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Executive Summary

On October 1, 2 and 3, 2003, over 100 enthusiastic Pride, Recognition and Workplace
Well-being departmental & regional representatives (including managers) attended the third
annual conference organized by Treasury Board Secretariat to focus on * creating a workplace of
choice’ issues. For the first time, the workplace well-being community joined the awards and
recognition community at the conference, thus enlarging the ‘family’ dedicated to the common
objective of improving the overall wellness of the federal Public Service workplace.

Conference participants quickly recognized their common interests, as they looked at ways of addressing
workplace well-being issues and reflected with senior managers on ways of doing that. They were given

opportunitiesto share their knowledge and best practices with one another, aswell as to develop a better

sense of the common issues and how to address them.

Within the overall Renaissance theme of the conference, motivational speakers offered unique
perspectives on how to restore balance to work and personal lives, develop a culture of recognition within
the organization, and achieve total success and motivation in all aspects of life. Two members of the
Committee of Deputies on Pride and Well-being engaged the group in reflecting on the characteristics of
supportive and effective managers, and a panel of Public Service champions shared their experiences of
implementing Pride, Recognition and Workplace Well-being programs within their respective
organizations.

A series of workshops provided participants with opportunities to share ideas and |earn more about
diverse topics such as organizing large-scal e awards ceremonies and making fitness a priority in their
busy lives, the role of the workplace in managing health and key human resource challenges facing
Canadian organizations today, filling the gap between policy and practice, and taking a results-based
approach to organizational well-being in the Public Service. In an interactive brainstorming process
known as a ‘ knowledge café', the group addressed and provided feedback on four key Pride, Recognition
and Workplace Well-being themes.

Throughout the conference, participants were encouraged to engage fully and address the issues that
mattered to them. They were reminded that their input in previous years had made a difference, and they
were invited to continue to provide advice and make areal contribution to workplace well-being. Overall,
the conference was considered by participants to be a great success, with a4.4 approval rating out of a
possible 5. Ninety percent of respondents indicated that the conference had met their expectations, and
94.2% would like to see another conference held next year.

In her closing remarks, Louise Delorme, Manager, Workplace Well-being Team, Treasury Board
Secretariat, expressed her warm appreciation to the participants and to the team who had organized the
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conference. She also promised to follow-up on the annual conference with “the right formulato respond
to the needs of the community”.

Several key themes emerged during the group’ s deliberations over the three-day period, as well
as several key suggestions to be brought to the attention of the Committee of Deputies on Pride
and Well-being. These have been captured in the summary that follows.
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Conference Participants’ Feedback

Accountability

Managers should be held accountable for workplace well-being. Deputy Heads should be made
awarethat thisis part of their job and that they will be held accountable for doing it. Treasury
Board Secretariat and the Privy Council Office should work together to promote initiatives and
practices for workplace well-being, recognition and work-life to Deputy Heads and make sure it
is part of their accountability framework (starting with their own with the Clerk). Workplace
well-being should be tied into government objectives, departmental priorities, and values and
ethics. Senior managers should be held accountable in their performance appraisals for their
employees well-being. Middle managers should be called to recount the specific activities they
had undertaken to foster workplace well-being within their respective units.

Management Capacities

The existing management profile should be updated to include attributes that contribute to
workplace well-being, such as a genuine caring for people and an ability to provide them with
effective support and conditions of work. Employees want fair and honest managers who
communicate well, ‘walk the talk’, and have an ability to lead. Managers must reward good work
and behaviour. They should aso address poor performance or bad behaviour and deal with it
effectively. Staffing in anticipation of the baby boomer exodus should be undertaken now, and
should include an in-basket assessment of supportive engaging competency. There should also
be compul sory management development programs that include ‘ people skills' like how to say
“thank you”, how to communicate to create an open climate of two-way communication, and
how to use existing policies towards work-life balance and workplace well-being.

Measures and Indicators

In facing the challenge of making the Public Service an exemplary workplace, we need to make
our leaders and managers accountable not only for their business results, but also for how these
are achieved, i.e., their ‘ people results’. Stressin the workplace, with all its debilitating effects
and negative impacts on the achievement of organizational goals, is very often aresult of how
our work is organized and how we are treated. We can both manage our workload and achieve
our desired resultsif we have the right kinds of managers with the right priorities. Once we have
determined the type of managers we need and decided to hold them accountable, however, we
need to develop the tools whereby we will be able to assess their performance. We need to
develop the organizational measures and indicators that are required as a basis for accountability
for people management and leadership. Without performance indicators, we are flying blind.
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Business Case

There has been much discussion about the need to develop a business case that would clearly and
convincingly present overwhelming evidence for implementing Pride, Recognition and
Workplace Well-being programs throughout the Public Service. The fact is that this evidence
aready exists, as was eloquently and passionately presented by various speakers throughout the
conference. We' ve done the PS Surveys. We have sufficient research and data that links the
workplace of the 21% century with escalating levels of stress and subsequent oss of productivity
and engagement. We know enough about the positive connection between recognition and
performance. We know that bringing compassion and community to the workplace resultsin the
enhanced achievement of organizational goals. It is clear that we need to establish clear
objectives and make managers accountable. We know that we have to market recognition. We
are aware of the need for measurement, follow-up, and continuous feedback. Treasury Board
Secretariat (now the Public Service Human Resources Management Agency of Canada) isthe
obvious organization to provide leadership in building our solid business case. However, the
development of a business case should not be used as an excuse for inaction. Let’sjust do it!
Departments can begin work right now and Champions can play an important role.

Communication

Communication on a number of levelsis critical and, to this end, we should develop an overal
communications strategy. Treasury Board Secretariat and the Privy Council Office should make
sure that changes to the HR Modernization Act are clear, and that managers are provided with
simple and understandabl e information, tools and support. We should build a network of trained
Pride, Recognition and Workplace Well-being ambassadors to showcase the benefits of our
programs. It isimportant that the workplace well-being and pride and recognition communities
continue to work together, and we should find mechanisms to network and share our best
practices, experiences and ideas with each other. Treasury Board Secretariat should oblige each
department to name a champion for recognition and well-being. Champions should work
together to explore and enhance further opportunities for networking and synergy.

As part of the overall communications strategy, an interdepartmental task force could be
established to devel op a workplace well-being framework for the whole Public Service. This
could be positioned as part of the government response to the current focus on the wrongdoing of
the former Privacy Commissioner and the allegations of abusive treatment of people. A task
force could affirm the pride, honesty, integrity and excellence of the vast majority of public
servants, while recommending the implementation of initiatives to ensure ongoing accountability
and workplace well-being.

Finally, whatever we do, we should keep it smple.
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Opening Remarks

CatherineMacQuarrie

Executive Director, Policy and Learning Division
Policy and Planning Sector (Human Resour ces)
Treasury Board Secretariat (TBS)

Catherine MacQuarrie launched the 2003 Pride, Recognition and Workplace Well-being
Conference with awarm welcome to all participants, and recognition of the team who had
worked so hard to organize the event: Louise Delorme, Chantal Hubert, Debi Laframboise,
Robert Chartier, and Lise Théroux.

She pointed out that the conference was taking place at a time when media attention, focused on
the wrongdoing of afew, was having a negative impact on the morale of Public Service
employees, and casting a shadow on the pride, honesty, integrity and excellence of the vast
majority of public servants.

The Renaissance theme of the conference was particularly appropriate, she observed, as the
world of HR is becoming more complex than ever, and will continue to be so as we embark on
HR modernization. “Our role is evolving rapidly, and we need to prepare ourselves for
chalengesin HR,” she stated.

The recently-distributed Report of the 2002 Survey Follow-up Action Advisory Committee calls
for maintaining the momentum that has been achieved. “The Public Service needs ‘missionaries’,
like yourselves,” suggested Ms. MacQuarrie, “who will make pride and workplace well-being
contagious throughout the Public Service. Let’s take advantage of this conference to share ideas
on how we can do that.”

There were two main reasons for deciding to hold ajoint conference between the awards and
recognition community and the workplace well-being community in 2003. Recognition in the
workplace is one key element of workplace well-being. Secondly, managers are ‘carriers’ of
culture, and we need to look at how to grow more capable and supportive managers in the Public
Service. The Committee of Deputies on Pride and Well-being, with their expanded mandate,
passion and commitment, will surely help us in meeting the challenges before us.

Our new thrust at Treasury Board Secretariat includes streamlining and improving our
management and HR processes, and alarge part of that will be clarifying the expectations of
deputies, managers and employees as to the kind of workplace we want. As part of the renewal
of our policy suite, the Workplace Well-being Team will review the Recognition Policy and

TREASURY BOARD OF CANADA SECRETARIAT




begin the development, in the next year, of a Policy Framework for Workplace Well-being.
Departmental consultations will be part of this process.

“Thisisyour conference,” affirmed Ms. MacQuarrie. “I thank you for your participation and
urge you to engage fully and address the points that matter to you. We value your comments.”

L ouise Delorme
Manager, Workplace Well-being Team
Treasury Board Secretariat (TBS)

“Wow!” exclaimed Louise Delorme. “We're having a family reunion — and the family has
grown!” She went on to say that she was very happy to see representatives of both the
recognition and workplace well-being communities present in approximately equal numbers, as
well as to welcome the regional members of these communities.

“We need this conference more than ever! We are dealing with pride, recognition and workplace
well-being at atime when it is sorely needed in the Public Service. To become an employer of
choice, we need to have aworkplace of choice. Otherwise, people will not be interested in
coming to work here.”

Louise Delorme shared the objectives for the conference:

» To create more engagement within the HR community in looking at ways of addressing
workplace well-being issues (to get fired up);

» To reflect with senior management on ways of doing that;

» To share knowledge and best practices with one another; and

» To develop abetter sense of common issues and ideas on how to address them.

“We have a plethora of research studies at our disposal,” observed Ms. Delorme. “While these
can guide us, let’s not fall into the trap of ‘analysis paralysis.” Shereferred participants to the
TBS website where, among other documents, the 2002 Public Service Employee Survey Results
and the Report of the 2002 Survey Follow-up Action Advisory Committee can be found:

http://www.tbs-sct.gc.ca/hr-rh/wl bps-ecoppfps/index e.asp
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http://www.tbs-sct.gc.ca/hr-rh/wlbps-eeoppfps/index_e.asp

There has been modest progress since 1999:

»

68% of respondents believe they receive useful feedback from their bosses about their job
performance;

72% get adequate recognition from their bosses when they do a good job;
87% are satisfied with their current work arrangements;
23% feel pressured by others to work more than their regular hours; and

Harassment and discrimination are still issues, with 21% believing they were victims of
harassment on the job within the past two years.

“1 hope you participate fully in this conference,” said Louise Delorme. “Feedback and
continuous learning are basic tenets of the Pride, Recognition and Workplace Well-being
community, and we are counting on hearing from you during these few days.”
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Bring your work to Life!

Bill Mills
InnerFormation Training and Consulting Incorporated

In alively and highly interactive session, Bill Mills outlined three key strategies for restoring
balance to our work and personal lives. These strategies centre on three key relationships: with
ourselves, with others, and with our higher values.

Among the main challenges or changes affecting our lives today are economic re-sizing,
technology creep, the embryonic transfer of decision-making positions from baby boomers to
generation X-ers, an increase in work demands within flattened organizations, and an
accompanying increase in the non-work demands of coping simultaneously with children and
aging parents. We arein role overload.

The impacts of some of these changes in the workplace include unpaid overtime, which has
increased from one in ten people working 50 hours per week in 1991, to one in four today.
Middle managers are not succeeding in balancing their work and family lives. Depression is now
nearly as prevalent as diabetes, and left untreated in two cases out of three. It is believed that,
within the next decade, depression will be the second-leading cause of disability in the world
after heart disease. Increased levels of stress are accompanied by a plethora of associated
problems and diseases.

These loads are smply not sustainable over the long term. We need to push past a‘more with
less mentality to one of ‘lesswith less' but, in so doing, we need to have a sense of what’s
important to us. To this end, Bill Mills offered his three key strategies for restoring balance to
our work and personal lives.

