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1 INTRODUCTION  
 
In October 2008 all Members of the 16th Legislative Assembly met together to discuss their 
vision for the next four years, agreeing on a vision of ñstrong individuals, families and 
communities sharing the benefits and responsibilities of a unified, environmentally sustainable 
and prosperous Northwest Territories.ò These ideas and goals were further defined in 
Northerners Working Together, published in December 2008. 
 
Based on the vision and priorities of the Assembly, the Cabinet identified a set of five strategic 
initiatives that will serve as the basis for the GNWTôs planned actions over the next four years. 
One of these, ñRefocusing Governmentò, aims to improve the effectiveness and efficiency of 
government operations. 
 
Department of Human Resources (DHR) responded in kind to this initiative with the goal of 
creating a Corporate Human Resources Strategic Plan and supporting Action Plan to guide 
implementation.  
 
In striving to fulfill its mission, the GNWT faces several challenges which can be grouped in five 
areas:  
 
Stabilizing Service Delivery 
Á Customer service response times to client departments needs to be improved; 
Á Pay and benefits inquiries and processes are inefficient; 
Á Service provision and corresponding roles are not always linked; 

 
Attraction & Recruitment 
Á Comparatively higher salaries in private sector employment;  
Á Recruiting qualified Aboriginal employees (who constitute over 50% of the NWTôs 

population but comprise only about 31% of the NWT public service);  
Á Recruiting employees from the South, due to the high cost of living and the small size 

and remote location of most NWT communities;  
Á An aging workforce; imminent retirement of a large proportion of senior management;   
Á Recruitment pressures from a finite (and decreasing) skilled and professional labour 

pool; 
 
Engagement & Retention 
Á Desire to develop northerners for leadership and management roles;  
Á Employee satisfaction and engagement including the provision of a quality and healthy 

work environment 
 
Learning & Development 
Á Managing a work environment that has nine official languages (all but two of which are 

Aboriginal) and respects cultural differences and the unique social conditions of the 
North; 

Á Managing expectations (internal, external and public);  
Á Continuous change forces based on social, economic, political and fiscal realities ï 

including competitive/attractive compensation and benefits;  
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Success & Succession 
Á Expensive housing, with limited staff housing availability in many communities;  
Á The loss of corporate history when public servants retire or pursue careers in the private 

sector. 
 
Under these circumstances, developing a competent, professional work force born in the NWT 
remains an ambitious goal. While the government has made impressive strides since its 
establishment in 1967, the GNWT needs to successfully address both its pan-Canada and 
NWT-specific human resource challenges in order to fulfill its mission and achieve its vision and 
supporting objectives. 

 

1.1 Project Goals and Objectives  
 
The goal of the Human Resources Strategic Plan (ñStrategic Planò) is to ensure the GNWT 
public service reflects the demographics of the territory as a whole and provides a work 
environment that reflects principles of fairness, equity and accountability. Primary objectives of 
the strategic plan are to describe the initiatives that will be undertaken over the next decade in 
re-affirming the GNWT public service as the best place to work in the NWT. The plan will also 
set the stage and provide the framework for the development of individual departmental human 
resource plans. 
 
The accompanying Action Plan (under separate cover) will be the guiding document that 
describes the specific work that will be undertaken between 2009 ï 2012 in realizing the goals 
set forward in the strategic plan ï a plan that will reflect the unique needs and aspirations of 
NWT residents. 
 
The plans support the GNWTôs desire to ensure it has the ñright people, in the right places at the 
right timeò. To achieve this, the approach to the assignment facilitated the identification of 
innovation to manage the challenges and drivers facing the GNWT Public Service.  

 
The Strategic Plan provides the vision, long-term goals and key initiatives necessary to guide 
the public service towards becoming an employer of choice in the territory over the next 10 
years. It reflects the aspirations of multiple stakeholders: (1) the 16th Legislative Assembly; (2) 
GNWT public service; (3) special interest groups (e.g. youth, persons with disabilities, unions); 
and (4) Aboriginal government and Community government partners. It also reflects research 
into best practices within the public services in other jurisdictions.   
 
The Action Plan identifies short-term objectives, actions, timeframes and performance results 
required to make progress in implementing the HR strategic plan and realizing the strategic 
planôs stated goals during the 16th Legislative Assemblyôs tenure. It focuses on issues such as 
developing a client-centered corporate culture; the creation of department-specific HR plans; 
resolving inconsistencies in service delivery to clients; enabling HR centres of excellence by 
building linkages across HR resources in various GNWT departments; and benchmarking the 
GNWTôs performance in relation to other jurisdictions.  
 

1.2 Project Approach and Methodology 
 
The collaborative team assembled for this project leveraged its collective strengths, including: 
thorough knowledge about the NWT context and history; experience in all aspects of human 
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capital planning and management; and the methodological aspects of the objectives achieved in 
successfully executing this project. 
 
A facilitated and client-centered approach to strategic planning is key to an effective and 
successful set of plans. The real value of the approach is that most of the knowledge needed to 
establish priorities, confirm organizational culture and values, identify goals and develop 
actions/implementation plans for an enhanced planning framework exists in the management, 
staff and partners of the organizations involved.  
 
The purpose of a facilitated approach was to mine the corporate knowledge by directly involving 
the management, staff, special interest groups, and partners in assessing and defining the 
future human resource and organizational needs. This methodology leads to: 
 
Á Confirm the common vision; 
Á Flesh out, goals and principles to support the vision; 
Á Identify the challenges and opportunities facing the department; 
Á Chart a path forward for achieving the goals while being sensitive to the unique NWT 

drivers facing the public service; 
Á Identify implementation requirements including costs, staffing changes, risks, and other 

factors based on findings; 
Á Identify performance measurement systems to evaluate the effectiveness of 

implementation plans; 
Á Identify implementation time frames, roles and responsibilities, accountability 

mechanisms, and contingency measures for implementation; 
Á Provide advice and options for innovative business practices; and 
Á Actively involve key partners (e.g. department heads, collective bargaining units, public 

service employees, Aboriginal and Community governments) in developing the HR 
Strategic Plan. 

 
The consultants designed and led processes (i.e. focus groups and interviews) in such a way 
that issues were identified and discussed, the range of options were fully assessed and the 
implications of any selected action were fully understood and addressed (Figure 1). Details on 
the work program are available in Appendix 1.  The collective project teams ensured that the 
right questions were asked, and that the right people were involved. 
 
FIGURE 1: STRATEGIC PLANNING AND ACTION PLANNING STAGES      
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A variety of stakeholders reflecting the geographic diversity of the GNWT public service, as well 
as tenure, profession (e.g. health, social services, education, etc.) and rank (i.e. interns, 
management, senior management) within the organization were engaged, contributing valuable 
time and feedback to the review team.  
 
The review team conducted interviews, meetings, focus group sessions, and surveys (both 
online and by mail), including individuals and organizations within and external to the GNWT. 
These sessions and surveys provided feedback from MLAs, the NWT Teachers Association, the 
Union of Northern Workers, deputy ministers, persons with disabilities and other special interest 
groups, Aboriginal governments, community governments, and all levels of GNWT staff, forming 
a solid set of qualitative and quantitative information to be analyzed and examined in developing 
the Strategic Plan. A tabular summary of the consultation methods for the various stakeholder 
groups is included under Appendix 2. 
 
The strategic planning process as represented in Figure 2 below provides a guide to the overall 
steps. 
 
FIGURE 2: STRATEGIC PLANNING PROCESS PHASES        
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discussed, differing viewpoints explored, and outstanding issues resolved with a variety of key 
stakeholders to ensure the project objectives were being met through the project lifecycle. 
 
To successfully execute the assignment, Terriplanôs Project Manager was supported by HR and 
strategic planning specialist team members to ensure that timelines were met and deliverables 
were relevant and within the project scope.  The Terriplan team worked closely with the 
GNWTôs HR Strategic Plan Team (Figure 3). 
 
