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Division Costing (Phase 2) - Transition Action Plan 

INTRODUCTION 

On April 1, 1999 two new territories come into being. Nunavut in the east and a new, yet 
to be named, tenitory in the west. Much planning has gone into preparing for this event 
and much more remains to be done. The existing Government of the Northwest 
Tenitories has a vital role to play in the planning process and, as important, in taking the 
actual implementation actions leading up to April 1, 1999. 

Today, the existing GNWT serves the entire geographic region and population that will 
later be sutxjivided into the two new territories. It has the infrastructure, staff, systems 
and capacity to provide this service, albeit its capacity has been severely eroded by 
recent federal funding reductions. 

However, the GNWT cannot bring the creation of the two new tenitories about by itself. 
The Office of the Interim Commissioner has a legislatively defined role in this effort. The 
Western Coalition has been fanned to help represent the interests of western residents in 
fonnula financing discussions with Canada. The Nunavut Tunngavik Incorporated is 
charged with representing the Inuit claimants' interests. And finally, the federal 
government must represent Canada's interests, provide the financing to make it all 
happen without loss of service to NWT residents, and accept the ultimate responsibility 
for the creation of two viable new tenitories. 

Although there are many parties involved in the creation of the two new tenitories, the 
GNWT is the only organization that is currently perfonning the functions the two new 
tenitories will assume. The GNWT has the experienced staff and managers who know 
what it takes to provide services, and what practical steps must be taken to establish two 
new organizations capable of delivering a similar array of services on April 1, 1999. 

All parties accept that two fully staffed and functioning tenitorial governments will not be 
in place by April 1, 1999. Even the federal transition funding plan assumes no more than 
150 Nunavut Government staff will actually be hired by April 1, 1999. And given the 
schedule for Nunavut Government infrastructure construction, there will be not be the 
physical capacity to fully staff up the Nunavut Government early in its life. 

In the west, the absence of a new constitutional framework precludes finalization of a new 
government organization model prior to April 1, 1999. However, as the current seat of 
the GNWT headquarters is primarily in Yellowknife, a western tenitory city, the west may 
avail itself of the existing structure of government, modified as required to reflect a 
reduced jurisdiction, until western constitutional planning concludes. 

However, once the western tenitory adopts a new constitutional framework and develops 
the related government structure, it will incur both transitional and incremental costs in 
implementation. These costs are directly related to the creation of two new tenitories and 
must be supported by federal funding in the same manner as Nunavut costs are being 
addressed in accordance with the Nunavut Political Accord. One of the earliest 
transitional costs that must be provided for is training and development. Parallel to the 
Nunavut Unified Human Resources Development Strategy, a similar strategy and funding 
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will be required in the west. This area of western transitional and incremental costs will 
be addressed in a supplementary report, which will be released later this year. 

The result of the above, and other considerations discussed later in this document, is that 
a realistic plan is needed to identify what actions should be taken from now until April 1, 
1999 to: 

► establish and staff as many government functions in Nunavut as possible over the 
next eighteen months; 

► identify and put in place alternate measures to perform functions which cannot be 
staffed in Nunavut by April 1, 1999, but which are critical to the operation of a 
government; 

► identify and schedule the adjustments needed to the existing government structure 
to focus on seNice to only the western territory, 

► identify the nature of the future requirements related to the political and 
organizational reform that will occur in the western territory once constitutional 
clarity is achieved; and 

r cost these actions. 

In developing such a plan it is recognized that the plan will be many things to many 
people. For the Interim Commissioner it is advice. For GNWT departments it is a guide 
to action. For the western territory it is a basis for planning and response. For the 
federal government it is a comprehensive costing and an assurance that the creation of 
two new territories can happen in an orderly way as long as federal financial support is at 
realistic levels. 
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OBJECTIVES 

The objectives of this transition action plan are: 

1) To identify which functions should be established on a priority basis in Nunavut. 

2) To provide a guide for when the positions related to these priority functions should be 
staffed. 

3) To identify areas where alternate measures for performing Nunavut government 
functions (e.g. contracting) are required as staffing is not possible by April 1, 1999. 

4) To identify and schedule the staffing adjustments needed to the existing GNWT 
organization structure to reflect service to only the western tenitory. 

5) To identify the nature of western transitional costs that will be incurred once western 
political and organizational reforms commence. 

6) To identify any position transfers from the existing headquarters to Nunavut that can 
be achieved prior to April 1, 1998 if transition funding can be secured for relocation, 
severance and recruitment costs that may be associated with these actions. 

7) To identify a plan for putting in place core computerized information systems that will 
be immediately required by the Nunavut Government on April 1, 1999, and 

8) To cost all transition activities identified in the plan. 

The above objectives are ambitious for any one plan. However, the GNWT and its 
departments have been engaged in the development of this plan for several months (for 
background on this development process see the planning call letters included in 
Appendix 1). 

This plan does not attempt to address human resource training, infrastructure or 
legislative requirements associated with the creation of two new tenitories as these are 
dealt with in other planning forums. However, the status of these related activities does 
impact on the timing and nature of transition actions. 
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CRITICAL ISSUES AND ASSUMPTIONS 

Given the complexity of establishing two new tenitorial jurisdictions there are a multitude 
of issues that must be dealt with. However, there are several specific issues which are 
critical to this implementation action plan. 

INFRASTRUCTURE AVAILABILITY 

Staff need offices in which to work. The timing of any transfer of existing headquarters 
staff to the Nunavut Government, and the timing of recruitment of new employees to fill 
Nunavut Government positions is dependent on when office space will be available. 

The schedule for construction of new Nunavut infrastructure is attached as Appendix 2. 
This schedule calls for all Iqaluit office space to be ready for occupancy by April 1, 1999, 
but no office space in other Baffin communities to be ready until April 1, 2000, at the 
earliest. This means that the relocation of regional offices from Iqaluit to other Baffin 
communities cannot start until 2000-01, and that those headquarters functions, which 
were to be located in these other Baffin communities must be temporarily located in 
Iqaluit or not staffed. However, Iqaluit office space will also be severely strained. 
Without the office space being freed up by relocation of regional offices, new 
headquarters positions cannot be staffed in advance of April 1, 1999, the date new office 
space will be completed. 

The situation with availability of office space may be further aggravated by slippage in the 
construction schedule for Iqaluit offices. A number of delays have already been 
experienced (e.g. site selection). The current construction schedule appears extremely 
optimistic in the view of experienced GNWT construction management staff. Due to the 
havoc that would ensue if actual staff transfer and recruitment actions commenced in 
advance of office availability, it is prudent to allow for some time contingency in this 
implementation plan. 

As a result, this implementation plan is based on the following assumption for the Baffin: 

•• : : : : : • . • : : : : : ; ; • ! : • •• : i ! i ! : : ! : i : i ; i i ; : : : ! ! i ; : • . . . . • • : : : '. '. '. : : : : : '. : : : : : : : : ~ '. : : : : : : : : : • • • • 
. . . . . . . . ' . . . . . . 

...... ···• ·::::::: .. ::::·::·: 

:::::'.•Office':Assuini,tion':j':~:;iii~re:'w;1i:'i,~:·a•'slx-mont11 slippa~'.;n'the''curreni:;::• 
•I:)!: schedu/efornewofflce space In all.communities. Th/s·means'new offices:,::, 
::::• .. wil(be read,/ fo('occtipancy in /qaluitin 'the. Fall of 1999, Jn iglo.ofik and) : 
•• , : '.. Cape Dorset th:e fall of 2000, and in. Pangniitung and Pond Inlet the ·Fali of,!;.' 
:::/ 2001>'••:•,::>><LI/1':, ,:, :,.:, :, ••• , ••• ::::::::::::.: ••',,•:•• • • ••• •••• ,,.' •• '"',,,: '' • • • •• ·' '· 

······:··:::::::::::::.::::::::: ..... ··:·::·:: .::::::.: •• 

In anticipation of the office infrastructure shortage during the first few years of the 
Nunavut Government, the GNWT has surveyed its existing office space in Nunavut and 
determined that the following additional numbers of staff could be located in existing 
offices: 

► Iqaluit - 66 (say 70) positions. 
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► Rankin Inlet - 23 (say 25) positions. 

► Cambridge Bay - 29 (say 30) positions. 

BAFFIN OFFICE SPACE 

The schedule/delay in office construction in other Baffin communities will constrain office 
availability in Iqaluit. Assuming an average of 200 square feet per position is required the 
400 (approximately) headquarters positions in Iqaluit will require bout 9,000 square 
meters of office space. As only 3,000 square meters of new space is being built (or 33% 
of total requirements), it is assumed the plan is for the balance of the headquarters staff 
to be assigned to existing GNWT offices once the regional positions are decentralized. 
This would mean that only about 150 headquarters positions in Iqaluit could be staffed 
prior to decentralization in 2000-01. Allowing for the crudeness of this analysis it is 
suggested that this number may range as high as 200 positions. 

The above analysis leads to the following assumption: 

'. '. '. '. '.: '.~'.'.: '. '. ~:: '. '. '. '. (: ~: H (!; ;; ; '.;;; H: '. = < '. ... : :: :: :: :: : :: : : :: : :: : : :: : · · 
::::••·omc~A~~~~ption2~:u,,·to 10 new:NunavutGovernment posltions:}~~•1,~:::\:i 
:: :staffed anci located}t1 Iqaluit from 110w until September 1999 using existir,g)/ 
: :' surplus GNWT office space. : A. further 200 headquarters positions can be 
\>staffed and/ocated in Iqaluit in the periodOctober 1999 to the. Fall of 2000: 
·::: ·~n.~Nc:q ~on~iiuc.f#d office sp~ceJ~:;ixailable,:( : : • • • •• •• •• • ••• •••• •••• 

............ ::::·::::::::::;,·· ., :·. :· :::;::;i;:~:;/(i~ 

The constraint on staffing in Iqaluit caused by office availability is significant, however, 
additional recruitment of Iqaluit destined headquarters staff can still occur if a period of 
location and training in Yellowknife, or some other location, would be appropriate (for 
many positions such a training period will be required). 

KEEWA TIN OFFICE SPACE 

In the Keewatin, new office space is scheduled for completion in Arviat by April 1, 1999 
and in Baker Lake by the summer of 2001. Allowing for a six-month time contingency 
takes the date upon which actual placement of staff can be planned to September 1999. 
Movement of regional offices from Rankin Inlet to Arviat could then occur. In the interim, 
up to 25 new headquarters positions could be staffed in Rankin Inlet with existing office 
space that can be made available. 

This leads to the following assumption: 

. ,·;::.::::::::: :.:::-:::::::::: :·:::::.:::::::::::·· ;· :_::;·.:::::::·:::·::.::-·>: ... :. :·::_>: .. :•:·:_:: ::o; :::·:::::·::::::::::-::,:.-::::: .•• 

••• · Office Assumption 3~.Up to 25 newNunavutGovemment positions can be••· ... 
staffed: ancf located j11 Rankin Inlet from now until September 1999 using :: 
'.~xisting surplus GNWT office s1iace~: • The. remainder of new positions. can.:.••. 
i,e: staffed :once NCC constructed office: space is available in Arvia't an'cf :: 

: i3ake,Lake/:::-:: ·· · • • ·••· ••• .:: :::: ;, <( : : .: ••••• ••••• •••• •• · • 
:·:::···,:: ·.:.:: ••••• ···:::: :::::::::::::::::: ... ·.: .... 
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KITIKMEOTOFFICESPACE 

In the Kitikmeot, Cambridge Bay offices will not be complete until April 2000, or 
September 2000 allowing the six month contingency. The new Kugluktuk office space is 
scheduled for April 1999; September 1999 allowing the six-month contingency, which will 
then allow movement of regional staff from Cambridge Bay to Kugluktuk. The result is 
that up to 30 new headquarters positions could be staffed and located in Cambridge Bay 
from now until September 1999 and the balance at that time. 

••••:•:office Assumoiion 4 ~·up, to. ·30· n~w Nunavut Government positions ·can be,•·••• 
/: ~taffed and loca~d}n C_a.tnbricl~ Bay from now until September 1999 /: 
: :/µsing existing surplus <:iNW.,offl~~ space. Any remainder could be staffed 
: :\afterthatti_me'. :: : ': .,:.:::·. . ........... •··· ........ . 

TENANT IMPROVEMENTS 

The use of existing GNwr offices, while allowing earlier recruitment and placement of 
some staff, will cany some one time costs with it. Minor renovations and tenant 
improvements will be required to accommodate these staff. Normal tenant 
improvements cost, on average, $30.00 to 40.00 per square foot depending on the 
degree to which concurrent electrical and mechanical changes are required (e.g. more 
people in a set area could require ventilation upgrades). If 125 staff can be 
accommodated each being squeezed into 100 to 150 square feet, the cost of tenant 
improvements could approach $750,000. 

. . . . . . . ' . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ' . ' . ' . ' . ' . . . . . . . . . . . . . . ' . ' . . . 

•'::; •• Office -A~lltnption • •s '~.: a~comm~:daii~g -up • to.• 125. new staff in . existing 
, ' GNWT offices ·wm require. tenant improvements costing approximately 

·$150,000. • -- .:., .: :I,:. • ..... • • • 
.... .. .. . . . . ' . ' . . . . . . . . . . . 

WESTERN OFFICE SPACE 

... 
_::::::::::::::::::::: ..... 

. .. . . ..... .. . ,.., .... ' .. .. . ......... . 

The Phase 1 organizational modeling and costing process identified that the existing 
headquarters organization would reduce from its current staff compliment of 1241 
positions to 952, a decline of 289. This reduction will require a complete rationalization of 
existing office space and leases in Yellowknife. A Request for Proposal is being issued to 
obtain private sector proposals with regard to this restructuring and decisions will be 
made soon. However, based on the need to rationalize space utilization, costs will be 
incurred to undertake the necessary tenant improvements, and costs may be incurred to 
break leases. The cost of lease breakage cannot be determined until the proposals are 
in, however, an estimate of tenant improvements costs can be made. Assuming 50% of 
the 952 positions will be affected by this rationalization, and require that tenant 
improvements be undertaken, and that average office space required is 200 square feet 
per position, we can apply our earlier estimate of $40.00 per square foot for tenant 
improvement costs to arrive at a rough estimate of $3.8 million. 

PAGE 60F44 SEPTEMBER 22, 1997 



: ; iii'. ii: ii: ii; ii/iii; iii iii iii I!( iii (;iii; i H iii! H Hi iii i ! H ii H \ l: H l i H ~Hi Hi iii i H f ~ii; ii!: l ~ l i '. i:;: iii:~ i :- ..•• : i: i: l ~ i; iii:;:::.::;~;~ f ;; i: i ~ '.:: ~ ; 

bmc~ A~ild11{ti~11 :6 U:k~ttbh~i;t~ih,h!~tw~~iem t1~~dquarte~ bfflce spa~~ ; : 
will \ fequlr.e •• appr.oxinl~tely: $3.8 •• 1T1illl~t1 }or. tenant• Improvements and• an 
:~IJ/p~~r:~11"J~~ri,(fo,r,J~a~~~re~~ag~//H::: •: • •• 

. . . . . . . . ' . . ' ' ' . . . . . . . 

. ········••·•·· 

The actual timing of when these costs will be incurred will depend on the degree and 
duration of service contracting the western territory undertakes on behalf of Nunavut. 
Regardless of timing these cost will eventually be incurred. The issue of 
western/Nunavut contracting arrangements (see discussion under Staffing Section) also 
raises the issue of office accommodation implications. If the western government must 
retain/recruit additional staff to provide services to Nunavut, the staff will need offices 
beyond April 1, 1999. The cost beyond division for these staff will be transitional costs as 
Nunavut will also be incurring costs to acquire/construct its own office facilities and will 
not have savings that could be applied to this temporary office need in the western 
headquarters. 

Later in this report, it is suggested that Nunavut must prioritize the establishment of 
specific functions by April 1, 1999 that would nonnally require about 551 staff to perfonn. 
Based on the analysis presented only 125 of those staff can be located in Nunavut by 
April 1, 1999. This means that for some period of time, Nunavut will have to contract with 
others to undertake this work. If all of that contracting was with the western territory, the 
west would have to retain/employ at least the same number of staff (551 - 125 = 426) to 
provide the service (assumes ·au 125 that can be currently staffed in Nunavut are in the 
551 priority positions). This means that office space must be retained/acquired past April 
1 , 1999 for these staff for the duration of the contract. 

Assuming no contract is for less than one year, and that in the second year post division 
the contracting requirement drops by the n~mber of staff that can then be located in 
Nunavut, the costing can be done. 

► 426 positions@ $25.00/sq.ft. X 200 sq. ft. = $2.13 million per year .. 

If the number of staff to perfonn the contract services declines by the number of staff 
Nunavut can place before the start of the 2000-2001 fiscal year, which is estimated at 
150 to 200, the second year costs drop to: 

► 226 positions@ $25/sq.ft. X 200 sq. ft. = $1.13 million per year. 

It will be assumed for the purpose of this analysis that the $ 1.13 million dollar level of 
expense will be required for both 2000-2001 and 2001-2002. If contracting arrangements 
extend beyond this date or Nunavut can staff up faster, then adjustments can be made. 

Later in this report we discuss additional costs associated with locating Nunavut recruits in 
Yellowknife for a period of time for training or until office space is available. To the extent 
these staff can be utilized to undertake some of the work associated with the contract 
arrangements with Nunavut, then some cost efficiencies may be realized. And to the 
extent that Nunavut is not yet incurring lease costs on new office space, and this funding 
is in its gross expenditure base, then there will be some level of offset possible. 

• • . : : • : : : : : : : : ; ; i ; : .. : : : : '. ~ : : : : '. : ! : '. \ : ; : : : ~ ; ; : ~ ; : ; : : : : : : ; : : : ~ ~ ! \ : ~ : ; : ; : ; : ; \ ; : • '. ; ; : : : : ; : : ; : : : : : ; : : : : ' ; • : : : : . 

()ffic;~ A~~uinpti~~ • 7 . • ·r11e : ~teritiorilrediuitment of staff to allow the 
western governmentto prcJvide services to Nunavut for a period of time 
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A discussion of office space would not be complete without an examination of potential 
office costs associated with future changes to the structure of the western tenitory. 
Although the constitutional process and the resulting structure of government are 
unresolved issues, there are clear trends towards a more regionalized/decentralized form 
of government. This will result in the need for expanded office capacity in western 
communities outside of Yellowknife and a further rationalization of office space within 
Yellowknife. Costs similar to those incurred in establishing the Nunavut model of 
government can be expected. As "all-up" costs of Nunavut office space requirements 
(both transitional and incremental) are well over $100 million, it should be expected that a 
similar order of magnitude of costs may be required in the west, adjusted for the reduced 
western tenitory staff compliment. This will be further discussed in a supplementary 
report. 

••:•:: oitica'Aiiumoilons·~,oitice•cosisin•ihe'west•w;11 be withina's1mirar'~,'cle,:•••• 
::/ of.magnitudfJ, as office costs fo(Nu11avut h.~ve been, adjus~c(for. the/H 
' ':i~Ja:~r~ ~ize:of the w~stE!p s~ff,~°.IJIPli~en.~.•,,·. 

OFFICE FURNISHINGS 

A final office space consideration regarding the creation of two new tenitories is office 
furnishings. There is $7.775 million in the original $150 million of federal transition 
money dedicated to "minor capital". Whether this was intended to fund new office 
furniture and equipment for the Nunavut headquarters staff is unknown. However, based 
on known workstation costs (exclusive of microcomputers), of approximately $10,000 on 
average (includes both position and common area requirements), the cost of new 
furnishings would be $7.0 million. 

The downsizing in Yellowknife will free up some furnishings but this would be only after 
contracting arrangements with Nunavut expire. It would also make little sense to 
transport surplus furniture to Nunavut, as the freight cost would likely exceed the value of 
used furniture. However, the surplus furniture could be disposed of through public tender 
and may generate some offset to the $7 .0 million cost. Nunavut government, or the 
federal government, could participate in the surplus process to ensure proceeds were 
reasonable. 

: ~ ::!::;::'.'. i:::i; '. :: : :'..; ;~;; :i:i:: ;: :!;;::: :::L::: \'.:: '. ;: ; : i!;~:i! ~:::!if!; i;] ;;:: i~ ~::: ::'. ::· :: ;; : : : ·: • 
• : oiiide. A~u~pti~n' '.'g ·< 'offic~: 'i,i,i,;trJ~ costs for the new. Nunavut:::· 
• hea,;iquarter~ K'ould appr<JximatfJ $!.O million. ·' • • 
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STAFF HOUSING 

The availability of housing for incoming staff (whether from other NWT communities or 
the south) may also be an implementation constraint. Although recent GNWT staff 
housing policies have lead to the emergence of a private housing market in Iqaluit, 
Rankin Inlet and Cambridge Bay, with surplus rental housing now being available in 
Iqaluit (recent estimate is 100 rental units available), the private market cannot be 
expected to invest on speculation the large sums that would be necessary to deal with the 
potential demand. Nor will the new construction of staff housing being financed by the 
federal government be sufficient to meet all new housing requirements in the Nunavut 
communities receiving headquarters and regional functions due to the local recruitment 
and other assumptions made by the federal planners. 

However, the Policy of the existing GNWT is that staff should be responsible for their own 
housing needs to the extent practical. As a result, it is assumed that between: 

► existing surplus housing, 

► construction of new staff housing being financed by the federal government 

► investments that may be made by the private sector, as well as 

► the individual initiative that should be taken by employees to provide for their housing 
needs, 

that housing will not be a constraint to staffing in Iqaluit, Cambridge Bay and Rankin Inlet. 
It is recognized that due to smaller housing markets this assumption may not be valid in 
smaller communities . 

• Housing Assumption.,,~ Housing wiU not be a constraining factor to 
staffing of the Nunavut Government unless the federal/ NCC staff housing 
construction '•:sch,dule fal/s,•'.~erious/y ,;/ behind ;ii and/or,,'· the.'':Ntinavut 
'Government. a/ters'ihe'currenHimph.asis':or{employees taking on greater) 
i~~fJ~.11~_ib,ill6/ f(!r,;#,i~V'!~l1:~~using·~6!6.~~-\t:<< · •••••••••••.. ::: : .• : . :· 
. .... . ····· .... ......... , .............. . 

::·.·::·::::::::::.:: ·:::::.:::.::;::::::::::: ......... ::.: .. . . . . . . . . ' . ' . . ' . 
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URGENT DECISIONS - CONTRACTING BACK 

Time, we do not have. It is generally accepted that the process of creating two new 
tenitories by April 1, 1999 is well behind schedule. But this is more than a scheduling 
issue. 

By law, Nunavut comes into being on April 1, 1999. Two separate legal entities with 
provincial type powers and responsibilities will have been created. A new Nunavut 
Legislative Assembly will be formed at that time. A separate western legislature will also 
exist and be facing an election campaign. These new legislatures will need to and want 
to govern their respective tenitories. That will require two competent public services, 
even if one of those public services still contracts with the other for some functions. 

And if, as our office infrastructure analysis and other factors suggest, the Nunavut 
Government will need to contract the western tenitory to provide some services for a 
period of time, this must be known now. The Office of the Interim Commissioner, in 
discussions with the existing GNWT, must determine what services, in what areas, for 
what period of time will need to be contracted for. And this must be done by the fall of 
1997. Already the existing GNWT is losing key experienced staff who are seeking 
alternate employment due to the job insecurity caused by division. If contracting 
.arrangements are not made soon, more staff will leave and the ability of the western 
tenitory to continue to provide services under contract will diminish. The contract 
arrangements must not only be made soon, they must provide sufficient security to allow 
the retention of staff. Month by month contracts will not do it. Minimum periods of one 
year will be required with possibly three-year maximums knowing the Nunavut 
Government's interest in longer term arrangements may not be high. 

This discussion on the Nunavut Government contracting back with the western tenitory 
assumes the western government will be prepared and able to provide this service. 
Continuing to provide services to the Nunavut Tenitory after April 1, 1999 will demand 
considerable time and attention of the western bureaucracy, which will mean the western 
public service will not be able to concentrate exclusively on western territory 
administration. This will be an issue for the western Legislative Assembly and Cabinet. 
Just how much time and energy will be required to provide contacted services to Nunavut 
will depend on the extent and scope of these arrangements and the contract provisions 
that are agreed to . 

••• ·:::::::::::::::::::::::: .......... ·::::············ . ... ... . ... ,............ ··::·:::::·.::::::.:: •······•· 

::;;;::t~h~~i!A~J~ptt<>:ri:'~:~:'~~J~1~g::~•w~stem•willih~~~~~:·t~·:~~-ritinue·to·••::: 
T(pfovideA~rvlces to 1/tJ.navci(iinder: contrac(the ~tent/oh of •staff ancl \ 
·:·:western. territory ccmtracti11g ~apacity is critical.> Early .df1cisions • are :: 

:'.::: ~sse_ntia/ and those areas where the Nunavut. Government will require . 
(\$~,vices: under :cor,tracfmu~t beidentified•by: November;:1997. Such·: : 
Ti contracts must be for a 'mininwm of one year.and, generally, not more than 

:•,::: ih,ee·veais?:•::·-•·· · ........... · ::: .. · ·:••::::: · ·······<•: ... ::-:: · • ..... • • ........ • •••• •• .. .. 
. . .. :·: ·.;:.:::: .. ::::::::::::::::· .. ::::::::::::::::::::: .. ·· ::~;;(:;:;:::;;::iHi:~;::::· 

": ·.:.::;::::·: ... ::·:· 

It should also be noted that contracting for services from the west is not a zero sum 
proposition. The western government will incur additional costs to continue to provide 
services to set up and maintain the additional monitoring and reporting the Nunavut 
Government will require. In some cases administrative effort could double. This 
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incremental cost would run between 5% to 15% depending on the nature of the seNice 
and the reporting and other contract demands of the Nunavut Government. 

As referenced in the discussion on office space, this report later identifies 551 core 
headquarters positions as necessary to have a functioning government. As earlier noted, 
only 125 of these can be staffed and located in Nunavut. A further 100 or so may be able 
to be staffed and located in Yellowknife for a period of time but the degree to which they 
can actually perform Nunavut Government functions while training is unknown. This 
suggests that, at the extreme, the western territory could be asked to provide the 
equivalent of over 400 positions of seNice . 

. .. . ....... ........... ....... ..... ... .. , ........ ··•· ................. , .......... .. 

• Co~&~~tAss~rnption 2 . ·tiler~ will i,~ lncr~me~taicosts associat~d with 
• : the . western government providing services to • the Nunavut . Government 
: under contracL These would be in the range of 5% to 15% depending on 
• :: the. nature of the sefllice :and the reporting demands of the. Nunavut 

· Government : : •· . . . . . . . . . .. . . .. . .... . . . . . . ... 
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URGENT DECISIONS - SYSTEMS 

Systems are discussed in detail in a following section, but the urgency of dealing with 
systems issues must be stressed. The new Nunavut Government will require basic 
computerized management information and processing systems on April 1, 1999 which 
have been well tested and upon which Nunavut Government staff have been trained. 
The current GNWT has approximately 60 such systems that are integral to its ability to 
deliver services (see Appendix 12). Some of the largest of these are the Financial 
Information System (FIS), the Highline Payroll System and the Government Human 
Resource System (GHRS). Duplication or replacement of all of these systems will take 
time and money. Decisions on systems must occur immediately. Appendix 3 contains a 
set of options dealing with FIS, Payroll and GHRS for which a decision is immediately 
required. 

:'.t;::::HI;'.;;~~::;:;:::~~:::::;I::~::·: .:·i;iLi;;;~::i:~::;;~<l;;iii:if~i!'.tI;;;::I:;i: :::·::;·;;: ::·:.:·::~ ::i:.::~:;;\::'.:;:·::l~~;::; ;::::: 
•••. Sy~~ink)/~CJinptio11: ,~ a ch6ic~ rin ~vailable options for major'.systetn~ :. 

and approval of related fundin{will be made by October. Without this :: 
decision,. the'. ability of the Nuna11ut C,o~rnmen.t toiunction as a ~eparafe : ' 

: :'/ega/ entity or, April 1, 1999 ls doubtful. : • 

The contracting and systems examples above are but two of the many areas requiring 
efficient and timely decisions. For this implementation plan or any other to work, a 
commitment must be made by the parties to make timely decisions on such matters. 
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SUFFICIENCY OF RESOURCES 

This plan fails if adequate money is not available at the time it is required to cany out the 
actions proposed. 

If adequate funding is not immediately available to commence systems work, the 
Nunavut Government will not be able to function on April 1, 1999. 

If adequate money is not available to pay for the relocation, severance and recruitment 
costs related to early movement of existing headquarters positions to Nunavut, these 
movements will not happen. 

If it cannot be determined that adequate money is going to be available to support the two 
governments at the resource levels substantiated in the GNWT Division Planning Phase 
1 Report, then recruitment will be delayed. 

This plan, and the creation of two viable new tenitories on April 1, 1999 depends on 
adequacy of resources and on the early verification and release of the required funding. 

::;:!:\i!i:\;:::: ::;::: ::; :=::!i'.i::~;: :'. ;! : ~ :!!!!~\;;:::::: i:!~ \!\! ~i'.ii'.!;~ !:!:: :;i:!i::::.: .• ~' ~: ~ !:: '.'..:: _:. :: •. : .• i -:: .: : :: :: :::!:::; ::~ ::::i: ::~::~:.: ::: :: : .::: 
: ·:= Fin~~d~IA~Jmpff6ri i ·• iA~rei/li/1 be adequate funding.rriade''av~ilabl~~n •• ::: 

·: a timely basis to carry out this plan.';'.?: 

Although western transition and incremental costs cannot, at this time, be as specifically 
identified as eastern costs, the creation of a new western government, reflective of 
residents' aspirations, will need federal funding to be realized. 

• ·•·• .·.<::!::::::::: .. : ~j:;:;:::'.'.'. .......... ::::::::::::::!!!!!: .. • .... ·•·•·. ::::::;!::::: .. :: 
·:· Flnan'cl~l:Assunrptl6ri:f>or1c~::Wes~11fgoveinment reform· ~~iri~h:ces .. : 

there w,ill.:.~. adf!quatJJ f~d~ril/fimmcial :.supportJor .. :transitiona/ and. , 
jnc~iriental ::costs(to}allow.,:[this:)o happ~n./\Such/supj,ort will :be·:. 
comparable.to tile ~upp~rtpr,9vided for.tll~;pre.:ation of Nun~vut/: '' ,., ''' 

• ··:·:.::: .. : .. :::·: ..• 
. . ... . •·•··· ... 
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ACCESS TO SKILLED AND EXPERIENCED EMPLOYEES 

An organization is people working together to accomplish an end. To be effective these 
people must communicate well, they must have common purpose, plans and objectives, 
they must establish good internal working relationships, policies, procedures, systems and 
processes, they must know and understand the environment and the clients they serve, 
and they must have good leadership. 

The Nunavut Implementation Commission Report and federal Cabinet submission 
estimate that the Nunavut Government will have to draw at least 50% of its initial 
headquarters staff from outside its jurisdictional boundaries. And the staff it hires from 
within its boundaries may have limited experience in the positions they will hold and the 
functions they will be required to perfonn. This presents a situation where massive loss of 
corporate knowledge and organization specific skills will occur. 

Even though both new tenitories will want to bring change to the way the existing GNWT 
operates, there will need to be a basic level of continuity to allow the maintenance of 
service while such refonn occurs. Both governments need to be concerned with staff 
retention. For the western government its concern will be retaining capacity, for the 
Nunavut Government its concern should be on attracting this capacity. 

Given the GNWT's experience with decentralization of headquarters functions, and 
recent feedback from several department staff surveys, the Nunavut Government may 
not be able to attract sufficient existing staff to maintain a basic level of corporate 
knowledge and skills. This suggests several approaches. 

1) Steps should be taken to attract existing staff where possible. The protocol on 
staffing and employee issues between the Interim Commissioner and the GNWT 
needs to be finalized and communicated to all existing staff. The Interim 
Commissioner should consider opening an office in Yellowknife where interested 
staff and others can go to inquire about and discuss job opportunities in Nunavut. 
Block advertising should be undertaken internally within the GNWT to attract 
qualified candidates, and focus on promotional or career development opportunities. 
Secondment options should be developed and communicated to staff. 

2) Recruitment over the next eighteen months should include a mandatory period of on 
site training in the existing headquarters operation in Yellowknife, and 

3) When contracting back with the western government provision should be made for 
on site training of the Nunavut staff who will ultimately perfonn the function. 

Staffing Assumption 1 - Based on past experience and recent surveys it is 
assumed that only 10-15% of existing GNWT headquarters staff directly 
affected by division· (289 X 15% = 43) will currently seek employment with 
the Nunavut Government This low number will have a very negative 
impact on the Nunavut Government's ability. to maintain continuity of 
operations and services. • Significant efforts are required to increase _ the 
number of existing GNWLheadquarters staff recruited for Nunavut 
Through such efforts it would be desirable to increase the number of • 
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••• exisiing i1eaciquaHeiisiait,e:croi.te¥6y the Nunavut Government to :1s<ffo 
200 . to allow for an adequate level of corporate knowledge transfer and I 
ca.ntinuity of SeNice. 

This plan proposes a number of complex and difficult actions that will require 
considerable management skill and ability to successfully complete. The majority of 
GNWT departments, when asked to identify the priority positions to hire for Nunavut, 
identified the Deputy Minister and other key management staff. Some one must be on 
site with the authority and ability to make the plan happen, to deal with the thousands of 
issues and problems that will arise, and to build the Nunavut departments and 
government. These should be people with a stake in the outcome. 

These key senior managers can either be hired by the existing GNWT to work with the 
Interim Commissioner's Office, or they can be hired by the Interim Commission to work 
with the GNWT. Regardless, they should be hired quickly and given the tasks of carrying 
out this or an alternate plan. And they should become the new Nunavut Deputy Ministers 
provided they demonstrate the ability. 

Staffing Assumption 2 - Skilled senior management who will become the 
Nunavut Deputy Ministers will be hired in the immediate future and 
empowered to get on with the job . . 

A final point to raise in this section pertains to who performs the employer role for 
Nunavut up to April 1, 1999. Given the high number of recruitment actions that will 
occur, the need to train these new staff on GNWT programs and systems and the 
administrative requirement to pay and supervise these staff, it may be advantageous to 
the Interim Commission and Nunavut to have the GNWT as the employer, with 
automatic transfers of these staff to the Nunavut Government on April 1999. A protocol 
would, of course, be worked out to ensure the Interim Commissioner played the 
appropriate role in the selection process. 
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07HERISSUES . 

In addition to the preceding critical issues there are a number of other significant matters 
that require decisions and have cost implications: 

Transfer of Existing Regional Headquarters to Other Communities 

The Footprints 2 model of government for Nunavut proposes a decentralization of current 
regional administrative offices. The physical relocation of these offices has a number of 
human resource and cost issues associated with it. 

REGIONAL OFFICE RELOCATIONS 

The relocations proposed are as follows. 

1) Baffin Regional Office (21 O positions affected) 

,. Executive Iqaluit to lgloolik ( 4 positions) 

r Finance Iqaluit to lgloolik (15 positions) 

► Personnel Iqaluit to lgloolik ( 5 positions) 

► Culture, Language Elders & Iqaluit to lgloolik (6 positions) 
Youth 

r Public Works & Iqaluit to Pond Inlet (30 positions) 
Telecommunications 

'" Community Government, Iqaluit to Pond Inlet ( 40 positions) )"" 

Housing & Transportation 

'"' Education Iqaluit to (23 Ministry positions) )"" 

Pangnirtung (14 Board positions) 

► Health Iqaluit to Cape (55 positions) 
Dorset 

► Sustainable Development Iqaluit to (18 positions) 
Pangnirtung 

PAGE 16 OF 44 SEPTEMBER 22, 1997 



2) Keewatin Regional Office (120 positions affected) 

► Public Works & Rankin Inlet to Arviat (23 positions) 
Telecommunications 

► Community Government, Rankin Inlet to Arviat (26 positions) 
Housing & Transportation 

► Education Rankin Inlet to Baker (15 Ministry positions) 
Lake (1 0 Board positions) 

► Health Rankin Inlet to Baker (28 positions) 
Lake 

► Sustainable Development Rankin Inlet to Arviat (18 positions) 

3) Kitikmeot Regional Office (55 positions affected) 

► Community Government, Cambridge Bay to (21 positions) 
Housing & Transportation Gjoa Haven 

,. Education Cambridge Bay to (1 O Ministry positions) 
Kugluktuk (8 Board positions) 

► Sustainable Development Cambridge Bay to (16 positions) 
Kugluktuk 

It should be noted that the position numbers depicted above are extracted from 
the Footprints 2 report and have not been reconciled to the actual regional 
positions currently associated with these functions. 

