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W  ith funding from the Government   
  of Nunavut (GN) Department of  
  Family Services (DFS) through  
  the Labour Market Agreement for 

Persons with Disabilities (LMAPD), Performance 
Management Consultants (PMC) designed and 
delivered a pilot training program for people  
with disabilities in Baker Lake, Nunavut in the  
fall of 2016. 
 
The scope of the program involved selecting, 
assessing and training 16 people who face barriers 
to employment with the goal of increasing their 

employability to help them find, secure and keep 
employment. 

In addition to five modules of classroom-based 
training, the project team also organized many 
extracurricular activities to incorporate principles 
of Inuit culture and provide practical application 
of the concepts. Employer outreach activities 
linked participants with local employers and 
support services, helping participants identify 
opportunities, apply for jobs, and pursue further 
education and training in order to work in their 
desired field. 

NN  Two participants obtained full-time (or full-
time  equivalent) jobs, and five participants 
obtained part-time jobs. The jobs obtained 
were in a diverse cross-section of the 
wage economy in Baker Lake, including 
mining, public administration, property 
management, hospitality and distribution.

NN  Seven participants applied to the Pathway 
to  Adult Secondary School (PASS) program 
to  obtain their Grade 12; however only two 
were  accepted (primarily due to low literacy 
levels  among the other applicants). One 
participant  has begun PASS and the other 
begins in the fall of 2017.

NN  Two participants were accepted into 
the  Inspire Nunavut Youth Entrepreneur 
training  (along with PMC’s former Program  

Excellent results were achieved for  
participants through the program, including:

 Coordinator). They are currently taking this  
 training in Baker Lake.

NN  One participant is taking pre-trades 
in Rankin  Inlet, with a carpentry 
apprenticeship lined up for the fall of 2017 
following the completion of  her diploma.

NN  Five participants are serving on the newly  
formed Abluqta “Leap Forward Together” 
Society to help start a thrift  
shop social  enterprise 
in the community. 
This enterprise 
is intended 
to provide 
employment for 
persons  with  
disabilities.

2

This is the final 
program report 

which provides details 
on the approach, program 

design and delivery, as 
well as results and 

recommendations for 
future programs.
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APPROACH 
& METHODOLOGY
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Intake & Assessment
Following the contribution agreement with  
DFS in July, PMC worked with the Baker Lake 
Career Development Officer (CDO), Income 
Support staff and others in Baker Lake to identify a 
group of approximately 27 potential participants. 

PMC’s Linda Simpson then conducted an initial 
intake assessment, and goal setting and visioning 
exercise (one-on-one interviews with participants) 
to better understand the specific needs, interests 
and barriers faced by individuals.  (Linda is an 
expert who provides personal employment 
counselling services to people with physical, 
psychological or developmental disabilities who 
wish to enter the workforce.) 

Participants were offered an incentive of $100 per 
week of the program, and 50% of this was to be 
held back and paid at the end if they completed 
the whole program.

From these interviews and in consultation with  
the DFS staff “on the ground”, two cohorts of  
eight participants were selected who were 
estimated to have the best potential for success  
in the program. Their individual learning goals 
were identified. 

One cohort participated in training and work 
experience activities in the morning and the 
second cohort had corresponding activities in the 
afternoon. 

PMC also recruited a local Inuk Program 
Coordinator and Inuit Program Disability  
Assistants who spoke Inuktitut and could  
assist through the duration of the program.  
The role of the Coordinator was to support 
program development and delivery, providing 
leadership to participants as they prepared  
to navigate the work world, possibly for the  
first time. 

Participants from the initial cohort included Inuit 
men and women with an age range of 18-57 
with different abilities and disabilities including 
cognitive, developmental, intellectual, physical, 
sensory or some combination of these.  

Many of these conditions have not been clinically 
diagnosed due to the shortage of specialists 
in Nunavut. The PMC team therefore relied on 
participants’ self-identification as a person facing 
barriers to employment when doing intake and 
selection.

Persons with disabilities remain the most 
underrepresented group in the workforce across 
Canada, with many social and economic challenges 
that stand in the way of obtaining and keeping 
employment. However, those in Nunavut are likely 
to face additional challenges and barriers that are 
unique or more pronounced in the context of the 
far north. 
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The challenges may include:
NN  Limited or no previous work history;
NN  Lack of formal education;
NN  A limited wage economy in their  community; 
NN  Poverty and food insecurity;
NN  Fear or insecurity about their  ability to succeed  

 in work;
NN  Effects of trauma and/or  lateral violence;
NN  Lack of affordable childcare  or eldercare;
NN  Addiction and mental health  struggles;
NN  Limited support networks;
NN  Physical disability-related  barriers  (accessibility,  

 mobility,  need for special  equipment);
NN  Difficulty managing stress or  emotions that   

 arise on the  job (which puts strains on work   
 relationships);
NN  Social anxiety or a fear of not  belonging or   

 being excluded;
NN  Strained relationships with  other   

 community  members  (such as potential   
 employers);

While the challenges are clearly not insignificant, 
we believe they can be overcome in time.  With a 
comprehensive approach that is respectful of  
Inuit culture and mindful of the unique challenges 
of the North, it is possible to build skills and 
confidence, foster innovative partnerships, 
influence attitudes and create an environment 
where persons with disabilities have equal 
employment opportunities in Nunavut.

