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1. Executive Summary

Stabilize the public service by filling vacancies Based on the findings of this
throughout Nunavut and develop the territorial labour review, an expansion of

force for in-demand occupations in communities before A e
considering further decentralization of entire offices. recommended in the near term.

Purpose and Scope of the Decentralization Review

The Decentralization Review is an independent review conducted by Moving Waters Consulting Ltd. for
the Government of Nunavut (GN). The aim of the Decentralization Review is to strengthen Nunavut’s
decentralized model of government, enhance supports for decentralized offices, and identify options
for expanding Government of Nunavut employment opportunities in communities outside Iqaluit.

The review is not expected to result in recommendations regarding specific organizational structures,
functions, occupations, or positions.

History and Status of Decentralization

Decentralization is a founding principle that successive governments in Nunavut have endeavoured to
respect, despite significant growth in the public service and well-documented challenges in
implementing the decentralized model. The status of decentralization has been assessed and
monitored closely since implementation began.

Most of the original decentralized functions continue to operate in communities. The GN has made
efforts to strengthen the decentralized model and is successful in maintaining 60 per cent (%) of
positions outside Igaluit, but currently faces unprecedented challenges in workforce capacity.

GN Employment in Communities

Every community has a range of GN positions that deliver programs and services locally. The positions
that were designated as decentralized have always been a subset of all positions in communities
outside Iqgaluit.

The number of GN positions in and outside Igaluit has grown by almost one-third (32%) over the past
10 years, but staffing capacity is at levels comparable to 2013, after all exits and new hires. Growth in
the number of GN employees has not kept pace with growth in the number of public service positions.

Inuit representation or per cent (%) Inuit employed has increased slightly to 52% as a smaller number
of Inuit employees forms a slightly larger proportion of a diminished GN workforce.

The Inuit Labour Force in Nunavut

The GN requires skilled and educated workers to deliver programs and services to Nunavummiut
throughout the territory. Nunavut’s Inuit labour market does not yet meet the GN’s needs, although
educational attainment is increasing and Inuit express interest in government employment.

________________________________________________________________________________________________________|
MOVING WATERS CONSULTING DECENTRALIZATION REVIEW 5



Less than half of adult working age Inuit, age 25 or over (25+), have completed high school or post-
secondary studies. The most popular post-secondary studies do not lead directly to specialized, in-
demand occupations in the GN.

In Nunavut’s 10 largest communities outside Iqgaluit, 40% to 50% of the Inuit population was adult
working age at the time of the 2021 Census. In these communities, between one-quarter and one-half
of all employed Inuit (25+) were employed by the GN as indeterminate, term or casual workers.

Canada’s Labour Market

The Canadian labour market is tight and competitive, while the pace of change in work and workplaces
is accelerating around the world. Educated workers with specific functional skills are in high demand in
all regions across Canada.

Many Canadian workers report that they feel dissatisfied and are looking to change jobs. Hybrid and
remote work arrangements continue to be popular among workers. Almost half of employees in public
administration work from home all or part of the time. Employers report rising rates of disability
among labour force participants in Canada and globally.

Challenges

To maintain and build capacity, the GN must fill vacancies left by employees who exit while also hiring
for new positions. Employee turnover, leaves and retirement contribute to gaps in GN capacity and
vacancies to be filled. Although the number of GN job competitions has increased since 2019-20, the
number of applications has decreased to low levels that are unprecedented.

On average, 13% of indeterminate and term employees exit the GN each year. Retirement contributes
to this turnover; an estimated 15% of indeterminate employees will be eligible to retire from the GN
between 2023 and 2028. Retirement potential is higher outside Iqaluit and among Inuit employees.

Opportunities

The new Nunavut-wide Hiring Policy (NWHP) is not a mechanism to permanently relocate a position or
a group of positions to a different community, which has long been an objective of decentralization.
The policy does, however, recognize the value of even one more position placed in a community, with
the potential for priority hiring of an Inuk.

The NWHP and the Remote Hiring Policy offer criteria that may help to assess the potential for
expanding decentralization. The NWHP Guidelines include criteria for assessing the eligibility of an
Iqaluit-based position to be advertised with multiple potential locations of work in Nunavut. These
criteria can be applied to consideration of whether or not a group of positions is suitable for transfer to
a community. The new Remote Hiring Policy helps to identify specialized occupations that are
unsuitable for decentralization at this time by listing positions that are hard to fill in Nunavut.

The GN is investing in community infrastructure, programs and services to support the health,
wellbeing and resilience of communities and their residents. These investments will yield benefits only
when the GN encourages and supports sufficient Inuit to prepare for related community-based jobs in
community justice, education, health care, and social services.
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Many Inuit express an interest in government employment, but do not have a particular job in mind.
Nunavut Arctic College and partnering departments are investing in pre-employment education and
training to meet specific needs. A pre-employment training strategy should help to communicate the
needs of communities for knowledgeable and skilled workers and to prepare Inuit for government
employment in a broader range of in-demand occupations.

The GN continues to develop multi-year strategies and plans to improve the effectiveness of the public
service and to increase Inuit employment. As strategies and plans are developed or refreshed and
implemented, opportunities may be identified to provide specific supports to strengthen the
decentralization model and increase local employment in communities.

Recommendations

Stabilize capacity and organizations as a priority

Capacity in the GN is near an all-time low in a period when labour Stabilize
markets in Canada and the world are likely to remain highly competitive.

Factors such as the SARS-CoV-2 pandemic, geopolitical tensions and

climate change are contributing to changes in labour force participation Grow

and mobility, supply chain disruptions and socio-economic instability.

The GN is preparing for major organizational changes over the next
several years in planning to restructure the departments of Community
and Government Services (CGS) and Economic Development (EDT), and
in assuming devolving responsibilities for Nunavut’s Crown lands and
resources. These initiatives will take effort and time to complete
successfully, particularly given the current gaps in GN capacity.

There are vacant positions to be filled throughout the territory in a range of occupations. Many of the
vacancies are in communities and when filled, will help to strengthen the decentralization model
through improved health, wellbeing and resilience of individuals and communities.

Recommendations:

1. Use HR strategies, plans, policies, programs, and practices to enable business continuity and
resilience in a challenging labour market.

2. Apply all available levers for attraction, recruitment and retention to build and maintain
capacity throughout the public service.

3. Ensure that community-based jobs in community justice, education, health, and social services
are well-supported to enable effectiveness and reduce burnout and turnover.

4. Undertake the reorganization of CGS and EDT with attention to risks and opportunities for
communities and stakeholders during transition.

5. Enable the successful transfer of devolving responsibilities through the design of organizations,
programs, business processes and jobs, and plans to ensure the necessary staff capacity.
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Grow people and communities to participate in government

The GN requires skilled and knowledgeable workers to deliver programs and services to Nunavummiut
in every community. There is a limited supply of educated Inuit to meet the GN’s needs. As Nunavut’s

government and largest employer, the GN must continue to develop the territorial labour force for in-
demand occupations, with an emphasis on jobs in communities.

Recommendations:

6. Continue to provide and promote opportunities for education, training and on-the-job learning
for GN indeterminate, term and casual employees.

7. Continue to implement plans to develop and recruit representative, local workforces for jobs in
education, health and social services.

8. Implement plans to prepare Nunavummiut for devolution-related careers in land and resource
management.

9. Develop a pre-employment education and training strategy to prepare Inuit for government
employment in in-demand occupations, with an emphasis on community-based jobs.

10. Ensure that communities have the resources and supports needed to participate fully and
effectively in Institutions of Public Government (IPGs) and on boards and committees related to
GN programs and services.

Expand GN employment opportunities in communities without
decentralizing entire offices

Based on the findings of the Decentralization Review, decentralizing entire offices or functions is not
recommended in the near term. Instead, focus on expanding employment opportunities in
communities by continuing to add and fill positions that deliver programs and services in communities,
build community capacity, and can be filled locally.

Recommendations:

11. Take full advantage of new hiring policies to attract and retain employees in community-based
jobs.

12. Continue to add and promote community-based positions in occupations that deliver programs
and services in the community, build community capacity, and can be filled locally.

13. Continue to consider the need for any dysfunctional headquarters offices to be moved from a
community to lgaluit or a regional centre.

14. Assess the potential for any devolving responsibilities to be decentralized after transfer and
transition, and with regard to the entitlements of affected federal employees who accept a job
offer with the GN.

15. Anticipate trends in the future of work in Canada and Nunavut to assess labour market factors
and timing for any expansion of decentralization in the future.
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2. Purpose and Scope of the Decentralization Review

The aim of the Decentralization Review is to strengthen [ =8 AT (o) 80T =Te (1o [ {)

the Government of Nunavut’s decentralization model, result in recommendations
enhance supports for decentralized offices, and identify [ EE1 G AT el (a6 = E PRV E]
any options for expanding GN employment structures, functions,
opportunities in communities outside Igaluit. occupations, or positions.

Pu rpose
The Katujjiluta mandate states that the Government of Nunavut (GN) will:

e Review and improve organizational structures to meet increasing demand for programs and
services;

e Ensure that the public service is optimally-structured, staffed and supported to deliver on
priorities; and

e |dentify opportunities for further decentralization.

The Decentralization Review is an independent review conducted by Moving Waters Consulting for the
GN Department of Executive and Intergovernmental Affairs (EIA), with input from the Department of
Human Resources (HR).

The aim of the review is to strengthen the decentralization model, enhance supports for decentralized
offices, and identify any options for expanding GN employment opportunities in communities outside
Iqaluit.

Scope
The 2024 Decentralization Review includes:

e An historical review of decentralization information since 2012, including tabled documents in
the Legislative Assembly and Returns to Written Questions;

e An analysis of the territorial public service’s positions and workforce;

e An analysis of information about Nunavut’s labour force;

e An analysis of the role that new GN hiring policies may play in increasing the number of
positions outside lgaluit;

e Recommendations for strengthening the decentralization model and supporting decentralized
offices; and

e Recommendations for expanding GN employment opportunities in communities outside Iqaluit.

The review is not expected to result in options or recommendations regarding specific GN
organizational structures, functions, occupations, or positions.

The Decentralization Review is designed to make use of available data and written information
provided by the GN and from the consultant’s own research and analysis. The review does not involve
engaging or seeking information directly from GN departments or public bodies other than EIA and HR.

________________________________________________________________________________________________________|
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3. History and Status of Decentralization

Decentralization is a founding principle that successive The GN has been successful in
governments in Nunavut have endeavoured to respect, maintaining 60% of positions
despite significant growth in the public service and outside Iqaluit, despite growth
challenges in implementing the decentralized model. over the past 10 years.

A Brief History of Decentralization

Decentralization Prior to 2012
Decentralization is a founding principle in Nunavut

Nunavut covers 1.994 million square kilometres of land mass and has a population estimated at 40,800
(as of December 2023), with almost one-third of Nunavummiut under the age of 15 years.

The Government of Nunavut serves 25 communities that are spread across the territory, each with its
own municipal government and distinctive characteristics. All are accessible only by air. Community
populations range from less than 200 to 3,000 residents. The capital, Igaluit, has over 8,200 residents.

The geography and size of the territory in relation to its demographics creates challenges for the design
and delivery of government programs and services.

The concept of a decentralized model of government was formed long before the territory of Nunavut
came into existence on April 1, 1999. The Nunavut Implementation Commission (NIC) was formed in
1994 to advise on preparations for establishing Nunavut. NIC provided recommendations for the
creation of the new territorial government in a 1995 report titled Footprints in New Snow,* which
recognized decentralization as a key mechanism for achieving a representative government and
meeting obligations under Article 23 of the Nunavut Agreement.

NIC’s report outlined the goals of decentralization to:

e Bring government decision-making closer to Nunavummiut;

e Provide employment and training opportunities in communities to increase Inuit employment;
e Assist in building capacity to promote healthy communities; and

e Strengthen and diversify local economies to increase self-reliance.

NIC prepared a detailed design for the headquarters functions of the territorial government in a 1996
follow-up report, Footprints 2, which called for “programs and services delivered at the regional and
community levels to the fullest extent possible while still ensuring efficient and effective
government.”?

Footprints 2 defined “headquarters functions” as those involved in legislation, policy, and program
development; long-range planning; overall budget development and management; policy and program
evaluation; allocation of resources among programs, services, regions, and communities; monitoring of
policy, program, and service implementation in the regions; management support to Ministers, Cabinet
and Cabinet committees; and professional and technical support for regional staff.3

________________________________________________________________________________________________________|
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Decentralization was implemented in phases between 1999 and 2004

Following Nunavut’s first territorial election, the newly-formed Government of Nunavut affirmed its
commitment to implementing a decentralized model of government based on the design proposed by
the Nunavut Implementation Commission.

Ten “designated” communities with the largest populations outside Igaluit were identified to receive
functions with headquarters or territory-wide responsibilities: Arviat, Baker Lake, Cambridge Bay, Gjoa
Haven, Igloolik, Kinngait (then known as Cape Dorset), Kugluktuk, Pangnirtung, Pond Inlet, and Rankin
Inlet.

A small Decentralization Secretariat was established to coordinate implementation in phases.

e Inthe first two phases, 340 positions were created or approved for transfer from Igaluit to the
designated communities by December 2001.

¢ Inthe third phase, a further 78 positions were scheduled for decentralization in 2002-03, for a
total of 418 positions.

e By 2004, GN departments and public bodies had committed to decentralize certain functions or
divisions for a combined total of 459 positions in the 10 designated communities.

Although individual positions were identified for transfer from Igaluit to the designated communities,
the positions were part of intact functions with headquarters or territory-wide responsibilities.

The status of decentralization has been assessed and monitored closely

The GN contracted with consulting firm Millenium Partners to undertake a preliminary evaluation of
the decentralized model of government in 2001-02. The intent of the evaluation was to assess
progress, identify strengths and weaknesses in what had been completed so far, and recommend
potential solutions to continuing challenges with decentralization.

The report, Building Nunavut Through Decentralization,* recognized the challenges of establishing a
new government and noted that the GN had made good progress in decentralizing both headquarters
and regional operations, although shortages of office space and staff housing had slowed
implementation in some communities. Inuit employment was reported as significantly higher in the
decentralized positions than across the government as a whole.

The evaluation found that the technical nature of some decentralized positions made it difficult to fill
jobs locally and concluded that decentralization was most successful where the community skill base
had been considered in determining which jobs would be decentralized. The least successful were
those in which existing functions were transferred without assessing the local labour market and
making efforts to prepare local residents for GN job opportunities.

The status of the 459 designated decentralized positions was monitored closely over a 10-year period.
Under the Government Organization Policy, GN departments and other public bodies were required to
request a decision from Cabinet for any proposed changes to the number, type or location of the
decentralized positions. Written Questions were routinely filed, and detailed information about the
status of the positions was provided in Returns to Written Questions. The questions and responses
tended to focus on filled and vacant positions, employment of Inuit, and costs associated with
decentralization rather than on the effective functioning of the decentralized offices.
]
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The GN continued to track the designated decentralized positions, even as new positions were added
to deliver programs and services in regions and communities. The GN also continued to assess how the
decentralized model of government was working:

e In 2007, EIA’s Nunavut Evaluation Office conducted an assessment of GN offices in Pangnirtung
as a follow-up to the 2006 GN Employee Satisfaction Survey.

e In 2009, the territorial government contracted with North Sky Consulting to review the
effectiveness of its programs and services through a broad-based public consultation that
resulted in Qanukkanniq — The GN Report Card.>

e In 2011, the GN contracted with the consulting firm Oliver, Wyman Ltd. to conduct a functional
review of decentralization® as part of its continuing efforts to strengthen the public service.

These assessments reported similar findings: the challenges were more with the execution than the
concept. Nunavummiut and GN employees supported the goals of decentralization but the
government had not fully developed the capacity or the capability to make the model work effectively
throughout the territory due to factors such as deficits in infrastructure and a limited labour market.

Decentralization Since 2012
The GN has endeavoured to strengthen the decentralized model

The 2011 functional review of decentralization observed that decentralized offices with headquarters
or territory-wide responsibilities may experience some distinct challenges with regard to
communications and input to decision-making processes. However, many of the reported operational
issues were shared by the functions that deliver regional and community-based programs and services.

The review offered 29 recommendations with suggested action items for each recommendation. Taken
together, these actions had the potential to enable a more effective public service as well as to
improve how the decentralized model of government works.

The GN established a Decentralization Action Plan: Strengthening Our Commitment to Servicing
Nunavummiut’ following the 2011 review. The plan was tabled in the Legislative Assembly on June 5,
2012 with 26 actions identified in four areas: Community, Communications, Strengthening the Model,
and Capacity Building. Implementation was monitored through Written Questions and Returns to
Written Questions until the action plan’s conclusion as of March 31, 2018.

Activities were tracked, but there were no measures to assess the outcomes of actions taken. EIA
reported that overall, the GN had strengthened decentralization by:

e Improving structures and supports for a decentralized public service;

e Building capacity to deliver programs and services;

e Promoting Inuit employment and Inuit Societal Values; and

e Improving communications and networks among decentralized offices.

Most of the designated decentralized functions continue to operate in communities

Most of the designated decentralized functions continue to operate in the communities where they
were established, with adjustments in the numbers and types of positions over time. Examples are
shown in the chart below.
]
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TYPE OF FUNCTION PUBLIC BODY AND PROGRAM COMMUNITY
Development of territory- Community and Government Services (CGS)
wide policy and programs; e Planning and Lands Kugluktuk
program monitoring and dR . Baker Lak
evaluation e Sport and Recreation aker Lake
Culture and Heritage (CH)
e Elders and Youth Igloolik
e Heritage Resources Igloolik
Economic Development and Transportation (EDT)
e Nunavut Airports Rankin Inlet
Delivery of territory-wide Community and Government Services (CGS)
programs and services e Petroleum Products Rankin Inlet

Culture and Heritage (CH)

e Translation Bureau

Kugluktuk/ Igloolik

Economic Development and Transportation (EDT)

e Motor Vehicles Gjoa Haven
Education (EDU)
e Financial Assistance for Nunavut Students (FANS)  Arviat

Justice (JUS)
¢ Human Rights (agency)

Coral Harbour

e Student Achievement

e Legal Services Board (agency) Gjoa Haven
Nunavut Arctic College (NAC)
e Oral History Research Centre Igloolik
e Sanatuligsarvik Trades School Rankin Inlet
Professional, technical, Culture and Heritage (CH)
corporate, and/or e Library Services Baker Lake
administrative support for -
territory-wide delivery of Education (EDU)
services e Curriculum and School Services Arviat

Pangnirtung

Human Resources (HR)

e Regional Staffing

Cambridge Bay,
Igloolik, Rankin Inlet

Nunavut Arctic College (NAC)

e Academic Affairs Arviat
Nunavut Housing Corporation (NHC)

e NHC Operations Arviat
Qulliq Energy Corporation (QEC)

e Head Office Baker Lake
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Some of the jobs in these functions can be entered with little or no education beyond high school.
Employment of local Inuit is typically high in these types of positions in decentralized communities.
Other jobs involve specialized knowledge and skills that are likely to require post-secondary education
or training. Inuit employment is typically lower in these types of positions in decentralized
communities and turnover and vacancy rates tend to be high.

Departments have requested Cabinet approval to transfer specific positions or functions to lgaluit due
to factors such as:

e Expansion of a program from territory-wide delivery based in a single community to regional
delivery in multiple locations e.g., Department of Environment’s Wildlife Research; and
e Difficulty staffing highly specialized jobs outside Igaluit e.g., EIA’s Nunavut Bureau of Statistics.

These are pragmatic, adaptive responses to meet the needs of a growing population and address
chronic challenges in attraction, recruitment and retention.

The Current Status of Decentralization

Commitment to GN Employment in Communities
The government is keeping a commitment to maintain 60% of positions outside Igaluit

The 2011 functional review of decentralization identified a consistent trend: approximately 60 % of all
public service positions were located outside the capital. This proportion had remained relatively
stable, even as the GN changed and added positions in Iqaluit and communities.

Rather than continuing to focus on the designated decentralized positions, the territorial government
decided to aim at situating at least 60% of all public service positions in communities outside Igaluit.
This was due to the significant increase in the number of new positions in communities in addition to
those that were designated as decentralized in Nunavut’s early years.

The goal of maintaining 60% of positions outside of Igaluit has been confirmed by subsequent
governments. As the data in this report show, the GN has been successful in maintaining 60% of
positions outside Igaluit, despite significant growth over the past 10 years.

The GN has pursued a model of “deconcentration”

As noted in the 2011 Oliver, Wyman Functional Review of Decentralization,® the term decentralization
is usually applied to the transfer of certain decision-making responsibilities from a central government
to local governments or offices. Decentralization policies tend to be politically motivated and
concerned with power and decision-making authority.

The term deconcentration applies to the distribution of government jobs outside the capital.
Deconcentration policies tend to be concerned with improving local service delivery, creating local
employment opportunities, and stimulating local economic growth. The original goals for Nunavut’s
decentralized model of government address both decentralization and deconcentration, including:

e Bringing government decision-making closer to Nunavummiut; and
e Providing employment and training opportunities in communities to increase Inuit employment

and strengthen local economies.
|
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As observed in the evaluations, early efforts to establish headquarters functions in Nunavut’s 10
largest communities faced significant challenges and had mixed success, largely because the public
service had not yet built capacity and capability, centrally or in communities.®

In recent years, the GN has taken a more pragmatic approach that has added community-based
positions to support the expansion of programs and services that are foundational to the health and
wellbeing of communities and residents. This approach emphasizes deconcentration, or situating jobs
outside the capital to deliver programs and services locally.

Vacant positions do not benefit communities

In recent reports to the Legislative Assembly of Nunavut, the Auditor General of Canada has identified
low capacity, chronic staffing challenges, short-term contracts, staff housing shortages, and lack of
office space as factors contributing to the issues identified in its audits. The concerns and
recommendations expressed in these reports have led the GN to make organizational changes and add
new positions in areas that include child and family services,° corrections,!! health care services,'? and
high school and adult education.*?

While the jobs added in communities and Iqaluit may bring far-reaching benefits over time, many
positions are currently vacant and the GN is operating with capacity at an all-time low throughout the
territory. New and additional positions raise expectations of improved services and increased job
opportunities, but vacant positions do not yield the expected benefits to communities or help to
realize the goals of decentralization.

Nunavut is celebrating the 25t anniversary of the territory’s creation as this Decentralization Review is
being undertaken. The recently-signed Devolution Agreement marks another important milestone. At
the same time, the Government of Nunavut faces exceptionally challenging circumstances in the
current capacity and capability of the public service and in the ability of the territory’s labour market to
respond to government needs for knowledgeable and skilled workers.

“In our view, improving the effectiveness of the public service and its community-based
employees cannot be achieved by focusing on the locations and numbers of a subset of
positions, but must emphasize capacity-building and capability-building in the GN as a
whole.”

Oliver, Wyman. A Functional Review of Decentralization, Government of Nunavut, 2011.

________________________________________________________________________________________________________|
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4. GN Employment in Communities

Every community has a range of GN positions that Growth in the number of GN
deliver programs and services locally. The designated employees has not kept pace
decentralized positions have always been a small subset P F-{ 1T HT R T8 (1| 1] ) ¢
of all positions in communities outside Iqaluit. public service positions.

Positions
Positions by Employment Category

The GN reports on six employment categories

The GN publishes Towards a Representative Public Service (TRPS) reports to provide a quarterly view
of public service employment. TRPS reports are published with data as of March 31, June 30,
September 30, and December 31 each year. At the time of this Decentralization Review in March-April
2024, the most recent TRPS report is dated September 30, 2023.

The GN describes a position as one specific job that can be filled by an employee working full-time or
part-time. The GN reports on its positions and workforce by employment category, public body and
community in the quarterly TRPS reports. Until the end of fiscal year 2014-15, workforce statistics were
reported as headcounts. As of June 2015, the GN began reporting on full-time equivalents (FTEs) in
TRPS, thus taking into account the number of hours budgeted for each position.

The GN makes use of six broad employment categories in reporting statistics on the public service’s
positions and workforce: Executive, Senior Management, Middle Management, Professional,
Paraprofessional, and Administrative Support.

These employment categories are unique to the GN, but were used by the parties to the Nunavut
Agreement in analyses and Inuit employment plans that were prepared years before the creation of
Nunavut and its government. The categories were based on relevant employment equity occupational
groups that the Government of Canada (GC) requires employers to use in workforce planning and
reporting under federal employment equity legislation.

POSITIONS IN THE CATEGORY as of September 2023

GN EMPLOYMENT CATEGORY (TRPS) TOTAL GN % IN % OUTSIDE
Positions % Total IQALUIT IQALUIT

Executive 53 1% 93% 7%
Senior Management 194 3% 70% 30%
Middle Management 504 9% 54% 46%
Professional 2,119 38% 40% 60%
Paraprofessional 1,146 21% 38% 62%
Administrative Support 1,547 28% 32% 68%
TOTAL 5,563

________________________________________________________________________________________________________|
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All employment categories are represented in Iqaluit and outside of Igaluit

Approximately 40.5% of all GN positions were located in Igaluit and 59.5% were located outside Igaluit,
as reported in TRPS (September 30, 2023). This proportion has remained relatively stable over the past
10 years.

Employment categories that are focused on leadership and management tend to have more positions
in Iqaluit than outside Igaluit. These categories include:

e Executive (93% of positions in Igaluit)
e Senior Management (70% of positions in Igaluit)
e Middle Management (54% of positions in Igaluit)

Employment categories that are EMPLOYMENT CATEGORIES IN AND OUTSIDE IQALUIT
. . . . TRPS f September 30, 2023
involved in the direct delivery of as o september 55, 25
. M In Igaluit @ Outside Igaluit
programs and services tend to

100%
have more positions outside @ 9%
. . o (=]
Igaluit, located in all communities.| g %%
8 70%
These categories include: =
O 50%
. 6 a0%
e Professional (60% of E o
ey . . . w
positions outside lgaluit) S a0%
e Paraprofessional (62% of & 18;
positions outside Igaluit) < & & S N &
. . . ) N
e Administrative Support <°+é‘° & & & & &
ey . & & O O 4%
(68% of positions outside & < <t & @‘”‘
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Every community has positions in four employment categories

Among communities:

e Every community has positions in four employment categories: Middle Management,
Professional, Paraprofessional, and Administrative Support.

e Positions in the Senior Management employment category are found in Arviat, Baker Lake,
Cambridge Bay, Igloolik, Kinngait, Kugluktuk, Pangnirtung, Pond Inlet, and Rankin Inlet.

e Baker Lake, Igaluit and Rankin Inlet have positions in all six employment categories.

See Appendix | for details on the number of positions in each employment category by community.
Positions by Occupational Category
Occupations are described by the type of work

The GN describes a job as either a unique position or a number of positions that are similar and can be
described by a single job description. An occupation is a group of jobs with common characteristics.
For example, “registered nurse” is an occupation and Community Health Nurse is a GN job.
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Canada’s National Occupational Classification (NOC) system identifies 10 broad occupational
categories based on the type of work. These are sub-divided into occupational groups. Nine NOC
occupational categories are represented in the GN. There are no GN positions in Category 8 -
Agriculture, natural resources, and related production.

The custom workforce analysis prepared for this Decentralization Review made use of confidential
extracts from the GN’s payroll system to provide a detailed view of the GN’s positions and workforce
based on the NOC codes that the GN has assigned to every job in the public service. This analysis uses
headcounts (1 full FTE) rather than FTEs, so there is some variance with TRPS.

The proportion of positions in occupational categories is relatively stable

Despite increases in the number of GN positions, the proportion or per cent (%) of positions in each
occupational category has remained relatively stable since 2013.

GN POSITIONS BY OCCUPATIONAL CATEGORY

Category 0 - Management
11-13% of GN positions
Examples: Assistant Deputy Minister, Director, Manager, Principal, Regional Director, Superintendent of Schools

Category 1 - Business, finance and administration

20-22% of GN positions

Examples: Accountant, Administrative Assistant, Finance Clerk, Finance Officer, Government Liaison Officer, Human
Resources Coordinator, Income Assistance Worker, Secretary, Staffing Consultant

Category 2 - Natural and applied sciences

6-7% of GN positions

Examples: Building Official, Community Planner, Conservation Officer, Desk Side Support Officer, Engineer,
Environmental Protection Officer, Geologist, Informatics Technician, Wildlife Biologist, Wildlife Technician

Category 3 - Health

8-9% of GN positions

Examples: Basic Radiological Technician, Community Health Nurse, Dental Therapist, Laboratory Technologist,
Licensed Practical Nurse, Maternity Care Worker, Nurse Practitioner, Registered Midwife

Category 4 - Education, law, and social, community and government services

40-42% of GN positions

Examples: Correctional Caseworker, Home & Community Care Worker, llinniarvimmi Inuusiliriji, Language
Specialist, Legal Counsel, NAC Instructor, Policy Analyst, Student Support Assistant, Teacher

Category 5 - Art, culture, recreation and sport
1% of GN positions

Examples: Editor/Reviewer, Heritage Sites Officer, Interpreter/ o 29%1% 13%

Translator, Librarian, Library Assistant, Recreation Officer

Category 6 - Sales and service

7% of GN positions

Examples: Caretaker, Clerk Interpreter, Cook, Custodian, Customer
Service Agent, Dietary Aide, Housekeeper, Janitor, Security Officer
Category 7 - Trades, transport and equipment operators

2% of GN positions

Examples: Carpenter, Facility Maintainer, Heavy Equipment Technician,
Journeyman Electrician, Plumber, Powerline Technician, Trades Helper
Category 9 - Manufacturing and utilities

1% of GN positions

Examples: Assistant Operator, Petroleum Products Officer, Plant
Operator, Plant Superintendent

20%
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All occupational categories are represented in Igaluit and outside of Igaluit

POSITIONS IN THE CATEGORY as of September 2023

OCCUPATIONAL CATEGORY TOTAL GN % IN % OUTSIDE
Positions* % Total IQALUIT IQALUIT
0 - Management occupations 700 13% 55% 45%
1 - Business, finance and administration occupations 1,150 20% 54% 46%
2 - Natural and applied sciences occupations 325 6% 57% 43%
3 - Health occupations 475 8% 33% 67%
5 - Occupations in art, culture, recreation and sport 60 1% 58% 42%
6 - Sales and service occupations 425 7% 22% 78%
7 - Trades, transport and equipment operators 100 2% 32% 68%
9 - Occupations in manufacturing and utilities 75 1% 15% 85%

* The number of positions in occupational categories is expressed as a headcount (1 FTE) and rounded.

Every community has positions in these occupational categories

All communities have positions in every occupational category except Category 5 - Art, culture,
recreation and sport. This category of less than 75 positions is represented only in Baker Lake, Igloolik,
Iqaluit, Kinngait, and Kugluktuk. The largest numbers of positions in every community are in Category 4
- Occupations in education, law and social, community and government services.

See Appendix | for details on the number of positions in each occupational category by community.

Positions by Skill Type
Occupations are also described by skill type

The NOC system classifies occupations by skill type, which is the amount and type of education,
training or employment preparation that is typically needed to enter and perform the duties of the
occupation. The skill type is indicated in the NOC code that the GN assigns to every public service job.
There are four broad skill levels or skill types:

SKILL TYPE EXAMPLES OF GN JOBS IN THE SKILL TYPE

Skill Type A ¢ Most management occupations

jobs typically involve a e Jobs requiring a specific university degree and qualification as a regulated
university degree (bachelor’s, professional: e.g., Accountant, Engineer, Geologist, Lawyer, Nurse, Teacher

master’s or doctorate) and/or

) | e Jobs requiring the qualifications of a specific university degree e.g., Community
extensive career experience

Planner, Economist, Employee Relations Consultant, Wildlife Biologist

e Jobs that involve the literacy, numeracy, and thinking skills that are typically
developed through education at the university level or equivalent and/or
occupational experience e.g., Cabinet Advisor, Community Development
Officer, Financial Analyst, Policy Analyst, Program Officer, Staffing Consultant

________________________________________________________________________________________________________|
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SKILL TYPE

EXAMPLES OF GN JOBS IN THE SKILL TYPE

Skill Type B

jobs typically involve
completion of a diploma
program at a college, or
apprenticeship training, or
completion of high school and
job-specific training and/or
experience

e Jobs requiring completion of a specific college program e.g., Community Social
Services Worker, Conservation Officer, Environmental Technician

e Jobs requiring a specific college diploma and registration, certification or
licensing e.g., Laboratory Technologist, Licensed Practical Nurse

e Jobs requiring specific trades training and certification e.g., Electrician, Heavy
Equipment Technician, Plant Superintendent, Plumber, Powerline Technician

e Jobs that involve the literacy, numeracy, communication, and thinking skills
that are typically developed through education at the college level and/or
occupational experience e.g., Community Corrections Officer, Finance Officer,
Government Liaison Officer, Institutional Cook, Ivigtippalliajut Implementation
Advisor, Procurement Officer

Skill Type C

jobs typically involve high
school completion or some
high school education, with
on-the-job training

e Jobs requiring a high school diploma and/or the literacy, numeracy,
communication, and thinking skills that are typically developed from
completing at least Grade 10 and job-specific training and/or experience e.g.,
Administrative Assistant, Clerk, Clerk Interpreter, Correctional Caseworker,
Ilinniarvimmi Inuusiliriji, Secretary, Security Officer, Student Support Assistant

Skill Type D
jobs typically have no formal
educational requirements

e Jobs with no formal educational requirements e.g., Caretaker, Custodian,
Customer Service Agent, Dietary Aide, Housekeeper, Janitor, Trades Helper

The proportion of positions in the four skill types is relatively stable

The proportion or per cent (%) of positions in each skill type has remained relatively stable since 2013.

Due to the nature of work in the public service, most GN jobs are categorized as Skill Type A or B. More
than 75% of GN positions typically involve post-secondary education or training.

GN POSITIONS BY SKILL TYPE

54% of GN positions

Skill Type A (university level)

5%

N
Skill Type B (college level) N\
23% of GN positions \\
\
Skill Type C (high school level) J can
18% of GN positions /' ’
//
Skill Type D (no formal education) 539 4

5% of GN positions

All skill types are represented in Iqaluit and outside of Igaluit

All types of education, training and employment preparation are represented in positions in Igaluit and
outside Igaluit. In September 2023, a majority of positions in every skill type was located outside

Iqaluit.

