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2T o HRRCIES SRR RS S LR S L
(=)~ st B o
1. - 47703 (General Administration Test °  GAT-380 )
2. - BBGL R ( General Competency Test Level2 -
GCT2-314)
3. A4 FRAER ERY  (Human Resources Consultant
Simulation Exercise 410)

4. F8 | ¥rpls% (Situational Judgment Test > SJ-318)

)]
T

o A3 At 4 R3E (Written Communication Proficiency
Test » WCPT-351)
6. % @i 3 p3E (Written Communication Test © WCT-345)
(=)~ TR
1. AR 2R B %7 S (Supervisor Simulation )
o) ke AR %-—*F'f H#2% S (' Team Leader Simulation )
v FE ? 12 EF H i S (Middle Manager Simulation )

‘W

2
3
4. B ikt % 1 (Program Advisor Simulation )
5. FiFE EFHCEF R (Senior Manager Simulation )
6. ¥ /rﬁﬁm"g @ EF fifE T S (Senior Science Manager
Simulation )
7. A4 FiREER 8T R (HR Consultant Simulation )
(Z)~2F giwne ‘%‘ffv?—f&_
1. 2% g% (In-basket Exercise )
(1) .7 pFg pF 2 F & % % ( Middle Manager In-basket )
(2) .¢ FF ¥ 28 FR  (Middle Management Situational

Exercise )
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(3) .F =2 % %% (Managerial In-basket )
2. 1FiE AR E]UDL 4% (Candidate Achievement Record )
(1) ﬁ‘%‘« Y i*ui,i % (Accomplishments expressed in terms of
competencies )
(2) #EE ¥ % (Validation Component )
(3).iF3i% A 3= =+ d #FF#FF 2+ 4 (Completed by candidate
scored by trained manager/ assessor )
3. AR gEm it (Leadership Experience Text )
(1) .izE A @ @mitAg F.55% (Short text on leadership
experiences completed by candidate )
(2) .## R ++ %4 (Scored by assessor)
()~ FEBRS B 2 A B R
1. 4%+ @3 8 ## (Simulations for the Identification of
Leadership )
(1).2 B e 3705 BEAEAR SE 0 Bl ¥ B AR 4 F &
( Director Level: An evaluation of developmental leadership

needs as defined by the new Key Leadership Competency
Profile )

(2).= fEfsm R {4F - B3 63 > BHd.  (Three
simulated exercises: presentation ° meeting with employee >
executive group discussion )

(B).L2F FFRFRGHKLITHER LT CIEE RITRE $4 —"F'f e

( The participant’s performance is evaluated by a

psychologist and by assessors with senior management

experience )
2. ¢ Fgp A #R 2 7RF Y w2 (The assessment Centre for
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the Identification of Middle Management Potential )
(1) I8P rEin s+ ﬂﬂ;?“w—’ﬁ ?ore R ERE R
(Individuals identified by their departments as having
potential for development as mid-level manager )
(2) K34 B2 R M F REY L2
E%‘i it (Designed to help Departments identify individuals
who would benefit form a development program to attain
competency as middle managers )
EX 4f # & . &Bﬂ« JE B #%_  (Identification of Paths to EX)
(1) .2 328 3 M«% s 4 RD L 7R
FEpATRE 2> P RYA HEFTR (Three
assessment modules: career counseling and self assessment

on values » personality » career goals ; 360 feedback

process ; simulation )

(2) FEE5%ecrra 2R v4 (Indepth feedback and

=2
synthesis of results )

4. 231360 & w41 £ 7R i3 (Full-Circle 360° Feedback
Instruments & Services )

(1) R34 Bhoi Bl g 975 48 H 4 B (Based
on a proflle of the 14 competencies and suited to all
management levels: Supervisor, manager, director, director
general or assistant deputy minister )

(2) Jgd ¥~ 2§ ~vBR B 6 G MR R

( Assessment by colleagues, immediate supervisor,

employees or any other group of people able to give an

accurate reading of an individual’s strong points and the
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areas that need improvement )
(3) EFGEdF L Bfp it 75 B~ Fevil 2 F R
% (A confidential report including that summarizes the

behaviors perceived as strengths and those that might by

improved, making it easier to draw up a development plan )
()~ 4 %4 R EUE 2 A7 s 35
LB FrFa g X R FEBF R (The Simulation Exercise for

Senior Executives, Level 03)

(1). mE2REX02 & %2 =3+ % 2 (Federal public servants,
preferably at the EX-02 Level )

(2). EXO03 J Bt g @A H iz 1 i p F k2 (May
be one component of the selection process for EX-03 level
position )

(3). HEiEE 4§ M EX03 & 2 AT B & 7 5 g bl

(' Provides info on key leadership competencies and
behaviors of candidates at that level )

4). B &7 F KR ELE A 2 (Used in combination
with info from other sources to make selection decisions )

2.F ¢ EHHEUF R (Senior Managerial Simulation Exercise )

(1). #2330 0FF LB 2 J0 B 447 B B i 7 5 4

iv a3 ¥ (Structured to reflect 6 components of the Key

Leadership Competency Profile for senior managerial

positions )

(2). FE* AHEZIEFWEI R IR TR
% Pk 2 A5 (Provides hiring manager with an

opportunity to observes individuals dealing directly with
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managerial issues and challenges )
3.3 ¥ BL - EE 8 st (Simulations for the Selection of
Executives )
(1. # ¥ T2 g A B RgT & BRI P Rae (7 -
RRIELE 3 -
(2). #FEICF 2 B 2 PiFiE A ER TR
4.7 FF 8 ILEF 58 R R (Middle Manager Situational
Exercise )
(1) . - HEmig 4 £0 & RigiE A 53 AR
A BERBEIESR AL E T
B. &JZ %R EAH TR
(2) izE A 0o IR BORY A EH Y R R
A HBhaimak g
B. dp M F {1 Ap 0 4
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Government of Canada (2010) - {Key Leadership Competencies) - CA. Ottawa.
Fre A T Arch (2009) (4 £ x DR AEEL R) o

te £ X R AT A sk o e nk ! http://www.tbs-sct.gc.ca/tbs-sct/index-eng.asp
e £ x 2 F Bk > fent ! http://www.csps-efpc.ge.ca/index-eng.asp

fed <2 F AR €k fn t http//www.psc-cfp.ge.ca/index-eng.htm

b £ A IBIEEeY O e xk s eyl http:// www.psc-cfp.ge.ca/ppe-cpp/index-eng.htm
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How do you evaluate employee’s performance? And how do you

track and improve about them? Can you provide us with the

indicators or case studies?

GER B 25 BRI R E A M GRS ke

GEERE RIS R N
How do you link the training policy for civil servant and the

performance results each department? What the executive context

and plan held for public servants at the federal level?

AL A WND 5 SRS ﬁ%ﬂL% NEEE LR QL BT

A ﬁ ?
In Canada © how > under what circumstances * and by what

means are officers promoted? Are the raised the same for high

ranking officers?

<~ 7 ¥t Canada School of Public Service

.ﬁ?%%@ﬂﬁﬁﬁ??ﬁ&ﬁiﬁ@%ﬁyﬁ,é%ﬁ@

Boie 3K T B A Bl E B L R yER AR RG] Y

How do you survey the core competencies of public servants and
design training courses for them? How do you define core
competencies >  identify competency gaps °  implement
competency training > and arrange the schedule for each phase of

the training?
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FERAT

FARY A RERET R EREE AR RGRE
LR R R T 7T B R .

As adult learning differs from school education > what teaching

methods do you employ in your training courses for public

servants? Can you illustrate?
FEPHBFOBRARTETIHE Y2  ER

AR P EPEL SR T P E R SR R i 2

Do you have special training programs for the purpose of

fostering high-level public servants? If so > how are they

implemented and funded > and what are the courses like?

R RN OB BV R R A ? B F B

?‘F%%%%w%ﬁﬂ’%??%ﬂﬁﬁié%%ﬁ?*’

del B PR 7 AE T R S ML B R % 6 2

How do you evaluate the results of training for public servants?
In the four levels of evaluation—reaction > learning > behavior >
and result—are behavior and result included in your evaluation?
How do you track and evaluate trainees’ performance? Can you

provide us with the tracking indicators or case studies?

.h:i—’\? g[‘mlll?ﬂfé% N & § gﬁ“ﬂ‘#‘ﬁ f/k _#__

PAEBEYRTE VA P H R EREYRGE O
FoOREVRTE G L ES 224 HE R Y

In what pattern does the School collaborate with universities »
academic institutes ° or privately controlled enterprises in

developing training programs? Does the School have any foreign

language subjects in the training programs? If so © how and what

foreign languages are concluded in such programs and for what

purposes?
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We are planning overseas training for our high-level executives

next year. Will you be willing to collaborate in this project?

% ¥4 f ¢ Public Service Commission
FAR §4rinf sks MgE QAR L NHMO DB 252 K
¥ 2o

How has the PSC effectively safeguarded the integrity of the
public service staffing system and the political neutrality of the

public service?

Y AR E LR T S

What is the Canada’s experience especially about updating the

measures governing the political neutrality?

AL ORARORGEZPELEP? v d A2 F F e

P i e ?

What are the codes of ethics governing public servants in

Canada? How does the School put those codes into subjects?

& IR R gY & Personnel Psychology Centre

BN ES ASRLLES R R s

o F R SR 2 3 e F R
The PPC is famous for its excellent capability of assessing human
resource. We would like to know the current operation of the
assessments and how PPC keeps up maintaining these
assessments with the changing needs coming from different

government departments and agencies.
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One of your services is providing psychological and personality
evaluation for different sector employees. In your experience’ do

each sector employees exhibit different personality types? In your

psychological and personality tests © do you employ different

psychological inventories for different test subjects?

S TR Y LR g gk Assessment Centre (AC) = Vo

F* A ﬁ _;’E.f—?gf_g_ ,g.;_p\ca% =N Acgﬁg_ﬁj_@f—?—% V2 HiFw %;,
Bl & Gr 3034 a2 %547
You have employed the assessment centre ( AC) method in your

evaluation of public servants. How do you utilize the AC method?

Is it primarily used in the selection or the training process?

.:uIEV’I-ﬁ’\?‘ NN Tl 2 ‘&;}fﬁ ﬁrr-r'f“‘ r»/z‘ f——lﬁ«#gg S A

=N I SR A
The PPC is well-known for its assessent products. We would like
to know how these products can be kept for meeting the

requirement of merit > equity » fairness and transparency.

LS TEEREY s E R bR A 0 R R okE T
2

FZRA? WG BEVRGE R BINEET T
Does the PPC have any foreign language subjects in the training
programs to provide more helps to its citizens who are not native

speakers? If so > how and what foreign languages are concluded

in such programs?
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1. pA Fe3R i 2 72 5 T%i%@’%iﬁﬁﬁﬁ%%’%wi
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How has the Board managed to cope with the limited financial
resources when faced with a constrained budget during the past

time » especially the time hit by the latest global financial crisis?

2SI A R B LA FF R RS L AA 2

Would the Board please share with us its experience about the

results-based budgeting it has operated regarding the human

resource development?

L) XA BAE R E Y ¢ < Centre for Leadership and Learning

HROntario

LAt~ g dsnitt ARy 2 BER% 2 HEMRE S

e ?

What is the adoption process of measures governing the training

and promotion of public servants at the provincial level?

D

TR
N‘é

AR B EAC R (T 0% AR R 2 M OB

—\

PO E R %‘% U Bl S o BN S N S
PTE TR EESE ?

How > what > and where are the training programs held for
public servants in this province? Besides professional subjects »

are there any general subjects in the programs? How does the

province assess the outcome of the training?

