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FOREWORD*
"To ensure that the Public Set-vice of Canada remains a strong, representative,
professional and non partisan national institution* that provides Canadians the highest
quality service into the 21 S` century, the Government will focus on the recruitment,
retention and continuous learning of a skilled federal workforce ".

-- Speech from the Throne, 1999

"... The Public Service needs to become an employer of choice and in order to become an
employer of choice, we must become an exceptional workplace of choice. "
-- Mel Cappe, Clerk of the Privy
Council and Secretary to the Cabinet
We are pleased to present the Department's Human Resources Plan for the next three
years (2000-2003).
We began a journey three years ago with our first Human Resources Plan, to realize the
objective set out by the Clerk for the Public Service of Canada. Much has been done, and
much more awaits us.
With our first plan we focused on "Building a Performing and Healthy Organization",
strengthening our policy capacity and improving our workplace. Now with our second
Human Resources Plan, we want to maintain the momentum and build an exemplary
organization that responds to the Clerk's goal, and to our own goals for the Department.
This Plan is divided into four parts.
Part I outlines what we do as a Department, our mission, mandate, values and priorities.
It provides the necessary context for the initiatives set out in this document.

•

This document should be read in conjunction with the Clerk's Seventh Annual Report to the Prime
Minister on the Public Service (littp://www.pco-bcp.gc.ca/7rept2000/cover e.htm ) Treasury Board's
Results for Canadians - A Management Framework for the Government of Canada
(http://www.tbs-sct.trc.ca/res can/rc e.html ) as well as Embracing Change in the Federal Public
Service Oittp://www.visiblepi-esence)
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Part II reviews the considerable progress we have made in improving human resources
management through our first Human Resources Plan. This plan laid out an ambitious
agenda which we are proud to say, has been implemented.
Part 11I represents what we have heard during the last year in our internal staff survey, the
Public Service-wide survey, and in our consultation sessions with employees and union
representatives.
The heart of this document is Part IV, the Department's Human Resources Plan for the
next three years. It contains specific initiatives to further improve career management,
learning, retention, recruitment and diversity, so as to further strengthen the Department's
policy and coordination capacity within the portfolio. Again, the goal of this plan is to
help the Department become a 'workplace of choice' - to retain, recruit and support a
professional and dedicated staff that will support the Solicitor General and the portfolio
agencies in making Canada one of the safest countries in the world.
The Department is an exciting place to work, full of bright and energetic people with
strong values. With continued time and effort, goodwill and an ongoing commitment by
all of us to the implementation of this plan, we will become what we set out to achieve - a
performing and healthy organization.

Human Resources Committee
Department of the Solicitor General
April 2000
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PART I
WHO WE ARE AND WHAT WE DO
THE MINISTRY OF THE SOLICITOR GENERAL
Public safety is fundamental to the quality of life that Canadians enjoy. An increasingly diverse
Canadian society expects both a high level of personal and community security and the effective
protection of its rights and freedoms. Recent polls indicate that feeling safe is listed as an
important component contributing to Canadian identity, and protecting Canadians was viewed as
being one of the most crucial roles of the Gove rn ment.
Repo rt ed rates for most crimes have declined over the past several years, reflecting demographic
shifts (aging population). However, the challenge for public safety lies in the fact that the nature
of crime is changing. Sophisticated organized criminal groups involved in money-laundering,
drug trafficking, people-smuggling, credit card fraud and other activities are increasingly able to
operate across jurisdictions both within Canada and globally. Organized crime is now a multibillion dollar enterprise in Canada posing a serious problem for law enforcement agencies with
limited investigative resources and technology.
At the same time, at 129 per 100,000, Canada has one of the highest incarceration rates among
developed countries. The situation regarding Aboriginal offenders is of particular concern.
Their incarceration rate is more than six times the national rate, and the problem threatens to
become more acute as the effects of the Aboriginal 'baby boom' begin to make themselves felt
over the next decade.
To meet these challenges, the Ministry is devoting more attention to public education, in order to
raise public awareness and create a more informed environment. While attitudes cannot be
expected to change overnight, this is an important first step in rebuilding public confidence in the
criminal justice system.
What is commonly known as the Ministry Portfolio consists of the Department and four
agencies: the Royal Canadian Mounted Police (RCMP), the Canadian Security Intelligence
Service (CSIS), the Correctional Service of Canada (CSC) and the National Parole Board (NPB).
Each is headed by an Order-in-Council appointee who reports directly to the Solicitor General of
Canada. There are also three Ministry review bodies that ensure accountability and full
respect for the rule of law. These are the RCMP External Review Committee, the RCMP
Public Complaints Commission, and the Office of the Correctional Investigator.

The entire portfolio has a budget in excess of $2.7 billion and over 35,000 employees.
Ministry staff are located across Canada and, in many communities, they are the only
visible federal presence.

Ministry activities encompass policing and law enforcement (including aboriginal policing),
national security, corrections, and conditional release. Each involves delicate and highly visible
criminal justice matters, so the potential for controversy is always high.
Given the importance of the Ministry's work to Canadians, collaboration is essential. It
goes without saying that the Ministry must work closely with the Department of Justice, which
has the primary responsibility for criminal justice policy at the federal level. But the Department
and agencies also have extensive dealings with other federal departments, provincial and
territorial governments, as well as the voluntary and private sectors.
This collaborative approach is fundamental to doing business in the Ministry. It is reflected in
the way we do environmental scanning, policy development and in our approach to
business planning. This focus on partnerships has contributed to much greater policy cohesion
and Ministry-wide agreement on priorities. Following extensive consultations in 1998, within
the portfolio and with external stakeholders, Cabinet approved in early 1999 a Ministry-wide
public safety framework consisting of four strategic priorities.

Ministry Portfolio Priorities
•

Combating organized crime;

•

Promoting effective corrections;

•

Integrating justice information; and

•

Encouraging citizen engagement.
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THE DEPARTMENT'S MANDATE
In November 1993, the Government abolished the Department of Public Security and reestablished the Department of the Solicitor General. This was followed by an in-depth Mandate
Review. That process, involving extensive consultations over a six-month period, led to a
renewed mandate for the Department.
The Department's raison-d'être is to provide support to the Minister in giving effective
direction to the agencies, with particular emphasis on strategic policy and portfolio
coordination. In recent years, we have become a valued source of policy expertise for the
Minister. We have also been the driving force behind greater policy cohesion and coordination
within the portfolio. In our case, 220 people representing less than one half of one per cent of the
Ministry's total FTEs, assist the Minister in directing the work of tens of thousands of
employees.

Our Mandate is to advise and support the Minister in:
•

providing effective direction to the agencies;

•

enhancing policy cohesion and coordination within the portfolio;

•

exercising a strategic, long-term national leadership role in policing, security, and
corrections;

•

implementing the First Nations Policing arrangements; and

•

answering in Cabinet and Parliament for the Ministry.

Our Mission
The Department of the Solicitor General helps to promote and maintain a Canadian society
in which all persons can feel protected from threats to personal and national security and
from infringements upon their rights and freedoms.

3

Our Values
•

We are committed to the principles and institutions of our democratic society and to the
rights and freedoms of individual Canadians.

•

We are committed to public service and to professionalism in the work we do.

•

We are committed to promoting a relationship with each Agency of the Ministry that
enhances the ability of both the Agency and the Department to fulfil their mandates.

•

We are committed to maximizing the unique contribution of each employee towards the
fulfilment of our Mission.

•

We are committed to dialogue with individuals and organizations outside the Ministry active
in the criminal justice sector.

•

We are committed to ensure that public resources entrusted to us are used responsibly and
efficiently toward the fulfilment of our Mission.

Additional information on the Department can be found in the departmental annual Report on
Plans and Priorities, and Performance Report which is tabled annually in Parliament. These
documents can be found on the departmental website at www.sgc.gc.ca.

WHAT THIS MEANS FOR HUMAN RESOURCE
MANAGEMENT
In order to be able to fulfil its mandate, the Department needs to retain and support the people we
now have and attract good people in the future. Not only must we continue the process of
transformation begun six years ago, but we must think very carefully about the skills and abilities
that our work force will need in the future. It is clear that the Ministry portfolio will be
challenged in new and unforeseen ways and we need a strong capacity to respond within the
Department.
As the Clerk of the Privy Council has said, the Public Service is continuing to become less
transactional and more knowledge-based. We need to help our people to continually acquire the
knowledge they require to be effective. This means supporting their ongoing learning and
professional development and focusing on continuous learning. We must focus on people
management and we must deal with the quality of the workplace.
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Much of our work involves horizontal policy development, strategic partnerships and portfolio
management. Therefore departmental employees need to have strong an alytical and policy skills,
innovation, flexibility and creativity, and a continuing commitment to consultation and
negotiation. These are skills required not just to carry out our domestic work, but also because
the Department needs this capacity to operate effectively at the international level.

The Department is very fortunate in having the highly skilled and educated workforce
currently in place. Our human resource management must continue to be directed to
retaining, recruiting and supporting a cadre of professional and dedicated knowledge
workers. Part of our approach will involve effective implementation of the Public Service-wide
changes that are taking place in human resource management. In addition, we will continue to
take steps in support of good career management, retention and recruitment.
We recognize that it will not be good enough to invest in training and development, unless we
continue to set our goal on being a continuous lea rn ing organization. We need to continue to
build a healthy work environment, which enables employees to reach their full potential.
The departmental employee survey conducted in 1998, the recent Public Service-wide employee
survey and subsequent employee consultations have provided important information on the
aspirations of employees and the state of the workplace. The Department is committed to
responding to what we heard.
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PART II
OUR FIRST HUMAN RESOURCES PLAN
THE FOUNDATION
When we set out to develop our first Human Resources Plan (1997-2000) in support of La
Relève, it was on a very solid base of previous renewal activity. The Department had in fact a
head start in implementing La Relève. With the re-creation of the Department in 1993 and the
resultant mandate review, coupled with Program Review, the Department had already
implemented a number of significant human resource initiatives.

