ 
ᐸᐃᕆᕕᐅᔪᓂ ᓇᓗᓇᐃᖅᑐᕐᓗᒋᑦ ᑭᒃᑯᑦ ᑲᒪᓂᐊᕐᒪᖔᑕ 
ᐊᖏᓕᒋᐊᕐᑕᐅᓂᖏᓐᓄᑦ ᐊᑐᐃᓐᓇᕐᓂᖏᓐᓄᑦ. 
ᐃᓚᖏᑦ ᐊᖓᔪᖅᑳᖑJᑦ ᐊᓈᓇᒋᔭᐅᔪᑦ ᐊᑖᑕᒋᔭᐅᔪᑦ 
ᐸᐃᔨᖃᖃᑦᑕᖃᑕᒎᖅ ᐱᑦᑎᐊᕈᓐᓇᕐᓂᖅᓴᐅᒐᓗᐊᑦ. 
 
 
 
 
 
ᐊᒻᒪᓗ ᐃᓄᐃᑦ ᐃᓕᖅᑯᓯᖏᓐᓂᒃ 
ᐃᑲᔪᖅᑐᐃᒃᑲᓐᓂᕆᐊᖃᖅᑐᒍᑦ ᑕᒪᒃᑯᓄᖓ 
ᐃᓕᓐᓂᐊᕐᓂᐊᖅᑐᓄᑦ, ᐃᓕᓐᓂᐊᖅᑎᓄᑦ 
ᐊᔾᔨᒋᓐᖏᒻᒪᒍ ᖃᓪᓗᓈᓂ ᓄᓇᖃᕐᓂᐊᕐᓗᓂ. ᓄᓇᕗᑦ 
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Sivuniksavut. It does an exceptional job.  
 
I just wanted to comment that we also have 
to focus on, as we are, what are the 
obstacles and barriers. I think one of the 
crucial ones is we have to enhance 
homework support. We also have to 
enhance daycare support for parents, young 
parents, and single parents. I just want to 
provide that as a comment, Mr. Chairman.  
 
If I may ask the Government of Nunavut 
there with human resources, if I may go 
back to a question that I had earlier if I can 
get some additional clarification on how 
the government will approach the challenge 
of… . Just bear with me. This is in 
reference to paragraph 22 in the Auditor 
General’s report. The GN’s Tamapta 
Action Plan says that “Attention will be 
given to filling vacancies in specialized 
positions…” in decentralized communities. 
 
I wanted additional clarification, Mr. 
Chairman, on how the GN will approach 
this challenge. For example, there are over 
a dozen vacancies in Nunavut Housing 
Corporation’s Arviat office. These 
vacancies probably may have impacted the 
NHC’s problems. I am not targeting that 
specific office, but this is an example as to 
how we can try to clarify what these 
obstacles are. So if I may get a clarification 
on how the GN is approaching this 
challenge of the vacancies that are in place 
in Nunavut. Thank you. 
 
Chairman: Thank you, Mr. Aupaluktuq. 
Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The decentralize review, I understand, will 
be looking at some of these and I don’t 
have the detailed information on that. Also, 
our HR analysis of vacancies is where 
human resources will be involved with 

ᓯᕗᓂᒃᓴᕗᑦ ᐱᑦᑎᐊᖅᑐᒻᒪᕆᐅᕙᒃᑐᑦ 
ᐊᐅᓪᓗᑎᒋᐊᖃᕐᒥᔭᕗᑦᑕᐅᖅ. 
 
 
 
ᑭᓱᓂ ᐊᒡᕕᐊᕈᑎᖃᕐᒪᖔᑕ ᐱᐅᓯᑎᕚᓪᓕᒋᐊᖃᖅᑕᕗᑦ 
ᐃᑲᔪᖅᑐᐃᖃᑦᑕᕐᓗᑕ ᐊᖏᕐᕋᖏᓐᓂ ᐱᔭᕇᕆᐊᓕᖕᓂᒃ. 
ᐸᐃᕆᕕᓕᕆᓂᖅ ᐃᓄᑐᐊᓄᑦ ᐊᖓᔪᖅᑲᖑᔪᓄᑦ, ᑖᓐᓇ 
ᐅᖃᐅᓯᕆᓗᐊᕈᒪᑐᐃᓐᓇᕋᑖᖅᑕᕋᓕ ᑖᓐᓇ. 
 
 
 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᖏᑦ 
ᐊᐱᕆᔪᒪᒐᒃᑭᑦ, ᐅᐊᑦᑎᐊᕈ ᐅᖃᐅᓯᕆᖅᑲᐅᖕᒥᔭᓐᓄᑦ 
ᐱᔾᔪᑎᖃᖅᑐᖅ, ᓇᓗᓇᐃᖅᓯᕕᐅᒃᑲᓐᓂᕈᓐᓇᕈᒪ. ᖃᓄᖅ 
ᒐᕙᒪᒃᑯᑦ ᑲᒪᓂᐊᕐᒪᖔᑖ? ᐅᐊᑎᐊᕈᐊᐃ. 22-ᒧᑦ 
ᐅᖃᐅᓯᖃᖅᑐᑦ ᐅᓂᒃᑳᒥᓂᖏᑦ ᐃᒃᐱᒍᓱᓗᐊᕐᓂᐊᕐᒪᑕ 
ᑕᒪᒃᑯᓄᖓ ᐃᓐᓄᒃᑕᐅᓯᒪᓐᖏᑦᑐᓂ ᑕᒪᒃᑯᓇᓂ 
ᓯᐊᒻᒪᕐᕕᐅᓯᒪᔪᓂ ᑐᑭᓯᒋᐊᒃᑲᓐᓂᕈᒪᔪᖓ, ᖃᓄᖅ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᑲᒪᓂᐊᕐᒪᖔᑕ. 
 
 
 
 
 
ᑕᐃᒪ ᖁᓕᐅᓗᐊᖅᑐᑦ ᐅᖓᑖᓂ ᐃᓐᓄᒃᓯᒪᓐᖏᓚᑦ 
ᓄᓇᕗᒻᒥ ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓂ ᐊᕐᕕᐊᒥ ᐊᒡᓚᕕᖓᓂ. ᐄ. 
ᑕᒪᒃᑯᐊ ᐊᑲᐅᓐᖏᓕᐅᕈᑎᑦ 
ᐱᔾᔪᑕᐅᑐᐃᓐᓇᕆᐊᖃᖅᐳᑦ. ᑕᐃᒪ 
ᐆᒃᑑᑎᒋᑐᐃᓐᓇᖅᑕᕋ, ᖃᓄᖅ ᐊᒡᕕᐊᕈᑎᒋᔭᕗᑦ 
ᓇᓗᓇᐃᕋᓱᒡᓗᒋᑦ , ᓇᓗᓇᐃᖅᓯᕕᐅᒍᓐᓇᕈᒪ ᖃᓄᖅ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑕ ᑲᒪᓇᓱᖕᒪᖔᑕ ᑕᐃᒃᑯᐊ 
ᐃᓐᓄᒃᓯᒪᓐᖏᑦᑐᒐᓵᓗᐃᑦ ᐱᓪᓗᒋᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᓇᓗᓇᐃᖅᓯᒪᓪᓚᕆᒃᑐᑦ ᐱᓯᒪᓐᖏᑕᕋᓗᐊᒃᑲ. ᑭᓯᐊᓂ 
ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᓄᐊᑦᑎᖃᑦᑕᓛᕐᖓᑕ 
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providing information, gathering the data, 
and looking at exactly what it available and 
what we need. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you. I won’t take 
too much more time on this issue, but I 
believe our colleagues here as well as the 
Committee, I think we know for a fact that 
we will be providing additional questions 
for clarification and follow-ups in the 
coming session of the Legislative 
Assembly. So, with that, I’ll leave it at this. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Aupaluktuq. I 
think that was just a comment.  
 
I do have one question here on this because 
you have one of your witnesses there who 
is a DM there for EIA. I wonder if I could 
ask Ms. Rojas this question. Thank you.  
 
One of my colleagues asked about the 
status of the GN’s functional review of 
decentralization, which is being led by the 
Department of EIA. One of the witnesses, 
well, that’s yourself as the DM for the 
department, can you give us a sense of how 
this review is proceeding? Thank you. Ms. 
Rojas. 
 
Ms. Rojas: Thank you, Mr. Chairman. As I 
indicated earlier, the lead is the executive 
side of Executive and Intergovernmental 
Affairs. As the DM of Intergovernmental 
Affairs, I have not been involved in what 
the steps are being taken. I’m afraid that 
I’m not able to provide any insight into 
what’s happening on that front. Thank you, 
Mr. Chairman. 
 
Chairman: Thank you. Ms. Ugyuk. 
 

ᑭᓱᑦ ᐊᑐᐃᓐᓇᐅᖕᒪᖔᑕ ᑭᓱᓂᓪᓗ ᑭᓐᖒᒪᑦᑎᖕᒪᖔᑕ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᓂᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ. 
 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᓕᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑖᒃᑯᐊ ᑲᑎᒪᔨᐅᖃᑎᕗᑦ 
ᑐᑭᓯᒋᒃᑲᓐᓂᕈᒪᖃᑦᑕᓐᖑᓱᒃᑐᒍᑦ 
ᒪᓕᒐᓕᐅᕐᕕᖕᒥᑲᑎᒪᓕᖅᑲᑕ. 
ᑕᕝᕗᖓᑲᓚᐅᑐᐃᓐᓇᓕᖅᑐᖓ. ᖁᔭᓐᓚᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. ᐅᖃᐅᓯᒃᓴᑐᐃᓐᓇᐅᖕᒪᑦ. 
 
ᐊᐱᖅᑯᑎᒃᓴᖃᖅᑐᖓ, ᑖᓐᓇ 
ᒐᕙᒪᐅᖃᑎᒋᒃᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ. 
ᐊᐱᕆᔪᒪᒐᓗᐊᕋᒃᑯ ᐆᕕᖓ ᐊᐱᖅᑯᑎᒥᒃ. ᖁᔭᓐᓇᒦᒃ. 
 
 
ᑲᑎᒪᔨᐅᖃᑎᒐ, ᐊᐱᕆᖅᑲᐅᖕᒥᖕᒪᑦ ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᑦ ᐊᐅᓚᔪᓐᓇᕐᓂᖏᓐᓄᑦ ᑕᕝᕙᓂ 
ᒐᕙᒪᐅᖃᑎᒌᒃᑐᓕᕆᔨᒃᑯᓐᓂᑦ ᑕᕝᕙᓂ ᒥᓂᔅᑕᐅᑉ 
ᑐᖏᓕᖓ ᖃᓄᖅ ᑕᒪᓐᓇ ᕿᒥᕐᕈᓂᐊᓗᒃ 
ᐊᐅᓚᓂᖃᓚᐅᕐᒪᖔᑦ. ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕉᕼᐋᔅ 
 
 
 
 
ᐅᕉHᐋᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᐊᑦᑎᐊᕈ ᐅᖃᖃᐅᖕᒥᒐᒪ ᑖᒃᑯᐊ ᐊᐅᓚᑦᑎᔨᒃᑯᑦ 
ᒐᕙᒪᐅᖃᑎᒌᒃᑐᓕᕆᔨᒃᑯ, 
ᒐᕙᒪᐅᖃᑎᒌᒃᑐᓕᕆᔨᒃᑯᓐᓃᑎᓪᓗᖓ 
ᐃᓚᐅᖃᑕᐅᓯᒪᓐᖏᓐᓇᒪ. ᑕᐃᒪᓕ ᑕᕝᕗᖓ 
ᓇᓗᓇᐃᖅᓯᒋᐊᕈᓐᓇᓐᖏᑦᑐᖓ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
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Ms. Ugyuk (interpretation): Thank you. I 
have wanted to comment on this matter for 
a while now. First of all, while we’re 
reviewing the human resources department, 
when you represent your communities in 
Nunavut, most of us do so, with the 
perspective of improving our children’s 
future. I am grateful that we are able to 
debate this matter, which we have reviewed 
over the last couple of days, because of our 
concerns about our fellow Inuit’s future 
and we have to try and provide the best 
possible opportunities we can in the future. 
We have to ensure that the decisions we 
make today do not severely impact their 
future.  
 
My question is on paragraph 37 of the 
written statements. It talks about the 
teachers who get burned out and it also 
states that the senior managers who were 
surveyed had agreed to this review. They 
try to resolve the issues faced by the 
students, but they get rebuffed. In 2009, 
during the review period, it states within 
the report on funding issues that students 
going to Arctic College rarely get adequate 
funding and many students are 
overwhelmed and stressed out from the 
lack of adequate funding. When the 
funding is inadequate there is not much a 
student can do to make ends meet. I think 
we all know this fact. 
 
Therefore I would like to ask the people 
across the room what they have done in 
regard to this issue. The departments do not 
focus on an individual worker who is 
working extremely hard. How do you feel 
that this situation could be resolved? Thank 
you. 
 
Chairman: Thank you. Mr. Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Thank you to the Member for the question. 

 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᒡᔪᒃ. 
 
ᐅᒡᔪᖅ: ᐅᖄᓪᓚᒍᒪᓯᓐᓇᖅᑐᖓ ᓯᕗᓪᓕᕐᒥ ᑖᑉᓱᒪ 
ᓴᓇᕕᒃᓴᐅᑉ ᒥᒃᓵᓄᑦ ᕿᒥᕐᕈᑎᓪᓗᑕ, 
ᓂᕈᐊᖅᑕᐅᓯᒪᓗᓂ ᓄᓇᕗᒻᒧᑦ ᓄᑕᕋᕐᓂᒃ ᑕᐅᑐᒃᖢᒋᑦ 
ᐅᓪᓗᒥᐅᔪᖅ ᓯᕗᓂᒃᓴᖃᑦᑎᐊᖁᔪᒥᓇᕐᒪᑕ, ᖁᔭᓕᔪᖓ 
ᑖᑉᓱᒥᖓ ᒥᒃᓵᓄᑦ ᕿᒥᕐᕈᒐᑦᑕ ᐅᓪᓗᒥ, ᐃᒃᐸᒃᓴᕐᓗ 
ᐱᒋᐊᖅᖢᒍ. ᓇᒡᓕᖕᓇᕐᒪᑕ ᓯᕗᓂᒃᓴᖃᑦᐊᖁᓇᕐᒪᑕ 
ᐃᓅᖃᑎᒃᑯᑦ ᓯᕗᓂᒃᓴᕗᑦ. ᐃᓂᓚᒃᓯᒪᑦᑎᐊᕆᐊᖃᒃᑯᑦ 
ᐃᑉᐱᒋᑦᑎᐊᕆᐊᖃᒃᑯᑦ ᐱᔾᔪᑎᑦᑎᐊᕆᐊᖃᒃᑯᑦ 
ᐃᓪᓗᒥᐅᔪᖅ ᓯᕗᓂᒃᓴᖃᑦᑎᐊᖁᓪᓗᒋᑦ. 
 
 
 
 
 
 
 
 
 
ᐄ. ᑖᒻᓇ ᐊᐱᖅᑯᑎᒋᓂᐊᕋᒃᑯ ᑎᑎᕋᖅᓯᒪᔪᑦ 37. 
ᑕᕝᕙᓂ ᑎᑎᕋᖅᓯᒪᔪᖅ ᑖᑉᑯᐊ ᓴᓇᐅᒐᓖᒃ 
ᑕᖃᖃᑦᑕᕐᒪᑕ ᐅᖃᖅᓯᒪᓪᓗᓂᓗ ᑖᒃᑯᐊ 
ᐊᐱᖅᓱᒐᐅᔪᕕᓃᑦ ᐳᖅᑐᓂᖅᓴᒻᒪᕇᑦ 
ᐊᖏᖅᓯᒪᖃᑎᒌᖕᒪᑕ ᖃᐅᔨᓴᖅᑕᐅᓪᓗᑎᒃ 
ᐃᓗᐊᖅᓴᐃᓇᓱᐊᖅᖢᑎᒃ ᐊᐅᓪᓗᑎᖃᑦᑕᓐᖏᒻᒪᑕ. 
ᑕᕝᕙᓂ ᕿᒥᕐᕈᒃᑕᐅᑎᓪᓗᒍ ᐊᕐᕌᓂ 2009-ᒥ 
ᑎᑎᕋᖅᑕᐅᓯᒪᓪᓗᑎᒡᓗ ᑖᒃᑯᐊ ᑮᓇᐅᔭᓕᕆᓂᐅᑉ 
ᒥᒃᓵᓄᑦ ᐊᔪᖅᓴᖃᑦᑕᖅᖢᑎᒃ, ᑖᒃᑯᐊ ᐊᐱᖅᓱᒐᐅᓪᓗᑎᒃ 
ᑕᖃᖃᑦᑕᖅᑐᑦ ᑮᓇᐅᔭᓕᕆᓂᐅᑉ ᒥᒃᓵᓄᑦ. 
ᑮᓇᐅᔭᓕᕆᔨᖃᑦᑎᐊᓐᖏᑎᓪᓗᒍ ᑕᐃᒪᓐᓇ 
ᐊᔪᕐᓇᖅᑐᖅ ᓱᓇᑐᐃᓐᓇᖅ ᐊᐅᓚᑦᑎᐊᕋᓱᐊᖅᖢᒍ 
ᖃᐅᔨᒪᔪᐃᓐᓇᐅᔪᒍᑦ ᑕᒪᑉᑕ. 
 
 
 
 
ᑕᐃᒃᑯᐊ ᐊᐱᕆᔪᒪᔭᒃᑲ ᐊᑎᐊᓃᑦᑐᑦ, 
ᖃᓄᐃᓕᐅᖅᓯᒪᖕᒪᖔᑕ ᑖᑉᓱᒪ ᒥᒃᓵᓄᑦ. ᑖᒃᑯᐊ 
ᐊᐅᓚᑦᑎᖃᑦᑕᓐᖏᒻᒪᑕ ᓴᓇᔨᒥᓂᒃ ᑲᒪᓱᑦᑎᐊᕐᓂᕐᒥᒃ. 
ᖃᓄᕐᓕ ᑖᒻᓇ ᐃᓱᒪᒋᕕᓯᐅᒃ; ᖃᓄᕐᓕ 
ᐃᓪᓗᐊᕿᔮᕐᓂᐊᖅᑲ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 



 51

We had talked earlier about the importance 
of the training programs and when they’re 
in place, it’s important that they work well, 
and when students make commitments to 
join a program, it’s important that they get 
the support that they need. 
 
There was one case, and I’m going to ask 
Madam Salvail to give more details, but 
there certainly was one case where it 
wasn’t a question of dollars, it was a 
question of having the people available to 
support the students. But in terms of the 
more detail, Mr. Chairman, I would ask 
Ms. Salvail to answer that.  
 
Chairman: Thank you, Mr. Campbell. Ms. 
Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. 
Yes, in paragraph 67, we do mention that 
there is some program where, as Mr. 
Campbell said, it was not a question of 
dollars but maybe of people available to 
provide the training or to oversee the good 
functioning of the training. In paragraph 
67, we give the example of the Financial 
Internship Program, where the overseeing 
of the internship program was given to 
someone who already had a full-time job 
doing something else. So, for that person, it 
was kind of difficult to, at the same time, 
do their regular job and also oversee the 
students who were in the internship 
program. 
 
We have talked to participants of various 
programs and some told us that they may 
not have received the support that they 
would have liked. I think it’s not because 
of that particular individual, I think it was 
in general. In some cases, we found that, 
and I guess with the example of the internal 
internship at CGS, they just couldn’t find a 
mentor to oversee the program because you 
need people to take the training but you 

 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒡᓗ ᑖᑉᓱᒧᖓ ᐊᐱᖅᑯᑎᖓᓄᑦ. 
ᐅᖃᐅᓯᖃᖃᑦᑕᖅᑲᐅᒐᑦᑕ ᐱᓕᒻᒪᔅᓴᕆᐊᖃᕐᓂᖏᓐᓄᑦ 
ᐋᖅᑭᒃᓯᒪᑎᓪᓗᒋᑦ. ᐊᒻᒪᓗ ᑲᔪᒥᑦᑎᐊᖁᒥᓇᕋᓗᐊᕐᖓᑕ 
ᐃᓕᓐᓂᐊᑐᓪᓗ ᑲᔪᓯᑦᑎᐊᕈᓐᓇᕐᓗᑎᑦ ᐊᖏᖅᓯᒪᓗᑎᑦ 
ᐃᑲᔪᖅᑐᑕᐅᑦᑎᐊᕆᐊᖃᕐᓂᖏᓐᓂᑦ. 
 
 
 
ᑕᐃᒪ ᒪᑖᒻ ᓴᓪᕙᐃ ᓇᓗᓇᐃᖅᓯᑲᓐᓂᖁᓂᐊᕋᒃᑯ 
ᑮᓇᐅᔭᒨᖓᖅᑲᐅᖏᑦᑐᑦ ᑭᓯᐊᓂ ᐃᓄᓪᓚᑦᑖᑦ 
ᐊᑐᐃᓐᓇᐅᒍᓐᓇᕐᓂᖏᓐᓄᑦ ᐃᑲᔪᕐᓂᐊᕐᓗᑎᑦ 
ᐃᓕᓐᓂᐊᖅᑎᓄᑦ. ᒥᔅ ᓴᓪᕙᐃ ᑭᐅᖁᓂᐊᕋᒃᑯ ᑖᔅᓱᒥᖓ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. ᒥᔅ 
ᓴᓪᕙᐃ. 
 
ᓴᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 67-ᒥᑦ 
ᐅᖃᖅᓯᒪᒻᒥᔪᒍᑦ ᐱᓕᕆᐊᖅᑕᖃᓐᖓᑦ. ᒥᔅᑕ ᑳᒻᐳᓪ 
ᐅᖃᖅᑲᐅᒻᒪᑦ ᑮᓇᐅᔭᓄᑦ ᑐᕌᖓᓗᐊᖏᑦᑐᑦ ᑭᓯᐊᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑦ ᐊᑐᐃᓐᓇᐅᓂᖏᓐᓂᑦ. 
ᐃᓕᓐᓂᐊᑎᑦᑎᒍᓐᓇᕋᔭᖅᑐᑦ ᐊᐅᓚᑕᐅᓂᖏᓐᓄᓪᓗ 
ᑖᔅᓱᒪ ᐃᓕᓐᓂᐊᕐᓂᐅᔫᑉ. ᑮᓇᐅᔭᓕᕆᓂᕐᒧᑦ 
ᐃᓕᓐᓂᐊᓯᓐᓈᕐᓗᑎᑦ ᑕᐃᒃᑯᐊᓕ ᐃᓕᓐᓂᐅᓯᓐᓈᖅᑐᑦ. 
ᑐᓂᔭᐅᑐᐃᓐᓇᕐᓗᑎᑦ ᓲᕐᓗ ᐃᖅᑲᓇᐃᔮᖑᐃᓐᓇᕐᓗᓂ 
ᐅᓪᓗᓕᒫᖅ ᑕᐃᓐᓇ, ᐊᔪᕐᓇᕈᔪᑦᑐᓂ ᐱᓕᕆᐊᖓᑕ 
ᖄᖓᒍᒃᑲᓐᓂᖅ ᑲᒪᒋᓇᓱᓪᓗᒋᑦ. 
 
 
 
 
 
 
 
ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᓯᓐᓈᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᓯᓐᓈᑦ 
ᐃᓚᒋᔭᐅᖃᑦᑕᖅᓯᒪᔪᓄᑦ ᐅᖃᖃᑕᐅᖃᖅᑐᓂᑦ 
ᐅᖃᐅᔾᔭᐅᖃᑦᑕᖅᓯᒪᒐᑦᑕ 
ᐃᑲᔪᖅᑐᑕᐅᖏᓗᐊᕌᔾᔪᔅᓯᒪᔪᖅᑲᐃ? 
ᐃᑲᔪᖅᑐᑕᐅᒃᑲᓂᕈᒪᒐᔭᕋᓗᐊᖅᑐᑎᑦ, ᐃᓚᖏᓐᓂᓕ 
ᖃᐅᔨᓚᐅᕐᒥᔪᒍ ᓄᓇᓕᓐᓂ ᒐᕙᒪᒃᑯᓐᓂᑦ 
ᐱᔨᑦᑎᖅᑎᐅᔪᓂᑦ, ᐃᓕᓐᓂᐊᖅᑎᐅᔪᒥᑦᒃ, ᐃᒫᒃ 
ᐃᓕᓐᓂᐊᑎᑦᑎᒍᓐᓇᕋᔭᖅᑐᒥᑦ 
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need people to train them. Within the 
department, because of the lack of capacity, 
they couldn’t find people to train them. So 
people were interested in taking the 
training but they lacked people to do the 
training.  
 
In all of that, I think that the point is that 
yes, it’s both a question of dollars but it’s 
also a question of having people there to 
oversee these programs. We’re not sure; as 
you know, an analysis hasn’t been done as 
to why people don’t complete the program, 
but certainly it is one of the reasons. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Ugyuk.  
 
Ms. Ugyuk: My next question is on 
paragraph 38 to the Auditor General. Your 
report states, “… that departments spent 37 
percent to 112 percent of their unused 
payroll budget on people working on 
contract, overtime, and as casuals to do the 
work of vacant positions.” Compared to 
what you observe in your audits of the 
federal government and the governments of 
the NWT and the Yukon, are these 
spending patterns unique in Canada? Thank 
you. 
 
Chairman: Thank you. Mr. Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Thank you for the question. As we 
mentioned previously in the hearing, we 
haven’t done a real detailed analysis of 
those comparisons, but we haven’t seen, in 
any other jurisdiction that we audit, that 
human resource capacity issue. It doesn’t 
appear as big an issue elsewhere as it does 
in Nunavut. In Nunavut, it seems to be a 
very big problem.  
 
What you see there with those spending 
patterns is a consequence of that, where 

ᐊᒥᒐᖅᓯᖃᑦᑕᕐᑉᓂᖏᓐᓄᑦ ᑕᐃᒃᑯᓄᖓ 
ᐃᓕᓐᓂᐊᐸᓪᓕᐊᓇᓱᐊᖅᑑᒐᓗᐊᖅᑐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑭᒃᓱᕐᓂᖏᓐᓄᑦ 
ᓇᓂᓯᒍᓐᓇᖃᑦᑕᓚᐅᖏᒻᒪᑕ 
ᐃᓕᓐᓂᐊᑎᑦᑎᕙᓪᓕᐊᒐᔭᖅᑐᒥᑦ. 
 
 
 
 
 
 
ᑕᐃᒫᒃ ᓇᓗᓇᐃᖅᓯᓯᒪᔪᑦ 
ᐃᓕᓐᓂᐊᑎᑦᑎᒍᓐᓇᕋᔭᖅᑐᒥᑦ ᐊᒥᒐᖅᓯᓂᖏᓐᓄᑦ. ᐄ, 
ᑮᓇᐅᔭᑭᖅᓱᓂᕐᒨᖏᑦᑑᒐᓗᐊᖅ ᑭᓯᐊᓂᓕ 
ᑖᒃᑯᓄᖓᓪᓚᑦᑖᖅ ᐃᓄᓪᓚᑦᑖᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓂᑦ 
ᐊᒥᒐᖅᓯᓂᖏᓐᓄᑦ. ᓇᓗᓇᖅᑑᒐᓗᐊᖅ ᓱᒻᒪᑦ 
ᐱᔭᕇᖅᐸᖏᒻᒪᖔᑕ ᐃᓚᖓᒍᑦ ᑭᓯᐊᓂ ᐱᔾᔪᑎᒋᔭᐅᔪᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᒡᔪᖅ. 
 
ᐅᒡᔪᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ 38-ᒥ 
ᓈᓴᐅᑎᓕᒃ ᑖᓐᓇ ᐅᖃᖅᓯᒪᒻᒪᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ 
ᕿᒥᕈᓇᔅᓯᒪᔭᖏᑦ ᐱᓕᕆᕕᐅᔪᑦ 37-ᐳᓴᓐᒥᑦ 
ᐊᑐᖅᓯᒪᒻᒪᑕ 112-ᐳᓴᒋᔭᖏᓐᓂᑦ 
ᐊᑐᖅᓯᒪᖏᑕᖏᓐᓂᑦ ᐊᑭᓕᐅᓯᔅᓴᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᑳᓐᑐᕌᖅᑎᓄᑦ ᐆᕗᑕᐃᓄᓪᓗ. 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᔾᔨᒌᖏᒃᖢᒋᑦ ᑕᒪᒃᑯᐊ 
ᐊᔾᔨᒌᖏᓐᓂᕆᔭᖏᑦ ᖃᓄᐃᓕᖓᕙᑦ ᔫᑳᓐᓂ 
ᓄᓇᑦᓯᐊᕐᒥᓪᓗ? ᑖᒃᑯᐊ ᑮᓇᐅᔭᓂ 
ᐊᕿᓕᐅᑎᒋᖃᑦᑕᖅᑖ ᐊᔾᔨᒋᖏᓛ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ):ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᒻᒪᓗᑦᑕᐅᖅ ᐊᐱᖅᑯᑏᑦ ᖁᔭᓐᓇᒦᕈᑎᒋᕙᕋ 
ᐅᖃᖅᑲᐅᒐᕕᑦ ᑭᖑᓂᑦᑎᓐᓂ 
ᐅᖃᐅᓯᕆᓚᐅᖅᓯᒪᔭᑦᑎᓐᓂᑦ ᑕᐃᒃᑯᓂᖓ 
ᐃᓗᓕᑯᓘᔭᖏᓐᓂᑦ ᕿᒥᕈᓇᔅᓯᒪᖏᓇᑦᑕ ᓱᓕ, 
ᑭᓯᐊᓂᓕ ᑕᑯᓚᐅᖅᓯᒪᖏᑦᑐᒍᑦ ᐊᓯᖏᓐᓂᑦ 
ᓄᓇᖃᕐᕕᐅᔪᓂᑦ ᒐᕙᒪᐅᔪᓂᓛᒃ ᓄᓇᕗᒻᒥ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᒥᒐᖅᓯᑎᓪᓗᒋᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᔅᓴᓂᑦ. ᐊᓯᑦᑎᓐᓂ ᓄᓇᕗᑦ ᓯᓚᑖᓂ 
ᑕᐃᒪᓐᓇᖅᔪᐊᕌᓗᓪᓕ ᐃᓐᓄᔅᓯᒪᖏᑦᑐᓂᑦ 
ᐱᑕᖃᖏᒻᒪᑕ. 
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people don’t have the positions staffed, 
they’ve got the payroll dollars available, 
and they try to get the work through 
overtime and through the use of casuals 
and temporary staff and contracts, and the 
likes. So we haven’t done the analysis, but 
the human resource challenge is bigger in 
Nunavut than we have seen elsewhere and 
those spending patterns are the 
consequence of that. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. (interpretation ends) We 
appear to be in the no. 33 area, so I will ask 
my question.  
 
On page 15, no. 33, the Auditor General 
explains the figures that were in place 
during the 10 years for the various levels of 
our government, and it appears that the 
senior management and middle 
management categories for the number of 
beneficiaries had gone up 5 percent and 8 
percent respectively.  
 
Since the release of that report, we have 
before us also the report on Inuit 
employment for up to March 31, 2010, and 
on the senior management and middle 
management categories, the percentages 
have gone down on the number of Inuit 
employed at that level. So my question to 
the Department of Human Resources is: 
what happened? Were Inuit terminated? 
How many and why? (interpretation) 
Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Okalik. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
There are a number of reasons, and I don’t 

 
ᒫᓐᓇ ᑕᑯᔭᑎᑦ ᑮᓇᐅᔭᐃᑦ ᐊᑐᖅᑕᐅᖃᑦᑕᖅᑐᑦ 
ᐃᓐᓄᑦᑕᐅᓯᒪᓂᖏᑦᑎᓪᓗᒋ ᐃᖅᑲᓇᐃᔮᔅᓴᐃᑦ 
ᐊᑐᖅᑕᐅᓚᕿᖃᑦᑕᖅᑐᑦ ᑮᓇᐅᔭᐃᑦ 
ᐊᑐᖅᑕᐅᓂᐊᓚᐅᖅᑑᒐᓗᐊᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 
ᐊᑭᓕᖅᑕᐅᓗᑎᑦ ᐊᑭᓕᖅᓱᐃᔾᔪᑕᐅᖃᑦᑕᖅᑐᑦ 
ᐃᖅᑲᓇᐃᔭᓚᐅᐱᑲᓪᓚᖃᑦᑕᖅᑐᓄᑦ. ᑖᒃᑯᐊ 
ᕿᒥᕈᓇᖅᑐᑎᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐊᒃᓱᕉᓴᓐᓂᕆᔭᖓ ᐳᖅᑐᓂᖅᐹᖑᔪᖅ ᐊᓯᖏᓐᓂᑦ 
ᒐᕙᒪᐅᒻᒥᔪᓂᑦ ᓄᓇᖃᖅᑐᓂᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐅᑲᓕᖅ. 
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᒃᑯᑦ) ᓱᓕ 33-
ᒦᑉᐸᓪᓚᐅᓕᕋᑦᑕ. ᐊᐱᖅᓱᕐᓂᐊᖅᐳᖓ ᑕᐅᕗᖓ 
ᑐᕌᖓᔪᓂᒃ ᒪᒃᐱᒐᖅ 33-ᒥ. 
 
 
ᑖᓐᓇ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᐅᖃᖅᓯᒪᖕᒪᑦ ᑕᐃᒃᑯᐊ 
ᓈᓴᐅᑏᑦ ᐊᑐᖅᓯᒪᔪᑦ ᐊᕐᕌᒐᐃᑦ ᖁᓕᑦ 
ᐊᓂᒍᖅᓯᒪᒪᓕᕐᒪᑕ ᐊᖓᔪᖅᑲᐅᑏᓪᓗ 
ᐊᑯᓐᓂᖅᓱᖅᑐᐃᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎ 
ᓄᓇᑖᖃᑕᐅᓯᒪᔪᖅ ᖁᕝᕙᕆᐊᖅᓯᒪᓕᖅᑐᕉᖅ 5-ᐳᓴᒥᒃ. 
 
 
 
 
ᑕᐃᒪᓐᖓᑦ ᓴᖅᑭᑕᐅᓚᐅᖅᑎᓪᓗᒍ ᐅᓂᒃᑳᑦ ᑖᒃᑯᐊ 
ᓵᑦᑎᓐᓃᑦᑐᑦᑕᐅᖅ ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑦ ᒫᒃᔨ 31-
ᒥᒃ ᓴᖅᑭᑕᐅᓯᖕᒪᑦ. ᐊᖓᔪᖅᑲᐅᑏᑦ ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᐊᑯᓐᓂᖅᓱᖅᑐᑦ %-ᖏᑦ ᐊᒃᐸᕆᐊᖅᓯᒪᓪᓗᑎᒃ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐊᖓᔪᖅᑲᐅᑎᒃᑯᕕᖕᓂ. ᐊᐱᖅᑯᑎᒋᔭᕋ 
ᐱᓕᕆᕕᖓᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᖃᓄᐃᓪᓕᓐᓂᕐᒪᑦ ᑖᓐᓇ? ᐃᓄᐃᑦ 
ᓄᖅᑲᖅᑎᑕᐅᓐᓂᕐᒪᑖ, ᖃᑦᓯᓪᓗ ᓄᖅᑲᖅᑎᑕᐅᓐᓂᖅᐸᑦ 
ᖃᓄᐃᒻᒪᓪᓗ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
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have the specifics available. Some chose to 
move on, some moved to other positions, 
but I do not have the breakdown of exactly 
who has moved to what positions. Thank 
you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. Mr. 
Okalik. 
 
Mr. Okalik (interpretation): Thank you. 
(interpretation ends) It would be nice to get 
an idea of why. Under no. 34 of the 
Auditor General’s report, these positions 
are very important as feeders to the senior 
level of our government. So, if these 
figures are going down, we should have an 
idea of what is happening. Why are they 
being fired, if they have been fired, and 
why are they moving on?  
 
I recall that this was an issue for some 
time, and I would like to know what is 
happening. I would like to see these figures 
going back up instead of going down. If we 
are going to increase Inuit employment 
numbers, this is the one level where we can 
have a significant impact and influence 
within the government as Inuit. 
(interpretation) Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Okalik. Ms. 
Wasson, maybe you can make sure that 
you get that information to all of the 
Members.  
 
Ms. Wasson: Thank you, Mr. Chairman. I 
can make a comment that we always strive 
for a responsible, representative 
government. It certainly is our mandate and 
we strive to do that. There are very specific 
reasons why people move on. Sometimes 
people fill out exit surveys and they 
provide that information, but we do not 
make that information public as it is 
personal information.  
 

