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Accountability for Staffing
The flow chart below represents the steps in the accountability for staffing which is an integral component of the

governance system of the Public Service Commission.
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I
n support of its new

 direction, the PSC
 has developed “The Values-Based M

erit Fram
ew

ork”. This Fram
ew

ork is
about em

pow
ering departm

ents to m
ake staffing decisions through an inform

ed and ethical balance of m
erit 

values and m
anagem

ent principles, coupled w
ith departm

ental accountability to the PSC
 for the use of these pow

ers.
It is applied through critical thinking about the staffing system

’s 5Ps—
the planning, policy, prom

otion, program
s and

protection elem
ents that, taken together, com

prise the full range of staffing activities. The purpose of this fam
ily of

docum
ents is to provide departm

ents w
ith the tools they need to fulfil their obligation to account to the PSC

 about
the exercise of their delegated authorities. 

Th
e six docum

en
ts are:

Staffin
g A

ccoun
tability Fram

ew
ork

describes the overall accountability regim
e that accom

panies the
increased staffing delegation, and serves to initiate the collaborative developm

ent of departm
ental

A
ccountability A

greem
ents betw

een departm
ents and the PSC

. This docum
ent is based on a com

m
on under-

standing and application of the staffing values and principles: the ultim
ate goal is a Public Service that is 

com
petent, non-partisan and representativeof C

anadian society (“Result values” of staffing) and this goal is 
best achieved through staffing practices that are, and are seen to be, fair, equitable and transparent
(“Process values” of staffing). 

A
n

 A
pproach

 to M
on

itorin
g Staffin

g an
d a R

isk
 A

ssessm
en

t M
odelidentifies the characteristics of sound

m
onitoring activities; also presents a m

odel for departm
ents to identify staffing risks and conduct subsequent

m
onitoring activities.

PSC
 Staffin

g Values Surveys
describes tw

o questionnaires that departm
ents can use to evaluate em

ployees’
and m

anagers’ perceptions of staffing values.

Early W
arn

in
g System

describes a PSC
 system

 for providing staffing intelligence to the PSC
 and departm

ents;
the system

 w
ill also help departm

ents prepare their perform
ance assessm

ent.

A
 G

uidelin
e to Staffin

g Perform
an

ce R
eports

is a reference tool that can be used by departm
ents to prepare

reports for the Public Service C
om

m
ission (PSC

) on their staffing perform
ance. It describes w

hat a departm
ental

report m
ight contain w

ith respect to result and process values associated w
ith staffing.

A
ttestation

 of D
epartm

en
tal Staffin

g R
eport R

eliability
outlines the due diligence considerations of the PSC

in regard to staffing reports and establishes criteria by w
hich the attestation of reliability w

ill be conducted.

C
on

clusion
These tools are optional and are provided by the PSC

 to strengthen partnerships and trust w
ith departm

ents and
stakeholders in this era of increased staffing delegation and corresponding staffing accountability. O

ther tools 
related to the overall staffing accountability regim

e, such as a Tem
plate for D

epartm
en

tal R
eport and C

riteria 
used in D

epartm
ental Staffing Perform

ance A
ssessm

ent, w
ill soon be m

ade available. W
e are looking forw

ard to
receiving your feedback on the tools presented to you in this package.

N
ote: The above docum

ents are also available on the PSC
 w

eb site at the follow
ing address: 

h
ttp://w

w
w

.psc-cfp.gc.ca/prcb/accoun
tability.h

tm
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Introduction
Staffing Reform

 is a Public Service C
om

m
ission (PSC

) initiative to m
ake hum

an resource m
anagem

ent m
ore

effective and efficient. U
ltim

ately, Staffing Reform
 allow

s the governm
ent to serve C

anadians better by:
◗

giving departm
ent m

anagers m
ore responsibility and greater ability to deliver on their depart-

m
ental business plans;

◗
stream

lining staffing operations in departm
ents and reducing red tape for m

anagers; and
◗

having the PSC
 m

ove tow
ard an oversight role and aw

ay from
 individual H

R transactions.
C

entral to Staffing Reform
 is the revision and increased delegation of staffing responsibilities from

 the 
PSC

 to departm
ents. A

 cornerstone of this approach is an accountability and reporting fram
ew

ork that holds
departm

ents accountable for exercising the staffing delegation. The new
 fram

ew
ork also allow

s the PSC
 to

report to Parliam
ent on the health of the Public Service staffing system

.

The objectives of this docum
ent are: 

◗
to initiate the collaborative developm

ent of departm
ental A

ccountability A
greem

ents 1; and
◗

to introduce the new
 accountability and reporting fram

ew
ork.

The PSC
 recognizes the im

portance of an early w
arning system

 that departm
ents can use to identify new

issues. H
ow

ever, the new
 accountability fram

ew
ork is an assessm

ent and reporting tool, not a w
arning system

.
The PSC

 has other m
ethods of identifying new

 issues (e.g., risk analysis and them
atic review

s) and w
ill develop

other m
echanism

s, to be shared w
ith the departm

ents, to serve this purpose.

B
ackground

In the past, departm
ents w

ere responsible for m
onitoring their staffing activities and providing inform

ation to
the PSC

. The PSC
, in turn, perform

ed the assessm
ents of staffing perform

ance.
The recom

m
endations of the Treasury Board Report, M

odernization of C
om

ptrollership in the G
overnm

ent of
C

anada, along w
ith the Parliam

entary Report, A
ccounting for Results, suggest m

ore active departm
ental participation

in the assessm
ent of staffing perform

ance. Sim
ilarly, the Report of the Independent Review

 Panel on the M
odernization

of C
om

ptrollership in the G
overnm

ent of C
anada

identifies four elem
ents of m

odern com
ptrollership: perform

ance
inform

ation, risk m
anagem

ent, control system
s and ethical practices and values. 

Based on these reports, the PSC
 believes it is im

portant that departm
ents assess them

selves and report to
the PSC

, taking into consideration their ow
n operating environm

ent.

Principles
The C

om
m

ission has endorsed the follow
ing principles w

ith respect to the authorities delegated by the
C

om
m

ission to the departm
ents. 

◗
The D

eputy H
ead is required to seek the participation of em

ployee representatives in the
developm

ent of an accountability fram
ew

ork and perform
ance m

easures that w
ould hold

m
anagers and the H

R function accountable to the D
eputy H

ead for their staffing and
recourse activities.

1
staffing acco

untability fram
ew

o
rk

1
These A

greem
ents w

ill be appended to the revised D
elegation A

greem
ents.
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◗
The D

eputy H
ead is accountable to the C

om
m

ission for overall departm
ental perform

ance
through an accountability regim

e developed w
ith the C

om
m

ission. This regim
e w

ill include
regular reporting to the C

om
m

ission on aggregate departm
ental perform

ance.
◗

The C
om

m
ission is accountable to Parliam

ent and reports on the overall health of
the resourcing system

. D
epartm

ental perform
ance w

ill be conveyed to Parliam
ent through

the C
om

m
ission’s A

nnual Report.
◗

The D
eputy H

ead is responsible for taking corrective actions and im
posing sanctions at the

departm
ental level.

◗
In addition to the direct accountability m

easures, and to help the C
om

m
ission report on the

overall health of the resourcing system
, the D

eputy H
ead w

ill provide the C
om

m
ission w

ith
other inform

ation about departm
ental activities and perform

ance.
◗

The C
om

m
ission w

ill conduct system
ic review

s and evaluations that use inform
ation

obtained from
 departm

ents.
◗

The C
om

m
ission retains the right to conduct investigations and audits of departm

ental
staffing perform

ance.
◗

A
ctively seeking the participation of em

ployee representatives m
eans, above all, undertaking

consultation w
ith a positive outlook and a desire to “m

ake it w
ork”. Exam

ples of this
approach include:

❚ m
aking consultation an integral part of developm

ent—
not an afterthought

❚ being upfront about the lim
its and the param

eters of consultation
❚ show

ing flexibility w
here possible 

❚ not abandoning the process at the first im
passe

❚ involving the m
ost appropriate senior departm

ental representative 
❚ providing reasonable and sufficient tim

e for feedback 
❚ being flexible in m

aking adm
inistrative arrangem

ents (e.g., scheduling of m
eetings)

Process
The PSC

 suggests the follow
ing process for developing A

ccountability A
greem

ents.
◗ The new

 D
elegation A

greem
ent and the accountability fram

ew
ork w

ill be presented to the
departm

ents in m
eetings w

ith the PSC
. The m

eetings w
ill be driven by departm

ental readiness
to discuss accountability m

atters linked to the staffing delegation.
◗ Signatures w

ill be obtained on the D
elegation A

greem
ents.

◗ The PSC
 w

ill then hold on-going discussions w
ith departm

ents to develop an A
ccountability

A
greem

ent.
◗ N

orm
ally, an A

ccountability A
greem

ent w
ill be developed w

ithin three m
onths.

◗ Parallel to departm
ental discussions, the PSC

 w
ill seek discussions w

ith em
ployee representa-

tives on the accountability fram
ew

ork and encourage departm
ents to have sim

ilar discussions
w

ith their em
ployee representatives.

W
hen an A

ccountability A
greem

ent cannot be agreed upon, the m
atter w

ill be referred to the C
om

m
ission

for discussion and decision.
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Accountability Continuum
The accountability fram

ew
ork and A

ccountability A
greem

ents are based on a three-tier m
odel. 