"It is important to
maintain the momentum
established in the first
plan."

Staff Consultations

In looking back, the challenge of making the major transformation
from a department involved in program delivery, regional
operations and broad research work to a smaller department, which
focuses on strategic policy and portfolio coordination, was
formidable. The process of re-inventing the Department did,
however, provide an important opportunity for rejuvenation.

When the first Human Resources Plan was developed in 1997, the Department had already taken
significant action to ensure that it had the right mix of people with the right skills to deliver on
the new mandate. The Department had strengthened both the policy and analytical capacity
through new recruitment as well as internal re-alignments, deployments, developmental
assignments and re-training.

The Department had also, already established an effective human resources management
structure in the Department. This included a number of committees related to human resources
including the Human Resources Committee of senior management chaired by the Deputy
Solicitor General. The formation of these committees indicated a clear commitment to good
human resource management in the Department.
Extensive work had also been undertaken to update existing human resource policies, and to
develop new policies and programs where none existed. These included the departmental
Deployment, and Harassment in the Workplace Policies, and the Awards and Recognition and
Career Management Programs.
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It was upon this impressive foundation of human resources renewal that the Departmental
Human Resources Plan for 1997-2000 was developed. The Plan was designed to build upon
what we had achieved so far and move us forward in our development as a performing and
healthy organization. To achieve this, the Plan laid out
"The plan resulted in
four major strategies to focus our efforts over the threetangible
progress notably
year period:
•
•
•
•

Career Management
Continuous Learning/Development
Recruitment/Succession
Work Environment/Organizational Health

in training and
development, information
out to employees and
employee recognition..."
Staff Consultations

At the close of the three-year period covered by the Plan, 92.5% of planned activities have been
completed and the remaining items are underway. A report on the status of initiatives can be
found in Annex A.
The following summarizes what the Department has done in response to the first Plan.

We recognized career management as the keystone of good human resource management. This
was reinforced last year by a study commissioned by the Treasury Board Secretariat entitled
"Building a World-Class Workforce", which confirmed that career development efforts play an
important role in attracting and retaining talented individuals.

a)

Career Management Program

We have defined our approach to career management in a document that explains our "Career
Management Program"*. The process of developing this document included consultation with,
and review by managers and employees and approval by the Human Resources Committee.
The Career Management Program focuses on bringing together the competency needs of the
organization with the career aspirations of its employees. It defines the respective roles and
responsibilities of employees, managers, and the Department.

*For a complete list of departmental human resource policies and programs refer to Annex B. They can also be
viewed on the human resource Infonet webpage at http://infonet/CorpServ/HR/anglais/policies/ehuman.htm.
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The objectives of the Program are:
•
•
•
•

b)

to enable employees to manage their careers;
to develop organizational and individual training plans;
to enhance the skills and competency of individual employees and the organization as a
whole;
to provide developmental and broader learning opportunities.

Employee Review and Appraisal Process

Three years ago the Department introduced a new approach for its annual employee review and
appraisal process. This approach closely links career management to individual learning needs.
The approach provides employees and managers with an opportunity to discuss work and
performance, results and expectations, and related issues and concerns while ensuring that career
aspirations, skill gaps and training needs are identified.

c)

Developmental Assignments

The Department has always supported developmental assignments with our Ministry portfolio
partners. As an element of career management, however, a more planned and systematic
approach has been adopted. The Ministry La Relève Working Group and the Interdepartmental
Development Assignment Program are proving to be helpful mechanisms in exploring
assignment opportunities for employees. These assignments, both within and outside the
Ministry, are viewed as an integral part of good career management. Over the three-year period,
if acting assignments of over four months are included, approximately 160 assignments took
place.

d)

Competency Profiles

An important element of the first La Relève/Human Resources Plan was the development of
Competency Profiles. These profiles help managers and employees to understand what
knowledge, skills, personal qualities, values and attitudes are required for those positions. The
profiles are designed to help employees in their career management and in deciding if they are
interested in this type of employment. They provide a blueprint of the competencies needed
either through formal training, coaching or on-the-job assignments and are available on the
Infonet.
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e)

Skills and Education Database

Another initiative unde rt aken as an integral element of the first three-year Plan was a pilot of an
interactive Skills and Education database. This database will fulfil two functions. It will allow
for the matching of employee skills and career aspirations with job opportunities in the
Department and provide important information on the current experience and education of
employees so as to be able to focus on training and developmental opportunities. The pilot
project included employees at the PM-6 level across the Department and provided a wealth of
information on the current education and interests of this community. Further development work,
including full consultation with managers and staff on who should have access to the
information, is now underway.

.1)

In-ho use Language Training

The Department has long recognized that becoming bilingual is an important element of career
development in the Public Service. To assist employees in developing, or honing their second
language skills, the Department decided in 1998 to offer in-house language training to any
employees interested in participating regardless of the language requirements of their position.
As a reflection of that decision, 74 employees took a second language course in 1998/99 as
compared to 53 employees the previous year.

II

CONTINUOUS LEARNING/DEVELOPMENT

The Department has worked actively to create and support a lea rn ing environment that allows
individuals, regardless of position, to grow and develop to realize their full potential. Our
objective is to help employees be well equipped to face the challenges of today's rapidly
changing workplace and those of the future as well as the challenges of the environment the
Department works in.

a)

Learning Framework

As part of the implementation of the first three-year Plan, the Department created a Lea rn ing
Framework document for all staff which clearly spelled-out the Department's commitment to the
development of its employees. Its guiding principles and objectives reflect our belief that
continuous lea rn ing is a shared responsibility. Every year managers have been actively
encouraged to support employees' personal and career growth, in order to enhance their
effectiveness both as a departmental resource and to the public service more generally.
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Learning plans for each employee are developed jointly by managers and staff annually, and
provide the blueprint for the coming year's training activities.

b)

Partnerships/La Relève Working Group

The Department continues to host the Ministry's La Relève Working Group with representatives
from each agency. The Working Group meets monthly to share information, learning
experiences and discuss human resource management issues. The Group also provides a useful
forum for representatives from central agencies to communicate information on corporate
initiatives.
Several partnership activities have resulted from this forum. Two of the Ministry's larger
agencies, the Royal Canadian Mounted Police and the Correctional Service of Canada, have
specialized training expertise. The Department was able to obtain the agreement of these
agencies to offer access to all Ministry employees to some of their courses as well as their
Learning Resource Centres. In addition in 1998 a joint initiative in the form of a Career
Planning session was undertaken by the National Parole Board and the Department, which
received very positive reviews by participants.

c)

Support Staff Conference (SSC)

The Department supports, on an annual basis, a conference for all the support staff (SCY, OCE
and CR). In 1998 and 1999 employees in the AS Group providing support services also
participated. This conference is unique in that it is completely planned and organized by the
support staff themselves. Each year, a committee comprised entirely of support staff employees
selects a theme and prepares a program. The themes of the conferences over the past three years
have been:
• 1997 - Health and Environmental Scanning
• 1998 - Moving Towards the Millennium
• 1999 - Prelude to the Millennium
The conference provides an opportunity for support staff to meet away from the workplace to
discuss issues of common concern. Participants are encouraged to make suggestions on how to
improve the day-to-day operations of the Department, as well as to identify issues or concerns.
The Department views its support staff as key players in the renewal process and has encouraged
them to make specific recommendations when they meet as a group. The Deputy makes their
recommendations and his response publicly available to all employees. An example of a recently
implemented recommendation was the provision of an in-house information session on what
investment options are available for the impending pay equity payments.
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d)

Senior Management Forum (SMF)

The Department created a Senior Management Forum to provide managers with an opportunity
to learn about, debate and discuss issues that affect their everyday lives. These meetings not only
contribute to the ongoing lea rn ing process but also foster a sense of community by focusing on
shared challenges. A variety of guests have addressed SMF on a range of topics such as:
•
•
•
•

e)

Patrick Gossage on "The 35-Second Debate - Getting Your Message Out During
Question Period"
John McDonald on "Your Corporate Memory - Are You Losing Yours?"
Rick Smith on "Sustainable Development in a Policy Department"
Nicole Chénier-Cullen on "The New Employment Equity Act"

Officers' Roundtable

An Officers' Roundtable has been established to provide a forum for
departmental employees at the officer level to receive and share
information relevant to their responsibilities. Two Officers' Roundtables
have taken place so far. The first was entitled "Professional
Development in the New Millennium" and the second "Effectively
Managing Horizontal Policy Issues". The focus of the first event was on
recruitment, training, mobility and management support. The second
Report from
event focussed on the challenge of managing horizontal policy issues.
Officers' Forum
Feedback was extremely positive with 92% of those attending reporting
that it was a beneficial forum for addressing officers' issues and concerns, 92% reporting that it
was relevant to their career development needs and 81% feeling that it was a useful tool to foster
information sharing between officers. A number of recommendations resulted from the
Roundtable, which have been incorporated into this Human Resource Plan including a
commitment to establish a mentoring program in the Department.
Officers'
Roundtable is a
good forum,
interesting, thought
provoking and
useful.

