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Executive Summary 

Introduction 
 
In 2003, a Values and Ethics Code for the Public Service (Code) was launched across the 
Government. It sets forth the values and ethics for public servants to guide and support 
them in all their professional activities.  
 
As per the Code, the Deputy Minister and senior managers have a particular 
responsibility to exemplify, in their actions and behaviours, the values of the public 
service. They have a duty to infuse these values into all aspects of the work of their 
organizations. It is expected that they will take special care to ensure that they comply at 
all times with both the spirit and the specific requirements of this Code. This includes the 
arrangements established by Management to exemplify and promote public service 
values and to ensure compliance with laws, regulations, policies and standards of ethical 
conduct. 
 
At the Department of Canadian Heritage (PCH), the responsibility for values and ethics is 
shared among all Canadian Heritage employees; however, the promotion, implementation 
and monitoring of compliance to the Code are managed and led by a team composed of 
the Values and Ethics Champion (previously the Associate Deputy Minister, and 
currently the Deputy Minister), the Director of Human Resources, and the Ombudsman.  
 
The objectives of this audit were to provide PCH Senior Management with assurance that 
the Department has; clearly defined and communicated that the Code and the related 
policies are to be adhered to by PCH employees; an established values and ethics 
governance structure and Management has implemented processes and procedures that 
exemplify and promote the Code, and ensures that these are effective; and, that the 
Departmental values and ethics processes and procedures are in compliance with the 
Code. The audit team examined the governance structure and management practices, 
processes, and policies related to values and ethics at PCH, National Capital Region and 
other regions. The letters of offer testing covered the period from September 2009 to 
August 2010. 
 
Key Findings 
 
Throughout the audit fieldwork, the audit team observed several examples of how 
controls are properly designed and applied effectively. This resulted in several positive 
findings which are listed below: 

 A governance committee, Values and Ethics Framework, and a multi-year Values 
and Ethics Action Plan are in place; 

 There is a knowledgeable, experienced and dedicated values and ethics leadership 
team that is responsible for values and ethics at PCH; 

 An annual reminder email is sent from the Values and Ethics Champion and the 
Deputy Minister to all PCH employees and often includes links to related guides 
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(e.g. Guide on Outside Activities or Employment) that are available to employees 
on the departmental intranet site; 

 All sampled letters of offer included appropriate signatures to indicate 
acknowledgement of the Code; 

 Intranet websites with relevant and appropriate information, such as values and 
ethics policies, processes, procedures and guides, are available to staff for 
reference; 

 Employees have been consulted, via focus groups, in the development of the new 
PCH Code; and, 

 All management and staff interviewed through this audit were aware of the Code.  
 

The audit team also identified areas where management practices and processes could be 
improved. 

 Additional clarification is required to further explain the Department’s Values and 
Ethics Framework and to formalize expected values and ethics processes and 
procedures.  The audit team identified potential confusion given the current 
shared responsibility leadership model for values and ethics. 

 Based on leading practices, PCH could make use of more frequent, innovative and 
varied methods of communication and training specific to values and ethics. For 
higher risk positions, making values and ethics a more visible component of 
competency profiles and requiring periodic re-acknowledgement of compliance to 
the Code would be beneficial and is considered a leading practice. 

 The performance measures do not adequately describe how Management will 
measure the success of values and ethics initiatives and a status review of the 
Values and Ethics Action Plan is planned to occur only on an annual basis.  

 
 
Recommendations 
 
Governance: 
 

1. Building on the Values and Ethics Framework, the Director General of Human 
Resources and Workplace Management Branch (HRWMB) in collaboration with 
the Values and Ethics Leadership Team should clarify both leadership and 
department-wide roles and expected values and ethics processes and procedures at 
PCH; as well as assess the risks identified pertaining to the shared leadership 
model in order to confirm its ongoing appropriateness.  

 
Internal Controls: 

 
2. The Director General of HRWMB in collaboration with the Values and Ethics 

Leadership Team should:  
a)  expand its current efforts to promote the new PCH Code; and,  
  
b)  include a values and ethics component in the competency profiles for 
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high-risk areas and implement a periodic acknowledgement of compliance 
with the Code for these areas. 

