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      Minister of Canadian Heritage and Official Languages

      House of Commons

      Ottawa, Ontario

      K1A 0A6

    


    
      Dear Minister:


      We have the honour of asking you to transmit for tabling in Parliament the Report of the Public Service Commission of Canada for the 2012-2013 fiscal year.


      It is submitted in accordance with section 23 of the Public Service Employment Act, (S.C. 2003, c. 22, ss.12 and 13).


      Yours sincerely,
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      Anne-Marie Robinson,

      President
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      Susan M. W. Cartwright,

      Commissioner
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      D. G. J. Tucker,

      Commissioner

    


    


    
      



      Message from the Commission

    


    


    
      The mandate of the Public Service Commission (PSC) is to promote and safeguard merit-based appointments and, in collaboration with other stakeholders, to protect the non-partisan nature of thepublic service. The PSC reports on its mandate to Parliament.


      Under the delegated staffing system set out in the Public Service Employment Act (PSEA), the PSC fulfillsits mandate by providing policy guidance and expertise, as well as by conducting effective oversight. In addition, the PSC delivers innovative staffing and assessment services.


      In January 2013, PSC President Anne-Marie Robinson and Commissioner Susan M. W. Cartwright welcomed Daniel G. J. Tucker as the third Commissioner.


      On behalf of the Commission, the President has had the opportunity to meet with Parliamentary committees to discuss the PSC’s work in areas such as the following: overall trends in staffing, workforceadjustment, employment equity, official languages and priority placement of medically released Canadian Forces members. The Commission looks forward to continuing to engage Parliamentarians ina productive dialogue.


      Health of the staffing system


      The PSC is accountable to Parliament for the overall integrity of the staffing system in the federal public service, for organizations under the PSEA, and holds deputy heads accountable for how delegated authorities are exercised in their own organizations. The PSC assures itself of the integrity of the staffing system through its oversight framework, which is comprised of monitoring, audits and investigations, aswell as its regulatory authority and policy-setting function. The PSC also validates these findings and trends through ongoing dialogue with departments and agencies, as well as the studies and research itundertakes on key issues related to staffing and non-partisanship.


      From this suite of oversight and feedback mechanisms, the PSC concluded that management of staffing in departments and agencies continued to improve in 2012-2013. Most key elements of their staffing frameworks were in place, and deputy heads and delegated managers respected their delegated authority and met their responsibilities. In addition, although PSC investigations continued to uncover problematic transactions that require corrective action, these problems are a very small proportion of the over 60000 staffing actions undertaken within the public service in 2012-2013.


      Although departments and agencies are making progress in managing staffing, some areas require further attention. Strengthening is required in the monitoring of appointment processes to determine areas for improvement and to detect and correct errors in a timely way; issues of how merit is documented need to be addressed; and consistent consideration of priority persons for vacant positions needs to be ensured. When weaknesses are observed in the management of staffing within departments and agencies, the PSC may intervene. PSC interventions range from working collaboratively with the organization to address issues, to imposing additional terms and conditions on organizations’ delegated staffing authority. In addition, the PSC is assessing key lessons that can be learned from its oversight activities and will continue to communicate those trends to stakeholders in order to enhance its guidance and clarify expectations.


      Ensuring a non-partisan public service and safeguarding political impartiality


      Non-partisanship is an essential element of both a professional public service and the Westminster model of government, as well as a key pillar of the PSEA. Within the public service, the responsibility forsafeguarding non-partisanship rests with all public servants, including deputy heads and senior managers. Under the PSEA, the PSC has several specific responsibilities in this respect.


      First and foremost, the PSC is responsible for ensuring that staffing decisions under the PSEA are freefrom political influence.1 The PSC has the exclusive authority to investigate allegations of political influence in staffing. If the investigation establishes that an allegation is founded, corrective action canbe taken.


      
        1 This excludes Governor in Council appointments, which are made by the Governor General on the advice of the Queen’s Privy Council for Canada (i.e. the Cabinet), as well as appointments in the six organizations whose enabling legislation stipulates that only the political activities provisions of the PSEA apply to their employees.

      


      The PSC also administers the provisions of the PSEA related to political activities of public service employees. While they have the right to engage in political activities, public servants must also maintain the principle of political impartiality. In particular, the PSC plays three roles. First, the PSC provides guidance to federal public servants regarding their legal rights and responsibilities related to political activities. Second, it renders decisions regarding permission and leave of absence without pay, if applicable, for candidacy in federal, provincial, territorial and municipal elections. Third, the PSC may investigate any allegations of improper political activity by a public servant. If the investigation establishes that there was improper political activity, the Commission may take any corrective action that it considers appropriate.2


      
        2 If an allegation of improper political activity against a deputy head is substantiated, the Commission shall report its conclusion to the Governor in Council, who may dismiss the deputy head.

      


      In 2012-2013, the PSC found that employees’ awareness of their legal rights and responsibilities with respect to political activities continued to increase: 73% of Survey of Staffing respondents were aware of their legal rights and responsibilities to a moderate or great extent, up from 57% in 2009, 63% in 2010 and 69% in 2011. The PSC will continue to collaborate with departments, agencies and other stakeholders to find ways of sustaining this momentum.


      Although merit and non-partisanship constitute the foundation of a professional and non-partisan public service, they do not and cannot exist in a vacuum. As the PSC noted in previous Annual Reports, the clarity of the relationship between the public service and the political sphere is central to a non-partisan public service. The PSC has taken careful note of recent instances where questions were raised in the public domain regarding interactions between the public service and the political sphere. If roles and responsibilities are clearly delineated and understood, this relationship can contribute to sustaining and reinforcing the non-partisan character of the public service.


      In 2011, the Privy Council Office updated its document Accountable Government – A Guide for Ministers and Ministers of State, which provided clarity about roles and responsibilities. It is vital that this guidance be accessible and understood at all levels. Further dissemination and discussion related to the principles in this guide can contribute to increasing understanding at all levels, as well as the appropriate execution of roles and responsibilities by public servants, elected officials and their staff.


      In June 2013, the Clerk of the Privy Council launched Blueprint 2020. Blueprint 2020 sets out a vision fora high-performing public service that embraces innovation, transformation and continuous renewal, as well as an engagement process for determining how to realize this vision. Blueprint 2020 recognizes that there are certain fundamental aspects of the public service that must remain unchanged, one being its “professional and non-partisan” character. The PSC urges all public servants to use the opportunity offered by the Blueprint 2020 process to engage in a dialogue on how to best maintain the non-partisan nature of the public service.


      


      Hiring and staffing in the public service


      In 2012-2013, hiring and staffing in the public service was set against a backdrop of resource reductions stemming from Spending Review 2012. Departments and agencies implemented vacancy management strategies and focused on redeploying displaced employees and placing persons registered in the priority system, thereby altering normal staffing patterns.


      In 2012-2013, as a result of a decline in hiring and an increase in departures, the PSEA population declined by 5.4%, from 211 610 employees in March 2012 to 200 250 employees in March 2013.


      Overall hiring to the public service declined by 28.3%. Hiring to the public service declined across all tenures: indeterminate hiring decreased by 63.0%; specified term hiring decreased by 40.8%; student hiring was down by 27.0%; and casual hiring was down by 11.8%. Casual hiring accounted for approximately half of all hiring to the public service, compared to less than 40% in previous years.


      Hiring declined throughout the country in 2012-2013, but more particularly in the National Capital Region, where there was a 38.0% decrease compared to an average 20.3% decrease in other regions. Through the ongoing use of the National Area of Selection, access in the regions to employment in thepublic service increased again this year, both for officer level and non-officer level positions. Accessalso increased for employees with no previous public service work experience, who became thelargest component of new indeterminate hires for the first time in over a decade. The proportion ofindeterminate hires with no previous public service work experience increased to 41.7%, while the share of employees with specified term experience dropped to 36.9%. The proportion of those with previous casual employment experience continued its two-year drop, to 10.2%.


      In the context of the overall decline in hiring activities, the proportion of student hiring remained stable at 31.1% of all hiring to the public service in 2012-2013, compared to 30.6% last year. Despite a 27.0% decline compared to 2011-2012, a total of 9 561 student hires took place in 2012-2013.


      However, the PSC has noticed that 18.4% of the public service was aged 35 or younger in March 2013, down from 21.4% in March 2010. This trend may have an impact on the composition of the public service in the future, given that hiring to the public service is down and the PSEA population is ageing. In this context, a focus on renewal and the recruitment of new employees will gain new importance as the public service moves forward.


      The Public Service Commission and workforce adjustment


      In 2012-2013, the PSC continued to support departments and agencies in their workforce management efforts. In collaboration with the Treasury Board of Canada Secretariat, which has overall responsibility for managing workforce adjustments (WFA), the PSC responded to the shift from preparing for Spending Review 2012 to implementing it. The PSC has two specific roles with respect to WFA. First, it provides policy guidance and services to departments and agencies in the Selection of Employees for Retention or Lay-off (SERLO). Second, it manages the Priority Administration Program. Priority persons, including persons declared surplus, are eligible to be appointed ahead of all others to vacant positions in the public service, provided they meet the essential qualifications of those positions.


      With respect to its first role, in 2012-2013, the PSC continued to make policy and program improvements to support departments and agencies in implementing WFA decisions. In addition, when a selection for retention or lay-off among employees in similar positions becomes necessary, the PSC requires that this decision be based on merit and that the process be fair and transparent. The PSC provided proactive strategic advice and guidance on the SERLO design to departments and agencies.


      In its second role, the PSC enhanced the Priority Administration Program to better support the needs ofemployees, departments and agencies and to help manage the increase in the number of priority persons. In particular, the PSC disseminated tools and information to ensure that persons with a priority for appointment are considered before others in appointment processes.


      In 2012-2013, the PSC made significant enhancements to the Priority Information Management System (PIMS) to accommodate the greater number of priority persons and to facilitate their placement in departments and agencies. PIMS was updated so that priority persons receive immediate notification oftheir referral to vacant positions, along with the qualifications required for those positions. Once thepriority person has been assessed by the hiring department or agency, the results are sent simultaneously to the priority person, the home organization and the PSC. This increases access, fairness and transparency, as all parties receive the information at the same time.


      Another notable enhancement was the creation of the Priority Portal, which provides priority persons with “self-serve” access to PIMS. The Portal, which was initiated in November 2012, enables priority persons to play a central role in managing their own search for employment opportunities by providing them with the ability to enter, review and update their personal profile.


      As of March 31, 2013, there were over 2 900 priority persons, about 1 100 more than the previous year. New registrations increased by 76.7% when compared with the previous year (1 822 to 3 219). Of these new registrations, almost two thirds were persons with a surplus priority entitlement. In 2012-2013, some 956 priority persons were redeployed in new positions, a 17.4% increase in redeployments from theprevious year. In this way, the priority system served the important objective of helping the public service retain skilled and competent people who have been trained and developed by the Government of Canada.


      Most of these redeployments were of employees affected by WFA. At the same time, the PSC has seen adrop in the placement of persons in other priority categories, including a significant decline in the placement of Canadian veterans who have been medically released.


      We have been monitoring the situation closely, along with Veterans Affairs Canada, which has the overall responsibility for policy and programs for Canada’s veterans. At their request, the PSC has provided options to address this issue for their consideration.


      


      Innovation


      The PSC has a strong track record of providing innovative staffing and assessment services to departments and agencies. In 2012-2013, the PSC continued to leverage its use of technology to offer departments and agencies efficient and cost-effective methods of assessing candidates. Organizations were able to use the PSC’s Unsupervised Internet Tests, its e-testing capacityand other testing methods such as Computer-generated Testing (CGT).


      E-testing refers to on-line assessments, administered under supervised conditions at select computer facilities at the PSC or in other departments and agencies. The PSC continued to expand its e-testing capacity, with over 400 facilities now available and 1500 certified public service employees qualified toadminister e-tests (a 50% increase from 2010-2011). There has been a steady increase in on-line testing due in large part to the mandatory transition of Second Language Evaluation tests from paper and pencil to the on-line testing system by April 1, 2013.


      The expansion of e-testing capacity also enabled the development of innovative testing methods such asCGT, which uses a large bank of established questions to automatically create unique tests based on pre-established criteria. In 2012-2013, the PSC implemented CGT for its Second Language Test of Written Expression, thereby enhancing test security and reducing the risk of unauthorized access to test content.


      Conclusion


      The PSC has used the experience of implementing the revised PSEA over the past seven years to improve its processes and develop a more efficient and integrated approach. For instance, in response to the growing maturity of staffing capacity within departments and agencies and the overall reduction in staffing volumes in the public service, the PSC recently restructured and streamlined its staffing services while renewing its emphasis and expertise on assessment services. The PSC also continues toadapt its oversight activities and policies to a maturing staffing system and to meet the evolving needs of departments and agencies.


      The PSC will continue to work closely and collaboratively with departments and agencies to help build astronger culture of compliance and to reduce errors and incidents of improper conduct, while providing the same level of independent oversight and assurance to Parliament.

    


    


    


    
      


    


    
      

    

  


  
    
      Chapter1


      Staffing activity under thePublic Service Employment Act


      
        

      


      
        

      


      
        
          
            	
              Highlights



              • In 2012-2013, hiring to the public service, as well as staffing activities within the public service, dropped by 30.1%. Decreased hiring and increased departures contributed to reducing the population under the Public Service Employment Act by 5.4%.


              • The indeterminate Executive population decreased by 6.1%, compared to 5.2% for the rest ofthe public service indeterminate population.


              • The number of hires to the public service decreased across all tenures:


              › Indeterminate hiring, by 63.0%;


              › Specified term hiring, by 40.8%;


              › Student hiring, by 27.0%; and


              › Casual hiring, by 11.8%.


              • Student hiring accounted for a stable share of overall hiring and resulted in 9 561 student hires in 2012-2013.


              • For the first time in over a decade, employees who have no previous public service workexperience outnumbered those with specified term experience among new indeterminate hires.


              • Appointments of new indeterminate employees declined for a fourth consecutive year, down 66.3% compared to last year. Additionally, fewer employees under the age of 35 joined the public service than in the year before, contributing to a reduction of 13.6% in the number of public service employees under 35.


              • All types of indeterminate staffing activities decreased this year; in particular, promotions dropped by 54.3%, compared to 2011-2012. Departments and agencies implemented vacancy management strategies and focused on redeploying displaced employees and placing persons registered in the priority system. While these activities altered normal staffing patterns, the priority system also served the important objective of helping the public serviceretain skilled and competent people whom the Government of Canada has trained and developed.


              • Indeterminate staffing activities declined more in the National Capital Region than in other regions, for all types of internal movements.


              • In a recent study examining chances of promotion for members of designated employment equity groups, the Public Service Commission found that persons with disabilities — bothmen and women — had significantly lower chances of promotion than their comparison groups.

            
          

        
      


      1.1 This chapter provides an overview of hiring and staffing activities in departments and agencies under the Public Service Employment Act (PSEA) during fiscal year 2012-2013.1 The review of general hiring to the public service2 is followed by a more focused review of the staffing of indeterminate positions, length of time positions are advertised, data related to National Area of Selection (NAOS), previous public service work experience, use of non-advertised appointments, official languages and employment equity (EE). Completed and ongoing studies are also discussed.


      
        1 In order to foster greater consistency in the interpretation of terms used by human resources advisors and managers, the PSC created an on-line glossary in 2010-2011, which can be found on the PSC Web site at www.psc-cfp.gc.ca/abt-aps/gls/index-eng.htm.


        
          2 This includes indeterminate, specified term, casual and student hiring.

        

      


      Overall public service hiring and staffing activities


      1.2 In 2012-2013, hiring and staffing in the public service was set against a backdrop of resource reductions stemming from Spending Review 2012. Departments and agencies implemented vacancy management strategies and focused on redeploying displaced employees and placing persons registered in the priority system, thereby altering normal staffing patterns. The priority system served the important objective of helping the public service retain skilled and competent people whom the Government of Canada has trained and developed.


      1.3 Total hiring to, and staffing activities within, the public service declined for a fourth consecutive year. Hiring and staffing activities decreased by 30.1%, from 92 852 in 2011-2012 to 64 925 in 2012-2013. The rate of mobility to and within the public service reached its lowest level since thelate 1990s.


      1.4 There were fewer external advertisements for public service jobs and fewer hires to the public service again this year. In 2012-2013, the Public Service Commission (PSC) handled 311693 employment applications, 34.1% fewer than in 2011-2012, in response to 1175 external advertisements, down 39.3%. The number of applicants also decreased by 20.7%, from 225858 in 2011-2012 to 179118 in 2012-2013. This reflects the impact of workforce reduction and the effort to redeploy displaced employees to vacancies for which they have the required skills.


      1.5 The latest data from the Survey of Staffing show that 15% of public service employees were involved in both advertised and non-advertised staffing processes for term or indeterminate appointments in 2012. This proportion showed a decline from 25% in 2011.


      1.6 Figure 1 shows that there were 30 703 hires into the public service in 2012-2013, some 28.3% less than in 2011-2012 (42828). Indeterminate hiring decreased proportionally more than hiring of specified terms, casuals or students. There were 1 979 indeterminate hires in 2012-2013, some 63.0% fewer than last year (5 343). Accordingly, indeterminate hiring accounted for only 6.4% of all hires in 2012-2013, compared to 12.5% in 2011-2012 and 22.4% in 2008-2009.


      Figure 1: Hiring activities under the Public Service Employment Act, by tenure and fiscal year


      [image: Fig1_EN.eps]


      Source: Public Service Commission hiring and staffing activities files


      1.7 Specified term hiring decreased by 40.8% in 2012-2013 (from 8 111 to 4 804) and reached its lowest level in 20 years. This year’s drop in term hiring was accentuated by the fact that last year’s figure included the hiring of a large number of specified term employees by Statistics Canada to work on the 2011 Census and National Household Survey operations. Specified term hiring declined by 26.4% in other departments and agencies.


      1.8 In the context of the overall decline in volume of hiring, the proportion of student hiring remained stable, at 31.1% of all hiring to the public service in 2012-2013, compared to 30.6% last year. Despite a 27.0% decline compared to 2011-2012, a total of 9 561 student hires took place thisyear.


      1.9 Casual hiring declined by 11.8%, from 16 275 in 2011-2012 to 14 359 in 2012-2013. Casual hiring represented almost half (46.8%) of all hiring in 2012-2013, compared to less than 40% in previousyears.


      1.10 As more employees left the public service in 2012-2013 than joined it, the PSEA population3decreased by 5.4%, from 211 610 in March 2012 to 200250 in March 2013. As illustrated in Figure 2, this is the second consecutive year of decline. From March 2011 to March 2012, the population decreased by 2.4%.


      
        3 The PSEA population includes active employees in organizations under the exclusive appointment authority of the PSC (employees of organizations named in Schedule I, most of Schedule IV and some agencies in Schedule V to the Financial Administration Act). This does not include separate agencies such as the Canada Revenue Agency, the Canadian Food Inspection Agency and Parks Canada.

      


      Figure 2: Public Service Employment Act population, by year, tenure and year over year change (%)


      [image: Fig2_EN.eps]


      Source: Public Service Commission population files


      (a) The growth in March 2005 includes the transfer of 9 507 employees from the Canada Revenue Agency to the Canada Border Services Agency. The number of employees in other organizations under the Public Service Employment Act (PSEA) decreased by 0.2% from March 2004 to March 2005.


      (b) The decrease in 2013 was partly offset by the transfer to Shared Services Canada of approximately 850 employees previously employed in non-PSEA organizations, chiefly from the Canada Revenue Agency. Had it not been for this transfer, the PSEA population would have declined by 5.8% this year.


      1.11 Hiring declined throughout the country in 2012-2013, but more particularly in the National Capital Region (NCR), where there was a 38.0% decrease compared to an average 20.3% decrease in other regions. Figure 3 presents hiring figures at provincial and territorial levels in 2012-2013.


      1.12 Five occupational groups accounted for 42.3% of all hiring in 2012-2013: Clerical and Regulatory (CR), Administrative Services (AS), General Labour and Trades (GL), Program Administration (PM) and Engineering and Scientific Support (EG). The proportion represented by these groups was stable over the last three years, after declining from 47.8% in 2007-2008.


      Figure 3: Hiring activities and population under the Public Service Employment Act, by geographic area


      [image: Hring-map-2013EN.ai]


      Source: Public Service Commission hiring and staffing activities files and population files


      Note: Totals for hiring activities to the public service and population include indeterminate and specified term employees, as well as casual workers and students.


      Movement of indeterminate employees


      1.13 Figure 4 shows how movement of indeterminate employees to and within the public service decreased in 2012-2013, while the number of separations of indeterminate employees from the public service increased. The combination of fewer hires and more departures resulted in a decrease of 9924 (5.2%) of the indeterminate population, from 190 302 in March 2012 to 180378inMarch 2013.


      Figure 4: Indeterminate staffing activities to and within the public service and indeterminate separations under the Public Service Employment Act, contributing to movement of indeterminate employees for fiscal year 2012-2013


      [image: Fig4_EN.eps]


      Source: Public Service Commission hiring and staffing activities, and separations files


      (a) Individuals who left the public service as part of Spending Review 2012 are reported as other separations and notretirements.


