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binding on the Minister of
Personnel. As a result, [ am
confident that northerners will be
treated fairly in the hiring process
and that appointments to the public
service will be made in a fair and
equitable manner.

Many exciting things are
happening in the public service to
achieve a representative northern
public service. The Affirmative
Action Program continues to
introduce large numbers of under
represented northerners to
government service. Eligibility for
priority consideration was expanded
in 1990 to include aboriginal people,
indigenous non-aboriginal people,
disabled residents and resident
women.

A major project is underway with
the Union of Northern Workers to
implement pay equity in conjunction
with a new job evaluation system
designed to evaluate jobs fairly,
according to common criteria. Plans




call for the implementation of the
system by the end of 1991.

In keeping with our goal of
developing a qualified and
representative public service, two
new training programs were
developed to prepare aboriginal
people to take on jobs at the
community level: Community Health
Representative and Aboriginal
Language Specialist Teacher. A
variety of initiatives are in place to
train principals and teachers. Also,
more employees are taking
advantage of the Teachers’
Professional Improvement Fund and
the government-wide Education
Leave Program.

Human resource management and
development activities throughout
the Government of the Northwest
Territories all contribute to a more
effective and efficient public service.
I am looking forward to making
great strides over the next year and,
if 1990 was any indication of the
progress that can be made, I do not
think I will be disappointed.

Mandate

To develop and implement policies
and processes for human resource
management aimed at supporting a
competent and representative
northern public service in a working
environment that fosters the highest
level of productivity.

Guiding Principles

* Competent human resources are
criticial to the provision of effective
and efficient service to the public.

* Progressive human resource
management encourages creativity
and development.

* A representative public service is
essential to the credibility and
success of the Government of the
Northwest Territories.

¢ All employees have the right to
fair and equitable treatment.

¢ Employees and management share
responsibility for career planning
and initiatives to support career
mobility and progression.
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1990 — THE YEAR IN REVIEW

April

May

June

July

August

The government leader
reassigned portfolios
and the Honourable
Stephen Kakfwi became
the Minister of
Personnel.

The Financial
Management Board
approved the mandate
for negotiations with
the Northwest
Territories Teachers’
Association.

The Minister negotiated
an agreement with the
Union of Northern
Workers to revitalize
the Staffing Appeals
Process which had been
boycotted by the Union
since April 1989,

The process of hearing
staffing appeals began
with committees at both
the headquarters and
regional levels.

The Civil Service
Commissioner’s
Conference was hosted
by the Department of
Personnel in
Yellowknife with
representation from
nine provinces and the
Yukon.

Organizational
conference convened by
the Minister of
Personnel in the Sahtu
Region.

Backlog of appeals
completed. All out-
standing appeals
resolved to the mutual
satisfaction of
management and
union.

The department
reorganized to provide
better services to clients
and the public.

Tentative collective
agreement reached
between the
government and the
Northwest Territories
Teachers’ Association.
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September

October

November

December

Cabinet to develop a

new job evaluation

system in conjunction

with the Joint Equal Pay

Study. e

The Membership of the
Northwest Territories
Teachers’ Association
ratified the tentative
agreement reached in
August.

bedee

The minister outlined

the Strategy for

Personnel

Administration in the

Legislative Assembly

and tabled legislation to

make the decisions of

the Staffing Appeals .
Committee binlilpi'ng. shee

The department
restructured the budget
to promote better
control and
accountability.

Joint Equal Pay Study
Screening Committee
began review of
employee
questionnaires.
Personnel management
conference was
convened in
Yellowknife to lay the
groundwork for a
“Management for
Results System’”. (1054

Pay and Benefits staff
gathered in Yellowknife
to receive updated
information on new
technology and to
explore methods of
improving service.

The Standing
Committee on Finance
(SCOF) review the
department’s
restructured 1991/92
budget.

A comprehensive
review of the
classification ratings of
all senior management
positions was
completed.
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regional office over a six month
period. Management conducted in-
depth reviews which examined
records, operating procedures and
level of service to the public.

The directorate plans to focus on
accountability as its primary ongoing
objective using the results-oriented
management information system to
identify long term goals and
objectives for programs.

FINANCE AND
ADMINISTRATION DIVISION

The Finance and Administration
Division co-ordinates and monitors
the use of departmental resources
with responsibility for providing
financial advice to management,
budget development, processing
financial documents and
administrative support services.

The Division added one staff
. member during the year due to the

reorganization of the department.
The reorganization also resulted in
the need for a complete restructuring
of the budget. This process absorbed
the Division for over six weeks. The
changes have allowed greater
accountability by managers.

Jointly with the Labour Relations
Division, the Finance and
Administration Division was
involved in the change of dental
plans which resulted in a savings to
the government of almost $1 million.

Daily administrative and financial
activities included maintaining leave
and attendance records,
reconciliations, preparation of FMB
submissions, variance reports and
year-end reports. The verification,
batching and approval of
approximately 13,000 financial
documents resulted in a steady
stream of work.

POLICY, PLANNING AND
EVALUATION DIVISION

In August, Human Resource
Planning was amalgamated with the
Policy, Planning and Evaluation
Division. The policy side of the
Division provided support and
assistance to the Department in the
creation of human resource policies
and procedures. Human resource
planning personnel helped other
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departments and agencies develop
and implement human resource
planning activities and also had
responsibility for the development of
the Department of Personnel’s
human resource plan.

Although turnover in divisional
staff was more than 70 per cent, a
number of projects were initiated.
The major policy work in 1990 was
the planning of a completely revised
Personnel Manual for use across the
public service and of a new
employee handbook.

Another major project for the
Division was the development of an
orientation program for new
employees who have no previous
experience with government, the
region or the NWT. Employees who
are properly introduced to the
GNWT and life in the north will
more quickly become productive
members of the public service. Work
on the project began in April 1990
and will be completed early in 1991.

The Division also administers
secondments. Secondments involve
the transfer of employees between
departments or between the GNWT
and an external agency or
government. These exchanges
provide departments with expertise
on a short term basis and allow
employees to broaden their
experience. There were 41
secondments this year.

