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>>Committee commenced at 9:03 

 

Chairman: Good morning, everyone. I would 

like to call our committee meeting to order. Just 

before we begin I would like to ask Ms. Quassa 

to lead us in prayer to start our day off. Thank 

you. 

 

>>Prayer 

 

Chairman: Welcome, everybody. We started 

yesterday with the Standing Committee on 

Government Operations and Public Accounts. 

With us before the Office of the Auditor 

General report on Family Services. 

 

Before I begin I would like to congratulate our 

Member of Parliament, Lori Idlout, on her 

re- election. I think it’s very exciting times in 

the political field. I would also like to thank 

Kilikvak Kabloona and James Arreak for 

putting their names forward. It’s not an easy 

profession, as some of us can attest to, and I 

really thank Lori and Kilikvak and James on 

running. 

 

I would also like to congratulate North of North 

on the season 2 renewal. I saw that yesterday. 

It’s a very fun series. If you haven’t had a 

chance to watch it yet, stream it on Netflix and 

CBC, to throw a little plug out there for them. 

It’s a very, very fun show, especially when you 

know some of the characters in there. 

 

ᑰᓪᐱ ᐅ'ᑖᓄᓪ, ᑐᑭᒧᐊᒃᑎᑦᑎᔨ ᓄᑕᖅᑲᓄᑦ ᐃᓚᒌᓄᓪᓗ 

ᐱᔨᑦᑎᕋᖅᑎᒃᑯᓐᓄᑦ, ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᕝᕕᖓᓐᓂᑦ 

ᐃᐊᓪᒪ ᐸᐅᕗ, ᒥᓂᔅᑕᐅᑉ ᑐᒡᓕᐊ, 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ 

ᔮᑭ ᐳᕋᐃᔅ, ᐊᖓᔪᖅᑳᖅ, ᓄᓇᕗᒻᒥ ᓯᓚᑦᑐᖅᓴᕐᕕᒃ 

ᐱᕐᓇᑏᓐ ᕌᔪᔅ, ᒥᓂᔅᑕᐅᑉ ᑐᒡᓕᐊᑕ ᐃᑲᔪᖅᑎᖓ, 

ᖃᓄᐃᙱᑦᑎᐊᖅᑐᓕᕆᔨᒃᑯᑦ, ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑲᐃᐅᓪ ᓰᓕ, ᒥᓂᔅᑕᐅᑉ ᑐᒡᓕᐊ, ᐃᖏᕐᕋᔪᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐊᐅᓚᔪᓐᓇᐅᑎᓕᕆᔨᒃᑯᓐᓄᓪᓗ ᓄᓇᕗᒻᒥ 

 
>>ᑲᑎᒪᓯᒋᐊᖅᑐᑦ 9:03 

 
ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᓪᓛᒃᑯᑦ. ᑲᑎᒪᓂᖅ 

ᐱᒋᐊᖁᓕᖅᑕᕋ. ᐱᒋᐊᓪᓚᕆᓚᐅᙱᓐᓂᓐᓂ, ᒥᔅ ᖁᐊᓴ, 

ᑐᔅᓯᐊᕈᔾᔨᒍᓐᓇᖅᑲᑦ. 

 

>>ᑐᒃᓯᐊᖅᑐᑦ 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐃᑉᐸᖅᓴᖅ ᑕᐃᒪ 

ᐱᔭᕇᓚᐅᕋᑦᑕ ᒐᕙᒪᒃᑯᑦ ᑲᑎᒪᔨᕋᓛᖏᑦ ᒪᓕᒐᓕᐅᕐᕕᐅᑉ 

ᓇᐅᑦᑎᖅᑐᖅᑎᐅᔪᑦ ᒐᕙᒪᒃᑯᑦ ᐊᐅᓚᓂᖏᓐᓄᑦ 

ᑮᓇᐅᔭᖅᑎᖁᑎᖏᓐᓄᓪᓗ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓕᕆᑎᓪᓗᑕ. 

 

ᒫᓐᓇ ᒪᓕᒐᓕᐅᖅᑎᕐᔪᐊᕗᑦ, ᓘᕆ ᐃᓪᓚᐅᑦ 

ᐅᐱᒋᑲᐃᓐᓇᕈᒪᒐᒃᑯ, ᖁᕕᐊᒋᑲᐃᓐᓇᕈᒪᒐᒃᑯ 

ᓂᕈᐊᖅᑕᐅᓯᒪᕕᐅᔪᓂ ᑕᐅᓇᓂ.  

ᐊᓕᐊᓇᐃᑦᑐᐊᓘᕙᓪᓚᐃᒻᒪᑦ ᐊᒻᒪ ᑭᐊᕋᓐ ᖃᑉᓗᓈᖅ, 

ᑭᓕᕝᕙᒃ ᖃᑉᓗᓈᖅ, ᔭᐃᒥᔅ ᐋᕆᐊᒃ ᖁᔭᓐᓇᒦᕈᒪᒻᒥᔮᒃᑲᒃ 

ᓂᕈᐊᒐᔅᓴᐅᒐᓱᓚᐅᕐᖓᑕ. ᐱᔭᕆᐊᑐᔪᐊᓘᒻᒪᑦ ᑕᒪᓐᓇ 

ᖃᐅᔨᒪᒐᑦᑎᒍᑦ. ᖁᔭᓐᓇᒦᒃ ᑭᓕᕝᕙᒃᑯᒃ ᔭᐃᒥᔅᑯᒃ 

ᓂᕈᐊᕋᔅᓴᐅᓚᐅᕐᖓᑎᒃ ᖁᔭᓐᓇᒦᖅᑲᒃᑲᒃ. 

 

North of North ᐱᒋᐊᒃᑲᓐᓂᓛᓕᕐᒥᒻᒪᑦ. ᐃᑉᐸᔅᓴᖅ 

ᑕᑯᔅᓴᐅᓚᐅᕐᒪᑦ. ᖁᕕᐊᓇᓪᓚᕆᒻᒪᑦ 

ᑕᑯᓐᓇᓚᐅᖅᓯᒪᓐᓂᙱᒃᑯᔅᓯᐅᒃ. Netflixᒃᑯᑦ, CBCᒃᑯᓪᓗ 

ᑕᑯᓐᓈᕋᔅᓴᐅᔪᑦ. ᖃᐅᔨᒪᓪᓗᒋᑦ ᑕᐃᒃᑯᐃ ᐃᓚᖏᑦ 

ᖁᕕᐊᓇᓪᓚᕆᑦᑐᑦ. ᐃᑉᐸᔅᓴᖅ ᐱᔭᕇᕐᕕᒋᓚᐅᖅᑕᑎᓐᓂᒃ 

ᑲᔪᓯᒋᐊᕐᓂᐊᕋᑦᑕ ᒥᔅᑕ ᓯᒪᐃᓚᒃ ᐊᐱᖅᓱᑎᓪᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ.  

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᐅᓪᓗᒃᑯᑦ ᐃᓘᓐᓇᓯ. 

ᐅᓪᓗᖃᑦᑎᐊᕋᓱᑦᑕ.  

 

ᐃᒃᓯᕙᐅᑖᖅ, ᐅᑎᕆᐊᕐᕕᖃᕈᒪᔪᖓ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 

ᒪᑐᐃᖅᓯᒍᑎᒋᓚᐅᖅᑕᖏᓐᓂᒃᑲᓐᓂᖅ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ 
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With that, we will pick up where we left off 

yesterday with a line of questioning from Mr. 

Simailak. Thank you. 

 

Mr. Simailak (interpretation): Thank you, Mr. 

Chairman. (interpretation ends) Let’s have a 

great day here. 

 

Mr. Chair, I would like to go back to Family 

Services and regarding their opening comments 

again. A bit of information for clarification. On 

page 6 of the hoping comments, Mr. Chair, 

towards the bottom there is a partnership and 

collaboration with Nunavut Arctic College that 

I am looking for some information on. In there 

it says: 

 

“The department is strengthening employment 

pathways for Inuit graduates of Nunavut Arctic 

College social services worker program which 

is central to this work. We are expanding our 

collaboration with the college to offer 

accessible and meaningful career pathways in 

the Department of Family Services. This 

includes more mentorships and targeted 

development opportunities.” 

 

First question to the Family Services. Once the 

students graduate from this program, does the 

graduation requirements meet the minimum 

requirements for the positions they are training 

for? I believe in the past there were some 

programs offered at the college that did not 

meet certain positions in the Government of 

Nunavut that they were supposed to be training 

for, which is why I’m asking about this 

question right now. Thank you, Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, to a large extent, yes, the curriculum 

at the college does meet the minimum 

standards of employment with Department of 

Family Services as a community social services 

worker. I would say that, given the nature of 

ᓇᓗᓇᐃᖅᑕᐅᒋᐊᑦᑎᐊᖁᔨᓪᓗᖓ ᒪᑉᐱᖅᑐᒐᖓᓂ 6ᖓᓂ 

ᒪᑐᐃᖅᓯᒍᑎᖏᓐᓂ ᐊᑎᕈᔪᐊᓂ. ᑕᐅᓇᓂ 

ᑲᑐᔾᔨᖃᑎᒌᓐᓂᒧᒡᒎᖅ ᐱᓕᕆᖃᑎᖃᕐᓂᐊᕐᖓᑕ ᓄᓇᕗᑦ 

ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓐᓂᒃ. ᑕᕝᕙᓂ ᐅᖃᖅᓯᒪᒻᒪᑦ:  

 

“ᐱᓕᕆᕕᖓᒎᖅ ᓴᙱᓕᖅᑎᑦᑎᒋᐊᕋᓱᑦᑐᖅ 

ᐃᖅᑲᓇᐃᔮᖅᑖᖅᑎᑦᑎᒐᓱᐊᕐᓂᕐᒧᑦ ᐱᔭᕇᖃᑦᑕᖅᑐᓄᑦ 

ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᔪᓄᑦ. ᑕᐃᒪ 

ᐊᖏᓪᓕᒋᐊᕋᓱᑦᑕᕗᑦ ᑲᑐᔾᔨᖃᑎᖃᑎᖃᕐᓂᕆᕙᑦᑕᕗᑦ 

ᓯᓚᑦᑐᓴᕐᕕᑯᓐᓂ. ᐃᓯᕋᔅᓴᐅᔪᓂᒃ ᐊᑑᑎᖃᖅᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔮᖅᑖᐸᓪᓕᐊᒍᓐᓇᓂᐊᕐᖓᑕ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. 

ᐃᖅᑲᓇᐃᔭᖅᑕᐅᑎᒋᔪᓂᒃ ᐊᔪᕆᖅᓯᐅᔾᔭᐅᖃᑦᑕᕐᓗᑎᒃ.” 

 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐊᐱᕆᒍᒪᔪᖓ. ᑕᐃᒃᑯᐊᓕ 

ᐃᓕᓐᓂᐊᖅᑏᑦ ᐱᔭᕇᖅᑲᑕ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᓂᕐᒥᒃ 

ᑕᐃᒃᑯᐊ ᐱᔭᕇᕐᓂᕆᔭᖏᑦ ᓈᒻᒪᖃᑦᑕᖅᑲᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔮᖁᑎᖏᓐᓄᑦ ᐃᓕᓐᓂᐊᖅᑕᖏᓐᓄᑦ? ᐅᐊᑦᑎᐊᕈ 

ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᐃᓕᓐᓂᐊᖅᑐᖃᖃᑦᑕᓚᐅᖅᓯᒪᒻᒪᑦ 

ᐃᖅᑲᓇᐃᔭᓕᕈᑕᐅᒍᓐᓇᙱᑦᑐᓂᒃ ᓄᓇᕗᑦ ᒐᕙᒪᖓᓂ 

ᐃᓕᓐᓂᐊᕋᓗᐊᖅᑐᑎᒃ, ᐃᖅᑲᓇᐃᔭᕆᐅᖅᓴᓂᕐᒥᒃ. ᑕᐃᒪ 

ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᖅᑳᖅᑕᕋ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ’, 

ᐊᖏᖅᑕᐃᓐᓇᕈᔪᒐ ᐊᐱᖅᑯᑎᖓ. ᓯᓚᑦᑐᓴᕐᕕᒻᒥ 

ᓈᒻᒪᑦᑐᓂᒃ ᐃᓕᓐᓂᐊᑎᑦᑎᖃᑦᑕᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᓈᒻᒪᒋᔭᐅᒍᓐᓇᖅᑐᓂᒃ ᐃᓄᓕᕆᔨᐅᑉ ᐃᖅᑲᓇᐃᔮᖓᓄᑦ. 

ᐃᖅᑲᓇᐃᔮᕗᑦ ᐃᓛᒃ ᐃᓱᒪᒋᓪᓗᒍ ᖃᓄᐃᑦᑑᓂᖓ 

ᐊᔪᕈᓐᓃᖅᓴᖃᑦᑕᕆᐊᖃᕐᖓᑕ ᐃᖅᑲᓇᐃᔭᖅᓯᓐᓈᑦ 

ᐃᖅᑲᓇᐃᔭᕆᐊᕋᑖᕐᓂᖏᓐᓂ. ᒪᓕᒐᕐᓂᐊᖅᑐᓂᒃ ᑕᐃᒫᒃ 

ᐃᓕᓐᓂᐊᓲᖑᒻᒪᑕ ᐊᕐᕌᒍᓕᒫᖅ ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᓯᓐᓈᑦ 

ᐃᓕᓴᑲᐃᓐᓇᓚᐅᖅᑐᑎᒃ ᒪᓕᒐᕐᓂᐊᖅᑎᕈᓪᓚᕆᓲᖑᒻᒪᑕ. 

ᑕᐃᒫᒃ ᑕᒪᓐᓇ ᐋᖅᑭᔅᓯᒪᔪᖅ, ᑕᐃᒪᐃᓕᐅᖅᓯᒪᔪᖅ, 

ᒪᑐᐃᖅᓯᒍᑎᒋᖅᑲᐅᔭᖏᓐᓂ ᓯᓚᑦᑐᓴᕐᕕᒻᒥᒃ 

ᐱᓕᕆᖃᑎᖃᕐᓗᑎᒃ ᐊᖅᑯᓯᐅᕆᓗᑎᒃ 

ᑲᔪᓯᑦᑎᐊᕈᑎᒋᔪᓐᓇᖅᑕᖏᓐᓂᒃ ᓯᓚᑦᑐᓴᕐᕕᒻᒥ 

ᐱᔭᕇᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᔪᐃᑦ ᐊᒻᒪ ᓯᓚᑦᑐᓴᕐᕕᒻᒥ 

ᐃᓕᓐᓂᐊᕈᑎᒥᓂᖅᑖᕋᓱᐊᖅᑐᐃᑦ. ᐃᖅᑲᓇᐃᔭᑦᑕᐅᑎᒋᔪᒧᑦ 

ᒪᓕᒐᓱᐊᖃᑦᑕᕐᓗᑎᒃ ᐊᔪᕆᖅᓯᐅᔾᔭᐅᖃᑦᑕᕐᓗᑎᒃ. ᐊᒻᒪ 

ᐃᒃᓯᕙᐅᑖᖅ, ᒥᔅ ᕌᔾᔪᔅ ᐅᓇ ᐃᓚᒋᐊᕈᓐᓇᒐᓪᓚᐃᒻᒪᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ, 

ᑲᔪᓯᒋᐊᕆᑦ. 
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our work, Mr. Chair, we recognize that there 

are practical skills that need to be gained when 

they come into the work. It’s akin, I would say, 

to legal education, where you finish your law 

degree and then for about a year or so you need 

that practical experience before you can take on 

the full scope of being a lawyer. So similarly, 

this is where this language comes in the 

opening statements with respect to working 

with the college, recognizing that we need to 

create pathways to success for the college 

graduates of the social work degree and 

diploma program to ensure that they can come 

on line. They receive monitorship. They receive 

the tools and supports to ensure that they are 

successful. And Mr. Chair, if you will allow, I 

think Ms. Rogers can further elaborate, if the 

committee wishes. Thank you, Mr. Chair. 

 

Chairman: Thank you. Please proceed, Ms. 

Rogers. 

 

Ms. Rogers: Good morning, everyone. I didn’t 

think I was going to start right away. One of the 

things that I noticed when I first started with 

Family Services was we needed to do some 

work in terms of supervision, so practice 

supervision. Even for our seasoned social 

workers that have child protection experience, I 

have noticed in the past year that we’ve had 

some critical injuries that have happened that 

when we investigated and delve in more, there 

were new graduates that weren’t necessarily 

given the appropriate supervision. And that 

worries me. 

 

So what we did was we had conversations with 

our colleagues at Arctic College as well as HR, 

Human Resources, to develop a plan that is 

mindful of the need to provide extra support 

while not taxing the front line, while we’re 

trying to fix things. One of the areas that we 

looked at was maybe we need to have just 

supervision for those students that are coming 

out. We didn’t want to say we can’t hire you 

because you don’t have child protection 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᐅᓪᓛᒃᑯᑦ. 

ᐱᒋᐊᑦᑕᐅᑎᒋᓂᐊᖅᑐᒋᖅᑲᐅᙱᒃᑲᓗᐊᖅᑐᖓ. ᐃᓚᖓ 

ᖃᐅᔨᔪᔭᕋ ᐱᒋᐊᕋᑖᖅᑎᓪᓗᖓ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. 

ᐱᓕᕆᒋᐊᖃᕋᑦᑕ ᖃᐅᔨᒪᔪᔪᒍᑦ ᐊᖏᔪᖅᑳᖑᓂᕐᒥᒃ 

ᐊᐅᓚᑦᑎᔨᐅᓂᕐᒥᒃ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᒋᐊᖃᕐᖓᑕ. 

ᐃᓄᓕᕆᔩᑦ ᓱᕈᓯᕐᒥᒃ ᐸᖅᑭᑦᑎᓂᕐᒥᒃ 

ᖃᐅᔨᒪᒐᓗᐊᖅᑎᓪᓗᒋᑦ, ᐊᕐᕌᒍᒥ ᐊᓂᒍᖅᓯᒪᔪᒥ 

ᐋᓐᓂᖅᑐᖃᓪᓚᕆᖃᑦᑕᖅᓯᒪᒻᒪᑦ ᓱᕈᓯᕐᓂᒃ, 

ᖃᐅᔨᓴᕋᑦᑎᒍᓗ ᓄᑖᓂᒃ ᑕᐃᒪ ᐱᔭᕇᖅᑐᖃᕐᓂᕋᓗᐊᕐᖓᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᑎᒃ ᐊᖓᔪᖅᑳᖃᑦᑎᐊᓂᙱᒻᒪᑕᒎᖅ 

ᐃᓱᒫᓗᓇᕆᔪᒐᒃᑯᓗ.  

 

ᓯᓚᑦᑐᓴᕐᕕᑦᑕᐅᖅ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓪᓗ 

ᐸᕐᓇᐅᑎᓕᐅᕆᐊᓖᑦ ᖃᐅᔨᒪᔾᔪᑕᐅᓂᐊᖅᑐᓂᒃ 

ᐃᑲᔪᖅᓯᖅᑕᐅᒃᑲᓐᓂᕆᐊᖃᕐᖓᑕ 

ᐃᖅᑲᓇᐃᔭᓕᕋᑖᖅᑎᓪᓗᒋᑦ, ᐃᓚᖓ ᑕᐃᒪ 

ᕿᒥᕐᕈᐊᔪᔭᕗᑦ. ᐃᒪᓐᓇᖃᐃ ᐊᔪᕆᖅᓯᐅᔾᔨᔨᖃᖅᑲᑕ 

ᐊᖓᔪᖅᑳᖃᖃᑦᑕᖅᑲᑕ ᐃᓕᓐᓂᐊᖅᑏᑦ ᐱᔭᕇᕋᑖᖅᑐᐃᑦ. 

ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᕈᓐᓇᙱᑦᑐᑎᒃ ᓱᕈᓯᕐᓂᒃ 

ᓴᐳᒻᒥᑦᑎᓚᐅᖅᓯᒪᙱᓐᓇᕕᑦ ᐅᖃᖃᑦᑕᕈᓐᓇᕈᒪᙱᓇᑦᑕ 

ᑕᐃᒫᒃ. ᑕᐃᒫᓪᓗ ᐃᖅᑲᓇᐃᔮᖅᑕᖃᓲᖑᒻᒪᑦ 

ᐱᔭᕇᕋᑖᒥᓂᐅᔪᓄᑦ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᓂᕐᒥᒃ. 

 

ᑕᐃᒃᑯᐊ ᖁᕝᕙᐸᓪᓕᐊᑎᑕᐅᒍᓐᓇᕋᔭᕐᖓᑕ 

ᐃᓄᓕᕆᔨᕈᓪᓚᕆᑦᑎᑕᐅᓕᕐᓗᑎᒃ ᓄᓇᓕᒻᒥ. ᖃᐅᔨᒪᔪᖓ 

ᐱᔭᕇᕋᒪᓕ ᓯᓚᑦᑐᓴᕐᕕᔾᔪᐊᒥ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᓪᓗᖓ 

ᖁᕕᐊᓱᓚᐅᖅᓯᒪᔪᖓ ᐃᖅᑲᓇᐃᔭᕆᐊᒃᓴᖅ ᑭᓯᐊᓂ 

ᖁᒃᓴᓱᕈᓘᔭᖃᑦᑕᓚᐅᖅᓯᒪᔪᖓ ᐅᐊᑦᑎᐊᕈᑲᓪᓚᐅᔪᒻᒪᑦ 

ᐃᓛᒃ. ᐊᒻᒪ ᐃᓄᓕᕆᔨᓂ ᐃᖅᑲᓇᐃᔭᓚᐅᖅᓯᒪᓇᖓ. 

ᐃᑲᔪᒐᐃᓪᓗ ᖃᓄᖅ ᐃᑲᔪᖃᑦᑕᓂᐊᕐᒪᖔᒃᑭᑦ ᐊᒻᒪ 

ᓄᖅᑲᖓᑎᑦᑎᔨᐅᒍᒪᔪᙱᓐᓇᒪ. 

 

ᒫᓐᓇ ᐱᓕᕆᑦᑎᐊᕐᒪᖔᑦᑕ ᖃᐅᔨᒪᒐᓱᐊᕈᒪᔪᒍᑦ 

ᑲᔪᓰᓐᓇᕈᓐᓇᖅᑐᒥᒃ ᓄᖅᑲᕐᓂᐅᓴᙱᓪᓗᑎᒃ. ᐃᓛᓐᓂᒃᑯᑦ 

ᐃᓛᒃ ᐱᕙᓪᓕᐊᔪᑎᒍᑦ ᐅᓂᒃᑳᕆᔭᐅᑲᒻᒪᓪᓚᕆᑉᐸᑲᑦᑕ. 

ᐃᓯᖁᔭᕋᓗᐊᕗᑦ ᑕᑯᔭᖅᑐᕐᓗᒋᑦ ᐃᑲᔪᖅᓯᖅᑕᐅᖃᑦᑕᕐᖓᑕ 

ᖃᐅᔨᒪᓂᐊᕐᖓᑕ. ᐃᓛᒃ ᐱᔭᕆᐊᑐᔫᒐᓗᐊᖅ 

ᑲᑐᔾᔨᖃᑎᒋᓕᕐᓂᕆᓯᒪᔭᕗᑦ ᑖᓐᓇ 

ᑲᔪᓰᓐᓇᖅᑎᒐᔅᓴᐅᓂᐊᖅᐸᓪᓚᐃᔪᖅ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᕌᔾᔪᔅ. ᒥᔅᑕ 

ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

ᖁᔭᓐᓇᒦᓪᓗ ᑭᐅᒻᒫᖓ.  
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experience. So that’s the pathway that we’re 

moving towards. 

 

There’s the ability to develop positions that are 

for junior social workers that have the diploma 

criteria or qualifications, and then they will be 

able to be laddered into full scope CSSW or 

community social services workers. I know 

when I graduated with my bachelor of social 

work I was excited to go into the work force, 

but I was also nervous. I didn’t have experience 

and it was back, way back, because I’m a little 

old. I didn’t have that clinical oversight and I 

was nervous about how I was interacting with 

clients. I was nervous about practice. I was 

nervous about my own liability. And I don’t 

want that for our Inuit social workers that are 

coming out. 

 

I want to make sure that we’re doing things 

right and doing it in a sustainable way that will 

keep them with us, and will engage them 

because we’re getting some pretty bad press. 

Everyone knows. Everyone is concerned about 

our practice. I want them to come in and see 

that we are there and we are supporting them. 

It’s difficult, but I think with the partnership 

that we’ve developed we can really make a 

pathway that’s going to be sustainable. Thank 

you, Mr. Chair. 

 

Chairman: Thank you, Ms. Rogers. Mr. 

Simailak. 

 

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

thank you for the responses. It helps. 

 

A bit more further clarification to Family 

Services again. Once these students graduate 

from the college program, it sounds like they 

start at the entry level position. Are there other 

pathways where they perhaps may not need 

some of the practical experience where they can 

maybe move up in other parts of Family 

Services that’s still working with community 

social service workers? Is there something in 

ᐊᒻᒪ ᓇᓗᓇᐃᕆᐊᒃᑲᓐᓂᕈᓐᓇᖅᑕᐅᑉᐸᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᐃᓕᓐᓂᐊᖅᑏᑦ ᐱᔭᕇᕋᐃᒻᒪᑕ 

ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᐃᓕᓐᓂᐊᖅᑕᖏᓐᓂᒃ 

ᐱᒋᐊᓕᕋᑖᖅᑐᖅᓯᐅᑎᒥᒃ ᐃᖅᑲᓇᐃᔮᒥᒃ 

ᐱᒋᐊᖅᑎᑕᐅᔮᓲᖑᒻᒪᑕ. ᐊᓯᐊᒍᑦ ᐊᖅᑯᑎᑕᖃᙱᒻᒪᑦ 

ᑕᐃᒃᑯᐊᖃᐃ ᐃᖅᑲᓇᐃᔭᕆᐅᖅᓴᒋᐊᖃᙱᓪᓗᑎᒃ 

ᖁᕝᕙᕆᐊᖅᑕᐅᑎᒋᔭᐅᓗᑎᒃ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓗᐊᓂ, 

ᓄᓇᓕᓐᓃᓛᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ? ᑖᓐᓇ ᐃᓱᒪᒋᔭᐅᓯᒪᕙ 

ᐅᕝᕙᓘᓐᓃᑦ ᑕᐃᒪᐃᓕᖓᑐᐃᓐᓇᖃᑦᑕᖅᑲ ᐊᑕᐅᓯᕐᒥᒃ 

ᐊᖅᑯᑎᖃᖅᑐᑎᒃ ᓄᓇᕗᒻᒥᐅᑦ ᐃᓄᓕᕆᔨᕈᕈᒪᔪᐃᑦ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᒫᑦᓯᐅᓚᐅᖅᑐᒥ ᑕᖅᑭᕆᓚᐅᕐᖓᒍ ᐃᓄᓕᕆᔩᑦ, 

ᐃᓄᓕᕆᔩᑦ ᓇᒥᓕᒫᖅ ᐱᑕᖃᕐᖓᑕ. ᐊᒻᒪ ᐅᖃᐅᑎᒍᒪᔭᒃᑲ 

ᑲᑎᒪᔨᕋᓛᑦ ᓇᒥᓕᒫᑦᑎᐊᖅ ᐃᓄᓕᕆᔩᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ 

ᒐᕙᒪᓕᒫᒃᑯᓐᓂᓗ ᐱᑕᖃᕐᖓᑕ.  

 

ᑭᐅᓗᒍ ᐊᐱᖅᑯᑏᑦ, ᓇᒥᑐᐃᓐᓇᖅ ᐃᓂᔅᓴᖅᑕᖃᖅᑲᑦ 

ᓯᓚᑦᑐᓴᕐᕕᒻᒥ ᐃᓕᓐᓂᐊᖅᑕᖓᓂᒃ ᐱᔭᕇᖅᐸᓪᓕᐊᔪᓄᑦ 

ᐃᓄᓕᔨᕈᕆᐅᖅᓴᓂᕐᒧᑦ. ᐊᑐᐊᒐᓕᕆᔨᑕᖃᕐᒥᔪᖅ 

ᐃᖅᑲᓇᐃᔮᒥᒃ, ᓂᖃᐃᓲᑎᔅᓴᓕᕆᔩᓪᓗ ᑕᐃᒪᐅᒻᒥᔪᐃᑦ, 

ᐃᑲᔫᓯᐊᓕᕆᔩᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐃᖅᑲᓇᐃᔭᕐᕕᐅᒍᓐᓇᖅᑐᐃᑦ. 

ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᕐᔫᒥᓂᕐᓄᑦ ᐃᓂᑖᖑᔪᓐᓇᖅᑐᐃᑦ 

ᐊᒥᓱᑲᓪᓚᒻᒪᕆᓐᓂᒃ ᐱᔭᔅᓴᖅᑕᖃᖅᑐᖅ ᑕᐃᒪᐃᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔮᓂᒃ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. ᐅᖃᐅᓯᕆᖅᑲᐅᔭᓐᓂᒃ 

ᐅᖃᕋᑖᕋᕕᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑦᑕᐅᑎᒋᔪᓄᑦ 

ᐊᔪᕆᖅᓱᐅᔾᔭᐅᖃᑦᑕᕐᓗᑎᒃ 

ᐱᕕᔅᓴᖅᑕᖃᕐᓂᖅᓴᐅᓂᐊᓕᕐᖓᑦ. ᑕᐃᒪᐃᓕᖓᕚ ᐃᓄᒃ 

ᐃᓅᓱᑦᑐᖅ ᐅᕝᕙᓘᓐᓃᑦ ᐃᓄᑐᐃᓐᓇᐅᔪᖅ 

ᐃᓕᓐᓂᐊᖃᑕᐅᑉᐸᑦ ᐱᔭᕇᕐᓗᓂᓗ ᑕᐃᒪᓕ 

ᐃᖅᑲᓇᐃᔭᑦᑕᐅᑎᒋᒐᔭᖅᑲ ᐃᓄᓕᕆᔨᒧᑦ 

ᐊᔪᕆᖅᓯᐅᔾᔭᐅᖃᑦᑕᕐᓗᓂ 

ᐊᐅᓚᑦᑎᔨᕈᑦᑕᐅᑎᒋᕙᓪᓕᐊᒍᓐᓇᑦᑐᐃᖅᑲᐃ? 

ᑕᐃᒪᐃᓕᖓᑉᐸᓪᓕ, ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐱᕕᔅᓴᖅᑕᖃᖅᑲ 

ᐊᑎᖃᖃᑕᐅᙱᑦᑐᒥᒃ ᓄᓇᖃᖅᑳᖅᓯᒪᔪᓂᑦ ᓄᓇᕗᒻᒥ 

ᐃᖅᑲᓇᐃᔭᐃᓐᓇᑐᖅᑕᖃᖅᐸᑦ ᐊᐅᓚᑦᑎᔨᐅᓂᕐᒥᒃ 

ᐃᖅᑲᓇᐃᔮᒥ? ᖃᓄᕐᓕ ᑲᒪᒋᔭᐅᒐᔭᖅᑲ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᑕᒪᓐᓇ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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that in the department or is it all just right now 

just the one type of program where 

Nunavummiut can go for the social worker 

program? Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, this past March was Social Worker 

Month, and the theme this year was social work 

is everywhere. I would like to submit to this 

committee, Mr. Chair, that social work is 

everywhere in Family Services, and quite 

frankly, everywhere across the government. 

 

To answer your question, I would say there are 

opportunities anywhere within the Department 

of Family Services for folks who are coming 

through the social services worker diploma or 

degree program. There are options in policy 

development, in income assistance, in career 

development. All of these sort of functions of 

the Department of Family Services could 

attract, potentially, folks with social-work 

backgrounds. And so yes, to directly answer 

your question, there are several opportunities 

within the department for social workers. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chairman. 

Thank you, Mr. Ellsworth. In your comments 

there you mentioned this includes more 

mentorships and targeted development 

opportunities. Is that where a young Inuk or 

even not even a young Inuk, but an Inuk who 

takes the program and graduates, that they are 

mentored immediately to where they can 

ladder-up and eventually become a supervisor 

or manager? If that’s the case, is there room in 

the department for that if there’s a 

non-beneficiary that an indeterminant employee 

already in a supervisory or management 

position? How would the department deal with 

that? Thank you, Mr. Chairman. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒥᔅ 

ᕌᔾᔪᔅ ᐅᖃᕋᑖᕐᖓᑦ, ᐊᖅᑯᓯᐅᕆᒍᒪᒐᑦᑕᐃᓛᒃ 

ᐃᖅᑲᓇᐃᔮᓄᑦ ᑕᐃᒃᑯᐊᓗ ᐃᓄᓕᕆᓪᓚᕆᖃᑦᑕᖅᑐᐃᑦ 

ᐱᔭᔅᓴᓕᐊᓘᖃᑦᑕᕐᖓᑕ. ᐊᒻᒪ ᖄᖓᒍᒃᑲᓐᓂᖅ 

ᐊᔪᕆᖅᓯᐅᔾᔨᖃᑦᑕᖅᐹᑦ ᐃᖅᑲᓇᐃᔭᕆᐅᖅᓴᔪᒥᒃ ᑕᕝᕘᓇ 

ᐊᑦᑐᖅᓯᑲᒻᒪᒍᓐᓇᕐᒥᔪᖅ ᐃᖅᑲᓇᐃᔭᑦᑎᐊᕐᓂᖏᓐᓂᒃ. 

 

ᑭᐅᓗᒍ ᐊᐱᖅᑯᑎᒋᔭᐃᑦ, ᑕᐃᒫᒃ 

ᐃᓗᐊᓃᖏᓐᓇᕆᐊᖃᕐᒪᖔᓪᓘᓐᓃᑦ ᐅᕝᕚᓘᓐᓃᑦ 

ᓯᓚᑖᓂᙶᖅᑐᒥᒃ ᐃᑲᔪᖅᓯᖅᑕᐅᔭᖅᑐᖅᑎᖃᑦᑕᕈᑦᑎᒍᑦ 

ᐃᓕᓐᓂᐊᕋᑖᖅᓯᒪᔪᐃᑦ.  

 

ᖃᓄᐃᔅᓴᙱᒃᑯᕕᑦ, ᐃᒃᓯᕙᐅᑖᖅ, ᒥᔅ ᕌᔾᔪᔅ ᐅᓇ 

ᐃᓚᒋᐊᕈᑎᔅᓴᖃᖅᐸᓪᓚᐃᒻᒪᑦ. 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ, 

ᑲᔪᓯᒋᐊᕆᑦ.  

 

ᕋᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪᐃᒍᓐᓇᐃᓐᓇᖅᑐᐃᑦ. 

ᐱᕕᔅᓴᖅᑕᖃᐃᓐᓇᖅᑐᖅ. ᐃᖅᑲᓇᐃᔮᖏᓐᓂᒃ 

ᐱᕙᓪᓕᐊᑎᑦᑎᓂᕐᒥᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ 

ᐊᑕᑲᐃᓐᓇᖃᑦᑕᕐᓗᑎᒃ ᐊᓯᖏᑦᑕ ᐃᖅᑲᓇᐃᔮᖏᓐᓂ. 

ᐃᓅᓱᑦᑐᐸᓗᓐᓄᑦ ᐃᓄᓐᓄᑦ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᔪᓄᑦ. 

ᑕᑯᔪᒪᒐᓗᐊᖅᑐᖓᐃᓛᒃ ᐃᓄᒻᒧᑦ ᐃᖅᑲᓇᐃᔮᕋ 

ᐱᔭᐅᓯᒪᒋᐊᓕᐅᒐᓗᐊᖅ. ᑕᐃᒫᒃ ᑕᑯᓐᓇᙳᐊᖅᑕᕋ 

ᓯᕗᓂᑦᑎᓐᓄᑦ, ᐃᓚᒌᑦᑎᐊᖅᑐᓕᕆᓂᕐᒥ. ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᓪᓚᕆᖃᑦᑕᖅᑕᐃᑦ 

ᐃᖅᑲᓇᐃᔭᑦᑎᐊᓕᖅᑎᒐᓱᐊᖅᑐᑎᒍᑦ 

ᑲᒪᑦᑎᐊᖃᑦᑕᕐᓗᑎᓪᓗ ᐃᑉᐱᒍᓱᑦᑎᐊᖃᑦᑕᕐᓗᑎᓪᓗ 

ᐅᑉᐱᕆᔭᐅᔪᓂᒃ. ᑕᐃᒫᒃ ᒪᕐᕉᓕᖅᑲᖓᓪᓗᒍ 

ᓇᓗᓇᐃᖅᓯᒐᓱᐊᖅᑐᒍᑦ ᐃᓄᓕᕆᔨᐅᔭᕇᖅᑐᓂᒃ ᒫᓐᓇ 

ᐃᖅᑲᓇᐃᔭᕇᖅᑐᓂᒃ. ᑕᐃᒃᑯᐊ 

ᐃᓕᑉᐹᓪᓕᖅᑎᑕᐅᑐᐃᓐᓇᕆᐊᖃᕐᖓᑕ ᐊᓪᓚᕕᑦᑕ 

ᐃᓗᐊᓂ. 

 

ᐊᒻᒪ ᐃᖅᑲᓇᐃᔮᖅᑖᑎᑦᑎᒐᓱᐊᖏᓐᓇᖃᑦᑕᖅᑐᒍᑦ ᐊᓪᓛᑦ 

ᓂᐅᕕᕐᕕᒻᒥ ᐃᓄᓕᕆᔨᔅᓴᓯᐅᖃᑦᑕᕐᒥᔪᖓ. ᑕᑯᒐᐃᒐᒪ 

ᐃᓄᓕᕆᔨᐅᓚᐅᖅᓯᒪᔪᒥᓂᕐᓂᑦ ᐃᓄᓐᓂᒃ. 

ᑕᑯᔪᒪᒐᓗᐊᕋᒪᐃᓛᒃ ᑕᑯᖁᔨᒐᒪ ᐅᑯᐊ ᐱᓕᕆᔨᕗᑦ 

ᐱᓕᕆᖃᑎᒌᑦᑎᐊᖅᑐᐊᓘᕙᒻᒪᑕ ᐊᒻᒪ ᓴᐳᒻᒥᑦᑎᒍᒪᓪᓗᑕ 

ᓱᕈᓯᕐᓂᒃ ᐃᓚᒌᓂᓪᓗ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 
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Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, as Ms. Rogers pointed out earlier, 

we want to create pathways, and so we 

recognize that the frontline is quite taxed as it 

is. So adding additional responsibilities like 

mentorship could potentially be damaging to 

the sustainability of the program. 

 

To answer your question, we’re currently 

assessing the feasibility of keeping it in-house, 

but also recognizing that we may need to bring 

in extra specific support for these students to 

ensure that they are consistently supported. 

 

And Mr. Chair, if you’ll allow, Ms. Rogers may 

have more details on that. 

 

Chairman: Thank you. Go ahead, Ms. Rogers. 

 

Ms. Rogers: That’s always a possibility. There 

are opportunities for professional development 

within a department that involves acting 

assignments for young Inuit or young social 

workers. One of the things that I want to see is 

essentially an Inuit social worker should be 

sitting in my role. That’s what I envision for 

Family Wellness. So we’re working, as we’re 

trying to stabilize the front line and ensure that 

we’re practising the way, appropriately 

ethically and with our values, we’re working 

kind of tandem to identify some social workers 

that are already in the system that are like 

diamonds in the rough, for lack of a better term, 

so that we can develop them in-house. 

 

I’m also actively recruiting all the time, even at 

Northmart. When I know social workers that 

I’ve worked with before that are Inuit, I want to 

bring them over to us. I want them to see that 

this is really an amazing team to work with. 

And we do have the vision that we want to 

protect children and provide services for 

families. Thank you, Mr. Chair. 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᑭᐅᖃᑦᑕᕋᕕᙵ. ᓯᓚᑦᑐᓴᕐᕕᑯᓐᓄᑦ 

ᐊᐱᕆᒋᐊᓚᐅᙱᓂᓐᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐊᐱᕆᓱᖓᐅᑎᑲᐃᓐᓇᕐᓚᖓ. ᐃᓕᓐᓂᐊᖅᑏᓪᓕ 

ᐅᐊᑦᑎᐊᕈ ᐃᓕᓐᓂᐊᖃᑦᑕᖅᓯᒪᔪᒥᓃᑦ ᐊᒻᒪ 

ᐱᔭᕇᕋᓗᐊᕐᖓᑕ ᐃᖅᑲᓇᐃᔭᕈᓐᓇᖅᓯᔪᒥᓂᐅᓇᑎᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐃᓄᓕᕆᔨᐅᓗᑎᒃ. ᑕᐃᒃᑯᐊᖃᐃ 

ᐅᑎᕈᓐᓇᖅᑲᑦ ᐃᓕᓐᓂᐊᖅᓯᒪᔭᖏᑦ 

ᖁᕝᕙᕆᐊᖅᑕᐅᑐᐃᓐᓇᕐᓗᑎᒃ 

ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᓚᐅᖅᓯᒪᓐᓂᕐᖓᑕ 

ᐱᔭᕇᕈᓐᓇᓂᐊᕐᖓᑕ ᑕᐃᒪᐃᒍᓐᓇᖅᑎᑕᐅᖃᑦᑕᖅᑲᑦ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

ᐊᒻᒪ ᓇᓗᓇᐃᑦᑎᐊᒻᒪᕆᓪᓗᒍ ᐃᓕᓴᖅᓯᒋᐊᖃᖅᑐᒍᑦ 

ᐱᔭᕇᖃᑦᑕᖅᓯᒪᔪᐃᑦ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᕆᐊᕈᓐᓇᖅᓯᓐᓂᙱᑦᑐᐃᑦ. 

ᖁᕝᕙᕆᐊᖅᑕᐅᒍᓐᓇᖅᑲᑦ ᐅᕝᕙᓘᓐᓃᑦ ᐱᒋᐊᕐᖓᕐᓂᖓᓂ 

ᑭᓯᐊᓂ ᐃᓕᓐᓂᐊᕆᐊᒃᑲᓐᓂᕐᓗᑎᒃ ᐱᒋᐊᖃᓲᖑᕙᑦ? 

ᒪᒥᐊᓇᖅ, ᒥᔅ ᕌᔾᔪᔅ. 

 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑲᑎᒪᖃᑎᖃᕋᑖᔪᒐᑦᑕ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓐᓂᒃ. 

ᐅᖃᐅᓯᕆᖃᑦᑕᖅᓯᒪᔭᕗᑦ ᐱᔭᕇᖃᑦᑕᖅᓯᒪᔪᐃᑦ, 

ᐸᐃᑉᐹᑖᖅᓯᒪᔪᐃᑦ ᐃᓄᓕᕆᔨᕈᕆᐅᖅᓴᓂᕐᒧᑦ. ᑕᐃᒃᑯᐊᓗ 

ᐱᖃᑕᐅᑎᑕᐅᓚᐅᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑕᖅᑭᖃᖅᑎᓪᓗᒋᑦ ᒥᓂᔅᑕ ᓇᑲᓱᒡᓗ ᐅᐸᔅᓯᒪᖃᖃᑕᐅᔪᔪᖅ 

ᐃᓕᓴᕆᔭᐅᓪᓗᑎᒃ. ᐃᓚᖏᑦ ᐊᐱᖅᓱᕈᓐᓇᔪᔭᒃᑲ 

ᑭᖑᓂᖓᒍᑦ ᐊᒻᒪ ᐱᒍᓐᓇᔪᔪᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᑲᔪᖅᑎᖓᓂᒃ ᐃᑲᔪᖅᑎᐅᓪᓗᓂ ᐃᖅᑲᓇᐃᔮᖅᑖᑎᑦᑐᑎᒍ.  

 

ᐅᑎᕆᐊᖃᔪᖏᑦᑐᖅ, ᓇᓗᓇᐃᖅᑕᐅᒋᐊᖃᑐᐃᓐᓇᔪᔪᖅ 

ᐅᕙᓐᓄᑦ ᐱᓕᕆᖃᑎᒋᔪᓐᓇᕐᓂᐊᕋᒃᑭᑦ ᐊᕕᑦᑐᖅᓯᒪᔪᒥᑦ 

ᑲᑐᔾᔨᖃᑎᒌᑦᑎᒋᕙᑦᑕᕗᑦ. ᐊᒻᒪ 

ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖃᑦᑕᓂᕐᒧᑦ ᐃᓯᖅᑎᒍᓐᓇᔪᔭᕗᑦ, 

ᐊᓯᐊᓂᓪᓗᑦᑕᐅᖅ ᓇᓖᕌᕋᔅᓴᖃᕆᓪᓗᑎᒃ ᐃᖅᑲᓇᐃᔮᓂᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕌᔾᔪᔅ. ᒥᔅᑕ 

ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕌᔾᔪᔅ. 

ᐊᐱᖅᑯᑎᑦᓵᕐᔪᑐᐃᓐᓇᖅ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓐᓄᑦ, ᑕᒪᒃᑯᐊ 

ᓄᓇᓕᓐᓂ ᐃᓅᓯᓕᕆᔨᐅᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᕈᑎᑦᓴᒥᑦ 

ᑕᒪᒃᑯᐊ ᑕᑕᑎᕆᕙᑦᑐᑦ. ᑭᓱᒥᒃ ᑐᓗᖅᓯᒪᐅᑎᖃᖅᐸᒃᑲᑉᓯ 

ᑕᒪᒃᑯᐊ ᐃᓕᓴᐅᑎᒋᓇᓱᒋᐊᖏᑕ, ᑮᓇᐅᔭᖃᑦᓯᐊᐸᑉᐹᑦ 

ᑕᒪᒃᑯᐊ ᒪᓂᒪᑎᑕᐅᕙᓐᓂᑦᓴᖏᑦ ᐃᓕᓐᓂᐊᕋᒃᓴᑦ? 
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Chairman: Thank you. Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Thank 

you for the responses. Before I move on to 

Nunavut Arctic College, I have one last 

question to Family Services. For the students in 

the past that took the program that when they 

graduated they still did not meet the 

requirements to get into the field they were 

starting into, can they go back and perhaps take 

upgrading to meet the requirements to get into 

the field they wanted to, that they were 

studying to get into? Is that being offered now, 

or not? Thank you, Mr. Chairman. 

 

Chairman: Thank you Mr. Simailak. To be a 

little bit more specific, I think it’s important to 

recognize, the previous graduates that didn’t 

meet the requirements to fulfil the requirements 

of the position, is there an upgrading option? 

Or do they have to go back and start at square 

one, which I’ve heard other careers have had to 

do is go back and start over. So sorry, Ms. 

Rogers. 

 

Ms. Rogers: Thank you, Mr. Chair. In recent 

meetings that we’ve had with Arctic College 

we have brought up previous graduates from 

the diploma and bachelor of social work 

degrees, and actually they were included in our 

engagement during Social Worker Month with 

Minister Nakashuk. They were there and 

present. I asked to speak to some of them after, 

personally, and we were able to secure a family 

resource worker position for one of the diploma 

graduates. 

 

To answer your question, no, they don’t have to 

go back and do an upgrade, they just need to be 

identified to me so that I can work with the 

regional teams to see what vacant positions that 

we have, and then work with them to either 

bring them in on a casual basis and then look at 

other options for indeterminant hires. I hope 

ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓪᓗ ᐅᕐᓂᒍᑎᒍᓐᓇᕐᓗᑎᒃ ᓄᓇᓕᓐᓄᑦ 

ᐃᓕᓴᐃᖃᑦᑕᕈᓐᓇᕐᓗᑎᑦ ᑕᒪᒃᑯᓇᖓᑦ, ᐃᒃᓯᕙᐅᑖ. 

ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕋᐃᔅ 

 

ᐳᕋᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᐊᐱᕆᒻᒪᓪᓗ. ᖃᐅᔨᒪᒐᑉᓯ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᑦ ᒪᕐᕉᓐᓂᒃ 

ᐃᓕᓴᐅᑎᖃᖅᐸᒻᒪᑕ ᐃᓅᓯᓕᕆᔨᐅᓂᕐᒨᖓᔪᓂᑦ. ᑖᓐᓇ 

ᐃᓕᓐᓂᐊᕇᕈᑦ ᐅᑭᐅᓐᓄᑦ ᒪᕐᕉᓐᓄᑦ, ᑖᓐᓇ ᐊᕐᕌᒍᑕᒫᑦ 

ᐊᑐᐃᓐᓇᐅᑎᑕᐅᕙᑦᑐᖅ ᐃᖃᓗᑦᑑᑦᑎᐊᕐᒥ, ᐊᐃᑉᐹ 

ᓴᓂᕌᓃᑦᑐᖅ ᐃᖃᓗᓐᓂ, ᑲᖏᖅᓯᓂᕐᒥᓗ 

ᐃᓕᓐᓂᐊᖅᑕᐅᕙᑦᑐᖅ, ᐃᖃᓗᑦᑑᑦᓯᐊᑉ ᖄᖓᓂ, 

ᖃᖏᖅᓯᓂᕐᒥ ᐊᕐᕌᒍᒥ ᐅᑭᐅᒃ ᒪᕐᕉᓐᓄᑦ ᐱᑲᐃᓐᓇᑕᖅᐳᖅ, 

ᐃᖃᓗᓐᓃᓯᑦᑕᖅᐳᖅ ᐅᑭᐅᒃ ᒪᕐᕉᓐᓄᑦ.  

 

ᐅᑭᐅᖃᐃ ᒪᕐᕉᓐᓂᒃ ᐊᓂᒍᖅᐳᑦ, ᐱᖓᔪᖓᓂ 

ᐃᓚᓕᐅᑎᓕᓚᐅᖅᓯᒪᔭᕗᑦ ᐊᕐᕕᐊᑦ. ᑮᓇᐅᔭᓂᑦ 

ᓴᖑᑎᔪᓐᓇᓚᐅᕋᑦᑎᒍ ᑕᐃᒪᐃᑦᓱᓐᓇᖁᑉᓗᑕ 

ᑕᐃᒪᐃᓚᐅᖅᓯᒪᕗᒍᑦ. ᖃᐅᔨᒪᒐᑉᓯ 2021-ᒥ 

ᓯᕗᓪᓕᖅᐹᒥᒃ ᓴᓂᕌᒍᑦ ᐃᓕᓐᓂᐊᒃᑲᓐᓂᓚᐅᖅᓯᒪᒻᒪᑕ 

ᐸᐃᑉᐹᖅᑖᕐᓂᕐᒧᑦ ᐃᓕᑕᕆᔭᐅᔾᔪᑎᑦᓴᒧᑦ 

ᐃᓅᓯᓕᕆᔨᐅᓂᕐᒥᑦ. ᐃᓕᓐᓂᐊᕇᕈᒻᒥᒃ 

ᐱᑦᓴᕆᐊᖃᓚᐅᖅᓯᒪᒻᒪᑕ. 

 

ᖃᐅᔨᓯᒪᔭᑉᓯᒍᑦ, ᐱᖓᓱᓂᑦ ᓴᓂᕌᒍᑦ ᐃᓕᓐᓂᐊᕇᕈᒻᒥᒃ 

ᐃᓕᓐᓂᐊᖃᑎᖃᕈᓂ, ᐸᐃᑉᐹᖅᑖᓂᕐᒧᑦ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ 

ᐱᔭᕇᖅᓯᒍᓐᓇᖅᑐᑦ ᓈᒻᒪᓲᖑᒻᒪᑕ. ᒫᓐᓇᐅᔪᖅ 

ᐋᖅᑭᑦᓯᒪᕈᑎᒋᔭᕗᑦ ᑲᔪᓯᑦᓯᐊᖅᓯᒪᓕᖅᓱᓂᓗ. 

 

ᐊᐱᖅᑯᑎᓐᓄᓪᓖ, ᓯᓚᑦᑐᓴᕐᕕᒃᑯᑦ ᐸᐃᑉᐹᖅᑖᓂᕐᒧᑦ 

ᐃᓄᓯᓕᕆᔨᐅᓂᕐᒧᑦ, ᐃᓚᒋᔭᖓ ᒥᒧᐊᕆᔪ 

ᓯᓚᑦᑐᓴᕐᕕᔾᔪᐊᖅ ᑲᑐᔾᔨᖃᑎᒋᓪᓗᑎᒍ ᐃᓕᓴᐃᔨᖃᖅᐸᑦᑐᑦ 

ᑕᑲᓇᖓᑦ ᐃᓕᓴᐃᕙᑦᑐᓂᑦ, ᐃᑲᔪᖅᑕᐅᒍᑎᖃᑦᓯᐊᖅᓱᑕᓗ.  

 

ᐃᓚᖏᑦ ᐃᓕᓐᓂᐊᕇᕈᑎᒥᓪᓗ ᐱᔭᐅᕙᒻᒥᔪᑦ ᑐᓴᖅᐸᑦᑕᓯ. 

ᐊᒥᓱᓂᑦ ᓇᕝᕚᑦᓯᐊᕆᐊᖃᕐᓂᖅ ᐃᓕᓴᐃᔨᓂᑦ  

ᐃᓪᓗᑦᓴᖃᑦᓯᐊᕆᐊᖃᕐᓂᖅ. ᑖᓐᓇ ᐃᓕᓐᓂᐊᕈᑎᑦᓴᐅᔪᖅ 

ᖃᓄᖅᑑᕈᓐᓇᓯᐊᑦᓯᒪᒻᒪᑕ, ᑲᔪᓰᓐᓇᕈᓐᓇᖅᓯᒪᕗᒍᑦ 

ᐃᓕᓴᐅᑎᓂᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐳᕋᐃᔅ ᑐᓴᖅᑎᑦᓯᒐᕕᑦ. ᑖᒃᑯᐊ ᓈᓴᕋᑦᓴᐃᑦ 

ᐱᓯᒪᔭᑦᓴᕆᙱᑕᕋ. ᖃᑦᓰᑦ ᐃᓕᓐᓂᐊᖅᑎᑦ ᐊᕐᕌᒍᑕᒫᑦ 

ᒪᕐᕉᓐᓂᒃ ᐃᓕᓐᓂᐊᐸᑉᐸᑦ, ᐱᖓᓲᖅᑰᖅᑐᑦ 
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that answers your question. Thank you, Mr. 

Chair. 

 

Chairman: Thank you, Ms. Rogers. Mr. 

Simailak. 

 

Mr. Simailak: Thank you, Ms. Rogers. A 

couple of quick questions to Nunavut Arctic 

College with regards to the community social 

services worker program. I’m looking for some 

information or clarification as to what kind of 

difficulties, perhaps, the college has to deal 

with to try to offer this program. Is there 

enough monies being asked from the 

department to offer this program? Are there 

instructors that the college can entice to come 

up and teach these programs? Just some 

information about that, please, Mr. Chair. 

Thank you. 

 

Chairman: Thank you. Ms. Price. 

 

Ms. Price: Thank you, Mr. Chair, and I thank 

the member for his question. So as the 

members are aware, the college offers two 

programs within its social service worker 

program portfolio. It is the diploma program, 

which is a two-year program. That program is 

always offered year after year in Cambridge 

Bay, with a second, with a cohort, with a 

delivery that switches between Iqaluit and 

Rankin. So in addition to Cambridge Bay year 

after year, one year we’ll have it in Rankin 

Inlet, offer the two years, the next year it will 

be in Iqaluit for the two years. 

 

I believe it was two years ago we added a third 

cohort of the diploma program in Arviat. We 

were able to reallocate funds internally to make 

that happen. The reason we had done that was, 

as you will all be aware, in 2021 the college 

offered its first cohort of the bachelor of social 

work. So in order for students to be admitted 

into the bachelor of social work, they had to 

have the diploma program. 

 

ᑭᒡᓕᒋᓪᓗᓂᔾᔪᒃ ᐅᑭᐅᑦ ᐃᓕᓐᓂᐊᖅᑕᓂᑦ. ᐱᖓᓱᓂᑦ 

ᐱᔭᕇᖅᓯᖃᑦᑕᖅᐸᑦ ᐅᕝᕙᓗ ᓇᓖᕌᖃᑦᑕᖅᑐᑦ ᐊᕐᕌᒍᓂ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕋᐃᔅ. 

 

ᐳᕋᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ. ᐄ’, ᐱᓯᒪᓪᓗᒋᑦ ᑖᒃᑯᐊ ᐸᐃᑉᐹᖅᑖᓂᕐᒧᑦ 

ᐃᓅᓯᓕᕆᔨᐅᓂᕐᒧᑦ ᐱᖓᓱᐃᓕᖓᓯᒪᔪᑦ ᓴᓂᕌᒍᑦ. 

ᓯᕗᓪᓕᖅᐹᑦ ᑕᓪᓕᒪᐅᓚᐅᖅᑐᑦ ᐱᔭᕇᖅᓯᔪᑦ; ᐊᐃᑉᐹᓂᑦ 

ᐊᕐᕕᓂᓖᑦ; ᐊᒻᒪ ᐱᖓᔪᐊᓐᓂ ᐱᔭᕇᖅᓯᒍᒫᕐᓂᐊᖅᑐᑦ 

ᐆᒃᑑᐱᐅᓕᖅᐸᑦ 7ᖑᒍᒫᖅᑐᑦ ᐱᔭᕇᖅᓯᔪᑦ. 

ᐸᐃᑉᐹᖅᑖᓂᕐᒧᑦ ᐃᓅᓯᓕᕆᓂᕐᒧᑦ 18ᖑᓯᒪᓕᖅᑐᑦ 

ᐱᔭᕇᖅᓯᓯᒪᔪᑦ. ᐃᖃᓗᑦᑑᑦᓯᐊᕐᒥᓪᓗᐊᑐᐊᖅ 

ᐊᑐᖅᑕᐅᕙᔅᓱᓂ.  

 

ᑖᒃᑯᐊ ᐃᓕᓂᐊᕇᓐᓂᕐᒧᑦ ᐊᔾᔨᒌᑉᐸᖏᑦᑐᑦ 

ᐊᕐᕌᒍᒋᔭᑉᑎᓐᓂ, ᐊᕙᑎᐅᓗᐅᖅᑐᑦ ᐃᓕᓐᓂᐊᖅᑐᑦ 

ᓄᓇᓕᓐᓂ ᐱᖓᓱᓂ, ᐃᖃᓗᑦᑑᑦᑎᐊᕐᒥ ᐊᕐᕌᒎ 

ᐊᐃᑉᐹᓃᑦᑐᖅ ᓯᑕᒪᐅᔪᑦ, ᐊᒻᒪ ᐊᕐᕌᒍ ᓯᕗᓪᓕᖅᐹᖓᓂᑦ 

16ᖑᔪᑦ ᐊᕐᕕᐊᑦ, ᐊᒻᒪ ᑲᖏᖅᑎᓂᕐᒥ.  ᐊᒻᒪᓗ 

ᓈᓴᐅᑎᓃᕐᒥᔪᖅ, ᑖᓐᓇ ᐃᓅᓯᓕᕆᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᕈᑎ 

ᑲᔪᓯᓯᒪᓕᖅᑐᖅ 2004-ᒥᓂᑦ. ᑕᐃᒪᖓᓂᑦ 70-ᓂᑦ  

ᐱᔭᕇᖅᓯᒻᒪᔪᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᒥᔅ ᐳᕋᐃᔅ. ᐊᓕᐊᓇᐃᑦ 

ᑲᔪᓯᑦᓯᐊᖅᓯᒪᔫᔭᕐᒪᑕ, ᐊᓕᐊᓇᐃᑦ ᓯᓚᑦᑐᓴᕐᕕᒃᑯᓐᓄᑦ 

ᐊᒻᒪᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ. 

 

ᑲᔪᓯᕙᓪᓕᐊᑐᐃᓐᓇᕐᓗᖓ ᐊᓪᓚᕝᕕᖓᓄᑦ 

ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᒃᑯᑦ, ᑕᑯᔭᑦᓴᓂ 2, ᓯᑕᒪᖓᑦ 

ᒪᑉᐱᒐᖓᓂ 11 ᐅᖃᐅᓯᖃᕐᒪᑦ, ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᓪᓚᕝᕕᖓᓐᓂᑦ ᑭᖑᖅᑕᖏᓐᓂᑦ, ᐱᔭᕆᐊᖃᖅᑕᖏᓐᓂᑦ 

ᖃᓄᐃᖏᑦᓯᐊᓂᕐᒧᑦ ᑐᕌᖓᔪᑦ. ᓄᓇᓕᓐᓃ 

ᐊᑐᐃᓐᓇᐅᑎᕙᑉᐸᓰ ᐊᓪᓚᕕᖃᑦᓯᐊᖏᓐᓂ ᖃᓄᖅ 

ᐱᔭᐅᓯᒪᕙ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᑭᐊᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ 

ᒪᓕᒐᓕᐅᖅᑎ ᐊᐱᕆᒐᕕᑦ. ᐊᓪᓚᕕᑦᓴᖅ ᐱᓪᓗᒍ, 

ᑕᑯᓐᓇᓚᐅᖅᐳᒍᑦ ᖃᓄᐃᓚᐅᖅᓯᒪᕚ ᐊᓪᓚᕝᕕᑦᓴᐃᑦ. 

ᕿᒥᕐᕈᒻᒪᕆᓚᐅᖏᑕᕗᑦ ᐱᔭᕆᐊᓕᖏᑦ, ᑭᓯᐊᓂ 

ᑕᐅᑐᓚᐅᖅᐳᒍᑦ ᑕᒻᒪᓯᒪᔪᓐᓂᐊᖅᑐᑎᒍᑦ, 
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It has been the college’s experience that having 

three cohorts at the diploma level is enough 

graduates to fill a bachelor. So currently we’re 

working with that formula, and it has been 

working. 

 

In terms of your question specifically, we and 

the college, the bachelor of social work aspect 

portion of the degree, we run that with our 

university partners, Memorial University. So 

we do have access to those instructors to offer 

that course. So we have the supports needed. 

 

Some of the challenges that have happened at 

the diploma level is what you hear in a lot of 

departments. There have been issued with 

securing instructors, securing housing. But the 

college and the program specifically has been 

very active in finding solutions so that we can 

continue with our delivery. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Mr. Simailak. 

 

Mr. Simailak (interpretation): Thank you, Mr. 

Chair. (interpretation ends) Thank you, Ms. 

Price, for the information. I don’t know if you 

would have the data on hand, but on average, 

how many students a year are taking these two 

core programs? I believe you mentioned the 

minimum is three, but I’m hoping there are 

more than three each year. I don’t know if you 

would have that info on hand. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Ms. Price. 

 

Ms. Price: Thank you, Mr. Chair, and I thank 

the member for his questions. Yes, I do have 

some data I’m happy to share, focussing first 

on the bachelor of social work. We have had 

three cohorts so far. The first cohort we had 

five graduates; the second cohort we had six 

graduates; and the third cohort, they will be 

completing their program in October so we 

anticipate seven graduates. So from the 

ᖃᓄᐃᓕᐅᓚᐅᖅᐸᓪᓖ ᐱᔭᕆᐊᓕᒥᓂᑦ ᕿᒥᕐᕈᑎᓪᓗᒋᑦ. 

ᐆᒃᑐᑎᒋᓗᒍ, ᑕᐅᑐᓚᐅᖅᐹᑦ ᓄᓇᓗᑦᑖᓂᑦ ᓄᓇᕗᒻᒥ? 

ᑕᑯᓐᓇᓚᐅᖅᐹᑦ ᓈᒻᒪᒃᑲᓗᐊᕐᒪᖔᑕ ᐃᓂᑦᓴᖏᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᓱᒪᒋᓪᓗᒋᑦ ᓄᓇᓕᓐᓂ, ᐊᓯᖏᓪᓗ, 

ᓲᕐᓗ ᐊᑦᑕᓇᑦᑕᐃᓕᓂᖅ ᓴᐳᔾᔨᓯᒪᒋᐊᖃᕐᓂᖅ. ᐅᓂᒃᑳᒥ 

ᑕᑯᒻᒥᒐᑉᑕ, ᑖᒃᑯᐊ, ᐅᑯᐊᖃᐃ ᐅᖃᐅᓯᕆᔪᓐᓇᖅᑕᕗᑦ 

ᐸᕐᓇᐃᔨᑖᖅᓯᒪᒻᒪᑕ ᑖᓐᓇ ᐃᓕᑕᕆᔭᐅᓯᒪᒻᒪᑦ, 

ᐱᕙᓪᓕᐊᔭᕆᐊᖃᓚᐅᕐᒪᔾᔪᒃ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑕᐃᒪᓐᓇ 

ᐱᓕᕆᔪᓐᓇᑦᓯᐊᖃᑦᑕᖁᑉᓗᒋᑦ 

ᐊᓪᓚᕕᑦᓴᖃᑦᓯᐊᒋᐊᖃᕐᓂᖅ. ᑖᓐᓇ ᑎᑎᕋᖅᓯᒪᔭᕗᑦ 

ᐅᓂᒃᑳᓂ.  

 

ᐊᒻᒪ ᖃᐅᔨᓚᐅᕐᒥᔪᒍᑦ, ᕿᒥᕐᕈᓯᒪᒻᒪᑕ 

ᐊᓪᓚᕝᕕᕆᕆᐊᓕᖏᓐᓂᑦ. ᐅᖃᖅᑲᐅᒐᒪ, 

ᑕᑯᓐᓇᖅᓯᒪᒻᒥᒻᒪᑕ ᓄᓇᓖᑦ ᐃᓚᖏᓐᓂᑦ 

ᓈᒻᒫᓂᒃᑲᓗᐊᕐᒪᖔᑕ ᐃᓂᑦᓴᖏᑦ, 

ᖃᓄᐃᒍᑎᖃᕐᒪᖔᑕᓘᓐᓃᑦ ᐃᖅᑲᓇᐃᔭᕐᕕᒋᔭᒥᓂᑦ 

ᖃᓄᐃᓕᖓᒋᐊᕈᑕᐅᒍᓐᓇᖅᑐᓂᑦ. ᑕᐃᒪᓐᓇ 

ᐱᓕᕆᐊᖃᖃᑦᑕᖅᓯᒪᓕᖅᑐᑦ. ᐊᒻᒪ ᐅᖃᖃᑎᒋᑉᓗᑎᒍ 

ᓄᓇᓕᓐᓂ ᐱᔨᑦᑎᒃᑰᓂᕋᑦᑕᐅᓚᐅᖅᑐᑦ, 

ᓴᓇᓯᒪᔪᓕᕆᔨᐅᓕᖅᑐᑦ, ᓱᖅᑯᐃᓇᓱᑦᓱᑕ ᐱᔭᕆᐊᖃᖅᑐᑦ 

ᐱᓪᓗᒋᑦ, ᐱᕙᓪᓕᐊᓚᐅᕐᓂᖓᓗ ᑕᐃᑉᓱᒪᓂᐅᔪᖅ.  

 

ᐊᒻᒪᓗ ᕿᒥᕐᕈᐃᓇᕐᓂᐊᖅᓱᑎᒍ ᑕᒪᒃᑯᐊ 

ᑐᙵᕕᒋᔭᕆᐊᓕᖏᑦ ᕿᒥᕐᕈᓃᑦ, ᕿᒥᕐᕈᓂᕆᔭᕗᓪᓗ. 

ᑲᔪᓯᑎᑕᐅᕙᓪᓕᐊᕚᑦ? ᐊᒻᒪᓗ ᑲᔪᓰᓐᓇᖃᑦᑕᖅᐸᑦ 

ᖃᐅᔨᒪᒐᓗᐊᖅᖢᓂ ᐃᖅᑲᓇᐃᔭᖅᑎ ᐊᓯᔾᔨᐸᓐᓂᐊᕐᒥᔪᑦ 

ᐅᓄᖅᓯᒋᐊᖅᑐᓪᓘᕝᕙ. ᖃᐃᔨᓚᐅᖅᑐᒍᑦ, 

ᕿᒥᕐᕈᓯᒪᖃᑦᑕᖅᓯᒪᓕᖅᑐᑦ. ᑭᒡᒐᑐᖅᓱᒋᑦ 

ᖃᐅᔨᓴᓚᐅᙱᒃᑲᓗᐊᖅᑐᒍᑦ, ᑭᓯᐊᓂ 

ᑭᒥᕐᕈᖃᑦᑕᖅᐹᓚᖅᓯᒪᓚᐅᖅᐳᒍᑦ ᖃᐅᔨᓴᕌᖓᑦᑕ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᑖᒃᑯᐊ ᐃᖏᕐᕋᔪᓕᕆᔨᒃᑯᓐᓄᑦ ᒥᔅᑕ 

ᓰᓕ, ᓱᓕ ᑕᐃᒪᓐᓇᓴᐃᓐᓇᖅ ᑕᑯᔭᑦᓴᖏᓐᓃᑦᑐᖅ, ᓯᑕᒪᑦ 

ᒪᑉᐱᒐᖓᓂ 11 ᐅᖃᕐᒪᑦ, ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᑐᓴᖅᑎᑦᓯᕙᓚᐅᖅᐳᑦ ᒐᕙᒪᒃᑯᑦ 

ᐱᔨᑦᓯᖅᑎᑯᓐᓂᐅᓚᐅᖅᑐᓂᒃ ᐊᓪᓚᕝᕕᑦᓴᕆᔫᔭᕆᐊᓕᓐᓂᑦ 

ᓄᓇᓕᓐᓂ. ᖃᓄᖅ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᖃᑎᒋᓚᐅᖅᐱᓯᐅᒃ ᐊᓪᓚᕝᕕᐅᔭᕆᐊᖃᖅᑐᓂᑦ 

ᓄᓇᓕᓗᑉᑕᓂ?  

 

ᐆᑦᑑᑎᒋᓗᒍᖃᐃ ᖃᒪᓂᑦᑐᐊᕐᒥ, ᑕᐃᑉᑯᐊ ᐊᓪᓚᕝᕕᖓᑦ 

ᖃᒪᓂᑦᑐᐊᒥ ᐃᓂᑭᑦᑕᖅᑐᒻᒪᕆᐅᒻᒪᑕ ᐊᓪᓚᕝᕕᖓᓂ. 
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bachelor of social work we’ve had 18 graduates 

so far. Again, that’s offered in Cambridge Bay 

exclusively. 

 

In terms of the diploma program, numbers can 

vary. This year in the current academic year, 

we have 20 students enrolled across three 

communities. So for Cambridge Bay, which is 

year two, they currently have four students, and 

in year one we have 16 students between Arviat 

and Rankin. And just another statistic I’m 

happy to share: We’ve been running the social 

service worker program since 2004. In that time 

we’ve produced 70 graduates. Thank you, Mr. 

Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Thank 

you Ms. Price. I’m glad that’s quite successful. 

That’s a lot of graduates. Kudos to the college 

and the department. 

 

Moving along, Mr. Chair, to the Office of the 

Auditor General. Exhibit 2, fourth bullet, first 

section on page 11 exhibit 2 addresses the 

Department of Family Services’ office space 

needs. Did your audit evaluate Family Wellness 

office allocations across Nunavut communities, 

and how services were impacted by the lack of 

office space? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. McKenzie. 

 

Mr. McKenzie: Thank you, Mr. Chair, and 

Hon. Member, for your question. In terms of 

office space what we looked at was what was 

being done to address the need for office space. 

We didn’t evaluate the needs, but we did look, 

as the auditors, what the department was doing 

in terms of assessing its needs. So for example 

were they looking at the communities across 

the territory looking at the sufficiency of the 

space, given their workforce in local 

communities; looking at other issues, for 

example, safety or security concerns. As we 

ᖃᓄᓕ ᑕᐃᒪ ᐱᓕᕆᖃᑎᖃᖅᐸᑉᐱᓯ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ 

ᐊᓪᓚᕝᕕᑦᓴᐅᔭᕆᐊᖃᖅᑐᓂᑦ ᓄᓇᓕᓗᑉᑖᓂ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓰᓕ.  

 

ᓰᓕ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᓪᓗ 

ᐊᐱᕆᒻᒪᑦ. ᑕᒪᖅᓱᒪᔪᓐᓂᐊᖅᑎᑉ 

ᐅᖃᐅᓯᖃᑦᓯᐊᓪᓚᕆᑦᓯᒪᔪᖅ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᖃᓄᐃᓕᐅᖅᓯᒪᓂᖓᓂᑦ ᓇᓗᓇᐃᕆᕙᑉᓕᐊᓪᓗᑎᒃ ᑭᓱ 

ᐊᓪᓚᕝᕕᑦᓴᐅᔭᕆᐊᖃᖅᐸ. ᑭᑐᑦ ᖃᓄᖅ 

ᐱᕙᓪᓕᐊᔭᐅᓯᒪᓪᓚᕆᑦᑐᑦ ᓇᓗᓇᐃᔭᐃᕙᓪᓕᐊᓪᓗᑎᑦ 

ᐸᕐᓇᐃᔨᖁᑎᑉᑎᓐᓄᑦ ᓴᓇᔭᕆᐊᓕᓐᓄᑦ ᐊᓪᓚᕕᑦᓴᐃᑦ 

ᐱᓪᓗᒋᑦ.  

 

ᐅᕙᒍᑦ ᐱᓕᕆᐊᕆᕋᑉᑎᒍ ᐊᐅᓚᒋᐊᖃᕋᑉᑎᒍ 

ᑐᒃᓯᕋᕌᖓᑕ, ᓲᕐᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑐᒃᓯᕋᕈᑎᑦ 

ᐃᓂᑦᓴᖃᑦᓯᐊᕋᓗᐊᕐᒪᖔᑖ, ᐊᒻᒪᓗ ᓈᒻᒫᓂᒃᑲᓗᐊᕐᒪᖔᑖ 

ᐱᓕᕆᐊᐱᕙᑦᑕᒥᓐᓄᑦ. ᐃᓄᓕᕆᔨᒃᑯᓪᓕ 

ᐃᖅᑲᓇᐃᔮᕆᔭᐅᕈᓘᔭᖅᓯᒪᔪᑦ 12, 18 ᑕᖅᑭᑦ 

ᐃᓂᑦᓴᕆᒋᐊᖃᖅᑕᖏᑦ ᐊᖏᓂᖅᐹᖑᑎᑕᐅᓪᓗᑎᒃ. 

ᐋᖅᑭᒋᐊᕆᓂᓪᓗ ᐃᓂᑦᓴᖏᑦ 

ᐊᑐᖅᑕᐅᔪᓐᓇᑦᓯᐊᕋᓗᐊᕐᒪᖔᑖ, ᐋᖅᑭᒋᐊᕈᑎᑦᓵᕐᔪᐃᓪᓗ 

ᓲᕐᓗ ᒪᑐᖏᑦ, ᒪᑯᐊᒐᓚᐃᑦ 

ᐊᑐᐃᓐᓇᐅᑦᓯᐊᕋᓗᐊᕐᒪᖓᑕᓘᓐᓃᑦ ᐃᓄᓕᕆᔭᐅᕙᑦᑐᓄᑦ. 

ᑖᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᑐᖏᓕᖁᑎᖏᑦ ᑲᑎᒪᐅᑕᐅᓯᒪᓪᓗᓂ 

ᓯᕗᓪᓕᐅᔾᔭᐅᓯᒪᓂᖓ ᐊᓪᓚᕝᕕᖃᕆᐊᖃᕐᓂᖓ 

ᐃᓄᓕᕆᔨᒃᑯᑦ.  

 

ᐱᓗᐊᖅᑐᒥᓪᓕ ᖃᒪᓂᑦᑐᐊᕐᒥᑦ ᐱᑐᖃᐅᓂᖅᓴᐅᒻᒪᑦ 

ᐊᓪᓚᕝᕕᒃ, ᐱᕕᖃᓗᐊᖏᔅᓱᓂᓗ ᐊᓪᓚᕝᕕᖓᓐᓂ. 

ᐊᐱᖅᑯᒻᒧᖅᑲᐃ, ᑕᒪᓐᓇ ᖃᐅᔨᒪᒌᖅᓯᒪᔭᕗᑦ. 

ᐅᖃᕆᐊᑦᓯᐊᕐᓗᖓ, ᓇᒥᑐᐃᓐᓇᖅ 

ᐊᓪᓚᕝᕕᑦᓴᖃᑦᑎᐊᕆᐊᖃᕐᓂᖅ. ᑲᒪᒋᔭᐅᕙᑦᑐᖅ 

ᐱᔭᕆᐊᖃᕐᓂᓕᒫᖏᑦ.ᐃᓄᓕᕆᔨᒃᑯᑦ ᓇᓕᐊᓐᓂ 

ᓄᓇᓕᒻᒦᑉᐸᑦ.  

 

ᖃᒪᓂᑦᑐᐊᒥᓪᓕ ᓄᑖᓂᑦ ᐊᓪᓚᕝᕕᑦᓴᓕᐅᖅᓯᒪᔪᖅ 

ᖁᓪᓕᒃᑯᑦ ᐃᓂᑦᓴᓕᐅᖅᓯᒪᒻᒥᒻᒪᑕ ᐊᑐᖅᑐᐊᖅᑕᐅᔪᒥᒃ, 

ᒪᑯᓄᖓ ᐊᓯᖏᓐᓄᑦ ᐊᓪᓚᕝᕕᖃᕆᐊᓕᓐᓄᑦ 

ᐊᑐᖅᑕᐅᑎᒋᐊᖅᓱᓂᔾᔪᒃ ᖃᒪᓂᑦᑐᐊᒥ ᑕᕝᕙ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᓇᓗᓇᐃᔭᖅᑕᐅᓯᒪᓚᕿᕗᖅ 

ᓅᑕᐅᔪᓐᓇᖁᓪᓗᒋᑦ ᐃᓂᑦᓴᖃᑦᓯᐊᓂᖅᓴᒧᑦ, 

ᐋᖅᑭᒋᐊᕈᑎᓐᓇᐅᓯᓐᓈᖅᓱᓂ ᐊᓪᓚᕝᕕᖓᑦ.  

 

ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᐱᓇᓱᑦᓯᒪᓕᕐᒥᔪᑦ ᐊᑭᑐᔫᑎᓄᑦ 

ᐃᓚᒋᐊᖅᓯᓯᒪᒐᓱᑦᓱᑎᑦ ᐱᖁᑎᒋᔭᖏᑦ ᐱᓪᓗᒋᑦ, 
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note in the report, there are that the department 

did, there are a couple things maybe to note. 

One is that they have hired a capital planner, 

which is something that the department had 

recognized in the past as an area that it need to 

do increase its capacity to help the department 

essentially do that kind of work, to look at 

office space. And so that’s one thing that we 

note in the report. 

 

But also we saw that they had assessed its 

office space needs. So for example, as I had 

mentioned, they had looked across the various 

communities whether the space was sufficient 

and whether there were any issues with respect 

to the working environment that could be 

addressed. Based on what we saw, they had 

been doing that kind of work, and that they 

were also in consultation with at the time 

Community and Government Services, or the 

department of infrastructure and transportation, 

Transportation and Infrastructure, to identify 

ways of addressing those needs. And that was 

work that was in progress at the time. 

 

It’s certainly something that we would continue 

to look at, to see if in fact that kind of 

foundational work, that assessment, the 

assessments that they were doing were being 

acted on and if they were continuing to do 

those assessments knowing that staffing 

complement may change in communities may 

increase. But we did see that they had assessed 

their needs. We didn’t assess needs on their 

behalf, but we looked to see if the department 

was doing that type of work. Thank you. Thank 

you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Thank 

you for the response. To the Department of 

Transportation and Infrastructure, Mr. Seeley, 

again it’s the very same thing, exhibit 2, fourth 

bullet, in the first section on page 11. It 

indicates that Family Services communicated 

ᐃᓂᑦᓴᖃᑦᓯᐊᖃᑦᑕᖃᑉᓗᒋᑦ, ᐱᔭᕆᐊᖃᑦᑕᖏᓪᓗ 

ᒪᓕᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᓰᓕ. ᒥᔅᑕ 

ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᒃᑯᓐᓄᑦ ᑕᑯᔭᑦᓴᓂ 2, ᒪᑉᐱᒐᖓᓂ 

11 ᐅᖃᐅᓯᖃᕐᒪᑦ, ᐊᖏᕐᕋᒥ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐃᓄᓕᕆᔨᓪᓗᐊᑕᑦ. ᕿᒥᕐᕈᕙᑉᐱᓯ ᖃᑦᓯᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᓚᐅᖅᐹᑦ ᑕᐃᒪ’ᓇ ᐃᓄᓕᕆᔨᐅᑉᓗᑎᒃ 

ᓄᓇᓕᒻᒥ, ᐊᒻᒪ ᐃᓚᒌᓄᑦ ᐱᓕᑦᓯᖅᑎᐅᓪᓗᑎᒃ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐊᐱᕆᒐᕕᑦ. 2023ᒥ 

ᓇᓗᓇᐃᕆᓚᐅᖅᓯᒪᕗᒍᑦ ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᐸᑦᑐᑦ 

ᐃᓄᓕᕆᔨᐅᓗᑎᒃ ᐊᒥᓲᔪᖏᒻᒪᑕ ᑕᐃᑉᓱᒪᓂᓗ 2022ᒥ, 

14ᖑᓚᐅᖅᑐᑦ 47ᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᒻᒪᕆᐅᔪᓂᑦ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᐃᓄᐃᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ, 

ᐅᑎᕐᕕᒋᒐᑉᑎᒍ ᖃᐅᔨᓴᖅᑎᓪᓗᑕ, ᑕᑯᓚᐅᖅᑐᒍᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᐅᔪᑦ 

ᐅᓄᖅᓯᒋᐊᒻᒪᕆᑦᓯᒪᖏᑦᑐᑦ ᒪᐃ, 2023ᒥᓂᑦ. ᑖᓐᓇ 

ᐃᓕᓐᓂᐊᑐᓄᑦ ᑮᓇᐅᔭᖅᑖᑦᓴᖅ ᐃᓕᓐᓂᐊᕈᑎᑕᖃᖅᐸᓐᓂ 

ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᑦᓯᓐᓈᕐᓗᓂ ᐱᓕᒻᒪᑦᓴᐃᓂᖅ 2025ᒧᑦ 

ᐊᑦᑐᐃᓂᖃᕈᒫᖅᑐᑦᓴᐅᕗᖅ ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ ᐱᓪᓗᒋᑦ, 

ᐅᓄᖅᓯᒋᐊᕈᑎᐅᓛᖅᑐᑦᓴᐅᕗᖅ ᐃᓄᐃᑦ 

ᑕᑯᑎᑕᐅᒃᑲᓂᕐᓂᖅᓴᐅᓕᕐᓗᑎᑦ ᐃᖅᑲᓇᐃᔮᓂ ᑖᒃᑯᓇᓂ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᓪᓗ. ᐊᓕᐊᓇᐃᑦ ᐃᓕᓐᓂᐊᑐᓄᑦ 

ᑮᓇᐅᔭᖅᑖᑦᓴᖅ ᐃᓕᓐᓂᐊᕈᑎ ᐅᖃᐅᓯᐅᒻᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. ᑖᓐᓇ ᐃᓕᓐᓂᐊᑐᓄᑦ ᑮᓇᐅᔭᖅᑖᑦᓴᖅ 

ᐃᓕᓐᓂᐊᕈᑎ ᑕᓪᓕᒪᓄᑦ ᐊᔪᖏᑎᑕᐅᔪᖅ ᓄᓇᕗᒻᒥᐅᓄᑦ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᐱᓕᒻᒪᑦᓴᕈᒪᔪᓄᑦ, ᐃᓅᓯᓕᕆᓂᕐᒥᒃ, 

ᐃᓱᒪᓕᕆᓂᕐᒥᒃ. ᖃᓄᖅ ᑖᒃᑯᐊ, ᖃᓄᖅ ᓂᕈᐊᖅᑕᓲᖑᕙᑦ 

ᑕᓪᓕᒪᐅᔪᑦ ᑕᒪᑐᒧᖓ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᒪᓕᒋᐊᖃᖅᑐᑦ ᕿᒥᕐᕈᔭᐅᕌᖓᑕ ᑐᒃᓯᕋᖅᑐᑦ 

scholarshipᒥᒃ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᒧᑦ ᑕᒪᒃᑯᐊ ᑐᓂᔭᐅᔪᑦ 
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with Community and Government Services to 

address office space needs in selected 

communities. How does your department work 

with Family Services to assess office space 

needs across all communities? 

 

Perhaps, if I may, I will single out Baker Lake. 

I went through the Family Services office area 

recently, and they are pretty cramped for space. 

How does the new department work with 

Family Services to identify space needs across 

the community? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Seeley. 

 

Mr. Seeley: Thank you, Mr. Chair. I thank the 

member for the question. I think the Auditor 

General did a great job of describing I think the 

steps that Family Services has taken in 

identifying what its real property needs are, 

what its office space needs are. A really great 

first step that has been taken is identifying a 

position for a capital planner to do the 

assessment on space configurations. 

 

Our role as a department is to manage the 

requests that come in from client departments, 

including Family Services, to make sure that 

the space is, firstly, available and, secondly, 

suitable for their programming needs. In the 

case of Family Services there’s been an 

extensive amount of work that has been 

happening over the last 12 to 18 months to 

advance their space needs as a highest priority, 

starting with reconfiguring spaces to make sure 

they are safe and functional, so minor upgrades 

like doors and access ways and to make sure 

that it is readily accessible by their clientele. 

That’s being advanced at regular meetings 

scheduled at the ADM level to prioritize the 

office space needs for Family Services. 

 

Specifically in Baker Lake, it is an older office 

space. There are some space constraints within 

the specific property, and I guess to the 

member’s question, what we do about that as a 

ᒪᓕᑦᑐᒋᑦ ᐊᑐᐊᒐᐃᑦ ᐱᓯᒪᙱᑕᐃᓐᓇᕋᒃᑭᑦ ᒫᓐᓇ 

ᓇᓕᖅᑲᖏᑦ ᑭᓯᐊᓂ ᓯᕗᓪᓕᐅᔾᔭᐅᕙᑦᑐᓪᓕ 

ᐃᓅᑦᓴᕆᐊᖃᓲᖑᔪᑦ ᐊᖏᖅᑕᐅᔪᔅᓴᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑕᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ, ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᓱᓕ 

ᑭᓱᑦ ᐊᑦᑐᓕᖅᓯᒪᐅᑎᐅᖃᑦᑕᖅᐸ ᐃᓄᐃᑦ 

ᐃᓕᓐᓂᐊᖅᑕᐅᒃᑲᓐᓂᖁᑉᓗᒋᑦ ᓄᓇᓕᓐᓂ 

ᐃᓄᓕᕆᔨᒻᒪᕆᐅᓕᖁᓪᓗᒋᑦ? ᖁᔭᓐᓇᒦᒃ,  ᐃᒃᓯᕙᐅᑕᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᒃᓯᕙᐅᑕᖅ, ᑖᒃᑯᐊ ᐱᔾᔪᑎᒋᔭᖏᑦ ᑕᕝᕙᓃᑦᑐᑦ. 

ᐅᒃᐱᕈᓱᒃᑐᖓ ᓯᕗᓪᓕᖅᐹᒥ ᐊᒃᓱᕈᑦᑎᐊᖅᖢᖓ ᑕᐃᒃᑯᐊ 

ᐃᓕᓐᓂᐊᕇᖅᑐᑦ ᓯᓚᑦᑐᓴᕐᕕᖕᒥᙶᖅᑐᑦ 

ᐃᖅᑲᓇᐃᔭᕐᓂᐊᕋᓱᒋᓪᓗᒋᑦ. ᐃᓚᖏᑦ 

ᐱᔾᔪᑎᒋᔭᐅᕙᓪᓚᐃᔪᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᓐᓇᐃᓪᓕᔾᔪᑎᒋᔭᕗᑦ ᐃᓄᖕᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓐᓂᒃ ᑕᒪᒃᑯᐊ 

ᑕᐅᑐᖕᓂᕐᓗᒃᑕᐅᖃᑦᑕᕐᒪᑕ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᐅᓄᖅᑐᐃᖅᓱᖅᖢᑎᒃ ᓄᓇᓕᖕᓂ, ᐱᓗᐊᖅᑐᒥᒃ ᓄᓇᓕᖕᓂ 

ᒥᑭᑦᑑᑕᐅᓂᖅᓴᓂ. ᑖᒃᑯᐊ ᐊᑐᖃᑦᑕᖅᑐᑦ ᐃᓚᒌᓄᑦ 

ᐊᒃᑐᐊᓂᖃᖅᑐᓂᒃ ᓴᐳᒻᒥᐅᓴᖅᑕᐅᓯᒪᔭᕆᐊᖃᓕᓲᖑᖕᒪᑕ 

ᑕᐃᒃᑯᐊ ᑖᒃᑯᐊ ᐃᓱᒪᒋᖃᑦᑕᕐᒪᑕ ᐃᓚᒌᓂᒃ ᑖᒃᑯᐊ 

ᐅᓗᕆᐊᓱᒃᖢᑎᒃ ᐱᔾᔪᑎᖃᓕᖃᑦᑕᕐᒪᑕ ᐃᓚᒌᒃᑐᓂᒃ 

ᐃᓄᓕᕆᔨᐅᓇᓱᒃᑲᓗᐊᖅᖢᑎᒃ ᓄᓇᓕᖕᓂ 

ᐊᒃᓱᕉᓴᐅᑕᐅᓕᖃᑦᑕᕐᒪᑦ.  

 

ᑖᓐᓇ ᑕᕝᕙ ᐱᔾᔪᑎᐅᔪᖅ ᐅᕙᑦᑎᓐᓄᑦ ᑕᒪᒃᑯᐊ 

ᐊᑐᖅᑕᐅᔭᕆᐊᖃᙱᑦᑐᓂᒃ ᐃᔾᔪᐊᒐᒃᓴᓂᒃ ᓴᓇᖁᓪᓗᑕ 

ᐱᓕᕆᔾᔪᑎᒃᓴᐅᔪᓂᒃ. ᓄᓇᕗᒻᒥ ᑖᒃᑯᐊ 

ᐱᖃᓯᐅᔾᔨᑦᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑕ ᑖᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑕᐅᔪᑦ 

ᑕᐃᒪᐃᓕᖁᓪᓗᒍ ᑖᒃᑯᐊ ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᖁᓪᓗᒋᑦ ᓲᕐᓗ 

ᑕᒪᒃᑯᐊ ᐃᓄᖕᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᓂᖅᓴᐅᖁᓪᓗᒋᑦ 

ᐃᓄᓕᕆᔨᐅᓂᐊᖅᑐᓂᒃ. ᖃᐅᔨᓴᖅᑕᐅᓂᑯᓂᒃ 

ᐱᓯᒪᙱᑦᑐᓂᒃ ᖃᐅᔨᓴᐃᓯᒪᙱᑦᑐᒍᑦ ᖃᓄᐃᒻᒪᑦ 

ᐃᓄᖕᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᓐᓇᙱᒻᒪᖔᑦᑕ 

ᐃᓄᓕᕆᔪᓂᒃ. ᑕᐅᑐᖕᓂᕐᓗᒃᑕᐅᓂᖓ 

ᐱᔾᔪᑎᒋᓗᐊᙳᐊᖅᑰᖅᑕᖓ ᑖᒃᑯᐊ ᐃᒻᒪᖄ 

ᐃᓕᓐᓂᐊᕐᓂᕐᒥᓂᒃ ᐱᔭᕇᖅᑐᖅ ᓯᓚᑦᑐᖅᓴᕐᕕᖕᒥ 

ᐃᓕᓐᓂᐊᕇᖅᐸᑕ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᓯᓂᐊᕐᒪᑕ ᐃᓄᐃᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐅᓄᖅᓯᒋᐊᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
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department, I would like to clarify that the 

office space needs in any given community are 

managed based on the combined needs of all 

program departments within that community. 

 

In the case of Baker Lake, there’s some 

recently developed new office space for Qulliq 

Energy that freed up office space in a leased 

property that had a trickle-down effect to other 

owned and leased properties within the 

community. The best aligned space within 

Baker Lake would be identified for Family 

Services, for them to potentially relocate to a 

larger space or a more suitable space, subject to 

tenant improvements being done and mapped 

out. 

 

I will also point out that Family Services has 

taken some measures to increase their actual 

capital appropriation for small capital 

improvements to their assets, which is a big 

step in making sure that the spaces are suitable 

and maintained. Thank you, Mr. Chair. 

 

Chairman: Thank you Mr. Seeley. Mr. 

Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. To the 

Office of the Auditor General, staying on 

exhibit 2, first bullet on second section on page 

11, it addresses the number of Inuit in Family 

Services’ frontline workforce. Did your audit 

evaluate how many Inuit were employed in 

such frontline positions as community social 

services worker and family resources worker? 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you for the question. In our 

2023 report we did identify that Inuit 

representation among community social 

services workers was low, and at a point in 

time, 2022, there were 14 out of 47 permanent 

and casual community and social services 

worker positions that were filled by Inuit staff. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑭᖑᓪᓕᖅᐹᖅ ᐊᐱᖅᑯᑎᒐ. ᓇᓗᓇᐃᖅᓯᒃᑲᓐᓂᖁᓪᓗᒋᑦ 

ᑖᒃᑯᐊ ᓄᓇᕗᒻᒥ ᓯᓚᑦᑐᖅᓴᕐᕕᖕᒧᑦ. ᒥᔅ ᐳᕋᐃᔅ 

ᐅᖃᖅᑲᐅᖕᒪᑦ ᑖᒃᑯᐊᒎᖅ ᖁᑦᑎᓂᖅᓴᒥᒃ ᐃᓕᓐᓂᐊᖅᑐᑦ 

ᑖᒃᑯᐊ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᖕᒪᑕ bachelorᖑᓂᕋᖅᑕᐅᔪᒥᒃ. 

ᖃᓄᐃᑦᑐᒃᑲᓐᓂᕐᓂᒃ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᒃᑲᓐᓂᖅᐸ 

ᐃᓕᓴᕆᔭᐅᔾᔪᑎᑖᕈᓐᓇᖃᑦᑕᕐᓂᐊᖅᑐᓂᒃ 

ᓯᓚᑦᑐᓴᖅᓴᕐᕕᖕᒥ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐃᑲᔪᖅᑐᒃᑲᓐᓂᖅᑕᐅᖁᓪᓗᒋᑦ. ᖃᓄᕐᓕ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ 

ᐃᑲᔪᖅᑕᐃᕙᒃᐸᑦ ᐱᓕᕆᕕᓯ ᐊᖑᒻᒪᑎᑦᑎᐊᖁᓪᓗᒋᑦ 

ᑕᒪᒃᑯᓂᖓ ᑭᙴᒪᔭᐅᔪᓂᒃ ᐱᓕᕆᑦᑎᐊᖁᓪᓗᒋᑦ? ᖃᓄᖅ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᐸᑦ 

ᓄᓇᕗᒻᒥᐅᑦ ᐱᔾᔪᑎᒋᓪᓗᒍ? ᐱᓕᕆᕝᕕᖓᖃᐃ 

ᐃᔨᒋᓂᖅᓴᐅᓗᑎᒃ ᓄᓇᕗᒻᒥᐅᑦ ᐃᓚᖓᓂᒃ ᑖᒃᑯᓂᖓ 

ᐃᔨᒋᓗᑎᒃ. ᐊᓯᖏᑦᑕᐅᖅ ᑕᒪᒃᑯᐊ ᑭᙴᒪᔭᐅᔪᑦ ᓄᓇᕗᒻᒥ 

ᐃᔨᒋᔭᐅᒃᑲᓐᓂᕆᐊᖃᕋᓱᒋᓪᓗᒋᑦ. ᑖᒃᑯᐊ ᓯᓚᑦᑐᖅᓴᕐᕕᒃ, 

ᑖᒃᑯᐊ ᑕᐅᑐᒃᐸᑦ ᓯᐊᒻᒪᒃᓯᒪᔪᓂᒃ, 

ᖃᓄᖅᑑᕈᑎᒃᓴᖃᕐᒪᖔᕐᒥᒃ, ᖃᓄᐃᑦᑐᓂᒃ 

ᐃᓕᓴᐃᔾᔪᑎᖃᕈᓐᓇᖅᐸᑦ ᐃᑲᔪᖅᑕᐅᔾᔪᑎᒋᓂᐊᖅᑕᖏᓐᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᓄᓇᕗᒻᒥ ᐃᑲᔪᖅᑕᐅᖁᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕋᐃᔅ. 

 

ᐳᕋᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᐊᐱᕆᖕᒪᑦ. ᖁᔭᓕᑦᑎᐊᖅᐸᒋᑦᑕᐅᖅ 

ᓂᓪᓕᐅᑎᒋᒐᕕᐅᒃ ᑕᒪᓐᓇ. ᑕᒫᓂ ᐱᕈᖅᓯᒪᒐᒪ, 

ᐃᖅᑲᓇᐃᔭᖅᓯᒪᒐᒪ ᓯᓚᑦᑐᖅᓴᕐᕕᖕᒥ ᐊᕐᕌᒍᓂᒃ 

ᐅᓄᖅᑐᐊᓗᖕᓂᒃ. ᑖᒃᑯᐊ ᓱᖅᑯᐃᖅᓯᓯᒪᓕᕋᒃᑭᑦ 

ᐊᔾᔨᒌᙱᑦᑐᑦ ᐃᓕᓐᓂᐊᖅᑕᐅᔭᕆᐊᓖᑦ ᓄᓇᕗᒻᒥ ᓱᓕᔪᖅ. 

ᐃᓕᓐᓂᐊᕈᑎᒃᓴᕗᑦ ᐅᓄᖅᑑᔭᕆᐊᖃᖅᑐᑦ ᐊᒻᒪ 

ᐃᓕᓐᓂᐊᖅᑏᑦ ᐃᓕᓐᓂᐊᕆᐊᖃᑦᑕᖅᑐᑦ 

ᐅᓄᕐᓂᖅᓴᐅᔭᕆᐊᖃᖅᑐᑦ ᐱᔭᕇᖅᓯᕙᓪᓕᐊᓗᑎᒡᓗ 

ᐃᓕᓐᓂᐊᖅᑕᒥᖕᓂᒃ ᐃᖅᑲᓇᐃᔭᕈᓐᓇᖅᓯᖁᓪᓗᒋᑦ. ᑭᓯᐊᓂ 

ᐊᒃᓱᕈᕐᓇᖅᑐᖃᕐᒥᖕᒪᑦ ᑕᐃᒃᑯᓂᖓ 

ᐃᒃᑲᓇᐃᔭᖅᑎᑭᒃᓴᖅᑐᒍᑦ. ᑕᐃᒪᓐᓇ  ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓄᒃ 

ᐅᓄᕈᓐᓇᕐᓂᖅᐹᓂᒃ.  

 

ᑭᓯᐊᓂ ᐱᓕᕆᓇᓱᒃᐸᒃᑐᒍᑦ ᑭᓯᐊᓂ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑭᒃᓴᖃᑦᑕᕋᑦᑕ. ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ 

ᐃᓕᓐᓂᐊᖅᑐᑦ ᐅᖃᖅᑲᐅᖕᒪᑦ ᑐᖏᓕᖓ ᒥᓂᔅᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓪᓗ ᓯᓚᑦᑐᓴᕐᕕᒃ ᐱᕚᓪᓕᖅᓯᒪᔪᖅ 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᕐᓂᕐᒥᒃ ᐱᓕᕆᕕᖏᓐᓂ ᒐᕙᒪᒃᑯᑦ 

ᐊᒡᒍᖅᑐᖅᓯᒪᓂᖏᓐᓂᒃ. ᑖᒃᑯᐊ ᐊᖅᑯᓯᐅᖁᓪᓗᒋᑦ 
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In our work for the follow-up audit we found 

that the number of permanent Inuit community 

social services workers had not increased since 

May 2023. That said, the scholarship that was 

developed in 2023 and the internship program, 

I believe it is supposed to be launched in 2025, 

should have an impact in the future on these 

positions. We hope that increases will be seen 

in the representation of Inuit in these positions. 

Thank you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Thank 

you for the response. I am actually glad 

scholarships was mentioned. To Family 

Services, it notes that a scholarship is awarded 

annually to five eligible Nunavut Inuit and 

Nunavummiut to study and practise social 

work, counselling, or psychology. How are the 

candidates for these scholarships identified and 

evaluated? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, the criteria for the evaluation of 

applicants for the scholarship is found within a 

schedule to our advance and contributions 

policy, which I currently don’t have before me, 

Mr. Chair, so I would be happy to share those 

details with the member. I do know that the 

primary consideration is that the applicant must 

be Inuk. Thank you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Thank 

you, Mr. Ellsworth. Still to stay on Family 

Services, what factors are preventing more 

Inuit from being trained and employed as 

permanent community social services workers? 

Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᕐᓂᕐᒧᑦ ᑐᕌᖁᓪᓗᒋᑦ. 

ᐃᓕᓐᓂᐊᓚᐅᕐᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᓕᕐᓗᑎᒃ.  

 

ᓯᓚᑦᑐᓴᕐᕕᒃᑯᑦ ᑕᐃᒪᓐᓇ ᐃᓕᓐᓂᐊᕐᓂᐊᖅᑐᓂᒃ 

ᐱᓂᖅᓴᐅᖁᓪᓗᒋᑦ ᐊᔾᔨᒌᙱᑦᑐᓂᒃ 

ᐱᔨᑦᓯᕈᑎᖃᕐᓂᖅᓴᐅᔪᒪᓕᖅᑐᖅ 2022-2023ᖑᑎᓪᓗᒍᓗ 

ᐊᖏᖅᑕᐅᓚᐅᖅᓯᒪᖕᒪᑕ ᒪᓕᒐᓕᐅᕐᕕᖕᒥ ᑕᕝᕙᓂ 

ᑮᓇᐅᔭᖅᑖᖁᓪᓗᒋᑦ ᐃᑲᔪᖅᑐᐃᔾᔪᑎᐅᓂᐊᖅᑐᓂᒃ 

ᐃᓄᓕᕆᔨᙳᕆᐅᖅᓴᖅᑐᓄᑦ ᐸᐃᑉᐹᖅᑖᕐᓗᑎᒃ 

ᐃᓕᓴᕆᔭᐅᔾᔪᑎᑖᕈᓐᓇᕐᓂᐊᒪᑕ. ᑖᓐᓇ 

ᐱᓕᕆᔭᐅᖏᓐᓇᖅᓯᒪᔪᖅ. ᓱᖅᑯᐃᖅᓯᓯᒪᔪᖓ ᑖᒃᑯᐊ 

ᖃᕆᓴᐅᔭᒃᑯᑦ ᐃᔾᔪᐊᒐᒃᓴᒥᒃ ᐊᑐᖅᑕᐅᔪᓐᓇᕐᓂᐊᖅᑐᒥᒃ 

ᐊᐅᔭᖅ ᐃᖅᑲᓇᐃᖅᑕᐅᓂᐊᖅᑐᖅ ᑖᒃᑯᐊ ᑭᓯᐊᓂ 

ᐊᕐᕌᒎᓛᖅᑐᖃᐃ ᑭᓯᐊᓂ ᐊᑐᖅᑕᐅᓕᕐᓗᑎᒃ 

ᐃᓕᓐᓂᐊᕈᑕᐅᔪᓐᓇᖅᓯᓂᐊᖅᑐᖅ 

ᐃᑲᔪᖅᑐᖅᑕᐅᔾᔪᑎᒃᓴᖏᑦ ᐊᑐᐃᓐᓇᑦᑎᐊᓕᖅᐸᑕ. 

ᓯᓚᑦᑐᓴᕐᕕᖕᒥ ᑕᑯᓐᓇᖃᑦᑕᐅᑎᓗᑎᒡᓗ ᐃᓕᓴᐃᑦᑕᒃᑯᑦ 

ᖃᕆᓴᐅᔭᒃᑯᓪᓗ ᐃᑭᐊᖅᑭᕕᒃᑯᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓗᑎᒃ 

ᐊᐅᓪᓚᕈᒪᙱᑦᑐᑦ ᑕᐃᒃᑯᐊ ᐃᓕᓐᓂᐊᕈᓐᓇᕐᓂᐊᕐᒪᑕ. 

ᑕᐃᒪᓐᓇ ᐅᓄᕐᓂᖅᓴᓂᒃ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓂᖅᓴᐅᖁᓪᓗᑕ 

ᑖᒃᑯᓅᓇᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐳᕋᐃᔅ. 

ᐊᐱᖅᓱᒃᑲᓐᓂᐊᕐᔪᑯᓗᒡᓗᖓ ᑭᒡᒍᓯᐅᖅᑲᐅᔪᓄᑦ. 

ᐅᐊᑦᑎᐊᖅ ᐅᖃᖅᑐᖃᖅᑲᐅᖕᒪᑦ ᐃᓕᓐᓂᐊᖅᑐᑦ 

ᐊᔾᔨᒌᙱᑦᑐᓂᒃ ᐃᓕᓐᓂᐊᓚᐅᖅᖢᑎᒃ ᐱᔭᕇᖅᑐᑦ 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐅᖃᐅᓯᕆᔭᐅᖃᑦᑕᕋᑖᕐᒥᖕᒪᑕ 

ᐃᓕᓐᓂᐊᖅᑏᑦ ᐱᔭᕇᖅᓯᒐᓗᐊᕌᖓᒥᒃ ᐊᖑᒻᒪᑎᔾᔮᙱᑦᑐᑦ 

ᒐᕙᒪᒃᑯᑦ ᑭᙴᒪᔭᖏᓐᓂᒃ. ᐊᔾᔨᒌᙱᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓂᒃ ᓲᕐᓗ ᐃᓄᓕᕆᔨᑐᐃᓐᓇᐅᙱᑦᑐᓄᑦ. 

 

ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋᓕ ᖃᓄᖅ ᓄᓇᕗᑦ ᓯᓚᑦᑐᓴᕐᕕᖓ 

ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒡᓗ 

ᐃᖅᑲᓇᐃᔮᕇᓐᓇᕐᓂᐊᓕᕐᓗᒍ ᐃᓕᓐᓂᐊᖅᑎᑦᑎᑎᓪᓗᑎᒃ 

ᑕᐃᒃᑯᐊ. ᐃᓕᓐᓂᐊᕐᕕᐊᓗᖕᒥ ᐃᖅᑲᓇᐃᔭᓕᒻᒪᒃᓴᕐᓂᕐᒥᒃ 

ᐃᓕᓴᐃᑐᐃᓐᓇᙱᓪᓗᑎᒃ ᓲᕐᓗ 

ᓴᖅᑭᔮᖅᑎᑦᑎᑐᐃᓐᓇᙱᓪᓗᑎᒃ. ᒫᓐᓇ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᒐᒃᓴᓄᑦ ᐱᕕᒃᓴᓂᒃ ᖃᓄᐃᑦᑐᓂᒃ ᓄᓇᓕᖕᓂ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᒃᑐᓯ. ᑖᒃᑯᐊ ᐃᓕᓴᐃᔾᔪᑎᒃᓴᐃᑦ 

ᐊᑐᐃᓐᓇᐅᖁᓪᓗᒋᑦ ᐃᓕᓐᓂᐊᖅᑕᐅᖁᓪᓗᒋᑦ 

ᐃᓕᓐᓂᐊᕈᒪᔪᓄᑦ, ᐊᖑᒻᒪᑎᓕᖁᓪᓗᒋᑦ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᓕᒻᒪᒃᓴᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᐃᓐᓇᕐᓂᐊᕐᓗᑎᒃ? 

ᒥᔅ ᐳᕋᐃᔅ. 

 

ᐳᕋᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐊᐱᕆᒐᕕᑦ, ᐃᒃᓯᕙᐅᑕᖅ. 

100%ᒥᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᒪᑦ ᐊᒃᓱᐊᓗᒃ ᐱᒻᒪᕆᐅᔪᖅ 

ᓯᓚᑦᑐᓴᕐᕕᖕᒥ ᐊᐅᓚᑕᐅᒍᓂ. ᐊᕐᕌᒍᑦ ᑕᓪᓕᒪᑦ ᐃᓗᐊᓂ 
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Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, I think the reasons are myriad. I would 

tend to believe that, well first of all, we are 

wholeheartedly expecting the graduates of the 

college to come on board, but some of the 

factors that I think reduce our ability to recruit 

Inuit social workers is likely the stigma around 

the work that we do. Oftentimes, particularly if 

in a community, especially the smaller 

communities, Mr. Chair, the work that we do is 

not necessarily something that aligns with 

general views of individuals and families, 

particularly as it relates to the protection. So I 

think there is a stigma around this idea of 

having to engage with families and remove 

children, potentially, depending on the 

circumstance. That is a challenge to appreciate 

for some folks. 

 

And I would add, Mr. Chair, this is why it’s 

really important for us to define our prevention 

model, as we move forward in our relationship 

with Nunavut Tunngavik Incorporated, and I 

see that prevention work is something that 

would likely be more palatable for the 

community social services workers and 

attracting Inuit into the field. I don’t have any 

studies or literature. We haven’t assessed the 

reasons why we aren’t able to recruit Inuit 

social workers, but I do know there is a large 

stigma, and we look forward to ensuring that 

the support necessary to bring the college 

graduates in are in place in advance so that we 

can ensure that we have brought in our Inuit 

representation into the field of social work. 

Thank you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chairman. 

Thank you for the response. For my last 

question, a bit more clarification to question of 

the Nunavut Arctic College. Ms. Price 

mentioned there is a bachelor program and the 

diploma program that are being offered. Are 

there any other types of programming that 

ᑕᐃᒃᑯᐊ ᑐᓴᐅᒪᑎᑦᑎᓂᕐᒧᑦ ᐊᒻᒪ ᓂᐅᕕᕐᓂᕐᒧᑦ 

ᓴᙲᒃᑎᒋᐊᖅᑕᕗᑦ ᑖᒃᑯᐊ ᐊᐅᓚᑦᑎᔾᔪᑎᒋᔭᖏᑦ 

ᑐᓴᒐᒃᓴᓂᒃ ᐱᖁᓪᓗᒋᑦ ᐊᒻᒪ ᐊᑭᓐᓂᕐᒥᐅᑕᕐᓂᒃ ᑕᖅᑲᐅᓇ 

ᓴᖅᑭᔮᖅᑎᑦᑎᖃᑦᑕᖅᑐᒍᑦ ᐊᒻᒪᓗᑦᑕᐅᖅ ᖃᕆᓴᐅᔭᒃᑯᑦ.  

 

ᑲᔪᖏᖅᓴᐅᑎᓂᒃ ᐱᖃᑦᑕᖅᑐᒍᑦ ᓄᓇᓕᖕᓃᑦᑐᓪᓗ 

ᖃᐅᔨᒃᑲᖃᑦᑕᖅᑕᕗᑦ ᖃᐅᔨᒃᑲᐃᖃᑦᑕᕐᓂᐊᕐᒪᑕ 

ᐅᖃᖃᑎᖃᖅᖢᑕᓗ ᐃᓕᓐᓂᐊᕐᕕᐊᓗᖕᒥ 

ᐃᓕᓐᓂᐊᖅᑎᓂᒃ. ᑖᒃᑯᐊ ᐱᓕᕆᔭᐅᔪᑦ 

ᐱᒻᒪᕆᐊᓘᒐᓗᐊᖅᑎᓪᓗᒋᑦ ᐊᓯᖏᑦᑕᐅᖅ ᑖᒃᑯᐊ 

ᐱᓪᓚᑦᑖᖑᔪᑦ. ᐄ, ᐃᓕᓐᓂᐊᖅᑏᑦ ᐃᓚᖏᑦ 

ᐃᒡᓗᒃᓴᖃᙱᓐᓂᖏᓐᓄᑦ ᐃᓕᓐᓂᐊᖅᑎᒃᑲᓐᓂᕐᓂᒃ 

ᐱᔪᓐᓇᖃᑦᑕᙱᓐᓇᑦᑕ ᐃᒡᓗᑭᒃᓴᖅᑑᖕᒪᑕ. ᑕᐃᒃᑯᐊ 

ᓯᓚᑦᑐᓴᕐᕕᒃ ᐊᔾᔨᒌᙱᑦᑐᓄᑦ ᐃᓚᐃᑎᓪᓗᒍ ᑖᒃᑯᐊ 

ᐊᕐᕌᒍᑕᒫᑦ ᐊᔭᐅᖅᑐᐃᑲᑕᒋᐊᖃᓲᖑᒐᑦᑕ. 

 

ᑕᐃᒪ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᐃᓕᓐᓂᐊᓕᕐᒪᑕ ᐊᕐᕕᐊᓂ 

ᑖᒃᑯᐊ ᐃᓕᓐᓂᐊᖃᑦᑕᖅᑐᑦ ᐅᓄᖅᑑᓪᓗᑎᒡᓗ ᐊᕐᕌᒍᑕᒫᑦ 

ᑕᐃᒪᓐᓇ ᓄᓇᓕᖕᓂ ᐱᕕᒃᓴᒥᒃ ᑕᑯᔪᒍᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᔾᔪᑎᐅᖃᑦᑕᕐᓂᐊᖅᑐᓂᒃ. ᑕᐃᓐᓇ 

ᐃᔾᔪᐊᒐᒃᓴᑦᑎᐊᕙᐅᖕᒪᑦ. ᐊᒻᒪᓗᑦᑕᐅᖅ ᑕᐃᒪ ᓂᕆᐅᒃᑲᑦᑕ 

ᖃᕆᓴᐅᔭᒃᑯᑦ ᐃᓕᓴᐃᔾᔪᑏᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᓯᒃᐸᑦ 

ᐅᓄᕐᓂᖅᓴᓂᒃ ᐃᓕᓐᓂᐊᖅᑐᓂᒃ ᐱᑕᖃᖁᓪᓗᒋᑦ 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐃᓄᐃᓪᓗ ᐱᖁᑎᑐᖃᖏᓐᓂᒃ ᐊᑐᕐᓗᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᓗᑕ ᐊᒻᒪ 

ᐱᐅᓯᒋᐊᕈᓐᓇᓪᓚᕆᖕᒥᔫᒐᓗᐊᖅ ᑕᒪᓐᓇ. 