Tier 1 PSC
 accountable to Parliam

ent
Tier 2 D

epartm
ental D

M
/D

H
 accountable to the PSC

Tier 3 D
epartm

ental line and functional m
anagem

ent accountable to departm
ental D

M
/D

H

There are three levels of reporting w
ithin each tier: processes, outputs and outcom

es. The follow
ing defini-

tions are provided to ensure a com
m

on understanding of these term
s.

Processes are the adm
inistrative system

s that com
bine a variety of inputs and result in an output.

O
utputs

are the products and services produced or directly controlled by program
 activities. The

outputs of the staffing and resourcing system
 are a direct result of processes; for exam

ple, qualified
candidates are the result of an effective recruitm

ent cam
paign.

O
utcom

es
are the consequences of a program

 (organization or service) that can be plausibly attributed
to the program

 outputs. The outcom
e of a staffing and resourcing system

 is a professional public service
w

hich is responsive to business objectives of the governm
ent.

Recent discussions on accountability, including the Report from
 the Task Force on Public Service Values and

Ethics, distinguish betw
een the interrelated concepts of Responsibility, A

ccountability, A
nsw

erability and
O

w
nership.

R
espon

sibility
is the broadest of these concepts. W

ithin the public sector, all office holders have
responsibilities that are defined by their authority. O

ffice holders are responsible for carrying out their
authority properly, that is, w

ithin the law
 and w

ith respect for ethical values. Should a problem
 arise,

office holders are responsible for correcting it and ensuring that it does not happen again.

For exam
ple, at Tier 1 (PSC

 reporting to Parliam
ent) the ultim

ate responsibility rests w
ith the C

om
m

ission.
The C

om
m

ission can delegate authorities and responsibility for duties but not its ultim
ate accountability and

overall responsibility. A
t Tier 2 (departm

ent reporting to the C
om

m
ission) and Tier 3 (line and functional m

an-
agem

ent reporting to the D
eputy H

ead) the overall responsibility to exercise delegated authorities stays w
ith

the D
eputy H

ead. Sim
ilarly, the D

eputy H
ead can sub-delegate authorities and related duties but not his or her

overall responsibility and accountability to the C
om

m
ission.

A
ccoun

tability is a m
ethod of enforcing and explaining responsibility. A

ccountability involves
rendering an account to som

eone, such as Parliam
ent or a senior officer, on how

 and how
 w

ell one’s
responsibilities are being m

et along w
ith actions taken to correct and prevent the re-occurrence

of problem
s.

For exam
ple, at Tier 1 (PSC

 reporting to Parliam
ent) the PSC

 is held accountable through the m
andate the

PSC
 receives from

 Parliam
ent. O

ne of the w
ays to render an account is via the PSC

 A
nnual Report (form

al
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ent under PSEA
, A

rticle 47(1). A
t Tier 2 (departm

ent reporting to the C
om

m
ission) the D

eputy H
ead is

held accountable to the C
om

m
ission through the delegation instrum

ent. O
ne of the w

ays to render an account
is the D

eputy H
eads’ staffing perform

ance report to the C
om

m
ission. A

t Tier 3 (line and functional m
anage-

m
ent reporting to the D

M
/D

H
), m

anagers and H
R specialists are held accountable through a sub-delegation

instrum
ent, an accountability contract, or a M

em
orandum

 of U
nderstanding (M

O
U

). Each organization w
ill

determ
ine the w

ays by w
hich they w

ill render their accounts.

A
nsw

erability
is the duty to inform

 and explain. It is essential to any accountability and responsibility
relationship. H

ow
ever, it does not include the personal consequences that are part of accountability.

The concept of answ
erability is applicable w

hen full accountability is not an issue.

For exam
ple, public servants are answ

erable to parliam
entary com

m
ittees, but not accountable to them

.
A

t Tier 1, Tier 2
and Tier 3, answ

erability can range from
 one end of a spectrum

 (e.g., a staffing assistant) to
the other (e.g., a senior line/H

R m
anager).

O
w

n
ersh

ip is an internal and subjective sense of professional obligation, and is a com
ponent of

responsibility. O
w

nership can exist separately from
 an authoritative relationship.

The follow
ing table show

s Responsibility, A
nsw

erability, and the A
ccountability M

echanism
s at each Tier

of the A
ccountability C

ontinuum
.

Tier 1

Tier 2

Tier 3

PSC
 President and

C
om

m
issioners

D
epartm

ental
D

M
/D

H

D
epartm

ental 
Line M

anagers 
and H

R O
fficers

A
ccountable to

Parliam
ent through 

m
andate given by

Parliam
ent

A
ccountable to the 

PSC
’s President and

C
om

m
issioners

through delegation
agreem

ent

A
ccountable to

D
M

/D
H

 through
accountability 
contract/M

O
U

/
sub-delegation 
agreem

ent

PSC
 President and

C
om

m
issioners/

D
epartm

ental
D

M
/D

H

D
epartm

ental Line
M

anagers and H
R

O
fficers

D
epartm

ental Line
M

anagers and H
R

O
fficers

Answ
erability

Responsibility

Accountability M
echanism



Public Service W
ide Principles and Values

In the new
 accountability fram

ew
ork, D

eputy H
eads are accountable for using their authorities in a w

ay that
respects a series of values. Perform

ance indicators reflecting outcom
es, outputs, and process m

easures that the
PSC

 and D
eputy H

ead have agreed upon w
ill m

easure adherence to these values. The values include the PSEA
staffing overarching principle, M

erit, the PSEA
 related values, as w

ell as the principles supported by the PSC
(see below

).
W

hen m
anaging their staffing system

s, departm
ents should consider the m

anagem
ent and service delivery

principles of flexibility and affordability/efficiency. The PSC
 supports these principles. H

ow
ever, the Public

Service C
om

m
ission does not have the m

andate to hold departm
ents accountable for ensuring that staffing

activities are carried out in an affordable, flexible and efficient m
anner.

The overall staffing values and principles of the Public Service are illustrated in the follow
ing diagram

:

M
anagem

ent and Service D
elivery Principles

D
epartm

ents should consider the follow
ing M

anagem
ent and Service D

elivery Principles in their staffing 
activities.

◗ Flexibility: Staffing activities and approaches are adapted to the needs of the organization.
◗ A

ffordability/Efficiency: Staffing activities and approaches ensure good value and are sim
ple,

tim
ely, and effective in their delivery.

5
staffing acco

untability fram
ew

o
rk
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The D
eputy H

eads w
ill be held accountable for the values identified in the diagram

. These values can be defined
in the follow

ing w
ay:

A
- Result Values

◗ C
om

peten
cy: Public servants are qualified to fulfill their Public Service duty.

◗ R
epresen

tativen
ess: The com

position of the Public Service reflects the labour m
arket.

◗ N
on

-Partisan
sh

ip: Em
ployees are appointed and prom

oted objectively, free from
 political

or bureaucratic patronage.

B
 - Process Values

◗ Fairn
ess: D

ecisions are m
ade objectively, free from

 political or bureaucratic patronage; practices
reflect the just treatm

ent of em
ployees and applicants.

◗ Equity: There is equal access to em
ploym

ent opportunities; staffing practices are barrier-free 
and inclusive.

◗ Tran
sparen

cy: There is open com
m

unication w
ith em

ployees and applicants about staffing
practices and decisions.



Accountability Indicators and M
easurem

ents
The follow

ing chart links accountability indicators w
ith the values they support and identifies potential

m
ethodologies for m

easurem
ent.

K
ey Tier 2 Accountability Indicators 

7
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Com
petency

Representativeness

◗ Staffing practices and strate-
gies w

hich satisfy the organi-
zation’s operational needs
(output)

◗ D
epartm

ental client’s satis-
faction (outcom

e)
◗ Productivity level (outcom

e)
◗ Results of analysis of founded

com
plaints (appeals and

investigations) (process)

◗
D

em
ographics (output)

◗ D
epartm

ental reports on the
linkage of business plan w

ith
staffing strategy

◗ D
epartm

ental review
 of

staffing practices: upfront, 
follow

ed, w
ith sound 

explanations for deviation
◗ C

onducting
m

anagers/em
ployees/client

surveys and or consultations
◗ D

epartm
ental review

 of 
num

ber and type of custom
er

com
plaints

◗ D
epartm

ental study of
w

ays/m
echanism

s in place 
to ensure departm

ental 
standards are m

et
◗ Benchm

arking
◗ Review

 of upheld appeals and
founded investigations

◗ Review
 of environm

ental
scanning reports: com

plaints
to PSC

, com
plaints to depart-

m
ents, com

plaints by parlia-
m

entarians, public allega-
tions

◗ D
epartm

ental analysis of 
the w

orkforce com
position

(e.g.: age, education, official
language)

◗
D

epartm
ental study of dem

o-
graphics com

pared to the rele-
vant labour m

arket availability
and/or the provisions of Land
C

laim
s A

greem
ents negotiated

w
ith A

boriginal groups

Values
Indicators

Suggested m
easurem

ents/ 
m

ethodology

Result Values linked with PSC mission



acco
untability fo

r staffing 
8

Non-Partisanship

Fairness, equity and 
transparency

◗
Results of analysis of founded
com

plaints (appeals and
investigations) (process)

◗
A

ttestation statem
ent that

the D
eputy H

ead exercise due
diligence to ensure that
em

ployees are capable of per-
form

ing their duties in a neu-
tral w

ay and that they w
ill be

perceived as such. *

* This statem
ent includes

staffing activities

◗ M
anagem

ent and Em
ployee

satisfaction (output)
◗ Staffing policies w

hich opera-
tionalize these values (output)

◗ Results of analysis of founded
com

plaints (appeals and
investigations) (process)