MOVING WATERS CONSULTING

DECENTRALIZATION REVIEW 20



POSITIONS IN THE SKILL TYPE as of September 2023
SKILL TYPE TOTAL GN % IN % OUTSIDE
Positions* % Total IQALUIT IQALUIT
Skill Type A (university level) 3,050 54% 43% 57%
Skill Type B (college level) 1,325 23% 46% 54%
Skill Type C (high school level) 1,000 18% 30% 70%
Skill Type D (no formal education) 300 5% 16% 84%

* The number of positions in skill types is expressed as a headcount (1 FTE) and rounded.

The proportions of skill types outside Iqaluit have been relatively stable over the past 10 years:

e 57% of Skill Type A (university level) positions are located outside Igaluit

e 54% of Skill Type B (college level) positions are located outside Igaluit

e 70% of Skill Type C (high school level) positions are located outside Igaluit

e 84% of Skill Type D (no formal education) positions are located outside Igaluit

Even the smallest communities have positions in every skill type

All communities have positions in every skill type. Skill Type A positions account for the greatest
proportion of positions in every community, due largely to the significant number of teaching and
nursing jobs, which are categorized in that skill type.

See Appendix Il for details on the number of positions in each skill type by community.

Positions in Regulated Occupations
Regulated occupations require registration, licensing or certification by law
Regulated occupations are among the GN occupations that require post-secondary education.

A regulated occupation is controlled by provincial or territorial (and sometimes federal) law, and
governed by a regulatory body that certifies, licenses or registers qualified individuals to work in the
occupation based on:

e Graduation from a specific post-secondary program; and
e Completion of additional eligibility requirements (e.g., supervised work experience) set by the
regulatory body for registration, licensing or certification in a particular regulated occupation.

More than 25% of GN positions are in regulated occupations that require registration, licensing or
certification following the attainment of specific post-secondary credentials.

e Approximately 22% of GN positions are in the regulated professions.
e An additional 1.6% of GN positions are in the regulated paraprofessional occupations.
e Afurther 1.7% are in the skilled trades.

A university degree in a specific field of study and supervised work experience are typically among the
requirements for a regulated profession (e.g., accountant, engineer, geologist, lawyer, nurse, teacher).
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Regulated paraprofessionals typically require a college diploma in a specific field of study (e.g.,
laboratory technologist, licensed practical nurse, ultrasonographer).

Skilled trades typically require trades training and apprenticeship or supervised work experience (e.g.,
electrician, plumber, powerline technician, power plant superintendent).

More regulated occupations are located outside Igaluit than in Iqaluit

Among the occupations that are not regulated, 56% of GN positions are located outside Igaluit. In
contrast, 73% of positions in the regulated occupations are located outside Igaluit. This is due to the
relatively large numbers of teaching and health professionals needed in every community.

POSITIONS IN REGULATED OCCUPATIONS as of Sept. 2023
REGULATED OCCUPATIONS* TOTAL (approximate) % IN % OUTSIDE
Positions % GN Total IQALUIT IQALUIT
Skill Type A (university level) 1,250 22% 25% 75%
Regulated professionals 1,250 22% 25% 75%
Skill Type B (college level) 185 3.3% 43% 57%
Regulated paraprofessionals 90 1.6% 40% 60%
Skilled trades 95 1.7% 45% 55%
TOTAL REGULATED OCCUPATIONS (estimate) 1,435 25% 27% 73%

* The number of positions in regulated occupations is expressed as a headcount (1 FTE) and rounded. It is an estimate based
on job titles and a sample of readily available GN job descriptions. It includes only jobs that require registration, licensing or
certification in a regulated occupation, not those for which the qualification is an asset.

Most GN positions in regulated occupations are located outside lgaluit, including:

e 84% of regulated teaching professional positions

e 65% of regulated health professional positions

e 60% of regulated health paraprofessional positions
e 55% of skilled trades positions

There are regulated occupations in every community

Every community has positions for teachers, nurses and skilled trades. Some also have positions for
registered midwives, geologists, engineers, accountants, and/or licensed practical nurses.

See Appendix Il for details on the proportion of positions in reqgulated occupations by community.

Growth in the Number of Positions
The GN continues to expand programs and services to meet growing needs

The number of GN positions grew by 1,338 (FTEs) from 4,220 in March 2013 to 5,557.6 (FTEs) in March
2023. This was a 32% increase in positions (FTEs). Most of the positions added were full-time (1 FTE).
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GN EMPLOYMENT CATEGORY (TRPS) NUMBER OF POSITIONS as of March 31° % Change*
2013 2018 (FTEs) | 2023 (FTEs) | 2013to 2023

Executive 38 37 46 21%
Senior Management 167 168 190 14%
Middle Management 471 474 510 8%
Professional 1,470 1,774.1 2,090.4 42%
Paraprofessional 1,508 1,063.2 1,149.8 -24%
Administrative Support 566 1,368.8 1,571.4 178%
TOTAL POSITIONS 4,220 4,885.1 5,557.6 32%

* Between 2013 and 2018, the GN changed the employment categories of some jobs, which caused increases and decreases
among positions in the Professional, Paraprofessional and Administrative Support categories.

The number of positions has grown in all public bodies

Nunavut’s Public Service Act (PSA) sets out statutory requirements for managing the territory’s public
service. The term public body applies to the entities identified in Schedule A of the PSA, which defines
public service employment. The GN includes all public service employees in its workforce reports,
including employees of GN departments, Office of the Legislative Assembly, Nunavut Arctic College,
Nunavut Business Credit Corporation, Nunavut Housing Corporation, and Qulliq Energy Corporation.

Employees of statutory bodies such as the Human Rights Tribunal and Legal Services Board are
included in departmental statistics, although tribunal and board members are not. Employees of other
public entities (e.g., Nunavut Development Corporation) are not considered public service employees
under the PSA and so are not included in the GN’s workforce statistics.

Based on TRPS data, five public bodies each added more than 100 positions from 2013 to 2023:

e Community and Government Services (CGS) grew by 107 positions (30%)

e Education (EDU) grew by 115 positions (9%) and transferred functions out to Family Services
e Health (HEA) grew by 435 positions (46%) and transferred functions out to Family Services

e Justice (JUS) grew by 137 positions (42%)

e Nunavut Arctic College grew by 130 positions (71%)

See Appendix | for details on the number of positions added in each public body from 2013 to 2023.
Almost 700 positions were added in communities from 2013 to 2023

Every community has a range of positions that deliver programs and services locally. The designated
decentralized positions have always been a subset of all GN positions in communities outside Iqaluit.

Positions were added in Iqaluit and all communities outside Igaluit between 2013 and 2023. Among
the 1,338 (FTEs) positions added over the 10-year period:

e Approximately 650 (48%) positions were added in Igaluit.
e Almost 700 (51%) positions were added in communities outside lgaluit.
e Only 4 positions were added in locations outside Nunavut.
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The total number of positions increased by 27% in communities outside Igaluit from 2013 to 2023.

e The number of positions increased by 30% in Qikigtani region, 23% in Kivallig region, and 28%
in Kitikmeot region.

e The number of positions increased in every community outside Iqaluit. The increases ranged
from 14% to 74% over the 10-year period.

The greatest numbers of positions (FTEs) were added in Arviat (41), Baker Lake (35), Cambridge Bay
(69), Igloolik (48), Kinngait (36), Kugaaruk (32), Naujaat (39), Pond Inlet (41), and Rankin Inlet (87).

As a proportion of positions, the greatest per cent growth was seen in Arctic Bay (47%), Clyde River
(41%), Kugaaruk (74%), Naujaat (74%), Sanirajak (51%), and Taloyoak (53%).

See Appendix | for details on the number of positions added by community between 2013 and 2023.
Capacity

Capacity by Employment Category

Growth in the number of employees has not kept pace with growth in positions

As reported in TRPS, capacity is the proportion or per cent (%) of GN positions that are filled by
indeterminate or term employees. It does not include public officials, political staff, Sivuligtiksat
interns, casual employees, or on-call workers such as relief workers and substitute teachers.

Growth in the number of indeterminate and term employees has not kept pace with growth in the
number of positions. As of March 2023, 59% of GN positions were filled. This was the lowest capacity in
the GN’s history as reported in TRPS at the end of a fiscal year (March 31%),
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The GN reported a total of 3,271 employees (FTEs) in March 2023. Despite a net increase of more than
1,300 positions between 2013 and 2023, the GN had 294 fewer employees (FTEs) in March 2023 than
in March 2018 (3,565 FTEs) — a net decrease of 8% of the indeterminate and term workforce over the
period, after all exits and new hires. There was a net gain of only 24 employees (FTEs) from 2013
(3,247) to 2023, after all exits and new hires.

Capacity declined significantly in all employment categories over the 10-year period from 2013 to
2023, except Executive which remained relatively stable at 85-87%.

CAPACITY as of March 31°

GN EMPLOYMENT CATEGORY (TRPS)* 2013 2018 (FTEs) 2023 (FTEs)

Filled % Filled % Filled %
Executive 33 87% 32 86% 39 85%
Senior Management 140 84% 138 82% 139 73%
Middle Management 381 81% 340 72% 315 62%
Professional 1,142 78% 1,304 74% 1,278.5 61%
Paraprofessional 1,121 74% 743.7 70% 628 55%
Administrative Support 430 76% 1,007.1 74% 871.6 55%
TOTAL CAPACITY 3,247 77% 3,564.8 73% 3,271.1 59%

* Between 2013 and 2018, the GN changed the employment categories of some jobs, which caused increases and decreases
among positions in the Professional, Paraprofessional and Administrative Support categories.

Most public bodies were below 60% capacity in March 2023

As of March 2023, only four public CAPACITY IN PUBLIC BODIES 2018 TO 2023
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See Appendix | for details on changes in capacity in each public body between 2013 and 2023.
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Capacity in communities has tended to be higher than capacity in Igaluit

In March 2023, capacity was 57% in Igaluit and 60% outside Iqaluit. In contrast, capacity was 69% in
Igaluit and 76% outside Igaluit in 2018.

Between 2013 and 2023, capacity declined in every community except Whale Cove, where it increased
slightly from 62% to 64%.

Capacity decreased most over the 10-year period in Clyde River (88% to 58%), Grise Fiord (90% to
61%), Pond Inlet (82% to 48%), Sanikiluaq (89% to 54%), Kugaaruk (91% to 64%), Chesterfield Inlet
(86% to 61%), and Kugluktuk (82% to 59%).

See Appendix | for details on changes in capacity in each community between 2013 and 2023.

Inuit Employment
Inuit Employment by Employment Category

The number of Inuit employees increased between 2013 and 2023

Inuit employment refers to the number of Nunavut Inuit that are indeterminate or term employees of
the GN, not including public officials, political staff, Sivuligtiksat interns, and other workers not
included in the GN’s definition of capacity, or filled positions.

Inuit representation or Inuit representation rate refers to the proportion of employees who are Inuit
i.e., the per cent (%) of filled positions that are filled by Nunavut Inuit.

The GN reported its highest number of Inuit employees at fiscal year-end in the March 31, 2020 and
March 31, 2021 TRPS reports. These years had approximately 1,835 Inuit (FTEs), which was 160 more
Inuit employees (FTEs) than in March 2023 and 218 more than in March 2013.

Between March 2013 and March 2023, the total number of Inuit employees in the GN increased from
1,617 to 1,675 (FTEs), which was a net increase of 58 Inuit (FTEs) over the 10-year period.

INUIT EMPLOYMENT as of March 31%
EMPLOYMENT CATEGORY (TRPS)* 2013 2018 (FTEs) 2023 (FTEs)
Inuit % Inuit Inuit % Inuit Inuit % Inuit

Executive 15 45% 13 41% 17 44%
Senior Management 25 18% 22 16% 30 22%
Middle Management 97 25% 90 26% 89 28%
Professional 304 27% 347 27% 399 31%
Paraprofessional 780 70% 456.5 61% 388.8 62%
Administrative Support 396 92% 866.5 86% 751.5 86%
TOTAL INUIT EMPLOYMENT 1,617 50% 1,795 50% 1,675.3 51%

* Between 2013 and 2018, the GN changed the employment categories of some jobs, which caused increases and decreases
among positions in the Professional, Paraprofessional and Administrative Support categories.
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The number of Inuit employees increased outside Igaluit between 2013 and 2023

The number of Inuit employees in Iqaluit remained approximately the same, from 436 in 2013 to 437
(FTEs) in 2023. In contrast, the number of Inuit employees in communities outside Iqaluit increased
over the 10-year period.

e The number of Inuit employees in communities increased from 1,174 to 1,228 (FTEs), which
was a net gain of 54 Inuit (FTEs) over the 10-year period.

e The number of Inuit employed by the GN outside Nunavut increased by 3 (FTEs) over the 10-
year period.

The number of Inuit employees increased in 13 communities outside Iqaluit from 2013 to 2023.

e The number of Inuit employees increased in Arctic Bay (11% net gain), Kimmirut (24%),
Pangnirtung (4%), Sanirajak (4%), Arviat (8%), Baker Lake (15%), Coral Harbour (24%), Naujaat
(76%), Rankin Inlet (7%), Whale Cove (57%), Cambridge Bay (21%), Kugaaruk (24%), and
Taloyoak (48%).

See Appendix | for details on changes in Inuit employment in each community between 2013 and 2023.
The number of Inuit employees decreased between 2018 and 2023

The GN reported 1,675 Inuit employees (FTEs) in March 2023. This was 120 fewer Inuit employees
(FTEs) than in March 2018 (1,795 FTEs) — a net decrease of 7% of the indeterminate and term Inuit
workforce over the period, after all exits and new hires.

There was a net gain of only 58 Inuit employees (FTEs) from 2013 (1,617) to 2023.
Between March 2018 and March 2023:

e The number of Inuit employees increased in Executive, Senior Management and Professional
employment categories. Inuit representation (% Inuit employees) also increased.

e The number of Inuit employees in Paraprofessional and Administrative Support categories
decreased significantly. The total number of employees in these categories also decreased
during this period, so Inuit representation (% Inuit employees) remained the same.

Inuit employment decreased in most public bodies between 2018 and 2023

In most public bodies, the number of Inuit employees increased between 2013 and 2018, but
decreased or remained the same between 2018 and 2023.

From 2013 to 2023, ENV, HEA, JUS, OLA, NAC, and NHC showed net increases in the number of Inuit
employees. Among these, only ENV and NHC showed incremental growth from 2013 to 2018 to 2023;
the number of Inuit employees in others declined or remained the same from 2018 to 2023.

The decrease in Inuit employees from 2018 and 2023 was greater in Igaluit

In March 2023, Inuit representation was 34% in lgaluit and 63% outside Igaluit. This is consistent with a
long-standing trend for Inuit representation to be much lower in Igaluit. Between 2018 and 2023:
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e The decrease in Inuit employees was proportionally greater in Igaluit, with a net decrease of 41
Inuit employees (9% loss) and 35 non-Inuit employees (4% loss).

e The decrease in non-Inuit employees was proportionally greater outside Igaluit, with a net
decrease of 78 Inuit employees (6% loss) and 139 non-Inuit employees (16% loss).

Inuit employees now represent a slightly larger proportion of a diminished workforce

Inuit representation in the GN has remained at approximately 50% since 2013, despite steady increases
in the number of Inuit employees. This means that the number of positions filled by Inuit increased at
approximately the same rate as the increase in the total number of filled positions.

As a proportion of indeterminate and term employees, Inuit representation increased from 50% in
March 2018 to 51% in March 2023, even though the number of Inuit employees decreased from 1,795
to 1,675 (FTEs). This suggests that, after all exits and new hires, the net loss of Inuit employees was
lower than or slower than the net loss of non-Inuit employees during the period.

CHANGE IN POSITIONS AND INUIT EMPLOYEES 2013 TO 2023
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Between March 2018 and March 2023, the decrease in non-Inuit employees was proportionally greater
than the decrease in Inuit employees. There was:

e A net decrease of 7% of the Inuit workforce (120 fewer Inuit employees)
e A net decrease of 10% of the non-Inuit workforce (174 fewer non-Inuit employees)

When increasing Inuit representation is accompanied by an overall decrease in Inuit and non-Inuit
employees, it means that a smaller number of Inuit employees forms a slightly larger proportion of a
diminished public service workforce.

See Appendix | for details on changes in Inuit employment in each public body and community between
2013 and 2023.
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Inuit Employment in Occupations and Skill Types
Inuit representation is highest in occupations that involve the least formal education

From 2013 to 2023, Inuit representation was highest in two occupational categories with positions that
typically involve little or no post-secondary education.

e Category 6 - Sales and service occupations (84% in September 2023)
e Category 9 - Occupations in manufacturing and utilities (89%)

From 2013 to 2023, Inuit representation was lowest in three occupational categories with positions
that typically involve specialized post-secondary education and/or extensive career experience.

e Category 0 - Management occupations (29% in September 2023)
e Category 2 - Natural and applied sciences occupations (32%)
e Category 3 - Health occupations (16%)

INUIT REPRESENTATION IN GN POSITIONS BY OCCUPATIONAL CATEGORY
Workforce Analysis as of September 30, 2023
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Inuit representation is much lower in regulated occupations

Regulated occupations require registration, licensing or certification following the attainment of
specific post-secondary credentials.

In September 2023, Inuit representation in regulated occupations was 25%, which was much lower
than overall Inuit representation in the GN (52%) and Inuit representation in non-regulated
occupations (64%).

Inuit representation in non-regulated occupations in Skill Type A and Skill Type B was almost double
the Inuit representation in the regulated occupations in these skill types:

________________________________________________________________________________________________________|
MOVING WATERS CONSULTING DECENTRALIZATION REVIEW 29



e Skill Type A non-regulated occupations (46%) vs. Skill Type A regulated occupations (24%)
e Skill Type B non-regulated occupations (66%) vs. Skill Type B regulated occupations (33%)

Inuit representation in regulated occupations in Skill Type A was much higher in the teaching
professional occupations (28%) than in the health professional occupations (9%) or in other regulated
professions, such as lawyers and engineers (0%).

Inuit representation in regulated occupations in Skill Type B was much higher in the skilled trades
(54%) than in the health paraprofessional occupations (0%).

INUIT REPRESENTATION IN REGULATED AND NON-REGULATED OCCUPATIONS
Workforce Analysis as of September 30, 2023
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Inuit representation in regulated occupations is generally higher outside Igaluit

In September 2023, Inuit representation in regulated occupations was generally higher in communities
outside Igaluit (30%) than in Iqaluit (12%).

e Inuit representation among teaching professionals was 11% in lgaluit and 32% outside Iqaluit.
e |Inuit representation among skilled trades was 33% in Igaluit and 71% outside Igaluit.

See Appendix | for a summary of Inuit employment in each community.
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5. The Inuit Labour Force in Nunavut

The GN requires skilled and educated workers to deliver [T # BT S Vo) o] WAL (=)« [o)o]|

programs and services to Nunavummiut. Although of qualified workers that an
educational attainment is increasing, Nunavut’s Inuit employer can access when there
labour market does not yet meet the GN’s needs. are jobs to be filled.

Nunavut’s Labour Market
Labour Market Demand and Supply

The GN strongly influences labour market demand in the territory
A labour market has two sides: the demand for labour and the supply of labour.

Labour market demand is the need that employers have for skilled workers to produce goods or
deliver services.

The previous section of this report addresses the GN’s need for knowledgeable, skilled and qualified
workers, based on factors such as:

e The types of occupations in Nunavut’s public service, including educational requirements;
e The numbers and geographic locations of GN jobs;

e The size and characteristics of the workforce in GN occupations;

e Turnover and potential for retirement within the GN’s workforce; and

e Trends in job competitions and hiring.

As Nunavut’s largest employer, the GN strongly influences the demand for particular types of
occupations in the territory and in every community.

The GN has a lead role in developing all sectors of Nunavut’s labour market

Labour market supply is the potential pool of qualified and available workers that an employer can
access when there are jobs to be filled. This section of the report describes the potential supply of Inuit
workers in Nunavut, based on factors such as:

e Population and population projections;

e Population age profiles;

e The characteristics of the working age population, including educational attainment;

e The numbers in the working population that are participating in the labour force;

e The industries and occupational categories in which Inuit are employed in the territory;
e Mobility or the availability of workers to move to where jobs are located; and

e Interest in and availability for full-time employment.

As the territorial government, the GN has a lead role in developing all sectors of Nunavut’s labour
market to increase the supply of skilled workers and realize the territory’s economic potential.
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Nunavut’s Inuit Labour Force

Demographics in Nunavut
Population growth in Nunavut is strong

At the time of the 2021 Census,!> the population
of Nunavut was over 36,800, an increase of 38%
from 26,665 in 2001. The territory is projected to
grow to more than 42,000 in 2024 and reach
48,000 Nunavummiut by 2035.

The number of Inuit in Nunavut grew from
22,560 in 2001 to 30,865 in 2021, an increase of
37%. During the same period, the non-Inuit
population grew by 46%, from approximately
4,100 to 6,000.

An estimated 85% of the population in the
territory was Inuit in 2021. This proportion has
remained relatively stable since 2001.

In the 10 largest communities outside Igaluit, the
proportion of Inuit ranged from 80% to 95%.

Nunavut has a young population

In 2021, there were 12,080 children and youth
under the age of 15 years in Nunavut. This was
33% of the population in 2021, comparable to

2016 and 2011.

Among those under age 15 were 11,100 Inuit.
This was 36% of the Inuit population in 2021,
comparable to 2016 and 2011. In the 10 largest
communities outside Igaluit, the proportion of
Inuit under age 15 ranged from 31% to 41%.

Nunavut’s median age of 25.6 years is the
youngest in Canada, due in part to higher birth
rates and lower life expectancies. The median
age of Inuit in Nunavut was 22.6 years in 2021.
This means that half the Inuit were younger than
this age and half were older. This was much
lower than the median age for Indigenous
peoples across Canada (30.8 years) in 2021.
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Inuit Participation in the Labour Force

The working age population is 80% Inuit

Statistics Canada defines the working age
population as individuals age 15 years or over
(15+).

Nunavut had a working age population of 24,778
individuals in 2021. This included 19,755 Inuit
(15+), which was an increase from 19,235
working age Inuit in the territory in 2016.

Inuit comprised 80% of the total working age
population (15+) across Nunavut from 2011 to
2021.

Inuit (15+) represented 64% of the total Inuit
population in the territory in 2021 and 2016.

More than half of Inuit (age 15+)
participate in the labour force

Statistics Canada defines participants in the
labour force as working age (15+) and employed
full- or part-time (including self-employed) or
unemployed and actively looking for work.

In February 2020, immediately before the start of
the SARS-CoV-2 pandemic, 64% of working age
Nunavummiut (15+) were participating in the
labour force. The employment rate was 56%.

During the period of the Census (May 2021),
labour force participation had dropped to 55%
among Nunavummiut (15+) and the employment
rate was 50%.

In Nunavut, 52% of Inuit (15+) were labour force
participants in 2021, down from 63% in 2016.
Among Inuit (15+) labour force participants:

e 40% were employed or self-employed in
2021, down from 45% in 2016

e 22% were unemployed in 2021, down
from 28% in 2016
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The Inuit adult working age population (25+) is better prepared for employment

The adult working age population age 25 years
or over (25+) is more likely than those under age
25 to have completed their education and to be
prepared and available for government
employment.

Approximately 98% of the GN workforce was age
25 years or older in 2018 and 2023.

Nunavut had an adult working age population of
18,635 individuals in 2021. This included 14,260
Inuit who were age 25+ in 2021, up from 13,475
in 2016.

Inuit comprised 77% of the total adult working
age population (25+) across Nunavut from 2011
to 2021.

Inuit (25+) represented 46% of the total Inuit
population in the territory in 2021, comparable to
45% in 2016.

An estimated 60-70% of Inuit (age 25+)
participate in the labour force

In February 2020, immediately before the start of
the SARS-CoV-2 pandemic, labour force
participation was 71% among adult working age
Inuit and non-Inuit (25+) in Nunavut. The
employment rate was 64%.

During the period of the Census (May 2021),
labour force participation had dropped to 63%
among all Nunavummiut (25+). The employment
rate was 59%.

In Nunavut, 57% of Inuit (25+) were labour force
participants in 2021, down from 69% in 2016.
Among Inuit (25+) labour force participants:

e 45% were employed or self-employed in
2021, down from 51% in 2016

e 21% were unemployed in 2021, down
from 25% in 2016
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Educational Attainment Among Inuit
Educational attainment of Inuit is increasing

Under the Nunavut Agreement, the Government of Canada is obligated to analyze Nunavut’s Inuit
labour force to support Inuit employment planning. The Nunavut Inuit Labour Force Analysis (NILFA)
reports prepared between 2016 and 2020 have provided the GN with a detailed view of the
availability, preparedness and interest of Inuit for government employment.

The NILFA has consistently shown that Inuit who completed high school or who had higher education
were more likely to participate in the labour force than those who did not complete high school. Inuit
with high school education or above were also more likely to be employed than those who had not
completed high school.

Educational attainment in Nunavut, while lower than the rest of Canada, has increased over the past
20 years. The percentage of Inuit (15+) that had not completed high school and had no certificate,
diploma or degree was:

e 86%in 2001
e 80%in 2006
e 67%in 2011
e 61%in 2016
e 62%in 2021

The number of high school graduates is growing
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students have graduated annually since 2016. % § 175
o O 150
On average, 90% of graduates were Inuit. 8 g 15
== T
=] @
In 2022, there were: v 20100
z35
o 3 75
e 65 high school graduates in Igaluit T2 -
e 58 high school graduates in Qikigtani 8 .
region outside Iqaluit — 0
e 109 high school graduates in Kivalliq J a4 MY w e N ® 99 oo
. o o o o o o o o o o o o
region NNNNNNNNNN_!_‘\JN
e 25 high school graduates in Kitikmeot P GN bepartment of Education Annusl eports
region

This high school graduation data does not include those who completed high school equivalencies or upgrading programs.
|
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Only 40% of Inuit (25+) have educational credentials at the high school level or above

The 2021 Census reported that among working
age Inuit (15+) in Nunavut:

e 38% had completed high school and/or a
post-secondary program
e 62% had no certificate, diploma or degree

These trends were unchanged from 2016 but an
improvement over 2011, when 33% of Inuit (15+)
in Nunavut had completed high school or above.

Among Inuit and non-Inuit young adults age 18 to
24 in Nunavut, only 6.8% were attending post-
secondary school in 2021, compared to 50% in
Canada overall.

There were 15,205 adult working age Inuit (25+)
in 2021.

Among Inuit age 25 or over in Nunavut:

e 41% had completed high school or above
in 2021, down from 45% in 2016 but up
from 39% in 2011

e 59% had no certificate, diploma or degree
in 2021, up from 55% in 2016

Among the 5,870 Inuit (25+) with educational
credentials in Nunavut:

e 2,395 (17% of all Inuit 25+) had a high
school diploma or equivalent as the
highest educational attainment

e 895 (6% of all Inuit 25+) had an
apprenticeship or trades certificate

e 2,150 (15% of all Inuit 25+) had a college
diploma or university certificate below the
bachelor level

e 440 (3% of all Inuit 25+) had a university
degree or diploma at the bachelor level or
above

NUNAVUT
EDUCATIONAL ATTAINMENT
WORKING AGE INUIT 2011 TO 2021

O High school completion and/or above
M No certificate, diploma or degree

100%
90%
—_ 80%
+
N 70%
'5 60%
Z s50%
-
E 40%
Q
e 30%
a
20%
10%
0%
2011 2016 2021 2011 2016 2021
INUIT AGE 15+ INUIT AGE 25+
Dato sources: NILFA Community Profiles, June 2017, NILFA Report, August 2018,
Statistics Canada, 2021 Census.
HIGHEST EDUCATIONAL ATTAINMENT
INUIT (25+) 2016 and 2021
15,000
13.500 @ University diploma or
! degree at bachelor
12,000 level or above
@ University certificate or
oy 10,500 diploma below
a bachelor level
= 9,000 OCollege certificate or
= diploma
=
e 7,500
g O Apprenticeship or
< 6,000 trades certificate
=
2 4,500
b ’ B High school diploma or
equivalent
3,000
1500 W No certificate, diploma
! or degree

2016 Census 2021 Census

Dota sources: NILFA Report, August 2018
and Statistics Canada, 2021 Census data.
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Popular post-secondary studies may not lead to in-demand occupations in the GN

Inuit with post-secondary education have knowledge of various fields and may have transferrable skills

to apply in a variety of occupations.

However, relatively few Inuit currently complete
a diploma or degree in studies leading to
specialized, in-demand occupations in the GN.

The 2021 Census reported that, among the 3,750
Inuit in Nunavut with completed post-secondary
education, the most popular fields of study were:

e Business, management, and public
administration (26%)

e Architecture, engineering, and related
technologies, which includes construction
trades, mechanics and repair (21%)

Other fields of study may lead more directly to
specialized, in-demand occupations in the GN,
but are less popular.

e Personal, protective, and transportation
services, including heavy equipment
operation (14%)

e Social sciences and law (13%)

e Education (11%)

e Health and health care studies (5%)

FIELDS OF STUDY AMONG INUIT 2016-2021

Number of Inuitin Nunavut who have

B Census 2016 X
completed postsecondary education

Census 2021

o

400 800 1200

Education

Visual and performing arts, and
communications technologies

Humanitie s

Social sciences and law

Business, management and
public administration
Physical and life sciences and
technologies
Mathematics, computer and
information sciences

Architecture, engineering, and
construction

Agriculture, natural resources,
and conservation

Health and related fields

Personal, protective and
transportation services

Dato sources: NILFA Report, August 2018 and Statistics Canada, 2021 Census data.

Physical and life sciences and technologies were among the least popular fields of study among Inuit.

Geographic Mobility Among Inuit

Mobility may constrain Inuit participation in education and the labour force

Geographic mobility refers to a population's movement from one location to other locations over
time. In this report, mobility focuses on the proportion of Inuit (15+) who did not move away from the
community; who moved outside the community within Nunavut; or who moved outside Nunavut

within Canada.

The 2018 NILFA identifies geographic mobility as a key factor that constrains Inuit participation in
education and the labour force. Many adult Inuit who indicate an interest in government work said
that they would plan to apply for a government job only if it was located in their home community.

The 2021 Census reported that mobility among Inuit (15+) in Nunavut continues to be low. Mobility
within the one-year time period from 2020 to 2021 may have been limited by the global SARS-CoV-2
pandemic, however mobility trends reported in the 2021 Census were comparable to those reported in

the 2016 Census.
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2021 Census

Within the past year (from 2020 to 2021): Within the past 5 years (from 2016 to 2021):

e 98% did not move from their community e 94% did not move from their community

e 1% moved within Nunavut e 5% moved within Nunavut

e 0% moved within Canada, outside Nunavut e 1% moved within Canada, outside Nunavut
2016 Census
Within the past year (from 2015 to 2016): Within the past 5 years (from 2011 to 2016):

e 97% did not move from their community e 93% did not move from their community

e 2% moved within Nunavut e 5% moved within Nunavut

e 1% moved within Canada, outside Nunavut e 2% moved within Canada, outside Nunavut

Inuit Employment in the Territory
Inuit have a growing choice of industries and employers in the territory

Statistics Canada uses the North American Industry Classification System (NAICS) to describe the
industries in which individuals are employed. The government sector includes three types of
industries: public administration (federal, provincial/territorial and municipal); educational services;
and health and social assistance.

INUIT EMPLOYMENT IN NUNAVUT BY INDUSTRY 2011 TO 2021
100%
E [ Other
n 90%
g O Accommodation and food services
Z 80%
E B Information, culture, arts, recreation
E 70%
g [ Administrative and support
O 60%
= M Transportation and warehousing
2 50%
) O Utilities
No40%
"l: W Trade (wholesale and retail)
S5 30%
Z W Construction
E 20%
E ° M Real estate, rental and leasing
o
10%
E ° @ Mining; oil and gas extraction
o
0% W *Government
2016 Census 2021 Census
Daota sources: NILFA Community Profiles, June 2017. Statistics Canada, 2016 Census and 2021 Census.
*The government sectorincludes the Public Administration, Educational Services and Health and Social Assigtance industries.

In Nunavut, the most common industries in which Inuit were employed in 2021 were:

e Government (48% of all employed Inuit in Nunavut), including public administration (28%),
educational services (11%), and health care and social assistance (9%)
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e Wholesale and retail trade (15% of all employed Inuit)
e Transportation and warehousing (5% of all employed Inuit)
e Construction (5% of all employed Inuit)

These were also the top industries of Inuit employment in Nunavut in 2016, along with Mining, which
decreased from 5% in 2016 to 4% in 2021.

Inuit tend to work in a narrow range of occupational categories

The National Occupational Classification (NOC) system is maintained by the Government of Canada to
classify groups of jobs, or occupations, in Canada’s labour market. Occupations are described by the
type of work performed and the level of education or training (“skill type”) that is typically involved.

In Nunavut, almost 90% of employed Inuit worked in one of four occupational categories in 2021:

e 18% of employed Inuit worked in NOC Category 1 - Business, finance and administration
occupations

e 18% of employed Inuit worked in NOC Category 4 - Occupations in education, law and social,
community and government services

e 27% of employed Inuit worked in NOC Category 6 - Sales and service occupations

o 23% of employed Inuit worked in NOC Category 7 - Trades, transport and equipment operators

These were also the most common occupations of Inuit employment in Nunavut in 2016.

INUIT EMPLOYMENT IN NUNAVUT
BY OCCUPATIONAL CATEGORY 2011 TO 2021
z
g 100% W NOC 0 Management
& 90% .
5 M NOC 1 Business, finance and
u . . .
O s0% administration
g [INOC 2 Natural and applied sciences
G 70%
> [ NOC 3 Health
2 60%
O B NOC 4 Education, law and social,
3 50% community and government services
Ij," W NOCS5 Art, culture, recreation and sport
= 40%
E W NOCG6 Sales and service
2 30%
Z
8 0% W NOC7 Trades, transport and equipment
g o operators
9 [INOC 8 Natural resources, agriculture
= 10% .
< and related production
L 0% W NOC 9 Manufacturing and utilities
BQ (+]
2011 NHS 2016 Census 2021 Census
Data sources: NILFA Community Profiles, June 2017. . Statistics Canada, 2016 Censusand 2021 Census.
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Relatively few Inuit (age 25-64) report that they work full time for a full year

Statistics Canada considers full-time work to be 30 hours or more per week. Full-year work is 49-52

weeks (including any vacation allowance).