3,:351’«% %12 r?’ﬁ" N & g N g;&;gﬁﬁ‘f\A ﬁ_‘_;ﬁr_j; e B
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In what pattern does the province collaborate with universities »
academic institutes * or privately controlled enterprises in

developing training programs? Does the province have any
foreign language subjects in the training programs to provide
more helps to its citizens who are not native speakers? If so »
how and what foreign languages are concluded in such programs?
EARE RS KRR R E IR AEY T A2 2R
ARE?XAEI G & REMREYFER?HBESLEB 22

Boeoir A 2R oo 20 F 2R R R IR & R G

To what extent does the province utilize digital connections to
provide pubic servants learning platforms? Are there any

obligatory requirements at the provincial level > such as
minimum learning hours > certificates * or others > for the

learning and for what ranking public servants? If the requirements

exist ©  how often are such requirements assessed? And by what

means?
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People Management Oversight and
Enabling Cycle

Presentatlon to Talwanese
Delegation

May 25, 2011

i |
Canad4

> Revised Methodology to reflect new approach to monitoring and
assessment, in support of new HR Governance model
Pk DMs accountable for V&E and People Management - OCHRO to
play enabling role and track the state of PS
- Scorecard/Assessment is a subset of key management issues
drawn from the Public Service Management dashboard

Introduction

» New Outcome based approach, terminclogy and look and feel of
“scorecard” Reduced Reporting burden by requiring 0 documents from
departments

P Leading Practices are recognized and shared by permission on Public
Service Management Dashboard

-
. 2

60



People Management Scorecard

The People Management Scorecard 's an integral part of the Public
Service Management (P5M) Dashboard.

o
Pt Hamruigmemrrd e p ard dar bk Basrad wT1

The Seomwcard is. e i i

..used to communicate people e st

management MAF results to Departments; m
[ ——

..meant to raise flags regarding ——— .

departmental performance in the area of ‘3~

People Managerment; [ er— T

...not intended to assess all aspects of ::::-_.;:_':_“

People Management. —

[ o —

e =
- 5

- Oversight and Enabling cycle
Scorecard and PSM Dashboard tools are complementary
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The 3-year cycle
Year | Departments.. Key Parformance
Indicators
1 | ..engage employees in a discussisn of the 1  Employes Engagement

Public Service Employee Survey (PSES) 2. Excutive Leadership
resu'ts and develop potential solutions at all | 3. Diversity and EE
levek of the organization; benchmarks are 4. Employee Learning
set; monitor progress using dashboard 5. Performance and
Talent Management
2 ...bulld action plans based on the 6. Workload and
comprehensive assessment of the PSES Workfaree Planning
survey results and uncovered issues; monitor Effectiveness
progress using dashboard 7. Staffing
B, Official Languages
9. Organizational Context
3 ...implement action plans and measure the
resu'ts/outcomes of the activities/Initiatives;
monitor progress using dashboard
-
The 3-year cycle (cont.)
Year 1 of the cycle,

* Public Service Employee Survey (PSES)

F

Occurs every 3 years;

The PSES is an opinion poll cf federal public szrvice employees;

It seeks perceptions regardirg leadership, workforce and
workplace conditions. and measures employes engagement, its

drivers and its outcomes:

The PSES identifies areas for improvement at the public service-
wide, departmental and organizational-unit levels and iz used to

set benchmarks with previous PSES and other jurisdictions;

Results of the PSES will account for approximately half the
assessment for all People Management indicators.
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Throughout the 3year cyelz,

* Administrative data and regular reporting processes such as the
Departmental Staffing Accountability Report (DSAR) and Review on
Officlal Languages are used to minimize the reporting burden;

+ Departmental “asks” are stable too...

- “Asks” are information collectad internzlly by Departments and
provided to TBS;
- Kighlight the importance of specific measurement elements;

- Reward Departments that have sound reporting systems in place and
encourage others to implement their own;

* Departments report on their spedific contest (P9)
- To mitigate the impact of departmental specific issues:
- Foster a culture of measurement.

The 3-year cycle (cont.)

=

. Public Service Management (PSM)
Dashboard

The PSM Dashboard is...
..a departmental Management Tool

- Itis being used to support management decision making to
improve People Management and Values &Ethics

... system wide analysis tool

- Identified system wide issues can be moved to scorecards for
next MAF zssessments

«the TBS/0CRHO source for departmental data
«.a policy monitoring tool.

Lamch May 2090 45 MAF VI scorecends March J11 BLAF win
v soorecas
R o e privnimi 1D users .. andgoaing  Ecotstontion (GG
mwm" 200 masnre Ciaputy Headis, Headi of Foruma, 50 Padia)
HIE, WAF ard VI L
T N spurimpnial icalily phanven analyat, WAF Asctitonal
Cousrtirty upcdation enorSnaion., other HE deysrrerital
- s, DCHRD Inclin from MAF
mpoyses bl
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The Business of the Canada Schoal

of Public Service

Canadi

Canada in the World

Economic and social needs are multi-faceted and a highly skilled
Public Sector supports Canadian needs

+ Internationally
— Aclive nalion and export-dependant

+  Domestically
— Multicultivral, diverse, federal-provincial relations, resource and
manufacturing basa, aboriginal complexities
- Elected government with policy objecives carried out by a
non-partizan, apaliical, profazsional Public Sacor
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Canada’s Public Sector

» Canada’s Public Service numbers over 420 000 individuals (includes
agencies/crowns)

* Retirements mean the Public Service is losing senior leaders as well as
experts in certain fields (e.g. scientists)

* Thea Public Service needs to adapt and prepare for the future by
increasing:
— Transparency in the govemment
- Speed ofinformation creation and exchange
= Accountability (e.g. OMs are the Chief Accounting Cficers)
- Speed of program defivery (e.0. Economiz Action Plan)

* Managing the demographic shifts is a priority for the Clark — training and
development recognized as key factor in future capacity

Legislative Framework

. Fedaral Accountability Aet:
= DMs as Accounting Officers
- DMs accountable for leamning (Financial Adminisirative Act)

. Fublic Service Modernization Act: DM responsible for
human resources management

* Treasury Soard (T2) policy on learning, training and development
- Required training includes: srientation, values and ethics, understanding delegated
authoriies (probiy)
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Authorities and Mandate

The Canada School of Public Service Act Is the authority for delivery
of training and development programs
— Cost recovery and appropriation (60% [ 40%)

*  School Governance

- Led by Deputy Minisier

~ Reports to the Minister of Treasury Board — part of the Treasury Board portfolio
- External advice on learning trends through Board of Sovernaors

Internal DM advisory committees to remain relevant 'o DM needs
Deparimental Audit Committee (DAC) provides impartial oversight and advice

Common Learning Provider

Deput¥ Ministers (DM) have the responsibility for
employee training

+ The Scheol is the common learning provider and serves:
- Pgﬂl}c Service (38% penetration rate): ranging from Deputy Ministers

new racruits
— Federal Agencies and Crown Corporations

* What we do:
— Support Career-Long Learning
— Functional Communities Leaming
- Language Learning Services
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Supporting Career-Long Learning

* WM public senants in their training and develooment throughout their career, at all
=

= master your job
= prepan for your nixt job

«  Providing o range of programs and services for public servant leaming:
= CIASSROm OOUrSas

saminars and evens, a.9. Armchair Discussions
onling keaming
blended leaming

* Required Iraining for new public servants and supervisors and managers:
- Orientation to the Public Service
- Aulhosty Delegation Training

Functional Communities Learning

= For public servants who share common werk functions and
purposes.

* Pannering with Functional Communities to design, develop and
deliver lzarning products and services, such as;

O Finance O Comemumnications
O Hurnan Resources O Service Delivery
s Mg oot U Procurement, Materiel
O Palicy Managemeant & Real
os Property (PMMRP)
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Language Learning Services

* Helping departments and agencies builc and
sustain the official language competencies of their
employees

+ Services include:
- On-line language training tools and products
- Individuaized Language Leamning Flans

+ Also currently available:
- Second language maintenance workshops

- Ala carte services such as on-site language teachers in
he depanments i

Serving the Public Servants

*  How the School does it:

- Draws on the expedise of experts - Public Service leaders teaching leaders
= Draws on real examples in the classroom
In persen and through the Web (broadcast)
= Online leaming and 2.0
- Metworks: University Champions
= International partnerships

Canadd
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Training for Public Servants

« Supporta non-partisan, apolitical, professioral Public Service based on:

- Core Values and Ethics
— Diversity
— Skills for the jobr

values and Ethics
Accountability
Risk Manegement
Human Resources
Finance

Building Leadership

Building leadership competencies at all levels

- Programs (e.g. Direxion, Living Leadership, Advanced Leadership Program)

- Targeted courses o build leadership competencies (Leading Transition,
Leading in Tinve of Srisis)

- Seminars and evenls (e.g. DMs’ lunch, Managemen, Excellence) to discuss
cOmman issues and priorities

- Talent managemenl: identily and train the next generation of leaders

69



International Expertise

« Bilateral and trilateral programs - Global Engagement Network
iNetherlands); Leadership Across Berders (UK, Australia/NZ) -
raise public servants awarences of the global context

* Delegations from abroad participate in our courses (Sweden, Ireland, UAE)

+ Delivery of our courses overseas (e.g9. Leadership Reflection and Action:
Brazil, Mali)

International Projects

= Project with China (2005-2009):
- Management of Environmental Sustainability

» Other projects in many countries (e.g. Russia, Benin, Mali, Brazil)
= Institulioml capacity building
- Technology transfer

» Promoting the exchange of best practices at the international leveal

Canald
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Conclusion

= Canadian advantage rests in highly skilled workforce supported by high
shilled Public Sector s

» Constant adaptatior/responsiveness to changing needs due to changing
workforce

*  Technology playing role
- Reaching out to broader cross section of Public Sector
= Reaching our o new clients- erowns/provinces

= Changing delivery methods to be more efficient
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Publi: Serice Comninsion  Commission de ka fosction e
I*l ol Cansda du Canada o —

The Public Service

Commission of Canada
Presentation to a Delegation from Taiwan

May 24, 2011

Uipelatod hiarch 200§ RS 0 494471 .(:arladﬁ

Objective of the Presentation

To provide an overview of the role of the Public
Service Commission of Canada (PSC) in
protecting merit and non-partisanship in the
federal public service

'*' :;h_l-'b-un-rmn--n ;‘-:-Fm-u-uc---m-..mw {}l[]ﬂdﬁ
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Government of Canada
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Federal Public Service of Canada

213,931 employees 4 70 % English; 30 % French

< 55 % women < Average age: 44 years

44 % of exequlives are women < Average age of executives: 50

57 % in the regions; % Putlic service: approximately
43 % in National Capital Region 0.8 % of the Canadian population

4 89 % indeterminate; 7 % term;
4 % casuals or students

EBrwrra FRC popudsion Sies, Tads §ating D e §1, 000

Iel 2E2=°

and Canadi

i

Federal Public Service of Canada (contd)

= Rele of the federal public service
o Providing best possible advice to government
o Providing excellent service to Canadians

= More than 200 federal organizations

= Cgnada’s most
o national employer
o international employer
o multi-skiled workfoce

Bol DimipeeCommiion  Commusinmimiacionpbue Canadi
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Federal Public Service of Canada (contq)

= Federal Public Servine Wirk

o Increasngly invol/es knowladge work

o Public servants need
* 1o ba knowledgaable
= o have excellent communcation, netwarking skils
= strong determiration lo work for the public good

The public service of Canada is a vitally important part of life in this
country. It offers amazing career opportuntties for Canadians in a wide
range of areas and is a key to Canada’s compelitivenass in a global

BCONCMY.

= The Prime bissters Advisery Commillos on Public Sonvice

T

Canadi

Human Resources Management in Government

Frovy Coura & Oan
& s rrgee e e Premy Brutes g 1 Fo

o b o L i e ——
L M s

Trary Paasd of Canads Lot sren fo beiang 1 (lest
Hemin feeieican (0ede)

Pudssn Leevsn Camamarsan

Source:
Bopout of the Asdiior

Comeoral, Spwing 2010 §
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Public Service Commission
A century of experience
* An independent agency responsibla for

safeguarding the integrity of staffing in the federal

government, and the non-partisanship of the public
service

* Reports to Parliament, no Minister
= Created in 1908
o Inresponse to widespread political patronage

= PSC's critical role

o Established a professional, ron-partisan public service
L]

Boll Dosisorcommmemn  Commmnien ki ption Canadi

Human Resource Management
Through the Years

+ Staffing delegated to
wbmnmslu and federal departments
in the public + PSC focus on
senice » ;:ublin-g

* PSC supports
through policy,
advice and
o rmalion

* Hands-on support
by PSCin day-to-
day operations and

R T oty Canadd
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Public Service Modernization Act (2003)
Public Service Employment Act (PSEA)

* Most significant human resources management retorm in 35 vears
* Re-affimed PSC's authority for staffing and non-partisanship
* Continued values-based approach to staffing

* Encouraged PSC to delegate authority for appointments to deputy
heads of departments
o 84 federal orjanizations have delegation agreements with the PSC,
covering 216,045 individuals’
* PSC to report to Parliament

* New - a definition of merit — shift away from “requirement to rank”

o Two parts: Essential qualifications and additional qualifications
(organizational needs)
* A o kel . ), e Awraar Pspaset - 53, BT L1

BON iieecommn  Comtn s truten ks Canadi

Values

{: ore < Merit
“*Non-partisanship
“+Faimess

e “Transparenc

Guiding 5 3
“+Access
“*Representativeness

e Canada

77



Non-Partisanship

Preamble of Public Service Employment Act recognizes that Canada will
continue to benefit from a sublic sarvice that is based on merit and non
partisanship and in which these values are independently safeguarded

* PSEA establishes specific statutory requirements for the Public Service
Comirission to ensure that staffing is based on merit and to safeqeard an
impartial fedaral public service.