FIGURE 3: TEAM STRUCTURE          

 
 

 

1.4 Limitations and Data Gaps 
 
Two limitations in our evaluation of the GNWT public service included: 
 

 The scope of the review; and 

 Extent of data collection.  
 

1.4.1 Scope of the Review 
The surveys, interviews, and focus groups were undertaken to collect a ñsnapshotò of the 
current state of GNWT human resource conditions.  The methodology was effective in capturing 
a large volume of both quantitative and qualitative information reflective of the public service.  
 

1.4.2 Extent of Data Collection 
In terms of the online and mail-in surveys, the extent of data collected may have statistical 
significance for some, but not all groups (e.g. gender, age, position with the GNWT, tenure, 
location, position (i.e. intern / casual / full time), and ethnicity). However, the overall survey 
response rate shows that the results represent a statistically valid sample of stakeholders. The 
survey results, combined with feedback collected through meetings, interviews, and focus 
groups ensures that the Strategic Plan was informed by a comprehensive set of indicators and 
measures that are relevant to all members of the GNWT public service. 
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1.5 Report Structure and Organization  
 
This report is structured as follows: 

1.0 ï Introduction  
2.0 ï Background  
3.0 ï Methodology  
4.0 ï Research and Consultation Findings  
5.0 ï Proposed Human Resources Strategic Plan  

 
The report includes the following appendices:  
Appendix 1 ï Work Program and Schedule  
Appendix 2 ï Stakeholder Consultation Table 
Appendix 3 ï Surveys 
Appendix 4 ï Interview and Focus Group Questions  
Appendix 5 ï Detailed Jurisdictional Scan 
Appendix 6 ï Additional Detailed Findings 
 
The Action Plan ï under separate cover and developed in concert with the strategic plan and 
includes the following components: 
 
Á Purpose as related to the strategic plan; 
Á Specific objectives; 
Á Detailed activities over three years; 
Á A communications plan;  
Á A change management plan; and 
Á Performance Measures 
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2 BACKGROUND 
 
The following section describes the linkages between the GNWT Strategic Plan and this plan, 
provides contextual background information, briefly describes the GNWT Public Service and 
profiles the NWT labour market. 
 

2.1 Linking and Integrating a Human Resources Strategic Plan to the GNWT 
Strategic Plan 

 
A key organizational requisite for the GNWT will be to establish a vital link between the 
government strategic plan and this Strategic Plan. This link must be based on the ability of the 
government to have a workforce which is best able to achieve the objectives of the Strategic 
Plan. The government must ensure the right resources are in place throughout the public 
service and are effectively carrying out their responsibilities. In short, the GNWT Strategic Plan 
cannot be achieved without a well qualified, engaged, and vibrant workforce.  
 
As an enabler and integrator, the Human Resources Strategic Plan will:  

Å Anticipate and plan human resource needs to achieve the government business plan; 

Å Anticipate required changes in the workforce (to respond to strategic business priorities 
and to anticipate changes due to demographic trends); 

Å Enable the government to align and concentrate resources on key business areas and 
areas of high priority within the Strategic Plan; and 

Å Enable decision-making and management effectiveness to achieve the Strategic Plan. 
 
The following chart is an extract from the goals and priorities identified in the Northerners 
Working Together document.  It identifies the six goals and those priorities which need to be 
considered as key government and business drivers of the Strategic Plan.  It is important that 
the Strategic Plan is rooted in the overall philosophical and business directions of the GNWT so 
it is meaningful and relevant to the public, politicians, public service leaders and employees.   
As you review the key findings of the research and the strategic goals of the Strategic Plan, you 
will see common themes that are initiated in Northerners Working Together (next page). The 
Strategic Plan will enable innovation and risk taking throughout the GNWT. 
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on trades and 
entrepreneurial 
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and lifestyles

ÒImprove 
support for 

children and 
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youth
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culture, our 

arts, and our 
languages with 

a proud and 

unified voice.
ÒBuild strong 
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Effective and Efficient 
Government

Sustainable, 
vibrant, safe 
communities

A diversified 
economy that 
provides all 
communities 
and regions 
with 
opportunities 
and choices

ÒHealthy, 
educated 
people

An 
environment 
that will 
sustain 
present and 
future 
generations

Strong and 
independent 
North

Northerners Working Together
Goals and Selected Priorities of the 16th Legislative Assembly

The Strategic Plan contains elements that are consistent through other strategic plans, including 
a strategic Human Resource Vision, Goals to achieve the Vision, Objectives to achieve the 
Goals, and Action Plans to ensure the objectives will be completed in the requisite timeframes. 
It will be important to ensure government leaders consider both this Strategic Plan and the 
GNWT Strategic Plan as an integrated effort, and to the extent possible, make decisions with 
both plans in mind.  
 
It will also be important to implement and assess the performance of the organization in an 
integrated manner, wherever possible. This will provide the government with important 
information relative to success, challenges, and implementation effectiveness of both plans.  

 

2.2 Defining Human Resources and Human Resource Management in the NWT 
context 

 
The GNWT has a broad mandate within the NWT and serves a diverse community with unique 
interests and needs. The broad mandate of the government requires significant focus on the 
management of human resources, in order to enable the government to achieve its priorities. 
From the human resource management perspective, the government must have a public 
service workforce which is qualified and deployed in a manner which best serves the public. The 
government must put in place the necessary human resource management programs and 
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services which will enable the leadership of the public service to achieve its mandate. The 
government must also respond to current challenges, including:  
 

Å An ageing workforce and imminent retirements; 

Å Continuous changes based on social, economic, political and fiscal realities; 

Å Recruitment pressures based on a limited skilled and professional labour pool; 

Å The loss of corporate history when public servants retire or pursue other careers; 

Å High cost of living; and 

Å Remoteness and isolation. 
 
Therefore the management of human resources, like other resources, must be carried out in a 
manner which responds to current pressures and challenges, anticipates future trends, and 
provides the workforce with opportunities to grow and develop.  
 
Figure 4 illustrates an employment lifecycle which is relevant to the GNWT public service. Each 
element represents key human resource management requirements, and together the elements 
will provide for the effective management of human resources and a dynamic public service.  

 
FIGURE 4:  EMPLOYMENT LIFECYCLE 

 
 
The lifecycle cannot, however, stand alone. Putting in place the necessary human resource 
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effective, each lifecycle element will be supported by the Strategic Plan, and will assist 
leaders in achieving program success.  
 
The effective management of human resources within the GNWT public service demands an 
infrastructure of programs and service to be achieved. Leaders must be given the authority 
to lead, and staff of the GNWT public service must be empowered to do their jobs and 
perform to the expected levels.  
 
The environment, the breadth of the GNWT, and the overall needs of the public and the 
workforce, make the management of human resources a key priority for the foreseeable 
future. 
 
The environment, the breadth of the GNWT, and the overall needs of the public and the 
workforce, make the management of human resources a key priority for the foreseeable future.  

 

2.3 Profile of the GNWT Public Service 
 
The GNWT is a major employer in the territory. Presently, the NWT public service employs 
about 1/10 of the total population and nearly 16% of the 28,930 persons aged between 15 and 
59 years. The NWT public service is divided into 14 departments and 13 agencies and provides 
a broad range of programs and services to residents of the NWTôs 33 communities. Fifty two 
percent (52%) of the NWT public servants are employed in communities and regional centres 
(i.e., not in Yellowknife). Most (86%) of the NWT public servants are Unionized. 
 
From December 2007 to December 2008 territorial employment figures have fluctuated, with a 
net increase of 79 (Figure 5). Recognizing the challenges in recruiting and retention, combined 
with other policy-based demands (e.g. Affirmative Action), attracting and hiring new, qualified 
candidates to the GNWT will be a priority of the Strategic Plan. 
 
FIGURE 5: GOVERNMENT EMPLOYMENT (MONTHLY; DEC. 2007 ï DEC. 2008)     

 

 
Source: NWT Labour Force Activity - January 2009 ï NWT Bureau of Statistics 
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As of the 2007 GNWT Public Service Annual Report, the average employee was 44 years old, 
had a salary of $73,589 per year and 7.6 years of service. Besides the 10-19 years age group, 
the 40 ï 59 years and 60+ years age groups are growing the most quickly in the NWT (Figure 
6). Figure 7 illustrates the average age by occupational category, showing health workers to be 
the youngest and utilities workers to be the oldest (on average). 
 