COST CONSIDERATIONS 

In total there are 385 positions affected by decentralization of existing regional offices 
(per Footprints 2). Costs will be incurred in the following areas: 

1) Lay-off and ultimate removal costs for staff unwilling to move 
2) Removal-transfer costs for staff accepting move 
3) Recruiting and removal-in costs for new staff to fill vacancies 
4) Training costs for new regional staff 
5) Office furniture and equipment and computer costs for new offices (offset by 

degree to which existing equipment can be utilized) 
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ASSUMPTIONS 

Using assumptions concerning staff mobility similar to those used in costing Nunavut 
headquarters actions may not be appropriate, as staff may be more mobile between 
regional communities than between regions or between the eastern and western tenitory. 
As a result, the following assumptions are used: 

► 50% of affected staff will move to the new community with the job (193 staff). 50% 
will choose lay-off (192 staff). Note: that this assumption that 50% of staff will move 
is a much higher proportion than actual GNWf experience with decentralization 
where only 15% of staff were willing to move. 

► 25% of the vacant regional positions (192/.25=48) will be filled by community hires 
(e.g. no removal). 75% or 144 positions will be staffed from outside the community 
and 50% of these from outside Nunavut (7 4). 

;.. The cost of a layoff is based on average service of 8 years and average salary of 
$60,000 with ultimate removal of $10,000 for Iqaluit, $8,400 for Cambridge Bay and 
$8,600 for Rankin Inlet. 

► Average removal-in is estimated at $17,500 from within Nunavut and $35,000 from 
outside Nunavut. 

► Average recruitment costs are estimated at $1,000 for community hires, $5,000 for 
inside Nunavut hires and $10,000 for outside Nunavut hires. 

► Average position training costs for new hires are $12,500 for one year 

► Average furniture and equipment costs are $15,000 per position. 

COST EST/MA TES 

Applying the above assumptions to the regional decentralization process yields the 
following cost estimates: 

1) Lay-off and Ultimate Removal 

► 192 positions - layoff X $60,000/52 x 20weeks $4.40 million 

,._ 
105 positions - removal X $10,000 (Iqaluit rate) $1.05 million ,,,, 

,, 
60 positions - removal X $8,600 (Rankin Inlet rate) $0.56 million ,,,, 

► 27 positions - removal X $ 8,400 (Cambridge Bay rate) $0.23 million 

► Total Lay-off and ultimate $6.24 million 
removal costs 
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Note: this cost may be reduced by extent to which laid off staff may originally be 
from the community in which their job was, to the extent they do not have the 
years of service to qualify for full ultimate removal, and the extent to which an 
ultimate removal entitlement may already have been expensed and accrued for 
them. 

2) Remova/ffransfer 

► 193 positions x $17,500 inside Nunavut average 

(assuming 3.9 average family size) 

3) Removal-in/Recruitment 

► Recruitment - 48 (community hires) X $1,000 

► Recruitment - 72 (inside Nunavut) X $5,000 

► Recruitment - 72 (outside Nunavut) X $10,000 

► Removal-in - 72 (within Nunavut) X $17,500 

,. Removal-in - 72 (outside Nunavut) X $35,000 

$3.38 
million 

$48,000 

$360,000 

$720,000 

$1,260,000 

$2,520,000 

4) Training 

I :,. 192 X $12,500 $2.4 million I 

5) Furniture and Equipment 

With 385 positions moving assume 50% will require new furniture and equipment 
as previous furniture and equipment would not be economical to transport. Also 
assume proceeds from sale of older furniture and equipment would offset the cost 
of freighting the remaining 50% to new community. Thus the only new cost is: 

► 192 x $15,000 (includes micros) $2.88 million 

TOTAL REGIONAL OFFICE TRANSITION COSTS 

The total estimated costs to decentralize the existing regional offices are 
$18.65 million. 
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Costs Related to the Negotiation of Assets and Liabilities Split 

The GNWT has published a report on the division of assets and liabilities. The report 
makes a number of practical suggestions for dealing with this issue. However, 
preliminary feedback from the parties indicates that there may be a desire to have all 
inventoried physical assets appraised and to have environmental audits done of all 
potential environmental liabilities. 

It is conservatively estimated that having professional evaluations done of the value of 
existing physical assets would cost $2.0 million. 

It is also conservatively estimated that to do environmental audits on the 64 7 sites where 
environmental liabilities may exist (see Appendix 11) would cost between $10,000 and 
$50,000 per site with an average in the$ 25,000 range. 

► 647 sites x $25,000 average $16.2 million 

This cost may be reduced if sites of only higher risk were audited and low risk sites were 
simply inspected. 

To perform full-blown asset valuations and comprehensive environment audits could cost 
as much as $18.2 million 
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STAFFING/CONTRACTING 

Over the next eighteen months there will be financial, infrastructure and administrative 
limitations on creating two new tenitories. It is accepted that two fully staffed and 
functioning governments will not be in place by April 1, 1999. This raises the question of 
which government functions should be prioritized for establishment (either through 
staffing or contracting). In developing this plan, GNWT departments were asked this 
question. The following advice was given. 

Priority ( or Category) 1 

The priority 1 ranking was assigned if the position/function is legislatively required, is 
required to support the establishment of the Nunavut Legislative Assembly, directly 
impacts the health and safety of the public, or is required to make key decisions 
regarding the establishment of the Nunavut Government. 

DEPUTY MINISTERS' OFFICES 

Almost all departments recommended that senior management must be in place 
immediately to manage this transition period. As discussed under Critical Issues 
either the GNWT or the Interim Commissioner could hire these senior managers, but 
the senior management needs to be hired now, and they need to have the ability, 
and be provided the authority, to get on with the job. That job will entail participation 
in staffing, but a large part of the initial task will be working out contracting 
arrangements for a period of time with either the existing GNWT or other seNice 
contracting sources. 

Recommendation - That this function be staffed immediately. 

DEPARTMENTCORPORATESERWCES 

This is the function that establishes a department's administration, supports the 
recruitment process, coordinates the planning process, administers contracts, pays 
bills, arranges travel, etc.. The first job of each department will not be to radically 
change programs and policies, rather it will be to get the department up and running. 

Recommendation - Commence staffing this function in early 1998. 

GOVERNMENT CORPORATE SERVICES 

These are the people who run the government's payroll system, administer staff 
housing, operate financial information and processing systems, prepare the 
government's public accounts, reconcile its accounting records, and set corporate 
financial policies. 

PAGE 21 OF 44 SEPTEMBER 22, 1997 



. !~~;;\!~ :;i;: ~::i:~: l ::f :\::;:!ii;!:::·.:::: :~ ~::1~:~;nHliHlliil~'.l!;;;~;;i;: ;;) : : ; ; '.; ~ ~ :: ~:: ~ ;; _ :::;:~: :11~~ :!;H;::\\ '. -·:; • -: ; : :: i :\:.::ii;\.'.;'.;:!:;~!! 

Recommendation - Can b~ ~tatted ~, contracted back to GNWT. Som~ 
functions could be privatized (e.g. payroll) but not recommended for now. • 
Need a decision on contracting by November 1997. 

LEGISLATIVE ASSEMBLY SUPPORT 

The first election will be held even before April 1, 1999. The new Nunavut 
Legislature will convene in April or May of 1999. To function, the legislature must 
have adequate support services (e.g. Office of the Clerk, Research and Library, 
Elections Nunavut). 

Recommendation - Commence staffing this function in early 1998. 

The following department specific functions were also prioritized as being critical to recruit 
or make contract aJTangements for as a first priority. 

PUBUC WORKS, TELECOMMUNICATIONS AND TECHNICAL SERVICES 

► The telecommunications function (Footprints 2 location - Iqaluit) 

Recommendation - Commence staffing this function in early 1998. 

COMMUNITY GOVERNMENT, HOUSING AND TRANSPORTATION 

► Airports Management (Footprints 2 location - Rankin Inlet) 
,- Community Development (Footprints 2 location - Iqaluit) 
,- Emergency Services (Footprints 2 location - Iqaluit) 
► Community Planning and Lands (Footprints 2 location - Kugluktuk - due to office 

space schedule for Kugluktuk recommend initial staffing in Cambridge Bay) 
► Housing (Footprints 2 location - Iqaluit) 

Nunavut Transportation is cuJTently up and running in Rankin Inlet. Due to 
infrastructure shortages in Iqaluit it is recommended this function stay in Rankin 
Inlet until all infrastructure is in place. 

Recommendation - Commence staffing these functions in early 1998. 

JUSTICE 

► Legal Services Board (Footprints 2 location - Iqaluit) 
► Legal Advice (Footprints 2 location - Iqaluit) 
► Legislation Services (Footprints 2 location - Iqaluit) 
► Courts (Footprints 2 location - Iqaluit) 
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► Legal Registries (Footprints 2 location - Cambridge Bay) 
► Corrections and Community Justice (Footprints 2 location - Iqaluit) 

.. ::~:::;: :; . :;:i:: >::::; i ~; · : <: '. . . . ;:;:'. ~ : .. :: : : : ·:. : . ,. .. ::·;- ·: ·;:: .. : <... : :;: : 

: d~e~orrimericiation - With the ex.ceptio/1 of Legal Registries which could be 
/~c,.n~cted back to GNWT, commence staffing these functiqns in early 

:1998. 

FINANCE 

► Treasury (Footprints 2 location - Iqaluit) 
► Fiscal Policy (Footprints 2 location - Iqaluit) 
► Statistics (Footprints 2 location - Iqaluit) 

Recommendation - Commence staffing these functions in early 1998. 

EDUCATION, CULTURE AND EMPLOYMENT 

► Career Development (Footprints 2 location - Rankin Inlet) 
► Colleges and Continuing Education (Footprints 2 location - Rankin Inlet) 
► Early Childhood and School Services (Footprints 2 location - Rankin Inlet) 
,- Public Library Services (Footprints 2 location - Rankin Inlet) 
► Income Support Programs (Footprints 2 location - Iqaluit) 
, Post Secondary Student Services (Footprints 2 location - Iqaluit) 
► Ministry functions (Footprints 2 location - Iqaluit) 
► Culture and Communications (Footprints 2 location - lgloolik - recommend 

temporary staffing in Iqaluit) 
, Culture and Heritage (Footprints 2 location - lgloolik - recommend temporary 

staffing in Iqaluit) 
,- Elders and Youth Affairs (Footprints 2 location - lgloolik - recommend temporary 

staffing in Iqaluit) 
► Language Bureau (Footprints 2 location - lgloolik - recommend temporary 

staffing in Iqaluit) 

Recommendation - Commence staffing this function in early 1998. 

EXECUTIVE OFFICES 

► Ministers Offices - (Footprints 2 location - Iqaluit) 

Recommendation - Commence staffing this function in early 1998. 

RESOURCES, WILDLIFE AND ECONOMIC DEVELOPMENT (SUSTAINABLE DEVELOPMENT 
IN FOOTPRINTS 2) 
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For the large part, RWED has already commenced establishment of many of its core 
functions in Iqaluit, and is currently actively recruiting. For purposes of this plan it is 
assumed the priority functions of RWED will be up and running in Nunavut by April 1, 
1999 and will not impact on infrastructure availability for other departments. 

HEALTH AND SOCIAL SERVICES 

► Population Health (Footprints 2 location - Iqaluit) 

• . :.: : : .:' . :.. -
.. :·: ... • .:.::. : . . . . 

•• Recommenclation - • Commence staffing. this. function in early 1. 998 .•••. 
... - ·········•- .. ·::·: ::.:.·::::::• ...... . 

PRIORITY 1 SUMMARY 

The recommended staffing actions categorized as priority one are summarized in 
Appendix 5. This summary identifies the department, the function, the number of priority 
1 positions to be staffed in each function and the recommended timing for that staffing to 
occur. The summary also calculates the FTE consumption if staffing occurred as 
planned. This FTE consumption is also translated into dollar costs. 

The priority recruitment recommended results in the following staffing by community: 

:,. Iqaluit - 182 positions 
► Rankin Inlet - 15 positions 
► Cambridge Bay - 6 positions 

As we have already established that office infrastructure availability in Iqaluit from now to 
September 1999 restricts locating more than 70 new positions in Iqaluit, it will be 
necessary to prioritize which positions out of the recommended 182 should be 
immediately located in Iqaluit, and which should be temporarily located in Yellowknife or 
some other center in a training and orientation mode. The recruiting recommended for 
Rankin Inlet and Cambridge Bay can and should proceed as recommended as office 
infrastructure is available (assuming as we have that housing will be available either on 
the private market, or through employee initiative). 

Locating upwards of 100 Iqaluit bound positions in Yellowknife for training and orientation 
for 12 or more months will result in costs. Staff will earn their salaries but will also need 
accommodation support, particularly those recruited from Nunavut who may need to 
maintain a private housing unit in Iqaluit while they are training in Yellowknife. There will 
also be additional travel and communication costs incurred. A reasonable estimate of the 
annual cost of maintaining a Nunavut Government position in Yellowknife would be in the 
range of $30,000 per position (12,000-accommodation support, 12,000-office space, 
6,000-travel and communications). This adds up to at least $3,000,000 in one time 
transition costs. 

The selection of which 70 of the 182 priority 1 Iqaluit positions should be located in Iqaluit 
immediately is not difficult. Clearly the staff most critical to get the departments and the 
government up and running are the likely choice. This means the Deputy Ministers 
offices (22 positions), the Department Corporate Services staff (60 positions), and the 
Legislative Assembly support staff (13 positions). This adds up to more than 70 but once 
the new Deputy Ministers are in place decisions can be made on which Corporate 
Services positions to staff first. The Government Corporate Services staff are also high 
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priority but these functions can be contracted temporarily and these staff would need to 
spend time in Yellowknife training in any event. 

Priority ( or Category) 2 

Positions/functions were designated as priority 2 if they were critical to the operations of 
government or the delivery of services to the public but were of a nature that lent itself to 
being contracted for either with the western government or the private sector for an 
interim period. In the main, recruitment of Priority 2 positions should occur prior to April 
1, 1999. If this is not possible then alternate arrangements for the provisions of these 
functions needs to be made. Priority 2 functions and positions are identified in Appendix 
6. The Priority 2 positions are located in the following communities: 

► Iqaluit - 78 (includes 11 bound for other Baffin communities once infrastructure is 
in place) 

► Rankin Inlet - 3 
► Cambridge Bay - 1 O (includes 5 for Kugluktuk once infrastructure is in place) 

Based on our office assumption that there will only be office space to accommodate up to 
70 new position in Iqaluit before September 1999, it will not be possible to recruit and 
locate in Iqaluit any of the Priority 2 positions before the Fall of 1999. However, both 
Priority 1 and 2 positions can be accommodated in Iqaluit by the fall of 1999 as 
accommodation for an additional 200 positions should then become available (Priority 1-
182, Priority 2 - 78). The Priority 2 positions for Rankin Inlet and Cambridge Bay can be 
recruited and located in those communities during 1998-99. 

As Priority 2 positions cannot be staffed and located in Iqaluit for some time, it will be 
necessary to immediately commence discussions between the GNWT and the Office of 
the Interim Commissioner regarding contracting arrangements. These arrangements 
must be made to allow the western government to retain staff and ensure these functions 
can be effectively carried out for Nunavut on April 1, 1999. As a minimum of a one-year 
contract is envisioned, this will also afford the Nunavut Government time to recruit and 
train the staff to perform these functions before the contract expires. This "double 
coverage" period will, however, result in additional transition costs, an estimate of which 
is provided later in this report. 

Priority ( or Category) 3 

Priority 3 functions/positions are those that are essential to have a fully functioning 
government in place by April 1, 1999 but can be delayed somewhat given resource and 
infrastructure constraints. To the extent that it is considered necessary by the Interim 
Commissioner or the Nunavut Government, many of these functions could be obtained 
by contract from the western government or other sources. These functions and 
positions are identified in Appendix 7. The Priority 3 positions by community are as 
follows: 

,- Iqaluit - 227 .0 positions 
,- Rankin Inlet - 1 O positions 
► Cambridge Bay - 8 positions 
► Kugluktuk - 1 O positions 
► lgloolik - 7 positions 
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Priority ( or Category) 4 

Priority 4 functions/positions are all those not identified in the previous three categories. 
Generally these positions can be added as required (see Appendix 8) There are 62 
positions in this category. 

COST IMPLICATIONS OF STAFFING/CONTRACTING 

The preceding discussion of priorities concludes that there are 294 positions whose 
functions must be provided for in advance of April 1, 1999 if the Nunavut Government is 
to be functional on that date (Category 1 and 2). There are a further 257 positions 
(Category 3) whose functions must be provided for within months of April 1, 1999. 
Schedules 5, 6 and 7 provide us with an estimated FTE consumption for these functions 
if they were established based on recommended timing. From this we can detennine a 
salary cost for 1998-99 and for 1999-2000. These costs will be incurred whether Nunavut 
can hire these staff or they must be hired/retained by the western government to provide 
services under contract. It is important to remember that once two new Gross 
Expenditure Bases are established for the two new territories effective April 1, 1999, the 
western territory will only have the funding related to western operations. The funding to 
provide services under contract must come from the Nunavut Government. To the 
extent the Nunavut Government incurs a premium to contract for services or an 
inefficiency because staff it has hired are not trained or positioned (e.g. physically 
located) to do the work, it will need additional transition money over and above what is in 
its Gross Expenditure Base. To the extent that some time period of parallel operations 
are required (common for systems or when responsibility for service provision is being 
transferred from one group to another) added costs will be incurred that are not going to 
be found in Nunavut's Gross Expenditure Base. These are transitional costs. 

EARLY STAFFING 

Calculations of the FTE costs the Nunavut Government would incur from now until March 
31, 1999 if it were able to staff up priority 1 positions in accordance with the 
recommendations of this report are provided in Appendix 5 ($17.9 million). These costs 
can then be compared to the transitional funding approved to date by the federal 
government for salaries and other O&M to April 1, 1999 ($9.1 million). Using this 
comparison, an estimate of the added transitional funding required is $8.8 million. 

CONTRACTING 

As priority 1, 2, and 3 positions can not all be staffed and much of the work of these 
positions must be contracted back with the western territory after April 1 1999, certain 
costs will be incurred. These are: 

,- the premium that will be incurred to contract back for services for a period of 
time, 

► the inefficiencies inherent in staffing some positions in a training mode, 

► the cost of running parallel for a period of time (e.g. Nunavut staffs the position 
but until the employee can be located in Nunavut they cannot operate at full 
capacity plus the need for parallel operations as contracts are wound down). 
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CONTRACTING PREMIUM 

The 551 priority 1,2 and 3 positions are necessary to have a functioning government. As 
earlier noted, only 125 of these can be staffed and located in Nunavut. A further 100 to 
150 may be able to be staffed and located in Yellowknife for a period of time but the 
degree to which they can actually perform Nunavut Government functions while training 
is unknown. This suggests that, at the extreme, the western tenitory could be asked to 
provide the equivalent of 400 or more FTE's of service. For purposes of establishing a 
reasonable order of magnitude we can make the following assumptions and cost 
estimates. 

► Assume 125 staff hired and located in Nunavut which are fully functional April 1, 
1999. 

► Assume 150 staff hired and located in Yellowknife in a training mode whose 
functionality is thus at only 50%. 

,- Assume an average salary of $60,000 and an average contracting premium of 
10%. 

► Calculation: 

551 -125 - 150/2 = 351 X $60,000 X 10% $2.11 million 

The provision for contracting of services will be approximately $2.1 million in 1999-2000, 
dropping each year after as Nunavut staffs up. 

TRAINING COSTS 

If the western government must accommodate and train Nunavut employees beyond 
April 1, 1999 as suggested, there will be an added cost for such training beyond what has 
been provided for in the Nunavut Human Resource Development Strategy (NHRDS). 
Any thorough training program involves on the job supervised training, generic office 
skills training (e.g. micro-computer use, word-processing/spreadsheet usage, internet 
access, supervisory skills, etc.) as well as function specific training (e.g. Benekits courses, 
investigative skills, accounting coursework/seminars, supplier provided training, contract 
and project management, purchasing, human resource planning, etc.). The on the job 
supervised training can be performed by retained/existing staff but the other type of 
training costs incremental dollars. Most managers agree that to keep staff skills current 
and to provide some development that $2,000 to $3,000 per position per year should be 
budgeted. When in an accelerated training mode these costs rise dramatically to 
$10,000 to $15,000 per year per position. 

If upwards of 100 to 150 Nunavut government positions are recruited and located in 
Yellowknife for a period of one to two years (while awaiting completion of Nunavut office 
space) then training costs would run in the area of: 

► Calculation: 

"say" 125 positions $12,000 per year $1.56 million 
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This training requirement will also be present in the reform of the western government 
structure to reflect western constitutional direction. At this time the cost cannot be 
estimated, but it must be highlighted for later determination. 

PARALLEL RUNNING 

Post April 1, 1999, this report assumes the Nunavut Government will be contracting with 
the western tenitory, or someone else, for a number of services. Generally, contract 
commitments will have to be made for one-year periods, as few contractors will be willing 
to undertake month to month arrangements. As a result, even if the Nunavut 
Government staffs up during the year, it will be committed to a contract arrangement and 
the hired staff will actually be a duplicate cost until the contract expires. In some cases, 
the Nunavut Government may even want to have this type of "overlap" to provide for a 
period of training and orientation of new staff before they have to fully assume their 
duties. However, this introduces the concept of parallel running. 

Using assumptions earlier introduced in this report, we can estimate the costs of parallel 
operations. 

1999-00 2000-01 2001-02 

A FTE's Required to fully function 551 698 698 

B Staff hired and located in Nunavut - fully functional 125 325 698 

c· Staff located in Nunavut but only in place for ½ fiscal 200 298 0 
year (September to March) 

D Staff hired and located in Yellowknife - 50% functional 150 75 0 

E FTE equivalent work to be contracted (A-B-0/2 = E) 351 335.5 0 

F Parallel Costs in FTE's (B+C/2+D+E=F) 175 186.5 0 

• Staff hired midway through year duplicate cost of contracted services for six months 

,- Calculation of parallel cost in 1999-2000: 

175 FTE's @ $60,000 average salary $10.5 million 

,- Calculation: 

186.5 FTE's @ $60,000 average salary $11.2 million 
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POSITIONS FOR EARLY DEPLOYMENT 

There are a few functions in government that can effectively carry out their function in 
any location without loss of economy. These functions tend to be project orientated, 
independent of the need for systems support, professional, and requiring of little 
supervision. In preparing implementation plans, departments were asked to identify these 
types of positions with a view to transferring some component of the unit to Nunavut 
immediately. 

The only restrictions applying to such early deployment were: 

► That office accommodation would be available, 
► That any relocation, severance, or recruitment costs associated with these 

transfers be funded from federal transition moneys, and 
► That there be no significant loss of performance associated with the move. 

The response from departments was limited, but 23 positions for early transfer were 
identified and are highlighted in Appendix 9. The communities where these positions will 
be transferred to are: 

► Iqaluit - 14 positions 
► Rankin Inlet - 9 positions 

REDUCTIONS TO EXISTING HEADQUARTERS 

Based on the implementation plans submitted, there appears little opportunity to reduce 
the existing GNWf headquarters compliment before April 1, 1999. Current staff levels 
are required to maintain services, and train new Nunavut employees. In many cases, 
existing staff will have to be retained for one to three years beyond April 1, 1999 to 
continue to provide services to the Nunavut Government through contract. In fact, there 
may be a need to hire additional staff on a term basis to meet additional contract 
monitoring and reporting requirements. Given the time it will take to fully staff the 
Nunavut Government there could be delays of twelve to thirty six months in downsizing 
parts of the existing organization. 

The Phase 1 Division Planning Report identified that ultimately 289 positions will be 
eliminated from the existing headquarters organization (see Appendix 10), however, the 
exact timing of these will be dependent on the contracting arrangements entered into with 
the Interim Commissioner. At the earliest, existing staff would receive a lay off notice on 
January 1, 1999, with most receiving notice on or after April 1, 1999. 

The average length of service of existing GNWf staff is about 8 years and the average 
salary in the most affected groups is close to $60,000. Given GNWf lay-off benefits, the 
average entitlement would be 20 weeks which works out to a lay-off cost for 289 positions 
of $6.7 million (289 X 52/20 X 60,000). On top of actual severance pay outs, will be 
ultimate removal entitlements which for Yellowknife are capped at $6,000 (almost all staff 
draw the full entitlement). This adds a further $1.7 million to the severance costs for a 
total of $8.0 million. This may be partially offset by the degree to which some ultimate 
removal costs have been expensed and accrued to prior years. 

Some of these layoff costs may also be avoided if existing staff are recruited and hired by 
the Nunavut Government, however, in this case recruitment and relocation costs would 
then be required. This is discussed more below. 
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RECRUITING FOR NUNAVUT 

The Nunavut Government will be faced with recruiting 698.5 staff (see Phase 1 report). 
The costs of these recruitment actions will depend on a number of variables. 

► How many of these staff will be hired from the community in which the job is 
located? 

► How many of these staff will be hired from the Nunavut area but will need to be 
relocated to the community in which the job is located? 

► How many of these Nunavut resident hires will simply create a vacancy in the 
regional or community office that the Nunavut Government will have to recruit 
for? How many of these vacancies will be hired from the community in which 
the job is located or have to be imported at some cost? 

,- How many staff will be recruited from outside Nunavut and what will be the 
average cost of relocation of these staff? 

To arrive at an estimate of these costs let us use the assumptions about recruitment and 
family size proposed by the Nunavut Incremental Community Infrastructure Project Team 
(see Appendix 2). 

1) 50% of all Nunavut Government staff will be recruited from Nunavut (350) of which 
half will be recruited from the same community as the job is located (175 community 
hires). 

2) 50% of the Nunavut Government staff will be hired from outside Nunavut (350), and 
to add an extra assumption: 

,- 50% of the Nunavut recruited staff (350) will have to be replaced in their former 
job by imported staff at Nunavut Government expense (350/2=175). (e.g. they 
are hired from within the public service) 50% of these will be hired from within 
Nunavut and 50% from without. 

3) 11 % of new hires from Nunavut will be single (350X.11 =40). 25% of new hires from 
outside Nunavut will be single (350X.25=88). 89% of new hires from Nunavut 
(350X.89=310) will have families with an average size of 4.3. 75% of new hires from 
outside Nunavut (350X.75=262) will have families with an average size of 3.1. Doing 
some weighted averages we can assume that Nunavut hires will have an average 
family size of 3.9 and non-Nunavut hires an average family size of 2.6. 

4) A removal within Nunavut will cost an average of $17,500 ($15,000 freight and 
$2,500 airiine tickets/accommodation/meals) .. 

5) A removal from outside of Nunavut will cost $35,000 ($30,000 freight and $5,000 
airiine tickets/accommodations/meals)(see note below). 

From these assumptions we can determine removal costs on hire to be: 

► Calculation of removal from within Nunavut 

175 positions (from 1 and 2) plus 82 (from 3) $17,500 per hire $4.5 million 
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► Calculation of removal from outside Nunavut 

350 positions (from 1) plus 87 (from 3) $35,000 per hire $15.3 million 

. . 
. . - . . . . . . . . . . 

• Recruitment Assumption 1 - • Removal in costs to staff the Nunavut . • • 
~ovemment will approximate $20.0 million, in onlrtime costs. 

Note: A staff move with furniture from Yellowknife to Iqaluit would run in the order 
of $30,000 (6800 kg @ 3.81/kg plus $4,000 local packing and handling). This 
assumes an air freight move as land/water transport would involve such a long 
delay as to make that alternative impractical in most cases and with an average 
family size of 2.6 from outside Nunavut 6800 kg is reasonable. This cost may be 
lowered if the move was into furnished accommodation, but for estimation 
purposes it is assumed that unfurnished accommodation will be prevalent. This is 
reasonable as even if furnished accommodation was provided the government 
would in some form pay the furniture transportation costs to the housing unit. 

An airline ticket from outside Nunavut to Iqaluit runs about $1300 (one way) so 2.6 
X $1300 = $3400 plus meals and accommodation (est. $1600) for a total of 
$5,000. 

Moves within Nunavut are shorter, but family size is 50% larger and freight rates 
are high among communities that must rely on smaller aircraft. The assumption 
is that within Nunavut moves will be 50% of the cost of moves from outside 
Nunavut. 

In addition to removal costs there are costs of advertisement, travel for interviews, and 
other removal-in benefits such as assistance is selling existing homes, storage, house 
hunting trips, etc. associated with the recruitment activity. If an average of $5,000 inside 
Nunavut and $10,000 outside Nunavut is assumed per recruiting action and there are 350 
actions within and 350 action outside then these additional costs total a further $5.5 
million dollars. 

Recruitment Assumption 2 • NoNemoval recruitment costs will be in the 
vicinity of $5.5 million dollars. 

It should be noted that none of these recruitment costs appear to be explicitly captured in 
the original federal transition funding of $150 million. It should also be noted that there is 
a need to reduce this cost estimate for removal and recruitment costs by the amount that 
would be considered a normal cost of regular operations and be built implicitly into the 
Gross Expenditure Base. If historical turnover averages 20%, which is does, then 20% of 
these costs would not be considered transitional. 

As a result, the total transition cost in these areas is estimated at $20.4 million 
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INFORMATION TECHNOLOGY/SYSTEMS PREPARATION 

A critical piece of the preparations for the new government in Nunavut is the adaptation 
or replacement of information and telecommunication systems. While there will 
undoubtedly be changes in systems needs in the West as well, these are likely to be 
more evolutionary than in the East. 

Many of the activities of a modem government are critically dependent on the application 
of computer systems and the associated telecommunications technology. For example, 
suppliers' payments, medical records and drivers' licenses all involve computer systems. 
These are also all areas where the residents of both Territories would require virtually 
continuous service. The issues which must be addressed range from the provision of 
mainframe computer services through desktop computing hardware and 
telecommunications to staff training on large scale computer applications software. Each 
of these components is critical to ensuring that the governments will have operational 
processes and systems after April 1, 1999. 

In addition to the critical nature of these systems, it is imperative to address the 
necessary preparations in a timely fashion. Just as with building office space, there is 
considerable lead time required to plan and implement many of these preparations, 
including introducing new systems when appropriate, programming changes to existing 
systems to enable them to effectively operate in the new government, and training staff 
so that they are capable to operate, maintain and use the existing and new systems. As 
noted earlier in this document, some decisions will have to made in the latter part of 
1997. 

Infrastructure Considerations 

CENTRAL COMPUTING PLATFORM 

Currently the GNWT runs a central computing facility in Yellowknife and smaller regional 
facilities in five of the larger centres: Iqaluit, Rankin Inlet, and Cambridge Bay in Nunavut 
and Fort Smith and lnuvik in the west. These facilities each operate Hewlett Packard 
3000 series super minicomputers, large volume high spe~d printers, and 
telecommunications hubs for the GNWT's current data network. 

Whatever option is chosen for operation of computers to support the major applications to 
be used by the Nunavut government, there will need to be major changes to distribution 
and utilization of this equipment. Significant costs will be incurred (either to purchase 
new hardware· or to redistribute existing hardware) and substantial planning will be 
required to ensure that adequate and appropriate space is available for these facilities. 

A detailed plan on how the existing suite of Hewlett Packard minicomputers, printers and 
telecommunications haroware can meet the needs of both Territories upon division is 
under development by the GNWT at the present time. The fundamental consideration is 
that the existing computing platform operates for approximately 60 main computing 
applications, including those that support the government's breadth of social service, 
health, justice, education, housing, community and renewable resource programs, as well 
as many of the government's administration activities. 
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While some of these applications are currently being replaced, sometimes with new 
systems that operate on microcomputers in department offices, many of the 60 
applications are not currently being replaced. Their size and complexity will make it 
impossible to replace a substantive percentage of them prior to division. In addition, in 
some cases replacement with new applications still depends on a central computing 
centre with new computers, as such central facilities often provide many advantages for 
the stable provision of mission critical systems services. 

On these bases, it is imperative that the Government of Nunavut have access to a 
central computing facility that is tightly integrated into the northern telecommunications 
system, and that provides the range of computer hardware necessary for the applications 
to operate. The primary options for consideration include (a) splitting the current 
computers between the two governments so that each has its own distinct central 
computing facility, or (b) maintaining one facility in Yellowknife that services both 
Territories, for an initial period of time after April 1, 1999. 

The GNWf will provide to the planning process the approach that would need to be taken 
for either option to be implemented. While the full implications of each option are not 
fully known at the present time, it is known that a distinct computing facility in Nunavut 
would need (a) sufficient office space (current GNWf requirements in Yellowknife are 
525 square meters for the actual data centre and an additional adjoining 1500 square 
meters for the staff), and (b) a team of trained staff to operate such a facility (Yellowknife 
currently requires 18 staff). The "economies of scale" that would be available to the two 
governments by sharing a single computing platfonn for a period initially after April 1, 
1999 would not be possible with a model of two distinct operational centres. In addition, 
as many of the existing systems may be replaced in the early years after division, there is 
some early indication that installing the current suite of computers and trained staff at the 
present time may be premature for the actual needs of Nunavut that will arise in the few 
years after division. 

The central facility costs in the order of $4.2 million a year to operate, including staff 
costs, and a range of lease and other specialized computer and communications contract 
costs. The GNWf will own a majority of the central computer hardware and high speed 
printers prior to division, which will provide some cost advantage to both Territories. 

Should many of the existing GNWf applications be duplicated and provided to Nunavut, 
an essentially similar centre will need to be created for Nunavut. Should the Government 
of Nunavut be interested in using the western Territory computing centre to meet the data 
processing needs for a period of time immediately after division, the western centre 
would need six additional staff to support the duplication of systems operations. It is 
expected this increase can be as high as 20% of the present $4.2 million cost of 
operating the GNWf centre. 

The actual "transitional" costs to have the centre established in Nunavut have not been 
fully costed yet. Apart from the cost to build the appropriate physical space in which the 
centre will be housed and associated specialized electrical power equipment, as much as 
$100,000 could be needed to move the equipment from Yellowknife to Iqaluit and to 
have appropriate telecommunications equipment installed. Hiring of the computing 
centre staff in advance of April 1, 1999 would be a further cost. A team of six staff as an 
introductory minimum, hired for six months prior to division to prepare the computing 
centre, would cost in the order of $250,000, and should their accommodation costs while 
being trained in Yellowknife be included, an additional $72,000 would be necessary. 

For the western territory to establish the means for it to provide a computing centre 
operation to service the needs of the Government of t-Junavut, would entail the 
requirement for up to six staff to initially be hired 3 months in advance of division, at a 
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cost of approximately $150,000. As the full needs of providing service to both Territories 
are arrived at, additional staffing will be required. In addition, $100,000 will be needed to 
reconfigure the present suite of computers, and upgrade the power and 
telecommunications equipment of the Yellowknife centre. 

Information. Technology/Systems Recommendation • 1 • Arrange for the 
• ·•.Government of Nunavut to access a central computing facility with Hewlett 
, : Packarcr 3000 technology and other technology as is needed by the 
·:: Government upon division, either by)mplementing such a facility in 
; Nunavu( : or by using a Yellowknife based data centre for the initial years 

after division. • • • 

TELECOMMUNICATIONS SERVICES 

In the area of telecommunications, preparations are well addressed. The GNWT started 
a process almost three years ago to plan and implement a major upgrade in the 
telecommunications infrastructure of the government and of the Territories. This network 
is typically referred to as the "digital communications network" or DCN, and will be 
installed and operated by Arcficom Digital Communications Inc. Despite some 
.unexpected delays in preliminary technical testing (known as the proof of concept}, the 
schedule continues to provide for this network to be in all the current and proposed 
regional sites by early 1998 and completed to essentially every community in the NWT 
by the end of next year. Barring unforeseen problems, the network will be in place in 
most communities before there is even office space to accommodate any new functions. 
In fact, the network may prove to be a critical tool to link up staff who cannot be 
accommodated in the desired location in the period around division. At the appropriate 
time, it will be necessary to provide more detailed briefings and demonstrations of the 
network to the Office of the Interim Commissioner prior to acceptance of the eastern 
portion of the contract on behalf of Nunavut. 

The DCN contract that the GNWT has entered into with Arcf icom is a five year contract, 
running until March 2002. The financial commitment has both fixed and variable 
components. The fixed components are essentially community based, in that the costs 
are specific to each of the 58 NWT communities that the network will connect to, 
including the 28 communities in Nunavut. Upon division the fixed community costs will 
be approximately $50,000 per community per year. In addition, there is a range of 
variable costs that are directly related to how the network is used, including how many 
circuits are purchased to carry signals between communities, the speed of the circuits 
purchased, and the length of time they are purchased for. The exact nature of purchases 
is completely dependent upon how extensively the network is used by the government to 
support its programs and services. It is not unrealistic to expect that variable costs for 
any community can be from $15,000 to $30,000 per year, and could even be higher. 