 

ᐃᓚᖓᒍᑦ ᐅᖃᕈᓐᓇᖅᑐᖓ ᓯᓚᑦᑐᓴᕐᕕᒃ ᐱᓕᕆᓂᖓᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᐱᓕᕆᕕᒋᔭᖓᑦ ᑕᐃᒪᓐᓇ ᐃᓱᒪᒐᔪᒡᓗᑕ 

ᐋᖅᑭᒃᓱᐃᓇᓱᒍᓐᓇᖅᑐᒍᑦ ᑕᒪᒃᑯᓄᖓ ᑭᙴᒪᔭᐅᔪᑦ. 

ᐱᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᒥᔅ 

ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᓯᕗᓪᓕᖅᐹᒥ 

ᐊᐱᖅᑯᑎᖃᕈᒪᔪᖓ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᑕᐃᒃᑯᐊ 

ᐋᓐᓂᐊᕕᓕᐊᖃᑦᑕᖅᑐᑦ ᐋᑐᕚᒧᑦ ᐊᖅᓵᖅᑕᐅᖃᑦᑕᖅᑐᑦ 

ᓄᑕᖅᑲᓂᒃ ᓴᐳᒻᒥᔨᓄᑦ ᑲᒪᒋᖃᑦᑕᕆᕕᓯᐅᒃ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ . 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᖅᑯᑎᒋᓪᓗᑎᑦ, ᑖᒃᑯᐊ ᒥᔅᑕ ᐅᑖᓄᓪ ᑭᐅᖁᓪᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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could be done through the college to offer 

Family Services, like how does the college 

work with family services to determine what 

programming would best meet the department’s 

workforce needs? It’s not only the department, 

it’s the needs of Nunavummiut. A department 

may want to focus on one area of the needs of 

Nunavummiut, but there are other needs across 

Nunavut that may need a bit more focus. So 

does the college look at maybe a broad scope of 

what the college could offer and help Family 

Services with programming to help 

Nunavummiut? Thank you, Mr. Chairman. 

 

Chairman: Ms. Price. 

 

Ms. Price: Thank you, Mr. Chair, and I thank 

the member for his question. I really do 

appreciate where you’re coming from. Having 

grown up here, having worked with the college 

for a number of years, I have had the 

opportunity to understand the diverse training 

needs of our territory. It’s true, we need a lot of 

programs. We need to have more students come 

through our programs, graduate, and enter into 

the workforce. 

 

While we understand at that, there are very real 

capacity issues that we have to deal with. We 

do our best to offer as many programs as we 

can, within our own limitations, but specifically 

to the programs related to social work, as 

mentioned by the deputy minister and his team, 

the college has really ramped up its working 

relationship with the department, and I think 

we’ve gained really good traction to create 

those pathways from education to the 

workforce. 

 

Now, what the college is doing itself to help 

bring more people through these important 

programs is the college is working to diversify 

its delivery model. So I believe it was in 

2022-2023 the college received approved 

funding from this House to dedicate supports to 

put our social service worker program diploma 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ ᐊᒻᒪᓗ 

ᑲᑎᒪᔨ ᐊᐱᕆᖕᒪᑦ. ᑖᒃᑯᐊ ᐱᓕᕆᖃᑎᒋᓪᓗᒋᑦ ᑖᒃᑯᐊ 

ᖃᓪᓗᓈᓂ ᐊᕕᒃᑐᖅᓯᒪᔪᓂᒃ ᓄᓇᕗᒻᒥᓗ ᐱᓕᕆᔪᑦ ᑖᒃᑯᐊ 

ᐊᖏᖃᑎᒌᒍᑎᖏᑦ ᒪᓕᒡᓗᒋᑦ ᑖᒃᑯᐊ ᒪᓕᒐᕆᔭᐅᓂᐊᖅᑐᑦ 

ᐊᑐᖅᑕᐅᖃᑦᑕᕐᒪᑕ ᓱᕈᓯᖅ ᑖᓐᓇ ᓱᕈᓯᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐃᑲᔪᖅᑕᐅᔭᕆᐊᖃᓕᖅᐸᑦ ᐊᐱᖅᑯᑏᑦ ᑭᐅᓗᒍ 

ᐃᒪᓐᓇᐃᓕᖃᑦᑕᕐᒪᑕ ᑕᐃᒃᑯᐊ ᑲᒪᖃᑦᑕᖅᑐᑦ ᑕᐃᒃᑯᐊ 

ᓱᕈᓱᓕᕆᔩᑦ ᐅᕙᑦᑎᓐᓄᑦ ᑐᓴᖅᑎᑦᑎᖃᑦᑕᕆᐊᓖᑦ. 

 

ᐊᓯᖏᓐᓂᑦᑕᐅᖅ ᐱᓕᕆᐊᒃᓴᖃᕐᒥᔪᑦ ᓱᕈᓯᓕᕆᔩᑦ 

ᒐᕙᒪᑐᖃᒃᑯᑦ ᒪᓕᒐᖓᓐᓂᒃ ᐊᑐᕐᒪᑕ. ᑖᒃᑯᐊ ᑎᒥᐅᔪᑦ 

ᐊᐅᓚᑦᑎᔨᐅᖕᒪᑕ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᑐᓴᖅᑎᑕᐅᖃᑦᑕᕆᐊᖃᕐᓂᐊᖅᑐᑦ ᑕᐃᒃᑯᐊ 

ᐊᐅᓚᑦᑎᔨᐅᖃᑦᑕᖅᑐᑦ ᓱᕈᓯᖅ ᑕᐃᒃᑯᐊ 

ᓱᕈᓯᓕᕆᔨᐅᔪᓄᑦ. ᑕᐃᒪᓐᓇ ᑐᓴᐅᒪᑎᑦᑎᓇᓱᖃᑦᑕᖅᑐᒍᑦ 

ᑕᐃᒪᐃᓕᔭᕌᖓᑦ. ᑐᓴᖅᑎᑦᑎᖃᑦᑕᕐᒥᔪᑦ ᐅᕙᑦᑎᓐᓄᑦ. 

ᑕᐃᒪᐃᓖᓐᓇᐅᔭᖅᐸ? ᐋᒃᑳ. ᑕᐃᒪᐃᓖᓐᓇᐅᔭᙱᑦᑐᖅ. 

ᐃᓛᒃ ᑕᒪᒃᑯᐊ ᑐᓴᐅᒪᑎᑦᑎᔾᔪᑎᑦᑎᐊᖁᓪᓗᒋᑦ, 

ᑭᐅᑦᑎᐊᖁᓪᓗᒍ ᑕᐃᒪᓐᓇ ᒪᓕᒐᖅᑕᖃᕐᒪᑦ 

ᐊᑐᖅᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ ᑕᐃᒪᙵᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑕᖅ ᐊᒻᒪ ᖁᔭᓐᓇᒦᒃ 

ᑭᐅᒐᕕᑦ. ᖃᐅᔨᑎᑕᐅᔭᕌᖓᔅᓯ ᐃᑲᔪᕋᓱᖃᑦᑕᖅᐱᓯ 

ᓄᓇᕗᒻᒧᑦ ᐅᑎᖅᑎᑦᑎᑎᑕᐅᓇᓱᒃᖢᓯᐅᒃ, ᐃᓚᒥᓄᑦ, 

ᐅᕝᕙᓘᓐᓃᑦ ᑕᐅᓇᓃᖏᓐᓇᖃᑦᑕᖅᐸᑦ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ 

ᐅᑖᓄᓪᒨᑲᐅᑎᒋᓗᖓ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑖᔅᓱᒥᖓ ᐊᐱᖅᑯᑎᖃᕐᒪᑦ ᑲᑎᒪᔨ. 

ᐊᐱᖅᑯᑎᑦᑎᐊᕙᒃ. ᐊᔾᔨᒌᖃᑦᑕᙱᑦᑐᑦ ᐅᓄᖅᑐᓂᒃ 

ᐱᔾᔪᑎᖃᖅᖢᑎᒃ. ᒪᓕᒃᓯᒪᖃᑦᑕᖅᑐᑦ ᖃᓄᐃᓕᓐᓂᕐᒪᖔᑕ 

ᑭᓱᒥᒡᓗ ᓴᖅᑭᑦᑐᖃᕐᓂᕐᒪᖔᑦ, ᖃᓄᐃᓕᐅᖅᑐᖃᕐᓂᕐᒪᖔᑦ. 

ᑖᒃᑯᐊ ᓴᖅᑭᑕᐃᑦ ᐱᔾᔪᑎᒋᓪᓗᒍ ᑕᐃᓇᓂᐅᖃᑦᑕᖅᑐᖅ 

ᐃᓅᓕᓴᖅᑕᐅᔭᖅᑐᖅᖢᑎᒃ ᐋᓐᓂᐊᕆᐊᖅᑐᖅᓯᒪᓪᓗᑎᒃ 

ᑕᐃᒪᓐᓇ ᐋᓐᓂᐊᕕᓕᐊᖅᓯᒪᓪᓗᑎᒃ. ᑖᒃᑯᐊ 

ᐃᓚᐅᖃᑦᑕᖅᓯᒪᙱᑦᑐᒍᑦ, ᑖᔅᓱᒧᖓ 

ᐃᓚᐅᕙᓚᐅᙱᑦᑐᒍᑦ ᑭᓯᐊᓂ ᑐᓴᖅᑎᑕᐅᔭᕌᖓᑦᑕ 

ᐃᑲᔪᖅᑐᐃᓇᓱᖃᑦᑕᖅᑐᒍᑦ ᑕᐃᒃᑯᐊ ᐃᓚᒋᔭᖏᑦ 

ᑐᓴᖅᑎᓐᓇᓱᒃᖢᑎᒍᑦ ᖃᓄᐃᓕᕐᒪᖔᑦ ᓱᖅᑯᐃᕋᓱᒃᖢᑎᒃ 



 
 

 

18 

into an online model. We’ve been doing that 

work, and from what I understand, we should 

have an online model completed by this 

summer. Rollout of that program may not 

happen until next year, just to make sure that 

we have all the support resources and 

everything ready, but the college hopes that in 

addition to our in-person delivery that an online 

delivery model will allow students who don’t 

wish to travel to take part in that. And it’s our 

hope that we’ll be able to catch more students 

and encourage them to take this program. 

Thank you, Mr. Chair. 

 

Chairman: Thank you, Ms. Price. Just to 

follow up a little bit, one of the things 

mentioned earlier was the number of graduates 

from a number of different programs, and 

we’ve all heard anecdotal discussions on the 

number of grads that are coming out aren’t 

going to meet the need of what the Government 

of Nunavut has, for a number of different 

professions, not just the social work side of 

things. 

 

I guess my question would be, how does the 

Nunavut Arctic College work with government 

departments such as Family Services, and I’m 

assuming within the career development side of 

the department, to recruit students? It can’t just 

be the career fairs at the high school, because 

there are people who are aged out of the school 

system that are in their 20s that have now come 

to the ability to be able to look at expanding 

and developing their employment 

opportunities. What kind of recruitment is done 

at the community level to make sure that these 

programs have as many students involved with 

them as possible, not just to meet the needs, but 

to meet the educational requirements of the 

career path that they’re choosing? Ms. Price. 

 

Ms. Price: Thank you for that question, Mr. 

Chair. One hundred per cent recruitment is an 

important part of the college’s functions. In the 

last five years the college’s marketing and 

ᐅᓪᓗᖅ ᖃᓄᐃᓕᓐᓂᕐᒪᖔᑕ, ᖃᓄᕐᓗ 

ᐃᑲᔪᖅᑕᐅᔪᓐᓇᕐᒪᖔᑕ, ᓄᓇᕗᒻᒧᑦ ᐅᑎᖅᑕᐅᔪᓐᓇᕐᒪᖔᑦ 

ᑕᐃᓐᓇ ᐃᓚᒋᔭᖏᓐᓄᑦ. 

 

ᑭᓯᐊᓂ, ᐊᓯᖏᑦᑕᐅᖅ ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᔭᕆᐊᖃᕐᓂᖓᓂᒃ: 

ᐊᑦᑕᕐᓇᙱᑦᑐᒦᑦᑕᕆᐊᖃᕐᓂᖓᓂᒃ ᓱᕈᓯᖅ; ᐊᑲᐅᓛᖑᕙ 

ᐃᓚᒌᓄᑦ; ᑭᓱᑦ ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᒋᓪᓗᒋᑦ; ᐊᒻᒪ ᐃᓚᒌᓄᑦ 

ᑕᐃᒪ ᐃᓚᒌᓄᑦ ᑲᒪᒋᔭᐅᔪᓐᓇᕐᒪᖔᑦ, 

ᐸᖅᑭᔭᐅᔪᓐᓇᕐᒪᖔᑦ ᓄᓇᕗᒻᒥ ᐃᓚᒋᔭᖏᓐᓄᑦ ᓱᕈᓯᐅᑉ 

ᐃᑲᔪᖅᑐᐃᔪᓐᓇᕐᒪᖔᑕ. ᑕᒪᒃᑯᓂᖓ ᐊᔾᔨᒌᙱᑐᓂᒃ 

ᓇᓖᕌᕈᑎᓂᒃ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᓂᒃ 

ᕿᒥᕐᕈᓇᒃᑕᐃᓐᓇᕆᓗᒋᑦ ᐃᑲᔪᖅᑎᐅᔾᔪᑎᐅᓂᐊᕐᒪᑕ 

ᓱᕈᓯᖅ ᐅᑎᖅᑎᑕᐅᖁᓪᓗᒍ ᓄᓇᕗᒻᒧᑦ. ᑭᓯᐊᓂᓕ, 

ᐃᓚᖏᑦ ᐱᔾᔪᑎᐅᔪᑦ ᑐᓗᖅᑕᐅᑎᑕᖃᖃᑦᑕᕐᒪᑕ ᒪᓕᒡᓗᒋᑦ 

ᒐᕙᒪᐅᔪᑦ ᐊᒡᒍᖅᑐᖅᓯᒪᓂᕆᔭᖓ ᒪᓕᒐᖏᑦ 

ᐊᔾᔨᒌᖃᑦᑕᙱᒻᒪᑕ. ᐱᖁᔭᕐᔪᐊᖏᑎᒍᑦ ᐱᔪᓐᓇᐅᑎᖃᕐᒪᑕ 

ᑭᓯᐊᓂᓕ ᑕᐱᕆᓪᓗᒋᑦ ᐱᓕᕆᖃᑎᒋᖃᑦᑕᖅᑕᕗᑦ ᑎᒥᐅᔪᑦ 

ᑕᐃᒃᑯᐊ ᐱᓕᕆᔭᐅᖃᑦᑕᖅᑐᑦ ᐋᑐᕚᒥ ᑕᒪᑐᒧᖓ 

ᐃᓄᐃᓪᓗ ᑐᙵᓱᒡᕕᖓ ᐃᓅᖃᑎᒌᓪᓗ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖃᑎᒋᖃᑦᑕᖅᑕᕗᑦ ᑎᒥᖁᑎᒋᔭᐅᔪᑦ. ᐋᑐᕚᒥᒃ 

ᖃᐅᔨᒪᑦᑎᐊᕐᒪᑕ ᓱᕈᓯᓕᕆᔨᐅᔪᓂᒃ. ᑕᐅᓄᖓ 

ᒐᕙᒪᑐᖃᒃᑯᓐᓂᙶᖅᑐᓂᒃ ᑕᐃᒃᑯᐊ ᑐᓴᖅᑎᑕᐅᖃᑦᑕᕐᒥᔪᑦ 

ᐃᑲᔪᖅᑐᐃᓂᐊᕐᒪᑕ ᐃᓚᒌᓄᑦ ᐅᑎᖅᑎᑕᐅᓂᐊᕐᒪᑕ. ᐊᒻᒪ 

ᑐᓴᐅᒪᑎᑦᑎᖃᑦᑕᕐᒥᔪᑦ ᐅᕙᑦᑎᓐᓂᒃ ᑕᒪᑐᒧᖓ. 

ᐅᖃᖃᑎᒌᑦᑎᐊᖃᑦᑕᖅᑐᒍᑦ ᐋᑐᕚᒦᑦᑐᓂᒃ, ᑕᐃᒃᑯᐊ 

ᐱᓕᕆᖃᑎᒋᔭᕗᑦ ᐊᖅᑯᑎᑕᖃᑦᑎᐊᖁᓪᓗᒍ ᐊᒻᒪ 

ᑲᔪᓯᑦᑎᐊᖁᓪᓗᒍ ᑕᒪᓐᓇ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ: ᖁᔭᓐᓇᒦᒃ ᑖᔅᓱᒥᖓ ᑐᑭᓇᖅᓯᑎᑦᑎᐊᕋᕕᑦ ᐊᒻᒪ 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  ᐊᓯᐊᓄᐊᕐᓗᖓ ᓱᕈᓰᑦ ᐃᓛᒃ 

ᐊᖓᔪᖅᑳᕆᔭᐅᔪᑦ ᐊᖅᓵᖅᑕᐅᔭᕌᖓᑕ ᕿᑐᕐᖓᖏᓐᓂᒃ 

ᐱᖁᔭᖃᖅᐱᓯ ᐃᓚᖏᓐᓄᐊᖅᑳᖅᑎᑦᑎᖃᑦᑕᖅᑐᓯ.  

ᖃᐅᔨᓴᖅᑳᖃᑦᑐᓯ ᐃᓚᖏᓐᓄᐊᖅᑳᕋᓱᒃᖢᓯᐅᒃ ᐃᒻᒪᖄ 

ᓂᖏᐅᖏᓐᓄᑦ, ᐃᑦᑐᖏᓐᓄᑦ ᐅᕝᕙᓘᓐᓃᑦ ᐃᓚᖏᓐᓄᑦ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᐊᐱᕆᖕᒪᑦ ᑲᑎᒪᔨ. 

ᓯᕗᓪᓕᖅᐹᒥ ᐃᓱᒪᒃᓴᖅᓯᐅᖃᑎᖃᖃᑦᑕᖅᑐᒍᑦ 

ᖃᓄᐃᓕᔪᖃᕌᖓᑦ ᑖᓐᓇ ᐊᖅᓵᖅᑕᐅᔭᕆᐊᖃᕐᓂᐊᕐᓂᖅᐸᑦ 

ᓱᕈᓯᖅ ᕿᒥᕐᕈᐃᓐᓇᖃᑦᑕᖅᑐᖅᑐᒍᑦ 

ᑕᑯᖅᑳᖏᓐᓇᖅᐸᒃᑕᕗᑦ ᐃᓚᒋᔭᖏᑦ ᑖᒃᑯᐊ ᐊᒻᒪ 

ᖃᓄᐃᓐᓂᕆᔭᖓ ᒪᓕᒃᖢᒍ ᐅᑎᖅᑎᑕᐅᔪᓐᓇᕐᒪᖔᑦ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᖅᑐᖅ. ᐃᓘᓐᓇᖏᓐᓂᒃ 
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communications team has have been 

strengthening their processes so that we get 

information out, that we get posters out. We 

expand our social media presence and that we 

engage with our team at the community level so 

that people are aware of these programs. 

 

We have also other efforts that include talking 

to high school students. But while all those 

efforts are very important, there are other 

realities that do limit the number of students we 

can take in, and most notably it’s student 

housing. We don’t have a lot of extra student 

housing, and especially for campuses with 

multiple programs, there is some push and pull 

that we have to do every year. 

 

Since the delivery of the social service worker 

program in Arviat, which has had healthy 

cohorts every year, we do see that the 

opportunity for community-based deliveries, 

that is a good model for us to draw on. And 

again, our hope is that with this online model 

we’ll be able to again catch more individuals. 

 

We are working to use our traditional avenues 

for marketing and recruitment, but there are 

areas for improvement, definitely. But again, I 

can attest that the college and its efforts with 

the Department of Family Services we are 

looking for creative ways to reach the people 

that we both need. Thank you, Mr. Chair. 

 

Chairman: Thank you. Thank you for that 

response. I’ll go to the next name on my list, 

Ms. Nutarak. 

 

Ms. Nutarak (interpretation): Thank you, Mr. 

Chairman. First of all I would like to direct my 

question to Family Services. In regards to out 

of territory, the patients that go down to 

Ottawa, some of them child protection agency 

apprehends some children. Do you work with 

them as well? Thank you Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

ᑐᓴᖅᑎᑕᐅᖏᓐᓈᓗᒃᐸᙱᓐᓇᑦᑕ ᑭᓯᐊᓂᓕ 

ᐊᖅᓵᖅᓰᓐᓇᐅᔭᖃᑦᑕᙱᓐᓇᑦᑕ ᑭᓯᐊᓂ 

ᐊᑦᑕᕐᓇᖅᑐᒦᓕᖅᐸᑦ ᓱᕈᓯᖅ ᐅᔾᔨᖅᓱᑦᑎᐊᕐᓗᑕ 

ᖃᓄᐃᓕᕐᒪᖔᑦ ᕿᒥᕐᕈᓇᖃᑦᑕᕆᐊᖃᖅᑐᒍᑦ ᖃᐅᔨᓴᐃᓗᑕ 

ᖃᓄᐃᒻᒪᖔᑦ ᐊᒻᒪ ᐃᓱᒪᓕᐅᓕᕐᓗᑕ ᐱᖃᓯᐅᑎᓪᓗᒋᑦ 

ᐱᖃᑕᐅᑎᓪᓗᒋᑦ ᐃᓚᒌᑦ ᑕᐃᒃᑯᐊ ᐊᑲᐅᓛᖑᔪᒧᑦ 

ᓱᕈᓯᕐᒧᑦ ᐊᑐᕐᓂᐊᕐᓗᑕ.  

 

ᐊᐱᖅᑯᑏᑦ ᑭᐅᓗᒍ ᐃᓘᓐᓇᖓᑦ ᑕᐃᒪᙵᑦ ᐃᓚᒌᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᐃᓐᓇᐅᔭᖅᑐᒍ ᐊᔪᕐᓇᙱᑦᑕᕌᖓᑦ. 

ᐃᓚᖏᑦ ᑐᓗᖅᑕᐅᑎᐅᔪᑦ ᑕᕝᕗᖓ ᑕᑯᓯᒪᔭᕗᓪᓗ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᕐᓂᒃᑯᑦ ᑭᖑᓂᑦᑎᓐᓂ. ᐸᖅᑭᔩᓪᓗ 

ᑕᖃᓲᖑᓪᓗᑎᒃ ᐃᓚᒌᓪᓗ ᑕᐃᒃᑯᐊ ᑕᐃᒪᙵᑦ 

ᐱᓯᒪᔪᒪᐃᓐᓇᐅᔭᖅᑐᖅ ᐃᓚᒥᖕᓂᒃ. ᐊᑲᐅᙱᓕᐅᕈᑎ 

ᓴᖅᑭᖃᑦᑕᖅᑐᖅ ᐊᒃᓱᕈᕐᓇᖅᑐᐊᓘᒃᐸᑦ ᑭᓯᐊᓂ. ᑖᒃᑯᐊ 

ᓴᓇᖃᑦᑕᕆᐊᖃᖅᑕᕗᑦ ᐊᖅᑯᑎᐅᔪᓐᓇᕐᓂᐊᖅᑐᓂᒃ 

ᐃᑲᔪᖅᑐᐃᔾᔪᑎᐅᓂᐊᖅᑐᓂᒃ ᐃᓚᒌᓄᑦ ᐊᒻᒪ 

ᑮᓇᐅᔭᖅᑕᖃᕐᓗᓂ ᐃᑲᔪᖅᑐᐃᔾᔪᑎᑕᖃᕐᓗᓂ. ᓄᓇᓕᖕᓄᑦ 

ᐃᓚᒌᓄᑦ ᓱᕈᓯᖅ ᑖᓐᓇ ᐃᓚᖏᓐᓃᖏᓐᓇᖁᓪᓗᒋᑦ, 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᑐᒍ ᐃᓚᒌᓂᒃ ᐊᔪᕐᓇᙱᑦᑕᕌᑦ, 

ᑭᓯᐊᓂ ᐃᓛᓐᓂᒃᑯᑦ ᑐᓗᖅᑕᐅᑎᖃᖃᑦᑕᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑕᖅ ᐊᒻᒪ 

ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᑐᑭᓯᓇᖅᓯᑦᑎᐊᕐᒪᑦ. ᑐᑭᓯᔪᒪᓪᓗᖓ 

ᓱᕈᓯᖅ ᐃᓚᒥᓄᐊᕆᐊᖃᖅᐸᑦ ᓲᕐᓗ ᓂᖏᐅᕐᒥᓄᑦ 

ᓂᑭᐅᒃᑯᖏᓐᓄᑦ, ᐃᑦᑐᒃᑯᖏᓐᓄᑦ ᑖᒃᑯᐊ ᓂᖏᐅᒃᑯᖏᑦ, 

ᐃᑦᑐᒃᑯᖏᑦ ᐊᑭᓕᖅᓱᖅᑕᐅᔪᓐᓇᙱᒻᒪᑕ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᒐᖕᓂ, ᐄ. ᐃᑲᔪᖅᓱᖅᑕᐅᔭᕆᐊᓖᑦ 

ᖃᐅᔨᒪᑦᑎᐊᖅᖢᑎᒃᑯᓪᓗ ᑮᓇᐅᔭᖅᑐᖃᑦᑕᕐᒪᑦ ᓱᕈᓯᕐᒥᒃ 

ᐸᖅᑭᓪᓗᓂ. ᑮᓇᐅᔭᖅᑐᑲᓪᓚᖃᑦᑕᖅᖢᓂᓗ. ᐊᑕᐅᓯᖅ, ᐄ. 

ᑕᐃᒃᑯᐊ ᐃᓚᒋᔭᐅᔪᑦ ᐃᑦᑐᕆᔭᐅᔪᑦ ᖃᐅᔨᓴᓚᐅᕐᓗᒍ 

ᐃᒡᓗᖓ ᐊᒻᒪᓗ ᐊᑦᑕᓇᙱᒃᑲᓗᐊᕐᒪᖔᑦ 

ᖃᐅᔨᓴᓚᐅᕐᓗᑎᒃᑯᑦ ᐊᖏᖅᑕᐅᒃᐸᑦ ᐱᓯᒪᔪᓐᓇᕐᓂᐊᖅᐸᑦ 

ᑖᔅᓱᒥᖓ ᓱᕈᓯᕐᒥᒃ ᑕᐃᒪ ᐊᑭᓕᖅᓱᖅᑕᐅᖃᑦᑕᖅᑐᑦ. ᐄ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑕᖅ ᐊᒻᒪ ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ 

ᑐᑭᓯᓇᖅᓯᑎᑦᑎᐊᕋᕕᐅᒃ. ᐃᓄᓕᕆᔩᖅᑲᐃ 
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Mr. Ellsworth: Thank you, Mr. Chair. 

Through you, I would request that Mr. 

O’Donnell respond to that inquiry, please, Mr. 

Chair. 

 

Chairman: Thank you. Go ahead, please, Mr. 

O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. 

Through our partners in the provincial and 

territorial regions we have what is called an 

interprovincial agreement and/or 

interprovincial protocol that we utilize, so when 

a child does come into contact with the 

Children’s Aid Society, for example, related to 

your question, what does happen is that that 

agency is responsible to contact us through that 

protocol. There’s also other obligations that 

that agency has as it relates to the federal act 

that they do need to notify the governing body. 

I’m sorry, slow down. My mistake. 

 

They do also need to notify the Indigenous 

governing body as well, if a child does come 

into contact with the child welfare agencies. So 

we do communicate when that does happen and 

they do notify us. Does it happen every single 

time? No, it doesn’t, but that is something that 

we do have that communication stream to make 

sure that we are able to go back and address it 

if it didn’t happen because there is a protocol 

that is in place that is supposed to be followed. 

Thank you, Mr. Speaker. 

 

Chairman: Thank you. Ms. Nutarak. 

 

Ms. Nutarak (interpretation): Thank you, Mr. 

Chairman, and thank you for your response as 

well. When you are informed about such things 

do you provide assistance to make sure that 

they are returned to Nunavut, to their families, 

or does the child remain down south? Thank 

you. 

 

ᐊᔾᔨᒌᖃᑦᑕᙱᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐅᖃᐅᔾᔭᐅᓯᒪᓪᓛᓯᒪᓕᕋᒪ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐅᖃᐅᔾᔭᐅᔪᑦ 

ᐃᑦᑐᒃᑯᖏᓐᓄᑦ ᓂᖏᐅᒃᑯᖏᓐᓄᑦ ᑐᓂᔭᐅᔪᑦ ᑖᒃᑯᐊ 

ᐊᑭᓕᖅᓱᖅᑕᐅᔪᓐᓇᙱᒻᒪᑕᒎᖅ ᓂᖏᐅᕐᒥᓄᑦ, 

ᐃᑦᑐᕐᒥᓄᐊᕐᓂᐊᖅᑐᑦ. ᐊᓯᖏᓐᓄᐊᖅᑕᐅᓂᐊᖅᐸᑕ 

ᐊᑭᓕᖅᓱᖅᑕᐅᔪᓐᓇᕋᓗᐊᖅᖢᑎᒃ. ᐃᓄᓕᕆᔩᖅᑲᐃ ᑕᒪᕐᒥᒃ 

ᖃᐅᔨᒪᖃᑦᑕᙱᒻᒪᑕ ᑖᔅᓱᒥᖓ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᓄᑕᕋᖅ. 

ᑕᒪᓐᓇ ᐅᖃᐅᓯᕆᓪᓗᓂᐅᒃ ᐃᒻᒥᒨᖓᔪᓂᒃ ᑕᒪᒃᑯᓂᖓ 

ᓵᑐᐃᓐᓇᕆᐊᖃᕋᑦᑕ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. ᑖᓐᓇ 

ᑭᐅᑎᓐᓂᐊᖅᐸᕋ. 

 

ᐃᐅᓪᔅᕗᑦ  (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᔭᐅᖕᒪᑦ. ᐄ, 

ᐱᔭᕐᓂᙱᑦᑑᓲᖑᖕᒪᑦ ᐃᓚᖏᓐᓄᑦ ᐃᓚᔮᕇᖕᓄᑦ. 

ᒪᑯᓂᖓᓗ ᐸᐃᑉᐹᕐᓂᒃ ᐊᑎᓕᐅᕆᐊᖃᕋᓗᐊᖅᑎᓪᓗᒍ 

ᐃᓛᓐᓂᒃᑯᑦ ᐊᑎᓕᐅᕈᒪᖃᑦᑕᙱᒻᒪᑕ. ᐊᑏ 

ᖃᓄᐃᑦᑐᖃᖅᐸᑦ ᐊᑲᐅᙱᓕᐅᕈᑎᑕᖃᖅᐸᑦ 

ᐅᖄᓚᕕᐅᖃᑦᑕᕐᓚᖓ ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᙶᖅᑐᑦ ᑕᐃᒃᑯᐊᓗ ᓱᕈᓰᑦ 

ᑲᒪᒋᔭᐅᔭᕆᐊᓖᑦ ᑕᒪᒃᑯᓄᖓ ᑐᕌᖓᔪᓂᒃ ᐊᖏᕈᑎᓂᒃ 

ᐋᖅᑭᒃᓯᓯᒪᒐᑦᑕ ᐊᒻᒪᓗ ᑕᖅᑲᐅᙵᐃᕙᓪᓕᐊᓪᓗᑕ 

ᑐᓴᒐᒃᓴᓂᒃ ᖃᐅᔨᒪᓂᐊᕐᒪᑕ ᓇᒧᑦ ᐅᖄᓚᔪᓐᓇᕐᒪᖔᑦ 

ᐊᑲᐅᙱᓕᐅᕈᑎᑕᖃᕐᓂᖅᐸᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓄᑕᕋᖅ 

ᐅᑎᕐᕕᒋᓚᐅᙱᓐᓂᓐᓂ ᐃᓚᒌᒃᑲᓗᐊᖅᐸᑦ ᐅᕝᕙᓘᓐᓃᑦ 

ᐊᓯᖏᓐᓄᑦ ᑕᐃᓐᓇ ᓱᕈᓯᖅ ᐸᖅᑭᔭᐅᓂᐊᖅᐸᑦ 

ᑭᓇᐅᒐᓗᐊᖅᐸᑦ ᐊᑭᓕᖅᓱᖅᑕᐅᔪᐃᓐᓇᐅᖃᑦᑕᖅᑐᑦ? ᒥᔅᑕ 

ᐅᑖᓄᓪ.  

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ’. 

ᐊᑭᓕᖅᓱᖅᑕᐅᔪᐃᓐᓇᐅᖃᑦᑕᖅᑐᑦ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓄᑕᕋᖅ. 

 

ᓄᑕᕋᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᑐᑭᓯᐅᒪᔭᐅᖁᓪᓗᒍ ᓈᓚᒃᑐᓄᓪᓗ ᓄᓇᕗᒻᒥᐅᓄᓪᓗ 

ᐅᖃᐅᓯᕆᑐᐃᓐᓇᖅᑕᕋ. ᒥᑦᑎᒪᑕᓕᖕᒥᑐᐊᖅ 

ᓴᖅᑭᓯᒪᔭᐅᙱᒻᒪᑦ ᑐᓴᖅᓯᒪᔭᕋ ᐊᓯᖏᓐᓂ ᓄᓇᕗᒻᒥ 

ᓄᓇᓕᖕᓂ ᑕᒪᓐᓇ ᐊᔾᔨᒌᒃᑎᑦᑎᖃᑦᑕᙱᓐᓂᖅ ᐃᓄᖕᓂᒃ 

ᐋᖅᑭᒋᐊᕆᐊᖃᕐᒪᑦ.  

 

ᐊᓯᐊᓄᐊᕐᓗᖓ, ᐅᐊᑦᑎᐊᕈᖃᐃ ᐊᐱᖅᓱᕐᓂᐊᓕᖅᐳᖓ 

ᐃᓱᒪᒃᓴᖅᓯᐅᕌᓪᓚᒡᓗᖓ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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Chairman: Thank you. I’ll go directly to Mr. 

O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chairman, 

and thank you for the question from the 

member. It’s a good question, but it does vary 

on a number of factors. It really does depend on 

the situation and what had transpired at that 

time. For the example that you’ve brought 

forward, they are down there for medical or for 

a patient-related situation, and formerly we 

were not involved prior to that, but we do get 

notified and involved. So we will help support, 

get in contact with family members with the 

situation, try to understand what took place, 

and how best we can support that family in 

returning back to Nunavut. 

 

However, there are factors that we do need to 

consider: the safety of that child; what’s in the 

best interest of the child at the time; what’s in 

the best interest of that family; and whether or 

not that family is in a position at the time to 

support the child back in Nunavut, or if there’s 

extended family that can help support that 

family. So we would look at every option 

possible to ensure that the safety and the 

support is there for that child and family to 

return back to Nunavut. However, there are 

other factors that may impede our ability to do 

that, based on the jurisdiction, because again, 

it’s the jurisdiction down there that have their 

legislative authority. We do partner with 

organizations as well down in Ottawa, 

Tungasuvvingat Inuit and Inuuqatigiit also are 

well associated with the Ottawa child aid 

society. They often are involved as well and are 

notified and can help support the family return 

back as well. And that communication will also 

come to us as well, when needed. So we’re 

very communicative with a lot of partners 

down in Ottawa to ensure that there is a 

pathway and that the continuity of care 

continues. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Nutarak. 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᑕᖅᑭᐅᑎᔪᒪᔭᐃᑦ, ᒥᔅ 

ᓄᑕᕋᖅ? ᑕᐃᒪᐃᑦᑑᖕᒪᑦ ᐊᑎᖁᑎᓐᓄᑦ, ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑐᑭᓯᓇᖅᓯᑎᒋᐊᒃᑲᓐᓂᖁᓪᓗᒍ ᐊᔾᔨᒌᓂᒃ 

ᑐᑭᓯᐅᒪᓂᐊᕋᑦᑕ, ᑐᑭᓯᐅᒪᓂᕋ ᒪᓕᒃᖢᒍ ᐃᓅᓯᕐᒧᑦ ᒪᑯᐊ 

ᑮᓇᐅᔭᖅᑐᕈᑏᑦ ᐊᔾᔨᒌᖃᑦᑕᙱᒻᒪᑕ ᑕᒪᒃᑯᓂᖓ ᒪᓕᒃᑐᑦ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐊᒻᒪᓗ ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᒐᖕᓂ. ᐄ’, ᓇᓗᓇᐃᓪᓗᐊᖅᑲᐅᔭᕋ ᐃᒃᑯᐊ 

ᑮᓇᐅᔭᖅᑐᕈᑏᑦ ᐊᔾᔨᒌᖃᑦᑕᙱᒻᒪᑕ ᓄᓇᓕᖕᓂ. ᑕᐃᒃᑯᐊ 

ᐊᑭᑦᑐᖅᐸᓪᓕᐊᓂᖏᑦ ᐊᔾᔨᒌᒃᑎᑕᐅᖃᑦᑕᙱᑦᑐᑦ. ᑭᓯᐊᓂ,  

ᐊᔾᔨᒌᓂᒃ ᐊᑭᓕᖅᑕᐅᖃᑦᑕᖅᑐᑦ ᐃᓚᒌᙱᒃᑲᓗᐊᖅᐸᑦ 

ᐅᕝᕙᓘᓐᓃᑦ ᐋᒃᑲ. ᒪᒥᐊᓇᖅ ᑐᑭᓯᓇᑦᑎᐊᕋᑖᙱᒻᒪᑦ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐅᑖᓄᓪ. ᒥᔅ 

ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐄ’, ᑖᓐᓇᓴᐃᓐᓇᖅ 

ᐅᖃᐅᓯᕆᓗᒍ, ᑖᒃᑯᐊ ᐃᓚᔮᕇᑦ ᐅᕝᕙᓘᓐᓃᑦ ᐃᓄᒃ 

ᐸᖅᑭᔪᓐᓇᖅᑎᑕᐅᒃᐸᑦ ᑎᒍᐊᙳᐊᕆᓂᐊᖅᑕᒥᖕᓂᒃ 

ᑕᐃᒃᑯᐊ ᐊᑭᓕᖅᓱᖅᑕᐅᖃᑦᑕᖅᐸᑦ ᓱᕈᓰᑦ ᓲᕐᓗ 

ᐊᑕᐅᓯᕐᒥᒃ ᐱᓯᒪᒃᐸᑦ?  ᐅᕝᕙᓘᓐᓃᑦ ᐱᖓᓱᓂᒃ, ᑖᒃᑯᐊ 

ᐊᑭᓕᖅᓱᖅᑕᐅᖃᑦᑕᕐᓂᖏᑦ ᐊᔾᔨᒌᖃᑦᑕᖅᑐᒃᓴᐅᙱᑦᑐᑦ 

ᓱᕈᓯᕐᒧᑦ ᓯᕗᓪᓕᖅᐹᒧᑦ ᑐᒡᓕᐊ ᐱᖓᔪᖓᑦ. ᑕᐃᒃᑯᐊ 

ᐊᑭᓕᖅᓱᖅᑕᐅᓂᖏᑦ ᖃᓄᖅ ᐋᖅᑭᒃᓯᒪᕙᑦ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᖕᓂ. 

ᓱᕈᓯᖅ ᐊᑕᐅᓯᕐᒧᑦ ᐋᖅᑭᒃᑕᐅᓯᒪᔪᖅ 

ᐊᑭᓕᖅᓱᖅᑕᐅᖃᑦᑕᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᓱᕈᓯᐅᑉ 

ᐊᕐᕌᒍᐊ ᒪᓕᒃᑕᐅᖃᑦᑕᖅᐹ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

ᖁᔭᓐᓇᒦᒡᓗ ᐊᐱᖅᑯᑎᒋᒐᖕᓂ. ᑎᒍᐊᙳᐊᖃᑦᑕᕐᓂᖅ 

ᐸᖅᑭᓂᕐᓗ ᐊᕐᕌᒍᖓᓄᑦ 15ᒧᑦ ᑎᑭᖦᖢᒍ ᐱᖁᔭᕐᔪᐊᖅ 
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Ms. Nutarak (interpretation): Thank you for 

elaborating that to me. Thank you, Mr. 

Chairman. Moving on to a different topic, 

children. When there’s apprehension of a child 

from the parents, do you have any policy that 

the family of the child, it would be a priority to 

return the child to the family or to the kin? Or 

do you do investigation to find out whether 

they can be returned to the grandparents or to 

the extended family? Thank you. 

 

Chairman: Thank you. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. The 

first consideration in any circumstance, whether 

that be the potential for removal of a child for 

the family would always be to look to extended 

family and/or whether or not the circumstances 

allow for us to continue working with that 

family. Not every situation that we are notified 

of requires us to remove a child from that 

home, or from that unsafe situation. We have to 

carefully look at the circumstances, assess the 

circumstances, and then make a decision in 

conjunction with the family to understand what 

is in the best interest of the child at that time. 

 

To answer your question simply, we will 

always work with family where available. I 

think some of the constraints around that and 

what we have seen studied by folks in the past 

is caregiver burnout. We’ve seen many families 

are always, never met a family that’s not 

wanting to take care of their family, ever. The 

problem is it becomes a very challenging 

position to be in, and we have to try to develop 

certain pathways and plans to help support that 

family as best as we can and to ensure that they 

have the resources and support as a group, as a 

community, as a family, to ensure that that 

child stairs and remains with the family. So we 

work with extended family whenever we can 

and whenever possible, but there are limitations 

to that at times. Thank you, Mr. Chair. 

ᒪᓕᒡᓗᒍ ᑕᐃᒪᓐᓇ ᐋᖅᑭᒃᑕᐅᓯᒪᔪᖅ. ᐊᒻᒪᓗ ᐸᖅᑭᔾᔪᑏᑦ 

ᑕᒪᒃᑯᐊ ᑲᔪᓰᓐᓇᕈᓐᓇᖅᑐᑦ, ᐃᓛᒃ ᐅᕙᒍᑦ 

ᑲᑎᒪᔾᔪᑎᒋᓚᐅᖅᖢᑎᒃᑯᑦ ᑕᐃᒃᑯᐊ ᒪᒃᑯᒃᑐᑦ 16 ᐊᒻᒪᓗ 

18 ᐊᑯᓐᓂᖓᓂ ᐊᕐᕌᒍᓖᑦ ᐊᖏᕈᑎᑎᒍᑦ 

ᐊᑭᓕᖅᓱᕈᓐᓇᕐᒥᔭᕗᑦ. ᑭᓯᐊᓂ, 15-ᒧᑦ ᐋᖅᑭᒃᑕᐅᓯᒪᔪᑦ 

ᑭᓯᐊᓂ ᐊᔾᔨᐅᙱᑦᑐᖅᑕᖃᖅᐸᑦ ᐃᓐᓇᐅᒃᑲᓐᓂᕈᓐᓇᖅᑐᖅ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  ᓱᕈᓯᕐᒧᑦ 

ᐊᑕᐅᓯᕐᒧᑦ ᐊᑭᓕᖅᓱᖅᑕᐅᖦᖤᖅᐳᖅ ᐊᑐᓂ ᐊᒻᒪᓗ 

ᐊᑭᓕᖅᓱᖅᑕᐅᓂᖏᑦ ᐊᕐᕌᒍᖏᑦ ᒪᓕᒡᓗᒋᑦ 

ᑕᐃᒪᐃᓕᖓᔫᖅ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  ᒪᒥᐊᓇᖅ 

ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᔭᐃᑦ ᐅᖃᑦᑎᐊᒃᑲᓐᓂᑲᐃᓐᓇᕈᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ):ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐄ’, 

ᐊᐱᖅᓱᖅᐸᓪᓕᐊᑐᐃᓐᓇᓕᓲᖑᒐᒪ, ᑐᑭᓯᓪᓗᖓ ᖃᓄᐃᒻᒪᑦ 

ᑐᑭᓯᙱᒻᒪᖔᑦ. ᐅᓇ ᐊᐱᖅᑯᑎᒋᓵᖅᑕᕋ, 

ᖃᐅᑕᒫᖅᓯᐅᑎᑎᒍᑦ ᐃᒃᑯᐊ ᐊᑭᓕᖅᓱᖅᑕᐅᖃᑦᑕᖅᑐᑦ 

ᓱᕈᓰᑦ ᐊᑐᓂ. ᐆᒃᑑᑎᒋᓗᒍ, ᓲᕐᓗ ᓄᑕᕋᓛᕐᒥᒃ 

ᑎᒍᐊᙳᐊᖃᖅᐸᑦ ᐊᓯᖔᖓ 12ᒥᒃ ᐊᕐᕌᒍᓕᖕᒥᒃ 

ᑎᒍᐊᙳᐊᖦᖤᖅᐳᖅ. ᑖᒃᑯᐊ ᐊᕐᕌᒍᒌᖃᑎᒌᙱᒻᒪᑕ 

ᖃᑦᑎᓂ ᑮᓇᐅᔭᓂᒃ  ᐊᔾᔨᒌᒃᐸᑦ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ 

ᑐᑭᓯᓇᖅᓯᒃᑲᓐᓂᕐᒪᑦ, ᒥᔅ ᐳᕉᔅᑐ. ᒥᔅᑕ ᐅᑖᓄᓪ. 

 

ᐅᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᖅᖢᒍ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᖕᒪᒍ. ᑕᐃᒃᑯᐊ 

ᖃᐅᑕᒫᖅᓯᐅᑏᑦ ᐊᑭᓕᖅᓱᖅᑕᐅᖦᖤᖅᐳᑦ ᐊᒻᒪᓘᓐᓃᑦ 

ᑕᐃᒃᑯᐊ ᐃᓚᔮᕇᑦ ᖄᒃᑲᓐᓂᐊᒍᑦ ᑮᓇᐅᔭᖅᑎᒍᑦ 

ᐃᑲᔪᖅᑕᐅᒃᑲᓐᓂᕆᐊᖃᖅᐸᑦ ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᒋᓇᔭᖅᑕᕗᑦ 

ᓲᕐᓗ ᓄᑕᕋᓛᖅ ᐃᓅᓵᖅᑐᕕᓂᖅ ᖁᐃᖏᓕᓴᓪᓗ ᐃᒻᒧᓪᓗ 

ᑕᒪᒃᑯᐊᖑᓇᔭᕐᒪᑕ. ᑕᒪᓐᓇ 

ᕿᒥᕐᕈᓇᖃᓯᐅᑎᔪᓐᓇᕋᔭᖅᑕᕗᑦ ᐊᒻᒪ ᑮᓇᐅᔭᖅᑖᖏᑦ 

ᑕᒪᒃᑯᐊ ᕿᒥᕐᕈᓇᒃᑲᓐᓂᕋᔭᖅᑕᕗᑦ 

ᓂᐅᕕᖃᑦᑕᕆᐊᖃᕐᓂᖏᑦ ᐱᓪᓗᒋᑦ. 

ᐃᑲᔪᖅᓱᖅᑕᐅᑦᑎᐊᕆᐊᖃᕐᒪᑦ. 
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Chairman: Thank you, Mr. O’Donnell. Ms. 

Nutarak. 

 

Ms. Nutarak (interpretation): Thank you, Mr. 

Chairman, and thank you for that explanation. 

If a child would be given to the grandparents, 

either the grandfather or the grandmother, are 

they paid or should they be paid? Thank you, 

Mr. Chairman. 

 

Chairman: Thank you. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair. Thank 

you for the question. The answer is yes, they 

should be supported. I think we’re all very 

aware of the financial burden of having a child. 

It’s expensive. I can only imagine when there’s 

multiple children or even a single child. So, 

yes, extended family, grandparents, aunty, 

uncle, we would do the assessment on the 

house and the home to ensure that it’s a safe 

environment, of course, and once those 

approvals are given, then we would certainly 

set them up to be paid regularly and supported. 

And that’s a definite, yes. 

 

Chairman: Thank you. Ms. Nutarak. 

 

Ms. Nutarak (interpretation): Thank you Mr. 

Chairman, and thank you for that response, for 

that explanation. Possibly the social workers 

might have a different opinion, because I’ve 

been told on one occasion that they were told 

by the Department of Social Services that if a 

child is referred to the grandparents that they 

cannot get paid. If the child is going to be 

referred to another family, then that family 

would get paid. Maybe they have different 

understanding of that paragraph. Thank you, 

Mr. Chairman. 

 

Chairman: Thank you Ms. Nutarak. As this is 

a case-specific, I would encourage the member 

to speak to officials outside of the chamber. We 

are delving into some potential privacy issues. 

ᑭᓯᐊᓂ ᖃᐅᑕᒫᖅᓯᐅᑏᑦ ᑖᓐᓇ ᐊᔾᔨᒌᑦ, 

ᓄᑕᕋᓛᖑᖦᖤᕋᓗᐊᖅᐸᑦ 12ᓂᒡᓘᓐᓃᑦ 

ᐊᕐᕌᒍᖃᖦᖤᕋᓗᐊᖅᐸᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

ᑕᐃᓐᓇᖃᐃ ᐅᑎᕐᕕᒋᓗᒍ ᑕᐃᓐᓇ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

ᑎᑎᕋᕐᕕᐊ. ᐊᓯᖏᓪᓗᑦᑕᐅᖅ ᐅᑎᕐᕕᒋᔪᒪᖕᒥᒐᒃᑭᑦ 

ᐱᒋᐊᕈᑎᒋᓗᒍᖃᐃ ᑕᑯᓯᒪᒐᑦᑕ ᑐᓴᖅᓯᒪᒐᑦᑕᓗ ᐅᓪᓗᓂᒃ 

ᐊᓂᒍᖅᓯᒪᔪᓂᒃ ᓱᕈᓰᑦ ᒪᒃᑯᒃᑐᓪᓗ ᑭᒡᒐᖅᑐᐃᔨᖓᑦ 

ᑕᐃᑲᙵᓪᓗ ᑐᓴᓚᐅᖅᖢᑎᒃᑯᑦ ᐃᒻᒪᖄ ᒪᑯᐊ 

ᖁᒃᓱᓪᓚᒃᓯᒪᔪᑦ ᐊᒃᑯᖅᑕᐅᖃᑦᑕᕐᒪᑕ ᓄᓇᕗᒻᒥᐅᑎᒍᓪᓗ 

ᐊᒻᒪᓗ ᓇᓗᓇᐃᕈᓐᓇᖅᖢᖓ ᑎᒥᒐ ᖃᐅᔨᒪᓲᖑᖕᒪᑦ 

ᑕᒪᒃᑯᓂᖓᓗ ᐅᖃᐅᓯᕆᓪᓗᒋᑦ ᐊᑐᓚᐅᖅᓯᒪᔭᓐᓄᑦ 

ᐅᑎᕐᓂᐅᓴᑐᐃᓐᓇᖃᑦᑕᕋᒪ. 

 

ᑖᓐᓇ ᐊᒡᒍᖅᑐᖅᓯᒪᔪᖅ 1 ᑕᐃᒃᑯᐊ ᑭᖑᕚᕇᑦ 

ᐊᒃᑐᖅᑕᐅᓂᖏᑦ ᑭᖑᕚᕐᒥᓄᑦ ᑐᓐᓂᖅᑯᑎᒋᖃᑦᑕᕐᒪᒋᑦ 

ᓲᕐᓗ ᐃᓕᓐᓂᐊᕆᐊᖅᑎᑕᐅᖃᑦᑕᖅᓯᒪᓚᐅᖅᖢᓂ 

ᐊᒃᑐᐃᓪᓗᓂᓗ ᐃᒡᓗᑖᕈᓐᓇᕐᓂᖓ ᐊᒻᒪᓗ ᑕᒪᓐᓇ 

ᐊᒃᑐᐃᖃᑦᑕᖅᖢᓂ ᐃᓚᔮᕇᖕᓄᑦ ᓱᕈᓯᕐᓄᓪᓗ.  

 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᓪᓗᓯ ᑕᒪᓐᓇ ᑭᖑᕚᕇᑦ 

ᐊᒃᑐᖅᑕᐅᖃᑦᑕᕐᓂᖏᑦ ᐃᓚᒋᔭᐅᖃᑕᐅᕙᑦ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᖕᓂᒃ. 

ᐄ’, ᑕᒪᓐᓇ ᐅᖃᐅᓯᕆᓪᓗᒍ ᐱᕐᔪᐊᕌᓗᒃ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᓪᓗᑕ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᖅᓯᒪᔪᕕᓂᕐᓂᒃ ᑐᙵᕕᖃᖅᓯᒪᒐᑦᑕ 

ᑕᒫᓂ ᓄᓇᕗᒻᒥ ᐊᒻᒪ ᑲᓇᑕᐅᑉ ᒐᕙᒪᒃᑯᖏᓐᓂ. ᑕᒪᒃᑯᐊ 

ᐱᔾᔪᑎᖏᑦ ᐅᖃᐅᓯᕆᖃᑦᑕᖅᑕᕗᑦ ᑖᒃᑯᓄᖔᖅᑐᑦ 

ᐅᓂᒃᑳᑦ ᐱᓪᓗᒋᑦ ᐊᒻᒪᓗ ᐊᒃᑐᐃᓂᖃᓪᓚᕆᓲᖑᓪᓗᑎᒃ 

ᓱᕈᓯᕐᓂᒃ ᒪᒃᑯᒃᑐᓂᒡᓗ. ᐊᒻᒪᓗ ᒪᑭᒪᑦᑎᐊᕐᓂᖅ 

ᐃᓅᓯᖃᑦᑎᐊᕐᓂᕐᒧᓪᓗ ᐊᒃᑐᐃᓂᖃᖃᑦᑕᕆᓪᓗᓂ. 

 

ᖁᒃᓴᓪᓚᒃᓯᒪᓂᖅ ᑕᒪᓐᓇ ᑭᖑᕚᑦᑎᓐᓄᑦ 

ᑐᓐᓂᖅᑯᑎᒋᓂᐅᓴᖃᑦᑕᕋᑦᑎᒃᑯᑦ ᑎᒍᔭᐅᓯᒪᓂᖅ 

ᐃᓕᓐᓂᐊᕐᓂᓕᕆᓂᒃᑯᓪᓘᓐᓃᑦ ᐊᒃᑐᐃᓂᖃᖃᑦᑕᖅᑐᖅ 

ᐊᒻᒪᓗ ᑎᒥᐅᑉ ᐋᓐᓂᐊᙱᓐᓂᖓᓂᒃ. ᑕᒪᒃᑯᐊ ᐱᔾᔪᑎᖏᑦ 

ᖃᐅᔨᒪᔪᒍᑦ ᐊᑦᑐᐃᓂᖃᖃᑦᑕᕐᒪᑦ ᐋᓐᓂᐊᕐᓂᒃᑯᑦ, 

ᓂᕿᑭᑦᓴᕐᓂᒃᑯᑦ, ᐃᒻᒪᖄᓗ ᐃᓚᖏᑦ ᐊᖏᕐᕋᖃᙱᑦᑐᑦ 

ᑕᒪᓐᓇ ᐱᔭᕐᓂᒋᑦᑐᐊᓗᒃ ᓇᓗᓇᐃᕋᓱᒃᖢᒍ, ᑭᓯᐊᓂ 

ᐃᓕᓐᓂᐊᕆᐊᖅᑎᑕᐅᓯᒪᖃᑦᑕᖅᑐᑦ, ᖃᓪᓗᓈᓪᓗ 
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But from an overarching concern of that, I’ll go 

to Mr. Ellsworth for a response. 

 

Mr. Ellsworth: Thank you, Mr. Chair, and 

thank you for that question. We do understand 

that there may be challenges for some families. 

There oftentimes is a requirement to sign 

documentation, and there may be reluctance to, 

which results in delays respecting payments. 

However, I would encourage you to reach out 

to me directly with specifics, if you wish, 

Member, and as mentioned yesterday we do 

have a new client relations function which we 

will be doing very soon, some 

community-relevant advertising so that people 

are aware of that service and they can register 

their concerns with us and we can address 

them. Thank you, Mr. Chair. 

 

Chairman: Thank you. Just before I go back to 

Ms. Nutarak, just to get clarification, whether 

it’s an extended family member or just a 

member of the community, are all rates of 

compensation the same across the board, no 

matter whether they are related or not? Mr. 

O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, yes, 

rates are the exact same. 

 

Chairman: Thank you. Ms. Nutarak. 

 

Ms. Nutarak (interpretation): Thank you, Mr. 

Chairman. For the people out there who are 

listening, this has been brought up by the 

people of Pond Inlet and I’ve also heard that 

it’s of concern to the other Nunavut 

communities, and with the different 

understanding of paying people who take in 

children. 

 

Moving to another subject, or maybe I can ask 

about this at a later time so I can think about. 

Thank you, Mr. Chairman. 

 

ᑎᑭᑉᐸᓪᓕᐊᓕᖅᑎᓪᓗᒋᑦ 

ᖃᓄᐃᓕᐅᖃᑦᑕᕐᓂᕆᓚᐅᖅᑕᖏᑦ, ᑕᒪᒃᑯᐊ 

ᐱᔾᔪᑎᓪᓚᕆᐅᓯᒪᔪᑦ.  

 

ᑕᐃᒪ ᑕᒃᑯᐊ ᐅᓂᒃᑳᑦ ᓴᖅᑭᔮᖅᑎᖃᑦᑕᖅᑕᕗᑦ ᓱᕈᓯᕐᓂᑦ 

ᒪᒃᑯᑦᑐᓄᓪᓗ ᐃᒡᓗᖃᕐᓂᕐᒨᖑᒐᓗᐊᖅᐸᑦ ᐅᕝᕙᓘᓐᓃᑦ 

ᐃᓄᙳᐃᕐᓂᕐᒧᑦ, ᐊᓯᖏᓐᓄᓪᓗ ᐱᔨᑦᑎᕈᑎᓄᑦ. ᑖᒃᑯᐊ 

ᒐᕙᒪᒃᑯᑦ ᑲᑎᒪᔨᕋᓛᑦ ᐅᕝᕙᓘᓐᓃᑦ ᑎᒥᙳᖅᑎᑕᐅᓯᒪᔪᑦ 

ᑕᒪᒃᑯᐊ ᐃᑲᔪᕈᓐᓇᖅᑐᑦ. ᑖᓐᓇ ᐅᖃᓕᒫᖅᑐᒧᑦ 

ᓇᓗᓇᐃᔭᕈᓐᓇᖅᑕᕗᑦ ᖃᓄᐃᑦᑐᓂᑦ ᐊᑐᖃᑦᑕᖅᓯᒪᒻᒪᖔᑦ 

ᓄᓇᕗᒻᒥ, ᐊᒻᒪᓗ ᑕᒪᒃᑯᐊ ᐱᔾᔪᑎᖏᑦ.  

 

ᒥᔅᑕ ᒪᑭᐊᓐᓯ, ᐅᓇ ᓴᓂᓕᕋ ᐃᓚᓯᒍᒪᖅᑰᒻᒪᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᒪᑭᐊᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑲᔪᓯᒋᐊᕐᓗᖓ ᒥᔅᑕ ᕼᐊᐃᔅ ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖓ 

ᐃᓚᒋᐊᕐᓗᒍ.  ᐱᒻᒪᕆᐅᓂᖓᓂᑦ ᐱᑦᑕᐃᓕᑎᑦᑎᓂᐅᑉ, 

ᐊᒻᒪᑦᑕᐅᖅ ᐊᓪᓛᑦ ᐊᑦᑐᐊᓂᖃᖅᑐᖅ ᐱᑦᑕᐃᓕᑎᑦᑎᓂᕐᒧᑦ 

ᐃᓕᐅᖅᑲᐃᓂᖅ ᐱᓕᕆᔾᔪᑎᔅᓴᓂᑦ ᓴᖅᑭᖅᑎᕆᓂᖅ 

ᓄᓇᓕᓐᓂ ᐊᑐᐃᓐᓇᐅᒍᓐᓇᕋᔭᖅᑐᓂᑦ ᐃᑲᔫᖅᓯᒍᑕᐅᓗᑎᒃ 

ᓱᕈᓯᕐᓂᑦ ᐃᓅᓱᑦᑐᓂᑐᐊᖑᖏᑦᑐᑦ, ᐊᓈᓇᒃᑯᖏᓐᓂᑦ 

ᐊᑖᑕᒃᑯᖏᓐᓂᓪᓗ, ᐃᓚᒌᓂᑦ. ᑖᓐᓇ ᐃᓚᒋᔭᐅᑦᑕᖅᑯᖅ. 

 

ᐱᔨᑦᑎᕋᐅᑎᓄᑦ, ᐊᒻᒪᑦᑕᐅᖅ ᐅᖃᐅᓯᕆᓗᒋᑦ 

ᑐᑭᒧᐊᒍᑎᔅᓴᖏᓐᓂᑦ ᐸᕐᓇᐅᑎᖏᓐᓂ 

ᓴᖅᑭᖅᑕᐅᖁᔭᐅᓯᒪᔪᐃᑦ, ᐱᑦᑕᐅᓕᑎᑦᑎᓂᕐᒥᑦ 

ᐱᔾᔪᑎᖃᖅᑐᐃᑦ. ᓯᕗᓂᑐᖃᑦᑎᓐᓄᑦ ᑕᐃᒫᒃ 

ᓈᒻᒪᒃᑲᔭᕐᖓᑦ, ᑕᐃᒪᐃᑦᑐᖅ ᐱᓕᕆᔾᔪᑏᑦ, ᐱᔨᑦᑎᕋᐅᑏᓪᓗ 

ᐊᑐᐃᓐᓇᐅᑉᐸᑕ ᓱᕈᓯᓐᓂ ᐃᓅᓱᑦᑐᓂᓪᓗ 

ᑕᐃᒪᐃᑦᑑᒨᑦᑕᐅᓕᑎᑦᑎᒍᓐᓇᕋᔭᖅᑐᐃᑦ, 

ᓴᐳᒻᒥᔭᐅᒋᐊᖃᖅᑎᑦᑎᖏᓪᓗᑎᒃ. ᐅᖃᑐᐃᓐᓇᕐᓗᒍᓗ, ᒥᔅᑕ 

ᕼᐊᐃᔅ ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖓᓂᑦ ᐃᓕᐅᖅᑲᐃᓂᖅ 

ᐱᓕᕆᔾᔪᑎᔅᓴᓂᑦ.  

 

ᐅᖃᐅᓯᐅᓚᐅᖅᑐᓄᑦ ᐃᑉᐸᔅᓴᖅ ᐊᑦᑐᐊᓂᖃᕐᖓᑦ ᑕᒪᓐᓇ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᐃᑲᔫᑎᖃᕈᓐᓇᕕᐅᑎᒻᒪᑕ 

ᐃᓱᒪᑖᖅᑐᖃᕋᓱᑦᑎᓪᓗᒍ ᖃᓄᐃᑦᑐᓂᑦ ᐱᓕᕆᔾᔪᑎᓂᑦ, 

ᐱᔨᑦᑎᕋᐅᑎᓂᓪᓘᓐᓃᑦ ᐱᑕᖃᕆᐊᖃᕐᒪᖔᖅ 

ᖃᐃᑦᑎᔭᐅᖃᑦᑕᑎᓪᓗᒋᑦ ᐃᑲᔪᖅᑕᐅᖁᔭᐅᔪᓂᑦ, ᓱᒻᒪᓪᓗ 

ᑕᐃᒪᐃᓚᕿᓐᓂᕐᒪᖔᑕ ᖃᐅᔨᒐᓱᖃᑦᑕᖅᑲᑕ ᒐᕙᒪᒃᑯᑦ 

ᑐᑭᓯᕚᓪᓕᕋᔭᕐᖓᑕ, ᐃᓄᓕᕆᔨᒃᑯᓪᓗ. ᖃᓄᕐᓗ 

ᐃᓱᒪᑖᖃᑦᑕᖃᑦᑕᕆᐊᖃᕐᒪᖔᑕ ᖃᐅᔨᒪᔾᔪᑕᐅᖃᑦᑕᕐᓗᑎᒃ, 

ᐅᖃᐅᓯᖃᑐᐃᓐᓇᖏᓪᓗᑎᒃ ᐃᓄᓕᕆᔨᑖᒃᑲᓐᓂᕋᓱᐊᕐᓂᕐᒥᑦ 

ᓱᕈᓰᓪᓗ ᓴᐳᒻᒥᔭᐅᔾᔪᑎᔅᓴᖏᓐᓂᑦ, ᑕᐃᒃᑯᐊ ᐱᔨᑦᑎᕋᐅᑏᑦ 
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Chairman: So do you want to wait, Ms. 

Nutarak? I’ll go to the next name on my list. 

Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. For 

clarification, we heard that the rates are the 

same for family and non-family members; 

however, it’s my understanding that there are 

rates based on the cost of living in 

communities. Is that correct? Do they fluctuate 

through the territory? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. Yes. 

Sorry, I should have clarified that there are 

different rates for different regions and 

communities. However, within each of those 

settings, the rate would be the same for whether 

it’s an extended family member or non-family 

member. Sorry for the lack of clarification. 

 

Chairman: Thank you, Mr. O’Donnell. Ms. 

Brewster. 

 

Ms. Brewster: Thank you. Just staying on that 

same subject, if a family or an individual 

decides or is approved to take in foster 

children, is there a rate per child? Or if 

somebody takes in two or three children from a 

family, do the rates fluctuate? Do you get a 

certain amount for the first child and a certain 

amount for the second and third and fourth, or 

however many? Or is it based on the individual 

child in care? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chairman, 

and thank you for the question. It’s per child, 

the rate. Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

ᐊᑐᐃᓐᓇᕈᖅᑎᑕᐅᒍᓐᓇᕋᓗᐊᕐᖓᑕ ᐃᓚᒌᓄᑦ, 

ᐃᑲᔫᑎᐅᓂᐊᕐᓗᑎᒃ ᐊᑲᐅᖏᓪᓕᐅᕈᑎᒋᕙᑦᑕᖏᓐᓄᑦ 

ᐃᑲᔫᑎᒋᔭᐅᓂᐊᕐᓗᑎᒃ, ᒥᔅᑕ ᕼᐊᐃᔅ ᐅᖃᕋᑖᕐᖓᑦ, ᑖᒃᑯᐊ 

ᐊᑦᑐᐊᖃᑎᒌᓪᓚᕆᒻᒪᑎᒃ.  

 

ᑕᕝᕘᓇ ᑲᓱᖅᓯᒪᓂᖅᑕᓖᒃ, ᐱᑦᑕᐅᓕᑎᑦᑎᓂᖅ ᐊᒻᒪᑦᑕᐅᖅ 

ᐃᓕᐅᖅᑲᐃᓂᖅ ᐱᓕᕆᑦᑐᑎᔅᓴᐅᔪᓂᑦ, ᐃᓱᒫᓗᓇᑦᑐᓂᑦ 

ᐊᒥᓱᓂᑦ ᑲᒪᔾᔪᑕᐅᖃᑦᑕᕈᓐᓇᕋᔭᖅᑐᓂᑦ 

ᓴᖅᑭᖃᑦᑕᕈᓐᓇᕈᓘᔭᓲᓂᓪᓗ ᐊᓯᖏᓐᓂ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.   

   

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᒥᔅᑕ ᕼᐊᐃᔅ ᐊᒻᒪ ᒥᔅᑕ ᒪᑭᐊᓐᔨ ᑭᐅᒐᔅᓯ. 

ᐅᖃᐅᓯᕆᖃᑦᑕᖅᓯᒪᒐᒃᑰ ᖃᐅᔨᒪᔾᔪᑎᔅᓴᓂᑦ ᓄᐊᑦᑎᓂᖅ, 

ᐊᒥᓱᐊᖅᑎᑲᓪᓚᒻᒪᕆᑦᑐᖓ. 

ᐱᒻᒪᕆᓪᓚᕆᐊᓘᓲᕆᒐᒃᑯᖏᓛᖅ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᓯᐊᒻᒪᑦᑕᐅᖃᑦᑕᖅᑲᑕ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᓕᕕᕈᓘᔭᖏᓐᓄᑦ, 

ᐱᔨᑦᑎᕋᐅᑎᖏᓐᓄᓪᓗ. ᑐᔅᓯᕋᒐᓛᒍᒪᔪᖓ ᐃᓕᔅᓯᓐᓂᑦ, 

ᖃᓄᑎᒋ ᐱᒻᒪᕆᐅᑎᒋᒻᒪᖔᑕ ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ 

ᓯᐊᒻᒪᖅᑎᕆᓂᕐᒧᑦ ᑲᑐᔾᔨᖃᑎᖃᕐᓂᕐᒧᑦ ᐊᖏᖃᑎᒌᒍᑏ, 

ᖃᐅᔨᒪᔾᔪᑕᐅᒐᓱᓪᓗᑎᒃ, ᐃᓛ ᖃᐅᔨᒪᖃᑦᑕᕐᓂᐊᕋᑦᑕ ᓇᑭ 

ᐱᒋᐊᕐᕕᖃᕐᓂᕐᒪᖔᑕ, ᐊᒻᒪᓗᑦᑕᐅᖅ ᐊᓪᓗᖅᑕᐅᓯᒪᔪᐃᑦ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᖃᕆᐊᖃᕋᓗᐊᖅᑐᑎᒃ ᓇᑭ 

ᐱᒋᐊᕐᓂᕐᒪᖔᑕ ᐅᖃᐅᓯᖃᖅᓯᒪᔪᐃᑦ ᑖᒃᑯᐊᓗ ᐱᖁᔭᖏᑦ 

ᐱᑐᖄᓘᓪᓗᑎᒃ.  

 

ᐅᖃᐅᓯᐅᖏᓐᓇᖃᑦᑕᕐᖓᑦ, ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐊᒥᒐᓗᐊᕐᖓᑕᒎᖅ ᖃᐅᔨᒪᔾᔪᑎᔅᓴᐃᓪᓗᒎᖅ 

ᐊᒥᒐᓗᐊᕐᖓᑕ.  ᐅᖃᑐᐃᓐᓇᕈᓐᓇᖏᓐᓇᑦᑕᐃᓛᒃ, 

“ᐅᐱᓐᓇᕋᓂ ᑕᐃᒪᐃᖃᑦᑕᓂᕐᖓᑦ ᐅᐊᑦᑎᐊᕈ 

ᑕᐃᒪᐃᑉᐴᖅ”. ᐅᓪᓗᒥᐅᓕᖅᑐᕐᓕ, ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ 

ᑲᑎᑎᕆᓯᒪᒋᐊᖃᕋᑦᑕ. ᑕᒪᓐᓇ ᐅᖃᐅᓯᐅᔪᓐᓇᖅᑲᑦ 

ᖁᔭᓕᓂᐊᖅᑐᖓ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐱᒋᐊᖅᑳᕈᑎᖃᕐᓗᖔ, 

ᑕᕝᕙᖔᖅᓯᒪᔪᓂᑦ ᐊᕐᕌᒍᒐᒫᓗᓐᓂᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖃᑦᑕᓂᑦᑎᓐᓅᑦ. ᐱᐅᔪᐃᑦ, ᓈᒻᒪᑦᑐᐃᑦ, 

ᐊᑑᑎᖃᖅᑐᐃᑦ, ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐃᑲᔫᑎᖃᕈᓐᓇᓪᓚᕆᒻᒪᑕ ᐊᒻᒪ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑐᑖ 

ᐅᖃᐅᓯᖃᖃᑦᑕᖅᓯᒪᔪᒍᑦ ᓄᐊᑦᑎᖃᑦᑕᕆᐊᖃᕐᖓᑕ 

ᐊᑑᑎᖃᑦᑎᐊᕈᓐᓇᖅᑐᓂᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ. 

ᐆᒧᖓᑐᐊᖅ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒧᑦ, 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᕐᓂᕆᓚᐅᖅᑕᑎᓐᓄᑦ ᐊᑦᑐᐊᓂᖃᖏᒻᒪᑕ, 
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Ms. Brewster: Thank you. And is that rate 

dependent on the age of the child? Thank you, 

Mr. Chair. 

 

Chairman: Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. So 

foster parenting and foster care rates generally 

go to the age of 15, where we have a defined 

age of the child being zero to 15 in the 

legislation. Then transitioning out of that, there 

are foster care rates that can continue on, and 

we can discuss those as a group, but the older 

children, or sorry, youth from 16 to 18 can also 

be provided what is called a support service 

agreement and the financial supports are 

allocated through that agreement at times. But 

foster care is generally typically from zero to 

15. But it’s not to say that it’s not allocated in 

certain circumstances above that age. Thank 

you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I think 

what I heard is that there’s a rate per child 

based on zero to 15, and then there are different 

rates from 15 and above. I just want to make 

sure that that’s really clear. Thank you, Mr. 

Chair. 

 

Chairman: Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair. Sorry, 

to the member, could you repeat that question, 

please. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you. I feel like I get 

better at asking questions as I go along, so I 

understand that you don’t understand that. So 

I’m asking about whether or not, and I believe 

it’s a per day rate, per child in care. I’ll give an 

example. So somebody takes in an infant and 

ᖃᓄᐃᑦᑐᕈᓘᔭᕐᓄᑦ ᐊᑦᑐᐊᓂᖃᕐᖓᑕ. 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᐱᐅᑦᑐᐊᖏᑦᑐᕈᓘᒍᓐᓇᒥᒻᒪᑕ, 

ᐃᓚᖏᓪᓗ ᑐᑭᓯᓇᑦᑎᐊᕐᓗᑎᒃ.  

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓐᓂᑦ ᓱᕈᓯᓐᓂᑦ ᐃᓅᓱᑦᑐᓂᓪᓗ 

ᐱᔾᔪᑎᖃᖅᑐᓂ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐱᓯᒪᔭᐅᒋᐊᖃᖅᑐᓂᑦ, 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᖃᑦᑎᐊᕆᐊᖃᓪᓚᕆᑦᑐᐃᑦ.  

 

ᓄᑖᒥᒃ ᖃᕋᓴᐅᔭᒃᑯᑦ ᐃᓄᓕᕆᔾᔪᑎᒥᑦ ᐊᑐᓕᖅᐸᓕᐊᒻᒪᑕ. 

ᑲᔪᖏᖅᓴᕋᔅᓴᐅᔪᐃᑦ. ᑖᓐᓇ ᐃᓄᓕᕆᔨᓕᒫᓄᑦ 

ᐊᑦᑐᖅᑕᐅᖃᑦᑕᕆᐊᖃᕐᖓᑦ, ᓄᐊᑦᑎᕕᐅᖃᑦᑕᕐᓗᓂᓗ 

ᐊᔾᔨᒌᓂᑦ, ᓄᐊᑦᑎᔾᔪᑎᓂᑦ ᒪᓕᓪᓗᑎᒃ, 

ᑐᑭᓯᓇᖅᓯᑦᑎᐊᖃᑦᑕᓂᐊᕐᖓᑦ ᖃᓄᐃᓕᐅᖅᑐᖃᓕᕐᒪᖔᖅ. 

ᑖᓐᓇ ᐱᒻᒪᕆᐅᔪᖅ ᖁᑦᑎᓂᖅᓴᑐᐊᕆᖏᑕᖏᓐᓂᑦ 

ᐃᖅᑲᓇᐃᔮᓕᓐᓂᑦ, ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ ᓇᒧᑦ 

ᐊᔪᖏᓐᓂᖏᑦ ᒪᓕᓪᓗᒋᑦ ᑎᓕᓯᖃᑦᑕᖅᑎᐅᒻᒪᑕ. ᑕᐃᒃᑯᐊ 

ᐃᓄᓕᕆᔨᓪᓚᕇᓪᓕ ᐅᖃᐅᓯᕆᓗᒋᑦ, ᑕᐃᒪᓕ 

ᐃᑲᔪᖅᑕᐅᖃᑦᑕᖅᓯᒪᔪᒥᑦ ᐊᕐᕌᒍᒐᓛᓗᓐᓂ ᓄᑖᒥᑦ 

ᐃᓄᓕᕆᔨᒥᑦ ᐱᒋᐊᖅᑐᖃᖅᑳᑦ, ᖃᕋᓴᐅᔭᒦᑦᑐᓄᑦ 

ᐊᖑᒻᒪᑎᐊᑦᑕᐅᑎᒋᔪᓐᓇᕋᔭᕐᖓᑦ ᖃᓄᖅ 

ᑲᒪᒋᔭᐅᖃᑦᑕᖅᓯᒪᒻᒪᖔᑦ ᑕᐃᓐᓇ ᐃᑲᔪᕆᐊᖃᓕᖅᑕᖓ. 

ᐃᓚᒌᓪᓗᐃᓛᒃ ᐅᓂᒃᑳᖃᓕᖅᑭᑦᑖᕆᐊᖃᓲᖑᒻᒪᑕ ᓄᑖᒥ 

ᐃᓄᓕᕆᔨᑖᕋᐃᒻᒪᑕ ᐋᓐᓂᓇᖅᑐᐊᓗᓐᓂᑦ 

ᐅᖃᐅᓯᖃᒃᑲᓐᓂᕆᐊᖃᖅᑐᑏᒃ. ᑕᐃᒫᒃ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᐃᓗᐊᓂ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᓯᐊᒻᒪᑕᐅᑦᑎᐊᖃᑦᑕᕆᐊᓖᑦ  

ᖃᐅᔨᒪᔭᐅᖏᓐᓇᖃᑦᑕᓂᐊᕐᖓᑕ.  

 

ᐱᓕᕆᕕᕈᓘᔭᐃᑦ ᒐᕙᒪᒃᑯᑦ ᑲᑐᔾᔨᖃᑎᒌᒍᓐᓇᒥᒻᒪᑕ 

ᐃᑲᔪᖅᓰᓗᑎᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ. ᑐᓴᕐᓂᐊᖅᑐᓰ, 

ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ ᓯᐊᒻᒪᓐᓂᖅ ᐱᔾᔪᑎᒋᓪᓗᒍ, 

ᑲᙳᓇᖅᑐᓕᕆᓂᖅ ᑖᓐᓇ ᐃᓱᒫᓗᓇᕐᓂᐊᒥᒻᒪᑦ, 

ᖃᐅᔨᒪᔭᐅᑦᑎᐊᖃᑦᑕᕆᐊᓖᑦ ᑭᒃᑯᓐᓄᑦ 

ᑕᑯᔭᐅᑎᑕᐅᒍᓐᓇᖃᑦᑕᕐᒪᖔᑕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ, 

ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᓐᓄᑦ ᖃᐅᔨᒪᔭᐅᑦᑎᐊᕆᐊᓖᑦ. 

ᒐᕙᒪᒃᑯᓐᓃ ᐊᐱᕆᔪᖃᕋᐃᒻᒪᑦ, ᒐᕙᒪᒃᑯᑦ 

ᐱᔨᑦᑎᕋᕐᓂᐊᖅᑐᒋᔭᐅᓲᖑᒻᒪᑕ ᑭᓪᓕᖃᙳᐊᖏᓪᓗᑎᒃ, 

“ᖃᐅᔨᒪᙱᓇᑦᑕ; ᐃᒃᑯᓂᖓᖔᖅ ᐱᓕᕆᕕᐅᔪᓂᑦ 

ᐅᖃᖃᑎᖃᕆᐊᖃᕋᔅᓯ”, ᑕᐃᒪ ᑕᕝᕙ 

ᐊᔾᔨᒌᓕᖅᑎᑕᐅᓯᒪᔪᐃᑦ ᐊᑐᐊᒐᐃᑦ ᓴᖅᑭᔮᑦᑎᐊᓂᕐᒧᑦ 

ᐱᒻᒪᕆᐅᕗᑦ.  

 

ᓱᓕᔪᑎᑦ, ᓄᓇᕗᒻᒥ 26ᓂ ᐅᑭᐅᖃᓕᕐᖓᑦ, ᑭᓯᐊᓂ 

ᐅᐊᑦᑎᐊᕈᒻᒪᕆᐊᓗᒃ ᓄᓇᕗᑕᖃᓚᐅᖅᑎᓐᓇᒍ 

ᐱᒋᐊᖅᓯᒪᔪᓂᑦ ᖃᐅᔨᒪᔾᔪᑎᑦᓴᖅᑕᖃᕐᖓᑦ. ᑕᐃᒫᒃ 

ᓄᐊᑦᑏᓐᓇᖃᑦᑕᖅᑲᑕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ ᐊᒻᒪᓗ 

ᖃᓄᐃᓕᐅᕐᓂᕐᒪᖔᑕ ᑎᑎᕋᖃᑦᑕᕐᓗᑎᒃ 

ᖃᐅᔨᒪᔾᔪᑎᔅᓴᐅᒍᓐᓇᕋᔭᕐᖓᑕ, ᐊᑐᖅᑕᐅᖏᓐᓇᖃᑦᑕᖅᑲᑕ 
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then somebody else takes in a 12-year-old. Are 

those individuals who are taking in these 

different-aged children receiving the same rate 

per child. Thank you, Mr. Chair. 

 

Chairman: Thank you for that clarification, 

Ms. Brewster. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair and 

thank you, Member, for the question and the 

clarity for me; I appreciate it. The basic needs 

are generally what that per diem covers. If there 

are circumstances where a family requires 

additional financial supports by case by case, 

then certainly that would be considered. I think 

your example would be a good one to utilize. In 

an infant situation or a newborn baby, where 

there is lots of diapers and there is lots of 

feeding and there is lots of food, then there are 

certainly circumstances where we can look at 

that and try to develop a different pathway to 

help support that family depending on the 

financial needs. Everybody’s financial needs 

are different, especially across the board so we 

want to make sure that that child is getting what 

they need to be supported. So we can certainly 

look at different aspects of it. 

 

But in general the per diem rate is the same for 

an infant and for a 12-year-old. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. I would just 

like to go back to the Auditor General. I do 

have some other areas that I would like to go 

back to, but one thing that we didn’t start with, 

which is something that we have seen and 

heard in the last couple of days with the 

Representative for Children and Youth before 

you and in our discussions is the knowledge of 

the impact of trauma on many Nunavummiut. I 

can attest that the body remembers, even 

though, I talk about these things a lot 

sometimes and we get triggered. 

ᑕᐃᒃᑯᐊ ᓄᑖᑦ ᖃᕋᓴᐅᔭᓕᕆᔾᔪᑏᑦ ᐱᒍᒪᓂᖃᖅᑲᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᖏᑦ ᐊᑐᕈᒪᓗᑎᒃ ᑕᐃᒃᑯᓂᖓ 

ᐃᓗᐃᑦᑑᔪᓂᑦ ᖃᕋᓴᐅᔭᓕᕆᔾᔪᑎᓂᑦ. ᑕᕝᕗᖓ 

ᓄᖅᑲᑲᐃᓐᓇᓕᕐᓚᖓ, ᑭᐅᕙᓪᓚᐃᒐᒪ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.   

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᒪᑭᐊᓐᓯ, ᐃᓚᒋᐊᕈᒪᔭᐃᑦ 

ᑭᐅᔾᔪᑎᖓ? ᐊᑏ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓇᐃᓈᕐᓗᒍ, ᐅᖃᐅᓯᖃᖃᑦᑕᖅᓯᒪᒐᑦᑕ ᖃᕋᓴᐅᔭᒥ 

ᐃᓄᓕᕆᔾᔪᑎᐅᓂᐊᖅᑐᒥᑦ, ᐊᒻᒪ ᒪᓕᒐᓕᐅᖅᑎ 

ᐅᖃᖅᑲᐅᒻᒪᑦ, ᑕᒪᓐᓇ ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ 

ᑲᑐᔾᔨᖃᑎᖃᕐᓂᖅ. ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᑕ ᐊᓯᖏᑦᑕᐅᖅ 

ᖃᐅᔨᒪᔭᖃᕈᓐᓇᒥᒻᒪᑕ ᐃᑲᔫᑎᔪᓐᓇᖅᑕᖏᓐᓂᑦ, 

ᐃᓪᓗᓴᑦᑕᖃᕐᒪᖔᕐᓗ ᓄᓇᓕᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ, 

ᐊᒻᒪᓗ ᐱᓕᕆᔾᔪᑎᕈᓘᔭᐃᑦ, ᐱᔨᑦᑎᕋᐅᑏᓪᓗ 

ᐱᑦᑕᐃᓕᑎᑦᑎᒍᑕᐅᒐᓱᑦᑐᐃᑦ ᐱᑯᑦᑐᓂᕐᒥᑦ. 

ᐃᓱᒪᓕᕆᓂᕐᒧᓪᓗ ᐱᔨᑦᑎᕋᐅᑏᑦ ᐊᑐᐃᓐᓇᐅᑉᐸᕙᑦ 

ᓄᓇᓕᒻᒥ? ᐊᒻᒪᓗ ᓇᓕᐊᒃ ᓄᓇᓖᑦ ᐊᑐᐃᓐᓇᖃᖃᑦᑕᖅᑲ 

ᑮᓇᐅᔭᓕᐅᕋᓱᑦᑐᐃᖏᑦᑐᓂᑦ ᑎᒥᐅᔪᓂᑦ 

ᐱᔨᑦᑎᕋᑉᐸᒻᒥᔪᓂᑦᑕᐅᖅ?  

 

ᑕᒪᒃᑯᐊ ᐃᓱᒪᒋᓲᕆᒐᒃᑭᑦ ᐃᓄᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᐃᑦ 

ᐱᖁᑏᑦ ᓄᓇᓕᓐᓃᓲᑦ, ᓄᓇᕘᓕᒫᒥᓗ, ᐃᓚᖓᓂ 

ᑕᕝᕙᐅᑕᖅᑯᖅ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓃᖔᖅᑐᐃᑦ, ᐱᔾᔪᑎᖃᖅᑐᐃᑦ, ᐃᓛᒃ 

ᐱᓕᕆᐊᕆᕙᑦᑕᖏᓐᓂᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ, 

ᐊᑐᖅᑕᐅᒍᓐᓚᓇᖅᑐᐃᑦ ᐱᓕᕆᔾᔪᑎᓂᑦ 

ᓴᖅᑭᖅᑎᕆᔨᐅᒍᓐᓇᖅᑐᓄᑦ ᐊᓯᖏᓐᓄᑦ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕕᖏᓐᓄᑦ ᐱᑕᖃᖅᑎᑕᐅᔪᓄᑦ. 

 

ᑕᐃᒫᒃ ᑐᑭᓯᒃᑲᓂᕈᑎᔅᓴᓂᑦ ᓯᐊᒻᒪᐃᔪᖃᖃᑦᑕᖅᐸᑦ 

ᑲᒪᒋᔭᐅᑦᑎᐊᕐᓗᑎ ᑲᙳᓇᖅᑐᓕᕆᓂᖅ, ᐊᓯᖏᑦ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕕᖏᑦᑕᐅᖅ ᐱᓕᕆᔪᓐᓇᖃᑦᑕᒥᒻᒪᑕ 

ᑐᑭᓯᒃᑲᓂᕈᑎᔅᓴᖏᓐᓂᑦ ᐃᓚᖏᓐᓂᑦ ᑎᒍᒥᐊᕐᖓᑕ. 

ᑕᐃᒃᑯᐊ ᑲᑎᑎᑖᓘᓗᑎᒃ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᕈᓘᔭᖏᑦ.  

 

ᑕᕝᕘᓇᖃᐃ ᓯᕗᒧᐊᒋᐊᕈᓐᓇᖅᑲᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᕙᓪᓕᐊᓂᕆᔭᖏᓐᓂᑦ ᐅᓂᒃᑳᖃᕈᓐᓇᖃᑦᑕᕐᓗᑎᒃ 

ᐱᓕᕆᕕᐅᖃᑎᖏᓐᓄᑦ? ᑕᐃᒪᐃᒍᓐᓇᕐᒥᔪᖅ. ᑭᓯᐊᓂ, 

ᐋᖅᑭᑦᑎᕆᔪᖃᕈᓐᓇᕐᒥᔪᖅ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᓐᓂᑦ 

ᑲᑎᑎᑦᑎᖃᑦᑕᕐᓂᐅᔪᓂᑦ ᖃᓄᐃᓪᓚᕆᓕᕐᒪᖔᑦ ᓄᓇᕗᑦ 

ᑐᑭᓯᔭᐅᖃᑦᑕᕈᓐᓇᓂᐊᕐᖓᑦ, ᑕᐃᑲᖓᓪᓗ 

ᑐᑭᓯᕚᓪᓕᕈᑕᐅᓗᑎᒃ ᖃᓄᖅ ᐃᓱᒪᑖᕆᐊᖃᕐᒪᖔᑕ, 

ᓇᒧᓪᓗ ᑮᓇᐅᔭᓂᑦ ᐃᓕᐅᖅᑲᐃᒋᐊᖃᕐᒪᖔᑕ, 

ᐱᓕᕆᔾᔪᑎᔅᓴᓂᓪᓗ. ᐱᓕᕆᔾᔪᑎᔅᓴᑐᐃᓐᓇᐅᖏᑦᑐᓃᑦ 



 
 

 

28 

 

I would just like to go back to in paragraph 1 of 

your report, it notes that intergenerational 

trauma resulting from colonialism and the 

residential school system, compounded by 

social and economic challenges such as 

inadequate housing, food security, poverty, and 

remoteness creates a complex range of issues 

that put some children and families at risk. 

 

What I would like to ask is how did your audit 

determine the impact of intergenerational 

trauma on children and families in Nunavut. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you very much for that 

question. This is obviously a very important 

area to discuss. The statement that we have in 

our audit, that’s based on research and also a 

series of audits that we’ve done both in this 

territory, in the north generally, and in the 

federal context. Any one of these factors that 

we talk about in that section of the report can 

have a significant, considerable effect on 

children and youth, their families, everyone. 

They are social indicators of health, and when 

they’re going well obviously the outcomes for 

people are better. 

 

The reality that the trauma that people face can 

create a cycle we have seen in other reports of 

ours, whether it’s in the corrections context or 

in the educational context or generally in the 

health context. What we aren’t able to say is 

how factors in this context operate in isolation. 

What we know is that there’s a compounding, 

and whether it’s health compounding on lack of 

food security compounding on potentially some 

homelessness or whatever, that is really 

difficult. Later on, the experiences with 

residential schools and colonialism and you’ve 

got a very, very complex melting pot of 

challenges. 

 

ᓇᓕᐊᓐᓄᓪᓗ ᓄᓇᓕᓐᓅᖃᑦᑕᐅᒋᐊᖃᕐᒪᖔᑕ ᓄᓇᕗᓪᓗ 

ᐊᕕᑦᑐᖅᓯᒪᓂᖏᓐᓄᑦ. ᐃᓚᒋᐊᑐᐃᓐᓇᕐᓗᒍ ᑖᓐᓇ 

ᐅᖃᐅᓯᐅᕋᑖᖅᑐᖅ, ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ ᓯᐊᒻᒪᑦᑎᕆᓂᖅ 

ᐱᓪᓗᒍ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᓪᓚᕆᐊᓗᒃ ᑕᐃᒫᒃ 

ᑭᐅᒐᕕᖓ. ᑕᐃᒪ ᒐᕙᒪᐅᖃᑎᒌᑦᑐᓕᕆᔨᒃᑯᓐᓄᑦ, 

ᒐᕙᒪᓕᕆᔨᒃᑯᓐᓄᑦ ᖃᓄᕐᓕ ᐱᒐᓱᓲᖑᕕᓯ 

ᑐᕿᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᓯᐊᒻᒪᑦᑕᐅᒐᓱᑦᑎᓪᓗᒋᑦ 

ᒐᕙᒪᓕᒫᒧᑦ, ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᓂᓛᒃ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕕᓕᒫᖏᓐᓄᑦ ᐃᑲᔪᖅᑕᐅᒋᐊᖃᕐᖓᑕ 

ᑐᐊᕕᕐᓇᖅᑐᒦᓕᕐᖓᑕ ᓱᕈᓰᑦ. ᒐᕙᒪᓕᒫᓪᓗ 

ᐃᓐᓇᑐᖃᓕᕆᓂᕐᒧᑦ ᑲᑐᔾᔨᓂᐊᔪᒻᒥᒻᒪ ᐊᒻᒪᓗ 

ᐃᒻᒥᓃᑦᑕᐃᓕᑎᑦᑎᓂᕐᒧᑦ. ᒐᕙᒪᓕᒫᖃᐃ, 

ᐃᓪᓗᓕᕆᓂᑦᑕᐅᖅ ᑲᒪᒋᔭᐅᒋᕙᖃᐃ? ᐳᐃᒍᕋᒪ. ᑖᓐᓇ 

ᐅᖃᐅᓯᖅ ᐊᑐᖅᑕᐅᔾᔮᔪᐊᓘᓕᕐᖓᑦ 

“ᒐᕙᒪᓕᒫᓕᖅᑖᖅᑐᐃᑦ”. ᑐᓴᕈᒪᑐᐃᓐᓇᖅᑐᖓᓕ  

ᖃᓄᐃᓕᐅᖅᑐᖃᓪᓚᕆᓕᕋᓗᐊᕐᒪᖔᖅ, ᒐᕙᒪᓕᒫᕌᓗᒃ 

ᐱᓕᕆᑎᑕᐅᒐᓱᐊᖅᑐᑎᒃ ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ 

ᓯᐊᒻᒪᑦᑎᕆᖃᑦᑕᖅᑐᑎᒃ ᐊᑐᖅᑕᐅᖃᑦᑕᓂᐊᖅᑐᓂᑦ 

ᐋᖅᑭᔅᓯᒋᐊᖃᓕᕋᐃᑉᐸᑕ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕙᐅᓗ. 

 

ᕙᐅᓗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐅᓪᓛᒃᑯᑦ 

ᐃᓘᓐᓇᓯ. ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᒪᓕᒐᓕᐅᖅᑎ ᐊᐱᕆᒻᒪᑦ 

ᑕᐃᒫᒃ. ᓄᓇᕘᓕᒫᖅ ᐃᓱᒪᒋᒐᓱᓪᓗᒍ, 

ᐋᖅᑭᔅᓯᒪᔪᖅᑕᖃᖅᑐᖅ ᓄᓇᕘ ᒐᕙᒪᖓᓂ 

ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ ᓯᐊᒻᒪᐃᒍᑎᐅᔪᓂᑦ; ᒥᓂᔅᑕᐅ 

ᑐᖏᓕᖓᑕ ᑲᑎᒪᔨᕋᓛᖃᖅᑯᑦ, ᐊᒻᒪ ᐊᓯᖏᓐᓂᑦᑕᐅᖅ 

ᑲᑎᒪᔨᕋᓛᖅᑕᖃᕐᒥᔪᖅ. ᓱᒃᑲᓕᓗᐊᖅᐸᓪᓚᐃᓕᕇᕐᒥᒐ -   

ᓯᐊᒻᒪᖅᑎᕆᓂᐅᒍᓐᓇᖃᑦᑕᖅᑐᓂᑦ 

ᑕᐅᖅᓯᕋᐅᑎᖃᕐᓂᐅᕈᓐᓇᐸᑦᑐᓂᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ; 

ᖃᐅᔨᒪᔪᒍᑦ ᐊᔾᔨᒌᖏᑦᑐᓂᑦᑕᐅᖅ ᒪᓕᒋᐊᖃᖅᐸᒻᒪᑕ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓕᕆᓪᓗᑎᒃ ᐃᑉᐸᓴᕐᓗ 

ᐅᖃᐅᓯᖃᑦᑕᓚᐅᕐᖓᑦ, ᓱᕈᓯᕐᓂᑦ ᑭᒡᒐᖅᑐᐃᔨ 

ᐅᕙᓃᑎᓪᓗᒍ. ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᑕ ᐊᑯᓐᓂᖓᓂ 

ᑲᑎᒍᓐᓇᕈᑎᖃᖃᑦᑕᕐᖓᑕ ᐊᔾᔨᒌᖏᑦᑐᓄᑦ ᒐᕙᒪᒃᑯᑦ  

ᐋᖅᑭᑦᑎᕆᓯᒪᕙᑦᑐᒍᑦ ᑐᑭᓯᐅᒪᔾᔪᑎᓂᒃ 

ᓯᐊᒻᒪᑦᑎᕆᔪᖃᖃᑦᑕᓂᐊᕐᖓᑦ. ᖁᔭᓐᓇᒦ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

ᐅᑎᑲᐃᓐᓇᕐᓚᖓ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᓐᓄᑦ. 
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In terms of our report, I think it highlights the 

importance of investing in the supports and 

programs for children, youth, and their 

families, whether that’s access to housing, 

whether it’s community support programs, 

parenting programs, mental health programs, 

addictions programs. And while the 

government has a role to play there, there are 

obviously parts in the community and other 

organizations that can help. So I think that 

statement is really important to lay out to the 

reader who may be familiar with the 

experiences in Nunavut or who may not be, 

how important these factors are. 

 

I’m going to ask Mr. McKenzie if there’s 

anything else he would like to add to this. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. McKenzie. 

 

Mr. McKenzie: Thank you, Mr. Chair. Maybe 

just to pick up on what Mr. Hayes was 

mentioning with respect to the important role of 

prevention, I would say prevention, but also 

even before, well I guess certainly related to 

prevention is investing in programs and 

services in communities that can be made 

available to support not just children and youth 

but their parents and families as a whole. And 

that’s one side of it is programs and services. 

 

Just to maybe note the desired outcomes in the 

strategic plan that the Department of Family 

Services has developed, with that view of 

looking at prevention, because I think in the 

long run that’s the ideal, is to be able to have 

those programs and services available that will 

help prevent children and youth from getting 

into situations that require the department to 

step in from a child protection perspective. 

Certainly those are desired long term outcomes, 

and so just to say or just to underline what 

Deputy Hayes had mentioned about investing 

in programs and services. 

 

ᐊᔾᔨᒌᙱᒻᒪᖔᑎᒃ ᓄᐊᑕᐅᑐᐃᓐᓇᖅᑐᐃᑦ ᖃᑦᑎᐅᓂᖏᑦ 

ᐊᒻᒪ ᐊᑑᑎᖃᕈᓐᓇᕐᓂᖏᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ. 

ᐊᔾᔨᒌᙱᒻᒪᑕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐅᒐᓗᐊᖅᑐᑎᒃ 

ᓯᐊᒻᒪᑦᑕᐅᒍᓐᓇᖅᑐᐃᑦ. ᑕᐃᒪ ᑖᒃᑯᐊ 

ᓇᓗᓇᐃᖁᑐᐃᓐᓇᓕᕋᒃᑲ ᐊᒥᓲᓂᖏᑦ ᓄᐊᑕᐃᑦ 

ᐅᕝᕙᓘᓐᓃᑦ ᐊᑑᑎᖃᕐᓂᖏᑦ ᓄᐊᑕᐃᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.   

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᕌᓗᒃ ᐊᐱᕆᒐᕕᑦ ᑕᐃᒫᒃ. 

ᐃᒫᒃ ᐊᑑᑎᖃᕈᓐᓇᖅᑐᐃᑦ ᐊᒻᒪᓗ ᐊᒥᓲᓂᖏᑦ 

ᓄᐊᑕᐅᔪᐃᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᓇᓕᐊᓐᓄᑐᐃᓐᓇᖅ 

ᐱᓕᕆᔾᔪᑎᓂᐅᔪᓄᑦ. ᐱᔨᑦᑎᕋᐅᑏᑦ ᐊᐅᓚᑕᐅᑦᑎᐊᖅᑲᑕ 

ᑕᒪᒃᑮᓂᒃ ᒪᓕᒋᐊᓖᑦ ᐊᒥᓲᓂᖏᓪᓗ ᖃᐅᔨᒪᔾᔪᑎᔅᓴᐃᑦ 

ᐱᒻᒪᕆᐅᔪᖅ. ᓈᓴᖅᑕᐅᖃᑦᑕᕈᓐᓇᓂᐊᖅᑲᑕ 

ᐆᑦᑐᖅᑕᐅᓗᑎᓪᓗ ᑭᓯᐊᓂ ᑭᓱᓕᒫᕌᓗᐃᑦ 

ᐆᑦᑐᕋᔅᓴᐅᙱᒻᒥᒻᒪᑕ ᐊᒻᒪᓗ ᖃᑦᑎᐅᓂᖏᑦ ᐱᓪᓗᒋᑦ 

ᓱᕈᓰᑦ ᑲᒪᒋᔭᐅᒋᐊᖃᖃᑦᑕᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ.  

ᑐᑭᓯᓇᑦᑎᐊᖅᓯᒪᔪᓂᒃ ᖃᑦᑎᐅᒻᒪᖔᑕ 

ᐱᓯᒪᑦᑎᖃᑦᑕᕆᐊᖃᕐᖓᑕ.  

 

ᑕᐃᒫᓪᓗ ᐅᓂᒃᑳᖏᓐᓂᒃ ᖁᕕᐊᓇᖅᑯᖅ ᑕᑯᒋᐊᔅᓴᖅ. 

ᐱᓕᕆᐊᖑᓪᓗᐊᑲᓪᓚᒋᐊᖃᕋᓗᐊᖅᑎᓪᓗᒋᑦ 

ᓇᓗᓇᐃᖅᑐᐃᑦᑎᐊᕈᓐᓇᓂᖅᓴᐅᓕᖅᓯᒪᔪᐃᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᖃᑦᑎᓂᒃ ᐱᓯᒪᑦᑎᒻᒪᖔᑕ. ᑕᒪᒃᑯᐊ 

ᐱᒻᒪᕆᐊᓘᔪᑦ ᑕᐃᒪᐃᑦᑐᐃᑦ ᐊᒻᒪᓗ ᖃᑦᑎᐅᒻᒪᖔᑕ 

ᐃᖅᑲᓇᐃᔮᖅᑖᖅᑎᑕᐅᓯᒪᔪᑦ ᑕᒪᒃᑯᐊᕈᓘᔭᐃᑦ 

ᖃᐅᔨᒪᔭᐅᒐᓱᖃᑦᑕᕆᐊᖃᕐᖓᑕ. ᐱᔭᕆᐊᑭᓐᓂᖅᓴᖅ ᓇᑭᑦ 

ᐱᒋᐊᕐᕕᖃᕐᓂᕐᒪᖔᑕ ᖃᐅᔨᒪᒐᐃᒐᑦᑕ.  

 

ᐊᑑᑎᖃᕈᓐᓇᑐᐃᓪᓕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐱᒻᒪᕆᐊᓘᒻᒥᔪᐃᑦᑕᐅᖅ. ᑭᓯᐊᓂ ᑕᕝᕙᓂ 

ᐊᔾᔨᒌᙱᓐᓂᖃᕈᓐᓇᕐᖓᑕ ᐊᑑᑎᖃᕈᓐᓇᕐᒪᖔᑕᓘᓐᓃᑦ 

ᐊᑑᖃᙱᒻᒪᖔᑕᓘᓐᓃᑦ ᑐᑭᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐊᑑᑎᖃᕈᓐᓇᕐᒥᔪᐃᑦᑕᐅᖅ ᖃᓄᖅ 

ᐱᔭᕇᖅᑕᐅᑦᑎᐊᖅᐸᒻᒪᖔᑕ ᖃᐅᔨᒪᔾᔪᑎᐅᓗᑎᒃ 

ᐱᔨᑦᑎᕋᐅᑏᓪᓗ ᐱᐅᓯᕙᓪᓕᐊᒻᒪᖔᑕ ᖃᐅᔨᒪᔾᔪᑎᐅᓗᑎᒃ. 

ᑕᒪᒃᑯᓄᖓᓗ ᑲᑎᒪᔨᕋᓛᖑᖃᑦᑕᓂᐊᖅᑐᓄᑦ 

ᐊᑑᑎᖃᕈᓐᓇᖅᑐᐃᑦ. ᑕᐃᒫᓪᓗ ᐊᑑᑎᖃᕈᓐᓇᖅᑐᓂᒃ 

ᐃᓚᒋᔭᐅᑎᑦᑎᖃᑦᑕᕈᓐᓇᐸᑦᑐᒍᑦ. ᐊᒻᒪ ᖁᕕᐊᒋᓚᐅᖅᑕᕋ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑕᒪᒃᑯᓄᖓ ᐊᖅᑯᑎᓕᐅᕐᓂᐅᓴᒻᒪᑦ 

ᑕᐃᒪᐃᑦᑐᓄᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ 

ᓄᐊᑦᑎᖃᑦᑕᕈᓐᓇᓕᖅᑐᓂ. 

 

ᑲᑎᑎᕆᓂᖅ ᐱᐅᑎᒋᓂᖏᑦ ᐊᒥᓲᑎᒋᓂᖏᑦ 

ᐃᓱᒪᓕᐅᕆᓂᐊᕐᓗᓂ ᑕᒪᓐᓇ ᖁᑦᑎᓂᖅᓴᒦᑦᑐᓂᒃ 



 
 

 

30 

Maybe if I can make a quick link back to some 

of the discussions yesterday about the role that 

information can play in terms of helping inform 

decisions on not only what types of services 

and programs may be required. That would 

come out of, for example, if there are referrals 

coming in, understanding what are the nature of 

those referrals, what are the underlying causes, 

which can then help inform the government as 

whole and certainly Family Services in terms of 

informing decisions to go forward with 

business cases, for example, on not necessarily 

talking about investing in community social 

service workers or things on the child 

protection side. But again, those programs and 

services that can be made available to families 

to help them in terms of dealing with some of 

those underlying problems and challenges that 

they are facing, which as Mr. Hayes mentioned, 

are very much interrelated. 

 

Again, just to summarize, I think that there is 

that connection to prevention and investing in 

those types of programs and services that is 

important for addressing those many 

underlying factors that come into play. Thank 

you, Mr. Chair. 

 

Chairman: Thank you, gentlemen. Ms. 

Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair, and 

thank you Mr. Hayes and Mr. McKenzie for 

those responses. I think I’ve spoken to the issue 

of data collection on a number of occasions. I 

feel that it’s really important that information 

also be shared across departments and 

programs and across services, and so I would 

just like to hear a little bit from you about how 

important these information-sharing 

agreements are and what steps we take in order 

to ensure that we have knowledge of what our 

baseline information is and the gaps in that 

baseline information because, we can’t measure 

programs until we know where we started. 

 

ᐃᓱᒪᓕᐅᕈᑎᔅᓴᐅᑕᐅᒻᒪᑦ. ᑖᒃᑯᐊ 

ᓇᕝᕚᕈᓐᓇᖅᓯᕙᓪᓕᐊᓂᖏᓐᓂᒃ ᑐᑭᓯᕙᓪᓕᐊᓪᓗᑎᒡᓗ 

ᑐᓴᒐᒃᓴᓂᒃ ᐃᓂᓪᓚᖓᐅᑎᖏᓪᓗ ᐋᖅᑭᒃᐸᓪᓕᐊᔭᖏᑦ. 

ᐃᒻᒪᖄ ᐃᓱᒪᓕᐅᑦᓯᐊᕐᓂᖅᓴᐅᖃᑦᑕᓕᕈᒫᖅᐳᑦ 

ᐃᑲᔫᑎᑦᓴᓄᑦ ᓴᖅᑭᑦᓯᐊᕙᕈᑎᑦᓴᐅᔪᓐᓇᖅᑐᓄᓪᓗ. 

 

ᐆᑦᑑᑎᒋᓗᒍ ᐱᐅᑎᒋᓂᖏᑦ ᐊᒥᓲᑎᒋᓂᖏᓪᓗ 

ᐱᔨᑦᓯᕋᐅᑎᐅᕙᑦᑐᑦ ᓄᓇᓕᒻᒥ, ᓄᓇᓕᐅᑉ ᐊᓯᐊᓂ 

ᑕᑯᔭᕗᑦ ᒫᓐᓇ ᐱᔭᕆᑐᓲᖑᒻᒪᑦ ᐃᓱᒪᓕᐅᕆᒋᐊᒥᒃ ᑭᓱ 

ᐃᑲᔫᑎᐅᔪᓐᓇᕐᒪᖔᑕ ᐱᔭᕆᑑᕙᓐᓂᖏᓪᓗ ᐊᑐᓂ 

ᑲᒪᒋᔭᐅᒋᐊᖃᖅᐸᑦᑐᐃᑦ ᐊᓪᓚᑕᐅᕙᑦᑐᓂ. ᑕᒪᓐᓇ 

ᑲᒪᒋᔭᐅᒍᓐᓇᖅᓯᑦᓯᐊᕈᒫᖅᑐᑦᓴᐅᕗᖅ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ.  

 

ᒥᔅᑕ ᒪᑭᐊᓐᓯ ᐃᓚᒋᐊᖅᓯᒍᒪᒍᓂ ᐃᓚᐅᖁᑉᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᑲᔪᓯᒋᐊᕐᓗᑎᑦ ᒥᔅᑕ ᒪᑲᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  ᐃᒻᒪᖄ 

ᐃᓚᖓᓂᖅᑲᐃ ᐃᓚᒋᐊᕈᒃᑯ. ᐱᐅᑎᒋᓂᖏᑦ 

ᐊᐱᖅᑯᑎᒋᔭᓐᓄᑦ. ᒪᓐᓇᐅᒻᒥᒻᒪᑦ ᐊᒻᒪᓗ 

ᑐᑭᓯᑦᓯᐊᕆᐊᖃᖅᓱᓂ ᓇᓖᕌᕐᓂᖃᑦᓯᐊᕆᐊᖃᖅᓱᓂ. 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐅᖃᐅᓯᖃᖅᐸᒻᒪᑕ ᐱᔨᑦᓯᖅᐸᑦᑕᒥᓐᓄᑦ 

ᐱᓕᕆᐊᕆᓕᖅᑕᕕᓐᓂᒃ. ᓲᕐᓗ ᑭᐅᔭᐅᖃᑦᑕᕈᒪᓂᖓᑦ 

ᖃᓄᖅ ᐱᑦᓯᐊᖅᑎᒋᒻᒪᖔᑕ ᑐᓴᑐᐃᓐᓇᖅᐸᒃᑲᑦᑕ ᑭᓱ 

ᑲᔪᓯᑦᓯᐊᖅᓯᒪᙱᓚᖅ. ᐱᒻᒪᕆᐅᖅᑰᕐᒥᒻᒪᓪᓕ 

ᐅᖃᖃᑎᒌᑉᐸᓐᓂᒃᑯᑦ ᑭᓱᑦ ᑲᔪᓯᕙᓪᓕᐊᕙᑦ ᐱᐅᓛᑦ 

ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᑦ ᐃᓱᒪᒋᒋᐊᕐᓗᒋᑦ 

ᐅᓐᓄᓯᐅᕈᑕᐅᑦᓯᐊᕈᓐᓇᖅᑐᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ 

ᐋᖅᑭᒋᐊᕈᑎᑦᓴᓄᑦ ᐃᓚᒋᔭᐅᑦᓴᐃᓐᓇᕐᓗᑎᒃ 

ᐱᔨᑦᓯᕋᐅᑎᐅᕙᑦᑐᓂᒃ.  

 

ᖃᐅᔨᒪᑉᓗᖓᓗ ᒫᓐᓇᓵᖑᔪᔪᖅ ᐳᕆᑎᔅ ᑲᓚᒻᐱᐊᒥ ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐅᖃᖃᑎᒋᔪᓐᓇᖅᓯᓚᐅᙱᑐᐃᓐᓇᖅᑕᒃᑲ 

ᑭᓯᐊᓂ ᐃᓱᒪᕙᓪᓕᐊᓯᒪᒻᒪᑕ ᑐᑭᓯᑦᓯᐊᕋᔭᕈᑦᑎᒍᑦ 

ᕿᒥᕐᕈᖃᑦᑕᓲᖑᔪᑦ ᐱᔨᑦᓯᖅᐸᑦᑕᒥᓂᒃ ᕿᒥᕐᕈᑦᓯᐊᖅᓱᑎᒃ 

ᒪᓕᑦᓯᐊᕋᓗᐊᕐᒪᖔᑕ ᒪᓕᑦᑕᐅᖁᔭᐅᔪᓂᒃ. ᑐᑭᓯᓯᒪᕗᖓᓗ 

ᐊᖏᓪᓕᒋᐊᕈᒫᕐᒪᔾᔪᒃ ᐅᕝᕙᓗ ᐃᓚᒋᐊᒃᑲᓐᓂᕐᓗᒍ. 

ᐱᐅᓂᖅᓴᓂᒃ ᑐᓴᒐᒃᓴᓂᒃ ᓇᕝᕚᖅᓯᒐᓱᑉᐸᓪᓗᑎᒃ 

ᑭᒃᑯᓐᓃᑉᐸᑦ ᐃᓚᒌᓂᓪᓘᓐᓃᑦ ᐃᓄᓕᕆᔭᐅᖃᑦᑕᖅᓯᒪᔪᓂᒃ 

ᐅᕝᕙᓗ ᑕᑯᔭᕆᐊᖃᖃᑦᑕᖅᓯᒪᔪᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ. 

ᑕᒪᒃᑯᐊ ᓂᐱᖏᑦ ᐊᑐᖅᓯᒪᔭᖏᑦ ᐊᑦᑐᖅᑕᐅᓯᒪᔪᑦ 

ᐱᓪᓗᒋᑦ.  

 

ᑕᒪᓐᓇ ᐃᓱᒪᔅᓴᖅᓯᐅᕈᑎᑦᓴᑦᓯᐊᕙᐅᒋᐊᖃᕋᔭᖅᑐᖅ 

ᐱᒃᑯᓇᕐᓂᖃᖅᑰᖅᓱᓂᓗ ᑐᓴᕐᕕᒋᓪᓗᐊᖃᑦᑕᕈᑦᑎᒍᑦ ᒪᑯᐊ 

ᐃᓄᐃᑦ ᐱᔨᑦᓯᑦᑕᐅᖃᑦᑕᖅᓯᒪᓂᑰᔪᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 



 
 

 

31 

Nunavut is nearing 26 years old and there is a 

constant dialogue about lack of information, 

lack of statistics, lack of data. At some point we 

can’t say oh, it’s because of historical issues, 

because today we should be taking the 

opportunity to create that information in order 

to inform our decisions. If you could speak to 

that I would appreciate it. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you. I’ll start with I guess 

the trite statement that comes from years of 

auditing experience, but quality information is 

critical to decision-making. We do have a 

number of audit reports where we have 

identified the importance of collecting better 

information, accurate, complete information 

upon which to make decisions. It’s not limited 

to this audit report. However, this audit report 

shows how services can be affected by lack of 

quality information. Whether it’s information 

about referrals or information about 

investigations, information about just the 

children and youth that are supposed to be 

under the department’s care is fundamental. 