Figure 6. NWT Population Growth, by Age: 1997-2007 

 
Source: Statistics Canada Population Estimates 
 
Figure 7: Average Age by Occupational Category (At Dec. 31, 2007) 

 
Source: Government of the Northwest Territories 2007 Public Service Annual Report 

 
Many occupational categories in the GNWT will face attrition (by retirement) in the coming 
years, most significantly Management and Culture & Recreation which are anticipated to lose 
approximately 10% of their ranks (Figure 8).  
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Figure 8: Retirement Rate Projection over the next 10 years (by occupational category; at Dec. 
31, 2007) 

 
Source: Government of the Northwest Territories 2007 Public Service Annual Report 

 
Adding to these demographic shifts is another dilemma for the GNWT: it does not have 
consistently available revenues to make needed investments. Despite the GNWTôs goal to 
provide affordable public services, revenue growth is not keeping pace with expenses. The high 
cost of providing basic public services in the North means that NWT taxpayers cannot generate 
all of the revenues necessary to fund these programs and services. The challenge will be to 
protect basic services and ensure that social well-being is not compromised, while making 
needed investments now to secure future fiscal and economic gains. The governmentôs fiscal 
situation and strategy will affect how quickly the government can implement the actions 
identified in the Strategic and Action Plans. Other consequences of the fiscal situation include 
fewer approvals for funding larger scale training and development activities. 
 
There are unique challenges to delivering public services in the NWT, including a majority 
Aboriginal population that represents a mix of cultures and official languages. NWT communities 
ï many of them small (less than 1,000 residents) - are spread out over 1.2 million km2 and the 
provision of services is shared among community, Aboriginal, territorial, and federal 
governments. Additionally, high costs of northern living and in some cases better-paying private 
sector jobs in the south lead people to move south.  
 
However, and despite the financial and demographic pressures, the GNWT is faring well in 
terms of employee satisfaction. In 2004 the GNWT, along with several other jurisdictions, 
committed to conducting employee satisfaction and engagement surveys on a regular basis. 
This led to the first GNWT survey in 2006 and a commitment by the GNWT to re-conduct the 
survey every two years. 
 
An overview of the 2008 survey results indicates that employees continue to show a high 
degree of job satisfaction and engagement as more than half agreed or strongly agreed with 
nearly all of the statements. Almost 88% felt they had positive working relationships with their 
co-workers. Additionally, over 86% of employees knew how their work contributed to the 
achievement of department goals and felt their job was a good fit with skills and interests. Table 
1 provides a summary of the results. 
  



Corporate Human Resources Strategic Plan for the GNWT Public Service   
Final Report  May 15, 2009 

Terriplan Consultants / PSTG Consulting  Page 13 

TABLE 1: OVERVIEW OF RESULTS, 2008 EMPLOYEE SATISFACTION AND ENGAGEMENT SURVEY 

 

Strongly 
Disagree or 
Disagree (%) 

Undecided 
(%) 

Agree or 
Strongly 

Agree (%) 

I know how my work contributes to the achievement of my 
departmentôs goals. 5.4 7.7 86.5 

I have opportunities to provide meaningful input into decisions that 
affect my work. 19.8 13.1 66.8 

I have positive working relationships with my coworkers. 4.7 6.7 87.8 

I have confidence in our senior leadership 23 21.4 55.3 

The person I report to is an effective leader. 17.8 18.2 63.7 

I have a positive working relationship with the person I report to. 8.6 12.5 78.5 

My job is a good fit with my skills and interests. 5.5 8.1 86.1 

My organization supports my work related learning and development. 16.4 16.5 67 

I have opportunities for career growth within this organization. 26.7 22.8 50 

I receive meaningful recognition for work well done. 25.6 19.9 54.3 

I have support at work to provide a high level of service. 19.9 18.3 61.5 

I have support at work to balance my work and personal life. 17.5 19 63.2 

I am satisfied with my job. 11.6 16.4 71.8 

I am satisfied with this organization. 22.2 22.1 55.4 

Overall, I am satisfied with my employment. 10.5 15.1 73.1 

I am proud to tell people I work for this organization. 11.6 18.2 68.5 

I would prefer to stay with this organization even if offered a similar 
job elsewhere. 19.6 29.8 49.2 

Overall, people in this organization are inspired to give their very 
best. 27.9 24.2 46.5 

I would recommend this organization as a great place to work. 20.4 25.1 53 

Overall, people in this organization strive to improve its results. 14.7 24.2 59.5 

My job gives me the chance to do challenging and interesting work. 10.1 9.4 78.4 

I am satisfied with my workload. 22.9 14.4 60.7 

I am satisfied with my physical workplace conditions. 19.8 11.1 67.2 

Commitment to quality is a high priority in this organization. 19.1 19.4 59.5 

I feel this organization promotes an inclusive public service where 
staff are treated equitably. 27.8 18.9 51.3 

Source: NWT Bureau of Statistics, March 2008 
 

Table 2 summarizes the turnover by department, with the highest rate found in the Beaufort 
Delta Divisional Education Council (24.2%) and lowest rate in Finance (9.1%). The vacancies 
which occur from turnover will need appropriate recruiting strategies to fill these open positions, 
depending on the industry/field and location, among other factors. Retention and recruiting will 
be priority components of the Strategic Plan.  
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TABLE 2: EMPLOYEE TURNOVER BY DEPARTMENT (AS AT DECEMBER 31, 2007) 
 

Department/Council/Authority  Percentage Turnover 

 Aboriginal Affairs and Intergovermental Relations  11.40% 

 Aurora College   17.6%  

 Education, Culture and Employment   13.3%  

 Environment and Natural Resources   11.0%  

 Executive    15.3%  

 Finance    9.1%  

 Financial Management Board Secretariat   14.1%  

 Health and Social Services   16.2%  

 Human Resources   13.1%  

 Industry, Tourism and Investment   14.1%  

 Justice    11.9%  

 Legislative Assembly   23.1%  

 Municipal and Community Affairs   17.5%  

 Northwest Territories Housing Corporation   11.1%  

 Public Works and Services   9.2%  

 Transportation    11.9%  

 Beaufort Delta Divisional Education Council   24.2%  

 Commission Scolaire Francophone de Division    12.5%  

 Dehcho Divisional Education Council   16.3%  

 Sahtu Divisional Education Council   16.7%  

 South Slave Divisional Education Council   10.8%  

 TğǱcho Community Services Agency - Education   14.8%  

 Beaufort Delta Health and Social Services Authority   20.1%  

 Dehcho Health and Social Services Authority   19.5%  

 Fort Smith Health and Social Services Authority   13.5%  

 Sahtu Health and Social Services Authority   16.9%  

 Stanton Territorial Health Authority   18.5%  

 TğǱcho Community Services Agency - Health   11.8%  

 Yellowknife Health and Social Services Authority   14.6%  

 Overall Average   14.7%  
Source: Government of the Northwest Territories 2007 Public Service Annual Report 
 

Finally, employee retention and turnover rates help demonstrate employee satisfaction and 
commitment. In 2007, the employee retention rate was 85.3%; approximately 60% of GNWT 
employees resigned from their positions (Figure 12). The Strategic Plan addresses the inter-
related issues which lead to these separations and will suggest actions to improve the retention 
rate as well as mitigate the number of resignations occurring in the GNWT. 
 
Figure 9: Separations by Reason for Leaving (January ï December, 2007) 

 
Source: Government of the Northwest Territories 2007 Public Service Annual Report 
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2.4 NWT Labour Market Profile 
 
The labour market in NWT is unique in that public sector employees make up a larger 
proportion of employees than is present in Canada nationally. Nearly 50% of employees in the 
NWT are public employees, compared to just over 20% in Canada (3.4 million of 14.45 million; 
Table 1). 
 