      Note: Lateral and downward movements include deployments. Acting appointments of less than four months are excluded. Inflow includes movements from non-Public Service Employment Act (PSEA) organizations such as the Canada Revenue Agency. Outflow does not include interorganizational movements within the PSEA, but does include movements to organizations outside the PSEA universe.


      1.14 Mobility rates are measured by relating the volume of indeterminate staffing activities to the size of the indeterminate public sector population. Figure 5 shows that the indeterminate mobility rate fell from 27.1% in 2011-2012 to 18.1% in 2012-2013. The rate peaked at 43.8% in 2008-2009. Most of the decline in 2012-2013 was driven by a drop in promotions and external recruitment; see Appendix3, Figure 10 for more information.


      Figure 5: Rate of movement for indeterminate appointments to, and staffing activities within, the public service, by fiscal year(a)


      [image: Fig5_EN.eps]


      Source: Public Service Commission hiring and staffing activities files


      (a) The mobility rate is the ratio of the total number of appointments to the public service, promotions, acting appointments and lateral and downward appointments of indeterminate employees during the fiscal year to the average of the active population at the start and at the end of the same fiscal year.


      Note: Figures were revised to include Canada Border Services Agency (CBSA) and a number of small departments and agencies that were excluded from the original study and from numbers reported in previous Annual Reports. Entry of CBSA under the Public Service Employment Act in 2005 contributed to increase the mobility rate from 2004-2005 to 2005-2006.


      Appointments of new indeterminate employees


      1.15 Appointments of new indeterminate employees declined for a fourth consecutive year. A total of 2949 new indeterminate employees were appointed in 2012-2013, via external hiring (1 979) as well as the appointment of former specified term employees (970). This was 66.3% less than in 2011-2012 (8 745) and approximately one seventh of the figure from 2008-2009 (20 087), when thepublic service was experiencing a higher rate of staffing. Figure 6 shows that inflow of new indeterminate employees in 2012-2013 was the lowest in the past 20 years, just below levels observed during the Program Review of the 1990s.


      Figure 6: Appointments under the Public Service Employment Act of new indeterminate employees, by fiscal year


      [image: Fig6_EN.eps]


      Source: Public Service Commission hiring and staffing activities files


      1.16 This year’s decline reflected reductions in external hiring (63.0% decrease), as well as in specified term to indeterminate appointments (71.5% decrease). External hiring accounted for 67.1% of appointments of new indeterminate employees in 2012-2013, compared to 61.1% in 2011-2012.


      1.17 For the fourth consecutive year, a reduction in appointments of new indeterminate employees meant that fewer employees under the age of 35 joined the public service than in the year before. Numbers dropped by 67.7%, from 4824 in 2011-2012 to 1 558 in 2012-2013. This contributed to a reduction of 13.6% in the number of public service employees under 35, from 38 439 in March2012 to 33 221 in March 2013. Employees of this age group accounted for 18.4% of all indeterminate employees in March 2013, compared to 21.4% in March 2010.


      1.18 Appointments of new indeterminate employees declined more in the NCR (76.5%) than in other regions (57.7%), due chiefly to a much larger decline of indeterminate external hiring in the NCR (78.3%) relative to other regions (46.6%). The number of new indeterminate employees aged less than 35 years also declined more in the NCR than in other regions.


      1.19 The reduction of the number of new indeterminate appointments was accompanied by changes in occupational composition. Although occupational distribution varies from year to year, this year’s changes exceeded the variations observed in recent years. In particular, the Correctional Officer (CX) and Border Services (FB) groups saw their share of indeterminate inflow increase from 10.1% in 2011-2012 to 18.2% in 2012-2013. On the other hand, the Clerical and Regulatory (CR) group’s share fell from 22.1% to 15.5% and the Computer Systems Administration (CS) group’s share fell from 5.2% to 2.6%.


      Indeterminate staffing activities within the public service


      1.20 A total of 30 579 indeterminate staffing activities, including appointments and deployments of indeterminate employees to indeterminate positions, occurred within and across PSEA departments and agencies in 2012-2013, 29.0% less than in 2011-2012 (43079). As indicated in Figure 7, all types of staffing activities of indeterminate employees within the public service decreased in 2012-2013, but promotions declined more than others. There were 6700 promotions, a decrease of 54.3% compared to 2011-2012 (14648).


      Figure 7: Internal staffing activities of indeterminate employees under the Public Service Employment Act, by type and fiscal year


      [image: Fig7_EN.eps]


      Source: Public Service Commission hiring and staffing activities files


      Note: Includes staffing activities to indeterminate positions of employees who were already indeterminate. Lateral and downward movements include deployments. Acting appointments of less than four months are excluded. Figures also include appointments of priority persons.


      1.21 The decline in indeterminate staffing activities was most prominent in the NCR, where all types of internal movements decreased more than in the regions. Staffing activities within the public service declined by 36.1% in the NCR, and by 19.5% in other regions.


      1.22 Similar to last year, movements between PSEA departments and agencies accounted for 11.0% of indeterminate staffing activities in 2012-2013. The proportion peaked at 14.4% in 2009-2010.


      Acting appointments


      1.23 In 2012-2013, acting appointments decreased by 21.5%, from 10 811 to 8483. Additionally, the PSC found that the rate of promotion following an acting appointment continued to drop, to 22.6% in 2011-2012 from 28.3% in 2010-2011. The duration of acting appointments ending with a promotion increased to 15.0 months in 2011-2012, from 14.4 months in 2010-2011. (See Appendix 3 for more information.)


      Executive staffing activities


      1.24 Overall, appointments of new indeterminate Executives decreased for a fourth consecutive year (see Table 1). There were 222 such appointments, 47.4% (200) fewer than in 2011-2012. The number of new indeterminate Executives decreased by a comparable proportion in the NCR (47.2%) and in other regions (48.0%).


      Table 1: Staffing activities of new indeterminate Executive employees under the Public Service Employment Act, by source and fiscal year


      [image: AR-Table-1.png]


      Source: Public Service Commission hiring and staffing activities files


      1.25 The number of separations of indeterminate Executives exceeded their inflow, and the indeterminate Executive population decreased by 6.1%, from 5069 in March 2012 to 4760 in March 2013. Comparatively, the rest of the public service indeterminate population decreased by 5.2%. The Executive population decrease was 5.9% in the NCR, compared to 6.7% in other regions.


      1.26 Consistent with previous years, a small proportion (10.8%) of new indeterminate Executives were hired externally in 2012-2013.4 The majority (89.2%) were appointed from other occupational groups within the public service.5


      
        4 Almost half of these were hired from non-PSEA public service departments and agencies, such as the Canada Revenue Agency, the Canadian Food Inspection Agency and Parks Canada.


        
          5 New indeterminate Executives came predominantly from the Economics and Social Science Services (EC) (24.8%), Administrative Services (AS) (10.8%) and Financial Administration (FI) (9.0%) groups.

        

      


      1.27 Casual hiring of Executives decreased for a third year, from 124 in 2011-2012 to 99 in 2012-2013, for a drop of 20.2%. Casual hiring peaked at 186 in 2009-2010.


      1.28 Indeterminate staffing activities within the Executive Group (EX Group) decreased by 3.4% in 2012-2013, from 1 095 in 2011-2012 to 1 058 in 2012-2013. Promotions within the EX Group decreased by 40.0%, from 320 to 192, and are below the annual average of 390 promotions observed in the previous five years. Acting appointments increased by 16.9%, from 178 to 208, which is consistent with the average for the previous five years. The number of lateral and downward movements increased by 10.2%, from 597 to 658, which is above the average for the previous five years (593).


      1.29 Relative stability of indeterminate staffing activities within the EX Group is the net result of increased activities at EX-1 level (10.3% higher than in 2011-2012) and fewer activities at other Executive levels (down 9.5%). Similarly, activities decreased by 7.1% in the NCR but increased by 13.9% in other regions.


      Values in the appointment system


      1.30 The Preamble to the PSEA sets out that “Canada will continue to benefit from a public service that is based on merit and non-partisanship and in which these values are independently safeguarded.” Further, “the public service, whose members are drawn from across the country, reflects a myriad of backgrounds, [... and] embodies linguistic duality.” In addition, the Preamble states that the “public service [...] is characterized by fair, transparent employment practices.” These values are reflected in the PSC Appointment Policy Framework, as well as the Guide on the selection of employees for retention or lay-off.


      Access to public service jobs


      1.31 The PSC is committed to ensuring that all Canadians have access to job opportunities in thepublic service. The PSC looks at a number of indicators to determine whether the value ofaccess is respected overall, including the length of time that positions are advertised; datarelated to the use of National Area of Selection (NAOS); the geographic origins of public servants; theproportion of Canadians with no previous public service work experience; and theuse of non-advertised processes.


      Length of time for advertising


      1.32 One of the key indicators of access to public service employment is the length of time that job opportunities are advertised. The PSC Advertising in the Appointment Process Policy requires that job opportunities in the federal public service be advertised for a minimum of one business day. However, PSC guidance recommends that managers advertise for one to two weeks, depending on factors such as the number of positions to be filled, the urgency of the requirement, the use of complementary advertisements such as newspapers and job fairs, variations in time zones and work schedules for potential applicants and the expectation of accepting applications through the mail or by othermeans.


      1.33 Overall, managers tended to advertise for longer periods of time in 2012-2013, as shown by an increase in the proportion of advertisements posted for seven days or more and a decrease in the proportion of advertisements posted for two days or less. Based on the Public Service Resourcing System, about 74% of external advertisements were posted for a period of one week or longer in 2012-2013, compared to 64% in 2011-2012. In 2012-2013, about 12% of external advertisements were posted for two days or less, compared to 18% in 2011-2012. No advertisements were posted for less than one business day.


      National Area of Selection


      1.34 To ensure that Canadians from across the country, and those living abroad, have access to public service jobs, the PSC Area of Selection Policy requires that externally advertised employment opportunities be open nationally.


      
        
          
            	
              The use of National Area of Selection is resulting in enhanced access to long-term and indeterminate public service jobs at both the officer and non-officer levels.


              While the number of advertisements and applications decreased in 2012-2013, the proportion of appointments for those who applied from outside the region in which the job was located continued to grow for officer-level positions:


              • 19.8% in 2010-2011


              • 21.5% in 2011-2012


              • 23.9% in 2012-2013


              For non-officer level positions, the appointment rate from other regions also continued toincrease:


              • 9.6% in 2010-2011


              • 11.7% in 2011-2012


              • 17.4% in 2012-2013

            
          

        
      


      Geographic origins of the public service workforce


      1.35 The Preamble to the PSEA describes a public service “whose members are drawn from across the country.” For the first time, the Survey of Staffing provided information on the geographic origins of federal public servants. The Survey asked public service employees about the province or territory in which they attended high school, as an indicator of where they grew up. The comparison of these results to the data on labour force availability provides a unique lens to better understand the geographic representation of the federal public service, as illustrated in Table 2.The PSC will continue to collect this information to monitor variations in the geographical representativeness of the public service.


      Table 2: Geographical representativeness of the public service workforce compared to the Canadian labour force, for 2012


      [image: AR-Table-2.png]


      Source: Survey of Staffing — 2012; Labour Force Survey March 2013 (71-001-X), Statistics Canada; Population of Census Metropolitan Areas, 2012, Statistics Canada


      (a) The “origins of the public service workforce” is a proxy measure of the geographical representativeness of the public service and is based on a Survey of Staffing question that inquired about the province or territory in which public service employees attended high school.


      (b) This is an estimate of the breakdown of the National Capital Region (NCR) between Ontario and Quebec based on the relative share of the population in each province within the Ottawa-Gatineau census metropolitan area.


      Previous public service work experience


      1.36 In 2012-2013, there were changes in the proportion of Canadians with no previous public service work experience who had access to indeterminate positions, as shown in Figure 8. For the first time in over a decade, employees with no previous public service work experience became the largest component of new indeterminate hires, at 41.7%. The share of employees with specified term experience, on the other hand, dropped to 36.9%. The proportion of those with previous casual employment experience continued its two-year drop, to 10.2%.


      Figure 8: New indeterminate hires, by public service experience and fiscalyear


      [image: Fig8_EN.eps]


      Source: Public Service Commission Job-based Analytical Information System


      (a) Students and trainees may include previous experience in other federal organizations.


      (b) Casual may include previous experience such as a student or trainee or in other federal organizations.


      (c) Specified term may include previous experience such as a casual, student, trainee or in other federal organizations.


      Use of advertised and non-advertised processes


      1.37 The PSEA and the PSC Choice of Appointment Process Policy provide sub-delegated managers with options when it comes to selecting a type of appointment process. Appointment processes can be advertised, non-advertised, internal or external, depending on the position to be staffed, the need of departments and agencies and human resources (HR) and employment equity (EE) plans.


      1.38 Based on the PSC’s hiring and staffing activity files, there was a drop of 36.1% in the number of non-advertised appointments. However, the proportion of non-advertised appointments relative to advertised ones increased, from 32.6% in 2011-2012 to 39.8% in 2012-2013.


      1.39 Table 3 shows that non-advertised processes for appointments to the public service increased from 15.3% in 2011-2012 to 17.6% in 2012-2013; for promotions, the use of non-advertised processes increased from 29.7% in 2011-2012 to 37.6% in 2012-2013. At the same time, the use of non-advertised processes for acting appointments decreased from 66.5% in 2011-2012 to 62.1% in 2012-2013.


      1.40 This data reflects an unusual pattern related to the decrease in the overall volume of staffing in 2012-2013. The PSC is committed to providing a better understanding of the use of non-advertised processes. An initial analysis of Survey of Staffing data suggests a range of circumstances where non-advertised processes are used. These would include individual reclassifications or promotions within development programs. To this end, a statistical study will be undertaken to further explore the nature and use of non-advertised processes.


      1.41 The PSC is also reviewing its guidance on non-advertised appointments to ensure that it clearly communicates the various types of circumstances under which non-advertised appointments are used. The PSC will report on the results of this policy review and statistical study in 2013-2014.


      Table 3: Estimates of percentage of appointments under the Public Service Employment Act to and within the public service, by appointment type, process and fiscal year(a)


      [image: AR-Table-3.png]


      Source: Public Service Commission (PSC) hiring and staffing activities files matched to its administrative data sources


      (a) Due to timing and data quality issues, the PSC was able to match approximately 70% of the appointments with PSC administrative data sources.


      (b) Includes indeterminate and specified term appointments. Excludes lateral and downward movements, deployments and acting appointments of less than four months.


      Fairness and transparency in appointments


      Perceptions of fairness


      1.42 In 2012, nearly two thirds (64%) of candidates indicated in the Survey of Staffing that the advertised staffing processes in which they participated were fair, a decline from 70% in 2011. However, a closer examination of the data revealed that candidate perceptions of fairness vary with the outcome of the staffing process; those who were successful (i.e. who received an offer ofappointment) were more likely toview the process as fair than those who were unsuccessful. Asthe ratio of candidates who received an offer declined by nearly half, to 20% in 2012 from 39%in 2011, the proportion of unsuccessful candidates increased from 61% in 2011 to 80% in 2012, affecting the overall perceptions of fairness. In 2012, some 94% of those who received an offer felt that the advertised processes in which they participated were fair, as compared to 57% of those whowere unsuccessful.


      1.43 While perceptions of fairness by those involved in advertised staffing processes appear to be declining, employee perception of the fairness of processes in their own work unit has remained stable over the past three years (71% in 2012, compared to 69% in 2011 and 71% in 2010).


      Perceptions of transparency


      1.44 The latest data from the Survey of Staffing show that some 70% of employees agree that staffing processes within their own work unit were carried out in a transparent way, a proportion that remains unchanged from last year. In the case of EE groups, this proportion drops to 58% for persons with disabilities, 61% for Aboriginal Peoples and 66% for members of visible minorities.


      Informal discussion


      1.45 The PSC Policy on Informal Discussion states that, during an internal appointment process, persons eliminated from consideration are to be provided with an opportunity to discuss the reasons for their elimination from the process as soon as possible after the decision is made.


      1.46 Informal discussions promote transparency and are intended to improve communication during the appointment process before a final decision about an appointment is made. This allows managers to quickly and effectively correct any errors or omissions in the appointment process.


      1.47 Survey of Staffing data show that nearly 57% of managers who administered advertised processes received requests from candidates for informal discussions in 2012, compared to 49% in 2011. As shown in Table 4, the proportion of candidates responding to the Survey of Staffing who sought an informal discussion with the hiring manager after being eliminated from further consideration decreased to 44% in 2012, from 46% in 2011. The share of candidates who were screened back into the process as a result of informal discussions also decreased to 6% in 2012, compared to 10% in 2011. The data also show that 49% of candidates participating in an informal discussion were satisfied with the outcome. Direct comparisons with previous years are limited, since the Survey used a three-point answer grid in 2011 and a four-point answer grid in 2012.


      Table 4: Results of informal discussion: Candidates eliminated from consideration in advertised staffing processes, by year


      [image: AR-Table-4.png]


      Source: Survey of Staffing — 2010, 2011 and 2012


      (a) Due to a change from a three-point answer grid to a four-point answer grid for this question in the 2012 Survey of Staffing, these estimates are not directly comparable with previous years.


      Time to staff


      1.48 The PSC provides information and analysis on the time it takes to staff a position in the public service, to facilitate departments and agencies in managing their own staffing processes. Actual time to staff is collected from managers who completed the Survey of Staffing. It measures the time between a staffing request being submitted and the appointee reporting to work.


      1.49 In the course of a staffing process, there are multiple steps that may cause delays. Understanding the reasons for the length of the process is a first step in addressing potential challenges. For example, process delays due to security clearances will likely require a very different solution to those caused by changes in HR advisors. The length of time taken to staff may also be as a result of a comprehensive and thorough assessment of candidates for a key position in the organization. In this case, a deliberate decision to take whatever time is needed to ensure the quality of the hiring decision is likely time well spent.


      1.50 In 2012-2013, hiring and staffing in the public service was set against a backdrop of resource reductions stemming from Spending Review 2012; this may have influenced time to staff. For example, many departments and agencies centralized staffing decisions in order to explore multiple avenues for redeploying displaced employees and place persons registered in the priority system, leading to a pattern of delayed approvals that is not normally the case.


      1.51 Furthermore, in 2012, the Survey of Staffing took more precise measurement of time to staff by asking the month and year in which the staffing process started and ended, rather than asking for an estimate of the number of weeks the process took. Some of the changes in time to staff may be due to this improved measurement.


      1.52 Taken together, the unusual context and the changed methodology introduce uncertainty about the conclusions that may be drawn from the data for 2012-2013. When staffing patterns normalize, the PSC will be in a better position to assess any patterns that emerge using this new approach.


      1.53 The latest data from the Survey show that the overall average time to staff indeterminate advertised positions (from both collective6 and distinct processes) was 5.5 months in 2012, up from 4.5 months in 2011.


      
        6 The Survey of Staffing defines collective processes as those involving “more than one hiring manager and/or appointments within more than one work unit or location and/or in multiple organizations.”

      


      1.54 A collective process refers to the strategy of establishing a pool of qualified candidates from which appointments can be made over time. Table 5 shows that the time to staff for collective indeterminate advertised positions increased, to 5.7 months in 2012 from 4.7 months in 2011. On the other hand, collective staffing from already established pools of qualified candidates took nearly three weeks less than distinct staffing.


      Table 5: Time to staff indeterminate positions,(a) by process type and year


      [image: AR-Table-5.png]


      Source: Survey of Staffing — 2010, 2011 and 2012


      (a) The methodology used to calculate time to staff changed in 2012. Previously, managers were asked to provide the number of weeks it took from the staffing request being submitted to the appointee reporting to work. In 2012, managers were asked to provide the month and year of each of these two points in their staffing process, from which the number of weeks were subsequently calculated. In addition, 2012 figures include those processes that took up to 18 months (78 weeks) to complete. As a result, the figures for 2010 and 2011 were recalculated and, therefore, may differ from those in previous Public Service Commission Annual Reports.


      1.55 As illustrated in Figure 9, the use of collective processes by hiring managers showed a decline from 2011 to 2012. However, large departments and agencies continue to make greater use of collective processes (40%) than medium departments and agencies (30%).7


      
        7 In the context of the Survey of Staffing, large departments and agencies are those with at least 2 000 employees, while medium ones are those with 350 to 1 999 employees.

      


      Figure 9: Use of collective advertised processes by hiring managers, by year


      [image: Fig9_EN.eps]


      Source: Survey of Staffing — 2010, 2011 and 2012


      1.56 The use of collective processes is more effective when the positions to be staffed are homogeneous, and when there is a need to staff multiple positions in one or more departments or agencies. Thelatest survey data show that managers used collective staffing processes in a greater proportion to fill Welfare Programmes (WP), Correctional Services (CX) and Border Services (FB) positions. On the other hand, distinct processes were used extensively to staff Law (LA), Personnel Administration (PE) and Information Services (IS) positions.


      1.57 Factors related to time to staff – As part of its analysis, the PSC looked at whether certain factors were associated with time to staff. For example, the PSC found that turnover of HR personnel could be a factor in increasing the time it takes to staff a position. A relationship was established between the number of HR advisors used and the length of time to staff. It took an average of 4.9months if only one HR advisor was involved, about 5.8 months with two advisors and more than 7 months if three or more HR advisors were involved in any staffing process.