 
3. The Director General of HRWMB in collaboration with the Values and Ethics 

Leadership Team should develop a performance measurement scorecard with the 
critical few performance measures that will allow PCH to assess whether its 
values and ethics activities are achieving the desired outcomes. 

 
4. The Director General of HRWMB in collaboration with the Values and Ethics 

Leadership Team should increase the frequency of its review of the Department’s 
Values and Ethics Action Plan to ensure progression as planned, to identify any 
resource requirements, and to resolve any issues which may hinder progress.  

 
Statement of Assurance 
 
In my professional judgment as Chief Audit and Evaluation Executive, sufficient and 
appropriate audit procedures have been conducted and evidence gathered to support the 
accuracy of the opinion provided and contained in this report.  The opinion is based on a 
comparison of the conditions, as they existed at the time, against pre-established audit 
criteria that were agreed to with Management. The opinion is applicable only to the entity 
examined and within the scope described herein. The evidence was gathered in 
compliance with Treasury Board policy, directives, and standards on internal audit. 
Sufficient evidence was gathered to provide Senior Management with the proof of the 
opinion derived from the internal audit. 
 
Audit Opinion 
 
In my opinion, management of values and ethics has control weaknesses, with moderate 
risk exposures that require Management attention related to communication, governance 
structure, performance measurement and the values and ethics processes and procedures. 

 
Original signed by: 
 
__________________________________________________ 

Richard Willan 
Chief Audit and Evaluation Executive 
Department of Canadian Heritage 
 
 
 
 
 
 
 

                                                 
 
 The audit opinion is based on overall materiality and risk as represented by the noteworthy findings and 
recommendations reported. 
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1. Introduction and Context 

1.1 Context 
 
The Public Servants Disclosure Protection Act (Subsection 6(1)) requires deputy heads 
and chief executives of public sector organizations to establish an organizational code of 
conduct applicable to their specific work environment and mandate. 
 
The Department of Canadian Heritage (PCH) is finalizing its departmental code of 
conduct. The Office of the Chief Audit and Evaluation Executive has undertaken a 
Values and Ethics Audit whose recommendations will serve the implementation of this 
code.  
 
In addition, the Values and Ethics Audit will serve the Departmental Audit Committee in 
their annual review of the arrangements established by management to promote public 
service values and ensure compliance to Values and Ethics Code for the Public Service 
(Code). 

1.2 Authority for the Project 
 
The authority for this audit is derived from the Multi-Year Risk-Based Audit Plan, which 
was recommended for approval by the Departmental Audit Committee in February 2010 
and approved by the Deputy Minister in March 2010.  

1.3 Background 
 
In 2003, a Code was launched across the Government. It sets forth the values and ethics 
for public servants to guide and support them in all their professional activities. The Code 
serves to maintain and enhance public confidence in the integrity of the Public Service. It 
also serves to strengthen the respect for, and appreciation of, the role played by the Public 
Service within the Canadian democracy.  
 
As per the Code, the Deputy Minister and senior managers have a particular 
responsibility to exemplify, in their actions and behaviours, the values of the public 
service. They have a duty to infuse these values into all aspects of the work of their 
organizations. It is expected that they will take special care to ensure that they comply at 
all times with both the spirit and the specific requirements of the Code. This includes the 
arrangements established by Management to exemplify and promote public service 
values and to ensure compliance with laws, regulations, policies and standards of ethical 
conduct. 
 
At the Department of Canadian Heritage, the responsibility for values and ethics 
responsibility is shared among all Canadian Heritage employees; however, the 
promotion, implementation and monitoring of compliance to the Code are managed and 
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led by a team composed of the Values and Ethics Champion (previously the Associate 
Deputy Minister, and currently the Deputy Minister), the Director of Human Resources 
and the Ombudsman.  
 