Over the period August 2008 to January 2009, the total number of employees in the NWT has 
declined by over 5%. In these six months, the private sector has dropped 1,000 employees 
(about 9.5% in total), whereas the public sector has declined by only 1% (Table 3). The large 
drop in private sector employment is connected to the larger global economic downturn ï which 
has affected the diamond-mining and natural resources industries - major employers in the 
NWT. Accordingly, airlines and service-based businesses have experienced the ripple effects of 

less activity in the NWT.
1  

 
TABLE 3: NWT / CANADA LABOUR MARKET ACTIVITY (MONTHLY RATES)      

NWT Jan-09 % Dec-08 Nov-08 Oct-08 Sep-08 Aug-08 

Total Employees 19,700 - 20,100 20,500 20,900 20,800 20,800 

Public 9,200 46.7 9,100 9,300 9,400 9,400 9,300 

Private 10,500 53.3 11,000 11,300 11,500 11,400 11,500 
 

Canada        

Total Employees 14,309,400 - 14,452,600     

Public 3,404,700 23.8 3,446,700     

Private 10,904,700 76.2 11,005,900     
Source: NWT Labour Force Activity - January 2009 ï NWT Bureau of Statistics; Statistics Canada 

 
On a different note, participation and employment rates are higher in NWT than in Canada as a 
whole. As Table 4 demonstrates, employment rates are historically higher in NWT than in 
Canada. Given the current economic climate, this information could be used in marketing and 
recruiting materials to attract candidates to the GNWT.  
 
TABLE 4: LABOUR MARKET ACTIVITY (MONTHLY RATES)        

Northwest Territories Canada 

Participation 
Rate 

Unemployment 
Rate 

Employment 
Rate 

Participation 
Rate 

Unemployment 
Rate 

Employ
ment 
Rate 

2009 Jan 71.4 4.4 68.3 66.4 7.8 61.2 

      

2008 Dec 72.7 5.2 68.9 67 6.3 62.8 

  Nov 75.2 5.5 70.8 67.4 6.2 63.2 

  Oct 75.6 4.6 72.1 67.7 5.6 63.9 

  Sep 75.9 5 72.1 67.7 5.7 63.8 

  Aug 76.8 5.8 72.3 69 6.5 64.5 

  Jul 76.8 7.9 70.7 69 6.3 64.6 

  Jun 75.1 6.8 70 68.9 5.6 65 
Source: GNWT Bureau of Statistics website  

                                                 
1
 ñDownturn Crushes Diamonds,ò Capital News Online; Feb. 13, 2009 

http://www.stats.gov.nt.ca/indicators.otp#employ
http://www.carleton.ca/Capital_News/13022009/n2.shtml
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Average incomes are also higher in the NWT than in Canada, due to higher pay scales, 
enhanced benefits, and Northern allowances (Figure 10). This is another aspect that factors 
highly in the Strategic Plan. However, at the community level, there is an income disparity 
between Yellowknife and small communities in the territory (Figure 11/11a; next page). 
Generally, incomes are rising over time, but in many small communities the gap between what 
is earned and what is earned in Yellowknife is quite large. For example, in 2005, the average 
income in Gamètì was nearly $30,000 less than the average in Yellowknife. 
 
FIGURE 10: AVERAGE INCOME (NORTHWEST TERRITORIES & CANADA, 1994-2005)     

 
Source: Statistics Canada, Small Area and Administrative Data Division (SAADD) 

 
FIGURE 11: AVERAGE INCOME, BY COMMUNITY (NORTHWEST TERRITORIES, 1994-2005)    

 
Source: Statistics Canada, Small Area and Administrative Data Division (SAADD) 
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Figure 11a: Average Income ($) Northwest Territories by community (2003 ï 2005) 

 
Source: Statistics Canada, Small Area and Administrative Data Division (SAADD) 

 
Additionally, the employment rate disparity between Aboriginal and non-Aboriginal populations 
is particularly significant. The margin has narrowed between 1984 and 2007, however just over 
half of Aboriginals are employed whereas nearly nine out of ten non-Aboriginals were employed 
in 2007 (Figure 12). In the context of Affirmative Action and creating a representative workforce 
in the GNWT, this aspect of employment will be prioritized in the Strategic Plan. 
 
FIGURE 12: EMPLOYMENT RATE, BY ETHNIC GROUP (NORTHWEST TERRITORIES 1984-2007)    

  
Source: NWT Bureau of Statistics, Census, Statistics Canada Monthly Labour Force Survey 
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Employment rates by gender (Tables 5 and 6) and ethnicity (Tables 7 and 8) are similar. Labour 
Force Survey (2008) data show that about half of Aboriginal males and females were employed, 
compared to 89% of non-Aboriginal males and 82% of non-Aboriginal females. 2 At the end of 
2007, there were 1,475 indigenous aboriginal employees representing 31% of the public 
service. Women represented 33% of senior managers with 66 female employees in senior 
management. There were 29 indigenous aboriginal senior managers, which represented 15% of 
employees in senior management.3 
 
TABLE 5: LABOUR FORCE ACTIVITY BY GENDER 

  All Persons   Male   Female 

      

Population 15 Years & Over 31,300  16,100  15,300 

      

Labour Force 23,400  12,400  11,100 

Employed 22,000  11,600  10,500 

Unemployed 1,400  800  600 

Not in Labour Force 7,900  3,700  4,200 

      

Unemployment rate (%) 6.0  6.5  5.4 

Participation rate (%) 74.8  77.0  72.5 

Employment rate (%) 70.3  72.0  68.6 

            
Source: Labour Force Survey, Statistics Canada, prepared by NWT Bureau of Statistics 
 

TABLE 6: NWT EMPLOYMENT RATES BY GENDER 

  All Persons   Male   Female 

  (%)   (%)   (%) 

      

15 - 24 Years 47.8  50.0  44.1 

25 - 44 Years 83.7  85.5  80.3 

45 Years & Over 69.4  69.2  67.8 

      

Aboriginal 51.4  50.0  52.9 

Non-Aboriginal 85.7  89.1  81.9 

      

Yellowknife 81.8  85.9  77.8 

Other NWT Communities 58.1  58.5  58.3 

      

Less than Grade 9 29.7  31.6  26.3 

Grade 9 - 11 52.1  56.4  46.9 

High School Graduate 77.3  86.4  76.2 

Some Post-Secondary 70.6  75.0  66.7 

Certificate or Diploma 84.4  85.4  83.3 

University Degree 92.6  95.8  93.1 

      

2008  70.3  72.0  68.6 

2007  73.6  74.8  71.8 

2006  73.5  75.6  71.3 

2005  72.3  73.8  70.7 

                                                 
2
 2008 Northwest Territories Employment Rates (by gender); NWT Bureau of Statistics. 