The GNWT/Ardicom contract specifically provides for assignment of appropriate 
contractual rights and obligations to the Government of Nunavut, and the right of the 
Interim Commissioners office to participate in the contract process. 

There are no "transitional costs" from the Government of Nunavut assuming the 
necessary components of the contract. If however Nunavut wishes to have its own 
network operations centre established in Nunavut, instead of using the single centre in 
Yellowknife, negotiations with Ardicom would be needed for such additional 
requirements. Cost information on this component is not available at this time. 
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: the GNWI has with Ardicomforthe period of the contract extending after 
April 1,: 1999, including assuming the fixed cost components specific to• the 

. Nunavut communities, the contractual process of Incurring variable 

. bandwidt/J charges, and the rights for contract participation provided for 
• · : within the contract • • • • • • 

OFFICE MICROCOMPUTER INFRASTRUCTURE 

In addition to the large scale computer and communications infrastructure, the 
Government of Nunavut will also require the normal range of desktop hardware, local 
area networks and associated microcomputer software and peripherals. Given that 
seven hundred new positions will be established, and even existing regional equipment 
will need to moved or replaced in many cases, there is a major task in this area as well. 
Ordering, installing and maintaining this critical tool will be a very large job. While there 
is currently a new program at Nunavut Arctic College to train new system support 
technicians for this sort of activity, experienced resources will be necessary to ensure a 
smooth implementation and to mentor the newly trained staff. Unfortunately, high quality, 
experienced staff are difficult to attract in this field, as experience in Yellowknife has 
shown. 

A reasonable estimate of the cost of the desktop requirements and local area networking 
is $2.5 to $3 million (700 seats at $4,000 per seat). This figure reflects the purchase of 
good quality microcomputers that meet the modem needs of government operations, as 
well as costs to network the microcomputers, equip the computers with appropriate 
desktop software tools, and provide a range of network printers, scanners, faxes, etc. 

. . . . ' . . . . . . . . . . . . . . . . . . . . . . . . . . 
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::, \,s~b,f !~li~~:ab.qv.EJ that t/Jls Investment is in the order of $3 million.' :: ::• : • • .•:· 

:::::::::.:::.:·:.'""'" 

:··::::::::iii'.\i:\; 

It should also be noted that beyond the standard hardware and software normally 
considered in equipping an office, there is also a range of more specialized hardware and 
software that the GNWT is in the process of investing in, but that will also need to be 
considered for ongoing investments upon and after division. For example, the GNWT's 
Department of Health and Social Services is planning to spend over $5 million over the 
next 36 to 48 months to equip the health facilities to use the new digital 
telecommunications network for tele-medicine. The majority of these expenses will be 
factored into the individual GNWT department phase 1 cost requirements. These are not 
specific transitional costs per se, but instead standard operating costs for the GNWT prior 
to division, and for the two territorial governments after division. 
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/; ~::::/::;;;;:::;;;i;i'.;;;;:/;::(!:(::;:;:::~;:(~:'.;::::~~!L::;;l::::;;;::::::i:·:: : . '.· ::·· .. : · .. i>·:::.. • • 

. •• ITJ(()ft11~d()t1·r~ghl1~i()gy/Systeri1.s·R~b~:f11fnerfrlation 4 ~ that the Government 
•: •: • of• f,.Ju11~vut • prov.ide ••for • sp~~Jaliier! • computing • hardware and . software 
\ : requitfJ11'1f3.11~ as: will pe identifi~dinJunding information develope~ by the • • 
: (GNWT.::.: • < : ':' • ••••' . . .. .. . . . . . ........... . 

MAJOR SOFTWARE SYSTEMS 

The GNWT currently runs approximately 60 minicomputer systems on the HP 3000 
computers, as well as numerous smaller systems on microcomputers and network 
servers. Most of these systems will need some degree of preparation or customization to 
enable them to meet the needs of the new government. 

At a minimum, in many cases, there will be large databases of historical data which will 
need to be segregated, reports will have to be altered to reflect the new structures, and 
tables will need to be modified to reflect the structure and processes of the Government 
of Nunavut. Furthermore, in some situations the way the Government of Nunavut does 
business will mean that the computer programs will need to be modified (e.g., if social 
service delivery is altered in some manner, some reprogramming may be necessary). 

In some cases, it will be more expedient to replace a system prior to division rather than 
do· extensive work on an aging system. However, the resources available (especially 
time) will not allow for most of the "legacy" systems to be replaced. Detailed analysis has 
been done on three of the largest and most critical systems, namely, the Financial 
Information System (FIS), the Highline Payroll System and the Government Human 
Resource System (GHRS). 

Financial and Human Resource Systems 

Consideration of these systems has established that duplicating the current systems with 
necessary modifications plus training key operational staff will cost almost $1.4 million in 
total for these three systems. This cost reflects the number of staff that must be trained 
in order for the Government of Nunavut to be capable of operating and supporting these 
systems, as well as initial programming and documentation functions that would need to 
be undertaken. (More detailed discussion of the options and the proposed approach is 
contained in Appendix 3-2 and 3-3) 

The GNWT is not presently investigating plans to replace the Financial Information 
System, the Government's largest and oldest main computing application. While it is old 
and outdated in many respects, it is stable and the project to replace it prior to division 
would be an extremely difficult undertaking. In addition, the needs for a new financial 
system for the western territory after division are not clearly enough known at this time to 
safely undertake such a major project. 

It is understood by the GNWT that the Interim Commissioner's information technology 
consultant may recommend that a specific new financial system be implemented for the 
Nunavut Government prior to division. 

While not opposed to this concept, the GNWT perspective is that a financial system for 
the government must be operational upon division, and that timely success of the 
replacement project will be absolutely critical unless a parallel investment in the cloning 
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of the present GNWT FIS is concurrently undertaken, which in and of itself is a relatively 
expensive undertaking (refer to Appendix 3-2). 

The GNWT has recently initiated substantive consideration of a fast-tracked project to 
replace the human resource and payroll systems with a product from PeopleSoft Inc .. 
Preliminary analysis indicates that there is just enough time to carry out this project prior 
to division. The costs for this replacement are projected to exceed $3.5 million. A more 
detailed assessment is underway with a fonnal analysis of approach and feasibility to be 
completed by November 1997. However, the project cannot proceed unless a decision to 
support the project and provide necessary funding is made by this date. While a wide 
range of issues with the current human resource and payroll systems suggests that it may 
be quite desirable to carry out this project, there is a strictly limited window to complete it 
prior to division (refer to Appendix 3-3) 

Of the ten largest GNWT applications, the three financial and human resource systems 
consume approximately 40% of the central computing facility's power, while the 
remaining seven major systems consume a further 40%. These systems include major 
systems for health, social services, education, justice, petroleum products, housing, and 
community needs. Each of these are large and complicated systems, that often interface 
extensively with other systems, that require dedicated and highly trained staff, and that 
are by their size and complicated nature costly and difficult to replace. 

Health Care Systems 

While the replacement of the larger systems is a complicated and costly undertaking, the 
GNWT is either in the process of, or is considering, a limited number of system 
replacements. The GNWT is in the process of replacing its breadth of health care 
systems with new client-server based integrated health care systems that will operate at 
the health board level, with consolidation of infonnation at the Tenitorial level. Each of 
these assessment and health projects are among the top ten of the present systems in 
size. The replacement is underway at the present time for substantive completion prior to 
division. More detailed planning on the range of other health care systems is presently 
underway and upon completion will be brought forward to the division process. 

Property Assessment System 

Work is also currently underway to implement a replacement for the municipal 
assessment system, the primary property taxation assessment system in use across the 
Northwest Tenitories. As with the primary health care systems noted above, the project 
is underway for completion prior to division. 

More detailed planning on the range of other systems utilized by the Department of 
Municipal and Community Affairs is presently underway and upon completion will be 
brought forward to the division process. The remaining MACA systems are not as 
substantive in size and complexity as the assessment system. 

Education Systems 

The Department of Education, Culture and Employment has substantive systems that 
support program delivery. A range of planning is underway on many of the "smaller" 
systems, including the feasibility for cost effective replacements prior to division with "off 
the shelf' packages. Full infonnation and costs on many of these plans are not available 
at the present time. 
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The two most substantive systems in use by the Department operate on the GNWT 
Hewlett Packard platform - they are the Social Services System (SASS), and the 
Student Financial Assistance System (SMARD. The Social Services System is one of 
the ten largest systems in use in the GNWT, and the SMART system is one of the top 
twenty largest systems. 

It is recommended that both systems be replaced, however it is also noted that such 
replacement cannot be undertaken and finalized prior to April 1 1999. Both systems are 
uniquely tailored to the service requirements of the GNWT, and there are no "off the 
shelf' systems that can effectively provide the functions that these in-house built systems 
provide. Detailed cost estimates for replacement are not available at the present time, 
although early indications suggest that the cost would be in the order of $500,000 for 
each system. The Department recommends that each territory would participate in the 
replacement process. 

Due to the inability to proceed with replacement at the present time, the Department is 
recommending that the Government of Nunavut either assume "cloned" versions of each 
system, and be trained by April 1, 1999 in order to be able to operate and support the 
systems, or contract with the western territory for support. SMART will cost $150,000 for 
cloning, while SASS will cost $250,000. 

Under a service bureau arrangement the Government of Nunavut would eliminate the 
need for staff to undergo extensive training on systems that are recommended to be 
replaced shortly after division. The two governments would cost share in the operation 
and maintenance costs of the two systems until replacement is completed, with 
Nunavut's share under the present chargeback process in use in the GNWT being 
$190,000 annually on SASS, and $75,000 annually on SMART. All operations and 
support on the systems would be handled from Yellowknife. 

Justice Systems 

The Department of Justice utilizes a range of large to small scale systems to support their 
programs. One of these systems, the Justice Information System that operates on the 
Hewlett Packard platform, is one of the top ten systems in size in the Government of the 
NWT. 

The plan for the justice systems at this stage includes recommendations for a breadth of 
replacements, to be finished prior to division. The replacement process is recommended 
not only for the Justice lnfonnation System, but also for the Maintenance Enforcement 
System, the Public Trustee CompuTrust Accounting Information System, the Juror 
Management Information System, and a document imaging system. It is estimated that 
the replacement cost for these systems will total approximately $250,000. Specific 
requirements for cost sharing between each territorial government have not been 
established yet. 

Justice also operates a range of smaller systems, many of which are recommended to be 
cloned for Nunavut. Total costs to clone these systems are in the order of $40,000. In 
addition, the Legal Aid Information System is presently under analysis, partly as a result 
of the need to review the business need for the system. Until more clarity is established, 
it is recommended that the system be operated by the western government, at a 
transitional cost to Nunavut of $5,000 for user training. 
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Other Department Systems 

The GNWT is currently developing detailed assessments for the full range of other 
systems in use throughout government, and ensuring that departmental informatics plans 
are prepared which address the critical issues related to division. This initiative is 
currently lagging due to the other major planning activities including many other 
components of preparing for division which are facing departments. However as the 
work on information technology planning progresses, it will be necessary to respond 
expeditiously to make the decisions required for each system. 

The primary approach that departments have been instructed to proceed on is to consider 
for each computer application that currently supports a government program or service, 
whether that application should be cloned/duplicated and offered to Nunavut, whether it 
would be preferable for the Western Territory to act as a service provider and operate the 
system for Nunavut, at least in the initial period after division, or if the application should 
be replaced prior to division including ensuring each Territory will have the capability to 
operate a copy of the new system. For any option the nature and extent of staff training 
in advance of division must be costed, as well as programming and documentation costs 
as appropriate or replacement costs if that is the option recommended. 

While the costs to have these systems in a form to meet the needs of the Government of 
Nunavut are not presently known, it can be conservatively estimated that each of the 
.major large systems will be substantive but somewhat less than the magnitude of cost 
that has been determined for FIS and GHRS/Highline. Many of the other smaller 
systems will be much less expensive to prepare for division, but as there are so many of 
these smaller systems, this cost will be relatively significant as well. 

Conservative estimates suggest that up to $250,000 for each of the six major systems 
other than FIS, GHRS/Highline, and SASS would be necessary for cloning. These 
systems include those supporting health, justice, property assessment, motor vehicles, 
housing, and petroleum products. In addition, it is estimated that for the remaining 50 
Hewlett Packard systems and range of smaller microcomputer systems utilized by the 
departments, up to $5 million in total for cloning or replacement as appropriate will be 
needed. 

... • ... :·::·:·:::.::·.:::.. ... ............... .. . .... .. .. ••.. .. . · .. :.:· 
······::::::.·......... ·:··::::::::::::::::::: ::.··:·:·· .···: ··:::::::-:···::;:·: .. ::::.:_ 

: /nfo1111atioti: :: Techridl6qy/Sv~tJ~[ R~J~mrnendati~~ • ; 5. :'~: : Financial 
• ;: lnformatiorfr: System :><:by:: November : 1997:: decide on · whether the 

Government of Nunavut w/11:::: • :· ... . . 

: ·-:-.\'. µse: a):lone/dup/jcate:: of FISl:anci invest in :necessary traininrf of 
:':\\/Government of Nunavut staff beginning in January 1998 lanticlpated 
• f({expens~prior to ~ivisiCJn being appr~ximately $!50,000); or •• • 

:;:•::,~~,~;~ht~1h~~:r,,fahci1t fuah~J~~~•n~ kystern,:elther wi~· or ~~o~~. 
,: , ; paral/eUn.vestment}n a process to have the GNWT FIS ~vailable to it .. 

•• • ,: :?shoiild.the:replacem~n.tproject not be finalized prior to April 1, 1999 . . ••• • 
.:::::.:::::.::•:·."::::::.·::::::::::·:::::::: .. ::::::::::::·:;::::::::::: .. ::;::::.:::::::::::· .::: :.::·:::::. :. :· .. ::::::: :: • . :: .. : .. :·:: .. 

• • • Go~e,,;irl~rit • • fiufnk,1 : R~;~~~c~ : sv~i~~ighii~~ : P~yro11. • sv~tem < • • i,'y 
Novembef: 1997, and based upon GNWT analysis of the concept of 
replacing: these ::systems• with·. a new: Peoplesoft Human Resource 

, Manageme~tSyste111: > :: : .. • • • 

PAGE 390F44 SEPTEMBER 22, 1997 



. ·: : '.::Ii :;l((!>(l~H:i\~i~(;~ :;~::::H: ::~(li'.il ~!: /iHHHlH~iH\H:!i~HiHl~/l(.: !! i\H~: · . . : : '.:::: l ii::.:'. f l:~(:;:: ::: . :~:::::~ : 

/ •>c6d:Jfuit50% (apprriii'n1at~ly'$t.f111ilficin) as a division transiti<m cost to 
• . • • thf ~ost.of introducing the neW software should the analysis establish that 
;;;· the oioiectis feasible: oi<:<:i> ::::>{}\ ::•••<>·· ·•·•••••·•···••·••. :;•••: • /.:.•··••••·••···• 
) \ / \tiscf a• c/oneldup/icateTccfpf'.o(ihi{ preseni •~sterns • and• invesfl11 . the•.) 
·•:•• i1ec~saf1J'irain1ng.of G,ivernmenf ofNunavu{.staff beginning in.January••::: 
·••,.1998 (anticipated expense prior to.~ivis.[on being approximately $650,000), •••=· 
• should th~ Peoplesoft analysis estab!ish that tfJe project is not feasible. 
• .. :;:;;:~;\:~;:~::·:;:~:· :;~~;:'.::~·~:;:;i;;;~(:>i· ;:~~~~(~:~;;:~(;;~'.:::;;(:::::::.::::·:·.· ... 

Social Services System (SASS)'~ byilovember 1997 either. concur with the 
pro.cess for the GNWT to. prepare for the western territory to be a service . 

·•) bureau to the Governmento(Nunavu~ at a cost of $190,000 annually after 
,•:• division/until the recomrnended approach• of replacing the system be 

finalized; or concur with th(pro~ess fc,r the. GNWT to clone the system 
including training of ne·cess.ary;:s.taff jn advance of April 1, 1999, at a • 
transitional cost of $250,000. • • ••• 

. ... :: : ; : • ;::!~'.~:::;;: ~;; :!;;;;:;:;~ ::: : :: :::; :1 ~ ~ii\:;il~::;~;:;;)~li~l;;/f j;;~\\):::;;: ::~ :;:;;:;::: ;~ .: . . : ... : . ;i • ;: ::;~:;:::; ·:: ~;·. : :: :: :! : ;: ; 

: : StudeniFiriancia(Assistante··svsiem (SMARTJ - by November 1997either: . 
• :: concur with the process fo(the GNWTto prepare for the western territory/: 

to be•a ·service bureau to the (3overnment of Nunavut, at a cost of $75,000 ' 
= annuaUy after division, untirtfle }ecomrnended approach of replacing the 

systems is finalized; of concur with. the process for the GNWT to clone the ..... 
•··• :system including traini11g ofn~c~#ary staff/n advance of April 1, 19~9, at < 

~. trJA~iti_o~~f .c.°'~t•Pt.ft~P!~.qq~::::1::::/:/:: ·••==•=:•:••••··••=:• 
:··: :· ::-:::::;:::::'.::::::::::... •··· . •··•··· 

Justic~ Systems~ by Novemberf997 provicle:ieedback on recomrnendecJ < 
approaches for the· range of justice systems,·· based on cost sharing for • 
replacement systems that is yet to be determined, and transitional costs for 
cloned systems . 

. ::::;;::·. • . .: ,:::<i:;::'.>::::·::: •• :.· . . 

Other. Systems: As the. GNWT brings • formal recommendations forward to.. • 
the Interim .Commissioners· office starting later this fall, on. each of the • 
systems in• use by the Governmen~ • commit to making decisions on each 

• . system's· recommendation within·• the . essential timeframes that. will be· 
• • noted ... • • • • •• • • •• • : ·.:· •• • • . •• .. • . • • 

" .. • : : : : : ; : : : : : . : : : : : . . . : : : : : : : : : : : : : \ : ~ : : : : 
........... 

•::::•i.A~.~~ted/ri':ihi~'~Jdti~ri,•,J;;·th~:1~v~~:ri1aj~r~yste~s oih~(}ha~•FIS.and:, ••• : 
··:: .• GHRS/Highline,·$250,0qqper syste111.will be·needed for cloning, costing in·••: .. 
/: Jota/;$1.75 million~. /ln•:•addition/~ further $5 million is projected to be •• 
·/ necessarifor.the ·remafnlng·m,nland microcomputer systems .. Refer to :·. 
')/ ~PfJ6.ndi~)~f.or.:aJis(c,f:tlif! f!lain sy~~tr1s}11. u~e in the GNWT/I : • 

... . ' . . ' . . . . . . . . ' . . . 
·•··•· .. 

HUMAN RESOURCES 

As noted in the previous section, a major cost component associated with migrating 
systems to the Government of Nunavut will be training staff to operate these applications. 
This is true whether the approach taken on any system is to duplicate a current system, 
use a system that is operated by the western tenitory, or introduce a new system. 

While many of the program staff and regional office staff will be familiar with applications 
currently in use in their area of the GNWT, there are critical central operational functions 
for many systems which are currently only conducted in Yellowknife. Often it will not be 
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possible to split these key resources to transfer knowledge to Nunavut. Accordingly it will 
be necessary to train Nunavut staff for these roles. For major systems and technical 
roles, this sort of training will take many months. For example, analysis of the current FIS 
suggests that five staff will be required with training taking 15 months before April 1, 
1999. Not only is this a major cost, the time required is rapidly becoming a link in the 
critical path to division. 

Where new systems are being implemented, to some extent an even wider breadth of 
staff will have to be trained. Although users typically require less training over a shorter 
period of time, there would be many more individuals to train. In addition to these areas, 
technical personnel will also be required to maintain hardware, operate systems and 
networks, and so on. These people are in limited supply. All new hires will require a 
period of training and orientation even if they have excellent experience and 
qualifications. 

While the present and post-division governments are amongst the smaller of the 
provincial/territorial jurisdictions in Canada, they have now and will continue to have very 
sophisticated information technology environments. This provides a wealth of benefits to 
high quality service delivery, but it also means that well trained specialized staff are an 
essential component of the public service. As the economy in Canada continues to 
strengthen as division approaches, and as the people with information technology skills 
continue to be well sought after throughout the world, competition for recruitment will be 
challenging. 

..... ....... ... . .. . . .. . ..... ······· .. . 
···::::::i_;:::::::~::i:i\-:::.: :.. ·:·· ·:::;:_:;::: .·::::::;:::·.:· .·:;· .:;: .. .. -·:::::: : ..... 

• • •. lnfo~~tio~ •• Technology/Systems R~conimendation 8 • that.• the. Interim 
Commissioner's office immediately place the highest of priorities 

. planning to attract and train qualified infonnation technology staff._ & 

Conclusion 

There are a number of urgent decisions and major potential roadblocks to the effective 
and timely implementation of information technology capabilities for the two new 
governments, especially Nunavut. If these challenges are not met appropriately and 
adequately, the new governments will experience major repercussions throughout their 
operations, ranging from service to the public through internal administration to 
accountability to elected officials. 

Present funding allocations noted within the division process have established only $2 
million to meet the information technology investment requirements of the creation of the 
Government of Nunavut. 

As established in this paper, the nature of transitional informatics costs for the 
establishment of the Government of Nunavut can be estimated as follows: 
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► Central Computing Facility 
In Nunavut $425,000 

In the West $250,000 
► Telecommunications Network no transitional costs 

Unless separate Nunavut network control centre is requested 
► Office microcomputer infrastructure $3,000,000 
► Major Software Systems 

FIS (cloning as opposed to replacement) 
Peoplesoft HRMS 
Social Services SAAS * 
SMART* 
Justice Systems 
Other major systems 
Other minor systems 

Total 

$750,000 
$1,800,000 

250,000 
150,000 

To be determined 
$1,500,000 

$5,00,000 million 

$13,000,000 

* should the Government of Nunavut prefer to have the western territory act as a 
service bureau until the recommended approach of the two territories jointly 
replacing each system be finalized sometime after division, transitional costs 
would be very low , and the above noted costs for cloning of the SASS and 
SMART systems would be avoided. 

The resources that have been identified to date in the division process to address the 
informatics issue are therefore highly inadequate in the case of money and rapidly 
disappearing in the case of time. 
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COSTING 

Through out this report we have attempted to present a practical method for estimating 
the identified transition costs. It is recognized that these are just estimates and actual 
costs incurred will depend on a variety of factors and decisions. However, without 
establishing the order of magnitude of these costs and confirming the willingness of the 
federal government to fund them, the orderly creation of two new govemm~nts could be 
in jeopardy. 

This section of the report summarizes the cost estimates that have been presented. 

MILLIONS OF DOLLARS 

1997-98 1998-99 1999-00 2000-01 Total 

► Renovations to existing GNWT 0.75 0.75 
space in Nunavut to allow early 
staffing of 125 positions 

► Rationalize existing western space 3.80 3.80 
exclusive of lease breakage 

► Retention of space - Contracting 2.13 1.13 3.26 

► Nunavut Office Furniture 4.00 3.00 7.00 

► Contract Premium 2.11 2.00 4.11 

► Earlier Staffing 1.00 7.80 8.80 

► Regional Decentralization 18.65 18.65 

► Assets and Liabilities (optional) 3.00 15.20 18.20 

► Support to Nunavut Staff in 3.00 2.00 5.00 
Yellowknife 

► Training Costs 1.56 1.56 3.12 

► Parallel Running 10.50 11.2 21.70 

► Existing headquarters downsizing 4.00 4.0 8.00 

► Nunavut Recruiting 1.00 5.00 7.00 7.4 20.40 

► Systems 3.00 8.00 2.00 13.0 

TOTAL 8.75 40.56 39.1 47.38 135.79 

The total transitional costs presented above have been developed without reference to 
the original $150 million in funding approved by the federal government. Within the 
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original amount there may be some provision for a portion of the costs presented. 
Without access to the detailed calculations underlying the $150 million it is not possible to 
determine this amount with any accuracy. However, the areas within the $150 million 
federal funding (see Appendix 13) most likely to contain some component of the 
transitional costs presented in this report are as follows: 

1997-98 1998-99 1999-00 2000-01 Total 

► Minor capital 7.775 

► Systems Development 2.000 

► Salaries and other O&M 9.000 

► Infrastructure O&M 4.251 

As noted, the degree to which there are some cost offsets in the above amounts is 
unknown but it is far less than 100% as we understand that the federal transition funding 
was to address many office and staff housing costs during the transition period which are 
not items addressed in the transition costs identified in this report. 

Conclusion 

The costs presented are estimates and may be affected by: 

► application of a portion of the federal transition funding already approved, 
► a refinement of the assumptions and factors used in the costing (e.g. timing of 

office space availability in Nunavut, proportion of local hiring, duration of 
contracting required, proportion offset from Nunavut gross expenditure base, 
necessity for all headquarters services to be performed, etc.) 

► a change in the fundamental approach to creation of two new territories (e.g. 
timing, maintenance of service levels during transition period, etc.). 

However, this report does clearly illustrate the nature and magnitude of costs that will be 
incurred if the division process proceeds within the parameters currently in place. 

The costing presented must also be considered incomplete as the full extent of the costs 
of transition in the western territory has only been referenced in this report. As mentioned 
earlier, a supplementary report is being prepared which will address and quantify the 
range of western transition costs that have yet to be calculated. 
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MINISTERS 

Division Implementation Plans 

FEB 2 7 1997 

The time has come to develop the detailed implementation plans necessary to 
ensure that two new territories are created by April 1, 1999. These territories must 
be capable of operating independently and efficiently, and with the necessary 
resources to maintain service levels to residents. 

This implementation planning will be performed in two phases. 

The first phase will be largely centered around the costing of the two new 
government organizations with a view to determining the incremental funding 
needed to ensure that the two new governments are viable. This costing is critical 
to the formula financing negotiations that are proceeding in the near future. This 
first phase is due by April 7, 1997. 

The second phase of implementation planning will be to identify, in consultation with 
the Interim Commissioner, the steps necessary over the next twenty four months 
to put the eastern operations in place. This second phase is due by August 5, 
1997. 

For the costing phase it will be necessary to make assumptions about how the two 
new government organizations will be structured. For these purposes, the NIC 
Footprints II model will be used for the Nunavut government structure, and the 
status quo organization will be used for the western territory given that the western 
constitutional process has not yet generated an alternate design. The task for 
departments will be to identify the level of human and financial resources necessary 
to run the two new governments with these organizational structures. 

The costing of the eastern territory government will be undertaken in consultation 
with Nunavut Tunngavik Incorporated and with the assistance of officials from the 
Nunavut Implementation Commission who will be able to provide any additional 
information or clarity required. In a number of cases it will be necessary for 
departments to collaborate on the costing where the NIC has combined functions 
currently housed in separate departments. 
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The second phase of implementation planning will be undertaken based on the 
following assumptions: 

• • given the current federal schedule for infrastructure completion it will not be 
possible to relocate existing regional offices prior to April 1, 1999, 

• given the scheduled flow of federal transitional funding for staffing no eastern 
headquarters function can begin to be established prior to 1998-99 if its 
establishment requires additional funding, and 

• given the mandate of the Interim Commissioner no implementation of eastern 
headquarters functions can proceed without consultation with the Interim 
Commissioner. 

These assumptions do provide some constraints on the implementation actions that 
we can undertake in the short term, however, the assumptions also lead to several 
logical short term implementation objectives; 

• prior to April 1, 1999, actions should be taken to delegate maximum operational 
authority to regions and communities to minimize the disruption to clients 
services that could ensue during the headquarters transition period, 

• to ensure that headquarters functions are established in Nunavut at the-earliest 
possible date; 

• eastern headquarters functions that can be established without incremental 
resources should be identified for immediate establishment, subject to 
consultation with the Interim Commissioner, and 

• eastern headquarters functions be located in communities which currently 
have surplus infrastructure to allow transfers and recruitment to commence. 
Once infrastructure is available in that function's final location, the function 
can be subsequently moved. 

• as the new western territory will not have the funding to support the same sized 
headquarters staffing complement as the existing GNWT after April 1, 1999, 
implementation planning should include the downsizing required and the 
calculation of the transitional costs associated with this downsizing (e.g. layoff 
costs, breaking of office leases, etc.). 
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With these basic objectives departments should be able to proceed with developing 
implementation plans including full costing. More detailed instructions and forms 
are attached in a planning instructions booklet. 

If you have any questions please contact me or have your staff contact the FMBS. 
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Division Implementation Plans - Phase 2 

The February 1997 call letter on the GNWT's division implementation planning 
process (copy attached) described a two phase approach to the planning task. 
The first phase was the organizational costing that was reviewed by Caucus May 
21 to 23, 1997 and which is now being finalized using the process we agreed to 
at our June 2 Senior Management Committee meeting. 

Phase 2 involves the development of detailed implementation plans covering the 
specific implementation actions that can be taken over the next twenty-one 
months to establish the Nunavut and new Western Governments. As the 
Chairman of the FMB identified in the February 1997 call letter, there are four 
main elements to this Phase 2 planning: 

• which positions/functions can be established in Nunavut now without 
incremental resources (for the purpose of this planning task associated 
relocation, recruitment and severance costs are to be identified but will be 
handled as transitional costs not incremental costs), 

• which positions/functions are critical to the ability of the Nunavut Government 
to function on April 1, 1999 that can only be established with incremental 
money (these functions/positions will be identified to the Interim 
Commissioner as priority areas where immediate incremental money must be 
spent through either reallocation of existing transitional funding or application 
of the incremental funding that will become available April 1, 1998 to staff the 
150 positions targeted for recruitment during 1998-99), 

• which adjustments can begin to be phased in to achieve the new Western 
Government organizational model and staffing level identified in the Phase 1 
report, and 
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• what additional authorities and functions can be delegated to regions to 
minimize the disruption to client services that will ensue during the 
headquarters transition period (in some cases these can be delegated 
without movement of resources but may also include situations where 
existing headquarters resources would have to be reallocated to regions). 

The implementation plans should be prepared with the assumption that office 
space and housing will be available in the existing regional centers to temporarily 
accommodate staff transferred or recru_ited until the required infrastructure is 
available in their ultimate community of employment. Once all departmental 
plans are in, the Division Review Committee of Cabinet will review infrastructure 
requirements against actual office space and housing available and set priorities. 

It is intended that once departmental plans are received that consultation with 
the Interim Commissioner will commence coordinated through the Division 
Secretariat. These Phase 2 plans are due by August 5, 1997. Once received 
and consolidated it is intended that an internal central review will be done 
followed by a review by the Senior Management Committee prior to submission 
to the Division Planning Committee of Cabinet. 

In order to clarify the final product being sought and to help achieve greater 
consistency you will find attached: 

• guidelines and formats (previously circulated for department input and 
modified accordingly), and 

• common planning assumptions to be used. 

The guidelines and formats provided are designed to get some consistency that 
will facilitate overall roll-ups and review. However, each department is free to 
present addition narrative and substantiation to flesh out the plans and provide 
context in the format best suited to the nature of their operations. 

There is one other consideration to raise. Once we have your Phase 2 plans 
and have discussed them with the Interim Commissioner, we will have a much 
better idea of what can actually get done by March 31, 1999. For everything 
that will not be in place, the implications have to be assessed. Will the western 
government have to provide that function to the Nunavut Government on a cost 
recovery basis? Can that function simply be left unperformed for a period of 
time? Could the Nunavut Government contract with a third party to perform the 
function? These are options that will have to be looked at this fall as they will 
require decisions in the near future, particularly if the western government is 
going to be expected to maintain the capacity to provide service to Nunavut. 
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Finalizing these issues will also allow us to better determine the timing of actions 
required to move towards the new western government organizational model and 
the associated transitional costs that will have to be funded by the Federal 
Government. 

If you have any questions please contact me or Tom Isaac. 

oyfla 
Seer tary of the 
Financial Management Board 

Attachments 
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0 
Northwest 

Territories Public Works and SeNices 

Mr. Tom Isaac, 
Assistant Deputy Minister, 
Division Secretariat 

DEMOGRAPHIC ASSUMPTIONS 

June 19, 1997. 

NUNAVUT MUNICIPAL INCREMENTAL INFRASTRUCTURE PROGRAM 

The following demographic assumptions have been utilized by the Nunavut Incremental 
Community Infrastructure Project Team to recommend, to the Infrastructure Task Team, estimates 
on the influx of population into Nunavut communities affected by the decentralization of new 
positions for the Nunavut Government during the transition period of 1996/97 to 1999/2000, in 
order to plan for required incremental community infrastructure; 

DEMOGRAPHIC ASSUMPTIONS 

1. PERCENTAGE OF NON-FAMILY 
PERSONS ("SINGLES") 

2. PERCENT AGE OF NUNAVUT HIRES R)R 
INCREMENT AL GN JOBS 

3. PERCENT AGE OF COMMUNITY HIRES FOR 
INCREMENTAL GN JOBS 

4. PERCENTAGE OF NON-NUNAVUT 
HIRES FOR INCREMENTAL GN JOBS 

5. AVERAGE FAMILY SIZE PER 
INCREMENTAL GN JOB 

6. JOB MULTIPLIER 

7. FEDERAL GOVERNMENT JOBS (TO BE 
ASSIGNED ONLY TO IQALUIT) 

8. MUNICIPALGoVERNMENT JOB 
MULTIPLIF.R 

11% NUNAVUT 
25% NoN-NUNA YUT 

25% 

25% 

50% 

3.5 (NITTE: WEIGI-ITED AVERAGE OF 11-IE CANADIAN 
AVERAGE OF 3.1 AND 11-IE NUNA VlJf AVERAGE OF 4.3, 
AS REPORTED IN THE 1991 CENsus) 

1.3 (NITTE: ASSUMED TO BE A GENERAL MULTIPLIER, 
FOR PRIVATE SECTOR, TEACHERS, SOCIAL WORKERS, 
RCMP OFFICERS, ETC.) 

57 

0.0 
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The recommended decentralized organizational design model would result in a total of 1,100 
headquarters and regional positions being located in 11 communities across Nunavut (Source of 
Information: Footprints 2 by Nunavut Implementation Commission): 

RECOMMENDED NUMBER OF INCREASE OVER THE PROJECTED 
COMMUNITY HEADQUARTERS AND REGIONAL LEVELS OF GNWT EMPLOYMENT AS 

FTSS OF MARCH 31,1999 

IGl.001..IK 75 75 

PONDINI.Ef 72 70 

CAPEOORSEf 57 56 

PANGNIRTIJNG 69 69 

IQAUJIT 374 164 

RANKIN INLET 135 24 

ARVIAT 68 50 

BAKER LAKE 62 48 

CAMBRIOOE BAY 110 26 

KUGWKTUK 56 36 

GJOA HAVEN 22 22 

If you have any questions, or require further information, please call me at 920-6465. 

c; Ken Lovely 
Joe Auge 

Manager, Project Support, 
Project Management Division, 
Dept. Public Works & Services. 
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Appendix 3-2 
OPTIONS FOR A 

FINANCIAL INFORMATION SYSTEM 
AFTER DIVISION 

Three major options were identified to fulfil the financial information computer system 
needs of the Government of Nunavut: a) implement a new financial system, b) have the 
western territory act as a service bureau and operate the current Financial Information 
System (FIS) under contract with the Government of Nunavut, or c) clone FIS including 
the necessary training for the Government of N·unavut to be in a position to operate FIS. 

First, major constraints that will play a role in the selection of a specific option are 
identified. Second, the time limits for selecting an option with enough lead time are 
proposed. Finally, the different options are presented, their expected costs are 
analyzed, and their respective advantages and disadvantages are listed. 

Constraints: 

• A computer centre including appropriate computers will need to be in place in 
Nunavut to operate the FIS system in that territory. Note that most of the current 
large GNWT information systems need to be operated on HP3000 machines. The 
GNWT is developing a plan for how the current platform can be configured to meet 
the needs of each territory. 

• FIS is a very complex table-driven financial system installed in 1980 and modified 
regularly through exclusive dependence on Kirk Computer Systems Ltd., a 
Yellowknife based software firm, for maintenance and development. Updates to 
software are usually released three times per year, unless there are emergency fixes 
which are introduced immediately. 

• FIS requires extensive training to support and operate, and as an in-house 
developed system, has unique processes not commonly known without such training 
and background in its day to day functioning. 

• It is reasonable to expect that any service bureau agreement should be considered 
as transitional, and must not last more than two years. As the two government's 
directions and priorities diverge, it will become more difficult to maintain a financial 
system that meets both their needs. 

