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Foreword

On April 24, 1997, the House of Commons passed a motion dividing on a pilot basis what was
known as the annual Part Il of the Estimates document for each department or agency into two
documents, aReport on Plans and Priorities and a Departmental Performance Report.

Thisinitiative isintended to fulfil the government’s commitments to improve the expenditure
management information provided to Parliament. This involves sharpening the focus on results,
increasing the transparency of information and modernizing its preparation.

This year, the Fall Performance Package is comprised of 80 Departmental Performance Reports
and the government’ s “Managing For Results” report.

This Departmental Performance Report, covering the period ending March 31, 1998, provides a
focus on results-based accountability by reporting on accomplishments achieved against the
performance expectations and results commitments as set out in the department’ s Part 111 of the
Main Estimates or pilot Report on Plans and Priorities for 1997-98. The key result commitments
for al departments and agencies are aso included in Managing for Results.

Results-based management emphasi zes specifying expected program results, developing
meaningful indicators to demonstrate performance, perfecting the capacity to generate
information and reporting on achievements in a balanced manner. Accounting and managing for
results involve sustained work across government

The government continues to refine and develop both managing for and reporting of results. The
refinement comes from acquired experience as users make their information needs more precisely
known. The performance reports and their use will continue to be monitored to make sure that
they respond to Parliament’ s ongoing and evolving needs.

This report is accessible electronically from the Treasury Board Secretariat Internet site:
http://www.tbs-sct.gc.caltb/key.html

Comments or questions can be directed to the TBS Internet site or to:

Planning, Performance and Reporting Sector
Treasury Board Secretariat

L’ Esplanade Laurier

Ottawa, Ontario, Canada

K1A OR5

Tel: (613) 957-7042

Fax (613) 957-7044
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Executive Summar y
Context

The Public Service Commission (PSC) has continued tat agd chage in reponse to
the shiftirg priorities and the needs of the clients it serves. In 1997-98, the P$teddo

» a new business line structure;
¢ a new oganizational structure; and
« a newperformance rgorting structure.

The 1997-98Departmental Performance Repoeflects these chggs.

Theperformance accoptishments of the PSC in the fisgadar 1997-98 arpresented in

the rgoort accordiig to its new business line structurppeoved mid-wg throwh the

year. The PSC now has five business lines - Resglogarnirg, Recourse, Cporate
Services and, a new addition, PgliResearch and Outreach. For each business line, the
following information isprovided in the rport: a descption of the business line, its
objective and its clientglanned and actuapendirg for 1997-98; the link to the PSC's
comorate olpectives; as well as an account of associated gasiments.

The Public Service Commission's 19974t Il of the Estimatesvas tabled in the
spring of 1997 while the PSC was stilperatirg under its former actiwt structure.
Because th&997-98 Departmental Performance Repsrbrganized on the PSC's
business line structure, there is not necessamwlirect link between the pactations

listed in thePart Il of the Estimateand the cagories under which each business line is
reporting its results. The njar expectations from th@art 11l document are listed in the
report, however, alogwith references to the relevant business pedormance
acconplishments.

The Public Service Commission is committed to continuoysaaement in its gaacity

to measur@erformance. The devedment of a comprehensive Performance
Measurement Framework for the Public Service Commission in 1997-98 was the first
step in improving the oganization's cpacity for results-basegerformance measurement
and rgorting. This framework outlines a setjpérformance measures linked to thg ke
results commitments of its business lines. While it waposgible to rport egainst
theseperformance measures in th897-98 Departmental Performance Reptne

Public Service Commission regizes that iprovedperformance measurement is a
long-term investment and is worlgrio ensure that thgerformance measures are
consistent for all of itplanning and rg@orting exercises. Once fylimplemented, this
framework will allow the Public Service Commission to bettporeits performance
results to Parliament in a clear and concise manner within the context of the
PSC'sDepartmental Performance Report

Executive Summary 1



Challenges and Accomplishments

While continuirg to yphold the traditional values of ngartisanshp, merit and
representativeness, the Public Service Commission is conssriting to improve the

level of service iprovides to its clients and to assist the rest of the federal Public Service
to deliver on kg governmenpiriorities.

The Public Service Commission is accountable for engunigritorious staffig within

the federal Public Service while at the same timpaeding to the identified need to
improve a staffig system that iperceived to be too slow, rules-based and centralized.
In 1997-98, the Public Service Commission worked closgth departments, gencies
and enployee rgresentatives, with thgoal of ultimatey creatirg a more flexible

staffing system that will revitalize the human resource framework within the Public
Service.

In a vey conpetitive econong, with work that is becomanincreasigly conmplex, the
Public Service is faced with the chalyenof attractig talentedpele and matchig

them with work that suits their skills. In 1997-98, the Public Service Commission
introduced new stragiges and technical innovations, enhaats gpproach to
recruitment throgh the Matchig Pe@le with Work Initiative degined toput job-
seekers and gartments in direct contact with one another thgtoa database connected
to the Internet.

If the Public Service is to meet the chadies that it will face in the 21st cempithen it
must have an executive cadre with the skills and dedication toaamgovernment
priorities and to achieve results. In 1997-98pas of La Relevein concert with other
central gencies and senior Public Service ngarg, the Public Service Commission
implemented two new devglmental initiatives at the senior levels - the Assistant
Deputy Minister Pregualification Process and the Accelerated Executive Dpredat
Program. It also conducted a review of exigtohevelgmentalprograms for middle
management.

The Public Service must have a workforce which reflects the diverse face of Canada.
Yet currenty, members of the four dggiatedgroups: women, members of visible
minorities, Aborginal pegles andpersons with disabilities are not ployed or

distributed throghout the Public Service in numbergnesentative of thepresence in

the labour force. In 1997-98, the PSC pteted the firsphase of a review, gaired by

the Employment Equity Acto identify and eliminateysstemic or attitudinal barriers to
the enployment of members of degiatedgroups.

In sypport of the realization of a knowlgd-based, agable workforce within the
federal Public Service, the Public Service Commissiopaitnershp with other central
agencies, with deartments and with thgrivate sector, irplemented in 1997-98, a
Public Service-wide cporate learnig stratgy that involves the use of leargin
advisoy panels, innovative uses of techngyaand the tageted delivey of learnirg
programs and services.
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In the continuedsrit of partnershp at the core of human resource ngeraent, the
Public Service Commission worked withpdetments and eployee rgresentatives to
increase the use of mediation and theptidao of internalpolicies andorocedures to
addresgproblems in the wonilace.

Executive Summary






Chart of Ke y Results Commitments

1

To provide Canadians
with:

To be demonstrated b y:

Achievement
reported in the
PSC's 1997-98 DPR:

A highly competent, non-
partisan, professional
Public Service appointed
on the basis of merit

A majority of external candidates, at the entry
level, drawn from the highest levels of available
recruits

A supply of qualified and trained EX and senior
EX candidates sufficient to meet demand

A recruitment system that is easily and directly
accessible to departments and the public

Resourcing
Section 3.2.2.1

A healthy Public Service staffing system

Policy, Research and
Outreach
Section 3.2.2.4

Confidence of public servants in integrity of
staffing and recourse system

Recourse
Section 3.2.2.3

A representative Public
Service workforce

A proportion of designated group member
external recruits to the PS equal or greater than
labour force availability

More effective use of departmental programs
and initiatives to improve the
representativeness of the Public Service
Resourcing frameworks, systems and tools
which are free of systemic barriers

Resourcing
Section 3.2.2.1

A Public Service which
builds on its
competencies through
development and
continuous learning

Effective participation in the corporate-level
governance of learning

Increased competency of officers and
managers through development programs
PSC learning products which support the
Government’s strategic goals and priorities
Incorporation of the values and practices of a
professional Public Service into PSC learning
products and programs, and counselling and
orientation tools

Learning
Section 3.2.2.2

The recognition and
sustaining of a non-
partisan Public Service as
a cornerstone of the
governance system

A public, Parliament and federal institutions
which understand both the value of a
professional Public Service, and current Public
Service performance relative to that ideal
Collaboration with other federal institutions to
preserve and enhance the integrity of the
professional Public Service

Policy, Research and
QOutreach
Section 3.2.2.4

A PSC which is an
independent champion
and steward of the Public
Service Employment Act
principles governing a
professional Public
Service, in the public
interest

Recognition of the PSC as an authoritative and
independent resource in the areas of key public
administration values (non-partisanship, merit,
representativeness)

Policy, Research and
Outreach
Section 3.2.2.4

1 Some changes have been made to this chart as compared to the iteration presented in the PSC's 1996-97 DPR. These changes
have been made as part of our continuing efforts to improve the articulation of results statements and measurement techniques.
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Section 1: President’s Messa ge

This Performance Reporeflects the Public Service Commission's contiguin
commitment to an effective and efficiegdvernment-wide human resourgsstem that
supports the values angtinciples of aprofessional, nompartisan and q@esentative
Public Service.

In line with trends in modern human resource ngangent, the Public Service
Commission is takigp new gproaches and it is chgmg its ways to meet the demands of
charging times. Throgh mgor delajation,greater use of flexibilities, and more value-
added services to dartments, the staffjmfunction within the federagovernment is

being fundamentalit transformed. This pert outlines the Public Service Commission’s
progress in better meetythe needs of its clientyhaking stes to revarp its programs
and services. The PSC is becoginclient-centred, results-oriented leagin
organization providing a stratgic centre of egertise for staffig and related services
and beig less of a control centre on transactions. Pyiavibrk currenty underwg
includes four areas under the Public Service Commission’s mandate:S&dform,
Recruitment, Executive Pgrams and Eployment Ejuity.

The Public Service Commission is invegtin future leaders and develag effective
stratgies forgovernment-wide recruitment, proved mobiliy and increased
representativeness. These relate to bropderities: the renewal of thgublic service
andpublic institutions, and the search for newywo repond to the challeges of
governance in thgears ahead. The PS(olaying an active role in deveping
partnershps and new relationgbs amog the various federal gartments, central
agencies, and others who share an interegtilolic sector issues.

The environment has never been more gler) the work ofpublic servants for their
countlyy never more irportant. Much remains to be done. | pieased tgresent this
document demonstratirthat the PSC is actrto fulfil its vision as "a kg partner in
shaing an effective and rgected Public Service for Canadians."

President's Message 7






Section 2: Departmental Overview
2.1 Mandate, Mission, Vision and Responsibilities

2.1.1 Mandate

The Public Service Commission of Canada (PSC) is apamdkent gengy regonsible
for safgguardirg the values of g@rofessional Public Service: c@etence, non-
partisanshp, representativeness. It does this in gublic interest apart of Canada’s
governanceystem. It does thisybadministeriig the Public Service Employment Act
(PSEA), and a merit-based staffisystem and, inter alia, bejmegonsible for the
appointment ofqualified persons to and within the Public Servicg;dooviding recourse
and review in matters under the PSEp delivering training and develpment

programs; and ¥ carrying out other regonsibilities agrovided for in the PSEA and the
Employment Equity ACEEA).

2.1.2 Mission
The mission of the PSC is, thighuits statutoy authorities, to:
« maintain and preserve a highly competent and qualified Public Service in which
appointments are based on merit; and
« ensure that the Public Service is non-partisan and its members are representative
of Canadian Society.
The PSC is an actiyaartner in develping the broad framework for human resource
management and ensurgthe health of the federal human resourgssesn, within the
scqe of its mandate.
2.1.3 Vision

In its vision, the PSC sees itself as:

* a key partner in shging an effective and reected Public Service for Canadians.

Departmental Overview 9



2.1.4 Responsibilities

Exclusive Responsibilities

In the fulfilment of its mission and mandate as an pedelent gengy, the Public
Service Commission generaly reponsible for administermthe Public Service
Employment Act This Actgoverns staffig and some other gstoyment matters in the
federal Public Service, argives the Public Service Commission exclusive authooit
make @pointments in algovernment dpartments andgencies that do not have
separate staffig authoriy under pecific legislation. The Public Service Commission’s
exclusive regonsibilitiespursuant to théublic Service Employment Aclude:

« making gppointments to and within the Public Service accaydonmerit;

 develging and administerig processes, as well as establighstandards for
selection and assessment for Public Serppeiatments;

« operatirg an gpeals gstem for @pointments, and a recourpeocess for
deployments;

« auditing and monitorig staffing activities;

» conductirg investpations into staffig processes;

« administeriig sections 32, 33 and 34 of tReblic Service Employment Aathich
pertain to thepolitical rights ofpublic servants tparticipate as candidates in
elections;

» making exclusions from theperation of thePublic Service Employment At
parts of it, with the pproval of the Governor-in-Council,

« making regulations on matters under tReiblic Service Employment Act;

* reporting to the Governor-in-Council on matters relgtio the gplication of the
Public Service Employment Aend

* reporting to Parliamenyearly on activities of the PSC.