Among the 13,000 Inuit in their prime working years (age 25-64), 5,740 (44%) reported in the 2021
Census that they did not work in 2020. Only 4,360 (34%) reported that they worked full-time for a full

year in 2020.

Among the 7,250 who reported working:

e 6,135 (85%) worked full-time
e 1,120 (15%) worked part-time

The 6,135 full-time workers included:

e 4,360 (60%) working full-year
e 1,770 (25%) working part-year

The 1,120 part-time workers included:

e 330 (5%) working full-year
e 790 (10%) working part-year

WORK ACTIVITY OF INUIT 2020

m Did not work

= Full-time; Full-year

Full-time; Part-year

m Part-time; Full-year

Part-time; Part-year

Dato source: Statistics Canada, 2021 Census data.

Many Nunavummiut reported that they could not find full-time or full-year work

Working age (15+) Nunavummiut (Inuit and non-Inuit) were asked in the 2021 Census why they worked

part-time or part-year during the previous year, 2020.

The reasons given for working part-time were:

e Could not find full-time work (35%)

e Student in high school or post-secondary
education (21%)

e Business conditions (15%)

e Personal preference (14%)

e Caregiver for family member(s) (7%)

e Pandemic (4%)

e lliness or disability (2%)

REASONS FOR WORKING PART-TIME 2020
‘ = Could not find full-time
‘ = Student
m Business conditions
= Personal preference
Caregiver for family
= Pandemic
Iliness or disability

m Other

Dato source: Statistics Canada, 2021 Census data.
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The reasons given for working part-year were: REASONS FOR WORKING PART-YEAR 2020

e Could not find full-year work (19%) - Could not find fullyear
e Pandemic (16%) \‘ « Pandemic
e Student in high school or post-secondary l » Student

= Personal preference

education(13%)
Personal preference (12%)
Seasonal work (11%)

Seasonal work

Caregiver for family

= Maternal/parental leave

e Caregiver for family member(s) (7%) lliness or disability
e Maternal/parental leave (6%) = Business conditions
. . o = Retirement
e lliness or disability (5%) s Other
L] BUSIneSS Condit|ons (5%) Data source: Statistics Canada, 2021 Censusdata.

e Retirement (2%)

The GN offers full-time and part-time employment in every community

Some Nunavummiut report a personal preference for part-time or part-year work. Although most
positions are full-time, the GN offers part-time employment opportunities in every community.

In September 2023, almost 4% of GN positions were budgeted as part-time (less than 1 FTE). Some
part-time positions were available in jobs such as:

e Assistant Operator (power plant)
e Clerk/ Interpreter

e Custodian

e Elder Advisor

e Home and Community Care Worker
e Housekeeper

e llinniarvimmi Inuusiliriji

e Janitor

e Language Specialist

e School Secretary

e Student Support Assistant

e Teacher

The GN currently employs more than one-third of all employed Nunavut Inuit (25+)

At the time of the 2021 Census, 46% of Nunavut’s Inuit population was adult working age (25+). Among
GN indeterminate and term employees, 98% were age 25+.

In 2021, the GN employed approximately 35% of all employed Inuit (25+) population in Nunavut. The
GN employed as indeterminate or term employees approximately:

e 13% of all Inuit (25+) in Nunavut
e 23% of all Inuit (25+) labour force participants in Nunavut
o 28% of all employed Inuit (25+) in Nunavut
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Additional Inuit (25+) working for the GN as casuals were approximately:

e 3% of all Inuit (25+) in Nunavut
e 5% of all Inuit (25+) labour force participants in Nunavut
o 7% of all employed Inuit (25+) in Nunavut

In Nunavut’s 10 largest communities outside lgaluit, 40% to 54% of the Inuit population was adult
working age (25+) in 2021. In these communities, between 23% and 45% of all employed Inuit (25+)
were employed by the GN as indeterminate, term or casual workers.

In lgaluit, 53% of the Inuit population was adult working age (25+) in 2021. Approximately 50% of all
employed Inuit (25+) in Igaluit were employed by the GN as indeterminate, term or casual workers.

Additional Inuit worked for the GN as relief workers and substitute teachers in Igaluit and
communities. These on-call workers are not included here.

GN INUIT EMPLOYEES AS A PROPORTION OF INUIT (25+) IN THE COMMUNITY
as of March 2021

PER CENT (%) INDETERMINATE AND TERM EMPLOYEES CASUALS
INUIT (25+) IN % of All % of Inuitin | % of All Inuit in % of All % of Inuitin | % of All Inuit in
COMMUNITY Employed Inuit | Labour Force Community | Employed Inuit | Labour Force Community
Arviat 23% 19% 10% 7% 5% 3%
Baker Lake 25% 17% 10% 4% 4% 2%
Cambridge Bay 29% 24% 15% 6% 4% 3%
Gjoa Haven 22% 18% 11% 8% 7% 4%
Igloolik 27% 21% 10% 3% 2% 1%
Iqaluit 42% 37% 24% 8% 7% 5%
Kinngait 19% 15% 8% 4% 3% 2%
Kugluktuk 27% 18% 10% 6% 4% 2%
Pangnirtung 30% 24% 13% 5% 5% 2%
Pond Inlet 26% 21% 11% 9% 7% 4%
Rankin Inlet 35% 29% 20% 10% 8% 6%

The community profiles in Appendix Il show the per cent of Inuit (25+) in each community who are
indeterminate and term employees of the GN.
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6. Canada’s Labour Market

The Canadian labour market is tight and competitive, Educated workers with

while the pace of change in work and workplaces is specific functional skills are
accelerating around the world. Many Canadian workers {7 high demand in all regions
report that they feel dissatisfied and are looking to across Canada.

change jobs.

Trends in the Canadian Labour Market

Drivers of Change
Labour markets are under pressure in Canada and around the world

The Canadian labour market is tight and competitive, while the pace of change in work and workplaces
is accelerating around the world.

In a recent report on the changing Canadian labour market,'® the Conference Board of Canada
identified the following trends:

e Continued growth in education, health and public administration sectors

e High job vacancies; lower unemployment

e Skills shortages, particularly professional

e Increasing reliance on contractors

e Increasing immigration to fill gaps

e Less emphasis on formal educational credentials; more focus on hiring for specific skills, abilities
and experience

e Growth in average hourly wages

e Growth in e-commerce and e-service

e Growth in hybrid and remote work arrangements

e Workers expecting and gaining greater choice in what work they do, where they work, and the
type of organizational environment in which the work is done

Drivers of change include:

e Fast-changing digital technologies

e Aging workforce

e Increase in retirements

e Shift to self-employment; entrepreneurship

e Stressful work environments

e Increasing burnout, health issues and disability limiting labour market participation

e Risein the cost of living

e Growing preference and willingness to change jobs for remote or hybrid work since 2020

e More “job-hopping” to take advantage of opportunities for career change, career
advancement, relocation, and/or improved wages or conditions of work
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Growing Demand
Growth in labour market demand is projected in all occupations represented in the GN

Most GN jobs are in one of the occupational categories with skills shortages and strong projected
demand throughout Canada from 2019 to 2030:

e Category 1 - Business, finance and administration
e Category 2 - Natural and applied sciences

Charts from:
e Category 3 - Health and health care Conference Board of Canada
e (Category 4 - Government services The Labour Market of Tomorrow, 2022

Chart7
Modest Overall Job Growth Masks Occupational Differences 10 Years Out
(percentage change in employment, by occupational group, 2019-30)

Natural and applied sciences, and related occupations
Health occupations
Occupations in education, law, and social, community, and government services

finance, and inistration
Management occupations
Occupations in art, culture, recreation, and sport
All occupations
Trades, transport and equipment operators, and related occupations
Sales and service occupations
Natural resources, agriculture, and related production occupations
Occupations in manufacturing and utilities

Source: The Conference Board of Canada.

Educated workers with specific functional skills are in high demand in all regions

Jobs that require post-secondary Chart 13
education are Iikely to experience the Jobs Requiring Post-Secondary Education Will Experience the
Strongest Growth
StrongeSt grOWth . (percentage change in employment, by education level required, 2019-30)
Nunavut is competing with other regions All eclucation
across Canada for workers with University education
functional skills that enable on-the-job College, specialized/apprenticeship training
learning and career development. Direct | Secondary school and/or occupation-specific
competition with Atlantic Canada is On-the-job training
likely. 6
Regional Demand for Functional Skills Out to 2030, Top 10
(ranked strongest growth projections among functional skill categories, 2019-30)
Rank Atlantic Canada Central Canada Western Canada Northern Canada
1 Science Complex problem-solving Writing Systems analysis
2 Complex problem-solving Systems evaluation Reading comprehension Judgment and decision-making
3 Systems analysis Systems analysis Active listening Systems evaluation
4 Systems evaluation Judgment and decision-making Programming Complex problem-solving
5 Writing Operations analysis Complex problem-solving Writing
6 Judgment and decision-making Programming Systems evaluation Reading comprehension
7 Operations gnalysis Writing Judgment and decision-making Critical thinking
8 Reading comprehension Critical thinking Systems analysis Active listening
9 Instructing Reading comprehension Critical thinking Menitoring
10 Programming Active learning Active learning Active learning
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A Shift in Values and Expectations
Many Canadian workers report that they feel dissatisfied and are looking to change jobs

In a 2020 survey!’ of office-based “knowledge workers” in 25 countries, 40% of the 1,000 Canadian
respondents reported:

e Dissatisfaction with career prospects; and
e Adecline in mental and physical well-being.

Statistics Canada®® reported a higher level of job satisfaction (7.7 out of 10 average) in a 2023 survey of
Canadian workers in all occupational groups, although many were seeking a job change.

Canada: nearly half feeling mental health has worsened and only 2in 5
satisfied with career prospects

CAN
Culture & engagement
Less than half satisfied with senior leadership or feeling that managers met
expectation on encouraging good working culture

Overall
Canadians are more or less in line with the global average regarding happiness levels
but less likely to feel their work / life balance has improved.

ot £30 o =0 AS° * AG 13

(o X1 0 M ed 0
406°% 435% 5

Are satisfied with senior Of managers found the Of non-managers say their

Are happier in their job than 12 Say their work / life balance has got leadership overall monag ¢ monoger has met or
months ago better in last 12 months (vs. 53% globally) experience easy exceeded expectations in

(vs. 49% globally) (vs. 50% globally) (vs. 54% globally) encouraging & good working
t'.[* culture
i adaiie (vs. 37% globally)
Wellbeing Job security & development

A third are considering career changes, perhaps due to low levels of satisfaction with
their career prospects

Canadians have felt a significant impact on their mental health, with almost half saying
mental wellbeing has become worse

Top Skills Gaps:
T W "W W W A AV 5 & \'DJ"I:lOd byk\:i"ET Unikilled)
TN Tt T :l()”() :;()()“ , (b::l:;mchommg/Al

2. Digital user experience and

Suffered from burnout in
design (61%)

the last 12 months (40%)
(vs. 38% globally)

Feel their mental wellbeing
has become worse (45%)
(vs. 32% globally)

Feel their physical
wellbeing has become
worse (37%)

(vs. 28% globally)

Are satisfied with career Are considering a career
prospects at their company change
(vs. 48% globally) (vs. 30% globally)

3. Coding & Programming
(59%)

Remote and Hybrid Work

Almost half of employees in public administration work from home all or part of the time

Statistics Canada'® reports that working
1 1 ofessional, scientific and technical services | |G
remotely continues to be important to RS e
inance, insurance, real estate, rental and leasing :—
Canadian workers. In February 2024, 13.5% of public E— ]
. Agricuture. [T
workers (age 15+) usually worked exclusively I g — ——
from home and a further 11.4% had a hybrid Educatons services NN
Health care and social assistance :-
arrangement i.e., they usually worked some Manufacturing [T
. Construction [
hours at home and some hours at locations Transportation and warehousing [HI
Retail trade :.
Other than home' Accommodation and food services ]
Canadian public sector employees (25.9%) Proportion (%) of workersin ~ © 10 2 30 40 0 e 70
) Canada who work at least %
were more likely to work from home than part of the time from home [ yorid work
pl’lvate SeCtOF emp|0yees (21.3%)' (February 2024) [l Works exclusively at home
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Since the start of the SARS-CoV-2 pandemic, the share of workers who either worked from home or
had a hybrid arrangement was highest in:

e Professional, scientific and technical services (60.6%)
e Finance, insurance, real estate, rental and leasing (54.4%)
e Public administration (47.4%)

Health Concerns and Disability
The health status of Nunavummiut remains below the national average

As noted in the Environmental Scan of the GN’s Business Plan 2024-2027,%° factors such as poor
housing conditions, low income levels, food insecurity, crime severity, and rapid cultural and linguistic
change have a major impact on health outcomes among Nunavummiut. Issues such as substance use,
addiction, mental illness, suicide, and tuberculosis (TB) are a widespread concern in the territory.

Although the GN continues to work on improving population health, gaps in the social determinants of
health in Nunavut remain a barrier to the full participation of many Inuit in education, training and the
wage economy.

Rates of disability are rising among labour force participants in Canada and globally

Statistics Canada reports that the rate of disability is rising. Based on the 2022 Canadian Survey on
Disability:%!

e 27% of Canadians aged 15 years and older, or 8 million people, had one or more disabilities that
limited their daily activities. This was an increase from 2017, when 6.2 million Canadians
reported disabilities.

o 62% of adults (age 25 to 64 years) with disabilities were employed, up from 59% in 2017. The
employment rate of persons without disabilities was 78%.

Persons with disabilities were more likely to work in the public sector (24.2%, compared with 21.0% for
those without disabilities).

Employers in Canada reported an increase of almost 3 percentage points in the prevalence of disability
in the labour force between 2019 and 2022. Statistics Canada attributes this change to an increase in
recently-acquired disabilities related to mental and physical health among those already employed,
rather than an increase in employment of those with longer-standing disabilities.

The SARS-CoV-2 pandemic is affecting labour force participation in Canada

In 2020, Inuit Tapiriit Kanatami (ITK) reported on the potential impacts of the SARS-CoV-2 pandemic on
Inuit Nunangat, noting that the pandemic was exacerbating challenges related to poverty, food
security, education, employment, transportation, and business sustainability.??

The spread of the SARS-CoV-2 virus is largely unmitigated at this time. There is growing evidence that
the pandemic is contributing to a loss of productivity and labour shortages in Canada and around the
world.

Following a 2023 survey, Statistics Canada? reported that at least two out of three (65%) Canadian

adults had contracted COVID-19 as of June 2023. Almost one in five (20%) Canadian adults reported
]
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multiple infections. Statistics Canada noted these numbers likely underestimate the true number of
COVID-19 infections by June 2023, as individuals are not always aware that they have been infected.

COVID-19 carries a risk of long-term illness that can be disabling. In this survey, long-term symptoms
refer to the presence of symptoms three or more months after a confirmed or suspected COVID-19
infection that could not be explained by anything else. Statistics Canada reported that:

e About one in nine Canadian adults (3.5 million) had experienced long-term symptoms from a
COVID-19 infection.

e Approximately 2.1 million (58%) continued to experience symptoms as of June 2023.

e Almost half of those experiencing long-term symptoms reported they had not seen any
improvement in their symptoms over time.

e 22% reported being often or always limited by these symptoms in daily activities.

Canadian adults who had COVID-19 multiple times were more likely to report longer-term symptoms.
“Long COVID” may reduce some people’s ability to work, leading to lower labour market participation
and lower household incomes. COVID-19 may also increase vulnerability to other infectious and non-
infectious diseases, including cancer, cardiovascular disease, tuberculosis, and respiratory illnesses.

Statistics Canada reported that workers are taking sick days or other time off.

e Among Canadian adults with long-term symptoms who were employed or attending school,
22% missed days. On average, they missed 24 days of school or work. About 100,000 adults
were unable to return to work or school.

e Among employed Canadian adults reporting long-term symptoms, 5.3% applied for disability
benefits or workers’ compensation due to their symptoms.

Similar findings are emerging from recent surveys and studies in the United Stated (U.S.) and United
Kingdom (U.K.):

e About one in five Americans with long-term symptoms after COVID (3.8 million) are
experiencing debilitating illness that significantly affects daily activities.?*

e Some 1.6 million people of working age in the U.K. are living with Long COVID. 62% have been
affected by having to take sick leave, reducing their hours, changing roles, or quitting work.?®

e Among working-age U.K. adults, new claims for benefits related to health conditions or
disabilities increased by 68% from early 2020 to early 2024.%°

“Health is a critical labour market determinant. Healthy people are more likely to be
employed, have a good job and retire later, while people experiencing health issues or
disabilities are more likely to see their labour market chances deteriorating, lose
employment and struggle in finding a new job...

While disability and health affect work, work can also affect health. The latter effect is
multifarious; while a bad job can deteriorate health, moving from unemployment into good
work can improve health.”

Organisation for Economic Cooperation and Development (OECD)
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7. Challenges

Employee turnover, leaves and retirement contribute to [ S N capacity,
gaps in capacity and vacancies to be filled. Although the e I o s o ey [ by
number of GN job competitions has increased since
2019-20, the number of applications has decreased to
low levels that are unprecedented.

exiting employees as well as hire
for new positions.

Employee Turnover and Leave in the Public Service
Annual Staff Turnover

The annual turnover rate averages 13% per year

The GN’s rate of growth means that there are always new, vacant positions to be filled. As with any
employer, the GN must fill vacancies left by exiting employees as well as new positions.

The GN defines annual staff turnover as the GN STAFF TURNOVER 2013 TO 2023
number of indeterminate or term employees Public Service Annual Reports as of the Years Noted
leaving or terminating their GN employment

. 25%
each fiscal year.

Turnover includes retirements, resignations, 2

lay-offs, end-of-term contracts, and dismissals
15% \

of indeterminate or term employees from the
5%

g
\
_—

public service. It does not include internal
transfers or job changes within the GN.

As reported in the GN’s Public Service Annual
Reports,?” the annual turnover rate varies
significantly from year to year. Over the past 10
years, it has averaged approximately 13% per
year, ranging from a low of 7% in 2013-14 to an
all-time high of 21% in 2018-19. The turnover
rate was 13% in 2021-22.

2
~

PER CENT (%) STAFF TURNOVER

Qulliq Energy Corporation is not included in turnover data.

Job satisfaction is likely to contribute to retention and turnover

Through the Nunavut Government Employee Survey (NGES) conducted in 2016 and 2021, the NILFA
has identified factors that affect job satisfaction among Inuit employees. These factors are likely to
contribute to attracting and retaining Inuit employees.

Among the GN’s Inuit employees in 2021, the top drivers of job satisfaction were reported as:
e Good relationships with co-workers (91%)
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e Ability to work in language of choice (91%)

e Flexibility in work schedules to support balance in work and personal life (89%)
e Ability to work in community of choice (88%)

e Job security (86%)

In other stakeholder engagement activities, the NILFA has also identified the importance of:

e An Inuk supervisor or manager
e Manageable workload
e Pay and benefits

Among the GN’s Inuit employees in 2021, the top drivers of job dissatisfaction were reported as:

e Limited availability of staff housing (59%)

e Limited availability of child care (55%)

e Cost of staff housing (46%)

e High rate of staff turnover, which tends to create higher workloads (41%)
e Housing allowance (37%)

Lack of support for career development and advancement (38%) was among the top drivers of job
dissatisfaction in 2016, but did not make the top five list in the 2021 NGES.

The NILFA also identified reasons why Inuit employees either plan to leave or have left government
employment. The most frequently cited reasons for leaving GN employment were desires for:

e Better pay, benefits, and working conditions (50%)

e Anindeterminate (permanent) job (47%)

e Ajob that better matches knowledge, skills and goals (41%)

e Better learning opportunities (35%)

e A workplace guided by Inuit culture and values in which the Inuit language is used more (31%)

Employee Leave
The number of employees on leave has increased since 2019

Employees in the territorial pubic service have access to various types of leave (time off work) with or
without pay. Some types of leaves are entitlements, subject to authorization. Other programs, such as
education leave, are discretionary and subject to subject to operational and staffing needs and
budgetary considerations.

Short-term leave (e.g., annual leave) is typically managed through redistribution of work or acting
assignments where full coverage is necessary. Long-term leave (e.g., disability or long-term education
leave) has the effect of creating vacancies that must be managed in a way that addresses work needs
and respects employee job entitlements.

As the GN defines it, staff turnover does not include long-term leave, however, departments and
agencies are directed to exclude employees on long-term leave from the data used in TRPS reports. In
practice, departments apply discretion in reporting on the number of filled positions.
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The GN’s internal Master Establishment Report provides a snapshot of the public service at the end of
each month, including employees on various forms of leave as of that date, not including annual leave.

Using data from Master Establishment Reports from March 2019 to September 2023, it appears that:

e The number of employees on approved leave increased over the period, particularly disability

and leave without pay (LWOP).
e The proportion or per cent (%) of employees on approved leave increased from approximately

6% as of March 2019 to 7.4% as of September 2023, even though the total number of

indeterminate and term employees decreased over the period.

A greater proportion of employees in Igaluit are on leave

Approximately 40% of the GN’s positions and workforce are located in Igaluit. As a proportion of the
workforce, it appears that from March 2019 to September 2023:

e More employees were on disability leave in Igaluit in every year. In 2023, 1.5% of employees
were on disability leave in Iqaluit, in contrast to less than 1% of employees outside Igaluit.

e More employees were on leave in Iqaluit than outside Igaluit, except 2022. As of September
2023, a total of 8.2% of employees were on approved leave in Igaluit, in contrast to 6.9% of

employees outside Igaluit.

NUMBER OF EMPLOYEES ON LEAVE BY LOCATION*
TYPE OF LEAVE EMPLOYEE 201970 2023
LOCATION Sept. Sept. March March March
2023 2022 2021 2020 2019
Iqaluit 21 24 23 15 16
Disability Non-lgaluit 18 22 28 19 15
Total 39 46 51 34 31
Iqaluit 10 12 19 23 11
Education Non-lgaluit 24 19 22 21 13
Total 34 31 41 44 24
Igaluit 70 45 52 52 48
Leave without Pay (LWOP) Non-Iqaluit 84 79 87 63 81
Total 154 124 139 115 129
Iqaluit 11 11 13 10 16
Maternity/Parental Non-lgaluit 13 20 15 13 18
Total 24 31 28 23 34
IN IQALUIT 112 92 107 100 91
OUTSIDE IQALUIT 139 140 152 116 127
TOTAL EMPLOYEES ON LEAVE 251 232 259 216 218

* Qulliq Energy Corporation is not included in employee leave data. To protect confidential information about employees,
numbers less than 10 are reported as the ranges “less than (<) 5” and “5-10.” AWOL is not included.
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More Inuit tend to be on leave without pay, while more non-Inuit are on disability leave

Approximately 52% of indeterminate and term employees were Inuit in September 2023. Both by
number and as a proportion of the workforce, it appears that from March 2019 to September 2023:

e More non-Inuit than Inuit tend to be on disability leave.

e More Inuit than non-Inuit tend to be on LWOP.

e Significantly more Inuit than non-Inuit were on education leave, probably due to the availability
of subsidized education and career development programs for Inuit only.

NUMBER OF INUIT AND NON-INUIT EMPLOYEES ON LEAVE*
2019 TO 2023
TYPE OF LEAVE EMPLOYEES
Sept. Sept. March March March
2023 2022 2021 2020 2019

Inuit 17 17 19 10 11
Disability

Non-Inuit 22 29 32 24 20

Inuit 28 26 29 31 15
Education

Non-Inuit 5-10 5-10 12 13 5-10

Inuit 89 66 64 58 79
Leave without Pay (LWOP)

Non-Inuit 65 58 75 57 50

Inuit 13 20 14 13 20
Maternity/Parental

Non-Inuit 11 11 14 10 14
TOTAL INUIT EMPLOYEES 147 129 126 112 125
TOTAL NON-INUIT EMPLOYEES 104 103 133 104 93
TOTAL EMPLOYEES ON LEAVE 251 232 259 216 218

* Qulliq Energy Corporation is not included in employee leave data. To protect confidential information about employees,
numbers less than 10 are reported as the ranges “less than (<) 5” and “5-10.”

Retirement Potential in the Public Service
Eligibility for Retirement by 2028

The future potential for employees to retire can be estimated

Turnover includes employees who leave the public service by retiring. The future potential for
employees to leave through retirement can be estimated, unlike other forms of turnover. Awareness
of the potential for retirement in occupational groups and geographies can assist in identifying
priorities for pre-employment training and in preparing for succession.

In Nunavut’s public service, eligibility for retirement begins at age 60 or 65 (depending on whether or
not an employee joined the pension plan before or after January 1, 2013) or when an indeterminate
GN employee is age is 55 or over and has at least 30 years of service. The date of enrolment in the
pension plan is not factored into the workforce analysis prepared for the Decentralization Review. As a
result, eligibility for retirement may be underestimated, as employees age 60-64 who joined the
pension plan prior to 2013 are not included unless they meet the criteria for age plus years of service.
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The term retirement potential is used here because employees may choose whether or not to retire
when they become eligible. To protect confidential information about employees, numbers less than

10 are reported as the ranges “less than (<) 5” and “5-10.”

The total number of employees with potential to retire in a period (e.g., between 2023 and 2028) is

cumulative:

e The number of employees with potential to retire within 3 years excludes those who have

immediate eligibility.

e The number of employees with potential to retire by 2028 excludes those who have immediate

eligibility and those who will achieve eligibility within 3 years.
e The total potential for retirement by 2028 includes those eligible from now to 2028.

Approximately 15% of the GN’s indeterminate workforce has potential to retire by 2028

As of September 2023, the total potential for retirement by 2028 was approximately 500 employees or
15% of the GN’s indeterminate workforce. This included approximately:

e 200 employees (6% of the current workforce) with potential for immediate retirement

e 160 employees (5%) with potential to retire within 3 years

e 140 (4%) additional employees with potential to retire by 2028

The proportion (%) of employees eligible for retirement by 2028 ranged from 8% to 18% across the

GN’s employment categories.

NUMBER OF EMPLOYEES ELIGIBLE TO RETIRE 2023 TO 2028
as of September 2023

EMPLOYMENT CATEGORY

NOW WITHIN BY SEPT. TOTAL BY TOTAL %

3 YEARS 2028 2028 BY 2028

Executive <5 <5 <5 <5 8%
Senior Management 5-10 5-10 5-10 20-25 17%
Middle Management 18 21 16 55 18%
Professional 86 43 56 185 16%
Paraprofessional 46 29 20 95 14%
Administrative Support 42 52 42 136 14%
TOTAL 200 155 145 500 15%

There is potential for retirement in all occupational categories and skill types

As of September 2023, the greatest potential for retirement among indeterminate employees was in

three large occupational categories:

e In Category 0 - Management occupations, an estimated 80 employees or 19% of the workforce
in the category was eligible to retire by 2028.
e In Category 1 - Business, finance and administration occupations, an estimated 65 employees or
10% of the workforce in the category was eligible to retire by 2028.
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e In Category 4 - Occupations in education, law, social, community and government services, an
estimated 210 employees or 16% of the workforce in the category was eligible to retire by
2028.

Two other occupational categories have smaller numbers of positions and employees, but significant
retirement potential:

e In Category 5 - Occupations in art, culture, recreation and sport, an estimated 11 employees or
34% of the workforce in the category was eligible to retire by 2028.

e In Category 6 - Sales and service occupations, an estimated 58 employees or 21% of the
workforce in the category was eligible to retire by 2028.

As of September 2023, the greatest potential for retirement among indeterminate employees was in
Skill Type A, which has the largest number of GN positions.

e An estimated 290 employees or 17% of the Skill Type A workforce was eligible to retire by 2028.
Skill Type D has a smaller number of positions and employees, but significant retirement potential.

e An estimated 40 employees or 20% of the Skill Type D workforce was eligible to retire by 2028.
Retirement potential is higher outside Igaluit and among Inuit employees

As of September 2023, approximately 60% of all GN positions and 60% of all indeterminate employees
were located outside Iqaluit. The potential for retirement among Inuit and non-Inuit employees was
much higher outside Igaluit, by number and proportion or per cent (%).

More than twice as many Inuit and non-Inuit employees were eligible for retirement by 2028 outside
Iqaluit (340 employees) than in Igaluit (160 employees).

e Inlqgaluit, 13% of Inuit and 12% of non-Inuit employees were eligible for retirement.
e Qutside Iqgaluit, 26% of Inuit and 20% of non-Inuit employees were eligible for retirement.

More Inuit than non-Inuit were eligible to retire by 2028. In the indeterminate workforce:

e 275 Inuit (16%) were eligible for retirement, 60 in Iqaluit and 215 outside Iqaluit.
e 225 non-Inuit (15%) were eligible for retirement, 100 in Igaluit and 125 outside Igaluit.

See Appendix | for summaries of retirement potential to 2028 by occupational category, skill type and
community.

Historical Trends in Retirement
Retirement potential from 2017 to 2023 was comparable to current projections

Retirement potential was reported in the GN’s Master Inuit Employment Plan to 2023.28 As of March
2017, the total potential for retirement by 2023 was approximately 520 employees or 16% of the GN’s
indeterminate workforce. This is comparable to the current projection of retirement potential by 2028:
500 employees or 15% of the indeterminate workforce.

Retirement potential to 2023 (by per cent employees) was greater outside Igaluit than in Igaluit.
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e Outside lgaluit, approximately 360 employees (18% of the indeterminate workforce outside
Igaluit) had the potential to retire by 2023, comparable to the current estimate of 340
employees (18%).

e Inlgaluit, approximately 160 employees (12% of the indeterminate workforce in Igaluit) had
the potential to retire by 2023, comparable to the current estimate of 160 employees (12%).

Approximately 74% of employees who were eligible to retire by 2023 exited the GN

Approximately three-quarters (74%) of employees who were eligible to retire between 2017 and 2023
had exited the GN by September 2023. The remainder continued to be indeterminate employees of
the GN. The proportion or per cent (%) of actual exits was comparable in and outside Iqaluit.

RETIREMENT POTENTIAL as of March 2017
vs ACTUAL EXITS by September 2023
OCCUPATIONAL CATEGORY Outside | Outside

. Actual Iqaluit Iqaluit . .
Potential . . Iqaluit Iqaluit
Exits Potential | Actual .

Potential | Actual

0 - Management occupations 100 82% 45 87% 55 78%
1 - Business, finance and administration 55 76% 30 73% 25 80%
2 - Natural and applied sciences occupations 25 73% 10 60% 15 87%
3 - Health occupations 35 80% 5-10 100% 30 76%
o v | w0 [ | o e | o |
5 - Occupations in art, culture, recreation, sport 5-10 50% <5 67% <5 0%
6 - Sales and service occupations 45 69% 10 90% 35 63%
7 - Trades, transport and equipment operators 15 80% 5-10 100% 5-10 63%
9 - Occupations in manufacturing and utilities 5-10 50% <5 0% 5-10 57%
TOTAL 520 74% 160 75% 360 74%

The proportion of actual exits was higher among non-Inuit than Inuit employees

The potential for retirement by 2023 included approximately 250 non-Inuit employees or 16% of the
GN’s indeterminate non-Inuit workforce. This is comparable to the current estimate of retirement
potential by 2028: 225 non-Inuit employees or 15% of the indeterminate non-Inuit workforce.

Among those with the potential to retire by 2023 were approximately 270 Inuit employees or 15% of
the GN’s indeterminate Inuit workforce. This is comparable to the current estimate of retirement
potential by 2028: 275 Inuit employees or 16% of the indeterminate Inuit workforce.

As of September 2023:

e 81% of the 250 non-Inuit with potential to retire between 2017 and 2023 had exited the GN
o 67% of the 270 Inuit with potential to retire between 2017 and 2023 had exited the GN
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Recruitment and Hiring in the Public Service

Applications for Job Competitions
Inuit are interested in GN employment

Inuit who apply for government jobs are expressing an interest in government work and making an
active effort to obtain a government position.

The number of GN jobs advertised varies from year to year and job competitions may cross fiscal years.
Annual data reported in the GN’s Public Service Annual Reports include competitions started in one
fiscal year and closed or ongoing in another fiscal year. The statistics exclude job competitions for
nurses and positions under the Nunavut Teachers’ Association, Nunavut Arctic College and Qulliq
Energy Corporation.

The GN averaged 526 job competitions annually between 2013 and 2023. An individual may submit
applications to multiple job postings over a year, so the number of applications is not an indicator of
the number of applicants. Some job competitions may have received no applications.

As reported in the Public Service Annual Reports, Inuit apply for advertised GN jobs at a rate that tends
to be lower than the rate at which non-Inuit apply. On average, the GN has received four applications
from Inuit and 16 applications from non-Inuit for every job competition i.e., 20% of applications are
from Inuit.

AVERAGE APPLICATIONS PER JOB COMPETITION 2013 TO 2023
Public Service Annual Reports as of the Years Noted

800 L
| Ig
w 700 30 E
g /\ £
E 600 —
E / \ / \ -25 9
=% [- 4
£ 500 — | e
S / - -20 %
@ 400 — — g
e L5 E
w <L
& 300 — N = J
o
2 500 10 5
= _ | |
2 N—" &
100 — _ ——— 5 z
(]
Lo
0 0 =
2013-14 2014-15 2015-16 2016-17 2017-18 2018-19 2019-20 2020-21 2021-22 2022-23 =
YEAR

Job Competitions —#—Inuit —®—Non-Inuit

Although Inuit applications are greatly outnumbered by those from non-Inuit, interest in GN positions
among Inuit appeared to be increasing until 2019-20. This was shown as a general upward trend in the
number of applications from Inuit per advertised position, which averaged almost four Inuit

applications per job posting until 2012-13 and almost five Inuit applications per posting until 2019-20.
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The increase in the average number of Inuit applications during the period from 2013 to 2019 may
reflect an increase in the number of Inuit who have completed the high school and/or post-secondary
education or training that is needed for most GN positions.

APPLICATIONS AVERAGE NUMBER OF APPLICATIONS PER JOB COMPETITION

2013-14 | 2014-15 | 2015-16 | 2016-17 | 2017-18 | 2018-19 | 2019-20 | 2020-21 | 2021-22 | 2022-23
Competitions 614 403 412 620 543 705 456 465 476 564
Inuit 4.2 5.4 5.7 4.7 3.6 4.6 3.7 3.2 1.9 2.3
Non-Inuit 15.2 26.2 23.4 15.1 16.5 25.1 15.1 14.8 4.4 6.1
AVERAGE 19.5 31.6 29.1 19.8 20.1 29.7 18.8 18.0 6.4 8.3

The number of job competitions is increasing, but the number of applications is down

Although the number of job competitions has increased since 2019-20, the total number of
applications from Inuit and non-Inuit has decreased to low levels that are unprecedented.