5
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Program Design
Given that program participants face significant 
personal and professional challenges and barriers 
to employment, the program team approached 
the work with a great deal of flexibility, creating a 
“safe space” in the learning environment where 
participants were able to grow personally and 
professionally. 

Participants were encouraged to treat one 
another as a team and develop strong working 
relationships with everyone connected to the 
program. PMC’s team designed the training and 
related activities around six basic employability 
competencies and built positive relationships 
between participants and potential local 
employers. 
 
The core competencies are:
NN  Teamwork, Communication and  Client   

 Service;
NN   Critical Thinking, Problem Solving and 
NN  Decision Making;
NN  Reading, Writing and Document Use;
NN  Financial Literacy and Business    

  Fundamentals;
NN  Computer Use; and
NN  Personal Resiliency and Stress     

 Management.

By weaving the development of these 
competencies throughout the training and 
work experience – including during Inuit 
cultural teachings – participants gained hands-
on experience and were able to connect their 
cultural traditions with entering the contemporary 
wage economy. Extracurricular activities gave 
participants a chance to gain practical experience 
in developing the competencies.

66

Sandy Kownak and her son Ipu Ungungai teach
participants some differences between Inuktitut 
Sign Language and American Sign Language.

6

Participants work with Hilu Tagoona,
Career Development Officer, exploring
what it takes to find a good job.
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Participant receiving her certificate 
during the graduation ceremony.

Participants teach instructors Erin Strachan and Linda Simpson how to bake bannock.

The training program was delivered during the 
12-week period from September 19th to December 9th, 2016.
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 x We have learned how to start a small business.

 x   We are standing up for ourselves in a 
respectful way.

 x  We feel motivated to move forward.

 x  We are confident as a team.

 x  We are more financially stable.

 x  We have strong relationships with our 
colleagues and managers.

 x We have set some achievable goals.

 x  Every graduate found a job that uses their 
skills and abilities.

 x  We are using our stress management 
techniques to reduce our stress.

 x We help and motivate each other to succeed.

 x We know how to manage our money better.

 x  We are open-minded and comfortable with 
ourselves.

 x We have good computer skills. 

 x Everyone finished this program.

 x We have started a store for recycled clothing.

 x  Some graduates have signed up for a course at 
Nunavut Arctic College (PASS program or other 
program that they are interested in).

 x   We have positive outlooks on life and work.  
We are enthusiastic.

 x  We have excellent work experience.

 x  We are confident in our abilities. 

 x  We are proud. We respect others.

MODULE 1
Disabilities-Specific Employment Readiness 

& Resiliency Training
Through this module, participants gained self-awareness by learning about their personal aptitudes, 
interests and skills, as well as identifying areas for personal growth and development. In a supportive 
environment, participants learned to classify their own disability limitations, consider what needs they 
would have on the job and plan for how to communicate these needs to potential future employers. 

Training Modules

During a group goal-setting session participants described where they 
hoped their cohort would be in one year:

Participant Goals (“positive & possible”)
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Following setting group goals, the project team 
worked with individuals to set goals in three areas 
of life: personal, professional and financial. Once 
realistic goals were set, participants and the team 
identified specific steps that each individual can 
take to reach their goals. Developing individual and 
collective goals helped to build motivation to move 
forward and complete the course. 

Near the beginning of the program, participants 
individually completed the online Employment 
Readiness Scale (ERS). The ERS is a tool that has 
been designed to assess people’s strengths and 
challenges in relation to becoming successfully 
employed, identify the types of employment 
assistance that would be most helpful, measure 
changes as a result of interventions, and predict 
employment outcomes.

Increased motivation was a reported outcome as 
indicated by the program evaluation; at the end 
of the program a 40% self-reported increase in 
participant motivation was demonstrated1. 

 1For more detailed information on Evaluation results 
and the Employment Readiness Scale (ERS) see  
Section 4: Program Results and Analysis.

10
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 x  Give people the benefit of the doubt – try not 
to take things too personally;

 x  Recognize that others have a different 
approach;

 x Take turns;

 x Respect;

 x Try to have an open mind;

 x Identify and communicate your goals;

 x Offer plenty of encouragement;

 x Be flexible;

 x  Communicate your needs, ask questions, 
clarify requests to ensure you understand;

 x Try to motivate yourself and others;

 x Be self-aware (know yourself);

 x  Use empathy when working with others  
(try to understand what your teammates think 
and feel);

 x Be as patient as possible;

 x Share information and knowledge;

 x Try to find chemistry on your team;

 x Have fun together;

 x Be civil and respectful;

 x Consider others’ needs;

 x Listen;

 x  Be confident in your own abilities and in 
other’s abilities;

MODULE 2
Life Skills/Essential Workplace Readiness Training

This module covered the basic employability competencies necessary for employment readiness  
and healthy life skills. In addition, participants learned how to showcase their skills when seeking 

work and participating in job interviews. 