• The magnitude of the effort necessary to achieve Division will make it particularly 
difficult to undertake complex projects or major modifications/enhancements to FIS 
prior to division. 
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Time Limits to Select Options: 

These time limits indicate the reasonable timeframe needed to implement a specific 
option. By not making a decision by the noted date, the ability to choose a specific 
option is eliminated, leaving only the remaining option(s) to choose from. 

• September 1st, 1997: A decision must be made whether to have the western 
territory act as a service bureau, or to clone FIS. Both of these options involve 15 
months of training of Government of Nunavut staff. 

• January 1st, 1998: Limit for Nunavut to. decide that it wants to develop a new 
financial system for Nunavut that would become operational on April 1st, 2001, and 
to share FIS during the first two years after division. It was felt that a date of April 1, 
2000 was not achievable due to the expected work load of Nunavut. 

The date of April 1, 2001 may not be achievable due to the lack of staff to work on 
the project, and also the time it may take for the Nunavut Government to determine 
their financial system requirements. 

Common Cost That Apply to Each Option 

A specific cost that will apply to any option is the need for Government of Nunavut staff 
to be trained to supporting their financial computing system needs. Regardless of 
whether the present FIS or a new system were to be implemented, such training of staff 
would be necessary in advance of the system becoming operational. The size of the 
team that would need to be trained and would include: 

• A minimum of 15 months of training for at least 5 staff: 
• 3 staff - Accounting Operations 
• 2 staff - Systems Analysts 

In addition, even with the west acting as a service bureau to Nunavut does not eliminate 
the need for training on the system and its operational characteristics. Such training is 
essential in order that Nunavut can understand the processing that is occurring, resolve 
data problems in the system when they arise, and understand the system well enough 
to propose changes as needed to meet that Government's operational requirements. It 
is possible that under the service bureau model, such a team could be in the range of 3 
to 5 staff, with a 15 month training need. 

This team would cost around $100,000 per position in wages and benefits. These 
15 months would allow the trainees to join Government Accounting and Information 
Management in the GNWT Financial Management Board Secretariat for 3 months 
before the upcoming fiscal year end (April 1 st, 1998). 
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They will need to go through this process at least once, although the GNWT would 
prefer that the trainees go through 2 year ends. Note that Nunavut's personnel could 
further its training by attending in part the 1999 yearend in Yellowknife 

The following costs would also be across all government departments with 
various staff involved. It would be identified as part of the cost of setting up 
Nunavut, but this cost would not be recovered and is not being directly 
incorporated into the proposed division systems costs for Nunavut. 

• The cost of determining and setting up ,the opening balances for the Nunavut 
system. This has been estimated to be .5 person years or $40,000 to $50,000. 

• Also, there is the cost of setting up the new transaction codes, descriptor tables and 
index code tables etc. This has been estimated at 4 person years or $320,000 to 
$400,000. 

• The creation of history records for receivables, payable and paid invoices. This has 
been estimated at .5 person year or $40,000 to $50,000. 
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OPTION# 1 

Implement a New Financial Information System 

Replacing FIS is an option made attractive by the complexity, antiquated user interface, 
and high operating cost of FIS. Such a replacement can be complex and will need to 
follow a rigorous and time consuming process. 

Cost of developing a new financial information system: 

It should be noted that Industry Canada (a federal government department), whose 
person years complement and overall budget is virtually identical to the GNWf, has 
recently commenced a replacement project for their accounting systems. The selected 
product is the SAP financial system, a world renowned financial system in use in 
governments and private industry. Industry Canada has budgeted $13 million spread 
out over two years to pay for software customization, conversion, training, pilot and 
parallel testing, and the purchase of new equipment. 

On the other hand, the Prince Edward Island provincial government, which has a size 
comparable, in terms of person years complement and overall budget, to each of the 
territorial governments after Division, has acquired and installed a financial system for 
an overall cost of $3 million. Oracle Financials, the product selected, is considered to 

. be "smaller" than the SAP financial system. Note that a decision was made early in the 
project to limit the customization of the selected project to a strict minimum, which 
entails the need to accept various limitations of the system and to be willing to amend 
processes to meet the systems requirements. 

A further approach that has been considered at a summary level is that of Linktek, a 
Canadian based vendor that has proposed to sell the GNWf its FreeBalance 
government financial system, a client/server financial management computer system. 
Early discussions have resulted in an indication that the overall cost would be in the 
order of $500,000. The GNWf has not analyzed this proposal to verify its accuracy, 
and it is noted that this cost includes only minimal support for the customization of 
FreeBalance to the GNWf environment, and does not include the possible cost of 
acquiring additional equipment. However, if. the GNWT adopts the PEI strategy to 
minimize system customization, the cost of implementing Linktek could be constrained. 
Note that Linktek has proposed to pilot for up to four months the implementation of 
FreeBalance in at least two locations: the FMBS and one other GNWT department. The 
pilot is expected to operate in parallel with FIS and is estimated to cost $65,000 that 
would be fully credited should the GNWT decide to acquire a site license of 
FreeBalance. 
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A very approximate software purchase price could be anywhere from $500,000 to 
$1,000,000 plus, more likely on the higher side based on the nature of costs incurred by 
large organizations to introduce corporate financial systems. The option of spending as 
much as Industry Canada should not even be considered given the current financial 
climate. 

For any replacement process, there would also be a project team of 10 (5 from each 
territory) working for 18 months to do the necessary analysis, design and 
implementation. The estimated cost for just the project team would be $1.2 to $1.5 
million which includes travel, expenses, and replacement employees, etc. 

The estimated total cost would be in the range of $2,200,000 to $3,000,000 with both 
territories jointly undertaking the replacement project (and hence duplicating 
participation to represent the respective territory in the process): 

• Common cost for training etc. $500,000. 
• Software purchase price $500,000 to $1,000,000. 
• The cost of any customization would be an additional expense. 
• Project Team $1,200,000 to $1,500,000 for both territories combined. 
• The cost of writing interface programs for wide range of existing systems that are in 

use in the Government, such as payroll, health, and social services. This would be a 
major cost that would need further analysis. 

Advantages of implementing a new financial information system: 

• Nunavut can chose a more modern system adapted to its needs, easier to use and 
support. 

• Incremental cost needed to share or clone FIS is saved or limited. 
• High cost of operating and maintaining FIS can be reduced with a system more 

suited to the needs of the Nunavut government. However a more customized 
solution would mean escalating costs. 

Disadvantages of implementing a new financial information system: 

• The process of undertaking the implementation of a new financial system is prone 
with major difficulties due to the limited timeframe available, the uncertainties as to 
the new needs of the Government of Nunavut for a financial system, and the risk of 
failure to meet a tight deadline under the constraints of the creation of a new 
territory. Such a failure would be difficult to recover from, and would be extremely 
problematic for the Nunavut Government, particularly if no fall back solution exists. 

• More detail on these issues pertaining to a new financial system, that apply as well 
to consideration of a new human resource system, are outlined in the following 
pages: 
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Issues Pertaining to the Implementation of New Corporate 
Financial and Human Resource Systems Prior to Division 

Implementation of new financial or human resource information systems entails 
significant effort on the part of the Government of the Northwest Territories, and the 
need for significant commitment on part of the new territorial governments. Such effort 
and commitment poses major concerns with the plans for implementation of new 
financial and/or human resource systems at this time. 

Why can't the GNWT consider implementation of a new system for Nunavut? 

There are a number of major constraints which pose significant problems with this 
option being considered in advance of division: 

1) Time Constraints 

Major time commitments for a project to lead to the implementation of a new 
financial or human resource system include: 

a) Development of a forecast of required resources to proceed: 

• phase 1 - initial research of system requirements; 
• phase 2 - cost justification for new features/changes in comparison to the 

existing system(s); 
• phase 3 - new system development including interfaces; documentation 

and hardware platform design; and 
• phase 4 - training and implementation. 

Preparing an FMB Submission to identify the funding requirements; sources 
and approvals would take three or four months which would include 
presentation and approval of the Interim Commissioner in Nunavut. It is not 
unrealistic to expect that final approval may not be received until October 
1997, this date is contingent upon the concept of a new system being given 
very high priority. 

b) Preparation for the development of a Request for Proposal which will list all 
the information requirements of a new system, including but not restricted to 
consideration of the following: 

• reporting requirements; 
• features of specific modules: for financial systems these would include as 

an example accounts payable; accounts receivable; inventories; cash 
management; capital assets; balance sheet; special funds or trust 
accounting; budgeting; etc.; 

• report writing; 
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• government organizational structure; 
• entity reporting; 
• management tools: statistics; performance indicators; etc.; 
• system interface requirements; 
• platform requirements; 
• online editing requirements; 
• internal control requirements; 
• security levels; 
• documentation standards; 
• staff and O&M resource levels for both system operation and ongoing 

maintenance/enhancements. 

** Inventory of the current requirements is the standard starting point, that 
then forms the basis to establish a listing of the obsolete features and add a 
listing of new and required enhancements. 

Time frame - 4/5 months - February /March 1998 

c) advertise the Request for Proposal and determine the selection process and 
criteria, including consideration of: 

• where to advertise; how long and term to respond; 
• criteria to weight all proposals (system features, time constraints; budget 

considerations; etc.); 
• identification of internal implementation resources; and 
• selection of winning proposal, negotiation of contract and establishment of 

deliverables. 

Time frame - 4/5 months - June/July 1998 

d) Implementation 

Consideration will need to be given to current levels of staff resources of both 
the Government of the NWT and representatives of the Government of 
Nunavut, focusing on the conflicting priorities which will need to be performed 
prior to April 1, 1999. As an example, the Government Accounting division of 
the GNWT currently oversees the provision of the financial system to all 
departments, and has a significant range of other related duties involved in 
establishing 1999/2000 tables for the existing financial system for budget 
loads to both the Western and Nunavut Government coupled with the process 
to divide the GNWT assets and liabilities for the two governments. The 
existing level of resources will not be able to perform these additional tasks 
without additional staff resources. Accordingly, time estimates have not been 
provided. 
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2) Footprints 2 Organization 

a) The FMBS has submitted a listing of deficiencies with the organizational 
structure presented in the Footprints 2 Nunavut model. This model does not 
contain any staff resources which could be assigned to a project the size of 
implementing a new system while still maintaining ongoing operations. 

b) Similar comments have been expressed by program departments with 
respect to their finance and human resource divisions. 

c) Consideration should also be given. to allowing the Nunavut Government a 
couple years of operations to make a determination for what types of 
functions they will need a system, and their abilities to staff the system to 
meet those requirements. 

d) It is unlikely the Nunavut Government will be able to attract an experienced 
implementation team with sufficient 'corporate memory' to define and 
implement such a strategy this early in their formation. Consideration must 
also be given to the historical trends in staff turnover which may cause 
serious consequences to such a project. 

e) Until a finalized model for a organization structure has been approved with 
supporting O&M budgets; it may be premature to start a project with this 
scope and magnitude. 

3. Conflicting Priorities 

• As previously noted, the GNWT will have a number of conflicting priorities 
which will need dedicated staff to perform. Concurrently performing the range 
of functions while also undertaking a major systems project on one well alone 
both of the financial and human resource systems is not possible. If new 
systems cannot be introduced prior to division, concurrently preparing to 
provide the existing systems to Nunavut while also planning for replacement 
is not possible, even with significant additional resources being provided. 

4. Conclusion 

The above constraints lead to many problems outstanding without solutions at 
this time to provide much consideration for dedicating current resources to a 
project of this scope and magnitude. 
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OPTION# 2 

Share The Financial Information System 

This option is the most preferred for selection by Nunavut if a decision has been made 
to replace FIS noting that such a replacement cannot be completed until April 1 st, 2001. 
However, for such an option to be selected there should be a commitment to complete 
FIS replacement by April 1 st, 2001 so that the constraints imposed by a sharing of FIS 
are limited to two fiscal years. Meeting this timeframe would be a major commitment on 
the part of the new government. 

A copy of FIS would run in Yellowknife, with the western territory operating as a service 
bureau to the Government of Nunavut. 

Cost of Sharing FIS: 

The estimated costs would range from $1,195,000 to $1,585,000 prior to division, and 
approximately $1,075,000 to $1,350,000 annually after division. These costs include 
the annual hardware operations chargeback costs of $600,000 payable to the Western 
Territory. 

• One time common costs for training (accounting operations & systems analysts) of 
$300,000 to $500,000, depending on whether 3 or 5 staff are hired by the 
Government of Nunavut and trained prior to division. The smaller the number of 
staff trained, the more dependent the Government of Nunavut will be on the western 
government for its financial processing requirements. 

• One time cost of creating a clone of FIS. Preliminary estimates for programming 
charges vary from $60,000 to $160,000. 

• Annual system maintenance/enhancement charges of $100,000. 

• There would be an annual fee for system administration for the western territory to 
run FIS of $75,000 to $150,000. 

• Other possible costs would include the development of FIS technical documentation 
to ease FIS maintenance and operation. The necessity and extent of these costs 
are difficult to estimate. An order of magnitude estimate would be 2 person years 
with an associated cost of $120,000 to $150,000. Note, however, that this cost 
would be shared between the two territories. 
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• There would be an annual charge-back costs for running FIS of $600,000. This 
amount would be paid to the western territory to run Nunavut's copy of FIS. This 
cost is based upon the anticipated size and use of the Nunavut FIS, and the current 
chargeback rates in effect in the GNWT. A separate planning process on the central 
hardware platform is underway, which will lead to more clearly defined chargeback 
costs. 

• The staff proposed in Footprints 2 and modified by the GNWf for the financial areas 
of the Nunavut government would have significant responsibilities on how FIS is 
used by that government. 

Advantages of Sharing FIS: 

• This option provides the Government of Nunavut at least two additional years (up to 
April 1 st, 2001) to select and implement a replacement for FIS. 

• Nunavut will share the burden of operating and maintaining FIS, and will probably 
pay less to have it done. 

• The technical support would still be in the North which may be an advantage in 
comparison to a southern contractor who is not aware of northern logistics. 

Disadvantages of sharing FIS: 

• If Nunavut fails to implement a new system by April 1 st, 2001, it will need to renew 
the sharing agreement, an agreement the Government in the West may be reluctant 
to renew. 
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OPTION# 3 

Duplicate or "Clone" the Financial Information System for Nunavut 

The option of providing the current version of FIS to the new governments, with 
whatever modifications are made to it prior to April 1, 1999, requires consideration. 
Such necessity stems from the viewpoint that regardless of the potential need to replace 
FIS with a modern system, such a replacement may be an extremely expensive and 
complex undertaking particularly in the context of the instability that will characterize the 
transition leading to the existence of Nunavut. At the same time, it is standard for a 
distinct Government to operate its own financial system. This process of cloning would 
provide Nunavut with its own version of FIS, and with the training of staff necessary to 
fulfil the requirements of operating FIS. 

The cloning of FIS entails the need for the following actions: 

• duplicating the operating function; 

• duplicating the internal systems management function for ongoing modification and 
design support; 

• duplicating the capability to actually program changes to the current system, and to 
program fixes as bugs with the system arise; and 

• undertaking the range of minimal, though still complex, modifications to FIS that are 
essential in order for it to operate in the new governments. 

Cost of Cloning FIS: 

The estimated costs would range from $620,000 to $735,000 prior to division, and 
approximately $1,100,000 annually after division. 

• Common cost for training 3 accounting operations and 2 systems analysts, over a 15 
month period, of $500,000. 

• Cost of creating a clone of FIS. Preliminary programming estimates vary from 
$60,000 to $160,000. 

• A limited time contract with the western government (maximum 3 months) to help 
Nunavut personnel go through their 1 st year end (1 st April 2000). That would cost 
around $30,000. 

• Common costs with option 2 for documentation of $120,000 to $150,000 which 
would be shared between the two territories. 
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• Based on the anticipated size of the Nunavut FIS and using current hardware 
chargeback rates, it is estimated that such chargeback will cost in the order of 
$600,000. 

In addition, if the Government of Nunavut were to choose to wish to conduct their own 
programming on FIS, as opposed to using an outside contractor such as Kirk Computer 
Systems Ltd. which is used by the GNWT, extensive training on the programs of FIS 
would be necessary. Such training would entail: 

• A period of 15 months training for 2 Systems Support staff of $200,000; and 

• 1,250 hours of training delivered to the systems support staff by the private 
contractor maintaining FIS. The total cost would be $100,000 to $120,000. There will 
also be an opportunity for Government Accounting and Information Management 
staff of the western Government to take this training, which would greatly increase 
the western government expertise on FIS and result in a sharing of this contractor 
cost. 

Advantages of cloning FIS: 

• Although it is a very complex and difficult system to master, FIS is proven and 
reliable. 

• Employees currently working in the Baffin, Keewatin, and Kitikmeot have been using 
FIS. If it is assumed that many of these employees will work for the Nunavut 
Government, limited or no training on using the system will be needed. However, 
there are areas of FIS such as tables, transaction codes and yearend processes that 
have always been handled by headquarters. 

• Nunavut will have ample time to set up it's Government, and operate it before 
deciding the future of its financial system. 

Disadvantages of cloning FIS: 

• Nunavut will have to continue dealing with the deficiencies of FIS, a system which 
provides little decision making support, and is complex, difficult and expensive to 
use, operate, and maintain. 

• The length of time it takes to train qualified personnel to operate and maintain FIS 
puts the Nunavut Government at risk of high turnover for such professional positions 
during the first years of operation of the Nunavut Government. 

• Cloning FIS will be expensive in terms of training, and will require that systems 
documentation be updated. 
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Appendix 3-3 
OPTIONS FOR 

HUMAN RESOURCE MANAGEMENT SYSTEMS 
AFTER DIVISION 

Four major options were identified to fulfil the human resource management computer 
system needs of the Government of Nunavut: a) implement a new system, b) have the 
western territory act as a service bureau and operate the current Government Human 
Resource System and Highline Payroll System under contract with the Government of 
Nunavut, c) clone these systems including the 'necessary training for the Government of 
Nunavut to be in a position to operate the systems; and d) contract out the payroll 
function. 

First, major constraints that will play a role in the selection of a specific option are 
identified. Second, the time limits for selecting an option with enough lead time are 
proposed. Finally, the different options are presented, their expected costs are 
analyzed, and their respective advantages and disadvantages are listed. 

Constraints: 

♦ A computer centre will need to be in place to operate the human resource 
management systems. Note that most of the current large GNWT information 
systems need to be operated on HP3000 machines. 

♦ Some system programming support knowledgeable in the programming of the 
HP3000 machines will need to exist to support the maintenance of the human 
resource systems if Nunavut decides to acquire these systems. 

♦ It is reasonable to expect that any sharing agreement under which the western 
territory would provide a service bureau arrangement should be considered as 
transitional, and must not last more than two years. 

♦ The magnitude of the effort necessary to achieve Division will make it particularly 
difficult to undertake complex projects. 

Time Limits to Select Options: 

These time limits indicate the reasonable timeframe needed to implement a specific 
option. By not making a decision by the noted date, the ability to choose a specific 
option is eliminated, leaving only the remaining option(s) to choose from. 

• November 1st, 1997: A decision must be made whether to have the western 
territory act as a service bureau, to clone the systems, or to introduce a new system. 
These options all involve a 15 months lead time, including extensive training of 
Government of Nunavut staff. 
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• January 1st, 1998: Limit for Nunavut to decide that it wants to develop a new 
system that would become operational on April 1st, 2001, and to share the current 
GNWT systems during the first two years after division. It was felt that a date of 
April 1, 2000 was not achievable due to the expected work load of Nunavut. 

The date of April 1, 2001 may not be achievable due to the lack of staff to work on 
the project, and also the time it may take for the Nunavut Government to determine 
their system requirements. 

Common Costs That Apply to Each Option 

A specific cost that will apply to any option is the need for Government of Nunavut staff 
to be trained to supporting their computing system needs. Regardless of whether the 
present systems or a new system were to be implemented, such training of staff would 
be necessary in advance of the system becoming operational. The size of the team that 
would need to be trained and would include: 

• A minimum of 15 months of training for at least 4 staff: 
• 2 staff - Operations 
• 2 staff - Systems Analysts 

In addition, even with the west acting as a service bureau to Nunavut does not eliminate 
the need for training on the system and its operational characteristics. Such training is 
essential in order that Nunavut can understand the processing that is occurring, resolve 
data problems in the system when they arise, and understand the system well enough 
to propose changes as needed to meet that Government's operational requirements. It 
is possible that under the service bureau model, such a team could be in the range of 3 
to 4 staff, with a 15 month training need. 

This team would cost around $100,000 per position in wages and benefits. These 
15 months would allow the trainees to join Labour Relations and Compensation and 
Information Management in the GNWT Financial Management Board Secretariat for 
3 months before the upcoming fiscal year end (April 1 st, 1998). 
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Option# 1 

Implement a New Human Resource Management System 

Nunavut leaders have expressed repeatedly very specific human resource requirements 
adapted to the Nunavut reality. Implementing a new human resource/payroll 
management system for Nunavut may be a way to better support the specific needs of 
Nunavut. In addition, if done in conjunction with the western Territory, economies of 
scale in the implementation could be achieved, and Nunavut would gain the expertise of 
the present staff that understand the human. resource issues and requirements that 
presently exist in Nunavut. 

Cost of implementing a new human resource and payroll management system: 

A preliminary estimate of the cost of acquiring, minimally customizing, and testing an 
integrated human resource and payroll system is $3.6 million. There will be a need to 
hire some personnel well in advance to participate in the project for Nunavut. 

The proposed software to purchase is that developed by PeopleSoft Inc. Their system 
is either currently in use or is being implemented by the Government of B.C., Alberta, 
the Yukon, Ontario and the majority of the federal government departments. It is as well 
in use or being introduced by a range of larger sized municipal governments such as 
the Cities of Edmonton, Lethbridge, Kelowna, and Coquitlam, and by various education 
board, university and health care entities. 

For any replacement process, there will need to be a project team of 7 internal staff 
(plus an additional 4 staff for six months at a minimum from the Nunavut government) 
working for 12 to 14 months to do the necessary analysis, design and implementation. 
From 6 to 8 contractors with detailed Peoplesoft implementation skills will also be 
needed. 

This estimate is undergoing extensive analysis in the fall of 1997 by the GNWf, in order 
to confirm that it is actually feasible for such a team size for such a relatively limited 
implementation window to successfully implement the software. Most 
federal/provincial/territorial jurisdictions take longer than 12 to 14 months to conduct 
such an implementation. However, given the date for division, such a timeframe is quite 
critical to the process. 

The cost estimate of $3.6 million reflects: 

• the Peoplesoft license fee for the total employees of both governments, including 
their health and education board employees; 

• the necessary database license; 
• the hardware needed in the implementation phase; 
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• an internal staff team of 7 GNWT employees for the full length of the project, as 
well as 4 Nunavut staff for a minimum of six months; 

• up to 8 contractors with Peoplesoft expertise; 
• costs related to staff training; and 
• standard other O&M for the team 

The costs noted here do not include the prov1s1on of lnuktitut capabilities for the 
software. These costs are not known at the present time. 

Advantages of implementing a new human resource and payroll system: 

+ Nunavut and the western governments can chose a system adapted to their human 
resource management needs, that is easier to use and support. 

+ Incremental costs needed to share or clone the systems is saved or limited. 
+ The cost of operating and maintaining the systems can be reduced with a more 

adapted system. 

Disadvantages of implementing a new human resource and payroll system: 

+ There are only 2 years to make the decision, act on it, and implement it. 
+ The cost of implementing a new system is very high considering the nature of the 

incremental budget and the disruption caused by Division. In particular this cost will 
include the necessity to ensure adequate user participation in the process. This 
necessity may lead to premature hiring. 

+ Risk of failure to meet a tight deadline under the constraints of the creation of a new 
territory are high. Such a failure would be difficult to recover, and would greatly 
damage the Nunavut Government, particularly if no fall back solution exists. 
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Option# 2 

Western Territory as a Service Bureau 

This option is the most preferred for selection by Nunavut, if a decision has been made 
to replace the human resource systems but . that such a replacement cannot be 
completed until April 1 st, 2001. However, for such an option to be selected there should 
be a commitment to complete the replacement by April 1 st, 2001 so that the constraints 
imposed by the service bureau arrangement are limited to two fiscal years. Meeting this 
timeframe would be a major commitment on the part of the new government. 

A copy of GHRS and HighLine would run in Yellowknife, with the western territory 
operating as a service bureau to the Government of Nunavut. 

Cost of the West Providing a Service Bureau Function: 

The estimated costs would range from $400,000 to $600,000 prior to division, and 
approximately $900,000 to $1,100,000 annually after division. These costs include the 
annual hardware operations chargeback costs of $460,000 payable to the Western 
Territory. 

• One time common costs for training (operations & systems analysts) of $300,000 to 
$400,000, depending on whether 3 or .4 staff are hired by the Government of 
Nunavut and trained prior to division. The smaller the number of staff trained, the 
more dependent the Government of Nunavut will be on the western government for 
its processing requirements. 

• One time cost of creating a clone of the systems. Preliminary estimates for 
programming charges vary from $60,000 to $160,000. 

• Annual system maintenance/enhancement charges of $100,000. 

• There would be an annual fee for system administration for the western territory to 
run the systems of $75,000 to $150,000. 

• Other possible costs would include the development of technical documentation to 
ease maintenance and operation. The necessity and extent of these costs are 
difficult to estimate. An order of magnitude estimate would be 2 person years with 
an associated cost of $120,000 to $150,000. Note, however, that this cost would be 
shared between the two territories. 
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• There would be an annual charge-back costs for running the systems of $460,000. 
This amount would be paid to the western territory to run Nunavut's copy of the 
systems. This cost is based upon the anticipated size and use of the Nunavut 
GHRS and HighLine, and the current chargeback rates in effect in the GNWT. A 
separate planning process on the central hardware platform is underway, which will 
lead to more clearly defined chargeback costs. 

• The staff proposed in Footprints 2 and modified by the GNWT for the human 
resource areas of the Nunavut government would have significant responsibilities on 
how the system is used by that government. 

Advantages of the service bureau approach: 

• There is no need for Nunavut to hire specialized personnel who will be trained to 
operate and maintain the human resource systems. Hence, incremental funding 
requirements will be reduced. 

• It gives at least an additional period (up to April 1 st, 2001) for Nunavut to select and 
implement a replacement for the systems. 

• Nunavut will not bear the burden of operating and maintaining the systems, and will 
probably pay less to have it done. 

Disadvantages of the service bureau approach: 

• If Nunavut fails to implement a new system by April 1 st, 2001 it will need to renew 
the sharing agreement, an agreement the Government in the West may be reluctant 
to renew. 

• Nunavut will depend on the goodwill of the Government in the West to ensure that· 
during the length of the sharing agreement its needs regarding the operation and 
maintenance of systems are given due consideration. 
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Option# 3 

Duplicate or "Clone" the Human Resource Management Systems for Nunavut 

Providing the existing human resource systems with the associated modifications and 
training would avoid embarking on a possibly expensive and complex replacement 
project, particularly in the context of the instability that will characterize the transition 
leading to the existence of Nunavut. However, the Government of Nunavut will not 
have the breadth of modern human resource systems functionality now available from 
the newer systems. 

Cost of cloning the human resource systems: 

The estimated costs would range from $500,000 to $600,000 prior to division, and 
approximately $900,000 annually after division. 

• Common cost for training 2 operations and 2 systems analysts, over a 15 month 
period, of $400,000. 

• Cost of creating a clone of the systems. Preliminary programming estimates vary 
from $60,000 to $160,000. 

• Thereafter, annual maintenance costs in the order of $120,000 would be incurred. 

• A limited time contract with· the western government (maximum 3 months) to help 
Nunavut personnel go through their 1 st year end. That would cost around $30,000. 

• Common costs as with option 2 for documentation of $120,000 to $150,000, which 
would be shared between the two territories. 

• Based on the anticipated size of the Nunavut human resource systems, and using 
current hardware chargeback rates, it is estimated that such chargeback will cost in 
the order of $460,000. 

In addition, if the Government of Nunavut were to choose to wish to conduct their own 
programming, as opposed to using an outside contractor such as Kirk Computer 
Systems Ltd. which is used by the GNWf, extensive training on the programs would be 
necessary. Such costs have not been estimated as yet. 
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Advantages of cloning the human resource systems: 

+ Employees currently working in the Baffin, Keewatin, and Kitikmeot have been using 
the human resource component and will be trained in the use of the integrated 
system. If it is assumed that many of these employees will work for the Nunavut 
Government, limited or no additional training on using the systems will be needed. 

+ Nunavut will have ample time to set up its Government, and operate it before 
deciding the future of its human resource and payroll system. 

Disadvantages of cloning the human resource systems: 

+ Nunavut will not be using a more modern system, implemented to fulfil its needs. 
+ Nunavut will have to pay for the high cost of operating the present systems. 
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Option# 4 

Contract a Payroll System for Nunavut • 

This option will ensure that Nunavut employees are paid without committing Nunavut to 
the current existing system, or to the development of a home grown system. Typically 
private sector firms such as banks will process organizations payrolls. They do not 
typically process human resource functions overall though. 

Cost of contracting a payroll system for Nunavut: 
An estimate of such a cost is not currently available. 

Advantages of contracting a payroll system for Nunavut: 

+ Nunavut will have a payroll system that ensures that employees are paid. 
+ Incremental costs needed to share or clone the present human resource systems is 

saved or limited. 

Disadvantages of contracting a payroll system for Nunavut: 

+ Southern firms will be providing the payroll system from the South. 
+ The Nunavut Government will not have the information base it needs to make 

considered decisions or evaluate the effectiveness of decisions regarding its labour 
force. Such an information base is generally only available through a complete 
human resource management system. 
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'Footprints 2': Recommended Departmental Regional Offices 

Decentralization Model Headquarters Baffin Keewatln Kltlkmeot 

LeQislative Assembly IQaluit 

Executive & lnterqovemmental Affairs IQaluit lgloolik Rankin Inlet Cambridge Bay 

Finance & Administration IQaluit lgloolik Rankin Inlet Cambridge Bay 

Personnel Iqaluit lgloolik Rankin Inlet Cambridge Bay 

Justice IQaluit Rankin Inlet Cambridge Bay 

Community Justice Specialists Cape Dorset & Rankin Inlet Cambridge Bay 
(4 outside Iqaluit) Pond Inlet 

Legal Aid - 3 FTEs Cambridge Bay 

Legal Registries & Land Titles - 9 FTEs Cambridge Bay 

Rental Office - 2 FTEs Rankin Inlet 

Safety - 2 FTEs Cambridge Bay 

Public Works, Telecommunications & TS Iqaluit Pond Inlet Arviat Cambridge Bay 

Systems Engineers (6 outside Iqaluit) lgloolik Rankin Inlet Cambridge Bay 

Community Technicians (1 O outside Iqaluit) Cape Dorset, Arviat, Cambridge Bay, 

lgloolik, Baker Lake & Gjoa Haven & 

Pangnirtung & Rankin Inlet Kugluktuk 

Pond Inlet 

Community Government, HousinQ & Trans. Iqaluit Pond Inlet Arviat Gjoa Haven 

Arctic Airports - 17 FTEs Rankin Inlet 

Community Planning & Lands - 1 O FTEs Kugluktuk 

Motor Vehicles - 5 FTEs Cambridge Bay 

Sports & Recreation - 6 FTEs lgloolik 

Culture, Lanquage, Elders & Youth Iqaluit lqloolik Rankin Inlet Cambridge Bay 

Cultural & Communications - 4 FTEs lgloolik 

Cultural & Heritage - 9 FTEs lgloolik 

Elders & Youth Affairs - 3.5 FTEs lgloolik 

Language Bureau - 4.5 FTEs lgloolik 

Education Iqaluit Pangnirtung Baker Lake KuQluktuk 

Career Development - 6 FTEs Rankin Inlet 

College & Continuing Education - 4 FTEs Rankin Inlet 

Early Childhood & School Services - 5 FTEs Rankin Inlet 

Public Ubrary Services - 4 FTEs Rankin Inlet 

Health Iqaluit Cape Dorset Baker Lake Cambridge Bay 

Family Support & Child Services - 8 FTEs Baker Lake I 
Health Insurance Services - 11 FTEs Rankin Inlet 

I Vital Statistics - 4 FTEs Rankin Inlet I 
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'Footprints 2': Recommended Departmental Regional Offices 

Decentralization Model Headquarters Baffin I Keewatln Kltlkmeot 

Sustainable Development Iqaluit Pangnirtung I Arviat Kugluktuk 

Environmental Protection - 4 FTEs Cambridge Bay 

Fisheries & Wildlife - 12 FTEs lgloolik 

Minerals, Oil & Gas - 11 FTEs Kug/uktuk 

Parks & Tourism - 5 FTEs Pangnirtung 

Financial Processino Unit Iqaluit 

Boards, Commissions & Corporations: 

Nunavut Arctic College Rankin Inlet 

Nunavut Board of Education Rankin Inlet Pangnirtung Baker Lake Kugluktuk 

Nunavut Business Credit Corporation Pangnirtung 

Nunavut Development Corporation Pangnirtung 

Nunavut Legal Services Board Cambridge Bay 

Nunavut Liquor Commission Cambridge Bay 

Nunavut Liquor Licencing Board Cambridge Bay 

Sport Nunavut lgloolik 
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G •• _.;oR)' I 1998-99 Fiscal Year----------

---------------1998-------------- ··········1999 •••••••••••• 
FTE Sal.:!r 0&1\1 Nov-97 Dec-97 Jan-98 Feb-98 Mar-98 Apr-98 l\.fay-98 Jun-98 Jul-98 AUf:•98 Sep-98 O,i-98 Nov-98 Dec-98 Jan-99 Feb-99 Mar-99 Total 

• Depuh1 Ministers Office 
J,utice 

Deputy Minister 1.0 151.2 32.0 0.08 0.08 0.08 0.08 0.08 0.0S o 08 0.08 0.08 0.08 0.08 0.08 0.08 I.OM 
Secretary 1.0 55.2 3 6 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 o OS 0.08 0.08 0.08 1.00 

2.0 ::?06.4 35.6 0.00 000 000 000 008 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 2.08 

l I I I I I I I I I I I I I I II I I I I I I I I I I I I I I I I I I I I I I I I I II I I I I I I I lfflfflffillfflfflfflfflflfflllfflllfflfflfflllfflffllfflllmmfffflffllffffHmllllllllllllff fflffflllllfflllHlfflllffllllllllfflfflllllfflHfflllfflllllfflffllfflfflfflfflllffllfffflllllfflflfffflllllfflfflfflfflflllffllUflllffllffllflmlffi1lfflfflffllfffflUfflfflfflfflffl!ffUffi 
New Salary 12.6 17.2 17.2 17.2 17.2 17.2 17.2 17.2 17.2 17.2 17.2 17.2 17,2 219.0 
Oll1erO&M 2.7 3.0 30 3.0 3,0 3.0 3.0 3.0 3,0 3.0 3.0 3.0 3.0 38.3 
Employee Benefits o.s 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 12.5 

0.0 0.0 0.0 0.0 IS.8 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 269.8 

Fi11a11ce 
Deputy Minister 1.0 129.6 168.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
Secretary 1.0 SS.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

l.O IS-1.8 168.0 0.00 0.00 0.00 0,00 0.00 0.08 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 0.17 1.92 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 10.8 IH IS.◄ IS.4 IS.4 IS.4 IS.4 IS.4 IS.4 IS.4 IS.4 IS.4 180.2 
OlherO&M 14.0 14.0 14.0 14.0 14.0 14.0 14.0 14.0 14.0 14.0 14.0 14.0 168.0 
Employee Benefits o.s 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 1.0 11.5 

0.0 0.0 0.0 0.0 0.0 2S.3 30.4 30.4 30.4 30.4 30.4 30.◄ 30.4 30.4 30.4 30.4 30.4 3S9.7 

EC&E 
Deputy Minister 1.0 160.1 91.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
Secretary 1.0 SS.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
Deputy Minister 1.0 160.1 91.0 0.08 0.08 0.08 0.08 0.08 0.08 0,08 0.08 0.08 0.08 0.08 0.08 1.00 
Secretary 1.0 S5.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

4.0 -430.6 182.0 0.00 0.00 0.00 0.00 0.00 0 33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0,33 4.00 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 
OlherO&M 
Employee Benefits 

Exec"tive Ollices 

0.0 0.0 0.0 0.0 

35.9 35.9 3S.9 35.9 3S.9 35.9 3S.9 35.9 35.9 35.9 35.9 35.9 
IS.2 IS.2 15.2 IS.2 lS.2 15.2 15.2 IS.2 IS.2 15.2 15.2 lS.2 
2.0 2.0 2.0 0.0 0.0 0.0 0.0 0.0 0.0 0,0 0.0 0.0 

0.0 53.1 53.1 53.1 Sl.l SI.I SI.I SI.I Sl.l 51.1 51.1 51.1 51.1 

430.6 
182.0 

6.0 

618.6 

Secretary I<) Cabinet 1.0 US.8 92.4 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
Secretary 1.0 55.2 52.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 
Deputy Minister. Personnel 1.0 ISl.2 69.6 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
Secretary 1.0 55 2 39.6 o 08 0.08 0.08 0.08 0.08 o 08 0.08 0.08 0.08 0.08 0.08 0.92 

4.0 410.4 2~... 0 00 0.00 0 00 0 00 0.00 0.17 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 3.83 

11 ill I 111111111011iii1111111101111111111111111111111 I II i 11111 i I I I I I II I ill 111111IIII1111 IO 111111111I1111111111111111111111111111111 I II 111 Ii 11111111i1111111111111011111111111111111111 i llll Ill 11110111111 II 111 ill 1111 i I I I ill i 1111 i II iii I I Ii Ii I I I I II I I I I Ii 11 i Ii I I Ii Ii 11111111iI1111111 I II 11111111111111 Ill I I Ii I I 111111111111111111 I II Iii I I ii I 111111 

New Salary zso 34.2 34.2 34.2 34.2 34.2 34.2 34.2 34.2 34.2 34.2 34.l 401.2 
OtherO&l\.f 13.5 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 21.2 246.7 
Employee Benefits 1.0 2.0 2.0 2.0 20 2.0 2.0 2.0 2.0 2.0 2.0 2.0 23.0 

0,0 0,0 0.0 0.0 0.0 39.5 57.4 5H 57.4 SH 57.4 57.4 574 574 S7.4 57.4 57.4 670.9 
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O~t/re Clerk 
Clerlr. 
Deputy Clerlr. 
Execuuve Adminisu-.iti,m Asst. 

