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The Estimates Documents

Each year, the government prepares Estimates in support of its request to Parliament for
authority to spend public monies. This request is formalized through the tabling of
appropriation bills in Parliament.

The Estimates of the Government of Canada are structured in several parts. Beginning with an
overview of total government spending in Part I, the documents become increasingly more
specific. Part II outlines spending according to departments, agencies and programs and
contains the proposed wording of the conditions governing spending which Parliament will be
asked to approve.

The Report on Plans and Priorities provides additional detail on each department and its
programs primarily in terms of more strategically oriented planning and results information
with a focus on outcomes.

The Departmental Performance Report provides a focus on results-based accountability
by reporting on accomplishments achieved against the performance expectations and results
commitments as set out in the spring Report on Plans and Priorities.

The Estimates, along with the Minister of Finance’s Budget, reflect the government’s annual
budget planning and resource allocation priorities. In combination with the subsequent
reporting of financial results in the Public Accounts and of accomplishments achieved in
Departmental Performance Reports, this material helps Parliament hold the government to
account for the allocation and management of funds.



                                                                                                                              Treasury Board of Canada Secretariat 
Departmental Performance Reports 2002 

Foreword 

In the spring of 2000, the President of the Treasury Board tabled in Parliament the document 
“Results for Canadians: A Management Framework for the Government of Canada”. This 
document sets a clear agenda for improving and modernising management practices in federal 
departments and agencies. 

Four key management commitments form the basis for this vision of how the Government will 
deliver their services and benefits to Canadians in the new millennium. In this vision, 
departments and agencies recognise that they exist to serve Canadians and that a “citizen focus” 
shapes all activities, programs and services. This vision commits the Government of Canada to 
manage its business by the highest public service values. Responsible spending means spending 
wisely on the things that matter to Canadians. And finally, this vision sets a clear focus on 
results – the impact and effects of programs. 

Departmental performance reports play a key role in the cycle of planning, monitoring, 
evaluating, and reporting of results through ministers to Parliament and citizens. Departments 
and agencies are encouraged to prepare their reports following certain principles. Based on these 
principles, an effective report provides a coherent and balanced picture of performance that is 
brief and to the point. It focuses on outcomes - benefits to Canadians and Canadian society - and 
describes the contribution the organisation has made toward those outcomes. It sets the 
department’s performance in context and discusses risks and challenges faced by the 
organisation in delivering its commitments. The report also associates performance with earlier 
commitments as well as achievements realised in partnership with other governmental and 
non-governmental organisations. Supporting the need for responsible spending, it links resources 
to results. Finally, the report is credible because it substantiates the performance information 
with appropriate methodologies and relevant data. 

In performance reports, departments and agencies strive to respond to the ongoing and evolving 
information needs of parliamentarians and Canadians. The input of parliamentarians and other 
readers can do much to improve these reports over time. The reader is encouraged to assess the 
performance of the organisation according to the principles outlined above, and provide 
comments to the department or agency that will help it in the next cycle of planning and 
reporting. 
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The Public Service Commission (PSC), an independent 
agency reporting to Parliament, appoints qualified persons to 
and within the Public Service according to the principle of 
merit.  In doing so, the PSC safeguards the values of 
competence, non-partisanship and representativeness.  These 
values are the cornerstone of a strong Public Service.  They are 
also the foundation of Canadian democracy. The PSC seeks to 
have a Public Service that is respectful of the diversity of 
Canada’s people. 
 

As stated in the 2001 Speech from the Throne:  
 

“Canada must have a public service distinguished by excellence and equipped 
with the skills for a knowledge economy and society. The Government will seek bright, 
motivated young women and men to accept the challenge of serving their country in the 
federal public service. The Government is committed to the reforms needed for the Public 
Service of Canada to continue evolving and adapting. These reforms will ensure that the 
Public Service is innovative, dynamic and reflective of the diversity of the country — 
able to attract and develop the talent needed to serve Canadians in the 21st century.”    
 

This Performance Report takes stock of the results arising from the objectives set 
by the PSC, and the initiatives it has undertaken to fulfill its mandate on behalf of the 
Public Service of Canada and the citizens of this country. 
 
 

Sheila Copps 
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EXECUTIVE SUMMARY 

Introduction and Context 
 The merit principle as the basis for appointment to and within the federal Public 

Service contributes to the democratic stability needed for responsible 
government in Canada.  Today, application of the merit principle ensures that the 
Public Service reflects the core values of competence, non-partisanship, 
representativeness, fairness, equity of access and transparency. 

 The Public Service Commission (PSC) is a unique federal institution responsible 
for safeguarding the merit principle in the federal Public Service.  An independent 
agency directly accountable to Parliament, the PSC is an active partner with 
federal departments and central agencies in developing a human resources 
management (HRM) framework that ensures values-based staffing practices. 

 According to its mandate in the Public Service Employment Act (PSEA), the PSC 
focuses on a proactive oversight role while delegating staffing authorities to 
departments and agencies. 

 In continuing HR modernization, the Commission has begun partial delegation to 
departments in two areas in which it has retained direct authority until now: 
executive resourcing and some external recruitment below executive levels. 

 
The PSC Today 

 Faced with a changing HRM future, the PSC focused in 2001-2002 on the 
delivery of three strategic outcomes:  

1. Creation of a highly competent, non-partisan and representative Public Service, 
where appointments are based on the values of fairness, equity and 
transparency; 

2. Provision of a timely, efficient and flexible values-based staffing system owned 
by Public Service managers; and 

3. Support of a Public Service, which builds on competencies through 
development and continuous learning. 

 
1.1 Strong Values-Based Staffing System 

 The new model for staffing introduced in the early 1990s moved away from an 
exclusively rules-based approach to one based on values.  To help managers 
fully exercise their delegated authorities, the Commission created the values-
based management framework consistent with the Treasury Board of Canada 
(TB) Results for Canadians — A Management Framework for Government of 
Canada, which focuses on results and citizen-oriented, values-based and 
affordable government.  Continuing the intent expressed in last year’s 
Departmental Performance Report (DPR), in 2001-2002 the PSC contributed to the 
government’s HRM agenda by delivering in the areas of recruitment and 
staffing, representativeness and learning. 

 Within the current societal context of anticipated HR reform, the PSC is 
addressing a challenge to increase the understanding and capability of 
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departmental managers and human resources (HR) advisors and managers to 
carry out values-based staffing by creating meaningful, active partnerships and 
through delivery of courses and e-learning tools. Decisions in appeal and 
recourse processes increasingly reflect the application of values-based staffing 
flexibility with regard to rules and protection of the merit principle. 

 Under the Modern Comptrollership Initiative, the Commission began 
consolidation of its strategic outcomes and priorities.  It reviewed its Planning, 
Reporting and Accountability Structure (PRAS) and the 2002-2003 Report on 
Plans and Priorities (RPP), to better show how it intends to deliver results to 
Canadians. 

 
1.2 Innovative Staffing and Recruitment Systems 

 Using innovative staffing and recruitment approaches contained in the 
Recruitment Action Plan (RAP), a multi-year recruitment plan developed jointly by 
the PSC and TBS, the Commission is testing, on a pilot basis only, another step 
towards a decentralized, more efficient recruitment and staffing system, by 
delegating appointments from outside the Public Service without competition 
(named referrals) to departments.  However, since this approach could present a 
risk (such appointments could have a negative effect on the perceptions of 
departmental values of equity, transparency and non-partisanship), the PSC 
ensures that departments using this delegation have developed management 
frameworks to deal with such risks effectively. 

 As large volumes of applications present a real challenge to timely staffing in 
departments, the PSC encourages departments to partner and share common 
inventories.  Similar approaches will be increasingly necessary if National Areas of 
Selection (NAS) are introduced.  Should the evaluation of the present pilot testing 
support national application, NAS will provide greater access to Public Service 
employment for all Canadians.  In addition, e-testing initiatives by the PSC’s 
Personnel Psychology Centre hold much promise for increasing the speed of 
assessment while reducing costs. 

 
1.3 Delegation and Accountability System; Reporting 

 In last year’s DPR, the Commission expressed its commitment to improving 
relations with Parliament through strengthening understanding of the PSC’s 
role and the importance of merit in the federal Public Service. Both the         
2000-2001 and 2001-2002 PSC Annual Reports focus on the overall health of the 
staffing system, while the DPRs focus on results achieved by the PSC; both 
provide, Parliamentarians with more complete information on the health of the 
staffing system. 

 The fact that all departments required to do so reported on their staffing 
performance this year demonstrates that they understand their delegation and 
accountability responsibilities.  However, although progress has been made 
since last year, managers are still not taking full advantage of existing 
flexibilities within the system; as in 2000-2001, efficiency continues to be the 
primary driving principle in staffing decisions. 
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1.4 Conflict / Dispute Resolution 

 In last year’s DPR, the Commission affirmed its vision of becoming a centre of 
excellence for dispute resolution of HR conflicts closer to the workplace by 
systematically offering quality and timely early intervention in appeals to contribute 
to workplace wellness. 

 In 2001-2002, the PSC implemented a program of Early Intervention (E.I.) in 
appeals across Canada. The national program, building on the results from the 
Commission’s experimental project in the Atlantic Region, contributes to improved 
communication, trust and satisfaction of all involved parties, and results in more 
timely and flexible recourse. 

 The PSC, as the co-ordinator of the Shared Mediators Program (SMP), 
provides employees with an alternative to formal and lengthy processes and plays 
an important role in promoting sustainable and effective working relationships.  
SMP also provides participating departments with access to services of 
experienced mediators as a cost-effective option to facilitate compliance with 
TB policy on Prevention and Resolution of Harassment in the Workplace. 

 The Commission acts as an expert resource body for the Public Service in 
providing services to departments for the prevention and resolution of harassment 
in the workplace as a part of its commitment under the new TB policy. Training, 
mediation, coaching and investigation services are provided in a timely manner. 

 
2.1 Effective Partnerships 

 Partnerships, as a way of doing business, are an integral part of PSC’s 
approach to delivery.  The Commission meets its challenge to deliver an 
integrated and coherent service to clients through well-functioning strategic 
partnerships with key players in the HRM system.  For example, to avoid 
duplication of effort and to contribute to cost-effective program delivery, the PSC’s 
Training and Development Canada (TDC) is collaborating with several 
departments and central agencies to develop a Public Service-wide E-Learning 
Service that will offer a single window on learning. 

 
2.2 Employer of Choice 

 As part of its dual role of providing service and protecting merit, the PSC 
ensures an adequate supply of qualified and representative candidates, 
recruits, feeder group members and executives to meet present and future staffing 
needs of departments and agencies.  To secure the influx of prospective 
candidates and to position the federal government as an employer of choice, in 
2001-2002 the PSC continued to use different strategies, including recruitment 
programs such as the Post-Secondary Recruitment Program (PSR). This primary 
federal national recruitment program increases visibility of the Public Service on 
campuses and provides bridging arrangements to accommodate terms and 
students.  

 The Accelerated Executive Development Program (AEXDP) and the Assistant 
Deputy Minister Pre-Qualification Process (ADMPQP) continued to supply 
qualified and representative senior Public Service leaders.  Strategic Executive 
Staffing (SES) collaborative partnerships developed by the Commission and 
initiated with the first three departments provide a comprehensive staffing 
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strategy resulting in efficiencies and increased speed of service for resolving 
Executive resourcing issues in departments. 

 
2.3 Improved HR Planning 

 To help departments model and analyse their future HR needs, the PSC 
continues to find ways to increase its outreach, share expertise and promote 
tools/learning products that strengthen departmental capacity to attract and 
retain employees. As a result departments gain a better understanding of labour 
market issues, which is reflected in their HR plans; they are able to focus their 
limited resources on the areas where they are most needed.  However, with the 
current level of the PSC’s resources, only marginal improvements can be made. 

 
2.4 Representativeness 

 The government has made it a priority to improve the representativeness of the 
Public Service.  The Commission has assumed a leadership role in the federal 
equity and diversity arena through increased promotion, use of available tools 
and outreach activities in all regions of Canada and through the deliverables of 
the Employment Equity Positive Measure Program (EEPMP). The EEPMP was a 
four-year program, which ended this year having fulfilled its mandate. 

 The PSC entirely met its commitment expressed in last year’s DPR, to 
communicate EEPMP’s program knowledge and tools to departments to help 
them achieve self-sufficiency and meet their EE goals faster.  In its last year, 
EEPMP provided best practices and tools that enriched PSC clients with 
knowledge of sustained EE career development, work accommodation issues 
and tools to implement positive measures, thus reaching the program goals. 