Early on in the training, participants brainstormed a list of what teamwork means to them. 
Throughout the program, items were added to this list as participants reflected on their work experience 

within the program. 

Elements of good teamwork identified 
by participants:
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 x Trust each other;

 x Cooperate;

 x Be flexible and adaptable;

 x  Do not be afraid to ask for help when  
you need it;

 x  Support one another through  difficult times;

 x Be assertive, say no when you need to;

 x Be clear;

 x Ask for what you need;

 x Ask questions; and

 x Help people when they need help.

Given the low self-esteem observed among many participants, trainers and staff 
offered encouragement and made every effort to recognize even small accomplishments.

12

Participants work together to make 
chocolate chip banana bread. 

Participants work together to “cache”
 a caribou (burying it so it will ferment 
until winter when it is retrieved).
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THE RECOGNITION TREE

In order to promote increased self-confidence 
in participants and help them work together 
effectively as a team, the staff dedicated a 
space on the classroom wall for recognizing 
accomplishments. Everyone was encouraged to 
add post-it notes to the tree to recognize when 
teammates had shown growth towards individual 
or collective goals. 

Additionally, after community members made 
contributions to the program, participants 
made, signed, and delivered “Thank You” cards. 
Contributions from community members included 
coming to share their experience as a guest 
speaker, donating money or items for a “penny 
sale” fundraiser, donating meat for a caribou stew 
feast, etc. 

Participants were also taught that when on a job 
search, every person they encounter could be 
the one to help them land their next job, so they 
should be courteous and gracious to everyone. 
This is particularly relevant in small communities 
like Baker Lake where everyone knows everyone 
and reputations last for a long time. Participants 
were challenged to begin to create new 
reputations for themselves, based on their strong 
desire to work and make a difference in their 
community. 

Studies also suggest that the more gratitude 
a person shows, the happier that person will 
be. Practicing this teaching helped participants 
build the resiliency and stress management 
competency.

13

Program Assistant Kelsey Attungala carries
her niece to the graduation ceremony.
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With staff assistance and encouragement, 
participants submitted 13 applications during the 
training period as well as many others that have 
been submitted since the graduation in early 
December 2016. 

After learning an interview technique of 
telling relevant stories, one participant had 
a telephone interview for the researcher/
interviewer job with Statistics Canada. She 
shared this interview experience with the 
rest of the group so that everyone could 
learn from it, and found that rehearsing 
her stories was a great way to prepare for 
the interview and helped her feel more 
confident. The participant was successful in 

obtaining  the position (see Program Results 
and Analysis on page 28).

The positions applied for included:

NN  Six cleaner/janitor (Kivalliq Property 
Management);

NN  One researcher/interviewer for the 
Aboriginal People’s survey (Statistics 
Canada);

NN  Two housekeeping (Agnico Eagle 
Meadowbank Gold Mine);

NN  Two kitchen help (Baker Lake Construction 
Services Guest House);

NN One prisoner guard (RCMP); and
NN Two clerk/typist (Government Office)

JOB SEARCH PORTFOLIOS

Using templates, participants worked to create 
up-to-date skills-based résumés, cover letters, 
reference and disability accommodation requests 
for future employers. As several participants are 
inexperienced using computers, this required 
substantial staff assistance. 

Once the job search portfolios were completed, 
participants were encouraged to reflect on their 
experience (both personal and professional) and 
think of several stories about themselves that they 
could tell at a job interview. 

Participant works on his job search
portfolio in the computer lab.
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In the first week of October, the class visited 
the First Nations Bank to meet with Manager, 
Kathleen Gomes. Kathleen and her staff 
assisted participants to open a bank account  

(a first for most participants). For most 
participants, this was their first bank account. 

MODULE 3
Financial Literacy

This module covered basic financial literacy skills to help participants manage money more  
effectively at home and in the workplace. Participants learned how to create a budget, set up and use 
bank accounts, manage credit and debt, as well as some practical tools for saving money. Participants 

each set financial goals, deciding on one asset for which they would like to save and purchase.  
They also set realistic time frames for their goals.

Participants learn about banking and budgeting from Kathleen Gomes,
Manager of First Nations Bank

Kathleen also presented about budgeting, debt 
and saving, and responded to participants’ 
questions. 

Participants were paid their participation incentive 
through direct deposit so they were able to 

15
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Self-reported 
results show 
a 62% gain 
in financial 

literacy

practice using their new bank accounts during the 
program as a hands-on financial literacy exercise.
In order to understand where their money goes 
participants tracked all of their expenses for a 
period of two weeks. They completed an activity 
where they categorized each expense by type to 
better understand where they spend their money. 
Then from the weekly expenses, they calculated 
their rough monthly expenses. 