Public Affain Officer 

Secrclllry/Receptionist 

FTE 

1.0 

1.0 
1.0 

1.0 

1.0 

Sal.ll)' O&~I 

112.3 125.0 

81.-1 

SH 

61.S 
,U.l 

C.~.-,,iORl' I 

N..,, •. 97 Dcc•97 J.u1•98 FcL•YH M.ar•98 Apr-9!1 

0.08 0.08 0 OS 0.08 0.08 0.08 
0.08 

····--····················· 1998·99 Fiscal 

99!1 ······························-···························· .......... (999 ............ 

May-98 Jun-9!1 Ju(.98 Aue•98 Scp.98 ()1,.1-'J!i N..,v.98 D«:•911 Jan.99 Fch•99 l\lar•99 'l\llal 

0 08 0 08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.42 
0 08 0 08 0.08 0.08 0.08 0.08 0.08 0 08 0 08 0.08 0.08 1.00 
0.08 0.08 0.08 0 08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

0.08 0.08 0.08 0.08 0 08 0.08 0.08 0.08 0.08 0.08 0.83 

0.08 0.08 0.08 0.08 0.33 
MLA's Sccrclllr)' 1.0 48.9 o.os o.os 

6.0 401.6 125.0 0.08 0.08 0 Oil O 08 0.08 0.17 0.2S 0.33 0.33 0.33 0.33 0.33 0.33 0.42 0.42 0.42 0.50 4.58 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111ffltffl11111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 
OtherO&M 
Employee BenclilS 

ll&SS 

9.4 
10.4 
0.5 

20.3 

9.4 
10.4 
0.5 

20.3 

9.4 9.4 
10.4 10.4 
O.S 0.5 

20.3 20.3 

9,4 16.1 20.5 25.6 25.6 
10.4 10.4 10.4 10.4 10.4 
0.5 1.0 l.S 2.0 2.0 

20.3 27.6 32.4 38.l 38.l 

25.6 25.6 25.6 25.6 29.4 29.4 29.4 33.5 358.9 
10.4 10.4 10.4 10.4 10.4 10.4 10.4 10.4 177.1 
2.0 2.0 2.0 2.0 2.S 2.5 2.5 3.0 27.S 

38.I 38.1 38.I 38.1 42.3 42.3 42.3 46.9 563.5 

Deputy l\.tinister 1.0 156.4 8--1.0 0.08 0.08 0.08 0.08 0 08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

Assislanl Deputy l\.tinister 1.0 116.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 
Secrclllr)' 1.0 SS.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

3.0 327.6 8--1.0 0.2S 0.2S 0.25 0.25 0.25 0.25 0.2S 0.2S 0.2S 0.25 0.25 2. 75 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 27.3 27.3 27.3 27.3 27.3 27.3 27.3 27.3 27.3 27.3 27.3 300.3 
OtherO&M 7.0 7.0 7.0 7.0 7.0 7.0 7.0 7.0 7.0 7.0 7.0 77.0 
Employee Bcncfita l.S l.S l.S 1.5 l.S l.S 1.5 1.5 1.5 1.5 1.5 16.5 

0.0 0.0 0.0 0.0 0.0 0.0 3S.8 35.8 35.8 35.8 35.8 3S.8 35.8 35.8 3S.8 3S.8 35.8 393.8 

CGH&T 
Deputy Minister 1.0 157.2 92.4 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

1.0 157.2 92.4 o.os 0.08 0.08 0.08 0.08 0.08 0.08· 0.08 0.08 0.08 0.08 0.08 1.00 

:11111111111111111111111111111111111111111111111111111111111111111111111111111111111111111lllllllllllllllllllllll1llllll11111111111111111111111111111111111111111111111111111111111111111111111llllllll1llllll1llllll1lll11111111111111111111111111111111111111111111111111111111111111111111111111llllllllllllll1lllllllllllll1IIIIIIIIIIIIIIIIIIIIII 

New Salary 13.1 13.1 131 13.l 13.1 13.1 13.1 13.1 13.1 13.l 13.1 13.1 157.2 
OtherO&M 7.7 7.1 7.7 7.7 7.7 7.7 7.7 7.7 7.7 7.7 7.7 7.7 92.4 
Employee Benefits 0.5 0.5 

0.0 0.0 0.0 00 0.0 21.3 20.8 20.8 20.8 20.8 20.8 20.8 20.8 20.8 20.8 20.8 20.8 250.1 

Total Deputy .Mu,isters' Offices 
22.0 2.1186 941.◄ 0.08 0.08 0.08 008 0.17 1.00 I.SS 1.67 1.67 1.67 1.67 1.67 1.67 1.75 1.75 1.75 1.83 20.17 

!l1lllllll1lllllll11lllll1llllllllll1llllllllllllllllllllllll1U11llllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll1lllllllllllllllllllllllllllllllll1lllllllllllllllllll1llllllllllll1111lll1llllllllllllllllllllllllllllll1llllllllllllllllllllllllllllllll1IIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIII 

New Salary 9.-4 9.4 94 u 22.0 118.l 163.6 168.7 168.7 168.7 168.7 168.7 168.7 172.5 172.5 172.5 176.6 2.0-17.4 
OtherO&M 10.4 10.-4 10.4 10.4 13.1 63.8 78.S 78.S 78.5 78.S 18.S 78.S 78 5 78.S 78.5 78.5 78.5 981.5 
Employee Bcnefita 0.S o.s O.S o.s 1.0 6.0 9.0 9.S 7.S 1.5 7.5 7.5 1.5 8.0 8.0 8.0 8.5 97.5 

20.3 20.J 20 J 20.J 36.0 187.9 251.0 256.7 254.7 254.7 254.7 254.7 254.7 258.9 258.9 258.9 263.5 3,126.3 
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Department Corporate Services 

CGJ/&T 
Director - P-,licy 
Human Resource Officer 
Director - Finance 
Budget Planner/Analyst 

FTE 

1.0 
1.0 
1.0 
1.0 

Sal~ O&M 

112.8 12.0 
n.o 10.8 

112.8 12.0 

76.8 10.8 

c ... _..iORl' I 1998.99 Fis.:al Year----------~ 

---------------19911-------------- .......... 1999 ........... . 

N-,v.97 Dcc•97 Jan•98 Fcb.98 Mar.9!1 Apr•911 May.9!1 Jun-98 Jul.98 Aue-98 Scp•98 O<'t•9!1 N-,v.98 Dec•98 Jan•99 Fcb•99 l\.lar•99 T,>tal 

0.08 0.08 0.08 
0.08 0.08 0.08 
0.08 0.08 0,08 
0.08 0 08 0,08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0,08 0.08 0.08 0,08 0.08 0.08 
0.08 0,08 0.08 0.08 0.08 0.08 
0.08 0,08 0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0 08 0,08 0.08 

1.00 
1.00 
1.00 
1.00 

76.8 10.8 lnfonnati-,n Systeam Officer 1.0 76.8 10.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 0.08 0.011 0.08 0,08 0.08 0,08 0.08 0.08 
Finance and AdJninistnti-,n am 1.0 U o 8.-t o 08 o 08 0.08 0.08 0.08 0.08 o 08 0.08 0.08 0.08 0.08 0.08 I oo 

6.0 499.2 64 8 0 00 0.00 0 00 0 00 0 00 o.so 0.50 0 50 o.so 0,50 0.50 0 50 0.50 0,50 0.50 0.50 0.50 6.00 

mnmnnmrmnmmrmnmmtmlHHllHHf!UlfflUfffflllfflfflUHmHlfflfflllllllfflfflHIIIIIIIUIIIHlllllllllllflffltffllllllllllllllllllllllllllllllllllllllllll!HIIIIIIIIIIIIIIIHlll!lllllllllllllllflfflfllllllllllllllllllUllllllllllllrffllfllllllUHlllmmmm1111111111mmmm11mm111nn11111n11111m 
New Salary 
OtherO&M 
Empl-,yee Benefits 

Justice 
Director - Policy 
Director - Finance 
Senior lnfonnllti,>n Systeam Officer 
Finance and Administntion Analyst 
SecrctJU)' 

Manager - Budgeting 
Labour Slandards Officer 
Records and Access Coordinator 
SecrctJU)' 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

0.0 0.0 0.0 0.0 

112.8 20.0 
112.8 18.0 
66.0 282.0 
S8.8 6.0 
46.8 6.0 
75.6 12.0 
70.8 12.0 
61.2 l.S 
46.8 3.6 

41.6 41.6 41.6 41.6 41.6 
S.4 S.4 S.4 S.4 S.4 
3.0 3.0 3.0 3.0 3.0 

0.0 5-0.0 50.0 50.0 50.0 50.0 

0.08 0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 0.08 

0,08 0.08 0.08 0.08 
0.08 0.08 0.08 

0.08 0.08 
0.08 

41.6 41.6 41.6 41.6 41.6 41.6 41.6 499.2 
S.4 S.4 S.4 5.4 5.4 5.4 5.4 64,8 
3.0 3.0 3.0 3.0 3.0 3.0 3.0 36.0 

50.0 50.0 50.0 50.0 50.0 50.0 50,0 600,0 

0,08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
0.08 0.08 0.08 0.08 0.08 0,08 0.08 1.00 
0.08 0.08 0.08 0.08 0,08 0.08 0.08 0.92 
0.08 0.08 0.08 0,08 0.08 0,08 0.08 0.83 
0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.75 
0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.67 

0.08 0.08 0.08 0.08 0,08 0.08 0.50 
0.08 0.08 0.08 0,08 0.08 0.08 0.50 
0.08 0.08 0,08 0.08 0.08 0.08 0,50 

Information Systems Officer 1.0 64.8 3.6 0.08 0.08 0.08 0.25 
10.0 716.4 36-1.7 0.00 0.00 0,00 0.00 0.00 0.17 0.25 0.33 0.42 0.50 0.50 0.75 0.75 0.75 0,83 0.83 0.83 6.92 

llllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllfflllllllllllllllllllllllllllllllllllllltlllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll 
New Salary 18.8 24.3 29.2 33.l 39.4 39.4 54.) 54.3 54.3 59.7 30.4 0.0 437,2 
OlherO&M 3.2 26.7 27.2 27.7 28.7 28.7 30.l 30.l 30.l 30.4 0,0 0.0 262.7 
Employee Benefits 1.0 l.S 2.0 2.S ).0 ).0 4.S 4.S 4.S 5.0 s.o s.o 41.S 

0.0 0.0 0.0 0,0 0.0 23.0 52.S 58.4 6).3 71.1 71.1 88.9 811.9 88.9 95.l 35.4 5.0 741.4 

Fu1a11ce 
Direct.,r- Finance 1.0 89.2 156.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.83 
Seni-,r Policy Analyst 1.0 74.4 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

2.0 163.6 156.2 0.00 000 000 0.00 000 0.00 0,011 0,17 0.17 0,17 017 0.17 0,17 0.17 0.17 0.17 0.17 1.75 

!fflfflHrfflffffllrfflfffflHrfflfffflfflffllfflfflH!HllrfflfflfflllfflflffffllfflfflfffflHHfffflfffflflHIHHIIHffllll!HflHIIIIIIIIIIIIIIHIIIIUlllfflHlllllflmllllllffllllffllllllllflllffllllllffllllllllfflmffllllflllllllllfUfflHIIIIHIIIHllfflfUHfflfffflfffflfflmfflllllllfflffl!Hl!lll!Hffllll!lll!lrffllffllllllllfi 
New Salary 

OthcrO&M 
Empl-,yee Benefits 

0.0 0.0 0.0 0.0 0.0 0.0 
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6.2 
13.0 
0.5 

19.7 

ll.6 
13.0 

1.0 

27.7 

ll.6 
ll.0 
1.0 

27.7 

13.6 
13.0 

1.0 

27.7 

13.6 
13.0 

I 0 

27.7 

13.6 
13.0 

1.0 

27.7 

13.6 
13.0 

1.0 

27.7 

13.6 
130 

1.0 

27.7 

13.6 
13.0 

1.0 

27.7 

13.6 
13.0 

1.0 

27.7 

13.6 
13.0 

1.0 

27.7 

142.5 
143.2 

10.5 

296.2 



EC&E 
Dire,"tor - Policy 
Dire,"tor- F111a11.:e 
Secretary 
Human Resour.:e Offi.:er 
Finance Analyst 
Budget Planner/ Analyst 
Information Systems Otlker 
Secretary 
P.:,licyOffi.:er 
Human ReSuur.:e Officer 
Senior Policy Analyst 
Student Re.cords Offi.:er 
Manager • Finance 

FTE 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

Sal~ O&M 

IJ8.5 145.0 
IJ8.4 
49.7 
62.3 
68.6 
66.8 

~7.0 

c.. ..iORl' l l99S-99 FIS.:al Year 

--------------1998-------------- ----------1999 ------------
N.:,v-97 De.:-97 fan-98 Feb-98 Mar-98 Apr-98 May-98 Jun-98 Jul-98 Aue-98 Sep-98 0,'t-9ll N.:,v-98 De.:-98 Jan-99 Feb-99 Mar-99 T<11al 

0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0 08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0 08 
0 08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0,08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.83 
0.83 
0.75 
0.75 
0.75 
0.75 

1.0 60.5 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.75 
1.0 50.7 0,08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.75 
1.0 SIA 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.75 
1.0 62.3 0,08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.75 
1.0 SU 0.08 0.08 0.08 0.08 0.08 0.08 0.50 
1.0 70.S 0.08 0.08 0.08 0.08 0.08 0.08 0.50 
1.0 79.8 0.08 0.08 0.08 0.25 

13.0 970.9 792.0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.17 0.83 0.83 0.83 1.00 1.00 1.00 I.OS 1.08 1.08 8.92 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 
OtherO&M 
Employee Benefits 

Exec11tive Offlces 
Director - Finance 
Human Res.lurce Officer 
Director - Policy 
Budget Planner/Analyst (Pen) 
Finance and Adrninisu-alion Ocrk (Pen) 
Dire.:tM Staffing (Pen) 
Finance and Adrninisu-alion Ouk 
Secretary (Pers) 
Manager. Staffing Poli-"}' (Pen) 
Manager. Hum.an Resource Planning (Pen) 
Director Fin2ru:e and Administrllllion (Pen) 
Secretary (Pen) 
Staffing Policy Officer (Pers) 
Human Resource Planning Offi.:er (Pers) 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
l.O 

llS.2 
66.0 
99.-4 
72.0 
-48.0 

106.8 
-48.0 
Sl.6 
76.8 
76.8 

66.0 
66.0 

-4.8 
66.0 

16.8 
66.0 
16.8 
16.8 
16.8 

0.0 0.0 0.0 0.0 0.0 0.0 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.0 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

19.7 
66.0 

1.0 

61.6 
66.0 
s.o 

61.6 
66.0 
s.o 

61.6 
66.0 
s.o 

74.3 
66.0 
6.0 

74 3 
66.0 
6.0 

74.3 
66.0 
6.0 

80.9 
66.0 
7.0 

80.9 
66.0 
7.0 

80.9 
66.0 
7.0 

86.7 132.6 132.6 132.6 146.3 146.3 146.3 153.9 153.9 153.9 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

o• 
QM 
o• 
QM 
o•s 
QM 
QM 
QM 
QM 
QM 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08. 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

670.0 
660.0 
55.0 

1,385.0 

t•o 
1.00 
1.00 
IM 
t•o 
JM 
Q92 
Q92 
Q92 
U2 

1.0 llS.2 66.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 
1.0 66.0 16.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 
1.0 67.2 16.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.83 
1.0 SJ.6 16.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.83 

14.0 879.-4 320.4 0.00 0.00 000 000 000 0.50 100 1.17 1.17 1.17 1.17 117 1.08 1.17 1.17 1.17 1.17 13.17 

/lllllll/llllljlllllllUIIIIIIIIIIIIOOllll!O!Ol!ll!!!lll!lllllllljjj1111111111m11111111,11)1111,,11,11,111,,,m,11111m,,,,,,,,,,11,,11111,,,,,,,11,,,,,,11,11,,,,,11m,,,,1111111111111111,,,,,,,,,,,11,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,11,1111111111111111111,111111111,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,11,,,,,,,,,,,,,,,,,,,11 

New Salary 
OtherO&M 
Employee Benefits 

RIVED 
Finan.:eOm 
Systems Offi.:er 
Policy Analyst 
C1ai.nu Coordinlllor 

1.0 
1.0 
1.0 
l.O 

48.0 
60.0 
70.8 
70.8 

36.0 
36.0 
37.2 
37.2 

0.0 0.0 0.0 0.0 0.0 

42.3 
18.3 
3.0 

78.S 
34.9 
6.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 

7.0 

73.3 
26.7 
7.0 

63.6 119.4 107.0 107.0 107.0 107.0 107.0 107.0 107.0 107.0 107.0 107.0 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 

853.6 
320.2 

79.0 

1,252.8 

1.00 
1.00 
1.00 
1.00 

4 O 249.6 146.4 0.00 0.00 O 00 O 00 0.00 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 0.33 4.00 

!llil!!l!l!ll!!l11111l!ll!llt11111,111111111111111111111111111111111111111111llllilillllllillllillillilllllllllillllllllllilliiillilliiililliillliilllliiilliillliiilllilililiilillilliiiiiiiiiilliliiliilliliiliiliiiiiiiiiiliiiliiiiiiiiliililiiiiiililiiliili111111111llliiiiillillilililiiiiiilliliililiiliiiiliiiiililiiiiiliiiliiiliilillilliil! 

New Salary 
OtherO&M 

Employee Benefits 

0.0 0.0 0.0 0.0 0.0 

20.8 
12.2 
2.S 

35.S 

Poge 4 of 9 

20 8 
12 2 
2.S 

35.S 

20 8 
12.2 

2.S 

35.S 

20.8 
12.2 
2.S 

35.S 

20.8 
12.2 
2.S 

35.S 

20.8 
12.2 
2.S 

35.S 

20.8 
12.2 
2.S 

35.S 

20.8 
12.2 

2.S 

35.5 

20.8 
12.2 
2.S 

35.5 

20.8 
12.2 
2.S 

35.5 

20.8 
12.2 
2.S 

35.S 

20.8 
12.2 
2.S 

35.5 

249.6 
146A 
30.0 

426.0 



H&SS 
Records Coordimll.or 
Policy Officer 
Evaluation Consultant 
Manger Communication Servkes 
Corporale Servkes Officer 

Secretary 
Director - Finance 
Manager - Corporal• & Capital 
Coordinlllor Capital Planning 
Revenue Specialist 
Secretary 

ITE 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

1.0 
1.0 
1.0 
1.0 

Sal.:!!1, 

380.4 

380.4 

O&!\.I 

1-10.-1 

1-10.◄ 

Ct.._..,ORI' l 1998-99 Fis,·al Year 

---------------1998-------------- ----------1999 ------------
Nov-97 De.:-97 Jan-98 Feb-98 Mar-98 Apr-98 ~fay-98 Jun-98 Jul-98 Aue-98 Sep-98 Oct-98 Nov-98 Dec-98 Jan-99 Feb-99 Mar-99 Total 

0.08 
0.08 
0.08 
0,08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0,08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0,08 
0.08 
0.08 
0,08 

0.08 
0.08 

0.08 
0.08 
0,08 
0.08 

0.08 
0,08 
0,08 
0.08 
0.08 
0.08 
0,08 
0,08 
0,08 
0.08 

0.08 
0 08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0,08 

0.08 
0,08 
0,08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0,08 

0.08 
0,08 
0,08 
0.08 
0,08 

0.08 
0,08 
0.08 
0.08 

0,08 

0.08 
0,08 
0.08 
0.08 
0.08 
0.08 
0,08 
0,08 
0.08 

0.08 
0.08 
0.08 
0,08 
0.08 
0.08 
0,08 
0.08 
0.08 
0,08 

0.08 
0,08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

0.08 
0.08 
0.08 
0.08 
0,08 

0.08 
0.08 
0,08 
0,08 
0,08 

0,9'.! 

0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 

1.0 0.08 0,08 0.08 0.08 0.08 0,08 0,08 0 08 0.08 0.08 0.08 0.92 
11.0 760,8 280.8 0.00 0,00 0.00 0.00 0.00 0.00 0.92 0.92 0.92 0.92 0.92 0 92 0.92 0.92 0 92 0.92 0.92 10.08 

llllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllfflfflffllfflff 
New Salary 
OtherO&M 
Employee Benctiis 

Total Departme,Jt Corporate Services 

0.0 0.0 0.0 0,0 0,0 0.0 

63.4 
23.4 

5.5 

92.3 

63.4 
23.4 

s.s 

92.3 

63.4 
23.4 

5.5 

92.3 

63.4 
23.4 

5.5 

92.3 

63.4 
23.-1 

5.5 

92.3 

63.4 
23.4 

5.S 

92.3 

63.4 
23.◄ 

S.5 

92.3 

634 
23.4 
s.s 

92.3 

63.4 
23.4 

5.5 

92.3 

63.4 
23.4 

5.5 

92.3 

63.4 
23.4 

5.5 

92.3 

697.4 
257.-1 

60,5 

1,015.3 

60.0 ~.239.9 2.125.3 0.00 0.00 0.00 0.00 0.00 I.SO 3.08 3.58 4.33 4.42 4.42 4.83 4.75 4.83 5.00 5.00 5.00 50.83 

lllllllllllllllllllllllllllllllllillllllllllllllllllllllllllllllllllllllllllllllillllllllllllllllllllll!lllllllillllllllllllllllilllllllllllllllllllllllllllllllillllllllllllllllllllllllllllllillllllllllllllillillllllllllllililllllllllllllllillllllllllllllilllllllllllllliliil1illl11111111111111111111111111111111111111111111111111111111111111 

New Salary 
OtherO&M 
Employee Benefus 

Government Corporate Service.~ 
FMBS 

Coordinaor. Statl'Housing 

Benefits and Pension Spccialisl 

Compe!Ualion Specialisl 

Arbiu-Aion/ Appeals Spccialisl 

Manager. Payroll and Systems Suppon 

Senior Administrlll.:>r 

Payroll and Systems Offi.:er 

Payroll Ofli.:cr 

Payroll Officer 

Senior Projects Manager 

A.cc.:>Wllanl 

Credll. Pofu.-y Officer 

Accounting/Reconciliation Clerk 

.A.:countingllleconcililllion Oerk 

Accounting/Reconciliation Oerk 

FIS operations Suppon Ofli.:er 

Financial Tables/Power Subsidy 

Corporal• Reporting Officer 

Corpordle Reporting Offi.:er 

Financial Systems Coordiruilor 

Job Evaluation Officer 

Job Evaluation Officer 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

1.0 

76.8 

63.6 

63.6 

63.6 

72.0 

55.2 

58.8 
55.2 

5S.2 
68.4 

68.4 

69.6 

63.6 

63.6 

63.6 

73.2 

63.6 

67.2 

27.6 

10.8 

10.8 

10.8 

32.4 

32.4 

32.4 

32.4 

32.4 

32.4 

32.-1 

54.0 

54.0 

54.0 

S-1.0 

S-1.0 

54.0 

8.4 

0.0 
0.0 
0.0 

0.0 

0.0 
0.0 
0.0 

0.0 

0.0 
0.0 
0.0 

0.0 

0,0 
0,0 
0.0 

0.0 

0,0 
0.0 
0.0 

123.5 234.8 261.7 307.4 
39.1 115.6 173.9 174.4 

9.5 19.0 22.0 26.5 

313. 7 313. 7 341.3 341.3 341.3 353.3 324.0 293.6 
175.4 175.4 176.8 176.8 176.8 177.1 146.7 146.7 
27.0 27.0 29.5 29.5 29.5 31.0 31.0 31.0 

0.0 172.0 369.4 457.5 508.3 516.1 516.l 547.6 547.6 547.6 561.4 501.7 471.3 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0,08 

0.08 

0.08 

0 08 

0.08 

0.08 

0,08 

0.08 

0.08 

0,08 

0.08 

0.08 

0,08 

0,08 

0.08 

0,08 

0.08 

0.08 

0,08 

0,08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0,08 

0.08 

0,08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0,08 

0,08 

0.08 

0.08 

0,08 

0,08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0 08 

0.08 

0.08 

0.08 

0 08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0 08 

0 08 

0.08 

0.08 

0,08 

0.08 

0 08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0,08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.08 
0,08 

0.08 

0,08 

0.08 

0.08 

0.08 

0 08 

0 08 

0,08 

0,08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0,08 

0.08 

0.08 

0.08 

0.08 

0,08 

0.08 

0.08 

0,08 

0.08 

o.os 
0.08 

0.08 

0.08 

0.08 
0,08 

0,08 

0,08 

0.08 

0.08 

0.08 

0.08 

0.08 

0.0S 

0.08 

0.08 

0.08 

0.08 

3,549.6 
1,854.7 

312.5 

5,716.7 

lM 
lM 
l~0 
1.00 

IM 
lM 
1.00 

lM 
lM 
l~0 
IM 

lM 
1.00 

1.00 

lM 
lM 
lM 
l~0 

1.0 67.2 8.-1 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0 OS 0.08 1.00 

1.0 73.2 19.2 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0 OS 0.08 0.08 1.00 

I 0 79.2 20.4 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

LO 79.2 20.4 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 O 08 0.08 0.08 0.08 1.00 

22.0 1,-164.0 687.6 0.00 0.00 0 00 0.00 0 00 1.83 1.83 1.83 1.83 1.83 1.83 1113 1.83 1.83 1.83 1.83 1.83 22.00 

jjjjjjjjjjjjjjj1jjjjjj1jjjjjjj1111jjjjjjj1jjj1jjjjjjjj1jjjjjjjjijjjj11jjjjj11ijjj1jjjjjjjjjjj1jjjjjj1jjjjjjiij1jjjjj1jjjjjjjjj1jjjjjjjjjjjj1jj1jjjjjjjjjjjjjjjjjjjjj11j1jjjjj1jijjjjjjjjjj11jijjjjjjjjjjjjjjjjjjjjjj1jjjjjjjjjjj1jjjj1jjjjjjjjjjjj1jjjjjjjjjjjjjjjjjjjjjjjjjjjj11jjjjjj1j1ijjjjjjjjjjjjjjjjjjjjj1jjjjjjjjjjjjjjjjjjijjijjjjjjjjjjjjjl 

New Salary 
Otl,erO&M 
Employee Benefits 

0.0 0.0 0.0 0.0 

122 0 122.0 122.0 122.0 122 0 122.0 
S7.3 S7.3 57.3 S7.3 57.3 57.3 

6.0 6.0 6.0 6.0 6.0 6.0 

0.0 185.3 185.3 185.3 185.3 185.3 1115.3 

P11ge 5 of 9 

122 0 122 0 122.0 122.0 122.0 
57.3 57.3 57.3 57.3 57.3 
6.0 6.0 6.0 6.0 6.0 

122.0 
57.3 
6.0 

185.3 185,3 185.3 185 3 185.3 185.3 

1,46-1 0 
687.6 

72.0 

2.223.6 



C::-. JURJ' I 1998-99 FIS.:al Year 

---------------1998-------------- ····-·····1999 •••••••••••• 
FTE Sal.:!!Y_ 0&1\.1 N,:,v-97 Dc.:-97 fan-98 Fcb-98 Mar-98 Apr-9!1 May-9!1 Jun-98 Jul-98 Aue-98 Scp-98 Oc"t-9H N<>v-98 Dc.:-98 Jan-99 Fcb-99 Mar-99 T<>tal 

Legislative Assemhly Support 
Legislative Assembly 

Legislative Librarian 
Tr.w~ & lnfonnati<>n Coordinat<>r 
Research Analyst 
Librarian Te.:hnician 
Administntive Assistant • Elc.:tfons 
Dire.:t,:,r • Corporate Servi.:cs 
Human Resource Officer 
Dirc.:tor • Resear.:h 
Management Systems Coord 
Finance Offi.:er 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

61.6 

S6.l 
63.l 
SH 
46.9 
n.6 
60.0 
n.6 
63.1 
S7.4 

0.08 0.08 0.08 0 08 0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 008 0.08 

0.08 0.08 0.08 0.08 
0.08 
0.08 
0.08 

0.08 0.08 0.08 0.08 0 08 0.08 1.17 
o.os 0.08 0.08 0.08 0.08 0.08 1.00 
0.08 0.08 0.08 0.08 0.08 0.08 0.83 
0.0!1 0.08 0.08 0.08 0.08 0.08 0.5H 
0.08 0.08 0.08 0.08 0.08 0.08 0.58 
0.08 0.08 0.08 0.08 0.08 0.08 0.58 
0.08 0.08 0.08 0.08 0.08 0.08 0.50 

0.08 0.08 0.08 0.08 0.08 0.42 
0.08 0.08 0.08 0.08 0.33 
0.08 0.08 0.08 0.08 0.33 

Finan.:e Oerk 1.0 46.9 0.08 0.08 0.08 0.08 0.33 
Depwy ChiefEle.:tor.il Officer 1.0 68.S 0.08 0.08 0.08 0 08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.25 

12.0 731.2 0.0 0.00 0.00 0.08 0.17 0.17 0.2S 0.2S 0.33 0.33 0.33 0.58 0.67 0.7S 1.00 1.00 1.00 1.00 7.92 

llllllllllllllllllllllllllllafflllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllfflfflfffflfflfflffllfffflfllfffllHlffllffl11ffllHfflffllflffllfflfflfflllffffffllfflfflffllfflfffflffl111Jfffflffllfflffl1Hfflfflfflfflllffllfflfffflllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllfllffl 
New Salary 60.9 60.9 60.9 60.9 60.9 60.9 609 60.9 60.9 60.9 60.9 60.9 60.9 60.9 853.1 
OtllerO&M 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

Employee BcnefiU 1.0 1.0 l.S l.S 2.0 2.0 2.0 3.S 4.0 4.S 6.0 6.0 6.0 6.0 47.0 

0.0 0.0 0.0 61.9 61.9 62.◄ 62.4 62.9 62.9 62.9 64.4 64.9 6S.4 66.9 66.9 66.9 66.9 900.1 

Executi••e Ofllces 
Legislation & House Planning 1.0 I0S.6 6.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

1.0 I0S.6 6.0 0.00 0.00 0 00 0.00 0.00 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 8.8 8.8 8.8 8.8 8.8 8.8 8.8 8.8 8.8 8.8 8.8 8.8 105.6 

OtherO&:M o.s o.s o.s o.s o.s o.s o.s 0.5 o.s o.s 0.S 0.S 6.0 

Employee BenefiU o.s o.s o.s o.s o.s o.s o.s 0.S o.s 0.S o.s o.s 6.0 

0.0 0.0 0.0 0.0 0.0 9.8 9.8 9.8 9.8 9.8 9.8 9.8 9.8 9.8 9.8 9.8 9.8 117.6 

Total Leg_irlative Assemhlr Supeort 
13.0 836.8 6.0 0.00 0.00 0.08 0 17 0.17 0.33 0.33 0.42 0.42 0.-12 0.67 0.75 0.83 I 08 l.08 I.OS I.OS 8.92 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111!!!11!1!1111!111!11!!111111111!111!11!11!1!11 

New Sal,uy 0.0 0.0 00 60 9 60.9 69.7 69.7 69.7 69.7 69.7 69.7 69.7 69.7 69.7 69.7 69.7 69.7 958.7 

OtherO&M 0.0 00 00 00 0.0 OS 0.S 0.S o.s 0.S 05 0.S 0.5 0.5 0.5 0.5 0.5 6.0 

Employee Benefiu 0.0 0.0 00 1.0 l.0 20 20 25 2S 2S 4.0 4.S so 6.S 6.S 6 S 6.5 53 0 

0.0 0.0 00 61.9 61.9 722 722 72.7 72.7 72.7 74.2 74.7 75.2 76.7 76.7 76.7 76.7 1,017.7 

:;::;:;:::::::::::::·:::;:•:::=::::::·•:::::;:•:::::::::,:-::;:::::::::;:;:;.;:;:::::;:;:::=:::-:: .. ;::;:•:::;:::;:;:;:;::::::;::::::::•:·::::::;:•:•::::,•:❖:;.;:: •• ::.:::• .• :::·::•.;:;.•:;;.:: •• •.:•.·••::.-•• •.:•:·,:: ::-.· •• ::·.-•.-:-:·:.-:: ·-··-:::-::::::::::•:•:-.::,::·::::·::1::-:-:;::::::::•::.:.:::•:;.::-:-:::.:;:•.:.::;:;.;:-•:.:: •. :::·•:-:-:;:-::•:::•:::•:::,:::·::•,:::::::=:,:•:::::::,:::,:,:,:,:•:::::::::::::::,::::.:•,::::::::::::::::::::=:;:;::::::;:::,::;::::::::,::::,,::,:,::::,;:::::::::::::::::::::::,:;::::::::;::::;:::,::;::::::=:::::::::::,:::,:::::::,:::::,:::::::::::::::::=:,:;:::::::::=:::::::::::;:::;::::::::::;::;:::;:;::::;:;::;::;:;:;:: 

Telecommunications 
PW&S 

Dire.:tor. Systemsffele.:ommwuc.iti.:ins 

Systems Offi.:en 

SystemsOffi.:en 

Syst.emsOffi.:cn 

1.0 

1.0 

1.0 

l.0 

90.0 90.0 

n.o 
n.o 
n.o 

0.08 0 08 0.08 0.08 

0.08 0.08 0.08 0.08 

0.08 0 08 0.08 0.08 

0.08 0.08 0.08 0.08 

0.08 0.08 0 08 0.08 0.08 0.08 0.08 0.08 l.00 

0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.0!1 1.00 

0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

Qerk/S...-retary 1.0 -18.0 0.08 0.08 0.08 0.08 0 08 0 08 0.08 0.08 0.08 0 08 0 08 0.08 1.00 

5.0 354.0 90.0 0.00 0 00 0 00 0 00 0 00 0.-12 0 42 0.42 0.-12 0.42 0 42 0 42 0 -12 0.-12 0.-12 0 -12 0.-12 5.00 

1 ! 11 ! I II 1 ! ! ! 1111 ! 11111111 ! 11 ! ! 11 ! 111111 ! 11 ! 1111 ! 11111!!1!11111 I II I I! I I I! 11111111111 II I II 111111 ! I 11111 ! 1 II 111111111 II 11 II I II Ill II I II I II II I! I! 11111 ! I I II I I! I! 11111 ! II II 1111111 II Ill I II 11111111111 II I II 11 II!! I Ill II I II I II 111 II I II 1111 ! 1111111 ! 1 ! 1 ! 1 II 111 II I! II I II 111 II I!! 11111 II II I II I! I! I!! 111111111 II 11111111 Ill 1 ! 11 II II! I! 111111 II 11 ! II II I II II II! 111! 

