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MESSAGE FROM THE VICE-PRESIDENT OF HUMAN RESOURCES 

I am very pleased to present the 
National Research Council of Canada’s 
(NRC) Strategic Human Resources (HR) 
Plan for fiscal years 2019-20 to 2023-24.  

The Strategic HR plan provides a frame-
work to guide NRC people management 
decisions and investments over a five-year 
horizon and helps support the execution 
of the NRC Five-Year Integrated Strategic 
Plan by positioning the NRC with the 
workforce required to attain strategic 
goals. Through targeted initiatives, the 
plan will enhance the NRC’s ability to 
attract, develop and retain a diverse, 
talented, healthy and engaged work-
force. It provides an opportunity to 
integrate and address various existing 
strategies and initiatives under one 
umbrella to ensure a comprehensive and 
strategic approach to the management 
of NRC’s talent. 

A number of sources helped to inform 
the development of the plan including 
NRC Dialogue consultations, Public 
Service Employee Survey (PSES) results 
and employee consultations, workforce 
demographics, strategic planning 
discussions with NRC senior management 
teams including NRC’s Chief Science 
Advisor, and the examination of Research 
Centre, Branch and IRAP (CBI) Strategic 
Plans. A comprehensive internal and 
external scan also revealed current and 
future HR issues and challenges that 
influenced HR priorities. 

All NRC managers and employees  
have a role to play in the execution  
of the Strategic HR Plan. The plan  
itself provides a foundation through 
workforce strategies — it is only  
through organization-wide engagement 
and commitment that we will achieve 
success in its implementation. 

I very much look forward to overseeing 
the implementation of the plan over  

the coming years and the achievement  
of the plan’s objectives and desired 
outcomes through your involvement  
and contributions.

Emily Harrison
Vice-President, Human Resources 
National Research Council of Canada



NRC STRATEGIC HUMAN RESOURCES PLAN · 2019-2024 · 3  NRC STRATEGIC PLAN · 2019-2024 · 3  

NRC STRATEGIC HR PLAN

Equity, D
iversity  

and Inclusion  
Strategy

W
ellness  

Strategy

Leadership  
D

evelopm
ent  

Fram
ew

ork

PSES  
Strategy

D
ialogue  

Initiatives

External  
HR Change 
Drivers

Government 
Priorities

CBI  
Operating  
Plans

Dialogue 
Consults

MEASURING, MONITORING & REPORTING APPROACH

TALENT 
DEVELOPMENT 

AND  
TRANSITION

TALENT 
ATTRACTION

TALENT  
DIVERSITY  

AND  
WELLNESS

NRC FIVE-YEAR INTEGRATED STRATEGIC PLAN

INTEGRATION OF SUPPORTING STRATEGIES

STRATEGIC PRIORITIES

Internal  
HR Change  

Drivers

President’s 
Mandate

CBI  
Strategic  

Plans

PSES  
Employee 

Consults

The NRC Strategic HR Plan is a companion document 
to the NRC Five-Year Integrated Strategic Plan. The 
Strategic HR Plan will help to ensure alignment of 
the NRC’s people with the organization’s strategic 
objectives as outlined in the Five-Year Integrated 
Strategic Plan, and will position the NRC to address 
current and future HR challenges and issues.  

The plan details three overarching priorities including 
associated strategies and initiatives to help equip 
the NRC with the workforce required for successful 
achievement of its mandate and business goals.  
The Strategic HR Plan Model below demonstrates the 
various inputs that contributed to the development  
of the plan, including the integration of several 
supporting strategies into one comprehensive plan.                                       

CONTEXT





ENVIRONMENTAL 
AND INTERNAL 
ASSESSMENT
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Arash Raeesi 
Ottawa, ON
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EXTERNAL SCAN  
AND CHANGE DRIVERS
A number of external factors and  
trends have an impact on HR  
management at the NRC and  
have influenced NRC HR priorities:    

 ∙ Today’s job candidates are seeking 
organizations that value employee 
wellness and balance. The NRC  
has been stretched by ambitious 
objectives over the past seven years 
and is working toward rebalancing 
activity over time in support of  
work-life balance. Wellness, in  
addition to opportunities for career 
growth, are strong interests of current 
NRC staff, as well as new candidates 
considering a career at the NRC.

 ∙ The NRC faces fierce competition 
from universities, research and 
technology organizations (RTOs), 
other government departments 
(OGDs) and the private sector for  
the best and the brightest science, 
technology, engineering and mathe-
matics (STEM) talent, in addition to 
competition in a wide array of profes-
sional and administrative categories. 
The importance of social media, 
employer branding and innovative 
recruitment approaches will continue 
to augment. 

 ∙ The diversity of the Canadian popula-
tion continues to increase — more 
ambitious measures will be required to 
ensure the representativeness of the 
NRC’s workforce across employment 
equity occupational groups (EEOGs). 
In addition, federal departments and 
agencies are expected to contribute 
to the Government of Canada’s HR 
priorities such as equity, diversity  
and inclusion (EDI) and employee 
well-being and psychological health. 
The NRC is also expected to support 
EDI in the Canadian innovation 
ecosystem through our programs  
and partnerships.

 ∙ It is a priority for the Government of 
Canada to nurture the training ground 
for STEM talent. The NRC provides a 
unique set of research, technical and 
innovation experiences, and benefits 

in our work from the contributions of 
students and postdoctoral fellows —  
this allows the NRC to be a contributor 
to providing STEM training.

 ∙ Public Service organizations face 
implications of ongoing issues with 
the Phoenix pay system and uncertain-
ties around the implications of the 
Next Generation HR and Pay Project.  

Our Values 

INTEGRITY 
Behaving at all times ethically, honestly 
and objectively; being impartial and 
transparent with our colleagues, 
collaborators, stakeholders, clients, and 
the people of Canada; and exercising 
sound stewardship of our resources.

EXCELLENCE 
Pursuing excellence in all that we  
do — in our research and innovation,  
in our collaborations, in execution of  
our programs, in our support to firms,  
and in our delivery of our common 
corporate services.

RESPECT 
Valuing and respecting the knowl- 
edge, expertise, and diversity of  
our colleagues, our workplace, our 
collaborators, our stakeholders and  
our clients to have an impact on  
Canada and the world.

CREATIVITY 
Harnessing our imagination, passion  
for excellence, scientific exploration, 
technology and innovation to generate 
new knowledge, new technologies,  
new business processes, and new 
collaborations for a better NRC and  
a better world.  
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As of March 31, 2019, the NRC employed over 4,000 employees in scientific  
and technical, administrative and other specialist roles, with 58% employed  

in the National Capital Region and 42% in regional offices coast to coast.  
The following data demonstrates the makeup of the NRC workforce.  

WORKFORCE 
ANALYSIS

UNDERSTANDING THE MAKEUP OF THE NRC

SCIENCE & 
TECHNOLOGY  
2,102

MGT · 181

CATEGORY 
3,725 employees**

IRAP · 364
5%

10%

29%

56%

CORPORATE 
SERVICES &  
ADMIN 
1,078

Continuing 3,419

Term 306

Short Term 135

Supplementary 35

Students 194
SALARIED TOTAL 4,089

Visiting Workers 376

GRAND TOTAL 4,465

TENURE 

25 – 35

55+

46 – 55

<25

ENGLISH

FRENCH
29%

FIRST  
OFFICIAL  

LANGUAGE
71%

14%

AGE

35%

29%

22%

1%

36 – 45

89 NATIONALITIES  

12 21
393

TOTAL  
426

FY 18-19

1217
200

TOTAL  
229

FY 17-18 

 Student    
 Research Associate   
 Postdoctoral Fellow

PROGRAM HIRES
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 *  As of March 31, 2019. 
**  Active, continuing and term as of March 31, 2019. S&T/STEM includes all RO, RCO, TO, CS in Research Centres  

and DFS. CS & Admin includes all other classifications, excludes those in IRAP. IRAP excludes IRAP MGTs captured 
in the MGT category.