Learning at Lunch
Several "Learning at Lunch" presentations were hosted by the
departmental Champion of Continuous Lea rn ing. Topics
included: Continuous Learning and La Relève, a detailed
discussion demonstrating that the La Relève initiative is for all
public servants; The Minister and Me, a technical discussion on
the machinery of government; and How to Speak with Confidence,
a video presentation that focussed on good (and bad) habits of
public speaking.
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Leaming at Lunch ...
great initiative, more
would be welcomed.

Staff Consultation

g)

Opportunities for Growth/Developmental Assignments

The Department's management team recognized early on that one way to foster a continuous
learning environment and to develop knowledge workers is to provide employees with
opportunities to broaden their work experience and knowledge base.
The Department is an active participant in the Interdepartmental Assignment Program and
annually has secondments to and from the organization. In 1998/99, for example, taking into
consideration long-term acting appointments, internal assignments, and secondments out, there
were over 80 assignments offered to departmental employees.

h)

Technology

The Department has taken a very pro-active approach to the use of technology. Good use of
technology was seen as a contributing element to the success of the first plan and every employee
in the Department has been provided with a computer at their workstation and high-speed access
to the Internet.
A flourishing e-mail culture exists and advanced informatics provides significant opportunities
for paperless communication both within and external to the Department. In addition to the
departmental home page, individual directorates have their own home pages, which are used to
great success in sharing information. Recent examples of how this technology is being used are
the new departmental Intranet sites on the UCS, the building refit, Y2K, and the Employment
Equity Advisory Committee.

The Department places a high priority on user education, in-house training and on the job support
and has implemented a policy to loan older departmental computers to staff for use at home for
practicing and learning departmental software programs.
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III RETENTION AND RECRUITMENT
A small organization like the Department faces unique challenges with respect to retention and
recruitment.

a)

Students

One practice that has proven particularly successful in attracting young people, albeit on a
temporary basis, is the use of student programs. In 1998-99, the Department recruited 37
students (17% of our workforce). This is a win-win arrangement, both for the students and the
organization. The students acquire experience and for some, eventual permanent positions, and
the Department benefits from new ideas, creativity and enthusiasm.

b)

Junior Policy Analyst Positions

The Department has established a small number of junior policy analyst positions. These have
allowed for the recruitment of former participants of the student programs, while also creating
some indeterminate, entry-level positions for both internal and external candidates.

c)

Annual Succession Planning Exercise

Every year the Department performs a succession planning exercise for executive-level positions
in order to identify a potential pool of candidates. This exercise allows for a review of the
current EX resource population and the development of strategies to respond to future vacancies.

d)

Computer Specialist Bridging Program

In 1999 the Department decided to participate in the pilot project of the Public Service Computer
Specialist (CS) Bridging Program. This program consists of 14 months full time academic study
and a ten-month on-the-job work assignment, which will qualify the participant for CS positions,
allowing them to make the transition from a support role to a computer specialist.
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IV

WORK ENVIRONMENT/ORGANIZATIONAL HEALTH

The re-building and renewal of the Department, and the progression to a learning organization
with a workforce of "knowledge workers" has provided the opportunity to try out new
approaches to how we work. There has been a conscious effort and commitment by management
to create an environment of open communication, trust, continuous learning, participation and
involvement at all levels of the organization.

a)

Internal Communications

The Department has devoted considerable effort to building an environment of open
communications and has experienced some marked success. It is encouraging to note that we
received a very positive report from a team of independent auditors in 1997-98. Perhaps the
most striking feature of the way we communicate is the use of advanced informatics to
communicate with staff. This has allowed us to move from a paper to a "virtual" communicator.
Internal communications is a regular item of discussion at Human Resources Committee
meetings. Vdhile the Communications Group provides the Committee with a strategic plan,
managers throughout the Department are responsible for implementing various activities. A
guiding principle is that employees should be informed of new developments via their manager not through the rumour mill or the media.

In practical terms, this is translated into:
•

regular messages from the Deputy Solicitor General to employees on key issues such as the
Department's role and mandate, key policy priorities, DM Task Force reports, La Relève and
other issues;

•

face-to-face meetings between the Deputy and employees, on an annual basis, supplemented
by regular weekly meetings between senior managers and their staff to share information and
to discuss key issues;

•

production of an employee "virtual" newsletter - written by and for employees.

Perhaps the key to the success of our internal communications activity is the strong acceptance in
the Department that communication is everyone's responsibility.
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b)

Alternative Work Arrangements

Striking a healthy balance between their personal and professional lives is of utmost importance
to employees today. This has led both the organization and employees to examine alternatives to
the traditional nine to five workday. Terms like job sharing, telework, compressed workweek
and part-time work have become part of the terminology in many workplaces. Increasingly,
organizations are recognizing that alte rn ate work arrangements are one way of attracting and
keeping motivated and dedicated employees. Employees caught in the perennial time crunch are
benefiting from more time to pursue family and other outside interests and obligations.
As part of the Solicitor General's Human Resources Plan
1997-2000, a policy on Alternative Working Arrangements
has been established. The policy describes the various
types of alternative work arrangements available to
employees, and sets out guidelines for the establishment
and operation of those arrangements.

Working a compressed
workweek has enabled me to
attain a better balance with my
work life and personal life.
Senior Policy Analyst
Interview in SCOOP

Over the past year, the departmental Alternative Work Arrangement Policy has been highlighted
in a series of articles in SCOOP, our employee newsletter. These articles focus on employees
who are currently using a particular arrangement and the benefits and/or disadvantages of
doing so.

c)

Exit Interviews

Many federal departments use exit interviews as a means of finding out what employees think
about the work environment. Often these interviews can be a very va l able tool because
departing employees may feel they can be franker and more open in their comments. The
Department introduced an Exit Interview Policy during the summer of 1998. It offers departing
employees an opportunity to comment on their experiences before leaving the Department.
Employee participation is voluntary and confidentiality is strictly safeguarded. Those choosing
an exit interview have their interview conducted by an outside consultant, who then submits a
report, which is analyzed by the Human Resources Division. A summary of these reports is
included in the departmental Health Indicators Report, which is submitted to HRC twice a year
and subsequently made available to all employees on the Infonet.
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d)

Rewards and Recognition

Rewards and recognition are key elements in creating a sense of pride in departmental
accomplishments and aid in reinforcing the commitment to the objectives of the organization.
The way in which rewards and recognition are distributed communicates to all employees the
values of the organization. In 1996, an Instant Awards Program was implemented and the
existing departmental Awards and Recognition Program was revised and reaffirmed. "Instant
awards" are encouraged, and are presented throughout the year.
Nominations for the departmental exemplary service and
merit awards are made by employees and may come from
any level in the organization. Nominations are submitted to
the Department's Incentive Awards Committee, which is
chaired by the Assistant Deputy Solicitor General who is
assisted by three non-EX employees.

The Annual Awards
Ceremony is an important
means for peer
recognition.
Staff Consultations

The Department continues to support a very active Awards and Recognition program and for the
past three years has hosted its awards ceremony during National Public Service Week. The
Department recognizes the importance of celebrating the achievements of our employees. In
addition to the awards ceremony, the Deputy Solicitor General provides a token of individual
recognition to each employee during National Public Service Week. Individual managers also
take advantage of the week to express their appreciation to their employees by hosting a variety
of events such as breakfasts, coffee breaks and pizza lunches. Apart from departmentally
focused activities, the Department participates at the government-wide level by sponsoring
events such as a booth at the "Celebrating Our Strength" event in 1999.

e)

Social Committee

A supporting workplace should also provide opportunities for employees to socialize and have
fun. During the past three years the Department has established a Social Committee with
representatives from most directorates. The Committee has organized several events such as
Christmas parties, BBQs, book and bake sales, and baseball and golf tournaments, all of which
have been widely supported and successful.
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HEALTH INDICATORS
In order to monitor change on a regular basis, in April 1998, following a consultation exercise
with departmental employees by e-mail, the Human Resources Committee approved a list of
seven health indicators. These indicators are: demographics, staffing, leave utilization, use of the
Employee Assistance Program, inte rn al survey results, feedback from unions and exit interviews.
These indicators are used to prepare a Report on the Health of the Workplace twice a year.
The first Report on the Health of the Workplace was prepared in December 1998 and since then
two other reports have been completed. The Reports summarized information derived from an
analysis of the seven health indicators and provided a succinct snapshot of the state of the
Department's health. These reports are made available to all employees through the Infonet.

VI

EVALUATION FRAMEWORK

In developing the first Human Resources Plan, the Department acknowledged the importance of
being able to assess the success of the Plan and the extent of its implementation. To assist in this
exercise an Evaluation Framework has been developed which will be used to assess the success
of the first Plan.

CONCLUSION
With the implementation of our first three-year Human Resources Plan, we have made
considerable progress towards becoming the kind of organization we want to be. We have:
•
•
•
•

attracted new people bringing new skills, expertise and ideas to the organization;
established Human Resource Management structures;
focused on career management;
worked actively to create an environment of open communication, trust, continuous
lea rn ing, participation and involvement.

Our ability to deliver on our mandate and achieve our goals is dependent on our ability to retain
and attract the right people. We have already learned the value of good human resources
management and we are determined to lead by example. Our objective is to maintain a
performing and healthy organization. We had a plan that led us in the right direction, we are
becoming a learning organization, and we are now about to embark on a new plan, which will
allow us to build on the momentum we have established and become even better.
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PART III

BECOMING A WORKPLACE OF CHOICE

TAKING THE PULSE
One of the essential elements of good human resource management and maintaining a healthy
workplace is listening to what is being said at all levels of the organization. Over the past three
years, there has been a concerted effort to provide employees with opportunities to make their
views known and to listen to what employees are saying about their workplace.