Between 2013 and 2021, the GN received an average of 23 applications for each job competition, with
arange from 18 to 32 during the 8-year period. In the past two years, the GN has received an average
of between six and eight applications per job competition.

e In2021-22, there were 476 job competitions with a total of 3,032 applications, including 921
from Inuit and 2,111 from non-Inuit. This was an average of only 6.4 applications per
competition.

e In2022-23, there were 564 job competitions with a total of 4,695 applications, including 1,281
from Inuit and 3,414 from non-Inuit. This was an average of only 8.3 applications per
competition.

NUMBER OF APPLICATIONS FOR JOB COMPETITIONS 2013 TO 2023
Public Service Annual Reports as of the Years Noted
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The previous low was in 2008, with 5,509 applications for 644 competitions, an average of 8.6
applications per competition.

APPLICATIONS = 513-14 | 2014-15 | 2015-16 zo1e-1|\;UMzBoE1r;-(1): AP:J::QZION2119-20 2020-21 | 2021-22 | 2022-23
Inuit 2,598 | 2,157 | 2,359 | 2,906 | 1,949 | 3,249 | 1,688 | 1,469 921 1,281
Non-Inuit 9,354 | 10,558 | 9,624 | 9,356 | 8,941 | 17,671 | 6,885 | 6,88 | 2,111 | 3,414
TOTAL 11,952 | 12,715 | 11,983 | 12,262 | 10,890 | 20,920 | 8,573 | 8,355 | 3,032 | 4,695
% Inuit 22% 17% 20% 24% 18% 16% 20% 18% 30% 27%

The observed trend in job applications is consistent with a tighter, more competitive labour market in
Canada and globally. Continued difficulty attracting qualified applicants will undermine the GN’s efforts
to build public service capacity in order to:

e Meet increasing demand for programs and services;
e Deliver on priorities;

e Make planned organizational changes; and

e Undertake further decentralization.

Hiring of Inuit in Job Competitions
The success rate of Inuit applicants tends to be higher than non-Inuit

In 2015-16 and 2017-18, Inuit were hired in greater numbers than non-Inuit. In all other years from
2013 to 2023, more non-Inuit were hired in the reported job competitions.

INUIT AND NON-INUIT HIRED THROUGH JOB COMPETITIONS 2013 TO 2023
Public Service Annual Reports as of the Years Noted
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Even though smaller numbers of Inuit are being hired, the average success rate of Inuit applicants is
higher than that of non-Inuit.
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For example:

e In 2020-21, Inuit accounted for 41% of those hired through job competitions, despite only 18%
of applications being from Inuit during the fiscal year.

APPLICATIONS - 1514 | 2014-15 | 2015-16 221121? RT;EJT;-?: AP:::EQZTS ;l(:?:-[z)o 2020-21 | 2021-22 | 2022-23
INUIT 2,598 | 2,157 | 2,359 | 2,906 | 1,949 | 3,249 | 1,688 | 1,469 921 1,281
% Inuit 22% 17% 20% 24% 18% 16% 20% 18% 30% 27%
Inuit Hired 162 137 177 101 157 143 127 139 97 149
% Hired 45% 41% 54% 47% 60% 43% 38% 41% 42% 47%
NON-INUIT 9,354 | 10,558 | 9,624 | 9,356 | 8,941 | 17,671 | 6,885 | 6,886 | 2,111 | 3,414
Non-Inuit Hired | 201 200 150 112 103 188 208 196 132 168
% Non-Inuit 78% 83% 80% 76% 82% 84% 80% 82% 70% 73%
% Hired 55% 59% 46% 53% 40% 57% 62% 59% 58% 53%

In 2022-23, the GN hired 149 Inuit out of a total of 1,281 applications from Inuit. On average, 12% of all
applications from Inuit candidates resulted in hiring. In contrast, an average of 5% of applications from
non-Inuit resulted in hiring (168 non-Inuit were hired out of 3,414 non-Inuit applications in 2022-23).

Inuit tend to be hired at a higher rate in communities outside Igaluit

According to the 2018 NILFA, postings for GN positions in decentralized communities attracted more
applications from Inuit than postings in Iqaluit or smaller communities from 2015-16 to 2017-18. On
average, each job posting in a decentralized community received seven applications from Inuit in
contrast to five in smaller communities and three in Igaluit.

Inuit are generally hired in communities outside Iqaluit at a rate that is much greater than the rates in
Igaluit and in Nunavut as a whole, as shown in these data on hiring from the GN’s Public Service Annual
Reports. Data is available by region, but not at the community level.

In Nunavut, Inuit were hired in an average of 46% of
competitions from 2015-16 to 2022-23. HIRING IN 1QALUIT 2015-2023
| \ |
H 2022-23
taalutt 2021-22 | | ‘
In Igaluit, Inuit were hired in an average of 25% of \
completed competitions from 2015-16 to 2022-23. 202021 | | |
o 2022-23:23% of completed competitions o \ |
e 2021-22:21% of completed competitions 2019
e 2020-21: 28% of completed competitions 201718 |
e 2019-20: 23% of completed competitions 2016-17
e 2018-19: 23% of completed competitions 2015.16 |
e 2017-18:23% of completed competitions o o 12)0 120 o 2%
e 2016-17: 23% of completed competitions NUMBER OF EMPLOYEES HIRED
e 2015-16: 23% of completed competitions minuit © Non-Inuit
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Qikigtani Region HIRING IN QIKIQTANI 2015-2023

In Qikigtani, Inuit were hired in an average of 66% of 02293
completed competitions from 2015-16 to 2022-23. N
e 2022-23:69% of completed competitions 02021
e 2021-22:72% of completed competitions 201920
2020-21: 43% of completed competitions
2019-20: 57% of completed competitions 20188 |
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2017-18: 61% of completed competitions 201617
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Kivalliq Region HIRING IN KIVALLIQ2015-2023

In Kivallig, Inuit were hired in an average of 72% of
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Kitikmeot Region HIRING IN KITIKMEOT 2015-2023

In Kitikmeot, Inuit were hired in an average of 70% of 02993 I
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8. Opportunities

The GN is investing in infrastructure, programs and A pre-employment training
services to support the health, wellbeing and resilience ST E R (o111 e ReeTy 133 (T3 [TeE 1 {01412
of Nunavummiut and their communities. These needs of communities for skilled
investments will yield benefits when sufficient Inuit are eI [EEEL TR TESETER LTS Gl E )|
prepared for related community-based jobs. employment in a range of jobs.

Definition of Decentralization

Broadening the Perspective
The historical view of decentralization may be limiting

Historically, decentralization has been concerned with headquarters or territory-wide functions
operating out of a community. When the topic of expanding decentralization arises, it is typically
focused on opportunities to transfer intact functions or offices from Iqaluit to a community outside
Igaluit —ideally, a community that is not one of the original 10 designated communities.

The challenges associated with transferring an entire function or office to a community were well-
documented in earlier reviews of decentralization. Issues of technology and connectivity may be less of
a problem today, but limited office space and shortages of staff housing persist as barriers to
increasing GN employment opportunities in communities through the transfer of groups of positions.

The recently-issued Nunavut-wide Hiring Policy appears to take a broader view

The Nunavut-wide Hiring Policy (NWHP) was released in November 2023 “to support the Government
of Nunavut’s commitment to Inuit employment and decentralization. It is a competitive hiring
mechanism whereby an eligible position can be advertised with multiple potential locations of work
and the successful candidate can work from a Nunavut community where there is available workspace
rather than the position’s designated home community.”?°

The NWHP Guidelines make it clear that the policy is a hiring tool that applies on a case-by-case basis.
Initial implementation is restricted to a department’s office space allocation, due to current limitations
associated with identifying and allocating flexible workplace space for use under the NWHP.

The NWHP is not a mechanism to permanently relocate a position or a group of positions to a different
community. The “home community” of the position does not change under the NWHP. Permanent
relocation of a position continues to fall under the GN’s Government Organization Policy. The NWHP is
unlikely to have a significant impact on the number of positions in any particular community.

While it supports recruitment and retention in the GN, the policy does not enable decentralization as it
was originally conceived. The policy does, however, recognize the value of even one more position
placed in a community, with the potential for priority hiring of an Inuk. If the concept of
decentralization is broadened to include all GN positions in communities, then the NWHP will help to
strengthen the decentralization model by increasing community-based employment opportunities for
eligible positions and communities that have available workspace.
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Igaluit-based Jobs

Assessing the Potential for Transfer to Communities
This review does not aim to identify specific functions or positions for decentralization

The Decentralization Review is not expected to result in options or recommendations regarding
specific GN organizational structures, functions, occupations, or positions. It does, however, aim to
identify opportunities for expanding GN employment in communities outside Iqaluit.

The Nunavut-wide Hiring Policy and the Remote Hiring Policy provide some helpful criteria for
assessing the potential for further decentralization.

The NWHP policy offers pragmatic criteria to guide consideration of decentralization

The NWHP Guidelines include criteria for assessing the eligibility of an Iqaluit-based position to be
advertised with multiple potential locations of work in Nunavut. The criteria can be applied to
consideration of whether or not a position or group of positions is suitable for transfer to a community.

A position is considered unsuitable for inclusion under the policy if any of these conditions apply:

1. The position provides in-person services and/or support to others located in the home
community (e.g., clients, public, other GN employees) on a regular basis.

e This would seem to exclude front-line positions in programs such as home and community care
or social services; positions working at customer service counters (e.g., beer and wine store);
positions that provide support to management or to a work unit (e.g., executive assistant,
receptionist); and positions that provide support to the Legislative Assembly or to Cabinet, or
that routinely engage with a Cabinet Minister.

2. The duties of the position are primarily performed on behalf of the home community and/or
from a specialized work site in the home community.

e This would seem to exclude front-line positions associated with the maintenance of a specific
facility (e.g., school custodian) or the programs and services delivered at an airport, college
campus, correctional facility, court house, cultural facility, health care centre, hospital, library,
or school.

3. The supporting infrastructure required to perform the duties of the position is only available in
the position’s home community. (e.g., equipment, records).

e This would seem to exclude positions with shared dependencies on physical records, localized
technology and specialized local facilities or equipment.

4. The position supervises a complement of staff who are substantially based in the position’s
home community.

5. The position’s direct supervisor position is vacant (i.e., position is not filled on an indeterminate,
term, acting, transfer assignment, casual or other basis).
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The Remote Hiring Policy identifies positions that are hard to fill in Nunavut

The GN’s Remote Hiring Policy3® was launched in March 2024, accompanied by a Cabinet-approved list
of specialized positions for which employees may be hired to work remotely from their out-of-territory
homes on a term basis. The Remote Hiring Policy is intended as an interim measure to address critical
capacity challenges in the GN.

The following criteria for including a position in the list are outlined in the policy Guidelines:

e Suitable for remote work;

e Professional level, as per GN employment categories;

e Applies a body of highly specialized knowledge;

e Requires a professional designation and/or post-graduate degree (some exceptions considered
for positions that require a bachelor’s degree in a highly-specialized field of post-secondary
study);

e Unique to a department, with some exceptions;

e Does not supervise staff;

e Chronically under-represented by Inuit; and

e Demonstrated to be hard-to-fill in Nunavut.

The list includes Iqaluit-based and community-based positions that are specialized and hard to fill in
Nunavut. These positions have little potential to contribute to local employment opportunities at this
time, whether situated in Igaluit or a community.

Third-party agreements may influence the requirements for a funded position

Positions that are funded under third-party agreements are intended for a particular purpose and may
be subject to specific conditions on how the funding may be spent.

Third-party funded positions are often time-limited. They can be found in communities as well as in
Iqaluit, but there may be little opportunity to relocate such a position from where it was established.

Opportunities for Further Decentralization
Policy criteria help to identify positions not suitable for transfer outside Igaluit

Approximately 40% of GN positions are based in Igaluit: 2,252 FTEs, as reported in the September 2023
TRPS report. Many of these are in functions that have headquarters or territory-wide responsibilities;
others deliver GN programs and services to the residents of Igaluit.

Previous reviews of decentralization have not had the benefit of a full analysis of the public service
workforce. This Decentralization Review makes use of detailed information from the workforce
analysis along with criteria from recent policy decisions to identify the types and numbers of positions
that are not suitable for transfer outside Iqaluit.

By applying the criteria outlined in the Nunavut-wide Hiring Policy and the Remote Work Policy, this
review has identified approximately 1,225 (FTEs) positions based in Igaluit that are not suitable for
transfer to a community, including those associated with:
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e Directorates of departments and other public bodies

e Cabinet secretariat

e Correctional facilities

e Delivery of community, health and social services to the people of Igaluit

e Facilities in Igaluit such as the library, court house, beer and wine store, and airport
e Intergovernmental affairs

e Nunavut Business Credit Corporation

e Office of the Legislative Assembly

e Programs and services delivered at Nunavut Arctic College’s Nunatta Campus
e Qikigtani General Hospital

e Schools in Iqaluit

e The list of specialized, hard-to-fill positions under the Remote Hiring Policy

e Third-party funding agreements

This may not be a complete list of positions that are not suitable for transfer to communities, but it
captures the types of positions that cannot function or be fully functional outside of Igaluit.

The opportunities for decentralization appear limited by labour market factors
The remaining 1,025 (FTEs) positions can be grouped into two broad functional areas:

Corporate and internal government programs and services, including:
e Capital projects
e Communications
e Compensation and benefits
e Corporate services for departments and other public bodies
e Employee relations and job evaluation
e Employee wellness
e Financial operations and expenditure management
e Fiscal policy
e Human resource management
e Informatics and information technology
e Internal audit
e Inuit employment planning and programs
e Policy and planning
e Procurement and supply chain management
e Property and asset management
e Public service training
e Staffing
e Translation and interpretation

Headquarters functions associated with Nunavut-wide programs and services:
e C(Climate change
e Environmental protection and impact assessment
e Health information
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e Health protection

e Legal registries

e Official languages

e Parks management

e Population health

e Power system planning, engineering and operations
e Program development and administration
e Protection and safety services

e Public health

e Public trustee

e Sector economic development

e Transportation planning

As noted in the NWHP Guidelines, departments and other public bodies are responsible for
determining whether there are any factors beyond the guiding criteria that could lead to “significant
risk to the employee or the GN” if the work of the position were to be carried out in a community
other than the position’s home community. Such factors cannot be assessed through workforce
analysis, and this review cannot comment on the suitability of any of the listed functions for
decentralization. However, Nunavut’s Inuit labour market is an important factor in considering risks
associated with any further decentralization.

As of September 2023, capacity in the 1,025 Iqaluit-based positions was 62% and Inuit representation
was 33%.

Fourteen public bodies are represented: CGS, CH, EDT, EDU, EIA, ENV, FIN, FS, HEA, HR, JUS, NAC, NHC,
and QEC. More than 20% of the positions are in CGS or EDT, and so may be subject to reorganization in
the near future.

By skill type:

e 60% are in Skill Type A (university level), with 59% capacity and 23% Inuit representation
e 32% are in Skill Type B (college level), with 69% capacity and 45% Inuit representation
e 8% are in Skill Type C (high school level), with 62% capacity and 57% Inuit representation

By employment category:

e 9% of the positions are in Senior Management, with 78% capacity and 20% Inuit representation
e 19% are in Middle Management, with 67% capacity and 20% Inuit representation

e 35% are in Professional, with 55% capacity and 26% Inuit representation

e 25% are in Paraprofessional, with 64% capacity and 38% Inuit representation

e 12% are in Administrative Support, with 58% capacity and 80% Inuit representation

Inuit are under-represented in all of the employment categories except Administrative Support. The
identified positions in this category are largely in jobs such as administrative assistant, clerk, human
resource assistant, program officer, or secretary. These types of jobs typically support the activities of a
work unit and may not be suitable for transfer to a location separate from the work unit itself.
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As demonstrated in the analysis of the public service workforce, Inuit representation in the other
employment categories tends to be higher outside Igaluit than in Iqaluit, except in the regulated
occupations. Approximately 8% of the identified Igaluit-based positions are in regulated occupations.

In the Professional category, Iqaluit-based jobs in non-regulated occupations include auditors,
communications officers, financial analysts, human resource specialists, interpreter/translators, policy
analysts, program specialists, project managers in various disciplines, and specialists in informatics and
information technology. Many of these jobs involve specialized post-secondary education and/or work
experience.

The GN has offered learning and career development programs to increase Inuit employment in
human resources, policy and project management. These efforts may enable the application of the
NWHP to advertise eligible positions in these specialized areas in multiple community locations.
However, based on the current limitations of Nunavut’s Inuit labour market, it is unlikely that large
numbers of specialized professional positions could be reliably staffed outside Iqaluit.

In the Paraprofessional category, lgaluit-based jobs in non-regulated occupations include call centre
agents, desk side support officers, finance officers, human resource coordinators, procurement
officers, program coordinators and officers, specialized program analysts, and specialized technicians
and technologists. Again, the NWHP may be applied to advertise eligible paraprofessional positions in
multiple community locations. However, these types of jobs are typically integral to the activities of a
work unit and may not be suitable for transfer to a location separate from the work unit itself.

Community-based Jobs

New and Growing Demand for Community-based Services
Nunavut’s unique context contributes to growing needs in communities

As the GN notes in the Environmental Scan that accompanies the Business Plan 2024-2027,3' Nunavut’s
economy, geography, history, and Inuit culture are defining aspects of the territory that shape the
needs of its people.

Nunavut’s economy is diversifying, but the government sector continues to play a large role. The GN
forecasts that the public administration, education, health care, and social assistance industries will
account for almost 25% of all goods and services produced in the territory in 2024. Mining accounts for
33% of the economy. Entrepreneurial activity is increasing in Nunavut, and the number of active
businesses grew by 4% from 2022 to 2023.3?

Nunavut’s vast geography and remote communities create challenges in the development of local
economies and the infrastructure to support them. Many communities have limited information
technology infrastructure and bandwidth, while housing shortages and limited office space are an issue
in every community, including Igaluit. The health and wellbeing of residents is enabled when safe and
welcoming facilities are available in a community for adult learning, early learning and child care,
recreation, and social and cultural activities for youth and Inuit Elders.

Poverty in Nunavut is among the highest in Canada. The Nunavut Roundtable for Poverty Reduction33
defines poverty as a situation in which Nunavummiut cannot access the supports they need to

maintain their connection to the land or to participate fully in the wage-based economy. Nunavut has
- ]
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approximately 12,000 households. The GN estimates that in 2023, 11,000 Nunavummiut in 5,400
households (27% of Nunavut’s population) received some form of income assistance.

As acknowledged in the GN’s Aging with Dignity: Elders and Seniors Strategy,?* the history of
colonization, forced resettlement, residential schools, relocation for tuberculosis treatment, and
slaughter of dog teams continues to affect the mental, physical, cultural, and spiritual wellbeing of
Nunavut Inuit. Healing from these inter-generational traumas is crucial to the health and resilience of
individuals and communities. Elders believe that wellness, healing and community justice programs are
most effective when delivered by people who speak Inuktut and are experienced in Inuit ways.

The protection and promotion of Inuit culture and language was a fundamental goal in the creation of
Nunavut. There is a strong expectation among Nunavut Inuit that the territorial government will:

e Achieve a representative level of Inuit employment;

e Strengthen the use of Inuktut throughout the territory;

e Establish policies, programs and services that reflect Inuit Qaujimajatugangit and Inuit Societal
Values; and

e Respect the distinct needs and build on the strengths of each community.

The GN is investing in community infrastructure, programs and services

The GN has responded to the expressed needs of Nunavummiut and their communities with significant
long-term investments to support health and wellbeing, including recent capital investments in
building the Aaqgigiarvik Correctional Healing Facility, the Aqqusariaq Recovery Centre, and a long-
term care facility in Rankin Inlet. In the Aging with Dignity: Elders and Seniors Strategy, the GN commits
to further expansion of Elder-care facilities and services, regionally and in communities.

In addition to capital investments, the GN has increased operational budgets to enhance and expand
community justice, health, homecare, and social services in communities. This has resulted in the
addition of a substantial number of positions in communities over the past 10 years.

e Increases in some occupational groups are related to new or expanded programs and services
e.g., expansion of the Mental Health and Addictions program. These changes are typically seen
in all or many communities and may involve third-party funding.

e Increases in other occupational groups are strongly related to population demographics and
needs, e.g., the requirement to maintain student-educator ratios drives annual adjustments in
the number of school-based positions. These changes are typically seen in many communities.

e Adjustments in the number of positions are made routinely to reflect changing workload and
other operational demands. These are typically smaller and more localized changes that are not
reflected as a significant increase or decrease in an occupational group or community.

The GN is also investing in education and training programs to prepare Inuit for local employment
opportunities in health, homecare and social services.
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In-demand Occupations in Communities
Positions being added in communities have strong potential for Inuit employment

Among the positions added in communities outside Igaluit since 2013, approximately 25% were in the
regulated nursing and teaching professions. These are excluded from the analysis below, as few Inuit
currently qualify for regulated professions that require registration, licensing or certification following
the attainment of specific post-secondary credentials.

At least 440 positions added since 2013 are associated with new or expanded programs and services
with new positions in most or all communities. The great majority of these positions are in Skill Types
B, C and D, which include the types of jobs with the greatest potential for employment of Inuit. Only 43
positions are in Skill Type A, and these jobs involve knowledge of Inuit language and culture rather
than having a requirement for advanced education.

As of September 2023:

e 275 of the 440 positions were vacant, with opportunities in every community
e 165 of the 440 positions were filled (38% capacity)
e 150 Inuit were employed (91% Inuit representation)

Some positions were approved in the 2023-24 business planning and budgeting process, so may not
have been advertised as of September 2023. More positions are expected to be added in communities
in 2024-25 as the GN implements:

e The Department of Family Services’ llagiitsiarniq Family Wellness Strategic Framework to
improve family support and child protection services in communities;

e Enhancements to the Department of Health’s community-based Mental Health and Addictions
program;

e The Department of Health’s initiatives to increase Inuit employment in health care positions
under the Canada-Nunavut Agreement to Work Together to Improve Health Care for Canadians;

e The Department of Health’s home and community care and long-term care objectives under
the Aging with Dignity funding agreement with Canada; and

e Commitments made in the GN’s Aging with Dignity: Elders and Seniors Strategy.

Local workers have a range of new employment opportunities in the GN

The positions added in communities between 2013 and 2023 are summarized by skill type,
department, program, and occupational group below. This is not a complete list of all positions added,
but a summary of those with high potential for employment of Inuit with a range of education,
training, experience, and interests.

SKILL TYPE A

Jobs in Skill Type A typically involve university-level education and/or extensive knowledge, skills and
work experience that are related to a specific occupation.

By department, program and occupational group, the following positions were added in communities
outside Igaluit between 2013 and 2023. Skill Type A jobs in regulated professions are not included.
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CH Translation Bureau

Interpreter/Translator and Editor Reviewer As of September 2023:
e 6 positions in 2 communities e 3 positions filled (50% capacity)
e NOC5125 e 3 Inuit employed (100% Inuit)
FS Career Development
Apprenticeship Officer As of September 2023:
e 3 positions in 3 communities e 3 positions filled (100% capacity)
e NOCA4156 e 3 Inuit employed (100% Inuit)
FS Poverty Reduction
Homelessness Outreach Worker As of September 2023:
e 3 positions in 3 communities e 2 positions filled (67% capacity)
e NOC4164 e 2 Inuit employed (100% Inuit)

NAC Nunavut Teacher Education Program (NTEP)

Instructor, NTEP Inuktut Language and Culture As of September 2023:

e 31 positions in 17 communities e 0 positions filled (0% capacity)
e NOC4021 e 0 Inuit employed
SKILL TYPE B

Jobs in Skill Type B typically involve college-level education and/or knowledge, skills and work
experience that are related to a specific occupation.

The following Skill Type B positions were added in communities between 2013 and 2023. Skill Type B
jobs in regulated occupations are included.

CGS Facility Management

Facility Maintenance Supervisor As of September 2023:
e 4 positions in 4 communities e 2 positions filled (50% capacity)
e NOC7205 e 2 Inuit employed (100% Inuit)

FS Child Protection and Family Wellness

Community Coordinator for Women's Safety,
Family Resource Worker, Foster Care Coordinator As of September 2023:

e 14 positions in 10 communities e 5 positions filled (36% capacity)
e NOC4212 e 5inuit employed (100% Inuit)
HEA Community Health Centres
Basic Radiological Technician / Lab Clerk As of September 2023:
e 11 positions in 11 communities e 0 positions filled (0% capacity)
e NOC3212 e 0 Inuit employed
Licensed Practical Nurse (22 positions) As of September 2023:
e 22 positions in 18 communities e 11 positions filled (50% capacity)
e NOC3233 e 0O Inuit employed
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HEA Kitikmeot Mental Health Facility

Life Skills Worker
e 13 positions in 1 community
e NOC4212

HEA Mental Health and Addictions (MHA)

As of September 2023:
e 9 positions filled (69% capacity)
e 7 Inuit employed (78% Inuit)

MHA Program Supervisor, MHA Outreach Worker,

MHA Youth Program Facilitator
e 35 positions in 22 communities
e NOC4212

JUS Community Justice

As of September 2023:

e 6 of 35 positions filled (17% capacity)

e 6 Inuit employed (100% Inuit)

Community Justice Outreach Worker
e 23 positions in 23 communities
e NOC4212

NAC Student Services

As of September 2023:
e 18 positions filled (78% capacity)
e 18 Inuit employed (100% Inuit)

Elder Advisor

e 15 positions in 15 communities; part-time

e NOC4212

SKILL TYPE C

Jobs in Skill Type C typically involve completion of high school or equivalent, or Grade 10 with relevant

training and/or work experience.

As of September 2023:
e 0 positions filled (0% capacity)
e 0O Inuit employed

The following Skill Type C positions were added in communities between 2013 and 2023.

EDU K-12 Instruction

Student Support Assistant

e 50 positions in 18 communities; some

part-time
e NOC4413

HEA Mental Health and Addictions (MHA)

As of September 2023:
e 21 positions filled (42% capacity)
e 21 Inuit employed (100% Inuit)

MHA Assistant
e 7 positions in 7 communities
e NOC1411

HEA Community Health Centres

As of September 2023:
e 1 position filled (14% capacity)
e 1Inuk employed (100% Inuit)

Registration Clerk
e 20 positions in 13 communities
e NOC 1411

Medical Travel Clerk
e 31 positions in 24 communities
e NOC1431
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e 2 positions filled (10% capacity)
e 2 Inuit employed (100% Inuit)
As of September 2023:
e 8 positions filled (26% capacity)
e 8 Inuit employed (100% Inuit)
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Community Oral Health Coordinator

e 24 positions in 24 communities

e NOC3411
Continuing Care/ Home & Community Care
Workers

e 15 positions in 2 communities

e NOC4412

Clerk Interpreter

e 20 positions in 17 communities
e NOC6552

Public Health Assistant
e 9 positions in 9 communities
e NOCG6552

SKILL TYPE D

As of September 2023:
e 12 positions filled (50% capacity)
e 12 Inuit employed (100% Inuit)
As of September 2023:
e 9 positions filled (60% capacity)
¢ 9 lnuit employed (100% Inuit)

As of September 2023:
e 12 positions filled (60% capacity)
e 12 Inuit employed (100% Inuit)

As of September 2023:
e 5 positions filled (56% capacity)
e 5inuit employed (100% Inuit)

Jobs in Skill Type D typically require no formal education.

The following Skill Type D positions were added in communities between 2013 and 2023.

CGS Facility Management

Facility Maintainer
e 26 positions in 22 communities
e NOC7612and 7621

HEA Community Health Centres

As of September 2023:
e 10 positions filled (39% capacity)
e 8Inuit employed (80% Inuit)

Housekeeper As of September 2023:
e 31 positions in 24 communities; some e 12 positions filled (39% capacity)
part-time e 12 Inuit employed (100% Inuit)
e NOC6731
NAC Community Learning Centres
Janitor As of September 2023:
e 26 positions in 24 communities; part-time e 14 positions filled (54% capacity)
e NOC6733 e 14 Inuit employed (100% Inuit)

Filling these positions must be a priority to strengthen the decentralization model

The recently-added and planned positions are intended to improve the health, wellbeing and socio-
economic prospects of individuals and communities through:

e Asustainable, local workforce that is representative of the population it serves;

e Programs that can be tailored to build on community strengths and address local priorities;
e Services that are culturally relevant and can be delivered in Inuktut; and

e Improved relationships with specialized functions that are not readily available in Nunavut.
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In addition to providing new job opportunities for Inuit, the community-based positions identified here
have the potential to enable communities to build a stronger foundation for future economic
development and Inuit employment by helping to address health, mental health and social factors that
may inhibit full participation in family life, education, training, and the labour market.

The demand for these and similar occupations will only increase as new facilities, such as the
Agqusariaq Recovery Centre and the Rankin Inlet long-term care facility, are built and opened.

The potential of the GN’s investments in community-based facilities, programs and jobs will be realized
only when Inuit complete the education and training needed for the work. The GN must offer, promote
and actively support participation in employment preparation and career development programs for
specific, in-demand occupations, as noted in recent reports of the Auditor General of Canada.

Filling these — and other vacant community-based positions — must be a priority for the health and
wellbeing of individuals and communities, and as a foundation for any further decentralization in the
future.

Devolution-related Employment Opportunities

Devolving Responsibilities
Devolution is adding to the GN’s needs for knowledgeable and skilled workers

Devolution is the process of transferring federal control over Nunavut’s Crown lands and resources to
the Government of Nunavut. In August 2019, an Agreement in Principle (AIP) was signed by the
Government of Canada, the Government of Nunavut, and Nunavut Tunngavik Incorporated,
establishing a pathway for the devolution of responsibilities associated with the stewardship and
management of Nunavut public lands, waters, and resources in Nunavut from the GC to the GN.

The AIP led to the development of a Transitional Human Resources Development Strategy for
Devolution by the three parties. Its main objective is to maximize Inuit employment at all levels within
the complement of positions that will be created in the GN as a result of devolution, while supporting
the GN’s human resource capacity to discharge the responsibilities it receives from the federal
government.

The final Nunavut Lands and Resources Devolution Agreement was signed by the three parties in
January 2024. The transfer of responsibilities is expected to occur April 1, 2027.

Devolution reflects and supports the priorities of Nunavut, providing greater control for decisions on
lands and resources, and opens the door for new revenue streams and economic development
opportunities in the territory. Land, water, and resource management in Nunavut is complex, and
professional capacity is important in dealing with the highly technical subject matter and the dynamics
of the territory’s regulatory processes.

Devolving work is highly specialized

Devolution will bring opportunities for specialized work, professional capacity and technical skills in
multiple fields.
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EIA’s Devolution Secretariat has undertaken a comprehensive analysis of devolution-related functions,
occupations and jobs in the GC, based on available information. The great majority of devolution-
related occupations requires specialized professional or technical education and experience in areas
that include earth science, environmental science, resource management, commerce, and economic
policy. Specialized knowledge and experience are also needed for some program administration roles.

Science-based Jobs:

Policy,

Professional and technical science-based
jobs need specialized knowledge and skills
Scientific research jobs require scientific
publication and professional recognition
Some science-based jobs are in a regulated
profession (e.g., geologists)

Some science-based jobs involve field work
Science-based jobs may require skills to
obtain external funding

Science-based jobs may require advanced
project management skills

Science-based jobs may require skills to
manage scientific and legal records

Program and Administrative Jobs:

Professional science-based jobs typically
involve a university degree (Bachelors)
Geologists must meet specific education
and experience requirements in order to be
registered as a Professional Geoscientist
(P.Geo.)

Researchers in geoscience require a
graduate degree (Masters or PhD) and must
meet the requirements to be registered as a
P.Geo

Technical science-based jobs typically
involve a college diploma in a specific field
Science-based jobs at entry levels require
post-secondary education but little work
experience

Economics-related jobs apply knowledge of
economics, statistics, and/or sociology
Commerce-related jobs apply knowledge of
accounting, commerce and/or finance
Administration of surface and sub-surface
rights requires knowledge of land
administration policies and practices

Legal registries and records must be
accurately maintained, and paper records
may create unusual physical demands
Corporate services, legal and information
technology functions provide specialized
support

Occupations of Interest to Devolution

All economics-related jobs require a
Bachelors degree (at minimum) in
economics, statistics or sociology
Commerce-related jobs require a Bachelors
degree in business, commerce or finance
Some professional jobs may require an
accounting designation in addition to a
degree in accounting, business, commerce,
or finance

Policy jobs typically involve a Bachelors
degree in a relevant field

Program administration jobs do not
generally require advanced education

Specialized occupations have been identified by NOC code

Specialized occupations of interest to devolution are identified here by NOC code, based on GC
functions related to devolution. Some of these NOC codes are represented in existing GN positions, as

shown

in the table below.
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OCCUPATIONS RELATED TO

GN JOBS IN THE NOC CODE

DEVOLVING RESPONSIBILITIES IN NUNAVUT * as of September 2023
NOC Code/ Skill Type Type of Work Positions | Locations | Capacity % Inuit
NQC 0212 Managers in geoscience research, land and 1 In/Outs.lde 73% 259
Skill Type A resource management Iqaluit
NQC 1452 Regula.tory clerks in land administration 7 In/Outs.lde 57% 50%
Skill Type C and mineral management Iqaluit
NOC 2113 Professional geoscientists and geologists 5 Outside 0% 0%
Skill Type A (Regulated) | (P.Geo. regulated profession) Iqaluit ? ?
N(?C 2153 'Profe55|onals'|n' land use.plannerg (GN 0 In/Outs.lde 50% 45%
Skill Type A includes municipal planning engineers) Iqaluit
NOC 2255 Technical occupations in geomatics/ In/Outside

. L . 4 ) 25% 0%
Skill Type B geographical information systems Iqaluit
N(?C 4161 Natural and app!led science policy advisors 25 In/Outs.lde 48% 33%
Skill Type A and program officers Iqaluit
NQC 4162 Economists; economic policy advisors 2 In/Outsflde 27% 14%
Skill Type A Igaluit
NQC 4163 Resource. policy adV|.sors (GN includes 31 In/Outsllde 53% 66%
Skill Type A community economic development) Igaluit
NQC 4164 Social policy advisors and program officers 150 In/Outsllde 57% 54%
Skill Type A Igaluit
NQC 4168 Government program advisors and officers 48 In/Outstlde 44% 62%
Skill Type A or B Igaluit

* Corporate services, professional services and administrative functions are not included here, as the requirements are well-
established in the GN and not specific to devolution (e.g., finance, human resources, information technology, legal).