 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᓄᑲᓪᓚᒃᑐᓂᒃ ᐱᔾᔪᑎᖃᕐᒪᑕ ᓈᓴᐅᑎᖏᑦ 
ᐱᓯᒪᓐᖏᓐᓇᒃᑭᑦ ᑭᒡᓕᓯᓂᐊᖅᑕᐅᓯᒪᔪᑦ. ᐃᓚᖏᑦ 
ᐊᓯᖏᓐᓄᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ ᓅᖃᑦᑕᖅᑐᑦ 
ᐊᒡᒍᖅᑐᖅᓯᒪᔪᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ ᓅᓐᓂᕐᒪᖔᑕ ᑕᐃᒃᑯᐊ 
ᐱᓯᒪᓐᖏᓐᓇᒃᑭᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᒥᔅ ᓚᐅᓴᓐ. 
ᒥᔅᑕ ᐅᑲᓕᖅ. 
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᒃᑯᑦ) 
ᐊᓕᐊᓇᐃᒍᓱᒃᑲᕙᖅᑐᖓ ᐱᑎᑕᐅᒍᒪ ᖃᓄᐃᒻᒪᑦ 
ᐃᖅᑲᓇᐃᔮᒥᓂᒃ ᓄᖅᑲᕐᓂᕐᒪᖔᑦ. ᓈᓴᐅᑎᖓ 34-ᒥ 
ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᑮᓇᐅᔭᖅᑐᕈᑎᕕᓂᕐᓂᒃ 
ᕿᒥᕐᕈᓇᖅᓯᒪᖕᒪᑕ ᐊᖓᔪᖅᑲᐅᑎᓂᒃ, ᐃᓄᐃᑦ 
ᐊᖓᔪᖅᑲᐅᑎᐅᔭᕆᐊᖃᕋᓗᐊᕐᒪᑕ. ᓈᓴᐅᑏᑦ ᑖᒃᑯᐊ 
ᐊᒃᐸᖅᐸᓪᓕᐊᖕᒪᑕ, ᖃᐅᔨᒪᕙᓪᓕᐊᓕᕋᔭᕋᑦᑎᒍᑦ 
ᖃᓄᐃᒻᒪᑦ ᐊᒃᐸᖅᐸᓕᐊᕙᑦ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᐅᔪᑦ ᒐᕙᓚᒃᑯᓐᓂ 
ᐅᓄᕈᓐᓃᖅᐸᓪᓕᐊᕙᑦ, ᐊᓯᐊᓄᓪᓗ ᓅᑉᐸᓪᓕᐊᕙᑦ, 
ᖃᓄᐃᒻᒪᑦ? 
 
ᐃᖅᑲᐅᒪᖅᑰᕋᒪ ᑕᒪᓐᓇ ᐱᔾᔪᑕᐅᓚᐅᖅᓯᒪᖕᒪᑦ 
ᐊᑯᓂᑲᓪᓚᕈᓗᒃ. ᖃᐅᔨᔪᒪᓪᓗᖓᓗ 
ᖃᓄᐃᓕᖅᐸᓪᓕᐊᓕᕐᒪᖔᑕ ᑖᒃᑯᐊ ᓈᓴᐅᑏᑦ 
ᖁᕝᕙᖅᐸᓪᓕᐊᔪᑦ ᐃᓄᐃᑦ ᒐᕙᒪᒃᑯᓐᓂ 
ᑕᑯᔪᒪᒐᓗᐊᕐᑕᒃᑲ ᐊᒃᐸᖅᐸᓪᓕᐊᓐᖏᖔᖅᑎᓪᓗᒍ. 
ᑕᕝᕙᓂ ᐊᒃᑐᐃᓂᖃᓪᓚᕆᒍᓐᓇᕐᒪᑦ ᐊᒻᒪ 
ᐊᔭᐅᖅᑐᐃᓂᖃᕈᓐᓇᖅᖢᑎᒃ ᒐᕙᒪᒃᑯᓐᓂᒃ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ.. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᒃᑯᑦ): ᐃᒻᒪᖄ ᑐᓴᒐᒃᓴᑦ ᑖᒃᑯᐊ 
ᐃᓘᓐᓇᑦᑎᐊᖏᓐᓄᑦ ᑲᑎᒪᔨᓄᑦ ᑐᓂᓂᐊᖅᐸᑎᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᓐᓇ 
ᑐᕌᒐᖃᕋᓱᐊᖏᓐᓇᖅᑐᒍᑦ ᑲᒪᑦᑎᐊᕈᒪᓪᓗᑕ ᑕᒪᓐᓇ 
ᑎᓕᔭᐅᔾᔪᑎᒋᓯᒪᓪᓗᑎᒍᑦ ᐱᓕᕆᓂᐊᕐᖢᑎᒍᓪᓗ 
ᖃᓄᐃᒻᒪᑦ ᐃᖅᑲᓇᐃᔮᒥᖕᓂᒃ ᕿᒪᐃᕙᖕᒪᖔᑕ ᐃᓄᐃᑦ 
ᒐᕙᒪᒃᑯᓐᓂᑦ. ᓈᓴᐃᕈᓘᔭᖃᑦᑕᖅᑕᐅᓯᒪᖕᒪᑕ ᑕᒪᒃᑯᐊ 
ᑐᓴᒐᒃᓴᑦ ᑐᓂᓂᐊᖅᑕᒃᑲ. 
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What we are doing, though, is to move 
forward and develop a plan that will 
actually look at the specific positions, 
develop clear ladders so that we can move 
people up through, look at the occupational 
categories, and use our learning assessment 
plans so that we’re developing learning 
plans, so that we can move people up 
because it’s our goal to increase 
representativeness and certainly not to do 
decrease it. Thank you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. Mr. 
Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. (interpretation ends) I don’t 
know how we are supposed to improve this 
if we have no idea why these numbers are 
going down. It’s not very reassuring when 
the Deputy Minister can’t explain what is 
happening. So I would like an answer on 
this matter so we can do something about 
it, perhaps. (interpretation) Thank you, Mr. 
Chairman.  
 
Chairman: Thank you, Mr. Okalik. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
We are endeavouring to collect better 
information and encouraging people to fill 
out exit interview surveys so that we can 
provide that information to the deputies in 
the departments so that they can come up 
with good solutions to increase those 
numbers because it is a concern of 
everyone. Thank you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. My 
question is directed towards the Office of 
the Auditor General. On page 17, 
paragraph 37, the report refers to a burnout 

 
 
 
ᒫᓐᓇ ᐱᓕᕆᐊᖃᓕᖅᑐᒍᑦ ᓯᕗᒻᒧᐊᒃᐸᓪᓕᐊᓕᖅᑐᒍᑦ 
ᐸᕐᓇᐅᑎᑦᑎᓐᓂᒃ ᕿᒥᕐᕈᓇᒡᓗᑕ ᓴᓇᓗᑕᓗ 
ᐃᖅᑲᓇᐃᔭᓕᒻᒪᒃᓴᕈᑕᐅᖃᑦᑕᕐᓂᐊᖅᑐᓂᒃ, 
ᕿᒥᕐᕈᓇᒡᓗᒋᓪᓗ ᑖᒃᑯᐊ ᐃᓗᓕᕆᔨᖏᑦ ᑭᓇᒃᑯᑦ 
ᐃᓕᓐᓂᐊᕆᐊᖃᕐᒪᖔᑕ ᑕᒪᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᐸᓪᓕᐊᔪᑦ, ᓅᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑕ 
ᖁᕝᕙᓯᖕᓂᖅᓴᓄᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᓄᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᓚᐅᓴᓐ. ᒥᔅᑕ 
ᐅᑲᓕᖅ. 
 
ᐅᑲᓕᖅ: (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅᖔᑦ 
ᖃᐅᔨᒪᓐᖏᓐᓇᒪ. ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᒃᓴᖃᓐᖏᓐᓇᑦᑕᓗ 
ᖃᓄᐃᒻᒪ ᐊᒃᐸᖅᐸᓪᓕᐊᖕᒪᖔᑕ. ᑕᐃᒪᐃᑎᓪᓗᒍ 
ᑐᖏᓕᕋ ᒥᓂᓯᑕᐅ ᓇᓗᓇᐃᖅᓯᔪᓐᓇᓐᖏᑎᓪᓗᒍ 
ᐊᒃᓱᐊᓗᒃ ᑭᐅᑦᑎᐊᕐᓇᓐᖏᒻᒪᑦ, 
ᑭᐅᔭᐅᔪᒻᓚᒪᓪᖤᕋᓗᐊᖅᐳᖓ ᑖᑦᓱᒧᖓ. 
ᐱᓕᕆᔪᓐᓇᕐᓂᐊᕋᑦᑎᒍᑦ ᓱᓕᕆᔪᓐᓇᕐᓂᐊᕋᑦᑎᒍᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᓄᐊᑉᐸᓪᓕᐊᓇᓱᒃᑕᕗᑦ ᑐᓴᒐᒃᓴᐃᑦ ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔮᒥᓂᒃ ᕿᒪᐃᕙᓪᓕᐊᔪᑦ 
ᑕᑕᑎᕆᖃᑦᑕᖁᓪᓗᒋᑦ ᑕᑕᑎᕆᐊᓕᖕᓂᒃ 
ᓄᖅᑲᖅᑎᓪᓗᒋᑦ. ᐋᖅᑭᒋᐊᕈᓐᓇᕐᓂᐊᕋᑦᑎᒍᑦ ᐱᐅᔫᓗᓂ 
ᐅᓄᖅᓯᒋᐊᕈᓐᓇᕐᓂᐊᕐᒪᑕ ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ. 
ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᓚᐅᓴᓐ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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of staff and states that among officials who 
were interviewed, “… a general consensus 
that little time is available to focus on 
strategic issues.”  
 
During our review last year in 2009, the 
report on the financial management 
practices of the Government of Nunavut, 
we had some discussion about staff 
burnout. Given your recommendations, 
they seem to focus a lot on strategic issues, 
and given that little time is available for 
GN staff to actually focus on strategic 
issues, what are you thoughts on how to 
deal with this challenge? Thank you. 
 
Chairman: Thank you, Mr. Elliott. That 
was sort of brought up, but I guess it’s 
another question there for you, Ms. 
Wasson. Sorry, that’s for you, Mr. 
Campbell.  
 
Mr. Campbell: Thank you, Mr. Chairman. 
Mr. Elliott is right; we focused many of our 
recommendations on strategic issues, 
forward-looking issues, and important 
analysis that would underpin further 
actions for the government.  
 
There have been several questions by 
Members to the Deputy Minister of Human 
Resources about the department’s ability to 
follow through with quite an extensive and 
ambitious action plan. I would offer two 
thoughts to the Committee, Mr. Chairman. 
One is certainly that the department would 
want to prioritize those issues and pick on 
the ones that they think they are more 
likely to get some success on in the shorter 
term, and I think the Deputy Minister has 
already alluded to that being part of their 
focus.  
 
If I may, Mr. Chairman, one option may be 
for your Committee to… . In reflection of 
the fact that so many Members have asked 

ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ 
ᑎᑎᕋᕐᕕᖓᓐᓄᑦ. ᒪᒃᐱᒐᖅ 17-ᒥ ᓈᓴᐅᑎᖓ 37-ᒥ 
ᐅᖃᐅᓯᖃᕐᒪᑦ, ᑕᐃᒃᑯᓂᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑕᖃᖃᑦᑕᕐᒪᑕ. 
 
 
 
ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᐱᖅᓱᖅᑕᐅᓚᐅᖅᑐᑦ 
ᐊᖏᖃᑎᒌᓚᐅᕐᒪᑕ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐅᐸᓗᖓᐃᔭᖁᓪᓗᒋᑦ ᕿᒥᕐᕈᓇᒃᑎᑕᐅᑎᓪᓗᒋᑦ ᐊᕐᕌᓂ 
2009-ᖑᑎᓪᓗᒍ ᐅᓂᒃᑳᓕᐊᖓ ᒐᕙᒪᒃᑯᑦ 
ᐱᐅᓯᕆᕙᒃᑕᖏᓐᓄᑦ ᐅᖃᐅᓯᖃᓚᐅᖅᓯᒪᒻᒪᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᖃᖃᑦᑕᕐᓂᖏᓐᓄᑦ. ᑕᕝᕙᓂ 
ᐊᑐᓕᖁᔭᓕᐊᕐᓂ ᒪᓕᒃᖢᒋᑦ 
ᐃᔨᒋᓂᖅᓴᐅᖅᑰᔨᖃᑦᑕᕐᒪᑕ ᐅᐸᓗᖓᐃᔭᐅᑎᓄᑦ 
ᐱᔾᔪᑎᐅᔪᓂᑦ. ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓄᓪᓗ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐅᐸᓗᖓᐃᔭᐅᑎᓂᑦ 
ᑭᐅᓂᖃᑦᑕᕐᓗᑎᑦ. ᖃᓄᕐᓗ ᑕᒪᓐᓇ ᐊᒃᓱᕉᓴᐅᑕᐅᔪᖅ 
ᑭᐅᓂᐊᖅᐱᐅᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 
ᓴᖅᑭᑕᐅᖅᑲᐅᔫᒐᓗᐊᖅ ᐊᐱᖅᑯᑎᒃᓴᒃᑲᓐᓂᖅ ᑖᓐᓇ. ᒥᔅ 
ᐅᐊᔅᓴᓐ . ᒪᒥᐊᓇᖅ. ᒥᔅᑕ ᑳᒻᐳᓪ, ᐃᓕᓐᓄᒡᒎᖅ. 
 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅᑕ 
ᐃᐊᓕᐊᑦ ᑕᒻᒪᖏᑦᑐᖅ ᐊᑐᓕᖁᔭᓕᐊᕆᔭᐅᓯᒪᔪᖅ 
ᐅᐸᓗᖓᐃᔭᖅᑎᓄᑦ ᑎᑭᒻᒪᑕ ᑖᕗᓐᖓ ᑐᕌᖓᒻᒪᑕ. 
 
 
 
 
ᐅᓄᑲᓪᓚᒃᑐᓂᓪᓗ ᐊᐱᖅᑯᑎᒃᓴᖃᖃᑦᑕᖅᑐᑎᑦ ᑖᒃᑯᐊ 
ᑐᖏᓕᖏᓐᓄᑦ ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᔨᐅᖃᑕᐅᔪᑦ. 
ᐱᓕᕆᕝᕕᒃ ᑖᒃᑯᐊ ᐊᐅᓚᔾᔭᐃᑦᑎᐊᕈᓐᓇᕐᒪᖔᑕ 
ᐃᓚᖓᑦ ᑖᓐᓇ ᐱᓕᕆᕕᒃ ᓯᕗᓪᓕᐅᔾᔭᐅᔪᓂᑦ 
ᐋᖅᑭᒃᓱᐃᔭᕆᐊᓖᑦ ᑕᐃᒃᑯᐊᓗ ᓂᕈᐊᖅᑕᐅᓗᑎᑦ 
ᓯᕗᒧᐊᑦᑎᐊᖅᑐᑦ. ᑖᒃᑯᐊᓗ ᑐᓪᓕᐊᑕ 
ᐅᖃᐅᓯᕆᔭᕇᖅᑲᐅᓪᓗᓂᐅᒃ ᐊᒻᒪᓗ ᖃᓄᐃᒃᓴᖏᒃᑯᕕᑦ 
ᐃᒃᓯᕙᐅᑖᖅ, ᐊᑕᐅᓯᖅ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᓄᑦ 
ᓇᓖᕌᕈᑕᐅᔪᓐᓇᖅᑐᖅ ᑲᑎᒪᔨᕋᓛᓄᑦ ᑕᐃᒃᑯᐊ 
ᐊᐱᖅᓱᖅᓯᒪᒻᒪᑕ ᖃᓄᖅ ᑕᒪᒃᑯᐊ 
ᓇᐅᒃᓱᖅᑐᖅᑕᐅᒐᔭᕐᒪᖔᑕ. ᓇᐅᒃᓯᖅᓱᐃᓗᑎᒃ 
ᑐᓴᖅᑎᑕᐅᖃᑦᑕᕈᒪᓗᑎᒃ ᖃᓄᖅ ᐸᕐᓇᐅᑎᖃᕐᒪᖔᑕ 
ᒥᓂᔅᑕᐃ ᑐᓪᓕᕆᔭᖏᑦ. 
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about how the plans are going to be 
monitored, your Committee may wish to 
ask for updates on the implementation of 
the action plan. The Deputy Minister has 
tabled an action plan with dates and times. 
It may be the will of your Committee to ask 
periodically for an update of how that plan 
has been implemented.  
 
That might allay concerns of Members that 
things might get off track and it will be too 
late before you found out about it. So the 
Committee would have an opportunity to 
see how the plan is being implemented and, 
if there are red flags appearing, the 
Committee could then decide where to go 
from there. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for allowing me to ask a similar 
question. I guess Mr. Campbell picked up 
on what I was asking, and I still don’t feel 
comfortable with some of the answers we 
have been given in terms of our assurances. 
 
Again, we ask our Government of Nunavut 
employees to sometimes do the job of one, 
or two, or sometimes even three employees 
because there are vacant positions. Now 
we’re going to be asking them, on top of 
that, to take the extra time to do the 
strategic planning. I know there are a lot of 
dedicated Government of Nunavut workers 
out there. I wouldn’t want them to be burnt 
out. I thank you in terms of priorities for us 
and priorities for the government to work 
towards.  
 
My next question is directed towards the 
Government of Nunavut. In February of 
2009, the cabinet announced that the GN 
would be increasing capacity in its offices 
by changing the hiring policy. What 

ᑖᒃᑯᐊᓗ ᑲᑎᒪᔨᕋᓛᑦ ᐊᐱᖅᓱᖃᑦᑕᕐᓗᑎᑦ 
ᐊᑯᓚᐃᒃᑐᒃᑯᑦ ᖃᓄᖅ ᑕᒪᒃᑯᐊ ᐊᑐᓕᖅᑎᑕᐅᓇᓱᒃᑐᑦ 
ᐊᑐᓕᖅᑎᑕᐅᕙᓪᓕᐊᒻᒪᖔᑕ. 
 
 
 
 
 
 
 
 
 
 
ᑕᒪᓐᓇ ᓴᖑᐃᓗᐊᖃᑦᑕᕐᓂᐊᓐᖏᒻᒪᑕ ᑲᑎᒪᔨᐅᔪᑦ 
ᖃᐅᔨᓐᖏᔅᓲᔭᖅᑎᓪᓗᒋᑦ ᑭᖑᖓᒍᑦ 
ᖃᐅᔨᓕᑕᐃᓐᓇᕐᓗᑎᑦ. ᐃᓛᒃ ᑕᒪᒃᑯᐊ 
ᓇᓗᓇᐃᖅᓯᔾᔪᑕᐅᖃᑦᑕᖅᑐᑦ ᖃᐅᔨᔾᔪᑕᐅᖃᑦᑕᖅᑐᑦ 
ᐊᑐᖅᑕᐅᓗᑎᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑖᒃᓱᒥᓐᖓ ᐊᐱᖅᓱᖅᑎᑦᑎᒐᕕᖓ 
ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᕐᓂᒃ ᐃᓗᐊᕆᑦᑎᐊᖅᑲᐅᓐᖏᓇᒃᑯ 
ᓱᓕ ᑭᐅᔾᔪᓯᐅᖅᑲᐅᔪᑦ. 
 
 
 
ᓇᓗᓇᐃᖅᓯᕕᐅᑦᑎᐊᕈᒪᓪᓗᑕ ᒐᕙᒪᕗᑦ 
ᐊᐱᕆᖃᑦᑕᕋᑦᑎᒍ ᒪᕐᕉᒃ ᐱᖓᓱᓂᓪᓘᓐᓃᑦ 
ᐃᖅᑲᓇᐃᔮᕆᔭᐅᔭᕆᐊᓕᓐᓂᑦ ᐃᓄᖕᒧᑦ ᐊᑕᐅᓯᕐᒧᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᖃᑦᑕᕐᒪᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑭᒃᓴᕐᓂᑯᒧᑦ. ᑕᐃᒪᓐᓇ 
ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᕐᓂᕐᒧᑦ 
ᐊᐅᓚᔾᔨᑦᑎᐊᕐᓂᖅᓴᐅᓗᑎᑦ 
ᐱᓕᕆᔪᓐᓇᑦᑎᐊᕈᓐᓇᕐᓂᐊᕐᒪᑕ ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ. ᐊᒃᓱᕈᑦᑎᐊᖅᖢᑎᒃ 
ᐃᖅᑲᓇᐃᔭᖃᑦᑕᕐᒪᑕ ᑕᖃᖃᑦᑕᕈᓇᐅᓐᖏᑦᑑᒐᓗᐊᖅ. 
ᖁᔭᓐᓇᒦᖏᒃᑯᐊ ᑕᒪᑐᒪᐅᑉ ᒥᒃᓵᓄᑦ 
ᐃᖅᑲᓇᐃᔭᖅᐸᓪᓕᐊᒻᒪᑕ. 
 
 
ᐊᐱᖅᑯᑎᒋᓂᐊᓕᕐᒥᔭᕋ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓄᑦ. 
ᕕᕝᕗᐊᕆ 2009-ᖑᑎᓪᓗᒍ ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᔨᖏᑦ 
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specific changes have been made to the 
GN’s hiring policy since that time? Thank 
you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. In 
view of my short term in this position, I am 
going to defer the question to Aluki Rojas 
for a response.  
 
Chairman: Go ahead, Ms. Rojas. 
 
Ms. Rojas: Thank you, Mr. Chairman. I 
think what Mr. Elliott is referring to is the 
news release where it’s the staffing 
processes or the policies. I think it’s the 
staffing processes, and it was out of a 
cabinet retreat in Cape Dorset, if I recall. 
What happened after that retreat was that 
the direct appointment directive in the 
Human Resource Manual was reviewed 
and there were some revisions made to that 
and approved by cabinet.  
 
In addition, we started monitoring how 
casuals were hired and making small 
changes that we hoped would make a 
difference in the length of time it takes to 
hire casuals, instead of going to Job 
Evaluation. For example, for all casual 
staffing actions, it would go straight to 
Staffing because Job Evaluation would, 
most of the time, maintain the same job 
evaluation numbers.  
 
In addition, the Department of Human 
Resources undertook a review of the 
organization with the mind to streamline 
and ensure there was less duplication of 
any processes. I think, since Louise has 
been the Deputy Minister of the 
department, that reorganization has been 
approved and the department will be 
working towards implementing that. It’s 

ᑐᓴᖅᑎᑦᑎᓚᐅᖅᓯᒪᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ 
ᐊᓯᔾᔨᕐᓂᐊᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓂᕐᒧᑦ 
ᐊᓯᔾᔩᓗᑎᑦ. ᖃᓄᕐᓕ ᑕᐃᒃᑯᐊ ᐊᑐᐊᒐᓯ 
ᐊᓯᔾᔨᖅᑕᐅᓯᒪᓕᖅᐸᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇ 
ᑐᓪᓕᐅᓯᒪᓕᕋᒪ ᕿᓚᒥᕈᓗᒃ ᒥᔅ ᐅᕉᕼᐋᔅ 
ᑭᐅᑎᓐᓂᐊᕋᒃᑯ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᕉᕼᐋᔅ. 
 
ᐅᕉ�ᐋᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅᑕ 
ᐃᐊᓕᐊᑦ ᐅᖃᐅᓯᖃᖅᑐᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓂᒧᑦ, ᑕᐃᑲᓐᖔᓚᐅᖅᑐᖅ 
ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᔨᖏᑦ ᑭᓐᖓᕐᓂᑦ ᕿᒪᕈᑎᓯᒪᓪᓗᑎᑦ 
ᑲᑎᒪᑎᓪᓗᒋᑦ. ᐊᓯᔾᔨᕈᑎᐅᔪᑦ ᑭᖑᓐᖓᒍᑦ 
ᑲᑎᒪᓚᐅᖅᑎᓪᓗᒋᑦ ᕿᒥᕈᑎᓯᒪᓪᓗᑎᑦ 
ᑎᒃᑯᐊᖅᓯᖃᑦᑕᕐᓂᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓂᐊᖅᑐᓂᑦ. 
 
 
 
 
 
ᒪᓕᒐᖏᑦ ᕿᒥᕐᕈᓇᖅᑕᐅᓚᐅᖅᑐᑦ ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐋᖅᑭᒋᐊᖅᑕᐅᓪᓗᑎᑦ 
ᒥᓂᔅᑕᐃᓪᓗ ᑲᑎᒪᔨᖏᓐᓄᑦ ᐊᖏᖅᑕᐅᓪᓗᑎᑦ. 
ᐃᓚᒋᓪᓗᒍᓗ, ᓈᓴᖅᓱᐃᕙᓪᓕᐊᓕᓚᐅᖅᑐᒍᑦ ᖃᓄᖅ 
ᐃᖅᑲᓇᐃᔭᐱᓪᓚᓚᐅᑲᑦᑕᑦ ᖃᓄᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕆᔭᐅᓲᖑᒻᒪᖔᑕ. ᐊᓯᔾᔨᕈᑕᐅᔪᓪᓗ 
ᑕᐃᒃᑯᐊ ᕿᓚᒻᒥᐅᓂᖅᓴᒃᑯᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓚᐅᐱᓪᓚᑦᑐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖃᑦᑕᕐᓗᓂ ᐃᓘᓐᓇᖏᓐᓄᑦ 
ᐃᖅᑲᓇᐃᔮᔅᓴᓄᑦ ᕿᒥᕈᓈᓗᖏᓪᓗᑕ, 
ᐃᖅᑲᓇᐃᔮᕆᔭᐅᔪᑦ ᑭᓱᓕᕆᔨᐅᒻᒪᖔᑦ. 
ᓱᕐᕋᓗᐊᖃᑦᑕᒻᒪᑕ ᓈᓴᐅᑎᖏᑦ. 
 
ᐃᓚᒋᓪᓗᒍ ᐱᓕᕆᕕᖓᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐱᓕᕆᐊᖃᓚᐅᕐᒪᑕ ᕿᒥᕈᓇᒃᖢᑎᒃ ᑎᒥᐅᑉ 
ᐋᖅᑭᓱᖅᓯᒪᓂᕆᔭᖓᓂᑦ ᐋᖅᑭᓱᐃᑦᑎᐊᑲᓐᓂᕈᒪᓪᓗᑎᑦ. 
ᐊᒻᒪ ᑕᒪᒃᑯᐊ ᐊᔾᔨᒌᑦᑐᑦ ᐱᓕᕆᔭᕆᐊᓖᑦ 
ᐊᑕᐅᓯᓐᖑᖅᑎᑕᐅᓪᓗᑎᑦ ᐊᔾᔨᒌᑑᑎᐅᓂᖏᑦ 
ᐊᖏᖅᑕᐅᓗᑎᓪᓗ ᐱᓕᕆᕕᒻᒥ. ᐱᓕᕆᕖᓪᓗ ᑖᓐᓇ 
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been a slow process, but I think we will be 
seeing more improvements over the 
coming months. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
That was a wording problem with me. It’s 
actually in the press release, it says hiring 
processes. I do remember it was in regard 
to… I think it came up with a lot of 
questions we were asking in terms of 
casual staffing actions that were repeated. 
There were also some issues about direct 
appointments. The GN Priority Hiring 
Policy expired in March of 2010. As of 
today, is the policy still current and, if not, 
when will it be revised and updated? Thank 
you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The policy is presently being updated. We 
have done a number of consultations. 
Further consultations will be expected to 
occur in the fall of 2010. We hope to have 
it updated in the spring of 2011. Thank you 
very much, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
Although we focus heavily on Article 23, 
Mr. Chairman, we have to remind 
ourselves that we are in our mandate in the 
public government. We also have to focus 
on the reality and the goals that we have in 
our mandate in a unique jurisdiction. 
 
This is for Madam Deputy Minister of 
Human Resources. The Inuit Employment 
Plan statistics produced by your department 
indicates that as of March 2010, the GN 

ᐃᖅᑲᓇᐃᔭᕐᓂᐊᖅᑐᖅ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᓂᕐᒥᑦ 
ᑖᒃᑯᓂᖓ ᓱᒃᑲᐃᑦᑐᕈᓘᒐᓗᐊᑦ ᐊᑐᓕᖅᑎᑕᐅᓂᖅ 
ᑭᓯᐊᓂ ᑕᖅᑭᓂᑦ ᐊᒡᒋᖅᑐᓂᑦ 
ᐱᐅᓯᕚᓪᓕᖅᓯᒪᓂᐊᖅᑐᖅ ᑕᒪᓐᓇ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᓯᖅᑕᖓ ᑖᒃᑯᐊ ᓴᖅᑭᖅᑕᐅᓚᐅᖅᑐᓂᑦ 
ᐱᕙᓪᓕᐊᔪᓂᑦ ᑕᐃᒪᓐᓇ ᐅᖃᖅᓯᒪᓚᐅᕐᒪᑦ 
ᐊᐱᖅᓲᑎᔅᓴᓂᑦ ᓴᖅᑭᑦᑎᔪᖃᓚᐅᕐᒪᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓚᐅᐱᓪᓚᑦᑐᓂᑦ ᒥᔅᓵᓄᑦ ᑐᓴᒐᔅᓴᓂᑦ 
ᓴᖅᑭᑦᑎᔪᖃᕐᒪᑦ. ᑎᒃᑯᐊᖅᓯᖃᑦᑕᕐᓂᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓂᐊᖅᑐᓂᑦ ᐱᓪᓗᒋᑦ. ᓄᓇᕗᑦ 
ᒐᕙᒪᒃᑯᖏᓐᓂ ᐃᖅᑲᓚᐃᔭᖅᑎᑖᓂᕐᒧᑦ 
ᓯᕗᓪᓕᐅᔾᔭᐅᓯᒪᔪᓂᑦ ᐊᑐᐊᒐᖅ ᐃᓱᓕᓚᐅᕐᒪᑦ ᒫᑦᔨ 
2010-ᖑᑎᓪᓗᒍ. ᐅᓪᓗᒥ ᑖᓐᓇ ᐊᑐᖅᑕᐅᕗᖅ ᓱᓕ? 
ᖃᖓᓕ ᓄᑖᕈᕆᐊᖅᑕᐅᓂᐊᕐᒪᑦ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇ 
ᓄᑖᕈᕆᐊᖅᑕᐅᕙᓪᓕᐊᓕᖅᑐᖅ ᐊᑐᐊᒐᖅ, ᐅᑭᐊᒃᓵᖅ 
2010-ᖑᓕᖅᐸᑦ ᐱᔭᕇᖅᑕᐅᓛᖅᑰᖅᑐᖅ 
ᓄᑖᖑᓂᖅᓴᐅᓕᕐᓗᑎᑦ ᐅᐱᕐᖔᖓᓂᑦ 2011-ᒥᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕗᐃᓴ. ᒥᔅᑕ 
ᓂᓐᖓᖅ 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᔨᒋᓂᖅᓴᐅᒐᓗᐊᖅᑎᓪᓗᑕ ᓈᓴᐅᑎᖓ 23-ᒥ 
ᓄᓇᑖᕈᑎᓂᑦ ᐃᒃᓯᕙᐅᑖᖅ 
ᐃᖅᑲᐃᑎᑦᑎᖃᑦᑕᕆᐊᖃᕋᑦᑕ ᐅᕙᑦᑎᓐᓂᑦ ᐃᓛᓐᓂᒃᑯᑦ. 
ᑎᓕᔭᐅᓯᒪᒐᑦᑕ ᒐᕙᒪᒃᑰᓪᓗᑕ ᑭᒃᑯᓕᒫᓄᑦ 
ᒐᕙᒪᐅᓂᐊᖅᑐᑕ. 
 
 
 
ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᓪᓚᑖᖅᑐᓂᑦ 
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had 3,859 total positions, of those 1,512 
positions were filled by beneficiaries. This 
is only 39 percent of the total number of 
current positions.  
 
In order to achieve an 85 percent Inuit 
workforce by the year 2020, the 
government would need to hire 
approximately 1,768 new Inuit employees 
in less than ten years and not lose a single 
one of its existing employees. My question, 
Mr. Chairman, is: how is the government 
going to actually achieve this? Thank you, 
Mr. Chairman. 
 
Chairman: Thank you, Mr. Ningark. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The Inuit Employment Plan will certainly 
be part of our Human Resource Strategic 
Plan. It will be a very key part of that plan.  
 
The reorganization of the Department of 
Human Resources also focuses on Inuit 
employment in that we have identified ten 
positions, which is an increase from our 
previous number of four positions that 
focus on Inuit employment. The positions 
will be responsible for ensuring that all 
divisions of the department are responsible 
for Inuit employment, not just specifically 
the individuals who are responsible for 
Inuit employment in their job but that 
everybody will be discussing Inuit 
employment in their staff meetings. We all 
have people designated to go out to 
departments. 
 
We will be looking at new ideas and new 
reasons and working with the other 
departments to hopefully increase our Inuit 
employment numbers. Thank you very 
much, Mr. Chairman. 
Chairman: Thank you, Ms. Wasson. Mr. 
Ningark. 

ᐱᓕᕆᐊᖃᖃᑦᑕᕆᐊᖃᖅᑐᒍᑦ ᑕᒪᒃᑯᓂᖓ 
ᑐᕌᒐᔅᓴᑎᓐᓂᑦ ᐊᑐᓂ ᓄᓇᖁᑎᒋᔭᐅᔪᓂᑦ. ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᓂᐊᕐᓗᑎᑦ ᓴᓇᔭᐅᓯᒪᔪᑦ 
ᐃᓕᔅᓯᓐᓄᑦ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓᓐᓄᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ. ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᓂᐊᕐᓗᑎᑦ ᐅᐸᓗᖓᐅᔭᐅᑎᖏᑦ 
ᓇᓗᓇᐃᖅᓯᓯᒪᒻᒪᑕ ᒫᑦᓯ 2010 ᑕᐃᔅᓱᒪᓐᖓᓂᑦ 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ 3,859-ᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖃᓕᕐᒪᑕ ᑕᕝᕙᓂ. ᑕᕝᕙᓐᖓᑦ 1,512 
ᐃᓐᓄᑦᑕᐅᓯᒪᓪᓗᑎᑦ. ᑖᓐᓇ 39-ᐳᓴᒋᑐᐃᓐᓇᕐᒪᒍ ᒫᓐᓇ 
ᐃᖅᑲᓇᐃᔭᖅᑐᑦ. 
 
ᑕᐃᒪᓕ 85-ᐳᓴᒥᑦ ᐃᖅᑲᓇᐃᔭᖁᓪᓗᒋᑦ ᐃᓄᐃᑦ 
2020-ᒥᑦ ᒐᕙᒪᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕆᐊᖃᕋᔭᖅᑐᑦ 
1,768 ᐃᓄᓐᓂᑦ ᐊᕐᕌᒍᑦ ᖁᓕᑦ ᐊᓂᒍᓚᐅᖅᑎᓐᓇᒋᑦ. 
ᐊᒻᒪ ᐊᑕᐅᓯᕐᒥᓘᓐᓃᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᑦ 
ᔭᒐᐃᖏᓪᓗᑎᑦ ᒫᓐᓇᐅᔪᖅ. ᐊᐱᖅᑯᑎᒐ ᐃᔅᓯᕙᐅᑖᖅ 
ᖃᓄᕐᓕ ᒐᕙᒪᒃᑯᑦ ᑖᑦᓱᒥᖓ ᑎᑭᓐᓂᐊᕐᒪᑕ 
ᑐᕌᒐᒃᓴᒥᓂᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓂᓐᖓᖅ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓄᖕᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᐸᓪᓕᐊᓂᒧᑦ ᐸᕐᓇᐅᑏᑦ, 
ᐸᕐᓇᐅᑏᑦ ᐱᖃᓯᐅᔾᔭᐅᓯᒪᓂᐊᕐᒪᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐸᕐᓇᐅᑎᖏᓐᓄᑦ, 
ᖃᓄᖅᑑᕈᑎᒋᓯᒪᔭᑦᑎᓐᓄᑦ. 
 
ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑐᕌᒐᖃᖅᓯᒪᔪᑦ ᖁᓕᓂᒃ 
ᐃᓂᓂᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ ᐃᓄᖕᓄᑦ. 
ᑎᓴᒪᐅᖃᑦᑕᓚᐅᕋᓗᐊᕐᖓᑕ ᐃᓚᒃᑲᓐᓂᖅᓯᒪᔪᑦ 
ᐃᓂᒃᓴᓂᒃ ᑲᒪᒋᔭᖃᓂᐊᕐᑐᑎᒃ ᑖᒃᑯᐊ ᐱᓕᕆᕝᕕᓕᒫᑦ 
ᐊᕕᒃᑐᖅᓯᒪᔪᑦ ᑲᒪᒋᔭᖃᖅᐸᒃᑐᑦ ᐃᓄᖕᓂᒃ 
ᐃᖅᑲᓇᐃᔮᒃᓴᖃᕐᓂᕐᒥᒃ, ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖃᑦᑕᖅᑐᑦ. 
ᐊᒻᒪᓗ ᐊᐅᓚᑦᑎᓯᔨᐅᖃᑦᑕᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᖕᓂᒃ 
ᐃᓄᖕᓂᒃ ᖃᓄᖅ ᐊᐅᓚᑦᓯᑦᓯᐊᒃᑲᓐᓂᕈᓐᓇᕐᒪᖔᑕ, 
ᐃᓐᓄᒃᐸᓪᓕᐊᓂᖏᓐᓂᒃ. 
 