Other activities included an
assessment of staff turnover rates,
the co-ordination of long service
awards for public service employees,
training and development needs
within the Department and career
planning and counselling with
members of the public service.

The co-ordination of the training
program for five In-Service Training
Program trainees was also handled
by the Division.
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TRAINEES IN THE
DEPARTMENT OF
PERSONNEL

In April 199, five dynamic young
people were hired as Personnel
Officer trainees within the
Department of Personnel. They
began a three year training program
which will provide them with
experience in all areas of human
resource management. A week of
introduction to the Department and
the public service was held in April.
From there, the trainees were
assigned to different divisions where
they worked with experienced
officers in staffing, benefits, labour
relations, classification, equal
employment and human resource
planning.

EQUAL EMPLOYMENT
DIVISION

In April 1990, the Equal Employment
Directorate became a division of the
Department of Personnel. As a
result, the Equal Employment
Officers were able to work more
closely with other staffing officers.
Also, the affirmative action planning
done by Equal Employment became
more integrated with the overall
human resource planning done by
the Policy, Planning and Evaluation
Division of the department.

The main purpose of the Equal
Employment Division is to help
affirmative action candidates find
employment with the public service.
During the past year several
initiatives were undertaken.

Applicants are now able to get up-
to-date information about
employment opportunities by calling
employment hot lines located in
regional personne] offices and in
Yellowknife. A series of
advertisements were run across the
Northwest Territories about
information available from the hot
lines and about how to gain work
experience through casual
employment with the government.
As well, a new poster featuring
RCMP Merle Carpenter was added
to the role model series which
encourages and inspires northerners
to work for the government.
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The Equal Employment Officers
worked hard to help northerners.
Officers made visits to every
community to promote career
opportunities with government of
the Northwest Territories; to
encourage students to complete the
required education to pursue the
career of their choice; and to advise
and assist northerners applying for
jobs with the government.

Equal Employment Officers also
found casual employment
opportunities for northerners which
resulted in relevant work experience.
Officers consulted managers
frequently to help get the right
people for the right jobs and
encouraged them to select
affirmative action candidates. The
officers helped affirmative action
candidates from the pre-employment
stage through to job placement and
career progression.

Turnover in the Division was very
high in 1990. Many of the officers
were promoted to other positions in
the public service. However, despite
the changes, the Division was able
to report an 11 per cent increase in
the numbers of affirmative action
appointments across the public
service bringing the proportion of
affirmation action group members in
the GNWT to 33.3% of the total
number of employees.

STAFFING DIVISION

The Staffing Division manages the
recruitment and selection process of
the Government of the Northwest
Territories. It also monitors
delegated staffing activities,
administers the staffing appeal
process, and provides information
and employment counselling to
employees and residents outside the
public service.

This year the division developed
new staffing procedures and
guidelines to make recruitment
practices more effective. As part of
this review, the Affirmation Action
Policy was better integrated into
staffing guidelines to continue to
move toward the goal of a qualified,
representative public service.

Staffing appeal rights were also
reviewed and two major changes
were made. First, when a unionized
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employee is unsuccessful in
obtaining another unionized position
and subsequently appeals, the
decision of the Staffing Appeals
Committee is now binding on both
the Union of Northern Workers and
the Minister of Personnel. Formerly,
the Minister could overrule the
recommendation of the appeal
committee. The Staffing Appeals
Committee reviews the process
followed by the Selection Board to
ensure all legislative, regulatory and
policy directives have been followed
in appointments.

Second, appeal rights were
expanded to non-employees who are
eligible for priority consideration
under the Affirmative Action policy.

CLASSIFICATION DIVISION

The departmental reorganization in
August split the Staffing and
Classification Division into two
separate divisions. This allowed the
new Classification Division to
concentrate on meeting the increased
demands generated by the Joint
Equal Pay Study, and the
establishment of a new job
evaluation system.

In August, cabinet directed the
department to replace the existing
classification system in conjunction
with the Joint Equal Pay Study.

The Joint Equal Pay Study is
managed by a representative of the
Classification Division in conjunction
with a representative from the Union
of Northern Workers. The study will
identify pay inequities in the current
job classification system. With the
assistance of consultants Norman D.
Willis and Associates Ltd. and
advice from the Canadian Human
Rights Commission, the planning of
the study was completed by mid-
year. Jobs were documented by
having employees complete
questionnaires between September
and December. By the end of 1990,
50 per cent of the questionnaires
were completed. The screening of
the questionnaires (checking for
completeness and clarity) began in
late November and will be
completed early in 1991. The next
phase will be the evaluation of jobs
by evaluation committees in
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Yellowknife, Inuvik and Igaluit. The
study is scheduled to be completed
during the summer of 1991.

In addition, the Division provided
analytical and administrative support
for a major review of all current and
proposed senior management
positions through a committee of
five deputy ministers, chaired by the
Deputy Minister of Personnel. The
evaluation of all positions was
completed before year end.

Ongoing projects included: the
organizational analysis of the schools
branch of the Department of
Education; two extensive cross-
Canada surveys on ophthalmic
technicians and health records staff
for the Stanton Yellowknife Hospital;
and a Western Canadian survey of
employment standards positions for
the Department of Safety and Public
Services.

LABOUR RELATIONS
DIVISION

Public Service Act

The Public Service Act vests
responsibility for the management
and direction of the public service in
the Minister of Personnel. These
responsibilities include the
establishment of employment
contracts through regulations, policy
and collective bargaining; ensuring
the individual or collective disputes
over administration of employment
contracts are resolved in a non-
arbitrary, non-discriminatory and
reasonable manner; and the
termination of employment where
the services of employees are no
longer required or where the
standard or conduct of employees is
unacceptable.

In late 1989, cabinet directed an
interdepartmental working group to
conduct a review of the Act and to
examine the possibility of separate
legislation for collective bargaining
and the concept of a public service
commission. The working group
conducted a thorough review and
examined practises in other
jurisdictions. As a result of the
review, changes were made to the
act in 1990 to improve the
government’s ability to manage, to
respond to political issues and to
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make the act consistent with current
practice.

