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Foreword

The Human Resources Management 2006—07 Performance Report presents an annual
snapshot of Industry Canada’s workforce demographics, recruitment, retention and attrition
statistics and forecasts as of March 31, 2007.

The information in this report is intended to help executives, managers and human
resources professionals understand Industry Canada’s recent workforce performance along
such measures as size, skills mix, age, gender, employment equity group representation,
official languages capacity and movement.

A good understanding of Industry Canada’s workforce performance information will help
support management decisions about the right employee recruitment, retention and
development priorities and strategies to achieve business goals.

Integrated business and human resources planning is the primary means through which we
can establish and monitor execution of strategies to respond to the environment and to
departmental and public service wide business and human resources management
priorities. This integration provides a framework for managers to enable the achievement
of the organization’s overall strategic and operational goals while having a positive impact
on employee’s effectiveness.

The statistics presented in this report come primarily from the Human Resources
Management (PeopleSoft) System. The Human Resources Branch, in cooperation with the
Chief Information Office Branch, has recently initiated an 18-month Human Resources
Business Intelligence project to provide improved user access to current workforce
statistics, forecasts and performance monitoring information. Stay tuned for more news on
this project.

In the meantime, should you have any comments, suggestions or questions on the
information in this report, please address your enquiries to Bertin Dadaille, A/Manager
Demographics and Human Resources Planning, Human Resources Branch by email
mailto:dadaille.bertin@ic.gc.ca or by telephone (613-946-7296).

Mitch Davies
Director General
Human Resources Branch
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1 Executive Summary

1.1 Demographic Trends

Industry Canada’s (IC) workforce continued to decline during 2006-07, down 199 (3.4 percent)
indeterminate, term, student and casual employees from a year earlier, to a total of 5862
employees. This trend also continues to reflect structural changes such as the transfer of Aboriginal
Business Canada employees to Indian and Northern Affairs last year.

Positive employment equity progress was evident again this year. The representation of visible
minorities reached 10.4 percent of the departmental workforce, up 0.5 percent since the previous
year-end. Approximately one in nine indeterminate recruits was a visible minority last year. Visible
minority retention performance remains relatively good with only 7.3 percent of indeterminate
employees leaving the department last year.

Women now represent 51.1 percent of Industry Canada’s workforce and exceed workforce
availability in most job categories except technical, scientific and commerce officer. In 2006-07, 59.6
percent of employees hired were women.

In the public service (PS) as a whole, women make up 54.2 percent of the workforce.

At IC, 92 percent of employees and 95 percent of executives meet or exceed the language
requirements of their position based on their most recent second language evaluation (SLE) test
results. However, one in three bilingual employees has remained in the same position beyond five
years and technically has expired SLE results.

Other demographic and employee movement trend highlights for 2006—-07 include:

Average employee age remained constant at 44.1 years.

437 indeterminate employees were hired.

164 (37.6 percent) indeterminate employees were recruited from outside the public service.

486 employees transferred out or left the department for other employment or reason.

175 employees (3.1 percent) retired, which is on the high side of the predicted range.

93 percent of Industry Canada’s starting workforce population was retained at year-end.

80 percent of Fl, 85 percent of PE and 89 percent of ES starting workforce populations were

retained at year-end, indicating slighty lower employee mobility for these groups.

o 97 percent of CS, 95 percent of AS and 93 percent of CO starting workforce population were
retained.

e EX population continued to decline slowly, down 11 (5.1 percent) to 205 at year-end.

e 289 indeterminate employees (5.3 percent) are forecast to leave the department for other
employment opportunities or reason during 2007-08.

e 176 indeterminate employees (3.2 percent) are expected to retire during 2007-08.




1 Executive Summary

1.2 Conclusions and Recommendations

Statistics Canada reported that in July 2007, Canada’s unemployment rate had fallen to 6 percent,
its lowest rate since 1974. Canadians on average were making 3.6 percent more earnings than they
were the previous July while inflation was running at 2.2 percent. Consequently, the labour market
is fast becoming a “seller's market.”

In contrast to 1974, there will be far fewer young Canadian men and women entering the labour
market, as a result, creating an imbalance between the demand and the supply in the labour market
world.

What does this mean to the public service as a whole and Industry Canada in particular? It is no
longer business as usual. IC must cope successfully with these new human resources supply
environment or risk potential business continuity problems. In resourcing and maintaining its
workforce, Industry Canada must become a nimbler more adaptable employer willing to take
measured risks to attract and retain the best. Industry Canada managers must know who they are
looking for, where to find this talent and how to motivate, develop and retain people like never
before in order to manage the looming succession challenge successfully.