      1.58 Among other important factors related to time to staff are security and second language testing requirements. In 2012, the time to staff an advertised position was approximately one month faster (5.4 months vs. 6.2 months) when the appointee had already met the security requirements. Appointees requiring language testing added, on average, over one week to the time to staff an advertised position in 2012.


      1.59 The Survey data also show that organizational size is related to the time it takes to staff positions. Large departments and agencies took an average of 5.7 months to complete an advertised staffing process in 2012, compared to 5.0 months for medium departments and agencies.


      A representative public service


      1.60 As stated in the Preamble to the PSEA, the public service must be representative of Canada’s diversity and be able to serve Canadians in their official language of choice. Under the Employment Equity Act, the PSC, as a co-employer for the public service, is required to identify and eliminate employment barriers in the appointment system for the four designated groups (i.e.Aboriginal Peoples, persons with disabilities, members of visible minorities and women); institute positive policies and practices; and provide reasonable accommodation to achieve a representative public service.


      1.61 In 2012-2013, the PSC and the Office of the Chief Human Resources Officer worked together to address a long-standing issue of different methodologies used within the public service to report employment equity (EE) information to Parliament. To address this issue, a common methodology was developed that will ensure consistent reporting of EE data across the federal public service. This new methodology will improve the quality and completeness of information on designated groups, in addition to improving efficiencies by which departments and agencies will obtain and report on EE data. Due to the fact that this change in methodology was recently implemented, appointment data was still being reviewed at the time this Report was printed. The PSC will report the data on-line as soon as it can be made available.


      1.62 Table 6 illustrates that the percentage of applications for persons with disabilities has remained unchanged since the last report, while the percentage of applications by Aboriginal Peoples has declined. Members of visible minorities continue to apply at a rate exceeding their workforce availability.


      Table 6: Percentage of applicants to advertised processes, by employment equity designated group and fiscal year, compared to the 2006 workforce availability


      [image: AR-Table-6.png]


      Source: Public Service Resourcing System (PSRS)


      (a) The 2006 workforce availability for the public service was provided by Treasury Board of Canada Secretariat.


      (b) For applicants to advertised processes, the percentages for the employment equity designated groups are based on applicants who self-declared through the PSRS.


      (c) Applicant data by sex cannot be reported due to a change in data capture.


      1.63 It is important to note that the PSC found that 25% of those who self-identified as persons with disabilities did so within the first two years of service, and the remaining 75% identified at some point after this. Furthermore, one third of all persons with disabilities identified themselves in this way after 15 or more years of service. Given the diversity of the population of persons with disabilities, the PSC plans on conducting a more detailed study on the issues surrounding recruitment of persons with disabilities.


      1.64 In 2012-2013, the PSC examined, for the first time, the EE profile of students, both as applicants and as hires. The results in Table 7 show that students who are members of EE designated groups are appointed at a higher rate than that at which they apply. Workforce availability is not used to assess representativeness of designated groups’ share of student employment because it does not properly reflect the type of work done by students.


      Table 7: Percentage of student(a) applicants to advertised processes and student(a) hiring activities to the public service, by employment equity designated group for fiscal year 2012-2013
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      Source: Public Service Commission (PSC) hiring and staffing activities files and the Public Service Resourcing System (PSRS)


      (a) Includes students who applied or were hired through the Federal Student Work Experience Program and the Research Affiliate Program. Employment equity (EE) data on students who applied or were hired through the Co-operative Education and Internship Program are not available.


      (b) The percentages for Aboriginal Peoples, persons with disabilities and members of visible minorities are based on students who applied and self-declared through the PSRS. These figures exclude cancelled advertisements.


      (c) The percentages for Aboriginal Peoples, persons with disabilities and members of visible minorities are based on students who applied and self-declared through the PSRS in the preceding two fiscal years and where a match was found in the PSC hiring and staffing activities files covering the current fiscal year. These exclude appointments to separate agencies.


      (d) Due to a change in data capture, applicant data by sex is not available.


      (e) Numbers for women appointed to the public service are extracted from the PSC hiring and staffing activities files, which are based on the Public Works and Government Services Canada pay system. These exclude appointments to separate agencies.


      Note: Workforce availability is not used to assess representativeness of designated groups’ share of student employment because it does not properly reflect the type of work done by students.


      1.65 In 2012-2013, the PSC, for the first time, undertook two studies that looked more closely at how being a member of an EE group affects both chance of promotion and perceptions of the staffing process.


      1.66 Members of Designated Employment Equity Groups: Chances of Promotion – The first study looked at the chances of promotion of members of designated EE groups, including Aboriginal Peoples, persons with disabilities, visible minorities and women. Using data from 2010-2011 and applying a peer-reviewed logistic analysis, the study examined whether male and female members of EE groups have the same chance of promotion as their comparison groups. Comparison groups for this study were men and women, respectively, from the general population who are not members of a designated EE group. Various factors, such as age, years of service and regions, were considered. The study found that the chances for promotion of Aboriginal Peoples (both men and women) were not significantly different from their comparison groups. Both men and women with disabilities were less likely to be promoted than their comparison groups. The difference is significant, 28% less likely for women and 39% less likely for men. Although visible minority women had lower chances of promotion than their comparison group, visible minority men had higher chances of promotion. There was no difference between men and women who were not members of an EE group.


      1.67 Members of Designated Employment Equity Groups: Perceptions of Merit and Fairness – The second study examined whether the perceptions of EE groups toward staffing processes in which they participated were significantly different from those of their comparison groups. Comparison groups for this study were men and women, respectively, from the general population who are not members of a designated EE group. Various factors, such as age, years of service and regions, were considered. Using data from the 2011 Survey of Staffing, the study focused on perceptions of fairness of the staffing process and whether merit was respected. The results are the following:


      • Aboriginal women did not show significantly different views on fairness and merit than their comparison group.


      • There was no difference in perceptions of fairness between aboriginal men and their comparison group, but the former were less likely to think that merit was respected than their comparison group.


      • Women with disabilities did not significantly differ from their comparison group in their perceptions toward merit and fairness.


      • Men with disabilities, as well as both visible minority men and women, were substantively less likely than their comparison groups to think that merit and fairness were respected.


      • Women who were not members of another designated EE group were more likely to think that the processes were fair than men who were not members of a designated EE group, although there was no difference between the two groups in perceptions of merit.


      1.68 The PSC cautions against making any generalizations for periods other than that of the study (2010-2011), since these results represent a single snapshot in time. Given the importance of these findings, the PSC is undertaking more detailed work in 2013-2014 to both update the results of thestudies and take a deeper look at the career progression of EE groups. This will enable the PSCto determine more precisely whether these results represent a trend. The PSC will also examine, to the extent possible, whether or not these findings vary by occupational group and level. Having said that, since these results do represent an area of concern, the PSC will work closely on these issues with those responsible for EE programs. This includes the Office of the Chief Human Resources Officer and deputy heads, as well as Deputy Minister Champions for Members of Visible Minorities, Persons with Disabilities and Aboriginal Peoples, as well as their respective members.


      Official languages: Linguistic duality


      1.69 As persons appointed must meet the official language proficiency requirements of the work to be performed, the PSC monitors staffing activities as they relate to official languages in the public service. (See Appendix 2, Tables 34-37.)


      Non-imperative staffing


      1.70 Positions may be staffed on a non-imperative basis under specific circumstances, as provided forunder the Treasury Board Directive on the Staffing of Bilingual Positions. The Public Service OfficialLanguages Exclusion Approval Order (the Order) and the Public Service Official Languages Appointment Regulations (the Regulations) are the statutory instruments that allow a person to beexcluded from meeting the language requirements of a position for up to a maximum period oftwo years after a non-imperative appointment. Under certain limited circumstances, an extension of up to an additional two years can be granted.


      1.71 Non-imperative appointment processes accounted for 3.6% of indeterminate appointments tobilingual positions in 2012-2013. This represents a reduction from 7.1% in 2008-2009 and is consistent with the figure of 3.4% in 2011-2012. (See Table 8.)


      1.72 The majority of persons appointed on a non-imperative basis in 2012-2013 met the language requirements upon appointment (or were exempt from the requirements based on a medical exclusion or having submitted an irrevocable resignation within two years). The balance (0.6% of indeterminate appointments in 2012-2013) is entitled to receive language training and must meet the language requirements within the maximum time period allowed by the Order and the Regulations.


      Table 8: Indeterminate appointments and staffing activities to all bilingual positions (including the Executive Group) under the Public Service Employment Act, by language requirements of position and fiscal year


      [image: AR-Table-8.png]


      Source: Public Service Commission hiring and staffing activities files


      Note: Includes appointments to the public service, promotions and lateral and downward movements, but excludes acting appointments.


      1.73 Since the current Order and Regulations came into force on December 31, 2005, there has been a decline in the number of cases that do not meet the requirements. There were 10 such cases as of March 31, 2013, a decrease from the 55 cases reported in 2009-2010 and from 320 such cases in 2006-2007.


      Second Language Evaluation


      1.74 The PSC is responsible for evaluating second official language proficiency in appointment processes through the Second Language Evaluation (SLE) standardized tests for Oral Proficiency, Written Expression and Reading Comprehension in both English and French. SLE volumes have dropped by 20% since last year, consistent with an overall reduction in staffing activities. (See Appendix 2, Table 38 for more information.)


      1.75 Pass Rates – The PSC tracks pass rates for its three second language tests. Some year-to-year fluctuationsin pass ratesare to be expected due to a range of factors that influence test results, including the changing profiles of those taking the tests, their reasons for taking the test and their demographics.


      Table 9: Pass rates for the English and French Test of Oral Proficiency, by level and fiscal year(a)


      [image: AR-Table-9.png]


      Source: Public Service Commission Test Scoring and Results Reporting System, as of March 31, 2013


      (a) Pass rates reflect the number of successful tests at a given level, divided by the total number of tests for which that level is required, expressed as a percentage. Levels A, B and C correspond to basic, intermediate and advanced levels of second language proficiency.


      Table 10: Pass rates for the English and French Test of Written Expression, by level and fiscal year(a)
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      Source: Public Service Commission Test Scoring and Results Reporting System, as of March 31, 2013


      (a) Pass rates reflect the number of successful tests at a given level, divided by the total number of tests for which that level is required, expressed as a percentage. Levels A, B and C correspond to basic, intermediate and advanced levels of second language proficiency.


      Table 11: Pass rates for the English and French Reading Comprehension Test, by level and fiscal year(a)


      [image: AR-Table-11.png]


      Source: Public Service Commission Test Scoring and Results Reporting System, as of March 31, 2013


      (a) Pass rates reflect the number of successful tests at a given level, divided by the total number of tests for which that level is required, expressed as a percentage. Levels A, B and C correspond to basic, intermediate and advanced levels of second language proficiency.


      1.76 Facilitating the placement of affected employees – As noted in its 2011-2012 Annual Report, the PSC amended its policies to allow managers to use SLE test results that are more than five years old to appoint to bilingual positions employees facing involuntary displacement as a result of workforce adjustments. These employees must obtain new SLE test results within 12 months of the appointment.


      1.77 In 2012-2013, this measure allowed 248 employees who would have been displaced to remain in the public service, allowing the public service to retain skilled and competent people whom the Government of Canada has trained and developed. The PSC is following up with departments and agencies to ensure that new SLE test results confirm that each employee meets the official language requirements of the position. This provision will be in place until March 31, 2015, and the PSC will continue to monitor the use of this measure to ensure that refresher language training continues to be provided and that service to the public and language of work requirements of the Official Languages Act are respected.


      Studies


      1.78 The PSC conducts studies to contribute to a broader and deeper understanding of various staffing issues of interest to the PSC, federal departments and agencies, other stakeholders and Parliament. These studies use statistical methods or descriptive tools to identify potential staffing issues and noteworthy practices. The PSC also undertakes a series of study updates, which can be found in Appendix 3.


      1.79 Joint Public Service Commission and Treasury Board of Canada Secretariat Study on Strategic Recruitment – The PSC is collaborating with the Treasury Board of Canada Secretariat to conduct a study on strategic recruitment, so that the public service can target potential employees with the skills needed to meet current and future business needs. Trends and tools will be presented to better inform departments and agencies of issues that could influence their ability to recruit strategically. Findings will also shed light on potential skills gaps in the public service, given current trends.
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      Enabling departments and agencies


      
        

      


      
        

      


      
        
          
            	
              Highlights


              • The Public Service Commission (PSC) continued to adapt its activities to meet the emerging needs of departments and agencies and to achieve a modern, effective staffing system.


              • In 2012-2013, the PSC put more emphasis on proactive outreach to provide policy guidance and support and to share key trends, lessons learned and best practices to support departments and agencies in effectively managing their own staffing delegation.


              • Effort was placed on redeploying skilled employees who were affected by workforce adjustment and on targeted recruitment to ensure the public service has the skills required now and in the future.


              • Enhancements to the PSC Priority Administration Program supported the referral and placement of an increased number of priority persons. A total of 956 employees were placed in 2012-2013, some 17% more than in the previous year.


              • The PSC continued to invest in technology as part of the modernization of its staffing services to enhance the quality of hiring to the public service, including a further expansion of electronic testing, which served to reduce the overall cost of assessment.

            
          

        
      


      2.1 The Preamble to the Public Service Employment Act (PSEA) sets out a vision for a delegated staffingsystem that provides public service managers with the authority “to staff, to manage and to lead their personnel to achieve results for Canadians.” With this in mind, the Public Service Commission (PSC) provides guidance, tools and support services while enhancing the framework that supports hiring managers to achieve a modern, effective staffing system.


      2.2 The PSC draws on the findings and lessons learned from its oversight activities (monitoring, audits, investigations) and other sources of information, such as studies and decisions by the Public Service Staffing Tribunal, to improve the staffing policy framework, clarify expectations and achieve a modern staffing system. Engagement with departments and agencies allows the PSC to enable hiring managers to staff efficiently while meeting the intent of the PSEA.


      2.3 This chapter highlights the range of activities that the PSC has undertaken to support departments and agencies and ensure an effective staffing system, underscoring the importance of engaging and collaborating with central agency partners, bargaining agents and numerous fora of deputy heads, hiring managers and human resources (HR) advisors. It also demonstrates the evolution ofthe PSC’s services and systems, which help build knowledge and expertise within departments and agencies as they build a workforce to meet the current and future needs of the public service.


      Core enabling activities


      2.4 The PSC provides departments and agencies with a policy framework, guidance and policy interpretation to ensure understanding and proper application of delegated staffing authorities, and to increase organizational knowledge. The PSC continued its work on exclusion approval orders, policies, assessment services and staffing and recruitment programs to ensure that they respond to the current and future needs of departments and agencies operating in a changing environment.


      Policy guidance and outreach


      2.5 To support departments and agencies effectively, the PSC provides access to information and expertise that respond to operational needs.


      
        
          
            	
              Advice and guidance


              In 2012-2013, the Public Service Commission responded to 393 requests for policy interpretation and over 3 800 operational questions, ensuring that departments and agenciesareprovided with timely information to guide their staffing decisions.

            
          

        
      


      2.6 By participating in HR and interdepartmental staffing-related meetings across the country, thePSC shares updates and information with participants, responds to questions and concerns and provides staffing advice.


      2.7 The PSC also undertakes regular outreach to support departments and agencies and ensures engagement of the HR and management communities. In 2012-2013, the PSC delivered over 160policy-related presentations as part of its enhanced outreach efforts. Outreach includes presentations to deputy heads, theHuman Resources Council, the Public Service Commission Advisory Council, bargaining agents, the National Managers Community, the National Joint Council and interdepartmental HR communities on staffing, official languages, employment equity, workforce management and HR.


      
        
          
            	
              Symposium on staffing management


              In November 2012, the Public Service Commission hosted a symposium to provide departments and agencies with information on emerging trends from audits and investigations, the management of priority entitlements and the importance of making employees aware of their legal rights and responsibilities, as public servants, regarding political activities. Panel sessions with representatives of a cross section of departments and agencies were convened to share practical insights, lessons learned and best practices in the areas of monitoring and planning for staffing. More than 120heads of human resources and staffing advisors from departments and agencies of all sizesattended this event.

            
          

        
      


      2.8 The PSC continued its collaboration with the Canada School of Public Service (CSPS) in 2012-2013. In addition to sharing information with the CSPS and its instructors, PSC strategic staffing consultants served as facilitators and instructors in regional workshops on workforce adjustment (WFA) and staffing.


      2.9 Refinement to policies, regulations and exclusion approval orders – In addition to supporting departments and agencies through policy guidance, such as the use of electronic documentation in staffing processes, the PSC made progress on the following regulations and exclusion approval orders (exclusions to the application of the PSEA) during the reporting period (more detailed information can be found in Appendix 6):


      •Regulations Amending the Political Activities Regulations;


      •Regulations Amending the Public Service Employment Regulations;


      •Locally-Engaged Staff Exclusion Approval Order and Locally-Engaged Staff Regulations; and


      •Royal Canadian Mounted Police Casual Employment Regulations.


      


      Assessment services


      2.10 Sharing assessment expertise – Through the sharing of knowledge and the provision of advice and guidance, the PSC supports deputy heads in maintaining and enhancing a merit-based appointment system. The PSC provides guidance to augment the reliability, validityand fairness of a department or agency’sassessment tools andtest development practices by reviewing their assessment processes. Departments and agencies also have access to a range of standardized assessment tools, developed with the expertise of the PSC, to support objective, merit-based appointments.


      
        
          
            	
              Public Service Commission assessment expertise


              The Correctional Service of Canada (CSC) turned to the Public Service Commission (PSC) for assistance in implementing a new approach for the assessment of applicants to federal correctional officer positions. First, CSC used the PSC’s tests of cognitive ability and written communication proficiency over 2 000 times to quickly and efficiently identify candidates withthe required cognitive and writing skills, and to manage the high volume of job applicants. Next, PSC psychologists conducted assessments of candidates’ psychological suitability, a new addition to the correctional officer selection process.This new approach aims to ensure a good fitbetween the applicant and the job.

            
          

        
      


      2.11 The PSC continued to offer seminars to HR specialists and managers to expand their knowledge of how to assess candidates, including developing assessment material and documenting results. In 2012-2013, the PSC delivered seminars to meet the specific needs of departments and agencies and initiated the design of a new seminar on developing structured interviews. New leadership readiness seminars helped participants apply an integrated assessment approach to better understand their leadership strengths and weaknesses. An additional new seminar on knowledge tests helped provide HR specialists and managers with the tools necessary to develop tests that are reliable, fair, valid and adapted to the position being filled.


      2.12 Staffing and assessment – The downward trend in hiring and staffing triggered a reduction inthemajority of the PSC’s staffing and assessment services in 2012-2013. The demand for assessment instruments and servicesdeclined by67% for non-Executive levels,and by 60% for Executive levels.PSC assessment tools are generally used in the context of indeterminate hiring, which dropped by 63% in 2012-2013. This accounts for the decline in requests for assessment tools and services.


      Table 12: Executive and non-Executive assessment volumes and change, byfiscal year


      [image: AR-Table-12.png]


      Source: Public Service Commission Test Scoring and Results Reporting System and PSC Assessment Centre Integrated Information System, as of March 31, 2013


      2.13 Assessment accommodation – The PSC has the policy authority for assessment, which includes the duty to accommodate individuals. This duty to accommodate provides an equal opportunity for all candidates to demonstrate that they meet the qualifications for an employment opportunity. Deputy heads are delegated to determine the appropriate assessment methods for each appointment process and to provide accommodation to enable individuals to demonstrate their qualifications during a staffing process without being limited or unfairly restricted due to the effects of a disability or functional limitation. The policies and guidance of the PSC are designed to help hiring managers provide accommodation, whether they are using in-house assessment methods or PSC-developed tests.


      2.14 The PSC provides expert information and advice on request and recommends accommodation measures for organizational assessment tools. The demand for accommodation measures decreased by 33% in 2012-2013 (some 1 365 requests) as a result of the overall decrease in staffing activities and associated Second Language Evaluations, which is the source of the majority of accommodation requests. However, accommodation requests as a proportion of total staffing and hiring activities has remained relatively stable.


      2.15 To support departments and agencies that are developing accommodation measures for their own assessment tools, the PSC offers an introductory seminar for HR specialists and managers to gain basic knowledge on how to collect and use medical documentation, develop accommodation measures and evaluate risks. In 2012-2013, the PSC developed a Web-enabled version of this seminar to make PSC expertise more accessible, especially for HR specialists in remote areas.


      Targeted recruitment


      2.16 Although considerable effort was made to redeploy skilled employees who were affected by WFA, targeted recruitment was required to achieve ongoing renewal. The PSC administers a number of programs to support departments and agencies with their renewal efforts and to enable targeted recruitment based on the skills required for the future. These programs also provide economies ofscale for departments and agencies as they meet their strategic recruitment objectives.