Staffing Appeals

Amendments to the Public Service Act
empowered independent Staffing
Appeals Committees to revoke
appointments where appeals are
granted. Amendments were also
made to bring the act in line with
the Affirmative Action Policy to
ensure consistency in staffing and
appeal decisions.

In conjunction with the Union of
Northern Workers, amendments to
the Staffing Appeals Regulations and
guidelines were made to coincide
with these changes and to extend
appeal rights to affirmative action
candidates applying on competitions.

Grievances

Grievances arise out of disputes
between the government and the
unions regarding the interpretation
and administration of the collective
agreements. There are three levels of
review of grievances, with the
Minister of Personnel being the final
level of appeal. Labour Relations
conducts a detailed and independent
review of grievances when they
reach third level. Labour relations
reports are prepared for each case to
assist the Minister in making his
decision. These reports contain the
facts, an analysis of case law and the
applicable sections of collective
agreements or legislation.

Terminations

Terminations include rejection on
probation, lay-offs, abandonment of
position and termination for cause.
Due to the seriousness of requests
for termination, investigations are
conducted by Labour Relations in
order to provide the Minister of
Personnel with the relevant facts of
the case and an analysis to assist
him in making his decision.

In 1990, several departments
privatized functions. This
necessitated the closure of three
government facilities and the
subsequent lay-off of employees. In
addition, six other employees were
laid off. There were five employees
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declared to have abandoned their
position, 12 terminations for cause
and five employees rejected on
probation.

Collective Bargaining

A two-year collective agreement was
negotiated with the Northwest
Territories Teachers Association
covering the period September 1,
1990 to August 31, 1992. The
agreement provided for a 4.5 per
cent salary increase in each of the
two years with a cost of living
protection for the second year. The
agreement also confirmed a mutual
commitment to the philosophy of
the Affirmative Action Policy and
the restructuring of the salary
schedule to facilitate the upgrading
of classroom assistants to teachers.

Information For Employees

A senior managers handbook which
consolidated the terms and
conditions of employment into one
employment contract was prepared.
This written employment contract
will clarify the terms and conditions
of employment.

Under development is a labour
relations handbook which will
provide managers and supervisors
with an instructional document that
can be used as a reference when
dealing with progressive discipline
and grievances.

REGIONAL PERSONNEL
OFFICES

Baffin

The Baffin Regional Personnel office
is located in Iqaluit and serves 14
communities. The office has a staff
of 12, all of whom are northerners.

1990 Highlights and
Achievements

* Relocated to the first floor of the
government building where staff
are more accessible to government
employees and the public.

* Appointed an additional Equal
Employment Officer as well as an
aboriginal resident to the
administrative officer position.
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* Increased use of services ranging
from employment counselling and
resume preparation to pre- and
post- interview assistance as a
result of more community visits by
Equal Employment Officers.

* Developed computerized applicant
profiles to help Equal Employment
Officers provide follow-up services
to clients.

* Hired 341 casual employees in the
Baffin between April and
November 1990.

* Placed 68 post-secondary and high
school students who applied for
summer employment with the
government in various
departments.

Fort Simpson

In 1990, many of the personnel
functions carried out by the Fort
Smith regional office were
transferred to the Fort Simpson
office. As a result, Personnel
employees are now closer to the
people and departments they assist
in the Decho area. With a staff of
four, the office serves seven
communities.

1990 Highlights and Achievements

¢ Appointed a new Area
Superintendent in August.

¢ Created a management trainee
position to allow an aboriginal
employee to train under the
current superintendent with the
long-term goal of replacing the
superintendent.

* Built interdepartmental
communication between the
personnel office and the clients it
serves,

* Developed clear operating
guidelines for staff in the area
office.

Fort Smith

The Fort Smith Regional Personnel
office continued to be one of the
most active in the government. With
11 staff, the office serves two large
communities and is located in Fort
Smith.
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1990 Highlights and

Achievements

¢ Appointed an aboriginal employee
as superintendent trainee.

* Handled 193 competitions
including 139 competitions for the
Dogrib Division Board of
Education, Arctic College, the
South Slave Regional School
District and the Department of
Education. These made up 72 per
cent of the 193 competitions
handled by this office.

* Visited an average of 12 communit-
ies each month for staffing.

¢ Increased on-site documentations,
orientation and benefits
counselling.

* Established an Equal Employment
and Casual Work Centre which
provided an accessible Jocation for
people looking for casual
employment or requiring assistance
from the Equal Employment
Officer,

* Recruited an unprecendented 1,336
casual employees.

* Processed 13 applications for
assistance from the Employee
Home Purchase Program resulting
in the purchase by government of
five homes from former
employees.

Inuvik

The Inuvik Regional Personnel office
is located in Inuvik. The staff of ten
serve 11 communities.

1990 Highlights and
Achievements

* Appointed senior personnel officer,
staffing officer, pay and benefits
clerk, staffing assistant and
secretary.

* Provided field experience for two
personnel officer trainees.

* Completed a thorough review of
the duties and responsibilities of
all staff members.

* Increased number of peotple
recruited by 55 per cent from 1989.

* Completed a major initiative to
improve the timeliness and
accuracy of the pay and benefits
services.
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* Conducted personnel workshops
for both management and
employees on progressive
discipline, performance planning
and evaluation, classification and
job description writing.

Keewatin

The number of competitions for the
Keewatin Region almost doubled
from 1989 to 1990, resulting in an
unusually active recruitment year for
the ten staff of the Keewatin office.
The office is located in Rankin Inlet
and serves nine communities.

1990 Highlights and
Achievements

* Encouraged interdepartmental co-
operation, developed expertise in
the recruitment process and
streamlined paperwork.

® Dramatically increased the
percentage of aboriginal, female
and northern hires.

* Encouraged community
participation in the recruitment
process, ensuring ownership and
participation by the community.

* Established term positions so that
people could be employed as
trainers and assist in training local
residents to fill the positions.

® In co-operation with the local
education council, established a
number of casual positions for
students in Grades 10 to 12 to
provide incentives for students to
finish school, and to plan for a
career in the public service.