Thejurisdictionalpowers of the Public Service Commission rest with its three
Commissioners, one of whom is the President and Chief Executive Officer. The
Commissioners have the status of puty head, and argpaointed ly the Governor-in-
Council forperiods of 10years. Tgether, thg see that the Commission fulfils its
objectives powers, functions and rpsnsibilities under th@ublic Service Employment
Act.

ThePublic Service Employment Aehables the PSC to dgtge its exclusive authoyit
to make ppointments to deartments andgencies. Throgh staffing delegation and
accountabiliy agreements, the Public Service Commission entrugiartteents and
agencies with a mjar role and rgzonsibility in selection andgpointment. Deartments
and @encies, actig under the authogitdelegated to thempthe PSC, are accountable
to the Public Service Commission.

10 Public Service Commission



Non-Exclusive Responsibilities

The Public Service Commissi@erforms certain functions that are not exclusgivelits
domain but are consistent with its mandate. These activities include some that are either
assgned ly the Governor-in Council or carried out at thguest of the TreasyBoard:

« middle mangement, spervisoly and gecialty training;

* language trainiry;

» develpmental courses armtograms;

« audits of certaipersonnel margement functions;

« investgation of harassment cqaints in the worklace;

« gpecific human resourgalanning, career develanent and counsellgactivities
for the executivgroup andparticipation of under-rgresentedyroups; and

« administration and iplementation of gecial measures and elayment @uity
programs of the TreasymBoard.

Since October 1996, tHemployment Equity Adtas clarified the eployment @uity
obligations of the Public Service. The Commission shargemegilities under the Act
with the Treaswr Board because of the Commission’s autlydot staffing in the Public
Service. The PSC malso, under its own activities, pilementprograms to further
employment euity in the Public Service, and gutaegulations repecting the
appointment ofpersons from eployment @uity groups.

2.2 Operatin g Environment

2.2.1 Objectives

The PSC'’s ojectives are to assist providing Canadians with:
« a highly conmpetent, norpartisan professional Public Servicgopointed on the
basis of merit;
* a rgresentative Public Service workforce;

+ a Public Service which builds on its cpetencies throgh develgpment and
continuous learnig

* the recgnition and sustainmof a nonpartisan Public Service as a cornerstone of
thegovernanceystem; and
» a PSC which is an ingendent chapion and steward of theublic Service

Employment Agbrinciplesgovernirg aprofessional Public Service, in tipablic
interest.

Departmental Overview 11



2.2.2 Priorities

The key priorities of the PSC are: ugjrstaffing Reform topush reponsibility down
into line dgpartments whergood pegple mangement is increasghy seen as "mission
critical"; presentig the Public Service aspablic sector employer of choice in all its
recruitment drives; iproving resourciig services for executives; and ensgrihat
members of eployment @uity groups are increasgly represented in the Public
Service.

In carrying out thesepriorities, the PSC will foster iproved satisfaction amgrkey

clients includig departments andgencies, Parliament and playee rgresentatives. It
will develgp service standards and use them in the areas that matter to clients. It will
strergthen its abiliy to achieve thesgriorities by implementirg its internalLa Reléeve
plan, increasig suport for system-wide initiatives, maiging internal chage, and
repositioning regional functions.

Pragress in the identifiegriorities will be in tandem with existgiregonsibilities for
recourseprofessional learnigr conpetencies, includig standards for assessment and
selection; and the PS@esvernance function.

The PSC will continue to delivg@rograms for other kegplayers in human resource
manaement (for example the Treasyr Board) that are consistent with its mandate,
where it makes sense to do so. These inghidety administration, eployment
equity, language learniry, and certain reviews and invegtiions. It will also fulfil
commitments to quport La Reléveby deliverirg comporate develpmentprograms, such
as the Mangement Trainee Pgoam, the Accelerated Executive Devyatent Prgram
and the Career Aggiment Prgram.

2.2.3 Challenges

The PSC is constagtktriving to improve its level of service and to assist the rest of the
federal Public Service to deliver onykgovernmenpriorities. While continuig to

uphold the traditional values of n@artisanstp, merit and rpresentativeness, the PSC
must continuougl find better and more effective means to serve Canadians. As such,
there are a number of challgs that we must face. Tyhare as follows:

Staffing Reform

The PSC is accountable for ensgrmeritorious staffig within the federal Public

Service while at the same time peading to the dpartmental desire for iproving a

staffing system that is believed to be too slow, rules-based and centralized. To meet this
challerge, the PSC is in tharocess of makigthe maximum chagespossible to the

current staffig regime within the context of thBublic Service Employment Act

12 Public Service Commission



increasimy efficiengy andpushirg agreater sense of ownerphldown into line
departments within the framework of the values it gaBrds (norpartisanshp, merit
and rgresentativeness).

Recruitment

In a vey conpetitive economg, with work that is becomanincreasigly conplex, the
Public Service is faced with the chalyenof attractig talentedpegple and matchig

them with work that suits their considerable skills. To this end, the PSC is intrgducin
new stratgies and technotpes such as MatchghPe@le with Work (MPW), and

refining old ones to better meet clyamg needs. Nowhere is this chalenmore evident
than in the necesgito recruit additional eployees for the Information
Technol@y/Information Mangement (IT/IM) communit where the available talent

pool is relativey small, the technotpcal demands withigovernment uyent, and the
competition from theprivate sector veraggressive.

Executive Programs

If the Public Service is to meet the chafies that it will face in the 21st cerjuthen it
must have an executive cadre with the skills and dedication toaasigovernment
priorities and to achieve results. Givanojected retirement rates and the need to fill
large anticpated vacancies, the PSC is workin partnershp with other kg
stakeholders in devisygppropriate stratgies to ensure that tomorrow's leaders have the
conmpetencies and @eriences that will be needed, as well as dgpeaiore representative
of the societ they serve. The PSC is also administgrilevelgpmentalprograms such
as the Mangement Trainee Pgoam, the Career Aggaiment Prgram, the Accelerated
Executive Develpment Prgram and the Prgualification Process for ADMs to nurture
promising candidates from ernfevel to the senior ranks in order to ensure that an
adajuate spply of executives is iplace to fill future vacancies.

Employment Equity

The Public Service must have a workforce which reflects the diverse face of Canada.
Yet currenty, members of the four dggiatedgroups: women, members of visible
minority communities, Aboginal pegples andoersons with disabilities are not

enployed or distributed thraghout the Public Service in numbergnesentative of their
presence in the labour force. This is not a new chgaleand not one that will be
overcome overight. But, throgh recruitment and work@mwith partners such as the
Treasuy Board Secretariat and the Canadian Humaht®RiCommission, the PSC is
committed to ensurgnthat the Public Service of the 21st ceptwill be more
representative than the one that exists yoda

Departmental Overview 13



2.2.4 Key Partners in Human Resource Mana gement

The Public Service Commission workspartnershp with other central gencies,
departments and other gainizations in caying out human resource majemnent

initiatives affectimg the federal Public Service. i{@artners in this rgard include the
Treasuy Board, the Priy Council Office, the Canadian Centre for Mgement
Develgpment (CCMD), federajovernment dpartments, and in some cases, other levels
of government and thgrivate sector. A brief desgtion of the roles and rpensibilities

of these variouplayers is listed below:

ThePublic Service Commission (PSCis the indpendent geng regonsible for the
appointment ofqualified persons to and within the Public Service, fowviding recourse
and review in matters under tReblic Service Employment ABSEA), for deliverig
training and develpmentalprograms and for caying out other rgsonsibilities as
provided for in thePublic Service Employment Aahd theEmployment Equity Act

TheTreasury Board Secretariat (TBS)is reponsible for hging the Government of
Canada marge its human, financial, information and techmgyloesources in a manner
that best spports thegovernment's glectives angbriorities. Under the broad authagrit
of sections 5 to 13 of tHéinancial Administration Agtthe Secretariat pports the
Treasuy Board in its role as thgeneral manger and erployer of the Public Service.
The main areas of actiyiin the central administration of the Public Service cover
expenditure mangementpersonnel margement, financial and information
management, and internal administration.

Underpersonnel margement, the TBS is rpensible for develping, communicatig
and evaluatig human resources, official lgnages and employment euity policies and
instruments that hpldegpartments marge human resources and tpeamote effective
enployer-enployee relations in the Public Service.

ThePrivy Council Office (PCO), under the direction of the Clerk of the Bri@ouncil
and Secretgrto the Cabinet, has threamary regonsibilities: providing advice and
sypport to the Prime Minister on a full rgae of reponsibilities as head of the
government, includig man@ement of the federgovernmentproviding sypport and
advice to the Minisyr as a whole and oversegitihe provision ofpolicy and secretariat
sypport to Cabinet and Cabinet Committees; and enguin@quality of expert,
professional and nopartisan advice and servipeovided ty the Public Service to the
Prime Minister, to the Minisyrand to all Canadians.

Under its Machiner of Government mandate, PQ@vides advice and pport on
matters related to the Prime Ministgaterogative and rgsonsibilities as architect and
umpire of our ystem of Cabinet Government, includiproviding advice and suport on
the structure, @anization and functiongnof government, and on ministerial mandates
and reponsibilities.
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TheCanadian Centre for Management Development (CCMDjs the federal
government learnigpcentre that focusses exclusivein the develpment and trainig of
Canada's senior fedemlblic servants. It serves federal executivespric servants
who have demonstratgtential to move into these ranks.

CCMD offers trainirg for develgpmentalprograms such as the Magement Trainee
Program (MTP), the Career Aggiment Prgram (CAP), Executive LeaderghPragram
(ELP), the Accelerated Executive Devaieent Prgram (AEXDP) and the Senior
Executive Mangement Prgram (SEMP).

Federal Government departmentsthrowgh their repective lgislation andoolicies, are
regonsible for the deliverof programs and services gmvernment and to the Canadian
pegle. Regarding human resources maga@nent,particularly the current.a Reléve
initiative, dgpartments, alogiwith the functional communities and the federgioral
councils, are the central drivers. gaetments have submittgtians and rgorts to PCO,
from which have emeged effective wgs to address human resources rganmaent issues
through comporate and collectivepgroaches which epihasize horizontgbartnershps,
collaboration andjood communication.

This concet of partnershp and the sharmof regponsibilities is kg to understandm
results achieved within the domain of human resource geament.

2.3 Departmental Or ganization

2.3.1 Business Line Description

In order to meet its gbctives and to deliver on its commitments, the Public Service
Commission has ganized its activities around the followgifines of business:

ResourcingTo work with Public Service gartments andgencies to ensure a
resourciig system whichprovides a hghly conpetent Public Service, that is non-
partisan and q@esentative of Canadian sogiet

Learning To improve theprofessional competence of federadublic servants and
to enable them to meet the ¢mage proficiency requirements of thospositions
for which the have been selected or those to whicly dmpire.

Recourse To provide indgendent recoursarocesses in gyort of the merit
principle in order tgorotect thepublic interest and tpromote, throgh effective
intervention and education, thpgication of merit, fairness,gelity and
trangarengy.
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Policy, Research and Outreacfio provide knowledge, intelligence, ingght and
advice to spport the Public Service Commission’s alyilto chanpion an
independentprofessional, and peesentative Public Service.

Corporate ServicesTo provide central services angssems in spport of
corporate mangement and all PS@rogram activities.

A more detailed discussion of the business lines and the clieptsahe igoresented in
theBusiness Line Performance Accomplishmseatdion of this ngort.

2.3.2 Organizational Structure

The PSC has receptlindegone sgnificant oilganizational chage. The new

organizational structure has four branchegoesible for deliverig the five lines of
business.