 The PSC continued to move forward on the Embracing Change (EC) agenda, as 
reported in last year’s DPR, through initiatives such as the Employment Equity 
Career Assignment Program (EE CAP) for visible minorities, which assists 
departments in meeting EC objectives.  With limited resources, the PSC’s 
Personnel Psychology Centre (PPC) took steps to position itself as a leader in the 
increasingly demanding and complex area of assessment of candidates who are 
members of EE groups.  The AEXDP for visible minority executives also 
supported the EC agenda. 

 To assist departments in achieving a more representative workforce at the 
executive level, the Commission has approved an Employment Equity (EE) 
Program for Executives at the EX 1 to EX 3 levels.  The program, administered by 
Executive Resourcing, applies to members of visible minorities, Aboriginal people 
and persons with disabilities.  This program enables Executive Resourcing, on 
behalf of departments, to target selection processes to a particular designated 
group.  In addition, the program allows for indeterminate and term appointments 
for open, closed or without competition selection processes using individual or 
relative merit. 

 
2.5 E-Government 

 In support of the e-government initiative, one of the pillars of Results for 
Canadians’ citizen-centered agenda, the PSC was guided by three key themes: 
continuing to strengthen the technology governance and accountability 
framework; investing in people through sound planning and management as 
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well as through support to departmental clients in the use of technology and 
continued evolution of e-recruitment and e-HR, in the context of HR reform. 

 For example, the PSC responded to its intent expressed in last year’s DPR, to 
develop e-recruitment that facilitates processing of job applications, and 
screening and testing of applicants.  As a result of the redesigned PSR, funds 
have been allocated to pilot web-based assessment.  This initiative involved the 
administration, scoring and provision of test results of on-line tests for the PSR 
campaign. 

 
2.6 Recruiting Smarter 

 In recent years, the volume of applications received for jobs open to the public has 
increased significantly and has presented challenges for the PSC and 
departments in their efforts to meet their recruitment needs in a timely and efficient 
manner. The Recruiting Smarter initiative, which began in December 2001, is 
examining potential streamlining of the recruitment processes, in partnership 
with departments. This is a longer-term initiative, which requires departmental 
HR planning and co-ordination of co-operation within and between departments. 

 
2.7 Service Improvement Initiative 

 The federal government’s Service Improvement Initiative, one of key initiatives to 
transform services and improve client satisfaction, is fully supported by the 
Commission.  The PSC’s challenge is to improve the quality of its services to 
meet the needs of Canadians seeking employment in the Public Service most 
effectively.  Compared to last year, the Commission’s progress in the area of 
performance measurement was slow due to other operational priorities.  Since 
the PSC’s implementation of the TBS Common Measurement Tool, performance 
indicators and service standards is in its early stages, the use and reliability of 
departmental performance information is not focused upon in this report. 

 
3.1 Learning Products and Services 

 In last year’s DPR the Commission declared that TDC would remain a leading-
edge organization by investing in technological renewal.  This year, TDC’s 
technological renewal was successfully financed from 2001-2002 revenues.  As 
a result of TDC’s training and development activities: hiring managers and HR 
advisors are more knowledgeable about the values-based staffing promoted by 
the PSC and are better able to make decisions that contribute to the creation of a 
competent, representative and non-partisan Public Service; public servants receive 
necessary training to remain competent in a changing environment; and 
Canadians benefit from a professional and competent Public Service. 

 
3.2 Official Languages 

 To create a Public Service that offers Canadians services in both official languages 
in accordance with the Official Languages Act, the PSC provides effective and 
efficient language training.  In last year’s DPR, Language Training Canada of the 
PSC (LTC) reported the need for additional funding to meet its mandate.  
Additional financing received did not diminish the waiting lists for second-
language training because of new and growing demands; it only permitted LTC 
to respond to new demands. 
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President’s Message 

I am pleased to present the Public Service Commission’s (PSC’s) Departmental Performance Report for the 
period ending March 31, 2002. The PSC’s Annual Report covers the same period and is also tabled in 
Parliament. However, it is important to note the distinction between the two reports: the PSC’s Annual 
Report focuses on the health of the staffing system and speaks to the performance of many organizations 
that are engaged in staffing related activities across the federal Public Service; the PSC’s Departmental 
Performance Report focuses on the results the organization has achieved in a concerted effort to better 
serve clients, stakeholders and, ultimately, all Canadians while protecting merit.  The PSC’s Performance 
Report, therefore, describes the performance of the PSC alone, covering its roles and responsibilities in 
staffing and other aspects of human resources management such as learning.  
 
I am particularly proud to present the PSC’s Performance Report this year for two reasons; first, it is an 
improved report which better delineates results as they relate to planned strategic outcomes, and gives a 
sharper focus to the challenges the PSC faces and the investment required to meet those challenges; 
second, the report speaks to the high level of productivity of the PSC as an organization in an environment 
of continuing and impending change in the management of human resources. For the first time this year, 
the report addresses risk management and highlights the collaborative nature of the PSC’s efforts.  
 
Both Parliament, and indeed Canadians at large, will see presented here a balanced picture of the PSC’s 
achievements set against a backdrop of challenges to improving service.  Strengthening the PSC’s 
reporting to Parliament is a serious obligation. Parliamentarians will find in this report a clear and accurate 
depiction of the Commission’s key outputs as they relate to the planned strategic goals and priorities, also 
presented to Parliament, in the PSC’s Report on Plans and Priorities.  The answer to the key question - 
How have Canadian taxpayers benefited from our products and services? - may be found in this report as 
well as the planned improvements.  
 
The Government’s commitment to modernize human resources management in the federal Public Service 
dominated the environment in which the PSC operated during the reporting period and continues to do so. 
A simplified human resources management system, with values-based staffing at its core, is essential. While 
it is recognized that legislative change is necessary, new legislation alone will not be enough to establish a 
human resources management system capable of responding to the future demands on the Public Service.  
Much can and must be done in addition to legislative changes to improve staffing and recruitment. A 
sustained commitment is required along with the necessary investments to render modernization truly a 
success. Key elements of a new regime must include the following: effective training and clear accountability 
of managers in staffing; grounding of staffing decisions in human resources planning; rebuilding the human 
resources community; and investment in technology.  
 
In the coming months, as this report is tabled in Parliament, the PSC would welcome the opportunity to 
engage Parliamentarians in a discussion of its content and what it means to protect merit and the public 
trust in a changing human resources management environment with a view to developing a new, 
modernized approach to managing human resources in a Public Service that continues to serve Canadians 
well. 
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1. Societal Context 

Who We Are 
As an independent agency reporting to Parliament, the Public Service Commission 
(PSC) has a mandate to safeguard the values of Canada’s professional Public Service: 
competence, non-partisanship and representativeness, by: 
 administering the Public Service Employment Act (PSEA) and a values-based 

staffing system, and taking responsibility for the appointment of qualified persons to 
and within the Public Service; 

 providing recourse and review of matters under the PSEA; 
 delivering training and development programs; and 
 carrying out other responsibilities as provided for in the PSEA and the Employment 

Equity Act (EEA) 
 
Our Mission 

The mission of the PSC is, through its statutory authorities, to: 
Maintain and preserve a non-partisan Public Service, able to provide service in both 
official languages, staffed with competent employees, that is representative of the 
Canadian population it serves. 

The PSC is an active partner in developing the broad framework for human resources 
management (HRM) and within the scope of its mandate, in ensuring the health of the 
federal human resources (HR) system. 
 
Our Vision 

 
 
An independent agency reporting to Parliament, 
accountable for merit in staffing and a key partner 
in shaping an effective and respected Public 
Service for Canadians. 

 

 
 

 

 

 

 

Strategic Outcomes and Government Priorities 

The Government of Canada staffing system is a key component of a broader HRM 
system and an essential building block of a highly competent, non-partisan and 
representative Public Service.  The new model for staffing, introduced in the early 1990s, 
moved away from a rules-based approach to one that emphasizes values behind the 
rules.  The Staffing Reform initiative began to implement this new approach, which 
includes delegation of departmental staffing and departmental accountability. 
 
In the year 2001-2002, a pivotal time in Canada’s Public Service, after many years of 
major downsizing, consolidation and budget cuts, the PSC was faced with a new set of 
HRM issues and a changing HRM future.  Although the Commission received a 
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10 percent budget increase that year to cover many underfunded areas, the funds were 
not sufficient.  Therefore, to best meet the needs of Canadians, the PSC focused on 
three strategic outcomes ($136 million): 

1. Creation of a highly competent, non-partisan and representative Public 
Service, where appointments are based on the values of fairness, equity 
and transparency; 

2. Provision of a timely, efficient and flexible values-based staffing system 
owned by Public Service managers; and 

3. Support of a Public Service that builds on competencies through 
development and continuous learning.  

 
These outcomes reflect PSC’s commitment and support to the reform of the Public 
Service of Canada declared in the January 2001 Speech from the Throne.  A key 
challenge in modernizing human resources management in the Public Service will be to 
provide the new system with the flexibility and cohesion needed to attract and retain 
top-quality professionals to meet the needs of Canadians in the future, while retaining 
values of fairness, equity of access and transparency that have produced one of the best 
Public Services in the world.  The PSC plays a crucial role in successfully 
addressing this challenge, in the areas of recruitment, representativeness and 
learning. 
 
The PSC Business Plan has identified three strategic goals and priorities to support 
these long-term outcomes: 

1. Contribute to a new HRM system for the Public Service of tomorrow 
($18 million); 

2. Respond to HRM challenges through innovative PSC programs and services 
($110 million); and 

3. Pursue change management and model good HRM practices within the PSC to 
ensure a successful transition to a modernized system ($8 million). 
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PSC Planning, Reporting and
Accountability Structure (PRAS)

Logic Model

PSC Vision : An independent agency reporting to Parliament,
accountable for merit in staffing and a key partner in shaping an
effective and respected Public Service for Canadians.

CORPORATE
OBJECTIVES
Correspond to

Strategic
Outcomes

CORPORATE
OBJECTIVES
Correspond to

Strategic
Outcomes

To assist in
providing
Canadians

with:

A timely, efficient and
flexible values-based
staffing system owned by
Public Service managers.

To have a values-based
staffing system that
provides an appropriate
and timely supply of
suitable candidates for
current and future
needs.

To improve the professional
competence of federal public
servants and to enable them
to meet the language
proficiency requirements of
those positions for which
they have been selected or
those to which they aspire.

Resourcing

To support a staffing system
that is focussed on merit, by
providing public servants
and applicants to the Public
Service with independent
recourse processes.

Recourse Learning

To provide the PSC, Public
Service departments and
agencies, and Canadians,
with knowledge, insight and
advice to contribute to the
Commission’s corporate
objectives.

Oversight and Outreach

Corporate Services

To provide the PSC with central services and systems in support of corporate management and all PSC program activities.

Business
Line

Strategic
Objectives

A highly competent, non-
partisan and representative
Public Service with
appointments based on the
values of fairness, equity
and transparency.

A Public Service that
builds on its competencies
through development and
continuous learning.

Key Partners and Clients 

Federal departments1 and central agencies constitute the PSC’s primary clients.  Our 
partners include: 
 the Clerk of the Privy Council, who is Head of the Public Service; 
 Treasury Board Secretariat (TBS), which is the employer of the core Public 

Service; 
 the Canadian Centre for Management Development (CCMD), which has prime 

responsibility for management and leadership training; 
 the Leadership Network (TLN), now part of TBS, which supports the collective 

management of Assistant Deputy Ministers; 
 Regional Federal Councils (RFC) of senior federal officials, which share 

information and co-ordinate activities among departments in each region; 
 Human Resources Council (HRC) of HR leaders, which establishes strategic 

direction for HRM on behalf of all Heads of Human Resources; and 

                                                 
1  NOTE: for the sake of convenience, “department” is used to indicate both federal departments and 
agencies. 
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 core departments and agencies, which manage their employees through 
authorities delegated to them from central agencies. 

 
Other players in HRM include unions, which are consulted on staffing issues, the Public 
Service Advisory Council (PSCAC), which is composed of unions, departments and 
representatives of the PSC, and the Committee of Senior Officials (COSO) at the level 
of Deputy Minister (DM).  
 
Our clients include: 
 departmental managers; 
 human resource specialists; 
 employees, as candidates, trainees, appellants, etc.; 
 members of functional communities, such as HR, Finance, Materiel Management 

and Real Property, Policy and Communications; 
 members of EE designated groups; 
 the Canadian public, students or graduates seeking federal Public Service 

employment; and 
 foreign governments seeking to exchange information on professional 

development and learning programs, etc. 
 