* Staffed 33 teaching positions from
249 applications.

Kitikmeot

The smallest of the regional
personnel offices, the Kitikmeot
office in Cambridge Bay has a staff
of eight and serves six communities.

1990 Highlights and

Achievements

¢ Appointed a new Equal
Employment Officer.

* Filled a variety of other
departmental positions with
affirmative action candidates,
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» Co-ordinated 135 competitions in
the Kitikmeot region. (Turnover of
43 per cent).

¢ Improved affirmative action
representation in government with
50.7 per cent of the positions in
the region held by aboriginal
people.

HUMAN RESOURCE
DEVELOPMENT ACROSS THE
PUBLIC SERVICE

Departmental Personnel
Co-ordinators

Many departments have personnel
co-ordinators who carry out some of
the human resource administration
and management tasks for their
departments. The co-ordinators are
usually found in the Finance and
Administration Divisions and have a
variety of responsibilities ranging
from maintaining leave and
attendance records through human
resource planning to investigating
first and second level grievances.
Many of the daily operational
activities previously handled by the
Department of Personnel are now
done by the co-ordinators. As part of
each department, they are able to
respond quickly to the needs of their
individual department.

Arctic College

Arctic College has two roles in the
provision of human resource
management for public service staff.
First, the College develops and
provides activities designed to
strengthen College staff. Second, it
delivers education and training
programs for members of the public
service and the public.

190 Human Resource Management

Activities

¢ Prepared an instructor
development and assessment
process for College instructional
staff in consultation with
instructors, chairpersons and
administrators.

* Three staff completed long term
educational leave; four staff began
or continued their studies.
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* Conducted short term training for
both permanent and casual staff at
a number of campuses. This
training included workshops in
instructor assessment, program
development, counselling and
interviewing, and proposal writing.
1990 human resource development

activities for other government

departments and agencies included
the development and provision of:

* an executive secretary course;

s communications and counselling
courses for social services staff;

s cross cultural workshops;
¢ computer training; and
¢ enforcement training.

NWT Housing Corporation

Northwest Territories Housing
Corporation employees serve
Territorial residents by helping to
provide them with that most vital
and basic need — housing. Staff
work directly with individuals and
families as well as through housing
associations and authorities which
exist in 47 communities in the north.
Thirty two per cent of the
corporation’s total 174 employees
qualify under the government’s
affirmation action policy. Staff are
located at its head office in
Yellowknife, in regional offices in
Hay River, Inuvik, Arviat, Norman
Wells, Iqaluit and in six sub-offices
in Spence Bay, Coppermine, Rankin
Inlet, Pond Inlet, Fort Simpson and
Rae-Edzo.

1990 Highlights

* Provided every new employee with
an orientation in a workshop
session in Yellowknife for four
days. Two days were devoted to a
cross cultural workshop and two
days covered presentations by the
president, vice presidents and
directors who reviewed the areas
of Community and Program
Services, Finance, Construction
and Development, Policy and
Evaluation and Human Resources.

* Appointed two in-service trainees
who had successfully completed
their training to full-time positions
at the Housing Corporation.
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* Set up an additional district
manager trainee position,

* Distributed the Joint Equal Pay
Questionnaire in October with a 60
per cent response by December 1.

* Produced a newsletter on a regular
basis to give staff information on
human resource issues and staff
news.

¢ Through the Employee Assistance
Program, provided counselling to
employees with personal/family
problems and/or alcohol or drug
dependencies.

¢ Hired 39 new staff.

* Began the development of a
strategic plan.

Inuvik Regional Health Board

A major development in the Inuvik
Region was the stabilization of the
personnel unit of the Inuvik
Regional Health Beoard (IRHB). A
new Senior Personnel Officer (IRHB)
arrived in the late fall of 1989
followed by the replacement of the
Pay and Benefits Administration
Clerk and the establishment of an
indeterminate receptionist-typist
position in IRHB. Accommodated in
a newly renovated area of the Inuvik
Regional Hospital, this unit is now
fully functional. Significant strides
were made in addressing the high
turnover of nursing professionals by
filling virtually all nursing vacancies
on a permanent rather than a term
basis.

Kitikmeot Health Board

During the past year, the Health
Board had a 50 per cent nursing
turnover rate. Replacing nursing
staff for Outpost Health Centres was
an expensive and time-consuming
effort.

The major goal in nursing
recruitment for Qutpost Health
Centres of the Kitikmeot Region is to
identify career goals and paths
which address the professional and
personal needs of the nurses.
Administrative staff and human
resource planners will be challenged
to address the demand for the
recruitment and retention of nurses.
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POWER CORPORATION

The primary mandate of the
Corporation’s Department of
Personnel has been the restaffing of
corporate office. Despite difficulties
encountered in the recruitment of
engineers during the past year, this
objective has been accomplished.

1990 Highlights

* Established apprenticeship
positions for northerners,
particularly in the field of diesel
mechanics and journeyman power
engineering.

Completed a classification and
compensation review. As a result,
a compensation system was
implemented across the
corporation with new salary ranges
based on internal and external pay
research.

Co-ordinated the corporation’s first
Long Service Award and
Retirement Dinner held in
Yellowknife. The event hosted

103 people including employees
from across the Territories, several
MLAs and senior corporate
officers.

PUBLIC SERVICE TRAINING

A variety of training initiatives are
underway in the public service.
These are managed by the
Department of Education which has
responsibility for the government's
staff development programs. These
programs are an important part of
the support system for human
resource planning in the N.-W.T.
Public Service and most departments
rely heavily on their resources.

In-Service Training

This program provides funds to
allow departments and agencies to
hire trainees for officer level
positions in programs ranging from
one to four years in duration. The
program also has a management
development component which
prepares aboriginal people for jobs at
regional superintendent and assistant
superintendent levels. Over the past
two years, the program has also
been involved in cost sharing with
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Categories of Trainees

Apprenticeship In-Service
Training

This program trains apprentices in
government departments to enable




northerners to obtain journeyman
status in the trades field. The
program has been very successful
over the past few years with many
of the graduates remaining in
government and in the Northwest
Territories. The majority of the
apprentices in training are aboriginal
people (92 per cent). The program
graduated 17 apprentices in 1990 of
whom 16 were aboriginal and all are
now employed. A total of 52
apprentices are currently in training.