 
 
 
 
 
ᓄᑖᓂᒃ ᖃᓄᖅᑑᕈᑎᒃᓴᓂᒃ ᐃᑲᔪᕆᐊᕈᑎᒃᓴᓂᒃ 
ᑐᓐᖓᓱᒃᑎᑦᑎᑐᐃᓐᓇᖅᑐᒍᑦ, ᑖᒃᑯᐊ 
ᐊᒥᓱᕈᖅᐸᓪᓕᐊᓂᖅᓴᐅᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓂ ᐃᓄᐃᑦ. ᖁᔭᓐᓇᒦᒃ 
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Mr. Ningark: Thank you, Mr. Chairman. 
Can you share with us what those new 
ideas may be? Thank you, Mr. Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: I’m afraid not at this time 
and I apologize for that. The functional 
review has just been completed and 
approved this past week, so the group has 
not had an opportunity to meet and get 
going on their planning. Certainly they will 
be brainstorming ideas and working with 
our co-partners in the department to come 
up with new ideas because it’s obvious we 
do need some new ideas and strategies.  
 
Although, I can add to that. One of the 
issues that we have discussed through the 
deputy level is the career development and 
the laddering that we need to be able to 
move people through the system. Thank 
you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. I 
have a question for you. Will you provide a 
copy of the functional review to us, yes or 
no? 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’ll get my Minister to commit to providing 
a copy. Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
My question to the Madam Deputy 
Minister is: can you assure the existing 
employees and this Committee, comes one 
day when we have full potential 85 percent 
Inuit employment is filled, that existing 
employees that we have now and the next 
10 years, if they don’t move on, will be 
given their positions unless they’re willing 
to move on? Can you assure the employees 
that we have today that they will not lose 

ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᕙᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ . 
ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᓄᑖᖑᓂᕋᕐᑕᓯ ᖃᓄᖅᑑᕈᑎᒃᓴᐃᑦ 
ᐅᖃᐅᓯᕆᔪᓐᓇᖅᐱᒌᑦ? 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐅᖃᕈᓐᓇᓐᖏᑦᑐᖓ ᒫᓐᓇ, 
ᒪᒥᐊᓇᐅᒐᓗᐊᖅ. ᐊᐅᓚᓂᕆᒐᔭᖅᑕᖓᑕ 
ᕿᒥᕐᕈᔭᐅᕋᑖᓚᐅᕐᒪᑦ ᑕᕝᕙᓂ ᐱᓇᓱᐊᕈᓯᑦᑐᓐᓂ. 
ᐸᕐᓇᐅᑏᑦ ᓱᓕ ᐱᒋᐊᓚᐅᓐᖏᒻᒪᑕ 
ᐊᐅᓚᔾᔭᒋᐊᓚᐅᓐᖏᒻᒪᑕ. ᑕᐃᒃᑯᐊ ᑲᑐᔾᔨᖃᑎᒋᔭᕗᑦ 
ᐱᓕᕆᓕᕝᕕᒋᔭᑦᑎᓐᓃᑦᑐᑦ ᖃᓄᖅᑑᖃᑎᒋᓯᒪᒐᑦᑎᒍᑦ 
ᓄᑖᓂᒃ ᐃᓱᒪᒃᓴᖅᓯᐅᖅᓯᒪᓪᓗᑕ ᐸᕐᓇᐅᑎᑦᑎᓐᓄᑦ 
ᐃᓚᓕᐅᑎᒐᔭᓐᖑᐊᖅᑐᓂᒃ. ᑭᓯᐊᓂ ᑲᔪᓯᓚᐅᓐᖏᒻᒪᑕ. 
 
 
 
 
ᐊᒻᒪ ᐅᖃᐅᓯᐅᖅᑲᐅᔪᖅ ᖁᓕᕇᓕᖅᐸᓪᓕᐊᔪᑦ 
ᖁᑦᓯᓂᒃᓴᓄᑦ ᐃᓕᕙᓪᓕᐊᔪᓐᓇᖁᓪᓗᒋᑦ 
ᐃᓕᓐᓂᐊᕐᓂᖏᑎᒍᑦ ᑕᒪᓐᓇ ᐱᖃᓯᐅᔾᔭᐅᓯᒪᔪᖅ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᒥᔅ ᐅᐊᔅᓴᓐ . 
ᐊᐱᖅᑯᑎᒃᓴᖃᕋᒪ ᐃᓕᓐᓄᑦ. ᑖᓐᓇ ᐊᐅᓚᓂᖏᓐᓄᑦ 
ᕿᒥᕐᕈᓯᒪᔭᓯ ᐸᕐᓇᐅᑎᓰ ᖃᐃᒍᔾᔨᒍᓐᓇᖅᑭᓯ 
ᐊᔾᔨᖏᓐᓂᒃ? 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᑖᓐᓇ ᑐᖏᓕᕋ ᑎᓕᓂᐊᖅᑲᕋ 
ᐃᓕᑦᓯᓐᓄᑦ ᖃᐃᑦᓯᖁᓗᒍ ᐊᔨᖏᓐᓂᒃ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ.  
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᔭᕋ ᒥᓂᓯᑕᐅᑉ ᑐᖏᓕᐊᓄᑦ 
ᐅᖃᐅᑎᒍᓐᓇᖅᐱᑎᒍᑦ ᒫᓐᓇ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ, 
ᐅᕙᑦᑎᓐᓄᓪᓗ ᒪᓕᒐᓕᐅᔪᑎᒍᑦ, ᑕᐃᑦᓱᒪᓂ 85-ᐳᓴᓐ 
ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᓕᓛᖅᑑᑦ? ᒫᓐᓇ 
ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᐃᓄᒋᐊᓐᓂᖏᑦ ᐃᓄᐃᑦ 
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their employment because of what we are 
trying to achieve today? Thank you, Mr. 
Chairman.  
 
Chairman: Thank you, Mr. Ningark. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Are you referring to the functional review 
or losing employment in general? Thank 
you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
Can you educate me? I know what the 
functional is; it’s something that is 
performing, active, and achieving things. 
What sort of functional review are you 
indicating to me? Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
am referring to the functional review and 
the reorganization of the Department of 
Human Resources. Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. I don’t have any 
other names on here, so we will go back to 
where we were earlier. Staffing, paragraphs 
39 to 62. Any questions? Mr. Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. I 
just have a quick question regarding 
September 15 of this year, a news release 
that the cabinet met to set up a roadmap for 
the future. On the fourth paragraph, it says, 
“The Cabinet agreed to cut down on 
duplication in the Government of 
Nunavut…” What exactly does this mean? 
Does it mean that they will be cutting 
positions within the government if they feel 
that a position is not needed? Thank you, 

ᐃᓕᓯᒪᐃᓐᓇᖅᐸᑕ ᐊᒻᒪ ᐃᓚᕙᒃᐸᑕ 
ᐊᓯᐊᓅᖅᓯᒪᓐᖏᑦᑎᐊᖅᐸᑕ. ᑭᓯᐊᓂ ᐃᒻᒥᓂᒃ 
ᐊᓯᐊᓅᕈᒪᓐᓂᖅᑲᑕ ᓅᒐᔭᕐᒥᖕᒪᑕ. 
ᑲᔪᖏᖅᑐᐃᒍᓐᓇᖅᐲᑦ ᑕᐃᒃᑯᓂᖓ ᐅᕙᑦᑎᓐᓂᓪᓗ 
ᑖᒃᑯᐊ ᐃᓕᓯᒪᐃᓐᓇᖁᓪᓗᒋᑦ ᑲᔪᖐᓐᓇᖁᓪᓗᒋᑦ 
ᐃᖅᑲᓇᐃᔮᖏᓐᓄᑦ ᖃᓄᖅᑑᕈᑎᒋᓚᖓᒍᑦᓯᐅᒃ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᓂᓐᖓᖅ. ᒥᔅ 
ᐅᐊᔅᓴᓐ . 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐅᓚᓂᖏᑕ ᕿᒥᕐᕈᓂᖅ ᑕᒪᐃᓐᓅᖓᖕᒪᑦ 
ᐅᓂᒃᑳᕆᒥᐊᑦᑕᕗᑦ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓂᓐᖔᖅ 
 
ᓂᓐᖔᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓕᓐᓂᐊᖅᑎᒍᓐᓇᖅᐱᖓ? ᑐᑭᓯᒐᓗᐊᖅᑐᖓ ᑲᔪᓯᓂᖅ 
ᐊᒻᒪᓗ ᕿᒥᕐᕈᓂᕐᓗ. ᑭᓱᒥᒃ ᕿᒥᕐᕈᓯᒪᒐᑦᓯ 
ᐊᐅᓚᓂᐅᔪᓂᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᓚᐅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᑖᓐᓇ ᐊᐅᓚᓃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᐅᓚᓂᖓᑕ ᐃᓗᐊᓂ 
ᕿᒥᕐᕈᓯᒪᔭᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᒃᑯᑦ) ᖁᔭᓐᓇᒦᒃ ᐅᑎᑲᐃᓐᓇᕐᒥᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒧᑦ 39-ᒥᑦ 62-ᒧᑦ. ᐊᐱᖅᑯᑏᑦ. 
ᒥᔅᑕ ᕋᒻᐴᑦ. 
 
 
ᕋᒻᐴᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒃᓴᖃᕋᒪ ᓴᑉᑖᒻᐸᕐ 15 ᑕᕝᕙᓂ ᐊᕐᕌᒍᑦᑎᓐᓂ 
ᑐᓴᒐᒃᓴᑕᖃᓚᐅᕐᒪᑦ ᒥᓂᓯᑕᐃᑦ ᑲᑎᒪᔨᖏᓐᓂᑦ 
ᓯᕗᓂᒃᓴᑦᑕ ᐊᖅᑯᑎᒋᓂᐊᖅᑕᖓᓂᒃ. ᐊᒻᒪ ᒐᕙᒪᒃᑯᑦ 
ᑖᒃᑯᓂᖓᑦᑕᐃᓐᓇᖅ ᐱᓕᕆᐊᖑᖃᑦᑕᖅᑐᓂᒃ 
ᑲᑎᖅᓱᐃᓗᑎᒃ ᐋᖅᑭᑦᑐᐃᑦᑎᐊᓚᖓᖕᒪᑕ. ᖃᓄᖅ 
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Mr. Chairman. 
 
Chairman: Thank you, Mr. Rumbolt. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
apologize for the delay. I am deferring the 
question to Deputy Aluki Rojas. 
 
Chairman: Ms. Rojas. 
 
Ms. Rojas: Thank you, Mr. Chairman. In 
terms of the cabinet retreat, we weren’t 
privy to what was discussed, so we don’t 
know exactly what that refers to. However, 
with the Department of Human Resources, 
when we take that press release and 
understand duplication, what we take is 
that we will be reviewing our staffing 
process to ensure there is no duplication.  
 
Like I said earlier, for example, when one 
department submits a casual staffing 
action, instead of going to Job Evaluation, 
where the evaluation would already be 
known for a position, it would go straight 
to Staffing. So I can provide that as an 
example of some of the duplication we 
would be trying to reduce to ensure that the 
staffing process was lessened in terms of 
the time period.  
 
In terms of eliminating positions, at this 
point, there are no discussions or any 
thought on trying to eliminate positions. 
We’re just looking at how we can 
streamline our processes. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. I would just like to 
clarify what you just mentioned. You are 
trying to tell us that the cabinet doesn’t 
communicate with the different 
departments on this issue. Ms. Rojas. 
 
Ms. Rojas: Thank you, Mr. Chairman. I 

ᑐᑭᖃᖅᑐᑦ ᑖᒃᑯᓂᖓᑦᑕᐃᓐᓇᖅ ᑲᒪᕙᒃᑐᑦ 
ᑭᐱᔭᐅᓂᐊᖅᑐᑦ ᐃᖅᑲᓇᐃᔮᖏᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᕌᐳᑦ. ᒥᔅ 
ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒪᒥᐊᓇᖅ ᐃᒃᓯᕙᐅᑖᖅ ᐊᐱᖅᑯᑎ ᑐᖏᓕᓐᓅᕋᒃᑯ 
ᐅᕉᕼᐅᔅᒧᑦ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑏ. 
 
ᐅᕉHᐋᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᓂᖃᖅᑎᓪᓗᒋᑦ ᐅᖃᐅᓯᒋᔪᔭᖏᑦ 
ᖃᓄᐃᓕᐅᓪᓚᑦᑖᕐᓂᕐᒪᖔᑕ ᓇᓗᓇᕐᒪᑦ 
ᑲᓐᖑᓇᖅᑐᒃᑰᔪᖕᒪᑕ. ᑕᐃᒫᒃ ᑐᓴᒐᒃᓴᖅ ᓴᖅᑭᑕᐅᖕᒪᑦ 
ᑖᒃᑯᓂᖓᑦᑕᐃᓐᓇᖅ ᐃᖅᑲᓇᐃᔮᓂᒃ 
ᐅᖃᐅᓯᖃᖅᑎᓪᓗᒋᑦ ᑖᓐᓇ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓕᕋᐃᒍᑦᑕ 
ᕿᒥᕐᕈᓇᑦᑎᐊᖃᑦᑕᖁᓪᓗᑕ ᑖᒃᑯᐊᑦᓴᐃᓐᓇᐃᑦ 
ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ ᐃᓐᓄᓕᓐᖏᒃᑲᓗᐊᕐᒪᖔᑕ 
ᓇᓪᓕᐊᓂᑐᐃᓐᓇᖅ. 
 
ᓲᕐᓗ ᖃᐅᔨᓴᕐᓂᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑉ 
ᐃᖅᑲᓇᐃᔭᕈᓐᓇᕐᓂᖓ ᐅᕝᕙᓗ 
ᐃᓕᓐᓂᐊᑲᓐᓂᕆᐊᖃᕐᖓᖔᖅ ᐅᕝᕙᓗ 
ᐱᔪᓐᓇᓐᖏᓗᐊᕐᒪᖔᑦ. ᑕᒪᒃᑯᐊᒐᓚᐃᑦ 
ᖃᐅᔨᓴᖅᑕᐅᓂᖏᑦ ᐃᓚᖏᑎᒍᑦ ᑖᒃᑯᓂᖓᑦᑕᐃᓐᓇᖅ 
ᑲᒪᒋᔭᐅᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᓄᑦ 
ᐊᕕᒃᑐᖅᓯᒪᔪᓂᒃ. ᑕᕝᕙ ᖃᐅᔨᓴᕐᓃᑦ 
ᓇᓗᓇᐃᕋᓱᐊᖅᑲᕗᑦ ᑲᑎᒐᓱᐊᕐᓗᒋᑦ. 
 
 
 
ᓄᖅᑲᖅᑎᑕᐅᔪᖃᔾᔮᓐᖏᑦᑐᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ. 
ᐃᓂᓪᓚᒃᓴᑲᓐᓂᑐᐃᓐᓇᖅᑕᕗᑦ ᖃᓄᖅ ᐱᐅᓯᕆᕙᒃᑕᕗᑦ 
ᖃᐅᔨᓴᖅᑎᓪᓗᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ 
ᐋᖅᑭᒋᐊᑦᑎᐊᖁᓪᓗᒋᑦ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 
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guess I put myself into that situation. I can 
confirm that cabinet does communicate 
with Deputy Ministers. For this recent 
retreat, however, we have not received 
anything in terms of paper yet. That will 
probably come forward as a regular process 
through the deputy ministers committee. 
We’re going to be receiving that. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. I guess it’s been 
over a year, so it takes a while to get the 
information. Mr. Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. 
The news release I was referring to was 
September of this year, so it’s not that long 
ago. How long before the Deputy Ministers 
have this review done and have something 
prepared to present to the rest of us? Thank 
you. 
 
Chairman: Thank you, Mr. Rumbolt. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m not sure of your question actually. Can 
you elaborate? Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Rumbolt. 
 
Mr. Rumbolt: Thank you, Mr. Chairman. 
In the response that was given, it said that 
after the Ministers did a retreat that the 
Deputy Ministers have not yet gotten 
together and formulated a plan in regard to 
the question I asked about the cabinet 
agreeing to cut down on duplication in the 
Government of Nunavut. How long will the 
process take before they do start meeting 
and get this process moving? Thank you, 
Mr. Chairman. 
 
Chairman: Thank you, Mr. Rumbolt. Ms. 
Wasson.  
 

ᓇᓗᓇᐃᕆᐊᑐᐃᓐᓇᖅᑐᒍ ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᓂᖏᑦ 
ᐱᓕᕆᕝᕕᓐᓂ ᐊᒥᓱᓂᒃ ᐊᕕᒃᑐᖅᓯᒪᔪᓂᒃ 
ᐅᖃᖃᑎᖃᖅᐸᓐᖏᑦᑐᑦ, ᑕᐃᒪᐃᓕᕖᑦ? 
 
 
ᐅᕉHᐋᔅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. ᑕᐃᒫᖃᐃ 
ᐃᒻᒥᓂᒃ ᓂᓪᓕᐅᑎᒋᒐᒃᑯ ᑕᐃᒪᐃᓕᕗᖓ. ᒥᓂᔅᑕᐃᑦ 
ᑐᖏᓕᖏᓐᓂᒃ ᑲᑎᖃᑎᖃᖅᐸᒃᑐᑦ. ᑭᓯᐊᓂ ᒫᓐᓇᕋᑖᖅ 
ᑲᑎᒪᓂᖃᓚᐅᖅᑎᓪᓗᒋᑦ ᒥᓂᔅᑕᐃᑦ ᐸᐃᑉᐹᑎᒍᑦ ᓱᓕ 
ᑐᖏᓕᐅᓪᓗᑕ ᖃᐃᑦᑎᔭᐅᓚᐅᓐᖏᑦᑐᒍᑦ. 
ᐅᖃᐅᔾᔭᐅᓚᐅᓐᖏᑦᑐᒍᑦ. ᑭᓯᐊᓂ ᑕᐃᒃᑯᐊ 
ᐊᑐᕋᔪᒃᑕᕗᑦ ᐊᑐᖅᑕᐅᓚᖓᖕᒥᖕᒪᑕ ᒥᓂᔅᑕᓄᑦ 
ᐋᖅᑭᑦᑎᐊᓚᐅᕐᓗᑎᒃ ᖃᐃᑦᑎᔭᐅᓛᖅᑐᒃᓴᐅᖕᒥᔪᒍᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 
ᐊᕐᕌᒍᓕᒫᖃᐃᖑᓕᕐᒪᓇᐃ ᑐᓴᒐᒃᓴᖅᑕᖃᓗᐊᓐᖏᑦᑐᖅ. 
ᒥᔅᑕ ᕌᒻᐳ. 
 
ᕋᒻᐴᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᑐᓴᒐᒃᓴᖅ ᓯᑎᐱᕆ, ᒫᓐᓇᓕᓵᖅ, ᐊᕐᕌᓂᐅᓐᖏᑦᑐᖅ. 
ᒥᓂᔅᑕᐃᑦ ᑐᖏᓕᖏᑦ ᖃᖓᒃᑯᑦ ᕿᒥᕐᕈᓯᒪᓕᓛᖅᐸᑦ 
ᒥᓂᔅᑕᐃᑦ ᐅᖃᐅᓯᕕᓂᖏᓐᓂᒃ ᐊᒻᒪ ᖃᖓ 
ᖃᐃᑕᐅᓛᖅᐸᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᕋᒻᐴᑦ. ᒥᔅ 
ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑐᑭᓯᑦᑎᐊᓐᖏᓐᓇᒃᑯᑦ ᐊᐱᖅᑯᑏᑦ. 
ᓇᓗᓇᐃᕆᐊᕈᓐᓇᖅᐱᐅᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᕋᒻᐴᑦ. 
 
ᕋᒻᐴᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑭᐅᖅᑲᐅᖕᒪᑦ ᐃᓛᒃ, ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᓚᐅᖅᓱᑎᒃ 
ᐃᒻᒥᒃᑯᑦ ᒥᓂᔅᑕᐃᑦ ᑐᖏᓕᖏᑦ ᓱᓕ ᑲᑎᓚᐅᓐᖏᒻᒪᑕ 
ᐅᖃᐅᓯᕕᓂᖏᓐᓂᒃ ᕿᒥᕐᕈᓇᒡᓗᑎᒃ ᖃᓄᖅᑑᕐᓗᑎᒃ. 
ᐊᒻᒪ ᒥᓂᔅᑕᐃᑦ ᐅᖃᓚᐅᕐᒪᑕ ᑖᒃᑯᓂᖓᑦᑕᐃᓐᓇᖅ 
ᐃᖅᑲᓇᐃᔮᓂᒃ ᐋᖅᑭᑦᑐᐃᖁᓪᓗᒋᑦ 
ᐊᑕᐅᓯᓐᖑᖅᑕᐅᕙᓐᓂᐊᖁᓪᓗᒋᑦ. ᖃᖓᓕ 
ᖃᐅᔨᒃᑲᖅᑕᐅᓂᐊᖅᐱᓯ ᐅᕝᕙᓗ ᖃᖓ 
ᐱᒋᐊᕐᓂᐊᖅᐱᓯᐅᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Ms. Wasson: Thank you, Mr. Chairman. 
As soon as the information is received. The 
Deputy Ministers do meet on a regular 
basis, so we will be discussing it as soon as 
we receive the information. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. I do have a question to pose for 
the human resources guests here at the 
table. Mr. Chairman, just bear with me. I 
want look over the appropriate section and 
the paragraph in the Auditor General’s 
report. The question I do have is in relation 
to the court filing related to NTI’s lawsuit 
against the federal government.  
 
The GN stated that its Article 23 training 
initiatives, including the Summer Student 
Employment Equity Program, and what 
was discussed earlier was the Akitsiraq 
Law Program, the Sivuliqtiksat Internship 
Program, the Financial Internship Program, 
the Adult Learning Strategy, the Nunavut 
Community Skills Information System, the 
Inuit Education Leadership Program, the 
Inuit Studies Program, the Nunavut 
Teachers Program, the Nunavut Nursing 
Program, as well the new Inuit Language 
Protect Act, and the Young Parents Stay 
Learning Initiative. I want to ask which of 
these programs have been the most 
successful in producing graduates who 
have gone on to work for the GN and 
which have been the least successful. 
Thank you. 
 
Chairman: Thank you, Mr. Aupaluktuq. 
Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
regret that I would like to have that 
information available, but I do not have 
those statistics immediately available. 

 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᕋᒻᐴᑦ. ᒥᔅ 
ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᑐᓴᒐᒃᓴᐃᑦ ᖃᐃᑕᐅᑐᐊᖅᐸᑕ ᒥᓂᔅᑕᐃᑦ ᑐᓪᓕᖏ 
ᑲᑎᓐᓂᐊᕐᒥᔪᑦ. ᑲᑎᒋᐊᖃᓕᕋᐃᖕᒪᑕ 
ᐅᖃᐅᓯᕆᓂᐊᕐᒥᔭᕗᑦ ᑕᒪᒃᑯᐊ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐅᐊᔅᓴᓐ . ᒥᔅᑕ 
ᐊᐅᐸᓗᒃᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒃᓴᖃᓕᕋᒪ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ 
ᖃᐃᖁᔭᐅᓯᒪᔪᓄᑦ. ᐊᐱᖅᑯᑎᒐ, ᐃᒃᓯᕙᐅᑖᖅ, 
ᓇᓂᑲᐃᓐᓇᕐᓚᒍᐃ. ᑖᓐᓇᑦᓯᐊᖅ ᕿᒥᕐᕈᓇᑦᑎᐊᕐᓗᒍ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᖓ 
ᕿᒥᕐᕈᓇᑦᑎᐊᑲᐃᓐᓇᕐᓂᐊᕋᒃᑯ. ᐊᐱᖅᑯᑎᒐ 
ᐃᖅᑲᖅᑐᐃᕕᒃᑯᑦ ᓄᓇᕗᑦ ᑐᓐᖓᕕᒃᑯᓂ 
ᐃᖅᑲᖅᑐᐃᕕᓕᐊᕈᑎᓯᒪᔭᖏᑦ ᒐᕙᒪᑐᖃᒃᑯᓐᓂᑦ. 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᐅᖃᖅᓯᒪᒻᒪᑕ ᑕᐃᑲᓂ 
ᐊᖏᕈᑎᐅᓯᒪᔪᖅ 23-ᒥ ᐱᒋᐊᕈᑕᐅᒍᒪᓯᒪᔪᖅ 
ᐆᑦᑑᑎᒋᓗᒍ ᐊᐅᔭᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑎᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖃᑲᐃᓐᓇᖃᑦᑕᕐᓂᖅ ᓇᒥᑐᐃᓐᓇᖅ. 
ᑖᒃᑯᓇᓂ ᒐᕙᒃᑯᓐᓂ ᓯᕗᓕᖅᑎᒃᓴᑦ ᐃᖅᑲᓇᐃᔭᖅᓯᓐᓈᑦ 
ᐅᖃᐅᑎᒋᐊᕆᔨᖃᕐᓗᑎᑦ ᐃᖅᑲᓇᐃᔭᖃᑦᑕᖅᑐᑦ 
ᓄᓇᓕᓐᓂ ᐱᓕᕆᔨᐅᓂᕐᒧᑦ ᖃᐅᔨᒪᔨᑕᐅᓂᕐᒧᑦ. 
ᐃᓄᐃᑦ ᓯᕗᓕᖅᑎᒃᓴᖏᑦ ᐱᓕᕆᐊᖅ ᐃᓄᓕᕆᓂᕐᒧᑦ 
ᐃᓄᐃᑦ ᐱᐅᓯᖏᓐᓂᑦ ᐃᓕᓐᓂᐊᕐᓂᖅ, 
ᐋᓐᓂᐊᓯᐅᑎᒃᓴᐅᓂᖅ, ᐃᓄᐃᓪᓗ ᐅᖃᐅᓯᕐᖓᐅᑕᖓ 
ᓴᐳᔾᔭᐅᓂᖓᓄᑦ ᐱᓕᕆᐊᑦ. ᖃᐅᔨᒍᒪᒐᓗᐊᖅᑐᖓ 
ᑖᒃᑯᐊ ᐃᓕᓐᓂᐊᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᐅᖃᐅᓯᒋᖃᑖᖅᑕᒃᑲ 
ᓇᓪᓕᐊᑦ ᐊᓕᐊᓇᐃᒋᔭᐅᓛᖑᕙᑉᐸ ᐊᒥᓲᓛᖑᕙᑉᐸᓪᓗ 
ᐱᔭᕇᖅᑐᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ . 
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Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Paragraphs 53 to 55, which are on page 22 
of the Auditor General’s report, refer to 
problems that arise when permanent 
positions are filled on a temporary basis. 
My question to the Department of Human 
Resources is: what is your department 
doing to reduce the practice of filling 
permanent positions on a temporary basis? 
Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
There are several initiatives that we have in 
place. One is the review of the direct 
appointment process and looking at all the 
casuals department from department to see 
who we actually could recommend for a 
direct appointment. That is one of the 
processes that we have in place. Providing 
regular reports to the Deputy Ministers on 
the number of casuals that they have and 
what positions that those individuals are in; 
transfer assignments; reviewing the transfer 
assignment process; we do have a plan to 
review the process and ensure that the 
process has been properly applied; and 
looking at the rules for transfer 
assignments to see if we need to change 
those rules and tighten up the transfer 
assignment process. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for that response. You 
mentioned about direct appointments. 
Sometimes when people are directly 
appointed, it goes from a casual staffing 

 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᒡᒍᐊᓇᖅᑑᒐᓗᐊᖅ ᐱᓯᒪᑦᑎᖏᑦᑎᐊᕐᒥᒐᒪ ᓈᓴᐅᑎᓂᑦ 
ᓈᓴᖅᓯᒪᓐᖏᓇᑦᑎᒍᑦ ᑕᕝᕙᑦᑕᐅᑎᒋ 
ᖃᐅᔨᒋᐊᕆᐊᖃᕋᔭᕐᒪᑕ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 33-ᒥᒃ 
55-ᒧᑦ ᑎᑎᕋᖅᓯᒪᔪᑦ 22 ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 22-
ᖓᓃᑦᑐᖅ ᒪᑉᐱᒐᕐᒥ. ᑕᐃᒃᑯᐊ ᕿᓚᒥᑲᐃᓐᓇᖅ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᑐᐃᓐᓇᖃᑦᑕᖅᑐᓂᑦ 
ᐃᓐᓄᒃᑕᐅᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ. ᐱᓕᕆᕕᓰ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐃᖅᑲᓇᐃᔮᖑᑦᑕᐅᔭᕆᐊᓕᓐᓂᑦ 
ᐃᓐᓄᑲᐃᓐᓇᑐᐃᓐᓇᐸᓐᓂᖅ ᖃᓄᐃᓘᕈᑎᒋᕕᓯᐅᒃ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖃᑦᑎᑲᓪᓚᐅᒻᒪᑕ ᐱᒋᐊᖅᑎᓯᒪᔭᕗᑦ ᕿᒥᕐᕈᓂᖅ. ᑖᒃᑯᐊ 
ᑕᕝᕙᓐᖓᑦ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᓚᐅᖅᑐᒥᒃ 
ᐃᓕᑦᑎᐊᒻᒪᕆᓪᓗᒍ ᐃᖅᑲᓇᐃᔮᓪᓚᑦᑖᖑᓕᕐᓗᓂ 
ᑕᐃᒪᐃᓕᐅᖃᑦᑕᖅᑐᒍᑦ. ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖃᑦᑕᖅᑐᑦ 
ᒐᕙᒪᒃᑯᓐᓂ ᖁᑦᑎᓂᖅᓴᓄᑦ ᐃᓂᓄᑦ 
ᐃᓕᑐᐃᓐᓇᕈᓐᓇᕐᒪᖔᑕ ᖃᓄᖅᑑᕈᑎᒋᖃᑦᑕᖅᑕᕗᑦ. 
ᑕᐃᒃᑯᐊᓗ ᖃᐅᔨᒪᓪᓗᑎᒍ ᖃᑦᑎᐅᒻᒪᖔᑕ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖃᑦᑕᖅᑐᑦ ᑭᓱᓕᕆᔨᐅᒻᒪᖔᑕᓗ. 
ᐊᒻᒪᓗ ᐱᐅᓯᐅᓂᐊᖅᑐᒥᒃ ᐱᓕᕆᔾᔪᓯᐅᓂᐊᖅᑐᒥᒃ 
ᕿᒥᕐᕈᐸᓪᓕᐊᒻᒥᔪᒍᑦ ᖃᓄᖅ ᐃᖅᑲᓇᐃᔮᖅ ᐊᓯᐊᓄᑦ 
ᐃᖅᑲᓇᐃᔮᒧᑦ ᐊᐅᓪᓛᖅᑎᑉᐸᓪᓕᐊᒍᓐᓇᕐᒪᖔᑦᑎᒍ. 
ᑕᒪᓐᓇ ᐋᖅᑭᓱᖅᐸᓪᓕᐊᔭᕗᑦ ᐋᖅᑭᓱᖅᓯᒪᓂᖓ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
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action to a direct appointment. Who makes 
the decision for direct appointments? Is it 
someone within human resources or is it a 
higher level than that? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Cabinet makes the decisions on direct 
appointments. Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Going on in the same sort of area on page 
23, paragraph 61, it talks about that, in 23 
of the direct appointments that were 
examined, the individuals would not have 
passed the initial screening had the process 
been competitive. If some candidates 
would not pass the initial screening in a 
competitive process, why are they being 
directly appointed to positions in the public 
service? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Often these individuals have sat in a casual 
position for a very long time. They do not 
have the education and qualifications to 
pass the screening criteria, but individuals 
who have supervised them realized that 
they are able to do the job without the 
qualifications. So a direct appointment 
does come in handy for those types of 
situations. I also would like to bring to your 
attention that for those situations, we also 
use training and learning plans to close the 
skill gaps in some situations. Thank you, 
Mr. Chairman. 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 

 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᓂᓪᓕᐅᑎᖃᖅᑲᐅᒻᒥᔪᑎᑦ 
ᐃᖅᑲᓇᐃᔮᓄᑦ ᐃᓕᓯᑲᐅᑎᒋᖃᑦᑕᕐᓂᖅ 
ᑕᖅᑲᐅᖓᖅᑕᐅᓐᖏᒃᖢᑎᒃ ᑲᔪᖏᖅᓴᐅᑏᑦ ᐊᒻᒪ ᒪᑯᐊ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᑦ ᐃᓂᖏᑦ ᐊᒻᒪᓗ 
ᐃᓕᔭᐅᑦᑕᐅᑎᒋᓗᑎᑦ. ᑭᒃᑯᑦ ᑕᐃᒪᐃᑦᑐᓂᑦ 
ᐃᓱᒪᓕᐅᕈᑎᖃᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐅᕝᕙᓘᓐᓃᑦ ᐊᓯᖏᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒥᓂᔅᑕᐃᑦ ᑲᑎᒪᔨᖏᑦ ᑕᐃᒪᐃᑦᑐᓂᑦ 
ᐃᓱᒪᓕᐅᕈᑎᖃᖃᑦᑕᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᒻᒪᓗ ᑖᒃᑯᓄᖓᑦᑕᐃᓐᓇᖅ ᒪᑉᐱᒐᖅ 23, 61-ᒥᒃ 
ᓈᓴᐅᑎᓕᒃ. 23-ᖑᑎᓪᓗᒋᑦ ᑕᐃᒃᑯᐊ 
ᑎᒃᑯᐊᖅᑕᐅᓯᒪᔪᕕᓃᑦ ᐊᑭᑦᑐᕋᐅᑎᑎᓪᓗᒋᑦ 
ᐱᔪᓐᓇᕐᓂᖏᑦ ᖁᕝᕙᓯᓐᓂᖅᓴᐅᔭᕆᐊᓖᑦ. ᓱᒻᒪᓕᑭᐊᖅ 
ᑎᒃᑯᐊᖅᑕᐅᖃᑦᑕᖅᐸᑦ ᑕᐃᒪᓐᓇ ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ? 
ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ . 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᒥᓂᐅᑎᓪᓗᒋᑦ ᐊᑯᓂᐊᓗᒃ 
ᐊᒻᒪᓗ ᐱᔪᓐᓇᕐᓂᖏᑦ ᐊᑦᑎᓗᐊᖅᑎᓪᓗᒋᑦ 
ᖃᐅᔨᔭᕌᖓᒥᒃ ᐃᖅᑲᓇᐃ `ᔭᒥᓂᒃ ᐱᓕᕆᐊᖃᕈᓐᓇᕐᓂᖅ 
ᑕᕝᕗᖓ ᐃᓕᔭᐅᑦᓴᐅᑎᒋᓲᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓚᕆᓐᖑᖅᑎᑕᐅᓪᓗᑎᒃ. ᐊᒻᒪᓗ 
ᓇᓗᓇᐃᖅᓯᔪᒪᖕᒥᔪᖓ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᖏᓐᓂᒃ 
ᐸᕐᓇᐅᓯᐅᖃᑦᑕᕐᒥᔪᒍᑦ ᐱᓕᒻᒪᒃᓴᖅᑎᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑕ 
ᑕᐃᒃᑯᐊ ᐃᓕᓯᒪᑲᐃᓐᓇᖅᑎᑕᐅᔫᒐᓗᐊᑦ 
ᑕᐃᑲᓃᖏᓐᓇᕐᓂᐊᓕᖅᑎᓪᓗᒋᑦ.  
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You mentioned that sometimes when 
people are direct appointed, they have been 
in casual positions for a long period of 
time. We were assured in the House last 
year that this policy of repeatedly issuing 
casual staffing actions to employees was 
not going to be continued. Are you saying 
that your department still does this? Thank 
you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
That’s why we’re in the process of 
reviewing who is in casual staffing 
positions. There are various reasons why 
departments do hire casuals and why they 
do need casuals. A review of this process 
will give us some good data. We’re hoping 
to know exactly how long people are 
staying and what types of positions they are 
staying in so that we can come up with 
some resolutions to the problems. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
You had mentioned a few things in terms 
of the question I’m about to ask. If 
someone is directly appointed and they do 
not have the skill sets that normally would 
put them in that position, can you detail 
what that employee would receive in terms 
of assistance?  
 