Internal Survey
In 1998, departmental employees were asked to respond to an internal survey designed to assess
the health of the organization. There was an excellent response rate. What did employees say?
We've done a good job realigning the Department against our new mandate; employees
understand our mission and feel they are making a contribution. Employees are comfortable
with their positions; may be overworked but are coping well with stress. The new performance
appraisal system appears to be working, employees report being satisfied with feedback from
managers.
There were some areas for improvement, however, that became apparent through the survey. For
example, there is a need for better information sharing across the Department and a need to work
at building teamwork between Directorates. We need to give more recognition to the
contribution of support staff and be more timely in recognition of employees generally. There is
a need to revisit the policy on Alternative Working Arrangements.

Public Service Employee Survey
In the summer of 1999 all Public Service employees for the first time were asked to participate in
a survey relating to their work life. Departmental participation in the survey was high at 66% as
compared to the 55% average across government. We can take pride in the fact that in the
majority of questions, the Department's responses were more positive than the overall public
service results. We scored higher on key questions such as "Overall, I like my job" (95% vs.
88%); "I can clearly explain to others the direction (vision, values or mission) of my department"
(90% vs. 64%); and "I get adequate recognition from my immediate supervisor when I do a good
job" (84% vs. 66%).
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Although the results were quite positive to most questions, there were some areas that indicated a
need for improvement. The following are areas in which the Department can take pride and
celebrate.

•
•
•
•
•

98% believe that the work they do is important.
94% have the necessary materials and equipment to do their job.
95% like their job.
88% believe that they are in a job that is a good fit for them.
84% get adequate recognition from their supervisor when they do a good job.

A second group of responses indicated areas where there is a need for improvement.
•
•
•
•
•
•

only 79% felt they were allowed the flexibility to balance personal, family and work
needs.
only 74% felt they had opportunities to develop and apply the skills needed to enhance
their career.
only 72% felt the selection process is done fairly.
only 65% felt that information sharing with other work units was good.
only 62% agreed that they were classified fairly.
only 62% felt that the Department does a good job in supporting career development.

A third group of responses indicated that there were some issues of particular conce rn .
•
•

•
•
•
•

•
•
•

only 59% felt that management does a good job of sharing information.
only 57% agreed they have a fair chance of promotion.
51% said that the quality of their work suffers because of having to do the same or more
work with fewer resources.
only 48 °A felt their workload was always or often reasonable.
only 44% felt that they can claim overtime for the hours they work and only half felt they
can complete assigned work during regular working hours.
only 41% felt that Senior Management will try to resolve concerns raised in this survey.
31% felt that their work suffers because of unreasonable deadlines.
16% said they experienced harassment.
12% said they experienced discrimination.

In response to the survey results, the Department undertook an
extensive series of consultation sessions with employees.
Initially Human Resources Committee (HRC) members were
asked to consult with their employees to determine their reaction
to the survey results and report back to HRC. Subsequent to
these meetings, the Deputy Solicitor General held meetings with
employees in small groups to obtain their views on the survey
results and other human resource issues.
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Survey is a great
internal
communications tool
to bolster morale.

Staff Consultations

A further round of consultations took place once a draft of this plan was available for discussion.
The results of both surveys were the subject of discussion at both the Employment Equity
Advisory Committee meetings and the regular union/management meetings. Key comments are
summarized below.

a)

Career Management

Support for career development continues to be a high priority, along with a need to accept that
there is a limit on the number of developmental assignments which can be undertaken by a small
department. There was some support for rotational developmental programs both within the
department and the Ministry. There was continuing support for looking at ways of providing
career development opportunities to support staff and for implementing a mentoring program.

b)

Continuous Learning/Development

There was considerable interest in the Skills and Education Database and the potential it may
offer of matching people to opportunities. There was general agreement that there should be
some kind of monitoring conducted of how learning plans are implemented, and considerable
support for the formal setting aside of a certain amount of resources for training. The brownbag/Learning at Lunch format for learning was very popular as were regular refresher training on
such skills as PowerPoint and other software.

c)

Retention and Recruitment

The Employment Equity Advisory Committee members along with other employees across the
Department expressed strong interest in ensuring that the recommendations from the
Employment Systems Review be included clearly in the Implementation Plan for the next three
years.

d)

Harassment and Discrimination

There was strong support for providing a clear definition of harassment and discrimination and
researching further what the results of the Public Service survey really mean for the Department.
There was also strong support for a review of the cur-rent harassment policy, and information
sessions for everyone. The concept of zero tolerance for harassment and discrimination
throughout the Department was very well received, as was the idea of providing an anonymous
forum to discuss harassment concerns.
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e)

Work Environment/Organizational Health

Alternative working arrangements continue to be an area where more needs to be done with
employees asking that efforts be made to improve managers' sensitivity to the needs of
employees to balance their work and personal life.
Workload pressures and lack of resources were a source of comment in almost every consultation
session, along with a wish for a formal position on ove rt ime for the Department. Information
sharing also continued to be an item of concern with a desire being expressed for better sharing
by managers and between work units. Open houses were identified as an effective way of
encouraging information exchange and understanding. As well the complete building refit was
an item of considerable interest and people asked to continue to be informed.

f)

UCS Implementation

There was a high interest in UCS implementation and what it might mean for the Department in
general, and individuals in particular. There was recognition that UCS implementation will be a
major priority in the coming year involving a considerable amount of work and effort. Staff
indicated that the Department has done a good job to date communicating with employees on
UCS.

g)

Communication

The draft Plan was well received with a number of people commenting on the positive signals it
sends about the commitment in the Department to good human resource management and to
building a workplace of choice. There was considerable interest in ensuring that there were
appropriate reporting and evaluation processes built in to allow for an understanding of how
effective the Plan and its actions will be. Finally, there was general agreement that more needs
to be done to communicate human resource initiatives effectively so that all staff may be aware
of what is currently in existence.
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PART IV
OUR SECOND HUMAN RESOURCES PLAN
(2000-2003)
The Department's second Human Resources Plan draws on our experience of the last three years,
the survey results, what employees have told us, as well as some of the excellent work
unde rt aken by the Leadership Network and CCMD.
Our plan's intent is to ensure that the Department can continue to attract, develop and retain
highly qualified individuals who have the skills, attitudes, creativity and values we need to
support our business. As the Clerk of the Privy Council has indicated, in order for the Public
Service of Canada to become an "employer of choice", we must become an "exceptional
workplace of choice". We must focus on the retention, recruitment, and continuous learning of a
skilled federal workforce. It is no longer enough "to do the right thing", but we must also ensure
that we are "doing things right". It is also no longer sufficient to be a place where people work —
the workplace itself must be built around the people and give them the support they need.
In order for our employees to address the challenges that
Canada will face over the next few years, it will be of the
utmost importance for the Department to keep and support
the people we now have, and attract competent people in
the future. This is the key to our success as we work in
what is a turbulent, difficult and often stressful
environment. Our Action Plan builds on what we have
achieved and moves us forward in our development as a
performing and healthy organization that people want to
become a part of An organization that:

The Plan is only as good as it
is visible and practical to all
who could benefit from it.
Human resource initiatives
need to be communicated
regularly so that all staff may
participate.
Staff Consultations

•

is a centre of policy excellence in the Public Service equipped to deal with some of the
most sensitive issues in government;

•

takes advantage of the Public Service-wide changes in human resource management to
enhance departmental human resource management practices;

•

provides a learning environment in which employees can develop, thrive and grow as
individuals and as professionals to achieve their full potential, both in their current job
and in other areas;

•

is strategic, creative, collaborative and effective in accomplishing departmental objectives
in support of the government as a whole in an environment of continuing restraint;

23

•

attracts and retains a qualified workforce which is representative of Canadian society and
possesses the knowledge, competencies and attitudes required to support our business;

•

values integrity, teamwork, new ideas, the rule of law, results, continuous learning,
enhancement of public safety, cultural sensitivity, fair and equitable compensation; and

•

encourages a high level of involvement by employees in all aspects of the business and
future direction of the Department.

To achieve this, we are pursuing five major strategies to focus the Department's human
resources management efforts over the next three years:
•
•
•
•
•

Public Service-wide Change
Career Management
Continuous Learning/Development
Recruitment/Succession
Work Environment/Organizational Health

Details of the specific actions to be taken will be reflected in Annual Implementations Plans
which will be made available to all employees.

PUBLIC SERVICE-WIDE CHANGE
The Public Service-wide changes that have taken place recently, and are about to take place, in
human resource management are nothing short of revolutionary. The changes will have an
impact on every public servant to one extent or another and will be the culmination of many
years of demands for simpler and more appropriate human resource policies and practices.

a)

Universal Classification System

The implementation of the Universal Classification System (UCS) represents the single biggest
change in human resource management practices in thirty years. The old classification system
was basically broken. The new system will reflect the merit principle, forward-looking values
and work characteristics. It will remove classification and staffing impediments that have been
identified as hindering La Relève. It should allow for greater managerial flexibility, improved
employee mobility, improved labour relations and considerable administrative efficiencies. It
will be universal, using one yardstick for all work and will allow the employer to be consistent
with pay equity principles.
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The adoption of the new system will result in changes in all human resource management areas.
How jobs are described, evaluated and rated will be different. Flowing from this, staffing
selection standards will change along with the area of selection guidelines. How the Department
manages the change associated with the adoption of the new system will be very important.