Influencing Factors and Challenges 
In preparation for HRM Modernization, the PSC is taking steps to create an innovative, 
relevant and dynamic organization.  To build an internal “risk management culture”, 
essential in a forward-looking organization, the PSC has looked at a synergy of change 
factors that have a significant impact on the Public Service.  These include: 
 globalism: merging of traditional geographic, national and sectoral boundaries; 

growing “internationalization” of virtually all policy issues and areas; the need for 
partnerships with diverse communities of interest at both international and intra-
national levels; and enhanced mobility, giving rise to a search for “knowledge 
workers”; 

 technological change: growing knowledge intensity of work, fundamentally 
transforming the nature of work; and digitizing government services and 
communications; 

 citizen involvement: increasing public demand for more transparent and accessible 
government services; and higher expectations for faster, more efficient and more 
personalized delivery of services through a variety of modes; 

 diversity: increasingly multi-cultural, multi-lingual population; and growing 
recognition of the benefits of diversity; and 

 labour relations: need for new relationships after years of downsizing and cutbacks. 
 
These challenges are compounded by changing demographics in Canada: 
 aging workforce: retirement waves at senior levels, with significant economic 

impacts; skill shortages in some occupational areas (particularly skilled trades) while 
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the population of visible minorities and Aboriginal peoples is younger.  These factors 
pose risks of loss of corporate memory, fewer experienced workers, lower 
consumption and higher health costs but offer an opportunity to increase 
representation of traditionally underemployed groups ; 

 immigration and migration: population and labour force growth due mainly to 
immigration and increasing labour flows both in and out of country, create an 
opportunity to improve representation of visible minorities, while citizenship and 
accreditation issues limit access to qualified workers; 

 educated workforce: increasing number of university and college graduates and 
growing importance of professional training and development at all stages of life 
increase the labour pool of professionals available to the Public Service, while 
there is a general declining interest in the Public Service as a career.  Providing 
learning opportunities is key to attracting and retaining suitable candidates; 

 urbanization: increasing urbanization of youth and Aboriginal peoples creates a 
varied pool of available labour and skill shortages across regions. 

 
The new dynamics in the labour force are also powerful influences: 
 economic slowdown, subject to regional differences, causes employment levels to 

contract, particularly in Information Technology.  This factor creates potential for 
improved competitiveness for the Public Service and indicates the need to tailor 
employment initiatives to local regions; 

 changing market created by the growth of the e-labour market poses risks of 
problems in retaining employees since the Public Service is not competitive; 

 changing skills, including increasing demand for certain skills and experience (e.g. 
team-work, international); technology displacing certain forms of labour (e.g. 
clerical, data entry); and polarization of higher-skilled versus “lower-skilled” workers, 
make identifying skill needs necessary to recruitment and strategic HR planning; 

 changing work and workplace, which includes changing structure of organizations 
(e.g. “flattening out”) and growing demands for balance between work and home 
life and for job satisfaction, make mobility, stimulating work environments, and 
flexible work arrangements key to recruitment and retention strategies. 

 
Against this backdrop Public Service has its own human capital needs and 
workforce trends: 
 the Public Service requirements are changing as approximately half of federal 

jobs are now “professional” and there is reduced demand for clerical and operational 
labour.  This factor increases competition with private sector and provincial 
governments; 

 the Public Service is not homogeneous: professional jobs are more 
concentrated in the National Capital Region, whereas other regions may have 
larger operational populations and skill shortages vary across regions.  These 
factors indicate a need to target HR strategies to region and occupational groups; 

 retirement wave: myth or reality? the demographic profile of the Public Service 
indicates that it is older than the overall workforce in Canada, while new recruits are 
educated or at the post-secondary level. This factor contributes to an aging 
workforce.  New research suggests that there are currently sufficient feeder groups 
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for the executive EX category, and actual rates of retirement, point to possible 
forestalling of an early retirement wave.  Managing this issue is necessary to 
minimize loss of corporate memory and experience and take advantage of 
increased opportunities for mobility and promotion; 

 contingent work: term and casual appointments have been used increasingly by 
managers.  Complex HR systems are blamed but data is scarce; reasons could 
include lack of permanent resources.  However, the past year’s hiring pattern 
indicates that this practice may actually be reversing. 

 
The federal government is attempting to respond to change factors with a variety of 
initiatives to increase operational efficiency.  These include: 
 Government On-Line to provide Canadians with improved access to all government 

services and information; 
 Connecting Canadians to ensure Internet access to all Canadians; 
 Innovation and Skills Agenda to expand the workforce and increase high-tech 

skills; 
 Service Improvement Initiative to encourage seamless access to government 

services and higher levels of performance in service delivery; 
 Social Union Framework Agreement to promote equality of opportunity and 

collaboration, greater transparency and enhanced mobility; 
 Results for Canadians to provide a comprehensive management framework with a 

renewed focus on spending controls; 
 Task Force on HRM Modernization to construct a modern policy, legislative and 

institutional framework for HRM in the Public Service; and 
 Official Languages Revitalization to further protect and promote official languages 

and improve bilingual performance in the Public Service. 
 
These initiatives must also compete with other Government priorities such as the 
commitment in the 2000 Speech from the Throne to balanced budgets, which limits 
money available to fund new initiatives and critical infrastructure needs or new funding 
pressures on national security in the wake of terrorist attacks in the U.S. and declining 
revenues. 
 
Faced with a complex and changing environment that has a direct impact on the 
Commission’s mandate, the PSC has responded by continuing to create more 
innovative, adaptable and effective staffing, recruitment and learning programs to 
provide better results for Canadians.  To address the risks posed by these external 
change factors the PSC has begun to create a “risk management culture” that builds 
on opportunities and minimizes negative impacts.  A chart listing the key challenges 
which become opportunities for improvement is included in the Annex.  An External Risk 
Assessment chart, which identifies strengths, weaknesses, opportunities and threats 
(SWOT) and proposes risk-management strategies is also included (see 3.2).  The PSC 
2001-2002 strategic outcomes focus on the Commission’s contribution to the Public 
Service of tomorrow.
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2. Departmental Performance Discussion 

The following key Results and Benefits are reported against three major performance 
expectations areas identified in the PSC’s Report on Plans and Priorities (RPP) as 
strategic outcomes.  Each key result is followed by a description of Context and 
Challenges, by Results in the Making information, which outlines the PSC’s outputs 
leading to measurable results in the near future, and finally by Planned 
Improvements, which reflect the PSC’s commitments in the upcoming years.  The 
Performance Information data substantiates the results, by providing performance 
indicators where in place and other relevant data. 
 

RPP Expectations: 

1. Development of a Highly Competent, Non-Partisan and 
Representative Public Service where Appointments are 
Based on the Values of Fairness, Equity and Transparency 

 Context 
• 

1. 

The PSC’s efforts to develop a highly competent, non-partisan and representative 
Public Service focus on strengthening the staffing system based on values of 
fairness, equity and transparency.  A key element in this strategy includes creation of 
strong partnerships with federal departments and other stakeholders, which will 
result in greater common understanding of the practical benefits of values-based 
staffing. 

Key Results: 
Strong Values-Based Staffing System   

 Context and Challenges 
• 

• 

• 

In 2001-2002, the PSC continued to implement and promote values-based staffing 
within the context of anticipated HRM reform, to create a staffing system that will 
meet future needs.  The PSC pioneered the values-based approach to staffing as a 
component of overall efforts to advance values-based approaches to governance in 
the Public Service.  Since partnerships that nurture and sustain the values-based 
approach to staffing are an integral part of the PSC’s deliverables, collaborative 
efforts are highlighted in the text of this report. Under this approach, the PSC 
provides departments with the authority and flexibility they need to meet their 
business requirements, while strengthening accountability for the use of these 
authorities. 

Since departmental understanding of the values-based approach benefits is crucial 
to its success, the PSC works to increase departmental awareness, knowledge 
support and engagement in values-based staffing in all regions of Canada.  The 
PSC recruitment program provides departments with intelligence, services and 
products to enhance their recruitment activities.  The PSC’s Personnel Psychology 
Centre (PPC) provides advice and consultation in the area of values-based 
assessment to hiring managers and HR advisors through promotional, educational 
and orientation activities. 

Significant challenges for departmental HR advisors and managers include 
building the capacity to understand and carry out effective values-based staffing.  
Training is offered free-of-charge through Training and Development Canada’s 
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(TDC’s) course on values in staffing, available in three different formats (classroom, 
Internet and CD).  This training is offered in the context of a revenue-dependent 
organization, because of its importance. 

• The federal government is expected to table new legislation governing HRM in the 
Public Service in 2002. The PSC is committed to advocating a governance model 
that adequately protects merit and supports the values that underlie the merit 
principle, including support for EE and official languages principles.  The PSC’s 
challenge is to ensure that the PSC’s outcomes and priorities are linked to 
broader management frameworks governing the whole of the Public Service. 

 
 Performance Information  

• 

• 

The overall satisfaction rate of the 1,426 participants, who attended the 22 
National Capital and Eastern Ontario Region (NCEOR) Smartshops and Smartshops 
Plus (information sessions on staffing), measured for the first time this year as 
part of the performance indicators, was excellent: 82 percent.  TDC’s calendar 
course “Values in Staffing”, offered free-of-charge 18 times across Canada to raise 
the awareness and application of this approach, was evaluated very highly by over 
300 HR advisors and managers, as the calendar course evaluations show. 

Client satisfaction for PPC test services, which provides test scoring and 
administration services, was high: the average for all clients was 4.14 on a scale of 5 
points.   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

• Departmental managers work with a more flexible system.  
They receive more knowledgeable advice and guidance from 
HR advisors on the application of a values-based approach, 
which gives them a greater understanding of challenges 
and opportunities facing the staffing system.  Consequently, 
they are better equipped as decision makers.  As a result, the 
Canadian public perceives the federal government staffing 
system as fair and transparent. 

 Results and Benefits 
• Staffing in the Public Service focuses on values.  The PSC has put in place 
the necessary policy, delegation, accountability, and learning programs and tools 
to support values-based staffing. Canadians are thus assured that federal 
public servants are not only competent and non-partisan, but that the 
staffing processes to select them are also fair, transparent and efficient.  
Values-based decision-making practised across the Public Service also 
contributes to the development of public policy in the public interest, achieved 
through expert and objective policy advice. 

 
 Results in the Making 

• Consistent with the principles of Modern Comptrollership, the PSC has been 
pursuing a more integrated and horizontal approach to planning and policy. This has, 
in part, entailed consolidating its strategic outcomes and priorities and 
incorporating risk management into its policy and planning work.  This approach 
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allows the PSC to better anticipate and plan in a rapidly changing policy 
environment. 

• 

• 

• 

The PSC advocates full integration of EE, Official Languages and human 
rights principles in a new HRM legislation to provide all Canadians with improved 
access and opportunities for recruitment, development and promotion in a 
modernized Public Service. 

PPC has begun to adopt a more strategic approach to streamline the number of 
client satisfaction surveys and candidates’ questionnaires and to produce more 
meaningful performance measures.  It continues to deliver competency training to 
increase clients’ knowledge and implementation of competency-based HRM.  

The self-directed e-learning tool on the values-based approach to staffing was 
rated highly, as pilot test evaluations indicate. The package supports departmental 
capacity-building in a delegated staffing system, by allowing access to learning at 
any time or place.  This widened learning access will further raise departmental 
awareness and increase application of the values-based approach to staffing, 
which will result in Canadians’ perception that the Public Service staffing system is 
based on values. 

 Planned Improvements 
• 

• 

2. 

Under the umbrella of Modern Comptrollership and in the transition to a new HR 
regime, the PSC is working towards further consolidation of its Business Plan 
deliverables and their harmonization with corporate outcomes and priorities. 

A marketing strategy for the e-learning package on values-based staffing will be 
implemented in 2002-2003. An on-line version of the competency course will be 
offered.  

 
Innovative Staffing and Recruitment Systems 

 Context and Challenges 
• Flexible, efficient and timely staffing and recruitment systems that respect core 
values are needed to create tomorrow’s Public Service. The PSC has assumed a 
leadership role in creating horizontal collaboration, generating consensus on 
recruitment priorities and reporting on results.  

 Performance Information 
• 

• 

• 

There has been a 4 percent increase in service requests for recruitment compared 
to last year (13,990 in 2001-2002 versus 13,461 last year).  Applications for jobs 
advertised on the Internet increased by over 70 percent (473,447 in 2001-2002 
versus 277,910 last year), resulting in 53,118 appointments to the Public Service. 

The Post-Secondary Recruitment (PSR) fall campaign received 78,135 
applications, a 24 percent increase over last year. A total of 959 PSR 
appointments year were made in 2001-2002, a 49.2 percent increase from last 
year. 

As of the end of 2001-2002, the inventory for HR officer positions contained 
3,380 candidates; 2,631 were tested and 61 appointed.  The PSR General Inventory 
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contained 4,517 candidates; 2,337 were tested and 917 were referred to 
departments. 

• 

• 

This year PSR received 78,135 applications (vs. 63,098 last year) and counted 
23,928 applicants (vs. 22,265 last year); 907 jobs were offered (vs. 1,190 last year); 
and 853 appointments were made (vs. 656 last year). 