* PSEA slipulates that appointments must be free of political influence

* PSEAauthorizes PSC to investigate appointment processes if it has
reason to believe the appointment (or proposed appointment) was not free
from political inflyence

= Part 7 of the PSEA recognizes the right of employees to engage in political
activity so long s it does not impair, or is not perceived as impairing, the
employee’s ability to perform his or her duties n a political impartial
manner.

* Underthe PSEA, the PSC has the mandate to administer the regime for
political activities — and makes clear that unlike its staffing authorities, the
PSC’s authority ‘or political activities cannot be delegated.

*

B IS o e et Canadi

Delegated Staffing System at a Glance

Deputy Heads

-
Bl D ionConmses  Commpmon i torcton tbess (Canadia
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Oversight: Supporting Accountability

* To balance the highly delegated system, the PSC
has an independent oversight role

* The accountability regime allows tha PSC ‘o make
recommendalions o deputy heads and take
corrective actions, including full or partial revocation
of delegated authorites

* The PSC also keeps Parliament informed as to how
these delegated authorities are exercised

I e o ot e s Canadi

PSC Oversight Instrumenté

MONITORNG STUDIES
& Maasuring progrese and providing “early < Doscribing and axplaring a subject or
warning’ 1o deputy heads information base and developing a method

on how o assess them
STATISTICAL STUDIES

< Dascribimg in analyizal terms how the
staffing system funciions, addressing
spacific policy of program ssues

AUDITS

% Auditing any matter under the staffing
aalfunily vhrlugalud o depuly Inesmis

INVESTIGATIONS EVALUATIONS

% Extomnal appointmen:s; non-delegated & Govemmont-wide svaluslions 1o meaEuns
Internal appointments the effect of PSC poicies on departimants

% Possibla political influence PARLIAMEMNT

* Whara fiud is suspected & PSC reports annually 1o Pariament on the

& Allsgaticns of impropor political astivitios infeprity of th staffing systam

< PSC makes special epons 1o Pariament

on wgenl and imporant matiers o

Bl ff fervootommencn  Commanon e i i iy o Canadﬁ
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PSC - At a Glance

% Number of employees: 1,009 full-time equivalents®, seven regional offizes

i M. Barrs B Euaaran
e300 sl
I ] I 1
e HE emee fmmo omme
www.psc-cfp.gc.ca www.jobs.gc.ca -
s ST i (e

Public Service Commission Offices

Atlantic

Oritafis

Hatinnal Capital

l.l :.uts-menlhm-m ommepmen: &y b toncion pubka st (}allada
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PSC’s Reports to Parliament

I‘I D::‘&;mm Conmission 2o  borcien putigon Cm{ﬁ

L

Overall Assessment
2009-10 Annual Report

Significant prograss has been made in implementing the PSEA over the past
four years.

The essential elements of the PSEA are in place

The core values (merit and non-parfisanship) and guiding values (faimess,
access, ransparency and representaliveness) are generally being respected.

Maore work needs to be done to ensure that managers fully understand how to
apply the core and guiding values in their decisions.

Concentrated effort needed from everyone to ensure values-based approach
takes hold.

The fecus must now shift rom implementing the system lo ensuring its
sustairability for the future.

L — e Canada
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Areas of Concern

= Inappropriate use of non-permanent workforce and
temporary help services
o Useof temporary help services is not subject to PSEA.
o Temporary help services being used to addiess long-lerm staffing needs.
o Managers given little guidance onwhen to consider the PSEA in using
temporary hel> services.
o EEEE patterns of usage observed resulted in a circumvention o the

= Lengthy time to staff
o Time to staff cverall remrains an area of concemn for the PSC.

o Average time o staff indeterminate positions mvr%_g(h advertisec
processes has remained relatively stable at 23 5
— Significant reduction in tima required to staff colective adverised processes,
o Efficiencies can be gainzd within the existing framewcrk and poicies
without compromising staffing valves.
= Trrough strong HR planning and project management.
o PSC encouraging organizations to be more aggressiva in reducng time
to staff, includng establishing benchmarks.

il

L el Canadi

PSC Special Report to Parliament
Merit and Non-Partisanship under the PSEA

+ The PSC has drawn on five years of experience under the curent PSEA to provide
Parfiament with an assessment of the Act.

PSC's Special Report, titled Menit and Non-Partisanship under the Public Service
Employment Act (2003), was tabled in Pariament cn March 22, 2011.

+ The Report confirms that significant progress has been made in putting in place the
fundamentats of the system established by the PSEA since it came into force in 2005

+ Itfocusas on threg key issues that requice attention, and suggasts approaches for
addressing them:
- impeoving the offeciveness of D statling sysom;
= arhancieg B dppeoach for salsguarding the non-partisarshp of B public senico; and
=  shengihening tw povermance i oporation of the Commission.
+ PSC’s observations and recommendaticns will be helpful to Pariamentarans as they
consider the resulls of a formal legislative review of the PSEA that is currently being

conduciad,
Eey
Il SEinecmmes Crmnasicmnin. Canadi
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Looking Forward

* The zarly signs are that the rate of growth of the public service will slow
further in the year ahead as will tha level of staffing activity.

* Targeted HR plans including succession planning and lalent
management will be increasingly valuable (hire the right people with
available budgats).

* A more concered effort involving all key stakeholders is now needed lo
ensure momertum for a values-based approach.

Sustainability far the future depends on addressing outstanding issues,
such as improving the eflectiveness of the staffing system, and
enhancing the approach for safequarding the non-partisanship of the
public service.

B4l Dimimresconniia  Conmuion e n bt bk Canadi

»QUESTIONS

Bl S S Canadi
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The Personnel Psychology Centre

Taiwan
Delegation
~ May2011

RIGHT . le: !l choix!

Personnel Psychology Centre (PPC)

» Serving the public service for 40 years
(centre of expertise)

+ Statutory and Service Roles

* Funding model of appropriation and cost
recovery

* PPC organized across a number of key
specializations

* Innovation and future direction critical to
success

TheRIGHTchoice! 53  LeBONchoix! 53 2
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The Personnel Psychology Centre is the centre
of expertise in assessment, supporting merit
and staffing values to build a qualified, and
representative public service. It achieves this
by supporting the Public Service
Commission’s statutory assessment
responsibilities, conducting leading edge
research in the field of assessment and
through the provision of assessment products
and services in merit sensilive areas.

TheRIGHTchoice! 53  LeBONchaix! 53

PPC within the PSC

Fuldic "
I GME
of Canada

i ' ‘ ; Staffing and i Caorporate
i Legal Afairs FAudit and Daka
Poficy Branch ey As_soss;:;q:m Manageeren, . Senices Branch
Parsonnal
Paychology
L

TheRIGHTchoice! 53 LeBONchoix! 33
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Personnel Psychology Centre at a

Glance

« PPC = 130 staff
+ 60 Psychologists

® IndustrialOrganizational;
Meuropsychology,

Counselling

Linguistics; Clinical;
Counsaling

+ 30 Language Assessors

+ 30 + Operational Support Staff

TheRIGHTchoice! 53  LeBONGchoix! 53 :

Assessment Services in the
Reqgions

Currently 4 points of service outside
Ottawa with furher expansion in
Edmenton and Winnipeg being explored

Halifax
Atlani
™

Joronto o
Offica
regisnal offen al aine e

TheRIGHTchoice! 53 LeBONchoix! 53 S
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Statutory Role

» Assessment is at the heart of MERIT and slaffing values

» Support the PSC's core mandate and supporting Deputy
Heads

= With services end preducts that premote merit and staffing values
= With assessmeant expertise and advice

- By disseminating assessment best practices throughout the public service

Maerit, Falrmess, Qualified and
Access, Transparen Compeatent
Public Service
Quality
Assossmant &
Bast Practice
TheRIGHTchoice! 53  LeBONchoix! 53 y

Funding Model

The PPC operates 50% on cost recovery

PSC funded (appropriations) On Cost Recovery...

- all mandatory services & - all tailor-made assassment
products, including Second services & products
Language Evaluation — all optional PPC lesls

- all general consultation — all products & services to
services clients oulside the PSC's

- all assessment core jurisdiction

accommodations and test
defence services related to
PSC

— all core R&D activities
supporting the above

TheRIGHTchoice! 53  LeBONchoix! 33 ‘
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Consultation and Testing Services

+ Call Centre : Entry to PPC
— Knowledgeable staff respond to client inquiries
+ Test Consultation : Meeting client needs

- ldentify assessment needs & determine strategies and
approve use of products and services

+ Test Defence : Supporting Staffing Values and Standardized
Assessment

+ Assessment Accommodations : Fairness

— Ensuring fairness for persons with special needs
* Test Shipping & Receiving, Scoring

- Providing Quality Service

Paper & Pencil / E-lesting ! Linsupervised
. Supervised Assessments . Aszezsments

TheRIGHTchoice! 53  LeBONchoix! 5

Assessment & Counselling

Services
* Language Evaluation Services
— Tes! of Oral Proficiency
* Quality Control
= Across Assessment Business Lines
= Executive Counselling Services & Competency Assessments
— EX support and EX development services
— Services also provided to lower levels lo promate talent

management
Blend of in-ho of commercially
develuj:l:leﬁ In'l:is wﬁ:eﬁgh ma-h{u’usa developed lsuer:‘
and low administration with lower administration
cosls cosls
TheRIGHTchoice! 53  LeBONchoix! 53 :
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Research & Development

* Research - best practices and lzading edge methodology
* Maintenance and monitoring of existing tools
* Development of new ‘ofi-the-shelf” instruments (PS-Wide)

* Development of tailor-made assessment instruments (client
specific)
* Development of other assessment products

— E.g. competency profiles, assessment guides, training
workshops

« Adapted formats for persons with special needs

Focus on smaller suite of
Large SUile of of-ine-seif tools that ane met-sensitive
tooks and provide aconomies of
scale

TheRIGHTchoice! 53  LeBONchoix! 53 i

Developing Assessment Tools

* Guided by professional test development standards

- Principles for the Validation and Use of Personnel Selection Procedures
(Society for Industrial Organizational Psychology)

* Developed in context of relevant legislation, policy and regulations
- Canadian Charter of Human Rights and Freedoms, etc.
* Consider purpose of assessment
- Selection
= Development
* Consider characteristics of job and essential job requirements
* Occupational group and level (aptiudes, skits ang abiities, Enowledge, o, |

TheRIGHTchoice! 53  LeBONchoix! 33 -
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Developing Assessment Tools

* PPC tests developed by psychologists and measurement experts

= Dewaslopers hold masters or doctorate degrees in psychology andior
measurement

«  Development of standardized instruments is an intensive undertaking
= Requires leam of developers
. Daﬂ-rqlopars must ensure that PSC tests are va'id, reliable and fair

= alidity — lesls measure the constructed Intended and the 1est results relate
to job performance

= Raliability — test results are consistent across lest sessions and ralers, as
appropriate

- Faimess - lesis permit each test-taker an equal epportunity to demonstrate
their compelencies

* Developers set out specifications for standardized scoring and
administration

- Establish appropriate usage groups
*  Use an inclugive developmeont approach

- Employment equity consdered at al phases of test devalopment, analysis
and review

TheRIGHTchoice! 53 LeBONchoix! 33 %

PPC Assessment Tools

* Senior Management and Executives
= Assessment Centres

Multiple Uses
- Standardized reference checks
* Middle Managers - Salscllon

= In-baskets

— Simulations - Development
* Entry Level - Identifying

- Papar & Pancil lests [ Potential

= expanance Scrégns

- Dboard Interviews - Reverse Order of

= Integration tools Merit

+ Second Language Evaluation

[ Vold Relble _ Cost-Effecive  For Defemible

—_—

TheRIGHTchoice! 53  LeBONchoix! 53 1
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Current Priorities for the
Personnel Psycholoo

Computer Ganerated Testing [Test
e ng (T

‘Roduces impact of test compromize

-Avolds costs and chaos associated wih

traditional response 1o tesl compromise
-Spreads cost of test development over years
=Elirinates repaated start-up cosle and k

""" lests medem and dolonsible.