Communications
The Department has taken a number of steps to communicate information on UCS to employees
and begin to prepare them for the anticipated impact. A departmental Intranet site on UCS
lias been developed which includes a question and answer section. Many employees have
been involved in providing input into the work description writing process. Several departmental
managers and employees have played a key role in the committees that have been responsible for
evaluating the new work descriptions.
The Department will continue to favour an active approach to communication and
consultation. Whatever activities are within the Department's control will be planned to allow
people the time to prepare for the change and understand its implications for themselves.
Training will be provided to managers on how to write work descriptions and use the
Standard.

b)

Staffing Reform

Staffing reform has been underway for some time. The Public Service has adopted a values
approach to staffing, defining a workforce built on values as one that demonstrates competency,
representativeness, and non-partisanship by ensuring fairness, equity, and transparency in its
resourcing activities. Staffing reform is a collection of many initiatives to make human resources
management more effective and efficient. It reflects a change in the role of the Public Service
Commission and a greater reliance on departmental monitoring activities.

h
h
,

An element of this has been an increase in the delegation of
staffing authorities to Deputy Heads and the establishment of an
accountability framework against which Departments are required
to report. The Department has already finalized a revised
Agreement on Delegated Authorities and Accountability
Framework with the Public Service Commission. The
Staff Consultations
Department will, however, be taldng action to reinforce the
values approach to staffing in all resourcing activities and
fulfil the activities set out in our Accountability Framework. This will include providing
training sessions to managers and employees; preparing an annual report against the
Accountability Framework; and recognizing managers' performance in this area.
All managers should be
provided an orientation
course on staffing in light
of the changes resulting
from staffing reform.
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c)

Values and Ethics

The federal government is committed to the highest standards of ethical behaviour in serving the
Canadian public. Departments and their management teams are responsible for setting the tone
from the top and for creating an environment that will encourage a culture where the
management and the decision-making process are based on values and ethics. In 1996, the late
John Tait championed the report "A Strong Foundation" which identified the need for the Public
Service to "rediscover and understand its basic values.., to recommit and to act on these values
at work". The report recommended that all DMs take the lead and initiate an open and honest
dialogue with their employees. The report can be accessed at http://ccmd-ccg.gc.ca .
The Task force on Values and Ethics wrote eloquently about values for the Public Service:

Democratic Values: rule of law; loyalty; due process; accountability; neutrality/nonpartisanship; public interest/common good; responsible government/support for democracy;
respect for the authority of elected office-holders.

Public Service Values: merit; excellence; effectiveness; economy; objectivity/impartiality in
adv-fce; speaking truth to power; fidelity to the public trust; neutrality/non-partisanship; and

People Values: respect; civility/courtesy; openness; moderation; humanity; reasonableness;
collegiality/participation; concern/caring; tolerance; fairness; decency; courage.
The Department recently communicated to all employees clarifying the conflict of interest
limitations relating to the receipt of gifts.

Over the coming three years, the Department will undertake activities to ensure that there
is an increased awareness of Public Service Values and Ethics throughout the Department
by stimulating a dialogue on this issue at brown-bag sessions, staff meetings, retreats and
other appropriate fora.

CAREER MANAGEMENT
The previous Clerk to the Privy Council, Jocelyne Bourgon, stated in the Fifth Annual Report to
the Prime Minister on the Public Service of Canada, that "Years of downsizing, pay freezes,
criticism and insufficient recruitment and the premature departure of experienced public servants
have made it more difficult to retain, motivate and attract people essential to the work of the
Public Service". Career development is one way of addressing this challenge. The
organization and the employee are partners in career planning, career management and career
development. Career management should be aligned with personal goals and organizational
objectives and should be employee owned, manager facilitated and organizationally supported.
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While recognizing that the primary responsibility for career management rests with the
employee, the Department accepts that it has a number of specific responsibilities as well,
namely to:
•
•

continue to provide opportunities for development
continue to provide feedback on performance

•

maintain up-to-date information on the skills of employees.

Building on the work already initiated, over the next three years the Department will focus on the
following activities:

a)

A Skills and Education Data Base

In addition to the existing human resource data currently
available to the Department through our Human Resource
Information Management System, the Department has
recently conducted a pilot project of a Skills and Education'
database. The pilot gathered information on employees at
the PM-6 level, not only on the education and skills of these
employees, but also their current and future career interests
and aspirations.

"It is essential that there be
a commitment to keep this
evergreen".
Staff Consultations

The information provided by employees related to skills acquired through work as well as other
endeavours, e.g., volunteer work. The Department will use this information to match employee
skills and career aspirations with career and development opportunities and requirements. The
database will also be used as a tool to decide how best to focus training and career development
activities.

A pilot project of the database initially gathered information on employees at the PM-06 group
and level. The database will be expanded to include all employees and consultation will
take place in order to decide who shall have direct access to the information.

b)

Opportunities for Growth/Developmental Assignments
There may be many
career opportunities
but not all
opportunities will be
available to all
people at all times.
EEAC Consultations

The Department has experienced considerable success in facilitating
assignments for employees in the past and will continue, and
expand, the use of developmental assignments over the next three
years. During the consultation with employees on the draft of this
plan, it was recommended that this commitment should be tempered
with the realistic observation that there is a limit on the number of
developmental assigmnents which can be undertaken by a small
department. The Department will, however, take advantage of any
opportunity to develop agreements with partners, within the Ministry

and elsewhere with other departments such as Justice, Canada Customs and Revenue Agency,
and central agencies to provide developmental opportunities and growth assignments.

27

c)

Performance Review and Appraisal

The performance review and appraisal process that was revised in 1997, to link it more closely to
career management and training needs, has been working well. The completion rate of both
performance reviews and personal learning plans has continued to climb, culminating in a rate of
98% for the 1998/99 period. The annual Performance Review and Appraisal process is a key
career management tool and provides an opportunity for discussion with employees to identify
career aspirations, skill gaps, training needs and developmental plans. The Department will
continue to refine the established process and maintain the current high rate and timeliness
of completion.

In 1999, the Performance Management Program for the Executive Group was introduced across
the Public Service. The Department successfully introduced the process and by July 1999 all
departmental executives had an agreement that set out their ongoing and key commitments for
the fiscal year 1999/2000. The Department will review the process at the end of the first
evaluation period and make any necessary refinements or adjustments for future years.

III

CONTINUOUS LEARNINGIDEVELOPMENT

The level of complexity and cross-jurisdictional nature of the issues addressed by the Department
demand an organization of experienced, highly knowledgeable and skilled employees, a group of
people who are continually enhancing their capacity and performance to achieve both their
individual goals and those of the organization.
Despite the highly knowledgeable and skilled people
Cross-training should be a
working in the Department today, in a constantly changing
focus for career
environment, no set of skills remains constant or useful
development.
forever. What we know today may not help us tomorrow.
Staff Consultations
The Department recognizes this reality and is committed to
providing an environment that allows and encourages all
employees, regardless of position, to learn new skills and acquire new knowledge. Learning is
for everyone. This may be done through a variety of means ranging from formal training, or on
the job learning, to participating in conferences or other fora that provide an opportunity to
refresh ideas and thinking and gain new experiences.
Employees must be adaptive, participatory and receptive to new ideas. Career success depends
on a willingness to engage in life-long learning and managers/supervisors, for their part, must be
prepared to assume new roles as coaches and mentors. The Department has already initiated
measures to help managers serve as coaches to their employees and additional steps will be
taken to provide support to both managers and staff in coaching employees and colleagues.
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a)

Learning and Development Frameevork

In 1997, a Framework on Learning and Development for the
Department was developed. This Framework emphasizes the
importance of managers and employees working in close
partnership to establish and realize development objectives. The
Framework provides a starting point from which managers and
Staff Consultations
employees may carry out their respective responsibilities. This
Framework also provides the Department with a starting point
from which to assess the success and appropriateness of the training and development
opportunities being provided. Efforts will be made over the next three years to gather the
information needed to be able to assess where the Department's focus should be in the area of
training and development. Using the Framework as a base, and the Skills and Education
Database and competency profiles as references, corporate priorities for training will be
identified.
Consideration should be
given to establishing
corporate priorities for
training.

b)

Learning Plans

A comprehensive program of continuous learning is vital
to the retention and development of versatile and motivated
employees. As outlined previously, the Performance Review
and Appraisal process provides an opportunity for both
managers and staff to identify training requirements and to
review training received. The Department has linked in a
systemic way the development of individual learning plans
with the appraisal process and overall career planning
and management.

The ful filment of lea rn ing
plans needs to be
monitored.
Staff Consultations

To date the Department has not attempted to monitor the fulfilment of the Personal Learning
Plans. An annual exercise will be introduced to assess the extent to which intentions are
being fulfilled in order to adjust the learning framework if needed and if required to help
managers and employees set achievable learning plans.

c)

Core Curriculum

The Department has continued to place a high priority on individual learning activities but has
yet to identify a core curriculum for the most prevalent positions. Based on the Competency
Profiles developed under the previous Human Resources Plan, the Department will develop a
core curriculum of formal training requirements to ensure that employees have the
knowledge and skills required to meet the business objectives of the organization.
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In developing these plans to deliver the core curriculum, which
will initially be for policy analysts and corporate support, the
Department will work closely with managers, employees,
Portfolio partners and other departments. Establishing a core
curriculum will permit staff to develop transferable skills and
competencies while allowing management to determine whether
Staff Consultations
the organization has the capabilities to execute its strategies.
This initiative will allow employees to compare their
learning activities against training that has been identified as being key to the fulfilment of
certain responsibilities.
lt would be helpful if a core
curriculum could be
developed for corporate
areas as well as the policy
sector.