 

When I look at the work that the department 

has been doing to implement the new Matrix 

system, there is reason to be hopeful and 

encouraged. The trick is that it has to be used 

by everybody. It has to be complete 

information collected in a consistent way that 

will allow the departmental officials to get a 

clear picture of what’s going on. And that’s 

important not just at the high levels of the 

department, where they can make resourcing 

decisions and identify which staff might be best 

skilled for particular cases, but it’s also 

important for the frontline workers. When I 

think about an individual who might inherit a 

case that has been going on for years, having 

quality information in the system allows them 

to come up to speed very quickly. It might avert 

or avoid the necessary discussions with the 

ᖃᓄᖅ ᐊᑦᑐᖅᑕᐅᓯᒪᑎᒋᒻᒪᖔᑕ ᑭᓱᑦ ᑲᔪᓯᑦᓯᐊᖅᓯᒪᕙᑦ, 

ᑭᓱᑦ ᑲᔪᓯᑦᓯᐊᖅᓯᒪᙱᓚᖅ ᐊᒻᒪᓗ ᖃᓄᐃᑦᑐᑦ 

ᐱᓕᕆᐊᒃᓴᐅᔪᓐᓇᖅᑐᐃᑦ ᐃᑲᔪᕈᑎᒋᔪᓐᓇᖅᐸᖏᑦ 

ᓄᓇᓕᐅᓪᓘᓐᓃᑦ.  

 

ᑕᕝᕙ ᐱᐅᑎᒋᓂᖓᓄᑦ ᑐᙵᔪᖅ ᑕᑯᓯᒪᔭᕋ 

ᒐᕙᒪᖃᕐᕕᐅᔫᑉ ᐃᓚᖓᓂ. ᐃᒻᒪᖄ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ 

ᐃᓱᒪᒋᔭᐅᕙᓪᓕᐊᓯᒍᓐᓇᖅᐳᖅ. 

ᑕᕝᕙᑲᐅᑎᒋᐅᙱᒃᑲᓗᐊᖅᐸᑦ ᑭᓯᐊᓂ 

ᐃᖏᕐᕋᑦᓯᐊᖅᑎᒋᓂᖏᑦ ᒪᓕᑦᓯᐊᖅᑎᒋᓂᖏᓐᓂᓪᓗ 

ᕿᒥᕐᕈᓕᕈᑎᒃ. ᐆᑦᑑᑎᖃᕐᓗᑎᓪᓘᓐᓃᑦ ᐱᒐᓱᐊᕋᔭᕈᑎᒃ 

ᓇᕝᕚᕋᓱᑉᐸᓐᓂᕐᒥᒃ ᐃᖏᕐᕋᑦᓯᐊᖅᑎᒋᓂᖏᓐᓂᒃ 

ᑐᓴᒐᒃᓴᐅᔪᓐᓇᖅᑐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᒪᔅᓯ ᑭᐅᑦᓯᐊᕋᑦᓯ. 

ᐅᖃᐅᓯᖄᕐᔪᒍᓐᓇᖅᐱᑦ ᐱᔭᕆᐊᓕᓐᓂᒃ 

ᐅᓗᕆᐊᓇᕈᓐᓇᖅᑐᓂᓪᓘᓐᓃᑦ ᓯᐊᒻᒪᖅᑕᐅᕌᖓᑕ 

ᑐᓴᒐᑦᓴᐃᑦ ᐱᐅᑎᒋᓂᖏᑦ ᐊᒥᓲᑎᒋᓂᖏᓪᓗ 

ᐃᓱᒪᒋᓪᓗᒋᑦ. ᐊᐱᖅᓱᓚᕿᕗᖓ ᒐᕙᒪᒃᑯᑦ ᐃᑲᔪᕈᒪᓪᓗᒋᑦ 

ᖃᓄᖅᑑᕐᓂᖅᓴᐅᒃᑲᓐᓂᖁᓪᓗᒋᑦ ᑭᓱᑦ 

ᓇᕝᕚᖅᑕᐅᔭᕆᐊᖃᖅᐸᑦ ᑐᓴᒐᒃᓴᑦ ᑭᒃᑯᓐᓂᒃ ᐊᒻᒪ ᑭᓱᑦ 

ᑐᓴᒐᒃᓴᑦ ᓴᐳᔾᔭᐃᓯᒪᔭᕆᐊᖃᓪᓚᕆᒃᐸᑦ. ᓴᐳᔾᔨᒍᒪᒐᑦᑎᒍᑦ 

ᐅᕙᖓ ᐆᑦᑑᑎᒋᓗᒍ ᐊᕐᕌᒍᐊ ᐊᕐᓇᐅᕗᖓ, ᐊᖑᑕᐅᕗᖓ 

ᐋᓐᓂᐊᕐᓂᖃᕈᒪᓘᓐᓃᑦ. ᐃᒫᒃ 

ᓴᐳᑎᑦᓯᑦᓴᐃᓐᓇᕆᐊᖃᖅᐱᑕ ᓲᕐᓗ ᐊᖏᕐᕋᖃᖅᑑᒍᒪ 

ᐅᕝᕙ ᑎᒍᐊᙳᐊᖅᑎᐅᓚᐅᕈᒪ?  ᑕᒪᒃᑯᐊ 

ᑐᓴᒐᒃᓴᐅᔪᓐᓇᖅᑐᑦ ᑐᓴᕈᑎᐅᔪᓐᓇᖅᑐᑦ ᒐᕙᒪᒃᑯᓐᓄᑦ 

ᖃᓄᖅ ᐃᑲᔪᖅᑐᐃᒃᑲᓐᓂᕈᓐᓇᒋᐊᒃᓴᖏᓐᓂᒃ ᑕᒪᒃᑯᓇᙵᑦ 

ᑲᙳᓇᖅᑐᓅᓕᖓᒐᓚᑦᑐᓂᒃ? ᑕᒪᓐᓇ ᑐᑭᓯᓇᖅᑐᔅᓴᐅᕗᖅ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᑲᐅᑎᒋᓗᖓ ᐅᕙᖓ ᐅᖃᕋᕕᑦ ᑐᓴᒐᒃᓴᓂᒃ 

ᑐᓴᕈᒻᒫᓘᒐᒪ. ᓇᕝᕚᑉᐸᓐᓂᖅ ᑐᓴᒐᒃᓴᓂᒃ ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑕᒪᒃᑮᓂᒃ ᑐᓴᒐᒃᓴᐅᔪᓐᓇᖅᑐᓂᒃ 

ᐃᓱᒪᓕᐅᕈᑎᑦᓴᕆᔪᓐᓇᖅᑕᒥᓐᓂᒃ 

ᐱᔨᑦᓯᕋᐅᑎᖃᓕᕐᓗᑎᓪᓗ ᓄᑕᖅᑲᓄᑦ ᐃᓚᒌᓄᑦ 

ᐱᓪᓗᐊᖅᑕᒥᓂᒃ ᐱᔪᓐᓇᐅᑎᒥᒍᑦ ᒪᓕᒐᑎᒍᑦ. 

ᓇᕝᕚᓚᐅᕐᓗᓂᔾᔪᒃ ᑐᓴᒐᒃᓴᐃᑦ ᑭᓱ ᐃᓱᒪᒋᒋᐊᓕᕐᓗᒋᑦ ᑭᓱ 

ᓯᐊᒻᒪᖅᑎᑕᐅᔪᓐᓇᖅᐸᑦ, ᓲᕐᓗ ᐅᑯᐊ ᐃᒫᒃ, ᐃᒫᓪᓘᓐᓃᑦ 

ᑲᑎᖅᓱᖅᑕᐅᓯᒪᔪᑦ, ᑲᑎᖅᓱᖅᑕᐅᓯᒪᙱᑦᑐᑦ. 

ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᒃᑯᑎᒍᑦ ᐊᑐᕈᒪᓲᒐᑦᑕ 

ᓇᕝᕚᑕᐅᑐᐃᓐᓇᖅᓯᒪᔪᓂᒃ ᓇᐅᒃᑯᑦ 
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family about very painful experiences in the 

past that they have to relive whenever a new 

person comes onto the file. So the information 

that can be collected and shared within the 

department so that they can improve service is 

important. 

 

That system can also be used to help work 

amongst departments to address the needs of 

the Department of Family Services. What I 

think you’ll hear, if you probe into information 

sharing, is the importance of privacy and 

confidentiality. So it is critical to identifying 

who should have access to particular 

information and who shouldn’t, but I will say, 

on the other hand, and this is the delicate 

balance that the government departments have 

to walk, when somebody interacts with their 

government, they expect that the government 

will be able to provide service in a seamless 

way. They don’t expect that they go to one 

department and the department says “We don’t 

know; you have to talk to another department”, 

and you get bounced around. So there’s a 

delicate balance in information sharing. This is 

where protocols and standards and consistent 

transparency is important, balancing the 

privacy rights. 

 

You’re right that the territory is 26 years old 

now, but there is a tremendous amount of 

knowledge and experience that dates back 

generations in this territory. So I think that the 

challenge for the department moving forward is 

to collect information, experiences, and 

learning, and use that together. This system is a 

way to facilitate that but it comes down to 

regular use, consistent use, and I think in effect 

the willingness of everybody to make sure that 

the data is good and complete. 

 

I hope I’ve covered off all the angles there. I’ll 

stop there, Mr. Chair. Thank you. 

 

Chairman: Mr. McKenzie, you wanted to 

supplement the response? Go ahead, please. 

ᐱᔨᑦᓯᕋᐅᑎᐅᓪᓗᐊᑕᖅᑐᓄᑦ ᑭᒃᑯᓐᓂᙶᖅᐸᑦ 

ᐃᓄᖁᑎᒋᔭᐅᔪᓂᒃ. ᓇᓗᓇᐃᕆᓂᖅ ᑭᒃᑰᓂᖏᓐᓂᒃ 

ᑭᒃᑯᓪᓗ ᐱᔨᑦᓯᖅᑕᐅᔭᕆᐊᖃᖅᐸᑦ ᐊᒥᓱᓯᒍᑦ ᑕᒪᒃᑯᐊ 

ᑲᑎᖅᓱᖅᓯᒪᑐᐃᓐᓇᖅᑐᑦ ᐱᔭᕆᐊᖃᓲᖑᒻᒥᒻᒪᑕ ᑐᓴᕋᔅᓴᐃᑦ. 

 

ᓯᐊᒻᒪᑎᓐᓂᐊᕐᓗᒋᓪᓕ ᓇᓗᓇᐃᖅᓯᒋᐊᖃᓪᓚᕆᖅᑰᕐᒥᔪᖅ 

ᖃᖓᒃᑯᑦ ᓯᐊᒻᒪᑎᑦᑕᐅᓴᐅᑕᐅᙱᒻᒪᖔᑕ ᑖᓐᓇ 

ᓴᐳᔾᔨᓯᒪᖁᓪᓗᒍ ᐃᓄᒃ; ᓲᕐᓗ ᐋᓐᓂᐊᖅᑐᓕᕆᓂᕐᒨᖓᔪᖅ 

ᐃᑉᐱᓇᓪᓚᕆᑦᑑᒻᒪᑕ ᐃᑉᐱᓂᐊᓇᓪᓚᕆᒻᒪᑕ 

ᑭᓇᐅᓂᖓᓂᓪᓘᓐᓃᑦ. ᐃᕕᖅᑎᑐᐊᕈᑦᑎᒍᑦ ᓄᓇᓕᒻᒥ 

ᖃᓄᐃᑦᑐᖃᓕᕐᓂᖓᓂᒃ ᓄᓇᕗᒻᒥᓘᓐᓃᑦ ᑭᒃᑯᓪᓘᓐᓃᑦ 

ᖃᓄᐃᑉᐸᓪᓕᐊᓂᖏᓐᓂᒃ ᓇᓗᓇᐃᖅᓯᒍᑎᐅᔾᔮᙱᑉᐸᑦ 

ᑭᒃᑯᓐᓂᒃ ᐱᒻᒪᕆᐅᒐᔭᖅᑐᖅ ᑲᑎᒪᔨᕋᓛᓄᑦ 

ᒪᓕᒐᓕᐅᕐᕕᒻᒧᓪᓗ ᐱᓯᒪᒋᐊᖏᑦ 

ᐊᑐᐊᒐᓕᐅᕈᑎᑦᓴᐅᔪᓐᓇᖅᑐᓄᑦ. 

 

ᑕᕝᕙᓕ ᐃᓱᒪᓕᐅᑦᓯᐊᕈᓐᓇᕐᓂᖅ ᐃᓚᐅᓕᓇᔭᖅᐳᖅ ᑭᓱ 

ᓯᐊᒻᒪᑎᑦᓴᐅᓴᐅᕙᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑭᒃᑯᓕᒫᓄᑦ 

ᐅᕝᕙᓗ ᑭᓱ ᑐᓴᖅᑕᐅᔭᕆᐊᖃᙱᑦᑐᒃᑯᑦ ᐱᓗᑎᒃ. 

ᐱᐅᑎᒋᓂᖏᑦ ᐊᒥᓲᑎᒋᓂᖏᑦ ᐱᔨᑦᓯᕋᐅᑎ 

ᐋᖅᑭᒋᐊᕈᑎᑦᓴᕗᓪᓗ ᐋᖅᑭᒋᐊᕈᑎᑦᓴᐅᓂᖅᐹᖑᒍᓐᓇᕐᒪᑕ 

ᑐᓴᒐᒃᓴᐃᑦ ᐱᓪᓗᒋᑦ. 

 

ᑭᖑᓪᓕᖅᐹᖓᓂ ᐊᓚᒃᑲᐃᑦᓯᐊᕐᓂᖅ ᑐᑭᓯᓇᑦᓯᐊᕐᓂᖅ 

ᑐᓴᕈᑎᑦᓴᖃᖅᐸᑦ ᑭᓇᒥᒃ ᐅᑉᐱᕐᓇᖁᑉᓗᑎᒃ 

ᑕᑎᒋᔭᐅᑦᓯᐊᖁᑉᓗᑎᒃ ᖃᐅᔨᒪᑦᓯᐊᕐᓂᐊᕐᒪᑕ ᑭᒃᑯᓐᓄᑦ 

ᑐᓂᔭᐅᓇᔭᕐᒪᖔᑦ ᑐᓴᖅᑕᐅᔪᑦ ᐊᒻᒪᓗ 

ᓯᐊᒻᒪᖅᑎᑕᐅᓇᔭᕐᒪᖔᑦ. ᐃᓛᓐᓂᒃᑯᑦ 

ᑐᑭᓯᓇᖅᓯᑎᒋᐊᖃᕋᕕᒋᑦ ᑭᓱ ᐊᑐᕋᔭᙱᑕᑎᑦ 

ᑐᓴᒐᒃᓴᐅᔪᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᕼᐊᐃᔅ. ᒥᔅ 

ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᕼᐊᐃᔅ. 

ᐃᓕᑦᑐᒪᔪᒻᒪᐅᔪᓂᒃ ᐱᐅᑦᓴᓪᓚᕆᒃᑲᒪ, ᐱᐅᑦᓴᓪᓚᕆᒃᑲᒪ 

ᑐᓴᒐᒃᓴᓂᒃ. ᐊᓕᐊᓇᐃᑦ ᑭᐅᔾᔪᑎᒋᔭᓐᓄᑦ. ᑕᐃᒪ 

ᐃᓚᒋᔭᖓ ᓇᕝᕚᕆᐊᖃᖅᑐᒍᐃᓛᒃ ᑐᓴᒐᒃᓴᐅᔪᓐᓇᖅᑐᓂᒃ. 

ᐱᓗᐊᖅᑐᒥᒃ ᐱᔪᓐᓇᕐᓂᖃᑦᓯᐊᕐᓗᑕ ᑐᑭᓯᑦᓯᐊᕈᓐᓇᓂᕐᒥᒃ 

ᑐᓴᖅᑕᑎᓐᓂᒃ. ᐅᖃᑲᐃᓐᓇᕈᓐᓇᕈᕕᖅᑲᐃ ᑭᑐ 

ᑕᐅᑐᒃᑕᒃᑯᓪᓕ ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᑎᒃᑯᓐᓂ ᖃᓄᖅ ᑕᒪᒃᑯᐊ 

ᐊᓪᓚᑦᑕᐅᕙᑦᑐᑦ ᑕᐅᑐᑦᑕᐅᕙᑦᐸᑦ ᕿᒥᕐᕈᔭᐅᕙᑉᐸᑦ ᐃᒫᒃ 

ᑖᒃᑯᓄᖓᓪᓗᐊᖅ ᑲᒪᓪᓗᐊᖅᑐᓄᑦ ᑐᓂᔭᐅᕙᑉᐸᑦ ᐅᕝᕙᓗ 

ᓴᓂᕐᕙᑦᑕᐅᑐᐃᓐᓇᖃᑦᑕᖅᐸ? ᑕᐅᑐᑦᑕᓯᒍᑦ 

ᑕᐅᑐᓐᓂᖃᑦᓯᐊᕋᓗᐊᖅᐸ ᓄᐊᑦᑎᕙᓐᓂᕐᒥᒃ 

ᑐᑭᓯᒐᓱᑉᐸᓂᕐᒥᓪᓗ ᓄᐊᑕᒥᓂᒃ 
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Mr. McKenzie: Thank you, Mr. Chair. And 

briefly I think, and we have talked about things 

like the Matrix system, and as the hon. member 

had mentioned, that question of information 

sharing across departments, because I think 

there is information that other departments have 

that can help paint that picture. For example, 

the availability of housing across communities. 

The availability of programs, as I mentioned 

the important programs and services in terms of 

prevention. So which communities do have, for 

example, mental health programs that are 

available in the community? Which 

communities have active non-for-profit 

organizations that are also delivering services? 

 

I’ve often thought of these as social 

infrastructure that existed within communities 

and within the territory as a whole. And so we 

have on the one side the information that is 

coming from Family Services in terms of the 

nature of the work that they are dealing with 

and that can be used to inform programs and 

services that by their nature would be delivered 

by other departments. 

 

So I think that sharing of information, certainly 

with respect to considering privacy and 

confidentiality, but other departments have a 

role to play because they will be the holders of 

some of that information. The inventories of 

programs, for example, that are available. So 

it’s kind of bringing all that together. 

 

Is there an opportunity going forward for the 

Department of Family Services to use a 

progress report, as an example, as a means of 

communicating some of that information? It’s a 

possibility. But it is maybe a mechanism that 

could bring the other departments together with 

that idea of let’s paint a picture of what the 

situation is, and that could then go forward and 

be used to help inform some of the decisions 

with respect to where to invest money and 

resources, not only in terms of what areas, like 

ᐃᓱᒪᓕᐅᕈᑎᑦᓴᐅᔪᓐᓇᖅᑐᓄᑦ ᑕᒪᒃᑯᓄᖓ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓇᓗᓇᐃᒋᐊᓚᐅᕋᑦᑕ ᐅᓂᒃᑳᑦᑎᓐᓂᒃ. ᑖᓐᓇ ᒪᐃᑎᕆᒃᔅ 

ᖃᕆᑕᐅᔭᒃᑯᑦ ᐱᓇᓲᑎ ᐊᑑᑎᖃᕐᓂᖓᓂᒃ 

ᐃᓕᓴᐅᑎᐅᕙᓪᓕᐊᓕᖅᓱᓂᓗ. 

ᐃᓕᓴᐅᑎᐅᒃᑲᓐᓂᕆᐊᖃᖅᓱᓂᓗ ᑕᒪᕐᒥᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐃᓚᓕᐅᑎᑦᓯᐊᓕᕐᓗᓂᔾᔪᑦ ᑖᒻᓇ 

ᐊᐅᓚᑦᓯᔾᔪᑎᐅᔪᖅ. ᑕᐃᒪᐃᓚᐅᙱᓐᓂᖓᓂᒃ ᑖᒃᑯᐊ 

ᐃᓗᓕᖏᓐᓃᑦᑐᑦ ᖃᓄᐃᑦᑐᒦᓯᒍᓐᓇᕐᒪᑕ 

ᓈᒻᒫᓂᙱᓐᓂᖏᓐᓄᑦ. ᐃᒻᒪᖄ ᑭᓱ 

ᐃᓚᓕᐅᑎᔭᐅᔭᕆᐊᓖᑦ ᐊᑐᖅᑕᐅᔪᓐᓇᕐᓗᑎᒃ ᑭᑐᒧᑦ.  

 

ᑭᓯᐊᓂ ᐃᑯᖓᒃᑲᓐᓂᖅ ᑕᐅᑐᒍᑦᑕ 

ᐃᓚᓕᐅᑎᔭᐅᕙᓪᓕᐊᓯᒪᑦᓯᐊᕆᐊᖃᕋᔭᖅᑐᖅ 

ᐃᓂᓪᓚᖓᐅᑎᒋᔭᑦᓯᓐᓄᑦ ᐊᓪᓚᑦᓯᒪᕈᓯᐅᔪᓂᒃ. 

ᐊᓯᔾᔨᐸᓪᓕᐊᕈᒪᙱᓐᓂᖅ ᑕᒪᒃᑯᓇᙵᑦ 

ᑎᒍᓯᕙᓪᓕᐊᕈᒪᙱᓐᓂᖅ ᐅᖃᓵᕐᒥᒐᑦᑎᒍᑦ ᑕᐃᒪᐃᒻᒪᑦ 

ᐊᖓᔪᖅᑲᐅᑎᓂᒃ ᖃᓄᖅ ᐱᔭᐅᕙᓪᓕᐊᒍᓐᓇᕐᓂᖏᓐᓂᒃ 

ᐊᖏᔫᖅᑰᕐᒪᑦ. ᐅᑭᐅᖅᑲᐃ ᒪᕐᕉᒃ ᐊᓂᒍᖅᐳᑦ 

ᑕᕝᕙᓃᑎᓪᓗᖓ ᐅᖃᐅᓯᐅᓚᐅᖅᓯᒪᒻᒥᒻᒪᑦ 

ᐊᓯᔾᔩᕙᓪᓕᐊᓂᖅ ᐊᐅᓚᑦᓯᔾᔪᓯᐅᕙᑦᑐᓄᑦ 

ᓴᖅᑭᖅᑰᓚᐅᖅᓯᒪᖅᑰᖅᑕᐃᑦ ᑕᐃᑦᓱᒪᓂ 

ᐊᓯᔾᔨᐸᓪᓕᐊᓂᖃᔪᒻᒥᒐᑦᑕ ᐊᐅᓚᓂᕆᕙᑦᑕᑎᓐᓂᒃ.  

 

ᐅᖃᕈᓐᓇᖅᐳᖓ, ᐊᓯᔾᔨᕈᑎᒋᓚᐅᖅᓯᒪᔭᕗᑦ 

ᐊᐅᓚᑦᓯᔨᒻᒪᕆᑦᑎᓐᓄᑦ ᑕᐅᑐᒃᑯᑉᑎᒍ ᐊᓯᔾᔨᕈᒪᖏᓐᓂᖅ, 

ᐃᒫᖑᖏᑦᑐᖅ ᑭᓯᐊᓂ ᑕᐅᑐᓐᓂᖅᓴᕆᓗᒍ ᑕᒪᒃᑯᐊ 

ᓴᐳᔾᔨᓇᓱᑦᑐᑦ ᐱᓐᓇᕆᔭᒥᓂᑦ, ᓄᑖᓪᓗ ᑖᓐᓇ ᖃᓄᖅ 

ᐃᑲᔪᓐᓂᖃᑦᓯᐊᕈᓐᓇᕐᒪᖔᑦ ᐱᒃᑯᒋᔭᒥᓄᑦ, 

ᐃᖅᑲᓇᐃᔮᒥᓂᓪᓘᕝᕙ, ᐅᕝᕙᓗ ᑐᓴᕋᑦᓴᐃᑦ 

ᐱᒻᒪᕆᐅᓇᓱᕆᔭᒥᓂᑦ, ᐃᓚᓕᐅᑎᑦᓯᐊᕈᓐᓇᕈᑎᒍ 

ᐊᓯᔾᔨᐸᓪᓕᐊᓂᐅᔪᒧᑦ.  

 

ᐃᑉᐸᑦᓴᖅ ᑐᓴᓚᐅᖅᑕᕐᓂᑦ, ᐱᕙᓪᓕᐊᓂᖅᑕᖃᓕᖅᐳᖅ 

ᐊᑐᖅᑕᐅᕙᓕᕐᓂᖓᓂᑦ ᑕᒪᒻᓇ ᐱᓇᓲᑎᐅᓕᖅᑐᖅ, ᑕᕝᕙ 

ᑕᐅᑐᓚᐅᖅᑕᕗᑦ. ᑭᖑᓪᓕᕐᒥ ᖃᐅᔨᓴᓕᕈᑉᑕ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᖃᓄᖅ ᐊᑐᖅᑕᐅᓕᖅᐸ? 

ᑐᓴᕋᑦᓴᐅᔪᓪᓗ ᑐᖅᑯᖅᑕᐅᕙᑦᑐᑦ ᐊᑑᑎᖃᑦᓯᐊᖅᐹ, 

ᐊᑐᖅᑕᐅᕙᒻᐹ ᑕᒪᒃᑮᓐᓅᑦ?  ᑐᕌᒐᐅᓪᓚᕆᐅᖅᑰᕐᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᓕᕆᓯᑦᐊᓂᖅᓴᐅᓕᖁᑉᓗᒋᑦ. 

ᖁᔭᓐᓇᒦᒻᒪᕆᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 
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in terms of programs, but also which 

communities and regions need those supports 

versus others. Just to add on and address that 

notion of sharing information across 

departments and the value that that plays. 

Thank you, Mr. Chair. 

 

Chairman: Thank you for that. Ms. Brewster. 

 

Ms. Brewster: Thank you very much for those 

responses. I’ll just go to the Department of 

Executive and Intergovernmental Affairs to ask 

what the approach is to information sharing 

across the board, because we’re saying we’re 

taking a whole-of-government approach on this 

issue, on the crisis in foster care and children in 

the department. We’re taking a 

whole-of-government approach to elder care. 

We’re taking a whole-of-government approach 

to the issue of suicide. Did we say we’re taking 

a whole-of-government approach to housing? I 

can’t remember. But there has been that 

ongoing statement and commitment to take that 

approach, and so I would just like to hear about 

what’s going on in terms of how are we taking 

a whole-of-government approach to sharing 

information in order to inform decisions that 

we’re making. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Fowler. 

 

Ms. Fowler: Thank you, Mr. Chair. Good 

morning, everyone. I thank the member for the 

question. To answer as broadly as possible, I 

think there are a number of structures that are 

in place within the Government of Nunavut to 

allow for information sharing of this nature. We 

have our deputy ministers committee we have a 

number of sub committees that are underneath 

the deputy ministers committee that allow for – 

sorry, I’m probably talking too fast again – that 

allow for exchanges and information sharing 

within departments, so we utilize those. Those 

are our different information sharing protocols 

as well that are in place. We know with respect 

to some of the conversations yesterday with the 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑕᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᒥᔅᑕ ᕼᐊᐃᔅ. ᑖᒻᓇ ᑕᐃᒪᐃᑦᑐᒥᑦ 

ᐊᐱᖅᓲᑎᖃᓚᐅᖤᓱᒃᑲᒪ. ᐄ’, ᑐᓴᕈᒻᒪᑎᑑᖅᑰᓕᕋᒪ, 

ᑕᐃᒪᐃᓕᕙᓪᓚᐃᓯᒪᒻᒥᒐᕕᑦ. ᑖᓐᓇ ᐅᐃᒍᖏᓐᓃᖅᑐᖅ, 

ᐃᓚᒌᑦᓯᐊᓂᕐᒧᑦ ᖃᓄᐃᖏᑦᓯᐊᓂᕐᒧᑦ 6.8ᒦᑦᑐᖅ, 

ᒪᑉᐱᒐᖓᓂ 104, ᐸᕐᓇᐅᑎᒥ ᐊᓯᔾᔨᐸᓪᓕᐊᓂᕐᒧᑦ 

ᐊᐅᓚᑦᓯᔾᔪᓯᒥᑦ. ᕿᒥᕐᕈᓚᐅᕋᑉᑭᑦ ᐅᓂᒃᑳᖏᑦ 

ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᐅᑉ, ᐅᓇᓗ ᑕᑯᔭᕋ ᑕᑯᓯᒪᔭᕋ, 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᑖᒃᑯᓇᓂᖏᓛᖅ ᐸᕐᓇᐅᑎᑦᓴᒥᓂᑦ 

ᐱᓇᓱᐊᕋᑦᓴᐅᔪᓄᑦ. ᖁᕕᐊᓇᓪᓚᕆᑦᑐᖅ 

ᐊᖏᖅᓯᒪᑦᓯᐊᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᑦᓴᒥᑦ 

ᐃᖏᕐᕋᑦᓯᐊᖅᑎᒋᒻᒪᖔᖅ ᑲᒪᔪᑦᓴᒥᒃ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑲᓐᓂᕋᖅᑐᒥᓗ, ᑭᓯᐊᓂ, ᑕᑯᙱᑕᐃᓐᓇᕋ, 

ᐊᓯᔾᔩᕙᓪᓕᐊᑦᓯᐊᕈᓐᓇᖅᑐᓂᑦ ᖃᐅᔨᒪᓂᖃᖅᑐᓂᑦ 

ᐃᖅᑲᓇᐃᔮᖑᓂᐊᖅᑐᒧᑦ ᑕᒪᑐᒧᖓ.  

 

ᑖᓐᓇ ᐊᖏᖅᓯᒪᓂᖓᑦ ᑕᐅᑐᒍᒪᓪᓗᒍ 

ᐊᓯᔾᔨᐸᓪᓕᐊᑦᓯᐊᓂᕐᒧᑦ ᐱᔪᖅ. ᖃᐅᔨᒪᒐᑉᑕ, ᐃᑉᐸᑦᓴᓗ 

ᑐᓴᓚᐅᕋᑉᑕ ᑭᒃᑯᑦ, ᓲᕐᓗ ᑕᓪᓕᒪᓄᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕙᒻᒪᑕ ᐃᓕᓴᐃᔪᑦᓴᑦ Matrix ᐱᓇᓲᑎ 

ᐊᑐᖅᑕᐅᔪᓐᓇᑦᓯᐊᖁᑉᓗᒍ, ᐃᖅᑲᓇᐃᔭᖅᑐᓪᓗ ᐊᒥᓱᑦ 

ᐃᖅᑲᓇᐃᔭᖅᓯᒪᓕᖅᑐᑦ ᐊᕐᕌᒍᒐᓚᓐᓄᑦ ᐊᓯᔾᔨᓕᕌᖓᑕ 

ᑭᑐᑦ, ᐅᓇ ᑐᓗᖅᓯᒪᐅᑎᐅᓂᖅᐹᖑᓲᖑᒻᒪᑦ 

ᑭᒃᑯᑐᐃᓐᓇᕐᓂᑦ, ᐃᓄᑐᐃᓐᓇᕐᓂᖏᓛᖅ ᐅᖃᐅᓯᕋᑉᑕ 

ᐃᓄᓐᓂᑦ. ᐃᒫᒃ, ᐃᑲᔪᕋᓱᓐᓂᕐᒥᑦ ᐃᖅᑲᓇᐃᔮᖃᖅᑐᑦ, 

ᓲᕐᓗ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᑕᐃᒪᐃᒻᒪᑕ. 

ᐅᐱᒍᓱᓐᓂᕐᒥᑑᖏᑦᑐᖅ ᐃᖅᑲᓇᐃᔮᒥᓂᑦ, ᑭᓯᐊᓂᑦᑕᐅᖅ 

ᐃᒫᒃ ᐋᖅᑭᒍᑎᒋᔪᓐᓇᓪᓚᕆᑦᑕᒥᓄᑦ ᐱᒃᑯᒋᔭᖓᓂᑦ. 

ᓴᙱᔪᒥᒃ ᑕᐃᒪᓐᓇ ᐊᐅᓚᑦᓯᔾᔪᑎᓂᑦ, ᓲᕐᓗ 

ᐊᕐᓂᕈᓱᓪᓗᓂ ᐅᑉᐱᕈᓱᓐᓂᕆᔭᖓᒍᑦ. ᑕᐃᒃᑯᐊ 

ᐊᓯᔾᔨᕌᖓᑕ, ᐅᓗᕆᐊᓱᓕᖃᑦᑕᕐᒪᑕ ᐊᓯᔾᔨᖅᑐᖃᕌᖓᑦ 

ᑕᒻᒪᖅᓱᒋᓕᖅᖢᑎᒃ.  

 

ᐄ’, ᑕᐃᒪᓐᓇ ᐅᖃᙱᒃᑲᓗᐊᖅᖢᓂ. ᑕᐃᒃᑯᐊ 

ᐅᓄᖅᑐᐊᓗᐃᑦ ᐱᓕᕆᖃᑦᑕᖅᓯᒪᒻᒪᑕ ᑕᒻᒪᖅᓯᒪᔪᓂᑦ. 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᑕᒫᓃᔾᔪᑎᒋᔭᕗᑦ, ᑕᒫᓂ ᐱᓕᕆᔭᐅᔭᕆᐊᓖᑦ 

ᑕᒻᒪᖅᓯᒪᓪᓗᑎᒃ ᐱᓕᕆᔭᐅᖃᑦᑕᕐᓂᕐᒪᑕ, 

ᑕᒫᓃᔾᔪᑎᒋᒐᑦᑎᒍᑦ ᑖᓐᓇ ᐱᒻᒪᕆᐊᓘᒻᒪᑦ. 

ᐊᓯᔾᔨᖅᓯᖁᓪᓗᒌᑦ ᑖᒃᑯᐊ, ᑕᒻᒪᑭᑦᑐᒃᑯᑦ ᐱᓕᕆᖁᓪᓗᑕ. 

ᑖᒃᑯᐊ ᐅᑎᕐᕕᒋᓗᒋᑦ.  

 

ᐃᓄᖕᒧᑦ ᐅᑎᕐᓗᑕ ᑕᐃᒃᑯᐊ, ᓲᕐᓗ ᐊᐱᕆᔭᐅᒐᑦᑕ ᐃᒪᓐᓇ 

ᐱᓕᕆᓚᐅᖅᑕᒥᓐᓂᑦ ᐊᕐᕌᒍᓂ, ᑕᖅᑭᓄᑦ ᐅᓄᖅᑐᓄᑦ, 

ᐊᕐᕌᒍᒐᓴᓐᓄᑦ ᐱᓕᕆᕈᔭᐅᓪᓗᒍ. ᐊᓯᔾᔨᕌᖓᑦ 

ᐱᓕᕆᓂᕆᔭᖓ, ᐃᓚᒋᐊᖅᑕᐅᓪᓗᑎᓪᓘᓐᓃᑦ 

ᐃᖅᑲᓇᐃᔭᕐᓂᕆᔭᖏᑦ ᑕᐃᒪᓐᓇ ᐃᓚᖏᑦ 
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Representative for Children and Youth there is 

interdepartmental protocols that are in place. So 

there are mechanisms that are utilized, but at 

the broadest level we have those 

interdepartmental structures to support this 

information sharing. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. If I could 

go back to the auditor generals about the 

difference between qualitative and quantitative 

data because I think these are two very 

important sets of information that we can share. 

I’ll just ask you to expand on that. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you very much for that 

question. In terms of qualitative and 

quantitative data, I would say that for any 

program and to ensure that service is being 

provided well, you need elements of both. 

Quantitative data is important from the 

perspective of empirical testing and measuring, 

but not everything can be empirically 

measured. In terms of the number of children 

who are under the responsibility of the 

department, they need to have clear and 

accurate numbers on that. 

 

As we have said in our report, we’re happy to 

see that even though it required a significant 

amount of manual labour, the department was 

able to improve and identify who is under their 

care. That’s an example of some quantitative 

data that is required. Likewise the number of 

individuals who have been hired. Those sort of 

metrics need to be monitored. It is easier when 

you have a baseline to measure what progress 

looks like with quantitative information. 

 

Qualitative information is also very important, 

but there is always an element of subjectivity in 

qualitative information, so making sure that 

ᐃᑉᐱᒍᓯᓕᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ, ᐅᓗᕆᐊᓱᓕᖅᖢᑎᒃ 

ᑭᓇᐅᓂᕐᒥᓂᑦ ᐊᒻᒪ ᐱᔨᑦᓯᕈᑎᒋᔭᖏᓐᓂᑦ ᐃᓄᖕᓄᑦ. 

ᑕᐃᒪᐃᒻᒪᑦ, ᒪᒥᐊᓇᖅ ᐊᕗᖓᔨᓕᕋᒪ.  

 

ᐅᓪᓗᒥ ᐅᖃᕈᒪᔪᖓ, ᖃᐅᔨᔪᒪᔪᖓᐃᓛᒃ, ᐆᑦᑑᑎᑐᐃᓐᓇᖅ 

ᑕᐃᓪᓐᓇ ᖃᕋᓴᐅᔭᖅ ᐊᑐᖅᑕᐅᔭᕆᐊᓕᒃ Matrix-

ᖑᓂᕋᖅᑕᐅᔪᖅ ᐃᓄᓕᕆᔾᔪᑎᑦ. ᐊᓯᔾᔨᖅᑕᐅᕙᓪᓕᐊᓂᖏᑦ 

ᑭᓇᒧᑦ ᐸᕐᓇᐅᑎᒋᔭᐅᕙᑦ, ᑭᓇᓗ ᖃᐅᔨᒪᓪᓚᕆᑉᐸᑦ, ᑭᓇ 

ᖃᐅᔨᒪᓪᓚᕆᑉᐸ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓄᑦ ᐊᐅᓚᑦᑎᔨᐅᔪᓄᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᑕᕝᕙᓃ? ᐱᓕᕆᔭᖏᓐᓂ ᑕᕝᕙᓃᑉᐸ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᒪᒥᐊᓇᖅ. ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓂᑦ ᐊᐅᓚᑦᑎᔨᐅᔪᑦ ᑕᐃᒃᑯᐊ 

ᐱᓕᕆᕕᒋᔭᖓᑦ ᑖᓐᓇ, ᐃᓱᒪᒋᔭᐅᖅᑳᔭᕆᐊᓕᑦ 

ᑭᓱᑐᐃᓐᓇᕐᒥᑦ ᐊᓯᔾᔩᓚᐅᖏᓐᓂᖏᓐᓂ. 

ᐃᓕᓐᓂᐊᖅᑎᑦᑎᓯᒪᔪᒍᑦ ᐃᓘᓇᖏᓐᓂᑦ 

ᑐᑭᒧᐊᑦᑎᑦᑎᔨᐅᔪᓂᑦ, ᖃᓄᖅ ᐃᓚᒌᑦᑎᐊᕙᓕᕆᓂᕐᒥᑦ 

ᐱᓕᕆᔨᐅᖃᑦᑕᖅᑐᑦ ᑕᐃᒃᑯᐊ ᐊᓯᔾᔨᖅᑐᓂᑦ, ᑕᐃᒃᑯᐊ 

ᐊᑐᖅᑕᐅᔭᕆᐊᓖᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ.  

 

ᐆᑦᑐᕋᐅᑎ ᑕᐃᓐᓇ ᐃᔾᔪᐊᒐᒃᓴᖅ ᐱᓕᕆᓯᒪᔭᕗᑦ. 

ᑐᖏᓕᖓᑦ ᒥᓂᔅᑕᐃᑦ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᕋᑖᓚᐅᕐᒥᒻᒪᑕ 

ᑐᖏᓕᕆᔭᐅᔪᑦ ᑕᐃᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᓄᑦᑎᓛᕐᓂᖏᓐᓂᑦ 

ᐅᖃᐅᓯᕐᓄᑦ.  

 

ᐅᖃᐅᔾᔭᐅᓯᒪᓕᖅᑐᒍᑦ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓄᑦ 

ᐊᐅᓚᑦᑎᔨᐅᔪᓂᑦ ᖃᐅᔨᒪᑦᑎᐊᖅᑐᓂᑦ 

ᐃᓕᓐᓂᐊᖅᓯᒪᓪᓚᕆᑦᑐᓂᑦ, ᑖᓐᓇᒎᖅ 

ᐊᓯᔾᔨᖅᑕᐅᕙᓪᓕᐊᓂᐊᕐᒪᑦ, ADKAR-ᖑᓂᕋᖅᑕᐅᓪᓗᓂ 

ᐃᔾᔪᐊᒐᒃᓴᖅ, ᖃᕋᓴᐅᔭᖅ ADKAR-ᖑᓂᕋᖅᑕᐅᔪᖅ ᑖᒃᑯᐊ 

ᓇᓗᓇᐃᖅᓯᓯᒪᔪᑦ, ᐃᓅᑉ ᑖᒃᓱᒪ ᐃᖅᑲᓇᐃᔭᖅᑑᑉ 

ᐊᓯᔾᔨᖅᓯᒪᔪᓂᑦ ᐊᑐᑦᑎᐊᕈᓐᓇᕐᓂᖓ ᒪᓕᒃᖢᒍ. ᑕᒃᑯᐊ 

ᐱᓕᕆᔪᒪᔪᑦ, ᑖᒃᑯᐊ ᐊᓐᓂᕆᔭᐅᒻᒪᑕᐃᓛᒃ. ᓴᖅᑭᑕᐅᔪᓪᓗ 

ᑖᒃᑯᐊ ᑕᕝᕙᖔᖃᑦᑕᖅᑐᑦ, ᑭᓯᐊᓂᓕ ᐊᑐᓂᑦ ᐆᑦᑐᕋᐅᑏᑦ 

ᑕᐃᒃᑯᐊ ᐃᔾᔪᐊᒐᒃᓴᐃᑦ ᐊᑐᖃᑦᑕᖅᑕᕗᑦ ᑖᒃᑯᐊ 

ᐱᓕᕆᔾᔪᑕᐅᖃᑦᑕᖅᖢᑎᒃ. ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓂᑦ 

ᐊᐅᓚᑦᑎᔨᐅᔪᑦ ᑕᒪᒃᑯᐊ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᔨᐅᔪᑦ.  

 

ᐆᑦᑑᑎᒋᓗᒋᑦ, ᑕᐃᓐᓇ ᑕᐃᒃᑯᐊ ᖃᐅᔨᒪᔭᕆᐊᖃᕐᒪᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᐊᓕᕐᒪᑕ 

ᐱᓕᕆᔾᔪᑎᕗᑦ, ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᔾᔪᑎᖃᖅᖢᑎᒃ 

ᐱᓕᕆᐊᖏᓐᓄᑦ ᐊᓯᔾᔩᔪᑦ ᑭᓱᓂᑦ ᑐᕌᒐᒃᓴᖃᕐᒪᖔᑕ, ᐊᒻᒪ 

ᑐᓴᐅᒪᑎᑕᐅᓪᓗᑎᒃ ᑎᒥᐅᔫᑉ ᐋᖅᑭᒋᐊᖅᑕᐅᓂᖓ 

ᒪᓕᒡᓗᒍ.  
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that information is free of bias, but still useful 

for measuring how outcomes are improving or 

how services are improving is important. 

Surveys and focus groups, all those sources of 

information that does provide qualitative 

measurement opportunities are important. I was 

encouraged to hear that the department is 

opening some lines for that sort of feedback 

and information gathering. 

 

The importance of connecting qualitative and 

quantitative data and informing decision 

making is something that is of high level of 

sophistication in decision making, frankly, and 

as the department is able to collect, compile, 

and digest more information with the systems 

that they are putting in place and the work that 

they’re doing, one would expect to see that this 

will lead to easier decisions on prioritization of 

resources of targets and ultimately better 

outcomes. 

 

I’ll give an example. With qualitative and 

quantitative information about how services are 

being delivered in a particular community 

versus another, the department can make what 

would seem right now to be very difficult 

decisions about where best to assign resources 

and identify the complexity of cases and put the 

right people on the right files. That is 

something that I hope that the department will 

be able to get to with the use of information. 

 

I’m also going to ask Mr. McKenzie if there’s 

anything he would like to add here. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Go ahead, please, Mr. 

McKenzie. 

 

Mr. McKenzie: Thank you, Mr. Chair. Maybe 

just one aspect to add on with respect to the 

qualitative side of your question, and it’s 

important to kind of get a balanced perspective. 

The Department of Family Services has talked 

about the new client relations program that is 

 

ᓱᖅᑯᐃᑦᓯᑦᑎᐊᖅᐸᑕ, ᖃᐅᔨᒪᑦᑎᐊᓕᖅᐸᑕ 

ᐊᓯᔾᔨᖅᑕᐅᓂᕆᔭᖓᓂ, ᖃᓄᐃᒻᒪᑦ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᐊᐅᓚᑦᑎᔨᐅᖃᑕᐅᔪᑦ ᐊᓯᔾᔩᑎᓪᓗᒋᑦ, ᑕᐃᒪᓐᓇ 

ᐱᔪᒪᓂᓕᕐᓂᖅᓴᐅᖃᑦᑕᕐᒪᑕ ᖃᐅᔨᒪᑦᑎᐊᓕᕌᖓᒥᑦ 

ᖃᓄᐃᓕᐅᕆᐊᔅᓴᖅ, ᓴᖅᑭᑦᑐᓂᓪᓗ ᐊᓯᔾᔨᖅᑕᐅᔪᑎᒍᑦ. 

ᑕᐃᒪᓐᓇ ᐃᓚᐅᔪᒪᓂᖅᓴᐅᓕᖃᑦᑕᕐᒪᑕ 

ᐊᓯᔾᔨᖅᑕᐅᔫᒐᓗᐊᓄᑦ ᐱᓕᕆᐊᖃᕐᓂᖅᓴᐅᔪᒪᓕᖅᖢᑎᒃ 

ᑖᒃᑯᐊ ᐊᐅᓚᓂᕆᔭᖓᓂᒃ.  

 

ᖃᐅᔨᒪᑦᑎᐊᕐᓗᑎᒃ ᑕᐃᒪᓐᓇ 

ᐱᔪᒪᓂᖅᑖᕐᓂᖅᓴᐅᖃᑦᑕᕐᒪᑕ ᑕᐃᒃᑯᐊ 

ᐊᐅᓚᑦᓯᔨᐅᖃᑦᑕᖅᑐᑦ ᑕᒪᒃᑯᓂᖓ ᑮᓇᐅᔭᖃᖅᑎᑦᑎᔪᓂᑦ, 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᖃᐅᔨᒪᑦᑎᐊᑎᑦᑎᔭᕆᐊᖃᕐᒪᑕ 

ᐊᐅᓚᑦᑎᔨᐅᔪᑦ ᑕᖅᑲᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᑦ. 

ᑕᐃᒪᓐᓇ ᑕᐃᒃᑯᓂᖓ ᐱᓕᕆᖃᑎᖃᕐᓂᖅ ᐊᑯᓚᐃᑦᑐᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᑯᓐᓄᑦ.  

 

ᐊᑯᓚᐃᑦᑐᒃᑯᑦ ᐱᓕᕆᖃᑎᒋᔭᐅᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐊᓯᔾᔨᖅᑐᖃᖅᑎᓪᓗᒍ ᖃᓄᖅ 

ᐋᖅᑭᔅᓯᓯᒪᓂᖃᖃᑕᐅᔪᓐᓇᕐᒪᖔᑕ. ᑖᓐᓇ 

ᐱᒻᒪᕆᐅᓂᖅᐹᖑᖅᑰᕐᒥᔪᖅ ᑕᕝᕙᓂ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓄᑦ 

ᐊᐅᓚᑦᑎᔩᑦ ᑕᐃᒃᑯᐊ, ᐆᑦᑐᕋᐅᑏᑦ ᐃᔾᔪᐊᒐᒃᓴᐅᔪᑦ 

ᐋᖅᑭᑦᑕᐅᓯᒪᒻᒪᑕ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᑦ. ᐅᖃᕈᓐᓇᖅᑐᖓ, 

ᑕᕝᕙᓂ ᐱᓕᕆᕕᑦᑎᓐᓂ ᐊᒃᓱᕉᓴᐅᑎᒋᔭᐅᖃᑦᑕᕐᒪᑕ 

ᐊᔾᔨᒌᖏᑦᑐᓂᑦ ᐱᔾᔪᑎᖃᖅᖢᑎᒃ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᑭᑦᓴᕐᓂᑯᒧᑦ ᑕᐃᑦᓱᒪᓂᑐᖃᒃᑲᓐᓂᖅ. 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᕐᔪᐊᕌᓗᒃᑯᑦ ᐊᓯᔾᔨᑲᑕᖃᑦᑕᓚᐅᕐᒪᑕ 

ᐊᑕᐅᓯᕐᒧᑦ ᐱᓕᕆᐊᒨᖏᑦᑐᑦ, ᑭᓯᐊᓂ ᐱᓕᕆᕕᓕᒫᑦᑎᓐᓂ 

ᐱᔨᔅᓯᕈᑎᖃᕋᑦᑕ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓄᑦ ᑕᒪᒃᑯᓂᖓ. 

ᑕᐃᒪᓐᓇ ᐱᓕᕆᔪᓐᓇᕐᓂᐊᕈᑦᑕ 

ᑮᓇᐅᔭᖃᑦᑎᐊᕆᐊᖃᖅᑐᑦ ᑕᐃᒪᐃᓕᐅᕈᓐᓇᖁᓪᓗᒋᑦ, 

ᐊᐅᓚᑦᑎᔾᔪᑎᖃᑦᑎᐊᕐᓗᑎᒃ ᖃᕋᓴᐅᔭᓂᑦ Matrix-ᑎᒍᑦ, 

ᓲᕐᓗ ᓇᐅᑦᑎᖅᓱᐊᖃᕈᓐᓇᕋᑦᑕ ᐱᓕᕆᔭᑦᑎᓐᓂᑦ, 

ᑲᒪᒋᔭᑦᑎᓐᓂᑦ. ᐃᓚᒋᓪᓗᒋᑦ ᐊᔪᕈᓐᓃᖅᐸᑦ ᑕᐃᒪᓐᓇ, 

ᑕᐃᑯᖓ ᑎᑭᑉᐸᑕ ᐊᔪᕈᓐᓃᖅᐸᑕ. ᐃᒃᓯᕙᐅᑖᖅ, 

ᑭᖑᓪᓕᖅᐹᒥ ᐱᒻᒪᕆᐅᓂᖅᐹᖑᔪᑦ ᑖᒃᑯᐊ ᐊᓯᔾᔨᖅᑕᐅᔪᑦ 

ᐊᑐᖅᑕᐅᑦᑎᐊᖁᓪᓗᒍ, ᐸᕐᓇᐅᑎᖃᕐᓗᑕᓗ ᑕᐃᒃᑯᓂᖓ, 

ᐋᖅᑭᑦᓯᒪᔭᕗᑦ ᑕᐃᒃᑯᐊ ᐱᐅᓯᑐᖃᕐᒥᓄᑦ ᐅᑎᕐᓂᐊᖏᒻᒪᑕ. 

ᐊᑐᖅᑕᐅᑦᑎᑲᓐᓂᕐᓗᑎᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᓲᕐᓗ 

ᓱᖏᐅᑎᓗᑎᓪᓗ ᐋᖅᑭᒋᐊᖅᑕᐅᓗᑎᒡᓗ 

ᑕᒻᒪᖅᓯᒪᓂᕆᔭᖏᑦ, ᐃᓕᓴᕆᔭᐅᑦᑎᐊᕐᓗᑎᓪᓗ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓂᑦ ᐊᑐᑦᑎᐊᓕᕐᓂᖏᓐᓂᑦ.  

 

ᑕᕝᕙ ᐱᓕᕆᕕᕗᑦ ᐱᓕᕆᐊᖃᖃᑦᑕᖅᓯᒪᔪᑦ 

ᐊᓯᔾᔨᖅᑕᐅᔪᓄᑦ ᐊᐅᓚᑦᑎᔨᐅᔪᑦ 

ᐱᓕᕆᐊᕆᖃᑦᑕᖅᓯᒪᔭᖏᑦ, ᑕᐃᒃᑯᐊᓗ 
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introduced and that is one means of getting that 

kind of feedback, that qualitative aspect. There 

is maybe a risk that you’re only hearing what 

hasn’t worked, and I think it’s equally 

important, through consultations, to understand 

what is working as well and to try to draw out 

those best practices, those good practices, 

which could then be shared within the 

department as a means of continuously 

improving their programs and services. 

 

I am aware that recently in British Columbia 

their Ministry of Family and Child Services, 

and I haven’t had an opportunity to talk to 

them, but they were considering, just by way of 

context, they do compliance reviews of their 

files to see are they in compliance with their 

standards. There has been an indication that 

they were going to expand that to, or maybe not 

expand it, but to complement it with getting 

more qualitative information from individuals, 

whether it be individuals and families who have 

had interactions with the system, with the 

ministry in this case. And the voices of those or 

the lived experiences of those who have had 

those direct experiences. 

 

That is something that is, again, it would have 

to be carefully thought through, but I think that 

has a lot of merit in terms of getting direct 

feedback from those who have received 

services from the department to know what 

kind of impact it is having, what worked, and 

what could be improved and also what kind of 

program, again coming back to that question of 

programs and services, could they benefit from 

or could others in the community benefit from. 

 

So there is that qualitative aspect as well that I 

have seen at least in that one jurisdiction that 

may be something that the department could 

consider. Maybe not right away, but it’s 

something as they start to do their quality 

assurance and compliance reviews, that is 

something that maybe even as a pilot test could 

be considered in terms of getting that 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᒃᑲᓐᓂᓛᕐᒥᔪᑦ ᐊᖏᔪᖅᑲᐅᑎᖏᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᐃᒃᑯᐊ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓂᑦ 

ᐊᐅᓚᑦᓯᔨᐅᔪᑦ. ᐃᒃᓯᕙᐅᑖᖅ, ᐃᑉᐸᑦᓴᖅ ᐅᖃᐅᓯᕆᔭᕗᑦ 

ᐅᓪᓗᒥ ᐊᓯᔾᔨᔮᖏᑦᑐᑦ ᖃᐅᑉᐸᒡᓘᓐᓃ ᐊᓯᔾᔨᔮᖏᑦᑐᑦ, 

ᑖᓐᓇ ᐱᕙᓪᓕᐊᓪᓗᓂ. ᐱᕙᓪᓕᐊᕋᔮᕐᓗᓂ ᐱᓕᕆᕕᒃ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᕋᔮᕐᓂᐊᖅᑐᖅ, ᑕᐃᓐᓇ 

ᑎᑭᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑦ ᑐᕌᒐᕆᔭᐅᔪᖅ ᑕᐅᑐᖑᐊᖅᑕᐅᔪᖅ, 

ᓇᓛᒎᖅᑐᒃᑯᓪᓗ ᓴᖅᑭᑦᑎᕕᐅᖁᒡᓗᒋᑦ ᓄᓇᕗᒻᒥ 

ᐱᓕᕆᔭᐅᔾᔪᑎᒋᔭᖏᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᐊᑎᕐᒨᓚᐅᙱᓐᓂᕐᓂ ᐊᓯᑦᑎᓐᓂ. ᒫᓐᓇ 15-ᒥᓂᑦᓯ 

ᕿᑲᑲᐃᓐᓇᓂᐊᖅᐳᒍᑦ.  

 

>>ᓄᖅᑲᑲᐃᓐᓇᖅᑐᑦ 10:42 ᐱᒋᐊᒃᑲᓂᖅᑐᑎᑦ 11:00 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑲᑎᒪᔨᕋᓛᑦ 

ᑲᑎᒪᒃᑲᓐᓂᕈᓗᒋᑦ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓯᕗᓪᓕᖅᐹᒥ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ, ᐊᐱᕆᓗᕋ ᐃᑉᐸᒃᓴᖅ ᑖᒃᑯᐊ 

ᐅᑎᕐᕕᒋᒃᑲᓐᓂᕐᓂᐊᕋᒃᑯ ᐅᖃᐅᓯᕆᓚᐅᖅᑕᕋ. 

 

ᑲᑎᒪᔨᕋᓛᓂᑦ ᐃᖅᑲᐃᑎᑦᑎᔪᓐᓇᖅᐲᑦ, ᖃᔅᓯᓂᑦ 

ᐃᓐᓄᒃᓯᒪᖏᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔮᑦ ᐃᒡᓗᑦᓴᖏᑦ ᐱᑕᖃᖅᐸᑦ, 

ᖃᑦᓰᓪᓗ ᐱᓕᕆᕕᒻᒥᑦ ᑐᓂᓯᔭᐅᕙᑦ, ᐅᑕᖅᑭᕙᑦ 

ᐃᒡᓗᑦᓴᖁᑎᒋᔭᖏᓐᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑏ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇ 

ᓈᓴᐅᑏᑦ ᐱᓯᒪᖏᓐᓇᒃᑭᑦ ᐅᓄᕐᓂᕆᔭᖏᑦ ᒫᓐᓇ 

ᐃᒡᓗᓕᕆᔨᒃᑯᑦ ᑭᐅᓂᐊᕐᓂᕋᓚᐅᖅᑐᑦ ᑎᑎᕋᖅᖢᑎᒃ 

ᑲᑎᒪᔨᕋᓛᓄᑦ ᖃᐅᔨᒪᔪᖓ ᐆᑦᑑᑎᒋᓗᒍ ᐃᖃᓗᓐᓂ. 

34−ᖑᓗᐊᖅᑐᑦ ᐃᒡᓗᐃᑦ ᐊᑐᐃᓐᓇᐅᓚᐅᖅᑐᑦ 

ᑭᖑᓪᓕᖅᐹᒥᒃ ᑲᑎᒪᔨᕋᓛᑦ ᐃᒡᓗᑖᖅᑎᑦᑎᓂᕐᒧᑦ 

ᑲᑎᒪᑎᓪᓗᒋᑦ. 50−ᖏᓐᓃᑦᑐᓪᓗ ᐃᖅᑲᓇᐃᔮᑦᑕᐅᖅ 

ᑖᒃᑯᐊ ᐃᒡᓗᑖᕆᐊᓖᑦ ᐊᒻᒪ ᑕᐃᒃᑯᐊ ᐅᓄᖅᑐᑦ ᐅᑕᖅᑭᔪᑦ 

ᐃᒡᓗᒃᓴᒥᓐᓂ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᓄᕐᓂᕋᐃᓪᓗᑎᑦ 

ᒥᒃᓴᐅᓴᒍᓐᓇᖅᐲᑦ? 50, 200? ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐅᖃᖅᑐᖓ 

100 ᑐᖔᓂᑦ ᑭᓯᐊᓂ ᑕᐃᒃᑯᐊ ᐱᓕᕆᕕᓐᓂ 
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qualitative aspect of the data side, so to speak. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you both for that 

response. Can you just speak to the ease or the 

risk of sharing versus qualitative versus 

quantitative. The reason I’m asking these 

questions is because I want to help the whole of 

government to figure out what kind of data they 

can and should be collecting and from whom 

and what data is absolutely protected, right. We 

want to protect for me, my age, my gender, my 

ailments. But do we necessarily need to protect 

the data about me where I’m a homeowner, I 

was a foster parent? Data that can inform the 

government on how they can support me in that 

really private data? I hope that makes sense. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you, Mr. Chair. So I’m 

going to confess right off the bat that you’re in 

my passion wheelhouse. I’m a bit of a data 

nerd. In terms of data collection, I would say 

that the department should collect all the 

information it needs to make decisions and to 

provide the services that children, youth, and 

families are entitled to under the legislation. 

After they collect that information, then it’s 

about what could be shared in a disaggregated 

way versus what could be shared in an 

aggregated way. Sometimes you need 

disaggregated information, and indeed, we in 

the Office of the Auditor General encourage 

departments a lot to use disaggregated 

information, where you can, to make services 

better for particular groups in a population. So 

identifying who your vulnerable individuals are 

or who will benefit most or need a service, in 

many cases you need to use disaggregated 

information. 

 

ᑐᓴᐅᒪᑎᑦᑎᔪᑦ ᑭᓯᐊᓂ ᑖᒃᑯᐊ ᐃᒡᓗᑖᕐᓂᐊᖅᑐᑦ, 

ᐃᒡᓗᑖᑐᐃᓐᓇᕆᐊᓖᑦ ᐃᖃᓗᓐᓂ ᐱᓗᐊᙳᐊᖅᑐᒥ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᒐᕕᑦ. 

ᐅᖃᖅᑲᐅᒐᕕᓂᓛᒃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᓪᓗᑭᒃᓴᕐᒪᑕ 

ᒫᓐᓇᐅᔪᖅ ᐊᒻᒪᓗᑦᑕᐅᖅ ᐅᐸᓗᖓᐃᔭᖅᓯᒪᓪᓗᑎᑦ 

ᑐᓂᐅᖅᑲᖅᑕᐅᕙᑦᑐᑦ ᐃᒡᓗᑖᕐᓂᐊᖅᑐᓄᑦ. ᐊᒻᒪᓗ 

ᐱᓕᕆᕕᓯ ᑐᓂᓯᓚᐅᕐᒪᑕ ᑐᓂᓯᖃᑦᑕᕆᕙᑦ 

ᐃᒡᓗᑖᕆᐊᖃᖅᑐᑦ ᐸᕐᓇᒃᓯᒪᓪᓗᓯ, ᐱᓕᕆᕕᒃ ᖃᐅᔨᒪᕚ 

ᖃᔅᓯᓐᓂᑦ ᐃᒡᓗᑖᕆᐊᖃᕐᒪᖔᑕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, ᖃᔅᓯᓪᓚᑦᑖᖑᒻᒪᖔᑕ 

ᐃᒡᓗᑖᕆᔭᐅᔭᕆᐊᓖᑦ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ, ᐃᓕᓴᐃᔩᑦ, ᐃᓄᓕᕆᔩᑦ, 

ᐋᓐᓂᐊᓯᐅᖅᑏᑦ ᓄᓇᓕᖕᓂ. ᖃᐅᔨᔪᒪᓪᓗᖓ ᐱᓕᕆᕕᓯ 

ᖃᓄᖅ ᑖᒃᑯᓂᖓ ᐅᖃᖃᑎᖃᖅᓯᒪᒻᒪᖔᑕ 

ᐱᓕᕆᕕᓕᒫᓄᑦ ᑐᑭᓯᑦᑎᐊᕆᐊᖁᓪᓗᒋᑦ ᖃᔅᓯᓪᓚᑦᑖᓂᒃ 

ᐃᒡᓗᑖᕆᐊᖃᕐᒪᖔᑕ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐸᐅᕗ.  

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᖅᑲᓇᐃᔮᑦ ᐃᒡᓗᖁᑎᒋᔭᖏᑦ ᑕᒪᒃᑯᐊ ᐱᔭᕐᓂᖏᒻᒪᑕ 

ᓇᓕᐊ ᐃᒡᓗᑖᕐᓂᐊᕐᒪᖔᑕ ᐱᔭᕐᓂᖏᑦᑑᖃᑦᑕᕐᒪᑕ. 

ᓄᓇᕗᑦ 3000 ᐸᕐᓇᐅᑎᖓ ᐊᒻᒪ ᓇᓖᕌᕈᑎ 

ᐃᒡᓗᓕᐅᕆᐊᖅᑐᑦ ᑕᐃᒪᓐᓇ ᐊᑐᖅᑕᐅᓇᓱᓐᓂᐊᖅᑐᖅ 

ᑕᐃᒪᓐᓇ ᐃᒡᓗᑖᕈᓐᓇᖁᓪᓗᒋᑦ. ᐃᒡᓗᖃᕐᓂᖅ, 

ᓇᖕᒥᓂᖃᕐᓂᕐᓗ, ᑖᒃᑯᐊ ᐊᔾᔨᒌᙱᑦᑐᓂᑦ ᓇᓖᕌᕈᑎᓂᒃ 

ᐅᖃᐅᓯᖃᖃᑦᑕᕋᑦᑕ ᐃᒡᓗᓕᕆᔨᒃᑯᓐᓂ 

ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᑐᒍᑦ ᖃᓂᒋᓪᓗᒋᑦ. 

ᕿᒥᕐᕈᓇᒃᖢᑕ ᓇᓂ ᑭᙴᒪᒃᖠᓂᖅᐹᖑᒻᒪᖔᑕ 

ᐃᒡᓗᔅᓴᓂᑦ. ᐃᓚᖏᓪᓗ ᐃᒡᓗᑐᖃᕐᒦᒻᒪᑕ, ᑕᐃᒃᑯᐊ 

ᕿᒥᕐᕈᖃᓯᐅᔾᔭᐅᓗᑎᑦ ᐊᒻᒪ ᕿᓂᖃᑦᑕᕐᒥᔪᒍᑦ ᐃᒡᓗᓂᒃ 

ᐊᑐᖅᑐᐊᒐᒃᓴᑎᓐᓂ ᑕᒫᓂ. ᓴᐃᒻᒪᒃᑎᑕᐅᓯᒪᙱᑦᑐᓂᑦ 

ᐃᒡᓗᓕᐅᖃᑦᑕᖔᕈᑦᑕ ᓄᓇᓕᖕᓂ ᐊᑲᐅᓂᖅᓴᐅᖅᑰᖅᑐ 

ᒫᓂᐅᙱᑦᑐᖅ. ᑕᐃᒃᑯᐊ ᐃᓕᓴᐃᔩᑦ, ᐋᓐᓂᐊᓯᐅᖅᑏᓪᓗ 

ᐃᖅᑲᓇᐃᒐᒃᓴᖅᑕᖃᐅᕐᒪᑕ ᓄᓇᓕᖕᓃᖔᖅᑐᑦ 

ᐃᒡᓗᑖᖁᓪᓗᒋᑦ. ᐊᑐᐃᓐᓇᖅᑕᖃᓗᐊᕌᓗᙱᑦᑐᖅ ᐃᒡᓗᓂᒃ 

ᖃᓯᓐᓃᒪᖔᑕ ᐱᑕᖃᙱᑦᑐᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ.  

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪᓕ 

ᐊᖏᖃᑎᒋᙱᐊᕐᔪᒃᐸᒋᑦ ᐅᖃᖅᑕᕐᓄᑦ. 

ᐃᒡᓗᓕᕆᔨᕐᔪᐊᒃᑯᑦ ᐅᓂᒃᑳᖏᑦ ᓴᖅᑭᑕ ᒫᓐᓇ 
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In terms of sharing that information, I think it’s 

important to identify when information should 

not be shared in order to protect the interest of 

an individual; medical information, highly 

sensitive personal information, that shouldn’t 

be shared in a way that can identify somebody. 

If you roll that up to a particular level, 

however, to give a picture of what’s happening 

in a particular community, what’s happening in 

the territory, what’s happening to a particular 

group of people where the information is not 

going to identify anybody, that’s important for 

people like this committee or for the 

Legislative Assembly to have in order to make 

policy decisions. 

 

Ultimately I think this is where the importance 

of judgment enters into the equation in terms of 

what the department should be reporting on, 

what could be reported publicly versus what 

should be reported in a careful, maybe in 

camera way. Ultimately I would say that 

quality information is the best way to improve 

services and identifying who should have that 

information is important. 

 

As a final point I would say that being 

transparent with the individuals that you’re 

collecting information about is absolutely 

critical from the perspective of building trust, 

and allowing them to know where that 

information is going to be housed, how it’s 

going to be used, and ultimately how it’s going 

to be disposed of. Because at times you should 

be clearing out information that you no longer 

need to keep. Thank you very much, Mr. Chair. 

 

Chairman: Thank you, Mr. Hayes. Ms. 

Brewster. 

 

Ms. Brewster: Thank you, Mr. Hayes. I like 

nerds. I like data too. I appreciate that response. 

We should, we must collect data, and 

importantly we must have the skills and ability 

to interpret that data. I would just like to hear a 

little bit about what from your perspective, 

ᐅᖃᖅᓯᒪᒻᒪᑕ ᑖᒃᑯᐊ ᐃᒡᓗᑖᖅᑎᑦᑎᓂᕐᒧᑦ ᐋᖅᑭᒃᓴᐅᑐ 

$40-ᒥᓕᐊᓐᓂᒃ ᐃᒡᓗᓂᑦ ᐊᑐᖅᑐᐊᕐᓂᕐᒧᑦ ᐊᑐᖃᑦᑕᕐᒪᑕ 

ᐊᒃᓱᑲᓪᓚ ᐅᓄᖅᑐᐊᓗᓐᓂᒃ $30,000 ᐊᑐᖃᑦᑕᕐᒪᑕ 

ᓇᖕᒥᓂᖅ ᐃᒡᓗᑖᕆᔭᐅᓂᐊᖅᑐᓄᑦ.  

 

ᐊᖏᖃᑎᖃᖅᑐᖓ ᓄᓇᓕᓕᒫᑦ ᑖᒃᑯᐊ ᐃᒡᓗᑖᕆᐊᓖᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ, ᓄᓇᓖᓪᓗ ᒥᑭᑦᑕᐅᓂᖅᓴᑦ, ᐃᖃᓗᐃᓪᓗ 

ᐱᖃᓯᐅᑎᓪᓗᒍ. ᐃᖅᑲᐅᒪᔭᓕᒫᓐᓂ ᑕᐃᒃᑯᐊ 

ᐊᑐᖅᑐᐊᒐᒃᓴᐃᑦ ᑕᒪᒃᑯᐊ ᐃᒡᓗᐃᑦ 

ᐊᑐᐃᓐᓇᖅᑕᖃᙱᓚᖅ. ᑖᒃᑯᐊ ᓄᑲᖅᖠᐅᔪᑦ ᑕᕝᕙ 

ᐃᒡᓗᑭᔅᓴᕐᓂᑯᑦᑎᓐᓄᑦ ᑕᐃᒪᓐᓇ ᐊᒃᓱᕉᓴᓕᖃᑦᑕᖅᑐᑦ 

ᐃᓚᒌᑦ ᐃᖃᓗᓐᓂ ᓄᓇᓕᖕᓂᓗ ᒥᑭᑦᑑᑕᐅᓂᖅᓴᐃᑦ, 

ᒐᕙᒪᒃᑯᑦ ᐃᒡᓗᓂ ᐊᑐᖅᑐᐊᒐᒃᓴᓂᑦ ᐊᑐᖔᓕᕐᒪᑕ. 

ᓄᓇᓕᖕᒥᐅᑕᐃᑦ ᓄᓇᖃᖅᑐᑦ ᑕᒪᒃᑯᐊ 

ᐃᒡᓗᑭᔅᓴᓂᖅᓴᐅᓪᓗᑎᑦ ᒐᕙᒪᒃᑯᓐᓂᒃ. ᑖᒃᑯᐊ 

ᐅᖃᐅᓯᕆᔪᒪᕋᑖᖅᑕᒃᑲ.  

 

ᐊᒻᒪ ᓄᓇᕗᒻᒥ ᐃᓪᓗᓕᕆᔨᕐᔪᐊᒃᑯᓐᓄᑦ. ᑖᒃᑯᐊ 

ᐅᓄᙱᒃᑑᑎᓪᓗᒋᑦ ᑮᓇᐅᔭᐃᑦ ᐃᒡᓗᓕᐅᕈᑎᒃᓴᐃᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᑖᒃᑯᐊ 10, 20 ᐊᕐᕌᒍᑕᒫᖅ 

ᖃᑦᓯᓪᓚᑦᑖᖑᒻᒪᖔᑕ ᐊᕐᕌᒍᑕᒫᑦ ᐃᓪᓗᓕᐅᖅᑕᐅᔭᕆᐊᓖᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ, ᖃᓄᖅ ᐃᓪᓗᓕᕆᔨᕐᔪᐊᒃᑯᑦ 

ᐋᖅᑭᒃᓱᐃᖃᑦᑕᖅᐸᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᖃᔅᓯᓄᑦ 

ᐃᓪᓗᓕᐅᕆᐊᖃᕐᒪᖔᑕ ᖃᐅᔨᒪᙱᒃᖢᑎᒃ ᖃᓄᖅ 

ᑐᓂᓯᐅᖅᑲᐃᖃᑦᑕᖅᐸᑦ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᑲᓛᒃ. 

 

ᑲᓛᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪ 

ᑲᑎᒪᔨᐅᔪᖅ. ᐃᖅᑲᓇᐃᔭᖃᑎᖃᕋᑦᑕ ᒐᕙᒪᒃᑯᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᓂᒃ ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖃᑦᑕᖅᑐᒍᑦ 

ᐊᕐᕌᒍᑦ ᒪᕐᕉᒃ ᐱᖓᓱᓪᓗ ᓯᕗᕐᖓᒍᑦ, ᕿᒥᕐᕈᓇᒃᖢᑕ 

ᓇᐅᒃᑯᑦ ᐃᒡᓗᑭᔅᓴᕐᒪᖔᑕ 12-ᓂᒃ 18-ᒧᑦ ᑕᖅᑭᓄᑦ 

ᓴᖅᑭᑦᑎᖃᑦᑕᖅᑐᒍᑦ, ᐊᒻᒪ ᐱᔪᒪᓇᓲᑎᒃᑯᑦ ᓴᖅᑭᑕᐅᓪᓗᑎᒃ 

ᑕᐃᒃᑯᐊ ᐃᓪᓗᓕᐅᕈᑕᐅᓂᐊᖅᑐᑦ ᐸᕐᓇᒃᑕᐅᓯᒪᔪᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᑭᐅᒐᕕᑦ. ᑕᐃᒃᑯᐊ ᑐᓴᒐᒃᓴᐃᑦ 

ᑐᓂᔭᐅᖃᑦᑕᕐᒪᑕ ᖃᐅᔨᒐᓱᒃᖢᑎᒃ ᐃᓪᓗᑖᕐᓂᐊᖅᑐᓂᒃ 

ᑐᓂᓯᐅᖅᑲᐃᖃᑦᑕᕐᖢᑎᒃ. ᐱᓕᕆᕖᑦ ᑐᓂᓯᖃᑦᑕᖏᒻᒪᑕ 

ᐃᓘᓐᓇᖓ ᐃᒡᓗᑖᕆᐊᖃᖅᑕᖏᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑕ. 

ᐅᓄᙱᑦᑐᑯᓘᒻᒪᑕ ᑕᐃᒃᑯᐊ ᑐᓂᓯᖃᑦᑕᖅᑐᑦ 

ᐃᒡᓗᒃᓴᖅᑖᕐᓂᐊᖅᑐᓂᒃ ᐸᕐᓇᒃᓯᒪᒃᑎᐊᖅᖢᑎᒃ ᑕᐃᒫᒃ 

ᐊᑐᓕᖁᔭᓕᐅᖅᐳᖓ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 
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from the Office of the Auditor General’s 

perspective, how is data being focused on and 

viewed? Is it being uplifted to the right level? Is 

it being ignored? From the Auditor General’s 

perspective, is there enough focus on the 

collection and interpretation of data in terms of 

making decisions on these really important 

issues? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you. As we highlighted in 

our report, the Matrix system is being 

introduced and used by a number of people. 

Training was underway but there was still some 

training to be done and there was obviously a 

need for everyone in the department to adopt 

and start to use that system. Until that has 

happened, the reliance on the data in the system 

is compromised, right, because the information 

is not complete. Obviously, too, there’s legacy 

information that has to be brought into the 

system or has to be used for whatever it can for 

a particular period. Over time that’s going to 

obviously evolve such that your system should 

have the information that you need to use to 

make decisions. 

 

I think we heard about resistance or reluctance 

to change yesterday, and I think that’s where 

change management exercises are critical. I 

remember in fact maybe two years ago when I 

was here for a hearing there was a discussion 

about change management. I think the member 

was bringing that up at the time, it struck home 

for me, because at the time we were going 

through in the office a transformational change 

ourselves, and change management was front 

and centre for us. 

 

I would say that one of our change management 

experts put it this way: If you look at it not as a 

reluctance to change or as obstruction, but look 

at it instead that people are trying to protect 

something that they value, and you then 

identify how the new approach, the new system 

ᐱᓕᕆᕕᖓ ᐊᒻᒪ ᒐᕙᒪᒃᑯᓕᒫᖅ ᓇᓗᓇᐃᖅᓯᖁᓪᓗᒋᑦ 

ᖃᑦᓯᓪᓚᑦᑖᓂᒃ ᐃᓪᓗᑖᕆᐊᖃᕐᒪᖔᑕ, ᓄᓇᓕᓐᓂ 

ᐃᓘᓐᓇᖏᓐᓂ ᐃᖃᓗᐃᑦ ᐱᖃᓯᐅᑎᓗᒍ. ᑕᐃᒪ 

ᓈᒻᒪᒃᓯᒃᐸᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᒡᓗᖃᑦᑎᐊᓕᖅᐸᑕ 

ᐃᓄᓕᕆᔨ ᐃᓂᒃᓴᖃᑦᑎᐊᓕᖅᐸᑕ ᐋᓐᓂᐊᓯᐅᖅᑏᓪᓗ 

ᐃᓕᓴᐃᔩᓪᓗ ᓈᒻᒪᒃᓯᖁᓪᓗᒋᑦ ᑕᕝᕙ ᐊᑐᓕᖁᔭᓕᐊᕋ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐊᐱᖅᑯᑎᒋᓂᐊᖅᑕᕋ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᔭᒐᑦᑕᐃᓕᒪᓂᖅ, 

ᐊᒃᓱᕉᓴᖃᑦᑕᕐᓂᖅ ᓄᓇᕗᑦ ᒐᕙᒪᒃᑯᖏᓐᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᖃᓯᐅᑎᓗᒋᑦ. ᐊᐱᖅᑯᑎᒋᖅᑳᕈᒪᔭᕋ 

ᑐᖏᓕᖓ ᑐᓴᖅᑎᑦᑎᔪᓐᓇᖅᐹ ᖃᑦᓯᐅᒻᒪᖔᑕ ᐃᖃᓗᓐᓂ 

ᐊᒡᒍᖅᑐᖅᓯᒪᓂᕐᒧᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕐᓂᕐᒧᑦ 

ᐊᓪᓚᕝᕕᖏᓐᓂ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᒃᑲ ᒫᓃᙱᒻᒪᑕ ᑭᓯᐊᓂ 

ᐊᑐᐃᓐᓇᕈᖅᑎᑦᑐᓐᓇᕐᓂᐊᖅᑕᕗᑦ ᐊᒻᒪᓗ ᐊᕕᒃᑐᖅᓯᒪᔪᑦ 

ᑎᑎᕋᕐᕕᖏᑦ ᐃᓐᓄᑦᑕᐅᓯᒪᔪᐃᓐᓇᐅᔪᑦ ᐃᒻᒪᖄ 

ᐊᑕᐅᓯᕐᒥᒡᓘᓐᓃᑦ ᐃᓐᓄᒃᑕᐅᓯᒪᙱᒃᑐᖅᑕᖃᖅᖢᓂ. 

ᓄᖅᑲᖅᑐᖃᐅᓚᐅᕐᒪᑦ ᑭᓯᐊᓂ ᓈᓴᐅᑎᑦ ᑐᒃᓯᕌᑎᑦ 

ᐱᔪᓐᓇᕐᓂᐊᖅᑕᒃᑲ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ 

ᑕᐃᒪᐃᑦᑐᓐᓇᕐᓂᐊᕋᕕᑦ. ᐊᐃᑉᐸᖓᓄᓪᓗ, 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᒥᒃᓵᓄᑦ ᐊᒻᒪᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑖᒃᑯᐊ 

ᓇᓗᓇᐃᖅᓯᖅᑲᐅᒻᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᖅ 

ᐃᓄᓕᕆᔨᓂᒃ ᐱᔭᕐᓂᙱᑦᑑᖃᑦᑕᕐᒪᑦ. 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᖅᑲᐃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ 

ᐅᖃᓪᓚᖃᑎᖃᖃᑦᑕᖅᓯᒪᕙᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ 

ᖁᔭᓐᓇᒦᕈᓯᐊᖅᑖᑎᑦᑎᖃᑦᑕᕐᓂᖅ ᐱᔪᒥᒃᓲᑎᒃᓴᓪᓗ 

ᑖᓐᓇᓴᐃᓐᓇᖅ ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ 

ᐋᓐᓂᐊᖃᕐᓇᙱᑦᑐᓕᕆᔨᒃᑯᓐᓄᑦ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐊᐱᖅᑯᑎᒋᒐᕐᓂ. ᑕᐃᒃᑯᐊ ᑮᓇᐅᔾᔭᒃᓵᑦ 

ᖃᐅᔨᓵᕆᓚᐅᖅᑕᕗᑦ ᐃᓛᒃ ᒐᕙᒪᒃᑯᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᒫᑦ ᐊᑦᑎᓐᓂᖅᐹᖑᔪᒍᑦ ᑖᓐᓇ 

ᐊᑭᑦᑐᕆᐊᓚᐅᕆᓪᓗᑎᒃᑯᑦ. ᑕᒫᓂᓗ ᐊᑭᑐᓂᖅᐹᖅ ᑭᓯᐊᓂ 
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will still value the things that they find 

important, whether it’s their role in the system, 

whether it’s the information that they feel is 

important, then you will be able to bring them 

along with you on the journey of change. 

 

I think that from what I heard yesterday, there’s 

efforts afoot to improve the way that people use 

that system. That’s something that we will be 

looking for in our next audit: How is the 

department using that information, how good is 

the information in the system, is the system 

being used by everyone, because the purpose I 

think is to allow the department to do better. 

Thank you very much, Mr. Chair. 

 

Chairman: Thank you for that. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair, and 

thank you, Mr. Hayes. This is exactly what I’m 

getting to in this line of questioning. I feel a 

little bit nerdy knowing that you got there, too. 

So appendix E of the Family Wellness Strategic 

Plan 6.8, or appendix E on page 104 of the 

plan, speaks to the change management 

framework. I went through the auditor’s report. 

I went through everything, and what I see from 

the Department of Family Services in their 

action plan, I’m super happy to see there’s a 

commitment to recruit a territorial quality 

assurance manager which is great, and other 

recruitment goals, but I don’t see a commitment 

or any reflection on bringing change 

management expertise into all of this work. 

 

I want to hang on that commitment and those 

words using “for transformational change.” 

And what we know about what we heard 

yesterday, that individuals, there was a five-day 

training, train the trainer for using the Matrix 

system. And we know that there are a lot of 

employees who have been doing their work for 

a number of years, and that when change 

comes, one of the most difficult things for 

individuals, because we are talking about 

people, we’re talking about human beings who, 

ᑕᐃᒪᓐᓇ ᐊᑭᓕᖅᓱᕋᓗᐊᖅᖢᑎᒃᑯᑦ ᓄᖅᑲᔫᒥᔭᒻᒪᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ.  

ᐱᔪᒥᒃᓲᑎᓂᒃ ᐃᓕᐅᖅᑲᐃᔪᒪᓪᓗᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑯᑖᖃᕈᒪᓂᕐᒧᑦ.  

 

ᐋᓐᓂᐊᖃᕐᓇᙱᑦᑐᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᑕᐃᒃᑯᐊ 

ᐃᓄᓕᕆᔩᑦ ᐊᑲᐅᙱᓕᐅᕈᑎᖃᖃᑦᑕᕐᒪᑕ 

ᐋᓐᓂᐊᓯᐅᖅᑏᓪᓗ ᑖᒃᑯᓂᖓᔅᓴᐃᓐᓇᖅ 

ᐱᔭᕐᓂᖏᔾᔪᑎᖃᖃᑦᑕᖅᖢᑎᒃ.  

 

ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔮᑦ ᐃᓚᖏᑦ ᐊᑕᐅᓯᐅᙱᑦᑐᒧᑦ 

ᑲᒪᒋᔭᐅᖃᑦᑕᖅᑐᑦ ᑕᐃᒃᑯᐊ ᐃᓄᓐᓄᑦ ᑕᑯᔭᐅᖅᑳᓲᑦ 

ᐊᒃᓱᕈᖅᑐᒻᒪᕆᐊᓘᓪᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᖃᑦᑕᕐᒪᑕ. ᑭᓯᐊᓂ 

ᑕᐃᒪᓐᓇᐅᔪᓐᓇᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᒐᕕᑦ ᑐᓴᕈᒥᓇᖅ. 

ᑲᔪᓯᑦᑎᐊᕐᓂᐊᖁᓇᖅᐳᖅ. 

 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑐᕌᖅᑎᓐᓂᐊᖅᑕᕋ ᐊᒻᒪᓗ 

ᐅᖃᓪᓚᖃᑎᒌᑦᑎᓪᓗᑕ ᓄᓇᓕᓐᓂ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᑦᑎᓐᓂᖅᓴᓂᒃ ᐃᖅᑲᓇᐃᔮᓖᑦ. ᓇᓗᓇᐃᔭᐃᔪᓐᓇᖅᐲᑦ, 

ᖃᓄᐃᓕᐅᖅᑎᐅᖃᑦᑕᕐᒪᑕ ᐃᓄᓕᕆᔩᑦ ᐃᓗᐊᓂ 

ᐃᓅᓯᖃᑦᑎᐊᕐᓂᐅᓪᓗ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ. 

 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᓐᓂ. 

ᖁᔭᓐᓇᒦᓪᓗ ᐃᒃᓯᕙᐅᑖᖅ. ᐃᓱᒪᒋᔭᒃᑲ 

ᐅᓄᕈᓘᔭᕐᒪᑕᐅᑯᐊ.  

 

ᓄᓇᓕᓐᓂ ᐃᓄᓕᕆᔩᑦ ᐊᑐᖃᑦᑕᖅᑐᑦ ᓲᕐᓗᖃᐃ 

ᐃᖅᑲᓇᐃᔮᖅᑖᕆᐅᖅᓴᕐᓂᖅ ᐃᓄᙳᐃᓂᖅ 

ᑕᒪᒃᑯᓂᖓᕈᓘᔭᖅ ᐱᓕᕆᐊᖃᖃᑦᑕᕐᒪᑕ. ᐊᒻᒪᓗ 

ᐃᓚᔮᕇᓄᑦ ᑐᕌᖓᔪᑦ ᐱᓕᕆᐊᙳᖅᑎᑕᐅᓯᒪᔪᑦ. 

ᑕᐃᒪᐃᓕᐅᖅᓯᒪᔪᑦ ᔫᑳᓐᒥ ᐃᖏᕐᕋᑦᑎᐊᖅᑐᖅ 

ᑕᑯᔭᖅᑐᓚᐅᕋᒥᐅᓪᓗ ᐃᖏᕐᕋᑦᑎᐊᖅᑐᒻᒪᕆᐊᓗᒎᖅ.  

 

ᐃᖅᑲᓇᐃᔮᔅᓴᕗᑦ ᐅᓄᕈᓘᔭᖅᑐᑦ ᐃᓚᔮᕇᓄᑦ ᑐᕌᖓᔪᑦ. 

ᑭᓯᐊᓂ ᐱᕐᔪᐊᕌᓘᒻᒪᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᑖᒃᑯᓄᖓ ᑐᕌᖓᔪᑦ ᓯᕗᓪᓕᐅᓂᐊᖅᖢᑎᒃ. ᑕᐃᒃᑯᐊ 

ᐊᑦᑎᓐᓂᖅᓴᓂᒃ ᐃᖅᑲᓇᐃᔭᓖᑦ ᓱᕈᓯᕐᓂᒃ 

ᓴᐳᒻᒥᐅᓯᖅᓯᓂᕐᒧᑦ ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᖅᓯᒪᓂᖏᑦ 

ᒪᓕᒃᖢᒋᑦ ᐱᓕᒻᒪᒃᓯᒪᙱᓐᓂᖅᓴᐅᒐᓗᐊᕌᖓᑕ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓗᑎᒃ ᐱᕙᓪᓕᐊᑎᑕᐅᓗᑎᒃ. ᐊᒻᒪᓗ ᑭᓱᑦ 

ᐱᐅᓂᖅᐹᑦ ᐊᑐᖅᑕᐅᖃᑦᑕᕆᐊᖃᕐᒪᖔᖏᑦ 
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especially in a helping workforce like you have 

at the Department of Family Services, take not 

just a sense of pride in the work that they’re 

doing, but it actually is, it really forms who the 

person is, right, their core values. Those 

helping work forces always come with a 

stronger sense of core values of doing the right 

thing. And so when it comes to change, those 

people might have a fear that they’re doing 

something wrong. 

 

I think it does go without saying that a lot has 

been done incorrectly, that the reason we’re 

here, the reason there’s a crisis is because 

things haven’t been done the right way. And 

that very important movement towards that 

transformational change is to ensure that we’re 

doing things the right way. 

 

And so coming back to the individual who is 

now being asked to do some things that they 

have been doing for years, months, decades in a 

completely different way, or adding to their 

work, can cause a person to feel insecure about 

who they are, really, who they are and the 

services they are providing. I’m talking long, 

I’m sorry. 

 

What I want to know is how is, and that is just 

a small example, just the Matrix system. So 

let’s focus on that. What’s the change 

management plan for that? Who is the expert or 

who is the expert team management that is 

advising the Department of Family Services in 

this specific area? Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, change management should be the 

initial sort of thought that happens before any 

major change occurs, and so we have trained all 

of the directors in the Wellness division 

through a third-party resource on change 

management. We want to build those skills 

internally. 

ᐃᓅᓯᓕᕆᓂᕐᒧᑦ ᑐᕌᖓᔪᓂᒃ 

ᐃᖅᑲᓇᐃᔮᖅᑖᑦᑎᐊᕈᓐᓇᖅᑐᖅ. ᖁᔭᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᒪᓐᓇ 

ᑐᓴᕈᒥᓇᖅᑐᒻᒪᕆᐅᕗᖅ ᓂᑲᒍᓱᓐᓂᐅᑉ ᒥᔅᓵᓄᑦ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐃᓚᒌᓄᑦ ᐃᑲᔫᑎᔅᓴᐃᑦ ᒥᔅᓵᓄᑦ. 

 

ᐃᒃᐸᒃᓴᖅ ᐅᖃᐅᓯᖃᓚᐅᕐᒪᑕ ᖃᓄᖅ ᐊᖏᑎᒋᓂᖓᓂᒃ 

ᐃᓄᓕᕆᔨᐅᔪᑦ ᐊᒻᒪᓗ ᖃᓄᖅ ᑕᒪᓐᓇ 

ᐊᖏᓂᕐᓴᐅᒻᒪᖔᖅ ᐃᓄᓕᕆᔨᐅᔪᓂᒃ ᑲᓇᑕᒥ, ᐊᒻᒪᓗ 

ᐃᓄᓕᕆᔨᑕᖃᐅᖅᑐᓂ ᓇᓗᓇᐃᖅᑕᐅᓯᒪᓪᓗᑎᒃ ᑕᒪᒃᑯᐊ 

ᑭᓱᑐᐃᓐᓇᑦᑎᐊᓂᒃ ᐱᓕᕆᕙᒃᑐᑦ. ᐊᒥᓲᒻᒪᑕ ᑎᑎᕋᖅᓯᒪᔪᑦ 

ᑐᓂᔭᐅᓚᐅᖅᑐᑦ ᐃᑉᐸᔅᓴᖅ. ᑕᒪᓐᓇ 

ᐱᓕᕆᐊᖑᓇᓱᓚᐅᖅᓯᒪᕚ, ᐃᖅᑲᓇᐃᔮᖓᑕ ᐊᖏᓂᖓ 

ᒥᑭᓪᓕᒋᐊᖁᓪᓗᒍ? ᐋᓐᓂᐊᖃᕐᓇᙱᑦᑐᓕᕆᔨᒃᑯᑦ 

ᓴᖅᑭᑦᑎᓚᐅᖅᑐᑦ ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ ᐱᓗᐊᖅᑐᒥᒃ 

ᒥᒃᖠᒋᐊᕈᑎᒃᓴᓂᒃ ᐊᒡᓚᕝᕕᓕᕆᔾᔪᑎᓄᑦ ᑕᖃᔾᔪᑕᐅᓲᓄᑦ 

ᐃᓗᐊᖅᓴᐃᔨᑦ ᐊᖓᔪᖅᑳᖓᓐᓄᑦ, ᓲᕐᓗ. ᑕᒪᓐᓇ 

ᐱᓕᕆᐊᖑᓯᒪᕚ ᑕᒪᑐᒧᖓ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ. 

 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ’. 

ᐅᖃᐅᓯᖃᓚᐅᖅᑐᒍᑦ ᐋᖅᑭᒃᓱᐃᒃᑲᓐᓂᕐᓂᕐᒥᑦ ᐃᓚᒌᓄᑦ 

ᖃᓄᐃᖏᑦᑎᐊᕋᓱᐊᕐᓂᕐᒧᑦ. ᐱᒋᐊᕋᑖᖅᑎᓪᓗᖓ ᒥᓂᔅᑕᐅᑉ 

ᑐᖏᓕᖓᓄᑦ ᐃᑲᔪᖅᑎᐅᓂᕐᒧᑦ ᑕᒪᓐᓇ 

ᓯᕗᓪᓕᖅᐹᖑᓪᓗᓂ ᖃᐅᔨᓚᐅᖅᑕᕋ, 

ᐱᓕᕆᔪᒻᒪᕆᐅᓚᐅᕐᒪᑕ ᓂᕆᐅᒋᓚᐅᖅᑕᑎᓐᓂ 

ᓯᕗᓪᓕᐅᓪᓗᑎᒃ ᐱᓕᕆᔨᐅᔪᑦ, ᐱᖃᓯᐅᑎᓪᓗᒋᑦ 

ᑎᒍᐊᕐᓂᖅ, ᐃᓚᒌᓄᑦ ᐃᑲᔪᖅᑏᑦ, ᓄᓇᕗᑦ ᓯᓚᑖᓂ 

ᐸᖅᑭᔭᐅᓂᖅ. ᐋᖅᑭᒋᐊᖅᑕᐅᓂᖓᒍᑦ, ᑕᒪᒃᑯᐊ ᐃᓚᖏᑦ 

ᑲᒪᒋᒋᐊᖃᕐᓂᐊᓕᖅᑕᕗᑦ ᐊᐅᓪᓚᐅᔾᔭᐅᓗᑎᒃ 

ᐱᓕᕆᔨᐅᔪᓂᒃ ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ ᐃᓕᓗᒋᑦ ᐃᓕᒌᓄᑦ 

ᐊᓪᓚᕝᕕᒻᒪᕆᒻᒦᓐᓂᐊᖅᑐᓄᑦ. ᑕᒪᒃᑯᐊ ᐅᑎᕈᓐᓇᖅᓯᔪᑦ 

ᐊᒻᒪᓗ ᑐᕌᒐᖃᕐᓗᑎᒃ ᒪᓕᑦᑎᐊᕐᓂᕐᒥᒃ 

ᒪᓕᒃᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ ᐊᒻᒪᓗ ᐱᓕᕆᖃᑎᖃᕐᓗᑎᒃ 

ᐃᓚᒌᓂᒃ ᐊᒻᒪᓗ ᓱᕈᓯᕐᓂᒃ ᓴᐳᔾᔨᓗᑎᒃ. 

 

ᑖᓐᓇ ᑲᒪᔨᐅᒋᐊᖃᙱᒃᑲᓗᐊᕐᖓᑦ 

ᑎᒍᐊᓐᖑᐊᖃᖃᑦᑕᖅᑐᓂᒃ ᐊᒻᒪᓗ ᐃᓕᓐᓂᐊᑎᑦᑎᓂᕐᒥᒃ, 

ᑲᒪᖃᑦᑕᖅᑐᑦ ᑎᒍᐊᕐᓂᕐᒧᑦ. ᐱᓕᕆᔨᖃᓪᓗᐊᖅᑐᒍᑦ 

ᐊᑐᐃᓐᓇᐅᔪᓂᒃ ᑕᒪᒃᑯᓄᖓ ᐱᓕᕆᐊᓄᑦ 

ᐱᕙᓪᓕᐊᒍᓐᓇᕐᓂᐊᕋᑦᑎᒍᑦ ᐊᒻᒪᓗ 

ᒪᑭᒪᑦᑎᐊᕈᓐᓇᓂᖅᓴᐅᓂᐊᕐᒪᑕ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
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The model we have undertaken is a model that 

the deputy ministers were also trained on 

recently with respect to the impending 

transition that will happen in government. 

 

To your point, we are being advised by change 

management experts, and also becoming 

certified in change management. The model is 

what’s referred to as an acronym. It is called 

the ADKAR model, and I will break that out 

for the members so that they are aware. The 

ADKAR medal outlines an individual’s 

successful journey through change. As you 

mentioned, there may be long-standing desires 

to do things because they value those things, 

and the outcomes that they are realized from 

those things. But each step of the model that 

we’re engaging now naturally aligns to typical 

activities associated with change management 

and articulates clear goals for these activities. 

 

For example, the A in the ADKAR model is 

awareness. People need to be aware that the 

change is coming. They need to be aware of the 

business reasons for that change. Awareness is 

a goal or outcome of early communications 

related to an organizational change. 

 

The D, once they understand and are aware of 

the reasons for change and the need for the 

whole organization to change, we need to 

create the desire. The desire comes from the 

awareness because they see that the outcomes 

on the other side of this change will result 

positively for the users. The desire to engage 

and participate in the change. So once 

individuals who are engaged in the change 

management process are aware and share the 

desire, and of course the desire is a goal or 

outcome of sponsorship and resistance 

management. 

 

Knowledge; people need the knowledge about 

how to change. Knowledge is a goal or 

outcome of training or coaching. This comes 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᒐᕕᑦ. ᐅᓇ 

ᑭᖑᓪᓕᐅᑎᓕᕐᓗᒍ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᑕᖅᑭᑕᒫᕈᖑᑯᐊ 

ᑐᑦᑕᕐᕕᖕᒦᑦᑐᑦ ᐊᕕᒃᑐᖅᓯᒪᔪᓂᓪᓗ ᐊᐅᓚᑦᑎᔩᑦ, 

ᐊᖏᔪᖅᑲᐅᑏᓪᓗ ᑲᑎᒪᖃᑦᑕᕐᒪᑕᒎᖅ. ᑭᓱᓂᒃ 

ᑲᑎᒪᔾᔪᑎᖃᖃᑦᑕᕋᔅᓯ ᑕᖅᑭᑕᒫᖅ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.   

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᕌᔾᔪᔅ.  

 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᓯᕗᓪᓕᖅᐹᒥ 

ᑲᑎᒪᓂᐅᔪᑦ ᐊᑐᖅᑕᐅᓂᖅᓴᐅᕙᓚᐅᖅᑐᑦ ᐅᕙᓐᓄᑦ 

ᑕᑯᓪᓚᑦᑖᕈᒪᓪᓗᖓ ᖃᓄᐃᓕᐅᓕᕐᒪᖔᑕ ᐊᕕᒃᑐᕐᓯᒪᔪᓂ 

ᐊᓪᓚᕝᕕᐅᔪᓂ. ᐄ, ᑖᒃᑯᐊ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖏᑕ 

ᑐᖏᓕᖏᑕ ᐅᖓᑖᓃᕌᕐᔪᒃᑲᔭᖅᑐᑦ, ᑭᓯᐊᓂ 

ᑐᑭᓯᑦᑎᐊᕐᓂᐊᕋᒪ ᖃᓄᐃᓕᐅᓪᓚᑦᑖᕐᒪᖔᑕ.  

 

ᑕᐅᑐᓐᓂᖃᖅᑐᒍᑦ ᐊᑦᔨᒌᖏᑦᑐᓂᒃ. ᐃᒪᐃᒍᓐᓇᖅᑐᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓯ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, ᐊᓪᓚᕝᕕᒃ 

ᐃᓱᒫᓘᑎᑕᖃᖅᐸᑦ, ᐊᑦᑕᓇᐃᖅᓯᒪᓂᕐᒧᑦ ᐃᓱᒫᓘᑎᓂᒃ. 

ᐅᖃᐅᓯᖃᖅᐸᒃᑭᕗᒍᑦ ᖃᓄᐃᙱᓯᐊᕐᓂᖏᓐᓂᑦ 

ᐱᓕᕆᖃᑎᒌᑦ ᐊᒻᒪ ᖃᓄᖅ ᐱᓕᕆᖃᑎᒌᑦ 

ᐱᓕᕆᐊᖃᕐᒪᖔᑕ, ᐱᓗᐊᖅᑐᒥ ᖃᐅᔨᒪᒍᒪ 

ᐱᒡᒐᓇᖅᑐᒃᑰᖅᓯᒪᒻᒪᑕ ᓄᓇᓕᓐᓂᑦ. ᐃᒃᓯᕚᕐᓂᐊᖅᑐᒍᑦ 

ᐅᖃᐅᓯᖃᕐᓗᑕᓗ ᖃᓄᐃᓕᐅᕐᓂᐊᕐᓂᑦᑎᓐᓂᒃ.  

 

ᐱᑕᖃᓪᓚᕆᙱᑦᑐᖅ ᓲᕐᓗ ᓯᒐᓛᕋᓛᓂᒃ ᐊᒡᒍᐃᔾᔪᑎᑎᑐᑦ. 

ᐱᕕᖃᕐᓂᖅᓴᐅᕗᖓ ᐃᒃᓯᕚᕈᓐᓇᕐᓗᖓ 

ᐅᖃᖃᑎᖃᕈᓐᓇᕐᓗᖓᓗ ᑐᑭᒧᐊᒃᑎᑦᑎᔨᓂᒃ. ᑕᖅᑭᑕᒫᑦ 

ᑲᑎᒪᕙᒃᑭᓪᓗᑕ ᐅᖃᐅᓯᖃᖅᐸᒃᑭᓪᓗᑕ ᐃᓚᒌᓄᑦ 

ᖃᓄᐃᓐᖏᓯᐊᕐᓂᕐᒧᑦ ᐃᓄᓕᕆᔨᒧᑦ, ᑕᖅᑭᑕᒫᑦ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᕐᓂᐊᕐᒥᒻᒪᑕ. 

 

ᑖᓐᓇ ᒪᓕᒐᑎᒍᑦ ᐊᐅᓚᑦᑎᔨᐅᔪᖅ ᑲᑎᒪᖃᑎᖃᖃᑦᑕᕐᒥᔪᖅ 

ᒪᓕᒃᑎᐊᕐᓂᕐᒥᒃ ᒪᓕᒃᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ ᐊᒻᒪᓗ 

ᑐᑭᓯᐅᒪᓪᓗᓂ ᒪᓕᒃᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ. ᐆᑦᑑᑎᒋᓗᒍ, 

ᖃᐅᔨᓴᕐᓂᕐᒧᑦ ᒪᓕᒐᖅ, ᓴᖅᑭᕋᑦᑎᒍ ᓄᑖᖅ, 

ᐱᕕᔅᓴᖃᕈᑕᐅᕗᖅ ᐃᓄᓐᓄᑦ ᐅᖃᐅᓯᖃᕐᓗᑎᒃ ᖃᓄᖅ 

ᑕᒪᓐᓇ ᓄᑖᖅ ᒪᓕᒐᖅ ᑕᐅᑦᑐᖃᕐᒪᖔᖅ. 

 

ᑕᒪᒃᑯᐊᑦᑕᐅᖅ ᐱᕕᒃᓴᖃᕐᕕᒋᔭᕗᑦ ᐅᖃᐅᓯᕆᓂᐊᕐᓗᒋᑦ, 

ᐃᒃᐱᒋᑦᑎᐊᕐᓗᒍ ᑭᒡᒐᖅᑐᐃᔨ, ᒪᓕᒃᑕᐅᔭᕆᐊᖃᖅᑐᑦ 

ᐋᖅᑭᒃᓯᒪᔪᖅ ᑐᑭᓯᐅᒪᓂᕐᓗ ᖃᓄᖅ ᐱᒻᒪᕆᐅᑎᒋᖕᒪᖔᑦ 

ᑭᐅᔭᕆᐊᒃᓴᖅ ᓈᒻᒪᓈᖅᑐᒃᑯᑦ. ᓱᕈᓯᕐᓂᑦ ᐱᓂᕐᓗᐃᓂᖅ 

ᐊᒻᒪ ᐃᑉᐱᒋᔭᐅᑦᑎᐊᖏᓐᓂᕐᒧᑦ ᐊᖏᕈᑦ, ᑕᒪᒃᑯᐊ 

ᐊᑐᖅᐸᑉᐸᕗᑦ ᐅᖃᐅᓯᕆᓪᓗᑎᒍᓗ ᖃᓄᐃᓕᐅᕐᒪᖔᑕ 
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from this regular engagement with staff on the 

changes that are occurring, the changes they 

can expect to occur, and how they can be a part 

of the solution. 

 

And then ability. This is probably one of the 

more important pieces of this change 

management model, the ability to realize or 

implement the change at the required 

performance level. So this is where I think that 

I could honestly say that the department has 

struggled, because for various reasons – one, 

capacity, I would say historically; two, that 

there has been pretty serious flux. It’s not just 

one program area we’re changing. We have a 

whole department, a whole service delivery to 

effect change in. And so our ability to do that 

really is dependent on adequate resources, 

financially and human; adequate systems, like 

Matrix, to ensure that we can actually track 

we’re doing, and make decisions based on that 

detail. 

 

In addition to ability, once we get that ability, 

which we’re working on diligently to attain, 

Mr. Chair, lastly and perhaps the most 

important is reinforcement. We want to make 

sure that the change sticks. So we want to 

create a framework where people aren’t sliding 

back, perhaps, into the old ways of doing 

things. Reinforcement, as you know, Mr. Chair 

is a goal or outcome of adoption measurement, 

corrective actions, and recognition of 

successful change. 

 

That’s what the department has been 

undertaking with respect to change 

management. We’re being guided by this third 

party resource. We’re training internally. The 

next phase of the change management training 

will involve supervisors, and again, we want to 

have everybody certified in change 

management because, Mr. Chair, the change 

required is not going to, and I alluded to this 

yesterday, it’s not going to happen today or 

tomorrow or in a month. This change will be a 

ᐊᖏᕈᑎᐅᔪᑦ, ᖃᓄᖅ ᐋᖅᑮᒋᐊᕋᓱᐊᕐᒪᖔᖅᑕ 

ᐱᓕᕆᖃᑎᖃᕐᓂᕆᔭᑦᑎᓐᓂᑦ ᐸᓖᓯᒃᑯᓐᓂᑦ. 

 

ᑕᒪᒃᑯᐊᕈᓘᔭᐅᒻᒪᑕ ᐅᖃᐅᓯᕆᔭᕗᑦ, ᐊᒻᒪᓗ 

ᖃᐅᔨᒋᐊᑐᐃᓐᓇᖅᑐᒋᑦ ᖃᓄᖅ ᐃᓄᐃᑦ 

ᖃᓄᐃᓕᐅᕐᒪᖔᑕ, ᐊᒻᒪᓗ ᖃᐅᔨᑎᓪᓗᒋᑦ ᒥᓂᔅᑕᐅᑉ 

ᑐᖏᓕᖓᑕ ᓵᖓᓂᑦ ᐊᒻᒪᓗ ᖃᓄᐃᑦᑐᓂᒃ ᐅᓪᓗᒥᒧᑦ 

ᑎᑭᐅᒪᔪᓂᒃ ᐱᑕᖃᕐᒪᖔᑦᑕ ᑮᓇᐅᔭᐃᑦ ᐊᑐᖅᑐᑦᓴᖏᓐᓂᒃ, 

ᐊᒡᒋᖅᑐᓂᒃ, ᐊᓯᔾᔩᓂᐅᔪᓂᒃ ᐊᐅᓚᑦᓯᓂᕐᒥᒃ ᐊᒡᒋᖅᑐᓂᒃ, 

ᐊᑐᓕᖅᑎᑕᐅᓂᐊᖅᑐᓂᒃ, ᐅᐸᓗᖓᐃᔭᐅᑎᓄᑦ 

ᐸᕐᓇᐅᑎᓂᒃ. ᖃᓄᓗᒃᑖᖅ ᑲᒪᒋᔭᖃᖅᐸᒃᐳᒍᑦ. 

ᑭᐅᔭᒃᓴᕆᒐᓗᐊᖅᐸᕋ ᐊᐱᖅᑯᑏᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ.  

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᓇᓗᓇᐃᖅᓱᐃᒐᕕᑦ 

ᑕᖅᑭᑕᒫᑦ ᑲᑎᒪᓐᓇᐅᔪᓂᑦ. ᑖᓐᓇ ᑭᖑᓪᓕᖅᐹᖅ 

ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑕᖅᑭᑕᒫᑦ 

ᑲᑎᒪᓕᕌᖓᔅᓯ ᐅᖃᐅᓯᖃᖃᑦᑕᖅᐱᓯ Matrix-ᒥᒃ 

ᐊᑐᖃᑦᑕᕐᓂᕐᒥᒃ ᑎᑎᕋᕐᕕᖕᒧᑦ ᐊᒻᒪᓗ/ᐅᕝᕙᓘᓐᓃᑦ 

ᐱᓕᒻᒪᒃᓴᕐᓂᐅᓂᐊᖅᑐᒧᑦ ᐊᓯᔾᔩᔪᒪᓐᖏᓪᓗᑎᑦ ᐃᓚᖏᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᒃᓱᕈᑐᐃᓐᓇᕆᐊᖃᕐᓂᖏᓐᓂᒃ ᑖᒃᑯᓇᓂ 

ᑎᑎᕋᕐᕕᖕᓂ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ.  

 

ᕌᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄᑦᑎᐊᒻᒪᕆᒃ. 

ᑐᑭᓇᑦᑎᐊᕋᓱᒃᖢᖓ ᑕᐃᒃᑯᐊ ᐊᖏᔪᖅᑲᐅᑏᑦ 

ᐅᖃᐅᑎᓚᐅᖅᑕᒃᑲ ᒪᓕᒐᖅᑎᒍᑦ ᐅᓇ Matrix 

ᑐᖅᑯᐃᕕᐅᕙᓪᓕᐊᖃᑦᑕᖅᑐᖅ ᐊᑐᖅᑕᐅᔭᕆᐊᓕᒃ. ᐃᒻᒪᖄ 

ᐃᓚᖏᓂᒃᑯᐊ ᑕᒪᒃᑯᓂᖓ ᖃᕆᓴᐅᔭᓕᕆᒃᑲᐅᖏᑦᑐᖅᑲᐃ 

ᑭᑭᑦᑎᖅᑰᔨᔪᑦ.  

 

ᑕᐃᒃᑯᐊᓗ ᐊᖏᔪᖅᑲᐅᑏᑦ ᐱᓕᒻᒪᒃᓴᖅᑎᓲᕆᒻᒥᔭᕗᑦ 

ᖃᓄᖅ ᓯᐊᓛᒥᓂᒃ ᑎᓕᓯᖃᑦᑕᕈᓐᓇᕐᒪᖔᖏᑦ 

ᐃᖅᑲᓇᐃᔭᑦᑎᐊᕐᓂᖏᑕᓗ ᒥᒃᓵᓄᑦ ᖃᓄᖅ 

ᖃᐅᔨᓴᐃᖃᑦᑕᕐᒪᖔᑦ. ᑕᒪᒃᑯᐊ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᕆᓂᐊᖅᑕᕗᑦ ᐃᓕᓐᓂᐊᕈᑎᒃᓴᓂᒃ 

ᑕᒪᒃᑯᐊ ᐅᖃᐅᓯᕆᕙᑦᑕᕗᑦ. ᑖᒃᑯᐊ ᖃᕆᓴᐅᔭᑦ ᒪᐃᑐᕆᒃᔅ 

ᐊᒃᓱᐊᓗᒃ ᐱᕐᔪᐊᖑᒻᒪᑦ ᐅᕙᒃᑯᓪᓕ ᐊᑐᖅᑕᐅᓗᓂ 

ᑭᓯᐊᓂᐅᑎᑕᕋ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᓇ 

ᐊᐱᖅᑯᑎᒋᔪᒪᓪᓗᒍ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᕐᑎᐅᑉ ᑎᑎᕋᕐᕕᐊ 
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consistent evolution of the department so that 

the vision can be realized of becoming 

responsive and achieving our mandate and 

providing for positive outcomes for 

Nunavummiut. Thank you, Mr. Chair. 

 

Chairman: Thank you for that. Before I go to 

the next name on my list I’ll recognize the 

clock and we will take a 15-minute break. 

Thank you. 

 

>>Committee recessed at 10:42 and resumed 

at 11:00 

 

Chairman: Thank you. I would like to open up 

the committee meeting again. The next name I 

have on my list, Mr. Lightstone. Go ahead, 

please. 

 

Mr. Lightstone: Thank you, Chair. My first 

round of questions is for the Department of 

Human Resources. Yesterday we touched upon 

staff housing and I would like to return to that 

topic. Would you be able to remind the 

committee today of how many vacant staff 

housing units there are and how many 

departmental submission are currently on the 

queue awaiting allocation. Thank you, Chair. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. I don’t have 

the exact number in front of me. I know the 

housing committed to providing the response 

back in writing to the committee. I know, for 

example in Iqaluit, I think there were 34 units 

available at the last allocation committee 

meeting, but I think maybe 50-odd 

competitions have been assigned housing and 

there’s a large number awaiting housing. Thank 

you, May. 

 

Chairman: If I may, when you say a large 

number is waiting can we get an estimate? 50, 

200? Ms. Power. 

 

2022 ᐋᓐᓂᐊᖃᕐᓇᙱᑦᑐᓕᕆᓂᖅ 

ᐊᑦᑕᓇᖅᔭᐃᖅᓯᒪᓂᕐᓗ ᐅᖃᐅᓯᕆᔭᐅᓚᐅᕐᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐊᒻᒪᓗ ᐃᓅᓯᖃᑦᑎᐊᓂᕐᒧᑦ ᑐᕌᖓᔪᓂᒃ 

ᐋᖅᑭᒃᓱᐃᓯᒪᒻᒪᑕ. ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᓂᕐᒧᑦ ᑖᓐᓇ 

ᓇᓗᓇᐃᖅᑕᐅᓚᐅᕐᒪᑦ ᓵᙵᑲᓐᓂᕈᒪᓪᓗᒍ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᒪᑭᐊᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᓐᓂ. ᐅᑯᓇᓂ 

ᓈᓴᐅᑎᓕᒃ 6−ᒥ ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᓂᖅ 

ᐊᐅᓚᔾᔭᒃᑕᐅᔾᔪᑏᓪᓗ ᑕᒪᒃᑯᐊ ᐅᖃᐅᓯᕆᓯᒪᒐᑦᑎᒃᑯᑦ. 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᑐᕌᖓᔪᑦ.  

 

ᑭᓯᐊᓂ ᒪᑭᒪᑦᑎᐊᕐᓂᖅ ᐃᓱᒪᒃᑯᓪᓗ ᒪᑭᒪᑦᑎᐊᕐᓂᖅ 

ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᓂᕐᒧᑦ ᐃᓚᒋᔭᐅᖃᑕᐅᒻᒪᑦ. 

ᐃᓅᓯᓕᕆᔭᐅᓂᕐᓗ ᑖᓐᓇ ᐃᓕᖃᓯᐅᑎᓯᒪᔭᕗᑦ. ᐊᒻᒪ 

ᑖᓐᓇ ᐅᖃᐅᓯᕆᔭᐅᖅᑲᐅᒋᓪᓗᓂ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᐊᓄᑦ.  

 

ᐊᒻᒪᓗ ᐱᕙᓪᓕᐊᑎᑦᑎᓂᖅ ᕿᒥᕐᕈᓇᒃᑲᓐᓂᕆᐊᖃᖅᑕᕗᑦ 

ᐆᑦᑑᑎᒋᓗᒍ ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᓂᖅ ᒪᑭᒪᑦᑎᐊᕐᓂᕐᓗ. 

ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ ᒪᕐᕉᒃ ᐊᑐᐊᒑᒃ 

ᑎᑎᕋᖅᑕᐅᕙᓪᓕᐊᓕᖅᑑᒃ. ᑖᒃᑯᐊ ᓄᑖᖑᒻᒪᑕ ᐊᑐᐊᒐᑦ 

ᑖᒃᑯᓇᙵᑦ ᐱᓕᕆᕕᓐᓄᑦ ᐋᖅᑭᒃᓱᖅᑕᐅᕙᓪᓕᐊᔪᐃᑦ. 

ᐊᒻᒪ ᖃᓄᖅ ᑖᒃᑯᐊ ᕿᒥᕐᕈᓇᒃᑕᐅᓂᐊᕐᒪᖔᖏᑦ 

ᑐᙵᕕᖏᓐᓂᒃ ᐱᔪᒍᑦ.  

 

ᓄᑖᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᓴᖅᑭᑦᑎᕙᓪᓕᐊᔪᑦ, 

ᐱᓕᕆᐊᕆᔭᐅᓪᓗᑎᒃᓗ ᒫᓐᓇ ᒪᑭᒪᑦᑎᐊᕐᓂᕐᒧᑦ 

ᐊᑦᑕᓇᔾᔭᐃᖅᓯᒪᓂᕐᒧᓪᓗ ᑐᕌᖓᔪᑦ. ᐊᒻᒪᓗ ᐅᑯᓇᓂ 

ᑎᑎᕋᖃᓯᐅᔾᔨᓯᒪᒐᑦᑕ, ᓇᐅᑦᑎᖅᓱᐃᓗᑎᒃ 

ᕿᒥᕐᕈᓇᒃᐸᓪᓕᐊᓗᑎᓪᓗ ᑕᒪᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 

ᐅᓐᓂᕐᓘᑎᒋᔭᕕᓂᕐᓂᒃ.  

 

ᐊᒻᒪᓗ ᐊᐃᑉᐸᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᓐᓂᒃ 

ᐅᖃᓪᓚᖃᑎᖃᖃᑦᑕᖅᓯᒪᓚᐅᖅᖢᑎᒃ ᓴᖅᑭᑦᑎᓚᐅᖅᑐᑦ 

ᐃᖅᑲᓇᐃᔮᖅ ᐱᓪᓗᒍ 

ᐅᓗᕆᐊᓇᖅᑐᒨᑐᐃᓐᓇᕆᐊᖃᕐᓂᖏᑦ. ᐊᒻᒪᓗ 

ᐅᖃᐅᓯᕆᓯᒪᔭᕗᑦ ᑎᑎᕋᕐᕕᑭᔅᓴᕐᓂᖅ, ᑕᒪᓐᓇ 

ᖃᐅᔨᓵᕆᔭᐅᖃᓯᐅᔾᔨᔭᕗᑦ. ᑖᓐᓇ ᐃᖅᑲᓇᐃᔭᕐᕕᖓ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᖃᑦᓯᐅᓂᖏᓐᓄᑦ ᓈᒻᒪᒃᑲᓗᐊᕐᒪᖔᖅ, 

ᐅᕝᕙᓘᓐᓃᑦ ᖃᓄᖅ ᐋᖅᑭᒃᓱᖅᑕᐅᓯᒪᒻᒪᖔᑦ 

ᐃᓱᒫᓘᑎᒋᔭᖏᓪᓗ ᑕᐃᒃᑯᐊ ᓇᓗᓇᐃᖅᑕᐅᔪᕕᓃᑦ.  

 

ᑕᒪᒃᑯᓂᖓ ᐅᖃᐅᓯᖃᖅᑐᒍᑦ ᑕᑯᓚᐅᖅᑕᕗᑦ ᑕᐃᓐᓇ 

ᐱᓗᐊᙳᐊᖅᑐᖅ ᐃᓅᓯᓕᕆᔭᐅᔪᓐᓇᕐᓂᖅ 
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Ms. Power: Thank you, Mr. Chair. I would say 

less than a hundred. However, that really 

speaks to our communications out to 

departments about the chances of you actually 

getting staff housing, especially here in Iqaluit. 

Thank you, Mr. Chair. 

 

Chairman: Fair enough. Mr. Lightstone. 

 

Mr. Lightstone: Thank you for that response. 

As you indicated, well, we all know staff 

housing is limited supply and is allocated 

strategically, as you alluded to. Departments 

also submit staff housing requests strategically. 

So as the department may have an 

understanding of how many requests are in the 

queue, I will like to ask does the Department of 

Human Resources know the true extent of staff 

housing requirements across the GN? We know 

that we need social workers, we need teachers, 

we need health care professionals in every 

community. So I would like to know if the 

department has actually had those discussions 

with all departments to understand what the 

true need is. Thank you, Chair. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. Staff 

housing is always a difficult decision to make 

about allocation. With Nunavut 3000 and 

growth of housing options at the community 

level will help us, in that everybody is trying to 

use staff housing as an opportunity to get 

housing. Public housing, private ownership, 

things in between, we talk about the continuum 

of housing and all the different options that are 

available. We do work closely with housing. 

We are currently working with them looking at 

where the best communities are, where the 

most need is at the community level to build 

staff housing units. Here in Iqaluit we have a 

lot more opportunity to lease, so would it make 

sense to build staff housing here. We’re 

probably better off in the non-decentralized 

communities where we have nurses, teachers, 

ᐃᖅᑲᓇᐃᔭᕐᕕᐅᑉ ᐃᓗᐊᓂ. ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 

ᐃᓄᓐᓄᓪᓗ ᐊᑐᓂᒃ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᒪ ᐊᕐᕌᒍᓂᒃ ᐊᓂᒍᖅᓯᒪᔪᓂᒃ 

ᐊᓂᒍᕋᑖᖅᓯᒪᔪᓂᒃ ᐋᓐᓂᐊᖅᑕᐃᓕᓕᕆᔨᒃᑯᑦ ᑕᑯᓯᒪᒻᒪᑕ 

ᐊᒥᓱᕈᕆᐊᓪᓗᐊᑲᓪᓚᑦᑐᐊᓗᓐᓂᒃ ᐋᓐᓂᖅᑕᐅᖃᑦᑕᖅᑐᓂᒃ 

ᐋᓐᓂᐊᕕᓕᐊᖅᑐᓂᒃ. ᐋᓐᓂᐊᓯᐅᖅᑏᑦ ᓘᑦᑖᓪᓗ 

ᑲᑉᐱᐊᓇᖅᑐᒦᖃᑦᑕᖅᑐᑎᒃ. ᖃᐅᔨᓯᒪᕖᑦ ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᑦᑕᐅᖅ ᐃᓄᓕᕆᔨᓪᓚᕆᖏᑦᑕᐅᖅ 

ᐅᓗᕆᐊᓇᖅᑐᒦᑉᐸᒻᒪᖔᑕ ᐋᓐᓂᖅᑕᐅᓂᐅᓴᓂᕐᒧᑦ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᑭᐊᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᐊᐱᕆᒻᒪᑦ ᑕᐃᒫᒃ. ᑕᐃᑲᓂ 2023-ᒥ 

ᖃᐅᔨᓴᖅᑎᓪᓗᑕ ᐱᑎᑕᐅᔪᔪᒍᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ 

ᖃᓄᐃᓐᓂᐅᖃᑦᑕᖅᑐᒥᓂᕐᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᓪᓚᕝᕕᖏᓐᓂ. ᓴᓂᓕᖃᖅᑎᑕᐅᔪᓐᓇᕐᒪᖔᑕ 

ᐋᓐᓂᐊᖅᑕᐃᓕᓕᕆᔨᒃᑯᑦ ᓈᓴᐅᑎᖁᑎᖏᓐᓂᒃ 

ᖃᐅᔨᒪᙱᑦᑐᖓ. ᐃᖅᑲᓇᐃᔮᖓ ᑕᐃᒪᐃᑦᑑᓂᖓ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐊᑦᑕᓇᖅᑐᒦᖃᑦᑕᕈᓐᓇᕐᖓᑕ. 

ᐃᖅᑲᓇᐃᔮᖓᐃᓛᒃ ᐃᖅᑲᓇᐃᔮᖓᒍᑦ ᐱᓕᕆᐊᖏᓐᓄᑦ. 

ᖃᐅᔨᒋᐊᖃᑦᑕᖅᓯᒪᒻᒪᑕ ᖃᓄᖅ ᐃᓱᒪᖃᕐᕕᐅᒻᒪᖔᑕ 

ᑖᓐᓇ ᐃᓱᒪᒋᖃᓯᐅᑎᒋᐊᖃᕋᑦᑎᒍᒎᖅ ᐅᖃᐅᔾᔭᐅᓯᒪᔪᒍᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᑦᑎᓐᓄᑦ. ᐊᒻᒪᓗ ᑎᑎᕋᖅᑕᐅᖃᑦᑕᖅᑲᑕ 

ᖃᐅᔨᒪᔭᐅᒐᓱᖃᑦᑕᖅᑲᑕ ᓇᑭᙶᖃᑦᑕᓂᖅᑲᓂᒃᑯᐊ 

ᐋᓐᓂᖅᑎᕆᓂᐅᓴᔪᐃᑦ. ᓄᓇᓖᓪᓗ ᐃᓚᖏᑦ 

ᑕᐃᒪᐃᓐᓂᖅᓴᐅᒻᒪᖔᑕ ᐊᓯᖏᓐᓂᑦ.  

 

ᑕᐃᒪᐃᑦᑐᓂᒃ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᓄᐊᑕᐅᖃᑦᑕᖁᔨᒐᔭᖅᑐᒍᑦ ᓯᕗᒧᐊᒋᐊᕋᓱᓪᓗᑎᒃ. 

ᖃᓄᐃᑦᑐᖃᕐᓂᕋᐃᑉᐸ ᐅᕝᕙᓘᓐᓃᑦ 

ᖃᓄᐃᓕᐅᕆᐊᖃᕐᓂᕋᐃᑉᐸᑕ 

ᐅᓗᕆᐊᓇᖅᓵᖅᑐᖃᖅᑎᓪᓗᒍ. ᑕᐃᒃᑯᐊ 

ᑎᑎᕋᖅᑕᐅᖃᑦᑕᕐᓗᑎᒃ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ 

ᐃᓚᒋᐊᕈᒪᔭᐃᑦ ᑭᐅᔾᔪᑎ?  

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᐅᓯᖃᕈᒪᑐᐃᓐᓇᖅᑐᖓ 2023-ᒥ ᐅᓂᒃᑳᓕᐅᖅᑐᑕ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᓂᑦᑎᓐᓂᑦ ᑖᓐᓇ ᐊᔾᔨᒋᔭᐅᑦᑎᐊᓚᐅᖏᒻᒪᑦ 

ᐱᓕᕆᓂᕆᔭᕗᑦ ᐊᐅᓚᑦᑎᔨᓄᑦ ᑎᑎᕋᕆᐊᖃᓚᐅᕋᑦᑕ 

ᑖᔅᓱᒧᖓ ᐱᓕᕆᕕᐅᔪᒧᑦ ᐃᓱᒫᓘᑎᖃᕐᓂᕋᖅᑐᑕ. ᖃᓄᖅ 
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social workers that require housing. They are 

not likely at this point in time to be hired from 

within the community, so we do need staff 

housing at that level. 

 

But to say we need “X” number of houses, no, 

we wouldn’t have that information. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Mr. Lightstone. 

 

Mr. Lightstone: Thank you, Chair. I would 

just have to plainly disagree with that 

statement. NHC’s annual report for the last 

decade has mentioned that it needs to rebalance 

the portfolio of housing. Spending $40 million 

a year on leases is significant in comparison to 

the $30,000 a year it costs to provide for owned 

housing. 

 

I agree that every community needs housing, 

staff housing, including the smaller 

communities, but so does Iqaluit. For as long as 

I can remember we’ve had zero per cent 

vacancy on the rental market, and our youth 

have nowhere to go. That’s why we have 

multi-generational housing, houses, homes here 

in Iqaluit, in the bigger communities, in the 

smaller communities, because the governments 

are taking up all of the leased units. That leaves 

little left for the actual members of the 

community to rent. I just want to making that 

comment. 

 

The next question will be for Nunavut Housing 

Corporation. With the limited supply of capital 

funds to construct staff housing, NHC is 

building in the range of 10 to 20 staff housing 

units a year. I can’t recall the exact figure. How 

does NHC determine the allocation of staff 

housing construction without knowing the true 

need of every community? Thank you, Chair. 

 

Chairman: Thank you. Mr. Clarke. 

 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑲᒪᖃᑦᑕᕐᒪᖔᑕ 

ᐊᑦᑕᓇᖅᑐᒦᑦᑕᐃᓕᑎᑦᑎᓗᑎᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᒃ. 

ᐊᒻᒪ ᖃᓄᐃᓐᓂᖅᑕᖃᓚᐅᕋᓗᐊᖅᑎᓪᓗᒍ 

ᑲᑉᐱᐊᓈᕿᔪᖃᓚᐅᖅᑎᓪᓗᒍ ᐅᓂᒃᑳᖏᓐᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑕᑯᔅᓴᐅᔪᖃᔪᖏᒻᒪᑦ. ᐅᓗᕆᐊᖅᓵᕆᔪᐃᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ, ᐱᔾᔪᑎᖃᖅᑐᓂᒃ ᑕᐃᒪᐃᑦᑐᓂᒃ.  

 

ᖃᓄᑎᒋᓪᓗ ᑕᐃᒪᐃᑦᑐᖃᖅᐸᒻᒪᖔᖅ ᖃᓂᒌᑎᔪᓂᒃ ᑖᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᓄᖅᑲᖅᑕᐃᓕᑎᑦᑎᓂᕐᒧᑦ 

ᐃᓱᒪᒋᔭᐅᒋᐊᓕᒃ ᐅᓗᕆᐊᓇᖅᓵᖅᑕᐅᖃᑦᑕᖅᑲᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓗᒋᑦ, 

ᐃᖅᑲᓇᐃᔮᖏᓐᓃᒍᓐᓇᕋᔭᖅᐸᓪᓚᐃᖏᒻᒪᑕ.  

 

ᑕᐃᒫᒃ ᓴᙱᔪᐊᓗᒻᒥᒃ ᐃᑲᔪᖅᓰᒍᑎᖃᕆᐊᓖᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᒃ. ᖁᔭᓐᓇᒦᒃ. ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ. 

 

ᓚᐃᑦᓯᑑᓐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑭᖑᓪᓕᖅ ᐊᐱᖅᑯᑎᒐ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑐᕌᖅᑎᒍᒪᒐᒃᑯ. ᐅᖃᐅᓯᕆᒍᓐᓇᖅᑭᒋᑦ 

ᒫᓐᓇ ᖃᓄᐃᓐᓂᐅᔪᑦ. ᐅᓗᕆᐊᔅᓵᕆᓂᐅᖃᑦᑕᖅᑐᐃᑦ 

ᐋᓐᓂᖅᓯᓂᐊᕐᓂᕋᕐᓂᐅᖃᑦᑕᖅᑐᐃᑦ ᐃᓄᓕᕆᔨᓂᒃ. ᐊᒻᒪᓗ 

ᐸᕐᓇᐅᑎᖃᖅᑭᓯ ᑕᒪᓐᓇ ᖃᓄᖅ ᐱᓕᕆᐊᖑᓂᐊᕐᒪᖔᖅ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓪᔅᕗᑦ. 

 

ᐃᐊᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᒥᔅᑕ ᓚᐃᑦᓯᑑᓐ ᐊᐱᕆᒻᒪᑦ ᑕᐃᒫᒃ. 

ᖃᐃᔨᒪᔭᕗᑦ ᒥᔅᑕ ᒪᑭᐊᓐᔩᓛᒃ ᑎᒃᑯᐊᖅᓯᕋᑖᕐᖓᑦ. 

ᐃᖅᑲᓇᐃᔮᑦ ᐃᓄᓕᕆᔩᑦ ᐃᖅᑲᓇᐃᔮᖏᑦ 

ᐅᓗᕆᐊᓇᖅᑐᒦᓐᓂᐅᓴᒻᒪᑕᐃᓛᒃ. ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ. ᓇᒻᒥᓂᖅ ᖃᐅᔨᒪᒐᒪ ᒪᕐᕉᓐᓂᒃ 

ᐋᓐᓂᖅᑕᒥᓂᐅᔫᓐᓂᒃ ᐃᓄᓕᕆᔩᓐᓂᒃ ᐊᕐᕌᓂ. 

ᐅᐊᑦᑎᖃᕐᔫᒥᓕᖅᑎᒐᓱᐊᖅᓯᒪᔭᕗᑦ ᐅᐊᑦᑎᖏᓪᓗ 

ᐋᖅᑭᒋᐊᖅᓯᒪᓪᓗᑎᒍ, ᐃᖅᑲᓇᐃᔭᖅᑏᓪᓗ ᓂᙵᐅᒪᔪᓂᒃ 

ᓂᙵᐅᒪᒍᓐᓃᑎᑦᑎᒐᓱᐊᕐᓂᕐᒧᑦ ᖃᓄᖅᑑᕈᑎᓂᒃ 

ᐃᓕᓴᑎᑕᐅᒐᓱᔅᓯᒪᓪᓗᑎᒃ. 

 

ᐊᒻᒪ ᖃᕋᓴᐅᔭᓕᕆᔾᔪᑎᕗᑦ ᑕᐃᓐᓇ ᐊᑐᖅᑕᐅᓪᓚᕆᓕᖅᑲᑦ 

ᑕᒪᒃᑯᓂᖓ ᑎᑎᖅᓯᕕᐅᖃᑦᑕᕐᓗᓂ 

ᖃᐅᔨᒪᔾᔪᑎᔅᓴᐅᒐᔭᖅᑐᖅ. ᓄᓇᓕᓐᓂᒃ ᐃᓄᓕᕆᔩᓂᓛᒃ 

ᓂᓪᓕᐊᑲᒻᒪᕝᕕᐅᖃᑦᑕᕐᖓᑕ ᖃᐅᑕᒫᖑᕙᓪᓚᐃᔪᖅ, 

ᖃᐅᑕᒫᑦᑎᐊᒻᒪᕆᐅᕙᓪᓚᐃᔪᖏᒃᑯᐊ, 

ᓂᓪᓕᐊᑲᒻᒪᕝᕕᐅᕙᒻᒪᑕ. ᑕᐃᒫᒃ 

ᖃᓄᐃᙱᑦᑎᐊᖅᑎᒐᓱᓐᓂᕗᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑎᓐᓂᒃ 

ᓯᕗᓪᓕᐅᑎᓯᒪᖃᑦᑕᖅᑕᕗᑦ. 
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Mr. Clarke: Thank you, Mr. Chair, and thank 

you, Member, for question. We work with GN 

HR to identify two to three years ahead in 

terms of where they see the gaps and the needs, 

and then we typically refine that in that 12- to 

18-month period, leading up to when we would 

go out either to tender or planned construction. 

Thank you, Mr. Chair. 

 

Chairman: Mr. Lightstone. 

 

Mr. Lightstone: Thank you, Chair. Thank you 

for that response. I understand that NHC will 

use whatever information that it’s provided to 

determine the allocation, but as I mentioned, 

departments don’t submit all their staff housing 

requirements, because with a limited supply 

they only submit a limited number in a strategic 

fashion. So I definitely recommend that the 

Department of Human Resources collaborate 

with the whole-of-government approach to 

identify the true need of staff housing in every 

community especially Iqaluit – including 

Iqaluit, I should say, so that we will one day 

have enough staff housing for all of our social 

workers and all of our nurses and health care 

professionals and teachers. That’s a 

recommendation. 

 

The next question for the Department of 

Human Resources is with regards to 

recruitment and retention challenges across the 

GN, including Family Services. The first 

question I would like to ask is can the deputy 

minister provide an update on the staffing 

complement of Iqaluit and the regional staffing 

offices. Thank you, Chair. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. I don’t have 

our own stats here with me, the exact number, 

but I can certainly provide it. I know at our 

regional offices we are mostly staffed there. 

They may be down one in each office. Here 

we’ve had a lot of consistency in our staffing 

 

ᐅᐊᑦᑎᖃᖅᑐᐃᓐᓇᐅᓕᖁᙱᓇᑦᑎᒍ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᓪᓚᕝᕕᖏᑦ, ᐅᐊᑦᑎᖃᑐᐃᓐᓇᑎᓪᓗᒋᑦ ᐊᓪᓛᑦ 

ᐊᓯᔾᔩᓲᖑᒻᒪᑦ ᐊᓪᓚᕝᕕᐅᑉ ᖃᓄᐃᑦᑑᓂᖓᓂᒃ. ᑕᐃᒫᓪᓗ 

ᓂᓪᓕᐊᑲᒻᒪᓐᓂᐅᓴᓂᖅᓴᐅᓲᖑᔫᔮᖅᑐᑎᒃ 

ᐅᓗᕆᐊᔅᓵᕆᓂᖅᓴᐅᓂᐅᓴᔫᔮᖅᑐᑎᒃ ᐅᐊᑦᑎᖃᕋᐃᒻᒪᑕ. 

ᑕᒪᓐᓇ ᑲᒪᒋᒐᓱᓐᓂᐊᖅᑕᕗᑦ ᐃᓱᒪᓕᕆᓂᒃᑯᑦ 

ᐅᖃᖃᑎᖃᖃᑦᑕᕐᓂᒃᑯᑦ ᑕᒪᓐᓇ ᓄᖑᔾᔫᒥᑎᒐᓱᑦᑕᕗᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑭᖑᓪᓕᖅ ᑕᐃᒪ 

ᐊᐱᖅᓱᕐᓂᐊᓕᕐᒥᔪᖅ, ᒥᔅ ᖁᐊᓴ. 

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) 

ᓯᕗᓪᓕᖅᐹᖅ ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ 

ᐊᓪᓚᕝᕕᖓᓃᙶᖅᑐᓄᑦ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᒪᓕᒐᓕᐅᕐᕕᒻᒨᖅᓯᔪᒻᒪᑕ ᐃᓚᒌᑦᓯᐊᕐᓂᕐᒧᑦ 

ᑐᑭᒧᐊᒍᑎᔅᓴᖏᓐᓂᒃ, ᕖᕝᕗᐊᕆ 2024-ᖑᑎᓪᓗᒍ, ᐊᒻᒪ 

ᒪᓕᑦᑕᐅᔪᒋᓪᓗᓂ ᐱᕙᓪᓕᐊᓯᒪᓂᖏᓐᓂᒃ 

ᐅᓂᒃᑳᖃᕐᓂᐅᔪᒥ ᒪᐃ 2024-ᒥ. ᐃᓚᒌᑦᑎᐊᕐᓂᕐᒥᒃ ᑖᒃᑯᐊ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᔅᓴᖏᑦ ᒪᓕᒐᓕᐅᕐᕕᒨᖅᑕᐅᔪᒻᒪᑕ 

ᐊᑦᑑᕝᕙ 2024-ᖑᑎᓪᓗᒍ. ᖃᓄᑎᒋᓕ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᐊᓪᓚᕝᕕᖓ ᐱᖃᑕᐅᓐᓂᖅᑲ 

ᖃᐅᔨᒋᐊᕐᕕᐅᓂᖅᑲᓘᓐᓃᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑖᔅᓱᒥᖓ 

ᑐᑭᒧᐊᒍᑎᔅᓴᓂᒃ ᐸᕐᓇᐅᑎᓕᐅᖅᑎᓪᓗᒋᑦ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᔅᓴᓂᓪᓗ ᐸᕐᓇᐅᑎᓕᐅᖅᑎᓪᓗᒋᑦ? 

(ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᑭᐊᓐᓯ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᓪᓗ ᒪᓕᒐᓕᐅᖅᑎ ᐊᐱᕆᒻᒪᑦ ᑕᐃᒫᒃ. ᑖᒃᑯᐊ 

ᓂᓪᓕᐊᕕᒋᔪᔭᕗᑦ ᐃᓕᐅᖅᑲᐃᖃᑕᐅᕕᒋᔪᔭᕗᑦ ᓯᕗᓪᓕᐹᖅ 

ᑎᑎᕋᕆᐊᙵᐅᑎᒋᔪᔭᖏᑦ. ᐸᕐᓇᐅᑎᔅᓴᐅᑉ. 

ᒪᓕᒐᓕᐅᕐᕕᒻᒧᓂᒃᑯᐊ ᓴᖅᑭᖅᑕᐅᕙᓪᓚᐃᔪᔪᑦ ᕖᕗᐊᕆ 

2024-ᒥ. ᐱᕕᖃᖅᑎᑕᐅᔪᔪᒍᑦ 

ᓂᓪᓕᕈᓐᓇᕐᓂᖃᖅᑎᑕᐅᔪᔪᒍᑦ. ᐊᒻᒪ ᑕᑯᖃᑦᑕᔪᒐᑦᑕ 

ᓴᙱᓕᖅᑎᑕᐅᒃᑲᓐᓂᕆᐊᓕᓐᓂᑦ. ᑖᓐᓇᓗ ᐸᕐᓇᐅᑎᖓ 

ᐆᑦᑐᕋᔅᓴᐅ ᐊᐅᓚᑦᑎᐊᕐᒪᖔᖅ ᐆᑦᑐᕋᔅᓴᐅᖁᓪᓗᒍ. 

ᑲᑎᒪᔨᕋᓛᓪᓗ ᐊᑐᓕᖁᔭᓕᐊᕆᔪᔭᖏᓐᓂ 2023-ᒥ 

ᐅᓂᒃᑳᓕᐊᒥᓃᑦ ᐱᓪᓗᒋᑦ. ᑕᒪᒃᑯᐊ ᐅᓪᓗᖏᓐᓂᒃ 

ᓇᓗᓇᐃᖅᑐᐃᑦᑎᐊᖃᑦᑕᕆᐊᖃᕐᖓᑕ 

ᖃᐅᔨᒪᒐᓱᖃᑦᑕᕐᓗᑎᒃ ᐱᕙᓪᓕᐊᔭᐅᓂᖏᓐᓂᒃ ᑭᒃᑯᓄᓪᓗ 

ᐱᓕᕆᐊᖑᒋᐊᖃᕐᒪᖔᑕ ᖃᐅᔨᓴᕋᔅᓴᐅᑎᑕᐅᖁᓪᓗᑎᒍ 

ᑲᒪᒋᔭᐅᓐᓂᕐᒪᖔᑕ, ᑭᒃᑯᑦ ᑭᓱᓕᕆᒋᐊᖃᕐᒪᖔᑕ 

ᓇᓗᓇᐃᖅᑐᖅᓯᒪᓗᑎᒃ. ᐅᓂᒃᑳᑎᓐᓂᒃ ᐅᖃᔪᒐᑦᑕ ᑕᒪᒃᑯᐊ 

ᑐᕌᖅᑕᒐᓕᐊᖑᖃᑦᑕᖅᑐᐃᑦ ᐊᑐᖅᑕᐅᒍᓐᓇᕐᖓᑕ 
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office, although recently, it goes through 

cycles. We have lost a couple of people 

recently. But I will get you the exact numbers. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Lightstone. 

 

Mr. Lightstone: Thank you for that 

commitment. Moving on to the next topic with 

regards to recruitment and retention. 

Department of Family Services and OAG have 

both identified issues with both recruiting as 

well as retaining social workers. I would like to 

ask has the Department of Human Resources 

had any discussions with the Department of 

Family Servies or the union with regards to 

bonuses and incentives similar to that utilized 

by the Department of Health? Thank you, 

Chair. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair, and I thank 

the member for the question. I think we’ve 

done, initially it was a salary survey to 

determine where we were in the public service 

across Canada. We determined we were low in 

actual base salary, so we did increase that. As I 

said yesterday, it has positioned to be one of the 

highest paid social workers in the country. 

That’s only one aspect that may get people in 

the door, but it’s not going to keep them. 

 

We have had discussions with Family Services 

and the ability to put incentives in place that 

will retain people. We need to determine what 

will retain people. Not necessarily the same 

things we are doing at Health will work for 

Family Services. I know social worker burnout 

is a big issue. 

 

I know community health nurses face the same 

issue. Job share has been a great tool for 

Health. They recently renewed their MOU to 

allow them to continue to do job share, because 

it allows still continuity of service, but allows 

ᖃᐅᔨᒪᔾᔪᑎᐅᓗᑎᒃ, ᑐᑭᓯᔾᔪᑎᐅᓗᑎᒃ 

ᐱᕙᓪᓕᐊᓂᕆᕙᑦᑕᖏᓐᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᒪᓕᔅᓱᐊᑎᐊᖅᐸᒃᑲᓗᐊᕐᒪᖔᑕ ᐃᑲᔪᖅᑕᐅᖃᑦᑕᖅᑐᓂᒃ. 

ᐊᒻᒪ ᑐᕌᖅᑕᒐᓕᐊᕆᓯᒪᔭᖏᓐᓄᑦ ᑎᑭᐅᑎᒐᓱᐊᖅᑎᓪᓗᒋᑦ. 

ᐄ’, ᐱᖃᑕᐅᕕᖃᖅᓯᒪᔪᒍᑦ ᐱᖃᑕᐅᒍᓐᓇᕐᓂᖃᖅᓯᒪᔪᒍᑦ.  

 

ᐊᐱᖅᑯᑏᑦ ᑭᐅᓗᒍ, ᑕᒪᓐᓇᑦᑕᐅᖅ ᐊᑦᑐᐊᓂᖃᕐᒥᒻᒪᑦ 

ᐊᓯᖏᓐᓂᒃ ᐊᐱᖅᑯᑎᐅᖃᑦᑕᖅᑲᐅᔪᓂᒃ 

ᐱᓕᕆᑦᑎᐊᕐᒪᖔᑕ ᖃᐅᔨᒪᔾᔪᑎᐅᒋᐊᓕᓐᓂᒃ ᐊᒻᒪ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᐊᑑᑎᖃᕐᓂᕆᔭᖏᓐᓂᒃ. ᑕᐃᒃᑯᐊ 

ᒫᓐᓇᓕᓴᐅᓛᑦ ᐱᕙᓪᓕᐊᓂᕆᓯᒪᔭᖏᓐᓂᒃ ᐅᓂᒃᑳᑦ 

ᑕᑯᓯᒪᔭᕗᑦ ᐊᒻᒪ ᐋᖅᑭᑎᖅᓯᒪᔭᖏᓐᓂᒃ ᐊᐅᓚᑦᑎᒍᑎᓂᒃ 

ᐅᓂᒃᑳᖃᖅᓯᒪᓪᓗᑎᒃ.  

 

ᑕᐃᒫᒃ ᐱᒻᒪᕆᐊᓘᒻᒪᓂᓛᒃ ᑖᓐᓇ ᐱᕙᓪᓕᐊᓂᖏᓐᓂᒃ 

ᐅᓂᒃᑳᖃᕐᓂᐅᖃᑦᑕᖅᑑᖅ, ᐊᒻᒪ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ 

ᐃᐊᓪᔅᕘᑦ ᐅᖃᓚᐅᕐᖓᑦ ᐊᑐᓕᖅᑎᑦᑎᓂᕐᒧᑦ 

ᐸᕐᓇᐅᑎᓕᐅᕐᖓᑕᒎᖅ ᐃᓚᖃᕋᔭᕐᓂᕋᖅᑕᐅᔪᒥᒃ 

ᓇᓗᓇᐃᖅᑐᖅᓯᒪᓂᖅᓴᐅᔪᓂᒃ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ. 

ᐅᖃᐅᓯᖃᖅᑐᓂ ᖃᖓᒃᑯᑦ ᐱᔭᕇᕈᓐᓇᓛᖅᑐᒋᒻᒪᖔᑕ 

ᑐᕌᒐᓕᐊᕆᓯᒪᔭᖏᓐᓂᒃ. ᑕᕝᕘᓇ ᑕᐃᒫᒃ ᐆᑦᑐᕋᔅᓴᐅᔪᓂᒃ 

ᐱᕙᓪᓕᐊᑎᑦᑎᓯᒪᔪᐃᑦ ᖃᐅᔨᓴᕋᔅᓴᐅᔪᓂᒃ. 

ᓂᓪᓕᕐᕕᒋᓯᒪᔭᕗᓪᓗ ᑕᐃᒃᑯᐊ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᖁᐊᓴ. 

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᓪᓗ ᑕᒪᓐᓇ 

ᑭᐅᔾᔪᑎᒋᒐᕕᐅᒃ.  

 

(ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) ᐃᓄᓕᕆᔨᒃᑯᖔᖅ ᐊᐱᕆᒍᒪᓕᕐᒥᔭᒃᑲ. 

2023-ᖑᑎᓪᓗᒍ ᑲᑎᒪᔨᕋᓛᑦ ᐊᑐᓕᖁᔨᓚᐅᖅᓯᒪᒻᒪᑕ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᓴᖅᑭᖅᓯᖁᔭᐅᓪᓗᑎᒃ ᑐᑭᒧᐊᒍᑎᔅᓴᓂᒃ 

ᐸᕐᓇᐅᑎᖏᓐᓂᒃ ᐅᑭᐅᒃᑯᑦ ᐃᒃᓯᕙᓂᖃᓕᕈᑦᑕ 

ᐃᓗᓕᖃᖁᔭᐅᓪᓗᓂ ᑐᑭᓯᓇᑦᑎᐊᓪᓚᕆᑦᑐᓂᒃ 

ᓱᓂᐊᕐᓂᕋᖅᓯᒪᓂᐅᔪᓂᒃ ᐆᑦᑐᕋᔅᓴᐅᔪᓂᓪᓗ 

ᐱᔭᕇᖅᑕᐅᓂᖅᑲᑕ ᐊᒻᒪ ᑭᒃᑯᑦ ᓵᙵᔭᔅᓴᒫᖑᒐᔭᕐᒪᖔᑕ 

ᑖᓐᓇ ᐃᓚᒌᑦᑎᐊᓂᕐᒧᑦ ᐸᕐᓇᐅᑎ 

ᒪᓕᒐᓕᐅᕐᕕᒨᖅᑕᐅᓚᐅᖅᓯᒪᒻᒪᑦ ᐊᑦᑑᕝᕙ 2024-ᒥ. ᑭᓱᑦ 

ᑕᐃᒪ ᐃᓄᓕᕆᔨᒃᑯᑦ ᖃᓄᐃᑦᑐᓂᒃ ᐱᔭᕆᐊᑐᔪᓂᒃ 

ᖃᐅᔨᖃᑦᑕᓂᖅᑲᑦ ᑖᒃᑯᐊ ᐱᔭᕇᖅᑕᐅᒐᓱᑦᑐᑎᒃ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᔅᓴᐃᑦ ᐸᕐᓇᐅᑏᑦ ᐊᒻᒪ ᐊᐱᕆᒃᑲᓂᕐᓗᖓ 

ᑖᓐᓇ ᑐᑭᒧᐊᒍᑎᔅᓴᖅ ᐸᕐᓇᐅᑎ ᐃᖅᑲᓇᐃᔭᖅᑎᓯᓐᓄᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᓴᓇᔭᐅᓐᓂᖅᑲ ᐅᕝᕙᓘᓐᓃᑦ 

ᑳᓐᑐᕌᒃᑕᐅᓯᒪᔪᒧᑦ? (ᑐᓵᔨᑎᒎᕈᓐᓂᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓪᔅᕗᑦ. 
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the people who are doing the frontline, really 

hard work to get a break from it and to return. 

 

So yes, we have. We haven’t come forward 

with a package yet, but we will shortly. Thank 

you, Mr. Chair. 

 

Chairman: Mr. Lightstone. 

 

Mr. Lightstone: Thank you for that response. 

That’s very good to know. I hope that will 

move along quickly. 

 

I would like to pose my next question to the 

Department of Family Services. Throughout the 

discussion there has been talk of community 

social workers, junior community social 

workers and family resource workers. I was 

wondering if the department can describe the 

different roles that each of these positions play 

under family wellness. Thank you, Chair. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Thank you for the question. 

Thank you, Mr. Chair. I’m trying to get all my 

thoughts all together. Thank you for the 

question. 

 

Our family resource workers are a part of the 

preventative model that are used, utilized in 

cases that assist with life-skill development, 

parenting courses. We just recently developed a 

very impressive family resource program that 

was presented actually to a group in the Yukon. 

One of our family resource workers went and it 

was received quite well, and he actually had a 

standing ovation, which was really nice to see. 

 

There is some work that has to happen with the 

family resource program, but it is a very 

important program and that’s where we’re 

going to be able to bring more Inuit staff in and 

they will be the primary focus for that program. 

The junior social work program will not have 

full scope of a child protection worker due to 

 

ᐃᐊᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓯᕗᓪᓕᖅᐹᖅ ᑭᐅᖅᑳᕐᓗᒍ ᑭᓱᑦ ᐱᔭᕆᐊᑐᓐᓂᕐᒪᖔᑕ 

ᐊᐱᕆᕋᑖᕐᖓᑦ. ᐃᓚᖓᑦ ᐱᔭᕆᐊᑐᓚᐅᖅᑐᖅ ᓇᑭᑦ 

ᐱᒋᐊᕆᐊᔅᓴᖅ ᖃᐅᔨᒐᓱᓐᓂᖅ. ᐊᒥᓱᕕᔾᔪᐊᕌᓘᓚᐅᕐᖓᑕ 

ᕿᒥᕐᕈᔭᕆᐊᓕᕗᑦ ᑐᑭᓯᒐᓱᒋᐊᖃᖅᑐᑎᒍᓗ. ᐊᒻᒪᓗ 

ᖄᖓᒍᒃᑲᓐᓂᖅ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ 

ᐅᓂᒃᑳᓕᐊᖃᔪᒻᒥᒻᒪᑦᑕᐅᖅ ᐱᖓᓱᓂᒃ. 

ᐊᑐᓕᖁᔭᓕᐅᖅᓯᒪᓪᓗᓂᓗ ᑭᒡᒐᖅᑐᐃᔨᖓ ᓱᕈᓯᕐᓄᑦ 

ᒪᒃᑯᑦᑐᓄᓪᓗ, ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. 

ᐃᓱᒪᔅᓴᖅᓯᐅᕈᑎᐅᖁᔭᖏᓐᓂᑦ. ᐊᒻᒪᑦᑕᐅᖅ ᐃᓗᐊᓂ 

ᐱᓕᕆᔨᖃᑦᑎᐊᕋᓗᐊᕐᒪᖔᑦᑕ ᐃᓱᒪᒋᔭᖃᕆᐊᖃᔪᒻᒥᒐᑦᑕ. 

ᑖᒃᑯᐊ ᐸᕐᓇᐅᑎᔅᓴᐃᑦ ᓴᓇᔭᐅᒋᐊᖃᖅᑎᓪᓗᒋᑦ. 

ᐊᓯᖏᑦᑕᐅᖅ ᐱᔭᕆᐊᑐᖃᑦᑕᓚᐅᕐᒥᔪᐃᑦ ᐅᓪᓛᖅ 

ᐅᖃᖅᑲᐅᒐᒪ ᐱᑕᖃᙱᑦᑐᒥᒃ ᐱᒋᐊᕆᐊᖃᔪᒐᑦᑕ. 

 

ᑖᒃᑯᐊ ᐋᖅᑭᑦᑎᔪᔭᕗᑦ 2024-ᒥ ᑕᐃᑲᙶᔪᔪᑦ ᐃᓗᐊᓂ 

ᐱᓕᕆᕝᕕᑦᑕ ᕿᒥᕐᕈᓂᑦᑎᓐᓂ. ᓯᓚᑖᓃᙶᖅᑐᒥᒃ 

ᐃᑲᔪᖅᑕᐅᔪᒐᓗᐊᖅᑐᒍᑦ ᒪᑯᐊᓕ ᐋᖅᑭᑦᑕᐅᖃᑦᑕᔪᔪᐃᑦ 

ᐱᒻᒪᕆᐅᑕᐅᓂᖏᑦ, ᐱᓕᕆᕕᑦᑕ ᐃᓗᐊᓂ 

ᐋᖅᑭᑎᖅᑕᐅᔪᔪᑦ  

ᐊᐅᓚᑦᑎᔨᐅᔪᓄᑦ ᐊᖏᔪᖅᑳᖑᔪᓄᑦ.  

 

ᑖᒃᑯᐊ ᐋᖅᑭᑎᖅᑕᐅᓯᒪᔪᑦ ᓴᐅᓂᓕᐊᕆᓯᒪᔭᐃᑦ, 

ᓯᕗᓪᓕᖅᐹᖑᓚᐅᖅᑐᖅ ᐱᓕᕆᐊᕆᒋᐊᓕᑦᑎᓐᓄᑦ, 

ᐱᓕᕆᐊᕆᓪᓗᑎᒍ ᑲᑐᔾᔨᓗᑕ ᐊᑐᐊᒐᓕᐊᖑᓯᒪᔪᓂᒃ, 

ᑕᐃᒫᑦ ᓄᓇᓕᖏᓐᓂ ᖃᐅᔨᒋᐊᕆᐊᖃᓕᖅᑎᑕᐅᓯᒪᒐᑦᑕ 

ᖃᐅᔨᒪᔾᔪᑎᒋᓂᐊᖅᑕᑎᓐᓂ 

ᓄᓇᓕᓐᓃᖔᑐᒥᑐᐃᓐᓇᐅᙱᑦᑐᖅ, ᓄᓇᕗᑦ 

ᑐᙵᕕᒃᑯᓂᓗᑦᑕᐅᖅ. ᑕᐃᒃᑯᐊ ᑕᒪᒃᑮᒃ ᑐᑭᒧᐊᒍᑎᒃᓴᓄᑦ 

ᐸᕐᓇᐅᑎᓕᐅᕈᑎᒋᓚᐅᖅᑲᕗᑦ ᐊᒃᑐᕝᕙ 28, 2024-

ᖑᑎᓪᓗᒍ ᒪᓕᒐᓕᐅᕐᕕᒻᒨᔪᔭᕗᑦ. 

 

ᖃᐅᔨᒪᔪᖓ ᐱᒋᐊᙵᕐᓂᖓᓂ ᑐᐊᕕᔪᒐᑦᑕ 

ᑭᐅᓴᕋᐃᒐᓱᒋᐊᖃᔪᒐᑦᑕ, ᑭᓯᐊᓂ ᑕᐃᒪᐃᒃᑲᓗᐊᖅᑎᓪᓗᒍ 

ᓇᓕᕇᑦᑎᒋᐊᖃᔪᒻᒥᒐᑦᑎᒍ ᐱᑦᑎᐊᕈᒪᔪᒐᑦᑎᒍ 

ᐱᑦᑎᐊᕈᒪᓂᑦᑎᓐᓂ, ᑕᕝᕙᐅᔪᒻᒥᒪᑦᑕᐅᖅ 

ᐱᔭᕇᓵᕈᒪᒐᓗᐊᖅᑐᑎᒍᑦᑕᐅᖅ ᐊᒻᒪᓗ 

ᑲᔪᓰᓐᓇᕈᓐᓇᑎᓐᓂᐊᕈᑦᑎᒍ ᐊᑯᓂ ᐊᑐᖅᑕᐅᒍᓐᓇᕐᓗᓂ. 

ᐃᓱᒫᓗᓇᖅᑐᓕᒫᕌᓗᐃᑦ ᑲᒪᒋᒋᐊᖃᓚᐅᕈᑦᑎᒍ 

ᓇᓪᓕᒃᑭᑕᑦᑎᐊᕐᓗᒋᑦ. ᑕᒪᒃᑯᐊ ᐱᓕᕆᐊᕗᑦ 

ᐱᓕᕆᔾᔪᑎᕗᓪᓗ ᐃᓕᐅᖅᑲᖅᑕᕗᑦ ᐊᑐᖅᑕᕗᑦ 

ᐱᕙᓪᓕᐊᑎᑦᑎᓪᓗᑕ ᐸᕐᓇᐅᑎᔅᓴᓂᑦ 

ᐊᑑᑎᖃᑦᑎᐊᕋᓗᐊᕐᒪᖔᑕ ᖃᐅᔨᒪᒐᓱᒋᐊᖃᔪᒐᑦᑕ.  

 

ᑭᖑᓪᓕᖅᐹᕆᓗᒍ, ᐃᒃᓯᕙᐅᑖᖅ, ᐃᑲᔪᖅᑕᐅᔪᒻᒥᔪᒍᑦ 

ᐸᕐᓇᐅᑏᑦ ᐱᕙᓪᓕᐊᔭᐅᑎᓪᓗᒍ ᐊᓯᑦᑎᓐᓃᖔᖅᑐᓂᒃ 
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the level of education that they have and maybe 

if they don’t have experience, but we will 

ladder up so that they will. With core training, 

with development, with supervision, 

understanding of our practice standards, they 

will be able to ladder into a full scope social 

work program. Thank you, Mr. Chair. 

 

Chairman: Mr. Lightstone. 

 

Mr. Lightstone: Thank you. That is very 

impressive to hear about the standing ovation 

with regards to the family resource program. 

 

Yesterday there was discussion about the scope 

of work of our social workers and how it’s 

much broader than the average social worker 

across Canada, and there are social workers 

who are described as generalists that do pretty 

much everything. There’s a long list provided 

yesterday. Has there been any effort to try and 

reduce this work load, reduce the scope of 

work? The Department of Health had created a 

position specifically to reduce the 

administrative burnout on nurse in charge, for 

example. Has there been any effort in that 

specific area? Thank you, Chair. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Thank you, Mr. Chair. Yes. We 

talked about the reorganization of Family 

Wellness. When I first started as the ADM that 

was the first thing that I noticed, there was a lot 

of work that we expected the frontline teams to 

do, including adoptions, the family resource 

program, the out-of-territory care. Through the 

realignment, we’re going to be taking some of 

those responsibilities now away from the 

frontline team and putting that at a team that’s 

going to be stationed at headquarters. It allows 

resources, then they can get back and really 

focus on compliance with standards and in 

working with families and doing child 

protection. 

 

ᐋᖅᑭᑦᑎᐊᕈᒪᒧᑦ. ᑲᔪᙱᓐᓂᖃᖅᑐᖅ ᓄᑕᖅᑲᓕᕆᓂᕐᒥᑦ 

ᐊᒻᒪᓗ ᐱᓕᕆᖃᑎᒌᓐᓂᖅ ᑲᒪᒍᓐᓇᖅᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔮᕆᔪᒪᔭᕗᑦ ᐃᓱᒪᒋᓪᓗᒍ. ᐊᓯᔾᔨᐸᓪᓕᐊᓂᕐᒥᒃ 

ᐱᔾᔪᑎᖃᖅᑐᑕ ᐊᓯᔾᔨᐸᓪᓕᐊᓂᖃᓪᓚᕆᒋᐊᖃᓚᐅᕐᒪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐱᒍᓐᓇᖅᑕᖏᑦ ᐃᓱᒪᒋᐊᕐᓗᒋᑦ 

ᒪᓕᒋᐊᖃᖅᑕᖏᓪᓗ ᒪᓕᒐᑎᒍᑦ ᐊᖑᒪᒍᓐᓇᓗᑎᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᖁᐊᓴ.  

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ ᖁᔭᓐᓇᒦᓪᓗ 

ᑭᐅᒐᕕᐅᒃ.  

 

(ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓚᒌᑦᑎᐊᓂᕐᒥᒃ 

ᖃᓄᐃᙱᑦᑎᐊᓂᕐᒧᑦ ᐸᕐᓇᐅᑎᖓ ᓴᖅᑭᓚᐅᖅᓯᒪᒻᒥᔭᖓ 

2024-ᒥ. ᑕᐃᒪ ᑭᖑᓂᐊᒍᑦ ᑐᓴᕆᐊᕈᑏᑦ ᓴᖅᑭᑕᐅᓪᓗᑎ 

ᒪᐃ 2024-ᒥ. ᐃᓚᒌᑦᑎᐊᓂᕐᒧᑦ ᐸᕐᓇᐅᑎ 

ᐃᓪᓗᒨᖅᑕᐅᓕᕆᓪᓗᓂ ᐊᒃᑐᕝᕙᒥ, ᐊᒻᒪ ᑭᖑᓂᐊᒍᑦ 

ᕖᕗᐊᕆ 2024-ᒥ ᑐᓴᕈᑎᐅᒃᑲᓂᖅᑐᓂ. ᑭᓯᐊᓂ 

ᐱᕙᓪᓕᐊᓂᖏᑕ ᐅᓂᒃᑳᑦ ᓇᓕᒧᓗᐊᙱᒻᒪᑕ 

ᐸᕐᓇᐅᑎᐅᔪᒥ ᐱᓂᐊᒐᒃᓴᓂᑦ.  

 

ᑐᑭᓯᓇᖅᓯᑎᐊᒃᑮᑦ ᑭᓱᑦ ᐱᔾᔪᑕᐅᓯᒪᒻᒪᖔᖅ ᐊᒻᒪ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᕙᑦ ᑖᔅᓱᒪ 

ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᐅᑉ ᐅᖃᐅᓯᕆᓯᒪᔭᖏᑦ ᐱᓪᓗᒋᑦ? 

(ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ); ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᑐᓴᕋᔅᓴᐅᓯᒪᔪᑦ ᑖᓐᓇ ᐱᒋᐊᕈᑎᒃᓴᖅ ᑐᙵᕕᒋᓚᐅᕋᑦᑎᒍ 

ᑎᑎᕋᖅᓯᒪᔪᐃᑦ ᓇᓕᐊᓐᓄᕋᖅᐸᑦᑕᑐᒎᖅ ᐱᓚᐅᕋᑦᑕ. 

ᑕᐃᒪ ᑭᖑᓪᓕᕐᒥ ᐱᕙᓪᓕᐊᓂᑦᑎᓐᓄᑦ ᐅᓂᒃᑳᑦ 

ᐸᕐᓇᐅᑎᒧᑦ ᐱᓯᒪᓛᕐᒪᑕ, ᓯᕗᒧᐊᕈᑎᒋᓛᕋᑦᑎᒍ 

ᖃᓄᐃᓕᖓᓂᔅᓴᖓ.  

 

ᐊᐱᖅᑯᑎᐅᖅᑰᕋᑖᖅᓱᓂᓗ ᐊᐃᑉᐹᓄᑦ ᐳᐃᒍᕋᒃᑯ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᖃᓄᐃᓕᐅᖅᐸᓪᓕᐊᕙᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑐᓴᖅᑎᑦᑎᕙᑉᐸᑦ 

ᑕᒪᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᐅᑉ ᓴᖅᑭᖅᓯᒪᔭᖏᑦ ᐱᓪᓗᒋᑦ. 

ᑲᔪᓯᒋᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᖃᑦᑕᖅᓯᒪᒐᒪ ᓯᕗᓂᐊᓂ ᓴᖅᑭᑦᓴᕌᖓᑦᑕ ᓯᕗᓂᐊᓂ 

ᐃᓕᑕᕆᓚᐅᖅᓯᒪᒐᑦᑎᒍ ᐃᓂᓪᓚᖓᐅᑎᔅᓴᖅ ᐱᓪᓗᒍ. 
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It shouldn’t be the front line that’s responsible 

for recruiting foster parents and training, that 

oversees the whole adoption program. We 

should have teams that are available for those 

programs so that we can develop them and 

make them more sustainable. Thank you, 

Mr. Chair. 

 

Chairman: Mr. Lightstone. 

 

Mr. Lightstone: Thank you for that response. 

The last question for Family Services. There 

has been discussion about the monthly 

meetings between I guess headquarters and the 

regional directors and managers and/or 

supervisors. I was wondering if you would be 

able to describe some of the details of what is 

discussed during those monthly meetings. 

Thank you, Chair. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Initially the meetings were more 

as mechanism for me to actually see what is 

happening in the regional offices. I’m probably 

in the weeds a little more than most ADMs 

would, but in order for me to understand what 

is exactly happening, I need to be. 

 

We focus on various things. It could be what 

your staffing issues are, if there are office 

concerns, safety concerns. We also talk about 

the wellness of the teams and how teams are 

doing, especially if I know that there’s been a 

difficult situation in a community. We’ll sit and 

discuss what are our next steps. 

 

There’s no real like cookie-cutter approach to 

it. It’s more an opportunity for me to be able to 

sit and talk to the directors. There’s also a 

monthly meeting that we discuss, too, for the 

family wellness piece for the social worker, so 

that there’s a monthly check-ins that happen. 

 

The statutory director has meetings as well that 

is primarily focused on compliance with 

ᓄᓇᕗᒻᒥᐅᓂᑦ ᐃᒫᑦᑎᐊᑯᓗᒃ ᐅᖃᐅᓯᖃᙱᓗᐊᖅᐸᑲᑦᑕ 

ᐱᓕᕆᐊᔅᓴᑎᓐᓂ. ᐅᖃᐅᓯᕆᒐᓚᖅᑰᓚᐅᖅᑐᒍ 

ᐱᒋᐊᓕᕋᑦᑕ. ᑕᐃᒪᐃᓐᓂᖓᓄᑦ ᐊᑕᐅᑦᑎᒃᑯᑦ 

ᑐᓴᖅᑐᓕᕆᓂᕐᒧᑦ ᐸᕐᓇᐅᑎᓕᐅᓕᓚᐅᖅᓯᒪᕗᒍᑦ ᑖᓐᓇᓗ 

ᑐᓴᖅᑎᔅᓯᒍᑎᐅᕙᓪᓗᓂ ᑭᒃᑯᓕᒫᓂᒃ ᓇᓗᓇᐃᔭᖅᓯᔭᖏᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐊᒻᒪᓗ ᐃᕕᖅᑎᑦᑎᕆᓂᐅᔪᖅ 

ᐱᓕᕆᐊᒃᓴᐃᑦ ᑭᓱᑦ ᐊᑐᐃᓐᓇᐅᕙᓐᓂᖏᓐᓂ ᐊᒻᒪ 

ᐱᓕᕆᕝᕕᑎᓐᓂ ᑐᓴᖅᓯᒪᒻᒥᒐᑦᑎᒍ ᑕᒪᒃᑯᐊ 

ᐱᓕᕆᔨᓪᓗᐊᑕᕗᑦ.  

 

ᐃᓛᓐᓂ ᑐᓴᐅᒪᐃᓐᓇᖅᐸᓚᐅᙱᒻᒪᑕ ᑭᓱᑭᐊᖅ ᐱᓪᓗᒍ. 

ᑕᐃᒪᐃᒻᒪᑦ ᑐᓴᖅᑐᓕᕆᓂᕐᒧᑦ ᐸᕐᓇᐅᑎ 

ᐊᖅᑯᑎᐅᕙᓪᓕᐊᔪᓐᓇᖅᓯᖁᓪᓗᒍ ᑭᓱᓂᑦ ᑐᓴᕋᒃᓴᓂᑦ. 

ᐱᓕᕆᒐᓗᐊᖅᑎᓪᓗᒋᑦ ᐱᓕᕆᔨᒻᒪᕆᐅᔪᑦ 

ᐱᓇᓲᑎᔅᓴᖃᒃᑲᓐᓂᕈᓐᓇᖁᓪᓗᒍ ᐃᒻᒪᖃ ᖃᓄᐃᑦᑐᒥ 

ᐱᔪᖃᖅᐸᑦ ᑖᒃᑯᐊ 

ᐊᑐᐃᓐᓇᕈᑦᑕᐅᑎᒋᒍᓐᓇᖃᑦᑕᖅᑯᓪᓗᒋᑦ 

ᑲᒪᔪᒃᓴᐅᑕᐅᓪᓗᐊᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᖁᐊᓴ.  

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) 

ᑎᑎᕋᖅᓯᒪᔪᓂ 26 ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᐅᑉ ᐅᓂᒃᑳᖏᓐᓂ 

ᐃᓄᓕᕆᔨᒃᑯᒡᒎᖅ ᓯᕗᓪᓕᐅᕆᓯᒪᙱᒻᒪᑕ 

ᐱᓂᐊᒐᒃᓴᒥᓐᓂᒃ. ᑐᓴᖅᑎᒋᐊᕈᓐᓇᓕᖅᐱᑎᒎᑦ 

ᐃᓚᒌᑦᓯᐊᕐᓂᐅᑉ ᒥᒃᓵᓄᑦ ᓯᕗᓪᓕᐅᔨᓯᒪᖃᑕᐅᒻᒪᑦ ᐊᒻᒪᓗ 

ᐊᑐᐃᓐᓇᐅᓛᕐᓗᓂ ᑐᓴᕋᒃᓴᑦ ᑭᖑᓪᓕᕐᒥ ᑲᑎᒪᓕᕈᔅᓯ 

ᒪᓕᒐᓕᐅᕐᕕᖕᒥ? (ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ’, 

ᑕᐃᒪᐃᒐᓱᒍᒫᕐᓂᐊᖅᑐᒍᑦ ᑭᓱᒥᒃ ᐱᔾᔪᑎᖃᙱᑉᐸᑦ, 

ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᖁᐊᓴ.  

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᓂᕆᐅᒋᓂᐊᖅᑕᕗᑦ 

ᓇᓗᓇᕈᓐᓃᒥᒻᒪᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

(ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) ᐅᓇ ᐊᑖᓃᑦᑐᖅ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ. ᓱᒻᒪᑦ 

ᑮᓇᐅᔭᖅᑕᖃᙱᓚᖅ ᑎᒍᐊᙳᐊᐸᑦᑐᓂᒃ ᑐᑭᒧᐊᒃᑎᑦᑎᔨᒥ 

ᕿᑭᖅᑖᓘᑉ ᐊᒡᒍᐊᓂ? (ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  
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standards and understanding what a standard is. 

For instance, an investigation standard, when 

we rolled that new one out, that gives an 

opportunity for people to talk about what does 

this new standard look like. 

 

We also take those opportunities to discuss, 

with respect to the representative, the protocol 

that is in place and understanding how 

important it is to respond to her in a timely 

fashion. The Child Abuse and Neglect 

Agreement, we use those avenues as well to 

discuss what’s happening with that agreement, 

how we’re trying to improve our relationships 

with the RCMP. 

 

It’s a multitude of things that we’re discussing, 

as well as just checking in and seeing how 

people are doing, and letting them know from 

the DM’s desk as well what updates we have in 

terms of our budgets, what is upcoming, the 

change management that’s coming, the 

implementation, the strategic plan. We cover 

pretty much everything. I hope that answers 

your question. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Lightstone. 

 

Mr. Lightstone: Thank you for the details of 

those monthly meetings. The last question I 

want to ask for the Department of Family 

Services is during these monthly meetings do 

you discuss the Matrix utilization with the 

office and/or the training will or resistance to 

change that some staff may be suffering within 

those offices? Thank you, Chair. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Thank you, Mr. Chair. 

Absolutely. I’ve communicated very clearly to 

the frontline team and the managers that the use 

of Matrix is mandatory. We have to. So we do 

talk about some resistance. We talk about if 

there are individuals, like I discussed 

previously, that maybe are not doing so well 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑖᖅ, ᑕᒪᒃᑯᐊ 

ᑎᒍᐊᙳᐊᐸᑦᑐᓂᒃ ᑐᑭᒧᐊᒃᑎᑦᑎᔨ ᕿᑭᖅᑖᓘᑉ ᐊᒡᒍᐊᓂ, 

ᒥᔅ ᕌᔾᔪᔅᖃᐃ ᑭᐅᒍᓐᓇᖅᐸᐃᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔾᔪᔅ.  

 

ᕌᔾᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖃᐅᔨᒪᒐᑦᑕ, 

ᐱᓕᕆᕙᓪᓕᐊᒻᒥᒐᑦᑕ ᐃᓂᓪᓚᐸᓪᓕᐊᕋᑦᑎᒍ ᐃᓚᒌᑦ 

ᖃᓄᐃᙱᑦᑎᐊᓂᔅᓴᖏᓐᓄᑦ, ᑭᓱ ᐱᑦᑕᕌᖓᑕ 

ᑮᓇᐅᔭᓂᓪᓗ ᑐᔅᓯᕋᕋᓱᒃᑐᑕ, ᓇᒧᓪᓗ 

ᐃᓕᐅᖅᑲᖅᑕᐅᕙᓐᓂᖏᓐᓂ. ᑮᓇᐅᔭᖃᖅᑎᑕᐅᙱᒻᒪᑦ 

ᓱᓕ, ᑮᓇᐅᔭᖃᖅᑎᑕᐅᓛᖅᑑᒐᓗᐊᖅ ᑐᕌᒐᕆᔭᑦᑎᒍ 

ᓯᕗᒧᒍᑎᔅᓴᑎᓐᓄᑦ. ᐊᑐᖅᐸᒻᒥᔪᒍᑦ ᐊᓯᖏᓐᓂ ᓲᕐᓗ 

ᑮᓇᐅᔭᖃᖅᑎᑕᐅᙱᒃᑲᓗᐊᖃᖅᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᑲᐃᓐᓇᐸᑦᑐᑦ ᐊᖅᑯᑎᒋᓪᓗᒋᑦ. ᑖᒃᑯᐊ 

ᑮᓇᐅᔭᐃᓪᓗ ᐃᓕᖓᕙᓪᓕᐊᓕᕋᓗᐊᖅᑎᓪᓗᒋᑦ.  

 

ᑕᒪᒃᑯᐊ ᑐᑭᒧᐊᑦᑎᑦᑎᔩᑦ ᑎᒍᐊᙳᐊᐸᑦᑐᓂᒃ 

ᐱᒻᒪᕆᐊᓘᒻᒪᑕ,ᒪ ᐊᒻᒪᓗ ᐱᓕᕆᔾᔪᓯᖃᕆᐊᖃᖅᑐᑕ 

ᓇᐅᑦᓯᖅᑐᐸᓐᓂᐊᖅᑐᓂᒃ, ᑎᒍᐊᙳᐊᐸᑦᑐᓂᒃ 

ᐃᓕᓴᐃᕙᑦᑐᓂᓪᓗ. ᐃᑲᔪᖅᑐᐃᕙᑦᑐᓄᓪᓗ 

ᐊᖓᔪᖅᑳᖑᐊᖑᕙᑦᑐᓂᑦ ᖃᐅᔨᒪᔭᕆᐊᓕᖏᓐᓂ ᐱᓪᓗᒋᑦ. 

ᑖᕝᕙ ᐋᖅᑭᒋᐊᖅᐸᓪᓗ ᓱᓕ ᐱᕙᓪᓕᐊᓂᖃᓛᖅᑐᒐᓗᐊᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕌᔾᔪᔅ. ᒥᔅ 

ᖁᐊᓴ.  

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ ᖁᔭᓐᓇᒦᓪᓗ 

ᑖᓐᓇ ᐅᖃᐅᓯᕆᒐᕕᐅᒃ, ᐃᓛᒃ ᓄᓇᓖᑦ ᒥᑭᖕᓂᖅᓴᐃᑦ 

ᑕᒪᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ 

ᐱᑕᖃᕆᐊᖃᒻᒪᕆᑦᑎᓪᓗᒋᑦ ᓄᑕᕋᐃᑦ 

ᑕᒫᓂᕆᑐᐃᓐᓇᓕᖁᓇᒋᑦ. ᑐᐊᕕᕐᓇᖅᑑᖅᑰᔨᒻᒪᑦ 

ᐱᐊᓕᒃᑕᐅᓵᓕᖁᓐᓇᐅᒐᓗᐊᖅ ᑖᓐᓇ  

 

ᐊᓯᐊᓂ ᐊᐱᖅᑯᑎᖃᕈᒪᒻᒥᒐᒪ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ. ᑕᐃᒪ 

ᓄᓇᕗᒻᒥ ᓄᓇᓕᖕᓂ ᐱᑕᖃᐅᒐᓛᖕᒪᑦ ᐃᓐᓇᕐᓄᑦ 

ᑲᒪᒋᔭᐅᙱᓐᓇᕆᐊᖃᖅᑐᒃᑯᕕᖕᒥ, 

ᐃᓱᒪᒃᓴᖅᓯᐅᖅᓯᒪᕕᓯᓕᖃᐃ ᓄᑕᖅᑲᓄᑦ 

ᑲᒪᒋᔭᐅᖏᓐᓇᕆᐊᖃᖅᑐᒃᑯᕕᖕᒥ ᓴᖅᑭᑦᑎᓂᕐᒥᒃ 

ᓄᓇᕗᒻᒥ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  
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with the technical side of things, the need for 

them to come in and train. 

 

I also have one-on-one meetings with directors 

as kind of a practice supervision, and that 

comes in as well if there are like specific 

regional issues or if there’s an issue with 

performance from a social worker, so that we 

can talk whether we need to engage the HR 

process or we need to engage the training and 

development team to develop training plans for 

them. We do. And Matrix is very important. 

And it’s a no go. It has to be used, a hundred 

per cent. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Lightstone. 

 

Mr. Lightstone: Thank you. My next questions 

will be for the Office of the Auditor General. In 

the 2023 audit there was a lot of focus placed 

on health and safety of frontline staff, and since 

then the Department of Family Services has 

rolled out some health-focused programming. I 

was wondering if you could speak specifically 

to the safety concerns that you had identified if 

your audit. Thank you, Chair. 

 

Chairman: Thank you. Mr. McKenzie. 

 

Mr. McKenzie: Thank you, Mr. Chair. Thank 

you, Hon. Member, for your question. As we 

note in the report in exhibit 6, it talks about the 

health and safety and/or the actions taken, I 

should say, to help the health and safety of 

employees. 

 

The safety concerns I think, just in terms of I 

know maybe it’s a bit of a nuance, but certainly 

the well-being of individuals, there is that 

mental health I guess safety aspect there, and 

we do note the counselling services that were 

put into place. And I know that the deputy 

minister of the department had spoken about 

those. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑐᑭᓯᔭᒃᑯᑦ, ᐃᓐᓇᕐᓄᑦ ᐸᕐᓇᐅᑎᐅᔪᒥ ᓱᖅᑯᐃᕋᓱᓐᓂᖅ 

ᐃᑲᔪᖅᑐᐃᒍᑎᖃᕆᐊᖃᕐᓂᖓ. ᐱᖃᓯᐅᑎᓯᒪᔪᖅ ᑕᕝᕙ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᖅᑲᓇᐃᔮᕆᕙᓪᓕᐊᕙᐅᒃ.  

 

ᑖᒃᑯᐊ ᓄᓇᕗᒻᒥ ᒫᓐᓇ ᐃᓐᓇᕐᓄᑦ ᓴᐳᑦᑎᒍᑎᔅᓴᒥ 

ᐱᑕᖃᙱᒻᒪᑦ ᐱᔨᑦᑎᕋᐅᓚᑦᑖᕈᓐᓇᖅᑐᓂᒃ ᐃᓐᓇᕐᓄᑦ 

ᐃᓐᓇᒻᒪᕆᖕᓄᑦ ᐱᓗᐊᖅᑐᒥ. ᖃᐅᔨᒪᒐᓗᐊᖅᑐᖓ 

ᒐᕙᒪᒃᑯᑦ ᖃᓄᖅᑑᕋᓱᔅᓯᒪᒻᒪᑦ ᐃᓱᒫᓘᑕᐅᓯᒪᔪᓂᑦ 

ᐃᓐᓇᕐᓄᑦ, ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᐃᑲᔪᖅᑐᐃᖏᓐᓇᓂᐊᖅᐳᑦ 

ᑕᒪᒃᑯᐊ ᓴᖅᑭᑕᐅᖁᔭᐅᔪᑦ ᓴᖅᑭᑕᐅᖁᓪᓗᒋᑦ ᐃᓐᓇᕐᓄᑦ 

ᐸᕐᓇᐅᑎ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᖁᐊᓴ.  

 

ᖁᐊᓴ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. (ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) 

ᖃᐅᔨᒪᔪᒍᑦ ᐃᓐᓇᒃᑯᕕᖃᐅᕐᒪᑦ ᓄᓇᓖᑦ ᐃᓚᖏᓐᓂ. 

ᐊᐱᖅᓱᕈᒪᓪᓗᖓ ᐃᓱᒪᓯᒪᕕᓰ ᓄᑕᖅᑲᓄᑦ ᐃᓅᓱᑦᑐᓄᓪᓗ 

ᐱᔨᑦᑎᕋᐅᑎᖃᓪᓗᐊᕈᓐᓇᖅᑐᓂᒃ ᓇᐅᒃᑯᑦ 

ᐱᔭᕆᐊᖃᓪᓚᕆᑦᑐᓂᒃ. (ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑭᐅᓵᓕᕈᓐᓇᖅᑐᖓ ᐄ’, ᐅᓂᒃᑳᕆᐊᕈᓐᓇᕆᓪᓗᖓ. 

ᐃᒃᐸᔅᓴᖅ ᐅᖃᓚᐅᕋᑦᑕ, 

ᑮᓇᐅᔭᖅᑐᓪᓗᐊᓂᖃᖅᐸᓪᓕᐊᖃᑦᑕᕋᑦᑕ ᓄᓇᕗᑦ 

ᓯᓚᑖᓅᖃᑦᑕᖅᑐᓂᒃ ᓄᓇᕗᑦ ᐱᑕᖃᙱᓐᓂᖓᓄᑦ 

ᑭᓱᓪᓚᑦᑖᓄᑦ ᓄᑕᖅᑲᓄᑦ ᓇᔪᒐᐅᒍᓐᓇᖅᑐᓄᑦ ᓄᑕᖅᑲᓄᑦ. 

ᑕᐃᒪ ᐃᒡᓗᓕᒑᕐᔪᒻᒥ, ᓇᔭ ᐃᓴᐱᐅᓪ ᐃᓪᓗ 

ᓄᑖᖑᖅᑎᐸᓪᓕᐊᒐᓗᐊᖅᑕᕗᑦ ᑕᐃᑲᓂ ᐃᓚᖏᑦ 

ᐱᔨᑦᑎᕋᐅᑎᖃᕈᓐᓇᕋᔭᖁᓪᓗᒍ.  

 

ᐊᒻᒪ ᐅᐊᑦᑎᐊᖅ ᐅᖃᖅᑲᐅᒻᒥᒐᒪ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᐱᔾᔪᑎᒃᓴᓂᑦ ᐱᓕᕆᐊᒃᓴᓄᑦ ᐸᕐᓇᐃᔨᑦᓴᒥᒃ 

ᑕᐅᑐᐸᓪᓕᐊᓂᐊᖅᑐᒍᑦ ᐊᑭᑐᔫᑎᔅᓴᓄᑦ ᐊᑯᓂᒃᑯᑦ 

ᑕᐅᑐᑦᑕᕗᑦ ᐃᓱᒪᒋᓪᓗᒍ. ᐄ’, ᑭᐅᒍᓐᓇᖅᐳᖓ ᐄ’, ᑕᒫᓂ 

ᐸᐃᕆᑦᑎᖃᕈᒪᑦᑎᐊᖅᑐᒍᑦ ᓄᓇᓄᒻᒥ 

ᑮᓇᐅᔭᓕᐅᕈᑎᔅᓴᐅᒍᓐᓇᕐᓂᖓᓄᑑᙱᑦᑐᖅ, 

ᑭᓯᐊᓂᑦᑕᐅᖅ ᓄᑕᖅᑲᑦ ᓄᓇᕗᒻᒦᑦᓴᐃᓐᓇᖃᑦᑕᖁᓪᓗᒋᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᐅᓪᓗᕈᕐᒥᑕᐅᕙᓪᓕᐊᓚᖓᓕᕐᓂᕐᒪᑦ 

ᐅᑎᕈᑎᖃᒃᑲᓂᖅᓴᓱᖓ ᓱᓕ. 

ᓄᖅᑲᑎᑦᑎᒍᒪᑐᐃᓐᓇᐸᙱᒃᑲᓗᐊᖅᑐᖓ 

ᐊᐱᖅᓱᖅᑐᖃᖅᑎᓪᓗᒍ, ᖃᓪᓕᓗᐊᖅᑰᓕᕋᑦᑕ 
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The other areas that we saw, we’re really still in 

development, and those would be areas that we 

will continue to look at. That includes, for 

example, the health and safety framework and 

two policies that were under development and 

in draft phases. They would be, these are new 

policies that the department is developing, so 

workplace violence and working at home 

policies. Work in progress, but nonetheless I 

think are important in terms of setting the 

foundation of how the department will look at 

this, or move forward on these issues. 

 

Also they had created new positions, but those 

were still in the process, and those would be in 

relation to health and safety and the critical 

incident debriefing coordinator. As we note in 

the report, their role would include or the 

responsibilities would be tracking and 

reviewing incidents reported by employees. 

 

Maybe the other aspect I would note is they did 

undertake consultations with their staff, and 

one of the issues that they would raise was 

occupational health and safety-type 

considerations or any concerns that they might 

have. Maybe just to tie back to what we 

discussed earlier around office space, that is 

also something that is part of the assessment of 

their office space needs. So again they looked 

at the sufficiency; was the space sufficient for 

the number of staff that they had, and was the 

setup of the office space, were there any 

concerns that they needed to address moving 

forward in terms of safety or security. So the 

setup, access to the building, things of that 

nature in terms of how it was designed. 

 

Those were a number of the areas that we saw. 

But I would go back that I think the one that we 

saw was the most fully developed was the 

counselling program that had been put in place 

and the support services for individual staff 

members. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Lightstone. 

ᐅᓪᓗᕈᕐᒥᑕᕆᐊᖃᓕᕐᓗᑕ ᓄᖅᑲᑲᐃᓐᓇᓂᐊᖅᐳᒍᑦ. 

ᐅᑎᕐᓂᐊᖅᐳᒍᑦ 1:30-ᒥ. ᖁᔭᓐᓇᒦᒃ.  

 

>>ᓄᖅᑲᑲᐃᓐᓇᖅᑐᑦ 11:48 ᐱᒋᐊᒃᑲᓂᖅᑐᑎᑦ 13:31 

 

 ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑲᑎᒪᒋᐊᓚᐅᕐᒥᑕ 

ᓂᕆᑦᑎᐊᖅᑐᒃᓴᐅᖅᑲᐅᒐᓗᐊᖅᐱᓰᑦ. 

ᐆᒻᒪᒃᑲᓐᓂᖅᑐᒃᓴᐅᕗᓯᑦ ᐅᓛᖅ ᐊᒃᓱᐊᓗ ᓯᕗᒧᐊᑦᑎᐊᕐᒪᑕ 

ᑲᑎᒪᓂᕆᔭᕗᑦ ᑖᒃᑯᐊ ᐅᓄᑲᓪᓚᒃᑐᐊᓗᐃᑦ ᐊᔾᔨᒌᖏᑦᑐᑦ 

ᐅᖃᐅᓯᕆᖅᑲᐅᒐᑦᑎᒍᑦ. ᑕᐃᒪᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑐᐃᓐᓇᖅᑐᖅ ᑐᒡᓕᐊᓂ ᑲᑎᒪᔾᔪᑎᒋᓕᕋᑦᑎᒍᑦ 

ᑖᒃᑯᐊ ᖁᔭᓕᑦᑎᐊᖅᐳᖓ ᓂᒡᓕᐅᑎᒋᑦᑎᐊᖃᑦᑕᖅᑕᓯ 

ᐅᖃᐅᓯᕆᓕᕋᑖᖅᑕᓯᓕ ᑭᐅᖃᑦᑕᕐᓇᔫᒃ, ᒥᔅ ᖁᐊᓴᖅ 

ᐊᐱᖅᓱᖅᑲᐅᒻᒪᑦ ᐊᑏᒃ ᑲᔪᓯᑐᐃᓐᓇᕆᑦ. 

 

ᖁᐊᓴᖅ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᖁᐊᓴᖅ (ᑐᓵᔨᑎᒍᑦ): ᖃᐅᔨᒪᔪᖓ ᐊᐱᕆᕋᑖᕋᒃᑯᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑭᓯᐊᓂ ᑐᓵᔭᐅᓂᐊᕐᒪᑦ ᐊᐱᕆᔪᒪᓪᓗᖓ 

ᐱᔾᔪᑎᒋᓗᒍᑦ ᑕᐃᒃᑯᐊᑦ ᑎᒍᐊᙳᐊᖃᖃᑦᑕᖅᑐᑦ 

ᑐᑭᒧᐊᖅᑎᑦᑎᔨᖓᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᓐᓇᕐᒪᖔᑕ 

ᖃᐅᔨᒪᕐᒪᖔᖅᐱᑦ ᖃᖓᒃᑯᑦ ᑕᒪᓐᓇ 

ᐸᕐᓇᒃᑕᐅᓯᒪᓕᕋᔭᕐᒪᖔᑦ ᐊᑐᖅᑕᐅᓕᕐᓗᓂ ᖃᓄᕐᓕ 

ᑖᒃᑯᐊᑦ ᐱᒋᐊᖅᑕᐅᓂᐊᖅᐸᓐ. ᐸᕐᓇᐃᔾᔪᑎᖏᑦ ᑖᒃᑯᐊᑦ 

ᕿᑭᖅᑖᓘᒃ ᐅᐊᓐᓇᖓᓄᑦ ᑎᒍᐊᙳᐊᖃᕐᑐᓄᑦ 

ᑲᒪᔨᐅᖃᑦᑕᕐᓂᐊᖅᑐᖅ ᑐᑭᒧᐊᖅᑎᑦᑎᔨᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊᑦ 

ᐊᔾᔨᒌᖏᑦᑐᑦ ᐃᓛᒃ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋ ᑲᑎᒪᓕᓵᖅᑎᓪᓗᑕ 

ᓂᓪᓕᐅᑎᒋᖅᑲᐅᔭᕋ ᑖᓐᓇ ᑎᒥᖁᑎᔭᕗᑦ 

ᐊᖅᑭᒃᓱᖅᑕᐅᒃᑲᓐᓂᕐᓂᐊᕐᒪᑦ ᑕᐃᒃᑯᐊ 

ᑎᒍᐊᖑᐊᖃᖃᑦᑕᕐᑐᑦ ᐊᑖᓂᓐᓂᐊᕐᑐᑦ ᐊᖓᔪᖅᑳᖑᔪᑦ 

ᓄᑖᑦ ᐊᑖᓂᒃ ᑲᒪᒋᓂᐊᕐᒪᒍᑦ ᑖᒃᑯᐊ 

ᓄᑦᑎᕐᑕᐅᓂᐊᖁᓪᓗᒋᑦ ᑮᓇᐅᔭᖁᑎᒋᔭᖓᑦ ᑕᐃᑲᓂ 

ᑮᓇᐅᔭᖃᕐᑎᑕᐅᓯᒪᖏᒻᒪᓐ ᑖᒃᑯᐊ ᐃᓐᓄᒃᑎᑕᐅᖁᓪᓗᒋᑦ 

ᐃᖅᑲᓇᐃᔭᒃᓴᐃᑦ ᑐᓴᖅᓯᒪᒍᑦᑕ ᑐᓴᕋᓱᐊᕐᓇᖅᑎᓪᓗᒍ 

ᐱᐅᓂᖅᓴᒥᑦ ᐃᑲᔪᑦᑑᑦᑎᐊᕐᓂᖅᓴᕆᔭᕆᐊᖃᕋᑦᑎᒍ 

ᑎᒍᐊᙳᐊᖃᖃᑦᑕᖅᑐᑦ ᑎᒍᒨᖅᑎᑕᐅᑦᑎᐊᕐᓗᓂᓗ. 

ᓇᓗᓇᐃᖅᓯᓯᒪᖏᑦᑐᖓ ᐅᓪᓗᖏᓐᓂᒃ ᑭᓯᐊᓂ 

ᐱᔪᓐᓇᖅᓯᑐᐊᕈᑦᑕ ᐊᔪᕐᓇᕈᓐᓃᑐᐊᖅᐸᑦ ᐱᓕᕆᔪᒪᓪᓗᒍ 

ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᓯᐊᓄᐊᓚᐅᖏᓐᓂᕐᓂᑦ 

ᒫᓐᓇᐅᓂᖓᓂᑦ ᑐᙵᓱᒍᒪᔭᕋ ᑭᐅᕆᓐ ᐆᒋᓐ 
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Mr. Lightstone: So over the recent years the 

Department of Health has seen a significant 

increase of violent incidents within health 

centres, putting health care professionals at 

risk. Throughout your audit did you identify 

any indication that Department of Family 

Services frontline workers were also at risk of 

potentially violent incidents? Thank you, Chair. 

 

Chairman: Thank you. Mr. McKenzie. 

 

Mr. McKenzie: Thank you Mr. Chair, and 

Hon. Member, for your question. In our 2023 

audit we were provided with information 

regarding incidents that occurred, and I think 

it’s hard for me to say whether it was compared 

to the Department of Health. We would have to 

look at the numbers between the two. But 

certainly, given the nature of their work, it is an 

issue. There is always that rise that there may 

be an incident involving, given the nature of the 

situation they are dealing with. I think if I think 

of the consultations that were undertaken, 

people did say that yes, that is something that 

we have to consider as part of our work. 

 

I think moving towards a position where they 

can track those incidents and look for patterns, 

like is it coming from specific communities, 

that is the type of information and we’ve 

certainly talked about the role of information. 

That is a type of information that we would 

expect to see the department develop and start 

to use going forward in terms of making sure 

that any incidents or any steps that they may 

need to take to address those kind of risks, that 

those steps are being taken. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Mr. Hayes, do you 

want to supplement the response? 

 

Mr. Hayes: Thank you, Mr. Chair. I wanted to 

highlight, in our 2023 report, when we were 

doing that audit, I guess it was an exceptional 

ᐅᖃᖃᑎᒌᓐᓇᐅᔭᕋᑦᑎᒍᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ 

ᑎᑎᕋᕐᕕᖓᓄᑦ ᐊᓕᐊᓇᐃᒍᓱᒃᑐᖓ ᑕᒫᓂᒃ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᑲᓇᑕᒥ ᑕᕝᕙᓃᒻᒪᑦ, ᑭᐅᕆᓐ 

ᑐᙵᓱᒋᑦ ᒪᓕᒐᓕᐅᕐᕕᖕᒥᒃ.  

 

ᐊᓕᐊᓇᐃᒍᓱᒃᐳᖓ ᑕᕝᕙᓃᑦᑐᖃᕐᒪᓗ ᐃᐊᒪᓕ ᕼᐊᓐᑦ 

ᑎᕙᐅ ᑐᑭᒧᐊᖅᑎᑦᑎᔨᐅᖃᑕᐅᔪᖅ ᑎᑎᕋᕐᕕᖓᓂᒃ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᑦ ᑕᒫᓃᖃᑕᐅᖕᒥᔪᑦ 

ᐊᐱᖅᓱᖅᑕᐅᕕᖕᒥᖃᑕᐅᔭᖅᑐᖅᓯᒪᔪᑦ ᐊᒻᒪ ᑐᙵᓱᒋᑦ 

ᑖᒃᑯᐊᑦ ᐅᖃᐅᓯᕆᔭᐅᔭᕗᑦ ᑎᑎᕋᕐᕕᒃᓯᓐᓂᙶᖅᑐᖅ, 

ᖁᔭᓐᓇᒦᒃ. ᐊᑎᖁᑎᒐ ᑭᖑᓪᓕᖅ ᒥᔅ ᕿᓕᖅᑎ. 

 

ᕿᓕᖅᑎ: ᖁᔭᓐᓇᒦᒃ. ᐅᓐᓄᓴᒃᑯᑦ, ᐊᒻᒪ ᓈᓚᒃᑐᐃᑦ 

ᐅᓐᓄᓴᒃᑯᑦ.  

 

ᒫᓐᓇ ᐱᒋᐊᕈᑎᖃᕈᒪ ᐅᐊᑦᑎᐊ ᓴᖅᑭᑕᐅᖅᑲᐅᔪᖅ 

ᐱᒋᐊᓕᓵᖅᑎᓪᓗᑕᒃ ᐅᓪᓛᖅ. ᑖᔅᓱᒥᖓ ᐊᐱᖅᓱᕈᑎᒃᓴᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᓴᖅᑭᑦᑐᖃᖅᑲᐅᒻᒪᑦ ᐅᖃᖅᓯᒪᖕᒪᑕ 

ᑕᖅᑲᒃᑯᓄᖓ ᑕᓚᕖᓴᒃᑯᑦ ᑲᑎᒪᒐᑦᑕᒃ 

ᑎᑎᕋᕐᕕᑦᑎᓐᓄᐊᖃᑦᑕᕆᔅᓰᓚᓪᓗᑎᒃ  

 

ᐃᒫᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᖅᑕᕐᒪᖔᑦ ᐊᐱᖅᓱᓪᓗᓯᒃ 

ᑐᑭᓯᒋᐊᕐᓗᓯᓗ ᐃᒪᓐᓇᒃ ᐃᓚᒃ ᑐᓴᖅᑲᐅᒐᑦᑕ. 

ᑐᓴᖅᑲᐅᒐᒪᓗ ᑕᐃᒪᐃᓐᓂᑯᖓᓄᑦ ᐊᐱᖅᓱᕈᑎᒋᔪᒪᔭᕋ 

ᐃᒃᓯᕙᐅᑖᖅ ᐱᔾᔪᑎᒐ 

ᐃᖅᑲᓇᐃᔮᖅᑕᕋᓱᐊᖃᑦᑕᕐᓂᐅᕙᒃᑐᖅ ᑕᒪᓐᓇ 

ᐋᖅᑭᒃᓯᒪᓂᖏᑦ ᐃᓚᒃ ᐃᖅᑲᓇᐃᔮᒃᓴᓂᒃ 

ᓴᖅᑭᔮᖅᑎᑦᑎᓂᐅᖅᑲᑦᑕᐸᒃᑐᖅ ᐱᔾᔪᑎᒋᓪᓗᒍᑦ. ᑕᐃᒪ 

ᐃᖅᑲᓇᐃᔮᒃᓴᒥᒃ ᓵᖅᑮᓂᐊᒃ, ᓴᖅᑮᑎᓪᓗᓯ ᓇᓗᓇᖏᒻᒪᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ 

ᑐᓂᓯᖃᑦᑕᑉᐸᒃᑲᔅᓯ ᑕᐃᒪᓕ ᑕᒪᓐᓇ 

ᐊᓪᓚᒃᑲᐃᓂᕆᖃᑦᑕᑉᐸᑦᑕᔅᓯ ᒪᑐᕕᔅᓴᖓᓄᓪᓗ 

ᑭᓱᓕᕆᔨᔅᓴᐅᓃᒃ ᑕᒪᒃᑯᐊᑦ ᓇᓗᓇᐃᔭᖅᓯᒪᕙᒻᒪᑕ 

ᐃᖅᑲᓇᐃᔮᔅᓴᐃᑦ ᐊᒻᒪᓗ ᐃᓚᖏᑦ 

ᑎᑎᖅᓯᒪᕙᖃᑦᑕᖅᐸᒃᑭᓪᓗᑎᒃ ᐃᓗᔅᓴᒃᑕᖃᕈᓐᓇᖅᑐᖅ 

ᑮᓇᐅᔭᒃᓵᕆᒐᔭᖅᑕᖏᓪᓗ ᑕᐃᒪᓐᓇ ᐱᖃᑦᑕᕐᒪᑕ 

ᐊᓚᒃᑲᖅᑕᐅᓕᖃᑦᑕᕐᒪᑕ ᓇᓗᓇᖏᒻᒪ ᑐᓂᔭᕋᐃᒐᔅᓯᐅ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ.  

 

ᑕᐃᒪᓕ ᐊᐱᖅᑯᑎᒋᔪᒪᔭᕋ ᑕᒪᓐᓇ ᐊᐅᓚᓂᕆᔭᖓᑦ 

ᐃᓕᔅᓯ ᐅᑕᖅᑭᓂᕆᕙᒃᑕᓯ ᐱᔾᔪᑎᒋᓪᓗᒍᑦ 

ᐃᕕᖅᑎᓯᒪᑦᑎᐊᖅᑲᑦ? ᒪᓕᑦᑎᐊᖅᑲᑦ ᐅᑎᕐᕕᐅᓗᓯ ᖃᓄᖅ 

ᐊᑲᐅᙱᓕᐅᕈᑎᑕᖃᖃᑦᑕᖏᓚᖅ ᖃᓄᐃᓕᖓᕙᑉᐸᑦ? 

ᑕᒪᖕᓇ ᐊᑐᐊᒐᖅ ᐊᑐᐊᒐᓕᐊᖑᓯᒪᔪᖅ ᐃᖏᕐᕋᓂᖓᑦ 

ᓱᕐᕋᒋᐊᑐᖏᑦᑐᖅ ᐅᕝᕙᓘᓐᓃᑦ ᓈᒻᒪᒃᐸᑦ? ᑖᔅᓱᒥᖓ 

ᐊᐱᖅᑯᑎᖃᖅᑳᐃᓐᓇᕐᓚᖓ, ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ. 
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step; it is indeed an exceptional step to write a 

management letter before our report was 

prepared to the department, identifying 

concerns about how the department was 

managing health and safety of its employees. 

We said at that time that there was evidence of 

incidents, but the department did not have a 

system in place to collect and manage 

occupational health and safety reports. Those 

incidents involved physical violence, verbal 

abuse, threatening behaviour against workers. 

 

So the hypothetical is indeed real. The question 

about how often this is happening and the 

support for the employees is essential. Quite 

frankly it’s going to be an element of retention. 

If people are facing threats at work they may 

not be inclined to stay in that position. 

 

I think that it is important for the department to 

have a very strong and supportive program for 

their employees. Thank you, Mr. Chairman. 

 

Chairman: Mr. Lightstone. 

 

Mr. Lightstone: Thank you. I would like to 

pose my next question to the Department of 

Family Services. Would you be able to speak to 

the current situation with regards to threats and 

physical violence that frontline workers face, 

and any plans in place to try and address that. 

Thank you, Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair, and 

thank you, Mr. Lightstone, for the question. We 

are aware, as Mr. McKenzie correctly pointed 

out, the nature of the work attracts a high level 

of risk for our colleagues and employees at the 

Department of Family Services. I am 

personally aware of at least two incidences of 

physical violence within the office in the last 

year. We are taking steps to address there 

through security feature enhancements, but also 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒃᑕᐅᖅ ᑲᑎᒪᔨᐅᖃᑕᐅᔪᒃ ᐊᐱᕆᒐᕕᓐ. ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᔭᖅᑎᑖᕐᓇᕐᒪᓐ ᐊᐅᓚᔾᔭᐃᔾᔪᑏᑦ ᐊᐅᓚᔾᔭᐃᒐᖅᑐᖅ 

ᐃᖅᑲᓇᐃᔭᖅᓵᓂᖅ ᓴᖅᑭᑎᓂᕐᒧᑦ ᑐᒃᓯᕋᐅᑎᒃ 

ᐱᓕᕆᕕᖕᒥᙶᖅᑐᖅ ᐊᖓᔪᖅᑳᖓᓂᙶᖅᑐᖅ 

ᐅᕝᕙᓘᓐᓃᒃ ᑐᑭᒧᐊᖅᑎᑦᑎᔨᒧ ᐅᕝᕙᓘᓐᓃᒃ ᐅᐊᑦᓯᔨ 

ᐊᖓᔪᖅᑳᒥᒃ ᐱᓕᕆᕕᖓᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᕕᖓᓐᓄᑦ ᑐᓂᔭᐅᔪᑦ ᑖᒃᑯᐊᑦ ᑕᑕᑎᕆᐊᓖᑦ 

ᑕᒻᒪᖅᓯᒪᖏᓪᓗᑎᒃ ᑕᑕᑎᖅᑕᐅᖅᑳᕐᓗᑎᒃ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓕᕌᖓᑦ, ᐅᖃᖅᑲᐅᒐᕕᑦ, 

ᑕᑯᓯᒪᒐᕕᒋᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᔮᒃᓴᓄᑦ 

ᖃᓄᐃᓕᐅᕈᑎᖃᕐᓂᐊᕐᒪᖔᑕ. ᒥᔅ ᐸᐅᕗ ᐅᖃᖅᑲᐅᒻᒪᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᑎᑦᑎᓂᕐᒧᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕋᑦᑕ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑖᒃᑯᓄᖓ. ᐊᔾᔨᒌᖏᑦᑐᓂᑦ 

ᐊᑐᐊᒐᖃᓚᐅᖅᑐᑦ ᐱᔾᔪᑎᒋᓪᓗᒍᑦ ᖃᐅᔨᓴᐃᓂᕐᒥᒃ 

ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᖕᓂᐊᖅᑐᓂᒃ. ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐃᓚᖏᓐᓂᒃ ᐱᓕᕆᐊᖃᓲᖑᒻᒥᔪᑦ ᓇᓗᓇᐃᖅᓯᓯᒪᔪᖅ 

ᖃᓄᖅ ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑖᕋᓱᒃᑐᑦ ᑭᓱᓂᒃ 

ᐃᖅᑲᓇᐃᔭᕈᓐᓇᐅᑎᖏᓐᓂᒃ ᐃᓕᓐᓂᐊᖅᓯᒪᖕᒪᖔᑕᑦ 

ᖃᐅᔨᓴᖅᑕᐅᖁᓪᓗᑎᒃ. ᐊᐱᖅᓱᖅᑕᐅᔪᒫᖅᑐᑦ ᑕᐃᒃᑯᐊ 

ᓇᓗᓇᐃᖅᑎᖅᑕᐅᓪᓗᑎᒃ ᑕᐃᒪᓐᓇᐃᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᒃ ᑲᒪᔨᖃᐅᕐᒥᔪᖅ ᐱᑐᐃᓐᓇᐅᖏᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦᑕᐅᖅ ᑕᐃᒃᑯᐊ ᐱᓕᕆᖃᕐᒪᑕ 

ᑕᐃᓐᓇ ᐃᓄᒃ ᑕᐃᓐᓇ ᐃᖅᑲᓇᐃᔮᖅᑖᖅᐸᑦ 

ᒪᓕᒃᓯᒪᑦᑎᐊᖅᐸᑕ ᐃᖅᑲᓇᐃᔮᒃᓴᓄᑦ ᐱᓕᕆᐊᒃᓴᓂᒃ, 

ᐊᐱᖅᓱᖅᑕᐅᓕᖃᑦᑕᕐᒥᖕᒪᑕ ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᒃᑐᓐ 

ᐊᐱᖅᑯᑎᒋᔭᐃᑦ ᐱᔾᔪᑎᒋ ᐊᑐᐊᒐᐃᑦ ᓈᒻᒪᒃᐹᓐ? 

ᐊᔭᐅᖅᑐᐃᔨᐅᖏᓐᓇᐅᔭᒫᑦ ᐸᐃᑉᐹᓂᒃ 

ᒪᓕᒐᖃᖏᓐᓂᖅᓴᐅᓗᑎᒃ ᐱᓕᕆᖁᓪᓗᒋᑦ. ᑕᐃᒪᓐᓇᒃ 

ᑭᓱᑐᐃᓐᓇᕐᓄᑦ ᑐᕌᖓᔪᓂᑦ ᑭᓯᐊᓂᒃ ᐱᓕᕆᕕᓕᒫᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓗᒋᑦ ᐃᒡᓗᑖᕆᐊᖃᖅᑎᓪᓗᒋᑦ ᑖᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑎ ᑎᑎᕋᕐᕕᒃᑖᕆᐊᖃᖅᑎᓪᓗᒋᓪᓘᓐᓃᒃ. 

ᑕᐃᒃᑯᓂᖓ ᐅᓄᖅᑐᐊᓗᖕᓂᑦ ᐱᓕᕆᐊᖃᖃᑦᑕᕆᐊᖃᕋᑦᑕ 

ᑕᒪᑐᒥᖓᓘᕐᑎᓪᓗᑕ, ᓈᒻᒪᒃᓯᑦᑎᐊᖁᓇᐅᒐᓗᐊᖅ ᑭᓯᐊᓂ 

ᐅᓄᑲᓪᓚᒃᑐᑦ ᐊᖅᑯᓵᕆᐊᖃᕋᑦᑎᒍᑦ ᑕᐃᒪᓐᓇ 

ᐱᓕᕆᑦᑎᐊᕋᓗᐊᕐᒪᖔᑕ ᖃᐅᔨᓴᖃᑦᑕᖅᑐᒍᑦ ᐊᒻᒪ 

ᐃᖅᑲᐃᔭᖅᑏᖃᕐᒥᔪᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᕝᕕᐊᓂᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᐸᓪᓕᐊᓂᕐᓄᑦ 

ᐊᑐᕈᓐᓇᖅᑕᑦᑎᓐᓄᒃ ᕿᓚᒥᐅᓂᖅᓴᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕈᓐᓇᖁᓪᓗᑕᒃ, ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕿᓕᖅᑎ 

 



 
 

 

58 

providing training to the staff on de-escalation 

and these kinds of things. 

 

The policies that were referenced by Mr. 

McKenzie are also near ready for deployment, 

which will provide the framework for tracking 

these kinds of incidences. I would say that 

community social service workers are on the 

receiving end of verbal abuse probably daily, I 

suspect every single day, Mr. Chair, and so, as I 

said yesterday, ensuring the wellness of our 

staff is of primary importance to us. 

 

I don’t think we want to go down the road of 

security guards, like health centres have done. I 

think it creates, that in itself, the presence of a 

security official, creates a dynamic that likely 

results in verbal and potentially physical abuse 

situations, so we want to find other mechanisms 

to ensure the safety and well-being of our staff, 

and we hope to do just that through the ongoing 

offering of counselling services but also 

through the framework of the policies that were 

mentioned. Thank you, Mr. Chair. 

 

Chairman: Thank you. Next name I have on 

my list, Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman. (interpretation ends) The first 

question I would like to ask is for the Office of 

the Auditor General. The Department of Family 

Services tabled its. 

Ilagiitsiarniq Family Wellness Strategic 

Framework in February 2024, followed by a 

progress update report in May 2024. The family 

Family Wellness Ilagiitsiarniq Action Plan was 

tabled on 28 October 2024. To what extent was 

the Office of the Auditor General involved or 

consulted by the department on the 

development of the strategic framework or the 

action plan? (interpretation) Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Mr. McKenzie. 

 

ᕿᓕᖅᑎ: ᖁᔭᓐᓇᒦᒡᓗ ᑐᑭᓯᑎᒋᐊᖅᑕᐃ .ᑭᓯᐊᓂ 

ᐊᐱᕆᒋᐊᖅᑎᒃᑲᓐᓂᕈᒪᔭᕋ ᐅᓇ ᐃᓕᓐᓄ ᓱᓕ 

ᑐᕌᕐᓂᐊᕐᒥᔪᖅᑕᐅ ᑖᒃᑯᓄᖓ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᓄᑦ. 

ᐃᖅᑲᓇᐃᔮᔅᓴᖅ ᐊᑐᐃᓐᓇᕈᖅᑎᓪᓗᒍ ᐊᒻᒪᓗ ᑖᒃᑯᐊ 

ᒪᓕᒋᐊᓖᑦ ᓱᕐᓗᒃ ᐃᓄᓕᕆᔨᐅᓂᕐᒧᑦ ᐆᑦᑑᑎᒋᓪᓗᒍᑦ, 

ᐃᓄᓕᕆᔨᒧᑦ ᐃᑲᔪᖅᑎᒥᒃ ᒪᓕᒡᓗᒍᓘᓐᓃᒃ. ᑕᐃᒪ ᑖᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ  ᐃᓕᔅᓯᓐᓄᒃ ᓴᖅᑮᔪᓐᓇᕐᓗᑎᒃ 

ᐃᒪᓐᓇᐃᓕᖓᔪᖃᖅᐸᑦ, ᐅᓇ ᐅᕘᓇ ᓴᙲᓗᐊᕐᖓᑦ 

ᓂᕈᐊᖅᑕᐅᖏᒃᑯᓂᑦ ᓈᒻᒪᒃᑐᖅ. ᐃᒪᓐᓇ 

ᐃᒪᐃᓕᐅᖅᓯᒪᔪᒥᓪᓘᓐᓃᒃ ᓴᖅᑮᕙᒃᐸᑦ ᐊᐅᓚᓂᖃᖅᐸᑦ 

ᑕᐃᒫᒃ. ᐊᐱᖅᑯᑎᒋᓗᐊᖅᑕᕋ 

ᑭᖑᕙᖅᓯᒪᓗᐊᓪᓚᕆᖃᑦᑕᕐᖓᑦ ᑕᒪᓐᓇ 

ᐃᖅᑲᓇᐃᔮᖅᑖᕋᓱᒃᓯᒪᔪᑦ ᐊᑯᓃᓗᑦ ᐃᓚᖏᑦ 

ᐅᑕᖅᑭᕙᒻᒪᑕ. ᑕᕝᕙᓂᑑᖏᑦᑑᒐᓗᐊᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐊᑦᑐᐊᔪᒧᑦ ᑕᐃᒫᑑᖏᑦᑐᒐᓗᐊᑦ ᑕᕝᕙ ᐊᐱᖅᑯᑎᒋᕙᕋ. 

ᑭᖑᕙᕈᑕᐅᕙᑦᑐᖏᓐᓇ ᓇᒦᑉᐸ ᓇᑭ ᓴᖅᑭᖅᓯᒪᕙᒃᐸᑦ 

ᑕᐃᒪᐃᑦᑑᓚᕿᕙᒃᐸᑦ ᓱᒻᒪᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕿᓕᖅ. ᒥᔅ 

ᐸᐅᕗ.  

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᒃᑕᐅᖅ ᐊᐱᕆᔪᒃ. ᑖᓐᓇᖅ ᖁᔭᓐᓇᒦᒃᐸᕋ ᑖᓐᓇ 

ᑕᐃᒪᓐᓇᒃ ᑐᓴᒐᔪᒃᑖᓗᕗᑦ. ᑖᒃᑯᐊ ᐅᓄᖅᑐᐊᓗᖕᓄᑦ 

ᐊᒃᓱᕉᓴᖕᓇᒃᑐᒃᑕᖃᕐᒪᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓕᖅᖢᓂᒃ 

ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ ᑎᑎᕋᕐᕕᒃᓴᑭᓐᓂᖅ 

ᐅᑕᖅᑭᔭᕆᐊᖃᖅᖢᑎᒡᓗ ᑕᒪᒃᑯᓂᖓ ᐱᖕᒪᑕ. 

ᒫᓐᓇᕋᑖᖑᓚᐅᖅᑐᖅ ᕿᒥᕐᕈᓇᓚᐅᕋᑦᑕ ᐃᓘᓐᓇᖏᓐᓂᒃ 

ᐃᖅᑲᓇᐃᔮᒃᓴᑦ ᓴᖅᑭᑕᐅᓯᒪᔪᑦ ᐱᔾᔪᑎᒋᔭᑦ. ᑖᓐᓇᖅ 

ᐊᖏᓂᖅᐹᖑᔪᖅ ᕿᒥᕐᕈᓇᒃᖢᑕᒃ ᑖᒃᑯᐊ ᐊᒃᑐᐊᓂᖃᖅᑐᑦ 

ᑭᖑᕙᖅᑕᐅᑐᐊ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᓯᔾᔨᖃᑦᑕᕐᒪᑕ 

ᐱᓕᕆᕕᐅᒃ ᐃᓗᐊᓂᒃ ᐅᕙᑦᑎᓐᓂᓗᒃ ᐱᓕᕆᕕᒃᑕᑦ 

ᐃᓗᐊᓂᒃ ᐱᓕᕆᐊᒃᓴᖃᓗᐊᕐᒪᑕ ᑖᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑭᒃᓴᕐᒪᑕ ᑖᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕈᓐᓃᕌᖓᒥᒃ ᑖᒃᑯᐊᒃ 

ᑭᖑᕙᕈᑎᒋᕙᒃᑕᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓚᐅᑲᓪᓚᒃᑐᓂᒡᓗ 

ᑕᐃᒪᓐᓇ ᐱᔭᕇᖅᑕᐅᒍᓂ, ᑭᓯᐊᓂ ᐃᓄᒃ ᑕᐃᑲᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᓯᒪᒐᑦᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓚᐅᑦᑎᐊᖁᓪᓗᒋᑦ ᐊᓐᓂᐊᖃᕐᓂᖏᑦᑐᓕᕆᔨᒃᑯᑦᑕᐅᒃ 

ᑕᐃᓐᑯᐊ ᕿᒥᕐᕈᓇᖃᑦᑕᕐᒥᒐᑦᑎᒍᑦ ᐊᓐᓂᐊᓯᐅᑎᒃᑯᑦ 

ᐊᖓᔪᖅᑳᖓᑦ ᐊᐱᖅᓱᖃᑕᐅᖃᑦᑕᕆᐊᖃᕐᒥᖕᒪᑕ ᐃᒻᒪᖄᑦ 

ᐃᑲᔪᖅᑕᐅᔭᕆᐊᖃᕐᒥᔪᒍᑦ ᐊᓪᓚᒡᕕᖓᑕᑦ ᐃᓗᐊᓂ 

ᐃᒡᓗᓕᖕᒦᑦᑐᓪᓗ ᑕᐃᒃᑯᐊ ᐋᓐᓂᐊᓯᐅᑏᑦ ᐊᖓᔪᖅᑳᖓᑦ 

ᐃᓚᐅᖃᑦᑕᕆᐊᖃᕐᒪᑦ ᐊᐱᖅᓱᑲᑕᒃᑎᒡᓗᒋᑦ ᑕᒪᒃᑯᓂᖓ 

ᕿᒥᕐᕈᓇᒃᑎᒡᓗᒋᑦ ᑕᐃᒪᓐᓇ ᖃᐅᔨᒪᒐᓗᐊᖅᑐᒍᑦ 

ᓱᒃᑲᓕᒋᐊᒃᑲᓐᓂᕆᐊᖃᕐᓂᖓᓂᒃ ᑕᒪᓐᓇ, ᖁᔭᓐᓇᒦᒃ. 
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Mr. McKenzie: Thank you, Mr. Chair. Thank 

you, Hon. Member, for your question. We did 

provide some feedback, or input, if you will, 

into the original draft framework and action 

plan that was, I believe it was tabled in the 

legislature February 2024. And so they did 

provide us with an opportunity to provide some 

really good feedback. And we noted areas that 

could be strengthened in terms of making the 

plan more measurable, if you will, which was 

in line with some of the recommendations that 

this committee had made in its report that was 

issued the previous year as a result of the 2023 

report. So things including clear timelines, 

which can help track or measure progress 

accountabilities, in terms of again from a 

measurability perspective, understanding and 

accountability in terms of who is required to do 

what. As we note in our report, things like 

targets that can be used again to track and 

understand if the progress that the department 

is making is on track, given its intentions and 

when, or given the targets that it’s trying to 

achieve. To just to maybe conclude, is that yes, 

we have had an opportunity. 

 

I think this also relates to some of the earlier 

questions around performance measurement 

and the role that data plays. I think going 

forward we’ve seen the most recent process 

report that the department released and it talks 

about some of the systems that it has in place. 

But that just underlines the role, I think, that 

moving forward, the important role that the 

progress report will play. 

 

We recognize the department, as was 

mentioned by Deputy Ellsworth yesterday, that 

they are developing an implementation plan 

which they had indicated would include, again, 

more specific information in terms of when 

they anticipate achieving certain goals, if you 

will. So that I think would be a step forward in 

terms of being measurable, but obviously that’s 

still in development so it’s not something that 

we’ve commented on. Thank you. 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕿᓕᖅᑎ 

 

ᕿᓕᖅᑎ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᖁᔭᓐᓇᒦᒡᓗ ᐃᓛᒃ 

ᑕᐃᓐᓇᖅ ᐅᖃᐅᓯᕆᕋᑖᖅᑕᐃᑦ ᑖᓐᓇ ᑐᓴᕆᐅᙱᑕᕗᑦ 

ᑕᐃᒪᐃᓕᕋᑖᖅᑕᐃᑦ ᑭᓯᐊᓂᓕᒃ ᐅᓇ 

ᑖᕗᖓᓕᒫᕌᓗᒃᑐᐃᓐᓇᖅ 

ᓂᓪᓕᐊᒋᕕᒍᑎᒌᓐᓇᑐᐃᓐᓇᕐᓂᐊᖅᐱᑎᒍᑦ 

ᐊᐱᖅᑯᑎᒋᖃᑦᑕᕐᓗᒍᑦ ᑖᒪᓐᓇ ᐊᖅᑭᒋᐊᕆᐊᓕᒃ.  

 

ᐄ, ᑕᒪᒃᑯᐊᑦ ᑕᐃᒪᐃᓕᐅᕆᕗᖓ ᑕᕝᕙ ᖃᐅᔨᒪᓇᖓ 

ᑕᕝᕙᓂ ᐅᖓᑖᓃᑦᑐᒥᒃ ᐱᓕᕆᐊᕆᕙᑉᑕᔅᓯᓐᓂᒃ 

ᑕᐃᒪᐃᓕᐅᕆᕗᖓ ᑭᓯᐊᓂᑦᑕᐅᖅ ᐆᒥᖓᓕ 

ᐃᖅᑲᓇᐃᔮᒃᓴᖅᑕᖃᖅᑎᓪᓗᒍ ᖃᐅᔨᒪᔭᑐᐊᓐᓂᒃ 

ᐱᓕᐊᕆᓵᕈᒥᓇᓲᖑᒻᒪᑕ ᑖᓐᓇ ᑭᖑᕙᖁᓇᒍᑦ 

ᐃᖅᑲᓇᐃᔭᕐᕕᐅᔪᖅ ᑎᒥᐅᔪᖅ ᐃᓐᓄᖁᓪᓗᒍ, 

ᐱᓕᕆᖃᑕᐅᕕᒋᖃᑦᑕᕐᓯᒪᓂᕐᒪᑦ. ᑖᓐᓇ 

ᐅᖃᐅᓯᕆᑐᐃᓐᓇᑲᐃᓐᓇᖅᑕᕋ.   

 

ᑕᐃᒪᓕ ᐅᓇ ᖃᑦᑎᓂᒃ ᖃᑎᐳᓴᒃᑎᒥᒃ 100%−ᖑᑉᐸᑦ 

ᐱᔪᓐᓇᕈᓐᓇᕆᐊᓕᖓ ᖃᑦᑎ ᐳᓴᓐᑎᐅᕙ ᐅᓇᓂ 75%, 

85%−ᓯᒪᑉᐸᑦ ᐊᔪᖏᓐᓂᖓᓂᑦ ᐱᔪᓐᓇᕐᓂᖓᓂᑦ 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᒃᑲᓐᓂᑐᐃᓐᓇᕐᓗᓂ 

ᑲᔪᓯᑎᑕᐅᑦᑎᐊᕈᓐᓇᖅᐹᑦ ᐅᕝᕙᓗ 75% ᐊᑖᓃᑉᐸᑦ 

ᑖᓐᓈᐅᓐᓂᕈᓂ ᐃᖅᑲᓇᐃᔮᒃᓴᖅ 

ᓴᖅᑭᒃᑕᐅᒃᑲᓐᓂᕆᐊᖃᖃᑦᑕᖅᐹᖅ ᖃᓄᖅ ᐊᑐᐊᒐᖅ ᖃᔅᓯ 

ᐳᓴᓐᑎᖓᓃᑦᑐᒥᒃ ᓇᓗᓇᐃᖅᓯᓯᒪᕕᓯ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑖᓐᓇ ᐱᒻᒪᕆᐅᒻᒪᑦ ᑕᒪᓐᓇ 

ᓯᕗᒧᐊᖅᑕᐅᑎᓪᓗᒍ ᐊᖅᑭᒃᓯᐅᑎᓪᓗᒋᑦ ᒐᕙᒪᒃᑯᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᓐᓂᒃ ᑕᐃᒪᓐᓇ ᓄᓇᓕᖕᓂᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᒃᑎᓪᓗᒋᑦ ᓄᓇᓕᖕᓂᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᒃᑲᓐᓂᖁᓪᓗᒍ ᐃᓄᖕᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᒃᑲᓐᓂᕐᓗᑕ. 