One of the things we have been talking 
about for the last couple of days is the 
capacity within the GN to perform certain 
functions. If you are hiring an employee 
who maybe does not have the 
qualifications and they have been in the 
position for a long time, obviously they 
have the ability to perform, but they 
probably would like the skills to be able to 

 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᖅᑲᐅᖕᒥᒐᕕᑦ ᐃᓛᓐᓂᒃᑯᑦ ᐃᓕᔭᐅᔭᕌᖓᑕ ᐊᒻᒪᓗ 
ᐊᑯᓂᐊᓗᒃ ᑕᐃᑲᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑲᐃᓐᓇᑎᑕᐅᔭᕌᖓᑕ. ᐊᕐᕌᓂ 
ᒪᓕᒐᓕᐅᕐᕕᖕᒥ ᐅᖃᐅᔾᔭᐅᓚᐅᖅᓯᒪᔪᒍᑦ, ᐊᕐᕌᓂ 
ᐅᖃᐅᔾᔭᐅᓚᐅᓯᒪᔪᒍᑦ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᓂᒃ 
ᐊᑐᖃᑦᑕᔾᔮᔪᓐᓃᕐᓂᕋᖢᑎᒃ, ᑕᐃᒪᐃᑦᑐᓐᓃᕐᒫᑦ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕗᐊᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᕿᒥᕐᕈᓇᒃᖢᒍ ᑭᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑲᐃᓐᓇᕐᖢᑎᒃ 
ᐃᓕᓯᒪᖕᒪᖔᑦ. ᐊᒻᒪᓗ ᐊᐱᖅᑯᑎᒋᖃᑦᑕᕐᖢᒋᑦ 
ᐱᓕᕆᕕᒋᔭᖏᓐᓂ ᖃᐅᔨᒪᑦᑎᐊᕈᓚᔪᒍᑦ ᖃᑦᓰᖅ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᕐᒪᖔᖏᑦ ᐊᒻᒪᓗ ᖃᓄᖅᑑᕈᑎᒃᑯᑦ 
ᐃᑦᑲᓇᐃᔭᖅᑎᓪᓚᑦᑖᓂᑦ ᐃᓐᓄᒃᑕᐅᓯᒪᔪᓐᓇᕐᓂᐊᕐᒪᑕ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᐅᓯᖃᖅᑲᐅᖕᒥᒐᕕᑦ ᓲᕐᓗ ᑎᒃᑯᐊᖅᑕᐅᔪᖃᕐᐸᑦ 
ᐃᖅᑲᓇᐃᔮᒧᑦ ᐊᒻᒪᓗ ᐊᑦᑎᓗᐊᖅᐸᑕ 
ᐊᔪᓐᖏᓐᓂᕆᔭᕆᐊᖃᖅᑕᖏᑦ, ᑖᓐᓇ ᖃᓄᖅ 
ᐃᑲᔪᖅᑕᐅᓇᔭᖅᐸ? 
 
 
 
 
ᐱᓕᕆᐊᒃᓴᖅᑖᖅᑎᑕᐅᓯᒪᓪᓗᑎᒃ ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᓂᒃ 
ᐃᓂᒥᓅᑕᐅᖃᑦᑕᕐᒪᑕ ᐊᒻᒪᓗ ᐊᑯᓂᐊᓗᒃ 
ᐃᑲᖅᓇᐃᔭᑲᐃᓐᓇᖅᑐᒃᓴᐅᑕᐅᓯᒪᓪᓗᓂ 
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perform better.  
 
What does the department do to ensure that 
that employee is either monitored, or 
mentored, or provided with the skills to 
keep the position? Part of the reason I am 
asking that is a few years ago, one of the 
departments that’s responsible for finding 
out and was concerned about the retention 
of Inuit employees was going around to the 
communities asking why sometimes 
employees bounce from job to job.  
 
One of the things that I had heard in one of 
the conversations was the fact that they just 
felt like they were sinking in the position 
that they had. Obviously they were given a 
position, again someone very capable of 
doing the work and works towards filling 
the 85 percent of the Inuit workforce that 
we’re working for, but constantly felt like 
they were going to a job where they didn’t 
have the skills or the training that they 
needed. 
 
We don’t want to set people up to fail. So 
once we directly appoint someone, what 
does the department do to ensure, that 
when we retain that employee and train that 
employee, that they feel confident in the 
job that they are doing? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The nine departments have a responsibility 
to provide support, but the Department of 
Human Resources is responsible for 
actually providing the tools. We do have 
some tools that we do provide, such as our 
learning plans, our training programs, and 
also our performance appraisal process. So 
the departments can come to the 
Department of HR and ask for these types 
of support for their employees. Thank you, 

ᐃᓕᓯᒪᓐᓂᖅᐸᑦ ᐱᓕᕆᔪᓐᓇᑦᑎᐊᕐᖢᓂᓗ. 
ᖃᓄᐃᓕᐅᖃᑦᑕᐱᓯ ᑖᓐᓇ ᐃᖅᑲᓇᐃᔭᖅᑎᑕᓯ 
ᓇᐅᑦᑎᖅᓱᖅᑕᐅᑦᓯᐊᕐᓂᐊᕐᒪᑦ ᐃᑲᔪᖅᑕᐅᓂᐊᕐᒪᓪᓗ 
ᐱᓕᒻᒪᒃᐸᓪᓕᐊᓗᓂ ᐃᖅᑲᓇᐃᔮᒥᓄᑦ 
ᐃᓕᓪᓚᕆᒍᓐᓇᕐᓂᐊᕐᒪᑦ? ᖃᑦᓯᑦ ᐊᕐᕌᒎᓕᖅᑐᑦ 
ᐃᓚᖓᑦ ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ ᐃᓱᒫᓘᑎᖃᓚᐅᖅᓯᒪᖕᒪᑕ 
ᐃᓄᐃᑦ ᐃᖅᑲᓇᖏᔭᖅᑏᑦ ᓄᖅᑲᖅᓴᕋᓗᐃᐊᓂᖏᓐᓄᑦ. 
 
 
ᐃᓛᓐᓂᒃᑯᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ ᓄᒃᑕᖃᑦᑕᕐᒪᑕ ᐊᒻᒪᓗ 
ᐅᖃᓪᓚᖃᑎᖃᕐᖢᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᒃ ᓲᕐᓗ 
ᐅᖃᓚᐅᖅᓯᒪᖕᒪᑦ ᐃᖅᑲᓇᐃᔮᒥᓂᑦ ᓴᐱᕐᓂᕋᕐᖢᓂ 
ᐱᔭᒃᓴᑦ ᐅᓄᓗᐊᕐᓂᑯᖏᓐᓄᑦ. 
 
 
 
 
 
 
 
 
ᐃᓛᓐᓂᒃᑯᓪᓗ ᐃᓐᓄᐃᖃᑦᑕᕐᖢᑎᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓐᖏᓗᐊᕐᖢᓂ 
ᐃᑲᔪᖅᑎᒃᓴᖃᓐᖏᓗᐊᕐᖢᓂᓗ. 
 
 
 
 
 
 
 
 
 
ᖃᓄᐃᓕᐅᖃᑦᑕᖅᐱᓯ ᑖᓐᓇ ᐃᖅᑲᓇᐃᔭᖅᑎ 
ᓄᖅᑲᕈᒪᓂᐊᓐᖏᒻᒪᑦ ᓇᓗᖅᑯᑎᓂᐊᓐᖏᒻᒪᓪᓗ? 
ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐱᔭᒃᓴᖅᑖᖅᑎᑕᐅᓯᒪᔪᒍᑦ ᐃᑲᔪᖅᓱᐃᔪᒃᓴᐅᑕᐅᓪᓗᑕ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ. ᑭᓯᐊᓂᑦᑕᐅᖅ ᑕᐃᒃᑯᐊ 
ᐱᓕᕆᕝᕕᐅᔪᑦ ᒐᕙᒪᐃᑦ ᐃᓗᐊᓂ 
ᐱᔭᒃᓴᖅᑖᖅᑎᑕᐅᓯᒪᖕᒥᔪᑦ ᐃᑲᔪᖅᓲᑎᒃᓴᓂᒃ 
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Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. So 
this is something that your department 
follows up on. There was the example of 
23 direct appointments within the Auditor 
General’s report. Does your department 
actually follow up to see that they are being 
trained properly or is it left up to the 
department to follow up? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Not at this time, the Department of HR 
does not have a process to follow up. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. Is 
this something in the review that they are 
doing with the changing of the policies and 
whatnot? Is this something that your 
department would commit to looking into 
in terms of making sure that adequate 
training is provided for the employees? 
Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
It’s part of our Human Resource Strategy. 
We certainly want to include what we are 
doing for employees during their 
employment, and training would definitely 
be a part of that strategy. Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 

ᐊᑐᐃᓐᓇᕈᐃᓯᒪᓗᑎᒃ ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᕈᑎᖏᑕ 
ᐸᕐᓇᐅᑎᖏᑦ ᐋᖅᑭᒃᓱᖅᑕᐅᓯᒪᓗᑎᒃ. ᐊᒻᒪᓘᓐᓃᑦ 
ᐃᑲᔪᖅᑕᐅᔭᕆᐊᖃᖅᑐᖃᖅᐸᑕ ᐱᓕᕆᕝᕖᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐅᐸᒍᙱᔪᓐᓇᕐᒥᔪᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐱᓕᕆᕕᒃᓯ ᑕᒪᓐᓇ ᑕᑯᔭᐅᑲᓐᓂᕋᓱᓲᖑᕚ 
ᐃᖅᑲᓇᐃᔮᓴᒥᒃ ᑎᒃᑯᐊᖅᑕᐅᔪᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, 
ᖃᐅᔨᒋᐊᒃᑲᓐᓂᕋᓱᖃᑦᑕᖅᐱᓰ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑎᐊᓕᕋᓗᐊᖅᒪᖔᑕ ᑕᐃᒃᑯᐊ 
ᐃᖅᖃᓇᐃᔭᖅᑏᑦ? ᖁᔭᓐᓇᒦᒃ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐋᒃᑲ. 
ᐱᑕᖃᓐᖏᑦᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᕿᒥᕐᕈᓇᕐᓂᕆᔭᐅᔪᓂᑦ ᐊᑐᐊᒐᓪᓗ ᑕᒪᒃᑯᐊ 
ᐊᓯᔾᔨᖅᑕᐅᕙᓪᓕᐊᑎᓪᓗᒋᑦ, ᐃᒻᒪᖃ ᑕᒪᓐᓇ 
ᕿᒥᕈᓇᖅᑕᐅᑲᓐᓂᕈᓐᓇᖅᐹ? 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᑦᑎᐊᖃᑦᑕᓂᐊᕐᒪᑕ ᑕᐃᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓚᓕᐅᑎᔪᒪᔭᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐱᓕᒻᒪᓴᖅᑕᐅᓂᖏᓐᓄᑦ ᐃᓕᓐᓂᐊᕈᑎᔅᓴᖏᓐᓄᓪᓗ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 



 71

For a day and a half, we have talked about 
strategizing, reviewing, and so on. I think 
that this is coming to a point where I feel 
that we need something tangible; 
something that you can enhance, 
implement, you can be critical of, 
something we can debate in the House.  
 
From that, Mr. Chairman, the GN response 
to paragraph 35 of the Auditor General’s 
report states that the human resources 
department will “undertake a detailed 
analysis of the Nunavut labour force data 
provided by the Nunavut Bureau of 
Statistics. The analysis of this data will 
determine availability, interest, and level of 
preparedness of Inuit for government 
employment.” My question, Mr. Chairman, 
is: when will this analysis be completed 
and will the results of this analysis be 
tabled in the Legislative Assembly? Thank 
you, Mr. Chairman.  
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The analysis will be completed in March, 
2015 according to our action plan. But I 
draw your attention to the fact that we will 
prioritize the key positions and the Inuit 
Employment Strategy, and we will be able 
to provide data on those categories prior to 
2015. 2015 is our final target date for 
looking at all positions throughout the 
government. Thank you, Mr. Chairman.  
 
Chairman: So I guess it’s going to come 
to the point where our successors are the 
ones who are going to have to analyze that 
if it’s going to take until 2015. Go ahead, 
Mr. Ningark. 
 
Mr. Ningark: Thank you. I guess it’s up to 
the Minister of the department of the day, 
but will the Madam Deputy Minister be 
able to tell me that this analysis report will 

 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᓪᓗᖅ ᓇᑉᐸᖓᓂᓪᓗ ᐅᖃᐅᓯᖃᕈᓘᔭᖅᓯᒪᒐᑦᑕ 
ᒪᑯᓂᖓ ᓴᖅᑭᑕᐅᕙᓪᓕᐊᓂᐊᖅᑐᓂᑦ 
ᒪᓕᑦᑕᐅᔪᔅᓴᒫᖑᓂᐊᖅᑐᓂᓪᓗ ᑐᑭᒧᐊᕈᑎᓂᑦ. ᒫᓐᓇᓕ 
ᑕᖏᓕᓐᓂᑦ ᓴᖅᑭᑦᑎᔭᕆᐊᖃᖅᑰᓕᖅᑐᒍᑦ 
ᐱᐅᓯᒋᐊᒃᑲᓐᓂᐅᑎᔅᓴᓂᑦ ᐊᑐᓕᖅᓯᑕᐅᔪᓐᓇᖅᑐᓂᓪᓗ 
ᐊᒻᒪᓗ ᐊᐃᕙᐅᑎᒋᔪᓐᓇᓂᐊᖅᑕᑎᓐᓂᑦ 
ᒪᓕᒐᓕᐅᕐᕕᐅᑉ ᐃᓗᐊᓂ. 
 
ᐃᒃᓯᕙᐅᑖᖅ, ᑖᒃᑯᐊ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ 35 
ᓈᓴᐅᑎᓕᓐᓄᑦ ᑭᐅᔾᔪᑎᖏᑦ ᐃᒪᐃᓕᖓᒻᒪᑕ: ᑖᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᖃᐅᔨᓴᐃᑦᑎᐊᓂᐊᖅᑐᑦ 
ᓄᓇᕗᒻᒥ ᐃᖅᑲᓇᐃᔭᖅᑎᒋᔭᐅᔪᑦ 
ᑭᓪᓕᓯᓂᐊᖅᑕᐅᓯᒪᓂᑰᓗᑎᓪᓗ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑕ 
ᑭᓪᓕᓯᓂᐊᖅᑎᖏᓐᓄᑦ. ᑖᒃᑯᐊ ᑎᑎᖅᑲᖁᑏᑦ 
ᑭᓪᓕᓯᓂᐊᖅᑕᕕᓃᓪᓗ ᕿᒥᕈᓇᑦᑕᐅᓕᖅᐸᑕ ᓱᓕᔪᓂᑦ 
ᖃᓄᐃᓕᖓᓂᑦᑎᓐᓂᑦ ᖃᐅᔨᓂᐊᖅᑐᒍᑦ ᐊᒻᒪ 
ᐅᐸᓗᖓᐃᔭᔾᔫᒥᒐᔭᖅᑐᑕ ᐃᓄᐃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕆᔭᐅᕙᓪᓕᐊᓂᐊᕐᒪᑕ ᒐᕙᒪᒃᑯᓐᓄᑦ. 
ᑕᐃᒪ ᐊᐱᖅᑯᑎ, ᖃᐅᖓᐅᓇ ᖃᐅᔨᓴᐃᓂᖅ 
ᐱᔭᕇᖅᑕᐅᓂᐊᖅᐸ ᐊᒻᒪᓗ ᑐᑭᓯᔭᓯ ᒪᓕᒐᓕᐅᕐᕕᒻᒧᑦ 
ᓴᖅᑭᑕᐅᓂᐊᖅᐹ ᖃᖓ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒫᑦᓯ 
2016-ᒥᑦ ᐱᔭᕇᖅᑕᐅᓂᐊᖅᑐᖅ ᐸᕐᓇᐅᑎᕗᑦ 
ᒪᓕᓪᓗᒋᑦ. ᓯᕗᓪᓕᐅᑎᓂᐊᖅᑕᕗᑦ ᑕᐃᒃᑯᐊ 
ᓯᕗᓪᓕᐅᑎᓯᒪᔭᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ 
ᓵᓐᖓᓗᐊᖑᐊᖅᑕᕗᑦ ᐱᔭᕇᖅᑕᐅᑉᐸᑕ 2015-
ᖑᓚᐅᖏᓐᓂᖓᓂ ᓴᖅᑭᓛᕈᒪᓛᕈᒪᓂᐊᖅᑕᕗᑦ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐄ. 
ᐃᖅᑲᓇᐃᔮᓕᓐᓄᑦ ᐃᓕᖔᓛᖅᑐᖅᑲᐃ 
ᑕᐃᒪᐃᑦᑑᓚᖅᐳᖅ?  
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be tabled in the House? Will this document 
be tabled in the House? Thank you. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. It 
is premature to commit at this time. I will 
have to discuss that with my Minister. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. Mr. 
Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
Will you tell the Hon. Minister that it’s 
being requested by the Committee of this 
government? Thank you. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, I will certainly convey that message. 
Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Ningark. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. I jumped ahead on my last 
question. I believe it should have been 
directed in the area of training and 
development. The reason why I had asked 
that earlier was, while on the subject of 
staffing qualifications, I want to ask the 
Office of the Auditor General.  
 
In paragraph 61, the report states that, in 
relation to the 23 direct appointments that 
you examined, the candidate met some or 
most of the skills and knowledge 
requirements of the position but that those 
candidates would not have passed the 
initial screening had the process been 
competitive. Did the GN provide you with 
an explanation as to why these direct 
appointments were actually made given 

 
 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᐃᒪ ᒥᓂᔅᑕᐅᖃᐃ 
ᐃᓱᒪᖅᓲᑎᒋᕙᐅᒃ. ᒥᓂᔅᑕᐅᑉ ᐃᓱᒪᖅᒨᑎᒋᔭᔅᓴᕆᕙᐅᒃ. 
ᑖᓐᓇᖃᐃ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ ᐅᕙᓐᓂᑦ 
ᐅᖃᐅᔾᔨᔪᓐᓇᖅᐳᖅ ᑕᒪᓐᓇ ᖃᐅᔨᓴᐃᓂᖅ. ᑕᐃᒃᑯᐊ 
ᐱᔭᕇᖅᑕᐅᑉᐸᑕ ᒪᓕᒐᓕᐅᕐᕕᒻᒧᑦ ᓴᖅᑭᑕᐅᓛᖅᐹᑦ? 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᓴᔅ ᐅᐊᔅᓴᓐ. 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒥᓂᔅᑕᖁᑎᒐ ᐅᖃᓪᓚᖃᑎᒋᓚᐅᖅᑳᕐᓗᒍ ᑭᓯᐊᓂ 
ᑕᒪᑐᒥ ᑭᐅᔪᓐᓇᓂᐊᖅᑐᖓ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᒥᓂᔅᑕ 
ᑕᐃᓐᓇ ᐅᖃᐅᑎᓂᐊᖅᐸᐃᑦ ᑲᑎᒪᔨᑦᑎᓐᓄᒎᖓᐃ 
ᐱᔭᐅᔪᒪᒻᒪᑕᐃ ᖃᐃᑕᐅᓂᐊᖅᐳᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᐅᖃᐅᑎᓂᐊᖅᐸᕋ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ. 
ᒥᔅᑕ ᐊᐅᐸᓗᑦᑐᖅ. 
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑖᓐᓇ ᐊᐱᖅᑯᑎᒐ ᐊᐱᖅᑯᑎᒋᓂᐊᕋᒃᑯ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᖅ. ᑖᓐᓇ 
ᐊᐱᖅᑯᑎᒋᓗᐊᓐᖑᐊᖅᑲᐅᔭᕋ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐊᔪᓐᖏᓐᓂᕆᔭᕆᐊᖃᖅᑕᖏᑦ.  
 
 
 
 
 
ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᓈᓴᐅᑎᓕᒃ 61 ᒥᔅᓵᓄᑦ 
ᐊᐱᕆᔪᒪᒐᒃᑭᑦ 23-ᖑᒻᒪᑕᒎᖅ ᑎᒃᑯᐊᖅᑕᐅᓯᒪᔪᑦ, 
ᑖᓐᓇ ᐃᖅᑲᓇᐃᔭᖅᑎ ᖃᐅᔨᒪᓪᓗᓂ 
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that the individuals did not meet all of the 
skills and knowledge requirements for the 
positions to which they were appointed? 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Campbell.  
 
Mr. Campbell: Thank you, Mr. Chairman. 
I would like to ask Ms. Salvail to answer 
that question for me. Thank you. 
 
Chairman: Thank you. Ms. Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. 
No, we haven’t discussed the individual 
cases with the department. I think what is 
important to note is that, in the file, we 
didn’t see any indication. For example, as it 
was discussed, we didn’t see any plans in 
the file for these employees to receive 
further training, so we don’t know if that 
was actually provided or not. We did not 
see much in the file in that regard. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. The reason why I had to ask that 
was because many Nunavummiut are 
coming forward and asking how certain 
individuals gain employment while having 
less skills than others who would have 
liked to have applied. The same sentiment 
complaint is no postings or job 
advertisements. This is a real issue that is 
constantly raised.  
 
In relation to the question I had asked with 
the Office of the Auditor General, I want to 
pose the same question with human 
resources. If some candidates would not 
pass the initial screening in the competitive 
process, why are they being directly 
appointed to positions in the public 
service? Thank you, Mr. Chairman. 

ᐃᖅᑲᓇᐃᔮᕆᔭᕆᐊᖃᖅᑕᒥᒃ. ᑭᓯᐊᓂ ᑕᐃᒃᑯᐊ 
ᐆᒃᑐᖅᑐᑦ ᐊᐱᖅᓱᖅᑕᐅᓕᕋᒥ 
ᐊᔪᓗᐊᕐᓂᕋᖅᑕᐅᓚᐅᖅᑐᑦ. 
ᐊᑭᑦᑐᕋᐅᑎᔾᔪᑎᒋᔭᐅᓐᓂᖅᐸᑕ ᐱᔪᓐᓇᐅᑎᖏᑦ 
ᐱᐅᓂᖅᓴᐅᓇᔭᕋᓗᐊᖅᖢᑎᑦ. 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑳᒻᐳᓪ.  
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅ 
ᓴᓪᕙᐃ ᑭᐅᓂᐊᖅᐹ ᑖᓐᓇ. ᖁᔭᓐᓇᒦᒃ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓴᓪᕙᐃ.  
 
 
ᓴᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒪᓐᓇ 
ᐅᖃᐅᓯᕆᓯᒪᓐᖏᑕᕗᑦ ᑖᒃᑯᓄᖓ 
ᐱᓕᕆᕝᕕᓕᕆᔭᐅᔪᓄᑦ ᓲᕐᓗ ᐆᒃᑑᑎᒋᓗᒍ ᐸᕐᓇᐅᓯᐅᖅ 
ᑕᑯᓚᐅᓐᖏᑦᑐᒍᑦ ᐸᕐᓇᐅᓯᐅᖅᓯᒪᔪᓂᑦ ᑕᐃᒃᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᐊᑐᖅᑕᐅᔪᔅᓴᐅᑕᐅᓂᐊᖅᑐᓂᑦ 
ᐃᓕᓐᓂᐊᕆᐊᓕᓐᓄᑦ. ᖃᐅᔨᒪᓐᖏᑦᑐᒍᑦ 
ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓚᐅᕐᒪᖔᑦ ᐅᕝᕙᓘᓐᓃᑦ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ.  
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᓗᐊᓐᖑᐊᖅᑕᕋ ᓄᓇᕗᒻᒥᐅᑦ 
ᐅᓄᖅᑐᑦ ᐊᐱᖅᑯᑎᖃᖃᑦᑕᕐᒪᑕ ᖃᓄᖅ ᐃᖅᑲᓇᐃᔮᓄᑦ 
ᐃᒻᒦᖃᑦᑕᕐᒪᖔᑦ ᐊᔪᓗᐊᖅᑎᓪᓗᖏᑦ. ᐊᓯᖏᓪᓗ 
ᐆᒃᑐᕈᒪᒐᓗᐊᖅᑎᓪᓗᒋᑦ ᐊᒻᒪᓗ ᒪᑯᓄᖓ 
ᑲᔪᖏᖅᓴᐅᑎᑎᒎᖅᑎᑕᐅᖃᑦᑕᖏᓐᓂᖏᓐᓂ. ᑕᒪᓐᓇ 
ᓴᖅᑭᑕᐅᖏᓐᓇᐅᔭᖅᑐᑦ ᑕᖅᑲᒃᑯᓄᖓ. 
 
 
 
 
ᐊᒻᒪᓗ ᐊᐱᖅᑯᓯᕆᖅᑲᐅᔭᕋ ᒪᓕᓪᓗᒍ ᑖᒃᑯᐊ 
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Chairman: Thank you, Mr. Aupaluktuq. 
Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
would like to say that we are making some 
progress in that area. The line departments 
do make the recommendations, but what 
the Department of Human Resources is 
doing in line with the Auditor General’s 
recommendations is to ensure that all of the 
documentation is attached to do an 
assessment that would be similar to a 
screening process so that we can ensure 
that the skills and abilities are closer to 
what is required to a position. If it’s very 
close and this person is able to do the job, 
then we will be recommending that there 
be a learning plan or a training plan 
attached to ensure that the gaps are closed.  
 
The direct appointment process also now 
requires that the job be advertised prior to 
direct appointments as another positive 
move forward for the direct appointment 
process. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Aupaluktuq. 
 
Mr. Aupaluktuq: Thank you, Mr. 
Chairman. As well as a follow up to that, 
on paragraph 62 of the report, the 
department’s response was, “Departments 
will be tasked to ensure that all necessary 
documentation required under the 
Appointment without Competition 
directive is provided to Department of 
Human Resources before any assessment 
work begins.” Why haven’t departments 
been required to do this until now? Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
guess I can use the excuse that I have not 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑖᔅᓱᒥᖓᔅᓴᐃᓐᓇᖅ 
ᐊᐱᕆᔪᒪᔭᒃᑲ. ᐃᓚᖏᑦ ᑕᐃᒪᓐᓇ ᐊᔪᓗᐊᕐᓂᐊᖅᐸᑦ 
ᐊᔪᓗᐊᖅᐸᑦ, ᓱᒻᒪᓪᓕᑭᐊᖅ ᑎᒃᑯᐊᖅᑕᐅᖃᑦᑕᖅᐸᑦ 
ᐃᖅᑲᓇᐃᔮᓄᑦ ᒐᕙᒪᐃ ᐃᓗᐊᓂ? ᖁᔭᓐᓇᒦᒃ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐱᕙᓪᓕᐊᔪᒍᑦ ᑕᒪᑐᒪᓂ ᐊᑐᓕᖁᔭᓕᐅᖃᑦᑕᖅᑐᒍᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᒻᒪᓗ 
ᐊᑐᓕᖁᔭᓕᐊᖑᔭᐅᓯᒪᔪᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒧᑦ. 
ᖃᐅᔨᓴᐃᔪᒪᔪᒍᑦ ᑕᒪᑐᒥᖓ 
ᐊᔪᓐᖏᓐᓂᕆᔭᕆᐊᖃᖅᑕᒥᓄᑦ ᐊᓐᖑᑎᓯᒪᔾᔫᒥᓂᐊᕐᒪᑦ. 
ᐊᔪᓐᖏᓐᓂᖓ ᖁᕝᕙᓯᒃᐸᑦ ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔮᒥᓂᒃ 
ᐱᓕᕆᐊᖃᕈᓐᓇᖅᐸᑦ ᐊᑐᓕᖁᔭᓕᐅᕋᔭᖅᑐᒍᑦ. 
 
 
 
 
 
 
 
 
 
 
ᐊᒻᒪᓗ ᑎᒃᑯᐊᖅᑕᐅᑎᒋᔪᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ 
ᑕᖅᑲᒃᑯᓄᖓ ᑭᒃᑯᑐᐃᓐᓇᕐᓄᑦ 
ᐆᒃᑐᖅᑕᐅᔪᔅᓴᒫᖑᑎᖅᑳᕆᐊᖃᖅᑕᕗᑦ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐊᐅᐸᓗᒃᑐᖅ.  
 
ᐊᐅᐸᓗᒃᑐᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓚᒋᐊᕐᓗᒍ ᐃᓚᖓᓂ 62-ᒥ ᐅᓂᒃᑳᒥ ᑖᒃᑯᐊ 
ᑭᐅᓚᐅᕐᖓᑕ ᑎᑎᕋᖅᓯᒪᔪᓕᒫᑦ ᑕᕝᕙᓂ 
ᑎᒃᑯᐊᖅᑕᐅᔪᓂ ᐃᒫᒃ ᐊᑭᑦᑐᕋᐅᑎᑎᑕᐅᓐᖏᓪᓗᑎᑦ 
ᑖᒃᑯᓄᖓ ᑐᕌᖓᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ 
ᖃᐅᔨᓴᕆᐊᓚᐅᓐᖏᓐᓂᖏᓐᓂ. ᖃᓄᐃᒻᒪᓪᓕᐅᑯᐊ 
ᑕᐃᒪᐃᓕᐅᕆᐊᖃᖅᓯᒪᓐᖏᓚᑦ ᓯᕗᓂᐊᒍᑦ ᒫᓐᓇ 
ᑕᐃᒪᐃᓕᐅᓕᑕᐃᓐᓇᖅᑐᑎᑦ?  
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been there, so I haven’t looked back to see 
exactly why the information… I do know 
that there has been an informal analysis 
that occurred with the direct appointment 
process. The department is recommending 
that they felt these people were the best 
people for the position. Certainly we 
recognize the gaps and are moving forward 
on improving the process. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Ms. Wasson. 
We’re going to break for lunch now and 
when we return, Mr. Ningark will be the 
first on the list here. I ask all of the 
Members to be back here at 1:30 and 
resume the hearing at 1:30. Thank you. 
 
>>Committee recessed at 11:45 and 
resumed at 13:31 
 
Chairman: I would like to welcome 
everybody back to the hearing. There was a 
little typo error originally there. In the first 
section, it should have been from paragraph 
15 to 38. I’ll give Members a chance to ask 
question on that section if they have any 
before we proceed with 39 to 62. Has 
anybody got any questions between 15 and 
38? Mr. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. I 
think you read my mind; I had questions 
pertaining to paragraph 38. There are 
vacant positions in the system, but we seem 
to have this habit of filling these vacant 
positions with casuals and contractors.  
 
My question on paragraph 38 is for the 
Office of the Auditor General. Paragraph 
38 of your report states that “departments 
spent 37 percent to 112 percent of their 
unused payroll budgets on people working 
on contract, overtime, and as casuals to do 
the work of vacant positions.” My question 
is, Mr. Chairman: compared to what you 

 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᒪᐃᓕᒍᓐᓇᖅᑐᖓᖃᐃ ᑕᕝᕙᓃᓯᒪᓐᖏᓐᓇᒪ ᑕᐅᕙᖓ 
ᓱᓕ ᕿᒥᕐᕈᓯᒪᓐᖏᓐᓇᒪ ᖃᓄᐃᒻᒪᑦ. 
ᖃᐅᔨᓴᖅᑕᐅᓯᒪᔫᒐᓗᐊᑦ ᑕᒪᒃᑯᐊ 
ᑎᒃᑯᐊᖅᑕᐅᑐᐃᓐᓇᐸᑦᑐᓄᑦ ᑖᒃᑯᐊ ᑖᒃᑯᓂᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓂᒃ ᒫᓐᓇᐅᔪᖅ ᐃᓂᖏᓐᓃᑦᑐᓂᒃ 
ᐱᐅᓛᖑᓱᒋᑦᑎᒐᒥᒃ ᐊᒻᒪᓗ ᓯᕗᒧᐊᑉᐸᓕᐊᓪᓗᑎᒃ 
ᑕᒪᔅᓱᒧᖓ. ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑕᖅ.  
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᑕᐃᒪ ᓄᖅᑲᑲᐃᓐᓇᕐᓂᐊᓕᕋᑦᑕ ᓂᕆᓐᓇᒧᑦ. ᒥᔅᑕ 
ᓂᙵᖅ ᓯᕗᓪᓕᕐᐸᐅᓗᓂ ᓂᓪᓕᕐᕕᖃᕐᓂᐊᖅᑐᖅ 
ᐊᒻᒪᓗᑦᑕᐅᖅ 1:30-ᒥ ᐅᑎᕐᓂᐊᕆᕗᓯ 1:30-ᐸᑦ 
ᐱᒋᐊᒃᑲᓂᕐᓂᐊᕋᑦᑕ. ᖁᔭᓐᓇᒦᒃ.  
 
 
>>ᑲᑎᒪᔨᕋᓛᑦ ᓄᖅᑲᖓᑲᐃᓐᓇᖅᑐᑦ 11:45-ᒥ ᐊᒻᒪ 
ᐱᒋᐊᒃᑲᓐᓂᖅᑐᑎᒃ 13:31-ᒥ 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪ 
ᑐᓐᖓᓱᒃᑎᒃᑲᓐᓂᕈᒪᓕᕆᕙᑦᓯ. ᑕᒻᒪᖅᓯᒪᔪᖃᕐᒪᑦ 
ᑕᕝᕙᓂ ᓯᕗᓪᓕᖅᐹᖓᓂ 15-ᒥᑦ 38-ᒧᑦ ᑕᐃᒪ 
ᐱᕕᖃᖅᑎᓐᓂᐊᕋᒃᑭᑦ. ᐊᐱᖅᑯᑎᒃᓴᖃᕈᑦᓯ  
39-ᒥᑦ 67-ᒧᑦ ᑲᔪᓯᓚᐅᓐᖏᓐᓂᑦᑎᓐᓂ. 15 ᐊᒻᒪ 38 
ᐊᑯᓐᓂᖓᓂ ᐊᐱᖅᑯᑎᒃᓴᖅ ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
 
 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒃᓴᖃᕋᒪ ᑕᕝᕗᖓ 38-ᒧᑦ. ᑕᐃᒪ 
ᐃᓐᓄᒃᓯᒪᐅᓐᖏᑦᑐᖃᕐᖓᑦ ᑕᕝᕙᓂ ᑕᒪᒃᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᓄᑦ ᑲᓐᑐᕌᒃᑕᐅᓯᒪᔪᓄᓪᓗ. 
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observe in your audits of the federal 
government and the governments of the 
NWT and the Yukon, are these spending 
patterns unique in Canada? Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Ningark. Mr. 
Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
Thank you for the question. I think we 
touched upon this a little earlier, and I 
pointed out that we hadn’t done the formal 
analysis and comparison between those 
figures.  
 
I would say that, from the work that we 
have done on other jurisdictions, including 
HR audits in the federal government, we 
have not seen human resource capacity 
concerns as big as they are in Nunavut. 
What you see with the numbers that the 
Member refers to in paragraph 37 to 38, the 
37 percent and the 112 percent, that’s a 
consequence of how big the problem is and 
managers are trying to fill those empty 
positions through the use of casuals and 
contractors.  
 
So we haven’t done the formal analysis, 
but I think it’s fair to say that the human 
resource issue is bigger in Nunavut than 
elsewhere. Thank you. 
 
Chairman: Thank you, Mr. Campbell. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. In 
recent court filings related to NTI’s lawsuit 
against the federal government, and I know 
that you had said that lawyers had advised 
you not to make comments, the GN’s 
statement said that it “took various steps 
towards the development of a Labour Force 
Analysis.” When did these steps actually 
take place and what was accomplished? 

ᑕᐃᒪᓕ ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ ᑕᕝᕙᓂ 30-ᒥ, 38-ᒥ 
ᑕᕝᕙᓐᖓᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᓐᓄᑦ ᐅᖃᖅᓯᒪᖕᒪᑦ 
ᐱᓕᕆᕕᐅᔪᑦ 37-ᐳᓴᒥᑦ 112-ᐳᓴᒧᑦ 
ᐊᑐᖅᐸᓐᖏᑕᖏᓐᓄᑦ ᐃᓛᒃ ᑮᓇᐅᔾᔭᒃᓴᕈᑕᐅᔪᓄᑦ 
ᑲᓐᑐᕌᒃᓯᒪᔪᓄᑦ overtime-ᖑᔪᓄᑦ ᐊᒻᒪᓗ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑎᑦᑎᔪᕗᑦ ᐃᓐᓄᒃᓯᒪᓐᖏᑦᑐᓄᑦ 
ᐃᖅᑲᓇᐃᔮᓄᑦ. ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ ᐃᒃᓯᕙᐅᑖᖅ 
ᐊᔾᔨᐅᑎᓪᓗᒋᑦ ᐃᓛᒃ ᐃᓕᑦᓯ ᖃᐅᔨᓯᒪᔭᑦᓯᓐᓂᒃ 
ᖃᐅᔨᓴᓚᐅᖅᑎᓪᓗᓯ ᒐᕙᒪᑐᖃᒃᑯᓐᓂᑦ ᐊᒻᒪᓗ 
ᒐᕙᒪᒃᑯᖏᓐᓂ ᓄᓇᑦᓯᐊᕐᒥ ᔫᑳᓐᒥ ᑕᒪᒃᑯᐊ ᑲᓇᑕᒥ 
ᐊᔾᔨᐅᓐᖏᓛᑦ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᓂᓐᖔᖅ. ᒥᔅᑕ 
ᑲᒻᐳᓪ. 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐊᐱᑦᑯᑎᖓᑦ ᐃᕝᕕᑦ. 
ᑖᓐᓇ ᐅᖃᐅᓯᕆᐱᓪᓚᕆᖅᑲᐅᖕᒥᔭᕗᑦ ᐅᖃᖅᑲᐅᒐᒪ 
ᖃᐅᔨᒐᓱᒃᓯᒪᓪᓚᕆᓐᖏᑦᑐᒍᑦ ᑖᒃᑯᐊᖑᑎᓪᓗᒋᑦ. 
ᑭᓯᐊᓂᓕ ᐱᓕᕆᐊᕆᓯᒪᔭᑦᑎᓐᓂ ᒐᕙᒪᒃᑐᖃᒃᑯᓐᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᖏᓐᓄᑦ ᑕᑯᓯᒪᓐᖏᑦᑐᒍᑦ.  
 
