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PEOPLE MANAGEMENT STRATEGY FOR RENEWAL
AND RESULTS

Introduction

Industry Canada’s (IC) People Management Strategy for Renewal and Results (PMSRR)? is a three-
year strategy designed to achieve the desired state of people management in the Department.

The PMSRR'’s objectives and action plan take into account business priorities, changing labour force
demographics, and central agency priorities such as Treasury Board Secretariat's (TBS) management
accountability priorities for people management. The direction and context for the PMSRR was outlined
in the renewal objectives set out by the by the Clerk of the Privy Council’s Public Service Renewal
Action Plan (PSRAP). Each element of the Clerk’s renewal plan is addressed by the Stra tegy’s four
components: Employee Engagement, Leadership Development, Human Resources Service Excellence
and Performance Improvement, and Integrity and Accountability.

In support of the PMSRR, the Department developed three-year objectives along with annual action
plans. The objectives and progress made in year one for each of the components are outlined below.

Employee Engagement and Renewal

Three-Year Objectives

|

Progress in Year One

« Effective external recruitment initiatives
- Annual recruitment targets of high-quality
employees are met;
A minimum of 80 percent of managers are
satisfied with the quality of their hires;
IC’s branding successfully attracts new
candidates;
Employment equity representation is met (no
gaps); and
Overall level of Visible Minority recruitment
exceeds workplace availability.
« Completion of written performance evaluations by all
eligible employees;
* A minimum of thirty percent of employees are in a
career development program;
« Sectors implement comprehensive talent
management strategies;
« Development and implementation of a corporate
approach to second language training;
« Aretention rate grater than 85 percent for key
occupational groups (AS, CO, CR, CS, EL, EN, ES,
EX, FI, IS, PE, PM, SG, TI);
Knowledge transfer mechanisms are in place;
Increased use and access to mentoring;
Fair process of selection for a position;
In response to the 2008 Public Service Employee

Increased marketing and branding
Public Notice Campaign;
Improvement of IC’s career’s website;
Employee Ambassador Program; and
Awarded as one of NCR’s top 25 employers;
Recruitment
Three government-wide career fairs;
University of Ottawa and Carleton University fairs;
Campus Speaker Series pilot);
A total of 190 post-secondary recruits ;
Bridgeable student database; and
Student Exit Questionnaire and Student
Orientation Session pilot.
Talent management
Enhanced departmental orientation;
Welcome receptions for post-secondary recruits;
Stay Surveys for new recruits;
Exit interview pilot;
Development of non-EX performance
management framework; and
“I Know” - a wiki-based Corporate Knowledge
Transfer tool.
Addition of four new development programs for ECs in
the Science and Innovation Sector (SIS), ISs in the
Communications and Marketing Branch (CMB), ECs
in the Industry Sector (IS), and ECs in the Office of

2 To learn more about People Management Strategy for Renewal and Results, please visit the following site:

http://icweb.ic.gc.cal/eic/site/hr-rh.nsf/eng/h_00597.html
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WORKFORCE ANALYSIS

As of March 31, 2010, more than half of Industry Canada's (IC) indeterminate employees were in the
intermediate and support/technical working levels (52.2 percent). The proportion of indeterminate
employees in these working levels remained relatively stable over a five-year period.

Almost 30 percent of IC’s 2009-10 indeterminate workforce were at the EX minus one and EX minus
two working levels. Both of these two working levels, along with executives, including EX equivalents,
remained relatively stable over the past five years.

In contrast, the Developmental (entry-level)® population had the largest growth (15.3 percent). This
growth of entry-level employees, working in knowledge-based occupations, may be a result of IC’s
targeted recruitment initiatives. Retention strategies for this population, along with developmental
programs and training, will be integral to supporting their engagement and development.

Indeterminate Population

2010

EX equivalent and EX
284

T TR ST
EX minus one
670

2006

EX equivalent and EX

285
Lo s oo T

EX minus one
679

EX minus two
1,059

EX minus two
1,062

Others
3,559

Others
3,630

* Includes employees in their substantive position only and excludes acting appointments, assignments
and employees seconded in from another organization.

Analysis of the Executive group indicates that there were more executives meeting the CBC level of
language requirement now than five years ago (91.8 percent met the language requirement of CBC
level in 2009-10 compared to 87.2 percent in 2005-06). Furthermore, the average age of executives

decreased from 50.5 to 49.1. The years in position decreased from 3.4 to 2.6 years during the same
timeframe.

4 Appendix Ill provides the breakdown of IC’s Developmental (entry-level) Working Levels.
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