Organization b y Business Line

Parliament

Minister of Canadian
Heritage*

Commissioner

Commissioner .
President

Commissioner

Secretary General

Legal Services

Senior Executive
Director
Resourcing &
Learning Branch

Director General
Recourse Branch

Executive Director
Policy, Research &
Communications
Branch

Executive Director
Corporate
Management Branch

- Resourcing
- Learning

* In matters dealing with the Public Service Employment Act, the Minister of Canadian Heritage is designated as spokesperson for the
Public Service Commission in Parliament and is also the appropriate Minister within the context of the Financial Administration Act.

- Recourse

- Policy, Research and

Outreach

- Corporate Services
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2.3.3 Organizational Crosswalk

The Public Service Commission has continued teiaaiad chage in reponse to the
charging priorities and needs of clients. The PSC has wguher sgnificant chaige
during the 1997-98 fiscajear. Indeed the Public Service Commission has:

e a new business line structure;
* a new oganizational structure; and
» a newperformance rngorting structure.

The 1997-98Departmental Performance Repoeflects these chgas. However,
because th&997-98 Estimates Part Ifresented dertmentaplans under the PSC’s
old activity structure, the chaes are hghlighted here.

The maor chame evident under the new structure is the creation of the new branch
called the Polig, Research and Communications Branch (PRCB). The new branch has
been introduced in order to stgtimen the Public Service Commission’s akitib

contribute to innovative leaderghin those areas of the maaaent of human resources
andgovernance in the Public Service which fall under the PSEA. This branch which
supports this work was @anized ly combinirg all communicationspolicy, research,
knowledye production, monitorig, external evaluation, and review functions into one
organization.

The creation of the Poljg Research and Communications Branchsas the focus of
and co-ordinates the Public Service Commissipolisy makirg and research pacity,
therely strergthenirg its role as gartner in kg human resource magement
discussions.

The PRCB spports the medium and lgrterm positioning of the PSC throgh: stratgic
anaysis and research, environmental scagyamd liaison with stakeholders pesially
on issues related to the PSC'’s role asprddent chapion and steward of a
professional, nomartisan and q@esentative Public Service, andykmublic
administration values.

In suypport of this role, the PRCB also enhances and co-ordinates the kgevilaske of

the PSC. The activities of the brancipdy strategic information to the Public Service
Commission and ultimatelto Parliament (via the PSC’s Annualpgeet) throwgh the
monitoring, assessment and review of P@Ggrams angolicies and throgh the

monitoring of the health of the Public Service in the areas related to the PSC’s mandate.

It also carries out functions related to communication, suctpasdirg to Parliament,
thegovernment and its centragjency advisors on PSC matters at a stgetéevel,

liaison and information shagrbetweemrovincial, federal, and internationablicy
actors in areas related to the mandate andjaleleé reponsibilities of the Public Service
Commission.
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The following chartgraphically presents the chaas from the old Activit Structure to
the Business Line Structure. The dotted lines on the chart illustrateytfitnk&ons
that have moved out of the old actyiines to the new business lines. As theydien
illustrates, the marity of these functions amlicy functions that have moved to the
Policy, Research and Outreach business line.

Tables 4a, 4b and 4c, in sub-section 4.2 of tpertgillustrate the financial crosswalk
between the old resource allocation structure and the new.

Activit y to Business Line Crosswalk

Activities Business Lines
Monitorin g & Information |
STAFFING PROGRAMS |
Staffin g Policy P
v RESOURCING
VEn >
\ A
EXECUTIVE PROGRAMS . \\\\
\ VA
\ VA
AN
AR
AT
AT
TRAINING PROGRAMS O LEARNING
Policy RV
b LU
N Vo
W
N W
APPEALS & N N \\ RECOURSE
INVESTIGATIONS ' N F \\\
\ \
b N [BERNY
S
LN
External Audit & Review (- _ '~ % POLICY. RESEARCH &
AUDIT & REVIEW . > \(/// OUTREACH
Internal Audit / Evaluation TN
:/\/\; - g \\
| PR \
Strate gic Plannin g - - ~_
7 N
ADMINISTRATION > CORPORATE SERVICES
Communications -
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Section 3: Departmental Performance

3.1 Performance Expectations

3.1.1 Strate gy for Improved Performance Measurement

The Public Service Commission is committed to continuoysawement in its gaacity
to measur@erformance. To date, theganization has devebed a corprehensive
Performance Measurement Framework as the firgtistienproving its cgacity for
results-basegderformance and porting. This framework outlines a set érformance
measures linked to the keesults commitments of its business lines. Oncg full
implemented, this framework will allow the PSC to bettg@oreits performance results
to Parliament in a clear and concise manner within the context of the BSf@smance
Report As the Plannig, Reporting and Accountabilit Structure (PRAS) oglreceived
approval in Awgust, 1997 (durig theyear of this rport), it is notpossible, however, to
consistent} report against these measures in @97-98 Departmental Performance
Report

To implement the stragg, the PSC is undertalgrto identify performance measurement
indicatorgaps, and remedial actigulans for the future. Apart of this, the PSC will
work to ensure that thgerformance measures are consistent for all gilatsning and
reporting exercises. The PSC ragozes that irprovedperformance measurement is a
long-term investment and an iteratigeocess. Continuous refinement angioved
ability to measure andpert is expected eaclgear.

3.1.2 Performance Expectations based on the PSC's 1997-98 Part Ill
of the Estimates

The Public Service Commission's 19974t Il of the Estimatesvas tabled in the
Spring of 1997 while the PSC was stilberatirg under its activif structure. Because
this performance ngort is now oganized on the PSC's business line structymarpaed
mid-way throwgh 1997-98, there is not necessaaldirect link between the psctations
listed in thePart 11l of the Estimateand the mgpr sulject areas under which each
business line is porting its results. Because of this clganver, the mar expectations
from thePart Il are listed below alapwith their reference to matchedrformance
results information in the narrative of tBesiness Line Performance Accomplishments
section of the ngort.
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Performance Expectations from the 1997-98 Part Il Estimates

staffing framework that supports the values of fairness, transparency, and equity; and
provides for the principles of merit, competence, representativeness and efficiency (see
Section 3.2.2.1 - Staffing Reform);

timely advice to the Treasury Board Secretariat regarding the results achieved by the
Special Measures Initiatives Program (SMIP) (see Section 3.2.2.1 - Employment Equity);

sufficient supply of highly qualified executives and middle management (see Section
3.2.2.1 - Middle Management and Executive Resourcing and Development);

an independent, fair, accessible and effective recourse process (see all of Section 3.2.2.3);

a contribution towards the learning needs of public servants who will be more capable of
carrying out the governments’s renewal agenda (see Section 3.2.2.2 - Corporate Learning
Strategy);

support to Treasury Board Senior Advisory Committee Deputies to launch system-wide,
corporate learning strategies and priorities (see Section 3.2.2.2 - Corporate Learning
Strategy);

effective new “Learning Advisory Panels” to advise managers (see Section 3.2.2.2 -
Corporate Learning Strategy);

a contribution towards a Public Service competent in both languages (see Section 3.2.2.2 -
Language Training);

the exercise of leadership and the recognition as authoritative resource in the areas of
human resource management and governance (see Section 3.2.2.4 - Public Service Policy
Research);

the provision of challenging, innovative thinking and critical interpretation of relevant
information to enrich the debate and support decision making (see Section 3.2.2.4 - Public
Service Policy Researghand

an independent objective review, on behalf of Parliament, of the well-being of the Public
Service in support of a healthy human resource environment (see Section 3.2.2.4 -
Monitoring and Analysis of the Health and Performance of the Public Service Staffing
System).

Public Service Commission



3.2 Performance Accomplishments

3.2.1 Departmental Performance Accomplishments

Public Service Commission*

Planned Spending Authorities $112,206,000

Total Authorities $121,855,000

1997-98 Actuals $110,920,000
* Note based on financial crosswalk

Repositioning the PSC

In 1996-97 the PSC launched fihange Management Projaatsypport of the PSC’s
objectives to be a keplayer in human resource maggment, serve as a model for
pegple mangement across thgovernment, and to be aykpartner in the facilitation of
Public Service renewal and clygn Pressures (both internal and external to the
government) have affected the pimey of PSCpriorities. Some of the kecharges that
are a result of the chaga initiative are:

« organizational chage to better deliveprograms and services to girtments,
public servants and Canadians;

« a reorientation of delivgrmechanisms to accommodate Staffiteform and the
new learnilg approaches;

» improved internaprocesses for businep&nning, human resourceystems and
practices;

* a new vision to betteguide PSC staff; and

« a better understandjrof issues dealmwith structuresprocesses and culture
which sypport collaborativegoal-oriented work.

The change initiative focussed cporate attention on the chgeprocess within the PSC,
ensured consistent and concerted ngsgaand facilitated the ganization's gaacity to
adapt to and institutionalize the chges that occurred. This chggmangement is also
complementay to the PSC'plans for its own interndla Releve
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3.2.2 Business Line Performance Accomplishments

In the following section, PS@erformance durig 1997-98 is detailed accordgjio
business line. For each business line the follgwiformation isprovided:

* business line gbctive

* business line desgtion

 business line clients

 planned and actuapendirg for 1997-98

o the ke results

 performance under the keesults

It should be noted that thidepartmental Performance Rep@rovidesperformance
information @ainst business line kaesults whereas the actual activities that faake
were thoselanned in théPart 11l Estimates The result is that there is not a one-to-one
match between the keesults (from the PRAS) and the initiatives undertaken (as
planned inPart Ill). The PSC'®epartmental Performance Repantsubsguentyears
will have a better match betweplanned initiatives angerformance under the new

reporting framework.

3.2.21 Business Line: Resourcin g

Objective

To work with Public Service
departments and agencies
to ensure a resourcing
system which provides a
highly competent Public
Service, that is non-partisan
and representative of
Canadian society.

Description Clients

The Resourcing Business Line encompasses Departments
activities in support of all delegated and non-
delegated staffing. These activities are
program development, administration of staffing
delegation, development and provision of
assessment tools, recruitment and promotion,
and diversity and employment equity initiatives.
The business line also includes resourcing,
exchanges and development programs for the
Executive Group.

Canadian
Public

In addition, the business line is responsible for
the delivery of the employment equity
initiatives, corporate development programs
and workforce adjustment/priority
administration activities and programs on
behalf of Treasury Board.
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Resourcing*

* Note: based on financial crosswalk

Planned Spending Authorities $52,374,000
Total Authorities $57,280,000
1997-98 Actuals $54,426,000

* Major changes between planned spending and total authorities are attributable to additional

funding related to the carry-forward and early departure incentive costs. Significant variances

between total authorities and actuals relate to funds transferred for the ice storm relief; a
number of participants in La Releve initiatives; and, unused funds in the Special Measures

Initiatives Program.

To Provide Canadians with:

» a highly competent, non-partisan, professional Public Service appointed on the basis of

merit
» arepresentative Public Service workforce

Results for 1997-98:
Staffing Reform

Staffing Reform, one of the gint key project areas
of La Reléveis intended to irprove the efficieng
of staffing within the federal Public Service.
Staffing reform was introduced to make human
resource margement more effective and efficient
by reponding to the business needs of individual
departments andgencies, and ojovernment as a
whole.

Staffing Reform

» increased awareness of existing
flexibilities

» increased awareness of Staffing
Reform

> partnerships with departments

During the course of th€onsultative Review of Staffindgoartments made it known

that thgg wanted chages to the staffig system as thefelt it was too rules-based,

centralized and time-consungin As a result, th&taffing Reforninitiative was

established to brgabout the followig charges:

« values-based, not rules-based stafystems angrocesses;
« direct deouty head accountabilitfor internal staffig below EX levels in order to de-

centralize authontwithin the staffig system;

Departmental Performance
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* giving the maximum rgmnsibility possible to dpartments to mamy staffiry;

« stakeholdepatrticipation {oint develgment) in customizig staffing regimes to
regond to the business needs opaléments andgencies; and

» mechanisms to encowminformal and less adversariallite resolution of staffig
related matters.

Early achievements dhe Staffing Refornmitiative are:

* Increased awareness of existing flexibilitidhe PSC advised and encoged
departments to use the exiggifiexibilities under théPublic Service Employment Act
(PSEA) and their detgtion ggreement.

* Increased awareness of Staffing RefoAmpart of a mgor communications
initiative, the PSC briefed ety Heads of each gartment on Staffig Reform and
its potential in hgbing them meet their businessjebtives.