Another emerging issue from this year’s analysis is the challenge of sustaining workforce
productivity in an environment of rapid demographic, social and technological change. With one in
five of the department’'s most experienced employees set to retire during the coming five years, and
one in four employees having left the department over the previous three years,' the speed and
effectiveness of transfer of corporate know-how, knowledge and responsibility, from senior to junior
ranks, can have an enormous effect on workforce productivity. Energetic highly educated new
recruits need to be given the tools, support, respect, work assignments and work-life balance
support in order to be healthy innovative leaders who add value to Industry Canada’s bottom line. In
this equation, management skill does matter and supervisors at all levels are important
determinants of departmental performance — specifically with their raw presence in the workforce
and their skilled management performance.?

Finally, continued progress towards better integration of business, financial and human resources
planning and improved execution of those plans and strategies is a priority. Is Industry Canada
hiring the right people to fill identified gaps in the department? How can the department know they
hired the right people? These questions are becoming more and more critical to sustaining business
results.

It is important that senior management pay close attention to recruitment, retention, development,
learning and workforce productivity issues by monitoring key performance indicators. The Human
Resources, Chief Information Office and Comptrollership and Administration branches are working
in partnership to provide a better integrated workforce information access environment to support
managers in this activity. Supervisory managers at all levels must have the necessary skills and
focus to understand the workforce analytics information in order to manage the workforce to
maximum productivity. The emergence of a seller’s job market signifies a new human resources
management business environment.

' 454 retirements and 856 non-retirement departures, combined for an overall departure rate of 25 percent of
employee population over past three fiscal years.

2 All measures of performance are subjective: more evidence on US federal agencies, Gene. A. Brewer in
Public Service Performance, G. A, Boyne et al., Cambridge University Press, 2006


































2 Workforce Demog‘rapllics

2.6 Age of the Department’s Workforce

The average age of Industry
Canada employees remained
stable at 44.1 years on March

31, 2007 versus a year earlier.

The department’s regional
workforce is generally older
than that of the National
Capital Region (NCR). The
NCR has 24.8 percent of its
workforce under the age of 35
compared with only 14.9
percent in regions, indicating
the bulk of new Industry
Canada hires are in the NCR
(see Table 8).

The proportion of employees
50 or over saw a continued
increase in 2006-07, to 34.5
percent from 34.1 percent last
year and 33.4 percent two
years earlier (see Figure 9).
This represents the
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demographic bulge of those hired 25 to 35 years ago, who are progressing to retirement in the next 5

to 10 years.

Figure 9

Age Distribution of Industry Canada
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2.8 Linguistic Profile

Figure 14

2. Workforce Demograpl'lics

First Official Language by Major Sector

Figure 15
First Official Language by Region
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Little change has occurred in representation of First Official Language (FOL) for Industry Canada
employees since last year (see Figure 14 and Figure 15). The current level of 59.5 percent with
English as FOL is just 0.8 percent lower than last year. For detailed breakdown of FOL and bilingual
data by sector and functional community refer to the Appendix V or Industry Canada'’s intranet website
where complete detailed workforce profiles may be found.

2.9 Bilingualism

Table 11

Classification

66.2%
'
o 394% |
| 537% |

s

59.%

Engiish French

Meet
Bilingual
Requirement
93.4%
96.5%
88.2%
94.4%
91.7%
94.2%
93.5%
91.0%
97.1%
89.0%
93.6%
92.2%
80.0%
96.5%
94 6%
91.0%
85.7%
92.0%

Industry Canada employees who hold bilingual
positions meet or exceed the language
requirements (92 percent). The majority of
these positions at Industry Canada are in the
AS, CO, CR and CS categories, comprising
nearly 60 percent of bilingual positions (see
Table 11). Incomplete SLE results are most
common for CR positions as these employees
are often term employees from outside the
public service or have recently migrated from
other departments with incomplete file
transfers (see Figure 16). These same
incomplete results may be observed in the
Support/Technical working level (see

Figure 17 on following page).
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2 Workforce Demograpllics

2.9.2 Second Language Evaluation Results — Relationship to Employee Career Progression
and Promotion Readiness

At 92 percent Industry Canada meets or exceeds encumbering bilingual position language
requirements (up 0.6 percent over last year and better than the 89 percent level public service wide).
One in three of these employees, however, has expired SLE results. The average number of years in
a position for this group is (6.8 years) nearly twice that of those with valid results (3.5 years) (see
Figure 18). These findings are repeated in the results for employees in positions with no current
bilingual requirement, with 5.6 years in a position for those with expired results versus 2.9 years for
those with valid results. Those with no SLE results at all have been in their positions an average of 5.3
years.