 
ᐃᒫᒃ ᓄᓇᕗᒻᒥ ᐃᓱᒫᓗᒍᑕᐅᔪᑦ ᐊᒥᓱᒻᒪᕆᐊᓘᖕᒪᑕ 
ᐃᓱᒪᒋᓪᓗᒋᑦ ᑕᖅᑲᒃᑯᐊ 37%-ᓐᖑᔪᑦ 112%-ᒧᑦ 
ᑕᐃᒪᐃᓚᕿᓯᒪᔪᑦ ᖃᓄᖅ ᐃᓄᖃᓐᖏᑎᒋᖕᒪᖔᑕ 
ᐃᓐᓄᒃᑎᒐᓱᒃᐸᒃᑑᒍᓗᐊᑦ ᐊᖓᔪᖅᑳᖏᑦ. 
 
 
 
 
 
 
 
 
 
ᑭᓯᐊᓂ ᖃᐅᔨᒐᓱᓪᓚᕆᒃᓯᒪᓐᖏᑦᑐᒍᑦ ᑖᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᖅ 
ᐊᑲᐅᓐᖏᓕᐅᕈᑎᖃᖅᑐᖅᐹᓘᖕᒪᑦ ᑕᒫᓂ ᓄᓇᕗᒻᒥ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓇᒦᒃ ᒥᓯᑕᕐ ᑳᖅᐳᓐ. 
ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
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Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m unable to answer that question, so I 
will defer the question and seek an answer 
for you before the end of this afternoon. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
What I would like to do is go back to the 
idea of long-term goals. It seems like the 
Government of Nunavut, through the 
Department of HR, is looking at 2015 as 
being a year where certain decisions will be 
made, and we will have more information 
on what’s happening with some of the 
plans and strategies. Could the Deputy 
Minister outline what some of the short-
term goals are in terms of leading up to that 
date? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Some of the things that we will do in the 
short term is we will look at ways that we 
will gather and warehouse that information. 
We will prioritize positions so that we’re 
looking at the key positions, and having the 
information on the key positions long 
before 2015 date.  
 
We will do things like:  

• implementing our Attendance 
Management Program;  

• doing training on our Performance 
Management Program;  

• rolling out our Student Support 
Training Program.  

ᑕᐃᒃᑯᓄᖓ ᓄᓇᕗᑦ ᑐᓐᖓᕕᒃᑯᓐᓂ 
ᐃᖅᑲᖅᑐᐃᕕᒃᑰᖅᑎᑦᑎᒐᓱᖕᓂᖏᓐᓄᑦ ᒐᕙᒪᑐᖃᒃᑯᖏᑦ, 
ᐊᒻᒪᓗ ᐅᖃᖅᓯᒪᓪᓗᑎᒃ ᐅᖃᐅᔾᔭᐅᓯᒪᒐᓗᐊᖅᑐᑎᒃ 
ᐅᖃᖁᔭᐅᒐᑎᒃ ᑖᑦᓱᒪ ᒥᒃᓵᓄᑦ ᐃᖅᑲᖅᑐᐃᕕᖕᒥ 
ᑲᒪᒋᔭᐅᓂᖓᓂ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑦ ᐅᖃᓚᐅᕐᒪᑕ 
ᐊᔾᔨᒌᓐᖏᑦᑐᓂᒃ. ᐃᒫᒃ ᖃᐅᔨᖅᑕᐅᓗᑎᒃ 
ᐃᖅᑲᓇᐃᔭᕐᕕᐅᔪᑦ ᖃᖓ ᑕᐃᒪᐃᓕᐅᕐᓂᖅᐸᑦ ᖃᓄᕐᓗ 
ᑕᕝᕙᓐᖓᑦ ᓴᖅᑭᖅᑐᖃᕐᓂᖅᐸ? 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᒫᓐᓇᐅᔪᖅ ᑭᐅᒍᓐᓇᓐᖏᑕᕋ ᑖᓐᓇ. ᖃᐅᔨᒋᐊᖅᑳᕐᓗᒍ 
ᐅᐊᑦᑎᐊᕈᒃᑲᓐᓂᕐᓘᓐᓃᑦ ᑭᐅᓂᐊᕋᒃᑯ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐅᐊᔅᓴᓐ. 
ᒥᔅᑕ ᐃᓕᐊᑦ. 
 
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒪᓕ ᐅᑎᕐᓗᖓ ᑖᒃᑯᐊ ᓯᕕᑐᔪᒧᑦ 
ᑐᕌᖅᑕᐅᓇᓱᐊᖅᑐᑦ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂ ᑕᕝᕙᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᖅ 2015. ᐃᒫᒃ 
ᐃᓱᒪᓕᐅᖅᓯᒪᒍᓐᓇᖅᓯᓛᖅᑐᖅᑲᐃ 
ᑐᑭᓯᒋᐊᕐᕕᒋᒍᓐᓇᕐᓗᒋᓪᓗ ᖃᓄᐃᓕᐅᖅᓯᒪᓕᕐᒪᖔᑕ 
ᖃᓄᖅᑑᕈᑕᐅᔪᓂᑦ. ᑖᓐᓇ ᑐᖏᓕᖓ 
ᓇᓗᓇᐃᖅᓯᒍᓐᓇᖅᑲ ᑭᓲᒻᒪᖔᑕ ᑕᐃᒃᑯᐊ ᓯᕕᑭᑦᑐᒧᑦ 
ᑐᕌᖅᑕᐅᓇᓱᑦᑐᑦ ᑕᕝᕗᖓ ᑕᐃᓐᓇ ᑎᑭᓚᐅᖅᑎᓐᓇᒍ 
2015?  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒪᓕ ᓯᕕᑭᑦᑐᓄᑦ ᐱᓕᕆᓂᐊᖅᑕᕗᑦ ᑕᒪᒃᑯᐊ 
ᓄᐊᑉᐸᓪᓕᐊᓗᒋᑦ ᓯᕗᓪᓕᐅᑎᔭᕆᐊᖃᖅᑐᑦ 
ᓯᕗᓪᓕᐅᑎᓗᒋᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔮᓪᓗᐊᑕᐅᖑᔪᑦ 
ᐃᓐᓄᔅᓯᒪᓗᑎᑦ ᑲᒪᒋᔭᐅᖅᑳᕐᓗᑎᑦ 2015 
ᑎᑭᓚᓐᖏᓐᓂᖓᓂ.  
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Some of these things are actually 
Department of Education too:  

• offering the pilot School Custodian 
Program;  

• reviewing and revising the 
Language and Culture Certification 
Program;  

• offering the University of PEI 
Educational Leadership Program;  

• providing labour force reports to 
GN departments, that as we analyze 
the priority positions, we will 
provide the labour force reports.  

 
We will also expand our data tracking 
system that I talked about before from 
vacancies to fill the positions and analyze 
that information, and provide those reports 
to the departments. We will complete our 
process mapping as part of our cleaning up 
of the competition process so that we know 
what processes need to be improved and 
we will develop standards for those 
processes.  
 
We will also analyze our information in 
regard to why people are actually not 
accepting job offers and provide those 
monthly reports to departments; providing 
and developing eligibility lists so that we 
can reduce our time to implement 
competitions; and developing registries of 
candidates.  
 
Those are some of the things that we plan 
to do in the short term. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
You mentioned the priority positions. Has 
it been determined what the priority 
positions are or will it reflect some of the 
stuff from the Auditor General’s report in 

 
ᐊᑐᓕᖅᑎᑎᓗᑕ ᑕᒪᒃᑯᓂᖓ: 

• ᐊᖏᔪᖅᑳᖑᓂᕐᒧᑦ ᑲᑎᒪᓂᐅᖃᑦᑕᖅᑐᖅ; 
• ᐃᖅᑲᓇᐃᔮᖏᑦ ᖃᐅᔨᓴᖅᑕᐅᓗᑎᑦ; 
• ᐃᓕᓐᓂᐊᖅᑎᓄᑦ ᐃᓕᓐᓂᐊᑎᑦᑎᓂᕐᒧᓂᓛᒃ 

ᐃᑲᔫᑎᕗᑦ; 
 
ᑕᒪᒃᑯᐊ ᐃᓚᖏᑦ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓃᑦᑐᑦ: 

• ᐆᒃᑐᕈᑕᐅᔪᖅ ᐃᓕᓐᓂᐊᕕᒻᒥ 
ᐱᔨᑦᑎᕋᖅᑎᐅᓂᕐᒧᑦ; 

• ᐅᖃᐅᓯᒃᑯᑦ ᓇᓗᓇᐃᒃᑯᑕᖅᑖᓂᕐᒧᑦ; 
• PEI-ᒥ ᐃᓕᓐᓂᐊᕕᔾᔪᐊᖓᓂᒃ 

ᓯᕗᓕᖅᑎᐅᒍᒪᔪᓄᑦ ᐃᓕᓐᓂᐊᕈᑎᒃ; 
• ᐅᓂᒃᑳᖑᔪᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᒥᔅᓵᓄᑦ 

ᐅᓂᒃᑳᓕᐅᖃᑦᑕᕐᓂᐊᖅᐳᒍᑦ. 
 
ᐱᔭᕇᕐᓂᐊᕐᒥᔭᕗᑦ ᐃᓕᖅᑯᓯᕆᖃᑦᑕᖅᑕᕗᑦ 
ᐋᖅᑭᓱᐃᔾᔪᑎᒋᕙᓪᓕᐊᓇᓱᑦᑕᕗᑦ ᑕᐃᒃᑯᓄᖓ 
ᒪᑐᐃᖓᕙᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ ᖃᓄᐃᓕᐅᒃᑲᓐᓂᖅ 
ᐊᑲᐅᓯᒃᑲᓐᓂᕆᐊᖃᕐᒪᖔᑕ.  
 
ᖃᐅᔨᓴᕐᓂᐊᕐᒥᔭᕗᑦ ᖃᓄᐃᒻᒪᑦ ᕿᐱᓗᑉᐸᒻᒪᖔᑕ 
ᐃᖅᑲᓇᐃᔮᖅᑖᖅᑎᑕᐅᒐᓱᑦᑐᑎᑦ. ᐊᒻᒪᓗ ᑕᐃᒃᑯᓄᖓ 
ᑕᐃᒃᑯᐊ ᐊᔪᓐᖏᑦᑐᑦ ᐊᑐᓕᖅᑎᑦᑎᓂᐊᕐᓗᑕ. 
 
ᑕᒪᒃᑯᐊ ᓯᕕᑭᑦᑐᒧᑦ ᐱᓕᕆᐊᕆᔪᒪᓂᐊᖅᑕᕗᑦ ᑕᒪᔾᔭ.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᕋᑖᕋᕕᑦ ᑕᐃᒃᑯᐊ ᓯᕗᓪᓕᐅᔾᔭᐅᒋᐊᓖᑦ 
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terms of the professional and senior 
management level not attaining higher 
levels? What I’m asking is: what criteria 
will be used for priority positions? Thank 
you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
At this time, the criteria have not been 
developed. We have started to draft it and it 
will be approved by the Building Capacity 
Committee so that the deputies will have 
input into what positions will be on the 
priority list. I envision the priority list will 
change as we fill positions and new 
positions become priority, but the criteria 
will set the precedent as to how we 
determine what the priorities are. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. So, 
if I understand correctly, the government 
will sit down and decide which positions 
need to be filled right away. Depending on 
whatever criteria that is, you will find out 
which positions need to be filled. Is that 
correct?  
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, that’s correct. Thank you. 
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. Do 
you have a number as to how many 
positions that would be? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 

ᐃᖅᑲᓇᐃᔮᖑᔪᑦ. ᖃᐅᔨᒪᓕᖅᑭᓰ ᑕᐃᒃᑯᐊ 
ᓇᓕᐊᓪᓚᑦᑖᖑᒻᒪᖔᑕ ᐃᖅᑲᓇᐃᔮᖑᔪᑦ 
ᑕᕝᕙᖓᓪᓘᓐᓃᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᓂᑦ. ᑕᐃᒃᑯᐊ 
ᖃᐅᔨᒪᔭᕆᐊᖃᖅᑐᑦ ᖃᓄᐃᑦᑐᓂᑦ ᒪᓕᒋᐊᖃᕐᓂᐊᖅᐸᑦ 
ᑕᐃᒃᑯᓄᖓ ᐃᓐᓄᑦᑕᐅᔭᕆᐊᖃᓪᓚᕆᑦᑐᓄᑦ? 
ᖁᔭᓐᓇᒦᒃ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᒫᓐᓇᐅᔪᖅ ᐋᖅᑮᓯᒪᓐᖏᑦᑐᑦ ᒪᓕᑦᑕᐅᒋᐊᖃᖅᑐᒥ 
ᑕᐃᒃᑯᓄᖓ ᑲᑎᒪᔨᕋᓛᖑᔪᓂᑦ 
ᐊᖏᖅᑕᐅᒋᐊᖃᕋᔭᕐᒥᒻᒪᑦ ᒥᓂᔅᑕᐃᑦ ᑐᖏᓕᖏᑦ 
ᓂᓪᓕᕐᕕᖃᕐᓂᐊᕐᖓᑕ ᓇᓕᐊᖑᓂᐊᕐᒪᖔᑕ 
ᐃᓐᓄᑦᑕᐅᒋᐊᖃᓪᓚᕆᑦᑐᑦ ᐊᓯᔾᔨᐸᓪᓕᐊᓂᐊᖅᑐᖅᑲᐃ 
ᑕᐃᒫᒃ ᐃᓐᓄᐸᓪᓕᐊᑎᓪᓗᒋᑦ ᓇᓕᐊᓪᓗ 
ᓯᕗᓪᓕᐅᒋᐊᖃᕐᒪᖔᑕ. ᖃᓄᕐᓗ ᖃᐅᔨᓇᓱᓐᓂᐊᕐᒪᖔᑕ 
ᑕᒪᒃᑯᓂᖓ ᓯᕗᓪᓕᐅᔾᔭᐅᖁᔭᑦᑎᓐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑐᑭᓯᑦᑎᐊᕈᒪ, ᒐᕙᒪᒃᑯᑦ ᐃᓱᒪᓕᐅᕋᔭᖅᑐᑦ ᓇᓕᐊ 
ᐃᓐᓄᑦᑕᐅᔭᕆᐊᖃᕐᒪᖔᑕ ᒫᓐᓇ. ᒪᓕᓐᓂᐊᖅᐸᑕᓗ 
ᖃᓄᐃᑦᑐᒥᑦ ᑕᐃᒃᑯᐊ ᐃᓐᓄᑦᑕᐅᕙᓪᓕᐊᓕᕐᓗᑎᑦ 
ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᑦ. ᓱᓕᕚ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 
ᓱᓕᔪᖅ. ᖁᔭᓐᓇᒦᒃ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᓈᓴᐅᑎᓂᑦ ᐱᓯᒪᕕᑦ ᖃᑦᑎᐅᓂᐊᕐᒪᖔᑕ ᑖᒃᑯᐊ 
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Ms. Wasson: Thank you, Mr. Chairman. 
No, I do not at this time, but I will indicate 
that in the past, without creating criteria, 
nursing positions have been a priority and 
social work positions have been a priority 
in the past. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Ningark. 
Sorry, Mr. Ningeongan. 
 
Mr. Ningeongan (interpretation): Thank 
you Mr. Chairman. With respect to the 
questions that have been posed over the last 
few days, we have been asking questions 
and discussing senior management over the 
past two days and the solutions that we 
have to find. 
 
I was made aware that the casual staffing 
action plan of the Department of Human 
Resources has been a source of problems. 
Specifically concerns were raised that 
positions filled by casuals are extended 
with no end in sight. I have seen in my 
community how that has caused 
exhaustion. I believe we’re not alone in that 
and that, in fact, it’s happening all across 
Nunavut. Whether it is at health centres or 
in home care, workers in those positions 
experience a lot of problems because this 
situation is not being adequately addressed. 
 
Often it seems these casuals should be 
promoted, but they find that their contracts 
are continually extended. I want to ask the 
Deputy Minister of Human Resources if 
this issue will be addressed. Thank you, 
Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
We certainly share your concerns in regard 
to the long-term casuals. That is why I 
indicated this morning that we will be 
reviewing the casuals and providing regular 

ᐃᖅᑲᓇᐃᔮᑦ? ᖁᔭᓐᓇᒦᒃ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐋᒡᒐ 
ᒫᓐᓇᐅᔪᖅ ᐱᓯᒪᓐᖏᑦᑐᖓ. ᑭᓯᐊᓂ 
ᓇᓗᓇᐃᕐᓯᒍᓐᓇᕋᓗᐊᖅᑐᖓ, ᑕᒪᒃᑯᐊ ᐋᓐᓂᐊᓯᐅᖅᑏᑦ 
ᐃᓂᒋᔭᖏᑦ ᓯᕗᓪᓕᐅᔾᔭᐅᖁᔭᐅᓯᒪᔪᑦ ᐊᒻᒪᓗ 
ᐃᓄᓕᕆᔨᐅᔪᑦ ᑖᒃᑯᐊ ᓯᕗᓪᓕᐅᔾᔭᐅᖁᔭᐅᖃᑦᑕᕐᓯᒪᔪᑦ. 
ᖁᔭᓐᓇᒦᒃ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᙵᖅ. 
ᒥᔅᑕ ᓂᖏᐅᖓᓐ. 
 
ᓂᖏᐅᖓᓐ: ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ. ᑕᕝᕙᓂ 
ᐊᐱᖅᑯᑕᐅᖃᑦᑕᖅᑐᓂᒃ ᕿᓂᖅᑲᐅᒐᓗᐊᕋᒪ 
ᓇᕝᕚᕐᐸᓪᓕᐊᖏᓐᓇᒪ. ᐅᓪᓘᒃ ᒪᕐᕉᒃ ᐊᐱᖅᓱᓚᐅᑲᒃᖢᑕ 
ᐅᖃᐅᓯᖃᕈᓘᔭᕋᑦᑕ ᑕᒪᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᖁᑦᑎᓐᓂᕐᓴᓂ ᐋᖅᑭᒋᐊᕈᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ. 
 
 
ᐅᔾᔨᕆᑎᑕᐅᓚᐅᕐᓯᒪᒻᒥᒐᒪᑦᑕᐅᖅ ᑖᒃᑯᐊ Department 
of Human Resources-ᑯᑦᑎᒎᖃᑦᑕᖅᑐᓂᒃ casual 
staffing action plan-ᕆᔭᐅᓲᑦ 
ᐊᑲᐃᓪᓕᐅᖅᑐᖃᖃᑦᑕᕐᓯᒪᓂᑰᒻᒥᒻᒪᑦ ᐱᓕᕆᕝᕕᖏᑦ 
casuals-ᖑᓪᓗᑎᒃ. 
ᐃᓚᒋᐊᖅᑕᐅᑐᐃᓐᓇᖃᑦᑕᐅᔭᖅᖢᑎᒃ ᑖᕗᖓ 
ᐱᓕᕆᕝᕕᒻᒥᓂ ᖁᕝᕙᖅᐸᓪᓕᐊᔫᔮᕋᑎᒃ ᑕᕝᕘᓇ 
ᑕᖃᒍᓕᕐᔫᒥᖃᑦᑕᖅᓯᒪᔪᓂᒃ. ᖃᐅᔨᓯᒪᒻᒥᒐᒪ 
ᓄᓇᑦᑎᓐᓂ ᓄᓇᑦᑎᓐᓂᓗ ᑕᐃᒪᐃᑦᑐᑑᖅᑰᖏᖢᓂ, 
ᓄᓇᕗᓗᒃᑖᕐᒥ ᑕᒪᒃᑯᐊ ᖁᑦᑎᓐᓂ ᐃᓛᒃ 
ᐋᓐᓂᐊᕐᕕᒻᒥᓘᓐᓃᑦ home care-ᑯᓐᓂᓘᓐᓃᑦ 
ᐃᖅᑲᓇᐃᔭᕐᑎᐅᖃᑦᑕᖅᑐᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ 
ᐊᑲᐃᓪᓕᐅᖅᑐᒻᒪᕆᐅᖃᑦᑕᕐᓯᒪᒻᒥᒻᒪᑕ 
ᐋᖅᑭᑦᑎᐊᕐᓯᒪᙱᓗᐊᕐᓂᖓᓄᑦ ᑕᒪᓐᓇ. 
 
 
 
ᖁᕝᕙᕆᐊᖅᑕᐅᔪᒃᓴᐅᔫᔮᓕᕋᓗᐊᕐᖢᑎᒃ 
ᐅᐃᒍᔭᐅᒋᐊᒃᑲᓐᓂᑐᐃᓐᓇᖃᑦᑕᕐᖢᑎᒃ ᑳᓐᑐᕌᒃᔅᖏᑦ. 
ᑕᒪᓐᓇ ᐱᓕᕆᐊᖑᖃᑕᐅᓂᐊᕋᓗᐊᕐᒥᒻᒪᖔᑦ 
ᑐᑭᓯᔪᒪᒐᓗᐊᖅᑐᖓ Deputy Minister-ᒧᑦ Human 
Resources-ᑯᓐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
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reports to the departments as to who is on 
the casual list, how long they have been on 
the casual list and what they are doing so 
that we can try to move some of these 
casuals forward. We also have a project to 
assist the departments in looking at their 
casual process department by department. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you, Ms. Wasson. Mr. 
Ningeongan. 
 
Mr. Ningeongan (interpretation): Thank 
you, Mr. Chairman. We do realize that the 
Government of Nunavut is still quite 
young, but we also realize that there need 
to be improvements. It might seem hard to 
do, but there are employees who encounter 
those problems because they are part of the 
workforce of the territorial government. 
Thank you, Mr. Chairman. That was just a 
comment. 
 
Chairman: Thank you. Mr. Ningark.  
 
Mr. Ningark: Thank you, Mr. Chairman. 
My question is on paragraph 49 of the 
Auditor General’s report. It states that your 
department, Madam Deputy Minister, 
“does not currently prioritize staffing 
requests from departments.” And that “… it 
does not maintain a registry of candidates 
who have met the screening criteria in 
previous competitions and who could be 
contacted to compete for positions 
requiring similar skills and qualifications.” 
My question is this, Mr. Chairman: what 
steps has your department taken to date in 
order to prioritize staffing requests and 
maintain a registry of candidates? Thank 
you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Ningark. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 

 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᐃᓱᒫᓗᒍᑎᒋᔭᐃᑦ ᑕᒪᓐᓇ ᑕᒪᒃᑯᓄᖓ ᐊᑯᓂ 
ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᐸᑦᑐᓄᑦ ᐅᖃᖅᑲᐅᕗᖓ ᑕᐃᒪ 
ᐅᓪᓛᒃ ᕿᒥᕐᕈᓂᐊᕋᑦᑎᒍ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖃᑦᑕᖅᑐᑦ 
ᐅᓂᒃᑳᓕᐅᕐᐸᓪᓗᑕᓗ ᑕᖅᑲᒃᑯᓄᖓ ᐱᓕᕆᕕᐅᔪᓄᑦ 
ᑭᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᕐᒪᖔᑕ ᖃᓄᑎᒋᓗ 
ᑭᓱᓕᕆᒻᒪᖓᓪᓚᑐᖅ. ᑖᒃᑯᐊ 
ᓯᕗᒧᐊᑦᑎᐸᓪᓕᐊᓂᐊᕋᑦᑎᒍ ᐃᑲᔪᕋᓱᖃᑦᑕᕐᓗᑕᓗ 
ᖃᓄᖅ ᐱᓕᕆᕕᖏᑦ ᒪᓕᓪᓗᒋᑦ ᖃᓄᑎᒋ 
ᐊᑯᓂᐅᖃᑦᑕᕐᓂᖏᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑐᑦ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐅᐊᑦᓴᓐ. ᒥᔅᑕ 
ᓂᖏᐅᖓᓐ.  
 
ᓂᖏᐅᖓᓐ: ᐃᒃᓯᕙᐅᑖᖅ, ᑕᒪᓐᓇᐃᓛᖅ ᒐᕙᒪᓗᒃᑖᖅ 
ᐋᖅᑭᐅᒪᓂᕆᔭᖓ ᓄᑖᖑᓯᓐᓇᕈᔪᒃᖢᑎᓪᓗ ᑕᐃᒫᒃ 
ᑕᐅᑐᖅᑰᓇᖅᑑᒐᓗᐊᖅ ᑭᓯᐊᓂ ᐃᓗᓕᖁᑎᓗᒃᑖᖏᑦ 
ᕿᒥᕐᕈᔭᐅᓗᑎᐅᔭᕆᐊᖃᕐᓂᖓ ᐅᔾᔨᕐᓇᕐᒪᑦ. ᑕᐃᒫᒃ 
ᑭᓯᐊᓂ ᐋᖅᑭᐅᒪᑦᑎᐊᕈᓐᓇᕐᓂᐊᕐᖢᓂᓗ 
ᐱᔭᕆᑐᔫᔮᖅᑑᒐᓗᐊᖅ. ᑭᓯᐊᓂᑦᑕᐅᖅ ᑕᒪᒃᑯᐊ 
ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᐃᒪᐃᑦᑐᓂᒃ 
ᐊᑲᐃᓪᓕᐅᕈᑎᖃᖃᑦᑕᖅᑐᐃᑦᑕᐅᖅ 
ᖃᐅᔾᔩᑦᑐᔭᕆᐊᖃᙱᒻᒪᑕ ᐃᓚᒋᔭᐅᖃᑕᐅᓪᓚᕆᒻᒪᑕ 
ᒐᕙᒪᑦ ᐊᐅᓚᓐᓂᖓᓄᑦ. ᑖᓐᓇ 
ᐅᖃᕈᒪᑐᐃᓐᓇᖅᑲᐅᓪᓗᒍ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᓂᙵᖅ.  
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ 49-ᒦᑦᑐᖅ. ᑖᒃᑯᐊ 
ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᖅᑏᑦ ᐅᓂᒃᑳᖏᓐᓂ ᐅᖃᕐᓯᒪᒻᒪᑦ, 
ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ ᑖᒃᑯᐊ ᓯᕗᓪᓕᐅᔾᔨᓯᒪᙱᒻᒪᑕ 
ᐃᒫᒃ ᐃᖅᑲᓇᐃᔭᖅᑖᕈᒪᔾᔪᑎᖁᔭᐅᔪᓂᒃ. ᐊᒻᒪᓗᑦᑕᐅᖅ 
ᐃᒪᐃᓕᖓᓪᓗᓂ ᑎᑎᕋᕐᓯᒪᔪᓂᒃ ᑕᐃᒃᑯᓂᖓ 
ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᐊᕐᓯᒪᔪᓂᒃ ᐊᙳᑎᓯᒪᔪᑦ 
ᐊᔪᙱᓐᓂᕆᒋᐊᖃᖅᑕᖏᓐᓂᒃ ᓯᕗᓂᐊᒍᑦ 
ᐅᖃᐅᔾᔭᐅᔪᓐᓇ ᐊᐱᕆᔭᐅᖔᕈᓐᓇᕋᓗᐊᕆᓪᓗᑎᒃ 
ᐱᓇᓱᐊᖁᔭᐅᓗᑎᒃ ᑕᐃᒪᐃᑦᑐᓄᑦ ᐊᔾᔨᐸᓗᖏᓐᓄᑦ 
ᐊᔪᙱᓐᓂᐅᔪᓄᑦ. ᑕᐃᒪᓕ ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ, ᑕᐃᒪᓕ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᖃᓄᐃᓕᐅᕐᓯᒪᓕᕐᐸᑦ 
ᓯᕗᓪᓕᐅᔾᔨᒐᓱᓪᓗᑎᒃ ᐃᖅᑲᓇᐃᔮᖅᑖᖁᔨᔾᔪᑕᐅᔪᓂᒃ 
ᑎᑎᕋᖅᑕᐅᓯᒪᖃᑦᑕᕐᓗᑎᒃ ᑕᐃᒃᑯᐊ ᐊᔪᙱᒍᑎᖏᑦ? 
ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
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Again I share your concerns and I have had 
conversations with my Deputy Minister 
colleagues. We are actually taking some 
steps. Some specialty positions are being 
prioritized at the request of deputies at the 
departments.  
 
In particular, I mentioned the social 
workers and also curriculum developers. 
We’re using a centralized approach to those 
positions so that we can fill them as 
quickly as possible. This means that one 
staffing consultant throughout the territory 
is looking after hiring for these positions. 
We hope to make this approach consistent 
for other positions so that we can fill the 
positions as quickly as possible.  
 
The criteria for the positions that I talked 
about before have not been developed, but 
we have still pulled some high profile 
positions out right away, and the social 
workers have been done for some time in 
that approach. Thank you, Mr. Chairman.  
 
Chairman: Thank you, Ms. Wasson. I 
guess we’re back to paragraph 39 to 62. Go 
ahead, Mr. Ningark.  
 
Mr. Ningark: Thank you, Mr. Chairman. 
My next question is in regard to the 
Recruitment and Retention Strategy. The 
GN’s response to paragraph 50 and 51 of 
the Auditor General’s report states that 
“The Department of Human Resources... is 
committed to developing a government-
wide Recruitment and Retention Strategy.” 
My question is: when will this strategy be 
completed and tabled in the Legislative 
Assembly? Thank you, Mr. Chairman.  
 
Chairman: Thank you, Mr. Ningark. Ms. 
Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
My apologies for the wait and I have to say 

 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓂᙵᖅ. ᒥᔅᑕ ᑳᒻᐳᓪ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᐃᓱᒫᓗᒍᑎᒋᔭᑎᑦ ᑖᒃᑯᐊ ᖃᐅᔨᒪᑦᑎᐊᑕᒃᑲ. ᑕᐃᒪ 
ᖃᓄᖅᑑᐸᓪᓕᐊᓇᓱᐊᖅᑐᒍᑦ ᑕᒪᒃᑯᐊ 
ᓯᕗᓪᓕᐅᔾᔭᐅᓇᓱᐊᓕᖅᑐᑦ ᑐᖏᓕᕆᔭᒥᓂᓪᓗ. 
 
 
 
 
ᐱᓗᐊᖅᑐᒥᒃ ᑕᒪᒃᑯᓄᖓ ᐃᓄᓕᕆᔨᐅᔪᓄᑦ. ᐃᒫ 
ᐊᑕᐅᓯᕐᒥᒃ ᑐᑦᑕᕐᕕᖃᓪᓗᐊᑕᕋᓱᓕᖅᑐᒍᑦ ᑕᐃᒃᑯᐊ 
ᐃᓐᓄᓴᕋᐃᖃᑦᑕᓂᐊᕐᖓᑕ. ᑕᐃᒫᒃ ᑕᒫᓂ ᓄᓇᕗᒻᒥ 
ᐊᑕᐅᓯᕐᒥᒃ ᐃᒫᒃ ᐃᓐᓄᑎᑦᑎᒐᓱᐊᖃᑦᑕᖅᑐᓂᒃ 
ᑖᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔮᖑᔪᓂᒃ. ᑕᐃᒪ, 
ᐊᔾᔨᒋᓕᖅᑎᒐᓱᓐᓂᐊᖅᑕᕗᑦ ᐊᓯᖏᓐᓄᑦ 
ᐃᖅᑲᓇᐃᔮᖑᔪᓂᒃ ᑕᐃᒃᑯᐊ 
ᐃᓐᓄᑦᑕᐅᓴᕋᐃᓐᓂᕐᓴᐅᖃᑦᑕᓂᐊᕐᖓᑕ 
ᒪᓕᑦᑕᐅᔭᕆᐊᖃᖅᑐᑦ ᐅᖃᐅᓯᕆᓯᒪᔭᒃᑲ 
ᐋᖅᑭᒃᑕᐅᓯᒪᙱᑦᑑᒐᓗᐊᑦ. 
 
 
ᑭᓯᐊᓂ ᑕᐃᒃᑯᓄᖓ 
ᐃᓐᓄᓯᑦᑕᐅᑎᒋᓇᓱᖃᑦᑕᕋᓗᐊᖅᑐᒍᑦ 
ᑕᐃᒪᐃᓕᐅᖅᑕᐅᓚᐅᕐᓯᒪᙱᑦᑑᒐᓗᐊᑦ ᐊᓯᐊᒍᑦ. 
ᖁᔭᓐᓇᒦᒃ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᓚᐅᓴᓐ. 39 
62-ᒨᖅᑐᒍᖅᑲᐃ. ᐊᑏ ᑲᔪᓯᒋᑦ ᒥᔅᑕ ᓂᙵᖅ. 
 
 
ᓂᙵᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑭᖑᓪᓕᕐᓕ 
ᑕᒪᒃᑯᓄᖓ ᐃᖅᑲᓇᐃᔮᖅᑖᑎᑦᑎᓂᕐᒧᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᓂᕐᒧᑦ ᐊᒻᒪᓗ ᐊᑕᑎᑦᑎᓇᓱᐊᕐᓂᕐᒧᑦ 
ᑖᒃᑯᐊ paragraphs-ᓂᒃ ᑎᑎᕋᕐᓯᒪᔪᑦ 50 51-ᒥᑦ 
ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᖅᑏᑦ ᐅᓂᒃᑳᖏᓐᓂᒃ ᐅᖃᕐᓯᒪᒻᒪᑕ, 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᖏᕐᓯᒪᑦᑎᐊᕐᖓᑕᒎᖅ 
ᐋᖅᑮᓂᕐᒧᑦ ᒐᕙᒪᓕᒫᒥ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᕐᒧᑦ. 
ᐊᒻᒪᓗ ᓄᖅᑲᖅᑕᐃᓕᒪᑎᑦᑎᓂᕐᒧᑦ. ᑕᐃᒪᓕ ᑖᓐᓇ 
ᖃᖓ ᐸᕐᓇᒍᑕᐅᔪᖅ ᐱᔭᕇᖅᑕᐅᓛᖅᑲ 
ᓴᖅᑭᑕᐅᓛᖅᑲᓗ ᒪᓕᒐᓕᐅᕐᕕᒻᒥ? ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
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that I will have to get back to you on that 
question. I have set the deadline and 
suggested it myself, but I just want to 
double-check and make sure that I’m 
giving you the correct figure before I make 
that statement. Thank you, Mr. Chairman.  
 
Chairman: Thank you. Mr. Ningark.  
 
Mr. Ningark: Thank you, Mr. Chairman. 
Earlier I was talking about casuals and 
contracted positions in the system. 
Paragraph 53 to 55 of the Auditor 
General’s report refers to the problem that 
arises when permanent positions are filled 
on a temporary basis. What is your 
department doing to reduce the practice of 
filling permanent positions on a temporary 
basis? Thank you, Mr. Chairman.  
 
Chairman: Thank you. Ms. Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
Again I have to say that I share your 
concerns and that many of the departments 
see the short-term casuals as being a quick 
fix, but indeed they perpetuate the problem 
in the long term. They think getting 
somebody right away certainly fixes their 
short-term need, but then what it actually 
does is makes it take a longer time.  
 
On the positive side, often when casuals 
are in a position, then they are able to get 
skills and abilities and later become able to 
do those positions. Again, improving staff 
turnaround time and education for 
understanding is going to be some of the 
key things that we need to do to improve 
the temporary staffing practices.  
 
Having said that, we have implemented and 
improved the direct appointment process 
and we also will be reviewing the transfer 
assignment process for improvements. 
Thank you, Mr. Chairman. 

 
ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᓂᙵᖅ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᒪᒥᐊᑉᐳᖓ ᑲᑎᒪᔪᓄᑦ, ᐅᑎᕐᕕᒋᔭᕆᐊᖃᕐᓂᐊᕋᒃᑯ 
ᐊᐱᖅᑯᑎᒋᔭᐃᑦ. ᐋᖅᑭᒃᓯᓯᒪᓕᕇᕋᑦᑕ ᑭᒡᓕᒃᓴᖓᓂᒃ. 
ᑭᓯᐊᓂ ᑕᒻᒪᕐᓯᒪᙱᑦᑐᒥᒃ ᑭᒡᒍᓯᕐᒥᒃ ᑐᓂᔪᒪᖔᕋᒃᑭᑦ 
ᖁᔭᓐᓇᒦᒃ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓂᙵᖅ.  
 
ᓂᙵᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᐊᑦᑎᐊᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓚᐅᐱᓪᓚᒃᑐᓂ ᐊᒻᒪ 
ᑳᓐᑐᕌᒃᑕᐅᓯᒪᔪᓂᒃ ᐅᖃᐅᓯᖃᖅᑲᐅᒐᒪ 
ᑎᑎᕋᕐᓯᒪᓂᖏᑦ 53-ᒥ 55-ᒧᑦ ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᖅᑎᐅᑉ 
ᑮᓇᐅᔭᖅᑐᕈᑎᕕᓂᕐᓂᒃ ᐅᓂᒃᑳᖓᓐᓂ 
ᐊᑲᐅᙱᓕᐅᕈᑎᑕᖃᕐᒪᒡᒎᖅ ᓴᖅᑭᑦᑐᖃᖃᑦᑕᕐᒪᑦ 
ᐃᖅᑲᓇᐃᔮᒃᓴᑦ ᐃᓐᓄᒃᑕᐅᑲᐃᓐᓇᐸᒃᑎᓪᓗᒋᑦ 
ᓄᖅᑲᕐᓂᐊᕇᖅᑐᓂᒃ. ᖃᓄᕐᓕ ᐱᓕᕆᕕᓯ ᐱᐅᓯᖏᓐᓂᒃ 
ᖃᓄᕐᓕ ᐱᓕᕆᕕᓯ ᐱᓕᕆᐊᖃᕐᐸᑉᐸᑦ 
ᐃᖅᑲᓇᐃᔭᓚᐅᑲᐱᓪᓚᖕᓂᐊᖅᑐᓂᒃ? 
 