 

ᐃᓚᖏᑦ ᐱᔾᔪᑎᐅᔪᖅ ᐃᒪᓐᓇᒃ ᐃᖅᑲᓇᐃᔭᒃᓴᓂᒃ 

ᑭᓱᓕᕆᔭᕆᐊᖃᕐᒪᖔᑦᑕᑦ ᒪᓕᒐᖏᑦ 

ᐊᒃᐸᓱᓐᓂᖅᓴᐅᑎᓐᓇᓱᖃᑦᑕᖅᑲᕗᑦ 90%-ᖏᑦ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔮᒃᓴᐃᑦ, ᑕᐃᒪᓐᓇ ᐊᔾᔨᖓᓂᒃ ᑐᓂᔭᐅᔪᓐᓇᖅᑐ 

90%-ᐅᑉᐸᑦ. ᑕᐃᒪᓐᓇ ᑕᐃᒪᓕ ᐊᕐᕌᕈᓄᑦ ᑕᓪᓕᒪᓄᑦ 

ᐃᖅᑲᓇᐃᔭᓕᒪᒍᕕᑦ ᑖᓐᓇᑦᑕᐅᖅ ᑕᓐᓇ 

ᐱᖅᑲᓯᐅᔾᔭᐅᒐᔪᒻᒥᔪᖅ ᐊᔪᖏᓐᓂᕆᔭᖓᓂ 

ᐃᖅᑲᓇᐃᔮᖅᑕᕋᓱᒃᑐᓄᑦ ᕿᒥᕈᓇᖅᑎᓪᓗᑕ ᖃᐅᔨᒪᔪᒍᑦ 
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Chairman: Thank you. Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman, and thank you for your response. 

 

(interpretation ends) I would like to ask the 

Department of Family Services in 2023 this 

committee recommended that Family Services 

present its strategic plan no later than the winter 

sitting, 2024, and that it became clear and 

concise commitments with measurable 

outcomes, specific guidelines and 

accountabilities. The Family Wellness 

Ilagiitsiarniq action plan was tabled was 

October 28, 2024. What challenges did the 

department face in developing and finalizing 

the action plan? And additional question is, was 

the strategic action plan developed by the 

departmental staff or by a contractor? 

(interpretation) Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. I’ll 

speak to the first part of the question first, 

which was with respect to challenges. One of 

the main challenges was where do we start? 

There was so much literature review to 

undertake, to understand. In addition to the 

Auditor General’s report in 2023, there were 

previous reports. There were several 

recommendations made by the Representative 

For Children and Youth towards the 

Department of Family Services to consider. 

There was a conversation are with respect to 

how to begin the development of the 

framework. Among several other challenges, 

quite frankly. As I mentioned earlier this 

morning, Mr. Chair, we had to start from 

scratch, in my respectful opinion. 

 

The framework that was tabled in February 

2024 was the result of that internal analysis. 

We did use a third-party resource to guide our 

work, but decisions around pillars and 

ᒐᕙᒪᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᓚᐅᐱᓪᓚᖃᑦᑕᖅᑐᓂ 

ᐅᖃᖃᑎᖃᖃᑦᑕᕋᑦᑕ.  

 

ᑖᓐᓇ ᐃᖅᑲᓇᐃᔭᓚᐅᐱᓪᓚᑦᑐᖅ ᑕᐃᒃᑯᐊ ᐊᖅᑯᓵᕈᑎᑕᕗᑦ 

ᒐᕙᒪᒃᑯᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᓕᕈᓐᓇᖅᑐᑦ, ᑖᒃᑯᐊ 

ᐊᖅᑯᑎᐅᒻᒥᔪᑦ ᑕᐃᒪᓐᓇ ᐃᖅᑲᓇᐃᔭᕈᓐᓇᐅᑎᖏ 

ᐱᓕᕆᔪᓐᓇᖅᑕᖏ ᒪᓕᑦᑎᐊᖅᐸᒋᑦ, ᐊᔪᖏᑉᐸᒋᑦ, 

ᐃᖅᑲᓇᐃᔭᑦᑎᐊᖅᐸᓪᓗ ᐊᕐᕌᒍᑕᒫᖅ ᑕᐃᒪᓐᓇ 200-

ᓐᓇᓚᐅᖃᑦᑕᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᖅᑲᓇᐃᔭᓚᐅᐱᓪᓚᑦᑐᓂᒃ ᐃᖅᑲᓇᐃᔭᐃᓐᓇᖅᑐᓄᑦ 

ᐃᓕᔭᐅᖃᑦᑕᖅᑐᑦ ᐃᓕᓐᓂᐊᓯᓐᓈᖃᑦᑕᕐᒪᑕ 

ᐃᖅᑲᓇᐃᔭᓚᐅᐱᓪᓚᑦᑎᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕿᓕᖅᑎ.  

 

ᕿᓕᖅᑎ (ᑐᓵᔨᑎᒍᑦ): ᑕᒪᓐᓇ ᐱᔭᕐᓂᖏᑦᑐᓪᓚᕆᐊᓗᒃ 

ᒫᓐᓇ ᐋᖅᑭᑦᑕᐅᓯᒪᓂᖓ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᓱᓐᓂᖅ 

ᐱᔾᔪᑎᒋᓪᓗᒍ.  

 

ᑖᓐᓇ ᐃᖅᑲᓇᐃᔮᔅᓴᖅ 90%-ᒥ ᐅᖃᐅᓯᕆᕋᑖᖅᑕᐃᑦ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᑕᐃᒪ ᖃᓄᖅ ᑕᑯᓐᓇᕈᓐᓇᖃᑦᑕᕆᕕᓯᐅᒃ 

ᐃᓕᙵᓕᕐᓂᖓ ᐊᑯᓂ 5-11 years ᑕᕝᕙᓃᓯᒪᓕᕐᓗᓂ 

ᑭᓯᐊᓂ ᐸᐃᑉᐹᖃᙱᒻᒪᑦ ᐱᔪᓐᓇᓪᓚᕆᓕᕋᓗᐊᖅᑐᓂ 

ᐃᓛᒃ ᐊᒥᓱᑦ ᓇᓗᓇᙱᑦᑎᐊᕐᒪᑦ 

ᐃᖅᑲᓇᐃᔮᖅᑖᒐᓱᒍᓐᓇᖃᑦᑕᖏᒻᒪᑕ 

ᐸᐃᑉᐹᖅᑎᒍᐃᓐᓇᐅᒻᒪᑦ, ᑕᑯᔅᓴᕈᖅᑎᑦᑎᓗᓂ 

ᐃᓕᓴᕆᔭᐅᔾᔪᑎᓂ ᐱᔭᕇᓯᒪᓂᕐᒧᑦ. ᑕᒪᓐᓇ ᖃᓄ 

ᑕᑯᓐᓇᖅᓯᒪᕕᓯᐅᒃ ᐅᓪᓗᒥᐅᓕᖅᑐᖅ 

ᐱᔪᓐᓇᖅᓯᓯᒪᓪᓗᐊᓕᖅᑐᓂᒃ ᐃᖅᑲᓇᐃᔮᕆᖃᑦᑕᖅᓯᒪᔭᖏᑦ 

ᒪᓕᓪᓗᒋᑦ ᐸᐃᑉᐹᖃᙱᒃᑲᓗᐊᕐᕈᓂ ᑖᔅᓱᒥᖓ 

ᐃᓕᓴᖅᓯᓯᒪᖃᓯᐅᔾᔨ ᐃᓛ ᓴᙱᔫᑎᑉᐱᓯᐅᒃ, ᐊᐅ 

ᓴᙲᑦᑑᑎᑉᐱᓯᐅᒃ, ᐅᕝᕙᓗ ᐊᑑᑎᖃᖅᑎᖏᑉᐱᓯᐅᒃ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ ᑕᒪᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔮᕆᖃᑦᑕᖅᓯᒪᔭᖏᑦ ᐃᓱᒪᒋᖃᓯᐅᑎᖃᑦᑕᖅᑕᕗᑦ. 

ᐋᓐᓂᐊᓯᐅᖅᑎᐅᒍᕕᑦ ᐋᓐᓂᐊᓯᐅᖅᑎᐅᔪᑎᑦ ᑭᓯᐊᓂᐅᒻᒪᑦ, 

ᑕᒪᒃᑯᐊᓕ ᐊᓯᔾᔨᕈᓐᓇᖏᓐᓇᑦᑎᒃᑯᑦ ᐊᒻᒪᓗ ᐃᓄᓕᕆᔩᑦ. 

ᑭᓯᐊᓂ ᒪᑐᐃᖓᑦᑎᐊᖅᑐᒍᑦ ᒪᑯᐊ 

ᐃᖅᑲᓇᐃᔮᕆᖃᑦᑕᖅᓯᒪᔭᖏᑦ ᐃᓱᒪᒋᖃᓯᐅᑎᓯᓐᓈᕐᓗᒋᑦ 

ᐃᓱᒪᒃᓴᖅᓯᐅᕈᑎᒋᔭᐅᖃᓯᐅᔾᔭᐅᒍᓐᓇᖅᑐᑦ, ᐊᒻᒪᓗ 

ᑕᒪᒃᑯᐊ ᐱᕙᓪᓕᐊᔾᔪᓰᑦ ᐱᓪᓗᒋᑦ ᓲᕐᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 7-8ᖑᔪᑦ ᑕᐃᒃᐊ 

ᑐᖏᓕᕇᖅᑐᑦᑕᐅᓯᒪᔪᑦ ᐋᖅᑭᖅᓱᖅᑕᐅᓯᒪᖃᑦᑕᕐᒪᑕ. ᑖᓐᓇ 

ᐃᓄᒃ ᐊᐱᖅᑯᑎᒃᓴᖃᕈᓂ ᐊᑭᑦᑐᕋᐅᑕᐅᔪᒥᒃ ᐱᔭᐅᙱᒃᑯᓂ 
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outcomes were guided by our internal teams at 

the Department of Family Services through 

engagement with managers and supervisors and 

directors. 

 

The framework, as I mentioned yesterday, 

Mr. Chair, was the first part of meeting our 

obligations under the Katujjikatiginik article 32 

policy, which then authorized us to begin 

community consultations that informed not 

only the community consultations, but 

engagements with Nunavut Tunngavik 

Incorporated. So together with those 

engagements and community consultations 

formed the basis of the strategic plan that was 

tabled October 28, 2024. 

 

I recognized early on the urgency with which 

we had to respond, but I had to balance that, or 

we had to balance that, Mr. Chair, with the 

reality that we wanted to get it right. So 

although we provided as hastefully as we 

possibly could, we recognized that if we were 

going to make this sustainable and 

long-standing, we needed to address all of the 

issues, but we needed to do it in a principled 

and structured way to ensure that the work 

we’re doing and the resources that were being 

invested into the development of the framework 

and the plan, there was value for dollar in those 

investments. 

 

Lastly, Mr. Chair, I would say that, yes, we did 

have some assistance in the development of the 

strategic plan through various third-party 

resources, because we wanted, again, to get it 

right. We brought in experts in child welfare; 

we brought in experts in change management 

and other areas of the work that we’re going to 

do as we moved towards transformational 

change. And it is quite transformational, 

Mr. Chair, that is required to see the 

Department of Family Services meet its full 

potential and to be able to achieve its statutory 

mandate. Thank you, Mr. Chair. 

 

ᐊᔪᐃᓐᓈᕆᔪᓐᓇᖅᑕᖓ ᑭᒥᕐᕈᓇᖅᑕᐅᑲᓐᓂᖁᓪᓗᓂᐅᒃ 

ᐅᕝᕙᓘᓐᓂᒃ ᑕᐃᒪᓐᓇ ᐱᕕᖃᖅᑎᑕᐅᓲᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕿᓕᖅᑎ.  

 

ᕿᓕᖅᑎ (ᑐᓇᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖃᓄᖅ 

ᑕᐃᒪ ᓈᓴᐅᑎᖏᑎᒍᑦ ᐋᖅᑭᑦᑕᐅᓯᒪᖃᑦᑕᕐᐸᑦ 

ᐃᖅᑲᓇᐃᔭᓕᒻᒪᒃᓯᒪᓇᖓ ᒪᓕᒡᓗᒋᑦ ᐱᓕᒻᒪᒃᓯᒪᖦᖤᖅᐳᖅ, 

ᐊᒻᒪᓗ ᐸᐃᑉᐹᖁᑎᖃᖦᖤᖅᐳᑦ ᐋᓐᓂᐊᓯᐅᖅᑎᐅᓂᕐᒧᑦ, 

ᐊᒻᒪᓗ ᐊᓯᐊ ᐱᓕᒻᒪᒃᓯᒪᓪᓚᕆᑦᑐᐊᓘᓗᓂ ᖃᓄᖅ 

ᓈ.ᓴᐅᑎᖏᑦ ᐋᖅᑭᖅᓱᖅᑕᓯᒪᖃᑦᑕᖅᐸᑦ? ᓲᕐᓗ 

ᐱᓕᒻᒪᒃᓯᒪᓂᖓ ᑖᓐᓇ ᖁᕝᕙᓯᒃᐹ ᓈᓴᐅᑖ? ᑕᒪᓐᓇᖃᐃ 

ᓇᓗᓇᐃᔭᒃᑲᓐᓂᑲᐃᓐᓇᕈᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐸᐅᕗ. 

 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᓐᓇ 

ᐊᑕᐅᓯᕐᒥᒃ ᐊᕐᕌᒍᒥᒃ ᐃᓕᓐᓂᐊᖅᓯᒪᒃᐸᑦ ᐱᓕᒻᒪᒃᓯᒪᓂᕐᒧᑦ 

ᐃᓛ ᐱᓕᒃᓯᒪᖓ ᐃᓕᓐᓂᐊᖅᓯᒪᓂᕐᒧᑦ 

ᐋᖅᑭᑦᑕᐅᓯᒪᖃᑦᑕᖅᑐᖅ, ᐊᒻᒪᓗ ᐱᓕᒻᒪᒃᓯᒪᓂᖓ 

ᐊᕐᕌᒍᖕᓄᑦ ᒪᕐᕉᓐᓄᑦ ᐋᖅᑭᒃᑕᐅᓯᒪᖃᑦᑕᖅᖢᓂ, 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᕿᓕᖅᑎ 

 

ᕿᓕᖅᑎ: ᖁᔭᓐᓇᒦᒡᓗ ᑖᔅᓱᒧᖓ ᐊᐱᖅᓱᕈᓐᓇᕋᑖᕋᒃᑭᑦ.  

 

ᓴᖑᒍᒪᔪᖓᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑕᐃᓐᓇᓗ  

ᐅᓐᓂᓗᒃᓴᕐᕕᐅᖃᑦᑕᕈᓐᓇᖅᑐᖅ ᐃᓛᒃ 

ᑕᑕᑎᖅᑕᐅᖃᑦᑕᕈᓐᓇᕋᔭᖅᑐᒥᒃ ᐅᖃᐅᓯᕆᓯᒪᔪᑦ ᑖᓐᓇ 

ᓄᑖᖅ ᖃᖓᒃᑯᑦ ᐊᑐᓕᕆᐊᕋᔭᕐᒪᖔᑦ ᓇᓗᓇᐃᖅᓯᓯᒪᕕᓯᑦ 

ᐅᓪᓗᖓᓂ ᐅᕙᓂ ᓴᖅᑭᔮᓕᕐᓗᓂ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐊᓪᓚᒡᕕᖏᓐᓂᑦ ᐊᐱᖅᑯᑎᒋᔪᒪᓕᕐᒥᔭᕋ ᑐᓴᕈᒪᓪᓗᒍ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐱᒻᒪᕆᐊᓘᒻᒪᑦ ᑖᓐᓇ ᖃᓄᖅ 

ᐱᓕᕆᐊᒃᓴᓄᑦ ᖃᐅᔨᒪᔾᔪᑕᐅᓗᓂᓗ ᐊᒻᒪ 

ᐊᖅᑭᒋᐊᕈᑎᕙᓪᓕᐊᔪᓄᑦ ᐅᓐᓂᓪᓗᒃᓴᒃᑐᓄᓪᓘᓐᓃᑦ 

ᑕᒪᒃᑯᓄᖓ ᑕᑕᑎᕆᓯᒪᔪᓂᒃ ᐃᖏᕐᕋᓂᖓᓄᑦ ᑎᒥᐅᔪᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑖᓐᓇ ᖃᖓᒃᑯᑦ 

ᐊᑐᓕᕆᐊᒃᕕᒃᓴᖃᙳᐊᖅᑑᔮᖅᐸᒃ, ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᕕᐊᓱᒃᑐᖓ ᑕᐃᓐᓇᖅ ᑎᑎᕋᕐᕕᒃ ᐊᐅᓚᓕᖅᑐᖅ.  
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Chairman: Thank you. Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman, and thank you for your response. 

 

(interpretation ends) Family Services tabled its 

Ilagiitsiarniq Family Wellness Strategic 

Framework in February 2024, followed by the 

Strategic Framework Progress Update report in 

May 2024. The family wellness Ilagiitsiarniq 

Action Plan was tabled in October 2024, 

followed by another strategic framework 

progress update work in February 2025. 

However, the progress update report does not 

correspond to the action plan. 

 

Can you clarify how these documents are 

intended to be used to inform the Assembly and 

the members of the public about what Family 

Services is doing to address issues raised in the 

Auditor General’s report. (interpretation) 

Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. I would 

respectfully submit that the update, or the 

initiating document was the framework, so I 

think we could probably use “framework” and 

“plan” somewhat interchangeably, I would 

submit. I do know, however, that the next 

progress update will be an update on the 

strategic plan, and moving forward that will be 

the format we follow. 

 

Mr. Chair, I believe there was a second part of 

that question that escapes me, Mr. Chair. 

 

Chairman: Thank you. It was, what is the 

department being used to inform members of 

the public about what Family Services is doing 

to address issues raised in the Auditor 

General’s reports. Go ahead, please. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, as I mentioned in previous appearances, 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᓇᓗᓇᐃᖅᑕᐅᖕᒪᑦ 

ᒪᑐᐃᓚᐅᖅᑐᖅ, ᖁᔭᓐᓇᒦᒃ. ᓇᓃᑉᐸᒃ ᑕᐃᓐᓇ ᐊᒻᒪ ᖃᔅᓯ 

ᐃᖅᑲᓇᐃᔭᖅᐸᑦ ᑕᐃᑲᓂ ᑐᑭᓯᒃᑲᓐᓂᕐᓂᐊᕋᑦᑕᖅ 

ᖃᓄᐃᓕᖓᒻᒪᖔᑦ ᑕᐃᖕᓇ ᑎᑎᕋᕐᕕᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᓐᓇ 

ᑎᑎᕋᕐᕕᒃ ᓱᕈᓯᓄᑦ ᐊᐅᔭᑦᓯᓕᕆᔭᐅᔪᓄᑦ ᐊᑕᓃᑦᑐᖅ 

ᐊᒻᒪᓗ ᑕᐃᑲᓂᒃ ᐱᐅᓂᖅᐹᕐᒥᒃ ᓴᖅᑭᔮᖅᑎᑦᑎᓇᓱᖕᓂᕐᒧᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑎᓴᒪᐅᖅᑰᖅᑐᓂᒃᑯᐊᑦ ᑕᐃᑲᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᒫᓐᓇ ᐃᓐᓄᒃᑕᐅᓯᒪᒡᓗᑎᒃ ᑕᒪᒃᑯᐊᓗ 

ᐃᖅᑲᓇᐃᔮᒃ ᐃᓕᐅᖅᑲᖅᓯᒪᕙᒌᖅᑯᓚᐅᕐᓯᒪᔭᕗᑦ 

ᑭᐅᒃᑕᒃᑭᐊᖃᑦᑕᕈᓐᓇᕐᓂᐊᕐᒪᑕ ᑕᖅᑲᐅᖓ 

ᓂᓪᓕᐅᑎᒋᓚᐅᖏᓐᓂᑦᑎᓐᓂᒃ, ᐄ ᐃᖏᕐᕋᓕᖅᑐᖅ. 

ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐃᓚᒃᑲᓐᓂᕐᓗᒍᖃᐃ. 

ᑕᐃᒃᑯᑎᒎᓇᖅ ᑭᓱᒃ ᐊᑐᐃᓐᓇᐅᕙᒃ? ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ 

ᐃᐅᓪᔅᕗᑦ  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᒫᓐᓇᐅᔪᖅ ᐅᐃᕖᑦ ᐅᖃᐅᓯᖓ ᑖᓐᓇ ᐊᒃᓱᕈᕐᓇᖅᑐᑐᐊᖅ. 

ᑕᐃᒃᑯᐊ ᐅᖃᓪᓚᖃᑎᖃᕈᓐᓇᖅᑐᑦ ᑕᐃᑲᓃᑦᑐᓂᒃ 

ᐅᖃᓛᐅᑎᒃᑯᑦ, ᐊᑭᖃᖏᑦᑐᒃᑯᑦ, ᖃᕆᓴᐅᔭᒃᑯᑦ 

ᐃᑭᐊᖅᑭᕕᒃᑯᑦ, ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪ 

ᖃᓪᓗᓇᐅᔭᕈᓐᓇᖏᑦᑐᒥᒃ ᑕᐃᑯᙵᖅᑐᖃᖅᐸᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕐᒥᔪᒍᑦ ᑕᐃᑲᓂ ᑐᑦᑕᕐᕕᖕᒥᑦ 

ᐃᓄᒃᑎᑑᕈᓐᓇᖅᑐᒥᒃ ᐃᓱᒫᓗᒍᑎᒋᔭᒥᓂᒃ 

ᓇᓗᓇᐃᔭᐃᔪᓐᓇᕐᓂᐊᕐᒪᑦ. 

 

ᐊᒻᒪᓗ ᐃᓚᒃᑲᓐᓂᕐᓗᒍᑦ ᑖᒃᑯᐊᑦ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᑦ 

ᑕᒪᒃᑯᓄᖓ ᓱᓕ ᓴᖅᑭᔮᖅᑎᑦᑎᓪᓚᕆᖏᑦᑐᑦ ᖃᓄᐃᑦᑐᓂᒃ 

ᐊᑐᐃᓐᓇᕈᐃᖃᑦᑕᕐᒪᖔᑦ ᑐᑭᓯᒋᐊᕈᑎᒃᓴᓂᒃ 

ᐊᖅᑭᒃᓱᐃᓂᐊᖅᑐᒍᑦ ᑕᖅᑲᒃᑯᐊᑦ ᑐᑭᓯᓂᐊᕐᒪᑕ ᑭᓱᓂᒃ 

ᐊᐱᖅᑯᑎᖃᖃᑦᑕᕈᓐᓇᕐᓂᐊᕐᒪᖔᑦ ᐊᒻᒪᓗ 

ᓈᓚᐅᑎᒃᑰᕐᓂᖅ ᑕᒪᓐᓇ ᐊᑐᖅᑕᐅᓪᓚᕆᒻᒪᑦ 

ᓈᓚᒃᑕᐅᖏᓐᓇᐸᓗᒃᖢᓂᓗ ᑕᐃᓐᓇ ᐊᖅᑯᑎᒋᓂᐊᕐᒥᔭᕗᑦ 

ᐊᒻᒪᓗ ᕙᐃᔅᐳᒃᑯᑦ ᑕᒪᒃᑯᐊᓗ ᐊᑭᕐᖓᒥᐅᑕᐃᓪᓗ 

ᑕᑯᔭᒃᓴᑦ. ᑕᐃᒪᐃᓕᐅᓛᕈᒪᔪᒍᑦ 

ᐱᐅᓯᒃᑲᓐᓂᕐᕕᒃᓴᖃᖅᖢᓂ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᓯᐊᓄᑦ, ᒥᔅ 

ᐳᕉᔅᑐ 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᑎᕐᕕᒋᓗᒍᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑐᕌᖓᔪᑦ ᑖᓐᓇ 

ᑭᖑᓪᓕᖅᐹᖅ ᐊᐅᓚᑦᑎᓂᕐᒧᑦ ᑐᕌᖓᔪᖅ. ᒥᓂᔅᑕᐅ 

ᑐᖏᓕᐊ ᐅᖃᖅᑲᐅᖕᒪᑦ ᐊᑉᑲᐅᒥᒎᖅ ᐊᑐᕐᒪᑕ ᐊᑉᑲᐅ, 
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we recognized early on in the development of 

the framework and the plan that the department 

doesn’t communicate well with Nunavummiut 

about programming, and I think I may have 

alluded to this earlier in this proceeding, or in 

the proceeding previous, which is why 

simultaneously we’ve developed a 

communications strategy which is near 

completion. 

 

This communications strategy will seek to 

update the public on the steps that we’re taking 

to address the issues that were identified by the 

Office of the Auditor General. It will also have 

nuances around deployment of information 

with respect to the nature and scope of the 

programs that we offer. 

 

It also creates an internal framework, Mr. 

Chair, because what we heard, what was 

happening on the front line the executive either 

wasn’t aware or was unwilling. I don’t know, I 

guess, Mr. Chair. But this communication 

strategy also seeks to create pathways of 

information, so that while things are happening 

on the front line, the executive is well informed 

so that if there are additional resource needs in 

response to what may be happening in a 

specific incident or community, that we can 

activate teams quickly to ensure that they are 

responsive. I hope that answers the question, 

Mr. Chair. Thank you. 

 

Chairman: Thank you. Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman. (interpretation ends) In paragraph 26 

of the audit report it states that Family Services 

had not prioritized its actions. Are you prepared 

to table an update of the Family Wellness 

Ilagiitsiarniq Action Plan which prioritizes the 

department’s proposed action by the 

Assembly’s next sitting? (interpretation) Thank 

you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

ᐴᓯ, ᐴᕐᓴᐃ ᖃᓄᖅᑎᐊᒃᑭᐊ ᐅᖃᖅᑕᐅᖃᑦᑕᖅᑑᒐᓗᐊᖅ. 

ᑭᓯᐊᓂ, ᐅᑯᐊ ᐸᕐᓇᐅᑏᑦ ᐃᓗᐊᓂ ᐅᖃᖅᓯᒪᒻᒪᑦ 

(Carters 8 Step−ᒥᒃ) ᐊᑐᖅᑐᑦ. ᐊᓯᐊᓄᑦ ᓴᖑᓐᓂᕋᔅᓰ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᓯᐊᓄᑦ 

ᓴᖑᙱᑦᑐᒍᑦ ᑭᓯᐊᓂ ᐃᓕᓐᓂᐊᖅᑎᑕᐅᒃᑲᓂᖅᓯᒪᔪᑦ 

ᑕᐃᒃᑯᐊ ᑕᒪᒃᑯᓂᖓ ᐱᓕᕆᔨᐅᔪᑦ 

ᓇᓗᓇᐃᖅᓯᑐᐃᓐᓇᖅᓯᒪᔪᒍᑦ ᑕᐃᒃᑯᐊ ᐊᖏᔪᖅᑲᐅᑎᖏᑦ 

ᐊᓯᔾᔨᖅᓯᒪᓕᕐᒪᑕ. ᑖᓐᓇ ᖃᐅᔨᒪᔮᕆᔭᐅᔭᕆᐊᓕᒃ ᐊᒻᒪᓗ 

ᑕᓐᓇ ᐅᕙᑦᑎᓐᓄᑦ ᐃᑲᔫᑎᖃᖃᑦᑕᖅᑐᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓪᓗ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᕐᒧᑦ 

ᐃᓕᖅᑭᕙᓪᓕᐊᒍᑎᒋᖃᑦᑕᕐᓱᓂᔾᔪᒃ ᐋ ᐃᒻᒥᒧᖓᓪᓗᑎᒃ 

ᐃᖅᑲᓇᐃᔮᒥᓂᓪᓘᓐᓃᒃ ᐱᔾᔪᑎᖃᖅᖢᑎᒃ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᓯᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᑐᑯᓯᓇᖅᓯᑎᒃᑲᓐᓂᕐᓗᒍ. ᐅᑯᐊ 

ᒪᕐᕉᕚᒃ ᐅᖃᐅᓯᕆᔭᕗᒃ? ᓇᓕᐊᒃ ᐊᑐᖅᑕᐅᕙ? Carter’s 

8 Step ᐊᑐᖅᑕᐅᔪᓐᓃᖅᐹ ᑕᒪᑐᒧᖓ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒎᙱᑦᑐᖅ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑕᒪᒃᑮᓐᓂᒃ ᐊᑐᖅᑐᒍᑦ, ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓂᖅ ᑕᒪᓐᓇ 

ᐋᖅᑎᑦᑎᐊᖅᓯᒪᖁᓪᓗᒍ. ᐊᔾᔨᒌᙱᑦᑐᒐᓚᐅᒻᒪᑕᐃᒃᑯᐊ 

ᐊᑐᖅᑕᐅᔾᔪᓯᖏᑦ ᑕᐃᓐᓇ ADCAR ᐅᖃᐅᓯᕆᔭᕋ 

ᐋᖅᑭᑦᓱᐃᔾᔪᑎᒋᔭᐅᔪᓐᓇᖅᑐᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᑖᓐᓇ 

ᑐᕌᖓᔪᖅ. ᐊᓯᔾᔨᐸᓪᓕᐊᓂᖅᐳᑦ ᑕᒪᓐᓇ 

ᐃᖏᕐᕋᑦᑎᐊᖁᓪᓗᒍ ᑕᒪᒃᑯᐊ ᐋᖅᑭᒃᓱᖅᐸᓪᓕᐊᔭᕗᑦ 

ᐊᑐᖅᑕᐅᖁᓪᓗᒍ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ.   

 

ᐳᕉᔅᑕ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒪᓐᓇ 

ᐅᐃᒻᒪᐅᑎᒋᒐᒃᑯ ᐃᖅᑲᓇᐃᔮᕆᔭᕋᓄᑦ ᐅᐸᓗᖓᐃᖅᖢᖓ 

ᑕᐃᒃᑯᐊ ᐸᐃᐹᑦ ᖃᐃᑕᐅᖃᑦᑕᖅᑐᑦ ᐅᖃᓕᒫᖅᓱᒋᑦ 

ᑭᓯᐊᓂ ᐅᐸᓗᖓᐃᔭᖅᐸᓪᓕᐊᔾᔪᑎᒋᖃᑦᑕᕋᒃᑭᑦ ᑭᓱᓂᒃ 

ᐊᐱᖅᑯᑎᖃᕐᓂᐊᕐᒪᖔᑦ. ᐅᑯᐊ ᐊᐅᓚᔾᔭᐃᔾᔪᑏᑦ, 

ᐸᕐᓇᐅᑏᑦ, September 2024−ᒥᒃ 

ᓴᖅᑭᑕᐅᓚᐅᖅᓯᒪᒻᒪᑕ ᐅᕗᖓ ᑐᕌᖓᓂᕋᔅᓴᓚᐅᖅᓯᒪᕗᖅ 

ᑕᐃᔅᓱᒪᓂ ᐊᓯᔾᔨᖅᑕᐅᓂᖓ ᑕᐃᒪ ᑖᓐᓇ ᑐᑭᒧᐊᕈᑏᑦ 

ᐸᕐᓇᐅᑖ ᐅᖃᐅᓯᕆᕙᕋ. ᐊᓯᖏᓐᓂᑦᑕᐅᖅ 
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Mr. Ellsworth: Thank you, Mr. Chair. Barring 

any mass catastrophes, that is the intention, Mr. 

Chair. Thank you. 

 

Chairman: Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman. We’ll expect that, then. Thank you. 

 

(interpretation ends) This one is under staffing 

for Family Services and Human Resources. 

Why is there no funded foster care coordinator 

position for North Baffin? (interpretation ends) 

Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Mr. Chair, with respect to the 

foster care coordinator in north Baffin that 

purportedly isn’t funded, I would ask that Ms. 

Rogers respond to that, please, Mr. Chair. 

Thank you. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Thank you, Mr. Chair. As you 

know, as we are working to reorganize Family 

Wellness, and we’ve spoken about this, with 

that comes business cases, request for funding, 

and we look at resource allocation. That will, if 

it’s not funded now, it will be, because that is a 

part of our vision moving forward. We do use 

other mechanisms like unfunded casual staffing 

actions until we do have those funding pieces in 

place. 

 

Foster care coordination is very important, and 

I spoke about it here a little while ago, talking 

about the need to have a team that actually 

oversees foster care and the recruitment of 

foster parents, the training for foster parents, 

and even providing support for foster parents, 

they have someone they can reach out to, that 

sort of thing. So that program is still in 

ᐊᓯᔾᔨᖅᔪᐊᖅᑐᖃᕐᓂᐊᕆᕚ? ᐅᕝᕙᓘᓐᓃᑦ ᐊᓯᖏᓐᓂ 

ᑐᓴᐅᒪᔾᔪᑎᓂᒃ ᐱᑕᖃᖅᐸᑦ ᑐᑭᓯᒃᑲᓐᓂᐅᑎᒃᓴᓂᑦ 

ᐅᕙᑦᑎᓐᓄᑦ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᓐᓇ 

ᐋᖅᑭᒃᑕᐅᓚᐅᖅᓯᒪᔪᖅ ᑖᓐᓇ ᑎᒥᖁᑎᕗᑦ ᑐᑭᓯᓇᖅᑐᒧᑦ 

ᑐᕌᒐᖃᕐᓂᐊᕋᑦᑕ ᐊᒻᒪᓗ ᒪᓕᒐᓕᐅᕐᕕᒻᒧᑦ ᓴᖅᑭᑕᐅᓛᖅᑐᑦ 

ᑖᒃᑯᐊ ᐃᓗᐊᓃᑦᑐᑦ ᐊᓯᔾᔨᖅᐸᓪᓕᐊᓕᕐᓂᖅᐸᑕ 

ᐊᑐᐃᓐᓇᐅᓕᕌᖓᑕ, ᐊᒻᒪᓗ ᐅᖃᒃᑲᓐᓂᖅᑲᐅᒐᒪ 

ᐃᒃᓯᕙᐅᑖᖅ ᐊᓯᔾᔨᖅᓯᕙᓪᓕᐊᓕᖅᑎᓪᓗᑕ ᑕᐃᒃᑯᐊᓗ 

ᐃᓱᒫᓘᑎᒋᔭᐅᔪᑦ ᑲᓇᑕᒥ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒧᑦ 

ᓇᓗᓇᐃᖅᑕᐅᓚᐅᖅᓯᒪᔪᑦ ᐋᖅᑭᒐᓱᒃᐸᓪᓕᐊᒐᑦᑎᒃᑯᑦ. 

ᐃᓛᓐᓂ ᑭᓱ ᐱᓕᕆᔭᕋᓗᐊᕗᑦ ᓴᒃᑯᓪᓗᒍ 

ᑭᓯᐊᓂᐅᓕᓲᖑᒻᒪᑦ ᓴᖅᑭᑦᑐᒪᔭᑦᑎᓐᓄᑦ 

ᐊᑑᑎᖃᕈᓐᓃᕌᖓᑦ ᐊᒻᒪᓗ ᐅᖃᖅᑲᐅᒻᒥᒐᒪ 

ᓴᖓᔭᕆᐊᖃᖃᑦᑕᖅᑐᒍᑦ ᐃᓚᖏᑦ ᒪᒃᑯᑦᑐᓄᓪᓗ 

ᓱᕈᓯᕐᓄᕐᓗ ᑕᐃᒃᑯᐊ ᐃᓄᐃᑦ ᑲᑐᔾᔨᖃᑎᒌᖏᑦ 

ᐃᓚᖏᓐᓂᑦ ᐱᔭᑦᓴᖅᑖᕆᔭᐅᓯᒪᔪᓂᑦ ᑎᒍᓯᔪᓐᓇᖅᑐᑦ 

ᐱᖁᔭᕐᔪᐊᖅ ᒪᓕᒡᓗᒍ, ᐊᒻᒪᓗ ᐸᕐᓇᐅᑏᑦ. 

 

ᐊᓯᔾᔨᕐᓇᖅᑕᖃᕐᓂᐊᖅᑐᖅ, ᑐᓴᐅᒪᑎᑕᐅᖏᓐᓇᓂᐊᖅᑐᓯ 

ᖃᓄᐃᑉᐸᓪᓕᐊᓕᕐᒪᖔᑦᑕ. ᐊᒻᒪ ᐅᖃᖅᑲᐅᒐᒪ, 

ᓴᖑᖃᑦᑕᓚᐅᑲᒡᓗᑕ ᑭᓯᐊᓂ ᐊᖑᒻᒪᑎᔪᓐᓇᓂᐊᖅᑐᒍᑦ, 

ᑕᖅᑲᒃᑯᐊ ᓄᓇᓖᑦ ᐊᒻᒪᓗ ᐃᓚᔮᕇᑦ ᑭᖒᒪᔭᖏᑦ 

ᓴᖅᑭᑕᐅᖁᒡᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᒫᓐᓇ 

ᐅᖃᕈᒪᑲᐃᓐᓇᖅᑐᖓ ᑖᒃᑕ ᕼᐄᓕ ᐊᕿᐊᕈᖅ 

ᐅᕙᓃᖃᑕᐅᒻᒪᑦ ᑕᑯᓐᓈᕆᐊᖅᑐᓂ ᐅᕙᒍᑦ 

ᑲᑎᒪᓂᕆᔭᖏᓐᓂᑦ, ᑐᙵᓱᒋᑦ ᑲᑎᒪᕐᔪᐊᕕᒻᒧᑦ ᐊᒻᒪ 

ᑲᙳᓱᕈᔪᓕᕆᓪᓗᖓ ᑕᕝᕗᖓᙵᑦ. 

 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ, ᐃᐅᓪᔅᕗᑦ ᐊᐱᕆᒍᒪᔭᕋ. 

ᐱᕙᓪᓕᐊᓯᒪᓂᕆᔭᖓᓂᑦ ᐅᓂᑳᕐᓂᒃ ᐱᑎᑕᐅᔪᒐᑦᑕ, 

ᕕᐅᓪᓗᐊᓕ 11, 2025ᖑᑎᓪᓗᒍ. ᐅᖃᐅᑎᒍᓐᓇᕿᖔ, 1-

ᒥ 10-ᒧᑦ ᓇᒥ ᓇᓂᒍᓐᓇᕐᒪᖔᒃᑮᑦ ᐅᓪᓗᒥᒧᑦ 

ᓄᑖᕈᕆᐊᖅᑕᐅᓯᒪᔪᐃᑦ ᐱᕙᓪᓕᐊᓂᕆᓯᒪᔭᖏᓐᓂᑦ 

ᐊᓯᔾᔨᖅᑐᓂᑦ ᐊᐅᓚᑦᑎᓂᐅᔪᓂᑦ? ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 
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development and there will be improvements 

coming. Thank you, Mr. Chair. 

 

Chairman: Thank you, Ms. Rogers. Ms. 

Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman, and thank you for your response. 

The smaller communities, outlying 

communities, do really need these positions to 

ensure children are not left? It’s an issue that 

needs to be immediately addressed. 

 

I have another question to the Family Services. 

In Nunavut and in communities where we have 

elder care, out-of-facility elder care, do you 

have any plans to have out-of care for elders 

within Nunavut? 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, as I understand it, as part of the 

Elders Strategy there’s movement afoot to 

determine better supports for elders. That 

includes work being undertaken by the 

Department of Family Services. 

 

I would note for the committee’s reference that 

the territory doesn’t currently have adult 

protection legislation, which is what would be 

the authority for providing specific services to 

adults including elders. But I do know that the 

government has taken steps to address the 

concerns raised by elders, and the Department 

of Family Services will continue to contribute 

to achieving the outcomes defined by the 

Elders Strategy. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Quassa. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman. (interpretation ends) We do know 

that there are elder facilities in some 

communities. I’m wondering if you have 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᔅᓯᕙᐅᑖᖅ, ᑖᓐᓇ ᐅᕙᖓ 

ᓵᖓᓃᖏᒻᒪᑦ. ᓄᖅᑲᖓᑲᐃᓐᓇᕇᕈᑦᑕ ᑭᐅᑎᑕᐅᒍᓐᓇᕈᒪ 

ᓈᒻᒪᕆᔭᕋᓗᐊᕋ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᖏᕈᓐᓇᓂᐊᖅᑕᕗᑦ ᑖᓐᓇ. 

ᑲᔪᓯᒋᐊᕈᓐᓇᖅᑐᑎᑦ ᐊᐱᖅᑯᑎᔅᓴᖃᒃᑲᓐᓂᕈᕕᑦ, ᒥᔅ 

ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᑎᕆᐊᖃᐃᓐᓇᕐᓗᖓᐃ, 

ᕼᐃ, ᑕᒻᒪᖅᓯᐅᑎᓅᖔᒃᑲᓐᓂᖔᑲᐃᓐᓇᕐᓗᖓ. ᖃᓄᖅ 

ᐃᓱᒪᖃᕐᕕᖃᕐᒪᖔᑕ, ᐅᐊᑦᑎᐊᕈ ᑭᐅᔭᐅᔾᔪᑎᒋᖅᑲᐅᔭᓐᓂᑦ 

ᐃᖅᑲᒪᔅᓴᕆᒻᒪᒍ. ᐊᒻᒪ ᒫᓐᓇ ᒪᕐᕉᓐᓂᒃ 

ᑭᐅᔭᐅᓂᕆᕋᑖᖅᑕᓐᓂᒃ. ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

ᒪᒥᐊᓇᖅ. ᐅᐃᒻᒪᑦᑎᑕᐅᑲᐃᓐᓇᕋᒪ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐃᐅᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

ᑭᐅᒐᔭᖅᑐᖓᓕ ᐃᒫᒃ, ᐱᒻᒪᕆᐅᓘᒻᒪᑦ 

ᐊᐅᓚᑕᐅᖃᑦᑕᖅᑲᑕ ᐊᓯᔾᔨᐸᓪᓕᐊᔫᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᖃᐅᔨᒪᑎᑕᐅᖃᑦᑕᖅᑲᑕ, ᐊᒻᒪ 

ᑭᐅᔾᔪᑎᐅᖃᑦᑕᕋᑖᖅᑐᐃᑦ ᑐᓵᖃᑦᑕᕋᑖᕐᒥᒐᒃᑭᑦ. 

ᐊᔾᔨᒌᖏᑦᑐᓂᑦ ᐱᔾᔪᑎᖃᕈᓐᓇᕐᖓᑕ, ᐊᔾᔨᒌᖏᑦᑐᓃᒃ 

ᒪᕐᕉᓐᓂᒃ ᐱᓕᕆᔾᔪᑎᖃᕆᐊᖃᕐᓗᑎᒃ ᐊᒻᒪ ᐱᓕᕆᕕᖏᑦ 

ᑖᒃᑯᐊ ᖃᓄᐃᓕᐅᕐᒪᖔᑕ ᐊᓯᔾᔨᐸᓪᓕᐊᔪᐃᑦ 

ᑲᒪᒋᔭᐅᒐᓱᑦᑎᓪᓗᒋᑦ.  

 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᖏᓪᓗ ᒪᓕᒐᓕᐅᖅᑎᐅᑉ, 

ᑐᑭᓯᓇᑦᑎᐊᕆᐊᖃᕐᓂᕆᔭᖓᓂᑦ ᐊᐅᓚᔾᔭᐃᒋᐊᕐᓂᕐᒧᑦ 

ᐸᕐᓇᐅᑎᐅᑉ ᐋᖅᑭᑎᖅᓯᒪᓂᕆᔭᖓᑕ. ᑖᒃᑯᐊᖏᓛᖅ 

ᓴᖅᑭᖃᑦᑕᖅᓯᒪᕗᑦ ᐱᒻᒪᕆᐅᓂᕋᓕᖅᑐᒋᑦ 

ᓯᕗᓪᓕᐅᑎᑦᑎᒋᐊᖃᕐᓂᖅ ᓯᕗᓪᓕᐅᒋᐊᓕᓐᓂᑦ, ᐊᒻᒪᓗ 

ᑭᓱᓂᓗ ᑐᕌᖅᑕᒐᖃᕐᓂᐊᕐᒪᖔᑕ, ᖃᓄᕐᓗ 

ᐊᐅᓚᔾᔭᐃᒋᐊᕐᓂᐊᕐᒪᖔᑕ ᐱᔭᕇᑦᑎᐊᑎᑦᑎᒐᓱᓪᓗᑎᒃ. 

ᐅᖃᖃᑦᑕᖅᓯᒪᒐᑦᑕ ᑖᓐᓇ ᐊᖏᔪᐊᓗᒻᒥᑦ 

ᐸᕐᓇᐅᑎᖃᕐᖓᑕ.  ᐊᖏᖃᑎᒋᔭᕋᓗ ᒥᓂᔅᑕᐅᑉ 

ᑐᖏᓕᖓᑕ ᐅᖃᐅᓯᕆᕋᑖᖅᑕᖏᑦ, 

ᐊᓯᔾᔨᖃᑦᑕᕆᐊᖃᕐᓂᐊᕐᖓᑕ 

ᓴᖑᑲᓪᓚᖃᑦᑕᕆᐊᖃᕐᓂᐊᕐᖓᑕ ᑕᐃᒪᐃᒋᐊᖃᓕᕋᐃᑉᐸᑕ. 

ᑭᓯᐊᓂ ᑖᒃᑯᐊ ᓄᐊᑕᖏᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ 

ᐊᑐᖅᑕᐅᑦᑕᐅᑎᒋᖃᑦᑕᖅᑲᑕ ᐱᒻᒪᕆᐊᓘᔪᖅ, 

ᓇᓗᓇᐃᖅᑐᐃᒍᑕᐅᓗᑎᒃ ᓇᓕᐊᑦ ᓯᕗᓪᓕᐅᒋᐊᖃᕐᒪᖔᑦ, 

ᓇᐅᒃᑯᓪᓗ ᓴᖑᑲᓪᓚᒋᐊᖃᕋᔭᕐᒪᖔᑕ. ᐊᑯᓂᐅᓂᖅᓴᖅ 

ᑕᒪᓐᓇ ᐱᓕᕆᐊᖑᑉᐸᑦ, ᑕᐃᒪ ᐊᑯᓂᐅᓂᖅᓴᖅ ᓱᕈᓰᑦ 

ᐃᓚᒌᓪᓘ ᐅᑕᖅᑭᖃᑦᑕᓂᐊᖅᑯᑦ ᐱᔨᑦᑎᕋᐅᑎᓂᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 



 
 

 

66 

thought of a facility for children and youth that 

need specialized services. Qujannamiik. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. The 

short answer is yes, and I will elaborate. As we 

discussed yesterday, there’s a pretty large 

investment of resources going into southern 

facilities because Nunavut doesn’t have 

appropriate child care facilities. The one facility 

we did have, in Chesterfield Inlet, Naja 

Isabelle, we are currently renovating to 

approach an opportunity to have some services 

offered out of that asset. 

 

Also, as mentioned earlier, Mr. Chair, we did as 

part of our first round of business cases seek 

funding for the capital planner position which 

will be instrumental in defining what that looks 

like in the longer term. So the answer is yes, we 

want to have care facilities in Nunavut, to 

invest in our communities to see the economic 

potential that will be there, but also to keep 

children in Nunavut. Thank you, Mr. Chair. 

 

Chairman: Thank you. I know we’re nearing 

lunch hour and I do have a couple more names 

on my list. As I’m sure members know, I don’t 

like to interrupt lines of questioning, so think 

we’re close enough to lunch now that we will 

break for lunch, and we will return with Ms. 

Killiktee’s line of questioning. Thank you. 

We’ll return at 1:30. Thank you. 

 

>>Committee recessed at 11:48 and resumed 

at 13:31 

 

Chairman: Thank you. I’d like to call the 

committee meeting back to order. I hope 

everyone had a good break over the lunch hour 

and are all recharged and ready to go again. I 

found this morning very productive, the 

discussions that were ongoing. I know there 

were a different number of topics that were 

covered and I know members, because I think it 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᖃᐅᔨᒪᔪᖓ, 

ᑕᑯᓐᓈᖅᑲᐅᒐᑦᑕ ᐅᐊᑦᑎᐊᕈ ᓄᐊᑕᐅᖃᑦᑕᕐᓂᖏᓐᓂᑦ 

ᖃᐅᔨᒪᔾᔪᑎᒡᓴᐃᑦ, ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᑕᕝᕗᖓᐃᓛᒃ 

ᐊᑐᖅᑕᐅᓗᑎᒃ ᖃᐅᔨᓴᖅᑕᐅᓲᖑᒻᒪᑕ 

ᓄᐊᑕᐅᖅᑳᓚᐅᖅᑐᑎᒃ. 

 

ᐊᒻᒪ ᕗᐊᑯᑕᓐᒥ ᖃᐅᔨᒋᐊᕐᓂᐅᓚᐅᖅᓯᒪᔪᒥᑦ, 

ᐊᐱᖅᑯᑎᓪᓚᕆᑦᑕᖃᓕᓚᐅᖅᓯᒪᒻᒪᑦ “ᖃᓄᖅ 

ᖃᐅᔨᒪᓐᓂᖅᑭᑦ, ᖃᖓ ᖃᐅᔨᒪᓐᓂᖅᑭᑦ, ᓱᓐᓂᖅᑭᑦ 

ᖃᐅᔨᒐᕕᑦ” ᑕᒪᒃᑯᓂᖓ. ᐃᓱᒪᒃᑯᓪᓖ ᑕᐃᒫᒃ 

ᑐᕌᖓᑦᑎᐊᖅᑎᒐᓱᐊᓲᖑᒐᒪ, ᑲᒪᔨᐅᒐᑦᑕ, 

ᖃᐅᔨᒪᓂᐅᔪᓂᓪᓗ ᓯᐊᒻᒪᐃᒋᐊᖃᖅᑐᑕ ᐅᕙᒍᑦ 

ᑐᓴᖅᑎᑕᐅᓯᒪᓂᑦᑎᓐᓂᑦ ᒪᓕᓪᓗᑕ.  ᑭᓯᐊᓂᓕ ᑕᒪᒃᑯᐊ 

ᑲᒪᒋᑦᑎᐊᖏᒐᐃᒐᑦᑎᒍ, ᑐᑭᓯᖅᑳᖅᓯᒪᓗᑕ 

ᐋᖅᑮᖃᑦᑕᖅᑐᒋᖏᓐᓇᒪ ᖃᐅᔨᒪᔾᔪᑎᐅᔪᓂᑦ ᒪᓕᓐᓇᑕ, 

ᐊᒻᒪ ᖃᐅᔨᒃᑲᖃᑦᑕᐅᑎᕙᖏᓐᓇᑦᑕ ᐊᓪᓗᖅᑕᐅᓯᒪᔪᓂᑦ 

ᖃᐅᔨᒐᐃᒐᓗᐊᕋᐃᒐᑦᑕ. ᐊᒻᒪᑦᑕᐅᖅ 

ᖃᓄᐃᑦᑐᕉᓗᔭᐅᒍᓐᓇᕐᓂᖏᓐᓂᑦ ᐊᓪᓗᖅᑕᐅᓯᒪᔪᐃᑦ. 

ᐃᓛᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᐅᖃᐅᓯᖃᕋᑦᑕ, ᐃᓄᓐᓂᑦ, 

ᓱᕈᓯᕐᓂᑦ, ᐃᓚᒌᓂᑦ ᐅᖃᐅᓯᖃᕋᑦᑕ. ᑕᐃᒫᓪᓗ 

ᐱᒻᒪᕆᓪᓚᕆᐊᓘᔪᖅ ᖃᓄᓕᒫᖅ ᐱᓕᕆᒍᓐᓇᕐᓂᓕᒫᑦᑎᒍᑦ 

ᐃᓱᒪᑖᖃᑦᑕᕈᑦᑕ ᑐᓴᐅᒪᔭᕗᑦ ᒪᓕᓪᓗᒋᑦ.  

 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᒻᒥᔭᓄᑦ ᒥᓂᔅᑕᐅ ᑐᖏᓕᖓᓄᑦ, 

ᒐᕙᒪᐅᖃᑎᒌᑦᑐᓕᕆᔨᒃᑯᓐᓂᑦ. ᖃᓄᖑᑯᐊ ᐊᐅᓚᑦᑎᔨᓂᑦ 

ᒐᕙᐅᒪᖃᑎᒌᓂᓪᓗ ᐱᓕᕆᐊᖃᖅᑎᒃᑯᑦ, 

ᖃᓄᐃᓕᐅᖃᑦᑕᖅᑲᑦ ᑕᒪᒃᑯᐊ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᕈᓘᔭᐃᑦ, 

ᖃᐅᔨᒪᔾᔪᑏᓪᓗ ᑕᐅᖅᓯᕋᐅᑎᒋᔭᐅᒍᓐᓇᕐᒪᖔᑕ 

ᐃᓱᒪᖅᓱᓂᖅᓴᐅᓗᑎᒃ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᕈᓘᔭᖏᓐᓄᑦ? 

ᑭᐅᔭᐅᖅᑲᐅᒐᒪ, ᑐᓴᕕᐅᑎᖅᑲᐅᒐᒃᑯ ᓯᕗᓕᖅᑎᓂᑦ 

ᒐᕙᒪᐅᖃᑎᒌᓂᓪᓗ ᐱᓕᕆᔨᖏᑦ ᑕᐃᒪᐃᖁᔨᔫᒐᓗᐊᒡᒎᖅ 

ᑕᐃᒪᐃᒍᓐᓇᖁᔨᔫᒐᓗᐊᑦ.   

 

ᐊᒻᒪ, 19-ᓂᑦ ᐅᑭᐅᓕᒻᒥᒃ ᐃᕐᓂᖃᕋᒪ 

ᐊᖁᑦᑐᖅᓯᐅᑎᖃᖅᑐᓂ ᐊᖁᑦᑎᐊᓲᖑᓪᓗᓂᓗ, 

ᖃᓄᕈᓘᔮᓗ ᐊᔪᖏᒻᒪᑦ. ᐱᒍᓐᓇᖅᑎᒍᒪᒐᒃᑯ ᓄᓇᓯᐅᑎᓂᑦ 

ᐊᑐᕈᓐᓇᕐᓗᓂ, ᑭᓯᐊᓂᓕ, ᐃᓛᒃ ᓚᐃᓴᖃᕐᓂᕋᕋᑖᕋᒃᑯ. 

ᑕᐃᒪᐃᑎᒍᓐᓇᕐᓂᐊᕈᒃᑯᓕ 

ᖃᐅᔨᒪᑦᑎᐊᖅᑳᕋᓱᒋᐊᖃᕋᔭᖅᑐᖓ ᓄᓇᓯᐅᑎᒐ 

ᓇᓪᓕᐅᒃᑯᒫᖃᑦᑎᐊᕋᓗᐊᕐᒪᖔᖅ, ᐊᒻᒪ 

ᐋᖅᑭᐅᒪᑎᑕᐅᑦᑎᐊᖏᓐᓇᕋᓗᐊᕐᒪᖔᖅ, ᐅᖅᓱᖃᕐᒪᖔᕐᓘ, 

ᐊᒻᒪᓗ ᐊᑦᑕᓇᖏᒻᒪᑦ ᐊᖁᒍᑎᒋᒋᐊᖓ ᐊᑐᕆᐊᒃᑯᑦ. 

ᑮᖏᓐᓂᑦ ᑐᓂᓯᓚᐅᖏᓂᕐᓃ, ᐊᖁᒍᓐᓇᖅᓯᑎᓚᐅᖏᓂᕐᓃ 

ᑕᒪᒃᑯᐊ ᐃᓱᒪᒋᖅᑳᓲᕆᒐᒃᑭᑦ.  
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helps that the material is more familiar to 

everyone now that this is our second time 

around on this, and I really appreciate the 

discussions and the lines of questioning that are 

going in, and the responses that are being 

provided. 

 

We left off with Ms. Quassa asking questions. 

Please continue. 

 

Ms. Quassa (interpretation): Thank you, Mr. 

Chairman. (interpretation ends) I know I just 

approached the Family Services, but for the 

record, I would just like to ask again regarding 

the foster care coordinator position for north 

Baffin. Would you happen to know when this 

would be planned for? I mean, when do you 

think you’re going to start planning for this 

position for the north Baffin foster care 

coordinator. (interpretation ends) Thank you, 

Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, we made reference earlier in these 

proceedings concerning a restructuring of the 

organization. The foster portfolio will fall 

under the new director positions, and it’s our 

intention to potentially re-profile and fund 

positions that haven’t necessarily been funded 

to ensure that those positions are staffed. 

 

We heard during the consultations that we need 

to do better with supporting foster parents, and 

foster care coordinators are really important to 

achieve that objective. I don’t have a definitive 

date, but we’re moving as swiftly as we can, 

Mr. Chair. Thank you. 

 

Chairman: Thank you. Just before I go to the 

next name on my list, I would like to take a 

moment to welcome Karen Hogan. We talk 

often about the Office of the Auditor General of 

Canada in this room, and we are blessed with 

the presence of the actual Auditor General of 

ᐱᒍᓐᓇᑎᑦᑎᒍᓐᓇᕈᒪᕋᓗᐊᖅᑐᒍᑦ, ᑭᓯᐊᓂ 

ᐊᖏᑐᐃᓐᓇᕐᓗᒍᐃᓛᒃ ᒥᑭᓗᐊᕐᖔᑦ. 

ᖃᓄᐃᓕᐅᕋᓱᖃᑦᑕᖅᓯᒪᕕᓯ ᖃᐅᔨᒪᑦᑎᐊᕋᓱᑦᑐᓯ 

ᑕᐃᒪᐃᑦᑐᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᐃᑦ ᓄᐊᑕᐅᕙᒃᑲᓗᐊᕐᒪᖔᑕ 

ᐊᒻᒪᓗ ᓯᐊᒻᒪᑦᑕᐅᕙᑦᑐᑎᒃ? ᓯᕗᓕᖅᑎᓂᑦ 

ᒐᕙᒪᐅᖃᑎᒌᑦᑐᓕᕆᔨᓄᑦ ᑭᒡᒐᖅᑐᐃᔨᖓ 

ᐊᐱᕆᖅᑳᕈᒪᔭᕋ, ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓᑕᓗ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑭᐅᒍᓐᓇᖃᑦᑕᐅᖅ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕙᐅᓗ. 

 

ᕙᐅᓗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᑲᑎᒪᔨ ᐊᐱᕆᒻᒪᑦ ᑕᐃᒫᒃ, ᐊᐱᕆᒃᑲᓂᕐᖓᑦ. 

ᐅᖃᐅᓯᖃᒐᓛᖅᑲᐅᔪᖓ, ᐅᐊᑦᑎᐊᕉᖅᑲᐅᔪᖅ ᓯᕗᓪᓕᖅᐹᒥ 

ᐊᐱᕆᒐᕕᑦ. ᓄᓇᕘᓕᒫᖅ ᐃᓱᒪᒋᒋᐊᕐᓗᒍ ᑕ,ᒃᑯᐊ 

ᑐᑭᓯᐅᒪᔾᔪᑎᓂᑦ ᓯᐊᒻᒪᐃᓂᖅ ᖃᓄᖅ ᐊᐅᓚᑉᐸᒻᒪᖔᖅ 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖏᓪᓗ ᐅᕙᓂ ᖃᐅᔨᒪᔪᑦ. ᑕᓪᓕᒪᓂᒃ 

ᑲᑎᒪᔨᕋᓛᖃᕋᑦᑕ, ᒥᓂᔅᑕᐅ ᑐᖏᓕᖓᓃᖔᖅᑐᓂᑦ 

ᑲᑎᒪᔨᕋᓛᓂᑦ, ᐊᒻᒪᑦᑕᐅᖅ ᒥᓂᔅᑕᐅ ᑐᖏᓕᖓᑕ 

ᐃᑲᔪᖅᑎᖏᑦ ᑲᑎᒪᔨᕋᓛᖃᕐᒥᒻᒪᑕ, ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᑭᓱᑐᐃᓐᓇᕐᒧᑦ ᑐᕌᖓᔪᓂᑦ ᐱᓕᕆᐊᖃᖃᑎᒌᑦᑐᓂᑦ 

ᓴᖅᑭᑦᓯᕙᒻᒥᔪᒍᑦ ᑕᐃᒫᒃ ᖃᐅᔨᒪᔾᔪᑎᒋᓪᓗᒍ 

ᑲᑐᔾᔨᖃᑎᒌᑦᑎᐊᕋᓗᐊᕐᒪᖔᑕ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕕᕈᓘᔭᖏᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ, ᑖᓐᓇ 

ᑭᐅᔾᔪᑏᑦ ᑕᑯᓐᓇᙳᐊᕈᓐᓇᓕᖅᑎᑦᑎᔪᖅ ᐅᕙᑦᑎᓐᓂᑦ, 

ᓄᓇᕘᓕᒫᒥ ᖃᓄᖅ ᓯᐊᒻᒪᐃᕙᒻᒪᖔᔅᓯ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ. ᐃᒫᖔᕐᓕ ᐅᖃᐅᓯᖃᖅᑐᖓ, 

ᖃᓄᕐᓕ ᐃᓄᓕᕆᔨᒃᑯᑦ ᓄᐊᑦᑕᖏᑦ, ᐱᒻᒪᕆᐊᓗᓐᓂᑦ 

ᓄᐊᑦᑎᖃᑦᑕᕐᖓᑕ ᐃᓄᖁᑎᓐᓂᑦ ᐅᖃᐅᓯᖃᖅᑐᓂᑦ, 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᒪᓕᑦᑕᐅᒍᓐᓇᖅᑐᓂᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᖃᓄᖅ 

ᐱᓕᕆᒋᐊᕆᐊᖃᕐᒪᖔᑕ. ᖃᓄᖅ ᑐᑭᓯᐅᒪᖃᑎᒌᒍᑎᓂᑦ 

ᓯᐊᒻᒪᐃᓂᕐᒧᑦ ᑲᑐᔾᔨᖃᑎᖃᕐᓂᕐᒧᑦ 

ᐊᖏᖃᑎᒌᒍᑎᖃᖅᓯᒪᕕᓯ? ᑕᐃᒪᑦᑐᓂᒃ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᕈᓘᔭᕐᓂᒃ 

ᑐᓂᓯᑐᐃᓐᓇᖅᑐᖃᖃᑦᑕᕈᓐᓇᓂᐊᕐᖓᑦ ᐊᓯᖏᓐᓄᑦ 

ᐱᓕᕆᕕᐅᔪᓄᑦ ᐱᔾᔪᑎᖃᖅᑐᓂᒃ ᐃᑲᔪᒐᐅᔪᓂᒃ 

ᒪᓕᒐᓕᕆᔨᒃᑯᓂᒃ ᐊᒻᒪ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ.  

 

ᐊᐱᖅᑯᑎᒐᐃᓛᒃ ᐱᔾᔪᑎᖃᖅᑑᒐᓗᐊᖅ ᑖᔅᓱᒥᖓ 

ᓄᓇᕗᓕᒫᒥᖅ ᖃᓄᖅ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ 

ᓯᐊᒻᒪᐃᕙᒻᒪᖔᑕ, ᑭᓯᐊᓂᓕ ᐅᒥᖓᓪᓚᕆᒃ 

ᑕᐅᖅᓯᕋᐅᑎᖃᕐᓂᕐᒥᒃ ᓴᐃᒻᒥᐊᓂᕐᒥᒃ 
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Canada. Karen, welcome to this House. I really 

appreciate your attending. 

 

I would also like to introduce Émilie Anne 

Duval, one of the directors within the Office of 

the Auditor General, in addition to the 

witnesses that are at the table. Welcome to the 

House. I look forward to further discussions 

with your office, Ms. Hogan. 

 

>>Applause 

 

Chairman: Next name I have on my list, Ms. 

Killiktee. 

 

Ms. Killiktee (interpretation): Thank you. 

Good afternoon. To the people who are 

listening to the proceedings, good afternoon. 

 

(interpretation ends) I want to start off with, 

that was brought up earlier in the start, this 

morning. It helped me to lead into do a few line 

of questions to Family Services, as they 

mentioned that publicly. As was televised, 

please come to our office to, (interpretation) 

perhaps I’ll speak in Inuktitut. 

 

He was encouraging the public to come to our 

office to make sure to look at if there’s any 

employment opportunities, as we have heard 

earlier this morning. That’s why I would like to 

ask the questioning along that line, Mr. 

Chairman. It’s in regards to applying for 

employment and also advertisement of 

employment opportunities. When there’s an 

employment opportunity and you publicize it, I 

know that the Department of Human 

Resources, that you give it to the Human 

Resources to publicize this, in regards to 

publicizing employment opportunities and the 

information and when the closing date is and 

what the duties will be and what kind of 

responsibilities there are. Sometimes it’s 

marked that there is housing available, and the 

salary amount is also included in the 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᐅᔪᓂᑦ ᐊᑕᐅᓯᕐᒥᒃ 

ᐃᑲᔪᖅᑕᐅᔪᖃᕋᓱᐊᖅᑎᓪᓗᒍ ᐃᓄᖕᒥᒃ, ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᕙᐅᓗ 

 

ᕙᐅᓗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᔭᓐᓇᒦᒡᓗ ᑲᑎᒪᔩ. ᑕᐃᔭᐅᖃᑦᑕᓚᐅᕐᖓᑦ ᐃᑉᐸᒃᓴᖅ 

ᐅᓪᓗᒥᓗ ᐊᐱᕆᒃᑲᓐᓂᕋᕕᒃ ᖁᕕᐊᒋᔭᕋ ᐱᖃᑕᐅᔪᐃᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ, ᒪᓕᒐᓕᕆᔨᒃᑯᑦ, ᐃᓕᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐋᓐᓂᐊᖅᑕᐃᓕᓕᕆᔨᒃᑯᓪᓗ ᑖᒃᑯᐊ ᑕᐃᒃᑯᐊ 

ᐊᐱᖅᑯᑎᒋᕋᑖᖅᑕᐃᖏᓛᒃ ᑭᐅᓗᒍ. ᑕᐃᒫᒃ 

ᑐᑭᓯᐅᒪᔾᔪᑎᓂᒃ ᑖᒃᑯᐊ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖓ 

ᐅᖃᕋᑖᖅᑕᒃᑲᑦ ᑕᐅᖅᓯᕋᐅᑎᖃᖅᐸᒃᑐᑦ, ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᒡᓗ ᑭᐅᒐᕕᖓ. ᒥᓂᔅᑕᐅ ᑐᖏᓕᖓ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑭᐅᖁᔭᕋᓗᐊᕋ ᐊᓯᖏᓐᓂᒃᑕᐅᖅ 

ᐃᖅᑲᓇᐃᔮᕆᖃᑦᑕᖅᓯᒪᔭᖏᓐᓂᒃ ᑖᔅᓱᒥᖓᑦᑕᐅᖅ 

ᑲᒪᓚᐅᖅᓯᒪᔪᔅᓴᐅᒻᒪᑦ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ 

ᓄᐊᑦᑎᒐᓱᐊᓪᓚᕆᔪᒃᓴᐅᒻᒪᑕ ᖃᐅᔨᒪᓗᑎᒃ 

ᐃᓱᒪᑖᖃᑦᑕᕐᓂᐊᕐᖓᑕ ᒥᓂᔅᑕᐅ ᑐᖏᓕᖓ ᖃᓄᖅ 

ᐃᓱᒪᖃᕐᒪᖔᑦ ᑐᓴᕐᕕᒋᔪᒪᔭᕋ, ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑖᓐᓇᐃᓛᒃ ᐱᒻᒪᕆᐊᓘᓱᕆᔭᕋ ᐅᖃᐅᓯᕗᑦ. 

ᐅᖃᑦᑎᐊᒻᒪᕆᓪᓗᖓ ᐅᖃᕋᔭᖅᑐᖓᓕ ᒐᒪᒃᑯᑦ 

ᑎᒍᒥᐊᓪᓗᐊᑲᓪᓚᒃᑐᐊᓘᕙᒻᒪᑕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ 

ᑐᑭᓯᕚᓪᓕᑎᑦᑎᒍᑕᐅᒍᓐᓇᖅᑐᓂᒃ 

ᐱᕚᓪᓕᕈᓐᓇᐅᒍᓐᓇᖅᑐᓂᒃ ᓄᓇᕗᒻᒥᐅᑦ ᐃᓅᓯᖏᓐᓂᒃ. 

ᑲᙳᓇᖅᑐᓕᕆᓂᖅᑕᐅᖅ ᐃᓱᒪᒋᔭᐅᖃᑦᑕᕆᐊᖃᕐᒥᖕᒪᑦ 

ᐊᒻᒪᓗ ᐊᒥᓱᑲᓪᓚᐅᑎᓪᓗᒋᑦ ᖃᐅᔨᓴᕋᔅᓴᓂᒃ ᐃᑲᔪᕋᔅᓴᐃ 

ᖃᐅᔨᒪᔾᔪᑎᒃᓴᐅᖃᑦᑕᖅᑐᐃ ᐊᒥᓱᑦ ᐃᓄᐃᑦ 

ᖃᓄᐃᑦᑑᔮᕐᒪᖓᑕ.  

 

ᒪᓕᒐᕐᓂᐊᖅᑐᓕᕆᔨᒃᑯᓐᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᖓ 

ᖃᐅᔨᓚᐅᖅᓯᒪᒐᒪᑦᑕᐅᖅ ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᖅ 

ᑲᒪᕕᐅᑎᓲᖑᒻᒪᑦᑕ ᐅᐸᖃᑦᑕᕐᓂᐅᒋᐊᖃᖅᑐᓂᒃ ᐊᒻᒪ 

ᐊᓐᓂᐊᖅᑕᐃᓕᓕᕆᔨᒃᑯᑦᑕᐅᒃ ᐊᒥᓱᐊᓗᖕᓂᒃ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᓂᒃ ᐱᓯᒪᑦᑎᕙᒻᒪᑕ ᐃᓄᓕᕆᔨᒃᑯᑦᑕᐅ 

ᐱᓯᒪᔭᖏᑦᑕᐅᖅ ᓇᓗᓇᕈᔪᖃᑦᑕᖅᑑᒐᓗᐊᑦ 

ᐃᓗᓕᓯᑦᑎᐊᖅᑕᐅᓯᒪᓕᖅᑲᑕ ᑐᑭᓯᕚᓪᓕᕈᑎᔅᓴᐅᓛᕐᒥᔪᐃᑦ. 

ᐃᓪᓗᓕᕆᓂᕐᒥᒃ ᑐᑭᓯᐅᒪᔾᔪᑎᖃᖅᑐᒍᑦ ᐅᕙᑦᑎᓐᓄᑦ 
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information. I’m sure that you provide that 

information to Human Resources. 

 

My question is in regards to the way it’s 

operated because you have to wait. Is the 

procedure set up properly so that when they go 

back to you, is there any problems arising? 

What usually occurs with the policy? Do we 

need change the policy? Is the policy adequate? 

That’s my first question. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair, and I 

thank the hon. member for her question. Any 

staffing action in the department begins with a 

document called a job action request. Our team 

in the department, whether it’s a director or an 

assistant deputy minister or manager or 

supervisor would work with our departmental 

human resources team to ensure that those 

forms are completed correctly. 

 

When it comes to the recruitment process, as 

you mentioned, you’ve seen the 

advertisements. Ms. Power made reference 

earlier that we have a dedicated recruiter for 

Family Services at the present time, which 

means that it’s a centralized recruiter. They 

have various policies in place with respect to 

screening criteria, so Human Resources does 

work in the background that defines what 

criteria applicants need to meet to be able to 

what is called “screen in” or an interview. That 

process is undertaken by a dedicated team on 

our end, with support from the specialized 

recruiter that Human Resources has in place. If 

the individual successfully passes the screening 

criteria and is interviewed, there are sometimes 

a series of interviews that occur, after which 

time an offer is made and such. 

 

Your question is around if the policy is 

effective. I have always been an advocate for 

reduced process and more efficient ways of 

ᐱᒻᒪᕆᐊᓘᑎᓚᐅᕋᑦᑎᒍᑦ ᐊᐅᓚᑦᑎᒍᑎᔅᓴᕈᖁᓪᓗᒋᑦ 

ᑖᒃᑯᐊ ᒪᓕᒃᑕᐅᒋᐊᖃᕐᓂᐊᖅᑐᐃᑦ ᓱᕈᓰᑦ 

ᐊᓐᓂᑎᖅᑕᐅᖃᑦᑕᕐᓂᖏᑕ ᐊᖏᖃᑎᒌᒍᑎᖏᓐᓄᒃ 

ᐃᑲᔫᑎᐅᒐᓱᒃᑐᒃ ᐊᖏᖃᑎᒌᒍᑎᖏᓐᓄᒃ. 

ᐊᑑᑎᖃᑦᑎᐊᕐᒪᖔᑕᓗᒃ ᐃᓚᒌᓄᒃ ᐱᔨᑦᑎᕋᕐᓂᕐᒥᒃ 

ᑕᑯᓐᓈᓲᖑᔪᒍᑦ ᐊᒻᒪᑦᑕᐅᖅ ᒪᓕᒐᓕᐅᖅᑎ 

ᐅᖃᖅᑲᐅᒻᒥᒻᒪᑦ ᐃᓚᖓᑦ ᑭᒃᑯᑐᐃᓐᓇᐃᑦ ᐊᒥᓱᓄᑦ 

ᐅᐸᓚᐅᖅᑐᑎᒃ ᑭᓯᐊᓂ ᐱᔨᑦᑎᕋᖅᑕᐅᒍᓕᕈᓐᓇᕐᒪᑕ. 

ᐱᓕᕆᔾᔪᑎᒃᓴᖃᕈᑦᑕ ᐊᒻᒪᒃᑕᐅ ᑲᙳᓇᖅᑐᓕᕆᓂᕐᒧᑦ 

ᓴᐳᒻᒥᑦᑎᒍᑎᖃᑦᑎᐊᕐᓗᑎ ᖃᐅᔨᓴᕈᓐᓇᕋᔭᖅᑐᒍᑦ 

ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᕈᓘᔭᖏᑦ ᒐᕙᒪᓕᒫᒥᒃ ᐱᖁᑎᖏᓐᓂᒃ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᖏᓐᓂᒃ ᑕᐃᒫᓪᓗ ᐃᑲᔪᕈᑎᒋᓗᒋᑦ 

ᐱᔨᑦᑎᕋᐅᑎᑦᑎᓐᓂᖅ ᐊᖅᑭᒋᐊᕆᓂᑦᑎᓐᓄᑦ. ᑕᐃᒃᑯᐊᓗ 

ᓱᕈᓰᑦ ᐱᑦᑎᐊᖅᑕᐅᖃᑦᑕᙱᑦᑐᑦ ᑲᒪᒋᔭᐅᔾᔪᑎᒃᓴᖏᓐᓄᑦ 

ᐊᖏᖃᑎᒌᒍᑏᑦ ᐱᓪᓗᒋᑦ ᓈᒻᒪᒃᑐᓂᒃ ᑐᓴᐅᒪᔭᕆᐊᖃᕋᑦᑕ 

ᓄᓇᓕᖕᓂᙶᖅᑐᓂᓪᓗ ᐊᕕᒃᑐᖅᓯᒪᓂᕐᓃᖔᖅᑐᓂᒃ 

ᐱᒡᒐᓇᖅᑐᖅ ᐱᒡᒐᓇᖅᑎᑦᑎᔪᖃᖅᐸᒃᑭᒡᓗᓂᒃ.  

 

ᓴᖑᕙᓪᓕᐊᔪᓂᒃ ᑕᑯᒐᐃᒐᑦᑕ 

ᑎᒍᔭᐅᖃᑦᑕᓕᖅᐸᓪᓕᐊᑐᐃᓐᓇᖅᑲᑕᓪᓘᓐᓃᒃ ᓱᕈᓰᑦ 

ᐸᓖᓯᒃᑯᓐᓄᒃ ᐃᓚᒌᓪᓘᓐᓃᒃ ᖃᐃᓂᖅᓴᐅᖃᑦᑕᓕᖅᑲᑕ 

ᐃᓕᓴᕕᒻᒧᓪᓘᓐᓃᑦ ᐅᐸᑦᑎᐊᖃᑦᑕᖏᓐᓂᖅᓴᐅᓕᖅᑲᑕ 

ᐅᕝᕙᓘᓐᓃᒃ ᐊᓐᓂᐊᖃᖃᑦᑕᖅᑐᐃ ᐊᔾᔨᒌᒥᒃ 

ᐊᒥᓱᕈᒃᑲᓪᓚᒃᑐᐊᓘᓐᓂᖅᑲᑕ ᑕᐃᑰᓇ ᐱᕕᖃᕋᔭᖅᑐᒍᑦ 

ᐊᐅᓚᑦᑎᑦᑎᐊᕈᓐᓂᖅᓴᐅᓂᕐᒥᒃ ᐊᑐᐊᒐᕐᓂᓗᒃ 

ᓇᓗᓇᐃᑦᑐᐃᑦᑎᐊᕐᓗᑕ, ᐱᓕᕆᔾᔪᑎᒃᓴᓂᒡᓗ ᑕᒪᐅᖓ 

ᓴᖑᑎᑦᑎᒋᐊᕐᓗᑕ ᓄᓇᕗᒻᒥᐅᑦ ᐱᒋᐊᓕᖏᑦ 

ᐱᑎᑕᐅᒍᓐᓇᓂᐊᕐᖓᑕ, ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᐅᑖᖅ 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ.   

 

ᐳᕉᔅᑐ: ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑐᓴᕈᒪᓪᓗᖓᑦᑕᐅᖅ 

ᐃᒻᒪᖄ ᑕᒻᒪᖅᓯᒪᔪᓕᕆᓂᐊᖅᑎᒃᑯᓐᓂ. ᖁᔭᓐᓇᒦᒃ.   

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᕼᐊᐃᔅ.  

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑐᓴᖅᑐᒍ 

ᑐᖏᓕᐅᑉ ᑭᐅᔾᔪᑎᖏᑦ ᐃᓱᒪᒋᓪᓗᒍ ᒐᕙᒃᑯᑦ 

ᒐᕙᒪᖃᕐᒪᖔᑦ ᐱᔨᑦᓯᕋᐅᑎᖃᓪᓗᐊᑕᕆᐊᖃᕐᒪᑕ 

ᑭᒃᑯᓕᒫᓄᑦ. ᑖᒃᑯᐊᓗ ᐊᑎᖓᑦ ᐱᔨᑦᓯᖅᑎᐅᒻᒪᑕ. 

ᑐᓴᕌᖓᒪ ᐅᖃᐅᓯᐅᔪᒥᒃ ᐃᖅᑲᐃᒍᑎᒋᓲᕋ ᑐᓴᕋᒃᓴᐃᑦ 

ᐊᑐᖅᑕᐅᔭᕆᐊᖃᕐᒪᑕ ᐱᕚᓪᓕᕈᑎᑦᓴᓄᑦ. ᐊᒻᒪ 

ᓯᐊᒻᒪᖅᑎᒋᔭᐅᕙᓐᓂᖏᑦ ᑐᓴᕋᒃᓴᐃᑦ 

ᐃᑉᐱᒋᔭᐅᑦᓯᐊᕆᐊᖃᕐᒪᑕ, ᐅᖃᐅᓯᐅᖅᑲᐅᒻᒪ ᐅᐊᑦᑎᐊᖅ, 

ᐃᑲᔪᕈᒪᓪᓗᒋᑦᑕᐅᖅ ᑭᒃᑯᑐᐃᓐᓇᐃᑦ. ᑐᖏᓕᐅᑉ 

ᐃᓕᑕᖅᓯᓂᖓ ᑐᓴᕋᒃᓴᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ 

ᐱᕙᓪᓕᐊᔭᕆᐊᖃᕐᓂᖓ ᐱᔭᕆᐊᖃᕐᒪᑦ. 
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doing things, generally speaking, but when 

you’re working cross-departmentally, 

particularly when housing is a need for that 

particular position or office space maybe a need 

for that position, there’s lots of nuances that go 

into the process. 

 

I think it could be a lot more efficient to be 

quite honest, Mr. Chair, but there are several 

processes that have to be undertaken to realize 

those efficiencies, and certainly the dedicated 

recruiter at Human Resources has resulted in 

significant progress for us to be able to recruit 

quickly. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman, and thank you for the explanation. I 

would like to ask another question, still to you, 

to Human Resources with the staffing 

recruitment. When there’s an employment 

opportunity that’s set out to the public, the 

procedures, like for example for social workers 

qualifications, if there’s an assistant for social 

worker or helper position, the Department of 

Human Resources, do they provide you 

recommendations or do they recommend 

individuals, whether they should be screened? 

Or is there such a thing like that within the 

department? 

 

The reason why I’m asking this question is 

because sometimes it takes forever to hire an 

employee, and sometimes the applicants wait 

for long time. Not just at the Department of 

Social Services. So that’s why I’m asking this 

question. What is the reason why it takes so 

long? What are the delays? I would like to 

know why there are delays in actually hiring an 

individual. Thank you. 

 

Chairman: Thank you, Ms. Killiktee. Ms. 

Power. 

 

ᕿᒥᕐᕈᓪᓚᕆᒌᓚᐅᖅᑕᕗᑦ ᐅᑎᕈᑦᑕ. ᑕᒪᒃᑯᐊ 

ᓂᕆᐅᒋᔭᐅᔪᑦ ᐱᕙᓪᓕᐊᔭᐅᔪᑦ 

ᐃᓱᒪᓕᐅᕈᑎᑦᑎᐊᕙᐅᒍᑕᐅᒃᑲᓐᓂᕈᓐᓇᓛᕐᒪᑕ.  

 

ᑐᖏᓕᐅᓪᓗ ᐅᖃᖅᑕᖓ, ᑕᒪᒃᑯᐊ ᑭᒃᑯᑐᐃᓐᓇᐃᑦ ᐱᒻᒪᑦ, 

ᑕᐃᒪᐃᒻᒪᑦ ᐅᑎᕈᑎᒋᓛᖅᑕᓄᑦ 

ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᐅᔪᑎᒍᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑖᖅ: ᒥᔅ ᐳᕉᔅᑐ.  

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᐊᒥᓲᒻᒪᑕ ᓱᓕ ᐊᐱᖅᑯᑎᒃᑲ. 

ᐅᑎᕐᕕᒋᔪᒪᑐᐃᓐᓇᖅᑐᒍ ᐊᐅᓚᑦᑎᔾᔪᑎᐅᒧᖅ ᑐᖏᓕ 

ᐃᐅᓪᔅᕗᑦ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᖓ ᐱᖓᔪᒋᔭᖓᓐᓂᒃ ᑖᒃᑯᐊ 

ᐱᓗᐊᑕᐅᒧᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐱᔭᐅᓪᓗᐊᖅᑐᑦ.  

 

ᑖᓐᓇ ᐱᓇᓲᑎᐅᔪᖅ Matrix, ᐅᖃᐅᓯᖃᕈᓘᔭᓚᐅᕋᑦᑕ 

ᐊᓯᔾᔨᕙᓪᓕᐊᓂᖏᑦ ᐊᐅᓚᑦᑎᔾᔪᑏᑦ ᐊᒃᑐᐃᕈᑕᐅᕙᑦᑐᓪᓗ 

ᐱᓕᕆᔪᑦ ᑖᔅᓱᒧᖓ ᑐᑦᑕᕐᕕᐅᕙᑦᑐᒧᑦ. 

ᑐᑭᓯᒪᕆᙱᑕᐃᓐᓇᕋᒪ ᖃᓄᖅ ᑖᓐᓇ ᐃᓂᓪᓚᖓᐅᑎᐅᔪᖅ 

Matrix, ᖃᓄᖅ ᐊᓯᖏᓐᓄᑦ ᐊᐅᓚᑦᑎᔾᔪᓯᐅᔪᓄᑦ 

ᖃᓄᐃᓐᓂᓴᐅᒻᒪᖔᖅ ᒐᕙᒪᒃᑯᑦ ᐊᑐᖅᐸᑦᑕᖏᓐᓂ. 

ᑕᐃᒪᐃᒻᒪᑦ ᐊᔭᐅᖅᑐᐃᓪᓚᕆᑉᐳᖓ, ᑐᑭᓯᓚᕆᖏᑦᑐᖓ 

ᖃᓄᖅ ᑖᒃᑯᐊ ᒐᕙᒪᓕᕆᔨᒃᑯᓪᓕ ᑕᒪᕐᒥᒃ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕕᓕᒫᖏᓐᓂᒃ ᓇᐅᑦᓯᑐᖅᐸᒻᒪᖔᑕ ᑖᓐᓇ 

ᐅᖃᐅᓯᐅᔪᖅ ᐱᓪᓗᒍ, ᒐᔭᒪᓗᒃᑖᖅ ᖃᓄᐃᓕᒋᐊᕐᓂᖓ 

ᐱᓪᓗᒍ, ᓯᕗᓪᓕᖅᐹᕆᒐᔭᕋᒃᑯ ᐊᔪᕐᓇᕋᔭᕐᓂᖏᑉᐸᑦ 

ᐃᓱᒪᒋᔭᒃᑯᑦ. ᑕᒪᓐᓇ ᖃᓄᕐᓕ ᖃᓄᖅ 

ᖃᐅᔨᒪᑦᑎᐊᕈᓐᓇᖅᐱᑕ ᑕᒪᕐᒥᒃ 

ᑲᓲᑎᓯᒪᔪᐃᓐᓇᐅᔪᓐᓇᕐᓂᖏᓐᓂᒃ ᖃᓄᕐᓗ 

ᐊᖑᒪᒍᓐᓇᖅᐱᑎᒍ ᐃᑲᔪᖅᐸᑦᑕᑦᑕ ᐱᔭᕆᐊᖃᖅᑕᖏᑦ. 

ᑐᓴᓕᖅᑮᓐᓇᓲᖑᒐᒪ ᑕᖃᓇᓲᖑᓐᓂᖓᓂ ᓄᑖᒥᒃ 

ᑕᑯᐃᓐᓇᕆᐊᖃᓯᕙᒻᒪᑕ ᐃᓱᐊᖅᓴᐃᔨᒥ 

ᐋᓐᓂᐊᓯᐅᖅᑎᒥᓪᓗᓐᓃᑦ ᐅᖃᓕᖅᑮᓐᓇᕆᐊᖃᖅᑐᑎᑦ 

ᖃᓄᐃᓐᓂᕆᔭᒥᓂᒃ ᑕᒪᒃᑯᓄᖓ ᐃᓱᐊᖅᓴᐃᔨᓄᑦ. 

ᐅᕙᓐᓄᓪᓕ, ᖃᐅᔨᒪᓪᓗᑎᒍ ᐋᓐᓂᐊᖅᑐᓕᕆᓂᕐᒧᑦ 

ᐊᒃᑐᐃᓂᕆᕙᒃᑕᖓ ᑕᐃᒪᑦᑕᕌᖓᑦ. ᑕᒪᒃᑯᐊ ᓄᑕᖅᑲᓪᓗ, 

ᐃᓅᓱᑦᑐᑦ, ᐃᓚᒌᑦ ᖃᓄᐃᑦᑐᒦᑐᐃᓐᓇᕆᐊᖃᖅᑐᑦ, 

ᐅᖃᓕᖅᑮᓐᓇᕆᐊᖃᓕᕌᖓᒥ 

ᐃᖅᑲᐃᖏᓐᓇᕆᐊᖃᓕᖅᑐᑎᓪᓗᓐᓃᑦ ᖁᐊᖅᓵᕐᓂᑰᒍᑎ, 

ᐱᓂᕐᓗᒃᑕᐅᓂᑰᑎᓪᓘᓐᓃᑦ, ᐊᒃᑐᐃᓂᖅᓴᐅᒍᓐᓇᒥᒻᒪᑦ 

ᑭᓇᑐᐃᓐᓇᑦᑎᐊᒥᒃ.  

 

ᐃᓱᒪᒋᑐᐊᕋᐃᒐᒃᑯ, ᓲᕐᓗ ᓄᑕᖅᑲᓂᒃ ᐱᓂᕐᓗᓐᓂᖅ 

ᐃᑉᐱᒍᓱᑦᑎᐊᖏᓐᓂᖅ ᐊᖏᓐᓂᖃᖅᑎᓪᓗᒍ. ᑖᓐᓇ 

ᐃᓚᐃᓐᓇᑯᓗᒋᒻᒪᒍ ᑐᓴᐅᒪᔭᔅᓴᐅᔪᓂᒃ 

ᓇᕝᕚᕆᐊᖃᖅᑕᑎᓐᓂ, ᓯᐊᒻᒪᖅᑎᕆᒋᐊᖃᖅᑕᑎᓐᓂ, 

ᑭᒃᑰᑉᐸᑕ ᑲᑎᙶᖅᑐᓘᕝᕙ. ᐅᐱᕈᓱᓗᐊᕌᓂᖏᒃᑲᒪ 
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Ms. Power: Thank you, Mr. Chair, and I thank 

the member for the question. I think that’s a 

common thing we’ve heard; it’s not new, for 

sure. There are a lot of challenges around 

staffing obviously, as Mr. Ellsworth said, office 

space, staff housing; we have to wait on that 

side. I was in Igloolik recently and we did a 

review of all of the competitions that are in the 

office, and one of the biggest things we saw 

was the delays were related to staff turnover, 

change at the departmental level, and at our 

side, people are busy. You have to make time 

to do staffing, and in the absence of having the 

time, people default to a casual hire. You might 

have somebody there, so there’s not a huge 

push to move the competition forward, because 

the work is getting done. However, the people 

side of it is the person is sitting there not in a 

permanent position, so it’s not ideal. 

 

We have been working to try and have the 

appropriate people on the panel which are not 

necessarily, I know with Health we’ve looked 

at not having the nurse in charge hiring all the 

positions at the health centre. Maybe we can 

use Health HR out of their regional office and 

our office in Igloolik as opposed to do trying to 

get the nurse in charge, who is busy, which is 

what we have done in the past. 

 

There are challenges, we’re aware, and we’re 

certainly working to speed things up. Thank 

you, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman, and thank you. But in regard to the 

statement that you just made, it’s not the first 

time you heard that, as you have stated, but it’s 

in regards. Are we going to continually talk 

about this and discuss this and ask about this 

without any result on this? This needs to be 

improved and resolved. 

 

ᐊᑕᖏᖅᑐᒥᒃ ᑐᑭᓯᐅᒪᓂᖅᑕᖃᕐᒪᖔᖅ ᖃᓄᖅ 

ᐊᖏᑎᒋᓂᖓᓂᒃ ᑕᒪᓐᓇ ᐱᓕᕆᐊᖑᔭᕆᐊᖃᖅᑐᖅ. 

ᓴᖅᑭᑎᑦᑎᓂᕐᒧᑦ ᑐᑦᑕᕐᕕᓕᐅᕈᓐᓇᖅᑐᒥᒃ 

ᐱᕙᓪᓕᐊᓂᑦᑎᓐᓂ ᓇᐅᑦᓯᖅᑐᕈᑎᒋᔪᓐᓇᖅᑕᑎᓐᓂ. 

ᑐᑭᓯᓪᓗᐊᖁᓪᓗᑕ ᐊᒥᒐᕈᑕᐅᔪᓐᓇᖅᑐᓂᒃ.  

 

ᐅᑎᕈᑎᒋᓗᒍ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ, ᖃᓄᕐᓕ ᑖᓐᓇ Matrix 

ᐱᓇᓲᑎᐅᔪᖅ, ᐊᑐᖅᑕᐅᑎᒋᕙᑉᐸ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᖃᐅᔨᒪᒍᑎᐅᓲᖑᕚ, ᐊᔪᙱᓐᓂᖃᙱᓛᑦ, ᐊᔾᔨᒌᙱᑦᑐᓂᒃ 

ᓇᕝᕚᖅᑕᐅᕙᓪᓕᐊᕙᑦᑐᓂᑦ ᑐᓴᕋᒃᓴᐅᔪᓂᒃ, ᐅᕝᕙᓘᓐᓃᑦ 

ᒪᓕᒃᓴᑐᐃᓐᓇᖅᐸᑉᐸᑦ ᓄᓇᕗᒻᒥ ᓈᓴᐅᓯᕆᔨᒃᑯᓐᓂ? 

ᑕᐃᒪᐃᒃᑯᓂ, ᑕᒪᒃᑯᐊ ᐊᔪᙱᓐᓂᐅᒧᑦ 

ᑐᓴᐅᒪᑎᑦᑎᒍᑎᐅᕙᑉᐸᑦ ᐱᓕᕆᐊᖑᒋᐊᓕᒻᒧᑦ ᑕᒪᑐᒧᖓ? 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᒫᓐᓇᐅᔪᖅ ᑐᓴᖅᓯᔾᔪᑏᑦ ᐊᓯᖏᓐᓂ ᑐᓴᖅᓯᔾᔪᑎᓂᒃ, 

ᐊᒃᑐᐊᓂᖃᙱᑦᑐᑦ ᑲᙳᓇᖅᑐᖒᓕᖓᔪᑦ ᐱᔾᔪᑕᐅᓪᓗᑎᑦ. 

ᒪᑯᐊᓗ ᐋᖅᑭᓕᐅᒍᓐᓇᖅᑐᑦ ᑕᐃᒪᐃᑦᓱᓐᓇᕐᒪᖔᓪᓘᓐᓃᑦ 

ᖃᐅᔨᒪᙱᑕᐃᓐᓇᕋᒪ ᐊᑑᑎᖃᕋᔭᕐᒪᖔᖅ 

ᐋᓐᓂᐊᖅᑐᓕᕆᔨᒃᑯᑦ ᐃᓂᓪᓚᖓᐅᓴᖓ 

ᐃᓚᐅᑎᓇᔭᕐᒪᖔᖅ, ᐊᑑᑎᖃᕋᔭᕐᒪᖔᓘᓐᓃᑦ, 

ᐊᑐᖅᑕᐅᔪᓐᓇᕋᔭᕐᒪᖔᓘᓐᓂᑦ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐊᔪᙱᓐᓂᖃᖅᑐᓪᓕ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᑕᒪᒃᑯᓂᖓ 

ᑕᕝᕙᓂ ᓴᓂᓐᓃᑦᑐᖅ ᐊᔪᙱᓐᓂᖃᐅᕐᒪᑕ 

ᓄᑕᖅᑲᓕᕆᓂᕐᒥᒃ. ᑐᓴᖅᑎᓯᔾᔪᑎᐅᔪᓐᓇᑎᐊᖅᑐᑦ 

ᐸᐸᑕᖏᑦ ᐅᕙᑦᑎᓐᓄᑦ. ᐱᐅᓯᕙᓪᓕᐊᓂᖓᑎᒍᑦ 

ᑐᓴᐅᒪᑦᑎᐊᓂᖅᓴᐅᕙᓪᓕᐊᓂᐊᖅᐳᒍᑦ 

ᓇᒧᙵᐅᔪᔅᓴᐅᓂᑦᑎᓐᓂ ᐱᔨᑦᓯᖅᐸᑦᑕᑎᓐᓂ. 

ᑐᓴᖅᑲᐅᒻᒥᒐᑦᑕ, ᐃᒃᓯᕙᐅᑖᖅ, ᓄᓇᕗᒻᒥ 

ᓈᓴᐅᑎᓕᕆᔨᒃᑯᑦ ᐊᒃᓱᕈᖃᑦᑕᖅᓯᒪᒻᒥᒻᒪᑕ ᓇᕝᕚᕆᐊᓂᒃ 

ᑕᒪᒃᑯᓇᙵᑦ ᐃᖏᕐᕋᑎᐊᕋᓗᐊᕐᒪᖔᑕ. 

ᐃᖅᑲᓇᐃᔮᒃᓴᐃᓪᓗ ᑕᐃᑲᓃᑦᑐᑦ ᐃᓱᒪᒋᓪᓗᒋᑦ, 

ᐃᓱᒪᓇᕋᔭᙳᐊᖅᑐᑦ ᐃᒻᒪᖃ ᓇᑭᑦ ᑐᓴᐅᒪᒐᑦᑕ 

ᓇᕝᕚᕈᓐᓇᖅᑐᖅ ᐅᕙᑦᑎᓐᓂᑑᙱᑦᑐᖅ. ᑕᒪᓐᓇ 

ᓄᑕᖅᑲᓂᑦ ᐱᓂᕐᓗᐸᓐᓂᕐᒧᑦ ᐊᖏᕈᑎᐅᓯᒪᔪᖅ 

ᐊᖅᑯᑎᒋᓗᒍ.  

 

ᐃᒻᒪᖃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐱᒋᐊᓪᓚᑲᓐᓂᕈᓐᓇᖅᐳᒍᑦ, 

ᐊᖏᖅᓯᒪᐃᓐᓇᓂᐊᖅᐳᖓᓗ 

ᖃᓄᐃᓕᐅᒃᑲᓐᓂᕈᓐᓇᕐᒪᖔᑦᑕ ᓯᐊᒻᒪᒃᑎᕆᕙᓐᓂᕐᒥᒃ 

ᑐᓴᐅᒪᔾᔪᑎᔅᓴᓂᑦ ᒐᕙᒪᓗᒃᑖᖑᔪᑎᒍᑦ 

ᐱᒋᐊᕈᑎᔅᓴᕆᓂᐊᖅᑕᑎᓐᓂ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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The reason why I’m asking because I have no 

knowledge what the procedures are, what you 

do, because I lack knowledge of what needs to 

be done within your department. But I only 

know about when there’s employment 

opportunities, when they are rolled out, they 

should be done right away so that the position 

can be filled right away. Because I have taken – 

that’s just a comment I would like to make. 

 

But in regards to if there’s 100 per cent of what 

the qualification, what’s the percentage whether 

it’s 75 per cent or 85 per cent of the 

qualifications, the individual who’s applying, 

will they be receiving training? Will they 

receive with their qualifications when they 

meet the qualifications 75 per cent? What’s the 

policy on that, when there’s an individual 

applying for a position when their 

qualifications are below 100 per cent? Do you 

have any policy in that regard? Thank you. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair, and I thank 

the member for the question. I think it’s really 

important as we move forward and we are 

trying to establish a public service that is 

representative, especially at the community 

level, of the community we’re serving, that we 

are actually hiring more Inuit employees into 

our roles. 

 

One of the issues is we do set, when somebody 

creates a job description, they create a 

minimum requirement of education and 

experience. For I would say 90 per cent of our 

positions, we have an equivalency. So if 

something says you need a degree and one year 

if you have five years of experience in that role, 

that would be an equivalency. So we always 

take that into when we’re screening candidates 

s into positions. 

 

The other thing is, I know we have talked about 

casual employees a lot. Casual employment is 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕙᐅᓗ.  

 

ᕙᐅᓗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ, ᑐᓴᖅᑎᓯᑦᑎᐊᕐᒪᑦ. 

ᐅᖃᐅᓯᖄᕐᔪᓐᓂᐊᖅᐳᖓ ᓄᓇᕗᒻᒥ ᓈᓴᐅᓯᕆᔨᒃᑯᑦ 

ᖃᓄᕐᓗ ᓈᓴᐅᓯᕆᔩᑦ ᐱᒍᓐᓇᕐᓂᖏᓐᓂᒃ.  

 

ᐃᓕᑕᖅᓯᖄᕐᓗᒍ ᐃᖅᑲᓇᐃᔮᑭᔅᓴᐸᓐᓃᑦ 

ᐱᔾᔪᑕᐅᕙᒃᓯᒪᒻᒥᒻᒪᑦ ᐊᑐᐃᓐᓇᐅᕙᑦᑐᓪᓗ ᑭᒃᑯᓕᒫᓄᑦ 

ᓄᓇᕗᓕᒫᒧᑦ ᑭᒡᓕᓯᓂᐊᖅᑎᒃᑯᑎᒍᑦ. ᐃᒃᐸᔅᓴᖅ 

ᐅᖃᓚᐅᕐᒥᒐᒪ, ᓯᑕᒪᑦ ᐊᕐᕕᓂᓖᓪᓗ ᐃᖅᑲᓇᐃᔮᑦ 

ᐃᓐᓄᑦᑕᐅᕋᑖᒥᓃᑦ, ᐊᒻᒪᓗ ᐊᐅᓚᑦᑎᔨᔅᓴᖅ ᑖᓐᓴ 

ᒥᐊᓂᕆᔨᐅᕙᓐᓂᐊᖅᑐᖅ ᑕᒪᒃᑯᓇᙵᑦ ᑐᓴᐅᒪᒐᒃᓴᓂᑦ. 

ᐃᓕᑕᖅᓯᒋᐊᖃᕐᒥᒐᑦᑕ ᓄᓇᕗᒻᒥ ᓈᓴᐅᓯᕆᔨᒃᑯᑦ 

ᑐᑦᑕᕐᕕᓪᓗᐊᖑᒐᓗᐊᖅᑐᓂ, ᑖᓐᓇᑑᕙᙱᒻᒪᑦ 

ᑐᓴᐅᒪᔭᕆᐊᓕᓐᓄᑦ. ᑕᐃᒪᐃᒐᓗᐊᕐᓗᓂ ᑲᓇᑕᒥ 

ᓈᓴᐅᓯᕆᔨᒃᑯᑦ ᓇᕝᕚᕐᕕᒋᕙᒻᒥᔭᕗᑦ, ᓄᐊᑕᕕᒥᓂᕐᒥᓂᒃ 

ᑭᓱᓂᑦ. ᐊᑕᐅᓯᐅᙱᖅᑐᖅ ᑕᕝᕙ ᓇᕝᕚᖅᕕᕆᔪᓐᓇᓲᕗᑦ. 

ᒫᓐᓇ ᐸᐸᑕᕗᓪᓕ ᐊᖏᖃᑎᒌᔅᓯᒪᓂᒃᑯᑦ ᓈᓴᐅᓯᕆᔨᒃᑯᑦ 

ᑲᓇᑕᒥ ᐱᓯᒪᔭᕗᑦ. ᑕᒪᒃᑯᐊ ᑕᖅᑳᓃᑦᑐᖃᖅᐸᑦ 

ᐅᕙᑉᑎᓐᓄᑦ ᖃᐃᑕᐅᕙᖏᑦᑐᖅ, ᑐᒃᓯᕋᕈᓐᓇᓲᖑᒻᒥᔪᒍᑦ 

ᑐᓴᕋᑦᓴᓂᑦ ᐱᔪᒪᓪᓗᑕ. 

 

ᑖᒃᑯᐊ ᒐᕙᒪᓕᕆᔨᒃᑯᑎᒍᑦ ᑖᒃᑯᑑᖏᒻᒪᑕ, 

ᐊᖏᕈᑎᖃᑐᐃᓐᓇᖅᑐᑑᖏᑦᑐᒍᑦ ᓈᓴᐅᓯᕆᔨᒃᑯᑦ ᑲᓇᑕᒥ, 

ᐊᓯᖏᑦᑕᐅᖅ ᓇᒻᒥᓂᖅ ᐊᖏᕈᑎᖃᐅᕐᒥᔪᑦ ᓄᓇᕗᒥ 

ᓈᓴᐅᓯᕆᔨᒃᑯᑦ ᑕᐃᒪ ᖃᑎᖅᓱᐃᕙᓪᓕᐊᕗᑦ ᑭᒃᑯᑦ, ᑭᓱᓂᑦ 

ᑐᓴᐅᒪᒍᑎᑦᓴᖃᕐᒪᖔᑕ 

ᐊᑐᐃᓐᓇᐅᔅᓴᐅᑎᒋᔪᓐᓇᕋᔭᕈᑎᓪᓘᓐᓃᑦ ᐅᕙᒍᑦ 

ᐃᑭᐊᖅᑭᕕᖓᓂ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ 

ᐃᓚᒋᐊᖅᓯᒪᖅᑰᒥᒻᒪᑦ. ᒥᔅᑕ ᕼᐊᐃᔅ 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 

ᐃᓱᒪᒍᑎᑦᓵᕐᔪᑐᐃᓐᓇᐃᑦᑕᐅᖅ. ᑕᒪᒃᑯᐊ ᓇᐅᑦᓯᖅᑐᕐᓃᑦ 

ᒐᕙᒪᒃᑯᑦ ᑲᓇᑕᒥ ᐊᒃᓱᕈᓐᓇᕈᑕᐅᕙᒻᒥᔪᖅ, ᓄᓇᕗᒻᒥᓪᓗ 

ᑭᐅᑦᓯᐊᕆᐊᖃᕐᓂᖅ ᓇᓕᐊᓐᓄᑦ ᐱᓕᕆᐊᖃᖅᑐᓄᑦ 

ᐸᐸᑕᐅᕙᒻᒪᑦ, ᑎᒥᐅᔪᓄᓪᓘᓐᓃᑦ. ᖃᓄᐃᖏᒃᑲᓗᐊᖅᓱᓂ 

ᓱᖅᑯᐃᖅᓯᒋᐊᒥᑦ ᑭᒃᑯᑦ ᑭᐅᔪᔅᓴᐅᑕᐅᒻᒪᖔᑕ, 

ᑐᓴᖅᑎᑦᓯᕙᓪᓗᑎᓪᓗ ᑭᒃᑯᓕᒫᓂᑦ ᑕᖅᑳᓂ. ᐃᓛᓐᓂᒃᑯᑦ 

ᓇᐅᒃᑯᑲᓐᓂᖅ ᐃᓱᒪᒋᐊᓲᖑᒻᒥᒻᒪᑦ, ᑕᐃᒪᐃᒻᒪᑦ 

ᑐᑦᑕᕐᕕᐅᓪᓗᐊᖅᑕᖅᑐᖅ ᑐᓴᐅᒪᒐᑦᓴᓄᑦ 

ᐊᖅᑯᑕᐅᓪᓗᐊᕈᓐᓇᕐᒪᑦ ᑐᓗᖅᓯᒪᐅᑎᐅᕙᑦᑐᑦ 

ᓄᖑᔾᔫᒥᖁᓪᓗᒋᑦ. ᐅᓐᓂᖅᓯᐅᕈᑎᖃᖅᐸᓂᑦ 

ᑐᓴᐅᒪᒐᑦᓴᓂᖅ, ᐃᖅᑲᐅᒪᕗᖓ ᑕᒻᒪᖅᓯᒪᔪᓐᓂᐊᖅᑎᐅᑉ 

ᐱᓕᕆᐊᕆᓯᒪᔭᖏᓐᓂᑦ.  
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actually pathway for people to get into the 

public service. You can come into the 

Government of Nunavut as a casual, learn 

valuable skills in a role. If you’re Inuit, there is 

often the opportunity to be direct appointed into 

the position that you have been doing. Every 

year there are maybe 200 employees who move 

from casual into permanent positions, because 

there are valuable skills learned in the role. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (no interpretation): Thank you, 

Mr. Chairman. 

 

(interpretation ends) I will say, it is very 

difficult, how it is run or operated in this area in 

the hiring stage. 

 

(interpretation) If the job is maximized at 90 

per cent, do you also visualize an individual, 

for example, who has been doing that position 

for 11 years but doesn’t have the required 

documents and degrees and so on? I’m sure that 

there are quite a few people that do not apply 

for the position because they are lacking the 

required paperwork. Have you looked at, in 

today’s age, about the experience of a person 

and do you recognize it as an equivalent or is it 

factored in? How does it work? Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chairman, and 

yes, for sure we do look at equivalencies. 

There’s very few positions where we wouldn’t. 

To be nurse you need to be a nurse. You need 

to have a nursing degree and certification or 

accreditation at that level. Same it social 

workers. So there are certain positions where 

you do need it, but generally we are very open 

to having equivalencies. 

 

 

ᓄᕙᔾᔪᐊᕐᓴᖃᓚᐅᖅᑎᓪᓗᒎ, ᖃᓄᕐᓗ ᑕᒪᓐᓇ 

ᓄᕙᕐᔪᐊᕐᓂᖅ ᑲᓇᑕᒥ ᓯᐊᒻᒪᕐᓂᖃᓚᐅᕐᒪᖔᖅ, ᖃᓄᖅ 

ᑲᐴᑏᑦ ᓯᐊᒻᒪᖅᑎᑕᐅᕙᓚᐅᖅᐸᑦ, ᐊᑦᑐᐃᕈᑕᐅᔪᓪᓗ 

ᓄᕙᕐᔪᐊᕐᓂᕐᒧᑦ, ᑕᒪᒃᑯᐊ ᒐᕙᒪᑐᖃᒃᑯᓐᓄᑦ 

ᑐᑭᓯᔭᐅᓇᓱᓚᐅᒻᒪᑕ, ᐊᕕᑦᑐᖅᓯᒪᔪᓪᓗ ᒐᕙᒪᖃᕐᕖᑦ 

ᐱᖃᑎᒋᓪᓗᒋᑦ, ᓄᓇᕗᒻᒥᓪᓗ, ᒪᑯᐊᓗ ᐱᓗᐊᖅᑐᖅ 

ᑐᑭᓯᔭᐅᔪᓐᓇᖅ ᖃᓄᐃᖏᒃᑲᓗᐊᖅᓱᑎᒃ. ᑭᓯᐊᓂ 

ᑲᑎᑕᐃᓐᓇᕆᒐᑦᑎᒍ ᑲᓇᑕᒥ ᓄᐊᑕᐅᔪᑦ, 

ᐋᔩᖃᑎᖃᕈᒪᔾᔮᖏᓐᓇᑦᑕ ᐊᖏᕈᑎᑦᓴᓂᑦ ᑐᓴᐅᒪᒐᑦᓴᓂᑦ, 

ᖃᓄᐃᑦᑐᒦᑎᓪᓗᓯ.  

 

ᐅᖃᐅᓯᖃᖅᐳᒍᑦ ᑕᕝᕙᓂ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ, 

ᑐᐊᕕᓐᓇᖅᑑᓂᕋᖅᑕᐅᒻᒪᑦ. ᑐᐊᕕᓐᓇᖅᑐᖃᖅᐳᖅ, 

ᓱᖅᑯᐃᖅᓯᑦᓯᐊᕆᐊᖃᖅᐳᒍᑦ ᑭᒃᑯᑦ ᒐᕙᒪᒃᑯᓐᓂ ᑭᑐᓂᑦ 

ᓇᕝᕚᑦᓴᕆᐊᖃᖅᐸᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ, ᑭᒃᑯᓪᓗ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᑲᔪᓯᑦᓯᐊᕈᓐᓇᖁᓪᓗᒋᑦ 

ᐱᑦᓴᕆᐊᖃᖅᐸᑦ. ᑕᐅᑐᑦᑕᐅᓂᖓ ᐊᑐᓂᑦ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᕝᕕᖏᑦ ᐱᓯᒪᑦᓯᐊᕋᓗᐊᕐᒪᖔᑕ 

ᑐᓴᐅᒪᔭᕆᐊᓕᒻᒥᓂᑦ, ᐱᓕᕆᖃᑎᒌᑉᐸᓐᓂᕐᒥᒍᑦ ᑕᕝᕙ 

ᓴᖅᑭᑎᑦᓯᒍᑎᐅᓯᒪᕗᖅ ᑲᑐᔾᔨᖃᑎᒌᒋᐊᖃᕐᓂᖏᓐᓂᑦ 

ᒐᕙᒪᒃᑯᑦ. ᐃᓚᖓᑦᑕᐅᖅ ᐊᐱᖅᑯᑎᐅᖅᑲᐅᔪᒧᑦ 

ᑐᓴᐅᒪᒐᑦᓴᐃᑦ ᐱᓪᓗᒋᑦ; ᖃᓄᖅ ᐱᑦᓯᐊᖅᑎᒋᓂᖏᓐᓂᒃ 

ᖃᐅᔨᒪᔾᔪᑎᑦᓴᒥᒃ ᐱᓕᕆᕌᖓᑦᓯ ᐸᕐᓇᐅᑏᑦ ᐱᓗᐊᖅᑐᒥᑦ, 

ᑐᓴᐅᒪᒐᑦᓴᐃᑦ ᑭᓱᑦ ᐱᒍᒪᕕᓯᐅᒃ? 

ᐋᖅᑭᐸᓪᓕᐊᓚᐅᖏᓂᔅᓯᓂᓪᓘᓐᓃᑦ. ᑕᐃᒪᐃᓐᓂᖓᓄᑦ 

ᐃᓇᑦᓯᕙᓪᓕᐊᓚᐅᖅᐳᒍᑦ ᖃᐅᔨᒪᔾᔪᑎᑦᓴᐅᔪᓐᓇᖅᑐᓃᒃ, 

ᑐᑭᓯᐅᒪᒍᑕᐅᒍᓐᓇᖅᑐᓂᑦ ᐅᓪᓗᖅᓯᐅᑎᑎᒍᑦ 

ᑭᒡᓕᖃᕐᓗᑎᒃ. ᓇᓗᓇᐃᕆᔨᒍᓐᓇᕈᕕᒋᑦ ᑭᑐᓂᑦ 

ᖃᐅᔨᒪᔾᔪᑎᒋᓂᐊᕋᑦᓯᐅᖅ ᐱᕙᓪᓕᐊᑎᒋᓂᑦᓯᓂᑦ, 

ᓈᕝᕚᖅᐸᓪᓕᐊᓂᓯ ᐱᓗᒋᑦ, 

ᐃᖏᕐᕋᑦᓯᐊᕈᑎᒋᒃᑲᓂᕐᓂᐊᖅᑕᓯ, 

ᐱᔨᑦᓯᑦᓯᐊᕈᑎᒋᒃᑲᓐᓂᕐᓗᒋᓪᓗ ᐱᔨᑦᓯᖅᑕᑎᓄᑦ. 

ᐊᕗᖓᓕᒫᕈᓐᓇᕋᓗᐊᖅᑐᖓ ᓄᖅᑲᓕᕐᓚᖓ ᑕᕝᕗᖓ. 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᕼᐊᐃᔅ. 

ᐱᕕᖃᑦᓯᐊᖅᐳᒎᒐᓗᐊᖅ. ᐊᓯᐊᓅᓚᐅᖏᓂᑦᑎᓐᓂᒃ 

ᑐᑭᓯᓴᐅᒋᐊᑐᐃᓐᓇᕈᒪᓪᓗᖓ ᒥᔅ ᐳᕉᔅᑐ 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᖓᓄᑦ, ᐱᔨᑦᓯᖅᑕᐅᕙᑦᑐᓄᑦ 

ᐊᓪᓚᑕᐅᕙᑦᑐᐃᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ ᓇᐅᒃᑯᑦ ᐅᑭᐅᑦ 

ᑕᓪᓕᒪᓪᓘᕝᕙ ᐊᓂᒍᓕᖅᐳᑦ, 

ᑲᔪᓯᑦᓯᐊᖐᓐᓇᓚᐅᕐᓂᖏᓐᓄᑦ 

ᐱᒋᐊᒍᑎᖃᒃᑲᓐᓂᒋᐊᖃᓕᓚᐅᖅᓯᒪᔪᑦ Matrixᒥᒃ. 