      2.17 To support departments and agencies in meeting their recruitment needs, the PSC administers three student employment programs — the Federal Student Work Experience Program, the Research Affiliate Program and the Co-operative Education and Internship Program. These programs are designed to provide students with on-the-job assignments to develop the skills and knowledge required for entry into the workforce, while meeting the temporary needs of managers.


      2.18 There were 9 561 students hires in 2012-2013, representing a significant source for public servicerenewal. The 27.0% decline in student hiring was consistent with the decline in staffing activities overall.


      Table 13: Student employment program activities, by fiscal year


      [image: AR-Table-13.png]


      Source: Public Service Resourcing System and Public Service Commission hiring and staffing activities files


      (a) The figures under Federal Student Work Experience Program include applications from the current campaign and the campaign from the previous year. A campaign occurs annually from October to October. An applicant can apply only once per campaign, but may apply to both campaigns and therefore be counted more than once in any given fiscal year. The application total for 2012-2013 is equal to the total number of applicants found in Table 39.


      (b) These figures exclude cancelled advertisements.


      (c) These figures include initial hires and extensions of employment with a break in service, as well as hires occurring prior toan advertisement being cancelled.


      (d) Due to a change in methodology used to estimate the number of hires through the Research Affiliate Program, this figure is not comparable to previous years.


      2.19 The PSC directly supports federal organizations in their recruitment of post-secondary graduates through two distinct programs: Post-secondary Recruitment (PSR) and Recruitment of Policy Leaders (RPL). Both programs target qualified university and college graduates for hire into the public service.


      2.20 The PSC launches the PSR campaign yearly to appoint recent graduates.1 The campaign is developed in consultation with organizations to ensure that it is targeted to their recruitment needs for the upcoming year. Based on the anticipated reduction inrecruitment forecasted by departments and agencies, the campaign was scaled down in 2012-2013. It lead to the appointment of 254 graduates who were successful in a PSR pool or inventory and were hired to a range of indeterminate and specified term positions across the public service.


      
        1 The PSR campaigndoes not represent the sole means through whichrecent graduates enter the public service.

      


      Table 14: Post-secondary Recruitment program highlights, by fiscal year


      [image: AR-Table-14.png]


      Source: Public Service Resourcing System, the Public Service Commission (PSC) Test Scoring and Results Reporting System and PSC hiring and staffing activities files


      (a) Figures include applications and applicants from department-specific inventories from 2012-2013 campaign and exclude applications and applicants from general inventories which were, unlike previous years, extended from 2011-2012.


      2.21 The Recruitment of Policy Leaders program, in place since 2005, recruits candidates from a wide variety of disciplines to fill middle- and senior-level policy positions in the Public Service of Canada. The unique and structured multi-stage selection process targets high-achieving professionals andgraduates who have the potential to shape the future of Canada’s public policy landscape. In2012-2013, a total of 31 candidates qualified for the RPL program;11 were appointed during thefiscal year, compared to 2011-2012, in which 43 candidates qualified and 18 were appointed.


      Supporting departments and agencies in managing workforcereductions


      2.22 In 2012-2013, the PSC supported departments and agencies in their workforce management efforts. The Treasury Board of Canada Secretariat has overall responsibility for managing WFA situations resulting from Spending Review 2012; however, the PSC has two specific roles with respect to WFA. First, it provides policy guidance and support to organizations in selecting employees for retention or lay-off. Second, it manages priority entitlements. Priority persons, including persons declared surplus, are eligible to be appointed, ahead of all others, to vacant positions in the public service, provided they meet the essential qualifications of those positions.


      Selection for retention or lay-off


      2.23 The public service approach to workforce reduction involves proactively redeploying employees who are displaced and allowing employees to leave voluntarily. When a selection among employees in similar positions is necessary, the PSC requires that this decision be based on merit and that the process be fair and transparent. The process for selecting those employees who are to be retained and those who are to be laid off on the basis of merit is referred to as Selection of Employees for Retention or Lay-off (SERLO).


      2.24 In 2012-2013, many organizations applied the regulations and guide to SERLO for the first time. The PSC advanced a multi-phased strategy to support departments and agencies through their workforce reduction efforts, which included early outreach and guidance. Working with stakeholders who participated in the initial workforce reductions following Spending Review 2012, the PSC identified some early risks and collaborated with the Office of the Chief Human Resources Officer to develop and implement timely solutions to meet the evolving needs of departments and agencies.


      2.25 The PSC provides ongoing strategic and tailored support to organizations that are managing SERLO processes. In 2012-2013, the PSC responded to 94 requests for interpretation and over 700case-specific questions and participated in multiple sessions with departments and agencies to address organizational or regional needs. Assessment expertise was focused on helping departments and agencies develop a comprehensive approach to assessment and communication in the context of SERLO. This included the use of PSC assessment tools, conducting information sessions with employees and providing recommendations on how to share the results. The lessons learned from these activities are being incorporated into updates to the PSC’s published guidance.


      2.26 The PSC began evaluating the effectiveness of SERLO efforts. Questions were included in the Survey of Staffing to measure the perceptions of the fairness and effectiveness of the selection decisions in this context. The baseline survey included SERLO processes that were completed by September 30, 2012, encompassing the first six months of implementation of Spending Review 2012. The PSC also developed a SERLO Review Program that is being performed during the conduct of organizational audits, to provide specific insight into the areas that fall within the PSC’s jurisdiction. This includes the assessment of the selection criteria, the documentation of the reasons for selection and the communication of the selection decision.


      2.27 The PSC will continue to work with stakeholders to leverage lessons learned through consultation, analysis of the Survey results and the SERLO Review Program, and will report on the emerging patterns and trends.


      Priority entitlements


      2.28 Employees whose positions have been identified as surplus are given a priority for appointment ahead of other candidates, for either a limited or an indefinite period of time.2 They are to be considered by hiring managers for positions that are being staffed and for which they may be qualified. The PSC’s policy and support services were enhanced to facilitate the placement of as many persons with a priority for appointment as possible, as quickly as possible. The Priority Administration Program contributed to meeting the staffing needs of the public service while also ensuring the retention of valuable knowledge, skills and experience of its employees, in which the public service has already invested.


      
        2 Where the deputy head of an organization knows or can predict that indeterminate employment will be available for a surplus employee,the deputy head will provide a Guarantee of a Reasonable Job Offer. When it is not possible to predict employment availability, the employee will be given options, one of which being a time-limited (one-year) surplus priority entitlement to seek alternate employment in the public service.

      


      2.29 Refinements to the PSC’s guidance – The PSC amended the guidance it provided to departments and agencies to emphasize that persons with a priority for appointment must be considered before an appointment process is undertaken. This guidance provides a clear framework for a manager to meet the larger resourcing needs of the department or agency, and to re-integrate skilled and experienced employees who have been displaced by organizational changes.


      2.30 The PSC’s Priority Administration Program supports the referral and placement of persons with a priority for appointment in the public service, as outlined in the PSEA and the Public Service Employment Regulations. Under this legal framework, persons who meet specific conditions have a right, for a specified or indeterminate period of time, to be appointed to positions for which they are qualified (see Appendix 7 for a list of priority types). In addition to supporting the referral and placement of persons with a priority for appointment, the PSC has a legal responsibility to ensure that these entitlements are respected and that priority persons are appointed to vacant positions, if qualified.


      2.31 The Priority Information Management System (PIMS) is an electronic system used to manage the referral and placement of priority persons. In 2012-2013, the PSC made significant enhancements to PIMS to accommodate the increased number of priority persons, which grew by more than 60%from 2011-2012, and to facilitate their placement in departments and agencies.


      2.32 The update to PIMS ensures that priority persons receive immediate notification of their referral to vacant positions, along with the qualifications required for those positions. Once the priority person is assessed by the hiring department or agency, the results are sent simultaneously to thepriority person, the home organization and the PSC. This increases access, fairness and transparency, as all parties receive the information at the same time.


      2.33 PIMS was also enhanced to facilitate better matching of priority persons with job opportunities. The PSC refined and simplified the choices available to departments and agencies and to priority persons when entering information about their recent work experience and geographical mobility. This is intended to ensure more targeted referrals of priority persons, thereby allowing priority persons and hiring managers to focus on opportunities where there is a close match between theskills and personal circumstances of the priority person and the requirements of the position. These targeted referrals are expected to increase the likelihood of a successful placement.


      2.34 One notable improvement to PIMS was the implementation of the Priority Portal in November2012. The Portal provides “self-serve” access to PIMS by priority persons and enables them to play a central role in managing their own entitlement and search for employment opportunities. ThePortal allows priority persons to enter, review and update their personal profileat any time, including on weekends and holidays.


      2.35 To respond to the expected increase in the number of priority persons, the PSC realigned resources to improve support both to departments and agencies and to priority persons. Extensive collaboration and consultation with departments and agencies took place to determine and respond to organizational needs for advice and guidance. A Priority Administration Community of Practice was established as a forum for the PSC and departments and agencies to learn, raise issues of concern and share best practices. The PSC also established both a toll-free phone line and a dedicated e-mail account to improve priority persons’ access to PSC staff.


      Trends in Priority Administration


      2.36 Number of priority persons – The total overall population of priority persons rose significantly over the fiscal year, increasing by 61.2% as of March 31, 2013. This brought the total number of active priority persons at year-end to 2 914 (see Appendix 2, Table 41).


      2.37 New registrations increased by 76.7%, compared to the previous year (from 1822 to 3 219). Ofthese new registrations, almost two thirds (63.7%) were persons with a surplus priority entitlement, representing an increase of 255.5% over the previous year (from 577 to 2 051).


      2.38 The overall number of persons leaving the priority system increased from 1 611 in 2011-2012 to2115 in 2012-2013:


      • 956 priority persons were appointed, a 17.4% increase;


      • 409 entitlements expired, a 20.3% increase; and


      • 136 priority persons retired or resigned, a 38.8% increase.


      2.39 Indeterminate appointments require priority clearance from the PSC, meaning that available priority persons in the system must be considered before any appointment is made. Indeterminate hiring to the public service decreased by 63.0% in 2012-2013, and indeterminate staffing activities within the public service decreased by 29.0%.3 There was a corresponding decline in organizational requests for priority clearance (16 999 in 2012-2013, compared to 28847the previous year). However, total appointments of priority persons increased over the previous fiscal year, from 814to 956. The ratio of appointments of priority persons to requests forpriority clearance doubled during this period.


      
        3 This number includes promotions, lateral and downward movements (including deployments)and acting appointments of employees who were already indeterminate.

      


      2.40 The majority of priority appointments during the period (572, or 59.8% of the total) were to positions in the Administrative Services (AS), Clerical and Regulatory (CR) and Program Administration (PM) occupational groups — three of the groups most affected by WFA. Twothirds (66.5%) of appointments (all priority types) were to positions in the priority person’s home organization.


      Table 15: Surplus employees — New entitlements compared to appointments, by fiscal year


      [image: AR-Table-15.png]


      Source: Public Service Commission Priority Information Management System


      Placement of priority persons with a surplus entitlement


      2.41 In 2012-2013, the PSC saw a large increase in the number of new surplus entitlements (from 577 to 2 051) as a result of WFA. These surplus entitlements were for either an indefinite or a limited period of time (for further clarification, see the footnote in paragraph 2.28). There was a notable increase over previous years in surplus entitlements for a one-year period (1 243 of 2 051, or 60.6% of all surplus entitlements). A total of 683 persons with a surplus entitlement were appointed in 2012-2013, which represents 71.4% of all appointments of priority persons.


      2.42 As of March 31, 2013, there were 759 employees with a one-year surplus entitlement registered in the system. In this situation, an employee who does not receive an indeterminate appointment within one year of their surplus entitlement period is laid off from the public service. While no longer a public service employee, the individual receives a one-year lay-off priority entitlement, which takes precedence over most other priority entitlements. This individual also has the right, during that final one year, to apply as a candidate for any staffing process open to employees. Apeak period for this transition from the surplus to the lay-off priority entitlements is between August and November 2013.


      Support for former Canadian Forces and Royal Canadian Mounted Policemembers


      2.43 From 2008-2009 to 2011-2012, the appointment of Canadian Forces (CF) and Royal Canadian Mounted Police (RCMP) members who have been medically released has had the highest success in appointment rate of all priority groups (72.3%), ranging from 150 to just over 200 appointments annually. This demonstrates both the commitment of departments and agencies to place these former members, and the fact that these former members have the skills needed in the public service.


      2.44 However, this situation changed in 2012-2013, when the overall number of appointments across the public service declined and the majority of priority appointments were of public servants whose jobshave been declared surplus, as these individuals have an entitlement to be appointed ahead of all others under the PSEA (see Appendix 7 for a list of priority types). This has had an impact on the appointments of former members who have been medically released. From April 1, 2012 to March 31, 2013, there were 30 appointments of CF members and 1 appointment of an RCMP member who were medically released, compared to a total of 158 appointments during theprevious year (see Table 16 below).


      2.45 The number of CF and RCMP members who were medically released entering the priority system in 2012-2013 also decreased significantly, from 206 to 68 (a drop of 67.0%). This continued the downward trend observed in the two previous years, following steady growth in the 2005-2006 to2009-2010 period. The number of former members whose entitlements ended without appointment stayed roughly the same: 98 in 2011-2012 and 95 in 2012-2013.


      2.46 We have been monitoring the situation closely, along with Veterans Affairs Canada, which has theoverall responsibility for policy and programs for Canada’s veterans. At their request, the PSC has provided options to address this issue for their consideration.


      Table 16: Medically released former members of Canadian Forces and Royal Canadian Mounted Police — New entitlements compared toappointments, by fiscal year


      [image: AR-Table-15.png]


      Source: Public Service Commission Priority Information Management System


      Innovation to support staffing modernization


      2.47 The PSC, working closely with departments and agencies, is continuing to modernize staffing in the public service, from application to assessment to appointment. Policies, processes, tools and services are being established or enhanced to promote the effective engagement of job seekers, support department and agency HR advisors and ensure the quality of hires for managers.


      2.48 Expansion of e-testing, leveraging infrastructure to support departments and agencies and reduce costs – E-testing refers to on-line assessments administered under supervised conditions at select computer facilities in the PSC or in other departments and agencies. The PSC continued to expand its e-testing capacity, with over 400 facilities now in place (a 33% increase from 2011-2012) and 1 500 certified public service employees qualified to administer e-tests (a 50% increase from 2011-2012). There has been a steady increase in on-line testing, which now represents 50% of all PSC tests administered (see Table 17). This is due in large part to the mandatory transition of Second Language Evaluation tests from paper and pencil to the on-line testing system by April 1, 2013. As a result of the implementation, the use of on-line tests is expected to increase in 2013-2014.


      Table 17: Paper/pencil and on-line testing usage, by fiscal year


      [image: AR-Table-17.png]


      Source: Public Service Commission Test Scoring and Results Reporting System, as of March 31, 2013


      2.49 The expansion of e-testing capacity has enabled the development of innovative testing methods such as Computer-generated Testing (CGT). CGTenhances test security and reduces the risk ofunauthorized access to test content,while drawing from a large bank of established questions toautomatically generate different, equivalent test versions based on pre-established criteria. In2012-2013, the PSC implemented CGT for its Second Language Test of Written Expression.


      2.50 Unsupervised Internet Tests (UITs) assist departments and agencies in identifying qualified candidates early on in a staffing process. This faster, cost-effective method of assessment provides hiring managers with the ability to narrow the applicant field while meeting the advancing expectations of job seekers and the shift within departments and agencies to electronic platforms. The results of successful applicants are subsequently confirmed through testing in a supervised environment. As with the introduction of all new innovative technologies, the PSC continues to learn from advancements and challenges in order to identify best practices when using the tool. The PSC provided training sessions to departments and agencies,including outlining the appropriate times for the use of UITs within a selection process. Since their introduction in 2010, UITs focused on assessing cognitive skills have been taken by 37 000 job applicants.


      2.51 In addition, the PSC offers unsupervised self-assessment tests for second language writing skills, which are seen only by the applicant. This allows them to assess their proficiency in their second official language prior to submitting their application. Used in over 750 staffing processes for bilingual positions, this UIT for second language writing skills increased the effectiveness and theefficiency of an appointment process by providing job applicants with a greater understanding of the position’s language requirements. Results of this self-assessment are not considered in theappointment process, but provide useful information to candidates about their likelihood of meeting the official language requirements of the position. A candidate must obtain a supervised second language assessment prior to being appointed to a bilingual imperative position.


      
        
          
            	
              Cognitive ability test


              In 2012-2013, the Canada Border Service Agency applied one of the Public Service Commission’s cognitive ability unsupervised internet tests (UITs) to assess 3 090 applicants for their annual Officer Training Recruitment Campaign. Applicants took the UIT at a time and place of their ownchoosing, eliminating the need for travel during the initial stage of the application process.


              The UIT allowed the agency to use a valid and efficient test to manage the high volume of candidates by identifying only the top candidates for further assessment.


              UIT supports managers through the national area of selection policy, whereby postings are open to all Canadians, particularly when recruiting for entry-level positions that have high applicant levels. Hiring managers are able to set a pass mark to focus their attention on candidates with the highest potential, effectively and fairly reducing the number of applications that require further assessment.

            
          

        
      


      2.52 In 2012-2013, the PSC continued to host organizational standardized e-tests on its On-line Testing Facility (OLTF), including new versions of the CF Aptitude Test, the RCMP’s Police Aptitude Battery used for general recruitment and the Canada Revenue Agency’s Taxation Centre Clerical Test and Situational Judgment Test for Managers.A total of 3 990 tests wereadministered using OLTF, eliminating the need for departments and agencies to duplicate the testing infrastructure and reducing printing and inventory control costs associated with traditional paper-and-pencil testing.


      2.53 Improvements to the Public Service Resourcing System – The Public Service Resourcing Systemis the recruitment system accessed through the federal government’s jobs.gc.ca Web site. Designed to process large volumes of applications and facilitate timely pre-screening of applicant qualifications, the system continues to be regularly updated to ensure that all Canadians can apply to job opportunities open to the public.


      2.54 In 2012-2013, the system was enhanced, providing greater functionality to departments and agencies in the advertising process and reducing their administration time. Changes were also made to reduce potential security risks and privacy breaches and to improve communication andtransparency with candidates. In conjunction with these improvements, a comprehensive training suite was made available to the HR community. A single Web site designed to accommodate all learning styles was launched and included e-training videos and relevant training guides.

    


    
      

    

  


  
    
      Chapter3


      A non-partisan public service


      
        

      


      
        

      


      
        
          
            	
              Highlights


              • In 2012-2013, employee awareness of their legal rights and responsibilities with respect to engaging in political activities continued to increase. Of employees who responded to the 2012 Survey of Staffing, 73% indicated being aware of their legal rights and responsibilities toa moderate or great extent, up from 57% in 2009, 63% in 2010 and 69% in 2011.


              • In 2012-2013, the Public Service Commission (PSC) enhanced its communications initiatives and activities to further increase employees’ awareness of their legal rights and responsibilities related to political activities.


              › On March 8, 2013, after testing and consultation, the PSC launched its revised Political Activities Self-Assessment Tool as a one-year pilot. The tool includes new questions, more examples of non-candidacy political activities from which to choose and an informative report with a more realistic rating.


              › On November 22, 2012, the PSC launched a Political Activities Quiz and continued towork with the Canada School of Public Service to add information in four leadershipcourses.


              As committed to in its 2011-2012 Annual Report, the PSC amended the Political Activities Regulations effective November 14, 2012. The Regulations now prescribe a time frame for thePSC to render a decision related to a request for candidacy permission of 30 days from the day it receives complete information. The Regulations also more clearly outline the elements that a request must contain.

            
          

        
      


      3.1 The Preamble to the Public Service Employment Act (PSEA) recognizes that Canada will continue to benefit from a public service that is based on merit and non-partisanship and in which these values are independently safeguarded.


      3.2 Under the PSEA, the Public Service Commission (PSC) has specific responsibilities in this respect. First and foremost, the PSC is responsible for ensuring that staffing appointments1 under the PSEA are free from political influence.


      
        1 This excludes Governor in Council (GIC) appointments, which are made by the Governor General on the advice of the Queen’s Privy Council for Canada (i.e. the Cabinet), as well asappointmentsin thesix organizations whose enabling legislation stipulates that only the political activities provisions of the PSEA apply to their employees.

      


      3.3 Part 7 of the PSEA recognizes the right of public service employees to engage in political activities, while maintaining the principle of political impartiality in the public service.


      3.4 The PSC administers the provisions of the PSEA related to political activities of employees and deputy heads. Specifically, the PSC plays three roles. First, it provides guidance to federal public servants regarding their legal rights and responsibilities related to political activities. Second, it renders decisions regarding permission and leave of absence without pay (LWOP), if applicable, for candidacy in federal, provincial, territorial (F/P/T) as well as municipal elections. Third, under the provisions of the PSEA, the PSC has exclusive authority to conduct investigations into allegations that employees or deputy heads have engaged in improper political activities. If the investigation establishes that there was improper political activity, the PSC may take any corrective action that it considers appropriate.2


      
        2 If an allegation of improper political activity against a deputy head is substantiated, the Commission shall report its conclusion to the GIC, who may dismiss the deputy head.