BREAKDOWN BY CLASSIFICATION*

TOTAL 3,725

FI 72
IS 53
MGT 181

LIB 43

OP 66 PE 50PG 23

TR 7

RCO 850

RO 748

TO 926

AD 232

AS 258

CS 216

2019 2024
 COUNT %   COUNT %

AD 31 13.1 66 27.8

AS 16 6.3 43 16.9

CS 14 6.5 44 20.3

FI 2 2.9 13 18.6

IS 6 11.5 11 21.2

LIB 2 4.5 10 22.7

MGT 17 9.3 54 29.5

OP 13 20.0 19 29.2

PE 1 2.0 5 9.8

PG 4 17.4 7 30.4

RCO 107 12.6 233 27.3

RO 75 11.6 182 28.2

TO 100 10.7 250 26.7

TR 1 14.3 2 28.6

TOTAL 389 10.7 939 25.8

DEPARTURE RATES BY TYPE

DEPARTURE TYPE FY1617 FY1718 FY 18/19
Count Rate Count Rate Count Rate

Employee driven 215 5.3% 232 5.7% 254 6.1%

     Retirements only 97 2.4% 109 2.7% 111 2.7%

Employer driven 15 0.4% 13 0.3% 15 0.4%

Total 230 5.7% 245 6.0% 269 6.5%

Includes continuing and term departures only. Excludes regular end of term departures. Employer driven departures — 
lay-off, discharge, early end of term, rejection on probation. Employee driven departures — retirement, resignation.

REPRESENTATION OF EMPLOYMENT EQUITY* DESIGNATED GROUPS IN THE NRC WORKFORCE

WOMEN
INDIGENOUS 

PEOPLES
PERSONS WITH 

DISABILITIES
VISIBLE  

MINORITIES

Rep Avail†
Rep/
Avail Rep Avail†

Rep/
Avail Rep Avail†

Rep/
Avail Rep Avail†

Rep/
Avail

NRC  36.6% 37.0% 99% 0.8% 2.2% 36% 2.0% 8.5% 24% 18.1% 23.0% 79%

STEM 25.3% 25.9% 98% 0.4% 1.6% 22% 1.8% 8.5% 21% 22.7% 25.4% 89%

†Based on 2016 Census data and 2017 Survey on Disabilities

RETIREMENT ELIGIBILITY 
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Jenny MacPherson 
Halifax, NS
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INTERNAL SCAN AND  
CHANGE DRIVERS
Several internal HR issues and  
challenges have been considered in  
the development of the HR strategy: 

 ∙ The NRC faces challenges in the 
attraction and retention of highly 
qualified personnel (HQP), particularly  
in high growth areas such as digital 
technologies. It is imperative for  
the NRC to carve out a niche in the 
innovation ecosystem that is seen as 
valuable by stakeholders. 

 ∙ PSES results point to employee well- 
ness as a key organizational concern. 
Employee consultations reveal that  
there is a growing “culture of urgency” 
with employees facing numerous 
competing demands. The NRC must 
allocate additional funding to reinvest  
in capital which will require careful 
management of the salary budget.

 ∙ PSES results and consultations reveal  
that NRC employees would like  
additional support for career develop-
ment and increased opportunities for 
promotion. Continued investment  
in the NRC’s people is required to 
maintain excellence. 

 ∙ The NRC lacks a systematic approach to 
developing its formal leaders, identifying 
aspiring or high potential leaders, and 
fostering leadership competencies at all 
levels of the organization. 

 ∙ The NRC continues to face representa-
tion gaps for all four Employment Equity 
Occupational Groups (EEOG) designated 
groups — women, Indigenous peoples, 
persons with disabilities and visible 
minorities, at the aggregate level and 
within specific EEOGs. Change in these 
numbers requires that managers at all 
levels embrace diversity in their hiring 
decisions for their teams over the coming 
five years of the plan, and that they are 
supported by effective central outreach 
to under-represented groups.

 ∙ A number of organizations are facing  
an aging workforce and significant 
potential for retirements — sound 
succession planning will be critical. 

 ∙ Workforce agility is needed to swiftly 
align the workforce with evolving 
priorities and shifting capability  
requirements. Some areas will face 
complex retraining requirements  
under tight time constraints.

KEY RISKS
The NRC will need to manage a  
number of risks that may impact  
successful execution of the  
Strategic HR Plan. Key risks include:

 ∙ The need to achieve broad-based 
engagement and support for  
achievement of the Strategic HR  
Plan objectives among all staff with  
HR and leadership responsibilities.

 ∙ The NRC’s ability to make space  
for several new strategic HR  
initiatives given the abundance  
of competing priorities. 

 ∙ Dated rules, processes, tools,  
frameworks — impedes ability to  
attract talent, innovate and be agile.

 ∙ Technology challenges and access  
to technologies to support the  
conduct of business.

 ∙ Ability of government to resolve  
Phoenix issues and implement  
successful pay system solution.

 ∙ Ability to build and maintain a 
critical mass of HR Branch staff  
to deliver on all facets of the  
strategy, along with ongoing work.

A number of measures will be put into 
place to mitigate these risks such as  
the integration of HR commitments  
in executive performance agreements  
and the continuous improvement of 
business processes. 





STRATEGIC  
HR PRIORITIES  
AND STRATEGIES
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STRATEGIC HR PRIORITIES AND STRATEGIES: FIVE-YEAR IMPLEMENTATION PLAN 

STRATEGIC HUMAN RESOURCES GOAL

The NRC boasts a top calibre, agile, diverse, healthy and engaged workforce supported 
by leading human resources management practices and programs that help to optimize 
individual and organizational performance.  

The following section outlines the three priorities of the Strategic HR plan and the 
associated HR strategies that will be implemented over the planning horizon to achieve 
the overarching goal and desired outcomes, and support the execution of the NRC 
Five-Year Integrated Strategic Plan. Detailed implementation plans for the NRC 
Leadership Development Framework and the NRC Equity, Diversity and Inclusion 
Strategy are provided as Annexes and can be consulted for further detail.    
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TALENT DEVELOPMENT  
AND TRANSITION

DESIRED OUTCOMES
A robust talent pool is available for 
leadership and other key roles when 
vacancies occur; NRC employees are 
satisfied with opportunities for career 
development; Managers are better 
equipped to support employee 
development; The NRC is prepared 
for changing capability requirements; 
The NRC optimizes utilization of 
capabilities across the organization; 
The NRC understands and responds 
to exit interview trends and is able  
to better retain top talent.



TALENT DEVELOPMENT

Skilled and High-Performing Workforce: The NRC will implement activities  
to support career and leadership development, build skills for the future and 
foster a high-performing workforce.