Each of the leadership team members is assigned responsibility for specific values and 
ethics components. The Director of Human Resources is responsible for conflict of 
interest and post employment measures, the departmental policies on receiving gifts and 
hospitality, harassment, and political activity of the Department staff. Along with her 
responsibility with regards to union/Management consultations, the Ombudsman has 
responsibility for ensuring that the Department’s disclosures concerning wrongdoing are 
in line with Treasury Board Secretariat policies, and also has direct responsibility for 
informal conflict management. Overlooking the values and ethics management within 
PCH, the Champion is an integrator and a bridge between the different parts of the 
organization that play key roles in values and ethics processes (such as human resources, 
Ombudsman, Executive Committee, Management Committee, etc.) and has convening 
power to bring together different parts of the organization. 

2. Objective 

The objectives of this audit were to provide PCH Senior Management with assurance 
that: 
 
 The Department has clearly defined and communicated that the Code and related 

policies are to be adhered to by PCH employees.  
 The Department has an established values and ethics governance structure and 

Management has implemented processes and procedures that exemplify and promote 
the Code, and ensures that these are effective; and,  

 Departmental values and ethics processes and procedures are in compliance with the 
Code. 

3. Scope 

The audit team examined the governance structure and management practices, processes, 
and policies related to values and ethics at PCH, National Capital Region and other 
regions. The letter of offer testing covered the period from September 2009 to August 
2010.  

4. Approach and Methodology 

All audit work was conducted in accordance with the Treasury Board Secretariat’s 
Internal Auditing Standards for the Government of Canada, and Policy on Internal Audit. 
 
Sufficient and appropriate audit procedures have been conducted and evidence gathered 
to support the audit conclusion provided and contained in this report.  
 
The principle audit techniques consisted of: 
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 review of documentation relevant to the departmental values and ethics policies, 
the governance structure, and the applicable processes and procedures; 

 collection of data through interviews with the values and ethics leadership team as 
well as 30 randomly selected personnel at managerial and staff levels, chosen 
from 32 randomly selected units across the Department (Branches and Regions);  

 review of monitoring procedures and testing of processes used to confirm 
adherence to the Code;  

 examination of 15 human resources files to confirm proper use and completion of 
the letter of offer; and, 

 review of leading practices for values and ethics.  

5. Observations and Recommendations  

Based on evidence gathered through an examination of documentation, analysis and 
interviews conducted, each audit criterion was assessed by the audit team and conclusions 
are included in the Appendix A.  
 
Management practices and processes for values and ethics at the Department were 
generally found to be well controlled in specific areas; and, the audit team identified 
opportunities for improvement resulting in four recommendations in the areas of 
Governance and Internal Controls. During the course of the audit, minor observations 
were communicated to Management. 
 

5.1 Governance 

5.1.1 Values and Ethics Governance 
 
 
 
 
 
 

Additional clarification is required to further explain the Department’s Values and Ethics 
Framework and to formalize expected values and ethics processes and procedures.  The 
audit team also identified potential confusion given the current shared responsibility 
leadership model for values and ethics. 

 
Analysis 
 
At PCH, responsibility for values and ethics is shared among Human Resources and 
Workplace Management Branch (HRWMB) and the Ombudsman Office, with oversight 
from the Values and Ethics Champion.  Key governance and oversight elements were 
found to be in place, including a knowledgeable and experienced leadership team and a 
governance advisory committee (the Human Resources and Workplace Management 
Advisory Committee (HRWMAC)).  The PCH Values and Ethics Framework describes, 
at a high level, the roles of values and ethics leadership team, the drivers, the governance 
structure, the program elements and planned results, and the outcomes related to values 
and ethics. The Values and Ethics Framework is meant to provide a foundation for the 
processes and the resources used to manage values and ethics at PCH.  
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As per the audit findings, specific values and ethics responsibilities are defined in the 
Director of Labour Relations & Classification and Ombudsman Officer individual job 
descriptions. Nevertheless, the current Values and Ethics Framework does not have 
supporting documentation that formalizes and explains the various elements, processes 
and procedures used at PCH.  
 