◗
Review

 of environm
ental scan-

ning reports: com
plaints to

PSC
, com

plaints to depart-
m

ents, com
plaints by parlia-

m
entarians, public allegations

◗
A

nalysis of Political Leave
applications

◗
Q

ualitative support of the
departm

ental attestation state-
m

ent dem
onstrating lack of

political interference such as:
❚ A

ssurance that the D
H

’s
responsibilities in staffing
have been com

m
unicated 

to the M
inister

❚ Im
plem

entation of a depart-
m

ental code of ethics in
staffing m

atters O
R insertion

of the staffing point-of-view
 

in a departm
ental code of

ethics that already exists
❚ Identification of a departm

ental
resource person in this regard

❚ Inform
ation and/or training in

non-partisan responsibilities
❚ Results of em

ployee surveys
regarding staffing

❚ A
ssurance of annual rem

inder
to all personnel regarding sec-
tions 32, 33 and 34 of the
PSEA

◗ C
onducting em

ployee and
m

anager surveys 
◗ D

epartm
ental review

 of
staffing practices: upfront, fol-
low

ed, w
ith sound explana-

tions for deviation
◗ Review

 of upheld appeals and
founded investigations

◗ Review
 of environm

ental
scanning reports: com

plaints
to PSC

, com
plaints to depart-

m
ents, com

plaints by parlia-
m

entarians, public allegations

Values
Indicators

Suggested m
easurem

ents/ 
m

ethodology

Process Values linked with
PSC objectives

Result Values linked with PSC mission
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D
epartm

ents m
ust use the O

verall Staffing Values and Principles as the basis for their reporting. To 
provide a tailored approach to the accountability process, A

ccountability A
greem

ents w
ill be negotiated 

individually w
ith each departm

ent. D
epartm

ents w
ill be able to add or delete indicators from

 the generic ones 
provided by the PSC

 to reflect their particular departm
ental context. There m

ust, how
ever, be agreem

ent w
ith

the PSC
 on the indicators. The determ

ination of “the type of m
easurem

ents” w
ill be left entirely to the D

H
/D

M
.

The PSC
 is prepared to assist departm

ents in determ
ining the type of m

easurem
ents and how

 to m
easure the

various indicators.
The PSC

 recognizes that there is a need to allow
 departm

ents sufficient tim
e to adjust to these new

reporting requirem
ents. H

ow
ever, the PSC

 w
ill m

onitor departm
ents’ progress in their capacity to m

easure
the indicators of perform

ance.

Reporting and Assessm
ent

D
epartm

ents are required to report to the PSC
 annually. The D

eputy H
ead w

ill seek the em
ployee representa-

tives’ input before subm
itting the departm

ental staffing perform
ance report to the PSC

.
The PSC

 w
ill assess the inform

ation provided, attest to its validity, and give feedback to departm
ents.

To fulfill its due diligence, the PSC
 m

ay, in som
e cases, validate the inform

ation by perform
ing audits and/or

them
atic review

s. In addition, the C
om

m
ission w

ill seek input from
 em

ployee representatives on the overall
health of the staffing system

 for its report to Parliam
ent (Tier 1 reporting).

Incentives 
O

n an ongoing basis, the PSC
 w

ill provide incentives to prom
ote the values and principles outlined in this 

docum
ent. This section describes the continuum

 of incentives available to the PSC
. The inform

ation in this
section is being shared w

ith the departm
ents in the spirit of openness and transparency. The PSC

 w
elcom

es
suggestions from

 departm
ents on the kind of incentives that w

ould encourage best practices and discourage
poor ones. W

hile this m
aterial w

ill not form
 part of the A

ccountability A
greem

ents, it provides inform
ation 

on how
 the PSC

 m
ay address issues that em

erge from
 the accountability process.

The report com
m

issioned by the President of the Treasury Board, M
odernization of C

om
ptrollership in the

G
overnm

ent of C
anada, outlines the conditions that m

ust be m
et to m

odernize com
ptrollership:

◗
leadership in departm

ents and at the centre;
◗

clear and understood responsibilities;
◗

com
petency and capacity com

m
ensurate w

ith needs;
◗

incentives.
The C

om
ptrollership Report em

phasizes the need for incentives to create an effective control environm
ent

(often referred to as sanctions, rew
ards, and corrective actions). The report suggests that D

eputy H
eads w

ho 
provide good inform

ation and effective control should be entrusted w
ith greater latitude to operate and be

subject to less scrutiny and direction from
 the centre. A

t the sam
e tim

e, w
here this condition is not satisfactorily

fulfilled, the system
 should have the flexibility to respond w

ith a greater m
easure of scrutiny and oversight 

and, if necessary, intervention.
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The PSC w
ill continue to be involved in the follow

ing initiatives:

◗
given its strategic position to assess the success in m

aintaining good staffing practices in
departm

ents, the PSC
 w

ill system
atically provide input to the perform

ance evaluation of
D

eputy H
eads on hum

an resource m
anagem

ent;
◗

the PSC
 w

ill use the PSC
 A

nnual Report to recognize both excellence and challenges in Public
Service staffing at the departm

ental level. 
The illustration below

 show
s a continuum

, from
 positive to negative of activities that are term

ed
neutral but undoubtably serve to contribute to the incentive system

 for good staffing in departm
ents.

Incentives

Encouraging B
est Practices

Recognition of good practice in PSC
 A

nnual
Report and other publications

(PSC
)

Positive input of PSC
 in C

O
SO

 D
H

 perform
ance

assessm
ent 

(PSC
)

Tailor-m
ade approach in negotiating each depart-

m
ent’s accountability regim

e 
(PSC

)

Incentives and aw
ards for good practices

(D
H

)

D
iscouraging Poor Practices

Rem
oval of delegation – total

(PSC
)

N
egative input of PSC

 in C
O

SO
 D

H
 perform

ance
assessm

ent
(PSC

)

Rem
oval of delegation – partial 

(PSC
)

Public reporting of irregularities
(PSC

)

N
ote to D

H
 of concerns regarding their depart-

m
ental staffing system

(PSC
)

D
isciplinary action in departm

ents 
(D

H
)

Strength of Incentives

O
ther Initiatives

Investigation of irregularities
(PSC

)
A

udits
(PSC

)
Them

atic review
s 

(PSC
)

C
lear expectations through D

elegation and A
ccountability A

greem
ents 

(PSC
)

A
dvice and consultation in staffing m

atters
(PSC

)
A

dvice/tools/assistance in perform
ance evaluation, audit and risk m

anagem
ent 

(PSC
)

Early w
arning system

 
(PSC

)
C

lear expectations through sub-delegation
(D

H
)

Linkages to career progression/com
pensation

– for D
H

(C
O

SO
)

– for m
anagers and H

R specialists 
(D

H
)

N
O

TE: These initiatives can be taken to ensure the effective m
anagem

ent of the staffing system
.
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An Approach to M
onitoring Staffing and a Risk Assessm

ent M
odel

Staffing risk assessm
ent m

odels include a regular and system
ic m

onitoring program
. For present purposes, 

the Public Service C
om

m
ission considers m

onitoring to be a process of exam
ining staffing activities to provide

reasonable assurance that staffing decisions are in line w
ith the desired results. 

M
onitoring activities are conducted w

ith tw
o goals in m

ind:
◗ to obtain inform

ation on the achievem
ent of targeted goals; and 

◗ to im
plem

ent corrective actions if and w
here needed.

Characteristics of a M
onitoring System

The PSC
 does not believe in a universal m

onitoring system
 for all departm

ents. Instead, w
e believe that

departm
ents should adopt m

onitoring practices that suit the needs of the particular organization. W
e are

suggesting a fram
ew

ork w
ith the follow

ing characteristics:
◗ clearly identified responsibilities;
◗ trends that are exam

ined against values and agreed upon perform
ance indicators;

◗ results of the system
 are brought to the attention of Senior M

anagem
ent; and

◗ corrective actions that are taken on the basis of the results.
D

epartm
ental m

onitoring system
s also have the characteristics of reliability and scope. A

 reliable m
onitor-

ing system
 is achieved by having the appropriate m

echanism
s to safeguard the quality and tim

eliness of the
staffing inform

ation, along w
ith the safety of the actual data. A

 m
onitoring system

 has the proper scope w
hen

it exam
ines the values and perform

ance that have been agreed to in A
ccountability A

greem
ent on significant

sectors w
ithin the organization.

The actual im
plem

entation of the m
onitoring system

, of course, depends on the departm
ental context.

There are several sources of inform
ation that can be used, including:

◗ statistical data,
◗ staffing practices, and
◗ interview

s and/or surveys w
ith hum

an resource m
anagers, line m

anagers, clients, 
and em

ployees. 
Sim

ilarly, departm
ents w

ill determ
ine the frequency of their m

onitoring activities, ranging from
 a 

sem
i-annual basis to yearly, or even once every tw

o or three years depending on the departm
ental needs 

and the sources of the data.
The specific m

onitoring activities of the departm
ent should be derived from

 a staffing risk assessm
ent. 

The risk assessm
ent is a system

atic process for assessing and integrating professional judgem
ents about 

probable adverse conditions and/or effects. By exam
ining the functional and organizational staffing risk, 

a risk assessm
ent serves to:

◗ identify, focus, and m
axim

ize the effectiveness of m
onitoring activities;

◗ help determ
ine the scope of a given perform

ance assessm
ent. 