In 1999-2000, the PSC had reported that executive staffing took 16 weeks (80 
working days).  For fiscal year 2001-2002, despite an increase in the workload 
from 500 requests in 1996/1997 to almost 750 requests the past fiscal year, the 
current timeframe for executive resourcing is 55 working days. 

 Results and Benefits 
• 

) 

e 

Year 1 of the Recruitment Action Plan (RAP) Report implementation (RAP is 
a multi-year recruitment plan developed jointly by the PSC and TBS in July 2000
identified emerging recruitment issues and helped departments understand what 
is expected of them in the area of recruitment.  As a result of these collaborativ
efforts, departmental staffing and recruitment needs are met more effectively.  
Ultimately, Canadians as job seekers and recipients of federal government 
services benefit from government recruitment activities that respect core values 
and are more effectively co-ordinated. 

 

 Results in the Making 
• 

• 

• 

The Recruitment Action Plan (RAP) will be revised by early 2002-2003 to reflect 
recent developments in HRM, including an improved understanding of labour 
markets and diversity of recruitment tools available to hiring managers.  The new 
RAP will better serve recruitment needs of managers and departments and will help 
ensure seamless transition to a modernized HRM regime.  It will benefit 
Canadians as job-seekers, as recipients of government services and as taxpayers by 
providing them with good access to clear and useful job/career information that 
respects core values and by making the application process more user friendly. 

As of this year, PSR is an on-going campaign as opposed to just twice a year. 
Also, for the first time, it offered a General Inventory career choice, where applicants 
are tested and referred based on departmental selection criteria.  NCEOR 
developed, in partnership with other departments, different inventories of partially 
assessed candidates.  These and other initiatives will significantly enhance a timely 
and effective recruitment system, to the ultimate benefit of all Canadians. 

The PSC has developed a strategic framework for managing functional 
communities, in partnership with community leaders.  It is intended that generic 
competitions will be launched for the Communications, HR, Finance, and Scientific 
and Technical communities by the end of 2003.  These partnership initiatives are 
being developed to streamline and enrich talent sourcing at the EX level and to 
provide assistance in strategic HRM at the community level.  This work is in line with 
the Commission’s commitment to modernization of HRM and, at the same time, it 
addresses critical demographic issues in the Public Service. 
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2.1 Appointment Without Competition 

 Context and Challenges 
• Within the context of a timely, flexible and efficient staffing and recruitment 
framework, the Commission has offered departments options for dealing with 
requests for appointments without competition, from outside of the Public Service.  In 
2001-2002 the PSC approved a non-prescriptive approach to delegation of such 
appointments without competition from outside the Public Service, on a pilot 
basis. This approach could, however, present a risk; the study on access to 
appointments indicated that appointments without competition could have a negative 
effect on perceptions of Public Service appointments as based on equity, 
transparency and non-partisanship.  In recognition of this risk, the PSC is requiring 
the development of departmental management frameworks that will effectively 
monitor such appointments.  

 Results in the Making  
• Seven departments, supported by their frameworks for effective management, 
have agreed to receive the authority to make appointments without competition, on a 
pilot project basis.  An in-depth evaluation after six months will help determine 
whether this authority can be delegated to all departments. 

 Planned Improvements 

• It is expected that Deputy Ministers (DMs) will give greater consideration to the 
values of equity, transparency and non-partisanship if they are accountable for 
appointments without competition.  To further minimize risks, the Commission 
ensures that departments have developed the necessary management frameworks 
prior to delegation and will evaluate results of the pilots.  

 
2.2 Areas of Selection and Increased Access to Public Service 

Jobs  

LINK to “Ensuring Canadians Fair and Reasonable Access to Federal Government 
Employment” document 

 Context and Challenges 
• In response to concerns expressed by Parliamentarians, Canadian citizens and the 
media about geographic restrictions for federal Public Service jobs, and in 
recognition that times have changed, the PSC is in the process of re-examining its 
area of selection policy.  The review is focused on examining the operational and 
service issues that would need to be addressed in moving away from geographically-
based section towards National Areas of Selection (NAS).  

 Results in the Making 
• The PSC has proceeded with a measured approach to increase access without 
sacrificing efficiency and other federal objectives.  The implementation plan started 
with positions at the EX level and includes a number of pilot projects to test the 
feasibility of expanding NAS to other types of jobs. 
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 Performance Information 
• 

• 

NAS for external recruitment of senior officer level positions (EXs) was 
implemented in the NCEOR in October 2001 and expanded to all other regions in 
November 2001.  A number of regional pilot projects were conducted in five 
locations across Canada to look at the effects on volume of applications, 
workload, costs, the time it took to staff positions, and loss of local preference. 

NAS was used in 21.9 percent of all Internet postings this year, compared to 
17.1 percent last year. 

 

 Results and Benefits  
• If NAS is fully implemented, 
Canadians will have increased access 
to Public Service jobs across the 
country while managers will have 
access to a broader talent pool to 
strengthen service and program 
delivery. 

 Planned Improvements 
• Once the PSC has assessed the results of the pilot projects, a decision will be 
made on the desirability of expanding NAS to other types of jobs, in consultation 
with Parliamentarians and the government.  Final results of the pilot projects are 
expected by the fall of 2002. 

 

 
3. Delegation and Accountability System; Reporting on the 

Health of the Staffing System 

 Context and Challenges 
• 

• 

Since 1999, renewed emphasis on staffing delegation led to implementation of a 
new staffing delegation and accountability regime.  This has ensured a more flexible 
staffing system, whereby departments have appropriate staffing delegation and 
are held accountable through annual reporting to the PSC.  This system, built on 
values, allows the PSC to better report to Parliament on the health of the staffing 
system.  

Two of the PSC’s main challenges in past years have entailed assisting the 72 
departments that have been delegated staffing authorities under the PSEA to 
understand the new system and the values-based merit framework (VBMF); and 
encouraging all departments to sign new Staffing Delegation and Accountability 
Agreements (SDAAs) to assess their staffing performance and report on progress 
annually to the PSC.  

 Performance Information 
• In the past year, all 72 SDAAs have been signed; the 39 departments required to 
report have done so.  Further delegation to departments will be considered on an 
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individual basis as DMs make requests based on business requirements; further 
delegation may also be piloted to test viability. 

• Results are reflected in its 2001-2002 Annual Report in which the PSC noted 
significant improvement in the quality of departmental reports. 

 Results in the Making 
• The PSC is improving its reporting process by tailoring it to accommodate 
small, medium and large departments; by revising the tools to assist departments in 
reporting; and by working with departments to help them develop systems to monitor 
their staffing activities.  These improvements will assist the 72 departments expected 
to report to the PSC this year.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Planned Improvements 

• The fact that all 72 SDAAS were signed and that 
all 39 departments that were required to report 
(representing 81% of the Public Service)  did report 
on their staffing performance this year as required, 
demonstrates that departments understand their 
delegation and accountability responsibilities.  
Public servants and other Canadians can be 
assured that the basis for delegating recruitment 
authority to departments ensures the hiring of non-
partisan, representative and competent public 
servants. 

• 
orous 

The 2001-2002 PSC Annual 
Report includes a more rig
assessment of departmental 
performance and reference to two 
Thematic Reviews on Non-
partisanship and Transparency, and 
on Competence and Fairness; all are 
available on the Internet web site. 

 Results and Benefits 
• Last year the Commission planned to improve its relations with 
Parliament through technical briefings and meetings with 
Committees and individuals to strengthen understanding of the role 
of the Commission and the importance of merit and its values in the 
federal Public Service. This year, Parliamentarians and the key 
stakeholders have better information on the health of staffing in 
the Public Service as the 2000-2001 PSC Annual Report focused 
on the overall health of the staffing system and the Departmental 
Performance Report on results of the PSC’s work.  Departments 
have feedback on and support for continuous improvement of 
their staffing performance.   

• The PSC is reviewing its current audit function for use within a risk-management 
framework. 
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4. Conflict / Dispute Resolution 

 Context and Challenges 
• 

• 

• 

• 

Managing the appeal system for internal appointments and other recourse 
processes, such as investigation of staffing actions made under the PSEA and 
conducting boards of inquiries, constitutes one of the PSC’s exclusive 
responsibilities.  

The Commission aims to become a centre of excellence for timely resolution of 
conflicts closer to the workplace, where appointments are based on fairness, equity 
and transparency, by providing departments with increased flexibility, efficiency 
and knowledge of conflict/dispute mechanisms. 

In last year’s Departmental Performance Report (DPR), the PSC affirmed its 
commitment to systematically offering early intervention mechanisms to enable 
quicker resolutions and shorten the appeal process.  In 2001-2002, the PSC 
implemented a proactive national Early Interventions (E.I.) program in appeals 
across Canada. The challenge for the PSC is to manage expectations of parties, 
since early intervention is not a panacea for all conflicts or disputes in the 
workplace. 

The PSC also provides services to departments, upon demand, to assist them in 
their compliance with the new TB policy on Prevention and Resolution of 
Harassment in the Workplace. 

 Performance Information 
• 

• 

Statistics for the national E.I. program from January to March 2002 demonstrate an 
increased usage of Early Intervention in appeals from 8 percent in January to 
21 percent at the end of March.  In the Atlantic region, the use of Early Intervention in 
appeals increased from 10 percent of appeals filed (3,057) in 2000-2001 to 45 
percent of appeals (2,727) in 2001-2002.  Very positive feedback received from 
participants revealed that in 95 percent of cases in which Early Intervention was 
used, the process was beneficial and successful. 

Since April 2001, corrective measures following 127 allowed appeals on a national 
basis were prescribed within an average of 14 working days.  Departments 
implemented those measures in an average of 52 working days. This data has only 
been collected on a national basis since April 2001. 

 Results and Benefits 
∙ The main benefits of the Early Intervention (E.I.) program include 
improved communication, trust and satisfaction from all involved; 
increased education; and better working relationships in the workplace.  
As a result of the E.I. process managers and HR advisors can make 
appropriate staffing decisions and avoid lengthy appeals and 
recourse processes.  Stricter application of the Regulations not only 
allows for timely and flexible recourse, but also contributes to 
workplace wellness.
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4.1 Prevention and Resolution of Harassment in the 
Workplace and Shared Mediators Programs (SMP) 

 Context and Challenges 
• 

• 

To help departments comply with the revised TB policy on the Prevention and 
Resolution of Harassment in the Workplace (effective since June 2001), the PSC 
acts as an expert resource body, develops appropriate programs and provides 
departments with such services as training, mediation, investigation and coaching.  
The challenge is to provide high-quality and timely interventions that meet 
clients’ expectations. 

The Shared Mediators Program (SMP) was initiated in 1997 by Justice Canada.  In 
October 2000, the PSC, as a guardian of values-based management practices, 
accepted the role of the SMP Co-ordinator.  The SMP’s objective is to provide 
shared access to services of trained and experienced mediators from participating 
federal departments and agencies as a cost-effective option.  Challenges include 
national expansion, recruitment of available and qualified mediators, and 
promotion of the SMP. 

 Performance Information 
• 

• 

In its first year as an expert resource body, starting in June 2001, the PSC 
received a total of 78 requests for services; of these, 34 were for mediation services, 
38 were for investigation services, 4 were for coaching and 2 were for workplace 
assessment. 

Under the auspices of the PSC, SMP has increased its inventory from 17 to 28 
qualified mediators and from 55 to 66 co-mediators. Through the year, 38 
departments and agencies used the SMP; over 97 requests for mediation services 
were received, 40 of which were handled by the PSC. 

 
 
 
 
 
 
 
 
 
 

 Planned Improvements 

 Results and Benefits 
• The SMP provides employees with an alternative to a formal and often 
lengthy process, while promoting and sustaining good working 
relationships; it also facilitates compliance with the TB policy on 
Prevention and Resolution of Harassment in the Workplace.  The program 
offers departments a valuable option for early resolution of conflict, 
closer to the workplace. 

• The PSC plans to promote SMP to departments across the country and to organize 
clinics to give mediators and co-mediators opportunities to practise their mediation 
skills. 
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5. Modern Comptrollership and the PSC 

 Context and Challenges 
• To create a modern HRM culture, resulting in a highly competent, non-partisan 
and representative Public Service, the PSC’s branches are fully supportive of the 
government’s Modern Comptrollership Initiative, a comprehensive management 
reform intended to strengthen management capabilities and improve the 
stewardship of public resources.  It is demonstrated by leadership in development of 
good HRM practices, improved management practices and a horizontal planning and 
accountability framework.   