 Partnerships with department§he PSC enlisted four gartments to eperiment
and share their lessons learned from stgffeéformprojects.

The aim is to complete Staffig Reform in thregrears. The PSC will work with
departments, gencies and eployee rg@resentatives to make the staffisystem more
flexible and efficient within the currentdeslation. Staffig Reform will be epanded to
all dgpartments andgencies resultigin agreements for deg@@tion, accountabilt and
reporting as well as customizedgaations in some cases. The PSI®87-98 Annual
Reportcontains a more detailed discussion of this item.

Employment Equity

The federabovernment has had a lgistandirg commitment to achievina
representative workforce. In 1997-98, the PSC was involved in areas aimed at
improving representativeness.

* Implementation of the Employment Equity AC{EEA) - The EEA frames the PSC's
regponsibility for certain erployer obligations within its scpe under théublic
Service Employment A@@SEA) topursue reresentativeness gxtives in all of its
programs and services. To date, PSC efforts related to the succegiémhentation
of the Act have resulted in:

» thejoint develpment of an eployment ystems revievguide with TBS;
» discussions with TBS forjaint stratgy for the enployment @uity/diversity file;

» clarification of enployment guity data issues with TBS andp#egtments as well as
the clarification of their rggctive roles and reensibilities; and

» clarification of its lgjal obligations under thEmployment Equity Adh the context
of the PSEA and determination of thepiinations and courses of action for all
PSC business lines.
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» PSC Employment Systems ReviewAs an emplger, the PSC is required Ithe
Employment Equity A¢b conduct an empjonent ystems review in order to identif
and eliminate ystemic or attitudinal barriers to the emyieent of members of
desgnatedgroups. The result of Phase | of this review, which was intended to assess
PSC readiness to implement the requirements of the EE Act, was the identification of
three prioriy areas for review, durgn1998-99, in Phase II:

» the assessment tools and related activities of the PSC's Persgmhel &y
Centre;

» the ystems usedybthe PSC Rgional Offices for thegeneral recruitment, selection
and referral of applicants for non-executive positions in the Public Service; and

» the emplgment ystems usedybthe PSC in relation to its own personnel.

Phase Il will involve a more comprehensive invggion and review of the prioyit
areas identified for review.

» Special Measures Initiatives Program The Treasw Board Secretariat, with
assistance from the PSC, completed an evaluation of the effi@adceffectiveness of
the Special Measures Initiatives Bram (SMIP) in November, 1997. The principal
questions addressed in the evaluation were concerned with departmental resgonsibilit
and effectiveness, creagiia corporate culture to mageadiversiy, cost-effectiveness,
future needs of special measures, and the effectiveness of thgemané of SMIP.

The evaluation regmized that the representation of the four glesiedgroups
(women, members of visible mingritommunities, Aboginal peoples and persons
with disabilities) had increased in the Public Service over the pagtdes, but not as
fast as their availabiljtin the Canadian labour force. Thejoraconclusions of the
evaluation are listed below.

» Special measures continue to be needed within the federal Public Service.

» SMIP has had positive impacts in develgpdepartmental biin to emplyment
equity.

» Any special measures gr@am must be degned within the overall context of
employment equy.

» There is a need for improved mgement and accountabylit

» There is a need for substantial desitedgroup input.

» It was too optimistic to expect SMIP to bgiabout ggnificant chaige in
corporate culture within fouyrears.

» A longer special measures time frame is needed to advanceyengpibequiy.

As a result of this styd the Treaswr Board is workiig on the development of a
new positive measures gram. A more detailed discussion of the SMIP and its
achievements can be found in the PS0%7-98 Annual Report
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Recruitment

The PSC has a strgte role in definirg and inplementirg new and creative recruitment
approaches that will reach and attract tipprapriate pool of qualified candidates, drawn
from Canada's two official lguistic communities and from galoyment guity group
members, to meet qurate and deartmental current and anfiaited needs in a timel
manner.

The PSC undertakes various recruitmentmaigns and activities on behalf of
government deartments andgencies. The Post-secongd&ecruitment Prgram (PSR)
is one kg conponent of thd_a Relévenitiative for replenishment of the Public Service
at the eny-level. The PSC also carries @aneral/ad hoc recruitment activities, thereb
allowing departments to hirejlst in time" eperienced staff to both determinate and
indeterminatgoositions in their workforce. Fingl] the PSC runs the Federal Student
Work Experience Prgram (FSWEP) and the Cg&ragram, which are intended to
provide work eyerience to students thrglu short-term asgnments in the Public
Service.

» Using New Technology In 1997-98, the
PSC made gnificant progress in enhancmqn
its goproach to the effective recruitment of
individuals to the federal Public Service

Matching People with Work

> Interactive voice recognition system offers

thI’OLgh MatChirg PerIe with Work 24 hours/day 7 days/week access to job
(MPW). Launched in 1996, the MPW opportunities , 3
AT desined t tiob K » Career Alert Service automatically notifies
Initiative was egned toputjob-seekers applicants of jobs that meet their criteria

and deartments in direct contact with one | » 25% of students apply on-line

» 7.2 million hits (220,000 user sessions per
another throgh a database connected to the =~ onih) at the recruitment website
Internet. MPW is beigimplemented
incrementaly for all recruitmenprograms,
with features built for onprogram beirmgy

integrated into the next.

The results of the MPW initiative are:

 improved products Between the PSC's recruitment website and its Interactive Voice
Recanition (IVR) system called Infotel, thpublic now has 24 hours/gdand 7
days/week access job gportunities and information about them. The PSC
currenty offers tools to pplicants to @ply on-line as well as a free Career Alert
Service which automaticglinotifies gplicants via e-mail of federgbb
opportunities that meet their criteria.

» improved processesThe PSC bgan inplementation of the new MPW techngip
for the 1997-1998 PSR caaign: the PSC's website was usegadstjob
opportunities and the PS@ovided a faciliy allowing students to@ply online.
Moreover, the PSC has devpéal conponents of MPW for other recruitment
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programs, such as the Federal Student Wonselience Prgram. In 1997-98, 25%

of students chose t@gy on-line. Finaly, in cogeration with the Chief

Information Officer and mar dgpartments, the PSC launched in March 1998, a
specialized Internet website that dirgclinks college and universjtgraduates as

well as exerienced IT/IM pecialists withgovernment deartments angrovides a
single-window recruitment mechanism for IT/IM careers in the Public Service. This
strat@y was degined to address the Year 2000 issue. More information on the
IT/IM recruitment challege ispresented in the PSC1897-98 Annual Report.

 continued improvementConponents of MPW are curregitbeirg develged for
other recruitmenprograms, such as fageneral recruitment.

Middle Management and Executive Resourcing and Development

A key PSC role is to hplto ensure that there is alygaan adquate EX cadre iplace to
deal with the challeges facimg the Public Service. In 1997-98, the PSC created an
Executive Renewal team,gamized to better meet the EX resougcamd develpment
needs.

Given that a gnificant number of federal
government executives will be gible to retire over | EX Staffing Requests
the next 5years, the PSC will continue to focus its | 25% increase in 1997-98 of EX staffing

efforts in ensurig a sufficient spply of qualified req“‘*Z‘?E@ t°;d |

H H * rebuilding of departmenta
executives and middle magement. In order to Executive teams following program
ensure the devgiment of a future quply of reviews;

: : on-going turnover at the Executive
Executives cpable of meetig the challeges of the levels as the group ages; and

future and broaglrepresentative of the Canadian +  the stimulus from the La Reléve
workforce, the PSC was involved in the follogin programs on mobilty.
initiatives:

» Senior Mangement Level Develamental Prgrams (ADM-PQP and AEXDP);
» Entry Level and Middle Mangement Develpment Prgrams (MTP and CAP);
« Intercharge Canada;

* International Prgrams; and

» Representativeness at the Executive level.

The achievements for these initiatives in 1997-98 are as follows.

e Senior Management Level Developmental ProgramAs-part of theLa Reléve
initiative, the Public Service Commission introduced two nepamaite initiatives in
1996-97: the Assistant Deputy Minister Pre-Qualification Proc@sM-PQP)and
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the Accelerated Executive Development Program (AEXBYth prgrams were
created to ensure that there will be an adequateysapplalified senior executives
within the Public Service to meet the chafles of the future. The two application,
assessment and selection processes were launched iry,Ja80arand completed in
the late summer of thgear, therep overlappimg two reportirg periods.

The following results were achieved in 1997-98:

» Pool of qualified executivesAs was reported in the 1996-97 PSC DPR, there has

been a stromresponse to the two initiatives - approxima#b0 applicants or 15%

of the elgible population applied in 1996-97. The result of these processes was
that, overall, one in six applicants was successful (76 successful applicants to both
programs).

Appointments at the senior levelweny individuals were selected in the 1997
ADM-PQP process and 15 have been appointed to the ADM level.

Good patrticipation rate Of the 56 applicants offered participation in AEXDP - as a
result of the 1997 exercise, 51 individuals accepted to participate in tirarpro
Exposure Throwh the prgrams, Depwt Ministersgot an overview of the entire

EX communiy enablirg them to appraise the executive resources cuyrent!
available within the Public Service.

These prgrams currenyl represent ogla small portion of EX staffjpand development
activity and the mgnitude of their intended impacts canybk measured in thesars
ahead as sufficient time passes to allow for comprehensive evaluation. At the present
time, however, theare helpig to identify individuals who can assume leadership roles
now and are identying high potential executives and prepgihem for leadership roles

in the future.

» Entry Level and Middle Management Level Developmental Prograriitie PSC is
responsible for delivergnprograms degined for developig entry level and middle
management level officers. In particular, efforts in 1997-98 were aimed at:

» Management Trainee Program (MTR)MTP is a recruitment and development

program that recruits recent univegsgraduates with demonstrated mgeaent
potential, and develops these persons over a four ty@aeperiod in order that

they may qualify for positions at the middle magement level. B so doimy, the

program aims to replenish the pool of future Public Service gemnsa The MTP

accepts applications from persons from outside the federal Public Service who have
a Master's dgree, and from federal public servants with a Bachelogsede

The following table indicates the number of applications for both the external and
internal components of the MTP, and the number of actual appointments for the
campagn years 1995/96, 1996/97, and 1997/98. These data represent persons who
were actuall appointed as well as those who qualified for theggm but required
language trainirg prior to appointment. Also, appointments from each cagnpai

year mg actuall occur after the end of that fisgadar.
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»  There has been an increase in the number of internal and exfgiicdtaons
between 1995/96 and 1997/98. The volumeppfieations is an indicator of
interest in erployment in the federal Public Service and tppantment to
application ratio of these candidates iga@od indication of theuality of
candidates seelgrto join the federal Public Service.

Management Trainee Pro gram Campai gns 1995/96 1996/97 1997/98
Internal Applications 548 514 682
External Applications 1,445 1,982 2,244
Internal Appointments* 9 13 24
External Appointments* 24 27 54

* Number of appointments & number of candidates who qualified for appointment but required language training prior to
appointment

» Career Assignment Program (CAP)La Relévanitiatives for executive
develgpment have focused on the deymteent of feedegroups leadim to the
executive ranks to ensure an quigte spply of internal candidates to fill executive
vacancies in the future. Consistent with thipkasis, in 1997-98, the PSC worked
with theLa Relévelask Force, Committee of Senior Officials (COSO), the Trgasur
Board Secretariat and the Canadian Centre for jEmant Develpment in
obtainirg approval for the redegn of the Career Asgnment Prgram. Approval
was received from COSO in October 1997.

The redegined CAPprogram uses arocess of self-identification of candidates,
therely allowing all interestegublic servants who meet the basiquieements to
apply. Appointment is based on merit-based gefitive processes, and assessment
is carried out gainst the ADMgeneric leadershiconpetencies as defined for the
manaement levels, ensugrthat CAPparticipants will exerplif y the conpetencies
needed for latgoromotion at more senior levels. The nenegram will be

launched in 1998 and will have grticipants, 60 from the federgbvernment and
20 from theprovinces or other ganizations.