      


      3.5 Upholding the non-partisan nature of the public service is the responsibility of all public servants, whatever their level and duties. In particular, deputy heads play a leadership role in safeguarding non-partisanship as they oversee the conduct of their employees. The PSC, in collaboration with other stakeholders, plays a key role in ensuring that the public service remains non-partisan.


      3.6 In its 2011-2012 Annual Report, the PSC committed to continuing to enhance communication and outreach initiatives throughout the year and to look for new and innovative ways to increase employees’ understanding of their legal rights and responsibilities related to political activities. This chapter describes how the PSC worked to achieve this goal in 2012-2013.


      Non-partisanship in staffing


      3.7 A non-partisan public service is one in which appointments are based on merit and are free from political influence, and where public servants perform their duties, and are seen to perform their duties, in a politically impartial manner.


      3.8 Political influence in staffing – Under the PSEA, the PSC has exclusive authority to investigate any allegations of political influence in staffing. Information on PSC investigations conducted in relation to political influence in staffing may be found in paragraph 4.62 of this report.


      3.9 Mobility provision for former ministerial staff – Ministerial staff are hired by ministers pursuant to section 128 of the PSEA. Prior to 2006, the PSEA provided certain ministerial staff with a priority entitlement for appointment. When the Federal Accountability Act received Royal Assent on December 12, 2006, it amended the PSEA repealing the section related to this entitlement and adding section 35.2. This new section allows that, after working as ministerial staff for three years, and once they have ceased in that capacity, such individuals can apply for up to one year to advertised internal appointment processes open to employees of the federal public service. After their eligibility period, they continue to have access to external job postings. The PSC confirms whether former ministerial staff meet the necessary criteria for mobility and provides those who do with electronic access to internal job postings throughout their eligibility period.


      3.10 The appointment of former ministerial staff into public service positions, like all appointments tothe public service, must respect merit.


      3.11 Since 2006, the PSC has received a total of 28 requests to confirm eligibility for mobility, of which 19 were confirmed. In 2012-2013, the PSC continued to track these requests; however, the number is so small that reporting it could jeopardize personal privacy.


      Political activities by public servants


      3.12 Overview of political activities – The PSC is responsible for administering the political activities provisions set out in Part 7 of the PSEA. It provides advice and guidance to employees, departments and agencies about political activities and reviews requests for permission to run as a candidate in an election. The PSEA prohibits the PSC from delegating its authority for political activities to deputy heads and limits the political activity of deputy heads to voting.


      3.13 The political activities provisions of the PSEA applied to 239 010 employees as of March 31, 2013. This includes deputy heads and employees in all departments and agencies to which the PSC has the authority to make appointments (193 562 employees3). They also apply to six other organizations whose enabling legislation stipulates that only the political activities provisions of the PSEA apply to their employees (including students only if the organization considers that they are employees), namely the Canada Revenue Agency, the Parks Canada, the Canadian Institutes of Health Research, the Financial Transactions and Reports Analysis Centre of Canada, the National Film Board of Canada and the Public Service Staffing Tribunal (45 448 employees3).


      
        3 Includes students, but does not include casual workers, as the latter are not subject to Part 7 of the PSEA.

      


      3.14 Political candidacy – For F/P/T elections (section 114 of the PSEA), an employee must request and obtain prior permission from the PSC to seek nomination as a candidate before or during the election period and to be a candidate before the election period. Additionally, they must request, and be granted, a LWOP to be a candidate during the election period. For municipal elections (section 115 of the PSEA), an employee must request and obtain prior permission from the PSC toseek nomination as a candidate, or to be a candidate, before or during the election period.


      3.15 The PSC requires both sufficient information and time to consider each candidacy request on itsown merit, taking into consideration factors such as the nature of the election, the nature oftheemployee’s duties within the organizational context and the level and visibility of the employee’s position.


      3.16 The PSC will only grant permission if it is satisfied that seeking nomination as a candidate, or being a candidate, will not impair or be perceived as impairing the employee’s ability to perform their duties in a politically impartial manner.


      3.17 A public servant ceases to be an employee of the public service on the day on which they are elected in a F/P/T election.


      3.18 Review of requests – In 2012-2013, a total of 65 new candidacy requests were submitted to thePSC. Table 18 provides an overview of the nature and status of the requests.


      3.19 Municipal elections – In 2012-2013, fixed-date municipal elections were held in four provinces (New Brunswick, Saskatchewan, Nova Scotia and Prince Edward Island) and in the three territories. Municipal requests were received for New Brunswick, Saskatchewan, Nova Scotia and the Yukon. The PSC also received requests for upcoming elections or by-elections in five additional provinces (Alberta, British Columbia, Quebec, Newfoundland and Labrador and Ontario). No candidacy requests were received for municipal elections in Manitoba .


      3.20 Municipal requests in 2012-2013 represented the majority of new candidacy requests received bythe PSC (50 out of 65, or 76.9%).


      3.21 The PSC may grant permission to seek nomination as a candidate, or to be a candidate, at the municipal level on the condition that the employee take a LWOP before or during the election period or, if elected, either take a LWOP for the duration of the mandate or cease to be an employee. Permission could also be conditional on operational arrangements, such as not dealing with constituent files or with suppliers or contractors in the municipality.


      3.22 Of the 40 new municipal requests for which permission was granted, 12 were conditional on operational arrangements. In six other cases, permission granted was conditional on LWOP because of the nature of the employee’s public service duties or the perceived risk to political impartiality due to the full-time commitment of the elected office. This full-time commitment was seen to raise the activity level, profile and visibility of a public service employee, no matter their level.


      3.23 Federal, provincial and territorial elections – In 2012-2013, provincial elections were held in Alberta, British Columbia and Quebec. During this review period, requests were received from employees in British Columbia and Quebec, but none were received from Alberta. The PSC also received requests from Nova Scotia and Ontario.


      Table 18: Status of requests (April 1, 2012 to March 31, 2013)


      [image: AR-Table-18.png]


      Source: Public Service Commission Internal Tracking System


      (a) Two requests were from two employees already granted permission requesting a period of LWOP before the election period.


      (b) Three requests were from three employees already granted permission, to review and analyze new public service duties toensure that permission granted and associated conditions remained applicable.


      


      3.24 Amended Political Activities Regulations – In its 2011-2012 Annual Report, the PSC committed to amending the Political Activities Regulations (the Regulations), which came into effect on November 14, 2012. This has improved the clarity and facilitated the application of the Regulations.


      3.25 The Regulations now prescribe a time frame in which the PSC must render a decision of 30 days from the day it receives complete information related to a request for candidacy permission. TheRegulations describe the process that employees must follow and the information that a request must contain. They also provide information on the format and time frame for submitting allegations of improper political activities.


      3.26 The Senate and House of Commons Standing Joint Committee for the Scrutiny of Regulations confirmed that the amended Regulations have resolved its concerns by including this 30-day time frame for the PSC to render a decision.


      Non-candidacy political activities


      3.27 Part 7 of the PSEA recognizes that employees have a right to engage in any political activity while maintaining the principle of political impartiality in the public service.4 Employees do not need permission from the PSC to undertake non-candidacy political activities such as “carrying on any activity in support of, within or in opposition to a political party” and “carrying on any activity in support of or in opposition to a candidate before or during an election period.” However, employees are responsible for examining their specific circumstances to assess and make an informed decision about whether engaging in a given non-candidacy political activity would impair, or could be perceived as impairing, their ability to perform their duties in a politically impartial manner.


      
        4 The PSEA limits the political activity of deputy heads to voting.

      


      3.28 The PSC has a number of tools available, including a Political Activities Self-Assessment Tool(PATool) and a guidance document to help employees assess their own participation in non-candidacy political activities. In addition, the PSC encourages employees to discuss their specific circumstances with their manager, their department or agency Designated Political Activities Representative or the PSC.


      3.29 Status of the revised Political Activities Self-Assessment Tool – In its 2011-2012 Annual Report, the PSC committed to reviewing the questions in the PA Tool to address concerns that it unduly discouraged public servants from engaging in political activities.


      3.30 The revised PA Tool now includes new questions, including some on social media; more examples of non-candidacy political activities from which to choose; and an informative report with a more realistic rating that demonstrates the interplay between the factors examined.


      3.31 After extensive testing with stakeholders, including bargaining agents, the revised PA Tool was launched as a one-year pilot on March 8, 2013. The anonymous user feedback questionnaire was also revised to assist in identifying any further possible amendments.


      Awareness and outreach


      3.32 Level of awareness – For the fourth year, the PSC’s Survey of Staffing collected data on questions related to political activities, including employee participation in non-candidacy political activity and their degree of awareness of, and extent to which their organization keeps them informed of, their legal rights and responsibilities regarding political activities.


      3.33 In 2012, the PSC added a question to the Survey specifically for managers, asking whether they felt able to answer questions and provide guidance to their employees regarding their engagement in political activities in support of, or in opposition to, a political party or candidate.


      3.34 The Survey was sent to employees of departments and agencies that conduct their staffing in accordance with the PSEA and that had at least 350 employees on the last day of the reference period. The reference period for the 2012 Survey was from October 1, 2011, to September 30, 2012. The six organizations whose enabling legislation provides that the political activities provisions of the PSEA apply to their employees do not fall within the scope of the Survey.


      3.35 The 2012 Survey indicated that, during the reference period, 7% of employees engaged in at least one form of political activity other than voting or candidacy, such as fundraising for a political party or distributing campaign information for a candidate. This proportion increased from 5% inboth 2009 and 2010 to 7% in 2011.


      3.36 Over the years, employee awareness has continued to increase. This remains the case for the 2012 Survey. A total of 73% of employees indicated being aware of their legal rights and responsibilities toa moderate or great extent, up from 57% in 2009, 63% in 2010 and 69% in 2011. Over 95% of departments and agencies demonstrated an increase in their employees’ level of awareness in 2012, up from 84% in 2011. The National Energy Board and Passport Canada showed the greatest increase of their employees’ level of awareness, with 19 and 13 percentage point increases, respectively.


      3.37 The 2012 Survey asked respondents to identify whether they were a manager or supervisor. Ofthose who responded that they were a manager or supervisor, 82% indicated being aware of their legal rights and responsibilities to a moderate or great extent, an increase from 78% in 2011. As well, 88% of these managers or supervisors indicated that they felt able to answer questions and provide guidance to their employees regarding their engagement in political activities.


      3.38 The latest data from the 2012 Survey indicates that 65% of employees were informed by their respective departments and agencies about their legal rights and responsibilities with respect to political activities to a moderate or great extent. This represents an increase from 53% in the 2009 Survey and has remained steady since 2011 (66%). Employees were also asked to indicate all of thepeople or resources that they consulted concerning their legal rights and responsibilities with regard to participating in political activities. On-line and printed materials provided by the PSC continued to be the resources most frequently consulted by employees. This information will allow the PSC to continue focusing outreach initiatives in 2013-2014.


      3.39 Outreach activities – In its 2011-2012 Annual Report, the PSC highlighted the importance of continuing to communicate information related to political activities to employees to increase their awareness of their legal rights and responsibilities.


      3.40 To assist in increasing this awareness, the PSC developed a Political Activities Quiz. This on-line activity, launched in the fall of 2012, was developed to increase employee awareness in an interactive manner by responding to 10 multiple choice questions. By the end of the review period, 3 803 users had completed the quiz.


      3.41 The PSC provided deputy heads and heads of human resources with information for distribution to employees regarding political activities. This included information on upcoming elections, thelaunch of the Political Activities Quiz and amendments to the Regulations. The PSC also liaised with provincial and municipal election authorities and associations to provide information about employees’ legal rights and responsibilities related to political activities, foruse in their publications and on their Web sites.


      3.42 To enhance the community of practice related to political activities, the PSC expanded its Web2.0presence. The use of GCPedia and GCForums facilitated discussions on various topics and allowed for the sharing of information with department and agency Designated Political Activities Representatives.


      3.43 In its 2011-2012 Annual Report, the PSC committed to continue working in partnership with the Canada School of Public Service (CSPS) to look at additional courses in their curriculum where political activities-related information could be added or enhanced. In 2012-2013, enhanced or new content related to political activities was added to four CSPS courses, including Leadership through Values and Ethics, Leading for Results, Leading Strategically and Leading Scientific Teams.


      3.44 Although survey findings demonstrate an increase in the level of awareness related to political activities, the PSC will continue to look for innovative ways to enhance communication and outreach initiatives throughout 2013-2014.


      Investigations into political activities of public servants


      3.45 Authority – Under the PSEA, the Commission retains exclusive authority to conduct investigations into allegations that an employee has failed to comply with any of subsections 113(1), 114(1) to (3) and 115(1) of the PSEA, that is, that they engaged in improper political activity.


      Table 19: Public Service Commission investigations into allegations of improper political activities


      [image: AR-Table-19.png]


      Source: Public Service Commission Investigations Management Information System


      (a) Cases closed for reasons that include unreasonable grounds (4) and no possibility of corrective action (1).


      3.46 Four investigations into allegations of improper political activity were completed in 2012-2013. Inthree cases, the allegations were founded; in the remaining case, the allegation was determined to be unfounded.


      3.47 In two of the founded cases, the employees in question failed to seek permission and a LWOP from the Commission prior to seeking nomination, or running, as a candidate in an election. Inthe third founded case, the employee performed activities on behalf of a federal political candidate. The investigation determined that, in light of the employee’s work description and of the testimony received in relation to the employee’s duties, the activities performed could impair the employee’s ability to perform their public service duties in a politically impartial manner.


      3.48 Corrective actions following founded investigations – Following an investigation under section 118 of the PSEA, when employees fail to comply with any of subsections 113(1), 114(1) to (3) and 115(1), the Commission may take any corrective action that it considers appropriate. Corrective actions are determined on a case-by-case basis.


      3.49 Since the coming into force of the PSEA in 2005, the Commission has ordered a range of corrective actions, including, but not limited to, the following: Recovery of pay; requirement to attend training; requirement to obtain the Commission’s approval prior to returning from LWOP; orrequirement to be placed on a LWOP.


      3.50 Over the past three years, the Commission has ordered the following corrective actions:


      Table 20: Corrective actions ordered for founded cases of improper political activity, by fiscal year


      [image: AR-Table-20.png]


      Source: Public Service Commission Investigations Management Information System


      (a) Only one founded investigation pursuant to s.118 of the Public Service Employment Act for 2010-2011. The Commission did not order any corrective action in this case.


      Relationship between the public service and the political sphere


      3.51 The PSEA provides for a staffing system in which appointments are based on merit and are free from political influence, and where public servants perform, and are seen to perform, their duties in a politically impartial manner.


      3.52 Although merit and non-partisanship constitute the foundation of a professional and non-partisan public service, they do not and cannot exist in a vacuum. As the PSC noted in previous Annual Reports, the clarity of the relationship between the public service and the political sphere is central to a non-partisan public service.


      3.53 The PSC has taken careful note of recent instances where questions were raised in the public domain regarding interactions between the public service and the political sphere. In addition, inan environment where new forms of communication, particularly social media, are becoming increasingly used both as personal and professional tools, these interactions incur new challenges.


      3.54 If roles and responsibilities are clearly delineated and understood, the relationship contributes tosustaining and reinforcing the non-partisan character of the public service.


      3.55 In 2011, the Privy Council Office updated its Accountable Government – A Guide for Ministers and Ministers of State, which provides clarity about roles, responsibilities and expectations regarding the interaction between public servants, ministers and their exempt staff, as illustrated below:


      •Public servants, reporting in a clear chain of command to the deputy minister, provide professional, non-partisan policy advice to Ministers and conduct departmental operations through the exercise of legal authorities flowing from the Minister.


      •Ministerial “political” or “exempt” staff provide advice that can address the political aspects of the Minister’s functions but do not play a role in departmental operations.


      •Such a relationship requires that exempt staff in the Minister’s office respect the non-partisanship of public servants and not seek to engage them in work that is outside their appropriate role.


      3.56 It is vital that this guidance be accessible and understood at all levels. It is equally important that public service employees be equipped and supported inupholding the value of non-partisanship. Further dissemination and discussion related to the principles in this Guide can contribute to raising understanding at all levels, as well as the appropriate execution of roles and responsibilities by public servants, elected officials and their staff. In addition to the Guide, there are other instruments that support a non-partisan public service, including the Values and Ethics Code for the Public Sector, the Policy on Conflict of Interest and Post-Employment and the Employer’s framework for discipline that governs standards of behaviour.


      3.57 While the PSC has specific responsibilities and authorities in administering the political activities provisions of the PSEA, it is not alone infostering and safeguarding thenon-partisan nature of the public service.The PSCis committedto working in partnership with public service departments, agencies and employees at all levels. It is essential that allbe alert and vigilant and play their part in ensuringthat thisvital characteristic of the Canadian democratic system endures.


      3.58 In June 2013, the Clerk of the Privy Council launched Blueprint 2020. Blueprint 2020 sets out avision for a high-performing public service that embraces innovation, transformation and continuous renewal, as well as an engagement process for determining how to realize that vision. Blueprint 2020 recognizes that there are certain fundamental aspects of the public service that must remain unchanged, one being its “professional and non-partisan” nature. The PSC urges all public servants to use the platform offered by the Blueprint 2020 process to engage in a dialogue on how to best maintain non-partisanship in the public service.
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      Oversight: Monitoring, audits and investigations


      
        

      


      
        

      


      
        
          
            	
              Highlights


              • The Public Service Commission (PSC) has established an oversight framework that provides information on the integrity of the staffing system by systematically examining the different parts of that system.


              • Overall, results from these oversight activities indicate that most key elements of the staffing framework are in place. Organizational performance in staffing management continued to improve in 2012-2013. Also, most departments and agencies succeeded in demonstrating acceptable performance in five key areas that were assessed this year.


              • However, some issues persist. These include strengthening the monitoring of appointment processes to determine areas for improvement to detect and correct errors in a timely manner; addressing how merit is documented in assessment processes; and the consistent consideration of priority persons for vacant positions.


              • As the staffing system and capacity within delegated departments and agencies mature tomeet requirements under the Public Service Employment Act, the PSC continues to refine how it undertakes oversight.


              • The PSC conducted extensive consultations and began developing a new streamlined Staffing Management Accountability Framework that is intended to be more useful as an internal management tool for deputy heads and that will be introduced in 2013-2014.


              • As the end of the current seven-year audit cycle nears, the PSC will be undertaking consultations and exploring options on adapting its approach to the conduct of audits of departments and agencies.


              • The PSC has initiated an external panel review of its investigations function. The report and recommendations of the panel are expected mid-way through 2013-2014.

            
          

        
      


      4.1 The Preamble to the Public Service Employment Act (PSEA) emphasizes the importance of both delegation and accountability in successfully implementing a flexible staffing environment. ThePublic Service Commission (PSC) is ultimately accountable to Parliament for the overall integrity of the staffing system and holds deputy heads accountable for the way in which delegated authorities are exercised in their organizations. As a result, both deputy heads andthePSC areresponsible for the overall success of the staffing system.


      4.2 The PSC has established an oversight framework that provides information on the integrity of thestaffing system by systematically examining the different parts of that system. In addition toits regulatory authority and policy-setting function, this framework is comprised of three important feedback mechanisms: monitoring, audits and investigations.


      4.3 The primary source of PSC monitoring is the Staffing Management Accountability Framework (SMAF). The SMAF sets out the PSC’s expectations for a well-managed appointment system in adelegated organization, in keeping with the PSEA, and provides a framework for monitoring staffing performance at the organizational level. The PSC assesses organizational performance against the SMAF and provides annual feedback to deputy heads. The results of the PSC’s ongoing monitoring, as well as internal monitoring by organizations, are other important sources of information to help deputy heads identify areas where action is required to improve performance. Monitoring of organizations also helps identify where further action may be required, including PSC intervention such as assistance from a PSC advisor, audits or investigations.


      4.4 The PSC conducts audits to inform deputy heads and Parliament of whether, and how, appointments made across the federal public service respect merit. Audit results contribute to deputy heads’ understanding of the staffing risks, controls and governance within their respective organizations. Where appropriate, recommendations are included in the audits to help organizations address issues and make improvements to their staffing practices. Audits also help the PSC meet its mandate to report on, and support, the integrity of the staffing system. Through a systematic approach, the audits further provide the PSC with information on staffing trends and issues, whilecontributing to system-wide learning and performance. Audits may also result in the identification of issues in appointment processes that warrant a PSC or organizational investigation.


      4.5 Investigations comprise the third mechanism of PSC oversight. In order to protect merit andsafeguard the integrity ofappointment processes, the PSC conducts investigations into processesthat may have includedinstances of error, omission, improper conduct, fraud or political influence. The PSC also conducts investigations into allegations of improper political activity by public servants in order to maintain politicalimpartiality in the public service. Incases where PSC investigations are founded, the Commission may take any corrective action that it considers appropriate, which may include revoking an appointment or dismissing an employee, in cases of improper political activity.


      4.6 Collectively, the integrated results of these three oversight mechanisms (monitoring, audits and investigations) allow the PSC to report to Parliament on the overall integrity of the staffing system, as well as provide feedback to deputy heads and promote learning about staffing practices to strengthen staffing performance. The PSC also uses these integrated oversight results to refine itspolicy framework and related guidance and to supportdelegated departments and agencies.