3
 Government of the Northwest Territories 2007 Public Service Annual Report 
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2004  71.6  74.2  68.0 

2003  70.3  71.8  68.8 

2002  71.8  73.7  70.2 

2001  70.0  73.2  66.7 

            
Source: Labour Force Survey, Statistics Canada, prepared by NWT Bureau of Statistics  

 
TABLE 7: LABOUR FORCE ACTIVITY BY ETHNICITY 

Labour Force Activity           

  All Persons   Aboriginal   Non-Aboriginal 

      

Population 15 Years & Over 31,300  13,800  17,500 

      

Labour Force 23,400  8,100  15,300 

Employed 22,000  7,100  15,000 

Unemployed 1,400  1,100  300 

Not in Labour Force 7,900  5,700  2,200 

      

Unemployment rate (%) 6.0  13.6  2.0 

Participation rate (%) 74.8  58.7  87.4 

Employment rate (%) 70.3  51.4  85.7 

            
 Source: Labour Force Survey, Statistics Canada, prepared by NWT Bureau of Statistics  
 

TABLE 8: NWT EMPLOYMENT RATES BY ETHNICITY 

  All Persons   Aboriginal   Non-Aboriginal 

  (%)   (%)   (%) 

      

Male 72.0  50.0  89.1 

Female 68.6  52.9  81.9 

      

15 - 24 Years 47.8  30.6  65.6 

25 - 44 Years 83.7  68.8  94.6 

45 Years & Over 69.4  50.0  85.5 

      

Yellowknife 81.8  64.5  86.7 

Other NWT Communities 58.1  47.7  83.0 

      

Less than Grade 9 29.7  27.3  50.0 

Grade 9 - 11 52.1  43.8  66.7 

High School Graduate 77.3  71.4  83.3 

Some Post-Secondary 70.6  50.0  75.0 

Certificate or Diploma 84.4  72.7  93.0 

University Degree 92.6  80.0  93.9 

      

2008  70.3  51.4  85.7 

2007  73.6  55.3  86.9 

2006  73.5  55.3  86.5 

2005  72.3  55.1  83.4 

2004  71.6  53.3  83.7 

2003  70.3  52.0  83.4 

2002  71.8  n/a  n/a 
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2001  70.0  n/a  n/a 

            
Source: Labour Force Survey, Statistics Canada, prepared by NWT Bureau of Statistics  
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3 METHODOLOGY  
 

3.1 Project Methodology 
 
The research and analysis used many techniques: 
Á Jurisdictional scans of the Public Services of Yukon, Alberta, Nova Scotia, Ontario and 

Australia; 
Á Document review of HR initiatives and programs (current and some previous);  
Á Online and mail-in surveys; 
Á Focus groups; and 
Á Personal interviews. 

 
Assumptions for the strategic and action planning included: 
Á Acceptance and participation by stakeholders; 
Á True and accurate responses to surveys, interviews, and focus groups; and 
Á Financial and social capital necessary for implementation. 

 

3.2 Consultation methods  
 
The Terriplan / PSTG team surveyed and interviewed a wide range of stakeholders in order to 
gather perceptions, opinions and knowledge about human resources issues. The stakeholder 
consultations component of the project encompassed four separate elements:  
 

 Employee surveys (online and by mail);  

 Focus group sessions;  

 Key informant interviews; and 

 Mail-back questionnaires for Aboriginal and community governments 
 
An employee survey was designed to gather feedback from stakeholders on aspects of their 
experience in the GNWT public service, including the strengths, weaknesses, opportunities, and 
challenges as they perceived them. Stakeholders had the option of filling in their survey through 
paper or online formats. In total, 1,077 responses were collected online and by mail, for a 
response rate of 59.8%. These results were tabulated and analyzed using Statistical Package 
for the Social Sciences (SPSS) software. Responses to open-ended questions were aggregated 
by question topic and theme. The aggregated quantitative and qualitative data was more than 
adequate in identifying the key themes and issues affecting employees at all levels, as well as 
location (Yellowknife, regional, and community), and length of employment. A copy of the 
survey instruments is included as Appendix 3. 
 
A series of community-based focus group sessions were held in four locations across the NWT 
in January 2009. These communities included Inuvik, Yellowknife, Fort Smith, and Hay River. 
Additional focus groups sessions in Yellowknife were held with interns, Aboriginals, senior 
managers, and persons with disabilities. The consultation process was the same for each 
group: a focus group session to gather feedback from informed stakeholders about their 
particular group. Focus group participants were pre-selected by the GNWT HR Strategic Plan 
team, in a random way that represented the workforce. Again, the intent was to solicit feedback 
on the strengths, weaknesses and effectiveness of the program. A copy of the focus group 
questions is included as Appendix 4. 
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Finally, a number of key informant meetings and interviews were held. A total of 18 meetings 
were completed via this process. Interviews were conducted primarily face-to-face, (when 
requested, by telephone) and lasted approximately 60 minutes in length. All key informants 
were contacted and sent the interview questions ahead of time in order to allow them the 
opportunity to prepare should they so desire. The questions (see Appendix 4) focused on the 
strengths, issues, program delivery, successes, challenges and effectiveness. Notes were taken 
during the sessions and later typed into an interview question template. When all interviews 
were completed, the interviewee responses were aggregated and analyzed for thematic 
similarities and differences.  
 
These sessions included: 
 
Á Individual Meetings with the Union of Northern Workers and NWT Teachers Association 

(2 total); 
Á Interviews with MLAs (4 total); 
Á Interviews with Secretary of Cabinet & Deputy Ministers (8 total); and 
Á Interviews with DM, Assoc. DM, and HR Directors of the Department of HR (4 total). 

 
The number and variety of consultation methods used in our assessment process provided a 
set of rich qualitative information and quantitative data for evaluation, allowing the teams to 
discern the patterns, themes, and key issues facing the GNWT public service.  
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4 JURISDICTIONAL REVIEW  
 
This section is a summary of a review of jurisdictions beyond the NWT conducted as part of this 
project.  It provides the GNWT with an understanding of the similarities and differences across 
jurisdictions and provides human resources best practices.  Much of the information presented 
in this summary, and contained in the full Jurisdictional Review contained in Appendix 5 will 
inform and enhance decision-making relative to the strategic direction of the GNWT. Together 
with the information and findings contained in Sections 4.2 ï 4.5 this section will support the 
basis of the preferred strategic plan.   
 
Jurisdictions within Canada and internationally were identified for review based on both 
similarities with the GNWT and the availability of relevant human resource strategy 
documentation. The following public sector jurisdictions were reviewed: 
 

1. Government of Yukon;  
2. Government of Alberta; 
3. Government of Nova Scotia; 
4. Government of Ontario; and 
5. Government of Australia. 

 
The review identified information about current government strategies relating specifically to 
human resource management, or more broad government strategies which contained a human 
resource management component. Where possible human resource/workforce plans, business 
plans, annual reports, and other related public documents provided the source documentation 
for this review. 
 
Based on a review of information within each jurisdiction, the strategy was analyzed and 
information has been compiled as follows, in order to present a consistent view for the reader:   
  

 Summary of strategy focus; and 

 Summary of key strategy priorities. 
 
In terms of jurisdictions reviewed, the consulting team limited the scope to public sector 
organizations within Canada primarily. Based on the experience of Terriplanôs HR specialist 
team members, this provides the government with some relevant organizations, many who 
share similar workforce traits and trends. In addition to the public sector organizations within 
Canada, one international jurisdiction was chosen for review.  This jurisdiction was chosen 
because there were some interesting commonalities with the Government of the Northwest 
Territories.  These included, the geographic dispersion of the population, the requirement to 
provide services in remote communities and the large aboriginal population within the country.  
 
The jurisdictional review provides significant perspective and input to the Human Resources 
Strategic Plan and will provide opportunities for the GNWT to consider similar approaches and 
strategies as other jurisdictions, if feasible. It also provides the GNWT with an opportunity to 
understand current strategic directions, priorities, and the types of programs and actions being 
taken to achieve the priorities within other jurisdictions.   
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4.1.1 The Yukon Government  
 
The Yukon government developed a Labour Market Framework which is a ten year plan that 
covers both public and private sector employees and is targeted at the whole of Yukon.  The 
Investing in Public Service (IPS) covers all 4,405+ territorial government employees in 14 
Ministries/Departments.  
 
The IPS supports the goals in the Corporate Human Resource Plan that builds on successes 
and provides a strategy to implement initiatives to address the following:  

 Succession planning; 

 Safe and healthy workplaces; 

 Recognizing public sector excellence; 

 Communicating with employees; and 

 Establishing an organizational cultural framework. 
 
There is an emphasis on developing the Yukon Government as an ñemployer of choiceò ï 
building on the Yukon Training Strategy developed in 1998. 
 
The Advanced Education Branch of the Government led an interdepartmental planning process 
to prepare a framework which will help address Yukonôs labour market development on a variety 
of fronts.  This initiative touches on all sectors (private and public), and interest groups. 
 

4.1.2 The Government of Alberta 
 
The Government of Alberta (GOA) created a Workforce Plan, which is a three-year plan (2008 ï 
2011) that covers all 30,000+ provincial government employees in 27 Ministries, and all 
Agencies, Boards, and Commissions.   
 