This initiative will also assist managers in making decisions regarding training and
development expenditures.

d)

Partnerships

The Department will continue to partner with other
dePartments to identify courses for policy analysts
and to assist in the development of these courses.
Recognizing the constraints imposed by the Department's
relatively small size and in order to reduce costs and
increase training opportunities, the Department will
develop partnerships with other departments and agencies
that share similar training requirements. One collateral
benefit to this approach will be to continue to improve
communication among portfolio partners.

e)

The plan to continue to
partner with other
departments for courses is a
great approach.
Staff Consultations

Support Staff Conference

The past successes of the Support Staff Conferences and the contribution the resulting
recommendations have made to departmental renewal activities have assured the continuation of
this initiative. Resources will continue to be made available for the conference, though once
UCS has been implemented, a review will be needed to identify the best method of identifying
potential participants.

.1)

La Relève Working Group

The La Relève Working Group remains an excellent forum for the exchange of ideas and
initiatives in support of renewal across the Ministry. The Working Group will be retained and
every effort will be made to enhance the ensuing cooperation particularly in the field of
change management and the implementation of !JCS.
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Coaching/Mentoring
Training would be
welcomed to help
managers serve as
coaches to their
employees and to help
employees coach
colleagues.
Staff Consultations

In our discussions with employees, there was a high level of
interest in coaching and mentoring. The Department has already
taken steps to review the concepts of coaching and mentoring
through an information session for our senior managers.
Opportunities will be identified where a coaching/mentoring
approach can be used to provide learning and developmental
experiences, and a brokerage service will be established to
match people looking for a mentor and people willing to be a
mentor.

A coaching/mentoring program provides another mechanism to supply advice and support to
employees to help them to maximize their potential for personal and professional growth.
Managers will be provided further learning opportunities to fully understand and develop
their coaching/mentoring skills. The coaching and mentoring approach may become a
component of the general management approach in the Department and be reflected in the
agreements of future Performance Management Program (PMP) commitment documents for the
Executive Group.

h)

Technology/Resource Centres

The Department will continue to offer equal access to new
technology and the training essential to optimize the
opportunities offered by technology. As technology is
constantly changing, employees need to be open to these
changes and take advantage of the learning opportunities

Institute regular refresher
training on such skills as
Powerpoint and other

software.

Staff Consultations
provided. The Department will continue to provide the
support necessary to foster a learning environment and
to assist employees in making the transition to a more automated environment. The
Department will continue to provide resource centres for employees to use at their
convenience, i.e., human resources management resource centre, language training resource
centre, and the Ministry library.
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RETENTION AND RECRUITMENT

In order to ensure the ability to deliver on the mandate, the
Department must maintain a workforce that is representative and
reflects a balance of retaining experienced, knowledgeable
employees and attracting new recruits who will reflect the
diversity of Canada, bring fresh ideas and a challenge function to
Human Resources
Committee
the organization.
Recruitment poses a particular challenge for the Department. As a
centre of policy expertise and given the complex and cross-jurisdictional nature of many of the
issues addressed by the Department, the majority of the policy analyst positions are at the middle
management level, i.e. PM-05 and PM-06 and ES-05 and ES-06. This type of organization
structure, in itself, poses some limits on the level of recruitment of more junior analysts from
other departments or of new employees graduating from post-secondary institutions.
Accordingly, the Department must be innovative in seeking opportunities to rejuvenate its work
force.
We have a skilled workforce of knowledge
workers.

It is important for the Department's recruitment strategy to
strike a balance between hiring from outside the public sector
and ensuring opportunities for existing employees. The
Department in its search for balance will examine how other
small departments deal with recruitment in order to replicate or
adapt successful programs.

a)

Recruitment needs to be
open and transparent.
Union/Management
Consultations

Identification of Positions

During the mandate of our last Human Resources Plan, the Department established a small
number of junior policy analyst and policy support positions. Following the implementation of
UCS, a review will be conducted to ascertain if the resulting organizational structure is
conducive to recruiting entry-level, talented employees on a continual basis. The intent will
be to ensure that the organizational structure supports the desire to recruit entry level officers
from both within and outside the Department.
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b)

Student Programs

One practice that has proven successful in bringing highly qualified young people into the
organization, albeit on a temporary basis, is recruitment from the student programs, i.e., CO-OP
and FSWEP. The Department recruits on average 30 students annually (14% of our workforce).
This provides the Department with a valuable source of new ideas, creativity and fresh
approaches. The Department will continue to use these programs as they have proven to also
be a good source of new and talented recruits for junior level analyst positions.

In keeping with the intent of developing a representative workforce, the Department will take
advantage of the opportunity offered by these programs to increase representation of
designated target group members.

c)

Retention and Recruitment of Support Staff
Conducting generic
competitions for key
support positions is a
great idea.
Staff Consultations

d)

Over the past years, the Department has experienced a fair amount
of turnover in the support staff area. Given the small size of the
Department, the impact of a vacant position at the support level can
be considerable. In an attempt to ensure a ready supply of qualified
candidates and to offer promotional opportunities to existing staff,
the Department will explore the potential of conducting generic
competitions on a regular basis for key support positions.

Development Opportunities for Employees at EX minus one and two
levels

As stated earlier in this document, a large segment of the Department's resources are at the
middle management level, i.e., PM-05 and 06 and ES-05 and 06. The Department must actively
manage these resources to prepare them for progression to the EX-1 level. The Department will
continue to provide learning opportunities and developmental assignments to employees in
these groups whenever possible in order to provide high potential individuals with the
skills and experience required for the progression to the EX-1 level in the Public Service.

The competency profiles that have been developed under our previous plan will serve as an
important framework in identifying where best to focus efforts in helping employees prepare
themselves for the next step in their career.
The Department will continue to be a strong supporter of the assessment centre services
offered by the PSC. Every year a full review is conducted by HRC of existing human
resources, which is used to identify candidates who may benefit from an evaluation by the
assessment centre.
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The Department, through our inclusive in-house language-training program, provides
opportunities for employees to improve their language competency in anticipation of
promotional opportunities. This training will continue to be made available along with

support for language training outside office hours.
Given our small size, the Department will seek opportunities to partner with larger
departments in participating in corporate programs such as CAP.

e)

Developmental Opportunities for Executives

The Department will continue to provide developmental and career broadening
opportunities to employees at the EX level whenever possible. This will be done through
assignments within our Ministry or other departments e.g., Justice, Privy Council Office or
partner organizations or through formal educational opportunities. The Department will
support those employees who are interested in participating in the government's
Accelerated Executive Development Program (AEXDP) and the ADM Pre-Qualified Pool
(P)P) and will also use these programs as a source of potential recruits for EX positions.

J)

Opportunities for Support Staff

As indicated earlier, the majority of positions in the Department
are at the middle management level. This presents a particular
challenge for employees in the support staff categories (SCY,
CR, and junior AS) to pursue a progressive career within the
Department. In recognition of this challenge, in 1999/2000, the
Department participated in the Public Service pilot project CS
Bridging Program. This program provides the opportunity,
Staff Consultations
through a combination of formal education and work
assignments, for an employee at the support level to make the transition from their current group
to the computer specialist (CS) group.
The CS Bridging Program
is a good program;
perhaps it could be
expanded to other
categories.

The Department will continue to look for ways of facilitating developmental opportunities
for support staff with other areas in the Ministry.
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Succession Planning/Recruitment Strategy
The Department cuiTently conducts a succession planning exercise on an annual basis for EX
positions. Following the implementation of UCS, the Department will also develop a
recruitment strategy to identify specific recruitment opportunities in the Department and
appropriate sources of potential candidates. Using the competency profiles and the education
and skills database as well as the annual appraisal reports, succession plans will be developed for
key positions at all levels in the Department.
In developing a recruitment strategy, skill gaps and shortages will be identified and
matched with career aspirations and interests of existing employees. Career development
opportunities and assignments will be identified as well as areas appropriate for
recruitment from outside the Department. Additional efforts will be made, in close
collaboration with the Public Service Commission, to make the Department more representative
of Canadian society.
Recruitment from other departments, from the AEXDP pool for EX positions, as well as from
outside the Public Service, will be used so that the Department maintains the balance of
experienced and knowledgeable employees with new recruits bringing new ideas and fresh
approaches.

h)

Responding to the Employment Systems Review

The Public Service must be reflective of, and embrace, different backgrounds, cultures,
experiences, interests and styles. Support for diversity is an overarching theme of our Human
Resources Plan.
In response to the requirements of the new Employment Equity Act, the Department recently
undertook an Employment Systems Review. The intent of the review, conducted by an outside
consultant, was to determine if there were barriers to the employment of some of the groups
designated under the Employment Equity Act in specific occupational categories in the
Department.
The review found that historically the Department has done a reasonable job in increasing the
representation of women and Aboriginal peoples. While more needs to be done to increase the
representation of persons with disabilities, the review found that the Department needs to review
its human resource practices in order to increase the representation of visible minorities. This
will be a priority for the next three years.
The Department will be taking action to respond to the recommendations from the review
including offering further training in diversity and clearly identifying management
accountabilities in this area. Specific actions will be identified in the Annual Implementation
Plans.
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WORK ENVIRONMENT/ORGANIZATIONAL HEALTH
A healthy work environment is critical to the maintenance of a motivated work force and the
achievement of operational objectives. The Department is committed to providing an
encouraging and enabling work environment. The Department fared well in the recent Public
Service employee survey with 98% of employees who responded indicating that they believe that
the work they do is important, 94% indicating that they have the necessary materials and
equipment to do their job and 95% saying that overall they like their job. There were nonetheless
areas where action is needed for improvement, in particular in the area of sharing information,
transparency in staffing, managing workload, overtime and deadlines and discrimination and
harassment.

a)

Harassment and Discrimination

The results of the employee survey indicated that a minority, but nonetheless disturbing
proportion, of employees had at some time experienced discrimination (12%) and harassment
(16%) in the workplace. It has been acknowledged that the
The finding that 12%
questions in the survey relating to these areas were not clear,
of staff had
nonetheless the results suggest that something needs to be done to
experienced
better understand and address these issues.
discrimination is
surprising and
puzzling.