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Implement leadership development framework to equip  
current leaders, build the NRC leadership pipeline and  
strengthen leadership capabilities across the organization,  
including second-language capabilities. The full NRC  
Leadership Development Framework including detailed  
activities and timelines can be consulted in Appendix A.  
High level strategies include:
 ∙ Implement learning programs, tools and resources to  

support leaders in formal supervisory roles. 
 ∙ Develop employees showing potential or aspiration for  

more advanced leadership roles.
 ∙ Provide programs and tools to support the development  

of key leadership skills in employees at all levels.

FY 2019-20

Support career development through the establishment  
of career paths in key areas.

FY 2020-21

Develop practical tools to equip managers to manage  
performance and develop others.

FY 2020-21

Leverage and promote the Commitment to Excellence (CTE)  
process as key tool to enable career development.

FY 2019-20

Implement strategies to support professional development  
opportunities such as interchanges, secondments, external and 
internal assignments, project work and committee participation.

FY 2019-20

Continue to implement CBI workforce and succession planning, 
including development plans for high potential employees.

FY 2019-20

16  
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TALENT TRANSITION

Agile and Optimally Utilized Workforce: The NRC will implement strategies 
to prepare for changing capability requirements and ensure effective use  
of resources. 

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Implement transition strategies to grow the capability of the  
workforce in emerging areas including retraining.

FY 2019-20

Develop and implement strategies to facilitate cross-CBI  
collaboration and pooling/sharing of resources.

FY 2019-20

Define, communicate and execute strategies to support exiting 
workforce including preparation for retirement and post-retirement 
engagement of researchers and employees in other key roles.

FY 2019-20

Refine exit interview process and methodology and monitor trends. FY 2019-20
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TALENT  
ATTRACTION

DESIRED OUTCOMES
The NRC is able to attract the best 
and the brightest talent with the right 
capability mix to meet current and 
emerging business needs; A strong 
pipeline of talent is established;  
The NRC is recognized as a critical 
part of the STEM training ecosystem; 
The NRC’s ability to develop the next 
generation of leaders is strength-
ened; The NRC is recognized as a 
prestigious employer.



Shawna Pandya 
Ottawa, ON
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TALENT ATTRACTION

Top Calibre Workforce: The NRC will implement strategies to attract a 
talented workforce, build a strong pipeline of future talent and nurture  
the training ground for STEM talent.

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Explore and deploy new and innovative approaches to talent  
sourcing such as gig workforce and Talent Cloud, and leverage  
existing networks  (i.e. collaborations, adjunct professors, NRC  
employees) to attract top talent.

FY 2019-20

Continue to build the NRC employer brand, expand social media 
presence and explore innovative marketing and outreach approaches.

FY 2019-20

Continue to grow relationships with universities to enhance recruitment 
of young, high-potential talent through the NRC’s student programs.

FY 2019-20

Implement the NRC STEM training continuum that includes:

 ∙ Continued fostering of the Post-Doctoral Fellowship (PDF) program.

 ∙ High-school outreach through the development of a youth  
engagement strategy.

 ∙ Continued enhancements to the NRC’s undergraduate student 
programs including outreach, networking events, mentoring and 
experiential learning opportunities.

 ∙ Development of a prestigious program for Graduate students in 
partnership with Canadian universities.

 ∙ Evaluation and repositioning of the Research Associate (RA) program.

FY 2019-20

Explore NRC sabbatical, interchange and secondment opportunities  
in targeted areas to bring in top talent.

FY 2019-20

Explore Senior Research Fellowships to attract and retain researchers  
in critical areas such as Digital Technologies.

FY 2019-20

* Note: The STEM Continuum Strategy is under development. The strategy will be further  
integrated in the Strategic HR Plan, and added as an Appendix, once finalized and endorsed.



22  
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TALENT DIVERSITY  
AND WELLNESS

DESIRED OUTCOMES
The NRC workforce is diverse and 
representative; The NRC is a more 
inclusive work environment for 
under-represented groups where  
all employees feel included and  
are enabled to participate fully;  
The NRC’s work with clients, part-
ners and entrepreneurs is free from 
barriers and the NRC contributes to 
a more inclusive innovation system; 
The NRC workforce is healthy, 
engaged, motivated and productive. 
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TALENT DIVERSITY

Diverse and Representative Workforce: Engaging with key communities  
and stakeholders, the NRC will develop and implement tools and resources 
to recruit and retain a representative, diverse and inclusive workforce.

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Establish clear targets for increasing representation of EE  
designated group members.

FY 2019-20

Focus hiring activities on the NRC’s EE representation gaps. FY 2019-20

Increase accuracy of EE representation data internally. FY 2019-20

Consider EE representation gaps when developing talent. FY 2019-20

Accessible Employment and Programs: Employment barriers identified 
through employment systems reviews will be addressed. Diversity and inclu-
sion values and practices will be integrated into existing corporate processes.

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Address identified barriers to EE designated group members and  
a diverse workforce in employment-related systems and policies.

FY 2019-20

Embed diversity and address barriers in the NRC’s programs  
and policies.

FY 2019-20

Take concrete steps to improve accessibility of NRC premises, 
content and systems.

FY 2019-20

Inclusive Culture: Behaviours of acceptance, understanding, and respect are 
modeled and recognized, fostering an environment where all individuals can 
work and engage effectively and to their full potential.

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Foster inclusion through awareness and training. FY 2019-20

Ensure visible signs of commitment to diversity and inclusion  
across the NRC.

FY 2019-20

Foster communities, networks and mentoring that support a  
diverse organization.

FY 2019-20

Reflect the spirit of the Official Languages (OL) Act and promote  
use of both OL.

FY 2019-20

Consult Appendix B for a full profile of the NRC Equity, Diversity and Inclusion Strategy  
including additional information on detailed milestones, deliverables and outcomes. 

24 
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TALENT WELLNESS

Healthy and Engaged Workforce: The development and implementation  
of a comprehensive wellness strategy and program will support employee 
wellbeing and mental health across the organization. 

STRATEGIES
LAUNCH YEAR 
OF INITIATIVE

Develop a comprehensive organizational Wellness Strategy including 
awareness, training, tools and resources to support well-being.

FY 2019-20

Hire a dedicated wellness resource to ensure a well-supported  
wellness program.

FY 2019-20

Establish an NRC Wellness Champion. FY 2019-20

Implement Wellness Strategy components including:

 ∙ Creation of the NRC Wellness Portal — establish wellness link  
under workplace section of MyZone and establish compendium  
of resources.

 ∙ Continue to leverage the Employee Assistance Program (EAP) 
service including LifeSpeak, an online health and wellness platform. 

 ∙ Promote and raise awareness of wellness issues, tools, resources  
and services through a variety of internal communications channels 
and employee information sessions.

 ∙ In collaboration with unions, execute a joint psychological hazard 
analysis and assessment, building on the data gathered through 
PSES employee consultation sessions.

 ∙ Examine wellness training options to implement across the  
organization and to specific groups of employees (i.e. employees, 
supervisors, senior leaders).

FY 2019-20

Continue to examine PSES annual results to identify areas of  
concern and adapt/develop strategies to improve employee  
engagement and wellness results.

FY 2019-20

Develop and implement the new NRC leave with income  
averaging policy.

FY 2019-20

Develop and implement Conflict Resolution and Harassment  
and Violence Prevention Policy and Program including training, 
awareness and dedicated resources.

FY 2019-20

 The NRC Wellness Strategy is to be developed in FY 2019-20 at which time it  
will be further integrated into the Strategic HR Plan and added as an Appendix. 