 Results and Benefits 
• By reviewing its Planning, Reporting and Accountability Structure (PRAS) and 

the 2002-2003 Report on Plans and Priorities (RPP), the PSC is better able to 
show how it intends to deliver results to Canadians.  Improved planning and 
financial management practices, including development of a Risk Management 
and Performance Measurement Framework, provide for better horizontality, 
inclusiveness, transparency and linkages with the PSC Strategic Outcomes and 
Priorities, which support Commission’s decision-making process.

 

 

 

 

 

 

 

 

RPP Expectations: 

2. A Timely, Efficient and Flexible Values-Based Staffing 
System Owned by Public Service Managers 

 Context 
• 

• 

• 

The PSC’s goal to achieve a timely, efficient and flexible values-based staffing 
system in the Public Service of Canada through its contribution in Recruitment, 
Representativeness and under the E-Government Initiative is particularly 
relevant in these times of dramatic change.  Genuine and effective partnerships 
between the Commission and other central agencies help clarify respective roles and 
responsibilities and facilitate a co-ordinated, effective response to key HRM issues 
while simplifying the HRM system. 

To improve understanding of recruitment challenges and to support departments 
in the identification of recruitment needs based on sound HR planning and 
workforce analysis, the PSC modernizes and improves recruitment programs and 
services and provides departments with demographic research results. 

The Commission improves the representation of designated groups in the 
Public Service through increased promotion of available tools; the use of inventories 
of pre-qualified EE candidates; and sharing expertise on barrier-free staffing 
practices.  The PSC’s client-centered approach builds the information technology 
infrastructure required to modernize and improve the electronic delivery of PSC 
programs and services, thus helping to make Government On-Line and e-HR a 
reality for the Public Service. 
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Key Results:  

1. Federal Government as an Employer of Choice 

 Context and Challenges 
• 

• 

In its dual role of providing service and protecting merit, the PSC helps ensure 
an adequate supply of qualified and representative candidates to meet present 
and future staffing needs of departments and agencies.  It provides leadership in 
general recruitment and in delivering corporate programs such as the 
Management Trainee Program (MTP), the Career Assignment Program (CAP), the 
Accelerated Executive Development Program (AEXDP) and programs such as the 
Post-Secondary Recruitment Program (PSR), the Federal Student Work Experience 
Program (FSWEP) and the Co-operative Education Program (CO-OP).  

To ensure an influx of qualified and representative candidates from the entry to the 
executive level and to position the federal government as an employer of choice, 
PSC recruitment programs continue to increase visibility of the Public Service on 
campuses.  PSR is the primary program for recruiting post-secondary graduates to 
fill Public Service positions across the country. Through strategic communication and 
marketing of this program, the PSC ensures that candidates in all regions across 
Canada have an equal opportunity for recruitment in the federal Public Service.  
The challenge is to make PSR job postings available throughout the year.  

 
 Performance Information 

• 

• 

PSR was successful in attracting EE members; the Fall 2001 campaign attracted 
6,909 members of visible minority groups (31 percent of 22,305 applicants). 

As a result of the PSC encouraging departments to participate in PSR, the Fall 
2001 campaign resulted in 22 participating departments, compared to 16 in Fall 
2000.  Consequently, the number of positions offered increased from 780 last 
year, to 890 this year; the number of career choices also increased (from 33 in Fall 
2000 to 75 in Fall 2001). 

 

• PSR electronic testing allows both departments 
and job applicants more flexibility.   Such 
flexible and timely recruitment tools, which all
the Public Service to compete with the private 
sector in the recruitment of best “knowledge” 
workers, result in a more inclusive recrui
of participants in the enhanced, modernized
redesigned recruitment programs. 

ow 

tment 
, 

 Results and Benefits 
• A recently developed General 
Inventory of university graduates and an 
inventory of assessed candidates 
maximize the applications received 
through PSR. 
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 Planned Improvements 
• The focus of PSR for 2002-2003 includes year-round recruitment and positioning 
the program for the eventual transfer of certain aspects of the program to 
departments. 

 

 
1.1 Bridging for Terms and Students 

 Context and Challenges 
• Bridging arrangements to accommodate terms and students represents another 
PSC flexible recruitment tool offered to departments.  It also motivates students 
and term workers employed in the federal government to perceive the Public Service 
as their employer of choice.  The Commission aims to facilitate the appointment 
of these previous employees by department Deputy Ministers.  

 Performance Information 
• Student bridging mechanisms were used 322 times in 2001-2002 compared to 158 
times last year (more than double the number) for indeterminate appointments and 
terms of less than 12 months. 

 Results and Benefits 
• Integration of a greater number of students within 
the federal workforce provides students with 
continuous careers in the Public Service, while 
managers benefit from their investment.  Such 
integration will eventually foster Public Service 
renewal and will contribute to its representativeness. 

 
 
 
 
 
 
 
 
 
 
 
 Planned Improvements 

• The Commission is amending delegation of authority to permit departments to 
appoint former students without competition from outside the Public Service, 
subject to relative merit, so that departments may appoint these persons to positions 
within 18 months of completion of their education, regardless of the department 
where the last work term took place. 

 

 
1.2 EX Resourcing  

 Context and Challenges 
• The PSC operates an executive resourcing program to find and attract qualified 
EXs from all areas in Canada to fill current and future vacancies.  As part of an 
overall strategy to ensure the renewal of the EX group, the PSC and departments 
share responsibility to prepare high-potential employees for leadership in the Public 
Service and to work together to use professional development programs effectively, 
both below and at the EX level.  These programs include the Management Trainee 
Program (MTP), the Career Assignment Program (CAP), the Accelerated Executive 
Development Program (AEXDP) and, for resourcing of the Assistant Deputy Minister 
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level, the Assistant Deputy Minister Pre-Qualification Process (ADMPQP).  The PSC 
also encourages retention and continuous learning through Interchange Canada 
(IC) and International Programs. 

• To help departments proactively meet their EX resourcing requirements and to 
reduce PSC transactional approvals, the Commission helps departments resource 
EX positions through the Strategic Executive Staffing (SES) collaborative 
partnerships between the PSC and departments.  SES agreements allow 
departments to be more strategic in how they plan and fill vacant positions at the 
executive level.  This involves incorporating whatever resourcing flexibility is 
required to enable departments to act strategically to meet their current HR 
needs.  So far, three departments have signed SES agreements; nine more are 
interested.  The Executive Recruitment Unit (ERU) of the PSC identifies and assists 
external candidates seeking EX positions in the public sector and establishes links 
with executive recruitment firms.  The ERU is linked to SES to provide resourcing 
solutions to departmental staffing challenges, including the identification of visible 
minorities from outside the Public Service. The Interchange Canada program (IC) 
promotes assignments between the federal Public Service and organizations in other 
sectors both within Canada and internationally.  

 Performance Information  
• 

• 

• 

• 

• 

Under the IC program, the federal Public Service is sponsoring 179 employees (72 
at the EX level) on assignment outside the federal government.  The total of internal 
and external participants is 581, compared to 434 last year; 53 are international 
assignments.  There are 169 EX assignments this fiscal year, compared to 132 in the 
previous year. 

New priorities have been identified and a strategic approach is being developed for 
the International Programs; 49 Canadians were appointed to international 
organizations. 

An AEXDP for visible minority Public Service executives was completed in 
September 2001, with 9 of 26 applicants (35 percent) accepted for entry into the 
Program. The second phase, seeking candidates from outside the Public Service, 
was completed in March 2002, with 3 external candidates of 12 interviewed 
(25 percent) accepted.  The Embracing Change goal of 20 percent visible minority 
candidates hired was therefore achieved in 2002, one year ahead of the 2003 target 
date. As of March 31, 2002, there were 69 AEXDP participants, compared to 60 last 
year.  

In 2001-2002 there were 53 applicants to the ADMPQP; 39 (74 percent) were 
qualified and placed in the pre-qualified pool.  This qualifying rate is considerably 
higher than the rate of 43 percent in 1999-2000, due in part to the fact that this year, 
31 percent of participants had been acting as Assistant Deputy Ministers (ADMs). 

The CAP 2001-2002 intake campaign has generated 100 new participants, who 
will join the program in early 2002-2003. 

 Results in the Making 
• PPC, which provides assessment products and services at the EX level, is 
developing the successor to the EX Assessment Centre. When completed, the EX 
assessment process will be more streamlined and, for the first time, portable 
across the country.   
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• Interchange Canada (IC) participants return 
to the federal Public Service with increased 
knowledge, skills and expertise, creating pools 
of qualified, outstanding experts, who are 
representative of Canadian society and ready 
to respond to demographic challenges. 

 Results and Benefits 
• In last year’s DPR, the PSC delineated plans to ensure an 
adequate and representative supply of executives to departments; 
in 2001-2002 we have made significant progress to this end.  
AEXDP and ADMPQP are key sources contributing to the supply of 
qualified and representative senior Public Service leaders who can 
be called upon to advise on and implement government policy.  As 
well, SES resourcing flexibility provides a comprehensive staffing 
strategy for departments, resulting in efficiencies and increased 
speed of service for resolving executive resourcing issues, as well as 
better access to executive positions across Canada. 

 Planned Improvements 
• A fundamental evaluation of the AEXDP was launched in 2001-2002. 

 

 
2. Improved Human Resource Planning 

 Context and Challenges 
• 

• 

To create a modern values-based staffing system owned by Public Service 
managers, the PSC, as part of its annual assessment of departmental staffing 
performance, examines the extent to which departments are adhering to staffing 
values.  This assessment includes information on the way departments link their HR 
plans with their Business Plans.  At a system-wide level, the PSC Annual Report 
provides information on departmental HR planning.  

To help departments model and analyse their future HR needs and to support 
regional staffing and recruitment planning efforts, the PSC provides clients with 
on-line appointments data and training in demographic and forecasting analysis; it 
also delivers strategic information to its key stakeholders.  The PSC creates new 
partnerships with internal and external clients to raise awareness of the importance 
of analysis in sound HR planning. 

 Performance Information  
• In 2001-2002, 12 departments requested and received demographic analysis as 
compared to 10 the previous year. 
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• 
e 
rse 

The federal Public 
Service is more inclusiv
and reflective of the dive
community it serves. 

 Results and Benefits 
• 

ket 

As a result of the PSC’s outreach, shared 
expertise and tools/products that strengthen 
departmental capacity to attract and retain their 
employees, departments gain better corporate 
and departmental understanding of labour mar
issues, which is reflected in their HR plans.  They 
are able to focus their limited resources on 
areas where they are most needed. 

 
 
 
 
  
 
 
 
 
 
 
 
 

 Planned Improvements 
• The PSC continues to find ways to minimize internal workload while increasing its 
outreach; however, with the current level of resources, only marginal improvements 
can be made. 

 
3. Representativeness 

 Context and Challenges 
• 

• 

• 

• 

To help improve employment equity (EE) representativeness in the Public 
Service workforce, the Commission assumes a corporate leadership in the federal 
diversity and equity arena through increased promotion of available tools and 
outreach activities in all regions of Canada, as well as through the deliverables of the 
Employment Equity Positive Measures Program (EEPMP).  The PSC continued to 
move forward on Embracing Change (EC) initiatives, as forecasted in last year’s 
DPR, through initiatives such as the EE CAP for Visible Minorities, launched in May 
2001. Despite limited resources, the PSC’s Personnel Psychology Centre (PPC) has 
positioned itself as a leader in the increasingly demanding and complex area of EE 
and assessment.  

To help regions develop proactive EE recruitment strategies, the PSC conducts 
analysis of future staffing needs and creates EE inventories. The Commission 
continues to initiate, co-ordinate, implement, support and monitor activities related to 
EE programs for executives, both within and outside the PSC.  

The PSC established a partnership with TBS to share a list of executives 
interested in participating as selection board members for EX competitions.  This 
arrangement significantly improves Executive Resourcing’s ability to provide 
representative selection boards for self-identified EE candidates. 

The EEPMP, a four-year TBS program co-delivered by the PSC to promote greater 
departmental EE self-sufficiency and integration of EE in their human resources, 
sunset on March 31, 2002, having fulfilled its mandate.   

 Performance Information 
• Over 750 managers, HR specialists and visible minorities participated at the EC 
conferences in Vancouver, Halifax, Montreal and Toronto, increasing their 
understanding of EC goals and available tools. 

Public Service Commission – Departmental Performance Report 2001-2002 Page 33 

http://www.psc-cfp.gc.ca


www.psc-cfp.gc.ca  Departmental Performance Discussion 

• 

• 

• 

• 

• 

• 

• 

There were 100 participants in 7 train-the-trainer sessions for community 
employment counsellors; they organized sessions that reached over 10,000 visible 
minority candidates. 

4,000 candidates participated in three job fairs organized and co-sponsored by the 
PSC in the National Capital Region, Toronto and Vancouver.  

NCEOR organized a career fair for Aboriginal people, with participation of 32 
departments and agencies; 450 Aboriginal people attended; 19 were hired as a 
result.  