* Interchange Canada interchaige Canada facilitates the tparary exchaige of
enmployees between the fedegavernmentprivate sector aganizations, and other
levels ofgovernment. In caying out this function, amapothergoals, it encourges
enmployee develpment,particularly at the more senior levels within the Public Service.
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In 1997-98, the PSC undertook a review of Interged@anada’'sperations to ensure
that it is stratgically placed to contribute to Public Service renewatbnductiry a
survey of over 500 current anghstparticipants, and seekinTB gpproval for an
expanded role which will see exchgas with the internationgrivate sector and
foreign governments.

In the context of théa Relévenitiative, the Interchage Canada Pgram in
1997-98:

» provided assistance to the Bri€ouncil Office (PCO) in draftqpa Memorandum of
Understandig (MOU) for discussiompurposes between the Clerk of the Rriv
Council and her countearts in theprovinces to encouge the utilization of
federalprovincial agreements fopurposes of career deveglment and mobilit. To
date, gght provinces have gned formal greements;

» began discussions with peesentatives of the British Government tplexe the
possibility of renewing interest in a Canada/United kKhom Exchage Prgram; and

* began workirg with officials of Foregn Affairs and International Trade Canada
(DFAIT) and the United States partment of State to establish a U.S./Canada
Exchame Pragram.

« International Programs- International Prgrams' role is to coordinate the Canadian
Government's efforts foromote Canadian peesentation angarticipation in
international oganizations. International Ryams identifies and counselghly
conmpetent Canadians who are willjio serve with international ganizations. Over
400 counsellig sessions wergrovided to Canadians in 1997-98, resutin 47
assgnments tgoositions in international ganizations.

» Representativeness at the Executive LevEhe rgresentation of degnatedgroups at
the Executive level remaingpaority. Particular erphasis has begplaced thisyear
on develping executive resourcgstratgies tageted to inprove rgresentation of
aborginal pegle in the Dgartment of Indian Affairs and Northern Devgfoent
(DIAND), and to repond to the Canadian HumangRtis tribunal order in the case of
the National Cpital Alliance on Race Relations concemie rgresentation of
visible minorities in Health Canada.
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3.2.2.2 Business Line: Learnin ¢

Objective Description Clients
To improve the The Learning Business Line is composed of two Newly hired
professional main activities: language training and professional employees

competence of federal
public servants and to
enable them to meet
the language
proficiency
requirements of those
positions for which
they have been
selected or those to
which they aspire.

development for non-executives.

Language Training assesses the potential for
success of employees who are eligible for language
training; provides mandatory and discretionary
language training in both official languages and
related orientation, and language training services.
It provides for the development and design of
second-language courses and tools to meet the
job-related linguistic requirements of departments
and a range of advisory, informational and co-
ordinating services related to language training.

Professional development involves a range of
learning products and services to key communities
such as policy analysts, middle-management and
supervisors, human resources specialists,
comptrollers, communications analysts and others.

Newly promoted
employees

Employees
identified by
heads of their
organization as
requiring
developmental
experiences.

Learning*

Planned Spending Authorities  $20,482,000
Total Authorities $23,784,000
1997-98 Actuals $17,907,000

* Note: based on financial crosswalk

* Major changes between planned spending and total authorities are attributable to additional
funding related to the carry forward and early departure incentive costs in Language Training
and severance and vacation pay costs in Training Development Canada. Significant variances
between total authorities and actuals relate to earlier departures of employees to meet
Program Review Il reductions and unused funds in the Learning Subsidy. A detailed
breakdown of the business line is provided in Financial Table 2.
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To Provide Canadians with:

» a Public Service which builds on its competencies through development and continuous
learning

Results for 1997-98:
Corporate Learning Strategy

In 1997-98, a number of initiatives were undertaken within the Legalnisiness line
which were aimed at deveglimg products and services to build thefessional cpacity
of the federal Public Service in accordance Ww#hReléeve

The PSC irplemented a Public Service-wide porate learnig stratgy to meet the
government’s human resources renevgaralapriorities. This was in guport of the
Treasuy Board Senior Advisgr Committee's new directions for achieyia knowlede-
based, adaable workforce in the federal Public Service. Achievements made revolve
around the three elements of the stygte

» learnirg advisoy panels
» the innovative uses of technghp
» the consolidation of learngrprograms and services.

This coporate learnig stratgy hebed to focus and to coordinate the efforts of ke
partners withigovernment, such as the PSC, TBS and CCMD, within the domain of
learnirg.

e Learning Advisory Panels (LAP) Five LAPs, reresentig the key functional
communities across abvernment degartments, were established in 1997/98 to
provide decisions central to the porate learnig agenda. The are central to the
newgovernancestem for the margement of learnig. Four of fivepanels were
launched tgroduce learnig frameworks for the Coptrollership, Human Resources,
Middle Manaement and Communications communities. pBrations for the launch
of the LAP on Polig were also copleted and a PolicLAP chair nominated.

Through the LAPs, the Public Service Commission is now waykinconcert with
Treasuy Board, CCMD, PCO, gty heads and clients in federalpdetments and
agencies, as well asgmnal offices federayl andprovincially to provide members of
particular communities of learners with igtatedprograms and services. The LAP
actionplans are devefwng a bog of knowledye and corrg®nding tools, enablers
and activities to quport the develpment of renewal copetencies across the Public
Service.
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* Innovative Uses of TechnologyGne of the
key enablers in quport of the develpment of a
continuous learnigpculture in the Public Service
is the Learnig Resource Network (LRN) -- an _
Internet-based window on leargifor the Public [—ig‘gg&gg Efshquggeo/sf’\'etﬁofk

Service of Canada. As a PSC contribution to the™ canada o

government’d_a Reléveenewal initiative, the

LRN has, since its launch on October 20, 1997,

been welcomed as a valuable instrument for

Public Service workforce revitalization.

The networkprovides access to leargitutorials, a research libggran events
calendar, discussion forums to share pesttices angiromote collaboration, and
informative directories gbeqgole and oganizations active in the fedegdvernment
learnirg communiy and bgond.

 Learning Programs and ServicesVith other central gencies angbolicy centres
involved with learnig, the PSC has worked on the dgsand delivey of new, cost
effective and timel learnirg products and services which contribute to phefessional
cgoacity of the Public Service to meet the renewgdrada. Trainig and Develpment
Canada’s (TDC) curriculum was reduced from 120 courses to 50 courses,darusin
the needs of the identified strgiefunctional communities and opexcific Public
Service-wide learnmneeds. Core curriculum courses were rephesi and pdated to
meet needs emging from the work beig done ly the LAPs includig Policy Making
for Policy Makers, Employment Equity, Finishing Toackl the devefanent ofHow
Government Worksa technolgy- based introduction to the businesgjo¥ernment
develged inpartnershp with the Institute on Governance.

As well, partnershps with dgpartments angrivate firms are beipdevelged. For
exanple, TDC is deliverig the courséd.earning for Leadership~zhich was degned
and develped ty Health Canada.

Language Training

As a second element of the business line,

language trainirg assists in buildiga Success Rate of Language Training
Public Service copetent in both official Between 1993 and 1998, students participating {n
languages. To this end, the PSitovides language training on average achieved a succegs
language trainirg as well as orientation rate of between 97% ar#B8%.

services to federgovernment degartments

and @encies.
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Following aperiod of decreasgndemand for laguage trainirg as well as the subgeent
downsizirg of staff between 1993 and 1996 (illustrated in the table below)ests for
language trainirg stabilized durig 1997-98. The PSC's orientation servicgseeienced

a 64% increase in gaests for tests and interviews dgythis period, and enroliment in
courses for 1998-99 is on the rise. This increase is yna@ldted to recruitment and
staffing pursuant to the renewal andueenation of the Public Service, and to the
enployer'spolicy regarding the reuirements for second Igaage proficiency for EXs.
Language trainirg in this wa continues to ensure that the Public Service of the future is
cgpable ofproviding services to Canadians in our two officialgaeges.

Number of Students
Fiscal Year Statutor y Non-statutor y Total
1997-98 1,156 1,777 2,933
1996-97 1,166 2,066 3,232
1995-96 1,493 2,038 3,531
1994-95 2,039 2,798 4,837
1993-94 2,473 3,003 5,476

Source: The Resourcing and Learning Branch, PSC

3.2.2.3 Business Line: Recourse

Objective Description Clients

To provide independent  The Recourse Business Line hears appeals by  Departments

recourse processes in public servants against alleged breaches of the

support of the merit Public Service Employment Act and Employees
principle in order to Regulations on matters such as appointment

protect the public and promotion. Recourse is also responsible

interest and to promote  for the investigation of complaints and Employee
through effective irregularities in the Resourcing process that are ~ representatives
intervention and not subject to appeal, for the investigation of

education, the complaints of harassment in the workplace and  canadian Public
application of merit, for conciliating settlements where complaints

fairness, equity and are upheld. Training, advice and assistance

transparency. are also provided to departments, unions, other

organizations and individuals.
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Recourse*

Planned Spending Authorities  $4,422,000
Total Authorities $5,350,000
1997-98 Actuals $5,300,000

* Note: based on financial crosswalk

* Major variances between planned spending and total authorities are attributable to additional
funding related to the carry forward and early departure incentive costs. There is no significant
variance between total authorities and actuals.

To Provide Canadians with:

» a highly competent, non-partisan, professional Public Service appointed on the basis of
merit

Results for 1997-98:
Increased Use of Alternative Dispute Resolution (ADR)

ADRs are techmjues for resolvig disputes closer to or in the waslace as an
alternative to the slower and moregpersive formal methods, without logiarny
effectiveness. Four of the strgiees beig used at the PSC inclugee-hearimg

disclosure, mediation, invegéition meetigs, and conciliation. In 1997-98, 28.8% (21)
of the 73 complaints were concluded ugimediation corpared to 21.3% (13) of the 61
conplaints in

1996-97.

In 1997-1998, the PSC commissioned preparation of a documentbe Public Service
Commission and Recourbg M. Lynn Starchuk & J. Michael Shoemaker) to advise and
report on the recourse functions of the PSC angrortiples andproceduregovernirg
these functions in order to prove the effectiveness of recourse. As a result of
recommendations contained in the document, the PSC bas flaying a facilitation

role between dartments and epioyee rgresentatives to resolve conflicts in or closer
to the workplace while remainig the provider of recourse for issues unresolvgd b
departments relatig to thePublic Service Employment Aatd theHarassment in the
WorkPlace Policy

Pursuant to this newparoach, the PSC has been sustagmelationshps with
departments and eployee rg@resentatives in the area of recourse whetkpartments
are uged to usa@reater flexibility in resolvirg disputesprior to the intervention of the
PSC.
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The PSC's educational role and itsphiasis on alternative gigte resolution, has
contributed to a keen interest begpartments in mediation as an alternatgulis
resolution mechanism and the ation of internalpolicies andorocedures to address
problems in the wonBlace before theescalate and/or come to the PSC. Eplamof
departments that have alreatmplemented sucholicies are the RCMP, DFO, DND,
RC, CSC, PSC.

Client Feedback

The Recourse Branch has maintained and enhanced @ &isort focus throgh: the
establishment of a National Recourse AdwsGroy conprised of re@resentatives from
eleven dpartments, the Personnel Renewal Council Secretariat, the Tyé&asand
Secretariat, the National StaffjiCouncil, eght PSC reresentatives and five goyee
representatives. This client feedback initiative was depezlan order to be able to deal
promptly with problemsin the recourse domain. As a result of client feedback, the
Recourse Branch has devatd an Action Plan to iplement solutions to those issues
which were identified apriority items and have alregdhitiated some action.

Results so far include the follovgn

» The Recourse Branch has started to schedule sairthe end of the 45yla
disclosureperiod (unless an extension of the tipegiod has been geested and
granted) which in turn allows th@ocess to be concluded in a more tiynel
fashion.

» The Recourse Branch has apgoceeded with the mging of the Appeals
Registrar Office and the Jurisdiction and Case Mgmaent Unit to better serve
it's clients throgh a simgle window gproach.

Information Dissemination

In addition to a structurecpbproach to rgular client feedback on all its recourse services,
the PSC has reviewed recourse information kits and tgpamd information sessions
given to stakeholders. Antmated results angublic service margers who are better
informed about the recourpeocess, and generalpublic servicepopulation more
knowledyeable about its ghts and the various recourse avenues available.