ᐅᑭᐅᒐᓴᐃᑦ ᐊᓂᒍᖅᑐᑦ 

ᐊᐱᖅᑯᑕᐅᒋᐊᖃᓚᐅᖅᓯᒪᔫᒐᓗᐊᖅ, 

ᐊᐅᓚᔨᒻᒪᕆᙱᒃᑲᓗᐊᖅᑐᖓ. 
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Every job ad we post has the line “all 

equivalencies will be considered.” 

 

In terms of our process, our process are public, 

so they’re on our Department of Human 

Resources web site. There are maybe seven or 

eight directives that talk about each stage and 

what happens for a competition. Plus if an 

individual has questions about the competition, 

there’s always the right of appeal for most 

positions in the government, where they can 

come back to Human Resources and say can 

you review this again; I don’t feel I was treated 

properly. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee: Thank you, Mr. Chair. And then 

how is it rated out with work experience? Like 

having the experience, or having a diploma in 

nursing, and then another person has a very 

high, good experience. With the percentage of 

it, or with the numbers how it is rated out, is 

that rated like with work experience, is it rated 

well? Like is it equal? Like, can you explain 

that more in this area. (interpretation) Thank 

you, Mr. Chairman. 

 

Chairman: Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. The 

equivalency is one year of education is equal 

to, or one year of experience in the field is 

equal to one year of education. A diploma is 

generally two years, two years of experience in 

that field is equal. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman, and thank you for that comment. 

 

For Department of Family Services, we have a 

public relations office that’s available to people 

who have complaints. Have you indicated 

where that central office is going to be located, 

 

ᖃᓄᖅ ᐊᔾᔨᒌᖏᒻᒪᑎᒃ ᑖᒃᑯᐊ ᐱᓇᓲᑎᐅᔪᐃᑦ, 

ᐱᑐᖃᐅᓚᐅᖅᑐᖅ ᐊᒻᒪᓗᓪᓘᓐᓃᑦ Matrix, ᐱᔾᔪᑎᖃᖅᐱᑖ 

ᒪᕐᕉᓐᓂᒃ  ᐊᐅᓚᑦᓯᔾᔪᑎᖃᖅᐱᑖ, ᐅᕝᕙᓗ ᒐᕙᒪᒃᑯᑦ 

ᑎᒥᖁᑎᖏᓐᓄᑦ ᓴᐳᔾᔨᓯᒪᒐᓱᓐᓂᖏᓐᓄᑦ. ᓱᒻᒪᑦ ᒪᕐᕉᓐᓂᒃ 

ᐱᔨᑦᓯᐸᑦᑕᓄᑦ ᐊᐅᓚᑦᓯᔾᔪᑎᖃᖅᐱᑕ? ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒥᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᓱᒪᓇᕋᔭᖅᑐᖅ ᖃᖑᓇᖅᑐᒃᑰᓕᖓᔪᖅ ᐅᖃᓚᐅᖅᑕᑦ, 

ᐃᒻᒪᖄ ᐱᔾᔪᑎᐅᖅᑰᖅᐳᖅ. ᑭᓯᐊᓂ ᒥᔅᑕ ᓰᓕ 

ᑭᐅᖁᒍᓐᓇᖅᓯᒍᕕᐅᒃ ᑭᐅᑦᓯᐊᕐᓂᖅᓴᐅᒍᓐᓇᖅᑰᕐᒪᑦ. 

ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᓰᓕ. 

 

ᓰᓕ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᓇᐃᓐᑐᒥᑦ 

ᑭᐅᓗᖓ, ᐊᑐᓂᑦ ᒐᕙᒪᒃᑯᑦ ᑎᒥᖁᑎᖏᑦ ᐋᖅᑮᓯᒪᒻᒪᑕ 

ᐊᐅᓚᑦᓯᔾᔪᑎᒥᑦ ᐱᔭᕆᐊᖃᖅᑕᖏᑦ ᒪᓕᓪᓗᒋᑦ, ᑕᒪᒃᑯᐊ 

ᖃᕆᑕᐅᔭᒃᑯᓪᓗ ᐱᓇᓲᑏᑦ ᐊᔾᔨᒌᖏᑦᑐᑦ ᐊᑐᕈᒪᔭᖏᑦ 

ᒪᓕᓪᓗᒋᑦ. 

ᑕᒪᒃᑯᐊ ᖃᕆᑕᐅᔭᒃᑯᓪᓗ ᐱᓇᓲᑏᑦ ᐊᔾᔨᒌᖏᑦᑐᑦ 

ᐊᑐᕈᒪᔭᖏᑦ ᒪᓕᓪᓗᒋᑦ, ᑮᓇᐅᔭᖁᑎᖏᓪᓗ ᒪᓕᑦᑐᒋᑦ. 

ᑐᕌᒐᕆᓚᐅᖅᑕᖏᓪᓗ ᐊᔾᔨᒌᔪᖏᒻᒪᑕ ᐱᔪᒪᓂᖏᑦ. 

ᐅᖃᖃᑎᒌᙱᓱᑎᓪᓗ ᑐᕌᒐᖏᑦ ᐊᔾᔨᒌᖏᓚᕿᓪᓗᑎᓪᓗ 

ᑖᒃᑯᐊ ᒪᕐᕉᖅ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑑᒃ. 

 

ᑖᓐᓇ ᐊᐅᓚᖅᓯᔾᔪᑎᐅᔪᖅ ᒐᕙᒪᓗᑦᑖᓂ ᐊᑐᖅᑕᐅᓕᖅᑐᖅ, 

200ᖑᖅᑰᖅᑐᑦ ᐅᖓᑖᓄᑦ ᐋᖅᑭᑦᑕᐅᓯᒪᓕᖅᑐᑦ 

ᐊᔾᔨᒌᖏᑦᑐᓄᑦ ᒐᕙᒪᒃᑯᑦ ᑎᒥᖁᑎᖏᓐᓂ. ᐅᑭᐅᑦ 

ᓯᑕᒪᓪᓕ ᐱᕙᓪᓕᐊᓯᒪᓕᖅᐳᑦ ᖃᕆᑕᐅᔭᕐᒥᑦ ᐱᓇᓲᑎᒥᑦ 

ᓇᓕᐊᓐᓂᑐᐃᓐᓇᖅ ᐊᑐᕈᓐᓃᖁᑉᓗᑕ ᐊᐅᓚᑦᓯᔾᔪᑎᓂᑦ. 

ᑐᓴᖃᑦᑕᖅᓯᒪᓪᓗᑎᒍ ᑲᖑᓇᖅᑐᓕᕆᓂᕐᒧᑦ ᑲᒥᓯᓇᒥᑦ 

ᑕᒪᒃᑯᐊ. ᐱᕕᖃᑦᓯᐊᕐᓂᐊᖅᐳᑦ ᓄᑖᒧᑦ. ᐄ, 

ᐊᔾᔨᒌᖏᓚᐅᓚᕿᔪᖅ ᐊᑕᐅᑦᓯᒃᑰᖏᑦᑐᖅ 

ᓂᐅᕕᖅᐸᓚᐅᕐᒪᑕ ᐃᒻᒥᒃᑯᑦ. 

 

ᑭᓯᐊᓂ ᐃᑲᔪᖅᑐᐃᖏᓐᓇᓂᐊᖅᑐᒍᑦ ᑕᒪᒃᑯᓄᖓ 

ᐊᑐᖅᑕᐅᔪᓐᓇᓂᐊᖅᑐᓄᑦ ᐃᖏᕐᕋᑦᓯᐊᕈᑎᑦᓴᓪᓚᕆᒻᒥᑦ 

ᓴᖅᑭᖅᑐᖃᓚᐅᖏᓐᓂᖓᓂ, ᐃᖅᑲᓇᐃᔮᕆᕙᓪᓕᐊᓪᓗᑎᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᐱᖅᓱᑲᓐᓂᕐᓗᖓ 

ᒥᔅᑕ ᓰᓕ. ᑖᒃᑯᐊ ᐊᑐᓕᖅᑎᑦᑎᕙᓪᓕᐊᒻᒪᑕ ᑖᒃᑯᓄᖓ  

Matrix-ᓄᑦ ᖃᕋᓴᐅᔭᖅ ᐊᑐᖅᑕᐅᕙᓪᓕᐊᖃᑦᑕᕐᒪᑦ. 

ᐃᓚᒋᐊᑦᓯᔪᓐᓇᕐᒥᒪᑕᒎᖅ ᑖᒃᑯᓂᖓ ᑕᐃᒃᑯᓂᖓ 

ᐊᑐᖅᑕᐅᕙᓪᓕᐊᓂᖅᑐᑦ, ᐃᓗᓕᕆᓂᐊᖅᑕᖏᓪᓗ 

ᐋᖅᑭᑦᓱᖅᑕᐅᕙᓪᓕᐊᓪᓗᑎᒃ. ᒫᓐᓇᕋᑖᖑᓚᐅᖅᑐᖅ 
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that central office that you were talking about 

yesterday? When are you going to be starting 

it? Because there’s quite a few people, I’m 

sure, who will be accessing that office. When is 

that office going to be open and functioning? 

Thank you, Mr. Chairman. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, I’m pleased to advise the committee that 

that function is operational. It became 

operational the day the announcement was 

made. Thank you, Mr. Chair. 

 

Chairman: Thank you. Maybe just to clarify, 

where are the positions located? I think we 

touched on it a little bit yesterday, on the 

number of staff involved, but maybe you can 

give another quick a little snapshot of what that 

office looks like. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chairman. 

That office falls within the purview of the 

Director of Child and Family Services. It’s 

located at headquarters. It works in close 

collaboration with the quality assurance team 

that is comprised of I believe four employees, 

all of which positions are filled at the present 

time, Mr. Chair. We wanted to ensure that we 

had the necessary collateral positions in place 

and standards of service to deliver response 

times and such before we made announcement, 

and so it is a funded position and it’s 

operational. Thank you, Mr. Chair. 

 

Chairman: One final thing. Are all official 

languages available through that department, in 

written and oral? Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. At the 

present time I believe we would struggle with 

the French language. The mediums by which 

individuals can engage with our client relation 

function are by telephone, through the toll free 

number, and also e-mail address, Mr. Chair. 

ᒪᓕᒐᓕᐅᕐᕕᒻᒥ ᐊᖏᓚᐅᖅᓯᒪᒐᑦᑎᒍ $5 ᒥᓕᐊᓐ 

ᑮᓇᐅᔭᖅᑐᕈᑎᔅᓴᕆᓂᐊᖅᑕᖓ, ᑐᒡᓕᐊᓂ ᐱᓕᕆᔾᔪᑎᔅᓴᖅ, 

ᓯᕗᓪᓕᕐᒦᒃᑲᑕ ᓱᓕ. ᑐᓴᒐᔅᓴᐃᑦ ᑕᐃᒃᑯᐊ ᓄᐊᑕᐅᔪᑦ, 

ᑐᒡᓕᐊᓂᓗ ᐱᓕᕆᔭᐅᔾᔪᑎᔅᓴᑦ.  

 

ᓄᑦᑎᕆᔪᓐᓇᕋᔭᖅᐹ, ᐊᔾᔨᒌᖏᑦᑐᓂᑦ ᓂᐱᑦᓴᖏᓐᓂᑦ 

ᖃᕋᓴᐅᔫᑉ Oracle-ᖑᓂᕋᖅᑕᐅᔪᒧᑦ, ᒫᓐᓇᑲᐅᑎᒋᓘᓐᓃᑦ 

ᐅᕝᕙᓘᓐᓂᑦ ᐊᔪᕋᔭᖅᐸ, ᓯᕕᑐᔪᒧᓪᓘᓐᓃᑦ ᑐᕌᕋᑦᓴᖓᓂᑦ? 

ᓇᓗᓇᐃᖅᑕᐅᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ. ᒥᔅᑕ ᓰᓕ. 

 

ᓰᓕ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᑭᒡᒍᓯᕋ, ᐃᒻᒪᖄ. ᐊᔾᔨᒌᖏᒻᒪᑕ ᖃᕋᓴᐅᔭᐅᑉ ᓂᐱᑦᓴᖏᑦ 

ᑕᒪᒃᑯᐊ ᐊᑐᖅᑕᐅᔪᓐᓇᖅᑐᑦ, ᓲᕐᓗ Oracle-

ᖑᓂᕋᖅᑕᐅᔪᓪᓗ ᐱᖃᓯᐅᑎᓗᒍ. ᐊᖏᔪᐊᓘᒻᒪᑦ 

ᓄᓇᕐᔪᐊᕐᓂ ᐊᑐᖅᑕᐅᓵᕆᒃᖢᓂᓗ ᑕᐃᓐᓇ, ᑕᒪᒃᑯᐊᓗ 

ᐊᑐᑕᐅᔪᓐᓂᖓᑕ ᑖᒃᑯᐊ Oracle ᐃᓗᐊᓃᑦᑐᑦ ᓄᑖᑦ 

ᑕᕝᕙ, ᐋᖅᑭᔅᓱᑕᐅᑲᓐᓂᕆᐊᓕᑦ ᐊᑐᓂᑦ ᐃᓛᒃᑰᖓᓪᓗᑎᒃ 

ᐱᓕᕆᔭᐅᔪᑦ, ᓲᕐᓗ ᐃᒡᓗᓕᐅᖅᑎᑐᑦ ᓴᓇᒻᒪᑦ, ᓲᕐᓗ 

ᐃᓚᒋᐊᖅᑕᐅᔪᖅ ᓲᕐᓗ ᐃᒡᓗ. 

 

ᑖᓐᓇ ᖃᕋᓴᐅᔭᐅᑉ ᐊᐅᓚᔾᔪᑎᖓ ᑕᐃᒪᓐᓇ 

ᐱᔨᔅᓯᖁᓪᓗᒋᑦ, ᐊᖏᕐᕋᓕᒫᒥᑦ ᐱᔨᑦᓯᕈᑎᔅᓴᐃᑦ 

ᐊᖑᒻᒪᑎᔭᐅᔪᓐᓇᖁᓪᓗᒋᑦ ᖃᕋᓴᐅᔭᒃᑯᑦ, ᐃᓄᓕᕆᔨᒃᑯᓪᓗ, 

ᐋᓐᓂᐊᖃᕐᓇᖏᑦᑐᓕᕆᔨᒃᑯᓐᓄᓪᓗ. ᑖᒃᑯᐊ 

ᐅᓄᖅᑐᒻᒪᕆᐊᓗᐃᑦ ᐱᓕᕆᔾᔪᑎᑦ, ᖁᕝᕙᓯᑦᑐᒥᓪᓗ 

ᑕᐃᑯᓂᖓ Oracle-ᖑᓂᕋᖅᑕᐅᔪᒦᑦᑐᓐᓇᒻᒥᔪᑦ ᑕᐃᒃᑯᐊ 

ᑐᓴᒐᒃᓴᐃᑦ ᓄᐊᑕᐅᓯᒪᔪᑦ ᕿᒥᕐᕈᓇᕐᓗᒋᑦ 

ᑲᖑᓇᖅᑐᓕᕆᔾᔪᑏᑦ, ᖃᖑᓇᖅᑐᖁᑎᖏᓪᓗ ᐊᒻᒪ 

ᖃᐅᔨᒋᐊᕐᓗᒋᑦ ᐊᑐᖅᑕᐅᔾᔪᑎᕆᔭᖏᑦ, ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᑭᓱᒻᒥᑦ ᐊᑐᕈᑕᐅᒻᒪᖔᑕ.  

 

ᑕᒪᒃᑯᐊ ᐱᓕᕆᔾᔪᑎᐅᖃᑦᑕᖅᑐᑦ Oracle 4-ᒥᑦ 

ᐊᑐᖃᑦᑕᖅᑐᑦ, ᐊᐅᓚᔾᔪᑎᒋᓂᐊᖅᑐᑦ ᓱᓕ ᐃᓚᖏᑦ 

ᐱᔭᕇᖅᓯᒪᖏᑦᑐᑦ. ᐅᖃᕈᓐᓇᖅᑐᖓ, ᐃᓚᖓᑕ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑐᔅᓕᐊᓂᖏᑦᑐᑦ ᓱᓕ ᖃᕋᓴᐅᔭᖁᑎᐊᑕ 

ᐃᓗᐊᓂ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑕᒪᑦᓱᒥᖓ 

ᐅᖃᐅᓯᖃᕋᕕᑦ ᒥᔅᑕ ᓰᓕ. ᐊᑎᖁᑎᓐᓄᑦ, ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐱᔭᕇᕋᓱᓕᖅᑲᐅᔪᖓ. ᑖᒃᑯᐊ ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒪ.  

 

ᑖᒃᑯᓂᖓ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᒃᑯᓐᓂᒃ 

ᐃᓄᓕᕆᔨᒃᑯᓂᓪᓘᓐᓂᑦ ᐃᓚᖏᑦ ᑭᒡᒍᓯᕆᔭᐅᖅᑲᐅᔪᖅ, 

ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᑮᓇᐅᔾᔭᒃᓵᕆᔭᐅᔪᖅ ᓄᓇᓕᓐᓂ, 

ᐃᓄᓕᕆᔨᐅᔪᓐᓗ. ᐅᑉᐱᕈᓱᒃᑲᒪ ᐅᖃᖅᑐᖃᖅᑰᖅᑲᐅᖕᒪᑦ, 
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When there is a unilingual Inuktitut-speaking 

individual who calls the number, we have staff 

in headquarters that can speak Inuktitut to 

ensure that they can convey their concerns in 

their language. 

 

I’ll just go a little further, Mr. Chair. I 

mentioned that the department hasn’t done well 

in respect of communicating its programs and 

services, and I mentioned that we would be 

doing significantly more work with respect to 

public education about these things. One of 

those modules will include the client relation 

function, to get the word out there in various 

mediums. We’re considering radio. As we 

know, in many small communities radio is 

something that constituents often listen to. 

We’re also going to engage social media 

platforms, written documentation, posters, 

pamphlets, these kinds of things. We know we 

need to do better and that’s what the plan 

entails, Mr. Chair. Thank you. 

 

Chairman: Thank you for that information, 

Mr. Ellsworth. I’ll go to the next name on my 

list, Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I would 

just like to go back to the Deputy Minister of 

Family Services. My last question to him was 

about the change management plan, and the 

deputy minister stated that they are using the 

ADKAR approach, which is I think Prosci; I’m 

not sure how to pronounce it. However, in the 

strategic plan the change model that is 

indicated is the Kotter’s 8-step change model. I 

would like some clarification on whether or not 

there was a shift. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. I 

wouldn’t say a shift, I would say a more 

concise and direct training for the staff to 

ensure that change management happens. The 

Kotter’s 8-step model is still appropriate in the 

ᐃᓚᖏᑦ ᐊᑭᑐᓂᖅᐹᑯᒡᒎᖅ ᐊᑭᓕᖅᓱᖅᑕᐅᖕᒪᑕ. 

ᐃᓱᒪᒋᖃᓯᐅᑎᓪᓗᒋᑦ ᑕᒫᓂ ᓂᐅᕕᐊᑦᓴᐃᑦ ᓄᓇᕗᒻᒥ 

ᐊᑭᑐᔪᐊᓘᒻᒪᑕ, ᐅᑭᐅᖅᑕᖅᑐᒦᔾᔪᓯᐊᖅᑖᖃᑦᑕᖅᑑᒐᓗᐊᑦ 

ᑭᓯᐊᓂ ᐊᓯᔾᔩᔪᓐᓇᖏᒻᒪᑦ ᐊᑭᖏᓐᓂᑦ ᓂᐅᕕᕐᕕᒻᒥᓂ, 

ᑕᐃᒃᑯᐊ ᐅᑭᐅᖅᑕᖅᑐᒥ ᓂᐅᕕᕐᕕᒻᒥᓂᑦ ᓂᐅᕕᐊᑦᓴᐃᑦ 

ᐊᑭᑐᔪᐊᓘᒻᒪᑕ. ᐅᑭᐅᖅᑕᖅᑐᒦᔾᔪᐊᓯᐊᑦ ᑕᐃᒃᑯᐊ 

ᐊᖑᒻᒪᑎᖏᒻᒪᑕ ᑕᐃᒃᑯᓂᖓ. 

 

ᐃᓱᒪᒐᒪ, ᐃᒻᒪᖄ ᐊᔾᔨᒌᖏᒃᑲᓗᐊᕐᒪᖔᑕ ᒐᕙᒪᖃᕐᕕᐅᔪᑦ 

ᕿᒥᕐᕈᓇᒃᖢᒋᑦ ᐊᑭᓕᖅᓱᖅᑕᐅᔾᔪᑎᖏᑦ, 

ᐃᑲᔫᓯᐊᕆᔭᖏᓪᓗ ᐊᑐᐃᓐᓇᐅᑎᑕᕗᑦ, ᐊᓯᖏᓐᓄᑦ 

ᒐᕙᒪᖃᕐᕕᐅᔪᓄᑦ ᐊᑐᐃᓐᓇᖃᖅᑎᑕᖏᓐᓄᑦ. ᑕᐃᒃᑯᐊ 

ᓂᖀᑦ ᐊᑭᖏᑦ ᐊᑭᑭᓐᓂᖅᓴᐅᒻᒪ ᖃᓪᓗᓈᑦ ᓄᓇᖓᓐᓂ. 

ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐅᓄᖅᖢᑎᒃ ᐊᔾᔨᒌᖏᓐᓂᕆᔭᖏᑦ 

ᖃᐅᔨᓴᖅᑕᐅᓗᒋᑦ. ᑖᒃᑯᐊ ᖃᓗᓈᑦ ᓄᓇᖓᓃᒃᑯᑎᒃ 

ᐊᑲᐅᓂᖅᓴᐅᓱᒋᓪᓗᒋᑦ ᑮᓇᐅᔭᒃᓵᖏᑦ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, 

ᐊᑭᑭᓐᓂᖅᓴᐅᒻᒪᑕ ᓂᕿᖏᑦ, ᐃᒡᓗᒧᓪᓗ ᐊᑐᖅᑐᐊᕈᑏᑦ, 

ᓇᖕᒥᓂᑖᕈᑏᓪᓗ ᐃᒡᓗᒧᑦ ᖃᓪᓗᓈᑦ ᓄᓇᖓᓃᒃᑯᓂᒃ, 

ᑕᒪᐅᖓ ᓄᑦᑎᖏᖔᕐᓗᑎᒃ, ᐊᑭᑭᓐᓂᖅᓴᐅᒻᒪᖔᑦ. ᑖᒃᑯᐊ 

ᖃᐅᔨᓴᖅᑕᐅᖃᑦᑕᖅᐹᑦ ᐊᔾᔨᒌᖏᓐᓃᔭᕆᔭᖏᑦ? ᐃᓛᒃ 

ᐊᑭᓴᖅᑐᐃᑦᑎᐊᕋᓱᒻᒪᖔᑕ ᒪᓕᓪᓗᒋᑦ ᐊᕐᕌᒍᑕᒫᑦ 

ᑮᓇᐅᔭᑦᓴᖏᑦ ᒪᓕᓪᓗᒋᑦ? ᐃᒃᓯᕙᐅᑖᖅ, ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥ ᐸᐅᕙ. 

 

ᐸᐅᕙ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᓄᓇᕗᒻᒥ 

ᐅᑭᐅᖅᑕᖅᑐᒦᔾᔪᓯᐊᖅ ᑖᒃᑯᐊ ᑮᓇᐅᔭᖅᑖᕆᔭᐅᖃᑦᑕᖅᑐᑦ 

ᔫᓂᐊᓐᑯᑦ ᑲᑐᔾᔨᖃᑎᒌᑕ ᐃᓗᐊᓃᑦᑐᑦ. ᐊᖏᖃᑎᒌᒍᑏᑦ 

ᑕᒪᒃᑯᐊ ᒪᓕᓪᓗᒋᑦ, ᐊᖏᖃᑎᒌᒍᑎᖃᓚᐅᖏᑎᓪᓗᒋᑦ 

ᑖᒃᑯᐊ ᕿᒥᕐᕈᓇᒃᑲᓐᓂᕈᒪᓂᐊᖅᑕᕗᑦ. ᐊᑯᓂᑲᓪᓚᕈᓗᒃ 

ᑖᒃᑯᐊ ᕿᒥᕐᕈᓇᓚᐅᙱᓐᓇᒃᑭᑦ, ᐊᑯᓂᑲᓪᓚᕈᓗᒃ ᑕᐃᒃᑯᐊ 

ᒪᕐᕉᒃ, ᑎᓴᒪᓂᑦ ᕿᑐᕐᖓᖅᑐᓄᑦ ᑮᓇᐅᔭ. ᑖᒃᑯᐊ 

ᐅᑎᕐᕕᒋᔭᕆᐊᖃᕐᓂᐊᖅᑕᕋ ᐃᓗᐊᓃᑦᑐᖅ, ᓱᓕ 

ᐱᓯᒪᖏᑦᑐᖓ. ᐱᖃᑖ, ᑖᒃᑯᐊ ᑲᔪᙱᖅᓴᐃᔾᔪᑏᑦ, ᓲᕐᓗ 

ᑮᓇᐅᔾᔭᑦᓵᑦ ᐊᓯᖏᓐᓄᑦ ᐋᓐᓂᐊᓯᑎᑎᑐᑦᑕᐅᖅ. ᐊᒻᒪ 

ᐃᖅᑲᐅᒪᔭᕆᐊᖃᕐᒥᒐᑦᑕ ᑕᒪᒃᑯᐊ ᖃᐅᔨᓴᕈᑎᕗᑦ, ᑕᒪᒃᑯᐊ 

ᑮᓇᔾᔮᑦᓵᖏᑎᒍᑦ ᐃᖅᑲᓇᐃᔭᕐᓂᕐᒥᓄᑦ ᕿᒪᐃᓲᖑᖏᑦᑐᑦ, 

ᐃᑲᔪᖅᑕᐅᑦᑎᐊᕆᐊᖃᕐᓂᖓ ᒪᓕᓪᓗᒍ. 

ᖁᔭᒋᔭᐅᑦᑎᐊᕐᓗᑎᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ ᑕᒪᒃᑯᐊ, 

ᐊᑭᑦᑐᕋᐅᑎᑦᓯᐊᖁᓪᓗᑕ, ᐃᓚᖏᑦ ᑕᐃᒪᓐᓇᑦᑕᐅᖅ 

ᓯᕗᒧᐊᑦᑎᐊᖁᒡᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓛᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᑭᐅᒐᕕᑦ ᑖᔅᓱᒧᖓᑦ. ᐱᓕᕆᕕᓰ 

ᐊᔾᔨᒌᖏᓐᓂᕆᔭᖏᑦ ᐃᑲᔫᓯᐊᕆᔭᐅᖃᑦᑕᖅᑐᑦ 
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circumstance. It’s more an of compilation, I 

would say, of different change management 

ideologies to ensure that we can effect 

appropriate change. 

 

The ADKAR model, which again is, awareness 

desire, knowledge, ability, and reinforcement, 

assists us and is useful in diagnosing employee 

resistance to change. It helps employees 

transition through the change process, 

Mr. Chair, creating a successful action plan for 

personal and professional advancement during 

a change initiative. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you. I just need some 

clarification. Are theses two different 

programs? Which one is actually being used? Is 

the Kotter’s 8-step change model no longer 

being used for this process? Thank you, Mr. 

Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I would submit that we’re using both 

models to ensure that change management 

occurs meaningfully. Each concept has 

variations on a similar theme, but I think the 

Kotter’s concept model is designed more for 

generally organizationally, I would say, 

whereas the ADKAR model, and I apologize 

for the acronym but that is both organizational 

and individually facing. So it’s employee 

based. 

 

We want to make sure that we can effect this 

change, and so I think the different variations 

of change management applications will assist 

us in achieving that necessary progress. Thank 

you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᕿᒥᕐᕈᓇᑦᑕᐅᖃᑦᑕᖅᐸᑦ 

ᑲᔪᖏᖅᓴᐅᑕᐅᓗᑎᒃ ᑕᒪᐅᖓ ᓄᓇᕗᒻᒧᑦ ᑎᑭᖁᓪᓗᒋᑦ 

ᓄᑦᑎᖁᓪᓗᒋᑦ? ᓇᓗᓇᖏᓛᖅ, ᐊᑐᖅᑕᐅᖃᑦᑕᕐᓂᖓᑦ 

ᑕᐃᒃᑯᐊ ᑲᔪᖏᖅᓴᐅᑕᐅᖃᑦᑕᖅᑐᑦ, ᓲᕐᓗ ᐃᓄᓕᕆᔨᐅᔪᑦ, 

ᐱᔭᕆᐊᖃᓪᓚᕆᒃᑲᑦᑕ ᐃᓄᓕᕆᔨᓂᑦ ᑕᐃᒪᓐᓇ. ᐱᓕᕆᕕᓯ 

ᑕᐃᒪᐃᓕᐅᖅᐹᑦ? ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥ ᐸᐅᕙ. 

 

ᐸᐅᕙ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᑦᑕᐅᖅ ᐊᐱᕆᒐᕕᑦ. ᑭᖑᓪᓕᕐᒥ ᐱᓕᕆᓂᐊᖅᑕᕗᑦ 

ᑖᒃᑯᐊ ᐃᓄᓕᕆᔩᑦ ᐊᐱᕆᓗᒋᑦ ᑭᓱᓂᑦ ᐃᖅᑲᓇᐃᔮᒥᓄᑦ 

ᕿᒪᐃᖏᔾᔪᑎᒃᓴᒥᑦ ᖃᓄᐃᓕᐅᕈᑎᖃᕈᓐᓇᖅᐱᑕ, 

ᑲᔪᖏᖅᓴᐃᔾᔪᑏᑦ, ᑮᓇᐅᔭᑎᒍᓪᓗ, ᐊᒻᒪᓗᑦᑕᐅᖅ ᐃᓚᖓᑦ 

ᐱᖃᑖ ᐋᓐᓂᐊᓯᐅᑎᓕᕆᓂᕐᒧᑦ. ᕿᒥᕐᕈᓇᓚᐅᕋᑦᑕ 

ᐃᓕᓐᓂᐊᖏᓐᓇᖁᓪᓗᒋᑦ, ᐊᖏᔪᖅᑲᐅᑎᐅᓂᖅᓴᐃᓪᓗ 

ᐃᑲᔪᖅᑐᖅᑕᐅᓂᖅᓴᐅᓗᑎᒃ, ᐃᖅᑲᓇᐃᔭᖅᑐᓪᓗ 

ᑕᖃᖃᑦᑕᖅᖢᑎᓪᓗ, ᑕᒪᒃᑯᐊ ᑕᕝᕙ ᐃᓘᓐᓇᖓ. 

ᐊᔾᔨᒌᖏᑦᑐᓂᑦ ᐱᓕᕆᔭᕆᐊᖃᕋᑦᑕ, ᑕᒪᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦ ᐃᑲᔪᖅᑕᐅᑦᑎᐊᖁᓪᓗᒋᑦ, 

ᖁᕕᐊᓱᑦᑎᐊᖁᓪᓗᒍ. ᐃᖅᑲᓇᐃᔮᒥᓂᑦ ᕿᒪᐃᖁᓪᓗᒋᑦ, 

ᑮᓇᐅᔭᓕᐊᖏᓪᓗ ᐱᖃᓯᐅᑎᓪᓗᒋᑦ, ᑕᐃᒪᓐᓇ 

ᐊᑭᑦᑐᕋᐅᑎᑦᑎᐊᖁᓪᓗᒋᑦ ᐊᓯᑦᑎᓐᓂ. ᖁᔭᓐᓇᒥᒃ.    

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᓯᒪᐃᓚᒃ. 

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᐅᓯᕆᔭᕆᐊᖃᖅᑕᖏᓐᓄᑦ ᐅᖃᐅᓯᖃᕋᑖᕐᒪᑦ, ᑖᒃᑯᐊ 

ᖃᐅᔨᓴᐃᓂᐊᖅᐹᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ, 

ᑭᓱᒥᑦ ᑭᖒᒪᒃᓯᒪᖔᑕ, ᑭᓱᒥᒡᓗ 

ᐃᑲᔪᖅᑕᐅᔾᔪᑎᓴᖅᑕᖃᒃᑲᓂᕆᐊᖃᕐᒪᖔᖅ? ᑖᒃᑯᐊ 

ᐃᓱᒪᒋᔭᐅᓕᖅᑲᑦ ᐃᒻᒪᖃ ᐱᓕᕆᔭᐅᔭᕆᐊᓖᑦ? 

ᓇᓗᓇᐃᖅᑕᐅᑲᓐᓂᕐᓗᓂ 

ᐱᔭᕆᐊᖃᕐᒪᖔᓪᓗᓚᑐᐃᓐᓇᙱᓪᓗᑎᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᐃᒃᓯᕙᐅᑖᖅ, ᐄ’, ᐃᒃᓯᕙᐅᑖᖅ, 

ᑕᕝᕙ ᑕᐃᒪᓐᓇ ᐅᐸᓗᖓᐃᔭᐅᑎᑦᑎᓐᓂ 

ᐸᕐᓇᐅᑎᓕᐊᕆᔭᕗᑦ. ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓪᓗᒋᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐃᓄᓕᕆᖅᑳᐸᑦᑐᓂᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓕᒫᑦᑎᐊᑦ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᓱᖅᑯᐃᑦᑎᐊᖁᓪᓗᒋᑦ ᖃᓄᐃᓕᐅᕈᓐᓇᕐᒪᖔᑕ 

ᐅᐸᓗᖓᐃᔭᐅᑎᓕᐅᕈᓐᓇᕐᒪᖔᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓱᒪᒋᔭᖏᓐᓂ ᓇᖕᒥᓂᖅ ᑕᒪᒃᑯᐊ ᐱᓕᕆᖁᓪᓗᒋᑦ.  
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Ms. Brewster: Thank you, Mr. Chair. I’m a 

little bit confused because in preparing to come 

here and in preparing for the work that I do, I 

can only be best prepared by the information 

that’s shared with me, and I think others will 

agree with that. This strategic action plan was 

tabled in September 2024, and I’m now kind of 

confused about whether or not there is like a 

clear focus on the approach to change 

management. So that’s a little bit bothersome. 

 

What it makes me wonder is whether or not 

when I’m looking and referring to this strategic 

plan, are there any other substantive changes, 

and is there any other information that hasn’t 

been updated that could better inform me in my 

approach to figuring out the best path, or 

helping to figure out the best path forward. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I would submit that this dual model 

provides for clearer focus for the team and the 

organization as a whole. I wouldn’t say there’s 

missing information, but certainly progress 

updates that they have committed to tabling in 

the legislature will indicate any of those 

changes, so that members are aware as and 

when they become necessary to make. 

 

I said earlier on, Mr. Chair, that during the 

course of change management and addressing 

the issues that were raised by the Auditor 

General of Canada, there will and there have 

been times where we understand things, as you 

would say, in a clear focus that require us to 

pivot. Sometimes there will be a need to 

abandon a certain objective because we realize, 

perhaps, that objective isn’t necessarily in line 

with the broader outcomes that we expect to see 

during the implementation. There will also 

likely be a need to pivot, as I mentioned in the 

hearings with the Representative for Children 

and Youth, if there’s a desire by Nunavut 

ᐃᓚᒋᐊᕐᓗᒍ ᒥᔅ ᐸᐅᕗ ᐅᖃᐅᓯᕆᖅᑲᐅᔭᖓ ᑭᐅᒡᒍᓯᐊᓄᑦ 

ᐱᓕᕆᕕᑦᑕᐅᖅ ᑖᒃᑯᐊ ᕿᓂᕐᓂᐊᕐᒥᔪᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᓂᕐᒧᑦ ᐃᑲᔪᕈᑎᔅᓴᓄᑦ ᑐᒃᓯᕋᐅᑎᒥᒃ 

ᐊᐅᔭᖓᓂᒃ 2025-ᒥ ᑖᒃᑯᐊ ᖃᓄᐃᙱᑦᑎᐊᕐᓂᕐᒧᑦ 

ᐊᒡᒍᑐᖅᓯᒪᓂᕐᒧᑦ ᐃᖅᑲᓇᐃᔭᕐᕕᒻᒥ. ᑕᐃᒃᑯᐊ ᐃᒃᐸᔅᓴᖅ 

ᐅᖃᐅᓯᕆᔭᐅᓚᐅᖅᑐᖅ ᐊᑐᓕᖅᑎᑦᑎᔾᔪᑏᑦ ᑮᓇᐅᔭᐃᑦ 

ᐱᓇᓱᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔮᖅᑎᑖᒃᑲᓐᓂᖁᓪᓗᒋᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. ᑕᐃᒪᓐᓇ ᑲᔪᖏᖅᓴᐅᑕᐅᔪᓐᓇᕐᓂᐊᕐᒪᑦ 

ᐃᖅᑲᓇᐃᔭᕈᒪᒐᔭᖅᑐᓄᑦ ᐱᓕᕆᕕᑦᑎᓐᓂ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᓯᒪᐃᓚᒃ.  

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. ᑖᒃᑯᐊ ᐅᖃᐅᓯᕆᓗᒋᑦ ᒫᓐᓇ 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᒫᓐᓇᐅᔪᖅ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ, 

ᐱᓗᐊᖅᑐᒥ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᓄᓇᓕᖕᓂ 

ᐃᓄᓕᕆᖅᑳᖅᐸᑦᑐᓂᓛᒃ ᑕᐃᒃᑯᐊ, ᐱᓕᕆᕕᓰ 

ᐱᓕᕆᐊᖅᓯᒪᓕᖅᐸᑦ ᐅᖃᖃᑎᖃᖅᐸᓪᓕᐊᓕᖅᐸᑦ 

ᖃᓄᐃᑦᑐᓂᒃ ᐃᑲᔪᖅᑕᐅᑲᓐᓂᕆᐊᖃᕐᒪᖔᑕ ᓇᐅᒃᑯᑦ, 

ᐊᒻᒪ ᐊᐅᓚᓂᕐᒥᒃ ᐱᑕᖃᖅᐹ ᐊᑐᖅᑕᐅᖃᑦᑕᖅᑐᓂᒃ 

ᐊᖓᔪᖅᑳᖅ ᓇᐅᑦᑎᖅᓱᐃᖃᑦᑕᕐᓗᓂ 

ᑲᑉᐱᐊᒋᔭᐅᙱᓪᓗᓂᓗ ᐃᓗᐊᖅᓴᕐᓗᓂ ᐊᖓᔪᖅᑳᒥᓂᒃ 

ᐃᓱᒫᓘᑎᒥᓂᒃ ᐅᖃᓪᓚᒍᓐᓇᕐᓂᐊᕐᒪᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᑕᐃᒃᑯᐊᓗ ᑭᙴᒪᔭᖏᑦ ᐊᒃᑐᖅᑕᐅᓴᕋᐃᓐᓂᖅᓴᐅᔪᐃᑦ 

ᐅᖃᐅᓯᕆᔪᓐᓇᕐᓂᐊᕐᒪᒋᑦ. ᐱᓕᕆᕕᓯ ᑕᐃᒃᑯᐊ 

ᐃᑲᔪᖅᑎᑎᐊᕈᓐᓇᓂᐊᕐᒪᑕ ᑕᐃᒃᑯᓄᖓ 

ᐃᑲᔪᖅᑕᐅᓪᓚᕆᒋᐊᓕᖕᓄᑦ ᓱᕈᓰᓪᓗ ᒪᒃᑯᑦᑐᓪᓘᓐᓃᑦ 

ᑖᒃᑯᐊ ᑕᕝᕙ ᐃᑲᔪᖅᑕᐅᓪᓚᕆᒋᐊᖅᐸᑕ, 

ᐃᑲᔪᖅᑕᐅᖃᑦᑕᙱᒻᒪᑕ ᑕᐃᒪᓐᓇ ᐱᓕᕆᕝᕕᓯᓐᓄᑦ 

ᐋᖅᑯᑎᖏᓐᓂ ᐱᑕᖃᙱᒻᒪᑦ, ᐊᐅᓚᓂᖃᑦᑎᐊᕋᔭᙱᒻᒪᑦ 

ᐱᓕᕆᓇᓱᒃᑲᓗᐊᕐᓗᑎᑦ ᑲᔪᓯᔪᓐᓇᕋᔭᙱᒻᒪᑦ 

ᐋᖅᑭᒃᓯᒪᑦᑎᐊᖏᑉᐸᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐃᒻᒪᖃ 

ᐅᒃᐱᕈᓱᒃᑐᖓ 2024-ᖑᑎᓪᓗᒍ ᓯᕗᕐᖓᒍᓪᓘᓐᓃᑦ 

ᐱᓕᕆᓴᓱᓚᐅᕋᑦᑕ ᖃᐅᔨᓴᐃᓪᓗᑕ ᖃᓄᐃᓕᖓᒻᒪᖔᖅ 

ᖃᓄᐃᙱᑎᐊᕐᓂᕐᒧᑦ ᐃᖅᑲᓇᐃᔭᕐᕕᖕᓂ. ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐊᐱᖅᓱᖅᑕᐅᖃᑦᑕᓚᐅᖅᑐᑦ 

ᓇᓗᓇᐃᖅᓯᖁᓪᓗᒋᓪᓗ ᐃᓱᒫᓘᑎᖏᓐᓂᒃ, 

ᐃᓚᑰᓂᖏᓐᓂᒃ ᐃᑲᔪᖅᑐᐃᔾᔪᑎᒃᓴᐅᔪᓄᑦ. ᑮᓇᐅᔭᐃᑦ 

ᑐᓂᔭᐅᓪᓗᑎᑦ ᑎᑎᕋᓚᐅᖅᓯᒪᒻᒥᔪᑦ ᐊᑐᓕᖁᔭᓕᐅᖅᑐᑦ 

ᑕᐃᒃᑯᓄᖓ ᓯᕗᓕᖅᑎᒋᔭᖏᓐᓄᑦ ᖃᓄᐃᙱᑦᑎᐊᕐᓂᕐᒧᑦ 

ᐱᓕᕆᕕᖁᑎᒋᔭᖏᓐᓄᑦ ᑖᒃᑯᐊᓗ ᐊᑐᓕᖁᔭᓕᐊᖑᔪᑦ.  
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Tunngavik Incorporated or the regional Inuit 

associations to assume some of the 

responsibilities under the act and during the 

course of the strategic plan. 

 

I think my main point is that there will be 

changes; we will keep this committee and the 

House informed of those changes, Mr. Chair, 

and like I said, I’m confident, I’m certain that 

we will need to pivot quite frequently to ensure 

that we’re meeting not only the needs or the 

targets of the strategic plan, but meeting the 

needs of families and communities as they 

change. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I would 

just like to take a moment to acknowledge that 

Dr. Healey Akearok has joined us to observe 

our proceedings this afternoon. Welcome to 

your House. It’s so nice to see you, and it 

makes me a little bit nervous, to be honest. 

 

To Deputy Minister Ellsworth, if you could 

point out to me in the progress report card that 

we received that is dated February 11, 2025, 

can you tell me from 1 to 10 where I can find 

the update on the progress that has been made 

under change management specifically. Thank 

you. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Mr. Chair, I do not have that 

document in front of me. If I could have a brief 

indulgence, or perhaps I can respond after the 

break so that I can access it and respond 

meaningfully to the member, if that’s okay, 

Mr. Chair. 

 

Chairman: I’m sure that’s agreeable to the 

member. Another line of questioning, or 

continue, Ms. Brewster. 

 

ᖃᐅᔨᓴᖅᑕᐅᕙᓪᓕᐊᓂᐊᓕᓵᖅᑐᑦ ᖃᐅᔨᒋᐊᖅᑕᐅᓗᑎᑦ 

ᑖᒃᑯᐊ ᐱᒋᐊᕐᓂᖓᓂ ᐱᓕᕆᖃᑦᑕᓚᐅᖅᑕᕗᑦ 

ᐊᑐᓕᖅᑎᑕᐅᔾᔪᑎᖏᑦ ᐊᑐᓕᖁᔭᓕᐊᖏᑦ ᑕᒫᓂ 

ᑐᑭᒧᐊᑦᑎᐊᕋᓗᐊᕐᒪᖔᑕ ᐊᔪᙱᒻᒪᖔᑕᓗ 

ᓯᕗᒧᐊᒃᑎᑕᐅᔪᓐᓇᕐᒪᖔᑕ. 

 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᓪᓗ ᖃᓄᐃᙱᑦᑎᐊᖁᓪᓗᒋᑦ 

ᖃᐅᔨᒪᑦᑎᐊᕆᐊᖃᕋᑦᑎᒍ ᓇᐅᒃᑯᑦ 

ᐊᒃᓱᕈᕐᓇᖅᑐᖃᐅᒻᒪᖔᑕ ᐱᓕᕆᕕᑦᑕ ᐃᓗᐊᓂ, 

ᐱᓗᐊᖅᑐᒥ ᖃᓄᐃᙱᑦᑎᐊᕆᐊᖃᕐᓂᕐᒧᑦ 

ᐱᓕᕆᕕᖁᑎᑦᑎᓐᓂ, ᑕᐃᒃᑯᐊ ᑕᑯᓚᐅᖅᑕᕗᑦ 

ᖃᐅᔨᓴᐃᑎᓪᓗᑕ. ᐅᓄᖅᑐᐃᖅᓱᖅᖢᑕ ᑖᒃᑯᐊ 

ᐅᓄᖅᑐᐊᓗᓐᓂᒃ ᐱᓕᕆᕕᒻᒥ ᐱᐅᔪᓂᒃ 

ᐱᓕᕆᒐᓗᐊᖅᑎᓪᓗᑕ, ᐃᓛᓐᓂᒃᑯᑦ, ᓲᕐᓗ 

ᐃᓚᒌᑦᑎᐊᖅᑐᒥ ᖃᓄᐃᓕᐅᓪᓚᑦᑖᕐᒪᖔᖅ 

ᓇᓗᓇᐃᖅᓯᓗᐊᖃᑦᑕᙱᒻᒪᑦ. ᑖᓐᓇ ᑕᕝᕙ 

ᐊᑑᑎᖃᓪᒪᕆᓚᐅᖅᑐᖅ ᐃᑲᔪᖅᑐᐃᑎᓪᓗᒋᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ ᐃᑲᔪᕐᓂᖃᓪᓚᕆᓚᐅᖅᑐᑦ 

ᑕᑯᖅᑳᖃᑦᑕᖅᑕᑐᑦ ᐊᖓᔪᖅᑳᓪᓗ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᔪᓄᑦ. ᑕᐃᒃᑯᐊ ᑕᐃᒪᓐᓇ 

ᐊᖏᓪᓕᒋᐊᕆᓚᐅᕋᑦᑎᒍ ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᖅᑕᐅᔪᖅᑐᓪᓗ 

ᐱᓕᕆᕕᑦᑕ ᐊᒡᒍᖅᑐᖅᓯᒪᓂᖏᑕ ᐃᓗᐊᓃᑦᑐᓂᒃ 

ᐃᓚᑰᓂᕆᔭᖏᓐᓂᑦ ᖃᐅᔨᔪᓐᓇᕐᓂᐊᕋᑦᑕ. ᓯᕗᓕᖅᑎᐅᔪᑦ 

ᑕᒪᒃᑯᓄᖓ ᐱᓕᕆᔾᔪᑎᐅᖃᑦᑕᖅᑐᓂ 

ᐃᑲᔪᖅᑐᐃᖃᑦᑕᕐᓗᒋᑦ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᖁᔭᓕᑦᑎᐊᖅᐳᖓ ᐊᐱᕆᒻᒪᑦ ᑖᔅᓱᒥᖓ, ᐱᒻᒪᕆᐅᒻᒥᒻᒪᑦ 

ᐅᕙᒍᑦ ᓱᖅᑯᓯᑦᑎᐊᕆᐊᖃᕋᑦᑕ ᓇᓕᐊᓐᓂᒃ 

ᐊᒃᓱᕈᕐᓇᖅᑐᖃᕐᒪᖔᖅ ᑭᐅᔭᐅᑦᑎᐊᕐᓗᑎᓪᓗ ᑕᒪᒃᑯᐊ 

ᐊᒃᓱᕈᕐᓇᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᓯᒪᐃᓚᒃ.  

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. ᐊᐱᖅᓱᕈᒪᒐᒪ ᑭᖑᓪᓕᖅᐹᒥ 

ᑐᑭᓯᒋᐊᕈᒪᓪᓗᖓ. ᖃᖓᓗ ᑖᒃᑯᐊ ᐱᓕᕆᔭᐅᓂᐊᖅᐸᑦ? 

ᐅᖃᐅᓯᕆᖅᑲᐅᒻᒪᒍ ᐊᐅᔭᒥᒎᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑕᐅᓂᐊᕐᒥᒻᒪᑦ, ᑭᓯᐊᓂᓕ ᑖᒃᑯᐊ 

ᕿᒥᕐᕈᓇᖅᖢᑎᒍ ᐃᑲᔪᖅᑐᑦᑕᐅᑦᑎᐊᖃᑦᑕᕐᓗᑎᒍ 

ᐃᑲᔪᕈᑏᓪᓗ ᐊᐅᓚᓂᖃᑦᑎᐊᕐᓂᖏᑦ 

ᐸᕐᓇᐅᑎᓕᐅᖅᑕᐅᓯᒪᑦᑎᐊᕐᓗᑎ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. 

ᓇᓗᓇᐃᖅᑕᐅᑲᓐᓂᕈᓐᓇᖅᐹ ᖃᖓᒃᑯᑦ ᑖᓐᓴ 

ᐱᓕᕆᔭᐅᓂᐊᕐᒪᖔᖅ ᑕᒪᓐᓇ ᐊᒻᒪ ᐱᔭᕇᖅᐸᑦ ᑖᓐᓇ 

ᑭᖑᙵᕈᑦ ᑭᓱᓕᕆᓂᐊᕐᒪᖔᑕ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  
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Ms. Brewster: Thank you, Mr. Chair. I’ll just 

go back to the Auditor General’s team to share 

any thoughts on the response that I received 

earlier, which I’m sure you can recall, and these 

two recent responses. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. Or 

sorry, my apologies. I got distracted handing 

out information. Mr. Hayes. 

 

Mr. Hayes: Thank you, Mr. Chair. The 

response that I would have is the importance of 

change management and consistency with staff. 

I understand from the responses that have been 

provided that there might be different reasons 

for using two different approaches, but what is 

important, I think, is substantively what is the 

department doing to effect change and to 

support people through the change management 

exercise. 

 

I echo the member’s questions about the clarity 

and focus of the strategic action plan, the 

framework. In effect it’s what we have been 

bringing forward at this point in time, the 

importance of prioritization, identifying what 

will be the targets, the actions that will promote 

the best outcomes and focussing efforts now. 

As we have said, it’s an ambitious plan, and I 

accept and agree with the deputy minister’s 

comments about the fact that there will be a 

need to change course, pivot, as he put it, at 

various points in time. It’s important to use the 

information that they are collecting now to 

identify where those prioritizations and pivots 

should happen. The longer it takes to do that, 

the longer it will be that the children, youth and 

families, communities are waiting for improved 

services. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. I know that 

we were focusing earlier, and knew I’ve been 

deliberately focusing on the collection and 

creation of data which of course leads to the 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖃᖓᒃᑯᑦ ᐱᓕᕆᔭᐅᓂᐊᕐᒪᖔᖅ ᑖᔅᓱᒧᖓ ᑲᔪᓰᓐᓇᖅᑐᖅ 

ᐱᓕᕆᕝᕕᓴᑦᑕ ᐃᓱᓕᕝᕕᓴᖓ ᑖᒃᑯᓂᖓ ᐳᐃᒍᔾᔮᙱᑕᕗᑦ 

ᑕᒪᓐᓇ. ᑲᔪᓰᓐᓇᖅᑐᒃᑯᑦ ᐱᓕᕆᓗᑎᒍ 

ᖃᐅᔨᓴᐃᓂᐊᖅᑐᒍᑦ ᐊᐅᓚᔾᔪᑎᒋᔭᖓ ᐱᓕᕆᔾᔪᑎᐅᔪᑦ 

ᑖᒃᑯᐊ, ᐊᒻᒪ ᐃᓱᓕᕝᕕᔅᓴᖓ ᖃᖓᒃᑯᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 

ᐊᐅᔭᐅᓂᐊᖅᑐᖅ ᑐᒃᓯᕋᐅᑎᒃᓴᒃᑲᓐᓂᕐᒧᑦ ᐱᓂᐊᕐᒥᔪᒍᑦ, 

ᐊᐅᔭᖅ ᑐᒃᓯᕋᐅᑎᓕᐅᕐᓂᐊᖅᑐᒍᑦ, ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᐱᐅᓯᒋᐊᖁᓪᓗᒋᑦ ᓄᓇᕗᒻᒥᐅᓄᑦ 

ᐱᔨᑦᓯᖅᑕᐅᑦᑎᐊᓂᖅᓴᐅᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓄᓕᕆᔨᒃᑯᓄᓪᓗ ᐃᑲᔪᖅᑐᑕᐅᑦᑎᐊᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ,  

ᐱᕕᔅᓴᖃᑦᑎᐊᕐᓗᑎᓪᓗ 

ᐃᓕᓐᓂᐊᕆᐊᕈᓐᓇᑦᑎᐊᖁᓪᓗᒋᓪᓗ ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐱᕕᖃᑦᑎᐊᕐᓗᑎᑦ, ᓲᕐᓗ 

ᐃᖅᑲᓇᐃᔭᙱᑲᐃᓐᓇᕈᓐᓇᖁᓪᓗᒋᑦ 

ᖁᕝᕙᓯᑉᐸᓪᓕᐊᓇᓱᒃᑎᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔮᕆᔭᖏᑦ. ᑕᒪᒃᑯᐊ 

ᐱᐅᔪᓂᑦ ᐱᒻᒪᕆᐅᔪᓂᒃ ᓴᖅᑭᑦᑎᖁᒐᓗᐊᖅᐳᒍᑦ 

ᐅᐸᓗᖓᐃᔭᐅᑏᑦ ᐸᕐᓇᐅᑎᖓ ᐊᑐᓕᖅᑎᑕᐅᑉᐸᑦ 

ᓴᖅᑭᑦᑎᖁᓪᓗᒍ.  

 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᖃᖓ ᓴᖅᑭᑦᑎᓛᕐᒥᔪᒍᑦ: ᒪᓕᒐᓕᐅᕐᕕᒻᒥ 

ᓯᕗᓪᓕᐅᔾᔭᐅᓯᒪᔪᑦ ᑕᐃᒃᑯᐊ ᐱᓕᕆᔭᐅᒐᔭᖅᑐᓂᒃ 

ᐸᕐᓇᐅᑏᑦ ᓴᖅᑭᑕᐅᓛᖅᑐᑦ ᑭᖑᓪᓕᕐᒥ ᑲᑎᒪᓕᖅᐸᑕ 

ᒪᓕᒐᓕᐅᖅᑏᑦ ᑲᑎᒪᔨᖏᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ: ᒥᔅᑕ ᓯᒪᐃᓚᒃ.  

 

ᓯᒪᐃᓚᒃ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᐱᔭᐅᑕᐅᕕᒃᓴᖏᑦ ᓂᓪᓕᐅᑎᒋᒃᑲᓂᕐᓗᒍ, ᖃᓄᖅ 

ᑕᑯᓐᓇᖅᐱᓯ? ᐃᒻᒪᖄ ᐱᖓᓱᑦ ᑎᓴᒪᓪᓗᓐᓃᑦ ᑕᖅᑮᑦ 

ᓈᒑᖓᑕ ᕿᒥᕐᕈᓇᖃᑦᑕᕐᓗᒍ ᑖᓐᓇ ᑲᔪᓰᓐᓇᕐᓂᐊᕐᒪᖔᖅ 

ᐅᕝᕙᓘᓐᓃᑦ ᐳᐃᒡᒍᑯᓯᒪᒻᒪᖔᖅ? ᐱᔮᖅᑯᒨᙱᑦᑐᒐᓗᐊᖅ 

ᐃᖅᑲᓇᐃᔮᑦ ᐅᓄᕐᓂᖏᑦ ᐱᓪᓗᒋᑦ. ᑕᒪᒃᑯᓂᖓ ᑕᐃᒪᓐᓇ 

ᐋᖅᑭᓱᖅᓯᒪᔪᓂᒃ ᐱᓯᒪᕕᓰ ᑕᒪᒃᑯᐊᓗ ᑲᒪᒋᔭᐅᓂᖏᑦ 

ᐊᔾᔨᒌᑦ ᑲᒪᒋᔭᐅᖃᑦᑕᕈᓐᓇᓂᐊᕐᒪᑕ ᒪᓕᑦᑕᐅᑦᑎᐊᕐᓗᑎᓪᓗ 

ᑭᖑᕙᙱᓪᓗᑎᓪᓗ ᐊᒻᒪᓗ ᑖᒃᑯᐊ ᐸᕐᓇᐅᑏᑦ 

ᐋᖅᑭᓱᖅᑕᐅᓯᒪᔪᑦ ᐃᖏᕐᕋᑦᑎᐊᕐᒪᖔᑕ, 

ᐃᖏᕐᕋᑦᑎᐊᕈᓐᓇᖁᓪᓗᒋᑦ. ᑐᑭᓯᓇᖅᓯᑎᑕᐅᑲᓐᓂᖁᓪᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᑎᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ.  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓇᐃᓪᓗᒍ, ᐄ’, ᑭᓯᐊᓂ, ᑕᐃᒪᐃᓕᖅᑲᒐᓗᐊᖅᑎᓪᓗᖓ 

ᐃᓚᒃᑲᓐᓂᕈᒪᓪᓗᒍ.  
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analysis of data. I always think back to the 

Walkerton Inquiry where the fundamental 

questions are what did you know, when did you 

know, and what did you do about it. I think that 

in my mind that’s how I stay focused, because 

we have a responsibility to create knowledge 

from the information that is abundant around 

us, and when we are not following through on 

that responsibility, then useful that we are 

making informed decisions that are 

evidence-based, and that we’re not fully 

informing each other and ourselves about gaps 

and about the critical nature of those gaps. And 

of course specifically Family Services we’re 

talking about human beings. We’re talking 

about children. We’re talking about families, 

and it’s critical that we ensure we do everything 

we can do make informed decisions and take 

informed actions. 

 

I’ll go back to the question that I posed to the 

Deputy Minister of Executive and 

Intergovernmental Affairs about what is 

Executive and Intergovernmental Affairs doing 

to ensure that information and data can be 

shared between departments more freely. I 

think in the response that I got, the word that 

stood out or the statement that stood out was 

that Executive and Intergovernmental Affairs 

really wants to allow for that to happen. 

 

I have a 19-year-old son who has a driver’s 

licence. He’s a great driver. He’s actually great 

at everything he does, and I want to allow him 

to drive my truck. However, I’ve said he’s 

licensed. In order for me to allow that to 

happen I have to first ensure that my truck is 

insured, that it’s well maintained, that it’s 

gassed up, and that it’s safe to be on the road, 

before I actually give him the keys that actually 

causes him to drive that truck. 

 

And so when I think about that statement “we 

want to allow for that to happen”, it’s not 

enough to say that. What I want to hear is what 

are the steps and actions being taken in order to 

ᐃᒃᓯᕙᐅᑖᖅ, ᐊᑐᖃᑦᑕᖅᓯᒪᔭᒃᑲ ᒪᓕᒃᖢᒋᑦ ᑕᕝᕙᓂ 

ᐱᓕᕆᕕᒻᒥ, ᖃᓄᐃᑦᑐᖃᒃᑲᓪᓚᒻᒪᑦ ᑖᓐᓇ 

ᑲᒪᒋᓕᖅᖢᒍᓲᖑᒐᑦᑕ ᓴᖅᑭᐸᓪᓕᐊᓂᖏᑦ ᒪᓕᒃᖢᒋᑦ, 

ᑕᐃᒪᓐᓇ ᐋᖅᑭᓯᒪᒐᑦᑕ. ᓄᓇᕐᔪᐊᖅ 

ᐱᐅᔪᖅᔪᐊᒻᒪᕆᐊᓘᑉᐸᑦ ᑕᒪᒃᑯᐊ ᐃᓱᓕᑦᑕᕐᕕᓕᐅᖅᓯᒪᔪᑦ 

ᒥᓂᔅᑕᐃᑦ ᑐᖏᓕᖏᓪᓗ ᐃᑲᔪᖅᑎᖏᓪᓗ ᑕᒪᒃᑯᓂᖓ 

ᑲᒪᐃᓐᓇᕋᔭᖅᑐᑎᑦ, ᑭᓯᐊᓂ ᖃᐅᑕᒫᑦ ᑐᐊᕕᕐᓇᖅᑐᓂᒃ 

ᓂᕆᐅᓇᙱᑦᑐᓂᒃ ᓴᖅᑭᕕᐅᖃᑦᑕᕋᑦᑕ, ᑕᒪᒃᑯᐊ 

ᑐᕌᒐᓕᐊᕆᔭᐅᓯᒪᔪᑦ ᖁᓕᓄᑦ ᐊᕐᕌᒍᓄᑦ ᐋᖅᑭᓯᒪᔪᑦ 

ᐱᓕᕆᔪᒥᓇᕋᓗᐊᖅᑎᓪᓗᒋᑦ.  

 

ᐄ’, ᐃᓱᓕᑦᑕᕐᕕᓕᐅᖅᑕᐅᓂᐊᖅᑐᑦ. ᖃᐅᔨᓴᖅᑕᐅᓂᖏᓪᓗ 

ᑖᒃᑯᐊ ᒪᓕᒐᖃᖅᑎᑕᐅᓕᕐᓗᑎᑦ 

ᐃᖏᕐᕋᑦᑎᐊᒃᑲᓐᓂᖁᓪᓗᒋᑦ. ᑕᒪᒃᑯᐊ ᐋᖅᑭᓱᖅᓯᒪᔭᕗᑦ 

ᕿᒥᕐᕈᓇᒃᑕᐅᖃᑦᑕᖁᓪᓗᒋᑦ ᓇᐅᑎᒃᓱᖅᑎᖃᕐᓗᑕᓗ 

ᑕᒪᒃᑯᐊ ᐃᖏᕐᕋᑦᑎᐊᕋᐊᕐᒪᖔᖏᑦ ᐊᑐᐊᒐᖅᑎᒍᑦ, ᐊᒻᒪᓗ 

ᐊᓯᖏᑦᑕᐅᖅ ᕿᒥᕐᕈᓇᒃᑕᐅᒋᐊᖃᕋᓗᐊᖅᑎᓪᓗᒋᑦ ᑖᓐᓇ 

ᐃᓚᒋᔭᐅᖃᑕᐅᓇᔭᖅᑐᖅ.  

 

ᐃᒃᓯᕙᐅᑖᖅ, ᑕᕝᕙ ᑕᕝᕗᖓᖃᐃ, ᑭᓯᐊᓂ 

ᑐᐊᕕᕐᓇᖅᑐᑕᖃᑲᓪᓚᑦᑎᓪᓗᒍ ᒫᓐᓇ 

ᐋᖅᑭᓱᐃᕙᓪᓕᐊᒐᓱᒃᑐᒍᑦ ᖃᐅᑕᒫᖅᓯᐅᑎᓄᑦ 

ᐃᓕᖅᑭᒐᔭᖅᑐᑦ, ᓲᕐᓗ ᑕᐃᓐᓇ ᖃᕋᓴᐅᔭᖅ 

ᐅᖃᐅᓯᕆᖃᑦᑕᖅᓯᒪᔭᕋ ᐅᐸᓗᖓᐃᔭᖅᓯᒪᔾᔫᒥᓗᑕ 

ᑕᒪᒃᑯᓄᖓ ᓄᐃᕙᓪᓕᐊᓂᐊᖅᑐᓄᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᑎᔨᒍᑦ): ᓯᕗᕙᓯᒃᑲᓗᐊᖅᑐᒍᑦ ᑭᓯᐊᓂ 

ᒪᐅᓇᑐᐃᓐᓇᕐᓗ ᓄᖅᑲᑎᑦᑎᔪᒪᖃᑦᑕᙱᒃᖢᖓ. 

ᓄᖅᑲᖓᓚᐅᑲᓐᓂᐊᕋᑦᑕ, ᑭᓯᐊᓂ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᐊ 

ᒐᕙᒪᓕᕆᔨᒃᑯᓐᓄᑦ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᔪᒪᓪᓗᒍ ᐱᔾᔪᑎᓕᒃ 

ᒐᕙᒪᓕᕆᔨᒃᑯᑦ ᐊᑕᐅᓯᐅᙱᑦᑐᓂᒃ 

ᐃᒪᐃᓕᐅᕐᓂᐊᖅᓯᒪᒻᒪᑕ ᒐᕙᒪᓕᒫᑦ ᑖᒃᑯᐊ ᑕᑯᓐᓇᕐᓗᒋᑦ, 

ᑖᓐᓇ ᓵᑦᑎᓃᑦᑐᖅ ᑖᓐᓇᖃᐃ ᐅᖃᐅᓯᕆᓚᐅᑲᒃᑐᑦᑎᒃᑯᑦ.  

 

ᐊᕐᕌᒎᓗᐊᖑᔪᖅ ᓯᕗᓕᖅᑎ ᐅᖃᓚᐅᖅᓯᒪᒻᒪ, ᑖᓐᓇ 

ᒐᕙᒪᓕᕆᔨᒃᑯᑦ, ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᖏᓐᓄᑦ 

ᓇᐅᑦᓯᖅᑐᖅᑎᒋᔭᐅᓂᐊᖅᑐᖅ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ ᓱᕈᓰᑦ 

ᐊᒻᒪᓗ ᒪᒃᑯᑦᑐᑦ.  

 

ᐊᐱᖅᑯᑎᒐ ᐅᓇ: ᖃᓄᓪᓚᑦᑖᖅ ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ 

ᑎᓕᔭᐅᓚᐅᖅᐸ ᓯᕗᓕᖅᑎᒧᑦ ᑕᒪᑐᒥᖓ 

ᐱᓕᕆᐊᖃᖁᓪᓗᒍ? ᒥᔅ ᕙᐅᓗ.  

 

ᕙᐅᓗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ ᑕᒪᓐᓇ ᐊᐱᖅᑯᑎᒋᔭᖕᓂ. ᑕᐃᓐᓇ 

ᐅᖃᐅᔾᔭᐅᓯᒪᔪᒧᑦ ᐃᖅᑲᓇᐃᔭᖃᑎᒋᓂᐊᖁᓪᓗᒍ, 
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ensure that that information is collected and 

shared. 

 

I’ll just start with the Deputy Minister of 

Executive and Intergovernmental Affairs, and I 

do have some follow-ups that I would like to 

ask the Deputy Minister of Family Services, 

and probably over there as well. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Ms. Fowler. 

 

Ms. Fowler: Thank you, Mr. Chair, and I thank 

the member for the question and for the 

follow-up. I spoke briefly earlier on when you 

posed the first question about some broad level 

areas where this information sharing happens. I 

started with the deputy ministers committee. 

There are five subcommittees that support the 

deputy ministers committee level. There are 

other structures that fall below that, to the 

ADM level, and then of course to our policy 

officials committee. We often also strike 

targeted or specific working groups as 

necessary for this information sharing to 

happen. The intention behind all of this is that 

the collaboration is happening across 

departments with the relevant individuals that 

are there. Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. That’s 

an answer that gives us a picture of the broad 

sharing information. What I’m talking about is 

how are we ensuring that the Department of 

Health, that is collecting really important data 

about our citizens that can inform the 

Department of Family Services, what’s the 

information sharing agreement? What’s the 

plan there? What’s the plan with allowing the 

ease of sharing of information and specific data 

about clients from the Department of Justice to 

the Department of Family Services? 

 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᐊ ᑕᐃᒃᑯᐊ 

ᐱᓕᕆᐊᕇᓐᓇᖃᑦᑕᖅᓯᒪᔭᕗᑦ ᐊᒻᒪᓗ 

ᕿᒥᕐᕈᓇᖁᔭᐅᓪᓗᖓ ᖃᓄᖅ ᒐᕙᒪᓕᕆᔨᒃᑯᑦ 

ᐃᓕᐅᖅᑲᐃᖃᓯᐅᔾᔨᔪᓐᓇᕐᒪᖔᑕ ᐱᓕᕆᐊᒃᓴᓂᑦ ᑖᒃᑯᐊ 

ᒐᕙᒪᓕᒫᑦ ᑕᑯᓐᓇᕐᓗᒋᑦ. ᐊᒻᒪᓗ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᓃᖔᖅᑐᖅ ᐊᑐᓕᖁᔭᐃᑦ, 

ᐅᑯᓄᖓᑐᐊᖅ ᐆᒧᖓᑐᐊᙱᑦᑐᖅ ᐊᓯᖏᑦᑕᐅᖅ 

ᑲᒪᒋᔭᕆᐊᓖᑦ ᑕᐃᒃᑯᐊᖑᙱᒻᒪᑕ. ᐊᒻᒪ ᑖᒃᑯᐊ 

ᐱᓚᒋᔭᐅᖃᑕᐅᓪᓗᒍ.  

 

ᑕᐃᓐᓇᓗ ᑭᐅᔾᔪᑎᒋᓚᐅᖅᑕᕋ ᐃᒃᐸᔅᓴᖅ ᐃᓗᐊᓂ, 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖃᑦᑕᕐᒥᒐᑦᑕ ᐃᖏᕐᕋᑦᑎᐊᕋᓗᐊᕐᒪᖔᖏᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. 15 ᒥᓂᑦᓯᒥᒃ 

ᓄᖅᑲᖓᓚᐅᑲᓐᓂᐊᖅᑐᒍᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

>>ᓄᖅᑲᖓᑲᐃᓐᓇᖅᑐᑦ 14:53 ᐱᒋᐊᑲᓂᖅᑐᑎᑦ 15:12 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐅᓐᓄᓴᒃᑯᑦ. ᑲᑎᒪᓂᖅ 

ᐱᒋᐊᒃᑲᓐᓂᕐᓂᐊᓕᕐᒪᑦ. ᐊᑎᖁᑎᓐᓂ, ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᑎᕐᕕᒋᒐᓛᑲᐃᓐᓇᕈᒪᓪᓗᒍ ᐅᐊᑦᑎᐊᖅ 

ᐅᖃᐅᓯᕆᖅᑲᐅᔭᕋ. ᐃᓛᓐᓂᒃᑯᑦ ᐱᔭᕐᓂᙱᑦᑐᕈᓘᒻᒪᑦ 

ᓈᓚᓯᓐᓈᑦ ᑎᑎᕋᖅᐸᓪᓕᐊᓯᓐᓈᑦ ᐊᐱᖅᑯᑎᔅᓴᓐᓂ. ᐃᓐᓇ 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᕆᖅᑰᖅᑲᐅᔭᖓᐃᓐᓇ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᖃᐅᔨᓴᖅᑏᑦ ᑕᐃᑲᓂ ᖃᐅᔨᓴᖅᑎᑕᖃᐅᕐᒪᑦ, 

ᐱᓕᕆᕕᔅᓯᓐᓂ, ᐄᓛᒃ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐃᐊᓪᔅᕗᑦ. 

 

ᐃᐊᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄ’, 

ᓱᓕᔪᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᑎᕐᕕᒋᒐᓛᓪᓗᒍ, 

ᑕᐃᓐᓇ ᒥᔅ ᕼᐃᔾ ᐃᖅᑲᐃᑎᑦᑎᒋᐊᒃᑲᓐᓂᖅᑲᐅᒻᒪᑦ, 

ᒪᑉᐱᖅᑐᒐᖅ 17, 21-ᖑᑎᓪᓗᒋᑦ ᐅᓂᒃᑳᑦ 

ᐅᓂᒃᑳᓕᐊᕆᔭᐅᓯᒪᔪᑦ, 24-ᒥᒃ ᓈᓴᐅᑎᓕᒃ. ᑭᖑᓪᓕᖅᐹᖅ 

ᑖᓐᓇ ᐊᒡᒍᖅᑐᖅᓯᒪᔪᖅ ᑖᒃᑯᓇᓂ ᑎᑎᕋᖅᓯᒪᓂᖓ: 

 

“ᐊᑐᓕᖁᔭᓕᐅᒃᑲᓐᓂᖅᐳᑦ ᑲᑎᒪᔨᕋᓛᑦ ᑕᐃᒃᑯᐊ 

ᓴᖅᑭᑕᐅᕙᓪᓕᐊᔪᑦ ᐱᔭᕇᕐᕕᒃᓴᖃᕐᓗᑎᒃ ᐊᒻᒪᓗ 

ᖃᐅᔨᓴᐃᔾᔪᑎᒃᓴᓂᒃ ᐋᖅᑭᒃᓱᐃᓗᑎᒃ ᐸᕐᓇᐅᑎᓄᓪᓗ 

ᐃᓕᖃᓯᐅᔾᔭᐅᓗᓂ.” 
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My question, yes, it is about that broader sense 

of sharing information; however, it’s really 

about sharing data and information that can 

help to create a better service to the individual 

clients. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Fowler. 

 

Ms. Fowler: Thank you, Mr. Chair, and I thank 

the member. I believe that there’s been 

reference to this yesterday and into today, so I 

appreciate the follow-up. For those frontline 

service departments that include Family 

Services, Justice, Education and Health, I think 

those are the clients that I believe that you’re 

referencing. It’s through the Child Abuse and 

Neglect Response Agreement that this kind of 

information and data sharing would happen. 

Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair, and 

thank you for that response. I would just like to 

go to the Deputy Minister of Family Services. I 

know that even in other roles that he has held, 

he’s likely had this issue or would want to just 

be able to pull as much information together to 

be informed. And I would just like to hear from 

the deputy minister his thoughts on this issue as 

well. Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth, go ahead, please. 

 

Mr. Ellsworth: Thank you, Mr. Chair. I think 

this is a really important discussion. Being 

frank, not the name, Mr. Chair, I would submit 

that the government holds significant pockets 

of data that would help to provide insight into 

the lives of Nunavummiut, recognizing that 

there are privacy implications, but when they 

are quantitative in nature, would help to shine a 

light on people’s situations generally. 

 

When I was working with the Legal Services 

Board it occurred to me that, for example, we 

 

ᐄ’, ᐃᖅᑲᐅᒪᓪᓗᖓ ᐊᒃᓱᕉᑎᒋᓪᓚᕆᓚᐅᖅᓯᒪᒐᒃᑯ ᑖᓐᓇ 

ᑕᒪᓐᓇ ᐅᖃᐅᓯᕆᔭᐅᑎᓪᓗᒍ. ᐊᒻᒪᓗ 

ᑕᐃᒪᐃᓚᐅᖅᓯᒪᔪᖓ ᖃᐅᔨᓴᐃᓂᕐᒥᒃ ᖃᓄᖅ 

ᐱᕙᓪᓕᐊᓂᖃᕐᒪᖔᖏᓐᓂᒃ ᓇᓗᓇᓕᓲᖑᒻᒪᑦ ᓇᒧᑦ ᐃᓛᒃ 

ᖃᓄᖅ ᐋᖅᑭᑦᑕᐅᓯᒪᒻᒪᖔᖅ ᐱᔭᕇᖅᑕᕐᕕᒃᓴᖓ. ᑖᓐᓇ 

ᓯᕗᓪᓕᖅᐹᖑᓪᓗᒍ ᐊᐱᖅᑯᑎᒃᓴᓕᐊᕆᓚᐅᖅᑕᕋ, ᖃᓄᖅ 

ᖃᐅᔨᓴᐃᑦᑎᐊᕈᓐᓇᖅᐱᑕ ᐱᕙᓪᓕᐊᑦᑎᐊᕐᒪᖔᖅ 

ᐱᕙᓪᓕᐊᑦᑎᐊᖏᒻᒪᖔᕐᓗ ᐃᓱᓕᑦᑕᕐᕕᖃᙱᑦᑎᓪᓗᒍ? 

ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᐊ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᑖᓐᓇ ᑐᕌᖅᑎᑦᑕᕋ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᐳᕉᔅᑐ.  ᒥᔅᑕ 

ᐃᐊᓪᔅᕗᑦ. 

 

ᐃᐊᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓯᕗᓪᓕᖅᐹᒥ ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᐃᓂᖅ ᐱᓕᕆᕕᑦᑎᓐᓄᑦ 

ᑐᕌᖓᔪᖅ ᑐᑭᒧᐊᒍᑏᑦ ᐸᕐᓇᐅᑎᖏᓐᓄᑦ ᐊᑐᙱᑦᑐᑦ, 

ᑲᔪᓯᑦᑎᐊᕐᒪᖓᖏᑦ.  

 

ᐊᒻᒪ ᑕᐃᒃᑯᐊ ᐋᖅᑭᒃᓱᖅᓯᒪᔭᕗᑦ ᒪᑯᐊᓗ ᐱᕙᓪᓕᐊᓃᑦ 

ᒥᒃᓵᓄᑦ ᐅᓂᒃᑳᓕᐊᕆᔭᐅᓯᒪᔪᑦ ᑭᓱᓪᓗ 

ᓴᖅᑭᑉᐸᓪᓕᐊᒻᒪᖔᑦ. ᑕᐃᑲᓂ ᑲᔪᓯᑦᑎᐊᕐᒪᖔᑦ 

ᑲᔪᓯᑦᑎᐊᖏᒻᒪᖔᕐᓗ ᓇᓗᓇᐃᖅᑕᐅᓕᕋᔭᖅᑐᖅ. ᐊᒻᒪ 

ᑕᐃᒃᑯᐊ ᐱᕙᓪᓕᐊᓂᕐᒧᑦ ᐅᓂᒃᑳᓕᐊᕆᔭᐅᔪᑦ 

ᐊᑕᐅᓯᐅᙱᑦᑐᓂᒃ ᓴᖅᑭᑦᑐᖃᖅᐸᓪᓕᐊᒻᒪᑦ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᑖᓐᓇᓗ ᐊᐱᖅᑯᑎᒋᔭᐅᓚᐅᖅᑐᖅ ᑕᐃᒃᑯᐊ 

ᑕᑯᖅᑲᐅᖏᓐᓇᒃᑭᑦ ᐱᕙᓪᓕᐊᓂᕐᒧᑦ ᐅᓂᒃᑳᑦ ᐃᓗᐊᓂ 

ᕖᕗᐊᕆᒥ, ᑖᓐᓇ ᓇᓗᓇᐃᖃᓯᐅᑎᔪᒪᓪᓗᒍ. ᐊᒻᒪᓗ 

ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᐃᔾᔪᑎᒃᓴᐅᓂᐊᖅᑐᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑕᐅᑎᓪᓗᒋᑦ ᑕᐃᒃᑯᐊ ᐊᑐᖅᑕᐅᓚᐅᖅᑐᑦ 

ᐊᑐᕐᓂᐊᖅᐸᕗᑦ. ᓇᐅᒃᑯᑦ ᐱᔭᕐᓂᖏᑦᑐᖅᓯᐅᕐᒪᖔᑦᑕ.  

 

ᑭᓯᐊᓂ ᑖᓐᓇᐅᖅᑲᐅᒻᒥᑎᓗ, ᑕᐃᒃᑯᐊ ᐱᕙᓪᓕᐊᓂᕐᒧᑦ 

ᐅᓂᒃᑳᑦ ᓇᓗᓇᐃᖅᑕᐅᒃᑲᓐᓂᕐᓂᐊᕐᒥᔪᑦ ᑕᕝᕙᓂ ᐊᒻᒪᓗ 

ᐊᑐᓕᖅᑎᑕᐅᕙᓪᓕᐊᓂᖏᑦ.  

ᒪᓕᒐᓕᐅᕐᕕᒻᒧᑦ ᓴᖅᑭᑕᐅᓛᖅᑐᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᐃᒻᒪᒐᓚᒃᖢᖓ. 

ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᐃᔩᑦ ᐱᓕᕆᕝᕕᒻᒧᑦ ᑐᕌᖓᔪᑦ ᑕᐃᒃᑯᐊ 

ᐊᐅᓚᔾᔭᐃᔾᔪᑎ ᐸᕐᓇᐅᑎᖏᓐᓅᙱᖔᖅᖢᑎᒃ ᖃᓄᖑᑯᐊ 

ᐋᖅᑭᒃᓯᒪᔪᑦ ᑕᕝᕙᓃᔾᔪᑎᒋᕙᕘᑦ 

ᖃᓄᐃᓕᒋᐊᖅᑎᑦᑎᔪᓐᓇᕐᓂᐊᕋᑦᑕ ᐊᑯᓚᐃᑦᑐᒃᑯᑦ ᖃᓄᕐᓗ 
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know that education has data around attendance 

rates. We know the voluminous amount of data 

that Health manages. Department of Family 

Services data still remains questionable, but 

nevertheless, when it is populated will provide 

for valuable insights. We have data around 

housing issues and tenancy, all of these things. 

This was why for us it was really important to 

establish and operationalize and develop the 

terms of reference for the Child Abuse and 

Neglect Response Agreement I think we could 

go further, because obviously family 

information is relevant in the context of service 

provisions, but also through the lens of, I think 

one of the members mentioned it earlier in the 

proceeding that people often have to go to 

several places to get service. If we had the tools 

available to us with the appropriate privacy 

safeguards in place to be able to look at and 

analyze cross governmental data, I think it 

would really provide an opportunity to enhance 

provision and wrap-around services. So I’m 

pleased that we’re doing that through the Child 

Abuse and Neglect Response Agreement. 

 

We hope to get to a place where we have 

sufficient data to not only address systemic- or 

community-level or regionally-based 

challenges, but hopefully also to anticipate 

them, because where we see a trend, whether 

it’s young people being arrested or families 

come into contact with our work or truancy, or 

whatever the case might be, the health situation 

we see arise in certain ailments, as a 

government it will provide us with an 

opportunity to do better and to define policy 

and resource allocation approaches that would 

better meet the needs of Nunavummiut, in my 

respectful opinion, Mr. Chair. Thank you. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thanks, Mr. Chair. I would just 

like to hear the thoughts, if any, from the OAG 

on this. Thank you. 

 

ᓯᕗᒧᐊᒃᐸᓪᓕᐊᒻᒪᖔᑦᑕ. ᑖᓐᓇᖃᐃ 

ᓇᓗᓇᐃᖅᑕᐅᒃᑲᓐᓂᕈᓐᓇᖅᐳᖅ ᖃᓄᖅ ᖃᓄᐃᒻᒪ ᑖᒃᑯᐊ 

ᒪᕐᕈᐃᓕᖓᒻᒪᖔᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐊᓪᔅᕗᑦ. 

 

ᐃᐊᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐊᒻᒪᓗ 

ᖁᕕᐊᓱᒃᖢᖓ ᑖᓐᓇ ᑐᑭᓯᓇᖅᓯᑎᒋᐊᒃᑲᓐᓂᕈᓐᓇᕋᒃᑯ 

ᑭᓱᒥᒃ ᐱᔾᔪᑎᖃᖅᖢᓂ ᐱᒋᐊᖅᑎᑕᐅᓯᒪᒻᒪᖔᑦ. ᐄ’, 

ᖃᐅᔨᓴᐃᔨ ᓇᐅᑦᑎᖅᓱᖅᑎᖃᓚᐅᖅᓯᒪᔪᑦ ᐱᓕᕆᕕᒻᒥ 

ᐊᓯᐊᓂᖔᖅ ᐃᖅᑲᓇᐃᔮᖅᑖᖅᑎᑕᐅᓕᓚᐅᖅᓯᒪᔪᑦ.  

 

ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ ᖃᐅᔨᓴᐃᔾᔪᑏᑦ ᓇᐅᑦᑎᖅᓱᕐᓂᕐᒧᓪᓗ 

ᑐᕌᖓᔪᑦ ᐃᓘᓐᓇᖏᑦ ᑕᐃᒃᑯᐊ ᐱᓕᕆᕕᑦᑎᓐᓂ 

ᐱᓕᕆᐊᕆᔭᐅᔪᑦ ᑕᐃᒃᑯᐊ ᑕᐃᒪᐃᓕᐅᖅᑕᐅᖃᑦᑕᖅᑐᑦ. 

ᐊᔾᔨᒌᓐᓂᖅᓴᐅᔪᒃᑯᑦ ᐊᐅᓚᑕᐅᖁᓪᓗᒋᑦ, 

ᐊᒃᖢᓗᐊᖅᑕᐃᓕᒪᓂᖅ ᐃᓅᓯᖃᑦᑎᐊᕐᓂᖅ ᑕᒪᒃᑯᐊᕈᔪᐃᑦ 

ᐱᓕᕆᐊᕆᕙᒃᑕᕗᑦ. ᑕᒪᒃᑯᐊ ᐃᓘᓐᓇᖏᑦ 

ᖃᐅᔨᒃᑲᓐᓂᕈᒪᔭᒃᑲ ᖃᓄᑎᒋᒃ ᐱᕙᓪᓕᐊᑎᒋᒻᒪᖔᑦ 

ᑕᐃᒪᐃᓐᓂᖓᓄᓪᓗ ᐱᑕᖃᐅᖅᖢᓂ ᓇᐅᒃᑯᑦ 

ᓴᙲᓐᓂᖃᕐᒪᖔᖅ ᓴᙱᓂᖃᕐᒪᖔᓪᓗ. ᖃᐅᔨᓴᐃᑎᓪᓗᑕ 

ᑐᑭᒧᐊᕈᑏᑦ ᐸᕐᓇᐅᑎᖓᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᖁᕕᐊᓇᖅ 

ᑕᖅᑳᙶᖅᑐᑦ ᖃᐃᖃᑦᑕᕐᒪᑕ. ᐅᓪᓗᒥ ᖁᕕᐊᓱᑦᑐᖓ 

ᐃᓄᑐᐃᓐᓇᕐᓂᒃ ᑕᕝᕙᓃᑦᑐᖃᕐᒪᑦ ᓄᓇᕗᑦ 

ᒪᓕᒐᓕᐅᕐᕕᐊᓄᑦ ᑐᙵᓱᒋᔅᓯ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᖃᖅᑕᐅᓵᖅᑐᖅ ᑖᓐᓇ 

ᑐᑭᓯᓇᓱᓐᓂᐊᕋᒃᑯ, ᑭᓯᐊᓂ ᑲᔪᓯᓗᖓ.  

 

ᑐᕌᒐᖅᑕᖃᕐᒪᑦ ᑕᒪᒃᑯᐊ ᒪᓕᒐᐃᑦ ᐱᐅᓯᕆᔭᐅᖃᑦᑕᖅᑐᓄᑦ 

ᑐᕌᖓᔪᑦ, ᐊᒻᒪᓗ ᐃᓚᖓᑦ ᐃᓱᒫᓘᑎᒋᔭᕋ ᖃᓄᖅ ᑖᒃᑯᐊ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᒪᓕᒐᓂᒃ ᐋᖅᑭᑦᓯᔪᓐᓇᖅᐸᑦ, ᖃᓄᖅ 

ᓴᖅᑭᑕᐅᓂᐊᕐᒪᖔᑦ ᑕᒪᒃᑯᐊ ᐱᓕᕆᐊᕆᔭᐅᔪᑦ. ᖃᓄᕐᓗ 

ᐱᔨᑦᑎᕈᑏᑦ ᑕᒪᒃᑯᐊ ᓴᖅᑭᑕᐅᓂᐊᕐᒪᖔᑦ. ᒥᓂᔅᑕᐅᑉ 

ᑐᖏᓕᐊᓂᒃ ᑭᐅᔭᐅᔪᒪᔪᖓ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᒪᒃᑯᐊ 

ᐱᔨᑦᑎᕈᑏᑦ ᐊᑐᖅᑕᐅᓂᐊᖅᑐᑦ ᑖᒃᑯᐊ 

ᐱᔭᕇᖅᑕᐅᓯᒪᓕᖅᑐᑦ ᐊᒻᒪᓗ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᓪᓗ 

ᑭᒡᒐᖅᑐᐃᔨᒨᖅᑕᐅᓯᒪᓕᖅᖢᑎᒃ. ᐊᒻᒪ ᑖᓐᓇᐅᒻᒥᑎᓗᒍ 

ᐊᑕᐅᑦᑎᒃᑯᑦ ᐱᔭᕇᖅᓯᕙᓪᓕᐊᔪᒍᑦ 

ᐃᓗᓕᖃᐅᕐᓂᖅᓴᐅᓗᓂ ᐅᓇ ᐃᑲᔪᖅᑎᒐ 

ᐃᓚᓯᔪᓐᓇᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 



 
 

 

85 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you, Mr. Chair. In listening 

to the deputy minister’s response I found 

myself thinking about the purpose of 

government, and fundamentally the purpose of 

government is to provide services to people. 

The name of the department is about services. 

When I hear the discussion it reminds me that 

information should be used to enhance services. 

Sharing of information should be used 

carefully, as we’ve discussed before earlier 

today, but it should all be the vein of helping 

people. 

 

I think that the deputy minister’s 

acknowledgement that the information in the 

department has room for improvement is 

important. It’s something that we will a 

hundred per cent be looking at when we come 

back, when the expectation that those 

enhancements that are being made should lead 

to better decision-making. 

 

At the end of the day, I think the deputy 

minister said in his opening statement, this is 

about people, and I would say that that’s the 

reason why we are coming back to audit this, as 

well. Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: I’m talking really fast because I 

have so many more questions. I would like to 

go back to this data management system which 

Deputy Minister Ellsworth indicated as number 

three in the top three goals that Family Services 

should be focusing on. 

 

This Matrix system, we know we’ve had this 

really long discussion about change 

management and the impact of people on 

inputting into the system. What I’m not 100 per 

cent clear on is how that system, that Matrix 

system can talk to other data management 

systems that the Government of Nunavut uses. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑲᔪᓯᒋᑦ ᒥᔅᑕ 

ᐆᑖᓄᓪ. 

 

ᐆᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖁᔭᓐᓇᒦᒃ, 

ᑲᑎᒪᔨ ᐊᐱᕆᒻᒪᑦ.  

 

ᐃᓕᓐᓂᐊᕈᑎᒃᓴᐃᑦ ᒥᒃᓵᓄᑦ ᐱᕙᓪᓕᐊᓂᕐᒧᑦ ᑐᕌᖓᔪᑦ 

ᐊᑯᓂᐊᓗᒃ ᐋᖅᑭᒋᐊᖅᑕᐅᔭᕆᐊᖃᖅᓯᒪᓕᕐᒪᑦ. ᐊᒻᒪᓗ 

ᐃᑲᔫᑎᖃᕋᔭᖅᑐᖅ ᐃᒻᒪᑲᓪᓚᒃ ᑕᒪᒃᑯᐊ ᐱᔨᑦᑎᕈᑏᑦ 

ᓴᖅᑭᑕᐅᕙᓪᓕᐊᓂᖏᑦ ᐋᖅᑭᒋᐊᖅᓯᒪᓕᖅᐸᑕ 

ᑐᙵᕕᒋᔭᐅᓯᒪᒻᒪᑕ ᑕᒪᒃᑯᐊ ᐱᐅᓯᕆᔭᐅᔪᑦ ᐊᓯᖏᓪᓗ, 

ᐱᒋᐊᕐᓂᖓᓂᒃ ᐃᓱᓕᓐᓂᐊᓄᑦ ᑎᑭᓪᓗᒍ. ᐊᒻᒪᓗ 

ᒪᓕᒐᖏᑦ ᓄᑖᑦ ᕿᒥᕐᕈᓇᑦᑕᕗᑦ ᐊᑐᖅᐸᓪᓕᐊᓪᓗᑎᒃᑯᓪᓗ 

ᑖᒃᑯᑎᒎᓇ. ᐃᓕᓐᓂᐊᕈᑎᒃᓴᐃᑦ ᐱᕙᓪᓕᐊᔾᔪᓰᓪᓗ ᑕᒪᒃᑯᐊ 

ᐊᖑᒻᒪᑎᖁᓪᓗᒋᑦ. ᐊᑕᐅᑦᑎᒃᑰᖅᑕᐅᓪᓗᑎᒃ 

ᐱᓕᕆᐊᕆᔭᐅᕙᓪᓕᐊᔪᑦ ᓯᕗᒧᐊᑉᐸᓪᓕᐊᖁᓪᓗᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᓇᓗᓕᕈᔪᒃᑭᕗᖓᐃᓛᒃ ᑕᐃᒪ, 

ᖃᖓᑭᐊᖅ ᑕᕝᕙᓂ ᓂᓪᓕᐊᑎᓪᓗᑎᑦ ᐊᒻᒪ ᑭᒡᒐᖅᑐᐃᔨᒧᑦ 

ᐅᖃᖃᑦᑕᑎᓪᓗᑕ ᐱᔨᑦᑎᕋᕐᓂᕐᒧᑦ ᐋᖅᑭᑦᑕᐅᓯᒪᔪᒥᑦ 

ᐱᑕᖃᕐᕙᓗᓚᐅᕐᖓᑦ. ᖃᐅᔨᒃᑲᖅᑕᐅᒍᓐᓇᖅᑯᖓ ᖃᖓ 

ᑭᒡᒐᖅᑐᐃᔨᓄᑦ ᑖᓐᓇ ᐅᖃᐅᓯᐅᓐᓂᕐᒪᖔᖅ, 

ᑭᒡᒐᖅᑐᐃᔨᐅᔪᒧᑦ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᓪᓗ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᐅᖃᕈᒪᔪᖓ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᐊᕐᕌᒍᒥᑦ ᓄᑖᒥᑦ ᐅᖃᐅᓯᕆᔪᔭᕗᑦ ᐅᓪᓗᖅᓯᐅᑎᑎᒍᑦ 

ᐊᕐᕌᒍ ᓄᑖᒥᑦ ᐱᒋᐊᕋᑖᑦᑎᐊᑎᓪᓗᒍ. ᑕᑯᔭᐅᑎᔪᔭᕗᑦ 

ᖃᓄᖅ ᐃᓱᒪᖃᕐᕕᐅᒻᒪᖔᖅ ᑐᓴᕈᒪᓪᓗᑕ. 

ᑐᓴᓚᐅᙱᑦᑐᒍᑦ ᓱᓕ ᖃᓄᖅ ᐃᓱᒪᖃᕐᕕᐅᒻᒪᖔᖅ. 

ᐅᑯᐊᖃᐃ ᐅᓇ ᓈᓚᓐᓂᖃᖅᑎᑦᑎᓂᖅ ᐱᔭᕇᖅᑲᑦ 

ᐱᒍᓐᓇᖅᓯᓛᖅᑕᕗᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖃᓄᓪᓚᑦᑖᖅ ᖃᓄᖅ ᑭᐅᔭᐅᓐᓂᖅᑭᑦ 

ᑭᒡᒐᖅᑐᐃᔨᐅᔪᒧᑦ ᓱᕈᓯᕐᓄᑦ ᒪᒃᑯᒃᑐᓄᓪᓗ? ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᓂᔅᑕᐅᑉ ᑐᖏᓕᖓ 

ᑭᐅᔭᓯᒪᒻᒪᖔᖅ ᖃᐅᔨᒪᓂᕋᕋᑖᙱᑦᑐᖅ. ᒥᔅ ᐳᕉᔅᑐ. 
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And this is why I’m really pushing, because I 

don’t have full clarity of exactly how Executive 

and Intergovernmental Affairs is providing 

oversight on all departments meeting their 

obligations on attacking this issue as a 

whole-of-government response, because to me, 

one of the top priorities that I would have, if I 

was allowed to give my opinion and push for it, 

would be that whole question of how do we 

ensure that everything can interact, and how 

can we provide that ease of the client. When I 

was at Health I heard over and over again how 

taxing it was for people to see or new nurse 

every time and have to retell and retell and 

retell their personal story related to their 

medical health. And to me it can be, we know 

the impact on health care when clients have to 

do that. When it comes to children and youth 

and families, people who are at risk, when we 

are being asked to tell and retell and revisit and 

reimagine a traumatic event or abuse, over and 

over again, that has an even greater impact on 

the individual. 

 

So when I think about it, there’s that child 

abuse and neglect protocol. That’s only one 

aspect of data that we should be collecting and 

sharing, or a group of aspects, I guess I should 

say. But useful convinced that there’s a fulsome 

understanding of if the enormity of the task 

related to creating and recreating baseline data 

and information so that we can track the 

progress that we are making so that we can also 

really critically identify those gaps. 

 

I’ll just go back to the Deputy Minister of 

Family Services to say how does Matrix 

interact, does it interact, does the Department 

of Family Services have expertise and 

acknowledge in-house about the various data 

that is being collected, or do they rely on the 

Nunavut Statistics Bureau? If so, how does that 

expertise inform the work that’s being done on 

this issue? Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᒪᒥᐊᓇᖅ, ᑎᑎᕋᖅᐸᓪᓕᐊᓯᓐᓈᑦ 

ᓈᓚᒍᓐᓃᕐᓂᕋᒫᓯᑦ.  

 

ᖁᐊᖅᓵᕋᔭᖅᑐᖓᓕ ᑐᓴᕈᒪ ᑭᐅᔭᐅᓐᓂᖏᓐᓇᔅᓯ ᖃᓄᖅ 

ᐃᓱᒪᖃᕐᕕᐅᒻᒪᖔᑕ. ᐃᓛᒃ ᖃᐅᔨᒪᓪᓚᕆᙱᑦᑐᖓ 

ᑭᐅᔭᐅᓐᓂᖏᒻᒪᖔᔅᓯ. ᓅᒋᐊᕐᓗᖓᖃᐃ ᖃᓄᑎᒋᒃ 

ᐃᓕᓐᓂᐊᑎᑦᑎᓯᒪᕙᑦ ᐱᔨᑦᑎᕋᕐᓂᕐᒧᑦ ᑕᐃᒫᒃ 

ᒪᓕᑦᑕᐅᒋᐊᖃᕐᓂᐊᖅᑐᓂᒃ ᐅᓪᓗᒥᒧᑦ. ᐃᓚᖓ ᑕᕝᕙᓂ 

ᐊᐱᖅᑯᑎᔅᓴᖅᑖᕆᓯᒪᔭᒃᑲᐃᓛᒃ ᖃᓄᖅ 

ᐊᑐᓕᖅᑎᑕᐅᒍᓐᓇᕐᒪᖔᑕ ᐊᓯᔾᔨᖅᑕᐅᓂᐊᖅᑐᐃᑦ 

ᓇᓗᓇᐃᖅᑕᐅᓚᐅᖅᓯᒪᑎᓪᓗᒍᓗ 

ᖃᓄᐃᓕᖓᒋᐊᖃᕐᒪᖔᑕ ᐱᔨᑦᑎᕋᕐᓃᑦ.  

 

ᑐᑭᓯᑦᑎᐊᖏᓪᓚᕆᒃᑲᒪᐃᓛᒃ ᖃᓄᑎᒋᑦ 

ᐱᕙᓪᓕᐊᔭᐅᓯᒪᒻᒪᖔᖅ. ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ 

ᐊᑐᓕᖅᑎᑦᑎᒐᓱᐊᖅᑐᑎᒃ ᐊᓯᔾᔨᕋᓱᒃᓯᒪᔭᖏᓐᓂᒃ 

ᖃᐅᔨᒪᙱᒻᒥᒐᒪᑦᑕᐅᖅ ᖃᑎᑦ %-ᖏᑦᑎᒍᑦ ᑕᒪᒃᑯᐊ 

ᐊᑐᐊᖅᑕᐅᔭᕆᐊᓖᑦ ᓴᓇᔭᐅᓯᒪᒻᒪᖔᑕ ᑐᕌᖓᔪᐃᑦ 

ᐱᔨᑦᑎᕋᕐᓂᕐᒧᑦ ᑕᐃᒫᒃ ᐅᖃᐅᓯᐅᔪᓄᑦ, 

ᑐᑭᓯᔪᓐᓇᖏᓐᓇᒃᑯ ᖃᓄᑎᒋᒃ ᐱᕙᓪᓕᐊᔭᐅᓯᒪᒻᒪᖔᖅ 

ᐊᒻᒪᓗ ᓇᐅᒃᑯᑦ ᐃᓱᒫᓘᑎᒋᔭᕆᐊᖃᕐᒪᖔᑦᑎᒍ 

ᐅᕝᕙᓘᓐᓃᑦ ᓇᐅᒃᑯᑦ ᓂᓪᓕᐊᕕᒋᔪᓐᓇᕐᒪᖔᑦᑎᒍ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᑕᐃᒫᔅᓴᐃᓐᓇᖏᓛᒃ ᐃᓱᒪᖃᑎᒋᔭᕋ. ᐃᓕᓴᖅᓯᒋᐊᖃᕋᑦᑕ 

ᑕᒪᒃᑯᐊ ᒪᓕᑦᑕᐅᒋᐊᓖᑦ ᖃᓄᖅ ᐃᑲᔪᖃᑦᑕᓂᐊᕐᒪᖔᑕ 

ᐊᓯᔾᔨᖅᑕᖃᑦᑕᓲᖑᒻᒪᑕ ᑭᓱᑐᐃᓐᓇᐃᑦ 

ᐊᓯᔾᔨᐸᓪᓕᐊᑎᓪᓗᒋᑦ. ᑲᒪᓂᕗᑦᑕᐅᖅ 

ᐊᓯᔾᔨᐸᓪᓕᐊᓲᖑᒻᒪᑕ. 

 

ᒪᑐᐃᖅᓯᒍᑎᓂ, 12-ᔭᑦ ᒪᓕᑦᑕᐅᒋᐊᓖᑦ ᐋᖅᑭᑦᑕᐅᓯᒪᒻᒪᑕ. 

ᐅᐊᑦᑎᐊᕈᐊᐃ, ᐋᖅᑭᑦᑕᐅᓯᒪᔪᖃᕇᔪᔫᒐᓗᐊᖅ 

ᒪᓕᑦᑕᐅᔭᕆᐊᓕᓐᓂᒃ ᓄᑖᕈᕆᐊᖅᑕᐅᒋᐊᖃᑐᐃᓐᓇᔪᒻᒪᑕ. 

ᑕᐃᒪᐃᑦᓯᒪᕙᕗᑦ. 12-ᓂᑦ ᐊᑐᓕᖅᑎᑦᑎᓯᒪᔪᒍᑦ, ᐊᒻᒪ 70 

ᕿᒥᕐᕈᔭᐅᔪᐃᑦ ᐊᒻᒪ ᐅᖃᒃᑲᓂᕐᓗᒍ 

ᑎᑎᕋᖅᓯᒪᒐᓗᐊᖅᑐᑎᒃ ᐊᓯᔾᔨᖅᑕᖃᑦᑕᕈᓐᓇᕐᖓᑕ 

ᑭᓱᑐᐃᓐᓇᐃᑦ ᐊᓯᔾᔨᕋᐃᑉᐸᑕ. ᐊᓯᔾᔨᖃᑦᑕᓲᖑᒻᒪᑕ 

ᐱᔨᑦᑎᕋᕆᐊᖃᕐᓂᕗᑦ. 

ᕿᒥᕐᕈᖃᑦᑕᕆᐊᖃᕐᓂᐊᕐᒥᒐᑦᑎᒍᑦᑕᐅᖅ, 

ᓄᑖᕈᕆᐊᖃᑦᑕᕐᓗᒋᑦ ᐃᓄᓕᕆᔩᑦ ᑭᓱᓕᕆᓂᖏᑦ 

ᐊᓯᔾᔨᐸᓪᓕᐊᑎᓪᓗᒋᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 
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Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, at the present time the information 

system does not interact with any other 

information system, for various reasons, one of 

which is obviously confidentiality and privacy. 

I think, though, there may be an opportunity 

with the recently launched enterprise solution 

to look at whether or not that’s feasible. I’m not 

aware if there’s a plan afoot for Health to bring 

their Meditech system on line with Oracle or 

not. There’s definitely a lot that can be done, I 

believe, Mr. Chair. 

 

With respect to the expertise inside the 

Department of Family Services, we have a 

couple of experts on either side of me here with 

respect to child welfare matters, so we will be 

using that data to certainly inform our work 

moving forward. And the better the data gets, 

the better informed we all will be with respect 

to where we need to head concerning service 

delivery and other matters. 

 

As we heard earlier, Mr. Chair, the Nunavut 

Bureau of Statistics has struggled in the last 

number of years to attain a status of being 

functional, and I think my learned colleague 

Ms. Fowler indicated to the committee that they 

have staffed positions, or there are positions 

being staffed. So ideally we would be looking 

at several data sets to inform our work, not just 

our own data sets, and certainly that dialogue is 

ongoing through the implementation of the 

Child Abuse and Neglecting Response 

Agreement. 

 

I would tend to agree with the member, Mr. 

Chair, that more could and ought to be done 

and certainly I’m committed to assessing what 

more we could do to share additional pieces of 

data, to better inform government-wide 

responses to community needs. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Ms. Fowler. 

 

ᐳᕉᔅᑐ (ᑐᓴᔨᑎᒍᑦ): ᐄ. ᐅᖃᐅᓯᖃᕋᑦᑕᐃᓛᒃ, ᐃᓚᖓᓪᓗ 

ᑕᐃᓐᓇ ᖃᕋᓴᐅᔭᒃᑯᑦ ᐃᓄᓕᕆᔾᔪᑎ 

ᐅᖃᐅᓯᕆᖃᑦᑕᕋᑦᑎᒍ, ᖃᓄᕐᓗ 

ᐊᑐᖅᑕᐅᖃᑦᑕᓂᐊᕐᒪᖔᖅ. ᐃᓱᒪᒐᒪ, ᓈᒻᒪᒃᑲᔭᕐᒪᖔᖅ 

ᓄᑖᒥᑦ ᓴᖅᑭᖅᓯᔪᖃᕐᓂᐊᖅᑲᑦ ᑕᐃᒫᒃ, 

ᓄᑖᕈᕆᐊᖅᑕᐅᓚᐅᖅᑎᓐᓇᒋᑦ ᖃᓄᖅ 

ᐱᔨᑦᑎᕋᕆᐊᖃᕐᒪᖔᑕ ᒪᓕᒐᖏᑦ, ᐊᑐᐊᒐᖏᑦ. ᑖᒃᑯᐊ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓃᖓᖅᑐᑦ ᑭᒡᒐᖅᑐᐃᔩᑦ, ᖃᓄᖅ 

ᐃᓱᒪᖃᕐᕕᒋᒻᒪᖔᒍ ᑐᓴᕐᕕᒋᔪᒪᔭᒃᑲ. ᖁᔭᓐᓇᒦᒃ 

ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔨᑎᒍᑦ): ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᓱᒪᒋᔭᕋᓖ ᐃᒪᐃᑦᑑᕗᖅ, ᐊᒻᒪ ᖃᖓᒃᑯᑦ 

ᓴᖅᑭᖅᑕᐅᓂᖏᑦ ᖃᕋᓴᐅᔭᓕᕆᔾᔪᑏᑦ, ᐃᓄᓕᕆᔾᔪᑎᑦ 

ᖃᕋᓴᐅᔭᑦ. ᓈᒻᒪᓈᖅᑐᖅ ᓴᖅᑭᑕᐅᒻᒪᑦ ᒫᓐᓇ. ᐃᓚᖏᑦ 

ᐊᑐᐊᖅᑕᐅᖃᑦᑕᓂᐊᖅᑐᐃᑦ ᕿᒥᕐᕈᔭᐅᒐᓗᐊᖅᑎᓪᓗᒋᑦ, 

ᐊᓯᖏᓪᓗ ᕿᒥᕐᕈᔭᐅᒋᐊᖃᕐᓂᐊᑎᓪᓗᒋᑦ. ᑕᐃᒃᑯᐊ 

ᑐᑭᓯᒃᑲᓂᕈᑎᔅᓴᐃᑦ ᓄᐊᑕᐅᒍᓐᓇᓂᐊᖅᑐᐃᑦ 

ᖃᕋᔭᓴᐅᔭᒃᑯᑦ ᐃᓄᓕᕆᔾᔪᑎᓃ, ᐃᓗᐃᑦᑑᑉᐸᑕ.  

 

ᖃᓄᕐᓕ ᑕᐃᒪ ᐋᖅᑭᒋᐊᖃᕐᒪᖔᑕ ᒪᓕᑦᑕᐅᒋᐊᓖᑦ, 

ᖃᐅᔨᒪᑦᑕᐅᑎᒋᓇᕋᔭᖅᑯᖅ. ᕿᒥᕐᕈᒍᔅᓯᐅᒃ ᐋᖅᑭᔅᓯᒪᔭᓯ, 

ᖃᓄᕐᓗ ᐋᖅᑭᒋᐊᕋᓱᓐᓂᐊᕈᔅᓯᐅᒃ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ 

ᐱᐅᖏᑦᑐᓂᑦ ᒪᓕᒃᑯᔅᓯ, ᐱᓕᕆᐊᕆᒃᑲᓐᓂᕆᐊᖃᕋᔭᖅᑕᓯ. 

ᐅᑎᖅᑕᕋᐅᔭᖃᑦᑕᕐᒐᑕᐃᓛᒃ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᕈᓘᔭᐃᑦ, 

ᖃᕋᓴᐅᔭᒃᑯᑦ ᐃᓄᓕᕆᔨᔾᑎᔅᓴᖅ 

ᐃᖏᕐᕋᓯᑎᑕᐅᒐᓱᑦᑕᖅᑯᖅ, ᐊᒻᒪ ᐃᓗᓕᖏᓐᓃ 

ᐊᑐᖃᑦᑕᕐᓂᖅᑕᐅᖅ ᐱᐅᓯᕚᓪᓕᑎᑦᑎᒍᑕᐅᒍᓐᓇᓂᐊᖅᑐᑦ 

ᐊᐅᓚᑦᑎᔾᔪᑎᐅᔪᓂᑦ. ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑭᐅᔾᔪᑎᓐᓄᑦ. 

ᐃᑲᔪᕐᓂᖃᕋᔭᖅᐸᓪᓚᐃᔪᖅ ᖃᐅᔨᒪᒍᑦᑎᒍ ᑖᒃᑯᐊ 12ᔭᑦ 

ᐋᖅᑭᑦᑕᐅᓯᒪᔪᐃᑦ, ᓄᑖᕈᕆᐊᖅᑕᐅᓯᒪᔪᐃᑦ ᑭᓲᒻᒪᖔᑕ. 

ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔨᑎᒍᑦ): ᐊᑏᒎᖅ, ᒥᔅ ᐳᕉᔅᑑ. 

 

ᐳᕉᔅᑐ (ᑐᓴᔨᑎᒍᑦ): ᒪᑐᐃᖅᓯᒍᑎᖏᓐᓂᒎᖅ 

ᐅᖃᓯᕆᓐᓂᕐᖓᒋᑦ. ᐄ, ᕿᓂᓵᑲᐃᓐᓇᓚᒃᑲ 

ᒪᑐᐃᖅᓯᒍᑎᒋᓚᐅᖅᑕᓯ.  ᐃᖅᑲᓇᐃᔭᖅᑎᓃᑦ 

ᐃᓕᑉᐹᓕᖅᑎᑦᑎᒐᓱᐊᖅᑎᓪᓗᑕ, ᒪᓕᓱᐊᕐᓗᑎᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᑯᑖᑦᑐᒥᑦ. ᑕᕝᕙᓂ 
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Ms. Fowler: Thank you, Mr. Chair, and thank 

you, Mr. Ellsworth, for providing some context 

there. I’ll speak just a little bit about the 

Nunavut Bureau of Statistics and where the 

bureau might be able to assist here. 

 

I first want to acknowledge that we’ve had 

significant capacity challenges that have 

affected the maintenance of publicly accessible 

data via Nunavummit Kiglisiniartiit’s web site 

for quite some time. I did note some positive 

news today, that we have four of six positions 

that have been recently staffed, and in 

particular with the director who is providing 

oversight and doing a bit of cleanup there. 

 

It’s also important to recognize that while 

Nunavummit Kiglisiniartiit is the central 

statistical agency for the GN, it’s not always a 

primary source for all Nunavut-related data. 

That said, we do partner with Statistics Canada 

to access the data that is collected about the 

territory through a vast network of resources, 

and most of the territorial data that we have is 

as a result of our sharing agreement with 

Statistics Canada, so as soon as that data is 

publicly accessible, we usually have access to 

that. If not, if there are datasets out there that 

are not shared directly with us, we put in 

requests for that information. 

 

The Department of Executive and 

Intergovernmental Affairs is not the only 

department that has a data-sharing agreement 

with Statistics Canada; there are other 

departments that have their own 

information-sharing agreements with Statistics 

Canada. With the Nunavut Bureau of Statistics 

is currently looking at doing is compiling who 

has what information, so that we can make this 

more accessible and more readily available on 

our website. (interpretation) Thank you, Mr. 

Chairman. 

 

ᐊᐅᓚᔾᔭᐃᒋᐊᕈᑎᔅᓴᓂᑦ ᐸᕐᓇᐅᑎᓂᑦ ᒪᓕᓪᓗᑎᒃ, 

ᖃᐅᔨᒪᑦᑎᐊᕈᒪᒐᑦᑖ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐱᓕᕆᔾᔪᑎᑖᖅᑎᑕᐅᕙᒃᑲᓗᐊᕐᒪᖔᑕ ᐱᒋᐊᓕᖏᓐᓂᑦ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᐊᕙᐅᒍᓐᓇᓂᐊᕐᖓᑕ. ᖃᐅᔨᒪᔪᖔ, 

ᑎᑎᕋᖅᓯᒪᒐᒃᑯ ᐃᖅᑲᓇᐃᔭᖅᑎᒧᑦ 

ᐊᔪᕆᖅᓲᔾᔭᐅᖃᑦᑕᕐᓂᖅ.  