1
an appro

ach to
 m

o
nito

ring staffing and a risk assessm
ent m

o
del



The follow
ing diagram

 illustrates the relationship and roles betw
een values, perform

ance indicators 
and risk assessm

ent in determ
ining w

hich m
onitoring activities should be conducted in a departm

ent.
In the new

 Staffing A
ccountability Fram

ew
ork, departm

ents are required to conduct an assessm
ent of 

their staffing perform
ance. To help departm

ents m
eet these requirem

ents, a m
odel for assessing staffing risk 

is presented on the follow
ing pages. The m

odel can be used by staffing m
onitoring and assessm

ent officers 
in organizations governed by the Public Service Em

ploym
ent A

ctto provide focus for their m
onitoring activities

and m
axim

ize the effectiveness of these activities. They can also use the m
odel to determ

ine the sectors of
the organization and areas of staffing that present the highest risks.

It is im
portant to note that the m

odel is only a tool to be used to facilitate decision m
aking. O

ther m
ore or

less tangible factors m
ay also influence the determ

ination of the level risk in an organization.

D
efinitions

Risk, in the context of staffing in the Public Service, can be interpreted as: a staffing environm
ent w

hich does
not adhere to the requirem

ents of the Public Service Em
ploym

ent A
ct and Regulations, and the policies, guidelines

and values of the Public Service. This, in turn, could have negative im
pact on the operational program

s of an
organization. 

The staffing risk assessm
ent m

odel is based on the follow
ing definitions:
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Values

R
isk

 A
ssessm

en
t

M
on

itorin
g A

ctivities

Perform
an

ce
In

dicators
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R
isk

The probability that an event or action—
such as exposure to financial loss, non-ethical

conduct, loss of reputation, and non-com
pliance w

ith legal requirem
ents and business

guidelines—
m

ay adversely affect the organization.
Internal A

uditing in a C
hanging M

anagem
ent C

ulture, O
ffice of the A

uditor G
eneral 

of C
anada, 1992, p. 19.

R
isk

 Factors 
The criteria used to identify the relative significance of, and likelihood that, conditions
or events m

ay occur that could adversely affect the organization.
Statem

ent on Internal A
uditing Standards N

o. 9,Institute of Internal A
uditors, Internal

A
uditor, O

ctober 1992, p. 61.
R

isk
 A

ssessm
en

t
A

 system
atic process for assessing and integrating professional judgm

ents about 
probable adverse conditions and/or events. This process should take into account 
not only the probability that unw

anted actions occur but also the im
pact of such 

occurrences on the organization 

Structure

A
s seen in the follow

ing pages, the m
odel is divided into tw

o parts:
◗

Part I—
Fun

ction
al R

isk
s—

describes risk factors related to the “staffing” function, as w
ell as

inform
ation sources for such factors. The Functional Risk factors consist of the six values defined

in the Staffing A
ccountability Fram

ew
ork: com

petency, representativeness, non-partisanship,
fairness, equity and transparency. N

ote that the Functional Risk section ends w
ith a grid for

com
piling all of the elem

ents of risk in a given organization. 
◗

Part II—
O

rgan
ization

al R
isk

s—
describes risk factors related to the characteristics of the

organization, as w
ell as inform

ation sources for such factors. N
ote that the section ends w

ith
a grid for com

piling all of the elem
ents of organizational risks.
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Definition of a low risk

Use of 
competency 
profiles

Use of staffing
processes (generic 
competitions
where
appropriate)

The department has a staffing
system based on competency
profiles (for the main occupa-
tional groups) which includes:
◗ the definition of basic com-

petencies and transferable
skills; and

◗ the use of behavioural assess-
ment tools (behaviour based
interview—BBI) to identify
individual competencies.

The department uses generic
competitions, where 
appropriate, to:
◗ fill a number of positions

simultaneously or
◗ create an inventory of quali-

fied candidates for rotation
to various positions at the
same group and level; and 

◗ candidates are assessed on
the basis of skills, abilities
and “generic” competencies,
not exclusively on the 
specific requirements of a
position.

Policy/guidelines/practices 
in effect on the use of  
competency profiles

Policies/guidelines/practices 
in effect on the use of  generic
competitions

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Competency

Part I—Functional Risks



5
an appro

ach to
 m

o
nito

ring staffing and a risk assessm
ent m

o
del

Definition of a low risk

Staffing 
strategy

Staffing training

The department has a staffing
strategy that:
◗ assesses the status of the

organization’s human
resources;

◗ determines new require-
ments of positions;

◗ reviews all employee 
qualifications;

◗ chooses a combination of
staffing options based on
operational needs and the
aspirations and expectations
of employees; and

◗ creates a linkage between
staffing, the business plan,
and operations.

The department improves the
competency of staffing con-
sultants by providing and
updating staffing training. 
The department keeps staffing
participants (delegated 
managers) informed about
staffing changes.

Policy/guidelines/practices on
staffing strategy

Policy/guidelines/practices on
staffing training for staffing
consultants and delegated
managers
Statistics on the content and
frequency of staffing training 

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Competency
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Definition of a low risk

Selection tools and
techniques

The department is concerned
about the quality of selection
tools and techniques and takes
into consideration and applies
a variety of appropriate meas-
urement instruments such as:
◗ reviewing the information

contained in personal files;
◗ details of previous track

record;
◗ written examinations

(departmental and PSC tests);
◗ directed interview tech-

niques (in-basket, detailed
questionnaires, behaviour
based interviews (BBI), simu-
lations, role play and oral
presentations);

◗ recorded reference checks;
◗ peer assessment for specific

groups; and so on.

Policies/guidelines/practices
on the use of selection tools
and techniques

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Competency
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Definition of a low risk

Occupational
learning and train-
ing program
(where necessary)

◗ The department establishes
its own learning and training
program where the required
knowledge and competen-
cies are not available either
within or outside the Public
Service.

◗ The department shows the
competencies the program
enables employees to
acquire, how the program is
organized, and the progress
of trainees (including the
measures that are taken in
the event of training failure).

◗ Competencies are properly
assessed in a consistent man-
ner, according to the same
criteria for all trainees.

◗ The department develops
competency standards, in
accordance with the
Standards for Selection and
Assessment (generic and spe-
cific), for every level of pro-
motion based on individual
merit expected in the pro-
gram.

Policy/guidelines/procedures
in effect to develop learning
and training programs

Statistics on the number of
trainees promoted

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Competency
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Definition of a low risk

Active and effec-
tive management
of the external
inventory (where 
delegated)

Other risk factor 
identified 
by the department

The department has a policy,
guidelines, procedures and
monitoring mechanisms for:
◗ area of recruitment;
◗ composition of the invento-

ry (scope of the inventory,
distribution of notices, pro-
cessing of applications,
screening and/or prelimi-
nary assessment, mainte-
nance of the inventory); and

◗ quality of referrals (selection,
from an inventory, of candi-
dates to be considered for
some positions).

Policy/guidelines/procedures
and monitoring mechanisms
for managing the external
inventory

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Competency

Value of Competency
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Definition of a low risk

Recruitment of
members of desig-
nated groups 

Promotion of
members of desig-
nated groups

The department meets the
standards of representativeness
negotiated with TBS and/or
the provisions of Land Claims
Agreements negotiated with
Aboriginal groups (where
appropriate).
The department takes advan-
tage of special PSC programs
(Section 5 of the Employment
Act and Regulation 44).
The department promotes
external recruitment by means
of generic competitions
(where appropriate).
Members of target groups 
participate as  selection 
board members.
Invitation to target groups in
advertising, competition
posters and other media.
Expansion of areas of selection
to be sure to attract members
of target groups.
The department meets the pro-
motion standards negotiated
with TBS.
The department takes initia-
tives to reach the goals of
overcoming obstacles and

Demographic data

Analysis of the level of use 
of special programs 

Review of practices/
guidelines/policies

Composition of selection
boards

Review of practices/
guidelines/policies

Review of practices/
guidelines/policies  

Demographic data

Review of practices/
guidelines/policies

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Representativeness



acco
untability fo

r staffing 
10

Definition of a low risk

Information/
training

Support from
senior management

Other risk factor
identified by the
department

eliminating barriers with
regard to employment equity
(e.g., review of statements
of qualifications, exit
interviews, participation
by members of designated
groups on selection boards).
Training is facilitated for
members of target groups
already on the job.
Information/training of man-
agers and employees (targets
to be met, new equity legisla-
tion and/or provisions of Land
Claims Agreements negotiated
with Aboriginal groups).
Training/awareness of man-
agers and employees (courses,
info-lunch, etc.).
Reinforcement of the role
of co-ordinators (financial
support for costs incurred
for actual initiatives)

Review of practices/
guidelines/policies

Review of information 
mechanisms

Review of training content

Review of departmental 
practices

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Representativeness

Value of Representativeness
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Definition of a low risk

Information/train-
ing of participants

Resource 
person as depart-
mental contact 

Appeals/
grievances/
complaints involv-
ing non partisan-
ship
Other risk factor
identified by the
department

Annual reminder to all staff
on sections 32, 33, 34 of the
PSEA.
Existence of a code of ethics
including staffing issues or
inclusion of such elements in
the mission or values of the
organization.
Information/training sessions
such as workshops and 
info-lunches.
Communication to the
Minister of the responsibilities
of the Deputy Minister or
Deputy Head on non-
partisanship.
The organization has 
identified a resource person 
to answer employee ques-
tions/concerns, such as 
political activities outside
working hours. 
No or few admissible
appeals/complaints/ 
investigations (in the context
of the volume of staffing 
activity).