Relationship with ourselves

Who are you and what do you want? In awork setting, what example do you want to set that
will never be forgotten? What positive difference do you want to make in your workplace? If
you knew in advance that you could not fail, what would you dare to do in your life? These are
guestions we should be asking ourselves. Studies indicate that income levelsin retirement are not
agood indicator of happiness, while a sense of purpose is. And, once we know more about
ourselves and what isimportant to us, we are also better qualified for our relationships with
others.
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Relationship with others

We need to combine compassion for people with a passion for the work we do. Competence,
although important, is the most overrated quality of our time, and merely a weapon in the hands
of people who don’t have caring for people in mind. We can do what we love or, alternatively,
love what we do, just so long as we care for people and are purposeful, present, and observant.

Relationship with our higher values

Higher values are called *higher’ because they’ re both benevolent and universal. They are
choices, which may not be the ones we grew up with or areinclined to opt for in certain
situations. Their purpose is simply for us to make these choices for ourselves. We may need to
call atime-out in our lives and calm down alittle before we choose; meditative practices can be
helpful in thisregard. Once we are in a calm state, we can choose higher values such as respect,
fairness, openness, honesty and integrity.

Thereisaspiritual dimension to this latter strategy that, in itself, is helpful. Studies have shown
that spiritual people are healthier and recover faster from depression and from surgery. They
have fewer incidents of heart attack and stroke, less chronic pain, and longer life spans.

In 2001, Canadian Policy Research Networks reported 79 million lost workdays, or $3 hillion,
due to short-term absenteeism. In a 12-year study of 2 million employees and 1,400 employers,
the University of Michigan in 2001 concluded that wellness programs lower absenteeism,
disability claims and employee benefit costs, while improving morale and increasing
productivity. And yet, despite
the evidence, only 18% of
Canadian employers have
comprehensive wellness
programs. Clearly, there iswork
to be done.

We can use the three strategies,
concluded Mr. Mills, asaway
of creating rainbows in our
work and personal lives.
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The characteristics of a supportive and effective manager

Larry Murray 2 .

PS Champion for Pride and Recognition ' ==
(|

Deputy Minister, Fisheries and Oceans

LucieMcClung
Commissioner, Correctional Services
Canada

DMs’ Views

Facilitator Dominigue Dennery engaged two 2
members of the Committee of Deputies on Pride and Well-being who, in turn, engaged
participants in a discussion and group exercise on the expectations of managersto be effective
and supportive.

What do you look for in a manager?

Larry Murray: Caring. Managers should genuinely care about the people around them and what
they do. They should be both enthusiastic and team players. They should have common sense
and a sense of humour. Their job is leading, being seen. They need to ‘walk the talk’. They
should also be people with a different perspective, willing to disagree and to engage in real
discussions. | really value that.

Lucie McClung: Managers should be drivers, not passengers, and care enough to actually do
something. | look for people who enjoy people. Management is about people, and we need
managers who are able to sit down, tackle the problems, and draw the best out of people. They
need to support their people and provide the conditions for them to be effective. | would look for
managers who fundamentally want to serve the public and fundamentally want to make a
difference.

What does the term “supportive manager” mean to you?

Larry Murray: Thisisadifficult environment for managers, and they must make difficult
choices. Supportive managers must also be capable managers, and maybe we should be using the
term ‘ capable manager’ . Part of being aleader isleading, and akey ingredient of leadership in
the Public Service or elsewhere is taking ownership of responsibility for people, for example,
providing them with the tools they need.

Lucie McClung: Thefirst thing to do in creating conditions of successisto take care of yourself.
At Corrections, all managers have accountability contracts on how to create visible conditions of
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success. We have to start creating win-win situations for both difficult clients (in our case,
offenders) and staff.

How do you foster pride, recognition and workplace well-being in
your organization?

Larry Murray: We need to give value to what people are doing by recognizing what they do. We
also need to make sure our organizations are rewarding the right behaviours. It’s al about thanks
and being appreciated.

Lucie McClung: | aways say “get mad.” | invite you to react when things go wrong. We care
about serving the public and it would serve us well to get that message out. | hope that citizens
will sense and continue to sense the passion.

How do you bring balance to your life?

Lucie McClung: | think the most important thing is to enjoy what you do. Balance is not
necessarily 50-50, and you decide how you want to live your life. Personally, | work most of the
time, and I’m always thinking about it. But | also need to manage my stress, so | jog and take
holidays.

Larry Murray: My balance is my balance, and that’s not 37 ¥2 hours aweek. I’ ve always guarded
an hour of jogging aday. The spiritual side isimportant aswell, asis genuinely believing what
we do isimportant.

How can the people in this room help?

Larry Murray: Thisisyour third annual conference and my third year as champion. Because of
your input, we have Pride and Recognition champions, and we also realize we have work to do.
We have an opportunity to make areal difference in workplace well-being, and we need and will
value your thoughts on this. We know that we want to do something around ‘ capable and
supportive’ managers, but what does that mean? We want to hear from you and will try to move
forward on your suggestions in a concrete way.

Lucie McClung: | invite you to be as precise as possible in giving us your feedback: what is the
tangible expression of improvement in conditions of work? We're in the process of change and
thisimplies that everybody should be involved in insisting that conditions of work are what we
want them to be.
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“Fish Smell From The Head”

Your Views

Working at their table groups, participants identified the key characteristics of a supportive and
effective manager, and agreed on one top characteristic per table. The following were thought to
be the top traits of supportive and effective managers, from a variety of perspectives, identified
by the table groups.

Senior Managers Perspective

Human

Team player

Communi cator

Honest

Good manager of work expectations of senior management

vV v v v v

Middle Managers Perspective

» Good leader - manages the work demands of senior managers
» Visionary asto where we are going and how to engage people
» Leads by example with respect to work-life balance

» Respectful

Employees Perspective

Fair

Honest

Communicator

Walks the talk

Has ability to lead

Unions' Perspective

vV v v v v

» Respects Collective Agreements
» Far

» Transparent

Canadian Public’s Perspective

» Respectsindividuals

» Reliable

» Service-oriented
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Participants were asked to prepare 60-second
commercias highlighting the good, the bad, and
the ugly sides of the top characteristics of
supportive and effective managers identified
earlier. The following represent highlights of the
participants’ subsequent lively and oftentimes
humorous feedback to the Committee of Deputies
on Pride and Well-being:

Managers Perspective

» Monitor overtime, sick leave and tardiness as
indicators of workplace well-being.

» Encourage taking operational realities into consideration when making demands/requests.

The bad and the ugly:

Senior manager: “Can you get this major project done?”’

Manager: “Yes”

The good:

Senior manager: “Can you get this mgjor project done?’

Manager: “Let me explain to you the operational reality so we can negotiate a
reasonable compromise on how, when, and the cost to get that project
done.”

Employees Perspective

» Managers must take care not to recognize bad behaviour or work, and must deal with this
negative behaviour or work effectively. They must reward good work and behaviour. To do
less or mix the two brings about low morale, apathy, distrust, etc.

» Walk thetalk and stop to talk.

» Wanted: Honest, fair manager with ability to lead. Respects work-week hours; authorizes paid
overtime; discourages annual leave carryover; supports learning. Preference given to good-
looking communicator with compassion.

Unions' Perspective

» The Clerk and Deputies should establish a performance agreement requirement for afive-year
period, which would reflect specific commitments and results related to the improvement of
employees’ well-being.

» Betransparent without showing “Victoria's secrets’.
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Canadian Public’s Perspective

» Heed the things your employees need
And good service we will receive indeed;
Ignore the service we are looking for
And you can be sure...

We will vote for you no more!
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Panel of champions on pride, recognition and workplace
well-being

Eugene Aucoin

Champion, Pride and Recognition

Atlantic Canada Opportunities Agency (ACOA)

Sange De Silva

Director General

Labour and Household Surveys Branch
Satistics Canada

Richard Gagné
Director, Human Resources
Canadian Environmental Assessment Agency

Three Public Service champions shared their experiences about what worked and what didn’t
within their respective organizations, providing an opportunity for participants to learn more
about some strategies used by other departments (large, medium and small) that have had some
good experiences.

Statistics Canada

Over the past few years, Statistics Canada, with 6,000 employees at headquarters and another
2,500 in the field, has implemented a number of exemplary HR management practices,
particularly as they relate to addressing the feedback of departmental employees in both the 1999
and 2002 Employee Surveys. About two years ago, the department created an umbrella Wellness
Committee.

The department provides a virtual buffet of activities to support workplace well-being, ranging
from afitness centre and free flu shots to flexible hours and employee appreciation days. There
are three levels of recognition. Formal awards are presented annually, and every division has a
semi-formal, instant awards program. What seem to work best are the informal, spontaneous
events, organized quickly to recognize and celebrate various achievements. All executives are
asked at the end of the year what they have done to support pride and recognition and to promote
wellness in the organization.

If you don’t have your Deputy’ s complete support, find ways of doing something and showing
him/her that it works. We held an employee appreciation day where you could just feel the

energy. Our Deputy got hundreds of |etters from the staff thanking him and, the following year,
nobody had to remind him to hold asimilar event. It’ s like respect; you demonstrate it and earn
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it. Of course, you have to have some support to do this. It makes a huge difference to people,
knowing that the Deputy supports an activity.

Most of our senior managers are pretty good, but some don’t pay attention to HR issuesand |
don’t think thiswill be allowed to last. We don’t need any more proof that wellnessis good for
productivity/morale. If senior managers are just paying lip service to instant recognition, get a
group of employees to evaluate the applications.

What' s really key about workplace well-being is that you have to do some work and it hasto be
meaningful. To do meaningful work, you have to be trained and have the tools. These are
essentials in a healthy workplace. In addition, you can have amenities such as fitness centres, but
the most important thing is having respect in the workplace for the contribution you’ re making.
Thisis not an easy culture to instill.

Atlantic Canada Opportunities Agency (ACOA)

ACOA isamedium-sized organization that didn’t always have a comprehensive policy for
employee wellness. This changed with a change in senior management and, specificaly, with a
new Deputy Minister whose personal vision was to become an employer of choice.

The agency has an internal awards program that works well, with recipients selected by their
peers, but thisin itself was not enough. At an Atlantic Retreat, 37 senior executives agreed on a
series of specific actions, leading to a big improvement in workplace well-being. Key wordsin
these actions are: ‘promoting innovation’, ‘challenging creativity’, and * staying focused on the
principal mission of the organization’. Because ACOA’s executives had contributed to their
development, the actions hold alot of meaning for them. They learned alot from each other at
the retreat, and came away with a good sense of how and why things work.

Therole of achange agent is to help the most senior person in the organization understand what
it is possible to achieve in the organization, to help him/her see how some of these activities can
help achieve the ultimate purpose of the organization. Not all senior managers are focused on the
HR side of things, and we have to bring these considerations to their conscious level.

We need to ask ourselves what management styles we have been rewarding and what message
we want to send. It’s not a good ideato reward long hours, for example, because thereisalot of
controversy around this issue and we would be encouraging that behaviour. We don't just want
the status quo minus the negatives; let’s focus on management styles that promote pride. One of
the jobs of senior leaders isto remove the obstacles to achieving organizational goals.
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Canadian Environmental Assessment Agency

Based on Public Service Survey results, this small agency is considered a good Public Service
model employer. Our approach has been to integrate wellness initiatives into other initiatives,
and one of our key criteria has been to keep it ssimple.

We recognize long service and we celebrate events. Our senior management is committed to
workplace well-being, and hold forums focusing strictly on HR matters. We also have a micro-
committee on HR modernization within the organization. Often, it’s the accumulation of little
things that makes the difference, such as an internal newspaper, and ideas don’'t necessarily have
to come from senior management.

There are many components of workplace well-being. A number of these need investment, and
many more don’t. A simple ‘thank you’, said with a smile, can do wonders.
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Developing a culture of recognition

Bob Nelson
President, Nelson Motivation, Inc.