Another activity involved working in small groups 
to complete a budget for another person with a 
similar economic situation and challenges to their 
own. This activity helped participants to see how 
much the person overspent, given the limited 
income and all of the expenses. 

Participants work together to develop
budgets and set financial goals.

As a final piece of this module, participants created 
their own monthly budget, a planning tool. Of all 
course themes in the program, financial literacy 
was the biggest gain on the self-evaluation;  
results show a 62% gain in this competency. 

Participants were encouraged to set financial 
goals. For instance, one participant decided that 
he would like to quit smoking. For every package 
of cigarettes that he would have purchased, he  
set money aside to save for his goal of purchasing 
a used ATV so that he can go caribou hunting  
(a goal he set after participating in the caribou 
hunt organized as part of the program). For every 
goal, participants were encouraged to determine a 
realistic timeframe in which to complete that goal.
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The team engaged with employers one-
on-one to help them see the benefits of 
hiring a local person with a disability. By 
inviting some employers to the class as 

guest speakers and through site visits to their 
workplaces, potential employers and the program 
participants were able to interact and learn about 
each others’ needs and what they had to offer. 

Strengthened relationships with local employers 
resulted in several jobs for participants following 
graduation.

MODULE 4
Employer Engagement

Developing the skills of people with disabilities/barriers to employment is only half the 
battle in obtaining jobs. It is equally important to assist local employers to see the value of inclusive 

hiring and sensitize them to working with people in this demographic.
This module brought employers and participants together in the classroom and in local workplaces 

to build relationships of respect and trust.

Participants with guest speaker,
Ebenezer Arhin-Ababio, the Manager 
of Social Services, in Baker Lake.

17

Participants tour Arctic Fuel, a local employer that 
provides fuel and automotive services.

17
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The speakers included:

NN The Manager of Social Services (GN);
NN The Career Development Officer (GN);
NN The Health and Wellness Coordinator (GN);
NN Mental Health Counsellor (GN);
NN  The Inuit Impact Benefit Agreement 

Coordinator, Kivalliq Inuit Association (KIA);
NN  The Coordinator of the Pathways to Adult 

Secondary School Program (Arctic College);

The program included employer site  
visits to:

NN  Agnico Eagle Meadowbank Gold mine  
(full-day trip);

NN The Sanavik Coop;
NN  The Baker Lake Construction Services (BLCS) 

Guest House Kitchen; and
NN Arctic Fuel Services.

NN Adult Educator (Arctic College);
NN  Local Elders and Traditional Knowledge 

Holders (Paul Atutuvaa and Susan 
Toolooktook);

NN  A Representative from Mianiqsijit Aboriginal 
Healing Foundation; 

NN  Aluki Kotierk, then candidate, now President  
of NTI;

NN Simeon Mikkungwak, MLA; and 
NN Dmitri Malakhov, RCMP.

The local employers who came as guest speakers gave presentations 
on course themes and responded to questions from participants. 

Participants hear Elder Atutuvaa’s
life story during his visit to the class
as a guest speaker.

18

Participants tour Agnico Eagle
Meadowbank Goldmine.
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 x Be prudent, careful;

 x Be reliable/responsible;

 x Be focused;

 x Be punctual (on time);

 x Take initiative;

 x Be diligent (be careful and put in effort);

 x Be inquisitive;

 x Be persistent;

 x Be methodical;

 x  Know your qualifications (and be able to  
sell yourself);

 x Communicate clearly;

 x Be confident;

 x Be a problem solver;

 x Be honest;

 x Be knowledgeable about your position;

 x Stay calm under pressure;

 x Have good judgement and patience;

 x Have a positive attitude;

 x Be motivated;

 x Have a strong self-esteem;

 x Have a sense of humour;

 x Be committed;

 x  Strive to learn new skills (such as leadership 
skills and supervisory skills);

 x Be open to feedback and suggestions;

 x Ask for help if you need it;

 x Be available to work;

 x  Work together with your colleagues (be 
friendly, inclusive and sociable);

 x Listen to one another;

 x Communicate with your team and  supervisor;

 x Cooperate with everyone;

 x Make “to do” lists (to stay organized);

 x  Take breaks and take care of yourself so  
you can do your work;

 x Work in a safe manner;

 x Call in if you’re sick or late; and

 x Complete tasks on time

This module also helped participants understand a typical employer’s expectations. In one exercise, 
participants put themselves in the shoes of the employer and tried to anticipate employers’ expectations. 

Participants felt that most employers  
would expect their employees to: 

Many of these expectations were subsequently confirmed by employers  
who were guest speakers to the training group.
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Since the summer of 2016, PMC has 
been working with the Nunavummi 
Makinnasuaqtit Disabilities Society (NDMS) 
and community members to develop a 

thrift shop social enterprise in Baker Lake. 