      4.7 As the staffing system and capacity within delegated departments and agencies mature, thePSCcontinues to refine the way in which it undertakes oversight. The PSC is redesigning and streamlining the SMAF to make it a more effective and useful management tool for deputy heads and for the PSC. The PSC will also be undertaking consultations with various stakeholders and exploring options on new approaches for the conduct of audits of departments and agencies. Finally, the PSC investigations function is currently being independently reviewed to identify improvements, where necessary. The last section of this chapter provides additional details on these proposed innovations.


      Monitoring


      4.8 This year was an unusual year as a result of workforce adjustment (WFA) across the public service, and was a transition year while a new streamlined SMAF was developed. The PSC asked deputy heads to report on performance in five areas that are important and/or that present an ongoing risk to the overall integrity of the staffing system. Having five key areas allowed departments and agencies to focus on these important issues while, at the same time, enabling them to concentrate their efforts on WFA following Spending Review 2012.


      4.9 These five key areas are:


      •Management of priority entitlements;


      •Organizational accountability for results;


      •Official languages;


      •Investigations into staffing; and


      •Political activities.


      4.10 The PSC relies on two distinct sources of information for its 81 assessments of the staffing performance of departments and agencies.1 Deputy heads submit a self-assessment in the form of a Departmental Staffing Accountability Report, in which they report on their organization’s performance and provide supporting documentation as evidence of progress that has been made in addressing specific areas identified by the PSC. In addition, the PSC generates and analyzes the information at its disposal, such as data on time to register and to assess priority persons referred to vacant positions, and incorporates the results of PSC audits and investigations in its assessment of performance. This section of the chapter reports on the performance of the 54 departments andagencies that have more than 100 employees.


      
        1 While Passport Canada and Foreign Affairs and International Trade Canada operated under one ADAI, they reported and were assessed separately, thus bringing the total number of departments and agencies assessed in 2012-2013 to 82.

      


      Management of priority entitlements


      4.11 In recognition of the increased number of persons with a priority for appointment in the publicservice as a result of WFA in Spending Review 2012, the PSC increased its expectations of departments and agencies for the effective management of priority entitlements. Organizations were expected to implement a governance structure, training on roles and responsibilities, support for priority persons and a systematic approach to requesting clearance to staff a position.


      
        
          
            	
              Top performers in the management of priority entitlements:


              Agriculture and Agri-Food Canada demonstrated strong leadership across the public service by sharing its past experience on Priority Administration and its tools. It took innovative approaches by participating in career fairs and reaching out to organizations outside the core public administration to market priority persons for potential job opportunities.


              Canadian Heritage also demonstrated strong leadership across the public service by sharing its past experience on Priority Administration and its tools. It was a front-runner in implementing a staffing approach to ensure that hiring managers consider priority persons before initiating any staffing process. It also required a justification to its Executive Committee if a priority person was not appointed during the workforce adjustment period. In addition, the department dedicated a front-line team comprised of human resources executives to ensure common direction on workforce adjustment and Priority Administration.

            
          

        
      


      4.12 In addition, departments and agencies were expected to monitor a number of areas, including:


      •Time to register priority persons in the Priority Information Management System, whichisused to refer persons for vacant positions for which they may be qualified;


      •Time to assess priority persons following their referral;


      •Number of appointments of priority persons relative to all of the organization’s indeterminate appointments; and


      •Number of, and reasons for, clearance requests cancelled following the referral of prioritypersons.


      4.13 Finally, departments and agencies were expected to take action as necessary on the results of the monitoring outlined above and on any of the planned actions to improve Priority Administration that they had previously committed to undertake.


      4.14 As noted above, Agriculture and Agri-Food Canada and Canadian Heritage exceeded the PSC’s expectations for acceptable performance in the management of priority entitlements. The vast majority of departments and agencies demonstrated acceptable performance.


      4.15 Seven organizations have received feedback on improving their performance, including strengthening the analysis and actions taken further to the results of monitoring. This also includes more actively engaging managers and human resources (HR) advisors to help them understand their roles and responsibilities in considering and assessing priority persons, or supporting their own employees who are priority persons.


      
        
          
            	
              Noteworthy practices in the management of priority entitlements:


              A number of departments and agencies undertook practices that are considered noteworthy, particularly during a period of workforce adjustment. These processes include:


              •Proactively marketing opportunities for job exchanges (alternations) to employees, which effectively reduced the number of surplus priority persons (Atlantic Canada Opportunities Agency) and welcoming alternating employees from other organizations (Atlantic Canada Opportunities Agency and Federal Economic Development Agency for Southern Ontario);


              •Assisting surplus priority persons in increasing their marketability and prospects for placement by providing them with temporary work assignments to enhance their experience, knowledge or competencies and using co-ordinators who solicit work assignment opportunities to match with surplus priority persons (Statistics Canada); and


              •Continuing the implementation of a comprehensive workforce strategy for priority referral management, including processes and tools, and taking a leadership role within the staffing community by sharing its workforce management practices (Public Works and Government Services Canada).

            
          

        
      


      Organizational accountability for results


      4.16 Every year, the PSC provides each deputy head with an assessment of performance and feedback on areas of strength, opportunities for improvement or areas requiring attention. As a result of PSC audits, departments and agencies may also receive recommendations for the improvement ofthe framework, systems and practices that they have in place to manage their appointment activities and compliance with the legislation and regulations, the PSC Appointment Framework and their own organizational appointment policies.


      4.17 Departments and agencies are expected to address any areas of concern that were identified by the PSC in previous years and to demonstrate improvement. The PSC supports these organizations by providing advice and guidance that is tailored to their needs and by sharing the best practices and approaches of other organizations.


      4.18 The percentage of departments and agencies with acceptable performance with respect toeitherhaving no recommendations or implementing the PSC’s recommendations was 80%(43of 54 organizations) in 2012-2013, compared to 89% the previous year, 74% in 2010-2011 and 51% in 2009-2010.


      4.19 In 2011-2012, a total of 34 of the 53 departments and agencies assessed received feedback from thePSC with recommendations or suggestions for improvement, including a number of organizations where the PSC conducted an audit. This year, 22 of these 34 organizations demonstrated that actionhad been taken and progress made in response to all of the PSC’s recommendations. Sevenorganizations demonstrated improvement on at least half of the recommendations, whilefive organizations demonstrated improvement on fewer than half of the recommendations. The PSC isworking with these organizations to enable them to improve their staffing management andperformance.


      
        
          
            	
              Special mention:


              Senior management at Passport Canada approached both the Public Service Commission (PSC)’s annual assessment of staffing performance and the audit conducted by the PSC as opportunities to benefit from independent feedback on the overall strength of their staffing management and performance. They also used the opportunity to promote continuous learning on the part of hiring managers and human resources (HR) advisors. In advance of the audit, for example, the organization worked closely with PSC staff to better understand areas of strength and areas for improvement in their staffing management framework and practices and took deliberate steps toadjust their practices and processes accordingly. Passport Canada engaged its hiring managers and HR advisors, as well as the PSC, in reflecting on the PSC’s feedback on areas for improvement and on the audit recommendations and findings, and developing and implementing any necessary improvements. At the PSC’s Symposium on Staffing Management in November 2012, Passport Canada shared its approach to using the PSC feedback as an organizational opportunity to learn and improve with other heads of HR and staffing advisors.


              The Office of the Information Commissioner of Canada (OIC) has taken a deliberate systematic approach to assessing its follow-up in addressing the recommendations of its PSC audit in 2012. The OIC commissioned a follow-up audit by an independent third party to determine whether its actions to address the PSC’s audit recommendations were improving staffing management and performance. The findings of the review were presented to the OIC’s Internal Audit Committee, and the PSC was invited to attend and provide feedback.

            
          

        
      


      4.20 Many of the recommendations for improvement were related to the monitoring of, and planning for, staffing, as was noted in the PSC’s Annual Report last year.


      4.21 Monitoring – As outlined in the Appointment Delegation and Accountability Instrument (ADAI) and the PSC Appointment Framework, departments and agencies are expected to have control mechanisms in place to monitor the appropriate exercise of delegated and sub-delegated appointment authorities. They must also ensure that staffing decisions comply with the legislation and with the PSC’s Appointment Framework and the organization’s own appointment policies on an ongoing basis. Departments and agencies are also required to monitor key staffing areas, such as acting appointments over 12 months, the appointment of casual workers to term or indeterminate status through non-advertised processes and the accuracy and completeness of staffing files.


      4.22 This monitoring enables deputy heads and organizations to assess staffing management and performance related to appointments and appointment processes. Monitoring makes it possible to detect and correct issues as they arise, rather than relying solely on complaints, investigations or audits to identify issues. It also makes it possible to manage and minimize risk and to improve staffing performance.


      4.23 In 2011-2012, a total of 48 departments and agencies were rated as acceptable, and 5 organizations had less than acceptable performance in terms of monitoring the exercise of sub-delegated appointment authorities and the compliance of staffing decisions and processes. Following feedback from the PSC, two of the five organizations took action and demonstrated improvement this year. Three organizations need to continue to improve their monitoring; the PSC will continue to work with those organizations toward this end.


      4.24 In last year’s Annual Report, the PSC reported that 13 out of 53 departments and agencies had lessthan acceptable performance in their monitoring of key staffing areas (seven received a ratingof “attention required” in this regard). After responding to feedback from the PSC, 9 out of the 13organizations demonstrated improvement; 4 organizations need to continue improving.


      4.25 Planning for staffing and assessing results – Departments and agencies are expected to develop staffing plans and related strategies that describe staffing priorities and how and when they will be achieved. These staffing plans should be communicated to all employees, monitored and adjusted, when required.


      4.26 In 2011-2012, a total of 40 departments and agencies were rated as “acceptable” in developing staffing plans and related strategies and in assessing the results of these staffing strategies against measurable expected results or performance indicators.


      4.27 Eleven departments and agencies received a rating of less than acceptable in 2011-2012 with regard to developing staffing plans and related strategies. Almost all of these organizations hadnot set out measurable expected results or performance indicators. Following feedback fromthe PSC, 8 of the 11 organizations have taken action and have demonstrated improvement. The PSC will continue to work collaboratively with the three organizations that need to continue to improve their staffing strategies.


      4.28 Last year, nine organizations had a less than acceptable performance in assessing the actual results of their staffing plans and related strategies. After acting on feedback from the PSC, fiveofthe nine organizations have demonstrated improvement; four organizations need to continue improving.


      Official languages


      4.29 The PSC expects departments and agencies to resolve all outstanding cases of non-imperative appointments where the person does not meet the level of official language proficiency required for the position within the time periods prescribed by regulations. Most departments and agencies assessed had acceptable performance, except for five organizations that continued to have outstanding cases to be resolved. Additional information on official languages is provided inChapter 1.


      Investigations into staffing


      4.30 The PSC expects departments and agencies to implement the Record of Decision for founded PSC investigations, and to manage in-house investigations and associated results. All departments and agencies assessed had acceptable performance except for two organizations that need to improve their response to investigation findings. Additional information on investigations into staffing is provided later in this chapter.


      Political activities


      4.31 The PSC expects departments and agencies to review the results from the Political Activities section of the Survey of Staffing and to take action to raise employees’ awareness of their legal rights and responsibilities as public servants with regard to political activities. All except one organization assessed had an acceptable performance. Further information on political activities can be found in Chapter 3.


      Audits


      4.32 Audits provide information to departments, agencies and Parliament on the integrity of the staffing system. PSC audits are an important part of the feedback loop that underpins deputy heads’ understanding of staffing risks, controls and governance within their own organization.


      4.33 The PSC is in the fifth year of its seven-year cycle to audit all departments and agencies subject to the PSEA. A total of 47 organizational audits have been completed to date. To ensure a balanced view of staffing in the federal public service, throughout the audit cycle, a mix of departments and agencies, selected based on size and identified risks, are audited each year.


      4.34 The Audit Plan for 2013, published in the PSC’s 2011-2012 Annual Report, identified a totalof14organizational audits and 2 follow-up audits. In 2012-2013, the PSC completed 12organizational audits. Information on the Audit Plan for 2013-2014 and 2014-2015 can befoundinAppendix 5.


      4.35 The organizational audits conducted in 2012-2013 are published under a separate cover as a support document to the PSC Annual Report. The PSC audit reports for 2012-2013 include the following organizations: Registry of the Competition Tribunal; Canadian Intergovernmental Conference Secretariat; Patented Medicine Prices Review Board Canada; Office of the Commissioner forFederal Judicial Affairs Canada; Office of the Secretary to the Governor General; Canadian Transportation Agency; Canadian Environmental Assessment Agency; Canada School of Public Service; Public Service Commission of Canada; Department of Finance Canada; Industry Canada; andDepartment of National Defence.


      4.36 As noted, the PSC itself was audited this year. Like all organizations under the PSEA that have asigned ADAI, the PSC isincluded in its own seven-year Audit Plan. A number of measures were put in place to mitigate possible conflicts of interest in the scope of the audit, the performance ofthe work and the communication of the results. These measures included:


      •The President of the PSC, as the deputy head responsible for the management and operations of the PSC, removing herself from any discussion or governance around theconduct of the audit;


      •The PSC Commissioners assuming the overall governance and oversight responsibility for the conduct of the audit;


      •The establishment of an independent committee, made upof three senior public servants from outside the PSC with a range of experience in audit and HR, to provide feedback and advice to the Commissioners on the conduct of the audit;


      •As a further measure to assure objectivity, the establishment of a contract with a private sector firm specializing in audits to independently reviewthe quality of the audit; and


      •A senior public servant from outside the Commission with experience in human resources participated in reviewing the action plan that the organization developed to address the audit observations and in the elaboration of recommendations to the Commission on whether or not to impose additional terms and conditions to delegation.


      Audit observations


      4.37 The objectives of each of the audits are to determine whether the organization has an appropriate framework, systems and practices in place to manage its appointment activities, and to determine whether appointments and appointment processes in the organization comply with the PSEA, thePublic Service Employment Regulations (PSER), the PSC Appointment Framework and related organizational appointment policies.


      4.38 Similar to the findings over previous years, the 2012-2013 audits found that most of the key elements of the appointment framework were in place. However, a number of observations and issues continue to be identified in current audits, as illustrated in the following section.


      Observations on the appointment framework


      4.39 Organizational sub-delegation of authority – This year’s audits continue to find that most departments and agencies audited established sub-delegation instruments that were consistent with PSC requirements and identified the conditions that sub-delegated managers had to meet. However, some weaknesses were identified in the controls surrounding sub-delegation, such as maintaining an updated list of sub-delegated managers and ensuring that they have received therequired training.


      4.40 Effective controls help provide assurance to departments and agencies that conditions surrounding sub-delegation are respected. A well-managed sub-delegation instrument and process are important for organizations to ensure that sub-delegated managers meet the conditions of sub-delegation as established by the deputy head and that they are adequately trained to exercise their appointment-related authorities. The PSC will continue to work with departments and agencies to help them strengthen the controls put in place to ensure that conditions of sub-delegation of appointment authorities are respected.


      4.41 Planning for staffing – This year’s audits found that many departments and agencies continue to identify staffing strategies that support their staffing plans, and that these were communicated to employees. For many organizational audits this year, staffing activities dealt primarily with WFA as a result of Spending Review 2012. Generally, audits found that the results of staffing strategies were monitored and presented to senior management. However, the audits also found instances where monitoring had not taken place, where incorrect results were reported to management and where some strategies were not aligned with staffing priorities.


      4.42 Planning for staffing is essential, as it can increase the efficiency of staffing and improve the transparency of staffing practices for employees. To assist departments and agencies in moving forward, the PSC will continue to work actively with organizations to strengthen their staffing plans and related strategies that set out measurable expected results or performance indicators and communicate these plans and related strategies to employees.


      
        
          
            	
              Noteworthy practices:


              The Canadian Environmental Assessment Agency (the Agency) developed an Integrated HumanResources (HR) Plan for 2011-2014, which included staffing priorities. Each priority wassupported by at least one staffing strategy. The PSC noted that the plan was developed in consultation with senior management and was approved by the HR committee. The PSC also found that the staffing strategies were communicated to all employees via the Agency’s intranet site. The PSC found that the Agency monitored the results of its staffing strategies and conducted a variance analysis on planned versus actual staffing activities. The results of the variance analysis were presented to senior management.

            
          

        
      


      4.43 Monitoring of appointment processes – This year’s audits found that some departments and agencies had identified monitoring and control mechanisms to review appointment processes. However, similar to previous years, the audits continue to find issues with the implementation and application of this monitoring. In some instances, it was found that, although monitoring activities were undertaken, they were not carried out in a timely manner, or the implementation of the action plan showed limited progress on the issues identified.


      4.44 Monitoring is a key business process that helps departments and agencies ensure that appointment decisions are compliant, detect and correct issues in a timely manner and support continuous improvement of staffing performance. The PSC has committed to developing additional guidance and providing assistance to departments and agencies to ensure that appropriate controls areimplemented for the review of appointments, while taking into consideration the size of theorganization.


      Observations on compliance


      4.45 As part of each audit, a sample,or, in some cases, acensusof appointment processes or transactionsmade within the organization during the audit period is examined to determine whether the organization’s appointment framework is appropriate and is working as intended.


      4.46 Merit – For the most part, the test for compliance indicated that merit was respected; however,there were a few appointments for which merit was not met. The number of appointments for which merit could not be demonstrated once again remains significant.


      4.47 The PSC has focused on analyzing instances where merit was not demonstrated. In a number ofappointments examined, merit could not be demonstrated because the department or agency was unable to provide sufficient and appropriate documentation to support the appointment. Inother instances, assessment tools did not evaluate all of the appointment criteria or were not correctly applied by the sub-delegated managers. Finally, in a few appointments audited, no assessment had been performed. In such instances, the PSC is unable to conclude whether or notmerit was met.


      4.48 Departments and agencies mustensure that they assess the essential — and any of the asset — criteriathat are applied to the selection decision. The PSC expects managers to be able and ready to explain how they make selection decisions. The results of the assessment must be documented in the staffing file as the basis for the decisionthat the person to be appointed meets merit. To assist departments and agencies indocumenting their appointment processes, the PSC will examine the factors that contribute to the systemic challenges with documentation of appointment decisions and, in consultation with sub-delegated managers and HR advisors, review its policies, guidance, staffing file templates and other tools, as well as the available training for HR advisors and sub-delegated managers.


      4.49 Consideration of priority entitlements – The PSEA and the PSER provide an entitlement, for a limited period, for certain persons who meet specific conditions to be appointed in priority to others. As part of this year’s audits, particular attention was paid to whether priority clearance was granted and priority persons considered, if applicable, in the appointments audited. It should be noted, however, that the scope of these audits largely preceded the implementation of measures by the PSC over the past year to strengthen the system and policies for priority entitlements and the Priority Administration Program.


      4.50 The audits revealed that, in most cases, departments and agencies respected the requirements of thePriority Administration Program. However, in eight of the ten organizations where the PSC examined appointments2, the PSC found situations where persons with a priority entitlement may not have received proper consideration. Overall, the PSC estimates that this is the case for 12% of all appointments3 for which a priority clearance was required. For example, sub-delegated managers used a statement of merit criteria for priority persons that was more stringent than theone used to make the actual appointment decision. As a result, the PSC has included a recommendation to those deputy heads for whom concerns were identified in the audit of theirorganization.


      
        2 Ten of the twelve organizational audits examined appointments including priority consideration.


        
          3 Combining data from multiple audits requires adjusting for the fact that entities vary greatly in the number of appointments they perform each year. These adjusted performance measures are weighted to reflect the overall performance across all entities combined.

        

      


      4.51 The PSC continues to actively monitor to ensure that the legal entitlements are respected and that priority persons are appointed to vacant positions for which they are found qualified. The SMAF was also enhanced to encourage organizational monitoring of higher-risk areas and timely corrective action.


      4.52 Additional terms and conditions on delegation – Depending on the conclusions drawn from anaudit, the PSC may provide an organization with recommendations for improving its staffing practices and ensuring compliance with legislative, regulatory and policy requirements. Further,depending on the issues raised, the PSC may take additional action, including working collaboratively with the organization to address the issues or imposing additional terms and conditions on the delegation to these organizations.


      4.53 The deputy heads of the departments and agencies audited this year have provided the PSC withan action plan in response to the audit recommendations. The PSC will monitor, through itsregular monitoring activities, actions taken in follow-up to the audit recommendations, asapplicable.


      4.54 In lieu of imposing additional terms and conditions on a delegation, the PSC can also support departments and agencies by providing assistance and ongoing support in the implementation of their action plans. The PSC is developing an agreement with the Canada School of Public Service to provide ongoing advice and support in the implementation of its action plan, and will monitor progress on its implementation on a quarterly basis. The PSC will also provide advice and guidance to the Canadian Intergovernmental Conference Secretariat in implementing several elements of its action plan, and will monitor its implementation on a quarterly basis. In addition, the PSC will monitor the implementation of the Office of the Secretary to the Governor General’s action plan on a quarterly basis.


      4.55 Given the actions that organizations have committed to take in response to the audit findings and recommendations, the Commission has decided not to impose additional terms and conditions todelegation this year. A list of departments and agencies operating with additional terms and conditions to delegation imposed in previous years is provided in Appendix 4.