Dr. Bob Nelson, oftentimes referred to as “the guru of thank you”, provided a solid and
impassioned pleafor developing a culture of recognition within the organization.

It is no secret that work today is very stressful and, while various surveys have demonstrated that
recognition is a powerful tool and highly effective motivator, it is not used very often. The
number one reason people cite for leaving their jobs today is not being valued for the work they
do. Approximately one third of high performers will be looking for anew job in the next year.
According to Gallup, who surveyed two million people in this regard, the top predictor of the
tenure of any employeeisthat person’s relationship with his’/her immediate supervisor.

Recognition is appreciating someone for something he or she has done for you, your group, or
the organization. When you get serious about performance, you have to get serious about
recognition. It isimportant to understand that recognition is not done so that people will like you,
but is connected to performance. In fact, it is the greatest driver of performance we have. People
don’t want to be praised for nothing, but for doing something. A whopping 96% of employees
say they expect to be recognized when they’ ve done something well, and are de-motivated if
they’re not.

The greatest management principle in the world is that you get what you reward. All behaviour is
controlled by its consequences, which can be positive, negative, or non-existent. Various
management ‘ gurus’, including Stephen Covey, have observed that positive consequences have
multiple times the power of negative consequences and, yet, most employees say the only time
they hear from their managers is when they’ ve made a mistake. Because of the alienating effect
of technology in the workplace, the need for positive reinforcement is even more pressing (high
tech = high touch).

One Gallup poll poses twelve questions that predict success in an organization. The final
guestion relates to recognition and, of the twelve predictors, is the only one ranked below
average. If you don’t recognize excellent performance, at some point you will loseit. By the
same token, if you do the same for everyone, you will get average or marginal performance.
Recognition not linked to performance is a beeline to mediocrity.

There is no quota for excellence!

Recognition can be done formally, as part of a structured program. While thisis avaluable dlice
of the pie, it has atendency to become stale, and attention should be paid to adding variety to this
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type of reward, perhaps by offering the employee a choice of merchandise outside of the
ordinary (e.g., conference attendance or a Bed-and-Breakfast getaway with one' s spouse).

Informal recognition is a spontaneous form of sincere thanks for a desired behaviour or
performance. Although it’s spontaneous, you need to plan for it. For instance, if you want to
write spontaneous notes of thanks, you' Il need to get the notepaper beforehand and have it ready.

Day-to-day recognition is daily feedback about positive employee performance. Those managers
who have internalized its importance actively look for and act upon opportunities to recognize
employees when they do good work —on adaily basis. When asked where they themselves get
reinforced, these managerslist: employees, peers, customers or suppliers, themselves, and their
managers —in that order.

Praise and thanks can be personal, written, electronic, or public, and managers should be doing
all of these. Praise should be given as soon as possible following the activity you want to
reinforce —why not interrupt a meeting with good news for a change? It should be sincere,
specific, personal, positive, and proactive. It should also fit the person being recognized, as well
as the person doing the recognizing.

Whichever kind of recognition isused, it isimportant to keep it exciting, fresh and different.
Hewlett Packard’ s golden banana award originated as an actual banana, spontaneously plucked
from his lunch by an appreciative boss and offered to an employee to recognize ajob well done.
Y ears-of-service awards can be made more meaningful by personalizing them —telling the
stories that bring them to life. Mementos, such as coffee mugs, can become symbolic by saving
them for special occasions.

Recognition that is not earned is not valued. Y ou need to put a performance value on it by
establishing timely, clear criteria, and it becomes a point of pride for people to earn it.

“If you always do what you’ ve always done,
you'll always get what you' ve always got”, said
Dr. Nelsonin closing. “It isamanager’sjob to
lead with the knowledge and with the spirit. If
you recognize often and whenever it is earned, it
will bereal to the people in your sphere of
influence, it will become contagious, and you'll
get the results you're after.”
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Workshops

Bring Your Work to Life!
Applying the Best of You to What You Do!

Bill Mills
InnerFormation Training and Consulting Incorporated

In this interactive workshop, Bill Mills led participants in a series of activities designed to
explore how they might derive more meaning and motivation from their experience of work, and
how they might bring more compassion and community to their workplace.

The workplace of the 21% Century is an uncertain and, in many cases, unhealthy place. Studies
conducted in 1997 and 2002 have determined that federal Public Service executives are suffering
from twice the levels of stress and depression as the overall Canadian population, and thisat a
time when human resource planners are trying to attract good people to fill amyriad of executive
positions as baby boomers begin to retire. These same studies conclude that if you place a
healthy person, no matter how resilient, in an unhealthy environment, eventually that person will
become sick.

Clearly, work needs to be done to overhaul the structure of the Public Service to makeit a
healthier place, but change of this magnitude can easily take many years to implement. In the
meantime, there are strategies that everyone can put into practice immediately to cope with, and
even excel in, uncertainty. Each strategy emphasizes an important relationship in life: your
connection with Self, your connection with Others, and your connection with Higher Values.

Self

In order to connect with your Self, you must first develop a sense of purpose. Y our sense of
purpose acts as does the long pole carried by atightrope walker: it enhances your sense of
balance and confidence, especially during worrying times. A sense of purpose can be elusive
and, often, the best way of capturing it isto sit perfectly still and let it come to you as you reflect
upon such questions as: What’ s truly important to me? What am | passionate about? What's
my purpose? What’'s my personal mission? What values do | hold dear?

Balance is key to well-being. Y ou need to maintain a healthy balance between opposites:
moving forward and staying still; giving direction and listening; spending time at work and
spending time at home; taking care of others and taking care of your Self. Y our sense of purpose
helps you find and maintain this balance. In any situation, no matter how uncertain, ask yourself:
How can | act on purpose? Then, do it.
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Others

There are two important aspects of connecting with Others and, together, they bring compassion
to the workplace. They are caring for people and passion for work. From this point of view,
caring and passion lead to compassion. Working in small groups, each with two active
participants, and given an exercise with clear instructions to win as many points as possible,
participants saw a clear demonstration of the superior power of a cooperative, win-win strategy
over the more typical competitive approach. Community in the workplace means recognizing
that it is not enough to get our own job done; we need to recognize that others need to get theirs
done aswell. We are surrounded by conditions that cause usto think ‘win-lose’, and we often
become competitive in environments where no competition is required.

Higher values

I has been well documented that, during times of uncertainty, people tend to “ catastrophize”.
That is, we tend to imagine the worst possible outcome. The Higher Values are universal life
principles, such as belief in adivine intelligence, tolerance, trust, peace, caring, honesty and
integrity, and are so called because they are so benevolent and so universal.

And, they are choices; you must choose them. For example, in the face of uncertainty, choose
trust. Take atimeout. Go for awalk. Pour yourself hot bath. Sit in silence. Meditate. Do
whatever you need to do in order to return to your feelings of trust. Remind yourself that you are
not alone. Others have faced similar challenges. They have not only survived, but some have
even thrived. Y ou can, too. Extract the learning that each situation is offering you. Accept what
you cannot change. Act on the rest, trusting that life will support you in whatever you need.

One day, with your help, the
Public Service will evolve into
aless hierarchical, rules-bound
and stressful structure. In the
meantime, you will have the
power to transform your work
into a more purposeful, caring
and trusting experience, one
relationship at atime. Keep
well.
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Ceremonies 101: A ‘How to’ Guide

Annette Reichert
Team Leader, Awards and Recognition
Department of National Defence (DND)

Char maine Maclntosh
Senior Program Officer, Awards and Recognition
Department of National Defence (DND)

Annette Reichert and Charmaine Maclntosh led a workshop on the logistics of organizing a
large-scale awards ceremony. The workshop covered topics from the call |etter and budget
considerations, through work plans and communication strategies, to tips and tricks learned in
the field. It also showcased the project management software MS Project.

The Department of National Defence is alarge department, and a number of participants who
attended the workshop, not from large organizations themselves, indicated that they did not have
as much resources as DND for their ceremonies.

Employee Well-Being: The Role of the Workplace in Managing
Health

Wendy Poirier
Consultant, Towers Perrin

LouiseLessard
Benefits Consulting, Towers Perrin

Wendy Poirier and Louise Lessard led aworkshop on the results of research conducted by
Towers Perrin on the role of the workplace in employee well-being. They pointed out that the
‘business’ of government today is getting tougher. There isincreased pressure to meet more
needs of Canadians (services, responsiveness, technology, cooperation) with less (people,
funding, expense, time). Within the federal government, public service management is high on
the political agenda, issues are compounded by demographic challenges, empowerment and
engagement are key to achieving results, and there is a need to engage people in increased
productivity.

Healthy employees are engaged employees. Engaged employees are productive employees.
Productive employees help you achieve your goals. And yet, the increased pressure on peopleis
having serious health impacts and, to demonstrate this, the workshop leaders provided a number
of statistics on the confluence of employee health factors and the changing nature of absence and
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disability. The bottom line is that building and sustaining a productive, high-performance work
environment has never been more important — or more difficult.

Happily, thereisamodel for workplace health, and it’s right under our noses. The road to
employee engagement has three important elements, and these three elements must be present
and balanced in order to get engaged employees. Employees must be clear about where they are
going as an organization and how they fit into the big picture. They must understand what is
expected of them and how their contributions will be rewarded. And, they must value their deal.

The data show that people need to feel pride, optimism and certainty about what they do, how
they do it and, to alesser but still important degree, for whom they do it. Being good at a job
bolsters confidence, and ensures that both the organization and the empl oyee achieve individual
and collective goals. Employees want to control their own destiny to the degree possible; control
feeds both competence and confidence. People's positive emotions are strongly influenced by the
people with whom they work on a daily basis; by collaboration, teamwork and shared goals; and
by a sense of purpose in their work (beyond just a paycheck).

High pressure, lack of control, low rewards, and lack of support in the workplace create
excessive strain, which in turn increases the risk to mental and physical health. It isimperative
that we replace this with a healthy workplace model of confidence, competence, control and
community, manageable stress, and improved employee well-being and improved business
results. This healthy model can work anywhere, irrespective of the business results sought.

Fitness on the Run

Marla Erickson
Linda Fredette
Brenda Hamm
LifeFIT Canada — RA Centre

Are you having trouble making fitness a priority and squeezing activity into an already
impossible schedule? Marla Erickson, Linda Fredette, and Brenda Hamm provided attendees at
this workshop with valuable information to encourage them to make fitness a priority in their
lives. Once participants were convinced that this was a good idea, they were furnished with some
practical guidelines to help them stay on track.

During the workshop, participants were able to use different practical tests to determine their
“fitness personalities’. They were encouraged to remember the importance of fitnessin their
lives, and to continue their individual fitness regimes at their own pace.
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Honing In On What Matters: Lessons From the Field

Judith L. MacBride-King

Director, Human Resour ces Management Research
Organizational Performance Group

The Conference Board of Canada

In this workshop, Judith MacBride-King shared her most current human resource research with
workshop participants. “What do you think are the key challenges facing Canadian organizations
today?’ she asked. According to her research, the key evolving issues are skills shortages, an
aging workforce, alack of leadership capability, aloss of productivity, and loss of the capacity to
innovate and respond to rapid change.

78.5% of governments report recruitment difficultiesin certain occupational categories, and 65%
report retention problems in particular occupational categories. Once again, the factors behind
the skills crunch are seen to be an aging population, the global race for talent, and the rapid pace
of economic, technologica and scientific change.

Stress levels are on the rise and employees are having difficulty balancing their various work
responsibilities with their family responsibilities. Workload is becoming an increasingly major
concern.

Employers’ health benefit costs are on the rise instead of on the decline. This again,
Ms. MacBride-King explained, was partly due to an aging workforce, employee stress, and
employee use of drugs and other medical services.

The solution to these problems, she said, is to align the human resources strategy with the
business strategy of the organization in order to recruit and develop employees with the skills
that you need now and in the future (including those you want in leaders). It isalso crucial to
focus on what matters to both current and potential employees, i.e., what will attract them, retain
them, and enhance their productivity and balance.