MEASURING  
AND  
MONITORING 
PROGRESS
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KEY PERFORMANCE INDICATORS

The following methodology has been implemented to establish five-year targets for  
the PSES key performance indicators of the Strategic HR Plan:

 ∙ 10 percentage point improvement in PSES results for questions where the NRC’s  
PSES 2018 results are more than 5% lower than the Public Service-wide average  
results. The 2018 public service-wide average result is set as the target in cases  
where the 10 percentage point increase to the NRC result does not meet the 2018 
PS-wide average result. 

 ∙ 5 percentage point improvement in PSES results for questions where the NRC’s  
PSES 2018 results are higher, equal to or 5% or less than the Public Service-wide 
average results.

STRATEGIC PRIORITY · TALENT DEVELOPMENT & TRANSITION

INDICATOR BASELINE 2023/24 TARGET CHANGE

PSES · The NRC  
does a good job  
of supporting  
employee career  
development.

PSES 2018 · 45%
(PS Avg. · 53%)

55% ↑10%

PSES · I believe I  
have opportunities  
for promotion at  
the NRC.

PSES 2018 · 39%
(PS Avg. · 48%)

49% ↑10%

Leadership  
Development  
Program  
participation.

n/a Participation 
targets  
achieved

n/a

PSES · I am satisfied  
with the quality of  
supervision I receive.

PSES 2018 · 74%
(PS Avg. · 75%)

79% ↑5%

PSES · I have  
confidence in the  
senior management  
at the NRC.

PSES 2018 · 56%
(PS Avg. · 58%)

61% ↑5%

PSES · I would  
prefer to remain  
with the NRC, even  
if a comparable  
job was available  
elsewhere in the PS.

PSES 2018 · 65%
(PS Avg. · 59%)

70% ↑5%

Employee  
Resignation Rate.

FY 2016-17 · 5.3%
FY 2017-18 · 5.7%
FY 2018-19 · 6.1% 

5-5.3% ↓1%

28  
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STRATEGIC PRIORITY · TALENT ATTRACTION

INDICATOR BASELINE 2023/24 TARGET CHANGE

Time to fill. FY 2018-19:
75 days

70 days ↓5 days

Number of students/ 
graduate students,  
RAs and PDFs.

FY 2018-19:
426

Hiring targets 
achieved1 

n/a

The NRC is identified  
as a Canada Top 100  
Employer.

n/a Yes n/a

STRATEGIC PRIORITY · TALENT DIVERSITY & WELLNESS

 
INDICATOR

 
BASELINE

2023/24 
TARGET

 
CHANGE

PSES · The NRC does  
a good job of raising  
awareness of mental  
health in the workplace.

PSES 2018 · 42%
(PS Avg. · 71%)

71% ↑29%

PSES · I would describe  
my workplace as being  
psychologically healthy.

PSES 2018 · 53%
(PS Avg. - 59%)

63% ↑10%

EE representation  
statistics.

FY 2018-19:
Women 99%
Aboriginal 36%
Disability 24%
Visible Minority 79%

100%  
represen-
tation  
across all  
groups

Women ↑1% (rep/avail)

Aboriginal ↑64% (rep/avail)

Disability ↑76% (rep/avail)

Visible  
Minority ↑21% (rep/avail)

PSES · The NRC  
implements activities  
and practices that  
support a diverse  
workplace.

PSES 2018 · 73%
(PS Avg. · 78%)

78% ↑5%

1 The NRC sets target numbers of PDF hires per year. Targets for student, graduate student and/or  
RA hires per year will be established with the implementation of the STEM Continuum Strategy.

MONITORING AND REPORTING APPROACH

The NRC senior leadership is committed to moving forward on the priorities of the 
Strategic HR Plan. The plan will be reviewed annually to monitor progress and confirm  
HR priorities and strategies. The annual review process will include the following:

 ∙ Review and analysis of annual CBI workforce plans to identify new and emerging issues.

 ∙ Analysis of annual PSES results and trends to validate key areas of concern.

 ∙ Monitoring of Strategic HR Plan key performance indicators to assess progress of 
strategies. 

 ∙ Review of key HR data including EE representation statistics and resignation rates

 ∙ Consultation with the NRC Senior Executive Committee  to report progress and  
confirm HR direction, priorities and strategies.  

The Strategic HR Plan will be adjusted and updated as appropriate based on the  
comprehensive annual review as described. 





APPENDIX A 

NRC LEADERSHIP 
DEVELOPMENT 
FRAMEWORK 
2018-2021 
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LEADERSHIP DEVELOPMENT FRAMEWORK 
BACKGROUND AND OVERVIEW

Through the NRC Dialogue exercise 
together with an analysis of workforce 
plans and recent Public Service 
Employment Survey (PSES) results, a 
number of gaps in leadership at the NRC 
were identified including the need for the 
NRC to develop the following capabilities:
1. Core management knowledge  

(both behavioural and technical.
2. Strategic, big picture thinking  

(vs. focus on management/
operations).

3. Enabling employee and team growth.
4. Embracing diversity and inclusion.
5. Building collaboration and respect.
6. Influencing (vs. formal authority).
7.  Supporting employee and  

workplace wellness.

We also heard that the NRC lacks a 
systematic approach to developing  
its formal leaders, identifying aspiring  
or high potential leaders, or fostering 
particular leadership competencies 
applicable at all levels of the organization. 

The NRC Leadership Development 
Framework was designed to provide  
a systematic approach to developing  
core knowledge and key competencies  
in formal and informal leaders at all  
levels. The framework outlines learning 
programs, tools and resources that will 
support leaders and employees at all 
levels. The Leadership Development 
Framework has three areas of focus: 
1.  Equipping leaders for their current 

leadership role.
2.  Developing employees who show 

potential or aspiration for more 
advanced leadership roles.

3. Developing leadership competencies 
that can be applied at any level.

In addition, the NRC has endorsed the 
following leadership principles that will 
help guide our leadership focus and will 
be developed and supported throughout 
the framework:

1.  Create vision and strategy ·  
thinking big, charting a path  
forward, and going beyond  
day-to-day management.

2.  Enable employee and team growth · 
knowing how to fully leverage 
expertise within a team, fostering 
career development and growth.

3.  Embrace diversity and inclusion · 
fostering a diverse workforce and 
inclusive workplace, creating an 
environment where everyone can 
participate fully.

4.  Build collaboration and respect · 
nurturing collaboration internally  
and externally, bringing in others 
early enough to add value.

5.  Influence · feeling empowered; 
influencing others without reliance  
on formal authority.

6.  Support employee and workplace 
wellness · fostering a healthy, 
balanced, well workplace; contribut-
ing to a positive work environment.

7.  Promote innovation · creating  
an environment that fosters innova-
tion, supports bold thinking and 
intelligent risk taking.

8.  Achieve results · mobilize resources 
to deliver on priorities and add value.

In addition to the NRC’s core leadership 
principles, the framework was also 
designed recognizing the following:
 ∙ While foundational knowledge  

will be implemented systematically  
for leaders appointed to formal  
roles, all leaders — including those 
aspiring or showing potential for  
more advanced roles — require 
learning plans that are more custom-
ized and address individual needs.

 ∙ The need for an iterative approach —  
the framework is structured so that the 
Learning and Development Group can 
continually assess and address leader-
ship needs as they change over time.