These information kits, as well as a ligtiof Appeal Board Decisions, are available on
the PSC's website.
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Partnerships

The Recourse Branch hpomoted and deveped "partnershps™” and establishgaint
efforts with d@artments and eptoyee rgresentatives to streamline recourse
mechanisms and identifireas to introduce tailorep@oaches to alternative ghste

resolution.

Results so far include the devedoent ofprojects involvirg appeals mediation
experimentationpre-hearig procedures and settlement conferencgsecic exanples

include the followirg:

» Revenue Canada has gaeel toparticipate in the eayl dispute resolutiorproject
discussions. A meetiyywith departmental, erployee and recoursepresentatives to
define theparameters of thproject will takeplace in the near future.

» An appeals mediation gperimentatiorproject with CSC (Correctional Services
Canada) is now underwa Mediation has been offered in all cases and is well
accepted by theparties. A first mediation session was successfidtried out in Juyi
1998, and more sessions will follow. An assessment of thegiileand weaknesses
of theproject as well as learngoutcomes will be carried out in eatb99. These
initiatives allow theparties the pportunity to resolve their differences in a non-
adversarial context before hagito resort to more formal and lgthier processes.

» Thejoint develpment of a dpartmental triaprocess has also takplace with two
departments (Public Works and Government Services agictélture and Ayri-Food
Canada) durig which experimentation toolplace with a sigle window gproach for
conductirg harassment invegations.

3.2.2.4 Business Line: Polic y, Research and Outreach

Objective

To provide knowledge,
intelligence, insight and
advice to support the Public
Service Commission’s ability
to champion an independent,
professional, and
representative Public
Service.

Description Clients

This business line provides the capacity to Canadian Public
measure, report, provide advice, and deliver policy
in areas within the PSC’s mandate. Services
related to this business line are delivered through
the Policy, Research and Communications Branch.

Parliamentarians

It incorporates traditional PSC activities such as
external audit, effectiveness evaluation,
communications, staffing policy and legislation,
information management, strategic planning and
research, as well as new or enhanced activities
such as monitoring, strategic program development
and analysis.

Departmental Performance

37



Policy, Research and Outreach*

Planned Spending Authorities $14,641,000
Total Authorities $12,634,000
1997-98 Actuals $11,179,000

* Note: based on financial crosswalk

* Major changes between planned spending and total authorities are attributable to a
realignment of resources to meet PSC priorities. Significant variances between total
authorities and actuals relate to the fact that the PSC restructured its organization at mid-year
and did not complete all planned initiatives within the fiscal year timeframe.

To Provide Canadians with:

» a PSC which is an independent champion and steward of the Public Service Employment
Act principles governing a professional Public Service, in the public interest

» the recognition and sustaining of a non-partisan Public Service as a cornerstone of the
governance system

» a highly competent, non-partisan, professional Public Service appointed on the basis of
merit

Results for 1997-98:
Provision of Advice on and the Development of Policy and Regulations

The PSC is a centre of gttise inproviding advice orpolicy and rgulatory
considerations within the exisgrstaffing legislation, and in this wahas a direct ipact
on human resource apdgle mangement stratgies across the federgbvernment.
Exanples of achievements in the aregoficy advice and rgulatory develgment are:

« Increased Mobility New regulations andyuidelines were devebed by the PSC in
close consultation with goloyee rgresentatives, grartments and the TreaguBoard
Secretariat in order to allow pleyment ofpublic servants between ogmational
groups.

» Executive Developmentn light of Deputy Ministers’ interest in considemgra broader
candidatepool for the ADM PQP, rgulations were amended the PSC to enable the
consideration of eployees in othegroups, as well as those in the Executive Grou
These Rgulations came into effect in thgu$g, 1998.
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» Student EmploymeniThe PSQoroposed mechanisms to facilitate thgpaintment of
students in whom gartments have invested time and tragniihe revisegbolicy,
and amended exclusiop@oval order and igulation, gproved in eagf 1998-99,
encourges the hirig of students in order to devela pool of qualified candidates for
future Public Servicempointments.

The PSC also makes exclusigrpaval orders, sylect to the pproval of the Governor-
in-Council, when it is nopracticable nor in the best interests of the Public Service to
apply provisions of thePublic Service Employment Act

Example of exclusion approval orders approved in 1997-98:
« Department of A griculture and A gri-Food

To promote cooperation with private industry, this department has in recent years
undertaken a number of research projects in its 18 Research Centres that have involved
participation by private industry. Within the framework of such research projects, different
industries contribute financially to research projects by providing all or part (usually 50%) of
the required funding. In most cases, the companies involved seek to use research
scientists or technicians in their employ or with whom they are familiar and consider
competent. The Order gives to the department more flexibility in recruiting and appointing
for a specific period certain participants from outside the Public Service, on an
experimental basis for a period of approximately two years, to the Horticulture Research
and Development Centre in Saint-Jean-sur-le-Richelieu and the Lethbridge Research
Centre.

Public Service Policy Research

In corjunction with gecialists and others from tipeblic, private and voluntar sectors,
the PSC has undertaken a variet diverse research initiatives in 1997-98. These
initiatives have contributedgiificantly to the sharig of knowledje and understandin
that surrounds the human resoupoéicy issues and challgas confrontig thepublic
sector in the short, medium and dpterm.

Working on its own and ipartnershp with other kg players, the PSC hasoduced
various value added reseamoducts. This research and stgiteadvice has hpéd to
position the debate and raise threfile on stratgic human resource magement issues
in the Public Service.

Professor Yehezkel Dror

In partnership with CCMD, the PSC brought to Canada, Yehezkel Dror, the renowned Israeli
scholar on governance, policy capacity leadership, advising rulers and crisis management.
He provided senior management and public servants with a series of valuable learning events
on the concepts of a delta-type Public Service and the requisite public policy capacity.
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Monitoring and Analysis of the Health and Performance of the Public Service
Staffing System

In 1997-98 the Public Service Commission was involved in the morgtand anajlsis
of the health angerformance of the Public Service staffisystem, throgh various
means: pstem-wide studiesRecourse - Causes and Impact, Resourcing Optisas
section 3.2.3 fogreater detail on these studies); and in the context of Sjd&#form,
the develpment of the congas, principles and framework of a new staffin
accountabiliy regime between dartments and the PSC.

The PSC undertook a number of initiatives withpees to knowlede mangement and
labour market angsis. This included:

» modelling the EXgroup to assist with the forecasgjiof recruitment and
develgment needs; and

» working with Health Canada in modeltrvarious scenarios for the MD (Medical
Doctors) communit.

These angkses have iproved the cpacity to make decisions concergiexecutive
resourciig and enployment @uity under the umbrella dfa Relévenitiatives.

3.2.25 Business Line: Corporate Services
Objective Description Clients
To provide central The Corporate Services Business Line includes the PSC managers
services and activities of the President and Commissioners,
systems in support of  corporate policy and strategic planning, management PSC
all PSC program systems and policies, finance, human resources emol
e . e . ; ployees
activities. management, informatics, internal audit and internal
evaluation and other administrative and support
services.
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Corporate Services*

Planned Spending Authorities ~ $20,287,000
Total Authorities $22,807,000
1997-98 Actuals $22,108,000

* Note: based on financial crosswalk

* Major changes between planned spending and total authorities are attributable to additional
funding related to the carry forward and early departure incentive costs. There is no
significant variance between total authorities and actuals.

Results for 1997-98:
Policy and Strategic Direction

Comorate Servicegriorities for 1997-98 were tprovide policy and stratgic direction
to PSC mangement in Finance, Administration, Human Resource gam&nt and
Informatics and to ensure that central services gsigis1s spport key decisions and
plans,program activities and initiatives.

The maor challeryes for the 1997-98 fiscgkar were to re-define and reemlithe
Comorate Services infrastructure to bettepoexl to the new PSC's strgie direction
and rgositioning, integrate coporate businesglanning, reporting, monitorirg and
accountabiliy frameworks andystems, andmimize the PSC's current investment in
technolay.

In 1997-98, the main strajg adgted by Comorate Services was to enhance the
performance and stabiitof its g/stems, contribute to the congence of PSC staff
conpetencies to the PSC'sykpriorities, andprovide tools to sustain the Commission
and PSC mamgment's decision-malkgn

Major acconplishments of Carorate Services, for 1997-98, concern the Finance,
Informatics, and Human Resource Mgaaent functions and the Commission
Secretariat. These results have contributed to thpoGue Servicegjoal of becomig a
centre of functional eertise that hgls PSC margers to achieve their strafe
objectives, mange for results and agomodern comtrollershp principles in their
decision-makig.

Finance

» Professional financial gertise spported the re-structurgof the PSC.

» Corporate businesslanning, resourcig andperformance ngorting were intgrated in
a results-based magement gcle while a Rebasmof Resources Framework was
proposed and agued by senior mangement to facilitate the reallocation of resources
process.
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» Improvement of financial and administratigeocesses anpractices, includig the
develpment of the Financial Information Strgte(FIS), contributed to the
implementation of the Coptrollershp and Manging for Results pproaches within
the oganization.

Informatics

Comorate Services has addressed the PSGjsv@&rnance with an inter-branch
governance SteemgnCommittee, and Year 2000 cphance issues with an actiqgaan
(the IT infrastructure and business informatigatems in the PSC will be fyllyear
2000 conpliant by March 1999). The ever-evolgrbusiness needs for enhanced
technola@ical siypport are met thragh the direct devejament of a cohesive, aplave and
secure information technay environment.

Human Resource Management

To sipport the Public Service Commission's human resoym@egices and itgoal of
servirg as a model fopegple mangement across thgovernment, Cqorate Services

has develped a Human Resource Mayeanent Framework for the PSC. This serves as
a foundation for the iplementation of a Copeteng-Based HR Mangement aproach.
The PSC has also dgsed a HR Plannotnmodule which should be fylimplemented in
1998-99, corpleted demgraphic anayses, and iplemented an aggimentprogram

with central gencies for administrative andgort staff, and talerppool mangement

for the EX minus 1 level. The PSC isplamentirg its Internal La Reléveactionplan as
planned, angbresented it to the PiywCouncil Office.

Commission Secretariat

The Commission Secretariatpgorts the formabovernance and decision-magiaf the
Commission, angrovides stratgic advice and @anizational spport to the
Commission. Kg results for the Secretariat in 1997-98 were the deusot of new
by-laws syoporting the coporate decision-mak@process of the Commission, better
dissemination of decisions, andpravement to the Commission’s information holgn
The Secretariat will continue to raise the level of understgratimorg the stakeholders
(internal and external) of the Commission’s leadg@rainidgovernance role.
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3.2.3 Key Reviews, Audits, and Evaluations

During 1997-98, the PSC carried out a number of reviews. The three listed below are
directly related to three of the business lines pradide information for enhanogPSC
performance.

"Facing the Challenge: Recruiting the Next Generation of University Graduates to
the Public Servicé

In October, 1997, 2,537 Canadian universiudents copleted a surwe about their
career ggirations, and theiperceptions and attitudes garding thejob market. This
review had three gbctives: togather data that would measure and examine the career
choices of tomorrow's univergigraduates and factors drigrnhese choices; to identif
the inplications of these factors for Public Service recruitment; and to make
recommendations for recruitment gaaigns to attract fyh calibre universyt graduates

to the federal Public Service.

The results of this suryewill serve as the basis for the deyeitent of gpromotional
and communications strgigto attract tp-notch universit graduates to the federal
Public Service, increase the visibjilivf thepost-secondagrrecruitmentprograms, and
generate interest amguniversiy students in careepgportunities within the Federal
Public Service, while indicatgthat human resources renewal iarity of the Public
Service.

"Recourse - Causes and Impacts”

The Public Service Commission undertook a pahensive studof recent recourse
cases to determine whether theregatterns in the warecourse is used and in the
resultirg impacts. Accordig to the research carried out, the staffinocesses thapark
recourse are not thimary focus of erployees’ digruntlement. Instead, it is their
percetion of mangement and contextual issues that motivates themppeehstaffirg
processes, and toqeest invesgiations of dployments and other matters under the
PSEA. Thus, the main causes of recourse are associatedgaitlizational culture,
manaement stle, lack of communication and trgaseng, and the worglace
environment.