It isimportant to know your target market as well. For example, a student will have a different
wish list from a person with some experience. Priorities change at different stagesin life.

One constant concern in al target markets is the crucial role of the manager. Leadership and the
ability to manage the business results side, i.e., the financial and customer service aspects, as
well asthe human side, i.e., relationships with customers, employees and unions, contribute
significantly to the psychosocial work environment, which in turn can make an employee want to
stay with the organization and be productive and innovative.
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Workload is also a key concern. When workload is unmanageable, the stress level is high. This
resultsin aloss of productivity. For example, absenteeism and error rates go up, employees are
less engaged, and their innovative capacity is diminished. Employees will leave the organization
as opposed to trying to work it out. These outcomes result in an increase in health and benefit
costs and aloss of business opportunity for the organization.

By way of conclusion, Ms. MacBride-King reiterated the key solution of aligning the human
resources strategy with the business strategy of the organization, and offered the group some key
practical solutions:

» Ensure outcomes, and not hours, are rewarded

» Implement/keep and enhance work-lifeinitiatives
» Encouragerea flexibility (e.g., telework)

» Giveyourself abreak —take timeto reflect

» Ensure people know what is expected of them

» Deal with non-performers

» Provide training on new technologies

» Becomeawastebuster —rid yourself of non-value added work (e.g., Is that meeting really
necessary?)

» Develop e-mall protocols - be realistic with respect to response times, and send e-mail only to
those people who really need it

» Develop voice mail protocols

» Teach time management tools (e.g., Do you really know how Outlook works? Do you know
the timesavers?)

Filling the Gap Between Policy and Practice

L ouise Delorme
Manager, Workplace Well-being Team
Treasury Board Secretariat (TBS)

The Public Service of Canadais recognized as one of the best employer in Canada, at least on
paper when it relates to supporting employees manage their personal and professional
obligations. We have excellent collective agreement provisions and TBS policies on work-life
balance, but we have difficulty in putting them into practice. Filling the gap will be a cultural
challenge that will involve special attention of the Pride & Well-being Committee of Deputies,
leaders at all levels, departmental champions, HR advisors and staff. Ms. Delorme gave
information about the existing collective agreement provisions, TBS policies and tools available
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to managers and employees. These are available on TBS website at: http://www.tbs-sct.gc.calhr-
rh/wlbps-eeoppfps/index_e.asp.

She also gave examples of how we can fill the gap by promoting the tools available, by initiating
dialogue with all levels of the organization and by looking at creative ways to be flexible within
existing parameters. One size does not fit al and some options will be more available to groups
of staff than to others (depending on the nature of the work, technology, objectives and other
factors). According to 2002 PS Employee Survey, there has been a modest improvement on
Workplace well-being factors, including recognition by immediate supervisor.

She informed participants of TBS plans for the development of a Policy Framework on
Workplace Well-being, the development of new promotional material and work of the Pride and
Well-being Committee chaired by Mr. James Lahey.

Measuring Engagement: A Results-Based Approach to
Organizational Well-Being in the Public Service

Ralph Heintzman

Assistant Secretary, Strategic Policy and Planning
Champion Workplace Well-being

Treasury Board Secretariat

In his opening remarks, Ralph Heintzman subtitled his workshop: Toward Measurement and
Accountability for People Management and Leader ship in the Public Service. “My way of
conceptualizing the challenge,” he said, “isto see it as part of the management and leadership
challenge of any organization.”

“The challenge is to make the Public Service an exemplary workplace,” he continued. “We need
to look at how we can move beyond talk to action ... and results. We have set thisas an
objective.” He pointed out that we need to make our Public Service leaders and managers
accountable not only for the what (business results), but also for the how (people results).

Our stressis very often aresult of how our work is organized and how we are treated. We can
both manage our workload and achieve our desired results if we have the right kinds of managers
with theright priorities. “It's a question of leadership,” said Mr. Heintzman. “It involves the
managers, their priorities, how we evaluate them, and how we hold them accountable.” We need
to develop the organizational measures and indicators that are required as a basis for
accountability for people management and leadership. Without performance indicators, we are
flying blind.
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Over the past decade, the public sector has made huge strides in performance measurements,
which means we are now in a position to set baseline measures and improvement targets,
measure progress, and hold managers accountable for progress and improvement results. Our
challenge for people management and |eadership over the next decade will be to develop

consi stent management approaches and common measurement tools, identify the key ‘drivers
that create exemplary or high-performing workplaces, and develop methodology for workplace
improvement, so that we will be in a position to implement performance measurements for
people management and leadership (i.e., set baseline measures and improvement targets,
measure progress, and hold managers accountable for progress and improvement results).

There is a growing consensus around the need for measurement of people management and
leadership, as evidenced in the 1996 Tait Report, Linda Duxbury’ s presentation to COSO earlier
this year, IPAC’s 2003 study on Making Government the Best Place to Work, and the sixth report
of the Advisory Committee on Senior Level Retention and Compensation (2003).

Thereis an enormous difference in stress levels, burnout rates, depression, and life satisfaction
for people with supportive managers,; supportive managers result in greater workplace well-being
(Duxbury and Higgins, 2002).

The bottom line is that measurement and accountability are the essence of modern management.
Organizational indicators or measures are needed as a basis for accountability for people
management and |eadership, and are the only way to make progress, and know we' re making
progress, in HR management. The Public Service Employee Survey shows what can be done, but
also that it’s done too infrequently, or with insufficient focus or rigour.

What' s holding us back? Essentialy, we don’t know how to capture a limited number of high-
level outcomes or what the key indicators are that will help us track how well we are doing, and
we don’t have consensus on the main variables that ‘drive’ the key indicators. Both of these are
needed to measure progress and design effective improvement strategies.

The problem is that we have lots of information and data, but no clarity or smplicity asto our
main focus or key drivers. Consequently, we don’t know what we should measure or where we
should focus our efforts, we don’t know whether our workplaces are improving or getting worse,
we can’'t benchmark, and we don’t know what we should hold our managers accountable for.

What are the key high-level outcomes we should be measuring? A variety of approaches have
been used by the best-known consulting groups in this area, such as Watson Wyatt, Gallup, the
Conference Board of Canada, the Canadian Policy Research Network, and the European
Employee Index. Most of the research underlying these approaches, if any, is proprietary.
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In defining the way forward, the key question we should be posing is. What should we measure?
We have to recognize the complexity of our organizational life, emotional or attitudinal as well
as behavioural, and work toward narrowing down and ordering things. There are two dominant
constructs that, when used together, capture the main high-level outcomes for HR: how people
feel about their organizations (employee satisfaction) and what they are prepared to do about it
(employee commitment). We need to address both to capture the full picture. It is absolutely
essential to understand what drives both employee satisfaction and commitment if we are to
shape effective improvement strategies.

Employee engagement can be used as the overarching construct to bring together employee
satisfaction and commitment. We need to understand more about the relationship between them
and about how contextual and demographic factors impact them, and we need to develop the
appropriate methodol ogies to do so. We need to understand what drives employee satisfaction
and commitment. While the literature in the area provides alist of the most common drivers, we
still lack the solid, large-scale studies we need to determine accurately the drivers of employee
engagement. Erin Research has conducted a study that identifies clearly a satisfaction cluster and
acommitment cluster, and that beginsto identify the drivers.

“Why should we care about all this?’ questioned Mr. Heintzman. “Because organizations that
want to have high levels of service have to have high levels of internal satisfaction. High
organizationa performance depends on a positive and committed workforce.” Employee
satisfaction and commitment are linked to citizen/client service satisfaction, which, in turn, is
linked to citizen trust and confidence in public institutions. To this end, we should undertake the
work necessary to implement Measurement and Accountability for People Management and
Leadership in the Public Service.
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Status of the national master standing offer for long

service awards

Lise Théroux

Senior Policy Advisor

Wor kplace Well-being Team
Treasury Board Secretariat (TBS)

Lise Théroux updated participants on the status of the National Master Standing Offer for Long
Service Awards. A survey of approximately 65 departments was conducted in January and
February of 2003, and an advisory committee established, to determine the real needs of
departments. The committee was chaired by the Commissioner of Official Languages (Pride and
Recognition Champion) and comprised representatives from Human Resources Devel opment
Canada, the Department of National Defence, the Canadian International Development Agency,
the Canadian Centre for Management Development, the Department of Foreign Affairs and
International Trade, and the National Energy Board. While not large, it was quite representative
of small, medium, large, and regionally located organizations.

We're hoping to see lots of creativity in the selections that will be offered. The policy now
requires awards for 15, 25 and 35 years of service, and permits awards for other years. Because
there will be awider variety of awards available, departments will have an easier time of
recognizing other yearsaswell (i.e., 10, 20, 30, 40, 45 and 50).

Initial training will be offered across Canada at no cost to the departments.
Guarantees will be included with the awards, along with instructions for repairs or returns.

The bidding process will start soon, and we will keep awards and recognition coordinators
informed of progress by e-mail. Thereisalot of work involved in afull bidding process, and
we're hoping that thiswill help you alot. There will be athorough evaluation process, with Lise
Théroux and Louise Delorme of Treasury Board Secretariat, and two representatives of Public
Works and Government Services Canadainvolved.

10 15 20 25 30 35 40 45 50
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Knowledge café — key questions for the future

In afast-moving, structured and interactive brainstorming process known as a ‘ knowledge caf€’,
conference participants addressed four Pride, Recognition and Workplace Well-being themes.
Moving quickly through four rounds and changing tables at each round, they identified key
guestions to be asked under a major theme, examined and built on questions identified by
previous groups, identified changes and devel oped solutions, and sought the top solutions. Every
round built on the results of the previous one, with the objective being to identify the challenges
around the four themesin order to come up with practical solutions. One person at each table
remained at that table throughout the four rounds, acting as host/hostess, facilitator, scribe and
reporter for the table. All participants returned to their original tables for the final round, where
they reviewed the work done in their absence and selected their top solutions. The following are
the top questions and solutions identified during the knowledge café.

Theme 1: Justification for our programs
Developing a business case and making our programs a management priority

Top Question:

» Why should we bother to implement workplace well-being and recognition programsin our
department?

Top Solution:

» The Deputy Minister should be made aware that thisis part of his’her job and he/she should
be held accountable for doing it.

» TBSand PCO should work together to make sure thisis part of the accountability framework.
» Within departments, use your champions as much as possible and get the message out.

» Look at using surveys to shame those you want to shame.

Top Question:

» How can we motivate managers to put in place programs that have long-term results?
Top Solution:

» Treasury Board Secretariat should oblige each department to name a champion for
recognition and well-being (it would probably be advantageous to name someone at the senior
level).

» Senior managers should be held accountable in their performance appraisals for employees
well-being (as well-being encompasses al HR programs).
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Top Question:

»

How can we integrate recognition into job performance?

Top Solution:

4
4
4
4

Establish clear objectives and make managers accountable.

Do good marketing as to why we need recognition (e.g., to reduce turnover).
Measure and follow up and do continuous feedback.

Just doit! Resultsfor Canadians!

Top Question:

4

What are the advantages of recognition programsin terms of morale, etc.?

Top Solution:

»

»

We should build a business case based on facts, using all the presentations we have heard
here. A lot of surveys have been done, and coordinators in the departments should use these to
develop a solid business case (one case for al).

Treasury Board Secretariat should provide leadership in this.

Theme 2: Working together
Creating synergy between the two Pride, Recognition and Workplace Well-being groups

Top Question:

»

A lot of departments do not have workplace well-being programs. What is the
scope/purpose/mandate of this type of program?

Top Solution:

4
4

vV v wv Vv

We need to study the problem, develop aframework, and do some promotion.

Central Agencies should promote the wellness concept (an umbrella over pride and
recognition) to Deputy Heads.

To create energy and sell the concept, we should create atask force, with representatives from
departments and unions, to share ideas and get the message out.