FIRST OFFICIAL LANGUAG

- Existing

- Feedback

= Some nar

NEW CIEFRICALIADMIN TESTS

TheRIGHTchoice! 53 LeBONchoix! 53 ”




PPC by the Numbers

+« PPC Call Centre — 9,000/ year
(calls + emalils)

» Testingvolumes — . 132,000/ year

+ Assessment Accommeodations - 2,000/ year

» Executive Counselling Clients —~ 1,044 ( year

* E-testing - —s  41% of total volume
+ Assessment Centres - » 1,750 | Year
TheRIGHTchoice! 53  LeBONchoix! 53 i

Legislative Framework and | [Policies and Guidelines
Assessment i

- Public Service '« PSC Assessment Policy
Employment Act + PSC Employment Equity
- prlvaﬂy Act PU'ICf
. By to Inf tion Act
) PGE‘T_“; momationAct 1. psMA Qualification
HDRCHSRINICS Standards

Employment Regulation

» Canadian Human Rights * Policy on the Duty To
Act Accommodate Persons

» Employment Equity Act with Disabilities

« Jurisprudence * Guidelines for Assessing
Persons with Disabilities

TheRIGHTchoice! 53 LeBONchoix! 53 rE..
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Key Entry-Level Tools

* General Administration Test (GAT-380)

* General Competency Test: Level 2 (GCT2-314)

* Human Resources Consultant Simulation Exercise
(410)

+ Situational Judgment Test (SJT-318)

+ Written Communication Proficiency Test (WCPT-351)

+ Written Communication Test (WCT-345)

TheRIGHTchice! 53  LeBONchoix! 53 5

Simulations

« Supervisor Simulation

« Team Leader Simulation

» Middle Manager Simulation

» Program Advisor Simulation
 Senior Manager Simulation

= Senior Science Manager Simulation
* HR Consultant Simulation

TheRIGHTchoice! 53  LeBONchoix! 33 ”
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In-baskets and Achievement

Measures

* In-basket Exercises
= Middle Manzger In-basket
— Middle Manzgement Situational Exercise
— Managerial In-basket
- Candidate Achievement Record (CAR)
— Accomplishments expressed in terms of competencies
— Validation component
— Completed by candidate, scorad by traned manager/assessor
* Leadership Experience Text
— Short text on leadership experiences completed by candidate
— Scored by assessor

TheRIGHTchoice! 53  LeBONchoix! 33 %

Assessment of Leadership Competencies

fat: sment centres Used for D opment

* Simulations for the ldentification of Leadership (SIL)

— Director level: An evaluation of davelopmental leadership needs
as defined by the new Key Leadership Competency Profile.

— Three simulated exercises: presentation, meeting with
employee, execulive group discussion

- The participant’s performance is evaluated by a psychologist and
by assessors with senior management experience.
= The assessment Centre for the Identification of
Middle Management Potential (IMMP)

- Individuals identified by their departments as having potential for
development as mid-level managers.

— Designed to help Departments identify individuals who would
benefit from a development program to attain competency as
middle managers.

TheRIGHTchoice! 53  LeBONchoix! 53 2
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Assessment of Leadership Competencies (con't)
s Used for De

+ Identification of Paths to EX (IPEX)

— Thres assessment modules: career counselling and sell assessment on
values, personality, career goals; 360 feedback process: simulation

- In depth feedback and synthesis of results (3-5 sessions)

* Full-Circle 360° Feedback Instruments &
Services

- Based on a prefile of the 14 competencies and suited to all management
levels: supervisor, manager, director, director general or assistan! deputy
miinister.

— Assessment by colleagues, immediate supervisor, employees or any other
group of people able to give an accurate reading of an individual’s strong
points and the areas that need improvement.

= A confidential report including that summarizes the bebaviours perceived
as strengths and those that might be improved, making it easier ta draw up
a development plan.

TheRIGHTchoice! 53  LeBONchoix! 33 z

Assessment of Leadership Competencies (ccny
Assessment Centres used for Selection

* The Simulation Exercise for Senior Executives, Level 03
= Faderal public sarvants, preforably at the EX-32 lovel. Extornal candidates
at equivalent levels or higher.
= May be one component of the salection process for EX-03 level positions

= Provdes information on ey leadership competencies and behaviours of
candidates at that level

= Used in combination with information from other sources to make
salection decisions

*+ Senior Managerial Simulation Exercise (861)

= Structured to reflect 6 components of the Key Leadership Compelency
Profile for senior managerial positlons.

- Provides hiring manager with an opportunity to observe individuals dealing
directly with managerial issues and challenges. The information yielded on
leadership effectiveness can be very useful in selecting andlor prometing

people to senior management positions or for selecting individuals for
depleyment or interdeparimental assignments.,

TheRIGHTchaice! 53  LeBONchoix! 53 =
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Assessment of Leadership Competencies

(con't) Assessment Centres used for Seleclion

+ Simulations for the Selection of Executives (SELEX)

= Deals with varied issues ard challenges typical of entry-level executive posilions
usgd assesses anunber of keedership competencies 1or POSIBONS in the Fublic
rvize
- Provides depariments and agencies with a rigorous, independent, mird-padr
assessment of candidates al the EX minus 1 and 2 levels, aspiring to entry-level
executive posilions,

= Middle Manager Situational Exercise (MMSE-840)
- Assesses general management ability and candidates are asked lo:
* carry out the duties of a manager in a fictitious erganization of the Publc Service
+ handle varigus situations under your responsibiity at the managament level
- do;:mdaltﬂs are presented with oneé of more multiple choice Juestions and tasked
with:
+ identifying the oplion{s) that best reflects) the decisions and recommended
actions in response 1o the siuation.
+ identifying the stakeholders that need 1o be contacted according to the situation to
ha recnhad

TheRIGHTchoice! 53  LeBONchoix! 53 2

Key Leadership Profile

* Key Leadership profile extends from the supervisor to the Deputy
Minister levels, covering the full lsadership continuum.
= Common frame of reference for use by all departments
+ May be used to:
Reerult and select compatant employees
= Ewvaluate work performance
= Develop learning plans, training programs, sel-assessmant
= Develop succession plans
+ Departments and agencies are strongly encouraged to use the
profile throughout their HR management activities,

= can implement the profile as is, adapt it, and/or supplement it to reflect the
particular requiramants of thelr organizations.

TheRIGHTchoice! 53  LeBONchoix! 53 =
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Key Leadership Profile (cont)

+ Profile sets out 4 key compelencies ‘or federal public
servics leaders:
= Values and Ethics
—  Strategic Thinking (ldeas and Analysis)
-  Engagement
-  Management Excellence (action, people, financial)
+ Competencies and accompanying definitions common to
all management levels in all departments
—  Deputy Ninister (DM}, Assistant Deputy Minisier (ADM),
Dircotor General (DG), Director, Marager, and Supervisor
+ Specific Effective Behaviours for each competency for
each of the six levels of the continuum

* Generic Ineffective Behaviours for each competency for
all levels in the leadership continuum

TheRIGHTchoice! 53  LeBONchoix! 53 n

Effective Behaviours at the Director

Level

* Demonstrates Values and Ethics, including the Code, in
personal behaviour

* Integrates Values and Ethics. including the Code, into
division practices

* Reflects a commitment to citizens and clients in own and
division activities

* Fosters a climate of transparency, trust, and respect within
the division and in partnerships

* Incorporates equitab'e practices into HR planning

« Creates opportunities for and encourages bilingualism and
diversity in the division, based on OL and EE policies

* Builds and promotes a safe and healthy, respectful
division, free of harassment and discrimination

« Practices transparency and fairness in all transactions,
including staffing, coniracting, and day-to-day activities

TheRIGHTchoice! 53  LeBONchoix! 33 »
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Ineffective Behaviours at All Levels

Attempts to cover up mistakes

Avoids speaking truth to power

Lays blame on individuals or previous regimes
Shows little respect for diverse opinions or beliefs
Mistreats others

Abuses power

Tolerates abusive behaviour by others

De-motivates or offends others through cynicism or
aggression

Shows favouritism or bias

* Places personal or organizational goals ahead of

Government of Canada objectives

» Allows emctions to sway ethical judgment

T

heRIGHTchoice! 53  LeBONchoix! 53 =

Contact Us

Stan Lee Robert McSheffrey

Director General AlDirector

Fersonnel Psycholegy Centre Assessment and Counselling
613-996-8841 £13-992-9795

Email Email

Stan.Lee@psc-cfp.gc.ca Rohert McSheffroy@psc-cfp.ge.ca
Sue Dubreuil Matalie Cormier

Cirector Director

Fesearch and Develcpmeant Consultation and Tes! Services
613-047-9870 613-996-5431

Email Frnail
Susan.Dubreuvil@psc-cfp.ge.ca Natalie.Cormier@psc-cfp.gc.ca
TheRIGHTchoice! 53  LeBONchoix! 33 -
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Economic Context

Supporting Long-Term Growth
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Economic Context

Canada's solid economic performance

« Both output and employment are now above pre-
recession levels in Canada — the only G-7 country to
have achieved this

+ Canada has posted the strongest employment growth
among G-7 countries since June 2005

« Canada's strong economic performance reflects
gignificant policy acticns and its core economic
strengths

100



Canada fared better than all
other G-7 countries during the global recession

Owerall Contraction in Real GDF During the Recession
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Canada entered the recession with the strongest
fiscal position in the G-7

Total Government Net Debt in 2007
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Fiscal Stimulus Flowing in 2009 and 2010
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The Canadian banking system is considered one of

the soundest in the world

Soundness of Banks for Selected Countries
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Canada also has strong corporate and household
balance sheets supporting business and

household spending

Debt-to-Equity Ratios in Non-
Financial Corporate Sector
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The economic recovery in Canada is underway

Real GDP Growth
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rebound in private c demand in Canada
Real Privale Final Domestic Demand Growth from 2009Q1 to 2010Q4

3
L

e o= P R B oW o W

Canada United Gemany France Japan Itay United

Staes Kingdom
Vot Wit purpa s of Daer it by, B 8900 0 Uk 4088 dbe g o e inchomg 2S00
Liosrms Blatines Satada 18 Buress oF Drenimc dupipnia e O st Ofps 05 6 Cflas fe b i {2 [ L L1 1

Aptrifeud ! Srd tue dcoromguin, hihds wwnonsle o steiers

1"

output lost l:lur_g te

Change in Real GDP Since Pre-Recession Peak

Canada US. Gemnany France Japan UK. Italy

Wete Fer popose of Songuialiliy, 45 dats i D Jide are wp 10 ard rokadeg 201004

SO SAMETCE CANS, 445 BUSTIU 8 ECTNOTIC AN, ESGTL, LR CATIOH 10f PASna SERANCH; Frderal Sahsticl Cffice of Germany;
Watcnal Imaylc for Slaltlis and Econcnes Shadet of Frascs, Witanal Inidute b Sralisies of ey Eoose=ic ae G

1l

104



The Canadian economy has more than recovered
all of the jobs lost during the recession,
significantly better than in the U.S.

Total Employment Unemployment Rate
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Job creation in the recovery has been
concentrated in high-wage, full-time employment

Change In Employment Over the Recovery
July 2009 to March 2011
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Canada is expected to have one of the strongest

economic recoveries among G-7 countries over 2011

and 2012

IMF Forecasts for Canadian Real GDP Growth Among G7 Countries
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Projected Total Government
Budgelary Deficit - 2016

par cant of GDF
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Strong acceleration in inf

Federal Support for Provinclal, Territorial and Municipal Infrastructure
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Canada’s workforce is among the most highly
educated in the world

Share of 25-64 Population With Post-Secondary Education, 2008
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Canada leads the G-7 in public research and
development

RE&D Investment in the Higher Education Sector, 2008
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Learning and Leadership
Development in the
Ontario Public Service (OPS)

Presentation to the Delegation from Taiwan

May 20, 2011
magsg\!w&;#
Mmewu«w
Mgty of Govrmiment Servicis
o s e 87' Ontario
Purpose

* Provide an overview of:
— The Centre for Leadership and Learning (CFLL)

— Enterprise learning and leadership development
offered through the OPS Learning and
Development (OPS L&D) Branch of CFLL

* Address discussion topics submitted
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Overview:
Centre for Leadership and Learning (CFLL)
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OPS Learning & Development:
Vision, Mission, Values & Motto

A Vibrant culture of learning and leadership in the OPS  °

OPS Learning and Development supports the stralegic direction and

Mission leaming and leatarship,

priorties of the Ontario Puble Service by promoting a vibrant culture of

Wae do this by working with cur partners and stakeholders to deliver
exceplional emerprise-wide leaming opportunitios,

The ukimate succeses of our work is to continually increase the
capability of OFS employees to deliver results in service 1o Ontarians,

Values Excellance. Collaboration. Leaming_ Intagrity. Cormunicatior. Rlespect
Maotto Always Leamn. Learn All Ways learning &
Always boarn. Leaen all wags,
- .