The audit team found that the current shared responsibility leadership model for values 
and ethics presents potential confusion for PCH employees in terms of knowing where 
the information or assistance services are for specific situations.  Although the current 
values and ethics leadership team has developed a strong working relationship, the 
effectiveness of the governance structure could be strengthened with greater clarification 
of the values and ethics roles and responsibilities.  These concerns were noted in two 
independent studies conducted for Management that made recommendations on how the 
values and ethics governance structure and responsibilities could be modified to clarify 
roles and improve priority setting.  
 
Risk Assessment 
 
Without further clarification and descriptions of the various elements of PCH’s Values 
and Ethics Framework (i.e. expected processes, procedures, and clarified roles and 
responsibilities) there is a risk that the achievement of desired values and ethics outcomes 
could be adversely affected.  In addition, with shared responsibilities amongst the values 
and ethics leadership team, there is a risk that processes may be less efficient and/or that 
issues may not be addressed in a timely manner.  
 
Recommendation 
 

1. Building on the Values and Ethics Framework, the Director General of HRWMB 
in collaboration with the Values and Ethics Leadership Team should clarify both 
leadership and department-wide roles and expected values and ethics processes 
and procedures at PCH; as well as assess the risks identified pertaining to the 
shared leadership model in order to confirm its ongoing appropriateness.  

 

5.2 Internal Control 

5.2.1 Values and Ethics Communications, Training, and 
Acknowledgement 
 
 

Based on leading practices, PCH could make use of more frequent, innovative and 
varied methods of communication and training specific to values and ethics. For 
higher risk positions, making values and ethics a more visible component of 
competency profiles and requiring periodic re-acknowledgement of compliance to 
the Code would be beneficial and is considered a leading practice. 
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Analysis 
 
The Department’s primary mechanism used to inform staff and reinforce the importance 
of values and ethics matters is email. PCH employees interviewed during the audit 
expressed an interest in more innovative and varied methods of communication, as well 
as more frequent reminders on values and ethics. This confirms that the other 
mechanisms used to distribute information, such as intranet site, ad hoc presentation and 
workshops are insufficient to meet employees’ expectations and needs.   
 
PCH has a grant and contribution mandate which brings specific values and ethics risks. 
Since values and ethics training is not mandatory at PCH, the use of practical values and 
ethics case studies tailored to reflect PCH experiences and job requirements was 
identified as a potential practice to improve the usefulness and practicality of ongoing 
training across the Department.  
 
Leading practices in values and ethics suggest supplementing email communication and 
distribution of information through intranet sites with the use of more innovative methods 
of communication, as well as improving training by including practical organization-
specific question and answer sessions, videos, distribution of pamphlets, and especially 
the application of ‘real life’ case studies.  
 
By signing their letter of offer, new PCH employees acknowledge their compliance with 
the Code by accepting the terms and conditions of employment. They are also annually 
reminded of the continuing requirement to comply with the Code. Although periodic re-
acknowledgement of compliance to the Code is not required, leading practices suggest 
having staff in higher risk positions (from a values and ethics perspective) periodically re-
acknowledge their continuing compliance to the Code. It is also suggested that values and 
ethics be made a more visible component in the competency profiles for these higher-risk 
positions. The audit team did not find that PCH’s current processes and procedures 
address either of these suggestions.  
 
Risk Assessment 
 
When there are insufficient or inadequate values and ethics communication, training and 
acknowledgement practices, there is a risk that employees may not fully understand or 
recall their responsibilities with regards to values and ethics or may not be adequately 
informed on how to address and resolve potential ethical challenges or situations that may 
arise within PCH.  
 
Recommendation 
 

2. The Director General of HRWMB in collaboration with the Values and Ethics 
Leadership Team should:  

a)  expand its current efforts to promote the new PCH Code; and,  
  
b)  include a values and ethics component in the competency profiles for 
high-risk areas and implement a periodic acknowledgement of compliance 
with the Code for these areas. 
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5.2.2 Values and Ethics Performance Measurement 
 

The performance measures related to values and ethics do not adequately describe 
how Management will measure the success of values and ethics initiatives.  In 
addition, a status review of the Values and Ethics Action Plan is only planned to 
occur on an annual basis. 