Guidelines/practices 
communicated to employees

Review of code of ethics/
mission

Review of content of informa-
tion sessions

N/A

Reflected in work descriptions

Analysis of admissible
complaints

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Non-Partisanship

Value of non-partisanship
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Definition of a low risk

Consideration and
placement of
employees with
priority rights

Quality of selection
tools

Other risk 
factor identified by
the department

The organization has mecha-
nisms in effect to ensure the
consideration and placement
of employees with priority.

The organization also hires
employees with priority from
other organizations.
Information/training for indi-
viduals responsible for assess-
ing candidates.
Use of PSC tests or standardized
departmental tests as a selec-
tion tool, where appropriate.
No or few admissible com-
plaints/appeals/investigations
involving selection methods
and tools.

Review of mechanisms in effect
within the organization
Data on appointments of
employees with priority from
within the organization
Data on appointments of
employees with priority from
other organizations
Policy/guidelines/practices 
on selection tools

Practices on the use of 
standardized tests

Review of appeal
decisions/investigation 
outcomes

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Fairness

Value of fairness
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Definition of a low risk

Statement of quali-
fications

Area of 
selection

Information/training, where
necessary, for individuals
responsible for developing
statements of qualifications.
The organization applies
generic factors in statements
of qualifications consistently
for key positions and similar
positions.
No or few admissible com-
plaints/appeals/investigations
with respect to qualifications.
Areas of selection used by the
organization for competitions
allow a reasonable number of
candidates to apply.

Data on staffing training

Policy/guidelines/practices on
statements of qualifications

Review of appeal decisions and
investigation outcomes

Policy/guidelines/practices on
area of selection including
areas for creating an inventory
where the organization has
delegation to recruit from 
outside the Public Service

Data on the number of 
candidates in a competition

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Equity
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Definition of a low risk

Use of staffing
processes

Other risk factor
identified by the
department

Recruitment on an indetermi-
nate basis at a level other than
entry level is justified.
Requests for single candidate
referrals during recruitment
are justified.
Where necessary, the organiza-
tion facilitates reasonable
access to opportunities likely
to lead to promotion through
competition.

Data on appointments

Data on cases of single 
candidate referral

Guidelines/practices on 
promotions

Data on appointments

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Equity

Value of Equity
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Definition of a low risk

Communication
of staffing infor-
mation

Staffing training
for practitioners
(if need be) 
Number of com-
plaints, appeals
and investigations
Feedback mecha-
nisms accessible
to managers and
employees

Regular communication of
policies, strategic decisions
and selection decisions to
managers and employees (for
example, staffing issues are
regularly covered at meetings
with all employees).
Information/training for man-
agers and staffing advisors on
values and staffing principles.
No or few admissible com-
plaints/appeals/investigations.

Systematic offer to candidates
to participate in post-interviews.
Candidates in closed competi-
tions are systematically
informed of their right to
appeal.
Individuals in the area of
selection are informed of their
right to appeal when an
appointment is made without
competition.
Existence of mechanisms for
gathering comments from
managers and employees.

Policy/guidelines/practices on
communication of policies and
staffing decisions

Data on staffing training for
managers and staffing advisors

Review of appeal decisions and
investigation outcomes

Guidelines/practices on feed-
back to candidates
Guidelines/practices on right
to appeal. Form letter sent to
candidates.

Practices on right to appeal
(for example, notices of
appointments without compe-
tition are issued)

Practices on feedback 
(e.g., feedback mechanisms 
in effect)

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Transparency
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Definition of a low risk

Use of staffing
processes

Other risk factor
identified by the
department

The organization applies
generic factors in statements
of qualifications for key 
positions and similar positions
consistently in external
recruitment and closed 
competitions.
Opportunities for acting
appointments are advertised
to employees, and various 
factors are considered, such as
conducting a competition and
employee rotation.
Promotion of public servants
by open competition is 
justified and done on an
exceptional basis.

Guidelines/practices on
recruitment and promotions

Guidelines/practices on acting
appointments

Data on appointments

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Value: Transparency

Value of Transparency
High Risk

+
Low Risk

-

Compilation

Departmental Risk Level
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Value of competency Value of fairnessHigh Risk
+

Low Risk
-

Value of Representativeness Value of equityHigh Risk
+

Low Risk
-

Value of non-partisanship Value of transparencyHigh Risk
+

Low Risk
-

Overall Compilation

Departmental Risk Level

High Risk
+

Low Risk
-

High Risk
+

Low Risk
-

High Risk
+

Low Risk
-

Departmental Risk Level
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Definition of a low risk

Volume of staffing 
activities

Complexity of
staffing

Extent of Deputy
Head’s 
delegated staffing
authority 
Distribution of
sub-delegated
staffing authority
within the organi-
zation

Environmental
analysis

The volume of staffing 
activities per 100 employees 
is lower than the Public
Service average. 
Staffing in the organization
shows these characteristics:
◗ variety of similar positions;
◗ no peak period for staffing

activities; and
◗ no staffing of highly 

specialized positions.
The Delegation Agreement
includes only the general
authority usually delegated 
to Deputy Heads.
The sub-delegation structure
within the organization shows
these characteristics:
◗ delegated staffing authority

is centralized from a geo-
graphic and organizational
point of view; and

◗ staffing authority is sub-
delegated to a small 
number of practitioners.

Human resources manage-
ment in the organization has
not been the subject of any
unfavourable media reports. 

Data on appointments in the
Public Service

Data on appointments

Organization’s agreement on
delegated staffing authority
and accountability

Sub-delegation structure 
within the organization

Organization’s Communication
Branch, press  clippings,
parliamentary intervention

Information Sources Comments

Departmental Risk Level

High Risk
+

Low Risk
-

Risk Factor

Part II—Organizational Risks
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ach to
 m

o
nito

ring staffing and a risk assessm
ent m

o
del

Volume of staffing activities
Distribution of sub-delegated staffing

authority within the organization
High Risk

+
Low Risk

-

Complexity of staffing Environmental analysisHigh Risk
+

Low Risk
-

Extent of Deputy Head’s delegated

staffing authority
High Risk

+

Departmental Overall Compilation

Departmental Risk Level

High Risk
+

Low Risk
-

High Risk
+

Low Risk
-

Departmental Risk Level

Low Risk
-
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PSC
Staffing Values Surveys

The Public Service C
om

m
ission offers tw

o questionnaires that departm
ents can use to im

plem
ent their delega-

tion and accountability regim
e. Either of the tw

o questionnaires discussed in this package can be used to help
evaluate and report on em

ployees’ perceptions of staffing values. The advantages and potential disadvantages
of the surveys are review

ed in the follow
ing section. 

“Staffin
g in

 Your C
urren

t D
epartm

en
t” Survey (1994)

D
eveloped by, and available from

, the Personnel Psychology C
enter of the PSC

. 

Advantages:

◗
The “Staffing in Your Current D

epartm
ent” survey w

as carefully designed in consultation w
ith

a broad range of em
ploym

ent equity group m
em

bers and PSC
 staffing consultants. The survey

follow
s professional survey standards and practices, and careful consideration has been given

to factors such as:

❚the num
ber of questions for each key construct;

❚the question w
ording and order;

❚the introduction and instructions;
❚suitable response categories; and 
❚questionnaire length and form

at.
Each of these factors affects the quality of the responses. For exam

ple, slight variations in question w
ording

or the order of questions can significantly affect the responses.
◗

The survey w
as pretested to identify potential problem

s and to assess the quality of the instrum
ent.

◗
The “Staffing in Your Current D

epartm
ent” survey identifies “m

oderating variables,” that is,
variables that m

ay intervene to affect respondents’ answ
ers. The m

oderating variables include
m

any factors such as em
ploym

ent history, staffing experience, and job satisfaction.
◗

By using a standardized questionnaire, the survey results can be com
pared over tim

e or
across departm

ents.

Potential D
isadvantages:

◗
There m

ay be costs associated w
ith using the survey. A

rrangem
ents for scoring, analyses and

interpretation should be negotiated w
ith the A

ssessm
ent, Testing, and C

ounselling directorate
of the PSC

.
◗

The survey does not include questions on the non-partisanship value.



“Staffin
g Values Survey Q

uestion
n

aire” (1999)
Som

e sam
ple questions follow

.

Advantages:

◗
There is no cost.

◗
D

epartm
ents can design the questionnaire to suit their local environm

ent.

Potential D
isadvantages:

◗
The survey w

as not designed w
ith as m

uch m
ethodological rigor as the “Staffing in Your Current

D
epartm

ent” survey. Therefore, the inform
ation received from

 the “Staffing Values Survey
Q

uestionnaire” m
ay not be as com

plete, accurate, or reliable as the “Staffing in Your Current
D

epartm
ent” survey.

◗
U

sin
g th

e survey in
 a n

on
stan

dardized m
an

n
er (e.g., by usin

g on
ly a few

 question
s) w

ill
lim

it th
e quality an

d usefuln
ess of th

e in
form

ation
.

◗
The “Staffing Values Survey Q

uestionnaire” has few
er questions than the “Staffing in Your

Current D
epartm

ent” survey about potential m
oderating variables. This m

ay lim
it the

interpretation of the “Staffing Values Survey Q
uestionnaire” results.

◗
C

om
parisons of the results across departm

ents or tim
e intervals are lim

ited if the “Staffing Values
Survey Q

uestionnaire” is m
odified betw

een adm
inistrations.