A NOC code shared by a group of jobs indicates that the jobs are involved in similar types of work and
have similar educational requirements. It does not mean that the jobs and their incumbents are

interchangeable, particularly in the broad NOC 416 categories. For example, the GN’s community
development advisor jobs are coded as NOC 4163, as are the GC’s specialist jobs in mineral rights and

land administration. These groups of jobs are likely to have very different job descriptions and

requirements for knowledge and experience.

As of September 2023:

e GN positions were located in and outside Iqgaluit in all the identified occupational groups except
NOC 2113 — geologist jobs located outside Igaluit in two communities.
e Capacity was low in all the occupational groups, except management positions in NOC 0212.

e Inuit representation was below the GN average in the occupational groups involving specialized
scientific or economic knowledge and skills (NOC 0212, 2153, 2255, 4161, and 4162).

e Inuit representation was at or above the GN average in the occupational groups involving less
specialized, non-scientific knowledge and skills (NOC 1452, 4163, 4164, and 4168).

Implementation of the Transitional Human Resources Development Strategy for Devolution is currently
underway in preparation for devolution. The strategy aims to assist Nunavut Inuit in accessing

education and training, wraparound supports, and job experience leading to a career in land and
resource management.
]
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Potential for Decentralization
There is little immediate potential for decentralization of devolving responsibilities

The Devolution Secretariat is leading discussions with departments on program design and
organizational models to enable the GN to assume devolving responsibilities. The phased approach will
result in a position-level organizational design and a set of job descriptions before the transfer date.

Employees of the GC who are already doing devolution-related work in Nunavut are referred to as
“affected federal employees” (AFEs). Under the Devolution Agreement, the GN is obligated to provide
offers of employment to all AFEs prior to the transfer date. AFEs are to be provided with an offer of a
comparable position in the Nunavut community where their current GC job is located. Most of these
GC jobs are located in Iqaluit. The positions occupied by AFEs cannot be relocated to a different
community for a period of five years following the transfer date.

The GN is not obligated to provide offers of employment to GC employees performing devolution-
related responsibilities outside of Nunavut. For the most part, these appear to be headquarters jobs
with specialized policy and program knowledge. The GN will create new positions to carry out these
responsibilities through the organizational design process for devolution.

The GN can determine where to situate new and vacant positions with devolving responsibilities, based
on factors such as program design, business processes, infrastructure requirements, interdependencies
among functions, and the nature of the work. The program design and organizational design processes
will inform considerations of whether or not entire functions may be suitable for location in a
community outside Iqaluit. Highly specialized positions may not be easy to fill anywhere in Nunavut,
and most functions with devolving responsibilities may be poorly suited to decentralization until the
territory’s labour market is better developed.

The NWHP may enable specific, eligible positions with devolving responsibilities to be advertised with
multiple potential locations of work in Nunavut.

A Modern and Effective Public Service

Strategies, Policies and Programs
Strategies, plans, policies, and programs enable an effective public service

The GN has established strategies, plans, policies, and programs to enable a modern, effective public
service and help to increase Inuit employment in a challenging labour market. As strategies and plans
are developed or refreshed and implemented, opportunities may be identified to provide specific
supports to strengthen the decentralization model and increase local employment in communities.

A well-staffed, representative public service can be achieved only through the actions of departments
and territorial corporations, supported by central agencies. Departments and territorial corporations
are accountable for making use of policies and programs provided by central agencies. They are also
accountable for hiring decisions and for providing department-specific pre-employment programs,
training and career development initiatives.
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The Department of Human Resources maintains a multi-year Human Resource Strategy to guide GN-
wide efforts to build the capacity and capability of a representative public service. HR is currently
developing a Human Resource Strategy 2024-2028.

The Department of Human Resources leads and supports departments and territorial corporations in
Inuit employment planning to fulfill GN obligations under Article 23 of the Nunavut Agreement.

e HRis currently participating in the negotiation of a new 10-year Nunavut implementation
contract with the Government of Canada and Nunavut Tunngavik Inc. and has been developing
proposals for Inuit employment and training initiatives to be delivered from 2023 to 2033.

e HR maintains a GN-wide Master Inuit Employment Plan and initiates related actions. The
department is planning to develop a new Master Inuit Employment Plan when negotiation of
the implementation contract is complete.

e HRleads departments and territorial corporations in preparing multi-year Inuit employment
plans to increase the number of Inuit employed in the public service and enable the career
development of Inuit employees.

Strategies and plans developed by GN departments aim to improve programs and services and increase
Inuit employment in particular occupations.

e The llagiitsiarniq Family Wellness Strategic Framework 2023-2028 was developed by the
Department of Family Services in response to the 2023 report of the Auditor General of Canada
on Nunavut’s child and family services. It promotes inter-departmental cooperation in
delivering community-level services and supporting community-based staff. Workforce
planning and building internal capacity in child and family services are among the strategic
directions established in the framework.

e |vigtippalliajut: In the Process of Falling into Place 2018-2023 was developed by the Department
of Culture and Heritage as a GN-wide framework to strengthen the use of Inuit societal values
in GN workplaces, in policy and program development, and in the delivery of government
services to Nunavummiut. CH is in the process of updating the framework.

e The Roadmap to Strengthen the Nunavut Nursing Workforce 2021-2026 was developed by the
Department of Health to create a competent, sufficient, stable, appropriate and well-supported
nursing workforce in Nunavut.

GN-wide employee wellness and engagement programs provided by HR include:

e Employee and Family Assistance Program
e GN Employee Engagement Survey
e Nunavut Government Employee Survey

The Human Resources Manual (HRM)3® is maintained by the Department of Human Resources to serve
as a central human resource policy guide, authority, standard reference, and resource to support
managers, supervisors, human resource practitioners, and employees in carrying out their job
responsibilities and understanding their rights. HRM policies include:

e Exit Surveys and Interviews (HRM 305)
¢ Inuit Qaujimajatugangit (HRM 318)
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e Cultural Immersion Day (HRM 319)

e The Hiring Process (HRM 501)

e Priority Hiring (HRM 502)

e Appointments Without Competition (HRM 504)

e Casual Employment (HRM 515)

e Restricted Competitions Policy (HRM 518)

e Respectful and Harassment Free Workplace Policy (HRM 1010)
e Workplace Conflict Management (HRM 1018)

e Bilingual Bonus (HRM 1505)

Other relevant policies include:

e Government Organization Policy

e Inuktut Language Incentive Policy

e Nunavut Public Service Code of Values and Ethics
e Staff Housing Policy

Led by the Department of Finance, the GN is transitioning to an Enterprise Resource Planning platform
(Fusion Cloud) that will modernize the management of financial and human resources in the public
service. The Department of Human Resources is collaborating on the implementation of Fusion Cloud,
including updating HRM directives and policies as needed to facilitate phased roll-out.

The Department of Human Resources is conducting a salary review and a job classification review to
ensure that the GN is competitive as an employer in the current labour market.

In-service Learning and Career Development
Learning and career development programs support Inuit employment in the GN

The GN’s learning and career development programs enable and support Inuit employment and career
advancement. Programs offered currently or in the recent past include:

e Amaaqgtaarniq Education Leave Program

e Career Broadening Program

e Cultural Orientation

e Health Educational Upgrade Program

e Hivuligtikhanut Leadership Development Program
e Human Resources Certificate Program

e |nuit Employee Role Model Campaign

e Inuit Executive Career Development Program
e |nuit Language Training

e Master’s Certificate in Project Management
e Mentorship Program

e Nunavut History and Governance Course

e Onboarding Program

e Policy Capacity Building Program

e Policy Development Program
|

MOVING WATERS CONSULTING DECENTRALIZATION REVIEW 76



e Policy Foundations Program

e Program Development Fund and Specialized Training Fund
e Radiological Technician Basic Training Program

e Sivuligtiksat Internship Program

e Summer Student Employment Equity Program

e Training Travel Fund

The 2021 Nunavut Government Employee Survey (NGES) found that, when asked about on-the-job
learning in the past 12 months:

e 64% of GN Inuit employees reported participating in at least one learning activity.
e Inuit were less likely than non-Inuit to have participated in on-the-job learning activities.

Despite the many supports for learning, the NGES found that only 310 GN Inuit employees (8%) had
taken an education leave in the past five years. When asked for the reason:

e 59% of Inuit respondents said they were “not interested;” and
e 44% cited workload as a constraining factor.

Pre-employment Training
Education and training are key solutions to increase Inuit employment in government

GN respondents to the 2021 NGES identified five solutions to increase Inuit employment in the public
service:

e Increase education or pre-employment training opportunities (46% of GN respondents)
e Increase on-the-job training opportunities (44%)

e Ensure staff housing is available (35%)

e Encourage youth to pursue further education (28%)

e Provide government jobs in more communities (19%)

Nunavut Inuit are interested in training to prepare for government employment

The 2019 NILFA reported that there is strong interest in training and education to prepare for
government employment. Among Inuit who expressed an interest in government employment in NILFA
surveys and interviews:

e 76% would like one or more types of skills training to help them get a government job

e 59% were interested in job-specific training

e 29% were interested in computer-related training, including software skills and hardware
maintenance

e 27% were interested in training in basic reading, writing, and math

e 22% were interested in developing job search skills, including resume writing and interview
skills

e 21% were interested in learning about Inuit culture and society

e 20% were interested in various areas of personal development, such as communications,
teamwork, leadership, and self-management
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The 2019 NILFA reported that 57% planned to undertake some type of formal education in the next
five years.

e 42% (2,610 Inuit) planned to complete high school

e 37% (2,320 Inuit) planned to attend college

e 25% (1,590 Inuit) planned to study a skilled trade

e 12% (770 Inuit) planned to study at university

e 10% (630 Inuit) planned to attend Nunavut Sivuniksavut

NAC offers education and training for GN occupations

Nunavut Arctic College (NAC) and partner departments offer education and training that lead directly
to in-demand GN occupations, including those recently added in communities.

The GN has a high need for nurses, teachers, social workers, and skilled trades in every community.
NAC is responding with its partner Memorial University to offer specific programs to meet these needs,
but graduates small numbers of students each year, based on information from NAC Annual Reports.

The Bachelor of Science (Arctic Nursing) program graduated five students in 2021, two students in
2022, and three students in 2023. The Department of Health supports new nursing graduates to
transition successfully into Nunavut's health care workforce. A new Practical Nursing Diploma program
was launched in 2022-23 with four students. A one-year Pre-Health Sciences program offers
preparatory studies to enable student success in either the degree or diploma nursing program.

The Nunavut Teacher Education Program (NTEP) offers a community and campus-based program that
prepares Nunavummiut to become classroom teachers. The first two years of instruction through NAC

provide a diploma that qualifies graduates as language specialists in Nunavut; three additional years of
study at Memorial University provide a Bachelors degree in education for certification as a teacher. The
NTEP program enrolled 152 learners in 2022-23 and 74 learners in each of 2021-22 and 2020-21.

NAC and Memorial University began offering a Bachelor of Social Work in the fall of 2021 to enable
graduates of the college’s Social Services Diploma an opportunity to earn a degree in two years. The
first cohort of 5 students received their degrees in 2023. The diploma program graduated 12 students
in 2022 and 5in 2023. The GN’s 2024-25 budget includes funding to expand social worker
programming.

Skilled tradespeople are needed in the GN and throughout Nunavut. NAC and the Department of
Family Services support trades and apprenticeship programs. In 2022, 168 apprentices were pursuing
gualification as heavy duty mechanics, carpenters, electricians, plumbers, and in automotive services.

Many Inuit have only a general interest in government employment

The 2019 NILFA reported that of the 12,460 Inuit (age 15+) who were not employed by government,
80% expressed an interest in working for the municipal, territorial or federal government in Nunavut.

Only 40% of Inuit who were interested in government work had a specific government job in mind. The
top occupations of interest were: general office support work, janitorial and custodial work, heavy
equipment operation, and teaching.
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A pre-employment training strategy may help to attract Inuit to in-demand occupations

Departments are investing in pre-employment education and training to meet specific needs. There is,
however, no comprehensive strategy to communicate the GN’s needs for knowledgeable and skilled
workers and to prepare Inuit for government employment in a range of in-demand occupations.

The GN has committed to engage in developing a tripartite Inuit pre-employment training strategy in
partnership with Government of Canada and Nunavut Tunngavik Inc.

Labour Market Development
Large employers in Nunavut must participate in developing the labour force

Nunavut’s economic prospects are tied to the effectiveness of its public service, the territory’s
resource potential, continued labour force development, and infrastructure investment.

Large employers in the territory cannot expect a ready-made workforce and so must contribute to
developing Nunavut’s Inuit labour market, particularly where obligations exist under the Nunavut
Agreement or Inuit Impact Benefit Agreements. Development of the territory’s labour force must
involve collaborative efforts that recognize learner potential, build on life and work experience, and
address individual needs for:

e Active, culturally-relevant learning;

e Adult basic literacy, numeracy and problem-solving skills;
e Life skills and work readiness;

e Formal education or training;

e On-the-job training;

e Supervised work experience;

e Licensing, certification or registration; and

e Career advancement.

“Dig deep for more people...

In addition to investing more, Canadian businesses need to keep looking beyond the usual
suspects to meet their labour needs.”

Conference Board of Canada. Under Pressure: Tight Labour Markets Are Driving Major Change, 2022.
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9. Recommendations

Stabilize the public service by filling vacancies Based on the findings of this
throughout Nunavut and develop the territorial labour review, an expansion of

force for in-demand occupations in communities before L ENTEo ] FER 6]
considering any further decentralization. recommended in the near term.

Summary of Recommendations

Stabilize Capacity and Organizations

Capacity in the GN is near an all-time low in a period when labour markets in Canada and the world are
likely to remain highly competitive and under pressure. Factors such as the SARS-CoV-2 pandemic,
geopolitical tensions and climate change are contributing to changes in labour force participation and
mobility, supply chain disruptions and socio-economic instability.

The GN is preparing for major organizational changes over the next several years in restructuring CGS
and EDT, and in assuming devolving responsibilities for Nunavut’s Crown lands and resources. These
initiatives will take effort and time to complete successfully, particularly given the gaps in GN capacity.

The GN has received significantly fewer job applications in the past two years, and there are vacant
positions to be filled throughout the territory in a range of occupations. Many of these vacancies are in
communities outside Igaluit and when filled, will help to strengthen the decentralization model
through improved health, wellbeing and resilience of individuals and communities.

Grow People and Communities

The GN requires skilled and educated workers to deliver programs and services to Nunavummiut in
every community. There is a limited supply of educated Inuit to meet the GN’s needs as an employer.

As Nunavut’s government and largest employer, the GN must
continue to develop the territorial labour force for in-demand
occupations, with an emphasis on occupations in communities.

Expand GN employment opportunities in
communities without decentralizing entire offices

Based on the findings of the Decentralization Review, decentralizing ,{f?""'
entire offices or functions is not recommended in the near term.
Instead, focus on expanding employment opportunities in
communities by continuing to add and fill positions that deliver
programs and services in communities, build community capacity, and
can be filled locally.

Consider the state of the public service workforce and labour market

factors in any future plans for decentralization of entire offices or

functions.

]
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Stabilize

Stabilize capacity and organizations as a priority
1.

Stabilize
Use HR strategies, plans, policies, programs, and practices to enable
business continuity and resilience in a challenging labour market.

The GN has established the human resource management
mechanisms needed to support a modern, effective organization.
Consistent application of these tools will strengthen the public
service and the decentralization model.

Apply all available levers for attraction, recruitment and retention
to build and maintain capacity throughout the public service.

There are many vacant positions throughout the territory. Building and maintaining capacity will
strengthen the public service and the decentralization model through improved effectiveness of
programs and services, increased employee morale, and stronger health, wellbeing and resilience
of individuals and communities.

Ensure that community-based jobs in community justice, education, health, and social services
are well-supported to enable effectiveness and reduce burnout and turnover.

Pre-employment and/or on-the-job training may be needed for community-based jobs. Timely and
ongoing learning will improve effectiveness and assist in reducing turnover.

One-of-a-kind positions in a community may tend to become isolated in their work if not connected
to a local work unit. Remote management is a skill that can be developed. Effective management of
employees working remotely will improve retention and strengthen the decentralization model.

Undertake the reorganization of CGS and EDT with attention to risks and opportunities for
communities and stakeholders during transition.

The departments of Community and Government Services, Economic Development and
Transportation, Finance, and Human Resources are working to develop options, a workplan, and a
timeline for the realignment of EDT and CGS. This has the potential to be a major reorganization in
the near term, with implications for functions and positions in communities, as well as relationships
with communities. The decentralization model could be weakened if the reorganization is not
executed well.

Enable the successful transfer of devolving responsibilities through the design of organizations,
programs, business processes and jobs, and plans to ensure the necessary staff capacity.

Devolution is a complex undertaking that has the potential to affect the operations of multiple GN
departments, including some decentralized functions that may have been subject to an earlier CGS-
EDT reorganization. A well-executed transfer and transition will build industry, stakeholder and
employee confidence in the GN’s ability to assume the devolving responsibilities.
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Grow

Grow people and communities to participate in
government

6.

10.

Continue to provide and promote opportunities for education,
training and on-the-job learning for GN indeterminate, term and
casual employees.

Grow

The Nunavut implementation contract from 2013 to 2023 subsidized
Inuit employment initiatives, including new education, training and
career development programs. Continuing to provide and promote
these opportunities outside of Iqaluit will develop employee skills and
strengthen the decentralization model.

Continue to implement plans to develop and recruit representative, local workforces for jobs in
education, health and social services.

Departments are implementing plans to develop Nunavummiut for new community-based
positions in education, health and social services. There is a risk that newly-created positions will sit
vacant if relatively few students pursue and complete the necessary education or training.

Implement plans to prepare Nunavummiut for devolution-related careers in land and resource
management.

The parties to the Devolution Agreement are implementing the Transitional Human Resources
Development Strategy for Devolution to assist Nunavut Inuit in accessing education and training,
wraparound supports, and job experience leading to a career in land and resource management.

Develop a pre-employment education and training strategy to prepare Inuit for government
employment in in-demand occupations, with an emphasis on community-based jobs.

As recognized in the Transitional Human Resources Development Strategy for Devolution, a pre-
employment strategy must include outreach and communication to attract Inuit to employment
preparation programs, training, and education.

Ensure that communities have the resources and supports needed to participate fully and
effectively in Institutions of Public Government (IPGs) and on boards and committees related to
GN programs and services.

A founding objective for Nunavut’s decentralized model of government was to “bring government
decision-making closer to Nunavummiut.” While some jobs in communities influence government
decisions, most community-based jobs are involved in the local delivery of programs and services.

Community residents have access to a variety of mechanisms to influence government decisions
more directly, including participation on IPGs, local Inuit organizations, and boards and committees
related to GN programs and services. Turnover of membership is inevitable, and the GN has a role
to play in ensuring that its boards and committees are well-supported, with the succession of
experienced, long-standing members in mind.
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Expand

Expand GN employment opportunities in
communities without decentralizing entire offices

11. Take full advantage of new hiring policies to attract and retain
employees in community-based jobs.

The Nunavut-wide Hiring Policy enables eligible positions to be
advertised with multiple potential locations of work, which has the
potential to benefit the receiving community. The planned new
“telework” policy may also assist in attraction and retention.

12. Continue to add and promote community-based positions in occupations that deliver programs
and services in the community, build community capacity, and can be filled locally.

Expand employment opportunities in communities by continuing to add and fill positions that
deliver programs and services, build community capacity, and can be filled locally. Active
communication about the jobs and promotion of training and employment preparation
opportunities is essential.

13. Continue to consider the need for any dysfunctional headquarters offices to be moved from a
community to Igaluit or a regional centre.

The GN has made decisions to recentralize vacant positions after years-long efforts to recruit and
retain qualified staff. For example, vacant positions in the Nunavut Bureau of Statistics were
recently transferred from Pangnirtung to Iqaluit. These are difficult decisions, but necessary to the
effective functioning of the public service.

14. Assess the potential for any devolving responsibilities to be decentralized after transfer and
transition, and with regard to the entitlements of affected federal employees who accept a job
offer with the GN.

Most devolving responsibilities involve highly specialized work that is unlikely to be supported by
Nunavut’s limited labour market. Certain program administration functions may appear to be
suited to decentralization, but factors such as shared reliance on equipment and a large volume of
physical records may need to be considered.

15. Anticipate trends in the future of work in Canada and Nunavut to assess labour market factors
and timing for any expansion of decentralization in the future.

There may be specific opportunities to expand decentralization in the future, after the GN’s acute
capacity issues have been resolved. Guiding criteria in the Nunavut-wide Hiring Policy and the
Remote Work Policy may help in the assessment of these opportunities.

Through the NILFA and the workforce analyses that the GN has commissioned, the GN has more
data than ever before on Nunavut’s labour market and the public service’s jobs and workforce.
Maintenance and use of this data will enable a pragmatic assessment of the potential fit between
any new jobs outside Igaluit and the local labour force.
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Appendix I: Data by Public Body and Community

The detailed data in this Appendix was prepared through a custom analysis of the public service
workforce. It makes use of the GN’s quarterly Towards a Representative Public Service (TRPS) reports
and confidential Master Establishment Reports, which are issued monthly for internal use.

This appendix includes:

Trends in Departments and Other Public Bodies
e Growth in the Number of Positions from 2013 to 2023
e Change in Capacity In and Outside Igaluit from 2018 to 2023
e Change in the Number of Inuit Employed from 2013 to 2023
e Change in Inuit Representation In and Outside Iqaluit from 2018 to 2023

Trends by Community
e Growth in the Number of Positions from 2013 to 2023
e Change in the Number of Positions by Skill Type Since 2013
e Change in Filled Positions from 2013 to 2023
e Change in the Number of Inuit Employed from 2013 to 2023

Current State by Community
e TRPS Summary as of September 30, 2023
e Positions by GN Employment Category as of September 2023
e Positions by Occupational Category as of September 2023

Retirement Potential from 2023 to 2028
e Retirement Potential by Occupational Category
e Retirement Potential by Skill Type
e Retirement Potential by Community
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Trends in Departments and Other Public Bodies

Growth in the Number of Positions from 2013 to 2023

This table compares the number of positions in March 2013, March 2018 and March 2023 by
department and other public body and shows the per cent growth over the 10-year period.

GN PUBLIC BODY (TRPS) NUMBER OF POSITIONS as of March 31° % Change
2013 2018 (FTEs) | 2023 (FTEs) | 2013 to 2023

Community and Government Services (CGS) 360 428 467 30%
Culture and Heritage (CH) 82 90.8 108.8 33%
Economic Development and Transportation (EDT) 142 142 160 13%
Education (EDU) 1,337 1,317.7 1,451.8 9%
Environment (ENV) 129 138.5 136.5 6%
Executive and Intergovernmental Affairs (EIA) 91 102 97 7%
Family Services (FS)* n/a 228.8 248.9 n/a
Finance (FIN) 207 282 230 11%
Health (HEA) 948 1,178.8 1,382.5 46%
Human Resources (HR)* 88 112 117 33%
Justice (JUS) 330 379 467 42%
Office of the Legislative Assembly (OLA) 33 43 44 33%
Nunavut Arctic College (NAC) 183 230.1 312.8 71%
Nunavut Business Credit Corporation (NBCC) 6 6 6 0%
Nunavut Housing Corporation (NHC) 94 116 121 29%
Qullig Energy Corporation (QEC) 196 202.4 207.4 6%
TOTAL GN POSITIONS 4,220 4,885.1 5,557.6 32%
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Change in Capacity In and Outside Igaluit from 2018 to 2023
Capacity is the proportion or per cent (%) of positions that are filled.

This table compares capacity in March 2018 and March 2023 by department and other public body,
including total capacity and capacity in Igaluit and outside Igaluit.

CAPACITY as of March 31
GN PUBLIC BODY (TRPS) 2018 2023
Total Igaluit cl):;ls:j: Total Iqaluit ?:;TL?:

Community and Government Services (CGS) 62% 60% 64% 56% 60% 52%
Culture and Heritage (CH) 74% 75% 71% 54% 51% 59%
Economic Development and Transportation (EDT) 70% 63% 77% 48% 44% 51%
Education (EDU) 88% 81% 89% 74% 71% 75%
Environment (ENV) 66% 64% 67% 60% 55% 64%
Executive and Intergovernmental Affairs (EIA) 77% 72% 86% 54% 46% 68%
Family Services (FS) 79% 73% 83% 59% 67% 54%
Finance (FIN) 74% 73% 76% 52% 53% 49%
Health (HEA) 58% 57% 58% 48% 53% 45%
Human Resources (HR)* 60% 57% 75% 57% 54% 73%
Justice (JUS) 69% 67% 75% 53% 51% 59%
Office of the Legislative Assembly (OLA) 84% 85% 75% 66% 64% 80%
Nunavut Arctic College (NAC) 72% 80% 66% 47% 60% 39%
Nunavut Business Credit Corporation (NBCC) 83% 83% n/a 50% 50% n/a
Nunavut Housing Corporation (NHC) 79% 70% 85% 59% 43% 69%
Qulliq Energy Corporation (QEC) 87% 85% 89% 80% 77% 82%
TOTAL CAPACITY 73% 69% 76% 59% 57% 60%

* Human Resources was dissolved as of April 1, 2013, with positions transferring to Finance and Executive and
Intergovernmental Affairs. HR was re-established on April 1, 2019. HR data shown for 2018 is from TRPS as of June 30, 2019.
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Change in the Number of Inuit Employed from 2013 to 2023

This table compares the number of Inuit employees in March 2013, March 2018 and March 2023 by
department and other public body. It also shows Inuit representation (% Inuit), which is the proportion
of indeterminate and term employees who are Inuit.

INUIT EMPLOYMENT as of March 31+
GN PUBLIC BODY (TRPS) 2013 2018 (FTEs) 2023 (FTEs)
Inuit % Inuit Inuit % Inuit Inuit % Inuit

Community and Government Services (CGS) 109 42% 117 44% 105 40%
Culture and Heritage (CH) 47 76% 53 79% 41 70%
Economic Development and Transportation (EDT) 51 49% 60 60% 49 64%
Education (EDU) 624 52% 568.2 49% 521.7 48%
Environment (ENV) 32 32% 38 42% 44 54%
Executive and Intergovernmental Affairs (EIA) 41 69% 60 76% 41 79%
Family Services (FS)* n/a 103.8 58% 98.7 67%
Finance (FIN) 59 45% 94 45% 48 40%
Health (HEA) 288 48% 345.2 51% 341 51%
Human Resources (HR)* 43 67% 36 54% 38 57%
Justice (JUS) 108 43% 124 47% 116 47%
Office of the Legislative Assembly (OLA) 14 54% 17 47% 17 59%
Nunavut Arctic College (NAC) 82 54% 90 55% 85.7 59%
Nunavut Business Credit Corporation (NBCC) 2 40% 2 40% 1 33%
Nunavut Housing Corporation (NHC) 24 34% 32 35% 37 52%
Qullig Energy Corporation (QEC) 95 53% 90.8 51% 91.2 55%
TOTAL INUIT EMPLOYMENT 1,617 50% 1,795 50% 1,675.3 51%

* Family Services was created on April 1, 2013. Human Resources was dissolved as of April 1, 2013, with positions
transferring to Finance and Executive and Intergovernmental Affairs. HR was re-established on April 1, 2019. HR data shown
for 2018 is from TRPS as of June 30, 2019.
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Change in Inuit Representation In and Outside Igaluit from 2018 to 2023

This table compares Inuit representation (% Inuit) in March 2018 and March 2023 by department and
other public body in and outside Iqaluit.

INUIT REPRESENTATION (% Inuit) as of March 31%t
GN PUBLIC BODY (TRPS) 2018 2023
Total Igaluit cl):;ls:lj: Total Iqaluit ?:;T:f:

Community and Government Services (CGS) 44% 29% 56% 40% 22% 59%
Culture and Heritage (CH) 79% 77% 84% 70% 64% 79%
Economic Development and Transportation (EDT) 60% 51% 66% 64% 47% 77%
Education (EDU) 49% 28% 54% 48% 25% 53%
Environment (ENV) 42% 26% 54% 54% 35% 67%
Executive and Intergovernmental Affairs (EIA) 76% 66% 91% 79% 69% 91%
Family Services (FS) 58% 30% 74% 67% 47% 84%
Finance (FIN) 45% 30% 79% 40% 25% 79%
Health (HEA) 51% 29% 64% 51% 27% 68%
Human Resources (HR)* 54% 44% 87% 57% 45% 94%
Justice (JUS) 47% 39% 66% 47% 37% 73%
Office of the Legislative Assembly (OLA) 47% 42% 100% 59% 56% 75%
Nunavut Arctic College (NAC) 55% 44% 65% 59% 46% 70%
Nunavut Business Credit Corporation (NBCC) 40% 40% n/a 33% 33% n/a
Nunavut Housing Corporation (NHC) 35% 16% 44% 52% 40% 57%
Qullig Energy Corporation (QEC) 51% 32% 66% 55% 31% 73%
TOTAL INUIT REPRESENTATION 50% 35% 60% 51% 34% 63%

* Human Resources was dissolved as of April 1, 2013, with positions transferring to Finance and Executive and
Intergovernmental Affairs. HR was re-established on April 1, 2019. HR data shown for 2018 is from TRPS as of June 30, 2019.
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Trends by Community
Growth in the Number of Positions from 2013 to 2023

This table compares the number of positions in March 2013 and March 2023 by community and shows
the per cent growth over the 10-year period.

CHANGE BY POSITIONS POSITIONS (FTEs

COMMUNTY | ssofMarch2013 | ssofMarcha0ps | CROWTHINPOSITIONS | % GROWTH.
2013 TO 2023 (TRPS) (TRPS)

QIKIQTANI REGION

Arctic Bay 47 69 22 47%
Clyde River 68 96 28 41%
Grise Fiord 21 29 8 38%
Igloolik 162 210 48 30%
Kimmirut 37 45 8 22%
Kinngait 119 155 36 30%
Pangnirtung 150 178 28 19%
Pond Inlet 152 193 41 27%
Qikigtarjuaq 39 51 12 31%
Resolute Bay 27 33 6 22%
Sanikiluaq 56 72 16 29%
Sanirajak 45 68 23 51%
KIVALLIQ REGION

Arviat 216 257 41 19%
Baker Lake 172 207 35 20%
Chesterfield Inlet 35 47 12 34%
Coral Harbour 55 75 20 36%
Naujaat 53 92 39 74%
Rankin Inlet 471 558 87 18%
Whale Cove 39 49 10 26%
KITIKMEOT REGION

Cambridge Bay 264 333 69 26%
Gjoa Haven 110 125 15 14%
Kugaaruk 43 75 32 74%
Kugluktuk 142 169 27 19%
Taloyoak 47 72 25 53%
IQALUIT

Igaluit 1,627 2,274 647 40%
OUTSIDE NUNAVUT

Outside Nunavut 22 26 4 18%
TOTAL 2,571 3,258 687 27%
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Change in the Number of Positions by Skill Type Since 2013

Skill type indicates the type of education, training or employment preparation that is typically needed
to enter an occupation. Teachers and nurses account for the largest numbers of community-based jobs

in Skill Type A.

This table shows the change in the number of positions between March 2013 and September 2023 in
each skill type by community. A negative number (-1) means a net loss of positions over the period.

CHANGE IN

POSITIONS BY SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
SKILL TYPE (university level) (college level) (high school level) (no formal education)
2013 to 2023

QIKIQTANI REGION

Arctic Bay 11 2 8 3
Clyde River 16 8 10 4
Grise Fiord 4 3 3 3
Igloolik 18 14 8 6
Kimmirut 6 2 3 5
Kinngait 18 8 10 3
Pangnirtung -1 4 6 4
Pond Inlet 28 -5 14 5
Qikigtarjuaq 5 3 5 3
Resolute Bay 0 5 2 3
Sanikiluaq 9 3 6 2
Sanirajak 8 6 6 3
KIVALLIQ REGION

Arviat 23 5 6 4
Baker Lake 15 15 15 4
Chesterfield Inlet 4 5 4 4
Coral Harbour 12 1 7 3
Naujaat 23 5 10 6
Rankin Inlet 51 1 8 9
Whale Cove 4 5 4 4
KITIKMEOT REGION

Cambridge Bay 34 14 13 0
Gjoa Haven 10 1 8 5
Kugaaruk 18 7 5
Kugluktuk 16 13 10 3
Taloyoak 14 4 7 4
TOTAL

COMMUNITIES 356 131 183 96
IQALUIT

Igaluit 361 138 65 13
OUTSIDE NUNAVUT

Outside Nunavut 7 1 -4 0
TOTAL 724 270 244 109
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Change in Filled Positions from 2013 to 2023

This table compares the number of filled positions in March 2013 and March 2023 by community and
shows the change in capacity (% Change) after all exits and new hires. A negative number (-5) means a

net loss of employees over the period.

CHANGE BY FILLED POSITIONS FILLED POSITIONS (FTEs) CHANGE IN FILLED % CHANGE
COMMUNITY as of March 2013 as of March 2023 POSITIONS 2013 TO 2023
2013 TO 2023 (TRPS) (TRPS) 2013 TO 2023

QIKIQTANI REGION

Arctic Bay 43 47 4 9%
Clyde River 60 55 -5 -8%
Grise Fiord 19 18 -1 -5%
Igloolik 127 124 -3 -2%
Kimmirut 31 33 2 6%
Kinngait 91 82 -9 -10%
Pangnirtung 119 101 -18 -15%
Pond Inlet 124 94 -30 -24%
Qikigtarjuaq 33 30 -3 -9%
Resolute Bay 17 16 -1 -6%
Sanikiluaq 50 39 -11 -22%
Sanirajak 37 38 1 3%
KIVALLIQ REGION

Arviat 171 168 -3 -2%
Baker Lake 144 140 -4 -3%
Chesterfield Inlet 30 28 -2 -7%
Coral Harbour 46 51 5 11%
Naujaat 44 59 15 34%
Rankin Inlet 360 337 -23 -6%
Whale Cove 24 32 8 33%
KITIKMEOT REGION

Cambridge Bay 180 192 12 7%
Gjoa Haven 81 80 -1 -1%
Kugaaruk 117 48 9 23%
Kugluktuk 39 99 -18 -15%
Taloyoak 37 49 12 32%
IQALUIT

Igaluit 1,211 1,296 85 7%
OUTSIDE NUNAVUT

Outside Nunavut 15 18 3 20%
TOTAL 3,247 3,271 24 1%
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Change in the Number of Inuit Employed from 2013 to 2023

This table compares the number of Inuit employees in March 2013 and March 2023 by community and
shows the change (% Change) after all exits and new hires. A negative number (-3) means a net loss of
Inuit employees over the period.