The ongoing efforts to create an enterprise 
provided an ideal experiential opportunity for 

MODULE 5
Introduction to Social Enterprise

This module covered the basics of social enterprises, and how they can be used to maximize social 
impact in communities. Participants were introduced to the concept of the triple bottom line. They 
explored how this could be applied to create a business in Baker Lake that provides valuable goods 

and services to the community while creating jobs for people who face barriers to employment.

program participants.  Led by social enterprise 
expert and instructor, Samuel Benoit, participants 
explored consumer needs and desires for the 
potential enterprise, as well as what relevant 
services the enterprise could provide. 

Engaging with the three pillars of Enterprise – 
People, Profit and Planet – participants determined 

Participants display their ideas for 
the Baker Lake social enterprise, with
Instructor Samuel Benoit.

20
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that a thrift shop is a good fit 
for the community of Baker 
Lake, providing a fresh 
supply of recycled clothing 
and toys, while creating 
much-needed jobs for 
people with disabilities/
barriers. 

It was originally hoped 
that the launch of the social 
enterprise could provide 
actual work experience for 
program participants toward the 
end of this pilot training program. 
As the enterprise was not yet ready to launch, 
the timing did not work out for this cohort.  But 

the participants still benefited 
from contributing to the 

development of the enterprise 
during the training period. 
This included a site visit to 
the building that will likely 
be the site of the thrift shop 
(QDC 14). 

PMC continues to work 
with the Abluqta Society on a 

pro bono basis to support the 
development of the enterprise. 

(A separate detailed report on the 
Introduction to Social Enterprise module was 
provided to DFS with the Q3 report.)

Participants tour QDC 14, the house 
that will become the Social Enterprise 
Thrift Shop.

21

Five participants, 
along with Elders and 

community leaders, are 
serving on the Abluqta “Leap 

Forward Together” Society 
that is working to make 
the thrift shop a reality.
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Extracurricular Activities
CULTURAL ACTIVITIES

Relevant Inuit cultural activities were 
incorporated as a way to teach course 
themes, including a culture day where 
participants chose from two activities:  
learning how to make duffle socks2 or 
participating in a caribou hunt. Both 
of these activities were led by local 
instructors (Elders or guides). Five 
participants chose the duffle socks,  
guided by a local Elder/seamstress.

The remainder of the group followed 
experienced guides/hunters on ATVs down 
the mine road to an area known as White  
Hills Lake. The guides led the group to track 
a caribou herd and successfully hunted and 
butchered 17 caribou.

2Duffle socks are the traditional liners of kamiks  
(winter boots) which can also be worn as warm slippers.

Participants prepare to leave on ATVs
for the caribou hunt cultural activity.

22

Participants and hunting guides
successfully caught 17 caribou.
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Such activities helped to ground the program 
within Inuit culture, bring participants closer 
together as a team and encourage greater 
inclusion of people with disabilities in traditional 
activities. 

One participant in particular reported that the 
caribou hunt gave him greater motivation to 
complete the course and find a job. Having not 
been out hunting for 25 years he realized how 
much he enjoys this activity and wants to save 
money for an ATV so that he can go out hunting 
again. Another young participant caught her 

first caribou on the hunt, which is of course an 
important cultural honour. In keeping with Inuit 
custom, she did not eat any of her harvest but 
rather proudly gave the meat to local Elders and 
families in need.

In the days following the hunt, participants  
also had the opportunity to learn how to  
butcher the caribou and prepare their skins.  
The harvested meat was saved for a community 
feast held on November 15, 2016. (See the next 
page: Community and Stakeholder Engagement).  
The skins were donated to the Baker Lake Search 
and Rescue to be used for winter bedding.

Participant harvests her first caribou
that she proudly distributed to those 
in need in her community.
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COMMUNITY & STAKEHOLDER ENGAGEMENT

A community feast in honour of greater inclusion 
of people with disabilities was officially hosted 
by the NDMS on November 15 at the Baker Lake 
Community Hall. Representatives from NDMS 
travelled from Iqaluit to be part of the feast and 
the organization contributed 50% of the cost.

As a team, participants decided to raise money 
to cover the other 50% of the cost of the feast. 
PMC arranged for Calm Air to donate airline 
tickets to NDMS to help raise funds for this event. 
Participants sourced additional arts and craft 
donations as well as baking goods and held a 

“penny sale.3 ” At the local radio station, the team 
announced the penny sale, and successfully raised 
almost $3000. 

After covering the costs of the feast, the  
team created an account at the local Sanavik 
Coop to deposit the remainder of the funds. 
These funds are managed by the Abluqta Society 
which has taken up the challenge to develop a 
social enterprise in Baker Lake (see page 26, Social 
Enterprise Thrift Shop Development).

3A “penny sale” is similar to a raffle where community 
members buy tickets and then a draw is held at the end  
of the event. 

Participants prepare to leave on ATVs
for the caribou hunt culture activity.

24

Participants serve 300 people at the Feast in honour 
of  greater inclusion of people with disabilities.

24
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For work experience, the program participants 
planned and coordinated this event, including 
recruiting cooks and bakers, reserving the hall, 
organizing an open mic and presenting to the 
wider community of Baker Lake on training 
program activities. 