 ∙ A commitment to diverse and inclusive 
leadership is embedded in and  
fostered throughout the framework.
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  PILLAR 1  

EQUIP LEADERS FOR THEIR CURRENT LEADERSHIP ROLE · NRC employees  
are prepared and equipped for their formal leadership roles and supported  
in the ongoing development of their leadership skills.

KEY ACTION 1 

Leaders complete a mandatory role-based leadership development program through 
the Canada School of Public Service (CSPS) upon appointment to their role.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Pilot the administration of the mandatory  
CSPS programs.

Started Q1-Q3 –

Roll out the mandatory status of CSPS Leadership 
Development Programs for all levels (newly 
appointed Supervisors, Managers, Directors, 
Director Generals and Vice Presidents).

– Q3-Q4 Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ All new leaders have a foundational level of core leadership development knowledge 
for their role.

 ∙ A common baseline and leadership frame of reference is established across the  
council — situated in the context of the federal public service.

KEY ACTION 2 

Applicable new supervisors and managers complete a CSPS program for leaders in 
Science, Technology, Engineering and Mathematics (STEM).

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

A program for STEM leaders is  designed and 
developed in partnership with CSPS. 

Started Q1-Q2 –

Pilot the program with NRC STEM leaders and  
with other science and innovation based govern-
ment departments.

– Q3-Q4 –

Automatically assign the program to all applicable 
leaders at the NRC on a go forward basis.

– – Q1-Q2

DESIRED OUTCOMES / RESULTS

 ∙ All new STEM supervisors/managers further develop foundational STEM-focused 
leadership knowledge/skills.

 ∙ STEM leaders at the NRC collaborate and network with colleagues at other  
government departments.
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PILLAR 1 · EQUIP LEADERS FOR THEIR CURRENT LEADERSHIP ROLE

KEY ACTION 3 

Supervisors at all levels complete a “new and improved” version of NRC 
Management 101.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

New and improved content developed. Started Q1 –

Pilot the revised version of Management 101  
on SuccessFactors for content and clarity.

– Q1-Q2 –

Assign the revised version of Management 101  
to all supervisors at the NRC with a six-month 
completion deadline, using SuccessFactors.

– Q3 –

DESIRED OUTCOMES / RESULTS

 ∙ All leaders have the required knowledge to fulfil their duties and make sound decisions 
regarding NRC-specific operations, policies and guidelines.

 ∙ All leaders easily access instructions, resources, policies or guidelines on any topic 
related to their supervisory duties.

KEY ACTION 4 

Additional recommended training and resources are available to leaders at all levels.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Additional classroom and online learning  
resources are in place and recommended to 
supervisors at all levels for specific topics of interest 
(e.g. promoting innovation, building collaboration, 
managing geographically dispersed teams, etc.).

– Q3-Q4 ONGOING

Community-based learning is available for  
current leadership topics and challenges  
(e.g. webinars for all supervisors).

– – Q2

A list of external coaches is made available to  
NRC leaders.

– Q3-Q4 –

DESIRED OUTCOMES / RESULTS

 ∙ Leaders have access to recommended resources to support their ongoing leadership 
development and address topics of importance.

 ∙ Community-based learning initiatives support supervisors in fulfilling their leadership 
responsibilities. 

 ∙ Leaders take advantage of external resources such as training and coaching to improve 
their leadership skills. 
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PILLAR 1 · EQUIP LEADERS FOR THEIR CURRENT LEADERSHIP ROLE

KEY ACTION 5 

Leadership is recognized and valued as a key element of performance. 

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

The NRC’s Leadership Principles are rolled  
out and introduced into the Commitment to 
Excellence (CTE) process and conversations.

– Q2-4 Ongoing

Investigate and implement improved integration  
of people leadership into CTE performance 
commitments (e.g. common assigned commit-
ments, sample commitments, etc.).

– Q2-4 Ongoing

Add sample leadership-focused development 
commitments in SuccessFactors (i.e. to the 
Commitment wizard library).

– Q4 Used 
Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ The NRC’s leaders are aware of the NRC’s Leadership Principles. 

 ∙ The NRC’s Leadership Principles are integrated into leaders’ performance and  
development plans and conversations.

 ∙ Leaders are systematically evaluated on their leadership skills as part of the  
CTE process. 

 ∙ Leaders consult sample leadership development commitments in SuccessFactors  
for their employee’s performance agreement. 

KEY ACTION 6 

Ongoing supplementary offerings for leaders are available to address gaps or needs 
not addressed by other programming.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Re-evaluate the NRC’s leadership gaps. If gaps 
exist that are not addressed through CSPS  
programs or other resources, investigate and 
recommend supplementary offerings.

– – Q3

DESIRED OUTCOMES / RESULTS

 ∙ Gaps in leadership knowledge and skills are identified and actioned via  
supplementary offerings.

 ∙ Executives exemplify the NRC’s Leadership Principles.
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  PILLAR 2  

DEVELOP EMPLOYEES SHOWING POTENTIAL OR ASPIRATION FOR MORE 
ADVANCED LEADERSHIP ROLES · High potential employees, including women  
and members of other designated groups, are identified and provided with devel-
opment opportunities. Supports are available for both high potential employees 
and employees who show aspiration for more advanced leadership roles.

KEY ACTION 1 

High-potential employees are identified via a systematic process.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Continue to use the Workforce Planning  
exercise to identify high-potential employees  
while researching processes that may be  
more efficient and effective.

Complete – –

Design and implement an updated process  
for identifying and supporting high-potential 
employees across the NRC.

– – Q2

DESIRED OUTCOMES / RESULTS

 ∙ High-potential employees are systematically identified and developed based on 
individual needs.

KEY ACTION 2 

Employees showing potential and/or aspiration for more advanced leadership roles 
are supported through development and recommended programming. 

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

CSPS programs are leveraged to support  
High-Potential employee development  
(including the Aspiring Director’s Program and  
the Executive Leadership Development Programs).

Complete Ongoing Ongoing

The NRC leverages additional external offerings 
and experiential learning opportunities to  
support employee and executive high-potential 
development and address individual needs.

Complete Ongoing Ongoing

Recommended programming is available  
to support those aspiring to become leaders 
(self-identified) and those identified as  
high-potential by the organization. 

– – Q1-Q2

DESIRED OUTCOMES / RESULTS

 ∙ High Potential aspiring directors and MGT employees are given opportunities  
to network with  high-potential employees from other government departments.

 ∙ High-potential employees access available developmental resources and experiential 
learning opportunities to develop their skills, according to their customized needs.

 ∙ High-potential employees enhance their knowledge and skills and apply these  
to their work.

 ∙ Employees showing aspirations for more advanced leadership roles have access  
to curated recommendations for their development.
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PILLAR 2 ·  DEVELOP EMPLOYEES SHOWING POTENTIAL OR ASPIRATION  
FOR MORE ADVANCED LEADERSHIP ROLES

KEY ACTION 3 

Talent managers have access to supports and resources to develop the NRC’s. 
identified high-potential employee pool.  

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Develop, distribute and promote tools  
and resources for supervisors at all levels  
that will help them support their high-potential 
employees’ development. 

– – Q4

DESIRED OUTCOMES / RESULTS

 ∙ Supervisors ensure that their high-potential employees have robust development plans, 
and access supports and resources to develop their skills.
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  PILLAR 3  

DEVELOP LEADERSHIP COMPETENCIES THAT CAN BE APPLIED AT ANY LEVEL   
The NRC establishes a culture of leadership excellence where leaders (both formal 
and informal) are supported throughout their careers.