 
ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓱᒫᓘᑎᒋᔭᓯ ᐃᓱᒫᓘᑎᒋᒻᒥᔭᕗᑦᑕᐅᖅ. ᓯᕕᑭᑦᑐᒧᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓚᐅᑲ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓚᐅᑲᑉᐸᓐᓂᕐᒥᒃ 
ᐊᑲᐅᙱᓕᐅᕈᑎᑖᒃᑲᓂᕐᓇᕐᒪᑦ ᓯᕕᑐᔪᒧᑦ 
ᐃᖅᑲᓇᐃᔮᔅᓴᖅ ᐃᓐᓄᒃᑕᐅᑎᓪᓗᒍ ᓯᕕᑭᑦᑐᒧᑦ. 
 
 
 
 
ᐊᑲᐅᙱᓕᐅᕈᑎᒥ ᐱᑕᖃᓗᐊᙱᑦᑑᒐᓗᐊᖅ ᑭᓯᐊᓂᓕ 
ᓈᓛᒎᖅᑑᓪᓕ. ᐃᖅᑲᓇᐃᔭᓚᐅᑲᐱᓪᓚᒃᑐᑦ ᑕᐃᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᕐᓂᕐᒥᒃ. ᐊᒻᒪ 
ᐱᐅᓯᒋᐊᕐᓗᑎᒍ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᓵᓕᖃᑦᑕᕐᓂᖅ 
ᐃᓕᓐᓂᐊᖅᑎᑦᑎᔾᔪᑏᓪᓗ ᑕᒪᒃᑯᐊ ᐱᐅᓯᒋᐊᖅᑕᐅᓗᑎᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᓚᐅᑲᐱᓪᓚᒃᐸᒃᑐᓄᑦ. 
 
 
 



 84

Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
This is only a comment. I would like to 
state that. I think it’s very hard to make 
commitments when you don’t have 
permanent positions filled. It is hard to 
follow the strategy. I think that we have a 
problem with retaining employees in the 
system. That’s part of the problem. I think 
we have to find a solution in this category. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Komoartok. 
 
Mr. Komoartok (interpretation): I 
apologize for my hoarse voice. I do want to 
be understandable, but when I tried to 
laugh, my voice cracked.  
 
However, we have been on this issue for 
quite a long time. Sometimes it takes a very 
long time for the GN to hire an individual. 
It sometimes takes about a year to fill up a 
vacant position within the government 
system. I would like to ask who does the 
screening when there is a job opening. 
Who scrutinizes their qualifications?  
 
There was an issue in our community that I 
have seen. As we know, the government 
operates an office in Pangnirtung. I have 
seen individuals who have gone through 
Nunavut Arctic College to take the social 
service program. There were two students 
who completed the social service program 
and another two who took the IT program.  
 
There were job openings and positions 
opened. They would open the job 
competition and then they would say that 
there were not enough applicants. They 
then opened the competition again. There 
are four individuals who have gone through 
the Arctic College system and earned their 
certificates and completed their training. 

 
ᑕᐃᒪᐃᓕᓚᐅᖅᑎᓪᓗᒐ ᐊᑐᓕᖅᑎᑦᑎᔭᕆᐊᖃᕋᑦᑕ. 
ᓄᒃᑎᕆᓕᕈᑦᑕᓗ ᑕᒃᑯᓇᓐᖓᑦ ᐱᓕᕆᓛᕆᓪᓗᑕ. 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓂᓐᖓᖅ. 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᐅᓯᒃᓴᑐᐃᓐᓇᖅ. ᐅᖃᕈᒪᓪᓗᖓ ᐱᔭᕐᓂᖅᑰᓐᖏᒻᒪᑦ 
ᐊᖏᖅᓯᑦᑎᐊᕆᐊᒃᓴᖅ ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ 
ᐃᓐᓄᒃᑕᐅᓯᒪᓐᖏᑎᓪᓗᒋᑦ. ᒪᓕᒐᒃᓴᕐᓗ 
ᐅᐸᓗᖓᐃᔭᐅᑏᑦ ᐱᔭᕐᓂᖃᑦᑕᕈᓃᕐᖢᓂ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖖᒃᓴᕐᖢᓂ. ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᒪᒃᑯᐊ 
ᓄᖅᑲᖅᑎᑕᐅᑕᐃᓕᒪᓗᑎᒃ ᐊᑲᐅᓐᖏᓕᐅᕈᑎᑕᖃᖅᑐᖅ 
ᑕᒪᑐᒥᖓ ᐃᓐᓄᓯᒪᓐᖏᓗᐊᕐᓂᖏᓐᓄᑦ 
ᐃᖅᑲᓇᐃᔮᓴᐃᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓇᒦᒃ ᒥᔅᑕ ᖁᒻᒧᐊᒃᑐᖅ. 
 
ᖁᒻᒧᐊᒃᑐᖅ: ᒪᒥᐊᓇᐅᒐᓗᐊᖅ ᓂᐱᓗᒃᑐᐊᓘᒐᒪ 
ᑐᑭᓯᒪᓇᕈᒪᒐᓗᐊᕐᒥᔪᖓ. ᐱᓪᓚᕆᓐᖑᑕᐃᓐᓇᕐᒪᑦ 
ᓂᐱᒐ ᐊᒃᓱᕈᕐᓇᕐᖓᑦ. 
 
 
 
ᐃᓛᒃ ᑕᒫᓃᒃᑲᑦᑕ ᖃᓄᖅ ᐊᑯᓂᑦ ᐃᓛᓐᓂᒃᑯᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᖃᑦᑕᕐᒪᑕ ᓄᓇᕗᑦ ᒐᕙᒪᖏᑦ 
ᐊᑕᐅᓯᑯᓗᖕᒥᒃ ᐊᕐᕌᖑᓕᒫᐸᓗᒎᖅ ᐱᓕᕆᐊᖃᖅᐸᖕᒪᑕ 
ᐃᓐᓄᒐᓱᒃᑎᓪᓗᒍ. ᑐᑭᓯᔪᒪᔭᕋᓗᐊᕋᓕ ᑖᒃᑯᐊ ᑭᒃᑯᓐᓂᒃ 
ᐃᖅᑲᓇᐃᔮᒃᓴᖅᑖᕈᒪᓗᓂ ᑭᒃᑯᓐᓂᒃ ᑕᒃᑯᐊ 
ᐱᓇᓲᑎᖏᑦ ᕿᒥᕐᕈᐊᖅᑕᐅᓲᖑᕚᓪᓗᖕᒪᖔᑕ. 
 
 
 
ᐃᓚᖓᒍᓪᓕ ᓄᓇᑦᑎᓐᓂ ᖃᐅᔨᓯᒪᓕᕋᒪ ᑕᐃᑲᓂ 
ᐊᒡᓚᒡᕕᖃᕐᖓᑕ ᒐᕙᒪᒃᑯᑦ 
ᐃᓕᓐᓂᐊᖅᓯᒪᑦᑎᓯᐊᖅᑑᒐᓗᐊᓂᒃ ᑕᕝᕘᓇ 
ᓯᓚᑦᑐᖅᓴᕐᕕᒃᑯᑦ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᓯᕗᓪᓕᐅᓪᓗᒍ, 
ᒪᕐᕉᓚᐅᖅᓯᒪᕗᒃ ᐊᒻᒪᓗ ᑭᖑᓪᓕᐅᓪᓗᒍ ᖃᕆᓴᐅᔭᒥ 
ᑲᒪᔪᓐᓇᕐᓂᕐᒥᒃ ᒪᕐᕉᑦᑕᔪᒋᕘᒃ. ᑖᒃᑯᐊᒃ 
ᐱᔭᕇᖅᓯᒪᓕᖅᑎᓪᓗᒋᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ 
ᒪᑐᐃᖅᑐᖃᕋᔭᓚᐅᕐᖓᑦ ᑖᒃᑯᓇᓐᖓᓪᓗᐊᓪᓚᕆᑯᓗᒃ 
ᑐᕌᖓᔪᓂᒃ. 
 
ᑖᒃᑯᐊ ᑲᔪᓯᒐᑎᒃ ᒪᑐᔭᐅᑐᐃᓐᓇᖃᑦᑕᖅᐸᓚᐅᕐᖓᑕ 
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Why don’t they include a local person to 
do screening? It seems like they just want 
to get individuals from outside of our 
community. It would be ideal to find out 
who does the screening out. Some of the 
applicants aren’t even told. They don’t 
even thank them for applying for the job. It 
seems like they just go by the other way. I 
would like to know where the headquarters 
is for that screening out, whether it’s in 
Iqaluit or in Igloolik. 
 
Chairman: Thank you. Ms. Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
The panels are made up of the departments. 
The departments decide who will represent. 
In HR, we have a staffing consultant based 
on the job description requirements. The 
screening criteria are developed based on 
the job descriptions. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Komoartok. 
 
Mr. Komoartok (interpretation): Thank 
you, Mr. Chairman. I do want to get 
clarification and understanding about my 
community in Pangnirtung. Do you not 
include local people who are familiar with 
their neighbours during the screening of 
applicants? Because if you do, you would 
not be spending so much time trying to fill 
these positions. Thank you, Mr. Chairman. 
 
Chairman: Thank you, Mr. Komoartok. 
Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The decision of who sits on the panel from 
the local community rests with the 
department, whether it’s whatever 
department. They decide whether or not the 
individual is from that community or from 
another community. Thank you, Mr. 
Chairman. 

ᒪᑐᐃᖅᑕᐅᒃᑲᓐᓂᓛᖅᑐᒡᒎᖅ ᐃᑲᓂ 
ᐱᑕᖃᑦᓯᐊᒃᑲᓐᓂᓕᖅᑲᑦ ᐱᓇᓱᒍᒪᔪᓂᒃ. ᑕᕝᕙᓕ 
ᐃᓕᓐᓂᐊᕇᖅᓯᒪᔪᑦᑎᐊᕙᖕᓂᒃ ᑎᓴᒪᓂᒃ 
ᐱᑕᖃᒻᒪᕆᒃᐳᖅ ᓄᓇᑦᑎᓐᓂ ᐸᐃᑉᐹᖅᑖᖅᓯᒪᔪᓂᒃ 
Arctic College-ᑯᑦ. 
 
 
ᓱᖕᒪᒃᑭᐊ ᐃᓚᖓᒍᑦ ᓄᓇᑦᑎᓐᓂᕐᒥᐅᑕᕐᓂᒃ 
ᕿᒥᕐᕈᐊᖅᑐᖃᖃᑕᐅᔫᔮᖃᑦᑕᓐᖏᓚᖅ ᑕᒪᒃᑯᓂᖓ. 
ᓯᓚᑎᑦᑎᓐᓂᖔᖅ ᐃᓚᖓᒍᑦ 
ᐱᓇᓱᒃᑑᔮᒃᓂᖅᓴᐅᖃᑦᑕᕐᖓᑕ ᓄᓇᑦᑎᓐᓂᕐᒥᐅᑦ 
ᖄᖏᖅᑕᐅᔮᔭᖓᕐᑐᑎᒃ. ᑖᓐᓇᓖᓛᒃ ᑐᑭᓯᐅᒪᔭᕋᓗᐊᕋ 
ᑭᒃᑯᓐᓂᑦ ᐲᔭᖅᑕᐅᕙᓪᓕᐊᕙᖕᒪᖔᑕ ᑕᒪᒃᑯᐊ 
ᐃᖅᑲᓇᔭᒃᓴᖅᑖᕋᓱᒃᓯᒪᔪᑦ. ᐃᓚᖏᓪᓗ 
ᐅᖃᐅᔾᔭᐅᓐᖏᑦᓯᐊᒻᒪᕆᒃᓱᑎᒃ ᐱᔭᐅᕙᖕᒪᑕ 
ᖁᔭᓐᓇᒦᖅᑕᐅᒐᑎᒡᓘᓐᓃᑦ ᐱᓇᓱᓚᐅᕋᑦᓯ. ᑭᓱᓇᒐᓛᒥᒃ 
ᑎᑎᖅᑲᕐᓂᒃ ᑐᓂᓯᔭᐅᒐᑎᒃ 
ᑕᐃᒪᐃᑕᐅᔪᖃᖃᑦᑕᖅᓯᒪᖕᒪᑦ. ᐃᖃᓗᖕᓂᑦ 
ᐊᐅᓚᑕᐅᕙᑦ ᐃᒡᓗᓕᖕᒥᓪᓘᓐᓃᑦ ᐅᕝᕙᓘᓐᓃᑦ 
ᐸᓐᓂᖅᑑᒥᑦ ᐊᐅᓚᑕᐅᒻᒪᖔᖅ? ᖁᔭᓐᓇᒦᒃ 
ᐃᔅᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᐱᓕᕆᕝᕖᑦ ᐊᑐᓂᑦ ᑭᒃᑯᓐᓂᒃ 
ᑭᒡᒐᖅᑐᖅᑎᖃᕐᓂᐊᕐᒪᖔᑕ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ 
ᑕᑯᓇᓕᕈᑎᒃ ᐃᓱᒪᓕᐅᖃᑦᑕᖅᑐᑦ. ᐃᖅᑲᓇᐃᔮᓴᐃᓪᓗ 
ᑭᓱᓕᕆᓂᐊᕐᒪᖔᑕ ᐃᓱᒪᓕᐅᖃᑦᑕᖅᑐᑦ 
ᐃᖅᑲᓇᐃᔮᒃᓴᐃᓪᓗ ᑭᓱᓕᕆᓂᐊᕐᓂᐊᕐᒪᖔᑕ 
ᐃᖅᑲᓇᔮᒃᓴᐃᓪᓗ ᐲᔭᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᑕᐃᒪᓐᓇ. 
ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ.. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ 
ᖁᒻᒧᐊᒃᑐᖅ. 
 
ᖁᒻᒧᐊᒃᑐᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᓛᒃ 
ᑐᑭᓯᔪᒪᓪᓚᑦᑖᕋᒪ ᑕᕝᕙᓐᖓᑦ ᓄᓇᑦᑎᓐᓂᑦ 
ᐸᖕᓂᖅᑑᒥᑦ ᐃᓄᖏᓐᓂᒃ ᖃᐅᔨᒪᓪᓚᑦᑖᖅᑐᒥᒃ 
ᐱᖃᑕᐅᑎᑦᑎᕙᓐᖏᓐᓇᔅᓯ, ᐱᖃᑕᐅᑎᑦᑎᕙᒃᑯᔅᓯ 
ᑕᒪᒃᑯᐊ ᐃᓚᖏᑦ 
ᐊᕗᖓᑰᔮᓗᓐᖏᓐᓂᖅᓴᐅᕙᒃᑲᔭᕋᓗᐊᕐᖓᑕ 
ᐃᓐᓄᒐᓱᒃᑎᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔮᑦ. ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ 
ᖁᒻᒧᐊᒃᑐᖅ. ᒥᔅ ᐅᐊᔅᓴᓐ. 
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Chairman: Thank you. Mr. Komoartok. 
 
Mr. Komoartok (interpretation): Thank 
you, Mr. Chairman. With regard to this 
issue, I queried the Premier last year with 
regard to senior management positions, 
such as the regional director’s position. I 
had asked that when the department is 
conducting interviews for these types of 
positions, there should be a local person on 
the committee. The hamlet had also stated 
that this was their position, that there ought 
to be a local person on the selection 
committee. The correspondence outlining 
this position was submitted to the 
government last year.  
 
We want to have government employees 
who can become an integral part of the 
community. This is what we would like to 
see. We want to have people who are 
willing to fully integrate into the 
community. That is the reason why we 
have requested that a local person be on the 
selection committee for any senior level 
position so that they comprise part of the 
community. In past selections, when the 
selection committee had no local 
representative, the committee tended to 
gloss over the local applicants in favour of 
other applicants. This is an issue we would 
like to remedy.  
 
We want to see more Inuit working for the 
government. There are quite a few Inuit 
who qualify for the position, but by virtue 
of their being a local person, these 
individuals are never selected for an 
interview. I just wanted to comment on this 
issue we face in our community. Thank 
you, Mr. Chairman.  
 
Chairman: Thank you. I don’t have 
anymore names on it, so we will go to 
paragraphs 63 to 71, Training and 
development. Mr. Elliott. 

 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓱᒪᓕᐅᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᑭᓇᒃᑯᑦ ᐃᓱᒪᖅᓲᑎᒋᔭᖓ 
ᐱᓕᕆᕕᐅᑉ. ᐱᓕᕆᕕᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ ᓴᖅᑭᑦᑎᔪᑦ 
ᑕᐃᒃᑯᐊ ᐃᓱᒪᓕᐅᖃᑦᑕᖅᑐᑦ ᑭᓇᒃᑯᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ 
ᕿᒥᕐᕈᓇᖕᓂᐊᕐᒪᖔᑕ ᐱᓇᓱᒃᑐᓂᒃ ᐅᕝᕙᓘᓐᓃᑦ 
ᓄᓇᓕᖕᓂᓐᖔᕐᒥᐊᕐᒪᖔᑕ. ᖁᔭᓐᓇᒦᒃ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ 
ᖁᒻᒧᐊᒃᑐᖅ. 
 
ᖁᒻᒧᐊᒃᑐᖅ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᓛᒃ ᑕᐃᒪ 
ᒐᕙᒪᒃᑯᑦ ᓯᕗᓕᖅᑎᖓᑦ ᐊᕐᕌᓂ 
ᐊᐱᕆᓚᐅᖅᓯᒪᔪᒐᓗᐊᕋᒃᑯ ᑕᒪᒃᑯᓂᖓ 
ᐊᐅᓚᑦᑎᔨᕈᔪᓪᓚᕆᓐᓂᒃ Directors-ᖑᓂᕋᖅᑕᐅᔪᓂᑦ 
ᐱᓇᓱᓕᕋᐃᑉᐸᑕ ᓄᓇᑦᑎᓐᓂᒥᐅᑕᕐᒥᑦ 
ᐱᖃᑕᐅᖃᑦᑕᖁᔨᓗᑕ ᐊᒻᒪᓗᑦᑕᐅᖅ ᕼᐋᒪᓚᒃᑯᑦ ᑖᒃᑯᐊ 
ᑕᐃᒪᐃᓕᖓᔪᒥᑦᑕᐅᖅ ᓇᓗᓇᐃᖅᓯᓚᐅᖅᓯᒪᒻᒪᑕ. 
ᑕᕝᕗᖓ ᒐᕙᒪᒃᑯᓐᓅᓚᐅᖅᓯᒪᔭᕗᑦ ᑕᐃᒃᑯᐊ 
ᑎᑎᖅᑲᐃᑦ. ᓄᓇᑦᑎᓐᓄᑦ ᑐᓐᖓᔫᒥᒍᓐᓇᖅᑐᒥᑦ ᑖᒃᑯᐊ 
ᒐᕙᒪᒃᑯᑦ ᐱᖃᑦᑕᖁᒐᓗᐊᕋᑦᑎᒍ 
ᐃᓚᓕᐅᑎᔪᓐᓇᑎᐊᖅᑐᒥᑦ. 
 
 
 
 
ᑕᐃᒫᒃ ᓄᓇᑦᑎᓐᓂᒥᐅᑕᕐᒥᑦ 
ᐱᖃᑕᐅᖃᑦᑕᖁᔨᒐᓗᐊᖅᑐᒍᑦ ᑕᒪᒃᑯᐊ ᓯᕗᓕᖅᑎᕈᔪᐃᑦ 
ᑖᒃᑯᓄᖓ ᐅᑎᖅᓯᒪᔪᓂᑦ ᐃᓐᓄᑦᑕᐅᓇᓱᓐᓂᐊᑎᓪᓗᒋᑦ 
ᐃᓚᖓᒍᑦ ᑕᐃᒃᑯᐊ ᐱᖃᑕᐅᓕᕋᐃᒻᒪᑕ 
ᒫᓂᒥᐅᓪᓚᕆᐅᓐᖏᑦᑐᑦ ᓄᓇᑦᑎᓐᓂᒥᐅᑦ 
ᐱᓇᓱᒃᑲᓗᐊᖅᑎᓪᓗᒋᑦ 
ᓴᓂᕐᕙᐃᓇᖅᑖᓗᑐᐃᓐᓇᖃᑦᑕᕐᖓᑕ.  
 
 
 
 
 
 
 
 
 
ᑕᒪᓐᓇ ᑕᕝᕘᓇ ᐊᒃᓱᕉᑎᒋᒃᑲᓐᓂᕋᑦᑎᒍ ᐃᓄᐃᑦ 
ᐃᓕᒃᑲᓐᓂᓐᕋᔭᖅᑐᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ. 
ᐃᓕᑦᑎᑕᐅᒍᓐᓃᖃᑦᑕᕐᖓᑕ ᒫᓂᒥᐅᑕᐅᓐᖏᑦᑐᓄᑦ 
ᐃᓚᖓᒍᑦ ᓴᓂᕐᕙᖅᑎᑕᐅᑐᐃᓐᓇᓕᖃᑦᑕᖅᑐᑎᑦ 
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Mr. Elliott: Thank you, Mr. Chairman. On 
page 25, there is Exhibit 8, which outlines 
some of the different training programs and 
internships that are being offered by the 
Government of Nunavut. I’m pretty sure it 
was answered before. There has been no 
follow up by your department as to why 
people do not complete these programs. Is 
that correct? Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. I 
am deferring that question to my director of 
training and development. Thank you, Mr. 
Chairman. 
Chairman: Ms. Kolola. 
 
Ms. Kolola: Thank you, Mr. Chairman. 
Exhibit 8 on page 25 shows the various 
departments that run programs, their 
descriptions and their success rates.  
 
There are five departments and the only 
one I can speak for is the Sivuliqtiksat 
Internship Program. The other departments 
keep their stats and information on their 
success rates or any details about their 
programs. They do not report HR in any of 
this. We do assist them when they ask for 
assistance in learning plans and other kinds 
of tools. 
 
I can speak about the Sivuliqtiksat 
Internship Program and the rates if you 
wish me to, Mr. Chairman.  
 
Chairman: Thank you. Mr. Elliott. 
 
Mr. Elliott: Thank you, Mr. Chairman. 
Yes, if we could find out in terms of why 
some of the candidates were not successful 
in the program. I believe it was 16 from the 
figure here. Thank you. 
 

ᒫᓂᒥᐅᓪᓚᕆᐅᒐᓗᐊᖅᑎᓪᓗᒋᑦ. ᑖᓐᓇ 
ᐅᖃᐅᓯᕆᒍᒪᑐᐃᓐᓇᕋᑖᖅᑕᕋ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ 
ᖁᒻᒧᐊᑦᑐᖅ. ᐊᑎᖁᑎᖃᕈᓐᓃᕋᒪ. ᓈᓴᐅᑎᖓᓐᓄᑦ 63-
ᒥᑦ 74-ᒧᑦ ᑎᑭᓐᓂᐊᖅᑐᑦ ᐃᓕᓐᓂᐊᑎᑦᑎᓂᕐᒧᑦ 
ᐱᕙᓪᓕᐊᑎᑦᑎᓂᕐᒧᓪᓗ ᑐᕌᖓᔪᓂᑦ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᒪᒃᐱᒐᖅ 65-ᒥ, 8-ᒥᑦ ᓈᓴᐅᑎᖃᖅᑐᖅ ᑖᓐᓇ 
ᐃᓕᓐᓂᐊᑎᑦᑎᔾᔪᑎᔅᓴᒫᖑᔪᖅ ᓯᕗᓕᖅᑕᖅᓴᑯᓐᓄᑦ. 
ᒐᕙᒪᒃᑯᑦ ᓄᓇᕗᒻᒥ ᓴᖅᑭᑎᓯᒪᓪᓗᑎᑦ ᑖᔅᓱᒥᖓ 
ᖃᐅᔨᒪᔪᖓ ᑭᐅᔭᐅᓚᐅᖅᑑᒐᓗᐊᖅ. 
ᖃᐅᔨᒋᐊᖅᑕᐅᑲᓐᓂᖅᓯᒪᓐᖏᓛᖅ ᐱᓕᕆᕕᔅᓯᓐᓂᑦ 
ᖃᓄᐃᒻᒪᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓪᓗᑎᑦ ᑕᐃᒃᑯᓂᖓ 
ᐱᔭᕆᐅᖅᓴᖃᑦᑕᖏᒻᒪᖔᑕ? ᖁᔭᓐᓇᒦᒃ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᑭᐅᑎᓐᓂᐊᕋᒃᑯ ᐃᓕᓐᓂᐊᑎᑦᑎᓂᕐᒧᑦ 
ᐱᕙᓪᓕᐊᑎᑦᑎᓂᕐᒧᓪᓗ ᐱᓕᕆᔨᐅᔪᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᑯᓗᓛ.  
 
ᑯᓗᓛ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᓈᓴᐅᑎᖓ, ᓇᓗᓇᐃᖅᓯᔾᔪᑦ 8, ᒪᒃᐱᒐᖅ 25-ᒥ 
ᓇᓗᓇᐃᖅᓯᓯᒪᔪᖅ. 
 
ᐊᔾᔨᒌᓐᖏᑦᑐᑦ ᐱᓕᕆᕕᐅᔪᑦ ᐱᓕᕆᖃᑦᑕᖅᑕᖏᑦ 
ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᓂᑦ ᓯᕗᒧᐊᑦᑎᐊᑐᓪᓗ ᑕᒪᒃᑯᐊ 
ᓇᓗᓇᐃᖅᑕᐅᓯᒪᓪᓗᑎᑦ ᑕᓪᓕᒪᐅᒻᒪᑕ ᐱᓕᕆᕝᕖᑦ. 
ᐅᖃᓪᓚᕝᕕᒋᔪᓐᓇᖅᑕᑐᐊᕋ ᓯᕗᓕᖅᑎᔅᓴᒃᑯᑦ 
ᐃᓕᓂᐊᕐᕕᖓ ᑕᐃᓐᓇ ᐱᓕᒻᒪᓴᕐᓂᕐᒧᑦ. ᐊᑐᓂ 
ᐱᓕᕆᕝᕕᐅᔪᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖁᑎᒋᔭᖏᑦ 
ᓯᕗᒧᐊᑦᑎᐊᓕᕋᓗᐊᕐᒪᖔᑕ ᓇᒻᒥᓂᖅ ᐱᓕᕆᕝᕖᑦ 
ᑲᒪᒋᖃᑦᑕᕐᒪᒍ ᐃᓗᓕᑯᓘᔭᕐᓚᖏᑦ 
ᐅᓂᒃᑳᓕᐅᖃᑦᑕᖏᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ 
ᑖᒃᑯᓂᖓ. ᑭᓯᐊᓂ ᐃᑲᔪᖅᐸᑦᑕᕗᑦ ᐊᐱᕆᔭᕌᖓᒥ 
ᐃᓕᓐᓂᐊᕈᑎᔅᓴᓂᑦ ᐱᔪᒪᑎᓪᓗᖏᑦ ᓴᓇᕐᕈᑎᒐᓚᓐᓂᑦ 
ᑕᒪᒃᑯᓂᖓ ᐃᓕᓴᐅᑎᔅᓴᓄᑦ. 
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Chairman: Thank you. Ms. Kolola.  
 
Ms. Kolola: Thank you, Mr. Chairman. 
Yes, it is correct that 16 did not complete it 
and there are various reasons. Some have 
indicated that the position that they had 
applied for was not what they had 
expected. Others, in the exit interviews, 
have indicated that they did not get along 
with or clashed with their trainer. Various 
others also stated that they were interested 
in another position and left for whatever 
reason. 
 
In retrospect, the 16 that are not completed, 
I am happy to say that since we started the 
program and graduates started in 2004, we 
do have 15 graduates in the director, 
manager, and specialist positions. Of those 
15 graduates, 11 are still in their target 
positions, and we do still continue with the 
program with coordinators. At this time, 
we have nine interns in four departments. 
We have a call for proposals for 
departments to fill the rest of the 16 
positions. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. 
Thank you for that information. Actually 
that sounds better than what was printed in 
here in terms of 11 successful candidates, 
so that’s great to see. I’m glad I asked that 
question.  
 
In terms of the response for the other 
departments, if some of the changes that 
your department is proposing in terms of 
making programs better, streamlining 
different programs, doing more training, 
and whatnot, as part of your strategic plan, 
will you be going back to the different 
departments and seeing how they’re being 
successful with their program and the 
training that they are doing as well? Again, 

 
ᓯᕗᓕᒃᑎᔅᓴᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑕᐅᓂᖏᓐᓄᑦ 
ᐅᖃᐅᓯᕆᔪᓐᓇᖅᑕᕋᓗᐊᕋ ᐅᖃᐅᓯᕆᔭᐅᖁᕈᕕᐅᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᖃᐅᔨᑎᑕᐅᒍᓐᓇᕈᑦᑕ. 
ᐃᓕᓐᓂᐊᕆᐊᕋᓱᖃᑦᑕᖅᑑᒐᓗᐊᑦ ᐃᓚᖏᑦ 
ᓯᕗᒧᐊᑦᑎᐊᖃᑦᑕᖏᒻᒪᑕ. ᑖᒃᑯᐊ ᒪᓕᑦᑐᒋᑦ ᓈᓴᐅᑏᑦ 
16-ᖑᓐᓂᕐᒪᑕ. 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᑯᓗᓛ.  
 
ᑯᓗᓛ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ. 
ᓱᓕᔪᖅ. 16 ᐱᔭᕇᖅᓯᓚᐅᓐᖏᒻᒪᑕ 
ᐱᔾᔪᑎᖃᐅᕈᓘᔭᖅᑐᑎᑦ, ᐃᓚᖏᑦ ᐅᖃᖅᓯᒪᒻᒪᑕ 
ᐃᓂᒋᔭᖏᑦ ᐃᓂᐅᔪᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᐅᔪᑦ 
ᓂᕆᐅᒋᓚᐅᓐᖏᒻᒪᒍ ᐃᒪᐃᑦᑑᓂᐊᕐᓂᖓᓂ. ᐃᓚᖏᓪᓗ 
ᐊᐱᖅᓱᖃᑦᑕᖅᑕᕗᑦ ᐃᓕᓴᐃᔨᒥᓐᓂᒃ ᐃᓕᓴᐃᔨᖏᑦ 
ᐱᑦᑎᐊᖃᑦᑕᐅᑎᓗᐊᕐᓂᖏᒻᒪᑕ. ᐊᓯᖔᖓᓂ 
ᐃᖅᑲᓇᐃᔮᔅᓴᒥᑦ ᐱᒍᒪᖔᖅᑐᑎᑦ. ᐊᔾᔨᒌᓐᖏᑦᑐᓂᑦ 
ᐱᔾᔪᑎᖃᐅᖃᑦᑕᓚᐅᕐᒪᑕ.  
 
 
 
ᑕᕝᕙᓂ ᑖᒃᑯᐊ 16-ᖑᔪᑦ, ᐃᖅᑲᓇᐃᖅᓯᓚᐅᓐᖏᑦᑐᑦ. 
ᐅᖃᕆᐊᔅᓴᖅ ᖁᕕᐊᓱᑦᑐᖓ ᑕᐃᒪᓐᖓᑦ 
ᐃᓕᓐᓂᐊᑎᑦᓴᐃᑦ ᓯᕗᓕᒃᑎᔅᓴᓄᑦ ᐱᔭᕇᓚᐅᕐᒪᑕ 
2004-ᒥᑦ, 15-ᖑᔪᑦ ᐃᖅᑲᓇᐃᖅᓯᓚᐅᖅᑐᑦ 
ᐃᓕᓐᓂᐊᓂᕐᒥᓐᓂᑦ ᐊᖓᔪᖅᑲᐅᑎᐅᓂᕐᒧᑦ. ᑖᒃᑯᓇᓐᖓᑦ 
15-ᓂᑦ, 11 ᓱᓕ ᑐᕌᒐᔅᓴᒥᓐᓄᑦ ᐃᓂᖃᓕᖅᑐᑦ. ᓱᓕ 
ᑕᒪᓐᓇ ᑲᔪᓯᑎᑕᕗᑦ. ᑐᑭᒧᐊᑦᑎᑦᑎᔩᓪᓗ 
ᐱᓕᕆᖃᑎᒋᓪᓗᒍ. ᒫᓐᓇᐅᔪᖅ 9-ᖑᔪᑦ ᐃᓕᓐᓂᐊᖅᑐᑦ 
ᐃᖅᑲᓇᐃᔭᔅᓴᓐᓈᑦ. ᓴᖅᑭᑦᑎᓯᒪᓕᕐᒥᔪᒍᑦ 
ᐱᓕᕆᕝᕕᐅᔪᑦ ᐃᓐᓄᐃᖁᓪᓗᒋᑦ ᑕᐃᒃᑯᓂᖓ 16-
ᖑᔪᓂᒃ ᐃᓕᓐᓂᐊᒐᒃᓴᐃᑦ ᐃᓂᖏᓐᓂ 
ᐃᓕᓐᓂᐊᖅᑐᔅᓴᐃᑦ ᐃᓂᖏᓐᓂ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑐᓴᒐᒃᓴᒥᒃ 
ᖃᐃᑦᑎᒐᕕᙵ. ᑎᑎᕋᕐᓯᒪᔪᒥᒃ 
ᐱᐅᓂᕐᓴᐅᕙᓚᑦᑎᓕᖅᑐᑦ ᐊᓕᐊᓇᐃᑦ. ᐊᓕᐊᓇᐃ, 
ᐊᐱᖅᑯᑎᒋᖅᑲᐅᒐᒃᑯ ᐱᔾᔪᑎᒋᓪᓗᒍ ᑭᒡᒍᓯᐅᖅᑲᐅᔪᖅ. 
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to me, that is the idea of working together 
and sharing success stories to make the 
programs better. Thank you.  
 
Chairman: Thank you. Ms. Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
Through the Building Capacity Committee, 
we will definitely be having that discussion 
and that’s part of the strategic planning 
process. Thank you, Mr. Chairman.  
 
Chairman: Thank you. I don’t have any 
other names on the list. We will move on to 
Human resource tools, paragraphs 72 to 77. 
Mr. Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. I 
know we talked quite a bit about the new 
database and we’ve had a lot of references 
to some of the new tools that are being 
created, but I just had some questions about 
the exit survey. The GN has had that 
survey for a number of years. Has it or how 
long have they been the exit survey for 
employees who are leaving their positions? 
Thank you.  
 
Chairman: Thank you. Ms. Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
The exit survey has been conducted for a 
number of years. What we are looking at 
doing is improving the process. We have 
reviewed the questions, we have done an 
analysis, and we’re now at the stage that 
we need to have some discussions with the 
departments.  
 
We’re encouraging the departments to 
ensure that individuals do get a copy of the 
exit survey. What we need to do is start 
getting more of them back and doing an 
analysis so that we can be sure that we’re 
following up on the reasons why people are 
exiting the GN. Thank you, Mr. Chairman.  