The Government of Alberta strategy addresses key HR challenges by focusing on three priority 
areas:  

 Attracting  

 Developing  

 Engaging  
 
Attracting - Marketing the GOA as an attractive employment option, effective business 
processes to support recruitment, compensation and benefits package that encourages people 
to join and stay.  
 
Developing - Promoting continuous learning/ development, strengthening leadership at all 
levels, and improving career growth opportunities.  
 
Engaging - Enabling managers to support engagement and retention, focusing on recognition 
and performance management, increasing use of flexible work options, and enhancing 
programs/supports to ensure healthy and safe work practices. 
 

4.1.3 The Government of Nova Scotia 
 
The Government of Nova Scotia established a Corporate Human Resource Plan, which is a 
five-year plan (2005 ï 2010) that covers all provincial government employees in 19 
Ministries/Departments, and all Agencies. 
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The plan addresses key HR challenges by focusing on five key goals: 

Å Skilled, committed, and accountable public service; 

Å Employer of choice; 

Å Safe/supportive workplace; 

Å Diverse workplace; and 

Å Be a learning organization. 
 
There is an emphasis on developing and implementing a Corporate Attraction and Retention 
Framework. 
 

4.1.4 The Government of Ontario 
 
The Government of Ontario HR Plan is a three-year plan (2008 ï 2011) that covers all 68,000+ 
provincial government employees in thirty Ministries, and many Agencies, Boards, and 
Commissions.  
 
The Strategy addresses key HR challenges by focusing on three key strategic priorities:  

 Attracting and retaining diverse talent; 

 Building capacity to sustain a world-class organization; and 

 Engaging all employees to achieve results. 
 

4.1.5 The Government of Australia 
 
The Management Advisory Committee of the Government of Australia provides an overview of 
the key issues facing the Australian Public Service, and specific actions to respond.  The 
Corporate Plan identifies the key strategic priorities for the 2008-09 year.  Both documents 
cover all public service employees in 20 Portfolios/Departments, and all Agencies.   
 
The Strategy addresses key HR challenges by focusing heavily on the following: 

 Graduate recruitment; and 

 Career development. 

 
4.1.6 Common Themes Across Jurisdictions 

 
There were common themes (workforce challenges and HR strategy developments) across 
jurisdictions noted during the course of the review.  Where appropriate and applicable to the 
GNWT, the strategy directions and developments will also be embedded into the GNWT Human 
Resources Strategy. This section will summarize these common themes. 
 
1. The critical environmental and workforce challenges currently being faced by each 

jurisdiction are similar ï aging population, population is growing slowly, labour demand is 
projected to exceed labour supply, changing employee expectations, and labour segments 
(e.g. women, persons with disabilities) are not optimally utilized.   

 
2. Recruitment and Attraction: multiple strategies to target different potential candidate groups 

to increase streams of potential recruits (e.g. persons with disabilities, younger workers, 
Aboriginal persons, women, mature workers, internationally trained professionals, and at-
risk individuals). 
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3. Significant Investments in Organizational Learning/Training Programs: emphasis on 
leadership skills, and alignment of learning with talent management. 

 
4. Rewards and Recognition: both formal and informal recognition to better meet the needs of 

diverse workforces. 
 
5. Workplace Health and Safety: focus on employee wellness ï at work and at home.  
 
6. Developing fully integrated technological tools to support both potential and current 

employees in all areas of the employment experience ï attraction, recruitment, orientation, 
performance planning, rewards and recognition, training/learning, retention, talent 
management, succession planning, workforce planning, knowledge transferring (full 
transparency). 

 
4.1.7 Jurisdictional Differentiators 

 
There were a number of differentiators of each jurisdiction.  The emphasis is on the interesting 
and unique elements within the respective strategies, plans, and documents. The GNWT 
strategy may consider similar points of differentiation to address its unique characteristics, 
challenges and opportunities. 
 
Government of Yukon 
 

Å ñInvesting in Public Service (IPS) ï serving Yukon peopleò supports and builds on the 
Corporate Human Resource Plan ï focused, relevant, and actionable strategy 
document.  

Å The ñLabour Market Framework for Yukonò led by the Yukon Government is a cross-
sector initiative that addresses all critical workforce challenges currently being faced by 
Yukon employers. 

Å Emphasis on work placements for employees with disabilities, and workplace 
accommodation.  

Å Strategies to transfer knowledge of experienced workers includes addressing pension 
and benefits issues of phased-in retirements. 

 
Government of Alberta 
 

Å Highly effective multi-faceted marketing strategy (attraction) that has matured over time, 
which has primarily focused on students and young professionals in Alberta.  

Å Intern Network provides networking and skills development opportunities for interns 
across the organization. 

Å Additional compensation contributes to retaining employees who work in certain 
locations in Alberta (e.g. Fort McMurray).   

Å Employee-paid post-employment benefit programs for retirees. 

Å Executive and Senior Manager Mobility Program has strengthened the ñOne Employerò 
concept. 

Å Multiple highly effective, popular, and credible supervisor/manager skills development 
programs (e.g. Supervisor Certificate Program).  

Å Rolled out customized workforce strategy documents for specific industries. 
 
Government of Nova Scotia 
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Å Commitment to providing a healthy workplace for its employees.  

Å Leadership in recognizing credentials/skills of foreign trained workers.  

Å Creating internal (Nova Scotia public service employees) talent pools that will more 
expeditiously respond to staffing needs. 

Å Targeted workforce planning and career path programs for specific professional groups. 

Å Targeted creation of diverse talent pools ï diversity and non-indigenous talent pools. 

Å Professional growth opportunities through exchange work programs with other 
government funded agencies, other levels of government, and private sector. 

Å Creation of an Office of Health Promotion to champion the Healthy Workplace Program. 

Å Establishment of a ñbeyond complianceò occupational health & safety strategy to 
surpass full compliance of legislative requirements. 

Å Nova Scotia as an Immigrant Employer ï leader in recognizing international credentials, 
and hiring designated groups and immigrants. 

Å Affirmative Action focus ï promoting and strengthening the Affirmative Action Inventory 
for Casual Employment, annual accountability reporting, and education. 

Å Acadian/French Language Services Strategies. 
 
Government of Ontario 
 

Å Multiple talent attraction programs that target specific groups, and provides additional 
talent pool streams ï Youth and New Professionals Strategy (Ontario Internship 
Program, Learn and Work Program, Internship Program for Internationally Trained 
Individuals, and the Aboriginal Youth Work Exchange Program). 

Å Canadaôs Top 100 Employers for 2009. 

Å Canadaôs Best Diversity Employers 2008. 

Å Greater Toronto Areaôs Top 75 Employers 2009. 

Å Testing of ñentry surveysò for new employees regarding the employment brand. 

Å Partnership with Ability Edge (www.abilityedge.ca) to train persons with disabilities to 
become Recruitment Consultants. 

Å Partnership with Toronto Region Immigrant Employment Council (TRIEC) for new 
Canadians. 

Å OPS Ideas Campaign (ideas and innovation) engages employee improving public 
service delivery. 

Å Strategy to target mature workers to explore part-time work, gradual decrease in work 
assignments, or modified work weeks. 

 
Government of Australia 
 

Å Development of corporate ñcommunitiesò.  

Å Focus is on graduate (new workers entering job markets) recruitment and development. 

Å Engaging in strategic agreement making to recruit and retain graduates. 

Å Maintaining ongoing relationships with quality unsuccessful applicants for future 
vacancies.  

Å Integrating mobility opportunities into regular performance management processes.  