)
L~

What We Do
Lead the assessment, design, development, delivery, evaluation of E:Pg
enterprise-wide leaming and leadership development programs

In-house leaming programs lunded centrally and offered at no cost to OPS
emplaoyees

Calendar of over 70 courses offered in 23 locations across the province

(see Appendices 1: List of Leamning Programs and 2: 2010-11 Course
Calendar)

Use intemal experiise and external vendors for design and delivery
Frograms delivered mainly through classroom-based leaming and

eLeamirg courses, and eLezming libraries (CampusDirect, My Quick
Coach)

Discusslon Topic: Whal s the adoption process of measures governing
the training and promotion of public sevants at the provincial level?
- Learring and development pregrams not directly linked to promation of public senvants
= Career path discussions between employes and manager —discuss career goals,
performanca, leaming and devalopment needs

i EMployee ultimately accountable for their career path and promotionicareer mobiity  *
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How We Do It

Discussion topic: How, what and where are the training programs held for
public servants in the province?

TORONTO MAIN OFFICE
Director's Office
| Program Developrment Office
| Business Management Office
REGIOMAL PROGRAM DELIVERY
CENTRAL REGION WESTERN REGION
Cifices: Toronio (Downsview) Offica: London
NORTHERN REGION EASTERM REGIOMN
Cifice: Sudbury Office: Kingston
B

* Learning & Leadership Development in the OPS*

“Sew Appondix 1 and 2 by & k81 of larring
programs

*Discussion topies: Besides prolessional subjects, are there any general subjects in
the programs? Does the province have aty foreign language subjects? Are there
any obligatery requrementa a the provincal keved, such as minimem lsaming houws?
::;"e 3 B :
0% Leaminga, | OPS Leadership Development
! Leaming & P

. Lead =i
design, v, OPS Foundations |
I/'—"'\ -
€0/ My [ENMETPTiSE Community (EC) Capecity Building ]
%2 |Fin [HR [0p.[IT [Legal |Comm. [PuL ]
support.stere | Ministry Leadership Development ]

Ministry Lead Ministry Technical Training ]
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External Executive Development Programs

* Discussion topic: In what pattern does the province
collaborate with universities, academic insliutes?

* Corporately coordinated nominations to various external
executive leadership programs, e.qg., Ivey School of
Business (University of Western Ontario), Cueen's Schoal
of Business

» Provides our leaders with broad public/private sector
perspectives

OPS L&D Key Stats

* Discussion topic: How does the province assess the outcome of training?

+  Activities and Qutputs:
- Activities: The work performed through program develapment
+ Infiscal 201011 over 100 types of leaming activities offered:
= 0 classrom-based courses, 38 eLeaming courses, 2 eLsaming Bbrares
- mmmmLmﬂW&umahm Experience Masers

- Qutpuis: The participant number resulling from the actvities
+ Infiscal 2010-2011, 286,086 participants leamers paricipaled in an OPS LAD leaming activity:

= 17453 afended schedulsd in-class sessins

261,737 completed an ¢-kaming module o altended & web casting sesson

L] dend e rmerw Expevier P 5 SIS

753 managers afencéd o mandatory Management Foundations: Program

2111 attended Leadership Dialogues with the: Secretary of the Cabinet

1741 attendied & dedicatec Ministry program

}.ﬁmamnmwmmagEmm'nhmmummw

anmimitine

* QOutcomes: The Kirkpatrick Model
- Level 1 Reaction —quality rating 4/5 minimum
= Level 2 Leaming —pre and post leaming aciivity
= Level 3 Application —for selected programs, e.g., “Advancing Into Management’ program
- Level 4 Impact =TBD
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Moving Forward

1. Expanding leadersrip development oo ok,
. Largar focus on keadership dawelopment [50% of what we do) ®
+  Development of OPS leadership pathways (aligned ic competences)

2. Refocusing & Refining general programming
+  OPSFoundations
+  Cora OPS business skills
& Mandatory Tm‘ i

*  Discussian topic: To what extent does the province utiize digital
connectiors to provide public servants with leaming platiorms?

3. Incorporating informal learning into our leaming strategy

* Informal learning (see % OP3 L&D Leaming Whel) is of growing
importancs In g connacted workplace

o

Appendix 1:
List of Learning/Training Programs
OPS Learning & I:Iewehpment - 2010-2011 Course Calendar
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Appendix 1:

List of Learning/Training Programs
OPS Learning & Development - 2010-2011 Course Calendar
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Appendix 2: 2010-11 Course Catalogue

* See separate attachment
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Appendix 3:
OPS Learning and Development ‘Learning
Wheel’

Qur leaming wheal is a
vizual we use to help

OPS employees think T 9r3
broadly about their LETTHING
leamning choices. Sigjeiniieiiid

Our enterprise
programs are just one
of the many valid
modes of leaming
available.

Always learn,
Learn all ways.
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Learning and Leadership
Development in the
Ontario Public Service (OPS)

Presentation to the Delegation from Taiwan

May 20, 2011
mﬂ:{gswmw
mmew
Mgty of Govrmiment Servicis
o s e 87' Ontario
Purpose

* Provide an overview of:
— The Centre for Leadership and Learning (CFLL)

- Enterprise learing and leadership development
offered through the OPS Learning and
Development (OPS L&D) Branch of CFLL

* Address discussion topics submitted

118



Overview:
Centre for Leadership and Learning (CFLL)
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OPS Learning & Development:
Vision, Mission, Values & Motto

A Vibrant culture of learning and leadership in the OPS  °

OPS Learning and Development supports the stralegic direction and

Mission leaming and leatarship,

priorties of the Ontario Puble Service by promoting a vibrant culture of

Wae do this by working with cur partners and stakeholders to deliver
exceplional emerprise-wide leaming opportunitios,

The ukimate succeses of our work is to continually increase the
capability of OFS employees to deliver results in service 1o Ontarians,

Values Excellance. Collaboration. Leaming_ Intagrity. Cormunicatior. Rlespect
Maotto Always Leamn. Learn All Ways learning &
Always boarn. Leaen all wags,
- .

)
L~

What We Do
Lead the assessment, design, development, delivery, evaluation of E:Pg
enterprise-wide leaming and leadership development programs

In-house leaming programs lunded centrally and offered at no cost to OPS
emplaoyees

Calendar of over 70 courses offered in 23 locations across the province

(see Appendices 1: List of Leamning Programs and 2: 2010-11 Course
Calendar)

Use intemal experiise and external vendors for design and delivery
Frograms delivered mainly through classroom-based leaming and

eLeamirg courses, and eLezming libraries (CampusDirect, My Quick
Coach)

Discusslon Topic: Whal s the adoption process of measures governing
the training and promotion of public sevants at the provincial level?
- Learring and development pregrams not directly linked to promation of public senvants
= Career path discussions between employes and manager —discuss career goals,
performanca, leaming and devalopment needs

i EMployee ultimately accountable for their career path and promotionicareer mobiity  *
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How We Do It

Discussion topic: How, what and where are the training programs held for
public servants in the province?

TORONTO MAIN OFFICE
Director's Office
| Program Developrment Office
| Business Management Office
REGIOMAL PROGRAM DELIVERY
CENTRAL REGION WESTERN REGION
Cifices: Toronio (Downsview) Offica: London
NORTHERN REGION EASTERM REGIOMN
Cifice: Sudbury Office: Kingston
B

* Learning & Leadership Development in the OPS*

“Sew Appondix 1 and 2 by & k81 of larring
programs

*Discussion topies: Besides prolessional subjects, are there any general subjects in
the programs? Does the province have aty foreign language subjects? Are there
any obligatery requrementa a the provincal keved, such as minimem lsaming houws?
::;"e 3 B :
0% Leaminga, | OPS Leadership Development
! Leaming & P

. Lead =i
design, v, OPS Foundations |
I/'—"'\ -
€0/ My [ENMETPTiSE Community (EC) Capecity Building ]
%2 |Fin [HR [0p.[IT [Legal |Comm. [PuL ]
support.stere | Ministry Leadership Development ]

Ministry Lead Ministry Technical Training ]
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External Executive Development Programs

* Discussion topic: In what pattern does the province
collaborate with universities, academic insliutes?

* Corporately coordinated nominations to various external
executive leadership programs, e.qg., Ivey School of
Business (University of Western Ontario), Cueen's Schoal
of Business

» Provides our leaders with broad public/private sector
perspectives

OPS L&D Key Stats

* Discussion topic: How does the province assess the outcome of training?

+  Activities and Qutputs:
- Activities: The work performed through program develapment
+ Infiscal 201011 over 100 types of leaming activities offered:
= 0 classrom-based courses, 38 eLeaming courses, 2 eLsaming Bbrares
- mmmmLmﬂW&umahm Experience Masers

- Qutpuis: The participant number resulling from the actvities
+ Infiscal 2010-2011, 286,086 participants leamers paricipaled in an OPS LAD leaming activity:

= 17453 afended schedulsd in-class sessins

261,737 completed an ¢-kaming module o altended & web casting sesson

L] dend e rmerw Expevier P 5 SIS

753 managers afencéd o mandatory Management Foundations: Program

2111 attended Leadership Dialogues with the: Secretary of the Cabinet

1741 attendied & dedicatec Ministry program

}.ﬁmamnmwmmagEmm'nhmmummw

anmimitine

* QOutcomes: The Kirkpatrick Model
- Level 1 Reaction —quality rating 4/5 minimum
= Level 2 Leaming —pre and post leaming aciivity
= Level 3 Application —for selected programs, e.g., “Advancing Into Management’ program
- Level 4 Impact =TBD
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Moving Forward

1. Expanding leadersrip development oo ok,
. Largar focus on keadership dawelopment [50% of what we do) ®
+  Development of OPS leadership pathways (aligned ic competences)

2. Refocusing & Refining general programming
+  OPSFoundations
+  Cora OPS business skills
& Mandatory Tm‘ i

*  Discussian topic: To what extent does the province utiize digital
connectiors to provide public servants with leaming platiorms?

3. Incorporating informal learning into our leaming strategy

* Informal learning (see % OP3 L&D Leaming Whel) is of growing
importancs In g connacted workplace

o

Appendix 1:
List of Learning/Training Programs
OPS Learning & I:Iewehpment - 2010-2011 Course Calendar
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Appendix 1:

List of Learning/Training Programs
OPS Learning & Development - 2010-2011 Course Calendar
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Appendix 2: 2010-11 Course Catalogue

* See separate attachment
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Appendix 3:
OPS Learning and Development ‘Learning
Wheel’

Qur leaming wheal is a
vizual we use to help

OPS employees think T 9r3
broadly about their LETTHING
leamning choices. Sigjeiniieiiid

Our enterprise
programs are just one
of the many valid
modes of leaming
available.

Always learn,
Learn all ways.
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Introduction

In August 2005, the President of the Pubic Senvice Human Resources Management Agency of Canada
and the President of the Public Service Commission of Canada announcad the updated and simplified
Key Leadership Competencies Profile that reflects the leadership skills, abilities, and characteristics
that are needed in the Public Service to meet the challenges of today and tomaormow,
The Profil: establishes Vialues and Ethics as the foundation of leadership and is linked to
management accountability.
The Profile contains:
* a Model comprised of four competencies and accompanying definitions

(eommon to all managemen: levels);
» specific Effective Behaviours for each competency and each of the six levels

of the leadership continuum; and
= generic Ineffective Behaviows lor each competency for all levels in the continuum,

Using the Profile

Departments and agencies are encouraged to integrate the Profile into their hurman resources
management (HRM) strategies and activites. They can implemant the Profile as is or adapt it

to reflact their particular requirements.

The Profile is the main component of the EX Qualification Standard and, as such, its use is now
mandatory in assessing candidates for EX appointments. The Profile is also a major element of
corporale initiatives such as the Leadership Development Programs, Public Sendce Commission
assessment tools, and HRM policies.

For advice and tools to suppor: the implementation of the Profle or for further information,
please contact The Leadership Network at the Publiz Senvice Human Resources Management
Agency of Canada.
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The Model

From a foundation of Values and Ethics, PS leaders deliver Results
through Strategic Thinking, Engagement, and Management Excellence
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Definitions

Values and Ethics: /ntegrity and Respect

Fublic Service (PS) leaders serve Canadians, ensuring integrity in personal and organizational practices,
and respect people and P3 principles, including democratic, professional, athical, and peopla valos.
They build respectiul, bilingual, diverse and inclusive workplaces where decisions and transactions

are transparent and fair. They hold themsehves, their employees, and their organizations accountable
for thair actions.