New Salary 29.S 29.S 29.S 29.S 29.S 29.S 29.S 29.S 29.S 29.S 29.5 29.5 354.0 

OtherO&M 7.S 7.S 7.S 7.S 7.S 7.S 7.S 7.S 7.S 7.S 7.S 7.S 90.0 

Empl<>yee Bcnefiu 2.S 2.S 2.S 2.S 2.S 2.S 2.S 2.S 2.S 2.S 25 2.S 30.0 

0.0 0.0 0.0 0.0 0.0 39.S 39.S 39.S 39.S 39.S 39.S 39.S 39.S 39.5 39.S 39.S 39.S 474.0 

Piige 6 or9 



Commu,iiJy Gover11me11t. l/011si11g. 

TramE_ortation 
Mmager - Fa..--iliti.es 
l\bnager - PJogram Development 
Training PJograms Officer 
Secwity and PJocective Services 
Maintenance l\bnagement Officer 
Director - Airports 
Director - Commwuty Development 
Director - Emergeru:y Measures 
Director - Commwuty Planning 
Chief Accowllalll 
Dire,ior 

C.. ,ORI' I 
------------1998-99 Fis.:al Year-----------

---------------1\198 -------------- ----------1999------------
FTE Sal.:!!l'., O&M Nov-97 De.:-97 Jan-98 Feb-911 l\.l.ir-98 Apr-9!1 l\.lay-9!1 Jw,-98 Jul-911 Auf•98 Sep-98 O,i-98 Nov-98 De.:-98 Jan-99 Feb-99 Mar-99 Tola! 

1.0 75.6 20.-1 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.42 
1.0 1S.6 12.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.0S 1.42 
1.0 n.o 10.8 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 o.os 0.08 1.00 
1.0 n.o 10.8 0.08 0.08 O.Oll 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.42 
1.0 72.0 10.8 0.08 0,08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
1.0 112.8 36.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0,08 0.08 0.08 1.00 
1.0 96.0 48.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
1.0 96.0 137.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
1.0 96.0 48.0 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
1.0 n.o 9.6 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 
1.0 112.8 !S.6 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 1.00 

I 1.0 9S2.8 3S9.0 0.2S 0.2S 0.2S 0.2S 0.2S 0.92 0.92 0.92 0.92 0.92 0.92 0.92 0.92 0.92 0.92 0.92 0.92 12.2S 

111111111111111111111111111111111111111 11111111 111 111 111111111111111111111 11 11 111 111 111111111 111 1111 11111111111 1111 11 1111111 111 11111 11111111 11 11111111111111111 1111111 111 1111111111111 11111 111 111 1111 1111111 111111111111111 111 11111 11 11 111111111111 111111 111111111 11 11 111111 1111 11111 11111 111 1111 111 11111 111 111111 111 1111 11 11 111 1111111111111 1111111 11 

New Salary 
OtherO&M 
Employee Benefits 

J11stice 
Director - Legal Services 
Director - Courts 
Director - Legal Regjstria 
Secretary - Legal Registries 
Director - Corrections 
Secretary - Legal Services 
Secretary - Corrections 
Secretary - Courts 
Clerk of the Courts 

Judges Secretary - Cowu 
Sheriff - Cowu 
Public T~e - Legal Services 
Secretary - Legal Services 
Legal Counsel - Legal Services 
Legal Counsel - Legal Services 
Cowt Reponer - Courts 
LlllldTitlesClerk 
Legal Registries Clerk 
l\fanager - Corrections 
Senior Adm.in.isu-.itor - LSB 
Legal Aid A.dmini.llnlor - LSB 
Director - Legisbtion 
Secrc:lary- Legislation 

Administration Clerk - LSB 
Legal Aid Clerk - LSB 
Administration Offi.:er - LSB 
Edatorffranslator- Legislation 
Maintenan.:e Enforcement Offi.:er - Courts 
Regi.su-.ir - Lmd Titles 
Registrar - Legal Registries 
Legal Transl3lor- Legislation 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

110.4 
108.0 
112.8 
S0.4 

110.4 
48.0 
48.0 
48.0 
76.8 
52.8 
n.o 
80.4 

48.0 
80.4 

80.4 

54.0 
49.2 
49.2 
73.2 
60.0 
SS.2 

111.6 
48.0 
SS.2 
49.2 
49.2 
58.8 
64.8 

81.6 
68.4 

70.8 

22.0 

18.0 
18.0 
3.6 

18.0 
3.6 
3.6 
3.6 
8.4 

6.0 
6.0 

12.0 
3.6 
6.0 
6.0 

12.0 
3.6 
3.6 
8.4 

114.0 
l.6 

18.0 
6.0 
3.6 
3.6 

3.6 
3.6 
6.0 
8.-1 
8.4 
60 

18.6 
l.6 
I.S 

23.7 

18.6 
3.6 
I.S 

23.7 

18.6 
l.6 
I.S 

23.7 

18 6 

l.6 
1:s 

23.7 

18.6 
l.6 
I.S 

23.7 

79.4 

29.9 
S.S 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0,08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0,08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08· 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 

s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0 08 
0.08 
0.08 
0.08 
0 08 

79.4 
29.9 

s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

79.4 
29.9 

s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.0S 
0.08 
0.08 
0.08 
0.08 
0 OS 

79.4 
29.9 
s.s 

114.8 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

1,045.8 
377.0 
73.S 

1,496.3 

1.00 
1.00 
1.00 
1.00 
1.00 
0.92 

0.92 
0.83 
0.83 
0.83 
0.83 
0.7S 
0.7S 
0.67 
0.67 
0.67 
0.58 
O.S8 

0.58 
o.so 
o.so 
o.so 
0.42 
0.2S 
0.25 
0.25 
0.25 
0.25 
0.25 
0.17 
0.17 

31.0 2.12S.2 3SO 8 0 00 0 00 0 00 0 00 0 00 0.-12 0.S8 0.92 I 08 133 158 I 83 1.92 I 92 242 2 58 2 SS 19.17 

11 1111 11 111111111 1111 111111111111111111111111111111 11111111111111111111111111 1111111111111111111111111111111 111111111111111 11 111111 11111111111 11 1111111111111111 1111111111 11111111111111111111 1111111111111111111 111111111111 111111111 111 11 111 111111111 1111 111 11111111 111111111111111111111111111 111111111111 1111111 1111111 11111111111111 11111111 11111 

New Salary 
OtherO&M 
Employee Bcru:fiu 

0.0 00 0.0 0.0 0.0 

41.0 
6.6 
2.S 

SO.I 
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49.0 
7.2 
JS 

59.7 

69.8 
9.2 
S.S 

8-1.S 

80.S 
10.S 
6.S 

97.S 

98.-1 
12 S 
8.0 

118.9 

112.7 
138 
9.S 

136 0 

131.6 
2S.l 
11.0 

167.7 

13S.6 
25.6 
11.S 

172.7 

13S.6 
2S.6 
11.S 

172.7 

16S.S 
28.0 

14.S 

177.1 
29.2 
IS.5 

208.0 221.8 

177.1 
29.2 
IS.S 

221.8 

1,373.9 
222.9 
115.0 

1,711.8 



Finance 
Director • Treasury 
Treasury Secretary 
Cash Managemenl Officer 
Direct.>r - Fiscal Policy 
Senior Fiscal & Economic 
Tax Policy Specialist 

FTE 

1.0 
1.0 
1.0 
1.0 
1.0 
1.0 

Sal.:!!r O&M 

91.2 28.8 
48.6 
75.1 
93.0 8S.2 
81.0 
n.o 

e,. •• -,OR}' 1 1998.99 Fiscal Year··········· 

-----------1998-------------- -·········1999 •••••••••••• 
Nov•97 De.:•97 J1A11•98 Feb•98 t.far.98 Apr•98 May.98 Jun•98 JuJ.98 Aue•98 Sep•98 Oct•98 Nov.98 De.:•98 Jan.99 Feb.99 Mar•99 Total 

0,08 0.08 0.08 0,08 0.08 0,08 0.08 0,08 0.08 0.08 0,83 
0.08 0.08 0.08 0.08 0.08 0.08 0,08 0.08 0.08 0.08 0.83 

0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.58 
0.08 0.08 0.011 0.08 0.08 0.08 0.08 0,08 0.08 0.08 0.83 

0.08 0.08 0.08 0.25 
0.08 0.08 0.08 0.25 

Territorial Stlilistician 1.0 9S.S 15.6 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.83 
7.0 556.4 129.6 0.00 0.00 0.00 0.00 0.00 0.00 0 00 0.33 0.33 0.33 0.42 0.42 0.42 0.42 0.S8 0.S8 0.58 4.42 

JIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIOlllllllll!llllllllll!lllll!IIIOIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIIOOOIIIIIIIIIIOOOlllll!OOOOl!IIOIOOO!!!!l!IO!!OOlllllllll!Ollll!O!!ll!IIIIIIIIIIIIIIIIIIIIIIIIOIOOIIIIIIIIIIIIOIOOIIIIOIIIIIIOIIIOIIIOIOIIIIIIIIOIIIIIIIIIIIIIIIOIIOOIIIOOOIIIIII 
New Salary 
OtllerO&M 
Employee Benefits 

EC&E 
Director - Income Suppon 
Director - Career Dcvelopmcnl 
Secretary - Income Support 
Manager. Income Support 
Income Support Policy Officer 
Income Support Policy Offu:er 
Income Support Evaluation Offi.::er 
Systcm1 Offi.::er - lru:omc Support 
Manager - Early Childhood 
Secretary - Early Childhood 
Student Loans Officer 
Manager - Collcges and Continuing EdUClll.ion 
Supervisor 
Studenl Services Offi.::er 
Studcnl Services Offi.::er 
Studcnl Loans Officer ( 1.5) 
Information Systems Officer - Ministry 
Secretary - Colleges and Continuing Edu..-ation 
Direct.>r - Language Bureau 
Studcnl Support Offi.::er 
Coordinator Elemcnlary Programs 
Coordinalor Secondary Programs 
Finance □erk - Mirwtry 
Personnel Officer - MulisUy 
Personnel Officer • Minisuy 
Territorial Librarian 
Dire."lor - Culture & Hcriiage 
Director - Culture and Communi,-ations 
l)11e,"tor • Elden and Youth AlTlAi.n 
Secretary - Language Bureau 
Inuit Language Specialist 

1.0 lOS.S 
1.0 120.4 
1.0 S0.7 
1.0 89.9 
1.0 6S.I 
1.0 6S.l 
1.0 65.l 
1.0 60.l 
1.0 88.l 
1.0 56.9 
O.S 24.8 
1.0 81.7 
1.0 67.3 
1.0 66.8 
1.0 61.9 
1.0 67.2 
1.0 62.9 
1.0 48.4 
1.0 9S.I 
1.0 83.3 
1.0 88.1 
1.0 76.S 
1.0 S3.9 
1.0 64.l 
1.0 64.3 
1.0 86.S 
1.0 105.9 
1.0 101.6 
l.O 93.6 
o.s 26.9 

113.0 
287.0 

9.0 

52.0 

30.0 

0.0 0.0 0.0 

27.4 27.4 27.4 
10.8 10.8 10.8 
40.0 

0.0 0.0 0.0 0.0 711.2 38.2 38.2 

0.08 0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 

33.6 33.6 33.6 33.6 
10.8 10.8 10.8 10.8 
10.0 

54.4 44.4 44.4 44.4 

0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 
0,08 0.08 0.08 0.08 
0.08 0.08 0.08 0,08 
0.08 0.08 0.08 0.08 
0.08 0.08 0.08 0.08 
0.08 0.08. 0.08 0.08 

0.04 0.04 0,04 
0.08 0.08 0.08 
0.08 0.08 0.08 
0.08 0.08 0.08 
0.08 0.08 0.08 
0.08 0.08 0.08 
0.08 0.08 0.08 

0.08 0.08 
0.08 0.08 

46.4 46.4 
10.8 10.8 
20.0 

n.2 57.2 

0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0,08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0,08 
0.04 0.04 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0.08 0.08 
0,08 0.08 
0,08 0.08 
0.08 0.08 
0,08 0.08 
0.08 0.08 
0.08 0.08 
0,08 0.08 
0.08 0,08 
0.08 0.08 
0,08 0.08 
0.08 0.08 
0.08 0 08 
0.011 0.08 
0.04 0.04 

46.4 
10.8 

57.2 

0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.04 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 

355.6 
108.0 
70.0 

533.6 

0.83 
0.75 
0.75 
0.15 
0.75 
0.75 
0.75 
0.15 
0.15 
0.75 
0.2s 
0.50 
0.50 
0.50 
0.50 
0.50 
0.50 
0.42 
0.42 
0.25 
0.25 
0.25 
0.2S 
0.25 
0.25 
0.25 
0.25 
0.2S 

0.08 0.2, 
0.04 0.13 

1.0 70.7 0.08 0.08 0.08 0.25 
30 0 2.258.6 -491.0 0.00 0.00 0 00 0 00 0 00 0,00 0 00 0.08 0.83 0.83 0.83 138 1.54 1.54 2.50 2 50 2.50 14.54 

lllllllllllllllillllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllillllllllllll!lll!lll!!l!!!ll!!l!!ll!!IIIIIIIIIIIIIIIIIIIIIOIIIIIIIIIIIIIIIIIIIIIOllllllllllll!llllllllllllllllllllllllllllllllllllllllllllllllilllllllllillllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllliiiiiilliilllll 
New Salary 8.8 63.9 63.9 639 100,0 111.9 111.9 188.2 188.2 188.2 l.08!1.9 

OtllcrO&M 9.4 24.7 24.7 24.7 40.9 40.9 40.9 40.9 40.9 40.9 328.9 

Employee Benefits o.s s.o so 5.0 8.S 9.S 9.S 15.0 15.0 IS.0 118.0 

0.0 0.0 0.0 0.0 0.0 0.0 0.0 18.7 93.6 93.6 93.6 149.4 162.3 162.3 244.1 244.1 244.l 1.505.9 
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Executi1•e Offlu1· 
M"'1rrcn•omca 

<- .,ORl' l 1998-99 Fiscal Year 

--------------1998-------------- ----------1999 ------------
FTE Salary O&!'.1 N.:iv-97 Oe.:-97 J.i,-98 Feb-98 M..r-98 Apr-98 l\.l~y-98 Jun-98 Jul-98 Aue-98 Sep-98 Oc"t-98 N.:iv-98 De.:-98 Jan-99 Feb-99 Mar-99 T.:ital 

Press Secretary I O 118 2 O O 0.08 O 08 0.08 0 08 0 08 O 08 0.08 0.08 0 OS 0.08 0.08 0.92 
1.0 118.2 0.0 Q.00 0.00 0 00 0 00 0 00 0.00 0 08 0.08 0 08 0.08 0 OS O 08 O.OS 0.08 0.08 0.08 0.08 0.92 

I II I 1111111111111111IIIII1111111111111 II I II I II I II I 111111111111111111111111 II II 1111 II 1111111111111111 I I II 11111111111 II 1111 I 11111111111 II II I 11111111111111111: 1111111 II 111 II 11 I I II I IOI I 1111111111111111 II II 1111111 II II I I I I II I I I I 111111111111111111 I I I I 111111 II 111111 I 1111111111 I 1111IIIIIII11111110 I 1111111111IIIOI10 I O 110 I 11111II111111101 I O 11 

New Salary 
OlherO&M 
Employee Benefits 

/l&SS 
P"i!.ulation 1/ealth 

0.0 0.0 0.0 

9.9 
0.0 

o.s 

0.0 0.0 0.0 10.4 

9.9 9.9 9.9 9.9 
0.0 0.0 0.0 0.0 
o.s o.s O.S o.s 

10.4 10.4 10.4 10.4 

9.9 9.9 9.9 9.9 9.9 9.9 108.4 
0.0 0.0 0.0 0.0 0.0 0.0 0.0 
o.s o.s o.s o.s o.s o.s S.5 

10.4 10.4 10.4 10.4 10.4 10.4 113.9 

Direc1or 1.0 76.0 S.O 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 
1.0 76.0 s.o 0.00 0.00 0.00 0.00 0.00 0,00 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.08 0.92 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 6.3 6.3 6.3 6.3 6.3 6.3 6.3 6.3 6.3 6.3 6.3 69.7 

OlhcrO&M 0.4 0.4 0.4 0.4 0.4 0.4 0.4 0.4 0.4 0.4 0.4 4.6 

Employee Benefits O.S o.s o.s o.s o.s o.s o.s o.s o.s o.s o.s s.s 

0.0 0.0 0.0 0.0 0.0 0.0 7.3 7.3 7.3 7.3 7.3 7.3 7.3 7.3 7.3 7.3 7.3 79.8 

TOTAL 

103.0 IS.100.S S.I8S.7 0.3 0.3 0.4 O.S 0.6 6.4 8.9 10.3 12.0 12.3 12.9 14.2 14.S 14.9 16.7 16.8 16.9 IS9.I 

111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111111 

New Salary 28.0 28.0 211.0 88.9 101.S S83.2 757.9 846.8 9S8.4 982.6 1.003.1 l.08S.6 1,101.6 l.lOS.4 1,236.4 1,218.7 1,192.3 12,346.3 

OlherO&M H.0 14.0 u.o 14.0 16.7 20-1.7 296.S 377.0 394.1 397.1 398.4 427.3 427.8 427.8 430.S 401.3 401.3 4,6S6.S 

Employee Benefits :i.o 2.0 2.0 3.0 3.S 34.0 48.0 94.S 62 S 64.S 11.S 75.S 77.S 79.S 109.S 90.S 91.0 917.0 

-44.0 -44.0 -44.0 IOS.9 121.7 821.9 1,102.3 1,318.3 1.414.9 1,444.1 1,479.0 l,S88.S 1,606.9 1,612.7 1,776.4 1,710.S 1,68-1.7 17,919.8 
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FMBS 
Manager, lnformaucs 
Senior Project :'-.tanager 
Senior Project Manager 
Systems Analyst 
Syslems Analysl 
Information System, Officer 
Budget Devdopment Coordinalor 
lludgel Developmenl Clerk 
Financial Analysl 

FI I· 

Ill 

I o 
I o 
10 
I 0 

I 0 

I 0 

I o 
10 
90 

Sabrv 

•11 2 
86 4 

86 4 
74 4 

74 4 

66 0 

70 8 

54 0 
86 4 

690 0 

O..l:'-.1 

1(,8 

25 2 
25 2 
25 2 
25 2 
18 0 

22 8 
22 8 
96 

190 8 

CUTGOH\' 2 
---------------19'18-99 Fiscal \'ur -----------

---------------19'111-------------- --1999---
No,-'17 I>«-97 Jan-98 •·•b-98 ;\lar-98 Apr-98 J\la~-98 Jun-98 Jul-98 Au:-98 Sep-98 Oct-98 Nov-911 Dtc-98 J.,,.99 Feb-99 J\lar-99 Total 

000 0 00 

0 08 

0 08 
0 08 
0 08 

0 JJ 

0 08 
0 08 

0 08 

0 08 

OJJ 

0 08 

0 08 

0 08 
0 08 

0 JJ 

0 08 

0 08 
0 08 

0 08 

0 08 

0 08 

0 08 

0 08 

0 67 

0 us 
0 08 

0 08 
0 08 
0 08 

0 08 
0 08 

0 08 

0 67 

0 us 
0 08 

0 08 

0 08 

0 08 

0 08 

0 08 
0 08 
0 67 

0 08 

0 08 

0 08 
0 08 

0 08 

0 08 
0 08 

0 08 
0 67 

0 08 

0 08 

0 08 
0 08 

0 08 

0 08 
0 08 

0 08 
0 67 

0 08 

0 08 
0 08 
0 08 
0 08 

0 08 

0 08 
0 08 
0 67 

OM 
OM 
0~ 

OM 
OM 
0~ 
0~ 
OM 
0~ 
0.75 

OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
0.75 

0 08 

0 08 
0 08 
0 08 
008 
0 08 
0 08 
0 08 
0 08 
075 

0 08 

008 
0 08 
0 08 
0 08 

0 08 
0 08 

008 
008 
0.75 

0 08 

0 08 
0 08 
0 08 
0 08 
008 
0 08 
0 08 
0 08 
0.75 

0 08 

OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
0.75 

I 00 
125 
125 
125 
us 
O.SO 
1.00 
1.00 
1.00 
9.SO 

~ti,:ir:;~0:::1!::.~ __ tttFiifi=t~f~:'5E~~-=~:_t-~b~~g.:.~_i=:..:r..:.c~if~Tj::::::;..-=::t~:;:":k:;4$tf.;:_:f-:;:-:;=-::!;r_;_t::"~-=H:--=-;~=:;-~~~J:~.,;:::=;:--:;l!r=--i-~-~~?-:i-::.r-~tffiF-=.:::.::t.:~.F.:r.-t1ra·?"-:iafuif::t:":hiW:!f.~g~~~=r.S:~-:.:.:-~-tl:::m:-~-L-·-:-.:. . - 1
=--- - 1 -·=~=·::-::. :· •• 1.::.-p..::, __ :: • -.:•:· •.• ·: - .li-: ! . ; 

Nc:w Salary 
Other O&~I 
Employee llcncfm 

D:i.11il 
Emergency Service~ Clerk (0 S) 
Administrative Assi~IMll 

Fanance & Adminisuauon Analy,1 
I luman Resource Clerl 
Drafting Technician 
Adminislration Clerl 
Direclor Molar VehiLkS 
Emergency Measure, Coordinalor 
Manager, Fire Safely 
Planning Revic:w Otlicer 
Director, Sports and Recreation 
Manager. Capi1al Programs 
Manager, Communi1y Opcra1ions 
Municipal Programs Officer 
Senior Lands Management Officer 
Lands Managemcnl Ollicer 
Property Ass~smcnt Coordinator 
Senior Assessor. lnJu,tr1al 
Secrelary 
~tanager, Rcgi~trics anJ Licensing 
Secretary 
Contracts Administrauon 

Legislation & Political Dcvclopmcnl Olliccr 
Administration Clerl 
Senior Driver Examinc:r 
Mo1or Vehicles Clerl 
Manager, Community Evaluation & Training 
Municipal Evaluation Officer 
Manager, Ra11al 
Ren1al Program Anah,t 
Manager, Home Ch.ne"hip Program 
Home Ownership Analyst 
Mortgage, Loans and lrwes1men1s Otliccr 
Financial Support Programs Officer 

0 S 

0 S 
I o 
I 0 

I o 
I o 
I o 
I o 
I o 
I o 
I 0 
I o 
I o 
I o 
I o 
I 0 
I 0 

I o 
I o 
I 0 

I o 

I 0 

JJO 

240 
24 0 
720 
49 2 
58 8 
48 0 

112 8 
720 
84 0 

720 
960 

84 0 

720 
720 
720 
60 0 
84 0 
720 
so 4 
7) 2 

49 2 

720 
60 0 

48 0 

MB 

so 4 
84 0 
720 
76 8 

720 
76 8 
720 

00 

00 
10 8 
8 4 
8 4 
8 4 

120 

240 
84 0 
24 0 
72 0 
24 0 
)6 0 

12 O 
12 0 
12 0 

444 0 
48 0 

8 4 
10 8 
84 
96 

12 0 
12 0 

JO 8 

8 4 
48 0 
24 0 

I l 2 
I l 2 
I l 2 
J) 2 

72 0 ll 2 
720 ll 2 

2.2944 1,0716 

00 00 

000 000 

26 8 
8 4 

20 

J7 2 

0 00 

26 8 
8 4 

2 0 

31 2 

000 

26 8 

8 4 

20 

l 7 2 

000 

520 
14 4 

40 

70 4 

0 04 

0 04 

0 08 
0 08 
0 08 
0 08 
0 08 
0 08 
0 08 

0 08 

0 08 

0 8J 

14 4 

14 4 

4 0 

)2 8 

0 04 

004 

0 08 
0 08 
0 08 
0 08 
0 08 

0 08 

0 08 
0 08 
0 08 

0 08 
0 08 
0 08 

I 08 

00 
14 4 

40 

18 4 

0 04 

0 04 

0 08 
0 08 
0 08 
0 08 

0 08 
0 08 
0 08 
0 08 
0 08 
0 08 

0 08 
0 08 

0 08 
0 08 
0 08 

0 08 

I 42 

00 

14 4 
40 

18 4 

0 04 

0 04 

0 08 
0 08 
0 08 

0 08 

0 08 
0 08 
0 08 
0 08 

0 08 

0 08 

0 08 

0 08 

0 08 

0 08 

0 08 

0 08 
0 08 
0 08 
0 08 

I 67 

00 

14 4 

40 

18 4 

0 04 

0 04 

0 08 
0 08 
0 08 

0 08 
0 08 

0 08 
0 08 

0 08 

0 08 
0 08 

0 08 

0 08 

0 08 

0 08 

0 08 
0 08 
0 08 
0 08 
0 08 

0 08 
0 08 

I 81 

00 

14 4 
40 

18 4 

004 

004 
OM 
OM 
OM 
OM 
OM 
on 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
on 
on 
on 
OM 
on 
OM 
on 
OM 

I 92 

57.S 
15.9 
4 5 

77.9 

004 
00-I 
0~ 
on 
on 
OM 

on 
OM 
OM 
on 
0~ 
on 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
OM 
0~ 

OM 
OM 
OM 
OM 

2 01 
Iittm~llilW.::f?W;ttg!~_": ··--~ i•.- ''. 
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~cw Salary 
Other O&M 
Employee Bencfils 

00 00 00 00 00 

59 4 

21 0 

so 

85 4 
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78 4 

27 0 
65 

111 9 

102 4 
70 0 

8 5 

180 9 

116 8 

72 1 
10 0 

199 I 

127 8 

74 I 

11 0 

212 9 

111 8 
75 I 
11 S 

218 4 

141 4 

76 7 
12.5 

210.6 

57.S 
IS 9 
4 S 

77.9 

004 
00-I 
0~ 
on 
OM 
OM 
on 
OM 
on 
on 
0~ 
OM 
OM 
OM 
OM 
on 
OM 
OM 
on 
OM 
OM 
OM 
on 
OM 
OM 
OM 

2 01 

141 4 

76 7 
12.S 

210.6 

57 S 
IS 9 
4 S 

77 9 

004 

0 04 
0 08 
0 08 

008 
008 
008 
0 08 

0 08 
0 08 

0 08 
0 08 

0 08 
0 08 
0 08 
0 08 

0 08 
0 08 

0 08 
0 08 

0 08 

0 08 
0 08 
0 08 
0 08 
0 08 

2 08 

141 4 
76 7 

12 S 

2)0 6 

57 S 

IS 9 
4 S 

77 9 

0 04 
004 
0 08 
0 08 
0 08 
0 08 
0 08 
008 
008 
008 
0 08 
0 08 

0 08 
0 08 

008 
0 08 

0 08 
0 08 

008 
008 

008 
008 
0 08 

0 08 

0 08 

0 08 

0 08 
0 08 
0 08 

0 08 

0 08 
0 08 

008 
008 

2 75 

191 2 
89 J 
16 S 

297.0 

57 5 
IS 9 

4 S 

77.9 

004 
004 
on 
OM 
OM 
OM 
OM 
on 
OM 
OM 
OM 
on 
on 
OM 
on 
OM 
on 
on 
OM 
on 
OM 
on 
on 
on 
OM 
OM 
OM 
OM 
on 
OM 
OM 
OM 
on 
OM 
2 75 

191 2 
89 J 
16 5 

297.0 

57 S 
IS.9 
4.5 

77.9 

004 
004 
OM 
OM 
on 
OM 
on 
Qn 
on 
OM 
o• 
OM 
on 
OM 
OM 
on 
on 
OM 
OM 
OM 
on 
on 
OM 
OM 
OM 
OM 
OM 
OM 
on 
on 
OM 
on 
OM 
on 
2 75 

191 2 
89 J 
16.S 

297.0 

49I 8 
207.0 
570 

755.8 

0 so 
0 so 
1.00 
1.00 
1.00 
1.00 
1.00 
I 00 
1.00 
1.00 
1.00 
0.92 
0.92 
0.92 
0.83 
0 83 
0 83 
0.83 

0.75 
0 75 
0.75 
067 
0 67 
0.58 
0 so 
O.SO 
0 25 
0 25 
0 25 
0.25 
0.25 
0 25 
0 25 
0 25 

2l2S 

1,614 4 

837.S 
139.S 

2,591.4 



e:nn;mn z 
------------ 19'1!!-9'J Fiic~I Ynr 

19'.18 ----19'.19 ---------
FIL S>IJJV O&;\I Nov-97 Drc-97 Jan-98 Frb-98 ;\lar-98 Apr-98 !lla~-98 Jun-911 Jul-98 Aue-98 ~r-98 Oct-98 Nov-98 Drc-98 Jan-99 Frb-99 l\lar-99 Total 

En·c,afre Officrs 
E,ecutive Director• Woma1's A,h1sory 10 }'I I, 8 ~ 0 04 0 04 0 0-1 0 08 0 08 0 08 0.38 

Recording Secretary I o 61 4 4 8 0 08 008 0 08 0 08 0 08 0 08 0.50 

A/Deputy Minister - Ot1icial Lmguagn I 0 106 8 156 0 08 008 0 08 0 08 0 08 0 08 0.50 

Budget Planner/Anal~" 10 66 0 66 0 0 08 0.08 0 08 0 08 0 08 0 08 0.50 

Executive Secrcu.ry - Premier's Offi cc 10 63 6 14 ~ 0 08 0 08 0 08 0 25 

Secretary I 0 so 4 4 8 0 08 0 08 0 08 0 25 

Planning Analyst 10 76 8 4 8 0 08 0 08 0 08 0 25 

Planning Anal)st 10 76 8 4 8 0 08 0 08 0 08 0 25 

Policy Advisor 10 86 ~ 4 8 0 08 0 08 0.08 0.25 

Executive Secretary I 0 456 8 4 0 08 0 08 0.08 0 25 

Policy Analyst - Divi,ion I 0 76 8 11 6 0 08 0 08 008 0.25 
Administrative Assistant· Division 10 HO 21 6 0 08 0 08 0 08 0 25 
Director• intergovernmental Affairs 10 99 6 12 0 0 08 0 08 0 08 0 25 
Secretary - Intergovernmental Affairs 10 49 1 12 0 0 08 008 008 0.25 
Constitutional D.:-vdopmcnt Advisor I 0 76 8 11 0 0 08 0 08 O 08 0.25 
Circumpolar Policy AJvi,or I 0 76 8 12 0 0 08 0 08 0 08 0.25 
F.:Jcralfferritorial l'ul,cy AJ,isor 10 76 8 12 0 0 08 0 08 0 08 0.25 
Equality Advisor I 0 76 8 12 0 0 08 0 08 0.08 0.25 
Ottawa Liaison 10 111 6 11 0 0 08 0 08 0 08 0.25 
Secretary - Ottav...a l ljJ\tHl I o 51 6 12 0 0 08 0 08 0 08 0 25 
Secretary I 0 so 4 66 0 008 008 0 08 0 08 0 08 0 08 0 so 

21 0 1,444 8 3420 0 00 000 0 00 000 0 00 0 00 0 00 0 00 0 00 0 00 000 038 0.38 0.38 I 75 I 75 1.75 6,38 
!ffi!r;HHi.~iif:r·:~~:i ~~ .. • • ~; -'.:J.'hi:-:-ruf=-J;r1~~.iE$=i~ -mi:.;ill!r :J:ifi'f-t-f.tf.l..!":.-:fl::!lf;f:1 i:-:1·-=*!itif.~nf1~; !'.-.! :.'ii"•! Jit·.:- F,1n.ii3ifr4:j;:;i!-: ;~a~;n!?i:¥"~ti?ir:~tfg-ra;i,,;.:: ~-:?J..::i-f;t:;!! i1!i!.~"'~ :.::,:1:i11r.·:!l·l*ffllitt·.I'l~iil:t tttHJ11w1Tiit~.1w11nr k,f.l~'.I, m4 ! Qfllljlf,I:··!~ lut!Q ~i:'1:tt1·l1 

I tt, 1/:;:, l "·· • j •• :, : f ' ;:-t:ifr..l,i~ l 11 : 11·411~'¥.!!1:il ! •1 : I 
111-I l1;1j1j1: 1 •I ! I !Up. 1l11

•1 11 1 1 
• t ! lw 

New Salary 22 9 22 9 22 9 120 4 120 4 120 4 429 9 
Other O&M 14 6 146 14 6 28 5 28 5 28 5 129 l 
Emrloyee llcncliis 2 5 25 2 5 10 5 10 5 10 5 19 0 

00 00 00 00 00 00 00 00 00 00 00 40 0 40 0 40 0 159 4 159 4 159 4 598.2 

B.l.f.E12 

License Coordrna1or 10 62 4 37 2 0 08 0 08 0 08 0 08 0 08 0 08 008 0 08 0 08 0 08 0 08 0.08 1.00 
Stralegic Planning Officer 10 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 008 008 0 08 0 08 0 08 0 08 1.00 
Integrated Resources O!Ticer 10 76 8 )72 0 08 0 08 0 08 0 08 0 08 0 08 0 OS 008 0 08 0 08 0 08 0 08 I 00 
lnformalion and Evaluation Coordrna1or I 0 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 I 00 
Protected Areas CoorJ11uror I o 76 8 37 1 0 08 0 08 0 08 0 08 0 08 0 08 0 08 008 0 08 0 08 0 08 0 08 I 00 
GIS Technician 10 61 2 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 I 00 
Executive Assi~tant 10 Hl 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 I 00 
Con,ervation Officer IU 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 008 0 08 0 08 0 08 0 08 0 08 I 00 
1 raining CoorJrnalor I 0 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 I 00 
Ca,nivo,e Biologis1 I o 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 0 08 1.00 
WilJlifc Technician I o 6) 6 37 2 0 08 0 08 0 08 0 08 0 08 0 08 0 08 008 008 0 08 0 08 0 08 l 00 
Ungulate Biologist I o 720 )7 2 0 08 0 08 0 08 0 08 0 08 0 08 008 0.08 008 0 08 0 08 0 08 I 00 
Wildlife TechniC1an I 0 63 6 37 2 0 08 0 08 0 08 0 08 0 08 0 08 008 008 008 0 08 0 08 0 08 1.00 
PAS.environmental Assnsment Diolog1St I 0 720 37 2 0 08 0 08 0 08 0 08 0 08 0 08 008 008 008 0 08 0 08 0 08 I 00 