Å Initiatives that provide positive employment outcomes for Indigenous people ï initiatives 
link to targeted government strategies. 

http://www.abilityedge.ca/


Corporate Human Resources Strategic Plan for the GNWT Public Service   
Final Report  May 15, 2009 

Terriplan Consultants / PSTG Consulting  Page 28 

 
4.1.8 Best Practices 

 
Based on this review and based on current human resource management approaches, the 
following are offered as best practices for consideration when building human resource 
strategies, both from the perspective of the strategy (structure and approach) and from the 
perspective of content:  
 
To be effective, and as a best practice, the structure and approach for a human resource 
strategy in the public sector must:  
 

1) Consider and address all elements of the workforce, the demographics of the 
jurisdiction ï strategies that apply to a dispersed and diverse workforce (as in the 
GNWT), must not limit their intent or application to a particular portion or group within the 
workforce. To limit will cause a mal-adjustment and loss of symmetry for the entire 
workforce. The strategy must be, and must be seen to be, integrated and inclusive to all 
employees 

 
2) Reflect the economic feasibility and implications of the Strategy ï The strategy 

must be developed in a manner which reflects current and projected economic realities 
of the jurisdiction. The Strategy itself should be architected in a manner which considers 
a reasonable investment, and must be clear as to the necessary investment required. 

 
3) Ensure an appropriate investment in marketing and communicating the strategy ï 

A strategy is a necessary point of departure for excellent human resource management 
and vision for the future. For leaders, it should be seen as an opportunity to announce 
and celebrate the vision and demonstrate leadership and commitment. For employees 
(current or prospective) it should serve to instill confidence in the employer. A marketing 
and communication plan to support the plan is a necessary practice that should serve an 
employer well through the course of the strategy.  

 
4) Be developed and implemented in an inclusive manner - including the involvement 

of leaders, employees, bargaining agents, and other stakeholders is very common at all 
points of the strategy development, implementation, and feedback phases. 

 
5) Have clear metrics and means of measuring outcomes and achievements ï As with 

organization-wide business and strategic plans, it is critical to establish a means of 
measuring the progress, outcomes and achievements of a Strategic Plan.  

 
6) Have dedicated leadership to create, implement, monitor and report on the 

progress or challenges of the strategy ï many organizations underestimate the effort 
to implement an approved human resource strategy. Many organizations now dedicate a 
function (often part of the human resources organization) to supporting leaders in the 
management and monitoring of a human resources strategy. Typically the ñhard workò 
begins at the point a strategy being approved. This may include the creation of new 
programs, the evolution of existing programs, or the ñwind downò of existing programs.  

 
Best practices in human resources strategic plans indicate the inclusion of some or all of the 
following content components:  
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1) Focus on Employee Wellness ï Often included with health and safety or healthy 
workplace strategies, employers are focusing significant effort on ensuring the 
workplace, and the ñemployment experienceò recognizes the stresses an employee may 
experience at work, at home, and in the community. In many cases, programming and 
activities are developed in a manner which includes employees and bargaining 
representatives. 

  
2) Focus on efficient and effective recruitment practices ï Many employers do not wait 
for a ñtrue vacancyò to begin a recruitment action. Given the dearth of talent in many 
occupations, employers are considering more aggressive, constant, and focused 
recruitment strategies ï to ensure there is a constant availability of talent in the 
workplace. Recruitment processes are also being significantly streamlined. 

 
3) Focus on Retention ï A focus on retaining employees continues to be a key best 

practice for employers in the public and private sector. Employers are deploying 
concerted efforts through both compensation and non-compensation based initiatives 
and interventions to compel employees to remain with the employer. Human resource 
strategies consistently address retention as a primary pillar with supporting actions and 
programs to increase retention rates. 

  
4) Focus on Marketing and Communicating the Strategy ï Employers are placing a 

significant priority on ensuring employees are aware of the presence of a human 
resource strategy and the various components of the chosen strategy. Employers are 
realizing that engaging employees early through the development and implementation of 
a strategic plan provides necessary assurance that the employer places a significant 
emphasis on the effective management of human resources. 

 
5) Focus on Leadership Development (including commitment and accountability for 

the success of the Strategy) ï Employers continue to rely on their executive and 
management teams to support human resource management efforts, to support the 
implementation of key strategic components, and to support the communication to 
employees.  

 
4.1.9 HR Trends and Innovations 

 
In addition to the best practices noted above, the following are offered as noted trends and 
evolving innovations in human resource management:  
 

1) Empowerment and streamlined decision-making ï Ensuring leaders are empowered 
to effectively manage their human resources, including decision-making and 
participating actively in the development and implementation of Human Resource 
strategic plans and the accompanying programs and activities to enable the plans. 

 
2) Effective Human Resource Service Delivery ï Employers are focusing efforts on 

streamlining the delivery of human resource services, both strategic and operational 
(transactional) and are relying on quality technology solutions to enable and inform 
effective delivery. 

 
3) Focus on Workforce Information Management as a mandatory management tool ï 

As performance measurement continues to evolve relative to the management of human 
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resources, the collection, analysis, and reporting of workforce information continues to 
become a critical element and tool. 

 
4) Self Serve access to information for employees ï Through the use of web-based 

tools (including workforce information, learning, performance planning, etc.) employees 
are able to better access information, learning programs (development, orientation, etc.) 
to support their employment. This continues to be a significant trend and enabler for 
employers and employees. 

 
5) Human Resource Program ñsimplicityò (including web-enabled support) ï 

Employers are evolving away from cumbersome program documentation, toward 
providing more user-friendly program information for leaders and managers. This is 
consistent with external trends, particularly internet-based communication and 
information. 

 
4.1.10 Environmental Considerations 

 
The review also described environmental considerations present within each jurisdiction that 
impact respective HR strategies. These include workforce and population demographics, 
geographic challenges, other unique considerations of the jurisdiction (labour competition and 
supply and demand of skilled labour).  The review did not account for impacts under 
consideration as a result of current economic conditions.  
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5 SWOT ANALYSIS 
 
Information gathered from focus group participants, survey participants and research findings 
provided insight into the strengths, weaknesses, opportunities and threats (SWOT) impacting 
the GNWT and is presented in Section 5.  Information from the SWOT, informed the project 
teams about the key themes that emerged and identified areas that should be considered and 
addressed by the Human Resources Strategic Plan.  Where applicable, information in sections 
5.1 ï 5.4 was presented in a manner which aligned to the components of the Human Resources 
Strategic Plan, presented in section 7.  In compiling and presenting this information, every effort 
was made to ensure the integrity of the comments and data collected was preserved.  For the 
purpose of context and presentation, limited edits were made when information gathered from 
survey and focus group participants was included.  In most instances direct quotes were used. 
 
Furthermore, in some instances, strengths were also identified as weaknesses.  This apparent 
inconsistency is likely the result of two things.  First, the use of broad categories (such as 
compensation) to summarize findings, and second, the different perspectives provided by the 
diverse stakeholders who participated in the survey and/ or focus groups.   In reviewing the 
detailed information presented in sections 5.1 ï 5.2 there were for example, certain elements of 
the compensation program that were cited as strengths (such as the pension plan) and other 
elements (such as the base pay for some positions) that were cited as weaknesses.  This meant 
that when the Human Resources Strategic Plan was developed, it was important to understand 
and address specific, versus generalized, strengths/ weaknesses.  Additionally, in some cases, 
elements of broad categories (such as base pay) were seen as a both a strength and a 
weakness.   It was therefore important to develop customizable solutions that were capable of 
meeting the diverse needs different stakeholders.  For example, recommendations for 
addressing potential weaknesses with base pay are flexible enough to allow adjustments to be 
made to employee groups affected by uncompetitive base pay versus adjusting base pay for all 
employees.  
 

5.1 Key Strengths 
 
Key strengths of the GNWTôs current human resources program identified by literature and 
statistical research, focus group and survey participants are presented in this section of the 
report.   When developing the overall Human Resources Strategic Plan it was important not only 
to leverage these strengths but also to ensure that they continued to be supported by the new 
strategy.   
 
The strengths presented in this section of the report emerged in response to a number of 
questions posed to both survey and focus group participants.  For reference, a sample of 
questions that were specifically designed to encourage focus groups to identify the GNWTôs 
strengths included:     
 

 What are the strengths of the GNWT Workforce? 

 What is most satisfying about working for the GNWT? 