Strategic Thinking: Analysis and ldeas

PS leaders advise and plan based on analysis cf issues and trands, and how these link ta the
responsibilities, capabilities, and potential of their organization. They scan an ever-changing, complex
envircnment in anticipation of emerging crises and opportunities. They develop well-informed acdvice
and strategies that are sersitive 1o the various needs of multiple stakeholders and partners, reflect
the strategic direction of the PS, and position the organization for success.

Engagement: People. Orpanizations, Pa

PS leaders engage people, organizations, and partners in developing goals, executing plans, and
delivering results. They lay the groundwork by building coalitions with key players. They mobilize
teams, building momentum to get things done by communicating clearty and consistently, investing
time end energy to engage the whole organization. They use their negotiation sxills and adaptabiity
to encourage recognition of joint concerns, collaboration, and to influence the success of cutcomes,
Thery foliow and lead across boundares to engage broad-based stakeholders, partners, and
consttuencies in a shared agenda and strategy.

Management Excellence: Action Management, People Management,

Financial Management

PS leaders deliver results by maximizing organizational effectiveness and sustainability. They ensure
that people have the support and tods they need and thal the workforce as a whole has the capacity
and dwversity to meet current and longer-term organizational objectives. They align people. work, and
systems with the business strategy to harmonize how they work and what they do. They implement
rigorous and comprehensive human and financial resources accountability systems consistent with
the Management Accountability Frameworl: (MAF). They ensure that the integrity and maragement
of information and knowledge are a responsibility at all levels and a key factor in the design and
execution of all pobcies and programs.
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Behaviours

EFFECTIVE

Key Leadership Competencies

Effective Behaviours

Deputy Minister to Supervisor
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DEPUTY MINISTER

VALUES AND ETHICS — Serving through integrily and respect

* Demonstrates Values and Ethics, including the Code, in personal behaviour

*» Integrates Values and Ethics, including the Code, into departmental pracices

» Makes transparent decisions without favouritism or bias

*» Models and instils commitment to citizen-focussed sarvice and the public good

*» Provides feariess advica and acts with the courage of his or her convictions

* Recognizes end reconciles competing values

= Creates a bilingual, inclusive, and diverse culture buill on Official Languages (OL)
and Employment Equity (EE) policies

* Models and builds a culture of respect for people and PS principles

STRATEGIC THINKING — innovating through Analysis and Ideas

Analysis

 Frames issues with a thorough understanding of legistation and the role ¢f the DM

* Identifies links between global, societal, and economic trends, stakeholder concerrs, the policy
agenda, public service values, and departrental, regonal and horizontal issues

» Extracts the key issues from complex, ambiguous, rapidly changing contests

* Anglyzes problems thoroughly belore developing solutions

ldeas

= Provides quality judgment and policy advice to the Minister

* Develops vision and poicy, based on broader PS vision and policy and the national context

* Progcts beyond the status quo to the department’s potential contribution to sociaty

» Sets necessayy transformational goals with broad perspective and long-term timelines

* Encourages cebate and ideas from across hierarchy, skills sets, and stakeholders

» Anticipates emerging issues / changing context and develops strategies quickly to solve
problems or seize opportunities

» Teaches and learms from others

i

* Develops effective working relationships and trust with the Minister and Minister's Office

» Acts as interface and builds relations betwesn the Minister, partners, staksholders,
and Central Agencies

= Mobilizes and motivates teams to achieve cbjectives

* Builds a commitment to excellence and common purpose by promoting the vision internally
and externally

» Collaborates with strategic aliances to achieve deparimental and shared ohjectives

* Develops andimplemerts effective communication and engagement stralegies with partners,
including unions

* Builds support through nfluence, negotiation, and balancing nafional and regional interests

* Removes bamers to colaboration

* Works with other DMs as a corporate collective to strengthen PS results for Canadians

8
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Acticn Management,
People Managemen!, Financial Management

Action Management — Design and Execution

* Leads organizational change thal maximizes results, depatmentally and PS-wide

* Builds an effective, sustainabe organization through stewardship and govemance

» Creales, digns, and integrates structures, systems, and 1eams 10 belter achieve objectives

= integrales the business plan into a transparent management framework

* ntegrates Comptrolership, MAF, federal legislation, requlations, and policies irto
organizational practces

* Fulfils obligations of management accountabiliies

* Applies and encourages strategic risk management practices

* Integrates HR, Finance, IT, IM, and Communications issues into planning and actions

* Revises goals and plans to reflect changing priorities or conditions

» Commits 1o a course of action despite incomplets information, if required

*» Makes decisions, intiates urgent actions, and remains calm in crisis situations

* Recognizes and acknowledges errors and makes comrections

People Management — Individuals and Workforce

* hvests lime in managing and developing pecple, individualy and colectively

* Looks after peophe and huilds staff marale

» Provides clear direction on priorities

» Encourages reasonable and strategic risk taking

» Recognizes and rewards resuts and deals constructively with setbacks

» Gives clear, honest isedback and manages non-performance

* Builds accountability and value for people managament within the exscutive community

* Provides people with the ongoing learning, suppert, and tools they need

* Ensures the workfome has the capacity and diversity to meet curment and futurs needs

* Builds rigorous HR systems and fulfils cbigations of HRM accountabilities

» Collaborates within the DM collective on PS-wide HR initiatives and issues

Financial Management — Budgets and Assats

* Implements strategies to achieve operational efficencies ard value for money

» Builds, operates, and monitors rigorous systems for Financial Information Management,
internal audit, and evaluation

* Fuifils obligations of accountabilities for departmental finance and assets management

* Delegates authority, responsibility, and accountablity to appropriate levels

* Acts on audit, evaluation, and other cbjective performance information

» Links financial and padormanse information

* Manages stewardshp issues actively, .. chairs audit and evaluation commitiees,
seeks stralegic re-allocation
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ASSISTANT DEPUTY MINISTER

VALUES AND ETHICS — Serving through integrity and respect

* Demonstrates Values and Ethics, including the Code, in personal behaviour

» Integrates Values and Ethics, including the Code, into branch praclices

» Reflects a commitment to citizens and clients in own and branch activities

» Provides fearless advice and acls wilth the courage of his or her convictions

* Builds departmental values into branch polides and programs

» Builds and promotes a bilingual, dverse, incusive branch, based on OL and EE policies

= Builde and promotes a safe and healthy, respectful branch, free of haragsment and discrimination
» Mocels transparency and fairmess

STRATEGIC THINKING — /nnovating through Analysis and Ideas

Analysis

* Frames questions and analyses with a thorough understanding of legislation and the ADM role
* Seeks DM, government, national, regional, global, and technical perspectives on sector issues
*» Recognizes critical or sensitive issues and makes links to priorities

» Distinguishes between critical and trivial factors in making judgments

* Analyzes setbacks and seeks honest feedback to leam from mistakes

Ideas

* Provides quality judgment and policy advice to the DM

» Contributes to the elaboration of the collective/TIM visinn

» Articulates the vision in tarms of own mandate

+ Develops innovative solutions to non-traditional problems

* Develops strategies to manage the scope and pace of change

* Develops strategies that are effective in the short and longer term

» Encourages constructive questioning of policies

» Envisions possibilities without detalled information

r Exercises sound professional judgment based on analysis and consuliation, as needsd

+ Teaches and learns from others

» Cultivates effective relationships and networks with Central Agencies, other departments, clien’s,
citizens, unions, central and regional employees, and other levels of government

» Provides communication links up, down, and throughout the organization and networks

+ Communicates with and encourages candour and clarity

» Communicates and interprets external contexts to position branch, team, and individual contribution

+ Demonstrates and elicits trust by seeking and providing honest and constructive feedback

* Actively listens to and urderstands impact on others

Influences outcomes by negotiating win-win solutions and compromise, ard resolving conflict

Tailors approach to contaxt, e.q., collaborative for consensus bulding, directive in crisis

Inspires a commitment to excellence by demonstrating passionate personal commitment

Works with the departmental and PS-wide ADM community to deliver on shared objectives

Creates an open, positive environment to stimulate open discussion
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
People Management, Financial Management

Action Management — Design and Execution

* Leads changa that maximizes results, in the branch, departmentally, and in the sector

* Acts as a steward for the entire department, not just his or her own branch

* Identifies and communicates priorties, milgsiones, timelines, perfanmance MEeasunes,
chear accountabilties, and performance agresments for DGs

* Designs and manages a strategic risk management framework

» Coordinates national ard regional priorities. planning. and performance

» Aligns priorities and resources

+ Follows through on the branch business plan from planning, implementing, monitoring,
and evaluating to reporting

* Integrates Complrollersiip, MAF, federal legisiation, regulations, and policies into branch practices

* Fufils obligations of branch management accountabditias

* Integrates HR, Finance, IT, IM, and Communications issues into planning and actions

» Revises goals and plans to reflect changing priorities or conditions

* Commits to a course of action despite incomplate information, if required

» Makes decisions, initiates urgent actions, and remains calm in crisis situations

* Recognizes and acknowledges enors and makes corrections

People Management — Individuals and Workforce

* Develops HR strategy for succession planning

» Creates expet teams to address specific or crisls issues

+ Sets clear expectations, monitors, evaluates, rewards, and denvelops perfonmance

» Recognizes people’s accomplishments and best efforts

* Gives honest feedback, encourages leaming, and manages non-performance

* Deals with HR problems decisively and effectvely

» Recognizes the importance of and supports the DG community

» Balances complementary strengths in teams

» Buids leadership throughout the branch

+ Gudes and develops people through appraisals, career planning, and development

» Consults with support services prior to changing HR protocols

* Implements rigorous HR systems and fulfils cbligations of HRM accountabilifes

Financial Management — Budgets and Assets

* Allocates rescurces transparently and establishes a culiure of ongoing re-allocation
* Aligns business drivers with financial management regime

» Promotes innovative approaches to deal with fiscal rest-aint

» Integrates comptrollership processes and promotes due diligence

Reviews and reacts to the results of audits and evaluations

Monitors performance and seeks efficiencies continuoushy

Fulilz obligations of accountabilities for branch financial management

Provides objective, credble, and timely reporing to the DM

Consults with support sarvices prior to changing financial protocois
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DIRECTOR GENERAL

VALUES AND ETHICS — Serving through integrity and respect

» Demonstrates Values and Ethics, including the Codea, in persanal behaviour

» Integrates Values and Ethics, induding the Code, into directcrate praclices

Builds deparimental values into directorate policies and programs

Reflects a commitrment to citizens and clients in own and directorate activities

Builds and promotes a safe and healthy, respectiul directorate, free of narassment

and discrimiration

+ Promotes transparency and faimess

» Creates opportunities for and encourages bilingualism and diversity in the directorate,
based on OL and EE policies

STRATEGIC THINKING — /nnovating through Analysis and ldeas

Analysis

* Frames questions and analyses wilh a thorough understanding of sectoral and policy issues

* Secks clarification and direction from the ADM

» Conducts strategic analysis of trends within the directorate, organization,
and external environment

» |ntegrates multiple domains of informatior and identifies the Inks

» Secke broad perspectives and expertics

» Tracks changing organizational dynamics

* Analyzes setbacks and seeks honest feecback to leam from mistakes

Ideas

» |dentifies key elements of the vision and implications for the directorate

» Translates vision and policy into concrete direction and plans

» Links directorate programs and senvices 1o depariment and branch policies

» Makes effective recommendations to the ADM

» Seeks input of staff to create plans and solutions

» Encourages constructive questioning of practices

» Encouragee expermertation to maximize potential for innovation

» |dentifies solutions, alternatives, and consaquences

» Teaches and kearmns from others

rfvrew

ENGAGEMENT - 7 .