At the feast, program participants served over 300 
people caribou stew, bannock, buns and pasta 
salad. NDMS also brought a suitcase full of banana 
bread made by people with disabilities at the 
Inclusion Café in Iqaluit. 

A local Elder told the audience at the feast how 
thankful she was that Department of Family 
Services (DFS) is running a program for people  
with disabilities in Baker Lake. 

Following the training program delivery PMC 
offered support to program participants to identify 
and apply for available positions in the community. 
This included submitting two applications to the 
Kivalliq Partners in Development (KPID) for a 
wage subsidies. This resulted in one participant 
beginning her first job as a cleaner. This graduate 
of the program began her first day of work on 
March 13, 2017. PMC also applied through Ready, 

Willing and Able to obtain a former participant 
a position as a paid peer job coach.

Participants lead the ceremony at the
Feast, including giving presentation on
the program and Social Enterprise
development.
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SOCIAL ENTERPRISE THRIFT SHOP 
DEVELOPMENT

During the 12-week program, PMC encouraged 
and supported the formation of an advisory 
committee comprised of interested citizens  
of Baker Lake who share a goal of making 
the dream to have a thrift shop in Baker 
Lake a reality. 

The program participants planned 
committee meetings, prepared 
food and gave presentations on the 
training program. Five of the program 
participants are now actively involved 
on this committee, and have submitted 
an application to become a registered 
society which will be known as the Abluqta 
Society. Abluqta means “leap forward 
together” in Inuktitut.  Participants have also 
been volunteering to run a bingo to keep the 
society going. 

Once the Abluqta Society is formally registered, 
members can apply for funding from the GN’s 
Department of Economic Development and 
Transportation (ED & T) to start up the enterprise.  
To support this application, PMC is preparing a 
draft business plan (pro bono) for the thrift shop. 

MEDIA COVERAGE

On November 1, 2016, CBC North reported on the 
training program and the efforts in Baker Lake to 
launch a thrift shop. 

The story was also featured on CBC North’s 
television programming and on Igalaaq in Inuktitut 

and included interviews with participants as well 
as Instructor Erin Strachan and Sandra Kownak. 
Sandra is a Board Member of the NDMS and 
president of the Abluqta Society. Two participants 
were interviewed by phone and their stories were 
included in the media coverage.

Participants and staff at the penny 
sale to raise money for the feast and 
thrift shop.
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GRADUATION CELEBRATION

For most of the participants, this was the 
first time they have completed anything 
of this nature. For this reason, our team 
wanted to celebrate and recognize this 
accomplishment. The participants had 
planned a pizza party and graduation 
ceremony including preparing food and 
extending invitations to their families 
and friends.

Participant teaches others how to 
make the best pizza dough  for the
celebration. 

Pizza party celebration for the 
program graduates and members 
of  the community.
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PROGRAM RESULTS 
& ANALYSIS
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Job & Education 
Applications
NN  During the training program, participants  

had submitted at least 13 job applications with  
 their new résumés and cover letters, with 
many more submitted after the training   
 period;

NN Seven applied to the Pathway to Adult   
 Secondary School (PASS) program to complete  
 their high school diplomas (two of the seven   
 have been accepted, the remaining five were   
 not accepted);
NN  Two applications were submitted and accepted 

by the Kivalliq Partners in Development (KPID) 
for wage subsidies for janitor training with 
Kivalliq Property Management (KPM) (work 
placement and job coaches already set up);

NN At least two have completed job interviews 
 and are awaiting responses from potential   
 employers;

Employment
NN One full-time job as cleaner/janitor at Agnico   

Eagle Meadowbank Gold Mine (with an   
 additional person to begin training soon);

NN One full-time equivalent (actually two part-  
time jobs – one as a researcher/interviewer 

 for the Aboriginal People’s Survey with 
 Statistics Canada and one in administration 
 with Library and Archives Canada);
NN One part-time job as a janitor for KPM;
NN One part-time job as a night cleaner for  

Arctic Fuel;
NN One part-time job as a cook for the Martha   

Taliruq Centre;
NN One part-time job with KPM through wage   

subsidy with KPID;
NN One part-time job as a job coach for a peer 

with a disability (funded by Ready, Willing and 
Able, through the NDMS).

Further Education & 
Training
NN One has begun the Pathways to Adult    

Secondary School (PASS) to complete high   
school program this semester; one will begin 
in September (in addition to the former 
Program Coordinator who will also start in  
the fall)

NN Two are currently taking the Inspire Nunavut 
Youth Entrepreneur training (along with PMC’s 
former Program Coordinator)

NN One is taking pre-trades in Rankin Inlet, with a 
carpentry apprenticeship lined up for   
fall 2017 following earning her diploma

Elder Susan Toolooktook teaches 
participants how to butcher a caribou 
for the feast.
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Civic Engagement
NN  Five participants are serving on the Abluqta   

“Leap Forward Together” Society to help   
start the thrift store social enterprise.