CHANGE BY INUIT EMPLOYED INUIT EMPLOYED (FTEs) CHANGE IN INUIT % CHANGE
COMMUNITY as of March 2013 as of March 2023 EMPLOYMENT 2013 TO 2023
2013 TO 2023 (TRPS) (TRPS) 2013 TO 2023

QIKIQTANI REGION

Arctic Bay 27 30 3 11%
Clyde River 41 38 -3 -7%
Grise Fiord 13 13 0 0%
Igloolik 78 78 0 0%
Kimmirut 17 21 4 24%
Kinngait 45 44 -1 -2%
Pangnirtung 71 74 3 1%
Pond Inlet 77 56 -21 -27%
Qikigtarjuaq 24 21 -3 -13%
Resolute Bay 7 7 0 0%
Sanikiluaq 33 27 -6 -18%
Sanirajak 25 26 1 4%
KIVALLIQ REGION

Arviat 109 118 9 8%
Baker Lake 74 85 11 15%
Chesterfield Inlet 18 18 0 0%
Coral Harbour 29 36 7 24%
Naujaat 21 37 16 76%
Rankin Inlet 201 215 14 7%
Whale Cove 14 22 8 57%
KITIKMEOT REGION

Cambridge Bay 82 99 17 21%
Gjoa Haven 57 57 0 0%
Kugaaruk 27 28 1 4%
Kugluktuk 63 50 -13 -21%
Taloyoak 21 31 10 48%
IQALUIT

Igaluit 436 437 1 0%
OUTSIDE NUNAVUT

Outside Nunavut 7 10 3 43%
TOTAL 1,617 1,675 58 4%
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Current State by Community
TRPS Summary as of September 30, 2023

Employment Summary by Community
Total Positions Nunavut Inuit
Total Yo Uy
Positions vacancies Filled Capacity Hired IEP
Community
Arctic Bay 68.87 19.00 49.87 72% 3287 6%
Clyde River “.43 36.53 57.90 61% 40.90 71%
Grise Flord 2.17 11.90 17.27 590 12.27 1%
Igioalik 210.37 B81.37 129.00 61% 80.00 62%
Igalult 2,252.13 856.47 1,395.67 62% 474.50 34%
K Imamirut 46,43 11.03 3540 76% 20.65 58%
Kinngalt 155.87 65.60 90.27 58% 49.77 55%
Pangnirtumg 176.80 71.53 105.27 60% 75.27 72%
Pond Inlet 197.80 92.80 105.00 53% 68.00 65%
Qikigtarjuag 49.97 18.83 31.13 620 22.13 1%
Resolute Bay 31.40 17.05 14.35 46%% 5.60 39%
Sanikdluag 70.37 20.50 49.87 T1% 33.87 68%
Sanirajak 68.47 23.60 44.87 b6% 3487 78%
Total Qikigtaaluk 3,452.07 1,326.22 212585 62% 950.68 45%
Arviat 260.53 B8.50 172.03 b6% 124.03 72%
Baker Lakes 211.77 54.77 157.00 740 93.50 6%
Chesterfield Inlet 49.67 17.30 32.37 B5% 20.37 63%
Coral Harbaur 75.75 23.77 51.98 ) 38.98 75%
Manrjaak 94.87 27 &0.60 b4 40.80 67/%
Rankin Inlet 559.37 191.00 368.37 66% 24287 66%
Whale Cowe S0.97 23.03 2793 550 19.93 71%
Total Kivallig 1,302.91 432.63 870.28 67% 380.28 67%
Cambridge Bay 331.30 137.30 194.00 590 104.50 54%
Gjoa Haven 127.52 45.30 8§2.22 B4% 61.22 1%
Kugaaruk .67 25.30 49.37 ) 30.87 63%
Eugluktuk 174.80 58.30 116.50 67% 24.00 55%
Taloyoak 73.68 20.05 53.63 73% 3263 61%
Total Kitikmeot 781.97 286.25 495.72 63% 293.22 59%
Churchill 5.00 0.00 500  100% 2.00 40%
Edmonton 2.00 0.00 200  100% 200 100%
Gatineau 5.00 2.00 3.00 60% 1.00 0%
Ottawa 7.00 3.00 4.00 57% 3.00 75%
Winnipeg 7.00 1.00 6.00 BE% 4.00 67/%
Total Other 26.00 &.00 20.00 77% 12.00 6&0%
Total 5,562.95 2,051.10 351185 6B3% 1,836.18 529%
Towards a Represantative Public Service as of September 30, 2023 4
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Positions by GN Employment Category as of September 2023
This table shows the number of positions in each GN employment category by community.

Positions are expressed as headcount (1 full FTE) in the workforce analysis. Some may be budgeted as
part-time (partial FTE). Statistics published in TRPS are in FTEs to take into account the full-time or
part-time nature of the position. As a result, there may be some variances between this data and TRPS.

2 2 - g g
POSITIONS IN GN aaa N an o an g .g E v
EMPLOYMENT 5 23 33 a 3 g3
CATEGORIES g g s S @ & S £ =
as of Sept. 2023 w ‘E" ‘E" = g 3

a

QIKIQTANI REGION
Arctic Bay 2 30 16 24
Clyde River 6 36 20 34
Grise Fiord 2 8 9 14
Igloolik 1 10 85 53 68
Kimmirut 2 16 12 21
Kinngait 1 9 62 45 46
Pangnirtung 6 17 69 33 53
Pond Inlet 6 14 81 43 57
Qikiqgtarjuaq 2 17 13 23
Resolute Bay 2 8 10 14
Sanikiluaq 3 30 14 27
Sanirajak 2 28 16 25
KIVALLIQ REGION
Arviat 4 21 126 41 73
Baker Lake 1 6 18 81 46 63
Chesterfield Inlet 2 17 11 22
Coral Harbour 3 38 8 32
Naujaat 3 48 16 31
Rankin Inlet 3 17 57 179 125 185
Whale Cove 2 21 12 20
KITIKMEOT REGION
Cambridge Bay 12 31 106 86 104
Gjoa Haven 5 43 24 60
Kugaaruk 3 37 13 26
Kugluktuk 5 12 76 40 48
Taloyoak 3 36 14 24
IQALUIT
Iqaluit \ 49 \ 136 \ 273 \ 854 \ 438 ] 522
OUTSIDE NUNAVUT
Outside Nunavut | \ \ 3 \ 5 \ 8 \ 10
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Positions by Occupational Category as of September 2023
This table shows the proportion (per cent) of positions in each occupational category by community.

Positions are expressed as headcount (1 full FTE) in the workforce analysis. Some may be budgeted as
part-time (partial FTE). Statistics published in TRPS are in FTEs to take into account the full-time or
part-time nature of the position. As a result, there may be some variances between this data and TRPS.

- S g . s > - S g .5 1)
PER CENT (%) 8 5 = 28 SE§8| ¢3 2 2w =
POSITIONS IN 5 S = |sEE| 22 - 58 | B2
OCCUPATIONAL 5 g < 59 3 ZEg| 35 2 22 £3
CATEGORIES S £ = S 2 - SS98| EFB g 7 & T

2 2 & <3 o SEo| T¢ < 3 E S S
as of Sept. 2023 o @ g ~ 2 = S E w8 a = g. :

- © S @ © N & S

QIKIQTANI REGION
Arctic Bay 3% 7% 1% 11% 58% 14% 3% 3%
Clyde River 4% 9% 3% 10% 52% 16% 3% 2%
Grise Fiord 1% 9% 3% 10% 52% 16% 3% 2%
Igloolik 3% 12% 3% 12% 42% 15% 3% 9%
Kimmirut 6% 14% 6% 9% 50% 4% 8% 1% 1%
Kinngait 4% 10% 6% 10% 45% 18% 4% 4%
Pangnirtung 7% 17% 4% 7% 53% 1% 9% 1% 1%
Pond Inlet 12% 15% 2% 11% 49% 8% 1% 1%
Qikigtarjuaq 15% 19% 3% 6% 46% 7% 1% 2%
Resolute Bay 2% 9% 2% 11% 51% 18% 4% 4%
Sanikiluaq 6% 9% 3% 15% 38% 18% 6% 6%
Sanirajak 5% 8% 1% 11% 53% 16% 3% 3%
KIVALLIQ REGION
Arviat 9% 13% 4% 7% 58% 8% 1% 1%
Baker Lake 11% 23% 7% 7% 40% 2% 8% 1% 1%
Chesterfield Inlet 4% 8% 2% 13% 50% 15% 4% 4%
Coral Harbour 2% 7% 1% 14% 58% 12% 2% 2%
Naujaat 3% 5% 1% 10% 64% 12% 2% 2%
Rankin Inlet 16% 25% 5% 9% 33% 8% 3% 2%
Whale Cove 5% 7% 2% 13% 49% 16% 4% 4%
KITIKMEOT REGION
Cambridge Bay 16% 22% 5% 10% 36% 6% 3% 2%
Gjoa Haven 3% 11% 1% 13% 55% 14% 2% 2%
Kugaaruk 3% 6% 1% 9% 65% 11% 3% 3%
Kugluktuk 10% 13% 8% 7% 49% 4% 6% 1% 1%
Taloyoak 3% 6% 1% 10% 64% 10% 3% 3%
IQALUIT
Iqaluit | a7% | 2% | 8% | 7% | 33% | 2% | 4% | 2% | 17%
OUTSIDE NUNAVUT
Outside Nunavut | 4% | 19% | | 4% | 3% | 15% | 23% | \
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Retirement Potential from 2023 to 2028

Retirement Potential by Occupational Category

This table shows the number of indeterminate employees who will be eligible to retire by 2028 in each
occupational category in and outside Igaluit. Employees may choose not to retire when they become
eligible.

Ranges are used to protect employee privacy where numbers of employees are small. Less than five (5)
is shown as <5; between five (5) and ten (10) is shown as 5-10.

INUIT AND NON-INUIT EMPLOYEES ELIGIBLE TO RETIRE
2023 TO 2028 as of September 2023
OCCUPATIONAL CATEGORY EMPLOYEES = outsid =
utside 6
Iqaluit > TOTAL
qalul by2028 | Iqaluit | by2028

Inuit 5-10 13% 17 23% 23
0 - Management occupations

Non-Inuit 28 14% 29 30% 57
1 - Business, finance and Inuit 13 7% 27 9% 40
administration Non-Inuit 15 10% 10 43% 25
2 - Natural and applied sciences Inuit <5 15% <5 8% 5-10
occupations Non-Inuit 16 18% 5-10 20% 24

Inuit 0 0% <5 4% <5
3 - Health occupations

Non-Inuit 5-10 6% 17 17% 22
4 - Occupations in education, law, Inuit 24 20% 108 19% 132
social, community, government Non-Inuit 27 10% 53 16% 78
5 - Occupations in art, culture, Inuit <5 36% 5-10 46% 10
recreation and sport Non-lnuit 0 0% <5 50% <5

Inuit 5-10 20% 44 21% 48
6 - Sales and service occupations

Non-Inuit 5-10 14% <5 43% 5-10
7 - Trades, transport and equipment Inuit <5 18% <5 14% 5-10
operators Non-Inuit <5 12% 5-10 33% 5-10
9 - Occupations in manufacturing and Inuit 0 0% 5-10 10% 5-10
utilities Non-Inuit <5 20% 0 0% <5
TOTAL INUIT EMPLOYEES 60 13% 215 26% 275
TOTAL NON-INUIT EMPLOYEES 100 12% 125 20% 225
TOTAL 160 12% 340 18% 500
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Retirement Potential by Skill Type

This table shows the number of indeterminate employees who will be eligible to retire by 2028 in each
skill type in and outside Igaluit. Employees may choose not to retire when they become eligible. The
potential for retirement is greater outside Iqaluit in every skill type.

Ranges are used to protect employee privacy where numbers of employees are small. Less than five (5)
is shown as <5; between five (5) and ten (10) is shown as 5-10.

INUIT AND NON-INUIT ELIGIBLE TO RETIRE 2023 TO 2028
as of September 2023
SKILL TYPE EMPLOYEES = (: tsid =
(] utsiae (]
i TOTAL
lqaluit |\ 2028 | Iqaluit | by2028

Inuit 34 18% 100 24% 134
Skill Type A (university level)

Non-Inuit 60 12% 94 19% 156

Inuit 15 8% 35 11% 50
Skill Type B (college level)

Non-Inuit 28 12% 25 27% 53

Inuit 5-10 8% 51 13% 58
Skill Type C (high school level)

Non-Inuit 5-10 7% <5 11% 5-10

Inuit <5 24% 29 19% 33
Skill Type D (no formal education)

Non-Inuit <5 19% <5 30% 5-10
TOTAL INUIT EMPLOYEES 60 13% 215 26% 275
TOTAL NON-INUIT EMPLOYEES 100 12% 125 20% 225
TOTAL 160 12% 340 18% 500
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Retirement Potential by Community

This table shows the number of indeterminate employees who are eligible to retire immediately or
who will become eligible to retire by 2028 in each community. Employees may choose not to retire
when they become eligible. The proportion or per cent (%) of employees with potential to retire by
2028 may be significant in small communities, even if the total numbers are not large (e.g.

Qikigtarjuaq).

Ranges are used to protect employee privacy where numbers of employees are small. Less than five (5)
is shown as <5; less than ten (10) is shown as <10; between 10 and 15 is shown as 10-15.

RETIREMENT INUIT EMPLOYEES NON-INUIT EMPLOYEES TOTAL EMPLOYEES PER CENT EMPLOYEES
POTENTIAL BY WITH POTENTIAL TO WITH POTENTIAL TO WITH POTENTIAL TO WITH POTENTIAL TO
COMMUNITY RETIRE BY 2028 RETIRE BY 2028 RETIRE BY 2028 RETIRE BY 2028
QIKIQTANI REGION

Arctic Bay <10 <5 11 23%
Clyde River <10 <5 12 20%
Grise Fiord <5 <5 5 26%
Igloolik <10 <5 13 10%
Kimmirut <5 <5 <5 8%
Kinngait <10 <5 13 14%
Pangnirtung 10-15 <5 17 16%
Pond Inlet 10-15 <10 17 16%
Qikiqgtarjuaq 10-15 <5 13 36%
Resolute Bay <5 <5 <5 23%
Sanikiluaqg <5 <5 <5 4%
Sanirajak <10 <5 6 13%
KIVALLIQ REGION

Arviat 14 8 22 13%
Baker Lake 19 14 33 21%
Chesterfield Inlet <5 <5 6 18%
Coral Harbour <10 <5 10 19%
Naujaat <5 <5 7 11%
Rankin Inlet 34 23 57 15%
Whale Cove <5 <5 <5 14%
KITIKMEOT REGION

Cambridge Bay 13 22 35 18%
Gjoa Haven <10 <5 12 14%
Kugaaruk <5 <5 5 10%
Kugluktuk 12 5 17 14%
Taloyoak <10 <5 13 24%
IQALUIT

Igaluit 60 100 160 12%
OUTSIDE NUNAVUT

Outside Nunavut <5 <5 6 30%
TOTAL 276 226 502 15%
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Appendix Il: Inuit Labour Force Profiles by Community

How to Read the Summary Community Profiles

Data from TRPS show that
in Arctic Bay, there were
69 GN positions as of
September 2023.

50 positions were filled.

The blue bar shows
the number of
positions in Arctic Bay
in each skill type
(type of education).

The Inuit Labour Force Profiles summarize information about
GN employment and the Inuit labour force in each community.

Communities are shown in alphabetical order.

Here are some tips on how to read and understand the

information about each community.
The blue line shows

the number of filled
positions (employees)
in each skill type.

Capacity was 72 per cent
(almost 3 out of 4
positions were filled).

The top half of the page provides information about GN
employment in the community as of September 30, 2023.

There were 33 Inuit

indeterminate and term The red line shows

skill type. The first
box shows the per
cent of positions in

(Inuit representation) was
lower in positions

Inuit representation was
39% in pasitions involving
university-level education;
B9% involving college-level

i GN Employment in the Commuymit i
employees of the GN. Arctic Bay ploy! ¥ the number of Inuit
. I [TRPS as of September 2023 | ARCTIC BAY employees in each
POSITIONS [ GN Empl nt by Skill T .
66 per cent of employees Enploment by L Tpe skill type.
were Inuit (2 out of 3 FILLED 0| N les of
employees were Inuit). % CAPACITY % | 8w . Here are examp .ES 0
] H i Eraloyees the types of GN jobs
The propor.tlon or per T B | 3 in the community by
cent of Inuit employees % INUIT wew | 2
8

involving post-secondar dies: and 100% need; SKILTYPEA  SKILLTYPEE  SKILLTYPEC  SKILTYPED
. &R y ;:hls:ﬁ:ol or less e {university} (college] {high school) [no formal education) regulated
ed ucatlon ° TYPES OF GN JOBS SKILLTYPE A SKILL TYPE B SKILLTYPEC SKILLTYPE D

/|  occupations.

Principal, Supervisor, |Advisor, Assistant Assistant, Clerk, Home | Custodian, Facility

This box shows that 41%
of all Inuit in Arctic Bay
were age 25 or over (25+)
as of the 2021 Census.

This box shows that 41%
of Inuit (25+) in Arctic Bay
were employed or self-
employed.

This box shows that 16%
of Inuit (25+) in Arctic Bay
were unemployed and
looking for work.

This box shows that 43%
of Inuit (25+) in Arctic Bay
were not participating in
the labour force or
actively looking for work.

This box shows the age groups in the community at the time

Regulated Oocupations 42%
.

38% positions are
Regulated Professionals
2.8% are Regulated
Paraprofessionals

1.4% are Skilled Trades

Instructor, Language
specialist, Nurse,
Social service worker,
Teacher

operator, Licensed
practical nurse,
Outraach worker,
Plant superintendent,
Program officer

and community care
worker, Income
assistance worker

maintainer,
Housekeeper, lanitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ [Census 2021)

FIELDS OF STUDY AMONG INUIT |

INU

IT age 25+ 1%

% Inuit Fopulation

EMPLOYED
% Inuit [age 25+

41%

At the time of the 2021 Census, GN employed

as indeterminate or term employees:

= 7% of all Inuit [25+) in the community
«  13% of Inuit (25+) in the [abour force
*  18% of employed Inuit [25+)

The mast popular fields of study were:
#  Heavy equipment operation

#  Business and managemant

+  Construction and mechanics

*  Education; Social sarvices

UNEMPLOYED
% Inuit [age 25+

16%

NOT IN THE
LABOUR FORCE

43%

i
g

AECTERAY
g Frafle 1610 701

ARETIE BAY
Labour Force Status
Inult (age 25+) 2016 1o 202]

INLET (3 %] 188 THE ORI NITY
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e
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This box lists the most
popular fields of
study among Inuit
with post-secondary
education or training.

This box shows the
different types of
education that Inuit
had completed at the
time of the Census.

The tall green bar
shows that in Arctic
Bay, many Inuit (25+)
have not completed
high school and have
no formal education
or training.

This box shows the number of Inuit who were employed

of the Census in 2016 and 2021. Adult working age Inuit
(25+) are most likely to be prepared for GN employment.

or self-employed, unemployed and looking for work, or
not participating in the labour force (not employed or
self-employed and not looking for work) at the time of

This box shows the per cent of Inuit (25+) in the community
the Census in 2016 and 2021.

who are indeterminate and term employees of the GN.

The bottom half of the page provides information about the Inuit labour force in the community,
based on the national Census surveys in 2016 and 2021.
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Arctic Bay GN Employment in the Community

TRPS as of September 2023

ARCTIC BAY
POSITIONS 69 GN Employment by Skill Type
40 as of September 30, 2023

FILLED 50 «

w [ Positions
% CAPACITY 72% | 2 30 —8—Filled Positions

E \ e [N Uit Employees
INUIT 33 2

ﬁ 20
% INUIT 66% %

E o
Inuit representation was 8 10
39% in positions involving o
university-level education; 0

89% involving college-level

studies; and 100% needing SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 42% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Custodian, Facility
e  38% positions are Instructor, Language |practical nurse, interpreter, Home maintainer,
Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e 2.8% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer assistance worker,
e  1.4% are Skilled Trades Program assistant

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) FIELDS OF STUDY AMONG INUIT
At the time of the 2021 Census, GN employed | The most popular fields of study were:
INUIT age 25+ 41% ) X
% Inuit Population © las indeterminate or term employees: e Heavy equipment operation
e 7% of all Inuit (25+) in the community e  Business and management
EMPLOYED 41% |® 13%of Inuit (25+) in the labour force e Construction and mechanics
% Inuit (age 25+) e 18% of employed Inuit (25+) e  Education; Social services
UNEMPLOYED 16% ARCTIC BAY ARCTIC BAY
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE . Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
LABOUR FORCE 43A) 400 400 DdUniversity diploma or
egree at bachelor
level or above
ARCTIC BAY
Age Profile 2016 to 2021 E ﬁ OUniversity certificate or
@0-14years @15-24 years % 300 Z 300 diploma below
W 2564 years W65+ years § g bachelor level
1000 [e) = M College certificate or
z 8 diploma
|§ 800 |:I—: 200 M Notin labour force E 200
g =z = Unemployed z W Apprenticeship or
3 &00 T ploy = trades certificate
- E @ Employed 5
. E 100 < : ;
Z 5 = 100 OHigh school diploma or
= = =] equivalent
z = z
S w -
M No certificate, diploma
0 0 or degree
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018 2016 2021
Dotsures: 17 CommuniyProfes b, Decarier 2015 Statistics Canada, 2021 Census. Dato sources: StatisticsCanada, 2016 Censusand 2021 Census.
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Arviat

GN Employment in the Community

TRPS as of September 2023

ARVIAT

POSITIONS 261 GN Employment by Skill Type
180 as of September 30,2023
FILLED 172 w
& 160 = Positions
% CAPACITY 66% 2 1 —&=Filled Positions
E 120 e LIt Employees
INUIT 124 a 100
=
< 30
o, 0, v
% INUIT 72% 5 60 L
'_
Inuit representation was o 40
. L. . . o
60% in positions involving = 55
university-level education; I-'_'. |
. . 0
93% involving college-level
studies; and 96% to 100% SKIL_LTYF_’EA SKILLTYPEB SK_ILLTYPEC SKILLTYPE D -
needing high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 34%

e 33% positions are
Regulated Professionals

e 0.8% are Regulated
Paraprofessionals

e 0.4% are Skilled Trades

Advisor, Advisor,
Licensed practical
nurse, Outreach
worker, Plant
operator, Program
officer, Technician

Director, Principal,
Manager, Analyst,
Instructor, Nurse,
Program specialist,
Social service worker,
Supervisor, Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 43% i i . :
% Inuit Population as indeterminate or term employees: e Business and management
e  10% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 45% |® 19% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) o  23% of employed Inuit (25+) e  Education
:JNEMPLOYED 10% ARVIAT ARVIAT
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 46% Inuit (age 25+) 2016to 2021 Inuit (25+) 2016 to 2021
LABOUR FORCE ° 1200 1200 @ University diploma or
degree at bachelor
level or above
ARVIAT
1000
Age Profile 2016 to 2021 E E 1000 O University certificate or
D0-14 years @ 15-24 years % % diploma below
W 2564 years WG5S+ years g 200 g .0 bachelor level
3000 [} = M College certificate or
E 8 diploma
§ 2500 ;:I_: 600 W Not in labour force E 600
s =4 z EApprenticeship or
g 2000 = E Unemployed = trades certificate
E 1500 E 400 m Employed ﬁ 400
g = -|: O High school diploma or
E 1000 g 200 S equivalent
8 - £ L0
500 M No certificate, diploma
o 0 or degree
2016 Census 2021 Census 2016 Census 2021 Census 0
2016 2021

AGE GROUPS

Duta sources: NILFACommunity Profiles dataase, December 2016,
Statistics Canada, 2016 Cenzus and 2021 Census

Data source: NILFAReport, August 2018,
Statistics Canada, 2021 Census.

Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Baker Lake GN Employment in the Community

TRPS as of September 2023
BAKER LAKE
POSITIONS 212 190 GN Employment by Skill Type
as of September 30, 2023
FILLED 157 9
& 100 =1 Positions
% CAPACITY 7% | 2 4 —8—Filled Positions
E \ = Uit EMployees
INUIT 94 [ 60
=
<
0 % 2
% INUIT 60% £ 1
=
Inuit representation was 7]
o o
30% in positions involving = 20
university-level education;
69% involving college-level 0
studies; and 100% needing SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 31% |Director, Principal, Advisor, Analyst, Assistant, Clerk, Clerk |Caretaker, Custodian,
e 30% positions are Superintendent, Licensed practical interpreter, Home Facility maintainer,
Regulated Professionals |Manager, Accountant, |nurse, Outreach and community care |Housekeeper, Janitor
e 0.5% are Regulated Instructor, Librarian, |worker, Plant worker, Income
Paraprofessionals Nurse, Social service |operator, Program assistance worker,
e 0.5% are Skilled Trades |worker, Teacher officer, Technician Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
o) . .
% Inuit Population 49% |as indeterminate or term employees: e Business and management
e  10% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 40% |® 17% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e 25% of employed Inuit (25+) e  Education
UNEMPLOYED 18% BAKER LAKE BAKER LAKE
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
42% 1000 1000 @ University diploma or
LABOUR FORCE

degree at bachelor

INUIT (2 5+) IN THE COMMUNITY
INUIT (25+) IN THE COMMUNITY

COMMUNITY POPULATION

level or above
BAKER LAKE
Age Profile 2016 to 2021 200 800 O University certificate or
diploma below
B0-14 years 1524 years
bachelor level
W 25-64 years W65+ years
M College certificate or
2250
5 600 600 diploma
2000
1750 W Not in labour force o
@ Apprenticeship or
1500 400 @ Unemployed 400 trades certificate
1250 M Employed
1000 O High school diploma or
. 200 equivalent
) 200
500
M No certificate, diploma
250 or degree
0 0
0

2016 Census 2021 Census 2016 Census 2021 Census
AGE GROUPS Data source: NILFAReport, August 2018, 2016 2021

Dota sources: NILFACommunity Profilss database, December 2016. Statistics Canada, 2021 Census. Data sources: Statistics Canada, 2016 Census and 2021 Census.
Statistics Carada, 2018 Census and 2021 Census.
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Cambridge Bay

GN Employment in the Community

TRPS as of September 2023

CAMBRIDGE BAY
POSITIONS 331 GN Employment by Skill Type
160 as of September 30, 2023

FILLED 194 9

w140 [ Positions
% CAPACITY 59% 2 120 8 Filled Positions

= .

o100 e Uit Employees
INUIT 105 o N

Z 80 \

vl
o, 0,
% INUIT 54% £ 60 N
Inuit representation was 2 40
32% in positions involving a5 ¢
university-level education;
60% involving college-level 0
studies; and 89% to 92% SKILLTYPE A SKILLTYPEB SKILLTYPE C SKILLTYPED
needing high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 23%

e 17% positions are
Regulated Professionals

e  2.9% are Regulated
Paraprofessionals

o  3.2% are Skilled Trades

Director, Principal,
Supervisor, Manager,
Engineer, Instructor,
Librarian, Nurse,
Planner, Social service
worker, Teacher

Advisor, Cook,
Electrician, Licensed
practical nurse,
Inspector, Outreach
worker, Program
officer, Technician

Assistant, Clerk,
Continuing care and
Home and community
care workers, Income
assistance worker,
Security officer

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor,
Janitor/driver

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
INUIT age 25+ 549% ) X
% Inuit Population © |as indeterminate or term employees: e Business and management
e  15% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 50% |® 24% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) o 29% of employed Inuit (25+) e  Education
UNEMPLOYED 11% CAMBRIDGE BAY CAMBRIDGE BAY
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 39% - Inuit (age 25+) 2016 to 2021 » Inuit (25+) 2016 to 2021
(o @ University diploma or
LABOUR FORCE degree at bachelor
CAMBRIDGE BAY 700 700 fevel orabove
Age Profile 2016 to 2021 E__ oo E ”;ﬁi’,’,ﬁ‘ggi{fﬁw‘e or
D0-14years W 15-24 years 2 % 600 bachelor level
W 2564 years W65+ years 2 =
= o
1800 o 500 g 500 IC_oliege certificate or
() o diploma
g 1600 % 400 i lab . i
g 1400 ; W Notin labour force E 400 B Apprenticeship or
2 100 ‘E‘ 300 E Unemployed = trades certificate
2 1000 ﬂ ® Employed I.-l"-! 300
E 800 E 200 E. O High school diploma or
§ 600 2 5 200 equivalent
g 400 100 Z . .
= 100 M No certificate, diploma
200 or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018. 2016 2021
an!nsowuxN\IFJ;::::&:I;&::&;{;I;zaua::;i’:;un;l;e:nn:‘z StatisticsCanads, 2021 Census. Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Chesterfield Inlet GN Employment in the Community

TRPS as of September 2023 CHESTERFIELD INLET
POSITIONS 50 GN Employment by Skill Type
25 as of September 30, 2023
FILLED 32 %
ey [ Positions
5 20
% CAPACITY 65% = e=fll=Filled Positions
E 15 = Uit EMployees
INUIT 20 g .\
<
(73]
% INUIT 63% Z 10
) ) E
Inuit representation was 8 5
29% in positions involving a o
university-level education;
88% involving college-level 0
studies; and 80% to 100% SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
needing high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 31% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Caretaker, Custodian,
e 27% positions are Instructor, Language |practical nurse, interpreter, Home Facility maintainer,
Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e 1.9% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer, assistance worker,
e 1.9% are Skilled Trades Technician Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
0, . . .
% Inuit Population 51% |as indeterminate or term employees: e Business and management
e 11% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 50% |® 16% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e  21% of employed Inuit (25+)
UNEMPLOYED 18% CHESTERFIELD INLET CHESTERFIELD INLET
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
32% 200 200 @ University diploma or
LABOUR FORCE degree ag‘hagaeior
CHESTERFIELD INLET i fevelor above
Age Profile 2016 to 2021 = E O University certificate or
@0-14years @15-24 years S 150 Z 150 diploma below
W 25-64 years W65+ years g g bachelor level
= ollege certificate or
o § 8 .gi;a]:ozgﬂa et
§ 400 |:—: 100 M Notin labour force E 100
3. = @ Unemployed B " s ceraicars
g uN-‘ mEmployed |Ts
% 200 E 50 E’ O High school diploma or
H g S 50 equivalent
= = =z
S 1o Z
W No certificate, diploma
0 0 or degree
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018. 2016 2021
Deto sources: NILFA Commun ity Profiles database, December 2016, StatisticsCanads, 2021 Census. Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Clyde River GN Employment in the Community

TRPS as of September 2023
CLYDE RIVER
POSITIONS 94 < GN Employment by Skill Type
as of September 30, 2023
FILLED 58 »
w a0 [ Positions
% CAPACITY 61% | = =8 Filled Positions
2 30 \ e Uit Employees
INUIT 41 a
=
<
% INUIT 71% z %
@] ”
) ) E
Inuit representation was 8 10
52% in positions involving o
university-level education;
78% involving college-level 0
studies; and 100% needing SKIL_L TYF_’E A SKILL TYPEB SI?I LLTYPEC SKILLTYPED )
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 33% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Caretaker, Custodian,
e 31% positions are Manager, Instructor, |practical nurse, interpreter, Home Facility maintainer,
Regulated Professionals |Language specialist, |Outreach worker, and community care |Housekeeper, Janitor
e 1% are Regulated Nurse, Social service |Plant operator, worker, Income
Paraprofessionals worker, Teacher Program officer, assistance worker,
e 1% are Skilled Trades Technician Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
0, . . .
% Inuit Population 44% |as indeterminate or term employees: e Business and management
e 9% of all Inuit (25+) in the community e Natural resources and conservation
EMPLOYED 38% |® 16% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e 24% of employed Inuit (25+) e  Education; Social services
UNEMPLOYED 19% CLYDE RIVER CLYDE RIVER
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
43% 600 600 [ University diploma or
LABOUR FORCE degree at bachelor
level or above
CLYDE RIVER
Age Profile 2016 to 2021 E o [ B University certificate or
Do0-1ayears @ 1524 years 2 g diploma below
- = bachelor level
W 2564 years W65+ years = 400 = 400 -~
1300 o = W College certificate or
z 8 diploma
% 1000 E 300 M Notin labour force E 300 8 Apprenticeship or
2 s ,:_ [ Unemployed Z trades certificate
2 @ 200 Tolo T
£ o0 E mEmeloyed '3 200 DO High school diploma or
5 =] = equivalent
ER Z 10 2
o = 100 " .
< o0 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018. 2016 2021
aarnmtfr;-M|r;§:::ﬂu2:\.n:dr:f:g:t::::;{;ﬂn;l;(:ez"w: StatisticsCanada, 2021 Census. Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Coral Harbour

GN Employment in the Community

TRPS as of September 2023

CORALHARBOUR
POSITIONS 76 - GN Employment by Skill Type
as of September 30, 2023

FILLED 52 0

w a0 [ Positions
% CAPACITY 69% | 2 —8Filled Positions

E 30 e Uit EMployees
INUIT 39 a k

p=4

<

%2} 20
% INUIT 75% 2

2 |
Inuit representation was 8 10
56% in positions involving e
university-level education;
and 100% in those involving 0
college-level studies or less SKIL_L TYF_’E A SKILL TYPE B SI?I LL TYPE C SKILL TYPE D )

(university) (college) (high school) (no formal education)

TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 46%
e 43% positions are

Regulated Professionals
e 1.2% are Regulated

Executive Director,
Principal, Supervisor,
Instructor, Nurse,
Social service worker,

Licensed practical
nurse, Outreach
worker, Plant
operator, Program

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

assistance worker,
Program assistant

Paraprofessionals Teacher officer

e 1.2% are Skilled Trades

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:

42%

% Inuit Population as indeterminate or term employees: e  Construction and mechanics
e 8% of all Inuit (25+) in the community e  Business and management

EMPLOYED 43% |® 14%of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e 19% of employed Inuit (25+) e  Education; Social services
UNEMPLOYED 16% CORAL HARBOUR CORAL HARBOUR
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021

41% 450 450 [ University diploma or

LABOUR FORCE

degree at bachelor

400 level or above

CORAL HARBOUR
Age Profile 2016 to 2021
@ 0-14years
W 2564 years

O University certificate or
diploma below
bachelor level

w
[l
=]

W 1524 years
W65+ years

g

W College certificate or

1200
diploma

]
u
=]

1000 W Notin labour force . .
@ Apprenticeship or

trades certificate

g

@ Unemployed
W Employed

[
u
=]

DO High school diploma or
equivalent

100

INUIT (25+) IN THE COMMUNITY
INUIT(25+) IN THE COMMUNITY

COMMUNITY POPULATION
g
-
8

W No certificate, diploma
or degree

5]
=]

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.

o

2016 Census
AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

2021 Census 2016 Census 2021 Census

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.
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Gjoa Haven

GN Employment in the Community

TRPS as of September 2023

GJOA HAVEN
POSITIONS 128 o GN Employment by Skill Type
as of September 30, 2023

FILLED 82 v

é 50 [ Positions
% CAPACITY 64% | 2, =8 Filled Positions

E K e [N Uit Employees
INUIT 61 o .

b=

3
% INUIT 4% | 2 .