      Investigations


      4.56 As a component of oversight, PSC investigations play an important role in the Commission’s accountability to Parliament by helping safeguard the integrity of appointments and oversee thepolitical impartiality of the federal public service.


      4.57 Authority of the Commission – Part 5 of the PSEA provides the Commission with the power toconduct investigations into appointment processes. This includes:


      •Section 66: Merit and errors, omission or improper conduct in external appointmentprocesses;


      •Subsections 67(1) and (2): Errors, omission or improper conduct in internal appointment processes at the request of a deputy head, or for non-delegated appointments;


      •Section 68: Suspicion of political influence in any appointment process; and


      •Section 69: Suspicion of fraud in any appointment process.


      4.58 Volume of investigations – As indicated in Table 21, the PSC’s Investigations Branch received 183new requests to investigate appointment processes in 2012-2013. This is significantly lower than the 596 new files received in 2011-2012 and the 516 received in 2010-2011. This occurred inthe context of the overall decrease in hiring and staffing activities within the federal public service for2012-2013.


      Table 21: Public Service Commission investigations into appointmentprocesses(a)


      [image: AR-Table-21.png]


      Source: Public Service Commission Investigations Management Information System


      (a) It is possible for files to be opened under one section of the Public Service Employment Act (PSEA) but later be investigated under another.


      (b) These other sections include section 17, subsections 67(1) and 15(3), internal appointments and cases that do not clearly fall into a specific category (other).


      (c) Cases closed for reasons that include no mandate, no possibility of corrective action or other policy or regulatory considerations.


      (d) Early Intervention is not offered other than for cases under section 66 of the PSEA.


      Investigations under specific authorities


      4.59 Section 66: External appointment processes (merit, error, omission or improper conduct) – Continuing a long-standing trend, the largest percentage of investigation files received were related to whether merit was met or whether errors, omission or improper conduct occurred in anexternal appointment process. However, for the first time, during this period, fewer files were the subject of a full investigation under this section of the PSEA than under section 69 (fraud).


      4.60 A total of 14 files resulted in founded investigations under section 66 in 2012-2013. Corrective actions ranged from training to revocation of an appointment. Revocation was ordered in two instances. Other forms of corrective action ordered included reassessment of a candidate, suspension of sub-delegated appointment authorities and training in staffing, values and ethicsor in WFA requirements.


      
        
          
            	
              Case summary 1 (under section 66):

            
          


          
            	
              Improper conduct: Tailoring of a linguistic profile


              Errors: Failure to request a new priority clearance; failure to assess a candidate against the official language proficiency; appointment not made in accordance with merit

            
          


          
            	
              This file was identified through a Public Service Commission audit, and the resulting investigation was conducted under section 66 of the Public Service Employment Act. The purpose of the investigation was to determine whether a specified period appointment made as a result of an external non-advertised appointment process was made on the basis of merit and whether an error, omission or improper conduct affected the selection of the person appointed.


              The evidence gathered showed that the appointment was the result of improper conduct on the part of the human resources (HR) advisor, as well as on the part of the sub-delegated manager. The HR advisor tailored the linguistic profile of the position to reflect the candidate’s language profile, for both the initial appointment and an extension. The sub-delegated manager signed the letter of offer, knowing that the language profile of the appointee differed from that of the position.


              In addition, the evidence showed that the HR advisor and sub-delegated manager made errors that affected the selection of the person appointed when they failed to assess the candidate against the official language proficiency for the position. A further error was made when the HR advisor failed to request a new priority clearance after changing the language profile of the position. It was therefore determined that the appointment was not made on the basis of merit.

            
          


          
            	
              Corrective actions required that the HR advisor undertake values and ethics training as well as staffing training. No corrective action was ordered for the sub-delegated manager, as this individual was no longer in the workplace and had ultimately retired.

            
          

        
      


      4.61 Subsection 67(2): Investigations on behalf of an organization – Under this section of the PSEA, the PSC continues to offer its experience and expertise to departments and agencies by offering to conduct investigations on their behalf where the issues fall under the sub-delegated authority of the deputy head and where it is their responsibility to investigate before revoking an appointment. In this fiscal year, six investigations were completed by the PSC on behalf of organizations; in five cases, the allegations were founded. Investigation reports and recommended corrective actions were provided to deputy heads for further action.


      4.62 Section 68: Political influence – This section of the PSEA provides the Commission with theauthority to investigate allegations of political influence in appointment processes. Theseinvestigations are an important tool to help ensure that political impartiality is respected inthe system. In 2012-2013, the PSC completed 10 investigations into allegations of political influence in appointment processes. None of these investigations resulted in findings of politicalinfluence.


      4.63 Section 69: Fraud – As reported in paragraph 4.59, the PSC completed more fraud investigations than investigations into error, omission or improper conduct this fiscal year. A total of 53 investigations were completed during this period, of which 25 were determined to be founded and 28 were determined to be unfounded.


      4.64 As in previous years, the types of fraud files investigated included instances where individuals provided false educational or professional credentials in relation to their background, falsified oraltered documentation such as language test results, cheated or copied responses during anassessment process or failed to disclose personal relationships within the context of an appointment process.


      4.65 Allegations of fraud are very low in the context of the number of appointment processes conducted every year within the federal public service. That being said, the Commission has the sole jurisdiction to investigate incidences of fraud in appointment processes. It is the expectation of the Commission that, should departments and agencies have reason to believe that fraud may have occurred in an appointment process, they refer such matters to the PSC Investigations Branch, even in instances where the process did not result in an appointment. This allows the Commission to help ensure the overall integrity of the system.


      
        
          
            	
              Case summary 2 (under section 69):

            
          


          
            	
              Fraud: Providing a falsified medical certificate

            
          


          
            	
              The purpose of this investigation was to determine whether a candidate committed fraud in an internal appointment process by providing a falsified medical certificate.


              In this process, a portion of the assessment was comprised of a take-home exam. The candidate requested that the manager of the process send the take-home exam to the candidate’s work e-mail; however, an out-of-office automatic reply was received from the candidate’s e-mail address upon transmission of the exam. After receiving a request from the candidate for a second opportunity to write the exam, the human resources (HR) advisor informed the candidate that they would require a medical note and the name and contact information of the candidate’s manager to confirm the candidate’s absence. Due to contradictory information received, the HR advisor contacted the medical centre to verify the validity of the certificate and subsequently referred the file to the Investigations Branch of the Public Service Commission.


              Evidence gathered during the investigation revealed that the candidate had submitted a leave request for the day of the exam two weeks after the fact, and that no leave requests were submitted for the remaining period indicated on the medical certificate. Furthermore, although the candidate claimed to have gone to the clinic on the day of the exam, and although the date on the medical certificate coincided with the date of the exam, the date appearing under the doctor’s signature was actually three days following the exam date. The doctor who issued the certificate was interviewed and testified that the dates on the medical certificate had been changed. In fact, the doctor was not working on the date of the exam, nor on the day on which the certificate was apparently signed. Additionally, there were no records of a visit from the candidate to the medical clinic on the dates in question. The candidate admitted to manipulating the original certificate by removing the original printed label and writing their name manually. Based on the balance of probabilities, the investigation determined that the candidate committed fraud in the appointment process by providing a falsified medical certificate in order to get a second chance to write the exam rather than being eliminated from the process.

            
          


          
            	
              Corrective actions required that the candidate undertake values and ethics training and obtain the Commission’s written approval before accepting any position or work within the federal public service, for a period of three years.

            
          

        
      


      


      
        
          
            	
              Case summary 3 (under section 69):

            
          


          
            	
              Fraud: Candidate falsely submitting and pretending to have a university degree in three appointment processes; importance of verifying and validating education criteria

            
          


          
            	
              These investigations were conducted pursuant to section 69 of the PSEA to determine whether the candidate committed fraud by falsely submitting, and pretending to have, a university degree in the course of three internal appointment processes.


              The candidate was first appointed to a senior officer position and was later appointed to a management position within another organization. The education criteria for both positions required a degree from a recognized university in line with the qualification standards established by the Treasury Board of Canada Secretariat (TBS) for positions in that occupational group. Thecandidate’s résumé in both staffing files indicated that they possessed a Bachelor’s degree from a Canadian university, corresponding to the TBS qualifications standards.


              A few years later, the candidate applied to another internal appointment process and indicated being a university graduate with an undergraduate degree. The candidate was asked for, andprovided, an electronic version of a diploma that appeared to be from a second Canadian university. After verification, the department was informed by the university that it had norecord of that individual. The department then eliminated the candidate from the appointment process and referred the file to the Public Service Commission.


              The evidence gathered during the investigation demonstrated that neither university in question had an academic record of this individual, and that the candidate had not graduated with a degree. Considering the candidate’s occupation, it is reasonable to believe that there was an awareness of the minimum education requirement established by TBS for positions in the specific occupational group. The evidence demonstrated, on the balance of probabilities, that the candidate committed fraud by purporting to have a university degree that they did not possess in order to be considered for appointments.

            
          


          
            	
              Corrective actions included:


              •The revocation of the individual’s appointment;


              •The requirement that the individual obtain the Commission’s approval before accepting any new position within the federal public service within a prescribed time frame;


              •The revocation of appointment if the candidate accepts a term, acting or indeterminate appointment within the federal public service without having first obtained the Commission’s approval; and


              •That a letter be sent to the deputy head with a copy of the Investigation Report and Record of Decision, should the candidate obtain work through casual employment, temporary help agency or student program within the federal public service without first notifying theCommission.

            
          

        
      


      4.66 Corrective actions following founded investigations – In cases of founded investigations conducted under the PSEA, the Commission may take any corrective action that it considers appropriate, up to revocation of the appointment. Corrective actions are determined on a case-by-case basis. Some examples of corrective actions taken since the PSEA was introduced includerevocations, reassessment, mandatory training and removal of staffing sub-delegation, as well as the requirement for individuals to request the Commission’s permission before accepting any position within the federal public service for a specified period.


      4.67 In 2012-2013, corrective actions following founded fraud investigations included the revocation ofseven appointments, plus a further instance where a candidate was removed from a process and their assessment results invalidated. In addition, some individuals were required to seek permission from the PSC prior to accepting any work within the federal public service for periods of one to four years; training was ordered for managers and staff; and appointment-related authorities, or the right to exercise duties related to staffing, were suspended.


      4.68 Table 22 is a breakdown of corrective actions ordered by the Commission during the last threeyears:


      Table 22: Corrective actions ordered for founded cases related toappointment processes, by fiscal year


      [image: AR-Table-22.png]


      (a) Section 73 allows for a person to be appointed to another position for which they meet the essential qualifications, following revocation of their appointment pursuant to an investigation conducted under sections 66 to 69.


      (b) The requirement to obtain the Commission’s written approval before accepting any position or work within thefederalpublic service for a specific period.


      4.69 Disclosure of investigation summaries – The Commission may use its authority under section 19 of the Public Service Employment Regulations and section 14 of the Political Activities Regulations todisclose personal information obtained in the course of an investigation, if it determines that the public interest in disclosure outweighs the privacy interests of the individual. Summaries of investigations posted during the reporting period can be found at www.psc-cfp.gc.ca. In addition, the Commission produces anonymous summaries of selected investigations and posts these periodically throughout the year.


      4.70 Deputy head investigations – The results of staffing investigations by deputy heads provide insightinto the PSC’s assessment of merit. Departments and agencies report their results as part of the PSC’s annual monitoring exercise. In 2012-2013, a total of 15 organizations completed 98investigations, which is down from 115 investigations the previous year. As reported in the previous two years, a large proportion of these investigations (63) related to National Defence, which proactively initiates formal deputy head investigations whenever one of its appointment processes is the subject of a complaint to the Public Service Staffing Tribunal. The PSC supports organizations’ efforts to monitor the results of their staffing activity through the use of deputy head investigations into staffing. The PSC notes that, since it began tracking these results six years ago, about 65% of departments and agencies have reported undertaking such investigations on atleast one occasion. This suggests that organizations increasingly recognize the importance ofthese investigations.


      Looking to the future


      4.71 Enhanced guidance and support to organizations – Over the past year, the PSC has realigned resources to continue to improve the guidance and support it provides to departments and agencies on its expectations and to enable the effective sub-delegation and management of staffing. For example:


      •The PSC consulted with stakeholders and began work on redesigning the Appointment Delegation and Accountability Instrument (ADAI) to more clearly articulate the terms and conditions of delegation and the expectations for effective staffing management, forintroduction in 2013-2014;


      •The PSC conducted extensive consultations and began developing a new streamlined Staffing Management Accountability Framework (SMAF) that is intended to be more useful as an internal management tool to deputy heads and the PSC and that will be introduced in 2013-2014;


      •All departments and agencies audited by the PSC receive assistance in the development of action plans to address the findings and recommendations of the audits. This support helps organizations prioritize the action to be taken and ensures that they have access toadvice and support from the PSC in responding to audit results; and


      •Dedicated resources have been assigned to provide assistance to seven organizations to support them in responding to concerns following audits, investigations or other oversight activity. This guidance includes developing staffing management frameworks, policies and monitoring mechanisms, reviewing and providing advice on sub-delegation instruments and identifying information and training requirements.


      4.72 Evolution of audit approaches – The PSC is nearing the completion of its seven-year audit cycle of all departments and agencies under the PSEA. In addition, audit findings demonstrate that many departments and agencies have now put in place the appropriate systems and practices to implement the PSEA. The PSC is taking stock of these factors and is in the process of evolving its approach and methodology to the conduct of audits. The PSC will be undertaking consultations with key stakeholders with a view to adapting and developing a more risk-based approach. This adapted approach would continue to support system-wide learning and provide assurance to Parliament on the integrity of the staffing system, as well as ensure useful and timely feedback to departments and agencies.


      4.73 Further, given that the nature, size and scope of most small and micro agencies differs from that of larger departments and agencies in the federal government, the approach to auditing organizations cannot always be one-size-fits-all. Small and micro organizations often have few employees and undertake very low volumes of appointment activities. Given their size, it can be challenging for such organizations to meet reporting and other oversight requirements. A review is planned to help ensure that the PSC audit methodology is adapted to the size and the level of risk associated with small and micro organizations. In the evolution of its audit approach, the PSC will be engaging departments and agencies in this regard to balance the need for oversight and the capacity of these organizations.


      4.74 PSC Investigations – The PSC investigation function is currently being reviewed by a panel ofexternal experts. The objective of the review is to examine investigations processes and procedures and to recommend improvements, where necessary.
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      Appendix 1


      Staffing Management Accountability Framework


      Assessment objectives, scope and methodology


      The Staffing Management Accountability Framework (SMAF) assessment has a number of mutually reinforcing objectives. These are as follows:


      •Helping organizations to improve human resources (HR) processes and outcomes by measuring progress against the objectives in the SMAF and providing detailed feedback and guidance throughout the year;


      •In combination with other Public Service Commission oversight activities (e.g. audits, and investigations), providing Parliament with an annual global assessment of the health of thepublic service staffing system; and


      •Contributing to assessments conducted by the Treasury Board of Canada Secretariat (the Management Accountability Framework, or MAF) and the Committee of Senior Officials.


      In 2012-2013, the PSC performed 81 assessments of the staffing performance of 84 organizations.1 The PSC’s assessment of theperformance of the public service staffing system is based on the results from 54 small, medium and large organizations.2 Assessment results for micro organizations are not presented, as these organizations account for 0.5% of the public service population covered by ADAIs and 0.5% of thestaffing activity.


      
        1 While Passport Canada and Foreign Affairs and International Trade Canada operated under one ADAI, they reported and were assessed separately, thus bringing the total number of departments and agencies assessed in 2012-2013 to 82.


        
          2 Of these 54 organizations, 24 were classified as “large” (over 2 000 employees) and represented 90% of the PSEA population. Of the remaining organizations, 15 were classified as “medium” (500 to 1 999 employees) and 15 as “small” (100 to 499 employees).

        

      


      The PSC relies on two distinct sources of information to complete these assessments. Deputy heads submit a self-assessment in the format of a Departmental Staffing Assessment Report (DSAR) in which they report on their organization’s performance and provide supporting documentation as evidence of progress that has been made in addressing specific areas identified by the PSC. In addition, the PSC generates and analyzes the information at its disposal, such as data on time to register and time to assess priority persons referred to vacant positions, and incorporates the results of PSC audits and investigations in its assessment of performance.


      Staffing Management Accountability Framework


      [image: AR-Annexe1-Table-1.png]

      Assessed in 2012-2013



      Staffing Management Accountability Framework (cont’d)
Effectiveness and adherence to guiding values


      [image: AR-Annexe1-Table-2.png]

      Assessed in 2012-2013


      


      


      Appendix 2


      Information about the statistical tables


      More detailed Annual Report data are available electronically at www.psc-cfp.gc.ca.


      Due to rounding, figures in the Annual Report may not add up to the totals.


      Hiring and staffing activities


      Hiring activities refers to indeterminate and specified term appointments to the public service, the hiring of casuals as per subsection 50(1) of the Public Service Employment Act (PSEA) and the hiring of students under the Student Employment Programs Exclusion Approval Order. Indeterminate and specified term appointments to the public service include appointments from the general public, including former casuals, students and employees of government organizations that are not subject to the PSEA.


      Staffing activities within the public service include all promotions, lateral and downward movementsand acting appointments of indeterminate and specified term employees. Deployments ofemployees within or between organizations that are subject to the PSEA are counted in lateral anddownward movements.


      Hiring and staffing activities data are derived from information received from the Treasury Board of Canada Secretariat (TBS) Incumbent File. This file is extracted from the Public Works and Government Services Canada (PWGSC) pay system. The Public Service Commission (PSC) has developed a series ofalgorithms that are used to produce the PSC’s official record of hiring and staffing activities across thefederal public service, based on pay records submitted by organizations. Recruitment data for the Recruitment of Policy Leaders Program and the Post-secondary Recruitment Program (PSR) are based on individuals who have applied to these programs through thePSC’s Public Service Resourcing System (PSRS) in the last two fiscal years, and where a match was found in the PSC hiring and staffing activities file covering the current fiscal year.


      Population


      Population data refers to the number of active employees in organizations under the exclusive appointment authority of the PSC (employees of organizations named in the Financial Administration Act — Schedule I, most of Schedule IV and some agencies in Schedule V). This differs from numbers reported by TBS that reflect employment in organizations under the Public Service Staff Relations Act. Inaddition, a number of separate agencies are subject to Part 7 of the PSEA, which administers the political activities of public servants. They are excluded from statistics presented in the Annual Report. The population count represents the number of employees at a specific point in time.


      Population data are derived from the TBS Incumbent File. This file is extracted from the PWGSC pay system.


      Priority Administration


      Priority Administration data refers to information on the number of priority entitlements registered with the PSC, the number of placements of priority persons and the number of removals for other reasons, by priority type.


      This information is taken from the PSC’s Priority Information Management System (PIMS). PIMS is the PSC’s Web-based tool where organizations register their persons who have priority entitlement and that organizations must search when conducting an appointment process.


      Applicant data


      Applicant data refers to information on selected characteristics (e.g. geographical area and educational profile) for applicants to externally advertised processes, via the Post-secondary Recruitment Program, the Federal Student Work Experience Program and general external recruitment advertisements of departments and agencies.


      This information is captured through the PSRS each time an application is submitted. An applicant may be represented more than once in a table if they have submitted an application for more than one position.


      Employment equity


      Appointments to the public service


      In 2012-2013, the PSC and the Office of the Chief Human Resources Officer worked together to address a long-standing issue of different methodologies used within the public service to report employment equity (EE) information to Parliament. To address this issue, a common methodology was developed that will ensure consistent reporting of EE data across the federal public service. This new methodology will improve the quality and completeness of information on designated groups, in addition to improving efficiencies by which departments and agencies will obtain and report on EE data. This methodology is consistent with the measure of designated group representation in the population used by TBS. Due to the fact that this change in methodology was recently implemented, appointment data was still being reviewed at the time this Report was printed. The PSC will report the data on-line as soon as it can be made available.


      Student hiring


      Student EE data for Aboriginal Peoples, persons with disabilities and members of visible minorities are based on those who applied and self-declared through the PSRS in the last two fiscal years, and where a match was found in the PSC hiring and staffing activities files covering the current fiscal year. Students hired in the Co-operative Education and Internship Program are excluded. Data on women are derived from the TBS Incumbent File.


      Table 23: Overall hiring and staffing activities to and within thepublic service, by type and tenure


      April 1, 2012 to March 31, 2013


      [image: AR-Annexe-Table-23.png]


      Source: Public Service Commission hiring and staffing activities files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, it is not possible to differentiate between lateral and downward appointments anddeployments.


      (b) Excludes acting appointments of less than four months.


      (c) The Student Employment Programs Participants Exclusion Approval Order and Student Employment Programs Participants Regulations apply to participants in the Federal Student Work Experience Program, the Research Affiliate Program, the Post-secondary Co-op/Internship Program or any other student employment program established by the Treasury Board, after consultation with the Public Service Commission, who are hired by organizations whose appointments are subject to the Public Service Employment Act.