KEY ACTION 1 

A mentoring program and resources are made available throughout the organization.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Investigate options for mentoring programs and 
what type of program design would best meet the 
NRC’s needs.

– Q2-Q4 –

Design, develop and deliver a mentoring program 
that is accessible to all NRC employees.

– – Q1-Q2

DESIRED OUTCOMES / RESULTS

 ∙ Employees have access to mentors via a NRC-wide mentoring program.

 ∙ The NRC supports employees in their professional development.

 ∙ The NRC employees support each other’s development. 

 ∙ Mentoring program and approach supports — or can be adapted to support —  other 
Human Resources Management (HRM) priorities including diversity and inclusion, and 
support for early career STEM professionals.

KEY ACTION 2 

Tools and recommended approaches are available to supervisors to support the 
development of employee leadership skills.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Tools and resources for supervisors that will help 
them create appropriate development commit-
ments and support their employee’s development 
are designed and promoted. 

– Q4 Q1

DESIRED OUTCOMES / RESULTS

 ∙ Supervisors ensure that employees have appropriate development commitments

 ∙ Experiential leadership opportunities are provided at all levels (including within teams, 
projects, committees, roles).  
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PILLAR 3 ·  DEVELOP LEADERSHIP COMPETENCIES THAT CAN BE APPLIED AT ANY LEVEL

KEY ACTION 3 

Employees have regular and ongoing access to recommended leadership courses, 
events and programs. 

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

CSPS courses and events are regularly promoted. Started Ongoing Ongoing

Communications plan in place for internal and 
external courses, programs and resources available 
to NRC employees.

Started Ongoing –

Specific courses and events are recommended to 
employees regularly.

– – Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ The  percentage of employees accessing CSPS courses and events increases by  
at least 5% in FY20 and at least another 5% in FY21.

 ∙ Employees are aware of, and take advantage of, the leadership development  
opportunities available to them.

KEY ACTION 4 

Guided roadmaps and/or programs of learning activity are available to support 
competency building in areas such as influencing.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Determine behavioural competencies of focus 
based on the NRC’s Leadership Principles, needs/
gaps and develop roadmaps that include sug-
gested learning activities, to support each.

– – Q4

DESIRED OUTCOMES / RESULTS

 ∙ Employees develop specific competencies by participating in the roadmaps’ suggested 
learning activities. 
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  FOUNDATIONAL ELEMENTS  

IMPLEMENTATION, MONITORING AND EVALUATION · The NRC’s Leadership 
Development Framework is implemented and monitored with regular evaluation  
to ensure the effectiveness of our approach.

KEY ACTION 1 

The framework will be implemented and communicated widely to NRC employees 
and supervisors.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

A detailed communications plan will support the 
roll out and implementation of the Framework.

– Q1 –

Project plans will be developed for each element  
of the framework. 

Started Q1-Q4 –

Implementation progress will be tracked and 
reported on via the NRC Dialogue processes.

Ongoing Ongoing Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ Employees and supervisors will be aware of the leadership development programs  
and supports available across the NRC.

 ∙ The framework will be fully implemented with effective project management for its 
supporting elements.

KEY ACTION 2 

Progress will be monitored, evaluated and reported on regularly.

MILESTONES / DELIVERABLES 2018-19 2019-20 2020-21

Evaluation criteria, including monitoring PSES 
results pertaining to development and leadership, 
will be established to assess program uptake and 
effectiveness, and where modifications are needed. 

– Q2-Q4 –

A regular routine for progress reporting to SEC  
is established.

– Q4 –

The Learning Advisory Committee will continue  
to be consulted for feedback and advice relating  
to project plans and leadership development 
programming.

Started Ongoing Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ The framework and leadership programming are regularly assessed and updated/
modified based on results and emerging needs.

 ∙ SEC is kept informed on progress and results.
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Nafiseh Ebrahimi 
Ottawa, ON





APPENDIX B 

NRC EQUITY, 
DIVERSITY AND 
INCLUSION 
STRATEGY 
2018-2021 



44  

EQUITY, DIVERSITY AND INCLUSION STRATEGY  
BACKGROUND AND OVERVIEW

In recent years, the NRC has made much progress in renewing its focus on Equity, 
Diversity, and Inclusion (EDI). However, work remains in order to reduce representation 
gaps, remove barriers, and review and update policies and systems with a view to improv-
ing inclusiveness. Aligned with the Government of Canada’s diversity commitments and 
building on progress made under the previous Employment Equity (EE) Plan, this EDI 
strategy is focused on building a diverse and representative workforce, ensuring that the 
NRC’s work with clients, partners and entrepreneurs is free from barriers, and contributing 
to a more inclusive NRC and innovation system. The strategy is intended to help position 
the NRC as an inclusive place to work and engage.  
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  PILLAR 1  

A DIVERSE AND REPRESENTATIVE WORKFORCE · Engaging with key  
communities and stakeholders, the NRC will develop and implement tools and 
resources to recruit and retain a representative, diverse and inclusive workforce. 

KEY ACTION 1 

Establish clear targets for increasing representation.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Establish targets to meet or exceed labour 
market availability for each of the four 
employment equity groups as well as specific 
Employment Equity Occupational Groups 
(EEOGs) where the NRC has gaps, including:

 ∙ Professionals — for women, Indigenous 
Peoples, visible minorities and persons  
with disabilities (all 4 designated groups).

 ∙ Semi-professional and technical — for 
Indigenous Peoples, visible minorities  
and persons with disabilities.

 ∙ Middle Management — for Indigenous 
Peoples, visible minorities and persons  
with disabilities.

HRB Started Q1 –

Identify the specific NRC jobs titles within 
EEOGs that the NRC will focus on (e.g. Within 
the Professionals EEOG — Research Officers, 
Industrial Technology Advisors, etc.).

HRB Complete – –

Communicate and integrate targets into 
workforce planning and other processes.

HRB – Q1-Q2 Ongoing

Identify and implement additional actions 
required to increase retention of  specific 
equity groups (via more in-depth analysis).

HRB – Q3-Q4 Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ Targets are established at the aggregate level for the four designated groups as well  
as for EEOGs. 

 ∙ The NRC’s key gaps are well known by key stakeholders including management teams, 
hiring managers, and the HR community.

 ∙ Increased retention of equity group employees; stabilized representation.
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PILLAR 1 · A DIVERSE AND REPRESENTATIVE WORKFORCE

KEY ACTION 2 

Focus hiring activities on the NRC’s representation gaps.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Follow up on underrepresented jobs identified  
in planned hiring (via workforce plans)  and 
encourage EDI focused hiring/selection.

HRB – Q1-Q2 –

Identify means to systematically identify  
underrepresented jobs at the time a hiring  
action is initiated.

HRB – Q2-Q4 –

Encourage use of preference and limited selec-
tion activities for jobs where the NRC has gaps.

HRB – Q1-Q2 Ongoing

Equip management teams and the hiring 
manager community with EDI tools (e.g. deck 
summarizing the approach, checklist for staffing).

HRB – Q2-Q3 –

To increase reach to diverse candidates,  
establish an updated compendium of 
EE-oriented groups and associations  
with whom to promote opportunities.

HRB Started Q1-Q2 –

Establish and manage eligibility lists  
and/or talent pools for various jobs with  
first consideration of EE groups.

HRB – Q3 –

Identify targeted post-secondary institutions  
and associations with whom the NRC may 
establish key, long-term relationships needed  
to build a diverse talent pipeline.