Current In-Service
Apprentices by Trade

Carpentry 18

Plumbing

Heavy Equipment Mechanic
| Electrician

Painter

Motor Mechanic

Qil Burner Mechanic

Cook

Power Engineer

o [~
B ek ek i B B O

Education Leave

The Education Leave Program
provides public servants with
funding to attend post secondary
educational institutions for up to
four years to enhance their academic
backgrounds. In addition,
approximately 25 classroom
assistants per year are provided with
funding to attend the Teacher
Education Program and obtain their
teaching certificates. The Professional
Improvement Fund for Teachers
provides funding support for
government teachers to obtain up to
one additional year of post
secondary education.

Fourteen teachers obtained an
additional year of training in 1989/90
and 13 are being supported for the
1990/91 academic year. Thirty two
employees participated in the
Education Leave Program; 16
obtained their diplomas or degrees.
There are currently 38 employees
supported by the program.

Generalist Staff Training

This program provides short two to
four-day training courses for public
servants on a fee for service basis.
The courses are designed to provide
generalist skills which will be of use

Current Education Leave Recipients
Program of Study Institution Duration of Program
BA Economics University of Calgary 1 Year
Saocial Work Program Arctic College 1 Year
Social Work Program University of Calgary 2 Years
BA Honours English University of Saskatchewan 2 Years
Business - Labour Studies McMaster University 1 Year
BN Nursing University of Lethbridge 1 Year
Masters Epidemioclogy University of Ottawa 1 Year
BA Environment Studies Carleton University 1 Year
BN Nursing University of Brunswick 2 Years
BA Anthropology Dalhousie University 2 Years
BA Communications Simon Fraser University 2 Years
MBAU University of British Columbia 1 Year
Engineering Technology Cambrian College 2 Years
BN Nursing University of British Columbia 1 Year
Co-op Work/Study Program Lethbridge College 1 Year
| Bus. Personnel Management University of Arizona 3 Years
Teacher Education Arctic College 2 Years
| Public Business Administration  Arctic College 2 Years
l Public Business Administration  Arctic College 2 Years
Commerce University of Saskatchewan 4 Years
Construction Technology NAIT 2 Years
| Social Work Program University of Saskatchewan 1 Year
Business Management University of Lethbridge 1 Year
Commerce Mount Royal College 1 Year
Masters Education Admin, University of Saskatchewan 1 Year
Education Technology MecGill University 1 Year
B. Education Teacher Education University of Saskatchewan 2 Years
Ultra Sound Technology Victoria Hospital, Halifax 1 Year
Co-op Work/Study Program Camosun College 1 Year
Dentistry McGill University 5 Years
Architectural Technology NAIT 3 Years
BA Linguistics Memorial University 4 Years
Accelerated Accounting NAIT 3 Years
Public Business Administration Dalhousie University 2 Years
BA Urban & Region Plan Ryerson Polytech Institute 3 Years
r B Ed Teacher Education Simon Fraser University 2 Years
Masters Family Health London University 1 Year

in a variety of operational settings.

The Department of Education
delivered 100 courses to over 1,100
employees in 1990 at a total cost of
$350,000.

Career Assignment Program
(CAP)

This program is delivered by the
federal government (Public Service
Commission) with participation from
a number of provincial and territorial
governments including the
Government of the Northwest
Territories. Participants must initially
go through an intensive process of
assessment and those who are
assessed as having management
potential are eligible for a six week
concentrated management course
followed by a one to two-year
assignment with a federal
government department. In 1990 a

total of 12 G.N.W.T. employees
were assessed, three took the course
and one employee is currently on
assignment.

Principal Certification

This project is jointly funded by the
Department of Education and the
Northwest Territories’ Teachers
Association. The program of summer
courses is affiliated with the Ontario
Institute for Studies in Education
and is designed to provide
certification to teachers and
principals in N.W.T. schools so that
they have the leadership and
management skills to be effective
principals. A total of 122 teachers
have graduated from the program
thus far and 37 are currently
enrolled.
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Employees by department
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School boards and their populations
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Aboriginal Employment in the GNWT Public Service
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Employment in the GNWT by Affirmative Action Category

Reglon Women in Total Women 'in Totavl. lndigen'ous Disabled Total
management management non-traditional non-traditional Aboriginal employees
Headquarters 41 (18.6%)* 221 63 (13.9%)** 454 334 (16.7%)*** | 3 (0.2%)*** 2000
Fort Smith 6 (15.4%) 39 34 (11.4%) 298 430 (42.0%) 2 (0.2%) 1024
Inuvik 7(25.9%) 27 10 (6.5%) 155 264 (37.1%) 0 (0.0%) 711
Baffin 9(32.1%) 28 16 (10.9%) 147 331 (43.8%) 0 (0.0%) 756
Keewatin 3(17.6%) 17 9(12.2%) 74 238 (51.6%) 0(0.0%) 461
Kitikmeot 3(16.7%) 18 3(5.3%) 57 162 (49.7%) 1(0.3%) 326
Total 69 (19.7%) 350 135 (11.4%) 1185 1759 (33.3%) 6(0.1%) 5278

Note: Baffin Regional Haalth Board, Stanlon Yeltowknife Hospital and Fort Smith Health Centre are nol included.
Individuals with more than one affirmative action characlenistic are counted more than once.
| = Parcantage of total management
| **  Percentage of total non-traditional
=**  Parcanlage of tolal employses 4 3
Senior Managers in the

GNWT, 1990
\
Total
Reion | g | Fa7Pin
Headquarters | 16 (7.4%) 217
Fort Smith 6(21.4%) 28
Inuvik 3(14.3%) 21
Baffin 1(6.3%) 6
Keewatin 4 (26.7%) 15
Kitikmeot 2(13.3%) 15
Total 32(10.3%)

Note: Baffin Regional Health Board, Sianton Yellowknile
and Fort Smith Health Centre are not
included. Individuals with more than one affirmalive
action characteristic are counted more than once.