N
ote: Proper sam

pling techniques and an adequate sam
ple size m

ust be used w
ith any survey in order to

generalize the results from
 a sam

ple to the larger population.

acco
untability fo

r staffing 
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Sam
ple Q

uestions for a Staffing Survey or Q
uestionnaire

The follow
ing section provides som

e exam
ples of questions that could be used by departm

ents, according to
their needs, to conduct a staffing survey. These survey questions are closely linked to indicators w

hich m
easure

m
anagers and em

ployees’ perceptions and their satisfaction w
ith result values (com

petency, representativeness
and non-partisanship) and process values (fairness, equity and transparency). 

W
h

en
 adm

in
isterin

g a survey, it is im
portan

t to address th
e follow

in
g:

◗ confidentiality,
◗ an indication that the survey is voluntary,
◗ the purpose of the survey,
◗ requesting opinions and perceptions, and
◗ the use of the survey results.

Section I: D
em

ographic inform
ation 

1. In w
hich year did you join this departm

ent/agency?

19 

2. W
hat is your substantive group and level?

3. H
ow

 m
any years have you been at this group and level?

❑
Less than one year

❑
1 to 5 years

❑
6 to 10 years

❑
M

ore than 10 years

4. Are you a m
anager/supervisor?

❑
Yes

❑
N

o

5. W
hat is your current em

ployee status/tenure?

❑
Indeterm

inate
❑

Seasonal
❑

Term
 

❑
C

asual
❑

O
ther (Specify) 
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6. In w
hich province or territory do you w

ork?

❑
Yukon

❑
N

orthw
est Territories

❑
N

unavut
❑

British C
olom

bia
❑

A
lberta

❑
Saskatchew

an
❑

M
anitoba

❑
O

ntario (Excluding N
C

R)
❑

N
ational C

apital Region (N
C

R)
❑

Q
uébec (Excluding N

C
R)

❑
N

ew
 Brunsw

ick
❑

N
ova Scotia

❑
Prince Edw

ard Island
❑

N
ew

foundland
❑

O
utside C

anada

7. W
hat is your gender

❑
M

ale
❑

Fem
ale

8. Are you a m
em

ber of any of the follow
ing designated em

ploym
ent equity groups?

A
boriginal peoples

❑
Yes

❑
N

o

Persons w
ith disabilities

❑
Yes

❑
N

o

V
isible m

inorities 
❑

Yes
❑

N
o

Section II: Your em
ploym

ent history in the last 2 years

1. In the last 2 years, have you participated in a com
petition?

❑
Yes

❑
N

o

2. In the last 2 years, w
ere you appointed or are you going to be appointed 

as a result of a com
petition?

❑
Yes

❑
N

o
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3. In the last 2 years, have you been prom
oted w

ithout com
petition?

❑
Yes

❑
N

o

4. In the last 2 years, have you had a tem
porary assignm

ent, secondm
ent, 

transfer or acting position?

❑
Yes

❑
N

o

Section III: Staffing values

The values described in this section include the PSEA
staffing overarching principle, M

erit.

Value of com
petency

Com
petency: Attributes w

hich ensure that Public Servants are qualified to fulfill their 

Public Service duty.

1. M
y departm

ent appoints qualified people.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

2. The assessm
ent tools used identify qualified candidates.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

3. If you are a m
anager and have staffed positions in the last 2 years, 

are you satisfied w
ith the perform

ance of the selected em
ployee?

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

❑
N

ot applicable



Value of representativeness

Representativeness: The com
position of the Public Service reflects that of the labour m

arket.

1. D
o you know

 about the program
s and activities in your departm

ent aim
ed at im

proving 

the representativeness of m
em

bers of em
ploym

ent equity groups?

❑
Yes

❑
N

o

2. In your opinion, does your departm
ent do enough, not enough or too m

uch to im
prove 

representation of m
em

bers of em
ploym

ent equity groups?

❑
N

ot enough
❑

Enough
❑

Too m
uch

3. In your opinion, in the staffing system
, are em

ployees of your departm
ent discrim

inated

against because of their:

a) G
ender

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

❑
D

o not know
b) Visible m

inority status

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

❑
D

o not know
c) D

isability

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

❑
D

o not know

acco
untability fo
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d) Aboriginal status

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

❑
D

o not know

Value of non-partisanship 

N
on-partisanship: Em

ployees are appointed and prom
oted objectively, free from

 political 

or bureaucratic patronage.

1. Staffing decisions are non-partisan in m
y departm

ent. 

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

2. External recruitm
ent is free from

 political or bureaucratic patronage in m
y departm

ent.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

Value of equity

Equity: Equal access to em
ploym

ent opportunities; practices are barrier-free and inclusive.

1. D
o you have an opportunity to participate in com

petitions in your departm
ent for jobs

that you feel qualified to do?

❑
N

ever
❑

Seldom
❑

Som
etim

es
❑

O
ften

❑
A

lw
ays

7
psc staffing values surveys



2. In m
y departm

ent, the qualifications used in staffing positions are reasonable, given the

duties to be perform
ed.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

3. The w
ay staffing is conducted in m

y departm
ent gives equal opportunities to everyone

regardless of w
hether they are an em

ploym
ent equity group m

em
ber or not.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

Value of fairness

Fairness: D
ecisions are m

ade objectively, free from
 political or bureaucratic patronage; practices reflect

the just treatm
ent of em

ployees and applicants. 

1. Staffing decisions are m
ade objectively in m

y departm
ent.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

2. If you have participated in a com
petition in the last 2 years, to w

hat extent do you feel

you have been treated fairly?

❑
N

ot at all
❑

To som
e extent

❑
To an average extent

❑
To a considerable extent

❑
To a great extent

❑
N

ot applicable

acco
untability fo
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3. O
verall, staffing in m

y departm
ent is fair.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

Value of transparency

Transparency: O
pen com

m
unication w

ith em
ployees and applicants about resourcing, 

practices and decisions.

1. B
efore staffing a position, m

y m
anager inform

s our w
ork unit of his/her plans.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

2. W
hen m

y m
anager staffs a position, he/she gives explanations about the 

selection m
ethod used (com

petition, reclassification etc.).

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

3. G
enerally speaking, m

anagers in m
y departm

ent are ready to provide additional 

inform
ation about positions they are staffing (inform

ation, post-board interview
, etc.).

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree

4. O
verall, staffing in m

y departm
ent is transparent.

❑
Strongly disagree

❑
D

isagree
❑

N
eutral

❑
A

gree
❑

Strongly agree 
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Early W
arning System

In the context of staffing in the Public Service, risk can be defined as: 

a staffing environm
ent that does not adhere to the requirem

ents of the Public
Service Em

ploym
ent A

ct and Regulation, and the policies, guidelines and values
of the PSC

. This in turn could produce a negative im
pact on the operation

program
s of an organization (PSC

—
A

udit and Review
 Branch, 1994).

The Early W
arning System

 is a m
ulti-faceted analysis tool used to identify potential risks to the Public Service

staffing system
:

◗
it identifies risks—

Public Service-w
ide and in departm

ents;
◗

it constitutes a perform
ance assessm

ent tool for the PSC
 and departm

ents; and
◗

it contributes to the determ
ination of the health of the Public Service staffing system

.
This docum

ent explains and describes the Early W
arning System

 that the PSC
 w

ill use as a com
plem

ent
to departm

ental staffing perform
ance reports in the context of the new

 accountability regim
e.

The PSC
 developed the basis of the Early W

arning System
 in 1996 to identify potential risk in Public

Service staffing. The targeted objectives w
ere to share the follow

ing types of inform
ation w

ithin the PSC
and w

ith departm
ents: 

◗
a departm

ental contextual picture versus the overall PS picture;
◗

specific departm
ental trends versus PS trends; and

◗
departm

ental potential risk areas versus PS potential risk areas.
In addition, the results obtained through the Early W

arning System
 exercise w

ill allow
 the PSC

 to identify
potential Public Service staffing them

atic studies.
The Public Service C

om
m

ission is im
plem

enting its m
odernized version of the Early W

arning System
as part of the new

 A
ccountability Regim

e betw
een the PSC

 and the departm
ents. Before describing it further,

som
e im

portant considerations about this new
 version should be noted. First, the Early W

arning System
 is part

of the M
erit O

versight role of the PSC
 in the five key areas: m

erit policy, m
erit protection, m

erit prom
otion,

m
erit program

s and m
erit planning. A

s w
ell, the new

 Early W
arning System

 reflects the new
 approach to

C
om

ptrollership, w
hich em

phasizes reporting on results supported by appropriate inform
ation.
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arning System

The Early W
arning System

 is based on various types of inform
ation, including:

◗
functional indicators;

◗
organizational indicators (at the departm

ental level only);
◗

appointm
ent and prom

otion data;
◗

recourse data;
◗

audit/review
s/them

atic findings;
◗

qualitative inputs from
 various PSC

 stakeholders (H
Q

 and regions); and
◗

trends on duplicate or m
ultiple appointm

ents.
W

hen the qualitative and quantitative trends inform
ation is com

bined in the Early W
arning System

,
it identifies potential risks regarding staffing. The type of trends and their potential risks are presented in 
the follow

ing table. It is im
portant to note, w

hen reading the table, that a risk does not m
ean that a staffing

problem
 necessarily exists. Rather, it m

ight identify a potential concern about w
hich the PSC

 m
ay request 

contextual inform
ation.

Status
The m

odernized version of the new
 Early W

arning System
 is being im

plem
ented, and the analysis conducted

w
ill be updated once a year. A

s w
ell, the PSC

, follow
ing the elim

ination of the RO
ST, is developing new

 w
ays

to collect the inform
ation required for the Early W

arning System
.