The regoort was distributed widglwithin the human resources mgeeament communyt

to all Directors of Human Resources within the federal Public Service and tgemgna
enployee rg@resentatives and staffrofficers involved in the styd The stugt was well
received within dpartments angointed to the fact that gmeduction in the uge of
recourse or irprovements in outcomes need to flow from ajemin mangement
practices in the worhace.
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"Resourcing Options"

A study was carried out of alternative resougcoptions within the federal Public
Service. These alternative means included (for nopleyraes) casual gployment,part
time work under the Exclusionpproval Order and teporary help services and (for
enployees under the PSEA) gleyments, seasonal ghoyment, asgnments and
secondments. This stydrowght to the attention of the PSC the fact that there has been
a shift in hirirg practices, awafrom traditional staffig methods and towards newer
resourciig options in syport of a contigent workforce. The information uncovereg b
this work resulted in a call for a goher, integrated staffiig system and influenced, for
exanple, work beig done on a new framework for the mgement of casual
employment. The findigs will allow manaers to make more informed decisions about
the resourcig decisions thg take androvide a better understandiof the chaging
nature of work.

3.2.4 Government-Wide Priorities and Horizontal Issues

In the peech from the throne to the 36th Parliament, the follgwitorities were
identified:

« Building a Stromger Canada

¢ Investirg in Children

* Investirg in Quality Care and Good Health

« Building Safer Communities

« Creatirg Opportunity for Yourng Canadians

* Investirg in Knowledye and Creativit

» Expandirg Opportunities in Aborginal Communities
 Looking Outward

 Celebratig the Millennium

The PSC is workig to sipport the achievement of these npreorities. Howevegiven

its goecial role as a ingeendent Parliamentalegengy, its sypport is primarily indirect.

The PSC's mostgiificant contribution to the realization of these aims is via its role as a
key partner in the overall human resource ngamaent within the federal Public Service.

In this context, it continuouglprovides essential pport to other federal grartments

and @encies, assistgithem to directl address the full set gbvernmengriorities.

In spite of its mainy sypportive function, several of the PS@i®gramsgenerated
outputs and outcomes that were dirgatlated to two of thegariorities. Its recruitment
canpaigns and activitiegparticularly the Post SecondaRecruitment Caipaign, its
develgpmental initiatives such as the Ma@eanent Trainee Pgpam, and its student
enmploymentprograms, ly bringing significant numbers ofoung peole into the federal
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Public Service, effectivglcreated employmentopportunity for young CanadiansSuch
opportunities either took the form of full-tim@ositions, or shorter terfpobs that offered
experience essential for sulggeent, morgermanent eployment either within the
federal Public Service or elsewhere.

As well, throwgh its involvement in learngy either direct} via its Learniig Business
Line, or by means of the research carried out, and the gitaadviceprovided ly the
Policy Research function, the PSC investednowledge and creativityithin the
domain of human resource mgeaent.

The PSC will therefore continue poovide syport to allgovernment ofectives and
priorities as a kg partner in shging an effective and reected Public Service. In
certain cases where its mandate allows, it have a more direct means ofg#atizin
government'gjoals.
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Section 4: Financial Performance

4.1

4.2

Financial Performance Overview

In 1997-98, the PSC has continued tplament @propriate measures to meet its
financial commitments under Ryjam Reviews | and Il while regling its
activities, ystems angbractices to better meet the new chajemfaciny the

Public Service.

PSC total authorities for 1997-98 amount to $121.9Mrest actual recorded
spendirg of $110.9M. Mgor variances between total authorities and actual
spendirg are attributable to funds transferred for the ice storm relief; the number
of participants inLa Relévenitiatives; earlier dearture of erployees to meet
Program Reviews | and Il; unused funds ipeSial Measures Initiatives

Programs; and unutilized funds in the LeamgpiBubsig.

The PSC financiglerformance ipresented ¥ business line consistent with the
PRAS pproved for 1998-99 and end for the followig business lines:
Resourcig, Learnirg, Recourse, Polic Research and Outreach and fipall
Comorate Services. It is iportant to note that since the Estimates and Public
Accounts statementspiio 1997-98 inclusivel have beeprepared accordig to
the valid PSC actiwt structure (in use for thogears), it was iguired toprepare
crosswalks where financial data is based on estimated amgunisibess line.

Financial Summar y Tables

Financial Table 1

A. Authorities for 1997-98

Financial Requirements b y Authorit y (thousands of dollars)

Vote

135
(S)
(S)

1997-98 1997-98 1997-98
Planned Total Actual
Spending Authorities

Public Service Commission

Program expenditures 100,024 107,675 98,725
Contributions to employee benefit plans 12,182 12,182 12,182
Staff Development and Training Revolving Fund 0 1,998 13
Total Agency 112,206 121,855 110,920

Total Authorities are main estimates plus supplementary estimates plus other authorities
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Financial Table 2
Departmental Planned versus Actual Spendin g by Business Line (thousands of dollars)

Business Lines FTEs Operating  Capital Voted Sub Statutor Total Less: Total
1) 3) Grants Total: y Grants Gross Revenue Net
and Gross and Expen- Credited Expen-
Contri- Voted Contri- ditures to the ditures
butions  Expendi-  butions Revolving
tures Fund
Resourcing 665 52,374 - - - - - - 52,374
(total authorities) 666 57,280 - - - - - - 57,280
(Actuals) 652 54,426 - - - - - - 54,426
Learning 209 17,684 - - - - - - 17,684
(total authorities) 213 18,988 - - - - - - 18,988
(Actuals) 217 16,118 - - - - - - 16,118
- Subsidy - 2,798 - - - - - - 2,798
(total authorities) - 2,798 - - - - - - 2,798
(Actuals) - 1,776 - - - - - - 1,776
- Staff Development
and Trainin:
Revolving Fund 39 8,998 - - - - - 8,998 0
(total authorities) 39 10,996 - - - - - 8,998 1,998
(Actuals) 43 6,909 - - - - - 6,896 13
Recourse 66 4,422 - - - - - - 4,422
(total authorities) 65 5,350 - - - - - - 5,350
(Actuals) 67 5,300 - - - - - - 5,300
Policy, Research and
Outreach 137 14,641 - - - - - - 14,641
(total authorities) 118 12,634 - - - - - - 12,634
(Actuals) 135 11,179 - - - - - - 11,179
Corporate Services (2) 228 20,287 - - - - - - 20,287
(total authorities) 236 22,807 - - - - - - 22,807
(Actuals) 236 22,108 - - - - - - 22,108
Total 1,344 121,204 - - - - - 8,998 112,206
(total authorities) 1,337 130,853 - - - - - 8,998 121,855
(Actuals) 1,350 117,816 - - - - - 6,896 110,920

Other Revenues and
Expenditures

Revenue credited to the Consolidated Revenue Fund(4) 700
(total authorities) 700
(Actuals) 742

Cost of services provided by other departments 18,204
(total authorities) 18,204
(Actuals) 17,085

Net cost of the Program 131,110
(total authorities) 140,759
(Actuals) 128,747

(1) The calculation of the 1997-1998 FTE actuals under the Resourcing business line pertaining to the Special Measures Initiatives Fund
recoveries from other departments is estimated at an average salary of $45K. There will be a FTE realignment in the 1999-00 ARLU to
reflect organizational changes for the total program.

(2) The Corporate Services business line includes the activities of the President and Commissioners; management systems and policies;
finance, human resource management, informatics, internal audit and internal evaluation and other administrative and support services.

(3) Includes contribution to employee benefit plans.
(4) Consists of discretionary language training.

Note: Numbers in normal font are for planned spending (1997-1998 Part Ill as per PRAS).
Numbers in italic font denote Total Authorities for 1997-1998 (main and supplementary estimates and other authorities).
Numbers in bold font denote actual expenditures/revenues in 1997-1998.
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Financial Table 3
Departmental Planned versus Actual spendin

g by Business Line (thousands of dollars)

Business Lines Actual Actual Planned Total Actual
1995-96 1996-97 Spendin g Authorities 1997-98
1997-98 1997-98
Resourcing 54,065 51,551 52,374 57,280 54,426
Learning 31,272 30,789 20,482 23,784 17,907
Recourse 5,500 5,276 4,422 5,350 5,300
Policy, Research and Outreach 8,498 8,625 14,641 12,634 11,179
Corporate Services 23,777 21,535 20,287 22,807 22,108
Total 123,112 117,776 112,206 121,855 110,920
Total Authorities are main estimates plus supplementary estimates plus other authorities.
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Crosswalk between OPF Activities and PRAS Business Lines for 1997-98 Planned Spendin g
($000's) (Includes Revolvin g Fund)

OPF - Activities
Planned Spendin g

STAFFING PRAS Business Lines Realignment Planned Spendin g
SALARY EBP NON-SAL. TOTAL Planned Spendin g (Final)
35938 6,110 15200 57,248 (Base)

Monitoring & Information
(1,510) (257) (149)  (1,916)

(62 (45 @ (1)
Staffing Policy \\ RESOURCING RESOURCING
@) ey @ 659,
\
SALARY EBP  NON-SAL. TOTAL
EXECUTIVE PROGRAMS \\\\ \\ SALARY ~ EBP  NON-SAL. TOTAL Hip-- Lgaw|  SALARY EBP NON-SAL. TOTAL
SALARY EBP NON-SAL TOTAL | ' FATO 6360 16315 60,154 (4130) (959 (2691)  (7780) 33340 5410 13624 52374
5 . \
3,779 642 1,270 5,691 Hﬁ—»
\ \
N LEARNING LEARNING
TRAINING PROGRAMS W
. T
SALARY EBP NON-SAL. TOTAL \\\ \\ SALARY EBP  NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL SALARY EBP  NON-SAL. TOTAL 5
14,760 2,631 3,528 20,919 \ . \ 14,760 2,631 3,528 20,919 _>» -> 14,817 2,631 3,034 20,482 QJ
‘ v > 57 0 (494  (437) 5
Policy v (@)
0 0 0 0 ' .
> v L
\ \
N Vo RECOURSE RECOURSE —
\ \ \
APPEALS & INVESTIGATIONS \ N \ g
AN - —
N \\\\ \\ SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL CD
SALARY EBP NON-SAL. TOTAL NIV 3522 599 600 4721 Lt ) 7 g5 e | 32 e w5 4e IS
3,522 599 600 4,721 Ny >
[\

AUDIT & REVIEW . POLICY, RESEARCH POLICY, RESEARCH

SALARY EBP NON-SAL. TOTAL

49 & OUTREACH & OUTREACH
3,119 530 509 4,158

External Audit & Review
(2.943)  (500)  (309)  (3.752)
Internal Audit/Evaluation —~ SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL e[ SALARY EBP NON-SAL. TOTAL
@asy  (31)  (200) (412) - : - ]
Internal Realignment < i 7579 1289 1706 10574 10693 1967 1981 14,641
T d P \ 3114 678 275 4067
. -
A
ADMINISTRATION N //( \
T . \
SALARY EBP NON-SAL. TOTAL I \_ CORPORATE SERVICES CORPORATE SERVICES
12682 2155 4,632 19469 |7 .7 N
Strategic Planning - 7 N
(1498) (255)  (887)  (2640) |- SALARY EBP NON-SAL. TOTAL SALARY  EBP  NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL
Communications P e —— 10469 1779 3590 15838 H 1190 274 2085 4ddo - 11650 2053 6575 20287
(1158) (197)  (358)  (L713) . : :
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Crosswalk from 1997-98 Planned Spendin g to Total Authorities

Planned Spendin g
Final

RESOURCING

SALARY EBP NON-SAL. TOTAL
33,340 5,410 13,624 52,374

($000's) (incl. Revolvin g Fund)

Other Estimates

SALARY EBP NON-SAL. TOTAL
640 - 4,266 4,906

Total Authorities

RESOURCING

L

SALARY EBP NON-SAL. TOTAL
33,980 5,410 17,890 57,280

LEARNING LEARNING T
>
SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL » SALARY EBP NON-SAL. TOTAL %
14,817 2,631 3,034 20,482 2,371 - 931 3,302 17,188 2,631 3,965 23,784 o
Q.
—
RECOURSE RECOURSE Q
=2
SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL > SALARY EBP NON-SAL. TOTAL CD
3,291 606 525 4,422 195 - 733 928 3,486 606 1,258 5,350 _h
uy)
POLICY, RESEARCH POLICY, RESEARCH
& OUTREACH & OUTREACH
SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL » SALARY EBP NON-SAL. TOTAL
10,693 1,967 1,981 14,641 (3,459) - 1,452 (2,007) 7,234 1,967 3,433 12,634
CORPORATE SERVICES CORPORATE SERVICES
SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL SALARY EBP NON-SAL. TOTAL
11,659 2,053 6,575 20,287 570 - 1,950 2,520 > 12,229 2,053 8,525 22,807
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Crosswalk between OPF Activities and PRAS Business Lines for 1997-98 Public Accounts
($000’s) (incl. Revolving Fund)