350 selection board members were trained and placed in the inventories of four 
regions. 

Over 1,100 applications were received by the EE CAP and 50 successful 
candidates were appointed. 

EE inventories: 1,805 visible minority candidates; 1,131 Aboriginal people; 1,638 
persons with disabilities. 

PPC prepared Guidelines for Assessing Persons with Disabilities.   

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

• 

re 

• The TBS data for 2001-2002 show that the Public Service is 
representative in 3 out of 4 designated groups.  In 2001-
2002 there were: 9,649 women (57%) appointed to the Public 
Service, with an external availability (percentage in the general 
Canadian workforce) of 50.7%; 1,269 members of visible 
minorities (7.5%), with an external availability of 7.2; 378 
persons with disabilities (2.2%), with an external availability 
of 5.2%; and 600 Aboriginal people (3.5%), with an external 
availability of 2%. 

• 

lic 

Regional partnerships 
between departments to establish 
EE inventories, lead to a more 
fair and inclusive federal Pub
Service, welcoming and reflective 
of the community it serves. 

 Results and Benefits 
• 

 

Initiatives such as the EE CAP help 
improve representativeness within the 
EX group, contribute to Public Service 
EE objectives and assist departments
hiring one visible minority person in five
recruits, thus meeting the Embracing 
Change (EC) 1 in 5 benchmark. 

In its 2000-2001 DPR, the Commission stated that EEPMP will 
communicate program knowledge and tools to departments to help them 
reach their EE goals.  The PSC met this intent: in 2001-2002 EEPMP 
provided best practices and tools to managers and HR personnel in the areas 
of EE recruitment, retention, learning and career development.  Its well-
managed web site, the EE Career Development course, and the Enabling 
Resource Centre (ERC) enriched PSC clients with knowledge of sustained EE 
career development, understanding of work-related accommodation for 
persons with disabilities and availability of many tools to help remove barriers 
to EE and implement positive measures.  As a result, federal departments 
can achieve their EE goals faster and the federal Public Service is mo
representative of Canada’s diversity. 
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 Planned Improvements 
• Over the past two years, CAP has launched an EE recruitment initiative, called 
the CAP EE component.  In 2000-2001 it was targeted at the Aboriginal community 
(external and internal recruitment); in 2001-2002 it was directed only at internal 
recruitment of visible minorities.  Thus far, departmental and candidate interest and 
overall success of these initiatives have surpassed expectations and projections.  
The target for 2002-2003 is to focus on the persons with disabilities.  The PSC 
recognizes the importance of taking advantage of a high level of interest from 
information technology communities; for that reason, CAP is undertaking another 
initiative that will focus on conducting an interdepartmental needs analysis for the 
development of pre-CAP initiatives to improve the advancement of designated EE 
groups in the Public Service and to maximize the readiness of individuals wanting to 
enter CAP. 

 

 
 
4. Effective Partnerships with Other Central Agencies 

 Context and Challenges 
• As there are a number of players with similar functions in Public Service learning 
and development, it is critical to ensure cohesiveness to maximize learning as a 
strategic lever in recruitment, retention and the development of a competent, 
professional Public Service. The PSC’s challenge is to deliver an integrated, 
coherent service to clients through well-functioning strategic partnerships 
with key players in the HRM system.  One example of the PSC’s success in 
meeting this challenge is the partnership between TDC and CCMD to initiate a 
Public Service-wide e-learning service. 

 

 Results and Benefits 
• Effective partnerships developed with COSO, 
central agencies, federal councils, APEX and middle 
managers and functional communities, and well-
functioning strategic relationships in support of the 
Assistant Deputy Minister Pre-Qualification Process 
(ADMPQP) and Accelerated Executive Development 
Program (AEXDP), continue to benefit Canadians by 
avoiding duplication of effort and contributing to cost-
effective program delivery.   

• Strategic alliances with functional communities, 
CCMD, TBS, the Heads of Learning Forum 
(comprising of 64 public sector organizations) allow 
TDC to remain a leader in learning and 
development and to influence and respond to 
strategic initiatives.  These partnerships and the 
resulting learning products enable Public Service 
employees to increase their competencies and 
professionalism, and to deliver quality service to the 
Canadian public.
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 Planned Improvements 
• TDC will work closely with TBS and the Heads of Learning Forum to implement the 
new continuous Learning Policy for the Public Service of Canada, to be in effect in 
May 2002. 

 
5. E-Government Initiative 

 Context and Challenges 
• 

• 

Over the past several years, the PSC has been guided by three themes: 
continuing to strengthen the technology governance and accountability 
framework; investing in people through sound planning and management, as well 
as through support in the use of technology to departmental clients, and continuing 
to evolve the common requirements vision for e-recruitment and e-HR in the 
context of HR reform. 

In line with this approach, the PSC has adopted and acquired a number of key 
new technologies.  It is now well-positioned to build and deploy applications to the 
Internet.  However, keeping up with the pace of change is putting added 
pressure on the need to create more common, reusable systems and to 
continue to invest in technology infrastructure.  Demand is growing for 
components that can be repackaged quickly to respond to new needs.  To 
address these challenges and to provide improved service and increased 
efficiencies, PSC business lines will work together co-operatively to minimize 
duplication of effort and increase sharing of information technology resources.   

 Performance Information 
• 

• 

As part of e-recruitment, the jobs.gc.ca web site received 11.5 million visits this 
year, a 21 percent increase over last year; the recruitment web pages alone received 
7.3 million visits. Notification services have 261,195 subscribers compared to 
114,700 users after 6 months last year. 

The e-recruitment pilot will bring increased accessibility and enhanced delivery 
through client-oriented, single-window technology linked with Government On-Line.  
As a result, departmental managers will be provided with faster, wider recruitment 
options.  

 Results and Benefits 
• The feedback received from departments and the evidence of 
improved staffing and reporting are indicators that the 
information provided to departments by the PSC has had a positive 
effect.  Canadians and public servants receive consistent and 
current technology-enhanced information supporting the HRM 
system in the Public Service.  Candidates have faster access to 
test results and the status of their applications; this enhances 
attractiveness of applying to the Public Service and makes it more 
competitive. 
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 Planned Improvements 

• 
s 

• Infotel, an integrated Voice Response System, makes 
information on job postings accessible to the public via a 
national toll-free telephone number.  The Infotel system, 
offers information on recruitment programs (PSR, FSWEP, 
CO-OP) and initiatives (EE recruitment) with an option to 
transfer directly to a program officer. 

In last year’s DPR, the PSC expressed its intent to develop e-recruitment process 
to facilitate job applications, screening and testing of applicants.  It has upheld it
promise; for example, as a result of PSR Application Enhancements, referrals of 
PSR candidates are all done electronically; tests used for PSR are now scored by a 
machine, which speeds up the process significantly.  Departments can now post 
their career opportunities to attract new and recent graduates at any time on the PSC 
web site.  Students can apply to positions year-round, 24 hours a day, 7 days a week.  
They have access to their on-line results within 48 hours. 

• 

• 

• 

• 

An e-recruitment pilot, which began in late spring 2002 in the PSC’s Central and 
Southern Ontario Region, will examine the feasibility and cost of using an off-
the-shelf electronic recruitment system to manage large volumes of applications, 
improve the speed of recruitment and widen the selection choice for hiring 
managers. 

In 2002-2003 a number of enhancements related to the PSR program will position 
PSR for eventual transfer of certain functions to departments.  

PPC continues to pursue a longer-term solution that will provide a cost-effective, 
secure and stable platform for converting a larger number of PPC instruments 
on-line.  

In 2001-2002 the PSC created a short-term information technology strategy to 
ensure that all resources are strategically aligned with client objectives. 

 

 
6. Recruiting Smarter 

 Context and Challenges 
• In recent years, the volume of applications for jobs open to the public has 
increased significantly, which presents challenges for the PSC and departments in 
their efforts to meet their recruitment needs in a timely and efficient manner.  The 
need to manage volumes in a more efficient way has become more critical with the 
pressure to move towards a national area of selection.  Although the PSC is 
looking at e-recruitment options as one way of managing the volume of 
applications, there is much that can be done to improve current recruitment 
practices. 

 Performance Information 
• The PSC has met with departmental representatives in a number of regions to 
provide recruitment data and discuss recruitment forecasts to identify the types of 
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jobs where a more strategic approach would make more sense.  Emphasis has 
been on starting small (within departments) and focussing on areas that provide the 
greatest benefit.  

 
 Results in the Making 

• 

• 

The Recruiting Smarter initiative, which began in December 2001, is examining 
potential streamlining of the recruitment processes, in partnership with 
departments.  Possible streamlining avenues include generic competitions, 
combining recruitment actions within and between departments, sharing of resources 
for local assessment of candidates and developing inventories of partially qualified 
candidates. The initiative may also facilitate NAS, if implemented nationally. 

This is a longer-term initiative, which requires departmental HR planning and 
co-ordination and co-operation within and between departments. 

 Planned Improvements 
• The PSC intends to continue to work with departments to identify opportunities to 
combine efforts, reduce the number of postings and develop departmental or 
service-wide inventories, where needed. 

 
7. Service Improvement Initiative    

 Context and Challenges 
• The Service Improvement Initiative, a government initiative to transform services 
and improve client satisfaction, is fully supported by the Commission. The PSC’s 
challenge is to improve the quality of its services to Canadians seeking 
employment in the Public Service most effectively.  The Commission uses the 
client satisfaction survey tool, performance indicators and service standards to 
improve performance measurement against expected results reflected 
subsequently in reporting.  

 Performance Information   
• The PSC is collecting baseline information regarding the satisfaction of clients 
accessing the recruitment web site and the in-person recruitment services provided 
in regional and district offices.  Two sources of information are currently 
available: in-person services provide feedback from Canadians visiting regional 
and district offices; and Internet services, give feedback from Canadians who 
access employment opportunities through the jobs.gc.ca web site.  Their overall 
level of satisfaction with these services is 88 percent. 

 
 
 
 
 
 
 
 
 
 
 

 Results and Benefits 
• 

• 

Information on client perceptions allows the PSC to improve program 
management. 

Canadians seeking employment within the Public Service will have a 
channel to express their satisfaction and improvement needs regarding the 
approach of the PSC and hiring departments to recruitment services. 
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RPP Expectations: 

3. A Public Service that Builds on its Competencies through 
Development and Continuous Learning 

 

Key Results: 
1. Learning Products and Services 

 Context and Challenges 
• Through Training and Development Canada (TDC), the PSC delivers quality 
professional development as part of the federal government’s HRM agenda; in 
particular, TDC contributes to building the HR community’s capacity to support the 
values-based approach to staffing.   TDC’s learning products and services also 
support the PSC’s role in the HRM system.  Given the speed of change in HRM and 
the increased focus on technology-based learning, the primary challenge is to 
maintain up-to-date learning products.  It is estimated that $1 million a year is 
needed to introduce technology into TDC learning programs. 

 Performance Information  
• 

• 

• 

In 2001-2002 over 15,000 public sector employees across Canada participated in 
more than 900 offerings of TDC calendar and contract courses; clients’ satisfaction 
was high, with more than 95 percent of respondents rating their course as “good” to 
“excellent”.  

TDC was forecasting a deficit for 2001-2002 to finance its technological renewal 
strategy but is now in a surplus position, partly due to an increase in volume for 
calendar courses.  Overall revenues generated in 2001-2002 increased by 
$1 million (13 percent) over those in 2000-2001.   

Over 541 calendar course offerings were delivered to more than 8,500 public 
servants, generating approximately $6 million in revenues.  TDC’s Consulting 
Services generated approximately $3 million and delivered 370 customized courses 
to 6,500 public servants across Canada.  

 Results in the Making 
• TDC is collaborating with CCMD, Public Works and Government Services 
Canada (PWGSC) and TBS to develop a Public Service-wide Electronic Learning 
Service to offer a single window on learning, allowing easier access by all public 
servants to government learning products.  The project will be implemented and 
evaluated within the next two years.  

 Results and Benefits 
• In last year’s DPR, the Commission declared that TDC will 
remain a leading-edge training organization by investing in 
technological renewal and formalizing the quality assurance 
function.  Indeed, TDC’s technological renewal was successfully 
financed from 2001-2002 revenues.  A quality review plan will be 
put in place for 2002-2003. 
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As a result of TDC’s training and development activities: 
• 

• 

• 

more hiring managers and HR advisors are fully knowledgeable about 
staffing values promoted by the PSC and make decisions that contribute to a 
competent, representative and non-partisan Public Service;  

public servants receive the necessary training and learning to remain 
competent in their jobs within the changing HRM environment; and 

Canadians benefit from a professional and competent Public Service that 
provides excellent client service and that is recognized as an employer of 
choice. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Planned Improvements 
• The increased investment in technological and organizational renewal along 
with increased marketing and quality assurance activities over the next two to 
three years will result in a greater capacity within TDC to respond quickly and 
appropriately to departmental learning needs and to learning needed as a result of a 
public-sector-wide initiatives such as HRM. 