Potential Risks
Lack of Fairness (W

C)

Lack of strateg
y, issues of com

petence

Lack of fairness and transparency

Lack of transparency (w
ithout the right of appeal)

Lack of equity, issues of nonpartisanship

Com
petency, 3 process issues

Trends
Acting +

 Extensions

Tem
porary Staffing

Indeterm
inate prom

otions by other W
C

Public servants prom
oted by O

C

Recruitm
ent by W

C

K
ey issues and grounds
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a guideline to

 staffing perfo
rm

ance repo
rts

A
G
uideline to Staffing Perform

ance Reports

This docum
ent is a reference tool that can be used by departm

ents to prepare reports for the Public Service
C

om
m

ission (PSC
) on their staffing perform

ance. It describes w
hat a departm

ental report m
ight contain w

ith
respect to the result values of com

petency, representativeness and non-partisanship and the process values of
fairness, equity, transparency. 

The PSC
 recognizes that the new

 reporting requirem
ents w

ill involve a learning process for the depart-
m

ents and the PSC
. In other w

ords, w
e are taking into consideration that it w

ill take som
e tim

e for departm
ents

to develop, w
ith the help of the PSC

, their ability to render an account regarding outcom
es. Initially, the PSC

 is
expecting that departm

ental reports w
ill consist of descriptions of the processes that are currently in place and

contain very little discussion of the outputs. O
ver tim

e, w
e are expecting that departm

ental reports w
ill have

m
ore em

phasis on outputs and outcom
es. 

The PSC
 expects the content and form

at of departm
ental staffing perform

ance reports to vary from
 one

departm
ent to another on the basis of factors such as the departm

ental context, the environm
ent, the size of

the organization, and the indicators and assessm
ent m

ethods selected. M
oreover, the PSC

 expects departm
ental

reports to include m
ore than just the positive results that w

ere achieved. It is perfectly acceptable for the
reports to deal w

ith the problem
s affecting certain values and the efforts m

ade to im
prove the situation.

Finally, The PSC
 does not see accountability as a one-w

ay street. The PSC
 encourages the departm

ents
to report on PSC

 policies and guidelines w
ith regard to how

 they facilitate or pose problem
s for sound m

anage-
m

ent of the staffing system
.

The follow
ing are a few

 exam
ples, by w

ay of suggestion, of w
hat a departm

ental report to the PSC
 could

contain w
ith regard to the result values of com

petency, representativeness and non-partisanship and the
process values of fairness, equity, transparency. 

Result Value: Com
petency

Tw
o of the suggested indicators (client satisfaction and productivity level) are proxy indicators for results. W

e
understand that som

e departm
ents w

ill not be able to report on this level of detail in the first years. If you are
able to report on client satisfaction and/or productivity level, it is not necessary that you report annually on the
outcom

e indicators. You m
ay report every tw

o years on som
e outcom

e indicators or alternate annually betw
een

different outcom
e indicators as long as they include som

e of the elem
ents listed below

. If you cannot report on
departm

ental client satisfaction or on the general productivity level of em
ployees, there m

ay be som
e partial

indicators that you could use for reporting. For exam
ple, if you have a service in w

hich em
ployee productivity

standards exist and you are able to do an assessm
ent, then you can use the inform

ation in your departm
ental

report. The follow
ing are other sources of inform

ation that could be reported on:
◗

you have a recourse m
echanism

 your clients can use to request re-assessm
ents of decisions m

ade
by your em

ployees;
◗

you have surveyed your clients on their satisfaction w
ith a specific program

;
◗

you receive letters of congratulation or com
plaints from

 the public regarding a service; 
◗

you have received an aw
ard for the excellence of a product or service, and so on.



For departm
ents w

hich are not ready to report on outcom
e indicators, the departm

ental report to the PSC
 could

include the follow
ing:

◗
results of analyses of com

plaints (appeals and investigations);
◗

results of follow
-up w

ith m
anagers on outside recruitm

ent (probationary period);
◗

results of follow
-up w

ith m
anagers on internal staffing m

easures;
◗

how
 staffing strategies reflect the organization’s operational needs. For exam

ple:
❚Fairly large departm

ents w
ith a significant staffing volum

e could report on the staffing strategies
relating to the m

ain occupational groups directly involved in program
 and service delivery. There

should be discussion of the strategies w
ith regard to recruitm

ent, prom
otion and m

aintenance or
developm

ent of com
petencies. A

 num
ber of elem

ents m
ay, for exam

ple, be part of departm
ental

strategies: developm
ent of com

petencies linked to the departm
ent’s business plan or to a new

m
andate, recruitm

ent and prom
otion on the basis of generic com

petencies, professional training
program

s to bring em
ployees up to the desired com

petency level, the link betw
een the training

and developm
ent plans and operational needs, and so on.

❚Sm
all departm

ents w
ith few

 staffing activities could, in the absence of extensive staffing strategies,
report on the practices or initiatives in place to ensure the com

petencies of the em
ployees recruited

and prom
oted, as w

ell as the m
easures taken to develop the com

petencies of em
ployees w

ithin their
organization.

Result Value: Representativeness
W

e expect that departm
ents w

ill report on output—
that is, on their dem

ographic data w
ith regard to both

recruitm
ent and prom

otions—
w

hile explaining the context in w
hich they have had to operate. For exam

ple,
in the case of a departm

ent in a period of w
orkforce reduction, the departm

ent’s representativeness strategy
m

ay have related m
ore to retention of its em

ployees than to recruitm
ent. In the case of a departm

ent w
hich has

done little outside recruitm
ent, efforts m

ay have focussed m
ore on im

proving the self-identification process
for em

ployees targeted by em
ploym

ent equity m
easures.

In addition to reporting on dem
ographic data, the departm

ental report should include the initiatives
undertaken to im

prove the representativeness of your w
orkforce. These initiatives m

ight include:
◗

specific recruitm
ent initiatives such as using A

rticle 5 of the PSEA
 (section 44 of the Regulation)

in order to m
eet the expected targets

◗
initiatives relating to adoption of the new

 EE A
ct -- especially the review

 of em
ploym

ent system
s 

◗
initiatives to elim

inate or overcom
e obstacles in the area of em

ploym
ent equity (physical

im
provem

ent of facilities, participation of m
em

bers of target groups in selection interview
s,

revision of statem
ents of qualification by a special com

m
ittee, exit interview

s w
ith EE-targeted

em
ployees, and so on)

◗
initiatives to create a favourable w

ork environm
ent (e.g., increasing the m

anagers’ and
em

ployees’ aw
areness of representativeness issues)

◗
initiatives relating to Land C

laim
s A

greem
ents negotiated w

ith A
boriginal groups.
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Result Value: N
on-partisanship

N
on-partisanship is a core value of the C

anadian Public Service and one of the fundam
ental reasons for the

PSC
’s existence. In the context of delegating its staffing authority, the PSC

 is dem
onstrating its concern for

the value of non-partisanship by requiring an attestation statem
ent from

 the D
eputy H

ead on the follow
ing:

◗
non-partisanship in the conducting of staffing activities

◗
the ability of public servants to perform

 their duties in a neutral w
ay, despite certain political

activities that m
ay be conducted outside the w

orkplace.
The follow

ing are a few
 elem

ents that you could use to provide qualitative support for your departm
ental

attestation statem
ent:

◗
im

plem
entation of a code of ethics in staffing m

atters or inclusion of provisions concerning
staffing in an existing departm

ental code of ethics
◗

inform
ation or training on responsibilities relating to non-partisanship

◗
dissem

ination of an annual rem
inder to all personnel regarding sections 32, 33 and 34 of the

Public Service Em
ploym

ent A
ct(PSEA

)
◗

identification of a departm
ental resource person.

Process Value: Fairness, Equity and Transparency
U

ltim
ately, w

e expect departm
ents to report on output -- that is, the satisfaction of m

anagers and em
ployees

w
ith respect to these process values -- w

hile explaining the context in w
hich they have had to operate. It w

ill
not be necessary to report on this level annually. Your reports could alternate from

 presenting the results of
satisfaction surveys to presenting som

e of the follow
ing on a yearly basis:

◗
the results of com

plaints analyses (appeals and investigations) 
◗

the m
echanism

s in place or m
easures taken to ensure respect for these values (e.g., com

m
unicat-

ing the staffing approach to em
ployees, establishm

ent of a code of ethics covering these values,
internal m

echanism
s for com

plaints, open com
m

unication betw
een m

anagem
ent and em

ployees
w

ith respect to staffing activities, and so on)
◗

the results of your review
 of staffing practices and processes in regard to these process values

(e.g., use of areas of selection, notices of appointm
ent w

ithout com
petition, use of generic state-

m
ents of qualification w

here possible, com
m

unication w
ith em

ployees, w
ays in w

hich acting
appointm

ents are m
ade, and so on)

◗
illustrations of how

 respect for these values has been dem
onstrated in specific situations.

For exam
ple:

❚ You m
ay refer to a specific situation, such as a m

ajor re-organization of a branch or a m
ajor w

orkforce
reduction situation, to illustrate how

 transparency has been dem
onstrated w

ith respect to com
m

uni-
cation of decisions and equity in the treatm

ent of em
ployees;

❚ for sm
all organizations that engage in little staffing activity or that have not been in a special

situation on the organizational level, the sam
e exam

ples can be applied, except that the illustration
could be based on an individual transaction.
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Speaking about Reports
The PSC

 does not recom
m

end or require any specific form
at for reporting. The form

at and content of the
docum

ent are expected to vary according to factors such as the volum
e and com

plexity of staffing in departm
ents.