 
 
 
 
 
Analysis 
 
PCH’s Values and Ethics Framework describes desired high-level outcomes in relation to 
values and ethics, and a supporting Values and Ethics Action Plan has been put in place.  
This Plan includes activities designed to achieve the values and ethics objectives.  The 
Department uses a combination of processes (e.g. Management Accountability 
Framework reporting and Ombudsman reporting) to monitor values and ethics 
performance.  
 
While the Values and Ethics Framework lists desired results and outcomes such as 
engaged employees, stable work force and healthy organization, the audit team found that 
the performance measures do not adequately describe how Management will measure the 
success of PCH’s values and ethics initiatives. The audit team noted that status updates 
and reviews of the Values and Ethics Action Plan are planned to occur at the HRWMAC 
only on an annual basis.   
 
Based on the leading practice from the 2005 study undertaken by the Office of Public 
Service Values and Ethics, the Values and Ethics Action Plan should include specifics on 
the budgeted resources (human and financial) required to implement the planned 
activities. 
 
Risk Assessment 

Without adequate performance measures, there is a risk that the effectiveness of values 
and ethics processes within PCH cannot be measured, and there will be limited ability to 
identify required improvements to those processes. Due to the frequency of the planned 
Action Plan review by HRWMAC (annual), there is a risk that Management may not 
complete its activities as planned, and will not be able to proactively identify potential 
issues. This may result in difficulties in determining whether results and outcomes as 
described in the Values and Ethics Framework are being achieved.   
 
Recommendations 
 

3. The Director General of HRWMB in collaboration with the Values and Ethics 
Leadership Team should develop a performance measurement scorecard with the 
critical, few performance measures that will allow PCH to assess whether its 
values and ethics activities are achieving the desired outcomes. 
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4. The Director General of HRWMB in collaboration with the Values and Ethics 
Leadership Team and Management should increase the frequency of its review of 
the Department’s Values and Ethics Action Plan to ensure progression as planned, 
to identify any resource requirements, and to resolve any issues which may hinder 
progress.  

 
 

5.3 Risk Management 
 
During the audit planning phase, no specific risks were identified in the area of risk 
management related to values and ethics which warranted further inquiries in the audit 
examination phase.  As such, audit objectives and audit procedures developed for this 
audit did not include a detailed examination of risk management.  No additional or 
significant recommendations were made in the area of risk management.  



 

Appendix A – Audit Criteria 

The conclusions reached for each of the audit criteria used in the audit were developed 
according to the following definitions. 
 

Numerical 
Categorization 

Conclusion 
on Audit 
Criteria 

Definition of Conclusion 

1 
Well 
Controlled 

 well managed, no material weaknesses noted; 
and 

 effective. 

 

2 Controlled 

 well managed, but minor improvements are 
needed; and 

 effective. 

 

3 
Moderate 
Issues 

Has moderate issues requiring Management focus (at 
least one of the following two criteria need to be 
met): 

 control weaknesses, but exposure is limited 
because likelihood of risk occurring is not 
high; 

 control weaknesses, but exposure is limited 
because impact of the risk is not high. 

 

4 
Significant 
Improvements 
Required 

Requires significant improvements (at least one of the 
following three criteria need to be met): 

 financial adjustments material to line item or 
area or to the department; or 

 control deficiencies represent serious 
exposure; or 

 major deficiencies in overall control structure. 

 
 

12 



 

The following are the audit criteria and examples of key evidence and/or observations 
noted which were analyzed and against which conclusions were drawn.  In cases where 
significant improvements (4) and/or moderate issues (3) were observed, these were 
reported in the audit report, and the exposure risk is noted in the table below. 
 
 

Audit Criteria Conclusion 
on Audit 
Criteria 

Observations 

1.1 Values and ethics 
leadership has clearly 
defined and documented 
that the Department must 
adhere to the Values and 
Ethics Code for the Public 
Service (Code) and the 
included policies.  

1 

 Through several different 
mechanisms, policies and procedures, 
the values and ethics leadership has 
clearly defined and documented that 
the Department of Canadian Heritage 
(PCH) staff must adhere to the Code. 