=
Inuit representation was 4
61% in positions involving o 10
university-level education;
64% involving college-level 0
studies; and 90% to 100% SKIL_L TYF_’E A SKILL TYPE B SI?I LLTYPE C SKILL TYPE D )
needing high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 36%

e 32% positions are
Regulated Professionals

e 3.8% are Regulated
Paraprofessionals

o 0.8% are Skilled Trades

Principal, Manager,

Supervisor, Instructor,

Librarian, Nurse,
Social service worker,
Teacher

Driver examiner,
Licensed practical
nurse, Outreach
worker, Cook, Plant
operator, Program

Assistant, Clerk,
Continuing care and
Home and community
care workers, Income
assistance worker,

Caretaker, Custodial
worker, Facility
maintainer,
Housekeeper, Janitor,
Janitor/Driver

officer, Technician

Program assistant

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 45% ; ; . :
% Inuit Population as indeterminate or term employees: e Business and management
e 11% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 47% |® 18% of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e 22% of employed Inuit (25+) e Social services
UNEMPLOYED 11% GJOA HAVEN GJOA HAVEN
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 42% . Inuit (age 25+) 2016 to 2021 » Inuit (25+) 2016 to 2021
o [ University diploma or
LABOUR FORCE degree at bachelor
level or above
GJOA HAVEN
Age Profile 2016 to 2021 E o [ O University certificate or
R 5 =z diploma below
D 0-14years @15-24 years = > bachelor level
W 2564 years W65+ years = 400 = 400 -~
1100 o = W College certificate or
z MW Not in the labour 8 diploma
Z 1200 T 300 force w
=] = E 300 e
= ) @ Apprenticeship or
g o f— Bunemployed = trades certificate
2 s & o200 T
£ 00 E BEmployed ."_la, 200 OHigh school diploma or
5 ° =] = equivalent
% 400 =Z 100 2
8 200 =10 W No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Grise Fiord

GN Employment in the Community

TRPS as of September 2023

GRISE FIORD

POSITIONS 29 s GN Employment by Skill Type
as of September 30, 2023

FILLED 17 »

w [——JPositions
% CAPACITY 59% | 2 ., —8—Filled Positions

= .

o] .\ e [N Uit Employees
INUIT 12 %

o -~ \
% INUIT % | 2 s \kt

=
Inuit representation was 8
67% in positions involving o j
university-level education;
80% involving college-level 0
studies; 100% high school; SKILL TYPE A SKILL TYPEB SKILL TYPE C SKILLTYPED
67% ne’eding no educatiorll (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 24% |Principal, Supervisor, |Outreach worker, Assistant, Clerk, Clerk |Caretaker, Custodian,
e 21% positions are Language specialist, Plant operator, interpreter Facility maintainer,

Regulated Professionals |Nurse, Social service |Program officer Housekeeper, Janitor
e 0% are Regulated worker, Teacher
Paraprofessionals

e 3% are Skilled Trades

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

o ; ; 56% |as indeterminate or term employees: e Constructi d hani
% Inuit Population ployees: onstruction and mechanics
e 17% of all Inuit (25+) in the community

EMPLOYED 549% |® 26% of Inuit (25+) in the labour force
% Inuit (age 25+) e  33% of employed Inuit (25+)
UNEMPLOYED 13% GRISE FIORD GRISE FIORD
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 0 Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021

33/‘) 80 80 @ University diploma or

LABOUR FORCE

GRISE FIORD
Age Profile 2016 to 2021
B0-14years
W 25-64 years

1524 years
W65+ years

150

COMMUNITY POPULATION

2016 Census 2021 Census
AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censuss,

[
o

=

5 60

=

=

[=}

o

w

.:I_: 40 M Notin labour force
=

— [ Unemployed
T

uN1 ® Employed
=

2

=

2016 Census 2021 Census

Data source: NILFA Report, August 2018,
Statistics Canads, 2021 Census.

degree at bachelor
level or above
O University certificate or

diploma below
bachelor level

@
=]

W College certificate or
diploma

=
o

[ Apprenticeship or
trades certificate

O High school diploma or
equivalent

INUIT (25+) IN THE COMMUNITY
[
o

W No certificate, diploma
or degree

0 ﬁ i

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Igloolik GN Employment in the Community

TRPS as of September 2023
IGLOOLIK
POSITIONS 210 190 GN Employment by Skill Type
as of September 30, 2023

FILLED 129 w

é 100 [ Positions
% CAPACITY 61% | 2 =8 Filled Positions

E .\ e [N Uit Employees
INUIT 80 2 o

=

<

(%]
% INUIT 62% % 40

. . E *—
Inuit representation was 8
42% in positions involving a 0
university-level education;
79% involving college-level 0
studies; and 100% needing SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPED
high scéool or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 31% |Director, Principal, Advisor, Cook, Assistant, Clerk, Caretaker, Custodian,
e 29% positions are Manager, Advisor, Licensed practical Clerk interpreter, Facility maintainer,
Regulated Professionals |Instructor, Nurse, nurse, Outreach Continuing care and |Housekeeper, Janitor,
e 2.3% are Regulated Program specialist, worker, Plant Home and community |Janitor/Driver
Paraprofessionals Social service worker, |operator, Program care workers, Income

e 0.5% are Skilled Trades |Teacher, Translator officer, Technician assistance worker

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

0, . . .
% Inuit Population 40% |as indeterminate or term employees: e Business and management
e  10% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 39% |® 21%of Inuit (25+) in the labour force e Heavy equipment operation
o H . .
% Inuit (age 25+) e  27% of employed Inuit (25+) e  Education
UNEMPLOYED 12% IGLOOLIK IGLOOLIK
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
49% 800 800 @ University diploma or
LABOUR FORCE degree at bachelor
|GLOOLIK 700 700 level or above
Age Profile 2016 to 2021 E E [n] U.nivea sity certificate or
600 z diploma below
Dn—j-‘l\-parq W15 24 years g > 600 bachelor level
" R = 500 E M College certificate or
2250 o I 500 diol
2000 3 M Not in the labour s Iploma
= T 400 force w
g 170 ; E 400 W Apprenticeship or
g 1500 =m0 BUnemployed Zz trades certificate
2 120 i E.]" 300
% 1000 E 200 mEmployed -:_— o Higi? school diploma or
g - g 5 200 equivalent
= = z
8 o 100 - 100 W No certificate, diploma
250 ordegree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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lqaluit

GN Employment in the Community

TRPS as of September 2023

IQALUIT
POSITIONS 2,252 1400 GN Employment by Skill Type
as of September 30, 2023

FILLED 1,396 v 1200

w [ Positions
% CAPACITY 62% | o 1000 =8 Filled Positions

= .

w800 e [N Uit Employees
INUIT a15 | 2 N

< 600 \
% INUIT 34% =

@]

S 4o N
Inunt.repref,gntat_lon wa_s 8 \
24% in positions involving o 200
university-level education; %
44% involving college-level 0
studies; 52% high school; SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
49% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 17%

e 14% positions are
Regulated Professionals

e 1.6% are Regulated
Paraprofessionals

o 1.9% are Skilled Trades

Cook, Licensed
practical nurse,
Outreach worker,
Program officer,
Skilled trades,
Technician

Executive, Director,
Manager, Accountant,
Analyst, Engineer,
Instructor, Lawyer,
Nurse, Program
specialist, Teacher

Caretaker, Custodian,
Customer service
agent, Facility
maintainer,
Housekeeper, Janitor

Assistant, Clerk, Home
and community care
worker, Income
assistance worker,
Program assistant,
Security officer

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 53% i i . .
% Inuit Population as indeterminate or term employees. o Business and management
o 24% of all Inuit (25+) in the community |e  Social services
EMPLOYED 58% |® 37%of Inuit (25+) in the labour force e Construction and mechanics
[ H . .
% Inuit (age 25+) e 42% of employed Inuit (25+) e Education
UNEMPLOYED 8% IQALUIT IQALUIT
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
34% 2250 2250 B University di )
y diploma or
LABOUR FORCE degree at bachelor
QAL 2000 2000 level or above
Age Profile 2016 to 2021 E 1750 E 170 B nversity certifcate or
D 0-14years @ 15-24 years 2 % i;'p ]m?a ae O:V
W 2564 years W65+ years 2 1500 = achelor leve
000 g = 1500 M College certificate or
< 1950 MNot in the labour S diploma
z 7000 E force E 1250
= 6000 1000 @ Apprenticeship or
§ E HUnemployed = 1000 trades certificate
& 5000 X =
g 9750 A 75
[ : mEmployed o DO High school diploma or
é 3000 S 500 'g 00 equivalent
=
2 2000 = Z
8 250 = . )
1000 250 I(:lr\:ldc:ga‘;::ate, diploma
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS

Data sources: NILFACommunity Profiles dataiiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censiss,

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Kimmirut

GN Employment in the Community

TRPS as of September 2023

KIMMIRUT
POSITIONS 46 . GN Employment by Skill Type
as of September 30, 2023

FILLED 35 0

e 20 [ Positions
% CAPACITY 76% | 2 =8 Filled Positions

E 15 e Uit EMployees
INUIT 21 ]

b=

<

%) 10
% INUIT 58% %

. ) E *—

Inunt.repref,gntat_lon was 2 5 ='
32% in positions involving o
university-level education;
100% involving college-level 0
studies or high school; 83% SKILL TYPE A SKILLTYPE B SKILL TYPE C SKILLTYPE D
needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 33%

e 29% positions are
Regulated Professionals

e 2% are Regulated
Paraprofessionals

e 2% are Skilled Trades

Licensed practical
nurse, Outreach
worker, Plant
operator, Program
officer

Principal, Supervisor,
Language specialist,
Nurse, Social service
worker, Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 48% i i . ; ;
% Inuit Population as indeterminate or term employees: e  Construction and mechanics
e 8% of all Inuit (25+) in the community e Social services
EMPLOYED 51% |® 13% of Inuit (25+) in the labour force
o, H .
% Inuit (age 25+) e  16% of employed Inuit (25+)
UNEMPLOYED 10% KIMMIRUT KIMMIRUT
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 39% . Inuit (age 25+) 2016 to 2021 . Inuit (25+) 2016 to 2021
() @ University diploma or
LABOUR FORCE degree at bachelor
level by
KIMMIRUT = E\_e Or_a we__
Age Profile 2016 to 2021 = E [m] U.mvea’swy certificate or
- S 150 Z 150 diploma below
D0-14years @15-24 years = =] bachelor level
2564 years W65+ years s s
o0 5 g M College certificate or
i} ; : diploma
=} 100 .
g 400 ; M Not in labour force E 100 B Apprenticeship or
3 —_ [ Unemployed Z trades certificate
5w 3 7
= o mEmployed n
£ .,: o DO High school diploma or
5 200 S 50 E 5o equivalent
s = 2
= = z
S 10 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS

Dota sources: NILFACommunity Profles databace, December 2016,
Statistics Canads, 2016 Census nd 2021 Cenis.

Data source: NILFA Report, August 2018,
‘StatisticsCanada, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Kinngait

GN Employment in the Community

TRPS as of September 2023

KINNGAIT
POSITIONS 156 100 GN Employment by Skill Type
as of September 30, 2023

FILLED 90 Q

w 20 [ Positions
% CAPACITY 58% | = —&—Filled Positions

E 60 e Uit EMployees
INUIT 50 o k

b=

<

%) 40
% INUIT 55% =

)

=
Inuit representation was 4 20
32% in positions involving o
university-level education;
88% involving college-level 0
studies; and 100% needing SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 29%

e 29% positions are
Regulated Professionals

e 0.6% are Regulated
Paraprofessionals

e 0.6% are Skilled Trades

Advisor, Inspector,
Licensed practical
nurse, Outreach
worker, Plant
operator, Program
officer, Technician

Director, Principal,
Manager, Supervisor,
Instructor, Nurse,
Program specialist,
Social service worker,
Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 48% ; ; . :
% Inuit Population as indeterminate or term employees: e Business and management
e 8% of all Inuit (25+) in the community e Construction and mechanics
EMPLOYED 41% |® 15% of Inuit (25+) in the labour force e  Education; Social services
% Inuit (age 25+) e 19% of employed Inuit (25+) e Visual and performing arts
UNEMPLOYED 12% KINNGAIT KINNGAIT
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 47% . Inuit (age 25+) 2016 to 2021 . Inuit (25+) 2016 to 2021
(] jversity dipl .
LABOUR FORCE e
KINNGAIT = 600 600 55\’_81 Gf_abm’e__
Age Profile 2016 to 2021 = E [m] U.nlveas;ty certificate or
R 5 =z diploma below
D0-14years [ 15-24 years 2 500 S 5w bachelor level
W 2564 years W65+ years s =
1500 o = W College certificate or
z 400 MW Not in the labour 8 400 diploma
5 10 z force E
5 @ Apprenticeship or
g 1000 E 300 mUnemployed Z 300 trades certificate
£ 70 : 200 BEmployed o 200 DO High school diploma or
5 =] = equivalent
S s = =)
Z =100 z
© 50 100 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016Census 2021 Census 0

AGE GROUPS

Dota sources: NILFACommunity Profles databace, December 2016,
Statistics Canads, 2016 Census and 2021 Cenis.

Datasource: NILFAReport, August 2018,
StatisticsCanada, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Kugaaruk

GN Employment in the Community

TRPS as of September 2023

KUGAARUK

POSITIONS 75 < GN Employment by Skill Type
as of September 30, 2023

FILLED 49 %

w a0 [ Positions
% CAPACITY 66% | 2 —8—Filled Positions

E 30 g Uit EMployees
INUIT 31 o

=

<

%) 20
% INUIT 63% g

E
Inuit representation was 8 10 ~—
40% in positions involving o
university-level education;
100% involving college-level 0
studies or high school; and SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
75% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 46% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Custodian, Facility
e  43% positions are Instructor, Language |practical nurse, interpreter, Home maintainer,

Regulated Professionals
e 1.3% are Regulated
Paraprofessionals
e 1.3% are Skilled Trades

Outreach worker,
Plant operator,
Program officer

specialist, Nurse,
Social service worker,
Teacher

and community care
worker, Income
assistance worker,
Program assistant

Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

9 ; ; 44% |as indeterminate or term employees: e Educati
% Inuit Population ployees: ucation
o 8% of all Inuit (25+) in the community e Heavy equipment operation

EMPLOYED 40% |® 17% of Inuit (25+) in the labour force
% Inuit (age 25+) e  21% of employed Inuit (25+)
UNEMPLOYED 11% KUGAARUK KUGAARUK
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021

49% 450 450 [ University diploma or

LABOUR FORCE

KUGAARUK
Age Profile 2016 to 2021
@ 0-14years
W 2564 years

W 1524 years
W65+ years

1200

1000

COMMUNITY POPULATION

2016 Census
AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

2021 Census

400
= 350
s
s 300
o]
o 250 mNot in the labour
T force
=
= 200 M Unemployed
E 150
o MEmployed
=
> 100
=

u
(=]

o

2016 Census 2021 Census

Data source: NILFA Report, August 2018,
Statistics Canads, 2021 Census.

degree at bachelor
level or above

g

O University certificate or
diploma below
bachelor level

w
vl
=]

g

W College certificate or
diploma

]
u
=]

@ Apprenticeship or
trades certificate

g

[
ur
=]

O High school diploma or
equivalent

INUIT(25+) IN THE COMMUNITY
=
8

M No certificate, diploma
or degree

5]
=]

]

2016 2021

Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Kugluktuk

GN Employment in the Community

TRPS as of September 2023

KUGLUKTUK
POSITIONS 175 120 GN Employment by Skill Type
as of September 30, 2023

FILLED 117 2 oo N

W [ Positions
% CAPACITY 67% 2 o —8=Filled Positions

E =g Uit EMployees
INUIT 64 o] 60

=

<
9 % 2 \
% INUIT 55% 5 10

'_
Inuit representation was 7]

o ._
30% in positions involving = 20
university-level education; 5
88% involving college-level
studies o high school; and SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
83% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 27%

e 25% positions are
Regulated Professionals

e 0.6% are Regulated
Paraprofessionals

e 0.6% are Skilled Trades

Advisor, Licensed
practical nurse,
Outreach worker,
Plant operator,
Program officer,
Technician

Director, Principal,
Superintendent,
Manager, Instructor,
Nurse, Social service
worker, Specialist,
Teacher, Translator

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. : 51% |as | : : . :
% Inuit Population as indeterminate or term employees. o Construction and mechanics
e 10% of all Inuit (25+) in the community |e Heavy equipment operation
EMPLOYED 36% |® 18% of Inuit (25+) in the labour force e Business and management
% Inuit (age 25+) e  27% of employed Inuit (25+) e Social services
UNEMPLOYED 18% KUGLUKTUK KUGLUKTUK
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 6% . Inuit (age 25+) 2016 to 2021 . Inuit (25+) 2016 to 2021
o [ University diploma or
LABOUR FORCE degree at bachelor
KUGLUKTUK = 600 600 55\'_91 Of_abwe__
Age Profile 2016 to 2021 = E [m] U.nlveas;ty certificate or
R 5 =z diploma below
D 0-14years B 15-24 years 2 500 S o bachelor level
W 2564 years W65+ years s =
1500 o = W College certificate or
z 400 W Not in the labour 8 400 diploma
g 1m0 z force E |
=4 @ Apprenticeship or
g 1000 E 300 BUnemployed Z 300 trades certificate
£ 70 : 200 BEmployed o 200 OHigh school diploma or
5 =] [ equivalent
S s = >
z = 100 z
< 250 100 W No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016Census 2021 Census 0

AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censuss,

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Naujaat GN Employment in the Community

TRPS as of September 2023
NAUJAAT
POSITIONS 95 o GN Employment by Skill Type
as of September 30, 2023

FILLED 61 %

w 50 [ Positions
% CAPACITY 64% | 2 . —8—Filled Positions

E g Uit Employees
INUIT 41 o

=

<
0 % 2
% INUIT 67% S 20

':
Inuit representation was 8 .\
42% in positions involving o 10
university-level education;
100% involving college-level 0
studies; and 100% needing SKILL TYPE A SKILL TYPEB SKILL TYPE C SKILL TYPE D
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 49% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Caretaker, Custodian,
e  47% of positions are Instructor, Language |practical nurse, interpreter, Home Facility maintainer,

Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e 1% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer assistance worker,
e 1% are Skilled Trades Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ . At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
% Inuit Population 37% |as indeterminate or term employees: e Business and management
e 8% of all Inuit (25+) in the community e Construction and mechanics
EMPLOYED 42% |® 14%of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e  18% of employed Inuit (25+)
UNEMPLOYED 13% NAUJAAT NAUJAAT
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE . Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
45 A) 500 500 @ University diploma or

LABOUR FORCE

degree at bachelor

ALIART level or above
J]
Age Profile 2016 to 2021 E 400 E 400 [m] U.nivea sity certificate or
= z diploma below
D0-14years 1524 years 2 = bachelor level
coe s achelor leve
564 years W65+ years = =
W College certificate or
1250 O 300 £ .
z W Not in the labour 8 300 diploma
= T force d
o
g 1000 ; BUnemoloved [ [ Apprenticeship or
=1 —. 200 ploy 4 trades certificate
T . ¥ — 200
S 750 b ™
4 ~ loved wn
z -': WEmploye o O High school diploma or
5 500 S = equivalent
= = 100 =1
g = =z 100
g 0 W No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS Data source: NILFA Report, August 2018, 2016 2021

Dota sources: NILFACommunity Profiles database, December 2016. StatisticsCanada, 2021 Census. . i sti
StatisticsCanada, 2016 Censusand 2021 Census Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Pangnirtung GN Employment in the Community

TRPS as of September 2023
PANGNIRTUNG
POSITIONS 177 120 GN Employment by Skill Type
as of September 30, 2023

FILLED 105 %

w 100 [ Positions
% CAPACITY 60% | 2 o —8—Filled Positions

E = Uit EMployees
INUIT 75 o l

=

<
% INUIT 72% z

(1)
(e 40
. . E ‘\
Inuit representation was 8
55% in positions involving = 20 —
university-level education;
92% involving college-level 0
studies; and 100% needing SKILLTYPEA  SKILLTYPEB SKILLTYPEC ~ SKILLTYPED
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 28% |Director, Principal, Licensed practical Assistant, Clerk, Clerk |Caretaker, Custodian,
e  26% positions are Manager, Supervisor, |nurse, Outreach interpreter, Home Facility maintainer,
Regulated Professionals |Instructor, Nurse, worker, Plant and community care |Housekeeper, Janitor
e 1.1% are Regulated Program specialist, operator, Program worker, Income
Paraprofessionals Social service worker, |officer, Technician assistance worker,

e 0.6% are Skilled Trades |Teacher Program assistant

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
INUIT age 25+ 48% ) X
% Inuit Population © |as indeterminate or term employees: e Business and management
e  13% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 429% |® 24%of Inuit (25+) in the labour force e Heavy equipment operation
% Inuit (age 25+) e  30% of employed Inuit (25+) e  Education
UNEMPLOYED 9% PANGNIRTUNG PANGNIRTUNG
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE 49% . Inuit (age 25+) 2016 to 2021 . Inuit (25+) 2016 to 2021
(o @ University diploma or
LABOUR FORCE degree at bachelor
PANGNIRTUNG z 600 600 iev_e' Or_abwe__
Age Profile 2016 to 2021 = E [m] (:J_nllversatg c]emﬂcate ar
D0-14years 1524 years g 500 g 500 h;il?;?jri:voer
W 25-64 years W65+ years = =
o = W College certificate or
e o 400 MNot in the labour 8 400 diploma
g 120 .:'_: force E
= @ Apprenticeship or
g 1000 E_ 300 ElUnemployed Z 300 trades certificate
g N T
% 750 E’ 200 mEmployed LE, 200 [n] Higi? school diploma or
g 500 g 5 equivalent
H = 100 Z
< 250 100 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018, 2016 2021
ﬂnfnsouuwlf? .i':':,.'"(::::.:éf;;, :t:‘:;ff;.;?e:nﬁ StatisticsCanada, 2021 Census. Data sources: Statistics Canada, 2016 Census and 2021 Census.
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Pond Inlet

GN Employment in the Community

TRPS as of September 2023

POND INLET
POSITIONS 198 120 GN Employment by Skill Type
as of September 30, 2023

FILLED 105 9

w 100 [ Positions
% CAPACITY 53% | 2 4 —8—Filled Positions

E = Uit EMployees
INUIT 68 o

= ..

<

vl
% INUIT 65% £ 1

E
Inuit representation was 2 *~
46% in positions involving = 20
university-level education;
93% involving college-level 0
studies or high school; and SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
100% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 28%

e 27% positions are
Regulated Professionals

e 0.5% are Regulated
Paraprofessionals

o 0.5% are Skilled Trades

Advisor, Licensed
practical nurse,
Outreach worker,
Plant operator,
Program officer,
Technician

Director, Principal,
Superintendent,
Manager, Supervisor,
Engineer, Instructor,
Nurse, Social service
worker, Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 45% i i . :
% Inuit Population as indeterminate or term employees: e Business and management
e 11% of all Inuit (25+) in the community |e  Social services
EMPLOYED 43% |® 21%of Inuit (25+) in the labour force e Construction and mechanics
% Inuit (age 25+) e 26% of employed Inuit (25+) e Heavy equipment operation
UNEMPLOYED 10% POND INLET bOND INLET
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE . Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
LABOUR FORCE 47A) 700 700 @ University diploma or
degree at bachelor
level or above
POND INLET = 600 500
Age Profile 2016 to 2021 = E o U.niversity certificate or
D0-14years @15-24 years 2 500 Z diploma below
: s 2 500 bachelor level
W 2564 years W65+ years = =
o = W College certificate or
1800 ) 5 diok
o 400 MNot in the labour O 400 iploma
z 1550 ,:I_: force E
= 1300 E Apprenticeship or
g _ E 300 BUnemployed Z 300 trades certificate
& 1050 3 —
E & 4
g 80 ,':' 200 mEmployed o 200 O High school diploma or
3 = E equivalent
= = =2
Z w = 100 z
o 100 M No certificate, diploma
=0 or degree
200 2016 Census 2021 Census 0
AGE GROUPS 2016 Census 2021 Census 0

Data sources: NILFACommunity Profiles dataiiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censiss,

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census,
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Qikiqgtarjuaq GN Employment in the Community

TRPS as of September 2023
QIKIQTARJUAQ
POSITIONS 50 . GN Employment by Skill Type
as of September 30, 2023
FILLED 31 %
w20 CJPositions
% CAPACITY 62% 2 \ = filled Positions
E 15 =g Uit EMployees
INUIT 22 o
Z
%) 10
% INUIT 1% | 2 *~ -
) ) E
Inuit representation was 8 5
53% in positions involving o
university-level education;
100% involving college-level 0
studies; and 100% needing SKILLTYPEA  SKILLTYPEB SKILLTYPEC ~ SKILLTYPED
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 29% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Caretaker, Custodian,
e  25% positions are Instructor, Language |practical nurse, interpreter, Home Facility maintainer,
Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e 1.8% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer assistance worker,
e 1.8% are Skilled Trades Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
0, . . .
% Inuit Population 48% |as indeterminate or term employees: e Business and management
e 8% of all Inuit (25+) in the community e  Education
EMPLOYED 38% |® 19% of Inuit (25+) in the labour force e Liberal arts and languages
% Inuit (age 25+) e 22% of employed Inuit (25+)
UNEMPLOYED 6% QIKIQTARIUAQ QIKIQTARIUAQ
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
56% 300 300 @ University diploma or
LABOUR FORCE degree at bachelor
level or above
Age p:.:::-ﬁzrzﬂgjlusﬁc‘: 2021 E 230 E 250 [m] U.nivea’sity certificate or
0-1dyears @15 24 years 2 Z diploma below
E)% ﬁ—;wm W65+ years = 200 g bachelor level
00 g = 200 W College certificate or
8 M Not in the labour 8 diploma
g sw T 150 force =
5w = — £ i
g & 100 %
£ 0 ",: mEmployed o 100 DO High school diploma or
5 =] = equivalent
R Z 50 2
8 100 = %0 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018. 2016 2021
Deto sources: NILFA Commun ity Profiles database, December 2016, StatisticsCanads, 2021 Census. Data sources: StatisticsCanada, 2016 Censusand 2021 Census.
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Rankin Inlet

GN Employment in the Community

TRPS as of September 2023

RANKIN INLET
POSITIONS 559 300 GN Employment by Skill Type
as of September 30, 2023

FILLED 368 9

w 250 [ Positions

o . i
% CAPACITY 66% 2 200 e=fll=Filled Positions

E e Uit EMployees
INUIT 243 2 15 N

g \
% INUIT 66% S 10

=
Inuit representation was 4
45% in positions involving 0
university-level education;
72% involving college-level 0
studies; and 90% to 94% SKILL TYPE A SKILL TYPEB SKILL TYPE C SKILL TYPE D
needing high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 22%

e 17% positions are
Regulated Professionals

e 2.3% are Regulated
Paraprofessionals

e  3.4% are Skilled Trades

Cook, Licensed
practical nurse,
Outreach worker,
Plant operator,
Program officer,
Technician

Executive, Director,
Principal, Manager,
Accountant, Analyst,
Instructor, Nurse,
Social service worker,
Specialist, Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Customer service
agent, Facility
maintainer,
Housekeeper, Janitor,
Trades helper

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

0, . . .
% Inuit Population 48% |as indeterminate or term employees: e Business and management
e 20% of all Inuit (25+) in the community |e  Construction and mechanics
EMPLOYED 58% |® 29% of Inuit (25+) in the labour force e Heavy equipment operation
0, H . . . .
% Inuit (age 25+) e 35% of employed Inuit (25+) e Education; Social services
UNEMPLOYED 13% RANKIN INLET RANKIN INLET
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
29% 1200 1200 [ University diploma or
LABOUR FORCE degree at bachelor
level or above
RANKIN INLET Z 1000 1000 o .
= ﬁ O University certificate or
;fipmﬂle 2(1:[6(2| ?Pfdl % = diploma below
)% r:'g”q r: year s 500 g bachelor level
W 2564 years W65+ years
000 ! ! g = 800 W College certificate or
B MW Not in the labour 8 diploma
Z 2500 T 600 force w
% ; EUnemployed E 600 @ Apprenticeship or
2 2000 E = trades certificate
2 400 T
[%,]
[ E BEmployed Lot 400 DO High school diploma or
5 . =) = equivalent
g Z 200 3
o = 200 . .
© 500 M No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016Census 2021 Census 0

AGE GROUPS

Dota sources: NILFACommunity Profles databace, December 2016,
Statistics Canads, 2016 Census and 2021 Cenis.

Datasource: NILFAReport, August 2018,
StatisticsCanada, 2021 Census.

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Resolute Bay

GN Employment in the Community

TRPS as of September 2023

RESOLUTE BAY

POSITIONS 31 20 GN Employment by Skill Type
as of September 30, 2023

FILLED 14 %

ey [ Positions

5 15
% CAPACITY 46% = e=fll=Filled Positions

E = Uit EMployees
INUIT 6 2

= [

q

vl
% INUIT 39% g

. ) E s

Inuit representation was 8
20% in positions involving o
university-level education; ﬂ
100% involving college-level 0
studies or high school; and SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
0% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 26% |Principal, Supervisor, |Licensed practical Assistant, Clerk, Clerk |Custodian, Facility
e 21% positions are Language specialist, nurse, Outreach interpreter, Home maintainer,

Regulated Professionals
e  2.9% are Regulated
Paraprofessionals
e  2.9% are Skilled Trades

worker, Plant
operator, Program
officer

Nurse, Social service
worker, Teacher

and community care
worker, Program
assistant

Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

0, . . . .
% Inuit Population 48% as indeterminate or term employees: e Construction and mechanics
e 11% of all Inuit (25+) in the community
EMPLOYED 47% |® 15% of Inuit (25+) in the labour force
% Inuit (age 25+) o  23% of employed Inuit (25+)
UNEMPLOYED 24% RESOLUTE BAY RESOLUTE BAY
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
29% 100 100 [ University diploma or
LABOUR FORCE degree at bachelor
level bov
RESOLUTE BAY = E\_e Gf_a me__
Age Profile 2016 to 2021 = 80 E 80 ] U.nlveas;ty certificate or
Do0-1ayears m15-24 years 2 g gﬂﬁ:;sr?:ig
W 2564 years W65+ years g s
O &0 = IC.o!iege certificate or
w z M Not in the labour 8 60 diploma
3 '3_: force E
E 150 @ Apprenticeship or
g E 40 EUnemployed =z 20 trades certificate
% oo -.:—' BEmployed E, o Higi? school diploma or
g g 20 5 equivalent
= = =z
g =

2016 Census
AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

2021 Census

2016 Census 2021 Census

Data source: NILFA Report, August 2018,
Statistics Canads, 2021 Census.