The framework should be away of life for all departments, tied into departmental business
objectives and government priorities, and made part of Deputy Head accountability.

The framework should be tied into values and ethics.

We should share successes and best practices.

We should develop performance indicators and do measurement.

We should continue the combined conference and, once a year, get together (in a nice place).
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Top Question:
» How can we merge the two groups?
Top Solution:

» We should be truly accountable at all levels.

» We should demonstrate the rewards of merging
or consequences of not merging.

Top Question:

» How can we get the two communities to work
together?

Top Solution:
» Get DM Committee to make pride, recognition and workplace well-being their top priority.

» They should create a framework, including mandate, accountability framework, and funding
(for meetings, training, marketing, and services).

» Champions should develop a strategic plan, in consultation with coordinators, and come up
with a process for pride, recognition, and workplace well-being.

» Asafirst step, develop alisting of people working in those areas.
» Recognize that resources are important.

Theme 3: HR modernization
Preparing for changesin policy and legislation
Top Question:

» What will be the impact when baby boomers leave and will HR modernization make a
difference?

Top Solution:

» Anticipatory staffing at the middle-management level should be conducted now and should
include awellness competency. This should be assessed with an in-basket test.

Top Question:
» What will have to happen for management to be ready for delegation?
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Top Solution:

» Managers need to understand clearly the changes to the Act and their impacts.

» TBSand PSC should make sure that changes to the HR Modernization Act are clear. They
should provide simple and understandabl e information/tools (including measurement tools)
and support to managers.

Top Question:

» What are the costs of implementation, and how are departments planning for these changes?

Top Solution:

» We need a good communications plan, both internal and external, that sets out short- and
long-term goals, common understanding, themes and common languages.

» The communications plan should target HR staff, management, etc.
» We should recognize that the costs will be much higher if we don’t communicate.

Theme 4: Therenewal of our community
Ensuring that our broader community can
renew its workforce and survive

Top Question:

» How can weinvolve peoplein attracting
new blood and making sure ideas are shared
among al?

Top Solution:

» We should have a clear mandate, which
incorporates the ideas of everybody in the
organization (within each
department/organization), and a good
communications strategy.
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Top Question:

» How can we demonstrate the impact and
benefits of our work on our colleagues (in
order to attract, retain, etc.)?

Top Solution:

» We should build a network of trained well-
being, pride and recognition ambassadors,
each armed with atoolkit to showcase the
benefits to our employees (sort of an
interdepartmental committee at our level).
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Achieving success

Patrick Leroux
Certified Speaking Professional and
Expert on motivation & success strategies

With great energy, humour and conviction, Patrick Leroux outlined his five fundamental keys for
achieving total success and motivation in all aspects of life. His dynamic and inspirational
message brought the 2003 Pride, Recognition and Workplace Well-being Conference to a close
on a high note.

Goals

“The establishment of an objective isthe first step towards every great achievement”, he avowed.
Y ou should identify the five most important values for yourself in your life and put them in order
of priority. Once you’ve chosen your values, decisions become clearer and life much easier.

Y ou need to focus al your energy on your objectives. These are your dreams in written form,
with deadline dates attached.

Often, people only establish objectives for their work lives, but living without goalsislike
piloting a boat without arudder. People typically take a year to plan their weddings, but no time
at al to plan their lives. Objectives provide direction, motivation and, in the progressive
achievement of agoal that we hold dear, happiness. The more projects you have, the happier
you will be. Not to planisto plan your failure.

Dareto takerisks. People think success and failure are opposites. In fact, they’ re elements of
the same thing and, the more failures you have, the more success you can realize.

Sdlf-esteem

“Y ou cannot achieve something tangible on the outside if you don’t first achieve it on the
inside.” When you believe in yourself, even to the point of thinking you can do anything, the
futureislimitless. We become what we think about most of the time, and we need to deprogram
ourselves from ‘brainwashing’ and limiting beliefs such as “you have to work very hard to
succeed”.

It's normal to be afraid, but the important thing is to believe in yourself. Les Brown once said,
“In life, you either live your dreams or your fears.” Pay attention to your internal dialogue,
because it’s your internal dialogue that will determine the limits of your future accomplishments.
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Ongoing learning

“If you want to earn more, you first have to learn more”, suggested Patrick Leroux. The best
year of my life was the year | stopped blaming the government, society, etc., for my life, and
started improving myself.”

Successful people are curious people. If we have a solid base, we' re better equipped to
withstand the storms of life. Four indispensable tools of ongoing learning are books (non-fiction
aswell asfiction), CDs/cassettes/videos (transform your car into alearning centre),
conferences/seminars/workshops, and the internet.

Positive attitude

“Your attitude toward life will have adirect effect on life’ s attitude towards you.” Keep a
positive attitude at all times.

What is your attitude towards change? A hundred years ago, our life expectancy was 47 years.
Only twenty years ago, we didn’t have cell phones, faxes and personal computers, and the
internet didn’'t even exist. Imagine where we'll be in the next 20-100 years! We need to watch
how we react to what happens to us.

If someone asks you how things are going, you can always respond, “Unbelievable!” Evenifit’'s
not your best day, people will likely assume your response to be positive.

I nterpersonal relationships

“The quality of your lifeisdirectly linked
to the quality of your relationships.” Help
yourself by helping others. Invest in your
relationships with your colleagues,

clients, friends, partners and children.

And, finally, pay attention to your circle
of influence. Thisisactually the sixth
fundamental key for achieving total
success and motivation in all aspects of
your life. Surround yourself with
winners, because the losers will drag you
down with them.

Y our future successisin your hands!
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Thank you! Closing remarks

L ouise Delorme
Manager, Workplace Well-being Team
Treasury Board Secretariat (TBS)

In her closing remarks, Louise Delorme thanked the group for their participation. I am very
happy with the people who joined our team for this conference,” she said. “One of our
challengesisto create networks, and it was good to meet others from our family of recognition.
We also want to know the wellness family better.”

To help people know each other, she pointed out that the group’ s names and coordinates were
provided in the “ Annexes’ to the Conference Workbook. “Please let us know of any changes,
she invited, “so that we can keep these lists up to date.”

”

Louise Delorme promised that areport of the conference would be made available on the TBS
website.

She extended her heartfelt thanks to Dominique Dennery, for her facilitation and advice on the
smooth running of the conference, and to her indispensable team. A thunderous round of
applause signaled the participants agreement.

In closing, Ms. Delorme reminded the group that their evaluation questionnaires were very
important, especially for alearning organization. While she did not promise that there would be
a conference the following year, she committed to finding the right formulato respond to the
needs of the community.
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Annex a
| . Conference Evaluation

The following is a summary of the 52 evaluations submitted by conference participants. Scales
used range from 1 (poor/inadequate/not useful) through 5 (excellent/very useful).

Presentations/Workshops

Presentations

Bring Your Work To Life! (Bill Mills) 4.6
The Characteristics of A Supportive and Effective Manager — Your Views vs the 3.9
DMs’ Views
Panel of Champions on Pride, Recognition and Workplace Well-being 3.8
Developing a Culture of Recognition (Bob Nelson) 4.7
Status of the National Standing Offer for Long Service Awards (Lise Théroux) 4.1
Knowledge Café — Key Questions for the Future 3.8
Achieving Success (Patrick Leroux) 4.3
Workshops
(a) Bring Your Work To Life! (30 evaluations) 4.9
(b) Ceremonies 101: A “How To” Guide (16 evaluations) 4.6
(c) Employee Well-being: The Role of the Workplace in Managing Health (17 3.7
evaluations)
(d) Filling the Gap Between Policy and Practice (17 evaluations) 3.2
(e) Fitness on the Run (20 evaluations) 4.7
() Honing In On What Matters: Lessons From the Field (30 evaluations) 3.7
(g) Measuring Engagement: A Results-Based Approach to Organizational Well- 3.7

Being in the Public Service (19 evaluations)

Miscellaneous

Handouts 4.4
Meals 4.2
Oscar Night 4.6
Fitness Break 4.5
Accommodation 3.6
How useful was this conference to you? 4.4
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Why?
Value

4

»

Finally a validation that recognition and well-being belong together and an exploration of how
to go about making it happen — better understanding of the common ground (3 participants)

Very informative/useful (4 participants)

Practical and applicable to our work — particularly workshops (3 participants)

Insight into understanding/importance of wellness/well-being issues (3 participants)

Great ideas about recognizing employees

Exposure to other practiced/initiatives/tools/current research in the field (3 participants)
Great ideas/development of ideas/another way to approach issues (positive) (11 participants)

Useful for small departments (2 participants) —in one small department, no rewards program;
policies/programs exist, but managers do not use them

Particularly useful for those new to the Public Service/new in the area (3 participants)

Relevant information from TBS — opportunity to hear about developments at Central Agency
level (2 participants)

“As arecognition coordinator without a champion, helped keep me going and believing”

Networ king/Sharing

4
4

Exchange among coordinators on new techniques/methods of functioning/etc. (2 participants)

Opportunity to meet, network and share (14 participants) — good to hear that most departments
have similar problems

Input

4

Opportunity to have input into future action

Miscellaneous

4
4
4

Very good facilitator/MC, presenters and speakers

Very energizing — the well-being/fitness element made such a difference!
Excellent organization/logistics

Met needs and exceeded expectations

Excellent spirit!
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Needs improvement

»

»

Not enough emphasis on awards/recognition, i.e., workshops, best practices, etc.
(2 participants)

More geared towards managers/senior managers —don’'t have clout at junior levels

What was most useful?
Sessions/Speaker s/\Wor kshops

4
4
4

Workshops (9 participants)

Speakers/motivationa speakers (7 participants)

Bob Nelson: his practical solutiong/his books (10 participants)
Bill Mills (9 participants)

Patrick Leroux (5 participants)

Ceremonies 101 — very helpful hints (5 participants)
Sange De Silva, Marla Ericksen

Knowledge café, especialy first round

‘Employee Well-Being' workshop

‘Measuring Engagement’ workshop

Status of the National Master Standing Offer session

Content

»

v v Vv

VvV v v Vv Vv v v Ww

Update on various initiatives/committees

Opportunity to learn about WWB

Opportunity to hear about developments at Central Agency level
Research/useful data on ‘ engaged workplace’ /data collection and exposure to different studies
(2 participants)

Sessions on recognition

Including and fitting well-being into recognition

Best practices

Speakers' practical ideas

Tips on how to improve workplace well-being and encourage PS employees
Arguments for doing our work better/selling our concepts

Importance of P & R as a management tool

Well-being as an element

REPORT ON PRIDE, RECOGNITION AND WORKPLACE WELL-BEING CONFERENCE 2003




Networ king/Sharing

»

»

Networking/interaction opportunities to discuss approaches to recognition/best practices with
colleagues/people from other departments (10 participants)

Sharing of information/ideas/concrete solutions/best practices (2 participants)

Input

4
4
4
4

Opportunity to have input into future action

Fitness

Fitness breaks (3 participants) — Note: “I wish | knew to bring the right clothing”
Y oga and meditation excellent

Misceallaneous

4
4
4
4
4
4

Facilitator was very skilled/did an excellent job/” fantastic” (3 participants)
Workbook and annexes

Ability to choose workshops

Handouts provided by many presenters

Whol e conference was well balanced, well structured, and flowed well
Conference itself!