The Department is taking steps to further explore the results of
the survey by offering an anonymous forum in which to discuss
Staff Consultations
concerns. We will also heighten the awareness of the recourse
measures available to employees who feel they are being
harassed or discriminated against in any way. The current harassment policy will be
reviewed and harassment co-ordinators identified and trained to take the place of the
previous co-ordinators who have left the Department. The philosophy of zero tolerance of
harassment and discrimination within the Department will be communicated and
sensitization sessions will be provided to all managers and staff.

b)

Living Through the Refit

The physical environment in which a person works can be an important element in work
satisfaction. The Department is in the process of beginning a major refit of the building where
the vast majority of departmental staff work. The refit should result in a significant improvement
to the quality of our physical work environment, however the migration to the Public Servicewide space standard will necessitate some adjustment for everyone.
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The Department will make every effort during the time of refit and transition to take employees'
concerns into consideration and maintain a high level of communication about activities. To date
there has been regular communication with employees on the refit and a departmental Intranet
site has been developed to provide the latest updates. There was a very active consultation
exercise where employees were allowed to vote on their choice of one of two colour palettes
being proposed for carpeting, screens and furnishings. Employees will continue to be
consulted on accommodation issues that affect them and communication will be ongoing.

c)

A Healthy Balance
Twenty people in the
Department are involved in
part-time work, a
compressed workweek or
teleworking.
SCOOP article,
Nov./Dec. 1999

The Department recognizes the importance of balancing work
and personal life. As part of the implementation of the first
Human Resources Plan a number of mechanisms were
introduced in order to foster this balance, including:
•

promoting the departmental policy on Alternative Work
Arrangements;

•

providing employees with more information on the varying work arrangements that are
currently available to them e.g., flexible work arrangements, compressed work week,
self-funded leave;

•

assisting employees in selecting the work arrangements that are suited to their personal
situations and operational needs of the Department.

Despite these initiatives the results of the employee
survey were that only 70% of employees felt that they
were allowed the flexibility to balance personal, family
and work needs. It is evident that further efforts are
needed on this front. As part of this plan the Department
will review the departmental policy on Alternative Work
Arrangements to ascertain if it needs to be adjusted.
If you are flexible with your
time and you work as a
team with your colleagues,
then it will be a great
arrangement.
Staff Member

Alternative Work
Arrangements is a very
worthwhile policy.
Staff Consultations

The issue of balance is seen as a priority and successful use
of the flexibilities provided by the policy will be shared
across the Department. Team approaches to identifying
ways of using flexibilities will be encouraged and managers
will be acknowledged when they facilitate innovative
solutions to the challenges presented by work demands.
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d)

Management of Workload and Overtime

The employee survey revealed a number of conce rn s in relation to workload and overtime in
general and what was considered "unpaid" overtime. Within the Department, 51% of the
employees who responded to the survey indicated that the quality of their work suffers because
of having to do the same or more work with fewer resources. Only 48% felt that their workload
was always or o ft en reasonable. Only 44% felt that they could claim overtime for the hours they
work and only half felt they could complete assigned work during regular working hours.
These issues are difficult ones to address but nonetheless are very important aspects of the
quality of the workplace. As far as workload is conce rn ed, the Department will be reassessing
current resource levels and workload demands and seeking opportunities to obtain
Treasury Board support for additional resources whenever possible. Regarding the issue of
overtime, a statement of management approach will be developed which will provide clear
guidelines as to how overtime should be managed.

e)

A Fun Workplace

The Social Committee is an
important component in
supporting work environment
and organizational health.
Staff Consultations

J)

A healthy work environment provides for not only professional
components for employees but also allows for a "social"
component. There needs to be some "fun" in the workplace.
The Department will continue to build on the successful
activities of the Social Committee to facilitate the social
atmosphere in the workplace.

Taking the Pulse

Through our "Report on the Health of the Workplace", the Department will continue to
examine various "health indicators", e.g. number of grievances, usage of the employee
assistance program, and leave utilization, which will help evaluate the internal climate.
Following the release of the Department-specific results of the Public Service employee survey,
the Deputy Solicitor General and his management team have committed to deal with the results
in a practical way. Meetings will continue to be held with employees to discuss openly what
steps are necessary to bring about improvements where needed and to identify
consciousness-raising activities focusing on these issues. Managers have already identified
ways to deal with the results at the directorate level and action plans are being developed.
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VD EVALUATION
The Department will both monitor the ongoing
implementation of our plan as well as evaluate its results.
An implementation plan will be developed which will
indicate who is responsible for the different activities and
target dates for completion.

It will be important to
assess the Plan's
effectiveness based on the
results.
Staff Consultations

Our proposed plan is ambitious and includes a number of
new initiatives as well as a number that continue on from our
first three year plan. You will find in Annex C, " What's New,
What's Not", a convenient overview of all our initiatives.

An evaluation framework for our first Human Resources Plan has been developed and an
evaluation of the implementation of the first three-year plan is planned for 2001-2. The

Department will engage external evaluators with experience in human resource
management to conduct this evaluation and the results of the evaluation will be
incorporated into the update of the implementation plan for this Human Resources Plan.
Consultations will take place with staff as an integral part of the exercise and the results of
the evaluation will be shared.

CONCLUSION
"Sound people management goes far beyond ensuring employee satisfaction with the vporkplace
— although that is an important element Fundamentally it is about creating and sustaining a
workforce that is trained and motivated to put citizen 's interests first and to achieve results".
--Results for Canadians
Treastay Board, 2000

Our Human Resources Plan for the next three years identifies what we will do to renew ourselves
and continue to build a performing and healthy organization.
The Department has decided to allocate additional resources to the human resources function.
However, the plan demands considerable investment of time and energy to make it succeed. An
investment of time and energy by everyone — staff and managers alike. Our people are our most
important resource and human resource management has to be everyone's responsibility, not just
the responsibility of the Deputy Solicitor General or the Human Resources Division.
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As the Clerk has said in his Seventh Annual Report to the Prime Minister on the Public
Service of Canada: "We need to create an environment where all public servants are excited
about their work and look forward each day to serving Canadians. We must provide all
employees with the opportunities and the support they need to develop and learn."

Learning and development, values, strengthening policy capacity, wellness in the workplace,
diversity, retention and recruitment are some of the key issues that are getting attention not only
in our Plan, but by committees of Deputy Ministers, which are working to develop action plans
on these crucial subjects. As these plans come on line, they will help us further refine the
implementation of our own plan. There is no doubt that change is sweeping across the Public
Service, and we must be ready to adapt our human resources management to keep step with
change and take advantage of opportunities presented to become the best we can.
It all comes back, as the Clerk says, to service to Canadians. Good human resources
management, developing and maintaining a professional, skilled work force, is a means to an
end, which is to provide the best and most cost-effective service to the public - to focus on
results for Canadians. And for those of us working in the Department of the Solicitor General focusing on results means making Canada one of the safest countries in the world.
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ANNEX A

STATUS REPORT ON ACTIVITIES UNDERTAKEN UNDER
OUR FIRST HUMAN RESOURCES PLAN 1997-2000
The Human Resources Plan 1997-2000 was an ambitious one. While we have experienced a few delays because of
work on other critical initiatives such as the Universal Classification Standard (UCS) and staffing reform, we have
completed 92.5% of the planned activities while 7.5% of the planned activities are currently underway.

1. HUMAN RESOURCE MANAGEMENT STRUCTURE

Completed

In
progress

ORGANIZATION IN PLACE

COMMi+TEE ESTABLiSHED
Departmental Incentive Awards Committee

X

HUMAN RESOURCES POLICIES AND PROGRAMS DEVELOPED/REVISED
Area of Section Policy
Awards and Recognition Program
Career Enrichment Program
Alternative Work Arrangements Policy
Grievance Procedure
Policy
,
Organization and Classifi cation Policy

X
X
X
X
X

Performance Review and Employee Appraisal Process
Human Resources Data Validated, Collected and Analysed

X

Develop Data Bank of employees education, competencies, and career aspirations
Human Resources Planning Framework Implemented
Generic Job Descriptions Developed
Create Positions for Recruitment
Implement Framework for Learning
Develop Competency Profiles

- Policy Analysts
- Support Functions
- Service Sector

X
X
X
X
X

X

.1

2. CAREER MANAGEMENT

Annual Performance Review and Appraisal
Succession Planning
I Establish Pa rt nerships
Identify knowledge/skills/competency
gaps
...„
.......
. ,
....
.....
Identify Developmental Assignments _
/Opportunities
Participation in Developmental Programs (AEXDP, CAP, Diversity in Management)
Identify Assignments for Corporate Developmental Program Participants (AEXDP, CAP,
Diversity in Management)
Develop an Approved Learning Program
3. CONTINUOUS LEARNING/DEVELOPMENT

Completed
X
X
X
X
X
X

X
Completed ;

Identify core curriculum
• for policy analyst
• for support staff
• for all employees
Establish Partnerships
• larger departments with training programs
• partner departments
Identify Learning Needs
Develop Learning Plans
• organizational units
• department
Support Staff Conference
Coaching/Mentoring
Senior Management Forum

In
Progress

In
Progress
X
X
X

X
X
X
X
X
X
X
X

4. RECRUITMENT/SUCCESSION

Completed 1

j Identify Competency Shortages

In
Progress

X

Develop Recruitment Strategy

' Identifying positions for recruitment
, Participate in Student Programs

X

; Learning Program for Junior Level Policy Analyst

i Development Opportunities for Employees at the
r

EX minus one and two levels

X

Development Opportunities for Executives
Learning Program for Support Staff

5. WORK ENVIRONMENT/ORGANIZATIONAL HEALTH

In
Progress

„

Internal Communications
Employees Newsletter - "SCOOP"
Open Houses
Ask for it/Je Réponds

1 Participation and Involvement
Business Plan Consultation
Social Committee
Reward and Recognition
Instant Awards
Departmental Achievement Award
Exemplary Service Award
Health Indicators

X

ANNEX B

LIST OF THE DEPARTMENT'S HUMAN RESOURCE
POLICIES AND PROGRAMS
•

Alternative Work Arrangements

•

Awards and Recognition Program

•

Career Enrichment Program

•

Career Management Program

•

Delegation of Authority-Human Resources Management

•

Deployment Policy

•

Employee Assistance Program (EAP)

•

Exit Interview Policy

•

Grievance Procedure Policy

•

Official Languages Policy

•

Organization and Classification Policy

•

Policy on Harassment in the Work Place

ALTERNATIVE WORK ARRANGEMENTS (December 8, 1997)
The policy describes the various types of alternative work arrangements available to employees,
and sets out guidelines for the establishment and operation of those arrangements. Employees
wanting more information on alternative working arrangements should talk to their managers
and/or the Human Resources Division.