 
 
ᐱᓕᕆᕕᓐᓄᑦ ᐊᓯᖏᓐᓄᑦ ᐊᓯᔾᔨᖅᑕᐅᔪᑦ ᑕᒪᒃᑯᐊ 
ᐊᓯᔾᔨᖅᑕᐅᔪᒪᔪᑦ ᐱᓕᕆᕕᔅᓯᓐᓄᑦ 
ᐋᖅᑭᓱᖅᑕᐅᑦᑎᐊᒃᑲᓐᓂᕈᒪᒡᓗᑎᒡᓗ ᐊᔾᔨᒌᙱᑦᑐᑦ 
ᑕᒪᒃᑯᐊ ᐱᓕᕆᔾᔪᑎᐅᔪᑦ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᖃᑦᑕᕐᓗᑎᒃ 
ᐅᐸᓗᖓᐃᔭᐅᑎᒋᓪᓗᒋᑦ ᐸᕐᓇᐅᑎᑦᓯ ᐃᓚᒋᓪᓗᓂᐅᒃ 
ᖃᓄᖅ ᓯᕗᒧᐊᑦᑎᐊᕐᓯᒪᓕᕐᒪᖔᑕ ᖃᐅᔨᒪᓕᕐᐱᓯ 
ᐱᓕᕆᕝᕕᐅᔪᑦ ᐊᓯᖏᑦ ᑕᒪᒃᑯᐊ? 
ᐃᖅᑲᓇᐃᔭᖃᑎᒌᑦᑎᐊᕐᓗᑎᒃ ᓯᕗᒧᐊᑦᑎᐊᖅᑐᓂᒃ 
ᐅᖃᐅᓯᖃᖃᑦᑕᕐᓗᑎᒃ ᐅᖃᖃᑎᒌᒍᑕᐅᖃᑦᑕᕐᐹᑦ 
ᑕᒪᒃᑯᐊ ᐱᑦᑎᐊᕐᓂᐅᔪᑦ? 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᓯᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᔪᕈᓐᓃᕐᓴᕐᓂᕐᒧᑦ ᑲᑎᒪᔨᕋᓛᑦ ᑕᐃᒃᑯᐊ 
ᑲᑎᒪᖃᑦᑕᖅᑐᑦ ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᖃᑦᑕᕐᖢᑎᒡᓗ 
ᑕᐃᒪᐃᑦᑐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 
ᐊᐱᖅᑯᑎᖃᕈᓐᓃᕐᒥᒐᒪ ᐊᐱᕐᓱᕈᒪᔪᓂᒃ. 
ᓅᓐᓂᐊᓕᕆᕗᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᕐᒧᑦ 72-ᒥᑦ 
77-ᒧᑦ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐅᖃᐅᓯᒋᖃᑦᑕᕋᑖᕋᑦᑎᒍᐃᓛᒃ ᑲᑎᕐᓱᐃᕕᐅᓚᖓᔪᑦ 
ᓈᓴᖅᑕᐅᓯᒪᔪᓂᒃ ᐅᕝᕙᓗᓐᓃᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐅᓄᕐᓂᖏᓐᓂᒃ ᐃᓕᓐᓂᐊᐸᓪᓕᐊᔪᓂᒃ ᐅᕝᕙᓗ 
ᑕᐃᒃᑯᐊ ᓄᖅᑲᐸᓪᓕᐊᔪᑦ ᒐᕙᒪᒃᑯᓐᓂᒃ 
ᑕᑕᑎᕆᓲᖑᒻᒪᑕ ᓱᒻᒪᑦ ᓄᖅᑲᕐᒪᖔᕐᒥᒃ ᑖᒃᑯᐊ 
ᖃᑦᑎᓂᒃ ᐊᕐᕌᒍᓂᒃ ᐊᑐᓕᖅᑕᓯ? 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᑕᑕᑎᕆᐊᓖᑦ ᓄᖅᑲᐸᓪᓕᐊᔪᓂᒃ ᐊᕐᕌᒍᓂᒃ 
ᖃᑦᑎᓂᒃᑭᐊᖅ ᑲᒪᒋᔭᐅᓯᒪᓕᖅᑐᑦ 
ᐋᖅᑭᒋᐊᕋᓱᐊᖅᑕᕗᑦ. ᑕᐃᒃᑯᐊ ᐃᓗᓕᖏᑦ 
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Chairman: Thank you. Mr. Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. 
That was actually the answer to my next 
question.  
 
Do you have any statistics on how many 
people actually complete the exit survey? 
There seems to be a lot of missing 
information and gaps as to why people are 
leaving their positions. To me, it would be 
a good way of tracking and finding out 
why there’s movement from position to 
position, or why someone is actually 
leaving the territory, or why someone is 
changing positions. So do you know how 
many people have actually completed the 
surveys? Thank you.  
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
The number 368 comes to my mind and I 
can’t tell you over what period of time that 
is, but I do remember going through some 
information just in the past week and that 
was the number of exit surveys that were 
analyzed. I’m not going to commit to say 
that that’s been… I know that certainly 
that’s been over a longer period of time, 
but I can’t say exactly how long.  
 
What we want to do is actually get more 
information and categorize it because it 
hasn’t been analyzed and sent out to the 
departments in a breakdown way. No, I 
can’t provide that breakdown. I know that 
you would like to have that and I would 
like to have that information too. Thank 
you very much, Mr. Chairman.  
 
Chairman: Thank you. Mr. Elliott.  
 
Mr. Elliott: Thank you, Mr. Chairman. 
Then with that being said, is there 

ᐅᖃᖃᑎᖃᕐᐸᑦᑐᒍᑦᑕᐅᖅ ᐱᓕᕆᕝᕕᓂᒃ ᖃᓄᖅ 
ᐋᖅᑭᒋᐊᕈᓐᓇᕐᒪᖔᑎᒍ. 
 
ᑲᔪᖏᖅᑐᐃᖃᑦᑕᖅᑐᒍᑦ ᐱᓕᕆᕝᕕᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᑦ ᐱᑎᑕᐅᖁᓪᓗᒋᑦ 
ᓄᖅᑲᕐᓂᐊᓕᕐᓂᕈᑎᒃ ᒐᕙᒪᒃᑯᓐᓂ ᑎᑎᕋᖃᑦᑕᕐᓂᐊᕐᒪᑕ 
ᑕᑕᑎᕆᐊᓕᓐᓂᒃ. ᐊᒻᒪᓗ ᖃᐅᔨᓴᖅᑕᐅᒋᐊᖃᓕᕋᐃᑉᐸᑕ 
ᖃᐅᔨᓴᖅᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᐃᒃᑯᐊ 
ᑕᑕᑎᖅᑕᐅᓯᓐᓈᕐᐸᓪᓗᑎᒃ ᐊᒻᒪᓗ ᓱᒻᒪᑦ ᐱᔾᔪᑎᖏᓐᓂᒃ 
ᓄᖅᑲᕐᒪᖔᑕ ᖃᐅᔨᖃᑦᑕᕐᓂᐊᕋᑦᑕ. 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑲᐅᔭᒪ 
ᐊᐃᑉᐹ. ᓈᓴᐃᓯᒪᕕᓰ ᖃᑦᑎᑦ ᑕᑕᑎᕆᖃᑦᑕᕐᒪᖔᑕ 
ᓱᒻᒪᑦ ᓄᖅᑲᕐᒪᖔᕐᒥ? 
 
ᑕᐃᒃᑯᐊ ᐊᒃᓱᐊᓗᒃ ᓇᒧᙵᕐᒪᖔᑕ ᐃᖅᑲᓇᐃᔮᒧᑦ 
ᒐᕙᒪᒃᑯᓐᓂᒃ ᒐᕙᒪᒃᑯᓐᓄᑦ ᐊᓯᐊᓄᑦ 
ᓄᑦᑎᑐᐃᓐᓇᕐᒪᖔᑕ ᐅᕝᕙᓘᓐᓃᑦ ᐊᓯᐊᓄᑦ 
ᐅᑭᐅᖅᑕᖅᑑᑉ ᒐᕙᒪᖏᓐᓄᑦ ᓇᒧᑐᐃᓐᓇᕐᓘᓐᓃᑦ 
ᖃᐅᔨᔪᒥᓇᕋᔭᕐᖓᑦ, ᓈᓴᐅᑎᓂᒃ ᐱᓯᒪᕕᓯ ᒫᓐᓇ? 
 
 
 
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐊᓕᐊᑦ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): 368 ᐃᖅᑲᐃᑳᓪᓚᑦᑕᕋ ᑭᓯᐊᓂ 
ᑖᓐᓇ ᖃᖓᒃᑰᓂᕐᒪᖔᑦ ᐊᕐᕌᒍᖏᑦ ᓇᓗᒋᔭᕋ. ᑭᓯᐊᓂ 
ᐱᓇᓱᐊᕈᓯᐅᓚᐅᖅᑐᒥ ᑖᓐᓇ ᓈᓴᐅᑦ ᑕᑯᖃᑦᑕᓚᐅᕋᒃᑯ 
ᓄᖅᑲᐸᓪᓕᐊᔪᑦ ᐃᖅᑲᓇᐃᔮᒥᓂᒃ 
ᑕᑕᑎᕆᖃᑦᑕᖅᑐᒥᓃᑦ. ᖃᐅᔨᒪᒐᓗᐊᖅᑐᖓ ᑖᓐᓇ 
ᐊᑯᓂᑲᓪᓚᖃᐃ ᐱᓕᕆᐊᖑᓯᒪᔪᖅ ᑭᓯᐊᓂ 
ᐅᖃᕈᓐᓇᕐᓇᖓ ᖃᓄᑎᒋᐅᓐᓂᕐᒪᖔᑦ ᐊᕐᕌᒍᓂ 
ᐊᓂᒍᖅᑐᓂᒃ. 
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something new in the policies or the 
processes that your department is going to 
be implementing that is going to make this 
mandatory? Again, if you don’t get the 
information collected… it’s nice to have 
the survey, but if you’re not having some 
type of a policy or process in place to make 
sure that it gets completed, filled out, and 
processed, there is not much point in doing 
it. I’m just curious to find out if there’s 
anything new. Thank you. 
 
Chairman: Thank you, Mr. Elliott. Ms. 
Wasson.  
 
Ms. Wasson: Thank you, Mr. Chairman. 
I’m still anxious.  
 
>>Laughter 
 
I’m holding two pieces of paper here. We 
just developed two implementation plans. 
One is for the exit interview and a survey 
review that lists out what we need to do, 
who is responsible for it, and timelines for 
completion. The other one is the reporting 
protocol for exit interview results so that it, 
again, lists out who is responsible and what 
need to happen to move that forward. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you, Mr. Chairman. 
On paragraph 74 of the Auditor General’s 
report, it is recommended that “The 
Department of Human Resources should 
develop a policy on performance 
management that requires department 
managers to conduct performance 
evaluations of all employees, including 
assessments of training needs.” We, as 
politicians, are mandated to ensure that we 
have a working system. We need the tools 
so that we can debate, implement, and 
ensure that policies are being followed 

ᑭᓯᐊᓂ ᐅᖃᕈᓐᓇᖅᑐᖓ ᐅᑯᐊ 
ᖃᐅᔨᒋᐊᒃᑲᓐᓂᕈᓐᓇᖅᑕᕗᑦ ᓇᑭᙶᓂᕐᒪᖔᑕᓗ 
ᐱᓕᕆᕝᕖᑦ ᓲᕐᓗ ᐱᓕᕆᕝᕕᓕᒫᑦ ᑎᑎᕋᖅᑕᐅᓯᒪᓪᓗᑎᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓪᓗ ᑭᒃᑰᓂᕐᒪᖔᑕ ᐅᓄᕐᓂᖏᓪᓗ 
ᓇᓗᓇᐃᔭᖅᑐᕐᓯᙱᓗᐊᕐᒪᑕ ᖃᐅᔨᓴᖅᑳᕆᐊᖃᕋᔭᕋᒃᑭᑦ. 
ᖁᔭᓐᓇᒦᒃ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓕᐊᑦ.  
 
ᐃᐊᓕᐊᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, 
ᑕᐃᒪᐃᓕᓚᐅᕐᓗᑕ ᓄᑖᒥᒃ ᐊᑐᐊᒐᓕᐅᓚᖓᕕᓰ? 
ᐅᕝᕙᓗ ᐃᓕᖅᑯᓯᐅᓂᐊᖅᑐᓂᒃ ᐱᓕᕆᕝᕕᓯᓐᓂ 
ᐊᑐᖅᑕᐅᒋᐊᖃᕐᓂᐊᖅᑐᓂᒃ ᑕᒪᐃᓐᓄᒃ 
ᐊᑐᖅᑕᐅᓴᐃᓐᓇᕐᓗᑎᓪᓗ? ᑖᓐᓇ ᖃᐅᔨᓴᕐᓂᐊᕈᑦᓯᐅᒃ 
ᓈᓴᐃᓂᐊᕈᔅᓯ ᓱᕙᓕᑭᐊᖑᙳᓱᒻᒥᒻᒪᑦ 
ᐊᑐᐊᒐᓕᐅᕈᑎᒋᓂᐊᙱᑯᑦᓯᐅ ᑖᒃᑯᐊ ᑕᑕᑎᕆᐊᓖᑦ 
ᐱᔭᕇᕐᐸᓪᓕᐊᔪᓄᑦ ᓱᕙᓕᑭᐊᖑᓂᐊᕐᒪᑕ 
ᐊᑑᑎᖃᕐᓂᐊᖏᑉᐸᑕ. ᖁᔭᓐᓇᒦᒃ.  
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑖᖅ, ᓱᓕ 
ᐅᐃᒪᔮᕈᔪᒃᑲᒪ.  
 
>>ᐃᓪᓚᖅᑐᑦ 
 
ᒪᕐᕉᓐᓂᒃ ᐸᐃᑉᐹᓂᒃ ᑎᒍᒥᐊᖅᑐᖓ 
ᐊᑐᓕᖅᑎᑦᑎᒍᑎᐅᓚᐅᖅᑐᑦ. ᒪᑯᐊ 
ᐃᖅᑲᓇᐃᔭᕇᖅᐸᓪᓕᐊᔪᑦ ᐊᓯᐊᓅᖅᑐᑦ ᐅᕝᕙᓘᓐᓃᑦ 
ᓄᖅᑲᖅᑐᑦ ᑕᑕᑎᕆᐊᓕᖏᑦ. ᓇᓗᓇᐃᖅᑐᕐᓯᒪᓪᓗᑎᒃ 
ᓱᒻᒪᑦ ᑕᐃᒪᐃᓕᐅᕋᓱᐊᕐᒪᖔᑕ ᓇᓪᓕᐊᓗ ᐱᓕᕆᕝᕕᒃ 
ᑲᒪᔨᐅᒻᒪᖔᑦ ᓇᓪᓕᐊᓄᑦ. ᐊᒻᒪᓗ ᑕᕝᕙᓂ 
ᓇᓗᓇᐃᕐᓯᓯᒪᓪᓗᑎᒃ ᑭᒃᑯᑦ ᑲᒪᔨᐅᓂᐊᕐᒪᖔᑕ 
ᑕᑕᑎᖅᑕᐅᖃᑦᑕᖅᑐᓂᒃ ᕿᒥᕐᕈᔨᐅᓂᐊᕐᒪᖔᑕ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓂᙵᖅ.  
 
 
ᓂᙵᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 74 
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through.  
 
The GN responses to paragraph 74 of the 
Auditor General’s report states that, “In the 
short term, an appropriate policy of 
performance management will be 
developed…” My question to the 
Department of Human Resources, Mr. 
Chairman: will this policy include a 
requirement for managers to conduct 
performance assessments of their staff, and 
when will this policy be completed and 
tabled in the Legislative Assembly so that 
we can use that tool to ensure that we have 
followed through on the implementation? 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
We do have a performance management 
program that has been implemented several 
years ago. We have been doing intensive 
training throughout the government over 
the past year. We offered sessions in 
Nunavut, plus teleconference sessions for 
the communities. From now until the end 
of March, we will visit the regional centres 
and offer the training sessions in 
probationary performance and in regular 
performance management.  
 
The present tool allows for an assessment 
over a one-year period for the performance 
management, and also has a tool to set 
objectives, a tool for quarterly follow-up 
with each employee, and also has a training 
component section. What we do need to do 
is develop a policy that we can bring 
forward and recommend that the process be 
mandatory. Right now, we are training our 
supervisors and making them confident in 
meeting with their employees, providing 
positive performance, and setting training 
goals.  
 

ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᖏᓐᓂᒃ ᐊᑐᓕᖁᔨᓯᒪᒻᒪᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐋᖅᑭᑦᓱᐃᒋᐊᓖᑦ ᐊᑐᐊᒐᕐᒥᒃ. 
ᖃᓄᑎᒋ ᐱᑦᑎᐊᖅᑎᒋᓕᕐᒪᖔᑕ 
ᐱᑦᑎᐊᖅᑎᒋᙱᒻᒪᖔᑕᓘᓐᓃᑦ ᐊᐅᓚᑦᑎᔩᑦ 
ᐱᓕᕆᕝᕕᓐᓂ ᖃᐅᔨᓴᖃᑦᑕᕐᓗᑎᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᑦᑎᐊᓂᒃ ᐊᒻᒪᓗ ᓇᐅᒃᑯᑦ 
ᐱᓕᒻᒪᔅᓴᕆᐊᖃᕐᒪᖔᑕ ᐊᔪᕈᓐᓃᕐᓴᕆᐊᖃᕐᒪᖔᑕ. 
ᑕᐃᒪᓕ ᒐᕙᒪᒃ ᒐᕙᒪᓕᕆᔨᐅᓗᑎᒃ ᑎᓕᔭᐅᓯᒪᒐᑦᑕ 
ᐊᐅᓚᑦᑎᐊᖅᑐᒥᒃ ᒐᕙᒪᖃᕆᐊᖃᕋᑦᑕ ᐊᒻᒪᓗ 
ᐱᓕᕆᔾᔪᑎᕗᑦ ᐊᑐᕐᓂᐊᖅᑕᕗᒃ ᐊᑐᐃᓐᓇᐅᓗᑎᒃ, 
ᐊᑐᓕᖅᑎᑎᑦᓯᐊᖁᓪᓗᑕ ᐊᑐᐊᒐᓕᐊᕆᕙᓪᓕᐊᔭᑦᑎᓐᓂᒃ 
ᒪᓕᑦᑕᐅᖁᔭᑦᑎᓐᓂᒃ. 
 
 
ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂ 74-ᒥ ᐅᖃᕐᓯᒪᒻᒪᑦ 
ᕿᓚᒥᑲᐃᓐᓇᕐᒧᑦ ᓈᒻᒪᑦᑐᒥᒃ 
ᐊᑐᖅᑕᐃᑲᐃᓐᓇᕈᓐᓇᖅᑐᒥᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᖃᓄᑎᒋ 
ᐃᖅᑲᓇᐃᔭᕐᓯᐊᖅᑎᒋᓕᕐᒪᖔᑕ 
ᐱᑦᑎᐊᖅᑎᒋᙱᒻᒪᖔᑕᓘᓐᓃᑦ ᖃᐅᔨᓴᕈᑎᔅᓴᓂᒃ 
ᕿᓚᒥᑲᐃᓐᓇᕐᒥᒃ ᐊᑐᕋᑦᓴᓂᒃ ᐋᖅᑭᑦᓱᐃᓂᐊᕐᓯᒪᒻᒪᑕ 
ᐃᓛ ᐋᖅᑭᑦᓱᐃᖁᔭᐅᓯᒪᒻᒪᑕ. 
ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᒃ ᖃᐅᔨᓴᕈᑎᔅᓴᖏᓐᓂᒃ. ᖃᖓ 
ᑖᒃᑯᐊ ᐱᔭᕇᖅᑕᐅᓛᖅᑲ ᐊᒻᒪ ᒪᓕᒐᓕᐅᕐᕕᒻᒧᑦ ᖃᖓ 
ᓴᖅᑭᑕᐅᓛᖅᑲᑦ ᐊᑐᕈᓐᓇᕐᓯᓛᓕᕋᑦᑎᒍ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑎᓐᓂᒃ ᖃᐅᔨᓴᕈᑎᒋᕙᓪᓗᑎᒍ 
ᓇᐅᒃᑯᓪᓗ ᐊᔪᕈᓐᓃᕐᓴᕆᐊᖃᕐᒪᖔᑕ? ᖁᔭᓐᓇᒦᒃ 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒫᓂ 
ᒥᐊᓂᕆᔨᑦᑎᓐᓂ ᐅᕝᕙᓗ ᐊᐅᓚᑦᑎᔨᑦᑎᓐᓂᒃ 
ᖃᐅᔨᓴᕈᑎᑕᖃᖅᑐᖅ ᖃᓄᑎᒋ ᐱᓕᕆᑎᒋᒻᒪᖔᑕ 
ᐱᑦᑎᐊᖅᑎᒋᙱᒻᒪᖔᑕᓗ. ᒐᕙᒪᒃᑯᓐᓂᓕᒫᑦᑎᐊᖅ 
ᐱᓕᕆᕝᕕᖏᓐᓂᒃ ᐊᑐᐃᓐᓇᐅᑎᑕᕗᑦ ᓄᓇᕗᒻᒥ ᐊᒻᒪ 
ᐅᖄᓚᐅᑎᒃᑯᑦ ᓄᓇᓖᑦ ᑲᑎᒪᖃᑎᒋᕙᑦᑐᑎᒍᑦ 
ᑕᒪᑐᒧᖓ ᒥᔅᓵᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑎᓐᓂᒃ 
ᖃᐅᔨᓴᕆᐊᖃᕐᓂᑎᓐᓂᒃ. ᐊᒻᒪᑦᑕᐅᖅ ᒪᑯᐊ 
ᐃᖅᑲᓇᐃᔭᐃᓐᓇᖅᑐᑦ ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔭᓕᓵᖅᑐᑦ 
ᖃᐅᔨᓴᖅᑕᐅᓂᖏᓐᓂ. 
 
 
 
 
ᐊᒻᒪᓗᑦᑕᐅᖅ ᐃᖅᑲᓇᐃᔭᖅᓲᔭᖅᑐᑦ ᐱᕙᓪᓕᐊᓂᖏᑦ 
ᐅᕝᕙᓗ ᐊᔪᕐᓂᖏᑦ ᖃᐅᔨᓴᖅᑕᐅᕙᒻᒪᑕ. ᐊᒻᒪᑦᑕᐅᖅ 
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I will also state that this year, it was 
mandatory for all senior managers to 
receive a performance review before they 
would be considered for a performance or 
merit bonus by the government. Thank 
you, Mr. Speaker. 
 
Chairman: Thank you. Mr. Ningark. 
 
Mr. Ningark: Thank you. I will direct my 
question to the Office of the Auditor 
General on the policies and tools.  
 
Paragraph 72 of your report states that “We 
found that tools and policies are available 
to help departments better manage their 
human resources, including a performance 
management tool kit for managers and a 
policy on exit surveys and interviews.” 
That’s a preamble. My question, Mr. 
Chairman, is: in addition to the 
performance management tool kit and a 
policy on exit surveys and interviews, what 
other tools and policies did you examine? 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. 
We did look at the various tools that the 
Department of HR had in place or was 
offering to departments for their use. We 
mentioned some of them in paragraph 73. 
We found that they did have a lot of tools; 
the Mentorship Handbook, the Learning 
Plan Manual, they had guidelines for 
performance management, so things were 
available.  
 
I think that one of the issues, though, that 
we had found in interviewing the people is 
that very few performance evaluations 
were done of either managers doing it or 
employees receiving it. That is where we 
had our recommendation. It should be 
mandatory because it is not at the moment.  

ᐊᑐᕈᓐᓇᕐᒥᔭᕗᑦ ᑐᕌᒐᔅᓴᓕᐊᕆᒍᑎᒍᑦᑎᒍᑦ 
ᖃᐅᔨᕙᓪᓕᐊᔭᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑎᓐᓂᒃ ᒪᓕᓪᓗᒋᑦ 
ᓇᐅᒃᑯᑦ ᐋᖅᑭᒋᐊᖅᑐᑦᓴᐅᒻᒪᖔᑕ. ᐊᒻᒪ 
ᐋᖅᑭᒃᓱᐃᒋᐊᖃᖅᑐᒍᑦ ᑭᓯᐊᓂ ᐊᑐᐊᒐᕐᒥᒃ 
ᐊᓪᓚᕝᕕᑎᓐᓂᒃ ᐊᑐᐊᖅᑕᐅᔪᒃᓴᒥᒃ 
ᐊᑐᑦᓴᐃᓐᓇᕆᐊᖃᓕᕐᓂᐊᕐᒪᑦ ᑕᒪᓐᓇ ᖃᐅᔨᓴᕐᓂᖅ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ. ᑕᐃᒪ ᓇᓗᖅᑯᑎᙱᓂᕐᓴᐅᓗᑎᒃ 
ᐊᖏᔪᖅᑳᖏᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᓄᑦ 
ᑲᑎᒪᖃᑎᖃᕈᓐᓇᖃᑦᑕᓂᐊᕐᒪᑕ ᖃᐅᔨᒪᔪᒡᒍᑎᐅᓕᕈᑎᒃ 
ᓇᐅᒃᑯᑦ ᐋᖅᑭᒋᐊᕐᕕᖃᕐᓂᕐᒪᖔᑕ ᐅᕝᕙᓘᓐᓃᑦ 
ᑲᔪᓯᑦᑎᐊᓂᕐᒪᖔᑕ ᐃᓕᕋᓱᖃᑦᑕᐅᑎᙱᓪᓗᑎᒃ. 
 
ᐊᒻᒪ ᑕᒪᓐᓇ ᖃᐅᔨᓴᖅᑕᐅᓂᖅ ᐅᐊᑦᑎᐊᕈ 
ᐋᖅᑭᑎᐊᕐᓯᒪᖃᑦᑕᓚᐅᕐᓂᖏᒻᒪᑦ ᑕᐃᒫᒃ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᙵᖅ.  
 
ᓂᙵᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᐱᖅᑯᑎᒐ 
ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᑎᒃᑯᑦ ᐊᓪᓚᕝᕕᖓᓄᑦ ᐊᐱᕆᓂᐊᕋᒪ 
ᐊᑐᐊᒐᐃᑦ ᒥᑦᓵᓄᑦ ᐊᑐᖅᑕᐅᖃᑦᑕᑐᓪᓗ ᐱᓕᕆᔾᔪᑏᑦ 
ᐃᖅᑲᓇᐃᔭᕈᑏᑦ. 
 
ᐅᓂᒃᑳᓂᒃ ᐅᖃᓚᐅᕋᑦᓯ ᐊᑐᐃᓐᓇᐅᒐᓗᐊᕐᒪᑕ 
ᐱᓕᕆᔾᔪᑏᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᓪᓗ 
ᒥᐊᓂᕆᔾᔪᑎᑲᓂᑦᑎᐊᕙᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ. ᑖᒃᑯᐊ 
ᒥᐊᓂᕆᔾᔪᑏᑦ ᐊᐅᓚᑦᓯᔾᔪᑏᑦ ᐊᑐᐊᒐᐃᓪᓗ ᐃᓗᓕᖏᑦ 
ᑲᔪᓯᑎᑕᐅᓂᖏᓐᓂ ᐊᐱᕆᔪᖓ. ᒥᐊᓂᕆᔨᓐᓄᑦ 
ᐊᐅᓚᑦᓯᔨᓐᓄᑦ ᐊᑐᖅᑕᐅᖃᑦᑕᑐᑦᓴᑦ ᐊᐱᕐᓱᓕᕋᐃᒐᑦᓯ 
ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᐊᖅᑐᓂᒃ ᐃᓛ ᐊᐱᕐᓱᓕᕋᑦᓯ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᖃᓄᐃᑦᑐᓂᒃ ᐊᑐᐊᒐᕐᓂᒃ 
ᐊᑐᓚᐅᕐᐱᓯ? 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᓴᓪᕙᐃ. 
 
ᓴᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᕿᒥᕐᕈᓚᐅᖅᑕᕗᑦ ᐊᔾᔨᒌᓐᖏᑦᑐᑦ ᐱᓕᕆᔾᔪᑏᑦ 
ᐊᑐᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ. 
ᐋᖅᑭᓯᒪᕙᒌᖅᑕᖏᑦ ᐅᕝᕙᓗ ᐋᖅᑭᓱᕈᒪᔭᖏᑦ. 73-ᒥ 
ᑎᑎᕋᖅᓯᒪᔪᓂᑦ ᐃᓚᓕᐅᑎᓯᒪᔭᕗᑦ. 
ᖃᐅᔨᓚᐅᕋᓗᐊᖅᑐᒍᑦ ᐊᒥᓲᓂᖏᑦ ᐱᓕᕆᔾᔪᑎᔅᓴᓂᑦ 



 94

So there is no lack of tools, but then to 
what extent do you use these tools and 
apply them consistently, and you make sure 
that performance evaluations are done 
throughout the GN, that’s our 
recommendation. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Mr. Ningark.  
 
Mr. Ningark: My question, Mr. Chairman, 
is to the Department of Human Resources. 
Recognizing that we do have tools, and 
they are highly recommended by the 
Auditor General’s office, are you 
encouraging your staff to make sure that 
these tools are being utilized in order to 
ensure that we have a working system and 
follow-ups? Thank you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, we are encouraging… . As I said, we 
do have a strenuous education training 
program to go out and provide training to 
all of the departments through this fiscal 
year. The tools are also available 
electronically for individuals to use. Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Ningeongan. 
 
Mr. Ningeongan: Thank you, Mr. 
Chairman. I would like to ask a question to 
the Office of the Auditor General.  
 
Last year in September, during the review 
of your 2009 report on the financial 
management practices of the Department of 
Health and Social Services, we had some 
discussions on the very high turnover of 
staff. You raised the example that there 
have been a total of nine Deputy Ministers 
in the Department of Health and Social 
Services since 1999. In your discussions 

ᖃᐅᔨᓴᕈᑎᓂᑦ ᐱᑕᖃᐅᖅᑐᖅ ᓲᕐᓗ ᒥᐊᓂᕆᓂᕐᒧᑦ 
ᐊᐅᓚᑦᑎᓂᕐᒧᑦ ᐅᖃᓕᒫᒐᐃᑦ ᐊᑐᐊᒐᔅᓴᐃᑦ. 
 
 
ᖃᐅᔨᓚᐅᕆᓪᓗᑕ ᐊᐱᖅᓱᑲᑕᑦᑐᖓ ᐃᓄᓐᓂᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂ ᐱᓕᕆᔨᓂᑦ ᑭᒃᑯᑐᐃᓐᓇᕐᓂᑦ, 
ᐊᐅᓚᑦᑎᔨᐅᑉ ᒥᐊᓂᕆᔨᐅᑉ ᓇᒻᒥᓂᖅ 
ᖃᐅᔨᓴᖅᐸᑦᑐᓂᑦ ᐱᓕᕆᐊᒥᓂᑦ ᐅᕝᕙᓘᓐᓃᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖔᒥᓄᑦ 
ᖃᐅᔨᓴᖅᑕᐅᓕᖅᑐᕕᓂᐅᕙᑦᑐᓂᑦ ᐱᓕᕆᐊᖏᓐᓂᑦ. 
 
ᒫᓐᓇ ᑕᐃᒪᐃᓕᖓᓂ ᐋᖅᑭᑦᑎᐊᖅᓯᒪᓐᖏᒻᒪᑦ. 
ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᑦ 
ᖃᐅᔨᓴᕈᑎᔅᓴᑦᑎᐊᕙᑕᖃᐅᖅᑑᒐᓗᐊᑦ ᑭᓯᐊᓂ 
ᐱᓕᒻᒪᓪᓗᒍ ᑭᓯᐊᓂᐅᒻᒥᒻᒪᑦ ᖃᐅᔨᓴᓕᖅᑭᑦᑖᓗᑎᑦ 
ᐊᑐᖅᑕᐅᔪᔅᓴᐃᑦ ᖃᐅᔨᓴᕐᓂᕐᒧᑦ ᐱᓕᒻᒪᑕᐅᑉᐸᑕ 
ᐊᔪᕈᓐᓃᓂᖅᓴᐅᒐᔭᖅᑑᒐᓗᐊᑦ ᖃᐅᔨᓴᓕᕐᓂᕈᑎᒃ. 
ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓂᓐᖓᖅ.  
 
 
ᓂᓐᖓᖅ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑖᖅ, 
ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐱᓕᕆᕕᖓᓄᑦ. ᑐᑭᓯᓪᓗᑕ ᐱᓕᕆᔾᔪᑎᔅᓴᖃᖅᑐᑦ 
ᐊᑐᖅᑕᐅᔪᔅᓴᐅᓪᓗᑎᓪᓗ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᓐᓄᑦ 
ᑕᐃᒪᐃᖁᔭᐅᓯᒪᓪᓚᕆᒥᒻᒪᑕ. ᐃᓕᔅᓯᓕ ᐱᓕᕆᕝᕕᓯᓐᓂ 
ᓇᒻᓂᖅ ᐱᓕᕆᔾᔪᑎᓯ ᖃᐅᔨᓴᕈᑎᓯ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ 
ᐊᑐᑦᑎᐊᖃᑦᑕᖅᐱᓯᐅᒃ? ᐊᐅᓚᑦᑎᐊᖃᑦᑕᖅᐸᑦ? 
ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᐄ. ᑲᔪᖏᖅᑐᐃᖃᑦᑕᖅᑐᒍᑦ. ᐊᒻᒪ 
ᐱᔭᕆᐊᑐᔪᕈᓗᓐᓂᑦ ᐃᓗᓕᖃᐅᕈᓘᔭᖅᑐᓂᑦ 
ᐃᓕᓐᓂᐊᕈᑎᔅᓴᖅᑕᖃᖅᑐᒍᑦ ᐱᓕᕆᕝᕕᓕᒫᓄᑦ 
ᐃᓕᓴᖅᑕᐅᒋᐊᓕᓐᓂᑦ ᐊᕐᕌᒍᑦᑎᓐᓂᑦ ᐊᒻᒪᑦᑕᐅᖅ, 
ᐃᒻᒥᒃᑯᑦ ᐃᓄᐃᑦ ᐊᑐᕈᓐᓇᖅᑕᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᖃᐅᔨᓴᕆᐊᖃᕈᑎᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᓂᑦ ᐃᒻᒥᒃᑯᑦ 
ᐱᖃᕈᒪᔪᑦ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓂᖏᐅᖓᓐ.  
 
ᓂᖏᐅᖓᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 



 95

with the officials of the department that 
you examined for this report, did you 
discuss the high turnover rate and, if so, did 
you identify any underlying causes? Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Campbell. 
 
Mr. Campbell: Thank you, Mr. Chairman. 
I think Ms. Salvail will answer that 
question. Thank you. 
 
Chairman: Okay. Ms. Salvail. 
 
Ms. Salvail: Thank you, Mr. Chairman. 
It’s not just the Department of Health and 
Social Services that has a high turnover. 
We heard that everywhere in the 
government and departments that we 
looked at. In terms of high turnover and 
why, I think that one of the things that we 
mention in the report is that these exit 
surveys that the department is conducting 
could help in identifying what the causes 
are and why people are leaving. Also, it 
could identify what can be done to retain 
them.  
 
Today we have talked a lot about how we 
can attract more people and have people 
apply for the various competitions, but it’s 
also important to make sure that the 
employees that the GN does have stay in 
their jobs. If they stay in their jobs, then 
that will avoid having to go to more 
competitions down the road. So it’s 
something that probably the exit surveys 
would shed more light on, and we’re happy 
to know that there are some things done in 
that area. Thank you, Mr. Chairman. 
 
Chairman: Thank you. I think Mr. 
Campbell wants to supplement the 
question. 
 
Mr. Campbell: Thank you, Mr. Chairman. 

ᐊᐱᕆᒍᒪᒐᒪ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ ᐊᓪᓚᕝᕕᖓᓄᑦ. 
 
 
ᐊᕐᕌᓂ ᓯᑎᕝᕙᐅᑎᓪᓗᒍ ᕿᒥᕐᕈᑎᓪᓗᓯ 2009-ᒥ 
ᑮᓇᐅᔭᐃᑦ ᐊᐅᓚᓂᖏᓐᓂ ᖃᐅᔨᓴᖅᑎᓪᓗᓯ 
ᐋᓐᓂᐊᖃᕐᓇᖏᑦᑐᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᒃᑯᓪᓗ 
ᐱᓕᕆᕝᕕᖓᓂ. ᐅᖃᐅᓯᖃᓚᐅᖅᓯᒪᒐᑦᑕ 
ᐊᓯᔾᔨᑐᖅᑐᒻᒪᕆᐋᓘᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ 
ᐋᓐᓂᐊᖅᑐᓕᕆᓂᕐᒥ ᐊᒻᒪᑦᑕᐅᖅ ᐋᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ 
ᒥᓂᔅᑕᐃᑦ ᑐᒡᓕᖏᑦ ᐊᒻᒪ ᐃᑲᔪᖅᑎᖏᑦ 1999-ᒥᓂᑦ. 
ᖃᐅᔨᓴᖅᑎᓪᓗᓯ ᑖᒃᑯᓄᖓ ᐅᓂᒃᑳᕆᓚᐅᖅᑕᓯᓐᓄᑦ, 
ᑕᐃᒃᑯᐊ ᐊᖏᔪᖅᑲᐅᑎᖏᑦ ᐋᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓂ 
ᐅᖃᖃᑎᒋᓚᐅᖅᐱᓯᐅᒃ ᐊᒻᒪ ᖃᐅᔨᓚᐅᖅᐱᓰ 
ᖃᑦᑎᑐᕐᓂᕐᒪᖔᑦ ᑕᒪᓐᓇ?  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᑳᒻᐳᓪ.  
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅ 
ᓴᓪᕙᐃ ᑭᐅᓂᐊᕐᒪᒍ.  
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᓴᓪᕙᐃ. 
 
ᓴᓪᕙᐃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐋᓐᓂᐊᖃᕐᓇᖏᑦᑐᓕᕆᔨᒃᑯᑦ 
ᐃᓄᓕᕆᔨᒃᑯᑐᐃᓐᓇᐅᖏᑦᑐᑦ ᐱᓕᕆᕝᕕᖓ 
ᐊᓯᔾᔨᑕᑲᑕᒻᒪᕆᑉᐸᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ. 
ᑐᓴᖃᑦᑕᓚᐅᖅᑐᒍᑦ ᓇᑭᑐᐃᓐᓇᑦᑎᐊᖅ ᒐᕙᒪᒃᑯᑦ 
ᐱᓕᕆᕝᕕᓕᒫᖏᓐᓂᑦ ᖃᐅᔨᓴᖅᑕᑎᓐᓂ. 
ᐊᓯᔾᔨᑕᒻᒪᕆᖃᑦᑕᖅᑐᑦ ᓄᖅᑲᖃᑦᑕᑐᓪᓗ. ᑕᐃᒪ 
ᐅᓂᒃᑳᑎᓐᓂ ᐅᖃᖅᓯᒪᔪᒍᑦ ᓄᖅᑲᐸᑦᑐᑦ ᓄᖅᑲᓕᕈᑎᑦ 
ᑕᑕᑎᕆᐊᓕᓐᓂᑦ ᑕᑕᑎᕆᕙᑉᐸᑕ ᖃᐅᔨᒋᐊᕐᕕᐅᕙᑉᐸᑕ 
ᓱᒻᒪᑦ ᓄᖅᑲᐸᓪᓕᐊᒻᒪᖔᑕ ᐊᒃᓱᐊᓗᒃ 
ᐃᑲᔪᕐᓂᖃᓛᖅᑐᑦ ᓱᒻᒪᓪᓗ ᑕᒪᐅᓇᑐᐃᓐᓇᖅ 
ᓄᖅᑲᑐᐃᓐᓇᐸᒻᒪᖔᑕ. 
 
 
 
ᐊᔪᐃᓐᓈᕆᒋᐊᖃᓚᖓᔪᐃᑦ ᑕᐃᒃᑯᐊ 
ᑕᑕᑎᖅᑕᐅᖃᑦᑕᕐᓗᑎᑦ ᖃᐅᔨᒪᔾᔪᑎᒋᓂᐊᕋᑦᑎᒍ ᒪᑯᐊ 
ᑐᓐᖓᓇᖅᓵᕈᑎᒋᓂᐊᖅᑕᕗᑦ ᐃᖅᑲᓇᐃᔮᔅᓴᐃᑦ 
ᐱᔪᒥᓇᖅᓯᑎᒐᓱᐊᕐᓂᐊᕈᑦᑎᒍ ᖃᐅᔨᒋᐊᖃᕐᓂᐊᕋᑦᑕ 
ᐱᔾᔪᑎᓂᑦ. ᑖᓐᓇ ᐃᖅᑲᓇᐃᔮᕆᔭᐅᔪᒪᔪᖅ ᒪᑐᐃᖓᔪᖅ 
ᐊᒥᓱᓄᑦ ᐊᑭᑦᑐᕋᐅᑎᔪᒪᔪᓄᑦ ᐅᕝᕙᓗ ᐱᓇᓱᐊᕈᒪᔪᓄᑦ 
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Just to add to what Ms. Salvail had said 
when she talked about the exit surveys I 
really think that the absence of every 
employee getting an appraisal is a really 
important factor as well.  
 
Very often, when you do those evaluation 
appraisal discussions with employees, you 
can find out in that discussion that perhaps 
the person is not fully happy in their job or 
there is something going wrong. Through 
those discussions, Mr. Chairman, you can 
identify early enough, maybe sometimes 
early enough, to make adjustments to 
change some factors of the jobs to help 
them not resign and go somewhere else. I 
think that’s a hugely important tool.  
I think, quite honestly, everywhere else in 
other jurisdictions and departments that I 
have audited, you see this all of the time. 
I’ll just talk about the Office of the Auditor 
General. If I don’t do the appraisal for all 
of my staff twice a year, Sheila Fraser gets 
a list of that and she is on the phone. It’s 
easy to monitor, it’s easy to manage, and 
it’s really important. I’m not quite sure if 
the Deputy Minister was really saying that 
they are absolutely going to be mandatory 
across the government. I had comments 
about encouraging people and education 
and training staff to do them.  
 
I think what’s really vital, and we put this 
in a recommendation, is that we would like 
to see a policy and performance 
management that requires department 
managers to conduct the performance 
evaluations. I think I just want to stress that 
point. It really should be required. It’s not 
only an obligation for management but I 
think employees deserve to have the 
feedback and that discussion at least once 
or twice a year. So I just want to emphasize 
the fact that they should be required. Thank 
you, Mr. Chairman.  
 

ᐱᔭᐅᔪᓐᓇᕐᓯᖃᑦᑕᕐᓂᐊᕐᖓᑕ. ᑕᒪᓐᓇ 
ᖃᐅᔨᒋᐊᒃᑲᓐᓂᕈᒪᓚᐅᕐᒥᔭᕗᑦ. ᖁᕕᐊᑦᑐᒍᑦ ᑕᐃᒃᑯᐊ 
ᖃᓄᖅᑑᕐᓯᒪᒻᒪᑕ ᐋᖅᑭᑦᑕᐅᕙᓪᓕᐊᓂᐊᕐᓂᖓᓂᒃ.  
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᑳᒻᐳᓪ 
ᐃᓚᒋᐊᕈᒪᔭᐃᑦ.  
 
 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓚᒋᐊᕐᓗᒍ ᒥᔅ ᓴᓪᕙᐃ ᐅᖃᐅᓯᒋᕋᑖᖅᑕᖓᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᓄᖅᑲᐸᓪᓕᐊᔪᑦ ᑕᑕᑎᕆᐊᓕᖏᓐᓂᒃ. 
ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᑦᑎᐊᑦ ᓇᒥᓕᒫᖅ 
ᖃᐅᔨᓴᖅᑕᐅᓂᖏᑦ ᐱᓕᕆᕙᓪᓕᐊᓂᖏᓐᓂᒃ. 
 
 
ᐅᕝᕙᓗ ᐱᓕᕆᑦᑎᐊᖏᓐᓂᖏᓐᓂ ᐊᑑᑎᖃᓛᖑᕙᒻᒪᑕ. 
ᑕᐃᒫᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᖅᑲᓇᐃᔭᕐᕕᓘᓐᓃᑦ ᐅᕝᕙᓗ 
ᐃᖅᑲᓇᐃᔮᒥᓂᒃ ᐊᓕᐊᓇᐃᒍᓱᒍᓐᓃᕋᒥᒃ ᓄᖅᑲᓲᖑᒻᒪᑦ. 
ᐃᒻᒪᖃ ᑕᐃᒃᑯᐊ ᓄᖅᑲᑐᐃᓐᓇᓚᐅᙱᓐᓂᖏᓐᓂ 
ᖃᐅᔨᓵᓕᖃᑦᑕᕐᐸᑕ ᓱᒻᒪᑦ ᐊᓕᐊᓇᐃᒍᓱᒍᓐᓃᕐᒪᖔᑦ 
ᐃᖅᑲᓇᐃᔮᖓᓂᒃ ᖃᓄᖅᑑᕈᓐᓇᓪᓚᕆᒃᑲᓗᐊᕐᒪᑎᒃ 
ᐊᖏᔪᖅᑳᕇᒃ ᐊᕗᖓᐅᔨᓗᐊᓚᐅᙱᓐᓂᖓᓂ 
ᓄᖅᑲᑐᐃᓐᓇᓚᐅᙱᓐᓂᖏᓐᓂ. 
 
 
 
 
 
ᑕᐃᒪᐃᒐᔪᑦᑐᐹᓘᒻᒪᓂᓛᒃ. ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑎᒍᑦ 
ᐊᓪᓚᕕᑦᑎᓐ ᐊᕐᕌᒍᑦᑎᓂ ᒪᕐᕈᐃᓱᖅᑐᓂ 
ᖃᐅᔨᓴᙱᑐᐊᕋᒃᑭ ᖃᐅᔨᓴᖅᑎᒃᑲ ᓰᓚ ᕗᕋᐃᓱ 
ᐅᖄᓚᕕᐅᑲᐅᑦᑐᖃᑦᑕᕐᒪᑦ ᕿᓄᖓᒐᓚᑦᑐᓂ ᐅᕙᓐᓄᑦ 
ᐅᖄᓚᕙᒻᒪᑦ. ᑭᓯᐊᓂ ᐅᖃᖃᑎᒌᑉᐸᑦᑐᒍᒃ. ᐄ, ᑖᒃᑯᐊ 
ᒐᕙᒪᒃᑯᓐᓂ ᐊᑐᖅᑕᐅᒋᐊᖃᓪᓚᕆᓐᓂᐊᕐᐸᑕ 
ᑎᓕᓯᔾᔪᑕᐅᓗᓂ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 
ᐱᓕᒻᒪᓴᖅᑕᐅᒋᐊᖃᕐᓂᐊᕐᒥᔪᑦ ᐊᔪᕈᓐᓃᓴᖅᑕᐅᓗᑎᒃ 
ᖃᐅᔨᓴᕆᐅᕐᓴᓂᕐᒥᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ. 
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Chairman: Thank you. Mr. Ningeongan, 
you are done? Okay. Mr. Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. I would like to direct my 
question to the Auditor General’s office.  
 
On paragraph 79, it states that “The 
Department of Education’s planning for 
teacher capacity demonstrates the 
importance of taking a comprehensive 
approach to filling gaps in capacity while 
increasing representativeness.” I would like 
to ask the Auditor General’s staff if they 
have canvassed other departments within 
the GN as to whether these practices are 
upheld and if these positions that they are 
trying to fill could be filled with Inuit 
employees. Would this alleviate the 
urgency of this matter for the entire 
government?  
 
I’m asking this question to Mr. Campbell 
and his colleagues. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you, Mr. Okalik. Mr. 
Campbell. 
 
Mr. Campbell: I want to apologize, Mr. 
Chairman. I really didn’t get the middle 
part of the question, so if the Member 
could repeat it, I would appreciate that.  
 
Chairman: Thank you. Mr. Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. It states that “The 
Department of Education’s planning for 
teacher capacity demonstrates the 
importance of taking a comprehensive 
approach…” Is it possible to have this 
applied in all government departments to 
increase Inuit employment? That is my 
question. Thank you, Mr. Chairman. 
 

ᖃᐅᔨᔪᒪᒐᔭᖅᑐᒍᓪᓕ ᐊᑐᐊᒐᕐᓂᒃ ᐊᑐᐊᒐᓕᐅᕐᓗᑎᒃ 
ᒥᐊᓂᕆᔩᓪᓗ ᐊᑐᕆᐊᓕᖏᓐᓂᒃ 
ᐊᔪᕆᕐᓯᐅᔾᔨᓯᒪᓪᓚᑦᑖᖅᑐᓂᒃ ᖃᓄᖅ 
ᖃᐅᔨᓴᖅᑐᑦᓴᐅᒻᒪᖔᑕ ᐱᑕᖃᐅᕐᓗᓂ ᐊᒻᒪ ᑭᖑᓂᐊᒍᑦ 
ᖃᐅᔨᔪᒥᓇᕋᔭᕖᙵᖅᑐᖅ ᖃᓄᖅ ᐊᐅᓚᓂᖃᓕᕐᒪᖔᑦ 
ᐊᑕᐅᓯᐊᕐᓗᑎᒃ ᒪᕐᕈᐃᓱᕐᓗᑎᓪᓘᓐᓃᑦ ᐊᕐᕌᒍᒥ 
ᐅᓂᒃᑳᐸᓪᓗᑎᒃ. ᖁᔭᓐᓇᒦᒃ.  
 
 
 
 
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐱᔭᕇᕐᐲᑦ. ᒥᔅᑕ 
ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐅᑯᐊ 
ᐊᐱᕆᔪᒪᓕᕐᒥᔭᒃᑲ ᖃᐅᔨᓴᖅᑎᔪᐊᒃᑯᑦ ᐊᓪᓚᕝᕕᖏᑦ. 
 
 
ᑖᓐᓇ ᓇᒻᒪᓕᒃ 79-ᒥ ᐅᖃᕐᓯᒪᒻᒪᑦ ᑖᒃᑯᐊᒎᖅ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐃᒫᒃ ᐱᔪᒥᓇᖅᑐᓂᒃ ᐱᕙᒻᒪᑕ 
ᐃᓕᓐᓂᐊᑎᑦᑎᒋᐊᒃᑲᓐᓂᕋᓱᑦᑐᑎᒃ ᐊᒻᒪᓗ ᖃᓄᒃᑲᓐᓂᖅ 
ᕿᓂᕋᓱᑉᐸᑦᑐᑎᒃ ᐃᑲᔫᑎᔅᓴᓂᒃ. ᑖᒃᑯᐊ ᐊᐱᕆᔪᒪᔭᒃᑲ 
ᖃᐅᔨᓴᖅᑐᓕᕆᔨᕐᔪᐊᒃᑯᑦ ᑖᒃᑯᐊ ᐊᓯᖏᓐᓄᖅᑲᐃ 
ᐊᓪᓚᕝᕕᓄᑦ ᒐᕙᒪᓄᑦ ᐊᑐᖅᑕᐅᓂᖅᑲᑕ ᑖᒃᑯᐊ 
ᐱᓇᓱᑦᑕᖏᑦ ᐃᓄᓐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᒃᑲᓐᓂᕋᓱᓐᓂᕐᒧᑦ ᐃᒫᒃ 
ᐅᕿᓪᓕᐅᒥᒐᔭᖅᑲᖅᑲᐃ ᒐᕙᒪᓕᒫᒧᑦ ᑖᒃᑯᐊ. 
 
 
 
 
 
 
ᒥᔅᑕ ᑳᒻᐳᓪᑯᑦ ᐊᐱᕆᑲᐃᓐᓇᕈᒪᔭᒃᑲ? ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐅᑲᓕᖅ. 
ᒥᔅᑕ ᑳᒻᐳᓪ. 
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᒪᒥᐊᒍᒪᓪᓗᖓ ᐃᒃᓯᕙᐅᑖᖅ. 
ᐃᓚᖓ ᑖᓐᓇ ᐱᖅᑲᐅᖏᓐᓇᒃᑯ ᑖᓐᓇ 
ᐅᖃᒃᑲᓐᓂᑲᐃᓐᓇᕈᒃ.  
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Chairman: Thank you. Mr. Campbell.  
 
Mr. Campbell: Thank you, Mr. Chairman. 
I think much of what the Department of 
Education has been able to achieve could 
be translated to other parts of government, 
perhaps not to all parts of government and 
not for all positions. For the recruitment for 
teachers, they are looking at a largely 
homogenous population of people with a 
certain skill set, and I think they have a 
good idea of where to get that skill set in 
Canada.  
 
It’s clear the Department of Education 
understood initially that they were not 
going to be able to fill those jobs in the 
immediate term with beneficiaries, so they 
took a two-pronged approach. They didn’t, 
in any way, change those standards. They 
required that all of the school teachers have 
a certain level of skills, but then they 
developed this longer term plan to develop 
beneficiaries, provide them with the 
education, and provide them with the 
training.  
 
I think that there are other similar types of 
professions, if you would like, that 
Nunavut will always need, whether they be 
nurses, or doctors, or accountants, or 
engineers, or the likes. This type of process 
could be applied to that and I think it’s 
really worthwhile looking at. Thank you 
very much.  
 
Chairman: Thank you. Mr. Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. If that is the case, I would 
like to ask the government about whether 
they ought to be applying the Department 
of Education’s model in their recruitment 
practices. Are there any plans to apply it in 
the future to the regional staffing issues? 
How will they train beneficiaries for 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑖᒃᑯᐊᖏᓛᖅ 
ᐅᓂᒃᑳᕐᓯᒪᒻᒪᑕ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᒡᒎᖅ 
ᐊᑐᕐᐸᑦᑕᖏᑦ ᑕᒪᒃᑯᓂᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᖃᑦᑕᓂᕐᒧᑦ 
ᐃᓕᓐᓂᐊᑎᑦᑎᑲᓐᓂᕋᓱᓐᓂᕐᒧᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᔅᓴᒥᓂᒃ. 
ᑖᒃᑯᐊᒎᖅ ᑕᑯᒥᓇᕐᓂᕋᓗᐊᕐᖓᑕ, ᑕᒪᓐᓇᖃᐃ 
ᐊᑐᖅᑕᐅᑲᓐᓂᕈᓐᓇᖅᑲ ᒐᕙᒪᓕᒫᒧᑦ? ᑕᐃᒫᒃ 
ᐱᐅᓯᖃᓕᕐᓂᖅᑲᑕ ᑖᒃᑯᐊ ᐃᓄᓐᓂᒃ 
ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᖅ ᒥᑭᓪᓕᐅᒥᒐᔭᖅᑑᒐᓗᐊᖅ 
ᓇᒥᓕᒫᖅ, ᑖᓐᓇ ᐊᓪᓚᕝᕕᖓ ᐊᐱᕆᑲᐃᓐᓇᕈᒪᔭᕋ 
ᑕᐃᒫᒃ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᖁᔭᓐᓇᒦᒃ. 
ᒥᔅᑕ ᑳᒻᐳᓪ.  
 
ᑳᒻᐳᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐊᑐᖃᑦᑕᖅᑕᖏᑦ ᒐᕙᒪᐃᑦ 
ᐊᓯᖏᓐᓄᑦ ᐊᑐᕈᓐᓇᖃᑦᑕᖅᑐᒃᓴᐅᔪᑦ 
ᐃᖅᑲᓇᐃᔮᒃᓴᓕᒫᖑᙱᑦᑐᑦ. ᐃᓕᓴᐃᔨᒃᓴᕐᓯᐅᖢᑎᒃ 
ᕿᓂᓲᖑᒻᒪᑕ ᐱᓕᒻᒪᒃᓯᒪᔪᓂᒃ ᐊᔪᙱᓐᓂᓕᓐᓂᒡᓗ. 
ᐊᒻᒪᓗ ᖃᐅᔨᒪᓪᓗᑎᒃ ᓇᑭᑦ ᐃᓕᓴᐃᔨᓂᒃ 
ᓇᓂᓯᔪᓐᓇᕋᔭᕐᒪᖔᑦ. 
 
 
 
ᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑐᑭᓯᓚᐅᖅᓯᒪᖕᒪᑕ 
ᐃᓐᓄᐃᒍᓐᓇᖏᓐᓂᕐᒥᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ 
ᓄᓇᖃᖅᑳᕐᓯᒪᔪᓂᒃ ᐊᒻᒪᓗ ᒪᕐᕈᐃᓕᖓᔪᓂᑦ 
ᐊᑐᓚᐅᖅᓯᒪᓪᓗᑎᑦ. ᐃᓕᓴᐃᔨᓕᒫᑦ, ᐱᓕᒻᒪᖅᓯᒪᓂᖏᑦ 
ᐊᑐᖅᑕᐅᓪᓗᑎᑦ ᐊᒻᒪᓗ ᑖᓐᓇᐅᒐᓗᐊᖅᑎᓪᓗᒍ 
ᐊᕗᖓᐅᓕᓯᒪᔪᓂᑦ ᐸᕐᓇᐅᓯᐅᓚᐅᖅᓯᒪᔪᑦ 
ᓄᓇᖃᖅᑳᖅᓯᒪᔪᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᔪᓐᓇᓂᐊᕐᒪᑕ 
ᐱᓕᒻᒪᓴᖅᑕᐅᔪᓐᓇᓂᐊᕐᒪᑕᓗ.  
 
 
 
 
 
 
ᐊᒻᒪᓗ ᑕᒫᓂ ᓄᓇᕗᒻᒥ ᐋᓐᓂᐊᓯᐅᖅᑎᐅᒐᓗᐊᖅᐸᑕ 
ᓘᒃᑕᐅᒐᓗᐊᖅᐸᑕ ᐱᑐᐃᓐᓇᐅᖏᑦᑐᓂᑦ 
ᐅᐊᔭᓕᕆᔨᓪᓗ ᑕᒪᒃᑯᓄᖓ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐋᖅᑭᓯᒪᔭᖏᓐᓂ 
ᐊᑐᕋᓗᐊᖅᐸᑕ ᓈᒻᒪᒐᔭᖅᑰᖅᑐᖅ. 
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various government positions for the 
future? Thank you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Our action plan to create our gap analysis is 
based on the education model. So, yes, we 
are planning to utilize the model. We 
would then be able to know what we have, 
know what we need, and be able to predict 
the training that is required for our people. 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Okalik. 
 
Mr. Okalik (interpretation): I apologize, 
Mr. Chairman. I wasn’t going to ask 
another question, but the Deputy Minister 
indicated in her response that they are 
currently working on plans. When are we 
going to see the final plans of the 
government that we can look at? Thank 
you, Mr. Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Our plan for the final is projected to be in 
March 2015. We will be targeting priority 
positions before then and implementing the 
plan for those targeted priority positions 
long before 2015. Thank you, Mr. 
Chairman.  
 
Chairman: Thank you. Mr. Okalik.  
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. Even if we wait until 2015, 
the majority of the Members will most 
likely no longer be representing their 
constituents. Therefore, that poses a bit of a 
concern.  
 
As the deputy indicated, they will 
undertake a plan prior to this being taken 

 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᐃᑎᓪᓗᒍ 
ᑖᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᐊᐱᕆᔪᒪᓕᖅᑕᒃᑲ, ᑖᒃᑯᐊ 
ᒪᓕᒐᓱᓪᓗᒋᑦ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ 
ᐊᑐᖅᐸᓚᐅᖅᑕᖏᑦ ᐊᑯᓂᐅᓕᖅᑐᖅ, ᑕᐃᒫᖅᑲᐃ 
ᐸᕐᓇᐸᓪᓕᐊᒍᓐᓇᖅᑲᑦ ᐊᒡᒍᖅᓯᒪᔪᓂᑦ ᓯᕗᓂᑦᑎᓐᓂ? 
ᑖᒃᑯᐊ ᖃᓄᒃᑲᓐᓂᖅ 
ᐃᓕᓐᓂᐊᕆᐊᖅᑎᑦᑎᑲᓐᓂᕈᓐᓇᓂᐊᕐᒪᖔᑕ ᐃᓄᓐᓂᑦ 
ᐊᔾᔨᒌᓐᖏᑦᑐᓄᑦ ᐃᖅᑲᓇᐃᔮᓄᑦ ᓯᕗᓂᑦᑎᓐᓂ. 
ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᐊᐅᓚᔾᔭᐃᓂᕐᒧᑦ ᐸᕐᓇᐅᓯᐊᕆᓯᒪᔪᑦ. ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ 
ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐆᒃᑑᑎᒋᖃᑦᑕᖅᑕᖓ 
ᐊᑐᕐᓗᑎᒃᑯ ᖃᐅᔨᒪᓂᐊᖅᑐᒍᑦ ᑭᓱᓂᑦ 
ᐊᑐᖃᑦᑕᕋᔭᕐᒪᖔᑦᑎᓐᓂ ᐊᒻᒪᓗ ᖃᓄᐃᑦᑐᓂᑦ 
ᐃᓕᓐᓂᐊᕈᑎᔅᓴᓂᑦ ᓴᖅᑭᑎᑦᑎᒐᔭᕐᒪᖔᑦᑕ ᑕᐃᒃᑯᓄᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑎᖁᑎᒋᔭᑦᑎᓐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᒪᒥᐊᓇᖅ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 
ᐊᐱᕆᒃᑲᓂᕐᓂᐊᕋᑖᓐᖏᒃᑲᓗᐊᖅᑐᖓ ᑭᓯᐊᓂ ᑖᓐᓇ 
ᑐᖏᓕᕆᔭᖓ ᐃᖅᑲᓇᐃᔭᓕᕆᔨᒃᑯᑦ ᐅᖃᕋᑖᕐᖓᑦ 
ᐸᕐᓇᒻᒪᑕᒎᖅ ᑕᐃᒫᒃ. ᖃᖓᓕᑭᐊᕐᖓᐃ 
ᐸᕐᓇᓯᒪᓪᓚᕆᑦᑐᒥᑦ ᑕᑯᑎᑕᐅᒍᓐᓇᓛᕋᓗᐊᖅᑭᑕ 
ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᓂᐊᕐᒪᖔᑕ ᒐᕙᒪᒃᑯᑦ ᓯᕗᓂᑦᑎᓐᓂ 
ᑕᒪᑐᒧᖓ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᑕᐃᒃᑯᐊ ᑭᖑᓪᓕᐹᖅᓯᐅᑏᑦ ᐱᔭᕇᖅᕕᔅᓴᒫᖃᖅᑐᑦ ᒫᑦᓯ 
2015-ᒥ ᐊᒻᒪᓗ ᐊᑐᓕᖅᑎᑕᐅᕙᓪᓕᐊᓕᕐᓗᑎᑦ 2015 
ᑐᖔᓂᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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on. She also indicated that they are going to 
be implementing it. I personally would like 
to see the plan so that these important 
issues are implemented within the 
government. Some of them are very 
important and have to be implemented as 
soon as possible. Thank you, Mr. 
Chairman. 
 
Chairman: Thank you. Ms. Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
Yes, the 2015 target date is for the final 
implementation of the total plan. We will 
be doing the plan in priority stages, so we 
will be targeting the priority positions and 
providing updates and reports long before 
2015. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Mr. Okalik. 
 
Mr. Okalik (interpretation): Thank you, 
Mr. Chairman. (interpretation ends) By 
2015, this is 2010; we could have at least 
20 Inuit lawyers by that time. But the way I 
think, anyway, is we have to get things 
going if we want to get movement, so I 
look forward to the department coming 
forward with early decision-making on 
some of these categories. (interpretation) 
Thank you, Mr. Chairman. 
 
Chairman: Thank you. I guess that was 
just a statement.  
 
I have one question there for the 
government. The Auditor General’s report 
makes a reference to the advantages that 
the Department of Education has “when it 
comes to filling gaps in capacity, including 
authority to staff its own positions…” Is 
the government considering giving more 
departments the authority to staff their own 
positions and, if not, why not? Ms. 
Wasson. 
 

 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 2015-ᒧᑦ 
ᐅᑕᖅᑭᒐᓗᐊᕈᑦᑕ ᑕᒫᓃᑐᐃᓐᓇᐅᔮᖅᐸᓚᐃᖏᓐᓇᑦᑕ. 
ᑕᐃᒫᒃ ᑖᓐᓇ ᐃᓱᒫᓘᓇᕈᑎᒋᓪᓗᒍ.  
 
 
 
 
ᑖᓐᓇ ᑐᖏᓕᖓ ᐃᖅᑯᓪᓕᕋᑖᕐᖓᑦ, ᐄ, 
ᓯᕗᓂᖓᒍᒡᒎᖅ ᐸᕐᓇᐃᓯᐊᕐᓂᐊᖅᑐᑦ ᓇᓕᐊ 
ᐱᔭᕆᐊᖃᓪᓚᕆᒻᒪᖔᖅ. ᑕᐃᒪᐃᑉᐸᑦ 
ᑕᑯᑎᑕᐅᔪᒪᓂᐊᕋᓗᐊᖅᑐᒍᓪᓕ, ᐃᓛᒃ ᐅᕙᖓᓕ, 
ᖃᓄᐃᓕᐅᕋᓱᓐᓂᐊᕐᒪᖔᑕ ᑖᒃᑯᓄᖓ ᐱᒻᒪᕆᒋᔭᒥᓄᑦ 
ᓇᓕᐊᓐᓄᑐᐃᓐᓇᖅ. ᐅᒃᐱᕈᓱᒻᒥᒐᒪᑦᑕᐅᖅ ᑕᐃᒫᒃ 
ᑐᐊᕕᕐᓇᕐᖓᑕ ᐃᓚᖏᑦ. 
ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᓂᐊᕐᒪᖔᑕ ᖃᐅᔨᒍᒪᓂᐊᖅᑐᖓ 
ᓯᕗᓂᑦᑎᓐᓂ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐅᐊᔅᓴᓐ.  
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 2015-
ᒥ ᑭᖑᓪᓕᖅᐹᖅᓯᐅᑏᑦ ᑕᐃᒃᑯᐊ ᓴᖅᑭᑦᑐᒪᓂᐊᖅᑕᕗᑦ 
ᐃᓗᐃᒃᑲᐅᓗᑎᑦ. ᐊᒻᒪᓗ ᐸᕐᓇᐅᓯᐅᕐᓂᐊᖅᑐᑕ 
ᐱᔭᕆᐅᖅᓴᕐᕕᔅᓴᓕᐅᓯᒪᓗᑎᑦ ᐱᒻᒪᕆᐅᓂᖏᑦ 
ᑐᐊᕕᕐᓇᕐᓂᖏᑦ ᒪᓕᓪᓗᑎᒃᑯᑦ. ᐊᒻᒪᓗ 2015 ᑕᐃᒃᑯᐊ 
ᑭᖑᓪᓕᖅᐹᑦ ᐅᓂᒃᑳᑦ ᓴᖅᑭᓛᖅᑐᑎᒃᑯᑦ. ᖁᔭᓐᓇᒦᒃ, 
ᐃᒃᓯᕙᐅᑖᖅ.  
 
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑲᓕᖅ.  
 
ᐅᑲᓕᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ. (ᑐᓵᔨᑎᒍᑦ) 2015-
ᖑᓕᖅᐸᑦ, 2010-ᖑᒻᒪᑦ ᐅᓪᓗᒥ, 20-ᓂᑦ ᐃᓄᓐᓂᑦ 
ᒪᓕᒐᕐᓂᐊᖅᑎᓕᐅᕈᓐᓇᖅᑐᒍᑦ 
ᒪᓕᒐᕐᓂᐊᖅᑎᑖᕈᓐᓇᖅᑐᖓ, ᑕᐃᒪᓐᓇᓕ ᐃᓱᒪᒐᒪᐃ. 
ᐱᕙᓪᓕᐊᑎᑦᑎᔭᕆᐊᖃᓕᕋᑦᑕ 
ᓯᕗᒧᐊᑉᐸᓪᓕᐊᓗᑕᓗ.ᓂᕆᐅᑉᐳᖓ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔩᑦ ᓴᖅᑭᑦᑎᓂᐊᕐᓂᖏᓐᓂ ᐊᒻᒪᓗ 
ᐃᓱᒪᓕᐅᕈᑎᖃᕐᓂᐊᕐᓂᖏᓐᓂ ᑕᒪᒃᑯᓂᖓ 
ᑐᐊᕕᕐᓇᓂᖅᓴᐅᔪᓂᑦ. (ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) 
ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ. 
 
 
ᐃᒃᓯᕙᐅᑕᖅ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᒪᓐᓇ 
ᓂᓪᓕᐅᑎᔅᓴᑐᐃᓐᓇᖅ. 
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Ms. Wasson: Thank you, Mr. Chairman. I 
guess the short answer at this time is no, 
we have not discussed giving the authority 
to more departments to staff their own 
positions. Thank you, Mr. Chairman. 
 
Chairman: Thank you. Why not? Ms 
Wasson. 
 
Ms. Wasson: Thank you, Mr. Chairman. 
There are positive and negative reasons for 
staffing positions either centrally in the 
departments or decentralized. The specialty 
positions certainly are positions that the 
departments are able to centralize 
themselves because they can focus just on 
the specialties, but there certainly are 
reasons for centralization. The main ones I 
think about for HR to do the staffing are 
one is the economies of scale and two is 
being able to following the staffing 
processes. With the move to do a 
generalized overview of staffing for 
particular positions and the clean up of the 
staffing processes, then we certainly will be 
moving to those economies of scale. Thank 
you, Mr. Chairman.  
 
Chairman: Thank you. I have no more 
names on my list. This brings us to the end 
of the review of the Auditor General’s 
report on the human resource capacity of 
the Government of Nunavut.  
 
I would like thank the staff of the Auditor 
General as well as the witnesses for 
participating in the review. We received a 
number of commitments to provide the 
Committee with information. We look 
forward to receiving this from the 
witnesses before the Assembly reconvenes 
next month. Thank you.  
 
I would like Members of the Committee 
and the Auditor General’s staff to meet in 
the Nanuq Room in about 10 minutes, I 

 
ᐊᐱᖅᑯᑎᖃᕐᒥᒐᒪ, ᒐᕙᒪᒃᑯᓐᓄᑦ 
ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᖏᑦ ᐅᖃᖅᓯᒪᒻᒪᑕ 
ᑖᒃᑯᐊ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᑭᑭᑕᐅᓯᒪᔪᑦ ᒪᓕᑦᑐᒋᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑎᓴᓯᐅᕐᓂᖏᓪᓗ ᒐᕙᒪᒃᑯᑦ 
ᐱᓕᕆᕝᕕᖏᓐᓂ ᐱᔪᓐᓇᕐᑎᖅᑖᖅᑎᑦᑎᓂᐊᖅᐱᓰ 
ᐃᓐᓄᐃᓂᐊᕐᒪᑕ ᓇᒻᒥᓂᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᔅᓴᒥᓐᓂᒃ? 
ᑕᐃᒪᐃᔾᔮᖏᒃᑯᔅᓯ ᑭᓱᒥᑦ ᐱᔾᔪᑎᖃᖅᑭᓯ? ᖁᔭᓐᓇᒦᒃ. 
ᒥᔅ ᐅᐊᔅᓴᓐ. 
 
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
ᓇᐃᓈᕐᓗᒍᖃᐃ ᐋᒡᒐ ᒫᓐᓇ ᑕᒪᓐᓇ 
ᐅᖃᐅᓯᕆᓯᒪᙱᑕᕗᑦ. ᓇᖕᒥᓂᖅ ᐃᓛ 
ᐃᓱᒪᓕᐅᕐᓯᒪᙱᑦᑐᒍᑦ ᓱᓕ ᑕᐃᒃᑯᐊ ᓇᖕᒥᓂᖅ 
ᐃᓐᓄᐃᖃᑦᑕᕐᓂᐊᕐᒪᑕ ᐱᓕᕆᕕᒻᒥᓂᒃ  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᓱᒻᒪᑦ? ᒥᔅ 
ᐅᐊᔅᓴᓐ.  
 
 
ᐅᐊᔅᓴᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐱᐅᔪᑦ 
ᐱᐅᙱᑐᓪᓗ ᐱᔾᔪᑎᒃᓴᐃᑦ ᑕᒪᔾᔭᐅᒻᒪᑕ 
ᐃᓐᓄᐃᖃᑦᑕᕐᓂᐊᕐᐸᑕ ᑖᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕝᕕᖏᑦ 
ᓯᐊᒻᒪᑎᕐᕕᐅᓯᒪᔪᓪᓗ ᐋᒃᑲᓗ. ᐊᒻᒪᓗ ᐱᓕᕆᕝᕖᑦ 
ᓇᖕᒥᓂᖅ ᐱᓕᕆᕝᕕᑦᑖ ᐃᓛ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᖃᕐᓂᕈᑎᒃ ᐄᖑᓇᔭᖅᑐᖅ. 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒋᔭᐅᖃᑦᑕᖅᑐᒍᑦ 
ᑮᓇᐅᔭᖅᑐᖏᓐᓂᕐᓴᐅᖕᒪᑦ ᐊᒻᒪᓗ ᐱᓕᕆᕝᕖᑦ 
ᓇᒻᒥᓂᖅ ᐱᓕᕆᐊᖃᖃᑦᑕᓕᕈᑎᒃ ᐃᖅᑲᓇᐃᔮᑦ 
ᐃᓚᖏᓐᓂ ᐃᓱᒪᓕᐅᕈᑎᒋᓇᔭᖅᑕᕗᑦ 
ᑮᓇᐅᔭᖅᑐᙱᓗᐊᖅᑕᐃᓕᒪᓂᖅ ᐃᓱᒪᒋᓪᓗᑎᒃᑯ.  
 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᑎᖁᑎᖃᕈᓐᓃᕋᒪ. ᑕᕝᕙ 
ᐃᓱᓕᑉᐳᖅ ᑕᒻᒪᕐᓯᒪᔪᕐᓯᐅᖅᑎᐅᑉ ᐅᓂᒃᑳᓕᐊᕕᓂᖏᑦ 
ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᓂᒃ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᓐᓂᑦ. 
 
ᑖᒃᑯᐊ ᖁᔭᓐᓇᒦᕈᒪᔭᒃᑲ ᑕᒻᒪᕐᓯᒪᔪᕐᓴᓪᕙᐃᐅᑉ ᑎᐅᑉ 
ᑎᑎᕋᕐᕕᖏᓐᓃᙶᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓂᓪᓗ. 
ᑐᙵᓱᑦᑎᑦᑎᕗᖓ ᐊᒻᒪᓗ ᓂᕆᐅᑉᐳᒍᑦ ᑲᑎᒪ ᑕᒪᒃᑯᐊ 
ᐅᖃᐅᓯᕆᔭᐅᓛᕐᓂᐊᕐᓂᖏᓐᓂᒃ ᑲᑎᒪᕐᔪᐊᓕᕈᑦᑕ. 
ᖁᔭᓐᓇᒦᕐᐸᒃᑲ ᑕᒪᕐᒥᒃ ᐅᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ.  
 
 
 
ᑲᑎᒪᔨᕋᓛᑦ ᖃᐅᔨᓴᖅᑎᕐᔪᐊᑉ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓪᓗ 
ᑲᑎᒪᓂᐊᕐᒪᑕ ᓇᓄᖅ ᐃᓪᓗᕈᓯᕐᒥ 10-ᒥᓂᑦᓯᑦ ᓈᑉᐸᑕ. 
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guess. Thank you. 
 
>>Committee adjourned at 14:27 
 

ᖁᔭᓐᓇᒦᒃ.  
 
>>ᑲᑎᒪᔨᕋᓛᑦ ᓄᖅᑲᖅᑐᑦ 14:27ᒥ 

 