 

Participant Self-
Evaluation
The following results came from an evaluation 
form completed by participants near the end of 
the program. For each category, participants  
rated where they were on a scale of one to ten 
when they first came in to the program and where 
they are at the end of the program. As shown in 
the graphs on the next page, the biggest gains 
reported were in:

NN  Motivation to find a job;
NN  Ability to set achievable goals; 
NN  Ability to describe skills and  

 experiences; and
NN  Financial literacy.

30

Employer Luc Gauvin of KPM 
poses with his new employee and 
Job Coach, MaryAnn Iqulik.

30

Participant receiving his certificate 
during the graduation ceremony.



31

 

Self awareness, goal setting & motivation
10

9

8

7

6

5

4

3

2

1

0

10

9

8

7

6

5

4

3

2

1

0

Awareness of 
disability needs 

Knowledge of 
support services 

Motivation to 
find a job 

Ability to describe  
skills & experiences 

Understanding 
interests & skills 

Financial  
literacy 

Ability to set 
achievable goals 

Community 
engagement 

BEGINNING OF PROGRAM        END OF PROGRAM

BEGINNING OF PROGRAM        END OF PROGRAM

 

Support services,community engagement & financial literacy

31



32

Employment 
Readiness Scale (ERS)
In spite of facing high challenges or barriers to employment, participants made significant gains on their 
ERS assessments in three main areas:

 x Increased eagerness and motivation;

 x  Learning about others and teamwork;

 x  Respect;

 x  Getting to know each other in a new way;

 x  Making closer friends;

 x  Supporting each other;

 x  Learning to ask for help;

Employment Readiness Scale Results
CATEGORY DESCRIPTION INCREASE

Job Search Abilities Ability and confidence to conduct a successful job search 39%

Self-Efficacy Belief in one’s owns ability to succeed. Self-confidence 22%

Work History
Perception of experience gained in previous work history
Ability and confidence to describe work history in an interview

31%

What participants valued from their Program 
Participation (brainstormed by the group)

 x  People with disabilities are capable of a lot   
 more than you might think;

 x  Building healthy working relationships;

 x  Developing skills;

 x  Getting inspired;

 x  Learning about accuracy and multi-tasking; and 

 x  Learning about available jobs and     
 entrepreneurial skills.
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“This course made me aware of how far I’ve gone and where I’m at.”

“Participating in this has really changed me personally. I am being told by others that I am a changed 
person in a good way. I am also more open-minded to things I never considered before.”

“One of the most valuable lessons that I learned was stress management and money management. I 
have been encouraged and feel motivated.”

“In this course, I got to reconcile with my past and focus on the future. We built confidence, self-
esteem and I had a chance to demonstrate leadership. We also set goals and broke each goal into   

   steps to get there.”

“This program was very motivational and it helped me focus on the areas of my life which I haven’t 
looked at closely. It changed my perspective for the better.”

“My budgeting skills improved from participating in this program. I am now more able to manage my 
money.”

Individual Participant Feedback 
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Lessons Learned & 
Recommendations for 
Future Programs

1 The Inuktitut language does not have 
a word for “disabilities.” As a result, 
most potential participants would 
not describe themselves as “people 

with disabilities” in spite of the multiple 
barriers they face to employment. 
Also, it became clear that others in the 
community did not understand that 
some “disabilities” are not things that 
can be immediately seen and community 
members do not regard a person as 
“disabled.” 

After the feast held in honour of greater 
inclusion of people with disabilities, one 
participant complained that people were treating 
him differently after learning that he is “disabled.”  
He cited this as the reason that he stopped coming 
to the program, even though he had completed 
75% of the training. 

Clearly there is more work to be done in Baker 
Lake and beyond in raising public awareness of 
disabilities and reducing the stigma that goes 
along with this label.  To build on this learning, 
PMC will try to recruit people with disabilities to 
participate in future programs by favouring the 
phrase “barriers to employment” rather than 
“disabilities”.

2 The individual and collective trauma 
faced by Inuit and the limited community 
support resources represent a barrier to 

obtaining and keeping a job.  Future programs 
should include a trauma-informed approach and 
existing trauma resources that can be provided 
within the program itself. This could include a 

course on recovering from trauma as a capacity-
building activity not just for staff and participants 
but for others in the community who can support 
participants, such as government workers, 
family members of participants and potential 
employers.

3 Given the high needs of the participants, 
time for program administration should 
be built in during the week, perhaps 

through combining both cohorts into one half 
day a week to have guests speak to both cohorts 
simultaneously.

Participant receiving her certificate
during the graduation ceremony.
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4 Food insecurity is a significant problem 
for Inuit in Nunavut, particularly for those 
on Income Assistance like most program 
participants. In addition, financial literacy 

is a greatly needed skill in participants. Future 
programs should include a budget for food for 
the participants and participants should work as 
a group to plan how to spend their weekly budget 
to provide snacks for the group. This way they can 
work together to find ways to provide the highest 
quality snacks with the available funds. 