Promotion and Transfer within the GNWT in 1990 by Affirmative Action Category

Region Women in Total Women.in Toll‘ lndige_nous Tokalempinyees
management management non-traditional non-traditional Aboriginal

Headquarters 9 (34.6%)* 26 8(17.8%)"* 45 67 (25.2%)*** 266
Fort Smith 3 (50.0%) 6 0 (0.0%) 41 64 (47.8%) 134
Inuvik 2 (25.0%) 8 1(5.0%) 20 31 (32.6%) 95
Baffin 1 (16.7%) 6 2(18.2%) 11 43 (43.0%) 100
Keewatin 1(33.3%) 3 2 (28.6%) 7 20(41.7%) 48
Kitikmeot 0(0.0%) 2 2 (20.0%) 10 22(51.2%) 43

Total 16 (31.4%) 51 15(11.2%) 134 247 (36.0%) 686

Note. Balfin Regional Health Board, Stanton Yellowknife Hospital and Fort Smith Heaith Cenire are not included.
Individuals wilh more than one alfirmalive action characteristic are counted more than once.
Percantage of total management

**  Percentage of tofal non-traditional

***  Parceniage of lolal employees




Acna tabxc

20 Y LEL Mo AL AN Parlvatd®

LN PPROY Col™Ioaadh WY, 'C'C* boadt $odlN ELo 36 AT Fad@M AcdYF DD YOI AcndB®™> a i D% Ld",
o M WYL LSBT

M Acadn DY Met ABa bR

Y WL Ve (A AN

al?LNPdC A'baAY o™
2a.Y4T LKL 1990-

—
- B gl
au,ehe 16 (7.4%) 217
>4 e 6(21.4%) 28
AT 3(14.3%) 21
PPo 5t 1 (6.3%) 16
Peea™ 4 (26.7%) 15
PNrbe 2 (13.3%) 15
bl are 32 (10.3%) 312

Cdr*v™; oL 4o d®CAce ' bNLM, *C°C*
YaaAl oy, 50 T Coditt Cdd
AcPMEY. QDM AbadbB™DF
AWRDY =L

9 d®CD¥¢ AcndlMhe 4'Lo SNCPYE 00 /4T LELYC Acar'C 1990-T

wits | ouiier |, [roacBone [T avvne | B [0S

AMebNe 4] (18.6%)* 221 63 (13.9%)** 454 334 (16.7%)*** 3 (025> 2000
54° /I 6 (15.4%) 39 34 (11.4%) 298 430 (42.0%) 2 (0.2%) 1024
A5t 7(25.9%) 27 10 (6.5%) 155 264 (37.1%) 0 (0.0%) 711
Pl 9(32.1%) 28 16 (10.9%) 147 331 (43.8%) 0 (0.0%) 756
Pec™ 3 (17.6%) 17 9(12.2%) 74 238 (51.6%) 0(0.0%) 461
PNTDe 3(16.7%) 18 34(5.3%) 57 162 (49.7%) 1(0.3%) 326

bN* 0 69 (19.7%}) 350 135(11.4%) 1185 1759 (33.3%) 6(0.19%) 5278

AL =dNYaAdNNJC
witor | ol | e eS| TGRS [ e | s

Lbnc 9 (34.6%)* 26 8 (17.8%)*= 45 67 (2529 +** 266
24° /re 3 (50.0%) 6 0(0.0%) 41 64 (47.8%) 134
dstar 2 (25.0%) 8 1{5.0%) 20 31{32.6%) 95
PPoLLt 1 (16.7%) 6 2(18.2%) 11 43 (43.0%) 100
£8Tc™ 1(33.3%) 3 2 (28.6%) 7 20(41.7%) 48
PATHS 0 (0.0%) 2 2 (20.0%) 10 22 (51.2%) 43

bN*af* 16 (31.4%) 51 15(11.2%) 134 247 (36.0%) 686

Cd™M™ PPROLY 'od™ons s MUY, 'C°C° 50d® e P0Y Flo D A CodIM AcPYIE GCOP YN Aeadb™) sl CP% "L
5 M WYL JHSRDE

M Acadn DO A%a AFBRTT

P WYL ba Y (50 A5%)Y



Distribution of GNWT Employees and Pay Level

Headquarters
Pay Levels Indigenous Other Total
2 Aboriginal Employees Employees
Upto 13 54.(31.0%) 120 (62.0%) 174
14t0 18 87 (19.4%) 361 (R0.6%) 4438
19 to 23 90 (27.3%) 240 (72.7%) 30
2410 35 85(11.19%) 681 (88.9%) 766
Hay Plan 16 (7.4%) 210 (92.6%) 217
Teachers 1¢1.9%) 53(98.1%) 54
Instructors 1(9.1%) 10 (90.9%) 1
Total 334 (16.7%) 1666 (83.3%) 2000
Stanton Yellowknife Hospital not included
Fort Smith
Pay Levels lndig?n.ous Other Total
Aboriginal Employees Employees
Upto 13 166 (68.0%) 78 (32.0%) 244
14to 18 100 (55.6%) 80 (44.4%) 180
19to 23 98 (53.0%) 87 (47.0%) 185
241035 30 (20.3%) 114 (79.2%) 144
Hay Pian 6 (21.4%) 22(78.6%) 28
Teachers 24 (12.8%) 164 (87.2%) 188
Instructors 6(11.8%) 45 (88.2%) 51
Total 430 (42.0%) 594 (58.0%)

Fort Smith Health Cenire not included

Inuvik
Pay Levels lndige.n.uus Other Total
Aboriginal Employees Employees
Upto 13 119 (70.8%) 49 (29.2%) 168
14 to 18 54 (45.4%) 65 (54.6%) 119
19 to 23 55 (37.4%) 92 (62.6%) 147
24 to 35 14 (11.4%) 109 (88.6%) 123
Hay Plan 3(14.3%) 18 (B5.7%) 21
Teachers 18 (14.9%) 103 (85.1%) 121
Instructors 1 (8.3%) 11(21.7%) 12
Total 264 (37.1%) 447 (62.9%) 711
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Distribution of the GNW I Employees by ray Level