 What attracted you to the GNWT originally? 
 
Overall, focus groups and survey participants identified a number of key strengths of the GNWT 
as an employer.  Key themes included: 
 

 A positive, dedicated, loyal and diverse workforce; 
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 The opportunity to be involved in interesting work; 

 Competitive compensation and benefits (including the pension plan); and 

 The ñallure of the northò and the ñnorthern communityò. 
 
More specific details on the strengths are as follows.  Additional information is presented in 
Appendix 6. 
 
Affirmative Action/Diversity 
 
Participants provided feedback relative to the tolerance and sensitivity of the GNWT towards 
cultural differences. There was a general belief that the workforce is comprised of employees 
with diverse educational, cultural and career backgrounds and that the Affirmative Action policy 
has had and continues to have a positive impact on the careers of women in management and 
some Aboriginal persons.  Furthermore, there were indications that leadership supported 
Affirmative Action. 
 
Selected feedback and data:  
 

 ñDiversity of people and backgrounds are a strength of the GNWTò;  
 66% of survey respondents belonged to a designated group; 

 ñI think the commitment to Affirmative Action is there, resources are attached to thisò; 

 ñI was hired under an Affirmative Action policyò;  

 ñI was part of the Northern Careers Policy and I was fortunate.  I got a job because I was 
aboriginal and I was a womanò; and 

 Support for the Affirmative Action policy was expressed during focus groups with 
Aboriginal employees, senior management, Members of the Legislative Assembly 
(MLAs) and deputy ministers; 

 
A breakdown of the diversity of the GNWT Public service is presented in Figure 13. 

 
FIGURE 13: DIVERSITY OF THE GNWT WORKFORCE 

 
 
Marketing Public Service and the GNWT 

 
The ñallure of the northò and the ñnorthernò experience, combined with opportunities to work on 
a broad range of meaningful opportunities that may not be available, in other locations and/ or 
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organizations, to individuals with the same level of experience were identified as a positive 
feature of the GNWT by the majority of focus group and survey respondents.  
 
Selected feedback and data: 
 

 The NWT is an interesting society/ part of the country; 

 Employees have an opportunity to be part of the fabric of the north and a chance to be 
exposed to a unique northern and local experience; 

  ñLove it in the North!ò; 

 ñI am a life long northerner and enjoy making a differenceò; 

 The work/ projects carried out by the GNWT are meaningful and provide opportunities 
for employees to participate in work/ projects that make a difference;  

 The size and relative flatness of the GNWT provides employees with opportunities to 
form relationships with colleagues in other regions, allows for enterprise-wide work to be 
carried out, means that things ñget doneò, provides opportunities to be creative and 
means there is an ability to effect change; 

 Employees of the GNWT are continually exposed to diverse and interesting work/ 
projects and have flexibility within their job descriptions and duties to take advantage of 
these opportunities; and 

 Interesting work, good experience and location were selected by survey participants as 
three of the most common reason for being initially attracted to work for the GNWT 
(Figure 14). 

 
FIGURE 14: REASONS FOR INITIAL ATTRACTION TO THE GNWT 

 
 

Compensation and Benefits 
 

Compensation for a number of positions, including the internship program is perceived to be 
competitive.  Furthermore, respondents indicated that compensation and benefits have an 
important impact on the GNWTôs ability to attract and retain workers. 
 
Selected feedback and data: 

 The pension plan, job security, student financial assistance, education benefits, fixed 
term contracts and flexible hours were all cited by focus groups as strengths of the 
GNWT; 
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 ñAs I originally am from ON, I moved to the North, due to lack of full-time employment in 
ON, and the experience would be an asset to me.  Yes, the wages here are 
exceptionalò; and 

 ñSuperannuation pension plan is the main reason I remain with the GNWTò. 
 

Retention 
 

Numerical data suggested that the GNWT is comprised of a number of long-tenure employees 
which suggests that retention in the GNWT is a strength.  Furthermore, when compared to 
northern municipalities, retention in the GNWT is strong.   
 
Selected data: 

 44% of survey respondents indicated they have been with the GNWT for over 10 years 
and 24% of respondents indicated they have been with the GNWT for 5 ï 10 years 
(Figure 15). 

 According to survey data, compensation and benefits are a primary reason to remain 
with (Figure 16), and for initially being attracted to work for, the GNWT (Figure 14 
above). 

 
FIGURE 15:  TENURE WITH THE GNWT 

 
 
FIGURE 16:  REASONS TO REMAIN WITH THE GNWT 

 
 

Tenure with the GNWT

32%

24%

29%

15%

0-5 Years 5-10 Years 10-20 Years 20+

Reasons to Remain with the GNWT

31%

12%

13%

14%

15%

15%

Other Like my colleagues
Job Security Interesting Work
Good Benefits Good Salary



Corporate Human Resources Strategic Plan for the GNWT Public Service   
Final Report  May 15, 2009 

Terriplan Consultants / PSTG Consulting  Page 35 

 According to the 2007 NWT Community Government Human Resources Survey 
commissioned by the Local Government Administrators of the NWT (LGANT), 
municipalities were able to keep the majority of their employees for three years.  
Information collected from survey participants showed that 84% of the workforce at the 
GNWT had been there for over three years (Figure 17). 

 
 
Figure 17:  Tenure with the GNWT - Detailed 

 
 

Wellness 
 
A number of comments related to the positive work environment and the strengths of the 
GNWTôs employees were made.  These comments generally referenced the dedication, 
commitment and support that workers showed to their jobs and each other. 
 
Selected feedback and data: 

 Employees are great to work with, are open to new ideas, hardworking and generally 
happy to work for the GNWT; 

 Employees of the GNWT are ñdedicated, committed and loyalò; 

 54.9% of survey respondents agreed or strongly agreed that they are treated with 

respect by their colleagues; and 

 There are ñgood relations with employeesò. 

 

Labour Relations 
 
Limited comments about positive (or negative) aspects of labour relations at the GNWT were 
expressed by respondents.  Any comments that were made suggested that labour relations 
were generally acceptable and/ or working well in some departments. 
 
Selected feedback: 

 ñLabour Relations is not bad, but you have to know who to go toò; 

 ñLabour relations is working well in some departmentsò; and 

 ñClose relationships with elected officials means issues can be resolved more quicklyò. 
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Lifelong Learning 
 
Learning and development opportunities that existed were generally perceived to be informal.  
Developmental opportunities that exist allow employees to learn by taking initiative and to 
accelerate their learning by participating in diverse kinds of work/ projects that may not be 
available to someone with their level of experience in other settings.    
 
Selected feedback and data: 

 Overall, multiple respondents indicated that there are a number of opportunities for 
employees to gain exposure to diverse kinds of work/ projects; 

 ñThe size of the GNWT and its departments means that you do much more and soonerò; 

 ñThe range of opportunities for advancement are a strengthò; 

 Focus group participants indicated that opportunities for advancement, personal and 
professional growth, continuous challenge and career pathing are available in the 
GNWT; and 

 50.1% of survey respondents ñagreed or strongly agreedò that they are satisfied with 
their career progress in the NWT public service. 

 
Feedback and Rewards 
 
Feedback from survey and focus group respondents suggested that the provision of feedback 
and rewards depended on the department and/ or individual managers.  In instances where 
feedback and/ or rewards are being provided it is perceived to be working well.   
 
Selected feedback and data: 

 "Good job", "thanks for coming in", "really appreciate the effort" goes a long way to 
improving morale and costs NOTHING.  I get that a lot from my direct supervisor.  
Others do notò; 

 45% of survey respondents ñagreed or strongly agreedò that performance reviews were 
conducted on a timely basis; and 

 44.3% of survey respondents ñagreed or strongly agreedò that their immediate manager 
ensures they are aware of the knowledge and skills required for development.  

 
Succession Planning 
 

 There was limited information from focus groups relative to Succession Planning. Data 
collected from survey participants indicated that 51% of survey respondents believed 
that if they were to leave the organization there is someone in the GNWT who could step 
into their job (Figure 14). 

 