About one third (32 percent) of Industry Canada employees at the EX minus 1 working level have
expired SLE results, somewhat reducing the readiness of the feeder group for the EX community with
nearly all EX positions have a bilingual requirement (see Figure 19). Additionally, those who make up
the bulk of this working level at Industry Canada, COs and ESs, are more likely to state than their
counterparts in the public service that there is insufficient opportunity for second language learning. *

Figure 18 Figure 19
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*Public Service Employee Survey: 40 percent of ES respondents at Industry Canada felt lack of second
language training impeded career development vs.33 percent of ESs public service wide. For COs, the numbers
are 32 percent and 29 percent respectively.
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3 Employee Movement

32 Hires

In 2006-07, 431 indeterminate employees were hired, with 37.6 percent coming from outside the
public service. The following two pages outline hires by gender, employment equity group and
occupational group. In 200607, 10.7 percent of Industry Canada indeterminate hires went to visible
minority group members in comparison to 10.6 percent in the previous year(see Table 16). Women
represented 59.6 percent of indeterminate hires compared with 58.0 percent and 54.3 percent in the
two previous fiscal years respectively.

Table 16

Table 17 analyzes the proportions of each gender hired for each classification group and the
relative impact on the gender made up of the populations of each group.

Table 17
Indeterminate Hires by Gender for Occupational Groups

April 1, 2006 - March 31, 2007
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3 Employee Movement

3.4 Departures

The following pages outline departures by gender, occupational group and reasons for departure.
During the fiscal year 2006-07, 486 indeterminate employees left the department: a rate of 8.8
percent, which is slightly higher than the previous year. For 200607 the category "other" includes:
two deaths, one discharge for misconduct, one incompetence, one return to school and seven end of
specified term.

The retirement departure rate is 3.2 percent and continues to grow from the previous year, which
was 2.6 percent. The retirement departure rate is expected to increase steadily over the next ten
years based on current trends in the number of employees eligible and those actually retiring in a
given year.

Table 20 presents the distribution of indeterminate employee departures by occupational group. Of
total departure in each major group, over 70 percent of public sector departure reasons were for the
Fl, ES and PE groups. Of all employees leaving to the private sector, many (53.3 percent) were
between the ages of 35-49. Similarly, of those leaving for other departments, many (47.8 percent)
were between the ages of 35—49.

Table 20
dete ate Depa e Reasons by O pationa oup
AD 006 a 00
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3 Employee Movement

3.5 Employee Departure Forecasts Excluding Retirement

During the previous seven-year period at Industry Canada, an average of 243 employees per year
departed, (average turnover rate for seven years is 4.6 percent). Of these individuals, almost 50
percent were between the ages of 25 to 44 years of age. The percentage of departures for the 50-
54 age group has significantly increased since 2005-06 compared to last year (40 percent). It is
worth noting that the highest expected departures for 2007—08 are in the <30 age bands, indicating
higher turnover and therefore greater retention challenges with younger employees (see Figure 21).

Figure 21

Industry Canada's Seven-Year Average Departure Rate
and Expected Departure Rate for 2007-08 by Age Band
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The historical analysis was based on both departure and age data for the fiscal years 2000-01
through to 2006-07. Figure 22 represents Industry Canada’s seven-year average turnover rate and
the departure forecast for the upcoming

Figure 22

Industry Canada's Annual Turnover Rates
from 2000-01 to 2007-08
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3 Employee Movement

Figure 24

20

Percentage of Indeterminate Employees Eligible and
Expected to Retire from 2007-08 to 2017-18

4

15
10
v 3 5 -8 -0 fE 4 i =
3.2 F.o F--" 3.2 I—‘" 381 |34
0
& NG D N NG N> N

6 4 3 2
3.8
3.3 i i
& & A ®

N N N
NS & Q’ N’ QU &1 bx' &’ < At
Q (N} N N N N N N N N

== Newly Eligible mmmm Already Eligible Expected Retirement

Figure 25 represents the percentages of employees eligible to retire and expected to retire in the
next three years for several occupational groups. EXs have the highest proportion of employees
that are eligible to retire (46.1 percent) of whom 17 percent are expected to retire over the next
three years. CO and EN functional community retirements are projected to increase rapidly: with
around ten percent of those employees expected to retire over the next three years.
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Figure 25

Percentage of Employees by Group Eligible
and Expected to Retire by 2009-10

46.1
243 e 24.2 17.6 17
AS co EN ES EX

W Eligible to retire by 2009-10 @ Expected to retire by 2009-10

29
























4 Worlzplace Practices

4.6 Informal Conflict Resolution
4.6.1 Conflict Prevention and Early Resolution

The Conflict Prevention and Early Resolution (CPER) program was established in April 2005, to
meet the requirements of Section 207 of the Public Service Labour Relations Act, which mandated
that deputy heads in consultation with bargaining agents, establish an ICMS within their
organizations.