 

ᐊᓯᔾᔨᖅᓯᒐᓱᑦᑎᓪᓗᓯ ᓄᑖᕈᕆᐊᖅᓯᒐᓱᑦᑎᓪᓗᓯ, 

ᐃᓄᓕᕆᔨᒃᑰᑦ ᑕᐃᒪᐃᖃᑦᑕᖅᑳᑦ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᕋᐃᒻᒪᑕ ᐊᔪᕆᖅᓲᔾᔨᓂᐊᖅᑐᒥᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᒥᑦ, ᐱᓕᕆᑎᑦᑎᓲᖑᕕᓰ ᓄᑖᓂᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ? ᐊᓯᔾᔨᑕᖅᑐᐊᓘᑎᓪᓗᒋᓪᓗ 

ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ, ᓄᑖᓂᓪᓗᑦᑕᐅᖅ ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ 

ᐱᒋᐊᖅᑐᖃᖃᑦᑕᕆᐊᖃᕐᓂᐊᒥᒻᒫᑦ. ᐃᖅᑲᓇᐃᔭᖅᑎᖏᑦ 

ᐱᔭᕆᐊᑐᔪᖅᓯᐅᖅᑕᐅᑦᑎᒋᑎᓪᓗᒋᑦ, 

ᐱᔭᕆᐊᑐᔪᖅᓯᐅᖏᒃᑲᓗᐊᖅᑲᑕᓘᓐᓃᑦ. ᖃᓄᖅ ᑕᒪᓐᓇ 

ᐱᓕᕆᐊᖑᒐᓱᐊᖅᑲ? ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓴᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᓕᓴᖅᓯᓯᒪᔪᒎᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᒥᑦ ᐊᔪᕆᖅᓲᔾᔨᖃᕐᓃᖅ, 

ᐊᖏᔪᖅᑳᖃᑦᑎᐊᕆᐊᖃᖅᑐᐃᑦ, 

ᐊᐅᓚᑦᑎᔨᖃᑦᑎᐊᕆᐊᖃᖅᑐᐃᑦ, ᐃᓅᓯᓕᕆᓂᕐᒥᓪᓗ 

ᐊᔪᕆᖅᓲᔾᔨᔨᖃᕆᐊᖃᖅᑐᐃᑦ, 

ᐃᓱᒪᓕᕆᔨᖃᕆᐊᖃᖅᑐᑎᓪᓘ. ᐃᒫᒃ ᐅᓇ 

ᐱᓕᕆᒐᓱᑉᐸᑦᑕᕗᑦ. ᒥᔅ ᕌᔾᔪᔅ ᐃᑉᐸᔅᓴᖅ ᐅᖃᓚᐅᕐᒥᒻᒪᑦ, 

ᑕᕝᕙᓂ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ ᐊᔪᕈᓐᓃᑲᓐᓂᕈᓐᓇᖅᑐᐃᑦ 

ᖃᐅᔨᖃᑦᑕᕋᑦᑎᒍ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑐᐊᑦ ᑐᕚᕆᕙᙱᓇᑦᑎᒍ, 

ᐱᔭᔅᓴᓕᕕᔾᔪᐊᕌᓘᖃᑦᑕᕐᖓᑕ ᐱᔭᔅᓴᖏᓐᓃ ᐃᓄᓕᕆᔩᑦ. 

ᑕᐃᒫᖃᐃ, ᓯᓚᑖᓃᖔᖅᑐᓄᑦ 

ᐃᑲᔪᖅᑕᐅᒋᐊᖃᕐᓂᐊᖅᑐᒍᑦ, ᐃᖅᑲᓇᐃᔭᑯᑖᑦᑐᓄᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᑲᐅᖅ 

ᐊᔪᕆᖅᓲᔾᔭᐅᖃᑦᑕᕈᓐᓇᓂᐊᕐᖓᑕ. ᑭᖑᓪᓕᕐᒥ, 

ᑕᐃᒪᐃᑦᑐᓂᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᒃᑲᓐᓂᓕᕐᒥᒍᑦᑕ. 

ᑕᐃᒪᐃᒐᓱᑦᑎᐊᓛᖅᑐᒎᑦ. ᓄᑖᖑᔪᐃᑦ, 

ᐃᖅᑲᓇᐃᔭᑯᑖᑦᑐᓪᓗ ᐊᔾᔨᒌᓂᑦ 

ᐃᑲᔪᖅᓯᖅᑕᐅᕙᒃᑲᓗᐊᕐᒪᖔᑕ, 

ᖃᓄᐃᖏᑦᑎᐊᖅᑐᓕᕆᒍᓐᓇᓂᐊᕐᖓᑕ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᑕᐃᓐᓇ ᓈᓴᐅᑎᓕᒃ 505 

ᐋᓐᓂᐊᕕᒻᒥ ᐊᔪᕆᖅᓲᔾᔭᐅᓂᖅ. ᖃᓄᑎᒋᓕ ᐃᓄᓕᕆᔨᒃᑯᑦ 
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Chairman: Mr. Hayes has a contribution to 

make as well. Mr. Hayes. 

 

Mr. Hayes: Thank you. Just a few thoughts, as 

well, to add. Just in terms of central oversight, 

one of the challenges with the government 

systems that we have in Canada and in the 

territory, in particular, is that accountability is 

assigned to particular portfolios or agencies. 

And while that is good from the perspective of 

being able to identify who should answer and 

inform the public about what’s happening, 

sometimes it does lead to siloed thinking and 

this is a place where central agency leadership 

and oversight can help break down those 

barriers to improve services for the people of 

the territory. In terms of the discussion about 

data sharing, I’m reminded of a number of 

pieces of work that the Auditor General has 

done over the last few years that really brought 

this point forward. 

 

The pandemic, in terms of both the way that the 

disease, COVID-19 went through the country, 

how vaccines were being delivered and the 

impacts of vaccines, including adverse impacts, 

all of that information was sought by the 

federal government across the country and 

there were different experiences across 

jurisdictions, whether we’re talking about 

provinces or territories. Of course we did do a 

vaccine report here in Nunavut, and largely the 

findings were positive, but when we took 

together all of the findings that we had across 

the country, it was clear that you don’t want to 

be negotiating or figuring out 

information-sharing agreements when you are 

in the middle of a crisis. 

 

What we’re talking about here with Child and 

Family Services we have described as a crisis, 

and so there’s an urgency that should be given 

to figuring out which organizations in the 

government need access to information from 

the Department of Family Services, which 

organization should be in a position to provide 

ᑖᔅᓱᒥᖓ ᐃᓕᓴᑎᑦᑎᓯᒪᕚᑦ? ᑕᕝᕙ ᐊᐱᖅᑯᑎᒐ. 

ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. ᑕᒪᒃᑯᐊ 

ᐊᑖᓃᒻᒪᑕ ᐊᖏᔪᖅᑳᖓᓂ ᐃᓄᓕᕆᔨᒃᑯᑦ. 

ᐱᕙᓪᓕᐊᑎᑦᑎᓯᒪᒻᒪᑦ ᒪᓕᑦᑕᐅᒋᐊᖃᕐᓂᐊᖅᑐᓂᑦ, 

ᐃᓕᓐᓂᐊᑎᑦᑎᔨᖏᓐᓂᓪᓗ. ᒥᔅᑕ ᐆᑖᓄᒧᑦ, ᑭᐅᔭᐅᑉᐸᑦ 

ᓈᒻᒪᒋᔭᕋ. ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᑲᔪᓯᒋᐊᑐᐃᓐᓇᕆᑦ ᒥᔅᑕ 

ᐆᑖᓄᓪ. 

 

ᐆᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᑲᑎᒪᔨ ᐊᐱᕆᒻᒪᑦ. ᖃᓄᑎᒋ 

ᐃᖏᕐᕋᓯᓯᒪᕕᑕ ᐊᑐᓕᖅᑎᒐᓱᑦᑐᒋᑦ ᒪᓕᑦᑕᐅᖏᐊᓖᑦ, 

ᐃᓛᒃ ᖃᓄᑎᒋ ᐱᕙᓪᓕᐊᓯᒪᒻᒪᖔᑦᑕ, ᑖᓐᓇ ᑭᐅᒐᓱᓪᓗᒍ 

ᓈᓴᐅᑎᖏᑎᒍᑦ, ᑲᑦᑎᐅᓂᖏᑎᒍᑦ 

ᐅᖃᐅᓯᕆᔭᔅᓴᐅᒐᓗᐊᑦ, ᐊᒻᒪᓗᑦᑕᐅᖅ ᓈᒻᒪᒋᔭᐅᒻᒪᖔᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᐊᑐᖅᑕᐅᒋᐊᖏᑕ. 

ᐱᐅᒻᒪᕆᐅᓂᖅᓴᐅᕙᓪᓚᐃᒻᒪᑕᐃᓛᒃ 

ᒪᓕᑦᑕᐅᔭᕆᐊᖃᕐᓂᐊᖅᑐᐃᑦ ᐊᓯᖏᓐᓂᑦ. ᑕᐃᒫᓪᓗ 

ᐱᑕᖃᕆᐊᖃᓪᓚᕆᑦᑐᑎᒃ, ᐊᑐᖅᑕᐅᓗᑎᒃ 

ᑲᑐᔾᔨᖃᑎᒌᑦᑐᓄᑦ.  

 

ᐊᑐᖃᑦᑕᕈᑦᑎᒍ ᑕᒪᒃᑯᐊ ᐊᔾᔨᒌᓕᖅᑎᑕᐅᓯᒪᔪᐃᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓂᑦ ᐃᑲᔪᕈᑎᒋᔪᓐᓇᓂᐊᖅᑕᕗᑦ. 

ᐱᑕᖃᖅᐸᓚᐅᖏᒻᒪᑦ ᑕᐃᒫᒃ. ᐋᓐᓂᐊᕕᑦᑎᒍᓪᓘᓐᓂᑦ 

ᐃᑲᔪᖅᑕᐅᒍᓐᓇᕐᓂᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑕ. ᑕᐃᒫᒃ 

ᑕᕝᕘᓇ ᓇᓗᓇᐃᖅᑕᐅᓯᒪᔪᖅ, ᓱᒻᒪᑦ ᑕᐃᒪᐃᒋᐊᖃᕐᒪᖔᑕ, 

ᓱᒻᒪᓗ ᑕᐃᒪᐃᓕᖓᒋᐊᖃᕐᒪᖔᑖ, ᐊᒻᒪ 

ᐊᔪᕆᖅᓲᔾᔭᐅᖃᑦᑕᖅᑐᑎᒃ ᐃᖅᑲᓇᐃᔭᕆᐅᖅᓴᔪᐃᑦ. 

ᐊᔾᔨᒌᑉᐸᖏᒻᒪᑕ ᐱᒋᐊᕐᕕᒋᔭᖏᓐᓂ ᐃᖅᑲᓇᐃᔮᖏᓐᓃᑦ. 

ᐱᕙᓪᓕᐊᑎᑕᐅᒐᓱᖃᑦᑕᑐᐃᑦ ᒪᓕᑦᑎᐊᕋᓱᑦᑐᑎᒃ 

ᐊᐅᓚᑦᑎᐊᖅᓯᒪᔪᓂᑦ, ᑕᕝᕙᓂ ᐊᕕᑦᑐᖅᓯᒪᔪᓂ 

ᐊᓪᓚᕝᕕᖏᓐᓂ, ᐱᔾᔪᑎᖃᖅᑎᓪᓗᒍ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᖁᔭᕐᔪᐊᖓᓂᑦ, ᐊᒻᒪ ᐊᐅᓚᑕᐅᓂᕆᕙᑦᑕᖓᓂᒃ. 

ᑕᐃᒪᓕ ᐊᖏᔪᖅᑳᖅ ᐅᖃᐅᔾᔨᒋᐊᓚᐅᖅᑎᓪᓗᒍ 

ᐱᓕᕆᖃᑎᒌᑦᑎᐅᔪᓂᑦ, ᐱᓕᒻᒪᔅᓴᐃᖃᑎᒌᑦᑎᕗᑦᑕᐅᖅ 

ᐱᖃᑕᐅᖃᑦᑕᕐᒥᔪᖅ ᐊᕕᑦᑐᖅᓯᒪᔪᓂ, ᐊᓪᓚᕝᕕᕗᓪᓗ 

ᐊᑐᓕᖅᑎᑦᑎᕙᑦᑐᑎᒃ ᐃᓕᓐᓂᐊᕈᑎᐅᓂᐊᖅᑐᓂᑦ, ᐊᒻᒪ 

ᐅᖃᖃᑎᒌᖏᓐᓇᕋᓗᐊᕐᒪᖔᑕ ᖃᐅᔨᒪᒐᓱᐊᖅᐸᒻᒥᔪᒍᑦ.  

ᐊᒻᒪ, ᐊᑐᐃᓐᓇᕈᖅᓯᒪᙱᓐᓇᑦᑕ ᓱᓕ ᐃᓘᓐᓇᖏᓐᓂᑦ 

ᐊᖏᔪᖅᑳᖃᓕᖅᑎᑦᑎᓂᕐᒥᑦ. ᖃᐅᔨᒪᒐᓗᐊᖅᑐᒍᑦ 

ᐋᖅᑭᒋᐊᖅᑕᐅᒌᖅᓯᒪᒻᒪᑕ ᐃᑲᔫᖅᓯᔾᔪᑎᓂᑦ 

ᐋᖅᑭᔅᓯᓯᒪᓕᕋᑦᑕ, ᐅᐊᑦᑎᐊᕈ ᐱᑕᖃᖅᐸᔪᖏᑦᑑᒐᓗᐊᕐᓕ.  
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information to the Department of Family 

Services, so they can carry out their functions 

as effectively and efficiently as possibly. 

 

I think the focus on whether or not each of 

these departments it getting the information 

they need is another one of those collaboration 

elements that prompted us to call for the 

whole-of-government response to the report 

and the findings. 

 

One final point that I’ll make, and it’s 

connecting to many of the member’s questions 

about information. When you’re talking about a 

performance measurement framework and the 

strategic action plan in particular in this case, 

you’ve got to be thinking about what 

information you’re going to want to collect at 

the end at the very beginning, when you’re 

designing. This is one of those reasons why we 

were encouraging specific, measurable, 

attributable and time-bound targets, because if 

you can identify the information that will help 

you assess whether you’re making progress, 

what improvements need to be made, and 

you’re collecting that along the way, you will 

be far better off in the end, and your reporting 

will be more valuable for the people that will 

ultimately be using it. 

I’m going stop there, Mr. Chair. I could 

probably go on forever, but I’ll stop there. 

Thank you. 

 

Chairman: Thank you, Mr. Hayes. We do have 

time. Before I move on to the next name on my 

list, I would like a clarification on one of Ms. 

Brewster’s questions on the case management 

software systems. As mentioned, Department 

of Health uses Meditech. Department of Family 

Services had a little, we will say an epic failure 

about five or six years ago, or maybe a little bit 

longer, now, on trying to build a case 

management system and had to start from 

scratch, and ended up with Matrix. Maybe this 

is a question I should have asked a few years 

 

ᑕᒪᓐᓇ. ᐱᒋᐊᓕᕋᑖᕐᓂᒦᒃᑲᓗᐊᖅᑐᒍᑦ ᓱᓕ, ᑭᓯᐊᓂ 

ᐅᐱᒍᓱᑦᑐᒍᑦ ᐃᑲᔪᖅᓰᒍᑎᖃᓕᕋᑦᑕ ᐊᐅᓚᑦᑎᔨᓂᑦ, 

ᐱᓕᕆᐊᕆᒋᐊᓕᖏᓐᓂᑦ ᐱᓕᕆᑎᓪᓗᑎᑦ, 

ᓯᕗᓕᖅᑎᕆᔭᐅᔪᓂᓂᓛᒃ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ. ᖁᔭᓐᓇᒦᒃ.   

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐊᐱᖅᑯᑎᒃᑲᓐᓂᕋ. 

ᑭᐅᒌᕐᖓᒍ ᐊᐱᖅᑯᑎᒋᙳᓱᕋᑖᖅᑕᕋ. ᑐᓴᕆᐊᔅᓴᓗ, 

ᖃᐅᔨᓴᕈᓐᓇᑎᐊᖏᓇᑦᓯ ᓱᓕ ᐃᖏᕐᕋᑎᐊᖅᓯᒪᒻᒪᖔᖅ, 

ᐃᓱᒫᓗᒋᒻᒥᔭᕋ ᓯᕐᓚᕈᓘᒐᓗᐊᖅ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᓪᓗᑭᐊᖅ ᖃᓄᐃᓕᐅᖃᑦᑕᖅᑲᑦ 

ᐋᓐᓂᐊᕕᑦᑎᒍᑦ ᐃᑲᔪᖅᑕᐅᒋᐊᓕᓐᓂᑦ, ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ 

ᑐᕌᖓᔪᖅᑕᖃᕋᓗᐊᕐᒪᖔᑦ ᑕᐃᒪᐃᑦᑐᓕᕆᔪᓐᓇᖅᑐᓂᑦ? 

ᖁᔭᓐᓇᒦᒃ ᐃᔅᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᔅᓯᕙᐅᑖᖅ. 

ᐃᔅᓯᕙᐅᑖᖅ, ᑕᐃᒃᑯᐊ ᐃᑲᔪᖅᓯᖅᑕᐅᓂᖏᑦ ᐃᑲᔪᒐᐃ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᐸᐃᑉᐹᖁᑎᖏᓐᓃ, ᑕᐃᒫᖃᐃ 

ᐊᔪᕆᖅᓲᔾᔭᐅᔪᖃᖃᑦᑕᑎᓪᓗᒍ ᐊᖏᔪᖅᑳᖏᓐᓄᑦ 

ᐊᐅᓚᑦᑎᔨᐅᔪᓄᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᒪᓕᑦᑎᐊᕐᓂᕋᓗᐊᕐᒪᖔᑕ ᒪᓕᑦᑕᐅᒋᐊᓕᓐᓂᑦ. ᑖᓐᓇ 

ᐊᑐᕋᔭᖅᑕᕘᑦ, ᐃᓕᓐᓂᐊᑲᓐᓂᕆᐊᖃᕐᒪᖔᑕ 

ᖃᐅᔨᔾᔪᑎᒋᓗᑎᒍ. ᑐᑭᓯᑦᑎᐊᑐᐃᓐᓇᖏᓪᓗᑎᒃ 

ᐊᐅᓚᑦᑎᒍᓐᓇᖅᓯᓗᑎᓪᓗ.  

 

ᐱᒍᒪᖏᓂᖅᑕᖃᖅᑲᑦ, ᒪᓕᒍᒪᖏᓂᖅᑕᖃᖅᐸᑦ 

ᒪᓕᑦᑕᐅᖁᔭᑦᑎᓐᓂᑦ, ᑕᐃᒪᓕ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ 

ᐊᑐᐊᒐᖏᓐᓂᑦ ᐊᖓᑐᕆᐊᕈᓐᓇᑦᑐᒎᑦ. 

ᒪᓕᔅᓴᖃᑦᑕᕆᐊᖃᕐᖓᑕ ᐃᖅᑲᓇᐃᔭᖅᑎᕗᑦ. 

ᐅᐊᑦᑎᐊᕈᓂᕐᓗ ᒪᓕᑦᓴᖐᓐᓇᖅᑐᖃᖃᑦᑕᖅᓯᒪᒻᒪᑦ, 

ᐊᒻᒪᑦᑕᐅᖅ ᓵᖓᔭᔅᓴᒫᖑᒻᒪᖔᑕ ᓇᓗᓇᐃᖃᑦᑕᕆᐊᓕᕗᑦ. 

ᑭᒃᑯᑐᐃᓐᓇᐃᑦ ᖃᐅᔨᒪᒐᐃᑉᐸᑕ, 

ᖃᐅᔨᒪᒋᐊᖃᕋᐃᒻᒪᑕᓘᓐᓃᑦ ᓱᕈᓯᕐᒥᑦ 

ᐃᓕᓯᓂᐊᖅᑎᓪᓗᒋᑦ, ᖃᐅᔨᓴᖅᑳᖃᑦᑕᕆᐊᖃᕐᖓᑕ 

ᐱᕋᔭᔅᓯᒪᔪᖃᙱᒃᑲᓗᐊᕐᒪᖔᖅ ᑎᒍᐊᙳᐊᑖᕐᓂᐊᖅᑐᒥᑦ, 

ᑕᐃᒪᐃᓕᐅᖃᑦᑕᖏᑦᑐᒥᓂᐅᑎᓪᓗᒋᓖ 

ᑕᐃᒪᐃᓕᐅᕆᐊᖃᕋᓗᐊᖅᑐᑎᒃ. ᐱᓕᕆᖃᑎᒋᒋᐊᓕᓲᕗᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐃᓂᑦᑎᕆᒋᐊᕈᓐᓇᓂᐊᕐᖓᑕ.  

 

ᐊᒻᒪ, ᒫᓐᓇᕈᓘᓚᐅᖅᑐᖅᑕᐅᖅ ᐋᓐᓂᓪᓚᕆᑦᑐᓂᕐᓂ 

ᐃᓅᒍᓐᓃᕈᑕᐅᒍᓐᓇᖅᑐᓂᑦ ᑲᒪᖃᑦᑕᖅᓯᒪᒻᒥᒐᑦᑕ. 

ᐋᓐᓂᓚᕿᔪᖃᖅᑐᓂ ᓱᕈᓯᕐᒥᑦ. ᑕᒪᓐᓇ 
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ago, and it probably was and I just don’t recall 

the response. 

 

What differs between Meditech and the Matrix 

case management system? Is there a specific 

reason why we’re using two separate siloes of 

case management? Or is it interdepartmental 

information to keep that security? I guess I 

would like to get some clarification on why 

we’re using two separate case management 

systems for one. Mr. Ellsworth 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, I would imagine that the privacy 

consideration you noted is likely one of the 

reasons. However, if you would permit, Mr. 

Seeley is better equipped to respond to that 

inquiry Mr. Chair. Thank you. 

 

Chairman: Thank you. Go ahead, Mr. Seeley. 

 

Mr. Seeley: Thank you, Mr. Chair. So the short 

answer is that it’s because each of those 

departments developed software to meet their 

unique needs at that time using the proprietary 

software options that were available at that time 

within budget. They weren’t doing to together. 

They weren’t doing it for the same objective 

and they weren’t collaborating on the goal that 

they were working on. They are two very 

different systems serving two very different 

functions. 

 

That system runs throughout the Government 

of Nunavut right now. I believe we’ve got over 

200 different applications installed and built up 

by the different departments within the GN. 

The transition that has happened over the last 

four years is a move toward software as a 

service, where we actually are not using one-off 

systems GN wide. I think we’ve heard some 

comments on that during this hearing and 

during the previous hearing, with the Privacy 

Commissioner on some of the opportunities 

that come with that new model. 

 

ᖃᐅᔨᒪᑐᐃᓐᓇᐸᙱᑕᕗᑦ, ᐱᒻᒪᕆᐊᓘᑎᑉᐸᑦᑕᕗᑦ.  

ᑭᒃᑯᓕᒫᑦᑎᐊᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ ᐸᓯᔭᔅᓴᐅᒍᓐᓇᕐᖓᑕ.  

 

ᖃᐅᔨᒪᑎᒋᐊᖃᕋᑦᑎᒍ ᖃᐅᔨᒪᓕᕆᐊᖃᖅᑐᑎᓪᓗ 

ᐃᓄᓕᕆᔩᑦ, ᐊᓯᖏᓪᓗ ᑲᒪᑲᒻᒪᖃᑦᑕᖅᑲᑕ 

ᒪᓕᑦᑕᐅᒋᐊᓕᓐᓂᑦ ᒪᓕᖃᑦᑕᖏᑉᐸᑕ, ᑕᐃᒪᓕ ᑕᕝᕘᓇ 

ᓇᓗᓇᐃᖅᑕᐅᓯᒪᑦᑕᐅᑎᒋᕗᖅ ᐅᕙᖓ 

ᐊᓪᓚᕝᕕᖓᓂᑐᐊᖑᖏᑦᑐᖅ, ᐊᓯᖏᓐᓂᓗ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂ, ᐃᓂᖅᑎᕆᐊᖅᑕᐅᒐᔭᕐᖓᑕ, 

ᓱᒋᐊᖅᑕᐅᒐᔭᕐᖓᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒪᒥᐊᓇᖅ. ᖃᓄᖅ 

ᑐᑭᓯᖅᑲᐅᒐᑉᑯ, ᒥᐊᓂᕆᓂᖅ ᐱᓕᕆᔪᓂᒃ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᔪᓂᑦ. 

 

ᐊᐱᕆᒃᑲᓂᕐᒥᓗᖓ, ᖃᑦᓰᑦ ᐃᖅᑲᓇᐃ.ᖅᑏᑦ 

ᑎᒃᑯᐊᖅᑕᐅᕙᑉᐸᑦ ᐅᕝᕙᓗ ᑎᓕᔭᐅᓯᒪᕙᑉᐸᑦ ᑖᑉᓱᒪᐅᑉ 

ᐊᑖᒍᑦ, ᖃᓄᖅ ᐱᔪᓐᓇᕐᓂᖅ ᐊᑐᖅᑕᐅᓪᓗᓂ, ᖃᓄᖅ 

ᐊᔾᔨᒌᖏᑎᒋᒻᒪᑏᒃ? ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᓈᕝᕚᕋᓱᑲᐃᓐᓇᕐᓚᒃᑲ ᑖᒃᑯᐊ ᑭᑐᑯᓗᖏᑦ. ᑖᒃᑯᐊ ᑕᑯᔭᒃᑲ 

ᖃᑦᓯᐅᓂᖏᓐᓂᑦ ᓇᓗᓇᐃᖅᓯᒪᖏᒻᒪᑕ. ᑎᑎᖅᑲᑎᒍᑦ 

ᑭᐅᔾᔪᑎᒋᔪᓐᓇᓛᖅᐸᒃᑲ ᐱᓇᓱᐊᖅᓯᒪᔭᑉᑎᓐᓂᑦ 

ᑲᑎᒪᔨᐊᓛᓐᓄᑦ. 

 

ᑭᓯᐊᓂ ᓇᓗᓇᐃᕆᓂᖅ ᐊᔾᔨᒋᖏᑕᖏᑕ ᑎᒃᑯᐊᕆᓂᖅ; 

ᒥᔅᑕ ᐆᑖᓄᑦ, ᑖᔅᓱᒧᖓ ᑭᐅᑯᓂᐊᕋᕐᑯ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐆᑖᓄᓪ. 

 

ᐆᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᒪᓕᒐᓕᐅᖅᑎ ᐊᐱᕆᒻᒪᑦ. ᐱᐅᓯᕆᕙᑦᑕᕗᑦ 

ᐊᖏᕈᑎᖃᕐᓂᖅ, ᑎᓕᓯᓂᕐᓗ ᑭᑐᑯᓗᓐᓂᑦ 

ᐊᖏᓂᖅᓴᓂᓪᓘᓐᓃᑦ ᑎᓕᓯᔾᔪᑎᐅᔭᕌᖓᑦ 

ᐃᓅᓯᓕᕆᓂᕐᒧᑦ ᐱᖁᔭᐅ ᐊᑖᓂ ᖃᒪᒋᒋᐊᓕᑎᑦ 

ᒪᓕᓪᓗᒋᑦ, ᐃᕝᕕᑦ ᓴᐳᔾᔨᓂᐊᖅᑎᐅᑎᓪᓗᑎᑦ ᓄᑕᖅᑲᒥᒃ. 

ᐱᔪᓐᓇᖅᑎᑕᐅᓂᐊᕈᕕᑦ ᐱᖁᔭᐅᑉ ᐊᑖᒍᑦ, 

ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᒻᒥᒐᕕᒃ ᖃᓄᖅ.  
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The shortest answer is it’s because they bought 

them separately, for different purposes. We are 

moving away from that model GN wide, but we 

will continue to provide ongoing support for 

any of those proprietary solutions hosted by 

each respective department until there’s 

functionality built into the software as a service 

platform that we’re currently working with. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Just to follow up again, 

Mr. Seeley, so as we’re just implementing this 

Matrix system, it was asked earlier if there was 

potential to add to the Oracle, the ERP system 

that’s being built right now in another 

component. I know we recently approved here 

in this House $5 million in additional funding 

to that project for a phase 2, even though we’re 

not done phase 1 yet. And there is limited 

information on the scope of what they’re 

looking at doing in phase 2. 

 

Is there an opportunity to mine great different 

software systems into that Oracle program in 

the short-medium term, or is that like not a 

chance or maybe a long-term goal? I would like 

a little clarification on the comment that was 

made earlier. Mr. Seeley. 

 

Mr. Seeley: Thank you, Mr. Chair. The answer 

to that is maybe. There’s a lot of different 

software applications out there that are 

Oracle-friendly that can be linked in, onto that 

platform. It’s a very big multinational platform. 

 

The opportunity for specific applications to be 

hosted within Oracle has new functionality that 

needs to be built out and each of those are 

separate projects. It’s a lot like building a 

house. If you’re going to start building on 

additions to it, you need to plan that forward 

and make sure that it’s going to serve the needs 

of the entire household. 

 

So as far as the systems and applications 

currently being used by Family Services and/or 

ᑭᓯᐊᓂ ᑭᒡᓕᖃᕐᒥᒻᒪᑕ ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᓃᑦ 

ᐱᖁᔭᑎᒍᑦ ᐃᓄᓕᕆᓂᕐᒧᑦ ᐱᖁᔭᐅᔪᒥ. ᑎᒃᑯᐊᖅᑎᑦᓯᔫᖅ, 

ᑎᓕᓯᔪᖅ ᐱᓯᒪᑦᓯᓲᖑᕗᑦ, ᐊᔾᔨᒌᖏᑦᑐᓂᑦ 

ᑲᒪᒋᔭᔅᓴᖃᓲᖑᕗᖏᓛᖅ ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᖏᑦᑑ 

ᓴᓂᐊᓂ, ᐊᔾᔨᒌᖏᓐᓂᖏᓪᓗ ᑖᑉᑯᐊ ᐊᔾᔨᒌᔾᔮᖏᑦᑐᑦ, 

ᓲᕐᓗ ᓄᑕᖅᑲᒥᑦ ᓴᐳᔾᔨᐊᒋᐊᖅᑎᐅᔪᔪᖅ 

ᐅᓂᒃᑳᓕᐅᕆᓲᖑᔪᖅ ᐅᓂᒃᑳᓕᐅᕈᓐᓇᕋᔭᙱᑦᑑᓪᓗᓂᓗ, 

ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᔫᒐᓗᐊᖅ ᖃᐅᔨᓴᕈᓐᓇᖅᓱᑎᒃ 

ᑎᒍᓯᒍᓐᓇᖅᓱᑎᒃ ᐊᔾᔨᒌᓐᓂᖃᖅᓱᑎᒃ 

ᐊᔾᔨᒌᙱᓐᓂᖃᖅᓱᑎᓪᓗ ᑖᒃᑯᐊ ᓇᓕᐊᑦ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᑎᕆᐊᑲᐃᓐᓈᕐᔪᒍᓐᓇᕈᑦᑕ ᐅᖃᐅᓯᕆᓵᖅᑕᖓᓄᑦ, 

ᑐᑭᖃᕈᓐᓇᕐᒪᑕ ᐊᒥᓱᓂᒃ ᐃᒻᒪᖄ, ᐃᓱᒪᖓᓂᒃ 

ᖃᐅᔨᒪᐸᓗᑉᐸ ᖃᑦᓯᑦ ᐱᔪᓐᓇᕐᓂᖃᖅᑎᑕᐅᒻᒪᖔᑕ 

ᑎᓕᔭᐅᓯᒪᓂᒥᒍᑦ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐆᑖᓄᓪᒧᑦ 

ᓂᓪᓕᕈᓐᓇᖅᑰᔨᒻᒪᑦ. ᖃᓄᕉᖅ.  

 

ᐆᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, ᖁᔭᓐᓇᒦᒃ. 

ᐊᐱᕆᒐᕕᑦ. ᖃᐅᔨᒪᒐᔪᙱᑕᒃᑲ ᖃᑦᓯᐅᓂᖏᑦ ᓈᓴᐅᑏᑦ 

ᑭᓯᐊᓂ ᑎᑎᖅᑲᑎᒍᑦ ᑭᐅᔾᔪᑎᒋᒐᔭᕈᑦᑎᒍ, ᑕᒻᒪᕋᔭᖁᓇᖓ, 

ᑕᐃᒪᐃᑦᓱᓐᓇᑦᑎᐊᖅᑐᖓ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᓕᓐᓂᐊᖅᑎᑕᐅᒍᒫᕐᓂᐊᖅᓯᒪᓲᖑᕚᑦ ᐅᕝᕙᓗ 

ᑲᒪᑎᑕᐅᓯᑲᐅᑎᒋᕙᑉᐸᑦ ᑕᖅᑲᐅᖓ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᓕᕆᔪᓐᓇᖁᓪᓗᒋᑦ. ᐅᕝᕙᓗ ᐃᓄᓕᕆᔨᒃᑯᑦ ᑲᖐᒋᔭᒥᒍᑦ 

ᐃᓚᖏᖅᑲᐃ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑕᐃᒪᐃᑦᓱᓐᓇᖅᐳᑦ 

ᐃᖅᑲᓇᐃᔭᑲᐃᓐᓇᖅᑎᐅᒍᑎᓪᓘᓐᓃᑦ ᖃᓄᖅ 

ᐃᓕᓐᓂᐊᕐᓂᖃᕆᐊᖃᓲᖑᕙᑦ ᑖᒃᑯᐊ 

ᐱᔨᑦᓯᕈᓐᓇᑦᑎᐊᖁᓪᓗᒋᑦ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒪ 

ᐊᔾᔨᒌᙱᒻᒪᑕ ᐃᓕᓴᐅᑎᐅᔪᓐᓇᖅᑐᑦ ᑖᓐᓇ 

ᓄᓇᕗᒻᒨᓕᕋᑖᖅᑐᖅ ᐸᐃᑉᐹᖁᑎᖃᐅᕐᒥᔪᖅ 

ᐋᖅᑭᑦᑕᐅᓯᒪᔪᓂᒃ ᑐᑭᓯᐅᒪᑦᓯᐊᖅᐸᓐᓂᐊᕐᒪᑕ ᑭᑐᑦ 

ᐱᔭᕆᐊᑐᒍᓐᓇᕐᓂᖓᓂᒃ ᓇᓪᓕᐊᑦ ᓄᓇᓖᑦ, 

ᐃᖅᑲᓇᐃᔭᖅᑎᐅᓕᕈᑎᒃ. ᐃᖅᑲᓇᐃᔭᕐᓂᐊᓕᖅᑐᓄᓪᓗ 
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Health, many of those, there’s a very high 

potential because they are high level programs 

that they could be hosted on the Oracle 

platform. In order to do that we need to go 

through all the usual privacy assessments, all of 

the different security assessments. Then we 

need to figure out the interface between that 

application and the platform that we’re putting 

it in. 

 

Currently where the ERP, enterprise program is 

at that we’re using Oracle for, those next steps 

of functionality are still being mapped out. I 

can tell you that currently the Family Services 

applications are not on the next floor of the 

house that we’re looking to build. Thank you. 

 

Chairman: Thank you. I appreciate that, 

Mr. Seeley. I’ll go to the next name on my list, 

Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. I thought 

I was done, but a supplementary question 

popped up after my colleague was asking his 

questions. 

 

I’m not sure if this should go to Human 

Resources or Family Services. One of the 

responses given with regards to salary to 

community social workers, I believe it was said 

that it might be one of the highest paid in the 

country, or near the highest. But when you take 

into account, as we all know, the cost of living 

in Nunavut is quite high. We do have the 

northern allowance, but that does not fluctuate 

with the cost of living. So when the grocery 

prices, the weekly food basket at Northern goes 

up substantially, the northern allowance does 

not follow that. 

 

I’m wondering, has there been a comparison, a 

jurisdictional scan where you take into account 

pay and benefits for which what we offer to 

what other jurisdictions offer where their 

weekly food basket is substantially cheaper, 

and a very good prospective employee may, 

ᐃᓕᓐᓂᐊᕆᐊᖃᓲᖑᒻᒥᔪᑦ ᐃᖅᑲᓇᐃᔮᒥᓂᒃ 

ᑲᔪᓯᑎᑦᓯᔪᓐᓇᑦᓯᐊᖁᓪᓗᒋᑦ. ᐃᓕᓐᓂᐊᖅᑎᑕᐅᓲᖑᔪᑦ ᒥᔅᑕ 

ᐆᑖᓄᓪ ᐱᓕᕆᔨᖏᓐᓄᑦ. ᐃᒻᒪᖄ, ᑖᓐᓇ 

ᐅᖃᕆᐊᒃᑲᓐᓂᕈᓐᓇᖅᑖ.  

 

ᐊᒻᒪ ᐊᐅᓚᑦᓯᔨᓄᑦ ᐊᖏᔪᖅᑲᐅᑎᓄᑦ ᑐᓵᔨᓄᑦ 

ᐃᓕᓴᐅᑎᖃᕐᒥᔪᑦ ᐊᐱᖅᓱᕈᓐᓇᓂᕐᒧᓪᓗ. ᐊᒥᓲᓲᖑᔪᑦ 

ᐃᓕᓐᐊᓂᖅᑕᐅᔭᕆᐊᖃᓲᖑᔪᑦ. ᑕᒪᕐᒥᒃ 

ᐃᓕᓐᓂᐊᖅᑕᐅᔭᕆᐊᓖᑦ ᐋᖅᑭᒐᓱᒡᒐᕆᐊᖃᓲᕆᔭᕗᑦ 

ᑕᐃᒪᐃᒐᓗᐊᖅᓱᓂ ᑲᔪᓯᑦᑎᐊᕈᓐᓇᖃᑦᑕᖅᓯᒪᔪᒍᑦ. ᒥᔅᑕ 

ᐆᑖᓄᓪ ᐃᓚᒋᐊᕈᓐᓇᖅᑕᖓ ᑖᓐᓇ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐆᑖᓄᓪ.  

 

ᐆᑖᓄᓪ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑐᖏᓕᒃ 

ᐃᐅᓪᔅᕗᑦ ᐅᖃᓵᕐᒪᑦ ᐃᓕᓐᓂᐊᖅᑕᐅᕙᑦᓯᒪᔪᑐᖃᐅᔪᑦ 

ᐊᔾᔨᒌᑉᐸᖏᒃᓱᑎᒃ ᖃᑦᓯᑦ ᑭᓱᓪᓗ 

ᐃᓕᓐᓂᐊᖅᑕᐅᔪᓐᓇᕐᒪᖔᑦ ᐱᕕᖃᕌᖓᑕ ᓄᓇᓕᓐᓂ 

ᐃᓄᓕᕆᔨᐅᔪᓂ ᑐᓵᔨᓄᓪᓗ, ᐃᓚᒌᑦᑐᓄᓪᓗ ᑲᒪᔨᓄᑦ 

ᐱᔨᔅᓯᖅᑕᓄᓪᓗ ᑲᒪᔨᐅᕙᑦᑐᓄᑦ. ᐊᐅᓚᑦᓯᔨᓄᑦ 

ᐊᖏᔪᖅᑲᐅᑎᓄᑦ.  

 

ᐃᓕᑕᕆᑦᓯᐊᓪᓚᕆᔅᓯᒪᔭᕗᑦ ᐋᖅᑮᕙᓪᓕᐊᓪᓗᑕ 

ᐅᓂᒃᑳᓕᐊᖑᖃᑦᑕᖅᓯᒪᔪᓕᒫᑦ ᓈᒻᒪᒋᔭᐅᙱᑦᑐᓪᓗ 

ᐊᒥᒐᕈᑎᒋᔭᕗᓪᓗ ᒪᑯᓇᙵᑦ ᕿᒥᕐᕈᒋᐊᖃᓪᓚᕆᑦᑕᑎᓐᓂᒃ.  

 

ᑕᐃᒪᐃᑦᓱᑕ ᐃᓕᑕᕆᓯᓐᓇᖅᓱᒍᑦᑕᐅᖅ ᑭᓱᓪᓚᑦᑖᑦ 

ᐃᓕᓐᓂᐊᖅᑕᐅᒍᓐᓇᖅᑐᓂᒃ ᐊᒥᓱᓂᖅᑲᐃ ᑖᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑲᒪᔪᓐᓇᑦᑎᐊᖁᓪᓗᒋᑦ 

ᐱᔭᕆᐊᖃᖅᑕᒥᓐᓂᒃ ᒪᓕᓗᒋᑦ. ᑕᒪᐃᓐᓄᒐᓚᒃ 

ᑐᕌᖓᓪᓗᑎᒃ ᐃᓕᓐᓂᐊᕈᑕᐅᔪᒫᕐᓂᐊᖅᓯᒪᔪᑦ 

ᐃᑲᔪᖅᑕᐅᔪᓐᓇᖅᓯᔾᔫᒥᖁᓪᓗᒋᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ 

ᐅᓂᒃᑳᕆᔭᐅᖃᑦᑕᖅᓯᒪᔪᑦ ᑭᐅᔾᔪᑏᑦ ᐅᕙᑦᑎᓐᓄᑦ 

ᒪᓕᒃᑐᒋᑦ, ᐊᓯᖏᓐᓂᓪᓗ ᐅᓂᒃᑳᑦ ᓲᕐᓗ 

ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᑎᒃᑯᓐᓂᒃ ᑭᒡᒐᑐᖅᑐᓂᓪᓗ ᓄᑕᖅᑲᓂᒃ. 

ᓇᕝᕚᖅᓯᒪᓪᓗᑎᒍ ᑕᑯᒋᐊᓪᓚᕆᒃᓱᑕᓗ ᑭᓱᓪᓚᑦᑖᑦ 

ᐃᓕᓐᓂᐊᖅᑕᐅᔭᕆᐊᖃᖅᑐᓂᒃ ᐃᖅᑲᓇᐃᔭᓕᓵᖅᑐᓄᑦ 

ᐊᒻᒪᓗ ᖄᒃᑲᓐᓂᐊᒍᑦ ᐋᖅᑮᕙᓪᓕᐊᓕᕐᒥᔪᒍᑦ 

ᑭᓱᓪᓚᑦᑖᑯᓗᒻᒥᒃ ᐃᓕᓐᓂᐊᖅᑕᐅᔭᕆᐊᓕᓐᓄᑦ 

ᐃᖅᑲᓇᐃᔮᒧᑦ ᑖᒃᑯᓄᖓ ᐃᓚᒌᑦᑐᓕᕆᔨᐅᔪᓄᑦ 

ᐃᑲᔪᖅᑐᐃᒍᓐᓇᕐᓂᖅᓴᐅᖃᑦᑕᖁᓪᓗᒋᑦ ᐱᓕᕆᐊᒥᓂᒃ 

ᑲᔪᓯᒃᑲᐃᓕᕌᖓᑕ. ᐊᒻᒪ ᐱᕕᖃᑦᓯᐊᕋᓱᔅᓯᒪᔪᒍᑦ ᑕᒪᒃᑯᐊ 

ᐊᒡᒍᖅᓯᒪᑦᓯᐊᕋᓱᒃᑐᒋᑦ ᐱᔪᓐᓇᑦᓯᐊᕐᓂᐊᕐᒪᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᖅᑲᓇᐃᔮᒥᓄᑦ ᖁᓚᙱᑦᓯᐊᕐᓗᑎᒃ. 

ᐅᑉᐱᕆᒐᑦᑎᒍ ᐅᖃᖅᑕᐅᖅᑲᐅᒻᒪᑦ ᐅᐊᑦᑎᐊᖅ 

ᐱᔪᓐᓇᕐᓂᖃᑦᑎᑕᐅᓕᕈᑦᑎᒍ ᐱᔪᓐᓇᖅᑐᕆᑦᓯᐊᓕᕈᑎᓪᓗ 

ᐃᖅᑲᓇᐃᔮᒥᓂᒃ 
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after comparison, realize they might be better 

off staying down south? The weekly food 

basket, maybe the housing, rent, or mortgage, if 

they are home owners, they may be better off 

living down south instead of moving up here. 

Was a comparison like that done to ensure we 

are truly competitive overall, and not just based 

on an annual salary? Thank you, Mr. Chairman. 

 

Chairman: Thank you. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. The 

Nunavut northern allowance is currently 

housed within the union agreement, and 

everybody copies that, basically. As part of our 

agreement with them we have committed to 

reviewing it prior to the next agreement coming 

into place, which looks at – it has been a while 

since I did the review, but I think it is two 

low-cost air fare food baskets for a family of 

four, even though we’re giving it to an 

individual. There’s a couple more pieces built 

in. I’d had to get back to you on what exactly is 

built into that. Plus, the other side of that is the 

incentives we’re looking at, other than salary, 

similar to what we’re doing on the nursing side. 

But I think it’s important to remember that all 

the research says it’s not pay or salary that 

keeps people in positions, it’s feeling 

supported, it’s opportunity, it’s ensuring 

leadership, you feel listened to, that you 

appreciated in your role. I think this is one 

piece of it, for sure. We need to be sure we’re 

competitive, obviously, but there’s other pieces 

that keep people in their role as well. Thank 

you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chairman. 

Thank you for the response. So to go further 

on, has the department compared these benefits 

or perks that may entice people to come up here 

and give us these specialties that we need from 

this people? Is it proven? Has it been done 

recently, so that we can attract these specialized 

ᐃᖅᑲᓇᐃᔭᕈᓐᓇᑦᑎᐊᓂᖅᓴᐅᔫᒥᓂᐊᕐᒪᑕᖃᐃ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐆᑖᓄᓪ. ᒥᔅ 

ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᑭᐅᓂᕆᔭᓐᓄᑦ. 

ᑐᑭᓯᓇᑦᓯᐊᕐᓂᐊᕐᒪᑕ ᐱᕙᓪᓕᐊᓂᕆᔭᐅᔪᓄᑦ ᐅᓂᒃᑳᑦ ᒫᔅᓯ 

ᐃᐳᕉᓕᖅᐳᖅ ᑕᖅᑮᒃ ᒪᕐᕉᖃᐃ ᖄᖏᖅᐳᑦ, ᑖᓐᓇ 

ᓯᕗᓪᓕᖅᐹᖅ ᓴᖅᑭᑕᐅᔪᓂᑦ ᑖᒃᑯᐊ ᑕᖅᑳᓂ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᐱᖓᔪᐊᓂ ᐅᖃᕐᒪᑦ 

ᓇᓗᓇᐃᖅᓯᒍᑎᓂᒃ ᖃᑦᓯᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐊᕐᕌᒍᑕᒫᑦ 

ᐱᓕᒻᒪᔅᓴᐅᑎᒋᕙᑦᑕᒥᓐᓄᑦ ᐱᕚᓪᓕᖁᓪᓗᒋᑦ 

ᐃᖅᑲᓇᐃᔭᕈᓐᓇᕐᓂᒥᓐᓂᒃ.  

 

ᖃᓄᐃᓕᓂᕆᔭᖏᑦ ᐱᒋᐊᖅᓯᒪᙱᑦᑑᓛᖅᑐᓂ ᐅᑭᐅᖅ 

2026-ᒧᑦ.  

 

ᓇᓪᓕᐊᑦ ᑕᐃᒪ ᐃᓕᓐᓂᐊᖅᑕᐅᔅᓴᐃᓇᖅᑐᒥᒃ ᐱᔪᖅ, 

ᐅᕙᓗ ᐱᒋᐊᖅᓯᒪᙱᑦᑐᖅ ᓱᓕ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᕌᔪᔅ. 

 

ᕌᔪᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐅᖃᐅᓯᖃᖅᑐᖅ ᑖᓐᓇ ᓄᑖᒥᒃ ᐃᓕᓴᐅᑎᑦᓴᓂᒃ ᒥᔅᑕ 

ᐆᑖᓄᓪ ᐅᖃᐅᓯᕆᓵᖅᑖᓄᑦ ᓴᓂᕌᒍᓪᓗ 

ᐃᓕᓐᓂᐊᖅᑎᑦᓯᓴᐃᓐᓇᖅᑐᒍᑦ 

ᐃᓕᓴᐅᑎᒋᖃᖅᑕᖅᓯᒪᔪᑐᖃᕗᑦ ᒪᓕᑦᑐᒋᑦ. ᑖᓐᓇ 

ᐃᖏᕐᕋᒋᐊᖃᕋᑦᑕ ᓱᓕ, ᐱᓕᕆᔭᕆᐊᖃᕋᑦᑕ ᓱᓕ 

ᓴᐳᔾᔨᒐᓱᓐᓂᕐᒥᒃ ᓄᑕᖅᑲᓂᒃ, ᓇᓖᕌᑦᑎᐊᕆᐊᖃᓲᖑᕗᒍᑦ 

ᓇᓗᓇᖅᑐᖃᖅᐸᑦ. ᐄ’, ᖃᕿᐊᕐᓇᙱᓚᖅ ᐃᒪᐃᓕᐅᕋᑦᑕ 

ᓱᓕ ᒫᓂ ᓱᓕ ᐃᓕᓐᓂᐊᖅᑕᐅᔭᕆᐊᓖᓪᓗ ᑭᓱᑦ 

ᐱᔭᕆᐊᖃᕐᒪᑕ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᓄᑖᓄᑦ ᖃᕆᑕᐅᔭᕐᒥᓪᓗ 

ᒪᐃᑐᕆᒃᔅ ᐃᓕᓐᓂᐊᕆᐊᖃᖅᑐᑦ, ᑕᒪᒃᑯᐊᕈᓘᔭᑦ. 

 

ᐱᔭᕆᑐᕙᒻᒥᒻᒪᑦ ᓯᕗᒧᒐᓱᑉᐸᓪᓕᐊᒋᐊᒥᒃ ᓱᓕ ᐱᑐᖃᐃᑦ 

ᐃᓕᓴᐅᑎᐅᔭᕆᐊᓖᑦ ᓱᓕ ᐱᔭᐅᔭᕆᐊᖃᓲᖑᒻᒪᑕ. 

ᑭᐅᔪᔅᓴᐅᕗᖓ ᐊᐱᖅᑯᑎᐅᔪᒧᑦ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᔅᓱᕈᕈᑎᖃᓪᓚᕆᒃᑲᒪ ᑕᒪᐃᓐᓄᑦ ᐃᓚᓕᐅᕆᓇᓱᒃᓱᖓ. 

ᐅᑎᕐᕕᒋᑐᐃᓐᓇᕐᓗᒍ 2025-ᒥ ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᓄᑦ 

ᐅᑎᕐᕕᐅᓯᒪᔪᖅ ᒪᑉᐱᒐᕐᒥ 13, 21-ᖑᑎᓪᓗᒋᑦ,  
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people, or community social service workers 

that we so badly need? Are we doing enough? 

Is the department doing enough. Thank you, 

Mr. Chairman. 

 

Chairman: Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. Thank you 

for the question. I think the next phase of what 

we need to do is ask social workers what they 

want, what would keep them in positions. We 

will do the financial and, especially on the 

incentives, what financial incentives we can do, 

but what are the other things. I know when we 

reviewed nursing it was about continuing 

education. Of feeling heard. It was support at a 

more senior level. Work load. Burnout, all 

those things came in, too. So I think we need to 

approach it from two sides to be sure the 

employee feels supported, once we have them 

and they’re happy in their role. Whatever they 

need to stay in that role, and the financial piece 

too, to make it competitive to attract them to 

the role in the first place. Thank you, 

Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chair. Ms. 

Power mentioned that is something we need to 

do. Will it be done, a scan of the employees for 

social services, Family Services, to see what 

they need for more support? Or is it just being 

thought of that maybe you guys should do it? 

More clarification, please, Mr. Chair. Thank 

you. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Mr. Chair, yes, Mr. Chair, that 

is the plan. That is part of our strategic plan, is 

working directly with all frontline social 

workers, all staff, necessarily, Mr. Chair, to 

ensure that we understand what retention 

strategies in their personal view will assist the 

“ᑕᒻᒪᖅᓯᒪᔪᕐᓂᐊᖅᑏᑦ ᓄᑖᙳᕆᐊᖅᑕᐅᓯᒪᔪᓂᒃ 

ᐃᓕᓴᐅᑎᔅᓴᓂᒃ ᑭᖑᓪᓕᖅᐹᖓᓂᒃ ᑎᑎᕋᖅᓯᒪᔪᑦ ᑕᕝᕙᓂ: 

“2023-ᒥ ᕿᒥᕐᕈᔭᐅᓚᐅᖅᑐᓂᒃ ᐊᑕᐅᓯᕐᒥᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑐᐊᖃᓚᐅᖅᑐᖅ ᐃᓕᓴᐃᔪᔅᓴᐅᑕᐅᔪᒥᒃ 

ᑕᒪᐃᓐᓂᒃ ᒪᕐᕉᓪᓗ ᐃᖅᑲᓇᐃᔭᖅᑎᑖᖅᓱᑎᒃ ᐊᐅᓚᑦᓯᔨ 

ᐃᓚᒋᓪᓗᒍ ᐃᓕᓴᐃᕙᑦᑐᓄᑦ ᓯᑎᐱᕆ 2024-ᒥ.” 

 

ᑕᒪᖅᓯᒪᔪᕐᓂᐊᖅᑎᐅᔪᓯᒍᑦ ᑐᓴᖅᓱᓂ ᑕᕝᕙ 

ᐃᓕᓴᐅᑎᐅᒋᐊᖃᖅᑐᑦ ᑕᕝᕙᐅᑕᖅᐳᑦ ᓄᑖᓪᓗ 

ᐋᖅᑭᑕᐅᕙᓪᓕᐊᔪᑦ ᐃᓕᓴᐅᑎᑦᓴᑦ. ᐃᓕᓐᓂᐊᕐᓂᐊᕈᑎᒃ 

ᒪᐃᑐᕆᒃᔅ ᐱᓇᓲᑎᒥᒃ ᓄᑖᒥᓪᓘᓐᓃᑦ ᒪᓕᒋᐊᓕᓐᓄᑦ 

ᐃᓕᓴᐅᑏᑦ ᐊᒥᓲᒻᒪᑕ, ᑖᒃᑯᐊ ᐱᖓᓱᐃᓐᓇᑯᓗᐃᑦ 

ᓈᒻᒫᓂᑦᑑᑦ ᐃᓕᓴᐃᔪᓐᓇᕐᓗᑎᒃ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᐅᖃᐅᓯᑐᐊᖃᖅᑳᓚᐅᕐᓗᖓ ᒥᔅᑕ 

ᒪᑭᐊᓐᔨ ᑭᐅᒋᐊᓪᓚᖁᓂᐊᕋᒃᑯ.  

 

 

ᑕᐃᓐᓇ ᐃᓕᓐᓂᐊᕐᓂᕐᒧᑦ ᐅᓂᒃᑳᓂᒃ 

ᐱᔭᕆᐊᖃᓚᐅᖅᓯᒪᒐᑦᑎᒍ ᐃᓕᓐᓂᐊᕐᓂᖅ ᐊᑦᑑᕙ 2024 

ᓄᙳᐊᓂ, 14−ᑐᐃᓐᓇᐃᑦ  

ᖃᐅᔨᓴᖅᑏᑦ ᐃᓕᓐᓂᐊᓪᓚᕆᓚᐅᖅᓯᒪᒻᒪᑕ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑐᖃᐃᑦ ᐱᒐᓗᐊᖅᓱᑎᒃ ᐃᓄᓕᕆᔩᓪᓗ 

ᐃᓕᓐᓂᐊᖅᓯᒪᒐᓗᐊᖅᓱᑎᒃ ᐃᓱᒫᓘᑎᖃᕐᓇᓚᐅᖅᑐᖅ 

ᐅᐊᑦᓯᔨᐅᔪᓂᒃ ᐊᖏᔪᖅᑲᐅᑎᐅᔪᓂᒃ 

ᐃᓕᓐᓂᐊᖅᓯᒪᔪᒥᓂᐅᓂᖓᓂᒃ.  

 

ᓲᕐᓗ ᐃᓚᖓᓂᒃ ᖁᑦᓯᓂᕐᒥ ᐱᓂᖃᕐᓂᖓᓄᑦ 

ᑕᑯᑎᑦᑎᓯᓪᓗᓂ. ᑭᓱᓪᓗ ᐃᓕᓴᐅᑎᐅᔪᖅ 

ᖃᓄᐃᓚᐅᕐᒪᖔᖅ ᐃᖅᑲᓇᐃᔭᖅᑐᓄᑦ 

ᐃᑲᔫᑎᖃᓚᐅᕐᒪᖔᕐᓘᓐᓃᑦ ᑐᑭᒧᐊᕈᑎᑦᓴᑦᓯᐊᕙᐅᓛᖅᐹ 

ᒥᐊᓂᕆᔭᖃᑦᓯᐊᓂᕐᒧᓪᓗ. ᐃᓕᓴᐅᑎᑦ ᖃᓄᖅ ᐅᖃᕆᐊᖅ 

ᐱᒻᒪᕆᐅᑎᒋᓂᖓ ᐅᖃᓗᐊᕈᓐᓇᙱᑕᕋᓘᓐᓃᑦ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑏᓪᓕ ᖃᑦᓯᖅ ᓈᒻᒫᓂᒻᒪᖔᑕ ᒥᔅᑕ 

ᒪᑭᐊᓐᔨᐅᑉ ᑭᐅᒍᓐᓇᖅᑖ. ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᒪᑭᐊᓐᓯ, 

ᑲᔪᓯᒋᑦ. 

 

ᒪᑭᐊᓐᓯ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᕝᕙ 

ᐱᕚᓪᓕᓂᕐᒧᑦ ᑲᒪᒍᓐᓇᖅᓯᕙᓪᓕᐊᓂᕐᒧᓪᓗ 

ᐊᑕᐅᓯᐅᓚᐅᖅᑐᓂ ᐱᖓᓲᓕᕐᓂᖓ ᐃᓕᓴᐃᔪᑦ 

ᓯᕗᒧᐊᕈᑎᐅᔫᒐᓗᐊᖅ ᓈᒻᒫᓂᙱᑦᑐᖅ. ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᖃᐅᔨᒪᔫᒐᓗᐊᖅ ᐃᓕᓴᐅᕙᓐᓂᖅ ᐃᓕᓴᐃᒍᓐᓇᖅᑐᓂᓪᓗ 
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department in ensuring its own retention 

strategies align. 

 

I would supplement Ms. Power’s response with 

the department is also going to be seeking to 

submit a labour force supplement proposal and 

we’re targeting summer of 2025 for the 

purposes of our Wellness division staff. And 

we’re also planning and hoping to, as I 

mentioned yesterday the implementation 

funding for other staff members in the Family 

Wellness division, as a means to attract 

individuals into the work that we’re doing. 

Thank you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

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

thank you, Mr. Ellsworth. Again to look after, 

maybe speak for the current staff we have now 

with the Family Services, especially the 

community social service workers that have the 

heaviest work load, the frontline workers, has 

the department begun speaking to them to see 

what more supports they need? Is there a 

mechanism in place in case there’s a supervisor 

or manager that they may be intimidated by, so 

that they can feel comfortable in voicing their 

concerns or needs so that our most vulnerable 

can get the proper help that they need? Sorry, 

so that the department can provide the proper 

support to the most vulnerable? If the children 

and youth that are the most vulnerable can get 

the help because we don’t have the proper 

supports in place, it’s not going to work to what 

we need it to do. Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I believe it was early 2024, or 

perhaps prior to that that we engaged a resource 

to undertake an environmental scan in all of our 

wellness offices. They interviewed 

confidentially each of the staff members to 

identify some of the concerns you raise, where 

ᐊᑐᐃᓐᓇᖅᑕᖃᕐᓂᖅ ᓄᓇᕘᓕᒫᒥᓪᓗ ᐸᕐᓇᐅᑎᒋᕙᓪᓗᒋᑦ 

ᐱᒻᒪᕆᐅᓪᓗᓂ, ᐃᓚᒋᐊᕈᒥᓇᖅᑑᒐᓗᐊᖅ ᑭᓯᐊᓂ 

ᓯᕗᒧᐊᑉᐸᓪᓕᐊᕌᕐᔪᒍᑎᐅᔪᖅ ᓄᑖᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᓴᓂᒃ.  

 

ᐊᒻᒪᓗ ᓄᑖᙳᕆᐊᖅᑕᐅᓯᒪᔪᖅ ᐃᓕᓴᐅᑎᓄᑦ 

ᓇᐅᑦᓯᖅᑐᕈᑎᐅᓂᐊᖅᑐᑦ ᖃᐅᔨᒪᔾᔪᑎᐅᕙᓐᓂᐊᕐᒪᑕ 

ᐃᓕᓴᐃᔾᔪᑏᑦ ᐃᓚᔭᐅᕙᓪᓕᐊᓕᕋᐃᒍᑎᒃ 

ᓇᐅᑦᓯᖅᑐᖅᑕᐅᔪᓐᓇᑦᓯᐊᖅᐸᓕᖁᓪᓗᒋᑦ.  

 

ᐊᒻᒪ ᐅᑎᕐᕕᒋᐊᕐᔪᑐᐃᓐᓇᕐᓗᒍ ᐅᐊᑦᑎᐊᕈ 

ᐅᖃᐅᓯᐅᖅᑲᐅᔪᒥᒃ ᐱᐅᓯᐅᔭᕆᐊᓕᓐᓄᑦ ᐃᓕᓴᐅᑎᓄᓪᓗ, 

ᐃᖅᑲᐃᒍᑎᒋᓪᓗᒍ ᑮᓇᐅᔭᓕᕆᓂᕐᒥᐅᔪᖅ ᒪᓕᒋᐊᓕᓐᓂᒃ 

ᐱᑕᖃᐅᓲᖑᒻᒥᒻᒪᑦ ᓄᑖᙳᕆᐊᖅᑕᐅᓴᐃᓐᓇᓲᓂᒃ. ᓄᑖᓪᓗ 

ᐱᓇᓱᔾᔪᓰᑦ ᓴᖅᑭᖅᓱᑎᒃ ᐱᑐᖃᐃᓪᓘᓐᓃᑦ 

ᓄᑖᙳᕆᐊᖅᑕᐅᓪᓗᑎᒃ ᐃᖅᑲᓇᐃᔮᖓ ᒪᓕᑦᑐᒍ. 

ᑕᒪᓐᓇᑦᑕᐅᖅ ᐊᓯᔾᔨᕈᑎᐅᓲᖑᒻᒥᒻᒪᑦ 

ᐃᓕᓴᐅᑎᒋᔭᕆᐊᖃᖅᑕᑎᓐᓄᑦ.  

 

ᓲᕐᓗ ᐊᓪᓚᕝᕕᑎᓐᓂ ᓄᑖᑦ ᐱᐅᓯᐅᔭᕆᐊᓕᒃ 

ᓴᖅᑭᑦᑕᕌᖓᑕ ᐃᓚᓕᐅᑎᓲᕆᔭᕗᑦ 

ᐃᓕᓴᐅᑎᒋᑦᓴᐃᓐᓇᖅᐸᑦᑕᑎᓐᓄᑦ. ᑕᐃᒪᓐᓇᑐᐃᓐᓇᖅ 

ᑮᓇᐅᔭᓕᕆᔾᔪᓯᓂᒃ, ᐊᑐᖅᐸᑦᑕᑦᑎᓐᓄᓪᓘᓐᓃᑦ 

ᕿᒥᕐᕈᓕᕌᖓᑦᑕ.  

 

ᓲᕐᓗ ᑭᑐᒧᑦ ᐊᐅᓚᑦᓯᔾᔪᑎᒧᑦ ᐊᔾᔨᐸᓗᐊᓂᒃ 

ᐱᖃᕋᔭᕐᒥᔪᒍᑦ ᖃᓄᖅ ᖃᐅᔨᓴᖅᐸᓐᓂᕗᑦ ᐱᓪᓗᒋᑦ, ᓄᑖᑦ 

ᐱᐅᓯᐅᔭᕆᐊᓖᑦ ᓴᖅᑭᑦᑕᕌᖓᑕ 

ᐱᐅᓯᖃᕆᐊᖃᓲᖑᒻᒥᕗᒍᑦ ᐊᕐᕌᒍᑕᒫᖅ 

ᓄᑖᙳᕆᐊᖅᐸᒐᑦᑎᒍᑦ ᐃᓂᓪᓚᖓᐅᑎᕗᑦ. 

ᐊᔾᔨᑐᐃᓐᓇᕆᓲᕆᒻᒥᔭᖓ ᑮᓇᐅᔭᓕᕆᓂᕐᒥᒃ 

ᐃᓚᓕᐅᑎᒋᔭᐅᒋᐊᖃᓲᖑᒻᒪᑦ ᓄᑖᑦ 

ᐱᐅᓯᐅᔭᕆᐊᖃᓕᖅᑐᑦ.  

 

ᐊᔾᔨᐸᓗᑐᐃᓐᓇᕆᒐᔭᖅᑕᖓ ᐃᓄᓕᕆᓂᕐᒥ. ᓄᑖᑦ 

ᓴᖅᑭᓲᖑᒻᒥᒻᒪᑕ ᐱᐅᓯᐅᔭᕆᐊᓖᑦ 

ᓄᑖᙳᕆᐊᖅᑕᐅᔪᓪᓘᓐᓃᑦ ᑕᑯᔭᐅᔪᓐᓇᖅᓯᓲᖑᕗᑦ 

ᐃᓕᓴᐅᑎᒥᓐᓂᒃ. ᐊᐅᓚᑦᓯᔾᔪᑎᐅᔪᓂᓪᓗ, 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ ᖃᐅᔨᒪᔭᐅᑦᓯᐊᖅᑐᑦ ᖃᐅᔨᒪᑦᓯᐊᖅᑐᑦ 

ᐱᕙᓪᓕᐊᕈᓯᐅᒋᐊᖃᕐᓂᖓᓂᒃ. ᐊᒻᒪ ᐱᔭᕆᐊᖃᖅᑐᓂ 

ᓯᕗᒧᑉᐸᓪᓕᐊᓂᐊᕈᑎᒃ. ᑕᕝᕙ ᐃᓕᓴᐅᑏᑦ ᐃᑲᔪᖅᑐᐃᒍᑏᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᐋᖅᑭᑦᓯᒪᓂᖓ ᒪᓕᓪᓗᒋᑦ 

ᓄᑖᙳᕆᐊᑦᓴᐃᓐᓇᖅᐸᒋᐊᖃᕐᓂᐊᕐᒥᔪᑦ ᓄᑖᑦ 

ᐱᐅᓯᐅᔭᕆᐊᓖᑦ ᐋᖅᑭᑦᑕᐅᔭᕌᖓᑕ. ᑖᒃᑯᐊ 

ᐊᑦᑐᐊᖃᑎᒌᓐᓂᖏᓐᓂᒃ ᑕᑯᑎᑦᑎᒋᐊᑐᐃᓐᓇᖅᐳᖓ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 
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there are gaps in support services and 

otherwise. The resource tendered a document 

with recommendations for the leadership in the 

Wellness division review and action, and she 

did action many of those recommendations. 

 

We’re just on the cusp of re-assessing through 

another environmental scan to ensure that the 

steps that we took in the initial implementation 

of those recommendations were meaningful 

and sustainable. 

 

Like I said, and I will say, the wellness of our 

staff is really important. We need to ensure that 

we know where some of those challenges exist 

within our department, and particularly in 

Wellness. The benefits that we saw from the 

scan is that oftentimes, as a leader, you only 

hear about all the great things you’re doing in 

the department, and oftentimes it doesn’t 

necessarily give and you fair balance of what’s 

actually happening in the department. And so 

this is why this tool was so valuable in helping 

us to understand some of the struggles of our 

colleagues on the front line and in supervisory 

and managerial roles, so much to the extent that 

we expanded the assessment to the other 

divisions in the department so that we could 

also understand those gaps and areas where 

leadership needs to focus resources or support 

for employees. We’ll continue to do that, 

Mr. Chair. 

 

Certainly I do appreciate that question, sir, 

because it’s important for us to understand as 

leadership those challenges and address them 

meaningfully. Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Simailak. 

 

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

thank you, Mr. Ellsworth. One last question for 

clarification. What kind of timeline are we 

looking at here for some of this work that is 

being done? You mentioned there is work done 

this summer, overall, so that we can assure that 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᒪᑭᐊᓐᓯ. ᒥᔅ 

ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒫᓐᓇ ᖃᐅᔨᔪᒪᓪᓗᖓ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓂᒃ, ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕐᒪᑕ ᐊᑕᐅᓯᕉᖅ 

ᑕᐃᑲ ᐃᓚᒋᐊᖅᓯᒪᔫᒐᓗᐊᑦ ᒪᕐᕉᓐᓂᒃ. ᖃᔅᓯᑦ ᐃᖅᑲᓇᐃᔮᑦ 

ᑖᒃᑯᐊ ᐃᓐᓄᒃᓯᒪᕙᑦ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑖᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔮᑦ ᐃᓘᓐᓇᖏᑦ ᐃᓐᓄᒃᓯᒪᔪᐃᓐᓇᑦᑎᐊᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐊᐱᖅᑯᑎ, ᖃᔅᓯᑦ ᐃᖅᑲᓇᐃᔮᑦ 

ᐃᓄᐃᑦ ᖃᔅᓯᐅᕙᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᑕᐃᑲᓂ? ᒥᔅᑕ 

ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᑕᐅᓯᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐅᑎᕐᕕᒋᔪᒪᓪᓗᒍ 

ᑕᐃᒃᑯᐊ ᐅᐊᔅᓯᖃᑦᑕᖅᑐᑦ ᖃᔅᓯᐅᕙᑦ ᐃᓄᐃᑦ ᑕᐃᒪᓐᓇ 

ᓲᕐᓗ ᐃᓅᓕᓴᐃᓂᕐᒧᑦ ᖃᐅᔨᓴᐅᓂᕐᒧᑦ 

ᐋᓐᓂᐊᖅᑐᒥᓪᓘᓐᓃᑦ ᐃᖅᑲᓇᐃᔮᖃᖅᐸᑦ ᑕᐃᒪᐃᑦᑐᒥᒃ 

ᐱᓕᕆᔪᓐᓇᖅᑐᓂᒃ? ᖁᔭᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᑕᐃᒃᑯᐊ 

ᐱᓯᒪᙱᓐᓇᑭᑦ ᑐᓴᒐᔅᓴᐃᑦ ᑭᓯᐊᓂ ᖁᕕᐊᓱᒃᑐᖓ 

ᐊᖏᖅᑐᖓ ᑎᑎᕋᖅᓯᒪᔪᑦ ᑲᑎᒪᔨᕋᓛᓄᑦ ᑐᓂᓂᐊᕐᓗᒋᑦ. 

ᐃᒃᓯᕙᐅᑖᖅ, ᖁᔭᓐᓇᒦᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᒪᕐᕉᖅᑲᐅᒻᒪᑎᒃ ᐊᐱᖅᑯᑏᒃ. ᐅᓄᕐᓂᖏᑦ ᓇᐃᓴᐅᑏᑦ 

ᐱᑕᖃᙱᑉᐸᑕ ᖃᓄᐃᙱᑦᑐᖅ ᑖᒃᑯᐊ. ᐃᑉᐱᒍᓱᒃᑲᒪᓕ 

ᓇᓗᓇᙱᑦᑎᐊᕆᐊᖃᖅᑑᒐᓗᐊᖅ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᖁᔭᕐᔪᐊᖓ ᒪᓕᓪᓗᒋᑦ ᓱᕈᓯᓕᕆᓂᕐᒧᑦ ᑭᓇᒃᑯᑦ 

ᐱᓕᕆᔪᓐᓇᐅᑎᖃᕆᐊᖃᕐᒪᖔᑕ ᑭᓲᒻᒪᖔᑕᓗ 

ᐃᓕᓐᓂᐊᖅᓯᒪᔭᕆᐊᖃᖅᑕᖏᑦ ᑕᐃᒪᓐᓇ 

ᐅᐊᔅᓯᔨᐅᓂᐊᖅᑐᖅ ᑕᒪᒃᑯᓂᖓ ᐃᓄᓕᕆᔨ 

ᐃᓅᓕᓴᐃᓂᕐᒧᑦ bachelor-ᖃᕐᓗᓂᓘᓐᓃᑦ 
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we have the proper supports or mechanisms in 

place for all of our frontline workers with 

Family Services. A bit more clarification 

please, on timeline and perhaps what comes 

after, once you begin. Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair, and the 

timeline with respect to this specific matter is 

ongoing. I think we don’t just set it and forget it 

kind of situation. We need to continually assess 

it’s functionality of the programs and the 

people who are providing them, and so 

although there is a timeline for the submission 

of the labour force supplemental proposal, 

which is this summer, I think we will 

continually look at ways to improve not only 

outcomes for Nunavummiut, but to assure that 

the staff in the Department of Family Services 

are supported properly, that there’s adequate 

opportunity for educational pursuits, adequate 

opportunity for down time, for laddering. It’s 

all very important to the outcomes that we hope 

to or that we will see in the implementation of 

the strategic plan. 

 

A little further on timelines: We will be tabling 

our implementation with prioritization and 

timelines in the next sitting of the Legislative 

Assembly. Thank you, Mr. Chair. 

 

Chairman: Mr. Simailak. 

 

Mr. Simailak: Thank you, Mr. Chairman. 

Staying on the subject of timeline, what kind of 

benchmarks are you looking at? Are you 

looking at perhaps a scan or a follow-up every 

three to four months type of thing so that the 

work does continue on and it’s not falling 

through the cracks? Like I mentioned in the 

previous hearings, where stuff do fall through 

the cracks unintentionally just because of the 

work load. But if there are hard benchmarks to 

follow there might be a bit more consistency 

ᖁᕝᕙᓯᓐᓂᖅᐹᒥᒃ ᐅᕝᕙᓘᓐᓃᑦ PhD-ᖃᖅᑐᒥᒃ 

ᑕᒫᓃᑦᑐᖃᖅᑐᖅ. ᑭᓱᒥᒃ ᑕᐃᒪᐃᑦᑐᓂᒃ ᑐᓴᒐᒃᓴᓂᒃ 

ᐱᑕᖃᖅᐹ ᐱᓯᒪᔭᕐᓂᒃ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ. 

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐃᓄᓕᕆᔨᐅᓂᐊᕐᓗᑎᒃ ᐃᓕᓴᕆᔭᐅᔾᔪᑎᑕᖃᕆᐊᖃᖅᑐᑎᒃ 

ᐃᓄᓕᕆᔨᐅᓂᐊᕐᓗᓂ ᒫᓐᓇ ᐱᔭᕐᓂᙱᓐᓈᖅᓱᖓ 

ᒪᒥᐊᑉᐳᖓ ᐃᒃᓯᕙᐅᑖᖅ, ᒥᔅᑕ ᐆᑖᓄᓪ ᐅᖃᕋᑖᕐᒪᓂᓛᒃ 

ᑕᐃᒃᑯᐊ ᐊᖏᔪᖅᑳᖓ ᐃᓅᓕᓴᐃᔾᔪᑎᓂᒃ ᐅᐊᑦᓯᔨ 

ᑕᐃᓐᓇ ᐃᖅᑲᓇᐃᔮᖓ ᓄᖅᑲᓚᐅᕐᒪᑦ ᓲᕐᓗ ᑖᒃᑯᐊ 

ᐳᓴᓐᑎᖏᑦ ᖃᐅᔨᒪᙱᒃᖢᒋᑦ.  

 

ᐅᑉᐱᕈᓱᑦᑐᖓ ᑕᐃᒪᓐᓇ ᐃᓕᓐᓂᐊᕐᓂᕐᒥᓂᒃ ᖁᑦᑎᓂᖅᓴᒥ 

ᓇᓗᓇᐃᕈᑎᑖᕐᓂᕐᒥᒃ ᑕᐃᒪᓐᓇ ᐱᔪᓐᓇᑦᑎᐊᖅᑐᑦ, 

ᐊᖏᔪᖅᑳᖑᔪᓐᓇᖅᑐᖅ ᑕᐃᒃᑯᓂᖓ ᐃᓅᓕᓴᐃᓂᕐᒧᑦ 

ᓇᐃᓴᐅᑎᒥᒃ ᐅᖃᓂᕐᓗᒍᒪᕋᑖᙱᓐᓇᒪ ᑲᑎᒪᔨᕋᓛᓄᑦ. 

ᐊᖏᕋᑖᖅᑐᖓ ᖃᔅᓯᐅᒻᒪᖔᑕ ᐅᖃᐅᓯᕆᓂᐊᕐᓗᒋᑦ 

ᑐᑭᖏᓪᓗ ᑭᓲᒻᒪᖔᑕᓗ ᐃᓕᓐᓂᐊᕐᓂᕐᒥᓂᒃ 

ᐱᔭᕇᖅᓯᓯᒪᔭᕆᐊᓕᒃ ᑭᓲᒻᒪᖔᑕᓗ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐃᓚᖓ ᐱᔾᔪᑎᒋᓪᓗᒍ 

ᐊᐱᖅᑯᑎᒋᔭᕋ ᑖᓐᓇ, ᐱᔾᔪᑎᒋᓪᓗᒍ ᐅᓄᕐᓂᕆᔭᖏᑦ 

ᑕᐃᒃᑯᐊ ᐅᐊᔅᓯᔭᐅᔭᕆᐊᓖᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᖃᓄᐃᙱᑦᑎᐊᕋᓗᐊᕐᒪᖔᑕ 

ᐃᓅᓕᓴᖅᑕᐅᔭᕆᐊᖃᕐᒪᖔᑕᓘᓐᓃᑦ ᑕᐃᒪᐃᑦᑐᓂᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑕᖃᖅᑐᒍᑦ ᑕᐃᒪᓐᓇ 

ᐅᐊᔅᓯᔨᑕᖃᕈᓐᓇᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᓈᒻᒪᒻᒪᑕ. ᐊᒻᒪ 

ᐊᐱᖅᑯᑎᒃᓴᖃᐅᖅᑐᖓ ᓱᓕ ᐅᓐᓄᓴᕈᖅᑐᕈᓘᒻᒪᑦ. 

ᐃᔨᒋᓂᖅᓴᐅᖔᕐᓂᐊᓕᖅᐳᖓ ᐱᔭᕇᖅᑕᐅᓯᒪᔪᓂᒃ 

ᖃᐅᔨᔭᐅᔪᓄᑦ. 

 

28−ᖓᑦ ᑖᒃᑯᐊ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓄᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᑖᒃᑯᐊ ᐃᓱᒪᓕᐅᖅᓯᒪᓲᑦ ᐱᐅᓯᒋᐊᖅᓯᒪᕚᑦ 

ᓱᕈᓯᕐᓂᒃ ᓴᐳᒻᒥᐅᓯᖅᓯᒪᓂᕐᒧᑦ 

ᐊᐅᓚᔾᔭᐃᒋᐊᓚᐅᕋᓗᐊᖅᑎᓪᓗᒍ ᖃᓄᐃᙱᑦᑎᐊᖁᓪᓗᒋᑦ 

ᓱᕈᓰᑦ ᒪᒃᑯᒃᑐᓪᓗ ᐃᓚᒌᓪᓗ ᑕᒪᒃᑯᐊ ᐅᓄᕐᓂᕆᔭᖏᑦ 

ᐊᐅᓚᔾᔭᒃᑕᐅᔭᕆᐊᓖᑦ ᐱᐅᓯᒋᐊᖃᖅᑐᑦ ᐊᐅᓚᑦᑎᔾᔪᑏᑦ 

ᐃᓗᐊᓂ.  

 

ᐊᖏᖃᑎᖃᖅᐲᑦ ᑖᒃᑯᐊ ᐊᐅᓚᑦᑎᔾᔪᑏᑦ 

ᐊᑐᓕᖅᑎᑕᐅᖅᑳᕆᐊᖃᕐᒪᖔᑕ ᑕᒪᒃᑯᓂᖓ ᐱᐅᓂᖅᓴᓂᒃ 

ᓴᖅᑭᑦᑐᖃᓚᐅᙱᓐᓂᖏᓐᓂ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  
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and stability. Is the department looking at doing 

hard target benchmarks to follow dates and 

ensure that the plan is being worked on will be 

worked, make the plan work. A bit more 

clarification, please. Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, the short answer is yes, but as well, I 

would like to elaborate as briefly as possible. 

 

Mr. Chair, in my experience at the department, 

it is my considered opinion that we live in a 

reactive kind of workplace where it’s 

consistently reacting to issues as they arise. In 

the perfect world as we envision it, we will be 

operating in a very proactive way. In my view, 

I think as deputy ministers and assistant deputy 

ministers, although we should still deal with the 

emergencies happening on a daily, which are 

unforeseen, generally I would like to be 

thinking about and working on objectives that 

are ten years in front of us so that we can move 

that needle. 

 

There will be benchmarks in place. There will 

be regularity with respect to assessments to 

ensure that the sustainability of the things we’re 

doing is there, and that it’s efficient. Assessing 

the efficacy of those, so evaluating. Our plan is 

to bring in evaluation and monitoring for the 

department central into our policy division as a 

sort of response to evaluating the efficacy of 

our programs, in addition to the evaluations that 

will be undertaken for the strategic plan. 

 

Mr. Chair, I think that’s all I would like to say 

about that, but I do want to see us move from a 

very reactive operation to an operation that is 

stable, that is proactive, that through the use of 

data can anticipate issues before they arise. 

This is my hope and my vision for the 

department, if I can remain there. Thank you, 

Mr. Chair. 

 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒥᔅᑕ ᕼᐃᔾ. 

 

ᕼᐃᔾ (ᑐᓵᔨᑎᒍᑦ): ᐄ’, ᖁᔭᓐᓇᒦᒃ. ᐊᖏᖃᑎᖃᖅᑐᒍᑦ 

ᑖᒃᑯᐊ ᐊᓯᔾᔨᕆᐊᖃᖅᑐᖅ ᑕᒪᑐᒧᖓ ᐊᐅᓚᑦᑎᔾᔪᑎᖓ 

ᐊᓯᔾᔨᖅᐸᑦ ᑭᓯᐊᓂ ᓴᖅᑭᑦᑐᖃᕋᔭᖅᑐᖅ ᐱᐅᓂᖅᓴᓂᒃ 

ᐃᓚᒌᓄᑦ ᐊᒃᑐᖅᑕᐅᓴᕋᐃᑦᑐᓂᒃ ᓱᕈᓯᓄᓪᓗ. ᑖᓐᓇ 

ᐱᔾᔪᑎᒋᓪᓗᒍ ᐊᐅᓪᓗᑎᒋᓚᐅᖅᑕᕗᑦ ᑖᓐᓇ 

ᐃᓗᓕᕆᔭᖏᓐᓂᒃ ᑐᙵᕕᒋᓂᐊᖅᑕᖓᓂᒃ 

ᐱᕚᓪᓕᕈᑎᒃᓴᐅᓂᐊᖅᑐᓂᒃ ᐱᐅᓯᒋᐊᕈᑎᒃᓴᓂᓪᓗ 

ᓴᖅᑭᑉᐸᓪᓕᐊᔪᓂᒃ.  

 

ᒪᑐᐃᕈᑎᓐᓄᑦ ᐅᖃᐅᓯᖃᓚᐅᕋᒪ ᑖᒃᑯᐊ ᐅᑎᒃᑲᓐᓂᕐᓗᖓ 

ᑖᒃᑯᐊ ᑕᐃᒃᑯᐊ ᐊᓯᔾᔨᖅᑐᓂᒃ ᐊᑐᐃᓐᓇᖁᓪᓗᒋᑦ 

ᐱᓕᕆᕕᒃ ᑖᒃᑯᐊᓂ ᐊᐅᓚᔾᔭᒃᑕᐅᓯᒪᔪᓂᒃ ᑐᙵᕕᖃᕐᓗᑎᒃ 

ᐱᕈᖅᐸᓪᓕᐊᔭᕆᐊᓖᑦ ᐱᕙᓪᓕᐊᑎᑦᑎᓗᑎᒃ, ᑖᒃᑯᐊ 

ᐃᒪᓐᓇ ᓲᕐᓗ  ᑐᑭᖃᖅᑐᖅ, ᐱᕈᖅᐸᓪᓕᐊᓗᑎᒃ ᐱᔮᖅᑯᒻᒥᑦ 

ᐊᐅᓪᓗᔾᔨᓗᑎᒃ ᐱᕈᖅᐸᓪᓕᐊᓂᕐᒥᑦ ᐊᐅᓪᓗᔾᔨᓗᑎᒃ, 

ᓯᕗᓪᓕᐅᔾᔭᐅᔪᓪᓗ ᐋᖅᑭᑦᓱᖅᑕᐅᓗᑎᒃ, ᖃᖓᒃᑯᓪᓗ 

ᐃᖅᑲᓇᐃᖅᑕᐅᓂᐊᕐᒪᖔᑕ. 

 

ᓴᖅᑭᔮᑦᑎᐊᖅᑐᓂᑦ ᐱᔭᕇᕐᓂᐊᖅᑕᖏᓐᓂᑦ 

ᓇᓗᓇᐃᖅᓯᒪᓗᑎᒃ ᐃᓄᖕᓄᑦ, ᓱᕈᓯᕐᓄᑦ ᐊᒻᒪ ᒪᒃᑯᑦᑐᓄᑦ 

ᑐᕌᖓᔪᓄᑦ. ᑖᓐᓇ ᐊᖏᖅᑕᐅᓯᒪᒻᒪᑦ ᑕᐃᒪᖓᑦ. 

ᐊᑐᓕᖅᑎᑕᐅᑦᑎᐊᕐᓗᓂ, ᖃᓄᖅ ᑐᑭᖃᖅᐸᑦ, ᓴᖅᑭᔮᖅᐸᑦ, 

ᑕᖏᓕᒃᑯᑦ ᖃᓄᖅ ᑐᑭᖃᖅᐸᑦ? ᐃᒪᓐᓇ ᑐᑭᖃᖅᑐᖅ, 

ᐃᓘᓐᓇᖏᑦ ᐊᐅᓪᓗᔾᔨᔪᐃᓐᓇᐅᓗᑎᒃ, ᑐᕌᒐᖓ 

ᐊᑕᐅᓰᓐᓇᐅᓗᓂ ᒐᕙᒪᒃᑯᓐᓄᑦ. ᑕᐃᒪᓐᓇ ᑕᕝᕙ 

ᑐᒃᓯᕋᐅᑎᓕᐅᖅᐳᒍᑦ. ᑐᑭᖃᕐᒥᔪᖅ; ᑕᒃᑯᐊ ᐊᑐᕐᓗᑎᒃ 

ᑐᓴᒐᔅᓴᓂᒃ, ᐱᓕᕆᕕᒃ ᑖᒃᑯᐊ ᑲᑐᔾᔨᓂᖏᓐᓂᑦ ᑐᓴᒐᔅᓴᓂᑦ 

ᓄᐊᑦᑏᕐᓇᕐᓗᑎᒃ, ᓱᖅᑯᐃᑦᓯᓗᑎᓪᓗ ᖃᓄᖅ 

ᑐᑭᖃᕐᒪᖔᑕ, ᖃᓄᖅ ᐱᐅᓯᒋᐊᕈᑎᒋᓂᐊᕐᒪᒍ 

ᐱᔨᔅᓯᕈᑎᒋᔭᖏᓐᓄᑦ ᑕᖅᑲᒃᑯᓄᖓ. ᓯᕗᓪᓕᖅᐹᒥ, 

ᐊᐅᔭᐅᖅᑐᐃᑲᓐᓂᕈᒪᕗᖓ ᑖᓐᓇ ᐱᒻᒪᕆᐊᓘᒻᒪᑦ 

ᐊᖏᖅᓯᒪᔾᔪᑎᒋᔭᖓ ᐊᐅᓚᔾᔭᑦᑕᐅᓗᓂᓗ. ᖁᔭᓐᓇᒦᒃ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᐳᕉᔅᑐ. 

 

ᐳᕉᔅᑐ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᐃᒫᒃ ᑐᓴᓚᐅᖅᑎᓪᓗᑕ 

ᑖᒃᑯᓂᖓ ᐅᖃᓯᕆᔭᑦᑎᓐᓂ, ᐱᓗᐊᖅᑐᒥ 

ᐊᐱᖅᓲᑎᒋᖃᑦᑕᖅᓯᒪᔭᒃᑲ ᐱᔾᔪᑎᖃᖅᑐᑦ. 

ᓱᖅᑯᐃᔪᓐᓇᑦᑎᐊᖏᒻᒪᑕ ᒐᕙᒪᒃᑯᑦ ᑭᓱᒥᑦ 

ᐱᐅᓯᖃᕆᐊᖃᕐᒪᖔᑕ, ᐊᒻᒪᓗᑦᑕᐅᖅ ᑖᒃᑯᐊ ᐸᐃᑉᐹᑦ 

ᐅᓄᖅᑐᐊᓘᒻᒪᑕ ᑭᓲᓂᖏᑦ. ᑖᒃᑯᐊ ᐱᔾᔪᑎᒋᓪᓗᒋᑦ, 

ᑕᒪᒃᑮᖅ ᐃᒃᓯᕙᐅᑕᕐᓗ ᐅᕙᖓᓗ ᐅᖃᐃᓐᓇᕋᑦᑕ, 

ᐃᖅᑯᓪᓕᐅᑕᐅᓯᒪᔪᓂᑦ ᐅᖃᒃᑲᓐᓂᖃᑦᑕᖅᖢᑕ 

ᐱᓕᕆᕕᐅᔪᓄᑦ. ᓯᕗᓕᖅᑎᒧᓪᓗ ᐃᖅᑯᓕᐅᑕᐅᓯᒪᔪᖅ ᒪᐃ 
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Chairman: I know we’re a little bit early but 

again I don’t like disrupting people’s lines of 

questioning. So we’re going to take a break in a 

moment but I would like to ask a question to 

the Deputy Minister of Executive and 

Intergovernmental Affairs and follow up on one 

of Ms. Brewster’s questions, where it was 

asked as the Department of Executive and 

Intergovernmental Affairs, there was a number 

of commitments being made on recognizing a 

whole-of-government approach on a number of 

different initiatives but I’m speaking 

specifically to the one that’s in front of us here 

today. 

 

A little over a year ago the premier stated, 

taking a whole-of-government approach, EIA 

will provide oversight across departments for 

services related to the well-being of children, 

youth, and families. 

 

My question is: What exactly was the deputy 

minister instructed to do from the premier to 

oversee this commitment? Ms. Fowler. 

 

Ms. Fowler: Thank you, Mr. Chair, and I 

appreciate the question. Following the 

statement that was made by Premier Akeeagok, 

I’ve been instructed to work with my deputy 

colleagues in ensuring follow-through with the 

work that has been ongoing in the Department 

of Family Services. I was also instructed to take 

a look, explore how the Department of 

Executive and Intergovernmental Affairs can 

incorporate an audit-like function to ensure that 

when we’re looking at whole of government 

that recommendations that are coming from the 

Office of the Auditor General for not just for 

this particular file – we do have housing one 

online – but to ensure that there was a 

mechanism in place for tracking, monitoring, 

and reporting back to assure that progress is 

being made. And as part of that piece, to ensure 

that there’s some kind of accountability 

mechanism. 

 

30, 2023ᒥ. ᐅᓪᓗᖓ ᐃᖅᑲᐅᒪᔭᕋᓗᐊᕋ ᑕᐃᒎᓯᖅ, 

ᐅᖃᖅᑕᖏᑦ ᑕᐃᒃᑯᐊ ᐃᖅᑲᐅᒪᙱᑕᒃᑲ 

ᐅᖃᐅᓯᕇᓐᓇᖃᑦᑕᖅᓯᒪᔭᕋᓗᐊᒃᑲ ᑕᕝᕙᓂ, 

ᐊᑦᑐᐊᓂᖃᖅᑐᑦ ᑕᒪᒃᑯᓂᖓ ᓴᖅᑭᑕᐅᔭᕆᐊᖃᕐᓂᖓ 

ᓇᐅᑦᓯᖅᑐᖅᑏᑦ, ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏ. 

ᐃᖅᑲᐃᕙᓪᓕᐊᓕᖅᐳᖓ ᐅᖃᐅᓯᕆᓪᓗᒍ ᑖᒃᑯᐊ. 

ᓈᓚᒃᖢᒋᑦ ᑖᒃᑯᐊ ᐊᖏᕈᑎᒋᓯᒪᔭᖏᑦ (?) 

ᓂᐱᖃᖏᖦᖢᑎᒃ ᓲᕐᓗ, ᓴᓂᕐᕙᑦᑕᐅᓯᒪᖕᒪᑦ ᒪᓕᒃᖢᒋᑦ 

ᑭᒡᒍᓯᐅᖃᑦᑕᖅᑐᑦ, ᑭᐅᔭᐅᖃᑦᑕᖅᑐᑦ ᐅᕙᓐᓄᑦ 

ᐊᐱᖅᓱᖃᑦᑕᕐᓂᒃᑯᑦ, ᑕᐃᒪᓐᓇ ᓲᕐᓗ 

ᓴᓂᕐᕙᑦᑕᐅᓯᒪᔫᔮᕐᒪᑦ. ᖃᓄᕐᓕ ᐃᓱᒪᒋᕕᒋᑦ ᑕᒪᒃᑯᐊ, 

ᑕᒪᓐᓇ ᒐᕙᒪᒃᑯᑦ ᐱᐅᓯᕆᔭᖓ ᐊᖏᖅᓯᒪᓂᕆᔭᖓᓪᓗ, 

ᐊᒻᒪ ᓴᓂᕐᕙᐃᓂᖏᑦ, ᕿᒪᕉᑎᓂᖓᑦ ᓂᐱᖃᖏᑦᑐᒃᑯᑦ?  

 

ᐊᒃᓱᐊᓗᒃ ᑕᒪᒃᑯᓂᖓ ᐱᐅᑦᓴᓪᓚᕆᒃᑲᒪ ᐃᓅᓯᓪᓚᕆᒻᒧᑦ 

ᐊᑐᖅᑕᐅᔪᓂᑦ, ᐊᒃᑐᐊᓂᖃᖅᑐᓂᑦ. ᐊᖏᖅᑕᐅᑦᑕᕐᓂᕈᒪᓗ, 

ᑖᒃᑯᐊ ᒪᒃᑯᑦᑎᒐ, ᓲᕐᓗ, ᐃᓛᒃ ᓂᕐᕆᓯᓕᕆᕈᖅᑲᐅᒐᒃᑯ 

ᐊᖏᕐᕋᕈᒪ, ᐃᕐᓂᕋ ᐊᖏᖅᑲᐅᓪᓗᓂ 

ᓂᕐᕆᓯᕐᓂᐊᖅᖢᓂᒎᖅ. ᑕᐃᒪᓐᓇ ᐃᓱᒪᒋᔭᖓ 

ᐱᓕᕆᓂᐊᖅᑕᒃᑲ, ᓲᕐᓗ ᐆᑦᑑᑎᒋᔭᕋ, ᓲᕐᓗ 

ᐱᔭᕇᖅᓯᒪᖏᓪᓗᓂᒋᑦ ᓂᕐᕆᓯᖏᑦ. ᐊᖏᖅᓯᒪᓂᕋ 

ᓂᕿᓕᐅᕐᓂᐊᕐᓂᕋᕐᓗᖓ, ᓂᕐᕆᓯᓕᕆᖅᑳᓚᐅᕐᓗᖓ 

ᓂᕿᓕᐅᕈᓐᓇᕋᒪ ᑭᓯᐊᓂ. ᑖᓐᓇ ᐆᑦᑑᑎᒋᓪᓗᒍ.  

 

ᑕᐃᒪ ᐃᓅᓯᒻᒥᓪᓚᑦᑖᒥᑦ ᐊᑐᖅᑕᐅᔪᖅ ᐅᖃᕐᒪᑕ, 

“ᐊᖏᕐᕋᖓᑕ”, ᓂᕆᐅᓕᖃᑦᑕᕋᑦᑕ ᓯᕗᒧᐊᕐᓂᐊᕐᓂᖓᓂᑦ, 

ᐱᓗᐊᖅᑐᒥᒃ ᑖᒃᑯᓂᖓ. ᓲᕐᓗ ᐊᖏᓚᐅᖅᖢᑎᑦ 

ᐱᓕᕆᓂᐊᕐᓂᕋᖅᖢᑎ ᓴᐳᒻᒥᐅᓯᑦᓯᓂᐊᕐᓂᕋᖅᖢᓂ 

ᐃᓄᖁᑎᑦᑎᓐᓂᑦ ᐊᑦᑐᑦᑕᐅᓛᓂᑦ. ᓂᐱᖃᖏᖦᖢᑎᒃ 

ᕿᒪᕉᑎᕙᓪᓕᐊᓂᖅ, ᐊᕗᑎᓂᖅ ᑕᐃᒃᑯᓂᖓ ᐊᒃᓱᐊᓗᒃ 

ᐅᕙᓐᓄᑦ ᐃᓱᒫᓘᑎᕋᕋᒪ ᑕᒪᓐᓇ. 

 

ᖃᓄᖅ ᑐᓴᕐᕕᒋᔪᒪᓪᓗᑎᑦ, ᓲᕐᓗ ᕿᒪᕉᑎᓯᒪᓂᖓ 

ᐱᔾᔪᑎᒋᓪᓗᒍ, ᐊᕗᑎᓯᒪᓂᖏᑦ ᐅᖃᓚᐅᖅᑕᒥᓐᓂ 

ᐊᕗᑎᖕᒪᑕ, ᓲᕐᓗ ᐅᖃᓚᐅᖅᖢᑎᒃ ᐃᒪᓐᓇ 

ᐱᓕᕆᔪᓐᓃᖅᖢᑎᒃ. ᑐᓴᕈᒪᖦᖤᖅᐳᖓ ᑖᒃᑯᐊ ᒥᑦᓵᓄᑦ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑭᐅᓂᐊᖅᐸᕋ ᐊᐱᖅᑯᑏᑦ, ᐃᒪᓐᓇ ᑭᐅᓪᓚᑦᑖᕐᓗᖓ 

ᑭᓯᐊᓂ. 

ᑭᐅᓚᐅᙱᓐᓂᕐᓂ ᒫᓐᓇ ᓇᓗᓇᐃᖅᓯᓗᖓ ᐱᒻᒪᕆᐅᓲᖅ, 

ᕿᒥᕐᕈᓐᓇᓐᓂᕆᔭᑦᑕ ᐱᒻᒪᕆᐅᒻᒪᑦ ᖃᓕᕇᒻᒪᑕ ᑕᒪᒃᑯᐊ 

ᖃᐅᔨᓴᖃᑦᑕᖅᑕᕗᑦ, ᐅᖃᐅᓯᕆᖃᑦᑕᓂᐊᖅᐸᕗᑦ ᑭᓱᓂᑦ 

ᓇᓗᓇᐃᑦᑎᐊᕋᓱᓐᓂᐊᖅᐸᒃᑲ. 
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Part of the response that I provided yesterday, I 

believe it was, with respect to where we were 

on the internal audit component, I provided that 

update and we are still exploring it. Thank you, 

Mr. Chair. 

 

Chairman: Thank you for that. Before I go to 

the next name on my list, we’ll take a 15 

minute break. Thank you. 

 

>>Committee recessed at 14:53 and resumed 

at 15:12 

 

Chairman: Good afternoon. I would like to 

open up the committee meeting again. The next 

name I have on my list, following my list of 

names, Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I would 

like to go back to a few minutes ago. 

Sometimes it’s really difficult for me to pay 

attention and take notes and write follow-up 

questions, and I heard, I think it might have 

been the Deputy Minister of Family Services 

talking about an evaluation team. Am I correct 

in that? Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Yes, 

that is the plan. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. I’ll just go 

back to the issue that Mr. Hayes reminded us of 

on page 17 of 21 of the follow-up report, 

paragraph 24. The last paragraph, the last 

sentence in that paragraph is: 

 

“The committee further recommends that the 

plan contain clear and concise commitments 

with measurable outcomes or targets and 

specific timelines and accountabilities and that 

a comprehensive evaluation framework be 

established and included in the plan.” 

 

ᑕᐅᓇᓂ ᐱᒋᐊᕐᓂᖓᓂ ᐱᑦᑎᐊᕋᔭᕐᒪᖔᖅ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑕᐅᔪᖅ ᐱᔨᑦᓯᕈᑕᐅᔪᖅ, 

ᐃᖅᑲᓇᐃᔭᖅᑕᐅᔪᖅ ᐱᐅᒐᓗᐊᕐᒪᖔᑦ ᖃᐅᔨᓴᖅᑕᐅᓗᑎᒃ 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᑐᓴᒐᔅᓴᖅ ᐃᓕᐅᖅᑲᑦᑕᐅᓗᑎᒃ ᖃᕋᓴᐅᔭᕐᒧᑦ 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᐃᓄᓕᕆᔨᖁᑎᖏᑦᑕᐅᖅ ᑐᖅᑯᕐᓗᒋᑦ, 

ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᐃᔭᖅᑕᐅᔪᑦ ᐱᐅᒐᓗᐊᕐᒪᖔᑕ 

ᓇᐅᑦᑎᖅᓱᐊᕆᔭᐅᓗᓂ. ᐱᓕᕆᑦᑎᐊᖅᐸᑕ, ᐃᑲᔪᖅᑐᕐᓗᒍ 

ᐱᐅᓂᕆᔭᖓ ᐃᖅᑲᓇᐃᖅᑕᐅᑦᑎᐊᖁᓪᓗᒍ. 

 

ᑐᖏᓕᖓ ᒥᓂᔅᑕ ᐅᖃᐅᓯᖃᖅᑲᐅᒻᒪᑦ, ᐊᐅᓚᑕᐅᔪᓂᑦ 

ᑕᕝᕙ ᐃᓚᒋᖕᒥᔭᖓᑦ ᑖᔅᓱᒧᖓ ᓇᐅᑦᑎᖅᓱᐊᕐᓂᕐᒧᑦ, 

ᓇᐅᑦᑎᖅᓱᐊᖃᕐᓂᕐᒧᑦ ᑖᒃᑯᐊᓕ ᑐᓴᖃᑦᑕᖅᑕᕗᑦ 

ᐱᓕᕆᕕᐅᔪᓂᒃ ᐅᓄᖅᑐᓂᒃ ᖃᐅᔨᓴᖃᑦᑕᑦᑎᓐᓂᒃ. ᑖᓐᓇ 

ᒐᕙᒪᑐᖃᒃᑯᓐᓂᒃ ᐊᑐᖅᑕᐅᒐᔪᒃᑐᑦ ᕿᒥᕐᕈᓇᒃᑎᐅᔪᓂᒃ 

ᖃᐅᔨᓴᖅᑎᒥᒃ ᐃᖅᑲᓇᐃᔭᖅᑎᖃᕐᓗᑎᒃ 

ᑐᓂᓯᔪᓐᓇᕐᓂᐊᕐᒪᑕ ᑐᓴᒐᒃᓴᓂᒃ ᑕᒪᒃᑯᓂᖓ 

ᐱᓕᕆᐊᒃᓴᐃᑦ ᐱᓕᕆᔭᐅᔪᓪᓗ ᖃᓄᖅ ᑲᔪᓯᒻᒪᖔᑕ.  

 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐱᖃᑖᖅ ᖁᕝᕙᓯᓐᓂᒃᓵᕐᔪᒃ 

ᐊᐱᖅᑯᑎᒋᔭᕐᓄᑦ ᑕᕝᕙᓃᑉᐳᖅ. ᑐᖅᑲᒃᑕᕐᕕᒃ ᑕᐃᓐᓇ 

ᓇᐅᑦᑎᖅᓱᐃᔨ ᐱᓕᕆᕕᐅᓪᓗᑎᒃ ᑖᒃᑯᓄᖓ 

ᑐᖅᑲᖅᑕᕐᕕᐅᓪᓗᑎᒃ ᓇᐅᑦᑎᖅᓱᐃᔨ ᑭᐅᔪᓐᓇᕐᓂᕐᒥᒃ 

ᓵᑕᒃᓴᐅᓂᕐᒥᒃ ᐅᖃᐅᓯᖃᖅᑲᐅᒐᑦᑕ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᐊᓯᔾᔨᖅᐸᓪᓕᐊᔪᓂᒃ ᐊᐅᓚᑦᑎᔨᐅᔪ ᒥᐊᓂᖅᓯᔨᐅᔪᓄᑦ 

ᐊᐅᓚᑦᑎᓂᕐᒥᒃ ᐱᓪᓚᑦᑖᖅᑐᒃᑯᑦ ᑖᒃᑯᐊ ᐊᑑᑎᖃᖅᑐᒃᑯᑦ 

ᐱᓕᕆᕕᐅᔪᖅ ᖃᐅᔨᒪᔪᓐ ᑐᖏᓕᖏᑦ ᒥᓂᔅᑕᐃ 

ᓵᑕᒃᓴᐅᔪᓐᓇᕆᐊᖃᕐᒪᑕ.  

 

ᓱᕐᓗ ᑕᕝᕙᓂ ᑲᑎᒪᔨᕋᓛᑦ ᓵᑕᒃᓴᐅᓂᖏᓐᓂᒃ 

ᑭᐅᑎᑦᑎᔨᐅᓪᓗᑎᒡᓗ ᐱᓕᕆᕕᐅᔪᕐᓗ ᑖᒃᑯᐊ 

ᖃᐅᔨᒪᔭᕆᐊᖃᖅᑐᑦ ᒐᕙᒪᓕᒫᓂᖅ ᖃᓄᐃᓕᐅᓕᕐᒪᖔᑕᑦ 

ᓇᐅᒃᑯᓪᓗ ᐱᐅᓯᕙᓪᓕᐊᓕᕐᒪᖔᑕ. ᑖᒃᑯᐊ ᐊᖅᑯᑎᖃᖅᐸᑕ 

ᐱᓕᕆᔭᐅᓂᖓᑦ ᐊᒡᓚᒡᕕᐅᑦ ᐃᓗᐊᓂᓐ ᖃᐅᔨᓴᐃᓗᑎᒃ 

ᐱᓕᕆᔭᐅᔪᓂᒃ ᐊᐅᓚᑕᐅᔪᓂᒃ ᐅᕝᕙᓘᓐᓃᒃ 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᑐᖏᓕᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᐊᓕᕋᓗᐊᕐᒪᖔᑕ ᖃᐅᔨᓴᖅᑕᐅᓪᓗᓂ 

ᐅᖃᕈᓐᓇᖏᑦᑐᖓ ᐃᒪᓐᓇ ᐅᖃᕈᓐᓇᖅᑐᖓ ᐱᒻᒪᕆᐅᔪᖅ 

ᑖᒃᑯᐊ ᑎᑎᕋᖅᑕᐅᕙᓪᓕᐊᓗᑎᒃ ᓴᖅᑭᔮᖅᑎᐊᕆᐊᖃᕐᒪᑕ.  

 

ᐃᓱᒫᓗᑎᐅᕙᓪᓕᐊᔪᕐᓕ ᐱᔾᔪᑎᒋᔭᐅᔪᖅ ᑖᒃᑯᐊ 

ᐊᖏᖅᓯᒪᔾᔪᑎᒋᔭᕗᑦ ᖃᐅᔨᓴᒃᑲᓐᓂᖃᑦᑕᕐᓗᑕ ᑖᓐᓇ 

ᐱᔾᔪᑎᒋᔭᕗᑦ ᑖᒃᑯᐊ ᓱᕐᓗ ᐊᕗᖓᐅᔾᔨᓗᐊᓕᕌᖓᑕ 

ᐳᐃᒍᖅᓴᕋᐃᖃᑦᑕᕋᑦᑕ, ᐄ ᖃᐅᔨᓴᖅᑕᐅᓚᐅᖅᓯᒪᔪᖅ 

ᑖᓐᓇ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑕᐅᓪᓗᓂ ᐊᕐᕌᒍᑦ ᐊᒥᓲᖏᑦᑐᖅ 

ᐊᓂᒍᖅᑎᓪᓗᒋᑦ ᑭᐅᔭᕆᐊᖃᖅᑕᕋᓗᐊᕗᑦ ᑖᒃᑯᐊ 

ᐊᓯᖏᓐᓄᓪᓗ ᐊᔭᐅᖅᑐᕈᑕᐅᖁᓪᓗᒋᑦ ᓲᕐᓗ 
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I do recall really pushing for that in those 

discussions, and the reason that I did is because 

we know that it’s so difficult to evaluate 

progress if we don’t know what our baseline is, 

if we don’t know what our target is. And so 

when I heard about this evaluation team, that’s 

the first question that came into mind: How are 

they going to effectively evaluate progress or 

lack of progress if we don’t have this baseline? 

I’ll ask that to the Deputy Minister of Family 

Services. Thank you, Mr. Chair. 

 

Chairman: Thank you, Ms. Brewster. Mr. 

Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. First I’ll 

clarify the evaluation function would be 

department-specific, not necessarily for the 

purposes of the strategic plan, although I see 

them playing a role in the future in terms of 

measuring our success. 

 

With respect to baselines, these are items that 

we have developed for the purposes of the 

progress reports. For example, we have 

articulated the outcomes that we are looking 

for, the way in which we will measure the 

outcomes, what the key performance indicators 

are. That will form the basis of our progress 

reports moving forward. There are several sort 

of outcomes, as you know, Mr. Chair. 

 

I would respond to the earlier question from the 

member that I didn’t see a reference to change 

management in the progress report that was 

tabled in February. I think you wanted to get 

that on the record. 

 

But lastly, the evaluation tools that will be 

engaged will be similar to performance 

indicators that were used during the course of 

the audit, generally speaking. We know where 

we need to be performing; we know where 

we’re struggling, and without the baseline, as 

ᐃᑯᐊᓚᑐᐃᓐᓇᖅᑐᑦ ᐃᒃᓯᓐᓇᖅᓯᒪᔪᖅ 

ᑕᐃᒪᓐᓇᐃᑐᐃᓐᓇᕆᐊᖃᕐᒪᑦ.  

 

ᑕᕝᕙ ᑖᓐᓇ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒃᑯᓐᓄᑦ ᐅᖃᓪᓚᒃᑐᖓ. 

ᑕᐃᒪᓕᒃ ᑖᒃᑯᐊ ᖃᐅᔨᓴᖅᑕᐅᓚᐅᖅᖢᒋᑦ 2023−ᒥᒃ 

ᑕᐃᒃᑯᐊ ᓱᕈᓯᕐᓄᑦ ᐊᑦᑐᐃᔾᔪᑏᒃ ᒪᒃᑯᒃᑐᓄᑦ ᐃᓚᒌᓄᒡᓗ 

ᑕᐃᓐᓇ ᓄᓇᕗᒧᐊᕋᒥᒃ ᓴᖅᑭᑦᑕᕆᐊᖅᑐᖅᖢᓂᐅᒃ 2023 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎ ᐃᓅᒡᓗᑎᒃ ᑕᑯᔪᓐᓇᕋᑦᑕ 

ᐊᒃᑐᐃᓂᖓ ᐃᓅᖃᑎᑦᑎᓐᓄᑦ ᑕᐃᒪᓐᓇ ᖃᐅᓕᓚᐅᕐᒪᑦ 

ᑎᑎᕋᕐᕕᖓᓐ ᑖᓐᓇ ᖃᐅᔨᓴᒃᑲᓐᓂᕐᓗᒍᑦ 

ᑮᓇᐅᔭᖅᑎᕈᑎᖃᖅᑎᑦᑕᕆᐊᖃᕐᒪᑦ ᐳᐃᒍᖏᓪᓗᒍᑦ.  

 

ᑕᐃᑰᓇᖃᐃᑦ ᑕᕝᕙ ᑐᑭᓕᐅᖅᑕᕋ ᐊᐱᖅᑯᑎᒋᔭᐃᑦ 

ᖃᓄᕐᓕ ᓯᕗᒨᐊᑦᑎᐊᕈᓐᓇᖅᐸ ᑕᐃᒪᓐᓇ ᐊᖏᖅᓯᒪᓂᕐᒧᑦ 

ᐊᖏᓚᐅᕐᓗᑎᒃ ᓯᕗᒧᐊᑦᑎᐊᖅᑎᑦᑎᔪᓐᓇᕐᒪᖔᑕ 

ᐱᓕᕆᔭᐅᑦᑎᐊᕐᓗᑎᒃ ᐱᓕᕆᕕᐅᒃ ᐃᓱᒪᒋᔭᖓ 

ᐅᕝᕙᓘᓐᓃᒃ ᑐᖅᑲᖅᑕᕐᕕᐅᔪᑦ ᒪᓕᒐᕕᓕᐅᕐᕕᖕᒥᒡᓗᓐᓃᑦ 

ᑕᕝᕙ ᐊᐱᖅᑯᑎᒋᔭᐃᑦ ᑖᓐᓇ ᐅᖃᐅᓯᕆᔭᐃᓪᓗ 

ᐱᒻᒪᕆᐅᓂᖓ ᐳᐃᒍᖅᑕᐃᔭᕆᐊᖃᕐᓂᖓ. ᖁᔭᓐᓇᒦᒃ, 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᐳᕉᔅᑐ 

 

ᐳᕉᔅᑐ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᑭᐅᒐᕕᑦ. ᑕᐃᓐᓇᖅ ᐸᓂᒐ 

ᐅᖃᓲᖑᒻᒪᑦ ᑖᓐᓇ ᐃᓱᓕᖅᐸᓪᓕᐊᓕᖅᑎᓪᓗᒍᑦ ᐅᓪᓗᖅ 

ᓂᕈᐊᕐᓂᕐᓗᒃ ᑕᐃᑲᑦᑎᐊᖑᓕᖅᖢᓂ ᐊᑐᐱᕆᒥᒃ ᐊᒻᒪᓗ 

ᐃᓯᖏᓐᓂᒃ ᐃᖏᑦᑐᖃᕐᓂᐊᖅᑐᒃᓴᐅᕆᓪᓗᓂ ᐅᕙᓂᒃ 

ᒐᕙᒪᒃᑯᓐᓄᒡᓗ ᓵᖓᖃᑦᑕᕐᓂᐊᖅᖢᑎᒃ ᓄᑖᖑᒐᓗᐊᕈᑎᒃ. 