Overall, how do you rate the conference? 4.4

Why?
Value

4
4

Good learning and exchange (4 participants)

Context of pride/recognition and well-being to HRM and to the role of managers all came
together in a coherent way: practical ideasthat | can use

Context was excellent (3 participants)
Brings us back to why we do the work from everyday political and budgetary pressures

Learning why well-being/rewarding employees so important to organizational success—
linking reward with performance

Was expecting to hear more about how to promote P & R and get support within the
department

Some good, useful elements and information and networking; some time wasted with
redundant information sharing
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4
4

»

Disappointing in terms of awards —tried to do too much for all

Would have liked to have guidelines/procedures for a consistent recognition program (equal
across all departments)

Good networking, but would have liked more on recognition in workshops

Networ king/Sharing

»

Exposure to other departments, putting faces to names, deepening of reflections, sharing of
experiences, exposure to future projects — good opportunity to network (4 participants)

Sessions/Speakers

»

Speakers/motivationa speakers excellent (6 participants)

Misceallaneous

4
4
4

4
4

Excellent: energy, agenda/schedule, process, overal (5 participants)

Well-organized and rich in content/very professional (4 participants)

A sincere thank you for 3 marvelous days, which were much appreciated (2 participants)
Congratulations to the organizers (4 participants)

Excellent facilitation (3 participants)

Loved the way the conversations with the DMs and the Panel of Champions were structured —
knowledge café a neat process

Good atmosphere - well balanced group, with different knowledge and experience

Good activities and workshops/good blend — workshops great — being able to attend three
workshops (4 participants)

Met all my needs

TB does their best when it comes to conferences

TBS team made recognition coordinators feel valuable, important and special
Nice touches, such as gifts

Not as high energy as | thought it would be

Not spaced out enough — too little time between conference workshops

Oscar night anicetouch! (2 participants)

Fitness

»

Fitness activities (walking/yoga/meditation) a great ideal (4 participants)
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L ocation

4
4

4
4

Quality of site good (2 participants)

Accommodations inadequate: no elevator and too many stairs to carry heavy luggage over (2
participants)

Great meals

Food not necessarily heart smart

Tranglation

» Trandation services poor; at times, non-existent (3 participants)

Has the conference met your expectations? Yes (90.0%)
Should we have another conference next year? Yes (94.2%)

What changes would improve future conferences?

What suggestions would you make for future conferences?

Content

»

Provide more detail s/fexamples about how specific issues affect our programs and how we can
overcome the challenges

Have an exercise of sharing approaches/ideasin an open forum

Have an example of a WWB champion rather than a motivational speaker (Patrick Leroux)
Have demonstrations by different providers and by the company who wins the Standing Offer
Have more concrete information (e.g., hospitality, CCRA, statistics for instant recognition)

Process

4
4
4

Have more discussions and fewer presentations: |earn from each other
Have exercises to share ideas on different perspectives of champions and HR coordinators

Have more managers/senior managers attending so they can pass on/implement useful
information

Foster more energy!

Have more women speakers — a better balance

Have more francophone speakers

Have two streams for workshops. well-being best practices + recognition best practices

Have a day of workshops on themes of developing tools/strategies, followed by presentations
at following conference
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» Split up workshops before and after presentations

» Provide moretimefor reflection: let’s start considering reflection as an action
» Provide more time for group exercises

» Have an opportunity for individual aswell as group feedback

» Have better timing in the schedule

Speaker /M otivational Speakers
» Keep motivational speakers (2 participants)

Workshops

» Have more workshops on awards & recognition, best practices, practical applications, etc. —
there was too much focus on well-being in the workshops (5 participants)

» Keep thefocuson both WWB and P& R

» A workshop on interpretation and implementation of policies could be useful, even for
coordinators who have done this for along time (2 participants)

Fitness

» Havefitnessteam come into plenary room as soon as speakers are done to get people up and
moving with some fun stretching exercises

» ‘Fitness on the Run’ workshop should be mandatory

L ocation

» Keep the conference outside the NCR so we won't be called back to the office to handle
emergencies/can keep the group together/foster greater participation/engagement of speakers
(3 participants)

» Ottawa as opposed to traveling (2 participants)

» Conference should end earlier on Friday or on Thursday PM to accommodate participants
who have to travel across Canada (3 participants) — hold the conference from Tuesday to
Thursday so people can be home for the weekend (well-being)

» Check-in should be arranged in advance — a waste of time to get aroom
» Rooms should be assigned upon arrival (2 participants)
» A smoke-free environment would be appreciated

» A scent-free atmosphere should be encouraged, especialy at a‘well-being’ conference (2
participants)

» Make decaf coffee available during breaks
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Conference Length/Timing

» Anannual conferenceis very important to share and build for the future

» Conference should be two days only

» Hold the conference every two years

» Have aone-day conference 4 times a year, or, 1 two-day conference + 2 one-day conferences

Translation

» Improve trandation services — change company (5 participants) — Translation Services should
be notified about poor performance of trangators, one of whom laughed at French speaker’s
jokes and didn’t bother trandating into English
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Annex B

List of participants conférence sur la fierte,
reconnaissance et mieux-étre en milieu de travail

Amos, Susan

National Manager, Workplace Well-Being
Human Resources Development Canada
Wellness Program

Place du Portage, Phase IV - Floor: 0
140 Promenade du Portage

Mail Stop: 017

Gatineau, Quebec K1A 0J9
susan.amos@hrdc-drhc.gc.ca

Tel: (819) 953-1202
Fax: (819) 997-9194

Andruczyk, Anna

Recognition Program Coordinator
Canada Customs and Revenue Agency
Reorganization Implementation Office
8th Floor, 200 Laurier Avenue West
Ottawa, Ontario K1A OL5
Anna.Andruczyk@ccra-adrc.gc.ca

Tel: (613) 946-5313
Fax: (613) 946-4195

Arseneault, Gaston
(Champion)

General Counsel

Justice Canada

Public Service Commission-Legal Services
L'Esplanade Laurier

300 Laurier Avenue West

19th Floor, West Tower

Ottawa, Ontario K1A OM7
gaston.arseneault@psc-cfp.gc.ca

Tel: (613) 995-0445
Fax: (613) 995-0198

Aucoin, Eugéne
(Champion)

Director

Atlantic Canada Opportunities Agency
Human Resources Development

644 Main Street, PO Box 6051
Moncton, New Brunswick E1C 9J8
eaucoin@acoa.ca

Tel: (506) 851-2138

Baron-Hachey,
Jeannine

Head, Learning and Workforce Development
Industry Canada

Human Resources Branch

Place du Portage Phase 1 - Floor: 04 Room: 409C,
50 Victoria Street

Gatineau, Quebec KI1A OC9
baron-hachey.jeannine@ic.gc.ca

Tel: (819) 934-2340
Fax: (819) 997-2987

Beaulne, Célyne

Official Languages and Diversity Coordinator
Courts Administration Service

Policy, Official Languages and Staff Relations
434 Queen - Floor: 5th Floor

Ottawa, Ontario K1A OH9
celyne.beaulne@cas-satj.gc.ca

Tel: (613) 995-4717
Fax: (613) 995-9351
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Belhumeur, Marjolaine

Administrative and Award Program Officer
Canadian Heritage

Departmental Programs and Sector Services
Floor: 6-74, 15 Eddy Street

Mail Stop: 15-6-G

Gatineau, Quebec K1A OM5
marjolaine_belhumeur@pch.gc.ca

Tel: (819) 997-6997
Fax: (819) 997-6116

Bhimani, Nasreen

Deputy Director, Communications and Connectivity
Foreign Affairs and International Trade

European Business Development and Connectivity
Initiatives

Lester B Pearson Tower A

Room: 7-176, 125 Sussex Drive

Ottawa, Ontario K1A 0G2

Tel: (613) 996-6399
Fax: (613) 944-1008

Bigras, Louise

National Award Coordinator
Correctional Service Canada
Learning and Career Development
Floor: 4C64

340 Laurier Avenue West

Ottawa, Ontario K1A 0P9
bigraslj@csc-scc.gc.ca

Tel: (613) 947-1439
Fax: (613) 992-9208

Blanchfield, Carole R.

Senior Project Officer

Human Resources Development Canada
Strategic Planning and Priorities Directorate
Place du Portage, Phase IV - Floor: 2

140 Promenade du Portage

Mail Stop: 223

Gatineau, Quebec K1A 0J9
carole.blanchfield@hrdc-drhc.gc.ca

Tel: (819) 953-3600
Fax: (819) 956-8931

Bouchard, Jean-Claude
(Committee member)

Associate Deputy Minister
Fisheries and Oceans Canada
200 Kent Street, Mail Stop: 1576
Ottawa, Ontario K1A OE6
BouchardJC@DFO-MPO.GC.CA

Tel: (613) 993-0683
Fax: (613) 998-0499

Bourdon, Pierre

Coordinator

Correctional Service Canada
Employee Learning Centre
Floor: 9 - Room: A

340 Laurier Avenue West
Ottawa, Ontario K1A OP9
bourdonpi@csc-scc.gc.ca

Tel: (613) 947-2653
Fax: (613) 947-5847

Brisson, Denise

Planning Assistant

Natural Resources Canada

Sector Planning

580 Booth Street, 16th Floor, Room A4
Ottawa, Ontario K1A OE4
Denise.Brisson@nrcan-rncan.gc.ca

Tel: (613) 992-4186
Fax: (613) 996-7513
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Brownrigg, Deborah

Awards and Recognition

Natural Sciences and Engineering Research Council of
Canada

350 Albert Street, 14™ Floor

Ottawa, Ontario K1A 1H5

dzb@nserc.ca

Tel: (613) 992-9169
Fax: (613) 943-8675

Cameron, Karen

Honours & Recognition Coordinator
RCMP “L” Division

P.O. Box 1360

Charlottetown, PEI C1A 7N1

Tel: (902) 566-7136
Fax: (902) 566-7194

Carpentier, Suzanne

National Pride and Recognition

Justice Canada

Staffing, Official Languages and Recognition Section
Urbandale Building, 100 Metcalfe Street, 3rd Floor
Ottawa, Ontario K1A OH8

s.carpentier@justice.gc.ca

Tel: (613) 954-1168
Fax: (613) 952-6000

Chartier, Robert

Administrative Coordinator

Treasury Board of Canada, Secretariat
Workplace Well-being Team
L'Esplanade Laurier, 6" Floor West
300 Laurier Avenue West

Ottawa, Ontario K1A OR5
chartier.Robert@tbs-sct.gc.ca

Tel: (613) 952-3097
Fax: (613) 941-9930

Chénier, Francine

Senior Project Officer,

Workplace Health and HR core programs
Health Canada
Staff Development and Internal Communications
Jeanne Mance Building - Floor: 16 - Room: D1676
Tunney's Pasture
Mail Stop: 1916D
Ottawa, Ontario K1A 0K9
francine_chenier@hc-sc.gc.ca

Tel: (613) 948-2066
Fax: (613) 952-8594

Chislett, Jodie-Lynne

HR Communications and Special Projects
Communications Security Establishment
1500 Bronson Ave.

Ottawa, Ontario K2G 0Y7
jodie.chislett@cse-cst.gc.ca

Tel: (613) 991-8166
Fax: (613) 991-8342

Claveau, Nicolas

Chief, Awards Program

Public Works and Government Services Canada
Awards

Floor: 2E - Room: 163

Portage Ill, 2E, 11 Laurier Street

Gatineau, Quebec K1A 0S5
nicolas.claveau@pwgsc.gc.ca

Tel: (819) 956-4396
Fax: (819) 956-5401

Colley-Provo, Dana

Administrative Services
RCMP

3139 Oxford St.
Halifax, NS B3J 3E1
dcolley@rcmp-grs.gc.ca

Tel: (902) 426-3578
Fax: (902) 426-8651
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Conlon, Sophia

Honours & Award Administrator
RCMP

11140-109 street

Edmonton, Alberta T5G 2T4
sohphia.conlon@rcmp-grc.gc.ca

Tel: (780) 412-5607
Fax: (780) 412-5601

Cooke, John E.