AWARDS AND RECOGNITION PROGRAM (September 26, 1996)
The purpose of the Awards and Recognition Program is to recognize Public Service employees
for the years of service, their contributions to the organization and their exceptional work
achievements. The following awards are given:
•

Retirement Certificate

•

Long Service Award

•

Merit Award
(a) Outstanding Achievement Award
(b) Exemplary Service Award
(c) Instant Award

CAREER ENRICHMENT PROGRAM (October 11, 1996)
The Department of the Solicitor General is committed to maximizing the unique contribution of
every employee and the achievement of its Mission. The purpose of the Career Enrichment
Program is to promote career development for departmental employees, while providing
managers with an alternative means of addressing its short-term human resources requirements.

CAREER MANAGEMENT PROGRAM (1996)
Career management impacts on both organizational requirements and employees' career
aspirations. Within the framework of this approach, the organization must review its needs in
terms of qualifications, skills and knowledge, with a view to attaining the goals it has set for
itself. The organization must then determine what kind of training and development is needed in
order to achieve the optimum level of qualified work force. Together with individual career
planning, this enables employees to move toward their career objective. As a global process,
career management is closely related to other human resources activities.
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DELEGATION OF AUTHORITY FOR HUMAN RESOURCES MANAGEMENT
(April 1, 1997)

The Delegation of Authority has been revised to reflect legislative amendments regarding human
resources management and the renewal of the Department's mandate. Authority is delegated by
the Deputy Solicitor General to officials holding positions listed in the delegation instrument.
DEPLOYMENT POLICY (June 16, 1994)

The departmental deployment policy enables managers to meet their organizational requirements
and facilitates employees' development, while addressing their personal needs.
Before a deployment takes effect, the employee must receive written notification of the
deployment and must accept the offer in writing.
Deployments are neither an obligation for the employee nor an appointment to a specific
position. Deployments are not subject to appeal; however, employees may avail themselves of
two avenues of recourse:
• Complain to a manager with Level 1 delegated authority for human resources
management (Assistant Deputy Solicitor General, Director General, Director of
Human Resources). The manager will render a decision in writing and provide a
copy of the decision to the employee.
• If the employee is not satisfied with the decision, he/she may file a complaint with
the Public Service Commission.

EMPLOYEE ASSISTANCE PROGRAM (EAP) (April 1, 1991)

The Employee Assistance Program is a voluntary and confidential service that helps employees
who have personal concerns that affect their personal well-being and/or work performance. The
EAP offers an assessment and refenal service and short term counselling tluough qualified
professionals. Some examples of personal concerns are marital, family, interpersonal relations,
emotional, stress (both work related and personal), alcohol and drug abuse, financial, work
related and any other conce rn s that affect personal well-being. To access the Employee
Assistance Program's 24 hour service, you can call 1-800-268-7708, TDD 1-800-567-5803.

3

EXIT INTERVIEW POLICY (August 20, 1998)
The concept of exit interviews is based on the recognition that departing employees can be a
valuable source of information on the work environment.
Departing employees can be franker and more open in their comments on a department's
operations and environment. The insights they share can help management to improve the health
of the org an ization and the quality of the workplace.
Employee participation is voluntary and confidentiality will be strictly safeguarded.

GRIEVANCE PROCEDURE POLICY (May 28, 1996)
The purpose of the grievance procedure is to provide employees with an effective and
expeditious means of resolving disputes related to the terms or conditions of employment which
are not covered by an act of Parliament. Employees are encouraged to discuss these problems
with their immediate supervisor first, before availing themselves of the grievance procedure.

OFFICIAL LANGUAGES POLICY (December 12, 1996)
The Department of the Solicitor General is committed to respecting the principles and meeting
the objectives of the Official Languages Program as they relate to service to the public, language
of work, and equitable participation. Moreover, the Department recognizes that English and
French are the official languages of Canada and, as such, have equal status, rights and privileges
as to their use in all federal institutions.
Consequently, it is the policy of the Department to fully implement the three fundamental
principles defined in the Official Languages Act, namely that:
•

the public has a right to communicate with, and receive services from the
Department, in the official language of their choice;

•

employees of the Department in bilingual regions have the right to use either
official language as their language of work, subject to the Department's
obligations regarding service to the public; and

•

individuals from both official language groups must be represented equitably in
the Department and have equal access to employment and advancement
opportunities within the Department.
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ORGANIZATION AND CLASSIFICATION POLICY (October 31, 1996)
The purpose of this policy is to provide guidance to the Departmental managers and staff. The
explanation of the various stages in the classification process should provide a clearer
understanding of the different components of the federal Public Service classification system.

POLICY ON HARASSMENT IN THE WORK PLACE (June 4, 1996)
The policy ensures a work environment that supports the self-esteem and dignity of every
employee in the Department. The policy, administered by the Deputy Solicitor General, is based
on the provisions of the Canadian Charter ofRights and Freedoms, in addition to recognizing
sexual harassment and abuse of authority.
Managers are responsible for putting an end to any harassment as soon as they are aware of it.
For their part, employees have the right to file a complaint under this policy, and to be
represented by a person of their choice. No information relating to the complaint will be placed
on their personnel files. In the event of harassment, employees have the responsibility to make
their disapproval known to the person in question, and inform their supervisor, staff relations
officer or union representative.
The Human Resources Division and the two Deputy Solicitor General representatives are
responsible for settling harassment cases, ensuring that employees are aware of the options
available for settling harassment cases and for providing immediate and impartial assistance.
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ANNEX C
WHAT'S NEW, WHAT'S NOT

Activity
Systemic Change
Implementation of UCS

New

Continuing

a

Staffing Reform

Reinforcing Values and Ethics
Career Management

Skills and Education Data Base
Developmental assignments
Performance Review and Appraisal
Performance Management Program for Exs

_q

Continuous Learning and Development

Identification of corporate priorities for training
Formal Monitoring process for learning plans
Core Curriculum
Partnering with other organizations

a

Support Staff Conference
La Relève Working Group

Coaching and Mentoring information
Coaching and Mentoring brokerage service

q

Technology/Resource Centres
Retention and Recruitment
Identification of entry-level positions
Student Programs
Generic competitions for support staff

Opportunities for EX minus one and two
Use of the PSC Assessment Centre
In-house language training
Partnering with other departments in programs such as CAP
Support for AEXDP and ADM Pre-Qualified Pool
Developmental opportunities for support staff
Recruitment strategy

Responding to the Employment Systems Review

_q

q

Activity
Work Environment/Organizational Health

New

Anonymous forum for harassment conce rn s
Review of Harassment Policy
Sensitization sessions on harassment
Building Refit

-V

Promote the use of Alternative Work Arrangements
Reassessment of workload and resourcing levels
Guidelines on the use of overtime
Social Committee
Taking the Pulse

Continuing

V
V
I

-1
-\,I
-V

V
V

Monitoring and Evaluation
Annual monitoring of results
Program evaluation of the Plan

-V
-V

ANNEX Dl

Employees by Predominant Groups
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Average Age/Years of Service by Predominant Groups
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ANNEX D3

Movement to Other Departments
50
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1997

10
5

Other Departments
II Partner Departments *
D Within Ministry

7

IC
1998

I

1999

Total

* Justice, Privy Council Office,

Foreign Affairs & International Trade, Canada
Customs and Revenue Agency, Citizenship and Immigration, Industry

Reason for Departures from Public Service
12
10
8

111 Retired
• Resigned

6

CI Term Ending

4
2

o
1997

1998

1999

Total

ANNEX D4

Employment Equity Representation
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Women
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Minorities
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Aboriginal
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Persons with
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Official Languages Representation in NCR
(in percentage)
80
60

70
599
41
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20
0
English

IIE

French

4
1

0

Unknown

Employees U PS Representation

Good representation of women in the Department; comprise 45.5% of Executive Category which is well
above the Public Service average of 26.9% (as of March 1999).

The Ministry of the Solicitor General

AINNEX E

Solicitor General of Canada I

Review Bodies:
- Correctional Investigator
RCMP Public Complaints Commission
- RCMP External Review Committee
-

Royal Canadian
Mounted Police

Canadian Security
Intelligence Service

Department

Inspector General
of CSIS

Correctional Services
Canada

National Parole
Board
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SOLICITOR GENERAL
I
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