I~ o 957 6 510 8 0 00 0 00 0 00 0 00 0 00 I 17 I 17 I 17 I 17 I 17 I 17 1.17 117 I 17 I 17 I 17 I 17 14 00 

~~~~~~~~~'¥~lf~~m~e~•~~~~nlll!El~9•BE~rlimllmmlill1lli!!Dmlll!m.-im1mmim~r.1mi111= lllllll@iiillllllli$Sli!!llHlllllllfflllDBl!l-lllEIII 

New Salary 7'18 7'18 798 79 8 798 79 8 79 8 79 8 79 8 79 8 79 8 79 8 957 6 
Other 0&:"-,.1 4!4 4 J 4 4J 4 4J 4 H4 434 H4 43 4 H4 434 43 4 43 4 520 8 
l:mploye,: Bcn.:!'11, 75 75 75 75 75 7 5 75 75 75 75 15 15 900 

00 OU 00 00 00 I JO 7 I lO 7 I }U 7 I JO 7 I JO 7 IJO 7 l}O 7 IJO 7 I JO 7 I }O 7 130 7 130 7 1,568 4 
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nHGU!ff Z 
1998-99 Fi,cal Y ur 

1998 --1999---

FTE S•larv O.t:'-1 No,-97 fh,c-97 Jan-95 Frb-95 ;\lar-95 Apr-98 May-98 Jun-98 Jul-98 Aui:-98 Srp-98 Oct-98 Nov-98 Drc-98 Jan-99 Frb-99 Mar-99 Total 

LUSS. 
I leahh lnformauon Anal) SI 10 7o o 28 0 0 08 0 08 0 17 

Systems Officer I 0 76 0 28 0 008 008 0.17 

Systems Support Officer I 0 76 0 28 0 008 0.08 0.17 

Registrar I 0 76 0 28 0 008 0.08 0.17 

Medical Travel Officer I 0 76 0 28 0 0 08 0 08 017 

Medical Travel Cieri. I o 76 0 28 0 0 08 0.08 0.17 

Medical Travel Clerk I o 76 0 28 0 0 08 0 08 0.17 

Insured Services Cieri. I o 76 0 28 0 0 08 008 0.17 

Rq:istration Clerk JO 76 0 28 0 008 008 0.17 

Ilealth Protection Consultant 10 76 0 28 0 0 08 0 08 0.17 

Dental Programs Con,uhanl I 0 76 0 28 0 0 08 0.08 0.17 

Communicable Disease Analyst I 0 76 0 28 0 0 08 0.08 0.17 

lluman Resource Officer I 0 76 0 28 0 008 0.08 0.17 

Secretary I 0 76 0 28 0 008 008 0.17 

·~ 0 
l.06~ 0 )92 0 000 0 00 0 00 0 00 0 00 000 0 00 0 00 0 00 0 00 000 000 0.00 000 000 1.17 1.17 2.33 

~:..~~.;.:.:.~:·.::::~::;._~:::"~~..;.:.:;:~:;. ____ ---'!:.~~~t:;.:§:~s-::~;:::::·;r-;.-. .:;;Jib.::::. ~~-~~-.;:~_;:_::;._.4{k¥-1:~;'144d:4.:....:·-:-::-;.:•=---==-=~!.;·~:-=--=-;:.-.. 1t:.-;:::i:-v-:.:F":j.:_;•·-:-· .. ;;,.1E=-t:4:;;;TI:1 1=•v r.:;:·.;.·.:.::-•r:.·-·· ·-- - .I •• ::r-. __ •• •1- ·1 ••• - -··-- t ·--.!.: ... .I. : •• M •• 

New Salary 88.7 88.7 177.J 

OtherO&M 32.7 32.7 65.J 

Employee Benefits 70 7.0 14.0 

00 00 00 00 00 00 00 00 00 00 00 0.0 00 0.0 00 128 J 128.J 256.7 

IQidL. 
910 6.~50 8 2,517 2 0 00 000 0JJ 03J 0 JJ 2 67 2 92 J 25 J 50 J 67 J 75 4 38 ,08 4 JS 6 -12 7 58 7.58 55.46 

1HHi:~lfS: :·:::'.:; ,::4~, :'.~;u::~:~=,:tt:Jtt::7:~;:;:::~~:~~:r~:-: ~-:~:::,:::~:,;:r.:::,;:7-7:.;;.;:1;:::<:::::::., '.!~·:. ~>.::~·::.::•. -:::'.::::: :~j: :: '::::··::.::i.:-:.::~-''"::: .:~::i.~;:; .;.~~::-~:: • ,' ~. •-·: :.:: ;: _~ t? ,,., . '' . - -•· 1' t ,:•~:· .;, '•· ',::,;;' .: • • •· ,'.· ·::::-::-;:::::;:~:•::::1:i::·:7:;j. ·:'.::u:.r ,::· ::: .. ::::-:::1;:::l~'.i·!:::-:, :r::::::1:,!;:;::r:, '. ; .::, ... ; -,•• ' 

New Salary 00 00 26 S 26 8 26 8 191 2 172 6 182 2 196 6 207 6 211 6 301.6 JOl.6 301.6 -148 9 537 6 537.6 J,671.1 
OtherO&M 00 00 8 4 8 -I 84 78 S 84 8 1278 IJO I IJI 9 IJ2 9 150.6 ISO 6 150 6 1771 209 8 209.8 1,759.9 
Employee Benefits 00 00 20 20 20 16 5 18 0 20 0 21 5 22 S 23 0 27~ 270 270 39 0 46 0 46.0 JJ9.S 
Informatics 00 00 00 00 00 00 00 00 00 00 00 00 00 00 00 00 00 0.0 

00 00 J7 2 J7 2 37 2 286 S 275 4 JJ0 0 3~8 2 )62 0 367.S 479.2 479 2 479.2 665.0 793 J 793.J S,770.S 
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C:H"f!iWff .l ar fl'':!I.U"HlV· rnLHC:H rn '.ff.:JB.r(1f- ff.:Jffltl'(i t>t:l Hfl! 
199&-99 Hsul \'ur 

199& --1999---
FTE S:>l.uy O&~I Jan-93 ftb-911 ~lar-98 Apr-911 ;\la)-9& Jun-911 Jul-98 Auc-98 ~p-98 Ou-911 No,·-911 D«-911 Jan-99 ftb-99 Mar-99 Total 1999-00 

EM.fil. 
Labour Rcla1ions Adminisua1ion 

Director I O 000 1.00 
Secretary I 0 0,00 1.00 

Labour Policy and Adjudication 
Collective Bargaining Speci:>lisl I 0 000 1.00 
Adjudication Specialist I 0 0.00 1.00 
Labour Policy Specialist I 0 000 1.00 

Government Accounting Adminisna1ion 
Director I 0 0.00 1.00 
Secretary I 0 0,00 I 00 

Corporate Services 
Manager I 0 0.00 1.00 
Revenue Analyst 1.0 0,00 1.00 
Collec1ions Officer I O 0,00 1.00 
Collections Officer I O 000 I 00 
Rc-·cnuc/Receivables I O 000 1.00 
Revenue/Receivables I 0 000 1.00 
FIS Operations Suppon Clerk I 0 000 1.00 

Corporate Reporting 
Manager I 0 000 1.00 
Reconciliation Officer I O 0,00 1.00 

Policy and Internal Control 
Manager I O 0,00 1.00 
Accounting Policy Officer I 0 000 1.00 
Accounting Policy Officer I 0 0,00 1.00 
Accounting Policy Officer I 0 0,00 1.00 

Job Evaluation Administration 
Senior Consuhant I 0 0.00 1.00 
Secreiary 1.0 0.00 1.00 

O1ganiza1ional Design 
Organiza1ional Design & Innovative Work I O 0,00 1.00 

Informatics Planning 
Informatics Architect I 0 0,00 1.00 

Microcomputer/Local Area Network 
Information Systems Officer OS 0.00 O.SO 

Budget and Evalunion Adminisua1ion 
Director I 0 000 1.00 
Secre1ary I 0 000 1.00 

Financial Managcmcnl Board Suppon 
Recording Secreiary OS 0.00 O.SO 
Financial Analysts I 0 000 I 00 
Financial Analysts I O 000 1.00 
Financial Analysts I 0 000 1.00 

Program Design and Evalua1ion 
Manager I 0 000 1.00 
Evaluation Specialists I 0 000 1.00 
Evaluation Specialists I 0 000 1.00 
Evaluation Specialisls I 0 0.00 1.00 

AuJ11 Bureau AJministra1ion 
Director I 0 000 I 00 
Secre1ary I 0 000 1.00 

ln1emal Audit 
Audiior I 0 000 I 00 
Audiior I o 000 1.00 
AuJi1or I 0 000 I 00 
Audiior I O 0 00 1.00 
Aud110r I 0 000 100 

~I 0 00 00 000 000 000 000 000 000 000 000 0 00 000 000 000 000 000 000 000 ◄ I 00 

Page 1 of7 



CHHiCUU' l l!I' t.FS!TLCD:'· Clf.LHCJL rn ff·IB[['f· fffffl:i'!i l't:l ·I l'fU 
1998-99 Hscal \'ur• 

1998 --1999----
HE S,.Luy OJ.:1\.1 Jan-911 Ftb-98 ;\lar-98 Apr-98 ;\lay-98 Jun-98 Jul-911 Auc-98 Stp-98 Oct-98 Nov-98 Dtt-98 Jan-99 Ftb-99 l\lar-99 Tolal 1999-00 

E.1.DU 
Plan and Direc1 

Dcpury Minis1er I 0 000 1.00 

Secre1a,y I 0 0.00 1.00 

Policy and Planning 
Director 10 000 1.00 
Secre1a,y I 0 000 1.00 
Policy Analyst I 0 0.00 1.00 
Records Manager I 0 0.00 1.00 
Procuremcnl Specialist I 0 0.00 1.00 

Finance and Administration 
Director I 0 000 1.00 
Secretary I 0 0.00 1.00 
Budget Planner/Analyst I o 0.00 1.00 
Finance Officer I 0 0.00 1.00 
Information Systems Officer I 0 000 1.00 
Clerk I 0 000 1.00 
Clerk I O 0.00 1.00 

Technical Services 
Director I 0 0.00 1.00 
Secretary I 0 0.00 1.00 
Manager, Project Management Suppon I 0 000 1.00 
Clerk Typist I 0 000 1.00 
Buildings and Works Advisor I 0 000 1.00 
Buildings and Works Advisor I 0 000 1.00 
Project Managemerll Advisor I 0 000 1.00 
Project Management Advisor I 0 0.00 1.00 
Infrastructure Advisor I 0 000 I 00 
Infrastructure Advisor I 0 000 1.00 
Manager, Technical Suppon I 0 0.00 1.00 
Clerk Typist 1.0 000 1.00 
Technical Officer I 0 000 1.00 
Technical Officer I 0 000 1.00 
Technical Officer I 0 0.00 1.00 
Technical Officer I 0 0.00 1.00 
T cchnical Officer I 0 000 1.00 
Technical Officer I 0 000 1.00 

T clecommunications 
T clccommunicauons Technologist I 0 000 1.00 
Systems Engineer I 0 000 I 00 
Systems Engineer I 0 000 1.00 
Sys1ems Engineer I 0 000 1.00 
Systems Engineer I 0 000 I 00 
Communiry Technician I 0 000 1.00 
Communiry Technician I 0 000 I 00 
Communiry Technician I 0 000 I 00 
Communiry Technician 0 0 00 I 00 
Communi1y Technician 0 0.00 1.00 
Community Technician 0 000 I 00 
Community Technician 0 000 1.00 
Communiry Technician 0 000 I 00 
Communiry Technician 0 000 I 00 
Communi1y Technician 0 000 I 00 
Communiry Technician 0 000 1.00 
Communiry Technician 0 000 1.00 
Communiry Technician 0 000 1.00 
Communiry Technician 0 000 1.00 
Communiry Technician 0 000 I 00 

510 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 S200 
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nff!iWi.l' l l!l' n·:~i!JW\'· !'B.lHC:H rn ff::18.l' L'e- ff::lffU,.'!i L>fl :I rrn 
19118-99 •·iscal \'nr 

19911 -···-1999 -··-·--··· 
Fil: sa1~,v 0,0,1 Jan-911 hb-911 :'olar-911 Apr-911 :'ola)-98 Jun-911 Jul-911 Auc-98 ~p-98 Ocl-98 No,··98 Dc,c-98 Jan-99 •·•b-99 Mar-99 To1al 1999-00 

CGll&T 
Corporale Services 

Secretary I 0 0 08 O 08 008 0 08 008 0 08 0 08 0 08 008 0 75 0 25 
Program Evaluation Otliccr I 0 008 0 08 092 
Secretary I O 0 08 0 08 0 08 0 08 008 008 008 0 08 0 08 0 75 0 25 
Accounting Claim Officer 10 008 0.08 092 
Policy Officer I 0 008 0.08 092 
Policy Officer I O 0 08 008 0.92 

Transponation Planning 
Senior Transponation Planner I 0 008 0 08 0 92 
Transpona1ion Planner I 0 008 0 08 0 92 
Transponation Analys1 I 0 008 0 08 092 
Safery and Public Affairs Coordinator I 0 008 008 092 

Communiry Dc:velopmcnl 
Secretary I 0 0 08 008 0 08 008 0 08 0 08 008 008 008 008 0.08 0 92 0 08 
Municipal Planning Engineer I 0 008 0 08 0 08 0 08 008 008 008 008 008 008 008 092 008 
Training CoordinalOr I 0 008 0 08 092 
Communiry Assc:ssmcnt Research Advisor I 0 0.08 0 08 092 
Senior Advisor, Communiry Monitoring 10 008 0 08 0.92 
Communiry Moni10ring Advisor I 0 0 08 008 092 
Senior Communiry Empowermcnl AJvisor I 0 008 0 08 092 

Consumer Services 
Secretary 0 5 0 04 0 04 0 46 
Consumer Officer I 0 0 08 0 08 092 
Senior Consumer Services I 0 0 08 0 08 092 

Communiry Planning and Lands 
Secretary I o 0 08 0 08 0 08 0 08 0 08 008 008 0 08 008 o 75 0 25 
Senior Planner I 0 008 0 08 008 0 08 0 08 0 08 0 08 0 58 0 42 
Surveys and Mapping Coordonator 10 

' 
008 008 008 008 008 0 42 0 58 

Training Coordinator I 0 0 08 008 092 
Programs and Lcgisla1ive Planner I 0 0 08 0 08 0 08 008 008 0 08 008 0 58 0 42 
Senior Programs and Legislative Planner 10 0 08 008 0 08 008 008 008 0 08 0.58 0.42 

Sport and Recreation 
Secretary I O 008 0 08 0 08 0 08 008 008 0 08 0 08 0 08 0 75 0 25 
Spons Program Advisor I O 0 08 0 08 0.08 0 25 0.75 
Facilities Program Advisor I 0 0 08 0 08 008 008 008 008 0 08 0 58 0 42 
Leadership and Program Development 10 008 0 08 092 
Leadership Officer I 0 008 008 092 

!lousing 
Needs Assessment and S1andirds Officer 10 0 08 0 08 0 08 0 25 0 75 
Community Empowem1cnt Ollicer I 0 008 008 0 08 0 25 · 0.75 

32 5 00 00 000 000 000 000 0 17 017 0.50 0 50 0 83 0 83 092 092 I 17 1.17 2 71 9 88 22 63 

l.r.,:hlu£ii-, d1H~.n1ll/1' 
Office of the Clerk 

Secretary I 0 000 I 00 
Rcsc.uch and Library Services 

Resea,ch Assistant I 0 000 I 00 
Ollice of the Speaker 

E,,ccutivc/ Administrau, e Assi,tant I o 0 00 I 00 
Language Commissioner 

Rcseatch Analyst I 0 000 I 00 
Exccu1ivc/Adminisua1i, e ,\s,i>t.1111 I O 000 I 00 

50 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 0 00 000 5 00 
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C:fff!i!llff ! ur fl '\'(Ti(/\'· rn.LHC:JL rn ff·IB.r 11e- ff·lffl\'(i lift Hfll 
1998-99 Fiscal \'car 

1998 --1999----
HE s~J.11\· O&!\.I Jan-98 •·•b-98 !\.lar-98 Apr-98 !\.lay-98 Jun-98 Jul-98 Au:-98 S.-p-911 Ocr-98 No,·-98 Drc-98 Jan-99 Frb-99 Mar-99 Tolal 1999-00 

.l.!ill.is:.c. 
Director ale 

Assis1an1 Deputy Minis1er I 0 0.00 1.00 
Secretary I O 000 I 00 

Policy and Planning 
Policy Analyst I o 000 I 00 
Adminisuarion Clerl I 0 000 I 00 
Secretary - Labour Standards OS 0.00 0.50 

Finance and Administrarion 
Budget Planner/Analyst I 0 000 I 00 
Revenue and Claims Analyst I 0 000 1.00 
Finance Clerk I 0 000 1.00 

L:gal Division 
Direclor, Cons1i1utional Law I 0 000 1.00 
Legal Counsel I 0 000 1.00 
Leg.al Counsel I 0 000 1.00 
Legal Counsel I 0 000 1.00 

Courts 
Court Clerk I O 000 1.00 
Sheriff/Administration Clerk I 0 000 1.00 
Secretary I 0 000 1.00 

Legal Regisuics 
ChiefTerri1orial Firearms Officer I 0 0.00 I 00 
D/Regislrar 1..cg.al Registries 1.0 000 I 00 

Corrections and Community Justice 
Corrections Specialist I 0 000 1.00 
Trainer I 0 000 I 00 
!\tanager Community Jus1ice I 0 000 I 00 
Corrections Specialist I 0 000 I 00 

20 5 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 20 50 

EiI1.!.Lru:L 
Finance and Administration 

Human Resource Officer I 0 000 1.00 
Finance Clerk I O 000 I 00 
Finance and Adminimation Clerk I 0 000 I 00 
Senior Finance Officer I O 000 I 00 
Junior Finance Officer I 0 000 I 00 

lax Collection 
Director I 0 000 I 00 
Secretary 10 000 I 00 
Ca.sh M.u1agemcnt Officer I 0 000 I 00 

Ri,l !\.bnagemcnt 
R,sk Mani,gemenl &. Insurance Officer I 0 000 I 00 
ltegisrrics Clerk 0 5 000 0 50 

Fiscal Policy 
Fiscal Policy Analyst I 0 0 00 I 00 
Fiscal Policy Research Assmant 10 000 I 00 

l.iqour Distribution 
General !\.tanager I 0 0 00 I 00 
Secretary I 0 000 I 00 
Finance and Adminisua1ion !\.l.1t1agcr I 0 000 I 00 

l.1qour Licc:ndng 
~tanager I o 000 I 00 
C'lcrk I 0 000 I 00 

S1aristics 
Statistician Assiswu 10 0 00 1.00 
Social Statistician I 0 000 1.00 
S1atis1ics Sysrems &. lnforma1ion !\.l.1t1a~cr 10 000 I 00 

19 5 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 19.50 
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CHHiatff l lll' t"l"~'(IW\'• rnmC:tl lJ.l H:.::tHrL'e.- ff .. ::it:El8{.1: l!t:L :i rrn 
1998-99 •·iscal \'ur 

1'198 --1999--
HE Sllary O&:M Jan-911 •·cb-91 Mar-98 Apr-98 ~lay-98 Jun-98 Jul-98 Auc-98 ~p-98 Ocl-911 Nov-98 Dtc-911 Jan-'19 Fcb-99 l\lar-99 Total 1999-00 

ITH 
Policy, Planning and Personnel 

Policy Analyse I O 000 1.00 
Coordina1or Evalua1ions I 0 000 1.00 
Coordina1or Corpora1e &:. Public Affairs I 0 000 1.00 

Career Development 
Secre1ary I 0 0.00 1.00 
Employmenl Planner I 0 0.00 1.00 
Career Dc:velopmcn1 Officer I 0 000 1.00 
Apprenticeship &. Occupa1ions Officer I 0 0.00 1.00 
Regisuar/Apprencice Programs Officer I 0 0.00 1.00 

Colleges and Continuing Education 
Pos1 Secondary Programs Officer I 0 000 1.00 
Li1eracy &:. Aduh Educa1ion Officer I 0 0.00 1.00 

Minis1ry Functions 
Finance Officer I 0 000 1.00 
Budge1 Planner I 0 0.00 1.00 
Finance and Adminisua1ion Anal)·s1 10 000 1.00 
Policy Analyse I 0 000 1.00 
Employee Assisunce Officer I 0 000 1.00 
Development Officer I O 0.00 1.00 
Dc:vclopmcnl Officer I 0 000 1.00 
Dc:vclopmcnl Officer I 0 000 1.00 
Secreiary I 0 000 1.00 
Curriculum Coordinaior I 0 000 1.00 
Curriculum Coordina1or 0 0 00 1.00 
Curriculum Coordina1or 0 0.00 1.00 
Curriculum Coordina1or 0 000 I 00 
Curriculum Coordinalor 0 000 I 00 
Secrciary 0 0.00 1.00 
Dis1ance Education Specialists 0 000 1.00 
Dis1ance Education Specialists 0 000 1.00 
Distance Education Specialists 0 000 1.00 

Public Library Services 
Territorial Services Clerk 0 0.00 1.00 
Cataloguing Sys1cms Assis1an1 0 0.00 1.00 
Order Clerk 0 000 1.00 

Finance and Adminisuation 
Adminisuative Assistan1 I 0 000 I 00 

Cuhure and Communica1ions 
Secretary I 0 000 1.00 
Telecommunications Officer I 0 000 1.00 
Radio and 1V Officer I 0 000 I 00 

Cuhure and Heritage 
Secretary 10 000 I 00 
Curaior of Collections I 0 000 I 00 
C onserva1ionist I 0 000 1.00 
Archaeologist I 0 000 1.00 
Archivist I 0 0.00 1.00 
Ethnologist I 0 000 I 00 
llis1orian 10 0 00 1.00 
Toponymisl 10 0 00 LOO 

Elders and Youth Affairs 
Secretary 0 5 000 0 50 
CoorJinalor. Elders and Youth Programs I 0 000 I 00 
CoorJinaior, Youth Policy and Proi;rarns I 0 0 00 I 00 

Languai;e Bureau 
Inuit language Specialist I 0 000 1.00 
lnuil Language Specialis1 10 000 I 00 

~1 5 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 47.50 
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nu,imff tar ff~inrn,·· rnmcH rn ffHJ.r, 1e.- ff:Jt:n~·,; L't:l urn 
1998-99 •·iscal \'ur 

1998 --1999---
HI: s~t.uv OJ:~t Jan-98 Frl>-98 ;\lar-98 Apr-98 ;\la,-9a Jun-98 Jul-98 Auc-98 xp-98 Ocr-98 Nov-98 lnc-98 Jan-99 Fcl>-99 J\lar-99 Total 1999-00 

f.xi:.rnti,·i:. Q(flr.i:.s. 
Commissioner's Office: 

Executive Assist:ont I 0 000 1.00 
Secrelary I 0 000 1.00 

Premier's Oflice 
E><ecurive Assis1ant I 0 000 1.00 
Principal Secre1ary 10 0.00 1.00 

Ministers· Offices 
E><ecutive Assistant 10 000 1.00 
E><ecutive Assistant I O 000 1.00 
Executive Assistant I 0 000 1.00 
E><ecutive Assistant I 0 000 1.00 
Executive Secretary I 0 000 1.00 
Execu1ive Secretary I 0 0.00 1.00 
Exccu1ivc: Secretary I 0 000 1.00 
Execu1ivc: Secretary I 0 000 1.00 

C orporalc: Services 
Finance &. Adminisua1ion Analyst I 0 000 I 00 

13 0 00 00 000 000 000 000 000 000 000 000 000 000 000 0.00 000 000 000 000 13.00 

RWED 
Finance and Adminisualion 

Financial Planning Officer I 0 000 1.00 
Human Resource: Officer I 0 0.00 1.00 
Finance Clerk I 0 000 1.00 

Sua1egic Planning 
Secretary I 0 000 1.00 

Environmc:nlal Pro1eclion 
Ener1.'Y Management Officer I O 000 1.00 
lfaz.udous Waste Officer I 0 000 1.00 

Trade and lnvestrncnl 
Secre1ary I 0 000 1.00 
Advisor, Arts and Crafts I 0 000 I 00 
Advisor, Business lnfrastrucrure I 0 0.00 I 00 
Coordina1or MarkCIS I o 000 1.00 
CoordinalOr BIP I O 000 1.00 

Minerals, Oils and Gas 
Coordinator Regional Planning I o 000 1.00 
Resource: Data Spccialis1 I 0 000 1.00 
Sccre1ary I O 000 I 00 
Resource: Economis1 I 0 000 1.00 

Fisheries and Wildlife 
Senior Advisor. Wildlife I 0 000 1.00 
Senior Advisor, IR.\f I 0 000 1.00 

Business Credi1 Corpora1ion 
Chief E><cculivc: Officer I 0 000 I 00 
Complrollcr 10 000 I 00 
Lending Officer I 0 000 1.00 
Adminisua1ive Coord111a1or 10 000 I 00 

NWT Dc:velopmenl Corporation 
Chief E ><eculivc: Officer 10 000 I 00 
Vice Prcsidcn1 !\.larlc1ing I 0 0 00 I 00 
Complroller I 0 000 I 00 
Business Advisor 10 000 I 00 

25 0 00 00 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 000 HOO 
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Cfff!i!'lff ! ll.l' fL 1/\'(J'l!l'S· rn.ll'LC:Jl W. ff.:Jll.[ I 1f.- fffffllS(i l!fl :J ffU 
1998-99 t"isul l'ur-

1998 ----1999 -----

FIE SaLuy O&M Jan-9111 t'tb-98 ~lar-98 A1>r-98 l\lay-98 Jun-98 Jul-98 Aur:-98 ~ ... 98 Oc1-98 No.,-9a Drc-98 Jan-99 t"rb-99 l\lar-99 Tolal 

~ 
S1ra1ci;ic Plannini; 

Coordina1or S1ra1c:gic Pl3llning I 0 000 

I 0 00 00 000 000 000 000 000 000 000 0 00 000 000 000 000 000 000 000 000 

IQ.IdL 
FTE's 257 0 170 7 000 000 000 0 00 0 17 0 17 0 50 0 50 0 8} 0 8} 092 092 1 17 I 17 2 71 9.88 

Posi1ions 000 000 000 000 2 00 2 00 600 6 00 1000 1000 11 00 11.00 14.00 1400 J2 50 
:•:.;~~'.::·:::,::~'.:.:/··/T= /~~~~:;_::~~~·~;::·-~:~ ~·~;~:~:~:.-~:~:::=~---=~.:=~~ :.,:::~·::::::.:=<. :,:· !::: :;:~ • .:. .. - .~ ,: .:~:-;·.>~",t•_ ·-::~~-~-: •-.::_::- ·-: __ :~-~- 2 :~ :~: ·;; -_;::z~.:·: ··:: := ~-:~~- .. : __ <._:·• :.'.· ;..~ .. ,~,~:~-- :~:··;-~·~_::.,::'.·.: ::::::· _;·_:::-:::. ::· ... :.::·. ~-~::::: :: .. ;·:·:.::;::::·.:,:-::::.::::·:=:::;·:·:,_::;.<:':~::;·~: : : >·. = • -• •• -•• :-:::.::: .::.•:_;: -::·- ~-- ·:._:,·:<, .. ~--,_ ., .. ·;.:•·: '.:;·~-1· ,. - • ,-

New Salary & Olhcr 0&!1.1 

OlhcrO&M 

1::mployc:c: Bc:ndiis 

00 
00 
00 

00 

00 
00 
00 

00 

00 
00 
00 

00 

00 
00 
00 

00 

28 4 

00 
I 0 

29 -I 

21! 4 

00 
I 0 

29-1 
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85 J 
00 
JO 

88 J 

85 3 

00 
JO 

88 3 

I-U2 
00 
50 

1-17 2 

IH2 
00 
50 

1-17 2 

156 5 
00 
5.S 

1620 

156 5 
00 
S.S 

162 0 

1991 
00 
70 

206 I 

1991 
00 
70 

2061 

462} 

00 
161 

478.5 

1,685 6 
00 

59} 

1,74-1.9 

1999-00 

1.00 
I 00 

247. IJ 
2200 

4J,867J 
00 

115.8 

43,983.1 





CA!l-x;uur-11/f n1,,·c1. i\'O/"C/Ul1<'Al. /0 SU/ff/!!' 
1998-99 Fiscal Year 

·········•1999 •••••••••••• 
HE Salarv O&M Jan-98 Feb-'ll! :\lar-98 Apr-98 Mav-98 Jun-98 Jul-98 Aug-98 Sep-98 Oct-98 Nov-98 Dec-98 Jan-99 Feb-99 Mar-99 Total 1999-00 

Justice 
16 50 000 000 000 000 000 0 00 0 00 000 000 000 000 000 0.00 000 000 000 16.50 

Finance 
I 50 0 00 000 000 000 000 0 00 0 00 000 0 00 0 00 0 00 000 0.00 0.00 0.00 000 1.50 

EC&E 
14 00 0 00 000 000 000 000 000 0 00 000 0 00 0 00 000 000 000 000 000 0.00 14.00 

RWED 
0 00 0 00 0 00 000 000 0.00 0 00 0 00 0 00 0 00 0 00 000 000 0.00 000 0.00 0.00 0.00 

1/&SS 
30 00 000 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0.00 0.00 000 0.00 0.00 0.00 0.00 30.00 

IQIAL 
FTE's 62 0 170.1 000 000 000 000 000 0 00 0 00 000 000 0 00 0.00 000 0.00 000 0.00 000 62.00 

-·----------·-·_--- ·---_----_-:::·- - - ·----- _::::f'~ -=:_; - ~~--- --::-·-- --,£";:;::::.:;:_-j;.~;9;r;:.-··e-:· ·-!-: .. _··-·_-· .--····----_ ----.=-· - --=-=-- -~- -:-~- -- ---=--·f"--~---·::;- -r.;;:.
0 _J::i·:·:--= ··.:-1:'. = 

New Salary & O&M 00 00 00 00 00 00 00 00 00 0.0 00 0.0 0.0 00 00 000 10,546.2 
Employee Benefits 00 00 00 00 00 00 00 00 00 00 00 00 0.0 00 00 000 34.5 

00 00 00 00 00 00 00 00 00 00 0.0 0.0 0.0 00 0.0 000 10,580.7 
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CHH.i!Uff f· e.B.t: l'Lett·,a,-v-c.-1rrnv 
1998-99 Fi>eal Yur 

19911 

FTE S'1lary O&'.\I No,-97 Orc-97 Jan-98 Frb-911 ~br-98 A11r-98 l\lay-911 Jun-98 Jul-98 Auc-98 S..p-98 Ocl-911 

FMBS- EaH 
Labour Relations Policy Officer I 0 68 -I 16 2 0 08 0 08 008 0 08 0 08 008 008 

Payroll Officer I 0 600 JH 008 008 0 08 008 0 08 008 008 008 

Payroll Officer I 0 600 JH 008 0 08 008 008 008 008 008 008 

Audi1or I 0 9-1 8 11 2 008 008 0 08 0 08 008 008 0 08 0 08 008 0 08 0 08 008 

Audi1or I 0 720 11 2 008 008 008 0 08 0011 0 08 008 0 08 0 08 0 08 0 08 008 

Audiior I 0 61 2 11 2 008 008 008 0 08 008 008 008 008 008 0 08 008 008 

Audiior I 0 61 2 11 2 008 0 08 008 008 008 008 0 08 008 008 008 008 008 
70 477 6 Ill 8 0 JJ OH 011 OH 0 so 0 58 0 58 0 58 0 58 0 58 0 58 0.58 

:~tt-:.1;0.:·::;·j·z:-~ 4~':.::::'.: :.: ::· ·:::::~::.:::-·;:-~:~:~::;:.:::'. =·~::~.:~ -=~·=:::~_;:· ·-~>~:::::::=.- __ .. :·.=;':;:c~ T>:.:: . ;( .. :.-.::.~:-: ~.:::~·-;.::-:.•::. ~½.:·_ •• -__ ,: .. +:w~:: --~ ---=-=~- _·:. ~;;; .:·:·>:.·~.n:b.r;:-._:;: _:~ .. :: :sritidi'~: ... ;; __ ·4;rnr· :. 1-;:1:.c::_:,, Hl 1.'.:J+..::::=.::.::1'.~::: .. m~. > /!:'.·'·;,·.; • 

Relocation Salary 241 241 2-1 I 24 I 1-1 I 39 8 39 8 39 8 39 8 39.8 39 8 39.8 
OthcrO&M -1-1 -I -I -1-1 -1-1 98 II 2 11 2 112 11 2 11 2 11.2 11.2 
Employee Bencfos 20 20 20 20 30 3 5 ) 5 J 5 J 5 ) 5 J 5 3.S 

JO 5 JO 5 JO S JO S -169 5-1 S 5-1 S 5-1 S 5-15 5-1.5 5-15 S-U 

CGH&T- East 
Environmcnw Analysl I 0 720 10 8 008 008 008 
Transponation Planner I 0 720 10 8 

20 14-10 21 6 000 000 000 000 000 000 000 000 000 008 008 0.08 
11:..:q . .;... 

Rdoca1ion Salary 60 60 60 
OthcrO&M 09 09 09 
Employee Bencfiis 05 OS OS 

00 00 00 00 00 00 00 00 00 74 7.4 74 

finance - £art 
Tax Auditor I 0 65 0 so 001 008 008 0 08 008 008 0.01 
Economic Statistician I 0 75 9 so ooa 008 008 008 008 008 008 

20 1-10 9 100 000 000 000 000 000 017 017 0 17 0 17 0 17 017 0.17 

Rdoca1ion Salary II 7 11 7 11 7 11 7 11 7 11 7 II 7 
OthcrO&I\.I 08 08 08 08 08 08 08 
Employee Uc:nc:fiis I 0 I 0 I 0 I 0 10 I 0 I 0 

00 00 00 00 00 13 6 116 13 6 136 11 6 13 6 13.6 

Exccucivc. Q{lica. - ~art 
Director - Division Sccrcwia1 I 0 996 96 0 08 008 008 008 008 008 008 008 0 08 008 
Policy Advisor I 0 86-1 48 008 ooa 001 ooa ooa 008 008 008 0 08 ooa 

20 1860 100 8 000 000 017 017 017 0 17 0 17 017 0 17 017 017 017 
,~~~~:::·:i".~=:t:;.:t::pi#:r:..::y~~~~·:===s~~~~:=,.-~;s~=:'•:1--:.:~-:~:.,:;;~4.;.y_·~~----~~~;:~.½. ;:.:~:-'"." ·,.;:.;._:_::: .. *--~~ _;-~~ -~. -=_,;4-: ~ !~-....EJ..:.,_-:_ "~_::~r-r-:::. ·-:zJrtfi.r:,:+jt:~iir=ffl··;:::FLi:·:·.:r~·~::::t:;·::r7:r~4tq'.:fq»r~--:-:--:~';~'.:-:::·s:,-:·., •·. 

Rcloca1ion Salary 
OthcrO&J\I 
Employee Benefits 

00 00 

15 S 
8 -I 

I 0 

2-19 

15 5 
8 4 

10 

2-l '1 

15 5 
84 
I 0 

2-19 

15 S 
a -I 
I 0 

249 
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15 S 
84 
I O 

24 9 

15 5 
84 
I 0 

2-19 

15 5 
84 
I O 

2-19 

15 5 
8 -I 

I O 

2-1 9 

15 S 
8-1 
I O 

2-19 

IS 5 
84 
I 0 

2-U 

Nov-98 

0 08 
008 
008 
008 
0 08 
008 
008 
0 58 

39.8 
11.2 
3.5 

54.5 

0.08 

008 

6.0 
09 
05 

7.4 

008 
ooa 
017 

11 7 
08 
I 0 

13 6 

0 08 
ooa 
017 

15 S 
8-1 
I 0 

2-19 

Drc-98 

0 08 
008 
0 08 
0 08 
0 08 
008 
008 
0.58 

39 8 

11.2 
J.S 

54.5 

008 

008 

60 
09 
OS 

74 

0 08 
008 
017 

11 7 
08 
I 0 

13 6 

008 
008 
0 17 

15 5 
84 
I 0 

2-19 

----1999 ---
Jan-99 

0 08 
008 
008 
008 
008 
008 
008 
0 58 

39.8 
11.2 
J.S 

54 S 

008 

008 

60 
09 
OS 

7.-1 

008 
0 08 
0.17 

11 7 
08 
I 0 

11 b 

008 
008 
0 17 

IS 5 
8 -I 

I O 

2-19 

Frb-99 

0 08 
0 08 
008 
008 
0 08 
0.08 
0.08 
0.58 

39 8 
11.2 
J.S 

54.5 

0.08 

0 08 

60 
09 
0.S 

74 

008 
0.08 
017 

11 7 
08 
I 0 

13 6 

008 
008 
0 17 

15 S 
8 -I 

I 0 

2-19 

l\lar-99 

008 
0 08 
008 
0.08 
0 08 
008 
0.08 
0.58 

39.8 
11.2 
u 

54.S 

0.08 
0.08 
0.17 

12.0 
1.8 

1.0 

148 

008 
0.08 
0.17 

117 
08 
I 0 

13 6 

0.08 
008 
0.17 

I 5 5 
84 
I O 

24 9 

To1al 

I 00 
I 08 
1.08 
I 42 
I 42 
1.42 
I 42 
8 81 

608.1 

161.2 
SJ.0 

822.3 

0.67 
0.08 
0.75 

54.0 
8.1 

4.5 

66.6 

1.00 
1.00 
2.00 

140 9 
100 
12 0 

162 9 

I 25 
us 
2 so 

232 S 
126 0 

15 0 

l7JS 



,·nniwn· 1· e.1I.t" L'll'l t·,tt·vr-11wv 
1998-99 Fiscal \'ur 

1991 
FTE S.ilarv O&M Nov-97 Otc-97 Jan-98 ftb-98 ~lar-98 Apr-911 May-98 Jun-98 Jul-91 Aut-98 ~p-91 Ocl-911 

llfl!{1/I f!.!1.d.S.Qr.iulSen·ir.c.1- Ear.c 
Regisuar, Vi1al S1a1istics I 0 76 0 28 0 0 08 008 0 08 0 08 008 008 
Vi1aJ S1atistics Officer I 0 76 0 28 0 008 008 008 008 008 0.08 
Budgel Analyst I 0 76 0 28 0 008 008 008 008 008 0.08 
Insured Services Officer I 0 76 0 28 0 0 08 008 0 08 008 008 008 
Claims Services Officer I 0 760 28 0 0 08 008 008 008 008 0.08 
l\ledical Travel Officer I 0 760 211 O 008 008 008 0 08 008 008 
Medical Travel Clerk I O 760 28 0 008 008 008 008 008 008 
Medical Travel Clerk I 0 760 2110 008 008 008 008 0011 0.011 
Insured Services Clerk I 0 760 28 0 008 008 008 008 0 08 008 
Regis1ration Clerk I O 76 0 28 0 008 0 08 008 008 008 008 

100 7600 2800 000 000 000 000 000 000 0 83 0 8} 0 83 0 83 0 83 083 
'.~~:-:,;'.::'.".~::'.:1:·:~ ::;.::=::·'~·:·. :;• .• ,:,,;::~:.~:~:·'=~=-~::::_-::::.:.~.'"· :'.·:s.-~~::: _:.::~=-:~ ~:·:.~~~~.'.:::'.: .;: ·_:~7~·~ ~. J: _".:..:. ~:. ~~:·. ~ ·--;,::. :-:::0·:: . .- :'.·:: •.. ;·,·_ ;~~ ~ :: • ~,' .•. -:,: ~:--~ - --_-:_-:.~ ·_:::· .~:-' · _-_ · --~:: :·:::·:·:'.!- :0:.:·: :1r:>: ,'.:'.' .::. _·:!.~~·:.-·: :'" · : .. ;:; .. ~:::;:·:::::·:: ':::'."..'.:'.:;:::·:'.::, :::•-::· __ - ·:'.::·: _:::'l· 

Relocation Sala,y 633 633 633 633 6)) 633 