ᑕᐃᒪᒃ ᐃᖦᖢᕐᕆᔮᒃᑲᓐᓂᕐᓂᖅᓴᐅᔪᓐᓇᖅᑐᖓ 

ᑕᒻᒪᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ ᐊᒻᒪᓗᒃ ᑎᑎᕋᕐᕕᐊ ᐊᒻᒪᓗ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᑦ ᑕᒪᑐᒥᖓ ᖃᐅᔨᒪᖕᒪᑕ.  

 

ᐊᒻᒪ ᐱᒋᐊᕈᑎᒋᖅᑲᐅᔭᕋ ᒪᒥᐊᔾᔮᖏᑦᑐᖓ ᑕᐃᒃᑯᓄᖓ 

ᐊᐱᖅᑯᑎᖃᖃᑦᑕᖅᑲᐅᒐᒪ ᐊᕐᓱᕉᑎᒋᒐᒃᑯᑦ ᐊᒻᒪᓗ ᑖᒃᑯᐊ 

ᒥᓂᔅᑕᐃ ᑐᖏᓕᖏᑦ ᐊᔭᐅᖅᑐᓪᓚᕆᒃᑕᒃᑲᑦ ᑕᒪᓐᓇ 

ᐊᒃᓱᕉᑎᒋᔭᐅᓗᓂᑦ ᐱᓕᕆᐊᕆᔭᐅᓗᓂ. ᐅᐱᒋᑦᑎᐊᖅᓱᒋᑦ 

ᐃᓘᓐᓇᖏᑦ ᑕᐃᒃᑯᐊ ᑕᕝᕙᓃᓛ ᐅᓪᓗᒥ ᐃᒃᓯᕚᖃᑕᐅᔪᑦ 

ᐊᒻᒪᓗ ᐱᕕᖃᕈᓐᓃᕋᒪ ᖃᓄᖅ ᐅᖃᒃᑲᓐᓂᕈᓐᓇᖏᑦᑐᖓ 

ᖃᓄᑎᒋ ᑕᒪᓐᓇ ᐱᒻᒪᕆᐅᑎᒋᒻᒪᖔᖅᖓ 

ᐊᐅᓚᔾᔭᒍᑎᒃᓴᓂᓪᓗ ᑕᒫᙵ ᐃᓕᐅᖅᑲᐃᓪᓗᑕ. ᑕᒪᒃᑯᐊ 

ᐃᓱᒫᓘᑎᒋᔭᐅᔪᑦ ᖃᓄᖅᑑᕈᑎᒋᔭᐅᓚᐅᕐᓗᑎᒃ 

ᐊᐅᓚᔾᔭᐅᑎᓂᒃ ᐃᓕᐅᖅᑲᐃᓕᑎᑦ, ᐋᖅᑭᒋᐊᖁᓪᓗᒋᑦ 

ᑕᐃᒃᑯᐊ ᐋᖅᑭᒋᐊᕆᐊᓖᑦ.  

 

ᐊᒻᒪᓗ ᖁᕕᐊᓱᒃᑐᖓ ᑕᐃᒃᑯᐊ 

ᐃᓄᓕᕆᔨᓕᐊᖃᑦᑕᖅᑐᓄᑦ ᑎᑎᕋᕐᕕᒃ ᑕᐃᓐᓇ 

ᖁᕕᐊᒋᓪᓚᕆᑦᑕᕋ ᑕᐃᒪᐃᑦᑐᓕᕆᔨᐅᖃᑦᑕᖅᓯᒪᒐᒪ 
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the member correctly pointed out, it’s difficult 

to find where those pieces lie. 

 

Notwithstanding, Mr. Chair, we do have the 

key performance indicators in our progress 

reports. We’re going to define those baselines 

even further in the implementation plan, which 

I mentioned will be tabled in the Legislative 

Assembly in the Spring Sitting. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you. I’m a little bit 

confused. There is the evaluation team, I think 

the words that were used is more for the 

department and not specifically to evaluate the 

progress towards the strategic action plan; 

aren’t those the same things? Isn’t the whole 

reason that we’re here because we need to take 

action and on a regular basis take stock of how 

we’re moving forward? So if I could just hear a 

little bit more of an explanation about why 

these are two separate things. Thank you, Mr. 

Chair. 

 

Chairman: Thank you Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair, I’m 

happy to provide clarity on the reasons behind 

the position the department is taking. Mr. 

Chair, I understand historically there was an 

evaluation and monitoring position within the 

department. Somewhere along the way it got 

re-profiled to something else, for reasons that 

are unknown to myself. 

 

During the course of the evaluation and 

monitoring framework development for the 

strategic action plan, it occurred to me, well, 

why aren’t we evaluating all of the work that 

we’re doing in this department? And so, as the 

members, know we have a portfolio for income 

assistance, poverty reduction, career 

development, in addition to the wellness 

program, and there’s corporate functions as 

ᐊᒃᓱᐊᓗᒃ ᑕᐃᒃᑯᐊ ᖃᐅᔨᒪᒻᒪᑕ ᑭᓱᑦ ᑮᑭᑕᐅᓯᒪᒻᒪᖔᑦ 

ᐱᔨᑦᑎᕈᑏᑦ ᐃᓗᓕᖏᓐᓂ ᓱᑯᑦᑎᐊᒍᑦ 

ᐋᖅᑭᒋᐊᖅᑕᐅᒃᑲᓐᓂᕈᓐᓈᕐᒪᖔᖏᑦ.  

 

ᑕᐃᒪᙵᓕᒫᖅ ᐃᓄᒃᑎᑑᕈᓐᓇᖏᑦᑐᓪᓗ 

ᐃᓄᑐᐊᖑᒐᓗᐊᖅᓱᖓ ᑕᐃᑲᓃᓚᐅᖅᓯᒪᒐᒪ 

ᐃᓄᒃᑎᑑᕈᓐᓇᖏᖦᖢᖓᓗ. ᑭᓯᐊᓂ ᑕᐃᒃᑯᐊ ᖃᐃᔪᓕᒫᑦ 

ᓇᓕᐊᑐᐃᓐᓇᕐᓂᒃ ᐅᖃᐅᓯᕐᒥᒃ ᐊᑐᖅᓱᑎᒃ ᐅᕙᓐᓄᑦ 

ᐅᖃᓪᓚᖃᑦᑕᕈᓐᓇᓚᐅᖅᓯᒪᒻᒪᑕ. ᐊᒻᒪ ᐱᕐᔪᐊᖑᔪᖅ ᑕᓐᓇ 

ᐊᑕᐅᓯᖅ ᑐᓴᖃᑦᑕᕐᓂᐊᖅᑐᑦ ᑕᐃᒃᑯᐊ 

ᐃᓄᓕᕆᔨᓕᐊᖃᑦᑕᖅᑐᑦ ᐃᓛᓐᓂᒃᑯᑦ ᓄᒫᓇᓛᑦᑎᐊᕐᒥᑦ 

ᐅᓪᓗᐃᑦ ᑕᑯᓪᓗᒋᑦ ᐊᑐᓲᖑᒻᒪᑕ ᑕᒪᒃᑯᓂᖓ 

ᐱᓕᕆᐊᖃᖃᑦᑕᖅᑐᒍᑦ ᐊᒻᒪ ᐃᑲᔪᖅᑕᐅᔭᕆᐊᖃᕐᖢᑎᒃ 

ᑕᐃᒃᓱᒧᖓ ᑎᑎᕋᕐᕕᒻᒧᑦ ᐊᓯᔾᔨᕐᓂᖅᑕᖃᖁᓪᓗᒋᑦ. 

ᐊᒃᓱᐊᓗᒃ ᑕᒪᓐᓇ ᐱᕐᔪᐊᖑᔪᖅ ᑐᓴᖅᑕᐅᖃᑦᑕᕐᓗᑎᒃ.  

 

ᐊᒻᒪ ᑕᐃᓐᓇ ᑎᑎᕋᕐᕕᒃ ᐅᓂᒃᑳᓂᒃ ᐊᑯᓚᐃᑦᑐᒃᑯᑦ 

ᓴᖅᑭᖅᑎᑦᑎᖃᑦᑕᖅᓯᒪᔪᑦ, ᑕᐃᒃᑯᐊᓗ ᓄᐊᓯᒪᔭᖏᑦ, 

ᑐᓴᖅᓯᒪᔭᖏᑦ, ᑕᐃᒃᑯᐊᖑᖃᑦᑕᕐᒪᑕ 

ᐅᓂᒃᑲᐅᓯᕆᔭᐅᖃᑦᑕᕐᖢᑎᒃ ᑎᑎᖅᑲᑎᒍᑦ 

ᐱᕐᔪᐊᒻᒪᕆᐊᓘᓂᐊᖅᑐᑦ ᑕᐃᒃᑯᐊ ᖃᕋᓴᐅᔭᒃᑯᑦ 

ᐃᓕᐅᖅᑲᖅᑕᐅᕙᓪᓕᐊᔪᓄᑦ ᑲᑎᖅᓱᖅᑕᐅᔪᓐᓇᖅᑐᑦ 

ᑕᐃᒃᑯᐊ ᐃᖅᑲᓇᔭᖅᑎᑕᐅᓂᖏᑦ. 

ᐱᕐᔪᐊᒻᒪᕆᐊᓘᖃᑦᑕᖅᑐᑦ ᑕᐃᒃᑯᐊ.  

 

ᖁᔭᓐᓇᒦᕈᒪᓪᓗᓯ ᐃᓘᓐᓇᓯ, 

ᐊᐱᕆᖃᑦᑕᖅᓯᒪᔭᐃᓐᓇᕆᒐᑦᓯᐅᒃ ᐊᒻᒪ ᖁᔭᓐᓇᒦᕐᖢᖓ 

ᐃᓘᓐᓇᖏᓐᓂᒃ ᑭᐅᖃᑦᑕᖅᑲᐅᔪᓂᒃ ᑕᒪᑐᒪᓂ 

ᐊᐅᓚᔾᔭᐃᔾᔪᑎ ᐸᕐᓇᐃᑏᑦ ᒥᒃᓵᓄᑦ. ᐅᐱᒋᑦᑎᐊᕐᐸᒃᑲ 

ᑕᐃᒃᑐᐊ ᐃᖅᑲᓇᐃᔮᖃᖅᑐᑦ ᑕᒪᑐᒥᖓ. ᐊᓯᔾᔨᕐᓂᕐᒥᒃ 

ᑕᐃᒪ ᑕᑯᔪᒪᓕᕐᐳᒍᑦ, ᐊᓯᔾᔨᕆᐊᓖᓪᓗ ᐊᓯᔾᔨᖅᑕᐅᓗᑎᒃ. 

ᖁᔭᓐᓇᒦ ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᒥᔅ ᕗᕉᑦᑕ. ᐊᑎᖅ 

ᑖᓐᓇ ᑭᖑᓪᓕᖅᐹᖅ ᐅᐸᓚᐅᙱᓐᓂᕐᓂ ᐊᓯᐊᓂᑦᑕᐅᖅ 

ᐱᑕᖃᕐᒥᔪᖅ.  

 

ᐃᖅᑲᓇᐃᔭᖅᑏᑦ ᐃᓪᓗᖏᓐᓂᑦ ᐅᓪᓗᓂᒃ ᐅᓄᖅᑐᓂᒃ 

ᐅᖃᐅᓯᕆᓯᒪᒐᑦᑎᒃᑯᑦ ᐊᕌᒍᒐᓴᐅᓕᖅᑐᑦ ᐃᖅᑲᓇᐃᔭᖅᑏᑦ 

ᐃᓪᓗᖏᑦ ᑕᒪᒃᑯᐊ ᐊᑯᓂ ᐱᓕᕆᐊᕆᔭᐅᓕᕐᒪᑕ. 

ᑭᓇᒃᑯᓪᓘᓐᓃᑦ ᐊᐅᓚᑕᐅᓕᕐᒪᖔᑦ ᓇᓗᓕᕐᖢᖓ 

ᑎᒍᒥᐊᖅᑕᐅᔪᒪᙱᒻᒪᑦ, ᑭᓯᐊᓂ ᐃᒡᓗᓕᕆᔨᕐᔪᐊᒃᑯᑦ 

ᐊᒻᒪᓗ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ ᑕᒪᒃᑯᓂᖓ 

ᐱᓕᕆᖃᑦᑕᖅᑐᑦ. ᖃᖓ ᑕᐃᒪ ᑐᓴᖅᑎᑕᐅᓛᕐᐱᑕ 

ᐱᕙᓪᓕᐊᓂᖏᑦ? ᐅᖃᖅᑐᖃᖃᑦᑕᖅᑑᒐᓗᐊᖅ “ᐄ ᑖᒃᑯᐊ 

ᐅᖃᐅᓯᕆᔭᕗᑦ”. ᓯᕗᒧᐊᑉᐸᓪᓕᐊᖅᑰᔨᔪᓐᓃᕐᒪᑦ. ᒥᔅ ᐸᐅᕗ. 
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well. I would like to get to a place where we 

can measure the efficacy of all of our programs, 

and that’s why the vision for having evaluation 

individuals on staff would not only support 

identifying where there are strengths and 

weaknesses in the program delivery of the other 

divisions, but would in the longer-term sense 

conduct the assessments with respect to the 

strategic action plan and the work of Family 

Wellness. Thank you, Mr. Chair. 

 

Chairman: Thank you. I would like to take a 

moment to recognize. I always appreciate when 

members of the public come in and show 

interest in the proceedings in the House here 

today. I notice we have a few more people here 

other than Dr. Healey, who was already 

recognized earlier. I would like to welcome you 

into the Legislative Assembly here in Nunavut, 

and I hope you enjoy your visit. Ms. Brewster. 

 

Ms. Brewster: Thank you. I think it’s going to 

take me a few minutes of compartmentalize 

that and try to figure out what was just said, but 

I’ll move on. 

 

We know that one of the goals is to update 

standards of practice and create training 

sessions, and one of the things that I’m a little 

bit concerned about is how can the department 

establish standards when they have not 

established a comprehensive delivery model 

because standards ensure how service is 

delivered. Can I hear from the deputy minister 

about that, please. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. The 

service delivery model has been completed and 

its sort of framework has been shared for the 

Representative For Children and Youth. 

Standards are simultaneously being developed. 

I would like to ask, through you, Mr. Chair, 

that Mr. O’Donnell could provide some more 

ᐸᐅᕗ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᐊᑐᐊᒐᓕᐅᕐᐸᓪᓕᐊᔪᒍᑦ  ᑭᓯᐊᓂ ᑖᓐᓇ ᐃᓛᒃ 

ᐊᖏᔫᒐᓗᐊᖅᑎᓪᓗᒍᑦ ᐃᓱᒫᓘᑎᒐ. ᑕᐃᒃᑯᐊ 

ᐃᖅᑲᓇᐃᔭᖅᑎᓄᑦ ᐃᒡᓗᑦ ᕿᒥᕐᕈᓇᖕᓂᒡᓗ ᖃᓄᖅ 

ᐃᓐᓄᒃᑕᐅᖃᑦᑕᕐᒪᖔᑦ ᑕᐃᒃᑯᐊ ᓄᓇᓖᑦ ᓱᕐᓗ 

ᐅᑦᑑᑎᒋᓗᒍ ᐃᖃᓗᐃᑦ ᐊᒻᒪᓗ ᐊᐅᓱᐃᑦᑐᖅ 

ᑕᐃᒫᑐᐃᓐᓇᖅ ᐊᔾᔨᒌᓂᒃ ᐃᒡᓗᑖᖅᑎᑦᑎᖃᑦᑕᖅᑐᒍᑦ 

ᓯᕗᒧᐊᖅᐸᓪᓕᐊᔪᓐᓇᖁᓪᓗᒍᑦ ᑕᐃᒪᓐᓇ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᐃᒡᓗᓕᕆᔨᒡᔪᐊᒃᑯᑦ 

ᐊᐱᕆᔪᒪᓕᖅᖢᒋᑦ ᒥᔅᑕ ᐸᐅᒃ ᖃᓄᖅ ᐃᓱᒪᒋᔭᖃᕐᒪᖔᑦ 

ᐃᒡᓗᓕᕆᔨᕐᔪᐊᒃᑯᑦ ᕿᒥᕐᕈᓇᖃᑕᐅᖕᒪᑕ ᐊᒻᒪᓗ 

ᐱᐅᓯᒋᐊᕈᑎᓂᒃ ᑕᒪᒃᑯᓂᖓ ᐱᓕᕆᐊᖃᕐᓂᖏᑦ ᖃᓄᖅ 

ᐊᑯᓚᐃᑦᑐᒃᑯᑦ ᐅᖃᓪᓚᖃᑎᒋᖃᑦᑕᖅᐱᓯ 

ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᔨᒃᑯᑦ.  

 

ᐊᕐᕌᒍᒐᓴᖕᓄᑦ ᑕᒪᓐᓇ ᐱᓕᕆᐊᕆᔭᐅᓯᒪᓕᕐᒪᑦ 

ᑖᒃᑯᓇᖓᓪᓗ ᒐᕙᒪᒃᑯᓐᓂ ᐸᕐᓇᐅᑎᓂᒃ ᑕᑯᔪᒪᔪᒍᑦ 

ᐊᓯᑦᑎᓐᓄᑦ ᒐᕙᒪᐅᓂᐊᕐᑐᓄᑦ ᑕᐃᒃᑯᓄᖓ 

ᑎᒍᔭᐅᓂᐊᕐᒥᖕᒪᑦ. ᒥᔅᑕ ᑲᓛᒃ.  

 

ᑲᓛᒃ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᖃᓄᖅ 

ᐊᑯᓚᐃᑦᑐᒃᑰᕐᒪᖔᑦ ᓇᓗᓪᓗᖓ ᑕᐃᒃᑯᐊ ᑖᒃᑯᓄᖔᖅᑐᑦ 

ᐱᒍᒃᑭᑦ ᐃᒃᓯᕙᐅᑕᕐᒧᐊᓛᖅᐸᒃᑲᑦ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᑕᕝᕗᖓ 

ᑕᖅᑭᐅᓂᐊᖅᑐᒥᒃ ᑖᒃᑯᐊ ᐅᖃᐅᓯᕆᖃᑦᑕᕐᓂᐊᕐᒥᔭᕗᑦ 

ᑲᑎᒪᕐᔪᐊᓕᕈᑦᑕ ᐊᑐᐊᒐᓪᓗ ᑕᐃᓐᓇᐅᓕᖅᐸᑦ 

ᐱᔭᕇᖅᑕᐅᓯᒪᓂᐊᖅᑐᒃᓴᐅᕗᖅ ᒥᓂᔅᑕᐅᓪᓗ 

ᓂᓪᓕᐅᑎᒋᔪᓐᓇᕐᓂᐊᖅᖢᓂᐅᒃ.  

 

ᖁᔭᓐᓇᒦᖅᖢᒋᑦ ᐃᓘᓐᓇᖏᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᑦ ᐃᓛᒃ 

ᑕᕝᕙᓃᖅᑲᐅᔪᑦ ᐅᖃᐅᓯᕇᖃᖃᑦᑕᖅᓯᒪᒐᑦᑕ 

ᐱᔭᕐᓂᖏᑦᑐᓂᒃ. ᒥᔅ ᕿᓕᖅᑎ ᑖᓐᓇᖃᐃ 

ᐊᐱᖅᑯᑎᒃᓴᖃᒃᑲᓐᓂᖅᐸ? ᖁᔭᓐᓇᒦᒃ. 

 

ᕿᓕᖅᑎ: ᖁᔭᓐᓇᒦᒃ ᐃᒃᓯᕙᐅᑖᖅ, ᑖᒃᑯᐊ 

ᒪᓕᑐᐃᓐᓇᕐᓗᒋᑦ ᓄᖅᑲᐅᓯᕈᓯᖅᐸᓪᓕᐊᖅᑰᓕᖅᑐᑕᒎᒐᑦᑕ 

ᐊᐱᖅᑯᑎᒋᖅᑲᐅᔭᖓ ᒪᓕᒐᓕᐅᖅᑎᐅᖃᑎᒪ 

ᑕᕝᕗᖓᖔᕐᓕ ᑐᕌᖅᑐᒥᒃ ᐊᐱᕆᔪᒪᓪᓗᖓ 

ᐃᓄᓕᕆᔨᒃᑯᓐᓄᒃ ᑕᕝᕙᓂ ᐅᖃᖅᓯᒪᓂᖓ  

 

(ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) ᓈᓴᐅᑎᓕᒃ 28−ᒥᒃ ᑖᒃᑯᐊ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᒃ ᐅᓂᒃᑳᖏᑦ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ 

ᐃᓱᓕᑦᑎᓚᐅᖅᑐᑦ ᑖᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᑦ 

ᐱᕙᓪᓕᐊᓯᒪᖏᑦᑐᑦ ᑕᒪᒃᑯᐊ ᐱᔨᑦᑎᕈᑏᑦ 

ᐱᐅᓯᒋᐊᒃᑲᓐᓂᖁᓪᓗᒋᑦ ᑕᒪᒃᑯᐊ ᓱᕈᓯᑯᓗᐃᑦ ᒪᒃᑯᒃᑐᓪᓗ 
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details for the benefit of this committee, 

Mr. Chair. Thank you. 

 

Chairman: Thank you. Please proceed, Mr. 

O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and I 

thank the member for the question. 

 

I think it has established that the historical 

context of our training and development and 

some of the standards that need to be improved 

have been a long time coming, and that’s our 

focus and that has been our focus at this stage. 

Of course it would have been beneficial many, 

many years ago to have a service delivery 

model and a pathway and a flow chart 

developed and established, and that that could 

be utilized as a foundation for establishing the 

standards of practice and standards in how 

everything else flows through the department 

from referral right through to closing a case. 

Unfortunately it wasn’t established in earlier 

years, and as we move through the standards 

and the development of these new standards, 

we are looking at and utilizing the service 

delivery model pathway to ensure that they do 

align, and more importantly, ensuring that our 

training and development align with that as 

well, and having individuals working on that 

simultaneously, together, to ensure that those 

all work together as they move forward. Thank 

you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: I’m a little bit confused because 

I feel like at some point during our discussions 

with the Representative For Children and 

Youth there was discussion about a service 

delivery model, the creation of that. Can I know 

whether that was shared with the 

Representative For Children and Youth? Thank 

you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

ᐃᓚᔨᐊᕇᓪᓗ ᓴᐳᒻᒥᐅᓯᖅᑕᐅᓯᒪᖃᑦᑕᕈᓐᓇᕐᓂᐊᕐᒪᑕ 

ᐃᑲᔪᓱᖅᑕᐅᓗᑎᒡᓗ ᐅᓇ ᐊᐱᖅᑯᑎᒐ ᖃᓄᐃᑦᑐᓂᒃ 

ᓇᓗᓇᐃᖅᓯᔨᐅᔪᓐᓇᖅᐱᑕ ᑭᖑᓪᓕᕐᒥᒃ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑕᐅᒃᑲᓐᓂᓕᖅᐸᑦ ᑖᒃᑯᐊ ᐱᔨᑦᑎᕈᑏᑦ. 

(ᑐᓵᔨᑎᒎᕈᓐᓃᖅᑐᖅ) ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ  

 

ᐃᐅᓪᔅᕗᑦ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ ᐊᒻᒪᓗ 

ᖁᔭᓐᓇᒦᒃ ᑖᓐᓇ ᐊᐱᖅᑯᑎᒋᒐᖕᓂᒃ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᓐᓇ ᐅᐊᑦᑎᐊᓵᖅ 

ᓂᓪᓕᐅᑎᖃᖅᑲᐅᒻᒪᑦ ᒪᑯᓂᖓ ᐆᑦᑐᕋᐅᑕᐅᔪᓐᓇᖅᑐᓂᒃ 

ᑕᑯᓂᐊᕈᑦᑕ ᒫᓐᓇ ᐃᖅᑲᓇᐃᔭᖃᑎᖃᖅᑐᒍᑦ ᐊᒃᓱᕉᓴᒃᖢᑕ 

ᐊᒻᒪᓗ ᑕᐃᒃᑯᐊ ᓴᖅᑭᒃᐸᓪᓕᐊᔪᑦ ᑕᑯᔪᒥᓇᕐᓂᐊᕐᒪᑕ 

ᑕᐃᒃᑯᐊ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᒃ ᐃᑲᔪᖅᑕᐅᔭᖅᑐᖃᑦᑕᖅᑐᑦ 

ᐱᓪᓗᒋᑦ.  

 

ᐄᒃ, ᑖᒃᑯᐊ ᐱᓕᕆᐊᒃᓴᐃᑦ ᐊᒃᓱᐊᓗᒃ ᐱᕐᔪᐊᖑᔪᑦ ᐊᒻᒪᓗ 

ᐊᖏᖅᓯᒪᑦᑎᐊᖅᑐᖓ ᑭᓱᓂᒃ ᐱᐅᒃᑲᓐᓂᖅᑐᓂᒃ 

ᓴᖅᑭᑦᑐᖃᕐᓂᐊᕐᒪᑦ ᐊᒻᒪ ᑕᕝᕙᓂ ᐃᒃᓯᕚᖅᑐᐃᓐᓇᐅᔪᒍᑦ 

ᑕᐃᒪᓐᓇ ᐊᖅᑭᒃᓯᒪᔪᒍᑦ ᐃᓱᒪᒋᔭᖃᖅᑐᒍᑦ 

ᐅᓗᕆᐊᓇᖅᑐᒦᑦᑐᒍᑦ ᓯᕗᒧᐊᖅᐸᓪᓕᐊᓂᖅᐳᑦ 

ᓱᒃᑲᐃᓗᐊᕐᒪᑦ ᓵᓯᓂᒃ ᓯᑎᐱᕆᒥᒃ ᑕᒪᒃᑯᐊᓕᒫᕌᓗᐃᑦ 

ᒥᓂᔅᑕᒧᑦ ᑐᖏᓕᕆᔭᐅᓪᓗᖓ ᑕᒪᒃᑯᐊᓕᒫᑦ 

ᐱᓕᕆᔪᓐᓇᕐᓂᐊᕋᓱᒋᓚᐅᕋᒃᑭᑦ ᑭᓯᐊᓂᒃ ᐊᒃᓱᕉᓴᒃᑐᒍᑦ 

ᑐᐊᕕᕋᓱᒃᑐᒍᑦ ᐱᕙᓪᓕᐊᓇᓱᒃᑐᒍᓪᓗ ᐊᒻᒪᓗ ᒪᑯᓂᖓ 

ᓴᖅᑭᒃᐸᓪᓕᐊᔪᓂᒃ ᖃᐅᔨᒪᓪᓗᖓ ᐊᓯᔾᔨᖅᓯᒪᓂᕐᓂᒃ 

ᑕᑯᓯᒪᔪᖓ ᑕᐃᒪᙵᓂᒃ ᑕᕝᕗᖓ ᐃᖏᓚᐅᖅᓯᒪᒐᒪ 

ᐱᓗᐊᕐᓗᒋᑦ ᓵᓐᓂ ᐃᓛ ᐅᕙᓂ ᐃᒃᓯᕚᖃᑎᒋᔭᒃᑲ 

ᐊᒃᓱᕈᕐᖢᑎᒃ ᐱᓕᕆᓇᓱᒻᒪᑕ ᐊᓯᔾᔨᕐᐸᓪᓕᐊᓂᕐᒥ 

ᑕᑯᖁᓪᓗᓯ ᑭᖑᓪᓕᕐᒥ ᕿᒥᕐᕈᓇᖅᑕᐅᓕᕐᐸᑦ 

ᑕᐃᒪᐅᓛᖅᑐᖅ. ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᕿᓕᖅᑎ. 

 

ᕿᓕᖅᑎ (ᑐᓵᔨᑎᒎᙱᑦᑐᖅ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᑖᓐᓇᓗ ᓂᓪᓕᕈᑎᒋᔭᐃᑦ ᑖᓐᓇ ᐅᑉᐱᕆᑦᑎᐊᕐᓂᐊᕋᑦᑎᒍ 

ᖃᐅᔨᒪᓂᐊᖅᑯᑎᑦ, ᑐᓴᕈᒥᓇᑦᑎᐊᖅᑐᒥᒃ ᐅᖃᕋᕕᑦ 

ᐅᑉᐱᕆᓂᐊᖅᑐᑎᒍᓗ.  

 

ᑕᓐᓇ ᓇᓗᓇᐃᕈᑎᒋᔭᐃᑦ ᐱᒡᒐᓇᙵᓪᓗᓂᐅᓯᒪᒻᒪᑦ, 

ᐱᒡᒐᓇᖅᑐᒃᑰᓯᒪᓃᑦ ᑕᐃᒪᐃᑦᑑᓯᒪᔪᓯ ᓇᓗᓇᙵᒻᒪᑦ. 

ᖁᔭᓐᓇᒦᕈᔾᔨᑐᐃᓐᓇᕐᒥᔪᖓᑦᑕᐅᖅ ᑭᒡᒐᑐᖅᑕᕐᓂᑦ 

ᓄᓇᕘᒻᒥᐅᖑᖃᑎᓐᓂᓪᓗ ᐊᑏ ᑖᓐᓇ ᑕᐃᒃᑯᐊᓗ 

ᐊᐱᖅᓲᑏᒋᖃᑦᑕᖅᑐᑦ ᐅᖃᐅᓯᕆᖃᑦᑕᖅᑕᕗᑦ ᐃᒃᐸᔅᓴᓂ 

ᐃᒫᓪᓚᕆ ᑖᒃᑯᐊ ᓱᓕᔪᕈᖅᑎᕐᓂᐊᖅᑲᕗᑦ ᑕᕝᕙᓂ 

ᒪᓕᒐᓕᐅᕐᕕᒻᒥ ᓄᓇᕘᒥ ᓱᓕᔪᕈᖅᑎᓪᓚᕆᓪᓗᑎᒍ 
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Mr. Ellsworth: I would like to say, Mr. Chair, 

it was shared early in the new year. We had a 

proactive meeting right before the end of the 

calendar year with the representative’s office 

wherein she requested it, and we shared it for 

feedback. It’s not clear if we’ve received that 

feedback yet. Certainly we can commit to 

getting that information for the committee 

following the conclusion of these proceedings. 

Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: What sort of feedback did the 

Representative For Children and Youth give on 

that service delivery manual? Thank you, Mr. 

Chair. 

 

Chairman: The deputy minister just said they 

are not aware of a response being received yet. 

Ms. Brewster. 

 

Ms. Brewster: Sorry, I had fallen back into that 

where I’m writing my next question while I’m 

listening. 

 

I would be surprised to hear that feedback 

wasn’t received. Without knowing that for sure, 

I guess I will move on to the question of how 

much training has been done on the service 

delivery model to date. One of the highlighted 

questions I have here that I wrote for myself is 

how can you implement change if you have not 

articulated your service delivery model and 

standards that support it. 

 

I’m just really not sure about how far along the 

department is in implementing all of these 

changes. I don’t know, for example, what 

percentage of standards and procedures have 

been created in relation to that service delivery 

model, and it’s really hard to kind of wrap my 

head around how much progress is being made 

and where we should be concerned about, or 

ᐆᒻᒪᕆᑑᓗᑎᒃ ᑕᑯᔪᒪᓂᐊᕋᑦᑎᒍ, ᐆᒻᒪᕈᖅᐸᓪᓕᐊᔪᑎᑐ 

ᑕᐃᒪᐃᑦᑑᓂᖓ ᑐᓵᖃᑦᑕᖅᑐᓂ ᒫᓐᓇ ᐅᔾᔨᓇᑦᑎᐊᕐᒪᑦ 

ᐅᐱᒋᑦᑎᐊᖅᑲᔅᓯ ᖁᔭᓐᓇᒦᖅᑐᓯᓗ.  

 

ᐊᒻᒪᓗᑦᑕᐅᖅ (ᑐᓵᔨᑎᒎᓕᖅᑐᖅ) ᓅᒋᐊᕈᒪᔪᖓ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᒧᑦ ᐊᓪᓚᕝᕕᓯ 2023−ᒥ 

ᐅᓂᒃᑳᓕᐊᕆᔪᔭᓯᓐᓂ ᐅᖃᐅᓯᖃᔪᒐᔅᓯ ᓇᑭᑦ 

ᐱᒋᐊᖅᓯᒪᖃᑦᑕᕐᒪᖔᑕ ᐊᑲᐅᙱᓕᐅᕈᑏᑦ ᐊᒻᒪ 

ᐃᓄᓕᕆᔨᒃᑯᓪᓗ ᐱᓕᕆᐊᕆᒋᐊᓕᖏᓐᓂ 

ᐱᓕᐊᖃᕈᓐᓇᕐᓂᖏᒻᒪᑕ, ᑕᐃᒃᑯᓂᖓᐃᓛᒃ 

ᐱᓚᕿᔾᔪᑕᐅᖃᑦᑕᖅᑐᓂᒃ. ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᕕᕈᓘᔭᖏᑦ 

ᑲᑐᔾᔨᓗᑎᒃ ᐱᓕᕆᐊᖃᕆᐊᖃᕐᖓᑕ, ᐊᒻᒪ ᑭᖑᓪᓕᕐᒥ 

ᖃᐅᔨᓴᓕᕐᒥᒍᔅᓯ ᐃᓄᓕᕆᔨᒃᑯᓐᓂᑦ ᓄᓇᕘᒥ 

ᑭᒥᕐᕈᐊᓛᖅᑮᑦ ᒐᕙᒪᒃᑯᑦ ᐃᓗᐊᓂ ᐱᓕᕆᕕᖏᑦ 

ᑲᑐᔾᔨᖃᑎᒌᒻᒪᖔᑕ? ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅ ᕿᓕᖅᑎ. ᒥᔅᑕ 

ᒪᑭᐊᓐᓯ. ᒪᒥᐊᓇᖅ, ᒥᔅᑕ ᕼᐊᐃᔅ−ᖔᖅ.  

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᒪᒥᐊᓇᖅ, ᐃᒃᓯᕙᐅᑖ. ᒥᔅᑕ ᒪᑭᓐᔨᒧᑦ 

ᑎᒃᑯᐊᑲᐃᓐᓇᕋᑖᕋᒪ. ᑭᖑᓪᓕᕐᐹᒥ 

ᐅᖃᖅᑎᒐᓱᕋᑖᒋᑦᑕᕋᓗᐊᕋ. ᑭᐅᔾᔪᑎᖓ ᑭᐅᔾᔪᑎᕘᑦ 

ᖃᐅᔨᓴᒃᑲᓐᓂᓛᖅᑐᒍᑦ ᐃᖅᑲᓇᐃᔭᖅᑐᓕᕆᓂᖅ 

ᑕᑯᓐᓈᕆᐊᕐᓗᒍ, ᐃᖅᑲᓇᐃᔭᖅᑏᓪᓗ ᐊᖏᕐᕋᔅᓴᖏᑦ, 

ᐊᒻᒪᓗᑦᑕᐅᖅ ᐊᓪᓚᕝᕕᖃᕆᐊᖃᕐᓂᖏᑦᑕᐅᖅ, ᐊᒻᒪ 

ᔮᓐᓄᐊᓕᒥ ᐊᑐᓕᖅᑎᑕᐅᔪᖃᓛᕐᒥᒻᒪᑦ ᐊᖏᖃᑎᒌᒍᑏᑦ 

ᖃᓄ ᑲᒪᒋᔭᐅᖃᑦᑕᓂᐊᕐᒪᖔᑕ ᓱᕈᓰᑦ 

ᐋᓐᓂᖅᑕᐅᖃᑦᑕᖅᑐᐃᑦ. ᖁᑦᑎᓂᕐᐹᑐᐊᖑᙱᑦᑐᓂᒃ 

ᐊᐅᓚᑦᑎᔨᐅᔪᓂᒃ, ᓄᓇᓕᓐᓂᓗᑦᑕᐅᖅ, ᓄᓇᕗᑦ 

ᐊᕕᑦᑐᕐᓯᒪᓂᖏᓐᓂᓗ ᖃᐅᔨᓴᕆᐊᕋᔭᕐᒥᒐᑦᑕ. 

ᖃᐅᔨᒐᓱᓪᓗᑕ ᓇᑭᑦ ᐱᒋᐊᕐᕕᖃᕐᐸᒻᒪᖔᑕ 

ᐊᑲᐅᙱᓕᐅᕈᑎᐅᖃᑦᑕᖅᑐᐃᑦ ᐃᓄᓕᕆᓂᕐᒥᒃ. 

ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᒥᔅ ᑭᓕᖅᑎ.  

 

ᕿᓕᖅᑎ (ᑐᓵᔨᑎᒎᙱᑦᑐᖅ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᖁᔭᓐᓇᒦᓪᓗ ᑖᓐᓇ ᑭᐅᔾᔪᑎᒋᔭᐃᑦ.  

 

(ᑐᓵᔨᑎᒍᑦ) ᑭᖑᓪᓕᕐᐹᖅ ᐊᐱᖅᑯᑎᒋᓂᐊᓕᖅᑕᕋ, 

ᐅᓂᒃᑳᓕᐊᔅᓯᓐᓂ ᓯᕗᓪᓕᕐᐹᖓ ᑎᑎᕋᖅᓯᒪᔪᖅ 

ᐅᖃᖅᓯᒪᒻᒪᑦ 2025−ᒥᒎᖅ ᐅᓂᒃᑳᓕᐊᒥᓂᖅ, 

ᖃᐅᔨᓴᕆᐊᕐᓂᕆᖃᑦᑕᓂᐊᕐᑕᑎᓐᓄᑦ 

ᐱᒋᐊᕈᑎᒋᑐᐃᓐᓇᕆᒐᑦᑎᒍ 

ᖃᐅᔨᓴᓕᖅᑭᑦᑖᖃᑦᑕᕐᓂᐊᕋᑦᑕ. ᖃᖓᓕ ᑕᐃᒪ ᑭᖑᓪᓕᕐᒥ 

ᓄᓇᕘᒥᐅᑦ ᖃᓄᐃᓕᖓᓕᕐᒪᖔᑕ ᐅᓂᒃᑳᓂᒃ 
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where we should be giving constructive 

feedback. Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, I would tend to share the concerns of the 

member. I think it’s important to recognize that 

the standards of practice are in many ways 

living documents. As best practices and trends 

change, so do the standards of practice. 

 

I mentioned in my opening submissions, I 

believe, Mr. Chair, that 12 practice standards 

have been implemented. Let me just back up a 

bit. There were already standards of practice in 

place, but they needed to be updated, and so 

that was one of the issues that we identified 

together with our colleagues. 

 

So we have 12 practice standards that have 

been implemented, 70, seven zero, that are 

making their way through the review 

committee. And as I mentioned, again I’ll say it 

these are living documents. So as the climate 

changes, and I don’t mean the weather, but the 

climate of service delivery changes, so there 

will also be the necessity to review and revise 

standards as the practice of social work evolves 

and as we work our way through the service 

delivery. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: We have been talking about so 

much. One of the things that we’re focused on 

is Matrix and training and implementation of 

the use of Matrix. I wonder about the efficacy 

of introducing a program in the absence of 

completely updated service delivery models 

and standards and procedures. I’m looking to 

the OAG representatives, and I would like to 

just have some thoughts on that. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

ᓴᖅᑭᖅᓯᒍᓐᓇᓛᖅᑭᒃ ᐱᓪᓗᒋᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ? ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᐃᓚᖓ 

ᐅᖃᐅᓯᕆᕋᑖᕐᒥᔭᕋᓗᐊᖓ ᐅᖃᐅᓯᕆᒃᑲᓂᕈᒪᕖᑦ? 

(ᑐᓵᔨᑎᒎᙱᑦᑐᖅ) ᒥᔅᑕ ᕼᐊᐃᔅ. 

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. ᐄᓛᒃ 

ᐸᕐᓇᐅᑎᖃᖅᑐᒍᑦ, ᐸᕐᓇᐅᑎᖃᓚᐅᖅᑐᒍᑦ ᑭᖑᓪᓕᕐᐹᒥ 

ᑕᒻᒪᑎᓯᒪᔪᖅᓯᐅᖅᑎᕗᑦ ᐅᓂᒃᑳᓕᐊᒥᓃᑦ ᑐᓂᓛᕐᓗᑎᒍ 

2026 ᐃᓱᐊᓂ, 2027−ᓪᓘᓐᓃᑦ ᐱᒋᐊᙵᕐᓂᖓᓂ. 

ᐃᑉᐸᓴᕐᓗ ᑲᑎᒪᔨ ᐅᖃᐅᓯᖃᓚᐅᕐᖓᑦ ᐱᒻᒪᕆᐅᓂᖓᓂ. 

ᐱᓴᕋᐃᒃᑲᓐᓂᖅᓴᐅᖃᑦᑕᕈᑦᑕ ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᒃ 

ᐱᐅᓂᖅᓴᐅᒻᒪᑦ, ᑭᖑᓪᓕᕐᒥ ᒪᓕᒐᓕᐅᕐᕕᐅᓛᖅᑐᖅ 

ᑲᔪᓯᒋᐊᕈᓐᓇᓛᕐᖓᑦ.  

 

ᖃᐅᔨᒋᐊᕆᐊᖃᕐᓂᐊᖅᑐᒍᑦ ᑭᓱᒃᑲᓐᓂᕐᓂᒃ 

ᓴᖅᑭᒃᓯᒍᓐᓇᓛᕐᒪᖔᑦᑕ ᐊᒻᒪ 2027-ᖃᐃ 

ᐱᒋᐊᖏᓐᓂᖓᓂᒃ ᐅᕝᕙᓘᓐᓃᑦ 2026 ᑭᖑᓪᓕᖅᐹᖓᓂ.  

 

ᐅᐊᑦᑎᐊᕉᓂᖅᐹᖑᓗᒍᑦ ᓴᖅᑭᕋᔭᒃᑕᕗᑦ ᐅᓂᒃᑳᓕᐊᕗᑦ 

ᐊᒻᒪᑦᑕᐅᖅ ᐊᓂᒍᖅᓯᒪᓕᕐᖓᑕ 2023−ᒥᒃ 

ᐅᓂᒃᑳᓕᐅᓚᐅᖅᓯᒪᑎᓪᓗᑕ ᑕᒪᒃᑯᐊ ᑐᙵᕕᕈᓘᔭᖏᑦ 

ᕿᒥᕐᕈᐊᔪᔭᕗᑦ ᐅᓂᒃᑳᓕᐅᕐᓂᐊᕐᑐᑕ ᓂᕆᐅᒃᑐᒍᑦ 

ᐅᑎᕋᔭᖕᓂᐊᖅᑐᒋᓪᓗᑕ 

ᐱᕙᓪᓕᐊᓚᕆᒃᑐᖃᖅᓯᒪᒐᓗᐊᕐᒪᖔᑦ ᖃᐅᔨᓴᕆᐊᕐᓗᑕ.  

 

ᑕᐃᒪᐃᓕᔪᖓ ᐊᖅᑭᒋᐊᕆᔪᓃᒃ ᑕᑯᓛᕐᒪᖔᑦᑕ ᓱᕈᓯᕐᓂᒃ 

ᐃᓚᒌᓄᓪᓗᒃ ᐱᔨᑦᑎᕋᐅᑎᐅᔪᓂᒃ ᓄᓇᕗᒻᒥᒃ ᑕᑯᕕᑖ. 

ᐃᓄᓕᕆᔨᒃᑯᑦ ᒫᓐᓇ ᐱᓕᕆᐊᕆᒋᐊᖅᓯᒪᔭᖏᓐᓂᒃ 

ᐱᕙᓪᓕᐊᑎᑦᑎᑕᐅᓛᖅᑐᓂᒃ ᐊᒻᒪ 

ᐱᕙᓪᓕᐊᓪᓚᕆᓐᓂᕐᒪᖔᑕ ᖃᐅᔨᓴᕋᔭᖅᑐᒍᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᕐᓚᕆᖏᓪᓗᑕ ᐱᔭᕇᖅᑕᐅᓯᒪᒐᓗᐊᕐᒪᖔᑕ 

ᖃᐅᔨᓴᕐᓂᖅᓴᐅᒐᔭᖅᑐᒍᑦ ᑕᒪᒃᑯᐊ 

ᑐᙵᕕᓕᐅᖅᑕᐅᓯᒪᔪᐃᓂᓛᑦ, ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ ᐅᖃᖅᑲᐅᒻᒥᒐᒪᑦ 

ᑕᐃᒪᒃ ᖁᔭᒋᔭᒃᑲᑦ ᐊᐱᖅᓱᖃᑦᑕᖅᑲᐅᔪᐃᑦ ᐊᒥᓱᐊᓗᖕᓂᑦ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᔅᓴᓂᑦ ᐅᖃᐅᓯᖃᕋᑖᖅᐳᒍᑦ ᒥᔅᑕ ᕼᐊᐃᔅ 

ᐃᓚᒋᐊᖅᓯᒃᑲᓐᓂᕈᒪᕖᑦ? 

 

ᕼᐊᐃᔅ (ᑐᓴᔩᑎᒍᑦ): ᒫᓐᓇ ᑭᖑᓪᓕᖅᐹᒥᒃ ᓂᓪᓕᓕᕐᓚᖔᑦ. 

ᓇᒻᒪᓈᓕᖅᑳᑦ ᐊᒃᑲ ᓱᓖᒃ.  

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓴᔩᑎᒍᑦ): ᒫᓐᓇ ᒪᑐᓯᕙᓪᓕᐊᒍᑎᓂᒃ 

ᐅᖃᙳᓱᓕᕋᑦᑕ ᓯᕗᓪᓕᖅᐹᖑᓗᖓ.  
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Mr. Hayes: Thank you, Mr. Chair. I guess my 

thought is that the timing of the introduction of 

Matrix is appropriate. Even though there are 

some standards that are being reviewed and 

many more that need to be reviewed, in some 

respects, I would say that the information that 

could be gathered from Matrix and the 

implementation of Matrix in a rigorous and 

complete way should inform the way that those 

standards are revised. 

 

One could look at it as a chicken and the egg 

kind of problem. If you’re reviewing your 

standards and identifying how you’re going to 

improve them, if you’re not doing it on the 

basis of good information you’re going to have 

to do it again. 

 

I think that the department is in a bit of a cycle 

here, and getting the Matrix tool up and 

running using the information is going to be 

part of the improvement in its standards as 

well. Thank you very much, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. What might 

be helpful is what are the 12 standards that so 

far have been updated. Thank you, Mr. Chair. 

 

Chairman: Sorry, Ms. Brewster. 

 

Ms. Brewster: I am told that those are in the 

opening comments, so I’ll ask a filler question 

while I quickly peruse the opening comments. 

So when we are mentoring and training staff, 

because we know that this is a key to 

implementation of this action plan and we want 

to ensure that staff are given the tools that they 

need to be good employees. I know I have 

mentorship written down here. 

 

With all of this change and reformation, how 

ready is the Department of Family Services to 

actually mentor people? That’s a huge 

>>ᐃᓪᓚᖅᑐᑦ 

 

ᐅᖃᕆᐊᕋᑖᕋᒪ ᖁᔭᒋᔭᒃᑲᑦ ᐊᐱᖅᓱᖃᑦᑕᖅᑲᐅᔪᐃᑦ 

ᐃᓗᓕᖏᓪᓗ ᐅᖃᐅᓯᐅᑦᑎᐊᖃᑦᑕᖅᑲᐅᒻᒪᑕ 

ᐊᐱᖅᓱᖅᑕᐅᔪᐃᑦ ᑭᐅᑦᑎᐊᖅᑐᑎᒃ ᑕᐃᒃᑯᐊᓗᒃ 

ᑐᑭᓯᒃᑲᓐᓂᕈᑎᒃᓴᐃᑦ ᖃᐃᑕᐅᓂᐊᓚᐅᖅᑐᐃᑦ 

ᓂᕆᐅᒋᓂᐊᕆᕙᕗᑦ.  

 

ᖃᐅᒃᐸᑦ ᐊᖏᕐᕌᓛᕋᔅᓯ ᐊᒻᒪ ᐃᓚᖏᑦ ᑭᖑᓪᓕᕐᒥᑦ 

ᑭᓯᐊᓂ ᑕᑯᓛᕐᒥᔭᕗᑦ.  

 

ᖁᔭᓕᑐᐃᓐᓇᙱᑕᒃᑲᑦ ᒪᓕᒐᓕᐅᖅᑏᑦ ᑲᑎᒪᔨᕋᓛᓂᑦ 

ᐅᖃᕆᐊᖅᑐᖅᓯᒪᔪᐃᓪᓗᑦᑕᐅᖅ ᐊᒻᒪᓗ ᑕᖅᑲᒃᑯᐊ 

ᑕᑯᓐᓈᕕᐅᑎᒃᓯᒪᒻᒪᑕ ᑖᒃᑯᓂᖓ ᐅᖃᐅᓯᐅᖃᑦᑕᖅᑐᓂᒃ 

ᐊᕐᕌᒍᓂᒃ ᐊᓂᒍᖅᑐᓂᑦ ᑕᕝᕙᐅᖓᐃᓛᒃ 

ᓴᖓᔭᐅᓪᓚᕆᒻᒪᑕ ᐅᖃᐅᓯᐅᓕᕿᑦᑖᖏᓐᓇᖃᑦᑕᖅᑯᖅ 

ᑕᐃᒫᓪᓗ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ ᐅᖃᖅᑲᐅᒻᒪᑦ ᐊᒥᓱᐊᓗᖕᓂᑦ 

ᐱᓕᕆᐊᖃᕐᓂᐊᕐᓂᕋᖅᑐᑎᒃ ᐅᖃᖅᓯᒪᒻᒪᑕ ᐊᒻᒪᓗᑦᑕᐅᖅ 

ᑐᑭᓯᓪᓚᕆᓚᐅᖅᑎᓐᓇᒎᔪᒻᒪᑦ 

ᑭᓱᓕᕆᓪᓚᕆᓐᓂᐊᕐᒪᖔᕐᒥᓂᒃ ᖃᐅᔨᒪᓚᐅᖅᓯᒪᖏᒻᒪᑦ 

ᒫᓐᓇ ᖃᐅᔨᒪᓪᓚᕆᓕᕐᖓᑦ ᑭᐅᔾᔪᑎᒋᖅᑲᐅᔭᖏᓪᓗᑦᑕᐅᖅ 

ᑖᒃᑯᐊ ᐱᐅᔫᑎᐊᓘᕙᖅᑲᐅᓪᓗᑎᒃ ᐊᓯᖏᑕᓗᒃ ᒐᕙᒪᒃᑯᑦ 

ᐱᓕᕆᔨᖏᑦ ᑲᔪᓯᕙᓪᓕᐊᔪᒪᓐᓇᖅ ᐃᖏᕐᕋᕙᓪᓕᐊᔪᖅ 

ᓱᒃᑲᓕᖁᒐᓗᐊᖅᑐᑎᒍᑦ ᓱᒃᑲᓕᓗᐊᕐᕈᓐᓇᔮᖏᒻᒪᑦ ᖃᐅᑕᒫᑦ 

ᓱᕈᓯᕐᓂᒃ ᐅᓗᕆᐊᓇᖅᑐᒦᑦᑐᖃᖅᐸᒻᒪᑦ ᓄᓇᕗᒻᒥᑦ 

ᑕᐃᒃᑯᐊ ᑲᒪᔨᐅᖃᑦᑕᖅᑐᐃᑦ ᖁᔭᓕᒍᒪᕙᒃᑲᑦ 

ᐊᑕᓇᖏᑦᑐᒦᑎᑦᑎᖃᑦᑕᖅᑐᐃ ᓱᕈᓯᕐᓂᑦ 

ᖁᔭᓕᔭᐅᖃᑦᑕᓇᖏᑦᑐᐊᓘᖕᒥᒃ ᐃᖅᑲᓇᐃᔮᖃᕋᔅᓯ 

ᖃᐅᑕᒫᓪᓗ ᓂᓪᓕᐊᑲᒻᒪᕝᕕᐅᕙᒃᑐᓰ 

ᐱᓕᕆᑦᑎᐊᕋᓱᓕᑐᐃᓐᓇᖃᑦᑕᕋᔅᓯ ᐃᓚᒌᓂᒃ 

ᐊᕕᑦᑐᖁᔨᓇᓯ.  

 

ᒥᔅᑕ ᕼᐊᐃᔅ−ᒨᓚᐅᖏᓂᕐᓂᒃ ᑭᖑᓪᓕᖅᐹᒥᒃ 

ᐅᖃᖅᑎᖄᒃᑲᐃᓐᓇᖑᓱᒃᑲᒃᑭᒃ ᒥᔅᑕ ᐃᐅᓪᔅᕗᑦ 

ᐊᓯᖏᓗᑦᑕᐅᖅ ᒪᑐᓯᒍᑎᓂᑦ ᐅᖃᕈᒪᒃᐸᑕ ᐃᓵᖕᓂᐊᖅᑯᑦ 

ᖃᐅᔨᒃᑲᖅᑕᐅᓗᖓ, ᖁᔭᓐᓇᒦᒃ.  

 

ᕼᐊᐃᔅ (ᑐᓴᔩᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ, 

ᑲᑎᒪᔨᕋᓛᒡᓗᒃ ᑲᑎᒪᔨᐅᔪᐃᑦ ᖁᔭᓐᓇᒦᖅᑲᓯ ᐃᓕᔅᓯ 

ᓵᖓᓃᒍᓐᓇᖅᑎᑕᐅᒐᒪ ᓈᓚᖕᓂᖃᖅᑎᓪᓗᑕ 

ᐱᒻᒪᕆᐊᓘᔪᓂᒃ ᐃᓄᓕᕆᔨᒃᑯᑦ ᐅᖃᕈᑎᓗᒋᑦ 

ᖁᔭᓕᔪᒪᓪᓚᕆᒃᑐᒍᑦ ᐃᓕᔅᓯ 

ᐊᐱᖅᑯᑎᑦᑎᕚᓗᒋᕙᕋᑖᖅᑕᑦᑎᓐᓄᒃ 

ᐃᓱᒪᔅᓴᖅᓯᐅᕈᑎᒋᓯᒪᔭᔅᓯᓐᓄᑦ ᐊᒻᒪᑦᑕᐅᖅ 

ᐊᖏᖅᓯᒪᓂᕆᔭᔅᓯᓐᓂᒃ ᐊᖅᑭᒋᐊᕆᔪᒪᓪᓗᓯ ᓄᓇᕗᒻᒥᐅᑦ 

ᐃᓅᓯᖏᓐᓂᒃ.  
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challenge when we have current employees 

who are going through a massive change and 

we’re asking them to bring new employees 

along with that, if people are struggling, or 

even if they are not struggling with the change, 

if that’s happening. Like how is this being 

approached? Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I think that we recognize that 

mentorship comes in several different forms. It 

includes interaction with supervisors and 

managers. It includes perhaps life coaches. It 

includes counselling services. How we intend 

to address this matter is not only by, as I think 

Ms. Rogers pointed out yesterday, finding the 

diamonds in the rough within the framework of 

our current staff, assessing their ability to 

provide mentorship. 

 

But we can’t only rely on the staff that are 

currently in place, Mr. Chair, because quite 

frankly, they are very busy doing the work of 

social workers. We have determined that we 

will likely have to seek external assistance to 

ensure that mentorship is happening and will be 

bringing forward additional, I suspect, business 

cases in the coming cycle to ensure that we can 

have those specific mentorship positions on 

staff to ensure that new and junior staff are 

receiving appropriate levels of support to 

ensure their meaningful outputs and wellness. 

Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you for that. I see that 

standard 505, clinical supervision is one of the 

standards that’s updated. How far along is the 

department in training staff on that new 

standard? That relates specifically to the 

question that I had. Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

2025−ᒥᒃ ᐱᕙᓪᓕᐊᓯᒪᖕᒪᖔᑕ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᑉ 

ᐅᓂᒃᑳᓕᐊᒥᓂᖏᑦ ᓇᓗᓇᖏᑦᑎᐊᖅᑐᒥᒃ 

ᓇᒧᙵᕆᐊᖃᕐᒪᖔᑦᑕ ᓇᒧ ᓵᒋᐊᖃᕐᒪᖔᑦᑕ 

ᖃᐅᔨᒪᓕᖅᑐᒍᑦ ᖃᓄᐃᑦᑐᓂᓗ 

ᐱᓕᕆᐊᖅᑲᒃᑲᓐᓂᕆᐊᖃᕐᒪᖔᑦᑕ.  

 

ᑕᕝᕙᓂ ᓈᓚᖕᓂᖃᖅᑎᓪᓗᒋᑦ ᑕᑯᒃᓴᐅᔪᑦ 

ᐱᕙᓪᓕᐊᑎᑦᑎᓯᒪᒐᑦᑕ ᑕᑯᒃᓴᐅᔪᓂᒃ ᐊᓯᔾᔨᐸᓪᓕᐊᓂᖅ 

ᐊᐅᓚᑦᑎᒍᑎᐅᔪᓂᒃ ᓴᖅᑭᑉᐸᓪᓕᐊᔭᕆᐊᖃᕐᖓᑦ ᓄᓇᓖᑦ 

ᓴᙱᓂᖅᓴᐅᖁᓪᓗᒋᑦ.  

 

ᐱᓕᕆᕕᕗᑦ ᐊᖏᖅᓯᒪᓂᖃᑦᑎᐊᓪᓚᕆᒃᑐᑦ 

ᐱᓕᕆᒍᒪᓪᓗᑎᒃ ᐱᓕᕆᐊᒃᓴᖏᓐᓂᒃ ᓴᖅᑭᔮᑦᑎᐊᕐᓗᑎᒃ 

ᑐᐊᕕᕐᓇᖅᑎᑦᑎᓗᑎᓪᓗ ᐱᓕᕆᖃᑎᖃᕐᓗᑎ ᐊᓯᖏᓐᓂᒃ 

ᓄᓇᓕᖕᓂᑦ ᑎᒥᐅᔪᓂᑦ ᓄᐊᑦᑕᕗ 

ᐋᖅᑭᒋᐊᕐᐸᓪᓕᐊᖏᓐᓇᖃᑦᑕᕋᑦᑎᒍ ᐃᓄᓐᓂ 

ᐱᔨᑦᑎᕋᐅᑎᒋᖃᑦᑕᑕᑦᑎᓐᓄᑦ ᒪᓕᑦᑐᑕ ᐃᓄᐃᑦ 

ᖃᐅᔨᒪᔭᑐᖃᖏᓐᓂ ᐊᒻᒪᓗ ᒐᕙᒪᑐᖃᒃᑯᑦ, ᓄᓇᕘᓗ 

ᒐᕙᒪᖓᑕ ᒪᓕᒐᖏᓐᓂ.  

 

ᐃᒃᓯᕙᐅᑖᖅ, ᖃᐅᔨᒪᔪᒍᑦ ᓈᓴᐅᑎᑕᖃᕋᓗᐊᖅᑎᓪᓗᒍ 

ᑐᓄᐊᓂ ᓱᕈᓯᖅᑕᖃᕐᖓᑦ ᐃᓅᓱᑦᑐᖅᑕᖃᖅᑐᓂᓗ. ᑕᐃᒪ 

ᐱᓕᕆᔾᔪᑎᕗᑦ ᑲᒪᑦᑎᐊᓂᕐᒧᑦ, ᐃᓕᖅᑯᓯᒥᓪᓗ 

ᐃᑉᐱᒍᓱᑦᑎᐊᓂᕐᒥ ᑐᙵᕕᖃᕋᓱᐊᖃᑦᑕᖅᑯᒍᑦ. 

 

ᐊᓪᓚᕝᕕᖓ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᑎᒃᑯᑦ ᖁᔭᓐᓇᒦᕈᒪᔭᒃᑲ 

ᐱᒻᒪᕆᐊᓗᒻᒥ ᐱᓕᕆᖃᑦᑕᕐᖓᑕ, ᑲᑎᒪᔨᕋᓛᓪᓗ 

ᓇᐅᑦᑎᑐᐃᓐᓇᖃᑦᑕᕐᖓᑕ. ᑐᑭᒧᐊᑦᑎᑦᑎᓂᕆᕙᑦᑕᓯ, 

ᐊᔭᐅᕆᔾᔫᔾᔨᓂᕆᕙᑦᑕᓯ ᖁᑦᑎᑦᑐᐊᓘᒋᐊᖃᖅᑎᑦᑎᕙᑦᑐᖅ 

ᐃᖅᑲᓇᐃᔮᑦᑎᓐᓂ. ᓵᖓᔭᒃᓴᒫᖑᓂᑦᑎᓐᓂ ᖃᐅᔨᒪᒐᑦᑕ, 

ᐊᐅᓚᔾᔭᐃᒋᐊᖃᕐᓂᕆᔭᑦᑎᓂᓪᓗ ᖃᓄᐃᙱᑦᑎᐊᖃᓪᓗᒋᑦ 

ᓱᕈᓰᑦ, ᐃᓅᓱᑦᑐᐃᑦ, ᐃᓚᒌᖑᔪᐃᓪᓗ ᓄᓇᕘᒥ. ᖁᔭᓐᓇᒦᒃ 

ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ. ᒫᓐᓇ ᑕᐃᒪ ᒥᔅᑕ 

ᕼᐊᐃᔅ ᒪᑐᓯᒍᑎᔅᓴᖃᕐᒪᖔᖅ.  

 

ᕼᐊᐃᔅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᐃᒃᓯᕙᐅᑖᖅ. 

ᖁᐊᕙᓇᖅᑐᖅ ᑭᖑᓪᓕᖅᐹᖑᓪᓗᖓ ᓕᓪᓕᕈᓐᓇᕋᐃᒐᒪ. 

ᐃᓛ ᖁᔭᓐᓇᒦᕈᒪᔭᒃᑲ ᒐᕙᒪᒃᑯᑦ ᐱᓕᕆᔨᕈᓘᔭᖏᑦ 

ᐅᕙᓃᑦᑐᐃᑦ. ᒐᕙᒪᓕᒫᓂᑦ ᐱᓕᕆᒋᐊᖁᔨᔪᒐᑦᑕ, 

ᑕᐃᒪᐃᒋᐊᖃᕐᓂᐊᖅᑐᒋᑦᑎᔪᒐᑦᑕ ᐱᔭᕆᐊᑐᔪᐊᓗᓐᓂᒃ 

ᐊᑲᐅᙱᓪᓕᐅᕈᑎᑕᖃᖅᑎᓪᓗᒍ. ᑲᔪᖏᕐᓇᑎᐊᓪᓚᕆᑦᑐᖅ 

ᑲᑎᒪᔨᕋᓛᑦ ᐱᓕᕆᔨᖃᕐᖓᑕ ᑕᐃᒪᐃᑦᑐᐊᓗᓐᓂᒃ 

ᓈᓚᓐᓂᖃᕐᓂᕐᒨᕈᓐᓇᖅᑐᓂᒃ, ᑐᑭᓯᓯᒪᓪᓗᑎᓪᓗᑦᑕᐅᖅ 

ᖃᓄᐃᓕᐅᖅᑐᖃᕐᐸᒻᒪᖔᖅ. ᑕᒪᐅᙵᔅᓴᐃᓐᓇ 
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Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, because these matters fall within the 

purview of the Director of Child and Family 

Services through his development of the 

standards and his training team, I would 

respectfully request that you allow Mr. 

O’Donnell to answer that inquiry please, 

Mr. Chair. 

 

Chairman: Please proceed, Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. How 

far along; we’ve implemented the standard, and 

it’s operational. I think how far along is a 

challenging question to answer, as we try to 

quantitatively, I guess, outline the success of 

people’ acceptance of the new standards, but 

also their ability to walk through the standard 

with ease. I think it’s probably one of the more 

important standards, along with a few others, 

that it’s really critical to capitalize on as a team. 

 

Utilizing this standard will help support the 

individual staff on the ground. Previously we 

never had a standard that outlined clinical 

support, what that looked like. In each of our 

standards we have a practice section that 

outlines the practice note, why it’s intentional, 

why it’s important to do that, and what actually 

is utilized to walk through an actual 

supervision. And then we provide tools and 

guidelines for that. 

 

Each responsibility at every level varies. From 

my level, it’s to support the development and to 

assure it aligns with best practices, to ensure it 

aligns on the supports that are required within 

the regional offices as it relates to the Child and 

Family Services Act as well as practice. 

 

The process following after the directive is 

issued out to the teams is a mix between the 

support of our training and development team 

and the regional offices and implementing that 

ᑐᕌᕋᓱᐊᕋᔅᓯ ᖃᐅᔨᒪᓇᖅᑐᖅ, ᖁᔭᓐᓇᒦᖅᑲᔅᓯ 

ᑕᕝᕗᖓᖅᑐᐃᓐᓇᐅᓯᒪᒐᔅᓯ.  

 

ᐊᒻᒪ ᐃᖅᑲᓇᐃᔭᖅᑎᐅᖃᑎᕗᑦ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ, 

ᖁᔭᒋᔭᒃᑲ ᐅᓂᒃᑳᕗᑦ ᑎᒍᓴᐅᓯᒪᒻᒪ ᑕᐃᒫᒃ ᐊᒻᒪ 

ᑎᒍᔭᐅᑦᑎᐊᖅᓯᒪᒻᒪᑦ. ᑕᐃᒫᓗ ᑎᒍᔭᐅᖁᓚᐅᖅᓯᒪᒐᑦᑎᒍ, 

ᐋᖅᑭᒋᐊᕆᒍᑎᔅᓴᐅᓂᐊᕐᓗᑎᒃ. ᐃᓚᖏ ᐅᖃᐅᓯᕗᑦ 

ᐅᖃᕋᕐᓂᖏᑦᑐᐊᓘᒐᓗᐊᑦ, ᑐᓴᕋᕐᓂᕋᑎᓪᓗ. 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᓪᓗᑕ ᐃᓛ ᐃᒻᒥᒃᑰᖅᑐᑕ 

ᐅᖃᐅᓯᕆᔭᕆᐊᖃᖅᑐᕆᕙᒃᑲᑦᑎᒍ.  

 

ᐱᔭᕆᐊᑐᒐᓗᐊᖅᑎᓪᓗ ᐅᖃᐅᓯᕆᒋᐊᖏᑕ ᑕᒪᒃᑯᐊ 

ᓇᓗᓇᐃᖅᑐᐃᒋᐊᔅᓴᕐᓗ ᐋᖅᑭᒋᐊᕐᕕᔅᓴᐅᔪᓂ. 

ᐃᓚᒋᔭᐅᑐᐃᓐᓇᒥᒻᒪᑦ ᐱᕈᕐᐸᓪᓕᐊᓂᐅᔪᓄᑦ, 

ᐱᕙᓪᓕᐊᓂᐅᔪᓄᑦ ᑲᔪᖏᖅᓯᑦᑎᐊᓪᓚᕆᑦᑐᖓ 

ᑐᓴᖅᑲᐅᔭᒃᑲ ᓈᒻᒪᒋᓂᓗᒋᑦ. ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑐᑕᓗ 

ᖃᐅᔨᓯᒪᔭᑦᑎᓐᓂ.  

 

ᐱᒻᒪᕆᐊᓘᔪᖅ ᐅᑎᓛᕐᒥᒐᑦᑕ ᖃᐅᔨᒪᒋᐊᖃᖅᑐᓯ, 

ᐃᓅᓱᑦᑐᐃᑦ, ᓱᕈᓰᓪᓗ, ᐃᓚᒌᓪᓗ 

ᐱᔨᑦᑎᕋᖅᑕᐅᑦᑎᐊᕐᐸᒃᑲᓗᐊᕐᒪᖔᑕ. ᓄᓇᕗᒻᒨᕆᐅᕋᒪ 

ᓈᓚᓐᓂᖃᖅᑎᑦᑎᓂᐅᔪᒧᑦ, ᑕᑯᓚᐅᕋᒪ ᖃᖓᑕᓲᒃᑯᕕᒻᒥ 

ᓱᕈᓯᕐᓂᒃ, ᓈᓛᓐᓂᖃᖅᑎᑦᑎᓂᕐᒧᑦ ᐸᕐᓇᑦᑎᓪᓗᑕ 

ᐃᓅᓯᕗᑦ ᐊᑦᑐᖅᑕᐅᖃᑦᑕᕐᓂᖓ ᐃᓱᒪᒋᓚᐅᕋᒃᑯ, 

ᑕᐃᒃᑯᐊᓗ ᑕᑯᓐᓇᙳᐊᓚᐅᕋᒃᑭᑦ ᓱᕈᓰᑦ ᑕᑯᔭᒃᑲ 

ᐃᑲᔪᖅᑕᐅᒋᐊᖃᕋᔭᕆᕙᖅᑲᐃ ᐃᓄᓕᕆᔨᒃᑯᓐᓄᑦ? ᑕᐃᒫᒃ 

ᐃᓱᒪᓇᓚᐅᕐᖓᑕ.  

 

ᑕᒪᔾᔭ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖃᑦᑕᖅᑕᕗᑦ ᐃᓄᐃᑦ 

ᐊᑦᑐᖅᑕᐅᓪᓚᕆᖃᑦᑕᕐᖓᑕ, ᐸᐃᐹᑐᐃᓐᓇᐅᖏᒻᒪᑕ, 

ᑮᓇᐅᔭᓕᕆᔾᔪᑎᑐᐃᓐᓇᐅᖏᒻᒪᑕ. ᐃᓄᓪᓚᕆᓂᒃ 

ᐅᖃᐅᓯᖃᕐᐸᒃᑲᑦᑕ.  

 

ᐊᒻᒪ ᑐᑭᓯᔭᐅᖁᔭᕋᓗᐊᕋ ᐅᖃᐅᓯᕆᖃᑦᑕᓚᐅᖅᑕᑎᓐᓂ, 

ᐊᖏᖅᓯᒪᓪᓚᕆᑦᑐᒍᑦ ᐃᑲᔪᕈᒪᓪᓗᑕ ᐃᓄᓕᕆᔨᒃᑯᓐᓂ, 

ᐅᑎᕈᒪᔪᒍᑦᑕᐅ ᐃᑲᔪᖅᓰᑲᓐᓂᕐᓗᑕ ᒪᓕᒐᓕᐅᕐᕕᒻᒥ, ᐊᒻᒪ 

ᑖᒃᑯᐊ ᓵᖓᓗᒋᑦ ᐃᓄᓕᕆᔨᒃᑯᑦ.  

 

ᐊᒻᒪ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑏᑦ ᖃᐅᑉᐸᑦ ᐊᓯᖔᖓᓂ 

ᓈᓚᓂᓐᓂᖃᖅᑎᑦᑎᓛᕐᒥᒻᒪᑕ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᑎᐅᖃᑎᕗᑦ. ᑭᓯᐊᓂᓕ 

ᖁᔭᒋᓪᓚᕆᑦᑕᕗᑦ ᒐᕙᒃᑯᑦ ᐱᓕᕆᐊᕆᔨᒪᔭᖏ ᐅᕙᓂ, 

ᐊᒻᒪ ᖁᔭᓐᓇᒦᒃ ᑕᑎᒋᔭᐅᒍᓐᓇᖅᓯᒪᒐᑦᑕ 

ᐃᑲᔪᖅᓰᒍᓐᓇᖅᑎᑕᐅᓪᓗᑕᓗ.  

 

ᒪᕐᕉᒃ ᖁᔭᓐᓇᒦᒃᑲᓐᓂᕈᒪᔮᒃᑲ ᔨᒻ ᒪᑲᐅᓰ, ᔨᒻ−ᖑᓇ 

ᑭᖑᓪᓕᕐᐹᕆᓕᕐᖓᒍ ᐃᖅᑲᓇᐃᔮᖓᓂ ᓄᖅᑲᙳᓱᓕᕐᖓᑦ 
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support down to their team. So walking through 

the standard with their teams at team meetings, 

ensuring discussions are continually happening 

at clinical supervisions regarding the practices 

that they need to utilize. We’re not in a position 

yet to quantify the supervisions as to how 

consistent they are happening and how 

regularly they are happening, but we do know 

that the improvement at face value already has 

been that we have supports in place to guide the 

clinical supervisions at this stage, which 

historically we didn’t have in place, from a 

standards perspective. 

 

We’re still in the early stages, but we are proud 

that there is something available to support and 

guide management through those processes 

now along with regular consultations with 

senior leadership in the department. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you. My follow-up 

question was going to be how do you measure 

success, and you just answered that. That’s a 

really important question, and hearing that 

you’re not quite in the place to be able to 

measure that success of that is a little bit 

concerning. 

 

What are the human resources guidelines 

around clinical supervision? I know that when 

you’re asking that to take place, there are 

commitments to employees related to that. So 

can I have an answer to that, please. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I think the clinical support is with 

respect to the client files. I suspect if during the 

course of clinical supervision that supervisors 

or managers detected errors in performance or 

compliance with standards that initially it 

ᐃᓐᓇᐅᓂᕐᒥᓄᑦ, ᖁᓕᒐᓛᓗᓐᓂ ᐃᖅᑲᓇᐃᔭᓚᐅᖅᑐᓂ 

ᐊᕐᕌᒍᓂ ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖃᑦᑕᓚᐅᖅᑐᓂ, 

ᐃᑲᔪᖅᓱᐃᖃᑦᑕᓚᐅᖅᑐᓂ ᑲᓇᑕᒥ ᓄᓇᕗᒻᒥᓪᓗ, ᑖᓐᓇ 

6−ᕋᖅᑎᖅᑐᓂ 7−ᕋᖅᑎᖅᑐᓂᓘᓐᓃᑦ 

ᑕᒻᒪᖅᓯᒪᔪᖅᓯᐅᖅᓯᒪᓕᖅᑐ ᓯᓚᐅᑉ ᐊᓯᔾᔨᐸᓪᓕᐊᓂᖓᓂ, 

ᐋᓐᓂᐊᖅᑕᐃᓕᓕᕆᓂᕐᒥ, ᐃᓕᓐᓂᐊᖅᑐᓕᕆᓂᕐᒥᓪᓗ, 

ᐊᒻᒪᓗ ᑖᒃᑯᐊ ᐃᓄᓕᕆᓂᕐᒥᒃ ᓱᕈᓰᑦ ᐱᔨᑦᑎᕋᐅᑎᖏ.  

 

ᑖᓐᓇ ᓄᖅᑲᕋᓗᐊᖅᑲᓂᓛᒃ ᐊᓯᐅᔨᓂᐊᖅᑐᒍᑦ 

ᐃᖅᑲᓇᐃᔭᖅᑎᑦᑎᐊᕚᓗᒻᒥ, ᑭᓯᐊᓂ ᖃᐅᔨᒪᓂᐊᖅᑯᓯ 

ᓄᓇᕗᒻᒥ ᐃᑉᐱᒍᓱᑦᑎᐊᕈᒪᓯᒪᓪᓚᕆᒻᒪᑦ.  

 

>>ᐸᑦᑕᑐᖅᑐᑦ 

 

ᑭᖑᓪᓕᕐᐹᒥ ᖁᔭᓐᓇᒦᕈᒪᔭᕗᑦ ᑐᓵᔨᕗᑦ, 

ᐃᑲᔪᖅᓰᑎᐊᓪᓚᕆᖃᑦᑕᕐᖓᑕ, ᐊᒻᒪ ᑐᓴᖅᑕᐅᖁᔭᕗᑦ 

ᑐᓴᖅᑕᐅᑎᑕᐅᖃᑦᑕᕐᖓᑕ ᓄᓇᕘᒻᒥᐅᓕᒫᓄᑦ, ᑐᓵᔨᓄᑦ 

ᐃᑲᔪᖅᑕᐅᓪᓗᑕ, ᖁᔭᒋᕙᒃᑲ. ᐃᑉᐸᓴᕐᓗ ᐋᑐᕚ 

ᕼᐋᑭᖅᑎᖏᓐᓂ ᑕᐱᓕᒃ ᑕᐃᓐᓇ ᑕᐃᒋᕙᕋ. 

ᖁᔭᓐᓇᒦᕌᓗᒃ ᐃᒃᓯᕙᐅᑖᖅ. 

 

ᐃᒃᓯᕙᐅᑕᖅ (ᑐᓵᔨᑎᒍᑦ): ᖁᔭᓐᓇᒦᒃ, ᒥᔅᑕ ᕼᐊᐃᔅ. ᒥᔅᑕ 

ᒪᑭᐊᓐᓯ ᑭᖑᓪᓕᕐᐹᖅᓯᐅᑎᓪᓗᒍ. ᔨᒻ ᖃᐅᔨᒪᓕᕋᔅᓯ 

ᐊᕐᕌᒍᓂ ᐊᓂᒍᖅᑐᓂ ᐅᐱᒋᑦᓯᐊᖅᓱᒋᑦ 

ᐱᓕᕆᖃᑦᑕᖅᓯᒪᔭᐃᑦ ᐃᓗᖏᖅᑐᓃᓪᓗ 

ᐃᖅᑲᓇᐃᔮᕆᔭᓐᓄᑦ ᑭᒡᒐᑐᖅᓱᒋᑦ ᑕᕝᕙᓃᑦᑐᑦ 

ᖁᔭᓐᓇᒦᕐᐸᒋᑦ.  

 

ᑕᕝᕗᖓ ᓄᖅᑲᐅᓯᓕᕐᐳᒍᑦ. ᖃᐅᑉᐸᑦ ᐅᑎᓛᕆᕗᒍᑦ, 

ᑖᒃᑯᓴᐃᓐᓇᐅᒐᓗᐊᑦ ᑲᑎᒪᔨᐊᓛ ᑭᓯᐅᓂ ᒐᕙᒃᑯᑦ 

ᑮᓇᐅᔭᖁᑎᖏᓐᓂᒃ ᑲᒪᓛᖅᑐᒍᑦ 9-ᒥ ᑕᑰᑎᓛᕐᐳᒍᑦ. 

ᖁᔭᓐᓇᒦᒃ.  

 

>>ᓄᖅᑲᖅᑐᑦ 16:37 
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would be something that we would use as a 

mechanism to perform additional educational 

opportunities for that individual, to ensure that 

they not only understand but can operationalize 

the standards of practice. 

 

If there’s a pattern of unwillingness or inability 

to comply with the standards of practice, then 

we need to engage some HR procedures, 

potentially, through that lens. We need 

compliance, and we recognize that there has 

been systemic issues historically. We continue 

to address them. But we also at the same time 

need to hold people accountable. When 

individuals who know or ought to know that 

when you place a child in an emergency 

placement that you need to conduct a safety 

assessment and a criminal records check, but 

they don’t for whatever reason, we’re assessing 

the reasons why they wouldn’t; but if it’s clear 

if they could have or ought to have done it, then 

we need to engage the HR process through a 

disciplinary lens. 

 

There have been certain circumstances recently 

where we’re dealing with the results of critical 

injuries that resulted in harm to children, and 

we don’t take that lightly. We take that very 

seriously, Mr. Chair. We need to hold everyone 

in the organization to account for their actions 

and for their outputs. 

 

If we know or become aware of social workers 

or others that are blatantly irresponsible or 

blatantly not following standards, then there’s a 

clear direction already issued not only from my 

office, but from others in the organization that 

there will be disciplinary proceedings levied 

against those individuals. Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. My 

apologies, how I interpreted clinical 

supervision was supervision of staff. 
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I guess I’ll go back and ask how many staff are 

appointed, or fully delegated under the CFSA, 

and how many have letters of authority, and 

what’s the difference. Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. I’m just 

going to see if I can pull up those details. 

Thank you, Mr. Chair. The spreadsheet I’m 

looking at doesn’t quantify the numbers, so I 

would be happy to confirm that in writing in 

our response to the undertakings that we’ve 

engaged with this committee. 

 

However, to identify the differentiation 

between delegation and authorization, I would 

ask Mr. O’Donnell to support that response. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair, and 

thank you to the member for the question. The 

process for authorization and delegation differ, 

in some minor and also some expansive factors. 

To be delegated underneath the Child and 

Family Services Act, you are given powers by 

the director to perform certain duties and 

responsibilities as a child protection worker. 

 

To be authorized under the Child and Family 

Services Act you are also given certain powers 

and duties and responsibilities. However, they 

are only limited to your role as an authorized 

person as is defined in the Act, the Child and 

Family Services Act. 

 

Delegated or appointed child protection 

workers hold and have different responsibilities 

than an authorized person would, and the 

differentiation within that varies. A child 

protection worker can carry out and complete a 

child protection report. An authorized person 

would not be able to carry out a child 
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protection report, in so many cases. Both can 

do investigations and apprehend. There are 

similarities and there’s differences within the 

Child and Family Services Act for both. Thank 

you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I wonder 

if we can go back to the witness that just spoke, 

because I feel like he knows lots of stuff, and 

maybe off the top of his head may know how 

many people are under delegated authority. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. I see Mr. O’Donnell’s 

wheels spinning up there. Let’s see what that 

they come up with. 

 

Mr. O’Donnell: Thank you, Mr. Chair, for the 

question, and to the member. I again don’t 

know the number off the top of my head, and I 

think getting back in writing would be probably 

the most appropriate so I can supply that 

number accurately. I’m happy to commit to 

that. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. Are 

there training plans required for these 

employees? Or do they just kind of get thrown 

out there into the world of Child and Family 

Services to do their best, or does the 

department, sort of under the assumption that 

some of these employees might be viewed as 

being possibly short-term employees, what’s 

the baseline training plan that is used by the 

department to ensure that that are providing 

adequate services? Thank you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. So 

Mr. Chair, there’s a few different training 

plans. One is someone that’s completely new to 
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the territory. There’s on-boarding materials that 

have been developed through the lens of 

ensuring that they understand the communities 

and the complexities of those communities 

when they come on staff. In addition to the 

on-boarding material, there’s also a 

requirement to undertake core training to 

ensure that they are capable of performing their 

functions. The core training is provided through 

Mr. O’Donnell’s division. Perhaps, Mr. Chair, 

he can expand on what that means. 

 

Before I do so, there’s also manager and 

supervisor training, 

receptionist-clerk-interpreter training, 

interviewing-technique training. There’s a 

myriad. There is a lot of training happening, 

and quite frankly we found it difficult to 

schedule all of the training that has to happen. 

But despite the difficulties, we’ve nevertheless 

been quite successful and progressive. So 

Mr. Chair, through you, if I could ask Mr. 

O’Donnell to expand. 

 

Chairman: Mr. O’Donnell. 

 

Mr. O’Donnell: Thank you, Mr. Chair. As a 

Deputy Minister Ellsworth acknowledged, 

there’s quite a number of trainings that have 

been in existence. Those numbers have 

fluctuated over the years as to what is actually 

provided in a timely fashion to a lot of workers, 

a lot of the community social service workers, 

clerk-interpreters, family resource workers, 

client liaison officers, the supervisors and 

managers. 

 

What we’ve very much acknowledged as part 

of our work and development in looking at all 

of the reports, all of the criticisms that, quite 

frankly the deficits within the department is 

that training was a serious issue that we needed 

to look more closely at. 

 

In doing so we acknowledged that the 

specificity of those trainings did not in a lot of 
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cases properly equip workers to perform the 

full responsibilities and duties that they need to 

do. It was a broad delivery of training, and as 

such it wasn’t ensuring that our team had the 

support and had the support, which is what we 

heard back in various reports that we have 

gotten back from our teams and scans and 

through other reports from the Office of the 

Auditor General and the Representative For 

Children and Youth. So we’ve taken that back 

and looked at the development of a very 

specific training that incorporates our 

on-boarding training from the department, from 

an HR lens, but also supplementary to that, we 

are in the process of developing a very specific 

training program for each position within the 

Family Wellness team that will better equip and 

support the needs of each staff member in 

doing and completing their role. We have taken 

a lot of time to break those proficiencies down 

and those competencies to ensure that people 

are equipped and prepared to move forward in 

the role with more confidence, which we 

believe, as has been stated earlier today, that 

will empower people and provide more 

confidence and empowerment in their roles. 

We’ll see, hopefully, better job satisfaction as 

well. So thank you, Mr. Chair. 

 

Chairman: Thank you, Mr. O’Donnell. Ms. 

Brewster. 

 

Ms. Brewster: Thank you for that response. 

Just for clarity, in the department’s progress 

report card dated February 11, so just over two 

months ago, outcome number 1, the system is 

resilient, efficient and trusted by the public. 

Under the measure human resources, structure 

and capacity, the third bullet under ‘indicators’ 

is percentage of staff completing annual 

professional development and training 

programs aimed at enhancing capacity. 

 

The status is marked as red ‘X’, not started, and 

the timeline is winter session 2026. 
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I’m curious, which is it? Is the training ongoing 

or has it not started. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Rogers. 

 

Ms. Rogers: Thank you, Mr. Chair. What 

that’s referencing is the new training that Mr. 

O’Donnell had eluded to. But at the same time, 

we are still training, using previous core 

training that had been in place. And that speaks 

to we still have to operate. We still have to 

conduct child protection, so there’s a balancing 

act. If there’s a level of confusion, I get it, 

because we say we’re doing this, but we’re still 

doing this over here because we still have 

standards in place. We still have core training 

that needs to happen in order to be able to bring 

new staff on board, Matrix training, those sorts 

of things. 

 

It’s very difficult to be able to move us forward 

because we still, we are enmeshed in some of 

the old training that was made available. I hope 

I answered the question. Thank you. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. I’m 

feeling really challenged because I’m trying to 

find ways to include everybody. I’ll just go to 

the 2025 follow-up by the auditors. On page 13 

of 21, the auditors focused on updated training 

and on the last bullet in that table on the page it 

states: 

 

“In our 2023 audit we found that the 

department had only one staff member to do all 

of the work related to training and two new 

staff including a manager were added to the 

Family Wellness division’s training team as of 

September 20, 2024.” 

 

And I’m wondering from the auditor’s 

perspective hearing that there’s the core 

training that takes place, there’s the 

development of new training programs, and 
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whether it’s training on the new Matrix system 

or training on the new standards, this is a lot of 

training. Is two people enough? Thank you, Mr. 

Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: I would like to start with a few 

points and then I will ask Mr. McKenzie if he 

could add to this. 

 

One of the important points about training that 

we made in our follow-up is about the core 

training and the fact that at the end of October 

2024 only one of the 14 permanent and casual 

supervisors had taken the training. While there 

were a number of permanent employees and 

casual community social services workers who 

had taken the training, it was concerning that 

only one of the supervisors had. 

 

From our perspective, there’s an element of 

tone from the top there, and not only does it 

send a good message, but also it equips a 

supervisor to know exactly what the training 

was like for the staff, and that helps with their 

ability to provide direction, guidance, and 

supervision. So training, I can’t emphasize 

enough how important training is. 

 

In terms of your question about the number of 

staff, I might ask Mr. McKenzie if he can 

supplement. Thank you. 

 

Chairman: Thank you. Go ahead, Mr. 

McKenzie. 

 

Mr. McKenzie: Thank you, Mr. Chair. It is an 

enhancement in capacity. I think going from 

one to a team of three is a step forward. Is it 

enough? I think with all the training, I think the 

department is aware that training and having a 

team that can deliver that training and organize 

it across the territory is important, and that they 

would like to supplement that. But we did see it 
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as a positive step that they did add new staff to 

that function, if you will. 

 

We did also see a new or an updated training 

tracker, which I think will help the department 

in terms of tracking the training and as new 

training gets added on, that will be something 

that would be picked up through that tracker. 

 

And maybe just to touch to go back to some of 

the previous discussion around the standards 

and training, it reminds me of the accounting 

and audit profession, because there are 

standards that get updated on a regular basis. 

New standards may come out, or older 

standards may get revised, based on new 

developments or things that the profession is 

aware of. And so that role, in turn, triggers 

changes to our training as well. 

 

In our office, for example, that’s something that 

we do see new standards come out, and that 

will get embedded on and you are ongoing 

training program, if you will. 

 

Then with financial systems or even the 

systems that we use for auditing, which are not, 

there’s a Matrix case management system, and 

we would have a similar system for managing 

audit. So when new standards come out or new 

procedures, there is a process where there’s an 

annual update, if you will, to our systems, and 

it would be the same, for example, in financial 

systems that they would have to integrate those 

new standards. 

 

I think it’s very similar to what you would see 

had in the social work profession. New 

standards come out, or revised standards, and 

they have to be reflected in their training 

programs, as well. And then also their 

information management systems. 

 

My understanding is that the department is 

aware of that. They see that as part of the 

process. It is an iterative process, I guess may 
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be the best way to describe it, and something 

that has to be moving forward so that the 

training and systems that they have in place to 

support staff are by their nature going to have 

to be updated as new standards or revised 

standards get put in place. I wanted to make 

that connection there as well. Thank you, Mr. 

Chair. 

 

Chairman: Thank you for that, Mr. McKenzie. 

Ms. Brewster. 

 

Ms. Brewster: Thank you for that. I would just 

like to know from the Department of Family 

Services, we know that there was only one staff 

member and two new were added. How many 

of those positions are currently filled? Thank 

you, Mr. Chair. 

 

Chairman: Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. Mr. 

Chair, all of those positions are filled. Thank 

you, Mr. Chair. 

 

Chairman: If I may presuppose your next 

question, how many of those positions are filled 

with Inuit? Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. One. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you. I would just like to 

go back to clinical supervision and ask how 

many people are employed that are qualified to 

provide clinical supervision. What’s the 

qualification level? I don’t know much about 

that, so I would like to hear about that. Thank 

you. 

 

Chairman: Thank you. Mr. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I do not have those details with me 
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at the present time, but I am certainly happy to 

commit to getting the details for reference of 

the committee. Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you, Mr. Chair. There 

were two questions in there. So maybe if you 

the numbers aren’t available, that’s okay, I can 

parking-lot that. But I feel like it should be very 

clear under the Child and Family Services Act 

who is qualified to and what are the 

qualifications for providing clinical 

supervision. Is it a bachelor of social work? Is it 

a master of social work? I love PhDs. We have 

one in the room. So what is it? Do you have 

that information at your fingertips? Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Ellsworth. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair, I mean, to be a social worker you 

have to generally have a degree in social work. 

The reason I have challenges giving a number, 

which I apologize for, Mr. Chair, is that, as Mr. 

O’Donnell just mentioned, the clinical 

supervision standard was recently released. 

Training is happening on that. We don’t have 

the numbers with respect to the percentage. 

 

I would like to believe that anybody who holds 

a bachelor’s degree is arguably qualified to 

conduct a clinical supervision, but again, I 

don’t want to mislead the committee or the 

member. I’m committed to get that detail to 

you, and our interpretation of what qualified 

would tend to mean. Thank you, Mr. Chair. 

 

Chairman: Ms. Brewster. 

 

Ms. Brewster: Thank you for that. Part of the 

reason that I’m asking that question is because 

of the sheer volume of files that need to be 

clinically supervised, and I’m just seeking 
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reassurance that we have the capacity to 

provide that supervision. 

 

I do have a lot more questions, but I feel like 

it’s getting late in the day and so I’ll just start 

focusing on the conclusions, I guess. 

 

On paragraph 28, this is to the Office of the 

Auditor General, you conclude that the 

Department of Family Services has not made 

progress towards improving services to protect, 

support, and the well-being of vulnerable 

children and youth and their families, despite 

undertaking a number of initial actions to 

improve the underlying system of service 

provision. 

 

I just wonder, would you agree that changes to 

the system must be implemented before service 

delivery outcomes can be noticeably improved? 

Thank you, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Yes, thank you. We do agree that 

changes to the system must be implemented 

before outcomes for vulnerable children and 

youth and their families will be seen. This is 

actually why we focused our follow-up audit on 

the foundational elements that will enable 

progress and outcomes to be improved. 

 

As I said in my opening statement, and I’ll 

bring it back here, to achieve lasting the 

department must build on these initial actions 

that it has taken. And this doesn’t just mean 

incremental building; it means really 

intentional and focused building where the 

prioritization of targets and actions are geared 

towards concrete outcomes for the children and 

the youth and families and communities. 

 

What this means really is ongoing commitment, 

consistent and sustained implementation over 

time. What does that mean in a tangible way? It 

means that everybody is focused together 
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pulling in the same direction. That’s the 

whole-of-government call that we made. 

 

It also means there is use of information where 

the department is pulling together the 

information it collects, understanding what it 

means, and using it to improve the service 

delivery. So overall I wanted to just emphasize 

the importance of that commitment and 

sustained action. Thank you, Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. Just having 

heard our discussions, especially about the 

questions that I had about not really fully being 

able to gauge what that whole-of-government 

approach really is, and in light of the – I have 

so many papers from front of me – in light of, 

both the Chair and I have quoted a number of 

times the statement made by the premier on I 

think it was May 30, 2023. I can remember the 

date but I can’t remember the full words, even 

though we’ve spoken them a number of times 

here, related to the creation of that oversight 

and audit function. It’s coming back to me as I 

talk, hearing that that commitment was made. 

However, it seems to have been quietly 

shelved, based on the responses that I received 

in connection to those questions. What are your 

thoughts about this whole-of-government 

approach and the commitments and the pulling 

away, the quiet pulling away from 

commitments? 

 

I’m a big fan of relating things to real life, and 

when I get a commitment, again, from my 

teenager to do the dishes while I’m here at 

work so I don’t come home to dishes, and he 

sends a text saying yes, I’m thinking about 

doing them, I’m going to do them, and I get 

home and they’re not done. And my 

commitment to make dinner then means that I 

have to do the dishes before I can do dinner. 
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Real life experience tells us that when 

commitments are made there’s an expectation 

to follow through, especially when it comes to 

making commitments that protect our most 

vulnerable citizens. A quiet pulling away from 

that is very concerning for me. 

 

I would like to hear your thoughts about the 

impact of that pulling way and not walking 

their talk. That’s really what’s happening, is 

that they are saying one thing and then they are 

not doing it. So I would like to hear some 

thoughts on that. Thanks, Mr. Chair. 

 

Chairman: Thank you. Mr. Hayes. 

 

Mr. Hayes: Thank you, Mr. Chair. I will 

answer your question in a direct way, but 

before I do, I might just take the opportunity to 

emphasize the importance of evaluation along 

the way. So there’s a few layers of evaluation 

that we have been talking about, but I’ll try to 

synthesize them. 

 

On the ground level, quality assurance work 

that is going to be checking both the 

performance and the input of information into 

the system, performance of the community 

social services workers, that quality assurance 

it an element of oversight, and that should, if 

done well, support the quality and 

completeness of data in the system. 

 

The deputy minister has talked about an 

evaluation function within the department, and 

that is another level of oversight. Very 

important; indeed, we see that in a lot of 

organizations that we audit, and it’s a common 

requirement in the federal context to have an 

evaluation function within an organization to be 

able to provide information about how 

programs and projects are working. 

 

Next level up, and this is I think where your 

question is focused, is the central oversight 

function that can be played by central agencies. 
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We’ve talked about accountability, we’ve 

talked about performance management over the 

course of the last few days, and in a very real 

sense, the central agencies are where deputy 

ministers can be held accountable. 

 

Obviously there’s an accountability function in 

this committee and in the legislature, but the 

central agencies need to be aware of what’s 

happening across government, where areas for 

improvement are happening, and whether that 

is through a formal internal audit or audit 

function, an audit oversight function, or 

whether it is through performance management 

of deputy minister, senior staff, I wouldn’t say 

that it’s critical that there is a formal way. It has 

to be happening and it has to be documented 

and it has to be transparent. 

 

But I think that the concern, and really it’s the 

reason why we have committed to a series of 

follow-up audits, is that over time memories 

fade, and it’s very easy to say, oh, there was an 

audit a few years ago; yes, it was something we 

needed to address; time has passed, we’ve got 

all these other pressures, nobody’s paying 

attention to that issue any more. We’ll move on 

to something that’s more of a burning fire, if 

you will. 

 

I’m speaking about the Auditor General here. 

When she saw the findings in the 2023 report, 

the impact on children, youth, and families, 

when she came to the territory to table that 

report in May 2023 and as a human being, you 

see the impact that it has on people, she made 

the determination, as did our whole office, that 

this is something that we needed to invest in. 

We can’t let this be forgotten. 

 

I think that’s where I interpret your question as 

being how do we make sure that there is that 

commitment and drive, and follow-through, 

whether it’s from the department’s perspective, 

the central perspective, or at the level of the 

Assembly. 
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I think what your question is screaming about is 

the importance of not forgetting. Thank you, 

Mr. Chair. 

 

Chairman: Thank you. Ms. Brewster. 

 

Ms. Brewster: Thank you for that. My 

daughter always likes to say about different 

friends, “she’s got a fire in her belly.” I think, 

as we’re winding up our day here, I’m very 

cognizant of the fact that we have a territorial 

election in October, and that there very well 

will be different people at this table related to 

holding the Government of Nunavut 

accountable in these actions. And so I feel that I 

can rest assured a little bit more tonight, 

knowing that the Office of the Auditor General 

and the Auditor General herself really does 

have a fire in her belly about this issue. 

 

I started off saying that I wouldn’t apologize 

for the questions that I ask and how much I 

push the officials on this, given that some of us 

do have personal relationships, friendships, and 

certainly I do have the utmost respect for 

everybody who we’re surrounded by today. 

 

I suppose, because my time is up, I really can’t 

emphasize enough how important it is to take 

action, and really importantly, to measure 

results of that action to be constantly looking 

internally to say, “Are we doing this right?” 

“What are we doing?” “What aren’t we doing?” 

 

I am very happy to know that the Client 

Relations office, even though it’s a single 

person right now, has opened, because I can tell 

you that from my experience in doing that for 

the Department of Health, it creates so much 

knowledge about gaps in services and where 

there are areas for improvement. 

 

Just for the record, there was always the 

availability of Inuktitut, even though I was only 

just one person there and don’t necessarily 
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speak Inuktitut fluently, I certainly understand 

most dialects and was able to interact with 

every single person who called in the language 

of their choice. And that is important, and I 

want to emphasize how important it is to ensure 

that that one single team member who is going 

to be hearing about people on what is probably 

the worst day of their lives for a lot when it 

comes to issues that the department is here to 

address, the support for that office to effect 

change and to be heard is extremely important. 

 

The Office of Patient Relations has been 

providing reports on a regular basis about the 

information or about the information that they 

gather, and that reporting function is also going 

to be extremely important and the metrics that 

you decide to report on is really important. And 

the data that you decide to gather in that work 

is also of utmost importance to the work that 

you are doing. 

 

I’ll just close off by saying thank you to 

everybody, and sorry I didn’t get questions to 

you and to you and to you, but I really did 

appreciate everybody’s responses and their care 

for this action plan. Even though I feel that it’s 

quite flawed, I really do have so much respect 

for the work that is being done and I hope that 

you’re able to make changes along the way and 

refocus in areas where it makes sense to do so. 

Thank you, Mr. Chair. 

 

Chairman: Thank you, Ms. Brewster. Before I 

go to the last name on my list to close out, there 

were comments made that made me realize 

there’s another issue that seemed to me to have 

dropped off the table. 

 

I know we’ve talked a lot about staff housing 

around the table here today, and the lack 

thereof, but there was also a commitment made 

years back, now, on a review of the staff 

housing program itself. I can’t remember 

exactly even who the lead is on it any more. It 

seems to be a hot potato that nobody really 
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wants to have, but I know HR and Nunavut 

Housing Corporation are both involved. 

 

I’ll start off with the Department of Human 

Resources just to get an update on when we can 

expect some progress. I know the minister has 

stated a couple of times in the House that they 

are looking at things and there’s little 

piecemeal things. There was an increase to the 

supplement benefit fairly recently, but there 

doesn’t seem to be anything else coming down 

the pipe. I would like to get an update first on 

that. Ms. Power. 

 

Ms. Power: Thank you, Mr. Chair. As you 

said, there are really two pieces to this. There is 

the policy work, and this month we should have 

finalized policy to come forward, but that’s 

really nibbling at the edges of a much larger 

project, problem. 

 

Then there’s the strategic plan for staff housing. 

The contract should be issued this month. We’ll 

work with Housing to finalize the terms of 

reference, but that really looking at our role in 

staff housing, how we allocate staff housing. 

We treat every community the same. We treat 

Iqaluit and Grise Fiord the same, when they are 

not the same. So we need differentiation of 

staff housing and a plan moving forward. 

Thank you, Mr. Chair. 

 

Chairman: Thank you. I would like to ask 

Nunavut Housing Corporation, Mr. Clarke, 

from your perspective, the input that Nunavut 

Housing Corporation is contributing to the 

review and the development of improvements 

on the staff housing policy, how often is 

communication, how often are meetings to 

discuss this topic? 

 

Again, it has been a number of years since this 

has been in the works. We’re nearing the end of 

this term of this government. We would like to 

see what the plan is so it doesn’t have to carry 

over into another government, which could 
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further delay implementation of some of these 

policies, so I know it’s a complicated question 

in that regard, Mr. Clarke, but give is a shot. 

 

Mr. Clarke: Thank you, Mr. Chair. I’m not 

aware of the frequency with which that occurs. 

It’s not a file I dealt with directly, so I will 

commit to getting back to the Chair with that 

response. 

 

Chairman: Thank you, Mr. Clarke. I’ll leave it 

at that. I’m sure we’ll be following up next 

month when we’re here in the chamber and 

getting some further information, and hopefully 

the policy will have been completed by then 

and the minister can actually speak to it and 

actually give us detail. 

 

I appreciate everyone’s contributions here 

today. I know we have been talking about a lot 

of complicated issues, and just to close out, I 

would like to give Ms. Killiktee the floor to 

have some final questions. Thank you. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman. As we are coming to the conclusion 

of this meeting, I had a question that is a 

follow-up to my colleague. So I would like to 

direct my question to the Minister of Family 

Services. 

 

(interpretation ends) In paragraph 28 of the 

audit report the Office of Auditor General 

concludes that the Department of Family 

Services had not made progress towards 

improving services to protect and support of 

well-being of vulnerable children and youth 

and their families. The question is what 

assurance can you give that the next follow-up 

audit will show improvements in these 

services? (interpretation) Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. Mr. Ellsworth. 

 



 
 

 

130 

Mr. Ellsworth: Thank you, Mr. Chair, and 

thank you for that very good question. I think 

as the official from the Auditor General pointed 

out just a few minutes ago, in order to see 

measurable outcomes for services, the systems 

have to be in place. I want to assure this House 

and Nunavummiut that we are working with 

determination as quickly as we can to ensure 

that outcomes change for people who are 

coming into contact with the child welfare 

system. 

 

I would just like to add, Mr. Chair, that we 

recognize the import of this work. I am 

personally and professionally committed to 

doing everything I can to ensure that outcomes 

improve. I know that my colleagues not only in 

the department but around the table share that 

commitment. 

 

We’re dealing with a crisis. It feels like we’re 

not moving fast enough, and I feel like that. I 

think I can submit that I was quite naive when I 

sat before you in September and thought I 

could do all these fancy things as a new deputy 

minister. But we are moving as quickly as we 

can. 

 

I want to assure Nunavummiut that the 

department is making progress, and while some 

view that the progress hasn’t resulted in 

outcomes on the other side of the system, I 

would tend to disagree. I know firsthand the 

changes I’ve seen in the department since I 

arrived there to today. Those changes are 

largely because of efforts of the giants that are 

beside me and the important work that they are 

doing to make these changes we’re committed 

to changing, and you I assure you that you will 

see progress in the next review. (interpretation) 

Thank you, Mr. Chairman. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman, and we will believe what you just 
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told us. We will hold you to it. But you just told 

us really good news, and we believe that you 

will do what you said. 

 

This has been a really difficult thing to go 

through, and we know that you’ve gone 

through great difficulty to do the work that you 

do. I, on behalf of my constituents and the 

people of Nunavut, I want to thank all of you. 

The questions and comments from yesterday 

and today, let’s make it all a reality and make it 

real and we’ll look at it as something very 

important that’s going to be utilized now. And 

when you hear things like that, it’s great to hear 

it. I’m proud of all of you. 

 

(interpretation ends) I want to carry on to the 

Auditor General. Your office’s 2023 audit 

report addressed an number of intertwined root 

causes of why Family Services was not able to 

meet its responsibilities, and noted that these 

root causes will need to be addressed through 

interdepartmental collaboration. 

 

My question is: When you conduct your next 

follow-up of Child and Family Services in 

Nunavut, will you review any specific aspects 

of interdepartmental collaboration? 

(interpretation) Thank you, Mr. Chairman. 

 

Chairman: Thank you. Mr. McKenzie. My 

apologies, Mr. Hayes. Go ahead, please. 

 

Mr. Hayes: Sorry, Mr. Chair. I did point to Mr. 

McKenzie, indeed, not to try to give him the 

last word, but the answer to the question is that 

we do anticipate examining issues relating to 

staffing, staff housing, and office space, which 

were some of the root causes we identified in 

2023. We also may examine the 

implementation of the Nunavut Child Abuse 

and Neglect Response Agreement and the 

extent to which collaboration is taking place, 

not just at the level of senior management, but 

also within the local communities and at the 

regional level as well. That does connect to 
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some of the root causes. At this point in time 

we’re planning to include some of that work. 

Thank you very much, Mr. Chair. 

 

Chairman: Thank you. Ms. Killiktee. 

 

Ms. Killiktee (interpretation): Thank you, Mr. 

Chairman, and thank you for the response. 

 

(interpretation ends) The last question I may 

have is that the report’s opening message states 

that this 2025 report is the first of regular status 

updates to monitor actions taken to respond to 

your findings. And the question is when do you 

anticipate submitting your next status update, 

and what specific aspects of Child and Family 

Services in Nunavut will it focus on. 

(interpretation) Thank you, Mr. Chairman. 

 

Chairman: Thank you. I know you just 

covered part of that but if you wanted to 

expand a little bit, Mr. Hayes. 

 

Mr. Hayes: Thank you, Mr. Chair. So indeed 

we have a plan or had plans to present our next 

audit report likely at the end of 2026 or the 

beginning of 2027, and I took note of one of the 

members’ comments yesterday about the 

importance of having information as early as 

possible in the next Legislative Assembly, so 

the momentum and support is not lost. 

 

We’ll have to take it back and see what we can 

bring forward in a short period of time, but I 

would say at the very latest that it would be in 

the early part of 2027 or the late part of 2026. 

 

In terms of what we anticipate to be in our next 

status update, given the amount of time that has 

passed since our 2023 report already, and the 

foundational elements that we looked at in this 

report, we would expect to be coming in and 

looking at whether or not progress has actually 

been made in a substantive way. What I mean 

by that is are we seeing improvements in the 

services to the children, youth, and families of 
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the territory; are we seeing that where the 

department had taken some actions now that 

will enable progress that that progress is 

actually happening. 

 

I would refer to it in the way that I speak about 

audits as being more about outcomes in the 

next report than this report, which was about 

the building blocks, the foundation pieces. So 

thank you very much, Mr. Chair. 

 

Chairman: Thank you. Like I said earlier, I 

really appreciate the line of questioning, and I 

think it had a chance to go over a lot of 

information. Mr. Hayes, did you have 

something else to add? Mr. Hayes. 

 

Mr. Hayes: Can I make a final statement? Is 

this the right time for that? No, okay. Thank 

you, Mr. Chair. 

 

Chairman: To provide closing remarks, I’ll 

just do mine first. 

 

>>Laughter 

 

Chairman: Like I started saying, I really 

appreciate the lines of questioning and the level 

of detail of the responses. I know there were a 

number of commitments to provide information 

back, and I know as a committee we’re all 

looking forward to that information. 

 

I can’t thank everyone enough. I know some of 

you will be back tomorrow, but others, we 

won’t see you again until next time, and see 

how it goes from there. 

 

But not only do I thank the members of the 

committee as well as the witnesses on 

responding, I think the public, really there has 

been a lot of attention garnered on this topic 

over a number of years, and I think it’s almost 

laser-focused right now, because this just keeps 

coming up. And think’s a lot of pressure. Like 

Mr. Ellsworth said, there was a lot of 
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commitments made at his very first appearance 

here, before he understood the scope of what he 

was getting himself into. I know that has 

changed a little bit. He has jumped off that 

ledge with both feet, and I think we are all very 

encouraged by the responses given by Mr. 

Ellsworth and his officials, as well as other 

government officials, that we are moving along 

on this. It’s never going to be as fast as we 

want, and every day there are children at risk 

across the territory. I would like to echo some 

of my colleagues in thanking the people that are 

responsible for keeping those children safe. I 

know it can be a very thankless job, and I can’t 

imagine taking abuse every day to a point when 

you’re trying it your best to help families stay 

united where it’s appropriate. 

 

With that, before I go to Mr. Hayes – I’m going 

to give you the last, final word – I’ll invite Mr. 

Ellsworth, and if any other witnesses want to 

provide closing comments, grab my attention 

while Mr. Ellsworth is speaking, please. 

 

Mr. Ellsworth: Thank you, Mr. Chair. 

Mr. Chair and members of the Standing 

Committee, I want to thank you for the 

opportunity to appear before you over the 

course of these important hearings. On behalf 

of the Department of Family Services, I wish to 

express our sincere appreciation for your 

thoughtful questions, your commitment to 

accountability, and your shared dedication to 

improving outcomes for Nunavummiut. 

 

Mr. Chair, the 2025 progress audit by the 

Office of the Auditor General has provided our 

department with clear and necessary direction. 

We accept the findings and fully acknowledge 

the areas where further work is required. 

 

As we have outlined during these hearings, 

we’re making measurable progress, but we also 

recognize that true transformation takes 

sustained effort, collaboration, and a deep 
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respect for the unique needs and strengths of 

our communities. 

 

Mr. Chair, our department remains committed 

to continuing this work with transparency and 

urgency. We are strengthening our partnerships 

with Inuit organizations, communities, and 

other service providers. We are investing in 

staff development, improving data systems, and 

advancing the implementation of Inuit-specific 

services that reflect the principles of Inuit 

Qaujimajatuqangit and the rights affirmed in 

federal and territorial legislation. 

 

Mr. Chair, we know that behind every statistic 

is a child, a youth, a family, and a future. That 

is why we remain focused on ensuring that our 

programs and services are rooted in dignity, 

safety and cultural integrity. 

 

In closing, I want to thank the Office of the 

Auditor General for their important work, and 

the Standing Committee for your continued 

oversight. Your guidance and advocacy help 

hold us to the highest standards. We leave these 

hearings with a renewed commitment to 

accountability, action, and above all, the 

well-being of Nunavut’s children, youth, and 

families. (interpretation) Thank you, Mr. 

Chairman. 

 

Chairman: Thank you. I would like to invite 

Mr. Hayes to provide closing comments. 

 

Mr. Hayes: Thank you, Mr. Chair. I love it 

when I get the last word. 

 

I want to thank all of the officials of the 

government who are here today. We called for 

a whole-of-government approach, because 

that’s what we felt was going to be needed to 

tackle what is a very complex and intricate 

problem. It is encouraging that the committee 

has all of these officials here for these hearings, 

not only to contribute to the understanding and 

appreciation of what is indeed happening right 
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now, but also for everyone to be on the same 

page on moving forward. I thank all of you for 

being here. 

 

In terms of our colleagues from the Department 

of Family Services, I appreciate the way that 

our report has been received by the department, 

and it has been received in the spirit that it was 

intended to be received, which is to promote 

improvement. While some of our messages are 

hard to deliver and hard to hear, we as the 

auditors, the independent and objective auditors 

feel that it is our responsibility to tell them, to 

say them. 

 

As difficult as it is to talk about these matters 

and to identify areas for improvement, it is a 

part of the growth mindset that we are hopeful 

that continues, and I’m encouraged by many of 

the things that I’ve heard, many of the things 

that we’ve seen in our audit work. 

 

The important point, though, is we will be back 

to see that indeed the children, youth, and 

families are getting the benefit of better service. 

 

When I came to the territory for the first 

hearing on this, I saw some children in the 

airport and I wondered, of course getting ready 

for the hearing and thinking deeply about how 

lives are affected, I wondered whether any of 

those children would ever have to need the 

services provided by the department. There’s 

faces and families behind every interaction that 

the department has. 

 

This is one of these areas that we audit where 

the impacts on human beings is real. It’s not a 

spreadsheet or a financial statement. We’re 

talking about real people here. 

 

As I hope has become clear in some of my 

comments over the last two days, we are 

committed to helping the department. We are 

committing to come back and support the 
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legislature in holding the department to account 

for the commitments that it has made. 

 

I can speak on behalf of our entire office, and I 

know that you have the Auditor General before 

you for a different hearing tomorrow, but we 

consider it a privilege to be able to support the 

work of the Legislative Assembly and the 

Government of Nunavut. So I would so I would 

like to thank you for placing that trust in us and 

for having us here to support you. 

 

I want to make two final thank you. One is to 

Jim McKenzie. This is Jim’s actual last official 

duty today. Jim is retiring after decades of 

distinguished audits and support for Canada, 

and for this territory. I believe you’ve done six 

or seven audits in this territory on topics such 

as climate change, health services, education, 

of course these audits on Child and Family 

Services. 

 

With Jim’s retirement we’re losing a great 

colleague, but somebody who has cared deeply 

about the people of the territory here, so I 

would like to thank Jim on behalf of our office. 

 

>>Applause 

 

Mr. Hayes: Finally, I would like to thank our 

interpreters for the absolutely tremendous 

support that they provide. Our messages are 

transmitted to people across the territory with 

the help of the interpreters and the great work 

that they do. So I would like to thank them. 

 

I did note yesterday that one of the interpreters 

was an Ottawa Senators fan, so a special shout 

out to that person. Thank you very much, 

Mr. Chair. 

 

Chairman: Thank you, Mr. Hayes. There was 

a method to my madness of making sure you 

went last. I didn’t want to steal your thunder 

with Mr. McKenzie’s last appearance here. 
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Jim, we’ve got to know you pretty well over the 

years, and I really appreciate the work that 

you’ve done and the passion of the work that 

you’ve done on behalf of the Nunavummiut. 

Thank you. 

 

With that, I will close the meeting. We’ll be 

here tomorrow morning, same committee, but 

we’ll have a few different faces and we’ll be 

dealing with the Public Accounts of the 

Government of Nunavut. We’ll see everyone at 

9 a.m. Thank you. 

 

>>Committee adjourned at 16:37 

 