As its name suggests, CPER focuses on the prevention and early resolution of conflict and
workplace disputes. More broadly, the program seeks to influence and promote a cultural shift
around the way conflict is viewed and handled in an organization; in effect to create a “conflict
competent organization.” This approach emphasizes the need to resolve conflict and workplace
issues informally, at the lowest possible level and at the earliest possible time before the situation
escalates. This in turn, reduces the costs (tangible and intangible) of workplace conflict, improves
productivity and strengthens the health of the organization.

4.6.2 CPER : Building Relationships

A CPER network, consisting of bargaining agents, managers and HR professionals, has been
created to assist in the advancement of CPER'’s objectives. All have demonstrated interest and
support in working with CPER.

Network members have also participated in training workshops to acquire basic conflict coaching
skills to assist them in more effectively dealing with workplace conflict.

4.6.3 CPER: Providing Services

The services provided by CPER focus on building conflict management capacity and competence
throughout the department by offering workshops and learning opportunities on workplace conflict,
and providing services such as mediation, facilitation, conflict coaching and group interventions to
deal with specific workplace issues.

Since its inception on April 1, 2005, CPER has provided services to 80 clients from all sectors. Most
services involved conflict coaching (56). Fifteen conflict management workshops have been
provided across the department.

4.6.4 CPER: Looking Ahead

In 2007-08, there will be an increased emphasis on the promotion of CPER services in Industry
Canada across the country through marketing and communication activities, and the offering of a
series of workshops and learning events on workplace conflict management.

CPER will also work with Labour Relations to develop training approaches on the prevention of
harassment and discrimination in the workplace.

It is anticipated that these activities will lead to an increased demand for services from CPER.
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5 Environment and Business Processes

Discussions as to the integration of the HR planning cycle with the business planning cycle
continues to remain an issue as some managers feel the cycles should be more aligned while
others feel it is a good fit. Due to the differences of timing regarding business planning within
organizations, some HR plans were not received by the expected deadline. Furthermore, the
reassigning of HR planning delegates delays the process resulting in requests to extend the
deadline to complete the plans.

The HR planning and business cycles will be reviewed again in 2007—08 to ensure the best fit
possible to avoid delays in the retrieval of plans. Meeting the deadline is extremely important as
review, analysis and reporting needs to be completed within a deadline as well.

The largest causal factor in the delay of plans, however, is constant and sometimes unexpected re-
organizations. Industry Canada is continuously evolving largely due to changing priorities and
budgetary constraints. Managers at times find it difficult to complete planning while awaiting
information, which will directly impact the organization. Many people are shuffled around so
demographic data is affected, which in turn makes workforce data changes difficult to capture. This
creates a challenge for managers when identifying gaps in their respective area. Overall, the plans
are well done in identifying the gaps and HR issues, although solutions and strategies are limited
especially in regards to succession planning. Further improvements are desirable in the 2008—11
planning cycle.

In addition, the performance monitoring aspect of HR planning will be reviewed. Currently, sectors
monitor their own HR plans on a regular basis. However for reporting purposes, HRB’s HR Planning
Team, with the support of key stakeholders, will look into developing a monitoring/measuring tool or
process to monitor execution of plans and performance issues.

In reviewing the HR plans from 2006—07 and comparing results to the actual staffing actions from
the PeopleSoft data, there is high indication of overplanning in 50 percent of the plans (i.e. planning
for more staffing actions than are actually executed). Although it is difficult to plan for the
unforeseeable future, in the next planning cycle, a focus will need to be on developing more realistic
plans. For example, during plan development, one of the reasons for overplanning is the level of
uncertainty for predicting the number of needed staffing actions and the weak link with financial
planning, which can have a direct effect on intended resourcing plans and strategies.