HRB Started Q2-Q3 –

Establish key relationships with identified 
post-secondary institutions and associations  
as part of the NRC’s talent attraction activities.

HRB – Q3-Q4 –

Implement targeted actions to include  
more diversity in the next generation of  
STEM talent including students.

HRB Started Ongoing Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ Comprehensive approach for targeted hiring is in place.

 ∙ Target jobs are flagged at the requisition stage.

 ∙ Variety of targeted hiring mechanisms are understood and used by hiring community 
including restricted area of selection, expanded area of selection, EE as an organiza-
tional need. 

 ∙ Hiring community is informed about approaches for EE hiring and have access to 
supporting resource materials (i.e. quick-reference guides, checklists.).

 ∙ Increased use of preferred hiring approach.

 ∙ Partnerships are established and cultivated with key educational institutions, associations 
and networks with a particular focus on Indigenous peoples and persons with disabilities.

 ∙ Evidence of narrowing representation gaps.

 ∙ Increased focus on inclusiveness and representation in the NRC’s efforts to nurture the 
training ground of STEM talent. 
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PILLAR 1 · A DIVERSE AND REPRESENTATIVE WORKFORCE

KEY ACTION 3 

Increase accuracy of representation data internally.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Implement online mechanism for employee 
self-serve updating of self-ID data.

HRB Started Q1 –

Conduct the NRC-wide Self-ID campaign  
to promote awareness of the benefits of 
self-identification and to update EE statistics.

HRB – Q1-Q2 Q4, 
Annually 

thereafter

Review and update mapping of jobs to 
National Occupational Codes particularly  
in areas where the NRC has gaps (and 
establish regular cycle for review).

HRB – – Q2

DESIRED OUTCOMES / RESULTS

 ∙ Self-serve Self-ID is launched.

 ∙ Initial campaign is complete.

 ∙ Increased awareness of self-identification process/benefits.

 ∙ Annual campaign is implemented.

 ∙ Improved accuracy of Self-ID data and reporting.

 ∙ The NRC jobs are accurately aligned to NOCs.

KEY ACTION 4 

Consider representation gaps when developing talent.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Consider representation when identifying 
high potential employees (via workforce 
planning and future activities as part of  
the Leadership Development Framework).

HRB Started Update 
tools in  

Q2

Update  
as part of 

LDF

Consider representation gaps when  
selecting participants for leadership  
development programs.

HRB – Q2-Q3 Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ Principles and practices for diversity are embedded in leadership development 
opportunities. 

 ∙ EE data (consent for HRM activities) is systematically reviewed and utilized.

 ∙ Increased representation and diversity within leadership development programs.
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  PILLAR 2  

BARRIER-FREE NRC (ACCESSIBLE EMPLOYMENT AND PROGRAMS) · Barriers will 
be identified and addressed.  Diversity and inclusion values and practices will be 
integrated into existing corporate processes. 

KEY ACTION 1 

Address identified barriers in employment-related systems and policies.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Implement regular employment system review 
cycle and embed EDI consideration in the 
creation of new employment-related policies.

HRB – – Q1-Q2

Identify inherent barriers in establishment  
of screening and assessment criteria, and  
take steps to make posters less prone to 
candidates self-screening out.

HRB – Q2-Q4 –

Implicit bias statements/attestations are 
embedded in processes such as selection 
(e.g. hiring committees sign a statement 
acknowledging that there may be implicit, 
unconscious biases and to be mindful 
throughout the assessment process).

HRB – Q3 –

Implement requirement for hiring managers 
to complete ‘managing bias in hiring’ training 
prior to receiving delegation.

HRB – Q2 –

Hiring policy and delegation of authority are 
reviewed and updated.

HRB – Q3-Q4 –

Analyze historical data relative to promotion 
and recruitment of women with a view to 
identifying/addressing barriers.

HRB – Q1 –

DESIRED OUTCOMES / RESULTS

 ∙ EDI and accessibility “lens” informs employment-related policies, programs and 
services — seeking to maximize inclusion and remove barriers to participation,  
advancement and retention.

 ∙ Barriers to inclusion are systematically identified and eliminated from processes, 
policies, programs and services covering the life-cycle of employment.

 ∙ All employees are more informed about inclusive workplace policies, roles, and, 
expectations, and able to identify and address barriers.
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PILLAR 2 · BARRIER-FREE NRC (ACCESSIBLE EMPLOYMENT AND PROGRAMS)

KEY ACTION 2 

Embed diversity and address barriers in the NRC’s programs and policies.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Implement Gender-Based Analysis Plus 
(GBA+) framework for the NRC that demon-
strates our leadership as a science-based 
department and ensures gender and diversity 
considerations from ideation through to 
outcome measurement.

SGO – Q1 Ongoing

Ensure R&D project selection includes  
criteria on creating a collaborative, inclusive 
and diverse environment, with a goal of 
increasing participation of underrepresented 
diversity groups, specifically women, on  
R&D program teams. 

NPSO Started TBD TBD

Establish a new dedicated “sector team”  
at IRAP to focus on identifying challenges  
and barriers and developing solutions to 
improve access for underrepresented  
groups, including women.

IRAP Complete – –

Develop strategic plan for addressing  
the participation of under-represented  
groups in the IRAP ecosystem.

IRAP Complete – –

Identify Canadian and international  
best practices for supporting women 
entrepreneurs.

IRAP Complete –

Modify IRAP’s terms and conditions to enable 
investment in Indigenous projects.

IRAP Complete – –

Seek statistics on the participation rate  
of women-owned business and other  
underrepresented groups in IRAP by adding  
a request for underrepresented groups to 
self-identify during the intake process.

IRAP Q4 –

IRAP participation in Innovation, Science  
and Economic Development Canada’s 
Women Entrepreneurship Strategy (WES) 
ADM Steering Committee and Working- 
level Group.

IRAP Ongoing Ongoing Ongoing

Conduct accessibility analysis to determine 
barriers faced by underrepresented groups  
to accessing IRAP support.

IRAP – Q4 –

Provide training to IRAP field staff and 
management to surface and remove  
system bias barriers.

IRAP Started Q4 Ongoing
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PILLAR 2 · BARRIER-FREE NRC (ACCESSIBLE EMPLOYMENT AND PROGRAMS)

KEY ACTION 2 (CONTINUED)

Embed diversity and address barriers in the NRC’s programs and policies.

DESIRED OUTCOMES / RESULTS

 ∙ GBA+ Framework is being implemented.

 − GBA+ is being applied to program/policy development.

 − GBA+ responsibility centre is established.

 − GBA+ tools and resources are available.

 − Inclusive approach to developing, delivering and evaluating initiatives.

 ∙ Challenge and supercluster support program proposals require that programs address 
diversity strategy (more specifics to come in FY20 when programs are approved).

 ∙ For Small Teams and New Beginnings, baseline information is collected on  
researchers and teams applying for Collaborative Science, Technology and  
Innovation Program (CSTIP).

 ∙ CSTIP funding to help assess the diversity of the applicant and successful applicant pools. 

 ∙ Applicant diversity is reflective of the NRC’s diversity statistics and successful applicant 
diversity is  reflective of applicant pool diversity.

 ∙ IRAP programs are barrier free.

 ∙ Firms owned / led by underrepresented groups are engaged with IRAP.

 ∙ IRAP will have the ability to measure how underrepresented groups engage with the 
program; and monitor/optimize programing to ensure equitable access.