Principal consultant

Agriculture and Agri-Food Canada
Corporate Programs

Skyline Building - Floor: 8 - Room: 8331
1341 Baseline, Tower 7

Ottawa, Ontario K1A 0C5
cookej@agr.gc.ca

Tel: (613) 759-1163
Fax: (613) 759-6094

Da Costa, Anita

Supervisor, Security Operations Centre
Library and Archives Canada

West Memorial

Floor: 1 - Room: 1137

344 Wellington Street

Ottawa, Ontario K1A ON3
adacosta@archives.ca

Tel: (613) 947-1172
Fax: (613) 943-2634

Daigle, Josée

Honours & Recognition Coordinator
RCMP

250 Tremblay Rd. Admin Services
Room 301

Ottawa, Ontario K1A OR2
josee.daigle@rcmp-gre.gc.ca

Tel: (613) 993-7425
Fax: (613) 993-9559

Danis, Ginette

Ombudsman and Learning and Organizational
Development Advisor

Public Service Commission

Organizational Renewal

Room: B1601

L'Esplanade Laurier Building

300 Laurier Avenue West, West Tower

Ottawa, Ontario K1A OM7

Ginette.Danis@psc-cfp.gc.ca

Tel: (613) 947-0825
Fax: (613) 992-6901

David, Christian

Learning and Organizational Development Advisor
Communication Canada

Human Resources

270 Albert Street, 6th Floor

Ottawa, Ontario K1A 1M4
Christian.David@communication.gc.ca

Tel: (613) 943-7834
(514) 274-4525
Fax: (613) 947-4079

Dawe, Renee

B Division Awards Coordinator
RCMP

Box 9700

St. Johns, Newfoundland A1A 3T5
renee.dawe@rcmp-grec.gc.ca

Tel: (709) 772-4786
Fax: (709) 772-2107
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Delorme, Louise

Manager

Treasury Board of Canada, Secretariat
Workplace Well-being Team
L'Esplanade Laurier, 6" Floor West
300 Laurier Avenue West

Ottawa, Ontario K1A OR5
delorme.louise@tbs-sct.gc.ca

Tel: (613) 952-3257
Fax: (613) 941-9930

De Silva, Sange

Director General

Statistics Canada

Labour And Household Surveys Branch
Jean Talon - Floor: JT 7-B8

RH Coats Building Holland Avenue

and Scott Street Tunney's Pasture
Ottawa, Ontario K1A 0T6
sange.desilva@statcan.ca

Tel: (613) 951-2131

Desjardins, Lovdy Ann

Records Manager and Library Services
Patented Medicine Prices Review Board
Management Services Division

Box L40, Standard Life Centre

333 Laurier Avenue West, Suite 1400
Mail Stop: 4414A

Ottawa, Ontario K1P 1C1
Idesjardins@pmprb-cepmb.gc.ca

Tel: (613) 952-7621
Fax: (613) 952-7626

Desnoyers, Cindy

Human Resources Assistant

Commissioner of Official Languages,
Office of the Human Resources

344 Slater Street, 3rd Floor

Ottawa, Ontario K1A 0T8

cindy.desnoyers@ocol-clo.gc.ca

Tel: (613) 995-7734
Fax: (613) 944-5477

Dubois, Edith

Director, Compensation,

Benefits and Human Resources Division
Office of the Commissioner for

Federal Judicial Affairs
Compensation, Benefits and

Human Resources Division
99 Metcalfe Street, 8th Floor
Ottawa, Ontario K1A 1E3
edubois@fja.gc.ca

Tel: (613) 947-9899
Fax: (613) 995-5615

Ducharme, Linda

Coordinator, Training Services

and Information Management
Human Resources Development Canada
Results Reporting and Corporate Planning
Place du Portage, Phase Il - Floor: 7
165 Hotel-de-Ville Street
Gatineau, Quebec K1A 0J9
linda.ducharme@hrdc-drhc.gc.ca

Tel: (819) 956-6654
Fax: (819) 994-4211

50 REPORT ON PRIDE, RECOGNITION AND WORKPLACE WELL-BEING CONFERENCE 2003



mailto:delorme.louise@tbs-sct.gc.ca
mailto:sange.desilva@statcan.ca
mailto:ldesjardins@pmprb-cepmb.gc.ca
mailto:cindy.desnoyers@ocol-clo.gc.ca
mailto:edubois@fja.gc.ca
mailto:linda.ducharme@hrdc-drhc.gc.ca

Dunn, Sharon

National Awards Program Coordinator

Transport Canada

Resource and Strategic Initiatives -
Human Resources

Tower C - Floor: 24

Place de Ville, 330 Sparks St.

Mail Stop: APX

Ottawa, Ontario K1A ON5

DUNNS@tc.gc.ca

Tel: (613) 990-1342
Fax: (613) 990-1880

Ebrahim, Salima

Special Advisor

Western Economic Diversification Canada
Edmonton Office

1500 Canada Place

9700 Jasper Avenue NW

Edmonton, Alberta T5J 4H7
salima.ebrahim@wd.gc.ca

Tel: (780) 495-7269
Fax: (780) 495-6222
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Claims Analyst / Divisional Awards Coordinator
RCMP

3139 Oxford St.

Halifax, NS B3M 4R2

Tel: (902) 426-5310
Fax: (902) 426-8651

Freeman, Judy

Coordinator, Awards and Recognition
RCMP

"D” Division, Box 5650

Winnipeg, Manitoba R3C 3Y9

Tel: (204) 983-5430
Fax: (204) 984-5892

Gagné, Richard

Director

Canadian Environmental Assessment Agency
Human Resources

Fontaine Building

200 Sacré-Coeur Boulevard

Gatineau, Quebec KI1A OH3
richard.gagne@ceaa-acee.gc.ca

Tel: (819) 997-2263
Fax: (819) 994-2312

Gallant, Joanne

Programs Coordinator — Human Resources
Correctional Service of Canada

1045 Main Street, Unit 102

Moncton, N.B. E1C 1H1
gallantjo@csc-scc.gc.ca

Tel: (506) 851-2834
Fax: (506) 851-3295

Gaudreau, Sylvie-Anne

Human Resources Coordinator
International Joint Commission
Canadian Section

234 Laurier Avenue West, 22nd Floor
Ottawa, Ontario K1P 6K6
gaudreausa@ottawa.ijc.org

Tel: (613) 995-0267
Fax: (613) 993-5583
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National Recognition Specialist
RCMP

1200 Vanier Parkway, PB Room 504G
Ottawa, Ontario K1A OR2
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97 Queen Street, PO Box 7700

Charlottetown, Prince Edward Island

C1A 8M9
ccharnis@vac-acc.gc.ca

Hébert, Tania Administrative Assistant Tel: (613) 995-6371
Canadian Centre for Management Development Fax: (613) 947-0490

Consulting Services

De La Salle Campus - Floor: C-2
373 Sussex drive

Ottawa, Ontario KI1N 6Z2
Tania.Hebert@ccmd-ccg.gc.ca

Houde, Lynne Management Services and Tel: (819) 994-5257
Employee Recognition Program Officer Fax: (819) 953-2300

Environment Canada

Management Services

TLC - Floor: 03, 10 Wellington

Gatineau, Quebec KI1A OH3

Lynn.Houde@ec.gc.ca

Hubert, Chantal Program Officer Tel: (613) 952-3324
Treasury Board of Canada, Secretariat Fax: (613) 941-9930
Workplace Well-being Team
L'Esplanade Laurier, 6" Floor West
300 Laurier Avenue West

Ottawa, Ontario K1A OR5
Hubert.Chantal@tbs-sct.gc.ca

Johnston, Monique Research Officer Tel: (819) 956-7176
Public Works and Government Services Canada Fax: (819) 956-3377
Hr Strategies And Learning Development Program
Floor: 8A2 - Room: 4

Portage Ill, 8A2, 11 Laurier Street

Gatineau, Quebec K1A 0S5
monique.Johnston@pwgsc.gc.ca

Lafond, Claire Coordinator, Human Resources Tel: (819) 997-0754
Administrative Services Fax: (819) 994-2312

Canadian Environmental Assessment Agency

Human Resources

Fontaine Building

200 Sacré-Coeur Boulevard

Gatineau, Quebec KI1A OH3

claire.lafond@ceaa-acee.gc.ca
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Laframboise, André

Human Resources Advisor - Workplace Well-Being
Canadian Heritage

Human Resources and Workplace Management
Floor: 6-#28, 15 Eddy Street

Mail Stop: 15-6-D

Gatineau, Quebec K1A OM5
Andre_Laframboise@pch.gc.ca

Tel: (819) 997-5815
Fax: (819) 953-0184

Laframboise, Debi

Researcher/Special Projects Officer
Treasury Board of Canada, Secretariat
Workplace Well-being Team
L'Esplanade Laurier, 6" Floor West
300 Laurier Avenue West

Ottawa, Ontario K1A OR5
laframboise.debi@tbs-sct.gc.ca

Tel: (613) 941-5222
Fax: (613) 941-9930

Lalonde, Liette

Senior Advisor

Health Canada

Staff Development Initiatives Section
Colonnade - Floor: 2 - Room: 208A

130 Colonnade Road, Mail Stop: 6502A
Ottawa, Ontario K1A 0K9
liette.lalonde@hc-sc.gc.ca

Tel: (613) 957-3362
Fax: (613) 948-2827

Lance-Roussel, Sylvie

OD & Effectiveness Officer

Treasury Board of Canada, Secretariat
Innovations and Best Practices
L'Esplanade Laurier

4™ Floor, West Tower

300 Laurier Avenue West

Ottawa (Ontario) K1A OR5
LanceRoussel.Sylvie@tbs-sct.gc.ca

Tel: (613) 946-9310
Fax: (613) 954-1875

Laniel, Liette

Planning Officer

Natural Resources Canada

Sector Planning

580 Booth Street, 16th Floor, Room: A6
Ottawa, Ontario K1A OE4
Liette.Laniel@nrcan-rncan.gc.ca

Tel: (613) 995-4194
Fax: (613) 996-7513

Laroche, Claire

Corporate Human Resources Advisor
Immigration and Refugee Board

Strategic Workforce Development Division
344 Slater Street, 15th Floor

Ottawa, Ontario K1A 0K1
claire.laroche@irb.gc.ca

Tel: (613) 943-1359
Fax: (613) 992-9731

Lavallée, Annie

Administrative Services
RCMP

4225 Dorchester Boulevard
Westmount, QC H3Z 1V5

Tel: (514) 939-8302
Fax: (514) 939-8629
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LeBlanc, Noreen Project Officer

Treasury Board of Canada, Secretariat
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L'Esplanade Laurier - Floor: 04WO
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LeBlanc.Noreen@tbs-sct.gc.ca

Tel: (613) 952-3204
Fax: (613) 954-1875

Léonard, Johanne Administrative Agent, Budget
Correctional Service Canada
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leonardjo@csc-scc.gc.ca
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Lester, Frédérique Internal Communications Officer
National Capital Commission
202-40 Elgin Street

Ottawa, Ontario K1P 1C7

Tel: (613) 239-5513
Fax: (613) 239-5552

Lewis, Abe Officer, ISP Awards and Appreciation
Human Resources Development Canada
Income Security Programs - College
Place Vanier, Tower A - Floor: 9
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Ottawa, Ontario K1A OL1
abe.lewis@hrdc-drhc.gc.ca

Tel: (613) 952-5089
Fax: (613) 952-8909

MaclIntosh, Charmaine National Defence Headquarters
Major-General George R. Pearkes Building
5 South Tower, DCHRPOS 6

101 Colonel By Drive

Ottawa, Ontario K1A 0K2
macintosh.c@forces.ca

Tel: (613) 996-9789
Fax: (613) 945-0242

MacQuarrie, Catherine Treasury Board of Canada, Secretariat
PL - Executive Director's Office
L'Esplanade Laurier

4™ Floor, West Tower

300 Laurier Avenue West

Ottawa, Ontario K1A OR5
MacQuarrie.Catherine @tbs-sct.gc.ca

Tel: (613) 952-3186
Fax: (613) 957-0425

Major, France Assistant, Policies, HR Program Development
Correctional Service Canada

3 Place Laval, 2™ Floor

Laval, Québec H7N 1A2

Tel: (450) 967-3395
Fax: (450) 967-3337

McClung, Lucie Commissioner

(Committee member) Correctional Service Canada
Commissioner's Office

Floor: 4 - Room: D

340 Laurier Avenue West
Ottawa (Ontario) K1A 0OP9
mcclungla@csc-scc.gc.ca

Tel: (613) 995-5781
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McCourt, Patricia