M No certificate, diploma
or degree

2016 2021

Data sources: StatisticsCanada, 2016 Census and 2021 Census.
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Sanikiluaqg

GN Employment in the Community

TRPS as of September 2023

SANIKILUAQ
POSITIONS 70 0 GN Employment by Skill Type
as of September 30, 2023
FILLED 50 v 35
e [ Positions
5 30
% CAPACITY 71% | 2 \ —8—Filled Positions
E 2 = Uit EMployees
INUIT 34 o] 20
=
<
% INUIT 68% 2 15
(] (] 9 \
. . E 10
Inuit representation was 8
48% in positions involving o 5
university-level education;
100% involving college-level 0
studies or high school; and SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
83% needing no education (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 43%

e 41% positions are
Regulated Professionals

e 1.4% are Regulated
Paraprofessionals

e  1.4% are Skilled Trades

Licensed practical
nurse, Outreach
worker, Plant
operator, Program
officer

Principal, Supervisor,
Language specialist,
Nurse, Social service
worker, Teacher

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income
assistance worker,
Program assistant

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

. . 43% i i . ;
% Inuit Population as indeterminate or term employees: e Education
e 8% of all Inuit (25+) in the community e Construction and mechanics
EMPLOYED 39% |® 15% of Inuit (25+) in the labour force e Business and management
% Inuit (age 25+) e  20% of employed Inuit (25+) e Health
UNEMPLOYED 12% SANIKILUAQ SANIKILUAQ
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
49% 450 450 [ University diploma or
LABOUR FORCE degree at bachelor
400 400 level or above
SANIKILUAQ
Age Profile 2016 to 2021 E 350 E [m] U.niveasity certificate or
- % = 350 diploma below
::j::;‘.arq :;:My@arﬁ = o g bachelor level
0o " " g = 300 W College certificate or
o 250 M Not in the labour 8 250 diploma
z T force =]
g 1000 E £
=z 200 @ Apprenticeship or
g 800 f_ Bunemployed Z 200 trades certificate
g © 150 %
£ ® ‘:“ HEmployed ":a, 130 O High school diploma or
§ a0 S 100 g 100 equivalent
=
= = =z
8 200 20 - 50 W No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0

AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

2016 2021

Data sources: StatisticsCanada, 2016 Census and 2021 Census.
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Sanirajak GN Employment in the Community

TRPS as of September 2023

SANIRAJAK
POSITIONS 69 0 GN Employment by Skill Type
as of September 30, 2023
FILLED 45 w35
ey [ Positions
5 30
% CAPACITY 66% = e=fll=Filled Positions
E 2 = Uit EMployees
INUIT 35 o
= 20
<
(73]
% INUIT 78% = 15 ‘\
: ) E 10
Inuit representation was 8
64% in positions involving o 5
university-level education;
100% involving college-level 0
studies; and 100% needing SKILLTYPEA  SKILLTYPEB SKILLTYPEC ~ SKILLTYPED
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILLTYPE D
Regulated Occupations 38% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Custodian, Facility
e 35% positions are Instructor, Language |practical nurse, interpreter, Home maintainer,
Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e  1.4% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer assistance worker,
e  1.4% are Skilled Trades Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
0, . . .
% Inuit Population 41% |as indeterminate or term employees: e Business and management
e 8% of all Inuit (25+) in the community e  Education; Social services
EMPLOYED 33% |® 20%of Inuit (25+) in the labour force e Heavy equipment operation; Culinary
% Inuit (age 25+) e 25% of employed Inuit (25+) e  Construction and mechanics
UNEMPLOYED 9% SANIRAJAK SANIRAJAK
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
58% 350 350 @ University diploma or
LABOUR FORCE degree at bachelor
SANIRAJAK t 300 200 iev.el or.above -
Age Profile 2016 to 2021 = E [n] U.nlveas;ty certificate or
. = =z diploma below
S 2 0 3 =0
1000 o o g = M College certificate or
o 200 M Not in the labour 8 200 diploma
5 800 T force wd . .
5 2 1 g 2 o
2 600 2 E
: . g s £ 1o P e
= = =]
g - 50 z
g 20 50 W No certificate, diploma
or degree
0 0
2016 Census 2021 Census 2016 Census 2021 Census 0
AGE GROUPS Data source: NILFA Report, August 2018. 2016 2021
Dota sources: NILFA Community Profiles database, December 2016, StatisticsCanads, 2021 Census. Data sources: StatisticsCanada, 2016 Censusand 2021 Census.
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Taloyoak

GN Employment in the Community

TRPS as of September 2023

TALOYOAK
POSITIONS 74 25 GN Employment by Skill Type
as of September 30, 2023

FILLED 54 yp 40

e [ Positions

5 35
% CAPACITY 73% = 3 \ =& filled Positions

E 25 = Uit EMployees
INUIT 33 g

& 20
% INUIT 61% g 15

E >
Inuit representation was g 10 T —
38% in positions involving o 5
university-level education;
88% involving college-level 0
studies; and 100% needing SKILLTYPE A SKILLTYPEB SKILLTYPE C SKILL TYPE D
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D

Regulated Occupations 45%

e 43% positions are
Regulated Professionals

e 1.3% are Regulated
Paraprofessionals

e 1.3% are Skilled Trades

Principal, Supervisor,
Instructor, Language
specialist, Nurse,
Social service worker,

Advisor, Licensed
practical nurse,
Outreach worker,
Plant operator,

Assistant, Clerk, Clerk
interpreter, Home
and community care
worker, Income

Caretaker, Custodian,
Facility maintainer,
Housekeeper, Janitor

Teacher Program officer

assistance worker,
Program assistant

Inuit Labour Force in the Community

LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021)

EDUCATIONAL ATTAINMENT AMONG INUIT

INUIT age 25+

At the time of the 2021 Census, GN employed

The top fields of post-secondary study were:

% Inuit Population 44% as indeterminate or term employees: e  Business and management
e 8% of all Inuit (25+) in the community e Construction and mechanics

EMPLOYED 37% |® 17%of Inuit (25+) in the labour force e  Education
% Inuit (age 25+) e 21% of employed Inuit (25+) e Heavy equipment operation
UNEMPLOYED 7% TALOYOAK TALOYOAK
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE . Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021

56/) 450 450 @ University diploma or

LABOUR FORCE

TALOYOAK
Age Profile 2016 to 2021
B0-14years
W 25-64 years

1524 years
W65+ years

1200

COMMUNITY POPULATION
g

2016 Census 2021 Census
AGE GROUPS

Duta sources: NILFACommunity Profiles dataiase, December 2016,
StatisticsCanads, 2016 Census and 2021 Censirs

400
E
= 350
2
E 300
O
z 250 M Not in the labour
T force
=
= 200 @ Unemployed
T
4 150
et mEmployed
5 100
2
=

(%)
o

o

2016 Census 2021 Census

Data source: NILFA Report, August 2018,
StatisticsCanads, 2021 Census.

degree at bachelor
level or above

8

O University certificate or
diploma below
bachelor level

w
0]
=]

g

B College certificate or
diploma

]
u
=]

@ Apprenticeship or
trades certificate

g

[y
u
=]

DO High school diploma or
equivalent

INUIT (25+) IN THE COMMUNITY

g

M No certificate, diploma
or degree

[5]
o

2016 2021

Data sources: Statistics Canada, 2016 Censusand 2021 Census.
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Whale Cove GN Employment in the Community

TRPS as of September 2023

WHALE COVE
POSITIONS 51 20 GN Employment by Skill Type
as of September 30, 2023
FILLED 28 %
w 25 [ Positions
% CAPACITY 55% | 2 —8—Filled Positions
E = Uit EMployees
INUIT 20 o
= 15
<
(73]
% INUIT 71% = .\
(e 10
. _ = \
Inwt.repref,ejntat-lon wa-s 3 c >—
50% in positions involving o
university-level education;
71% involving college-level 0
studies; and 100% needing SKILLTYPEA  SKILLTYPEB  SKILLTYPEC  SKILLTYPED
high school or less (university) (college) (high school) (no formal education)
TYPES OF GN JOBS SKILL TYPE A SKILL TYPE B SKILL TYPE C SKILL TYPE D
Regulated Occupations 36% |Principal, Supervisor, |Advisor, Licensed Assistant, Clerk, Clerk |Caretaker, Custodian,
e 33% positions are Instructor, Language |practical nurse, interpreter, Home Facility maintainer,
Regulated Professionals |specialist, Nurse, Outreach worker, and community care |Housekeeper, Janitor
e 1.8% are Regulated Social service worker, |Plant operator, worker, Income
Paraprofessionals Teacher Program officer, assistance worker,
e 1.8% are Skilled Trades Technician Program assistant
Inuit Labour Force in the Community
LABOUR FORCE STATUS OF INUIT age 25+ (Census 2021) EDUCATIONAL ATTAINMENT AMONG INUIT
INUIT age 25+ At the time of the 2021 Census, GN employed | The top fields of post-secondary study were:
o) . .
% Inuit Population 45% |as indeterminate or term employees: e Business and management
e 10% of all Inuit (25+) in the community |e  Physical and life sciences
EMPLOYED 46% |® 17% of Inuit (25+) in the labour force e Construction and mechanics
% Inuit (age 25+) e 21% of employed Inuit (25+) e Heavy equipment operation
UNEMPLOYED 10% WHALE COVE WHALE COVE
% Inuit (age 25+) Labour Force Status Highest Educational Attainment
NOT IN THE Inuit (age 25+) 2016 to 2021 Inuit (25+) 2016 to 2021
44% 250 250 @ University diploma or

LABOUR FORCE

degree at bachelor

level or above
WHALE COVE

Age Profile 2016 to 2021
D 0-14 years @ 15-24 years

O University certificate or
diploma below
bachelor level

W 2564 years W65+ years
M College certificate or

500 i

W Not in the labour diploma

force

o B Apprenticeship or

ElUnemployed trades certificate
300

BEmployed O High school diploma or
200 equivalent
100 M No certificate, diploma

or degree
0 0
0

2016 Census 2021 Census 2016Census 2021 Census
2016 2021

AGE GROUPS Data source: NILFA Report, August 2018.

Dot sources: NILFACommunity Profiles database, December 2015, StatisticsCanada, 2021 Census. Datw sources: StatisticsCanada, 2016 Censusand 2021 Census.
Seatistics Canada, 2016 Census and 2021 Census

g
g

[
o
=]

-

w1

=]

g

INUIT (25+) IN THE COMMUNITY
=
38

0
=]
INUIT (25+) IN THE COMMUNITY

COMMUNITY POPULATION
w
=}

MOVING WATERS CONSULTING DECENTRALIZATION REVIEW 124




Appendix Ill: Methodology
About Moving Waters Consulting

Services
Moving Waters Consulting provides strategic advice, facilitation, research, analysis, and professional
writing in areas that include:

e Strategy development and articulation

e Strategic human resource planning

e Organizational design

e Leadership assessment and development

e Design of adult learning programs in the workplace
e Program evaluation

Moving Waters Consulting Ltd. was established in 2012 by Stephanie Merrin, a former Principal of
consulting firm Oliver, Wyman Ltd. The company is incorporated in Ontario and registered in Nunavut
as an extra-territorial corporation.

Experience in Nunavut
Owner/Director Stephanie Merrin has provided strategic advice, consulting and writing services to the
Government of Nunavut through a variety of projects since 2010 including:

e Preparing a detailed analysis of the occupational and educational requirements of occupations
related to devolution in 2021-22;

e Drafting the GN-wide Master Inuit Employment Plan to 2023 in 2018-19;

e Preparing detailed analyses of the GN workforce and Nunavut’s Inuit labour force at territorial
and community levels to support Inuit employment planning in 2017-18;

e Developing the GN Human Resources Strategy 2014-2018 and 2019-2023; and

e Leading the GN’s 2011 Decentralization Review (as Oliver, Wyman project manager) and 2015
Operational Audit (as Consulting Matrix project manager).

Approach to the Decentralization Review

The Decentralization Review has been conducted by Moving Waters Consulting for the GN’s
Department of Executive and Intergovernmental Affairs. The aim of the review is to strengthen the
decentralization model, enhance supports for decentralized offices, and identify any options for
expanding GN employment opportunities in communities outside Iqaluit. The review includes:

e An historical review of decentralization information since 2012;

e An analysis of the territorial public service’s positions and workforce;

e An analysis of information about Nunavut’s labour force;

e An analysis of the role that new GN hiring policies may play in increasing the number of
positions outside lgaluit;

e Recommendations for strengthening the decentralization model; and

e Recommendations for expanding GN employment opportunities in communities outside Igaluit.
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The review is not expected to result in options or recommendations regarding specific GN
organizational structures, functions, occupations, or positions.

The Decentralization Review is designed to make use of available data and written information
provided by the GN and from the consultant’s research and analysis. Accordingly, this review does not
include consultation with departments and other public bodies on the current state and functioning of
decentralized offices.

Labour Market Analysis

The Decentralization Review includes an analysis of the territorial public service’s positions and
workforce and an analysis of information about Nunavut’s labour force. Similar analyses were
completed in 2018-19 and 2019-20 in support of Inuit employment planning. These analyses have been
updated and expanded in the Decentralization Review.

Analysis of the GN’s Positions and Workforce
Labour Market Demand in Nunavut’s Public Service

Labour market demand is the need that employers have for workers to produce goods or deliver
services. It can be assessed by looking at factors such as:

e The industries and sectors that are located in a geographic area;

e The size of the workforces in each industry or sector;

e The types of occupations that are growing or projected to grow in demand;

e The characteristics of the employers that may be competing for talent in a labour market;

e The types and numbers of jobs that a particular employer offers;

e The occupational and educational requirements of the jobs that a particular employer offers;
e Turnover rates;

e The potential for retirement within a particular employer’s workforce; and

e The types of jobs and/or locations that typically have high turnover or are difficult to fill.

Sources of Information for the Workforce Analysis

The GN reports on six employment categories: Executive, Senior Management, Middle Management,
Professional, Paraprofessional, and Administrative Support. Workforce statistics are summarized by
these broad employment categories in the GN’s Towards a Representative Public Service (TRPS)
reports, which are published quarterly.

The Government of Canada (GC) maintains a National Occupational Classification (NOC) system to
describe occupations or types of jobs in the Canadian labour market. Groups of occupations are based
on the type of work and the type of education or training (“skill type”) that is typically associated with
the work. The GN assigns a four-digit NOC code to each job as part of the job evaluation process.

The NOC codes are reported along with other information about positions and people in the GN’s
confidential internal Master Establishment Reports, which provide a snapshot of the public service
workforce at the end of each month. Our workforce analysis is based on these reports, with
adjustments to reflect employee status as per TRPS guidelines.
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The workforce analysis addresses trends over the 10-year period from 2013 to 2023 as well as the
current status of the GN’s positions and workforce. It makes use of data from multiple time periods:

e Historical TRPS reports as of March 2013, March 2018 and March 2023;
e The most recent TRPS report as of September 2023;

e The historical workforce analysis as of March 2013 and March 2018; and
e An updated workforce analysis as of September 2023.

Additional sources of information include:

e The GN’s Public Service Annual Reports, which are published annually; and

e The Nunavut Inuit Labour Force Analysis (NILFA) reports prepared between 2018 and 2023 by
Employment and Social Development Canada (ESDC), based on the 2016 Census, 2017
Aboriginal Peoples Survey (now the Indigenous Peoples Survey) and custom surveys.

Analysis of Nunavut’s Labour Market
The Supply of Inuit in Nunavut to Meet the GN’s Needs

Labour market supply is the potential pool of qualified and available workers that an employer can
access when there are jobs to be filled. The supply can be assessed by looking at factors such as:

e Population and population projections in a geography;

e Population age profiles;

e Graduation rates for high school and post-secondary education;

e The characteristics of the working age population, including education attainment, fields of
study or training, and languages spoken;

e The numbers in the working population that are employed or self-employed;

e The numbers in the working population that are unemployed and looking for work;

e The numbers in the working population that are not participating in the labour force and
looking for work;

e Mobility or willingness and availability of workers to move to where the jobs are located; and

e Demonstrated interest in the types of work available.

The Decentralization Review focuses on the supply of Inuit in Nunavut to meet the GN’s needs, as Inuit
comprise more than 85% of the population in communities outside lgaluit.

Sources of Information for the Inuit Labour Force Analysis

Statistics Canada conducts a national Census of Population every five years and a survey of Indigenous
peoples in each of the following years. ESDC makes use of this census and survey data in analyzing and
reporting on the characteristics of the Inuit labour market in Nunavut in NILFA reports.

The NILFA reports prepared between 2016 and 2020 relied on data from the 2016 Census, the 2017
Aboriginal Peoples Survey (now the Indigenous Peoples Survey), and custom surveys and stakeholder
engagement activities. The reports addressed the availability, preparedness and interest of Inuit
workers to meet the needs of government employers in Nunavut.
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Relevant data from the 2021 Census became available in late 2022. The Inuit labour force analysis
makes use of the NILFA reports and data from the 2021 Census to assess the supply of Inuit workers to
meet the specific needs of the GN for skilled and qualified employees throughout the territory.

Caution in Use of the 2021 Census Data

The 2021 Census was undertaken in May 2021, at a time when measures to prevent the spread of the
SARS-CoV-2 virus were still in place in many provinces and territories. In Nunavut, a Public Health
Emergency was in effect and public health measures limited in-person operations in government
offices, schools, child care facilities, non-profit organizations, and private businesses. Travel in and out
of Nunavut was restricted, and Nunavummiut were not permitted to work on site at mines.

Statistics Canada recognized that the ongoing SARS-CoV-2 pandemic was likely to have an impact on
the answers to some of the questions in the long-form Census survey, including those on labour force
status and education, as an elevated number of Canadians were working reduced hours or on
temporary layoff and some post-secondary students may have paused or deferred their studies.
Guidelines were provided to assist survey respondents in replying accurately to specific questions.

Statistics Canada reports ongoing efforts to improve engagement levels among Indigenous peoples and
to ensure that data products meet the information needs of Indigenous peoples. In past censuses, a
Statistics Canada employee would administer the questionnaire in person in the homes of respondents
in remote, northern and reserve communities. The collection strategy for the 2021 Census was
adapted to be a contactless process and independent responses were permitted in Indigenous and
northern communities for the first time in 2021.

Under the federal Statistics Act, all residents of Canada are legally required to complete a short- or
long-form census questionnaire, as per the invitation issued by Statistics Canada. The non-response
rate in Canada was 4.3% for the 2021 Census long-form questionnaire. This means that out of every
100 Canadians invited to complete the long-form questionnaire, more than four did not respond.

The non-response rate was much higher in all three territories, and highest in Nunavut at 21.9% —
three times higher than the non-response rate of 7.3% in the 2016 Census. This means that out of
every 100 Nunavut residents invited to complete the long-form questionnaire, 22 did not respond.

A low response rate on all or part of a census questionnaire may result in poor data quality. Published
census data undergoes automated and manual processes to ensure that Statistics Canada’s quality and
confidentiality standards are met. Statistics Canada notes any limitations to the published data and has
labelled 2021 Census data for Pangnirtung and Pond Inlet as “use with caution.”

Reporting on Community-Level Findings

The Decentralization Review has yielded community-level information about the public service and
Inuit labour market that is not readily available elsewhere. The main body of the report provides
commentary on trends in and outside Iqaluit, with some reference to community-level trends.
Appendix | includes detailed data on the GN’s positions and workforce for each community. One-page
Inuit Labour Force Profiles are provided for each community in Appendix II.
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Appendix IV: Glossary, Sources and References
Glossary of Acronyms and Terms

This report includes technical terminology and acronyms that are defined where first used. The
glossary summarizes these terms in alphabetical order for reference.

Acronyms and Short Forms

Government of Nunavut Public Bodies Other Acronyms and Short Forms

CGS  Community and Government Services ESDC Employment and Social Development Canada
CH Culture and Heritage GC Government of Canada

EDT Economic Development and Transportation ITK Inuit Tapiriit Kanatami

EIA Executive and Intergovernmental Affairs NAICS  North American Industry Classification
ENV Environment NGES Nunavut Government Employee Survey
FIN Finance NIC Nunavut Implementation Commission
FS Family Services NILFA Nunavut Inuit Labour Force Analysis
HEA  Health NOC National Occupational Classification

HR Human Resources NTI Nunavut Tunngavik Incorporated

JUS Justice NWHP  Nunavut-wide Hiring Policy (NWHP)
OLA  Office of the Legislative Assembly TRPS Towards a Representative Public Service
NAC  Nunavut Arctic College

NBCC Nunavut Business Credit Corporation 15+ Age 15 or over

NHC  Nunavut Housing Corporation 25+ Age 25 or over

QEC  Qullig Energy Corporation

Terms

Capacity: The GN uses the term capacity to refer to the proportion or per cent (%) of positions that are
filled by indeterminate or term employees. It does not include public officials, political staff,
Sivuligtiksat interns, casual employees, relief workers, and substitute teachers.

Decentralization: The term decentralization is usually applied to the transfer of certain decision-
making responsibilities from a central government to local governments or offices. Decentralization
policies tend to be politically motivated and concerned with power and decision-making authority.

Deconcentration: The term deconcentration applies to the distribution of government jobs outside the
capital. Deconcentration policies tend to be concerned with improving local service delivery, creating
local employment opportunities and stimulating local economic growth.

Employment Categories: The GN makes use of six broad groups or employment categories in reporting
statistics on the public service’s positions and workforce: Executive, Senior Management, Middle
Management, Professional, Paraprofessional, and Administrative Support. These employment
categories are unique to the GN.
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Full-time equivalent (FTE): An FTE is a unit for measuring the number of employees based on the
number of hours considered full-time. It takes into account the number of hours budgeted for each
position. Person-years (PYs) may also be used. For example, one employee working full time and one
employee working half time total 1.5 FTEs or 1.5 PYs.

Headcount: A unit for measuring the number of employees without taking into account the number of
hours budgeted for each position. For example, one employee working full time and one employee
working half time total 2 employees by headcount, but 1.5 FTEs or full-time equivalents.

Inuit employment: Inuit employment refers to the number of Nunavut Inuit that are indeterminate or
term employees of the GN, not including public officials, political staff, Sivuligtiksat interns, and other
workers not included in the GN’s definition of capacity, or filled positions.

Inuit representation or representation rate: Inuit representation refers to the proportion of
employees who are Inuit i.e., the per cent (%) of filled positions that are filled by Nunavut Inuit.

Job: The GN describes a job as either a unique position or a number of positions that are similar and
can be described by a single job description.

Labour force participation: Statistics Canada defines participants in the labour force as working age
(age 15 years or over) and employed full-time or part-time (including self-employed) or unemployed
and actively looking for work.

Labour market: The terms labour market refers to the interaction between the supply (number and
skills of persons available for work) and the demand (number and types of jobs available).

Labour market demand: Demand is the need that employers have for skilled workers to produce
goods or deliver services.

Labour market supply: Supply is the potential pool of qualified and available workers that an employer
can access when there are jobs to be filled.

Mobility: Geographic mobility refers to a population's movement from one location to other locations
over time.

National Occupational Classification (NOC) system: The National Occupational Classification (NOC) is
Canada’s national system for describing occupations. It uses a numerical code to describe the main
duties and typical educational requirements of all occupations in which Canadians are employed.

North American Industry Classification System (NAICS): Statistics Canada uses the North American
Industry Classification System (NAICS) to describe the industries in which Canadians are employed. The
government sector includes three types of industries: public administration (federal, provincial/
territorial and municipal); educational services; and health and social assistance.

Nunavut Inuit Labour Force Analysis (NILFA): Under the Nunavut Agreement, the Government of
Canada is obligated to analyze Nunavut’s Inuit labour force to support Inuit employment planning. The
Nunavut Inuit Labour Force Analysis (NILFA) reports prepared between 2016 and 2020 have provided
the GN with a detailed view of the availability, preparedness and interest of Inuit for government
employment.
]
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Occupation: An occupation is a group of jobs with common characteristics. For example, “registered
nurse” is an occupation and Community Health Nurse is a GN job.

Occupational categories and groups: Canada’s National Occupational Classification (NOC) system
identifies 10 broad occupational categories based on the type of work. These are sub-divided into
occupational groups. The GN assigns a NOC code to every job in the public service.

Position: The GN describes a position is one specific job that can be filled by an employee working full-
or part-time.

Public body: Nunavut’s Public Service Act (PSA) sets out statutory requirements for managing the
territory’s public service. The term public body applies to the entities identified in Schedule A of the
PSA, including all GN departments, Office of the Legislative Assembly, Nunavut Arctic College, Nunavut
Business Credit Corporation, Nunavut Housing Corporation, and Qullig Energy Corporation.

Regulated occupation: A regulated occupation is controlled by provincial or territorial (and sometimes
federal) law, and governed by a regulatory body that certifies, licenses or registers qualified individuals
to work in the occupation based on graduation from a specific post-secondary program and
completion of eligibility requirements (e.g., supervised work experience) set by the regulatory body.

Regulated paraprofessional: Regulated paraprofessionals typically require a college diploma in a
specific field of study (e.g., laboratory technologist, licensed practical nurse, ultrasonographer).

Regulated profession: A university degree in a specific field of study and supervised work experience
are typically among the requirements for a regulated profession (e.g., accountant, engineer, geologist,
lawyer, nurse, teacher).

Regulated trade: Skilled trades typically require trades training and apprenticeship or supervised work
experience (e.g., electrician, plumber, powerline technician, power plant superintendent).

Retirement potential: In the GN, eligibility for retirement begins at age 60 or 65 (depending on
whether or not an employee joined the pension plan before or after January 1, 2013) or when an
indeterminate GN employee is age is 55 or over and has at least 30 years of service. The term
retirement potential is used here because employees may choose whether or not to retire.

Skill type: Canada’s National Occupational Classification (NOC) system classifies occupations by skill
type, which is the amount and type of education, training or employment preparation that is typically
needed to enter and perform the duties of the occupation. The skill type is indicated in the NOC code
that the GN assigns to every public service job.

TRPS reports: The GN’s Towards a Representative Public Service (TRPS) reports provide a quarterly
view of public service employment.

Turnover: The GN defines annual staff turnover as the number of indeterminate or term employees
leaving or terminating their GN employment each fiscal year.

Working age population: Statistics Canada defines the working age population as individuals age 15
years or over (15+). The adult working age population is age 25 years or over (25+).
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Sources of Information

Adecco Group. Closing the gap: Pathways to a post-pandemic recovery in labour markets, 2022.

Adecco Group. Global Workforce of the Future: Unravelling the Talent Conundrum, 2022.
Adecco Group. Resetting Normal: Defining the New Era of Work, 2021.

Auditor General of Canada. Child and Family Services in Nunavut: Independent Auditor’s Report, 2023. Tabled
document 145-6(2), May 30, 2023.

Auditor General of Canada. Follow-up Audit on Corrections in Nunavut: Independent Auditor’s Report, 2021.
Tabled document 411-5(2), September 9, 2021.

Auditor General of Canada. Health Care Services — Nunavut, 2017. Tabled document 270-4(3), March 7, 2017.

Auditor General of Canada. Support for High School Students and Adult Learners: Independent Auditor’s Report,
2019. Tabled document 182-5(2), June 4, 2019.

Cambridge Econometrics. The economic burden of Long Covid in the UK, March 2024.
Conference Board of Canada. The Labour Market of Tomorrow, 2022.
Conference Board of Canada. Under Pressure: Tight Labour Markets Are Driving Major Change, 2022.

Conference Board of Canada. Working Together: Indigenous Recruitment and Retention in Remote Canada,
2019.

Conference Board of Canada. Workplaces for the Future: A Playbook for Municipal Leaders on Exploring Remote,
Hybrid, and On-Site Models, 2021.

Employment and Social Development Canada. Nunavut Inuit Labour Force Analysis (NILFA) reports. Available
from the Department of Human Resources.

Globe & Mail. “Boomerang employees, LinkedIn influencers and a dwindling 9-5: Workplace trends to watch in
2023

referring to FinancesOnline.12 Workplace Trends for 2022/2023:
New Predictions & What Lies Beyond?

Globe & Mail. “Co-working spaces operated by federal government in Ottawa suburbs grow in popularity,”
October 30, 2022.

Government of Canada. “A modern workplace for the new public service”

Government of Nunavut. Aging with Dignity: Elders and Seniors Strategy, 2024. Tabled document 257-6(2),
March 7, 2024.
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https://www.adeccogroup.com/future-of-work/latest-research/pathways-to-a-post-pandemic-recovery-in-labour-markets/
https://www.adeccogroup.com/future-of-work/latest-research/pathways-to-a-post-pandemic-recovery-in-labour-markets/
https://www.adeccogroup.com/global-workforce-of-the-future-research/
https://www.adeccogroup.com/future-of-work/latest-research/resetting-normal-2021/
https://www.adeccogroup.com/future-of-work/latest-research/resetting-normal-2021/
https://www.camecon.com/macroeconomic-impact-long-covid-uk/
https://www.conferenceboard.ca/e-library/abstract.aspx?did=11836
https://www.conferenceboard.ca/e-library/abstract.aspx?did=11836
https://www.conferenceboard.ca/e-library/abstract.aspx?did=11669
https://www.conferenceboard.ca/e-library/abstract.aspx?did=10121
https://www.conferenceboard.ca/e-library/abstract.aspx?did=11349
https://www.theglobeandmail.com/business/careers/article-boomerang-employees-linkedin-influencers-and-a-dwindling-9-5-workplace/
https://www.theglobeandmail.com/business/careers/article-boomerang-employees-linkedin-influencers-and-a-dwindling-9-5-workplace/
https://financesonline.com/workplace-trends/
https://www.theglobeandmail.com/business/article-co-working-office-spaces-government/
https://www.tpsgc-pwgsc.gc.ca/biens-property/mt-wp/mt-wp-eng.html
https://www.tpsgc-pwgsc.gc.ca/biens-property/mt-wp/mt-wp-eng.html

Government of Nunavut. Aging with Dignity: What We Heard, Regional Elders Gatherings for Nunavut Elders
Strategy, 2024. Tabled document 256-6(2), March 7, 2024.

Government of Nunavut. Business Plan 2024-2027, 2024.

Government of Nunavut. Decentralization Action Plan: Strengthening Our Commitment to Servicing
Nunavummiut, Tabled document 204-3(3), June 5, 2012.

Government of Nunavut. Fiscal and Economic Indicators 2024-25, 2024.

Government of Nunavut. Human Resources Manual.

Government of Nunavut. Human Resource Strategy 2019-2023, 2020.

Government of Nunavut. llagiitsiarniq Family Wellness Strategic Framework. Tabled document 230-6(2),

February 23, 2024.

Government of Nunavut. lvigtippalliajut: In the Process of Falling into Place. Tabled document 080-5(2),
November 1, 2018.

Government of Nunavut. Mine Training Strategy, 2023. Tabled document 251-6(2), March 1, 2024.

Government of Nunavut. Master Inuit Employment Plan to 2023, 2019.

Government of Nunavut. Nunavut-wide Hiring Policy, 2023.

Government of Nunavut. Public Service Annual Reports.

Government of Nunavut. Remote Hiring Policy, 2023.

Government of Nunavut. Roadmap to Strengthen the Nunavut Nursing Workforce, 2022.

Government of Nunavut. Towards a Representative Public Service.

Jack Hicks and Graham White. Made in Nunavut: An Experiment in Decentralized Government. Vancouver: UBC

Press, 2015.

Mercer. Global Talent Trends 2022 Study: Rise of the relatable organization, 2022.

Mercer and World Economic Forum. Resetting the Future of Work Agenda: Disruption and Renewal in a Post-
COVID World, 2021.
Mining Industry Human Resources Council. Inuit Workforce Barriers Strategy (IWBS) Study, 2018.
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https://www.gov.nu.ca/en/department-finance/business-plans
https://www.gov.nu.ca/en/department-finance/business-plans
https://www.gov.nu.ca/en/department-finance/budget-2024-25
https://www.gov.nu.ca/en/department-finance/budget-2024-25
https://www.gov.nu.ca/en/department-human-resources/human-resources-manual-hrm
https://www.gov.nu.ca/en/department-human-resources/human-resources-manual-hrm
https://www.gov.nu.ca/en/department-human-resources/human-resource-strategy
https://www.gov.nu.ca/en/department-human-resources/human-resource-strategy
https://www.gov.nu.ca/en/department-human-resources/inuit-employment-planning
https://www.gov.nu.ca/en/department-human-resources/inuit-employment-planning
https://www.gov.nu.ca/en/department-human-resources/policies
https://www.gov.nu.ca/en/department-human-resources/policies
https://www.gov.nu.ca/en/department-human-resources/public-service-annual-reports
https://www.gov.nu.ca/en/department-human-resources/public-service-annual-reports
https://www.gov.nu.ca/en/department-human-resources/policies
https://www.gov.nu.ca/en/department-human-resources/policies
https://www.gov.nu.ca/en/newsroom/government-nunavut-maps-out-next-five-years-nursing-2022-02-09
https://www.gov.nu.ca/en/department-human-resources/inuit-employment-statistics
https://www.gov.nu.ca/en/department-human-resources/inuit-employment-statistics
https://www.mercer.ca/en/our-thinking/career/global-talent-hr-trends.html
https://www.weforum.org/whitepapers/resetting-the-future-of-work-agenda-disruption-and-renewal-in-a-post-covid-world/
https://www.weforum.org/whitepapers/resetting-the-future-of-work-agenda-disruption-and-renewal-in-a-post-covid-world/

Nunavut Implementation Commission. Footprints in New Snow, 1995.
Nunavut Implementation Commission. Footprints 2, 1996.

Millenium Partners. Building Nunavut Through Decentralization, 2002.
North Sky Consulting. Qanukkanniq — The GN Report Card, 2009.

Nunavut Arctic College. Annual Reports. Tabled documents available at

Oliver, Wyman. A Functional Review of Decentralization, Government of Nunavut, 2011.

Pauktuutit Inuit Women of Canada. Angiqatigik — Breaking Barriers, Creating Opportunities, 2017.

Resolution Foundation. A U-shaped legacy: Taking stock of trends in economic inactivity, March 2024.

Robert Half Talent Solutions. “Employment Trends”
accessed Nov. 28, 2022

”

Scotiabank. “Numbers That Cannot Be Ignored: Exploring Disability and Labour Force Participation In Canada,
November 2022.

Statistics Canada. 2021 Census of Population — Data Products.

Statistics Canada. 2021 Census of Population. Nunavut [Territory] (table). Indigenous Population Profile.
Statistics Canada Catalogue no. 98-510-X2021001. Ottawa. Released June 21, 2023.

Statistics Canada. Are Canadians satisfied with their jobs? 2024.

Statistics Canada. The Daily: Canadian Survey on Disability 2017 to 2022, December 2023.

Statistics Canada. The Daily: Canada faces record retirements from an aging labour force, April 2022.

Statistics Canada. The Daily: Experiences of Canadians with long-term symptoms following COVID-19, December
2023.

Statistics Canada. The Daily: Labour Force Survey, February 2024.

US National Center for Health Statistics. Household Pulse Survey, March 2024.
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https://www.assembly.nu.ca/tabled-documents
https://www.assembly.nu.ca/tabled-documents
https://pauktuutit.ca/project/angiqatigik-breaking-barriers-creating-opportunities/
https://www.resolutionfoundation.org/publications/a-u-shaped-legacy/
https://www.roberthalf.ca/en/employment-trends-demand-for-skilled-talent
https://www.roberthalf.ca/en/employment-trends-demand-for-skilled-talent
https://www.scotiabank.com/ca/en/about/economics/economics-publications/post.other-publications.insights-views.disabilities-and-labour-markets--november-30--2022-.html
https://www.scotiabank.com/ca/en/about/economics/economics-publications/post.other-publications.insights-views.disabilities-and-labour-markets--november-30--2022-.html
https://www12.statcan.gc.ca/census-recensement/2021/dp-pd/index-eng.cfm
https://www12.statcan.gc.ca/census-recensement/2021/dp-pd/index-eng.cfm
https://www12.statcan.gc.ca/census-recensement/2021/dp-pd/ipp-ppa/index.cfm?Lang=E
https://www.statcan.gc.ca/o1/en/plus/5332-are-canadians-satisfied-their-jobs
https://www.statcan.gc.ca/o1/en/plus/5332-are-canadians-satisfied-their-jobs
https://www150.statcan.gc.ca/n1/daily-quotidien/231201/dq231201b-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/220427/dq220427a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/231208/dq231208a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/230830/dq230830a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/230830/dq230830a-eng.htm
https://www.cdc.gov/nchs/covid19/pulse/long-covid.htm
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