Pay Levels Indigenous Other Total
™ Aboriginal Employees Employees
Upto13 112 (84.8%) 20 (15.2%) 132
14to 18 88 (71.5%) 35 (28.5%) 123
191023 52 (50.0%) 52 (50.0%) 104
24t0 35 29 (23.0%) 97 (77.0%) 126
Hay Plan 1 (6.3%) 15 (93.8%) 16
Teachers 44 (20.5%) 171 (79.5%} 215
Instructors 5(12.5%) 35 (87.5%) 40
Total 331 (43.8%) 425 (56.2%) 756
Baffin Regional Health Board nat includad
Keewatin
P Taxels Indigenous Other Total
2 Aboriginal Employees Employees
Uptol3 107 (93.0%) 9(7.0%) 115
14t0 18 54 (75.0%) 18 (25.0%) 72
191023 37 (50.0%) 37 (50.0%) 74
2410 35 17 (23.9%) 54 (76.1%) 7
Hay Plan 4 (26.7%) 11(73.3%) 15
Teachers 13 (13.1%) 86 (86.9%) 99
Instructors 6 (40.0%) 9 (60.0%) L5
Total 238 (51.6%) 223(48.4%) 461

Kitikmeot
Pay Levels Indigenous Other Total
3 Aboriginal Employees Employees
Upto 13 65 (95.6%) 3(4.4%) 68
14to 18 36 (83.7%) 7(16.3%) 43
1910 23 35 (50.7%) 34 (49.3%) 69
24¢t0 35 13 (22.8%) 44 (77.2%) 57
Hay Plan 2(13.3%) 13 (86.7%) 15
Teachers 10 (15.4%) 55 (84.6%) 65
Instructors 1 (11.1%) 8 (88.9%) 9
Total 162 (49.7%) 164 (50.3%)

All Regions
Pay Levels Indigt'en.ous Other Total
Aboriginal Employees Employees

Upto 13 623 (69.1%) 278 (30.9%) 501
14 to 18 419 (42.5%) 566 (57.5%) 985
19to 23 367 (40.4%) 542 (59.6%) 509
241035 188 (14.6%) 1099 (85.4%) 1287
Hay Plan 32 (10.3%) 280 (89.7%) 312
Teachers 110 (14.7%) 636 (85.3%) 746
Instructors 20 (14.5%) 118 (85.5%) 138
Total 1759 (33.3%) 3519 (66.7%) 5278
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Distribution of the GNWT Employees by Occupational Group

Stanton Yellowknife Hospital not included

Headquarters
Occupational Groups lndigt’:n?us L e
Aboriginal Employees Employees
Management 13 (5.9%) 208 (94.1%) 221
Professional 4(2.1%) 186 (97.9%) 190
Technical 18 (5.7%) 298 (94.3%) 36
Administrative Services 116 (15.0%) 657 (85.0%) 173
Operational {Labour & Trades) 62 (48.8%) 65 (51.2%) 127
Operational (Program Delivery) 65 (26.5%) 180 (73.5%) 245
Trainees 27 (90.0%) 3 (10.0%) 30
Education Leave 17 (51.5%) 16 (48.5%) 33
Unclassified 12 (18.5%) 53 (81.5%) 65
Total 334 (16.7%) 1666 (83.3%)

Fort Smith Health Cantre not included

Fort Smith
Srccaipstional Geous l::iagrei::’nuasl Eg::l‘:;ees En'::;::(]ees

Management 4(10.3%) 35 (89.7%) 39
Professional 31¢11.6%) 236 (88.4%) 267
Technical 6 (18.2%) 27 (81.8%) 33
Administrative Services 73 (42.7%) 98 (57.3%) 171
Operational (Labour & Trades) 171 (67.9%) 81(32.1%) 252
Operational (Program Delivery)| 121 (54.3%) 102 {45.7%) 223
Trainees 14 (87.5%) 2 (12.5%) 16
Education Leave 2 (50.0%) 2(50.0%) 4
Unclassified 8 (42.1%) 11 (57.9%) 19

Total 430 (42.0%) 594 (58.0%) 1024

Inuvik
Orcupatidant Groups l::if-::?::l Eg::::;ees En:lr;!tla;ees
Management 3(11.1%) 24 (88.9%) 27
Professional 21 {10.0%) 189 (90.0%) 210
Technical 2 (4.8%) 40 (95.2%) 42
Administrative Services 47 (41.2%) 67 (58.8%) 114
Operational (Labour & Trades) 109 (64.1%) 61 (35.9%) 170
Operational (Program Delivery) 72 (57.1%) 54 (42.9%) 126
Trainees 6 (85.7%) 1 (14.3%) 7
Education Leave 3 (60.0%) 2 (40.0%) 5
Unclassified 1 (10.0%) 9 (90.0%) 10
Total 264 (37.1%) 447 (62.9%)




AAPD¥PLNC LELYC 00 V4T A'BaAY™NYW'C AcadM s

U ot Foadl Ac D YOS

AL
Acad® A IMLE 2a'b%®IAeC UM Aba AYNC 5"‘-’"‘“:’::;”‘3‘

AL 13 (5.9%) 208 (94.1%) 221
Ac/L® 4(2.1%) 186 (97.9%) 190
Bilbe Vet Ac/Li® 18 (5.7%) 298 (94.3%) 316
QU Acndab e 116 (15.0%) 657 (85.0%) 773
P PLYI AcndDis 62 (48.8%) 65 (51.2%) 127
Do\ AcndNNPeobc 65 (26.5%) 180 (73.5%) 245
Abe™¢ 27 (90.0%) 3 (10.0%) 30
Ac*edb ePLo'l sBHeDbYe® 17 (51.5%) 16 (48.5%) 33
B%badbca B MO 12 (18.5%) 53 (81.5%) 65

b s 334 (16.7%) 1666 (83.3%) 2000

24c /e
Acads 4ADoILYE 20206 e Abadyene | BTF AbaApTIE
LY 4(10.3%) 35 (89.7%) 39
BerLi 31 (11.6%) 236 (88.4%) 267
Bdlbeet AcrLe® 6 (18.2%) 27 (81.8%) 3
At Acndnbire 73 (42.7%) 98 (57.3%) 17
ee™c PUOE Acadb 171 (67.9%) 81 (32.1%) 252
e AcndNNelod 121 (54.3%) 102 (45.7%) 223
- 14 (87.5%) 2(12.5%) 16
Act e Pb e?Lotl shMcbbie® 2 (50.0%) 2 (50.0%) 4
A%aAb e b " 8 (42.1%) 11 (57.9%) 19

b*Lre

2¢ A Codit depYI®

430 (42.0%)