A/Departmental Pride and Recognition Officer
Indian and Northern Affairs
Human Resources Planning

and Systems Directorate
Room 1330, 10 Wellington St.
Gatineau, Quebec KI1A OH4
mccourtp@ainc-inac.gc.ca

Tel: (819) 994-7379
Fax: (819) 994-7427

McGilliuray, Elaine

Assistant

Patented Medicines Prices Review Board
333 Laurier Avenue West

Office 1400

Ottawa, Ontario K1P 1C1
elaine@pmprb-cepmb.gc.ca

Tel: (613) 952-3300
Fax: (613) 952-7626

Michaud, Louise

Special Projects Officer

Canada Customs and Revenue Agency
Branch Services Section

Canada Building - Floor: 18th Floor
344 Slater Street

Ottawa, Ontario K1A OL5
Louise.Michaud@ccra-adrc.gc.ca

Tel: (613) 952-7425
Fax: (613) 946-1315

Morgan, Wayne

Senior Consultant, Strategic Orientations
Canadian Centre for Management Development
Human Resources

De La Salle Campus - Floor: C-2

373 Sussex drive

Ottawa, Ontario K1N 6Z2
Wayne.Morgan@ccmd-ccg.gc.ca

Tel: (613) 992-3532
Fax: (613) 947-3668

Murray, Deborah

Chief, Appreciation Program

Human Resources Development Canada
Learning and Development

Place du Portage, Phase IV - Floor: 0
140 Promenade du Portage

Mail Stop: 019

Gatineau, Quebec K1A 0J9
deborah.murray@hrdc-drhc.gc.ca

Tel: (819) 956-2830
Fax: (819) 953-4221

Murray, Larry
(Committee member)

Deputy Minister

Fisheries and Oceans Canada
Deputy Minister's Office

Room: 155009, 200 Kent Street
Mail Stop: 1578

Ottawa, Ontario K1A OE6
MurrayLa@DFO-MPO.GC.CA

Tel: (613) 993-2200

Nicol, Diane

Coordinator Public Service Renewal
Ontario Federal Council

4900 Younge St.

Toronto, Ontario M2N 6A6

diane.nicol@pwgsc.gc.ca

Tel: (416) 590-8249
Fax: (416) 590-8272

TREASURY BOARD OF CANADA SECRETARIAT

55


mailto:mccourtp@ainc-inac.gc.ca
mailto:elaine@pmprb-cepmb.gc.ca
mailto:Louise.Michaud@ccra-adrc.gc.ca
mailto:Wayne.Morgan@ccmd-ccg.gc.ca
mailto:deborah.murray@hrdc-drhc.gc.ca
mailto:MurrayLa@DFO-MPO.GC.CA
mailto:diane.nicol@pwgsc.gc.ca

56

O’Hara, James

SR HR Advisor

Canada Firearms Center
50 O’Connor Street
Ottawa, Ontario K1A 1M6
johara@justice.gc.ca

Tel: (613) 957-7480
Fax: (613) 946-8585

Oliveira, Fatima

CSS Merit Awards Coordinator
Natural Resources Canada

Strategic and Business Planning Unit
580 Booth Street, 3rd Floor, Room B-7
Ottawa, Ontario K1A OE4
FOliveir@NRCan.gc.ca

Tel: (613) 996-0079
Fax: (613) 992-8922

Osborne, Carmen

Statistical Research Assistant

Patented Medicine Prices Review Board
Compliance and Enforcement Branch
Box L40, Standard Life Centre

333 Laurier Avenue West, Suite 1400
Mail Stop: 4414A

Ottawa, Ontario K1P 1C1
osborne@pmptb-cepmg.gc.ca

Tel: (613) 952-2924
Fax: (613) 952-7626

Pagé, Lynn

Director, National Honours & Recognition
RCMP

1200 Vanier Parkway, Room 504G
Ottawa, Ontario K1A OR2
lynn.page@rcmp-grc.gc.ca

Tel: (613) 993-3582
Fax: (613) 993-0934

Pétrin, Christine

Canadian Customs and Revenue Agency
320 Queen Street, Tower A, 19" floor
Ottawa, Ontario
christine.petrin@ccra-adrc.gc.ca

Tel: (613) 941-1674
Fax: (613) 957-0690

Pilote, Jacques

Strategic Advisor on
Human Resources Development
Canadian Radio-Television and
Telecommunications Commission
Human Resources
Central Building - Floor: 5 S
1 Promenade du Portage
Gatineau, Quebec K1A ON2
jacques.pilote@crtc.gc.ca

Tel: (819) 994-6160
Fax: (819) 953-0997

Pratte, Louise

Human Resources Policies,
Programs and Strategies Advisor
National Archives and Library of Canada
HR Policies, Programs and Strategies Section
West Memorial, Room 4152A
344 Wellington Street
Ottawa, Ontario K1A ON3
Ipratte@archives.ca

Tel: (613) 995-7027
Fax: (613) 992-6409

Purdy, Julie

Leadership Network

122, Bank Street, 3" Floor
Ottawa, Ontario K1A OR5
purdy.Julie@tbs-sct.gc.ca

Tel: (613) 943-5493
Fax: (613) 943-5520
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Rancourt, Pierrette

Programs Officer
Correctional Service Canada
Employee Learning Centre
9" floor

340 Laurier Avenue West
Ottawa, Ontario K1A OP9
rancourtpi@csc-scc.gc.ca

Tel: (613) 947-2652
Fax: (613) 947-5847

Rankin, Jo-Anne

Coordinator, Official Languages
& Pride and Recognition Program
Privy Council Office
Programs for Development and Well-being
Manulife Place - Room: 1526
Manulife Place 55 Metcalfe Street
Ottawa, Ontario K1A 0A3
jrrankin@pco-bcep.gc.ca

Tel: (613) 952-4817
Fax: (613) 948-6555

Ravary, Manon

Human Resources Manager

Canada Industrial Relations Board
Human Resources

CD Howe Building 240 Sparks Street
4th Floor West

Ottawa, Ontario K1A 0X8
mravary@ecirb-ccri.gc.ca

Tel: (613) 947-5413
Fax: (613) 947-5407

Reichert, Annette

Team Leader - Awards and Recognition
National Defence Headquarters
Major-General George R. Pearkes Building
5 South Tower, DCHRPOS 6

101 Colonel By Drive

Ottawa, Ontario K1A 0K2

Reichert. A@forces.gc.ca

Tel: (613) 945-0226
Fax: (613) 945-0242

Reid, Dorothy

Regional Coordinator EAP, CISM, Awards
Correctional Services of Canada

Box 9223 — 2313 Hanselman Place
Saskatoon, Saskatchewan S7K 3X5
reiddo@csc-scc.gc.ca

Tel: (306) 975-6825
Fax: (306) 975-4435

Renaud, Lucie

Human resources Advisor
Infrastructure Canada
Corporate Services

920 - 90 Sparks Street
Ottawa, Ontario K1P 5B4
renaud.lucie@infrastructure.gc.ca

Tel: (613) 954-8073
Fax: (613) 952-1690

Robichaud, Linda

Program Officer

The Leadership Network
Awards and Special Events
Jackson - Room: 329 D
122 Bank Street

Ottawa, Ontario K1A OR5
robichaud.linda@tbs-sct.gc.ca

Tel: (613) 996-1475
Fax: (613) 943-5486
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Ross, Genevieve

Honours and Awards Coordinator
Administrative Services

"J" Division, Internal Services
RCMP

PO Box 3900, 1445 Regent St.
Fredericton, NB E3B 478
genevieve.ross@rcmp-grc.gc.ca

Tel: (506) 452-3418
Fax: (506) 452-3731

Routliffe, Christine

Departmental Coordinator

Natural Resources Canada
Awards and Recognition

580 Booth Street, 6th Floor

Room: 6D3

Ottawa, Ontario K1A OE4
Christine.Routliffe@nrcan-rncan.gc.ca

Tel: (613) 947-7370
Fax: (613) 947-0563

Rozon, Johanne

Special Events and Awards Coordinator
Industry Canada

Human Resources Branch

Place du Portage Phase 1

Floor: 04 - Room: 409A, 50 Victoria Street
Gatineau, Quebec K1A OC9
rozon.johanne@ic.gc.ca

Tel: (819) 953-0894
Fax: (819) 997-2987

Rubenstein, Esther

Workplace Well-Being Advisor
Canadian Heritage

Learning and Workplace Well-Being
Floor: 6-30, 15 Eddy Street

Mail Stop: 15-6-D

Gatineau, Quebec K1A OM5
Esther Rubenstein@pch.gc.ca

Tel: (819) 994-1263
Fax: (819) 953-0184

Simon, Joane

Human Resources Advisor
Canada Economic Development
Human Resources

800 Victoria Square, Suite 3800
PO Box 247

Montreal, Quebec H4Z 1E8
joane.simon@dec-ced.gc.ca

Tel: (514) 496-1447
Fax: (514) 283-4702

Sioui Thivierge, Pierre

Regional Director (Registrar)
Canada Industrial Relations Board
National Capital Region

CD Howe Building

240 Sparks Street, 4th Floor West
Ottawa, Ontario K1A 0X8
psiouithivierge@cirb-ccri.gc.ca

Tel: (613) 947-5440
Fax: (613) 941-4461

St. Germain, Gina

RCMP

Administrative Services

4225 Dorchester Blvd.
Westmount, Quebec H3Z 1V5

Tel: (514) 939-8302
Fax: (514) 939-8629
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Stade, Linda

Correctional Services Canada

Chief Inmate Affairs — Pacific Region
P.O. Box 4500, 32560 Simon Avenue
Clearbrook, BC V2T 5L7

Tel: (604) 870-2455
Fax: (604) 870-2430

St-Jean Masse, Marie

Project Manager

Commissioner for Federal Judicial Affairs,
Office of the Judges' Language Training

99 Metcalfe Street, 8" Floor

Ottawa, Ontario K1A 1E3

mstjean@cmf.gc.ca

Tel: (613) 992-9300
Fax: (613) 947-2503

Thériault, Claudette

Senior Project Officer, Veterans Affairs Canada
Strategic Initiatives and Human Resources Planning
97 Queen Street

PO Box: PO Box 7700

Charlottetown, PEI C1A 8M9

Tel: (902) 626-2467
Fax: (902) 566-8781

Théroux, Lise

Senior Policy Analyst

Treasury Board of Canada, Secretariat
Workplace Well-being Team
L'Esplanade Laurier, 6" Floor West
300 Laurier Avenue West

Ottawa, Ontario K1A OR5
theroux.lise@tbs-sct.gc.ca

Tel: (613) 946-9300
Fax: (613) 941-9930

Therrien, Louise

Administrative Assistant

Citizenship and Immigration Canada
Organizational Health and Wellness
365 Laurier Avenue West, 12th Floor
Ottawa, Ontario K1L 1L1
louise.therrien@cic.gc.ca

Tel: (613) 941-7786
Fax: (613) 957-3882

Vandevenne, Cynthia

National Awards Coordinator
Fisheries and Oceans Canada
Room: 9N186, 200 Kent Street
Mail Stop: 9N164

Ottawa, Ontario K1A OE6
VandevenneC@DFO-MPO.GC.CA

Tel: (613) 991-1930
Fax: (613) 998-9480

Vézina, Johanne

ACWI and Special Events Coordinator
Industry Canada, Corporate Programs
Holland Cross Building, Tower A, 5™ Floor
Room: 513-13, 11 Holland Avenue
Ottawa, Ontario K1A OH5
vezina.Johanne@ic.gc.ca

Tel: (613) 954-3641
Fax: (613) 941-0778

Wallis, Anne
(Champion)

Director, Workplace Effectiveness
Citizenship and Immigration

Jean Edmonds South Tower

12" Floor, 365 Laurier Ave. West
Ottawa, Ontario K1A 1L1
anne.wallis@cic.gc.ca

Tel: (613) 941-7799
Fax: (613) 957-3882
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