 

 
2. Official Languages 

 Context and Challenges 
• To create a Public Service that offers Canadians services in both official languages 
the PSC provides effective and efficient language training to create bilingual 
federal public servants in accordance with the Official Languages Act while reducing 
waiting lists for diagnostic and training services. 

 Performance Information 
• 

• 

2,599 public servants received language training (1,002 in the National Capital 
Region (NCR); 1,597 in other regions). 

As of March 31, 2002, the waiting list for language training was at 541 students 
or 26 months (the standard waiting time is 6 months).  

 Results in the Making 
• To reduce waiting lists and meet the demand, in 2002-2003 Language Training 
Canada (LTC) intends to train 250 more candidates (non-EX) in the NCR.  In last 
year’s DPR, the LTC reported the need for additional funding to meet its mandate.  
The additional financing received only allowed LTC to somewhat reduce the waiting 
list for language training because of the new and growing demand for training:  
Additional resources received allowed training of new advisors in orientation 
services; they will become operational in 2002-2003.  
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 Results and Benefits 
•  PSC language training contributes to Canadian unity and 
respects the Official Languages Act by facilitating easier 
access by Canadians to quality service in the language of 
their choice.  It also allows federal public servants to work in 
the language of their choice, leading to equity of access and 
career advancement in the Public Service. 

 
 Planned Improvements 

• 

• 

Additional funding received in 2001-2002 covered language training for EXs and 
somewhat reduced waiting lists and the backlog lists in orientation services and 
operations. Fewer EXs than expected availed themselves of the accessible training 
and the waiting list did not decrease as forecasted, due to new and growing demand.  
With regard to orientation services, the additional funding allowed LTC to train new 
advisors, who will be operational in 2002-2003. 

Funding approved for 2002-2003 will cover LTC’s needs related to statutory 
training for non-EX candidates and for a maximum of 75 members of the Executive 
group, who must meet their language requirements by March 31, 2003. 
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3. ANNEX 

3.1 Key Challenges Become Opportunities for 
Improvement (Table 1) 

Key Challenges  Opportunities for Further 
Progress* 

Protection of the merit principle in a 
modernized HRM framework 

• continue enabling a new HRM system 
that provides more flexibility, 
timeliness and ownership by 
managers. 

Application of Values 
• 

• 
uneven understanding of values. 

blitz on values training by PSC, 
encourage departments to incorporate 
values in delegation training. 

Official Languages 
• 
• 

• 

• 

• 

• 

• 

oral testing and diagnostic delays; 
reduction in waiting periods for 
diagnostic services; 
reduction in waiting periods for language 
training; 
development of new technological 
products oriented to clients with special 
needs. 

implement and evaluate new service 
delivery approaches; 
maintain existing partnerships and 
develop new ones; 
offer different modes of learning such 
as autonomous learning. 

External Recruitment / Retention 
• 
• 

• 

• 

• 

• 

lengthy referral process; 
incongruence between PSC objectives 
and departmental expectations. 

Without Competition external 
recruitment authority; 
create and market pre-qualified 
inventories; 
encourage more use of direct referrals 
and creation of inventories; 
invest further in new technology for 
recruitment and staffing. 

 
 

Cont… 
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Key Challenges  Opportunities for Further 
Progress* 

Representativeness 
• 
• 

• 

• 
• 

aging workforce; 
loss of corporate knowledge. 

continue outreach to EE groups, 
associations; 
maintain EE inventories; 
provide departments with data, 
information on flexibilities and 
analytical support. 

Recourse / Conflict Resolution 
• 
• 

• 
• address contextual issues; 

use Alternative Dispute Resolution. 

continued promotion and education; 
increase the use of E.I. 

Speed of Staffing 
• 
• 

• 
• 
• 
• 

competing urgencies for managers; 
preparation time-consuming for 
assessment and rating guides. 

more off-the-shelf assessment; 
assessment software; 
better HR planning; 
project management tools for HR 
advisors. 

Staffing Capacity 
• 

• 
• 
• 

HR not properly equipped with 
resources and tools. 

clarify roles of HR and managers; 
continue to rebuild staffing expertise; 
community building. 

Priority Administration 
• 
• 

• 

• 
• 

one-on-one referral system; 
slow process of managers’ priority 
consideration. 

continued promotion of easier 
appointments to occupational groups; 
continued education; 
e-referrals with documentation. 

 
*Opportunities for Further Progress represent possible approaches to be 
considered to resolve key challenges; they are dependent largely on the HRM 
direction and timing.
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3.2 External Risk Assessment (Table 2) 

As a first step in implementing the risk-management framework, the PSC 
conducted an environmental scan to evaluate the likelihood and impacts of the 
Commission’s internal and external risks.  The following table shows some 
strategies the PSC may consider in managing the external risks. 
 
Identified External Risk: 

• Unable to respond to synergy of change factors 
• Unfulfilled human capital needs 
• Competing priorities, overburdened agenda and inadequate funding 
 

SWOT: Strengths and 
Opportunities Risk-Management Strategies 

Broad government agenda focused on 
productivity, learning, skills 
(adapting/embracing Knowledge 
Economy [KE]). 

Growing recognition of need for 
effective recruitment and retention and 
for better HR planning. 

Link between HRM reform and 
improved service delivery and 
accountability; many PSC priorities 
fundamental to reform. 

Replicate skill transformations needed 
for changing demographics/labour 
market opportunities to improve 
competitive advantage of Public 
Service in attracting recruits and 
retaining them. 

Assess changing demographics/labour 
market opportunities to improve 
competitive advantage of Public 
Service in attracting recruits and 
retaining them. 

Pursue more collaborative approaches 
to program funding and potential for 
internal savings. 

SWOT: Weaknesses and 
Threats Risk-Management Strategies 

Weak in integrating HRM 
considerations with broader 
government agenda and Public 
Service management frameworks. 

Lack overarching Public Service 
demographic analysis; HR strategies 
do not attract the right people or 
address Public Service culture (key to 
retention). 

Lack of cohesion around HRM and 
PSC priorities; limited influence over 
government spending. 

Continue to encourage departments to 
integrate HR in their business 
planning. 

Continue to provide demographic 
analysis and support to departments. 

Communicate PSC’s HRM division to 
the HR modernization Task Force and 
continue to pursue PSC internal 
renewal. 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

Public Service Commission – Departmental Performance Report 2001-2002 Page 45 

http://www.psc-cfp.gc.ca


 

 



Annex – Financial Information                             www.psc-cfp.gc.ca 

3.3 Financial Information 

PSC’s Financial Allocation 

$138,333,000

$111,217,000
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The PSC’s Report on Plans and Priorities (RPP) was tabled in March 2001.  The Major 
expected results listed in the RPP are presented under the following business lines: 

 Resourcing 

 Learning 

 Policy, Research and Outreach 

 Recourse 

 Corporate Services 
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Business Line: Resourcing 

 Objective 

To work with Public Service departments and agencies to ensure a resourcing system which 
provides a highly competent Public Service, that is non-partisan and representative of the 
Canadian society 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
D
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NOTE: Major changes between Planned Spending authorities and Total Authorities are 
attributable to additional funding received for the modernization of the recruitment strategies, 
the Employment Equity Positive Measures Program, the Employment Equity - Embracing 
Change Support Fund project, the carry forward from 2000-2001, the compensation for new 
collective bargaining and the additional charges for employee benefit plan costs.  This increase 
was offset by the conversion factor applicable to transfers between salary and non-salary 
escription 

is business line encompasses activities in support of delegated and non-delegated 
affing. These activities are program development, administration of staffing delegation, 
tablishment of tests and standards for selection, administration of staffing priorities, 
cruitment and promotion, and diversity and employment equity initiatives.  The 
siness line also includes resourcing, exchange and development programs for the 
ecutive Group. 

 addition, this business line is responsible for the delivery of the employment equity 
itiatives and corporate development programs on behalf of Treasury Board. 
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Business Line: Learning 

 Objective 

To improve the professional competence of federal public servants and to enable them to meet the 
language proficiency requirements of those positions for which they have been selected or those to 
which they aspire.  
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NOTE: Major changes between Planned Spending authorities and Total Authorities are 
attributable to additional funding received to cover language training workload pressures 
and the compensation for new collective bargaining.  The Learning business line includes 
a statutory vote for the Staff Development and Training Revolving Fund delivered through 
Training and Development Canada which is a Special Operating Agency on full cost-
recovery.  For 2001-2002, the Staff Development and Training Revolving fund realized a 
surplus of $822,000 on an accrual basis of accounting. 

Description 

This business line is composed of two main service lines: language training and professional 
development for non-executives.  Language Training assesses the potential for success of 
employees who are eligible for language training.  It provides mandatory and discretionary 
language training in both official languages and related orientation and language training 
services.  It provides for the development and design of second-language courses and tools 
to meet the job-related linguistic requirements of departments and a range of advisory, 
informational and co-ordinating services related to language training. 
 
The PSC provides a range of learning products and services to key communities such as 
policy analysts, supervisors, human resources specialists, comptrollership, communications 
analysts and others.  The emphasis is on corporate learning messages (such as the 
machinery of government and values and ethics) and on products unique to government 
learning, not on work-specific training which is the responsibility of departments.  The PSC 
provides training services in both official languages to federal public servants across Canada 
in response to Treasury Board policies and departmental demands. 
 
As the PSC repositions, its focus on learning will shift to a more strategic use of resources, 
concentrating on the design and development of new learning products and services, that 
respond to the strategic directions of the Treasury Board Secretariat Advisory Committee 
(TBSAC). 
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Business Line: Policy, Research and Outreach 

 Objective 

To provide knowledge, intelligence, insight and advice to support the PSC’s ability to champion an 
independent, professional and representative Public Service. 
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NOTE: Major changes between Planned Spending and Total Authorities are attributable to 
additional funding received for the compensation for new collective bargaining, the 
modernization of the recruitment strategies and the Employment Equity - Embracing Change 
Support Fund project. 

Description 

This business line provides the capacity to measure, report, provide advice, and deliver 
policy in areas within the PSC’s mandate.  
 
It supports the medium and longer term positioning of the PSC through strategic analysis 
and research, environmental scanning, and liaison with stakeholders, especially on 
issues related to the PSC’s role as independent champion and steward of a 
professional, non-partisan, and representative Public Service, and of key public 
administration values. 
 
In support of this role, the business line also enhances and co-ordinates the knowledge 
base of the PSC.  The business line supplies strategic information to the Commission 
and ultimately to Parliament (via the PSC’s annual report) through the monitoring, 
assessment and review of PSC programs and policies and through the monitoring of the 
health of the Public Service in the areas related to the PSC’s mandate. 
 
Functions related to outreach, such as reporting to Parliament, the government and its 
central agency advisors on PSC matters at a strategic level, liaison and information 
sharing between provincial, federal, and international policy actors in areas related to the 
mandate and delegated responsibilities of the Public Service Commission, are also 
carried out through the Policy, Research and Outreach business line. 
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Business Line: Recourse 

 Objective 

To provide independent recourse processes in support of the merit principle in order to protect the 
public interest and to promote, through effective intervention and education, the application of 
merit, fairness, equity and transparency. 
 

 

 

 

 

 

 

 

$5,558,000 $6,092,000$6,294,000
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NOTE: Major changes between Planned Spending authorities and Total Authorities are 
attributable to additional funding received to cover translation costs pertaining to appeal 
decisions and the compensation for new collective bargaining. 

Description 

This business line hears appeals by public servants against alleged breaches of the 
Public Service Employment Act (PSEA) and Regulations on matters such as 
appointment and promotion.  Recourse is also responsible for the investigation of 
complaints and irregularities in the resourcing process that are not subject to appeal, for 
the investigation of complaints of harassment in the workplace and for conciliating 
settlements where complaints are upheld.  Training, advice and assistance are also 
provided to departments, unions, other organizations and individuals. 
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Business Line: Corporate Services 

 Objective 

To provide central services and systems in support of the corporate management and all PSC 
program activities. 
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NOTE: Major changes between Planned Spending authorities and Total Authorities are 
attributable to additional funding received for the modernization of the recruitment 
strategies, the carry forward from 2000-2001, the compensation for new collective 
bargaining and the transfer of resources as part of the Space Recapture/Space Envelope 
program.  

Description 

This business line includes the activities of the President and Commissioners; corporate 
business planning; management systems and policies; finance, human resources 
management, informatics, internal audit and other administrative and support services. 
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Financial Performance Overview 

In 2001-2002, the PSC has continued to improve its financial management practices.  
During the year, scarce resources were closely monitored and managed to ensure that 
funding pressures were addressed with available funds.  As a result, the PSC has 
recorded a minimal lapse of 1% in the Public Accounts of Canada. 
 