OtherO&l\l 233 23] 233 23 3 233 23} 

Employee Benefits S.O 50 50 so so S.O 

00 00 00 00 00 00 91.7 91 7 91 7 91 7 91 7 91.7 

IQL:11.. 
23 0 1,708 S 546 2 OJ] OH 0 so 0 so 067 0 92 175 1.75 I 75 I 83 I 83 I 13 

i/::::i:iw.:~m;Fl='" ::~E u. ·:· -:.. •• "-=-·:!:f~;._:,=::#-~~.z:+ .. ~s.~:;.::;~:=!-~..u.;~~-;-J::=?·':°':_:- ~- :;~''. ·: ::· :-· ';.:..-·-: ::·:=-·;;;·~;-'~,,. j.-•··: •. '-:;:•·--::: - '!" : ;; ,. ~~: ·:_:-.- . ..: ~ =-~- .. ~:,~:\ . ..:.~~:.:_~ •• ~ --~- -~-- . . ) :. ;:_. ~.;-..:: .... : .:::;.::... ;'1:.'>i,:, - --. - .. :;f ·r -- • - ·::;.:1:~;;r: :::!:::-:~:::: :,:,;;·::c~;;::;~;·;;> 

Relocation Sala,y 
Olhc:rO&l\l 
Employee Bc:nefits 

EMBS-West 
Labour Relations Policy Ollicer 
Payroll Officer 
Payroll Officer 
Auditor 
Auditor 
Audi1or 
Auditor 

(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(7 0) 

(63 6) (16 2) 
(52 8) (32-1) 
(5.2 8) (32 4) 
(88 8) (13 2) 
(67 2) (ll 2) 
(56 4) (11 2) 

(56 41 (IJ 21 
(4)! 0) (Ill 8) 

24 I 
4 4 

20 

JO.S 

(008) 
(008) 
(0011) 
(008) 
(0 ll) 

24 I 
-14 

20 

JO S 

(008) 
(008) 
(008) 

(008) 
(0 ll) 

]9 6 

12 8 

JO 

SS4 

(008) 
(008) 
(008) 
(008) 
(0 Jl) 

39 6 
128 

30 

SS 4 

(008) 
(0 08) 
(008) 

(008! 
(0 Jl) 

496 
18 2 
40 

71& 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 50) 

670 
20 4 
s s 

92 9 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 58) 

1304 
43 7 
10 S 

184 6 

(008) 
(0011) 
(008) 
(008) 
(008) 
(008) 

(008! 
(0 SS) 

130 4 
417 
10 S 

IU6 

(008) 
(0 08) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 58) 

130 4 
43 7 
10.S 

184 6 

(008) 
(008) 
(008) 
(0 08) 
(0 08) 
(008) 

(008! 
(0 58) 

136 4 
44 6 
110 

192 0 

(0 08) 
(008) 
(008) 
(008) 
(008) 
(008) 

(008! 
(0 58) 

136 4 
44 6 
110 

192 0 

(008) 
(0.08) 
(008) 
(008) 
(0 08) 
(008) 

(008) 
(0 58) 

IJ6 4 
44 6 
11.0 

192.0 

(008) 
(008) 
(0.08) 
(008) 
(008) 
(008) 
(008! 
(0 SS) 

:'.~:1:::'.',~:.::.~_:.::;:'. ,- ::<~~>: .. ~:::~~'."~=~~:.: .:~~:'.~:>~~~'.. =~~:..:~--=-~--~:=~~-~~~:,;.::::~_-::_,:~:::•Ji_-_::.:-- __ ::-:=··.:.:\~ -_ -_.-: .-::~~ -=-· ::--=~·__:·~~----~-~;±f:_0_~-= _ .-- --~~.-~~:- • ::-~.-:_: .. ;:: :~·::::~': ~:-.::·~:-rJ:·: ·:: ::=:: _ .. _::::::~:·~~:-~·::.'.::~:;:.~~t~:::·:::::~::'.'.~:::.:::::~~:~::..:: =-:_ ', .. :·: ~::·> 

Reloca1ion Sala,y (22 4) (22 4) (22 4) (22 4) (JI 2) (36 5) (36 S) (36 5) (36 5) (36 S) ()6 5) (36 5) 
OthcrO&M (44) (44) (44) (H) (9 8) (11 2) (11 2) (II 2) (II 2) (11 2) (II 2) (II 2) 
Employee Benefits (2 0) (2 0) (20) (2 0) (3 0) (JS) (3 S) () S) (3 S) (3 S) (3.S) () S) 

(28 8) (28 8) (28 8) (:?8 8) (44 0) (SI 2) (51 2) (51 2) (SI 2) (51 2) (SI 2) (SU) 

CG.llsft.. T- Wt:.H 
Environmen1al Analyst (I 0) (51 6) (10 8) (0.08) (008) (0.08) 
Transportation Planner (I 0) (SI 6) (101! 

(2 0) (103 2) (21 6) 000 000 000 000 000 000 000 000 000 (0 08) (008) (008) 
TI~f~=F.Ib~~+tf·f1·:i;:H~:; ·t·:c[1t~~~~;:~~:!':..l;r.i::ltT:i:~Lt+~Y~j§f~tifeif?ff!inj•~!~j~1iE~ir♦:.:•:f:-ii.:.::1;.t! • _:!r• : ;_:c:;_ -; •. - ~::1 .:.:'.:t.> i:h ;;..:-·ii. i.:..;.i:ftV: .r,iJ:;-: ''..,:: 

Rdoca1ion Sala,y (4 3) (4 3) (43) 
OlherO&M (0 9) (09) (09) 
Emplo)'C:C Benefits (0 S) (0 S) (0 S) 

00 00 00 00 00 00 00 00 00 (5 7) (S 7J (5 7) 

Page 2 013 

Nov-911 

008 
008 
008 
008 
008 
008 
008 
0.08 
0.08 
008 
0 83 

63.3 
23 3 

S.O 

91.7 

I 83 

136 4 
44 6 
11.0 

192.0 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 

(008! 
(0 58) 

(36 5) 

(11 2) 
(l 5) 

(SU) 

(0.08) 

(008) 

(4 3) 
(09) 
(0 S) 

(S.7) 

Dtc-98 

0 08 
0.08 
008 
008 
008 
008 
008 
008 
0.08 
0.08 
0 83 

63 3 
233 
so 

91 7 

1.83 

136 4 
44 6 
11 O 

192.0 

(0 08) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 08) 
(0 58) 

(36 5) 
(II 2) 
(l S) 

(512) 

(008) 

(008) 

(4 3) 
(09) 
(0 5) 

(S 7) 

---1999---
Jan-99 

008 
008 
008 
008 
008 
008 
008 
008 
008 
008 
083 

633 
2ll 
so 

91.7 

I 83 

136 4 
44 6 
11.0 

1920 

(008) 
(008) 
(008) 
(008) 
(0 08) 
(008) 
(008) 
(0 58) 

(36 S) 

(I I 2) 
(l 5) 

(51 2) 

(008) 

(008) 

(43) 
(09) 
(0 5) 

(S 7) 

ftb-99 

0 08 
008 
0.08 
0 08 
0.08 
008 
0.08 
0.08 
008 
0.011 
0.83 

633 
2ll 

5.0 

91.7 

I 83 

136.4 
44 6 
II 0 

192.0 

(0 08) 
(008) 
(008) 
(0 08) 
(008) 
(008) 

(008) 
(0 58) 

(36 S) 
(11 2) 
(JS) 

(51 2) 

(0.08) 

(008) 

(4 J) 
(0 9) 
(0 5) 

(S.7) 

l\lar-99 

008 
0.08 
008 
008 
0.08 
0.08 
0.08 
0.08 
0.08 
0.08 
0.83 

633 
23.J 

S.O 

91.7 

1.92 

142.4 
45.S 
11.S 

199.4 

(008) 
(0.08) 
(0.08) 
(0.08) 

. (0.08) 
(0.08) 

(008! 
(058) 

(36.5) 
(112) 
(35) 

(SU) 

(008) 

(008! 
(0 17) 

(8 6) 
(I 8) 
(10) 

(11.4) 

Tolal 

092 
0 92 
0.92 
0.92 
0.92 
0.92 
0 92 
0.92 
092 
092 
9.17 

696.7 
256.7 

SS 0 

1,008.J 

23.25 

1,732.2 
S62 0 
139.S 

2,4ll.6 

(1.00) 
(108) 
(108) 
(1.42) 
(I 42) 

(1.42) 

~ 
(8 83) 

(558.8) 
(1612) 

(53 0) 

(773 0) 

(0.67) 

(008! 
(0 75) 

(38 7) 
(8 I) 
(4.S) 

(SU) 



C:SlHi!Ult' 1: ell£ lUl'tt·,u:':inlrnY. 
1998-99 Fiscal \'rar 

1998 
FTE S;aJar,• O&:!\I No,·-97 lnc-97 Jan-98 t'cb-911 !\lar-911 Apr-98 !\lay-98 Jun-911 Jul-98 Auz:-911 ~p-98 

Ei111w.c,- Wal 
Tax Audiior (I 0) (56 5) (5 0) (0 08) (008) (0 08) (0 08) (0 08) (0 08) 

Economic Statistician (I 0) (71 0) (SO) (008) (008) (008) (008) (008) (0 08) 
(2 0) (127 S) (l00) 000 000 000 0 00 000 (0 17) (0 17) (0 17) (0 17) (0 17) (0 17) 

;:r:~1~::;r·::'.'i~;:; ··~·;:·:::~' .:, : ;:.?"":.•~:.'.,~~.'.:::-::·•: '.·~:·:·•:~'.::~"~:- ::~~==::::::::::~·-·~;: -:~~~~~~;' ,_··~:1; :··:-.-:.:_:' ··.·~:-:·,• ;' -<···, ~-~_--:::~ ', • -·w•. ,,,r·T•.•-_.,:,:- ~-'· :~- ~ - • -~_:--~~-~-:1- ➔-~:,;~ -_ .. - ,,. - -~~~.;.-< :_ :' :: • :·_---~_:_:.·_tt-:~ ·': >-_-:4flt(_<:" • ' y-::.:::' ._·-r:·.:i)(' :··:~r-_:::::.:•-:.·::: ::.: >-:'": ;_ :_;:.-

Relocation Salary 
OlherO&:l\l 
Employee Benefits 

Eu(lail'e Offices - wm 
Dirccior • Division Secretariat 
Policy Advisor 

(I 0) (91 8) 

~804) 
(20) (1722) 

(96 0) 

!:!.!! 
(1008) 

00 

000 

00 

000 

00 

(008) 

10 08) 
(0 17) 

00 

(008) 

10 08) 
(0 17) 

00 

(008) 

10 08) 
(0 17) 

(10 6) 
(0 8) 
(I 0) 

(12 S) 

(008) 

~ 
(0 17) 

(106) 
(0 8) 
(I 0) 

(12 5) 

(008) 

~ 
(0 17) 

(106) 
(0 8) 
(I 0) 

(12 5) 

(008) 

(008! 
(0 17) 

(10 6) 
(0 8) 
(I 0) 

(12 S) 

(008) 

1008) 
(017) 

(10 6) 
(0 8) 
(I 0) 

(12 5) 

(008) 

(0 08! 
(0 17) 

(106) 
(0 8) 
(I 0) 

(12.5) 

(0.08) 

~ 
(017) 

:ii::µ:~~;;g:;::;~;:1:;;~~:::::::: ! ~~~ ~~-=• .::~~~-:;;:~;.;;;,,._~~;:~-:--.~::::~?DfF;·~=~~~~-~,: • .::,i•::-c·•;. ;-.:. -•- ~ ... :._; ~::·;-I --~ _;•: •· :•;. , ;" ~=-::-:_;::: -·• :·:;\ :;,•::; .:. _;; ;~ -..;.:--~;:- ._ ~~-~~;::-: • -·<;]:: ;-i -~::: :..:1 . . :r::~~-;:;~~:'.::~:;.ffif,~:;;:; •'f'.~:::1;;;~~;~:::.;,;~ ;:~;:;::;;::1;:~1:;~.:;;:;;:~;·~: t:;.;~::~~; :::;. -

Relocation Salary 
Omer O&:M 
Employee Benefits 

lk11.Wt aad. S!lci11.l ~n•i(c.s - Wac 
Registrar, Vital Statistics 
Vital Statistics Officer 
Budgct Analyst 
Insured Services Officer 
Claims Services Officer 
Medical Travel Officer 
Medical Travel Clerk 
Medical Travel Clerk 
Insured Services Clerk 
R~gistration Clerk 

(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 
(I 0) 

(I 01 
(10 0) 

(68 0) (28 0) 
(68 0) (210) 
(68 0) (28 0) 
(68 0) (28 0) 
(680) (28 0) 
(68 0) (28 0) 
(68 0) (210) 
(68 0) (210) 
(68 0) (210) 

(68 0) j28 0) 
(6800) (280 0) 

00 00 

000 000 

(IH) 
(8 4) 

(I 0) 

(23 8) 

000 

(14 -1) 
(8 4) 
(I 0) 

(21 8) 

000 

(14 4) 
(8 4) 
(I 0) 

(21 I) 

000 

(14 4) 
(8 4) 
(I 0) 

(21 8) 

000 

(14 4) 
(8 4) 
(I 0) 

(21 8) 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 08) 
(008) 
(008) 
(0 81) 

(14 4) 
(8 4) 

(I 0) 

(218) 

(0 08) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 

~ 
(0 8]) 

(144) 
(8 4) 
(I 0) 

(2J.8) 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 

!008) 
(0 81) 

(14 4) 
(8 4) 
(I 0) 

(21 8) 

(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(008) 
(0 08) 
(008) 

~ 
(0 83) 

(14 4) 
(8 4) 
(I 0) 

(21 8) 

~~ 
~~ 
~~ 
~~ 
~~ 
~~ 
~~ 
~~ 
~~ 
~~ 
(0 81) 

~;.;;"":~::~-' ·~-:;:- ~~-=--< ~:~'-~·':~~-~~ ·;=-.,--:--~-:?_=~-:.;~,;...:_ °"~~=:~~:~~~:. :..:~}::-~~;::;.~ .. :.::::.:-7"-:::~~::~.::,:.-~~_::--"'-~·:..~~:~;..:. :·i::- :7::-; -=-"'.-~ ···:~-=-~ -~ .:..:iz:k:.T, -: -_.:_ -.· :..::.-:·:=~->~·~-= ~:-::.-:~~:0:::::~:~"i::"Ff'.'.:::··,!fr:~:t;:::'.~:~::~£::~::2~3::~~::~~:~·: :~::~~:::?'.~:·::1_:·~:: 

Relocation Salary 
OlherO&:M 
Employee Benefits 

li2L1L. 
(21 0) (1.520 9) (5-16 2) 

00 00 

(0 Jl) (0 JJ) 

00 00 00 

(0 50) (0 50) (0 C,7) 

00 

(0 92) 

(56 7) 
(211) 

(S 0) 

(SS 0) 

(I 7S) 

(S6 7) 
(2] J) 
(50) 

(85 0) 

(I 75) 

(56 7) 
(21 l) 

(5 0) 

(115 0) 

(I 75) 

(S6 7) 
(2J J) 

(5 0) 

(85 0) 

(I 81) 

(56 7) 
(2J 1) 

(S 0) 

(85 0) 

(I 81) 
~~;i1lt:~~=~~;~h1:~~-~~~~.:.:.;~-~.:c ~: .. _ ·-~--:: ~---~-~--~~--~;-:~.;.:..:...~~~~:-J,~:;.:f~:iITE~t~~Fr2 1 ~11~1t~Ji~iii.;~~-•J.~~ ?::'-·. §½':! Fi;;ti~~~~7;~-• 1 .. -~ ·."+~ ·,~- -rJ;:~~ 1~~-;:f!~m~1i;r-;n*~~~~i~~u,1Hltt~~~:1:,,:1 :\r-:Riti;:iw:Fm~1~i~liiH1:i~tmJ:1:i~i ;f::::t;f;, • 

Rclocarion Salary 
OthcrO&:!\I 
Employee Ucndits 

(224) 

(H) 

(2 0) 

(22 4) 

(4 4) 

(2 0) 

(JC, 8) 
(12 8) 

(} 0) 

(lb 8) 

(12 8) 

(J 0) 

(45 6) 
(18 2) 

(40) 

(61 S) 
(20 4) 

(SS) 

(118 I) 
(417) 

(10 5) 

(118 I) 
(H7) 

(10 S) 

(118 I) 
(41 7) 

(10 S) 

(122 -'I 
(44 C>) 

(II 0) 

(122 4) 

(446) 

(II 0) 

Oct-98 

(0 08) 

(008) 
(0 17) 

(106) 
(0.8) 
(1.0) 

(12.5) 

(008) 

~ 
(017) 

(14 4) 
(8 4) 
(I.0) 

(2J 8) 

(008) 
(001) 
(0.01) 
(0.08) 
(0.08) 
(0.08) 
(001) 
(008) 
(008) 

~ 
(083) 

(56.7) 
(2J J) 

(S 0) 

(85 0) 

(I 81) 

(1224) 
(44 6) 

(11.0) 

Nov-98 

(008) 

(008) 
(017) 

(106) 
(0 8) 
(10) 

(12.S) 

(008) 

~ 
(017) 

(14 4) 
(8 4) 
(10) 

(2J 8) 

(008) 
(008) 
(008) 
(008) 
(0.08) 
(0.08) 
(008) 
(008) 
(008) 

~ 
(0 8]) 

(56 7) 
(2J.l) 

(S 0) 

(85 0) 

(I 81) 

(1224) 
(446) 

(II 0) 

Dec-98 

(008) 

(008) 
(0.17) 

(10 6) 
(0 8) 
(I 0) 

(12.5) 

(008) 

~ 
(017) 

(14 -1) 
(8 4) 
(I 0) 

(21 8) 

(008) 
(0.08) 
(008) 
(008) 
(008) 
(0 08) 
(0 08) 
(0 08) 
(008) 

10 08) 
(0 8)) 

(S6 7) 
(21 J) 

(5 0) 

(85.0) 

(I 81) 

(122 4) 
(44 6) 
(II 0) 

--1999----
Jan-99 

(008) 

(008) 
(017) 

(10.6) 
(0 8) 
(10) 

(12.5) 

(0.08) 

~ 
(017) 

(144) 
(8 4) 
(I 0) 

(238) 

(008) 
(0.08) 
(008) 
(008) 
(008) 
(0.08) 
(008) 
(008) 
(008) 

~ 
(0 8]) 

(56.7) 
(2J )) 

(5 0) 

(85 0) 

(I 81) 

(122 4) 
(44 6) 

(II 0) 

Feb-99 

(0 08) 

(008) 
(0 17) 

(106) 
(0 8) 
(10) 

(12.5) 

(008) 

~ 
(0 17) 

(14.4) 
(8 4) 
(10) 

(21.8) 

(008) 
(008) 
(008) 
(0.08) 
(0 08) 
(008) 
(008) 
(0.08) 
(0 08) 

~ 
(0 81) 

(56 7) 
(2J J) 

(5 0) 

(85 0) 

( I 8J) 

(122 4) 
(H6) 

(II 0) 

Mar-99 

(008) 

(008) 
(0 17) 

(106) 
(0 8) 
(10) 

(12 5) 

(0.08) 

~ 
(0.17) 

(14.4) 
(8 4) 
(10) 

(21.8) 

(0.08) 
(008) 
(0.08) 
(0.08) 
(008) 
(0.08) 
(0.08) 
(0 08) 
(0.08) 

~ 
(08J) 

(S6 7) 
(21 J) 

(S 0) 

(85 0) 

(I 92) 

(126 7) 
(4S 5) 

(IU) 

(28 8) (28 8) (S2 6) (52 6) (671) (874) (1724) (1724) (1724) (1781) (1781) (1781) (1781) (1781) (1781) (178.1) (181.8) 
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To1al 

(I 00) 

(I 00) 
(2 00) 

(127.5) 
(100) 
(12 0) 

(149.S) 

(125) 

~ 
(2.50) 

(215.J) 
(126.0) 
(IS 0) 

(]56.J) 

(0.92) 
(0.92) 
(0.92) 
(0.92) 
(0.92) 
(092) 
(0.92) 
(0.92) 
(0 92) 

~ 
(917) 

(62J l) 
(256 7) 

(SSO) 

(915 0) 

(23 25) 

(1,56] 6) 
(562 0) 
(IJ9 S) 

(2,26S I) 





C-t n·:<:ORI' 6 II I" fll.\"(T/0.V: ll'J-:ST/-:RN ,WJIIST.\fl-.'l\TS 

19911-99 Fhc-.tl Yrar 
19911 --1999---

!·TE Cnsts Sa,1.n~s No,·-97 D.-c-97 .hn--911 Ftl>-911 :\lar-98 Apr-98 :\by-911 Jun--98 Jul-98 Au~-98 Srp-98 Oc1-98 No,·-98 Dtt-911 Jan--99 Frb-99 J\l:ar-99 Total 1999-00 

FMBS (lo 50) (0 OH) (0 OH) (0 Oli) (0 OH) (0 OH) (0 0t!) (0 OH) (0 08) (0 08} (0 08} (0 08) (017} (0.17) (0.17) (0.17) (0.17) (0.17) (1.92) (24.58) 

PW&S ()0 00) 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0.00 0.00 (0.50) (0.50) (0.50) (1.50) (24.00) 

CGll&T (-t8 00) 0 00 0 00 0 00 0 00 0 00 (0 10} (0 10} (0 10} (0 10) (0 70) (0 70) (0.70) (0.70) (0.90) (0.90) (0.90) (340} (9 30) (7.00) 

JuslJce (7 00) 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 000 0.00 0.00 0.00 000 (0.58) (0.58) 0.00 

Finance (750) 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0.00 0 00 0 00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 (7.50) 

EC&E (28 70} 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 (0 21) (0.21) (0.21) (0.25) (0.25) (0.25) (0.33) (0.33) (2.04) (23.70) 

Executive Otlic~s (1-100) 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0.00 0.00 0.00 0.00 000 0.00 0.00 (14.00) 

RWE&D (-17 00) 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0 00 0.00 (2.08) (2.0ll) (208) (2.08) (8.33) (22.00) 

ll&SS ~ (0 -lei) (0 -16) (0 -lo) (0 -16) (0-16) (0 -16) (2 21) (2 21) (2 21) (2 21) (2 21) (2.21) (2.21) (2.21) (2.21) (2.52) (2 52) ~ 0.00 

TQTAl,CATIGORH (2-IO 20) (0 5-1) (0 5-1) (0 5-1) (0 51) (0 5-1) (0 6-l) (2 39) (2 39) (239) (3 20) (3.20) (3 29) (3.33) (5.61) (6.11) (6.50) (9.58) (51.36) (122.78) 
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MR. ROY ERASMUS 
CHAIRMAN 

APR O 7 1997 

STANDING COMMITTEE ON GOVERNMENT OPERATIONS 

Environmental Liabilities - NWT 

The Financial Management Board Secretariat undertook, at the direction of the FMB, 
to provide the Committee with an inventory of sites in the Northwest Territories where 
potential environmental liabilities existed. The list has now been compiled and is 
attached. Unfortunately, at the time of the writing of this letter, the Workers' 
Compensation Board had not yet responded to our request for information. 
Nonetheless, as you can see, the list of sites where contamination is known to exist 
or may exist totals some 624 sites throughout the Territories. The cost of doing just 
the detailed environmental assessments to determine any actual damage to the 
environment and estimated remedial costs would probably be in the range of 
$6 million to $30 million based on the need to assess over 600 sites at a cost ranging 
from $10,000 to $50,000 or more a site. 

I trust the attached information will be of use to the Committee. 

Attachment 

John Todd 
Chairman 

cc: Doug Schauerte, Clerk, Standing Committee on Government Operations 

CARTER/smith 
Voytilla chrono 
Government Accounting file 
Government Accounting chrono 
u:/envosite.doc 



Inventory of Sites Where Possible Environmental Liabilities Exist 

Sites Identified to Date 

TYPE DEPT. NO. RATING FOR ENVIRONMENTAL 
LIABILITY 

Solid Waste/Bulky Waste/ Sewage MACA 190 Most Likely remediation cost 
Lagoon/Honey Bag Disposal/Quarry estimate ranges from $18.5 to 

$179.4 million (may be too low).1 

Fuel facilities (Tank Farms) PW&S 45 30 are rated likely or most likely to 
be contaminated. 2 

Garages/Underground Fuel PW&S 40 Unknown, at 7 sites contamination is 
Tanks/Unbermed Tanks (only strongly suspected. 3 

unregistered tanks reported here) 
H&SS 1 Tank at Fort Liard was replaced in 

1996/97 at a cost of $12,000. 

Fuel Caches, Helicopter Fueling RWED 236 16 sites bulk storage of fuels and 
Systems, Jet Fuel Distribution fire suppressants exist. The 
Systems and Aviation Gas Bulk balance of 220 sites storage is by 
Systems drum and represent less of an 

environmental threat. Cost of 
assessing the 16 sites is estimated 
at $10,000 per site. 

Generating Plants/Office Power Corp. 57 Unknown. 
locations 
1 office 

Transportation Garages!Workyards Trans. 24 $247,000 spent on remediation to 
date. Cost of studies (spent or to be 
spent) is estimated to exceed 
$450,000 (in 9 cases out of 24 this 
does not include testing to 
determine remediation costs). 
Estimated remediation costs are, at 
this time, unknown. 4 

Underground Fuel Tanks (registered Various as 54 There are 54 tanks at 44 sites. The 
with the Fire Marshall) per attached status of the tanks is unknown in 

list most cases. 5 

Above ground Fuel Tanks (registered Status of the tank is unknown. 5 

with the Fire Marshall) 
TOTAL 648 

Fuel Spills NWT 24- 41 Represents spills occurring in 
Hour Spill 1994/95 that GNWT or NWTPC 

Report Line were responsible for. (All 
remediated). Unknown how many 
are unreported. 

Third Party Leased Sites LJK6 Sites where ownership of the land 
returns to the GNWT at the end of 
the lease. 



Inventory of Sites Where Possible Environmental Liabilities Exist - cont'd 

Total sites where contamination exists or may exist is 624 sites out of a total of 648 sites identified to date. 
At 23 sites no contamination is expected (in a few cases this has been confirmed by inspection). 

To quantify the cost of remediation would require detailed environmental assessments in excess of 600 
s_ites. The costs of these studies alone would probably run from $10,000 to $50,000 or more a site. Even 
if the studies were to average only $10,000 at site, they would cost in excess of$ 6 million. 

FOOTNOTES 

1. At $20,000 per site total cost of environmental assessment (EA) would be $3.8 million. 
2. Note EA costs are estimated at $2 million. 
3. At $10,000 per site total cost of EA would be $400 K. 
4. Health hazards may exist at the lnuvik Airport Maintenance Garage, AV Gas Parking Garage (Rankin 

Inlet). • 
5. This represents only tanks that are registered with the Fire Marshall's office. 
6. UK = unknown. 



Appendix 3-1 
GNWT Computer Applications List 

Education, Culture & Employment: 
Computer Inventory: Tracks EC&E computer inventory. 
EDUCAS •: EDUCation Apprenticeship System. 
ENTER: Education's Northern Training and Employment Register 
FirstClass Client: Electronic mail for EC&E users. Allows schools staff, 
teachers, and students to communicate with each other. 
SASS•: Social Assistance System. 
SCSB •: Senior Citizens Supplementary Benefits system. 
SMART •: Student Monetary and Recovery Tracking system. 

Finance: 
Claims: Insurance Claims database. 
Corporate Income Tax: Corporate Income Tax database. 
OMS: Debenture Management System. 
DSLP: Deferred Salary Leave Plan. 
FTS: Fuel Tax System. 
Income Tax System: Database of personal and corporate income tax 
used for analysis of income tax issues and modeling income tax system. 
PATA•: Property Assessment TAx system. 
PTS: Payroll Tax System. 
Payroll Tax Database: Payroll Tax Database. 
Personal Income Tax: Personal Income Tax database. 
Personal Income Tax Model •: Model of personal income tax system 
used to project future tax collections. 
Property Tax Database: Property Tax Database. 
Tactical Forecast: Six week Tactical Forecast and actual/projected 
review. 
TMIS: Treasury Management Information System. 
T-STAT: Territorial STATistics on-line. 
TTS: Tobacco Tax System. 

Financial Management Board Secretariat: 
Contract Report: Contract Report database (receives info from FIS). 
Corporate GSN •: Corporate Government Services Number. 
Division Database: Division Database (receives info from FIS). 
FIS•: Financial Information System. 
GHRS •: Government Human Resource System. 
GHRS User Database: GHRS User Database. 
HRIS •: Human Resource Information System (Payroll) 
LCDB: Labour Costing Database (under development - receives info from 
FIS and GHRS) 
IDEA: Audit package to plan for financial audits 
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Health and Social Services: 
NHIM •: Northern Health Information Management system, umbrella 
system including: 
• Health care registration. 
• Medicare. 
• Territorial Health Insurance System (THIS). 
• Extended Health Benefits/Additional Drug Assistance (EDB/ADA). 
• Medical travel. 
• Community Health Management Information System (CHMIS). 
• Cancer registry. 
Vital Stats •: Vital Statistis system. 
PREG •: Business and Professional licensing REGistry. 
ADPP •: Alcohol and Drug Prevention Program. 
TB Registry System: Tuberculosis Registry System. 
Communicable Disease Database: Communicable Disease Database. 
Notifiable Disease Database: Notifiable Disease Database. 
Vital Statistics Database: Vital Statistics Database. 
Adoption Database: Adoption Database. 
Alberta Hospital Admissions: Records hospital admissions for NWT 
residents. 
Family Violence Prevention Database: Family Violence Prevention 
Database. 
Suicide Reporting Database: Suicide Reporting Database. 
GSC: Hospital information system installed at 5 NWT hospitals. 
ORMED: Financial system installed in regional health boards. 
Computer Ease: Payroll system used at Stanton Regional Hospital. 
WELLCOM: Community health information system installed as a pilot. 
CWIS: Child Welfare Information System. 
Clinical Pharmacist: Pharmacy management in use at Stanton and 
lnuvik. 

Housing Corporation: 
Access Information System: Stores and processes information about 
applicants applying for the Access Program. 
Capital Land and Unit Building Inventory: Contains the raw data 
related to all Housing Corporation housing units and related land. 
CIBC Payroll System: Process the payroll for all the Housing Corporation 
employees. 
Client Information: Tracks all public housing clients. 
Community Unit Inventory/Condition Rating: Community unit inventory 
database, tracks condition ratings over 5 year period. 
Fire Relief Fund Information: Tracks all tenants who received assistance 
from the Fire Relief Fund. 
Household Income Form Program: Household Income Form Program. 
HC Assets System: Tracks all assets of the Housing Corporation. 
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HC FIS •: Housing Corporation Financial Information System. 
MAS: Mortgage Administration System. 
Mini Estimating System: Generates cost/weight estimates for 
miscellaneous construction items. 
MMRS: Maintenance Management Reporting System. 
Needs Survey Program: Needs Survey Program. 
Project Status System: Tracks and reports on the current status of all 
construction projects. 
Rent Review Database System: Determines unit rents. 
Repayment Scale Program: Repayment Scale Program. 
Write-off Information Base: To track any public housing units being 
written off. 

Justice: 
CompuTrust: Trust accounting information system. 
JIS •: Justice Information System. 
JUROR: Jury management information system. 
LAIS•: Legal Aid Information System. 
MEP •: Maintenance Enforcement System. 
PPRS: Personal Property Registry System. 

Municipal and Community Affairs: 
Budget Allocation System: Budget Allocation System. 
Capital Planning System •: To develop plans for the design, 
development, and funding of capital projects. 
Capital and O&M Financial Management System: Capital and O&M 
budget tracking and reporting system. 
Community Land Management System: To meet the basic land 
administration needs of municipalities. 
Property Assessment System: Currently on HP, moving to PC platform. 

Public Works & Services: 
BOARD •: GNWT bulletin board system. 
CAMS •: Capital Assets Management System. 
CENDEC: Maintenance Management System 
FRMMGMT •: Forms Management system. 
EIPROD •: Electronic Invoicing system. 
LMS •: Lease Management System. 
PMIS •: Project Management Information System. 
PPD •: Petroleum Products Division system. 
PWML: Public Works Mail Log system. 
Rental: Keeps all the applications made and their updates. 
RECMGMT •: Records Management system. 
RFIS •: Revolving Fund Information System. 
TDS •: Telephone Directory System. 
TEBS •: Telephone Electronic Billing System. 
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UMS •: Utilities Management System. 

Transportation: 
AMMS: Airports Maintenance Management System. 
COMS and Quicken: For recording airports related revenues and 
expenditures. 
FIRST: To calculate landing fees. 
HOMMS: Highway Operations Maintenance Management System. 
MMMS: Marine Maintenance Management System. 
MVIS •: Motor Vehicles Information System. 
PASS: Print security passes and keep ·a relevant database. 

Resources, Wildlife and Economic Development: 
Art Inventory System: Keeps track of all art objects in GNWT inventory. 
Capital Planning System: Allows tracking of capital projects and access 
to information by regional offices. 
Community Profile Database: Community Profile Database. 
Economic Indicators Database: Socio economic statistical data. 
FOAM •: Forest fire management. 
Game License •: Game Licensing system. 
LAS •: Loan Accounting system. 
TIS: Tourism Information System. 

• Systems residing in the central GNWT Hewlett Packard 3000 platform. 
Other systems operate on· departmental microcomputers. 
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TRANSITION O&M 
- Interim Commissioner 
- Electoral Boundaries 
- Nunavut Election 
- NIC 
- Commissioner 
- Statutes Revision 

TOTAL TRANSmON O&M 

OTHER O&M 
- Salaries 
- Other O&M 
- Infrastructure O&M 
- Housing O&M 
- Systems Development 
- Minor Capital 
- Federal Departments 

TOTAL O&M 

CAPITAL 
- Comm. Infrastructure 
- Housing 
- Federal Departments 

TOTAL CAPITAL 

TRAINING {TOTAL) 

TOTAL FUNDING 

($0001s) 
1996/97 97/98 

3 000.0 3 500.0 
0.0 250.0 
0.0 0.0 
0.0 0.0 
0.0 0.0 

340.0 304.0 

3 340.0 4 054.0 

0.0 0.0 
0.0 0.0 

200.0 800.0 
0.0 100.0 

50.0 450.0 
0.0 0.0 

2 171.3 3 153.9 

2 421.3 4 503.9 

3 238.0 10 817.0 
662.0 4 818.0 
500.0 4 980.0 

4 400.0 20 615.0 

12 700.0 12 soo:o 

22 861.3 41 672.9 

98/99 99/00 TOTAL 

3 500.0 . 0.0 10 000.0 
0.0 0.0 250.0 

160.0 340.0 500.0 
1 000.0 250.0 1 250.0 

100.0 0.0 100.0 
400.0 0.0 1 044.0 

5 160.0 590.0 13144.0 

5 408.6 0.0 5 408.6 
3 699.3 0.0 3 699.3 
4 540.0 0.0 5 540.0 
4 151.0 0.0 4 251.0 
1 500.0 0.0 2 000.0 
5 000.0 2 775.0 7 775.0 
5 572.0 7 317.5 18214.7 

29 870.9 10 092.5 46 888.6 

4 654.0 12 036.0 30745.0 
301.0 241.0 6 022.0 

4 980.0 2 800.0 13 260.0 

9 935.0 15 077.0 50 027.0 

10 600.0 4 000.0 39 800.0 

55 565.9 29 759.5 149 859.6 