1.2 Values and ethics 
leadership and 
Management use 
communication 
mechanisms to inform 
staff and periodically 
reinforce the importance 
of integrity and ethical 
values. 
 

3 
 

 There is an opportunity to increase 
the frequency and explore use of 
more innovative methods of 
communication beyond email, and 
provide additional guidance on values 
and ethics. 

2.1 A values and ethics 
oversight body and a 
leadership team exist to 
establish a Departmental 
direction concerning 
values and ethics. 

2 

 A document which clearly described 
values and ethics roles and 
responsibilities was not found, and 
while a framework is in place, there is 
no comprehensive and detailed 
information that explains the various 
elements of the framework (including 
roles of the leadership team). 

2.2 A documented 
mandate for the values 
and ethics leadership 
exists and clearly 
communicates the 
oversight body’s roles, 
responsibilities and 
accountability as well as 
the assigned roles, 
responsibilities, and 
accountability of the 

3 

 The only place where values and 
ethics responsibilities are defined is in 
individual job descriptions.   

 A document which clearly describes 
values and ethics roles and 
responsibilities was not found, and 
while a framework is in place, there is 
no comprehensive and detailed 
information that explains the various 
elements of the framework and how 
they have been implemented. 
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Management. 
2.3 Management and the 
values and ethics 
leadership ensures that 
mechanisms and 
assistance are in place to 
help public servants (staff) 
raise, discuss and resolve 
issues of concern related 
to the Values and Ethics 
Code for the Public 
Service, as well as other 
relevant policies. 

2 

 A minor concern expressed by staff 
was there are no values and ethics 
representatives at regional locations, 
and some staff did not feel 
comfortable communicating their 
concerns over the phone. 

2.4 Training is offered and 
provides employees 
appropriate awareness and 
guidance on the Values 
and Ethics Code for the 
Public Service, as well as 
the Department’s values 
and ethics resources and 
mechanisms. 

3 

 While orientation training provided 
includes a component on values and 
ethics, and a module on values and 
ethics (with case studies) was 
included as part of a workshop for 
grants and contributions managers, 
more innovative values and ethics 
training has been requested 

2.5 Values and ethics 
leadership has identified 
performance measures and 
appropriate actions to 
evaluate the Departmental 
values and ethics. 

3 

 The Framework does not outline 
specific performance measures and 
the Action Plan does not outline 
resources required (i.e. Full Time 
Equivalents and budget) to achieve 
the values and ethics objectives.   

2.6 Values and ethics 
leadership and 
Management have 
monitoring mechanisms in 
place to ensure that 
appropriate and effective 
processes and procedures 
are available. 

3 

 The values and ethics leadership team 
primarily uses the Management 
Accountability Framework 
assessment and the Ombudsman 
Report as their performance 
measurement mechanisms, 
inadequate performance measures are 
in place to adequately gauge the 
effectiveness of the values and ethics 
process.   

3.1 Values and ethics 
leadership has monitoring 
mechanisms in place to 
ensure Department’s 
compliance with the 
Public Servants and 
Deputy Head roles, 
responsibilities and 

1 

 The letter of offer, in addition to 
Human Resources and Workplace 
Management Advisory Committee 
(HRWMAC) oversight and the 
Ombudsman Annual Report are used 
to ensure the PCH’s compliance with 
the Public Servants and Deputy Head 
roles, responsibilities and 
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accountability as set in the 
Values and Ethics Code 
for the Public Service. 

accountability as set in the Code.  

3.2 Employees formally 
and periodically 
acknowledge compliance 
with the organization’s 
corporate values and 
ethics, code of conduct or 
equivalent policy. 

3 

 There is an opportunity to improve 
the employee acknowledgement 
processes. Specifically, higher ethical 
risk job categories/positions could 
periodically re-acknowledge 
compliance with PCH’s values and 
ethics Code.  