Financial Summary Tables 

Table 1 Summary of Voted Appropriations 

Table 2 Comparison of Total Planned Spending to Actual Spending 

Table 3 Historical Comparison of Total Planned Spending to Actual Spending 

Table 4 Revenues 

Table 5 Revolving Fund Financial Summaries 

Table 6 Contingent Liabilities 

 

Table 1 – Summary of Voted Appropriations  

Financial Requirements by Authority ($ thousands) 

  2001-2002 
Vote  Planned 

Spending 
Total 

Authorities Actual 
 Public Service Commission   
120 Program expenditures 97,176 123,695 121,856 
(S) Contributions to employee benefit plans 14,041 14,632 14,632 
(S) Staff Development and Training Revolving Fund* - - (822) 
(S) Spending of proceeds from the disposal of surplus 

Crown assets 
- 6 6 

 Total Agency 111,217 138,333 135,672 
Total Authorities are Main Estimates plus Supplementary Estimates plus other authorities.  
*Figures are reflected on an accrual basis of accounting. 
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Table 2 – Comparison of Total Planned Spending to Actual 
Spending 

Departmental Planned versus Actual Spending by Business Line ($ thousands) 

Business Lines FTEs 
(5) 

Operating Capital
Grants & 

Contributions
Total Gross 

Expenditures

Less: 
Respendable 

Revenues* 
Total Net 

Expenditures
Resourcing        

(planned spending) 563 52,719 - - - - 52,719 
(total authorities) 710 71,832 - - - - 71,832 
(actuals) 728 68,002 - - - - 68,002 

Learning (1)        
(planned spending) 210 16,983 - - - - 16,983 
(total authorities) 212 19,339 - - - - 19,339 
(actuals) 214 19,407 - - - - 19,407 

-Subsidy        
(planned spending) - 2,798 - - - - 2,798 
(total authorities) - 2,798 - - - - 2,798 
(actuals) - 2,727 - - - - 2,727 

-Staff Development and 
Training Revolving 
Fund 

       

(planned spending) 68 11,677 - - - 11,677 - 
(total authorities) 68 11,677 - - - 11,677 - 
(actuals)(2) 69 11,507 - - - 12,329 (822) 

Policy, Research and 
Outreach 

       

(planned spending) 143 12,743 - - - - 12,743 
(total authorities) 143 13,763 - - - - 13,763 
(actuals) 141 13,142 - - - - 13,142 

Recourse        
(planned spending) 71 5,558 - - - - 5,558 
(total authorities) 65 6,294 - - - - 6,294 
(actuals) 65 6,092 - - - - 6,092 

Corporate Services (3)        
(planned spending) 274 20,416 - - - - 20,416 
(total authorities) 278 24,307 - - - - 24,307 
(actuals) 251 27,124 - - - - 27,124 

Total        
(planned spending) 1,329 122,894 - - - 11,677 111,217 
(total authorities) 1,476 150,010 - - - 11,677 138,333 
(actuals) 1,468 148,001 - - - 12,329 135,672 

Other Revenues and Expenditures  
Non-respendable Revenues (4)**  

(planned spending) (300) 
(total authorities) (300) 
(actuals) (116) 

Cost of services provided by other departments  
(planned spending) 18,816 
(total authorities) 18,816 
(actuals) 19,941 

Net Cost of the Program  
(planned spending) 129,733 
(total authorities) 156,849 
(actuals) 155,497 

(1) Excludes the FTE figure associated with hourly rate employees. 
(2) Figures are reflected on an accrual basis of accounting. 
(3) The Corporate Services Business Line includes the activities of the President and Commissioners, corporate 

business planning, management systems and policies, finance, human resources management, informatics, 
internal audit and other administrative and support services. 

(4) Consists of discretionary language training. 
(5) Includes contributions to employee benefit plans. 

*Formerly “Revenues Credited to the Vote”. 
** Formerly “Revenues Credited to the General Government Revenues (GGR)”. 
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Table 3 – Historical Comparison of Total Planned Spending to 
Actual Spending 

Historical Comparison of Departmental Planned versus Actual Spending by Business Line  
($ thousands) 

   2001-2002 

Business Lines 
Actual 

1999-2000 
Actual 

2000-2001 
Planned 

Spending 
Total 

Authorities Actual 

Resourcing 58,325 62,210 52,719 71,832 68,002 
Learning* 19,574 19,268 19,781 22,137 21,312 
Policy, Research and reach 10,716 13,228 12,743 13,763 13,142 
Recourse 5,733 5,979 5,558 6,294 6,092 
Corporate Services 25,477 31,844 20,416 24,307 27,124 

Total  119,825 132,529 111,217 138,333 135,672 
Total Authorities are Main Estimates plus Supplementary Estimates plus other authorities. 
*The actual figures for the Staff Development and Training Revolving Fund component included in the Learning Business 
Line are reflected on an accrual basis of accounting. 
 
 
 Table 4 –Revenues  

Revenues by Business Line ($ thousands) 

Respendable Revenues   2001-2002 

Business Line 
Actual 

1999-2000 
Actual 

2000-2001 
Planned 

Revenues 
Total 

Authorities Actual* 

Learning      
- Staff Development and 
Training Revolving Fund 

10,528 12,007 11,677 11,677 12,329 

Total Respendable Revenues 10,528 12,007 11,677 11,677 12,329 
      

Non-Respendable Revenues      
Learning      
- Discretionary Language 
Training Services 

314 262 300 300 116 

Total Non-Respendable 
Revenues 

314 262 300 300 116 

TOTAL REVENUES 10,842 12,269 11,977 11,977 12,445 
Total Authorities are Main Estimates plus Supplementary Estimates plus other authorities. 
*The respendable revenue figures are reflected on an accrual basis of accounting. 
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Table 5 – Revolving Fund Financial Summaries 

Staff Development and Training Revolving Fund ($ thousands) 

   2001-2002 

 
Actual

1999-2000
Actual 

2000-2001
Planned 

Spending 
Total 

Authorities Actual 
Revenues 10,528 12,007 11,677 11,677 12,329 
Expenses 10,096 11,250 11,677 11,677 11,507 
Profit or (Loss) 432 757 0 0 822 
Add items not requiring use of funds:       
Depreciation/amortization 10 11 198 198 19 
Provision for employee termination benefits 131 82 171 171 37 
Loss on disposal of capital assets - - - - - 
Changes in working capital:  67 85 - - (34) 
Investing activities:      
   Acquisition of depreciable assets - - (200) (200) (30) 
Cash surplus (requirement) 640 935 169 169 814 
Authority: cumulative surplus (draw 
down) 7,677 8,612 8,274 8,274 6,926 

Note: 
During 2001/2002, the Fund changed its accounting policy to capitalize assets having an initial purchase 
cost of $10,000 or more (previously it was $1,000 or more).  This decision follows the release of TB 
Accounting Standard 3.1-Capital Assets. 
 
In 2001/2002, TB reduced from $4,500,000 to $2,000,000 the amount by which the aggregate of 
expenditures made for the purposes of the revolving fund may exceed the revenues. 
 
 
Table 6 – Contingent Liabilities 

Contingent Liabilities ($ thousands) Amount of Contingent Liability 

 March 31, 2000 March 31, 2001 March 31, 2002 

Pending and Threatened Litigation 1,555 1,220 600 

Total 1,555 1,220 600 
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3.4 Other Information 

Contacts for Further Information  

Scott Serson  
President  
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 992-2788 
Fax: (613) 996-4337 
scott.serson@psc-cfp.gc.ca 

Douglas Rimmer 
Vice-President 
Policy, Research and Communications Branch 
L’Esplanade Laurier  
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 995-6134 
Fax: (613) 995-0221 
douglas.rimmer@psc-cfp.gc.ca 

Nurjehan Mawani  
Commissioner 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 995-9051 
Fax: (613) 996-4337 
nurjehan.mawani@psc-cfp.gc.ca 

Gilles Depratto 
Vice-President 
Recourse Branch 
L’Esplanade Laurier  
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 992-5418 
Fax: (613) 995-6985 
gilles.depratto@psc-cfp.gc.ca 

Michelle Chartrand 
Commissioner 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 992-2644 
Fax: (613) 996-4337 
michelle.chartrand@psc-cfp.gc.ca 

Greg Gauld 
A/Vice-President 
Corporate Management Branch 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 992-2425 
Fax: (613) 992-7519 
greg.gauld@psc-cfp.gc.ca 

Amelita Armit  
Vice-President 
Staffing and Recruitment Programs Branch 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 992-0894 
Fax: (613) 992-9905 
amelita.armit@psc-cfp.gc.ca 

Michael Nelson 
Vice-President - Transformation 
President and Commissioners 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 996-2345 
Fax: (613) 992-7519 
michael.nelson@psc-cfp.gc.ca 

Denise Boudrias 
Vice-President 
Learning, Assessment and Executive 
Programs Branch 
L’Esplanade Laurier 
300 Laurier Avenue West, West Tower 
Ottawa, Ontario, Canada 
K1A 0M7 
Telephone: (613) 995-7993 
Fax: (613) 943-5149 
denise.boudrias@psc-cfp.gc.ca 

 
 
 
 
Information on the Public Service Commission 
may be obtained from the departmental web 
site at: http://www.psc-cfp.gc.ca/ 
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Legislation Administered and Associated Regulations 

Legislation assigning exclusive functions and responsibilities to the PSC 
Public Service Employment Act R.S.C. 1985, c. P-33 as amended 

For further information on PSEA, please refer to: 
http://www.psc-cfp.gc.ca/staf_dot/psea-lefp/quest_e.htm 

 
Legislation assigning specific functions to the PSC 
Employment Equity Act  S.C. 1993-94-95, c. 44 
 
Legislation directly impacting on PSC functions 
A. Canadian Human Rights Act R.S.C. 1985, c. H-6 as amended 
B. Official Languages Act S.C. 1988, c. 38  
C. Canadian Charter of Rights and Freedoms, 

Part I of the Constitution Act, 1982, being 
Schedule B of the Canada Act 1982 
(U.K.), 1982, c.11 

D. Canada Customs and Revenue 
  Agency Act  1999, c.17 
E. Parks Canada Agency Act 1998, c.31 
 
Legislation containing responsibilities which Treasury Board assigns to or shares with the PSC or 
which impacts on the PSC 
Financial Administration Act R.S.C. 1985, c. F-11 as amended 

For further information on the above-mentioned acts, please refer to:  
http://canada.justice.gc.ca/FTP/EN/Laws/Title/F/index.html  

 
 
Statutory Annual Reports and Other Departmental Reports 

The following documents are available: 
 
PSC Annual Report (1998-99) 
PSC Annual Report (1999-2000) 
Please refer to: http://www.psc-cfp.gc.ca/centres/annual-annuel/index_e.htm 
 
PSC Performance Report (1998-99) 
PSC Report on Plans and Priorities (1999-2000) 
Please refer to: http://www.tbs-sct.gc.ca/rma/dpr/98-99/9899dpre.asp 
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3.5 Acronyms Used 
ADM Assistant Deputy Minister 
ADMPQP Assistant Deputy Minister Prequalification Process 
AEXDP Accelerated Executive Development Program 
CAP Career Assignment Program 
CCMD Canadian Centre For Management Development 
CO-OP Co-operative Education Program 
COSO Committee of Senior Officials 
DM Deputy Minister 
DPR Departmental Performance Report 
EC Embracing Change 
EE Employment Equity 
EEA Employment Equity Act 
EEPMP Employment Equity Positive Measures Program 
E.I. Early Intervention 
ERU Executive Recruitment Unit 
FSWEP Federal Student Work Experience Program 
HR Human Resources 
HRC Human Resources Council 
HRM Human Resources Management 
IC Interchange Canada 
IT Information Technology 
LTC Language Training Canada 
MTP Management Trainee Program 
NAS National Areas of Selection 
NCEOR National Capital and Eastern Ontario Region 
PPC Personnel Psychology Centre 
PRAS Planning, Reporting and Accountability Structure 
PSC Public Service Commission 
PSCAC Public Service Advisory Council 
PSEA Public Service Employment Act 
PSR Post-Secondary Recruitment 
RAP Recruitment Action Plan 
RFC Regional Federal Councils 
RPP Report on Plans and Priorities 
SDAA Staffing Delegation and Accountability Agreements 
SES Strategic Executive Staffing 
SMP Shared Mediators Program 
SWOT Strengths, Weaknesses, Opportunities and Threats 
TB Treasury Board 
TBS Treasury Board Secretariat 
TBSAC Treasury Board Secretariat Advisory Committee 
TDC Training and Development Canada 
TLN The Leadership Network 
VBMF Values-Based Merit Framework 
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