 ∙ Practices adopted from report completed by Dr. Barbara Orser (Internationally  
recognized expert in women’s entrepreneurship).

 ∙ IRAP support aligns with the needs of innovative Indigenous businesses and how  
they operate.

 ∙ IRAP activities align with OGDs and support the Federal Government’s WES priorities.

 ∙ IRAP employees contribute to an inclusive work environment and client engagement 
model.

KEY ACTION 3 

Take concrete steps to improve accessibility of NRC premises, content and systems.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Put in place service level agreement with 
Shared Services Canada’s Accessibility, 
Accommodation and Adaptive Technology 
(AAACT_ program to support accessibility 
and accommodation of special needs 
(including process to access services).

HRB Started Q1-Q2 –

An action plan is in place to continue to 
assess and improve accessibility of NRC 
premises — goal of compliance by 2021.

ASPM Ongoing Ongoing Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ NRC employees are supported in assessing/accommodating special requirements.

 ∙ The NRC is an accessible, inclusive employer of choice.

 ∙ The NRC’s facilities are accessible and usable by all.
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  PILLAR 3  

INCLUSIVE CULTURE · Behaviours of acceptance, understanding, and respect, are 
modeled and recognized, fostering an environment where all individuals can work 
and engage effectively and to their full potential. 

KEY ACTION 1 

Foster inclusion through awareness and training.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Implement foundational diversity and 
inclusion training for all staff.

HRB Complete – –

Implement unconscious bias training for 
employees and hiring managers.

HRB Complete – –

Hold deliberate and facilitated conversations 
on unconscious bias with CBI management 
teams and targeted committees (e.g. HR 
Promotion Committee, Researcher communi-
ties of practice — with Departmental Science 
Advisor  and President’s Science Advisor).

HRB – Q3-Q4 –

Promote diversity training and events  
offered by CSPS and the NRC internally.

HRB Complete Ongoing Ongoing

Promote awareness occasions (e.g. days, 
weeks, months).

HRB Complete Ongoing Ongoing

Adopt a ‘train the trainer’ approach to  
equip the HR Generalist (HRG) community  
to support EDI efforts at the CBI level.

HRB – Q2 –

A communication strategy is in place to  
build awareness among key audiences.

HRB Started Q1-Q2 –

The NRC has a clear portal for EDI  
information with a compendium of  
EDI tools and resources.

HRB Started Q3-Q4 –

DESIRED OUTCOMES / RESULTS

 ∙ Increased organizational EDI knowledge/capability. 

 ∙ Enhanced EDI awareness; EDI woven into the discourse of the NRC.

 ∙ Clear resource portals and channels.

 ∙ Evidence of increased mindfulness and inclusive practices in organizational behaviours.
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PILLAR 3 · INCLUSIVE CULTURE

KEY ACTION 2 

Ensure visible signs of commitment to diversity and inclusion across the NRC.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Ensure inclusive wording in job posters  
and recruitment materials.

HRB Started Q1 –

Tailor language in job posters for  
designated groups.

HRB – Q2-Q3 –

Update the NRC’s career site to better  
attract diverse candidates (e.g. including 
workplace measures to support health  
and wellbeing).

HRB – Q3-Q4 –

Ensure diversity in selection panels  
(evidenced through tracking/reporting).

HRB – Q1-Q3 –

Implement a recognizable EDI  
campaign / theme.

HRB – Q3-Q4 –

Ensure diversity and inclusive language  
is reflected in NRC images, posters and  
materials internally and externally.

HRB – Q2-Q3 –

Take steps to ensure diversity in leadership and 
workplace committees (including Promotions 
Committee, PDF Selection, etc.).

HRB – Q2 –

Add visible signs of inclusion to NRC premises 
signalling accessibility, positive spaces, etc.

Q3-Q4 –

Adopt inclusive practices such as land acknowl-
edgements in formal gatherings.

HRB – Q3-Q4 –

DESIRED OUTCOMES / RESULTS

 ∙ NRC stakeholders see and experience the NRC’s genuine commitment to diversity  
and inclusiveness.

 ∙ The NRC’s recruitment materials use inclusive language and showcase the NRC has  
an inclusive employer.

 ∙ The NRC has increased diversity and gender representation on committees and panels.

 ∙ Communication materials and images are visibly diverse and use inclusive language.

 ∙ The NRC adopts inclusive practices (e.g. formal gatherings consistently include land 
acknowledgement).
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PILLAR 3 · INCLUSIVE CULTURE

KEY ACTION 3 

Foster communities, networks and mentoring that support a diverse organization.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Support formation of grassroots networks  
and communities (e.g. LGBTQ2).

HRB – Q2-Q3 Ongoing

Increase external outreach (to more diverse 
partners, stakeholders). 

TBC – TBC TBC

Participate in Project RISE (Realizing Identity 
Safe Environments) —  UBC collaborative 
study on engendering success in STEM.

HRB Ongoing Ongoing Ongoing

Establish a mentoring approach that supports 
designated groups particularly women and 
Indigenous peoples.

HRB Started Q2-Q3 –

DESIRED OUTCOMES / RESULTS

 ∙ Employee networks and resource groups are supported and encouraged.

 ∙ Increased diversity and representation in the NRC’s clients, collaborators, partners.

 ∙ Lessons are applied from Project RISE. 

 ∙ Mentoring approach for women is aligned with implementation of the Leadership 
Development Framework and leveraged to support similar approach for other groups.
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  FOUNDATIONAL ELEMENTS  

CLEAR ACCOUNTABILITY, GOVERNANCE AND MEASUREMENT · The NRC’s EDI 
efforts are focused, coordinated and supported by an effective governance model 
and regular evaluation to ensure the effectiveness of our approach. 

KEY ACTION 1 

Establish clear model for governance, accountability and consultation.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

VP HR established as champion and assigned 
accountability for the NRC’s EDI efforts.

HRB Complete – –

Produce governance model document with 
overview of roles and organizational chart.

HRB Started Q1 –

Identify Senior level VP steering team to help 
guide decision-making  and coordinate the 
NRC’s EDI efforts.

HRB Complete – –

Identify and coordinate a working level group 
of EDI leads.

Complete –

Launch a renewed Committee on EDI (CEDI) 
with representation of designated and other 
diverse groups as well as bargaining agents.

HRB Complete – –

Consult CEDI on the EDI strategy and related 
programming/actions.

HRB Complete Quarterly Quarterly

Establish MGT Commitments related to EDI 
(with NRC targets included).

HRB Complete Q1 Q1

DESIRED OUTCOMES / RESULTS

 ∙ VP HRB champions EDI activities.

 ∙ EDI Governance model is published (MyZone).

 ∙ CEDI is established meets quarterly to provide consultation on the NRC’s EDI initiatives; 
offline/secretarial action as required.

KEY ACTION 2 

Evaluate and report on the NRC’s EDI efforts.

MILESTONES / DELIVERABLES LEAD 2018-19 2019-20 2020-21

Create streamlined set of EDI standards and 
performance indicators that leverage existing 
benchmarks (e.g.  MAF, EE audit) and allow 
the NRC to monitor success and satisfy 
reporting requirements.

HRB – Q3-Q4 –

Establish regular routine to report to SEC on 
EDI progress.

HRB – Q4 Ongoing

DESIRED OUTCOMES / RESULTS

 ∙ EDI reporting framework is developed and implemented.
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