» Implements inclusive, cooperalive approaches with peers, staff, and superiors
» Fosters an inclusive and sensitiva interpersonal climate

Promotes consensus scross diverse groups, interests, and ooinions

Solizits and lstens to ideas and concerns of staff, unions, and other stakeholders
Mobilizes the team to achieve directorate and depatrmental goals
Communicates and supports corporate decisions

Fosters enthusiasm and common purpose

Shares information with staff regularly and as it becomes avalable

Follows through on commitments

Communicates vision and information with clarity and commitment

Manages relationships between stakeholcers
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
People Management, Financial Management

Action Management — Design and Execution

* Identifies and communicates priodties, milestones, timelines, performance measures,
clear accountabilities, and performance agreements for Directors

» Coordinates and manages across multiple directorate programs and projects

» Ensures necessary resources, processes, and systems are in pace

*+ Develops process with management team to set priorities, make decisions

* Perfors risk analysls to assess viability of opponunities

» Coordinates activities within direclorate to assign accountability and avold duplication

* Seeks and heeds early wamning signs, adaping plans and strategies as required

* Follows through on the directorate’s business plan from planning, implemanting,
monitoring, and evaluating to reporting

* Integrates Comptrollership, MAF, federal legsiation, regulations, and policies into directorate practices

* Manages own and others' work-lile balance

* Responds decisively and quickly to emerging opportunities or risks

*» Maintains sound judgment and decision making in demanding or stressful situations

People Management — Individuale and Workforce

» Implements HR strategy to ensure workforce capacity and diversity to mest current
and future directorate needs

» Coaches, chalenges, and provides opportunities for growth

» Sets clear expectations and provides clear cirection

*» Manages staff workload

* Builds complementary teams

* Provides honest, straighiforward feedback and manages non-performancs

* Recognizes and acknowledges geod work

» Actsas a role model for Directors

» Develops strategies to reduce stress within the directorate

*» Secures funding for OL and other ‘raining

* Implements rigorous HR practices and fulfils obligatiors of HRM accountabilities

Financial Management — Budgets and Assets

» Allocates and manages directorate resources transparently

» Implements strategies to achieve operationa efficiencies and value for money

* Operates and monitars rgarous systems for Financial Information Management,
internal audit, and evalustion

* Fulfils obligations of accountabilities for directorate finance and essets management

» Acts on audit, evaluation, and other cbiective directorate performance infermation
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DIRECTOR

VALUES AND ETHICS — Serving through integrity and respect
Demonstrates Values and Ethics, including the Code, in personal behaviour
Integrates Values and Ethics, including the Code, into division practices
Heflects a commitment 1o citizens and clients in own and division activities
Fosters a climate of transparency, trust, and respect within the diision and in partnerships
Incorporates equitable practices into HR planning
Creates opporturities for and encourages bilingualism and diversity in the division, based
on OL and EE poicies
» Builds and promotes a safe and healthy, respectful division, free of harassment and dscrimination
» Practices transparency and fairmess n all transactions, including staffing, contracting,
and day-to-day activities

STRATEGIC THINKING — /nnovating through Analysis and Ideas
Analysis

» Frames division direction with a thorough understanding of the directorate’s priorities
» Saeks clarification and direction from the DG, as required

» [ntegratas iInformation from multiple sources IC Tomm a comprehersive perspeclive

» Identifies interdependencies in cross-functiona projects

» Analyzes setbacks and seeks hones! feedback to learn from mistakes

deas

» Translates vision and policy into concrete work activities

» Develops division strategies, based on the departmental vision and the DG's direction
» Designs initiatives to enhance operational efficency

» Encourages and ncorporales diverse initiatives and perspectives

» Redesigns the division's work activities to meet changing departmental needs

» Makes effective rscommendations to the DG

» Teaches and learns from others
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+ Shares information vertically and horizontally
» Promotas collaboration among managers
» Uses persuasion to gain support for initiatives
» Negotistes compromises
» Adapts communications to suit audience and forum
» Communicates regularly and openty with unions and other stakeholders
» Demonstrates urderstanding of and respect for stakeholders’ views
» Follows through on commitments
» Solicits input from and listens to staff, partners, and stakeholders
» Cormmunicates vision and division plans with clarity and commitment
» Establishes regular and comprehensive exchanges of iceas
» Promotes and funds team building

12

138



Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
People Management, Financial Management

Action Management — Design and Execution

* Designs division work plans based on the big picture

» Guides division projects and resources to aveid obstacks

* Delagates appropriately o managers

* Manages rescurces to maximize output

» Sets realistic tmefines and clear accountabilites for managers

* Provides structure and momentum for division work actvities

= Sels challenging but realstic goals

*» ldentifies division limits and resource requirements for workload

* Manages the division's workload through prudent resource plannirg and pricritizing

» Shifts priorities and adapts division work plans, as required

» Heeds early warning signals and advises the DG and others, as needed

* Follows through on the division's business plan from planning, implementing, monitoring, and
evaluating to raporting

*+ Integrates Comptrolliership, MAF, federal legisiation, regulations, ard policies into division practices

» Manages own and others' work-life balance

* Responds decisively ang quickly to emerging opportunilies or risks

* Maintaing composure in adverse siluations to alloviate pressure and maintain momentum

People Management — Individuals and Workforce

* Works one-on-one with managers

* Daals with ineffective pedormance

* Provides regular feedback, acknowedges success and the need for improvement

*» Coaches, chalenges, and provides opporturities for growth

* Resolves labour relations problems

» Secures medistion, if required

+» Balances the reeds of employees and the organization

*» Moritors and addresses workplace well-being

* Develops and supports career plans and learring opporunities

* Develops an HR strategy for division succession planning

* Secures funding for OL and other training

» Manages workdoad

* Implements rigorous HR practices end fulfils cbiigations of HRM accountabiliies

Financial Management — Budgets and Assets

» Allocates and manages civision resaurcas transparenthy

* Implaments strategies to achieve operational efficiencies and value for money

» Appies and monitors rigorous systems for Financial Information Menagement,
internal audit, and evaluation

= Fuifis obligations of accountabiliies for division finance and assets managemsant

» Acts on audit, evaluation, and other objective division performance information
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MANAGER

VALUES AND ETHICS — Serving through integrily and respect
» Demonstrates Values and Ethics, including the Code, i personal behaviour
» Integrates Values and Ethics, includng the Code, into unit practicas
* Reflects a commitment to citizens and clients in own and unit activities
» Fosters a climate of transparency, trust, and respect within the urit and in partnerships
= Incorporates equitable practices inty HR planning
» Supports opportunities for and encourages bilingualism and diversity in the unit,
based on OL and EE policies
» Builds and promotes a sefe and healthy, respectful unit, free of harassment and discrimination
* Acts with transparency and faimess in all ransactions, Ncluding staffing, contracting,
and day-to-day activities

STRATEGIC THINKING — /nnovating through Analysis and ldeas

Analysis

Deveiops unit cirection, based on a thorough understanding of the functional area
Tracke changing division priorties and analyzes impact on unit work plans

Seeks clarification and direction from the Director, as required

Coordinates information from multiple projects to form a comprehensive perspactive
Identifies interdapendencies across unit projects

Anahzes setbacks and seeks honest feedback to leamn from mistakes

Ideas

+ Tranglates the division's drection inlo concreta unit work activities

* Designs solutions 1o operational problems

* Encourages and incorporates diverse and creative initiatives and perspectivas
» Redesigns the unit's work activities to meet changing needs

» Makes offective rmcommendations o the Director

+ Considers the people components of issues and decisions

+ Teaches and leams from others
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ENGAGEIVIEN

» Shares information vertically and horizontally

+ Promotes collaboration among supanvisors on related projects

Encourages open constructive discussion of diverse perspectives

Recognizes opportunities to enhance outcomes through parinerships

Mangsges group dynamics in a diverse workiorce within the unit and across projects
Gives credit for the contrinutions of partnars

Accurately reprasents the concerns, ideas, and views of staff to upper management
Mediates and facilitates relationships between supervisors

Follows through on commitments

Solicts iInput from and listens to staff, partners, and sta<eholders

Communicates with clarity and commitrment

Establishes regular and comprehensive exchanges of ideas
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
Penple Management, Financial Management

Action Management — Design and Execution

» Establishes unit targets for quality and productivity

* |dentifies finandcial and human resources requiremeants

» Assigns and realocates resources, as required, and to capitalize on diversity

» Delegates appropriately to supenisors

» Sets realistic timalines and clear accountabilities for supervisors

* Provides structure and momentum for unit projects

» Sets challenging but realistic goals

*» Identifies unit limits and resource requirements for workload

* Manages unit workload through negatiating timelines, prudent resource planning and pricritizing

» Maintains composure in demanding or stressful situations

* Shifts pricrities and adapts unit work plans, as required

+ Manages activities on an ongoing basis

» Heeds early warning signals and advises the Director and others, as needed

* Follows through on the unil’s business plan from planning, implementing, moniloring,
and evaluating to reporting

= Integrates Comptroliership, MAF, federal legislaton, regulations, and policies inlo unit practices

* Manages own and others’ work-life balance

» Respends decisively and quickly to emerging opportunities or risks

» Maintains composure in adverse situations to alleviate pressure and maintain momentum

People Management — Individuals and Workforce

* Works one-on-one with supervisors

» Optimizes diversty among team members to build strong teams with complementary strengths

* Supports and defends the interests of staff, as recessary and appropriate

+ Deals with ineffective performance

*» Provides regular feedback, acknowledges success and the need for improvement

* Coaches, challenges, and provides oppartunities for growih

* Resohes labour relations problems

* Secures mediation, if required

* Balances the needs of emgloyees and the organization

» MONitors and acdresses workplace well-being

» Develops and supports carser plans and learning opportunities

* Develops HR strategy for unit succession planning

» Secures funding for OL and other training

» Implements rigorous HR practices and fulfls oblgations of HRM accountabilities

Financial Management — Budgets and Assets

» Allocales and manages unit rasources Iransparenthy

» Implements stratagies to achieve operational efficiencies and value for money

» Applies and rmonitors rigorcus systems for Financial Information Management, internal audit,
and exaluation

+ Fulfils obligations of accouniabilities for unit finance and assets management

» Acts on audit, evaluation, and other objective unit performance information
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SUPERVISOR

VALUES AND ETHICS — Serving through integrity and respec!

Demonstrates Values and Ethics, including the Code, in personal behaviour
Integrates Values and Ethica, including the Code, into staff work practices

Reflects a commitment to citizens and clients in own and staff activities

Foslers a climate of transparency, trust, ard respect among staff and in parinerships
Incorporates equitable practices into HR management

Encourages bilingualism and diversity, basad on OL and EE policies

Builds and promotes a safe and healthy, respectful workplace

Is alart to and deals quickly with harassment and discrimination

Manages wor< activities and transactions with transparency and faimess

STRATEGIC THINKING — !nnovating through Analysis and Ideas
Analysis

* Develops projact work plans with a thorough understanding cf the functional area
» Seeks clarification and direction from the manager, as required

* Links informalion across individual work: to form a comprehensive perspective
» Tracks changing unit priorities and analyzes impact on staff activities

» Analyzes setbacks and seeks honest feedback to learn from mistakes

ldeas

Translates uni: direction into concrete project activities

Develops solutions to recurring problems

Encourages and incorporates creativity and learning

Redesigns staff work activities to meet changing project needs

Makes effective recommendations to the Manager

Teaches and lzams from others
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Shares information broadly with staff and peers

Promotes collaboration among staff

Encourages open, constructive dscussion of diverse perspectives

Manages interpersonal relationships among staff

Relates effectively to people with disabilities or with different values, personalities,
or cultural backgrounds

Provides effective forums for siafl 1o express ideas, views, and concerns

Lises meetings as an opportunity to generate collegiality and unity

Listens to and acts on staff concemns

Solicits input from and lstens to stalf, partners, and stakeholders

Communicates work plans with clarity and commitment

Establishes reqular and comprehensive exchanges of ideas with individuals and the team
Modets and eficits trust
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
People Management, Financial Management

Action Management — Design and Execution

* Coordinates people's work activities

* Delegates tasks to staff appropriately

* Instructs staff on tasks, goals, processes, and performance standards

» Monitors activitios o ensure they are carried out effectively and efficiently

* Ensures work is congruent with formal procedures and regulations

*» Adapts regular procedures flexibly to best meet objectives

* Maintains a positive outiook in the face of setbacks

* Shifts priorities and adapts work plans 1o reflect changes

* Manages activites on a daily basis

* Heeds early wamning signals and advises the Manager and others, as needed

* Follows through on project plans from planning, implementing, monitoring, ard evaluating to reporting

* Integrates Comptrollership, MAF, feceral legislation, regulations, and policies into work practices

» Manages own and others' work-life balance

» Modals successful coping with stressful situations

People Management — Individuals and Workforce

* Evaluates individual performance faidy, taking sccount of diversity

* ldentiies opponunities that challengs and encourage the developent of pecple

* Resolves interpersonal or personal problems that are affecting performance

* Reduces stress factors in the workplace as much as possible

» Addresses harassment or discrimination quickdy

* Works one-on-cne with staff

* Deals with ineffective performance

* Provides regular feedback, acknowledges success and the need for improvement

* Manages labour refations problems

* Securzs mediation, if required

» Balances the needs of employees and the organization

» Monitors and addresses workplace well-being

* Develops and supports career plans and learning opportunities

» Manages worklcad

* Implements rigorous HR practices

Financial Management — Budgets and Assets

* Allocates and manages project resources transparentty

* Implements strategies to achieve operational efficiencies and value ‘or money

* Applies and monitors rigorous systems for Financial Information Management, internal audit, and
evaluation