594 (58.0%)

As4®
Acads AAI™LYE saB%"D0ec AME At AYONC 5"‘-’"‘&&':;”‘3‘
ks 3(11.1%) 24 (88.9%) 27
Aei® 21 (10.0%) 189 (90.0%) 210
Adlle et Aedli® 2 (4.8%) 40 (95.2%) 42
AL Acndnb e 47 (41.2%) 67 (58.8%) 114
Wee™s PLAI AcadbE 109 (64.1%) 61 (35.9%) 170
et AcadWINYab 72 (57.1%) 54 (42.9%) 126
Bb¥Ne 6 (85.7%) 1(14.3%) 7
Actedb oPletlt o'bMobbhe® 3 (60.0%) 2 (40.0%) 5
Atbadben %O 1 (10.0%) 9 (90.0%) 0

bt

264 (37.1%)

447 (62.9%)




Distribution of the GNWT Employees by Occupational Group

Balfin Regional Health Board not included

Baffin
Qccupationsl Greups lxglg:g‘?:; Eg::l‘:;ees E:;::JTees
Management 2(7.1%) 26 (92.9%) 28
Professional 47 (17.7%) 219 (82.3%) 266
Technical 2(12.5%) 14 (87.5%) 16
Administrative Services 63 (50.4%) 62 (49.6%) 125
Operational (Labour & Trades) 72 (69.9%) 31 (30.1%) 103
Operational (Program Delivery) 124 (64.6%) 68 (35.4%) 192
Trainees 13 (100.0%) 0 (0.0%) 13
Education Leave 2 (40.0%) 3(60.0%) 5
Unclassified 6 (75.0%) 2 (25.0%) 8
Total 331 (43.8%) 425 (56.2%)

Keewatin
Oceupational Griwp l;:itgrei:‘i’::l Eg:::;ees Err’:;:toa;ees
Management 4 (23.5%) 13 (76.5%) 17
Professional 19 (14.1%) 116 (85.9%) 135
Technical 4 (20.0%) 16 (80.0%) 20
Administrative Services 50(61.7%) 31 (38.3%) 81
Operational (Labour & Trades) 63 (85.1%) 11 (14.9%) 74
Operational (Program Delivery) 88 (75.2%) 29 (24.8%) 1i7
Trainees 7 (100.0%) 0(0.0%) 7
Education Leave 1 (25.0%) 3(75.0%) 4
Unclassified 2(33.3%) 4 (66.7%) 6
Total 238 (51.6%) 223 (48.4%)

Kitikmeot
Occupational Groups l::iﬁ‘;;;:’; E:r?:)‘:;;ees En:)(:::ees
Management 2(11.1%) 16 (88.9%) 18
Professiona)l 10 (10.2%) 88 (89.8%) 98
Technical 5(31.3%) 11 (68.8%) 16
Administrative Services 36 (63.2%) 21 (36.8%) 57
Operational (Labour & Trades) 52 (91.2%) 5(8.8%) 57
Operational (Program Delivery) 46 (67.6%) 22(32.4%) 68
Trainees 6 (100.0%) 0 (0.0%) 6
Education Leave 0 (0.0%) 0(0.0%) ¢
Unclassified 5(83.3%) 1(16.7%) 6
Total 162 (49.7%) 164 (50.3%)
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Applicants Interviewed by Sex and Ethnicity

MALE FEMALE
Region/Area Aboriginal Non‘:":::: '::'“a"; Aboriginal ND""J::::E;MU
Balfin 34 114 81 75
Fort Simpson 17 22 28 23
Fort Smith 110 141 132 169
Inuvik 49 108 88 128
Keewatin 48 60 108 81
Kitikmeot 42 7 58 44
Yellowknife 97 611 164 674
Total

Grievances
| J lember of Number of Number Number
‘ grievances grievances resolved forwarded
Department forwarded to | carried over in 1990 in 1990
third level from previous
in 1990 years
Arctic College 6 | 2 5
Culture & Comm. ] - ] 4
Econ. Dev. & Tour. 3 . 1 2
Education 10 3 10 3
Executive - 1 . 1
Finance 2 1 - |
Gov. Services 3 6 7 2
Health 14 L] 13 5
Justice 1 2 2 1
MACA 1 - 1
NWTHC 2 2
NWTPC 5 2 3 4
Public Works 9 6 11 4
Renewable Resources 3 1 2
Safety & Public Serv, P 2 -
Social Services 14 6 9 il
Transportation 2 - 1
Workers Compensation 2 . - 1
Union Policy Grievance 2 1 - 3
Total
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Position Classification Activity by Region, 1990

Positions Average Processing Positions

Classified Time (days) Outstanding
Headquarters 950 17.3 23
Fort Smith/Fort Simpson 324 8.5 3
Inuvik 154 12.0 4
Baffin 154 12.1 2
Keewatin 71 9.1 I
Kitikmeot 5 8.7 2

Total

Long Service Awards by Region, 1990

SYRS 10 YRS 15 YRS 20 YRS Total

Fort Smith 46 33 21 12 112
Fort Simpson 6 i 1 20 28
Inuvik 19 7 3 4 33
Baffin 27 19 9 14 69
Keewatin 20 1 4 2 37
Kitikmeot 13 10 5 - 28
Headquarters 118 59 32 22 231

Total 249 140 75 74 538
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