H
ow

ever, one elem
ent of the report w

ill be com
m

on across all organizations: consultation w
ith union represen-

tatives. In the staffing accountability fram
ew

ork and in the departm
ental presentations, w

e have em
phasized

the im
portance of D

eputy H
eads obtaining the union representatives’ reaction regarding the departm

ental
staffing perform

ance report and including that reaction in their report to PSC
. The PSC

 is presently looking for
a w

ay to get the input of national union representatives on the health of staffing in the w
hole Public Service. 

Conclusion
This docum

ent has presented som
e guidelines to help the departm

ents design their reports to the PSC
. The

exam
ples are not exhaustive and w

e hope that they inspire you to com
e up w

ith new
 ideas.

The objective of departm
ental feedback to the PSC

 is to enable us to play our governance role as effectively
as possible by taking stock of the health of staffing in the Public Service. W

e certainly w
ant you to tell us about

your successful initiatives, but w
e believe it is also im

portant that w
e be inform

ed of problem
s you encounter,

as w
ell as of efforts m

ade or m
easures taken to correct w

eaknesses you have found.
W

e hope this feedback w
ill take place in an atm

osphere of trust serving as the basis for a new
 partnership

betw
een the departm

ents and the PSC
, in w

hich the PSC
 w

ould, am
ong other things, com

m
unicate inform

ation
about good practices throughout the Public Service.
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Appendix: Aide M
em

oire
This docum

ent is m
ade available to help departm

ents and other agencies prepare staffing perform
ance reports

as part of the general fram
ew

ork of D
elegation and A

ccountability A
greem

ents.

1: G
eneral Inform

ation

❑
 There is no specified form

at.
❑

 Reports m
ust be balanced, review

ing both good and poor results.
❑

 Reports m
ust be w

ritten; they are signed by the D
eputy H

ead and intended for the PSC
(President and C

om
m

issioners).

2: Content of Reports

❑
 Everything negotiated in the D

elegation and A
ccountability A

greem
ent m

ust be m
entioned 

or com
m

ented on in the reports; explanations concerning m
ethodology m

ust be thorough 
and explicit.

❑
 Reports m

ight start w
ith a background sum

m
ary dealing w

ith such issues as:
❚

W
orkforce adjustm

ent/ reorganization/ am
algam

ation
❚

A
ctivity level

❚
C

om
petency profiles and other initiative

❚
O

ther quantitative and qualitative data.
❑

 Reports m
ust reflect all the staffing com

ponents: recruitm
ent along w

ith horizontal and vertical
m

obility. For each subject, references to D
elegation or Specific A

greem
ents, special program

s or
departm

ental initiatives are recom
m

ended.
❑

 The contents of the reports m
ay be used to m

eet the inform
ation needs of departm

ents, central
agencies and Parliam

ent, and add to the total know
ledge of H

um
an Resource M

anagem
ent.

3: Future Prospects

❑
 O

penness to innovations proposed by departm
ents.

❑
 C

onsideration of potential com
m

ents on perform
ance follow

ing internal consultation.
❑

 Suggestion to have D
eputy H

ead’s certification on each value (long-term
).

❑
 Follow

ing the tabling of the first report, establishm
ent of an agenda for consultation betw

een
the PSC

 and departm
ents on the deadlines and form

at for reports; the indicators and criteria for
subsequent reports are subject to negotiation depending on context.
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Attestation of D
epartm

ental Staffing Report Reliability
The new

 accountability fram
ew

ork and approach to delegation are based on a relationship of trust betw
een the

Public Service C
om

m
ission and departm

ents and on the developm
ent of tailor-m

ade A
ccountability A

greem
ents.

H
ow

ever, in accordance w
ith the com

ptroller’s agenda, and to respect due diligence required of the PSC
 as the

Parliam
entary agent in m

anaging the Public Service Em
ploym

ent A
ct, the PSC

 m
ust ensure that D

eputy H
ead

A
ccountability Reports are reliable. The PSC

 can not blindly rely on the accuracy of these reports; its A
ttestation

of Reliability m
ust result from

 a rigorous assessm
ent.

Reporting to the Com
m

ission and Attesting the Reliability of the Reports

D
epartm

ents w
ill report to the PSC

 annually and the D
eputy H

ead w
ill be required to seek the em

ployee
representatives’ input into the departm

ental staffing perform
ance report before subm

itting it to the PSC
. 

Follow
ing reception of a departm

ental perform
ance staffing report, the PSC

 w
ill attest to its validity.

To do so, the PSC
 w

ill take into account the inform
ation related to:

◗ the departm
ental in

frastructure
in place, w

hich should contribute to the good m
anagem

ent of
the staffing activities; and 

◗ the con
ten

t of th
e departm

en
tal report, w

hich should be in line w
ith the values and agreed

upon perform
ance indicators.

The PSC
 w

ill m
aintain a capacity to obtain further assurance about the reliability of the reports w

here the
inform

ation related to the infrastructure in place is judged insufficient and w
here there is a lack of evidence in the

content of the reports. The PSC
 m

ay then conduct on-site review
s to ascertain the relevance of the inform

ation.
Follow

ing com
pletion of the attestation of reliability process, the Inform

ation M
anagem

ent and Review
D

irectorate (IM
RD

) w
ill provide inform

ation to help the C
om

m
ission assess the perform

ance of the organization
and m

ake appropriate suggestions and/or recom
m

endations. These w
ill be com

m
unicated to the D

eputy H
ead.

The follow
ing section identifies and explains the elem

ents that the IM
RD

 w
ill use to proceed to the

A
ttestation of Reliability of D

epartm
ental Staffing Reports. 

M
odel of Attestation of the Reliability of D

epartm
ental Staffing

Perform
ance Reports

The new
 accountability and reporting regim

e w
ill result in the PSC

 being m
ore dependent than ever on inform

a-
tion provided by departm

ents and agencies.  It is im
portant, therefore, that there be provisions for the C

om
m

ission
to receive objective evidence about the reliability of the inform

ation com
ing from

 these sources.  The reports sub-
m

itted by departm
ents and agencies should be able to m

eet the test of an audit based on a generally accepted audit
standard, used in conjunction w

ith the provision of assurance services by auditing professionals.
Reliance on departm

ental reports cannot be blind: the PSC
 w

ill m
aintain a capacity to evaluate the

reliability of these reports.
The expression * attestation

 of reliability
* applies to the departm

ent’s in
frastructure

in place for
generating their perform

ance assessm
ent and to the con

ten
t of th

e reportitself. 
The elem

en
ts

used to proceed to an * attestation
 of reliability * are show

n in the follow
ing exam

ple: 
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Reliability Elem
ents

1. Coverage of perform
ance 

Assessm
ent Plans:

• The D
epartm

ent has H
R

A
ssessm

ent Plans w
ithin

the H
R Branch or

A
udit/Evaluation Plans

from
 their

A
udit/Evaluation Branch

• The A
ssessm

ent Plans
include consideration of
risk areas in staffing

D
epartm

ent’s Perform
ance Assessm

ent Infrastructure

-
+

Reliability Elem
ents

Report Content
1. The content of the 

departm
ental report 

covers adequately the 
PSC M

andatory
Values/Indicators
N
egotiated

• A
ssessm

ent of extent of
coverage (Process/
O

utput/O
utcom

e)
• A

ssessm
ent includes H

Q
and Regions if applicable

• U
se of adequate m

ethodol-
ogy (M

easurem
ents U

sed
by D

epartm
ent)

D
epartm

ent’s Perform
ance Staffing Report Content/

PSC Risk Analysis

-
+

2. Com
petence of assessors

• Staffing content expertise
(H

R Specialists are the
A

ssessors)
• A

udit and evaluation
expertise
(A

udit/Evaluation G
roup

are the A
ssessors)

• O
utside consultants w

ith
staffing expertise are 
contracted

3. The departm
ent has 

existing m
onitoring 

capabilities w
ithin the 

H
R D

ivision

Risk Analysis
2. PSC internal consultations

conducted on content of
the report:
• PSC

 risk analysis results
review

ed for com
parison 

of trends
• PSC

 H
Q

 D
ecision M

akers
(Branch H

eads, A
ccount

Executives, etc.) w
ill be

consulted
• PSC

 Regional D
irectors 

+ C
onsultants w

ill be 
consulted

• Results of Them
atics w

ill
be review

ed if applicable 

3. PSC outside environm
ental

analysis conducted
• Inform

ation on the 
departm

ent via the PSC
and the D

epartm
ental

C
om

m
unications Branches

• Scanning of m
edia for

departm
ent staffing issues 

• Scanning of H
ouse of

C
om

m
ons

Parliam
entarians’

Interventions on the
departm

ent
• Review

 of the departm
ent

w
eb site
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Reliability Elem
ents

4. The departm
ent has 

quality H
R inform

ation 
system

s for staffing at 
H
Q
 +

 regions
• People Soft
• O

ther
5. O

ther departm
ental 

m
echanism

s in place 
for generating their 
perform

ance assessm
ent 

D
epartm

ent’s Perform
ance Assessm

ent Infrastructure

-
+

Reliability Elem
ents

D
epartm

ent’s Perform
ance Staffing Report Content/

PSC Risk Analysis

-
+

PSC Conducts Potential O
n-Site Review

 of the Activities Reports (if and w
here needed)

◗
Level Varies:

• Interview
s (H

R Specialists and Sub-delegated Line M
anagers)

• Spot checks (lim
ited sam

ple of activities)
• M

ore in-depth focus in specific areas (e.g. Recruitm
ent)

If non conclusive results

O
verall Rating

-
+

O
verall Rating

-
+

➞

If non conclusive results

➞
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