* Fulfils obligations for project finance and assets management

* ACts on audit, evaluation, and other objectivie project team performance information
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Behaviours

INEFFECTIVE

Key Leadership Competencies
Generic Ineffective Behaviours

Deputy Minister to Supervisor
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FOR ALL LEVELS

VALUES AND ETHICS — Serving through integrity and respect
= Attempts to cover up mistakes

» Awvoids speaking truth to power

* Lays blame on individuals or pravious regimes

» Shows little respect for diverse opinions or beliefs

» Mistreats others

» Abuses power

» Tolerates abusive behaviour by others

» Demotivates or offends others through cynicism or aggression

» Shows favouritism or bias

» Places personal or organizatioral goals ahead of Government of Canada objectives
» Allows emotions to sway ethical judgment

STRATEGIC THINKING — /nnovaling through Analysis and Ideas
Analysis

» Depends on a narrow range of expertise and opinion

» Excludes other levels or partners in framing strategy

*» Ignores new information or changing circumstances

» Demonstrates insensitivity to national, regional, or PS context

» Dnes not analyze own strengths and weaknesses or listen to feedback

ldeas

» Abdicates responsibility for guiding or contributing to the departmental vision

» Dasigns response to short-term pressure without consideration of long-term implications
* Designs long-term plans without consideration of short-term implications

» Provides a vision, strategy, or advice that is not in line with the mandate

» Ignores the impact of sirategies on stakeholders, partners

» Develops or promotes strategies or plans that are too detal-orented or too abstract

» Acts as sole decision maker or stakeholder

» Hoards information

» Abdicates communication responsibilities to other levels

* Fails to work horizontally with key partners

Fails to build behind-the-scenes suppor

» Alienates others through anger, aggression, over-confidence, or lack of self-awareness
* Refuses to consider and incorporate the views of others

» Avoids dealing with contentious issues
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Behaviours

MANAGEMENT EXCELLENCE — Delivering through Action Management,
Peaple Management, Fimancial Management

Action Management — Design and Execution

* Dewelops an ineffactive plan to achieve goals

* Retains ineffeclive structures, systems, or programs

* Hesitates to make decisions or take required action

» Provides insufficient, abstract, or sporadic dirsction

* Refuses to acknowledge poor resuls

* Deals ineffectively with own strass

» Focusses on one file or activity to the detriment of others

» Backs down inthe face of obstacles or challenge

» Focusses solely on crisis management and the short term

* Acts impulsively

* Focusses on turf building rather than organizational stewardship
* Conducts superflucus consultation or analysis to avoid taking action or responsibility
» Micromanages

People Management — Individuals and Workforce

* Fails to provide staff with the tools they need to work and/or develop
» Fails to acknowledge contributions and successes

» Dwels on mistakes and failures

* Fails to deal with conflict

» Builds insufficient workforce capacity

» Abdicates responsibility for HR Planning

* Does not deliver the hard messages when givng feedback

* Fails to deal with ineffective staff

* Fails to ensure complementary strengths in teams, worlforce
» Desions workforce exclusively for short-term neads

Financial Management — Budgets and Assets

» Continues to invest resouces in an unsuccessful course of action
* Fails to integrats finarcial and managenment infonmmation

* Ignores audit or evaluation results

* Fails lo ensure integrity of informaticn, analysis, and reporting

* Fails io practice rigorous financial management

* Fails lo ensure sufficient capacity for sound firancial practices
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The Public Service
Commission (PSC)
is an independent
agency reporting to
Parliament, mandated
to safeguard the
integrity of the public
service staffing system
and the political
impartiality of the
public service.

In addition,
the PSC recruits
qualified Canadians
Jfrom across

the country.

Context

In 2009-2010, the public service continued
to experience growth, as it has over the past
decade. However, the pace of growth slowed
to 3.4%, compared to 4.5% in 2008-2009.

As of March 2010, there were 216 045
individuals in organizations for which

the Public Service Commission (PSC) has
delegated to deputy heads its authority to
make staffing appointments. As of that date,
4939 individuals occupied permanent or
specified term positions in the Executive
Group (EX-1 to EX-5), an increase of

4.7% from March 2009,

The most significant growth in the

public service population occurred in five
organizations, namely, Correctional Service
Canada, Environment Canada, Citizenship
and Immigration Canada, Human Resources
and Skills Development Canada and Public
Works and Government Services Canada.
Organizations with roles in delivering
Canada's Economic Actien Plan, announced
in Budget 2009, accounted for half of the total

growth in the population between March 2009

and March 2010.

Iw'.'.rw.psc-cfp.gc.ca
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Overall staffing and hiring activities

In 2009-2010, staffing and hiring activities
within the public service showed signs of
decreasing, as did hiring from outside the
public service.

Organizations under the Public Service
Emplayment Act (PSEA) conducted 123 920
hiring and staffing activities in 2009-2010, a
decrease of 2.2% over the previous fiscal year.
Hiring activities to the public service totaled
55 699 during 2009-2010, a decrease of 1.7%
from the previous fiscal year. Staffing activities
within the public service decreased by 2.5%.

The number of new permanent (indeterminate)
hires from outside the public service decreased
from 12 705 appointments in 2008-2009

to 10 718 appointments in 2009-2010.

New permanent hires represented 19.2% of

all new hires, a decrease from 2008-2009,
when new permanent hires represented

22.4% of all new hires.

There were 2 408 staffing activities to and

within the EX Group — a decrease
of 3.3% from the previous year.

Canadi



Overall hiring and staffing activities under the Public Service

Employment Act by fiscal year

Acting
appointments
12.2%
(15 089)

Lateral and
downward
movements
22.2%
(27 567)

Promiotions

2009-2010

Indeterminate
19.2%
(10718)
Specified term
20.1%
{11 188)

Casual
34.4%
(19134)

Students
26.3%
(14 659)

Source: Public Service Commission hiring and staffing activities files

Areas of progress

The current Commission's first Annual Report,

in 2003-2004, observed that the PSEA presented
an opportunity to address a number of long-
standing areas of concern: organizational human
resources planning and capacity; the continuing
increase in the use of short-term hires as a source
of recruitment; the small number of university
graduates recruited into the public service; and the
need to broaden access to public service positions.

Progress has been made in the following areas:

m  Planning for staffing priorities and strategies
has continued to improve, with 63% of
departments and agencies demonstrating
“acceptable” or “strong” performance in
this area in 2009-2010, compared to 15% in
2007-2008, based on PSC monitoring.

m The proportion of new permanent hires with
no prior experience in the public service has
increased from 15.9% in 2004-2005 to 37.0%
in 2009-2010.

m  The duration of acting appointments has
become shortter, with an average duration for
the 2007-2009 period of 13.5 months if the

acting ended in a promotion and 12.5 months
if it ended without a promotion (compared to
15 and 13 months, respectively, in 2002-2004).

The total proportion of students participating in
the Federal Student Work Experience Program
and the Co-operative Education and Internship
program with subsequent employment in the
public service (term or permanent) rose from
22.5% in 1997-2005 to 26.2% in 2006-2007,

a slight drop from 27.9% in 2005-2006.

In 2009-2010, a total of 1 643 graduates

were hired into term and permanent positions
under the Post-Secondary Recruitment
program.

All externally advertised appoint ment
processes for permanent and long-term
positions (greater than six months) are now
open to Canadians across the country.

‘Three of the four employment equity groups
— women, visible minorities and Aboriginal
peoples — are now being appointed to the
public service at a proportion exceeding their
respective workforce availability.

bl 2009-2010 Annual Report
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Almost five years after the coming into [urce of the
PSEA, the goal must now be to addrzss sutstanding
reas of concern to ensure the sustainakility of the

a
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services, lenathy time to stafand the safecuarding
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of a values-based approach across organizations,
for instance, in the use of advertised versus
non-advertised appointment processes and in

the documentation of decisions.

The PSC is commitied in 2010-2011 to strengthening
its understanding of how a values-based system
should work and communicating its expectations to
public servants. The PSC willalso develop new ways
of raising employee awareness of the implications
that their participating in political activities would
have on the non-partisanship of the public service.

efinements in the PSC policy suite will also play
an importaat role in helping 10 root more deeply ihe
values and @ values-based system. The Appoiniment
Pollcv Framewaorlk will be amended in 201€-2011
pizce greaier emphasis on the core and guiding
values, In addition, the PSC will clarifyits

es, 10 ad. CIyne

expecm[lom with ]‘CSPCCI’. to advertised Processes.

in response to 2 request from Parfiam

Anril 2000 the DEC undartanl 2 o 5
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use of temporary heIDSEnfl

lemporary ||ﬁ§ SEIVices 1o @
needs. 'Lhe study found improper
scrvices in mecting long-term staifi
should he addrescad 9I|mm-1-|. ma

the PSEA.

The PSCis committed to consulting with the
Treasury Board of Canada Secretariat and Public
Works and Government Services Canada 1o
identify solutions to issues raised in the study, and
to provide guidance on how to use tamporary help
services while respecting the values of the PSEA.

In the coming year, the PSC will examine
approaches for addressing policy and legislative or
regulatory gaps and improving alignment between
non-permanent PSEA stalling mechanisms and
temporary help services.

2009-2010 Annual Report
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Use of casual workers

The PSC recognizes the need to hire casual

workers to meet short-term requirements and bring
in special expertise. However, inappropriate use

of casual employment has negative implications on

the guiding values of fairness, access, transparency

and representativeness.

As noted in last year's annual report, the advantages
that casual workers have in subsequent appointments
to the public service and the increasing use of
casual employment as a source of permanent hires
are areas of concern,

The proportion of new permanent hires with ne
prior experience in the public service increased

to 37% in 2009-2010, from 15.9% in 2004-2005.
Haowever, the PSC found that the proportion of
casuals with subsequent employment under the
PSEA continued to increase, to 54% in 2008-2009,
cornpared to 41% in the 1997-2005 reference p:riod,

Time to staff

There has been a reduction in the time required

to staff using collective advertised processes, The
average time to staff positions using these processes
has dropped from 27.4 weeks in 2007-2008 to

24.7 weeks in 2008-2009. Overall, the average time
to staff permanent positions has remained relatively
stable, at 23.5 weeks in 2007-2008 and 23.0 weeks
in 2008-2009.

The PSC believes that organizations must

become more aggressive in reducing time to staff.
In 2010-2011, the PSC will encourage departments
and agencies to establish benchmarks for time

to staff.

Employment equity

The PSC's focus in 2009-2010 has been on an array
of initiatives that are expected to pave the way for
continuous improvement of employment equity
(EE) representation across the public service,
including taking steps towards achieving more
reliable EE data; adopting a streamlined approach
to the collection and use of EE information;
implementing an approach for affirming Aboriginal
affiliation; and identifying effective strategies

and noteworthy practices from departments

and agencies.

Three of the four designated groups, with the
exception of persons with disabilities, were
appointed to the public service in 2009-2010
at a proportion exceeding their respective
workforce availability.

The PSC remains concerned that persons with
disabilities comprise the only group whose share

of appointments has been below their workforce
availability for the past few years. Although persons
with disabilities are not under-represented in the
public service, the percentage of applicants in this
group remained stable at 3.0% in 2009-2010, while
their share of appointments to the public service
decreased from 3.3% in 2008-2009 to 3.1%

in 2009-2010.

Both the number and proportion of external
appointments for visible minorities increased

in 2009-2010. As visible minorities are currently
under-represented, this trend will help to address
current and future gaps for this group in the
public service,

Safeguarding non-partisanship

Over the past year, the PSC has paid special attention
to the issue of safeguarding a non-partisanship
public service. The PSC reviewed the results of its
investigations, undertook new research and data
analysis and held a series of consultations with
top-level experts.

In 2010-2011, the PSC is committed to building

on the results of its dialogue with experts and other
activities over the past year in order to outline its
position on a renewed vision for a non-partisan
public service, as part of its assessment of the
PSEA. This dialogue will be expanded to include
Parliamentarians and Canadians.

Political candidacy

In 2009-2010, the PSC received 99 new requests
for permission to seek nomination as, or to be,
a candidate in an election. This was the highest
number of requests received in one year and
represented an 83% increase from last year.
Municipal election requests again represented
the majority of new candidacy requests.

LW 2009-2010 Annual Report
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