      Table 24: Overall hiring and staffing activities to and within the public service, by tenure and previous employment status


      April 1, 2012 to March 31, 2013


      [image: AR-Annexe-Table-24.png]


      Source: Public Service Commission hiring and staffing activities files


      (a) Casuals and students do not have a previous employment status and are therefore reported under “Generalpublic.”


      (b) The Student Employment Programs Participants Exclusion Approval Order and Student Employment Programs Participants Regulations apply to participants in the Federal Student Work Experience Program, the Research Affiliate Program, the Post-secondary Co-op/Internship Program or any other student employment program established by the Treasury Board, after consultation with the Public Service Commission, who are hired by organizations whose appointments are subject to the Public Service Employment Act.


      Table 25: Staffing activities by type and occupational group


      April 1, 2012 to March 31, 2013
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        Table 25:Staffing activities by type and occupational group(cont’d)


        April 1, 2012 to March 31, 2013
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        Table 25:Staffing activities by type and occupational group(cont’d)


        April 1, 2012 to March 31, 2013
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        Table 25:Staffing activities by type and occupational group(cont’d)


        April 1, 2012 to March 31, 2013
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      Source: Public Service Commission hiring and staffing activities files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, it is not possible to differentiate between lateral and downward appointments anddeployments.


      (b) Excludes acting appointments of less than four months.


      Table 26: Staffing activities by type and geographic area


      April 1, 2012 to March 31, 2013
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      Source: Public Service Commission hiring and staffing activities files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, itis not possible to differentiate between lateral and downward appointments and deployments.


      (b) Excludes acting appointments of less than four months.


      Table 27: Staffing activities by type and first official language group


      April 1, 2012 to March 31, 2013
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      Source: Public Service Commission hiring and staffing activities files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, itis not possible to differentiate between lateral and downward appointments and deployments.


      (b) Excludes acting appointments of less than four months.


      (c) Unknown values are not displayed in this table, but their values are included in the totals. The percentages for first official language groups are calculated using the known first official language values as the respective denominators.


      Table 28: Staffing activities by type, first official language group and language requirements of position


      April 1, 2012 to March 31, 2013
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      Source: Public Service Commission hiring and staffing activity files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, it is not possible to differentiate between lateral and downward appointments and deployments. Excludes acting appointments of less than four months.


      (b) Unknown values are not displayed in this table, but their values are included in the totals. The percentages for language component totals (b) are calculated using the known first official language values as the respective denominators.


      (c) The person appointed met the language requirements of the position at the time of appointment.


      (d) The person appointed must attain, through language training, the language requirements of the position within two years of the date of the appointment, unless this period is extended for one or more additional periods – of not more than two years – in the circumstances prescribed in the Public Service Official Languages Appointment Regulations.


      (e) The person appointed is exempt from meeting the language requirements of the position for the duration of the appointment on medical grounds or as a result of their eligibility for an immediate annuity, as specified in the Public Service Official Languages Exclusion Approval Order.


      Table 29: Student hiring activities and appointments to the public service, by recruitment program and geographic area


      April 1, 2012 to March 31, 2013


      [image: AR-Annexe-Table-29.png]


      Source: Public Service Commission hiring and staffing activities files and Public Service Resourcing System


      (a) The Student Employment Programs Participants Exclusion Approval Order and Student Employment Programs Participants Regulations apply to participants in the Federal Student Work Experience Program, the Research Affiliate Program (RAP), the Post-secondary Co-op/Internship Program or any other student employment program established by the Treasury Board, after consultation with the Public Service Commission, who are hired by organizations whose appointments are subject to the Public Service Employment Act.


      (b) The estimation methodology used for RAP hires in fiscal year 2012-2013 was enhanced to improve consistency of reporting through all student programs. Due to this change, figures are not comparable to previous fiscal years.


      (c) The figures under Post-secondary Recruitment program include appointments of applicants from the current and previous years’ campaigns, as not all appointments are completed within the same fiscal year. They include appointments under the Accelerated Economist Training Program, but exclude appointments of post-secondary graduates made directly by organizations.


      (d) The total 16 344 plus 14 359 casuals equals the overall hiring activity to the public service of 30 703 persons as indicated in Table 23 in Appendix 2.


      


      *Legend: FSWEP Federal Student Work Experience Program RAP Research Affiliate Program CO-OP Post-secondary Co-operative/Internship Program PSR Post-secondary Recruitment ProgramRPL Recruitment of Policy Leaders Program


      Table 30: Staffing activities by type and organization


      April 1, 2012 to March 31, 2013
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        Table 30:Staffing activities by type and organization(cont’d)


        April 1, 2012 to March 31, 2013
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        Table 30:Staffing activities by type and organization(cont’d)


        April 1, 2012 to March 31, 2013
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        Table 30:Staffing activities by type and organization(cont’d)


        April 1, 2012 to March 31, 2013
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        Table 30:Staffing activities by type and organization(cont’d)


        April 1, 2012 to March 31, 2013
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      Source: Public Service Commission hiring and staffing activities files


      (a) Lateral and downward movements include deployments. As the appointment process is not captured by the pay system, it is not possible to differentiate between lateral and downward appointments and deployments.


      (b) Excludes acting appointments of less than four months.


      Note: The difference between the number of organizations identified in this table (80) and the number of organizations whohad signed an Appointment Delegation and Accountability Instrument during the period of April 1, 2012 to March31,2013 (83) is related to organizations that do not show as separate entities in the Public Works and Government Services Canada pay system, which means that, for these organizations, the Public Service Commission cannot show population and/or hiring and staffing activities.


      Shared Services Canada is a new organization composed, for the most part, of employees transferred from other organizations both inside and outside the Public Service Employment Act (PSEA). This transfer contributed to lower staffing activity counts reported for other PSEA organizations this year.


      Table 31: Public Service Employment Act population changes byorganization


      March 2012 to March 2013
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        Table 31:Public Service Employment Actpopulation changes byorganization(cont’d)


        March 2012 to March 2013
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        Table 31:Public Service Employment Actpopulation changes byorganization(cont’d)


        March 2012 to March 2013
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        Table 31:Public Service Employment Actpopulation changes byorganization(cont’d)


        March 2012 to March 2013
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      Source: Public Service Commission population files


      (a) Shared Services Canada is a new organization composed, for the most part, of employees transferred from other organizations both inside and outside the Public Service Employment Act (PSEA). This transfer contributed to reducing population counts reported for other PSEA organizations this year.


      Note: The difference between the number of organizations identified in this table (80) and the number of organizations whohad signed an Appointment Delegation and Accountability Instrument during the period of April 1, 2012 to March31,2013 (83) is related to organizations that do not show as separate entities in the Public Works and Government Services Canada (PWGSC) pay system, which means that, for these organizations, the Public Service Commission cannot show population and/or hiring and staffing activities.


      The population counts are taken from the incumbent file. The incumbent file, which comes from the Treasury Board of Canada Secretariat, is an extract from the PWGSC pay system and may vary from counts maintained in organizational human resources systems.


      Table 32: Applications and appointments for nationally advertised jobs by geographic area – Officer level


      April 1, 2012 to March 31, 2013
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      Source: Public Service Commission (PSC) hiring and staffing activities files and the Public Service Resourcing System (PSRS)


      (a) Advertisements with more than one work location are counted as multiple advertisements (one for each work location), which may impact geographic distribution. Excludes advertisements containing more than one group/level.


      (b) An application is counted multiple times when it is received for an advertisement containing multiple work locations.


      (c) This information is derived by matching the home address of the applicants (from the PSRS) to the geographic job area of those applicants who were appointed to the public service in 2012-2013 (from the PSC hiring and staffing activities files). Due to timing and data quality issues, the PSC was able to match approximately 70% of the appointments with the PSRS. Excludes specified terms of less than six months, the Executive Group and separate agencies.


      Table 33: Applications and appointments for nationally advertised jobs by geographic area – Non-officer level


      April 1, 2012 to March 31, 2013
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      Source: Public Service Commission (PSC) hiring and staffing activities files and the Public Service Resourcing System (PSRS)


      (a) Advertisements with more than one work location are counted as multiple advertisements (one for each work location), which may impact geographic distribution. Excludes advertisements containing more than one group/level.


      (b) An application is counted multiple times when it is received for an advertisement containing multiple work locations.


      (c) This information is derived by matching the home address of the applicants (from the PSRS) to the geographic job area of those applicants who were appointed to the public service in 2012-2013 (from the PSC hiring and staffing activities files). Due to timing and data quality issues, the PSC was able to match approximately 70% of the appointments with thePSRS. Excludes specified terms of less than six months, the Executive Group and separate agencies.


      Table 34: Executive indeterminate and specified term staffing activities under the Public Service Employment Act, by language requirements of position and fiscal year
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      Source: Public Service Commission hiring and staffing activities files


      Note: Includes appointments to the public service, promotions, lateral and downward movements and acting appointments. Percent distributions are based on cases where language requirements of the position are known, but totals also include staffing activities where language requirements of the position are not specified.


      Table 35: Indeterminate appointments and staffing activities to Executive bilingual positions under the Public Service Employment Act, by language requirements of position and fiscal year
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      Source: Public Service Commission hiring and staffing activities files


      Note: Includes appointments to the public service, promotions and lateral and downward movements, but excludes acting appointments. Some numbers released previously have been revised.


      Table 36: Indeterminate and specified term staffing activities under the Public Service Employment Act, by language requirements of position, type of appointment and fiscalyear
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      Source: Public Service Commission hiring and staffing activities files


      Note: Includes appointments to the public service, promotions, lateral and downward movements and acting appointments. Percent distributions are based on cases where language requirements of the position are known, but totals also include staffing activities where language requirements of the position are not specified. Most employees appointed on a non-imperative basis met the linguistic requirements of the position.


      Statistics Canada hired a large number of specified term employees to work on the 2011 Census and National Household Survey operations under the Statistics Canada Census and Survey Related Term Employment Exclusion Approval Order, inflating specified term hires in 2010-2011 and 2011-2012.


      The previously released percentages for 2011-2012 have been revised.


      Table 37: Indeterminate and specified term appointments to the public service under the Public Service Employment Act, by first official language group and fiscal year within and outside the National Capital Region
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      Source: Public Service Commission hiring and staffing activities files


      Note: Some numbers released previously have been revised. Percent distributions are based on cases where first official language is known, but sub-totals and totals also include staffing activities where first official language group is notspecified.


      Statistics Canada hired a large number of specified term employees to work on the 2011 Census and National Household Survey operations under the Statistics Canada Census and Survey Related Term Employment Exclusion Approval Order, inflating specified term hires in 2010-2011 and 2011-2012.


      Table 38: Number of second language evaluation tests administered, by test and year, showing percentage change over the previous year
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      Source: Public Service Commission Test Scoring and Results Reporting System, as of March 31, 2013


      Table 39: Applicants by recruitment program and geographicareaof residence


      April 1, 2012 to March 31, 2013
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      Source: Public Service Resourcing System


      (a) The figures under FSWEP include applicants from the 2011 and 2012 campaigns. A campaign cycle occurs annually from October to October. An applicant can apply only once per campaign, but may apply to both campaigns and therefore be counted more than once in any given fiscal year. The total equals the number of applications in 2012-2013 found in table 13.


      (b) These numbers exclude cancelled advertisements.


      *Legend: FSWEP Federal Student Work Experience Program RAP Research Affiliate Program PSR Post-secondary Recruitment ProgramRPL Recruitment of Policy Leaders Program


      Table 39a: Applicants by recruitment program and geographic areaof residence for Ontario, National Capital Region and Quebec


      April 1, 2012 to March 31, 2013
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      Source: Public Service Resourcing System


      (a) The figures under FSWEP include applicants from the 2011 and 2012 campaigns. A campaign cycle occurs annually from October to October. An applicant can apply only once per campaign, but may apply to both campaigns and therefore be counted more than once in any given fiscal year.


      (b) These numbers exclude cancelled advertisements.


      *Legend: FSWEP Federal Student Work Experience Program RAP Research Affiliate Program PSR Post-secondary Recruitment ProgramRPL Recruitment of Policy Leaders Program


      Table 40: Applicants to external advertisements compared totheCanadian workforce population


      April 1, 2012 to March 31, 2013
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      Source: Public Service Resourcing System and Statistics Canada 2011 Labour Force Survey


      Table 41: Priority administration (public service total)Number of priority entitlements registered and number of placements and other removals, by priority type


      April 1, 2012 to March 31, 2013
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      (a) The number of carry-overs from March 31, 2012 differs from the number of active cases at March 31, 2012 published in last year’s Annual Report, due to priority registrations received late in March 2012 and activated after the start of thenew fiscal year. The validation of data to the Priority Information Management System may also be a factor.


      (b) Priority type changes are included in “Other removal.”


      (c) Although the priority entitlement for surplus employees is established in the Public Service Employment Regulations, section 40 of the Public Service Employment Act provides deputy heads with the authority to place their own organization’s surplus employees before considering other priority persons. Surplus employees within their home organizations accounted for 503 of the 683 appointments in 2012-2013.


      Note: See “Priority Administration” under Appendix 2 – Information about the Statistical Tables


      



      Appendix 3


      Public Service Commission study updates


      Study on Acting Appointments and Subsequent Promotions in the Federal Public Service (Update) – This study examined whether employees in lengthy acting appointments gain an advantage in obtaining a subsequent promotion. In 2011-2012, the subsequent promotion rate following an acting appointment continued to decline to 22.6%, from 28.3% in 2010-2011 and from 41.3% in 2002-2004. The duration of acting appointments ending with or without a promotion remained the same compared to previous years; however, in 2011-2012, those ending with a promotion lasted somewhat longer on average (15.0months) than those ending without a promotion (13.6 months). This difference between thetwodurations is not statistically significant. See Table 42 for more information.


      Table 42: Acting appointments and subsequent promotions byfiscal year
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      Source: Public Service Commission Job-based Analytical Information System


      Study on Mobility of Public Servants (Update) – This study examined trends in mobility and changes in its components. Indeterminate mobility rates declined for the fourth year in a row, reaching 18.1% in 2012-2013. Three of the four appointment types dropped to their lowest levels in a decade: Appointments to the public service dropped to 1.6%; acting appointments declined to 4.6%; and promotions dropped to 3.6%. Lateral and downward mobility was also down, dropping to 8.3% from 9.2% in 2011-2012. For more information, see Figure 10.


      Figure 10: Indeterminate mobility rates in the public service byappointment type and fiscal year


      
        
          
            	
              [image: Fig10_EN.eps]

            
          

        
      


      Source: Public Service Commission Job-based Analytical Information System


      Note: Figures were revised to include Canada Border Services Agency (CBSA) and a number of small organizations that were excluded from the original study and from numbers reported in previous Annual Reports. Entry of CBSA under the PublicService Employment Act in 2005 contributed to increase the mobility rate from 2004-2005 to 2005-2006.


      New Indeterminate Hires and their Previous Public Service Experience (Update) – The Public Service Commission has conducted a number of statistical studies analyzing trends in new indeterminate hires, especially their previous public service work experience, including New indeterminate employees: Who are they? (2007); To what extent do casuals become employed under the Public Service Employment Act? (2007); and Appointment under the Public Service Employment Act following participation in federal student employment programs (2008).


      Figure 11 shows trends in new indeterminate hires as a percentage of the indeterminate workforce at thebeginning of each fiscal year. New indeterminate hiring was as high as 10% of the indeterminate workforce in the beginning of the 2000s. The trend had slowed to 5.8% in 2004-2005 and gradually increased to its peak of 11.5% in 2008-2009. In 2012-2013, the share of new indeterminate hires dropped for a fourth year in a row to 1.2% of the total indeterminate workforce, the lowest level of activity since the beginning of the last decade.


      Figure 11: New indeterminate hires as percentage of indeterminate workforce by fiscal year
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      Source: Public Service Commission Job-based Analytical Information System


      Figure 12 displays the previous work experience of new indeterminate hires.3 In 2012-2013, and forthefirst time in over a decade, those with no previous experience were the main source of new indeterminate hiring. In the last year, the proportion of new indeterminate hires with specified term experience decreased from 43.6% to 36.9%, while those having only casual experience dropped from 14.5% to 10.2%.


      
        3 New indeterminate hires have had their careers tracked back and have been grouped by their previous work experience, including those with experience as casual only, specified term with or without a casual spell, students, trainees employment in non-PSEA organizations and those with no public service experience at all.

      


      Figure 12: New indeterminate hires by previous public service experience and fiscal year
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      Source: Public Service Commission Job-based Analytical Information System


      (a) Casual may include previous experience as a student, trainee or in other federal organizations.


      (b) Specified term may include previous experience such as a casual, student, trainee or in other federalorganizations.

    


    


    
      



      Appendix 4


      Additional terms and conditions imposed on appointment and appointment-related authorities delegated to organizations following theresults of PublicService Commission oversight activities
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      Appendix 5


      List of audits and studies


      The Public Service Commission (PSC)’s authority to conduct audits is defined in the Public Service Employment Act (PSEA). This authority includes all organizations that have signed an Appointment Delegation and Accountability Instrument with the PSC and therefore are covered under the PSEA. Asaresult of the oversight review, the PSC implemented an audit cycle of seven years, from 2009 to 2015, to audit all organizations.


      The PSC selects organizations to include in the audit plan, based on a number of factors such as risk assessment and monitoring results, as well as completing the established audit cycle of seven years to audit all organizations. To ensure a balanced view of staffing in the federal public service, a mix of organizations is selected, based on size and identified risks.


      [image: AR-Annexe%205%20Table1.png]


      *May be part of a government-wide audit of small and micro organizations.
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      *May be part of a government-wide audit of small and micro organizations.


      Note: Large organizations have more than 2 000 employees, medium organizations have between 500 and 1999employees, small organizations have between 100 and 499 employees and micro organizations have fewer than100employees.


      



      Appendix 6


      Exclusion Approval Orders and Regulations


      There are several provisions in the Public Service Employment Act (PSEA) that provide authority for theCommission to either make or recommend the making of orders and regulations:


      •Section 22 provides the Commission with the direct authority to make regulations to give effect to the provisions of the PSEA relating to matters under its jurisdiction;


      •Section 20 provides the Commission with the authority to exclude positions, a person or classes of positions or persons from any or all of the provisions of the PSEA, subject to the approval of the Governor in Council; these are referred to as exclusion approval orders;


      •Section 21 provides that, on the recommendation of the Commission, the Governor in Council may make regulations related to how excluded positions, persons or classes thereof are to be dealt with;


      •Subsection 35(4) provides that, on the recommendation of the Commission, the Governor in Council may designate portions of the federal public administration for purposes of eligibility in internal appointment processes; and


      •Subsection 113(2) provides that, on the recommendation of the Commission, the Governor in Council may make regulations specifying political activities that are deemed to impair the abilities of employees to perform their duties in a politically impartial manner.


      The PSC continued its work on the following statutory instruments in 2012-2013:


      •Regulations Amending the Political Activities Regulations – The Regulations now prescribe a 30-day time frame for the PSC to render a decision from the day it receives complete information related to requests for candidacy permission from employees who wish to seek nomination as a candidate in an election. They also more clearly outline what elements a request must contain. These Regulations were completed and came into force on November 14, 2012.


      •Regulations Amending the Public Service Employment Regulations – The PSC continued to work on amendments to clarify the regulatory surplus priority and lay-off provisions, which are expected to be completed in 2013-2014. In addition, the PSC continued to work ona comprehensive review of the other provisions in 2013-2014.


      •Locally-Engaged Staff Exclusion Approval Order and Regulations – The PSC continued work on updating this Order and these Regulations. The existing Order came into force in 1967 and applies to persons who are recruited locally outside Canada. They are being developed in consultation with the major users, namely the Department of National Defence and the Department of Foreign Affairs and International Trade.


      •Royal Canadian Mounted Police Casual Employment Regulations – Bill C-42, An Act toAmend the Royal Canadian Mounted Police Act, has amended the PSEA to provide that acasual worker could be appointed for more than 90 working days in a calendar year at theRoyal Canadian Mounted Police, in the circumstances prescribed by the Commission’s regulations. The Regulations would prescribe the circumstances under which these casuals may be appointed in excess of 90 days.


      



      Appendix 7


      Priority types


      There are nine priority types, three of which are statutory and have precedence over other entitlements. The statutory entitlements are, in order:


      1. An organization’s own surplus employees;


      2. Employees returning from a leave of absence whose positions have been staffed indeterminately, or the employees who replaced them, if they are displaced when theemployee returns from leave; and


      3. Persons who have been laid off.


      The six regulatory priority entitlements found in the Public Service Employment Regulations follow thestatutory priority types in order of precedence, but do not otherwise have an order:


      •Surplus employees from other departments and agencies;


      •Employees who have become disabled;


      •Canadian Forces (CF) and Royal Canadian Mounted Police (RCMP) members who have been released for medical reasons;


      •Employees who are on a leave of absence as a result of the relocation of their spouse or common-law partner, and whose positions have not been staffed indeterminately;


      •Employees who were appointed or deployed to a lower-level position and are entitled tobereinstated to their former level; and


      •Surviving spouses or common-law partners of employees or members of the CF or RCMPwhose death is attributable to the performance of duties.
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