 



 

Appendix B – Management Action Plan 

Project Title:   Values and Ethics Audit   
 

 

Management Action Plan 
 

5.1  Governance 
Recommendation Actions Who Target Date 

1. Building on the Values and Ethics Framework, 
the Director General of HRWMB in 
collaboration with the Values and Ethics 
Leadership Team should clarify both leadership 
and department-wide roles and expected values 
and ethics processes and procedures at PCH; as 
well as assess the risks identified pertaining to 
the shared leadership model in order to confirm 
its ongoing appropriateness. 

Agree 
 
The creation of a new Office of the Ombudsman 
and Values and Ethics was presented to ExCom on 
April 13, 2011 and was approved.  This office will 
report directly to the Deputy Minister and will be 
responsible, amongst other functions, for the entire 
Values and Ethics program at PCH.  This includes 
all responsibilities associated with the development, 
review and implementation of the PCH code of 
Values and Ethics, including the policy on Conflict 
of Interest (COI).  
 
Appropriate communication will be sent to all PCH 
staff in order to announce the creation of this new 
office and to clarify leadership, roles and 
responsibilities and associated processes and 
procedures at PCH. 

New Director 
V&E 
 
 
V&E 
Champion 
 
 

Summer 2011 
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5.2 Internal Controls 
Recommendation Actions Who Target Date 

2. The Director General of HRWMB in 
collaboration with the Values and Ethics 
Leadership Team should:  

a)  expand its current efforts to promote 
the new PCH Code; and,  
  
b)  include a values and ethics 
component in the competency profiles 
for high-risk areas and implement a 
periodic acknowledgement of 
compliance with the Code for these 
areas. 
 

Agree 
 
a) The PCH Code has been developed.  Between 
October 2010 and March 31, 2011, over 1,000 
employees throughout the department have been 
part of discussions or were given an opportunity to 
comment on the draft PCH Code of V&E.  
However, all activities related to its implementation 
are currently on hold, pending the approval of the 
V&E Code for the Public Service in the house.  An 
action plan for its implementation is nevertheless 
being finalized further to a half day session with 
Communications and V&E staff.  A number of 
promotional activities are being planned. 
 
 
b)  HRWMB is finalizing an approach to determine 
high-risk areas related to Conflicts of Interest, as 
well as a process to ensure periodic 
acknowledgement of compliance to the code, 
further to the OAG Audit on COI.  A similar 
approach will then be used in order to determine the 
high-risk areas for Values and Ethics.  If 
competency profiles exist for high-risk areas that 
have been identified, PCH will explore the 
possibility of adding a values and ethics component. 
 
 

 
New Director 
V&E 
 
 
Senior 
Communication 
Advisor 

a)  Pending 
approval of 
PS Code 
 
b)  March 
2012 
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Recommendation Actions Who Target Date 
3. The Director General of HRWMB in 

collaboration with the Values and Ethics 
Leadership Team should develop a 
performance measurement scorecard with the 
critical few performance measures that will 
allow PCH to assess whether its values and 
ethics activities are achieving the desired 
outcomes. 

Agree 
 
While PCH understands the importance of 
performance measurement, measuring the success 
of values and ethics is a challenge.  PCH will make 
every possible effort to develop a performance 
measurement approach, taking into consideration 
MAF and survey results and best practices within 
the federal public service. 
 

Director of 
Labour 
Relation and 
Classification 
 
V&E 
Champion 
 
New director 

Update of 
2010/11 plan:  
May 2011 
 
 
Subsequent 
review and 
update:  
November 
2011 

Recommendation Actions Who Target Date 
4. The Director General of HRWMB in 

collaboration with the Values and Ethics 
Leadership Team should increase the frequency 
of its review of the Department’s Values and 
Ethics Action Plan to ensure progression as 
planned, to identify any resource requirements, 
and to resolve any issues which may hinder 
progress.  

Agree 
 
An update of the V&E Action Plan for 2010/11 is 
currently underway and will be completed by end of 
May.  The new Director of the Office of the 
Ombudsman and V&E will be given the 
opportunity to review and update the action plan for 
2011/12 and 2012/13 and a review of the plan will 
occur twice yearly and presented to the HRWMAC 
level 3 committee and the V&E Champion. 

New director 
 
V&E 
Champion 
 
 

March 2012 
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