OPF - Activities

Monitoring & Information

\

\

SALARY ~EBP  NON-SAL. TOTAL
(1.494)  (281)  (124)  (1,89)
(165)  (31) ®) (199)
STAFFING \\

SALARY ~EBP  NON-SAL. TOTAL

32,462 6,110 14,207 52,779

Staffing Policy
(660)  (124) (505) (1,289)

\
\

EXECUTIVE PROGRAMS
SALARY EBP NON-SAL. TOTAL
4,020 642 1,154 5,816

\

TRAINING PROGRAMS
SALARY EBP NON-SAL. TOTAL
14596 2644 667 17,007

Policy
0 0 0

~

Realignment

DIVERSITY
MANAGEMENT

SALARY EBP NON-SAL. TOTAL

(33) (63) (383)

(782)

Revised

SALARY EBP NON-SAL. TOTAL
33,827 6,253 14,346 54,426

RESOURCING

~

APPEALS & INVESTIGATIONS
SALARY EBP  NON-SAL. TOTAL
3801 599 900 5,300

~

External Audit & Review
SALARY EBP  NON-SAL. TOTAL

(2099)  @76)  (310)  (2885)
AUDIT & REVIEW
SALARY ~EBP  NON-SAL. TOTAL
2338 530 448 3,316

Internal Audit/Evaluation
SALARY EBP  NON-SAL. TOTAL
239) (B4  (139) 431)

PRAS Business
Lines
-
RESOURCING
SALARY EBP NON-SAL. TOTAL
34,163 6,316 14,729 55,208
P
LEARNING
» SALARY EBP NON-SAL. TOTAL
14596 2,644 667 17,907
RECOURSE
-
SALARY EBP NON-SAL. TOTAL
N 3,801 599 900 5,300

—~

AP A

Strategic Planning
SALARY  EBP  NON-SAL. TOTAL
(1525)  (229)  (684)  (2438) -

ADMINISTRATION

SALARY  EBP  NON-SAL. TOTAL
14962 2,155 8,685 25,802

Communications

SALARY ~ EBP  NON-SAL. TOTAL .

(1282) (192) (412 (1,886)”

~

Py

POLICY, RESEARCH

& OUTREACH

SALARY ~ EBP  NON-SAL.
7,060 1,302 2,035

TOTAL
10,397

SALARY EBP NON-SAL. TOTAL
14,596 2,644 667 17,907

LEARNING

SALARY EBP NON-SAL. TOTAL

RECOURSE

Ot d|qeL [eloueul

599 900 5,300

DIVERSITY
MANAGEMENT

SALARY EBP NON-SAL. TOTAL

336 63 383

782

POLICY, RESEARCH &

SALARY EBP NON-SAL. TOTAL

OUTREACH

1365 2418 11,179

4

CORPORATE SERVICES

SALARY EBP  NON-SAL.
12,559 1,819 7,730

TOTAL
22,108

CORPORATE SERVICES

SALARY EBP  NON-SAL. TOTAL
12,559 1,819 7,730 22,108
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Financial Table 5

Comparison of 1997-1998 Planned Spendin g and Total Authorities to Actual Expenditures
by Or ganization and Business Line

This is not applicable to PSC

Financial Table 6
Revenues Credited to the Vote by Business Line (thousands of dollars)

Business Line Actual Actual Planned Total Actual
1995-96 1996-97 Revenues Authorities 1997-98
1997-98 1997-98

Learning

- Staff Development and
Training Revolving Fund 14,353 9,688 8,998 8,998 7,003

Total Revenues Credited to the Vote 14,353 9,688 8,998 8,998 7,003

Total Authorities are main estimates plus supplementary estimates plus other authorities.

Financial Table 7
Revenues Credited to the Consolidated Revenue Fund by Business Line (thousands of dollars)

Business Line Actual Actual Planned Total Actual
1995-96 1996-97 Revenues Authorities 1997-98
1997-98 1997-98

Learning

- Discretionary Language Training Services 774 895 700 700 742
Sub total 774 895 700 700 742

Unplanned
Total Revenues Credited to the Vote 774 895 700 700 742

Total Authorities are main estimates plus supplementary estimates plus other authorities.
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Financial Table 8
Statutory Payments by Business Line

This is not applicable to PSC

Financial Table 9
Transfer Payments by Business Line

This is not applicable to PSC

Financial Table 10
Capital Spendin g by Business Line

This is not applicable to PSC

Financial Table 11
Capital Projects by Business Line

This is not applicable to PSC

Financial Table 12
Status of Major Crown Projects

This is not applicable to PSC

Financial Table 13
Loans, Investments and Advances by Business Line

This is not applicable to PSC
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Financial Table 14
Staff Development and Trainin g Revolvin g Fund (thousands of dollars)

Actual Actual Planned Total Actual
1995-96 1996-97  Spendin g Authorities 1997-98
1997-98 1997-98

Operating Revenues 14,353 9,688 8,998 8,998 7,003
Operating Expenses 14,526 9,391 8,998 8,998 6,668
Gross Operatin g Profit or (Loss) (173) 297 0 0 335
Other Revenues:

Early Departure Incentives - 1,878
Other Expenses:

Provision for compensation 154 -

Employee termination benefit expenses 1,933 67
Net Profit (Loss) before retroactive adjustment (1,790) 2,146
Retroactive adjustment relating to the transfer
from Vote 5 1,058
Profit or (Loss) for the year (A73) (732) 0 0 2,146
Add items not requiring use of funds:

Depreciation/Amortization 272 212 192 192 159

Provision for employee termination benefits 187 55 213 213 202

Provision for compensation 154 -

Loss on disposal of capital assets 159 134
Changes in working capital and other items 80 (2,284) 95 95 (2,602)
Investing activities:

Acquisition of depreciable assets (110) (51) (500) (500) (52)
Cash surplus (requirement) 256 (2,487) 0 0 (13)
Authority: cumulative surplus (drawdown) 6,276 4,847 5,822 5,822 6,832

Notes:

1. Other revenues and expenses and the retroactive adjustment represent costs and financing related to the special departure
incentive programs.

2. Other items represent variations of the long-term provision for employee termination benefits and transactions accounted
against the appropriation after March 31, the Early Departure Incentives and the retroactive adjustment relating torthe transfe
from Vote 5.

Financial Table 15
Contin gent Liabilities

This is not applicable to PSC
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Section 5: Other Information

5.1

Ruth Hubbard

President of the Public Service
Commission

L'Esplanade Laurier

300 Laurier Avenue West, West Tower
Ottawa, Ontario

Canada

K1A OM7

(613) 992-2788 (tefghone)

(613) 996-4337 (fax)
r.hubbard@sc-cp.gc.ca

Mary Gusella

Commissioner

L'Esplanade Laurier

300 Laurier Avenue West, West Tower
Ottawa, Ontario

Canada

K1A OM7

(613) 992-2644 (tefghone)

(613) 996-4337 (fax)
m.gusella@sc-cp.gc.ca

Contacts for Further Information & Departmental Web Site

Ginette Stewart
Commissioner
L'Esplanade Laurier
300 Laurier Avenue West, West Tower
Ottawa, Ontario
Canada
K1A OM7
(613) 995-9051 (tefghone)
(613) 996-4337 (fax)
g.stewart@sc-cf.gc.ca

Jean-Guy Fleury

Senior Executive Director, Resoigcin
and Learnig Branch

L'Esplanade Laurier

300 Laurier Avenue West, West Tower
Ottawa, Ontario

Canada

K1A OM7

(613) 992-0894 (tefghone)

(613) 992-9905 (fax)
jeanguy.fleury@mspsc-cfp.x400gc.ca

Other Information
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Judith Moses

Executive Director, PolicResearch and
Communications Branch

L'Esplanade Laurier

300 Laurier Avenue West, West Tower
Ottawa, Ontario

Canada

K1A OM7

(613) 995-6134 (tefghone)

(613) 995-0221 (fax)
judith.moses@mpgsc-cp.x400gc.ca

Gilles Depratto

Director General, Recourse Branch
L'Esplanade Laurier

300 Laurier Avenue West, West Tower
Ottawa, Ontario

Canada

K1A OM7

(613) 992-5418 (tefghone)

(613) 995-6985 (fax)
gilles.degratto@mspsc-cp.x400gc.ca

Amelita Armit

Executive Director, Qanate
Magement Branch

L'Bdanade Laurier
300 Laurier Avenue West, West Tower

Ottawa, Ontario
Canada

K1A OM7

(613) 992-2425 (tgdhone)

(613) 992-7519 (fax)

amelita.armit@mssc-cip.x400gc.ca

Information on the Public Service Commissionyrba obtained from the gartmental

web site at:

http://www.psc-cp.gc.ca/
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5.2 Legislation Governin g the Public Service Commission

Legislation assigning exclusive functions and responsibilities to the PSC
Public Service Employment Act R.S.C. 1985, c. P-33 as amended

Legislation directly impacting on PSC functions
A. Canadian Human Rights Act R.S.C. 1985, c. H-6 as amended
B. Official Languages Act S.C. 1988, c. 38
C. Canadian Charter of ghts and Freedoms,
Part | of Constitution Act, 1982 bayrschedule B
of the Canada Act 1982 (U.K.), 1982, c.11

Legislation containing responsibilities which Treasury Board assigns to, shares with
or impacts on the PSC

Financial Administration Act R.S.C. 1985, c. F-11 as
amended
Employment Equity Act S.C. 1993-94-95, c. 44

5.3 Statutor y Annual Report and Other Departmental Reports
The following documents are available from the Public Service Commission:

PSC Annual Report (1996-97)
Internet address: Iptf/www.psc-cip.gc.ca/annrpt/ann9697e.htm

PSC Annual Report Highlights (1996-97)
Internet address: Iptf/www.psc-cip.gc.ca/annrpt/highle.htm

PSC Estimates Part Il (1997-98)
Internet address: Iptf/www.ths-scigc.ca/tb/estimate/1997199®Kc97 epdf

PSC Report on Plans and Priorities (1998-99)
Internet address: ptt/www.ths-sctgc.ca/tb/estimate/19981999/rPSE€pdf

Other Information 59



	Public Service Commission of Canada
	Executive Summary
	Chart of Key Results Commitments
	Section 1: President’s Message
	Section 2: Departmental Overview
	2.1 Mandate, Mission, Vision and Responsibilities
	2.1.1 Mandate
	2.1.2 Mission
	2.1.3 Vision
	2.1.4 Responsibilities

	2.2 Operating Environment
	2.2.1 Objectives
	2.2.2 Priorities
	2.2.3 Challenges
	2.2.4 Key Partners in Human Resource Management

	2.3 Departmental Organization
	2.3.1 Business Line Description
	2.3.2 Organizational Structure
	2.3.3 Organizational Crosswalk


	Section 3: Departmental Performance
	3.1 Performance Expectations
	3.1.1 Strategy for Improved Performance Measurement
	3.1.2 Performance Expectations based on the PSC's 1997-98 Part III

	3.2 Performance Accomplishments
	3.2.1 Departmental Performance Accomplishments
	3.2.2 Business Line Performance Accomplishments
	3.2.2.1 Business Line: Resourcing
	3.2.2.2 Business Line: Learning
	3.2.2.3 Business Line: Recourse
	3.2.2.4 Business Line: Policy, Research and Outreach
	3.2.2.5 Business Line: Corporate Services

	3.2.3 Key Reviews, Audits, and Evaluations
	3.2.4 Government-Wide Priorities and Horizontal Issues


	Section 4: Financial Performance
	4.1 Financial Performance Overview
	4.2 Financial Summary Tables

	Section 5: Other Information
	5.1 Contacts for Further Information & Departmental Web Site
	5.2 Legislation Governing the Public Service Commission
	5.3 Statutory Annual Report and Other Departmental Reports