Within the last year, many improvements were introduced to the planning cycle, such as: the
development of the Human Resources Planning Toolkit based on the Canada Public Service
Agency (CPSA) requirements; a formatted HR plan outline to increase consistency; and the
integration of staffing, employment equity, official languages, learning, training and development,
and succession planning. Although the HR plans have improved because of these developments,
further changes are needed such as: further integration of HR planning with business planning;
better knowledge of succession planning; meeting performance indicators through monitoring
mechanisms; increase direct communications with managers; and obtaining support and
commitment from senior management.
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5 Environment and Business Processes

Although, two years have passed since HR planning was introduced to Industry Canada, resistance
to planning human resources still lingers due to scepticism about the need and value of this activity.
“HR Planning will help organizations determine the nature of the staffing program and approaches
that are appropriate for them and develop more proactive staffing processes. Good HR planning will
help organizations take full advantage of the flexibilities in the new legislation.” (Canada Public
Service Agency) An increase in support of senior management in the integration of HR and
business planning can aid greatly to reduce resistance by "leading, overseeing, communicating,
resourcing, and championing integrated human resources and business planning. “ (CPSA) In the
Fourteenth Annual Report to the Prime Minister on the Public Service of Canada, the Clerk of the
Privy Council lists planning as the first priority:

“By integrating business planning with human resources (HR) planning, we will develop a
better sense of our strengths and of the gaps we will need to fill, whether through
recruitment or development or by bringing in specialized skills at mid-career. We will use the
planning process in every department and agency to engage employees in the future
evolution of their organizations.”

A priority needs to be placed on HR planning across the department to illustrate the importance of
integrated HR and business planning to all stakeholders.

54 Recruitment and Retention

In 1992 the Human Resources Branch established the University Recruitment Development
Program (URDP), which aimed to attract and retain highly qualified, professional university
graduates. Various sectors within the department offered recruits a stimulating, positive work
environment while promoting career fulfillment, communication and employee involvement. Industry
Canada’s URDP was a two-year, on-the-job training program. The program offered rotational
assignments, formal training and mentoring to university graduates recruited as economists,
engineers or commerce officers. A university degree was the minimum requirement for recruitment.
In many cases, a master's degree was required and, sometimes, a doctorate degree.

Recruits were appointed to permanent positions and remained on probation for one year. Managers
completed written Performance Feedback Reports every six months, as well as provided ongoing
oral feedback and coaching. Pay increases were awarded annually in accordance with collective
agreements. Approximately 220 participants were appointed to positions in the department as
permanent employees under the URDP since 1992.

The program was discontinued in 2002 due to cost and budget considerations. Since then, various
sectors within the department have been conducting their own recruitment processes. The bulk of
post-secondary recruitment needs and the more particular challenges are centred in three
organizations: the Competition Bureau (CB); the Canadian Intellectual Property Office (CIPO); and,
the Spectrum, Information Technologies and Telecommunications Sector (SITT), including the
Communications Research Centre (CRC).

To ensure that IC remains competitive in the quest for the best university recruits, a series of

initiatives have been linked to CB, CIPO and SITT/CRC. The following section describes on-going
recruitment efforts by these organizations.
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5 Environment and Business Processes

Furthermore, retirement could affect team productivity, as 37.5 percent of current staff will become
eligible to retire over the next five years. This necessitates close attention to recruitment, knowledge
transfer and succession management over the coming years for this community. The unit has been
taking a proactive approach by actively recruiting and training new employees since 2002. Also, the
department participated in the Compensation Trainee Collective Staffing Initiative coordinated by the
CPSA and hired one new recruit initially with further recruiting offers to follow.
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AppendiCes

Appendix | — Organizations within Industry Canada

For this report Industry Canada has been divided into four components: sectors, regional

operations, small business and marketplace services and corporate services.
1 — Sectors

Canadian Intellectual Property Office (CIPO)

Office of Consumer Affairs (OCA)

Competition Bureau (CB)

Communications Research Centre (CRC)

Industry Sector (IS)

Science and Innovation Sector (SIS)

Spectrum, Information Technologies and Telecommunications (SITT)
Strategic Policy Sector (SPS)

2 — Regional Operations

Atlantic

Quebec

Ontario

FedNor

Pacific/YT

Prairies/NWT/NU

Policy and Regional Cohesion Branch (PRCB)

Ministerial Coordination and Minority Communities Branch (MCMC)
Sector Strategies and Infrastructure Programs Branch (SSIP)

3 — Small Business and Marketplace Services

Chief Information Office Branch (CIO)
Corporations Canada (CORP)

Information Management Branch (IMB)
Measurement Canada (MC)

Office of the Superintendent of Bankruptcy (OSB)
Service to Business (SBU)

Small Business Policy Branch (SBPB)

4 — Corporate Services

Communications and Marketing Branch (CMB)
Comptrollership and Administration Branch (CAS)
Human Resources Branch (HRB)
Minister's Office/Other (Min/Other) includes:
Minister’s Office
Office of the Deputy Minister
Office of the Associate Deputy Minister
Audit and Evaluation Branch
Legal Services
Corporate and Portfolio Office
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