Not only do these skills have application for 
participants’ future jobs, they are also practical life 
skills (such as budgeting, menu planning, shopping 
and staying within a budget, cooking, storing food 
and cleaning).

5Given the high needs of the participants, 
training and assisting participants requires 
all of the staff’s focus and energy. As the 
program should ideally help build the 

capacity of the local contracted staff (Program 
Coordinator and Assistants), there should be 
time devoted to individual goal setting, coaching 
and mentorship of the team in addition to the 
work of delivering the program. This coaching 
can be done remotely in future programs by the 
Program Manager to promote maximum capacity 
development of all team members through their 
work on the program. This will better equip the 
Program Coordinator and Assistants to take on 
jobs in their communities using the skills and 
professional development that they gain through 
working on the program.

6 As participants lack work experience 
and have high needs, the program team 
needed to adopt a “whatever it takes” 
approach to assisting participants to 

overcome barriers to employment. This has 
included distance coaching and advocacy 

by the Program Manager in the months 
following the training to assist participants 
to identify opportunities, and apply for 
wage subsidies to access job training. 
The program team should strive to 
identify any and all support that can be 
accessed by participants individually and 
collectively following the training period to 
equip them with the best possible chance 
of successful employment. In future 

programs this should be planned for and 
built into the scope of the project.

Participants assist cooks to prepare
caribou stew over a fire for the
community feast.
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7 
 There is a great need for experienced local  

  job coaches who can work with graduates 
  to help them build skills on the job and  
  access training. This can help to support 

high-needs participants to facilitate a successful 
transition to the work world. This person can fill 
a coach and advocacy role. Funding is available 
through Ready, Willing and Able but only for those 
with intellectual disabilities.

8Motivating some participants to complete 
their high school education is an 
extremely important outcome as well, 
since this will increase their chances of 

sustainable, long-term employment in the future.  
However, some participants who applied to the 
PASS program were not successful, largely due 
to low levels of literacy and numeracy.  More 
programs are needed to further develop the 
literacy and numeracy of unemployed Inuit, since 
this is a significant barrier to both education and 
employment. While pre-employment training can 
and should incorporate literacy and numeracy, 
dedicated programs that focus only on developing 
those competencies should also be explored.

9Of the original 16 participants, there were 
five who did not complete the program. 
Given the myriad of challenges faced by 
this target population, we believe this is 

not unusual for training programs in Nunavut of a 
similar type and duration. 

Participants usually gave a reason for leaving –
including lack of childcare, eldercare and stigma 
around a disabilities identification – but it is 
unclear in certain cases whether these were the 
actual or primary reasons. Three of the five 
who left had completed 75% of the training and 
dropped out in the final weeks. It would appear 
in those cases that the 50% holdback on their 
participant incentive was not sufficient to motivate 
them to remain in the program for the final weeks.  

For future programs, it would be helpful to have 
an individual other than the lead instructor 
(perhaps the CDO) conduct an exit interview with 
the participant to attempt to discern the primary 
reason for leaving the program. In addition, this 
might present an opportunity to better explain the 
loss of incentive holdback and encourage them 
to stay in the program.  If the actual reasons for 
leaving the program are definitively known (e.g., 
such as lack of childcare), then additional support 
or other measures could possibly be built in to the 
planning for future programs.
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In spite of the multiple barriers to employment 
faced by participants, the results of this pilot 
program demonstrate that it is possible 
for them to make successful transitions to 

employment. With many participants exposed to a 
positive and supportive learning environment for 
the first time, they were highly motivated to learn 
and gain new experiences. 

However, participants require a great deal of 
support during and especially after the training 
period as they transition to the workplace. In 
particular, graduates with intellectual disabilities 
require additional time to train as well as on-the-
job coaching and support in order to be successful. 
To meet this need, PMC applied for two wage 
subsidies on behalf of willing employers, as well as 
applying for paid job coaches through the Ready, 
Willing and Able program. Without providing this 
ongoing support, at least two of the jobs would not 
have been possible.

The social enterprise model seems an excellent fit 
with Inuit culture, with its focus on environmental 
and social sustainability. Such enterprises fulfill 
real and immediate needs in the communities 
while at the same time creating supported 
employment opportunities for people who face 
barriers to employment. However, establishing 
sustainable enterprises take vision, local initiative, 
a solid business plan, startup funding and time to 

establish. It would be ideal to access funding from 
multiple sources to enable the development of 
enterprises alongside training and job coaching for 
participants. 

Finally, Nunavummiut are dealing with historic 
and ongoing trauma that is a significant – and 
at times seemingly insurmountable – barrier to 
employment. Unfortunately, trauma support 
 in the communities are limited and often only 
available in crisis situations. In the absence 
of widely accessible support, using a trauma-
informed approach to employment training will 
increase the chance for participants to obtain and 
keep jobs. 

Working in partnership with stakeholders with an 
interest in capacity-building and poverty reduction, 
PMC looks forward to building on the success of 
this pilot with additional programs in Baker Lake 
and other Nunavut hamlets in 2017.

CONCLUSION
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